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Analysis of labor resources of the enterprise

The subject of research — the methodology of analysis of labor resources and the effectiveness of

their use in the enterprise management system.

The purpose of the study is to study the theoretical foundations and study the practical aspects

of the analysis of human resources.

Methodology of work — scientific methods based on the dialectical method of cognition and
objective laws of economics, methods of induction and deduction, etc. were used.

Results of work — the concept of labor resources and personnel as economic categories is
outlined, the interrelation of productivity and labor intensity of work and dependence on their level of

final financial result of the enterprise is defined.

Conclusions: effective functioning of the enterprise management system is possible only with a
high level of human resources. An important condition for the formation of an effective team is the
constant development of staff, in particular training, the level of which should precede the development
of production technology and system of organization of the production process.

Key words: |abor resources, personnel, labor characteristics, personnel, qualification, labor potential.

KOLEPYEA HB.

Axanis TpyaoBux pecypcis nignpuemcrea

lNpeamer pgocnigxeHHA — METORO/OrIA aHani3y TPYAOBVX PECYPCIB Ta ehekTUBHOCTI iX BUKOPU—

CTaHHs1 B CUCTEMI yrpaBliHHS MigrnpueMCTBOM.

Mera gocnig)eHHs — BUBYEHHS TEOPETUYHUX 3aCa Ta JOCHIAXKEHHS MPaKTUYHWX acriekTiB aHasi3y

TPYy[OBYIX PECYPCIB.

Merogonoria npoBegeHHss pob0oTn — BUKOPVCTOBYBANIVCS HAYKOBI METOAM, 38CHOBAHI Ha gianek—
TUYHOMY METOZI Ni3HaHHS Ta 06’EKTUBHUX 3aKOHax eKOHOMIKW, METOAM IHBYKUII Ta egAykuii, ToLLO.

Pesynbratu pobortu — okpecrieHo NoHATTH TPYAOBUX PECYPCIB Ta NepcoHarny ik EKOHOMIYHUX KaTe—

ropivi, BU3Ha4eHO B3aEMO3B’I30K MPoayKTVBHOCTI Ta TPYAOMICTKOCTI npayi Ta 3anexHoCTi Bif iX piBHS
KIHLEeBOro (hiHaHCOBOro pe3ynbTaty nigrnpUeEMCTBA.
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BucHoBKu: echekTvBHE (QYHKLUIOHYBAHHS CUCTEMU YrpaB/liHHSA MIANPUEMCTBOM MOX/MBE nvLUe 38
YMOBW BUCOKOIO PIBHS K&APOBOro noTeHyiany.AaHarni3 TpyaoBuX pecypciB rigrnpueMCTBa € HEBIF EMHOKO
4acTUHOIO 3aranbHoro aHaniay fisifibHOCTI Ta UEeHTPaIbHOK 1aHKOK NPy BUPILLEHHI MMTaHb KOHKYpeHUi,
EKOHOMIYHOIro 3pOCTaHHs | 3abesrieqyeHHs1 echekTBHOI poboTy Cy6'eKTIB rocriogaptoBaHHs. Baxsoro
YMOBOO (hOpMYyBaHHS e(heKTUBHOI KOMaHAW € MOCTIVIHUM PO3BUTOK NEPCOHAaIY, 30KPeMa MigBULLIEHHS
KBanighikauji, piBeHb sIKOi MOBYHEH BUMEPEKaTy PO3BUTOK TEXHOMON BUPOBHULTBE | CUCTEMM OpraHi—
3auii BUpobHMY0oro rpoLecy.

KumoyoBi cnoBa: Tpy[osi pecypcu, nepcoHarn, XxapakTepucTyKy npadi, Kagpw, KBarnigikawisi, TpyaoBun
rnoTeHuyiarn.
KOLEPYBA H.B.

AHanus TPYyAOBbIX PECYPCOB NpeAnpuaTUuN

Mpeamver wuccnepoBaHnsas — MeTOOONOMUS aHanu3a TPYLOBbIX PECYPCOB U 3¢heheKTUBHOCTU UX
MCM0SIb30BaHWS B CUCTEME YrPaBIeHWUs NPeanpUsTUEM.

