AHOTALIA

becconoBa A. B. ®@opmyBaHHSl i PO3BMTOK KAaJApOBOI0 MOTEHLiAJIy
NiANPpUEMCTB B YMOBaX IHHOBaWiiHOI TpaHcdopmanii ekoHomiku. — Ha mpaBax
pykonmucy.

Hucepranis Ha 3700yTTS HAyKOBOrO CTymHeHs JokTtopa ¢urocodii 3a
cnenianbHicTiO 051 «ExoHomika» (ranmy3p 3HaHb — 05 «CorianbHi Ta MOBEIIHKOBI
Hayku»). — LleHTpanbHOYKpaiHChbKMI HalllOHaIbHUM TexHIuyHMi yHiBepcuteT MOH
VYkpainu, Kponusnauiipkuii, 2024,

Jlucepralliss NpPUCBSYCHA  y3araJlbHCHHIO HAYKOBO-TCOPETUYHUX  OCHOB
KaJpOBOr0 TOTEHINay, JOCHIIKEHHIO OCOOIMBOCTEN (opMyBaHHS 1 PO3BUTKY
KaJpOBOT'0 MOTCHITIATY IMiMPUEMCTB Ta yJIOCKOHAJICHHIO HANPSIMiIB PO3BUTKY KaJpiB
HiANPUEMCTBA B YMOBaxX 1HHOBAIIHHOT TpaHCPopMallii EKOHOMIKH.

HaykoBe y3aranpHeHHSI €EKOHOMIYHOTO KaTeropiaibHOTO anapary, 110 BKIIYae
0 cebe TEepMIHM «KaJpu», «KaIpOBUW TOTEHIAN», «TPYJAOBUH TMOTEHIAD 1
«MOTHUBAIlISl TIEPCOHATY», a TaKOXX PO3YMIHHS CTPYKTypH Ta BHJIIB KaJpOBOTO
MOTEHITiay, BIUTMBY IHHOBAIIMHUX 3MiH HAa €KOHOMIKY Ta ()aKTOpiB, IO BIUIMBAIOTh
Ha (opMyBaHHS Ta OCOOJMBOCTI PO3BUTKY KaJpOBOTO IOTEHIlIANY, JAJIH 3MOTY
TPAKTYBaTH KaTETOPII0 «PO3BUTOK KaIPOBOTO MOTEHINIATY» SIK CTPATETIYHUN KOMILIIEKC
METO/1B, TIPOILIECiB, 3aX0/I1B Ta Jii, 1110 HAMPABJICH] HA IiIBUILICHHS PIBHS 3HaHb, YMIiHb
1 HABMYOK KaJpiB MiAMPUEMCTBA 3 METOIO MiABUIICHHS MPOAYKTHUBHOCTI iXHBOT mparli
3apaJii YCIINTHOCTI TISTIBHOCTI OpraHi3arrii.

[IpoBeneno pocnimkeHHs ¢GakTopiB, MO (HOPMYIOTh KaAPOBUN IMOTEHITIAT
oprasizartii Ta MarOTh BILIUB Ha HOTO MTOAAIBIITNN PO3BUTOK. Bu3HadueHo, 1110 KaapoBHit
MOTEHITIANI € CKIATHOI 1 6araTopiBHEBOI CHUCTEMOIO PI3HOMAHITHUX €JIEMEHTIB, /10
CKJIaAy SIKO1 BXOMSTH TakKi CKIAAHUKHU, SK: TBOPYid, KOMaHJIHUHN, €MOI[IOHAIBHO-
BOJILOBUM, IMi3HABANBHUM, (DI310IICHXONOTIYHNN, JiAEPChKUH, KOMYHIKAIlIHHWM,

CBITOIVISIIHUHM Ta MOTUBAI[IMHUI OTeHI1all. 3a3Ha4ueHo, 110 (hopMyBaHHS €(EKTUBHOI



CUCTEMU BUKOPHCTAHHS Ta PO3BUTKY KaJIpPOBOTO MOTEHITIATY MAa€ IPYHTYBATUCS camMe
Ha PO3YyMIHHI IIUX €JIEMEHTIB, iIXHIX CKJIaJJOBUX Ta BUJIIB B3aEMOII.

