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MODERN HR-MANAGEMENT CONCEPTS
IN THE PRACTICE OF ORGANIZATIONS
IN MARKET CONDITIONS

The article presents a study of the current state of HR-management.
Modern enterprises and companies of various forms of ownership operate
and develop dynamically in accordance with the requirements of the market
economy, the demands of science and practice. This imposes obligations
on them to perform certain actions to adapt to the external environment.
To ensure efficiency, a number of companies are successfully implementing
new technologies, reconstructing and modernizing manufacturing facilities,
mastering the production of new products. Nevertheless, taking into account the
practice of a number of companies in developed countries, it should be noted that
not all subsystems of enterprises are most fully adapted to the market economy
today. One of such subsystems is the organizational personnel management
system or HR management. In the study, special attention is focused on the
relevance and necessity of choosing priority areas for solving problems in the
field of building effective organizational personnel management systems based
on methods of its analysis and the use of global HR management trends. The
main purpose of the research is to study the issues of using modern aspects
of personnel work analysis and developing principles for building modern
innovative HR management systems. The main objective of the research is
the study of modern theoretical and methodological foundations of effective
personnel management and the construction of organizational systems of HR
management of business structures. The practical significance of the scientific
work is due to the fact that the considered theoretical aspects are of research
nature and can be used in the study of HR management issues.

Keywords: HR management, organizational systems, management,
mechanism, enterprise, human resources, recruiting, adaptation.
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Introduction

In the modern management system and industrial and economic relations, the
analysis of personnel activities and the construction of effective human resource
management systems are the basic foundations of innovation and competitiveness
of the business of enterprises, companies, firms.

The relevance and necessity of choosing priority areas for solving problems
in the field of building effective organizational personnel management systems
based on methods of its analysis and the use of global HR management trends
predetermined the subject of this article.

Despite the wide coverage in the literature of theoretical and practical issues
of personnel analysis and management at enterprises, relatively few studies are
devoted to the optimization of organizational structures of personnel management
in accordance with global HR management trends.

The theoretical and methodological basis of the scientific research was the
general theory of HR management, scientific research of scientists in the field of
optimization of personnel management systems in market conditions.

Materials and methods

Management is a comprehensive concept that includes all actions and all
decision makers, which include the processes of planning, evaluation, project
implementation and control.

Management theory as a science emerged at the end of the last century and
has undergone significant changes since then.

The very concept of «Scientific management» was first introduced by Louis
Brandeis, a representative of American freight companies, in 1910. The founders
of the scientific theory of management are considered to be Frederick W. Taylor,
whose ideas are focused on the fact that «management is a genuine science based
on precisely defined laws, rules and principles».

In recent decades, the term «personnel management» has been used to describe
the management function dedicated to hiring, development, training, rotation,
security and dismissal of personnel.

Human resources management (from English — human resources management,
HR management) is a field of knowledge and practical activity that is aimed at
providing the organization with high-quality personnel capable of performing the
labor functions assigned to it and its optimal use. Personnel management is an
integral part of the quality management systems of the organization.

HR management activity is a system of purposeful impact on the human
component of the organization. Personnel management within the framework of
existing organizations, in particular business structures, is focused on solving the
following production and economic tasks:
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- staffing in accordance with the development strategy focused on short-,
medium- and long-term periods;

- staffing in accordance with the objectives of the production plan, including
specific financial indicators;

- creation of a management reserve training system and ensuring continuity
of leadership;

- reducing the risk of personnel losses.

- decision-making in conditions in which the work of managers does not
ensure the solution of the tasks set;

- orientation of the personnel management service to achieve the intensification
of production and economic processes.

The primary element of the personnel management system is the selection
(search) and adaptation of personnel.

Recruitment is recruiting (from English — recruiting) — a business process
that is one of the main responsibilities of HR managers. Recruitment is also the
main service offered by recruitment agencies and specialized Internet sites for
personnel search.

