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The Development of Regional Entrepreneurship Using World Experience in a Military
Conflict
This article explores current state Regional business and highlights the problematic aspects internally
displaced persons those arising in terms of military conflict. The loss of resources and assets in the occupied
territories affected not only large companies but also small businesses, medium businesses and households.
Therefore, the actual problem is the creation of conditions for development of small and medium business,
fighting unemployment, reducing the flow of emigration of the population.
Current state Regional business located in instability. Therefore, implicated a number of reasons such as
the unstable economic situation, changes in legislation, leaving young people abroad, low wages and problematic
aspects internally displaced persons those arising in terms of military conflict.
Analysis of business in European countries adopting promotes demand for domestic entrepreneurs.
Important at local and regional levels to create conditions to overcome unemployment, reduce the flow of
migration from Ukraine, created jobs, especially among internally displaced persons, creating a competitive
environment and develop optimal forms of interaction and cooperation of large and small businesses in the
region. A negative fact considers the introduction of mandatory early next year application almost all subjects of
entrepreneurial activity settlement registrar, which will have a negative impact on the activities of many
businesses. This eliminates much simplified system management, increasing the volume of reporting
complicates the work of entrepreneur education which does not meet modern requirements,
Demand is positive cooperation between the university and the city council as part of the
implementation of the Association Agreement between Ukraine and the EU. Amendments to the legislation must
not hinder but facilitate the promotion of small business development and promoting medium owner class
owners and entrepreneurs.
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The Concept of Improvement of Human Resources Policy in Cooperation
With the Enterprise Strategy in the Context of European Integration
Processes
The content and consistency of the improvement of the human resources policy in cooperation with the
enterprise strategy in the context of European integration processes were proposed. The strategic goals for
improving the human resources policyin cooperation with the enterprise strategy were identified. The principles
that should be put into practice for implementation of each of the components of the human resources policyin
cooperation with the enterprise strategy were considered. The concept of improving the human resources policy
in relation to the enterprise strategy was proposed and the stages of its improvement in enterprise strategy were
outlined.
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ɉɪɟɞɫɬɚɜɥɟɧɵ ɫɨɞɟɪɠɚɧɢɟ ɢ ɩɨɫɥɟɞɨɜɚɬɟɥɶɧɨɫɬɶ ɫɨɜɟɪɲɟɧɫɬɜɨɜɚɧɢɹ ɤɚɞɪɨɜɨɣ ɩɨɥɢɬɢɤɢ ɜɨ
ɜɡɚɢɦɨɞɟɣɫɬɜɢɢ ɫɨ ɫɬɪɚɬɟɝɢɟɣ ɩɪɟɞɩɪɢɹɬɢɹ ɜ ɭɫɥɨɜɢɹɯ ɢɧɬɟɝɪɚɰɢɨɧɧɵɯ ɩɪɨɰɟɫɫɨɜ. Ɉɩɪɟɞɟɥɟɧɵ
ɫɬɪɚɬɟɝɢɱɟɫɤɢɟ ɰɟɥɢ ɫɨɜɟɪɲɟɧɫɬɜɨɜɚɧɢɹ ɤɚɞɪɨɜɨɣ ɩɨɥɢɬɢɤɢ ɜɨ ɜɡɚɢɦɨɞɟɣɫɬɜɢɢ ɫɨ ɫɬɪɚɬɟɝɢɟɣ
ɩɪɟɞɩɪɢɹɬɢɹ. Ɋɚɫɫɦɨɬɪɟɧɵ ɩɪɢɧɰɢɩɵ, ɤɨɬɨɪɵɟ ɫɥɟɞɭɟɬ ɩɪɢɦɟɧɢɬɶ ɧɚ ɩɪɚɤɬɢɤɟ ɞɥɹ ɪɟɚɥɢɡɚɰɢɢ ɤɚɠɞɨɣ
ɢɡ ɫɨɫɬɚɜɥɹɸɳɢɯ ɤɚɞɪɨɜɨɣ ɩɨɥɢɬɢɤɢ ɜɨ ɜɡɚɢɦɨɞɟɣɫɬɜɢɢ ɫɨ ɫɬɪɚɬɟɝɢɟɣ ɩɪɟɞɩɪɢɹɬɢɹ. ɉɪɟɞɥɨɠɟɧɚ
ɤɨɧɰɟɩɰɢɹ ɫɨɜɟɪɲɟɧɫɬɜɨɜɚɧɢɹ ɤɚɞɪɨɜɨɣ ɩɨɥɢɬɢɤɢ ɜ ɨɬɧɨɲɟɧɢɢ ɫɬɪɚɬɟɝɢɢ ɩɪɟɞɩɪɢɹɬɢɹ ɢ ɧɚɦɟɱɟɧɵ
ɷɬɚɩɵ ɟɟ ɫɨɜɟɪɲɟɧɫɬɜɨɜɚɧɢɹ ɜ ɫɬɪɚɬɟɝɢɢ ɞɟɹɬɟɥɶɧɨɫɬɢ ɩɪɟɞɩɪɢɹɬɢɹ.
ɤɚɞɪɨɜɚɹ ɩɨɥɢɬɢɤɚ, ɫɬɪɚɬɟɝɢɹ ɩɪɟɞɩɪɢɹɬɢɹ, ɩɪɨɰɟɫɫɵ ɟɜɪɨɩɟɣɫɤɨɣ ɢɧɬɟɝɪɚɰɢɢ

