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Abstract—In the context of the global informatization and 

computerization of production and economic processes, the 

activity of an enterprise is impossible without involving people. 

People are a component of the enterprise's resources that are 

necessary to fulfill its goals and objectives: they become “labor” 

or “human” resources. To improve the efficiency of the personnel 

management system at the enterprise, it is necessary to search for 

new tools and methods for constructing, functioning and 

developing a special separate element of the management system 

responsible for working with personnel. In the process of 

developing and implementing various management decisions that 

can ensure an increase in the efficiency and effectiveness of 

activities, an important role belongs to the construction, analysis, 

assessment and development of the personnel management 

system of enterprises. It is also very important to identify the 

structural elements of this system, evaluate their performance 

and work out ways of development. Significant importance in this 

process is given to the construction and assessment of the 

personnel management unit, since it is one of the most important 

elements of the enterprise personnel management system. 

Carrying out a high-quality and effective construction and 

assessment of the activities of the personnel management unit 

requires the formation of an objective, reliable and complete 

database of the personnel management system, the state of 

staffing and personnel administration for the development and 

adoption of appropriate management decisions. Despite a 

significant amount of theoretical and applied research, a number 

of important scientific problems remain unresolved. In 

particular, it is necessary to develop a typology of types of 

personnel management units (PMU) and systematize the factors 

of their influence. The methodology for assessing indicators for 

constructing and evaluating the activities of the personnel 

management unit requires a fundamental improvement; it is also 

necessary to determine the model for building and developing the 

personnel management unit. It is important to design 

organizational structures of personnel management units for 

enterprises, which makes it possible to single out the structural 

subsystems of the personnel management unit, to highlight the 

most important subsystems for each enterprise, to establish 

economic indicators for assessing and building a personnel 

management unit, as well as to study the state of personnel 

management in order to determine the possibility of 

transformation of a personnel management unit into a separate 

element of the management system. 

Keywords—staff, management, enterprise, development, 

economy 

I. INTRODUCTION

The effective performance of the personnel management 
unit is expressed both in the performance of the unit itself and 
in the performance of the whole enterprise, since the main task 
of the PMU is to ensure the organized work of all personnel of 
the enterprise [1]. The PMU will be optimal and efficient if the 
enterprise achieves both the goals in the field of work with 
personnel and the goals of the enterprise itself [2]. 
Accordingly, it becomes necessary to assess the work of the 
personnel management unit, which ensures the achievement of 
the above-mentioned goals [3]. 

Our studies led us to the conclusion that enterprises 
predominantly assess the efficiency of personnel, but 
practically no assessment of the activities of the unit that 
coordinates work with personnel is carried out [4]. In the 
works of Russian scientists, the assessment of efficiency is 
mainly considered from the standpoint of researching 
personnel costs and determining whether they are effective in 
the context of the profit received. A significant emphasis is 
placed on the efficiency of using labor potential. Thus, the 
productivity, time of work, labor intensity of work and its 
quality are studied.[5] According to the state methods of 
personnel assessment, observations are made on staff turnover, 
employment level, professional distribution, age structure, and 
gender distribution [6]. However, all these indicators cannot 
reflect the practical state of personnel management in 
enterprises [7]. Accordingly, this led to the need to develop 
tools for assessing personnel management through the prism 
of assessing the activities of the unit that implements functions 
in the field of personnel management [8]. 

For this purpose, based on the identified typical structure 
of the personnel management unit, which includes 12 
subsystems, we propose to conduct an assessment based on 
the following three types of PMU performance [9]: 

 economic;

 organizational;
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 social. 

II. RESEARCH MATERIALS 

From the standpoint of economic efficiency, it is necessary 
to evaluate the overall performance of the enterprise together 
with the personnel management unit [10].  

The organizational effectiveness of the management unit 
will be determined from the standpoint of the rationality of its 
construction, the performance of certain functions and the 
development of workers [11]. As for social efficiency, it is 
advisable to consider the role of the personnel management 
unit in the social development of employees, the enterprise 
and the social component of the enterprise in the external 
environment [12]. On the basis of these efficiencies, we 
propose to calculate indicators that will make it possible to 
find out the current level of activity of the personnel 
management unit in three vectors and to determine the integral 
indicator of performance [13]. 

