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ABSTRACT

The qualification paper is dedicated to the study of the personnel management
strategy of LLC “Alium Prom™ and its improvement, considering the experience of
foreign countries.

The introduction outlines the relevance of the research topic, the purpose and
objectives of the study, its theoretical and practical significance, and identifies the
subject and object of the research as well as the research methods used.

The first chapter examines the theoretical foundations of holistic (systematic)
personnel management, highlights the features and differences of personnel
management methods in the domestic management system compared to the experience
of foreign countries, and explores approaches and methods for building a system to
stimulate personnel creativity.

The second chapter provides a general overview of LLC “Alium Prom”,
analyzes the main financial and economic indicators, and evaluates the personnel
management system of LLC “Alium Prom”. The third chapter identifies directions for
improving the personnel management system of LLC “Alium Prom”, develops
measures for enhancing the existing personnel management system of LLC “Alium
Prom”, and assesses the effectiveness of the proposed measures. The conclusions
summarize the results of the qualification study.

Keywords: PERSONNEL, PERSONNEL MANAGEMENT, HOLISTIC
PERSONNEL MANAGEMENT, SYSTEMATIC MANAGEMENT,
IMPROVEMENT OF PERSONNEL MANAGEMENT SYSTEM.



AHOTAIIS

Kpanigikamiitna po6oTa mpuCBsUE€HA TOCHIIKEHHIO CTpaTerii ymnpaBIiHHSI
nepconaniom TOB «Aniym IIpom» Ta iX BIOCKOHAJIGHHSA 3 ypaxXyBaHHSM JOCBITY
3apyOiKHUX KpaiH.

Y BCTymni BU3HAUEHO AaKTYyaJlbHICTh TEMH JOCHIJKCHHS, METy 1 3aBIaHHS
JOCIIIJIPKEHHSI, TEOPETUYHY Ta MPAKTUYHY 3HAYYIIICTh, 3a3HAUYEHO MPEIMET Ta 00 €KT
JOCTIHPKEHHS, BKa3aHO METOIU JAOCI1IKEHHSI.

Y mepmioMy po3aiuTi  JAOCTIIKEHO TEOPETUYHI OCHOBH  XOJICTUYHOTO
(cucTeMHOro) YIpaBlIiHHS IEPCOHAIOM, BHCBITIEHI OCOOJMBOCTI Ta BIIAMIHHOCTI
METO/IIB YNPAaBIiHHA MEPCOHAJIOM BITYM3HSIHOI CUCTEMHU YIPABIIHHS MOPIBHSHO 3
JIOCB1IJIOM 3apyOiKHUX KpaiH, JOCIIIHKEHO IIIXOAM Ta METOAU IMOOYIOBH CHCTEMU
CTUMYJIIOBaHHS KPEaTUBHOCTI TIEPCOHATTY.

Hpyruii po3ain npucBsueHui 3aranbHiil xapakrepuctuil TOB «Amiym [Ipom»,
3MIMCHEHO aHaji3 OCHOBHHUX (D1IHAHCOBO-CEKOHOMIUHMX ITOKa3HUKIB Ta 3A1HCHEHO
aHaii3 cucteMu ynpasiiHHs nnepcoHanoM TOB «Aniym [Tpom».

VY TpeThoMy po3/iTi BU3HAUCHI HAMPSMKH YIOCKOHAJIEHHS CUCTEMH YIPABIIIHHS
nepcoHaiom TOB «Amiym Ilpom», po3poOiieHi 3axomy MIOAO0 YIOCKOHAJICHHS
CUCTEMH HasiIBHOI CUCTEMU yrpaBiiHHA nepcoHaiom TOB «Amniym [Ipom», 3aiiicHena
oIliHKa €(heKTUBHOCTI peai3allii 3anpornoHOBaHUX 3aXO/IiB.

VY BHUCHOBKax y3arajibHEHO pe3yJabTaT KBadi(IKaifHOTO J1OCIII>KEHHS.