Statement of the problem. For the functioning of enterprises of different industries
and areas of activity, the problem of creating an effective human resources policy in the
conditions of competitive relations and European integration processes of Ukraine, is
especially important. It is caused by the changing role and importance of labor resources, their
gradual integration into the world community, the nature of their attitude to work and the
conditions of workforce sale, as well as the zoom of labor migration.
The main objective of an effective human resources policy is to ensure the optimal
balance of the processes of restoration and preservation of the numerical and qualitative
composition of personnel in its development in accordance with the needs of the enterprise,
the requirements of the current legislation and the state of the modern labor market in the
context of rapid European integration in the changing socio-economic situation and
exacerbation of competitiveness issues.
Therefore, one of the most important factors of efficiency and competitiveness of the
enterprise in the context of European integration of the Ukrainian economy is the ensuring
high quality of human resources.
At the same time, the practice of work of the Ukrainian personnel services has shown
that they do not pay enough attention to the study and implementation of progressive
experience in the implementation of areas of improvement of human resources policy in the
context of European integration processes.
Therefore, there is a need to create the mechanisms for improving human resources
policy at the level of individual enterprises and at the state level. Thus, the creation and
effective implementation of these mechanisms will become the principal factor for achieving
business success and superiority in the competitiveness of national enterprises in the context
of European integration processes.
Analysis of recent researches and publications. Many scientific works of domestic
scientists are devoted to the research of the problem of human resources policy as a complex
social phenomenon (Balabanova L.V. [1], Bohynia D.P. [2], Hrishnova O.A. [2], Kolot A.M.
[3], Onykiienko V.V. [7], Saienko M. [9] and others). However, in the conditions of modern
dynamic transformations of the Ukrainian economy in the European integration processes, the
new features and conceptual directions of improvement of human resources policy begin to
appear in cooperation with the enterprise strategy in the context of European integration
processes and these processes are requiring for deep study. In particular, the issues of forming
and implementing the mechanism of improving of human resource policy at the micro level
are unexplored for or the purpose of economic development of enterprises and the state as a
whole in the context of European integration processes.
Statement of the objective. The purpose of the article is to develop the concept of
improvement of the human resources policy of the enterprise in cooperation with the
enterprise strategy in the context of European integration processes in Ukraine.
The main material. The solution of high-quality staffing of socio-political and socioeconomic spheres of life activity in Ukraine becomes one of the priority tasks in the
conditions of market transformation and entry of the Ukrainian economy into the open
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European space. The human resources policy has the important value for the enterprises of
different industries and forms of ownership. The modern enterprise cannot be competitive and
achieves strategic goals in the context of European integration processes without
professionally trained, rationally placed and effectively managed employees.
In the current conditions of development of the national economy of Ukraine in the
context of European integration processes, in the state personnel policy, it is urgent to solve
such priority tasks as:
1) in the direction of training:

forecasting the need for training of skilled workers and specialists with higher
education in all spheres of the Ukrainian economy;

forming and providing the implementation of the state contract for the training of
skilled workers and specialists with higher education in accordance with the state-determined
socio-economic development priorities;

developing a national system for assessing the quality of education; - optimization
of state standards of higher education;

creation of a modern methodology for developing state standards of vocational
education;

development of state standards for new working professions, updating of existing
state standards;

raising the prestige of working professions;

reforming the system of vocational, higher and postgraduate education in order to
ensure quality education;

establishment of interaction between the state and business entities to create a
modern system of training skilled workers, engineering and service workers;

elaboration of the mechanism of the state guarantee of employment and career
growth after graduation;

improving the legislation to simplify the conditions and procedures for licensing
educational services to ensure prompt response of educational institutions to the needs of the
labor market;
2) in the direction of advanced training and retraining:

reforming the system of professional development and retraining of personnel on
the basis of modernization of forms and methods of training taking into account the specifics
of the branch or sphere of management;

reorientation of the system of advanced training to the providing of specialized
knowledge, the formation of skills necessary for the performance of work in a particular
profession, position;

formation of the harmonized system of evaluation of the acquired knowledge,
skills and competences based on the results of training, retraining and advanced training in
accordance with the requirements necessary for the performance of work in a particular
profession, position, as well as the formation of the system of evaluation during the selection
of specialists;

introduction of a system of continuous professional training of personnel;
3) in the direction of state regulation of professional activity:

detinization of the labor market;

review of qualification characteristics in terms of defining the knowledge, skills,
values and personal qualities of employees that are necessary for the tasks in the respective
position;
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supporting the career advancement of employees to ensure that their level of
personal development is constantly studied in order to prepare proposals for career
development opportunities and additional training;

creating the mechanism for professional adaptation of newly recruited workers in
the workplace by implementing a mentoring system;

introduction of periodic evaluation of the results of the professional activity of
employees;

improving the mechanism of competitive selection for positions;

improvement of the remuneration system taking into account the content and
volume of work performed, its complexity, level of responsibility and personal contribution of
the employee to the overall results of work;

creation of the unified system for evaluating and stimulating the work of civil
servants and officials of local self-government;