III. FINDINGS 

One of the problematic aspects of distinguishing of a 
personnel management unit in the structure of an enterprise's 
activities is the unreasoned conclusions of managers that such 
units are not directly involved in making a profit [14]. 
Therefore, one of the criterion for justifying the feasibility of 
distinguishing the PMU is to use the indicator of the economic 
feasibility of the functioning of the PMU (EDoup), which we 
will calculate as [15]: 

 EDoup=Voup/Vz  (1) 

Voup is the cost of operating the PMU, Vz is the total cost. 

If the expense ratio is growing and the main financial 
result at the same time shows a tendency to decrease, then the 
management needs to revise personnel work, in particular, 
possible ways to reduce costs and the work of the personnel 
management unit in terms of the main resulting indicators. 

The economic efficiency of PMU activities will be 
expressed through the effect of expenditures incurred on PMU 
activities, that is, the ratio of net to the above-mentioned costs 
[16]. Accordingly, the economic efficiency of the PMU will 
be calculated: 

Eeoup=CHP/Voup  (2) 

The normative value of this indicator is its growth in 
dynamics. To assess the economic efficiency, we propose to 
use only the so-called profitability indicator of the functioning 
of the PMU (Eeoup), since at the overwhelming majority of 
enterprises the management considers this approach 
appropriate.  

In the case of the functioning of a personnel management 
unit at an enterprise, economic efficiency can be enhanced by 
calculating organizational efficiency, because it will allow to 
find out which subsystems of the personnel management unit 
can influence the performance of personnel, which in the 
future directly affects the financial result obtained [17]. 

We propose to calculate the organizational effectiveness of 

the personnel management unit on the basis of two aspects 
[18]: 

 semantic; 

 structural. 

The semantic direction is expressed in the assessment of 
the PMU from the point of view of semantic purpose, so it 
should take into account the fulfillment of all tasks of the 
PMU, its promptness, professionalism and performance. [19]. 
Accordingly, substantive criteria will be: 

 the level of fulfillment of tasks by the personnel 
management unit; 

 indicator of efficiency in the fulfillment of PMU tasks; 

 the level of professionalism of the PMU. 

Let's consider each of them. 

The level of fulfillment of tasks by the personnel 
management unit expresses the meaningful activity of the 
latter, the rationality of its construction. If the tasks assigned 
to the PMU are fully fulfilled, this means that its structure is 
rational. The level of fulfillment of tasks by the personnel 
management unit (RRZ) will be calculated as follows: 

Rrz=Zv/Zoup   (3) 

where Zv is the number of tasks planned for the estimated 
period and fully completed by the personnel management unit; 
Zoup is the total number of tasks scheduled to be performed 
by the unit for the estimated period.  

The criterion of efficiency is 100% fulfillment of the 
assigned tasks with a permissible deviation of 10%, in all 
other cases it is necessary to find out the reasons for the failure 
to fulfill the tasks and take measures to eliminate them.  

In addition, tasks must be fulfilled on time. According to 
the efficiency criterion of the PMU, there can be an indicator 
of the efficiency of the fulfillment of PMU tasks, which 
reflects how timely the tasks are performed and is calculated 
as:  

Trz=tvzf/tvzp   (4) 

where tvzf is the actual duration of the assigned tasks; tvzp 
is the planned time to complete the assigned tasks.  

The level of professionalism of the PMU will be 
determined by the share of employees who have an 
appropriate level of professional training in performing work 
on personnel management, confirmed by relevant documents 
(diplomas, certificates, etc.) in the total number of PMU 
employees This indicator will be calculated as (IO1): 

IO1=Nf/Nzag   (5) 

where Nf is the number of employees who have an 
appropriate level of professional training in performing work 
on personnel management, which is confirmed by the relevant 
documents (diplomas, certificates, etc.); Nzag is the total 
number of PMU employees.  
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We consider it expedient to calculate organizational 
efficiency not only for the entire personnel management 
system, according to the indicators given above, but also for 
the position of evaluating the work of each of the 12 
subsystems. Accordingly, this will be the structural direction 
of organizational effectiveness. Let us consider what 
indicators can be used to evaluate their work.  

