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In the context of globalization and informatization, human capital is the defining factor essential for technical or economic progress in the 
development of modern economies. 

Despite human capital being a key element of social and economic development of the country, there is a number of problems that slow 
down its progress. They typically include unregulated legislative platforms, not clearly defined role aspect, lack of effective methodological 
assessment base. Ukraine’s accession to the EU will support the further development of market economy relations and increase competition 
among enterprises. 

According to the World Economic Forum report «Human capital in 2013» Ukraine ranked 63rd place among 122 countries, while Kazakhstan 
holds 45th , and Russia – 51st position. Our country holds the best position in the following indicators: the quality of school education (24th 
position); the training of technical and scientific staff (31st position). While the worst position is observed in economic specialists training 
(101st), the ability to develop and support talents (117 th); intellectual property protection (120th); social security (120th); social mobility 
(120 th) (The Human Capital Report, 2013). 

All impacts on the development of human capital should be divided into internal and external depending on their origin. 
Internal factors of human capital consist of a set of individuals characteristics with inherent congenital and acquired properties. Each car-

rier of human capital has unique characteristics formed under the influence of certain factors, including the levels of health, education, skills, 
competencies, personal qualities, motivation. 

The main internal factor is the motivation of the individual directed at meeting his / her needs. Intellectual labor motivation is determined 
by many factors, among which we should mention financial reward and psychological satisfaction from work. However, financial reward is 
not always the defining factor for the individual, since we are dealing with carriers of creative potential, the primary motivation for whom 
is self-fulfillment, achievement of professional success, freedom to choose an employer, labor conditions and economic independence in 
decision-making, freedom of movement. 

The internal factors of human capital change is largely conditioned by the processes occurring in the external environment of human 
capital. 

Among the main external environmental factors a system of education, information and computer technology, the processes of globaliza-
tion and transformation of the labor market should be emphasized.

A factor that affects the mobility of human capital is globalization, which is a steady increase in the interdependence of national economies 
of some countries and regions and creation of global markets, including the global labor market. Global labor market offers new opportunities 
through technology and investment, increases mobility of workers, which leads to increase of the competition between them. However, glo-
balization dictates new requirements for the workforce in terms of professionalism, mobility, level of knowledge of new technologies, which 
due to the penetration of ICT in all fields of economics is even more necessary. 

Globalization, ICT cause the transformation of the labor market and the formation of a virtual job market. In the EU a system of interna-
tional exchange of vacancies EURES was established by the decision of the European Commission in 1993. This network collaborates with 
public employment services in the EU and provides access to a common information space to 31 European countries: 27 EU member-countries 
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as well as Iceland, Liechtenstein, Norway and Switzerland. Besides, in each country, that is the EU member, there are EURES consultants in 
the structure of the State Employment Service, who provide free employment advice. At the beginning of February 2014 there were about 2 
million vacancies online that included 32,724 registered employers and 1.3 million applicants’ resumes (Zavads’kyy, & Chervins’ka, 1999).

An important precondition for the competitiveness of manufacturers is introducing new conceptual approaches to human resource man-
agement. Human resources management should be aimed at providing the basic function in the enterprise organizational process as well as 
active impact on the future development of the enterprise. In an unstable economy an imperfect system of human potential management 
may have negative impact on the effective functioning of the enterprise. In this regard, the improvement of the management system and 
primarily human resources management receives special importance. In terms of constantly increasing competition, enterprises seek to gain 
and retain sustainable competitive position in the market that requires the formation and implementation of adequate, flexible and science-
based strategy of human resources management. 

The development of ICT places new demands on education, qualification and professional development of human resources. This, in turn, 
causes the appearance of new and innovative forms of human capital that are characterized by computer skills, knowledge of foreign lan-
guages, virtual collaboration, creative thinking, professional responsibility. 

Well-known Ukrainian and foreign scientists such as I. Ansoff, F. Becker, D. Bogynya, V. Vitvitskyy, P. Drucker, P. Ivanov, A. Kibanov, A. Kolot, 
M. Malik , R. Marra, M. Meskon, V. Nyzhnyk, M. Polishchuk, S. Oddonel, T. Petere, G. Simon, F. Hedouri, E. Khodakivskiy, Y. Tsal-Tsalko, H. 
Schmidt have studied the mechanisms of human resources management. However, at present, the applied methodological tools of personnel 
management, which would provide an opportunity to use existing and develop potential competitive advantages of the enterprise staff have 
not been sufficiently investigated. 

