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The article considers the effectiveness of the hotel enterprise management system, which depends on the qual-
ity of labor collective management. In our opinion, today the most important strategic resource is staff. This is due
to its ability to create new ideas and innovations, which are currently becoming a crucial condition for the success
of all areas of activity and the effective functioning of enterprises. Human Resource Management is a special type
of management activity that requires the performance of specific functions and the presence of special qualities in
people engaged in this activity. HR management includes the development of HR policy concepts and strategies,
management methods and principles. In order for the personnel Management System to work effectively, it is neces-
sary that the heads of organizations successfully use levers of influence on the employees of the enterprise, that is,
management methods. Personnel Management methods are ways to influence individual employees and the team
as a whole, in order to coordinate their activities in the production process. These methods can be divided into three
groups: administrative, economic, and socio-psychological.

Keywords: enterprise staff, labor motivation system, effective personnel management system, hotel business,
hotel «Radisson Blu Resort Bukovel».

Y cTaTtTi po3rnsHyToO ePeKTUBHICTL CUCTEMU YNPAB/IHHA rOTENEeM, AKa 3a/1eXUTb Bif, AKOCTI ynpasniHHA Tpyao-
BUM KO/IEKTVBOM. Ha CbOrofiHi HaiBaxX/MBIiLLMM CTpaTeriyHUM PecypcoMm, Ha Hallly AyMKY, € kagpu. Lie nosacHoeTbeA
0oro 3gaTHICTIO A0 HOBUX e, iHHOBaLR, SiKi CbOroAHi CTalTb BUpILLANBHOK YMOBOK YCMiXy BCIEl AisNbHOCTI Ta
e(heKTNBHOTO (hyHKLiOHYBaHHS MiANPUEMCTB. YNpaB/iHHS NMEPCOHa/IOM BK/OYaE po3pobKy KOHLENLIi i cTparterii
KapoBOi NONITUKW, METOAIB | NPUHLMNIB yNpaBniHHA. 15 Toro, Wwob cuctema ynpas/iHHA NnepcoHaioM npavtosasa
echeKTBHO, HEeOBXIAHO, 06 KepiBHMKM OpraHisaLiil ycnillHO BUKOPUCTOBYBa/IM BaXesi BNMBY Ha NpaLiBHUKIB Nia-
NpMeEMCTBA, TO6TO METOAM yNpasniHHA. TakuM YMHOM, METOAW YNpaB/iHHA NepCcoHasIoM — Lie Cnocobu BnaMBYy Ha
OKpPEMMX MpauiBHUKIB | KONEKTWB B Li/IOMY, 3 METOK KOOpAMHALi X AiS/IbHOCTI Y BUPOGHUYOMY MPOLIECi. YMOBHO
Li MeToayM MOXHa PO3AINUTU Ha TPW TPyNnu: aaMiHICTPaTUBHI, EKOHOMIYHI Ta CoLia/ibHO-NCMXO/OriYHI. AgMiHICTpa-
TUBHI METOAW YNpaBniHHA NEPCOHANIOM XapaKTepu3yTbCsA NPSMUM LIEHTPasli30BaHUM BMIMBOM, SKWIA BNIMBAE Ha
Taki MOTUBW MOBELHKW, K AUCLUMMNNIHOBAHICTb, BiANOBIA&IbHICTL, MOYYTTA 060B'A3KY, IOANLHICTL A0 KOMNAHIl Ta

