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The modern practice of enterprise management requires dramatic changes, which is caused by the
formation of an inclusive environment, increasing the dynamism of the labor market and increasing
competition. Increasingly important for the efficiency of the enterprise is the use of innovation,
knowledge embodied in the intellectual product. The reasons for the need for new approaches to
management are related to changes in the business itself. Increased competition leads to an increase in
the search for new management methods, especially in the area of personnel management, which in the
long run requires appropriate management mechanisms based on a process approach in order to respond
promptly and promptly to changing market conditions, improve the management system of partnerships
and relationships with suppliers, achieving rapid response to consumer demands and improving product
quality. The essence of reengineering of business process of personnel management as a modern concept
of increase of efficiency of activity of the enterprise is investigated in the article. Business process
reengineering is designed to create competitive advantages by systematically assessing processes,
addressing the changing needs of potential and existing customers and requiring additional research to
find new ways to improve reengineering in accordance with the specifics of domestic enterprises,
especially in the field of personnel management. It was revealed that the innovative practice of enterprise
management requires fundamental changes, which is due to the socialization of the world economy,
aimed at improving the well-being of people with disabilities, reducing poverty and increasing the
chances of finding decent work with adequate wages. The directions of including people with disabilities
to innovative activities in the context of reengineering the personnel management process as one of the
most important business processes of the enterprise are proposed.
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Introduction. Current trends in economy development are connected with social and
labour relations transformation under the influence of industrialization and digitization. All
this inevitably affects the labour market, professions, which leads to changes in the
requirements that are imposed on the employee during job connection. Disabled workers are
less competitive in the labour market due to certain restrictions. The large number of disabled
people in our country inevitably creates a problem of their job connection and employment
due to different circumstances. First of all, it is the lack of physical ability to perform some
functions inherent in a healthy person. In addition, this process is influenced by the directions
of state legislative policy related to job quotas for this citizens category. Despite this issue
actualization at all the governmental levels, at present the number of disabled people wishing
to find a job exceeds the number of relevant jobs. The main barriers of disabled people’s
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adaptation in our society are stereotypical thinking and outdated ideas about what people can
and cannot do. People want to be effective and competent to develop themselves and move
forward in their lives. Disabled people also share these desires if society allows them to
achieve their goals and make their own choices, both in personal life and in work. Companies’
chief executives need to recognize that disabled people — just like all other potential
employees - have their aspirations, desires and career goals.

Thus, the modern practice of enterprise management requires dramatic changes, due to the
world economy globalization, an inclusive environment formation, increasing the labour
market dynamism and competitiveness growth. The reasons for the need for new approaches
to management are related to changes in the business itself: the increasing importance for an
enterprise’s activities efficiency is the use of innovations, knowledge embodied in the
intellectual product; fierce competition leads to increased search for new management
methods, especially in the field of staff management, which is one of an enterprise’s most
important strategic resources, to ensure the effectiveness of which in the long run requires
appropriate management mechanisms [1].

Problem statement. The fundamental foundations of the reengineering theory were laid
down by the researches of M. Hammer, J. Champy, D. Ross, T.Davenport, M. Robson,
Ph.Ullah and A.V.Sher. Thus, M.D.Aistova, S.V.Voitk, O.A. Havrysh,
V. H. Herasymchuk, V. V. Derhachova, L. Ye.Dovhan, O.O. lichuk, I. M. Kreidych,
A. V. Kozachenko, P. V. Kuteliev, I. I. Mazur, V. M. Marchenko, H. H. Savina,
D. M. Stechenk, V. D. Shapir devoted their studies to the investigation of enterprises’ business
processes management. The problems of business processes reengineering were dealt with by
domestic and foreign scientists B. Andersen, D. O. Baiura, J.Brendon, P.V.Brin,
0. V. Vinohradova, G.Johanson, V.H. Yelyferov, V. V. Ivata, M. Klein, R. Manhanelli,
P. Morris, R. Patiurel, L. M. Taraniuk, L. I. Fedulova, D. Harrington, M. D. Shapot.

