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BO/IOJIA’KCBKA T.O., acnipaHr,
XapxiscoKutl HAYIOHALHUL ABMOMOOLIbHO-00POIICHIN YHIBepCUmem

PO3POBKA CTPATETIII YIIPABJIHHS IEPCOHAJIOM
3A BUJAMMU BIBHECY ATII

Anomauin. 3anponono6arno memoouuHull nioxio 00 po3pooKu cmpamezii YnpasiinHs ne-
PCOHANOM 8I0Nn08iOHO 00 6udie Oiznecy ATII, axuil 8i0pi3HAEMbCA 8I0 ICHYIOUUX KOMNIEKCHUM
VPaxy8awHsam muny cmpameeii 0iznec-o0unuyi ma ii cmaoii acummesozo yuxny. Chopmosaro
mampuyio cmpamezii YApasniiHi NePCOHANIOM 30 YUMU O3HAKAMU, COPMYTbOBAHO 3A2AbHULL
ma oemanvruil ix 3micm. Po3pobaeno kpumepii 0151 OYiHIOBAHHA PiGHA 8umMpam, AKOCMi Nociye
ma enpoeaoddicenHs iHHosayiu okpemozo euody 6iznecy ATII, wo tpynmyomscs Ha 6UKOPUCAHHI
Memooy 6anbHUX OYIHOK.

Kniouosi cnosa:. cmpamezisi ynpasnints nepconaiom, cmpamezis OKpemoz2o euoy bisnecy,
AHCUMMEBULL YUK 8UOY Oi3HeC) .
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BOJIOJIAJKCKAS T.A., acnupaHnrt,
XapvKo8CKUll HAYUOHAIbHBLUL ABMOMOOUNbHO-00PONCHBIU YHUBEPCUMEM

PA3BPABOTKA CTPATEI'MH YIIPABJIEHUSA
HEPCOHAJIOM 11O BUJIAM BU3HECA ATII

Annomauusn. Ilpeonosicen memoouueckuii n00xXoo0 K pazpabomxe cmpamezuu ynpasieHusl
nepconanom coomgemcmeenno euoam ousneca ATII, komopwiti omauuaemcs om cyujecmsyiouux
KOMNIEKCHbIM YYemomM munda cmpamecuu OusHec-eOUHUYbl U ee CMaoull JHCUSHEHHO2O0 YUKIA.
Coopmuposana mampuya cmpameutl ynpagieHus NepcoHalom no dMum NPUHaKam, cghopmy-
JUPOBAHO 00Wee u demanbHoe ux cooepacanue. Pazpabomanvl Kpumepuu 05t OYyeHUBAHUsL YPOB-
H5 paAcX0008, Ka4yecmea yciye u 6HeOpeHuss UHHOo8ayull omoenvHozo euda ousneca ATII, ocHosbl-
garowuecs Ha UCNOIL30BAHUU MeMOOd OANTbHBIX OYEHOK.

Knroueevle cnosa. cmpamezuss ynpasienus nepcoHaiom, cmpameusi OmoenbHo20 8Udd
busHeca, HCU3HeHHbI YUK 6U0a OUu3Heca.

T. VODOLAZHSKA, Postgraduate,
Kharkiv National Automobile and Highway University

DEVELOPING THE STRATEGY OF PERSONNEL
MANAGEMENT BY TYPESOF BUSINESSACTIVITIES
AT MOTOR TRANSPORT COMPANIES

Abstract. A methodological approach to the development of the personnel management
strategy according to types of business activities at motor transport companies has been
proposed. The approach differs from the existing ones by its overall consideration of the strategy
type of both a business-unit and the stage of its life cycle. A matrix of personnel management
strategies has been formed in line with these features, their general and detailed contents have
been formulated. Certain criteria to assess the level of expenses, service quality and innovation
implementation for a separate type of motor transport company business activities have been
developed. The criteria have been based on the method of scores.

Key words: strategy of personnel management, strategy of a separate type of business
activities, life cycle of a business type.

