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The article deals with the peculiarities of human resources management system in small enterprises in Ukraine, identifies its distinctive features, which reflect
in organizational culture and provide unique opportunities of productivity growth in an organization, and on the other hand impede its development. Human
resources management system is considered as a complex and multifaceted process, covering the set of organizational practices and activities aimed at effi-
cient and effective utilization of the most valuable resource of an organization — people and at the same time as a dynamic system which should be constantly
improved. The specificity of human resource management in small businesses in Ukraine was analyzed and compared with European experience. The authors’
attention was paid to fore key characteristics of human resources management system in small business as staff professional development, using outsourcing
and leasing of staff, motivation system as well as improvement of corporate culture. These characteristics show both controversial problems of small enterprises
growth and opportunities of their further development. Besides, weakness of Ukrainian small business is evident in limited HR-practices, informal procedures
and relations, lack of social protection, uncertainty and unpredictability of doing business, insufficient level of corporate culture. Relying on the results of re-
search suggestions on improvement of human resources management system in small enterprises were made.
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Mempoea I. /1., AnbdpaHe M. YnpaeniHHA nepcoHanom i KopnopamueHa Kyabmypa Ha Manux nionpuemcmeax YKpaiHu
Cmammas mae Ha Memi guceimseHHs ocobausocmeli cucmemu yrpasiHHA MOOCLKUMU PeCypcamu Ha Maaux nidnpuemMcmeax YKpaiu; 8UsHa4eHHs mux gio-
MIHHUX pUC, AKi 8i000PaMaOMbCA 8 ix opeaHi3ayiliHil Kynemypi ma 3abe3neyyroms, 3 00H020 6OKY, YHIKANbHI MOXAUBOCMI 3pOCMAHHA MPOOYKMUBHOCMI 8
opeaHizayii, a 3 iHwo20 oKy, nepewkodHaome ii po3gumky. Cucmema ynpasiHHA MOOCLKUMU PeCypeamu po32na0aemsca AK CKAaoHull i 6aeamoepaHHuli
MPOUEC, WO OXOM/KE KOMMAEKC 0P2aHI3aYiliHUX MPaKMUK i 3ax00i8, CMPAMOBAHUX HA Pe3yabmamusHe ma ereKmusHe BUKOPUCMAHHA HalYiHHIW020 — 100-
CbK020 — pecypcy op2aHizayii, i 600HOYAC € OUHAMIYHOK CUCMEMOtO, AKA MOBUHHA MOcMIliHO 800CKOHAMOMbCA. Crieyudika ynpaeiHHA MoOCeKUMU pecyp-
camu e manomy bisHeci YkpaiHu byna npoaHanizosaHa ma nopisHaAHa 3 esponelicekum docgidom. Yeazy asmopig npuodineHo Kvo8uM XapaKkmepucmuKkam
cucmemu ynpaeniHHA A0OCbKUMU pecypcamu 8 manomy Bi3Heci, 30kpema npoceciliHomy po3sumky nepcoHany, BUKOPUCMAHHIO GyMCOPCUH2y ma Mi3uHey
MepcoHany, cucmemi MOMUBAYii, & MAKoM YOOCKOHANEHHIO 0P2aHi3auiliHoi (KopnopamusHoi) Kyaemypu. Lli xapakmepucmuku deMoHCmpyome AK cynep-
eusnusi npobaemu 3poCMaHHA Manux mionpUeEMCms, Mak i MoxIusocmi ix ModanbWo20 Po3sUMKy. lokasaHo, wo crabricme ykpaiHcbKkoeo manoeo bizHecy
MpOABAAEMbCA: 8 06MeXeHOMy 3acmocy8aHHi HR-npakmuk, HedopmanbHUX npoyedyp i 8iOHOCUH; y 8idcymHOCMI couianbHO20 3axucmy; y He8U3Ha4eHocmi
ma HenepedbayysaHocmi 8edeHHs bi3Hecy; y HedocmamHbOMY pigHi PO38UMKY KOPIOPamMuUsHoI Kyabmypu. Ha ocHosi pe3ynsmamig docnidxeHHs sucnosne-
HO POMo3uyii w000 800CKOHANEHHA CUCMeEMU YPABIHHA MOOCLKUMU Pecypcamu Ha Masaux mionpueMcmeax.
Kntouoei cnosa: ynpasniHHa ntodcekumu pecypcamu, manuli 6i3Hec, po3sUMmoK nepcoHasy, MomuBayis, aymcopcuHe, Mi3uHe NepcoHary, KopropamueHa Kymaemypa.
Ta6n.: 6. bi6n.: 16.