Theoretical and methodological foundations on the problem of labour potential restoration
and disabled people integration into the labour collective are investigated in the studies of
O. Andrieieva, Yu. Blynkov, S.Vasin, 0. Kolesnykova, A. Konovalov, N. Klushyn,
T. Malieiev, O. Malysheva, A. Makarian, D. Nekypelov, D. Riazanov, V. Safonova,
I. Syrnikov, V. Tkachenko, Yu. Khaustov, S. Rykk.

At the same time, the current problem state of staff management business processes
reengineering requires a more detailed study of this issue, existing mechanisms improvement
within the framework of disabled people’s adaptation based on different entities interaction in
order to better integrate them into innovative activities.

The purpose is to study the essence of staff management business process reengineering
as a modern method to enhance disabled people in innovative activities and increase an
enterprise’s efficiency.

Results of the research. M. Hammer is considered to be the founder of the reengineering
theory, who co-authored who co-authored with J. Champy the book “Reengineering the
Corporation: A Manifesto for Business Revolution”. The definition of reengineering emerged
in 1990 in the articles published by Hammer and Davenport and Short, which defined
reengineering as a fundamental rethinking and business processes radical redesign to achieve
improvements in an enterprise performance, such as cost, quality, service and rates [3].

As international companies’ experience shows, business processes reengineering is used
under the following mandatory conditions: the minimum number of a company’s employees is
20 people (including at least 4 people hold managerial positions); a company actively supports
innovative projects and innovations; a company has a fairly strong technological
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infrastructure. Most often, international companies resorted to reengineering their activities in
the following cases: high operating costs; quality of the services provided has not satisfied
customers; low performance of middle managers; resources and responsibilities irrational
allocation in order to achieve the most effective performance. In general, the Western
companies experience shows that business processes reengineering itself does not require
much time. Each project duration varies from 6 to 10 months. The period depends on the
business type and structure and the goals that management sets for business processes
reengineering.

Staff management business process reengineering is a radical renewal of staff management
in the context of accelerating an enterprise’s response to changes in consumer demands with
repeated costs reduction of all kinds, which occurs under the condition of a coordinated team
work of highly qualified, effectively motivated specialists who develop and implement
innovative and creative ideas for competitiveness improvement, optimize workflows, increase
productivity and product quality and post-production, and improve customer satisfaction.

Staff management business process reengineering does not include the adjustments of
existing and gradual changes that do not affect the main structures or patching of individual
holes in existing systems. Staff management business process reengineering is a rejection of
constant procedures, fundamental rethinking and business process radical redesign in order to
achieve a significant improvement in the quality of organization functioning. One of the
mechanisms of staff management business process reengineering in the context of enhancing
disabled people to innovative activities can be remote management.

Thus, today modern information systems allow to solve managerial tasks of almost any
complexity, including in such field as management of employees working remotely. However,
as in any management approach, this management type has its advantages and disadvantages.
About 40 % of all the world companies use the work of remote employees to some extent. The
problems and unconditional successes of remote control technology are evident over time, so
it is important to pay attention to some details of this process. Doing a certain amount of work
at home is often a necessity for people with intellectual work. Accountants, engineers,
teachers and managing directors, as well as representatives of many other professions, often
take work home. But this type of telework is a bit different from working at home on a full-
time basis, so a specialist working remotely has to fulfill certain conditions. All new remotely
managed employees will need a manager’s close attention at the outset. A managing director
should carefully instruct newly recruited employees and answer all their questions in detail. At
this stage, a managing director should become a tutor for an employee, because the
information provided through the communication means is much more difficult to absorb than
in the case of personal contact. Employees should correctly accept the company’s mission and
what management needs. This is the key to all future relationships between an employee and a
company. But one should not supervise too closely how an employee organizes his work. A
manager needs to focus on the results and ways to improve the employee’s productivity. An
important point is the recruitment of top management people with a high professional level,
everyone in their field, so that there are no problems with the fact that at the right time people
will just sit, without making any decisions and not acting. Pointing to the need for control and
timely tasks setting, it should be said that in a clearly defined period, for example, once a
week, send their recommendations to the process and set tasks for employees for a certain
period.
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Consequently, one can distinguish the benefits that disabled people receive when
teleworking:

- An opportunity to distribute working hours at one’s own discretion;

- An opportunity to work at home or other comfortable conditions if the Internet is
available;

- An opportunity to choose a work on one’s own;

- Health promotion because it allows an employee to organize one’s own working time
based on one’s own biological rhythm;

- Participation in the labour market of disabled people, people burdened with
obligations, married women and women who have children, students and pensioners;

- An opportunity to ease the tension in society associated with the population’s poor
mobility;

- Increase in business activity and the population’s employment, since the labour
subjects can actually be in different regions;

- Elimination of an employee’s inefficient and unnecessary permanent dependence on
bureaucracy in organizations and managers’ rigidity.

- Absence of office space rental;

- Absence of cost for workplace equipment;

- Payment for work only after its completion (receipt of the result);

- Flexibility in setting work schedules.

Thus, staff management business process reengineering is based on an approach of
enhancing disabled people to innovative activities, which sets aside first modeling, and then
changing the existing model by decisively eliminating inefficient functioning units. The
consequences of the basic principles implementation of staff management business process
reengineering are shown in Table 1.

Thus, the existing staff management processes improvement in an enterprise suggests the
involvement of as few resources as possible in the process. In each task that is part of a
process, one should reduce as many resources as possible, for example by combining tasks so
that an employee performs the greatest number of them. The key challenge is to release
employees and combine different functions to move entire establishment units out of the
process. However, it is not always possible to turn the process into an integrated task. In some
situations different process stages do not have to take place in different places. Sometimes one
needs several employees, each of whom would perform separate process elements. In other
situations, it may be inappropriate to train one employee with all the skills he or she will need
to complete the entire process. Traditionally, employees have few skills and few time or
training opportunities at an enterprise. That is why their work tasks are simplified. However,
complex processes are required to bring them together. Enterprises have to put up with the
inconvenience, inefficiencies and costs associated with complex processes to take advantage
of such simplified tasks. In the case of reengineering processes must remain simple to meet
the requirements of product quality, service level, flexibility and low cost, and simple work
assignments become complex.

In the course of staff management business process reengineering, an analysis of the
process implementation at the current moment of time and an improved model of execution
development, as close as possible to the optimum, is carried out. An integral part is a transition
plan development from the current to the modernized management model. A structural unit
that will form a staff management organizational component, as an option, is proposed a staff
development service. Its structure should include a human resources department, a labour and
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salary planning and norming department, the social work department. This unit will be led by
a Human Resources Manager who can simultaneously act as a Head of Personnel Department.
The organizational structure and competence of staff development service is presented in
Figure 1.

Table 1
The consequences of the basic principles implementation
of staff management business process reengineering
Ne Basic principles Consequences of implementation
1 | Ensuring contractors’ independence in making | Contractors’ independence in decision-making allows
decisions within their competence to minimize the number of vertical interactions (the

contact between a contractor and a manager is
significantly  reduced) regarding a particular
production of a process implementation.

2 | The functions distribution between contractors of | The functions distribution between contractors of the
the divisions should be based on the current | divisions should be based on the current processes
processes characteristics peculiarities, which will slow down the business
process contractors previously assigned to them. The
latter should act on the situation, ensuring the business
processes convenience and success.

3 | Excessive control and revisions elimination Excessive control and revisions elimination will help
to reduce costs, predetermine the cost of the finished
product or service.

4 | Matching processes optimization Consentient processes optimization will help to
minimize the time spent during the production
processes.

5| The common information network usage by | The common information network usage by

operating managers operational managers allows to improve managing

directors’ interaction with contractors and external
space subjects.

6 | Introducing the work of remote employees Video conferencing with several employees at the
same time.
7 | Remote management Maximum delegation of own authority and correct

determination of an employee responsible for control
in the area without a lead manager.

