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Dybach I. L., Golikova Ye. K. The Analytical Aspects of Personnel Management in the Foreign
Economic Activity of Enterprise

The article is aimed at studying the analytical prerequisites for efficient management of enterprise personnel as human capital in the context of activation
of economic activity of enterprise in foreign markets. The article specifies that the contemporary category of «human capital» has several definitions and is
constantly being updated. Thus, it was defined that nowadays the human capital of an enterprise represents a set of qualitative characteristics of a person,
an object of investment, part of the total capital, a stock or a set of individual potentials of a person, and can also be considered as an opportunity to use the
knowledge and skills of employees. During the study, it was emphasized that today it is the company’s personnel that allows building competitive advantages
and achieving results in the professional activities of the enterprise. The authors summarize that this issue is especially relevant for enterprises operating in
international markets, since the qualification of an employee should allow timely response to drastic changes that are characteristic of markets of such scale
and be responsible of making effective business decisions. The article highlights the currently relevant methods and criteria for analyzing human capital in an
enterprise. In particular, the main goals and stages of analyzing the state of the personnel of a company which has a foreign economic vector, are identified.
Attention was focused on the difference in the assessing and accounting of personnel (human capital) in national and foreign practices and noted that there is
no specific set and uniform indicators for assessing human capital at the enterprise level. In continuation of this statement, the article considers quantitative
and qualitative indicators in the context of a comprehensive assessment of human capital of an enterprise — subject of foreign economic activity. In the course
of the study, the main quantitative indicators (coefficients) of the impact of human capital on the development of the enterprise were analyzed: the coefficient
of seniority, the stability coefficient, the health coefficient, the coefficient of professional growth, the coefficient of personnel education. In accordance with
the normative values of such indicators, the necessary managerial decisions and actions in each of the simulated situations were interpreted. As a result of
the study, the importance of taking into account the quality of personnel (human capital) for making managerial decisions at enterprises — subjects of foreign
economic activity was emphasized.
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Fig.: 2. Tabl.: 3. Bibl.: 11.

Dybach Inna L. - D. Sc. (Economics), Associate Professor, Professor of the Department of International Economics and Management, Simon Kuznets Kharkiv
National University of Economics (9a Nauky Ave., Kharkiv, 61166, Ukraine)

E-mail: inna.leonidivna@gmail.com

ORCID: https://orcid.org/0000-0003-4237-8709

Researcher ID: https://www.webofscience.com/wos/author/record/U-2756-2017

Scopus Author ID: https.//www.scopus.com/authid/detail.uri?authorld=36068969200

Golikova Yelyzaveta K. - Student, Faculty of International Economics and Entrepreneurship, Simon Kuznets Kharkiv National University of Economics (9a Nauky
Ave., Kharkiv, 61166, Ukraine)

E-mail: elizabeth061201@gmail.com

ORCID: https://orcid.org/0009-0006-1313-9521

Y/IK 331.103:339.9.012
JEL: D24; J01; M12; M54
Aubau I. /1., lonikoea €. K. AHanimuvHi acnekmu ynpaeniHHA NepcoHanoM y 308HilHb0KOHOMIYHIl dianbHocmi nidnpuemcmea

