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MARKETING APPROACH TO THE DEVELOPMENT OF PERSONNEL
MANAGEMENT SYSTEM

Abstract. Developing and implementing an effective management strategy is a key milestone for
companies due to the current economic crisis, the impact of recent pandemics, and increased
competition. The current state of the economy makes internal stability and mitigation of external
shocks key strategy milestones. The systematization of literature sources and approaches shows
that business is becoming increasingly complex, while business processes require human
resources (HR) and leadership strategies. Despite the development of IT and the introduction of
IT practices in most areas of business activity, human resource management has become
significantly more complex. The ability to adapt to the ever-changing business environment,
flexibility and agility is becoming one of the most important features of a modern management
system. The flexibility of the system depends on the talent management system (TMS), the quality
of human resources (HR) and human capital (HC) of employees. The main purpose of this article
is to substantiate the theoretical, methodological and practical recommendations for the use of
marketing tools in enterprise personnel management. Accordingly, the result of the study is
aimed at building a modern system of enterprise personnel management. The methodological
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tools for studying the personnel management system are: the method of analysis and synthesis;
using the method of comparison, the theoretical foundations of the concept of "personnel
management" are studied, and the financial indicators of the empirical basis of the study are
compared; the use of the graphical method was appropriate when constructing diagrams based
on the methodology of personnel management in an organization and diagrams of the
organizational structure of enterprise management. Employees are a fundamental component of
every company, and effective management is a key element of the company's financial stability
and success. TMS is a complex process that requires precise planning to ensure the company's
profitability. Currently, KMS is becoming one of the most valuable components of TMS, due to
the increasing value of information and experience. Such orthodox KMS components as
recruiting, training module, employee training are not enough to keep HR engaged. More and
more leading companies around the world are using marketing tools as part of their KMS and
TMS to address current HR challenges. The introduction of marketing tools and practices is
aimed at ensuring optimal utilization of human resources, as well as creating a competitive
advantage for the company by increasing the overall efficiency of employees. According to the
basics of HR marketing, an employee should not only have the means of production (equipment),
but also have defined goals and benchmarks for achieving them, as well as be informed about the
company's goals and vision. This allows the company's HR to grow and develop their HC, see
their development path in the company, and stay motivated throughout their career. The
combination of traditional HR and marketing practices allows both employers and employees to
gain significant benefits, such as eliminating time wastage, reducing staff turnover, and
increasing retention.

Keywords: Personnel Management System, Marketing Tools in Personnel Management System,
Internal Marketing, Personnel Motivation, Personnel Training and Retention.

