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GENDER ASPECT OF ORGANIZATIONAL MANAGEMENT: DEI IN THE HR
MANAGEMENT SYSTEM AND PROJECT MANAGEMENT AND THE POSSIBILITY OF
PRESERVING HUMAN CAPITAL

Prolonged hostilities in Ukraine have led to imbalances in the demand and supply of labour in the labour
market, in particular, in the need for male labour, which cannot be satisfied. There is a situation where the
economy needs masculine labour resources, and therefore the willingness to evaluate it higher than female labour
is constantly growing, and on the other hand, women are occupying traditionally male positions and performing
physically difficult types of work, without observing equality and fairness in pay or in the speed of career
progression. Gender inequality is emerging, which developed countries of the world have almost overcome,
moving towards achieving the Sustainable Development Goals, the fifth of which is formulated as “Achieve
gender equality and empower all women and girls”.

The study aims to establish the feasibility and possibilities of taking into account the gender aspect in the
process of organizational management in order for managers to achieve success in solving the problem of
preserving human capital under the influence of wartime risks.

The article substantiates the relevance of taking into account the gender aspect in the management of
organizations in wartime conditions. The impact of gender equality on the trends of the labour market of Ukraine
is emphasized, where the lack of male labour force is increasing the trend towards attracting women to
traditionally male professions. The emphasis is on the role of the gender approach in HR management and
corporate governance, as well as the impact of the DEI (Diversity, Equity, Inclusion) concept on the employer
brand. It is substantiated that gender-sensitive management contributes to the preservation of human capital,
increased labour productivity and economic development.

The article combines theoretical approaches with an analysis of modern challenges facing the labour
market and human resource management in wartime. The study demonstrates that a gender approach in HR
management is an important tool for preserving human capital and developing effective management strategies.
Traditional and modern approaches to gender leadership, management styles, motivational strategies, and career
paths for men and women are summarized. The study combines economic, social, and managerial aspects, which
allows a broader view on the problem of gender equality and gender sensitivity in organizational management.

The gender aspect should be taken into account in the management of organizations. Achieving gender
equality in personnel management and in the attitude of management towards employees should be a strategic
goal of any modern enterprise, and also be supported by policy at the state level, since one of the goals of
sustainable development that Ukraine strives to achieve is full gender equality for women and girls in all spheres
of economic life, and therefore, in the field of management. Gender-sensitive management contributes to the
preservation of human capital at both the micro and macro levels. It makes it possible to identify and take into
account in motivational mechanisms when making decisions on personnel career trajectories or developing
vectors for their training and development, individual needs and interests of employees, take into account the
current realities of their personal lives and provide them with individual proposals regarding the conditions and
organization of work, fixing them in employment agreements. Taking into account gender characteristics in HR
management and in the management of the company as a whole allows to "launch" personnel strategies that
increase the level of motivation of employees, contribute to increasing their efficiency when performing
professional functions and tasks, and contribute to establishing social stability in society.

Keywords: gender economics, organizational management, personnel management, HR management,
sustainable development goals, DEI, human capital, project management.
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Problem statement. The fifth goal from the list of Sustainable Development Goals, which
Ukraine follows and which it tries to adhere to in its strategies, and therefore translates them from the
sphere of public management and administration into the economy at the macro and micro levels, is
directly related to the gender aspect of social and economic life. It is formulated as “Achieve gender
equality and empower all women and girls”. At the same time, prolonged military operations in Ukraine
have led to imbalances in the demand and supply of labour in the labour market, in particular, they have
caused a sharp increase in the need for male labour, which is currently impossible to satisfy. Therefore,
currently an equally important task at the state level is to ensure gender equality in meeting the needs
and realizing the capabilities of a person in the economic environment, regardless of their gender — both
for an employee and for a business that is in dire need of human resources and is increasingly
experiencing a personnel shortage. So, on the one hand, we observe a situation where the economy needs
masculine labour resources, and therefore the willingness to evaluate them higher than female labour is
constantly growing, and on the other hand, women are occupying traditionally male positions and
performing physically difficult types of work, without observing equality and fairness in pay or in the
speed of career progression. So, we have not yet managed to achieve the fifth goal of sustainable
development.

