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Summary. The article considers trends of human capi-
tal management systems development at the enterprises of
the industrial sector of the economy. The main features and
characteristics of modern approaches to work with manage-
ment of personnel development systems are determined.
The basis of the research carried out from the statistical data
and methodological foundations of the process of formation
and development of human capital at industrial enterprises
in the conditions of overcoming crisis phenomena in the
economy. The ways of existing approaches perfection and
the development of complex human capital management
systems are offered.
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Problem statement. Ukraine's industry sphere remains the
basis of the national economy, which not only promotes our country
in foreign markets, but also plays an important role in its domestic
economy by creating new jobs, providing employment for the local
population and making the foundations for economic security of the
state. The current situation of the domestic industry is marked by
the needs to optimize the input and output resource flows of enter-
prises, the introduction of tight saving duty of operating costs for
reaching the maximum efficiency of the working capacity due to
high competition in some foreign markets.

In the works of both recognized classical scientists and some
modern domestic and foreign authors dealing with the issues of
increasing the efficiency of an industrial enterprise, more attention
is paid to the elements of human resource management, since indus-
trial activity refers precisely to those high-tech sectors of the domes-
tic economy, whose enterprises suffer primarily from the shortage
of high skilled personnel, resulting in a decrease in labor productiv-
ity, rising current expenditures on staff retention and development
[1,p. 63-65,2,p. 272-273, 3].

In order to analyze the current state of human capital manage-
ment in industrial enterprises and its role in the production process
and management measures it is necessary to consider their current
working conditions just to research in more detail the management
measures for the formation and usage of human capital, to achieve a
comprehensive management approach of the rational realization of
current human potential abilities in the industry sphere.

Analysis of recent research and publications. The prob-
lem of the human capital formation and development for sure is
being not new for the modern science, but the current state of its
research keeps constant development due to the progressive growth
of production technologies, scientific and technological researches,
changes for the requirements of legislation and legal foundations of
functioning, expansion and integration to the global, regional and
localized markets, etc.

It should be noted about the works of the outstanding scien-
tists of the latest century such as T.W. Schultz and G.S. Becker,
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who made a significant contribution to the development of mod-
ern science by giving the definition of human capital its concrete
and practical meaning, revealing its main properties and influential
factors. Human capital, by definition, was the main catalyst of eco-
nomic growth, which was especially important for emerging econo-
mies. Their contribution to the development of modern concepts of
human capital is invaluable in terms of creating a basis for the new
scientific innovations and ideas. The main directions of the classic
concept of human capital in western science include two scientific
schools, based on the social and labor nature kind of human capital,
whose representatives were B. Bejkhot, E. Denison, A. Marshall,
F. Machlup J.S. Mill, H. Sidgwick and others, and the schools of
natural human capital provenance, which includes the works of
L. Walras, J. McCulloch, J. Kendrick and others.

The current flows of the formation and saving of human cap-
ital is a modern and topical issue that is also considered by many
Ukrainian scientists, the practical approach to human capital man-
agement is presented in works by V. Antonyuk, B. Danylyshyn,
0. Grishnov, O. Golovin, S. Grinkevich, O. Ilyash, S. Klymenko,.
V. Licha, N. Lukyanchenko and many others.

Selection of previously unsettled parts of the general scien-
tific problem. Despite the fact that issues of human capital manage-
ment have become quite widespread in modern science, the prob-
lem of finding effective solutions in the industrial sector remains
quite relevant. The use of human potential in production can be a
key factor for the success of domestic enterprises in the global mar-
ket as also increasing their labor productivity and reducing basic
operating costs. The article is aimed at finding possible options for
the implementation of integrated human capital management mod-
els for industrial enterprises.

The purpose of the article. The main purpose of this research
is to analyze the existing approaches to human capital management
at the enterprises of the industrial sector of Ukraine, to find ratio-
nal ways of its development and to strengthen the competitiveness
of enterprises by optimizing management influence on the human
capital development by forming a comprehensive model of human
capital management.

