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Abstract. In the conditions of competition and difficult economic situation, domestic thermal
power companies face problems of ensuring their own efficient activity. This is significantly due to
the low motivation of the company staff and its productivity. Therefore, an important direction for
improving the performance of such businesses will be to create an effective system of direct
material incentives for employees, especially with regard to optional bonuses or targeted bonuses
based on the use of the KPI. The study is aimed at the development of a strategic personnel
management system according to goals based on key performance indicators. The article proposes
an approach to developing a Management by Objects (MBQO) system based on absolute and relative
numerical indicators of the Key Performance Indicators (KPI) performance of the organization as a
whole and the decomposition of goals at the level of individual business processes and functional
responsibilities of the units. Methodology: In the course of the research general, scientific,
theoretical and empirical methods were used, among which are the following: analysis and
generalization of literature on the research topic, methods of observation and comparison, structural
methods, methods of coordination and formalization, graphical and tabular representation of data.
The theoretical and practical database of the strategic personnel management system according to
goals is considered as an information base of the research. The scientific significance of the work
is that the issue of developing such a system for a municipal enterprise is covered, whose activity
depends on the regulatory policy of the state. The role of key performance indicators of KPI is
determined as an effective tool in the system of direct material incentives, which assesses the
efficiency and effectiveness of business processes, actions and functions of management, specific
production, technological and other activities. The reasons that makes it impossible to use KPI
without a comprehensive program for improving the personnel management system are analyzed
and identified. The practical significance of the results of the study is that a detailed step-by-step
scheme for improving the personnel management system is proposed, which will enable the
development and implementation of the KPI system to be developed. The use of KPI in the strategic
personnel management system will allow the manager to better control the processes of operating
activities, create real indicators of the implementation of the enterprise strategy and improve
productivity.
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INTRODUCTION

The reform of the housing and utilities sector in the context of European integration forces
domestic heat power companies to improve their activities. The problem of the availability,
development and implementation of a strategy for their development is being raised more and more
often, which implies increasing the efficiency of activities based on the growth in the volume and
quality of housing and utility services. These tasks are complicated by the lack of regulatory
documents and state mechanisms for implementing modern personnel management systems at heat
power plants that are subordinate to local self-government bodies. The specifics of forming tariffs
by the main type of economic activity of such enterprises are determined by the requirements of the
national commission that carries out state regulation in the fields of energy and utilities on the
principle of reaching the break-even point. This approach makes it impossible to create an
additional fund for the system of direct financial incentives. Therefore, one of the main tasks to
achieve the strategic goals of a municipal enterprise is to develop an effective system of direct
material incentives for employees, especially in terms of non-mandatory payments or targeted
bonuses, which is based on the use of a system of key performance indicators (KPI).

LITERATURE REVIEW

Development and implementation of a management system according to goals “Management
by objectives” (MBO) using key performance indicators (KPI), today refers to the most common
approaches of modern strategic personnel management. Peter Drucker (2008) is the founder of the
MBO “management by goals”, which was later refined by R. Kaplan and D. Norton (1996), D.
Hope and R. Fraser (2003). Modern ideas and tools for the implementation of this system are
presented in the works of many economists and specialists in human resource management, among
which the research of K.K. Klochkov (2009) and P. R. Niven (2003) deserves special attention.

Most of the researches do not present the detailed comprehensive approach and practical
recommendations for improving the management of personnel of a municipal-owned enterprise,
which is necessary for the development and implementation of the strategic management system by
goals based on key performance indicators.

PAPER OBJECTIVE

The purpose of the study development of a strategic personnel management system according
to goals based on key performance indicators

METHODOLOGY

In the course of the research general, scientific, theoretical and empirical methods were used,
among which are the following: analysis and generalization of literature on the research topic,
methods of observation and comparison, structural methods, methods of coordination and
formalization, graphical and tabular representation of data. The theoretical and practical database of
the strategic personnel management system according to goals is considered as an information base
of the research.