Kanposuit nmotenmian sk GakTop po3BUTKY MiINPUEMCTBA TAKOXK BKIIOYAE IO
cebe HUBKY CTPYKTYPHHMX €JIEMEHTIB, K1 Y KOHTEKCTI MIJBUILCHHS PIBHS KaJIpOBOTO
MOTEHITIATY MalTh PO3TISAATHCS K KOMILIEKC B3a€MOTIOB’SI3aHUX CKIIAJOBHX, SIKi
JIUIIIE 32 YMOBH CITUTBHOTO aHaJi3y Ta IPaMOTHOT'O BUKOPHMCTAHHS 37aTHI ChOpMYBaTH
YMOBHM I BUHUKHCHHS Ta TIOJAJBIIOT0 PO3BUTKY KaJpPOBOTO IOTEHITIATY
MpaIiBHUKIB MiANpUEMCTBA. Bu3HaueHo, 10 cHUCTeMa KaJapoOBOr0 MOTEHIATY
opraHizaiii CKJIaJaeTbcsl 3 peCypcHOro, (piHaHCOBO-€KOHOMIYHOTO, 1H(POPMAIIHHOTO
Ta 1HHOBAI[IMHOTO TOTEHIIANy MHiANpueMcTBa. PO3yMiHHS 1 MO€JHAHHS €JIEMEHTIB
JaHUX CKJIQJOBUX BBAXKAEThCS HEOOXITHOK YMOBOIO PO3BHUTKY HiANPUEMCTBA B
yMOBax IHHOBAIIMHUX 3MiH €KOHOMIKH.

bararopiBHeBe MOCHIIKEHHS PI3HOMAHITHUX METOJIIB OIlIHKKA KaJIpOBOTO
MOTEHITIaTy MiIMPUEMCTB JAJI0 3MOT'Y BUSIBUTH TTEBH1 HEJIOIIKH Y CUCTEMH OIIHIOBaHHS
KaJIpOBOTO TOTEHIlAy: 3 OJHOro OOKY, OUIBIIICTh METOMIB BUKOPHCTOBYIOTH
BUKJTIOYHO KIJBKICHI TMTOKa3HUKHU Ta HE BPaXOBYIOTh cel(}iky poOOTH 3 KaJIpOBUMH
pecypcamu, TOOTO He IPUKUMAIOTh 0 yBard yHiKaJlbHI1 03HAKH, TPUTAMaHHI JTIOJICBKUM
pecypcam (piBeHb OCBIYEHOCTI, KBaTihikallii, TOTOBHICTh KaJpiB 10 3MiH 1 PO3BUTKY,
3aJI0BOJICHICTh BJIACHOIO Mpallero Ta 3apo0ITHOIO IJIATOI0 TOIIO). 3 1HIIOro OOKY, Ti
METOJIMKH, K1 BKIIIOYAIOTh 70 cebe TMEeBHI BUAM CHEIU(IKH KaJIpPOBUX PECYPCiB Y
BUTJISI/II SIKICHUX TIOKAa3HHWKIB, 4YacTO € CyO0 €KTMBHHMH, 4Yepe3 IO pe3yabTaTH
OIIHIOBAaHHS 3aJIeKaTh BiJ BIACHOTO PO3CYNy OIIHIOYOTO0. TakoX 3HAYHUM
HEJI0JIIKOM HHU3KHA METOJIIB OI[IHKH € TIPUCYTHICTh Y PO3paxXyHKaX MEBHUX HOPMATHBIB
Ta Koe(ilieHTiB 06e3 MOsSCHEHHS JKepelia iX BUHUKHEHHS Ta METOJIUKH PO3PaxyHKY.
VYpaxoByroun yci 3a3Ha4eHi 3ayBaXEHHs, OYyJI0 3alPONOHOBAHO aBTOPCHKUI aTOPUTM
OIIHIOBAaHHS KaJpOBOTO TOTEHIIANy MiJNPHEMCTBA, SKHA BPaXOBYE KUIBKICTh

MpaliBHUKIB, 1110 TPOUIILIN OpoLeypH 3 TpodeciiiHOro abo 0COOUCTICHOTO PO3BUTKY,



PIBEHb 33JI0BOJICHOCTI KaJIpiB CBOEIO MPAIlCIo Ta ii OMJIaTO0, a TAKOXK CHiBBIIHOIICHHS
pIBHS cepelHbOi 3apoOITHOI IJIaTH HAa MIANPUEMCTBI 13 CEPEAHBOIO 3apOOITHOIO
IJIATOI0 Y Tally31.

