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LABOR POTENTIAL AS AN IMPORTANT FACTOR IN IMPROVING
THE EFFICIENCY OF ENTERPRISES IN THE HOSPITALITY INDUSTRY

TPYAOBUA MNOTEHLUIA K BAXTMBUA YNHHUK
MIABULWEHHA EQEKTUBHOCTI MNIANPUEMCTB IHAYCTPII FTOCTUHHOCTI

The article presents the results of the labor potential study as the most important factor affecting the
efficiency of enterprises in the hospitality industry. To this end, tasks aimed at clarifying the main direc-
tions of the company’s policy in the hospitality industry in the field of labor potential development were
solved; the dependencies between the elements interrelationships complex the labor potential man-
agement system are described; the methods of functional-value analysis and analytical hierarchy are
applied to take into account the peculiarities of the labor potential; the task of developing the labor
potential of decision-making on increasing the efficiency of employee interaction is considered, deter-
mination of competence taking into account the components content of hospitality industry enterprises
employees.

Key words: labor potential, hospitality industry, enterprise efficiency, methods of labor potential analy-
sis, labor potential management.

B cmammi npedcmagneHo pe3y/ibmamu 00CAIOXeHHs] mpydoBo20 nomeHyjasy sk HallBax/iusiuo2o
hakmopy, Wo srausae Ha echeKmusHicmb ridnpuemema iHoycmpii 20cmuHHoOCMI. 3 yieto Memoro
6y/10 BUPILWEHO 3a80aHHs, CrIpsIMOBaHI Ha 3'iCyBaHHsT OCHOBHUX HarpsMI8 Mo/limukKu riornpuemcmsa
B8 [HOycmpii 2ocmuHHoCMi Yy cghepi po38UMKY mpyodoso20 MOMEHUiasy; OfuCaHo 3a/1eXHOCMI MK
KOMI/IEKCOM B3aEMO3B'A3KIB e/leMeHmis cUCMeMU KepysaHHS mpyodosuM MomeHyia/ioM; 3acmoco-
BaHO Memoou (hyHKUIOHa/TbHO-BapMICHO20 aHaslizy ma aHa/limuyHoi iepapxii 0715 spaxysaHHs 0Co-
6rusocmeli mpydoBo20 fomeHyjasy; po3e/isiHymo 3as0aHHs Po3BUMKy mpydoso20 nomeHyiasty
MpuliHIMMS! pilueHb Wodo NiOBULEHHST echekmusHOCMI B3aEMOOIT NpayiBHUKIB; BUSHAYEHHST KOM-
remeHyjii 3 ypaxysaHHsIM 3MiCmy KOMIMOHEHMIB MpayisHUKIB MiOMpuUEMCMS MPOMUC/I080CMI 20C-
MmuHHocmi. [i0 Yyac 00cioxeHHsT AiliLuiu BUCHOBKY, WO po32/isiHymul iHempymeHmapili nocmae sik
efleMeHm opaaHizayitiHo-eKOHOMIYHO20 MexaHi3My 83aeMOO0Ii payiBHUKIB MionpueMcmsa 8 iHoycmpii
20CMUHHOCMI 3 ypaxysaHHsIM PO3BUMKY mpydo8o20 riomeHyjiany. Mo2o suKopucmanHs sidobpaxae
3micm mMemoois, Mioxodis ma as20pummis, WO BU3HaYarMb PO3BUMOK MpPyodoB8020 MomeHyjiany ma
MOX/IUBICMb peastizayil Micii mionpuemcmsa iHoycmpii 20cmuHHocmi. Y makili skocmi 8iH € OCHOBOH
07159 MPUUHAMMST pilueHb Ha rMoYamkosoMy emari 00C/idXeHb Wo0o ¢hopMyBaHHS MOIMUKU Mio-
rpueMcmea y supilweHHi npobsiemu po3suUMKy mpyooso20 rnomeHyjasy ma 83aeMooii MpayisHUKIB.
3’scosaHo, Wo iHcmpymeHmapiti po3sumKy mpyooso20 MomeHyjasly 8UCMyrae sk yacmuHa opaa-
Hi3ayilIHO-eKOHOMIYHO20 MexaHi3My B3aeMOodil npauisHukis. Criabka po3pobsieHicmb eKOHOMIKO-
MamemMamuyHux mooesiel yrpas/iHHs MOMeHYitHUMU mpydoBUMU MOXJ/TUBOCMSIMU MPaYIBHUKIB
pu3s0AUMb 00 MpPyJOHoWIB 8 06/1iKy sIKoCmi MpPydoBo2o nomeHyiasty. ToMy nompibHo po3pobka ma
pO3BUMOK ridxodig 00 yrpas/iHHA MpyoosUM MOMEHYiaI0M, WO CrpUsiomb MioBULYEHHIO SKocmi
B3aeMOO0il NpauisHUKIB riorpueMcms iHOycmpii 20CMUHHOCMI 3 ypaxyBaHHsIM Po38UMKY mMpydo8020
rnomenyjany. Creyugpikayisi goopm 83aeMo0ii payisHUKI8 y BCbOMY ix po3maimocmi Mpu3sooums 00
HeobXiOHOCMI BUOI/IEHHST OKPeMO HarpsiMy Y OOC/IIOXEHHSIX mpyodoBo20 romeHyjasy, Wo mopka-
ombCs NPOGAEMHUX MUMaHb xapakmepy 83aEMO0i.