Analysis of recent research and publications and identification of a previously unsolved part
of the problem. Domestic researchers study the gender aspect in various areas of modern management.
Particularly popular, given that gender features are inherent in the behaviour of all employees of business
entities without exception, regardless of their size and type of economic activity, have become attempts
by scientists to find opportunities for using a gender approach in the process of personnel management
at the tactical and strategic levels [1-5]. Since gender imbalance in educational institutions is well-
known, the issue of the managerial aspect of implementing gender policy in a secondary educational
institution has also become the focus of research, in particular, by such scientists as Hil S. V., Kozyryeva
L. L. [6]. In turn, Levchenko S. P. studies the issue of gender balance in the context of managing the
effectiveness of higher education institutions [7]. The features of the female management style and
gender differences in the behaviour of managers are the basis for publications by such authors as
Lukovych L. [8], Chemerynska D. 1. [9], and approaches to researching gender aspects of leadership in
management practice were examined in detail by Mokryk A. V. [10], Kostyuk I. V. and Stadnyk V. V.
[11]. In the context of this study, we consider the works of such scientists as Skoryk M. M., Pedchenko
N. S., who analyse and criticize the international experience of implementing gender issues in
management in the time frame from “WID” to “GAD” [12] and Fesenko T. H., who specifies the
modelling principles used in the work of the Office of Gender-Oriented Project Management [13]. Thus,
the gender aspect in the management of organizations at the current stage of development of
management science can be traced in various areas of management activity — from human resources
management to project management.

Aim of the paper to establish the feasibility and possibilities of taking into account the gender
aspect in the process of managing organizations in order for managers to achieve success in solving the
problem of preserving human capital under the influence of wartime risks.

Presentation of the main research material. In his publication, dated back to 2014,
Volobuev M. L. notes: «One of the current areas of world economic science is gender economics. The
need to study gender aspects of management is due to the emergence of a new social cohort of “business
women™» [1, p.77]. Martynets V.V., Sheremet M. D. support the importance of studying the gender
aspect in the management of economic systems and processes, arguing that «The development, support
and guarantee of equality between women and men is defined as the basis for the development of
society” [2, p.91]. Zakharchyn H. M., Mykhantsyu O. O. emphasize: «Gender policy is becoming not
only a component of the gender system, but also an effective management tool that corresponds to the
socio-humanistic trends of the modern world» [5, p.89]. It is this idea that leads us to the expediency of
studying the gender aspect of organizational management. A group of researchers, which included
Lyulov O. V., Pimonenko T. V., Korobets O. M., Osei Owusu Evelyn Kuma, Owusu E. agree that
«Gender equality is one of the key factors for revealing the economic potential of an enterprise and for
stimulating its economic growth» [5, p.73]. Thus, the possibility of using gender differences by HR
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management specialists to form individual approaches to human-centered personnel management, which
is gaining popularity in the world and is also relevant for Ukrainian companies, needs to be specified,
given the catastrophic risks of losing human capital during martial law. Taking into account the gender
factor in human resources management provides equal opportunities and rights for both men and women.
Such an approach supports the balanced involvement of men and women in all areas of company activity
and contributes to the economic development of the country as a whole [5, p.78].

Gender differences are differences in social, cultural, behavioural and role aspects that are
determined not by biological sex (male or female), but by social and cultural factors [8, p.55]. This
statement leads us to understand that the need to ensure equal opportunities for company personnel,
regardless of gender, should be accompanied by diversification of motivation tools and human resource
development by gender, since such practice will contribute to obtaining better management results and
increasing the company's intellectual capital in the future.

Kodatska N. O. believes that «One of the parameters of management culture is "masculinization-
feminization", which reflects the motivational orientation of personnel to achieve a goal or perform a
task. The management body is characterized by the differences in male and female roles» [3, p.475].
Therefore, gender differences are also clearly manifested at the level of HR management, which affects
the management style of the organization, forming the so-called male and female management styles.

