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Cycaos II. B. YnpapiaiHHs PpO3BHTKOM MEpPCOHAJY B CHCTeMi
3a0e3nedeHHsl cTpaTeriyHoi criiikocti minnmpuemcrB. — Ksamidikaiiiina
HAYKOBa IpaIlsl Ha MpaBaxX PYKOIHUCY.

Hucepraris Ha 3000yTTs cTyneHs AokTopa (itocodii 3a cnewianbHicTio 073
«MeHeKMeHT».  —  3axiAHOYKpaiHCbKMW  HaAllOHAJIBHUH  YHIBEPCUTET
MinictepcTBa OCBITH 1 HAyku YKpainu, TepHonuis, 2026.

JlucepTarisi TpHCBSYEHA CHCTEMaTH3allii TEOPEeTHUYHUX 3acaa Ta
OOIPYHTYBaHHIO TPAKTHYHUX PEKOMEHIAII II0J0 PO3BUTKY TMEPCOHATY SK
KJIIOYOBOTO YMHHHMKA 3a0€3MEYeHHS] CTPATEriyHOi CTIMKOCTI MIANPUEMCTB Y
JUHAMIYHUX YMOBaX Cy4acHOro Oi3Hec-cepe/loBHUIIA.

[TormuOneHo TEOpETHYHI OCHOBH PO3BUTKY TIEPCOHANY SIK YHHHUKA
CTpaTeTiuHOi CTIHKOCTI MIANPUEMCTB 3 ypaxXyBaHHAM IUIEH PO3BUTKY IMEPCOHATY
(migBumeHHs KBamidikaiii, (opMyBaHHS KOMIIETEHTHOCTEH, 3a0e3leueHHs
KaJpoBOIO  pe3epBy, 3pOCTaHHS  MPOAYKTHBHOCTI  TMpaii, 3MIIHEHHS
KOHKYPEHTOCIIPOMOXXHOCTI) Ta TMPHUHIMIIB KOMILIEKCHOCTI, JOCTOBIPHOCTI,
aJanTABHOCTI,  CHCTEMaTUYHOCTI,  €(EeKTUBHOCTI W  PE3yIbTAaTUBHOCTI.
3anponoHOBaHO BHU3HAYATH PO3BHUTOK IMEPCOHANY SIK IHTETPOBaHY, KEpOBaHYy M
Oe3MepepBHY CHUCTEMY OpTaHi3alifHUX MPAKTUK, CIPSMOBAHY Ha HApPOIIECHHS
JIOJCHKOTO KamiTalxy W OpraHi3amiiiHOT CHpPOMOXKHOCTI dYepe3 y3TrOoJKEeHE
MO€THAHHS HaBYAaHHS, MEHTOPHUHTY i KOYUHHTY, Kap €pHOTO Ta POTAIIMHOTO PYyXY,
yIOpaBIiHHSA 3HAHHAMH, (OPMYBaHHS KaIpOBOTO pe3epBy U  PO3BUTKY
VIPABIIHCHKUX 1 METa-KOMIIETEHITIH.

AKXTyalli30BaHO TEpEeBard pPO3BUTKY MEPCOHANy, Takl SK: HapOIL[yBaHHS
THTEJNEKTYyaIbHOTO KamiTanty MiAPUEMCTBA, MABUIIICHHS THYYKOCTI
OpraHizamiifHMX TpOIECiB, 3a0e3neueHHs Oe3mepepBHOCTI Oi3Hec-omepartiu,
(dbopMyBaHHSA JOSUTBHOCTI Ta 3a1y4Y€HOCTI MPaliBHUKIB, 3MIIIHEHHSI OpraHi3aliiHol
KyapTypu. lle cripusie popMyBaHHIO CTpaTeriyHO1 CTIMKOCTI MIAIPUEMCTB 4Yepes

MaKCHUMAJIbHY pealli3allil0 MOTEeHIIany JIOJACBKUX PECypCiB Ta MIiABUIIEHHS iX



pe3yJIbTaTUBHOCTI. JleTepMIHOBAaHO pOJIb PO3BUTKY MEPCOHANY $K YHMHHHKA
CTpAaTEri4Hoi CTIUKOCTI mianpueMcTB. Lle gae 3Mory oOrpyHTyBaTH MPIOPUTETHICTD
IHBECTHI[IN Y JIFOACHKHUI KaliTajl, BU3HAUYUTH KJIIOYOBI HaNpsSMHU BIOCKOHAJICHHS
CUCTEMHU YTIPaBIIIHHA MEPCOHANIOM Ta 3a0e3neunTu (POopMyBaHHS JTOBIOCTPOKOBUX
KOHKYPEHTHHUX TIepeBar MiAMprueMCTBA B YMOBaX TypOYyJICHTHOTO CEPEIOBHIIA.