KntouoBi cnoBa: mpydosul momexyjas, iHOycmpisi 20CmUHHOCMI, egheKmuBsHICmb pobomu rionpu-
emcmsa, Memoou aHasizy mpyooso20 MomeHyiasy, yrpas/iHHs mpyoosuM MOMEeHUa/IoM.
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Formulation of the problem. For managers
seeking to ensure the sustainable functioning of
enterprises in an unstable market environment, it is
important to have tools that allow them to perform a
detailed analysis of potential employment opportuni-
ties. It is necessary to develop methods for obtaining
reliable forecasts of the dynamics of the components
of the labor potential necessary for the implementa-
tion of a comprehensive assessment of personnel
and increasing the efficiency of using the personnel
component of production. You can use a tool widely
used in economic research and important for the anal-
ysis of labor potential — the method of determining
the coefficients of importance (weight coefficients).

Analysis of recent research and publications.
Athorough analysis of Ukrainian and foreign scientific
literature, in which the object of research is the actual
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labor potential of a hospitality industry enterprise,
made it possible to notice that now, in the context of
the ever-increasing role of a person in ensuring the
stability and development of enterprises, this direc-
tion is indeed particularly relevant, and the existing
problematic issues require further development and
resolution. Of the many scientific sources devoted
directly to the establishment of the definition of the
economic category «labor potential of the enterprise»,
it is necessary to highlight the developments of such
scientists as Utkina Yu. M., Solomnikov I. V. [1], Kor-
butaK. E.[2], DudaG. B. [3], Grebenyuk G. M. [4], Pily-
avsky V. I. [5], Raikovskoy I. T. [6], Gavrilenko Ya. V.
[7]. In the works of the above scientists, the need to
clarify the essence of the concept of «labor poten-
tial of an enterprise» is substantiated, especially tak-
ing into account the transformations and constantly
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emerging new requirements in the modern market
environment for the functioning of enterprises. At
the same time, they lack the unity of views on labor
potential as an important factor in improving the effi-
ciency of hospitality industry enterprises.

Setting objectives. Thus, it is advisable to formu-
late the purpose of a scientific article as to explore
and analyze the main components of labor poten-
tial as an important factor in improving the efficiency
of hospitality industry enterprises. This goal can be
achieved by solving the following tasks:

— to find out the main directions of the policy of
the hospitality industry enterprise in the field of labor
potential development;

— describe the relationship between the complex
of interrelations of the elements of the labor potential
management system;

— apply the methods of functional cost analy-
sis and analytical hierarchy to take into account the
peculiarities of the labor potential;

— to consider the task of developing the labor
potential of making decisions related to improving the
efficiency of interaction between employees;

— to determine the competencies, taking into
account the content of the components of the employ-
ees of the hospitality industry enterprises.

Presentation of the main research material. To
date, there are many varieties of methods for deter-
mining the coefficients of importance. The complexity
of their implementation in the practice of analyzing
and assessing potential employment opportunities
lies in the requirement that the analyst has a good
mathematical background. This means thinking logi-
cally, linking together the priorities of the enterprise,
the characteristics of the labor potential of employees
and the results obtained. The implementation of such
an analysis is laborious and hampered by the need
to take into account many features related to the
labor behavior of employees and personnel policy.
The ability to analyze the labor potential of employ-
ees and the enterprise as a whole will facilitate
the task of introducing methods for analyzing and
assessing labor potential in the practice of personnel
management. Table 1 presents the main directions of
the enterprise's policy in the field of labor potential
development, developed in the study, regarding the
interaction of employees, and the principles that must
be followed in this case.

