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CONCEPTUAL APPROACHES TO MANAGING REPRODUCTION OF THE
HUMAN POTENTIAL OF AN ENTERPRISE

Abstract. The article considers the problem of managing the reproduction
of the human potential of an enterprise. Human potential is essential for
ensuring innovative activity and competitiveness of an enterprise. Highly
qualified employees and in particular their human potential are the most
important capital of the enterprise. The analysis of scientific publications
revealed that the problem of human potential reproduction has not been
studied sufficiently at the enterprise level. Reproduction of the human
potential of an employee is presented as a set of processes for the renewal
and growth of its objective and subjective characteristics to ensure their
maximum compliance with the actual and future requirements of the
enterprise. Conceptual approaches to the human potential reproduction
based on the system of education (vocational training and advanced
training) are offered. They are the basis for forming the system of human
potential reproduction. Such a system takes into account the dynamism of
updating the requirements for staff, their professionalism, qualification
and educational level. It is offered to define and solve the tasks of human
potential reproduction, focusing on a certain period of staff activity at the
enterprise. This can be a period of adaptation, periods of mastering
processes, and achieving a high level of competence. The use of an
enterprise’s interaction with external educational institutions in the
training system and the creation of an internal training structure for the
reproduction of human potential are considered. The advantage of the
internal learning structure is highlighted. This is the ease and efficiency of
its change in accordance with the needs of the enterprise. An algorithm for
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monitoring human potential is offered, which comprehensively takes into
account the statistical data, the results of expert assessments, and a survey
of employees. Such monitoring is the basis for identifying the discrepancy
between the development of human potential components and the
requirements of the current business environment. The mechanism of the
human potential reproduction of an employee is presented as a sequence
of processes for providing, monitoring, updating, improving and
developing. Their content is determined based on the goals and objectives
of managing human potential reproduction.

Key words: management; education system; conceptual approaches;
reproduction; human potential.

INTRODUCTION / BCTYII

Problem statement. Under the influence of increasing competition,
innovations become the most important object of management in an enterprise
focused on strategic success. In turn, the innovative orientation of the strategy
and tactics of production development imposes new requirements on the
content of management activities and makes its adjustments to the human
resource management system.

The innovation process requires the presence of an enterprising, highly
skilled employee. This person should be deeply involved in the decision-making
process, which contributes to the mobilization of the workforce's creative
potential and the activation of innovative activity of the staff.

Human potential is essential not only for ensuring innovative activity but,
as a result, plays an important role in ensuring the competitiveness of
enterprises. This enhances internal competition in the country and contributes
to the growth of the competitiveness of its economy in the world [1].

The competitiveness of an enterprise depends on ensuring its qualified
workforce, the degree of staff motivation, organizational structures, and forms of
work that increase the level of competitiveness of employees and make better
use of their human potential. Highly qualified employees are the most important
capital of the enterprise. Even advanced equipment requires the participation of
professional employees.

Thus, the effectiveness of organizational management changes to improve
the competitiveness of enterprises can be achieved through the improvement of
the management of human potential reproduction.

Analysis of recent research and publications. The problem of managing
the formation and use of human potential has been studied by many scientists,
including V.Ivanova [1], O.Stefanyshyn [2], I. Haiduk [3], S.Skyba [4], [7],
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I. Buzetskyi [5], Zh. Derii [6], [7], N. Nepryadkina [8], O. Hynda [9], L. Martseniuk
[10]. The human potential reproduction is one of the most relevant and complex
problems of science and management practice. This problem is studied at
different levels by foreign and domestic researchers. The results of studying the
problem of human potential reproduction are presented in the works of such
researchers as V.Kutsenko [11], O.Garashchuk [11], V.Kukliuk [12],
D. Matsekha [12], S. Matiukh [13], L. Halkiv [14].

Thus, improving the management of the reproduction of human potential
will contribute to the achievement of the goal of enterprises - increasing their
competitiveness.

AIM AND TASKS / META TA 3ABAAHHA

The article aims to determine the conceptual approaches to managing the
human potential reproduction of an enterprise.