RESULTS AND DISCUSSION

To develop a system of strategic personnel management of an enterprise that would allow
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evaluating the effectiveness of operational activities and the development and implementation of a
strategy, we consider the concept of personnel management by results or goals, which was
developed by the American economist Peter Drucker back in the 50s of the XX century. (P. Drucker
and J. Maciariello, 2008). This concept — Management by Objects (MBO) — is a system that is the
basis of the philosophy of top managers, since it is recognized as one of the best approaches to
personnel management and allows you to detect the goals and performance criteria of employees,
individual departments or the entire organization and coordinate common resources to achieve the
goals that are put forward.

The basis of this method (goal management system) consists of five main principles:

— goals are developed both for the organization and for each of its employees (they are
consistent with the goals of the organization);

— goals are developed “top-down” to ensure communication with the strategy and “bottom-
up” to achieve relevance with employees;

— it is mandatory to involve employees in joint work with the superior to make decisions;

— qualitative assessment of the work done and constant feedback;

—all goals must comply with the “SMART” rule so that they can be used to build an effective
system of staff motivation.

Among these principles, the most important for strategy development is the setting of
intermediate goals, since they help the organization to consistently implement the developed
strategy in accordance with the company's mission (M. Crumpton, 2015). To generate goals, it is
used the SMART rule, whose name comes from the first letters of the goal setting criteria: Specific
(specific); Measurable (measurable); Agreed (agreed); Realistic (real) or Relevant (relevant,
correlates with other tasks); Timed (determined by time) (G. Doran, 1981).

The main drawback of the MBO was the absense of correlation between the system and the
strategy, so in 1992 the goal management system was modified by D. P. Norton and R. S. Kaplan
based on the developed balanced scorecard (BSC) (R. Kaplan and D. Norton, 1996). This system
includes blocks of balanced (linked) indicators of both financial and non-financial nature, and
allows you to assess the degree of achievement of goals in terms of 4 perspectives: finance; clients;
internal processes; growth and development (Figure 1) (R. Kaplan and D. Norton, 2001).

Finance
Internal .
business Strategic Clients
processes vision
Personnel

Figure 1. The company's prospects by the balanced scorecard

Source: after R. Kaplan and D. Norton, 2001.
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Thus, the MBO was supplemented with a system of balanced indicators (each of the
perspectives corresponds to its own set of targets), which allow combining the strategic vision with
a system of key performance indicators (KPI). The result is a tool (KPI) that helps you to measure
the strategic and operational performance of your business, its effectiveness, and solve motivation
problems (O. Doronina, 2018).

Accordingly the developed system is based on the overlapping of the system and process
approaches to management and includes the features of two methods, proving the relationship
between the employee motivation and the efficiency of the enterprise as a whole (J. Hope and R.
Fraser, 2003). In other words, the use of the KPI system allows employees to focus on solving
operational tasks and achieving the company's strategic goals.

Since the system of balanced indicators developed by D. P. Norton and R. S. Kaplan was
focused only on the strategy and indicators for the large western enterprises of private ownership,
many economists and scientists were interested in adapting it for enterprises of other forms of
ownership (the state budget, non-for-profit companies, self-supporting municipal services, etc.) and
other market segments (small and medium-sized businesses), as well as adjusting the system to the
specifics of national economies and the legal sphere.

One of the researchers who worked on developing the system of key performance indicators
(KPI) for state and non-profit enterprises in the context of a balanced scorecard was P. G. Niven (P.
Niven, 2003). However, his adapted system is also focused mainly on western practice, which does
not take into account the realities of the domestic economy and can not be used by municipal heat
power enterprises without adaptation and refinement. And only in 2010, the leading economist and
consulting expert A. K. Klochkov proposed the system of key performance indicators (KPI) for
private companies adapted to the conditions of the CIS countries (A. Klochkov, 2009).

Based on the information from the studied sources, it can be concluded that in order to
develop and implement a goal-based management system based on KPI at domestic enterprises, it is
necessary to correctly adapt the national economy and legislation (M. Burbridge, 2009). To
implement it at the enterprise, it is necessary to improve, unify and optimize the existing personnel
management system.