The development of labor potential analysis tools
should be linked to the organization of activities for
the formation of an effective mechanism of interaction
between employees, for which the main directions
of enterprise policy in the hospitality industry are
determined. Their developmentimplies the adherence
to certain principles, which are benchmarks and
constraints in the implementation of the management
tasks. The study identifies areas in the development
of education, contributing to the formation of an
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effective organizational and economic mechanism
of interaction between employees of the enterprise
hospitality industry.

When developing the theory and singling out
the content of labor potential components, it is not
necessary to proceed from any well-established
provisions. When considering the concept of potential,
it is necessary to consider the present and future
in a single interaction. It follows from the definition
of the content of «potential», characterizing latent
possibilities, which can be used to solve a problem
or achieve a certain goal in the future with reliance
on the existing state. The development of labor
potential (and therefore its components), depends on
many factors [8]. A general idea of the parameters
determining the features of the functioning of the
labor potential management system is provided by
the following dependence:

TP=f(PL,...,Pi,...
where TP — the labor potential;

P1 — information, technological, economic and
social parameters, determining the possibility of
forming the qualitative interaction of employees and
the degree of development of the components of the
labor potential of the hospitality industry enterprise
employees [8; 9].

The dependence presented above has an integral
character and reflects the whole complex of intercon-
nections between the elements of the labor potential
management system, and, therefore, the interaction
of employees. Therefore, the content of the catego-
ries «labor potential component» and «interaction of
employees» should be analyzed in a single aspect [8].

When planning costs, decisions are made based
on the results of personnel cost-effectiveness assess-
ment, which is carried out using various methods: the
method of expert evaluations, benchmarking, profit-
ability assessment, analysis of return on investment
in personnel, key performance indicators and per-
sonnel auditing. By monitoring the controlling indica-
tors of labor costs and analyzing deviations between
actual and planned results, it is possible to prevent
crisis situations. Being a dynamic process, personnel
cost management system includes direct and feed-
back management actions, the purpose of which is to
achieve high economic results in the enterprise activ-
ity, which is difficult without monitoring of personnel
management system. So, one of the main tasks of
monitoring the personnel management system is to
evaluate the effectiveness of the use of costs.

Tough market conditions pose challenges to the
enterprises of the hospitality industry to specify the
cost of personnel, accounting, analysis and optimi-
zation of costs associated with its work and devel-
opment. Therefore, the introduction of personnel
monitoring in the hospitality industry enterprises will
allow to optimize the system of personnel costs man-
agement, taking into account the industry specifics

, Pn), 1)
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Table 1

The main directions of the company's policy in the field of labor potential development

Directions

Principle

Characteristics

Development
of labor
potential

Equal need to achieve

individual and organizational

goals (consistent

with all other principles
and characterizes

the main principle)

Achievement of correspondence between the goals of employees
to develop their individual labor potential and the interests of top
management (administration)

Recruitment
based on the
quality of labor
potential

Achievement of correspondence between the tasks related

Compliance to the development of labor potential, capabilities of employees
and authority of the top management
Level of knowledge of employees takes into account the degree
Competence of correspondence of employees' potential to the requirements

of the position

Practical Achievements

Existence of experience, related to development of labor potential
and allocation of competences, correspondence of experience
to the organizational abilities of a manager

Individuality

Existence of capabilities (tools) of singling out employees'
individuality, determining intentions, singling out components,
determining the style of performing job duties, leadership, etc.

Formation

and preparation
of areserve

for promotion
to senior
positions

Competitiveness

Availability of approaches allowing to select candidates on a
competitive basis

Rotationality

Systematic change of positions vertically and horizontally with the
accompanying identification of the elements of activity organization

Individual training

Taking into account the quality of individual labor potential, defining
the possibilities and methods of its development, taking into
account the nature of interaction of employees

Commitment to practical
work

Carrying out practical activities relating to internships in managerial
positions

Appropriateness
for the position

Creating a reserve for relevant positions in the performance
of individual programs for the development of labor potential
and allocation of competencies

Regularity

Regular assessment of the employees' professional knowledge,
practical skills, personal and psychophysiological characteristics
associated with the competences important for the enterprise