Memoto cmammi € 8us4eHHs aHAAIMUYHUX Mepedymos eheKmuBHO20 yrpaeniHHA NepcoHanom nidnpuemcmea AK AOCLKUM Kanimanom y KoHmeKcmi aK-
musi3auii 20cnodapcbKoi disabHoCMI NIOMPUEMCMBA HA 308HIHBLOMY PUHKAX. Y cmammi 3a3Ha4YeHO, WO Cy4acHa Kame2opis «M0CbKull Kaniman» mMae
OekinbKa 8uU3Ha4eHs i nocmiliHo 0onosHIEMbCA. Tak, byn0 8U3HAYEHO, WO HA Cb0200HI MtoACLKUL Kaniman midnpuemMcmea € CyKynHicmio AKICHUX Xapakme-
pUCMUK NHOUHU, 06’€KMOM iHBECMYBAHHSA, YACMUHOK CYKYNMHO20 Kanimany, 3anacom abo cyKynHicmio iHOUsidyanbHux nomexyianie MOOUHU, G MAKOM
MO#ce P032790amUuCh AK MOIUBICMb BUKOPUCMAHHSA 3HAHb, 8MiHb | HOBUYOK NpayigHuKie. [0 yac docnidieHHs 6yn0 Ha20N0WEHO HA MOMY, WO Cb0200HI
came repcoHan KomnaHii 003801€ 8ubyo00s8y8aMU KOHKypeHmHi nepesaeu ma docseamu pesyabmamis y npogecititili disansHocmi nionpuemcmea. Midcy-
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MOBAHO, WO 0aHe NUMAHHA € 0c061UB0 aKMYanbHUM 014 MIONPUEMCMS, AKI IPAUIOMb HA MiXHAPOOHUX PUHKAX, OCKNbKU Keanigikayia npayigHuka mae
00380/19MU B4ACHO peazy8amu Ha Pi3Ki 3MiHU, AKi € XapaKmepHUMU 0118 PUHKie makozo macwmaby, ma npulimamu egekmusHi bisHec-piweHHs. Cmamma
8UCBIM/II0E Cy4acHi Memodu ma Kpumepii aHasi3y A0CLKO20 Kanimany Ha nidnpuemcmsi. 30kpema, 6ys10 8U3HAYEHO OCHOBHI Yisli ma emanu aHanizy cmaxy
epcoHany KOMMAHI], AKA MAE 308HilHLOEKOHOMIYHUL 8eKMOp. by/10 GKUEHMOBAHO yBazy Ha pi3HUYi 8 OUiHYi Ma 0bsiky nepcoHany (AdceKoeo Kanimany)
8 HayioHanbHili ma 3apybixHili MpakmuKax i 3a3Ha4eHo, Wio He iCHYE KOHKPEMHO20 8U3HAYEHO20 HAbOPY Ma EOUHUX MOKA3HUKIB OUIHKU M0OCbK020 Kanimany
Ha pigHi nidnpuemcmaa. Y npodosxeHHs 0aH020 meepaxeHHA y cmammi 6ya0 po32asHymo KinbKicHi ma AKICHI MOKA3HUKU 8 KOHMeKCMi KOMIMAEKCHOT OUiHKU
M0OCbK020 Kanmimany nionpuemcmesa — cy6’ekma 308HiWIHb0eKOHOMIYHOI difnbHOCMI. Y X00i docnioxeHHs byau npoaHani308aHi OCHOBHI KifbKicHi iHOUKa-
mopu (KoegiuieHmu) 8nausy MOOCbKO20 Kanimany Ha po38uUMOoK NiONPUEMCMEa: KoeiyieHm cmay, KoegiyieHm cmabineHocmi, KoegiyieHm 300pos’s,
KoegiyieHm npogpecitiHo2o 3pocmarHs, KoegiyieHm ocsimu nepcoHany. BidnogioHo 00 HOPMAMUBHUX 3HAYeHb MAKUX MOKA3HUKI8 bynu iHmepnpemosaHi
HeobXiOHi MeHedHepCbKi pieHHs ma Oii 8 KoxHili i3 3Mo0enbosaHux cumyauyit. Y pesynsmami 0ocnioxeHHs 6Yy10 Ha20A0WEHO HA 8aMIUBOCMI BPAXYEAH-
HA AKOCMI nepcoHany (ndcLKo20 Kanimasny) 044 MPUUHAMMA ynpasiHCLKUX pilueHb Ha NidNpueMcmeax — cy6’ekmax 308HiWHL0KOHOMIYHOI difnbHOCMI,
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ersonnel management in foreign economic activity

is a set of interrelated methods and means of man-

agement that organize and direct personnel activi-
ties to achieve the strategic goal of the enterprise. One
of the essential features of a modern enterprise, which
operates in a foreign economic direction, is its significant
dependence on the level of staff competence and the ef-
fectiveness of human capital management in general.

The personnel as the human capital of the enter-
prise is characterized by the following components: edu-
cation level, work experience, age, professionalism, labor
productivity, etc. Improving the components of human
capital through the management system will contribute
to increasing its return and gaining advantages in the
highly competitive foreign market.

The problems of personnel management were high-
lighted in the scientific works of P. Sabluka, K. Yakub,
V. Voronkova, O. Bogutskyi, O. Oliynyk, B. Genkina,
A. Kolota, L. Evenka, O. Stakhiv, B. Diesperov, and
others. The study of the peculiarities of personnel man-
agement in the field of foreign trade was covered in the
scientific works of M. Sklepovych, O. Markova, L. Dubo-
va, and others. Despite a significant number of works in
the field of personnel research, the study of personnel as
human capital, as well as its evaluation and analysis that
will consider the specifics of enterprises operating in the
foreign market, still require further research.

