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XapKiscbKuil HAYIOHANbHUL ABMOMODIIbHO-00POICHIU YHIBEpCUMem

OCHOBHI TOJIOKEHHSA PEIHX KUHIPUHI'Y
HPOLECIB YIIPABJIIHHSA ITEPCOHAJIOM

Anomauia. Bcmano8ieHo cymuicmo peiHM#CUHIPUHSY NPOYecié YNPAGIiHHA NepCOHANIOM
AK QYHOAMEHMANbHO20 NePeoCMUCIeHHs | paOUKAIbHO20 NepenpoeKmy8anHHs npoyecie niamy-
BAHH5L, Opeanizayii, Momusayii, KOHMPOO Ma KOOPOUHAYii pobomu nepcoHany 0as iCMmomHoO20
NOKPAWEHHS OCHOBHUX napamempis ix ¢hynxyionysanmns (mpuseanicmo, eapmicmo, sKicmb), 3
Memow nidgUUueHHs epexmusHocmi OisibHOCmI nionpuemcmea. Busnaueno cknao mpoyecis
VNPABAIHHA NePCOHANOM 5K 00’ ekma peincunipuney. OOTpYyHmMOBAHO OOYIIbHICMb 3ACMOCY-
BAHHSL PETHIHCUHIPUH2Y NPOYECI8 YNPABIIHHS NEPCOHAIOM HA PIZHUX CMAOISX HCUMMEBO2O YUKILY
nionpuemcmad.
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pume.
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Annomayusn. Onpedeniena cywHOCMb PEUHICUHUPUH2A NPOYECCO8 YNPAsieHUs nepcoHa-
JIOM KaK (yHOAMeHmanbHO20 NepeocmMblCleHUs U paoUuKaIbHO20 NepenpoeKmuposaniis npoyec-
€08 NIAHUPOBAHUS, OP2AHU3AYUU, MOMUBAYUU, KOHMPOJISL U KOOPOUHAYUU pabomvl nepcoHana
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071 CYWeCMBEHHO20 YIVHUIeHUSL OCHOBHBIX NApAMempos ux QyHkyuonuposanus (0rumenvHocme,
CMOUMOCMb, KA4ecmes0), C Yelblo NOGbluleHUsl 3PPEKMUeHOCIU OessmenbHOCIU NPeOnPUIIMUsL.
Onpedenen cocmas npoyeccos ynpasieHuss NepCoHAIOM KAk 00vekxma peunicunupunea. O60cHo-
8aHa 14enecoobpasHOCms NPUMEHEHUS PeUHHICUHUPUH2A NPOYeccO8 YNpAaelieHUs NepcoHalom Hd
PA3HLIX CMAOUAX HCUSHEHHO20 YUKIIA NPEONPUAMUSL.

Knrouesvie cnoea. ynpasnenue nepcouanom, npoyeccvl YnpasieHus nepcoHaiom, peun-
HCUHUPUHL.
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FUNDAMENTAL PRINCIPLES OF REINGINEERING
THE PERSONNEL MANAGEMENT PROCESSES

Abstract. The essence of reengineering the personnel managepr@cesses as
fundamental rethinking and radical redesigning tpeocesses of planning, organization,
motivation, control and co-ordination of the perseh work to improve substantially basic
parameters of their functioning (duration, cost,atity) for increasing the efficiency of the
enterprise activities has been established. The pogsition of the personnel management
processes as the object of reengineering has besarndined. The expediency to apply
reengineering of the personnel management procemsgarious stages of the enterprise life
cycle has been substantiated.

Key words. personnel management, personnel management pes;esengineering.

Statement of the problem. Guarantee stable development of en-
terprises and the maintenance of a competitivetipasin the market
nowadays are largely dependent upon the effectsgeimé human re-
source management, as this activity permeatesntr@ises processes
functioning signatures and its impact on the maisults. The develop-
ment of a market economy requires modern entegnsa approaches
to personnel management, one of which is reengmgeBut it should
be noted that the focus of modern scholars paidtiyn@$ business-
processes reengineering (core processes of theatynso the problem
of implementing reengineering in personnel managenmeresearch and
decided not practical realization of this appro&limited to adapting
methods of business-process reengineering to anolipect — personnel
management processes. Therefore, the questiore adipplication reen-
gineering for effective Human Resource (HR) manag#nis of particu-
lar relevance.
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Analysis of recent research and publications. Problems of raising
the efficiency of HR management pay special atbento foreign and
domestic scholars, such as: A. Braverman, L. Viadiwm A. Kibanov,
V. Kolpakov, A. Krushelnytska, T. Popadina, F. Hepsl others.