© Yeremiia Hanna, Pidgirna Valentyna, Skihar Khrystyna

MEHEOXMEHT



MEHEOXMEHT

EKOHOMIKA TA CYCNIIbCTBO Bunyck # 38 / 2022

NparHeHHs1 4OTPMMYBATUCS KOPNOPaTUBHOT KyNbTYpW. TakuM YMHOM, BOHU peani3ytoTbCsa Yy (hOpMi opraHisaLiinHo-
PEerysoYoro Bn/MBY i HailvacTillle BUKOPUCTOBYIOTbCS Y BE/IMKUX opraHisauisx. CouiaibHO-NCUX0/orivHi MeToam
6a3yloTbCA Ha Teopiax coujiasibHOT NCUXONOril Ta CouioNorii, BNAMBaOTbL HA OCOBUCTICTb, rPyMy YW KOJIEKTUB Ye-
pe3 ocobucTi iHTepecu. ToMy NCUXOOTiYHI METOAM BUKOPUCTOBYIOTLCA A8 BNMBY HA OCOBUCTICTb, COLO/ONYHI —
L1151 BI/IMBY Ha rpyny Ta KonekTuB. Lii meToam BnavBy cnpsiMOBaHi Ha Te, LWo6 CTBOPMTY NpauiBHUKaM yMOBMW, SIKi Mig-
BULLATb X pe3yNbTaTUBHICTb, a OTXe, NiABULLAaTh YCMILLHICTL KOMMaHii. OCHOBM NCUXOMOrNYHOro METOAY BK/IOYaKOThb
MiHimi3aLito KOHGNIKTIB, YNpaB/liHHA Kap'epOo KOXHOTO NpaviBHMKa, 3a6e3ne4eHHs 30p0OBOro KAiMaTy B KOMEKTUBI
Ta CNpuUATAMBMX YMOB NpaLli. 3a3Buyail Ha NigNpUeEMCTBI BUKOPMCTOBYETLCS KOMBIHALLISt BCIX LMX METO/IB ynpaB/iH-
HA nepcoHasioM, ase X edpekTUBHICTL Byfe 3anexaru, 3asHauMmo, Bif, crneumndikm BUPOBGHUYOI AiANbHOCTI. Takum
YMHOM, afMiHICTPaTUBHI METOAMN YNPaBAiHHA NepcoHaIoM Binbll edheKTUBHI 418 TUX OpraHisauii, e ynpasniHHA
3AIAICHIOETLCS HA aBTOPUTAPHIl OCHOBI. Y fepXXaBHUX OpraHisauisix 4oLi/IbHO BUKOPUCTOBYBATM SK aMiHICTPaTUBHI,
Tak i coujanibHO-NCUXOMONiYHI MeTOAM yNpaBniHHA NepcoHasioM. EKOHOMIYHI MeToAM yrpaBniHHA NepcoHan oM 0Co-

6/1MBO eqheKTMBHI TaM, e aKLEHT pobuTbCSA Ha MaTepiasibHOMY CTUMY/IHOBaHHI.
KniouoBi cnoBa: nepcoHan nignpuemMcTsa, cuctema MoTuBaLii npavj, ehekTmBHa cuctema ynpasniHHa nepco-
Ha/loM, roTefnbHWiA GisHec, rotenb «Radisson Blu Resort Bukovel».

Introduction. In today's economic conditions,
the issue of managing the labor potential of the
enterprise is becoming increasingly important.
This dynamic is due to the fact that the labor
potential of the enterprise is its most dynamic
component, and therefore today achieving the
desired level of efficiency of its management
requires more and more effort. In order to main-
tain their position in the market, be competitive
and achieve their goals, enterprises need to cor-
rectly assess their capabilities and effectively
manage them.

Analysis of recent research and publica-
tions. Many domestic and foreign scientists are
engaged in research on the issue of managing
the labor potential of an enterprise, which once
again confirms the relevance of this issue. In
particular, we can pay attention to such scien-
tists as: Olena Arefieva, Igor Bazhan, Natalya
Verkhoglyadova, Valentine Grinyova, Marina
Novikova, Volodymyr Ponomarenko, other.

The aim of the article. The aim of the article
is to study the theoretical provisions, methodo-
logical approaches and scientific and practical
recommendations for the formation and evalua-
tion of the effectiveness of labor potential of the
enterprise and their use to analyze, evaluation
and development of measures to improve the
efficiency of labor potential of the hotel «Radis-
son Blu Resort Bukovel».

Results. The activity of the staff is directly
proportional to the results of the hotel business.
In order to motivate the staff of the hotel busi-
ness should develop an effective system of moti-
vation (bonuses), there are two ways:

1. Development of a motivation system based
on key performance indicators for each depart-
ment, each employee — KPI (Key Performance
Indicators) system.

2. Development of a general system of remu-
neration of personnel depending on the results

of the hotel enterprise's work — the coefficient of
labor participation.

Both the first and second motivational systems
have the right to life, but with the KPI system, the
general manager clearly sees and evaluates the
contribution of each employee to achieving the
company's goals, and accordingly, the one who
works receives high material remuneration. As
for the second system, we can say that in this
case, regardless of whether the employee partici-
pated in achieving the hotel's goals or not, he still
receives the same remuneration as those who
gave their best in the customer service process.

Today, for many hotels, key performance
indicators are a practical assessment and moti-
vational tool, and they help to outline strategic
and tactical (operational) goals, assess the state
of the enterprise, and monitor divisions and the
organization as a whole [6].

