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PERSONNEL MANAGEMENT IN MODERN CONTEXT

Abstract. Purpose. The aim of the article is to determine the place of personnel management in
the modern context. Results. The article establishes that the manager should provide for the solution
of issues of personnel training and education, the choice of management styles in accordance with
the stages of maturity of the work team, and the choice of the structure of the organisation at each stage
of its growth. The staff selection policy, which is a strategy for staff development, is the basis for personnel
management. The way of implementing the strategy of work with personnel is management, which
combines into one policy of work with personnel of the organisation and interests of the State and society
in general. The practice of large both domestic and foreign organisations shows that the policy of personnel
selection is formed at the highest levels of management. The basis for this is the administrative powers
of the heads of organisations and management bodies. This policy is embodied in the relevant documents
and instructions regulating the aspects of work of all managers of middle and lower management with
different categories of personnel. At the same time, the key tasks of these links are to communicate the goals
set by the leadership of the organisation to each employee personally. It is emphasised that promotion
helps the organisation by allowing it to fill vacancies with employees who have already demonstrated their
abilities. It also helps the employees, because it satisfies their desire for success, achievement, promotes self-
respect. Promotion is an effective way of recognising thorough and successful performance. Conclusions.
Performance assessment is required to inform people about their relative level of performance. If this
function is properly organised, the employee will not only know how he or she works, but also the specific
pros and cons of work and how to overcome them. Considering motivational functions, it is necessary to
note that performance assessment is a principal means of motivating human behaviour. By identifying
qualified and conscientious employees, the administration can reward them with gratitude, raised wages
or promotion. Systematic, positive reinforcement of behaviour associated with high productivity should
lead to similar behaviour in the future.
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1. Introduction

The main task of personnel management is
the making of an effective policy of work with
personnel within the organisation, region, or
industry. Personnel management under mod-
ern conditions includes several interconnected
stages: first, the establishment of an effective
personnel management system and mecha-
nism, the selection and training of personnel
managers; second, human resource planning;
third, career guidance and adaptation; fourth,
staff training; fifth, performance assessment;
sixth, labour discipline management; seventh,
the training of senior managers. These condi-
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tions lead to the emergence of a new profession
in organisational activities — a staff manager,
that is, a professional supervisor, a highly quali-
fied specialist in human resources management,
whose training and continuing education have
now become a major challenge.

The functions of the human resources man-
ager are as follows. Tasks of optimal formation
of managerial and executive structures include
determination of basic requirements to employ-
ees, provided for by position; determination
of optimal norms of management and construc-
tion of model of teams; staff selection: initial
assessment of staff; career guidance; devel-
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opment of methods to evaluate and motivate
staff. The placement of staff includes: the dis-
tribution of personnel by the workplace, tak-
ing into account all the rules for the formation
of the work team, individual and psychologi-
cal characteristics of each employee, as well as
compatibility with other workers; formation
and implementation of training and promotion
of staff. Improving the structure of the team
and increasing its sustainability involves exam-
ining the needs and interests of different social
groups and changing the structure of the team;
optimising the relationship between the goals
of the organisation, its management and the com-
position of different management groups.

2. Corporate personnel management

The basic element of existence of any
organisation is people. Slogan “Cadres Decide
Everything!” was and remains relevant. The cur-
rent stage of development of Ukraine as an inde-
pendent State determines the issue of quality per-
sonnel selection as topical. Although the labour
market has developed to some extent, the issue
of professional personnel for decision-making
bodies at both the local and State levels is very
acute. Before, there was a personnel management
system that comprises: planning and forecasting
of staff requirements; deployment and rotation
of staff; staff training and retraining; rational
use of current staff. Purposeful and reasoned
work with personnel contributed to social sta-
bility of society. The situation was aggravated by
the fact that practically higher education institu-
tions (unlike in the West) did not train special-
ists in management. This fact also has an impact
on the current situation.

