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Âïëèâ ñòðàòåã³¿ ìåíåäæìåíòó ïåðñîíàëó íà ä³ÿëüí³ñòü 
ï³äïðèºìñòâà â ñó÷àñíèõ óìîâàõ 

Ïðåäìåòîì äîñë³äæåííÿ º òåîðåòè÷í³ òà ìåòîäîëîã³÷í³ îñíîâè ñòðàòåã³¿ ìåíåäæìåíòó ïåðñî-
íàëó â ñó÷àñíèõ óìîâàõ ä³ÿëüíîñò³ ï³äïðèºìñòâà.

Ìåòîþ äîñë³äæåííÿ º ñèñòåìíå òåîðåòè÷íå ³ ïðàêòè÷íå îá´ðóíòóâàííÿ âïëèâó ñòðàòåã³¿ ìå-
íåäæìåíòó ïåðñîíàëó ç ìåòîþ îïòèì³çàö³¿ ä³ÿëüíîñò³ ï³äïðèºìñòâà â óìîâàõ ñó÷àñíîãî åêîíîì³÷-
íîãî ñåðåäîâèùà .

Ìåòîäè äîñë³äæåííÿ. Ó ñòàòò³ âèêîðèñòàíî çàãàëüíîíàóêîâ³ òà ñïåö³àëüí³ ìåòîäè äîñë³äæåí-
íÿ, ïðè îáðîáö³ é àíàë³ç³ ³íôîðìàö³¿ âèêîðèñòîâóâàëèñÿ òðàäèö³éí³ ìåòîäè ³ ïðèéîìè åêîíîì³÷íîãî 
àíàë³çó, ïëàíóâàííÿ òà ïðîãíîçóâàííÿ (ãðàô³÷íèé, òàáëè÷íèé, ïîð³âíÿííÿ, ³íäåêñíèé, âåðòèêàëü-
íèé, ãîðèçîíòàëüíèé, ìåòîäè êîåô³ö³ºíò³â, òîùî).

Ðåçóëüòàòè ðîáîòè. Ó ðåçóëüòàò³ äîñë³äæåííÿ áóëî ïðîâåäåíî àíàë³ç ñóòíîñò³ òà çì³ñòó ñòðàòå-
ã³÷íîãî ìåíåäæìåíòó ïåðñîíàëó. Âèçíà÷åíî îñíîâí³ âèäè ñòðàòåã³é óïðàâë³ííÿ ïåðñîíàëîì: ñòðà-
òåã³ÿ óòðèìàííÿ, çàëó÷åííÿ, ðîçâèòêó ïåðñîíàëó, ãíó÷êî¿ çàéíÿòîñò³ òîùî. Óçàãàëüíåíî ñó÷àñí³ 
òåíäåíö³¿ ó ñôåð³ HRM (Human Resource Management) ó êîíòåêñò³ öèôðîâ³çàö³¿, ä³äæèòàë – òðàí-
ñôîðìàö³¿ òà ã³áðèäíî¿ ðîáîòè. Ïðîâåäåíî àíàë³ç ïðàêòè÷íîãî äîñâ³äó ï³äïðèºìñòâ ³ç âðàõóâàí-
íÿì ñó÷àñíèõ óìîâ êîíêóðåíòíîãî ñåðåäîâèùà. Íà ïðèêëàä³ áàãàòüîõ ï³äïðèºìñòâ (ðåàëüíîãî àáî 
óìîâíîãî) ïðîâåäåíî îö³íêó ä³þ÷î¿ ñòðàòåã³¿ ìåíåäæìåíòó ïåðñîíàëó â óìîâàõ ãëîáàë³çàö³¿ ðèíêó 
ïðàö³. Âèÿâëåíî ñèëüí³ òà ñëàáê³ ñòîðîíè ³ñíóþ÷î¿ êàäðîâî¿ ïîë³òèêè. Çàô³êñîâàíî âçàºìîçâ’ÿçîê 
ì³æ ÿê³ñòþ HR – ñòðàòåã³¿ òà ðåçóëüòàòèâí³ñòþ ä³ÿëüíîñò³ ï³äïðèºìñòâà, çðîñòàííÿ ïðîäóêòèâíîñò³ 
ïðàö³, çíèæåííÿ ïëèííîñò³ êàäð³â, ï³äâèùåííÿ ìîòèâàö³¿ ïðàö³âíèê³â òîùî.

Ó ïðîöåñ³ äîñë³äæåííÿ çàñòîñîâóâàëèñü åìï³ðè÷í³ ìåòîäè, ÿê³ ´ðóíòóþòüñÿ íà çáîð³ òà àíàë³ç³ 
ôàêòè÷íèõ äàíèõ, îòðèìàíèõ ÷åðåç ñïîñòåðåæåííÿ, åêñïåðèìåíòè, âèì³ðþâàííÿ àáî ³íø³ ñïîñîáè 
âçàºìîä³¿ ç ðåàëüí³ñòþ. Ïðîâåäåíî îïèòóâàííÿ ùîäî çàäîâîëåíîñò³ êàäðîâîþ ïîë³òèêîþ. Âèÿâ-
ëåíî, ùî ïðàö³âíèêè á³ëüø ëîÿëüí³ äî ï³äïðèºìñòâ, ÿê³ ìàþòü ÷³òêó ñèñòåìó ðîçâèòêó ïåðñîíàëó, 
çàîõî÷åííÿ òà ñîö³àëüíèõ ãàðàíò³é.

Çàïðîïîíîâàíî çàõîäè ùîäî âäîñêîíàëåííÿ ñòðàòåã³¿ óïðàâë³ííÿ ïåðñîíàëîì: âïðîâàäæåííÿ ïðî-
ãðàì ðîçâèòêó soft skills, KPI äëÿ HR, ôîðìóâàííÿ êîðïîðàòèâíî¿ êóëüòóðè, ïîêðàùåííÿ ñèñòåìè âíó-
òð³øí³õ êîìóí³êàö³é. Ï³äêðåñëåíî âàæëèâ³ñòü àäàïòàö³¿ êàäðîâî¿ ñòðàòåã³¿ äî çîâí³øí³õ çì³í (åêîíîì³÷íèõ, 
ñîö³àëüíèõ, òåõíîëîã³÷íèõ). Óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè â ñó÷àñíèõ óìîâàõ ïîòðåáóº çàñòîñóâàí-
íÿ íàéñó÷àñí³øèõ ìåòîä³â òà ìåòîäîëîã³¿ äëÿ îïòèì³çàö³¿ ðîáîòè ï³äïðèºìñòâ. Îá´ðóíòîâàíî, ùî åôåê-
òèâíà ñòðàòåã³ÿ HRM º êëþ÷îâèì ÷èííèêîì ï³äâèùåííÿ êîíêóðåíòîñïðîìîæíîñò³ ï³äïðèºìñòâà. Âè-
çíà÷åíî, ùî ñòðàòåã³÷íå óïðàâë³ííÿ ïåðñîíàëîì ï³äïðèºìñòâ âñ³õ ôîðì âëàñíîñò³ ñïðèÿº äîñÿãíåííþ 
äîâãîñòðîêîâèõ ñòðàòåã³÷íèõ ö³ëåé ï³äïðèºìñòâ, ôîðìóâàííþ ïîçèòèâíîãî ³ì³äæó ðîáîòîäàâöÿ, ï³äâè-
ùåííþ ñòàá³ëüíîñò³ á³çíåñó òà ïîñèëþº êîíêóðåíòîñïðîìîæí³ñòü ³ ïîòåíö³àë ï³äïðèºìñòâà.