Gender differences can be successfully used not only to find effective vectors of employee
motivation or to choose the best option for career growth or working conditions. Martynets V. V.,
Sheremet M. D. argue: «The use of a gender approach in the organization’s personnel management
makes it possible to take into account the experience and needs of personnel when developing
management decisions. In personnel management, a gender approach can be found in problem-solving
tactics, management styles, the formation of interpersonal relationships, corporate culture, career
development and conflict resolution strategies» [2, p.91]. Zakharchyn H. M., Mykhantsyu O. O. believe
that in management practice, in particular in personnel management, gender features are manifested in
leadership technologies, team cooperation, and career development [4, p.88].

Differences in the basic values of men and women — employees of companies, which are identified
by the organization's management personnel in the process of communication with their subordinates,
can be used to introduce various employee incentive programs that will be formed on a gender basis [1,
p.79]. For example, for many women working at Ukrainian enterprises in conditions of wartime risks,
such a form of incentive is relevant as the opportunity to take children with them to work and leave them
in a specially equipped safe place (for example, in a corporate kindergarten) or the permission to choose
a flexible work schedule in order to be able to protect their family during air raids, if they are announced
during working hours.

The gender approach to the study of management and leadership is becoming more relevant and
significant, because it is based not so much on the division of leaders into women and men, but on the
choice of management style and methods [10]. A comparison of the managerial qualities of women and
men was carried out by Chemerynskaya D. 1. The scientist claims that the characteristics of managerial
qualities inherent in women and men are as follows: a woman perceives a career as personal growth, as
self-realization; a man has an understanding of a career as a prestigious and promising position;
democratises is characteristic of the female leadership style, and the use of a command-administrative
approach is characteristic of the male one; women in management pay more attention to relations
between team members, to the sphere of interpersonal relations; men are focused on financial and
production issues; women are emotional in management, men are reserved [9]. The differences in
qualities, management styles, and professional self-determination of women and men are specified by 1.
V. Kostyuk and V. V. Stadnyk: «women can be described by her ability to compromise; sociability;
greater endurance in stressful situations; courage and activity in establishing social contacts;
benevolence; empathy; flexibility of behaviour in different situations; openness; a clear idea of goals;
democratic (the role of a social leader) management style; influence through rewards; orientation
towards social interaction, safe working conditions, stability and economic independence; men can be
described by his ability to take risks; lack of fear; self-confidence; high demands on subordinates;
objectivity; ability to resist pressure; orientation towards constant innovations; competitiveness;
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initiative; domineering;, authoritarian (directive) management style; influence through coercion,
orientation towards entrepreneurial activity, competitiveness, novelty; for a man, the assessment of his
professional activity is important» [11, p.59]. There can be as many shortcomings in female management
as in male management. It is important to understand that women and men may differ in management
style due to cultural, social and individual differences. However, none of these styles is absolutely better
or worse than the other, and both may have their advantages and disadvantages [8, p.58].

In foreign countries, the mainstream in personnel management has long been the DEI concept.
DEI — (Diversity, Equity, Inclusion) in modern management — is a strategic approach to organizing
management in a company, the basis of which is the formation of a fair, diverse and inclusive working
environment for its employees and ensuring equal opportunities for them in terms of working conditions,
its assessment and career development. In practice, this looks like the involvement of employees of
different genders, nationalities, ages, religions, with different social and financial and economic basic
capabilities and values inherent in them, in the company's staff. Organizations that actively use this
approach should organize their corporate communications in such a way as to provide employees with
the opportunity to express different points of view regarding the areas of activity of the business entity
or their job functions, and to ensure transparent and equal participation of all members of the team in
the decision-making process. The introduction of the DEI policy is associated with guarantees at the
company management level of equal access of all employees to opportunities: the use of corporate
resources for professional development, movement along career trajectories, satisfaction of professional
needs. This approach has pronounced features of social management and gender-neutral management,
since it is aimed at creating a corporate environment where each employee feels their value, need and
importance for the team, as well as involvement in the corporate life of the company. Its dominant
characteristics are: environmental friendliness of the atmosphere in teams and in the entire collective,
attentiveness to different points of view, the opportunity for the employee to be listened to and heard, as
well as empathy from management and colleagues and developed group emotional intelligence.