JEL Classification: M 12; M 31

Absztrakt. A jelenlegi gazdasdgi valsag, a kozelmultbeli vilagjarvanyok hatdsai és a megnovekedett
verseny miatt a hatékony irdnyitasi stratégia kidolgozasa és megvalositisa kulcsfontossagu lett a
vallalatok szamara. A gazdasag jelenlegi allapota a belsé stabilitast és a kiilsé sokkok mérséklését
teszi a stratégia kulcsfontossagu mérfoldkovévé. Az irodalmi forrasok és megkozelitések rendszerezése
azt mutatja, hogy az iizleti élet egyre oOsszetettebbé valik, ugyanakkor az iizleti folyamatok emberi
eroforrast (HR) és vezetoi stratégiakat igényelnek. Az IT fejlodése és az IT-gyakorlatok megvalositasa
ellenére a gazdasagi tevékenység legtobb teriiletén a humdnerdforras-gazdalkodas —sokkal
bonyolultabba valt. A folyamatosan valtozo iizleti kornyezethez valo alkalmazkodds képessége, a
rugalmassag és a mandverezhetoség a modern iranyitasi rendszer egyik legfontosabb jellemzdjévé
valik. A rendszer rugalmassaga fiigg a tehetséggondozo rendszertol (TMS), a human erdforras (HR)
mindségetol és az alkalmazottak human tokéjétol (HC). Jelen cikk f6 célja elméleti, modszertani és
gvakorlati ajanlasok alatamasztasa a marketingeszkozok vallalati személyzeti menedzsmentben valo
alkalmazasara vonatkozoan. Ennek megfelelden a kutatis eredménye a vallalkozas korszerii
személyzeti iranyitasi rendszerének kiépitését célozza meg. A személyzetiranyitasi rendszer
kutatasanak modszertani eszkoztdara: az elemzés és szintézis modszere; az dsszehasonlitas modszerével
megvizsgalni a "személyzetmenedzsment"” fogalmanak elméleti alapjait, dsszehasonlitani az empirikus
kutatasi bazis pénziigyi mutatoit; a grafikus modszer alkalmazasa célszeriinek bizonyult a személyzeti
menedzsment modszertandra épiilé diagramok készitésénél a vallalatvezetés szervezeti felépitésében és
diagramjaiban. Az alkalmazottak minden vallalat alapveto alkotoelemei, a hatékony iranyitas pedig
kulcsfontossagi eleme a vallalat pénziigyi stabilitasanak és sikerének. A TMS egy oOsszetett folyamat,
amely pontos tervezést igényel a vallalat jovedelmezdéségének biztositdasa érdekében. Jelenleg a KMS a
TMS egyik legeértékesebb dsszetevijévé vilik, az informdacio és a szakértelem értékének novekedése
miatt. A KMS olyan ortodox elemei, mint toborzas, képzési modul, alkalmazottak képzése nem
elegendoek a HR bevondsahoz. Vilagszerte egyre tobb vezetd vallalat hasznal marketingeszkozoket a
KMS és TMS részeként az aktudlis HR kihivdasok megoldasara. A marketing eszkézok és gyakorlatok
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megvalositasa a személyi allomany optimalis felhasznalasanak biztositasat, valamint a munkavallalok
osszhatékonysaganak névelésével a vallalat versenyelonyének megteremtését célozza meg.

A HR-marketing alapjai szerint a munkavallalonak nemcsak a termeléeszkézokkel (felszerelésekkel)
kell rendelkeznie, hanem az eléréséhez meghatarozott célokkal és iranyelvekkel, valamint tajékozodnia
kell a vallalat céljairdl és jovoképerol. Ez lehetové teszi a vallalat HR-je szamara, hogy novekedjen és
fejlessze HC-jét, lathassa fejlédési utjat a vallalaton beliil, és motivalt maradjon karrierje sordan. A
hagyomanyos HR- és marketinggyakorlatok kombindcidja lehetévé teszi, hogy, mind a munkaltato,
mind a munkavallalo jelentos elonyokhoz juthasson, példaul: megsziinik az elvesztegetett ido,
csokkenti a fluktuaciot és noveli a személyzet megtartast is.

Kulcsszavak: személyzetiranyitdsi rendszer, marketing eszkozok a személyzetiranyitdsi rendszerben,
belso marketing, személyzeti motivacio, személyzet képzése és megtartdsa.

