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PROBLEMS AND PROSPECTS OF APPLICATION OF STRATEGIES
OF PERSONNEL MANAGEMENT OF INTERNATIONAL COMPANIES
IN UKRAINIAN BUSINESS PRACTICE

Abstract. The article examines the impact of staff on the successful operation of the
enterprise in the long run. Companies need to consider the attitudes, values, expectations,
perceptions and typical behaviors of workers from different cultures. The success of companies in
the global market is increasingly determined by whether they have managed to create an effective
system of personnel management to eliminate friction in relations between employees of different
nationalities and with different cultural traditions. When estimating the exact contribution of both
an individual employee and the team as a whole, the end result of an international company’s
business is a complex process, because in addition to direct labor costs, the product is also invested
in fixed and current assets. Today, HR specialists need to meet the needs of employers in the
context of new professionals, in particular, training manager, HR specialist, HR manager, HR
director, team manager, sales coach, headhunter, corporate culture manager and others. The global
changes and their consequences in the field of HR-management are identified: informatization,
spread of digital technologies, aging of knowledge and technologies, national demographic changes,
lack of qualified personnel, individualization, uncertainty in global, regional, and national markets,
emphasis on sciences such as psychology and sociology. The cultural, economic, social and
political differences of an international company have a significant impact on the formation of
management styles and the adaptation and functioning of staff in the host country. Problems of
personnel management strategies of international companies in Ukrainian business practice are
highlighted: style and practice of company management, socio-cultural factors, differences in wages
and working conditions, labor movement problems, relationship factor, control factor and
contradictions. The advantages of personnel management strategies of international companies in
Ukrainian business practice are studied: trainings for personnel, digitalization at enterprises,
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observance of current legislation, ensuring objective assessment of personnel competencies,
development of corporate culture among enterprise personnel.
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MMPOBJIEMH 1 TIEPCIIEKTABHA 3ACTOCYBAHHSI CTPATEI'TH YITPABJITHHS
IEPCOHAJIOM MI’KHAPOJHHUX KOMITAHIN
B YKPATHCBKIH BIBHEC-IIPAKTHII]I