overcoming the existing imbalance in the remuneration of workers of higher and
lower categories;
4) in the direction of social protection of workers:

creation of an effective, realistically operating system of social protection of the
population against social risks and threats;

ensuring the growth of real wages, adherence to state guarantees of wages,
preventing the setting of wages for employees below the subsistence minimum;

overcoming negative trends in arrears of wages;

reforming the social insurance system;

development of social protection measures, in particular, to ensure employment of
persons of pre-retirement age;

developing an effective preferential lending mechanism for home purchase;

creating conditions for the development of social infrastructure at enterprises,
institutions, organizations of all forms of ownership;

guaranteeing safe working conditions in the production and non-production areas;

gender equality;

creating the right conditions for women to combine professional and family
responsibilities;
5) in the direction of ensuring employment of the population:

guaranteed providing of youth with the first work place;

formation of the population's ability for labor mobility, acquiring new knowledge,
skills and skills in accordance with the requirements of innovative tendencies of economic
development;

efficient use of labor resources in the regions;

introduction of the mechanisms of efficient redistribution of labor force between
labor-deprived and disadvantaged regions;

improvement of the existing system of public employment service taking into
account the best world experience of labor exchanges and employment centers;

prevention of illegal employment of the population, reduction of migration flows
abroad;

development of mechanisms for social adaptation of persons who have served
their sentence in the form of restriction of liberty or imprisonment for a certain term, by
involving them in socially useful work within one month from the day of release;

dissemination of the practice of holding regional job fairs;
6) in the direction of personnel services modernization:

reorganization of personnel services;
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the assignment to the services of personnel of functions for the selection,
recruitment, improvement of their skills and career;

developing the system of measures for analytical and information technology
support of personnel management processes;

introduction of e-government technologies;

improvement of the system of professional training of personnel management
specialists.
In the general sense, human resource policy is a system of rules and norms, aspirations
and restrictions in the relationship of staff and the enterprise, which are followed by
employees in the internal and external environment.
There are many different points of view regarding the definition of "human resources
policy". For example, Krushelnytska O.V. and Melnychuk D.P. aver that: "Human resources
policy is a set of principles, methods, forms of organizational mechanism for the formation,
reproduction, development and use of staff, creating optimal working conditions, motivation
and stimulation" [4]. Maslov E.V. defines this concept as "the main area of work with
personnel, a set of principles implemented by the personnel service of the enterprise" [5].
According to Sahakyan A.K., "… human resources policy is a system of goals,
principles and forms, methods and criteria for working with personnel, and this provision
applies to the entire staff, to the entire staff of employees, which is managed" [8].
In our opinion, taking into account the existing views in the scientific literature,
human resources policy is the set of principles, methods, and forms of organizational
mechanism for the formation, reproduction, development and use of personnel, creation of
optimal working conditions, its motivation and stimulation.
According to European experts human resources policy at the enterprise of the future
should be based on the following principles [6]: (1) full trust to the employee and giving him
maximum independence; (2) not the finances, but the person and his initiative must be at the
center of economic management; (3) the result of the enterprise activity is determined by the
degree of cohesion of the team; (4) maximum delegation of employee management functions;
(5) the need to develop employee motivation.
We need to consider the process of human resources policy formation in national
enterprises in the context of European integration processes. Thus, in the part of successful
functioning organizations there is a documented idea of the human resource policy of the
enterprise, personnel processes, measures and norms of their implementation.
We are confident that if business owners are really interested in making personnel
policy consciously, then they have to take a number of steps to design it according to the
enterprise strategy. The first step is rationing. The main purpose is to align the principles and
goals of work with the personnel, with the principles and goals of the organization as a whole,
strategy and stage of its development. At this stage, it is necessary to analyze the corporate
culture, strategy and the stage of development of the enterprise, to predict possible changes, to
specify the image of the desired employee, the ways of its formation and the purpose of work
with the staff. The second step is programming. The main goal is the development of
programs, ways to achieve the goals of staffing, specified in the light of today's conditions
and possible changes in the situation. It is necessary to build the system of procedures and
measures for the achievement of goals, personnel technologies, which are enshrined in
documents, forms, as well as taking into account both the current state and possible changes.
The third step is staff monitoring. Its purpose is to develop procedures for diagnosing and
forecasting staffing situations. It is necessary to identify indicators of the state of human
resources, to develop the program of continuous diagnostics and the mechanism for the
development of specific measures for the development and use of knowledge, skills and skills
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of staff. It is advisable to evaluate the effectiveness of personnel programs and develop a
methodology for their evaluation.
The human resources policy of the enterprise must be reflected in the following
documents: the charter of the enterprise, the philosophy of the enterprise, the collective
agreement, the provisions on personnel certification, the employee's contract. It is
implemented in a system of approaches, principles and methods, measures, norms, traditions,
customs, in the culture of the enterprise as a whole and other elements that determine the
relationships of subjects within the organization and are used in the management of their
behavior.
The purpose of our study requires the identification and specification of directions of
improvement of human resource policy with the enterprise strategy in the context of European
integration processes. In the context of this goal, we define a set of directions for
improvement of human resource policy, as a system of plans and norms, organizational,
administrative, social, economic and other measures for solving personnel problems and
meeting the needs of the enterprise in personnel.
The human resources management policy is developed on the basis of the enterprise
strategy and principles of personnel management. These are the basic directions, forms,
methods and criteria of work with the personnel aimed at increasing the efficiency of its use
and achievement of the strategic goals of the enterprise.
The human resources policy in the enterprise strategy is based on the laws of the
whole policy, its directions and tasks and are determined by organizational goals and its
implementation is ensured through the implementation of a whole set of personnel
technologies through organizational and economic mechanism of human resources
management.
We define the main features of the nature and role of the human resources policy in
cooperation with the enterprise strategy:
1. The human resources policy reflects the main intentions of the management to
formulate personnel and its characteristics, in some way determined by the overall strategy of
the company and aims to harmonize the components of personnel policy and principles of
strategy implementation.
2. First of all, the general line of the human resources policy is determined by the
strategic interests of the enterprise.
3. The human resources policy is designed to harmonize the interests of social
groups of the enterprise, to direct their activity to productive business interaction, to reduce
the likelihood of destructive confrontation.
4. The attitude of the members of the enterprise to the general line of the human
resource policy may be varied and express full support (identity), some support (loyalty),
subordination (conformism), rejection or opposition, which in some way causes a corrective
influence on the course of the enterprise development strategy.
5. The management of the enterprise develops its own position on the primary and
secondary sphere of realization of political interests, which ultimately determines the
orientation of the general line of personnel work in the strategy of the enterprise.
We define the strategic goals of improving the human resources policy in cooperation
with the enterprise strategy (Figure 1).
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Figure 1 – The strategic goals of improving the human resources policy in cooperation
with the enterprise strategy
Source: developed by the authors.

