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FORMATION OF HR (HUMAN
RESOURCES) BUSINESS STRATEGY
BASED ON SPACE ANALYSIS

O6’ckmom docaioncenis € npouec NPUUHAMMS CMpameziunux Kaoposux piwens na nionpuemcmei. OckiivKu
nepconal NiONPUEMCMEA € 1020 OCHOBHUM CMPAMEZIUHUM PECYPCOM Y KOHKYpenmuiti 60pomuvoi, mo docaioxcenis
susnauenozo 06’ckmy € docums nepcnexmusnumu. OOnum 3 HaubinbLL NPOOGICMHUX MICUD Y SUPTWENHT Ub020 NU-
manis € GI0CYMHicms YimKUx MemoouUuHux pexomenoayii uo0o o0rpynmyseanis kadposoi cmpamezii nionpuem-
cmea. B x00i docuidacenns 3anpononosano memoouxy Gopmysanis kadposoi cmpamezii nionpuemcmea na 0CHogi
sacmocyeanns ounamiunozo SPACE-ananisy. SPACE-ananiz moou®ixosano wasxom UHAYEHHS Y3A2AIbHEHUX
Kpumepiie. Buympiunii xpumepii xapaxmepusyiomscs NOKA3HUKAMU KA0P06020 3abesneueniis nionpuemcmsa ma
KOHKYPEHMHUMU NePesazamu CUCTIEMU YNPABLIHHI NePCOLaroM. 306niwni kpumepii — npusabausicmio depicas-
1OI Kadpo6oi NOMIMUKY Ma NOKASHUKAMU CMAOLILHOCTE PUNKY NPayi. 3a KONCHUM 3 Y3A2ANbHIOIOUUX KPUMepiie
BUSHAUEHO CUCTNEMY YACMKOBUX NOKA3HUKIE. [Iposedeno nonapre nopieHsiHHS Ma OUIHIBAHHSL 83AEMOBNIUBY MINC
YACMKOBUMU NOKAZHUKAMU OJ15L KONHCHOZ0 Y3A2ATOHEH020 KPUMepito, o 0ai0 3M02Y BUSHAYUMU KOeDiyieHmu 6azo-
MOCmi uux nokasnuxie. B ocnosy supiwenis uybo20 3a60anis 6110 NOKAADEHO MeMo0 anaiisy iepapxiil. 3 memoio
niomeepoicenis 00CMoGIPHOCTE OMPUMAHUX 6A206UX Koepiuienmie 6yau po3paxosani NOKASHUKY Y3200X4CeHOCI
OYMOK excnepmis. 3a KONCHUM 3 UACMKOBUX NOKASHUKIG 2PYNO0I0 eKCnepmie OYlo Ouineno 1020 NOmouHuil ma
NePCNeKMUEHULL CMAiL. «36YACYBANH> eKCREPMHUX OUIHOK YACTKOBUX NOKASHUKIE 6100Y6AN0CS HA 0CHOBL MOOU-
pirxosanux popmyn 6azoeozo SPACE-ananizy. Ile dano smozy nputinsmms piwenis wo00 mpackmopii po3eumiy
Kadposoi ckaiadosoi nionpuemcmea. Tax kadposa cmpamezisi NiONPUEMCMBA 3ANENCHO 610 3HAUEHD Y3AZANLHIONUUX
Kpumepii modce nompanismu 0o 001020 3 HOMUPLOX KEAOPAHMIG: AZPECUBH020, 3AXUCHO20, KOHKYPEHMHO020 a60
KOHCepeamueHozo. Po3pobieno. mampuyio cmpamezivnux kaoposux pexomenoayii (piwens) 01 6USHAYEHUX
6a306ux mpackmopiil 3minu cmany kaopoeoi cmpameziunoi nosuyii nionpuemcmea. Pesyivmamom sacmocysaniis
MemoouKu € opmysanis cmpameziunux pexomeHoayii 0 0HOBLeHHS Kadposoi cmpamezii nionpuemcmea, wo
8 €8010 uepey 0ae 3mozy NIOBUWUMU 1020 KOHKYPEHMOCHPOMONCHICND.