Cepen aktyanbHUX (PakToOpiB, SIKI MAalOTh HAWOLIBIIUN BIJIMB HAa CTBOPECHHS
CUCTEMHU KaJpOBOr0 MOTEHIlally Ta i PO3BUTOK, BHJILJIEHO 3pPOCTAHHS MNOTpeOHU
IPOMHCIIOBOCTI Y  KBaIipiKOBAHOMY TIEPCOHANI, HEOOXIMHICTh  30UIBIICHHS
IHBECTYBaHHS y JIIOJICBKUH KaIliTaj, 30UIbIIeHHs TOTpeOu cy0’ €KTiB TOCMOAAPIOBAHHS
y TMpaiiBHUKax 3 IHHOBAI[IMHUM MHCJICHHSM Ta TMOTpedy y MojepHizamii Ta
IHTEHCUBHOMY PO3BUTKY BUPOOHHUIITBA Y BIAMOBIIHOCTI 10 MIXKHAPOJAHUX CTaHJIapPTIB
Ta HOPM COIlaJbHOI BIAMOBiAANBHOCTI Oi3Hecy. B ymoBax i1HHOBalIMHUX 3MiH
€KOHOMIKHU 3JIaTHICTh MPAI[IBHUKIB IIBHUIKO OTPUMYBATH HOBI1 3HAHHS 1 HAaBUYKH, a
HiIMPUEMCTBA — THYYKO pearyBaTH Ha 3MIHM PHHKY, BUKOPUCTaHHS 1 PO3BUTOK
KaJ[pOBOI'0 MOTEHIIaJly YacTO CTalOTh BUPIIAIBHUMH (aKTOpaMu y KOHKYPEHTHIH
00pOTHOI.

3a3Ha4eHO OCHOBHI MpOOJIeMH PO3BUTKY KaJpOBOrO TMOTEHI[ATy Ha
IIPOMMCIIOBUX MIANPHEMCTBAX, M0 SKUX BIAHECEHO 3HAYHI OOCSITH KaJIpOBHUX BTpAT
(YHaCHiIOK MITpamifiHUX TPOIECIB, 3HUKEHHS I1HTEPECY MOJIOAl JI0 MPOMHUCIOBUX
npodeciii abo depe3 mMOBHOMACIITaOHI BIMCHKOBI [ii), 3HWKEHHS OOCSTIB
BUPOOHUIITBA, HEBIJMOBIIHICTS CY4aCHOI OCBITH BHUMOTAM IPOMHUCIOBUX Tpodeciid
(HampuKIIal, HABYaHHS 3aCTAPUIMM TEXHOJIOT1IM ab0 BIJICYTHICTh MPAKTUKH), 3arajJbHe
3HIDKEHHS TOMYJISIPHOCTI TipoMucioBux npodeciit. OcTanHiil pakTop € HaCHiaIKoM
IHHOBAIIHHUX TpaHchopMallii €KOHOMIKM Ta 3HAYHOI MOMyJspH3aIii Cy4acHHX
TDKUTATBHUAX — CHelialibHOCTeH. Bu3HaueHo, 10 e(QEeKTHUBHICTH IPOMHCIOBOI
TiSTBHOCTI O€31M0CepeTHBO 3AJICKUTh BiJl aKTHBHOTO PO3BUTKY KaJApPOBOTO MOTEHITIATY
MATPUEMCTB.

