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PERSONNEL POLICY AND KEY SECTORS
OF PLANNING IN MANAGEMENT

Abstract. Purpose. The purpose of the article is to characterise personnel policy and the key sectors
of planning in management. Results. The article reveals that the staff of the organisation is not stable, it is
in constant motion, due to the hiring of someone and dismissal of others. The number of hires and dismissals
for the relevant period is employee or staff turnover, which is divided into necessary and unnecessary.
The first rate consists of employees who leave for objective reasons, i.e. those that do not depend on
the organisation: organisational (staff reductions) and personal (retirement). The second rate includes
employees who are dismissed of their own choice or for various violations. One of the most common
characteristics of the personnel movement is its turnover, i.e. voluntary official leaving by an employee
of the place of work (organisation, institution, etc.) on the basis of a decision made due to unfavourable
socio-economic factors or dismissal for violation of labour discipline. Voluntary resignation of employees
due to their dissatisfaction with the workplace (conditions, work, everyday life, etc.) is considered as “active
turnover”. Conversely, the rate of dismissal of employees due to dissatisfaction of the organisation with
a particular employee characterises “passive turnover”. Conclusions. It is concluded that when developing
the personnel concept of the organisation it is necessary to determine in the proportion of applying this
or that personnel policy. The decisive factor that ensures the success or failure of the implementation
of the personnel concept is the concept of staff incentives. The experience of different organisations enables
to propose the development of special systems of staff payments, their participation in the distribution
of profits of the organisation, flexible working hours, etc. Incentive methods can be both material
and moral. Differentiation means an individual approach to stimulating different groups of personnel.
Flexibility and promptness of this process requires constant review of incentives depending on changes
in the organisation and society. The main principles governing the concept of incentives are: accessibility,
correspondence to the performance, combination of material and moral methods.
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1. Introduction

The word “cadre” comes from the French
cadre (“framed painting, square”), which comes
from the Latin “quadrangle”. In this way, an offi-
cial list of employees of state institutions was
formed. At first, such lists were called “cadres”,
and later — employees who were included in
them (Alekseev, 1999, p. 94).

The planning function involves decisions
about the goals of the organisation and the activ-
ities of its members to achieve those goals.

Strategic planning is a set of managerial
actions and decisions aimed at developing spe-
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cific strategies to help the organisation achieve
its goals.

The strategic planning process is a tool that
helps in making managerial decisions. Its task is
to ensure innovation and change in the organi-
sation at a sufficient level.

A strategy is a detailed comprehensive inte-
grated plan designed to ensure that the organi-
sation’s mission and goals are achieved.

The strategic plan should be developed from
the perspective of the entire organisation, not
a specific individual. And it should be based on
comprehensive research and evidence. To com-
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pete effectively in the business world, a firm
should constantly collect and analyse a large
amount of information about the industry, com-
petition and other factors.

The strategic plan gives the organisation
a certainty, an identity, which allows it to attract
the necessary employees, as well as opens pros-
pects for development.

Finally, strategic plans should be flexible
enough to allow for modification and reorienta-
tion if necessary.

2. Planning and success of the organisa-
tion

Some organisations can achieve a certain
level of success without investing much effort
in formal planning. Moreover, strategic plan-
ning does not guarantee success. An organisa-
tion that designs strategic plans may fail due to
errors in organisation, motivation and control.

However, formal planning can create a num-
ber of important and very significant enabling
factors for the organisation.

The current pace of change and increase in
knowledge is so rapid that strategic planning is
the only way to formally anticipate future needs
and opportunities. Strategic planning provides
a basis for decision making. Formal planning
helps reduce risk in decision making. Planning,
because it should serve to formulate goals, helps
define a unified purpose in the organisation.

