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The article focuses on the application of a process approach to managing human resource

development. The solution of issues of formation and methodical provision, as well as

practical use of the process approach to managing the labor potential of the enterprise on

the basis of its reproduction at enterprises of different industries, becomes important. This

has determined the choice of topic and the purpose of this study. The purpose of the

article is to interpret the process of reproduction of the personnel potential of a trading

enterprise in an analytical multidimensional form, which allows, with its use, to justify its

proportions and dynamics and to influence it by controlling the revealed laws of changing

the characteristics of the personnel potential for making managerial decisions. It was

substantiated that the application of the process approach to the management of the

development of personnel potential aims at achieving its maximum realization, as well as

providing personnel with the possibility of further development and self-realization, subject

to a reduction of the general, including time costs. The analysis of literature shows the

lack of research into conceptual approaches to the development of personnel potential,

since only the essential, technological and procedural aspects of its increase are considered.

The model of the reproductive process of development of personnel potential of the

enterprise, which describes the most important proportions determining the dynamics of

personnel potential development, and can serve as an algorithm for their analysis, is

requested. It is proved that the model of reproduction of the personnel potential of a

trading enterprise by analytical multidimensional form, characterizes the personnel potential

as a dynamic system, which, under other equal conditions, is described by such basic

characteristics: a form expressed in the form of a certain design; content that reveals the

interaction of system elements;  probabilistic states that determine the choice of ways to

develop a system from the set of possible; a real worthy state (a specific relationship of

form and content) at a certain point in time; spatio-temporal arrangement, characterizing

the connection of the internal and external environment of the enterprise.
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Introduction and problem statement
The development of personnel potential, being

the phase of the reproductive cycle of the personnel
potential as a whole, plays an important reproductive
function. It was shown in the research that, according
to its characteristics, the process of development of
human resources is close to the social reproduction
process. The term «social reproduction» indicates
that the subject of the study is not relationship with
the production, distribution and consumption of the
product, the goods, but the relationship with the

reproduction of man and society [1].
Under the reproductive cycle of the process of

development of human resources, we propose to
understand the consistent, regular, repeating in time
changes in certain states of the process, when at
each new stage the process acquires fundamentally
new features and characteristics, repeating some
previously acquired similar features of similar stages
[2–6]. Thus, the process of human resource
development has a cyclical character. Its movement
is the result of solving the contradictions embedded
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in the person themselves, in society. Characteristics
of the development of human resources, on the one
hand, as dynamic and changing, and on the other
hand, as relatively autonomous and managed, allow
us to talk about the special mechanisms of its
implementation. The relevance of our study is that
the application of the process approach to
management of human resource development aims
at achieving its maximum realization, as well as
providing personnel with the possibility of further
development and self-realization, subject to a
reduction in the overall, including time costs.

Analysis and research of publications
As the study showed, there is currently no single

understanding of the essence of human resource
development. The main approaches when considering
the essence and content of the concept of
«development of human resources» is process,
systemic, functional. Moreover, despite the use of
the term «development of human resources», it is
very rare to find the definition of this term. At the
same time, most specialists, defining this concept,
define it in terms of action, that is, what measures
they understand under this [7–9]. Other specialists
consider the development of staff as a system for
continuous improvement of their qualifications or
systematically organized process of continuous
professional training of employees [10–11]. Thus,
Savchenko V.A., Bezsmertna V.V. distinguish
components of personnel development such as:
professional training, industrial adaptation,
assessment and attestation, career planning,
professional qualification promotion, formation of
reserve managers [12–13]. According to Makasheva
N.P., Nesterova O.A., the development of staff
potential is a system of interrelated actions, the main
elements of which are education, business career
management, personnel reserve formation, personnel
rotation, and motivation for intellectual activity [14].

