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Marepianu IX MixkHapoAHOT HAYKOBO-TIPAKTHYHOT KOH(epeHTIIii
«["nmobaizariitHi mporecy : BUKIUKU Ta PIICHHS

I'nobanizaniiini mpouecw : BUKJINKHU Ta pimeHHs : Matepiaau [X MixnaaponHoi
HayKoBo-IIpakTHyHOI KoHpepenuii (Oneca, MI'Y, 12 nucronana 2024 p.). 2024 p. 243 c.

VY 30ipHHKY mpeAcTaBIeHO MaTepiand ydacHUKiB [X MiXHapOgHOI HayKOBO-
npakTnIHOI KOH(epeHmil «[moOamizamiiiHi mpomecH : BUKIMKH Ta pIlICHHSI», SIKa
BinOysacs B Mi>xkHapoAHOMY ryMaHiTapHOMY yHiBepcuTeTi 12 nucronana 2024 poky.

OOroBOpPIOBAIKCS TEOPETUYHI Ta IPAKTUYHI MUTaHHS aKTyaJbHUX III00aTi3ainHIX
NpOLIECIB B HANpsIMax CTPATEriyHUX 1 TAaKTMYHUX OPIEHTUPIB YNPABIIHCHKHUX DillleHb B
0i3HeC-CepeIOBHILI, MCHE/PKMEHTY Oi3HEeCy Ta COIliaIbHUX IHHOBAIliH, pUHKY TOTEIbHO-
pPECTOpPaHHHMX TOCIYI: NPOOJIEMH Ta NEPCHEKTUBU PO3BHUTKY, CTPATETIYHUX HAMPSIMIB
PO3BUTKY IEPCHEKTUBHUX BHIIB TYPU3MY Ta IHHOBaLliIHHMX PECTOPAHHHUX TEXHOJIOTIH.

Marepianu mTyONIKYIOTBCS B aBTOPCHKIM pemakiii 3 HE3HAYHOK 3arajbHOI0
MIPaBKOIO, BiIMTOBINANBHICTH 32 3MICT Ta JOCTOBIPHICTE HOCIIIKEHh HECYTh aBTOPH.
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ryMaHiTapHOro yHiBepcurery, M. Ozneca

Kanaman Oabra BopuciBHa — IOKTOp €KOHOMIYHUX HAayK, JOLIEHT, Tpodecop
kadenpu MeHeDKMeHTy MibKHapoJHOTO TyMaHiTapHOTro yHiBepcutery, M. Oneca
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ESSENCE OF THE CONCEPT OF "RECRUITMENT AND ADAPTATION
PROCESS"™ AND ITS ROLE

As globalization deepens, businesses face new challenges related to optimizing
recruitment and adaptation processes. Enterprises cannot manage human resources in
isolation, because they are part of the market. The competence of the employees and the
competitiveness of the business largely depend on the quality of the recruitment and
adaptation process. If the optimization of recruitment and adaptation process is incorporated
into the enterprise management strategy, then the enterprise's human resource management
will be more efficient and systematic.

Through the study of human resource management scholars, we can find that they
have different views on this issue. Research on optimizing recruitment and adaptation
processes has been incomplete to date, so the need to study them is highlighted and the main
framework for this work is proposed. The work of foreign scientists has highlighted the
issue of optimizing recruitment and adaptation processes. Such as Peter Drucker, Michael
Porter, Gary Dessler and others. Despite a large number of publications, the importance and
importance of international practices for optimizing recruitment and adaptation processes
in conditions of rapid change, intense competition and diverse needs remains understudied.

The concept of Optimizing the Hiring and Fit Process (ORAP) was developed by
Gary Dessler in 1980. It combines five main clauses [1]: 1. Optimizing recruitment
originates from market demand. Businesses must create conditions and demonstrate real
examples of optimized recruitment. 2. The enterprise should act as a two-way open system:
on the one hand, taking into account market signals and talent needs, on the other hand, the
operation of the public is open and transparent. 3. Recruitment costs must be carefully
considered and calculated in terms of attributing them to recruitment costs or the legitimacy
of providing certain talent. 4. Recruitment costs allocated by each job, skill or activity type
are ultimately paid by the business. 5. The organization of the business is involved in
solving the most important recruitment problems outside the scope of the day-to-day
activities of these organizations.