JloBeneHo, 110 CTpareriyHa CTIMKICTh MIJNPUEMCTBA I1HTETpye JBI
BU3HAUAJbHI XapaKTEPUCTHUKU: CTAOUIbHICTh (CIPOMOXKHICTh MIATPUMYBATH
CTPYKTYpHY IIUTICHICTh Ta 0a30Bi (YHKIII B yMOBaxX 3O0BHIIIHIX TOTPSCIHB) 1
aJanTUBHICTh (3AATHICTh 10 TpaHcpopMallii yepe3 MOoAMPIKaLi0 CTpaTerYHUX
MIAXOMIB JJIsi 3a0e3MedyeHHs] MEPCHEKTUBHOTO PO3BUTKY). OxXapakTepu3oBaHO
OCHOBHI CKJQJIOBl CTpaTeriyHoi CTIAKOCTI MIANPUEMCTBA ¥ HampsMu il
3a0€3MeUeHHs: TEXHOJOrYyHa CTIMKICTh, BUPOOHMYA CTIMKICTh, (iHAHCOBA
CTIMKICTb, colllaibHa (KaapoBa) CTIWKICTh, MAapKETUHIOBA CTIHKICTh, €KOJIOT14HA
CTIHKIiCTh. Ile mae 3Mory cTBep/KyBaTH, IO JOCSITHEHHS CTPATETIdHOI CTIMKOCTI
BUMAara€ CHCTEMHOTO YIIPaBIIHCHKOT'O BIUIMBY Ha BCl (yHKIIOHAIBHI cdepu
MiAMPUEMCTBA 3 aKIIEHTOM Ha PO3BUTKY MEPCOHANY SIK KIIFOUOBOTO Pecypcy, KUl
3abe3reuye CHHEPTeTHYHUN e(PeKT Bl B3a€MOJIi BCIX CKIAJOBUX OpraHi3aliiHoi
CUCTEMH.

CucTemMaTH30BaHO TMPUHITUIK, 3aBJaHHS, IHCTPYMEHTH Ta IMOCTITOBHICTH
€TaliB aHaji3y CTpaTeridyHoi CTIMKOCTI mianmpuemMcTBa. Ha OCHOBI 1IBOTO
3aIpOTNIOHOBAHO aBTOPCHKE TPAKTYBaHHS CTPATETIUHOI CTIMKOCTI SIK 1HTETPOBAHO1
BJIACTUBOCTI COI[IOEKOHOMIYHOI CHUCTEMHU, IO BimoOpaxkae i1 3maTHICTH 30epiraTu
(GYyHKITIOHAIBHY IUTICHICTh, aJlaliTyBaTH CTPATETiI0 Ta CTPYKTYpy MO0 3MiH
CepelloBHIIA, BITHOBIIOBATH €(EKTUBHICTH MICIS KPU30BUX BIUIMBIB 1 BOJHOYAC
reHepyBaTH TOTEHIIa] PO3BUTKY HA OCHOBI HAKONMWYCHHS 3HAHb, IHHOBAIINA 1
COINAJTEHOTO KaImiTamny.

AKIICHTOBaHO yBary Ha BHJaX CTIHKOCTI MIANPUEMCTBA: TaKTHYHA
(omepariiifHa) CTIHKICTh, CTpaTeriyHa CTIHKICTh; (YHKI[IOHAJIbHA CTIMKICTh (Ha
piBH1 MiIpo3aUIiB a00 OKpeMuX (yHKIIH), opraHizaiiifHa CTIMKICTh (Ha pIBHI

MIIIPUEMCTBA B LUIOMY), MDKOpraHizaiiiiHa CTIMKICTh (Ha pIBHI MEpex,



JAHLIOTIB); BHYTPIIIHA CTIHKICTh, 30BHINIHS CTiHKICTh. lle pae MOXIUBICTH
CTBEpIKYBaTH, IO CTIMKICTh  HIANPUEMCTBA €  OaraTOpiBHEBOIO  Ta
0araroacnekTHOIO KaTEeropi€ro, ska norpedye audepeHuiioBaHUX MIAXOMIB 0
YIPaBIiHHS 3aJI€KHO BiJl YacOBOTO TOPU30HTY, MaciiTady 3acTOCyBaHHS Ta
mkepen QopmyBanHsa. HaromomeHo, 1m0 pPO3BUTOK NEPCOHANY € HE TUIBKH
YUHHUKOM CTIMKOCTI, @ ii CTPYKTYpPOYTBOPIOIOUMM €JIEMEHTOM, MepeayciM Yy
IUTOUIMHI JIOBFTOCTPOKOBUX CTPATETIYHUX OPIEHTHUPIB.

3 MeTor OOTpyHTYBaHHS €(EKTUBHUX IHCTPYMEHTIB PO3BUTKY IMEPCOHATY
pO3KpUTO  crneru@diKy KOYYMHTY SIK CY4aCHOI TEXHOJIOTi MaKcumizailii
KomreTeHIid. KoHKpeTH30BaHo, M0 KOYYMHT Tepeadadac CUCTEeMHUN PO3BUTOK
yMiHb, HABUYOK Ta 3A10HOCTEN MpaIliBHUKIB Yepe3 CTPYKTYPOBAHMM 1ajior, KU
aKTUBI3y€E iXHIN TBOPYMI MOTEHIIAN, MIABUIIYE YCBIAOMIIEHICTh MpOodeciitHuX it
Ta (OpMye HABUYKH CTPATEriYHOTO MHCIEHHS, M0 TIOCWIIOE aJlalTHBHI
MOXJIMBOCTI ~ MIANPUEMCTBA Ta HWOro KOHKYPEHTHI TIO3UIli Ha PHUHKY.
KonuenrtyanbHi ocHOBH TpodeciifHOro HaBYaHHS PO3TJISIHYTO Kpi3b MIPU3IMY
CydacHUX METO/IB, sIKi 3a0e3reuyioTh (OpMYBaHHS MPAKTHKO-OPIEHTOBAHUX
KOMIIETEHI[1/, CTUMYJIIOIOTh KPUTUYHE MHUCIICHHS Ta CIIPUSIOTH MIBUJIKIM aganTaiii
IPAIiBHUKIB O TEXHOJOTTUHMX 1 OpraHi3allifHUX 3MiH, IO IMJIBUIIYE CTPATETIUHY
CTIHKICTB MINPUEMCTRA.