In general, the system of potential development
of the personnel of the enterprise, in particular the
sphere of services, should consist of a set of elements
that contribute to increasing the personnel potential
of the enterprise in accordance with its objectives.
According to Lutska T.V., the elements of the
potential development potential of the personnel of
the service sector enterprises are: – an element of
the organizational structure (staffing schedule); –
elements of human resource development:
professional career, rotation, position replacement;
– elements of the development of personal potential:
retraining, advanced training; – information
elements: analysis of the education market, analysis
of the supply and demand for education within the
enterprise, personalized data on the development of
personnel, results of attestation and assessment of
personnel performance [15].

One of the reasons for the differences in the

category of «human resource development» is the
lack of understanding of practices such as education
and training. Training, in the opinion of many
experts, involves entering into one or another activity,
performing the corresponding duties, and education
is free, it includes education, upbringing and
development of a person. The difference between
education and training is that education and
upbringing always assume the final result of the
process of human change as a consequence of the
«order» of society for this change [16]. In education,
the rhythm of change, the zone of immediate
development in real time and circumstances is
determined by the person who achieves the goal of
self-change. The man himself builds the trajectory
and the pace of his change, depending on the
conditions and self-determination. However, the
values of self-determination need to be defined, and
educational systems should promote the development
of a human culture.

Not identical is the notion of «professional
development of personality» and «development of
human resources». The system of development of
personnel potential is understood as a focused set of
informational, educational and job-specific elements
that contribute to the skills development of employees
of this enterprise in accordance with the objectives
of the company’s development and the potential and
employer inclinations by Tom N. In turn, Marra R.
and Schmidt G. consider the development of staff
capacity as training and staff training [12]. This
understanding narrows the «systemic» understanding
of the development of human potential in some ways,
but does not deny the thought of Thomas N.
Broaderly, this concept is considered by Russian
scientists, in particular Kibanov A.Y.

Meanwhile, the professional development of
human resources should be built on the basis of the
main strategic tasks of the business. Enterprises that
managed to implement a similar system, by indicators
of production efficiency and profitability outstrip their
competitors. The essence of strategic development
of human resources of the enterprise is determined,
first of all, that it is focused on creating an
environment for its successful development. An
analysis of the domestic literature on the development
of human resources potential of the company suggests
that this problem has not received adequate coverage.
The relationship between the development of human
resources potential and the strategy of the enterprise
is not taken into account by authors, and the essence
of the concept is often defined as a synonym for
training personnel. In our opinion, the position of
Shekina G.V., where the necessity of the company’s
rapid response to external changes (globalization,
technological changes and customer needs) is taken
into account, considers the development of human
resources as a continuous process, which is a strategic
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tool for increasing the efficiency of business,
considering the more correct, in our opinion. Among
the foreign authors should be the position of Walton,
who proposed the following definition: «strategic
development of personnel includes the introduction,
removal, modification, management and
management of processes and responsibilities in such
a way that all individual workers and team members
have the knowledge, skills, skills and competence
that are needed to meet the current and potential
challenges posed by the organization» [17]. The
advantage of Walton’s definition lies in the fact that
it specifies the content of the strategic development
of the human resources of the enterprise and defines
its purpose. In our opinion, the definition, proposed
by R. Harrison, is justified [18]. The author
emphasized the critical points and the link between
the strategic development of human resources and
the organization as a whole. According to R.
Harrison, the development of human resources is
based on a clear understanding of the abilities and
potential of people working in the strategic structure
of business as a whole. Strategic development of
human resources considers the human resources of
the company as the main competitive advantage of
the company, which ensures the success of the overall
strategy of the enterprise. To understand the essence
and necessity of strategic development of personnel
potential of an enterprise, it is necessary to clearly
define its purpose and tasks. Thus, Michael
Armstrong defined the main goal of strategic
development of human resources as «creating a
coherent and comprehensive model of people’s
development» [19].

Seven tasks that solve the strategic development
of human resources of the company are distinguished
by Michael Armstrong: developing strategies for
individual training; improving organizational learning
and creating a learning organization; knowledge
management; formation of intellectual capital;
improvement of managerial skills; development of
«emotional culture»; development of strategic ability
[19].