The application reengineering the personnel manageprocesses
are reflected in the works of V. Andrienko, N. \Wag, |. Trehulova,
P. Kutelov, I. Mishurova, E. Yablochnikov, Y. Fomamd others. How-
ever, there are two approaches to reengineeringpeh®nnel manage-
ment processes: reforming direct service persommaagement [1-6]
(creating personnel centers, appointment of caseg®s on personnel
management, organizing teams of personnel manadgeeter) and the
personnel management processes redesign [7] (wieerejection of the
kind of functions (processes), combining multipteqesses into a single,
simplified processes, etc.). However, in both case$er reengineering
means "radical rethinking and redesigning proceisgsensure efficient
use of personnel to achieve sharp, discontinuoysrowement" [1,
p. 101; 7; 8]. Thus, the reengineering object nefingéd service man-
agement personnel, and certain processes. It sltadstdbe noted that
this definition: firstly, there is a fairly generisecondly, the essence re-
peats the basic definition of business-processgiaearing (“fundamen-
tal rethinking and radical redesign of businesspsses to improve key
performance indicators" [9]), not focusing on tipedfics of reengineer-
Ing object —the personnel management processesr@re improving
parameters, reengineering aims, etc.).

Regarding the implementation of reengineering nie¢hodological
support of the implementation of this method wasoabtleveloped
enough. The recommendations on reengineering, docpto these ap-
proaches, or reduced to identifying key elementsi@fand presenting
them as processes [1, 2, 6], or redesign the HBepB®S to improve cer-
tain parameters [7].

In the first approach says that reengineering né@asition from
functional structures to process commands [1-6}. &ample, in [2,
p. 148-162] proposed the creation of personnelecghtit headed by sit-
uational manager. Human resource center bringghegall the services
and departments that perform any task managemesarpeel. Undoubt-
edly, the creation by the management staff prooeebet effective be-
cause: firstly, the organization of personnel mamagnt involves the in-
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teraction of all stakeholders; secondly, each gigédnt is responsible for
the results of its process; thirdly, such a consydtem is more flexible
and mobile and allows you to respond to consumaratels. However,
the discussion is the question of the correctnésmderstanding under
reengineering only a new structure of HR, as thay tme the one of the
areas (methods) reengineering.

Part of this shortcoming is eliminated by implenregitmethodolo-
gy that is set out in [7, p. 276-288] when reengrmg the personnel
management processes is to justify a set of paeamestablished pro-
cesses and identifying related bottlenecks, detengibasic personnel
management processes, selecting appropriate metiagengineering
and formulating specific recommendations. The athges of this ap-
proach are: firstly, the complexity of the proposeethod (described se-
guence and contents of the stages of the re-engiggesecondly, spe-
cific measures for reengineering offered only aftexr establishment of
processes indicators (parameters) deviation. Horyéwve application of
this technique is complicated by the fact thatrtfadel of HR processes
formed depending on the stage of the life-cycl¢hef product and a set
of parameters defines precisely this relationstkapher than specific
characteristics of processes.

Remaining components of the overall problem. Analysis of ex-
Isting approaches to reengineering the personnabhgeament processes
allow for the exigencies conclude lack of commoeotietical and meth-
odological and logical propositions: underdevelomemceptual appa-
ratus of reengineering; not reasonable structuce aamtent of reengi-
neering the personnel management processes asjeut; dbere is no
comprehensive approach to the implementation aigieeering in HR
management.

The purpose of the article is to improve the conceptual system of
reengineering the personnel management procesdgsisification the
personnel management processes structure as #w obyeengineering.