KirouoBi cioBa: [TEPCOHAJI, VIIPABJIIHHA [TEPCOHAJIOM,
XOJIICTUYHE VIIPABJIIHHA IMEPCOHAJIOM, CUCTEMHE VIIPABJIIHHA,
YIOCKOHAJIEHHA CUCTEMU VITPABJIIHHSA [TEPCOHAJIOM.
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INTRODUCTION

Relevance. Personnel management plays a crucial role in the efficiency of any
enterprise. In today’s reality, marked by rapid technological advancement, there
arises both the opportunity and necessity to constantly develop and improve
personnel management strategies. This is driven by the integration of advanced
technologies into all aspects of business operations, including human capital
management, which increases competition among enterprises. Only those companies
that offer the best employment conditions and attract qualified personnel, in line with
the development stages of highly advanced countries, can secure a competitive edge.
This includes not only a favorable work environment and standard labor conditions
but also opportunities for personal growth and career development for every
individual employee. All Ukrainian enterprises should aim to move in this direction.

Holistic personnel management is one of the most relevant methods of
personnel management today. “Holistic personnel management is viewed as a
comprehensive approach to managing human resources in accordance with the
strategic goals of the company, closely tied to strategic enterprise management,”
notes O.M. Kryvoruchko [3]. This is why this particular direction was chosen for the
research. International experience is also highly valuable for domestic enterprises, as
a global perspective on personnel management is the path to the success of this study.
The relevance of this research lies in the need for continuous enterprise development
in this area, along with the emergence of new opportunities, methods, and strategies
in the field of personnel management.

The issues of workforce development, research into improving personnel
management systems considering modern technology development and international
experience, have been addressed by scientists such as A. Hryshchenko [12], T.
Dubianska, L. Lipych [17], 1.O. Korchynskyi, S.-H.T. Chura [30], O.V.
Krushelnytska, and D.P. Melnychuk [32], among others.

The aim of this qualification paper is to study theoretical and empirical

materials on the application of holistic personnel management, as well as approaches
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and methods for building a system to stimulate employee creativity in entrepreneurial

and/or innovative activities. The research aims to improve the current system of
personnel development management at “Alium Prom” LLC, considering the
experience of foreign countries in this field.

Tasks of work. To achieve the aim of the work, the following tasks should be
set and solved:

- to define the concept of personnel and personnel management;

- to explore the notion of holistic personnel management;;

- toidentify the features and differences in personnel management methods

based on international experience;

- to provide a general description of the enterprise “Alium Prom” LLC;

- to analyze the personnel management system at “Alium Prom” LLC;

- to assess the current state of the personnel management system at “Alium

Prom” LLC and identify potential improvement factors;

- Develop recommendations for improving the personnel development

management system at “Alium Prom” LLC based on the experience of foreign

countries in this direction.

The object of the study is the personnel management system at “Alium Prom”
LLC.

The subject of the study is theoretical, methodological foundations, and
practical approaches to improving the personnel development management system at
“Alium Prom” LLC.

Research methods. The theoretical and methodological basis of the research
are the fundamental positions of the general economic theory, scientific works of
domestic and foreign scientists and experts on managing and organization of the
personnel of enterprise while performing foreign economic activity and projections
of potential impact of the proposed activity.

In the course of research, the following methods were used: a systematic
approach (for studying corporate and business strategy), financial and economic

analysis (for studying the state of financial position of the enterprise), valuation (for
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making projection of revenue), graphical (for visual presentation of the research

results).

Information base of the study: to gather information, the following sources
were utilized: internet resources, scientific works of domestic and foreign
researchers, enterprise balance sheets for the study period, financial performance
reports, price lists for branded products, the company's website, and information

about its competitors.
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CHAPTER 1. THEORETICAL AND METHODOLOGICAL FOUNDATION

OF PERSONNEL MANAGEMENT IN ENTERPRISES

1.1. Theoretical Foundations of Holistic (Systemic) Personnel Management

The personnel of an enterprise is one of its most crucial resources, determining
and influencing the success of the enterprise, specifically the effective functioning of
all its systems. Therefore, the involvement of existing strategies for implementing
systematic human resource management and the development of new strategies that
align with the rapid digitalization in all areas of business, as well as the related
possibilities and level of awareness of humanity, is a significant and integral aspect
that should not be overlooked by any enterprise.

Modern trends, technologies, and the knowledge already acquired lead to rapid
changes in human resource management. This presents numerous opportunities for
improving existing models of human resource management for companies that have
long been in the market, as well as providing new enterprises with the chance to
choose the most advanced and beneficial approach in building their human resource
management systems.