[Tinkpecneno, 1m0 BOPOBAKEHHS CUCTEM IITYYHOTO 1HTEJIEKTY paJuKaIbHO
3MIHUTh TOMUT HAa HAaBHYKH B MaHOYTHbOMY, OCKUIBKH TPUCKOPHUTHCS TEMII
TEXHOJIOTIYHUX 3MiH, CKOPOTUTHCS KUTTEBUHN MUK TPO(ECIHHIX 3HAHD Ta 3pOCTE
HEOOXITHICTh y Oe3lepepBHOMY HAaBYAaHHI BIPOJOBXK YCi€i Kap'epu, IO pOOHTH
3MaTHICTh JO0 MIBUIKOTO OCBOEHHS HOBUX KOMIIETCHIII Ta aJaNnTUBHICTH
KIIFOUOBUMH UYWHHUKAMU KOHKYPEHTOCIIPOMOJKHOCTI $IK TPAIliBHUKIB, TaK 1
MIATPUEMCTB. 3 METOIO TIarHOCTHKHU B3a€MO3B'SI3KY MK PO3BUTKOM TIEPCOHATY Ta
KIIFOUOBUMHU  CKJIQJIOBUMH  CTPATETIYHOT CTIKKOCTI 3alpOINOHOBAHO CHUCTEMY
KUIBKICHUX TOKAa3HUKIB, sika O [03BOJISUIA OILIIHUTH, SK PO3BUTOK IEPCOHANTY
BioOpakaeThcs Ha (PIHAHCOBIM ABTOHOMII, IHHOBAIIMHIM aKTUBHOCTI, KaJpOBIH

CTaOUTBHOCTI M OpraHi3aliiHii aJanTUBHOCTI.



PiBeHb cTpaTeriyHoi CTIMKOCTI MIAMPUEMCTBA MPEACTABICHO SK (DYHKIIIIO
B3a€EMOJIIi MEXaHI3MIB PO3BUTKY IN€pcOHany Ta (PIHAHCOBUX XapaKTEPUCTUK
NIANPUEMCTBA: OpraHi3alliHUA PO3BUTOK; MpPO(deciiiHMil PO3BUTOK; KOYUMHI 1
HAaCTaBHUIITBO; HAaBYAHHS TEPCOHANly; PEHTA0EeNbHICTh IISIIBHOCTI; (piHAHCOBa
aBTOHOMIsl (HE3aJeXHICTh) mianpueMcTBa. Lle nae 3Mory cTBepaKyBaTH, IO MIX
AKICTIO CHUCTEMH PO3BUTKY IME€pPCOHaNly Ta (PIHAHCOBOIO  CTAOUIBHICTIO
HiIMPUEMCTBA ICHYE CHHEPTeTUYHUN B3a€MO3B'SI30K, SKHH TIOCHIIIOE aJalTUBHI
MOJIMBOCTI MIANPUEMCTBA Ta WOro 3/IaTHICTh MPOTHCTOSATH 3O0BHINIHIM
BUKITUKAM.

Y  KOHTEKCTI MIATBEP/PKCHHS TCOPETUYHUX IIOJIOXKEHb  JOCIHIHKCHHS
MPOBEACHO aHaji3 JauHaMikd (HIHAHCOBOI CTaOUTBHOCTI EKOHOMIKM YKpaiHHU.
AHaniz auHaMiku 1HAeKCYy (inaHcoBoro ctpecy Ykpainum 3a 2020-2024 pp.
3aCBIIUYMB KPUTUYHE 3pOCTaHHs nokazHuka y 2022 pomui (mik 0,8), cpuunHeHe
MOBHOMACIITAOHUM BIACHKOBHUM BTOPTHEHHSIM, 3 TMOJANBIIMM IOCTYIIOBUM
sHmwkeHHsM 110 0,1 y 2024 porri, mo MiATBEPIKYE 3MaTHICTH MIAMPUEMCTB JI0
BIJTHOBJICHHSI CTpaTeriyHOi CTiHKOCTI depe3 e(eKTHBHE YMNpaBIIHHS PO3BUTKOM
HepCOHaTy B YMOBaX €KCTPEMaIbHOTO (DIHAHCOBOTO CTPECY.