Research tasks: analysis of scientific works on the management of human
potential, provision of offers for the development of conceptual approaches to
the management of human potential reproduction.

THE THEORETICAL BACKGROUNDS / TEOPETHYHI OCHOBH
AOCAIAKEHHA

The theoretical basis for the study is scientific publications, reference and
monographic literature, and Internet data.

RESEARCH METHODS / METOAU AOC/TIANKEHHA

Methods of collecting data and information, generalization of modern
theoretical studies, methods of induction and deduction are used in the research
process.

RESULTS OF THE RESEARCH / PE3YJIbTATH JOCIIAAKEHHA

The human potential reproduction of an employee can be considered as a set
of processes of renewal and growth of objective and subjective characteristics that
provide a person with maximum compliance with the requirements of an
enterprise, as well as competitive advantages in the labor market.

Enterprises should use a structural model of human potential formation
[1] to ensure effective management of this process. A component of this model is
the training system, which plays one of the key roles in the reproduction of
human potential.

The training system implements a set of processes for training and
retraining staff to meet the requirements of the enterprise.
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In this regard, the relevant task is the elimination of deficiencies in the
field of training and advanced training of staff, including the underestimation of
the role of training specialists for the activities of the enterprise following its
strategy, the lack of interconnection between different levels of education, and
the insufficient use of individual creative capabilities of staff.

Thus, there is a growing need to develop conceptual approaches to human
potential reproduction based on the education system (vocational training and
advanced training). They should be guided by international standards, and take
into account the dynamics of updating the requirements for staff, their
professionalism, qualification and educational level, professional mobility, and
responsibility.

The purpose of conceptual approaches is to create a basis for the
formation of a system of human potential reproduction. It should be aimed at
the formation of innovatively active staff, combine active use and continuous
systematic training of employees of the enterprise, and focus on the maximum
convergence of the enterprise interests and the individual employee. Such an
approach will increase the efficiency of production, and expand the possibilities
for the enterprise to enter the world market.

Systematic continuous learning is a continuous process of accumulation
and development of knowledge and skills of staff, changes in behavioral aspects,
and processes. The need for continuous training of staff of enterprises is due to
the high dynamism of the external environment. This allows them to adapt as
quickly as possible to its constantly updated parameters due to continuous
training (retraining, advanced training) of staff.

The priority of conceptual approaches to managing the human potential of
an enterprise, and in particular to the training system, changes during different
periods of staff activity at the enterprise:

e adaptation period;

e period of active development of processes;

e the period of achieving a high level of competence.

Following the conceptual approaches of human potential reproduction,
the possibility of solving certain problems in each period is realized.

For the adaptation period, such tasks are the following:

e advisory assistance organization;

e psychological support organization;

e the formation and use of the institution of mentoring;

e creation of a system of social support for employees, including the
stability of official and social status;

¢ monitoring the state of human potential.
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For the period of active development of processes, the main tasks are:

e periodic "debugging" of forms and methods of target
professionaltraining and advanced training;

e correction of forms and support of effective methods for stimulating
professional and qualification growth, mobility, and rotation of staff;

e the creation of a special reserve for filling the positions of the top
management specialists;

e social support for workers involved in the process of human potential
reproduction;

e improving the efficiency of human potential use;

e monitoring the state of human potential.

The period of achieving a high level of competence involves the solution of
the following tasks:

e creation of social support system for employees involved in the process
of human potential reproduction;

e development of the institution of mentoring;

e creation of continuous professional training system and advanced
training of staff;

e organization of work with the replacement reserve;

e organization of internal training with the involvement of highly
qualified employees;

¢ monitoring the state of human potential;

e improving the efficiency of human potential use.

Particular importance for the qualitative reproduction of human potential
through the training system is the interaction of enterprises with external
educational institutions. However, this does not exclude the creation of an
internal training structure that contributes to the high-quality reproduction of
human potential, updating the knowledge of employees of the enterprise, self-
development to achieve the goals of the enterprise, and meeting the personal
needs of the staff. Its activities can easily and quickly change in accordance with
the needs of the enterprise.

