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Abstract. In the article the sustainable development as the alternative 
concept of further transformation of the economic system in general and an 
enterprise in particular is considered. The concept of the sustainable 
development cycle of enterprise was improved by the authors; they 
specified the important role of human resources management in this cycle. 
The paper emphasizes the need to focus the human resources management 
not only on the operational activities’ results, but also on increasing the 
employees’ personal competitiveness and intensifying collaboration and 
mutual support to form a corporate knowledge due to developing corporate 
universities and E-learning systems aimed at continuous sustainable 
development of human resources. A significant attention in the concept of 
an enterprise sustainable development is paid to creation an effective 
human capital management strategy. This strategy should be focused on 
decomposition of the objectives in sustainable development, building a 
favourable organizational culture, developing business models that are 
based on effective communication with consumers, selecting the state-of-
the-art forms of business organization and doing business; this is including, 
but not limiting, to those that have emerged in the field of social business, 
which allow to move towards implementation of the main objectives of 
sustainable development. 

1 Introduction 
The modern economic development is inextricably linked with globalization, which covers 
all fields of human life, including social, political, cultural, and economic. The active 
implementation of information technologies and systems into economic entities’ activities 
makes a positive contribution to strengthening communication links and accelerating the 
formation and transformation processes in the world community. Numerous financial crises 
and military conflicts have complicated the geopolitical situation, and thus significantly 
affected economy of most countries in the world. In this regard, such factors as instability, 
unpredictability and fierce competition are characteristic features of the current economic 
situation.  
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These features affect not only a company's relations with the external business 
environment, but also affect an organization’s internal processes. Focusing on traditional 
economic indicators and applying standard management methods in a turbulent modern 
environment is insufficient for an enterprise development. Obviously new approaches and 
management instruments are needed. The enterprises may require developing new 
management methods reflected in the sustainable development concept. 

The Sustainable Development Concept originates from December 1983, when the 
International Commission on Environment and Development was established in accordance 
with the UN General Assembly’s resolution 38/161. According to the UN Commission on 
Sustainable Development, the goal is to meet the needs of modern society without 
compromising the future generations’ ability to meet their own needs. Therefore, the 
sustainable development theory is the alternative to the paradigm of economic growth, 
which frequently ignores the danger of extensive development model for environment [1]. 

The decisive world summit took place in Rio in 1992. Three major treaties were 
adopted [2] there, which outlined a clear basis for the Millennium Development Goals [3]. 
As a result of the UN Millennium Summit in 2000 and adoption of the UN Millennium 
Declaration, the above-mentioned Millennium Development Goals were adopted. It 
described the path of the humanity’s development until 2015 [4]. 

In June 2012 leaders from around the world met again at Rio +20 Summit in order to 
sum up the Millennium Development Goals. They specified the fight against marginal 
poverty as a top priority, without which it would be impossible to complete complex tasks 
on other aspects of sustainable development. The meeting resulted in the transition from the 
Millennium Development Goals to the Sustainable Development Goals [5]. On the Fifth 
Anniversary of the UN Millennium Declaration on the Ways of Human Development, 
seventeen sustainable development goals by 2030 were formulated, including 169 sub-goals 
and 232 indicators [6].  

The world community representatives have noted, above all, the extreme importance of 
the transition from the economic growth concept to the sustainable development concept 
not only as an instrument for further economic systems evolution, but also as a condition 
for the human society’s survival in the future.  

Thus, business management concepts should be developed taking into account the 
sustainable development paradigm that is based on environmental protection, human rights 
and freedoms, specifying the humanization features and society informatization, 
transformation of human resource management strategy, using new business forms based 
on collaboration and positive experience. 

2 Materials and Methods 
The donor-funded priority sustainable development goals were shown by an analysis of the 
Council of Europe's support for “Agenda for Sustainable Development 2030” from 
voluntary contributions (i.e. donations) [7,8]. It can be stated that due to the voluntary 
donations most support (47.2%) was shown for the COE’s program SDG-16 “Peace, 
Justice, and Powerful Institutions” (see Fig. 1).  

Overall, donations have contributed to several other goals, including SDG-5 “Gender 
equality” (16.4%), SDG-8 “Decent Work and Economic Growth” (10.2%), SDG-3 “Good 
Health and Well-Being” (7%), SDG-11 “Sustainable Cities and Communities” (5.2%), and 
SDG-4 “Quality Education" (5.1%). Total amount of voluntary donations has reached 
€77,777,312 [7. P. 12]. The voluntary donations distribution can determine the distribution 
of SDG priorities. In addition, it should be noted that SDG-8 “Decent Work and Economic 
Growth”, which was ranked the third in terms of funding and thus it is a priority program 
not only in funding, but also in research. 
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Fig. 1. Council of Europe support for the Sustainable Development Program until 2030 due to 
voluntary contributions (%, 2019). 