Based on this, the purpose of the article is to study
the analytical prerequisites of effective management of
the company's personnel as human capital in the context
of the activation of the company's economic activity on
foreign markets.

Regarding the essence of human capital, it can
be stated that scientists have different views both on
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the content of this economic category and on the com-
ponents that characterize it. In the process of develop-
ment of economic relations, researchers of the theory
of human capital provided its narrow definition, which
expanded over time and continues to expand, including
new components.

The initial concept of human capital was regarded
by L. Thurow [1], who defined human capital as “the abil-
ity to produce goods and services”. Further research into
this category allowed the formulation of its components.
Thus, H. Becker [2] distinguished between special hu-
man capital (skills and knowledge that are needed only by
a narrow circle of potential employers) and universal hu-
man capital (skills and knowledge that have a wide range
of application possibilities). ]. Kendrick [3] singled out
tangible human capital, which has a material form, and
intangible human capital, which does not have its mate-
rial form but is embodied in tangible capital, increasing
its quality and productivity.

n modern scientific sources, the following types of

human capital are most often considered: produc-

tion, consumer, and intellectual capital. At the same
time, human capital can be regarded in different terms
and has several established manifestations (Fig. I).

Human capital today can be defined as a prism
through which the company's achievements should be
evaluated. It is also characterized as one of the strongest
advantages in creating value for a certain business unit in
a competitive market.

Human capital is a component of intangible assets
that allows an enterprise to build competitive advan-
tages and achieve profits, which is especially important
for enterprises operating in international markets, where
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) Set of qualitative characteristics of a person

) Investment object
) Part of the total capital of the enterprise
} Means or a set of individual human potentials

( ) Opportunity to use the knowledge, skills, and abilities of the personnel

Fig. 1. Manifestations of human capital at the enterprise

Source: author's development.

highly qualified personnel must be able to quickly solve
complex business problem:s.

Every enterprise engaged in foreign economic ac-
tivity eventually decides the issue of planning the com-
pany's strategic development, which is closely related to
the formation of a personnel management strategy as one
of its components.

he human capital management system operating

at enterprises that carry out a foreign economic

activity under the influence of the introduction of
foreign personnel management technologies and the use
of own experience includes the following components:
personnel selection; personnel adaptation; salary; per-
sonnel efficiency assessment; corporate culture; scientific
organization of work; organizational design; personnel
administration [4]. Timely improvement in the analysis of
any of these components, combined with effective man-
agement, leads to increased returns from each of them.
Knowing the priorities and goals of the enterprise, atten-
tion should be drawn to the components of human capital
that have the most influence on the company’s business
activity. And for the latter to turn out effective, the catego-
rization of the company’s personnel as human capital and
its in-depth analysis and evaluation are crucial.

Fig. 2 represents the main goals of the analysis of
personnel as the human capital of the enterprise-subject
of foreign economic activity.

Economic science provides numerous approaches
to determining the composition of indicators and char-
acteristics of evaluating the human capital of an enter-
prise. At the same time, there is no specifically defined
set and uniform indicators of human capital assessment,
and, in practice, indicators of comprehensive assessment
are most often used.

To carry out a comprehensive assessment of human
capital at the enterprise level, quantitative and qualitative
indicators are used (Tbl. 1).

Assessment and accounting of human capital fun-
damentally differ in foreign and domestic practice. For
instance, the American approach to evaluating human
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capital is based on the use of one of the two following
models [6]:
+ asset model (presupposes accounting for capital
costs and depreciation);
+ utility model (direct assessment of the effect of
certain personnel investments).

The national practice, in turn, offers the following
approaches as the main ones to assess the company's per-
sonnel: investment assessment; depreciation assessment;
assessment by income [6].

owever, it is not possible to evaluate human cap-

ital based on traditional financial reports, which

do not provide information about the compa-
ny's potential. The characteristics of the value of human
capital include responsibility, work efficiency, diligence,
identification of a person with the enterprise's mission,
mobility and availability, readiness and ability to coop-
erate in a team, and a positive attitude to the hierarchy
of enterprise values. These are features that cannot be
assessed through financial or operational analysis of the
organization.

An assessment of the enterprise’s human capital
and its potential can be carried out using the following
methods:

1) The method of calculating direct personnel costs.
It is considered the most straightforward method and
implies the calculation of the total economic costs in-
curred by the company on its personnel, including the
assessment of personnel costs, related taxes, protection
and improvement of working conditions, training, and
professional development costs. At the same time, the
following are accepted as classification features of direct
costs for personnel development: phases of reproduction
of the workforce, investor level, target allocation of costs,
sources of financing, nature of costs, time of reimburse-
ment of costs, an obligation of costs, relation to the expe-
diency of increasing or reducing costs [7].