304 BIBHECIHOOPM N2 6 2020

www.business-inform.net




Memposa IpuHa JleoHidieHa — A0KMop eKOHOMIYHUX HaYK, Npoghecop, 3a8idy8ayKka Kahedpu MapkemuHay ma nosediHKo80i eKOHOMIKU, YHisepcumem ekoHo-
miku ma npasa «KPOK» (syn. TabipHa, 30-32, Kuis, 03113, YkpaiHa)

E-mail: petrovakrok@gmail.com

ORCID: http://orcid.org/0000-0003-4206-5403

Researcher ID: http.//www.researcherid.com/u-8851-2018

Anbdpare Moxamed — acnipaHm, YHisepcumem exkoHomiku ma npasa «KPOK» (syn. TabipHa, 30-32, Kuis, 03113, Ykpaika)

E-mail: albadrane65@yahoo.co.uk

Y/IK 005.95/96+005.35]"658(477)
JEL: L26; M12; M14; M59

Memposa U. /1., An60pare M. YnpaeneHue nepcoHanoM U KoprnopamueHas Kyabmypa Ha Manbix npednpusmusx YKpauHsl
CmameA ocgewjaem ocobeHHOCMU cUCMeMbl ypagIeHus Yen08e4ecKUMU Pecypcamu Ha Masbix npednpuamusx YKpauHsl, onpedensem me omauyumesnsHole
0cobeHHOCMU, KOMOpble OMPaXarMca 8 0P2aHU3AYUOHHOU Kynbmype U npedcmaenaom, ¢ 00HOU CMOpPOHbI, YHUKAbHbIE B03MOXHOCMU POCMA MPOU3BO-
dumensHoCMU 8 0p2aHU3aYUU, a ¢ Opy2oli cmopoHsl, npenamcmsytom eé pazsumuto. Cucmema ynpaseHus YenoeeqecKumu pecypeamu paccmampusaemcs
KaK CAI0XMCHbIT U MHO202paHHbIU MPOUecc, 0X8amolealowjuli KOMIAEKC 0P2AHU3AUUOHHBIX MPAKMUK U Meponpuamuli, HanpaeneHHsIx Ha pe3yabmamusHoe
U ahhekmusHoe UCMOMb308AHUE HAUBOMEE LEeHHO20 — Yen108e4eckoe0 — Pecypca OpeaHU3ayuL, U 8 Mo e 8pema Kak OUHaMUYHGA cucmema, Komopas
00/MHHA MOCMOAHHO CO8ePWeHCMB08aMbCA. CreyuduKa ynpasaeHUs Yean08e4eckumu pecypcamu 8 Masom busHece YKpauHsl NPOGHANU3UPOBAHA U CPAB-
HeHa ¢ egponelickum oneimom. BHUMaHUe aemopos yoeneHo 0CHOBHbIM XapaKmMepucmuKkam cucmemsl ynpagneHus Yenoeeqeckumu pecypcamu 8 mMasaom
busHece, 8K/1K04YAA MPOGHECCUOHALHOE PA3BUMUE MepPCoHAna, UCoNb308aHUE aymCcopCUHea U NU3UH2A MepcoHand, cucmemy MOMUBAYUU, a Make cosep-
WeHCMB0BaHUE 0p2aHU3AYUOHHOU (KoprnopamugHoli) Kyaemypbl. Imu xapakmepucmuku caudemenscmeyom Kak 0 mpomusopeyussix npobaemax pocma
Masnblx npednpuamull, Mak u 0 803MOHHOCMAX Ux danbHeliwe2o passumus. [TokazaHo, Ymo c1abocmb YKPAUHCKO20 Masno20 bu3Heca NpoAsnaemca 8 02pa-
HUYeHHOCMU npumeHeHus HR-Mpakmuk, HeghopmasnbHbIX Mpoyedyp u omHoweHul; 8 0mcymecmeuu coyuanbHol 3auumel; 8 HeonpedeaeHHOCMU U Henpeo-
cKazyemocmu eedeHus busHeca; 8 HeAOCMAMOYHOM YpPOBHe Pa3guMusA KopropamusHol Kynbmypbl. Ha ocHoBe pe3ynbmamoe uccnedosaHus 8bICKA3AHbI
pednoeHus Mo ycosepueHCMeosaHUI0 CUCMeMbI YrpaseHus Yen08e4eckumu Pecypeamu Ha Manbix MpeodnpuamusX.
Kntouesele cnosa: ynpasneHue vyenoseyeckumu pecypcamu, manbili 6U3Hec, pasgumue nepcoHana, Momueayus, aymcopcuHe, NU3uHe NepcoHand, Kopnopa-
MusHasA Kynbmypa.
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n the modern market economy, characterized by