Statement of the problem. Nowadays, successful operation of any
business (including motor transport companies (MTdectly depends
on the effective management major resource - aff.sto apply this
strategy to HR (MP). In most cases, it is assodiaté¢h the business
units of the company and developed in accordantle thie objectives
and strategies such as a particular type of businggh this strategy MP
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usually has a fairly generic, descriptive, procetselection does not
contain adequate justification.

Present practice of strategic human resource mamagehas the
unanimous opinion of scholars regarding methods apatoaches that,
to address this issue. This leads to the need Herformulation of
methodical approach to strategy development by MBsiriess
Enterprise.

Analysis of recent research and publications. In modern
scientific literature [1-3] scientists are developidifferent types of
strategies MP according to the strategy of thermss unit. This is due
to the existence of a large number of classificetiof types of strategies
of individual businesses. Thus, Ukrainian sciestisl. Balabanoy and
O.S. Sardak [1, p. 146] (using separation strasegé individual
businesses at low cost leadership, differentiadod focus), there are
three types of strategies MP. Under the leaderstihgtegies at low costs
MP strategy focuses on attracting and securing &rsriknassive semi-
skilled occupations; during differentiation strateag provides guidance
to staff specialization and the most highly quatifi accordance with the
strategy of focusing strategy should focus on the dhaff specialization.
With this strategy ideas MP is not complete, sino® focuses on the
required level of expertise and training of stafflalo not consider other
factors (relationships between team members, ntadiva staff
development, etc.).

Elimination of these shortcomings are in [2, p..7S¢ientists are
options strategies MP according to the followingey of competitive
strategies as leadership in cost, product leadergtifferentiation
strategy), leadership in a niche (Strategy FocliBus, when the cost
leadership strategy the authors suggest you fotlmge strategies HR:
involvement of personnel generalists, supportingg tmoral and
psychological climate in the team. For producttetyg Leadership is an
appropriate strategy to attract specialized persloguoalifications, staff
training on specific products, improve staff deyei@nt. According to
the strategy of leadership in a niche strategy M&ukl be directed at
attracting high-quality staff specialization, impeo staff development,
improve motivation. In this case, the authors notéth a certain range
of strategies MP enterprise to its competitive tetyg, but does not
provide methods of selecting the most appropriéteem in each case.
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Another classification of MP strategies proposeB.[koloviev [3].
The author also identifies three types of strategWdP (sourcing,
developing and rewarding staff) for the three tymdscompetitive
strategies (cost leadership, quality and innovatiéor example, if the
innovation strategy competitive strategy MP towam@sourcing is
attracting and retaining highly skilled employeeghwa penchant for
innovative actions and a list of achievements m field of innovation.
The content of each strategy HR are in a ratheergémvay that makes it
Impossible to specify management actions for ifgl@mentation.

Remaining components of the overall problem. The analysis of
the literature on the development strategy of thié by the business
enterprise [1-10] indicates the following:

- First, there is the choice of invalidity of centdypes of strategies
MP by type of business strategy because it doespetify attributes
and criteria for their selection;

- Secondly, the strategy developed MP are too gérserd need
clarification of content;

- Thirdly, the formulation of strategies MP doed mxlude stages
of a particular type of business.

The wording of Article goals. Suggest a methodical approach to
developing HR strategies by businesses MTC.

The main material of the study. MP strategy developed for
different types of businesses MTC, each of whicimplemented now
limited time, characterizing its life cycle. Tradmally, the term «life
cycle» is used with respect to a particular produatompany. Recently
sometimes the term «life cycle» was used for thedystand the
characteristics of businesses [4, p. 32; 5, p. 24B; 241; 9, p. 164].
Thus researchers suggest different definitionsténen «life cycle of a
particular type of business», but most of themfalteof labor, the period
of time during which the company provides varioesvies to certain
customers, characterized by changes in the volunsermice provision
and profit from their sales and marketing strategi@ccordingly
determines the behavior of the client and compstgance the signing of
the cooperation agreement with the consumer pdatst termination»
[4, p. 34].