Ideas, principles, strategies and mechanisms for implementing the Sustainable 
Development Concept are rather deeply and consistently studied and generalized in the 
scientific sources. Thus, such foreign scientists as R. Solow, [9], W. Vandenhole, [10], L. 
Coscieme, P. Sutton [11], J. Stead, W. Stead [12] considered the sustainable development 
and economic growth in their scientific works. Ukrainian scientists also studied this issue, 
namely: W. Leontief [13], V. Makedon, O. Hetman [14], S. Makosii [15], V. Liashenko and 
Yu. Kharazishvili [16]. 

Particular attention should be paid to the works of J. Sachs, J. Leape [17], E. Barbier 
[18], L. Buys [19], K. Mengersen [20]. In their works the concept of sustainable 
development was considered to cover a triune concept for balanced economic, social, and 
environmental development. In this triune concept, “Nature – Society – Economy” system 
is considered as an aggregate. 

Among the prominent foreign authors on this topic is American researcher J. Elkington 
[21], who proposed the business development concept, according to which entrepreneurs 
and managers should consider not only a firm’s financial performance, but social 
performance and environmental impacts as well. 

The theory of human capital of G. Becker [22] and the work of T. Schultz [23] on 
investing in human capital played a significant role in the formation of sustainable 
development concepts: a significant contribution was made by A. Armstrong, S. Taylot 
[24]; the social capital concept was developed by J. Coleman interpreted the social capital 
as a measure of social activity, social motivation and effectiveness of social institutions 
[25], that also has a essential impact on development of this concept. Later, in the scientific 
research of S. Johansson, the concept of "quality of life" appeared, which is considered as 
human’s ability to manage their own lives [26]; the impact of human resource management 
on the efficiency of enterprise research was studied by D. Guest [27]. K. Laursen, N. Foss 
[28] in their works investigated the links between human resource management and 
innovation development; J. Delery, D. Roumpi consider sustainable development in a 
resource context (resource‐based view (RBV), they also constantly use in their research 
strategic human resource management (SHRM) and reveal the potential for further research 
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within the "micro – macro" interaction [29]. E. Bombiak [30] explores the issue of 
sustainable enterprise development under the influence of Green human resource 
management. 

The Ukrainian scientists pay great attention to the human resources impact on an 
enterprise development in their researches. I. Kalenyuk and O. Grishnova [31] consider the 
firm development under the influence of the intellectual corporate capital formation. 
A. Kolot and O. Herasymenko [32] consider the development issue through socio-economic 
institutions development in the triad "market – state – business". The human resources 
innovative development issue at enterprises is investigated by O. Vlasenko, M. Sokolova 
[33]. 

The systematization of theoretical research and practical experience allowed to state, 
that for the stable functioning of both the economic system and an enterprise, it is necessary 
to implement the Sustainable Development Concept which must be built and transformed in 
accordance with present conditions. Therefore, innovative approaches to enterprise 
sustainable development management are currently needed, which can easily be understood 
from the viewpoint of innovation and a strong desire to exert a positive impact upon the 
situation with human rights and the environment protection. It also was proposed to use a 
descriptive research method that would explain the need to implement innovative strategies 
for enterprises sustainable development, namely human resource management innovative 
strategies. Therefore, according to the authors, the human resource is the key factor for 
sustainable development of enterprise. 

3 Results and discussion 
Many scientists identify three main sustainable development components: environmental, 
social and economic [17, 18, 19, 20]. It is believed that the combination of ecological, 
social and economic balance [17, 18, 19, 20] should be considered not only at the macro-
level (the whole planet), but also at the micro-level (enterprises). Therefore, the Sustainable 
Development Concept is implemented not only globally as a national strategy, but also at 
the micro-level as a development strategy for a region or even for an individual enterprise 
as a business entity. In the view of the stability-wise concept managers should provide not 
only an economic growth plan for an enterprise or a high stable profit strategy, but also an 
action plan for harmonious coexistence of environment, enterprise and human. 

A number of key indicators were studied to comprehensively consider the capability to 
ensure implementing the sustainable development concept in the European Union and in 
Ukraine due to implementation of SDG-8. The study was held in the context of identifying 
the place of Ukraine among the EU countries.  