Lenb nccnepoBaHus — v3y4eHvie TEOPETUHECKMX OCHOB 1 UCCIE0BAHWS NPaKTUYECKUX aCrekToB
aHanm3a TpynoBbIX PECYPCOB.

Merogonorus nposegexus paboTbl — VICIOMb30BaMMCh HAY4YHbIE METOAbI, OCHOBaHHbIE Ha ANAaNEK—
TVYECKOM METOAE NMO3HaHWS N O6bLEKTUBHBIX 3aKOHaX 3KOHOMVIKU, METOAbI UHAYKLUWM 1 [eAYKLMA 1 Ap.

Pe3ynbrartel pabotbl — 0603HaYeHbI MOHATUSA TPYLAOBbLIX PECYPCOB Y NepPCoHana Kak 3KOHOMMUYECKMUX
KaTeropuvi, ornpegeneHa B3avMocBs3b NMpou3BOANTENLHOCTY W TPYAOEMKOCTY TPYAa 1 3aBUCUMOCTY OT
VX YPOBHSI KOHEYHOr 0 (hIHAHCOBOro pe3yrbTata rMpeanpusTUs.

BeiBogbI: 3(hchekTMBHOE thyHKLUNOHNPOBAHNE CUCTEMBbI YrPaBieHys NPeanpusaTMemM BO3MOXHO TOb—
KO py YCII0BUM BbICOKOIO YPOBHS KaApOoBOro noTeHymary. AaHanu3 TpyaoBbIX PECYpcoB npeanpusiTus
ABIAETCH HEOTLEMIIEMOW HaCTb0 0OLLEro aHanmnm3a esTelbHOCTY U LIeHTPasibHbIM 3BEHOM Mpy peLue—
HUW BOMPOCOB KOHKYPEHUM, 3KOHOMUYECKOro pocTa v obecrneyveHns 3ghthekTvBHOM paboTbl CyObLEKTOB
X03a1cTBOBaHWA. BaxHbiM ycrioBnem (hopmmpoBaHns 3(htheKTVBHOM KOMaH bl ABASETCS NOCTOSHHOE
pasBUTHE NEePCoHana, B YaCTHOCTY MOBbILLEHVE KBanUghuKaLmm, ypoBEHb KOTOPOV AOKEH Orepexarb
pasBuUTHE TEXHOOM MNPOM3BOACTBA W CUCTEMbI OpraHn3aLmy rnponM3BoACTBEHHOMO MPOLiecca.

Knwo4eBble cnosa: TPYAOOBbIE PECYPCHI, rNepCoHarsl, XxapaktepyucTtmnkn Tpyaa, Kagpbl, KBaﬂl/ICpMKaLll/lFl,
prﬂOBOl;l rioreHywnarl.

Formulation of the problem. In today's market | estimate qualitative characteristics of work; identi—

economy, labor relations — one of the most difficult
aspects of the enterprise and the team. Some—
times, less time is devoted to addressing technical
and technological shortcomings than labor con-
flicts. The team must constantly take into account
the individual interests, psychological aspects and
characteristics of each individual employee. That is
why the formation of a friendly workforce is a prior—
ity for the leader in order to obtain high productivity
and a healthy microclimate in the team.

To achieve these goals it is necessary to solve a
number of tasks: to explore the economic essence
of labor resources, personnel of the enterprise, the
methodology of forming information about the ef-
fectiveness of their use; to carry out the economic
and legal analysis of the special literature on a re—
search subject; to characterize methods of estima—
tion of use of labor resources of the enterprise, to

fy factors that affect the main indicator of the effi—
ciency of labor resources — labor productivity; con—
sider the methodology of analysis of labor resources
of the enterprise and the effectiveness of their use.
Analysis of recent research and publica-
tions: the development of the theory and meth-
odology of definition, analysis and audit of labor re—
sources and the effectiveness of their use have been
thoroughly studied by domestic scientists FF Bu-
tynets, LS Shevchenko, LV Mishkovets, OA Grish—
nova, AV Linenko, NV Kalenina, 10 Chayun, GM Bo—
goslavets, NS Dovgal, LL Stasiuk, I. Yu. Bondar, OO
Hetman, V. M. Shapoval, OS lvanilov, MO Nikonovich,
KO Redko, O. Yu. Redko, VV Nemchenko and others.
Unresolved parts of the problem: at present, with
the development of science and technology and con—
tinuous computerization, there is a need to recon-—
sider the basic principles of labor analysis, the rela—
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tionship between productivity and labor intensity and
dependence on their level of final financial results.