Today Ukraine’s market economy demands openness and integration into the world community, which requires improving the competi-
tiveness of enterprises. In the great variety of the «competition» concept interpretations it is important to distinguish its contents, charac-
teristics, manifestation forms and consequences for businesses. From a general point of view, competition presents social relations between 
entities for realization of their economic interests in a particular market or its segment. Competition serves as the market mechanism of 
redistribution of scarce resources among business entities depending on the efficiency of their use by specific producers of goods and services. 

Usually, the competitive advantage refers to the characteristic of the goods and services that are absent or worse with the competitors. The 
concept of competitive advantage has been included into scientific circulation since the classical political economy. Expenses of a particular 
manufacturer have been considered as the basis of the formation of absolute and relative advantages. 

The relationship between competition, competitive advantage and competitiveness is that the competitive advantage is the factors that 
determines the level of competitiveness of the entity in a particular market. Competition is based on competitive advantage. Competitiveness 
of an entity is the result of the activity for the realization of existing competitive advantage. 

If there are no competitors, there is no need for strategy. Whereas «competitiveness» is a relative category, the aim of strategy regarding 
competitors is to ensure its implementation using established competitive advantage. The sense of business strategy is to create a real com-
petitive advantage. 

The pragmatic question of how to achieve strategic competitive advantage poses itself. (Omae, 2008). 
The most important preconditions for enterprise competitiveness is a high level of personnel education and qualification, the adequacy of 

requirements to it suggested by organizational and technical conditions of operation. Following those requirements will result in recovery of 
Ukrainian national economy and the real acceptance to the international economic structures.

At present, domestic enterprises have been paying special attention to the problems of human resources management and development. 
This is due to the fact that social and economic contradictions that accumulate in society are expressed in work dissatisfaction of the em-
ployed people, in the absence of professional growth, inappropriate payment for its actual results, and sometimes just in firing of workers 
who increase the multitude of the unemployed. HR managers nowadays have to know the methodology of staff management, professionally 
conduct recruitment, selection and adaptation of workers to organize their training, study of new technologies. 

In the absence of clearly established mechanism for staff selection and recruitment, companies do not always hire those employees who 
will work most effectively in their workplace. When hiring people today in Ukraine the basic requirements are education and work experience, 
and the basic method of selection is via interview. This approach does not provide information about the employee potential, his / her per-
sonal qualities and psychological characteristics that do not help to simulate the process of his / her further participation in the development 
and enhancing the enterprise competitiveness. The methods of assessing staff are also neglected. Evaluation of staff is carried out selectively 
and is connected primarily with changes in their positions. 

Staff development is a systematically organized process of continuous professional training of employees to prepare them for the fulfill-
ment of new functions, professional promotion, formation of staff reserve and improvement of the staff social structure. Staff development is 
ensured by measures related to the evaluation of the workforce for the purpose of production adaptation and personnel certification, career 
planning of workers and professionals, stimulation of staff development.

The professional development of the individual within the organization is expressed by the notion of «staff professional development». 
Staff professional development is a purposeful and systematic impact on the employees by means of professional training while working in 
the organization in order to achieve high efficiency of production or provided services, improving the competitiveness of staff in the labor 
market, the enforcement of staff to fulfill new more complicated tasks based on the maximum possible use of their abilities and potential. 

Managers should pay due attention to the stimulation of employees to increasing their labor productivity. Ability to manage economic 
processes in the enterprise, increase of the effectiveness and competitiveness depend on how effectively various administrative and economic 
measures influence the interests of staff. 

The main task of human resources management is to create the necessary level of work motivation, which is expressed through stimulation 
of workers by influencing the motives of the their performance through its components. In order to increase employee’s productivity, his / her 
work should be interesting and important to him / her. The group of external factors, which are primarily designed to meet the financial needs 
of a worker, but have little to do with the essential meaning of work, includes tangible benefits (incentives) – salary, bonuses, dividends, and 
frustration factors such as working conditions, duration of working hours and so on. Frustration factors regulate employment behavior, elimi-
nating dissatisfaction, frustration and other negative emotions. For example, poor working conditions can cause a desire to change the type 
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of activity. In this case, providing motivation plays a huge role in the elimination of the negative factors of production and creation of appro-
priate working conditions. Conflicts in groups, tension in interpersonal relationships, excessive working hours and other can similarly affect 
the behavior and intentions of employees. Conversely, due to career promotion, increasing prestige of the profession, creating an attractive 
image, comfortable working conditions can provide the desired motivational effect (Factors motivating staff in management). It should be 
noted that each employee’s motives are different, so one should develop and use the mechanisms best governing the behavior of employees. 

