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Ìîäåëþâàííÿ ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ 
ñïîðòèâíèõ îðãàí³çàö³é â óìîâàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ 

çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â
Ïðåäìåòîì äîñë³äæåííÿ º ïðîöåñè, ìåòîäè òà ìîäåë³ ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ ñïîðòèâ-

íèõ îðãàí³çàö³é â óìîâàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â óïðàâë³ííÿ.

Ìåòîþ äîñë³äæåííÿ º íàóêîâå îá´ðóíòóâàííÿ òà ðîçðîáëåííÿ ìîäåëåé ðîçâèòêó êàäðîâîãî 
çàáåçïå÷åííÿ ñïîðòèâíèõ îðãàí³çàö³é, ñïðÿìîâàíèõ íà ï³äâèùåííÿ åôåêòèâíîñò³ óïðàâë³ííÿ ïåð-
ñîíàëîì â óìîâàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â.

Ìåòîäè äîñë³äæåííÿ. Ó ñòàòò³ âèêîðèñòàíî çàãàëüíîíàóêîâ³ òà ñïåö³àëüí³ ìåòîäè äîñë³äæåí-
íÿ, ïðè îáðîáö³ é àíàë³ç³ ³íôîðìàö³¿ âèêîðèñòîâóâàëèñÿ òðàäèö³éí³ ìåòîäè ³ ïðèéîìè åêîíîì³÷íî-
ãî àíàë³çó, ìîäåëþâàííÿ òà ïðîãíîçóâàííÿ (ãðàô³÷íèé, òàáëè÷íèé, ïîð³âíÿííÿ, ³íäåêñíèé, âåðòè-
êàëüíèé, ãîðèçîíòàëüíèé, ìåòîäè êîåô³ö³ºíò³â, òîùî).

Ðåçóëüòàòè ðîáîòè. Ó ðåçóëüòàò³ ïðîâåäåíîãî äîñë³äæåííÿ îá´ðóíòîâàíî òåîðåòèêî–ìåòî-
äîëîã³÷í³ çàñàäè ìîäåëþâàííÿ ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ ñïîðòèâíèõ îðãàí³çàö³é â óìî-
âàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â óïðàâë³ííÿ. Ïðîàíàë³çîâàíî 
ñó÷àñí³ òåíäåíö³¿ ðîçâèòêó êàäðîâîãî ïîòåíö³àëó ó ñôåð³ ñïîðòó, âèçíà÷åíî êëþ÷îâ³ ÷èííèêè, ùî 
âïëèâàþòü íà åôåêòèâí³ñòü ôîðìóâàííÿ, âèêîðèñòàííÿ òà ðîçâèòêó ïåðñîíàëó â óìîâàõ öèôðî-
â³çàö³¿, ³ííîâàö³éíèõ çì³í òà çðîñòàííÿ êîíêóðåíòíîãî ñåðåäîâèùà. Óòî÷íåíî çì³ñò ³ ñòðóêòóðó êà-
äðîâîãî çàáåçïå÷åííÿ ñïîðòèâíèõ îðãàí³çàö³é ç óðàõóâàííÿì ñòðàòåã³÷íèõ ö³ëåé ¿õ ðîçâèòêó òà íå-
îáõ³äíîñò³ àäàïòàö³¿ äî ³ííîâàö³éíèõ óïðàâë³íñüêèõ ï³äõîä³â.

Ðîçðîáëåíî êîíöåïòóàëüíó ìîäåëü ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ ñïîðòèâíèõ îðãàí³çàö³é, ÿêà 
³íòåãðóº ñòðàòåã³÷í³, îðãàí³çàö³éí³, ìîòèâàö³éí³ òà ³ííîâàö³éí³ êîìïîíåíòè é ïåðåäáà÷àº âèêîðèñòàííÿ 
ñó÷àñíèõ ³íñòðóìåíò³â óïðàâë³ííÿ ïåðñîíàëîì, çîêðåìà öèôðîâèõ HR–òåõíîëîã³é, ñèñòåì êîìïåòåíò-
í³ñíîãî ï³äõîäó, áåçïåðåðâíîãî ïðîôåñ³éíîãî íàâ÷àííÿ òà îö³íþâàííÿ ðåçóëüòàòèâíîñò³ ïðàö³. Çàïðî-
ïîíîâàíà ìîäåëü äîçâîëÿº çàáåçïå÷èòè óçãîäæåí³ñòü êàäðîâî¿ ïîë³òèêè ç³ ñòðàòåã³ºþ ðîçâèòêó ñïîð-
òèâíî¿ îðãàí³çàö³¿ òà ï³äâèùèòè ð³âåíü ¿¿ àäàïòèâíîñò³ äî çì³í çîâí³øíüîãî ³ âíóòð³øíüîãî ñåðåäîâèùà.

Îá´ðóíòîâàíî ìåõàí³çì òðàíñôîðìàö³¿ ñòðàòåã³¿ çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â ó ñèñòå-
ì³ êàäðîâîãî çàáåçïå÷åííÿ, ÿêèé áàçóºòüñÿ íà ïîåòàïíîìó âïðîâàäæåíí³ óïðàâë³íñüêèõ ³ííîâàö³é, 
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ðîçâèòêó öèôðîâèõ êîìïåòåíòíîñòåé ïåðñîíàëó òà ôîðìóâàíí³ ³ííîâàö³éíî¿ îðãàí³çàö³éíî¿ êóëü-
òóðè. Âèçíà÷åíî ïîêàçíèêè òà êðèòåð³¿ îö³íþâàííÿ åôåêòèâíîñò³ ðîçâèòêó êàäðîâîãî çàáåçïå÷åí-
íÿ, ùî äàº çìîãó çä³éñíþâàòè ìîí³òîðèíã ðåçóëüòàò³â ðåàë³çàö³¿ ñòðàòåã³÷íèõ ð³øåíü òà ñâîº÷àñíî 
êîðèãóâàòè óïðàâë³íñüê³ âïëèâè.

Ïðàêòè÷íà çíà÷óù³ñòü îòðèìàíèõ ðåçóëüòàò³â ïîëÿãàº ó ìîæëèâîñò³ âèêîðèñòàííÿ çàïðîïîíîâà-
íèõ ìîäåëåé ³ ðåêîìåíäàö³é ó ä³ÿëüíîñò³ ñïîðòèâíèõ îðãàí³çàö³é ð³çíèõ ð³âí³â äëÿ ï³äâèùåííÿ åôåê-
òèâíîñò³ óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè, çàáåçïå÷åííÿ ñò³éêîãî ðîçâèòêó òà ï³äâèùåííÿ êîíêó-
ðåíòîñïðîìîæíîñò³ â óìîâàõ âïðîâàäæåííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â ³ ñòðàòåã³÷íèõ òðàíñôîðìàö³é.

Ãàëóçü çàñòîñóâàííÿ ðåçóëüòàò³â. Ñèñòåìà óïðàâë³ííÿ ïåðñîíàëîì ñïîðòèâíèõ îðãàí³çàö³é, 
ôåäåðàö³é òà óñòàíîâ ïóáë³÷íîãî é ïðèâàòíîãî ñåêòîð³â, ó ÿêèõ çä³éñíþºòüñÿ ñòðàòåã³÷íå ïëàíó-
âàííÿ ³ âïðîâàäæåííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ.