Statement of main results. Install the essence of the concept
means given it definition. The concept is the aminwhich reflects
overall while the essential features of objects phdnomena. Defini-
tion—is a logical operation that reveals the megoh the term. The
structure of each concept identified two aspedaiatent and scope. The
meaning is a set of essential features of the bmtceived notion. To
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reveal the meaning of the term, it is necessargdiyparing determine
which features are necessary and sufficient fore¢hease of the subject,
and find out its relationship with other objecteieTamount is determined
by a set of objects covered by this concept. Therd and scope of the
concept are interrelated, as expressed by logaves linverse relation-
ship, which is formulated as follows: with increagicontent of the con-
cept, its volume decreases with increasing voluoecept reduces its
content. Therefore, disclosure of the concept eéfigineering the per-
sonnel management processes" must be defined:ineenigg object for

establishing of the concept; reengineering targentation (substantia-
tion of its purpose); essential features of reeegimg the personnel
management processes.

The object of the reengineering personnel manageptenesses is
appropriate. Modern scholars [1, p. 102; 2, p.&H. 56] the composi-
tion of the personnel management processes isat#iddbased on the
structure of the HR and the definition of its basiements. According to
this approach, such processes are: personnel stigedselection and
placement; regulation of labor and wages; care&ague, training and
adaptation; evaluation of work activities; staffvdepment. With this
restriction is unclear just the listing processgdaese according to [10,
p. 26] the major subsystems of HR are: subsystemniging process
management personnel, marketing personnel subsystensubsystem
staff development, staff motivation subsystem, myan@ent subsystem
communications, subsystem creation and developofecbrporate cul-
ture. So subsystem processes provide process mmaagecommunica-
tion management subsystem and subsystem motivaterdation and
development of corporate culture in general notngef. Process plan-
ning, selection and placement are part of the |ibsy marketing per-
sonnel, career guidance, training and adaptatiah the subsystem of
development (in this case stands alone the sta#ldpment). Evalua-
tion work is performed under general implementatbone of the func-
tions of human resource management — control. mh®/sis showed that
this approach is not perfect, and hence the nestlitty the composition
of the personnel management processes (HR proyessasreengineer-
ing object.

It is appropriate to define the processes for mangagersonnel
handling in accordance with the general managerhertdtions (plan-
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ning, organization, motivation, control and coostian), as enterprise
content management staff revealed through humares management
functions, and the implementation of these fun&improvided by ful-
fillment of certain processes. It should be noteat the structure and
content of the relevant processes depends on PmisBolicy and Strat-
egy of personnel management and decisions abongjire®ring is re-
ceived also at the strategic level. The list of pee-sonnel management
processes as reengineering object shown in Fig. 1.

Based on the fact that the "process" in the nagemse is a "course
of any phenomenon, a succession of state, develupihrstages, etc.; set
of sequential actions to achieve any result" [11644], it is proposed to
understand the personnel management processesnasneering object
as a set of sequential interrelated activitieslahping, organizing, moti-
vating, supervising and coordinating staff.

The next step in establishing the concept of essémengineering
the personnel management processes" is a defirofidts task orienta-
tion. According to the basic definition [9] in geakreengineering is a
method of improving any activity aimed at incredseefficiency and the
basic performance of the facility improvements. loer, under the
main indicators refers to "the duration, qualitglue, service, rates" [9].
With the implementation of HR processes reengimgeadvisable to
choose parameters such as duration, cost andygaalinplementation.
However, it should also be noted that by in imprthwe basic parameters
of the personnel management processes increasedfitiency of the
company as a whole. That's why the main purpost@freengineering
personnel management processes, on the one hanel atte certain pa-
rameters to improve it processes, on the other katite resulting in-
crease performance of the enterprises.

The main features of the basic concept of "reemging” is a fun-
damental, radicalism, cardinality, focus on proesss

Fundamentality predicts that as a result of reesgging should be
addressed the most important issues and signifigaastion. Radical
means changing things in their very roots (rejecbbthe existing struc-
tures and procedures and implement new ways t@mnoerprocesses).
Cardinality is that reengineering is advisable gplg only when there is
an urgent need for sudden "jumps" transformatiéie€us on processes
means that the method is aimed at improving thegases of the enter-
prise, not its function.