Jlns  oIiHIOBAaHHA CTPYKTYPHUX 3MIH Yy IJANPUEMHHUIIBKOMY CEKTOPi
POAHAII30BAaHO JWHAMIKY KUIBKOCTI JIIIOYMX IMIJNPUEMCTB 332 BHUAAMU
€KOHOMIYHOI aisutbHOCTI. BeTanoBneno, mo y 2020-2023 pokax crocTepiraerbes
CKOpPOYEHHSI KUIBKOCTI TIAMPUEMCTB y TPAAUIIAHUX Tamy3sax (CUIbChKE
rOCIOAapCTBO, TOPTiBIsS, OyMIBHUITBO), TOAl sk cektopu IT 1 komyHikamii,
HAyKOBa JISJIBHICTH Ta 1HII TOCIYTU JIEMOHCTPYIOTh BITHOCHY CTaOUIbHICTB. Lle
MIATBEPKYE Te3y TMPO HEOOXIMHICTh TOCWUJICHHS 1HBECTHUIIH Y PO3BUTOK
MepcoHany I 3a0e3MeueHHs ajanTaiii MmpamiBHUKIB J0 CTPYKTYpHOT
TparcopMallii eKOHOMIKHA Ta MIATPUMAHHS CTPATETI9HOI CTIMKOCTI MiJMPHUEMCTB
y TIepioJT eKOHOMIYHUX TIOTPSICIHb.

BaxxnmBuM METOOWYHUM KPOKOM JOCHIDKEHHS cTaja po3poOka [Hmekcy
ctpareriunoi criikocTi mignpuemctB (ICCII), skuii 3a0e3neuuB mepexia BiA

PO3pI3HEHUX OLIIHIOBaHb J0 IHTETPOBAHOIO MOKA3HUKA, 1110 CUHTE3y€ KUIBKICHI Ta



BapTICHI XapaKTepUCTUKHU. Pe3ynbTaTh po3paxyHKiB 3acBiquuiu, mo y 2024 pori
HaMBHUILI 3HAYEHHA CTIMKOCTI 3adikcoBaHo y (inaHcoBiil cdepi (0,94) Ta cekropi
iHbopMaliitHO-KOMYHIKaIIiHUX TexHonorik (0,75), saxuii MOpoOJEeMOHCTPYBaB
BIIHOBJICHHS TICIIsI KpU30BOT0 3HMXKEHHS 2022 poKy.

3MICHEHO KOMIUIEKCHE MOCHIKEHHS TpaHcpopMmalil y cdepi po3BUTKY
MEePCOHANY YKPATHCHKUX MIANPUEMCTB mpoTsirom 2020-2025 pp., mo 6a3yerbest Ha
aHaJi31 MAaKpOEKOHOMIYHUX 3MIH Y CTPYKTYp1 3aiHATOCTI, BUBUYEHHI eBotorii HR-
NPAKTUK Ta y3arajdbHCHHI €MITIPUYHUX aJanTaliiHuX cTpareriid. BussieHo, mo
CTPYKTYpHI1 AedopMallii puHKy npaui (Brparta 4,8 MiaH. podounx no3uuii y 2022
p., 3HUKEHHS PIBHA 3aiiHATOCTI Ha 15,5 % Ta CKOpOYEHHSI EKOHOMIYHO aKTHBHOTO
HaceneHHs Ha 40 %) CTBOpWIM TPUHIMIIOBO HOBI 3aBJaHHS ISl CUCTEM
YIPaBIIiHHS MEPCOHATIOM.

BusiBnieHo Ki04OB1 TEHAEHIIT y JAWHAMIII PO3BUTKY IMEpCOHANy U
aJanTaIliifHol MOBEAIHKH MIIMPUEMCTB PI3HUX CEKTOPIB €KOHOMIKH: KOHIICHTpAIis
€KOHOMIYHOI aKTUBHOCTI W CEKTOPHHH 3CYyB, NOJsApu3allisi MNPUOYTKOBOCTI W
¢iHaHCOBOT €(QEeKTHUBHOCTI, JAUBEpPreHTHa (iHAHCOBA AaBTOHOMIS Ta CTIMKICTB,
HeiHiMHa ananTanis. lle gae MOXIUBICTH KOHCTaTyBaTH, IO TpaHChOpMallis
€KOHOMIYHOI CTPYKTYPHU CYNMPOBOIKYETHCSA AUGEPEHINAIIEI0 BUMOT 10 KaJIpPOBOTO
MOTEHITIaTy, J€ 3HAHHEMICTKI CEKTOPH JIEMOHCTPYIOTH BHINY 3aJICKHICTh BiJ
SKOCTI ~ CHCTeM  PO3BUTKY  TIEPCOHANTY  TMOPIBHSAHO 3  TPaaULIAHUMHU
KaImTaJlOMICTKUMH TaTy35IMHU.