To examine the theoretical foundations of systematic human resource
management, it is important to consider the very concept of "personnel" and its
interpretation by different authors. Each author's understanding of this term varies
according to their approaches. Table 1.1 presents interpretations of "personnel" by
various scholars, the examination of which is necessary to formulate a generalized
definition of this concept.

After reviewing and analyzing the provided interpretations, it can be concluded
that all authors consider personnel to be an important resource for any enterprise,
characterized by specific professional training and skills. The engagement of this
resource 1s directed towards the overall functioning of the enterprise and, more

importantly, towards the effective functioning of all necessary processes, as well as
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Table 1.1

Interpretation of the concept of 'personnel' by scholars

Scientist

Definition

O. Melnychuk

Personnel is the staff of an enterprise,
institution, organization, or other entity, as
well as a group of employees belonging to
the same professional category.

Albert Michael Mekson

Personnel is a group of employees that
ensures the execution of organizational
functions by efficiently utilizing resources
to achieve the company's goals.

O. V. Krushelnytska

Personnel is the main, permanent, and
qualified staff, which is shaped and
influenced by both internal factors (such
as the nature of products, technology, and
production organization) and external
factors (such as demographic processes,
legal and moral norms of society, labor
market characteristics, etc.).

Henri Fayol Personnel is one of the key functions of
organizational management.
Michael Armstrong Personnel is the core element of the

management structure, and managing it
involves a set of methods and processes
aimed at improving employee
performance.

Peter Drucker

Personnel is the primary resource of an
organization, which must be developed
and managed to achieve maximum
productivity.

A. H. Goldfarba

Personnel is a group of permanent
employees who have received the
necessary training and possess practical
experience.

I. I. Bazhan

Personnel is the totality of all human
resources available to an organization.

achieving the maximum possible productivity. Furthermore, it can be concluded that

this definition is not unambiguous, as it reflects the understanding of various scholars
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according to their approaches and personal interpretations. Thus, one can notice certain

ambiguities, specifically a degree of generalization in the interpretations of this term.

According to French manager Henri Fayol, one of the founders of management
theory, for the effective functioning of an enterprise, specifically to achieve the goals
set for the enterprise, it is necessary to clearly devise and implement the organization,
coordination, and control of personnel. In this regard, personnel management
occupies a significant place in organizational management.

Compared to the French scholar, 1.I. Bazhan's definition is maximally
straightforward and conveys the essence in just a few words. Undoubtedly, this
interpretation indicates that personnel is a resource of the enterprise, but the
difference, and thus the complexity in managing this resource, lies in the fact that this
resource 1s influenced by human factors. This means the necessity of complexity and
adaptability in management methods, whereas other non-living resources of the
enterprise do not require additional efforts. Therefore, Peter Drucker, one of the
founders of modern management, emphasizes in his works, particularly in the books
"Management Tasks in the 21st Century" and "Management: Tasks, Responsibilities,
Practices," the importance of human capital for an organization and its effective
management.

In summary, one can define personnel as the staff of qualified workers who are
employed and characterized by specific knowledge, whose engagement allows the
enterprise to achieve all set goals. Its formation and changes depend on internal and
external factors. Internal factors may include certain personnel changes within the
enterprise (retirement, maternity leave, expansion of the enterprise, etc.), while
external factors may involve changes at the macroeconomic level (economic
conditions in the country, labor market trends, inflation rates, etc.).

For effective management of this resource, it is essential to clearly understand
what personnel management is, its essence, goals, and methods. The interpretation of
this concept again depends on the approach of various scholars.

Thus, Henri Fayol defines personnel management as one of the main functions
of organizational management, while H. Shchokin understands this term as the

process of ensuring cooperation, specifically creating all necessary conditions for all
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staff members to enable collaboration to achieve specific goals of the enterprise. This

process includes motivating the workforce, training for continuous knowledge
updating according to new technologies, strategies, developments, and personal
growth of workers, among others. According to the scholar, this activity contributes
to the most effective working process, which in turn becomes the most effective way
to achieve the goals of the enterprise and the personal goals of each employee.

A more modern understanding of this concept is presented in the work of John
Breton and Jeff Gold, who state that personnel management is a systematic approach
to managing people in an organization aimed at maximizing their contribution to the
goals of the enterprise.