uncertainty, dynamism, riskiness and increasing in-

tensity of competition, the role of small enterprises
is enhancing. Their mobility and creativity, ability to cre-
ate new jobs and quickly respond to changeable demands
of consumers is considered as a source of economic and
social progress. In the international practice similar re-
search is mostly focused on small and medium-sized
enterprises (SME) [1-3], but we concentrate our efforts
only on small enterprises to clarify their specificity and
especially conditions and ways of development.

The most important strategic resource and valuable
asset of small enterprises is personnel, which requires
looking for new management mechanisms for working in
the long term. Therefore, it is necessary to study the possi-
bilities of effective human resources management (HRM)
of small enterprises and specificity of their organizational
(corporate) culture, which would ensure their productiv-
ity and viability. The HRM system in small enterprises in
Ukraine is different, so critical and comparative analysis
of their experience can reveal, on the one hand, positive
factors of their development, which could enforce com-
petitive advantages of these enterprises and, on the other
hand, show the drawbacks, which should be taken into ac-
count and eliminated in proper management.
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Managing human resources in small organizations
is becoming an important part of modern economic and
sociological literature due to a multitude of reasons. The
role of small enterprises is increasing. They occupy more
than 90% of Ukrainian enterprises and actively join the
untapped sectors of the economy. However, the most of
them extremely lack appropriate HR-practices. During
decades it was generally accepted that human resource
management is not needed for small enterprises and
also is very expensive for them. Despite of the great in-
terest of foreign researchers (M. Armstrong, G. Dessler,
D. Ulrich) and scientists from post-Soviet Union coun-
tries (L. Balabanova, A. Yehorshyn, A. Kibanov, A. Kolot,
Y. Maslov, 1. Petrova, O. Zakharova) to common prob-
lems of HRM theories and practices, the peculiarity of
managing human resources in small enterprises is insuf-
ficiently explored. Moreover, the owners and manag-
ers of small enterprises in Ukraine often ignore human
resource management and organizational (corporate)
culture issues, including transparent record keeping and
reporting, planning and selection, training and develop-
ment, performance appraisal, motivation. They fragmen-
tary use certain elements of the HRM system. Otherwise
introduction of HR-practices in management of small
enterprises can significantly influence their performance,
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innovation process, growth of human potential and capi-
tal, organizational culture and, finally, market competi-
tiveness. This statement was confirmed in many special
publications.

Itis worth mentioning works of I. Maitland, J. Stred-
wick, S. Marlow, D. Patton and M. Ram [4-6]. In these
publications, the systems approach to human resource
management in small enterprises is considered based
on international practices. At the same time, Ukrainian
experience is essentially different. Therefore, copying the
foreign samples without necessary adaptation could be
problematic.

That is why we consider it necessary to analyze the
experience of domestic small enterprises in personnel
management, paying attention to its advantages and con-
strains as well as possibility of its improving.

The aim of the article is to analyze the specificity
of human resources management in small enterprises in
Ukraine as well as to define the main trends and possibili-
ties of its further development.

