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In the article the main attention is paid to the processes of movement and fluidity of the
labor potential of the enterprise. The solution of issues of formation and methodical
provision, as well as practical use of different branches of the management system of labor
potential of the enterprise on the basis of its regulation of regulation, is becoming important.
This determined the choice of the topic, setting goals and objectives of this study. The
purpose of the paper is to substantiate the methodological approach to the choice of
methods for controlling the movement of labor potential of industrial enterprises. Proceeding
from the stated goal, such a task has been formulated and solved: to determine the key
factors of the movement of the labor potential of the enterprise; to offer a methodical
approach to the choice of methods for managing the movement of labor potential of an
enterprise using a diagnostic table and using a matrix of choice of methods. The classification
of key factors of the labor potential of industrial enterprises for 4 blocks is proposed: Block
1 Socio-economic factors; Block 2 Managing factors; Block 3 Organizational factors;
Block 4 Technical and economic factors. According to the results of the study of key
factors of influence on the labor potential of the industrial enterprises under research, the
sources (causes) of occurrence and possible ways of solving the difficulties, a diagnostic
table with factors, causes, costs and management methods in a certain dependence with
corresponding interconnection that determines their orderliness and regularity of
development has been designed. The result of the use of the diagnostic table is the matrix
of the choice of methods for controlling the movement of labor potential of industrial
enterprises, in which the position of the company is determined by three parameters: key
factors of motion, causes of movement, costs of negative movement. The proposed matrix
allows to analyze the nature of the changes that make up the profile of the labor potential
movement, and take into account their interaction for the adoption of managerial decisions.
The offered approach to estimation of factors of movement of labor potential allows to
form an idea about efficiency of administrative decisions with its perfection in interests of
the enterprise.
Keywords: industrial enterprises, diagnostic, matrix, factors of the movement, labor potential.

Introduction
The modern paradigm of scientific thought is
directed mainly to the fact that now the management
of labor potential should be considered in the context
of an integrated approach that takes into account
the dynamism of all its components and involves
managing of its movement. For a highly developed
enterprise, labor potential is its basis, the main value,
which acts as a source of formation of high market
value. Movement of labor potential is an indicator
of the adequacy of enterprise management.
In the article the main attention is paid to the
processes of movement and fluidity of the labor
potential of the enterprise. The solution of issues of
formation and methodical provision, as well as

practical use of different branches of the management
system of labor potential of the enterprise on the
basis of its regulation of regulation, is becoming
important. This determined the choice of the topic,
setting goals and objectives of this study.
During the process of research, general scientific
methods were used: scientific abstraction, analysis
and synthesis, historicity and logic, induction and
deduction to determine the methodological essence
of economic categories; expert evaluation method
– to study the factors of labor potential movement;
abstract-logical – for theoretical generalization and
formulation of conclusions; system-structural and
comparative analysis – to determine the causes of
the movement of labor potential; the method of

© Harmider L.D., Honchar L.A., Begma P.O., 2018

ISSN 2415-3974. Åêîíîì³÷íèé â³ñíèê ÄÂÍÇ ÓÄÕÒÓ, 2018, ¹ 1(7)

17

Harmider L.D., Honchar L.A., Begma P.O.
ranking – to determine the key factors of movement
of labor potential.
Analysis and research of publications
The phenomenon of personnel turnover is
actively being developed by domestic researchers.
In particular, the questions of the theory and practice
of analysis of personnel turnover have been examined
in works of L.V. Balabanova [1], L.F.Berdnikova [2],
N.A. Yeliseyeff [3], S.O. Kotsalap, V.Yu. Ulaevicha
[5], O.V. Sardak [9]. O.G. Vagonova [4], G.T.
Pyatnitskaya [8] have considered the investigation
of factors and motives of fluidity. Problems of
estimation of staff turnover and improvement of
approaches to its management were in attention of
V.G. Nikiforenko [6], L.F. Berndnikova, G.M
Sittikova [2], A.V. Scavitin [10]. At the same time,
the issue of managing the movement of labor
potential of the company remains open today and
requires more in-depth study in terms of determining
the system of measures aimed at normalizing the
process of labor potential of the enterprise.
