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The image of hotel and restaurant enterprises is, first of all, the image of this organization and the attitude
of society to its activities and products based on the established values. The image of enterprises in this area is
influenced by many factors. It is necessary to take into account the philosophy of the image, the sociology of the
image, the economics of the image, the philological problems of the image, the design of the image, the psychology
of the image, the image image, the image image, etc. Human resources occupy an important place in the activities
of hotel and recreation enterprises. In today's conditions, such activity requires from the enterprises of the restaurant
and recreation industry to intensify entrepreneurship, increase the efficiency of production, the competitiveness of
its products and services on the basis of effective forms of management and production management, as well as the
introduction of achievements of scientific and technological progress. Accordingly, in order to form a proper attitude
to work, it is necessary to create such conditions that the staff perceives their work as a conscious activity, which
is a source of self-improvement, the basis for professional and professional growth. The effectiveness of the hotel
and recreation enterprise is significantly influenced by the economic aspect in personnel management. It is related
to the organization of remuneration, the formation of the number of personnel, their professional and qualification
composition (related to the use of equipment, technology, organization of production and labor), the effective use
of personnel by qualification, level of education, etc. To study and consider the problems of managing the human
resources of hotel and restaurant business enterprises, the following tasks were set: the characteristics of the
personnel potential of hotel and restaurant enterprises are considered; The methods of planning human resources
at the enterprises of the hotel and restaurant industry are considered; the number and composition of personnel at
enterprises of this type are analyzed; an analysis of the effectiveness of the use of human resources was carried out
and the process of managing the human resources of Zlata LLC was evaluated; The problems of human resources
management have been identified, as well as recommendations for its management have been provided.

Keywords: management, enterprise, personnel, human resources, business, hotel and restaurant complex.

