CEKLIA 5
EKOHOMIYHI HAYKH

ninnpneMHHuLKoi Ta 30BHINIHLO - EKOHOMIYHOI JISIJIHHOCTI TOIIIO.

Jlnst migBUINCHHS C(EKTHBHOCTI BUKOPUCTAHHSA OCHOBHMX 3ac00iB MOTPIOHO
MPOBECTH 3aMiHY 1 MOJCPHI3AIII0 3aCTapiIoro 0b/ajHAHHS, BUKOPUCTOBYIOUH HOBI BHIH
BEpCTaTiB 1 MalllMH, sKi 3a0e3MeYyloTh BHCOKY IOCKOHANICTH Ta CKOHOMIYHICTH
TEXHOJIOTIYHUX MPOIIECIB.

B puHKOBII €KOHOMILI aHAJI3 € O/IHIEI0 3 BAXKIMBUX (PYHKIIN ynpasiinHa. HapisHi 3
0oO0JIIKOM BiH MOBHMHEH OyTH MOOYJOBaHUW TaKUM YUHOM, 1100 3aBASIKA HOMY MOKIIMBO
Oy/I0 OTPUMATH HE TUIBKM KOHCTATalil0 (paKTHYHHX PE3Y/IBTATIB, ale TAKOXK i BUSHAYHTH,
SIKi TIO3MTHBHO b0 HETaTWBHO BIUIMBAIOTH HA C()EKTUBHICTH BUKOPHCTAaHHS BHp06HI/IqHX
OCHOBHHUX (bOquB Tak MOXHa TOpEKOMEHyBaTH MOCTaBJIEH] 3a/laul MUISIXOM MeXaHi3allii i
aBTOMAaTH3aIlli aHATITHYHUX POOIT.

3BU4aifHO, BUOIp METOAY aMOpTHU3allii — MUTAaHHS Ayxe cepio3He. Bubpani metoau
OakaHO 3aKPIMUTH y Hakaszl Mpo OOJIIKOBY MOJITHKY. Y LbOMY pa3i Oyxrajirep yHHKHE
0araTh0X MPHUKPOIIiB, KI MOXKYTh BUHUKHYTH YCIIiJl 32 PO3PAXYHKOM «HOBOT» aMOpTH3AIlii.
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THE INFLUENCE OF CAREER PLANNING ON LABOR RELATIONS

Labor relations are the system of relations in the sphere of work. Labor relations
include relations on the macro and micro level. This scientific paper considers the features
of labor relations on the level of an enterprise, especially the importance of implementation
of career planning institution at an enterprise.

In the last 60 years there were a significant changes in the tasks of management: in
the 1950s and 1960s, to be an able manager was to do four things well: plan, organize,
direct, and control, while now management should contribute to society, provide for
environmental sustainability, and improve the lives of people at the bottom of the pyramid
[1]. These changes led to appearance of new requirements for an employer (a company) as
well as for an employee.

In order to strengthen the relationship between an employee and organization, to
decrease fluctuation movement of personnel, to motivate personnel and to keep the most
valuable employees the institution of career planning is implemented in organization.

Career is defined by the Oxford English Dictionary as an individual's course or
progress through life (or a distinct part of life) [2]. Career is an expression of interest from
both sides: employer and employee.
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Career planning, as a direction of personnel management of an enterprise, includes
defining the strategy and steps of specialist’s development and promotion. Career planning
starts with recruiting of personnel. Every employee has his own features, educational level,
inclination to some kind of work. Therefore the best way to selection of future profession is
conscious (deliberate) choice of profession, then selecting the popular profession or
choosing profession by somebody’s advice. In order to choose the suitable profession a job-
seeker should: analyze his/her likes and dislikes; make self SWOT analysis (to identify
his/her own strengths, weaknesses, opportunities and threats); form the own definition of
success (to know what he/she is going to achieve); define the dream job(full time, part-time
or freelance; in a big or in a small company; as a business owner or as an employee;
working with people or machinery work etc).

In career planning it is important to take into account psychological features of a
person. John L. Holland proposes six personality types which help to identify predisposition
to some professions:

1. Realistic. This individual prefers activities involving the manipulation of
machinery or tools.

2. Investigative. This individual prefers to be analytical, curious, methodical and
precise.

3. Artistic. This person is expressive, nonconforming, original, introspective.

4. Social. This person enjoys working with and helping others and purposefully
avoids systematic activities involving tools and machinery.

5. Enterprising. This person enjoys activities that permit him or her to influence
others to accomplish goals.

6. Conventional. The individual enjoys the systematic manipulations of data, filing
records, or reproducing materials [3, p. 446].

Representatives of this types display some behaviors and traits associated with one
particular type. Choosing career considering psychological features leads to congruence
between the personality and the job environment.

Two types of career planning are classified: short-term and long-term. Short-term
career planning is focused on developing realistic goals and objectives that can be
accomplished in the near future (from the coming year to the next few years). It includes
such steps: 1) indentifying next career move; 2) pinpointing the necessary qualifications to
do this step; 3) developing the plan to get qualified.

Long-term career planning involves a planning of five years or longer period and a
broader set of guidelines and preparations. When starting long-term career planning it is
reasonable to concentrate on development of core workplace skills and characteristics that
would be valuable for a long period of time and in different spheres, such as:
communicational skills, creative thinking, the ability to work in team, decision-making,
computer skills, commitment to a continuous/lifelong learning [4].