Âèñíîâêè. Ó õîä³ äîñë³äæåííÿ âñòàíîâëåíî, ùî ðîçâèòîê êàäðîâîãî çàáåçïå÷åííÿ ñïîðòèâíèõ 
îðãàí³çàö³é â óìîâàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â º êëþ÷îâîþ 
ïåðåäóìîâîþ ï³äâèùåííÿ åôåêòèâíîñò³ ¿õ ôóíêö³îíóâàííÿ òà çàáåçïå÷åííÿ ñòàëîãî ðîçâèòêó. Äî-
âåäåíî, ùî òðàäèö³éí³ ï³äõîäè äî óïðàâë³ííÿ ïåðñîíàëîì ó ñôåð³ ô³çè÷íî¿ êóëüòóðè ³ ñïîðòó íå ïîâ-
íîþ ì³ðîþ â³äïîâ³äàþòü ñó÷àñíèì âèìîãàì äèíàì³÷íîãî òà ³ííîâàö³éíîãî ñåðåäîâèùà, ùî îáó-
ìîâëþº íåîáõ³äí³ñòü ¿õ ìîäåðí³çàö³¿ íà îñíîâ³ ñòðàòåã³÷íîãî òà ñèñòåìíîãî ï³äõîä³â. Îá´ðóíòîâàíî 
äîö³ëüí³ñòü âèêîðèñòàííÿ ìîäåëþâàííÿ ÿê ³íñòðóìåíòó ïðîãíîçóâàííÿ òà óïðàâë³ííÿ ðîçâèòêîì 
êàäðîâîãî ïîòåíö³àëó, ùî äîçâîëÿº âðàõîâóâàòè âïëèâ âíóòð³øí³õ ³ çîâí³øí³õ ÷èííèê³â, à òàêîæ 
âèçíà÷àòè îïòèìàëüí³ íàïðÿìè êàäðîâèõ çì³í.

Óçàãàëüíåííÿ ðåçóëüòàò³â àíàë³çó äàëî çìîãó óòî÷íèòè çì³ñò êàäðîâîãî çàáåçïå÷åííÿ ñïîðòèâ-
íèõ îðãàí³çàö³é ÿê êîìïëåêñíî¿ ñèñòåìè, ùî îõîïëþº ôîðìóâàííÿ, ðîçâèòîê, ìîòèâàö³þ òà óòðè-
ìàííÿ ïåðñîíàëó ç óðàõóâàííÿì ñòðàòåã³÷íèõ ö³ëåé ³ âïðîâàäæåííÿ ³ííîâàö³éíèõ óïðàâë³íñüêèõ 
òåõíîëîã³é. Âñòàíîâëåíî, ùî åôåêòèâíà òðàíñôîðìàö³ÿ ñòðàòåã³¿ çàñòîñóâàííÿ ³ííîâàö³éíèõ ³í-
ñòðóìåíò³â ìîæëèâà ëèøå çà óìîâè ðîçâèòêó ïðîôåñ³éíèõ, óïðàâë³íñüêèõ ³ öèôðîâèõ êîìïåòåíò-
íîñòåé ïåðñîíàëó òà ôîðìóâàííÿ ³ííîâàö³éíî îð³ºíòîâàíî¿ îðãàí³çàö³éíî¿ êóëüòóðè.

Çðîáëåíî âèñíîâîê, ùî çàïðîïîíîâàíà ìîäåëü ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ ñïðèÿº ï³äâè-
ùåííþ óçãîäæåíîñò³ êàäðîâî¿ ïîë³òèêè ç³ ñòðàòåã³ºþ ðîçâèòêó ñïîðòèâíî¿ îðãàí³çàö³¿, çàáåçïå÷óº 
ãíó÷ê³ñòü óïðàâë³íñüêèõ ð³øåíü òà ï³äâèùóº àäàïòèâí³ñòü äî çì³í çîâí³øíüîãî ñåðåäîâèùà. Ïðàê-
òè÷íå âïðîâàäæåííÿ ðåçóëüòàò³â äîñë³äæåííÿ ñòâîðþº ïåðåäóìîâè äëÿ ï³äâèùåííÿ ðåçóëüòàòèâ-
íîñò³ ä³ÿëüíîñò³ ñïîðòèâíèõ îðãàí³çàö³é, çì³öíåííÿ ¿õ êàäðîâîãî ïîòåíö³àëó òà ïîñèëåííÿ êîíêó-
ðåíòîñïðîìîæíîñò³ â óìîâàõ àêòèâíîãî âèêîðèñòàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â óïðàâë³ííÿ.

Êëþ÷îâ³ ñëîâà: ìîäåëþâàííÿ, êàäðîâå çàáåçïå÷åííÿ, ñïîðòèâíà îðãàí³çàö³ÿ, ñòðàòåã³ÿ, òðàí-
ñôîðìàö³ÿ, ³ííîâàö³¿, ³ííîâàö³éí³ ³íñòðóìåíòè, ïåðñîíàë, êàäðîâà ïîë³òèêà.
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Modeling the development of human resources for sports 
organizations in the context of transformation of the 

strategy of using innovative tools
The subject of the study is the processes, methods and models of development of personnel 

support of sports organizations in the context of transformation of the strategy of applying innovative 
management tools.

The purpose of the study is to scientifically substantiate and develop models for the development 
of personnel support for sports organizations aimed at increasing the efficiency of personnel 
management in the context of the transformation of the strategy of using innovative tools.

Research methods. The article uses general scientific and special research methods; traditional 
methods and techniques of economic analysis, modeling and forecasting (graphic, tabular, comparison, 
index, vertical, horizontal, coefficient methods, etc.) were used in the processing and analysis of information.
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Results of the work. As a result of the research, the theoretical and methodological principles of 
modeling the development of personnel support for sports organizations in the context of the transformation 
of the strategy for the use of innovative management tools were substantiated. Modern trends in the 
development of human resources in the field of sports were analyzed, key factors that influence the 
effectiveness of the formation, use and development of personnel in the context of digitalization, innovative 
changes and the growth of the competitive environment were identified. The content and structure of the 
personnel support for sports organizations were specified, taking into account the strategic goals of their 
development and the need to adapt to innovative management approaches.

A conceptual model of the development of personnel support for sports organizations was developed, 
which integrates strategic, organizational, motivational and innovative components and involves the 
use of modern personnel management tools, in particular digital HR technologies, competency–based 
systems, continuous professional training and performance evaluation. The proposed model allows 
ensuring the consistency of personnel policy with the development strategy of a sports organization 
and increasing its level of adaptability to changes in the external and internal environment.

The mechanism of transformation of the strategy of application of innovative tools in the personnel system 
is substantiated, which is based on the phased implementation of managerial innovations, development of 
digital competencies of personnel and formation of innovative organizational culture. Indicators and criteria 
for assessing the effectiveness of personnel development are determined, which makes it possible to 
monitor the results of the implementation of strategic decisions and timely adjust management influences.