The management of the diversity of the organization's personnel should take into account the
gender aspect and be based on the culture of communication in organizations, encouraging the effective
work of employees of both sexes, using the range of potential of all employees, their skills and abilities,
which means comprehensive respect for everyone. That is, it is meant that taking into account individual
characteristics requires the use of different management styles to create an environment that will allow
all employees to fully realize their potential. Managing the diversity of the workforce requires changes
in the culture of the organization's work. It is extremely important that each employee understands the
direction of development and their role in the change process. This should become a component of
personnel policy, especially regarding the rational use of female potential [3, p.477].

In the HR management process, the DEI approach is implemented through: a gender-neutral tone
of voice when announcing open vacancies and inviting candidates for positions, the absence of bias
when interviewing candidates, providing equal opportunities for receiving mentoring support and
assistance, advanced training, education and self-development; conducting training aimed at
highlighting the goals and mechanisms for combating discrimination in the workplace, as well as aimed
at developing gender competencies in management personnel. The implementation of DEI ideas allows
you to improve the image of the organization on the international labour market, provide it with a
recognizable and high-quality employer brand, attract and retain talented employees and increase the
level of personnel security through team loyalty.

Preservation of human capital at Ukrainian enterprises is possible under the condition of high
wages, which is quite problematic for companies with limited financial resources, or through the
formation of an unwavering desire among employees to remain in the organization's team, since the
atmosphere and level of satisfaction with working conditions exclude the need and desire to find a new
job. Therefore, the positive results of implementing a gender approach in the management of an
organization for the socialization of HR management are evidenced by its positive results for the
socialization of HR management, such as: promoting the formation of a personnel policy that takes into
account the interests and needs of personnel; increasing the accountability and transparency of the
management process; improving quality indicators and inclusiveness of management decisions;
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expanding the opportunities and rights of men and women; socio-economic development of the
organization by taking into account the abilities and skills of personnel. The use of a gender-oriented
approach in the organization's personnel management system also contributes to: maintaining gender
balance, implementing the principles of social responsibility and equality, and forming an effective
personnel policy [2, p.92]. Gender dialogue and partnership will contribute to the realization of the
potential of each member of the team of a business entity, increasing its competitiveness [4, p.89].

It can be considered fair to state that taking into account the gender aspect in the management of
organizations should begin at the level of their top management. It directs us to such a concept as gender
competence of management personnel. Hil S. V., Kozyreva L. L. believe that «Gender competence of a
manager is a psychological ability that allows a manager to effectively and adequately assess
interpersonal relationships between representatives of different sexes in the team; the ability to notice
situations of gender inequality and prevent their critical exacerbation; to prevent gender-discriminatory
manifestations in their professional activities» [6, p.20].

A separate aspect of using a gender approach in personnel management is the development of
leadership in the team and the upbringing of leaders from among employees who are able to occupy high
management positions and ensure that the company achieves strategic business development goals. The
problem of gender equality in modern leadership theories is interpreted differently, but the common
feature is that the basis of the argumentation is behavioural gender stereotypes that have historically
formed in the process of society's development. Today, there are many gender stereotypes regarding the
implementation of women's leadership opportunities, in particular, that they are usually considered less
competent, inexperienced, as a result of which they receive lower wages, have worse chances for career
growth [11, p.60]. Therefore, the current task for management personnel is to overcome existing gender
stereotypes, identify leadership potential in team members and develop it through mechanisms of
delegation of authority, rotation, training, regardless of who exactly demonstrates leadership talent — a
woman or a man.