The implementation of the human resources policy as an integral part of the enterprise
strategy should be directed to the productivity of work at the individual workplace,
productivity of collective work (divisions, departments, enterprises in general) and to take
into account creativity, rationalization, experience, dedication to the philosophy of the
enterprise. Life satisfaction is an important component that reflects the employee's personal
assessment of well-being and quality of life and is based on subjectively chosen criteria.
In our opinion, the components of the human resources policy in the context of the
enterprise strategy in the context of its improvement directions should take into account its
orientation towards creating the preconditions for raising living standards. It contributes to
improving the well-being of employees and the competitiveness of the enterprise. The human
resources policy should combine the interests of employees with the strategic mission of the
enterprise and the strategy of enterprise development.
The important component of the human resources policy is the "adaptation of
workers", and it promotes the effective use of the work potential of the individual, increase
social and professional mobility, plays a significant role in preparing the employee for work.
Personnel assessment is a component of personnel policy, which involves research and
disclosure of employees' labor potential, quality and efficiency of their work, latent reserves
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of productivity enhancement, identification of unused competencies, reasons and
opportunities for their effective use.
Motivation and pay implies the effectiveness of total compensation, the formation of a
motivational mechanism of effective labor, progressive forms and systems of pay, an effective
system of benefits, rewards for initiative and innovation at work, job creation in order to
satisfy employees' internal motivation.
Personnel reserve and career management is an integral part of the personnel policy
that emphasizes the management of the value characteristics of employees at different levels
of careers, the formation of leadership qualities of employees and leaders of different levels of
management.
Personnel development as a component of personnel policy provides for the formation
of competitive advantages of employees by providing professional, social and personal
development, training for new professions when it may be necessary.
The implementation of each of the components of the human resources policy in
cooperation with the enterprise strategy implies the implementation of certain principles,
which are presented in table 1.
Table 1 – The harmonization of the components of the human resources policy in
cooperation with the enterprise strategy
The components of the
human resources
policy

Principles

The harmonization of
individual employee
goals with company
goals
Formation of the
personnel

The principle of
professional competence
The principle of
individuality

Personnel
adaptation

Personnel
evaluation

The principle of
psychological and
professional mobility
The principle of selection
of evaluation indicators
The principle of
evaluating the
performance of tasks
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Characteristic of the principle

The need for a compromise
between administration and
employees, taking into account the
interests of both participants in
social and labor relations
The need for a level of
professional knowledge in
accordance with the requirements
of the work position
The presence of individual
qualities of the employee to do
certain functions
Creating conditions for the
employee to adapt to the workplace
and labor collective
The need to create the system
of metrics, including goal, criteria,
and frequency of evaluation
The need to evaluate the
results of the activity by certain
criteria
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The principle of
compliance with the
remuneration of the
quantity and quality of
work
The principle of a
proportionate mix of
incentives and
sanctions

The principle of
motivation
The principle of
competitiveness
Manage reserve and
career opportunities

The principle of rotation
The principle of
individual training
The principle of
development

Staff development

The principle of selfdevelopment

The availability of decent pay
at the expense of effective salaryorganizing indicators

The need for specific
descriptions of tasks,
responsibilities and metrics
The need to identify the
motivational factors that affect the
effective completion of tasks and
responsibilities
The need to select candidates
on a competitive basis
Planned change of positions
according to the change of
professional level of employees
Preparation of reserve for
specific positions in individual
training programs
The need for periodic training
in accordance with the individual
development strategy of the
employee
Independent development of
professional qualities by employees

Source: developed by the authors.