Choosing the right candidate will help to increase productivity, profit
and increase employee loyalty. If the selection of candidates was carried out
irrationally, then in the near future it will affect a large turnover of staff or
insufficient competence of employees in solving a range of production and
economic tasks.

In business structures of various organizational and legal forms of ownership,
recruitment begins with a description of vacancies and their analysis for adequacy
to the current situation in the personnel market and in the employer company. If
necessary, the job description can be systematically adjusted. After the approval
of the list of vacancies, the immediate stage of searching for candidates begins.

When searching for candidates, enterprises may have special databases
of possible candidates at their disposal, which were formed earlier and were
constantly adjusted

In modern market conditions, an urgent and priority direction of recruitment
is to contact professional recruiting organizations (HR or consulting agencies).

The traditional forms of hiring employees that were adopted in the era of
the functioning of enterprises in the command and administrative economy have
lost their force.

Each recruitment agency prioritizes customer orientation as one of its main
tasks. The target of modern and successful recruiting agencies is «to provide client
organizations (business structures) the maximum possible number of qualified
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employees». High-tech recruitment agencies operate on the basis of the following
technological principles:

- mass recruiting;

- search for rare specialists or middle managers (executive search);

- «head hunting.

Mass recruiting is used to recruit a large number of employees. Basically,
these are line-level specialists with fairly well-defined professional skills and
experience. The payment for the selection of such specialists is low in relation to
other types of recruiting. The emphasis is on the quantitative indicator of employed
people. The cost of successful recruitment of each employee can be high. The
average payment to the agency is from 120 to 150 % of the salary of a specialist.

«Executive searchy acts as the most expensive and most effective technology
that is used by recruiting agencies. As part of the application of this technology,
an advance payment of 30 % of the amount of the concluded contract is used
as a standard. When searching for potential candidates for vacant positions, the
emphasis is more on specialization in a certain segment of the market or business.
Within the framework of using the technological principle of «Executive searchy,
recruiting agencies with a clear industry specialization have quite extensive
connections in the «profile circles» of specialists. Recruitment agencies can also
provide analytical information on various professions and working conditions at
any time. When using «Executive searchi», the average payment of agencies is
180-250 % of the salary of a specialist. The main disadvantage of such agencies is
that they completely depend on the state of the industry in which they specialize.

An innovative alternative technology for recruiting agencies is «Head
huntingy.

«Head hunting» is the luring of a specific specialist (a top manager or
a narrow-profile specialist) from one company to another company on the
instructions of the customer company. The «Head hunting» service is one of the
most expensive services of specialized recruiting agencies. The cost of the «Head
huntingy service in the recruiting market is 300 % — 600 % of the monthly income
of a future candidate for a vacancy. The high cost of this service is primarily due
to the fact that the position level of the future candidate is usually extremely high,
and in 90 % out of 100 %, the role of the poached will be one of the key ones in
the company.

Based on the use of recruitment methods, a pool of candidates for vacant
positions is formed. The next step is to conduct interviews with potential
candidates, including taking into account their possible preliminary assessment
in such areas as:

- testing;
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- solving business problems;

- using the «assessment center» methodology.

Based on the results of the interviews, a final decision is made on hiring a
candidate for the corresponding vacancy.

The final stage of the search and selection of personnel is transformed into
its subsequent adaptation to professional activity within the relevant company,
business structure.

Personnel adaptation is the process of familiarization, adaptation of employees
to the content and conditions of work, as well as to the social environment of the
organization. Adaptation is one of the components of personnel management. This
term can be applied both to new employees hired from outside, and to employees
moved to a new position in the order of internal rotation within the framework
of business structures.

Adaptation can also be understood as the process of adaptation of an
individual, a collective to changing environmental conditions or to their internal
changes, which leads to an increase in the efficiency of their existence and
functioning.

In order to overcome the difficulties encountered in the employment of new
employees, as well as to increase the efficiency of the process of their adaptation
to the internal environment, personnel adaptation systems are being created in
companies and business structures. These systems include a set of measures that
allow an employee to reach the required level of productivity with minimal losses
for himself and for the company.

