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Development of measures to improve the quality
of personnel management functions

At the present stage structural changes in economy and rapid development of science and technology led to
increase of a human factor role in production and management. It is quite natural that at each entity there is a
necessity for determination of number of personnel, for effective system of matching, hiring and placement of
personnel, for providing their occupation inclusive of production interests and the worker's interests ,in
system of compensation for work, in considering of individual problems of workers, improvement of their so-
cial conditions and vacation. Improving the efficiency of personnel management can be achieved by using the
following factors: improvement of labor organization; involving personnel in process control; training and
development of staff through systematic training and improvement of qualification of workers. In the article
are given recommendations about forming and development of an effective personnel management .system on
the example of ENU of L.N. Gumilev on the basis of application of methods of material and moral incentives,
are offered actions for increase an effectiveness of personnel management | in organization.” Are given
expected results from implementation of complex actions for increase effectiveness of personnel management
system. In general, the expected results, the implementation of the recommendations.and measures to im-
prove the functions of personnel management will improve the quality of HR functions that contribute to the
revitalization of the work of staff, as well as the formation and development of an effective system of person-
nel management. The expected results include: improvement of ‘quality of work of personnel; increase in
prestigiousness of the entity and forming of motivation of revenues to work; forming of trust to the entity in
general and to workers in particular; forming of the corporate philosophy and corporate ethics of the entity
based on mutual assistance, creativity and self-realization of each worker.

Keywords: personnel management, strategy, efficiency, material .and moral incentive, motivation by
personnel, adaptation of personnel.

Today by a number of researchers it is confirmed that informing the contractor increases the productivi-
ty by 12-15 % on results of his work. So that'in order to effectively use money as a motivator, it is necessary
to pay a competitive salary for attraction and retainment of specialists, and also to connect a payment for
work with workmanship or result that the award was commensurable with real efforts of the worker [1; 90].
It is also possible to use system of non-material stimulation. It is vital that the head of the organization was
able to express the gratitude for work when the worker it deserved. Thereby, worker's pleasant emotions

would be

associated with high-quality and timely work performance (Fig. 1).

Psychological conditions

Ve v Y

| Significance | Reliability | Awareness of the results |
The employee considers his The employee has sense of Employee's ability to
/her own activity which is responsibility for result of the measure the efficiencyof
carried out as important, done work his activities and achieved
valuable and socially ne- results
cessary
Figure 1. Three basic psychological states that influence employee's motivation
and feeling of satisfaction (Created by the author according to a source [1])
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A key role in this process plays the assessment system of final results of activities, development of the
principles and approaches to matching the criteria for evaluation of their levels [2; 254].

Today for an efficiency evaluation, both the companies, and certain workers in management, the set of
techniques is applied. For example, the balanced scorecard BSC, management by objectives of MBO, busi-
ness performance management of BPM, management on the basis of key performance indicators - KPI (Key
Performance Indicators) can is translated as «key indicators of effectiveness», «key performance indicatorsy.
«Efficiency» and «effectiveness» essentially different concepts. One of the best translations are «key indica-
tors of activities (KIA)» [3; 25].

Management by objectives technology - MBO was offered by Peter Drucker in the 50s of the 20th cen-
tury [4]. The management system on the purposes gives the chance to considerably increase objectivity of
staff evaluation which is carried out on the basis of not personal qualities, but rather the job-results.of the
specific contractor.

This system lashes categories «satisfaction with work», «knowledge of result», «material stimulationy
in a single whole that promotes to estimate activities of the employee using an integrated approach.

In the conditions of growth of the competition and global crises, personnel management can reach the
efficiency only if it embodies the principles of strategic management taking into account monitoring of a sit-
uation in the future [5; 114]. Application of a strategic approach in the field of personnel management is re-
quired from a management of all levels of understanding not only modern motivation of workers, but also
the prospects of its possible development depending on a condition of the market environment and those
conditions in which people in several years can live. The purpose of strategic management by personnel is to
provide the coordinated and adequate condition of the external environment forming of labor capacity of the
organization.