AHoTanis. J{ocnipkeHO BIUIMB NEPCOHATY Ha yCIHilIHEe (YHKIIOHYBaHHS MiJIMPUEMCTBA Y
JIOBrOCTPOKOBii nepcnexkTuBi. KoMmnaHisiM noTpiGHO BpaXxOBYBAaTH MOTJISIH, IIIHHOCTI, O4iKyBaHHS,
CHOPUHHATTSA 1 TUIOBY MOBEIIHKY MPAIiBHUKIB PI3HUX KyJIbTyp. YCHIX KOMIaHI Ha CBITOBOMY
PUHKY Jenani Oiibllle BHU3HAYA€THCS THM, YM BAAJOCA iM CTBOPUTH €(EKTUBHY CHCTEMY
VIOpaBIiHHA TEPCOHAIOM, MO0 YCYHYTH TEpTS Y BIIHOCMHAaX MK MpaliBHUKaMHU pi3HUX
HAIIOHAJIILHOCTEH 1 3 pI3HUMHU KyJIbTYpHHUMH TpamumisiMu. [Ipy OLIHII TOYHOTO BHECKY SIK
OKpPEMOro MpaliBHUKA, TaK 1 KOJIEKTUBY B LIOMY KIiHIEBUH pe3yJbTaT TOCHOAAPCHKOI MisSUTBHOCTI
MDKHAPOJHOT KOMIAaHIii € CKJIaJHUM IPOLECOM, OCKUIBKH, OKPIM MPSIMHUX BHUTPAT Mpalli, TPOAYKT
TaKOX BKJIQJIA€ThCS B MOCTIHHI Ta MOTOYHI. aktuBu. Ha HuHimHIA neapr HR-daxiBmro moTpiOHO
3aJI0BOJILHUTH TIOTpeOM pOOOTOAABIIB y KOHTEKCTI HOBHMX (HaxiBIliB, 30KpeMa, MEHEIKep 3
HaBYaHHS, CIHEIIaNiCT 3 MepCOHATy, MEHEKEP 3 MEePCOHATY, AUPEKTOP 3 MEPCOHATY, MEHEIKED
KOMaH]I{, TPEHEp 3 MPOJIAaXKy, XeXaHTep, MEHEIDKEP 3 KOPIOPATUBHOI KyJIbTYpH Ta iH. Bu3zHaueHo
rnoOanbHi 3MiHM Ta ixHI Hachmiaku y cdepi HR-menemxmenty: iHdopmaTusallis, MOMIMPEHHS
U(POBHUX TEXHOJIOTIH, CTApiHHS 3HAHB 1 TEXHOJOTIN, HAIlIOHAIBHI AeMorpadiuHi 3pyIeHHs, Opak
KBaNi(iKOBaHUX KaJpiB, I1HAWMBIAyami3allis, HEBH3HAUEHICTb Ha TJOOAIBHUX, pETiOHATBHUX
1 HallOHAIPHUX pHUHKAaX, aKUEHT Ha TaKUX HayKax, SIK TMCHUXOJoris i corionoris. KynsrypHi,
eKOHOMIYHi, COIliaJIbHI Ta MOJITHYHI BiIMIHHOCTI MXKHApOAHOT KOMITaHi1 MatOTh 3HAYHUI BIUIMB Ha
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dbopMyBaHHS CTWIIB YOpPaBJIiHHA Ta ajanTtanilo 1 (yHKIIOHYBaHHS NEpCcOHaly B KpaiHi
nepeOyBaHHs. BucBiTiieHO mpobieMu cTpaTeriil ynpaBiiHHS MEPCOHATIOM MDKHAPOIHUX KOMITaHIM
B YKpaiHCBKIM O13HEC-paKTUIl: CTWIb 1 NMPaKTUKa KEPIBHUITBA KOMIIAHIEIO, COLIO-KYJbTYpHI
¢dakTopy, BIAMIHHOCTI 3apOOITHUX IUIAT 1 TPYJOBUX YMOB, IPOOJIEMHU MepeMilIeHHs] poOoUoi CUIH,
dakTop BITHOCHH, (PAKTOp KOHTPOJIO Ta CyHepewIuBOCTI. JloCmipkeHO mepeBaru CTpaTerii
YIOPaBIiHHS MEPCOHAIOM MDKXHAPOJAHMX KOMIIaHIA B YKpAiHCHKIM O13HEC-MPAKTHULIL: TPEHIHTH IJIs
NepcoHaNly, AWDKUTAi3allis Ha MIJIPUEMCTBAX, JOTPUMAHHS HOPM UYHMHHOTO 3aKOHOJIaBCTBA,
3a0e3neyeHHs] 00’ €KTHUBHOTO OI[IHIOBAHHS KOMIIETEHIIH MNEepCOHaly, PO3BUTOK KOPHOPAaTHBHOI
KyJIBTYpH cepeJl IepCOHaITy MiIpUEMCTBA.

Knwuoei cnoea: crparerii, NepcoHan, MIANPUEMCTBO, MiABMILIEHHSA, pPO3BUTOK,
CTUMYJIIOBaHHS, KEPIBHULTBO.

®opmya: 0; puc.: 2; Tabmn.: 1; 6i6:1.: 13.

Introduction. In connection with globalization in the world economy and the current
integration processes, changes in the economic and political situation of our country, taking place in
conditions of European integration of Ukraine, create both significant opportunities and serious
threats for everyone, which introduce a significant degree of uncertainty in the practical activities of
everyone. This also applies to the activities of enterprises that have to adapt to rapid changes in
external factors. In this situation, the formation of personnel of international companies is of
particular importance, which allows to implement and summarize a number of tasks related to the
adaptation of a person to external conditions.