Today, scientists and company managers have different views on the need to develop
optimized recruitment and adaptation processes. The morphological analysis shown in
Table 1 shows that scientists have slightly different views on what, where, and the nature
of optimizing recruitment and adaptation processes. The discussion of enterprises
optimizing recruitment and adaptation processes shows that over time, the focus is not on
completely new approaches, but on attitudes towards strategy. Although there is a strong
attention to detail and applicability in various fields of recruitment activity, this only
explains and partially complements the classical definition of corporate recruitment. On the
one hand, this confirms the self-regulating function of human resource system. However,
this is far from a philosophical question, whether the idea of corporate recruitment really
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depends on the size of the company (smes, international companies), the source of capital
(private or public) and the cultural environment.

Therefore, corporate recruitment should be understood as a rational response of the
organization to the conflicting expectation system of the talent market, which aims to
promote the sustainable development of the company; It is the responsibility of those who
make hiring decisions to those who participate in those decisions. The benefits companies
derive from optimizing the recruitment process typically include: reduced recruitment costs,
reduced brain drain, improved relationships with candidates, building and maintaining the
employer brand, improved interpersonal relationships and employee productivity, and
reduced training costs. A rather important motivating factor for businesses should be that
the approach based on optimizing recruitment affects their human resources and economic
metrics. Today, based on the results of numerous studies in the United States and the
European Union, it has been proven that companies conducting effective recruitment have
an economic benefit, namely [3]: increasing the talent pool and market share, strengthening
the brand position, improving the image and increasing influence, motivating a wider range
of opportunities, attracting and rewarding experts, attracting investment, reducing
production costs, etc. In order for a company to conduct its recruitment activities in a way
that meets market expectations, it must develop an action plan that is consistent with ethical,
legal, market, environmental, commercial and public principles.

At the enterprise level, the principles of recruitment include Based on the model of
constructing recruitment according to the open type, several specific principles of enterprise
recruitment can be proposed, and the implementation of these principles should conform to
the general principle system (Figure 1).

The above corporate recruitment has a general orientation and specific principles of
activity that will form the basis for defining the complex values, objectives and tasks that
carry it out at all levels of management. The company's recruitment activities are manifested
in the implementation of various recruitment projects both internally and externally.
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Fig. 1. Implement specific principles for recruitment at the enterprise level

Therefore, the company has the right to call itself recruitment optimization, that is,
the company acts in accordance with recruitment principles and implements a set of
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recruitment programs in priority areas [2]. Recruitment optimization is a complex category
that involves various forms and types of existence. Through the above analysis, enterprises
can better understand the importance of recruitment optimization and take appropriate
measures to improve the efficiency and effectiveness of their recruitment process. This not
only helps enterprises attract and retain outstanding talents, but also enhances the overall
competitiveness and market position of enterprises.
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MODERN METHODS OF PRODUCT QUALITY MANAGEMENT

In modern enterprise management practices, product quality management holds a
crucial position. To ensure the continuous stability and improvement of product quality,
businesses are constantly exploring and implementing advanced quality management
methods. These methods focus not only on final product inspection but also emphasize
process control, continuous improvement, and participation from all employees. Below, we
will detail several product quality management methods widely used in modern enterprises,
including Total Quality Management (TQM), Six Sigma, and Lean Production. Each
method has its own characteristics, but they all share the common goal of enhancing product
quality, strengthening enterprise competitiveness, and meeting or even exceeding customer
expectations. By gaining a deep understanding and implementing these methods,
enterprises can more effectively manage product quality, thus standing out in fierce market
competition.

Total Quality Management (TQM) is a management philosophy dedicated to
continuous improvement, enhancing customer satisfaction, and organizational
performance. TQM emphasizes that every member of an organization is responsible for
quality, and all activities should center around meeting customer needs. The core principles
include continuous improvement, employee involvement, customer focus, and fact-based
decision-making.

Within the TQM framework, businesses focus not only on the final quality of the
product but also on every step in the production process to ensure that everything from raw
material procurement to product delivery meets the highest standards. The implementation
of TQM typically includes several key steps: 1. Define Quality Policy and Objectives:
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