Based on the research the authors propose to improve the system of strategic personnel
management of a municipal heat power enterprise using key performance indicators in the form of a
scheme (Table 1).

The first phase is creating and agreeing upon the strategic vision of changes and their need,
analyzing the existing systems of personnel management, holding a strategic session with CEO and
top managers on the creation of centers of responsibility for change and the group of innovators.

The analysis makes it possible to identify the need to adjust and unify the organizational
structure; regulations on divisions; job descriptions; and regulation of business processes.

After detecting inconsistencies in existing regulatory documents, a communication map is
developed, which is a tool for optimizing business processes and a form of visualization of
distribution of information flows in the company, of control points of information peak, of
distribution of responsibility for various business processes, of distribution of functional load of
departments. In other words, the communication map is the basis for further description of business
processes, because it represents the functional load in detail.

The development of a communication map with detailed functional responsibilities makes it
easy to analyze the work performed to determine the functional load on the specialist within the
company's tasks and to normalize them. Its use is aimed at identifying “bottlenecks”, eliminating
duplication of functions, standardizing and optimizing the organizational structure, and establishing
internal communications of divisions.
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Table 1

Scheme of implementation of the KPI system
at the municipal enterprise of heat power engineering

Nen/m Measures to implement the KP1 system

1 Development of a communication (functional) map

11 Conducting a survey of employees of the company (3150 staff units)

1.2 Processing of questionnaire data

1,3 Processing information with line managers

1.4 Rationing time for performing functional duties

15 Identification of the main functional responsibilities of divisions

1.6 Identify the necessary communication links between divisions

2 Regulation of business processes

2.1 Identification and description of the main processes

2.2 Development of a (causal) process map

2.3 Development of regulations (orders) for the implementation of business processes

3 The development of an optimal organizational structure

3.1 Development of proposals for making changes to the organizational structure and
reallocation of functional responsibilities of divisions to optimize business processes and
improve labor efficiency.

3.2 Standardization of the structure

3.3 The adjustment of the organizational structure

4 Developing job descriptions

4.1 Adjustment of main and additional job responsibilities

4.2 Setting personal goals for positions

4.3 Description of the position communications

5 Description of the communications position

5.1 Adjusting the main and additional division assignments

5.2 Setting goals for divisions

53 Description of department communications

6 Development of bonus targets

6.1 Conducting strategic sessions with TOP managers

6.2 Selecting key goals for the functional responsibilities of divisions

6.3 Calculating the weight of the impact of selected indicators on the financial result of the
enterprise

6.4 The development of the goal tree

6.5 Certification of indicators

6.6 Analysis of indicators using the benchmarking method

6.7 Setting the limit values and the step to achieve the target values of indicators

7 Introduction of the KPI system

7.1 Correction of existing regulatory documents regulating the system of financial incentives

7.2 Development and approval of the Order on the introduction of the KPI system

7.3 Development of informational posters

7.4 Conducting strategic sessions with line managers

Source: Own development

The information on functional responsibilities is performed through a survey of all employees
of the enterprise (Figure 2).
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Position
h
Main functional responsibilities

L
Additional functional responsibilities

Performed duties that relate to the functions of employees in other departments and interfere with
| efficiency

b

In the absence of "extra" performance will increase due to

L
Suggestions for improving the workplace

L
| Suggestions for development

Figure 2. Questionnaire for developing a functional map
Source: Own development

The processing involves the execution of several standard procedures: digitizing the collected
data; synthesis of all collected questionnaires for primary and additional responsibilities of one
position, their unification in a single communication and functional sheet; processing profiles with
line managers to establish the best and the worst case execution time of operations (min-max), the
frequency of execution of work (annually, semiannually, quarterly, weekly, daily, etc.);
substantiation of necessity of work performance (regulations, rules, orders); establishing
communication links with other departments; rationing FEC (full-time employment) work time by
the quartile method.

After processing the questionnaires, the actual functional responsibilities of the divisions are
formed from the information received and their workload is calculated.

A communication map is formed from the communication data, which in turn is overlapped
with the functional map and forms the communication and functional map of the enterprise (A.
Karpenko and A. Shudrik, 2018).

