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9.3 Theoretical and methodological aspects of research and development of the
enterprise management system

The current stage of development of Ukraine's economy requires a systematic
approach to personnel management in industrial enterprises. Under the personnel
management system is understood the multi-vector activity of the relevant personnel
management services of the enterprise, which cover a number of functional subsystems
of the production organization.

The personnel management system consists of six subsystems: subsystems of
personnel management, subsystems of personnel marketing, subsystems of personnel
development, subsystems of motivation of personnel, subsystems of management of
communications, subsystems of creation and development of corporate culture.
Depending on the size of the organization, the composition of the subsystem varies: in
small and medium enterprises in one subsystem include the functions of several
subsystems, and in large - the functions of each subsystem are performed by separate
units. The combination of these subsystems is unique to each organization and
determines its specificity.

Generalization of the experience of Ukrainian industrial enterprises (PJSC
"Dnipro Metallurgical Plant", PJSC "Interpipe", PJSC "Evraz DMZ named after
Petrovsky", etc.) allows to form the main goal of the personnel management system:
ensuring the needs of the production process by employees of the required quality their
effective use, professional and social development (Fig. 9.3.1).

This goal reflects the economic aspect of personnel management. In the social

aspect, the purpose of personnel management is to meet the needs of employees.
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[ Level 1 goals ]

ensuring the needs of the production process by employees of the required quality,
quantity and in a timely manner, the organization of their effective use, professional and

social development
|

[ Level 2 goals ]
| |
Development of Construction of
personnel management Forecasting and motivational management
strategy taking into long-term personnel mechanisms, social
account the gqals of the planning security system for
enterprise emplovees
| |
[ Level 3 goals ]
| I
o ﬁlilraelr}r]lselrsltgffor Analysis of labor Analysis of individual
< %cial fies. iobs processes. Quality of plans and dynamics of
De \Pe o ment’ g) fa iis ) life analysis. Social staff development. Staff
ofne \5 specialties development planning and career
posirzions ’ planning advancement

- AN NG /

Figure 9.3.1. Tree of goals of the personnel management system of an industrial

enterprise

Developed by the author based on sources [458-461]

The modern management of the enterprise is characterized by an adequate
response to changes in market conditions, the development of new markets, areas of
business. Therefore, research and development of personnel management system
should take place through the use of sound principles, research methods, changes in
management approaches, the choice of new forms and methods of implementing
personnel policy, and so on.

The methodology of research of personnel management systems consists of

theoretical provisions, principles, methods that most accurately reflect the features of
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this system. Knowledge of methodology is necessary for successful research and
reliable results, which are the basis for the design, construction, organization and
improvement of management systems.

In accordance with the objectives of the personnel management system is formed,
and as a basis for its construction are used principles, ie rules and methods developed
by science and tested in practice.

The principles of the study, being the most important category of methodology,
are the basic rules, basis for action, essence and starting points used in the study.

Ignoring the principles of the study leads to unpredictability of results, errors and
loss of time. As a result of the analysis of scientific and theoretical sources concerning
management systems [462] the basic principles of research of a personnel management

system are underlined and shown in fig. 9.3.2.

o . The principle of systematization L .
Study Of persSone! Mamageelt SyStems as d SMELE, TOITStIC PIENONENOIT tat IS part ot the
system of the organization (enterprise) and consists of subsystems, elements and

cohhections
connectons

of 1 Thef nri?ginlg]?f qgll'oggﬁyity 1 D
Tesearch of personnel management systems should be carried out on the basis of scientific

correctness and conformity of reality, justice and impartiality, selection of executors of
necessary qnn]iﬁr‘minn

The.nrincinle of science
research is conducted on the basis of modern achievements of science and practice taking

into account modern approaches and methods, laws and laws of management of cognitive
Processes

The principle of functionality
compliance with market relations, features and levels of management

The principle of economic feasibility
research should be cost-ettective and increase the etficiency of the personnel management
system

The principle of consistency
ensures consistency between the various parts of the management system and with the main
goals, objectives, strategy and tactigs/ of the organization, its functioning

The principle of optimality

multivariate elaboration of proposals and selection of the most rational variant of research

Figure 9.3.2. Principles of research of the personnel management system
Developed by the author based on sources [458-461]
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The principles of research of personnel management systems are interconnected,
complementary and together constitute a certain system of rules that determine the
reliability of research results.

The study of personnel management systems always has a goal, which is divided
into sub-goals and objectives. Depending on the goal and objectives of the study are
divided into theoretical, empirical and applied. In essence and the need for research
aimed at planning, construction, strengthening, development, improvement and
operation of personnel management system.

It should be noted that the method of diagnostics of the control system, as well as
any other system, should be performed in stages.

The main stages of diagnostics of the personnel management system are shown

in Fig. 9.3.3.

\/ * definition of target landmarks of diagnostics
I stage

v * accounting for the internal and external environment of the personnel

management system
stage

* identification of problems, identification of shortcomings ("bottlenecks") in

m the personnel management system and the reasons for their occurrence

* development of ways to solve the problem and eliminate shortcomings in the
personnel management system

v

Figure 9.3.3. The main stages of diagnostics of the personnel management system

Developed by the author based on sources [464]

I stage "Definition of target landmarks of diagnostics". This stage involves the
establishment of goals and objectives that the company should focus on when
diagnosing the personnel management system and developing measures to improve the
situation.