Anomauia. Pospodbka ma peanizayis egpexmusroi cmpameeii ynpagiiHHua € KIHO408UM emanom
0Nl KOMNAHIL Yepe3 NOMOYHY eKOHOMIUHY Kpusy, HACAiOKU HeOA8HIX naudemil ma 3pOoCcmaHHs
KoHKypenyii. Tlomounutl cman eKOHOMIKU poOume GHYMPIWHIO CMADIIbHICMb [ NOM'AKUIEHHS
308HIWHIX WOKIG Katouosumu eixamu cmpameeii. Cucmemamuzayis nimepamypHux oOdcepen i
nioxo0ig ceiouums npo me, wo 6iznec cmae 6ce OLIbLUL CKIAOHUM, 8 MOl Jice Yac, Di3Hec-npoyecu
sumazaromos HassHocmi n100cvkux pecypcie (HR) i nidepcoxux cmpameeiu. Heszsaocawouu na
poszsumox IT ma enposadocenns IT-npakmux y 6Oinvwicmo cghep eocnodapcvkoi OisinbHoCmi
VAPABNIHHA JIOOCOKUMU PeCypcaml 3HAYHO VCKAAOHULOCL. 30amuicme adanmyeamucs 00
NOCMIUHO MIHAUB020 Oi3HeC-cepedosuyd, 2eHYYKICmb 1 MAHeBpeHiCmb CMmAc O0OHIEI0 3
HAUBANCIUBIMUX pUC CY4acHoi cucmemu YnpaeniHua. [uyuxicmv cucmemu 3anexcums 8i0
cucmemu ynpasiinua maraumamu (TMS), saxocmi naiodcokux pecypcie (HR) i nioocvkoeo
kanimany (HC) cnispobimnuxie. Ocnosnoro memoio 0aHoi cmammi € 00IpYHMY8aHHS
meopemuytux, MemoOUUHUX i NPAKMUYHUX DEKOMEHOayill Wo00 SUKOPUCMAHHA [HCMPYMEHMI8
MapkemuHnay 6 YNpAasiiHHi nepcoHanom nionpuemcmsea. Bionosiono, pesyibmam 00CAiOdiCeHHs
CHIpAMOBAHULL HA NOOYO08Y CYUACHOI cucmemu YNPAGIiHHA NEPCOHANOM NIONPpUEMCMEA.
Memoouunum iHCmMpyMeHmapiem OO0CHIONCEHHA cucmemuy YAPABAiHHA NEePCOHANIOM €: Memoo
amanizy ma cunmesy, 3a O0ONOMO20I0 Memoody HOPIGHAHHSA OO0CIIONCEHO MeOpemuyHi OCHOBU
NOHAMMS «YAPAGLIHHA NEPCOHANOMY, 30IUCHEHO NOPIGHAHHS (IHAH COBUX NOKA3HUKIE eMNIPUYHOT
0azu 00CnioNCen s, BUKOPUCMAHHS 2PAPIUH020 Memody GUABULOCA OOYILTbHUM NpU No0YO08I
diaepam Ha OCHOBI MemoOon02ii YAPAGNIHHA NEPCOHANOM 6 opeauizayii ma Oiazpam
Op2aHi3ayitnoi cmpyKmypu ynpaeiiHts niOnpuemMcmeom.

Cnispobimnuxku € QYHOAMEHMATbHOIO  CKAA008010  KOMCHOI KoMNaHii, a eghekmusHull
MEHEONCMEHM € KIIOUOBUM eleMeHmoM pinancosoi cmabinonocmi ma ycnixy xomnanii. TMS - ye
CKIQOHULl npoyec, AKUL BUMASAE MOYHO2O MNIAHYBAHHA OAs 3a0e3neyeHus Npudymrosocmi
xomnanii. Hapaszi, KMS cmae oonum 3 naiyinniwux xomnonenmie TMS, 3a60saxu niosuujenno
yinnocmi ingpopmayii ma ooceidy. Taxi opmoodokcanvui xomnonenmu KMS, sk: pexpymune,
HABUANbHUL MOOYIb, HAGYAHHS CNIBPOOIMHUKIG, HedocmamHi 0t moco, wob HR 6ye 3adianuil.
Bcee Oinvwe i Oinbuie nposioHUX KOMNAHIU Y 6CbOMY CEIMI GUKOPUCHOBYIOMb MAPKEMUH208]
incmpymenmu sk wacmuuy ceoix KMS i TMS, wo6 seupiwuumu nomouni euxiuxu HR.
Bnposaodoicennn mapxkemuneogux iHcmpymenmie 1 Npakmuk Mae Ha Mmemi 3abesnequmu
ONMUMATIbHE BUKOPUCMANHHA KAOPIB, A MAKOIC CMEOPUMU KOHKYPEHMHY nepesdzy KOMNAHii 3a
PAXYHOK NiOSUUEHHS 3A2AlbHOI e(heKMUBHOCMI CNIBPOOIMHUKIG.