HR management is complex and multi-
faceted due to many different and sometimes
conflicting aspects. Of these, the following can
be highlighted: 1. Technical and technological
aspect, which determines the level of corporate
development of and characterises the readiness
of staff to work at the modern level, to imple-
ment innovations; the ability to work with
the use of the latest technologies. As an exam-
ple, one can study the cases of organisations
which have been established with foreign rep-
resentatives, where the level of technology
and the intensity of the process are so high that
our employees are unprepared. 2. Economic.
The number of personnel in similar domestic
and foreign organisations differs significantly —
this issue requires study and analysis. 3. Legal.
The employee of the HR department shall know
the labour legislation. At the present stage,
the legal framework in Ukraine is not suffi-
ciently developed. 4. Socio-psychological. This
implies the issues of social and psychological
support for the staff. This issue has been poorly
studied. Currently, many scientific and popular

science publications cover HR management,
which is of great importance for improving
the quality of management in Ukraine.
Frequently, leaders are firmly convinced
that only volitional pressure can inspire sub-
ordinates to new labour successes. Sometimes
it works out. After all, such a pressure can
always be transformed into a threat to recruit
new workers from those who are looking for
a job, or apply for a particular position. None-
theless, these kinds of bosses often are the first
to become outside the organisations. And not
so much because their leadership saw in their
actions the cause of the spread of discontent
among workers, the growth of conflicts, but
rather because the artificial inflammation of pas-
sions was considered to be the way necessarily
leading to a decline in the quality of indicators.
It should not be recalled that such leaders were
not respected. Besides, most people are just
waiting for the right opportunity to do harm
to them. In any case, pressure on a subordinate
could in no way ensure a long business career.
The authoritative leader will never allow him
or herself to “drive” people into a stressful state,
his or her tool of management is conscious moti-
vation of work. A good leader is clearly aware
of the importance of the principle “for the sake
of all and with all”, understanding that in a sit-
uation “one against all” it is possible to achieve
a complete collapse of all their undertakings.
3. Organisation manager in the work team
The manager should provide the solu-
tion of issues of staff training and education,
the choice of management styles in accordance
with the stages of maturity of the work team,
and the choice of the organizational structure
at each stage of its growth. Staff selection pol-
icy, which is a strategy for staff development, is
the basis for personnel management. The way
of implementing the strategy of work with per-
sonnel is management, which combines into one
policy of work with personnel of the organisa-
tion and interests of the State and society in
general. The practice of large both domestic
and foreign organisations shows that the policy
of personnel selection is formed at the high-
est levels of management. The basis for this is
the administrative powers of the heads of organ-
isations and management bodies. This pol-
icy is embodied in the relevant documents
and instructions regulating the aspects of work
of all managers of middle and lower manage-
ment with different categories of personnel. At
the same time, the key tasks of these links are
to communicate the goals set by the leadership
of the organisation to each employee personally.
One way to work effectively in an organ-
isation is to employ and select the most quali-
fied and capable workers. However, this is not
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enough. The manager should organise system-
atic training and education of staff, helping
them to reach their full potential.

Heads, human resources managers, and all
those responsible for identifying and recruit-
ing employees in a rapidly growing organisa-
tion know how it is difficult to do so. Internal
changes, which would normally occur every 10
years or more, have to be made immediately,
and problems are increasing.

The situation is further complicated by
the fact that many fast-growing organisations
are young and inexperienced in personnel mat-
ters. But they have certain advantages. They
have enthusiasm and a certainty of perspective,
which can help to solve problems and make
uncertainty attractive.

Training is important. Unfortunately, many
managers are not aware of all the problems
involved. One is the application, without analy-
sis, of programmes used by other organisations.

They are copied, without considering
whether the style really meets the needs
of the organisation.

Training is useful and necessary in three
main cases. First, when a person enters the com-
pany; second, when an employee is appointed to
a new position or when a new job is assigned to
him or her; third, when an inspection establishes
that an employee lacks certain skills to perform
his or her tasks effectively.