The analysis of literature shows the lack of
research into conceptual approaches to the
development of personnel potential, since only the
essential, technological and procedural aspects of its
increase are considered. It is obvious that in this
case, a detailed elaboration of the provisions
concerning the peculiarities of the development of
the personnel potential of trade enterprises is required.
The development of human resources as a process
aimed at raising the level of knowledge, abilities,
values and increasing motivation of employees to
achieve the strategic goals of the enterprise and meet
social and personal needs is gaining key value for
modern enterprises.

The purpose of the article

Given the relevance of the problem, the purpose
of the article was defined: to propose an interpretation
of the process of reproduction of the personnel
potential of a trading enterprise on an analytical
multidimensional form, which, with its use, can be
used to substantiate its proportions and dynamics,
and to influence it by managing the revealed laws of
changing the characteristics of the personnel potential
to make managerial decisions.

Presenting main material
Any process, to be called as mentioned, should

include the following components:
1) unit logical unit – unit, that is what is

changing or is in process;
2) temporary relations;
3) spatial relationships;
4) the direction [6].
The trends of the process can be diverse. They

can be reduced to four types: direction in time,
direction in space, qualitative direction, and
quantitative direction [6]. The distinguished
directions-characteristics of socio-economic
processes give the key to the creation of a
comprehensive toolkit for an adequate qualitative
objective determination of the state of the object
and its factors in the past, present and future in real
time.

Extended playback is a multilateral,
multidimensional process. For his characterization,
Y. Yakovets offers the use of a six-dimensional
geometric model, a peculiar «Rubik cube», in which
each facet characterizes one of the parties of
reproduction: its natural form, reproduction of
resources, cost composition, stages of reproduction,
its level, unevenness of its development in time (
reproduction cycles). In order to present the
multidimensionality, diversity of the reproductive
process of developing the personnel potential of the
retail enterprise, a conceptual model of the
reproductive process of developing the personnel
potential of the enterprise was developed, in analogy
to the existing model of social reproduction,
consisting of six faces, each of which characterizes
one of the parties of reproduction Fig. 1:

1) advanced development of human resources
as its result;

2) reproduction of resources as its
preconditions;

3) consumer and cost structure of development;
4) play levels;
5) stage of reproduction;
6) time aspect of playback.
The squares are formed from cell-

characteristics, which contain specific values
(measurements) that quantitatively characterize the
results, or resources necessary for the development
of human resources. The presented multidimensional
form allows taking advantage of multidimensional
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data analysis (to store, process and visualize
information about the results and resources of
reproduction of human resources potential of the
enterprise) and, based on the results obtained, to
decide on further reproduction of human resources.

The first square (a). Depending on the main
subjects of restoration, it is proposed to distinguish
three levels of personnel potential development at
the enterprise: «individual personnel potential»,
«personnel potential», «personnel potential of the
enterprise» [25].

The second square (b). The economic content
of expanded personnel potential development is the
full development of personality. The essence of this
development is to improve and expand the elements
of personnel potential: characteristics of the
quantitative status, characteristics of the quality state,
characteristics of the conditions of implementation,
characteristics of use [6]. The accumulation and
improvement take place in the process of expanded
personnel potential development.

The third square (c). The resources restoration
as a precondition of expanded personnel potential
development. To ensure the process of human
resources restoration is determined by the resource
base of the enterprise and the effect of various types
of economic and non-economic factors that cause
the movement of resources. In our opinion, the
restoration of information, labour, financial, material
and technical resources can be included to the
resource base of restoration [14]. The restoration of
the resources, in turn, takes place under the influence
of the factors of personnel potential development.
We offer the classification of the factors of personnel
potential development should contain four groups:
individual, systemic, external and internal factors.

The identification of the main factors in the
personnel potential development and the signification
of their effect level allow defining the ways of
improving its quality more clearly, to regulate and
develop this process in a given direction. This also
makes possible the development of tools for assessing
human potential, that is, scientifically based system
of indicators and methods for their fixation, in
particular for the purpose for evaluating the cost of
the enterprise.