Therefore, the introduction of gender-sensitive management in the HR management system of
organizations should create the following positive trends in solving the problem of loss of human capital
by Ukrainian companies:

the image of a socially responsible and people-centered business, a positive employer brand,
which will retain existing employees, minimizing staff turnover, and encouraging job seekers to work
in the company;

- flexible work schedules, part-time employment, reduced working hours, the ability to work
remotely, choose tasks or projects, etc., which will increase the level of staff loyalty, will allow them to
work without leaving their family, from safe places or from abroad;

- individualization of the terms of employment contracts taking into account the needs and
interests of employees, which will allow retaining top specialists and effectively managing talents;

- individual career trajectories, built on the basis of the stage of the employee's life cycle (age,
education, existing experience, family status or the presence of dependents, ability or inability to travel,
health status, income level and expectations), which will make it possible to plan the employee's
professional path in the company for the long term and thus stimulate him or her to remain on the staff;

- covering the need for professional training and development of young people, the elderly,
mothers, etc., at the expense of the company, which will create the effect of «obligation and gratitude»
of the employee to its management, and can also be legally formalized with an obligation to work in the
organization for a certain period of time after obtaining new competencies;

- attention to the individual needs and interests of employees, which will prevent emotional and
professional burnout of specialists, which becomes the reason for them to look for a new job or choose
a form of part-time employment;

- gender-sensitive management will become an opportunity for employees to achieve work-life
balance, the lack of which in a person's life is the cause of their loss of meaning in life, falling into a
depressive state, illness, absence from the workplace, and ultimately — dismissal.

Despite all the positive consequences that gender-variant management can have, its rapid
introduction in an organization, without proper information support, may initially be met with resistance
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from the entire company team or its individual representatives. Levchenko S.P. believes that «when
using “hard power” with the implementation of a gender equality policy, it may meet resistance,
including aggressive resistance, since it will be perceived as imposition. In addition, the use of a hard
approach can lead to conflicts within the team, in particular, reverse discrimination may arise, when
some individuals, regardless of gender, will feel discriminated against precisely on the basis of gender.
Also, “hard power” creates distrust in the norms being implemented and can lead to imitation of this
policy...the implementation of gender balance through soft power should not be a process that is strictly
limited in time; on the contrary, it has a long-term implementation period» [7, p.33]. The introduction
of'a gender approach into the management system of organizations should be preceded by a gender audit
— a procedure that will allow identifying the strengths and weaknesses of HR management and help to
understand the possibilities of their use and solution. To simplify the organization’s transition to gender-
diversified HR management and to increase its efficiency in the future, we suggest conducting a
preliminary staff survey. It is advisable to ask questions about employees’ expectations regarding
changes in working conditions, ask them to prioritize different incentive and motivation tools, indicate
expected career prospects for the next three to five years, and also choose the desired forms of
professional training and development. This procedure will help top management to form an idea of how
ambitious men and women in the team are, to find out how often it is worth reviewing career trajectories
and initiating rotations or promotions, on which incentives it is better to spend resources in order to
achieve a higher level of employee performance and prevent personnel risks in the company's economic
security system.

A large number of business entities in conditions of uncertainty and risks inherent in the modern
business environment are beginning to actively introduce the practice of project management both for
individual functional areas of management and for business management at the highest level. A gender
approach can also be used in project management. It is a well-known practice when a project team has
a «Gender-Point» position —an organization/person that deals with issues that go beyond the competence
of the project manager, in particular, such as: identifying and assessing the expected results of the project
and the actual problem it is initiated to solve, from the point of view of their impact on women and men
— the owners of the final project product or its users; analysing and evaluating project solutions from the
point of view of their impact on men and women; applying the «empowerment of women and men»
approach during the work of the project team; taking into account the gender potential of partners (men
and women) from among the project team participants, including their gender sensitivity and gender
responsibility; promoting fair access to resources, empowering each member of the project team; taking
into account the special needs of beneficiaries and stakeholders — both women and men; forming a
project team based on the principles of gender equality; development of a gender-sensitive budget;
consideration of gender indicators; delineation of gender parameters and impacts of expected project
results [13, p.87-88].