2) The method of assessing the value of prospective
competitiveness of human capital. This method refers
to the sum of the estimated costs and potential damage
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Determination of the level of development of human capital of the enterprise

4L

Determination of the potential of human capital for forecasting the future
development of the enterprise

gt

Justification of investments in human capital

4L

Determination of the adequacy of human capital in relation
to the costs of its development

4L

Application of the approach to human capital as the main factor of production
and its accounting when forecasting the company's income

4L

Determination of costs for the development of human capital

Fig. 2. The main goals of human capital analysis of the enterprise-subject of foreign economic activity

Source: author's development.

Table 1

Indicators of a comprehensive assessment of human capital at the enterprise

Quantitative indicators

Qualitative indicators

- The average number of employees;
- educational structure;

- age structure;

- professional qualification structure;
- work experience in the specialty;

- work experience at the enterprise;
- contributions to human capital;

- education expenses;

- scientific developments;

- absenteeism;

- health care;

- additional personnel costs

- Knowledge and skills;

- professional abilities;

- overall qualification;

- communication;

- initiative;

- leadership qualities;

- the ability to make decisions - independently;
- organizational skills;

- ability to work in a team;
—focus on high results;

- creative approach

Source: compiled based on [5].

caused to the company in the event of possible dismissal
of an employee from it: full personnel costs; individual
premiums; additional costs of finding an equivalent re-
placement for the employee in the event of his transfer to
another company; deterioration of product quality due
to employee replacement, etc. [8]. This method is more
complex but provides a more efficient estimate of the real
value of a firm's human capital.

3) The method of the prospective value of human
capital. In addition to the method of prospective compet-
itiveness, this one considers the dynamics of the value of
human capital in the perspective of 3, 5, 10, and 25 years
[8]. This assessment is primarily necessary for companies
engaged in the development of long-term projects.

4) The method of calculation of the value of human
capital based on tests in the business environment [9].
This evaluation is based on the specific results obtained
by the employee, according to the profit he brought to

202

the enterprise or the increase of his assets, including
intellectual ones. This method is quite common in busi-
ness practice due to its simplicity. At the same time, it is
considered the most categorical and often proves to be
erroneous.

5) The method of calculating the value of human
capital based on business games, seminars, and profes-
sional courses with the help of high information technolo-
gies. This concept suggests the forecast of the results of
an employee’s work in a business environment that is as
close as possible to his real one.

et not all structural components of human capital
can be quantified. In those cases where it is not
possible to use direct methods, it is advisable to
use an indirect assessment method that includes expert
evaluations: determination of the professional qualifica-
tion level of the employee, assessment of the employee's

BIBHECIHOOPM N¢ 3_2023

www.business-inform.net




business qualities, assessment of the complexity of the
competencies performed by the employee, etc.

The analysis of the state of the human capital of the
subject of foreign economic activity includes the follow-
ing stages:

1) Determination of the type of enterprise strategy.
The company's strategy is determined by the
main indicators of its activity, preferably taken in
dynamics, to identify possible conditions for the
functioning of human capital.

2) Formulation of the purpose of analysis and iden-
tification of the object. The results of the analy-
sis should serve to form a general idea about the
state of the human capital of the enterprise and
to make appropriate decisions. The object of the
analysis can be the human capital of both the en-
terprise and divisions if the analyzed indicators
are recorded at the level of the latter.

3) Identification of sources and methods of informa-
tion collection. The source of information for the
analysis is the regular accounting data of the en-
terprise, formed by the accounting and personnel
accounting departments.

4) Selection of subjects of analysis and determina-
tion of the time of analysis. The management sub-
ject can be both an employee of the enterprise
and an external analyst. Due to the simplicity of
the analysis, no special training is required.

5) Data collection and processing. With the help of

the collected data, the necessary coefficients are
calculated (75L. 2).

6) Analysis of the received data. The analysis of the

obtained data in the final form is a comparison of
the calculated indicators with reference and nor-
mative ones (Thl. 3).

7) Drawing up an expert opinion on the results of the

analysis. Based on the results of the comparison
and detection of deviations, a conclusion is made
about the state type of individual parameters of
the enterprise’s human capital.