A similar interpretation is expressed in the works of Gary Dessler: personnel
management is a process based on the use of strategies and practices for recruiting,
assessing, and motivating employees, which is key to achieving the goals set by the
enterprise.

Krushchelnytska O.V. and Melnychuk D.P. define personnel management as a
specific function of managerial activity, the main object of which is people, namely
hired or potential employees who possess specific professional skills and knowledge
and thus belong to certain social groups and labor collectives [32].

Novikova M.M. and Mazhnik L.O. define personnel management as an
activity aimed at achieving the most effective engagement of hired workers,
specifically their work within their professional competencies, which is directed
towards achieving the goals of the enterprise and the personal professional goals of
employees [39].

Rulyev V.A., Hutkevych S.0., and Mostenska T.L. present another
interpretation of this term: "Personnel management is a systematically organized
process of reproduction and effective utilization of all personnel in the organization,
aimed at achieving the set goal" [45].

From a psychological perspective, Amy Edmondson, an expert in
organizational behavior, examines this term in her work. The author is convinced of
the necessity of analyzing this term not only in its traditional understanding; instead,

she focuses on the concept of creating a corresponding environment of psychological
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safety within the enterprise, which, according to her, is an integral element of

effective personnel management.

Another interpretation can be found in the works of Tonyuk M.O., who defines:
"Personnel management is a purposeful systematic activity aimed at forming the
optimal structure of employees necessary for the enterprise's qualifications and
quality, developing an effective system for their motivation and control to ensure the
enterprise's continuous development" [53].

Researching the essence of this concept indicates the multilayered nature of its
interpretation, as each definition is interesting for consideration and reflects a wide
range of understanding of this term by the authors. According to all the variations of
interpretations, it can be generally noted that personnel management is a process of
managerial activity related to the workforce of a given enterprise, aimed at obtaining
the greatest possible benefit from the work of hired employees in the form of their
effective performance for the benefit of the enterprise by creating all favorable
conditions for this.

Since personnel management, as already mentioned, is an important factor
influencing the functioning, competitiveness, and efficiency of an enterprise, the
necessity and seriousness of selecting a personnel management system for any
enterprise is evident. It is essential to understand what it entails.

Personnel management is a very complex and intricate process, the
organization, control, and development of which can be realized by constructing a
specific system. A personnel management system is an organized collection of certain
actions, so to speak, an algorithm based on interrelated elements that occur or are
conducted to achieve a single goal. Each of these processes can have functionally
different objectives.

At this stage, it is important to recognize that the concepts of "personnel
management system" and "systematic personnel management," although similar, are
not identical concepts. While a personnel management system represents a model or
a set of specific actions, the concept of systematic personnel management emphasizes

that personnel management should be a systematic process that thus requires the
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construction of its system, representing interrelated approaches that can be applied to

achieve the goals of the enterprise.

The conducted research regarding the interpretations of "personnel" and
"personnel management" has provided the opportunity to present generalized
definitions of these concepts, which are essential for this work, as understanding these
terms serves as the foundation for further research.

For the study of holistic personnel management, it is first necessary to clearly
understand what is meant. Holistic (from the Greek "holos" - whole) means integral,
comprehensive, all-encompassing, and interacting [51]. This refers to a holistic
approach in which all elements of the system are considered as a whole. The context
of personnel management implies considering all related aspects of activity, namely:
social, technological, psychological, etc. This is necessary for creating the
appropriate atmosphere and harmony within the workforce.

A holistic approach to personnel management sees individuals not only as labor
units but also as personalities with diverse needs, desires, and feelings. A
management system built on this foundation is an effective solution for establishing
and maintaining a certain stability within the workforce. An important aspect is the
vision of this approach as treating the enterprise as one integral system, with all its
elements interconnected. Thus, personnel management according to this approach is
not only about direct professional development but also about supporting each
subordinate in personal development, for example, through motivation, continuous
training, workshops, and providing opportunities to deepen their existing knowledge
and experience, which in turn will positively reflect on the enterprise itself. After all,
highly qualified employees are essential for the enterprise to achieve its long-term
goals.

