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The specifics of human resource management primarily consider the work with the personnel of
enterprises and organizations, and the basic concept that existed earlier said that the human resource
and personnel of enterprises and organizations are some expenses that need to be constantly repaid.
Now, personnel-human resources are considered as the resources of the enterprise, and this approach
is used to increase the understanding of the belonging of employees and more effective use of their
competencies in the organization system. Respectively, as resources are one of the most important
characteristics of the enterprise and personnel should be attributed to the resources necessary for
the sustainable development and functioning of the enterprise. The general concept of human re-
source management provides for a set of certain beliefs and suggestions that are formed and focused
in one company, so you can talk about the corporate culture, about specific factors that are accepted in
the company, and are, in turn, also a certain resource. The aim of the study is to form an up-to-date
approach to improving the efficiency of human resource management at an industrial enterprise.
Materials and methods. As part of the materials and methods, it is necessary to note the analysis of
approaches, methods and models of human resource management presented in the scientific and
technical literature, as well as the results of their implementation in the practice of industrial enter-
prise management. Results. The article substantiates the main scientific provisions and the need
to form a general strategy for personnel development, which forms employees' self-determination in
the organizational structure of the enterprise and the vector of their development, and the manage-
ment has a clear idea in the development of personnel management decisions. Conclusion. A vague
formulation, the absence of a personnel development strategy or its inconsistency with the general
strategy of the enterprise and the dynamics of the influence of external and internal factors creates
some uncertainty, which further leads to the “turnover” of personnel and does not allow achieving
the goals set by the management of the enterprise.

Keywords: personnel, human resources, strategy, personnel development, human resource
management, personnel policy, personnel management.

Introduction

An extensive scientific and technical literature is devoted to the study of the analysis of the state and
development of human resources of enterprises and organizations. [1, 4-8, 11, 14, 19].

In the history of human resources development, personnel management, three main approaches are
widely known: economic, organic and humanistic [9, 10, 25, 26].

The economic approach assigns a leading place in personnel management not to managerial, but to
purely technical training of workers. This approach is based on: ensuring the unity of the leadership;
creating a clear management vertical; separation of analytical and linear production structures of the en-
terprise; full subordination of the personal interests of the company's employees to the goals and objec-
tives of the enterprise. This approach was most widely used for personnel management of enterprises in
the Soviet Union.

Based on the organic approach, the concept of “personnel management” and then the concept of
“human resource management” were formed. The organic approach brought this type of management
activity far beyond the previously established functions of personnel services, when personnel functions
from registration and control expanded and extended to the search and selection of employees, career
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planning for leading employees of the enterprise, analysis of activities and advanced training of employees
of the enterprise, etc.

The humanistic approach suggested that the personnel services of an industrial enterprise should fo-
cus on the management of individuals in the team and the representation of the organization as a kind of
“cultural phenomenon”. At the same time, it was proposed to consider culture in the system of ideology,
values, laws, etc. In particular, in Japan, organizations began to position themselves as collectives where
the spirit of cooperation and mutual assistance reigns, and a lifetime of hiring turns them into an exten-
sion of the family.

Among modern works in the field of human resource management, the following can be noted.

In [2], management culture from the standpoint of the concept of “human resources” management is
considered as an integral phenomenon that describes the property of a person employed in the field
of management, capable of solving problems and tasks arising in the production process and helping
an employee in a difficult professional situation. And also in situations requiring managerial influence
using knowledge and experience, values, abilities and inclinations.

The authors note [3, 27] that the strategy of human resources development is determined by the fac-
tors of the external and internal environment, the specifics of the implementation of the goals and objec-
tives of the enterprise development, its industry affiliation and other conditions. The strategy should be
aimed at achieving the required quantitative and qualitative characteristics of the personnel, which will
ensure goal orientation and adapt the strategy development algorithm to the industry specifics of
the management object.

