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The article is aimed at generalizing the theoretical and practical foundations of HR management by values, allocating the difficulties of such management. The
theoretical studies of Western and domestic scholars on the management by values are analyzed, which, according to the authors of the article, is one of the
most effective ways to improve personnel work. Involving staff in the decision-making process is possible in any management model. Values change the behav-
ior of the staff. Each company has its own values, and the behavior of employees is grounded on basic values. As a result of the research carried out on the basis
of one of the largest banks in Ukraine - JSC CB «PrivatBank» - five main directions of improvement in motivation of labor are proposed, which are also the main
problems of the financial organization, which need to be addressed. An analysis of the bank’s system of motivation showed that HR management is carried out
through a combination of administrative, economic and socio-psychological management methods. It is determined that the development and implementa-
tion of the values system in the company is as follows: development of key criteria for the value system (for this are created working groups of key employees);
interviewing staff to determine the importance of each criterion to them, conducting a survey among employees to determine the extent to which each criterion
is implemented in the company; analyzing the employees’ perception of the company’s existing values system based on the data obtained. Recommendations
for hiring staff are proposed, as outlined in the checklist to valuate the quality of the candidate as a future employee. The difficulties of management by values
at Ukrainian enterprises are substantiated. Based on the authors’ own research, the core values from the employee’s point of view are proposed. Also recom-
mendations to improve the company’s personnel policy in the context of HR value management are proposed.