Given that there is currently a rapid development of a high-tech economy and
existing knowledge can quickly become outdated or require adjustments and
deepening, continuous learning is a necessity for maintaining the professionalism of
the human resource of the enterprise.

Directly, human resources determine the atmosphere and level of development

of the organization in areas such as maintaining an entrepreneurial, innovative, and
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team spirit, which in turn affects the continuity and efficiency of improving all

processes within the enterprise. As a result, the enterprise can become more
competitive in the long run. Therefore, it is advisable to finance and continuously
develop this element of the enterprise system.

For effective personnel management, it is essential to use modern concepts that
contribute to the creation of an effective personnel strategy, ensuring the efficiency
of the functioning of the socio-economic system. In the context of an innovative
economy, there is a need for new approaches to human resource management. The
concept of holistic personnel management includes a comprehensive view of the
essence, goals, methods, and principles of working with personnel, as well as the
development of mechanisms for their effective implementation in the current
operating conditions of enterprises.

The holistic approach to management is an innovative and promising direction
that is beginning to find its place in modern management theory. The difference from
traditional methods lies in the fact that this approach focuses on viewing the
organization as a single, integrated system, where all components are closely
interconnected, and their successful functioning depends on the interaction of all
constituent elements. This approach is especially useful for addressing complex and
multifactorial problems that are difficult to solve using traditional management
methods.

One of the key features of holistic management is the involvement of all
participants in the organizational process in the development and implementation of
management decisions. This enhances effectiveness, as different perspectives are
considered, allowing for more balanced decision-making. It is also important that the
management system is perceived as a unified whole, regardless of its complexity and
the differences in its individual parts. This ensures a more flexible approach to
management, where the focus is on the end result rather than on individual details.

The holistic approach also emphasizes the importance of feedback. Continuous
information exchange between management and employees allows for timely
responses to changes, adjustments in management strategy, and quick problem-

solving. Reducing the distance between leaders and employees fosters a more open
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and transparent organizational culture, where every employee feels like an important

participant in the process.

Decentralization is another key feature of holistic management. It involves
transferring part of the authority from central management to lower levels of
management, allowing for more prompt decision-making and consideration of local
characteristics. This increases the organization's adaptability in the face of constant
market changes.

Furthermore, the holistic approach places significant importance on
considering macro and microenvironment factors. This enables a better
understanding of the impact of external and internal factors on the organization,
which contributes to the development of more flexible and adaptive management
strategies. Thus, the holistic approach not only improves management efficiency but
also fosters organizational development in a rapidly changing environment.

The concept of holistic management is based on several key principles that
reflect a new approach to management in the context of the modern economy. First
and foremost, the enterprise is viewed as a living organism that possesses its own
identity, history, experience, and resources. This organism, although separate,
remains integrated into the external environment, meaning that its activities depend
on interactions with other elements of the market and society.

The primary task of management in the holistic approach is to establish a clear
vision for the future. This vision is grounded in the analysis and understanding of the
interconnections between various phenomena and processes occurring both within
the enterprise and in its external environment. A key component of the enterprise's
success and competitiveness is the integration of resources and synergy among all its
components.

People who are able to integrate new knowledge and possess a deep
understanding of the connections within the economic environment become the main
source of additional value for the enterprise. They ensure innovation and adaptation
to changes arising in the external environment. In this regard, the management system

1s built on principles of cooperation, mutual understanding, and open communication
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among all participants in the process. Multilateral and synergistic communications

facilitate improved teamwork and provide greater flexibility in decision-making.

Holistic human resource management is perceived as a comprehensive
approach to managing human resources that aligns with the strategic goals and
directions of the company's activities. This means that management decisions are not
made in isolation but take into account the overall strategic guidelines of the
organization. It is also important that this approach is closely linked to long-term
workforce planning, which is an integral part of strategic management within the
enterprise.

The decisions that arise in the process of holistic management shape the
company's behavioral model in the realm of human resource management. These
decisions determine the primary directions in which necessary human resource
management strategies will be developed. The concept of holistic management
implies that the directions and objectives of management strategies are formulated
during the development of the organization's overall strategy. This involves a
dynamic and iterative process, where strategies are continuously reviewed and
refined in response to changes in the external environment and internal conditions of
the company.