As shown in [13, 28], the analysis of modern concepts of human resource management allows us to
conclude that the focus is on practical aspects, rather than on the philosophy of human resource ma-
nagement. To identify and explain what is happening in practice, modern researchers use the concept of
“analytical human resource management”, the main task of which is to build a theory and collect empi-
rical data to account for the behavior of management in the organization of work and management of
people in different workplaces, companies, and industries.

However, modern conditions are characterized for domestic companies by constantly growing uncer-
tainty in interaction with suppliers and consumers of products, both in Russian and foreign markets, as
well as the possibility of imposing sanctions on the part of Western powers wishing to eliminate their ex-
ternal competitors and other similar features. In addition, the complexities of doing business. At the same
time, the effective management of the development of human resources of industrial enterprises in mo-
dern realities should be based on the authors' point of view on more important and constructive ideas.
As a result, the conditions in which modern domestic industrial enterprises have to work have changed
dramatically in recent years. First of all, this concerns the impact of external factors on industrial enter-
prises, but the state of internal factors characteristic of medium and large industrial enterprises, and va-
rious areas of activity, has also undergone significant changes. The authors of this article have devoted
a number of scientific works to the study of these issues [12, 15-24, 29, 30].

It is especially important to emphasize the fact that industrial enterprises today have to first of all
pay attention not to the factors of direct external influence on the enterprise and its internal develop-
ment, but first of all to the factors of indirect external influence [22]:

e the needs of the largest buyers of the products of an industrial enterprise on the world market;

e prices for the products produced by the enterprise on international markets;

e exchange rates;

o ctc.

It is convincingly shown [19, 22] that in order to work flexibly and effectively in such conditions,
industrial enterprises need a new approach to management, which would make it possible to develop
enterprises not only during periods of stable development of the world economy, but also during periods
of financial and economic instability or global crises caused by various causes.

Thus, any modern large industrial enterprise, on the one hand, should formulate the concept and
program of its strategic development, both for the near and long-term prospects. And on the other hand,
ensure effective operational management of the industrial enterprise, which allows achieving maximum
profit for the company or compliance with the results work other criteria established by the owners [15].

In this regard, the achievement of these goals and objectives of an industrial enterprise cannot but
be interrelated with the purposeful, comprehensively justified development of human resources, ensu-
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ring their preparation for the competent implementation of the tasks set by the company's manage-
ment, both of an operational and strategic nature. This, in fact, is the key principle of the formation of
an up-to-date approach to the management of human resources of an industrial enterprise.

An actual approach to improving the efficiency of human resource management

in an industrial enterprise

The main tasks of human resources management traditionally include the timely development of in-
formed decisions that determine the requirements for the company's human resources potential that is
what kind of human resources and in what quantity are need to achieve the goals set by the owners of
the enterprise. Moreover, as shown in [22], the classical tasks of human resource management are:

1. Resource planning (development of a plan to meet future human resource needs, consisting of the
following stages: assessment of available resources, assessment of future needs for them, development
of a program to meet identified needs).

2. Recruitment of personnel (creation of the necessary reserve of candidates for all positions and
specialties, from which the company selects the most suitable employees for it).

3. Personnel selection (evaluation of candidates and selection of the best from the created reserve).

4. Career guidance and adaptation of employees to the requirements of a particular enterprise
(development of employees' understanding of what the organization expects from it and what kind of
work in it gets a well-deserved assessment).

5. Training (and developing training programs) for the job skills required to do the job effectively.

6. Determination of the amount of wages and other remuneration or compensation (creation of
a methodology for calculating wages and other payments: bonuses, sick leave payments, maternity
leave, etc.).

7. Assessment of labor activity (formation of methods for assessing labor activity and bringing it to
the employee).

8. Management training and development plans for their career advancement (development of pro-
grams aimed at developing the abilities and increasing the efficiency of the work of management per-
sonnel).

9. Promotion, demotion, transfer, dismissal (choice of methods of movement of workers to positions
with greater or lesser responsibility, develop their professional experience by working in other positions
or areas, and procedures for termination of contract of employment).

10. Training and professional development of employees of the enterprise, career planning, person-
nel motivation [18, 24].