The methodology of the study is based on philo-
sophical methods. The special features, similarities and
differences of as well as changes in management of hu-
man resources in small enterprises of Ukraine are ex-
plored with the methods of analysis, synthesis, separation
and statistical methods. Additionally, the comparative
analysis is applied for examining peculiarities of human
resources management and organizational (corporate)
culture in small enterprises of Ukraine and countries of
the European Union. In the course of the research, logic
synthesis is used as an auxiliary research method, which
ensures the reliability of the study.

ontinuing rapid changes in all spheres of our

life can undermine the economic stability of en-

terprises especially small ones. Its maintaining
includes a complex set of economic relations and the
mechanism of their realization based on the comprehen-
sive state support, self-organization of business activity,
innovative forms of management for timely adaptation
to constantly changing conditions of both internal and
external environment. Mastering the mechanism to en-
hance the economic sustainability of small enterprises
accelerates the structural shifts in the economy by creat-
ing new jobs and producing new goods and services and
therefore forms the basis for the transition to dynamic
growth. A key role in ensuring the competitiveness and
viability of small enterprises belongs to staff.

The economic sustainability of the entire sector
of small enterprises depends on the sustainability of its
human resources, so the issue of ensuring the economic
sustainability of small enterprises is very important for
both people and the economy of Ukraine as a whole.

We consider human resources management in
small enterprises in several aspects. First, it is a complex
and multifaceted process, covering the whole set of orga-
nizational activities aimed at rational formation of quan-
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titative and qualitative staff composition and maximum
utilization of opportunities in the process of enterprises
functioning. Secondly, human resources management is
a dynamic system which should be constantly improved
since it must always meet the development level of pro-
ductive forces and social challenges, making adjustments
to its employees. Thirdly, human resources management
in small enterprises is closely intertwined with their cor-
porate culture, which makes the specificity of each hu-
man resource practice and creates driving forces in small
enterprises.

he main function of contemporary human re-

sources management in small enterprises is to

make appropriate changes in its production and
market activity to be competitive and viable. Responding
to technological, economic, social and cultural transfor-
mations, owners and managers of small enterprises de-
termine whether to dismiss or retain employees; recruit
employees from the external or internal labor market;
recruit additional staff or manage the existing staff if they
are rationally used; invest in the training of “cheap” but
highly specialized employees or “expensive” but mobile
ones. While solving the same tasks, each company has its
own specificity of human resources management, which
depends on the type of economic activity, the size of the
enterprise, its life cycle stage and national characteristics.

According to Ukrainian legislation, small enterpris-
es are those which staff doesn't exceed 50 employees [7].
Like in many economics around the world, small busi-
nesses constitute the majority of enterprises in Ukraine.
In 2019 there were approximately 90% of small enterpris-
es in their total number.

As a rule, staff management in small enterprises is
characterized by more flexible organization of work and
cooperative nature of activity, the minimum level of bu-
reaucracy, simple organizational structure, competence
of the employees and high requirements for their per-
sonal qualities, lack of organizational and professional
training, using not direct but indirect evidence of pro-
fessional suitability of employees in personnel selection,
social insecurity of workers.

Based on the theoretical studies and generalization
of Ukrainian and European experience in the sphere of
HRM in small enterprises we have revealed similarity
and differences between both models.

The features of the national models of HRM sys-
tems in Ukraine and European countries are presented
in Thl. 1.

As one can see, there are many distinguishing fea-
tures in HRM and organizational culture in these models.
Staff of Ukrainian small enterprises is characterized by
technological conservatism, non-legal attitude to the law,
collectivism, high level of both formal and informal au-
thority, replacement of competition between employees
by specific organizational mechanisms. On the contrary,
European model is oriented towards entrepreneurial
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Table 1

Features of the national models of human resource management systems in Ukraine and European countries

Ukraine

European countries

- Belief in success;

- technological conservatism;

- non-legal attitude to the law;

- assuming the possibility of making professional mistakes;
- justice;

- equality of employees “at the finish line”;

- trust in business partners;

- collectivity;

- hedonistic motivation of work;

— high level of both formal and informal authority;

- replacement of competition between employees by specific
organizational mechanisms voluntary association of people
for joint action;

