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Abstract: The article considers the strategic personnel management, which can
proceed effectively only within the framework of the strategic personnel management
system. It means an ordered and purposeful set of interrelated and interdependent
subjects, objects and means of strategic personnel management, interacting in the
process of implementing the “strategic personnel management” function. The main
working tool of such a system is the personnel management strategy. It is shown that
the system of strategic personnel management ensures the creation of structures,
information channels, and most importantly, the formation of a personnel management
strategy, its implementation and control over this process.
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1 Introduction

The market economy poses a number of fundamental tasks, the
most important of which is: the most efficient use of human
resources. In order to achieve this, strategic personnel
management of the organization is necessary, which is closely
interconnected with the strategic management of the entire
organization. This explains the relevance of this course work. In
addition, for the implementation of the strategic personnel
management of the organization, highly qualified specialists are
needed, who are sorely lacking in this area, as well as literature
on thisissue in Ukraine.

The subject of study in this article is the entire system of
strategic management of the organization's personnel.

The purpose of the article is to consider the theoretical
foundations of strategic personnel management and to get
acquainted with the world practice. Polat (2021).

2 Theinitial presuppositions

In the article, the following research methods were used to solve
the set tasks: theoretical (study and analysis of scientific and
pedagogical, psychologica and pedagogical, reference,
specialized literature, regulatory documentation on the topic of
research, additional professional advanced training programs;
analysis, comparison, classification of the information received
and generaization); empirical (pedagogica experiment,
observation, questionnaire survey, survey, conversation, testing);
mathematical (statistical data processing).

3 Methods

Understanding the strategic management of an organization's
personnel is impossible without a definition of the term
“strategic management of an organization” in general. Moreover,
the strategic management of the organization is the initia
prerequisite for the strategic management of its personnel.
lasechko, Shelukhin, Maranov (2021).

The term “strategic management” was introduced in the 60-70s
of the 20th century to distinguish the current management
carried out at the level of business units from management at the
top level of management (lasechko, lasechko S., Smyrnova,
2021). In the process of its development, management as a
practical activity in the 80s moved to a new stage, a distinctive
feature of which is the shift in the attention of top management

towards the externa environment, which alows timely and
adeguate response to the changes taking place in it and provide
the organization with an advantage over competitors (Harris,
Sutton, 1986).

The need for strategic management in Ukrainian conditions is
explained by the following reasons. First, over the past ten years,
the environment in which organizations operate has changed
redically. The unstable economic situation of many
organizations is due to the lack of deep economic knowledge,
managerial skills and experience of working in a competitive
environment among the majority of managers, the need to adapt
the organization to constantly changing environmental
conditions. Secondly, moving away from centralized planning,
privatization and the entire course of economic transformations
in Ukraine require leaders to be able to foresee, formulate a
strategy, determine advantages and competitive advantages,
eliminate strategic threats and dangers, i. e. use al the tools of
strategic management. Thirdly, the application of the ideas and
principles of strategic management, the need for changes in the
management system are relevant not only for large companies,
which were associated with the emergence of strategic
management, but also for medium and even small enterprises.
Strategic management is such management of an organization
that relies on human potential as the basis of the organization,
responds flexibly to challenges from the external environment,
makes timely changes in the organization that allow achieving
competitive advantages, focusing in its activities on the needs of
customers, which together makes it possible organizations to
survive in the long term while achieving their goalsl.

That is, strategic management is a process that covers the actions
of the leaders of the organization to develop, implement and
correct the strategy.

The main principles of strategic management are:

L] long-term prospects being assessed and decisions being
made, the direction of managerial influences on changing
the potential of the management object (production,
services, technology, personnel, etc.) and creating
opportunities for more effective implementation of this
potential;

L] priority consideration in the development and adoption of
managerial decisions of the state and possible changes in
the external environment;

L] dternative choice of management decisions depending on
the state of the internal and external environment of the
organization;

L] implementation of constant monitoring of the state and
dynamics of the external environment and the timely
introduction of changes in management decisions.

