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THEORETICAL ASPECTS OF HR-MANAGEMENT IN ENTERPRISES:
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Abstract. The article discusses the theoretical aspects of HR-Management, namely: a
set of principles, methods, tools and styles of targeted impact on staff that maximize the use
of his intellectual and physical abilities when performing labor functions to achieve the goals
of the organization. It has been established that the development of personnel is ensured by
measures related to the assessment of personnel with a view to their production adaptation,
attestation and certification of personnel, planning a career for employees and specialists, and
stimulating staff development. It was determined that personnel management provides a
single and integrated impact on the organization’s personnel through the use of management
methods and styles, without which it is impossible to effectively manage the entire
organization.

Keywords: personnel; management; HR-Management; organization; enterprise;
career, workers; motivation; HR-Management methods; HR-Management styles;
competitiveness.

3amopa 0.0., Ilyzupvosa II. B., k.e.n., oouy.

Kuiscoxuii nayionanvHuil yHigepcumem mexHono2iu ma ousainy
TEOPETUYHI ACIIEKTU HR-MANAGEMENT HA MIAIIPUEMCTBAX:
METO/M TA CTAJI YIIPABJIIHHA

AHoOTanig. Y cTarTi po3rianaioThes TeopetuuHi acriektd HR-Management, a came:
CYKYIHICTh TIPUHITUIIIB, METO/IIB, 3aCO0IB 1 CTHIIIB IIIJIECIIPSIMOBAHOTO BIUIMBY Ha MEPCOHAI,
mo 3a0e3nevyloTh MaKCHMallbHEe BHMKOPHUCTaHHS HOro iHTENEKTyalbHUX 1 (i3uuHuX
3mi0HOCTEH TIpM BUKOHAHHI TPYAOBUX QYHKIIA JJIs JOCSATHEHHS IIiJIed opraHizarii.
BceraHoBieHO, 10 PO3BUTOK TEpCOHANy 3a0e3ledyeTbcs 3axoJaMH, MOB'S3aHUMHU 3
OIIHIOBAaHHSAM KaJpiB 3 METO iX BHPOOHMYOI ajamnTamii, aTtecTamii Ta ceprudikarii
NEpCOHay, IUIAHYBAHHSAM TpPYAOBOi Kap'epu pOOITHUKIB 1 (paxiBLiB, CTHUMYJIOBAHHSAM
PO3BHUTKY TIEPCOHAy TOIO. BU3HA4YeHO, 10 YMpaBIIiHHS MEPCOHATIOM 3a0e3nedye €IuHuM 1
KOMIUIEKCHUI BIUIMB Ha IEpPCOHAJl Oprasizamii yepe3 BUKOPUCTAHHS METOIIB Ta CTHIIIB
yopaBiiHHSA, 0€3 SKHUX HEMOXJIMBO 3IIMCHIOBAaTH €(EKTHBHE KEPIBHUIITBO BCIEIO
oprasizariero.

KarouoBi caoBa: mepconan; ynpasmiaesg; HR-Management; opranizariis;
HiANPUEMCTBO; Kap’epa; poOiTHUKM; MoTtuBailis; meronu HR-Management; ctuni HR-
Management; KOHKYpPEHTOCTIPOMOKHICTb.

3amopa A.O., Ilyzvip€ea II. B., K.3.H., 0ou.

Kuesckuit nayuonanvHulil yHugepcumem mexHono2uil u OU3aHa
TEOPETUYECKHUE ACIHHEKTbI HR-MANAGEMENT HA NPEAIIPUSTUSX:
METOJAbI U CTUJIA YIIPABJIEHUSA