Kmwouosi cnosa: Kkadposa cmpamezis nionpucmcmea, ounamiunuii SPACE-ananis, kaoposa cmpameziuna nosuyist
NIONPUEMCTNEA, MAMPULUS CIIPATNELIUHUX PEKOMEHOAUIIL.

Bilorus T.

1. Introduction

Any company that aims for successful development
and functioning in a competitive environment plans its
activities, not only for tomorrow but for the future as
well. A necessary condition for sustainable development is
of course to improve efficiency management. A special role
in this process is a creation of human resources business
strategy that involves the use of modern methodological
tools that, in turn, enables to study personnel strategy
and success in the long term.

The current practice of strategic management personnel
of the enterprise is undergoing radical change due to the
increasing social responsibility of business, its strategic
orientation, change of workers’ personal values. The inef-
fectiveness of strategic HR management, which reduces
the efficiency of HR department and the enterprise, due
to the lack of complete integrated approaches meet the
challenges facing it. All of the above mentioned patterns
determine the relevance of the research topic.

Nowadays, most of the Ukrainian academics and prac-
titioners tend to use borrowed theoretical approaches and
methodological tools in strategic management research.
And most of them today are sufficiently adapted to lo-
cal realities and needs of strategic management. Practice
shows that in most cases strategic solutions are made

by managers intuitively, which significantly reduces the
effectiveness of such solutions. Therefore, modification
of modern strategic tools to fix problems in the forma-
tion of human resources strategy is very important and
relevant task.

2. The ohject of research
and its technological audit

Despite a thorough study of various aspects of strategic
management (nature, objectives, principles, etc.), issues of
developing specific practical tools adoption remain poorly
understood and lack relevant studies on structural person-
nel policy decisions.

The subjects of research are theoretical, methodological
and applied aspects of human resource strategic manage-
ment in a dynamic development. The object of research
is the process of making strategic personnel decisions in
the company. Empirical research was carried out on the
basis of materials of six sewing enterprises of the Kyiv
region, which are subjects of small business. The data
were analyzed over the past three years (2015-2017), the
survey was conducted in January 2018. Information sources
were information from official websites, enterprise reporting
and a panel of experts. Experts were representatives of the
management of enterprises and specialists of the company

.
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specializing in personnel audit. Data can’t be disclosed,
as they relate to trade secrets.

3. The aim and ohjectives of research

The aim of research is development of formal guide-
lines regarding staffing analysis strategic positions on the
basis of modified SPACE-dynamic analysis and drawing up
a list of possible policy recommendations (alternatives).

According to a specific aim in the research the fol-
lowing theoretical and practical tasks were formulated
and addressed:

1. To separate phases that determine the personnel
policy positions based on a dynamic SPACE-analysis.

2. Identification of general criteria for assessing the
strategic position of the company.

3. Formation of a group of private evaluation indicators
for each generalized criterion and determination of their
weighting factors and performance of the assessment of
indicators.

4. Conducting a cause-and-effect analysis of possible
scenarios for the development of the human resources com-
ponent of the enterprise.

5. To illustrate research results empirically.

4. Research of existing solutions
of the prohlem

The problematic issues of strategic personnel mana-
gement (SPM) are reflected in the writings of many scien-
tists, most of whom [1-5]:

— approaches to the essence of the categories «strategic

management of personnel», «personnel strategy» and

the like;

— attention is focused on the enumeration of the SPM

aims and tasks;

— the relationships between corporate and personnel

strategies have been established;

— the principles and components (stages) of the for-

mation of the personnel strategy are defined.