Thus, the holistic approach to human resource management not only improves
the effectiveness of management processes but also fosters organizational
development in the context of constant change, providing adaptability and resilience
to the challenges of the modern business environment.

The holistic approach to human resource management encompasses many
management concepts and methodologies used to enhance the effectiveness of
business processes and achieve strategic goals. Figure 1.1 outlines some of these.

Management by Objectives (MBO), developed by Peter Drucker in 1954, is a
concept focused on achieving specific goals by coordinating actions at all levels of
the enterprise, ensuring a shared vision and accountability for results.

The dashboard system (Tableau de bord), proposed by J. L. Malot in 1932, is
a strategic control tool utilizing key performance indicators (KPIs) to assess the

achievement of goals at various levels of the organization.



21
Total Performance Scorecard, developed by Hubert Rampersad in 2003,

integrates the organization's performance indicators with employees' personal goals,
providing a systematic approach to evaluating both the effectiveness of the enterprise
and its employees.

The Balanced Scorecard (BSC) by Kaplan and Norton (1992) focuses on a
balanced assessment of the enterprise's effectiveness from both financial and non-
financial aspects, such as internal business processes, innovation, and relationships
with customers.

Total Quality Management (TQM) is a comprehensive management approach
based on quality that has been implemented since the 1970s. It aims to ensure
continuous improvement of the quality of an enterprise's processes and products, with
a focus on the participation of all employees.

Performance Management and Competence Management, which gained
popularity in the 1990s, are concepts aimed at ensuring the continuous development
and improvement of employees' competencies, which directly impact their
performance.

The EVA (Economic Value Added) management system, developed by Stewart
Stern in the early 1990s, measures economic efficiency based on the creation of added
value for the enterprise.

The Company Activity Pyramid by K. McNair, R. Lynch, and K. Cross (1990)
provides a multi-level assessment of a company’s effectiveness, including both
strategic and operational goals.

L. Maisel’s Strategic Maps Model (1992) helps visualize and evaluate an
enterprise’s strategic goals, providing a clear understanding of development
directions and the interconnections between different business processes.

The Effective Progress and Performance Measurement System by Roberts and
Adams (1993) evaluates the effectiveness and progress of an organization in

achieving its goals.
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Management System
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Management by Objectives
(MBO) Concept by Peter
Drucker
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and K. Cross

The Balanced Scorecard
System by Norton and
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The Universal
Performance Indicators
System of Rampersad

Hubert Organizational Balanced

Scorecard System

Fig. 1.1. Management concepts included in the theory of holistic management

All these systems and concepts are harmoniously integrated into the holistic
approach, providing a comprehensive view of management processes and stimulating
the achievement of efficiency at all levels of the organization. Undoubtedly, the
development of technologies demands and drives continuous changes in the original,
or initial prototype, of these concepts.

Refinement and improvement are the main conditions for the existence of
anything in today’s environment. These concepts, when considering their years of

development, have undergone significant improvement and, as a result, form the
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foundation of the modern holistic management system. The work of numerous

specialists has involved researching these concepts, finding the most effective

management ideas and methods, and ways to improve them in line with the current

stage of human resource management system development. The model of holistic

human resource management for an enterprise is presented in Fig. 1.2.

Holistic Management

\

Social results

Corporate Human Holistic < of activity
) * R N =
Policy esource Management > S vy
&
Management System 5 3 1
Strategy 2 g . .
Z o~ Financial
performance
results
Fig. 1.2. Model of holistic personnel management in an enterprise

In modern business, the concept of holistic management is gaining popularity

among companies focused on developing the talents and creative potential of their

employees. This trend is driven by a strategic understanding that innovation is the

key to market success and ensures sustainable development.

A holistic approach to personnel management involves the implementation of

comprehensive innovations in the social sphere of the enterprise, which includes:

Development and implementation of effective management and

leadership methods.

Improvement of the work environment, motivation systems, and internal

communication within the company.

Active participation of employees and partners in managerial decision-

making.

Use of innovative technologies to enhance staff qualifications and

adaptation.
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— Raising the standards of social working conditions and improving

employee motivation mechanisms.
— Creating conditions that foster creativity among employees.

— Ensuring active interaction between the organization and the external

environment.

— Implementation of processes and tools for managing social innovations

that positively impact the company's development.

