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udzialow w istniejagcym SIM/TBS gmina moze pozyskaé¢ odpowiednio 3 min zt lub
10% warto$ci nowej inwestycji mieszkaniowej SIM/TBS. Wnioski o wsparcie z
RFRM mozna sktada¢ do Krajowego Zasobu Nieruchomos$ci (KZN);

— grant ze $Srodkdéw Funduszu Doptat do 35% kosztéw przedsiewzigcia dla gminy,
ktéra partycypuje w realizacji mieszkan przez SIM;

— wprowadzenie mozliwo$ci tworzenia przez KZN we wspotpracy z gminami SIM
i przystgpowania do istniejacych TBS, poprzez obejmowanie w imieniu Skarbu
Panstwa udziatéw w zamian za wnoszone do tych spotek grunty, na ktérych budowane
sg mieszkania [3].

Dziatania te majg na celu wspomoc osoby, ktore nie sta¢ na zaciggniecie kredytu
hipotecznego na mieszkanie, ale sg wstanie regularnie optaca¢ czynsz. Stawki czynszu
sa nizsze niz na rynku komercyjnym (do 5% wartosci odtworzeniowej lokalu
mieszkalnego).

Polityka administrowania gminnym zasobem nieruchomo$ci mieszkalnych
wymaga wielu naktadéw i podjecia przemyslanych dziatan. Obecny plan wymaga
restrukturyzacji i nadzoru w celu wybrania optymalnego kierunku rozwoju
mieszkalnictwa na terenie gminy. Priorytetowym celem powinno by¢ hamowanie
procesu starzenia si¢ zasobu i zaangazowania wigkszej ilosci nakladéw na
modernizacj¢ i remonty. W nastgpnym kroku natomiast powigkszenie istniejacego
zasobu o nowe lokale. Lokalna polityka mieszkaniowa powinna wspiera¢ rozwoj
mieszkalnictwa i zwiekszanie liczby mieszkan cenowo dostgpnych dla spoteczenstwa.
Organy samorzadu powinny monitorowac stan mieszkalnictwa w lokalnej wspdlnocie
i dazy¢ do poprawy jakosci zycia mieszkancow. Zwigkszy¢ ilos¢ mieszkan
czynszowych dostgpnych dla 0s6b o niskich dochodach. Z uwagi, ze budowa mieszkan
komunalnych stanowi spore wyzwanie, dlatego potrzebna jest wspotpraca jednostek
samorzadu terytorialnego w ramach inicjatyw spotecznych oraz podejmowanie
wspotpracy w ramach partnerstwa publiczno-prawnego.
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HUMAN RESOURCES MANAGEMENT IN THE CONDITIONS OF
MODERN REALITIES AND POST-WAR SOCIAL RENEWAL

Human resource management in the conditions of modern realities and post-war
social renewal requires modern personnel management strategies. The strategy
personnel management is an integral part of the overall business strategies. Strategic
management enterprises consider the environment of the enterprise as a combination
of three environments: macro environment, as well as the immediate environment and
internal environment of the organization. The study of the social components of the
macro environment aims to realize the impact on the business of such social
phenomena and processes: people’s attitude to work and quality of life, community
customs and beliefs, collective human values, demographic structure of society,
population growth, level education, mobility of people etc.

An important aspect of improving the personnel management system enterprises
is that the process of improvement itself is advisable to carry out in the context of its
subjects, processes and objects. Ability staff simultaneously act as an object and subject
of management is the main specific feature of personnel management. Personnel
management refers to the process of planning, selecting, training, assessment and
continuing education of workers aimed at their rational use and increase in labor
productivity. The subject of personnel management is the study of relationships
between the workers in the production process with the aim of the most effective use
of their potential in terms of functioning specific enterprises.

The main goal of the personnel management is a combination of effective
training of the personnel, growth of their skill and labor motivation to develop the skills
of workers for the sake of solving the tasks enterprise and its division.

In the broadest point, under the strategy of personnel management understands
the system of long-term goals of the personnel management, determined by the
ideology and general objectives of the enterprise, as well as selection of the most
effective ways to achieve them.
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The HR management strategy can be considered as the general action plan of the
enterprise in the field of personnel policy, determines its forms and directions, sources
and methods of personnel formation, ensuring the achievement of the strategic goals
of the enterprise.

The efficiency of use of each individual worker depends on his ability to perform
the required functions (professionally-qualification quality) and adaptions
(motivations) with which these functions are performed. One ability to perform
professional responsibilities are insufficient to achieve the objectives of enterprise,
since any qualified employee and his performance depends on the desire to work or on
his motivation to work. In modern conditions the concept of competence has become
widespread, it represents employee’s demonstration ability to perform certain
production functions.