The fourth square (d). The consumer cost
structure of the personnel potential development of
the enterprise. The personnel potential development
of enterprise is the unity of three forms: natural
(personal), cost and social ones [1]. The natural
component characterizes the development of a set
of physical abilities, state of health, knowledge, skills,
intellectual skills and professional development of
employees of the enterprise (providing physiological
and spiritual needs of employees, working
conditions). The cost structure characterizes the cost
of ensuring the satisfaction of the material and
spiritual needs of the enterprise team on an expanded
scale (the equality of the total income of employees
and the size of needs). The social component
characterizes the social aspect of the development
and functioning of human resources in the certain
social conditions.

The extended personnel potential development
of the enterprise as a concept arises due to the
development and growth of the natural-material form
of the human resources of the enterprise in terms of
ensuring its cost, social and economic components.

To evaluate the outcome of the interaction of
the three forms of personnel potential development
of enterprise the development criteria are applied.

Square Marking Content and filling 

1  DDAAa ,,, 11  
Levels of human 

potential reproduction 

2  BBAAb ,,, 11  

Characteristics of 

human potential 

development as a 

result of reproduction 

3  DCBAc ,,,  

Factors for the 

development of 

human resources as a 

prerequisite for 

reproduction 

4  11 ,,, DCCDd   
Consumer-cost 

structure of personnel 

potential development 

5  11,,, BCCBe   
Stages of 

reproduction of 

personnel potential 

6 
 1111 ,,, ABDCf 

 

Time aspect of 

reproduction of 

personnel potential  
 

cells-characteristics 

Fig. 1. Interpretation of reproduction of personnel potential of the enterprise by analytical multidimensional form
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We propose three groups of criteria for the personnel
potential development: the criteria for the
development of an individual component of human
resources; the criteria for the development of the
technological component of the personnel potential
and the criteria for the quality of service. Each group
includes a set of natural, cost and social indicators
[8,10].

In more detail, the main criteria for the
personnel potential development are discussed below.
These indicators can be used to assess the level of
personnel potential development and the formation
of factors of its cost.

The fifth square (e) is the stages of restoration.
The stages of personnel potential development are
the formation, expansion and stabilization with
positive dynamics, stabilization with negative
dynamics.

The sixth square (f): time aspect of personnel
potential development, characterized by the phases
of the life cycle of enterprise development. There is
a profound qualitative change in the structure and
functioning, the transition to a new development
trajectory in the process of the movement of
personnel potential in the phases of the life cycle of
the enterprise. According to the results of our study,
five phases of the company’s life cycle were identified:
birth, development, maturity, flowering and decline.

The model of the reproductive process of
development of personnel potential of the enterprise,
which we asked, describes the most important
proportions that determine the dynamics of personnel
potential development, and can serve as an algorithm
for their analysis.

According to O.T. Lebedev and E.I. Gililov, it
is absolutely evident that the deformation of the target
function of one face of the reproduction process
leads to a distortion of the target function of all the
following faces. [26]. Each of the faces not only
ensures the realization of its own (local) goal, but
also determines the achievement of the general target

function, defined as the efficiency of the new
reproduction cycle. With a large number of feedback
bonds occurring during the reproductive cycle, there
is a complicated process of imposing reverse
regulatory actions.

In the reproduction process, the purpose of
any of the faces can act only as an intermediate, but
not the final one. In this system, processes of
transformation of the goals of each face occur as the
results of the functioning of each of the faces occur,
the cyclic reproduction of all intermediate goals, the
interaction of the processes of direct motion of the
personnel potential with the cyclic mechanism of
each of the faces occurs.

