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EFFECTIVE RECRUITMENT ORGANIZATION OF ENTITY

This article presents the main aspects of an effective system of staff recruitment decline at the enterprise,
shows the nature of technology related to the recruitment and employee’s selection, and analyzes their features.
The possibility and the feasibility of applying process and systematic ways during the selection of the personnel
at the enterprise are considered and the analysis of the existing methods of the personnel selection is made.
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Introduction. Nowadays the effective state develop is connected with right built economic
system. To reach the subject activity results of menage in the sphere of national economy process,
firstly you need to find qualitative human resources, who are capable to decide given tasks and move
confidently to reach strategic goals.

Literature review. The well-known scientists such as R. Draft, D. Koutler, V. Voronkova,
A. Belichenko, N. Gavkalova, S. Popov, S. Ivanov, G. Nazarov, N. Markov made significant
contributions to the decision of the effective personnel selection issues. Although the questions of
system recruitment improve on the base of modern technology staff introduction are still poorly
investigated, so this determines the purpose of the study.

The purpose of the article. The study aim research is generalizing of theoretic approaches to
form the principles of personnel selection and proving the feasibility of applying systemic and process
approaches to the personnel selection for the enterprise.

Results and discussion. The success of organization management under any circumstances first
and foremost depends on the qualitative personnel selection. During the existence of an enterprise or
organization, production is renewed or expanded and staff are changed from time to time, resulting in
the hiring or replacing the redundant workers. These processes are manageable and are focusing on
recruiting people with the help of modern technologies.

At the present stage of development of the economic, social and labor spheres, staff requirements
are constantly increasing. Staff recruitment is considered as a process of learning professional and
psychological worker qualities with a view to establishing his ability to perform job responsibilities in
a certain workplace or position and, as a result, to select the most approach candidates, taking into
account his qualifications, specialty, abilities and interests, which satisfy the organization's goals.

So recruitment of qualitative workers who are able to solve the problems quickly in any critical
situation became a complicated task for many enterprises. Not only high business qualities, but also
the breadth of strategic thinking, responsibility, determination, independence and stress resistance are
important [2]. All of the above factors have a big role in creating an efficient economic system,
otherwise the company will lose its financial resources at endless hires and dismissals of employees,
and this will become a major organization problem.
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In this article | would like to consider systemic and process approaches for effective staff
recruitment. Focusing on the systems approach, recruitment should be considered as an open system
which includes certain connected elements.

As a result of the existing approaches analysis to the interpretations of the enterprise personnel,
their considerable diversity, it was determined that the most accurate is V. Voronkova's position,
which states: «The enterprise staff is the complex of employees of a certain organization that are in
interaction and perform individual functions that correspond to their qualification level and
professional knowledge of each person to achieve the main purpose of the enterprise» [7].

This system receives all the necessary labor and information resources that are transformed into
personnel within the system from the environment (Fig. 1).
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Fig. 1. Systematic approach to recruitment [1-7]

The main elements of the recruitment system can be selected: purpose, subjects, objects,
methods, criterions, principles and information support. The subjects of the system approach are the
personnel managers, whose important task is qualified personnel selection at the right time and at the
right workplace [3].

Considering recruitment as a coherent system which includes interrelated elements, it allows to
solve complex problems in case of the current state incompatibility with the requirements of the
enterprise strategy. By adjusting the quantitative (attracting new, reducing existing) and qualitative
(improving skills of existing employees and attracting new employees of relevant qualifications)
employees, the formation of the necessary staff happens to solve the enterprise issues.

In that case, if the company is only newly established, the issue of permanent staff selection is
solved. Not only the system approach but also the process approach is used for this purpose.
Recruitment from the point of process approach view is considered as a process that is carried out by
the implementation of certain successive steps.