— trust in the team refusal of rigid unanimity;

- non-aggressiveness;

- openness of employees;

- dedication to tradition;

- respect for the wealth

- Building interpersonal relationships based on pragmatism;
- entrepreneurial thinking style;

- high level of competitive behavior of employees;

- active labor activity;

- high level of employee mobility;

- orientation towards economic and non-economic methods
of motivation;

- individual freedom;

- self-organization;

- equality of people at the “start”;

- competence;

- striving for organization;

- need for guidance;

- formal authority;

- accuracy;

- strict adherence to the established rules;

- striving for order;

- strict hierarchy and organization structure;

- possibility of powers delegation

thinking style, individual freedom, formal authority, high
level of competitive behavior of employees.

We have outlined the main peculiarities of the
HRM systems and organizational culture models of
Ukraine and EU countries in their basic spheres, which
are as follows:

1) Professional staff development. In the Euro-
pean Union, professional development of staff at all en-
terprises including small ones is based on the concept of
lifelong learning. It was initially formed as a reflection of
the growing awareness of the importance of knowledge
and education for successful society development. Its
main principles and characteristics are outlined in many
documents of international organizations, which clearly
follow the concept of development.

Professional staff development is used to prepare
employees to work more effectively with new technolo-
gies (using robots, computer-assisted manufacturing
processes and other products of the digital economy.

In European countries, continuing professional
education is much spread. The results of the research of
CVTS (Continuing Vocational Training Survey) shows
the rate of coverage of production staff with continu-
ing professional training at enterprises of different
size (10-49 workers; 50-249 workers; 250-499 work-
ers; 500+ workers;) for most forms of training: courses
(a wide range of forms) and a variety of others by differ-
ent sectors of the economy (the production sector, ser-
vices sector) [4]. Thus, more than a million companies
(83%) in the European Union provide different forms of
training, 64% of them preferring courses. The percentage
of using courses is growing with the enterprise size (Tbl.
2) [8]. It’s definitely connected with wider financial op-
portunities of large companies.
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any companies are reconfigurating their train-
Ming function to gain a competitive advantage.

Thus, in 2013, 81% of employees of small en-
terprises in European Union countries were covered by
continuing vocational training, 59% of whom were on-
the-job training, 47% attended conferences, lectures,
seminars, etc., 28% used self-education (Th.. 3) [8]. They
also employ a variety of modern alternative methods of
professional training, such as mentoring, buddying, job
shadowing, out-of-work career. These methods help em-
ployees of small enterprises to work in teams to contrib-
ute to product and service quality and provide a perma-
nent change in behavior.

As practical experience shows, companies with 25
or more employees should have someone on the staff
who has at least some HR training. If not, they should
consider whether outsourcing would be a cost-effective
solution. When there are 75 or 100 employees, a com-
pany needs a full-time HR person who can do everything,
including manage any outsourcing [9].

In Ukrainian small enterprises, training and devel-
opment of personnel is mostly provided during business
hours by supervisors or more qualified people. However,
this practice often leads to insufficient knowledge and in-
ability to use new technologies. According to the results
of the study of HRM practices conducted in 2017 for 68
Ukrainian enterprises of different size, organizational
and legal forms engaged in various activities, 41.38% of
employees of small enterprises used advanced training
courses, 29.31% — internal corporate trainings and semi-
nars, and 17.24% participated in trainings outside the
company (Thl. 4) [10].

It is obvious that Ukrainian small enterprises face
with a lack of all kinds of professional development pro-
grams since they are too expensive.
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Table 2

Coverage of production staff with continuing professional training in enterprises (organizations) in different sectors
of the economy in EU countries, %