Application of DEI principles in project management will mean formation of teams of performers
of different gender, age, race, religious composition, who will be able to ensure multi-vectority of
thoughts and diversification of views on ways to achieve the project goal, as well as offer their vision of
a unique value proposition for a product or service, while representing different groups of consumers,
which allows using such a team of project performers as a focus group for conducting marketing research
in conditions of lack of resources.

Preservation of human capital by organizations, including through people-oriented management
using a gender approach, will have a positive impact on the state of national security, primarily its social,
economic, demographic components. Hil S. V., Kozyreva L. L. believe that «gender equality is a
fundamental right and a necessary condition for achieving the goals of sustainable development, social
cohesion and democracy, a guarantee of effective European integration of Ukraine and fulfilment of
international obligations» [6, p.23]. In turn, Ukraine’s achievement of sustainable development goals
largely depends on the ability at the state level to initiate and consistently implement a policy of gender
equality in public management and administration and in the management of organizations.

Conclusions and prospects for further exploration. The conducted study made it possible to
draw the following important conclusions.
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1. The gender aspect should be taken into account in the management of organizations. Achieving
gender equality in personnel management and in the attitude of management towards employees should
be a strategic goal of any modern enterprise, as well as supported by policy at the state level, since one
of the goals of sustainable development that Ukraine seeks to achieve is full gender equality for women
and girls in all spheres of life, and therefore, in the field of management. The realities of the existence
of Ukrainian business and its management are not typical for developed countries of the world, in most
cases, for the reason that the impact of the war on the labour market in recent years has become quite
noticeable. Military actions have led to imbalances in demand and supply of labour, in particular, for
male workers, which has created an additional inequality in employment opportunities and career growth
for women, in addition to the historical and inherent in most countries of the world.

2. Gender-sensitive management contributes to the preservation of human capital at both the micro
and macro levels. It allows to identify and take into account in motivational mechanisms, when making
decisions on personnel career trajectories or developing vectors for their training and development, the
individual needs and interests of employees, take into account the current realities of their personal lives
and provide unique proposals on the conditions and organization of work based on them, recording them
in employment agreements.

3. At the level of organization management, gender differences in leadership and management
styles can be quite noticeable for business performance. For example, women are more focused on using
a democratic management style, on maintaining an ecological atmosphere in the team, on social
interaction, on using empathy and emotional intelligence, while the male management style involves
authoritarianism, a tendency to competition and a focus on solving financial and economic issues.
Awareness of such features during a gender audit can direct the company's top management to appoint
to a managerial position an employee whose management style is more suitable for the company at a
particular stage of its development.

4. The DEI concept has become dominant in modern HR management in many countries around
the world. Its goal is to create an inclusive working atmosphere, equal working conditions and
opportunities for all employees, regardless of their age, gender, religion, etc. Its implementation in
Ukrainian companies will stimulate and encourage the use of gender-sensitive HR management
practices, in particular, through gender-neutral job advertisements, equal access to career growth
opportunities, professional development and training of employees. The DEI approach also involves
rational and maximum use of the potential of both women and men, which is in the interests of modern
business, which seeks to stabilize the positions of its financial and economic activities in the markets of
goods and services, as well as in the labour market, where the employer brand is important. Taking into
account gender characteristics in HR management and in the management of the company as a whole
allows to «launch» personnel strategies that increase the level of motivation of employees, their
efficiency in performing professional functions and tasks, and contribute to establishing social stability
in society.
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TYITYIA I'1i6 BanenTunoBuu, 3AYOCOBA HaraJjis BosiogumupiBaa,
MaricTpasr, JIOKTOp €eKOHOMIYHHX HayK, npodecop,
UYepkacbkuii HaLliOHANBHUI YHIBEPCUTET IMEHI Uepkacbkuii HalliOHANbHUI YHIBEPCUTET iMEHi
Bormana XMensHULIBKOTO, Bboragana XmenbHuuibkoro, M. Yepkacu, Ykpaina