In science and in practice, along with
the concept of “cadre”, which has already been
established, the concepts of “human resources”
and “personnel” have become widely used. This
is largely a reflection of the trends that have
emerged in foreign management theory and prac-
tice. In the USA and many Western European
countries, the term “cadre” was initially replaced
by “personnel”, and in the 70s of the twentieth
century the term “human resources” came for
a long-time use, reflecting the economic feasi-
bility of investing in a person, the development
of skills and abilities. A theoretical justification
of new forms of work with personnel was devel-
oped, which was called the “concept of human
resources”. Theorists of this concept tried to
emphasise the importance of personnel in mod-
ern management and find more effective ways to
use it.

Let us consider the concepts of “personnel”
and “cadre”. Are these concepts fundamentally
different or identical? In the legal encyclopae-
dia, the concept of “cadre” is defined as the main
staff of the organisation.

This definition correlates with the descrip-
tion of this concept on the pages of the ency-
clopaedic dictionary Management, Informatics:
cadre is the main (regular) staff of employees
of an institution, professional or public organ-
isations of a particular industry. Based on
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the above definitions, the difference between
the concepts of “personnel” and “cadre” is in
their linguistic origin, in their content these
concepts are identical.

In recent years, the concept of “personnel”
has become widely used, which has already been
reflected in the activities of most organisations.
The personnel (staff) in a broad sense includes
persons who work on a permanent or temporary
basis and perform certain labour functions in
bodies, institutions and organisations on paid
terms.

In modern management practice, the use
of the concept of “personnel” (from Latin per-
sona — “person” or personalis — “personal”)
means a transition to fundamentally new posi-
tions in the field of activity of organisations.
The use of this concept reflects a real increase
in the role of the human factor in ensur-
ing the effective functioning of employees,
the growing dependence of the performance on
the quality of development, motivation.

The personnel are classified following
a range of grounds:

1) by professional affiliation (lawyers, econ-
omists, psychologists, teachers, doctors, etc;)

2) by objective characteristics of a person
(status, age, education, work experience, etc;)

3) by official position (head, manager, staff,
etc.)

4) by legal status in the management system
(officials, employees, etc.);

5) by functional role in the management
system, i.e. participation in the development,
adoption and organisation of managerial deci-
sions (managers, specialists and support staff)
(Bandurka, 2001, p. 56).

The number of personnel is determined by
factors such as the scale of activity, its features,
complexity, importance of tasks, etc.

3. Characteristics of personnel movement

The staff of the organisation is not sta-
ble, it is in constant motion, due to the hiring
of someone and dismissal of others. The num-
ber of hires and dismissals for the relevant
period is employee or staff turnover, which is
divided into necessary and unnecessary. The
first rate consists of employees who leave for
objective reasons, i.e. those that do not depend
on the organisation: organisational (staff reduc-
tions) and personal (retirement). The second
rate includes employees who are dismissed
of their own choice or for various violations.

One of the most common characteristics
of the personnel movement is its turnover,
i.e. voluntary official leaving by an employee
of the place of work (organisation, institution,
etc.) on the basis of a decision made due to unfa-
vourable socio-economic factors or dismissal for
violation of labour discipline. Voluntary resig-
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nation of employees due to their dissatisfaction
with the workplace (conditions, work, everyday
life, etc.) is considered as “active turnover”.
Conversely, the rate of dismissal of employees
due to dissatisfaction of the organisation with
a particular employee characterises “passive
turnover”.

The staff of the organisation is character-
ised not only by quantitative indicators, but
also by a number of qualitative indicators:
age, gender, education, profession, specialty
and others. The ratio between separate groups
of employees, formed on different grounds, cre-
ates the structure of the organisation’s person-
nel. On the pages of various literary sources this
structure is called personnel or social. There are
statistical and analytical personnel structures.

The statistical structure reflects the distri-
bution and movement of personnel by catego-
ries of positions: managers, heads, employees,
etc.

The analytical structure provides for
the characterisation of employees by charac-
teristics such as: age, gender, education, length
of service, profession.

Staffing of any organisation is carried out
by recruiting specialists, that is, persons who
have mastered the basics of professions that are
required by a particular organisation. There-
fore, from the practical point of view, it is impor-
tant to characterise the personnel structure by
elements such as profession, specialty, position,
qualification level, etc. Each profession always
implies a number of relatively separate func-
tions associated with the performance of a spe-
cific, narrower range of duties. These functions
and duties are the basis of division into spe-
cialties. Each profession includes a number
of specialties.