AnHoTaunus. B cTtatee paccmaTpuBaroTca Teoperndeckue acnektsl HR-Management,
a WMEHHO: COBOKYIHOCTH IPHUHIIMIIOB, METOJOB, CPEICTB U CTUJICH IIelIEHANPABICHHOTO
BO3JICHCTBUSL Ha MEPCOHAN, KOTOphle O00eCrneuyMBalOT MAaKCHUMAaJIbHOE HCIIOJIb30BAHHUE €ro
WHTEJUIEKTYyalIbHBIX U (PU3UYECKUX CIIOCOOHOCTEH MPU BHITIOTHEHUH TPYAOBBIX (DYHKIIMNA IS
JOCTHKEHHSI 1eJIeld OpraHu3aluy. Y CTaHOBJIEHO, YTO Pa3BUTHE IepcoHalla 0OecreynBaeTcs
MepamH, CBSI3aHHBIMH C OIICHKOW KaJpOB C IIENbI0 HMX MPOWU3BOJCTBEHHOW aJamlTalllH,
aTTecTaluu U cepTUUKalUU NepcoHaa, INIaHUPOBAHUEM TPYI0OBOM Kaphepbl paOOTHUKOB U
CIEIMAIMCTOB, CTHUMYJIHPOBAaHUEM pa3BUTHUS MepcoHana. OmpenerneHo, 4To yHpaBlieHUE
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NEPCOHAIIOM O0ECIEeUnBaeT €IMHOE U KOMIUIEKCHOE BO3/IEHCTBUE HA MEPCOHAN OpraHU3aluu
yepe3 MCIOJb30BaHME METOJOB W CTWIEH YyIpaBieHHs, Oe3 KOTOPhIX HEBO3MOYKHO
OCYIIECTBIIATH 2P PEKTUBHOE PyKOBOJICTBO BCCH OpraHU3aIUueH.

KiroueBble cioBa: mnepcoHan; ymnpasieHue; HR-Management; opranuzanus;
OpeanpusTHe; Kapbepa; paboume; MoTtuBanms; meroabsl HR-Management; crtunmu HR-
Management; KOHKYpEHTOCIIOCOOHOCTb.

Introduction. The effective functioning of the organization is determined primarily by
the degree of development of its staff. Personnel development is a systematically organized
process of quantitative, qualitative and structural changes in the competence of workers by
means of continuous vocational training and education to prepare them for new production
functions, professionally-qualified promotion, formation of a reserve of managers and
improvement of the social structure of personnel. Personnel development is ensured by
measures related to personnel assessment with a view to their production adaptation, staff
attestation and certification, planning a career for employees and specialists, stimulating
personnel development, etc. [3]. Personnel development is of great importance, because the
more knowledge, skills and qualifications the personnel possess, the more developed the
enterprise will be and capable of competition in the modern market. That is why personnel
management or HR-Management plays a particularly important role in the activities of the
organization and its competitiveness.

The relevance of research. HR-Management is a complex, multi-faceted process,
consisting of logically interconnected functions, organizational, economic and social
measures, methods and management styles. Its main goal is the quantitative and qualitative
provision of the enterprise with competent and highly professional personnel, their
development and effective use to achieve individual and organizational goals. Personnel
management has a functional, institutional and instrumental content. Particular attention is
paid to the functional content, which reveals the existence of a relationship between actions
and functions that contribute to the achievement of the organization's goals [1; 2]. Ensuring
the effectiveness of the personnel management process requires the HR-Management concept,
which is relevant to current and future challenges, which is specified in the personnel policy
and implemented through personnel work based on management methods, principles, and
styles [3].

Analysis of recent research and publications. Many scientific works have been
devoted to the issues of development, management and improvement of personnel and HR
management, among which there are such scientific economists: M.P. Butko,
S.M. Zadorozhna, N.V. Ivanova, M.D. Vynohradskyi, A.M. Vynohradska, O.A. Hrishnova,
Ye.R. Zhorova, O.V.Hryvnak, O.I. Bala, O.M. Shkanova, L.Y.Doskova, O.L. Yeskov,
A.M. Kolot, K.B. Kozak, .M. Kravets, O.M. Kuznetsova, L.V.Balabanova, O.V. Sardak,
V.A. Landsman, E.A. Lykholobov, L.A.Lutai, V.O. Shpandaruk, V.A. Savchenko,
M.O. Toniuk, O.V. Chornobyl, etc.

The aim of research is a theoretical definition of the essence of personnel
management or HR-Management, its still and management methods in enterprises in modern
market conditions.

Results of the investigation. Human resources management (HR-Management)
provides a single and integrated impact on the organization’s personnel through the use of
management methods and styles and thereby: integrates into the organization’s overall
management system, linking it with strategic settings and corporate culture; includes an
extensive system of ongoing and programmatic measures for the regulation of employment,
job planning, organization of staff selection and selection; involves careful consideration of
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the qualities and professional characteristics of workers, as well as an assessment of their
performance; centralizes personnel management in the hands of one of the leaders of the
organization, and also contributes to the implementation of measures to improve the staffing
mechanism [4—6].

