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Staff is one of the most important components of
the enterprise structure. Thanks to the efficiency
of the employees, the organization’s productiv-
ity is increased. But today, many organizations
pay insulfficient attention to improving the effec-
tiveness of the personnel management system
and its motivation. The purpose of this article is
to develop measures aimed at improving the
organization’s personnel management system.
To ensure the effectiveness of the functioning of
the personnel management system, every orga-
nization need to determine and implement some
methods. Personnel — competitive wealth, which
is no longer considered as incidental expenses
or an additional item of expenses, is an important
resource of the company. The improvement of
the personnel management system can be end-
less, therefore it is so important to identify prob-
lems in a timely manner in order to avoid person-
nel losses and prevent a decrease in profits in
the company.
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Statement of the problem in general view. As is
known, staff is an important element in the manage-
ment system of any organization. Thanks to the staff,
the organization can develop, set goals and move in
the right direction.

The relevance of this article lies in the fact that
today many Ukrainian organizations pay insufficient
attention to improving the effectiveness of the person-
nel and its motivation.

In order for an organization to be able to develop
effectively and be competitive in the market, it requires
qualified and motivated personnel who can bring ben-
efits to their organization and bring it to higher eco-
nomic positions.

Analysis of latest researches and publications.
The processing of foreign and domestic special-
ized literature on the theoretical and methodological

aspects of personnel development and manage-
ment, staff motivation and incentives, the formation
of approaches to increase labor productivity, analy-
sis of effective motivation and staff stimulation fac-
tors indicates the undoubted interest of scientists in
this issue. There are many scientists attributed their
works to the problem of development and person-
nel management, such as: D.P. Boginya, O.M. Boro-
dina, O.A. Grishnova, G.V. Osovska, V.S. Disperova,
M.I. Dolishniy, G.l. Kupalova, V.V. Krasnoshapko,
O.V. Krushelnitska, N.V. Krasnokutska, V.F. Mash-
enkov, L.l. Mikhailova, J.S. Easter, V.M. Petyukh,
I.V. Prokop, S.G. Strumilin, A.V. Skull, I.F. Khmil,
V.V. Yurchishin and others.

Formation of purposes of the article. The pur-
pose of this article is to study the theoretical and prac-
tical features of personnel management, namely, the
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theoretical analysis of the concepts of “personnel”,
“personnel management” and “personnel management
system” and “mechanism of motivation”, determining
the role of the personnel management system in man-
aging an organization, and evaluating the effectiveness
of the personnel management system. The goal is also
to develop measures aimed at improving the personnel
management system of the organization.

Statement of the main research material. The
analysis shows that success in the activities of a
modern organization is determined to a large extent
by the cohesion of staff, the reliability and familiarity
of vertical and horizontal ties, trustful and harmoni-
ous, mutually beneficial relationships between man-
agement and employees. “A good organization is a
profitable investment” says one of the principles of
management. Organization is a living, breathing
organism. And like any living thing, the organization
has a face, image, philosophy, history and culture.

The success of the organization arises as a result
of the interaction of all employees pursuing common
goals, which must be real and reflect the basic nature
of the organization, each employee can understand
them. The organization that does not differ from many
others is immediately pre-programmed for failure and
bankruptcy. For years we have been told about work
in the company, identifying it with the work of the
organization, but people work, i.e. the organization’s
staff, not the organization.

Market practice suggests that it is the human fac-
tor, namely, a well-developed corporate culture and
corporate spirit, but not factories, equipment and
inventories that are an important factor in competi-
tiveness, economic growth and efficiency.

The effectiveness of a specialist depends pri-
marily on his/her motivation. A good manager must
understand how to motivate his/her employees prop-
erly, must know what factors motivate employees to
take action, and must develop methods for managing
their subordinates [1, p. 18].

In the context of effective management of staff
motivation it is necessary to distinguish the concept
of “motivation system” and “activity motivational
mechanism.«

The motivation system can be considered as
a complex of component subsystems that contain
motives grouped in a certain order. S.Y. Vovkanich
and O.T. Rinzak noted that “most often, three or four
groups of motives are identified as components of the
system: material, social and spiritual-intellectual. The
system parameters are usually constant” [2, p. 49].

Motivational mechanism is a mechanism for the
implementation of labor; a complex integrated tool to
transform the motivational potency in reality a direct
effect. The motivational mechanism implements, con-
verts a set of factors, principles, incentives, motives,
value orientations, expectations, behavioral reactions
from a linear discrete value into a closed, constantly
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repeating process. Regarding economic, needs-
based motivation, the motivational mechanism is an
economic mechanism for the realization and repro-
duction of the unity of the socio-economic functions
of labor: as the means of living, functioning at each
stage of its completion in a certain system of macro-
economic and microeconomic coordinates. In addi-
tion, the motivational mechanism is a peculiar force of
motivation, more precisely it provides the conditions
of self-stimulation, converts motivation from possibil-
ity into reality.