Thus, in particular, in [6, 7] the author tried to sys-
tematize the approaches of various authors on the classifi-
cation of HR strategies. The author [8] within the limits
of his research systematized the main Western European
approaches within the administrative science on the essence
of strategic personnel management. The study [9] not only
identified the main types of personnel strategies, but also
provided their characteristics. In addition to the general
characteristics of the SPM process, attention is focused on
its diagnosis and quality assessment by the authors [10, 11].
Along with these contributions, one could argue that the
issue of development of fundamental methodological ap-
proaches (tools) on the formation of personnel strategy
of enterprise practically not covered in the scientific lite-
rature. Therefore, they are the most relevant for being
chosen as an object of study.

A significant group of methods for the implementa-
tion of strategic analysis and development strategies for
enterprise system is the matrix approach, which can be
modified in terms of their use of the choice of HR strat-
egy. Comprehensive diagnostic method based on strategic
multi analysis which stands for the strategic position of
the company and forming strategic recommendations is
SPACE-analysis. Quite a large number of modern schol-

ars have devoted their work with this method [12-15].
In the study [16], the base model of SPACE-analysis was
supplemented with the scale of the T. Saaty method for
determining the weight coefficients of the partial evalua-
tion criteria.

The author [17] with the aim of forming a holistic
vision of the bank’s activity proposed to supplement the
method of using a balanced system of indicators. An at-
tempt to adapt this methodological toolkit to assess the
investment potential of the enterprise was demonstrated in
[18]. But all their achievements concern only the definition
of the strategic position of the company as a whole. This
leads to the need to improve the methodological support
and develop appropriate strategic recommendations for
the formation of HR strategy.

5. Methods of research

Research strategic HR issues are characterized by in-
terdisciplinary character, dialectical combination of general
and special.

The general management theory is chosen here as
a theoretical framework since strategic HR management
should fit wider systems of human resource management.
This involves compliance with laws and principles of
management, performance management functions and
a close relationship with other elements of the manage-
ment system.

To achieve the objectives let’s use different basic scien-
tific methods and techniques. In particular, the use of
a comprehensive system approach to strategic personnel
management makes it possible to obtain the main theo-
retical and applied research results, namely, the essence
of the strategic management of personnel and the person-
nel strategy that make up its formations and the like. In
constructing the logic and structure of a study highligh-
ting the main criteria of their systematization methods of
structural and logical analysis, abstraction and analogy-
based comprehensive and systematic approach are used.
The method of comparative analysis and synthesis are
used in the identification of fundamental and key causes
of personnel problems in strategic management.

Empirical studies based on the use of such methods:

— observation and generalization — for partial separa-

tion of generalized indicators assessment criteria;

— analytical and calculation method — generalized evalua-

tion criteria for formation of the personnel alternatives;

— dynamic approach — to systematize the current and

forecasted results of expert surveys;

— methods of expert assessments — to determine the

validity of partial indicators and obtain current and

projected values for them.

Difficulties in implementing the study primarily related
to confidential information (reporting and planning) and
finding qualified experts with their subjective opinions.

6. Research results

Using the idea of SPACE-method makes it possible
to distinguish between the options and identify strategic
initiatives that are most appropriate in the current cir-
cumstances. The author offers the use of the algorithm
implementation of dynamic analysis of personnel SPACE-
enterprise subsystem, which includes seven steps.
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Step 1. ldentification of generalized criteria assess-
ment personnel strategic position of the company. In the
rectangular Cartesian coordinate system, the author sug-
gested postponing:

a) on the vertical axis — the value of the internal pa-
rameters:

— OS - organization staffing;

— CAHRM - competitive advantages of human resour-

ce management systems in organization;

b) on the horizontal axis — the value of the external
parameters:

— SPPA - state personnel policy attractiveness;

— LMS - labour market stability.

Using these indicators will take into account the most
important signs of global strategic staffing position of the
company (Fig. 1).