Jlns cucremaTuzamii CydaCHUX IMJIXOAIB JIO aJamnTarii MpaliBHUKIB B
yMOBaxX HEBHM3HAYEHOCTI OXapaKTepU30BaHO MOJENI ajanTarlii mepcoHalxy Ha
YKpaiHCHKUX MIAMPUEMCTBAX: KyJIbTypa 3MiH 1 THYYKICTh MUCJICHHS, OHOOPJUHT 1
peoHOOpAMHT, amanTamis miag Oe3MeKOBI YMOBH, TNCHUXOJOTIYHA PE3UITIEHTHICTS.
KoHcraToBaHo, 1m0 B ymMOBaxX CHUCTEMHUX KpH3 TPAIUIIAHI MOJENi ajamnTarii
TPaHCPOPMYIOTECS Yy OaraTOBUMIipHI CHUCTEMH, J€ TOpsAa 13 KIACHYHUMH
npoieaypaMH I1HTErpailli HOBUX MpalliBHUKIB BAXKJIMBOTO 3HAYEHHS HaOyBalOTh
3MATHICTh [0 IIBHJKOI peajantailiii, JTOTpUMaHHA OE3MEeKOBUX CTaHAAapTIB Ta

dbopMyBaHHS MCUXOJIOTTYHOI CTIMKOCTI KOJICKTHUBY.



3a pe3yJbTaTaMu KOPEJSIIMHOTO aHali3y B3a€EMO3B'SI3KY MikK 1HBECTHUI[ISIMU
y PO3BUTOK MEPCOHANY Ta CTPATEriYHOI CTIMKICTIO MIJNPUEMCTB BCTAHOBIICHO
HacTtynHe. HalicunbHIIINK KOpensiuifHuM 3B'SI30K BCTAHOBJICHUN MK BUAATKAMU
Ha niepcoHal (PE) Ta piBHem cTpateriunoi criiikocti (ISS) - 3HauenHs koedirieHTa
0,808 3acBimuye iCHYBaHHS CTIMKOTO M 3HAYyIIOro B3a€MO3B's3Ky. OTpumaHi
pe3ysbTaTH JIOBOASTH, IO MIANPUEMCTBA 3 PErYJISIPHUMHU IHBECTHULISIMU Y
JIOJACBKUM KamiTaln (BIJHOCHO Tajy3€BUX CTaHJAPTIB) BUSBISAIOTH MIJBUILIEHY
3IaTHICTh JI0 CTpATErivyHO1 afanTallii.

BucHOBKM KOpensiiiHOro aHanizy Oyso JeTandi30BaHO HUISIXOM CTBOPEHHS
O6aratoakTopHOi perpeciiiHoi Mojienl, 0 YMOXKIIMBUIIA MEPEBIPKY HE3aIEKHOIO
NOSICHIOBAJILHOTO MoOTeHLiany 3MiHHUX. CpopMoBaHa MOJeNb MOKa3ana BUCOKHUM
ctyminb HagiHocTi (R*? = 0,884; Significance F = 4,4-107%°), migTBepauBIIH
OOTpYHTOBAHICTh OTPUMAHUX BHCHOBKIB. HaiicunpHimmii BILIUB
IPOJIEMOHCTPYBAJIM BUTPATH Ha po3BUTOK nepcoHany (B = 0,296, p < 0,001), mro
JI03BOJISIE  CTBEPD)KYBATH: HE3aJIGKHO Bi piBHA (IHAHCOBUX pe3yJIbTAaTIB,
pUOYTKOBOCTI Ta KaJpOBOI YMCEIBHOCTI, IHBECTYBaHHS y IMepcoHal 3abe3nedye
CTaOUTPHUM BIUIMB Ha CTPATET1YHY CTIHKICTh MiNPHUEMCTRA.

CuHTE3 TCOPETHYHHMX IOJIOKEHb Ta €MIIPUYHUX BHCHOBKIB JOCIITKCHHS
JTI03BOJIUB PO3POOUTH YyHIBEpCAIbHY MOJCNIb IHTErparii PO3BUTKY MEPCOHAITY Y
CTpaTeTiuHy CTIMKICTh MIANPUEMCTBA. MoaeNb 1a€ 3MOTy CTPYKTYPYBaTH MPOLIECH
YOpaBIiHHSI TIEPCOHAJIOM Y KOHTEKCTI 3a0€3MEeUeHHS CTPaTeriyHOi CTIMKOCTI,
BU3HAYUTH TIPIOPUTETHI HAMpPSIMU 1HBECTYBAaHHA y JIIOJICBKUH  KariTtad,
1IeHTU(IKYBaTH KPUTHYHI KOMIETEHIII] IS PI3HUX THUIIIB CTIMKOCTI (PpiHAHCOBOT,
BUPOOHMUYO1, KapoBoi) Ta cHOpMyBaTH MEXaHI3MH MOHITOPUHTY €(EeKTHBHOCTI
CHUCTEM PO3BUTKY TEPCOHATY 4Yepe3 Npu3My IX BIUIMBY Ha aJanTHUBHICTH 1
PE3UCTEHTHICTH MiMPUEMCTBA.

Y  kouTekcTi 1mm@poBoi  TpaHchopmarlii  ympaBIiHHA  MEPCOHAIOM
MpeACTaBICHO KOHIeniro SMmart mnmardpopmu sk 1HTErpoBaHoi HHUPPOBOI
€KOCHUCTEMHU, 1110 MOoeAHYE 1HPOPMAIliHI pecypcH, MpaliBHUKIB Ta aHATITHYHUI

anapaT y €IMHOMY LMKJI1 YIPABIIHHSA KOMIETEHIIAMU. LleHTpaiibHOIO CKIIaI0BOIO



miatgpopmu € HRIS-cucrema, sika cucremarusye AaHi MIOAO KBali(iKamiitHOTo
npod 1o, poecitHOro JOCBIAY, OLIHOYHHUX MPOLEAYP, MPOEKTHOI AKTUBHOCTI Ta
MOKA3HUKIB IJIMHHOCTI MEPCOHAIY.