Thus, on the basis of establishing the main directions of changes in staff management
organization and providing organizational support for their implementation for an enterprise,
the following main components are proposed:

1.  Local regulations development on labour motivation at an enterprise: on the basis of
labour motivation developed strategy, in accordance with an enterprise development overall
strategy, Labour Motivation Regulations, Internal Business Rules, Staff Regulations, Business
Ethics Code, Dispute Settlement Procedure are adopted.

2. Job descriptions development for each workplace: on the basis of standard job
descriptions, “own” job description packages are created and approved. In the job description,
the following provisions should be enshrined: general provisions, competence, responsibility
ranges, powers, qualification requirements, horizontal interactions in solving the issues of
related competence.
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Aim: modern staff management in the context of accelerating a
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environment
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Figure 1. Staff development service structure after reengineering
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3. Specifications and guidelines development on labour standards: on the basis of job
descriptions and taking into account changes that have occurred as a result of restructuring,
new labor standards are being developed. In their development, a scientifically based approach
is needed, because the labour norm is both the labour measure and the consumption measure.

4.  Staff certification, hiring, relocation: The Regulation on employees certification and
certification committee is developed and approved, criteria for assessing a company
employees’ professional level and personal qualities, special tests, questionnaires are
developed. There is an existing staff evaluation, future staffing needs planning, new
employees hiring in accordance with the qualification requirements of job descriptions and
evaluation criteria, employees relocation from one position to another.

5. Programmes creation for employees retraining and upgrading: as a result of
restructuring at the enterprise, serious changes are needed that require new knowledge. In
order to reduce employees number to be laid off and to reduce the costs of recruiting highly
qualified new specialists, retraining programmes and employees advanced training are being
developed, which determine the main directions of retraining and employees advanced
training, as well as specific measures.

6. Labour organization: workplaces organization and equipment, document circulation
streamlining and simplification through information technologies introduction, including the
creation of access to the necessary information through a local computer network, team forms
introduction of labour organization, favourable working and leisure conditions creation,
flexible work schedules development.

7. Labour evaluation system development: on the basis of an enterprise development
overall strategy, labour motivation strategy, Regulations on labour motivation, the Regulations
on performance appraisals are developed, as well as instructions on labour reporting, these
indicators are made public.

8.  Material remuneration system development: on the basis of the Regulations on labour
motivation and the Regulations on activity appraisal indicators, taking into account the
specifics of changes in production and labour organization, remuneration system is developed,
the Regulations on bonuses are approved.

9. Non-financial system development: employees’ questioning in order to identify their
needs and interests, development on the basis of the received data of noncash remuneration
system and intangible incentives measures for employees.

Further, the following stages should be organized on the established basis of the
organization of labour motivation: employees’ needs monitoring; monitoring the state of work
motivation; employees’ career planning; results statement of each employee’s activity through
keeping individual motivation cards; creating a “corporate spirit” in an enterprise; carrying out
trainings; permanent training programmes supporting; the employees’ collectivist mood
supporting. The main tendencies of personnel management development on the basis of
motivation should be the following postulates: orientation to strategic approaches, attention to
labour internal motives, the participatory approach realization to the motivation process, active
development of economic and social-psychological methods of stimulation, consideration.

Thus, through the business processes reengineering, it occurs: the number of a company’s
staff reduction, while production volumes remain the same; reducing cost while maintaining
the same volumes and quality of products; the number of management levels reduction;
increasing the business value that attracts investors; raising the business cost in the industry;
increase of an enterprise’s profitability.
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Carrying out business processes reengineering is a time-consuming and complex process
that requires a full commitment and understanding of what is happening from its initiators and
performers.

If it is successfully carried out, an enterprise receives a lot of advantages over competitors,
strengthens its position in the market, improves economic efficiency.