Management methods — these are ways to implement managerial influences on staff to
achieve the goals of the enterprise. Based on the classification by the method of exposure to
the employee, administrative, economic and socio-psychological management methods are
distinguished [7—8]. Administrative methods of personnel management include organizational
and administrative influences, a system of material, disciplinary, administrative responsibility
and penalties. Organizational influences include the company's charter, staffing, regulations
on divisions, job descriptions, labor regulations, organization of the workplace, organizational
structure and collective agreement. That is, they are based on the preparation and approval of
regulatory documents, on internal standards governing the activities of a particular enterprise
and personnel, and require the mandatory observance of instructions. Due to such
administrative actions as: orders, written and oral instructions, instructions, instructions,
instructions, target planning, labor regulation, work coordination and control of their
implementation, the activities of the enterprise are supported in the set parameters, which
allows, subject to their observance, to achieve the goals [9-12].

Liability and penalties are manifested in collective liability, voluntary or compulsory
compensation for losses incurred by the enterprise, deductions from wages. Disciplinary
responsibility consists in remarks, reprimand, strict reprimand, demotion and dismissal. At the
same time, administrative responsibility includes such instruments of influence as: warning,
fines, correctional labor, etc. [13—14]. Administrative management methods are aimed at
ensuring discipline and incentive to work. They are inherent in the direct nature of the action,
which provides for the mandatory implementation of administrative acts. Each leader,
depending on the position, has his own system of influences and procedures for their
application. Administrative methods of personnel management have positive and negative
effects, depending on the level of regulation of management, the choice of effective types of
management and the balance between administrative methods of punishment and
encouragement [15]. Economic methods of personnel management exercise their influence on
the basis of economic laws and categories. Economic methods are quite an effective tool and
depend on the type of economic activity of the enterprise, the system of remuneration and
material incentives for workers, the situation on the labor market in terms of the availability
of workers of appropriate quality and required quantity [16, 17].

In practice, the most frequently used economic methods of personnel management are
the participation of workers in the profits of the enterprise (through the purchase of its shares
or other securities), material incentives in the form of wages and their constant increase in
case of high labor productivity, bonuses, surcharges for labor intensity and other forms of
additional payment, as well as the introduction of a social package in the form of fare,
training, treatment, payment of material assistance, various insurance services [18].

Socio-psychological methods of personnel management are based on the use of
influences in the arsenal of sociology and psychology. If sociological methods are aimed at
groups of people and their interaction in the process of production activity, then psychological
methods are aimed at the personality of a particular employee. The basis of socio-
psychological methods is the formation and use of informal ties in the team, the identification
and satisfaction of personal and group needs of workers. Social methods of personnel
management include: social planning (goals, criteria, methods, standards, results) sociological
research methods (questioning, interviews, sociometry, observation, interviews) taking into
account the personal qualities of the employee (business and moral qualities, advantages and

146



IIJIAT®OPMA 4. 3BIJIBIIEHHA CTYIEHS .. .
1V B -
BIIKPHTOCTI, IPO30POCTI, IMHAMIYHOCTI ceyKpaincyKka HayKo8o-npakmuyHa KoHpepenyis

3HAHB B YMOBAX PO3BUTKY KJIACTEPHOT'O «AKmyanbui npoGIeMU iNHOGCAUiTiN0Z0 PO3GUMKY
HII[HPHGMHI/IHTBA KiacmepHozo nlonp"fMHuum@a 6 YKpalHl»

disadvantages) providing all forms communication, prevention, prevention and resolution of
various types of conflicts. Psychological methods of personnel management use the whole
arsenal of psychological science (psychophysiology, psychoanalysis, labor psychology,
management psychology, psychotherapy) and consist of the following elements:
psychological planning (goals, criteria, methods, standards, results), determining the type of
person (organizational, analytical, engineering, creative, intuitive), such as temperament,
character, orientation, intellectual and cognitive abilities, methods of influence, behavior
model, stress-resistant level Willow and conflict [17; 18].

Properly selected socio-psychological methods of influence allow us to develop the
philosophy of the enterprise and the mechanisms for its implementation in production
activities, corporate culture, contribute to the formation of partnerships between employees,
support for initiative and responsibility, ensure a healthy psychological climate in the team.
Socio-psychological management methods are a subtle tool for influencing staff, and
therefore need balanced dosing and differentiated application of various techniques. The
principles of dominance and respect for human rights, the creation of a comfortable
psychological environment and the harmonization of all types of relationships in a team in
modern conditions should dominate the administrative methods of personnel management.