0S
Conservative 1 6 P;ggiresswe
strategy strategy
CAHRM SPPA
6 0 %
Defence Competition
strategy V-6 strategy
LMS

Fig. 1. Global strategic staffing position of the company:
0S - organization staffing; CAHBM — competitive advantages
of human resource management systems in organization;
SPPA - state personnel policy attractiveness;

LMS - labour market stability

Step 2. Formation of group of partial performance
evaluation for each elected at the previous stage of ge-
neralized criteria. With the implementation of this phase
it is necessary to take into account such requirements as
quantitative measurability of indicators of completeness
and minimality.

Depending on the company, the state of its staff, the
state branch of the labour market, generalized criteria
may be represented not only by the different number of
partial indicators, but with different values. Within the
study possible partial set of indicators for each of the
criteria summarized as follows:

a) Staffing company:

— job satisfaction level;

— personnel discipline level,

— staff stability level,

— staff education level;

— staff responsibility;

— staff health level.

b) Competitive advantages of HR company:

— the level of corporate culture;

— level of organization and working conditions;

— effectiveness of motivation subsystems;

— sophistication subsystem of vocational training, pro-

motion and development;

— level of socio-psychological climate in the team;

— effectiveness of selection subsystems, adaptation and

evaluation of staff.

¢) Attractiveness of personnel policy:

— quality of legal acts that regulate labour relations;

— effectiveness of the state training program;

— involvement of investment in workforce develop-

ment, personnel systems and personnel management;

— level of social security and protection (pensions,

medical services, insurance, services TCoAS etc.);

— income and standard of living (minimum wage);

— the level of social infrastructure of the country

(region).

d) The stability of the labour market:

— educational and cultural level of the population;

— the effectiveness of the institutions of employment;

— load of registered unemployed per vacancy (vacant

position);

— unemployment and its duration;

— level of economic activity of the population of wor-

king age;

— effectiveness of the trade unions.

Step 3. Determination of weighting coefficients for se-
lected partial indicators for each of the generalized criteria.
The most common method by which to solve the problem
is the method of analytic hierarchy process (MoAHP),
designed by the famous American mathematician [19, 20].
Under this method the choice of priority solutions by
means of paired comparisons. MoAHP synthesis procedure
involves many approvals, receipt of the priority criteria
and alternative solutions [19].

Previously identified partial figures are used to compare
pairs for their contribution to the general criteria. The
system of pairwise comparisons leads to a result that can
be represented as a quadratic inversely symmetric matrix.
Elements of the matrix |la;|| are the intensity of display
element hierarchy to the element hierarchy #j, as measured
by the intensity scale from 1 to 9, where scoring have
the following meaning:

1 — equal opportunity;

3 — moderate advantage of one element over another;

2, 4, 6, 8 — intermediate values;

5 — significant or strong advantage;

7 — significant advantage;

9 — absolute advantage.

One way to approximate calculation of weight coef-
ficients is [21]:

where a; — an estimate of the relative preference for
the K; criterion compared to the K; criterion; i — an ele-
ment of the hierarchy; n — the order of the matrix of
pairwise congruences.

Let’s build the matrix of paired comparisons of partial
criteria and calculate their weight coefficients, the results
of which are given in Table 1.

For the subjective pairwise comparisons using Saaty
scale, which was mentioned earlier.

5
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Matrix comparing partial indicators for generalized criteria «Staffing of company» and their weights Teble 1
Staffing of company A1l A2 A3 A4 A5 AB Geometric mean Weight W,;
A1. Job satisfaction level 1 0.33 3 0.20 0.20 5 0.7634 0.0844
A2. Staif discipline level 3 1 3 0.33 0.33 7 1.3785 0.1524
A3. Stalf stability level 0.33 0.33 1 0.14 0.20 3 0.4573 0.0506
A4. Educational qualification of staff 5 3 7 1 3 9 3.7621 0.4160
AS5. Staff responsibility level 5 3 5 0.33 1 9 2.4621 0.2723
AB. Staff health level 0.20 0.14 0.33 0.11 0.11 1 0.2195 0.0243
Total value 9.0428 1

In order to received the weights could be used in further
studies, it is necessary to calculate performance consistency.
Note that to the T. Saaty method [19, 20] provides the
ability to verify peer reviews by calculating the consisten-
cy index (organic) J and comparing it with the reference
value J*. Consistency index is calculated using the formula:

P\'max - nl
.]: ( s
n-1)
where A, — the maximum value of the eigenvector of

the matrix; n — the order of the matrix of pairwise con-
gruences.