During the life cycle certain types of businesgntise are certain
stages, each of which is characterized by "certaimectives,
management tasks, mechanisms of influence on\sbfts, the degree
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of resource efficiency" [6]. The transition from estage to the next
cycle is accompanied by certain changes that req@negotiation of
operation, organizational structure (resulting icheange in the overall
business strategy), organizational culture, requar@s for knowledge
and skills of staff and others. Therefore, thetegga MP at different
stages of the life cycle (SLC) business unit ofecbmpany takes on new
significance and plays an important role in infloeg the growth or
drop in the efficiency of its operations. Therefotke development
strategy of the MP by the business it is advisableconsider how
existing type of business strategy and the staggs bfe cycle.

To develop the strategy for MP separate businests WTC
proposed algorithm (Fig. 1).

The first stage involves determining the total nemp) businesses
MTE (i). Then all the actions carried out separatelydach business
unit, starting with the firsti(= 1) (step 2).

In the third phase determines whether ititle type of business is
active? In the event that theh type of business is new (inactive), the
transition to strategic planning (choice of missigoals, objectives,
strategies and future -type business, etc. (stefi ¥) proposed to apply
classification strategies for a particular typebasiness set forth in the
work of D.P. Solovyov (leadership in cost, quakgd innovation) [3],
since the requirements for a major source of thapamy - staff and
content management strategy is more accurate cechptr other
classifications. Thereafter proceed to step 8.

Classification of types of strategies adopted lpa#dicular type of
business means their selection on the basis oftam competitive
advantages of the business units of the companyeMer, the presence
of one of them does not exclude the presence oérethBecause
otherwise, when théth type of business is active (current), provides
design criteria for evaluation of cost, qualityrvdee and innovation and
business-type by applying the method of score ewi@ns (step 5). This
uses a scale of 1-9 points within an interval gbdint. For the period
from 1 to 3 points level performance innovation gudlity of services is
low for the period of 4-6 points - average and @eints - the highest;
indicator for the level of spending - on the contraspan 1-3 points - a
high level, the interval of 4-6 points - average9 points - low rate
(Table 1).
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Table1

Criteriafor evaluation of costs, quality of service innovation and

a particular type of businessMTE

Indicators

Areas

Criteria for evaluation

Points

Summary of criteria

[EEN

N

w

4

The level of expenditure particular type of busges

Area of low level (ALL)

The optimal number of staff generalists with minir@d. (up to 1.2 thousan
UAN); the most effective marketing activity; progion of the active part of th
RP is over 80%; advanced technologies in produdiwh service; justified th
need for the valuation of goods, materials andrsaesources (95%)

The optimal number of staff generalists with minin@L (1.2-1.3 thousan
UAN); effective marketing activities; proportion tiie active RP is 75-809
advanced technologies in production and servicstifigd the need for th
valuation of goods, materials and so on. resoy@@95%)

The optimal number of staff generalists with minirgd (1.3-1.4 2 thousan
UAN); sufficiently effective marketing activitiegroportion of the active RP
70-75%; advanced technologies in production andaerjustified the need fg
the valuation of goods, materials and so on. ressu{85-80%)

Area average (AAL)

Slightly increased the number of staff generalimsiddle-CL (1.4-1.6 thousan
UAN); inefficient marketing activities; proportioof the active RP is 65-709
advanced technologies in production and servicejyppustified the need fo
the valuation of goods, materials and so on. ressuf70-80%)

Increased staffing narrow profile of middle-CL (L& thousand UAN)
ineffective marketing activities; proportion of tlaetive RP is 60-65%; obsole
technologies in production and service; partlyifiest the need for the valuation
goods, materials and so on. resources (60-70%)

Increased staffing narrow profile of middle-CL (® thousand UAN)
ineffective marketing activities; proportion of tlaetive RP is 55-60%; obsole
technologies in production and service; partialistified the need for the valuatic
of goods, materials and so on. resources (50-60%)

Area of high level (AHL)