The purpose of writing the article is to improve
the methodology of analysis of labor resources of
the enterprise and the growth on this basis of labor
productivity and improve the financial results of the
business entity.

Presentation of the main research material: In
economics, there are concepts of «labor resourc—
es» and «enterprise personnel». Labor resources
should be understood as a part of the working age
population that has the necessary physical capa—
bilities, knowledge and practical experience to car—
ry out certain work in order to receive monetary
remuneration.

The labor resources include both actually em-—
ployed and potential employees [2, p.120].

The concept of «labor resources» is usually used
to highlight their specificity as a special type of re—
sources used among the whole set of resources
used by the enterprise. To characterize the labor
potential of the enterprise also use the expression
«labor resources» of the enterprise.

Labor resources of the enterprise — industrial
and production personnel of the enterprise, which
has a certain education and qualifications, an im—
portant component of which are workers [1].

Labor resources are characterized by a set of
mental and physical abilities necessary for the
production of material goods. In general, the abil—-
ity to work can be characterized by the number of
able—bodied employees in the enterprise, the level
of their training and qualifications, labor efficiency
of staff and many other economic indicators.

Personnel means a permanent (full—time), usu-—
ally qualified staff of the enterprise. All personnel
of permanent and temporary employees who work
under a contract of employment at the enterprise,
called the staff of the enterprise [12, p. 150].

The personnel of the enterprise is the central link
in the decision of questions of a competition, eco—
nomic growth and maintenance of effective work of
subjects of managing.

Personnel formation in market conditions is
based on the following basic principles:

— freedom of choice by the employee of the spe—
cialty and place of work;

— voluntary work and labor relations;

— state regulation of labor relations, working con—
ditions and social protection of employees, which is

provided by laws and regulations on employment
and dismissal, protection of the dismissed and un—
employed, their retraining, working hours, labor pro-—
tection, social guarantees for women, minors and
the disabled, state and social insurance [, p. 3111.

The main features of the staff:

— the existence of employment relationships with
the employer, which are formalized by an employ-
ment agreement (contract);

— possession of certain qualitative characteristics
(prafession, specialty, qualification, competence, etc.);

— target orientation of personnel, in ensuring the
achievement of the goals of the organization by es—
tablishing adequate goals for an individual employ—
ee and creating conditions for their effective imple—
mentation.

Today, research economists are making great ef-
forts to finally clarify the essence of the concept of
«labor resourcesy in the functioning and develop—
ment of a market economy. However, despite thor-
ough research on this issue, scientists have not yet
been able to develop a clear, unified position in the
interpretation of this concept, and some members
of the scientific community generally deny the ex—
pediency of assigning labor status to economic cat—
egory, appealing to the concept of statistical rath—
er than economic by its nature. In scientific thought,
there are a large number of interpretations of the
essence of the term «labor resources» (Table 1).

As we can see, in the economic literature, most
researchers agree and consider the labor force as
part of the population of the country, which by its
physical development, mental abilities and knowl-
edge is able to work in the economy.

Linenko A. considers the structure of labor poten—
tial of the enterprise according to the following criteria:

1. by the level of aggregation of estimates (labor
potential of the employee, group labor potential, la—
bor potential of the enterprise);

2. on the range of opportunities (individual labor
potential, collective labor potential);

3. by the nature of participation in the produc—
tion and economic process (technological poten—
tial, management potential);

4. by place in the socio—economic system of the
enterprise (structural and formative labor poten—
tial, entrepreneurial labor potential, productive la—-
bor potential).