The personnel planning subsystem should ensure the 
formation of plans of work with personnel and their 
implementation to the maximum extent. Accordingly, the 
work of this subsystem can be assessed by the level of 
fulfillment of planned targets for work with personnel (EP1): 

Ep1=Npl_v/Npl_zag  (6) 

where Npl_v - the number of completed plans for working 
with personnel; Npl_zag - the total number of plans for 
working with personnel. 

The work of the subsystem will be considered effective if 
the value of this indicator is close to 0.8 - 1. 

The next subsystem - staffing for ensuring entrepreneurial 
activity is created at the enterprise with the aim to provide 
high-quality staff for ensuring production and economic 
activities. We propose to evaluate the work of this subsystem 
by analyzing the level of staffing (EP2): 

 EP2=Nk/Nk_zag  (7) 

where Nk is the actual number of employees at the 
enterprise; Nk_zag - the general need for personnel in the 
whole enterprise. 

If this indicator is close to 1, then the enterprise does not 
need new personnel, and the work of the subsystem will be 
considered positive. The efficiency limitation may be the 
indicators of staff turnover and the professional and 
qualification level of involved employees. That is, if the 
company experiences a high level of staff turnover or the hired 
workers do not meet the requirements to fulfill the assigned 
tasks, then the work in the field of staffing should be reviewed 
and measures should be taken for more stringent selection of 
workers, as well as measures to dismiss workers on the basis 
of resignation. 

The subsystem of rotation and personnel reserve in 
personnel management is one of the tools that allows solving 
the problem of personnel shortage. In modern conditions, 
when workers have the opportunity to freely access foreign 
employment markets, domestic enterprises face a problem of 
keeping highly qualified specialists at the enterprise. 
Accordingly, in order not to disrupt the process of activity, it 
is important to ensure the establishment of positions at the 
enterprise for which a staff drain may occur and to train 
employees who can take vacant positions. Thus, it is much 
easier for an enterprise to create a reserve team from existing 
specialists than to find a suitable employee using various 
recruiting tools. Consequently, the personnel reserve 
subsystem will work effectively if the following types of work 
are carried out and evaluated at the enterprise: 

 assessment of the staffing for the appearance of posts 
that will require staff replacement; 

 formation of the optimal portfolio of the personnel 
reserve, which may need to be replaced, in order to 
avoid suspension of activities; 

 formation of a portfolio of reserve workers (assessment 
and selection of candidates who can take reserve 
positions); 

 staff rotation when a vacant position appears; 

 evaluating the work of employees who were in rotation 
in the process of formation of the personnel reserve. 

To assess the effectiveness of the personnel reserve 
subsystem, it is advisable to calculate the indicator of the 
effectiveness of reserve replacement of vacant positions (EP3), 
which will be determined by the level of replacement of 
positions in the personnel reserve and calculated by the 
formula: 

 EP3=Nrf/Nr_zag  (8) 

where Nrf is the actual number of employees who can be 
attracted to take vacant positions and meet the requirements of 
the position that is currently in the talent pool portfolio; 
Nr_zag - the planned need for employees who can quickly 
take vacancies in the talent pool portfolio.  

The optimal value of this indicator is between 0.8 and 1. 
That is, with a value of 0.8, the formation of the personnel 
reserve will be considered 80% completed. To achieve its 
100% fulfillment, the outstaffing personnel reserve scheme 
can be applied, when external reserves can be created to take 
vacant positions with the involvement of outstaffing 
organizations in the field of personnel management. That is, 
an enterprise, in the absence of applicants for a position, can 
turn to third-party organizations that provide personnel 
recruiting.  

The next stage in the analysis of the personnel 
management unit, after it has completed the planning and 
recruitment of employees, is the analysis of activities, 
certification, assessment of personnel, etc.   