Purpose of the article. Given the urgency of
the problem of movement and fluidity of labor
potential, the purpose of the article has been defined:
to substantiate the methodical approach to the choice
of methods of management of the movement of labor
potential of industrial enterprises. Proceeding from
the stated goal, the following task was formulated
and solved afterwards: to determine the key factors
of the movement of the labor potential of the
enterprise; to offer a methodical approach to the
choice of methods for managing the movement of
labor potential of an enterprise using a diagnostic
table and using a matrix of choice of methods.
Exposition of basic material. We are of the
opinion that the fluidity of the personnel is a
continuous movement of a large number of personnel
of the enterprise. «Personnel movement» – this
concept is very broad, it includes career growth,
retraining of staff and associated relocation, mobility
and fluidity of staff. This notion can be used for
abstract judgments, introductions, generalizations,
reducing it to a narrower concept of «staff turnover»
greatly limits the possibility of its use, which, from
our point of view, is not appropriate. [6].
Thus, staff turnover is the movement of
personnel in the organization, which is due to
employee dissatisfaction with any elements of the
production situation or the dissatisfaction of the
owner (administration) with the productive behavior
of the employee.
Complex cause-effect relationships of this
phe nome non are forced to im plem ent
multidisciplinary research. The force of influence of
various factors on the level of fatigue of frames is
studied. Accumulated data allows to track changes
in the force of influence of factors of motion in
different business conditions; to evaluate the
18

differences in the factors affecting the employees,
differentiated according to the criteria (for example,
age, category, professional training, position, length
of service in the organization). Knowledge of factors
determinants of the phenomenon theoretically allows
to introduce preventive management, but the
multicomponent act of factors complicates its
practical implementation.
The basis for deciding on dismissal at will (as
the key basis for staff turnover) is the accumulated
dissatisfaction with various aspects of work in the
enterprise. Accumulation of the negative assessment
occurs gradually as the process of hiring and
consolidation. Representatives of this direction have
a direct impact of the organization of processes of
personnel management on satisfaction and, as a
result, more intensive mobility of personnel.
Therefore, recommendations for minimizing the
negative consequences of staffing are based on the
correction of current processes of personnel
management, in particular, the improvement of the
system of motivation and remuneration, adaptation
programs, the introduction of career-oriented
development trajectories.
In our view, the management of the movement
of labor potential is a set of administrative actions,
aimed, firstly, on the formation of satisfaction of
the employee of the organization as a whole and a
specific workplace, and secondly, on the target
organization and rational regulation of the internal
production movement of personnel. The basis of the
management of the movement of labor potential is
the establishment of the laws of the process of
movement of personnel and the dependence of the
intensity of movement on the socio-demographic
characteristics of workers. Knowledge of these laws
allows us to find ways to mitigate the negative effects
of these factors.
According to the results of previous studies, on
the basis of the expert assessment method, 31 factors
that influence the labor potential of the industrial
enterprises under study were identified, namely: FM1 –
education level; FM2 – qualification; FM3 – age;
FM4 – health condition; FM5 – organizational
structure of the enterprise; FM6 – financial and
economic activity; FM 7 – organiz ation,
standardization of work and rest; FM8 – labor
discipline; FM 9 – level of mechanization and
automation; FM10 – labor complexity; FM11 –
technological equipment of the workplace; FM12 –
level of use of scientific and technical achievements;
FM13 – social policy of the enterprise; FM14 – social
infrastructure of the enterprise; FM15 – quality of
personnel management; FM16 – job satisfaction;
FM17 – organization of work with personnel; FM18
– a high corporate culture; FM19 – moral climate
in the team; FM20 – prospects for career growth;
FM21 – moral and material incentives; FM22 – degree
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of development of the territory; FM23 – economic
activity of the population; FM 24 – level of
development of human potential; FM25 – innovation
in the business sector; FM26 – the quality of the
education system and the level of professional
training; FM27 – prestige of the industry; FM28 –
labor mobility; FM29 – progressiveness of technics
and technology, stock-making in the industry; FM30
– the situation in the industry and the dynamics of
its development; FM31 – development of the theory
and practice of personnel management. The research
has been conducted on the basis of five metallurgical
enterprises of the international vertically-integrated
corporation Interpipe: Interpipe NTRP (Dnipro,
Ukraine); Interpipe Niko Tube (Nikopol, Ukraine);
Interpipe NTRP (Novomoskovsk, Ukraine);
Interpipe DS (Dnipro, Ukraine); Interpipe DSM
(Dnipro, Ukraine).