Posrmstayto cuctemy QopmMyBaHHS KaJpoOBOTO TOTEHINANY SIK TOETHAHHS

YOTUPHOX CKJIQJOBHUX: ajamnTaliii HOBOrO NEPCOHAIY HAa MIANPUEMCTBI; MOTHUBAIIL



NEPCOHAy SIK MaTeplaJIbHUMH, TaK 1 HeMaTepialbHUMH 3aco0amu; mpodeciiiHOro
PO3BUTKY MpPAIliBHUKIB NUISIXOM iXHBOI'O HABUaHHS Ta MIJBUILNEHHS KBamiikaiii 3
BUKOPUCTAaHHSIM CYYaCHUX TEXHOJOTM Ta MpPUHUUIY Oe3MepepBHOCTI; CTBOPEHHS
KOPIOPATUBHOI KYJIbTYpH oOpraHizailii. 3a3HaueHo, mo 0a3ot0 mig GopMyBaHHS
KaJpOBOT0 MOTEHII1ATy OpraHi3allii MatoTh CTATH JOCTATHS KUIbKICTh MPAIliBHUKIB IS
KOHKPETHUX BHUPOOHMYMX YMOB Ta BIJIMOBIJHICTh iXHBOI KBasi(pikaiii 7O BHUMOT
3aiiMaHUX HHUMH T1I0Cajl, CTBOPEHHS CHUCTEMH HABYaHHS 1 PO3BUTKY KaJpiB Ta
MakcuMizallis €(peKTUBHOCTI BUKOPUCTaHHS poOOYOro yacy.

[TpoBeneHO JOCHIPKCHHS aKTyaJIbHMX TEHJICHIIIW PUHKY Tpami YKpaiHu 3
OKPEMHM TOTTUOJICHHIM y chepr MaTMHOOYAyBaHHS, METaTyprii Ta MPOMHUCIOBOCTI1
3araioM. TakoX y paMKax JOCHTIUKCHHsI OyJio pO3TISHYTO TEHJICHINT pPO3BUTKY
KaJpOBOT'0 TIOTCHIAJIy YKPaiHCHKUX MIANPUEMCTB Yepe3 MPU3MYy BHTpAT Ha OCBITY,
BUTpAT Ha MTEPCOHA Ta IHHOBAIIMHY JISUIBHICTD KaJIPiB IK OCHOBOTIONIOKHUX YHNHHUKIB
BUHUKHEHHS 1 PO3BUTKY CHCTEMHU KaJpoOBOro TMOTeHIiany. Pe3ynbratu aHamizy
CBIIUaTh MPO HETaTHUBHI TEHACHIlI Yy MPOMHUCIOBOCTI Ta Ha PUHKY TIpaIll 3arajoMm:
KUIBKICTh 3aMHSATHX TOCTIMHO CKOPOYYETHCS, HE3BAKAIOYHM HAa CTAOLIbHE 3POCTaHHS
BUTpAT Ha NEPCOHAN CyO’ €KTIB T'OCTIOIapIOBAaHHS. 3allPOTIOHOBAHO aBTOPCHKY (hOpMy
piuHOT 3BITHOCTI JJIsSI BiIOOpaKeHHSI BUTpAT Ha MEPCOHAT yepe3 BUSIBJICHI HEIOJIKH
pPO3paxyHKy CTaTUCTUKU Ta (ikcalii BUTpaT Ha TMEepCOHAT Ha YKPaiHCBKHUX
MIIIPHEMCTBAX.

Po3kpuTO CYTHICTH TOTOBHOCTI KaJpiB MiANPUEMCTBA 10 3MIH SK CKJIaIOBOT
PO3BHTKY KaJpOBOTO IOTEHIIAIY ITAMPUEMCTBA. 3a3HA4eHO, IO IiJ T'OTOBHICTIO
KaJIPIB JIO 3MiH BapTO BBAKATH 37aTHICTh MPAIIBHUKIB YCBIIOMIIOBATH T4 BUBLIBHATH
CBO1 TIOTEHITIHI MOXJIMBOCTI Y TPYAOBOMY TIPOIECi JJIsl MiABUIICHHS €()hEeKTUBHOCTI
BUKOHAHHSI BJIACHUX POOOYMX 3aB/IaHb 1 YCIIITHOTO TOCATHEHHS IUICH MAMPUEMCTBA.
3anmponoOHOBAaHO PO3IMIMPEHUN MEPENTIK CKIAJOBUX MpoIiecy (popMyBaHHS TOTOBHOCTI