The main criterion for the effectiveness of this subsystem 
will be to determine how effectively the results of the work of 
each individual employee and his contribution to the 
development of the enterprise are evaluated. This subsystem 
should provide an assessment of the activities of each 
employee and his role in achieving the established goals of the 
enterprise. Based on the results of processing literary sources, 
we can determine the main tasks that this subsystem should 
perform: 

 assessment of professional and business qualities, 
knowledge, skills, competencies of an employee, which 
allows to establish the level of his compliance with the 
requirements of the position;  

 assessment of the results of labor activity (quality of 
work performed, deadlines, productivity, loss of time, 
etc.). 

It should be noted that there is no generally accepted 
assessment methodology, therefore, a significant number of 
tools are used in the practice of domestic enterprises. We 
consider it advisable to pay attention to the fact that 
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enterprises can independently choose the method of 
assessment. However, the emphasis should be placed on 
performance indicators, which depend on professional skills 
and personal qualities and the attitude to the tasks performed 
by employees. This is what determines the choice of the two 
aspects of assessment mentioned above. And, therefore, to 
assess the work of the subsystem, we can apply the indicator 
of comprehensive assessment of the effectiveness of the work 
of personnel (EP4), which is calculated as:  

 EP4=Ne/Np_zag  (9) 

where Ne is the number of employees whose work, 
according to the results of the assessment, is recognized as 
highly effective; Np_zag is the total number of employees at 
the enterprise.  

According to this indicator, the work of the personnel 
assessment subsystem should be evaluated in dynamics. That 
is, if there is an increase in this indicator in the time period, 
then this will confirm that the company periodically and 
systematically evaluates personnel, identifies employees who 
ineffectively perform the assigned tasks for various reasons (a 
discrepancy between professional and qualification 
characteristics or common unwillingness of the employee to 
work for the result). Also, the growth of this indicator will 
indicate that, based on the assessment results, measures are 
taken to improve the efficiency of personnel.   

In addition to assessing the effectiveness of the work of 
employees, one of the necessary activities of the personnel 
management unit is to monitor the movement and state of use 
of personnel at the enterprise, which consists in the well-timed 
and operative accounting of personnel activities. It is 
important to evaluate the work of this subsystem not only for 
the internal economic needs of the enterprise. It is important to 
take into account that that any employment relationship is 
regulated by law. Accordingly, the enterprise must timely keep 
records of personnel for the needs of state statistical offices, 
pension funds, departments for social protection of the 
population, and the state tax administration. At the same time, 
it is important to take into account the fact that, according to 
the legislation, the company is responsible for providing false 
or inaccurate information. This, in turn, determines the need to 
establish the functional tasks of the personnel accounting 
subsystem in the following vectors:  

 operational accounting of personnel work;  

 statistical accounting of personnel work.  

Operational accounting is carried out in order to establish 
the real state of staffing at the enterprise for internal economic 
needs, and statistical accounting is carried out in order to 
present reporting personnel information to the relevant 
authorities.  

To assess the work of the personnel accounting subsystem, 
it is necessary to determine its main tasks, which are:  

 the formation and accounting of primary information 
about personnel activities (this includes the current 
accounting of data on the labor activity of an employee 
from the moment he was hired and during employment, 
in particular, maintaining and checking documents for 
employment, maintaining personal files, time 

management etc.);  

 keeping records of personnel (the most typical for 
accounting are data on staffing (number, structure by 
age, gender, professional skills), staff turnover, wages, 
working conditions, productivity);  

 formation of current information about personnel work;  

 formation of periodic reporting information on the state 
of use of personnel.  

The personnel accounting subsystem should provide well-
timed and reliable information about the state of personnel to 
both managers and the relevant state bodies, therefore, we 
propose to evaluate the efficiency of this subsystem by the 
indicator of the level of personnel accounting (EP5), which 
will be calculated: 

EP5=Nvok/Nok_zag   (10) 

where Nvok - the number of completed work on personnel 
accounting within the appropriate time frame and without 
violations; Nok_zag - the number of planned work on 
personnel records according to the plans of the enterprise, the 
requirements and requests of managers.  

The normative criterion for the effectiveness of the 
personnel accounting subsystem will be the value of the 
indicator in the range of 0.8-1, which will indicate the 
effectiveness of the work, but the best value is at level 1, since 
this will help to avoid situations when personnel registration 
for state reporting was performed incorrectly. Therefore, the 
enterprise will not face conflict situations with state 
authorities, which can lead to various kinds of penalties and 
fines.  