Thus, we propose the concept of improving of human resources policy in cooperation
with the enterprise strategy (Figure 2).
Therefore, the concept of improvement of the human resources policy in cooperation
with the enterprise strategy should be closely connected with the strategy of development of
the enterprise, and its structural elements should be sufficiently flexible. This means that it
must, on the one hand, be stable, because it is the stability of certain employee expectations
and, on the other, that it is dynamic, that is, adjusted according to changes in the strategic
orientations of the production and economic situation in the enterprise.
At the same time, it is important that the implementation of the human resources
policy will have consistent, up-front, and pre-emptive character, will be innovative, but not
conjectural.
The functions of the human resources policy as an integral part of the enterprise
strategy are: planning, organization, motivation, control and regulation of personnel activities.
In our opinion, directing personnel policy to achieve the strategic goals of the enterprise
requires efficient planning of personnel in the current conditions of the European integration
processes, since it depends on the future labor potential of the enterprise and the motivation
that creates the motivational mechanism for efficient work.
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Formation, retention and
development of personnel to
achieve the strategic goals of
the enterprise;

Creation of a personnel management
mechanism focused on the priorities
of improving the well-being of the
personnel and achieving the
competitiveness of the enterprise;

Improving staff health;
Provision of quantitative and
qualitative need for
employees;

Creation of an effective social
protection system for employees;

Developing a creative
approach to every employee
and staff activity

Improvement of the system of
professional retraining at the
enterprise taking into account the
peculiarities of activity

Formation of motivational
mechanism of effective work;

Planning;
Organization;
Motivation;
Control;

TASKS

Goals

Regulation

FUNCTIONS

The improving of humanresourcespolicy in cooperation with the

The improving of human resources policy in cooperation with the
enterprise strategy
enterprise strategy

PRINCIPLES

Democratization;

Systematic;

Objectivity;

Reconciliation of
interests of
enterprise staff
and strategy of
enterprise
development;

Quantitative and
qualitative balance
of human
resources;
Science and
openness of the
information

COMPONENTS

Formation of
personnel;
Adaptation of staff;

METHODS

Economic;
Organizational
and
administrative;

Staff evaluation;
Motivation and pay;

Efficiency and
competitiveness

Manage reserve and
career opportunities

Sociopsychological;
Legal

Figure 2 – Structural elements of the concept of human resources policy in cooperation
with the enterprise strategy
Source: developed by the authors.

The improvement of the human resources policy in cooperation with the enterprise
strategy in the context of European integration processes has the following stages (Figure 3).
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Figure 3 – Stages of improvement of the human resources policy in cooperation with the enterprise
strategy in the context of European integration processes
Source: developed by the authors.

The important issue of personnel management is monitoring the influence of external
and internal factors on the human resources policy ay the enterprise in the current conditions
of scarcity of resources. Its goals and objectives are aimed at achieving the compliance of the
enterprise development strategy and solving the problems of improving the well-being and
satisfaction of employees.
In our opinion, the implementation of such tasks requires constant monitoring of the
state and structure of human resources, the study of trends in its changes, the level of security
of enterprise resources, the relationship between individual categories of staff, the analysis of
indicators of satisfaction with pay and working conditions in the enterprise.
Such monitoring should be carried out in all departments and subdivisions of the
enterprise, and its results should become the main information base for determining the need
for personnel in order to improve the human resources policy in the enterprise strategy.
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Thus, the improvement of the human resources policy depends significantly on the
influence of factors of the external and internal environment, its structural elements and
methods, principles, as well as the effectiveness of the concept of improvement of the human
resources policy in cooperation with the enterprise strategy.
Conclusions and prospects for further researches. Taking into account certain
components of the paradigm, the strategy of improving the personnel policy of Ukrainian
enterprises should take into account the external and internal factors of its formation,
interrelations with the competencies of employees, and determine the measures of
implementation of the directions of personnel policy modernization to ensure the
development of the enterprise and the industry as a whole
Therefore, the main purpose of the strategy for improving of the human resources
policy is timely ensuring the optimal balance of manning, staff retention, its development in
accordance with the needs of the enterprise in the current European integration conditions, the
requirements of the current legislation and the state of the national labor market. And the
mechanism of implementation of such human resources policy should be the system of plans,
norms and standards, organizational, administrative and social measures aimed for solving
personnel problems and meeting the needs of the organization in staff.
In our opinion, the prospects for further researches will be developing the strategy for
improving the personnel policy of national enterprises to ensure their qualitative development
in the context of European integration processes with coordination of measures of personnel
policy at microlevels and directions of the state personnel policy of Ukraine.
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Ɇ.ȼ. Ȼɭɝɚɽɜɚ, ɤɚɧɞ. ɟɤɨɧ. ɧɚɭɤ
Ɍ.ȼ. Ʌɹɞɨɜɫɶɤɚ
ɐɟɧɬɪɚɥɶɧɨɭɤɪɚʀɧɫɶɤɢɣ ɧɚɰɿɨɧɚɥɶɧɢɣ ɬɟɯɧɿɱɧɢɣ ɭɧɿɜɟɪɫɢɬɟɬ, ɦ. Ʉɪɨɩɢɜɧɢɰɶɤɢɣ, ɍɤɪɚʀɧɚ