The practical significance of the results obtained lies in the possibility of using the proposed models and 
recommendations in the activities of sports organizations of different levels to increase the efficiency 
of human resources management, ensure sustainable development and increase competitiveness in 
the conditions of implementation of innovative tools and strategic transformations.

Field of application of the results. Personnel management system of sports organizations, federations 
and institutions of the public and private sectors, in which strategic planning and implementation of 
innovative tools for the development of human resources are carried out.

Conclusions. The study found that the development of personnel management of sports 
organizations in the context of the transformation of the strategy of using innovative tools is a key 
prerequisite for increasing the efficiency of their functioning and ensuring sustainable development. 
It is proven that traditional approaches to personnel management in the field of physical culture and 
sports do not fully meet the modern requirements of the dynamic and innovative environment, which 
necessitates their modernization on the basis of strategic and systemic approaches. The feasibility 
of using modeling as a tool for forecasting and managing the development of human resources is 
substantiated, which allows taking into account the influence of internal and external factors, as well 
as determining the optimal directions of personnel changes.

The generalization of the results of the analysis made it possible to clarify the content of personnel 
management of sports organizations as a complex system that covers the formation, development, 
motivation and retention of personnel, taking into account strategic goals and the implementation of 
innovative management technologies. It was established that effective transformation of the strategy 
of using innovative tools is possible only if the professional, managerial and digital competencies of 
personnel are developed and an innovatively oriented organizational culture is formed.

It is concluded that the proposed model of human resource development contributes to increasing 
the consistency of human resource policy with the development strategy of a sports organization, 
ensures flexibility of management decisions and increases adaptability to changes in the external 
environment. The practical implementation of the research results creates the prerequisites for 
increasing the effectiveness of sports organizations, strengthening their human resource potential 
and increasing competitiveness in the context of active use of innovative management tools.

Keywords: modeling, human resources, sports organization, strategy, transformation, innovation, 
innovative tools, personnel, human resources policy.
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Ïîñòàíîâêà ïðîáëåìè. Ñó÷àñíèé ñâ³ò õàðàê-
òåðèçóºòüñÿ ïðèñêîðåíîþ ãëîáàë³çàö³ºþ, ñòð³ì-
êèì ðîçâèòêîì öèôðîâèõ òåõíîëîã³é ³ øâèäêîþ 
çì³íîþ ðèíêîâèõ òåíäåíö³é. Ö³ ÷èííèêè ñòâîðþ-
þòü ï³äâèùåíèé òèñê íà îðãàí³çàö³¿, ÿê³ çìóøåí³ 
ïîñò³éíî àäàïòóâàòèñÿ äî íîâèõ óìîâ. Â óïðàâ-
ë³íí³ öèìè ïðîöåñàìè öåíòðàëüíå ì³ñöå íàëå-
æèòü ëþäñüêèì ðåñóðñàì – ïåðñîíàëó, ÿêîìó íà-
ëåæèòü ðîëü àêòèâíîãî ó÷àñíèêà òà ðóø³ÿ çì³í.

Ó ñó÷àñíèõ óìîâàõ ðîçâèòêó ñôåðè ô³çè÷íî¿ 
êóëüòóðè ³ ñïîðòó êàäðîâå çàáåçïå÷åííÿ ñïîðòèâ-
íèõ îðãàí³çàö³é íàáóâàº âèð³øàëüíîãî çíà÷åííÿ ÿê 
êëþ÷îâèé ÷èííèê ¿õíüî¿ êîíêóðåíòîñïðîìîæíîñò³, 
ñò³éêîñò³ òà çäàòíîñò³ äî ³ííîâàö³éíîãî ðîçâèòêó. 
Òðàíñôîðìàö³éí³ ïðîöåñè, çóìîâëåí³ öèôðîâ³çà-
ö³ºþ, ãëîáàë³çàö³ºþ, çì³íàìè ìîäåëåé óïðàâë³ííÿ, 
êîìåðö³àë³çàö³ºþ ñïîðòó òà çðîñòàííÿì ñóñï³ëü-
íèõ î÷³êóâàíü ùîäî ÿêîñò³ ñïîðòèâíèõ ïîñëóã, âè-
ñóâàþòü íîâ³ âèìîãè äî ïðîôåñ³éíèõ êîìïåòåíòíî-
ñòåé óïðàâë³íñüêîãî, òðåíåðñüêîãî òà äîïîì³æíîãî 
ïåðñîíàëó. Âîäíî÷àñ íà ïðàêòèö³ ñïîñòåð³ãàºòü-
ñÿ äèñáàëàíñ ì³æ íàÿâíèì êàäðîâèì ïîòåíö³àëîì 
ñïîðòèâíèõ îðãàí³çàö³é ³ ïîòðåáàìè ¿õ ñòðàòåã³÷íî-
ãî ðîçâèòêó, ùî ïðîÿâëÿºòüñÿ ó äåô³öèò³ ôàõ³âö³â ³ç 
öèôðîâèìè, óïðàâë³íñüêèìè, àíàë³òè÷íèìè òà ³í-
íîâàö³éíèìè êîìïåòåíòíîñòÿìè.

Îñîáëèâî¿ àêòóàëüíîñò³ íàáóâàº ïðîáëåìà 
àäàïòàö³¿ êàäðîâî¿ ïîë³òèêè ñïîðòèâíèõ îðãàí³-
çàö³é äî òðàíñôîðìàö³¿ ñòðàòåã³é çàñòîñóâàí-
íÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â, òàêèõ ÿê öèôðîâ³ 
ïëàòôîðìè óïðàâë³ííÿ, àíàë³òèêà âåëèêèõ äà-
íèõ, ñïîðòèâí³ ³íôîðìàö³éí³ ñèñòåìè, äèñòàíö³éí³ 
ôîðìàòè íàâ÷àííÿ òà ñó÷àñí³ HR–òåõíîëîã³¿. 

Â³äñóòí³ñòü ñèñòåìíîãî ï³äõîäó äî ïðîãíîçó-
âàííÿ ïîòðåá ó ïåðñîíàë³, ïëàíóâàííÿ éîãî ðîç-
âèòêó òà îö³íþâàííÿ åôåêòèâíîñò³ âèêîðèñòàííÿ 
³ííîâàö³éíèõ ³íñòðóìåíò³â ó êàäðîâîìó óïðàâ-
ë³íí³ ïðèçâîäèòü äî ôðàãìåíòàðíîñò³ óïðàâë³í-
ñüêèõ ð³øåíü ³ çíèæåííÿ ðåçóëüòàòèâíîñò³ ä³-
ÿëüíîñò³ ñïîðòèâíèõ îðãàí³çàö³é. Ó öèõ óìîâàõ 
âèíèêàº îá’ºêòèâíà íåîáõ³äí³ñòü ó ðîçðîáëåí-
í³ òà çàñòîñóâàíí³ íàóêîâî îá´ðóíòîâàíèõ ìîäå-
ëåé ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ, ÿê³ á âðà-
õîâóâàëè äèíàì³êó çîâí³øíüîãî òà âíóòð³øíüîãî 
ñåðåäîâèùà, ñòðàòåã³÷í³ ö³ë³ îðãàí³çàö³é ³ ñïåöè-
ô³êó âïðîâàäæåííÿ ³ííîâàö³é. 