Ãàëóçü çàñòîñóâàííÿ ðåçóëüòàò³â. Åêîíîì³êà òà óïðàâë³ííÿ íàö³îíàëüíèì ãîñïîäàðñòâîì 
íà ì³êðîåêîíîì³÷íîìó òà ìàêðîåêîíîì³÷íîìó ð³âíÿõ, ìåíåäæìåíò òà àäì³í³ñòðóâàííÿ ïåðñîíàëó, 
åêîíîì³êà ï³äïðèºìñòâà.

Âèñíîâêè. Êëþ÷îâà ðîëü ïåðñîíàëó ïðîÿâëÿºòüñÿ ó òîìó, ùî ïåðñîíàë º îäíèì ³ç íàéâàæëèâ³-
øèõ ðåñóðñ³â ï³äïðèºìñòâà. Åôåêòèâíà ñòðàòåã³ÿ ìåíåäæìåíòó ïåðñîíàëó áåçïîñåðåäíüî âïëèâàº 
íà ïðîäóêòèâí³ñòü ïðàö³, ³ííîâàö³éí³ñòü, êîðïîðàòèâíó êóëüòóðó òà êîíêóðåíòîñïðîìîæí³ñòü ï³ä-
ïðèºìñòâà. Ñòðàòåã³÷íå óïðàâë³ííÿ êàäðàìè ó ñó÷àñíèõ óìîâàõ ïîòðåáóº øâèäêèõ çì³í ³ âèñîêî¿ 
êîíêóðåíö³¿. Ñòðàòåã³÷íå óïðàâë³ííÿ ïåðñîíàëîì äîçâîëÿº ï³äïðèºìñòâó àäàïòóâàòèñÿ äî çîâí³ø-
í³õ âèêëèê³â, ôîðìóâàòè ðåçåðâè òàëàíò³â ³ çàáåçïå÷óâàòè ñòàëèé ðîçâèòîê. Ñòðàòåã³ÿ ìåíåäæ-
ìåíòó ïåðñîíàëó âïëèâàº íà ô³íàíñîâ³ ðåçóëüòàòè ðîáîòè ï³äïðèºìñòâà. Äîñë³äæåííÿ òà ïðàêòèêà 
ïîêàçóþòü, ùî ï³äïðèºìñòâà, ÿê³ ³íâåñòóþòü ó ðîçâèòîê ïåðñîíàëó, ñèñòåìè ìîòèâàö³¿, íàâ÷àííÿ òà 
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óòðèìàííÿ ïðàö³âíèê³â, äîñÿãàþòü êðàùèõ ô³íàíñîâèõ ðåçóëüòàò³â.

Öèôðîâ³çàö³ÿ òà ³ííîâàö³¿ â HR º áåçóìîâíîþ ñêëàäîâîþ ñòðàòåã³¿ ìåíåäæìåíòó ïåðñîíàëó. Âèêîðè-
ñòàííÿ ñó÷àñíèõ HR–òåõíîëîã³é, àíàë³òèêà, àâòîìàòèçàö³ÿ ïðîöåñ³â, ïëàòôîðìè äëÿ íàâ÷àííÿ çíà÷íî 
ï³äâèùóº åôåêòèâí³ñòü óïðàâë³ííÿ ïåðñîíàëîì òà ñïðèÿº ïðèéíÿòòþ îá´ðóíòîâàíèõ óïðàâë³íñüêèõ ð³-
øåíü. Àäàïòàö³ÿ äî íîâèõ óìîâ ïðàö³ º íåîáõ³äíîþ óìîâîþ äëÿ çáåðåæåííÿ êîíêóðåíòîñïðîìîæíî-
ñò³ ï³äïðèºìñòâà. Ãíó÷ê³ ôîðìè çàéíÿòîñò³, äèñòàíö³éíà ðîáîòà, ïîòðåáà â ìåíòàëüíîìó áëàãîïîëó÷÷³ 
ïðàö³âíèê³â ñòàëè âàæëèâèìè ÷èííèêàìè ó ôîðìóâàíí³ íîâî¿ ñòðàòåã³¿ óïðàâë³ííÿ ïåðñîíàëîì.

Âçàºìîçâ’ÿçîê ñòðàòåã³¿ HR ³ çàãàëüíî¿ ñòðàòåã³¿ ï³äïðèºìñòâà ôîðìóþòü ìåòîäîëîã³þ ñòðàòåã³÷-
íîãî âïëèâó íà ïðîöåñè ìåíåäæìåíòó ïåðñîíàëó ï³äïðèºìñòâà. HR–ñòðàòåã³ÿ ìàº áóòè ³íòåãðîâà-
íà ³ç çàãàëüíîþ ñòðàòåã³ºþ ðîçâèòêó ï³äïðèºìñòâà, ùîá çàáåçïå÷èòè ñèíåðã³þ çóñèëü òà äîñÿã-
íåííÿ ñòðàòåã³÷íèõ ö³ëåé.

Ñòðàòåã³ÿ ìåíåäæìåíòó ïåðñîíàëó º äîâãîñòðîêîâèì, ö³ëåñïðÿìîâàíèì ïëàíîì ä³é ï³äïðèºì-
ñòâà ùîäî óïðàâë³ííÿ ëþäñüêèì êàï³òàëîì, ÿêèé ñïðÿìîâàíèé íà äîñÿãíåííÿ ñòðàòåã³÷íèõ ö³ëåé 
ï³äïðèºìñòâà øëÿõîì åôåêòèâíîãî âèêîðèñòàííÿ ïîòåíö³àëó ïðàö³âíèê³â.

HR–ñòðàòåã³¿ âèçíà÷àþòü êëþ÷îâ³ íàïðÿìêè ðîáîòè ç ïåðñîíàëîì, íàá³ð, íàâ÷àííÿ, ðîçâèòîê, 
ìîòèâàö³ÿ, îö³íþâàííÿ òîùî. Çàáåçïå÷óþòü óçãîäæåí³ñòü ç çàãàëüíîþ á³çíåñ–ñòðàòåã³ºþ ï³äïðè-
ºìñòâà. Âðàõîâóþòü çîâí³øí³ ðèíêîâ³, ñîö³àëüíî–åêîíîì³÷í³ òà âíóòð³øí³ îðãàí³çàö³éíà êóëüòóðà, 
ñòðóêòóðà, ÷èííèêè ñïðÿìîâàí³ íà ôîðìóâàííÿ êîíêóðåíòíèõ ïåðåâàã ÷åðåç ëþäñüêèé êàï³òàë.