M. Hepkacu, Ykpaina

T'EHAEPHUI ACIHIEKT MEHEJJKMEHTY OPTAHI3AIIIN: DEI B CHCTEMI HR-
MEHE/UKMEHTY I ITIPOEKTHOMY MEHEJIZKMEHTI TA MOXKJIMBOCTI 3bEPEKEHHA
JIOACBKOI'O KAIIITAJIY

Bcemyn. Tpusani eocuni 0ii na mepumopii Yxpainu npuseeau 00 oucoanauncie y nonumi ma npono3uyii
POOOYOI cCUnu HA PUHKY npayi, 30kpema, 0o ocmpoi nompeodu y 4o08iuitl pooouill cui, AKYy HUHI HEMONCIUBO
3a0060nbHumy. IIpocmedicyemvbcs cumyayis, Koau eKoHOMIKa Rompedye MAcKyIiHH020 mMpPyo008o2o pecypcy, d
momy 20mosHicMb OYIHUMU 020 GULYe, HIJC JHCIHOUY POOOYY CULY, NOCHIUHO 3POCMAE, BOOHOUAC, 8i00YB8AEMbCS
00itManHs MpaAOUYItHO YON0BTYUX NOCAO | BUKOHAHHS (DI3UYHO BAXNCKUX 8UOIE pOOIM JicTHKAMU, Oe3 OOMPUMAHHSL
pisnocmi ma cnpasedausocmi 8 onrami npayi abo y wmeuoxocmi pyxy xap €pHolo mpacxkmopicio. Bunuxac
2eHOePHA HepIGHICIb, SIKY PO3GUHYMI KPATHU C8INY Maiidice NOOOANY, pyXaroyucs 00 docsaeHenns Llineii cmanozo
PO36UMKY, N’AmMA 3 SAKUX CQHOPMYIbOBAHA AK «3a0e3neueHHs] 2eHOePHOI DIGHOCMI, pOo3uupeHHs npag i
MOJCIUBOCTNE YCIX IHCTHOK MA Jiguam)y.

Mema. [locniooicenns cnpsamogane HA BCMAHOBACHHS OOYLTbHOCI MA MOJICIUBOCHI BPAXYBAHHS
2CHOEPHO20 ACHEeKNty Y npoyeci MeHeodCMenny opeanizayiti 011 O0CACHEeHHS YNPAGTIHYAMU YCHIXY V UPIUeHHT
npoobiemu 36epedicents T00CbKo20 Kanimaiy nio 6NAUGOM PUUKIE GOEHHO20 YACY.

Pesynomamu. Y cmammi 00TpyHmogyemucs akmyansHiCib Ypaxyeanisi 2eHOePHO20 ACNeKmy 6 YAPAaGIiHHI
opeanizayiamu 8 ymMoeax 80cHH020 yacy. Iliokpecnioemvcst 6niug 2eH0epHoi pieHoCHI Ha MeHOeHYil pUHKY npayi
Yrpainu, oe uepez bOpax uonogiuoi podouoi cunu ROCUNIOEMBbCA MPEHO 00 3ANIVYEHHS HCIHOK 00 MpPAaouyiiHo
yonogiuux npogheciil. Axyenmogano yeazy Ha poai 2eHoepHoeo nioxody 6 HR-menedsicmenmi ma 6
KOpRopamusHomy ynpaeiinui, a maxodc na eniusi xonyenyii DEI (Diversity, Equity, Inclusion) na openo
pobomooasys. OOIPYHMOBAHO, WO 2eHOEPHO-UYMIUGE YUPAGTIHHA CRPUSE 30ePedicenHI0 I00CbKO20 Kanimany,
nioguUeHHI0 NPOOYKIMUGHOCHI Npayi ma po36Umxy eKOHOMIKU.