Thorough consideration of the structure
of the training programs goes beyond the scope
of this work. Training is a broad specialised area.
Specific teaching methods are quite numerous,
and they need to be adapted to the require-
ments of the profession and organisation. Some
of the basic requirements for effective training
programmes are:

- Training requires motivation. Employ-
ees must understand the purpose of the pro-
gramme, learning will increase their productiv-
ity and thus their own satisfaction with their
performance.

- The leadership should create a climate
conducive to learning. For example, they should
encourage learners. Some organisations offer
training in special centres rather than on their
own premises, which greatly improves the per-
ception and quality of training.

- If you need to master a complex task,
the learning process should be divided into
several consecutive stages. The programme
participant should be able to put into practice
the material learned at each stage.

- Employees, who study, need to feel
feedback on learning outcomes. It is necessary
to ensure positive reinforcement of the mate-
rial learned. This can be done, for example, in
the form of praise from the teacher.
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Next, once the employee has adapted in
the team and has received the necessary train-
ing to perform his or her work effectively, per-
formance should be assessed. This is the purpose
of performance assessment, which can be seen as
an extension of the control function. As noted
above, the control process involves the defini-
tion of standards and the measurement of results
to determine deviations from established norms
where corrective action is required. Similarly,
performance assessment requires managers
to be aware of how effectively each employee
is discharging delegated responsibilities. By
providing this information to subordinates,
the manager informs them of how they do their
job and provides an opportunity to correct their
conduct if it does not meet the requirements.
Moreover, performance assessment allows
the manager to identify the most conscientious
employees and raise their level of achievement
by promotion.

Basically, the performance assessment meets
three objectives: administrative, informational
and motivational.

Administrative functions include: promo-
tion, demotion, transfer, termination of employ-
ment.

4. The performance assessment of corpo-
rate employees

Each organisation must evaluate the perfor-
mance of its employees in order to make admin-
istrative decisions on promotion, transfer to
a higher position, or termination of employment
contract. Promotion helps the organisation
by allowing it to fill vacancies with employees
who have already demonstrated their abilities.
It also helps the employees because it satisfies
their desire for success, achievement, promotes
self-respect. Promotion is an effective way
of recognising thorough and successful perfor-
mance. However, a promotion decision requires
a manager to promote only those who have
the capacity to perform effectively in a new post.
Unfortunately, employees, who perform their
current duties well but do not have the capac-
ity to perform effectively in a new position, are
sometimes promoted.

Reassignment can be used to increase
the experience of an employee, as well as the abil-
ity to realise his or her abilities in this position.
Reassignment is sometimes applied to workers
who have not performed satisfactorily, but it
would be unethical to terminate an employ-
ment contract because of long working experi-
ence or merit. In such a situation, the transfer
implies a demotion, and the employee finds him
or herself where he or she can still do some good
and will not interfere with the career of a capa-
ble young employee or actually impede the real-
isation of the organisation’s goals.
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If the employee has been notified of the per-
formance assessment and provided opportuni-
ties for its improvement, but the employee does
not want or cannot work according to the stand-
ards of the organisation, the employment con-
tract with him or her is subject to termination.
Whatever the administrative situation, it is
clear that without an effective methodology
for performance assessment, it is impossible to
make a justified decision.

Performance assessment is required to
inform people about their relative level of per-
formance. If this function is properly organ-
ised, the employee will not only know how he
or she works, but also the specific pros and cons
of work and how to overcome them.

Considering motivational functions, it is
necessary to note that performance assessment
is a principal means of motivating people’s
behaviour. By identifying qualified and con-
scientious employees, the administration can
reward them with gratitude, raised wages or
promotion. Systematic, positive reinforcement
of behaviour associated with high productivity
should lead to similar behaviour in the future.

Evidently, the informational, administrative
and motivational functions of a performance
assessment are interrelated, that is, the infor-
mation required for an administrative deci-
sion on promotion should positively motivate
the employee for a better performance.