Study analysis and problem statement. The study of human resource management in
international organizations is devoted to a large number of scientific works among domestic and
foreign scientists Denysenko M. P., Budiakova O. Yu. [2] believe that personnel management
strategies include a combination of effective personnel training, professional development, and
work motivation aimed at developing the skills of employees to solve problems facing the company
and its divisions. The scholar Bodryi Ya. A. [3] notes that personnel strategy at an enterprise is
crucial. Evaluating the exact contribution of both an individual employee and the collective as a
whole, the final result of economic activity of the economic system is a complex process because in
addition to the direct contribution of labor it also invests in the creation of the product,
materialization in fixed and current assets, but this statement does not open the understanding of the
application. The strategy of personnel management in international companies. Specialists
Ivanchenko V. V., Kryvda O. V. [4] emphasize that the calculation of the economic efficiency of
individual elements of personnel development, namely the training of a personnel reserve, staff
development, career planning, the introduction of a systematic approach that determines the impact
of personnel development on the organization as a whole. Koloberdianko I. I., Dubyna O. Iu. [7]
point out that under the conditions of the intellectualization of society, improving the efficiency of
personnel management by means of performance improvement is of great importance, since the
employee’s intellect becomes the main entrepreneurial capital in the competitive struggle, which
must be stimulated to continuous development along with other resources. Also, the study of the
application of human resource management strategies of international companies paid attention to
the following scientists: Kabachenko A. V. [9], Havrysh O. A., Dovhan L. Ye., Kreidych I. M.,
Semenchenko N. V. [10], Chernenko O. V. [11], Danylevych N. S., Rudakova S. H.,
Shchetinina L. V., Kasianenko Ya. A. [12], Remnova L. M. [13], but no average coverage of the
problem of applying HR management strategies of international companies in Ukrainian business
practice.

The purpose of the article is to investigate the problems and prospects of the application of
human resource management strategies of international companies in Ukrainian business practice.

Study results. In modern market economy enterprises need to improve the latest measures
in the personnel management system, understanding that the main reserve of the organization is the
employees, and in addition — the consumers, quality products or services, and competitiveness of
the personnel. Technologies, on which the efficiency of personnel management is based, need to be
constantly updated and improved, since the market environment of international enterprises is
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constantly changing, so to build a highly effective personnel management system it is necessary to
investigate the essence and importance, as well as the principles of the system functioning in the
new market conditions.

The international nature of the corporation creates a number of peculiarities in the personnel
management system not observed in companies operating within the country. These features are
usually due to such factors as social, cultural, economic, legal, regional, and national differences,
peculiarities of the labor market structure and mechanisms of its functioning, etc. in different
perceptions of the actions of local workers and decisions of managers of transnational corporations
and, consequently, in different behavioral reactions. And managers themselves may also be
perceived differently. For example, the Japanese do not accept a manager who is too young because
they believe that a high-level manager must have sufficient life experience. Many Muslim countries
do not accept female managers, and in Arab countries, this may be the case with a Jewish manager.
The difference in the levels of economic development of the countries in which MNCs operate
creates different conditions for the use of labor in terms of wages, social obligations, and working
conditions. In the process of building a business, it is necessary to take into account the existing
differences in national labor legislation. The existence of differences in management practices and
styles can be explained by national and historical and religious peculiarities. For example, some
Asian countries may not accept the command-democratic style to which North American and
Western European managers aspire. Or the Japanese approach to personnel management based on
Buddhist culture may not work in Eastern and Central Europe if parent company executives want to
apply it to their overseas offices. Moreover, knowledge of national specifics of human resource
management will help managers of multinational companies to build an effective management
system. Differences are usually caused by the different cultures and mentality of employees, which
forms their focus on results, attitude, and loyalty to the company in which they work explains the
effectiveness of certain methods of motivation and performance control.

In general, today, without understanding the essence of globalization, it is difficult to be an
effective manager, to make strategic decisions, and to look for patterns of rational personnel
management. The globalization of economic activity has a direct impact on the business sector,
where there is now a complex process of the interpenetration of business cultures and training for
work in international companies. Companies must take into account the attitudes, values,
expectations, perceptions, and typical behavior of employees from different cultures. The success
(or failure) of companies in the global marketplace is increasingly determined by whether they have
succeeded in creating an effective human resource management system, eliminating friction in the
relationship between employees (managers and subordinates) of different nationalities, with
different cultural traditions.