Stage II "Accounting for the internal and external environment of the personnel
management system" involves the analysis of the actual personnel management system

and compare it with the desired results. In the course work in the study of personnel

440



MANAGEMENT, FINANCE, ECONOMICS: MODERN PROBLEMS AND WAYS OF THEIR
SOLUTIONS

management system will be used such methods as: express questionnaire; survey of
managers; study of documentation; analysis of the external and internal environment
of the enterprise. Stage I is the basis for the implementation of stage III "Identification
of problems, identification of shortcomings ("bottlenecks") in the personnel
management system and the reasons for their occurrence." This stage makes it possible
to determine the needs of the personnel management system and set priorities for this
process.

Stage IV "Development of ways to solve the problem and eliminate
shortcomings in the personnel management system" involves determining the methods
and forms of development of the personnel management system that most effectively
meet the needs of the enterprise.

When implementing the IV stage of diagnostics of personnel management
system, it should be borne in mind that in the modern period of operation of industrial
enterprises there is a gradual change of the classical approach to personnel management
and the creation of a modern approach to personnel management based on humanistic
approach. Comparative characteristics of the classical and modern approach to
management are presented in table 9.3.1.

The implementation of such changes in the personnel management system is
based on changes in three main important characteristics and functions of personnel
policy, which together constitute a new concept of transformation and ensure its
competitiveness - changes in staff motivation, development and corporate culture.

These three components (corporate culture, training and development of
personnel and their motivation), along with finding ways to improve efficiency, can be

considered as the main areas of improvement, development of personnel management.
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Table 9.3.1

Comparison of classical and modern approaches to management

personnel according to the concept of V.R. Vesnina

The name of the

criterion

The classic approach

Modern (humanistic) approach

Management style

Authoritarian

Democratic, welcome initiative, staff

involvement in the personnel management

process
As a factor of
Personnel ‘ As a value, a factor of success
production
Object of management Staff

Resources, capital, staff

Costs for attracting staff
training, solving social

1Ssues

Minimum; are

considered as "extra"

Maximum; a significant part of the costs is
aimed at the organization of medical care,
creating conditions for recreation, meeting

the needs and development of employees;

structure of the
enterprise dealing with

personnel

costs ] ] )
costs are considered as investments in the
main source of further income
' ‘ ' Active application of conditional-intangible
Stimulation Material ' '
and intangible methods
Form of labor o .
o Individual Collective - team work, group
organization
. Personnel department, social services,
Department in the

Human Resources

Department

psychologists, coaches, HR managers, all
heads of structural departments subordinate
to the head of the senior staff responsible

for personnel

The main task of the

personnel department

Ensuring the
availability of
personnel in the

required number,

Ensuring the competitiveness of the
enterprise, its long-term stable development

by

required qualifications
according to the

staffing schedule

regulation of relations between the

production organization and personnel

within the strategy of the enterprise

Developed by the author based on sources [464, 467-469]
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The system of ensuring the competitiveness of staff is shown in the figure. 9.3.4.

Staff motivation
subsystem:

* professional incentives;
* labor incentives;
* prestige and social status;
* incentives related to career
and promotion;
» financial and economic

SOLUTIONS

4 N

The system of

A 4

ensuring the
competitiveness

of personnel
management of

A 4

Personnel development
subsystem:
* social development of
staff;
* professional development
of staff;
* personal development of

mceentives the enterprise

A 4

v v
Subsystem of corporate culture:
« external level of corporate culture (corporate style, slogan, appearance of employees,
communication system of the enterprise);
* basic level of corporate cultures (mission, enterprise code, management style, norms of
corporate behavior);
« internal level of corporate culture (value system, relationships between people)

staff

Figure 9.3.4. The system of ensuring the competitiveness of personnel

management

Developed by the author based on sources [460-462, 468]

Summarizing the described directions of development of the personnel
management system, it can be stated that all changes in the personnel management
system are aimed at finding an increase in the efficiency of this system; innovations in
this area are based on the platform of strengthening the influence of socio-
psychological aspects in personnel management, which in turn transform the economic
component.

The main directions of development of the personnel management system are
shown in the fig. 9.3.5. Thus, the methodology of research of personnel management
systems covers the analysis of existing conditions and synthesis of the obtained results,
which are used to develop proposals and recommendations for the design,

reconstruction or improvement of personnel management system.

443



MANAGEMENT, FINANCE, ECONOMICS: MODERN PROBLEMS AND WAYS OF THEIR
SOLUTIONS

There are many vectors for the development of this system. All of them are aimed
at improving the efficiency of the personnel management system and consist in the

implementation of external and internal changes.

[ Directions of personnel management system development ]

1) change of working environment 1) change of forms and systems of
(corporate culture, personal remuneration;
responsibility);

2) change of forms of material reward

2) approaches to the selection, planning of
personnel of the enterprise;

3) staff training and development;

4) motivation of employees of the
enterprise

Figure 9.3.5. Directions of development of the personnel management system

Developed by the author based on sources [458, 459, 465-469]

External changes include the use of new management systems, a combination of
personnel and competitive enterprise development strategy, and so on. Internal changes
of the personnel management system - creation of the corresponding corporate culture
at the enterprise, training and development of the personnel, increase of its motivation,

etc.
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