The strategic management process includes 5 interrelated stages.
They logically follow one from the other. At the same time, there
is a stable feedback and the reverse influence of each stage on all
the others.

The analysis of the external and internal environment is usually
considered the initial stage of strategic management, since it
serves as the basis for determining the mission and goals of the
organization, and for developing a strategy of behavior in the
surrounding competitive environment that allows you to carry
out the mission and achieve goals (lasechko, Kharlamov,
Skrypchuk, Fadyeyeva, Gontarenko, Sviatnaia, 2021).

Determination of the mission (purpose) of the organization,
strategic goals and objectives for their implementation.

Formulating and choosing a strategy to achieve the intended
goals and performance results.
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Effective implementation of strategies, implementation of the
planned strategic plan.

Evaluation and control over the course of the implemented
strategy, adjustment of activities and methods of its
implementation.

Strategic personnel management is based on the same principles
and foundations as the strategic management of the entire
organization asawhole, sinceit isan integral part of it.

Strategic personnel management is the management of the
formation of a competitive labor potential of an organization,
taking into account ongoing and upcoming changes in its
external and interna environment, which allows the organization
to survive, develop and achieve its goalsin the long term.

The purpose of strategic personnel management is to ensure a
coordinated and adequate state of the external and interna
environment, the formation of the labor potential of the
organization for the coming long period.

The competitive labor potential of an organization should be
understood as the ability of its employees to withstand
competition in comparison with employees (and their labor
potential) of similar organizations. Competitiveness is ensured
by a high level of professionalism and competence, personal
qualities, innovative and motivational potential of employees
(lasechko, Kharlamov, Skrypchuk, Fadyeyeva, Gontarenko,
Sviatnaia, 2021).

Strategic personnel management alows you to solve the
following tasks.

1. Providing the organization with the necessary labor
potential in accordance with its strategy.

2. Formation of the internal environment of the organization
in such a way that the intra-organizational culture, value
orientations, priorities in needs create conditions and
stimulate the reproduction and realization of labor potential
and strategic management itself.

3. Based on the installations of strategic management and the
final products of activity formed by it, it is possible to
solve problems related to the functional organizational
structures  of  management, including  personnel
management. Strategic management methods allow you to
develop and maintain the flexibility of organizational
structures.

4. The possibility of resolving contradictions in matters of
centralization-decentralization of personnel management.
One of the foundations of strategic management is the
delimitation of powers and tasks both in terms of their
strategic nature and the hierarchical level of their
execution. The application of the principles of strategic
management in personnel management means the
concentration of strategic issues in personnel management
services and the delegation of part of the operational and
tactical powers to the functional and production divisions
of the organization.

The subject of strategic personnel management is the personnel
management service of the organization and the top line and
functional managers involved in the type of activity.

The object of strategic personnel management is the total labor
potential of the organization, the dynamics of its development,
structures and target relationships, personnel policy, as well as
technologies and management methods based on the principles
of strategic management, personnel management and strategic
personnel management (Kushnir 1., Kuryliuk Y., Nikiforenko V.
etal., 2021).

What is the reason for the need to apply the principles of
strategic management in personnel management?

Since the end result of strategic management as a whole is to
increase the potential (which includes production, innovation,
resource, human components) to achieve the goas of the
organization in the future, an important place in the process of
strategic management is given to personnel and, in particular, to
increase their level of competence.

The competence of the organization's personnel is a set of
knowledge, skills, experience, knowledge of methods and
methods of work that are sufficient for the effective performance
of job duties.

4 Results and discussion

Competence should be distinguished from competence, which is
a characteristic of a position and is a set of powers (rights and
obligations) that a certain body and officials have or should have
in accordance with laws, regulations, charters, regulations.