Ïðîáëåìà óñêëàäíþºòüñÿ íåäîñòàòí³ì ð³âíåì 
ìåòîäè÷íîãî çàáåçïå÷åííÿ ìîäåëþâàííÿ êà-
äðîâèõ ïðîöåñ³â ó ñïîðò³, îáìåæåíèì âèêîðèñ-
òàííÿì ê³ëüê³ñíèõ òà ³ì³òàö³éíèõ ìîäåëåé, à òàêîæ 

ñëàáêîþ ³íòåãðàö³ºþ ðåçóëüòàò³â ìîäåëþâàííÿ ó 
ïðàêòèêó ñòðàòåã³÷íîãî óïðàâë³ííÿ. Òàêèì ÷è-
íîì, àêòóàëüíîþ íàóêîâî–ïðàêòè÷íîþ ïðîáëå-
ìîþ º ôîðìóâàííÿ åôåêòèâíîãî ³íñòðóìåíòàð³þ 
ìîäåëþâàííÿ ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ 
ñïîðòèâíèõ îðãàí³çàö³é â óìîâàõ òðàíñôîðìàö³¿ 
ñòðàòåã³¿ çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â, 
ùî äîçâîëèòü ï³äâèùèòè îá´ðóíòîâàí³ñòü óïðàâ-
ë³íñüêèõ ð³øåíü, çàáåçïå÷èòè ñòàëèé ðîçâèòîê 
îðãàí³çàö³é òà ¿õ àäàïòàö³þ äî ñó÷àñíèõ âèêëèê³â.

Â óìîâàõ îðãàí³çàö³éíèõ òðàíñôîðìàö³é åôåê-
òèâíå óïðàâë³ííÿ ïåðñîíàëîì íàáóâàº îñîáëè-
âî¿ âàæëèâîñò³, îñê³ëüêè ñàìå àäàïòîâàí³, ìîòè-
âîâàí³ ³ êâàë³ô³êîâàí³ ïðàö³âíèêè çàáåçïå÷óþòü 
êîíêóðåíòîñïðîìîæí³ñòü ³ ñòàá³ëüí³ñòü êîìïàí³¿.

Ïðîáëåìàòèêà óïðàâë³ííÿ ïåðñîíàëîì â êîí-
òåêñò³ çì³í ñòàº âñå á³ëüø àêòóàëüíîþ, îäíàê ³ñ-
íóº ïîòðåáà ó ñèñòåìíîìó íàóêîâîìó îñìèñëåíí³ 
ìåõàí³çì³â àäàïòàö³¿ òà òðàíñôîðìàö³¿ ïåðñîíàëó, 
ùî é âèçíà÷àº àêòóàëüí³ñòü öüîãî äîñë³äæåííÿ.

Ìåòîþ º âñåá³÷íå äîñë³äæåííÿ òåîðåòè÷íèõ 
ï³äõîä³â ³ ïðàêòè÷íèõ ñòðàòåã³é àäàïòàö³¿ ïåðñî-
íàëó äî îðãàí³çàö³éíèõ çì³í, ðîçðîáêà ðåêîìåí-
äàö³é ùîäî ï³äâèùåííÿ åôåêòèâíîñò³ óïðàâë³ííÿ 
ëþäñüêèìè ðåñóðñàìè â ïåð³îä òðàíñôîðìàö³é.

Îñíîâí³ çàâäàííÿ: Àíàë³ç áàçîâèõ ïîíÿòü 
óïðàâë³ííÿ ïåðñîíàëîì ³ çì³íàìè. Âèâ÷åííÿ ìî-
äåëåé îðãàí³çàö³éíèõ òðàíñôîðìàö³é ³ ¿õ âïëèâó íà 
ïåðñîíàë. Äîñë³äæåííÿ ïñèõîëîã³÷íèõ ³ ñîö³àëüíèõ 
àñïåêò³â óïðàâë³ííÿ â óìîâàõ çì³í. Ðîçðîáêà ñòðà-
òåã³¿ àäàïòàö³¿ ïåðñîíàëó. Àíàë³ç òðàíñôîðìàö³¿ îð-
ãàí³çàö³éíî¿ êóëüòóðè. Îö³íêà ïðàêòè÷íèõ êåéñ³â.

Àíàë³ç äîñë³äæåíü òà ïóáë³êàö³é ç ïðî-
áëåìè. Ó íàóêîâèõ ïóáë³êàö³ÿõ ç ïðîáëåìàòèêè 
ìîäåëþâàííÿ ðîçâèòêó êàäðîâîãî çàáåçïå÷åí-
íÿ ñïîðòèâíèõ îðãàí³çàö³é äîñèòü øèðîêî ðîç-
ãëÿäàþòüñÿ ïèòàííÿ ñòðàòåã³÷íîãî óïðàâë³ííÿ 
ïåðñîíàëîì, âïðîâàäæåííÿ ³ííîâàö³é òà öèôðî-
âèõ òåõíîëîã³é ó HR–ïðîöåñè, çîêðåìà â ðîáîòàõ 
Áîíäàðåíêà Î.²., ÿêèé àíàë³çóº âïëèâ öèôðîâèõ 
³íñòðóìåíò³â íà ï³äãîòîâêó òà óïðàâë³ííÿ ñïîð-
òèâíèìè êàäðàìè, ³ Êîâàëåíêî Ò.Â., ùî äîñë³äæóº 
ìîäåë³ àäàïòàö³¿ òðåíåðñüêîãî òà àäì³í³ñòðàòèâ-
íîãî ïåðñîíàëó äî çì³í ó çîâí³øíüîìó ñåðåäîâè-
ù³. Äîñë³äæåííÿ òàêèõ àâòîð³â, ÿê ²âàíîâ Ñ.Ï. òà 
Ìåëüíèê Ë.Þ., çîñåðåäæåí³ íà ïîáóäîâ³ ê³ëüê³ñ-
íèõ ìîäåëåé ïðîãíîçóâàííÿ ïîòðåá ó ôàõ³âöÿõ ç 
³ííîâàö³éíèìè êîìïåòåíòíîñòÿìè òà îö³íþâàíí³ 
åôåêòèâíîñò³ âèêîðèñòàííÿ ³ííîâàö³éíèõ ³íñòðó-
ìåíò³â ó êàäðîâ³é ïîë³òèö³ ñïîðòèâíèõ îðãàí³-
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çàö³é. Âîäíî÷àñ ïðàö³ Ïåòðîâî¿ Í.Ì. âèñâ³òëþ-
þòü ìåòîäè÷í³ ï³äõîäè äî ³íòåãðàö³¿ ñòðàòåã³÷íîãî 
ïëàíóâàííÿ òà ìîäåëþâàííÿ êàäðîâèõ ïðîöåñ³â, 
ï³äêðåñëþþ÷è íåîáõ³äí³ñòü êîìïëåêñíîãî âðàõó-
âàííÿ âíóòð³øí³õ ³ çîâí³øí³õ ôàêòîð³â òðàíñôîð-
ìàö³¿, ùî ï³äòâåðäæóº àêòóàëüí³ñòü ïîäàëüøèõ 
äîñë³äæåíü ó ö³é ñôåð³.