Ïîë³òèêà ìåíåäæìåíòó ïåðñîíàëó áàçóºòüñÿ íà ñèñòåì³ çàãàëüíèõ ïðèíöèï³â, íîðì ³ ïðàâèë, ùî 
âèçíà÷àþòü ï³äõîäè äî óïðàâë³ííÿ ïåðñîíàëîì ó ìåæàõ ðåàë³çàö³¿ HR–ñòðàòåã³¿. Ïîë³òèêà ôîðìóº 
ðàìêè, â ÿêèõ ïðèéìàþòüñÿ êàäðîâ³ ð³øåííÿ. Åôåêòèâíà HR–ñòðàòåã³ÿ â ïîºäíàíí³ ç ÷³òêî ðîçðî-
áëåíîþ êàäðîâîþ ïîë³òèêîþ äîçâîëÿº íå ëèøå äîñÿãàòè ñòðàòåã³÷íèõ ö³ëåé ï³äïðèºìñòâà, àëå é 
ôîðìóâàòè ñòàëó êîðïîðàòèâíó êóëüòóðó, óòðèìóâàòè òàëàíòè òà ï³äâèùóâàòè çàãàëüíó êîíêóðåí-
òîñïðîìîæí³ñòü á³çíåñó.

Êëþ÷îâ³ ñëîâà: ñòðàòåã³ÿ, ìåíåäæìåíò ïåðñîíàëó, HR–ñòðàòåã³ÿ, ï³äïðèºìñòâî, ëþäñüêèé êà-
ï³òàë, ïîòåíö³àë ï³äïðèºìñòâà.
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The impact of personnel management strategy on the 
activities of the enterprise in modern conditions

The subject of the study is the theoretical and methodological foundations of personnel 
management strategy in modern conditions of enterprise activity.

The purpose of the study is to systematically theoretical and practical justification of the impact of 
personnel management strategy in order to optimize the activities of the enterprise in the conditions 
of the modern economic environment.

Research methods. The article uses general scientific and special research methods, and traditional 
methods and techniques of economic analysis, planning and forecasting (graphic, tabular, comparison, 
index, vertical, horizontal, coefficient methods, etc.) were used in the processing and analysis of information.

Results of the work. As a result of the study, an analysis of the essence and content of strategic 
personnel management was conducted. The main types of personnel management strategies were 
determined: retention, attraction, personnel development, flexible employment, etc. Modern trends in 
the field of HRM (Human Resource Management) in the context of digitalization, digital transformation 
and hybrid work were summarized. An analysis of the practical experience of enterprises was conducted, 
taking into account the modern conditions of the competitive environment. Using the example of many 
enterprises (real or hypothetical), an assessment of the current personnel management strategy in 
the conditions of labor market globalization was conducted. The strengths and weaknesses of the 
existing personnel policy were identified. The relationship between the quality of the HR strategy and 
the effectiveness of the enterprise’s activities, increased labor productivity, reduced staff turnover, 
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increased employee motivation, etc. was recorded. The research process used empirical methods 
based on the collection and analysis of actual data obtained through observations, experiments, 
measurements or other methods of interaction with reality. A survey was conducted on satisfaction 
with personnel policy. It was found that employees are more loyal to enterprises that have a clear 
system of personnel development, incentives and social guarantees.

Measures are proposed to improve the personnel management strategy: implementation of soft 
skills development programs, KPIs for HR, formation of corporate culture, improvement of the internal 
communications system. The importance of adapting the personnel strategy to external changes (economic, 
social, technological) is emphasized. Human resources management in modern conditions requires the use 
of the most modern methods and methodologies to optimize the work of enterprises. It is substantiated that 
an effective HRM strategy is a key factor in increasing the competitiveness of the enterprise. It is determined 
that strategic personnel management of enterprises of all forms of ownership contributes to the achievement 
of long–term strategic goals of enterprises, the formation of a positive image of the employer, increasing 
business stability and strengthens the competitiveness and potential of the enterprise.

Field of application of the results. Economics and management of the national economy at the 
microeconomic and macroeconomic levels, personnel management and administration, enterprise 
economics.

Conclusions. The key role of personnel is manifested in the fact that personnel are one of the most 
important resources of the enterprise. An effective personnel management strategy directly affects 
labor productivity, innovation, corporate culture and competitiveness of the enterprise. Strategic 
personnel management in modern conditions requires rapid changes and high competition. Strategic 
personnel management allows the enterprise to adapt to external challenges, form talent reserves 
and ensure sustainable development. Personnel management strategy affects the financial results of 
the enterprise. Research and practice show that enterprises that invest in personnel development, 
motivation systems, training and employee retention achieve better financial results. Digitalization and 
innovation in HR are an indispensable component of the personnel management strategy. The use of 
modern HR technologies, analytics, process automation, and training platforms significantly increases 
the efficiency of personnel management and contributes to making informed management decisions. 
Adaptation to new working conditions is a necessary condition for maintaining the competitiveness 
of the enterprise. Flexible forms of employment, remote work, the need for mental well–being of 
employees have become important factors in the formation of a new HR strategy.

The relationship between the HR strategy and the overall strategy of the enterprise forms the 
methodology of strategic influence on the processes of personnel management of the enterprise. The 
HR strategy should be integrated with the overall strategy of the enterprise’s development to ensure 
synergy of efforts and achievement of strategic goals.

The personnel management strategy is a long–term, targeted action plan of the enterprise for 
human capital management, which is aimed at achieving the strategic goals of the enterprise through 
the effective use of the potential of employees.

HR strategies determine the key areas of work with personnel, recruitment, training, development, 
motivation, assessment, etc. They ensure consistency with the overall business strategy of the 
enterprise. They take into account external market, socio–economic and internal organizational 
culture, structure, factors aimed at creating competitive advantages through human capital.

The personnel management policy is based on a system of general principles, norms and rules that 
determine approaches to personnel management within the framework of the implementation of the 
HR strategy. The policy forms the framework within which personnel decisions are made. An effective 
HR strategy in combination with a clearly developed personnel policy allows not only to achieve the 
strategic goals of the enterprise, but also to form a sustainable corporate culture, retain talents and 
increase the overall competitiveness of the business.

Keywords: strategy, personnel management, HR strategy, enterprise, human capital, enterprise 
potential.
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Ïîñòàíîâêà ïðîáëåìè. Ó ñó÷àñíèõ óìîâàõ 
äèíàì³÷íîãî ðîçâèòêó ðèíêó, ïîñèëåííÿ êîíêó-
ðåíö³¿, ãëîáàë³çàö³¿ åêîíîì³êè òà öèôðîâ³çàö³¿ 
á³çíåñ–ïðîöåñ³â åôåêòèâíå óïðàâë³ííÿ ïåðñî-
íàëîì ñòàº îäíèì ³ç êëþ÷îâèõ ÷èííèê³â óñï³øíî¿ 
ä³ÿëüíîñò³ ï³äïðèºìñòâà. Ñòðàòåã³ÿ ìåíåäæìåí-
òó ïåðñîíàëó áåçïîñåðåäíüî âïëèâàº íà ïðîäóê-
òèâí³ñòü ïðàö³, ð³âåíü ìîòèâàö³¿ ïðàö³âíèê³â, îð-
ãàí³çàö³éíó êóëüòóðó òà çäàòí³ñòü ï³äïðèºìñòâà 
àäàïòóâàòèñÿ äî çì³í çîâí³øíüîãî ñåðåäîâèùà.