Therefore, KPIs are key performance indica-
tors. They allow we to evaluate the effectiveness
of the actions performed. We can use KPI to
evaluate the performance of the entire company,
its individual divisions, or for specific employees.
Using the KPI system, we can not only monitor
and evaluate the effectiveness of actions per-
formed, but also build an effective remuneration
system. The main condition for the indicator to
work is the ability to measure it [4].

The system of forming a variable part of
monetary remuneration based on KPIs encour-
ages employees to achieve high individual
results, as well as to increase their contribution
to collective results and achievements, to the
fulfillment of strategic goals of the company. At
the same time, KPI indicators in the system of
forming a variable part of wages based on KPls
should be quite simple and understandable to
employees, and the size of the variable part of
the compensation package should be econom-
ically justified.
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The KPl indicator system is a practical tool for
measuring an organization's goals. Motivation
(monetary incentives) of personnel based on
KPIs, in contrast to the basic salary, is focused
on achieving the long-term and short-term goals
of the company, "motivating the employee to
perform official duties".

The main function of KPI indicators is to iden-
tify patterns of business development as a whole
or individual business processes. In addition,
KPIs perform other functions, for example: they
allow we to evaluate the work of each employee
or group; they help motivate staff to achieve
results, and so on.

KPIs and staff motivation have become insep-
arable concepts, as these indicators (KPIs) can
be used to create a perfect and effective system
for motivating and stimulating the company's
employees.

The above-described motivation system,
which works very successfully in practice, once
again confirms the significant advantage of the
"gingerbread”. Instead of waging psychologi-
cal and financial wars in the form of penalties,
it is more reasonable to take a more rational
approach to assessing the tasks of the enter-
prise as a whole and each individual employee in
particular, and correctly motivate the staff. Oddly
enough, this allows we to save real money and
make real profits.

In order for the motivation system at the hotel
«Radisson Blu Resort Bukovel» to be truly effec-
tive, it is necessary that it meets several simple
principles [2; 3]:

— the employee needs to be motivated by the
indicators that they influence;

— the motivation system for one employee
includes no more than 1-3 indicators that do not
conflict with each other;

— the employee knows how these metrics can
be achieved;

— an employee can increase their personal
income when they reach their KPIs (at the same
time, when introducing a new motivation sys-
tem, they should not lose their usual monthly
income — it should remain unchanged).

The system of motivation based on key perfor-
mance indicators allows we to monitor the busi-
ness activity of staff and the hotel as a whole in real
time, since KPI indicators can be calculated daily
or weekly. But, despite the many positive expe-
riences of implementing such a system in enter-
prises, in general, the implementation of a system
of key performance indicators is not an easy task.
Therefore, before making a decision on the intro-
duction of such a motivation system, it is advisable

to conduct a balanced analysis of the situation in
the hotel and the tasks assigned to the staff.

The modern management paradigm requires
the use of new effective management methods
and tools, since currently up to 50% of the differ-
ence in profitability of companies depends pri-
marily on the effectiveness of entrepreneurial and
managerial skills. Personnel becomes not just a
labor force, but a valuable capital, as well as the
most important factor in the development of the
organization and its competitiveness. In modern
conditions in our country, there is a significant
reserve of employees with high internal motivation
for constant professional development and self-de-
velopment, as well as high motivation for creative
work. Basically, these are the younger generation
and people of other generations who have a higher
education, medium or high income [4].

Modern domestic managers are constantly
improving their professional level through train-
ing, and they are ready to create conditions for
training their employees, realizing that this is
really an effective investment.

In the domestic management practice, the
main disadvantage of the wage phenomenon
is a decrease in its motivating function, which
is manifested in the existence of objective
restrictions associated with the unwillingness of
employees to sacrifice their free time (as well as
time for family, leisure and the realization of other
important life values) in favor of work, regardless
of the level of wages. Also, in recent years, a
significant increase in the material well-being of
certain categories of the population has become
increasingly important.

There are many ways to improve the effi-
ciency of Personnel activities. To do this, we can
choose different ways and methods of improve-
ment, but, as we know, innovations in the organ-
ization are often accompanied by quite large
expenditures of resources, but they do not give
any guarantees. Therefore, in the context of
crisis trends and limited both material and time
resources, it is necessary to determine the direc-
tions for achieving the greatest results in the
shortest possible time with optimal costs.

Research in recent years shows that tools
that allow we to work with employee motivation
as flexibly and adaptively as possible, and ide-
ally individually, best cope with such uncertainty
of human systems. One of these tools is coach-
ing technology, which allows we to create indi-
vidual conditions for increasing motivation and
work efficiency for each employee.