Ìåòîþ ñòàòò³ º ðîçðîáëåííÿ òà íàóêîâå îá-
´ðóíòóâàííÿ ï³äõîä³â ³ ìîäåëåé ðîçâèòêó êàäðî-
âîãî çàáåçïå÷åííÿ ñïîðòèâíèõ îðãàí³çàö³é â 
óìîâàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ çàñòîñóâàííÿ ³í-
íîâàö³éíèõ ³íñòðóìåíò³â ç óðàõóâàííÿì äèíàì³êè 
çîâí³øíüîãî ñåðåäîâèùà, ñòðàòåã³÷íèõ ö³ëåé îð-
ãàí³çàö³é, ïîòðåá ó ôîðìóâàíí³ ñó÷àñíèõ ïðîôå-
ñ³éíèõ êîìïåòåíòíîñòåé ïåðñîíàëó òà ï³äâèùåí-
íÿ åôåêòèâíîñò³ óïðàâë³íñüêèõ ð³øåíü.

Âèêëàä îñíîâíîãî ìàòåð³àëó. Ìîäåëþâàí-
íÿ ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ ñïîðòèâ-
íèõ îðãàí³çàö³é â óìîâàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ 
çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â äîö³ëüíî 
ðîçãëÿäàòè ÿê êîìïëåêñíèé óïðàâë³íñüêèé ïðî-
öåñ, ùî ïîºäíóº ñòðàòåã³÷íå ïëàíóâàííÿ, àíàë³ç 
êàäðîâîãî ïîòåíö³àëó òà âïðîâàäæåííÿ ñó÷àñ-
íèõ òåõíîëîã³é óïðàâë³ííÿ ïåðñîíàëîì. Íà ïåð-
øîìó åòàï³ çä³éñíþºòüñÿ îö³íþâàííÿ íàÿâíîãî 
êàäðîâîãî ñêëàäó çà ê³ëüê³ñíèìè òà ÿê³ñíèìè ïî-
êàçíèêàìè, çîêðåìà ð³âíåì ïðîôåñ³éíèõ êîìïå-
òåíòíîñòåé, ³ííîâàö³éíî¿ ñïðîìîæíîñò³, öèôðî-
âî¿ ãðàìîòíîñò³ òà ãîòîâíîñò³ äî çì³í. Âèÿâëåííÿ 
ðîçðèâ³â ì³æ íàÿâíèìè õàðàêòåðèñòèêàìè ïåð-
ñîíàëó òà ñòðàòåã³÷íèìè ö³ëÿìè ñïîðòèâíî¿ îð-
ãàí³çàö³¿ ñòâîðþº îñíîâó äëÿ ïîáóäîâè ìîäåëåé 
ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ. 

Ó ïðîöåñ³ ìîäåëþâàííÿ äîö³ëüíî âèêîðèñòî-
âóâàòè ñèñòåìíèé ï³äõ³ä, ÿêèé äîçâîëÿº âðàõó-
âàòè âçàºìîçâ’ÿçîê ì³æ êàäðîâèìè ðåñóðñàìè, 
îðãàí³çàö³éíîþ ñòðóêòóðîþ, ô³íàíñîâèìè ìîæ-
ëèâîñòÿìè òà ³ííîâàö³éíîþ ñòðàòåã³ºþ. Îñîáëè-
âå çíà÷åííÿ ìàþòü åêîíîì³êî–ìàòåìàòè÷í³ òà 
³ì³òàö³éí³ ìîäåë³, ùî äàþòü çìîãó ïðîãíîçóâàòè 
ïîòðåáè ó ïåðñîíàë³, îö³íþâàòè íàñë³äêè óïðàâ-
ë³íñüêèõ ð³øåíü ³ âèçíà÷àòè îïòèìàëüí³ ñöåíàð³¿ 
ðîçâèòêó êàäðîâîãî ïîòåíö³àëó. Òðàíñôîðìàö³ÿ 
ñòðàòåã³¿ çàñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â 
çóìîâëþº íåîáõ³äí³ñòü ³íòåãðàö³¿ öèôðîâèõ HR–
ïëàòôîðì, ñèñòåì àíàë³òèêè äàíèõ, åëåêòðîííîãî 
íàâ÷àííÿ òà äèñòàíö³éíîãî ï³äâèùåííÿ êâàë³ô³-
êàö³¿ ó ïðîöåñ óïðàâë³ííÿ êàäðàìè. Âèêîðèñòàí-
íÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â ñïðèÿº ï³äâèùåí-
íþ ïðîçîðîñò³ êàäðîâèõ ïðîöåñ³â, îïåðàòèâíîñò³ 

ïðèéíÿòòÿ ð³øåíü ³ ïåðñîíàë³çàö³¿ ïðîãðàì ðîç-
âèòêó ïðàö³âíèê³â [4, 11].

Âàæëèâèì åëåìåíòîì ìîäåë³ º ôîðìóâàííÿ áåç-
ïåðåðâíî¿ ñèñòåìè íàâ÷àííÿ òà ðîçâèòêó ïåðñîíà-
ëó, îð³ºíòîâàíî¿ íà íàáóòòÿ óïðàâë³íñüêèõ, êîìóí³-
êàö³éíèõ, öèôðîâèõ ³ àíàë³òè÷íèõ êîìïåòåíòíîñòåé. 
Ìîäåëþâàííÿ òàêîæ ïåðåäáà÷àº ðîçðîáëåííÿ ìå-
õàí³çì³â ìîòèâàö³¿ òà óòðèìàííÿ êàäð³â, ùî âðàõî-
âóþòü ðåçóëüòàòè ä³ÿëüíîñò³, ó÷àñòü ó âïðîâàäæåíí³ 
³ííîâàö³é ³ ð³âåíü ïðîôåñ³éíîãî ðîçâèòêó. Àäàïòèâ-
í³ñòü ìîäåëåé ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ 
äî çì³í çîâí³øíüîãî ñåðåäîâèùà çàáåçïå÷óºòüñÿ 
âèêîðèñòàííÿì ñöåíàðíîãî àíàë³çó òà ðåãóëÿðíî-
ãî ìîí³òîðèíãó êëþ÷îâèõ ïîêàçíèê³â åôåêòèâíîñò³. 