The essence of a strategic approach consists in forming of the stable long-term line item directed to the
solution of effective objectives taking into account changes of the external environment. Now in connection
with application of the strategic approach to personnel management, the role of social policy increased in
world practice of management.

When the overall HR management strategy is determined, there is an objective need to establish a hu-
man resources management function, which will be combined as much as possible with this strategy. Per-
sonnel management strategy allows to link the many aspects of human resource management in order to op-
timize their impact on employees, primarily on their work motivation. In each case, the personnel manage-
ment strategy may cover some of its components, for example the HR function.

The strategy of personnel management provides the solution of a number of tasks:

— timely providing the company with workers of the set qualification and in necessary quantity;

— optimization of the personnel structure;

— development of human potential and its sustainable use for the implementation of business strategies;

— development and improvement of human resources management;

— change in behavior of employees;

— determination of models‘of compensation, material and moral incentive of workers;

— training, advanced training, human resources development, instilling of skills of strategic thinking;

— forming of a corporate culture, binding of the person to firm;

— creation of conditions for implementation of the rights and obligations of personnel provided by the
labor law;

— transformation of services of human resources management (their transformation from bureaucratic
into marketing structures);

= creating favorable conditions of work [6].

Before developing strategy it is necessary to analyse structure of personnel of the entity, technology, the
markets of products and work, social values, employment relationships, a demographic situation, efficiency
of use of working hours and the development of production and employment this the forecast. Need of coor-
dination among themselves of the strategy of personnel management and the strategy of an entrepreneurship
covers the main management functions and includes: matching, employment and selection of personnel of
the organization; adaptation of personnel development of an organizational structure; development and per-
sonnel training; staff evaluation; motivation of personnel; the best use of potential of workers and its remu-
neration.

Based on the study and evaluation of the organization of personnel service activities, as well as the re-
sults of the functional - cost analysis the following recommendations on the formation and development of

Cepusa «3koHoMuka». Ne 2(86)/2017 157



G.S. Saktaganova

an effective human resource management system through improved management functions on the basis of
material and moral stimulation methods have been developed (Table 1)

Table 1
Recommendations about forming and development of an effective personnel
management system in L.N. Gumilyov Eurasian National University
Name of criteria Results of assessment and recommendation
Organizational 1. To allocate personnel department in structure as separate
structure department which submits directly to the rector of university.

2. To carry out the analysis of responsibility, levels of in-
dependence of the solution of amount of works.

3. To carry out the analysis of interactions between depart-
ments and to create accurate structure

Personnel 1. Develop policies for recruitment;, where<compulsorily
before the selection of the personnel must be signed by the shape
of the selection of personnel, where there will be a visa of head
of the department where you want the first head specialist visa,
visa Chief of Staff and Head of Finance Division visa. Without
this form of reception staff should not be carried out.

2. Develop a plan for career development for each universi-
ty management structure, training- internship, professional de-

velopment.
Adaptation 1. The.personnel department must coordinate with the
of personnel heads of 'departments before beginning of the work about the

task of the person on probation, you must provide the person
with what he expects and what the employer will have to wait
for

Development and personnel training 1. To plan personnel training for a year. For a management
of personnel will be to consider and approve much quicker and
more effectively the annual plan of training, than every time to
sign requests, studying each separate case.

2. For human resources department: to carry out staff eval-
uation, to reveal weaknesses of personnel, to determine talented
allowances for development and to develop the training plan,
minimizing costs of university together with heads of depart-
ment

Note: It is made by the author according to a source [7, 8].