Recently, coaching has become increasingly
popular as a management style, when coaching
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technologies are included in the daily manage-
ment activities of a manager. This allows we to
create an environment in which the potential of
the staff is maximized and their internal motiva-
tion to work increases.

Coaching can also be considered as a method
of personal development, since it encour-
ages the development of awareness in relation
not only to goals, but also to all employees.
In Figure 1 a step-by-step integration of coach-
ing into the system of motivation and incentives
for employees of the hotel "Radisson Blu Resort
Bukovel" is presented [2; 3].

So, coaching employees allows you to unlock
their internal potential and helps build a program
for their individual development, as well as sig-
nificantly increases the quality and size of their
contribution to the overall result of the company.

In the context of the dynamic development of
the hotel business, the need to improve the effi-
ciency of using the Labor potential of hotels is
sharply increasing.

Having considered the basics of modern
views on the motivation of human activity, it is
clear that the true motives that make you give
maximum effort to work are difficult to determine,
and they are extremely complex. Only by mas-
tering modern models of motivation, the head of

a hotel enterprise can significantly expand his
opportunities in attracting an educated, well-off
employee of today to perform tasks aimed at
achieving the goals of the organization.

The success of any hotel largely depends on
how fully and accurately the real state of affairs in
the field of hotel management has been analyzed.
Economic reforms involve the establishment of
economic conditions in which managers receive
conditions that would arouse their interest in more
efficient work. You can't save on wages for good
employees and equipping their workplaces. It is
also necessary to develop a system of non-mate-
rial incentives. Improve relations in the labor col-
lective. Today, the need to solve the problems of
each person's interest in high-quality and creative
work for the benefit of the enterprise and society
is becoming more acute [1].

A deep understanding of employee behavior and
its proper impact requires hotel managers to fully
master the theory and methods of motivation, be
able to identify the causes of low labor productivity
and effectively motivate employees to improve it.

The behavior of people in the process of
activity is increasingly influenced by Labor moti-
vation, which is generated by the work itself,
that is, its content, conditions, Organization of
the labor process, working regime, and so on.

Research and analysis of HR policy and stages of the organization's life

Assessment of the existing motivation system, research of the degree
of staff satisfaction with their work and determination of management

Development of a system of trainings and individual consultations for
all levels of management and training units

system of personnel
comprehensive coaching trainings and coaching sessions

development through

Creation of a support system (transfer of training technologies to

Stage 1
cycle
Stage 2
l stylelife cycle
Stage 3
Stage 4 Formation of a
Stage 5 . .
internal trainers, support)
Stage 6 and executive personnel

Introduction of coaching tools in communication between management

Figure 1. Integration of coaching into the staff motivation and incentive system
of the hotel "Radisson Blu Resort"
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Everyone needs meaningful, interesting, useful
work, and decent working conditions. It strives
for certainty of its growth prospects. A qualified
employee feels self-esteem, self-affirmation,
when the results of his work are highly appreci-
ated both by himself and by society.

The incentive system is constantly undergoing
changes and adjustments. But the main factor in
improving its effectiveness is the compliance of the
provided motives and incentives with the expecta-
tions, preferences and needs that have developed
for employees in the process of forming their per-
sonal, professional qualities, knowledge, as well as
in the process of working in the hotel [5].

Motives play an important role in a person's
work. Without them, labor activity cannot be carried
out expediently at all. But the motives are different
and can affect with different forces, causing directed
activity of a person. Labor incentives are primarily
an external incentive, an element of the labor situa-
tion that affects human behavior in the field of work,
and the material shell of personnel motivation. At
the same time, it also carries an intangible burden

that allows the employee to realize himself as a per-
son and an employee at the same time.

In our opinion , in order to encourage employ-
ees to work better, it is necessary to be able
to interest them not only in material terms, but
also to hold various conferences and interesting
seminars for professional development. All this
will allow employees to show their best side and
increase their incentive and motivation to work.

Therefore, effective personnel management
is of great importance for the company's devel-
opment strategy. Personnel management at the
enterprise provides a favorable environment in
which the creative capabilities of employees are
realized, their personal abilities develop. There-
fore, as a result, employees get pleasure from
the work performed. Thus, we note that a person-
nel manager cannot achieve success in manag-
ing a team without knowledge and application of
methods of influencing personnel. Therefore, we
believe that the basis for improving the efficiency
of personnel management of enterprises is the
use of the above methods in a single complex.
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