Competence combines the ability and motivation of an employee and described
his production behavior. As an example of managerial competencies — solving
managerial problems (collecting and analyzing information, identifying problems,
developing alternative solutions and choosing a course of action), influencing others
(transferring necessary information, overcoming barriers and opposition, ability to
determine actions of people).

To insure the competitiveness of enterprises in today’s difficult economic
conditions, it becomes imperative to provide enterprises with qualified, motivated,
human potential, which is able to solve the strategic objectives of the enterprise. The
attempts of Ukraine to significantly expand international relations to attract the country
to the world market, to the international division of labor constantly stumble on the
problem of the competitiveness of Ukraine products is a result of the low
competitiveness of domestic enterprises. Therefore, improving the competitiveness of
enterprises in modern conditions is one of the key problems, the solutions of which
contributes to the development and intensification of the economy.

For a modern stage of development, globalization is characteristic. Eliminating
national boundaries, it greatly complicates relations between the main actors of the
labor market, because as a result of the synthesis of national laws and traditions, the
synergetic effect of the world labor market is achieved. Subjects are required to comply
with world standards, taking into account the specifics of national (regional) markets.
The migration of skilled labor reached a world scale. In the conditions of increasing
competition for professionals, the question of reproduction of the human resources of
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the country become relevant. To solve such problems in the system of recruitment and
recruitment of staff using new methods.

The scope of personnel management is transformed step by step through the
introduction of information technology and djigitalization. The recruitment function is
at the forefront of these changes. That is why the topic of recruitment in the era of
digital captures the digital revolution — the undeniable trend of all recent years. This is
not just a system automation, but a new thinking, an approach to all processes of
interaction with employees. Innovative tools make it possible to bring the process of
recruiting to a new level and to provide better hiring and efficiency of the management
system [1, p. 177].

In the era of the 4th digital revolution and the development of the digital
economy, the following tasks are updated to the strategy of personnel management:

— definition of the current and future needs of personnel that performs the required
amount of work of a certain quality at the right moment of time in a certain place
(enterprise), taking into account the processes that are dictated by the digital revolution;

— human resources management: labor market research and selection, selection,
recruitment, adaptation of personnel, search of talents capable of implementing
creative innovations, professional orientation and professional selection, flow control,
personnel release taking into account modern strategies personnel management (head
hunter, outsourcing, outstaffing, leasing etc.) [1, p. 177];

— personnel development, personnel reserve formation, personnel promotion
through the implementation of personal career development programs, search for
growth points of employees, development of individual career plans and appropriate
criteria for its development;

— attracting staff and stimulating high productivity: ensuring a high level of labor
productivity through the organization of the system of tangible and intangible
incentives; development of competition in labor, system of encouragement of merit
and stimulation of group activity; participation of employees in the distribution of
profits, social benefits; development of social infrastructure; regulation of working
time. The motivation of the staff is influenced by many factors: remuneration,
assessment, professional development and prospects of professional growth, internal
corporate culture, etc. At the current stage, it is expedient to develop and introduce new
material methods of motivation, this is due to the need to increase labor productivity
due to the material interest of the employee in his results — to combine the material
interests of him and the enterprise;
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— organization of effective work of employees: placement of personnel in
accordance with production tasks, taking into account the professional qualifications
(competences) of employees, talents, their preferences and skills; improvement of
working conditions; organization of workplaces; ensuring rhythmicity of work;

— personnel training: organization of all types of vocational training, retraining and
advanced training of personnel in accordance with individual needs and requirements
of the modern labor market;

— organization of the participation of employees in management, interaction with
representatives of the labor collective (councils of labor collectives, trade unions, etc.);

— study of social processes in the team, organization of assessment of personnel as
an information basis for decision-making on personnel issues.

