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HUMAN RESOURCES MANAGEMENT AT ENTERPRISES
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Abstract. The paper analyses various scientific approaches to the interpretation of the essence of
the concept of “personnel management”, defines the specific characteristics and principles of this
process. For a detailed study of the essence and content of the concept of the personnel
management, theoretical approaches to this definition and substantiation of its content in the
context of various scientificschools and management theories are analysed. Scientific approaches
to understanding the functional role and essence of the personnel management in various scientific
schools are analysed, namely: schools of scientific management, classical (administrative) school of
management, theory of perfect bureaucracy, school of human relations, empirical school of
management, school of social systems, and “new school”.

The main differences in understanding the process of the personnel management in different
theories of management are investigated, the main of which are: situational management theory;
system theory of management; theory of organizational culture; theory of human resources
management; theory of management culture. The relationship scheme and the place of the
personnel management system in the enterprise management in general are substantiated. A three-
level personnel management system for tactical, operational and ongoing tasks is proposed. The
mechanism of organizational and economic support of the personnel management as a system of
synergistically interconnected organizational and economic factors for establishing high-
performance HR-management in the enterprise is substantiated. The main elements of
organizational and economic support for improving the personnel management system of
enterprises are scientific and theoretical approaches to the forming of this system; principles of
personnel management; methods of labour management; functions of HR-management; economic
levers; methodological support; information support; monitoring of personnel management.

Keywords: renewable energetics, strategic analysis, PEST-analysis, external factors, renewable
sources of energy.

1. INTRODUCTION

European integration processes taking place in Ukraine presuppose the necessity of In the current
conditions of socio-economic relations, the formation of management system plays an important role
for entrepreneurship development. Personnel management deserves special attention because human
resources are a determining factor in the success of an enterprise's activity. The fastest development of
the personnel management system takes place in the financial-credit and IT business, and the most
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slowly - in the agricultural and other industrial sphere. Analyzingthe causes of these trends, it becomes
clear that innovative methods of personnel management are spreading more quickly in the industries,
enterprises or organizations involved in external investment. Therefore, usage of modern management
theory becomes moreand more frequent in our country. However, given the specifics of the enterprises
in Ukraine and slow development of some of them, the personnel management in this field still needs
to be improved.

2. RESULTS

Exploring the essence of the concept “management” in various scholars, we conclude that this term
is used as a synonym for the definition of “administration”. Therefore, these two terms are analyzed
together in the paper.

One of the founders of management theory was A. Fayol, who developed a coherent theory of
management. According to the scientist, to manage means “to anticipate and study the future and to
plan an action program” [1, p. 30].

English scientist S. Bir believes that the management system is the brain center of the enterprise
[2, p. 5]. Obviously, it is quite difficult to disagree with the scientist, since in fact all the employees of
the enterprise are executing the orders of the administration, who is responsible for development.

A well-known successful manager Lee lacocca, who contributed to the rapid, profitable
development of Ford, under management understands the ability to recruit others, motivate them and
create a sense of involvement of the employees to solve the problem of organizational development
[3, p. 290]. Lee Iacocca links the overall process of enterprise management to personnel management.

J. Gereth and J. George interpret management as the organization, administration, and control of
resources for their rational and effective use [4, p. 14].

N. Tarnavska considers the concept “management” as more general, namely, “the most important
resource of the enterprise, the ability to produce the purpose of the activity, to measure performance, to
fulfill the set functions, to influence people with different level of education, experience, and
qualification [5, p. 152].

Similar to Lee lacocca, managementis identified with personnel management by A. KuzminandO.
Melnyk. In particular, by management they mean “purposeful influence on employees or individual
executors aimed at realization of the set tasks” [6, p. 77 —83]. This approach is noteworthy because the
process of managing enterprise activity, innovation development, and operational activity involves
influencing people's behavior.