For determination the values of the influence
of factors on the movement of labor potential, the
responded employees at the enterprises under study
were asked to choose from the list of factors of labor
potential movement: the least significant for them is
– 1 point; the most significant – 10 points. As a
result of the obtained average arithmetic values by
factors and rankings, three zones of influence on
the movement of the labor potential of the enterprise
have been distinguished: values 0-4 – factors of slow
influence; the value of 4,1-7 – factors of moderate
influence; values 7,1-10 – «key» factors (or factors
of strong influence). The identification of key factors
that influence the movement of labor potential begins
with the allocation of factors whose significance more
than the other influences the movement. It is often
the case that the key factors in the metallurgical
enterprises under investigation are of the same type.
In this case, corrective measures will include a wider
range of methods for managing the movement of
labor potential. It should be noted that the factors
common to all companies in the industry,
management of which opens the possibility for the
enterprise to reduce the negative impact of these
factors on its activities are understood as key factors.
According to the results of the estimation of
the factors of motion, the classification of key factors
of the labor potential of industrial enterprises for 4
blocks has been proposed: Block 1 Socio-economic
factors (KFM1 – labor discipline, KFM2 – moral
stimulation, KFM3 – job satisfaction, KFM4 –
corporate culture and microclimate in the team);
Block 2 Managing factors (KFM 5 – subjective
assessment of staff, KFM6 – lack of attention,
management approval, KFM7 – career prospects,
KFM8 – staffing organization, KFM9 – style and
management methods); Block 3 Organizational
factors (KFM 10 – labor complexity, KFM 11 –
organization, standardization of labor, KFM12 – level
of mechanization, automation, KFR13 – working

conditions, KFR14 – technological equipment of
workplaces); Block 4 Technical and economic factors
(KFM15 – financial and economic activity, KFM116
– material incentives, KFM17 – level of use of
scientific and technical achievements). Allocated key
factors determine the prospects and specific directions
of management of the labor resources of the
investigated metallurgical enterprises.
Based on the results of a more in-depth
assessment and analysis of key factors affecting the
movement of labor potential of the industrial
enterprises under study, the sources (causes) of
occurrence and possible solutions to the difficulties
arising from this impact, a diagnostic table is proposed
in which the factors, causes, costs and management
methods are in a certain dependence and the
corresponding interconnection that determines their
orderliness and pattern of development (Table).
The study of causes, which is necessary for the
development of specific measures to reduce the
negative impact of the factors of motion, is equally
important for the study of the preconditions of the
movement. The movement of labor potential may
be caused by a sectorial peculiarity of the enterprise
or the imperfection of the management system of
them. The structure of the motives of the movement
is based on real reasons, which cause the employee
desire to decide on dismissal from the enterprise.
Under the causes of the movement the most common
grounds for dismissal workers are understood. In
general, the reasons for the dismissals of employees
from the enterprise can be analyzed in two aspects.
The first aspect is based on formal criteria. The
second aspect is related to the definition of the
motivational structure of the labor potential
movement. In this case, the statistics of the personnel
service will only partially help to find out the motive
for dismissing of the employee, because the reason
«on his own will» may be due to such motives as:
dissatisfaction with the level of remuneration, delay
in payment of wages, difficult and dangerous working
conditions, unacceptable working conditions,
unsatisfactory socio-psychological climate in the
team, reasons of personal nature, etc. To identify
the causes of the movement within this approach, it
is necessary to conduct a sociological study, in
particular by questioning the employees of the
enterprise.
Setting the level, the size of economic losses,
which will lead the turnover of staff is one of the
most time-consuming but very important step. For
its implementation, additional calculations are
required.
These data consist of an analysis of the loss
and additional costs associated with the following
factors: loss of time at work; expenses for training
and retraining of new employees; drop in output
from workers before dismissal; low level of output in
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newly recruited workers; the cost of recruiting the
retired personnel; lack of professional adaptation of
newly recruited workers.
In the structure of the economic loss of the
enterprise due to the turnover of staff can include
factors and types of costs, presented in Table.
Inclusion of these costs in the structure of the loss
depends on the organization of work on the
management of staffing and the company’s measures
of socio-economic security of personnel. But in the
traditional practice of assessing the economic
consequences of staff turnover due to the complexity
of data collection is in a limited format.