KaJIpiB /10 3MIH Ta IHHOBAIIITHO1 AlsIbHOCTI. PO3po0ieHo BnacHy ¢hopmMy aHKETYBaHHS



MpaIiBHUKIB, AKa JOMOMOXE BU3HAYUTH P1BEHb TOTOBHOCTI MPAL[IBHUKIB /10 3M1H, IXHIO
MOTHBALIIO JO PO3BUTKY, & TAKOK PIBEHb JIOSUIBHOCTI MPALIBHUKIB Ta CTYMiHb IXHbOI
3QJIy4EHOCT1 10 pOOOUYOTO MPOIIECY.

BusHayeHO MOCHIOBHICTh OLIHKK TOTOBHOCTI KaJpiB MIiANPUEMCTBA 0 3MIH,
PO3KPUTO CYTHICTh OIIIHKM KaJpOBOTr0 MOTEHIIANY MiANPUEMCTBA Ta BUMOTH 0 ii
meroauk. [IpoBeneHO po3MOALT ICHYIOUMX METOJIIB OLIIHKK KaJpOBOr0 MOTEHIIATY Y
3QJIKHOCTI B/l TX KOPUCHOCTI Ta BIJATMIOBITHOCTI JIO IIIJICH OI[IHIOBAHHS.

VY3aralbHEHO MIAXOAW BITUM3HAHUX Ta 3apyODKHUX HAYKOBIIIB JO OI[IHKH
KaJ[pOBOI0 MOTEHI[1aly, BUABICHO HEJOJIIKH Y BUKOPUCTAHHI MEBHUX IHCTPYMEHTIB 1
MOKa3HUKIB. 3a3HayeHO, 10 y BHUOOpPI METOAMK OIlIHKK KaJpOBOTO IOTEHIIiATY
BITYM3HSAHI HAYKOBI[l PO3TJSJAIOTh KaJpOBUM TOTEHIIal BHUKIIOYHO 3 OOKY
NOTEHILIHOro 30UIbIIEHHS MPUOYTKY MIANPUEMCTBA Ta MIABUIICHHS €()EKTUBHOCTI
HOTr0o TOCTIOMapChKOi MISUIBHOCTI, Y TOM 4Yac SK 1HO3eMHI (axiBIll Opi€HTOBaHI Ha
PO3BUTOK KaJpOBOT0 MOTEHIIIaNy 3 OOKY MpalliBHUKA 1 HacaMIiepe ] BAKOPUCTOBYIOTh
THCTPYMEHTH OI[IHFOBaHHS MOTHUBAIIil Ta 33JI0BOJICHOCTI IIPAI[IBHUKIB.

JlocnimpKeHo iCHYI0Yl Ha TPOMUCIOBUX MIANPUEMCTBAX YKpaiHH 3aXoau 3
PO3BHUTKY KaJpiB Ta IXHIO SKICTh Ta €()EKTHBHICTh HA MPHUKIAAl MAIIMHOOYIIBHOT
raiy3i. 3a3HayeHo, 10 MAIIMHOOY/IBHA rajy3b YKpaiHu Hapa3i MEepeKUBAE BAXKKY
kpu3y yHacaigok naungemii COVID-19 ta moBHomacmTabHoro BroprueHus PO. Ile
J03BOJIMJIO KOHCTaTyBaTH CTapiHHS KaJpiB, BIIICYTHICTh KOHKYPEHTOCTPOMOXKHOCTI
MIANPUEMCTB Ha 30BHINIHIX PUHKAX, 3aCTAPUIICTh TEXHOJOTIYHOTO TMPOIECY Ta
BUKOPHCTOBYBAHOT'O OOJIQJHAHHSA, a TaKOXX IIOCTIMHE 3HIIKCHHS 3aIliKaBJICHOCTI
MPAaIliBHUKIB y MpaleBIamTyBaHH] Ha MAMPUEMCTBAX TPOMHUCIOBOCTI.