The second stage is the regulation of business processes, which provides the development of
business processes models of functional responsibilities and the creation of regulations, updating
instructions.

Noteworthy is the approach (R. Kaplan and D. Norton, 1996), according to which seven types
of business processes and the main functions of each group are defined:

— input main processes ensure timely delivery and storage of components necessary for the
main production, their timely transfer to production and processing with minimal material and time
Costs;

— production business processes ensure the production of the main types of products with the
lowest cost of time and finance, as well as the move of products to the warehouse;

— outgoing business processes are aimed at selling, storing and shipping the main type of
products with minimal time and cost, as well as meeting the needs of the buyer;

— business processes of the 1st kind, aimed at ensuring the normal functioning of the main and
additional business processes;
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— business processes of the 2nd kind, aimed at ensuring the normal functioning of business
processes of management;

— tactical business processes focused on tactical enterprise management, development of
management decisions for specific types of enterprise activities;

— strategic business processes providing strategic management of the enterprise, development
of ways to develop the enterprise.

Today, modern enterprises distinguish three groups of processes: end-to-end processes that
occur in several divisions of the enterprise and cross the boundaries of functional divisions;
processes of divisions which activities are limited to one functional division; operations of the
lowest level of decomposition of the enterprise's activities.

Processes can be characterized by several groups of indicators: process indicators are
numerical values that characterize the course of the process and its costs (time, financial, resource,
human, etc.); result indicators are numerical values that characterize the product (service) as a result
of the process (the absolute volume of services, the volume of services relative to the ordered or
required, the number of errors and failures in the provision of services, the measure of product
compliance with requirements, etc.); customer satisfaction indicators.

Based on the data received, the information about existing and new business processes is
generated in the form of a “process map” reflecting all business processes and their relationship.
Business processes are also classified, resulting in the development of business goals and policies,
and implementation of the planning strategy.

Process identification is performed according to the business process description model,
which consists of: the process name; the process code; the content, goals, functions, the place of this
process among other processes, the order of execution of the process in the form of a flowchart or
algorithm; the owner of the process; standards, entry and exit points, resources and parameters that
are measured; planned indicators; necessary resources (J. Hope and R. Fraser, 2003).

Relationships are established between the types of activities (functions of divisions) and their
reflection — processes. Identification is provided based on the coincidence of goals, as well as the
coincidence of other features — input and output flows, management actions, resources used, and so
on.

The business process regulation is the main document that explains to employees how to
complete the process, requirements for inputs/outputs, requirements for activities, management and
responsibility for the business process. The rules of the business process are to be understandable
and useful to end-users. As an additional tool for understanding the business process, business
process maps are attached to the regulations.

In general, the regulations may consist of 6 sections and appendices:

— the first section “Business Process Assignment” describes the purpose and scope of the
regulations;

— the second section "Terms and Definitions” forms the conceptual apparatus of the
regulations;

— the third section “Process Boundaries™ presents the limitations of the scope of the business
process, clearly indicates its boundaries;

— the fourth section “Business Process Management” is intended for managers and the person
responsible for the process, since it describes the plan, measures to control and directions for
improving the business process;

— the fifth section “Structure of the Business Process” forms an idea of the structure and
responsibility within the business process for the person responsible for the process and its
participants;

— the sixth section “Description of the Business Process” contains the general description of
the process and the description of sub-processes for the performers to achieve maximum success.

The result of the regulation stage is to identify the main processes, model and create
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regulations, instructions, and develop a (causal) process map.

At the third stage standardization and optimization of the organizational structure is
performed according to the functional responsibilities and goals of business processes, which
involves the following works: standardization of organizational structures; development of
organizational structure diagrams.

The fourth stage ensures the development of job descriptions and provisions on subdivisions
and the main tasks include: adjustment of basic and additional duties; adjustment of the primary and
secondary purpose units.