It should be noted that at the appropriate level of incentives and working conditions motivation reaches a certain degree and may increase 
when factors of motivation inner meaning come into force. These factors include profession, relationships with friends, employment growth, 
labor content and others. Taking this into account, a complex model of personnel management can be developed and an effective motivation 
mechanism can be set up. Besides, insufficient use of some motivation factors may partly be compensated by others. 

The undeniable fact is that the effective motivating factor of staff management is salary. But it can fully perform its function only when it 
responds to the interests of an employee and at most reflects the size of individual labor contribution (Malik, & Shpykulyak, 2005). Salary has 
to meet the needs and interests of an employee to the full extent. At the same time an employee should know what the requirements are and 
what sanctions will be applied in case of non-fulfillment of those requirements. 

It should be emphasized that the organization of payment should be based on the principles of the depending on the results of work salary. 
Payment must be directly related to the results of work. Employees should be aware of a stable connection between the material compensa-
tion and the amount of work done. Salary should include a component that depends on performance. The use of financial stimulation not 
related to the work results could lead to the distraction of funds that will significantly reduce the effectiveness of management. The purpose 
of staff management is not simply to encourage people to work, but to involve people in work deeper and more productively. 

At the same time development of staff will help to increase the competitiveness of the workers in the labor market. Increasing their skill 
level or mastering a new profession or specialty through getting new knowledge and skills, they get additional opportunities for career plan-
ning within the organization and beyond. Even in case of unemployment due to dismissal from the company, the trained person quickly finds 
a new job, can easily organize their own business, and thus provide employment to others. Many people value the opportunity to improve 
their level of professional development. This fact often plays a crucial role in making decisions about their job in a particular organization. 
The winner in this case is the society as a whole, because the educational potential of the country grows and the productivity of social labor 
without attracting significant funds increases.

Staff development enhances the overall intellectual level of the individual, expands his / her erudition and circle of communication because 
educated people can freely orient in today’s complex world and human relations. As a result moral and psychological climate in the depart-
ments of the organization improves, the motivation of employees to work, their loyalty to the goals and strategic objectives of the company 
increases, the continuity in management is ensured and staff rotation is reduced.

It should be emphasized that a well organized system of staff management will greatly increase the efficiency of employees, production 
efficiency, which in turn will improve the competitiveness of enterprise.

Therefore, in countries with developed market economies more and more companies take the initiative to the further development of 
staff in their organizations. Planning and organizing of staff development are important functions of the staff management service. Ukraine 
should follow this example and it is a mandatory condition for ensuring sustained economic growth of the state.

While working out the organization management and staff development strategy the category of «competence» is often used, which is an 
important concept of staff development management, strengthening its competitiveness in the labor market.

In terms of quality competitiveness is characterized by a set of consumer characteristics of workforce that can provide effective work: 
profession, experience, age of the worker, knowledge of foreign languages and others. In terms of quantitative characteristics, the category 
of «employee competitiveness» could be determined by such indicators as productivity and efficiency of work, working time needed for the 
fulfillment of the task, quality of products, usage of raw materials, fuel, etc. (Rozanova, 1996). 

Great importance for the competitiveness of the organization’s staff lies in the stimulation of the employees’ development and efficient 
use of their competence. Acquired knowledge, skills and practical skills will not do any good for an organization if workers or specialists with 
higher education are not interested in using them with maximum efficiency or have no interest in their professional development and so on.

In this sense, the professional interests of staff, their motivation and ambitions are extremely important components of the staff competi-
tiveness of an organization. Their significance demonstrates a tendency of growing. Therefore, one of the main staff development objectives 
is to optimize the results of work by increasing the level of employee motivation and ambition to high-performance work.