It is possible to ensure the effective work of hired 
personnel in a variety of ways, both with the help of 
regulatory documents that will determine performance 
indicators, and by providing appropriate motivation for the 
employee to achieve planned results and overfulfilment. 
Motivation is considered as one of the key tools for 
influencing work results, therefore, both scientists and 
practitioners pay considerable attention to its research. From 
the theoretical standpoint, motivation is considered as a set of 
tools, incentives, motives that induce the most productive 
activity of participants in production and economic activities. 
From the perspective of practitioners, HR managers use 
motivation in two main forms: material and moral. The 
question of employee motivation is highly individual, 
therefore, in order to actually motivate a subordinate 
qualitatively, it is not enough to have a certain set of material 
incentives, but it is also important to find an approach to each 
employee, to understand what motivates him or her to work 
effectively, and then one can apply appropriate motivating 
measures. So, the motivation subsystem in the structure of the 
personnel management unit must constantly ensure the 
establishment of appropriate forms of incentives for highly 
productive activities of employees. We propose to assess the 
effectiveness of the motivation subsystem of the personnel 
management unit by determining the level of employee 
satisfaction with the incentive system at the enterprise (EP6), 
which is calculated as: 
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EP6=Np_m/Np_zag  (11) 

where Np_m - the number of employees who are fully 
satisfied with the level of material and moral motivation at the 
enterprise; Np_zag is the total number of employees at the 
enterprise.  

The criterion value of this indicator must be at least 0.8, 
since at each enterprise there is always a certain group of 
employees who will not be fully satisfied with the motivation 
system.  

One of the necessary aspects of the labor activity is the 
creation of proper, high-quality and safe working conditions, 
which corresponds to both the requirements of modern 
scientific and technological development, when an employee 
cannot perform the tasks assigned to him, if he does not have 
the appropriate means and tools for this, as well as this is also 
stipulated by legislative normative legal acts, according to 
which the employer must provide proper working conditions. 
Entrepreneurs report this to the state authorities.  To create 
such conditions, a subsystem for creating proper, high-quality 
and safe working conditions should be included in the 
structure of the personnel management unit. The performance 
of this subsystem (EP7) will be assessed for meeting the 
requirements for working conditions and will be calculated as: 

EP7=Np_o/Np_zag  (12) 

where Np_o - the number of employees whose working 
conditions are optimal for the highly productive activities and 
comply with legal requirements; Np_zag is the total number of 
employees at the enterprise.  

The standard of this indicator is its value at level 1, which 
will indicate that the enterprise ensures the compliance of 
working conditions with both legal requirements and the 
requirements necessary to fulfill the tasks.  

Any production and economic activity of domestic 
business entities in the field of labor relations is regulated by 
constitutional, legislative and other normative legal acts. 
Accordingly, in the structure of the personnel management 
unit, a subsystem must be defined that will carry out activities 
for the legal support of work with personnel. The main tasks 
of this subsystem are:  

 correct registration of labor relations in accordance 
with the law;  

 monitoring compliance with labor legislation;  

 tracking changes in labor legislation and their 
implementation in the activities of the enterprise;  

 providing employees with legal advice on their rights 
in the field of labor relations;  

 legal protection of the rights of employees and 
employers. 

The number and types of tasks that this subsystem must 
perform may differ from enterprise to enterprise, because the 
norms of legal regulation of labor activity are different, 
depending on the type of economic activity,  However, we 
propose to evaluate the efficiency of this subsystem (EP8) by 
determining the level of fulfillment of the assigned tasks. This 

indicator is calculated as: 

 EP8=Nz_v/Nz_p  (13) 

where Nz_v - the number of completed tasks in the field of 
information and legal support and support of personnel 
management issues; Nz_p - the number of tasks scheduled to 
be performed in the field of information and legal support and 
support of personnel management issues.  

The normative value of the efficiency of the subsystem of 
information and legal support is 1, since its lower value will 
indicate that the enterprise may not partially fulfill the 
assigned tasks in the field of legal support, which in turn may 
lead to a violation of labor legislation and will have negative 
consequences for the enterprise. 