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Jlax 1. 0., lumeuH O. |. YnpaeniHHA nepcoHanom 3a yiHHOCMAMU AK iHHoeayiliHuli winax yoocKoHaneHHs Kadpoeoi pobomu
Memoto cmammi € y3a2a/16HeHH MeopemuyHUX i nPaKkmuyHUX 3acad wooo ynpaeiHHA MEPCOHANOM 30 UiHHOCMAMU, BUOKPEMAEHHA CKAAOHOW8 MaKo2o
ynpaeniHHs. [poaHanizoeaHo meopemuyHi 00CAiOHEeHHA 3aXiOHUX | 8IMYU3HAHUX y4eHUX CMOCOBHO YMPaBMiHHA 30 YiHHOCMAMU, AiKe, Ha OyMKy aemopie cmam-
mi, € 00HUM i3 HalibinbW e(hekmusHUX wisxie yOOCKOHANEHHS Kadposoi pobomu. 3asny4eHHs MepcoHany 8 MPouec npuliHAMmA piweHs Moxuee 8 byOb-aKili
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Modesni meHedHMeHmYy. LliHHOCMI 3miHIOlOMb M0BeOiHKY nepcoHany. Y KoxcHoi Komnanii caoi yiHHoCMi, ma nosediHka cnispobimHukie 6ydyemscs Ha 6a308ux
uiHHocmax. Y pesyabmami npogedeHux docnideHs Ha 6a3i 00Ho20 3 Halibinbuwiux 6aHkie YkpaiHu — AT Kb «[TpusambaHK» — 3anponoHO8aHO N'AMb 0CHOBHUX Ha-
MPAMKie noainweHHs Momueayii npayj, AKi MaKox € 20108HUMU NPobaeMamu iHaHCo80i opeaHi3ayii ma nompebytoms supieHHs. AHani3 cucmemu Momuea-
uii npayi 8 6aHKy NoKasas, wio yrpaeniHHa nepcoHanom 30ilicHHEMbCA 30 00MOMO20K0 MOEOHAHHSA AOMIHICMPAMUBHUX, EKOHOMIYHUX i COYiaMbHO-MCUX0/102IYHUX
Memodie ynpassiHHA. BusHaYeHo, wjo po3pobka ma 8nposadxeHHa cucmemu yiHHocmel y KOMAaHIi 8i06YBAEMbCA MAKUM YUHOM: PO3POBKA KAKOYOBUX KPU-
mepiig cucmemu yiHHocmel (0114 4bo20 cMBoPIoMbCA POBOYI 2pyNU 3 KAKHOBUX CMiBPOBIMHUKIB); MPo8edeHHs onuMyeaHHs ceped CrispobimHuKie 3 Memoto
BU3HAYEHHS BAXIUBOCMI KOXHO20 KpUMEPIto 015 Hb020; IPOBEOEHHS OMUMYBAHHS ceped crispobIMHUKIE 3 MemOoko 8U3HAYEHHS CMYNeHs Peani3auii 8 KOMNAHil
KOMHO020 Kpumepito; MposedeHHs aHasi3y cnpuliHaImmsa cnispobimHUKamu icHyroyoi cucmemu yiHHOCMel KOMNaHii Ha 0CHO8I oMpuMaHux daHuX. 3aMponoHosa-
HO pekomeHdauii no Hatimy nepcoHany, aKi 8uKAadeHi 8 Yek-aucmi wooo oyiHKU AKocmi KIHOUOAma AK MalibymHbo20 npayisHuka. O6rpyHMOBAHO CKAAOHOW,i
ynpasiHHA 3a UiHHoCMAMU nionpuemMcmeamu Ykpaiku. Buxodsyu i3 8nacHUX 00C/1ioxeHb 3anponoH08aHO 0CHOBHI UiHHOCMI 3 MoYKU 30py crispobimHuka. Ta-
KoM HageOeHo pekomeHOayi wjodo 800CKOHAAEHHA KAOPOBOI MOAIMUKU MidNPUEMCMEA 8 KOHMeKCMI ynpasiHHS NepcoHAnoM 3a YiHHOCMAMU.