It is only after standardization, description of business processes and definition of actual
functional responsibilities of divisions that we can proceed to the fifth stage of developing the
system of direct material motivation based on key performance indicators. Accordingly, the
following main activities are carried out: conducting strategic sessions with TOP managers to set
goals and create an updated tactical and strategic vision based on communication and functional and
strategic maps; selecting key goals of functional tasks of divisions; developing the tree of goals;
establishing a procedure for calculating indicators; assigning of a person responsible for calculating;
assigning of a person responsible for submitting the certificate on awarding; assigning of a person
responsible for negotiating of award; preparing of the passport of the indicator, matching the head.

The established system of indicators is included in the current Regulation on direct financial
incentives or targeted bonuses, and regulations and orders are developed .

One of the latest methodological concepts of strategic personnel management is the
methodology for developing "strategic maps" (S. Patil and R. Kant, 2012; R. Gashi, 2013). The map
is built on a hierarchical basis. All the goals, sub-goals and tasks of the entire enterprise team are
built in the map and are reflected in four perspectives — all the actions of the staff are interconnected
and have indicators that show how the plan is being implemented, how fast the goals are being
achieved (P. Niven, 2003). So, a strategic map is a fairly simple and visual way to reflect the
organization's strategy, visualize the goals and objectives of the staff in the context of four
development perspectives (finance; clients; internal processes; growth and development). The
functional purpose of strategic maps is to create a unified strategic vision for management,
distribute the strategy among employees of the enterprise and transfer it to the operational level of
activity, that is, to daily operational processes. The strategic map is a document that begins the
development of the goals tree and further implementation of the personnel management system
according to goals.

The main strategic objective of the Concern “Miski Teplovi merezhi”, which has the strategy
map developed, is to reach a breakeven point and to create conditions for income generation that
will improve financial stability by improving its competitiveness. The strategic goal is the general
target that the activity of the enterprise manager is aimed at, it is the main reference point and
indicator of the efficiency and effectiveness of the entire enterprise team.

The implementation of the strategic goal will allow us to fulfill the mission of the enterprise
established by the city Council, namely, maintaining the centralized heat supply system of the city
of Zaporizhzhia, providing reliable, high-quality heating and hot water services, and reducing the
financial burden on the city budget. This will reduce social tension by approving transparent social
tariffs, reduce the cost of production and thereby improve the financial condition of this business
entity, and the company's staff — decent compensation, which will encourage them to realize their
professional and creative potential. Based on the objectives of the global strategy of the entity under
study, within the framework of building a strategic map, goals for its four main projections are
formed and cause-and-effect relationship between them is determined.

At the top level of the strategic map, there is a projection “Finance”, which covers the whole
range of measures to increase profitability and reduce expenses, and cost of services. Cost reduction
is possible by approving reasonable tariffs for services, reducing production, transportation and
sales costs, reducing costs associated with recalculations for low-quality services and losses for
non-provision of services, reducing costs associated with penalties and compensation payments.
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A level lower is the “Customers” perspective, which is considered as the consumer base and
market segment in which the entity operates. The projection covers the goals of increasing the
customer base by retaining existing and attracting new customers to sell main products, and
entering the market by diversifying services, performing system analysis (social and marketing
research) and creating a unified consumer base.

Internal business processes perspective is aimed at reaching the following goals:
diversification of services to expand the activities offered to perform services for the maintenance
of internal networks of residential buildings, to perform metrological services such as verification,
configuration and repair of heat meters and water meters; development of project and budget
documentation at the design bureau, work on the foreign market.

The “Personnel” projection is the center of the strategic map, since all business processes are
performed by personnel, whose productivity determines the efficiency of the enterprise (Figure 3).