The main part. The first steps in the development of the theory of
human capital begin in the middle of the twentieth century, when one
of the first American scientists Theodore William Schultz identified the
role and practical place of human capital as one of the key factors of the
effective management of the state and enterprise economics. According
to the prominent scientist, one of the key elements of the increasing
growth of the economy of most developed and developing countries is
the shift in the balance between the roles of material means of produc-
tion and intangible factors in the form of human knowledge, skills and
experience in favor of the latter [1, p. 54-55].

Domestic scientists [2, p. 36-38], in particular, note the gen-
eral tendencies towards the formation of three methodological
approaches to the understanding of human capital:
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— the level of personality, that combines the quality of the
worker acquired during his training or practical development and
ability to bring additional income at the level of traditional forms of
capital, satisfying certain remuneration requirements;

— the level of organization or micro level, which is already the
result of cooperation between the employee and a particular enter-
prise or industry as a whole, as a result of which the qualitative state
of his business has changed, additional benefits or benefits from his
employment have been obtained which can be assessed separately
as an increase in human capital;

— the level of the economy or the country as a whole, reflect-
ing the potential of the working population to create and multiply
the benefits of their own work as an integral part of the national
treasure of the state, which combines all sectors and all economic
objects, as well as all citizens of the state.

Human capital can be considered as a multidimensional qualita-
tive state of the labor potential of the recipient formed by the state,
enterprise or the conditions of its environment on the basis of natural
or physiological, mental, psycho-motor and other data. The higher
the quality of human capital, the more opportunities the enterprise
receives from its use in production activities and strengthening its
own market positions. However, for modern domestic practice, the
issue of human capital management in industry is a rather painful
problem due to taking place of the crisis phenomena and being a
long and difficult path to transition from an administrative-com-
mand to a socially-oriented management model of industrial enter-
prises that this process badly needs. Larger economic benefits from
human capital resources providing firms with greater pricing flex-
ibility and this pricing flexibility can provide a greater opportunity
to develop larger profits than competitors [3].

From financial efficiency point, the management of human cap-
ital provides a much greater return to comparison with other areas
only if the presence of key factors in its formation is observed. This
explains the high interest of entrepreneurs in the management of
human capital and ways to optimize current spending in order to
maximize profits [4].

To create favorable conditions for the formation of human cap-
ital there are many factors being counted, the most important of
which are:

— active social policy of industrial enterprises in the field of
training and development programs of their own personnel;

— creation of a highly productive internal staff development
system, making training, retraining and advanced training, ensuring
conditions for the effective transfer of knowledge, skills and com-
petences among generations of employees, human capital programs
provided on enterprises;

— ensuring the practical implementation of human capital in
terms of production and sales activities, technical and logistical and
applied processes;

- economic incentives for employees to accumulate and pre-
serve human potential as theoretical and practical knowledge, skills
and abilities [1].

Today, there are several areas of research that combine
together the theory of human and social capital. Exploring the
peculiarities of the formation of human capital as a factor in pro-
duction should also be noted that there is a certain social effect, as
people developing their own abilities and skills also improve their
own living conditions and the lives of others, which in turn leads
to a sustainable social effect [5, pp. 32-36]. Thus, the development
of human capital has an impact not only on the economic devel-
opment of the state, but also on the development of its cultural,
historical and social way of life.

The development of human capital on the basis of domestic
industrial enterprises is gradual, and as a rule, is not a priority task,
since, accordingly to State Statistics Service of Ukraine, only one of
five enterprises is characterized by the presence of their own inno-
vation, staff development programs and the social environment are
greatly reduced due to the need to reduce production costs [6].

In recent years, indexes of industrial production in Ukraine
have been at a low level, as evidenced by statistical data both for the
industry as a whole, and for certain industries, in particular, metal-
lurgy and machine building. (Figure 1)

However, 2016 became the first year to observe the growth rate
of industrial production was at the level of 102.8%, which gives
grounds for determining positive changes in the industry's develop-
ment. The leading industries of the domestic industry, such as met-
allurgy and machine building, also showed positive changes in the
form of 106.8 and 102%, respectively. At the same time, volumes
of industrial products sells in 2013-2016 were growing rapidly, as
shown by the economic statistics for industry in general — 163.2%,
metallurgy — 153.5%, machine building — 115.3%, respectively. The
growth of economic activity of domestic industrial enterprises cre-
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Figure 1. Index of Industrial Production in Ukraine in 2013-2016 [6]
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ates preconditions for their rapid development and increases current
economic returns from production.