Knroyosi cnoea: ynpaeninHs, nepcoHan, yiHHocmi, kadposa poboma, KAOPOBA MosMIMUKaA, MOMUBAUA.
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Jlax W. A., lumeuH O. U. YnpaeneHue nepcoHanom no yeHHOCMAM KaK UHHOBAYUOHHbII mymb coeepuieHcmeosaHus Kadposoli pabomol
Lenbto cmameu Aensemca 0606weHue meopemuyeckux U MpaKmuyeckux 0CHO8 yrpasaeHus nepcoHand no YeHHoCmam, evioenerue mpyoHocmeli makozo
ynpaeneHus. [poaHanU3uposaHsl meopemuyeckue Uccaedo8aHuA 3anadHbIX U 0Me4ecmBeHHbIX y4eHbIX OMHOCUMEsNbHO YpasaeHUs Mo UeHHOCMAM, Komo-
poe, Mo MHEeHUK0 a8MOoPo8 CMamoU, A8/19emcs 00HUM U3 Haubosnee 3hexkmusHbix nymeli cosepuieHCMB08aHuA Kadposol pabomel. BossneyeHue nepcoHana
8 MPOYECC NPUHAMUSA pewieHuli 803MoxHO 8 toboll modenu meHedumeHma. LieHHocmu meHsarom nogedeHue nepcoHana. Y Kaool KOMIAHUU C80U UeH-
HoCmU, u nogedeHue compyoHUKo8 cmpoumca Ha 6a308bIX YyeHHOCMSAX. B pesyabmame npogedeHHbix uccnedosaHuli Ha 6ase 00H020 U3 KpynHeliwux 6aHKo8
Ykpaunel — AO Kb «[pusambaHk» — npednoxeHo NAmes 0CHOBHbIX HANPABAEHUU yayqweHUs Momusayuu mpyda, Komopsle Makxe AAAOMCA 21ABHbIMU
npobaemamu (huHaHCOBOL opeaHU3ayuL, mpebyowumMu peweHus. AHaau3 cucmemsl Momusayuu mpyoa 8 6aHKe MoKasas, Ymo ynpasaeHue NepcoHanom
ocywecmeansemcs ¢ MOMOWbIO COYeMaHUs AOMUHUCMPAMUBHbIX, IKOHOMUYECKUX U COYUAbHO-MICUX0M02U4ecKUX Memodos ynpasneHus. OnpedesneHo, 4mo
pa3pabomka u eHedpeHue cucmemsl yeHHocmel 8 KOMMAHUU MPOUCX00UM cedyrowum 0Bpa3oM: pa3pabomKa KIKYEBbIX KpUumepues cucmembl yeHHocmel
(015 3mozo co30aromces paboyue 2pynmbl U3 K1K0YEBbIX COMPYOHUKOB); MposedeHue onpoca cpedu compyoHUKOB C Uesblo onpedeneHus 8axHOCMU Kax0020
Kpumepus 01 Hezo; nposedeHue onpoca cpedu compydHUKO8 C Uenbio onpedesneHus cmeneHu peanu3ayuu 8 KOMIaHUU Kaxdoeo Kpumepus; npogedeHue
aHAAU3a 80CMPUAMUSA COMPYOHUKaMU cyujecmeyrowseli cucmemsl yeHHOCMell KOMIAHUU Ha OCHOBE MOsYYeHHbIX OGHHbIX. [1pednoxeHbl pekomeHdayuu npu
Halime NepcoHana, u3noxeHHble 8 Yex-aucme nMo OyeHKe Kayecmea KaHoudama Kak 6ydyujeeo pabomHuka. O6OCHO8AHYI CAOKHOCMU YMPaBAEHUS MO YeH-
Hocmam npednpuamuamu YKpauHsl. Mcxods uz cobcmeeHHbIx ucciedosaruli mpednoseHsl 0CHOBHbIE UEHHOCMU ¢ MOYKU 3peHus compyoHuKa. Takwe nped-
CcmasseHbl PeKOMeHOAYUU M0 COBEPWEHCMBOBAHUI0 KAOPOBOU MOAUMUKU MPeONpuAMUS 8 KOHMeKCMe yrpasaeHUs MePCoOHANOM 10 YeHHOCMAM.
Kntovesbie cnosa: ynpaeneHue, nepcoHasn, yeHHocmu, Kadposas paboma, Ka0posas noAUMUKA, MOMUBAYUS.
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n the current context of unstable development of
the Ukrainian economy, the construction of effective
personnel work in enterprises in Ukraine is one of
the primary conditions for them to achieve a sustainable
financial result. The integration of Ukraine into the Eu-
ropean community and other international processes, on
the one hand, contribute to the introduction of new pro-
gressive management mechanisms in organizations, and,
on the other hand, require new management approaches
in order to increase effectiveness of personnel manage-
ment systems.
According to the author, the most effective way to
improve personnel work is to introduce values in the or-
ganization of personnel management.
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At the turn of the century, the idea was expressed
that there observed a transition from management by in-
structions to management by values [3]. P. Pruzan previ-
ously indicated that there was a shift from the traditional
management approach, based on direct control and per-
formance monitoring, to a value-based perspective ap-
proach [6].