[IpuknanHy  peamizaimifo  KOHUENTYaJlbHUX  3acaj  JOCIIIKCHHS
MPEACTABIICHO Y BUIJISA1 QITOPUTMIYHOT MOJIEN1 1HTerpalii smart-marGopmMu ams
YIPaBIiHHS PO3BUTKOM IepcoHany. OCHOBHUMHU €TanaMH alrOpUTMIYHOI MOJEN1
€ ayauT uu@poBOi 1 KaJpoBOi T'OTOBHOCTI NIANPUEMCTBA; BUOIp MIaTopMu
BIMOBIAHO JI0 CTPATETIYHUX TMPIOPUTETIB, MNUIOTYBaHHSA smart-miaTdopmu;
iHTerpanis  smart-maatgopmu  y HR-koHTyp mignmpuemcTBa; aHaIITUYHMMA
MOHITOPUHT 1 YIOpPaBIIHHS PE3yIbTATHUBHICTIO; MaclITaOyBaHHS 1 cCTpaTeriyHa
kKoHcomimamis. Ile mae 3mory 3poOHWTH BHCHOBOK, IO 3ampOINOHOBaHA MOJIEIb
BpPaxoBY€ SIK TEXHOJIOT1YHI, TaK 1 OpraHi3aliiHO-KyJIbTYpHI acliekTH nudposizaiiii,
3a0e3neuyroun 30alaHCOBAHMM Minxif A0 TpaHcopmallii CHUCTEM PO3BUTKY
NepCOHANYy dYepe3 CHHXPOHI3AII0 TEeXHIYHUX MOXKIMBOCTeW 1iatgopmu 3i
CTpaTEeTTYHUMU IIISIMHU ITATPUEMCTBA Ta PIBHEM TOTOBHOCTI JI0 3MiH.

[IpaktnyHa peanizailiss KOHIIEMIT PO3BUTKY IMEPCOHATY K YHMHHHUKA
CTpaTeTriyHOi CTIMKOCTI MIANPUEMCTB TMOTPeOy€e BIAMOBIAHOTO METOAHUYHOTO
IHCTpyMeHTapito. B 3B’sA3Ky 3 muM po3poOJICHO NOPOXKHIO KapTy (OopMyBaHHS
MeTa-KOMIICTEHIIIH TPaI[iBHUKIB, KA OXOILIIOE YOTHUPH CTaJli pO3BUTKY HABHYOK
(OILIHIOBAIBHO-AHAMITUYHY, MPOEKTHY, IHCTUTYIIHHO-KYJIBTYPHY, MOHITOPHHTY 1
KOHTpoNIt0. JlOpokHS KapTa CIpHUsie CHUCTEMHOMY PO3BUTKY TIE€pPCOHANy fK
KJIFOYOBOT'O YHMHHHMKA 3a0€3MEUCHHsI CTPATETivyHOi CTIMKOCTI IMANMPHEMCTB dYepe3
mociioBHe (GOPMYBaHHS METa-KOMIICTCHIIIH, HEOOXiMHUX 1Ji1 e(PEKTHUBHOTO
(GyHKITIOHYBaHHS B yMOBaX HEBU3HAYEHOCTI.

Omxke, y ngumcepramii 3I1CHEHO TEOpETUYHE OOIPYHTYBAaHHA Ta
chopMynbOBAaHO TMPAKTUYHI PpEKOMEHAAlli MO0 pO3B'I3aHHA HAYKOBOTO
3aBJlaHHs, SIKI BKJIIOYAIOTh (POPMYBaHHS TEOPETHKO-METOAMYHHUX 1 MPUKIATHUX
3acaJy CTOCOBHO YMpPaBJIIHHS PO3BUTKOM MEPCOHATY SK YMHHUKA CTpPATeTiuyHOl
CTIMKOCTI MIANPUEMCTB uepe3 (POPMYBaHHA CHCTEMHU KOMIIETEHTHICHOTO

3pOCTaHHS MpaIiBHUKIB, JU(EpeHIIHOBAHOI BIAMOBIIHO 0 Taly3eBoi crieruiku



Cy0'eKTIB TOCHOJApPIOBAHHS, PIBHS IX CTpaTeriyHoi 3puUIOCTI Ta aJanTUBHOIO
NMOTEHIlally, 110 3a0e3nedye NIABUUIEHHS OpraHi3aliiiHoi THYYKOCTI Ta
KOHKYPEHTOCIIPOMOKHOCTI MIANPUEMCTB YKpaiHM B YMOBaX HEBU3HAYEHOCTI Ta
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The thesis is devoted to systematising theoretical principles and
substantiating practical recommendations for personnel development as a key
factor in ensuring the strategic sustainability of enterprises in the dynamic
conditions of the modern business environment.