Due to the fact that enterprise management takes place in the conditions of globalization of
market relations, an increase of competition, and changes, enterprise development can be based
only on strategic management. In this case, the personnel is considered as an object of strategic
management, as human capital can create additional value for the company and competitive
advantages [1].

The personnel of an organization can be measured by skills, employee competencies, and
motivation to work. A personnel management strategy is developed taking into account the interests
of the management of the organization, as well as the interests of its employees. Personnel
management strategy involves: defining the objectives of personnel management, that is, when
making decisions on personnel management should take into account both the economic aspects
and the needs and interests of workers; the formation of the ideology and rules of the personnel.
Therefore, it should not be forgotten that the personnel management strategy is effective as long as
the workers of the organization successfully use their potential to achieve the goals and the measure
of achieving these goals [2].

The role of personnel in the enterprise is crucial. Evaluating the exact contribution of both
the individual worker and the team as a whole, the final result of economic activity of the economic
system is a complex process, because, in addition to the direct contribution of labor, the product is
also invested in fixed and current assets. The use of labor in economic activity has some branch
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features: seasonality of production process; concentration of production; increased intensification,
which reduces the need for personnel [3].

Personnel development policy is influenced by external and internal factors and should be
guided by a number of requirements and principles, reflecting a systemic, procedural, and
functional approach to personnel development. To support an appropriate personnel development
policy, it is necessary to monitor and implement changes in a timely manner [4].

Studying the trends of business development in Ukraine and based on the results of expert
research in the field of human resource management [5], we note the active development of new
human resource technologies and their impact on the successful development of business. The role
of HR specialists in the labor market is also increasing. This is evolving from the perception of HR
as an ordinary HR department to a modern HR department, such as education and training, payroll,
salaries, and benefits, in particular through an effective comparison with the labor market. The
modern HR professional is able to meet the needs of employers in the context of such new
professionals as a training manager, HR specialist, HR manager, HR director, team manager, sales
trainer, headhunter, corporate culture manager, among others.

Among the most pressing problem trends in the world, HR managers noted that today’s
managers are focused on cultivating leaders of the future, that is, there is a need to transfer
experience to future leaders and ensure leadership continuity. Another challenge is keeping
employees interested in their work, i.e., motivation. Also, attention was paid to such a part as the
work of the management sphere in carrying out the most important business tasks and the change of
the rules of the game by the management [6].

Scientist Koloberdianko I. I. [7] notes in his scientific work global changes and their
consequences in the sphere of HR management (7able).

Table
Global changes and their implications for HR management

demographic shifts,
skills shortages

Global changes Implications for HR management

Informatization, Easier access to resources and the ability to work from anywhere in the world leads to

digitalization increased productivity of one employee, the entire company respectively. Employment
flexibility increases, the employee has freed from labor markets, technical and social
mobility increases, and there is an opportunity to develop skills and increase productivity,
which is a positive consequence not only of the individual but also of the company for
which he works. New technologies, expressed in cell phones and modern computers, make it
possible to share information with different people wherever they are. It is now possible to
store and transmit information internationally in real-time.

Knowledge Attention was paid to new technologies and innovations that aim to find and recruit

and technology aging | personnel, and sustainable personnel development, large investments in training and talent
development, that is, the horizontal mobility of personnel with the offer of continuous
development.

National There is a shortage of highly qualified personnel in key positions, even with high

unemployment, despite the level of development of the country. Emphasis is placed on
human resource management, talent, creativity, and flexibility of the workforce, as well as
different approaches to managing different generations of employees. Young professionals
are demanding a vision of the social importance of work, as well as more rewarding and
interesting work from management. Brand models, tech support, and human resources
operations are connecting.

Individualization

Addresses positive individual traits, accepts negative individual traits, in particular, the
devaluation of collective values and mass manifestations of social divisiveness.