After business processes reengineering, success is possible only in an enterprise where
everything is built around processes, that is, process managers — not temporary project
managers, but key managers, ensure the good status of processes for the long term;
measurement systems focus not on the functional but on the process overall efficiency, and are
associated with employees’ rewards; all employees understand a company’s processes and
their personal contribution to its goals achievement.

Conclusions and prospects of further research. Summarizing the above, we can conclude
that in today’s turbulent external environment, it is advisable for enterprises to reorganize their
activities on the basis of the process approach in order to respond timely and promptly to
changing market conditions, improve the management of partnerships with suppliers, achieve
rapid response to consumer demands improving product quality.

Reengineering should be undertaken on each key process, as they cover a huge number of
business functions, providing significant benefits to anenterprise: reducing production costs by
improving management efficiency, improving the products services quality, accelerating the
new products development, minimizing customer response time and theirprocessing,
improving the service system as a whole.

Business processes reengineering is intended, first of all, to create competitive advantages
by systematically assessing processes, identifying constantly changing needs of potential and
existing customers, and requiring additional research to find new methods of reengineering
improvement in accordance with the specifics of domestic enterprises, especially in the field
of staff management, as the main factor ofincreasing an enterprise competitiveness.
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CoBpeMeHHasi NpaKTUKa YIPaBICHUS NPENPUATHIMHA TpeOyeT KapAWHAIBHBIX H3MEHEHHH, 4TO
00ycnoBiIeHO (OPMHUPOBAHUEM HHKIIIO3MBHON CpeIbl, IOBBINICHUEM IWHAMHYHOCTH PBIHKA TpyAa U
YCUJICHHEM KOHKypeHIHMH. Bce Oonbiee 3HaueHue ais 3p(EeKTHBHOCTH NEATEILHOCTH NPEANPUSITUSL
puoOpeTaeT WCIOJb30BaHUE WHHOBAIMM, 3HAHMI, BOIUIONICHHBIX B HMHTEUICKTYaJIbHOM HPOIYKTE.
IMpuaneaEl HEOOXOAMMOCTH TOSBICHUS HOBBIX MOAXOAOB K YIPABICHHIO CBA3aHBI C M3MEHEHUSIMH B
camMoM Om3Hece. YjKeCTOUEHHE KOHKYPEHI[MH INIPHBOAWT K AKTHBU3AIUHM IIOMCKa HOBBIX METOIOB
MEHEDKMEHTa, 0COOCHHO 3TO KacaeTcsl YIpaBJICHNS IEPCOHANIOM, IJIsI 00ECTIeUeHNs pe3yIbTaTHBHOCTH
KOTOPOTO B JONTOCPOYHOH NMEpPCIEeKTHBE HEOOXOANMBI COOTBETCTBYIOIINE MEXaHU3MBI YIPAaBICHUS Ha
OCHOBE IIPOLIECCHOT0 TIOAXO0Aa C LIeJIbI0 CBOEBPEMEHHOTO U ONIEPAaTUBHOIO PearnpoBaHUs Ha U3MEHEHUS
PBIHOYHBIX YCIIOBUH, YIy4IICHHE YIpaBJIeHHS HApTHEPCKUMHU M OTHOUICHUSIMHM C IOCTaBLIMKAMHU,
JOCTI)KEHHST OBICTPOrO pearupoBaHMsi Ha TpeOOBaHWs TNOTpeOUTENell W TOBBINIGHHS KadecTBa
NpoayKIMU. B craThe HccneqoBaHa CYHNIHOCTh PEMHXXMHHPHMHTA OHM3HEC-Tpolecca yIpaBJICHUS
MIEPCOHAIOM KaK COBPEMEHHON KOHIIENINH MOBBIIEHNS 3()(EKTUBHOCTH JEATEIBHOCTH MPEIIPHATH.
PenmxuHUpHHT OM3HEC-TIPOLECCOB MPU3BAH CO3/aTh KOHKYPEHTHBIE NMPEHUMYIIECTBA, CHCTEMATHIECKH
OIIEHNBAs MPOLECCHI, IPOSIBIAS MEHSIONINECS MOTPEOHOCTH MOTEHITHANBHBIX U AEHCTBYIOINX KIHEHTOB
n TpeOyeT OMONHHUTENBHBIX HCCIEAOBAHUN 110 IMOWCKY HOBBIX METOJIOB COBEPIICEHCTBOBAHHUS
PEMH)KHHUPHHTA B COOTBETCTBHU CO CHELH(UKONH OTEUECTBEHHBIX NPENpPHUATHH, 0COOEHHO B cdepe
yIpaBJCHUs IEPCOHAIOM. BBISBIEHO, UTO MHHOBALlMOHHAs NpaKTHKa YNPaBICHUS MNPEANPUATUIMU
TpeOyeT KapAWHAIBHBIX HW3MEHEHWH, 4YTO OOYyCIIOBIEHO COLHANU3alieldl MHPOBOH AIKOHOMHKH,
HaIpaBJICHHON Ha MOBBIICHHE OJIATOCOCTOSIHYS JIUII C OTPAHUYEHHBIMH BO3MOXKHOCTSIMH, COKpalleHHe
MacmTaboB OENHOCTH W TOBBIICHHWE IIAHCOB HAXOXKAEHMS JOCTOHHOW paboOTBI ¢ afeKBaTHOI
3apaboTHOI miaToii. [IpeuioxkeHs! HaNpaBIeHHs BKIIOYEHUS JIUI] C OTPAaHHIEHHBIMH BO3MOKHOCTSIMU B
HMHHOBAIIMOHHYIO JEATENFHOCTh B KOHTEKCTE PEeHMHKMHHUPUHTA TPOIEcca YIpaBIeHHs IePCOHANIOM, Kak
OJTHOTO M3 BKHEHIIINX OM3HEC-TIPOIIECCOB MPEIIPHSTHS.