Therefore, an effective motivation mechanism
should rely primarily on the existing system of mate-
rial and intangible motivation, as well as be consistent
with the strategy of enterprise development (Fig. 1).

One of the most effective methods of influencing
staff is material incentives. It is no secret that work-
ers work for wages, receiving awards, bonuses, if the
organization provides this.

It does not require evidence of the fact that mon-
etary compensation supports the employee’s quality
of life, gives him confidence in the future, and also
contributes to his internal growth. For example, visit-
ing theaters, exhibitions, opportunity to travel.

An important nuance in managing motivation is
that each employee is an individual, and therefore,
every specialist has needs. And these goals are
determined not only by his position in the organiza-
tion, but the social position in society, as in any per-
son, the employee has his own interests and individ-
ual characteristics. Managers should regularly review
staff motivation and monitor their needs to know how
to motivate their staff properly.

There are several ways for increasing the effi-
ciency of staff through motivation. For instance, con-
ducting seminars with subordinates, where foreign
and Ukrainian specialists who have experience will
speak about effective management in a complex and
tough competitive environment.

It is very important to involve employees in the
important tasks of the organization and to develop
both standard and innovative solutions (it is important
that every subordinate feels the need for the organi-
zation), improving feedback between supervisor and
subordinates, free refresher courses. Using the meth-
ods described above, managers can have a major
impact on staff performance and productivity growth.

The increasing importance of HR services is due
to the following main reasons:

—the increasing role of personnel, their knowledge
and skills in ensuring the competitiveness of organi-
zations;

— the need to improve the efficiency of the organi-
zation through better use of the potential of existing
staff, its optimal distribution in the workplace, increas-
ing the load on each member of the team;

— the emergence of new technologies for the
selection and evaluation of staff;
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Fig. 1. The scheme of the motivational mechanism,
which relies on the existing system of material and intangible motivation

Source: [3, pp. 127-132]

— the realization of the concept of lifelong learning,
within which there are the importance of forms and
methods of development, staff training;

— the changing of the functional tasks of HR man-
agers, especially senior managers, each of them
should be addressed in the light of the organization's
development strategy [4, pp. 37-40].

The material motivation plays an important role in
enhancing the motivation of the organization's staff.
Through material incentives, staff can increase their
productivity, fight for a place in the workforce and fully
commit themselves to their work.

The analysis showed that the bonus system in
Ukrainian companies implies both collective and indi-
vidual reward.

The vast majority of Ukrainian organizations have
the following types of bonuses:

— the premium;

— bonus for the performance of targets;

— individual bonus.

The premium applies to all staff of the organiza-
tion based on half year / year. The amount of bonus
rewards is calculated based on the increase in sales
(compared to last year). It is calculated according to
a specific formula based on the average monthly rate,
the number of tariff rates, and a certain rate of increase.

Thus, each employee of the organization
receives “his/her” bonus, taking into account his/her
position, attitude to work and the degree of influ-
ence on the achievement of the strategic goals of
the organization.

The number of individual bonuses of a special-
ist depends only on his personal indicators, produc-
tivity and quality of work. If an employee diligently
performed his/her work during the year and did not
receive any penalties for the quality of his/her work
and work discipline, he/she will receive a full bonus
reward. In this case, the amount that will be directed
to the payment of remuneration depends on the
degree to which the strategic goals of the organiza-
tion and the employee's contribution to the targets are
achieved.

Professional development of staff takes place in
the process of gaining skills and in the process of
direct learning. The professional development of staff
has the goal of enhancing and disclosing professional
potential of the employee. Professional potential (as
an element of human) is the aggregate ability of an
individual employee's physical and spiritual proper-
ties to achieve in a given environment certain results
of production activity, his ability to improve in the pro-
cess of work, to solve new tasks [5, p. 123].
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Structure of professional potential:

— gqualification potential, i.e. the possession of spe-
cial knowledge, work skills and skills that affect the
employee's ability to work of a certain complexity;

— psychophysiological potential, i.e. aptitude
and ability of a person, his/her health status, work
of the nervous system, efficiency, stability in deci-
sion-making;

— personal potential, i.e. the level of conscious-
ness and social maturity, personal level and attitude
to their work and the work of their colleagues, values,
interests in career growth.

Currently, people in the organization do not
pay enough attention to the second and third ele-
ment (both from the point of view of evaluation and
management), which do not contribute to the full
disclosure of the employees potential, and, conse-
guently, to achieve the maximum effect of the use
of manpower.