In enterprises with an internal training structure, human development
should be considered as a key type of management activity. Its object is not an
individual employee or group, but an enterprise as a whole, which is capable and
committed to constant change, learning, and transformation. Such an enterprise
is classified as a self-learning one.

Enterprises in a competitive market are constantly faced with various new
situations. Their external environment is often dynamic and unpredictable. It makes
choosing any one strategy or one scenario for their behavior a difficult task. In this
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case, training becomes a prerequisite for maintaining flexibility and increasing the
innovative potential of the enterprise. It should respond to the real course of events
and take appropriate actions to ensure staff competitiveness and quantitative and
qualitative reproduction of human potential.

The basis for successful management decisions related to human potential
reproduction is the identification of the discrepancy between the development
of human potential components and the requirements of the current business
conditions (“bottlenecks”), which impede the development of its components in
accordance with the needs of the enterprise. The main method for diagnosing
such a discrepancy is human potential monitoring as a way to conduct special
observations in the human resource management system.

The level of some characteristics of the human potential of an individual
employee and the staff of the entire enterprise is rather difficult to measure because
direct quantitative measurement of many components of human potential is
impossible. At the same time, the level of its development is important for an
individual employee and the enterprise as a whole. Decisions on the development of
many human potential components are made at different levels of the enterprise
management system, as well as at the level of the employee's personality. Only in this
case human potential can be monitored and regulated.

Monitoring of human potential involves constant monitoring of the
dynamics of its characteristics and the implementation of the mechanism of its
reproduction, as well as the factors that determine this dynamic in the course of
the enterprise's activities.

The main goal of monitoring is to evaluate the effectiveness of
management decisions on the human potential reproduction of an enterprise,
taking into account the ensuring of innovative activity of the staff and the
competitiveness of the enterprise.

Monitoring of human potential should be carried out:

e based on statistical information;

e based on expert assessments;

e based on the opinions of employees.

Monitoring based on statistical information should be carried out in the
following main areas:

e the composition of the staff;

e the level of professional readiness and adaptability to types of work;

e dynamics of the employees' number;

e the level of the staff education.

Monitoring based on expert opinions involves an assessment:

e the actual state of the human resource at the enterprise;
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e compliance of the development level of human potential components
with the requirements of specific production and other processes;

o the effectiveness of the training system;

e staff competitiveness.

Monitoring the opinions of employees of the enterprise involves the
following:

e analysis of the situation at the enterprise;

e analysis of the use of individual human potential of employees and
factors affecting the effectiveness of this process;

e analysis of employee satisfaction with the training system, retraining,
and advanced training adopted at the enterprise.

The groups of indicators reflecting the opinion of experts include:

1) indicators of compliance of the development level of the human
potential components of the employees of the enterprise with the requirements
of specific jobs or processes;

2) indicators to characterize the factors that determine human potential
development;

3) the level of employees competitiveness (by category).

Regarding the first group of indicators, experts are invited to evaluate the
professional and qualification components. That can use the method of profiling
positions by categories of employees (managers, specialists, workers). The
experts identify an agreed list of competencies in the following three blocks for
each position through questionnaires and focus groups:

e knowledge;

e skills;

e qualities required for a particular position.

Each received list of competencies is divided internally into classified blocks.
According to them, another survey is conducted among experts to find out which
competencies should demonstrated to a greater extent and which one to a lesser
extent using a rating scale. Thus, the required profile of the position is obtained.

The system of indicators to characterize the factors that determine the
human potential development includes:

¢ rating of factors hindering the human potential development of employees;

o the effectiveness of various forms and methods of training, retraining
and advanced training of staff.

Indicators reflecting the opinion of the employees of the enterprise include:

e compliance of the development level of professional qualification,
innovative, creative, motivational components of human potential with the
requirements of production;
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e an integral indicator of the development level of human potential
components;

¢ rating of factors motivating employees to develop their human potential;

e the satisfaction degree of employees with the elements of infrastructure
responsible for the human potential reproduction of the enterprise.

Based on the needs of business, quantitative and qualitative
characteristics of human potential are formed. With the help of its monitoring, it
is possible to assess the current state of human potential and its use, as well as
to compare it with those quantitative and qualitative characteristics that are
necessary for the activities of an enterprise.