Ïðàêòè÷íå âïðîâàäæåííÿ ðåçóëüòàò³â ìîäåëþ-
âàííÿ äîçâîëÿº óçãîäèòè êàäðîâó ïîë³òèêó ç³ ñòðà-
òåã³ºþ ³ííîâàö³éíîãî ðîçâèòêó ñïîðòèâíèõ îðãà-
í³çàö³é òà ï³äâèùèòè åôåêòèâí³ñòü âèêîðèñòàííÿ 
ëþäñüêîãî ïîòåíö³àëó. Ó ï³äñóìêó, çàñòîñóâàííÿ 
ìîäåëåé ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ â óìî-
âàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ âèêîðèñòàííÿ ³ííîâà-
ö³éíèõ ³íñòðóìåíò³â ñòâîðþº ïåðåäóìîâè äëÿ ñòà-
ëîãî ôóíêö³îíóâàííÿ ñïîðòèâíèõ îðãàí³çàö³é òà ¿õ 
óñï³øíî¿ àäàïòàö³¿ äî ñó÷àñíèõ âèêëèê³â [5, 12].

Óïðàâë³ííÿ ïåðñîíàëîì (Human Resource 
Management, HRM) – öå êîìïëåêñ îðãàí³çàö³é-
íèõ çàõîä³â, ÿê³ ñïðÿìîâàí³ íà ïëàíóâàííÿ, ï³äá³ð, 
ðîçâèòîê, ìîòèâàö³þ òà óòðèìàííÿ ïðàö³âíèê³â 
çàäëÿ äîñÿãíåííÿ ñòðàòåã³÷íèõ ö³ëåé îðãàí³çàö³¿. 
Ñó÷àñíå ðîçóì³ííÿ HRM âèõîäèòü çà ðàìêè ñó-
òî àäì³í³ñòðàòèâíî¿ ôóíêö³¿ ³ âêëþ÷àº ïðîàêòèâí³ 
ï³äõîäè äî ôîðìóâàííÿ êîðïîðàòèâíî¿ êóëüòóðè, 
ðîçâèòêó ë³äåðñòâà, óïðàâë³ííÿ òàëàíòàìè òà ï³ä-
âèùåííÿ àäàïòèâíîñò³ ïåðñîíàëó [1, 4].

Ó êîíòåêñò³ îðãàí³çàö³éíèõ çì³í ðîëü HRM ³ñ-
òîòíî çðîñòàº. Óïðàâë³ííÿ ïåðñîíàëîì ñòàº 
ñòðàòåã³÷íèì ïàðòíåðîì â òðàíñôîðìàö³ÿõ, 
îñê³ëüêè ñàìå ëþäè ôîðìóþòü îñíîâó áóäü–ÿêèõ 
çì³í – â³ä òåõíîëîã³÷íèõ íîâîââåäåíü äî êóëüòóð-
íèõ òðàíñôîðìàö³é. Òàêèì ÷èíîì, HRM â³ä³ãðàº 
ðîëü êàòàë³çàòîðà çì³í ³ çàáåçïå÷óº áàëàíñ ì³æ 
ö³ëÿìè îðãàí³çàö³¿ ³ ïîòðåáàìè ïåðñîíàëó [2, 7].

Óïðàâë³ííÿ çì³íàìè – öå ö³ëåñïðÿìîâàíèé, 
ñèñòåìíèé ³ îðãàí³çîâàíèé ïðîöåñ ïåðåõîäó îð-
ãàí³çàö³¿ ç ïîòî÷íîãî ñòàíó äî áàæàíîãî ç óðà-
õóâàííÿì çîâí³øí³õ ³ âíóòð³øí³õ ÷èííèê³â. Ó ñó-
÷àñí³é ë³òåðàòóð³ âèä³ëÿþòü ê³ëüêà îñíîâíèõ 
êîíöåïòóàëüíèõ ï³äõîä³â äî óïðàâë³ííÿ çì³íàìè: 

Êëàñè÷íèé (ë³í³éíèé) ï³äõ³ä, ÿêèé ïåðåäáà÷àº 
÷³òêó ïîñë³äîâí³ñòü åòàï³â çì³íè. Ìîäåëü Êîòòåðà 
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º îäíèì ³ç íàéâ³äîì³øèõ ïðèêëàä³â, äå íàãîëîøó-
ºòüñÿ íà ñòâîðåíí³ â³ä÷óòòÿ òåðì³íîâîñò³, ôîðìó-
âàíí³ ë³äåðñüêî¿ êîìàíäè, ðîçðîáö³ â³ç³¿, êîìóí³-
êàö³¿ òà çàêð³ïëåíí³ çì³í.

Ñèñòåìíèé ï³äõ³ä, ùî ðîçãëÿäàº îðãàí³çàö³þ ÿê 
ö³ë³ñíó ñèñòåìó, äå çì³íè â îäíîìó åëåìåíò³ âïëè-
âàþòü íà ³íø³. Óïðàâë³ííÿ çì³íàìè òóò ñïðèéìà-
ºòüñÿ ÿê ïåðåáóäîâà âçàºìîçâ’ÿçê³â ì³æ ï³äñèñ-
òåìàìè [3, 7].

Êîíñòðóêòèâ³ñòñüêèé ï³äõ³ä ï³äêðåñëþº ðîëü 
êóëüòóðè, ö³ííîñòåé ³ ñïðèéíÿòòÿ ïåðñîíàëó, àêöåí-
òóþ÷è óâàãó íà ïðîöåñ³ êîìóí³êàö³¿ ³ ñï³âòâîð÷îñò³.

²íòåãðàö³ÿ HRM ³ç ïðîöåñîì çì³í º ïðåäìåòîì 
îêðåìèõ äîñë³äæåíü. Â³äçíà÷àºòüñÿ, ùî òðàäè-
ö³éí³ HR–ïðàêòèêè íå çàâæäè äîñòàòí³ äëÿ åôåê-
òèâíîãî óïðàâë³ííÿ ó ïåð³îä òðàíñôîðìàö³é, 
îñê³ëüêè çì³íè âèìàãàþòü á³ëüø ãíó÷êèõ, ïðîàê-
òèâíèõ ï³äõîä³â [4, 6].

Êëþ÷îâ³ íàïðÿìêè ³íòåãðàö³¿: Ñòðàòåã³÷íå óïðàâ-
ë³ííÿ òàëàíòàìè – çàáåçïå÷åííÿ íàÿâíîñò³ ïî-
òð³áíèõ êîìïåòåíö³é ³ çäàòíîñò³ àäàïòóâàòèñÿ äî 
çì³í. Ðîçâèòîê ë³äåðñòâà – ôîðìóâàííÿ çäàòíîñò³ 
êåð³âíèê³â áóòè àãåíòàìè çì³í. Êîìóí³êàö³éíà ï³ä-
òðèìêà – ñòâîðåííÿ êàíàë³â äëÿ äâîíàïðàâëåíî-
ãî îáì³íó ³íôîðìàö³ºþ, ùî ñïðèÿº çàëó÷åííþ ³ ì³-
í³ì³çàö³¿ îïîðó. Ïñèõîëîã³÷íà ï³äòðèìêà ïåðñîíàëó 
– óïðàâë³ííÿ ñòðåñîì ³ ï³äòðèìêà àäàïòàö³¿.