Ïðîòå íà ïðàêòèö³ áàãàòî ï³äïðèºìñòâ ç³øòîâ-
õóþòüñÿ ç ïðîáëåìàìè ó ôîðìóâàíí³ òà ðåàë³çàö³¿ 
ä³ºâèõ ñòðàòåã³é óïðàâë³ííÿ ïåðñîíàëîì. ×àñòî 
òàê³ ñòðàòåã³¿ º ôðàãìåíòàðíèìè, íå óçãîäæåíè-
ìè ³ç çàãàëüíîþ ñòðàòåã³ºþ ï³äïðèºìñòâà, àáî íå 
âðàõîâóþòü ñó÷àñí³ òåíäåíö³¿, òàê³ ÿê ãíó÷ê³ ôîð-
ìè çàéíÿòîñò³, äèñòàíö³éíà ðîáîòà, âïðîâàäæåí-
íÿ öèôðîâèõ òåõíîëîã³é ó HR–ñôåðó. Âíàñë³äîê 
öüîãî ñïîñòåð³ãàºòüñÿ çíèæåííÿ åôåêòèâíîñ-
ò³ óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè, çðîñòàí-
íÿ ïëèííîñò³ êàäð³â, çíèæåííÿ ð³âíÿ çàëó÷åíîñò³ 
ïðàö³âíèê³â òà, ÿê ðåçóëüòàò, ïîã³ðøåííÿ çàãàëü-
íî¿ åôåêòèâíîñò³ ä³ÿëüíîñò³ ï³äïðèºìñòâà.

Òàêèì ÷èíîì, ïîñòàº íåîáõ³äí³ñòü ãëèáîêîãî 
äîñë³äæåííÿ âïëèâó ñòðàòåã³¿ ìåíåäæìåíòó ïåð-
ñîíàëó íà ðåçóëüòàòè ä³ÿëüíîñò³ ï³äïðèºìñòâà, 
çîêðåìà â óìîâàõ ñó÷àñíèõ åêîíîì³÷íèõ âèêëè-
ê³â. Âàæëèâî âèçíà÷èòè êëþ÷îâ³ ÷èííèêè, ÿê³ çà-
áåçïå÷óþòü åôåêòèâí³ñòü êàäðîâî¿ ñòðàòåã³¿, òà 
ðîçðîáèòè ðåêîìåíäàö³¿ ùîäî ¿¿ âäîñêîíàëåííÿ 
â³äïîâ³äíî äî âèìîã ñüîãîäåííÿ.

Ó ñó÷àñíèõ óìîâàõ âèñîêî¿ äèíàì³÷íîñò³ åêî-
íîì³êè, íåâèçíà÷åíîñò³ ðèíêîâîãî ñåðåäîâèùà 
òà ðîçâèòêó öèôðîâèõ òåõíîëîã³é ï³äïðèºìñòâà 
ñòèêàþòüñÿ ç íåîáõ³äí³ñòþ îïåðàòèâíî àäàï-
òóâàòè ñâî¿ âíóòð³øí³ ïðîöåñè. Îäíèì ³ç âèð³-
øàëüíèõ ÷èííèê³â êîíêóðåíòîñïðîìîæíîñò³ ñòàº 
åôåêòèâíå óïðàâë³ííÿ ïåðñîíàëîì. Ñòðàòåã³ÿ 
ìåíåäæìåíòó ïåðñîíàëó äåäàë³ á³ëüøå ðîçãëÿ-
äàºòüñÿ íå ÿê äîïîì³æíà ôóíêö³ÿ, à ÿê êëþ÷îâèé 
åëåìåíò çàãàëüíî¿ ñòðàòåã³¿ ï³äïðèºìñòâà.

Ìåíåäæìåíò ïåðñîíàëó îõîïëþº øèðîêèé 
ñïåêòð ôóíêö³é – â³ä ï³äáîðó êàäð³â äî ðîçâèòêó 
êîðïîðàòèâíî¿ êóëüòóðè. Ñòðàòåã³÷íå óïðàâë³í-
íÿ ïåðñîíàëîì ïåðåäáà÷àº äîâãîñòðîêîâå ïëà-
íóâàííÿ, îð³ºíòîâàíå íà äîñÿãíåííÿ ñòðàòåã³÷íèõ 
ö³ëåé ï³äïðèºìñòâà ÷åðåç åôåêòèâíå âèêîðè-
ñòàííÿ ëþäñüêîãî ïîòåíö³àëó. Êëàñè÷í³ ï³äõîäè 
äî HR–ñòðàòåã³¿ òðàíñôîðìóþòüñÿ ï³ä âïëèâîì 
çîâí³øí³õ âèêëèê³â. Çîêðåìà, ï³äâèùåííÿ ãíó÷-

êîñò³ îðãàí³çàö³éíèõ ñòðóêòóð, ïîøèðåííÿ äèñ-
òàíö³éíî¿ ðîáîòè, öèôðîâà òðàíñôîðìàö³ÿ ðî-
áî÷îãî ñåðåäîâèùà âèìàãàþòü íîâèõ ï³äõîä³â äî 
ïëàíóâàííÿ òà ðåàë³çàö³¿ HR–ïîë³òèê.

Ïîïðè çðîñòàþ÷å âèçíàííÿ ðîë³ ïåðñîíàëó ÿê 
ñòðàòåã³÷íîãî ðåñóðñó, íà áàãàòüîõ ï³äïðèºì-
ñòâàõ êàäðîâà ñòðàòåã³ÿ çàëèøàºòüñÿ ôîðìàëü-
íîþ àáî íå óçãîäæåíîþ ³ç çàãàëüíîþ á³çíåñ–
ñòðàòåã³ºþ. Ñåðåä òèïîâèõ ïðîáëåì – â³äñóòí³ñòü 
ñèñòåìíîãî ï³äõîäó äî ðîçâèòêó ïåðñîíàëó, íå-
äîñòàòíÿ óâàãà äî ôîðìóâàííÿ áðåíäó ðîáîòî-
äàâöÿ, íèçüêèé ð³âåíü âíóòð³øí³õ êîìóí³êàö³é. 
Òàê³ íåäîë³êè ïðèçâîäÿòü äî çíèæåííÿ çàëó÷å-
íîñò³ ïðàö³âíèê³â, ïëèííîñò³ êàäð³â, çìåíøåííÿ 
ïðîäóêòèâíîñò³ ïðàö³ òà, ÿê íàñë³äîê, äî âòðàòè 
êîíêóðåíòíèõ ïîçèö³é ï³äïðèºìñòâà.