The theoretical foundations of personnel development as a factor in the
strategic sustainability of enterprises are explored in depth, taking into account the
goals of personnel development (improving qualifications, developing
competencies, ensuring a personnel reserve, increasing labour productivity,
strengthening competitiveness) and the principles of comprehensiveness,
reliability, adaptability, consistency, efficiency and effectiveness. It is proposed to
define personnel development as an integrated, managed and continuous system of

organisational practices aimed at increasing human capital and organisational



capacity through a coordinated combination of training, mentoring and coaching,
career and rotational movement, knowledge management, personnel reserve
formation and the development of managerial and meta-competencies.

The advantages of personnel development are highlighted, such as:
increasing the intellectual capital of the enterprise, improving the flexibility of
organisational processes, ensuring the continuity of business operations, fostering
employee loyalty and engagement, and strengthening organisational culture. This
contributes to the formation of strategic stability of enterprises through the
maximum realisation of human resource potential and increasing their
effectiveness. The role of personnel development as a factor in the strategic
stability of enterprises is determined. This makes it possible to justify the priority
of investments in human capital, identify key areas for improving the personnel
management system, and ensure the formation of long-term competitive
advantages for the enterprise in a turbulent environment.

It is proven that the strategic stability of an enterprise integrates two defining
characteristics: stability (the ability to maintain structural integrity and basic
functions in the face of external shocks) and adaptability (the ability to transform
through the modification of strategic approaches to ensure long-term
development). The main components of strategic stability of an enterprise and
ways to ensure it are characterised: technological stability, production stability,
financial stability, social (human resources) stability, marketing stability,
environmental stability. This allows us to conclude that achieving strategic
stability requires systematic managerial influence on all functional areas of the
enterprise, with an emphasis on the development of personnel as a key resource
that ensures the synergistic effect of the interaction of all components of the
organisational system.

The principles, objectives, tools and sequence of stages for analysing the
strategic sustainability of an enterprise are systematised. Based on this, the author
proposes an interpretation of strategic stability as an integrated property of a socio-

economic system that reflects its ability to maintain functional integrity, adapt its



strategy and structure to changes in the environment, restore efficiency after crisis
Impacts, and at the same time generate development potential based on the
accumulation of knowledge, innovation, and social capital.

Emphasis is placed on types of enterprise stability: tactical (operational)
stability, strategic stability; functional stability (at the level of departments or
individual functions), organisational stability (at the level of the enterprise as a
whole), inter-organisational stability (at the level of networks, chains); internal
stability, external stability. This allows us to conclude that enterprise sustainability
is a multi-level and multi-faceted category that requires differentiated management
approaches depending on the time horizon, scale of application, and sources of
formation. It is emphasised that personnel development is not only a factor of
sustainability, but also its structuring element, primarily in terms of long-term
strategic guidelines.

In order to justify effective personnel development tools, the specifics of
coaching as a modern technology for maximising competencies are revealed. It is
specified that coaching involves the systematic development of employees' skills,
abilities and aptitudes through structured dialogue, which activates their creative
potential, increases their awareness of professional actions and forms strategic
thinking skills, which strengthens the adaptive capabilities of the enterprise and its
competitive position in the market. The conceptual foundations of professional
training are examined through the prism of modern methods that ensure the
formation of practice-oriented competencies, stimulate critical thinking, and
promote the rapid adaptation of employees to technological and organisational
changes, thereby increasing the strategic stability of the enterprise.

It is emphasised that the introduction of artificial intelligence systems will
radically change the demand for skills in the future, as the pace of technological
change accelerates, the life cycle of professional knowledge shortens, and the need
for continuous learning throughout one's career increases, making the ability to
quickly master new competencies and adaptability key factors in the

competitiveness of both employees and enterprises. In order to diagnose the



relationship between personnel development and key components of strategic
sustainability, a system of quantitative indicators is proposed. It would allow
assessing how personnel development affects financial autonomy, innovative
activity, personnel stability, and organisational adaptability.

The level of strategic stability of an enterprise is presented as a function of
the interaction between personnel development mechanisms and the financial
characteristics of the enterprise: organisational development; professional
development; coaching and mentoring; staff training; profitability of operations;
financial autonomy (independence) of the enterprise. This allows us to conclude
that there is a synergistic relationship between the quality of the personnel
development system and the financial stability of the enterprise, which enhances
the adaptive capabilities of the enterprise and its ability to withstand external
challenges.

In the context of confirming the theoretical provisions of the study, an
analysis of the dynamics of financial stability of the Ukrainian economy is
conducted. An analysis of the dynamics of Ukraine's financial stress index for
2020-2024 showed a critical increase in the indicator in 2022 (peak of 0.8) caused
by a full-scale military invasion, followed by a gradual decline to 0.1 in 2024,
confirming the ability of enterprises to restore strategic stability through effective
personnel development management in conditions of extreme financial stress.

To assess structural changes in the business sector, the dynamics of the
number of operating enterprises by type of economic activity are analysed. It is
established that in 2020-2023 there will be a decline in the number of enterprises in
traditional industries (agriculture, trade, construction), while the IT and
communications, scientific activity and other services sectors will demonstrate
relative stability. This confirms the thesis about the need to increase investment in
personnel development to ensure the adaptation of employees to the structural
transformation of the economy and maintain the strategic stability of enterprises

during periods of economic turmoil.