Form of trainin Total 10-49 50-249 250-499 500+ Produc- Services
9 workers workers workers workers tion (A-F) (G-S)
Any forms of training 83 81 94 97 99 81 84
Course form of training 64 61 77 85 89 60 66
Other forms of training 78 75 89 95 99 76 79
Combination of course
form with other forms 59 56 73 82 89 55 61
of training
No training 17 19 6 3 1 19 16
Table 3
Forms of continuing professional training with regard to the size of enterprises (organizations) and sectors
of the economy, %
Form of trainin Total 10-49 50-249 250-499 500+ Produc- Services
9 workers workers workers workers tion (A-F) (G-S)
On-the-job training 62 59 75 82 92 64 61
Working rgFatlon, exchange 18 15 23 43 53 19 17
or study visits
Partl.qpatlon in training and 18 15 2% 34 43 14 19
quality cycles
?elf—educatlon (e.g. eLearn- 30 )8 37 55 68 18 34
ing)
Attendance of conferences, 51 47 64 76 83 38 55
lectures, seminars etc.
Different forms 78 75 89 95 99 76 79
None of these forms 22 25 1 5 1 24 21
Table 4
Forms of staff training in the context of enterprises in 2016, %
Form of training
Size of enterprises Internal corporate Trainings, seminars | Advanced training
trainings . Other
. outside the company courses
and seminars
Large 34.94 26.51 37.35 1.2
Medium-sized 29.37 27.59 43.10 -
Small 29.31 17.24 41.38 12.07
Average 31.20 23.78 40.61 442

2) Personnel outsourcing and leasing. Leasing
and outsourcing have been widely used in enterprises of
various legal forms and sizes in countries of the European
Union. According to the International Labor Organiza-
tion, in 15 EU member states, nearly 1.5 million people
(about 1.5%) work under leasing programs. Staff leasing
is most widely used in the Netherlands — almost 4% of
employees are term leased workers. In the UK, leased
staff works even in the public sector. In all countries of
the European Union, there is a general stable tendency
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of a wider involvement of employees in various leasing
programs [11].

The development of personnel leasing and out-
sourcing in Ukraine is a priority area of work with staff
in a crisis, the urgency of which is justified by the need to
optimize the use of human resources of the organization
under conditions of increasing environmental uncertain-
ty. It is noteworthy that, according to the research, the
main strategic alternatives for the development of small
enterprises are considered by managers as meeting the
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current needs for cash (32.1%) and staff outsourcing and
leasing (23.46%) (Thl. 5) [10].

The analysis of the experience of outsourcing in
Ukraine has revealed the following reasons for an enter-
prise’s transition to outsourcing: 1) availability of peri-
odically performed work in the enterprise; 2) presence of
operations requiring special equipment; 3) strong fluctua-
tions in the demand for the enterprise’s products or ser-
vices; 4) using outsourcing as a business model in a crisis.

Outsourcing provides both tangible and intan-
gible benefits. First, many outsourcers use a simplified
tax system, which saves their own money and reduces
the client’s direct costs. Second, in some situations, the
organization’s management tries to limit the hiring of
employees while maintaining the existing quantitative
and qualitative composition of the staff. Thirdly, it is eco-
nomically feasible to employ workers remotely, especially
for IT companies, which can significantly save on rent,
workplaces, etc. Also, outsourcing additional benefits is
associated with the lack of costs for the search and train-
ing of employees, registration of labor relations.

t is worth noting that there is no need in excessive use

of outsourcing and leasing of personnel, as this weak-
ens the links between employees of the enterprise,
reduces the level of employees’ trust to the company and
their loyalty, and does not exclude the possibility of com-
mercial espionage. However, unlike developed countries,
where leasing is used not only as a business model during
a crisis, but also as an investment and innovation model,
staff leasing is widespread in Ukraine, and only during a
crisis. Thus, according to a survey conducted in 2010 in
Ukraine, which involved 330 participants, it turned out
that 42.8% of respondents are not ready to be “leased out”
and another 20% are unable to answer or are ready to be
hired as a leased worker. The greatest willingness to work
on leasing terms is shown by people aged 40-50 years [12].
3) The employee incentive program. In our point

of view, the motivation of personnel in Ukrainian small
enterprises is still underestimated factor in their man-
agement system. We consider motivation as a complex
of conditions which can release the internal energy and
intensify working activity of people in a company. So, it
is not sufficient to offer certain external conditions for