Personnel management functions are closely related to each other and form together a definite system of
work with personnel, where changes in the composition of each function, make it necessary to adjust all oth-
er related functional tasks and responsibilities. An integrated approach to the management of a unity of all
functions possible to identify the new character of the control - the function of personnel management. It is
necessary to carry out a number of measures to improve the management effectiveness (Table 2).
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Table 2

Necessary actions for increase in managerial effectiveness of personnel of the organization

Name of ways to improve the
effectiveness of the Action

Plan

Material stimulation of work
- to introduce a monthly
evaluation system

- to introduce a monthly evaluation system;

- each employee shall be acquainted with system of assessment of ac-
tivities;

- creation of an estimative leaf of an interview;

- it is necessary to hold a meeting where innovations will be.speci-
fied;

- there shall be a printed information, regulations on system of-as-
sessment and surcharges

Improving the organization
of work, involving staff in
the management process

-to review the organizational structure;

-to conduct survey, considering opinion of workers by-reorganization
organizational structures;

- to enter an anonymous box of offers, to place emphasis on the fact
that the ideas were taken from accounting of-epinion of workers in case of
adoption of some decisions;

- quarterly each department shall represent the worker for a meeting
with the first head at dinner, every time the new employee having dinner
shall shares impressions and to feel that he is ready to be listened to

Training and personnel de-
velopment, improvement of

- besides the human resource department shall create the database
qualification of employees and fill up it with data;

ployment

quality of work To reveal talented workers, to bring in a personnel allowance;
- to train_experienced workers in a coaching, to establish surcharge
for trainings; to carry out internal training of young personnel
Ensuring stability of em- -to allocate percent from total income for training of all staff of uni-

versity every year, this budget approximately in equal proportions shall be
distributed on divisions of university, at the beginning of a year each chief
of division shall send the training plan of employees to personnel depart-
ment, according to the selected budget;

- the HP department constitutes the general plan and claims at the top
manager.

Further training of the organization shall pass according to this plan

Development and implemen-
tation of<various social eco-
nomic programs

- to continue provision sanatoria for workers, camps for children;
- to offer a choice of workers health insurance;
- to continue the program of sports rehabilitation for children;

Note: It is made by the author according to a source [8].

Improving the efficiency of personnel management can be achieved by using the following factors: im-
provement of labor organization; involving personnel in process control; training and development of staff
through systematic training and improvement of qualification of workers.

It should be noted that changes concerning enhancement of management functions by personnel led to
development of a complex of actions for increase in managerial effectiveness of personnel of the organiza-
tion. Implementation of these actions will allow to increase effective management of personnel and to im-
prove quality of work of personnel (Fig. 2).
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Organizational structure
-Construction Of effective organizational structure of management of the organization
- Reduce staff turnover
-Definition And refinement of the organizational structure of the personnel department, its tasks and
functions
-Informing Personnel department on the state of movement of personnel
-Reglamentirovannost All HR processes

v

Staff selection
- Timely recruitment and placement of staff
- Good planning and precise selection tochechnvy
-Strengthening Personnel reserve
-Is the order and control of the personnel documentation in recruitment
-Formation Positive image of the organization

v
Adapting staff

- Strengthening of the company's corporate spirit, socialization and improve the microclimate at the

enterprise

-Increase Liability management structure managers and HR personnel for adaptation

\ 4

Motivation
- Meeting the needs of the employee
- Over the full realization of the labor potential of staff
- Highly productive work

A4

Development and training
-Increase the level of professionalism of staff
-Well ordering in the organization of training
-Organization Effective training
-Informing HR on.the development and training of staff

Development and implementation of various socio-economic programs
-Create corporate ethics, which will be developed and based on mutual support, creativity and self-
realization of each employee

Figure 2. Expected results of the implementation of measures to improve the efficiency
of personnel management system (compiled by the author according to the source [9])

According to the figure 1 it is possible to state that the expected results include: improvement of quality
of work of personnel; increase in prestigiousness of the entity and forming of motivation of revenues to
work; forming of trust to the entity in general and to workers in particular; forming of the corporate philoso-
phy and corporate ethics of the entity based on mutual assistance, creativity and self-realization of each
worker. As management function «the management of personnel» is directed to uniting, interconnecting and
coordinating all other functions in a whole.
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Implementation of complex of measures on increase of efficiency of the personnel management system
at the enterprise will be based on the following principles:

— Maximum use of labor potential of workers for the solution of the current and perspective tasks;

— Stimulation of personnel of the company to the professional growth, enhancement of skills, training;

— Creations of conditions for timely acquisition of necessary qualification and increase in skill level and
to development of creative capabilities;

— Social responsibility of the company for each worker;

— The advancing training and fixed increase in qualification level of all categories of personnel.