Excess staffing narrow profile with a high level @2.0-3.0 thousand UAN
ineffective marketing activities; proportion of tleetive RP is 50-55%; ol
unprofitable technologies in production and servioareasonable rationin
demand for goods, materials and so on. resour®eS(%)

© D L

[P IRSARE=S

X

S
r

d
D,
)

te
Of

te
n

(o

g

Excess staffing narrow profile high-CL (3.0-5.0 @sand UAN); ineffective
marketing activities; proportion of the active R$ 45-50%; old unprofitabl
technologies in production and service; unreasenationing demand for good
materials and so on. resources (30-40%)

w

Excess staffing narrow profile high-CL (over 5.@tisand UAN); ineffective

marketing activities; proportion of the active paftthe OB less than 45%; o
unprofitable technologies in production and servioareasonable rationin
demand for goods, materials and so on. resouress tthan 30%)

)

d
g
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Ending thetable 1

1 | 2] 3 4
Services are provided with significant delays (fassenger traffic - more than 2
1 hours for cargo - more than 24 hours); transposteisyy outdated (lifetime is
over 20 years) and significantbyercrowded (over 50%); tariff for the service
is unacceptable for more than 40% of consumers;istiw-
Services are provided with significant delays (fassenger - 1.5-2 h for freight
=15 " 12-24 hours); transport is very outdated (thetiliie is 15-20 years) and
9 | < significantly overcrowded (35-50%); rate is unacceptable for G%4of
Q consumers; staff is low
@ Services are provided with significant delays (fassenger - 1-1.5 h for freight
- 3" 7.12 h); transport is very outdated (the lifetine 12-15 years) and
8 significantly overcrowded (25-35%); rate is unacceptable for 2@ 30f
o consumers; staff is low
P Services are provided with delays (for passeng@60 min loading - 4-7 h);
S 4 | transport is outdated (the lifetime is 10-12 yeddy andovercrowded 20-25%
o rate is unacceptable for 12-20% of consumers; atafimiddle
& | Services are provided with delays (for passend#-40 min loading - 2.4 h);
o } 5 | transport is a bit outdated (the lifetime is abouiO years old) andvercrowded
o 15-20%; rate is unacceptable for 7-12% of consuns¢a#f are middle
2 Services are provided with delays (for passeng&<20 min loading - 1-2 h);
S 6 | transport is a relatively new (lifetime 5-7 yeaagidovercrowded 10-15%; rate
g is unacceptable for 5-7% of consumers; staff addiai
= Services are provided by a slight delay (for pagsen 3-8 min loading - 30-60
7 | min); transport is a new (lifetime is 3-5 yearsflanercrowded 5-10%; rate |s
unacceptable for 2-5% of consumers; staff are kighl
r Services are provided by a slight delay (for pagsen 1-3 min loading - 30
I | 8 | min); transport is a new (lifetime is 1-3 yearsfawercrowded 1-5 %; rate is
< unacceptable for 1-2% of consumers; staff are kighl
Services are provided on time; transport is a nkfstitne up to 1 year)
9 | occupancy of the vehicle is 100% or less of the inahvalue; rate is acceptable
Q to all segments of the population; staff are highly
% 1 Nnovative actions and decisions are made and ingalead in less than 1 in
& - every 7 years, no progress in the field of innarati
g < | 2 | 1 every 6-7 years, no progress in the field nbiration
5 48 3 | 1 every 4-5 years, no progress in the field nbiration
S .g _| 4 | 1 every 3 years, no progress in the field of vation
=9 } 5 | 1 per 2 years are some of the achievements iinefldeof innovation
22 6 | 1 per 1 years are some of the achievements ifiefdeof innovation
= g 7 | 1 per half year are advances in innovation
'% % 8 | 1 per quarter are constant advances in innovation
o) —
S I
% <| 9| 1time per month or more, there is constant @gym the field of innovation
e
|_
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Since the criteria for evaluation of costs, servipgality and
innovation and business-type developed for MTE,isitreasonable
specification categories of workers and jobs relate personnel
generalists, specialization, qualifications exadilycking companies.
Thus, the general staff of specialization (profiee) the MTE include:
drivers (if, in addition to their duties, carry otlhe work of the
conductor, freight forwarders, stevedores, meclsanateaners, etc.);
maintenance workers, as they can perform the thgkcksmith, master
repair different types of units and devices of motehicles and
equipment, specialist diagnostics of technicalestat rolling stock,
cleaners; professionals and employees, combinimgorserve as: 1) the
economist, accountant, cashier, timekeeper; 2) amketing, logistics
and so on.