Thus, in the structure of economic damage due
to the turnover of personnel costs for the formation
of staffing and rejection of losses associated with a
decrease in the productivity of specialists during the
mobility of personnel are included. The magnitude
of the damage is determined by the existing practice
of organizing work on personnel management. The
total amount of economic damage is a benchmark
when developing and justifying the draft regulatory
action plan.
The next step in building a holistic management
system for the movement of labor potential involves
the definition of a system of measures aimed at
normalizing the process of labor potential of the
enterprise. Successful management practices for
preventing staff turnover, depending on the reasons
for it, are presented in Table
In addition, it should be remembered that
during the development of a program for eliminating
the negative effects of movement (or turnover) of
factors, a comparative analysis of the costs for events
and losses due to excessive level of turnover has to
be made, that is, the calculation of performance
indicators from the implementation of the measures
developed (monitoring), is necessary. If the cost of
solving the problem of fluctuation will exceed the
economic effect of its decrease, it is possible to search
for other, more economically feasible options for
improving of work with personnel.
The result of the use of the diagnostic table
(Table 1) is the matrix of the choice of methods for
controlling the labor potential of industrial
enterprises, in which the position of the company is
determined by three parameters: key factors of
motion, causes of movement, costs of negative
movement (Figure).
The matrix of selection is divided into: four
groups of key factors of movement (respectively,
Block 1 Socio-Economic Factors; Block 2
Management Factors; Block 3 Organizational
Factors; Block 4 Technical and Economic Factors);
10 reasons for movement; 4 cost groups and 26
methods of turnover control.
The adoption of a managerial decision on the
appropriateness of introducing preventive and (or)

corrective action measures using the diagnostic table
and matrix of choice may be based on the analysis
of factors of labor potential movement, causes and
costs.
The justification of the budget involves
comparing the necessary resource support with
economic losses as a result of the movement of labor
potential. Exceeding the planned value over current
costs necessitates searching for opportunities to
reduce the resource-intensive corrective action.
The matrix of choice allows to identify trends
in the labor potential of the industrial enterprise to
select appropriate organizational and managerial
decisions aimed at ensuring conditions for the
effective implementation of creative, physical and
labor potential of the personnel. According to the
matrix, with appropriate «overlay» of the factors of
labor potential movement of industrial enterprises
(determined by the results of expert evaluation);
clarified causes of movement of labor potential; the
established size of economic costs, which will lead
to the movement of labor potential, selected
appropriate methods of traffic management, which
is a system of measures to prevent the negative
movement of labor potential, depending on the
reasons that predetermine it and aimed at normalizing
the process of movement of the labor potential of
the enterprise.
The allocated factors of motion contribute to
the definition of specific measures for the
management and minimization of the negative
impact of factors of movement, in particular:
maintenance of statistics of dismissals by divisions,
categories of personnel, age, work experience, and
so on; to identify the reasons for the dismissal of
staff and to maintain statistics for these reasons;
improvement of working conditions at the enterprise;
improvement of the system of remuneration and
personnel motivation; enrichment of labor,
participation of personnel in the management of the
enterprise; improvement of labor organization and
management system; support of a positive image of
the company in the labor market; improvement of
procedures for the search, selection and adaptation
of personnel; improvement of the system of
professional training and personnel development;
improvement of the rules of career advancement and
rotation of personnel; development of corporate
culture, support of healthy moral and psychological
atmosphere in the team, conflict management; etc.