T

Efficient personnel

T N A
Professionalis Staffing Personnel Creation 2 f |
< motivation safe working |< fiStUment ﬁ
m <7 | conditions S
/'\
Personnel Strategic Effective Absence of Informatio
turnover | correcting of incentive || | accidentsand | nprovision |3
decrease organizational system injuriesina > and
chart workplace connection
Personnel . Career and
professionalism N Screer:lln% of personnel | Absence of Sogtv(;/are N
increase external labour |=> advancement _Iatent and data
market accidents and Dases
Building of injuries ina —
:tferz?eg?grl] Screening of the favourable | workplace Efftlment]c N
> | internal labor |> | team climate System o
market Timely oee
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Participation Internal Implementati about i Vehicles
in training, || personnel | on of > accidents provision i
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Building of Outsourcing |~ system dical materials
managers > improvement > medica provision
strategic based on —
thinking Timely Provision of |5
Elexible training > devices of
work expense
schedule materials
Building of efficient top-management team

Figure 3. Projection “Personnel ” of the strategic map of the Concern “Miski Teplovi Merezhi”

Source: Own development
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That is why the main goal of this projection is to create an effective workforce, which is
achieved by implementing a number of objectives: improving the professionalism of employees;
staffing; motivation of staff; creating safe working conditions. It is necessary to build a team of top
managers that will develop and implement a strategy for each of the perspectives and tasks.

Based on the developed strategic map, one can proceed to the tree of goals, which will allow
to formalize the strategy directions to specific indicators and the address belonging of these
indicators to structural divisions and performers (D. Hussey, 1998; V. Robinson, 2007). In other
words, the formation of the tree of goals (tree-whole) is making a structured hierarchical list of
enterprise goals, in which lower level goals are subordinate and serve to achieve higher level goals
within the framework of strategic management.

To sum it up, we can note that the development of a strategic map, which is formalized by the
goal management system based on KPI, is supported by material incentives. For the company's
administration, it can become a very effective tool for managing financial indicators and staff
motivation. This can be achieved by conscious spreading a certain system among managers at
various levels and all employees, by defining their place and role in specific business processes,
understanding what specific financial results are affected by their work, and by gradually accepting
the goals of the company (enterprise) for their goals.

In general, strategic management requires a well-established goal-setting mechanism, that
includes logical progression from a more abstract general foresight to concrete forecasting and
further programming. Strategic management allows to consciously plan and choose priority areas of
development in the four areas of BSC, coordinate and establish teamwork of top managers of the
company to achieve the overall result.

CONCLUSION

The lack of a regulatory and methodological framework for managing by goals today restricts
the use of appropriate tools at state and municipal enterprises. Using modern tools for management
by goals in practice requires a complex creative individual approach, which includes five stages:
1) audit of the existing personnel management system, formation of strategic vision of changes in
the company's management, creation of a change implementation center and a cross-functional
group of innovators; 2) improvement of the existing personnel management system (in terms of:
optimization and standardization of the organizational structure; reallocation and assignment of
additional and cross-functional responsibilities to responsible persons; elimination of duplication of
functional responsibilities and "bottlenecks™ in business processes; transition from a formal
approach to the real use of job descriptions and regulations at departments; identification of real
workload of divisions through optimization of existing business processes; 3)adaptation of existing
tools for management by goals and development of unique KPI; 4) monitoring the performance of
indicators and feedback from staff; 5) using a strategic approach to management and mandatory
connection of the selected strategy with specific goals and KP1 of divisions.

A goal-based management system using KPI has been implemented at the municipal heat
power company that can ensure: compliance with the principles of objectivity (assessment of labor
contribution), timeliness (minimizing the gap between labor results and receiving incentives),
noticeability (effectiveness of the bonus), transparency (accessibility of the remuneration system
provision). Its main distinctive features are: targeted affiliation in relation to each individual
business process, decomposition to the level of line managers and performers, clarity, ease of
measurement and correlation of indicators, which contributes to the individual motivation of each
employee, certainty in labor functions.
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PO3POBKA TA BIITPOBA/KEHHSA CUCTEMU CTPATEI'TYHOI'O YIIPABJIITHHA
IHEPCOHAJIOM 3A HIJIAMHA HA OCHOBI KJIIOYOBHUX ITOKA3HHUKIB

E®EKTUBHOCTI
Kapnenko Anapiit Kapnenko Harausn IMyapuk Onexcanap
BosoaumupoBuy MukoJ1aiBHa IOpiiioBuu
Hayionanvnuii ynisepcumem Hayionanvnuii ynisepcumem Hayionanvnuii ynisepcumem
«3anopizbka nonimexHikay» «3anopizvbka nonimexHika» «3anopizvbka nonimexHikay,
M. 3anopidcoics, Yrpaina M. 3anopidcoics, Yrpaina Konyepn «Micoki mennosi