3MiHCHEHO OIIHKY MISJIBHOCTI MaImIMHOOYAIBHUX MIANPUEMCTB YKpaiHu y
acmeKkTi KaapiB, IXHBOTO PO3BUTKY Ta TmoOTeHIiany. [IpoBemeHo po3momin
JOCTIPKYBAaHUX MIAMPUEMCTB 3a pPIBHEM TMOTEHI[IANTY Ta NPOAYKTHBHOCTI IXHIX

NpaIiBHKUKIB 3a gomomororo Marpuimi «9 Box Talent Matrix». 3anpomnonoBaHo Tpu



MOKa3HUKM OI[IHKM KaJpOBOr0 MOTEHLIay MIANPUEMCTB, $SKI € aBTOPCHKOIO
PO3pOOKOIO 1 BITOOPAKAIOTH 1HAEKC PO3BUTKY MEPCOHATY, PIBEHb CIPUSHHS PO3BUTKY
KaJIpOBOTO TOTEHIIaly Ha MiANPUEMCTBI Ta MOTEHIIMHO MOMXJIMBUNA JOXIJ Bij
BUKOPHUCTAHHS KaJIPOBOTO TIOTEHITIAITY.

Bim3nadeno, mo cyrreBUM (DakTOpoM, IO MO3UTHBHO BIUIMBAE HA PO3BUTOK
KaJIpOBOTO MOTEHIIIaNy MiANMPUEMCTBA, € TApMOHiiHA 1 e)eKTUBHA CUCTEMa MOTHBAIli1
nepcoHany. 3a3HAYeHO XapaKTEepHI PUCH MOTHUBAIlli MEPCOHANY MAIIMHOOYIIBHUX
HiIMPUEMCTB, 3alpONOHOBAHO 3aXOJW 3 TMIJBWINCHHS MOTHUBAIll KaJapiB Ta
BUIIPABJICHHS TOMWJIOK Yy TIpOIleCi MOTHBAIii KaJapiB HAa JOCTIIKYBaHHX
HiANPUEMCTBAX.

3anmponoHOBaHO HANPSMKH 3 IMiJIBHINCHHS TOTOBHOCTI KaJIPiB JI0 3MiH B YMOBax
IHHOBaIlIMHUX TpaHcopmallii eKOHOMIKKM. HaBeleHO TOCIHIIOBHICTh OIIHKH
TOTOBHOCTI KaJpiB TIANPUEMCTBA 10 3MiH. JlOCIDKEHO piBeHb TOTOBHOCTI
NPAIIBHUKIB Cy4YaCHUX MIATPUEMCTB JI0 3MIH 32 JOTIOMOT'OI0 AaHKETYBaHHS aBTOPCHKOT
po3poOKH. 3a3HaUC€HO BUCOKUI PIBEHh TOTOBHOCTI MPAIliBHUKIB JI0 3MiH Ta MParHeHHS
PO3BUBATHCS B CYy4aCHUX YMOBaX HEBU3HAYEHOCTI, BIJ3HAYEHO 3aIUT HA PO3IIMPEHHS
THCTpYMEHTapil0 PO3BUTKY KaJApIB Ta TMepcoHi(IKamilo MOTHBAIIMHUX 3aXOJIiB.
OOrpyHTOBaHO I1HCTpYMEHTApid MiABUIIEHHS PIBHSA TOTOBHOCTI KaJpiB A0 3MiH 3
ypaxyBaHHSIM HU3KH (aKTOPIB BIUTUBY Ha KaJAPOBHUMA CKJIaJ MiATIPHUEMCTB.

Knrwouoei cnosa: niepcoHan IiANpUEMCTBA, KaJIpOBUN IOTEHIlIa], MOTHBAITS,

npodeciitHuil pO3BUTOK, OIIHKA KaJpOBOT0 MOTEHIlIATY, TOTOBHICTh KaJpiB 10 3MiH.

ANNOTATION
Bessonova A.V. Formation and development of personnel potential of
enterprises in the conditions of innovative transformation of the economy. —
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Dissertation for obtaining the scientific degree of Doctor of Philosophy in
specialty 051 «Economics» (field of knowledge — 05 «Social and behavioural
sciences»). — Central Ukrainian National Technical University of the Ministry of
Education and Culture of Ukraine, Kropyvnytskyi, 2024.