Workers specialization MTE are managers, lawyerarkaters,
drivers (if only perform their duties), cashierslasthers.

By highly qualified personnel MTE include workersosh of the
above categories and positions (drivers, maintemarrkers (craftsmen
repair of rolling stock and equipment), economistanagers, etc.).

In step 6 for each of the indicators using criteléaeloped directly
determine their level in numerical terms (poinBBgtermining the type
of the current strategy and business - type MTEp(st) is carried out
based on the choice of the maximum magnitude valtidsese parame-
ters. For example, if the maximum value of the ¢athr is the level of
spending and the first type of business, the cuisgategy of this busi-
ness strategy is cost leadership; when mostlydmatirvalue is the level
of service quality, active strategy of ith typelmfsiness strategy is the
quality of works (services); If the highest valgefor ballroom level in-
novation, the current strategy of this businesanisnnovative strategy.
In the case of coincidence of values of the typbudiness strategy as
the most appropriate (according to management)veryecase of its
kind.

Step 8 implies that the life cycle and businesgtiTE. To do
this, use different methods - POLLI-COOK, least&a®s method based
on analysis of variance, the construction costtion¢ analyzing the dy-
namics of earnings, the calculation of financiadieators and several
others, each of which has certain advantages aadivintages. A com-
mon drawback of these methods is that they allowtpodefine SLC in-
dividual businesses, but does not indicate theiggdmoundaries of each.
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Most free of most defects and adapted to work M3'B methodi-
cal approach to determining SLC particular typ®dasiness proposed by
V.G. Shinkarenko and V.O. Fedorova [4, p. 47-5tH difference is con-
sistent allocation homogeneous groups that volumiegght (passen-
gers) determined according to the normal distrdouti

In step 9 of the algorithm determining reasonabiategy for MP.
For this purpose the use of MP matrix strategiestyipe of business
strategy and its SLC containing 12 variants (F)g. 2

5 1 2 3

g— §. _Engaging staff with an | Attracting highly qualified The involvement of the
g & innovative approach to personnel general staff of

o 8 work specialization

<=

5 4 _ 5 6

= g Staff development thati§ The development of highlyStaff development of brodd
> 5 innovative in the work qualified personnel specialization

s

g 7 3 o

% ‘g Hold staff with an Holding high-quality staff Hold the general staff of
5 B innovative approach to specialization

k) = work

(&)

> 10 11 12

2 o |Downsizing with low use ¢f Reduction of low-skilled Reduction of staff

o = innovative actions and staff specialization

= 8 decisions in the work

£ 0

g

e

N

Innovation strategy The strategy of quality The sigytof cost
leadership

Product Strategy BusinessUnit Enterprise

Fig. 2.Matrix HR strategies thetype of business strategy and itsSLC

So, when some kind of business is MTE infancy, appate
strategy in MP innovation strategy of this businiss® attract staff with
an innovative approach to work (1) strategies ialityi- highly qualified
personnel (2); in leadership strategies in spendirige general staff
expertise (3).

If MTE kind of business is under growth strategyMP innovation
strategy must be to develop personnel showing iatyowist Operation
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(4), the quality strategy - a highly qualified $té3); in leadership strate-
gies in spending - the general staff expertise (6).

When passing a separate type of business mattaige MTE ap-
propriate strategy for MP in the innovation strgtef this business is the
retention of staff with an innovative approach torkv(7) strategies in
quality - highly qualified staff (8) in leadershgtrategies in spending -
the general staff specialization (9).