Analyzing researched and existing approaches to the focusing of individual stages of the
selection process by such scientists as N. Kuznetsova and M. Volobuyev, there were no significant
differences [8]. Therefore, we can distinguish the following stages: analysis and formation of
requirements for staff, structure and quality characteristics of staff; identification of candidates search
methods and their involvement; comprehensive assessment of the candidate (CV analysis and
questionnaire, preparation and conduct of selection interviews, interviews, testing) and information
verification about the candidate; the best candidate selection; job offer; approval in office (Fig. 2)
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Stage 1 Planning staffing needs

Stage 2 Determination of demands for candidates

Stage 3 Identification of selection methods and sources

Stage 4 Evaluation of each individual candidate

Stage 5 Choosing the best candidate from the totality

Stage 6 Selected candidate approval for the position

Fig. 2. Process approach to recruitment [8]

In the first stage, when there is a need for personnel of a certain profession and qualification, a
need for staff is formed. Admission of candidates begins with the identification of the organization
needs and the demand formation for candidates. Firstly, the recruitment manager must work out
criterions for evaluating the candidates' business and personal qualities, depending on the position or
place of desired work. The main general evaluation criterions are: work experience, qualifications, age
and health. According to the scientist opinion, it is possible to select such criterions as to understand
the abilities and character of candidates.

For example:

- Managers of subsidiaries: good communication skills, emotional stability, good adaptation to
new conditions, managerial abilities;

- Functional leaders: emotional stability, certain skills and experience, technical ability and
readiness to perform their duties;

- Operations managers: maturity, emotional stability, knowledge of certain laws, knowledge of
the people of the host country [6].

Next, the manager must decide what search methods he will use when he will hire an employee.
In modern theory and practice of personnel management, active and passive methods of recruitment
are selected. The choice of a method depends on the correlation of labor demand and supply at the
labor market. The active method is used in case of excess demand for labor over its supply, and the
passive method in case of excess supply in the labor market over demand for labor. In this way,
deciding which method will be used will be made on the basis of the labor market analysis.

Depending on the number of staff, the problem of its selection is solved individually. There are
two main types of recruiting sources - internal and external. Each has its advantages and
disadvantages. But the common thing is that they both manifest their abilities best only in a well-
developed labor market. The choice of recruitment sources is determined by their economic feasibility.
The sources of internal recruitment include job vacancies such as: training their employees at the
enterprise; promotion of their employees, direct contact with their employees for work
recommendations of their friends and acquaintances; regularly informing the whole team about active
vacancies. As for the sources of external recruitment, we need to select the following: state
employment centers; regional labor exchanges; commercial, including international enterprises and
employment organizations; system of the enterprise contacts with educational institutions; publications
in the press, including radio or television; working fairs organized by enterprises for graduates of
educational establishments of all levels.
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Also, among these basic methods of recruiting at the present stage, it is actual and appropriate to
use such methods as:

- staff leasing — this is a relationship that appears when a recruiting agency enters into an
employment contract with an employee on his own behalf and then directs him to work for company
for a relatively long period - from three months to several years;

- outstaffing - recruiting agency does not select employees, but makes out in the staff already
existing staff of the company - the client. A method that simultaneously solves the problem of painless
staff removal from the organization staff;

- outsourcing - a company sends any of its functions to an outside company (subsection of
another company). These methods can silmuntaneously solve the problem of painless staff removal
from the organization staff.

The next stage of the recruitment process begins with an analysis of the candidates list in terms
of their suitability to the requirements of the organization. Analyzing the development of theorists and
practitioners regarding the methods of staff selection and assessment, we can identify the most
commonly used methods of employee selection.

And also to analyze their advantages and disadvantages. All methods can be divided into two
groups - traditional and creative. Among the traditional, the following are:

- questionnaire, which purpose is the initial acquaintance. It is quite often used with job
interviews. The main advantages of this method are the simplicity and low cost, and the disadvantages
- the inability to determine the "human" characteristics. So you have to use some additional methods.
Most commonly, questionnaires are used by government establishments;

- interview, its advantages include direct contact with candidates. These are qualification
(determination of professional qualities) and disciplinary (determination of conformity with special
working conditions) interview;

- interview is a conversation which main focus is to evaluate the professionally important
qualities of the applicant. It is commonly used in the modern personnel management practice;

- proficiency testing and testing skills. The advantages of this method include the ability to
evaluate the candidate's current status, taking into account the features of his future position; the
disadvantages are considerable costs like specialist consultation and the tests cost [10].