Kniouegvie cnoea: PEeUHXUHUPHUHT, YIPaBICHUE IEPCOHAIOM, OW3HEC-POLECC, HHKIIIO3UBHBIE
MHHOBALIUH, JIUIIA C OTPAHWYEHHBIMUA BO3MOKHOCTSIMU, HHHOBAIIMOHHAS IESTENbHOCTD, IPEAIIPUATHE.

Mechanism of Economic Regulation, 2019, No 4 51


mailto:o.i.prodius@gmail.com

O. LIIpooiyc. PeinxunipuHr npouecy ynpas/IiHHsI IIEPCOHAJIOM Y KOHTEKCTi
akTHBi3alil 3a;1y4eHHs 0¢i0 3 00MeKeHUMH MOKJIMBOCTSMH 10 iHHOBAaUiiiHOT NisILHOCTI MiAMpPUEMCTB

Mechanism of Economic Regulation, 2019, No 4, 43-53
ISSN 1726-8699 (print)

Pein:xuHipuHr npouecy ynpasJliHHS IIEPCOHAIOM B KOHTEKCTI aKTUBi3alil 3a1y4eHHs ocio 3
00MeKeHHMHU MOJIMBOCTSIMU 10 IHHOBALINHHOI AifAIbHOCTI MiANpUEMCTB
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CyyacHa HpaKkTHKa YNPaBIiHHSA MiANPUEMCTBAMH BHMAarae KapIHHAJIBHUX 3MiH, IO OOYMOBJICHO
(hOpMyBaHHSAM IHKIIO3UBHOTO CEPEAOBHINA, MMiJBUIICHHIM JUHAMIYHOCTI PUHKY Tpalli i MOCHUICHHAM
KOHKypeHIlii. Bce Oimpmmoro 3HaueHHs Uit e(QEKTHBHOCTI IisUTBHOCTI MiANPHEMCTBA HaOyBae
BUKOPUCTAHHS iHHOBAlil, 3HaHb, BTUICHHX B IHTENEKTyaJbHOMY MpPOAYKTi. [IpmumHM HE0OXigHOCTI
MOSIBA HOBUX IMIAXOIB 10 YIPaBIIiHHA MOB'I3aH1 31 3MiHAMH B caMoMy 0Oi3Heci. [locuieHHs KOHKypeHLii
MIPUBOIUTH IO aKTHBIi3allii MOMIYKY HOBUX METOJIiB MEHEIKMEHTY, OCOOJIMBO 1€ CTOCYETHCS YIIPABIIHHS
MEPCOHAIIOM, JIIsl 3a0e3MeUCHHs PEe3yJbTaTHBHOCTI SKOTO B JIOBIOCTPOKOBIM IMEPCIEKTUBI HEOOXiTHI
BIANIOBIZHI MeXaHI3MH YIPaBIiHHA Ha OCHOBI HPOIECHOTO IJIXOAY 3 METOI CBOEYAaCHOIo i