32i0no 3 ochosamu HR-mapxemuney, npayieHux nOGUHeH MAamu He MilbKU 3acobu eupooOHuymea
(obnaoHnanHs), ane U mamu 6u3HA4eHi Yini ma opieHmupu wooo ix 00CACHeHHs, a MAaKodc Oymu
noingopmosarnum npo yini ma Oauwenusa xomnauii. Ile Oozeonse HR komnanii pocmu ma
pozeusamu ceiti HC, dauumu cgitl wisx po3eumky 6 KOMIAHIL ma 3aiuuamucs MOmMueo8aHUM
npomseom ceoei kap 'epu. lloeonanna mpaouyitinux HR ma mapkemuneo8ux npakmuk 00360J5€
AK pobomooasyro, Max i NPAYI6HUKAM OMPUMAMU 3HAYHI nepesau, Maki sK: YCYHeHHs 8mpamu
4acy, 3HUINCEHHS NAUHHOCII NEPCOHATLY, d MAKONC NIOBUUEHHS PIGHS YMPUMAHHSL.
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Knwuoei cnoga: cucmema ynpaeninHa NepCcoOHANOM, MAPKEMUH2S08I IHCMPYMEHMU Yy cucmemi
VNPAGNIHHA NEPCOHANOM, GHYMPIWHIL MapKemuH2, MOMUBAYis NepCcoOHANy, HAGYAHHA mMda
YMPUMAHHA NePCOHATLY.

Introduction. In the current economic downturn and competitive market
environment, developing and implementing an effective management strategy
becomes increasingly relevant for businesses. Such a strategy ensures the internal
stability of the business and protects it from external influences. Today, businesses
have become more complex, requiring effective human resource policies and
management approaches. While the adoption of new technologies and expanded
connectivity has opened new market segments for companies, the process of
managing businesses has become more challenging. Of particular attention is the
management of the business's potential and its ability to quickly respond to
structural changes in the economy, which directly relies on human resources,
specifically their knowledge, skills, and abilities.

The personnel serve as the foundation and vital force of the business, and
effective human resource management is an essential part of a company's success
and stability. Personnel management, in a general sense, is a complex process that
requires precise planning to avoid downtime and losses. Nowadays, strategic
personnel management in the context of increasing the role of information and
knowledge has become an actual issue. However, the use of simple strategic
planning tools, such as recruiting, training, and promotions, no longer meets the
demands of the present. Leading companies around the world, responding to
global challenges and changes in the business landscape, employ marketing tools
as part of their human resource strategies. The marketing approach aims to
optimize the use of human resources, create conditions to enhance labor
productivity, and ensure the company's competitiveness.

Therefore, the fundamentals of human resource marketing require employees
to have not only technical means of work but also clearly defined goals,
objectives, and a visionary company outlook. As a result, company personnel have
the opportunity for self-realization, skills improvement, and motivation to
optimally fulfill assigned tasks. Such personnel policy benefits both the company
and its staff, reducing time loss, employee turnover, internal labor emigration, and
more.

Based on the outlined issues, the main goal of this article is to justify
theoretical, methodological, and practical recommendations for using marketing
tools in company personnel management. Accordingly, the research outcome aims
to construct a modern company personnel management system.

Literature Review: Companies, as previously mentioned, utilize various
means to achieve their goals, with personnel remaining as one of the key elements
of success. The presence of sufficient and qualified personnel ensures the efficient
and uninterrupted operation of the company, while the diversity, skillset, and

© S. Savchenko, O. Sukach, D. Alimov, N. Abliazova

166



Acta Academiae Beregsasiensis. Economics
Bunyck 5. (2024) 5. szam (2024) Volume 5. (2024)

professionalism of the workforce significantly affect business competitiveness [1].
The term "personnel" is commonly used in the field of human resources and
business organization, encompassing all individuals employed by the company.
Human resources, in turn, refer to personnel with varying qualifications and
knowledge [2]. According to legal encyclopedias, personnel are "a collective of
employees or a group of individuals who perform labor functions based on an
employment contract (agreement)" [3]. The table below presents different
interpretations of the definition of "personnel" by scholars (Table 1).