Personnel management of the organisation
is a purposeful activity of managers and lead-
ing personnel of different levels, which includes
the development of the concept and strategy
of personnel policy, principles and methods
of personnel management. It consists in plan-
ning of staffing, search and selection of per-
sonnel, determination of personnel potential
and needs of the organisation in personnel,
accounting and rationing of the number of per-
sonnel, its development.

The purpose of personnel management is to
provide personnel, to organise their effective
use, professional and social development, to
achieve a rational degree of personnel mobility,
to create optimal conditions for their self-reali-
sation during their work.

Personnel policy is a system of basic goals,
principles, forms, methods, tasks, methods
of staffing the organisation with personnel who
have the necessary business, moral and profes-

sional qualities. It is based on the principles
of scientific validity of the need for employees
of a particular qualification, thorough selec-
tion and study of employees for their business
and moral qualities, a combination of trust
and respect for employees with fundamental
requirements to them, timely renewal of per-
sonnel, legal and social protection of employees.

The concept of personnel management
implies a set of techniques, means, forms
and methods of influence on personnel in
the process of its recruitment, use, development
and dismissal in order to obtain the best results
of labour activity is united by technology (Alek-
seev, Zhigalov, 1994, p. 98).

Personnel management technologies are
regulated by specially developed documents:
regulations, instructions, guidelines, norms, job
descriptions, etc. that are developed and imple-
mented within each organisation.

Life  requires  the  implementation
of personnel policy in accordance with the needs
of the organisation, its main goals.

The general trend in personnel policy
of Ukraine is to increase the share of highly
qualified personnel in the staff of the organisa-
tion.

The peculiarity of the new personnel pol-
icy is the study and adoption of the experience
of leading countries, law schools and manage-
ment schools.

There is a regional study of the experience
of countries depending on where the trained
personnel will work. For example, in Siberia
and the Far East, Russia applies the experi-
ence of Japan, China, South Korea, America; in
the European part — of Germany, France, Amer-
ica. As for Ukraine, the experience of Germany
and America is spreading here. Nonetheless, as
practice shows, such implementation of expe-
rience in most organisations is not effective. In
our opinion, we can make personnel and man-
agerial breakthroughs by applying the best
that has been developed by mankind, adapting
it to the Ukrainian conditions and mentality
of the nation, while developing such meth-
ods of training and management that could be
further used (Bitiak, Bogutckii, Garashchuk,
2003, p. 64).

What trends should the personnel policy
of the organisation follow at the present stage
in Ukraine?

4. HR planning and recruitment

Based on the concept of personnel policy, its
main trends at the present stage are:

human resource planning. Human resource
is a category that is neither replenished nor
revived. It requires capital investment;

recruitment, personnel selection in accord-
ance with the goals of the organisation,
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career guidance, adaptation to the conditions
of the organisation.

The content of new methods of personnel
selection is diverse.

In most countries of the world, when select-
ing personnel, candidates are tested for potential
abilities, volitional qualities, professionalism.

It should be noted that the country has
a rather large leading personnel apparatus —
up to 15% (in the USA this rate is higher than
17%), but the efficiency of management is much
higher than in any Western country. Such num-
ber of managers causes their constant attesta-
tion. On its basis, job descriptions are revised
(Afanasev, 1977, p. 142).

As an example, we present the job descrip-
tion of the HR manager, which can be found in
textbooks of Western countries:

1 General provisions

Manage the staffing. Plan and implement
plans of personnel policy (recruitment, testing,
study, selection of personnel), inform the staff.

1I. Examples of works to be performed

Plan and ensure a uniform workload
of staff. Inform the staff, using various methods
of communication. Interview new employees,
study graduates of educational institutions.
Hold meetings with managers on personnel
issues. Establish a rating system for employ-
ees of the organisation and train managers
of the organisation on methods of personnel
assessment. Keep personal files of the staff.

