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The article is concerned with theoretical aspects of the formation of staff management systems for integrated holdings on the basis of valuation models. The place
and role of the competences model in the staff management system has been displayed. The constituent elements in the staff management of an integrated enter-
prise as part of a holding have been determined. A characterization of staff management system in modern conditions has been provided and the most significant
issues have been defined using the system management model. The methodical instrumentarium and the HR-technologies of formation and implementation of
the competence approach in the management of staff have been developed: methodical and practical recommendations on evaluation have been generated. This
management system, in turn, increases the likelihood of concluding successful deals, maintaining the necessary business contacts, increasing labor productivity,

creating a favorable image of the organization and attractiveness of the organization to investors, shareholders, potential employees, partners, customers.
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Konocok B. M., LiypkaH M. /1. Po3gumok cucmemu ynpaeniHHA nepcoHanom
iHmezposaHux nidnpuemcmea xonduHzie Ha OCHOBI OYiHOYHUX Modeneli

Cmamma npucesyeHa MeopemuyHUM acrnekmam (opMy8aHHS cucmem
ynpasniHHA NepcoHanomM iHmMe2po8aHUX X0n0UH2i8 HO 0CHO8I OYIHOYHUX MO-
deneli. [TokasaHo micye i ponb modeni Kommnemeryili y cucmemi yrpassiHHA
nepcoHanom. BusHayeHo cKnadosi enemeHmu 8 ynpasniHHi nepcoHanom
iHmezposaHo20 nidnpuemcmaa 8 cknadi xonduHey. [TodaHo xapakmepucmu-
Ky cucmemu yrpaesniHHa nepcoHanom y Cy4acHuUX ymosax i 8UsHa4eHo Hal-
GinbWw 3Ha4ywi MUMAHHA 30 00MOMO20t0 CUCMEMHOI MOOeni ynpasniHHA.
Po3pobnieHo memoduyHull iHcmpymeHmapili i nepcoHan-mexHonoeii gpopmy-
80HHA Ma peanizayii KomnemeHmMHICHO20 Nidxo0y 8 pobomi 3 NEPCOHANOM:
chopmosaHo MemoduyHi ma npakmuYHi pekomeHdayii wodo ouiHku. Mped-
cmassieHa CUCMeMa ynpaeniHHA, CBOEHD Yep2oto, Midsuwye imMosipHicmb
YKNAOaHHA 80anux Y200, NidmpumaHHa HeobXiOHux b6i3Hec-KoHmakmis,
36in1blWeHHA MPOOYKMUBHOCMI MPayi, CMBOPeHHs CrpusmsUB020 iMioHy
opaaHi3ayii ma npusabausocmi opeanizauili 0na iHeecmopis, akyioHepis,
nomeHuyiliHux npayieHuKis, napmHepis, KaiHmig.
Knrouosi cnosa: ynpasniHKa nepcoHanom, cucmema ynpassiHHs, iHmeapo-
8aHe nidnpuemcmeo, oyiHoYHa modese.
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aking into account the growing attention to HR

management among scientists, analysts and owners

of international business the problem of necessity

for improving and upgrading the existing methods and pro-

cesses of the staff management at enterprises, incorporated
into the vertically-integrated holdings, arises.

The problem of determination of methodical ap-

proaches to management of staff, employed at industrial en-
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terprises, belonging to corporate amalgamations, was ana-
lyzed in the works by such Ukrainian scientists-economists,
like V.M. Kolosok, A L Pisarevskaya, A.E.Fedorova, O. A. Mo-
rozova, G.R. Djinchradze and O.V. Gorshkova. Their works
are concerned with development of new approaches to staff
management in the vertically-integrated structures.

The objective of the research is to substantiate the ad-
visability of application of the new method of Assessment-
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center — a new technology of HR management. Within the
system of the staff management of integrated holdings (on
the example of “Metinvest” holding).

trategic priorities, development objectives and main

tasks of functioning of the Cabinet of Ministers for the

years 2016—2017 confirm the principal significance of
development of a quality system of the staff management
at national enterprises, aimed at increasing their aggregate
operational efficiency. Undoubtedly, highly-qualified staff,
having the corresponding professional skills and knowledge,
flexible analytical way of thinking, capable of generating
new ideas, sometimes original, but efficient ones, fulfilling
the functions of basic units of the entire system of corporate
management, ensures functioning of the whole vertically-
integrated corporate structure.

The measures to be taken by Ukraine according to
reformative requirements of the European Union in the as-
sociative and integrative processes require newer solutions
and reforms in the branch of the national corporative HR-
management. Particularly, it is connected with the fact that
the authorities of staff departments have to master the ability
to realize quite clearly actual and potential capabilities of all
their staff members and their ability to cope with the tasks,
they are to solve in due time and under particular circum-
stances. It may be said that this task is not easy to solve, as it
requires improvement of the existing methods, technologies
of staff management, improvement of transparency of evalu-
ation of personnel, increasing the efficiency of the feedback
system between the management and their subordinates.