Assessment
and certification
of personnel

Selection of indicators

Assessment of the employees' performance on the basis

of technical and economic indicators of labor potential; creation
of a system of indicators taking into account the criteria
characterizing peculiarities of employees' interaction

Knowledge relevance

Correspondence of knowledge to the type of activity performed

Frequency

Periodic revision of job descriptions, used for personnel
development; periodic performance evaluation in order to highlight
competencies

Self-Expression

Possibility to be independent in performance of work activities,
encouragement of employees' initiatives

Concreteness

Detailed description of duties of executives and managers

Self-development

Ability and opportunity to enhance own potential taking into account
own goals and priorities

Motivation
and stimulation
of personnel

Motivation

Allocation of motivational factors that influence the willingness
of employees to perform efficient work activities

Organization of remuneration

Implementation of effective remuneration system

Equal combination

of incentives and sanctions

Optimal correspondence between violations of work regulations
and sanctions applied

of the enterprise and the quality of labor potential.
The most often declared reason for shortcomings in
the use of knowledge and skills of employees is the
lack of funds allocated for personnel development,
adaptation and training of personnel, career and pro-

Source: developed by the author on the basis of a summary of literary sources

fessional advancement. When summarized, all of this
is usually referred to as a workforce analysis. A review
of the thematic literature [8; 9; 10] shows that when
analyzing the economic activity of enterprises in the
hospitality industry, a matrix is built using the indica-
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tors by decreasing degree of their importance in the
assessment of human resources. On the rows these
elements act as factors, on the columns — results.
The diagonal of the matrix divides the matrix into
two parts, and the indicators under the diagonal are
direct and above the diagonal are inverse. It is known
that, from the point of view of efficiency assessment,
direct indicators should increase, and inverse indica-
tors should decrease. If most of the direct indicators
in the index matrix are less than 1, a conclusion is
made about their negative trend. If the inverse indica-
tors have a value greater than 1, negative trends are
observed.

According to the results of the analysis the indi-
cators that should be paid close attention, correcting
their values are singled out. When analyzing the per-
sonnel management system more often profitability
of wages, profitability of personnel, fund-employment
and average wages, which characterize the function-
ing of production, are singled out. The matrix analysis
is convenient and widely used for representation and
research of the cost mechanism. It is more difficult to
define a toolkit of the analysis of interaction of employ-
ees, for the reflection of which it is required to develop
a set of other technical and economic indicators.
The difficulty lies in the fact that such indicators
should not only be a characteristic of interaction, but
also not contradict the main provisions of the theory
of labor potential. So, development of all system of
techno-economic indicators is required, which directly
affects a problem of interaction of workers in the pro-
cess of labor activity and labor potential analysis.

In the theory of labor potential there is a provision,
according to which signs of variables, set on the sign
of positive or negative economic change (direction),
in the sense correspond to the goals of labor poten-
tial management or prevent them. This means that an
increase in the value of the techno-economic indica-
tor corresponds to a positive trend for the enterprise,
i.e. the realization of its goals [11]. A decrease in the
value - a negative trend and a decrease in the proba-
bility of the implementation of objectives. Compliance
with this rule is not always possible, but it is possible
to identify indicators of both interaction of employees
and labor potential, dynamics of which correspond to
the specified rule.

Achievement of effective interaction of workers in
the process of labor activity is possible only with the
use of tools of measurement of interpersonal socio-
labor relations, for example, allowing to estimate
openness in the organization or adequacy of feed-
back. Indicators of social efficiency of personnel man-
agement, which include such important for employees
indicators as income level of employees and level of
personnel satisfaction, are widely used. These indi-
cators are received by means of periodic system of
guestioning of employees on such significant criteria,
as labor possibilities of independence and initiative,
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assessment of quality of work, intensity and complex-
ity of work, possibility of application of innovations.
Both the employee and the head of the subdivision
participate in the survey, expressing their opinion on
the work done, the difficulties encountered and the
desired changes. The survey is conducted on a point
assessment scale, the results are summarized and
grouped for each individual employee. Thus, there is
a feedback channel, which allows to identify deficien-
cies in the personnel management system and con-
tributes to the development of the labor potential of
the employees of the enterprise [12].