Some economists also link labor potential to cat—
egories such as:
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Table 1. Interpretation of the concept of «labor resources» by different authors

Author

Contents

Grinyova V.
knowledge and experience [3, p.61].

under labor potential means the maximum value of possible participation of workers in
production, taking into account other psychological features, the level of professional

Kalenina N.

proposes to define the labor potential of the enterprise as the available and potential
opportunities of its employees to ensure the realization of the goals of the enterprise with
the most rational costs of all production resources under the influence of favorable socio—
demographic, environmental and economic factors [6, p.113].

Buryak P.

He believes that «labor resources» are able—bodied part of the population that has physical
development, mental abilities, knowledge that are necessary for work [9, p.40].

Lukashevich V.

The main productive force of society, the carriers (subjects) of relations formed in the
process of formation, distribution and use of labor resources. As an economic category —
the population that has the physical and intellectual ability in accordance with the conditions
of reproduction of labor; as planned and accounting — the population of working age,
employed and unemployed in social production [/, p.15]

Labor resources of the enterprise — industrial and production staff of the enterprise, which
has a certain education and qualifications, an important component of which are workers [11].

Anpilogova Zh.

Labor resources are the economically active, able—bodied population, the part of the
population that has the physical and spiritual ability to participate in labor [12].

— workforce;

— intellectual labor potential;

— human capital;

— labor capital, market labor potential;

— human potential;

— human resources;

—and other.

Personnel management is a systematically orga—
nized purposeful activity of the enterprise manage-—
ment staff, which is designed to form a team, direct
and coordinate personnel activities in such a way as
to achieve the desired results on the basis of orderly
coordinated effective work taking into account the
capabilities and interests of its participants.

Thus, the purpose of personnel management is
to meet the needs of the enterprise in it and its
most efficient use.

To successfully achieve this goal, staff should be
considered on various grounds (Fig. 1) [5, p. 313].

All employees of the enterprise are divided in—
to two groups: industrial and production person-—
nel engaged in production and maintenance; non—
industrial personnel employed mainly in the social
sphere of the enterprise.

According to the nature of the functions per-
formed, industrial production personnel are divided
into six categories: workers; managers; specialists;
employees; junior service personnel; trainees (stu—
dents).

Workers are workers directly engaged in the
production of products (services), repair, move—
ment of goods, supervision of industrial units, ad—

justment and maintenance of equipment. Depend—
ing on the nature of participation in the production
process, workers, in turn, are divided into ba—
sic (producing products) and auxiliary (serving the
technological process). Duty and repair personnel
are allocated separately. Managers — persons with
high professional training, directly engaged in the
management of production processes and subor-
dinates. They hold senior positions in enterprises
and within functional services [2, p. 120].

Specialists — engineers and technicians who
perform ordinary management functions, pro-—
vide technical, organizational, economic manage—
ment of production processes, as well as organize
the activities of industrial and production person—
nel. This category includes engineers, economists,
accountants, sociologists, legal advisers, raters,
technologists and more.

Employees — employees who prepare and exe—
cute documents, perform administrative and eco—
nomic, financial, statistical, accounting and oth—
er service functions. This category includes clerks,
secretaries, printers, clerks, draftsmen, copyists,
archivists, agents and more.

The category of junior service personnel includes
persons engaged in the maintenance of the main
fleet of equipment and machinery, as well as those
engaged in the maintenance of the main, auxiliary,
duty and repair production workers. The catego—
ry of interns (students) usually includes people who
acquire practical skills to master the profession at
a particular company [2, p.121].
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Industrial production
staff =

By the nature of permanent

labor relations

temporary (part-time)

Non-industrial
personnel

(employees of
housing and
communal services,

kindergartens,
medical centers,
greenhouses, etc.,
which are on the

balance of the

In relation to the main activity

leaders

specialists

qualified specialists

employees

junior service staff

According to functional
responsibilities

:
:
)

Specialists - POOITHUKH
(highest, 2
. <
higher, = Up to 18 year
secondary =
qualification) =
= By age From 18 to 30 years
Workers T;
(highly qualified, o From 30 to ... years
qualified, E
unqualified) mens
For the article <
Up to 1 year é wommen
= Owners (co-owners)
Up to 3 year 2,
s
From 3 to 5 years ‘é In relation to shareholders
i property
From 5 to ... years m employees
Figure 1 - Classification of the personnel of the enterprise [5, p. 313].