Such types of analyzing like analysis of roles, stake-
holders analysis and cultural analysis have become new in-
struments for HR managers, having a serious, independent
concept within the context of globalization. The method of
assessment-centers allows to unite these types analyzing.

This technology, applied in the process of personnel
evaluation makes it possible to assemble a mighty team of
professionals, who will create prerequisites for raising labor
productivity and key indices of efficiency of the entire cor-
poral structure, because of their competence and strive for
self-realization.

Understanding of the fact that a model of competences
is required for efficient functioning of the work with staff re-
serve, that includes description of requirement for skills and
knowledge, necessary for successful acting, is growing with
each day. This model must take into account workers’ per-
sonal traits, describe particulars in requirements for workers
of different position groups and express stability in develop-
ment of competences. Here time requires from a company
formation of qualified management teams, capable of:

+ working promptly, efficiently and with high qual-
ity;

+ taking and implementing innovative solutions.

+ realizing the importance of the mission of a corpo-
rative division.

+ acting in unbiased manner and observing legal re-
quirements.

Only evaluating management competences makes it
possible to distribute staff members among office positions
in the right way. Thus, managers of all hierarchical levels
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of the system of the management system of a holding will
be able to use their staff members talents in the most effi-
cient manner, allowing to maintain devotion and motivation
among their employees in the long-term perspective.

For formation of an efficient team of workers it is
necessary to set up a model of competences, having an in-
tegral description of requirements for skills and knowledge
of workers, necessary for successful activity, that takes into
account particulars and personal traits of each employee.
This model should describe details and difference in the re-
quirements for workers of different positions, groups, cor-
porate divisions, and express continuity in development of
competences.

The local authorities members have to take a personal
part in creation of the model of competences, evaluating
parameters of staff members’ successfulness. The evaluated
parameters lay the foundation of competences of the work-
ers of integrated enterprises

Competences that must include the corresponding
model are the criteria of evaluation, mad, for example, by
the method of assessment-centers.

Implementation of the system of evaluation of compe-
tences of workers of various corporate subdivisions allows:

+ stimulation of desire of staff members to raise their
qualification;

+ revelation of the necessity to improve qualification,
professional training and retraining of managers
and specialists;

+ compiling of individual plans of development of
each particular staff member;

+ formulating training programs for all hierarchal
levels of corporation, allowing efficient distribu-
tion of corporative financial means, allocated for
training;

+ efficient application of staff members’ potential at
the positions, where they may do their best for the
benefit of their corporation;

+ evaluating an opportunity of application of poten-
tial and perspective capabilities of staff members;

+ making the procedure of forming the staff reserves
efficient, clear and open;

+ establishing the right of managers and specialists to
be included into the staff reserves of the holding.

he main objective of such centers of personnel man-

agement under the present conditions is to maintain

the unity of business, State and society, improve ef-
ficiency of activities of the national integrated enterprises,
by means of growth of labor productivity and the level of
professional an competence efficiency of the workers. To
achieve success, managers of HR departments should be
responsible professionals, capable of applying efficient and
powerful instruments of staff management.

According to the results of theoretical substantiation
of the advisability of application of assessment-centers in
staff management in this research it is proposed to set up a
METINVEST assessment-center on the basis of the Division
of management of staff policy of Personnel Direction of the
“Metinvest Holding” society.
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The activities of the METINVEST assessment-center
have to solve the existing problems of maintaining quality
and efficiency of personnel management of the integrated
corporate structures.

The Center’s design should be started, first of all, with
setting up the objective and main tasks of its activity.

It is suggested in this research to consider creation of
competent and professional team of specialists as the main
mission of the Center.

The main objective of the Center — is to raise the level
of professionalism and competence of the workers of the
corporate structure, by means of perfection of the profes-
sional practice of HR management, on the basis of combin-
ing professional competences and experience of profession-
als in the personnel evaluation.

he main basis is the interaction of three chief com-
ponents — practice, science and education, coopera-
tion and contact between the leading audit special-
ists. This gives an opportunity for workers to reveal their po-
tential. The results of personnel evaluation, based on these
principles, should reveal quite clearly workers’ weak points,
that require some individual work, raising professional
level, acquisition of new additional knowledge and pos-
sible retraining or re-qualification. This also concerns the
top-managers’ level (particularly the Direction of personnel
and social issues of the “Metinvest” holding), it is neces-
sary for them to promote workers personal development,
create decent labor conditions, motivate staff members for
achievement of the best results, raise the level of staff mem-
bers competence and the level of professionalism of human
resources. This must help the Center’s resources to reveal
the potential of the workers of “Metinvest” by means of:
+ the Center’s teaching programs, training sessions,

participation in personnel and HR management
forums;

+ promotion of the proper level and organization of
evaluation of personnel, by means of raising the ef-
ficiency, transparency and accountability;

+ consolidation of professional knowledge, skills and
experience, carried out by leading specialists in HR
management;

+ development of scientific proposals, regarding im-
provement of the corporate HR policy;

+ creation of advantages of being a client of the Cen-
ter, including an opportunity of using corporate
professional networks, it promoting communica-
tion and exchange of experience between employ-
ees of the holding;

+ organization of high quality training at the Center;

+ granting certificates for persons, who completed
training at the Center, participated in conferences,
training sessions or master classes;

+ other measures.