However, the creation of effective conditions for the further
growth of human potential is impossible without the development
of proper operational infrastructure and the improvement of the
internal environment state of industrial enterprises. As one of the
key factors mentioned above is the significant role of economic
stimulation, it is expedient to analyze the wage dynamics of the
employees of the leading industrial enterprises in relation to general
trends in the industry (Table 1).

As can be seen from Table 1, the current dynamics of wages in the
metallurgical industry fully corresponds to the rates at which wages
increase in the economy as a whole and is at the level of about 20%
per year. Average nominal wages of full-time employee of enterprises,
institutions and organizations in December 2016 were amounted
to 6475 UAH, which is 4 times higher than the minimum wage
(1600 UAH) for that period. Compared to November 2016, wages
increased by 19.8%, and in the last 12 months (compared to December
2015)—by 23.8%. Average nominal wages of the full-time employee of
enterprises, institutions and organizations in January 2017 amounted to
6008 UAH, which is 1.9 times higher than the current minimum wage
(3200 UAH). Compared to December 2016 wages had been decreased
by 7.2% (in January 2016, compared to December 2015, the decrease
was 16.6%), but these trends can be explained by the special condi-
tions contribution for calculating wages at the end of the year, which
includes various forms of bonuses. Thus, it can be argued that the state
of financial incentives for workers in the metallurgical industry stays at

an appropriate level compared to the general trends of economic devel-
opment, but does not outstrip them [6].

Given the formation of a single concept of human capital man-
agement of industrial enterprises, employment management is a
source of providing incoming labor flows. The dynamics of the
employment rate of individual economic sectors also indicates pro-
portional changes in the employment of the employed in the general
structure of employment in the country as a whole (Figure 2).

In 2012-2016 there was a gradual decrease in the number of
employed in industry by 21.8%, however, the total number of peo-
ple employed in the domestic labor market has also changed — at
15.5%. Higher rates of reduction in the number of people employed
in the industry take place due to economic difficulties, which lead to
a reduction in the number of employees to a large extent, resulting
in a loss of human capital.

The high rate of redundancies in the industry leads to the fol-
lowing consequences:

— the average workload for an employee constantly increases;

— human capital is being lost as an professional experience,
there is a lack of workers' ideas and skills;

- competition in the field of personnel is increasing, which
leads to the need for rapid and systematic implementation of
advanced training programs;

— optimization need of the staff structure leads to a gradual
change in the management model of an enterprise working in a
dynamic environment, which includes some additional risks in a
view of the need.

M all working W industry working

2016

Figure 2. Dynamics and ratios of employment rates for the economy of the whole
and the industrial sector of Ukraine in 2012-2016, min. pers [6]

Table 1
Dynamics of wages of industrial workers of Ukrainian enterprises in 2014-2017, UAH/person [6]
122014 12.2015 12.2016
By types of economic activity in general 4023 5230 130% 6475 123,8%
Industry of Ukraine in general 4616 5766 124,9% 7172 124,4%
Metallurgical industry 5166 6014 116,4% 7328 121,8%

* According to the State Statistics Service of Ukraine
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Domestic industrial enterprises implement different methods
of working with human capital that're aimed at increasing the
efficiency of its use in production activities. The most successful
example among domestic enterprises can be the bits of the system
of internal training and development of personnel “Azovstal Iron
& Steel Works” PJSC, “Zaporijstal” JSC, Dneprospetsstal PJSC.
Among the main achievements of these enterprises in the field of
human capital management is the introduction of modern interna-
tional standards 1SO 9001, ISO 14001, OHSAS 18001 and LLC
“Technical and management services” to the requirements of inter-
national standards ISO 50001. Among others, one of the most pri-
ority directions of the integrated systems management development
at the enterprises remains to ensure safe working conditions of the
personnel, minimizing the impact on the environment, protecting
the health of the population living in the region [7, 8, 9].