The effectiveness of the assessment system is
determined by several factors. First, frequently,
the work of a subordinate is evaluated by his or
her immediate supervisor. He must therefore be
able to evaluate work correctly, without focus-
ing on personal relationships with his or her
subordinate. He must also be able to convey this
assessment to a subordinate. This can be quite
difficult if the manager has never been trained in
communication techniques, the work of the sub-
ordinate is ineffective. Because of these poten-
tial problems, managers may oppose formal sys-
tems for measuring staff performance.

Criticism is not always an effective way
to inform subordinates of the shortcomings in
their work. It often elicits a defensive reaction.
The subordinate in this case is more concerned
with protecting him or herself, rather than
worrying about the substance of the problem
and ways to improve the work. In order to be
effective, employees need to be ready to commu-
nicate and want to discuss their work without
taking a defensive position. This requires that
the manager create a calm, risk-free environ-
ment in which his or her staff can openly discuss
their performance-related concerns.

The manager must clearly distinguish
between criticism and a performance assess-
ment. Criticism is communication in one direc-

tion. For effective information and adequate
feedback, the manager should allow for a two-
way constructive discussion on specific perfor-
mance improvement issues.

The method of informing staff once or twice
a year with their performance assessment is
not effective. One or two formal results-based
assessment sessions should be scheduled each
year. However, a performance assessment must
be conducted whenever necessary, daily or as
often as the situation requires. If a subordinate
is working on a new short-term project, his or
her performance should be assessed two or three
times a month. If a subordinate is unsure of his
or her abilities, the manager can discuss his or
her performance several times a week to build
confidence. Experienced, confident and tested
employees can be talked to by the manager, if
necessary, to maintain control over them.

5. Conclusions

There should be no discussion of a perfor-
mance assessment and wages at the same time.
The strengths and weaknesses of a subordinate
are better discussed in separate meetings with
him or her rather than in conjunction with
administrative measures related to wages.

Douglas Mac Gregor consistently advocates
a performance appraisal. He argues that tra-
ditional assessments are not adequate, as they
focus on basic traits such as initiative, team-
work, reliability, relationships with people. It
makes the manager be biased, not objective. At
the same time, if an employee has a bad relation-
ship in the team, it gives very little information
about what he is doing wrong. Instead, accord-
ing to Mac Gregor, the manager and his or her
employees should work together to define goals,
which will create a certain standard for further
assessment. When it is not possible to set specific
goals, the manager should encourage the subor-
dinate to perform his or her duties properly. As
already mentioned, in order to achieve maxi-
mum objectivity in the performance assessment,
a two-way interview is desirable. The employee
should be free to discuss issues of concern: why
his or her work does not meet the standard, what
could be the cause and what will be done to rem-
edy this situation (Bleik, Mouton, 1990, p. 72).
For example, when a manager is asked to give
an assessment to their subordinates on the fol-
lowing traits: reliability, relations with people,
etc., the ratings reveal the effect of “halo”. That
is, a certain person receives such assessments for
all traits, although some features are expressed
more brightly, and others are not.

It is also noted that some managers tend to
give high ratings to all, while others, on the con-
trary, tend to give low ratings, which further
reduces the accuracy and usefulness of the per-
formance evaluation.
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MEHE/IGKMEHT IIEPCOHAJIY B CYYACHUX YMOBAX