When the MTE single type of business is under goas MP
strategy in innovation strategy should be downsgizirth low use of in-
novative actions and decisions in the work (109, strategy of quality -
low-skilled staff (11); in leadership strategiesciosts - staff specializa-
tion (12).

Types of strategies developed MP particular typdudiness are
MTE in general. A more detailed table of conterstains. 2.

Table 2
General and detailed content management strategies
personnel according to the typesof business strategiesand SLC

Content strategy HR
Genere Detailec
1 2 3
The involvement of artists with an innovative ammio to
performance of official duties; ongoing training etaff;
cooperation among team members; opportunities ¢coease
wages and career advancement
Attracting highly skilled workers specializatiorraining anc

Engaging staff
1 | with an innovative
approach to work

Attracting highly

2 qualified personnel development; cooperation among team  members;
opportunities to increase wages and career advam
Involvemen Involving employees broad specialization capable
3 Staff broad performing work related; limited professional tiam need;
specialization | motivation of employees aimed at permanent employme
Staff developmer | The selection of new and retention of existing eeés whc
4 that shows demonstrate innovation in the work; ongoing tragnof staff;

innovative actions cooperation among team members; seek opportunitie
in the worl career growth and salary incree
The selection of new and retention of existingle#ilworkers
specialization; training and development; cooperatamong
team members; search for new opportunities to aserevage
and career advancem
The selection of new and retention of existing evyees
6 Staffoc;leb\;gg)g)mem broad specializat!on, ready to _pen_‘orm related W(_binmited
professional training need; motivation of employaesed at
permanent employme

v 2)

The development
5 | of highly qualified
personnel

U

specialization
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Ending thetable 2

1 2 3

Retainment of creative workers with innovative amh to
Retention staff | implementation of position requirements; periodiadges of
7 | with an innovative| personnel; adjusting of collaboration between tlemivers of
approach to work| collective; search of possibilities to growth ofgeas and quar
ry growth

Hold the available skilled workers specializatitn&ining and
development; supporting cooperation among team raeesnb
search for new opportunities to increase salandscareer
Hold existing employees broad specialization capabf
performing work related; training is strictly lired to
professional necessity; motivation of employees eainat
permanent employment

Downsizing with | Reducing workers with low use of innovative actioasd
low innovative | decisions in the work; reorientation and retrainimg

Holding
high-quality staff

Hold the general
9 staff of
specialization

10 actions and personnel; looking for opportunities to preventuetbn set
decisions in the | wage workers
work

Reduction of | The release of workers in the lowest skill levelraining of
low-skilled staff | personnel; prevent lower wage workers
: Reduction of staff specialization and qualificagpriack of
Reduction of staff

12 o training; motivation of employees aimed at tempprar
specialization
employment

11

Step 10 involves the inspection of the chosenesisaind MP-type
business opportunity in MTE implementation by idigmig key
opportunities and obstacles [7, p. 278].

The requirements for human resource managememega con-
sidered: the ability to meet present and anticiplagefuture needs of the
organization , the ability to change the nature dmelction of the busi-
ness of promoting effective action in resisting tisgative impact of the
environment; ability to focus on core issues, thditg to identify key
success factors and threats, using the resultsdgftailed analysis and
fundamental research, taking into account the expee and the collec-
tive opinion of senior management, take into actdbe needs of line
managers and employees, to provide issues of gahatnplementation
strategies to ensure availability of resourcesiiplement strategies, in-
volvement in the development and implementatiomahagement strat-
egies of skilled personnel, strengthening the btaluf the organization
in achieving stated objectives, coherence and rhstygport of individ-
ual elements of the process, transformed into @eacaxction programs,
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the formation of the exchange of information betweeployees; com-
pliance strategies higher level; high efficiencyfutiure strategies of oth-
ers.