Firstly, we will analyse the dynamics of real GDP per capita by countries in the period 
of 2016-2020 (see Fig. 2) [34]. According to the results of 2016–2020, Ukraine had a slight 
annual increase in GDP (by 2.15%) in average on a year-to-year basis. However, such rates 
are insufficient. A necessary condition for the transition to sustainable economic growth is 
the implementation of an active inclusive development strategy which can guarantee an 
annual GDP growth rate of 6-7% and growth of production volumes at least in two times. 
This will significantly improve the living standards of the population and will provide 
launching a chain transformation process towards achieving all other sustainable 
development goals. 
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Fig. 2. The dynamics of GDP per capita by countries (average annual growth rate in %, 2016–2020).  

Secondly, the Investment share of GDP indicator should be considered as a key 
indicator of investments in the future (2016-2020) (see Fig. 3) [35]. As the response to the 
problem of limited access to financial resources in Ukraine, there has been the emergence 
of relatively low investment activity. The investment share in Ukraine's GDP in 2020 was 
the lowest since gaining independence (9%), which is almost 2.5 times lower than in some 
European countries. Such relatively low investment activity hinders modernization of the 
national economy, reduces PP&E turnover ratio and does not help maintaining the 
production capacity which is capable of creating a competitive product. As a result, it 
intensifies the process of ousting domestic producers from competitive markets. 

 
Fig. 3. Investment share of GDP by countries (% of GDP).  
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Thirdly, the level of innovations in the economic system is an important element of 
sustainable development. To define this level, the Global Innovation Index can be used (see 
Fig. 4) [36]. In 2020 Ukraine ranked 45-th among 131 countries. Nevertheless, it should be 
noted that 71st position among 131 countries in the Innovation Input Sub-Index indicates a 
lack of investments in innovation processes. Sustainable growth is only possible if 
structural and innovative development model is implemented, i.e. intensive technical and 
technological renovation of production and use of innovative approaches to human resource 
management. 

 
Fig 4. Global Innovation Index 2020 (EU 27 and Ukraine). 

Fourthly, an important way to ensure the economic system development is to create 
conditions for starting and doing business, that’s why the Doing Business indicator was 
chosen (see Fig. 5) [37]. In 2020 Ukraine ranked 64-th among 190 countries improved the 
results by 7 points. The current position is not bad, but it is not the best even among the 
post-Soviet countries. For instance, Lithuania is in 11-th position now, Estonia – in 18-th, 
and Latvia – in 19-th. 

 
Fig. 5. Doing Business Index 2020 (EU 27 and Ukraine). 
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Finally, it was decided to choose The Inclusive Development Index (IDI) as a compiling 
indicator which allows opportunity to consider growth and development indicators (such as 
GDP, labour productivity, healthy life expectancy and employment), inclusiveness (such as 
social stratification ratio, poverty ratio) and sustainable development (such as adjusted net 
savings, greenhouse intensity of GDP, public debt, demographic burden and median 
income). There is revealed that Ukraine was included to the group of countries with 
regressive dynamics by the indicator level and dynamics of development. Moreover, in this 
group, compared with the EU countries, it stands out not only by the level of overall 
indicator (15% deviation from the group average), but also by the deceleration rate (see 
Fig. 6) [38].  

 
Fig. 6. The Inclusive Development Index dynamics by the group of EU countries and Ukraine. 

The priority task in sustainable development concept implementation and especially 
implementation of SDG-8 is ensuring decent work, economic growth, and lowering 
deceleration rate. This can be achieved by using the inclusive component providing decent 
working conditions and the income convergence of population, reducing emissions, raising 
awareness of environmental issues among population and improving business conditions. 

At the same time, the human resource is the basis for the state economy and economic 
transformations in Ukrainian enterprises. Safe work and decent wages should meet all 
human needs in order to achieve adequate quality of life, well-being and prosperity. 

The analytical studies made by the authors on the implementation of the Sustainable 
Development Concept allowed to propose the following classification of sustainability 
levels (see Fig. 7). This understanding, interpretation and detailing of sustainability levels 
indicates not only on complexity and on multidimensionality of this concept, but also 
reveals incompleteness of sustainability study process, manifesting the essence and 
achieving unambiguity in its interpretation both by researchers and practitioners. 
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Fig. 7. Classification of stability levels. 

Ukrainian business is not in arrearages of the integration into global sustainable 
development processes. There is the network of Global Compact Network Ukraine – the 
official platform of the United Nation Global Compact [39]. It is a special initiative of the 
UN Secretary General and the world's largest association of corporately responsible 
business which encourages companies to develop their activities and strategies in 
accordance with the Sustainable Development Goals and based on ten universal principles 
in human rights, labour and environment, as well as anti-corruption fields. The organization 
includes almost 13,000 commercial companies and 3,000 non-business organizations in 69 
local networks located in 160 countries. The Ukrainian Network has 80 members. 