IMiIK NigNpMEMCTB roTeNbHO-pPecTopaHHol cdepn — Lie nepLl 3a Bce obpa3 JaHol opraHisauii Ta cTaB/eHHS
cycninbcTBa fo i AiSNbHOCTI Ta NPOAYKTY Ha OCHOBI CHOPMOBAHMX LiHHOCTEN. Ha iMigX nignpuemcTs gaHoi cde-
pu Mae BNMB YAMAIO YMHHUKIB. HeobxigHO BpaxoByBath (hifnocodito iMigxy, COLONOrito iMiZKy, eKOHOMIKY iMi-
LKy, doinonoriyri npobnemu iMigxy, Anu3aiiH iMigKy, NCUXONOTIK0 IMigXKY, IMIIK nepcoHany Towo. IMigx nepcoHany
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BUCTYNae OCHOBOK (DOPMYBaHHA KaapiB Ha MigNPUEMCTBAX PECTOPaHHO-BIANOUYMHKOBOTO KOMM/IEKCY. BoHa aBnse
c0060t0 LinicHy kaapoBy CTparerito, ska 06’eiHye B c0OI pi3Hi (hopmu KaapoBOi poboTK, Ti HANPSIM, CYKYMHICTb MPUH-
uMnie, MeToAiB, CTU/b NPOBEAEHHS KaApPOBOI POOOTH Ha NiANPUEMCTBI, a TAKOX M/1aHu LWOA0 BUKOPUCTaHHS po60Yoi
cunu. Kagposwii noTeHuian 3aliMae BeNvke 3Ha4YeHHs B Ais/IbHOCTI NiANPUEMCTB roTe/IbHO-BifNOYMHKOBOIO Gi3HECY.
B ymoBax CbOrofleHHs Taka Ais/bHICTb BUMarae Bif nignpyeMCTB PeCTOPaHHO-BIANOUYMHKOBOMO rocnoAapcTBa akT-
Bi3aLil mignpueMHULTBA, NiABULLEHHS e(PeKTUBHOCTI BUPOOHMLTBA, KOHKYPEHTO3A4aTHOCTI 0ro nNpoaykuii i nocayr
Ha OCHOBI BefleHHs eheKTMBHMX (DOPM rocnofaptoBaHHs | ynpas/iHHSA BUPOOHMLITBOM Ta BNPOBaKEHHS AOCATHEHD
HayKOBO-TEXHIYHOTO nNporpecy. BignosigHo A1 (DOpMyBaHHSA HaIEXHOr0 CTaB/IEHHSA 40 Mpavi HeobxigHO CTBOPHO-
BaTW Taki yMOBM, LLIO6 NepcoHan CnpuiiMas CBOK Mpaut SK CBiAOMY AiS/IbHICTb, L0 € MKepesioM caMOBAOCKOHa-
JIEHHS, OCHOBO NMPOJIECIAHOIO Ta CY)X00BOro 3poCTaHHsA. BignosiaHe CcTaBNEHHS 40 Npaui Ta cBigoMa nosefiHka
BM3HAYaIOTbCA CMCTEMOIO LHHOCTEl MpauiBHUKa, yMOBamy npali 1 3acTOCOBYBaHUMU CTUMynamu. Cuctema Bu-
HaropoKEHHS MOBMHHA PO3BMBATU MOYYTTA HANIEXHOCTI 40 KOHKPETHOI opraHisaLii. BpaxoBytoun nepexig kpaiHu
Ha PWHKOBI BIAHOCVHW 3MIHWUB KOHLENLt0 yNpaBniHHA nepcoHanom, BMGip 3acobiB i METO/IB NpakTUYHOI peanisa-
LiT 334a4 ynpasniHHSA NEPCOHa/IOM 3 METOH MiABULLEHHS e(DEKTUBHOCTI BUPOGHMLITBA SK YMOBY KOHKYPEHTO34aT-
HOCTI nignpuemcTea. Ha pe3ynbTaTMBHICTb AisiNIbHOCTI NiANPUEMCTBA, 3BMYAHO, BU3HAYa/TbHUIA BM/IMB NPOAOBXYE
pOGUTM EKOHOMIYHWUIA acnekT B ynpaBAiHHi nepcoHasioM. CaMe 3 HUM i MoB’si3aHa OpraHisalisi BUHAropoaKeHHs,
dhopMyBaHHS1 YMCeNIbHOCTi MepcoHany, Moro npodecinHo-keanidikaujinHoro cknagy (MOB’A3aHOrO i3 3aCTOCYBaHHSIM
TEXHIKW, TEXHOJIOTIET, OpraHi3aljieto BUPOOHULTBA i npaL,i), ed)ekTUBHE BUKOPUCTaHHS nepcoHasny 3a keanidikaljieto,
piBHEM OCBITM TOLLO. N5 AOCNIMKEHHS | po3rnsaay npo6siem ynpasniHHA KapoBKM NOTEHLia10M NiANPUEMCTB r0-
TeNbHO-PECTOPAHHOIO Ta BiAMOYMHKOBOrO Gi3Hecy Gy/in NOCTaB/EHI HACTYMHI 3aBAAHHSA: PO3I/IAHYTO XapaKkTepuc-
TVUKY KaApOBOro noTeHuiany nignpueMCTB roTe/IbHO-PECTOPaHHOMo Ta BiANOYMHKOBOIO rOCMOAAPCTBa; PO3I/IAHYTO
METOAVIKY NiaHyBaHHA KaJpoBOro noTeHuiasy Ha NiAnpueMCTBax rote/lbHo-pecTopaHHoro Ta BifNoYnHKOBOrO roc-
nofapcTsa; NpoaHasli3oBaHO YMCENbHICTb Ta Ck1aj kafpoBOro NepcoHasly Ha NignpueMcTBax Takoro Tumy; npose-
[leHO aHani3 e(peKTUBHOCTI BUKOPUCTAHHSA KaApOoBOro NOTEHLia/ly Ta OLiHEeHO NpoLec YNpaB/iHHA KagpoByUM NOTEH-
Liasiom T30B «3n1atax»; BUSBNEHO NpOo61eMU ynpas/iHHA KaApoBKM NMOTEHLa/IoM, a TakoX NoAaHo pekoMeHaawi
LLLOA0 OT0 ynpaB/liHHSA».