The reference values of consistency for J* N=6is 1.24 [21].
The expert’s arguments are considered to be consistent
if J<0.1-J". In case of default of the above conditions
should review evaluation experts paired comparisons. Check:
J=0.0746; 0.1-/°=0.1-1.24=0.124; therefore 0.0746<0.124,
i. e. J<0.1-J". Thus, the expert reasoning is consistent, and
the resulting weights — authentic.

Similar calculations hold for all of us still generalized
criteria.

The value of the calculated weight coefficients for all
the partial indicators for certain generalized criteria given
in the Table 2.

Tahle 2

The results of the expert evaluation for HR component of enterprise by SPACE-analysis

No. | Partial figures for generalized criteria Weights Current state Estimated state
Staffing company
1 |Job satisfaction level 0.0844 4.7 5.2
2 | Staff discipline level 0.1524 5.3 5.6
3 | Staff stability level 0.0506 3.6 4.0
4 | Educational qualification of staff 0.4160 4.7 5.3
5 | Staff responsibility level 0.2723 4.5 5.0
6 |Staff health level 0.0243 48 5.2
Competitive advantages of the enterprise HR
1 | Corporate culture level 0.0240 2.7 4.1
2 | The level of organization and working conditions 0.0835 2.3 4.4
3 | Effectiveness of motivation subsystem 0.3425 3.2 4.5
4 | Sophistication subsystem of vocational training, promotion and development 0.1641 3.6 4.5
5 | The level of socio-psychological climate in the team 0.3425 3.1 4.0
6 |Effectiveness subsystem selection, adaptation and evaluation of staff 0.0433 2.5 3.5
The attractiveness of personnel policy
1 | The quality of normative legal acts regulating labour relations 0.0684 3.3 4.3
2 | The effectiveness of the state training program 0.1428 3.0 4.5
3 | The attraction level of investments in workforce development, HR systems and HR 0.4360 2.3 2.8
4 | Level of social security and protection 0.2338 3.0 4.5
5 |Income and living standards 0.0988 3.5 5.1
6 |The social infrastructure of the country (region) 0.0202 3.5 4.3
The stability of the labour market
1 | Educational and cultural level of the population 0.0815 4.2 4.7
2 | The effectiveness of the institutions of employment 0.2667 5.0 5.5
3 | Loading registered unemployed per vacancy (vacant position) 0.1475 4.8 5.1
4 | Unemployment and its duration 0.0423 46 3.3
5 | The economic activity of the population of working age 0.4375 5.2 5.4
6 |The effectiveness of trade unions 0.0244 2.8 3.5
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Step 4. Evaluation of partial indicators for

criteria for generalized 6-point scale (from 0 (worst value)
to 6 (best value)). Assessment is conducted by an expert
for the current and projected state of the company. The
composition of the expert group can be included experts

from service management personnel, business
leaders, heads of departments of various levels of
government, as well as external. Experts within
the framework of the study are representatives
of the management of sewing enterprises, acted
as research objects, as well as representatives
of the company specializing in personnel audit.
Assessment results are presented in Table 2.

Step 5. «Constriction» of peer reviews within
each group of partial indicators. For this task
we take as a basis the modified basic formula
SPACE-analysis suggested by the authors [22]:

08,=Y 0% -08/;
J
SPPA; =Y wi™ - SPPA/;
J
CAHRM, = Y @™ .CAHRM/ —6;
j

LMS; = @i - LMS/ -6.
J

Coordinates of vectors that characterize
the state of HR component of the enterprise
are defined by the formulas:

Yi=0S8;+LMS;.