Âàæëèâî â³äçíà÷èòè îñíîâí³ âèêëèêè, ç ÿêèìè
ñòèêàºòüñÿ HR ï³ä ÷àñ òðàíñôîðìàö³é: Îï³ð çì³-
íàì – ïðèðîäíà ðåàêö³ÿ ïðàö³âíèê³â íà íåâèçíà-
÷åí³ñòü ³ ñòðàõ âòðàòè ñòàá³ëüíîñò³. Åôåêòèâíå 
óïðàâë³ííÿ îïîðîì âèìàãàº ðîçóì³ííÿ ïðè÷èí ³ 
ìåòîä³â ïîäîëàííÿ. Çáåðåæåííÿ ìîòèâàö³¿ òà çà-
ëó÷åíîñò³ – çì³íè ìîæóòü ïðèçâîäèòè äî äåìîòè-
âàö³¿, òîìó HR ìàº ðîçðîáëÿòè ñòðàòåã³¿ ï³äòðèì-
êè. Àäàïòàö³ÿ êîðïîðàòèâíî¿ êóëüòóðè – çì³íè 
÷àñòî âèìàãàþòü êîðåêö³¿ ö³íí³ñíèõ îð³ºíòèð³â ³ 
íîðì ïîâåä³íêè, ùî ìîæå çóñòð³÷àòè îï³ð. Ï³äâè-
ùåííÿ êîìïåòåíö³é – íîâ³ òåõíîëîã³¿ òà ïðîöåñè 
ïîòðåáóþòü áåçïåðåðâíîãî íàâ÷àííÿ.

Ó òåîð³¿ àäàïòàö³¿ âèä³ëÿþòü ê³ëüêà ìîäåëåé, ÿê³ 
äîïîìàãàþòü ïîÿñíèòè ïîâåä³íêó ïðàö³âíèê³â ó 
ïåð³îä çì³í:

Ìîäåëü Ï. Øåéíìàíà, ùî âêëþ÷àº åòàïè ñïðèé-
íÿòòÿ, îö³íêè ³ ðåàãóâàííÿ íà çì³íè. Òåîð³ÿ îðãàí³-
çàö³éíî¿ ïðèõèëüíîñò³, ÿêà ïîÿñíþº ñòóïåí³ çàëó-
÷åíîñò³ ñï³âðîá³òíèê³â ³ ¿õ âïëèâ íà àäàïòàö³þ.

Ìîäåëü ïñèõîëîã³÷íîãî êîíòðàêòó – çì³íà íå-
ôîðìàëüíèõ î÷³êóâàíü ì³æ ïðàö³âíèêîì ³ îðãàí³-
çàö³ºþ âïëèâàº íà ïîâåä³íêó.

Àíàë³ç ìîäåëåé îðãàí³çàö³éíèõ çì³í. Îðãàí³çàö³é-
í³ çì³íè – öå íåâ³ä’ºìíà ÷àñòèíà ðîçâèòêó ñó÷àñíèõ 
êîìïàí³é, ùî äîçâîëÿº ¿ì àäàïòóâàòèñÿ äî çîâí³øí³õ 
âèêëèê³â ³ âíóòð³øí³õ ïîòðåá. Ðîçðîáêà åôåêòèâíèõ 
ìîäåëåé óïðàâë³ííÿ öèìè çì³íàìè º êëþ÷îâèì àñ-
ïåêòîì òåîð³¿ òà ïðàêòèêè ìåíåäæìåíòó (Ðèñ. 1).

Ó íàóêîâ³é ë³òåðàòóð³ ïðåäñòàâëåí³ ÷èñëåí-
í³ ìîäåë³, ùî îïèñóþòü ïîñë³äîâí³ñòü ä³é ³ åòàï³â 
çì³í. Àíàë³ç öèõ ìîäåëåé äîïîìàãàº çðîçóì³òè 
ìåõàí³çìè òðàíñôîðìàö³¿ òà âèçíà÷èòè íàéá³ëüø 
åôåêòèâí³ ñòðàòåã³¿ óïðàâë³ííÿ [7, 8].÷

Ìîäåëü Äæîíà Êîòòåðà º îäí³ºþ ç íàéïîïóëÿð-
í³øèõ ³ íàéá³ëüø ïðàêòè÷íî çàñòîñîâóâàíèõ ìî-
äåëåé óïðàâë³ííÿ çì³íàìè. Âîíà âêëþ÷àº 8 ïî-
ñë³äîâíèõ åòàï³â, ùî äåòàëüíî îïèñóþòü ëîã³êó 
òðàíñôîðìàö³¿ îðãàí³çàö³¿ ðèñóíîê 2.

Ìîäåëü Êóðòà Ëåâ³íà áàçóºòüñÿ íà òðüîõ îñ-
íîâíèõ ôàçàõ çì³í: Ðîçìîðîæóâàííÿ (Unfreeze): 
óñâ³äîìëåííÿ íåîáõ³äíîñò³ çì³í, ïîäîëàííÿ îïî-
ðó. Çì³íà (Change): âïðîâàäæåííÿ íîâèõ ïðîöåñ³â, 
ñòðóêòóð, ïîâåä³íêè. Çàìîðîæóâàííÿ (Refreeze): 
çàêð³ïëåííÿ íîâèõ íîðì òà ñòàá³ë³çàö³ÿ.

Öÿ ìîäåëü ï³äêðåñëþº öèêë³÷í³ñòü ³ äèíàì³÷-
í³ñòü çì³í, àêöåíòóþ÷è óâàãó íà ï³äãîòîâö³ ïåðñî-
íàëó äî òðàíñôîðìàö³¿ [7, 9] ðèñóíîê 3.

Äëÿ ãëèáøîãî ðîçóì³ííÿ ñèëüíèõ ³ ñëàáêèõ ñòî-
ð³í ð³çíèõ ìîäåëåé íàâåäåíî ïîð³âíÿëüíó òàáëèöþ.

²íø³ ïîïóëÿðí³ ìîäåë³: Ìîäåëü ADKAR: îð³ºíòî-
âàíà íà ³íäèâ³äóàëüíèé ð³âåíü çì³í – Awareness, 
Desire, Knowledge, Ability, Reinforcement. Ìîäåëü 

Ïàðàìåòð Â óìîâàõ ñòàá³ëüíîñò³ Â óìîâàõ òðàíñôîðìàö³¿
Ôîêóñ óïðàâë³ííÿ Îïòèì³çàö³ÿ ïîòî÷íèõ ïðîöåñ³â Àäàïòàö³ÿ ³ òðàíñôîðìàö³ÿ

Îñíîâí³ ôóíêö³¿ Ï³äá³ð, íàâ÷àííÿ, ìîòèâàö³ÿ Ï³äòðèìêà çì³í, ðîçâèòîê ë³äåðñòâà, ïñèõî-
ëîã³÷íà ï³äòðèìêà

Âçàºìîä³ÿ ç ïåðñîíàëîì Òðàäèö³éíà ³ºðàðõ³ÿ Àêòèâíå çàëó÷åííÿ ³ êîìóí³êàö³ÿ
Ðèçèêè Íèçüêà ãíó÷ê³ñòü Îï³ð, äåìîòèâàö³ÿ
²íñòðóìåíòè Ñòàíäàðòí³ HR-ïðàêòèêè Òðåí³íãè, êîó÷èíã, êîìóí³êàö³éí³ ïëàòôîðìè