The system of training and monitoring of human potential are the
components of the mechanism of its reproduction.

The mechanism of reproduction of the human potential of an employee can be
represented as a sequence of processes for providing, monitoring, updating,
improving and developing (Fig.). They form a cycle and allow building up the human
potential of both an individual employee and the enterprise as a whole.

Goals and objectives of human potential reproduction of an employee

v

Principles and functions

v

The complex of constituent
elements (processes):
Process of ensuring
Monitoring process
Update process
Recovery process
Development process

v

Legislative and normative component

Methods and tools

Fig. Mechanism of human potential reproduction

The provisioning process involves planning the need to hire new
personnel, selection, admission, adaptation, internal relocation, and dismissal.
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The monitoring process described above reveals a discrepancy between
the actual and required quantitative and qualitative characteristics of the
personnel. It is the basis for planning all other processes.

The renewal process involves the redistribution of employees according to
levels of responsibility, structural divisions, tasks and functions within the
enterprise itself.

The recovery process includes planning and monitoring the physical and
moral condition of employees, creating organizational and infrastructural
systems to take care of the health of personnel.

The development process includes training, career planning systems, and
ensuring social stability.

The content of the processes is determined on the basis of the goals and
objectives of managing the reproduction of human potential. They are
performed in accordance with certain principles and functional features. The
mechanism of reproduction of human potential is regulated and regulated by
legislative and regulatory documents. Each of the processes uses both general
and special methods and tools.

CONCLUSIONS AND PROSPECTS FOR FURTHER RESEARCH /
BHUCHOBKH TA IIEPCIIEKTHBH IIOAAJIBIIUX JOC/IIAKEHD

In the context of competition and the need for high innovative activity, the
problems of human potential reproduction continue to be extremely relevant.

Especially important for the enterprise is the ability of employees to think
in a new way, the willingness to work in a single creative team. Under these
conditions, it is necessary to take a conceptually correct and innovative
approach to the reproduction of human potential, to take into account the
dynamism of updating requirements for personnel. The use of conceptual
approaches to the reproduction of human potential, based on the training
system, creates the basis for the formation of a system for the reproduction of
human potential, provides an increase in production efficiency.

There is a need to develop and use a mechanism for the reproduction of
the human potential of an employee, which includes a set of processes for
training and retraining personnel to meet the requirements of the enterprise.
Monitoring of human potential is the basis for the effective functioning of such a
mechanism. The offered algorithm for its implementation makes it possible to
calculate complex indicators of the state of human potential for various
categories of enterprise personnel. The level of development of human potential
components forms the competitive advantages of the enterprise, the level of
competitiveness of employees in the labor market.
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Prospects for further research. Further research should be aimed at