Since an enterprise can be perceived as a holistic system striving to achieve a
common goal, the successful completion of tasks depends on the coordinated and
effective work of all its employees, like the interacting parts of a single mechanism.
The holistic approach to personnel management is one of the most effective, as it
integrates daily tasks and expenditures into an overall control system, allowing for
the monitoring and adjustment of the company's strategic goals.

The application of the holistic approach in management is a relatively new
concept that is just beginning to develop at the theoretical and methodological levels.
This approach is applied where traditional management methods are unable to solve
complex and multifaceted tasks. Holistic management is distinguished by a number
of unique characteristics, with the key one being the integration of all participants in
the management process into the development and implementation of decisions. This
creates more harmonious and coordinated work processes, where each team member
plays an important role in achieving overall goals.

One of the main features of the holistic approach is the absence of the need to
divide the system into separate components. The system is viewed as a whole
organism, regardless of the complexity or diversity of its elements. This contributes
to the development of more effective communication and feedback between different
levels of management and employees, reducing the distance between them and
fostering better mutual understanding.

Another important aspect of holistic management is decentralization, as it

allows more authority to be delegated to different levels of the organization,
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increasing flexibility and adaptability to changes in both the external and internal

environment. Taking into account the impact of macro and micro factors of the
environment enables managers to build strategies that are more adapted to the
realities, and also enhances the overall resilience and competitiveness of the
enterprise in the market.

The expansion of this concept may include the implementation of new
personnel management technologies, such as the automation of work processes,
improvement of motivation systems, and the promotion of innovation. The holistic
approach also fosters the development of creative thinking among employees,
allowing the organization to better respond to the challenges of the modern dynamic
market.

The main task of the personnel management system is to create effective
motivational mechanisms, provide the company with qualified employees, ensure
their productive use, and develop their professional and social competencies. This not
only ensures the successful fulfillment of organizational tasks but also promotes the
individual development of each employee.

This approach covers a wide range of issues, from the creation of personnel
strategies and employee motivation to the implementation of practical solutions that
contribute to the successful achievement of these tasks in the context of a specific
enterprise. The core idea is the recognition of the growing role of each employee as
an individual, understanding their needs and motivations, and the ability to manage

these factors to achieve corporate goals.

1.2. Features and Differences of Personnel Management Methods in the
Domestic Management System Compared to Global Experience

Over the past few decades, human resource management in developed
countries has undergone significant transformations. In today's conditions, a new
approach to the workforce is emerging, emphasizing its role as a strategic resource
that influences the economy. This reflects the recognition of the importance of the
human factor in production processes, where the quality, motivation, and effective

utilization of each employee determine business success.
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One of the key trends is the increasing demands placed on the workforce by

both companies and governments. These demands cover the development of skills as
well as the implementation of innovative technologies in the work process. At the
same time, there is a growing investment in human capital development. This is
especially characteristic of the private sector, which increasingly focuses on creating
conditions for continuous learning and retraining of employees. This is necessary to
maintain competitive advantages in the face of rapidly changing technologies and the
growing demand for highly skilled specialists.

The competitiveness of countries today depends on how successfully they
implement the "knowledge economy." Such an economy is based on creating
organizational and economic conditions for improving labor potential, ensuring
workforce adaptability to market changes. Modern technologies, which transform
knowledge into information, enable faster implementation of technological
innovations and improvement of production processes.

Innovation and the development of information technologies play a key role in
this transformation. They require workers to constantly retrain and acquire new
professions. The modern economy demands greater flexibility not only in work
methods but also in employment forms. Workers must be prepared to change jobs,
and in some cases, even professions, to meet the demands of the labor market.

Special attention is paid to vocational training for the unemployed. The use of
innovative training methods, which are already successfully implemented in
developed countries, increases workers' adaptability to the demands of the modern
labor market. This not only helps to increase their competitiveness but also reduces
unemployment, especially among young people and those who have lost their jobs
due to technological changes.

Human resource management has become an important tool that ensures not
only organizational efficiency but also long-term competitiveness in the market. The
successful experience of developed countries demonstrates that continuous
investment in human capital and the use of innovative technologies in training and

personnel management are key factors for success in the global economy.
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Human resource management methods in the domestic system differ from

global approaches due to historical, economic, and social factors that have shaped

management practices in Ukraine and other post-Soviet countries. The main features

and differences are as follows:

1.