On the basis of the results of a theoretical analysis of
research and analytical sources of information [1-3] most
optimal general competences were prescribed, that employe-
es of the “Metinvest” holding must possess (Table I).

The internal organization mechanism of the Center’s
functioning, represented by the corresponding set of instru-
ments, levers and methods is shown in Fig. 1.

It is worthwhile to mention here that functioning of
the described METINVEST Assessment-Center must be
done in close relationship with the instruments of training
and development of the Metinvest” holding (programs of
“Corporate university).

Particularly, these programs of training and deve-
lopment of chiefs and employees, belonging to the Staff re-

master classes, probation training and exchange,  serves help reaching the levels of high and medium mana-
Table 1
Optimal set of general competences of workers of the “Metinvest” holding
No. Competence Description
Team working reveals respect among colleagues and fellow workers.
It develops and maintains good working relations with other persons, promoting in-
. . formation and knowledge exchange in due cases.
1 Capability of team working ) . )
Formation of personal proposals, ideas and perspectives.
It promotes understanding of person’s own role in the team and exerting efforts,
aimed at fulfilling it
Ability of making essential conclusions from data bases.
2 Processing of big amounts of data | Operation with different information types, like numerical masses, graphs, making
computations etc.
3 New workers in HR-management Application of approaches to ensuring of well-organized and properly done work.
Development of new advanced methods of work
Knowledge of fundamentals Know!edge.ofthe prmuples anq .Ieadmg strategies ofthe holding.
4 of corborate management Experience in specialty and position, that worker occupies.
P 9 Understanding of the holding’s corporate values
Ability of taking responsibility for work.
Ability of working in conditions of a deadline and completing the work in due time.
5 Aiming at the result Ability of checkmglcarefully all kinds of work, according to lofty standards and ability
to teach on own mistakes.
Ability of identifying and evaluating importance and actuality of the targets set.
Demonstration of own initiative and flexibility at work
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Internal organization mechanism of Assessment-Center
of the METINVEST

l

| |

Instruments |

Methods | |

Levers

Instruments of staff audit

management (motivation
instruments, career
planning, planning of
professional development
of a person, analysis

of stakeholders etc.)

Organization and

(interviews, analytical - Competent and
questionnaires, testing professional workers.
etc.) Instruments of HR Social Efficiency of operation

and psychological
Achmeological

Administrative

High quality work.

of division.

Efficiency of holding’s
operation.

Corporate profits

Fig. 1. Internal organization mechanism of the Assessment-Center of the METINVEST

gement ranks. The program participants are proposed by
divisions’ leaders at the time of their annual assessment of
working efficiency. Only workers with high results, high
development potential and interested in career promotion
can be enrolled into the staff reserves [5;6]. Besides, these
programs, particularly: “DNK-management” of the “MET-
INVEST”, “Academy of leadership’, “Development vector’,
the program of module integrating were developed jointly
with the “Skolkovo MSU”.

The model of interaction of the Assessment-Center
with the instruments of teaching and development of the
“Metinvest holding” is depicted in Fig. 2.

CONCLUSIONS

According to the results of the investigation per-
formed, the advisability of application of the new technology
of HR-management — Assessment Center — was proved into

the general strategy of personnel management of the “Met-
invest holding” The article suggests to set up an Assessment
Center-METINVEST on the basis of the holding, in close
connections with the teaching and developing instruments
of the “Metinvest” holding (Corporate university Programs).

In the process of implementation of the main objec-
tive of the Center’s functioning in the process of its activi-
ties-improvement of the level of professionalism and com-
petence of the workers of the corporate structure, by means
of perfection of professional practice of HR-management on
the basis of uniting professional competences and experi-
ence of professionals in charge of personnel evaluation, the
“Metinvest” holding will be able to reach its principal objec-
tive in the domain of staff management — developing of the
better practice of business, for which qualified specialists
and efficient managers are required, who are ready to learn
and grow alongside with their company. u

“DNK” METINVEST management
Level: younger managers

"Leadership academy”
Level: top managers

The “Skolkovo” module
integrated program
Level: medium, top
managers

Assessment-Center
“METINVEST”

“Development vector”
Level: medium managers

Training at work places, self-training,
continuation of education, upgrading
of qualification
Level: workers, specialists

“Staff reserves”
Level: workers, specialists,
younger, medium and top

managers

Fig. 2. The model of interaction of the Assessment-Center with the instruments of teaching and development
of the “Metinvest holding”
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