It should be noted that human resource management is, in fact, a kind of closed business process
that is part of the overall process of managing the activities of the enterprise, although human resource
management is often organized in most enterprises in its own way.

Unfortunately, even today, the tasks of personnel administration are mainly traditional accounting
functions, which include staffing support; personnel accounting; time table accounting; payroll calcula-
tion; accounting in the Pension Fund of Russia, the Ministry of Taxes and Duties.

However, successful management of human resources of an enterprise cannot be carried out only
through administration. This requires a well-thought-out personnel policy, which is a system of princi-
ples, approaches and rules that bring human resources in line with the goals and objectives of the enter-
prise, its strategy. All work with personnel-the selection of employees, staffing, certification, training,
promotion, etc. should be the result of ensuring the implementation of the goals and objectives of
the organization, the most optimal implementation of its strategic development.

The personnel policy of the company traditionally includes:

o development of general principles of personnel policy, setting priorities for goals;

¢ planning the need for labor resources, forming the structure and staff, appointments, creating a re-
serve, moving;

e creation and support of the personnel information movement system,;

o formulation of the principles of allocation of funds, ensuring an effective system of labor incen-
tives;

e providing a development program, career guidance and adaptation of employees, planning indi-
vidual promotion, professional training and professional development;
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e performance evaluation or analysis of the compliance of the personnel policy with the company's
strategy, identification of problems in personnel work, assessment of personnel potential and other
methods of analyzing the effectiveness of personnel activities.

Effective management of personnel policy cannot be carried out without understanding the essence
of the domestic system of industrial and economic management in the country, as well as the strategic
goals and objectives of the development of a particular enterprise that largely follow from this. Without
studying these issues, any developed strategy for the development of an enterprise will never be ade-
quate to the true, and not “book”, problems of industrial development of any collectives. Unfortunately,
many works on the problems of the theory and practice of management of enterprises and groups of en-
terprises are not very suitable for Russian conditions, since the history of domestic management and
the system of industrial management that has developed in its course in Russia is not at all similar to
Western or Eastern counterparts. Its specifics are so different from those declared in pro-Western,
oriented manuals and monographs on industrial management that the use of the recommendations of
the latter can hardly allow the heads of enterprises to achieve the desired results [19].

Personnel management of industrial enterprises should begin with an analysis of the state of affairs,
the forecast of development and determination of the desired results of the enterprise, i.e. first of all,
a plan-forecast of sales (sales) of products, which should be based on carefully conducted marketing
research, take into account long-term contracts and the forecast of market dynamics. On this basis, seve-
ral variants of the plan are drawn up. These options determine the personal strategy of the head of
the enterprise for its development in the future. On this basis, production plans, standards, the utilization
of production assets, the policy of interaction with suppliers of raw materials and consumers of products,
as well as the need for human resources are then developed.

The system of measures that management can implement largely depends on whether the volume of
supply of the company's products will increase, or vice versa, the market is in a state of decline. For exam-
ple, in the case of a sharp increase in demand for the company's products, the manager should solve
the problems associated with the need to put into operation new production facilities, as well as with
the search for qualified personnel for the resulting jobs, etc. In the case of a sharp reduction in the sales
market, on the contrary, it is necessary either to re-profile production to produce other products, or to
preserve fixed assets.

Positive qualities of the labor collective are an additional incentive that contributes to stable person-
nel dynamics and job satisfaction.

The nature of the personnel policy is also influenced by the management style of the labor collec-
tive that has developed in the company. Nevertheless, we can distinguish two initial strategic elements
of the personnel policy:

1. Strategic intentions (attracting and retaining responsible, efficient, highly qualified and talented
people to the corporation. This is the key task of any company in the field of human resources manage-
ment, the most important link in long-term personnel processes that provide competitive advantages to
the enterprise due to the uniqueness of human potential and a high level of responsibility of all its em-
ployees. At the same time, corporate culture generates responsibility, and people's abilities create com-
petitive advantages. Therefore, the HR manager solves, as it were, two strategic tasks: to create a com-
petitive advantage for the company by increasing the level of responsibility of its employees, using
the means of managing corporate culture; to provide competitive advantages to the company by increas-
ing the quality of human potential and the growth of professional competence of employees;