Competitiveness of staff is determined not only by physiological, social and psychological requirements of individual to a particular job or 
position, level of educational or professional training, work experience, but also employees’ satisfaction with their work. Those who are not 
satisfied with the work produce low-quality of work, frequent violations of work discipline, little interest in further professional development.

Competitiveness of staff includes such mechanisms as «want», «can», «need». They, in fact, express the individual work activity that char-
acterizes the quality of work, which determines the level of competitiveness of employee on the intraorganizational labor market. The maxi-
mum coincidence of the «can», «want» and «need» mechanisms is the condition of improving efficiency, development of personality. A person 
can demonstrate his / her abilities, successfully develop them in the learning process, and then implement them into work only if he / she is 
interested in the work, is aware of and accepts performance goals of the company.

On the contrary, if the needs of society, organization, employee’s interests and his / her abilities are not coordinated, it has a negative 
impact on work activity and level of staff competitiveness. This is reflected in such indicators as reduced work productivity, decreasing of 
product quality, increase in staff turnover, unwillingness to take part in professional training and so on.

According to the research, taking on the rights and responsibilities for the organization of payment for work, most managers appear incom-
petent in that stimulating function of the salary is not less important task than raising its level. Taking into consideration the fact that the 
main rights and responsibilities for the organization of payment for work at enterprises has been transferred by the state to the top managers, 
it requires the change of the economic concept of staff motivation. Changing the concept means that instead of the previously used standard 
systems a differential payment systems and tariff conditions should be developed and applied in enterprises that would provide a direct link 
with work productivity.

The system of staff management should be based on the regulatory framework according to which the state regulation of the minimum 



97The Russian Academic Journal  |  Vol. 31, #1 (2015)  

COMMERCE

salary and no upper limit of payment for work, which only depends on the financial capacity of enterprises, should be carried out.
The problem of attracting workers to increase their interest in stimulating production activity can be viewed through participation in the 

capital that will create conditions and increase interest in the efficient operation of the enterprise, and through copartnership and stake 
management that will be a way and a real object of staff financial interest implementation.

However, profit sharing is an additional option of equity sharing. This means the distribution of property as dividends accrued on the prop-
erty (shares), their size depending on the effectiveness of the company (profit) (Krushel’nyts’ka, & Mel’nychuk, 2003). Although a payment of 
dividends is not payment for work, but a payment for capital, one can say that it also depends on payment for work. This is because a certain 
amount of income depends on work contribution of each employee.

Thus, staff management can be solved through the proper motivation of work at the low level, when the creativity of an employee will help 
him / her to work more effectively because of his /her financial interests as the owner and manufacturer simultaneously. Therefore, one of the 
main factors of human resources management, encouraging people to work is economic interest. From the person’s point of view it presents 
a desire to own property and with the help of work or lease increasing its value.

One can not deny the fact that the higher the pay is, the higher the efficiency of production is. However, there is not always a direct cor-
relation between these categories. At the same salary rates, higher efficiency of production is observed in cases when the payment for work 
is done like a bonus for better work performance, professionalism, innovation, increasing the quality of work and the final product. The em-
ployee must understand that a bonus is a payment for timely effective work, initiative, diligence, etc.

It should also be emphasized that in order to stimulate the employees by means of bonuses, encouraging them to achieve the final results 
of production, the reward system should be based on the following principles: forms of employee benefits shall be competitive compared to 
other enterprises; the stimulating mechanism should be focused on achieving of final results by the individual worker as well as the team as 
a whole; each worker gets as much as he / she has performed; the size of a bonus or additional payment is as high as the rank of an employee, 
who continually improves his /her level.

The employee should know how much he can get for a certain kind and quality of work. He / she should also know how much he / she can 
lose for bad, ineffective or delayed actions. Rewards stimulate the interest of workers, encouraging them to increase the final results of pro-
duction.

However, the importance of creating an effective mechanism of reward is a clear description of the job tasks of the employee. Management 
must understand what it wants from a particular employee. (Krushel’nyts’ka, & Mel’nychuk, 2003). It is essential to have job description 
for each employee and job classification according to the degree of value for the enterprise. The further process is to implement the staff 
monetary reward for the achievement of each specific outcome (for example, to sign a lucrative contract), or for the results within a certain 
period of work. Usually, the top manager of the enterprise decides who is effective and who is not. In large enterprises it is decided by the key 
specialists and department managers. As a result, an employee who receives fair compensation is more responsible and initiative from the 
beginning of his work. This could be the basis for staff management in an enterprise.