To analyze the interaction process, taking into
account the peculiarities of labor potential, it is advis-
able to select methods that have the property of
universality. The methods of functional-value analy-
sis (FVA) and analytical hierarchy (MAH) aroused
the greatest interest among the managerial staff of
the hospitality industry enterprises. Functional cost
analysis has been widely used to isolate the value
of functions, which has provided opportunities to
optimize management structure and function evalu-
ation [9; 11]. Separately, let us highlight the possi-
bilities of labor potential FVA. By definition, FVA of
labor potential is a method of systematic study of its
functions, aimed at increasing the ability of person-
nel to realize the goals of an enterprise by performing
the basic and main functions. MAH is a systematic
procedure for obtaining an idea of the hierarchy of
compared elements. Taking into account the capa-
bilities of MAH and FVA, we can conclude that these
methods are convenient for analyzing labor potential
and establishing the relationship between the qual-
ity of components and the features of interaction of
employees [8].

Let us consider the problem of development of
labor potential of decision making concerning the
increase of efficiency of interaction of employees.
There is some initial set of alternatives (objects, strat-
egies) X, among which it is necessary to choose the
best one or to perform the ranking of alternatives. In
this case the ranking of competences, determining
the interaction of employees, is performed. Compe-
tences are formulated on the basis of labor potential
components [8].

1. The set of the main goal F, on the basis of which
the choice or ranking of the set of alternatives X will
be performed. In most cases when setting a decision-
making task the main goal (main criterion) is divided
into subgoals (partial criteria). The aim of the research
is to identify the competences that contribute to the
elimination of bottlenecks in the system of interaction
between employees of the enterprise.

2. A set of subgoals f1, f2, . . ., fn, taken into
account when choosing or ranking alternatives of the
set X. It is necessary, taking into account the main
goal and subgoals, to choose the best alternative
from the set X or arrange them by decreasing the
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degree of their importance. The best alternative is to
select the competence that improves the quality of
labor potential [8].

Consider the goal «elimination of deficiencies in
the interaction of employees, taking into account the
quality of labor potential». A list of factors affecting
labor potential is determined, components of labor
potential are singled out and converted into compe-
tences. The best result in the presence of the goal
taken over a long period will be obtained by using dif-
ferent methods (for example, MAH and the method of
determining weighting coefficients). If there are many
components, they should be divided into groups and
assess the importance of each of them by the crite-
rion of the implementation of the goal [8].

At the initial stage of the analysis, the problem is
decomposed into simpler components. In this case,
taking into account the intermediate goals of the hos-
pitality industry enterprise, required for the develop-
ment of labor potential, the content of the criteria,
which is the basis for decision-making, is formulated.
The hierarchy is as follows. The highest level is the
mission of the hospitality industry enterprise (the goal
of the hierarchy). At the second level are the crite-
ria that determine how to implement the mission.
The elements of the second level (i.e. criteria deter-
mining the ways of mission realization) are the fea-
tures of employees' interaction related to the sphere
of competences realization (i.e. those spheres in
which they should be involved to achieve the inter-
mediate goal «development of labor potential»).
The content of competences acts as elements of
the third, lowest level. Thus, the content of compe-
tences is a characteristic of the lowest level which
determines the possibility to achieve all intermediate
goals [8; 12].

Spheres of competence manifestation are com-
pared on the basis of their content [13]. The formula-
tion of competences is carried out according to the
following relationship: personal, psychophysiologi-
cal and professional characteristics of employees -
components - work potential - competences -
personal, psychophysiological and professional char-
acteristics of employees. The formulation of compe-
tences is conveniently carried out in the sequence
competence - characteristics of employees -
description of competence.

The study defines competencies taking
account the content of the components.

1. Ability to make non-obvious decisions in condi-
tions characterized by insufficient information.

2. The ability to competently organize and monitor
the implementation of service activities.

3. The ability to improve the quality of work activi-
ties, without reducing the motivation of the personnel
to perform their duties.

4. Ability to regulate social and psychological rela-
tions in the team.

into

5. The ability to create and implement labor quality
and performance standards.

6. Ability to clearly formulate problems and identify
approaches to their solution.

7. The ability to systematize conclusions based on
logically selected information.

8. Ability to organize effectively functioning human
resources services.

9. Ability to understand in detail the aspects of
human resources services (technical, economic,
organizational).

10. Ability to maintain professional qualifications
and not exaggerate one's capabilities.

11. Ability to find fresh and original solutions to
assigned tasks.

12. Ability to question traditional methods, identify-
ing their shortcomings and identifying approaches to
eliminate them.