Types of personnel adaptation.

Psychophysiological adaptation — adaptation to new physical and mental
loads, physiological working conditions.

Socio-psychological adaptation — simultaneously with the development
of working conditions, the employee enters the process of socio-psychological
adaptation to the organization’s team.

Organizational adaptation — an employee gets acquainted with the features
of the organizational mechanism of enterprise management, the place of his
department and position in the general system of goals and in the organizational
structure. With this adaptation, the employee should have an understanding of his
own role in the production process.

Industrial adaptation is the process of including an employee in a new
production sphere for him, assimilating production conditions, labor standards,
establishing and expanding relationships between an employee and the production
environment.

10
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The essence of economic adaptation lies in the fact that each profession differs
in special ways of material incentives, and wages are related to its conditions and
organization. The object of economic adaptation is the level of compensation
(wages) and the timeliness of its repayment.

The adaptation process covers four stages:

- assessment of the employee’s level of preparedness;

- orientation;

- effective orientation;

- functioning.

If an employee has not only special training, but also work experience in
similar departments of other companies, the period of his adaptation will be
minimal.

After the final stages of adaptation of new employees, employees in
companies and business structures, operational work with personnel is carried out.

Operational work with personnel is the work carried out by managers
and employees of the personnel services of the enterprise, on the formation
and development of personnel capable of ensuring the effective functioning of
enterprises. The personnel policy of the enterprise is determined by plans and
programs. It includes activities throughout the entire cycle of work with the staff.

Operational work with personnel covers the following priorities:

- personnel development;

- evaluation of personnel activities;

- organization of labor;

- business communications management;

- motivation and remuneration.

Results and discussion

The final stage of personnel management is strategic work with the personnel
of the organization.

The relevance of strategic work with personnel lies in the fact that a
fundamentally new approach to personnel management is beginning to be
approved in management — the object is not people, their activities, processes,
but organizational cultures of various types.

Modern managers consider the culture of their organization as an important
strategic tool that allows all departments to focus on common goals, mobilize the
initiative of employees, and facilitate mutual communication. In fact, there is a
transformation of personnel management into human resource management. The
tasks and goals of personnel work are changing, the status of personnel services
employees is increasing.
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In modern production, special importance is attached to a strategic approach
to personnel management, which allows to obtain a synergistic effect, but under
certain conditions. Under the influence of the third industrial revolution, a new
society is emerging, the foundation of which is laid by intelligence, information
and interest. In this society, it is not labor in its direct form, but reason, science as
a direct productive force that becomes the main source of social wealth.

Examining the essence of the personnel management system and its
constituent elements, it can be concluded that HR management is a complex
and multilevel integrated mechanism that cannot be formed at the same time in
organizations, companies and business structures. The HR management system is
systematically improved and evolves and focuses on strategic guidelines.

For the study of modern HR management systems, in our opinion, it is relevant
to consider the transformation of the personnel management paradigm and the
types of modern organizational structures of HR management.

Conclusions

In modern production, special importance is attached to a strategic approach
to personnel management, which allows to obtain a synergistic effect, but under
certain conditions. Under the influence of the third industrial revolution, a new
society is emerging, the foundation of which is laid by intelligence, information
and interest. In this society, it is not labor in its direct form, but reason, science as
a direct productive force that becomes the main source of social wealth.

Examining the essence of the personnel management system and its
constituent elements, it can be concluded that HR management is a complex
and multilevel integrated mechanism that cannot be formed at the same time in
organizations, companies and business structures. The HR management system is
systematically improved and evolves and focuses on strategic guidelines.

For the study of modern HR management systems, in our opinion, it is relevant
to consider the transformation of the personnel management paradigm and the
types of modern organizational structures of HR management.