employees. They should willingly adopt these conditions
and respond appropriately. That leads to differentiation
between “motivation” and “stimulation” which are often
used as synonyms. The management of small enterprises
suggests not long list of monetary stimuli, ignoring so-
cial, spiritual and cultural needs of employees. As a rule,
it includes commissions, payment for the amount of
work performed, and remuneration based on the goals
achieved. However, our research confirms that employ-
ees of small enterprises need for not only monetary re-
wards but social rewards as well. More preferable non-
financial incentives include preferential medical care, the
system of internal training and refresher courses, various
programs of individual development, participation of
employees in making decision on various current issues
of the company, which allows employees to feel their im-
portance for the functioning of the enterprise [13]. Ac-
cording to the results of our research (2018, Kyiv), among
social rewards working conditions and related benefits,
effective communication, training and development, and
creativity remuneration are also worth nothing. More
than 75% of 62 employees of the observed 10 small com-
panies need the mentioned social rewards.

Besides we'd like to outline other interesting and
useful incentives for people in Ukrainian small enterpris-
es, well known in the west management practice. These
are: various types of work flexibility, option system and
participation in the company’s capital, additional vaca-
tion, opportunities for creativity, career growth, and cor-
porative culture advantages.

4) Corporate culture. Corporate culture is an eco-
system of an enterprise that covers not only its internal
environment (its employees) but also extends to custom-
ers and counterparties of the relevant market player. Un-
fortunately, there is no consensus in the Ukrainian sci-
entific and business community about corporate culture
and its importance. In addition, it is impossible to name
full-scale domestic researches highlighting its influence
on the life of enterprises. Thus, we have to rely only on
certain sample studies. Ukrainian businessmen have al-
ready gained certain experience in implementing some
models of culture at their companies.

The study of sociologists [14] shows that:

+ 55% of modern Ukrainian executives believe
that, ideally, it should be in the enterprise;

Table 5

Strategic alternatives of the enterprises’ development, %

Strategic alternatives Large enterprises Medium-sized enterprises Small enterprises
Optimization of expenditures 25.22 12.90 16.05
Changes in organizational structure 13.04 6.45 7.4
Outsourcing and leasing of personnel 17.39 14.52 23.46
Sales promotion 13.04 22.58 16.05
Meeting current cash requirements 28.7 41.94 321
Other 261 1.61 494
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+ 40% of our entrepreneurs are trying to build it
using the Western technology:

+ 35% of them recognize the need for it, but they
do not have time or resources to from it;

+ 25% consider it unnecessary [14].

Today, however, corporate culture is becoming a
widely recognized tool for effective HRM, and, there-
fore, even small-scale businesses that have long-term
goals consider it’s forming a priority. Corporate culture
at this level is reflected in using dress code, appropriate
company symbolism and team building. Nevertheless,
corporate culture has a major drawback - it resists the
implementation of new strategies and methodologies
because they have a threat to both the existing culture
and the organization structure (“Culture eats strategy for
breakfast”).

n addition to the common features, there are also

distinctive features in the corporate culture in the

sphere of personnel management in small enterprises
in Ukraine and the EU (TbL. 6).

There is another situation with personnel man-
agement in small enterprises that opened in Ukraine as
a franchise and angel-based startup (employing a “sur-
vival” strategy).

It could be mentioned that common feature of
smaller firms is applying less formal HRM practices be-
cause that is more suitable to them [15]. This situation

makes framework of their organizational culture espe-
cial. However, in Ukraine, it’s connected with informal
labor relations, oral contracts, concealing incomes and
non-compliance with working conditions standards.

oreover, the following features of human re-

source management were identified based on

the results of a survey among the leaders of
small food enterprises in Ukraine and EU countries:

1) Business executives fully agree that the level of
development of the enterprise depends on the
level of skills of its employees.

2) In addition to professionalism, the main criteria
for selecting employees are: in Ukraine — soft
skills, in the UK - the level of education and pro-
fessional experience. Moreover, it is important to
note that education in the EU is more important
when hiring than in Ukraine.