Regarding the values of the personnel of organiza-
tions, the words of management classics T. Peters and R.
Waterman should be cited, “..the real role of the chief
executive is to manage the values of the organization” [8].
The values of the organization’s personnel form corpo-
rate culture.
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The book of T. Peters and R. Waterman “In Search
of Excellence: Lessons from America’s Best-Run Compa-
nies” [8] is one of the first works on the problems of per-
sonnel management by values. It describes the concept of
7C, the central component of which is corporate values
as a resource for the development of an organization.

Further promotion of the idea of using corporate
values to manage companies is associated with the names
of S. Dolan and S. Garcia [3]. They argue that values man-
agement has a threefold goal:

+ tosimplify the organizational problems that arise
in connection with the growing need to adapt to
changes at all levels of the company;

+ toindicate the strategic vision of the future of the
company;

+ to ensure the dedication of each employee to
daily high-performance work.

From a practical point of view, the goal of value-
based management is to create conditions under which
employees can work independently and effectively to
achieve the goals of the company [5]. K. Jaakson defines
management by values as “a series of interrelated mana-
gerial activities to ensure the acceptance of relevant orga-
nizational values inside and outside the organization” [4].

odern innovative approaches to social devel-
Mopment of an enterprise stimulate and form its

fundamentally new strategic directions. One of
these is the effective personnel management based on the
value system formed by the enterprise itself. Under mod-
ern conditions, considering the mechanism of personnel
management as a whole, it is necessary to start with the
value system, and then choose forms and methods of per-
sonnel management, build a personnel policy (selection,
training, personnel development), take into account the
influence of external and internal factors. The foundation
of personnel management is organizational culture with
its functions: security, integrational, regulatory, motiva-
tional, economic one, etc. [7].

In support of the trend towards the transition to
value management, a number of well-known companies
(General Electric, Microsoft, Levi Strauss, AT&T, etc.)
began to integrate values into their business practice.
Examining a number of successful companies, J. Collins
and J. Porras came to the conclusion that all of them did
not change either their core goals or core values while
their business strategies and practices were repeatedly
adapted to changing conditions. This allowed them to be-
come unique organizations able to innovate and achieve
impressive results over a long period [2].

The work of A. Skobtseva identified the important
role of corporate culture. According to the research, 86%
of companies around the world recognized that the key
to success of their business in highly competitive realities
was a healthy corporate spirit. Due to the increased in-
volvement of personnel, companies were able to improve
the quality of work by 44% and increase profits by 22%

per year [9].
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American researchers K. Cameron and R. Quinn
[1], analyzing the characteristics of the cultures of several
hundred organizations, identified four basic types:

+ clan culture, which is similar to a family, tribe,
sect, where people have a lot in common. The or-
ganization is held together by a commitment to
tradition;

+ adhocracy culture (from the Latin. Ad hoc - “on
occasion’, situationally), which suggests a cre-
ative, innovative association. The unifying es-
sence, value is the willingness to constant change,
experimentation, innovation;

+ hierarchy culture, which implies structured and
formalized environment. It is controlled by pro-
cedures;

+ market culture, which is aimed at achieving re-
sults. Competition, desire to become the best are
welcome here.

In any organization, there are always elements of
all basic cultures in various proportions. However, one of
the described cultures always prevails.

Value-based management rests upon corporate
ideology. Ideology is a system of views and ideas that de-
termines the values of a company, its corporate culture,
vision and development concept. Ideology is consciously
created by chief executives as a tool for management and
development of an organization [10].

ur studies were conducted on the basis of one of

the largest banks in Ukraine, Joint Stock Company

Commercial Bank “PrivatBank” Personnel man-
agement at the bank is in charge of its HR Management
Department, which performs the functions of personnel
planning, selection and hiring; career guidance; staff adap-
tation; professional training and staff development.

Based on the analysis of the bank’s main structur-
al unit dealing with human resources management, we
came to the conclusion that it has the following tasks:
planning staffing and staff movement; organizing staff
recruitment and placement; analizing professional and
personal qualities of the bank’s employees; organizing
HR management; assessing and certifying the bank’s
employees; organizing staff training and development;
forming a personnel reserve, organizing leadership de-
velopment and career management; improving working
conditions and solving social issues; developing motiva-
tion of the bank’s employees.

In general, we can note that “PrivatBank’, in order
to retain the best employees, as well as increase its reli-
ability and efficiency, needs to do the following:

+ to find out what its employees really want (by
communicating with them and continuous feed-
back);

+ to provide a wide range of career opportunities
and development for its employees;

+ to introduce a system of criteria and incentives
that clearly show what exactly the bank expects
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from its employees, and how they should work to
be rewarded.

In the optimal amount, the planned need for per-
sonnel can be facilitated by promoting the bank’s employ-
ees or by hiring. Promotion may require retraining. It is
also needed in order to prevent the aging of personnel.

Improving the management process is possible
through staff development and enhancing the personnel
assessment system.

Personnel training helps, on the one hand, increase
efficiency of the bank and professional growth of its em-
ployees, on the other hand, strengthen its authority for
partners and customers, and further develop the entire
banking industry.

