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At present, human resource management, as
the key to corporate management, is crucial to
the improvement of corporate competitiveness.
This article focuses on strengthening human
resource management and enhancing corporate
competitiveness, combining the latest human
resource management and corporate core com-
petitiveness theories at home and abroad, using
the analysis method of theory and practice,
discussing the above topics for corporate prac-
tice, and addressing the problems. Put forward
countermeasures and suggestions to strengthen
human resource management and give full play
to the role of human resource management, in
order to provide a certain theoretical basis for
the standardized and scientific management
of enterprises. The competition for talent is the
core of competition between companies. In mod-
ern business management, human resource
management runs through the entire process of
business management. From the formulation of
corporate strategic goals to the implementation of
goals, human resources are always at the core.
Key words: human resource management,
enterprise competitiveness, countermeasures,
corporate practice; business management.

B Hacmosiujee Bpemsi ynpas/ieHue qesosede-
CKUMU pecypcamu KaK K/Ttod K KOprnopamusHOMy
yrnpasieHuto  uMeem pelaroujee  3HadeHue
0719 MOBbIWEHUST KOPropamusHOU KOHKYpeH-
mocrocobHocmu. B amoli cmamee OCHOBHOe
BHUMaHUe yOensiemcs yKpernseHul yrpasse-

HUST Ye/108e4eCKUMU pecypcamu U MOBbILIEHUIO
KopriopamusHoU  KOHKYPeHmoCrnocobHocmu,
06bedUHeHUI0 HoselilWux meopull yrpas/ieHusi
4e/10BEe4ECKUMU pecypcamu U OCHOBHOU Kopro-
pamusHoU KOHKYpeHmocnocobHocmu 8 cmpaHe
U 3a pybexom, ucrno/ib308aHUKD Memooda aHa-
/7lu3a 0m Meopuu K npakmuke, 06CYXXOEHUH
BbllUEYKasaHHbIX mem O/ KopropamusHoU
fpakKmuKu U peweHuto npobsiemsl. Bbidsuza-
omcsi KOHMPMEPbI U MPedsIoKeHUs1 1o ycusie-
HUK Yrpag/eHUs YesI08e4eckuMU pecypcamu,
u 8 nosiHoli Mepe Ombl2pbiBaemcsi Posib yrpas-
JIEHUSI  4e/IOBEHECKUMU  pecypcamu, 4mobbl
obecriedums 0rnpedesieHHyr Meopemuy4ecKyo
OCHOBY 07151 CmaHOapmMU3UPOBAHHO20 U Hayy-
HO20 yrpas/ieHusi npeonpusmusiMu.  Ynpas-
JIEHUE YerIoBe4ecKUMU pecypcamu Ha npeo-
npusimusix A0/MKHO BbiMb OPUEHMUPOBAHHLIM
Ha smodel, co30asamb Xxopowee paboyyro
cpedy 0719 paboOMHUKOB U MakCUMU3UpPOBamb
romenyuan pabomHuKos, 4mobbl 00CMUYb
6o/1bLWIUX MoKasamesiel 0esimeslbHoCmu KOM-
naHuu. YnpagneHue rnpeonpusmueM O00/DKHO
omkKazambCsi 0m MpaduYUOHHbIX KOHueryudi
Yrpag/eHus YesioBeHeckUMU pecypcamu, Co3-
damb COBPEMEHHbIE KOHUENyuu yrpas/ieHusi
m u ocosHamb 06wWul pocm KoMmmaHuu u
PabOMHUKOB.

KnioueBble cnoBa: yrpagieHue 4esogeye-
CKUMU pecypcamu, KOHKYpPEeHMOCnocobHOCMb
npednpusimusi, KOHMPMePbI, KopriopamusHasi
rpaKkmuka, yrpas/eHusi 6USHECOM.