An important methodological step in the study was the development of the
Enterprise Strategic Sustainability Index (ESSI), which ensured the transition from
fragmented assessments to an integrated indicator that synthesises quantitative and
cost characteristics. The results of the calculations showed that in 2024, the highest
stability values were recorded in the financial sector (0.94) and the information and
communication technology sector (0.75), which showed recovery after the crisis
decline in 2022.

A comprehensive study of transformations in the field of personnel
development in Ukrainian enterprises during 2020-2025 is carried out, based on an
analysis of macroeconomic changes in the structure of employment, a study of the
evolution of HR practices, and a summary of empirical adaptation strategies. It is
found that structural distortions in the labour market (the loss of 4.8 million jobs in
2022, a 15.5% decline in employment and a 40% reduction in the economically
active population) have created fundamentally new challenges for human resource
management systems.

Key trends in the dynamics of personnel development and adaptive
behaviour of enterprises in various sectors of the economy are identified:
concentration of economic activity and sectoral shift, polarisation of profitability
and financial efficiency, divergent financial autonomy and stability, and non-linear
adaptation. This allows us to conclude that the transformation of the economic
structure is accompanied by differentiation in requirements for human resources,
with knowledge-intensive sectors demonstrating greater dependence on the quality
of personnel development systems compared to traditional capital-intensive
industries.

To systematise modern approaches to employee adaptation in conditions of
uncertainty, models of personnel adaptation at Ukrainian enterprises are
characterised: culture of change and flexibility of thinking, onboarding and
reboarding, adaptation to security conditions, psychological resilience. It is
established that in conditions of systemic crises, traditional adaptation models are

transformed into multidimensional systems, where, along with classic procedures



for integrating new employees, the ability to quickly readapt, comply with safety
standards, and form psychological stability within the team become important.

Based on the results of a correlation analysis of the relationship between
investment in personnel development and the strategic sustainability of enterprises,
the following is established. The strongest correlation was found between
personnel expenses (PE) and the level of strategic stability (ISS). A coefficient of
0.808 indicates a stable and significant relationship. The results obtained prove that
enterprises with regular investments in human capital (relative to industry
standards) demonstrate an increased capacity for strategic adaptation.

The conclusions of the correlation analysis are detailed by creating a
multivariate regression model, which made it possible to verify the independent
explanatory potential of the variables. The developed model demonstrated a high
degree of reliability (R? = 0.884; Significance F = 4.4-1073°), confirming the
validity of the conclusions. The strongest influence was demonstrated by personnel
development costs (B = 0.296, p < 0.001), which allows us to conclude that
regardless of the level of financial results, profitability and staff numbers, investing
in personnel has a stable impact on the strategic sustainability of the enterprise.
The strongest influence was demonstrated by personnel development costs (f =
0.296, p < 0.001), which allows us to conclude that regardless of the level of
financial results, profitability and staff numbers, investing in personnel has a stable
Impact on the strategic sustainability of the enterprise.

The synthesis of theoretical assumptions and empirical conclusions of the
study allowed us to develop a universal model for integrating personnel
development into the strategic sustainability of an enterprise. The model allows
structuring personnel management processes in the context of ensuring strategic
sustainability, determining priority areas for investment in human capital,
identifying critical competencies for different types of sustainability (financial,
production, personnel) and to form mechanisms for monitoring the effectiveness of
personnel development systems through the prism of their impact on the

adaptability and resilience of the enterprise.



In the context of digital transformation of human resource management, the
concept of a smart platform is presented as an integrated digital ecosystem that
combines information resources, employees and analytical tools into a single
competency management cycle. The central component of the platform is the
HRIS system, which systematises data on qualification profiles, professional
experience, assessment procedures, project activity and staff turnover indicators.

The applied implementation of the conceptual foundations of the study is
presented in the form of an algorithmic model for integrating a smart platform for
personnel development management. The main stages of the algorithmic model
are: auditing the digital and human resource readiness of the enterprise; selecting a
platform in line with strategic priorities; piloting the smart platform; integrating the
smart platform into the enterprise’'s HR framework; analytical monitoring and
performance management; scaling and strategic consolidation. This leads to the
conclusion that the proposed model takes into account both technological and
organisational-cultural aspects of digitalisation, ensuring a balanced approach to
the transformation of personnel development systems by synchronising the
technical capabilities of the platform with the strategic goals of the enterprise and
its level of readiness for change.

The practical implementation of the concept of personnel development as a
factor in the strategic sustainability of enterprises requires appropriate
methodological tools. In this regard, a roadmap for the formation of meta-
competencies of employees is developed, covering four stages of skill development
(evaluative-analytical, project, institutional-cultural, monitoring and control). The
roadmap promotes the systematic development of personnel as a key factor in
ensuring the strategic sustainability of enterprises through the consistent formation
of meta-competencies necessary for effective functioning in conditions of
uncertainty.

Thus, the dissertation provides a theoretical justification and formulates
practical recommendations for solving the scientific problem, which include the

formation of theoretical, methodological and applied foundations for managing



personnel development as a factor in the strategic sustainability of enterprises. The
proposals are implemented through the formation of a system of competence
growth for employees, differentiated according to the industry specifics of business
entities, their level of strategic maturity and adaptive potential, which ensures
increased organisational flexibility and competitiveness of Ukrainian enterprises in
conditions of uncertainty and transformational challenges.
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