One of the requirements for the development of an 
enterprise in a changing external environment is its ability to 
provide activities using the optimal amount of resources with 
the most productive feedback. As for any production and 
economic or business processes, all types of resources are used 
in the work of the personnel management unit, and therefore 
there is a need for their correct attraction, formation and 
application. For this, we propose to allocate a subsystem of 
resource support for work with personnel as part of the 
personnel management unit. The main tasks of this subsystem 
is the formation of an optimal set of resources, which ensures 
the effective work of the personnel management unit, while 
putting the main emphasis on the following resources:  

 labor resources (the personnel management unit must 
be provided with employees who have experience 
working with personnel, who have basic competencies 
in personnel management, certified by the relevant 
qualification documents);  

 financial resources (to ensure work with personnel, the 
personnel management unit must have funds to carry 
out all types of activities related to personnel); 

 information resources (provide for the possibility of 
carrying out work by the personnel management unit 
using specialized information resources and software 
products); 

 material and technical resources to perform work with 
personnel. 

If the enterprise has a sufficient amount of the resources 
mentioned above, then the task of the personnel management 
unit can be considered productive and fulfilled. This, in turn, 
will allow us to calculate the efficiency of the subsystem 
(EP9) as follows:  

 EP9=Nr_f/Nr_p  (14) 

where Nr_f - the actual amount of resources used in the 
work of the personnel management unit; Nr_p - the amount of 
resources required for the effective work of the personnel 
management unit.  

The standard value of this indicator is in the range of 0.8-1, 
since a value of 0.8 means that the enterprise has a sufficient 
level of resource provision to fulfill the assigned tasks.  
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To support the activities of personnel and ensure their 
compliance with the requirements of the external environment 
at the enterprise, employer needs to ensure professional 
development of employees. Professional development of 
personnel is a purposeful and systematic impact on employees 
through the implementation of vocational training during their 
employment in the organization in order to achieve high 
efficiency of production or services provided, increase the 
competitiveness of personnel in the labor market, ensure that 
employees perform new and more complex tasks on the basis 
of the maximum use of their abilities and potentialities. Based 
on the processing of data on the activities of domestic 
enterprises, we have established that almost every enterprise is 
engaged in professional development of personnel. There are 
various forms of professional development of personnel, from 
self-training of an employee to education on the basis of 
various organizations and institutions that provide professional 
development services that meet the needs of the enterprise.  

IV. CONCLUSION 

Thus, we determined the need for the functioning of the 
subsystem of training and improvement of professional and 
qualification characteristics within the personnel management 
unit, which will track the need for professional development 
and promote it among employees  

Note that it is advisable to calculate the indicators of 
organizational efficiency not only for the already formed 
personnel management unit, but also at the stage of its 
structural filling. This means that all the processes that we 
propose to define for certain subsystems of the personnel 
management unit in one way or another occur at the 
enterprise, and therefore, having calculated the level of their 
implementation, we will be able to establish the feasibility of 
intensification of the activities of a particular subsystem, the 
feasibility of allocating it into a separate subsystem or, on the 
contrary, combining tasks of the subsystem with existing ones.   

The social efficiency of the functioning of the personnel 
management unit will be expressed by the complex of social 
results obtained by employees, the enterprise itself and the 
external environment. However, our assessment will be based 
on the social impact of the enterprise. The assessment will be 
carried out by establishing the level of satisfaction with the 
social benefits created as a result of the activities of the 
personnel management unit, by all persons who ensure the 
work of the studied enterprise (that is, here we propose to take 
into account the founders-owners, managers and personnel).  

Consequently, the effective activity of the PMU is 
expressed both in the performance indicators of the unit itself 
and in the performance of the whole enterprise, since the main 
task of the PMU is to ensure the effective work of all 
personnel of the enterprise. The activities of the PMU will be 
optimal and effective if the enterprise achieves both the goals 
in the field of work with personnel and the goals of the 
enterprise itself. Accordingly, we propose to evaluate the 
effectiveness of the work of the PMU, which ensures the 
achievement of the goals mentioned above, on the basis of an 
indicative approach. 
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