Ʉɨɧɰɟɩɰɿɹ ɜɞɨɫɤɨɧɚɥɟɧɧɹ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ
ɩɿɞɩɪɢɽɦɫɬɜɚ ɜ ɭɦɨɜɚɯ ɽɜɪɨɿɧɬɟɝɪɚɰɿɣɧɢɯ ɩɪɨɰɟɫɿɜ

ɭ

ɜɡɚɽɦɨɞɿʀ

ɡɿ

ɫɬɪɚɬɟɝɿɽɸ

ɉɪɨɛɥɟɦɚ ɫɬɜɨɪɟɧɧɹ ɟɮɟɤɬɢɜɧɨʀ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɜ ɭɦɨɜɚɯ ɤɨɧɤɭɪɟɧɬɧɢɯ ɜɿɞɧɨɫɢɧ ɿ
ɽɜɪɨɿɧɬɟɝɪɚɰɿɣɧɢɯ ɩɪɨɰɟɫɚɯ ɍɤɪɚʀɧɢ, ɞɥɹ ɮɭɧɤɰɿɨɧɭɜɚɧɧɹ ɩɿɞɩɪɢɽɦɫɬɜ ɪɿɡɧɢɯ ɝɚɥɭɡɟɣ ɿ ɧɚɩɪɹɦɿɜ
ɞɿɹɥɶɧɨɫɬɿ ɩɨɫɿɞɚɽ ɨɫɨɛɥɢɜɨ ɜɚɠɥɢɜɟ ɡɧɚɱɟɧɧɹ, ɬɨɦɭ ɳɨ ɡɦɿɧɸɽɬɶɫɹ ɪɨɥɶ ɿ ɡɧɚɱɟɧɧɹ ɬɪɭɞɨɜɢɯ ɪɟɫɭɪɫɿɜ, ʀɯ
ɩɨɫɬɭɩɨɜɚ ɿɧɬɟɝɪɚɰɿɹ ɞɨ ɫɜɿɬɨɜɨɝɨ ɫɩɿɜɬɨɜɚɪɢɫɬɜɚ, ɯɚɪɚɤɬɟɪ ɜɿɞɧɨɲɟɧɧɹ ɞɨ ɩɪɚɰɿ ɣ ɭɦɨɜɢ ɩɪɨɞɚɠɭ
ɪɨɛɨɱɨʀ ɫɢɥɢ, ɚ ɬɚɤɨɠ ɡɛɿɥɶɲɟɧɧɹ ɦɚɫɲɬɚɛɿɜ ɬɪɭɞɨɜɨʀ ɦɿɝɪɚɰɿʀ. Ɉɬɠɟ, ɨɞɧɢɦ ɿɡ ɧɚɣɜɚɠɥɢɜɿɲɢɯ ɮɚɤɬɨɪɿɜ
ɟɮɟɤɬɢɜɧɨɫɬɿ ɿ ɤɨɧɤɭɪɟɧɬɨɫɩɪɨɦɨɠɧɨɫɬɿ ɨɤɪɟɦɨɝɨ ɩɿɞɩɪɢɽɦɫɬɜɚ ɜ ɭɦɨɜɚɯ ɽɜɪɨɿɧɬɟɝɪɚɰɿʀ ɭɤɪɚʀɧɫɶɤɨʀ
ɟɤɨɧɨɦɿɤɢ ɽ ɡɚɛɟɡɩɟɱɟɧɧɹ ɜɢɫɨɤɨʀ ɹɤɨɫɬɿ ɤɚɞɪɨɜɨɝɨ ɩɨɬɟɧɰɿɚɥɭ.
Ɇɟɬɨɸ ɫɬɚɬɬɿ ɽ ɪɨɡɪɨɛɤɚ ɤɨɧɰɟɩɰɿʀ ɜɞɨɫɤɨɧɚɥɟɧɧɹ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɩɿɞɩɪɢɽɦɫɬɜɚ ɭ ɜɡɚɽɦɨɞɿʀ ɡɿ
ɫɬɪɚɬɟɝɿɽɸ ɩɿɞɩɪɢɽɦɫɬɜɚ ɜ ɭɦɨɜɚɯ ɽɜɪɨɿɧɬɟɝɪɚɰɿɣɧɢɯ ɩɪɨɰɟɫɿɜ ɜ ɍɤɪɚʀɧɿ.
Ɂ ɭɪɚɯɭɜɚɧɧɹɦ ɿɫɧɭɸɱɢɯ ɭ ɧɚɭɤɨɜɿɣ ɥɿɬɟɪɚɬɭɪɿ ɩɨɝɥɹɞɿɜ, ɨɛɝɪɭɧɬɨɜɚɧɨ, ɳɨ ɤɚɞɪɨɜɚ ɩɨɥɿɬɢɤɚ
ɩɿɞɩɪɢɽɦɫɬɜɚ - ɰɟ cɭɤɭɩɧicɬɶ ɩɪɢɧɰɢɩiɜ, ɦɟɬɨɞiɜ, ɮɨɪɦ ɨɪɝɚɧiɡɚɰiɣɧɨɝɨ ɦɟɯɚɧiɡɦɭ ɡ ɮɨɪɦɭɜɚɧɧɹ,