However, some authors differentiate the essence of the concept of “personnel management”. Thus,
M. Vinogradsky, S. Belyaeva, A. Vinogradska, and O. Shkanova by this category understand the
activity of an organization aimed at the effective use of people (personnel) to achieve the goals, both
organization and individual (personal) [7, p. 34 —37].

Similar generalized definition is given by G. Bennett, who by the personnel management
understands the part of the management process related to the work of employees in the enterprise and
the relationships between them [8, p. 12 —14].

G. Osovska and O. Osovska give a similar definition to the previous authors, which does not
specify the purpose, methods, etc. These authors by the personnel management mean “the impact on
the staff for a specific purpose through the necessary interconnected activities” [9, p. 16].

The definitions of the “personnel management” discussed above are rather generalized and do not
clearly define the nature of this category. In contrast to the previous interpretations, more complete and
thorough one is given by V. Lukianykhin, who under the investigated category understands “the
process of systematic, organized, through interdependent organizational-economic and socio-
psychological management mechanisms, influence on employees of the organization to ensure the
effective functioning of the organization as a whole and to meet the needs of each employee in their
professional and personal development” [10, p. 34].
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Some scholars use the term “personnel management” alongside the term “cadre management”.
Thus, S. Mochernyi in the economic encyclopedia substantiatesthatit is a complex of measures of cadre
activities, purposeful active influence of executives (personnel managers) of the enterprise (firm,
company) by means of interrelated organizational-economic and social measures on increase of
production and creative activity of employees and development of perspective personnel policy
[11, p. 295].

Generalizing the above interpretations of the “personnel management” by different scholars and
considering the lack of a unified approach to its justification, we see it necessary to supplement and
clarify such definitions. In our opinion, personnel managementasa component of the overall enterprise
management system is a process of systematically organized, purposeful influence of managers at
different levels on the personnel of the enterprise by ensuring their rational formation, use and
reproduction in order to increase the productivity of the business entity.

Our definition differs from the others by the following statements: firstly, personnel management is
an integral part of the overall enterprise management system; secondly, it is a process of deliberately
influencing of the executives on competitive entities, which implies the existence of clearly defined
links between elements of the general system; thirdly, personnel management has a specific purpose -
increasing the profitability of labor and a more general purpose - to promote the efficiency of the
activity as a whole.

For a detailed study of the essence and content of the concept of personnel management, theoretical
approaches to this definition and substantiation of its content in various scientific schools and
management theories are analyzed.

It is well known that management as a science was developed by American scientists in the 19th
century. To date, the following major management schools are known:

— School of Scientific Management (1885-1920);

— Classical (Administrative) School of Management (1920-1950);

— the theory of ideal bureaucracy (since 1920);

— School of Human Relations (since 1930);

— Empirical School of Management (since 1940);

— School of Social Systems (since 1970);

— “New School” (since 1960).

The School of Scientific Management (1885-1920) paid considerable attention to the scientific study
of the time and efforts of employees in the production process. The founder of this school was
Frederick Taylor, well-known followers were G. Hunt, G.Ford, G. Emerson, L. Gilbert. In the scientific
works of representatives of the School of Scientific Management, much attention is paid to leadership
theory, principles of personnel management, the organization of work in enterprises.

The Classical or Administrative School of Management (1920-1950) is focused on conducting
administrative studies of management effectiveness. The founder of this school was A. Fayol, and his
followers were: L. Urvik, J. Mooney, A. Raleigh and others. In their works, scientists have developed
the principles and functions of management, formed by A. Fayol.

The School of Ideal Bureaucracy Theory (since 1920) is based on the idea about the bureaucratic
structure of society as a determining factor in the development of formal rules of government. The
main representative of this theory is Max Weber (1864-1920). The scientific developments of the school's
representatives relate to the study of the division of labor, the hierarchy of management, the issues of
hiring employees, and career advancement.