Table 1.

The Category of '""Personnel" from the Perspectives of Scholars*

The totality of all human resources that an organization possesses. [4]
The permanent workforce that has received necessary training and has practical experience [5]
The core, permanent qualified staff that is influenced by internal (product nature, production
technology, organization) and external (demographic processes, legal and moral norms of society,
labor market characteristics, etc.) factors. [6].
The employees of the organization who work under employment contracts and have labor relations
with the employer, including both permanent and temporary, skilled and unskilled workers. [7]
The hired employees of the organization who have labor relations with the employer, regardless of
the duration of their tenure in that capacity. [§]
The personnel composition of the organization, including all hired employees, apprentices,
shareholders, and owners who hold specific positions according to employment contracts and
receive remuneration. [9]

*Sources: systematized by the authors

personnel

Therefore, company personnel is a collection of hired employees who possess
certain qualifications and are in an employment relationship with the organization.
The efficiency of personnel and their involvement in the production process
depend on the management system in place. Robert Owen, the author of the book
"A New View of Society" [10], is considered the founder of modern personnel
management as he highlighted the need for improving production relations and
working conditions. Currently, effective personnel management plays a key role in
stimulating organizational growth and ensuring business prosperity.

However, there is no unanimous opinion among scholars regarding the
personnel management system. Partika, for instance, notes that personnel
management is a specialized area of business management focused on labor-
related issues. Nonetheless, the personnel management system is relatively
autonomous and a specific subsystem within the overall business management
system. Viewing personnel management as a system, it can be seen as a set of
interconnected elements that unite the object and subject of management, involve
organizational and management relations, and encompass management functions
implemented through a system of corresponding methods and elements [11].

Spights (1944) defined personnel management as a code of methods for
organizing and dealing with individuals at work, aiming to enable each person to
realize their inner potential to the fullest. M. Armstrong stated that personnel
management is a "strategic and consistent approach to managing the organization's
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most valuable assets — the people who work in it and make individual and
collective contributions to achieving its goals, sustaining a competitive advantage"
[12]. G. Milkovich and J. Boudreau believe that personnel management is a "series
of decisions concerning relations with hired employees that affect employee and
organizational effectiveness as a whole" [13].

In turn, M. Susan examines personnel management as a management function
aimed at supporting and enhancing work efficiency and promoting human
resources within an organization through proper planning, organization,
leadership, coordination, and control of activities related to hiring, development,
motivation, and remuneration of employees to achieve enterprise goals [14].
E. Flippo defines personnel management as a "planning, organizing, directing, and
controlling the procurement, development, compensation, integration,
maintenance, and separation of human resources for the purpose of achieving
individual, organizational, and social objectives" [15].

Similarly, M.Vynohradskyi asserts that personnel management is a socio-
economic system within a company, characterized by a set of complex tasks and
functions including planning, human resource marketing, development, analysis of
motivation methods, creating optimal working conditions, designing
organizational management structures, regulating labor relations, personnel
accounting, providing legal services, and developing social infrastructure [16]. On
the other hand, A.Kibanov believes that "personnel management is a purposeful
activity of the management team of an enterprise aimed at developing concepts,
human resource policy strategies, and management methods". A comprehensive
system of measures aimed at improving professional qualifications, motivating and
stimulating employees, and fully utilizing their potential for enterprise
development has been studied by A. Lysenko [17].

Summarizing the interpretations provided by scholars, it could be noted that
personnel management, in the conventional sense, combines the functions of
planning, organizing, and controlling personnel to achieve business goals.