The advantage of the proposed diagnostic toolkit
(matrix of choice of methods of traffic management)
is the availability of specific recommendations
depending on the individual key factor in the
movement of labor potential. In addition, it is obvious
and does not require computations. The proposed
matrix allows to analyze the nature of the changes
that make up the profile of the labor potential
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Methods of traffic management (M):
1 – keeping statistics of dismissals by divisions, categories of personnel, age, work experience, etc .;
2 – identification of the reasons for the dismissal of staff and the statistics of these reasons; 3 – informing
employees about the current situation, asking for ideas and suggestions on how to change the situation for
the better; 4 – measures aimed at improving working conditions; 5 – search and introduction of effective
mechanisms for stimulating labor in difficult conditions; introduction of a package of benefits; 6 –
development of measures for the prompt resolution of problems related to economic instability; 7 –
informing employees about the plan of stabilization of the state of the company in the market with the
request of support in its implementation; 8 – search for reserves to ensure stable and timely payment of
wages; 9 – development and implementation of a system of motivation and stimulation of work in crisis
situations; 10 – improvement of working conditions at the enterprise; 11 – the improvement of the system
of remuneration and personnel motivation; 12 – enrichment of labor, participation of personnel in the
management of the enterprise; 13 – development of corporate culture, support of a healthy moral and
psychological atmosphere in the team, conflict management; 14 – improvement of the rules of career
advancement and rotation of personnel; 15 – trainings for managers; 16 – Making adjustments to the
management style; 17 – replacement of top managers; 18 – development of special programs of motivation,
improvement of labor stimulation for the maintenance of valuable employees; 19 – improvement of the
organization of work and management system; 20 – improvement of procedures for the search, selection
and adaptation of staff; 21 – improvement of the personnel service, in particular the replacement of the
responsible person for recruitment; introduction of progressive and successful methods of personnel
assessment; 22 – modification of the recruitment system; 23 – developing a plan of action to minimize
negative impacts and improve the image with the involvement of all stakeholders in its implementation; 24
– improvement of the system of professional training and personnel development; 25 – trainings (including
with the involvement of a psychologist); 26 – development of labor motivation programs that are aimed at
openly demonstrating the interest of employees, emphasizing their significance for the organization; rotation
of staff.
Causes of movement:
1 – Violation of labor discipline, unfair behavior at the workplace (including theft); 2 – Severe
working conditions or their deterioration; 3 – Lack of economic stability in the work of the enterprise; 4
– Nonconstructive style of management; 5 – Imperfect system of staff assessment; 6 – Lack of opportunities
for career growth; 7 – Low wages and opacity of remuneration; 8 – Unprofessional selection of personnel
at vacant positions; 9 – Deterioration of the image and business reputation of the enterprise; 10 –
Unsatisfactory socio-psychological climate in the team; the manual is «unfriendly» to employees.
The costs of the negative movement:
1 – The dismissal of staff at will and violation of labor discipline (payment of benefits, payments in
connection with illegal dismissal, subsequent restoration and payment of forced absenteeism, losses caused
by the registration of the procedure for dismissal); 2 – Productivity of employees, simple jobs (losses from
time absence of an employee in the workplace, loss of productivity of employees before dismissal, productivity
of employees in the period of training with a break from production, loss in productivity of employees
during the period of adaptation, losses from the lack in a newly recruited employee; losses caused by breaks
in work for reasons of turnover); 3 – Search, attraction and recruitment of new employees (expenses for
analysis of the content of works and the development of model positions; costs for the development of
diagnostic tools for determining the suitability of applicants; costs for the search and selection of potential
candidates for vacancies; interview expenses and other diagnostic measures; expenses for registration of
accepted employees); 4 – the introduction and adaptation of new employees (the cost of organizing
training in the workplace and mentoring, the cost of training and retraining of new employees).
Note: Source: developed by the author
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movement, and take into account their interaction
for the adoption of managerial decisions. The offered
approach to estimation of factors of movement of
labor potential allows to form an idea about efficiency
of administrative decisions with its perfection in
interests of the enterprise.
Conclusions. Thus, the movement of labor
potential cannot be unambiguous. On the contrary,
labor mobility of workers is now considered as a
condition for the implementation of the production
process. The manage ment problem is the
reorganization of the unorganized movement of
workers from one enterprise to another in an
organized, regulated one. The ultimate goal of
analyzing the movement of labor potential is the
search for methods of regulation and management
of this process in the desired direction.
The feature of the proposed diagnostic toolkit
(diagnostic table and matrix of choice of methods of
traffic management) is that the matrix is not only
very easy to use, but it is also possible to add and
adapt it to the conditions of a particular industrial
enterprise by making an updated recommendation,
taking into account the additional use of other factors
of motion, which specialists of the company consider
as important and necessary at a certain stage of
economic development of the enterprise. The same
factors proposed in the work, in our opinion, are
acceptable to any industrial enterprise, regardless of
its organizational and legal form.
Subsequently, the authors of the study plan to
introduce the proposed methods for managing the
movement of labor potential on the basis of the
industrial enterprises under investigation and to
calculate the efficiency of their implementation.