The UN Global Compact Network in Ukraine is a dialogue and training platform for 
sustainable development for business, investors, society, labour organizations, local 
authorities and the government. 

It is worth focusing on the program Young SDG Innovators provided by the United 
Nation Global Compact [40]. Alfa-Bank Ukraine, DTEK, Energoatom, PUMB, Farmak, 
Astarta-Kyiv, EPAM, EY Ukraine, FILM.UA Group, YesStraws, Caparol of Ukraine 
participated in this initiative in Ukraine. The main SDGs supported by this initiative are 
SDG-8 – decent work and economic growth, SDG-9 – industry, innovation and 
infrastructure, SDG-11 – sustainable cities and communities, SDG-17 – partnership for 
sustainable development. 

Based on progressive Ukrainian business experience, theoretical research of foreign and 
Ukrainian scientists, as well as with consideration of progressive experience of companies, 
a cycle of enterprise sustainable development management was formed (Fig. 8). 
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Fig. 8. Enterprise SD management cycle.  

Each presented cycle element requires certain and well-known instruments for its 
implementation. At the same time the specifics of the sustainable development goals place 
different emphasis on the priorities of the tasks to solve. 

As a result of such generalization, it is possible to clarify the concept of "business 
sustainable development" as a cycle of important goals and innovative management 
strategies continuous decomposition. These strategies characterize the economic, 
environmental, social or other firm’s components and tasks, which allows using resources 
as efficiently and long as possible without harming the environment and the interests of 
current and future generations. 

This definition, in contrast to the existing ones, emphasizes not only firm’s economic 
component, but also environmental and, most importantly, social. 

It can be stated that in conditions of unstable external environment and high 
competition, the internal business environment should become a support for business 
sustainable development. Strategies for managing business sustainable development from 
the internal business environment include: 

- Financial management strategy; 
- Material resources management strategy; 
- Optimal decisions making strategy; 
- Human resources management strategy. 
It should be noted that all strategies ought to be developed through the prism of 

innovation and the striving to have a positive impact on human rights and the environment. 
In modern conditions the human resources management strategy comes first among 

sustainable development management strategies, i.e. achieving sustainable development is 
possible only with a team of like-minded people and only with implementation of optimal 
business processes in terms of achieving sustainable development goals. 
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The human resources management strategy plays a special and highly important role in 
implementation of sustainable development concept. People can be a source of innovative 
ideas which can be applied by the company in future. Moreover, human factor in modern 
information society can influence on a business sustainable development both positively 
and negatively. 

Human resource management processes should be focused not only on operational 
activities, but also on improving the personal competitiveness of employees, which will 
form corporate knowledge through the development of corporate universities and E-
learning systems [33], and it will be the main instrument for sustainable enterprise 
development. However, one more important factor of sustainable development is the 
formation of an appropriate organizational culture and stimulation of both intra-firm and 
inter-firm collaboration as a source of shared experiences and healthy business environment 
formation. Achieving this goal, the process is also facilitated by innovative forms of social 
business organization creating innovative instruments for solving and financing social 
problems. The key elements for them are human resource management and effective use of 
human resources. 

The most important elements of human resource management are staff selection 
solution, staff adaptation, career planning, as well as employee training. In the process of 
personnel selection, such as the applicant's resume analysis, preliminary acquaintance, 
including phone interview with the candidate, remote testing, personal interview with HR-
managers, interview with the head, the candidate's compliance with qualification 
requirements, the ability to percept corporate principles and career prospects based on 
professional and personal characteristics are evaluated. 

After hiring a candidate the adaptation process takes effect, it includes preparing and 
transferring work tasks to a new employee. An instructor or mentor, who shares common 
experience in performing operations, as well as the company’s principles and behaviour 
patterns, should accompany each employee. Human resources department at this stage 
should conduct introductory training for employees to familiarize them with the corporate 
culture, norms and procedures. 

Particular attention should be paid to the process of an employee’s career planning, as 
well as to development of his/her competencies. The company should work on creating a 
succession culture, i.e. filling the leading positions by internal employees, because it is 
succession ensures preservation of history, traditions, experience and the guide that 
contributes to enterprise sustainable development. 

It is important to notify that employees do not always understand benefits of such 
instrument at once and often consider it as a futile process. 