III. Education

Bachelor’s degree or equivalent in human
resources or related field Familiarity with
the principles and methods of management.

The security of the organisation is one
of the new trends in the personnel strategy. The
formation of relations, the aggravation of the eco-
nomic situation contributed to the development
of crime. In this context, the way out for organi-
sations is to create a security service.

Such services, including private ones, are
beneficial to the state due to a unified system to
combat crime, and much less money to invest in
law enforcement,

For example, in the USA in 1998, 675 thou-
sand people worked in the police, while 1.2 mil-
lion were employed in private agencies.

Among the functions of the security service
are:

Collect data on potential
of the organisation.

Protect premises.

Patrol the territory of the organisation
and adjacent territories.

Ensure personal safety of the organisation’s
managers and staff.

Collect confidential information for busi-
ness meetings and conversations.
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employees

Combat data leakage.

Collect confidential information regarding
unreliable partners.

Investigate and prevent violations on
the territory of the organisation.

The basis for the development of the concept
of management in the organisation is its goals
and scope of economic activity. The effective-
ness of the organisation, regardless of the area
of its activities, is the ability to coordinate
and organise the activities of personnel to
achieve the goals of the organisation.

A difficult problem for the organisation is
the creation of internal training and retraining
centres.

Some organisations have established “Busi-
ness Schools” operating on a commercial basis.
This facilitates the organisation’s activities
in the implementation of personnel policy
and increases motivation, reduces staff turn-
over, facilitates planning for the use of human
potential. Management practice confirms that
an employee should not work in one place all his
or her life.

Personnel policy of any organisation can be
divided into active and compensatory. Active
policy is selection and recruitment of person-
nel directly from educational institutions. It
requires significant investments for further
training of qualified personnel.

The content of compensatory personnel
policy is that the organisation hires personnel
according to the required specialties and qualifi-
cations. This requires significantly less costs. In
addition, this policy can be applied to provide
staff with a non-permanent term of employment.

5. Conclusions

When developing the personnel concept
of the organisation it is necessary to determine
in the proportion of applying this or that per-
sonnel policy.

The decisive factor that ensures the success
or failure of the implementation of the personnel
concept is the concept of staff incentives. The
experience of different organisations enables
to propose the development of special systems
of staff payments, their participation in the dis-
tribution of profits of the organisation, flexible
working hours, etc.

Incentive methods can be both material
and moral. Differentiation means an individ-
ual approach to stimulating different groups
of personnel. Flexibility and promptness of this
process requires constant review of incentives
depending on changes in the organisation
and society.

The main principles governing the concept
of incentives are: accessibility, correspondence
to the performance, combination of material
and moral methods.
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KAZIPOBA ITIOJIITUKA TA OCHOBHI COEPU IIJTAHYBAHHS
Y MEHE/I'KMEHTI

