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The most important value and driving force of any organization is ordinary
people. HR is human resources management. That is why the main tasks of HR
are:

— to attract the “right” people to the organization, to assess their
competencies and potential;

— to be able to analyze and predict the development of a particular employee;

— to select the best option for professional development, appropriate training
and development;

— to maintain a comfortable overall climate in companies.

Nowadays the requirements for HR specialists have also changed. The list of
their responsibilities is supplemented with the very important function of building
an integrated personnel management system. This function would be ineffective
without analytics. Currently there is an acute shortage of qualified HR analysts.
This is due primarily to the fact that analytics requires technical thinking and
corresponding education, while the profession of HR manager is still associated
first of all with humanities.

Most organizations use reporting and dashboarding. In order to report on
personnel data, an analyst participates in their collection, verification of their
relevance and subsequent analysis. Reports can be both one-time and systematic.
Preparation of one-time reports means that information will have to be manually
collected from reporting and analysis systems. Also, this data often needs
additional verification, and this procedure can take a lot of time.

As a rule, the process is automated and integrated into the internal HR
system. This makes reporting less time-consuming, making it possible for an
analyst to focus on more valuable aspects of business. This requires corresponding
competencies, such as an attention to detail and creative approach to using data to
solve business problems.

All data for analysis comes from HR systems, often referred to as human
resources management systems (HRMS). These systems contain most of the data
necessary for the work of an HR analyst. The choice of such a system, its
implementation and the adjustment of all the data necessary for the operation is
one of the tasks of an HR analyst.

According to Deloitte Global Human Capital Trends 2016, 77% of top
managers name HR analytics in their company’s priority list, and 6 out of 10
organizations plan to introduce analysis procedures in the next five years. In 2015
29% of companies used employee data analysis to predict business performance. In
2016 the share of companies, which believe that HR data is directly related to
business performance and success, grew to 51% [1].
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HR analytics is the use of data and analytical tools to get information about
people, which allows you to make important business decisions faster, more
accurately and most importantly. According to the model of Josh Bersin, the
founder of the consulting company Bersin by Deloitte, companies can be divided
by the maturity level of the measurement system in HR:

— level 1: operational reporting according by request;

— level 2: proactive HR according to key performance indicators of the HR
system,;

— level 3: srategic analysis;

— level 4: predictive analytics [2].

According to the survey, almost half of the employees (49%) believe that
their company is at the initial level in terms of the maturity of analytical data.
Work with data in companies at this level comes down to the preparation of
standard reports at the request of a business, and the conduct of descriptive
analytics. The search for causes, statistical relationships, regularities, influences
and factors begins with the third level of HR analytics maturity. 16% of employees
say their company is at this level of data analytics, where statistical analysis has
already been used to find solutions to appropriate business problems. In such
companies modeling, segmentation and performance evaluation come to the fore.
At the fourth level is a minority of companies. Every tenth (11%) employee
indicates that their company is engaged in predictive analytics: building predictive
models to solve business problems, as well as predictive modeling to solve future
challenges [2].

A survey of MIT and IBM among 3,000 executives showed that one of the
main obstacles to the spread of analytics in the company is the lack of
understanding of how to use analytics to improve the business. The second barrier
is the presence of other business priorities. The third is the lack of necessary skills
and knowledge of employees. As the survey showed, Ukrainian companies face the
same problems. For example, almost every fifth employee (19%), among the main
obstacles to the active use of data, indicates that his company simply does not
know where to start. In half of the cases (53%), employees indicated a deficiency
of skills or a lack of understanding of a reason why a company needs analytics at
all [2].