Interference implementing HR strategies includek laf under-
standing of the strategic needs of the busineasdjrig to the perception
of HR strategy as unproductive ; inadequate assadsof the factors
that have an impact on content strategy, developofestrategy alterna-
tives that do not meet the requirements of therorgdion; lack of valid-
ity of the choice alternatives strategies in thenaggement of personnel;
failure of current HR processes to accept the implatation of the strat-
egy; difficulties of practical implementation andpdication of the cur-
rent organizational practices; passive support feemior management;
failure of a holistic approach to the considerataoa implementation of
the strategy; rejection of the workers; ignoring theed for auxiliary
processes that support the implementation of thedesfy; lack of re-
sources; shortcomings in monitoring and evaluatiregimplementation
and ensure corrective measures; Staff resistaneetalufear of non-
compliance competence threat of guaranteed emplayamel so on.

Where the established impossibility of the chostmategy MP
(step 11), return to step 3; if defined opportunigo to the next step 12,
which is designed for cyclic action sequencesitbives taking over all
the businesses MTHE € n), if i < n, then implement the development
strategy of the MP and the next second type ofnessi =i + 1)
(step 13). Otherwisej € n) go to step 14, the essence of which is to ap-
prove the strategy and HR's businesses MTE and letemdgorithm.

The results of the practical application of thegmeed methodolog-
ical approach for developing a strategy for MP s/p€businesses listed
in the table 3.

Conclusions. The proposed methodological approach to develop-
ing HR strategies MTE for certain types of busiesdhat, unlike the ex-
isting strategy takes into consideration the typa stage of the life cycle
of a separate business unit MTE. Criteria of ewaunaof cost, quality,
service and innovation MTE particular type of besis to determine the
existing strategies such as a particular type einass.



ExoHoMika TpaHCIOPTHOI0 KOMILIeKkcy, Bum. 21, 2013

145

Develop HR strategies by businessesM TE

Table 3

Businesses MTEn]

Indicators International freight International passenger Stei
The number of drivers ()l performing (except N? (perform only their own The number of repair workers, each
your own) and porter duties forwarder exceeds duties) excessive; MWL=1.9 | which performs only its own duties,
planned for 5 people.; middle wages leve thousand UAN; marketing increased by 4 people.; MWL = 1.8
The level of | (MWL) 1.6 thousand UAN; inefficient market- activities are not effective; thousand UAN; ineffective marketing

costs (raw data

ing activities (MA); proportion of the active
part of the general funds (GF) is 69%; ad-
vanced technologies in service; partially jus
fied valuation of resource requirements (69¢

GF = 53%; old unprofitable
technology in the service; voice-
li-primed rationing demand for matg
0) rials and resources (41%)

nology in service; partially justified
>-rationing demand for goods, materig
and so on. resources (60%)

Assigned scores 6 3 4
Transportation of goods made by Passenger are committed to signif- Services are provided with delays
The quality _ de_lays of 5-6 hours; TV is outdated icant delays_ (1-1.5h); TVis very 20-50 min; equipment is someV\_/ha1
(raw data) (life is 12 years of age) anwercrowded outdated (life= 15 years); rate i$ obsolete (life = 9-10 years); rate is u
20%; rate is acceptable to 12% of consumeragcceptable 26% of consumers; pf acceptable for 8% of consumers;
staff are middle personnel is low staff are middle
Assigned scores 4 3 5

Innovative level

Innovative actions and decisions are made
carried out 1 every 3 years (purchasing

Incpovative actions and decision
an .
are made and carried out 1 eve

rS Innovative actions and decisions ar
l%ade and carried out 1 every 4-5 ye

(raw data) S . L ._six months, is to achieve in the . . . .
navigation devices), no advances in innovation : ; . no progress in the field of innovatior
field of innovation
Assigned scores 4 7 3
max value 6 7 5

The current

The strategy of cost leadership

Innovation strategy

The strategy of quality

activities; GF = 54%; obsolete techt

of

Is

n-

al's,

=]

business strategy
SIBC type of Maturity Growth Decline
usiness
Appropriate Hold the general staff expertise (drivers do Staff development (all categorlesRe duction of low-skilled staff (especial

strategy MP

(besides your own) duties of the freight

and posts) with an innovative

those who perform their duties only)

forwarder and movers)

approach to work
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