The process of fulfilling production tasks and achieving the goals of the enterprise
necessitates the establishment of a clear interaction between the manager and subordinates at
all levels of management. This requires appropriate types of impact, which takes into account
the personal psychological characteristics of the leader, with the help of which a certain
management style (method) is implemented. In a general sense, the management style is the
usual manner of behavior of a leader with subordinates, a set of methods of influencing them
in the process of fulfilling production tasks. The traditional classification system emphasizes
an authoritarian, democratic and liberal management style [19; 20].

The authoritarian management style is determined by the sole definition of goals by
the leader, his own criteria for evaluating the performance of work and interests in setting
production goals. The decision is mainly issued by the directive and the tools of
administrative and psychological management methods are applied. This style is appropriate
when performing simple production tasks, in the presence of workers with low professional
qualifications and in cases of crises, or urgent work. An authoritarian management style is
effective only if highly qualified and experienced. In a situation of non-fulfillment of a task,
such a leader bears sole responsibility. This style is inappropriate when performing creative
tasks and the presence of highly qualified and experienced staff. A democratic management
style combines the principles of unity of direct responsibility of the leader and group self-
government. The leader is elected at the general meeting of owners, or taking into account the
views of the collective and should represent the interests of the majority. According to this
management style, collective decision-making takes place on the basis of a systematic
exchange of information and opinions. Influence on subordinates is carried out thanks to
argumentation, persuasion and advice. A democratic (cooperative) management style requires
a qualified, experienced leader and staff. Since decisions are made collectively, the
responsibility for them is also collective, which sometimes leads to risky decisions and
irresponsibility. It is advisable to use this style when performing creative and complex tasks,
if the staff has a multifaceted competence, which cannot be achieved with sole decision-
making [21-22].

With a democratic management style, the leader should provide the subordinates with
the necessary resources as much as possible, and the goals set by them should correspond to
the goals of the organization and the goals of the team, or its individual groups. The
professionalism of subordinates does not require operational control, which allows you to
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choose your own ways of completing tasks. This style creates the most comfortable
environment for work and communication. The liberal management style (passive) is
characterized by a low level of requirements for subordinates, and requests and information
are mainly used as means of influence. According to this style, subordinates are guided by
their own discretion in setting goals, in the way of solving problems and in self-monitoring of
their activities. The liberal style can be applied when performing complex, creative tasks, and
only if there are highly qualified and motivated employees to work effectively with significant
work experience. This style cannot be applied when performing emergency and urgent tasks.
The combination of selected methods and HR-Management styles can be shown in Figure 1
[22-23].

Management methods — these are ways to
implement managerial influences on staff to
achieve the goals of the enterprise.

Administrative Economic Socio-psychological
methods methods methods
HR Management HR-Management HR-Management
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Social Psychological
HR-Management HR-Management

Authoritarian Democratic Liberal style
style style (passive)
HR-Management HR-Management HR-Management

Management style — this is the usual manner
of behavior of a leader with subordinates, a set
of techniques for influencing them in the
process of fulfilling production tasks.

Source: Grouped by authors based on [11-16].
Figure 1. Methods and styles of HR-Management enterprise

In its pure form, in personnel management it is impossible to apply only one style for
all subordinates, although each leader has an innate tendency to a certain manner of
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communication. Management efficiency and maximum use of the labor, intellectual and
creative potential of workers require a combination of three styles depending on work
experience, competence, level of complexity and creativity of tasks and the timing of their
implementation. The results of numerous studies show that in the process of managerial
activity two types of business behavior can be used: focus on the task (production), or focus
on employees (subordinates) [16—17]. So, when using and choosing the methods and styles of
HR-Management of an enterprise, it is necessary to decide on the following procedures: a
comprehensive assessment of the tasks and determination of the stages of intense impact on
subordinates; establishing the degree of preparedness of subordinates to perform tasks of a
given level of complexity; determination of the nature of motivational trends of subordinates;
predicting their behavior after receiving the assignment. A significant drawback in this case is
too much attention to the intuition of the leader and a decrease in the role of regulatory
requirements, although the latter occupy a dominant position in HR-Management [11-14].

Conclusions and suggestions. So, HR-Management is a set of principles, methods,
tools and styles of targeted impact on staff that maximize the use of his intellectual and
physical abilities in performing labor functions to achieve the goals of the organization.
Personnel development is ensured by measures related to personnel assessment with a view to
their production adaptation, staff attestation and certification, planning a career for employees
and specialists, stimulating personnel development, etc. [3]. HR-Management provides a
single and integrated impact on the organization’s personnel through the use of management
methods and styles, without which it is impossible to effectively manage the entire
organization.
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