The complexity of modern organizations and the noticeable dynamism of the external
environment increase the requirements for the enterprise personnel. This has led to the extension of
creative methods, among which are:

- imitation methods (coaching) is one of the development tools and assessment of creative
thinking of a person, which shows how much he will be able to adapt in new conditions and is able to
imitate a potentially problematic situation. The main advantage of this method is the ability to identify
human potential and the ability to motivate it. The disadvantage of this method is the high cost;

- personal tests, they allow you to assess the development level of individual personal qualities
and determine his temperament. Advantages include the ability to see and analyze the potential of a
future employee of the company, and the disadvantage is that it is a significant job;

- the CASE Interview method allows you to identify candidate characteristics that are important
for a particular employer, and the competency Interview method assesses his characteristics of
behavior. The advantage of this method is to identify the candidate's ability to use his experience to
form specific actions in different situations;

- A. Adler's method of "analysis of early childhood memories", which essence is to construct
such questions that the candidate does not evaluate just himself, but also the people around him. The
advantage of this method lies in the high probability of identifying individual values and non-standard
thinking of the candidate [4].

Each company uses certain recruitment methods, depending on its strategy and development
priorities, importance of the position, financial position of the organization, etc. The next stage is
choosing the best candidate among the candidates, and the last stage is the position approval.
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Thus, the process approach makes it possible to carry out stages of recruitment simultaneously or
sequentially at different stages of work in order to shorten the time and improve the quality of
selection, taking into account the enterprise industry specificity.

Conclusions. The results of the enterprise’s activity directly depend on right selected employees.
For effective enterprise work it is necessary to apply a set of methods based on indicators of financial
and economic activity, especially of production, tendencies of the labor market and economy.

During prolonged economic crisis, the main issues for the hiring system are its improvement
with the help of modern non-traditional personnel-technologies, which will be able to take into account
external and internal factors, strategic orientation, and could adapt to the natural reaction to the
excessive spontaneity of the market.

Effective marketing personnel-technologies are also important: personnel formation —
organization image, HR branding - formation of a positive image of the employer. The essence of such
personnel technology is revealed in a set of techniques, methods, forms and methods of influencing
staff in the process of hiring, using, developing, enhancing, and dismissing them in order to obtain the
best results of their work.

Through the application of systematic and process approaches to the personnel selection, the
company is able to comprehensively solve the problem of forming the necessary by the qualitative
characteristics and structure of staff. Further research seems appropriate to study the interdependence
and interplay of staff recruitment and adaptation.
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IMABJIMYYK Jliana BirajiiBna

CTyIeHTKa KadeIpu MEHEIPKMEHTY Ta €eKOHOMIYHOT
Oe3nexH,

Uepkacbkuii HalliOHAIbHUH YHIBEPCUTET

iMeH1 bornana XMeabpHULIBKOTO,

M. Uepkacu, YkpaiHa

HOCAHD Haraunis CepriiBaa

K.1.H., IOIICHT, JOLEHT KadeIpH MEHEIPKMEHTY
Ta EKOHOMIYHOI O€3IIeKH,

Uepkacbkuii HalliOHATBHUAN YHIBEPCHTET
iMeHi1 bormana XMeIbHUIBKOTO,

M. Uepkacu, Ykpaina

OPIAHIBALIIA EOEKTUBHOI'O IIIABOPY IIEPCOHAJIY
CYB'€EKTA I'OCIIOJAPIOBAHHA

Ilpoonema. Ha cvbocoOHiwmitl OeHb numawuHa HIOOOPY KAOPI8 € B8aANCIUBON) MdA MPYOOMICHIKONO
npoyedypoio Ha nionpuemcmsi. Bio npaeunvno nidiopanux Keanighikoeanux xaopie 3anexicums eexmueHicmo
pobomu opeanizayii. Ilowyx ma 6i00ip nepcomany 3 GUKOPUCTHAHHAM HOBIMHIX eQeKMUSHUX MemoouK
nioguwye 3nawumicmes Oanoi npoyedypu. [lomunxu, axi Odonyckaromscs npu niobopi ma 6i0bopi kaopis,
MOJCYMb  He2AMUBHO HNO3HAYAMUCL HA  eheKmugHocmi  OisIbHOCMI  RIONPpUEMCIBA MA  COYIANbHO-
NCUXONO2IYHOMY — KAiMamy 6 Kojdekmugl. B numanusx nidbopy kaopis 00068’513k060 HOMpIOHO
3AcmMoco8ysamu HAyKo8i Memoou ma nioxoou.