8) Adoption of management decisions. According to

the results of the analysis of the state of the hu-
man capital of the enterprise, the following man-
agement decisions are possible:

if at least one of the coefficients is in the crisis
zone, it is necessary to immediately conduct a
deeper analysis of the human capital of the enter-
prise;

an unsteady state implies consideration of the
situation in the area where the indicator gives a
deviation and development of measures that will
improve the values of the indicator;

a response to a steady state depends on the com-
pany’s management. If to consider such a state a
norm for the enterprise, no decisions are needed.
Herewith, a constant analysis of the dynamics of

Table 2

Indicators of the impact of human capital on the development of the enterprise

Indicator

Calculation formula

Coefficient of seniority (K,)

The number of employees with work experience of 3+ years / Average registered
number of employees

Coefficient of stability (K,)

(Average registered number of employees - Number of dismissed employees) /
Average registered number of employees

(Planned working time fund x Average registered number of employees - Number
Coefficient of health (K,) of days of absence from work due to illness) / (Planned working time fund x Aver-
age registered number of employees)

Coefficient of professional growth (K,)

Number of employees with improvement in qualifications / Average registered
number of employees

Coefficient of education (K,)

Number of employees with education under the requirements of the position /
Average number of employees

Source: compiled based on [10].

Table 3
Reference indicators of the analysis of the state of the human capital
State type K, K, K, K, K
Optimal 0,8-1 0,95-1 0,9-1 0,5-1 1
Steady 0,5-0,8 0,9-0,95 0,8-0,9 0,3-0,5 0,9-1
Unsteady 0,3-0,5 0,7-0,9 0,5-0,8 0,1-0,3 0,7-0,9
Unsatisfactory (crisis) <03 <07 <05 <0, <0,7
Source: compiled based on [11].
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indicators shall remain obligatory. The negative
nature of the dynamics should serve as a signal
that human capital is deteriorating, and it is nec-
essary to move to actions that are required for an
unsteady state;

+ optimal state. It is important to note that indi-
vidual indicators, depending on the period of
analysis of human capital, may coincide with the
optimal ones, but it is very difficult to achieve
such indicators for all characteristics. Yet if all
the actual indicators are in the optimal zone, no
management decisions should be required to
change them and a conclusion about the effective
current personnel (human capital) system of the
enterprise is made.

CONCLUSIONS

Personnel management is manifested as a system-
atically organized process of attracting, developing, and
using employees to achieve the operational and strategic
goals of the company. Under the conditions of deepening
economic integration, simplifying the entry of enterpris-
es to foreign markets, and intensifying competition both
in the goods market and the labor market, the question
of evaluating the personnel of the enterprise acquires
special importance. Determining the goals of the person-
nel analysis is one of the defining issues for companies
conducting business activity in foreign markets, as it sets
the vector of management decisions. Such goals include
determining the potential of personnel development in
the context of expanding foreign economic activity, as-
sessing the level of costs for this development, and evalu-
ating compliance of personnel with development costs.
The assessment of human capital is based on the analysis
of qualitative and quantitative factors. Differences in ap-
proaches to personnel evaluation in foreign and domes-
tic practice allow us to state that along with quantitative
evaluation methods in the conditions of the enterprise's
foreign economic activity, it is appropriate to use expert
methods. A thorough analysis of the state of personnel
(human capital) creates prerequisites for making effec-
tive decisions by the management of enterprises — sub-
jects of foreign economic activity. |
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HAMPAMM BIJHOBNEHHS MAPKETUHI0BOI [IIANbHOCTI TA TPAHCAOPMALIII MOJENENA
MOBEAIHKW CMIOXWBAYIB Y NOBOEHHOMY NEPIOAI: NPOBNEMW BPAXYBAHHSA
PETOHAJIbHOI O ACNEKTY
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lpuHeBny J1. B., Benikosa H. B. Hanpsamu BigHOBNEHHA MapKeTUHIoBOI AiANbHOCTI Ta TpaHcdopMaLlii moaenei noBefiHKN
CMOXM1BaYiB Y NOBOEHHOMY Nepiofi: npo6nemmn BpaxyBaHHA perioHanbHOro acnekTy