Features of the formation of the banking staff de-
velopment system depends on the specifics of banking
activities in general (working with clients, introducing
new services, new software, new banking products, etc.),
features of the bank (its strategic objectives, financial sta-
tus, size, banking operations), as well as material resourc-
es, the willingness of the bank’s management to invest in
the development of its staff.

hus, the construction of an effective and versatile

personnel development system unser the current

conditions allows Joint Stock Company Commer-
cial Bank “PrivatBank” to solve a whole range of man-
agement tasks, form a highly professional and motivated
team, as well as increase the bank’s competitiveness.

We can define five main areas for improving labor
motivation, which are also the five main problems that
need to be addressed. In view of this, the following rec-
ommendations were developed (TbL. 1).

Table 1

Five major problems and recommendations for their
solution in JSC CB “PrivatBank”

Problem Solution Recommendations

Applying a performance-
based employee incentive
program

Material incentive

Introducing a continuing edu-

Staff qualit )
quatty cation system

Implementing and rewarding
initiatives of employee, not
just those of managers

Labour organization

Personnel involvement in
the management process

Implementing the democratic
principle “to hear all opinions”

Accounting for the emplo-
yee's identity in providing
intangible incentives

Intangible incentive

Source: developed by the authors.

Analysis of the system of labor motivation in
“PrivatBank” showed that personnel management is car-
ried out using a combination of administrative, economic
and socio-psychological management methods. The ba-
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sis of the personnel incentive system is organizational
and technical methods that optimize the construction of
a labor efficiency management system.

The system of motivation of JSC CB “PrivatBank”
and its impact on the performance of its personnel are
given in Thl. 2.

The used socio-psychological methods are effec-
tive non-material means of improving employee perfor-
mance, creating a favorable psychological climate in the
team and a sense of belonging to the organization. The
established at the bank stable amount of staff remunera-
tion prevents an increase in the staff turnover and reduc-
es the cost of finding new labor resources.

Most people go to work for a salary. Salary moti-
vates, but not enough. Good employees are motivated by
career opportunities. They think in terms of the future.
Using only material incentives is not efficient even in the
West. A balanced set of different motivation groupspo-
vides a good result.

n general, well-framed efforts to develop a career

management system in a bank can help employees in

determining their own needs for promotion, provide
information on relevant career opportunities within the
financial organization, and combine the needs and goals
of an employee with the goals of the organization. The
formation of the system can reduce the aging of human
resources, which are so expensive for a bank. In addition,
the career counseling system is able to provide consid-
erable assistance to the bank’s management in terms of
understanding the motivation of their employees and ad-
justing the methods and incentive programs used.

When hiring the staff, it is advisable to follow the
recommendations set out on the checklist for assessing
qualities of a candidate as a future employee (75l. 3).

We believe that the main criterion in the formation
of a bank’s personnel should be human values. You can
prepare a person professionally very quickly, but values
are difficult to change.

Difficulties in managing values:

+ the value should be similar to those of the person.
Most people can not define their values, are not
capable of self-identification;

+ aperson cannot accept a value when at work and
abandon it when leaving work. Not all employees
see their work as a place they live;

+ the organization should have a leader obsessed
with the idea, who could be be an example to fol-
low;

+ when recruiting staff, a rigorous selection should
be performed with consideration for the organi-
zation’s values.