The decision support system in the process of
reproduction of human resources must, above all,
have the means of selecting and providing the user
with data in a form that is easy to perceive and
analyze. As a rule, the most convenient for analysis
are multidimensional data describing reproduction
of human resources from several points of view. To
describe such sets of data, an interpretation of the
reproduction of the personnel potential of an
enterprise on an analytical multidimensional form
(multidimensional cube) was proposed. On the axes
of such a cube are placed parameters, and in the
cells – the data (characteristics) dependent on them.
Different levels of detail are presented along each
axis. Using such a data model allows you to increase
the efficiency of working with them: generate
complex queries, generate reports, allocate subsets
of data, etc.

Due to the detailed structuring of cube
information, it allows to quickly analyze data and
generate reports in various sections and with an
arbitrary depth of detail. The peculiarity of the cubes
is that not all elements can be filled in: if there is no
information about the meaning in a particular cell,
they simply will not be determined. Above the
multidimensional data model the following operations
can be performed: cut; rotation; consolidation or

Fig. 2. An example of a section of a multidimensional cube, which provides information on changing the characteristics of the

personnel potential, depending on the phases and stages
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detailing. The cutoff operation allows you to select
from the multidimensional cube the data that
correspond to a fixed value of one or more
measurement elements. From a single cube a lot of
cuts can be created. The cutoffs allow the
presentation of information in such a way that it is
possible to determine the causes of failures in the
process of reproduction of the personnel potential
of the enterprise, to identify trends in those or other
processes, to construct the corresponding diagrams,
which provides the formation of the solution. An
example of a cut operation is presented in Fig. 2.

Operation rotation is a change in the location
of measurements in space, which may facilitate
decision making. For example, measuring the «stage
of human resource development», previously
presented horizontally, can be rotated and arranged
vertically, and the characteristics of the human
potential show horizontally.

Perhaps this operation will help to make the
right decision. Consolidation and detailing operations
are intended either for aggregation of data (genera-
lization) or for their detailing. These operations can
be performed through a hierarchy installed among
the meters.

The very term «multidimensional cube» is the
term used to describe the method. In principle, the
number of measurements used can be any one.
However, it should be noted that the task with a
large number of measurements, firstly, is labor-
intensive in terms of its implementation on the PC
and, secondly, its understanding and interpretation
of the results of the analyst can be complicated and
even lead to false decisions.

Therefore, from the methodological point of
view, complex tasks requiring the analysis of large-
scale data should, as far as possible, be reduced to a
few simpler ones.

Conclusions
The analysis of the conceptual model shows

that the human potential as a dynamic system under
other equal conditions is described by the following
main characteristics: 1) a form expressed in the form
of a certain design; 2) content that reveals the
interaction of system elements; 3) probabilistic states
that determine the choice of ways to develop the
system from the set of possible; 4) a real worthy
state (a specific relationship between form and
content) at a certain point in time; 5) spatio-temporal
arrangement, characterizing the connection of the
internal and external environment of the enterprise.
In aggregate, they form numerous vertical-horizontal
flows of personnel potential during the stages of the
development cycle of personnel potential at each
phase of the enterprise’s life cycle.

The requested conceptual model of the
reproductive process of developing the personnel
potential of the company serves as the basis for

building a further objective mechanism for the
development of human resources potential of the
enterprise.
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ÁÀÃÀÒÎÂÈÌ²ÐÍÀ ÌÎÄÅËÜ ÄÀÍÈÕ ÄËß
ÎÖ²ÍÞÂÀÍÍß ÊÀÄÐÎÂÎÃÎ ÏÎÒÅÍÖ²ÀËÓ
Ï²ÄÏÐÈªÌÑÒÂÀ

Ãàðì³äåð Ë.Ä., Ãîí÷àð Ë.À.