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ÌÅÒÎÄÈ×ÍÈÉ Ï²ÄÕ²Ä ÄÎ ÂÈÁÎÐÓ ÌÅÒÎÄ²Â
ÓÏÐÀÂË²ÍÍß ÐÓÕÎÌ ÒÐÓÄÎÂÎÃÎ ÏÎÒÅÍÖ²ÀËÓ
Ï²ÄÏÐÈªÌÑÒÂÀ
Ãàðì³äåð Ë.Ä., Ãîí÷àð Ë.À., Áåãìà Ï.Î.
Ó ñòàòò³ îñíîâíà óâàãà ïðèä³ëåíà ïðîöåñàì ðóõó ³ ïëèííîñò³ òðóäîâîãî ïîòåíö³àëó ï³äïðèºìñòâà. Âèð³øåííÿ ïèòàíü
ôîðìóâàííÿ òà ìåòîäè÷íîãî çàáåçïå÷åííÿ, à òàêîæ ïðàêòè÷íîãî âèêîðèñòàííÿ íà ï³äïðèºìñòâàõ ð³çíèõ ãàëóçåé ñèñòåìè
óïðàâë³ííÿ òðóäîâèì ïîòåíö³àëîì ï³äïðèºìñòâà íà îñíîâ³ ðåãóëþâàííÿ éîãî ðóõó, íàáóâàº âàæëèâîãî çíà÷åííÿ. Öå ³ âèçíà÷èëî âèá³ð òåìè, ïîñòàíîâêó ìåòè ³ çàâäàíü äàíîãî äîñë³äæåííÿ. Ìåòîþ ñòàòò³ º îá´ðóíòóâàííÿ ìåòîäè÷íîãî ï³äõîäó äî
âèáîðó ìåòîä³â óïðàâë³ííÿ ðóõîì òðóäîâîãî ïîòåíö³àëó ïðîìèñëîâèõ ï³äïðèºìñòâ. Âèõîäÿ÷è ç ïîñòàâëåíî¿ ìåòè, ñôîðìóëüîâàíî ³ âèð³øåíî òàêå çàâäàííÿ: âèçíà÷èòè êëþ÷îâ³ ôàêòîðè
ðóõó òðóäîâîãî ïîòåíö³àëó ï³äïðèºìñòâà; çàïðîïîíóâàòè ìåòîäè÷íèé ï³äõ³ä äî âèáîðó ìåòîä³â óïðàâë³ííÿ ðóõîì òðóäîâîãî
ïîòåíö³àëó ï³äïðèºìñòâà çà äîïîìîãîþ ä³àãíîñòè÷íî¿ òàáëèö³
òà âèêîðèñòàííÿ ìàòðèö³ âèáîðó ìåòîä³â. Çàïðîïîíîâàíà êëàñèô³êàö³ÿ êëþ÷îâèõ ôàêòîð³â ðóõó òðóäîâîãî ïîòåíö³àëó ïðîìèñëîâèõ ï³äïðèºìñòâ çà 4 áëîêàìè: Áëîê 1 Ñîö³àëüíî-åêîíîì³÷í³
ôàêòîðè; Áëîê 2 Óïðàâë³íñüê³ ôàêòîðè; Áëîê 3 Îðãàí³çàö³éí³
ôàêòîðè; Áëîê 4 Òåõí³êî-åêîíîì³÷í³ ôàêòîðè. Çà ðåçóëüòàòàìè äîñë³äæåííÿ êëþ÷îâèõ ôàêòîð³â âïëèâó íà ðóõ òðóäîâîãî
ïîòåíö³àëó äîñë³äæóâàíèõ ïðîìèñëîâèõ ï³äïðèºìñòâ, äæåðåë
(ïðè÷èí) âèíèêíåííÿ ³ ìîæëèâèõ øëÿõ³â ð³øåííÿ âèíèêàþ÷èõ
òðóäíîù³â çàïðîïîíîâàíà ä³àãíîñòè÷íà òàáëèöÿ, â ÿê³é ôàêòîðè, ïðè÷èíè, âèòðàòè òà ìåòîäè óïðàâë³ííÿ ïåðåáóâàþòü ó