2. The strategic directions of the enterprise development are also a component of the system of stra-
tegic goals of the corporation. But before choosing these areas, it is necessary to create a clear image of
the future enterprise. A structured vision of the future of the enterprise (the share of sales and market
positions, the organizational structure, the technologies of the main and auxiliary production, the mana-
gement style, the dominant organizational cultures, marketing policy, professional and personal charac-
teristics of the personnel potential) should help to build, including a competent personnel policy of
the enterprise.

However, to ensure the implementation of these areas in the face of growing competition in
the markets of highly qualified labor is a very difficult task. Human resources services, if they are to
solve it effectively, should cease to function as bureaucratic structures: they should acquire the features
of management and marketing groups.
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Human resources services, together with the management of the enterprise, should strive to reduce
costs due to both ineffective use of the existing human potential and excessive human resources in
the corporation. In addition, HR departments, by their traditional HR style, are themselves a source of
unnecessary costs. Establishing effective interaction with the structural divisions of the corporation is
a certain guarantee of reducing such costs, especially in the field of optimizing the existing systems of
remuneration and labor incentives.

Conclusion

Thus, the approach to human resource management and personnel incentives for a large industrial
enterprise includes the implementation of the following provisions:

— The personnel policy of the enterprise should be aimed at bringing the personnel potential in line
with the goals and development strategy of the corporation and fully comply with the personal concept
of the vision of the future of the company by the first head.

— The openness or closeness of the personnel policy should be determined depending on the factors
of the external environment, corporate culture, etc.

— The type of personnel policy of the enterprise should be directly related to the level of awareness
and the degree of influence on the personnel situation of the style and the existing management system
of the enterprise.

— In order to form an adequate personnel policy, it is necessary to develop an understanding of the
goals, norms and methods of implementing personnel measures. The main mechanism for maintaining
an adequate personnel policy should be personnel monitoring.

— When forming a personnel policy, an enterprise or a corporation needs to determine a personnel
strategy, strategic intentions and strategic directions of its development, as well as to select professional
personnel managers.
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YNPABJIEHUE COCTOAHUEM U PASBUTUEM
YEJIOBEYECKUX PECYPCOB NPOMBbILUWIIEHHOIO
NPEANPUATUA B COOTBETCTBUM C OUHAMUKON
BIMMAHNA BHELULHUX W BHYTPEHHUX ®PAKTOPOB

K.A. KopenHas', O.B. Jloeaunoeckuii’, B.B. 3axapoe’

"AO «Ky3Heuykue gpbeppocrinasni», 2. HogokysHeuk, Poccus,
2 FOxHo-Ypansckutl 2ocydapcmeeHHbill yHusepcumem, 2. YensbuHck, Poccusi