B OaHutll 4ac ynpag/iHHs /II00CbKUMU pecypcamu, SIK K/ 00 KopriopamusHO20 yrpas/iHHSA, Mae BUpilua/IbHe 3HaYEHHST 07151 MOBULEHHST KOHKYPeH-
mocrnpoMoxHocmi ridnpuemems. Y yili cmammi OCHOBHa yBazga Npuoi/IiEMbCS 3MIUHEHHIO YPaB/IHHS /IOCLKUMU pecypcamu ma rioBUUEHHK0 Kop-
ropamusHOi KOHKYPEHMOCTPOMOXHOCMI, MOEGHAHHIO OCMAaHHIX Meopitl yrpas/iHHS IF0OCKUMU pecypcamu ma OCHOBHUX Meopiti KOHKYPeHmOoCrpo-
MOXHOCMI B KpaiHi ma 3a KOPOOHOM, BUKOPUCMaHHIO Memody meopemu4Ho20 ma Mpakmu4yHO20 aHasli3y, 0620B0PEHHIO BULUE3a3HaYeHUX mem 07151
KopriopamusHOI pakmuKu ma BUPILWEHHIO numate npobremu Tpeba BUCYHYMU KOHMP3axoou ma nporo3uyjii ujodo MOCU/TEHHST yrpassIiHHS /IOCLKUMU
pecypcamu ma rosHOK MIpOKo Bidizpamu po/ib Yrpas/iiHHS IOCLKUMU pecypcamu, Wob 3abesrnedumu rnesHy meopemuyHy 6asy 07151 cmaHO0apmuso-
BaHO20 Ma HayKoB020 yrpas/iHHs nionpueMcmsamu. KOHKypeHyisi 3a masiaHm € CmpL)XHEM KOHKYPEHUi MiX KOMIaHISIMU. Y Cy4acHOMY ynpag/iHHi 6i3-
HeCOM yrpas/iiHHs1 JI0OCLKUMU pecypcamu rMpoxooums Yyepe3s BeCh MPoUec ynpas/iHHs 6i3Hecom. Bid ¢hopmy/ioBaHHS KOPriopamusHUX cmpameaidHux
yineti 0o peanizayji yined, 00CbKi pecypcu 3asxou /iexams 8 0cHosI. Cy6'ekmusHa iHiyiamusa /1ooeli MoXe He Mi/lbku MBoPYO MPUCKOPUMU PO3BUMOK
nionpueMcms ma coyjasibHull npo2pec, asie 8 moll e Yac Moxe Mpodosxysamu Bnposadxysamu iHHosayi ma npoapecysamu, rpucmocosyUUCs 00
3MiH ma BUMO2 HaBKO/IULWHL020 cepedosuLya. SIKIcHi maiaHmu, siki WeUdKo adanmyromscsi 00 Coyjia/ibHO20 PO3BUMKY, € BXK/IUBUM MPOSIBOM CU/IU Mi0-
ripuemcmsa. Ti/ibKu Hadaro4u MoBHY Cu/ly 30amHOCMI ma BUHaxio/IUBOCMI BUGAMHO20 NMPOHECIIHO20 Mma MEXHIYHO20 MEPCOHa/Ty, MIONPUEMCMBO MOXe
crpusimu peasiisayii c8oix cmpameaidHux yined, mumM camMmuM 3Ha4HO MIOBULYHOHU CBOK KOHKYPEHMOCTPOMOXHICMb ma 3a2a/lbHy custy. Yrpas/iHHs
JI0OCLKUMU pecypcamu Ha nionpueMcmsax MosUHHO 6ymu opieHmoBsaHUM Ha /iodell, cmsoprosamu 2apHe pobode cepedosulle 47151 npayisHUKIB ma
Makcumisysamu rMomeHyiasl npayisHUKig, o6 docsiamu GilbLUUX MOKA3HUKIB Oisi/TbHOCMI KoMaHii, Yrpag/iHHs mionpueMcmBoM MOBUHHO BIOMOBUMUCH
B8i0 mpaduyitiHux KoHyenyill yrpas/iHHS /IOCLKUMU pPecypcamu, Cmsopumu cyqacHi KoHuenuyjii yrpassiHHs m ma ycsioomumu cri/ibHe 3p0CmatHs KoM-
naHii ma npayjsHuKis.

KntouoBi cno.a: yripassiHHs 1OCLKUMU pecypcamu, KOHKYPEeHMOCTPOMOXHICMb MIOMpUEMCMBa, KOHMP3axoou, KopropamusHa Npakmuka, yrpas-
JIiHHS GI3HECOM.