Äîñë³äæåííÿ ïîêàçóþòü, ùî ï³äïðèºìñòâà, ÿê³ ³í-
òåãðóþòü HR–ñòðàòåã³þ ó çàãàëüíó ñèñòåìó ñòðà-
òåã³÷íîãî óïðàâë³ííÿ, äîñÿãàþòü âèùèõ ïîêàçíèê³â 
åôåêòèâíîñò³. Çîêðåìà, ïîë³ïøåííÿ âíóòð³øíüî¿ êî-
ìóí³êàö³¿, ðîçâèòîê ë³äåðñòâà, ³íâåñòèö³¿ ó íàâ÷àííÿ 
ïåðñîíàëó ïðÿìî âïëèâàþòü íà ³ííîâàö³éíó çäàò-
í³ñòü ï³äïðèºìñòâà òà éîãî àäàïòèâí³ñòü äî çì³í.

Óñï³øí³ ïðèêëàäè HR–ïðàêòèê âêëþ÷àþòü âïðî-
âàäæåííÿ KPI äëÿ HR–ï³äðîçä³ë³â, ðîçâèòîê ïðî-
ãðàì íàñòàâíèöòâà, ñèñòåì îö³íþâàííÿ ïåðñîíà-
ëó íà îñíîâ³ êîìïåòåíö³é, à òàêîæ âèêîðèñòàííÿ 
HR–àíàë³òèêè äëÿ ïðèéíÿòòÿ ñòðàòåã³÷íèõ ð³øåíü.

Àíàë³ç äîñë³äæåíü òà ïóáë³êàö³é ç ïðî-
áëåìè. Ïðîáëåìàòèö³ ìåíåäæìåíòó ïåðñîíàëîì 
ïðèñâÿòèëè ñâî¿ íàóêîâ³ ïðàö³ ÷èìàëî â³ò÷èçíÿ-
íèõ òà çàðóá³æíèõ ó÷åíèõ çîêðåìà: Becker B. E., 
Huselid M. A. Ïàëºõà Þ. ², Àëåêñåºíêî Ë. Î., Áðè÷ 
Â. ß. Ïàëèãà ². ª. Ìàõñìà Ì. Á. òà ³íø³.

Ìåòîþ ñòàòò³ º äîñë³äæåííÿ îñîáëèâîñòåé 
âïëèâó ñòðàòåã³¿ ìåíåäæìåíòó ïåðñîíàëó íà ä³ÿëü-
í³ñòü ï³äïðèºìñòâà òà ðîçðîáêà ñó÷àñíîãî ³íñòðó-
ìåíòàð³þ ìîäåëþâàííÿ ðîçâèòêó ï³äïðèºìñòâà â 
óìîâàõ ñó÷àñíîãî åêîíîì³÷íîãî ñåðåäîâèùà.

Âèêëàä îñíîâíîãî ìàòåð³àëó. Ó ñó÷àñíèõ óìî-
âàõ ãëîáàë³çàö³¿, öèôðîâ³çàö³¿ òà çðîñòàþ÷î¿ êîí-
êóðåíö³¿ êëþ÷îâèì ÷èííèêîì óñï³õó ï³äïðèºìñòâà 
ñòàº ëþäñüêèé êàï³òàë. Ñàìå ïåðñîíàë ôîðìóº 
ö³íí³ñòü ï³äïðèºìñòâà, âïðîâàäæóº ³ííîâàö³¿, áóäóº 
êîìóí³êàö³þ ç êë³ºíòàìè òà ñòâîðþº êîíêóðåíòí³ 
ïåðåâàãè. Â³äòàê ñòðàòåã³ÿ ìåíåäæìåíòó ïåðñîíà-
ëó íàáóâàº ñòðàòåã³÷íîãî çíà÷åííÿ, âèõîäÿ÷è äàëå-
êî çà ìåæ³ ëèøå êàäðîâîãî àäì³í³ñòðóâàííÿ.

Ñòðàòåã³¿ ìåíåäæìåíòó ïåðñîíàëó ôîðìóþòü 
ñèñòåìó óïðàâë³íñüêèõ ï³äõîä³â, ÿê³ âèçíà÷à-
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þòü, ÿê ï³äïðèºìñòâî ïëàíóº çàëó÷àòè, ðîçâè-
âàòè, ìîòèâóâàòè òà óòðèìóâàòè ñâî¿õ ïðàö³âíè-
ê³â ç ìåòîþ äîñÿãíåííÿ çàãàëüíèõ á³çíåñ–ö³ëåé. 
Åôåêòèâíà ñòðàòåã³ÿ óïðàâë³ííÿ ïåðñîíàëîì 
âðàõîâóº ÿê ïîòðåáè ï³äïðèºìñòâà, òàê ³ ³íòåðåñè 
ïðàö³âíèê³â. Öå ñèñòåìà äîâãîñòðîêîâîãî óïðàâ-
ë³ííÿ ëþäñüêèìè ðåñóðñàìè, ùî çàáåçïå÷óº â³ä-
ïîâ³äí³ñòü ì³æ ïîòåíö³àëîì ïðàö³âíèê³â òà ñòðà-
òåã³÷íèìè ö³ëÿìè ï³äïðèºìñòâà. Ó öüîìó ïðîöåñ³ 
êëþ÷îâó ðîëü â³ä³ãðàþòü îá’ºêòè óïðàâë³ííÿ, ÿê³ º 
îñíîâíèìè òî÷êàìè âïëèâó HR–ñòðàòåã³¿ [1, 7].

Îá’ºêòè ñòðàòåã³÷íîãî óïðàâë³ííÿ ïåðñîíàëîì 
º îñíîâíèìè êîìïîíåíòàìè ëþäñüêîãî êàï³òàëó, 
êàäðîâî¿ ïîë³òèêè òà îðãàí³çàö³éíî¿ ñòðóêòóðè, ÿê³ 
ï³äëÿãàþòü óïðàâë³íñüêîìó âïëèâó ç ìåòîþ äî-
ñÿãíåííÿ äîâãîñòðîêîâèõ ðåçóëüòàò³â. ²íøèìè 
ñëîâàìè, öå âñå òå, ÷èì óïðàâëÿº HR íà ñòðàòå-
ã³÷íîìó ð³âí³ (ðèñ. 1).

Îñíîâí³ îá’ºêòè ñòðàòåã³÷íîãî ìåíåäæìåíòó 
ïåðñîíàëó ôîðìóþòü êàäðîâèé ïîòåíö³àë ï³äïðè-
ºìñòâà ÿêèé ñêëàäàºòüñÿ ç êîìïåòåíòíîñò³, êâà-
ë³ô³êàö³¿, ïðîôåñ³îíàë³çìó ïðàö³âíèê³â, ñòðàòå-
ã³÷íîãî ïëàíóâàííÿ ê³ëüêîñò³ òà ÿêîñò³ ïåðñîíàëó, 
óïðàâë³ííÿ çíàííÿìè òà äîñâ³äîì ç ìåòîþ çàáåç-
ïå÷åííÿ â³äïîâ³äíîñò³ ëþäñüêèõ ðåñóðñ³â ïîòðå-
áàì ï³äïðèºìñòâà ÿê çàðàç, òàê ³ â ìàéáóòíüîìó.