KnrouoBi cnoBa: ynpas/iHHS, NignpuemMcTBO, NepcoHasl, KaapoBuii NnoTeHuian, 6i3Hec, roTeNlbHO-pecTopaHHa
cthepa.

Staging problems. The purpose of this article
is to study the management of personnel potential
of the hotel and leisure business. Distinguishing
the organization of remuneration and the
formation of the number of personnel, taking into
account its effective use by qualification, level of
education, competences, skills, etc. Emphasizing
the problems of human resource management
at enterprises of this sector, determining
competitive positions in today's conditions and
providing recommendations on the effectiveness
of human resource management of hotel and
resort enterprises.

Analysis of the Ilatest research and
publications. Many scientists have studied the
important aspects of the problem of personnel
provision of the country's economy. According
to them, investing in a person is a prerequisite
for the growth of the country's well-being.
According to A. V. Bessonova [1], changes in
the external environment, the development of
technical means of production and technologies,
the introduction of new principles, methods,
methods, techniques of production organization
form high requirements for the development of
the professionalism of employees. Research by
M. A. Minenko, D. I. Alyokhina [2], O. I. Oleksyuk,
V. V. Lukyanov prove that labor resources are the
most important factor in the growth of national

income. V. V. Lukyanova, T. O. Sazonova [3]
consider the totality of employees of different
professional and qualification groups, employed
in the production of various types of services,
which are included in the list of enterprises of
the hotel and restaurant business. According to
V. V. Panchenko [4] through the labor process,
all means of production are united, and that
the result of the enterprise depends on the
competence of the staff. S. B. Ivanytska [5]
emphasizes that the personnel potential of the
enterprise is the main component of the resource
potential of the enterprise, the quality of which
depends on the organizational culture of the
enterprise, which should ensure the disclosure
of the potential opportunities of personnel.
Highlighting previously unresolved parts
of the general problem. Among the important
problems of personnel policy, in particular
the management of personnel potential in
today's conditions, it is important to focus on
management functions, taking into account
the competencies, professional knowledge
and skills that an employee should have.
The personnel policy of enterprises should
be aimed at regulating the conditions that will
contribute to it: take into account the demographic
situation, improve the system of education and
career guidance at all levels of management,
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ensure social development (expansion of the
non-productive sphere, improvement of medical
care, organization of the use of free time,
implementation of housing programs), carry out
professional selection, organization of retraining,
take into account modernization of production
processes, staffing, evaluation, organization of
professional adaptation, internal mobility.

Formulation of the goals of the article
(statement of the task). The purpose of
the study is to highlight the management of
personnel potential — the qualified composition
of employees, namely the set of abilities and
capabilities of personnel to effectively ensure
the achievement of the goals of long-term
(perspective) development of the hotel and
recreation enterprise.
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Presentation of the main material of the
research. Taking into account the fact that
the human resources of any enterprise is a
microsystem, or rather a dynamically changing
system that interacts with the macrosystem
and is subject to a number of both external
and internal factors. It is the influence of such
indicators that determines the quantitative and
qualitative characteristics of the personnel
potential of the enterprise.

Among the main economic indicators
that characterize the activities of a hotel and
recreation enterprise are income, profit, capital,
cost. On (Figures 1-5) we will consider the
activities of Zlata LLC.

With the development of the production
of Zlata LLP, the requirements for personnel
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Figure 1. Results of forecasting net income from the provision of services LLC "Zlata" as of 2024
Notes: created by the authors according to the data of Zlata LLP
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Figure 2. The results of forecasting the average number of full-time employees of the accounting
staff of Zlata LLC as of 2024.

Notes: created by the authors according to the data of Zlata LLP
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Figure 3. The results of forecasting the cost of the provided services of Zlata LLC as of 2024
Notes: created by the authors according to the data of Zlata LLP
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Figure 4. The results of labor productivity forecasting of Zlata LLC as of 2024
Notes: created by the authors according to the data of Zlata LLP
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Figure 5. Results of forecasting of employees hired at Zlata LLC as of 2024

Notes: created by the authors according to the data of Zlata LLP

potential change accordingly. The requirements
for the general educational, economic, technical,
and technological training of the employees
of this enterprise are increasing, as well as
for the level of their qualifications. There are
issues of rational use of labor resources,
optimal assessment of staff performance.
Figure 6 shows the HR management functions
of Zlata LLP.