20

ExonoMika TpaHCIOpTHOro KoMILiekcy, sum. 21, 2013

Development of human resour ces policy and strategy
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Fig.1.Personnel management processes as the reengineering object
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So the definition of "reengineering the personnahagement pro-
cesses" is proposed based on the following prawssio

- focus on the object redesign — the personnel gemant pro-
cesses;

- fundamental, radicalism, cardinality, focus ongasses to identi-
fy as the main characteristics of reengineeringoirsonnel management
processes;

- identify the purpose of implementing reenginegr{on the one
hand, improving certain parameters namely the p@elomanagement
processes, on the other hand — improving the effaess of the enter-
prise as a whole (to achieve the set targets, ivaptioe resulting indica-
tors, etc.);

- determine the duration, cost and quality as ason@aof processes
that need improvement based on the basic defindfdrusiness-process
reengineering.

Thus, the reengineering the personnel managemenegses pro-
posed to define as a fundamental rethinking andcahdedesigning the
processes of planning, organization, motivationnhtiad and co-
ordination of the personnel work to improve sub&diy basic parame-
ters of their functioning (duration, cost, qualifgr increasing the effi-
ciency of the enterprise activities.

The important question now is justification the edncy of reen-
gineering using in practice signatures of entegstidNowadays, modern
scholars [9; 12, p. 46] defined three types of pizmtions that need
reengineering: those which are on the verge ofape# due to the fact
that commodity prices are substantially higher #dr quality is signif-
icantly lower than competitors; organizations tatnot currently have
serious problems, but suggest that future possillesion with intracta-
ble problems; organizations that do not have a lpmb(application
reengineering driven by the desire to achieve #st esult). Such a sit-
uation identified in the implementation of reengineg core business of
the company. Personnel management is supportingtiast that ensure
the functioning of business-processes and theteffecengineering the
personnel management processes will be lower trarof reengineering
core business. In addition, this method is ratlstlg improvements and
risky, because the implementation of reengineenmthout any prob-
lems and crisis situations will be economicallyblea That is why the
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advisability of applying the reengineering the parseel management
processes offered to justify according to the stagfethe enterprise life
cycle (Fig. 2).
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Fig. 2.Feasibility of using reengineering the per sonnel
management processes at different stages of the enterpriselife cycle

Thus, in the infancy the reengineering is inadvsas the main
objectives of personnel management at this stagewlopment is only
the formation of personnel, development of systemd principles of
personnel management, design organizational steuand so on.

At the stage of intensive growth (adjusted productithe product
came on the market, the demand for goods (seryieaspuraged active
use reengineering as to meet the growing demamekcisssary restructur-
ing of enterprises (creation of new departmentgasidins, attracting new
staff, etc.). The recommended areas of reengirmgparam be: vertical
compression process, the transition from functiaeygartments to pro-
cess teams, reducing the number of managerialein€es variation pro-
cess execution, delegation of authority.

At the stage of maturity of reengineering depenushe HR policy
of the company, either the maximum concentratidmea®d on hold or
prevent the crisis stage through some changeselfirst case, the rec-
ommended moderate using of reengineering. Key measould focus
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on reducing the cost and duration of the procekeweengineering ar-

eas can be recommended horizontal compressiongsegereducing re-

sources for the implementation of processes, efiteiinnecessary or
long flow variability of process execution. In teecond case the compa-
ny should move to the active application of reeeging, due to the

need to develop and implement new ways of working.

At the stage of decline reengineering is used alstj\but its basic
directions are to minimize and optimize organizadioapproach struc-
ture by reducing staff.

Conclusions. Thus, the essence of reengineering the personnel
management processes as fundamental rethinkingaaichl redesign
planning, organization, motivation, supervision acmbrdination pro-
cesses for essential improvement basic paramdtemeaation (duration,
cost, quality) to increase the efficiency of thgnsitures of enterprises
has been established. The composition of the peetomanagement
processes as the reengineering object accorditlietgeneral functions
of personnel management has been determined. Teeliexcy to apply
the reengineering of the personnel management ggeseat various
stages of the enterprise life-cycle has been sotisted. Further re-
search needs to address the issue of developingethfodical approach
to implement the reengineering the personnel manageprocesses.
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