Óñï³øíà ðåàë³çàö³ÿ ñòðàòåã³÷íîãî ìåíåäæìåí-
òó ïåðñîíàëó âèìàãàº ö³ëåñïðÿìîâàíîãî óïðàâ-
ë³ííÿ êëþ÷îâèìè îá’ºêòàìè, ñåðåä ÿêèõ ïðîâ³äíå 
ì³ñöå çàéìàþòü ëþäè, çíàííÿ, êóëüòóðà òà öèô-
ðîâ³ ³íñòðóìåíòè. Âçàºìîçâ’ÿçîê öèõ åëåìåíò³â 
ôîðìóº îñíîâó äîâãîòðèâàëî¿ êîíêóðåíòîñïðî-
ìîæíîñò³ ï³äïðèºìñòâà.

Ó ñó÷àñíèõ óìîâàõ ñòðàòåã³ÿ òà ïîë³òèêà ìå-
íåäæìåíòó ïåðñîíàëó íå ìîæóòü ðîçðîáëÿòèñü 

³çîëüîâàíî. Âîíè ôîðìóþòüñÿ ï³ä âïëèâîì âå-
ëèêî¿ ê³ëüêîñò³ çîâí³øí³õ ³ âíóòð³øí³õ ÷èííèê³â, 
ÿê³ âèçíà÷àþòü õàðàêòåð, ö³ë³ òà ³íñòðóìåíòè HR–
óïðàâë³ííÿ. Ðîçóì³ííÿ öèõ ÷èííèê³â º êðèòè÷íî 
âàæëèâèì äëÿ åôåêòèâíîãî êàäðîâîãî ïëàíó-
âàííÿ, àäàïòàö³¿ äî çì³í ³ äîñÿãíåííÿ ñòðàòåã³÷-
íèõ ö³ëåé ï³äïðèºìñòâà.

Çîâí³øí³ ÷èííèêè öå ÷èííèêè, ùî íå êîíòðîëþ-
þòüñÿ áåçïîñåðåäíüî ï³äïðèºìñòâîì, àëå âïëèâà-
þòü íà éîãî êàäðîâó ïîë³òèêó. Äî çîâí³øí³õ ÷èííèê³â 
â³äíîñÿòüñÿ. Åêîíîì³÷í³ óìîâè; ð³âåíü áåçðîá³òòÿ, 
çàãàëüíèé ñòàí åêîíîì³êè (ðåöåñ³ÿ / çðîñòàííÿ), 
âàðò³ñòü ïðàö³, ³íôëÿö³ÿ, ïîäàòêîâà ïîë³òèêà. Ïðà-
âîâå ðåãóëþâàííÿ; òðóäîâå çàêîíîäàâñòâî, çàõè-
ñòó ïåðñîíàëüíèõ äàíèõ. Ñîö³àëüíî – äåìîãðàô³÷í³ 
òåíäåíö³¿; ñòàð³ííÿ íàñåëåííÿ, óðáàí³çàö³ÿ, ì³ãðàö³ÿ 
ðîáî÷î¿ ñèëè. Òåõíîëîã³÷í³ çì³íè; àâòîìàòèçàö³ÿ, 
öèôðîâ³çàö³ÿ, øòó÷íèé ³íòåëåêò, âèìîãè äî íîâèõ 
öèôðîâèõ êîìïåòåíö³é, â³ääàëåíà ðîáîòà, ã³áðèäí³ 
ìîäåë³ ïðàö³. Êîíêóðåíö³ÿ íà ðèíêó ïðàö³; ïðîïîçè-
ö³ÿ ³ ïîïèò, ðåïóòàö³ÿ ðîáîòîäàâöÿ, ïîçèö³îíóâàííÿ 
áðåíäó ï³äïðèºìñòâà [2, 6].

Âíóòð³øí³ ÷èííèêè öå ÷èííèêè, ÿê³ çàëåæàòü â³ä 
âíóòð³øíüîãî ñåðåäîâèùà ï³äïðèºìñòâà òà ìîæóòü 
çì³íþâàòèñü êåð³âíèöòâîì. Äî âíóòð³øí³õ ÷èííèê³â 
â³äíîñÿòüñÿ. Çàãàëüíà ñòðàòåã³ÿ îðãàí³çàö³¿; ñòðà-
òåã³ÿ çðîñòàííÿ, ñòàá³ë³çàö³¿ àáî ñêîðî÷åííÿ, îð³ºí-
òàö³ÿ íà ³ííîâàö³¿, ÿê³ñòü, òèï óïðàâë³íñüêî¿ ìîäåë³. 
Ô³íàíñîâ³ ðåñóðñè; ìîæëèâ³ñòü ³íâåñòóâàòè â íàâ-
÷àííÿ, HR–òåõíîëîã³¿, ð³âåíü çàðîá³òíî¿ ïëàòè â ïî-
ð³âíÿíí³ ç ðèíêîì. Êîðïîðàòèâíà êóëüòóðà; ñòèëü 
êåð³âíèöòâà, ö³ííîñò³ òà íîðìè ïîâåä³íêè â êîìïà-
í³¿, ãîòîâí³ñòü äî çì³í. Ñòðóêòóðà ³ ÷èñåëüí³ñòü ïåð-
ñîíàëó; ð³âåíü êâàë³ô³êàö³¿, äîñâ³ä, êîìïåòåíòíîñò³, 
ïëèíí³ñòü êàäð³â, çàëó÷åí³ñòü. Ð³âåíü HR–êîìïå-

Ðèñóíîê 1. Ìîäåëü ôîðìóâàííÿ îñíîâíèõ îá’ºêò³â ñòðàòåã³÷íîãî óïðàâë³ííÿ ïåðñîíàëîì [2, 3]
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òåíòíîñò³ â îðãàí³çàö³¿; ïðîôåñ³îíàë³çì HR–â³ää³-
ëó, íàÿâí³ñòü ñòðàòåã³÷íîãî áà÷åííÿ, âïðîâàäæåííÿ 
HR–àíàë³òèêè òà ñó÷àñíèõ ïðàêòèê.