The core set of company’s success is its personnel. The staff creates products,
formulates new ideas, builds reputation of the company. So, development and management
of personnel becomes one of the most important tasks of an enterprise. As a part of career
planning ever greater importance is assumed to talent management.

Talent management helps to motivate an employee, to develop core characteristics of
a person for a company’s benefit, to formulate a loyalty of an employee to a company in
order to decrease turnover of staff and “brain drain”. Talent management can comprise
training, creative tasks, mentoring of hires.

In conclusion it should be mentioned the main benefits of implementation of career
planning institution at an enterprise that influences positively labor relations in a company:
1) increases the effectiveness of company’s management; 2) motivates personnel and
reduces the fluctuation movement of personnel; 3) increases an innovation activity on an
enterprise; 4) raises the quantity of qualified personnel prepared inside of an organization
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and loyal to a company; 5) mentoring as a part of career planning helps to adapt quickly of
hires and their successful growth; 6) talent management as a part of career planning helps to
prepare competitive, initiative personnel.
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CTPATEI'Tl IHHOBAIIMHOI'O PO3BUTKY AIIK

JloBrocTpokoBi 11l 1 npiopuTeT YKpainu 3akpimieHi KoHcTutyuiero Ykpainu Ta
IHITUMHU 3aKOHOJIABUMMHM aKTaMU Hamoi aeprkaBu. Ha manuii wac rioOamizarisi sIBISETHCS
OJIHUM 13 BUpPIIAILHUX (PAKTOpIB BIUIMBY HA JUHAMIKY 1 XapakTep PO3BUTKY OKPEMHUX
JiepKaB, 3/1aTHICTb YTPUMYBATH €KOHOMIUHY PiBHOBAry i popMyBaTH BIIACHY €KOHOMIUHY
MOJIITUKY. YKpaiHa sIBISEThCS aKTUBHUM YYaCHHKOM riio0ai3aliii i mepeOyBae mij BIUIMBOM
ii mpoueciB. Ha croromnimuiii aeHp notpebye riubokoro pedopmMyBaHHS MiFOUUN
IHCTpyMEHTapiii eKOHOMIYHOI IMOJITHKH, KU IIIe HE HauiﬂeHI/Iﬁ Ha 3a0e3nedyeHHs AKICHUX
NePETBOPEHB-OHOBJICHHS CTPYKTYPH BUPOOHMIITBA, IHHOBALIHHOIO PO3BUTKY, IOIONAHHS
ribokoi qudepeniianii 1oxoaiB Ta iH. OCHOBO 3a0e3MneueHHs] EKOHOMIYHOTO 3POCTaHHS
Ma€ CTaTd HApOIIyBaHHA OOCATIB I1HBECTHINIH 1 MiABUINEHHS iXx edexTtuBHOCTI. Ha
CHOTOJIHIIIHINA JIEHb B CUIBCBKOMY I'OCIOAApPCTBI, TaK K 1 B MPOMHCTIOBOMY BUPOOHHUIITBI
BiZICYTHI 200 HE 30BCIM KOPEKTHO BHOPAHO CTpaTerii IHHOBALIHHOIO PO3BHUTKY Ta LULIXH
BUXOLYy 3 KpH3U HEJOBHPOOHMITBA. 3MCHHIy€TI>C$I KUIBKICTh ~ MIAMPUEMCTB,  SIKi
BIIPOBQ/DKYIOTh Y BHUPOOHHUIITBO IHHOBAIIMHI TMPOIECH 1, SIK HACIIAOK, iX HH3bKa
PCHTAbEIBHICTh € TBEP/DKCHHSM TOrO, IO BITYM3HSHA HAayKa MOBHHHA OyTH BH3HAHA
BHILVM Hal[IOHAIbHUM TIPIOPUTETOM.

JIOWIbHO BIIMITHUTH, IO CBITOBOIO MPAKTUKOK HANpPAIbOBAaHI TPU THIM CTpaTerii
1HHOBAIIIITHOTO PO3BUTKY:

> CTpaTerisi MepeHeceHHs (BUKOPUCTAHHI 1HO3EMHOTO HAyKOBO-TEXHIYHOIO
MOTEHI[iay, IEPEHECEHHS {0r0 JOCATHEHB Y BIIACHY CKOHOMIKY);
> CTpaTeris 3al031ueHHs (OCBOEHHS BI/IpO6HI/IHTBa MPOAYKILii, IO BUPOOISIACH

B IHIIUX Jep)KaBax 3 BUKOPHCTAHHSM JEIIeBOi poO0OY0i CHIIM 1 HAsIBHOTO HAyKOBO-
TEXHIYHOTO HOTeHLuaJIy)

> cTpareris HApOILyBaHHsI (BI/IKOpI/ICTOByCTLCH BJIACHUN HAyKOBO-TEXHIYHHMA
MOTEHIIIAJT, 3aTy4al0ThCs IHO3EMHI BUCHI 1 HAyKa).

ClJ‘IbCBKOFOCHOI{&pCLKe BUPOOHUIITBO OOYMOBIIIOE HEOOXITHICTh 3aCTOCYBAHHS
TaKUX KOHIIEIIINA B rany31 AIIK:

< KOHI_IGHI_[DI BHKOPHCTaHHS 3eMEJIbHIX pecypcis;

‘0

x4 KOHIICTIIIIS HACTIAyBaHHS — BUPOOHHUIITBO KOHKYPEHTO3IaTHOT TPOTYKIIiT

97


http://hbr.org/2010/12/robert-s-mcnamara-and-the-evolution-of-modern-management/ar/1