Ó ñòàòò³ îñíîâíà óâàãà ïðèä³ëåíà çàñòîñóâàííþ ïðî-
öåñíîãî ï³äõîäó äî óïðàâë³ííÿ ðîçâèòêîì êàäðîâîãî ïîòåíö³-
àëó. Âèð³øåííÿ ïèòàíü ôîðìóâàííÿ òà ìåòîäè÷íîãî çàáåçïå-
÷åííÿ, à òàêîæ ïðàêòè÷íîãî âèêîðèñòàííÿ íà ï³äïðèºìñòâàõ
ð³çíèõ ãàëóçåé ïðîöåñíîãî ï³äõîäó äî óïðàâë³ííÿ òðóäîâèì ïî-
òåíö³àëîì ï³äïðèºìñòâà íà îñíîâ³ éîãî â³äòâîðåííÿ, íàáóâàº
âàæëèâîãî çíà÷åííÿ. Öå ³ âèçíà÷èëî âèá³ð òåìè òà ïîñòàíîâêó
ìåòè äàíîãî äîñë³äæåííÿ. Ìåòîþ ñòàòò³ º ³íòåðïðåòàö³ÿ
ïðîöåñó â³äòâîðåííÿ êàäðîâîãî ïîòåíö³àëó òîðãîâåëüíîãî
ï³äïðèºìñòâà çà àíàë³òè÷íîþ áàãàòîâèì³ðíîþ ôîðìîþ, ùî
äîçâîëÿº çà äîïîìîãîþ ¿¿ âèêîðèñòàííÿ îá´ðóíòîâóâàòè éîãî
ïðîïîðö³¿ ³ äèíàì³êó òà âïëèâàòè øëÿõîì êåðóâàííÿ âèÿâëåíè-
ìè çàêîíîì³ðíîñòÿìè çì³íè õàðàêòåðèñòèê êàäðîâîãî ïîòåí-
ö³àëó íà ïðèéíÿòòÿ óïðàâë³íñüêèõ ð³øåíü. Îá´ðóíòîâàíî, ùî
çàñòîñóâàííÿ ïðîöåñíîãî ï³äõîäó äî óïðàâë³ííÿ ðîçâèòêîì êàä-
ðîâîãî ïîòåíö³àëó ñòàâèòü ñâîºþ ìåòîþ äîñÿãíåííÿ ìàêñè-
ìàëüíî¿ éîãî ðåàë³çàö³¿, à òàêîæ íàäàííÿ ìîæëèâîñò³ êàäðàì

ùîäî ïîäàëüøîãî ðîçâèòêó ³ ñàìîðåàë³çàö³¿, çà óìîâè çíèæåííÿ
çàãàëüíèõ, ó òîìó ÷èñë³ ÷àñîâèõ âèòðàò. Àíàë³ç ë³òåðàòóðè
ñâ³ä÷èòü ïðî â³äñóòí³ñòü äîñë³äæåíü êîíöåïòóàëüíèõ ï³äõîä³â
äî ðîçâèòêó ïîòåíö³àëó êàäð³â, îñê³ëüêè ðîçãëÿäàþòüñÿ ëèøå
ñóòí³ñí³, òåõíîëîã³÷í³ ³ ïðîöåäóðí³ àñïåêòè éîãî çá³ëüøåííÿ.
Çàïðîïîíîâàíî ìîäåëü â³äòâîðþâàëüíîãî ïðîöåñó ðîçâèòêó êàä-
ðîâîãî ïîòåíö³àëó ï³äïðèºìñòâà, ÿêà îïèñóº íàéâàæëèâ³ø³ ïðî-
ïîðö³¿, ùî âèçíà÷àþòü äèíàì³êó ðîçâèòêó êàäðîâîãî ïîòåíö³-
àëó, ³ ìîæå ñëóæèòè àëãîðèòìîì ¿õ àíàë³çó. Äîâåäåíî, ùî ìî-
äåëü â³äòâîðåííÿ êàäðîâîãî ïîòåíö³àëó òîðãîâåëüíîãî ï³äïðè-
ºìñòâà çà àíàë³òè÷íîþ áàãàòîâèì³ðíîþ ôîðìîþ, õàðàêòåðèçóº
êàäðîâèé ïîòåíö³àë ÿê äèíàì³÷íó ñèñòåìó, ÿêà ïðè ³íøèõ ð³âíèõ
óìîâàõ îïèñóºòüñÿ òàêèìè îñíîâíèìè õàðàêòåðèñòèêàìè:
ôîðìîþ, âèðàæåíîþ ó âèãëÿä³ ïåâíî¿ êîíñòðóêö³¿; çì³ñòîì, ùî
ðîçêðèâàº âçàºìîä³þ åëåìåíò³â ñèñòåìè; ³ìîâ³ðí³ñíèìè ñòàíà-
ìè, ùî âèçíà÷àþòü âèá³ð øëÿõ³â ðîçâèòêó ñèñòåìè ç áåçë³÷³
ìîæëèâèõ; ðåàëüíèì äîñòåìåííèì ñâî¿ì ñòàíîì (êîíêðåòíèì
ñï³ââ³äíîøåííÿì ôîðìè ³ çì³ñòó) â ïåâíèé ìîìåíò ÷àñó; ïðî-
ñòîðîâî-÷àñîâèì ðîçòàøóâàííÿì, ùî õàðàêòåðèçóº çâ’ÿçîê
âíóòð³øíüîãî ³ çîâí³øíüîãî ñåðåäîâèù ï³äïðèºìñòâà.