Uncertainty in global,
regional, and national
markets

Development of new management strategies, programs, and management approaches.
Emphasis is placed on the ability to manage risk. Powerful networks are created that can
validate and disseminate their ideas, attitudes, and habits.

Emphasis on sciences
such as psychology
and sociology

Increasing the level of motivation, interest, and involvement of employees in creative work
using social-psychological methods.

Source: [7].

The last major challenge for the entire human capital management sector was the year of the
pandemic, when the work environment, the workforce, and the responsibilities themselves changed
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significantly. Last year showed that in a crisis the organizations and employees themselves can
show stability and loyalty, can adapt, change the vector of development, and be extremely flexible
in decision-making. At the same time, challenges to the mental health of employees increased, the
boundaries between work and personal life almost disappeared, autonomy and scattered
concentration increased [8]. The dominant form of team interaction was the virtual-digital
community. However, this has increased the burden on the HR department, and there comes a time
when beginners in human capital will not be able to optimize the old ways of working but will look
for new directions of its development.

Globalization means that the boundaries between different cultures must gradually blur, they
must adapt to each other. In practice, however, it is not so simple: there are serious obstacles related
to specific legislation, traditions, customs, and, finally, climatic conditions. Managers of the next
generation must have much more international experience than managers at the beginning of the
XXI century. Cultural diversity requires managers to have a deeper understanding of ethnic and
religious backgrounds, family values, and national subcultures. New demands on managers relate to
global strategies and approaches to managing a diverse workforce. The evolution of business from
predominantly internally oriented to globally oriented requires new thinking and management skills.

Experience shows that it is necessary to make conditions in which people naturally unleash
their creative potential. In practice, to be successful in human resource management, companies
must make significant efforts to organize activities that promote creativity: attracting creative
people, creating creative teams, constant monitoring of scientific and technological progress,
intellectual property market, anticipating changes in values, tracking sources of innovation
opportunities in the country, industry, corporation (unexpected success, the urgent need for
modernization, changes in the structure of industry) and beyond its borders. That is, it is necessary
to organize an active corporate innovation system, which IBM, Microsoft, Apple, etc. do.

Cultural, economic, social and political differences of the international company have a
significant impact on the formation of management styles and adaptation of staff and functioning in
the host country. The use of foreign qualified personnel of their country (the parent company) and
nationality, on the one hand, is more reliable for the effective functioning of the enterprise, because
employees know the peculiarities of their nationality better and it is easier for them to find common
ground with the top management. However, it is not always possible and profitable.

Consequently, to the problems of personnel management strategies of international
companies in Ukrainian business practice it is necessary to include (Fig. 7):

Company management style and
—p practice
Problems —» Socio-cultural factors
of personnel
management . ; ;
Stragte Differences in wages and working
. gy ™ conditions
of international
companies - —
in Ukrainian F Workforce relocation issues
business
practice Relationship factor
—»
L » Control and conflict factor

Fig. 1. Problems of personnel management strategies of international companies

in Ukrainian business practice
Source: based on data [9].
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1. Company management styles and practices. Existing cultural and ethnic differences create
problems with the effective communication of MNC workers.

2. Sociocultural factors. Different views on management styles in different countries can
lead to conflicts between employees at the MNC headquarters and its foreign branches. In addition,
knowledge of the national characteristics of human resource management allows the management
of an international company to transfer positive experience to other countries and vice versa.

3. Differences in wages and working conditions. Each country has its own labor laws, a
specific structure of the workforce, and the current level of wages, which can be a source of
constant conflict or, conversely, give advantages on a global scale.

4. Difficulties in the movement of labor. People face legal, economic, and cultural barriers
when they move their workforce to other countries. To overcome them, multinational companies
must create their own methods of recruiting, managing and incentivizing workers.

5. Relationship Factor. The relationship between workers, unions, and employers varies
greatly from country to country and has a strong influence on the MNC’s human resource
management system.