Opuzinansnicms cmammi noiseac 'y NOCOHAHHI meopemuyHux nioxooie i3 ananizom cy4acHux GUKIUKIG,
uj0 nocmaloms neped PUHKOM Npayi ma YUpasuiHHAM JTI00CbKUMU pecypcamu 8 YMoeax 6itinu. J{ocniooicenns
demoncmpye, wo ecenoepuuti nioxio y HR-meneOoicmenmi € eadciusum iHCmMpymenmom O1s 30epediceHHs.
JOOCLK020 Kanimany ma (QopmyeanHs egexmugHUX YHPAGNIHCLKUX cmpamezill. Y3zaeanvueno mnioxoou 00
2CHOEPHO20 NI0epcmed, YHPAGNIHCLKUX CMUNIG, MOMUGAYIIHUX cmpameill ma Kap'cpuux mpackmopii 0
YOJI06IKIG T JHCIHOK. ¥V 00CNIONCeHH] NOEOHAHT eKOHOMIYHUL, COYIANbHUT MA YNPAGIIHCOKUU ACNeKmuy, ujo 0ano
3MO2Y OMPUMAMU WUPUWILEL NOZTISIO HA NPOOAeMy 2eHOepHoT PIGHOCII Ma 2eHOePHOT YYMAUGOCHI Y MEHEOJICMeHmi
opeanizayiil.

Bucnoeok. I'endepnuil acnexm mae 8paxo8y8amucs y MeneodcMenmi opeanizayiil. /locseHents eeHoepHoi
PpI6HOCHI 8 YNPABIIHHI NEPCOHANIOM | Y CABJIeHHT KePIGHUYMBA 00 NPAYIGHUKIE Mae OYmu cmpameziuHoio yino
6Y0b-K020 CYUACHO20 NIONPUEMCIEA, A MAKONC RIOMPUMYBAMUCI NOTIMUKOIO HA 0ePIHCABHOMY DI6HI, OCKIIbKU
OOHIEI0 13 Yiell cmanoeo po3eUmKy, AKUX npazue oocaemu Ykpaina, € nosna eenoepua pieHicms 0Jis JHCIHOK |
diguam ¢ ycix c¢hepax scummsi, a 8iomax, i 8 yapuni meneddcmenmy. I endepHo uymiuee Ynpagninus cnpuse
30epedCcenHtIo T00CLK020 KANIMAaiy K HA MIKpO, max i Ha Makpo pigui. Bono dac 3mozy idenmudgbikyeamu ma
epaxysamu iHOUGIOYanvbHl iHmepecu NPAayiGHUKIE )y MOMUBAYIUHUX MEXAHI3MAX, Ni0 Yac NPUutiHAmms piuleHsb
WOOO Kap €EPHUX MPACKMOPIi NEPCOHANy abo po3poOKU 6eKMOPI6 IX HABUAHHA A PO3GUMKY, Opamu 00 yeazu
HNOMOYHI peaii ix 0COOUCO20 HCUMMA MA HAOAMU OJI HUX YHIKANbHI NPOnO3uyil yjo0o ymMos ma opeanizayii
npayi, 3ag)ikcysasuiu ix y mpyoosux yeooax. Bpaxyeanus eendepnux ocobnusocmeii 6 HR-meneosxcmenmi ma 6
YHPABIIHHI KOMIAHIIO 8 YINOMY 003605E «3ANYCIMUMUY Kaopogi cmpamezii, axi niosuwyions piseHb Momugayii
NPAYIGHUKIE, CNPULIONb HAPOWEHHIO IX eheKmUeHOCHII Ni0 Yac 6UKOHAHHA npogeciiinux yHkyii ma 3a80aHy i
CHpUSAIOMb 6CMAHOBIEHHIO COYIANbHOT cMAadiIbHOCII Y CYCRITLCMEI.

Knarwuoei cnosa: cemoepna exonomixa, MeHeOlICMeHm Op2aHizayii, YNpaeninHa nepcouanom, HR-
MeHeodAcMenm, yini cmanoz2o pozeumky, DEL moocvkuil kaniman, npoEKmHU MEeHeOICMEeHM.
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