The additional way of remuneration of staff are bonuses, they belong to the motivation factors that contribute to the increase of productiv-
ity. Methods and sizes of bonuses depend on the category of workers. The increase in production output is gained through an additional scope 
of work, ensuring product quality and culture of production and taken as a certain percentage of the salary rate or hours actually worked (the 
basic salary is charged). Thus, the bonus should not be paid for the results and activities of workers for their obligatory work and are paid 
as a regular salary. The employee should understand that bonus is an additional payment for timely effective work, initiative, diligence, etc.

Bonuses should not be too common and widespread because otherwise employees might perceive them as a regular salary. Employees 
should feel that bonuses depend on their personal additional efforts.

It should be noted that bonus as an economic instrument is an addition to the salary. Its influence is best manifested when it is closely 
connected with the salary. If the basic salary stimulates growth, in most cases in quantitative indicators, bonus stimulates improvement in 
quality indicators and indicators of final results of work in general (Sapel’nykov, 2013). 

So, bonus should provide a certain economic impact and it is necessary that the main elements that characterize the organization of bonus 
system are properly economically constructed. The bonuses should be paid for overfulfilment of a task, early completion of a task, saving of 
material resources, achievement of high performance for the production of certain products, quality and timely execution of work. Thus, a 
bonus should be calculated for achieving high work performance of each employee as well as a certain group of employees. At the same time, 
additional efforts of workers, stimulated by a bonus, should cover the expenses for the reward. A bonus should be paid from the funds of the 
company within its profit.

The procedure of remuneration should be based on the achievements and conducted at the workplace, at celebrations in the circle of em-
ployees and other occasions. This allows promoting achievements, improving work efficiency and its quality, which has been missed before.

There are managers who use the system of stimulating of the production results based on semi-annual premium or bonuses. The bonuses 
are awarded not on the basis of individual results of the staff, but on the final semi-annual and annual company performance, that is the 
collective result of work. The managerial effect of this is to stimulate the interest of the entire team of employees to improve the efficiency 
of the whole enterprise.

For the motivation of high quality work various social benefits and privileges are widely used. Most employees of enterprises receive such 
payments, benefits and financial aids from the employer: paid additional days off, including mandatory paid holidays; paid personal holidays 
(birthdays, anniversaries); sick leave payments; the employer pays contributions to pension insurance; all employees get life insurance; fringe 
benefits: paid meal breaks, free meals and more. Therefore, under current conditions it is important to restore stimulating effect of the basic 
salary, which is considered to be a means of attraction to work as well as bonuses and social benefits that contribute to high quality of work.

The category «competence» to some extent reflects the qualitative aspects of workforce competitiveness. However, it does not fully reveal 
physiological and psychosocial characteristics of people, which should be taken into consideration, sketching ways to improve the effective-
ness of staff development management or choosing the best strategy options for organization management and corresponding strategies of 
staff development.

The level of competitiveness in the labor market, including staff in intraorganizational labor market, largely depends on the degree of pro-
fessional skills (according to their abilities and inclinations) that are in demand on the regional labor market and are needed by organizations 



98 The Russian Academic Journal  |  Vol. 31, #1 (2015) 

COMMERCE

to realize their goals, profits, etc. 
In the conditions of increasing market competitiveness such components of staff competitiveness as education, professional knowledge, 

skills and practical skills; compliance of physiological and psychosocial characteristics of human to occupation requirements becomes more 
important. One of the objectives of staff development management is to find such employees who are able to implement the management 
strategy of the company and have necessary skills and competence to do it.

To forecast the organization needs in staff and to ensure purposeful development of employees, an organization should have a clear 
description of all jobs and positions (duties, functions, rights and responsibilities of staff); determine qualifications for staff, required pro-
fessional knowledge and skills, health and safety characteristics of jobs and positions, their requirements for individual physiological and 
psychosocial characteristics of staff and then cross-reference these requirements with the staff with actual level of professional suitability of 
employees and the degree of the developed competence. It should be noted that now the civilization progress is determined by intellectual 
and educational potential of a person. Therefore, a stable, balanced and socially oriented development of society requires rapid and system-
atic involvement in the economy of not only productive, but mostly human resources. Due to increasing of intellectualization of produc-
tion, global rivalry in financial, industrial and military-technical field enters education, science, culture and upbringing. Now knowledge, 
competence, professionalism play a crucial role in enhancing innovation, competitiveness, market value and profitability of business and, 
consequently, in defining new prospects for dynamic growth and economic development of the country. In this regard, human capital and 
intellectual resources, which are the basis of social development of any country, present interesting for research.