Effective use of staff is an important and prior—
ity area of activity of business owners, due to the
presence of significant costs for staff maintenance
and the desire to maximize their efficiency and ef-
fectiveness.

There are the following key indicators for diag—-
nosing the state and efficiency of labor resources
of the enterprise: staff, average number of employ—
ees, wages, productivity, the share of laid off work—
ers, the number of violations of labor discipline by
employees, the level of employment, the ratio of
management staff to personnel involved in pro-
duction activities, labor intensity, the proportion of
highly qualified employees, the average age of the
employee at the enterprise, the share of employ—
ees hired at the enterprise, etc. [8, p. 108].

The efficiency of the use of labor resources of the
enterprise characterizes labor productivity, which
is determined by the number of products produced
per unit of working time, or labor costs per unit of
output. At the enterprise level, the main indicators
of labor productivity are indicators of production
(labor output / labor costs) and labor intensity of
products (labor costs / labor output) [10, p. 3151

Production — the number of products produced
per unit of working time. Calculated by the formula:

OP oP
B= H,aGoB=W (1)
where B is the output; OP — the volume of output;
H — the cost of working time for production; PE —
the average number of employees involved in pro—

duction.
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EFFECTS

Decreased productivity

Increasing labor productivity

— Loss of market position

— Increasing competitiveness in the market

— Reducing the efficiency of resource use

— Improving the efficiency of resource use

— Reducing the level of capacity utilization

— Increasing the level of capacity utilization

— Loss of production and sales

— Increasing production and sales

— Increasing the cost of production

— Reducing the cost of production

— Decrease in profitability of economic activity,
labor resources

— Increasing the profitability of economic activity, labor
resources

Figure 2. The impact of productivity on the efficiency of economic and financial activities of

the enterprise [11, p. 222]

The labor intensity indicator characterizes the
cost of working time for the production of a unit of
production in kind throughout the range of prod—
ucts produced by the enterprise.

Labor intensity — the cost of working time for the
production of a unit of output. Calculated by the
formula:

H
0P (2)
where T is labor intensity; H — the cost of work-
ing time for production; OP — the volume of output.

The labor intensity indicator has some advantag—
es over the production indicators, because:

— allows you to compare (compare) labor costs
for the same products in different departments;

— reflects the direct relationship between pro-
duction and labor costs;

— allows you to link the measurement of produc—
tivity with the reserves of its growth [4].

Factors for increasing labor productivity are
the principles, the reasons that make it possi—
ble to increase labor productivity. Among them
are external (state of scientific and technological
progress, level of education and skills of workers,
changes in prices and inflation, competition) and
internal (technological, organizational conditions,
level of cooperation and specialization, economic,
progressive production standards, forms of op—
timization), on which depends the end result of
the team.

Unused by the enterprise real opportunities to
save labor resources are its reserves for produc—
tivity growth. These reserves are due to the im—
provement and more efficient use of equipment
and personnel, reducing the loss of working time,
saving raw materials, capital and other resources.

These include:

— reduction of labor intensity of production, due
to improvement of equipment and technology;

— improving the use of working time, reducing
staff turnover, modern forms of labor organization,
improving working conditions, reducing production
shortages;

— improving the staff, improving the competence
of staff and better use (automation, relative sav—-
ings, introduction of information technology, re—
ducing the share of managers, improving the psy-
chological climate, creating an atmosphere of
creativity in the team) [5, p. 317].

In fig. 2 shows the impact of labor productivity on
the efficiency of economic and financial activities of
the enterprise [11, p. 222].

Conclusions

Therefore, the effective functioning of the enter—
prise management system is possible only with a
high level of human resources. The effective func—
tioning of the enterprise, the possibility of its expan—
sion and prosperity depend on the analysis of labor
resources. Also a very important condition for the
formation of an effective team is the constant de—
velopment of staff, in particular training. The level of
personnel qualification must precede the develop—
ment of production technology and the system of
organization of the production and labor process.
The higher the general level of economic develop—
ment, the more complex tasks it has to solve, the
more important is the need for highly qualified la—
bor resources.
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