Thus, human resource management conditions of modern realities and postwar
causes social renewal, enterprises in their activities are forced to solve tasks related to
modern staff management — hiring staff, compensation calculation and tax reporting.
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Tersana )KEJIIOK

I.e.H., mpodecop, mpodecop kadeapr MEHEHIKMEHTY,
myOIigHOTO yIpaBiiHHA Ta nepcoHany 3YHY
Ounexkcangp BPEYKO

nokxropanT OHII «Exonomikay 3YHY

BUKOPUCTAHHS THCTPYMEHTIB IU®POBOI EKOHOMIKH ¥
®YHKIIOHAJBHIN AISAJTLHOCTI 3AKJIAJIIB OXOPOHM 37I0POB’SI

Po3BuToK 1M(POBOI €KOHOMIKH CYNPOBOIXKYETHCS BIPOBAIKCHHSIM HOBITHIX
iHpOpPMAIIIfHUX CHCTEM Ta BEHYYPHHUX TEXHOJOTIH B YCi CEKTOpH HAIliOHAJIBHOL
EKOHOMIKH. 3HaYEeHHS IUX TEXHOJIOTIH 0COOJIMBO aKTyal bHIM € B YMOBAaX O€3MEKOBHX
BUKJINKIB, TIEPEAyCiM B yMOBAX BiiCEKOBOTO CTaHy. CHCTeMa OXOPOHH 37I0POB’ Sl HE MOXKeE
CTOSITH OCTOPOHB MpoI1ieciB 1 dpoBoi TpaHcopmariii. Lle 3HaX01UTh CBOE BimoOpaxeHHs
mepenyciM y BOPOBaPKEHHI IM(POBOI MOJENI OXOPOHHU 30pOB’s, MO mependadae

BUKOPHCTaHHS HOBITHIX IHCTPYMEHTIB 0OpOOKH Ta aHaJIi3y BEIHKHUX OOCSTIB MEIMIHUX
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JTaHUX Y I(POBOMY BHIJIII 1 BKIIFOUYAE: €NEKTPOHHHUN JOKYMEHTOOOIr MiX JIiKapewm,
MAIiEHTOM Ta MEIWYHOI0 OpraHisamiero; iHTerpamis IM(POBOTO AiarHOCTUYHOTO
o0aTHaHHSA; CUCTEMA YIIPABJIiHHS TOTOKaMU HAIIEHTIB; CHCTEMA YIPaBIIiHHS IIBUIKOIO
MEIUYHOIO JIOTIOMOTOI); 3aCTOCYBaHHs TEIEMEJINYHUX TEXHOJOTIH Mil 4Yac HagaHHS
MeIU4YHOI JomoMorw; Im¢poBi IIaTGOpMH JUIA  OpraHi3amil —TeJleMeIUJHHX
KOHCYJIBTAIlI Mami€eHTa 3 JIKapeM; CHCTEMH IUCTAHIIHHOTO MOHITOPHHTY CTaHY
3/I0pOB'S TPOMAJISH 32 JIONOMOTOI0 TEPCOHATBHIX MEIUYHHX IPIIIALiB; 3aCTOCYBAHHS
MaTeMaTHYHUX METOAIB (BKIIOYAIOYM METOIH IITYYHOTO iHTENEKTy, 0OPOOKH BEITHMKHUX
JAaHNX) I OOpOOKM MEAWYHHMX MaHWX; po3poOka iHpopMamifHWX CHCTEM It
JIIarHOCTUKM 13 3aCTOCYBAaHHSAM IITYYHOT'O IHTEIEKTY Ha OCHOBI BENUKHX [aHUX;
CTBOPEHHS CHCTEM IiITPUMKH MPUHHATTS JIKApCHKHUX PIMICHD SIK JOJATKOBUH MOMYIHh
MeauuHMX iHpopManiitaux cucteM Internet of things; cTBopeHHs cucTem 6e3nepepBHOTO
MOHITOPHHTY CTaHY TAIli€HTIB.

Ha mudpoBy memumuHy HHHI NpHUNAgae TPETHHA CBITOBHX BEHUYPHHX
iHBecTHUIi (puc. 1), BITMITHMO, 10 Pi¥HI TEMIIH 3pPOCTAHHS JAHOTO PUHKY CKJIaHAl0OTh
npubmm3Ho 30% Ha pik. Haitbinemory nmutomy Bary iHBeCTHIIH B IM)POBY METUIMHY Y
ro0anbHOMY BUMIpI pHHKY MenuuHux mnociayr matote CHIA. Jlume 3a mepimie
miBpivuas 2021 poky 14,7 mupa. pomapiB Oyino CIpsIMOBaHO Ha peaslizallifo MporpamM

undposoi Tpancdopmarii ganoi chepu [1].

B O6car rnobanbHUX iHBECTULi B
LMbPOBY OXOPOHY 340POB'A, B MJIH.
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Puc.1. JIlunamika CBITOBUX iHBECTHIIIN y TU(PPOBY OXOpOHY 310poB’s 3a 2016-2020 pp.
IMpumiTka: noGynosano 3 BukopucranHsM CBInsights, Healthcare Report Q1, 2020 [1]
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