Òàáëèöÿ 1. Îñíîâí³ õàðàêòåðèñòèêè óïðàâë³ííÿ ïðîöåñîì êàäðîâîãî çàáåçïå÷åííÿ â óìî-
âàõ ñòàá³ëüíîñò³ òà òðàíñôîðìàö³¿ [4, 7]
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Ðèñóíîê 1. Äèíàì³êà ð³âíÿ àäàïòàö³¿ ïåðñîíàëó çàëåæíó â³ä çàñòîñóâàííÿ HR-ñòðàòåã³é [7, 9]

Òàáëèöÿ 2. Îïèñ åòàï³â ìîäåë³ Êîòòåðà [7]
Åòàï Îïèñ Îñíîâíà ìåòà

1 Ñòâîðåííÿ â³ä÷óòòÿ òåðì³íîâîñò³ Çàëó÷èòè óâàãó ïåðñîíàëó äî ïîòðåáè çì³í
2 Ôîðìóâàííÿ êåð³âíî¿ ãðóïè Ñôîðìóâàòè êîìàíäó, ÿêà â³äïîâ³äàòèìå çà çì³íè
3 Ðîçðîáêà â³ç³¿ ³ ñòðàòåã³¿ Âèçíà÷èòè íàïðÿìîê ³ ö³ë³ çì³í
4 Êîìóí³êàö³ÿ â³ç³¿ Äîíåñòè ³íôîðìàö³þ äî âñ³õ ïðàö³âíèê³â
5 Ðîçøèðåííÿ ìîæëèâîñòåé äëÿ ä³¿ Çàáåçïå÷èòè ðåñóðñè äëÿ ï³äòðèìêè çì³í
6 Ñòâîðåííÿ êîðîòêîñòðîêîâèõ ïåðåìîã Ìîòèâóâàòè ïåðñîíàë ÷åðåç ïåðø³ ðåçóëüòàòè
7 Çàêð³ïëåííÿ ðåçóëüòàò³â ²íòåãðóâàòè çì³íè â ïîâñÿêäåííó ä³ÿëüí³ñòü
8 Âíåñåííÿ çì³í ó êóëüòóðó Çàêð³ïèòè íîâ³ ö³ííîñò³ ³ íîðìè

Ðèñóíîê 2. Ìîäåëü Êîòòåðà (8 åòàï³â) [9, 10]

Ðèñóíîê 3. Ìîäåëü Ëåâ³íà (3 åòàïè) [8, 10]
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Íàäàìóïóëà: àêöåíòóº óâàãó íà çì³í³ ïîâåä³íêè ÷å-
ðåç íàâ÷àííÿ ³ ìîòèâàö³þ. Êîíòèíóóì çì³í: ôîêóñó-
ºòüñÿ íà åìîö³éíèõ ñòàä³ÿõ ñï³âðîá³òíèê³â. [5, 7].

Ð³çí³ ìîäåë³ â³äîáðàæàþòü ð³çí³ ï³äõîäè äî âçà-
ºìîä³¿ ç ïåðñîíàëîì: â³ä ñóâîðî¿ ïîñë³äîâíîñò³ ä³é 
äî á³ëüø ãíó÷êèõ, ïñèõîëîã³÷íî îð³ºíòîâàíèõ ìå-
òîä³â. Åôåêòèâí³ñòü óïðàâë³ííÿ ïåðñîíàëîì ó öèõ 
ìîäåëÿõ âèçíà÷àºòüñÿ ð³âíåì êîìóí³êàö³¿, ï³ä-
òðèìêè ³ çàëó÷åííÿ ñï³âðîá³òíèê³â.

Âèñíîâîê
Ó ïðîöåñ³ ïðîâåäåíîãî äîñë³äæåííÿ áóëè âè-

ÿâëåí³ êëþ÷îâ³ òåîðåòè÷í³ òà ïðàêòè÷í³ àñïåêòè 
êàäðîâîãî çàáåçïå÷åííÿ â óìîâàõ îðãàí³çàö³é-
íèõ òðàíñôîðìàö³é, ùî ìàþòü ñóòòºâå çíà÷åííÿ 
äëÿ åôåêòèâíîãî âïðîâàäæåííÿ çì³í òà ï³äòðèì-
êè ñòàá³ëüíîãî ðîçâèòêó îðãàí³çàö³é.

Ó ñòàòò³ îá´ðóíòîâàíî çíà÷óù³ñòü ìîäåëþâàí-
íÿ ðîçâèòêó êàäðîâîãî çàáåçïå÷åííÿ ñïîðòèâíèõ 
îðãàí³çàö³é â óìîâàõ òðàíñôîðìàö³¿ ñòðàòåã³¿ çà-
ñòîñóâàííÿ ³ííîâàö³éíèõ ³íñòðóìåíò³â. Äîâåäåíî, 
ùî åôåêòèâíå óïðàâë³ííÿ êàäðîâèì ïîòåíö³àëîì 
º êëþ÷îâèì ÷èííèêîì ï³äâèùåííÿ êîíêóðåíòî-

ñïðîìîæíîñò³ ñïîðòèâíèõ îðãàí³çàö³é. Çàïðîïî-
íîâàíèé ï³äõ³ä äî ìîäåëþâàííÿ äîçâîëÿº âðàõî-
âóâàòè äèíàì³÷í³ çì³íè çîâí³øíüîãî ñåðåäîâèùà 
òà ïîòðåáè ðèíêó ñïîðòèâíèõ ïîñëóã. Îñîáëèâó 
óâàãó ïðèä³ëåíî ³íòåãðàö³¿ öèôðîâèõ òåõíîëîã³é 
òà ³ííîâàö³éíèõ óïðàâë³íñüêèõ ³íñòðóìåíò³â ó ñè-
ñòåìó êàäðîâîãî çàáåçïå÷åííÿ. Âèçíà÷åíî îñ-
íîâí³ åòàïè ôîðìóâàííÿ òà ðîçâèòêó êàäðîâîãî 
ïîòåíö³àëó ç óðàõóâàííÿì ñòðàòåã³÷íèõ ö³ëåé îð-
ãàí³çàö³¿. Ïîêàçàíî, ùî çàñòîñóâàííÿ ìîäåëåé 
ïðîãíîçóâàííÿ ñïðèÿº ï³äâèùåííþ ÿêîñò³ óïðàâ-
ë³íñüêèõ ð³øåíü ó ñôåð³ ñïîðòó. Ðåçóëüòàòè äî-
ñë³äæåííÿ ï³äòâåðäæóþòü äîö³ëüí³ñòü àäàïòàö³¿ 
êàäðîâî¿ ñòðàòåã³¿ äî ³ííîâàö³éíèõ òðàíñôîðìà-
ö³é. Îòðèìàí³ âèñíîâêè ìîæóòü áóòè âèêîðèñòà-
í³ â ïðàêòè÷í³é ä³ÿëüíîñò³ ñïîðòèâíèõ îðãàí³çàö³é 
òà â ïîäàëüøèõ íàóêîâèõ äîñë³äæåííÿõ.
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