Social efficiency of the offered actions for enhancement of personnel management methods first of all
is shown in the form of a possibility of achievement positive, and also decrease in changes, negative from the
social point of view, at the entity of L.N. Gumilyov Eurasian National University. From implementation of
this package of measures for increase in system effectiveness of personnel management it is necessary to
refer the following to positive results:

— ensure personnel adequate standard of living (favorable conditions of work, decent wages and social
protection at the enterprise level);

— implementation and development of the individual abilities of employees;

— Favorable socio-psychological climate (opportunities for communication, awareness; relatively con-
flict-free relationship with the leadership and colleagues);

— Decrease in level of a staff turnover.

In general, the expected results, the implementation of the recommendations and measures to improve
the functions of personnel management will improve the quality of HR functions that contribute to the revita-
lization of the work of staff, as well as the formation and development of an effective system of personnel
management.
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F.C. Cakraranosa

Ksi3meTkepJiepai 6ackapy QpyHKIUSJIAPbIHBIH CANlaChIH
JKeTLIIipy OoMbIHIIA ic-mapaJjiap J3ipJiey

Kasipri ke3eH1e SJKOHOMHKaIarbl KYPbUIBIMIBIK 63r€PiCTep KOHE FHUIBIM MEH TEXHUKAHBIH KapKbIH/IbI 1AMyl
eHIpicTe JXKoHE OacKapyna azaMIbIK (aKTOPIBIH pPeJli ecyiHe OKeNl COKTHL OpHHe, opOip KocimopblHIa
KbI3METKepJiep CaHbIH afiKpIHIay, THIMIl JKYHeHi ipikTey, KaapiapAbl xKajjgay jKOHE OpPHAIACTBIPY, OHIIPY
JKOHE KbI3METKepJIepIiH MYAJEIepiH ecKepe OTBHIPHIN, OJIapAbl KYMBICIIEH KaMTaMachl3 eTy, eHOeri YIIiH
CBIfaKpl KYHECIH KeTUImipy, J>XeKe KbI3METKepJIepiH MpoOJeMallapblH eCKepe OTBIPHIN, OJapJIbIH
TYPMBICTBIK KaFJalblH XKoHE JeMaJIbIC KYHeCiH )KaKcapTy KaKeTTIIIr TybIHAalaAbl. Makanaga MaTepuasabIK
JKOHE MOPANB/BIK BIHTANAHABIPY omicTepin konpany Herizinge JL.H.I'ymunes arsigarst EYY yaricinme
KbI3METKepJepai 0ackapy THiIMAI )KYHeciH KalbIITACTBIPY JKOHE JAMBITY >KOHIHIET1 YCBhIHBICTap OepiireH.
YiibMarel KpI3METKepiepAi 0ackapy THIMAUICIH apTTBIpy YIIIH ic-miapanap YChIHbUIFaH. [lepcoHamnabi
Oackapy SJKYHeciHIH THIMIUITIH apTThpy OOWBIHIIA ic-mIapamap >XXYHeCiHIH icke achpydaH KYTUIeTiH
HOTIDKENIep KeNTipinreH. JKaimbl, KyTUTETIH HOTHXKENep, KbI3MeTKepliepAi 6ackapy (yHKIUSICHH >KETUIIIpY
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OoiipIHIIA ic-mIapanap MEH YCBIHBICTApAbl JKY3ere acelpy Ke3iHae, Kaap KbI3METiHIH IKYMBICBHIH
JKaHJAHJbIPYFa, COHIOAK-aK KbI3METKepiiepAi Oackapy THIMAI JKYHECIHIH KaJbINTACTBIPY JKOHE JaMblyHA
BIKIIAJI €TETiH, KbI3METKepiiepai Oackapy QyHKIMsIIapbIH CamnachlH apTThIPyFa MyMKIH/IIK Oepei.