The priority types of personnel development in
the organization are the internships abroad, business
cases, meetings on development and improvement
of the organization, gamification, seminars on impor-
tant aspects of the organization.

Stages of implementation of the personnel devel-
opment program in the company:

— identification the staff education level;

— development of the curriculum of the enterprise;

— organization of mentoring work;

— organization of work on building the human
resource base.

We believe that the closest organizations to eco-
nomic and social success are those that use new and
advanced technological options, based on people's
value orientations, their hidden assumptions.

The following recommendations may help to
improve the effectiveness of organizational staff man-
agement (cultural and organizational aspects):

— particular attention should be paid to the
intangible aspects of the organizational environ-
ment and those that are not perceived externally.
Deep-rooted assumptions and values in people
can require long and difficult changes in the sys-
tem and structure of management. Culture is the
way to help you to understand organizational
“Looking glass”.

— be skeptical of proposals calling for the rapid
transplantation or transformation of crops;

— try to understand the importance of the corpo-
rate symbols;

— listen to stories told in the organization, who their
heroes are and what these stories reflect in the cul-
ture of the organization;

— introduce corporate ceremonies periodically to
convey with their basic ideals and culture;

— implement abstract ideals in a direct and indirect
way in your daily activities. The manager is required
to understand what ideals he or she should adhere to
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and what actions these ideals should convey down
the organizational levels [6, p. 697].

Conclusion. The study concludes that every
self-respecting leader should pay close attention
to improving the personnel management system,
as only qualitative and skilled personnel are able
to move the organization in the right direction and
increase cost-effectiveness and strengthen the orga-
nization's position.

The experienced manager understands that the
market is changing dynamically, and the organization
must change with it, including staff must develop and
be competitive and have a good working relationship.
For this purpose, many organizations create a corpo-
rate culture that includes rules, values, certain stan-
dards of behavior in the organization.

Carefully formed corporate culture helps employ-
ees in their work activities, as well as eliminates minor
conflicts in the organization and purposefully affects
the improvement of the atmosphere in the team.

It is important to understand that only with com-
petent time management staff will be able to respond
promptly to their tasks and increase its efficiency,
which will allow professionals to fulfill their job respon-
sibilities more effectively, set new goals, combine
work and personal life, and most importantly benefit
their organization while contributing to the organiza-
tion's goals.
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IMPROVING THE PERSONNEL MANAGEMENT SYSTEM IN ORGANIZATIONS

The purpose of the article. The economic stability of the organization, its survival and operational effi-
ciency in the conditions of market relations are inextricably linked with its continuous improvement and devel-
opment. Personnel is one of the most important and complex components of the enterprise structure. Thanks
to the efficiency of employees, the productivity of the organization increases, there is growth and the formation
of reputation in the market. But today, many Ukrainian organizations pay insufficient attention to improving the
effectiveness of the personnel management system and its motivation. Therefore, the purpose of this article is
to develop measures aimed at improving the organization’s personnel management system.

Methodology. The existing literature was analyzed, a comparative analysis and assessment of the practice
of personnel management were made. There was a generalization and modeling of the mechanism of motiva-
tion, as well as a systematization of theoretical and practical materials.

Results. The effective work of the enterprise is the effective work of the staff, starting from the head of the
enterprise to the ordinary employee, and therefore the motivational factor in achieving the goals of the organi-
zation plays a very important role. The results obtained show the role and importance of the motivation system
in the enterprise, the impact of this system on achieving goals. In enterprise management, usually several
methods are applied at once. The most effective method is material incentive. For effective management of
motivation, it is necessary to use all groups of methods in enterprise management. The following conditions
have been identified to ensure the effectiveness of the functioning of the personnel management system:
providing the organization with qualified personnel, maximizing the professional competence and experience
of employees; improving the system of remuneration and motivation; prudent management of internal move-
ments and career of employees; providing employees with opportunities for professional development.

Practical implication. Let us pay special attention to the fact that it is impossible to develop an effective
system of motivation relying solely on the material basis. When an organization develops incentive systems,
the great importance is given to the formation of intangible methods of motivation. Often it is the intangible
motivational forms that work much better and bring greater returns from the staff than just good wages.

Valueloriginality. Personnel — competitive wealth, which is no longer considered as incidental costs or an
additional expense item, but as a strategically important resource of the company. Improving the personnel
management system can be endless, because there is no limit to perfection. This statement is proved by HR
specialists from various companies around the world every year. Therefore, it is so important to constantly
analyze the system and timely identify problems in order to avoid personnel losses and prevent a decline in
profits in the company.