ɜiɞɬɜɨɪɟɧɧɹ, ɪɨɡɜɢɬɤɭ ɬɚ ɜɢɤɨɪɢcɬɚɧɧɹ ɩɟɪcɨɧɚɥɭ, cɬɜɨɪɟɧɧɹ ɨɩɬɢɦɚɥɶɧɢɯ ɭɦɨɜ ɩɪɚɰi, ʀʀ ɦɨɬɢɜɚɰiʀ ɬɚ
cɬɢɦɭɥɸɜɚɧɧɹ. ȼɢɡɧɚɱɟɧɨ ɫɬɪɚɬɟɝɿɱɧɿ ɰɿɥɿ ɜɞɨɫɤɨɧɚɥɟɧɧɹ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɭ ɜɡɚɽɦɨɞɿʀ ɡɿ ɫɬɪɚɬɟɝɿɽɸ
ɩɿɞɩɪɢɽɦɫɬɜɚ. Ⱦɨɜɟɞɟɧɨ, ɳɨ, ɩɨ-ɩɟɪɲɟ, ɪɟɚɥɿɡɚɰɿɹ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɹɤ ɫɤɥɚɞɨɜɨʀ ɫɬɪɚɬɟɝɿʀ ɩɿɞɩɪɢɽɦɫɬɜɚ
ɩɨɜɢɧɧɚ ɛɭɬɢ ɫɩɪɹɦɨɜɚɧɚ ɧɚ ɩɪɨɞɭɤɬɢɜɧɿɫɬɶ ɩɪɚɰɿ ɧɚ ɿɧɞɢɜɿɞɭɚɥɶɧɨɦɭ ɪɨɛɨɱɨɦɭ ɦɿɫɰɿ, ɩɪɨɞɭɤɬɢɜɧɿɫɬɶ
ɤɨɥɟɤɬɢɜɧɨʀ ɩɪɚɰɿ (ɞɿɥɶɧɢɰɿ, ɜɿɞɞɿɥɭ, ɩɿɞɩɪɢɽɦɫɬɜɚ ɜ ɰɿɥɨɦɭ) ɬɚ ɜɪɚɯɨɜɭɜɚɬɢ ɬɜɨɪɱɿɫɬɶ, ɪɚɰɿɨɧɚɥɿɡɚɰɿɸ,
ɞɨɫɜɿɞ, ɜɿɞɞɚɧɿɫɬɶ ɮɿɥɨɫɨɮɿʀ ɩɿɞɩɪɢɽɦɫɬɜɚ, ɩɨ-ɞɪɭɝɟ, ɫɤɥɚɞɨɜɿ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɭ ɜɡɚɽɦɨɞɿʀ ɡɿ ɫɬɪɚɬɟɝɿɽɸ
ɩɿɞɩɪɢɽɦɫɬɜɚ ɜ ɤɨɧɬɟɤɫɬɿ ɧɚɩɪɹɦɿɜ ʀʀ ɜɞɨɫɤɨɧɚɥɟɧɧɹ ɩɨɜɢɧɧɿ ɜɪɚɯɨɜɭɜɚɬɢ ʀʀ ɨɪɿɽɧɬɨɜɚɧɿɫɬɶ ɧɚ ɫɬɜɨɪɟɧɧɹ
ɩɟɪɟɞɭɦɨɜ ɩɿɞɜɢɳɟɧɧɹ ɫɬɚɧɞɚɪɬɿɜ ɠɢɬɬɹ, ɳɨ ɫɩɪɢɹɽ ɩɨɥɿɩɲɟɧɧɸ ɞɨɛɪɨɛɭɬɭ ɩɪɚɰɿɜɧɢɤɿɜ ɬɚ
ɤɨɧɤɭɪɟɧɬɨɫɩɪɨɦɨɠɧɨɫɬɿ ɩɿɞɩɪɢɽɦɫɬɜɚ, ɩɨ-ɬɪɟɬɽ, ɤɚɞɪɨɜɚ ɩɨɥɿɬɢɤɚ ɦɚɽ ɩɨɽɞɧɭɜɚɬɢ ɿɧɬɟɪɟɫɢ ɩɪɚɰɿɜɧɢɤɿɜ
ɡɿ ɫɬɪɚɬɟɝɿɱɧɨɸ ɦɿɫɿɽɸ ɩɿɞɩɪɢɽɦɫɬɜɚ ɬɚ ɫɬɪɚɬɟɝɿɽɸ ɪɨɡɜɢɬɤɭ ɩɿɞɩɪɢɽɦɫɬɜɚ, ɩɨ-ɱɟɬɜɟɪɬɟ, ɪɟɚɥɿɡɚɰɿɹ ɤɨɠɧɨʀ
ɡɿ ɫɤɥɚɞɨɜɢɯ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɭ ɜɡɚɽɦɨɞɿʀ ɡɿ ɫɬɪɚɬɟɝɿɽɸ ɩɿɞɩɪɢɽɦɫɬɜɚ ɩɟɪɟɞɛɚɱɚɽ ɜɢɤɨɧɚɧɧɹ ɩɟɜɧɢɯ
ɩɪɢɧɰɢɩɿɜ, ɳɨ ɩɪɟɞɫɬɚɜɥɟɧɿ ɭ ɫɬɚɬɬɿ.