Kinm co30ep: xpI3MeTkepnepai Oackapy, cTpaTerusi, THIMAUIK, MaTepHalJbIK JKOHE MOPAIBIBIK
BIHTAJTAHBIPY, KBI3METKEPIICPAiH yaxkaeMeci, KbI3MeTKepiepIiH Oedimuenyi.

I'.C. Cakraranosa

Pa3paboTka MeponpusiTHii 0 COBEPIIEHCTBOBAHUIO
KayecTBa GyHKUMH yIIPABJICHHUS MEPCOHATIOM

Ha coBpeMeHHOM 3Tane CTpyKTYpHbIE H3MEHEHHS B DKOHOMUKE U CTPEMUTEIbHOE Pa3BUTUC HAyKH M TEXHU-
KH TIPUBEIH K BO3PACTAHHUIO POJIM YEIOBEUECKOTo (hakTOpa B IIPOM3BOJCTBE U yIpaBieHHH. BriosiHe ectect-
BEHHO, YTO Ha Ka)KAOM TNPEINPUSITUH BO3SHUKAET HEOOXOJUMOCTh B ONPEAEICHUH YHUCICHHOCTH MEpCOHaa,
B 3¢ pexTuBHOII cucTeme moabopa, HaiiMa M PacCTAHOBKU KaApOB, B OOECIIEUCHUH MX 3aHATOCTH C y4ETOM
MHTEPECOB MPOU3BOJCTBA U CAMOT0 PabOTHHKA, B CHCTEME BO3HATPAXKACHUS 3a TPY/, B yUeTe UHIHBUAYalb-
HBIX MPOOJIEM PabOTHHUKOB, YIyUIIEHHH UX OBITOBBIX YCIOBUH M OTAbIXa. B cTaThe faHbI peKOMEHIALUH 110
(hopMUpPOBaHUIO U Pa3BUTHIO d(P(HEKTUBHONH CHCTEMBI yHpaBleHUs HepcoHasoM Ha npuMepe EHY mmenn
JLH.I'ymuneBa Ha OCHOBE IIPUMEHEHUSI METOA0B MaTEpHaIbHOIO U MOPAILHOLO CTUMYJIUPOBAHUSI, HPEAIIO-
JKEHBI MEPONIPHATHS Ul HOBBIIECHUS d()(GEKTUBHOCTH PYKOBOJCTBA IEPCOHAIA OpraHn3anuu. [IpuBeneHs!
OXKHJaeMbIe PEe3yJIbTAaThl OT peaTn3aluy KOMILIEKCA Mep IO ITOBBIMECHHUIO 3 (heKTUBHOCTH CHCTEMBI yIIPaB-
JIeHHs TepcoHanoM. B 1enoM oxunpaeMsle pe3yabTaThl MPH peaqu3aliii PeKOMEHIANUA W MEPONIPUATHIL 1O
COBEPILEHCTBOBAHUIO (DYHKIMI yNpaBIeHUs] IEPCOHAIIOM MO3BOJIAT MOBBICHTH KauecTBO (DyHKIMH ympaBie-
HMS TIEPCOHANIOM, CIIOCOOCTBYIOLIMX aKTHUBHM3ALMM PabOThl KaApOBOH CIyKObI, a Takke (HOPMHUPOBAHHIO
U pa3BUTHIO 3G ()EKTUBHOM CUCTEMBI yNPABICHUS IEPCOHAIOM OPTaHU3ALKUH.

Knrouegvie crosa: YiipaBJICHUE IIE€PCOHATIOM, CTpaTErus, Bq)q)eKTI/IBHOCTB, MaT€pUuaJIbHOC U MOpPAJIbHOE CTHU-
MYJIIMPOBAHUE, MOTUBALUA IIEPCOHATIOM, aJlaliTallus II€pCoOHAaIa.
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