The modern need for personnel management entails combining management
approaches with marketing practices, known as internal marketing. Internal
marketing within the personnel management system incorporates motivation,
internal market research, internal communication, internal segmentation, employee
retention, and cross-functional coordination. Its main purpose is to retain
employees and ensure their satisfaction with effective and result-oriented work in
the company [18]. P. Kotler defined internal marketing as the successful hiring,
training, and motivation of employees [19]. Internal marketing focuses on
personnel and meeting their needs [20]. T. Davis [21] believed that internal
marketing helps bridge the gap between various internal stakeholders and fosters
cooperation among them.

The successful implementation of internal marketing concepts leads to a
positive employee attitude towards work, including organizational commitment,
participation, work motivation, and job satisfaction [22]. One important outcome
of internal marketing is the growth of employees' organizational commitment,
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which, in turn, leads to increased job satisfaction, higher labor productivity, and
reduced employee turnover [23;24].

However, despite extensive research, a modern, universally applicable
personnel management model incorporating contemporary tools, such as
marketing, has not yet been fully developed. Therefore, a modern personnel
management approach that aligns with company goals and prevents employee
turnover requires the construction of a contemporary management system.

Methodology and Research Methods (for research and theoretical
articles). The methodology and principles of general marketing create the
prerequisites for their effective transformation into the theory and practice of
personnel management in organizations and enterprises. The method of analysis
and synthesis was used to study the personnel management system. The
comparison method was used to study both the theoretical foundations of the
concept of “personnel management” and to compare the financial indicators of the
empirical basis of the study. The use of the graphical method was advisable when
constructing diagrams based on the methodology of personnel management in an
organization and diagrams of the organizational structure of enterprise
management.

Systemic-functional (theoretical and methodological aspects of personnel
development management are specified), abstract-logical (methodical approaches
to the formation of direct subdivisions of personnel development management are
explored). Finally, he was able to develop new theoretical approaches and practical
recommendations for solving problems in a comprehensive personnel management
system.

Results. Currently, there is a certain instability in the availability of skilled
workforce for businesses, which is accompanied by periodic employee layoffs.
Among the main reasons for layoffs, the lack of incentives should be noted.
Today, highly skilled personnel are more mobile and choose the most attractive
options (high salaries, well-equipped workplaces, opportunities for career growth,
training, etc.).

Therefore, business owners face the challenge of building a new personnel
management system, specifically personnel retention and development by
enhancing the qualifications of existing employees. The concept of a "closed-
cycle" personnel management, as presented by A. Kumar (Figure 1), has become
increasingly relevant.

The first element of the proposed system is recruitment, as effective
personnel selection is a critical requirement for the entire system to function
effectively. However, when planning a modern management system, it is important
to incorporate state-of-the-art information technologies. The application of digital
technologies, such as video interviews, social networks, and gamified candidate
testing, can provide a competitive advantage to the personnel selection phase of
the management system. Additionally, continuous support for hired employees is
crucial. This can involve implementing a mentoring system, developing incentive
and motivation programs, providing opportunities for skills enhancement, career
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growth, and employee retention. Another good practice for recruitment is right of
first offer for new vacancy within the company. This will allow to both find a
candidate-insider, who is already familiar with the corporate culture and
expectations, and to increase retention of other employees.

Talent Management
System

Talents retention Talents detection

Talents development

Fig. 1. Talent Management System*
Sources: systematized by the authors based on [25]

Internal job placement can also be an effective strategy. Currently, there are
three methods of internal protection for employees: promoting employees to higher
positions, advancing employees from lower-level jobs, and transferring employees
from similar positions within the organization [25].

The next step is identifying employees' potential, which entails establishing
criteria for position suitability and future growth. Internal risks to the organization
arise from mismatches in employee qualifications and job responsibilities, a lack
of motivation, and low criteria for personnel selection.

In global practice, assessing an individual employee's qualifications and
professional suitability is conducted using various assessment tools. One widely
used methodology for such assessments is employee diagnostics by the company
Midot. Midot's products and services are designed to assess employee
trustworthiness throughout their entire lifecycle in the company. Employee
diagnostics encompass a diverse set of tools that comprehensively evaluate
existing employees or candidates for vacant positions (Table 2).