In the conditions of strategic management, the role of the
personnel management service in the constant increase of the
competence of employeesissignificantly increasing.

However, the technologies of strategic personnel management
are not yet sufficiently developed, which is one of the reasons
for the problems of the personnel management system.

The human resources of organizations, unlike other types of
resources (material, financial, informational), have a long-term
nature of use and the possibility of transformations in the process
of managing them. They are subject to some form of wear and
tear, so they need to be restored and reproduced.

The inefficiency of applying the principles of operational-tactical
management in personnel management within the framework of
the strategic management of an organization is precisely due to
the fact that it does not take into account the above features and
characteristics of personnel as an object of strategic
management.

The use of personnel as a resource is characterized by the fact
that its reproduction is carried out after a certain period of its
activity, determined by “wear and tear”; its acquisition and
maintenance in working order require large capital investments.
It follows from this that the use and reproduction of personnel is
of an investment nature, since personnel is an object of capital
investment. But the investment of funds can be made only from
the standpoint of strategic expediency.

In strategic personnel  management, the “substantia”
characteristics of personnel (knowledge, skills, abilities, social
status, norms of behavior and values, professional qualification,
hierarchical and demographic structures) are considered as an
object of management. These characteristics, of which heis the
bearer, express the potential of the organization’s personnel from
the point of view of the long term. In addition, the technology of
personnel management (technologies for the realization of labor
potential, reproduction and development of personnel) is also an
object of strategic management. Together, they form the labor
potential of the organization.

The application of strategic management methods is becoming a
real practice in managing the labor potential of enterprises.
Examples are companies such as IBM, Toyota, which use
strategic workforce planning methods based on a well-thought-
out, market-based strategy.

The management of personnel services becomes a full member
of the general management of enterprises and participates in the
development of corporate strategies. A specia place is given to
the assessment and formation of personnel potentia, its
professional growth and development, and increasing creative
and organizational activity.
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Assessing the activities of organizations that have the
opportunity to use advanced methods of personnel management,
we can distinguish three established types of organizations.

1st type. Comprehensively deal with issues of strategic planning
and apply elements of strategic personnel management. Thisis a
smal pat of widely diversified financia and industria
associations and enterprises with great financia and
organizational capabilities, a developed regional network.

2nd type. Use methods of strategic personnel planning. These
are organizations with a stable financial position, stable
technologies and a diversified product. They can be quite
compact in size and have an average number of staff.

3rd type. Delegate functional tasks of a strategic nature to the
personnel management service. Develop strategies for staff
development and focus on them in their activities. These include
medium and large enterprises of various organizational forms,
regional branching, diversification of technologies and products.

Strategic personnel management can proceed effectively only
within the framework of the strategic personnel management
system. It means an ordered and purposeful set of interrelated
and interdependent subjects, objects and means of strategic
personnel  management, interacting in the process of
implementing the “strategic personnel management” function.
The main working tool of such a system is the personnel
management strategy.

Thus, the strategic personnel management system ensures the
creation of structures, information channels, and most
importantly, the formation of a personnel management strategy,
itsimplementation and control over this process.

From the definition of strategic personnel management it follows
that it is aimed at creating a competitive labor potential of the
organization in order to implement the personnel management
strategy. Based on this, al the functions of the personnel
management system can be grouped into the following three
areas. providing the organization with labor potential;
development of labor potential; realization of labor potential.

Strategic personnel management is dual in nature. On the one
hand, it is one of the functiona areas within the strategic
management of an organization (along with marketing,
investment, etc.), on the other hand, it is implemented through
specific personnel management functions aimed at implementing
the personnel management strategy, and from this point of view
itisfunctional subsystem of the personnel management system.