Exploring the modern aspects of the transformation of the personnel
management paradigm and modern approaches to the formation of organizational
structures of HR management, we can conclude that in modern management science
and practice there is a constant process of improvement, updating and search for
new approaches, concepts, ideas in the field of human resource management as a
key and strategic resource of business organizations, companies, enterprises and
business structures. The choice of a particular management model is influenced by
the type of business, corporate strategy and culture, organizational environment.
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HAPBIK JKAFJAVBIHIAFBI YITBIMJIAPIBIH TOKIPUBECTHIETT
HR-MEHE/UKMEHTIHIH 3AMAHAYH TYKBIPBIMJIAMAJIAPBI

Maxanaoa HR menedscmenminiy Kazipei scaz0ativin 3epmmey
yevinvlnean. Kasipei 3amanael KOCINOpbIHOAp MeH Spmypii MeHWIK
HbICAHBIHOA2bL KOMNAHUANAP HAPLIKMBIK, SKOHOMUKA MANANMAPLIHA, 2bLT6IM
MeH NPAKMUKA CYpaHblCmapbiHa COUKeC JCYMbIC iCmeliol Jcone KapKbIHObl
Odamyoa. Byn onapea ceipmrpl opmaza detiivoeny yulin 6eneini 6ip opexemmepoi
opbiHOayea minOemmeme dHcykmeloi. TuimOLiikmi kammamacsls emy yuii
OIpKamap KOMRAHUIAD HCAHA MEXHOIOSUANAPObl MAdbICMbl ICKe acblpyod
JHCOHe eHeizyOe, OHOIPICMIK Kyammapobl KAma Kypy HCOHe HCAH2blpy
Jrcypeizinyoe, scana oHim wivizapy ueepinyde. Co2an Kapamacmar, 0ambl2aH
endepdiy OIpKAmap KOMNAHUALAPLIHBIY MOXHCIPUOECIH ecKepe Omblpbln,
OyeiHOe KacinopbIHOapObIH OAPTLIK, IUKE HCYlieNepl HaPLIKMbIK SIKOHOMUKA2A
monvlK OevimoermezeHin aman emxen dceH. OcblHOall IWKi Jrcylienepoin
Oipi-nepcoHanobl 6ackapyobiy YUbLMOACmblpybLIbIK Jicylieci Hemece HR
MeHeOxcmenmi. 3epmmeyoe HR meneoscmenminiy onemoix mpeHomepin
natioanany dHcoHe manoay s0icmepi He2iziHOe NepcoHanobl 6acKapyobiy
MUIMOI YUBIMOACIMBIPYIUBLILIK HCYUENEPIH KypY CANACLIHOa2bl Mocenenepoi
weutyOiy 6acvim 6azblMMmMapebin MAKOAYObIH O3eKMIi2l MeH Kaxcemminizine
epexwe Hazap ayoapwliovl. Fuluvimu 3epmmeyoiy Hezizei MaKcamol
NePCOHANIObIH HCYMBICHIH MANOAYObIH 3AMAHAYU ACNeKMINepiH NatoaiaHy
orcone HR-menedacmenmmiy 3amManayu UHHOBAYUSIbIK, JHCYUenepin Kypy
NpUHYUNMeEPIH d3ipey mocenenepin 3epoeney. 3epmmeyoiy Hezizei MiHOemi-
NepCoHAnObl MUIMOI 6ACKAPYObIH 3AMAHAYU MEOPUSLIBIK HCOHE JOICHAMAIbIK,
He2i30epin 3epmmey JHcoHe OUsHeC-KypblibiMOapobiy HR menedocmenminiy
VUBIMOACHBIDYULBLTLIK JCYUenepin Kypy. Fblibimu JcyMblcmbll BPAKMUKATbIK,
MaKbI30bLIbIZL KAPACMBIPLLIZAH MEOPUSIBIK ACREKMINEPOil 3epmmeyuliniK
cunamxa ue 6onyvimen dicone HR-weneoxncmenm mocenenepin sepmmeyoe
KOJOAHbLIA ALAMbIHObIZLIMEH AHLIKIMAIAObL.