This methodology allows for a comprehensive analysis of the personnel
component of a company, both at the stage of hiring employees and in the process
of their job performance. The methodology developed by Midot is a good example
of a way to provide a comprehensive analysis of TME of any company. That
includes every element: from recruitment and talent detection to dismissal, or
promotion. Based on the data obtained through this methodology, it is advisable to
create a matrix for assessing the potential of personnel, based on criteria such as
job performance, suitability for the position, and growth potential (Figure 2).
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Table 2.
Assessment Tools for Employee Reliability and Safety by Midot*

Instrument

Instrument description
name

IntegriTEST is a computer test that allows for determining the probability of risks related to
destructive behavior and misconduct in the workplace, by evaluating
candidates' thoughts, judgments, and past actions.

StabiliTEST is applied during interviews and is designed to forecast the risks of voluntary
turnover among new employees within the first 3-6 months of employment.
TRUSTEE is a test that enables periodic assessments of reliability and loyalty throughout

an employee's tenure. It is used for periodic evaluations, before promotions or
relocations, and to identify potential participants in exceptional events.

SafetyTEST is an innovative and unique assessment tool designed to identify candidates and
employees with increased risks of being involved in workplace accidents.
SafetyTEST also signals any inconsistencies between candidates' safety profiles
and the risk level of the positions they are applying for.

IntegriEXIT is an employee survey conducted during the termination process. It is
developed as a solution to identify the frequency and trends of destructive
behavior in the workplace, which can be utilized to enhance risk management
effectiveness, minimize and prevent similar behavior from occurring.

Podium is a web platform that allows organizations of any size to create assessment
tests and surveys for employees. It provides the ability to view and customize
diagnostic reports and manage all stages of the personnel selection and hiring
process in a centralized multilingual cloud-based platform.

Avatar psychometric tests tailored to specific job positions, utilizing modeled real-life
Employment work situations
Tests

Sources: systematized by the authors based on [26]

Practical implementation of the proposed matrix allows for categorizing
personnel into four conditional categories: highly active employees with high
potential, the main group with average potential and performance, inadequate
performers who fall under downsizing, and employees who are inefficient for the

company.
The practical use of the proposed matrix allows to:
To effectively allocate resources — by evenly assigning employees to

different projects based on their abilities.

To balance skillset within department by distributing key competencies
among the team.

To monitor knowledge levels — by timely upgrading of employees'
qualifications or engaging specialists with relevant knowledge.

To improve the efficiency of personnel recruitment.

To enhance employees motivation and willingness to develop.

Furthermore, the development of personnel as a management element
involves knowledge management, which should be distributed among:

Soft skills - non-professional universal knowledge and skills (leadership
qualities).
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Fig. 2. Personnel Potential Assessment Matrix*
*Sources: systematized by the authors based on (based on GE McKinsey matrix)

Hard skills - technical and professional knowledge and skills (technical
knowledge) [27]. Combining these skills is crucial in determining the effectiveness
and potential of an employee.

However, the management system built on the proposed potential assessment
matrix does not guarantee a 100% increase in human capital. Questions arise
regarding the appropriateness of training certain categories of personnel and
opportunities for their skill improvement. To evaluate the effectiveness of
investing time and resources in a particular employee, the Kirkpatrick model can
be applied, which allows for determining training effectiveness (Figure 3).

The model includes four levels:

reaction - the extent to which participants consider the training favorable,
attractive, and relevant to their work.

learning - the extent to which participants acquire planned knowledge, skills,
attitudes, confidence, and commitment through their participation in training.

behavior - the extent to which participants apply what they have learned
during training when returning to work.

results - the degree of achievement of target results as a result of training and
support package accountability [28].

172



BASE LEVEL

Testing of
participants prior

Acta Academiae Beregsasiensis. Economics

Bunyck 5.