The dissertation is devoted to the generalization of the scientific and theoretical
foundations of personnel potential, the study of the peculiarities of the formation and
development of the personnel potential of enterprises, and the improvement of the
directions of the development of personnel of the enterprise in the conditions of
innovative transformation of the economy.

Scientific generalization of the economic categorical apparatus, which includes
the terms "personnel”, “personnel potential”, "labor potential” and "staff motivation™,
as well as an understanding of the structure and types of personnel potential, the impact
of innovative changes on the economy and factors affecting the formation and
peculiarities of the development of personnel potential, made it possible to interpret the
category "development of personnel potential” as a strategic complex of methods,
processes, measures and actions aimed at increasing the level of knowledge, abilities
and skills of the company's personnel in order to increase the productivity of their work
for the sake of the success of the organization.

A study of the factors that shape the personnel potential of the organization and
have an impact on its further development has been conducted. It was determined that
personnel potential is a complex and multi-level system of various elements, which
includes such components as: creative, team, emotional-volitional, cognitive, physio-
psychological, leadership, communication, worldview, and motivational potential. It is
noted that the formation of an effective system for the use and development of
personnel potential should be based precisely on the understanding of these elements,

their components, and types of interaction.



Personnel potential as a factor in the development of the enterprise also includes
a number of structural elements that, in the context of increasing the level of personnel
potential, should be considered as a complex of interrelated components, which, only
under the condition of joint analysis and competent use, are able to create the conditions
for the emergence and further development of the personnel potential of enterprises’
employees. It was determined that the system of personnel potential of the organization
consists of resource, financial and economic, informational, and innovative potential of
the enterprise. Understanding and combining the elements of these components is
considered a necessary condition for the development of the enterprise in the conditions
of innovative changes in the economy.

A multi-level study of various methods of assessing the personnel potential of
enterprises made it possible to identify certain shortcomings in the personnel potential
assessment system: on the one hand, most methods used exclusively quantitative
indicators and do not take into account the specifics of working with human resources,
that is, they do not take into account the unique characteristics inherent in human
resources (level of education, qualifications, readiness of personnel for changes and
development, satisfaction with own work and salary, etc.). On the other hand, those
methods that include certain types of specifics of human resources in the form of
qualitative indicators are often subjective, due to which the evaluation results depend
on the evaluator's own discretion. Also, a significant drawback of several assessment
methods is the presence in the calculations of certain norms and coefficients without
explaining the source of their occurrence and the calculation method. Considering all
the mentioned comments, the author's algorithm for assessing the personnel potential
of the enterprise was proposed, which takes into account the number of employees who
have undergone professional or personal development procedures, the level of
satisfaction of personnel with their work and its payment, as well as the ratio of the

level of the average wage at the enterprise with the average wage in the industry.



Among the actual factors that have the greatest influence on the creation of the
personnel potential system and its development, the growth of the industry's need for
qualified personnel, the need to increase investment in human capital, the increase in
the need of business entities for employees with innovative thinking, and the need for
modernization and intensive development of production are highlighted in accordance
with international standards and norms of social responsibility of business. In the
conditions of innovative changes in the economy, the ability of employees to quickly
acquire new knowledge and skills, and the ability of enterprises to flexibly respond to
market changes, the use and development of human resources often become decisive
factors in the competitive struggle.

The main problems of the development of personnel potential at industrial
enterprises are indicated, which include significant personnel losses (as a result of
migration processes, a decrease in the interest of young people in industrial professions
or due to full-scale military operations), a decrease in production volumes, the
inconsistency of modern education with the requirements of industrial professions (for
example, training outdated technologies or lack of practice), a general decline in the
popularity of industrial professions. The last factor is a consequence of innovative
transformations of the economy and significant popularization of modern digital
specialties. It was determined that the efficiency of industrial activity directly depends
on the active development of personnel potential of enterprises.