Ability of analytics to affect key business results attracts interest of the
enterprises. There are companies that do not use analytics in making decisions and
explaining such as reasons for dismissal of employees, factors of involvement,
productivity and other things until today. Mostly they base their decision on
personal experience or intuition. However companies that collect data and put
forward their hypotheses appear. It is predicted that their number will significantly
increase soon.
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ITPOBJIEMH 3AKOHOJABYOI'O PET'YIIOBAHHS JIEP2KABHOI
CTATUCTUKU YKPATHU B YMOBAX LIU®POBOI EKOHOMIKHA

Aboupaxmanoe bezni,
acIipaHT,
HamionanpHa akajemis CTAaTUCTUKU, OOJIIKY Ta ayIUTY

[lepebir  coIliabHO-€KOHOMIYHUX  MPOIECIB B  €MOXy  IIHPOKOTO
BUKOPUCTAaHHS KOMIT IOTEPHUX MPOTrpaM, aKTUBHOI'O BIPOBAHKEHHS LU(PPOBUX
TEXHOJIOT1M OTpUMaHHS, HAKONMWYEHHS, 0OpoOku Ta 30epiranHs iHdopMarii
CYTTEBO MO3HAYAETHCS HA MOJANIBLIIOMY PO3BUTKY J€P>KaBHOIT CTAaTUCTUKH. OIHIEIO
3 KJIFOUOBUX MPOOJIEM pO3BUTKY IIM(POBOi EKOHOMIKM B YKpaiHi € O€3CUCTEMHICTh
naepxaBHOi momiThuku. Ha cborogHi B KpaiHi po3poOsiieHa Ta 3aTBepKeHa
Konnenirisi po3BuTky nudpoBoi €KOHOMIKM Ta cycHnuibcTBa YKpaiHu Ha 2018—
2020 pokwu, a Takox [lman 3axoziB mozo ii peanizauii. Hudposa tpanchopmarris
€KOHOMIKA YKpaiHU CHpaBisie CYTTEBHM BIUIMB Ha BCI Tally3l HayKu, HE €
BUHSTKOM 1 cTaThcTHKA. [lornmbieHHs eBpoiHTErpamiiHux 3B’sI3KiB B HUGPOBIH
cthepi, HarasbHa ToTpeda y po30ya0BI 1HHOBAIIMHOI 1HPpacTpykTypu YKpaiHu,
MOBCIOJIHE 3aCTOCYBaHHS JIOCATHEHb LHUQPOBI3AIT EKOHOMIKH 3YMOBIIOIOTH
aKTYaJbHICTh YyJIOCKOHAJICHHS HOpPMAaTUBHOI ©0a3d B YaCTHHI PETyIIOBaHHS
MIPOBEJICHHS CTATUCTUYHUX JIOCIIKCHb.

3akonom Ykpainu “IIpo gepxaBHY CTaTHCTHUKY BpEryJIbOBAHO IPABOBI
BIJIHOCHMHU B Tajy3l Jep>KaBHOI CTATUCTUKU, BU3HAYEHO TpaBa 1 (QyHKIIT opraHiB
JEp>KaBHOI ~ CTaTUCTWUKHM, OpTaHi3alliiHi  3acaad  3AIMCHEHHS  Jep>KaBHOI
CTATUCTUYHOI JISUIBHOCTI 3 METOI0 OTPUMAaHHA BCeOIUHOI Ta 00 €KTUBHOI
CTaTUCTUYHOI 1H(OpMalii 100 EKOHOMIYHOi, COIiaybHOI, JaeMorpadiyHoi Ta
€KOJIOT1UHOI CUTyalli B YKpaiHi Ta i perioHax i 3a0e3nedyeHHs Helo JepKaBu Ta
cycminberBa [2]. Cepen TO3UTUBHUX O3HAK 3a3HAYEHOTO HOPMATHBHOTO
JOKYMEHTY MOKHA BUOKPEMUTH TaKi:

— (bopMyJIIOBaHHSI YITKHX Ta €IWHUX BUMOI JO peai3aiii Jaep>KaBHOI
MOJITUKY 1110J10 30MpaHHs, HAKOMWYEHHS 1 MPE3eHTaIlll CTaTUCTUYHOI 1HhOopMaIlii
3 METOIO 3a/I0BOJICHHsI 1H(OpMaLIHUX TOTpeO JAep>KaBHUX OPraHiB, CyCHIJIbCTBA,
0i3HecCy;

— (hopMyBaHHS 3aKOHOJIABUOTO 3a0€3MEUCHHS PO3pOOKM Ta peaisalii
CTATUCTUYHOI METOOJIOTIi BUBYCHHS W JOCITIKEHHS COIIATbHO-CKOHOMIYHHUX
SIBUIII T TIPOIIECIB;
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