3) Enterprises have an adaptation period (1 month)
and much attention is paid to employee devel-
opment through training, internships and men-
toring. Prerequisites for the development of the
personnel are the expectations of the Ukrainian
entrepreneurs as to increasing the profitability of
the enterprise; improving customer satisfaction;
expanding the range of employees’ professional
skills (to replace workers in different depart-
ments) and for entrepreneurs from the EU -

Table 6

Distinctive features in the corporate culture in the sphere of personnel management in small enterprises
in Ukraine and the EU

Feature

Ukraine

Countries of the EU

1. Employment of the dismissed

staff ployment problems

In the course of staff reductions in an enter-
prise, the employee independently solves em-

Outplacement application
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The low level of formalization of labor relations
in small enterprises provokes social insecurity
of the staff. Formality of labor relations is mani-
fested in the fact that: often preference is given
to oral labor contracts, labor protection is rarely
guaranteed, flexible forms of coercion of em-
ployees to work without paid sick leaves and
vacations are widely practiced. Preservation
and deepening of insecurity, progressive social
injustice, shortage of decent working condi-
tions take place

2. Development of the Decent
Work Institute

Adherence to the European standards
and principles of decent work

The recommendations in small enterprises are
in fact a confirmation of the presence of the
candidate's acquaintances and colleagues who
are ready to answer their reputation for the em-
ployee's actions. In other words, it is important
not only the content of the recommendation,
but the identity (position) of the person who
gives it. Personnel selection principles are fo-
cused not on direct but indirect evidence of

a candidate's professional ability

When selecting personnel, they prefer
direct evidence of a candidate’s profes-
sional capacity (availability of recom-
mendations), eliminating nepotism dur-
ing employment (giving preference to
relatives and friends regardless of their
professional qualities)

3. Personnel Selection
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all the above listed and, in addition, reducing
production defects.

4) In Ukraine, workers are involved in self-develop-
ment through wage increases; career advance-
ment; participation in making decisions regarding
the enterprise’s activities; in European countries,
the growth of wages, the awarding of bonuses and
gifts are among the driving factors too.

5) Small enterprises use economic, social-psycho-
logical and administrative methods of staff mo-
tivation. However, the list of activities at Ukrai-
nian small enterprises is narrower (mostly cash
rewards are used among economic methods) and
not all employees are encouraged. For example,
in case of over-fulfillment of monthly sales plans,
only the management staff receives a salary bo-
nus. In European countries, all employees are
motivated by bonuses for high performance, by
payment for their training, compensation for the
treatment and rest vouchers, setting up pension
increments.

Discussion. This article is a synthesis and gener-
alization of previous research on certain aspects of per-
sonnel management in small-scale enterprises in Ukraine
and the European Union [13; 16]. The obtained results
allow clarifying the specifics of Ukrainian management
in small-scale enterprises, the peculiarities of national
model of personnel management systems and organiza-
tional culture of small enterprises. The similarities and
differences of personnel management in Ukraine and Eu-
ropean countries were taking into account. In addition,
based on the selected features of personnel management
in small-scale enterprises, the most important problems
in this regard, which require regulation by the state, are
revealed. The problems of social and economic culture
in small enterprise, stuff motivation, training and devel-
opment in small enterprises and state support for them
in Ukraine could be explored more thoroughly. It will be
reflected in our further research.

CONCLUSIONS

Thus, human resources management in small en-
terprises is becoming an integral part of enterprise man-
agement in Ukraine and in European countries. The main
common features in HR management are staff profes-
sional development, use of outsourcing and leasing of
personnel, availability of the employee incentive program
as well as cultivation of corporate culture. Distinctive fea-
tures are shown in the selection and election of staff, em-
ployment of dismissed staff and the development of the
Institute of Decent Work. Despite the fact that in Ukraine
the latest methods of work with personnel, which are
spread in the European Union, have been not yet widely
used (the main reasons for this are the high level of un-
employment among Ukrainians, low standard of living of
the population and great competition for a job). Besides,
practice of irregular working hours and unofficial labor
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relations (in hiring and paying) means unstable earnings,
imperfect working conditions, little social protection and
unpredictability of income.

Therefore, the limited HR-practices, informal
procedures and relations, lack of social protection, un-
certainty and unpredictability of doing business, insuf-
ficient level of organizational culture remain the acute
problems of personnel management in small enterprises
in Ukraine. They are also important priorities to be ad-
dressed. u
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