For the current and projected state vector
can be placed in one of four quadrants: «ag-
gressive state», «competitive state», «defence
state» or «conservative stater.

The results of calculation parameters and
current coordinates (L) and predicted (P*)
states of the human resources component of
the company are listed in the Table 3.

each of the

Conservative
strategy

CAHRM

Matrix of SPACE-dynamic analysis for human resources
component of the company will look like (Fig. 2). Fixed
in Fig. 3 the trajectory of development of a personnel
component of the enterprise is the result of strengthening
of values of all general criteria selected in the study.

/0 Aggressive
strategy

SPPA

Defence
strategy

Competition
strategy

v -6
LMS

Fig. 2. Matrix SPACE-dynamic analysis of enterprise HR component

Conservative Aggressive
strategy strategy
CAHRM SPPA
-6 6
Defence .
strategy Competition
strategy

LMS

Fig. 3. The trajectory of HR component of the enterprise

Table 3

Settings of SPACE-analysis for HR component

Value by generalized criteria

CAHEM SPPA

05 LMS

L P L P L

P L P*

HA compo- | -2.8862 | -1.7328 | 2.0735 | 3.8005

nent of the

4.684

5.1875 | -1.0782 | -0.7256

enterprise

Coordinates of the vectors

-0.8127 2.0677

3.6058 4.4619

Diagnosis of trajectories allows to iden-
tify and claim that strategic HR component
breaks state enterprise for defined partial
indicators and obtain numerical values of
generalized gaps on key evaluation criteria.

Step 6. Conduct analysis of causal pos-
sible scenarios of HR component of the
enterprise. At this stage, it is possible to get
advice and strategic decisions on the for-
mation of HR business strategy (Table 4).

Step 7. Formation of the list of policy
recommendations that could be the basis
for the development of HR strategy. The
calculations carried out in the fifth step
and strategic recommendations received
within the sixth step, are used to observe
the movement of personnel predictable em-
phasis of the company from conservative
to aggressive quadrant.
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Tahle 4

Matrix of formation of HR business strategy and strategic recommendations SPACE-dynamic analysis

Strategic (current) state,

Trajectory

Strategic recommendations for the formation of HR business strategy

Aggressive status:

the company operates in
an attractive state person-
nel policy and stable labor
market, has a very strong
competitive advantage in the
management staff and good

staffing

AO5+ALMS5>0

Conducting management audit of organization management structure (OMS) and staffing
company to identify key jobs, which depends on the market position of the company
as a whole and the outcomes of individual units. Acceptance for the working position
carried out mainly by the number of qualified professionals who have a high potential
and competence

ACAHAM+ASFPFA>0

Organization of interaction between workers and managers on a basis of mutual trust,
respect and more attention to the problems of the workers. Supporting the corporate
culture of the company. Improving the motivation and development of staff

AO5+ALMS5<0

Urgent rotation of employees who hold key jobs, but not fully meet the requirements
by actively seeking the job market and attracting the best candidates outside or using
internal personnel reserve

ACAHAEM+ASPFPA<0

Making adjustments to the program of formation and training of personnel reserve to
accelerate the replacement of managers in crisis demonstrated a lack of professional
competence. Denial of social benefits guaranteed by the collective nature except those
established existing labor laws. Enhancing mechanisms of moral mativation. (If you
cannot pay high wage — praise more)

Competitive status:
the company operates in an
attractive state personnel
policy and precarious labor
market has a very strong
competitive advantage in the
management staff and poor
staffing

AO5+ALM5>0

The development of new competencies and skills are important because the company
plans to achieve advantages over competitors due to the concentration of technical,
financial and human resource capacity in specific areas of activity. Assessment is car-
ried out mainly by the individual results and is formalized