Anoranis. Mema. MeToio cTaTTi € XapaKTepUCTHKA KA/[POBOI MOJITUKN Ta OCHOBHI c(hepH TJIaHyBaH-
HS Y MeHeIKMEeHTY. Pe3yavmamu. B cTaTTi 3'sicoBan0, 10 IepCOHAT OpraHisailil He € CTaJINuM, BiH 3Ha-
XOUTHCS Y TTOCTIHHOMY PYCi BHACIIIOK IPUIHOMY Ha POOOTY OJHUX Ta 3BiibHeHHS iHmuX. KinbkicTb mpu-
WHATHX i 3BiIbHEHNX 32 BIAMOBIAHUI EPio/] CKIaIa€ MIMHHICTD KapiB a60 IepcoHay, AKUit MOIiISIEThCST
Ha OTpiOHMI Ta 3aiiBuil. [lepmuii ckIagaoTh NPALiBHUKY, 10 BUOYIH 3a 00’€KTUBHUX IPHYUH, TOOTO
TaKKX, 110 He 3aJIeKaTh Bijl OpraHisaiii: oprasizaiiiiii (CKOPOUYEHHs IITaTiB) Ta 0coduCTi (BUXIi/ HA TIeH-
ciio). JIpyruii MoKa3HWK BKJIIOYAE TPAIliBHUKIB, SIKi 3BLIbHEH] 32 BTaCHUM OaKaHHsIM ab0 3a PI3HOT0 POy
nopymeHHs. OHier0 3 HafGIIbII MOMIMPEHNX XaPAKTEPUCTUK PYXY IIEPCOHATY € HOTO IIMHHICTh, TOOTO
106pOoBisIbHE odiliiiHe 3aIUIIEHHS TPaI[iBHIKOM Miciig poboTi (opraHisaliii, ycTaHOBY TOIIO) Ha OCHOBI
[PUIHHATOTO pillleHHs, 110 GYJI0 BUKINKAHE HECHIPUSITIMBUMU COIIATbHO-eKOHOMIYHUMU (hakTOpamu, a6o
3BiIbHEHHsI 32 TTOPYIIEHHST TPYAOBOI IUCIUTITIHN. 3BITbHEHHST TPAIIBHUKIB 32 BIACHUM OQKAHHSIM, 1110
3yMOBJIEHE IX HE3aI0BOJIEHICTIO pobourM MiciieM (yMOBaMH, TIpalli, TOOYTY TOIIO), CKIAAAI0Th B aKTUBHY
IUTAHHICTH>. |, HABMaKW, MOKA3HUKYU 3BiNbHEHHS MPAI[iBHUKIB y 3B’SI3KYy i3 HE3aJ0BOJIEHICTIO OpraHisa-
Ii€10 KOHKPETHUM IPAIiBHUKOM XapaKTePU3YIOTh «[IaCUBHY [UIMHHICTb>. Bucnosxu. 3pobieHo BUCHO-
BOK, 1[0 IIPK PO3POOIIi KaApoBOi KOHIEIIIii opraHizaiiii HeoOXiZHO BUSHAYUTHUCS, B AKiii MPOIIOPILi 3acTo-
COBYBATHU Ty YM IHIIY KaApOBY MOJITUKY. Bupimanbaum (akropom, skuii 3abe3nedye yciix uu HeBady
BITPOBAIKEHHST KA/[POBOI KOHIIETIIi], € KOHI[ETI[isT CTUMYJIIOBAHHS TIpalli epcoHaty. BukoprcToByoun
JOCBIJI poOOTH PiSHUX OpraHizalliif, MOKHA 3aIIPOIIOHYBATH PO3POOKY CIEIiaIbHIX CUCTEM BUILIAT IEPCO-
HaJTy, y4acTh iX y PO3MOIi/Ii IpUOYTKiB Opranisarii, THydKHiA peskuM mparfi Tono. MeToau cTHMYTIOBaHHST
MOXYTb OyTH SIK MaTepiaJibHi, Tak i HeMarepiaybHi. udepeHiiioBanicTb 03HaYa€E IHANBIAYAIBHUI T1ia-
XiJl 10 CTUMYJIIOBaHHS Pi3HUX TPYI TepcoHaty. [HydKicTh Ta OMEpaTHBHICTD I[bOTO MpOIECy MOTpedye
TIOCTIHOTO TIEPETJISIY CTUMYJIiB 3aJIe3KHO Bijl 3MiH B opraHizaiiii Ta cycminberBi. OCHOBHI IPUHITAIIN, HA
SIKUX TIOBUHHA 0a3yBaTUCS KOHIIEIIisl CTHMYJIOBAHHS: IOCTYIHICTD, BIAOBIAHICTD pe3yssraTaM mpaili,
MIO€/THAHHS MaTepialbHIX Ta MOPAJIbBHUX METO/IB.

KuiouoBi cioBa: riepcoHalt, Kajipu, opratisaitisi, eeKTiBHe BUKOPUCTAHHS, TIPodeciitHuii Ta cottianb-
HUI PO3BUTOK, TIEPCOHAJL.

The article was submitted 19.07.2022

The article was revised 09.08.2022
The article was accepted 30.08.2022

35