Êëþ÷îâ³ ñëîâà: êàäðîâèé ïîòåíö³àë, â³äòâîðþâàëüíèé
ïðîöåñ, ìîäåëü, áàãàòîâèì³ðíà ôîðìà, ï³äïðèºìñòâî,
ïðîöåñíèé ï³äõ³ä.

ÌÍÎÃÎÌÅÐÍÀß ÌÎÄÅËÜ ÄÀÍÍÛÕ ÄËß ÎÖÅÍÊÈ
ÊÀÄÐÎÂÎÃÎ ÏÎÒÅÍÖÈÀËÀ ÏÐÅÄÏÐÈßÒÈß

Ãàðìèäåð Ë.Ä., Ãîí÷àð Ë.À.

Â ñòàòüå îñíîâíîå âíèìàíèå óäåëåíî ïðèìåíåíèþ ïðî-
öåññíîãî ïîäõîäà ê óïðàâëåíèþ ðàçâèòèåì êàäðîâîãî ïîòåíöè-
àëà. Ðåøåíèÿ âîïðîñîâ ôîðìèðîâàíèÿ è ìåòîäè÷åñêîãî îáåñïå-
÷åíèÿ, à òàêæå ïðàêòè÷åñêîãî èñïîëüçîâàíèÿ íà ïðåäïðèÿòè-
ÿõ ðàçíûõ îòðàñëåé ïðîöåññíîãî ïîäõîäà ê óïðàâëåíèþ òðóäî-
âûì ïîòåíöèàëîì ïðåäïðèÿòèÿ íà îñíîâå åãî âîñïðîèçâîäñòâà,
ïðèîáðåòàåò âàæíîå çíà÷åíèå. Ýòî è îïðåäåëèëî âûáîð òåìû
è ïîñòàíîâêó öåëè äàííîãî èññëåäîâàíèÿ. Öåëüþ ñòàòüè ÿâëÿ-
åòñÿ èíòåðïðåòàöèÿ ïðîöåññà âîñïðîèçâîäñòâà êàäðîâîãî ïî-
òåíöèàëà òîðãîâîãî ïðåäïðèÿòèÿ çà àíàëèòè÷åñêîé ìíîãîìåð-
íîé ôîðìîé, ÷òî ïîçâîëÿåò ñ ïîìîùüþ åå èñïîëüçîâàíèÿ îáî-
ñíîâûâàòü åãî ïðîïîðöèè è äèíàìèêó è âëèÿòü ïóòåì óïðàâëå-
íèÿ âûÿâëåííûìè çàêîíîìåðíîñòÿìè èçìåíåíèÿ õàðàêòåðèñòèê
êàäðîâîãî ïîòåíöèàëà íà ïðèíÿòèå óïðàâëåí÷åñêèõ ðåøåíèé.
Îáîñíîâàííî, ÷òî ïðèìåíåíèå ïðîöåññíîãî ïîäõîäà ê óïðàâëå-
íèþ ðàçâèòèåì êàäðîâîãî ïîòåíöèàëà ñòàâèò ñâîåé öåëüþ äî-
ñòèæåíèÿ ìàêñèìàëüíîé åãî ðåàëèçàöèè, à òàêæå ïðåäîñòàâ-
ëåíèå âîçìîæíîñòè êàäðàì îòíîñèòåëüíî äàëüíåéøåãî ðàçâè-
òèÿ è ñàìîðåàëèçàöèè, ïðè óñëîâèè ñíèæåíèÿ îáùèõ, â òîì