Mmepeoiciy, 3anopidcorcs, Yrpaina

Y crarti 3anpomoHOBaHO MiAXiA MO0 PO3POOKH CHUCTEMH CTPATEriYHOIO YIPaBIIiHHS
nepconasom 3a nisimu (Management by objects - MBO), 1110 BUKOHYETbCSI Ha OCHOBI aOCOTIOTHHX
Ta BIAHOCHHMX YHMCIIOBHX IMoka3HUKIB edextuBHOCTI Key Performance Indicators (KPI) misimpHOCTI
opranizalii B I{iJIoMy Ta JEKOMIO3HIIII [IiIel Ha PiBHI OKpeMHX Oi3HEC-TpoIeciB 1 PyHKIIOHATBHUX
000B’sI3KIB MiAPO3a1TiB. BUCBITIIOETHCS MUTAHHS PO3POOKH TaKOi CUCTEMH JJIsi MYyHIIUIAIBHOTO
TEIUIOCHEPTETHYHOTO IMiIPUEMCTBA JiSUTBHICTh SIKOTO 3aJICKHUTh BiJl PETYIATOPHOI TONITHKH
nepxaBu. BusHavyaeTbcsl posib KIFOUOBUX MOKa3HUKIB edekTuBHOCTI KPI, sk Ai€eBOro iHCTpyMeHTY
B CHCTEMi TNpSMOTO0 MaTepiaibHOTO CTHMYJIOBAHHS 32 SIKUM OIIHIOETHCS €(EeKTHBHICTH Ta
pe3yNbTaTUBHICTh Oi3Hec-mpoleciB, Al 1 (QyHKIIH yOpaBliHHA, KOHKPETHOI BUPOOHMYOT,
TEXHOJIOTIYHOI Ta 1HIOi AisutbHOCTI. [IpoBeneHo aHai3 icHyr0uoi cuTyallii Ta BA3HAYEHO MPHYUHH,
10 YHEMOKJIMBIIIOIOTH BUKopucTaHHs KPI 6e3 kommiiekcHOl nporpamMu 3 BAOCKOHAJIEHHS CUCTEMU
VIPaBIiHHSA [EPCOHAJIOM. 3alpONOHOBAHO OOIPYHTOBaHY JETANBbHY IIOCTAIIHY CXeMy 3
BJIOCKOHAJICHHSI CUCTEMU YIPAaBIiHHS MEPCOHAIOM, IO HANACTh 3MOTY MEPEUTH J0 pO3pPOOKH Ta
BripoBapkeHHs cuctemu KPI. Bukopucranns cucremu KPI y cuctemi crpareriuHoro ymnpaBimiHHS
MEPCOHANIOM 3a IUIAMHU JO3BOJUTH KEPIBHHUKY Kpalle KOHTPOJIIOBATH IMPOLIECH OIepamiiHoi
TISUTBHOCTI, CTBOPHTH pealbHI IHIWKATOpU peaiizarlii cTpaTterii MiANpUEMCTBA Ta ITiABHIIATH
MPOIYKTUBHICTH Mparii.

Kuarouosi ciaoBa: crpareris, KIOYOBI MOKa3HUKK €(EKTUBHOCTI, YHPAaBIIHHA 3a LUISMH,
NepCOHa.

PABPABOTKA U BHEJAPEHUE CUCTEMbI CTPATEI'HYECKOI'O YIIPABJIEHUA
MEPCOHAJIOM IO IIEJISIM HA OCHOBE KJIIOYEBBIX IOKA3ATEJIEN

IOPPEKTUBHOCTHU
Kapnenko Auapei Kapnenko Haranbs Iyapuk Ajekcanap
Baagumuposuy HukonaeBna IOpbeBny

Hayuonanvnwiii ynueepcumem  Hayuonanonoli ynueepcumem  Hayuonanvuwiu yHugepcumem
«3anopooicckas NOTUMeXHUKay  «3anopoxicckas NOTUMeXHUKay  «3anopoxiccKas NOIUMexXHUuKa»