Ɂɚɩɪɨɩɨɧɨɜɚɧɨ ɤɨɧɰɟɩɰɿɸ ɜɞɨɫɤɨɧɚɥɟɧɧɹ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɭ ɜɡɚɽɦɨɞɿʀ ɡɿ ɫɬɪɚɬɟɝɿɽɸ
ɩɿɞɩɪɢɽɦɫɬɜɚ. Ɉɛɝɪɭɧɬɨɜɚɧɨ, ɳɨ ɤɨɧɰɟɩɰɿɹ ɜɞɨɫɤɨɧɚɥɟɧɧɹ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɩɿɞɩɪɢɽɦɫɬɜɚ ɩɨɜɢɧɧɚ ɛɭɬɢ
ɬɿɫɧɨ ɩɨɜ’ɹɡɚɧɢɦ ɡɿ ɫɬɪɚɬɟɝɿɽɸ ɪɨɡɜɢɬɤɭ ɩɿɞɩɪɢɽɦɫɬɜɚ, ɚ ʀʀ ɫɬɪɭɤɬɭɪɧɿ ɟɥɟɦɟɧɬɢ ɛɭɬɢ ɞɨɫɬɚɬɧɶɨ ɝɧɭɱɤɢɦɢ.
ɐɟ ɨɡɧɚɱɚɽ, ɳɨ ɜɨɧɚ ɩɨɜɢɧɧɚ, ɡ ɨɞɧɨɝɨ ɛɨɤɭ, ɛɭɬɢ ɫɬɚɛɿɥɶɧɨɸ, ɨɫɤɿɥɶɤɢ ɫɚɦɟ ɡɿ ɫɬɚɛɿɥɶɧɿɫɬɸ ɩɨɜ’ɹɡɚɧɿ
ɩɟɜɧɿ ɨɱɿɤɭɜɚɧɧɹ ɩɪɚɰɿɜɧɢɤɚ, ɡ ɿɧɲɨɝɨ - ɞɢɧɚɦɿɱɧɨɸ, ɬɨɛɬɨ ɤɨɪɟɝɭɜɚɬɢɫɹ ɜ ɡɚɥɟɠɧɨɫɬɿ ɜɿɞ ɡɦɿɧɢ
ɫɬɪɚɬɟɝɿɱɧɢɯ ɨɪɿɽɧɬɢɪɿɜ ɜɢɪɨɛɧɢɱɨʀ ɬɚ ɟɤɨɧɨɦɿɱɧɨʀ ɫɢɬɭɚɰɿʀ ɧɚ ɩɿɞɩɪɢɽɦɫɬɜɿ. ɉɪɢ ɰɶɨɦɭ ɜɚɠɥɢɜɨ, ɳɨɛ
ɪɟɚɥɿɡɚɰɿɹ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɦɚɥɚ ɩɨɫɥɿɞɨɜɧɢɣ, ɜɢɩɟɪɟɞɠɚɸɱɢɣ ɬɚ ɩɨɩɟɪɟɞɠɭɸɱɢɣ ɯɚɪɚɤɬɟɪ, ɛɭɬɢ
ɧɨɜɚɬɨɪɫɶɤɨɸ, ɚ ɧɟ ɤɨɧ’ɸɧɤɬɭɪɧɨɸ. ȼɢɡɧɚɱɟɧɿ ɟɬɚɩɢ ɜɞɨɫɤɨɧɚɥɟɧɧɹ ɤɚɞɪɨɜɨʀ ɩɨɥɿɬɢɤɢ ɭ ɫɬɪɚɬɟɝɿʀ
ɩɿɞɩɪɢɽɦɫɬɜɚ, ɹɤɿ ɫɭɬɬɽɜɨ ɡɚɥɟɠɚɬɶ ɜɿɞ ɜɩɥɢɜɭ ɱɢɧɧɢɤɿɜ ɡɨɜɧɿɲɧɶɨɝɨ ɿ ɜɧɭɬɪɿɲɧɶɨɝɨ ɫɟɪɟɞɨɜɢɳɚ, ʀʀ
ɫɬɪɭɤɬɭɪɧɢɯ ɟɥɟɦɟɧɬɿɜ ɬɚ ɦɟɬɨɞɿɜ, ɩɪɢɧɰɢɩɿɜ, ɚ ɬɚɤɨɠ ɞɿɽɜɨɫɬɿ ɤɨɧɰɟɩɰɿʀ ɜɞɨɫɤɨɧɚɥɟɧɧɹ ɤɚɞɪɨɜɨʀ
ɩɨɥɿɬɢɤɢ ɭ ɜɡɚɽɦɨɞɿʀ ɡɿ ɫɬɪɚɬɟɝɿɽɸ ɩɿɞɩɪɢɽɦɫɬɜɚ.
ɤɚɞɪɨɜɚ ɩɨɥɿɬɢɤɚ, ɫɬɪɚɬɟɝɿɹ ɩɿɞɩɪɢɽɦɫɬɜɚ, ɩɪɨɰɟɫɢ ɽɜɪɨɩɟɣɫɶɤɨʀ ɿɧɬɟɝɪɚɰɿʀ
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