ONIEPaTUBHOTO pearyBaHHsS Ha 3MIHM pHHKOBHX YMOB, YAOCKOHQJICHHS CHCTEMH KepyBaHHSI
MAPTHEPCHKUMH 1 BIJHOCHHAMM 3 MOCTAQUAJILHUKAMH, TOCSTHEHHsS MIBHAKOTO pearyBaHHS Ha BUMOTH
CMOXXWMBAYiB 1 MiABHIICHHS SKOCTI MPOAYKIIi. ¥ CTaTTi JOCTIIHKEHO CYTHICTh pEiHKHHIPUHTY Oi3Hec-
MPOIIeCy YMPAaBIiHHA MEPCOHAJIOM SK CYYacHOI KOHIEMIl MiJBUINEHHSA €(QEKTUBHOCTI isSUTBHOCTL
mianpueMcTBa. PeimkuHIpuHT Oi3HEC-TIPOIECiB TMOKIMKAHHKA CTBOPUTH KOHKYPEHTHI TepeBart,
CHCTEMATHYHO OI[IHIOIOYH TIPOLECH, TPOSBILIIOUN MIHJIHMBI MOTPEON MOTEHIIMHUX 1 MiF0YMX KIEHTIB i
BUMArae J0JaTKOBHUX JIOCIII/PKEHb 3 MOITYKY HOBUX METO/IiB BJOCKOHAICHHS PCIHKUHIPUHTY BIAMOBIIHO
1o crienndiku BITYM3HIHUX IiIPHEMCTB, 0OCOOIMBO B cepi ynpaBiiHHS HepcoHaoM. BuspieHo, mo
iHHOBaIliffHa MPaKTHKA YIPABIiHHS IiJNPUEMCTBAMH BHMAara€ KapAWHAIBHUX 3MiH, IO 0OyMOBJIEHO
COIIaNI3AIlE0 CBITOBOT CKOHOMIKH, CHPSMOBaHOI Ha MiJBHIICHHS J00po0OyTy 0cCi6 3 0OMEXEeHUMHU
MOJKJIMBOCTSIMH, CKOPOUYCHHS MacIITa0iB OiTHOCTI Ta IMiBHUIIECHHS MIAHCIB 3HAXOKEHHS T1THOI poOOTH
3 aeKBaTHOI 3apoOITHOIO IUIATOI0. 3alpOIIOHOBAaHO HANpsIMHA BKIIOUEHHA OCi0 3 0OMeXeHHMH
MOJKJIMBOCTSIMH IO 1HHOBAWIWHOI IiSUTBHOCTI Yy KOHTEKCTI PEIHmKUHIPUHTY MpPOIECy YIpaBIiHHS
MIEPCOHAIIOM, SIK OJTHOTO 3 HaBaKJIMBIMINX O13HEC-TIPOIECiB MiAMPUEMCTBA.

Knrouoei croea: peiHXUHIPUHT, YIPaBIiHHSA TEpCOHATIOM, Oi3HEC-TIpoIlec, iHKIIO3WBHI iHHOBAIIIi,
0co0u 3 00MEeXKEHIMH MOKITMBOCTSIMHE, IHHOBaIiHA JisUTbHICTB, MiAPHEMCTBO.
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