Kinmmi cesoep: HR-menedscmenm, yisimoacmeipy sxcyiienepi,
MEHEeOINCMENM, MeXanusm, KOCInOpbiH, d0aM pecypcmapbl, pekpymune,
obeuimoerny.
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COBPEMEHHBIE KOHIENIUN HR-MEHEJJXKMEHTA
B IIPAKTUKE OPTAHU3AIIUI B YCJIOBUSIX PEIHKA

B cmamve npedcmasneno ucciedoeanue co8BpemMeHHo20 cOCMOosHU
HR-meneoscmenma. Cogpemernvie npeonpusimust . KOMIAHUU PA3IUYHOU
dopmel cobcmeennocmu pabomaiom u OUHAMUYHO PA3BUBAIOMCS 8
coomeemcmeuu ¢ mpeboBaHUAMU PLIHOYHOU IKOHOMUKU, 3ANPOCAMU HAVKU
u npakmuxu. Jmo HaKAaovbleaem HA HUX 00A3AMeNbCBA COBEPULAMD
onpedenennble Oelicmeus no NPUCNOCoOIeHut0 K eHewHell cpede. /s
obecneuenus 3¢hpexmusrHocmu, paooM KOMAAHUL YCHEUWHO Peanu3yomcs
U BHEOPAIOMCS HOBblE MEXHONOUU, NPOBOOUMCS PEKOHCMPYKYUSL U
MOOEPHU3AYUS NPOUZBOOCHIBEHHBIX MOWHOCIIELL, OCBAUBACTICS BLINYCK HOBOL
npoodykyuu. Tem He menee, ¢ yuemom nPakmuku paoa KOMNAHU pa3eumulx
cmpan, ciedyem ommemunb, Yno ce200Hs. He 8ce NOOCUCeMbl NPeOnpUAMULL
Hauboee NOIHO A0ANMUPOBAHbL PLIHOYHOU SKOHOMUKe. OOHOU U3 MAaKol
noocucmem bICHYNaem OpeaHU3aYUOHHAs CUCIEMA YRPAGIEHUS NEPCOHATIOM
wi HR-menedocmenm. B uccrnedosanuu ocoboe eHumanue akyeHmuposano
HA aKmyanbHOCHU U HEOOXOOUMOCU 8b100pa NPUOPUMEMHBIX HANPAGTIeHUL
peuienus npodem 6 001acmu NOCHPOeHUs IPDEKMUBHBIX OP2AHUSAYUOHHBIX
cucmem ynpasienus nepcoHasom Ha OCHO8E MemMoO008 €20 aHAIU3A U
UCNONL30BAHUA MUPOBLIX Mpendo6 HR-menedxcmenma. Ocnoenas yens
HAYYHO20 UCCIe008aHUS UVUEHUE BONPOCO8 UCNONb30BAHUS COBPEMEHHBIX
acnekmos amanusza pabomsl Nepconala u 6blpabomKu NPUHYUNOG
NOCMPOEHUsI COBPEMEHHBIX UHHOBAYUOHNBIX cucmem HR-menedxrcmenma.
OcHogHotl 3a0auetl Uccied08ansl BbICHIYNAem UCCie008aHUe COBPEMEHHBIX
Meopemutecko-memoo0I02ULecKUx 0CHO8 I Gekmueno2o ynpasienus
NePCOHANIOM U NOCIMPOEHUs OPeaHU3AYUOHHBIX cucmem HR menedicmenma
ouznec-cmpykmyp. Ilpakmuueckas 3HAUUMOCMb HAYUHOU pabomel
00ycnasnueaemcs: mem, Ynmo pAaccMompeHHbie meopemuieckue acnekmol
HOCAM UCCIe008AMENbCKUTL XapaKkmep U Mo2ym Obimb UCNOIb306AHbL 6
uzyuenuu 80npocos 0o HR-wienedocmenme.

Kniouegvie cnosa: HR-menedocmenm, opeaHusayuoHnble Cucmembl,
VIpaeieHue, Mexanusm, npeonpusimue, Yeli08e4eckue pecypebl, peKpymune,
aoanmayust
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