÷èñëå âðåìåííûõ ðàñõîäîâ. Àíàëèç ëèòåðàòóðû ñâèäåòåëüñòâó-
åò îá îòñóòñòâèè èññëåäîâàíèé êîíöåïòóàëüíûõ ïîäõîäîâ ê
ðàçâèòèþ ïîòåíöèàëà êàäðîâ, ïîñêîëüêó ðàññìàòðèâàþòñÿ
ëèøü ñóùíîñòíûå, òåõíîëîãè÷åñêèå è ïðîöåäóðíûå àñïåêòû èõ
óâåëè÷åíèÿ. Ïðåäëîæåíà ìîäåëü âîñïðîèçâîäñòâåííîãî ïðîöåñ-
ñà ðàçâèòèÿ êàäðîâîãî ïîòåíöèàëà ïðåäïðèÿòèÿ, êîòîðàÿ îïè-
ñûâàåò âàæíåéøèå ïðîïîðöèè, îïðåäåëÿþùèå äèíàìèêó ðàçâè-
òèÿ êàäðîâîãî ïîòåíöèàëà, ÷òî ìîæåò ñëóæèòü àëãîðèòìîì
èõ àíàëèçà. Äîêàçàíî, ÷òî ìîäåëü âîñïðîèçâîäñòâà êàäðîâîãî
ïîòåíöèàëà òîðãîâîãî ïðåäïðèÿòèÿ çà àíàëèòè÷åñêîé ìíîãî-
ìåðíîé ôîðìîé, õàðàêòåðèçóåò êàäðîâûé ïîòåíöèàë êàê äè-
íàìè÷åñêóþ ñèñòåìó, êîòîðàÿ ïðè äðóãèõ ðàâíûõ óñëîâèÿõ îïè-
ñûâàåòñÿ òàêèìè îñíîâíûìè õàðàêòåðèñòèêàìè: ôîðìîé, âû-
ðàæåííîé â âèäå îïðåäåëåííîé êîíñòðóêöèè; ñîäåðæàíèåì, êî-
òîðîå ðàñêðûâàåò âçàèìîäåéñòâèå ýëåìåíòîâ ñèñòåìû; âåðî-
ÿòíîñòíûìè ñîñòîÿíèÿìè, êîòîðûå îïðåäåëÿþò âûáîð ïóòåé
ðàçâèòèÿ ñèñòåìû èç îãðîìíîãî êîëè÷åñòâà âîçìîæíûõ; ðå-
àëüíûì èñòèííûì ñâîèì ñîñòîÿíèåì (êîíêðåòíûì ñîîòíîøå-
íèåì ôîðìû è ñîäåðæàíèÿ) â îïðåäåëåííûé ìîìåíò âðåìåíè;
ïðîñòðàíñòâåííî-âðåìåííûì ðàñïîëîæåíèåì, êîòîðîå õàðàê-
òåðèçóåò ñâÿçü âíóòðåííåé è âíåøíåé ñðåä ïðåäïðèÿòèÿ.

Êëþ÷åâûå ñëîâà : êàäðîâûé ïîòåíöèàë,
âîñïðîèçâîäñòâåííûé ïðîöåññ, ìîäåëü, ìíîãîìåðíàÿ ôîðìà,
ïðåäïðèÿòèå, ïðîöåññíûé ïîäõîä.