However, when the whole progressive world actively uses intellectual resources and new knowledge in setting their competitive advan-
tages, in Ukraine, which declares the innovative way of development, but continues to depend on intellectual products of other countries, 
they are the least studied and are limited to opportunities used to improve economic, social and political situation in our country.

After the implementation of the above-mentioned procedures an organization develops specific measures to eliminate discrepancies be-
tween the actual level of professional suitability of staff, level of its development and necessary levels of professional qualifications and 
competencies of employees according to the chosen strategy of the organization management.

The problem of staff management mechanism formation requires urgent improvement and adaptation to objective conditions of our time. 
The mechanism of management plays an important role in increasing work productivity and efficiency of functioning and development of 
enterprises. Only in this case their competitiveness and real integration into international economic structures can be achieved.

References:
1.	 Armstrong, M. (1996). A handbook of personnel management practice. Kogan Page.
2.	 Bratton, J., & Gold, J. (2001). Human resource management: theory and practice. Psychology Press.
3.	 Druker, J., & White, G. (1995). Misunderstood and undervalued? Personnel management in construction. Human Resource Manage-

ment Journal, 5(3), 77-91.
4.	 Eures: The European Job Mobility Portal. Retrieved from: http://reports.weforum.org/human-capital-index-2013/#=.
5.	 Ferris, G. R., & Judge, T. A. (1991). Personnel/human resources management: A political influence perspective. Journal of manage-

ment, 17(2), 447-488.
6.	 Krushel’nyts’ka, O.V. & Mel’nychuk, D. P. (2003). Upravlenie chelovecheskimi resursami: Uchebnoe posobie [Human resource manage-

ment: a tutorial]. Kiev: Kondor.
7.	 Malik, M. Y. & Shpykulyak, O. H. (2005). Chelovecheskie resursy sel’skokhoziaistvennykh predpriiatii, upravlencheskii aspekt [Human 

resources of agricultural enterprises, administrative aspect]. Kiev: NNTs «IAE».
8.	 Malik, M. Y. (1995). Motivation production activities in the agricultural sector of the economy (methodology and organization). Kiev: ShA 

UAAN.
9.	 Omae, K. (2008). Mind of the strategist: The art of japanese business. Moskva: Al’pina Biznes Buks.
10.	 Rozanova, V. A. (1996). Psikhologiia upravleniia: Uchebno-prakticheskoe posobie. [Management psychology: Teaching and practical 

guide]. Moskva: ZAO «Biznes-Shkola Intel-Sintez».
11.	 Sapel’nykov, A. (2013). Menedzhment yak protses upravlinnya pidpryyemstvom. Retrieved from: http://www.compositions.ru/in-

dex.phtml?id=8071&from=650/.
12.	 Sisson, K. (Ed.). (1994). Personnel management: A comprehensive guide to theory and practice in Britain. Blackwell Business.
13.	 Storey, J. (1987). Developments in the management of human resources: an interim report (No. 17). Industrial Relations Research Unit, 

School of Industrial and Business Studies, University of Warwick.
14.	 Storey, J. (2001). Human resource management: A critical text. Thomson.
15.	 Strategy and human resource management. – Emerald Group Publishing Limited, 2003. – Т. 41. – №. 5. – С. 523-524.
16.	 Torrington, D. (1991). Personnel management: a new approach. Prentice hall.
17.	 Townley, B. (1994). Reframing human resource management: Power, ethics and the subject at work. SAGE Publications Ltd.
18.	 Werther, W. B., & Davis, K. (1989). Human resources and personnel management. Harper San Francisco.
19.	 Zavads’kyy, I., & Chervins’ka L. (1999). Faktory motyvatsiyi personalu v menedzhmenti [Factors motivating staff in management]. 

Ekonomika Ukrayiny, 9, 53–59.