ïåâí³é çàëåæíîñò³ ³ â³äïîâ³äíîìó âçàºìîçâ’ÿçêó, ùî îáóìîâëþº
¿õ âïîðÿäêîâàí³ñòü ³ çàêîíîì³ðí³ñòü ðîçâèòêó. Ðåçóëüòàòîì
âèêîðèñòàííÿ ä³àãíîñòè÷íî¿ òàáëèö³ âèñòóïàº ìàòðèöÿ âèáîðó ìåòîä³â óïðàâë³ííÿ ðóõîì òðóäîâîãî ïîòåíö³àëó ïðîìèñëîâèõ ï³äïðèºìñòâ, â ÿê³é ïîçèö³ÿ ï³äïðèºìñòâà âèçíà÷àºòüñÿ çà
òðüîìà ïàðàìåòðàìè: êëþ÷îâ³ ôàêòîðè ðóõó, ïðè÷èíè ðóõó,
âèòðàòè â³ä íåãàòèâíîãî ðóõó. Çàïðîïîíîâàíà ìàòðèöÿ äîçâîëÿº àíàë³çóâàòè õàðàêòåð çì³í, ùî ñòàíîâëÿòü ïðîô³ëü ðóõó
òðóäîâîãî ïîòåíö³àëó, ³ âðàõîâóâàòè ¿õ âçàºìîä³¿ äëÿ óõâàëåííÿ óïðàâë³íñüêèõ ð³øåíü. Çàïðîïîíîâàíèé ï³äõ³ä äî îö³íþâàííÿ
ôàêòîð³â ðóõó òðóäîâîãî ïîòåíö³àëó äîçâîëÿº ñêëàñòè óÿâëåííÿ ïðî åôåêòèâí³ñòü óïðàâë³íñüêèõ ð³øåíü ç éîãî âäîñêîíàëåííÿ â ³íòåðåñàõ ï³äïðèºìñòâà.
Êëþ÷îâ³ ñëîâà: ïðîìèñëîâ³ ï³äïðèºìñòâà, ä³àãíîñòèêà,
ìàòðèöÿ, ÷èííèêè ðóõó, òðóäîâèé ïîòåíö³àë.

ÃÀÐÌÈÄÅÐ Ë.Ä., ÃÎÍ×ÀÐ Ë.À., ÁÅÃÌÀ Ï.Î.
ÌÅÒÎÄÈ×ÅÑÊÈÉ ÏÎÄÕÎÄ Ê ÂÛÁÎÐÓ ÌÅÒÎÄÎÂ
ÓÏÐÀÂËÅÍÈß ÄÂÈÆÅÍÈÅÌ ÒÐÓÄÎÂÎÃÎ
ÏÎÒÅÍÖÈÀËÀ ÏÐÅÄÏÐÈßÒÈß
Ãàðìèäåð Ë.Ä., Ãîí÷àð Ë.À., Áåãìà Ï.Î.
Â ñòàòüå îñíîâíîå âíèìàíèå óäåëåíî ïðîöåññàì äâèæåíèÿ è òåêó÷åñòè òðóäîâîãî ïîòåíöèàëà ïðåäïðèÿòèÿ. Ðåøåíèÿ âîïðîñîâ ôîðìèðîâàíèÿ è ìåòîäè÷åñêîãî îáåñïå÷åíèÿ, à
òàêæå ïðàêòè÷åñêîãî èñïîëüçîâàíèÿ íà ïðåäïðèÿòèÿõ ðàçíûõ
îòðàñëåé ñèñòåìû óïðàâëåíèÿ òðóäîâûì ïîòåíöèàëîì ïðåäïðèÿòèÿ íà îñíîâå ðåãóëèðîâàíèÿ åãî äâèæåíèÿ, ïðèîáðåòàåò
âàæíîå çíà÷åíèå. Ýòî è îïðåäåëèëî âûáîð òåìû, ïîñòàíîâêó
öåëè è çàäà÷ äàííîãî èññëåäîâàíèÿ. Öåëþ ñòàòüè ÿâëÿåòñÿ îáîñíîâàíèå ìåòîäè÷åñêîãî ïîäõîäà ê âûáîðó ìåòîäîâ óïðàâëåíèÿ
äâèæåíèåì òðóäîâîãî ïîòåíöèàëà ïðîìûøëåííûõ ïðåäïðèÿòèé.