Also, as an example of using an integrated approach the activi-
ties of the leading industrial group Metinvest Holding can be exam-
ined. In addition, in partnership with international student organi-
zation AIESEC, a Language Club for staff at Northern GOK and a
Summer Camp project was organized, during which international
trainees gave classes on science and machinery for employees’
children. During the 2016 year 31 122 employers participated in
internal stuff training programs on the following directions: manda-
tory basic courses for managers — 19,5% lower than previous year,
specialized courses for managers — increases at 66,2%, and modular
courses for workers — incr. in 6,5 times more than in 2015. The
Group also expanded problem-oriented training for engineers and
technical staff, such as “Schools for Experts”, where workshops
dedicated to learning from specific production incidents are devised
and implemented. Some 13 schools designed to handle 104 inci-
dents across 18 shops were introduced at five enterprises. Also it
was unveiled additional programmes to improve the skills and qual-
ifications of ourtrainers [9, p. 50-51].

Thus, the situation regarding the expansion of the range of
measures for managing human capital of industrial enterprises is
significantly improved, these trends are not typical for all enter-
prises. During 2014-2016, the whole share of innovative enterprises
in Ukraine was at 18.4%. Regarding industry sphere, the share of
enterprises introducing innovative technologies was at 22%, which
is slightly higher than the country's average, including technolog-
ical and non-technological innovations being implemented by 9%
of enterprises, but only non-technological innovations made by just

6.4% of them. Taking into account the experience of the leading
economically developed countries, these indicators are at a very low
level, which can not affect the pace of development of domestic
industry [6].

According to some modern researchers, the development of
integrated human capital management strategies at the company
level offers greater benefits and a significant increase in labor pro-
ductivity [10, 11, p. 72-76]. The corporate policy of the enterprise
provides a comprehensive and efficient management of human cap-
ital in the long period (Figure 3).

It is important to note that the great potential and selection of
provided events by the enterprises are implemented in some inno-
vative approaches. The economic efficiency of these approaches is
determined by the level of labor productivity, volumes of produc-
tion and the dynamics of expenses for operating activities. Human
capital acts in the conditions of maintaining the balance of manage-
rial influence in the internal environment and simultaneous use of
key strategic advantages of the enterprise. For the accumulation of
human capital, modern industrial enterprises must not only create
conditions for its formation, but also implement the real algorithms
of its application. This is also one of the most up-to-date problems
that needs to be considered. It is impossible to assess the effective-
ness of human capital management in the absence of practical sup-
port and promotion of the most productive workers.

Conclusions and perspectives. Thus, within the framework of
this article, existing approaches to human capital management at
Ukrainian industrial enterprises were analyzed and the need for
a comprehensive organization of work with personnel was deter-
mined. Stability of wage growth in the industrial sector, increase of
volumes of sales of industrial products was noted, which testifies
to the unconditional recovery of the industry. At the same time, the
indicator of innovation activity of domestic enterprises is at a rather
low level, there is a reduction of social expenditures and expenses
for personnel training. Economic stimulation of labor is the basis of
maintaining staffing but is not capable of creating the proper condi-
tions for the future development of human capital in itself. There-
fore, it is necessary to carry out a number of socially oriented mea-
sures, conducting educational programs, developing professional
competence, working with social environment and labor safety. The
interest in the development of human capital as a component of cor-
porate policy by leading industrial enterprises of Ukraine provides
the basis for the further formation of this concept within the frame-
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Figure 3. Activities and goals of corporate governance in the field
of human capital management of industrial enterprises
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work of the industry standard and one of the components of the
competitiveness of domestic industry.