13. Ability to organize effective work in stressful
conditions, control oneself and determine the ways
out of non-standard situations.

14. Possessing a broad perspective on personnel
problems and ways to solve them.

15. Understanding of long-term consequences of
decisions made in the sphere of personnel and their
impact on related spheres of activity.

16. Ability to adapt to the changing conditions of
labor activity [8].

Criteria are formulated according to the priorities
of the enterprise of the hospitality industry, in partic-
ular, on the effectiveness of the performance of job
duties in specific positions [13].

The task of allocating the content of competences
can be formulated in different ways. The order of dis-
tribution of competences by level of importance is
convenient for labor potential research, where impor-
tance is determined by different criteria, for example,
by the effectiveness of job duties in specific positions.
In the considered approach the competence and the
components of labor potential are in the relationship
of subordination. In solving specific practical tasks,
this issue is debatable, because in some situations
components will be more important, in others - com-
petences. Here we should use the main provisions of
the theory of labor potential in relation to the priorities
of the enterprise of the hospitality industry. Hierarchi-
cal representation of both competences and compo-
nents allows to compare and contrast labor potential
management procedures, which are important for
solving the set problems.

Conclusions from the conducted research.
Based on the study, we can conclude that the con-
sidered tools act as an element of the organizational
and economic mechanism of interaction between
employees of the enterprise hospitality industry on
the basis of the development of labor potential. Its
use reflects the content of methods, approaches and
algorithms that determine the development of labor
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potential and the possibility of implementing the mis-
sion of the enterprise of the hospitality industry. As
such, it serves as a basis for decision-making at the
initial stage of research concerning the formation of
enterprise policy in addressing the development of
labor potential and interaction of employees.

Thus, the organizational and economic mecha-
nism of interaction between employees of the enter-
prise is a set of methods, approaches and algorithms
that determine the development of labor potential
and the possibility of implementing the mission of
the hospitality industry enterprise. The mechanism of
interaction between employees is a means of imple-
menting labor potential management technology,
which includes a set of organizational and economic
impacts on labor potential. Therefore, the procedures
of formation of the organizational and economic
mechanism of employees' interaction are imple-
mented through the development of labor potential.

In addition, it is important to note that the tools
of development of labor potential act as part of the
organizational-economic mechanism of interaction
between employees. Weakly developed economic-
mathematical models of management of potential
labor potential of employees leads to difficulties in
accounting quality of labor potential. Therefore, it is
necessary to develop and develop approaches to
labor potential management that would improve the
quality of interaction between employees of hospital-
ity industry enterprises on the basis of labor potential
development. The specification of the forms of inter-
action of employees in all their diversity leads to the
need for separate direction in the research of labor
potential, touching upon the problematic issues of the
nature of interaction.

The components of labor potential are character-
ized by unity, expressed through a set of personal
qualities of employees. Formalization of processes,
occurring in the system of labor potential, is difficult
due to the presence of many parameters of inter-
action of workers, related to the social features of
labor collectives. The changes in the organizational
environment of hospitality industry enterprise should
distinguish the components of labor potential, char-
acterizing their impact on the nature of interaction
between employees and the existing opportunities
for the development of labor potential. The order of
functioning of labor potential is a set of components
that are in constant development, united by many
information, material and social relations. Procedures
of labor potential management regulate the develop-
ment of components, aimed at achieving the goals
of production system and determining the features of
interaction through managerial impacts.

In addition, it should be noted that the goal set
in the study regarding the analysis of the main com-
ponents of labor potential as an important factor in
improving the efficiency of hospitality industry enter-
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prises was achieved. Its achievement became possi-
ble due to the solution of tasks aimed at clarifying the
main directions of the policy of the hospitality industry
enterprise in the field of labor potential development;
description of the relationship between the complex
of interrelations of the elements of the labor poten-
tial management system; application of methods of
functional cost analysis and analytical hierarchy to
take into account the peculiarities of the labor poten-
tial; consideration of the task of developing the labor
potential of making decisions related to improving the
efficiency of interaction between employees; determi-
nation of competence, taking into account the content
of the components of employees of hospitality indus-
try enterprises.

A potential direction for further research in this
area is the problem of identifying the components
of labor potential associated with various features
of interaction. It arises when using the concept of
«potential», acting as a set of means and conditions
necessary for conducting, maintaining and preserv-
ing labor potential of employees and characterizing
internal capabilities of employees.
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