Èñõîäÿ èç ïîñòàâëåííîé öåëè, ñôîðìóëèðîâàíî è ðåøåíû òàêèå çàäà÷è: îïðåäåëèòü êëþ÷åâûå ôàêòîðû äâèæåíèÿ òðóäîâîãî ïîòåíöèàëà ïðåäïðèÿòèÿ; ïðåäëîæèòü ìåòîäè÷åñêèé ïîäõîä ê âûáîðó ìåòîäîâ óïðàâëåíèÿ äâèæåíèåì òðóäîâîãî ïîòåíöèàëà ïðåäïðèÿòèÿ ñ ïîìîùüþ äèàãíîñòè÷åñêîé òàáëèöû
è èñïîëüçîâàíèÿ ìàòðèöû âûáîðà ìåòîäîâ. Ïðåäëîæåíà êëàññèôèêàöèÿ êëþ÷åâûõ ôàêòîðîâ äâèæåíèÿ òðóäîâîãî ïîòåíöèàëà ïðîìûøëåííûõ ïðåäïðèÿòèé ïî 4 áëîêàì: Áëîê 1 Ñîöèàëüíûé ýêîíîìè÷åñêèå ôàêòîðû; Áëîê 2 Óïðàâëåí÷åñêèå ôàêòîðû; Áëîê 3 Îðãàíèçàöèîííûå ôàêòîðû; Áëîê 4 Òåõíèêî-ýêîíîìè÷åñêèå ôàêòîðû. Ïî ðåçóëüòàòàì èññëåäîâàíèÿ êëþ÷åâûõ
ôàêòîðîâ âëèÿíèÿ íà äâèæåíèå òðóäîâîãî ïîòåíöèàëà èññëåäóåìûõ ïðîìûøëåííûõ ïðåäïðèÿòèé, èñòî÷íèêîâ (ïðè÷èí) âîçíèêíîâåíèÿ è âîçìîæíûõ ïóòåé ðåøåíèÿ âîçíèêàþùèõ òðóäíîñòåé ïðåäëîæåíà äèàãíîñòè÷åñêàÿ òàáëèöà, â êîòîðîé ôàêòîðû, ïðè÷èíû, ðàñõîäû è ìåòîäû óïðàâëåíèÿ íàõîäÿòñÿ â
îïðåäåëåííîé çàâèñèìîñòè è ñîîòâåòñòâóþùåé âçàèìîñâÿçè,
êîòîðàÿ îáóñëîâëèâàåò èõ óïîðÿäî÷åííîñòü è çàêîíîìåðíîñòü
ðàçâèòèÿ. Â êà÷åñòâå ðåçóëüòàòà èñïîëüçîâàíèÿ äèàãíîñòè÷åñêîé òàáëèöû âûñòóïàåò ìàòðèöà âûáîðà ìåòîäîâ óïðàâëåíèÿ äâèæåíèåì òðóäîâîãî ïîòåíöèàëà ïðîìûøëåííûõ ïðåäïðèÿòèé, â êîòîðîé ïîçèöèÿ ïðåäïðèÿòèÿ îïðåäåëÿåòñÿ ïî òðåì
ïàðàìåòðàì: êëþ÷åâûå ôàêòîðû äâèæåíèÿ, ïðè÷èíû äâèæåíèÿ, çàòðàòû îò íåãàòèâíîãî äâèæåíèÿ. Ïðåäëîæåííàÿ ìàòðèöà ïîçâîëÿåò àíàëèçèðîâàòü õàðàêòåð èçìåíåíèé, êîòîðûå
ïðåäñòàâëÿþò ïðîôèëü äâèæåíèÿ òðóäîâîãî ïîòåíöèàëà, è
ó÷èòûâàòü èõ âçàèìîäåéñòâèÿ äëÿ ïðèíÿòèÿ óïðàâëåí÷åñêèõ
ðåøåíèé. Ïðåäëîæåííûé ïîäõîä ê îöåíêå ôàêòîðîâ äâèæåíèÿ
òðóäîâîãî ïîòåíöèàëà ïîçâîëÿåò ñîçäàòü ïðåäñòàâëåíèå îá
ýôôåêòèâíîñòè óïðàâëåí÷åñêèõ ðåøåíèé â èíòåðåñàõ ïðåäïðèÿòèÿ.
Êëþ÷åâûå ñëîâà: ïðîìûøëåííûå ïðåäïðèÿòèÿ,
äèàãíîñòèêà, ìàòðèöà, ôàêòîðû äâèæåíèÿ, òðóäîâîé
ïîòåíöèàë.
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