Organizationaly, the system of strategic personnel management
is built on the basis of the existing organizational structure of the
personnel management system. There are three main options for
the organizational design of the system:

1. Complete isolation of the system into an independent
structure (but at the same time there is a danger of
separation from the operational practice of implementing the

strategy).
2. Separation of the strategic management body into an
independent  structural  unit  (strategic  management

department) and the formation of strategic working groups
based on the divisions of the personnel management system.
3. Formation of a system of strategic management of personnel
without separation into structural units (but at the same time,
issues of strategic management are given a secondary role).

The most effective option is to create a “headquarters” strategic
department within the framework of the personnel management
system and coordinate the activities of other departments on
strategic planning issues, when part of the personnel of already
existing divisions of this system is assigned responsibilities for
the “ strategic personnel management” function.

The implementation of the personnel management strategy is an
important stage in the strategic management process. For its
successful course, the leadership of the organization must follow
the following rules:

= godls, strategies, tasks for personnel management should be
carefully and timely communicated to all employees of the
organization in order to achieve on their part not only an
understanding of what the organization and the personnel
management service are doing, but aso informal
involvement in the process of implementing strategies, in
particular development of employees obligations to the
organization for the implementation of the strategy;

= the general management of the organization and the heads of
the personnel management service must not only ensure the
timely receipt of all the resources necessary for the
implementation (material, office equipment, equipment,
financial, etc.). but also to have a strategy implementation
plan in the form of targets for the state and development of
labor potential and record the achievement of each goal;

= the purpose of the strategy implementation process is to
ensure the coordinated development and implementation of
strategic plans for the structural units of the organization as
awhole and the personnel management system.

During the implementation of the strategy, 3 tasks are solved:

First, the priority among administrative tasks (genera
management tasks) is established so that their relative
importance corresponds to the personnel management strategy
that the organization and the strategic personnel management
system will implement.

Secondly, a correspondence is established between the chosen
personnel management strategy and internal organizational
processes, processes within the personnel management system
itself. To ensure that the activities of the organization are
focused on the implementation of the chosen strategy.

Thirdly, it is the choice of the style of management of the
organization as a whole and in individual units that is necessary
and appropriate for the personnel management strategy.

The tools for implementing the personnel management strategy
are personnel planning, personnel development plans, incl. his
training and career advancement, solving socia problems,
motivation and remuneration.

The management of the implementation of the personnel
management strategy is assigned to the deputy head of the
organization for personnel. But he must rely on the active
support of middle managers.

The implementation of the personnel management strategy
includes two stages: implementation of the strategy and strategic
control over its implementation and coordination of all actions
based on the results of control.

The implementation stage includes:

= development of aplan for the implementation of a personnel
management strategy;

= development of strategic plans for the divisions of the
personnel management system as awhole;

= activation of start-up activities for the implementation of the
strategy.

The purpose of the strategic control stage is to determine the
compliance or difference between the implemented personnel
management strategy and the state of the external and internal
environment; outline the directions of changes in strategic
planning, the choice of alternative strategies.

5 Conclusion

In conclusion, the following conclusions can be drawn:
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Strategic personnel management is the management of the
formation of a competitive labor potential of an organization,
taking into account ongoing and upcoming changes in its
external and interna environment, which allows the organization
to survive, develop and achieveits goals in the long term.

The purpose of strategic personnel management in an
organization is to ensure a coordinated and adequate state of the
externa and internal environment, the formation of the
organization’s labor potential for along period.

The subject of strategic personnel management is the personnel
management service of the organization and the top line and
functional managers involved in the type of activity, the object
of strategic personnel management is the total labor potential of
the organization, the dynamics of its development, structures and
target relationships, personnel palicy, as well as technologies
and management methods based on on the principles of strategic
personnel management.

Strategic personnel management of an organization is based on
the strategic management of the entire organization, in addition,
thereis an inverse relationship.

In Ukrainian organizations, strategic personnel management
technologies have not yet been sufficiently developed, which is
one of the reasons for the problems of the personnel
management system.

In Ukrainian science, there is also little information, research,
literature on the issues of strategic management of the
organization’s personnel.
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