Formulation of the problem. This article
considers the following questions: as the first major
element of productivity, manpower is the source
of wealth creation; human resource management
plays an important role in strengthening corporate
management performance, enhancing human capital,

and reducing production costs by strengthening labor
management and planning.
Humanresourcesarethe core ofmodernenterprise
management. To carry out normal production and
operation activities, enterprises must first have
sufficient human, financial, and material resources.
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With the advent of the knowledge and information
explosion era, competition between companies is no
longer limited to competition in terms of capital and
raw materials. The competition for talent is the core of
competition between companies. In modern business
management, human resource management runs
through the entire process of business management.
From the formulation of corporate strategic goals
to the implementation of goals, human resources
are always at the core. People’s subjective initiative
can creatively accelerate the development of
enterprises and social progress and, atthe same time,
continue to innovate and make progress by adapting
to changes and requirements of the environment.
High-quality talents who quickly adapt to social
development are an important manifestation of the
strength of an enterprise. Only by giving full play to
the ability and ingenuity of outstanding, professional
and technical personnel, an enterprise can promote
the realization of its strategic goals, thereby
greatly enhancing its competitiveness and overall
strength [1, pp. 7-8].

Analysis of recent research and publications.
We tried to take the research of human resource
management countermeasures to enhance the
core competitiveness of enterprises as the sub-
ject, combined with the latest human resource
management and enterprise core competitiveness
theories at home and abroad, and use the analysis
method of theory and practice to conduct business-
oriented discussions on the above topics. Finally,
the following questions are raised, and the solution
strategies are developed. The depth of research in
the HR subfunctions has grown enormously over the
years and some areas, such as Human Resource
Development, can legitimately claim to be fields in
their own right. Regular reviews testify to this depth
while pointing out the way, in which human research
often remains ‘silo based’ and, thus, poorly connected
to the wider set of HR practices and to broader
workplace problems.

Setting objectives. The current problems of
human resources in business management:

1. Insufficient understanding of the importance of
human resource management.

Although with the rapid development of economy
and society, enterprises pay more attention to talents,
but in the management process of enterprises, there
is still a phenomenon of focusing on production
and neglecting training, focusing on efficiency and
neglecting culture, which is important to human
resource management. Inadequate understanding.
Some companies are only busy recruiting workers,
but neglect the training and promotion of employees.
They are relatively backward in the concept of
employee management, cannot retain talents and
build a broad platform for employees to display their
enthusiasm.
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2. Lack of areasonable performance appraisal and
evaluation system. Human resources are different
from other resources. It needs a reasonable and
effective incentive mechanism to stimulate efficiency.
However, many companies often ignore this point.
They lack a reasonable and scientific performance
appraisal and evaluation system, which severely hurt
their employees.

Workers’ enthusiasm, initiative and creativity have
led to the gradual disappearance of the vitality of the
company, and when employees lose confidence in
the company, employees will switch jobs or become
passive.

3. Human resource management planning is
unreasonable. Although under the market economy
system, the development of enterprises must follow
the modern enterprise management system, but
because the concept of human resource management
has not been introduced in China for a long time, many
enterprises still follow the traditional development
model to carry out employee management, resulting
in the lack of long-term vision in the planning and
management of human resource management. The
formulation of personnel and assessment systems is
relatively random, which cannot fully meet the needs
of rapid development of the enterprise, which has
brought negative aspects to the development of the
enterprise. In particular, the management level of
the enterprise has uneven quality levels, lacks the
necessary management level, has unreasonable
human resources management planning, and
cannot give full play to the role of human resources
[2, pp. 15-16].

Solutions. Research on the Countermeasures
of How to Strengthen the Management of Human
Resources.