As we mentioned earlier, the human resources
of a given enterprise are largely influenced
by political events; financial, informational,
organizational and socio-economic support. It is
necessary to take into account the state of the
labor market, state regulation, the quality of life
of people, the educational level of the population,
culture, etc. On the part of the enterprise,
these are the principles of management and
personnel policy, production and labor discipline,
organizational culture, employee incentive
system, etc. At the same time, the main goal of the
personnel management system at enterprises is
to create favorable conditions for the formation
of quantitative and qualitative components of
human resources for its most effective use.
Of particular importance in the system of
personnel management is the motivation of
personnel, which is the main means of ensuring
the optimal use of resources and mobilizing the

available human resources. The main purpose
of personnel motivation in the personnel
management system is to get the maximum
return from the use of the available personnel
potential, which allows to increase the overall
effectiveness and profitability of the enterprise.
To assess the personnel management system
of Zlata LLC, we analyzed the personnel
management system of this enterprise, using the
guestions given in Table 1.

The analysis of the use of working time showed
that the results of the company's activities
would be much better if the implementation of
reserves for its effective use was taken into
account. To do this, more attention should be
paid to increasing labor productivity by reducing
unproductive losses of working time, violations
of labor discipline, labor turnover, and rational
personnel structure. It is the growth of labor
productivity that is primarily due to an increase
in average daily output and a decrease in the
number of working days worked. It is also
necessary to take into account the methods of
motivation and reward systems that ensure the
commitment of the team to the implementation
of the strategy. The organizational structure of
the management of Zlata LLC provides for the
possibility of applying a number of the following
motivating factors: involvement of employees
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Planning

1

Development of personnel policy. Planning of personnel
needs. Keeping records on the use of personnel, reviewing
job descriptions and labor standards.

Organize

Implementation of measures on personnel policy,
Organization of the use of personnel in the process of work
and between self-realization, participation in decision-making

1L

— Motivation

k2

Formation of conditions, implementation of the practice of
career growth and professional development, stimulation of —
labor both financially and morally

Control

Compliance with labor laws, health and safety regulations.
Monitoring the effectiveness of job duties.

1L

Regulation

_.

Providing information about human resources to decision-
makers in the organization to ensure the choice of a rational
option for the personnel policy of the enterprise.

Figure 6. The process of managing the personnel potential of Zlata LLP

Notes: formed by autographs

Table 1

Express diagnostics of the human resources management system of "Zlata" LLP

Question Answers

Are the staff aware of the firm's plans?

Very little knows the
organization's plans

Are the firm's staff involved in receiving a portion of the profits? No

How the firm distributes authority and establishes responsibility
through the drafting of work instructions?

Comparatively good

How the company determines the need for personnel for the future? |Poorly defines

were 5 years ago? (%)

How many employees are doing the same job as they

45

What is the company's policy on employee promotion people"”
and financial incentives?

"There are no irreplaceable

"For every place and for the
same salary, there is a dozen"

What is the hiring procedure?

Taking into account education
and previous place of work

Which part of the staff has not been trained in the last 2 years? 27

How the level of injuries and absences due to illness has changed? |Increased

How is the work in the regulation of remuneration
in the company evaluated?

Poorly rated

What is the level of understanding of the firm's legal obligations? |[Mediocre

Notes: created by the authors according to the data of Zlata LLP

of functional departments in decision-making the creative nature of production tasks; a high
within the project group regarding the choice probability of changing the position from a
of ways to achieve the goal; the presence of project manager to an ordinary member of the
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target group when moving from one project to
another increases the level of objectivity of the
management process; opportunity for career
and professional growth. Imperfect system
of motivation and stimulation of personnel at
Zlata LLC is a problematic issue. In the course
of the analysis of this problem, it was proposed
to develop a system of bonuses for employees,
which will not only increase the productivity
of personnel, but also reduce labor costs by
1 UAH. service provided or products sold.