The system of personnel potential formation was considered as a combination of
four components: adaptation of new personnel at the enterprise; staff motivation, both
material and non-material means; professional development of employees through their
training and professional development using modern technologies and the principle of
continuity; creation of corporate culture of the organization. It is noted that the basis
for the formation of the personnel potential of the organization should be a sufficient

number of employees for specific production conditions and the correspondence of



their qualifications to the requirements of the positions they occupy, the creation of a
system of training and development of personnel, and the maximization of the
efficiency of the use of working time.

A study of current trends in the labor market of Ukraine was carried out, with a
special focus on the fields of mechanical engineering, metallurgy, and industry in
general. Also, within the framework of the study, trends in the development of
personnel potential of Ukrainian enterprises were considered through the prism of
spending on education, personnel costs, and innovative activities of personnel as
fundamental factors in the emergence and development of the personnel potential
system. The results of the analysis indicate negative trends in industry and the labor
market in general: the number of employed people is constantly decreasing, despite the
stable growth of personnel costs of economic entities. An author's form of annual
reporting is proposed for displaying personnel costs due to the identified shortcomings
of calculating statistics and recording personnel costs at Ukrainian enterprises.

The essence of the readiness of the company's personnel for changes as a
component of the development of the company's personnel potential is revealed. It is
noted that the readiness of personnel for changes should be considered the ability of
employees to realize and release their potential opportunities in the labor process to
increase the efficiency of their own work tasks and successfully achieve the company's
goals. An extended list of the components of the process of forming the readiness of
personnel for changes and innovative activities is offered. An author has developed
their own employee survey form, which will help determine the level of readiness of
employees for changes, their motivation for development, as well as the level of
employee loyalty and the degree of their involvement in the work process.

The sequence of assessing the readiness of the company's staff for changes is
determined, the essence of the assessment of the company's personnel potential and the

requirements for its methods are revealed. The distribution of existing methods of



assessing personnel potential was carried out depending on their usefulness and
compliance with the assessment goals.

The approaches of domestic and foreign scientists to the assessment of personnel
potential are summarized, shortcomings in the use of certain tools and indicators are
revealed. It is noted that in the selection of personnel potential evaluation methods,
domestic scientists consider personnel potential exclusively from the point of view of
the potential increase in the company's profit and the improvement of the efficiency of
its economic activity, while foreign specialists are focused on the development of
personnel potential from the employee's side and primarily use tools for evaluating
employee motivation and satisfaction.

Measures for personnel development existing at industrial enterprises of Ukraine
and their quality and efficiency were studied using the example of the machine-building
industry. It is noted that the machine-building industry of Ukraine is currently
experiencing a severe crisis as a result of the COVID-19 pandemic and the full-scale
invasion of the Russian Federation. This made it possible to ascertain the aging of
personnel, the lack of competitiveness of enterprises on foreign markets, the
obsolescence of the technological process and the equipment used, as well as the
constant decrease in the interest of employees in employment at industrial enterprises.

The evaluation of the activity of machine-building enterprises of Ukraine in
terms of personnel, their development and potential was carried out. The researched
enterprises were divided according to the level of potential and productivity of their
employees using the "9 Box Talent Matrix". Three indicators for assessing the
personnel potential of enterprises are proposed, which are the author's development and
reflect the personnel development index, the level of profitability of the personnel
potential at the enterprise, and potentially possible income from the use of personnel

potential.



It was noted that a harmonious and effective system of personnel motivation is a
significant factor that positively affects the development of the company's personnel
potential. Characteristic features of the motivation of the staff of machine-building
enterprises are indicated, measures are proposed to increase the motivation of personnel
and correct errors in the process of motivating personnel at the investigated enterprises.

Directions for increasing the readiness of personnel for changes in the conditions
of innovative transformations of the economy are proposed. The sequence of assessing
the readiness of the company's personnel for changes is given. The level of readiness
of employees of modern enterprises for changes was studied using a questionnaire
developed by the author. The high level of readiness of employees for changes and the
desire to develop in modern conditions of uncertainty was noted, the request for
expanding the personnel development toolkit and the personalization of motivational
measures was noted. The toolkit for increasing the level of personnel readiness for
changes is substantiated, taking into account a number of factors influencing the
personnel composition of enterprises.

Keywords: enterprise personnel, personnel potential, motivation, professional

development, assessment of personnel potential, readiness of personnel for changes.