Mema. Memorw cmammi € 008edeHHA 6axcAusocmi npoyedypu niobopy ma 6i0bopy nepcoHauy,
nocnubIeH s 3HAHb A GUSGNEHHS eEKMUSHUX MeMOOUK NPULHAMMS KAOpie Ha pobomy O/ NiOGUUEeHHS
eghexmuenocmi OiLIbHOCMI OpeaHizayii i YCyHeHHS KOHMIKMIE Yy GHympIiuHboMY cepedoui opeanizayii.

Memoou. OCHOBHUMH Memoodamu OOCHIONCEHHSI € MEeOpemuKo-Memooudti ma NpUKIaoHi acnexkmu
opeanizayii nowyxky ma 8i00opy nepcoHany niOnpuUEMCmed 8 ymMogax tioco OUHAMIYHO20 PO3GUTNKY.

Pezynvmamu. Onucano memoou ma nioxoou OJsi YChiwHo2o niodopy Kaopie HA RIONPUEMCEO.
Poskpumo cymuicme cucmemHo2o0 ma npoyecHoz2o nioxooie, a makodc ix epexmusnicms. Pozxpumo
Mpaouyiiui ma Kpeamueri memoou 8i060py npayieHUKIs.

Haykosa HOGU3HA. 3aNPONOHOBAHO CYYACHI MemMOOU Ma NIOX00U, WO OQAIONMb MONCIUBICIbL MEHeONcepy
SHAUmMU Keaniikosanux npayienuxie Ha nionpuemcmeo. Bonu 0036015mb cmeopumu YHI6epCaibHy MoOelb
nouiyKy ma 8i0oopy mo0CbKux pecypcie, sika 6yoe OonmumanvbHa O1s NIONPUEMCMS DI3HUX pO3Mipie i cgep
QisLIbHOCIE MA MONCAUBICMb 0OpaAMU KAHOUOAmie Ha 6Y0b-5KY nocaoy.

Bucnoexu. Pe3yromamu 00CHiOdiceHHsT NOKA3YI0OMb, WO ICHYE HU3KA Memodie, sKi donomoocymv PR-
MeHedxcepy 6 niobopi xeanighikoeanux npayienuxie nHa pobomy. Bnaue sxicnozo niobopy ma 6iobopy xadpie
npu  nputHammi 3a0e3neuums  NIONPUEMCMBO KOMNEMEHMHUMU Mad  MOMUBOBAHUMU  NPAYIGHUKAMU.
3acmocysanus cucmemHo20 ma NPOYecHo20 RiOX00i8 00 ni0OOpYy NepcoHanry niONpueMcmeda 00360J€
KOMNJIEKCHO supiwiumu 3a60aHHS. Gopmysanns Heo0Xiono2o 3a AKICHUMU
BAACMUBOCHAMU A CIPYKmMYpoto nepconany. Tomy o0na  egexmusnoi pobomu nionpuemcmea nompioHoO
3acmocogyeamu  KOMNIEKC Memodig, Cnuparyucs Ha maki AK: QIiHAHC080-20CN00APCHKOI  OifnbHOCI,
ocobausocmi UPOOHUYMEA, MeHOeHYTl PUHKY Npayi ma eKOHOMIKU.

Knwwuogi cnosa: cyyachi nepconan-mexnHonozii, ynpaeuints HauMoM, CUCTIEMHUL ma npoyecHuti nioxio,
Ai3uHe, aymemagpine, aymcopcune, mpaouyitini ma Kpeamuehi memoou no niooopy nepconany, HR — 6penoune.
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