The set of modern methods of human capital management in
industry is quite broad, but can be divided into measures that are
formed under the influence of the internal and external environment
of the enterprise. The objectives of human capital management are
to improve the internal and external efficiency of using the person-
nel of the enterprise. The complex of measures should be balanced,
focused on the features of specific enterprises and their capabilities.
Only in these circumstances, the process of formation and preserva-
tion of human capital will correspond to the strategic development
of the enterprise and its corporate policy.
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Mepenana  ®.JI.  YopasiiHHA  NepCcoOHAJIOM
NMPOMHCJIOBHX MiANPHEMCTB B YMOBaX 30epe:KeHHs
JIIOACHKOT0 KamiTaay

AHoOTauig. Y crarTti po3mIAHYTI TEHACHIIi PO3BUT-
Ky CHCTEM YTIPaBIIiHHS JIFOACEKUM KaIliTaJIOM Ha ITiIIpH-
€MCTBaX HPOMHUCIOBOTO CEKTOPY EKOHOMIKH. Bu3HaueHo
OCHOBHI PHCH Ta XapaKTEPUCTUKU CYYacCHHX IIJXOIIB 10
oprasizailii CHCTEM PO3BUTKY IEPCOHATY HA BUPOOHHUIITBI.
Jlo OCHOBM TPOBEACHOTO JOCHI/PKEHHS IMOKJIAJEHO CTa-
TUCTUYHI JaHi (QyHKIIIOHYBaHHS Taxy3i, TOCBiJ MPOBITHUX
MiATPHEMCTB Ta BU3HAYCHO METONWYHI 3acCajd TIPOLECY
(bopMyBaHHSA 1 PO3BHUTKY JIFOACHKOIO KamiTaly B yMOBax
MO/IONIaHHS KPU30BHX SIBHII B EKOHOMII. 3arporioHoBa-
HO IUISIXW BJIOCKOHAJICHHS ICHYIOUHX IIIXO/IB 1 PO3BUTKY
KOMIIJIEKCHUX MOJIeJIel YIPaBIIiHHS JIIOICHKUM KalliTaJoM
MPOMUCIIOBUX TTiJIIPHEMCTB.

KarouoBi cjioBa: nroncekuii KamiTaj, 1HHOBaI[iiHHI
PO3BHUTOK, CHCTEMA YIPABIIiHHS [IEPCOHAIIOM, KOPIOPaTHB-
Ha CTpaTerisi.

Iepenaga  ®.JI.  YopapieHue  IepCOHAJIOM
NMPOMBIILTEHHBIX TPeANPUATHI B YCJIOBUSIX COXPAHEHUS
YeJ0BEYECKOro KalmnuTaaa

AHHoOTanus. B cratbe paccMOTpEHbI TEHJACHLIUU Pa3-
BUTHSA CUCTCM YIIPABJICHUA YCJIOBCUYCCKHUM KallUTAJIOM Ha
NPpCANPUATUAX TPOMBIIIJICHHOIO CEKTOpa JKOHOMMUKH.
OmpeneneHbl OCHOBHBIE HYEPTHI M XapaKTEPUCTHUKH CO-
BPEMEHHBIX IIOXO/I0B K OPTaHM3aIlMH CHUCTEM Pa3BUTHS
IepcoHajla Ha IPOM3BOJCTBE. B OCHOBY NPOBEICHHOTO
MCCJIEZIOBAHUS MTOJIOKEHBI CTAaTUCTHYCCKHE JTaHHBIC (yHK-
IIUOHUPOBAHUS OTPACHIH, ONBIT BEAYIIUX MPEATNPHUITUN U
oIIpeieNIeHbl MeTOOUYeCKHe OCHOBBI Iporecca GpopMupo-
BaHMS M PAa3BUTHs YEIOBEUECKOTO KalMTala B YCIOBHUIX
MPEOIONICHNST KPU3NCHBIX SIBICHUH B SKOHOMHKE. [Ipemio-
JKEHBI ITyTH COBEPIICHCTBOBAHMS CYIIECTBYIOIINX ITOAXO-
JIOB U Pa3BUTUS KOMIIJIEKCHBIX MOJIENIEN YIIPaBIECHUS Yelo-
BEUECKHUM KalHUTaJIOM IIPOMBIIITIEHHBIX NPEIIPUATHIA.

Ki1roueBble c10Ba: 4eI0BEUECKUH KamUTall, MHHOBA-
IIHOHHOE PAa3BUTHE, CHCTEMa YIPABICHHUS IEPCOHAJIOM,
KOPIIOpAaTHBHAS CTPATErHsl.