Awnoranisg. Mema. MeToio cTaTTi € BU3HAYEHHS MiCI[l MEHEKMEHTY TIEPCOHAIY B Cy4aCHUX YMOBAX.
Pesynvmamu. Y ctaTTi 3'5c0BaHO, 10 MEHEIKEP MOBUHEH MepedadaTyi BUPIICHHS THTAHD MiATOTOB-
KU TIEPCOHANTY Ta X BUXOBaHHs, BUOIP CTHJIIB MEHE/KMEHTY BIIMOBIZHO 10 eTalliB 3PLI0OCTi TPYAOBOrO
BHCTYITAE IO THKA I060PY MEPCOHAIY, sIKa CTAHOBUTH COOO0IO CTpaTeriio BocKoHateHHs mepconay. Cro-
coboM peastizaliii crparerii poOOTH 3 TIEPCOHATIOM € MEHE/IKMEHT, SIKUIT [OEIHYE B €/[IHE MO THKY POOOTH
3 [IEPCOHAIOM OpraHizallil Ta iHTepecu Jiep:kaBu i cycriibeTBa B izomy. [IpakTuka AisiibHOCTI BEMKIX
K BITYUMSHSAHMX, TaK i 3apyOlKHNX OpraHizaniii CBiAYNTS, 10 HOJITHKA 1000PY IIepCOHATY (DOPMYEThCs
Ha BUIINX CXOIMHKAX MEHEKMEHTY. bazoio oMy € aMiHicTpaTHBHI TTOBHOBAKEHHST KePiBHUKIB opra-
Hizalliii Ta OpraniB MEHeIKMEHTY. 3AKPITJIIOETHCS 1151 MO TUKA BiAINOBIAHUMU IOKYMEHTaMU Ta iHCTPYK-
ITiSIMH, STKi PETJIAMEHTYIOTh acTeKTH POOOTH BCIX KEPIBHUKIB CEPEAHIX Ta HIKYMX JAHOK MEHEKMEHTY
3 pisHNMU KaTeropisMu repcoHasy. [Ipn oMy ocHOBOTO 3aB/IaHb ITUX JIAHOK € JIOBE/IeHHS TIOCTaBIEHNX
KepiBHUIITBOM OpraHi3allii 1iJieii 0 KO;KHOTo IpailiBHUKA TepcoHatbio. HarosoreHo, mo npocyBaHHs
1o crysk0i omomMarae opramisartii, OCKIJIBKI 03BOJISIE T 3aTIOBHIOBATH BaKaHCil PaIliBHUKAMH, SKi BKe
BUSIBIJIM CBOI 371i0HOCTI. BOHO lomoMarae i ciiyk00BISAM, OCKLIbKI 3a[0BOJIbHSIE IX TIPArHEHHS 10 YCIIi-
Xy, IOCATHEHD, CIpusie camonosasi. [IpocyBarns 1o ciysk06i — eheKTUBHUI CIOCiO BUSHAHHS CTaPAHHOTO
i ycnimHoro BukoHanus poboru. Bucnosxu. Oliinka pe3yJibraTiB Ais/IbHOCTI HeoOXiaHa A TOro, 100
MoxHa OyJ10 iH(OpMyBaTH JIfo/ell PO BiIHOCHUI piBeHb ixHbOI poboTu. ITpu HasekHii oprauizauil miei
hyHkuii npaniBHuK Gyje 3HATH He TLIBKM, K BiH MPAIOE, aje W KOHKPETHI II0CH i MiHycH B poboTi
Ta IUIAXHM iX 11of01aHHs. PoskpuBaour MoTHBaliitHi (GyHKIIT, HeOOXiHO 3a3HAYMTH, 1110 OLIHKA Pe3YJib-
TaTiB TPYIOBOI JIsIBHOCTI € BaKJIMBUM 3aCO00M MOTUBAIll MOBEAIHKY Jiojiell. BusHauuBim kpamidi-
KOBaHUX Ta CYMJIIHHUX TIPAIliBHUKIB, a/[MIHICTPAIlisl MOXKe HAJIEKHUM YMHOM HArOPOAUTH iX MOJSKOIO,
HiZBUIUTH 3apobiTHY miaTy abo nepesectu Ha BuIly mocaxy. CrucreMariyre, MO3UTHBHE 3aKPiTICHHSI
TIOBE/IIHKH, 110 ACOIIIOETHCS 3 BUCOKOIO IIPOAYKTUBHICTIO, TOBUHHO MIPUBECTH 10 AaHATOTIYHOI MOBE/[IHKH
il y Maliby THHOMY.
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