Crneunduka ynpaBiieHHs: YeJIOBEUECKUMHU PECypCcaMH pacCMaTpHUBaeT B IIEPBYIO o4Yepeb pado-
Ty C IEpCOHAIOM HPEANPHUATHH U OpraHu3aluii, 1 OCHOBHAs KOHLEHIMs, KOTOpas CyIIecTBOBajla
paHee, TOBOPHJIA O TOM, YTO YEJIOBEUECKUH pecypc M MepCoHA MPEeAUpUATHH ¥ OpraHU3alui — 3TO
HEKOTOpBIE PacXo/ibl, KOTOphIe HEOOXOIUMO ITOCTOSHHO moramats. Ha ceroqHsmHmi MOMEHT mep-
COHAJI — YeJIOBEYECKHE PECYPCH pacCMaTPUBAIOTCS KaK PECypChl NPEANPHUITHSA, U TaKOH MOIXOM HC-
MOJIB3YETCS JJIsl TIOBBIIICHHS ITOHUMAaHUS NPUHAJICKHOCTH COTPYAHHUKOB M Oosiee 3(PPEKTUBHOTO
UCIIONIB30BaHUsl UX KOMIIETEHIMH B cUcTeMe opraHm3anu. Y coOTBETCTBEHHO, KaK pPeCypChl sSIBIIs-
IOTCSL OTHOW M3 BOKHEHUINX XaPaKTEPUCTUK MPENNPUATHUS, TaK U IEPCOHAI CIIEAYET OTHOCHUTH K He-
00XOIMMBIM JJIsI YCTOMYMBOTO Pa3BUTHA M (YHKIMOHHMPOBAaHUS pecypcam mpennpusrus. OOmas
KOHILETIIUSI YIIPABIICHUS YEIOBEUECKUMH PEecypcamMy IperycMaTpuBacT Habop onpenesieHHBIX yoe-
JKACHUHN U MIpeIoKeHU, KOTopsle COpMUPOBaHBI U C(POKYCUPOBAHBI B OJHOW KOMITAHHUH, TAaKUM
00pa30oM MOKHO TOBOPHTH O KOPIIOPATHBHOM KYJIbType, O KOHKPETHBIX (PakTopax, KOTOpHIE MPHUHSA-
THI B KOMIIAaHUH U SABJISIOTCS B CBOIO OUYepelb TaKXKe OIpeesieHHBIM pecypcoM. Ilebio uceiienopa-
HMA SIBIIETCS (OPMHUPOBAHUE AKTYaJBHOTO MOAXOAA K HOBBIMICHHUIO 3(p(PEKTHBHOCTH yNpaBICHUS
YeJIOBCUECKHMHU PecypcaMH Ha MPOMBIIUICHHOM NpeanpusaTui. MaTtepuajbl 1 MeToabl. B cocrase
MaTepralioB U METOAOB CJIEAYEeT OTMETUTh aHANIN3 MTOXO0JI0B, METOIOB M MOJIENEH yIpaBIeHHs Yelo-
BEUECKHMHU PECypcaMHy, MPEACTABICHHBIX B HAYYHO-TEXHHYECKOW JHUTEpAType, a TAKKE PE3yIbTaToOB
UX BHEJPEHUs B MPAKTHKY YIPaBICHUs NMPOMBIIUIEHHBIMH Ipeanpustuamu. Pesynbrarsl. B cratee
00OCHOBBIBAIOTCSl OCHOBHBIE Hay4YHbBIE MOJOXKEHHS M HEOOXOIMMOCTh (hOpMHpOBaHHUS 00mIel cTpa-
TETUH Pa3BUTHS NIEpCOHANA, KOTOpas (JOPMHUPYET Y COTPYIHUKOB CaMOOIIpEIe/ICHNE B OpraHH3alH-
OHHOM CTPYKType NPEeINpPUATUS U BEKTOP UX Pa3BUTH, a Y PyKOBOACTBA — YETKOE MPEACTABICHUE B
BBIPA0OTKE KaJPOBBIX YIIPABIEHUECKHX peuieHui. 3akiaiouenne. Hederkas GpopMynupoBKa, OTCYT-
CTBHE CTpPAaTerMy Pa3BUTH IIEPCOHANA WM €€ HECOOTBETCTBHE OOINEH CTpaTernu MPeaIpUsaTHS H
JMHAMHKE BIIUSHUS BHELIHUX U BHYTPEHHUX (pakTOpoB (hOpMHpYET HEKYI0 HEONpeIeeHHOCTb, KO-
TOpasi IPUBOIUT B JaJbHEHIIIEM K «TEKy4eCTH» KaIpOB M HE ITO3BOJISIET JOCTUYD MTOCTaBICHHBIX PY-
KOBOJICTBOM IIPEIIIPUATHS LIETCH.

Knioueswvie cnoea: nepconan, uenogedeckue pecypcul, cmpameaus, pa3sumie nepcorana, ynpas-
JIeHue 4e08e4ecKuMU pecypcamy, Kaopoeds NOIUMUKA, YNPAGIeHUe NePCOHATIOM.
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