HR–ñòðàòåã³ÿ ôîðìóºòüñÿ íà ñòèêó çîâí³øí³õ 
âèêëèê³â ³ âíóòð³øíüîãî ïîòåíö³àëó (Ðèñ. 2.). Çî-
êðåìà, çðîñòàííÿ êîíêóðåíö³¿ çà ²Ò–ñïåö³àë³ñò³â º 
çîâí³øí³ì ÷èííèêîì, à çì³íè ó ñèñòåì³ ìîòèâà-
ö³¿ º âíóòð³øí³ì âïëèâîì. Ââåäåííÿ íîâèõ òåõíî-
ëîã³é öå çîâí³øí³é ÷èííèê, ó òîé ÷àñ ÿê àäàïòà-
ö³ÿ ñèñòåìè íàâ÷àííÿ ïåðñîíàëó ï³äïðèºìñòâà º 
âíóòð³øí³ì ÷èííèêîì. Äåìîãðàô³÷íå ñòàð³ííÿ º 
çîâí³øí³ì ÷èííèêîì, à ïðîãðàìè ïåðåäà÷³ çíàíü 
òà íàñòàâíèöòâà âíóòð³øí³ì.

Ñòðàòåã³ÿ ³ ïîë³òèêà ìåíåäæìåíòó ïåðñîíà-
ëó ïîâèíí³ àäàïòóâàòèñü äî äèíàì³÷íèõ çîâí³ø-
í³õ óìîâ, âðàõîâóâàòè ðåàë³¿ ³ ðåñóðñè ñàìî¿ îðãà-
í³çàö³¿, áóòè ãíó÷êèìè, àëå âîäíî÷àñ ñòðàòåã³÷íî 
ïîñë³äîâíèìè. Ëèøå óðàõóâàííÿ âñ³õ êëþ÷îâèõ 
÷èííèê³â äîçâîëÿº ñôîðìóâàòè HR–ñòðàòåã³þ, 
ÿêà íå ëèøå â³äïîâ³äàº ñüîãîäåííþ, à é çàáåçïå-
÷óº ñò³éêå çðîñòàííÿ îðãàí³çàö³¿ ó ìàéáóòíüîìó.

Óïðàâë³ííÿ ïåðñîíàëîì â óìîâàõ äèíàì³÷íî-
ãî ðîçâèòêó åêîíîì³êè, öèôðîâ³çàö³¿ òà çì³íè òðó-
äîâèõ ö³ííîñòåé ïîòðåáóº íå ëèøå ïðàêòè÷íèõ ð³-
øåíü, à é ãëèáîêîãî ìåòîäîëîã³÷íîãî îñìèñëåííÿ. 
Ñòðàòåã³ÿ ìåíåäæìåíòó ïåðñîíàëó ìàº áóäóâàòè-
ñÿ íà ÷³òêèõ òåîðåòè÷íèõ çàñàäàõ, ÿê³ âðàõîâóþòü 
ÿê çàãàëüí³ ïðèíöèïè óïðàâë³ííÿ, òàê ³ îñîáëèâîñ-
ò³ ñîö³àëüíî–ïñèõîëîã³÷íî¿ ïîâåä³íêè ïðàö³âíèê³â.

Ñóòí³ñòü ìåòîäîëîã³¿ â óïðàâë³íí³ ïåðñîíàëîì 
áàçóºòüñÿ íà îñíîâ³ ñèñòåìè çíàíü ïðî ïðèíöè-
ïè, ï³äõîäè, ìåòîäè òà ³íñòðóìåíòè ôîðìóâàííÿ 
é ðåàë³çàö³¿ êàäðîâî¿ ñòðàòåã³¿ â³äïîâ³äíî äî ö³-
ëåé ï³äïðèºìñòâà. Ìåòîäîëîã³ÿ âèçíà÷àº, ÿê ³ ÷î-
ìó ïðèéìàþòüñÿ ò³ ÷è ³íø³ ð³øåííÿ. Ìåòîäîëîã³ÿ 
îõîïëþº ñâ³òîãëÿäí³ çàñàäè; ö³ííîñò³, ïðèíöèïè 
óïðàâë³ííÿ. Íàóêîâ³ ï³äõîäè; åêîíîì³÷íèé, ñîö³-
àëüíèé, ïñèõîëîã³÷íèé. ²íñòðóìåíòàð³é; ìåòîäè 
ïëàíóâàííÿ, îö³íêè, àíàë³çó.

Êëþ÷îâèìè ìåòîäîëîã³÷íèìè ïðèíöèïàìè HR–
ñòðàòåã³¿ º ñèñòåìí³ñòü ÿêà ðåàë³çóºòüñÿ ó òîìó, 

ùî ïåðñîíàë ðîçãëÿäàºòüñÿ ÿê åëåìåíò ö³ë³ñíî¿ 
îðãàí³çàö³éíî¿ ñèñòåìè, âçàºìîçâ’ÿçîê ì³æ á³ç-
íåñ–ñòðàòåã³ºþ òà HR–ñòðàòåã³ºþ. Ö³ëåñïðÿìî-
âàí³ñòü ÿêà çàáåçïå÷óº ï³äïîðÿäêîâàí³ñòü êà-
äðîâèõ çàõîä³â ñòðàòåã³÷í³ì ö³ëÿì ï³äïðèºìñòâà. 
²ííîâàö³éí³ñòü îð³ºíòóº íà çì³íè, àäàïòèâí³ñòü, 
â³äêðèò³ñòü äî íîâèõ ôîðì îðãàí³çàö³¿ ïðàö³. Ñî-
ö³àëüíà â³äïîâ³äàëüí³ñòü ñïðÿìîâàíà íà çàáåç-
ïå÷åííÿ ñïðàâåäëèâîñò³, ð³âíèõ ìîæëèâîñòåé, 
ï³äòðèìêà äîáðîáóòó ïðàö³âíèê³â. Êîìïëåêñí³ñòü 
ïîºäíóº åêîíîì³÷í³, ïñèõîëîã³÷í³, îðãàí³çàö³éí³ 
÷èííèêè ó ïðèéíÿòò³ ð³øåíü òàáëèöÿ 1.

Ìåòîäîëîã³÷í³ àñïåêòè ñòðàòåã³¿ ìåíåäæìåíòó 
ïåðñîíàëó º áàçîþ äëÿ óñâ³äîìëåíîãî, îá´ðóí-
òîâàíîãî òà åôåêòèâíîãî óïðàâë³ííÿ ëþäñüêèìè 
ðåñóðñàìè. ¯õíº ãëèáîêå ðîçóì³ííÿ äîçâîëÿº çà-
áåçïå÷èòè óçãîäæåí³ñòü HR–ä³ÿëüíîñò³ ç ö³ëÿìè 
á³çíåñó, ï³äâèùèòè ãíó÷ê³ñòü ³ ñò³éê³ñòü ï³äïðèºì-
ñòâà, ñòâîðèòè óìîâè äëÿ ãàðìîí³éíîãî ðîçâèòêó 
ÿê ï³äïðèºìñòâà, òàê ³ ¿¿ ïðàö³âíèê³â. Óñï³øíà HR–
ñòðàòåã³ÿ – öå çàâæäè ðåçóëüòàò ïîºäíàííÿ íàó-
êè, óïðàâë³íñüêîãî äîñâ³äó òà ãëèáîêîãî ðîçóì³í-
íÿ ëþäñüêî¿ ïðèðîäè [1, 4].