1. Change concepts and attach great importance
to human resource management. Human resource
management in enterprises should be people-
oriented, create a good working environment for
employees and maximize the potential of employees,
SO0 as to achieve greater company performance.
First of all, as the company’s management, human
resource management should be included in the
important agenda of corporate management,
starting from the overall planning of the company,
standardizing human resource management, and
maximizing the use of human resources. Enterprise
management should lead by example, abandon
traditional human resource management concepts,
establish modern talent management concepts,
and realize the common growth of the company and
employees. Secondly, starting from the company’s
overall plan, it is necessary to update the human
resource management concept, optimize the human
resource structure, attract outstanding talents,
establish a stable talent team, and provide a platform
for the rapid growth of every employee [3, pp. 11-12].
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2. Scientific planning to improve the efficiency
of human resource use, recruiting and attracting
talents are the primary tasks of human resource
management at the enterprise. To truly give full play
to the role of human resource management, scientific
planning must be carried out to improve the efficiency
of human resource use. In modern enterprise
management, in order to improve the efficiency of the
use of human resources, we must first improve the
human mechanism. When the market environment
continues to change, companies should promptly
modify and formulate new employment systems
in accordance with the changes in the competitive
environment, and constantly achieve self-impro-
vement on the basis of innovation to prevent human
resource management from becoming a factor that
hinders the development of the company. A sound
human resource management system must be
formulated in every link from employee learning
and training to promotion. Secondly, we must plan
the allocation of resources scientifically. Human
resource investment is an important part of capital
investment, and the level of management efficiency is
directly related to the rationality and effectiveness of
resource allocation. Enterprises should proceed from
the company’s overall planning and development
goals, and optimize the deployment of limited human
resources, so that the smallest input can achieve the
largest output, thereby ensuring the improvement of
human resource efficiency [4, pp. 21-23].

3. The rewards and punishments of a sound
human resource incentive mechanism are clear.
A sound incentive mechanism is the key to the
role of human resource management. An effective
incentive mechanism mainly includes: scientific
employment mechanism, fair competition mechanism
and reasonable remuneration mechanism [5, pp.
15-16]. First of all, in terms of scientific employment
mechanism, it is necessary to fully understand the
working ability and advantages of employees, and
arrange positions reasonably according to the job
requirements of employees to ensure that employees
can play their talents in their own good positions and
realize their own value. Secondly, it is necessary to
vigorously improve the human resources competition
mechanism. For the long-term development of an
enterprise, there is competition and vitality. If there is
no fair and just competition mechanism, but instead
of ranking outstanding talents according to their
seniority, it will dampen the enthusiasm of employees
and is not conducive to the long-term development of
the company. Third, actively improve the reasonable
compensation mechanism, break the traditional
average distribution model, ensure that employees’
income and pay are consistent, and achieve clear
rewards and punishments, so as to maximize

employees’ own potential and mobilize employees’
enthusiasm [6, pp. 9-10].

4. Integrating needs to improve the company’s
employee training system carrying out employee
training is an important measure for companies to
optimize the structure of human resources and have
high-quality talents. First of all, it is necessary to
formulate a scientific and rigorous training plan based
on needs, and adopt diversified training methods
such as teaching method, apprenticeship, seminar,
participatory, job rotation, video method, simulation
method, distance education, etc. The management
and other employees carry out pre-employment
education, professional skills, emotional intelligence
and other different content training, through training to
enhance employees’ recognition of corporate culture
and company philosophy, master multiple skills,
improve employees’ comprehensive professional
qualities, and enable employees to adapt quickly.
Environment, competent for the job. Promote the
long-term development of enterprises.

Human resource management is an important
support for an enterprise’s development strategy
and a manifestation of competitive advantage.
Enterprises must start with improving the efficiency of
human resources, improving mechanisms, training,
and give full play to the role of human resources in
order to continuously improve their competitiveness
and comprehensive strength.

Conclusions. Most modern companies have more
or less problems in human resource management,
but they are always the same. As long as the following
principles are ensured, the company will make great
progress in human resource management:

1. Clarification of the importance of human
resource management and its integration into the
corporate culture.

2. Performance management innovation: the
quality of the performance evaluation system directly
affects the enthusiasm of employees or indirectly
affects the quality of the company’s products.

3. Incentive system innovation, the creation,
utilization and value-added of knowledge, and the
rational allocation of resources will ultimately depend
on knowledge carriers — knowledge employees.
Therefore, if an enterprise wants to obtain and maintain
a lasting competitive advantage, it must establish a
good incentive mechanism to stimulate the initiative,
enthusiasm and creativity of knowledge workers.

4. Establishment of a learning organization.
A learning organization is an organization that
"continuously innovates and progresses, where
employees can continuously break through their
own ability limits, create ideal results, cultivate new,
forward-looking and open thinking methods, and
strive to achieve common Ambition" [7, pp. 14-15].
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