The introduction of changes in the company always
causes resistance. It can be optimized but not eliminat-
ed. Most people don't like something in the company.
A person’s own goal may not coincide with the mission of
the company. However, a balance between the interests
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Table 2

Incentive program of JSC CB “PrivatBank” and its impact on the personnel performance

+ To personnel performance
Motivation group Motives and incentives (according to expert observations
of the author)
s . Salary, participation in profits, acquisition of shares,

Material incentives v P P P g +50%
performance-based payments
Diplomas of Merit, valuable gifts, title, souvenirs,

Non-material incentives oral encouragement, good relations with collea- +25%
gues and top managers
Freedom of choice and action, satisfaction

Career Opportunity, of an employee’s own ambitions, achievement +10%

Decision-Making of a higher position in society, application of his/
her knowledge and skills, justified expectations

. . Health and pension insurance, social benefits, rec-

Social Security . i, . . s +5%

reational opportunities, special working conditions
_— Mission, corporate culture, team affiliation, socio-

Group motivation rpora +5%
psychological climate

Training, continuing Trainings, courses, seminars, adaptation of new +50

. 0
education employees, new knowledge

Source: developed by the authors.

Table 3

Checklist for assessing qualities of a candidate as a future
employee (for the management of departments
of JSC CB “PrivatBank”)

Qualities of the candidate Score

Formal parameters

Personal qualities

Professional qualities

Health status

Appearance

Job specific qualities

Source: developed by the authors.

of employees and the interests of the company must be
achieved.

The development and implementation of a value
system in a company includes the following stages:

+ developing basic criteria of the value system (for
this purpose, working groups of key employees
are created);

+ conducting a survey among the company’s em-
ployees in order to determine the importance of
each criterion for him/her;

+ conducting a survey among the employees in or-
der to determine the degree to which each crite-
rion is implemented in the company;

+ analizing employee perceptions of the existing
value system of the company based on the data
obtained.

The survey is conducted among the company’s em-
ployees anonymously.
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Based on our own research, we offer the following
core values from the point of view of an employee:
+ product (work) value:
a) interesting work;
b) decent salary;
c) career growth, promotion;
e) training and development;
g) incentive program;
+ company value:
a) company image;
b) prestige of working in the company;
c) corporate culture;
e) social programs;
g) company stability;
+ individual (leader) value:
a) leadership qualities;
b) professional qualities;
c) attention to employees;
e) encouragement of initiatives;
g) focus on achievements.

cess is possible in any management model. It should

be borne in mind that values change the staff behav-
ior. Each company has its own values and employee be-
havior is based on core values.

The personnel policy in JSC CB “PrivatBank”
should be aimed at creating a systematic work with
personnel in order to achieve not only economic effect,
which is extremely important, but also social effect,
which is even more important. We believe that in the
personnel policy of an enterprise, two aspects of work
of the HR department should be distinguished. The first
direction is associated with the awareness of the person-

Involvement of personnel in the decision-making pro-
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nel of the rules, norms, values adopted by the enterprise.
The second aspect of work of the HR department is the
degree of openness of the enterprise to the outside world,
i.e., orientation toward either its own or attracted per-
sonnel. Our own observations show that the focusing of
a company on its own personnel, i.e., when employees
understand the transparency of career building, tangible
and intangible incentives, is a more productive approach
in a strategic perspective.

We have defined five main recommendations for
improving the personnel policy of an enterprise in the
context of personnel management by values:

+ improving personnel quality due to enhancing
quality of attraction and selection of specialists;

+ implementing performance-based incentives;

+ using intangible incentives depending on the val-
ues of an individual employee;

+ involving personnel in the management process
on the principles of social partnership between
employees of the enterprise;

+ improving the organization of labor through us-
ing feedback between managers and employees.

CONCLUSIONS

Today, in Ukraine, there are a number of factors
that, on the one hand, require applying new technologies,
and, on the other, introduceing personnel value-based
management. Based on the foregoing, we conclude that
management by values is a systematic work. It should
be carried out in the following areas: implementation of
team work in the company, client focus, fairness to staff,
and initiative.

Thus, we can summarize the results obtained during
the study. Firstly, today, prerequisites for domestic enter-
prises to actively introduce the concept of “value manage-
ment” into the management system have formed. Second-
ly, it is determined that the consistency of the beliefs and
values of managers with the values of employees is one of
the key factors in improving team performance and com-
pany profits. This has urged the need to develop appropri-
ate tools to identify the most significant values through the
synthesis of employees’s ideas at different levels. |
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