Â óìîâàõ øâèäêîïëèííèõ åêîíîì³÷íèõ çì³í, ãëî-
áàë³çàö³¿, öèôðîâî¿ òðàíñôîðìàö³¿ òà íåñòàá³ëüíîñ-
ò³ ðèíêó ïåðñîíàë ñòàº íå ïðîñòî ðåñóðñîì, à êëþ-
÷îâèì ñòðàòåã³÷íèì ÷èííèêîì óñï³õó ï³äïðèºìñòâà. 
Åôåêòèâíà ñòðàòåã³ÿ ìåíåäæìåíòó ïåðñîíàëó ìàº 
áóòè ò³ñíî ïîâ’ÿçàíà ³ç çàãàëüíîþ ñòðàòåã³ºþ ðîç-
âèòêó ï³äïðèºìñòâà, îñê³ëüêè ñàìå ëþäñüêèé êàï³-
òàë ðåàë³çóº á³çíåñ–ö³ë³, çàáåçïå÷óº ³ííîâàö³éí³ñòü 
òà êîíêóðåíòîñïðîìîæí³ñòü (Ðèñ. 3.).

Ñóòí³ñòü çâ’ÿçêó ì³æ HR–ñòðàòåã³ºþ òà á³çíåñ–
ñòðàòåã³ºþ. HR–ñòðàòåã³ÿ – öå ñóêóïí³ñòü ö³ëåé, 
ïðèíöèï³â òà çàõîä³â, ñïðÿìîâàíèõ íà óïðàâë³ííÿ 
ëþäñüêèìè ðåñóðñàìè â³äïîâ³äíî äî ñòðàòåã³÷íî-
ãî âåêòîðó ï³äïðèºìñòâà. Á³çíåñ–ñòðàòåã³ÿ – öå ãå-
íåðàëüíèé ïëàí äîñÿãíåííÿ äîâãîñòðîêîâèõ ö³ëåé 
ï³äïðèºìñòâà, âêëþ÷àþ÷è âèá³ð ðèíêó, ïðîäóêòó, 
êîíêóðåíòíèõ ïåðåâàã òîùî. Çâ’ÿçîê ì³æ íèìè ïî-
ëÿãàº ó òîìó, ùî: HR–ñòðàòåã³ÿ ï³äòðèìóº ðåàë³çà-

Ðèñóíîê 2. ×èííèêè âïëèâó íà ñòðàòåã³þ ìåíåäæìåíòó ïåðñîíàëó [3, 5]
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ö³þ á³çíåñ–ö³ëåé; Ëþäñüêèé êàï³òàë àäàïòóºòüñÿ äî 
ñòðàòåã³÷íèõ âèêëèê³â; Ðîçâèòîê ïåðñîíàëó çàáåç-
ïå÷óº îðãàí³çàö³éí³ òðàíñôîðìàö³¿ [3, 6].

Òàêèì ÷èíîì, HR–ñòðàòåã³ÿ º ìîñòîì ì³æ ñòðà-
òåã³÷íèì çàäóìîì êåð³âíèöòâà ³ ðåàëüíîþ ïî-
âåä³íêîþ ïðàö³âíèê³â. Çâ’ÿçîê ì³æ ñòðàòåã³ºþ 
ìåíåäæìåíòó ïåðñîíàëó òà ñòðàòåã³ºþ ï³äïðè-
ºìñòâà º êðèòè÷íî âàæëèâèì ÷èííèêîì ñòàëîãî 
ðîçâèòêó á³çíåñó â óìîâàõ íåâèçíà÷åíîñò³. ²íòå-
ãðàö³ÿ HR ó ñòðàòåã³÷íå ïëàíóâàííÿ çàáåçïå÷óº 
åôåêòèâíó ðåàë³çàö³þ çì³í, ï³äâèùóº àäàïòèâ-
í³ñòü ï³äïðèºìñòâà ïîñèëþº êîíêóðåíòí³ ïåðåâà-
ãè ÷åðåç ðîçâèòîê ëþäñüêîãî êàï³òàëó. Ò³ëüêè òî-
ä³, êîëè HR–ñòðàòåã³ÿ ñòàº ñêëàäîâîþ çàãàëüíî¿ 
ñòðàòåã³¿, ï³äïðèºìñòâî ìîæå ðåàë³çóâàòè ïîòåí-
ö³àë ñâî¿õ ëþäåé ïîâíîþ ì³ðîþ.

Âèñíîâîê
Ó ñó÷àñíèõ óìîâàõ ñòðàòåã³ÿ ìåíåäæìåíòó ïåð-

ñîíàëó âèñòóïàº îäíèì ³ç âèçíà÷àëüíèõ ÷èííè-
ê³â äîâãîñòðîêîâîãî óñï³õó ï³äïðèºìñòâà. ¯¿ åôåê-
òèâíà ðåàë³çàö³ÿ äîçâîëÿº íå ëèøå çàáåçïå÷èòè 
ñòàá³ëüí³ñòü âíóòð³øí³õ ïðîöåñ³â, àëå é ï³äâèùè-
òè êîíêóðåíòîñïðîìîæí³ñòü íà ðèíêó. Äëÿ öüîãî 
íåîáõ³äíî ïåðåãëÿäàòè ï³äõîäè äî HR–ìåíåäæ-
ìåíòó, âïðîâàäæóþ÷è ³ííîâàö³éí³ ð³øåííÿ, ùî 
â³äïîâ³äàþòü ñó÷àñíèì âèêëèêàì. Ó ïðîöåñ³ íàó-
êîâîãî äîñë³äæåííÿ áóëî ðîçêðèòî àêòóàëüí³ ïè-
òàííÿ âïëèâó ñòðàòåã³¿ ìåíåäæìåíòó ïåðñîíàëó 
íà åôåêòèâí³ñòü ä³ÿëüíîñò³ ï³äïðèºìñòâà. Âèçíà-

÷åíî îñíîâí³ ïðîáëåìè ðåàë³çàö³¿ êàäðîâèõ ñòðà-
òåã³é â óìîâàõ öèôðîâ³çàö³¿, ðèíêîâî¿ íåñòàá³ëü-
íîñò³ òà ãëîáàëüíî¿ êîíêóðåíö³¿. Çä³éñíåíî àíàë³ç 
ñó÷àñíèõ òåíäåíö³é â óïðàâë³íí³ ëþäñüêèìè ðå-
ñóðñàìè òà îá´ðóíòîâàíî íåîáõ³äí³ñòü ³íòåãðàö³¿ 
HR–ñòðàòåã³¿ ó çàãàëüíó ñèñòåìó ñòðàòåã³÷íîãî 
óïðàâë³ííÿ ï³äïðèºìñòâîì.
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Ðèñóíîê 3. Ìîäåëü ñòðàòåã³÷íîãî óçãîäæåííÿ ìåíåäæìåíòó ïåðñîíàëó ç³ ñòðàòåã³ºþ 
ä³ÿëüíîñò³ ï³äïðèºìñòâà [4, 7]
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