concretizing the organizational mechanism for the implementation of
conceptual approaches to the reproduction of human potential.
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AHoTanisa. Y craTTi po3rJIgHYTO MNpo6JsieMy yhpaBJiHHA BiATBOpPEHHS
JIIDJCHKOTO MOTEHLia/y MmiAnprueMCTBA. JIIOACBKHAM MOTEHLia/1 MAa€E CyTTEBE
3HayeHHs JJig 3abe3nedyeHHs HMoro iHHOBAliMHOI aKTHMBHOCTI Ta
KOHKYPEHTOCIPOMOXKHOCTi. BucokokBasipikoBaHi cniBpoOGITHUKH, 30KpeMa
iX JIIACbKUK TMOTeHIiaJ, € HAaWBXKIMBILIMM KalliTaJOM MiAIPUEMCTBA.
AHaJsti3 HayKOBMX MyOJIiKalliil BUSIBUB, 1110 HEJOCTAaTHbO BUBYEHO MPOO6JIEMY
BiTBOpEHHA JIIOJACbKOr'O MOTEeHLia/lly Ha piBHI MiANPUEMCTB. BiATBOpeHHA
JIFOJICBKOI'0 MOTEeHIja/ly NpaliBHUKA NPEACTABJEHO K CYKYIHICTb IPOLEeCiB
BiJHOBJIEHHSI Ta HApOILyBaHHS WOro OO6'EKTUBHUX Ta Cy0 €EKTHUBHHUX
XapaKTEPUCTUK [Ji1 3a0e3le4YeHHs MHOro MaKCUMaJsIbHOI BiJIMOBIHOCTI
HasgBHUM Ta MaMOYTHIM BHMOraM MiJIPUEMCTBA. 3alpPONOHOBAHO
KOHILENITyaJIbHI MiAXO4U [0 BIATBOPEHHA JIIOACHKOIO IIOTEHIjialy, 0
I'PYHTYIOTbCS Ha CUCTEMIi HaB4aHHA (npodeciiiHe HABYaHHA Ta MiJBULEHHS
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kBasiQikanii). BoHu € ocHOBow ¢GOpMyBaHHSI CHUCTEMH BiATBOpPEHHA
JIIOJICBKOI0 MoTeHL{iany. Taka cucTeMa BpaXxOBY€E JUHAMIYHICTb OHOBJIEHHSA
BUMOT JI0 NepcoHasy, ix npodeciiHOCTI, KBalipikaliiHOro Ta OCBITHBOrO
piBHA. 3alpolOHOBAHO BHU3HAYaTHM Ta BUPIllyBaTH 3aBJaHHA LI0J0
BiZITBOPEHHA JIIOACHKOrO NOTEHLia/ly, OPIEHTYHOYMCh Ha IEBHUM Nepioj
aKTHUBHOCTI MepcoHa/ly Ha mignpueMCTBI. lle Moxke OyTH mepion aganTariii,
nepiogyM  OCBOEHHA  IIPOLECiB Ta  JOCATHEHHA  BUCOKOrO  piBHA
KOMIIETEHTHOCTI. PO3rJIAHYyTO BUKOPUCTAaHHA y CUCTeMi HaBYaHHA
B33aEMOJII0 MIANPUEMCTB i3 30BHILIHIMUA OCBITHIMU yCTAaHOBAaMM Ta
CTBOPEHHA BHYTPIIIHBOl HABYAJbLHOI CTPYKTYpU [Jid BiATBOPEHHA
JIIOACHKOI0 MoTeHuiany. Bil3HayeHO mepeBary BHYTPILIHbOI HAaBYaJIbHOI
CTPYKTypH. Lle JierKicTb Ta onepaTUBHICTD ii 3MiHM BiJIMOBIJIHO /10 NMOTpPe6
HNiANPUEMCTBA. 3alpPOIIOHOBAHO AJTOPUTM  MOHITOPUHIY  JIHOJCbKOIO
NOTEHIia/ly, IKMA KOMIJIEKCHO BPaxOBYE JaHi CTaTUCTHU4YHOI iHdopMaliii,
pe3yJIbTaTU OLIiHOK €KCHEepTIiB Ta ONWTYBAaHHA JyMOK MHpaliBHUKIB. Takuu
MOHITOPHUHT € OCHOBOI BUABJIEHHA HEBIAMOBIJHOCTI PO3BUTKY KOMIIOHEHTIB
JIIDJACbKOTO TMOTEeHlliaJly BUMOraM HHUHIIIHIX YMOB BeJleHHS 0i3Hecy.
MexaHi3M BiATBOpEHHS JIIOJACbKOI'0 MOTeHLia/ly NpaliBHUKA IIpe/CTaB/IeHO
K TOCJIJOBHICTb TpPOLEeCiB 3abe3neyeHHs, MOHITOPUHIY, OHOBJIEHHS,
03/J0POBJIEHHA Ta PO3BMUTKY. IX 3MiCT BU3HAYa€TbCd Ha OCHOBI Ljijedl Ta
3aB/IaHb YIIPaBJIiHHA BITBOPEHHAM JIIOJACHKOTr'0 [IOTEHIiay.

KiirouoBi cjioBa: ympaBJliHHS; CHUCTeMa HaB4YaHHS; KOHIENTYaJbHi
MiJX0/I1; BiATBOPEHHS; JIIOACbKUU OTEHILial.
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