The success of the production activity of the
enterprise largely depends on the personnel
policy at the enterprise. The main task of which
is to provide each workplace, each position with
personnel of appropriate qualifications.

The realization of this ultimate goal involves
the performance of many functions that constitute
the system of basic elements of personnel
management of enterprises. Itincludes: providing
the enterprise with appropriate professional
personnel; ensuring the rational placement of
personnel, their professional and qualification
growth and possible job growth; effective use
of human resources of enterprises; education,
training and retraining of employees; conditions
of employment; remuneration system; creation
of normal working conditions and an appropriate
psychological climate; motivation to comply

with the order and discipline established at the
enterprise; ensuring safe working conditions
at the enterprise; organization of appropriate
relations between representatives of the
team and the management of the enterprise;
implementation of social functions related to the
production activities of the enterprise.

Provision of the enterprise with personnel
is associated with both internal and external
sources of recruitment and reception of workers.

Internal sources of qualified personnel
include: training of employees through training
at the enterprise; retraining of employees and
their promotion, which contributes to a better
moral climate at the enterprise; direct appeal to
employees for recommendations for hiring their
friends and acquaintances; regular informing of
the company's staff about emerging vacancies
and prospects for production development;
testing, according to the results of which they are
enrolled on a competitive basis.

External sources include sources that provide
replenishment of personnel: state employment
structures, regional labor exchanges; commercial
organizations; conclusion of contracts of
enterprises with higher, secondary specialized
and vocational educational institutions; announ-
cements of vacancies in the press, on radio,
television, posting posters, etc.

Table 2

Problems of managing personnel potential
of "Zlata" LLP and recommended ways to solve them

Problems

Solutions

Planning and use
of personnel potential

Development of a plan for future personnel needs and creation
of a reserve of potential candidates for all positions. Develop
programs to meet future needs by drawing up a specific schedule
and measures for attracting, hiring, training and promoting
employees required to realize the organization's goals.

The level of wages at the
enterprise in comparison
with the level of wages

in the country. Supplying

the enterprise with personnel

Develop a salary and benefits structure. Review wages and adjust
them relative to the market minimize arrears from salary payments.

Conduct:

Staffing of the enterprise

employee training through training at the enterprise;

— direct appeal to employees regarding recommendations

for hiring their friends and acquaintances;

— regular informing of the company's staff about vacancies that
arise and the prospect of production development;

— testing, the results of which are used to recruit for a position
on a competitive basis.

Ensuring a moral climate
at the enterprise

Conduct training of employees through training at the enterprise
and ensure rational placement of personnel, taking into account
their competences and professional skills and abilities.

Notes: created by the authors according to [2-4] and data from Zlata LLC
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The ratio of individual forms of recruitment
depends, first of all, on the specifics of a particular
category of personnel, as well as the interaction
between the state and enterprises in the field
of training, retraining and advanced training of
personnel.

The efficiency of the enterprise directly
depends on the management of human
resources. We consider the following to be
the priority measures of this work: to introduce
systematic planning of work with personnel; pay
attention to the quality of the top management,
on the professionalism and skill of which the
company's ability to maintain a competitive
position in the market depends; review the
amount of remuneration and regulate it in relation
to market rates; minimize wage arrears.

Table 2 we will present the problems of
managing the human resources of Zlata LLC
and suggest ways to solve them.

Conclusions. The basis for the formation
of personnel potential in hotel and recreation
enterprises, as in any other, is the personnel
policy, which is a holistic personnel strategy, and
also combines various forms of personnel work,
the style of its implementation at enterprises of a
hotel and recreation nature, and plans regarding
the use of labor force. The personnel potential of
such an enterprise is a complex socio-economic
and dynamic system that demonstrates the set
of abilities and capabilities of the enterprise's
personnel, which have the quantitative and
qualitative characteristics necessary for this
enterprise for sustainable development.
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