Memoto cmammi € y3azanbHeHHs Npobaem i BU3HAYEHHS MPIopUMeMHUX HANpPAMIe 8IOHOBAEHHS MapKemuH2080i disbHoCcmi ma mpaxcgopmauyii modeneli
108e0iHKU CroMUBaYig y N0BOEHHOMY Nnepiodi 3 ypaxy8aHHAM HEPIBHOMIPHOCMI COYiabHO-eKOHOMIYHUX 8mpam pezioHie YKpaiu. Y cmammi po3ensHymo
OCHOBHI, 00CMYyrHi Ha daHuli MOMeHmM OaHi W00 He2amugHUX HacnioKie smopzHeHHsA P® 0ns Xapkiscbkoi 06aacmi, y3a2anbHEHo 3a20/1bHOHAYIOHAAbHI Ma
pe2ioHanbHi 8iOMIHHOCMI U000 CKOPOYEHHS MAPKemMUH2080i difbHOCMi ma mpaHcgopmayii modeneli croxue4oi no0sediHKU 8 yMOBaX 8iliIHU MA MOBOEHHO20
8i0H08/1eHHS. []08e0eHO, Wio nepcrnekmusu 8i0HOBEHHA MAaPKeMUH2080i isnbHOCMI 8 Halibinbw nocmpaxdanux pe2ioHax YKpaiHu 3anexame gid ycmiw-
Hocmi cumyayii Ha hpoHMi ma mepmiHie supiwieHHs 8ilicbkoso20 KOHPAIKMY. Y3a2a1bHEHO OCHOBHI MPUHYUMU BIOHOBAEHHS MAPKeMUH2080i difabHOCMI nid-
npuemcma 8 cumyauyii 8iliHu ma N080EHH020 BIOHOBAEHHS, MAKI AK MOWYK WAXig 3a1y4eHHs 000amkosux obcszie (hiHaHCco80i donomoau 8i0 MixHAPOOHUX
00Hopis, ypA0is iHWUX KpaiH i Heypa0osux opeaHizauili; yyacme nidNpuemMcme y MPOEKMAX eKOHOMIYHO20 8iOHOB/IEHHS HA PiBHI OKPEMUX MepumopianbHUX
2POMa0; HaNA200MEHHS MeXaHi3my BiOWKOOYBaHHA sumpam (MpuHalimHi ix YacmuHu) Ha 8iOHoBAEHHA Bi3Hecy ma 3anycK Hosux bi3Hec-iHiyiamue 3 dep-
#ABHO20 Ma micyesux brodxemis; MOWYK HOBUX Memodig MPOCY8aHHA Mosapie ma nocaye, AKi binbw MOBHO 8i0MOBIOAOMb 3ANUMAM COXUBAYIB, WO
3MIHIIOMbCA Mi0 8MAUBOM BiliHU; IHMEHCUGIKAYiS BUKOPUCMAHHS HEeKAACUYHUX UG8 MapKemuHay, wo nepedbayaome MeHWi sumpamu npu 0ocmMamHso
3HayYHill 8i00ayi; adanmayis mapkemosnozie 00 CKOPOYEHHS ma nepeopieHMayii monumy, a maxkox mpaxcgopmayii mpaduyitiHux modeneli croxcugyoi no-
nocmynoge 8i0H08AEHHA 3anexamume 8i0 3pOCMAHHA pigHA 00X00i8 i PiBHA HUMMA HACENEHHA MA (hOPMYBAHHA MAAMOCIPOMOMHO0 MONUMY, A MAKOHC
8i0 3ycunb MapKemooais, CPAMOBAHUX HA MOWYK HOBUX, BinbW egheKmUBHUX i MeHW 8UMPAMHUX KOMYHIKayid.

Knroyosi cnoea: mapkemuHe, MapkemuHz08a 0ifbHiCMb, M08e0iHKA CIOXUBAYIS, Pe2ioHANbHA eKOHOMIKA, EKOHOMIYHe BIOHOBAEHHS.
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Grynevych L. V., Bielikova N. V. Directions for Resumption of Marketing Activities and for Transforming Consumer Behavior Patterns in the Post-War Pe-
riod: The Issues of Considering the Regional Aspect

The purpose of the article is to summarize the problems and identify the priority directions for resumption of marketing activities and for transforming consumer
behavior patterns in the post-war period, taking into account the uneven socioeconomic losses of Ukrainian regions. The article reviews the main currently avail-
able data on the negative consequences of the Russian invasion for the Kharkiv region, summarizes the national and regional differences in the reduction of
marketing activities and the transformation of consumer behavior patterns in the context of wartime and post-war recovery. It is proved that the prospects for
the resumption of marketing activities in the most affected regions of Ukraine depend on the success of the situation at the front line and the terms of resolv-
ing the military conflict. The basic principles of resumption of marketing activities of enterprises in a situation of war and post-war recovery are generalized,
such as finding ways to attract additional financial assistance from international donors, governments of other countries and non-governmental organizations;
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