The School of Human Relations (since 1930) has paid considerable attention to the issues of
establishing positive interpersonal relationships between employees and managers. The founder of this
school was E. Mayo, and well-known followers were M. Follett, F. Herzberg, D. McGregor, R. Blake.
The scientists investigate the problems of work efficiency, staff motivation, team relationships

The Empirical School of Management (since 1940) has explored management in the context of
combiningthe ideas of the classical school and the school of human relations. The founder of the school
was P. Drucker, the followers were A. Sloan, R. Davis, A. Chandler, D. Miller. The scientists paid
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attention to strategic goals in the management system, involvement of employees in making strategic
decisions and assessing the effectiveness of management.

The School of Social Systems (since 1970) explores organizational and managerial aspects of
enterprise activity. The founders were C. Barnard, D. March, and G. Simon. The school introduced the
latest approach to management - situational, the application of which avoided the possibility of
recurring problematic situations in the organization.

The New School (since 1960) is characterized by the efforts of its representatives to build a system
of managementbased on mathematical sciences. The main representatives of this school are S. Beer, R.
Luce, R. Acoff. Scientists apply mathematical, cybernetics, physics laws in management.

Basic world schools of management have formed the complex management theories, the main of
which are:

— situational theory of management;

— system theory of management;

— theory of organizational culture;

— theory of human resources management;

— theory of management culture.

Modern scientists, considering the theoretical foundations of the personnel management system,
are working on improving their directions taking into account the existing tendencies and peculiarities
of human resources development for different countries, industries, enterprises [12, 13, 14, 15, 16].

As far as personnel management is one of the important organizational and managerial processes
of an enterprise it is not possible to analyze it separately from the general management system of the
enterprise (Fig. 1).

Management Objectives Ty};isﬂ(:i ::t::pg:i:;ent Management Methods
—>[ Administrative ] ->[ Strategic ] —>[ Administrative ]
_>[ Technological ] ->[ Operating ] _>[ Economic ]
—>[ Economic ] _,[ Financial ] —>[ Socio-psychological ]
_’[ Production ] ->[ HR management ]

_>[ Marketing ] L»[ Logistic ]

Fig. 1. Personnel management in the enterprise management system
* Source: Developed by the author

All management systems, induding personnel management, are multilevel. This is due to the
organizational structure of the organization or enterprise. In management theory, various models of
organizational structure of management are known. The most famous are American and Japanese
models. The American model considers a clear hierarchy in management based on three levels: Level I -
the highest administrative level, Level II — the middle level executives, and Level III — the lower level
executives. Management decisions are made from top to bottom of the hierarchy. A typical Japanese
management model also involves three-level management, but with some branching of middle-level
executives. At this middle level, there is no dear hierarchy of top-down management decisions, and
parallel relationships are observed. The Japanese model is the most mobile and flexible and prevents
bureaucracy.

Based on the analysis of the advantages and disadvantages of different management models, as
well as taking into account the existing baseline conditions observed at Ukrainian enterprises, we have
generalized and proposed to apply a three-level personnel management system (Fig. 2).
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Fig. 2. Multilevel management system of enterprise personnel
* Source: Developed by the author

Fig. 2 shows the organizational structure of personnel management, which implies the influence
from the highest - I level to the lowest III level of managers. Accordingly, managers of the I level have
the broadest powers in the enterprise and first of all determine the strategy of development of the
enterprise and basic ideas of management. The level II executives are responsible for tactical
management, that is, they are required, on the basis of a well-grounded development strategy, to
determine the directions and actions for their achievement that must be implemented in the short term.
The level III executives assign so-called operational management, that is, by executing orders of top-
level managers, they make operational management decisions. These managers are the link between
the top-management of the enterprise and its employees.

In the proposed structure of the personnel management system, it is important to have a hierarchy
of connections and relationships between managers at different levels, as well as to establish feedback
from the enterprise employees to the managers.

In today's market environment, problems of the organization and functioning of the management
system are underestimated in terms of their importance and the ability to achieve the expected results.
Modern entrepreneurs believe that they have current financial, technical and other production and
economic problems, and the issues of improving management aspects are not so important. This is
where all the problems of functioning of enterprises begin, because the organization of all the activity
of theenterprise depends on the rationality of management decisions. Particularly insufficient attention
is paid to personnel management. However, given that the main components of production potential
are land, logistical resources and personnel, only the improved management of manpower can increase
its efficiency.