2. 3anopooicve, Ykpauna 2. 3anopooicve, Ykpauna Konyepn «I'opoockue mennogvie
cemuy, 2. 3anopooicve, Ykpauna

B cratee mnpemiokeH moaxoa K pa3palOTKe CHCTEMBI CTPAaTErMYeCKOro YIpaBIECHUs
nepcoHaiom 1o uensMm (Management by objects — MBO), BeImonHsOmMICA Ha OCHOBE
aOCONIOTHBIX M OTHOCUTENIbHBIX UHMCIOBBIX mokaszatenedt s¢pdextuBHOocTH Key Performance
Indicators (KPI) nmestenbHOCTH oOpraHuM3alid B LEJIOM M JEKOMIO3MLMHU IeJied Ha YpPOBHHU
OTJENbHBIX OM3HEC-TIPOILECCOB U (PYHKIMOHANBHBIX 00s13aHHOCTEN monpaszzaeneHuil. Ocpemiaercs
BONPOC pa3pabOTKU TAKOH CHCTEMBI Ui MYHHMILMIIAIBHOTO TEIJIOPHEPTeTUUYECKOr0 MPEeANpHUITHS,
JESATENbHOCTh KOTOPOIO 3aBHCHUT OT PEryJIsiTOPHOM MOJMUTUKU rocyaapcrsa. Omnpenensercss poib
KITIIOYEBbIX Nokazarenen apdextuBHocTH KPI, kKak neiicTBeHHOro HHCTpYMEHTa B CUCTEME MPSIMOT0
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Karpenko, A., Karpenko, N. and Shudrik, O. (2020), “Development and implementation of a strategic personnel
management system according to goals based on key performance indicators”, Management and entrepreneurship:
trends of development, Vol. 2, Issue 12, pp. 22-35, available at: https://doi.org/10.26661/2522-1566/2020-2/12-02

MaTepHaAbHOTO  CTHUMYJIUpPOBAHHs, MO  KOTOPOMY  OLEHHUBaercsi  JI(PQPEeKTUBHOCTb U
pe3yJIbTaTUBHOCTh  OM3HEC-NPOLIECCOB, JAEUCTBUM M (QYHKUMH  yHOpaBieHHs, KOHKPETHOM
MPOU3BOACTBEHHOM, TEXHOJIOTMYECKON U MHOW AeATENbHOCTH. [IpoBelleH aHanu3 CylecTBYHOLIEH
CUTyallUl U OIpeJesIeHbl NPUYMHBI MCKIIOYAIONIME BO3MOXXHOCTh Hcnosnb3oBaHus KPI 6e3
KOMIUIEKCHOM IIpOrpaMMbl II0 COBEPIUEHCTBOBAHUIO CHUCTEMBl  YIPABJICHUSA IIEPCOHATIOM.
IIpemioskena oOOCHOBaHHas MOApPOOHasl IMO3TalHas CXeMa II0 COBEPIIEHCTBOBAHUIO CHCTEMbI
yIpaBJICHUS! TIEPCOHAIIOM, KOTOpast MMO3BOJIUT MEPEUTH K pazpaboTke u BHenpeHuto cucrembl KPI.
Hcnonbs3oBanue cucremsl KPI B cucreMe cTparermyeckoro ymnpasiIeHHUs NEPCOHAIOM IO LIEsIM
II0O3BOJIUT PYKOBOAMTENIO JIydlle KOHTPOJIMPOBATH IIPOLIECCHl OINEPALMOHHOM JEATEIbHOCTH,
CO3aTh pEalbHble HMHIUKATOPbl peaJM3allid  CTpaTerud NPENIpUATHS U MOBBICUTH
IIPOU3BOJUTEIBHOCTD TPYA.

KiroueBble cioBa: crparerus, KJIOYEBble MOKa3aTeau 3(PQPEKTUBHOCTH, YIpaBIECHUE IO
LeJIsM, TIEPCOHAIL.
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