ACAHEM+ASPPA>0

Know your staff needs and develop appropriate measures for its promotion. Beorientation
of socio-economic support to individual social priority packages for the most valuable
employees. The company’s management focuses on the good working conditions,
professional development and career growth of employees

AO5+ALM5<0

Individual guarantee against layoffs that fully meets the requirements for jobs that they
hold. Finding qualified professionals for major jobs. Enterprise looks for the necessary
specialists among its employees, evaluating and developing their potential. The efficient
training of workers

ACAHAM+AS5PPA<O

Implementation of various methods of individual psychological support for personnel
elite of company. Refusal of prestigious but costly training programs for administrative
and managerial personnel in specialized training centers. Enhancing the implementa-
tion of collective forms of payment, which allows to organize the process of reducing
production personnel an the initiative of labor collectives (exemption from less members)

Defensive status:
the company operates in
a fairly unattractive state
personnel policy with
unstable labor market, weak
competitive advantages in the
management staff and poor
staffing

AO5+ALM5>0

Reorganizing management structure. Developing and using measures aimed at saving
workers who fully meet the requirements on their key jobs. Development of training
managerial staff and retraining existing staff who are not being redundant

ACAHAEM+ASPFA>0

Beorientation of internal proprietary systems with additional training programs for
vocational training, providing staff development. Minimizing the number of employees
and basic salary which is based on a fixed salary, which is not related to the actual
results of work. Providing normal and comfortable working conditions, care of the
health and physical condition of each worker

AO5+ALM5<0

Immediate dismissal of workers, who demonstrated disloyalty to the open policy of the
company in crisis, as well as low-skilled workers and help them with future employ-
ment. Reducing the number of employees proportionally reduce the actual amount of
performed work. Review the personnel policy of the company. Supporting staff's physical
health. Reduction program to stimulate employees because the company needs to maove
to part-time and refuse overtime work that requires additional payment

ACAHAM+ASFPFPA<0

Development of the social responsibility of enterprises for their employees (their employ-
ment decorated accordingly). Refusing any additional form of compensation which is
not related to actual results of employees work. Economically justified reduction of staff

The Conservative status:
the company operates on
unattractive personnel policy
with unstable labor market,
weak competitive advantages
in the management staff but
good staffing

AO5+ALM5>0

The development of the company is ensured by professional, creative and personal
development of its employees. Management determines the development of employees
through the enterprise and voluntary. Supporting strong team atmosphere of initiative
concerned people, ready for mutual support and teamwork. Identification and evaluation
of workers potential advancement

ACAHAM+AS5PFA>0

Strengthening corporate culture of the company. Increasing the accountability of managers
for the development of subordinates. The introduction of special bonuses in the form
of a guaranteed percentage of the additional financial effect, the company received by
a particular employee

AO5+ALM5<0

Conduct personnel audits to identify the extent to which specific employees who hold
key jobs are set to their requirements. Increasing desire of employees to self-discipline,
personal responsibility and improving professional development. Attracting new staff
with high qualifications and training existing staff

ACAHAM+ASFPPA<O

Development of the training of employees on the job by using the mentoring tool.
Enhancing monitoring of the psychological climate in the team, aimed primarily at
identifying those that provoke conflict. Formulation of corporate culture of the enterprise
for its development
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This enables to provide the following strategic advice
on the development of HR component of the company:

1. Strengthening of the competitive advantages of the
personnel management system due to:

— significant increase in the level of corporate culture

of the enterprise;

— improving the social and psychological climate in

the team;

— improving the effectiveness of the personnel manage-

ment system in all the main areas of work (recruitment,

development, motivation, etc.).

2. The use of opportunities from positive changes in
the state personnel policy, namely in matters related to
the increase:

— the level of social security and protection of the

population;

— income level of the population (in particular, to raise

the level of the minimum wage).