6. Control and inconsistency factor. Territorial remoteness and specificity of external
activities complicate the control of MNC personnel. There is a tendency towards the autonomy of
MNC branches, accompanied by a constant complication of conditions of production and
commercial activity of the international concern and non-transparency of national policies of the
host countries.

The most important aspect of optimization of strategic personnel management is the system
of motivation and stimulation of employees. Building an effective subsystem remains quite
important for the vast majority of companies. In solving this problem, we should turn to the
experience of American companies. Yes, today in the U.S. there are effective employee incentive
systems, aimed at evaluating the personal merits of managers and specialists, there are more than
80% of the total number of companies. In the U.S., the main methods of motivation are financial
incentives for employees. As a rule, they are implemented with the payment of basic salaries,
bonuses, and established allowances, for example, by key performance indicators (KPIs). KPIs are a
system of indicators used to evaluate employee performance. Non-traditional methods of non-
material motivation of employees, which are used abroad and begin to spread at international
enterprises operating in Ukraine: flexible work schedule; the opportunity to work at home;
corporate career planning; availability of training programs; providing employees with extra days
off; gifts for employees on various holidays; application of paternalistic policy. According to the
research of consulting agency Watson Wyatt Heissmann, it was found that the first two positions
stimulate Europeans by 75%, the third by 60%, and the fourth by 20% [9].

It is necessary to note the advantages of personnel management strategies of international
companies in Ukrainian business practice (Fig. 2).

Advantages of personnel management strategies of international companies in Ukrainian
business practice

- =

Training for personnel Digitalization in enterprises

y -y T . e Lt . . .
Compliance with current legislation Ensuring an objective assessment of staff

competencies

Development of corporate culture
among the staff

Fig. 2. Advantages of personnel management strategies of international companies

in Ukrainian business practice
Source: based on data [10—13].
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1. Personnel training. Training, characterized by a minimal amount of theory and
«resistance» to practice, «working off» specific skills; professional counseling, if it is necessary to
solve specific problems, but the staff lacks special knowledge; mentoring is the promotion of
knowledge or professional skills, as well as training opportunities in the workplace, coaching,
helping to understand the goals of the employee, the reasons for success and failure, as well as to
determine the direction of behavior change [10; 11].

2. Digitalization in enterprises. The global COVID-19 pandemic has significantly intensified
the digitalization processes in the world, along with the development of continuous staff
development processes, through online courses that the enterprise implements, this helps employees
to constantly improve their skills, as well as encouraging the continuous implementation of digital
processes in work processes [12; 13].

3. Compliance with working legislation. Employees clearly receive their transparent salary
and pay benefits to the budget, also employees have a full social package, and the management of
the enterprise fulfills all obligations to them.

4. Providing an objective assessment of personnel competencies: introduction of models of
professional competencies and mechanisms of their use in selection, assessment, and promotion of
personnel; introduction of dependence of employee’s assessment results and remuneration system;
updating the content of professional activity for effective interaction with consumers.

5. Development of corporate culture among the company’s personnel. Selection of personnel
according to professional, business, moral and ethical characteristics; constant attention to the
development of employees; optimization and planning of age structure, gender, and qualification of
personnel; training of management personnel on a practical basis.

In modern conditions, there is a process of developing and updating the concept of personnel
management, improvement of both management systems, and used methods and means. The effect
of the introduction of an effective concept of personnel management is to increase the effectiveness
of motivation of employees of an international company to continuous professional development, as
well as maintaining the core staff of the company while respecting the optimal age proportions
through the employment of young people.

Conclusions. Consequently, in the context of labor market globalization changes in the
approach to personnel management and competition for personnel in the world markets force the
formation of a new model of development of international enterprises, the uniqueness of which lies
in ensuring a high level of personnel competitiveness through the introduction of corporate training,
innovation and creativity and general intellectualization of human capital. The main changes in
production relations should take place in the sphere of the formation of new models of interaction
between job owners and proprietors by providing competitiveness of enterprise personnel through
cooperation with market participants and introduction of new forms of personnel work.
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