Therefore, in the overall management system at the enterprise, the defining element is personnel
management. Through the organization of labor management, it is possible to achieve an increase in
labor productivity and production efficiency in general, since a person works with all material,
technical and land resources, ensuring the organization of the production process and affecting its
productivity.

Implementation of an effective personnel managementsystem at enterprises should be preceded by
the development of organizational and economic support for this process.

By the organizational and economic support of human resources management we understand the
system of synergistically interconnected organizational and economic factors for establishing high-
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performance HR-management in the enterprise. The phenomenon is specific in its applied sense, since
the object and the subject is a person. Therefore, in order to achieve this goal, it is necessary to develop
and implement a comprehensive organizational and economic support of the personnel management
system.

In substantiating such a mechanism of organizational and economic support, principles,
approaches, and tools should be taken intoaccount not just as organizational and economic factors, but
in their close interaction and complementarity (Fig. 3).

Fig. 1.3 shows that the main elements of organizational and economic support for improving the
enterprise personnel management system are:

— scientific and theoretical approaches to the construction of personnel management system;

— principles of personnel management;

— manpower management methods;

— HR management functions;

— economic levers;

— methodological support;

— information support;

— monitoring of personnel management.

The proposed system of organizational and economic support for improving the personnel
management of enterprises is based on the generalization of basic scientific approaches and the
complement of components related to the peculiarities of the functioning of different enterprises.

Organizational and economic support of personnel management
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—>|1) process; 2) system; 3) situational; 4) behavioral |
theoretical

L 1) systematic; 2) continuity; 3) optimality; 4) flexibility; 5) cyclicality; 6)

efficiency; 7) social responsibility; 8) innovation

principles

> Management —»|1) planning; 2) organization; 3) motivation; 4) analysis; 5) control
functions

—»  Management 1) administrative;2) economic; 3) socio-psychological
methods

1) financial and economic state of the enterprise; 2) resource availabi-
> Performance —pllity; 3) profitability of activity; 4) the level of wages; 5) the level of labor

evaluation criteria productivity

1) labor regulations; 2) internal regulatory documents; 3) diagrams of
—>  Methodological ~ —Pithe structure of enterprise management; 4) approved methods of
support personnel evaluation
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Fig. 3. System of organizational and economic support of personnel management of enterprises
* Source: Developed by the author



94 Valentyna Yakubiv, Roman Yakubiv

3. CONCLUSIONS

The analysis of different scientific approaches to understanding the essence and functional purpose
enables to substantiate the role and place of personnel management in the system of enterprise
development, as well as to classify its levels. In order to identify promising areas of the personnel
management at the enterprises, an organizational and economic mechanism of improvement of the
human resource management system is proposed, which includes scientific and practical approaches,
principles, functions, methods of personnel management, evaluation criteria, methodological support,
information and monitoring support.
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Slky6iB Basentnaa, SIky6is Poman. OpranisailiiiHo-eKOHOMIYHMIT MeXaHi3M yIIpaBAiHHS IIepCOHAA0M Ha
mianpuemctsax. XKypraa [Ipuxapnamcviozo yrisepcumemy imeni Bacuas Cmedanuxa, 6 (3-4) (2019), 88-95.