3. Focusing on improving the stability of the labour
market and in accordance with the opportunity to in-
crease the efficiency of the institutions of employment,
educational and cultural level of the population, etc.

4. Improvement of staffing company (education level,
the level of team stability, discipline, responsibility, health)
obtained by external opportunities and enhance their com-
petitive advantage.

7. SWOT analysis of research results

Strengths. The strength of research is the adaptation of
the basic tools of the strategic analysis of the enterprise
to the tool for diagnosing its staffing component that is
one of the top priorities. Namely, the change in the basic
characteristics of the coordinate vectors to characteristics
that allow to estimate the frame component.

It should also be noted that the proposed methodological
recommendations on the search for strategic options for
action in the development of the personnel component of
the enterprise will significantly improve its effectiveness.
The use of dynamic SPACE analysis makes the methodologi-
cal toolkit not rigid-regulated, but a flexible and effective
tool for strategic diagnostics of the personnel component
of the enterprise and the formation of a strategy for its
development.

Weaknesses. The weak side is that the research uses
expert evaluation of partial indicators of generalizing criteria.
This in turn leads to the emergence of a certain level of
subjectivity in the assessment. Also, the problematic point
may be the search for competent experts. Although the
degree of subjectivity can be significantly reduced by at-
tracting not one but a group of experts, as well as carrying
out calculations on the consistency of expert opinions.

Opportunities. The opportunities for further research
in this direction can be directed as follows:

— development of strategic recommendations for the
formation of the personnel strategy of the enterprise
not only on the basis of the trajectory of changing
the strategic position as a whole, but also taking into
account the directions of changing the values of certain
generalized criteria;

— adaptation of a matrix of strategic decisions on

a personnel component of the enterprise in view of

specificity of branch of research or a separate business

sector.

Promising are also the issues of organizational and
information support of the strategic management of the
enterprise, the solution of which would significantly im-
prove the effectiveness of the proposed methodological
recommendations and would speed up the process of their
adoption.

Threats. The algorithm proposed by the author in the
development of strategic personnel recommendations is
usually not perfect and exhaustive. This algorithm can
be transformed and supplemented taking into account the
trends in the development of the state personnel policy
and changes in the state of the labour market and the
state of the personnel supply of the enterprises themselves.

It should be noted that the threats to the results of
the conducted studies is that the complexity, multidi-
mensionality and dynamism of the subject of research can
lead to certain limitations in the possibilities of its use
by the management of the enterprise.

1. The algorithm for determining the personnel strate-
gic position of the enterprise is proposed on the basis of
a combination of dynamic SPACE-analysis and the method
of hierarchy analysis (MHA). This algorithm includes seven
stages with detailed recommendations on each of them
for carrying out specific actions.

2. The generalized criteria of the basic model of SPACE-
analysis are adapted to the solution of the problem of se-
lecting the personnel strategy of the enterprise. Thus, in
particular, the study identifies the following general criteria:

— internal parameters: indicators of staffing of the en-

terprise and competitive advantages of the personnel

management system,

— external parameters: attractiveness of the state per-

sonnel policy and indicators of labor market stability.

3. To assess the general criteria for each of them, six
private indicators are formed. This makes it possible to com-
prehensively characterize each of the criteria. To determine
the influence of particular indicators on the generalizing
criterion, their weight coefficients are determined. To solve
this problem, a method of hierarchy analysis is used.

It is also possible to pay attention to the fact that each
of the indicators evaluates its current and prospective state.
This, in turn, makes it possible to make a decision on the
trajectory of development of the personnel component of
the enterprise.

4. Substantial strategic recommendations for possible
scenarios for the development of the personnel component
of the enterprise are developed. Such recommendations are
provided for aggressive, competitive, protective and conserva-
tive states of the criteria for internal and external impact.

5. Practical recommendations on the use of the algo-
rithm proposed in the study are shown neither by the
example of a particular object of research.
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