Possible methods of increasing employee involvement may be: 
1) Work in cross-functional teams, where employees have opportunities to realize their 

potential and feel significance; 
2) Open portal development, on which success and development stories of employees 

working in the organization are published; 
3) Support from managers, delegation of new tasks that can develop the employee; 
4) Experience and knowledge transfer between employees of one department, 

performed tasks rotation between employees; 
5) Corporate universities and E-learning systems introduction [33] for continuous 

sustainable development the human resources of enterprise. 
Employee training is the most important prerequisite for innovative enterprise 

development. For example, it can be balanced using the principle of 70/20/10 [41]. 
According to this model the most effective development of professional and personal 
competencies occurs in the course of practical activities (70%), which are based on the 
relationship with other approaches, such as feedback and training (20%), as well as formal 
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training, which in turn has the lowest impact on the completeness and speed of employee 
development (10%). Thus, the entity applies different approaches to employee development 
to get the most out of the potential. Work efficiency evaluation should be based on the 
employee goals achievement during the year, and goals are formed in accordance with 
SMART goals setting technology (Specific, Measurable, Achievable, Relevant, Time-
Bound) [42, 43], i.e. goals should be specific, measurable, achievable, relevant, and related 
to certain time frame. The senior management goals should be interconnected, consistent 
and reflected in the tasks of other employees. 

Motivation and incentives system should be organized in such way that the financial 
component of motivation reflects implementation of goals and objectives for employee. To 
ensure the motivation scheme transparency, it is necessary to shift the employees’ focus on 
achieving goals, rather than on salary motivation; to introduce a grading system for all 
employees. Alternative ways of motivation, that have proven their effectiveness, include 
corporate events, events for employees and their families, competitive events with prizes. 

The internal business environment, as mentioned above, is the basis of any enterprise. 
Functioning in the external environment is characterized by complexity and multilevel 
structure, and when receiving from it the necessary resources, it is impossible to ignore the 
processes occurring in it. The external environment influence on business activities is 
different and it is determined by both specific features and enterprises internal potential. As 
a result, companies need information about existing threats or open opportunities, analysis 
of direct influence factors, which will ensure adoption of reasonable management decisions 
and formation of adequate impact on the environment. Thus, focusing on consumers as one 
of the main external factors influencing the enterprise activities, we will consider some 
instruments for managing communications with them. 

Consumers by their decisions determine the range of most desirable goods and services 
for them. They dictate the price thresholds at which they are willing to buy a particular 
product influencing the criteria of enterprise efficiency. For the company to function, it is 
necessary to regularly analyse and respond to the needs of its customers. 

To ensure long-term, innovative, sustainable enterprise’ operation it is necessary to 
constantly analyse a market, recognize capabilities, determine the range of competitors and 
consumers, and develop effective response methods. In the present society development 
conditions, the internal change driver is a human resource of an enterprise, and external 
driver is consumers. Therefore, satisfaction of employees and consumers will be the key to 
sustainable and continuous enterprise growth. In general, sustainable development over 
time with consideration of proposed approaches can be represented as a modified 
production function: 

dφ(H;F;M;C)
d𝑡𝑡

≥ 0,    (1) 

where φ(H; F; M; C) – revenue function of using resources, H – human resources, F – 
financial resources, M – material resources, C – communication with consumers, t – time 
period. 

Thus, significant attention in the enterprise sustainable development concept as part of 
the economic system should be paid to developing an efficient human capital management 
strategy, which is focused on such goals as decomposition in sustainable development, a 
favourable organizational culture development, business models formation based on 
effective communication with consumers, choosing the newest organization forms and 
doing business practices including those that have emerged in the field of social business, 
which will allow to move towards realization of main sustainable development goals. 
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4 Conclusions 
Further functioning of the enterprise and its activities expansion require improvement of the 
applied management instruments. While in the recent past they were focused only on the 
financial component of performance, then over time, understanding of inadequacies and 
imperfections of this approach emerged. Today, managers of many companies consider 
sustainable development concept as a modern and effective management approach. On the 
one hand, in order to implement it, the company's business processes that provide 
optimization of financial, material, and human resources, and the employees who share the 
sustainable development principles are able to implement them, should be the basis. On the 
other hand, influence on the consumer and, to some extent, his/her education within the 
traditions of environmental and health protection strengthens the company's orientation to 
achieve sustainable development goals, and then to use its principles by maintaining a 
balance between economic, environmental and social business components. 

The human resource management primarily involves defining common goals and 
facilitating their perception by the company's staff through corporate culture, 
communication with management, and other awareness-raising activities. All activities at 
this level should be planned and aligned with the company's overall goals. 

The coordinating component of human resources management is represented by a firm’s 
personnel policy, and thus it should be consistent with the firm’s goals of sustainable 
development. 

An important component of human resource management is developing an effective 
motivation system that will encourage employees to care not only about their own needs, 
but also about the needs of future generations, thus participating actively in solving social 
problems. 
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