Y craTTi mpoaHaai3oBaHO pi3Hi HayKOBi MiAX0AM A0 TAYMa4eHH: CYyTHOCTI IIOHATT “yIIpaBAiHH I
repcoHaaoM”, BU3Ha4eHO crennu@ivyHi XapakKTepUCTUKH Ta IPUHIIUIIN 1IHOTO mporecy. A4 AeTaabHOTo
AOCAIAKEHH I CyTHOCTI 1 3MiCTy IOHATTS MeHeAKMEeHTY IepCOHaay IIpOaHaAi30BaHO TeOPeTUYHI Miaxoau 40
AaHoi aedininii i oOrpyHTyBaHHA II 3MIiCTy B pO3pisi pisHMX HAyKOBMX INIKia i Teopiil ympaBaiHH:.
IIpoanaaizoBaHo HayKOBi 1iAX0AM 40 pO3yMiHHs PYHKIIOHAABHOIL poJi Ta CyTi yIIpaBAiHHA IIepCOHAAOM y
Pi3HIX HayKOBUX IIIKOJAaX, a caMe: KOl HayKOBOTO yIIpaBAiHHs, KAaCUYHI (agMiHiCTpaTUBHIIN) IIKOAL
yIpaBAiHH:, Teopil igeaabHOI OIOPOKpAaTii, MKOAl AI0OACHKMX CTOCYHKIB, eMITipUYHil KOl yIpaBAiHHS,
IIKOAL cOoIliaApHMX cucCTeM, “HOBil mKo4i”. Jocai4KeHOo CyTHiCHi BiAMiHHOCTI IIJOAO pO3yMiHH I Ipoliecy
yIpaBAiHHs [IepCOHAAO0M Yy Pi3HUX TeOpifAX MeHeJXMeHTy, OCHOBHUMU 3 SKUX €: CUTyalliliHa Teopis
MeHeAXXKMEHTY; CCTeMHa TeOoPis MeHeAXXKMEeHTy; TeOpisl OpraHi3alliliHOI KyAbTypH; TeOpisd MeHeAKMeHTy
AT0ACBHKIIX PeCYPCiB; Teopist KyAbTypH yrpaBaiHH:. OBIpyHTOBAaHO CXeMY B3a€MO3B’ SI3KIiB Ta MICIIsI CUCTEM N
MeHeKMeHTy IIepcoHaAly B YIIPaBAiHHI MigTIPUEMCTBOM 3aTad0M. 3allpOIOHOBAHO TPUPIBHEBY CHCTEMY
MeHeAXMeHTy ITlepcoHaly Ha TaKTMYHOMY, OTIepaTUBHOMY Ta BUKOHAHHsI ITIOTOYHNX 3aBaaHb. OOrpyHTOBaHO
MeXxaHi3M opraHisaliliHO-eKOHOMIYHOTO 3a0e3IedyeHH 1 yIIpaBAiHHs II€PCOHAA0M AK CUCTeMY CHHEepIiifHO
B3a€MOIIOB I3aHUX OpPTraHi3allilflHUX Ta eKOHOMIiuyHMX 3abe3medyiounx (PpakTopiB A4s HaAaTOAKeHH
BUCOKOpe3yAbTaTuBHOTO HR-MeneaxmenTy Ha nignpuemctsi. OCHOBHUMU eAeMeHTaMU OpraHi3aliliiHo-
©KOHOMIJHOro 3abe311edeHHs1 Y40 CKOHAAeHHS CUCTeM ! yIIpaBAiHHSI II€PCOHAA0M ITiAIIPUEMCTB €: HayKOBO -
TeOpeTMYHi Migxoan A0 NOOyA0BUM CUCTeMMU YHpPaBAiHHsA I1€pCOHAAOM; HNPUHIIUIM MeHeAXMEeHTY
IIepCcOHaAy; MeTOAM YIpaBAiHH TpyAoBUMMI pecypcamy; GyHKHil HR-MeHe A KMeHTy; eKOHOMIUHI Bakeai;
MeToAMYHe 3abe3nedeHHs; iHpopMarliitHe 3abe3reuyeHHs; MOHITOPMHIOBe 3a0e3ledeHHs YIpaBAiHH
IIepCOHAAOM.

Karo4oBicaoBa: ynpapaiHHs IepcOHAA0M, MeHeAKM eHT, OpraHi3alliliHO-eKOHOMIUHMIT MeXaHi3M,
Teopii MeHeAKMEeHTy, YIIPaBAIHH IiAIIPUEMCTBOM.