Centralized Management. In domestic practice, centralized management often
remains, with decisions made at the upper levels of leadership, while in most
developed countries, decentralization and the delegation of authority to various
organizational levels are more common. For example, Western companies
widely implement employee participation in decision-making processes,
promoting innovation and organizational flexibility.

Focus on Administrative Methods. Domestic companies have historically relied
on administrative and regulatory management methods, while global practice
places greater emphasis on strategic personnel management. Internationally,
competency-based management methods are popular, where employees' skills,
behaviors, and personal qualities are evaluated.

Motivation and Incentives. In Ukraine, material motivation is often used as the
main incentive tool, whereas global companies practice a comprehensive
motivation system. Global practices include both material and non-material
incentives: corporate culture, career development, training and development
programs, and creating a favorable work environment that encourages creativity
and self-development.

Innovative Management Methods. Developed countries implement innovative
approaches to personnel management, such as flexible work methods (remote
work, flexible schedules) and holistic approaches to talent development. In
Ukraine, these practices are still developing and are not widely implemented.
Meanwhile, global practices favor performance management and Total Quality
Management (TQM), which combine quality improvement with employee
motivation.

Corporate Culture. In Ukrainian companies, corporate culture often remains a

secondary factor, while global practice places it at the forefront. Supporting
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team spirit, open communication, and fostering loyalty are key aspects of

successful personnel management in international companies.

6. Personnel Evaluation and Development. Continuous evaluations and feedback,
such as 360-degree assessments and regular coaching sessions, are widespread
in global practices. Domestic companies often practice annual appraisals, which
may not provide timely corrections in employee behavior and skills
development.

7. Training and Development. Many global companies actively use continuous
learning and professional development programs for employees. In Ukraine,
investment in personnel development is often insufficient, and companies are
just beginning to implement training and skills improvement systems.

8. Use of Technology. Global practices actively use modern HR technologies, such
as Talent Management Systems and big data analytics for performance and
engagement analysis. Domestic enterprises are just starting to implement these
innovations, which is related to limited resources and insufficient adaptation of
new technologies.

9. Legal and Social Differences. Human resource management in global
companies is largely regulated by strict labor laws and union norms, while in
Ukraine, legal mechanisms are not always as stringent. Global practice also
places greater emphasis on gender equality, inclusion, and diversity in the
workforce, which is a priority for many international companies.

Thus, human resource management methods in the domestic system have their
peculiarities but are gradually adopting positive global experience. The
implementation of new management approaches will enable Ukrainian enterprises to
enhance their competitiveness in the global market.

The specific features of personnel management methods in Ukraine and the
global experience reveal significant differences due to socio-economic, cultural, and
legal factors. Compared to international practices, Ukrainian enterprises are gradually
adapting to modern management models, particularly those from the United States,
Europe, and Japan. A comparison of these models with the Ukrainian one in various

aspects 1s shown in Table 1.2.
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The table presented in the analysis clearly demonstrates that different human

resource management models have their own strengths and weaknesses. These

characteristics are influenced not only by cultural traditions but also by the economic

conditions in which enterprises operate.

For example, the Japanese management model emphasizes creating harmony

within the team and highlights the importance of teamwork, where collective

achievements hold more value than individual ones. It is based on principles of

collectivism and long-term relationships between employees and employers, which

helps maintain loyalty and improve productivity.

Table 1.2

Characteristics of Human Resource Management Models in Enterprises

unified organism of
the enterprise, based
on the integration of
the human factor
into the management

evaluated as an
individual with
specific skills and
abilities, with a focus
on executive

Indicator Japanese Model American Model Ukraine

1 2 3 4

Concept of The primary focus is | The main object of Management of labor
Personnel Policy on the team, the management is the teams is focused on the
Management workforce as a employee, who is professional and

qualification
characteristics of
employees, emphasizing
their productivity

Decision-Making

with the
involvement of all
employees. The
decision-making
process plays an
important role

the number of key
individuals involved
in the process

structure functions
Direction of Orientation towards | The primary goal is | The focus is on the
Personnel Policy improving the maximization of | effective use of labor
Management relationships within | profit through the resources and the creation