(2024)

5. szam (2024)

Volume 5. (2024)

REACTION

ADOPTION

BEHAVIOUR

OUTCOME

Evaluation of
learning by

participants

Evaluation of
knowledge
assimilation.
Before-after
comparison

Evaluation of
changes in
behaviour of
participants after
training

Evaluation of
changes in
behaviour of
participants after
training

to the learning
process

Fig. 3. Kirkpatrick Model*
*Sources: systematized by the authors based on [28]

Testing of participants prior to the learning process is crucial for recording a
base level. Evaluation of learning by participants (emotional): Did they like the
course? Evaluation is crucial for measuring the attitude of paticipants towards
learning process as well as selection of educational method. Evaluation of how
knowledge was assimilated. Before-after learning comparison. Evaluation of
changes in behaviour of participants: usage of new practices, feedbacks from co-
workers. Measurment of results of training from business perspective. Efficiency,
quality of work, feedback from clients/customers. Changes in profits.

This model allows for determining emotional responses to training, verifying
the extent of knowledge acquisition (before and after training), evaluating the
application of new skills in practice, and analyzing measurable training results.

The final stage, according to A. Kumar, is retention and advancement. As
mentioned earlier, qualified employees have a wide range of options and choose
the most attractive conditions. Therefore, companies that have nurtured skilled
staff need to focus on retaining them. According to the principles of
neuromarketing, employee retention relies on working with certain pleasure
neurons. For hired employees, this includes satisfying non-material and material
values. Despite the seemingly unimportance of non-material values, their
satisfaction can provide a crucial competitive advantage, requiring the
implementation of modern internal marketing tools. In the personnel management
system, internal marketing involves developing programs and strategies to
maximize employee satisfaction.

Therefore, marketing tools used for personnel retention should focus on
satisfying employees' non-material values. This includes developing strategies and
projects in which employees should be involved. However, such involvement
should be based on specific incentives and motivations (Figure 4).
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Fig. 4. Marketing Tools for Personnel Retention*
*Source: own elaboration.

The main incentives for personnel retention can be high wages and a strong
company brand. These marketing tools serve as motivations for employee
retention. Additionally, creating favorable working conditions, such as
maintaining a work-life balance, involving employees in company management,
competent leadership, etc., also helps to form specific tools for retaining skilled
employees.

The marketing approach to personnel retention involves offering two career
development paths: the "expert path" and the "managerial path" (Figure 5).

Both paths consist of 3 levels: junior, middle and senior. Promotion to the
next level is possible only for employees who were evaluated as efficient and with
high potential with 9-box grid box (or a comparable tool). At the same time
promotion opportunities are formed by HR needs of the company. During the
period with no possibility of promotion, top-performers should be proposed
extended intangible benefits package: access to entire learning module, allowance
to spend part of working time on self-development, ability to relocate to another
department in frames of experience exchange etc. After promotion to first grade,
during the second evaluation circle, it is important to confirm if preferences of
employee has not changed. To make sure that employee desires to continue
development in the same path; if not there should be a possibility to change to
second one. If employee after evaluation belongs to ‘amber’ part of 9-box grid, HR
department should ensure excessive and mandatory trainings to improve
performance.
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Fig. 5. Self-development and Career Growth Stages*

*Source: own elaboration.

However, promotions should be based on the company's staffing needs. If
there is no such need, employee motivation should be based on certain incentives.
In addition to salary increases, employees can be given the opportunity to allocate
a portion of their working hours for education and self-development. This will
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result in the formation of a class of highly skilled professionals and managers with
practical application of their own abilities.

Therefore, building an effective personnel management system involves:

Evaluating the current state of the company's personnel provision.

Analyzing the company's financial performance indicators.

Researching the national and regional labor market.

Determining the overall state of the economy.

Conclusions and prospects for further research. Rational personnel
management helps provide employees with tools and resources necessary for them
to work at their best and continue to grow personally and professionally. This
gives personnel the freedom and flexibility to achieve success by focusing on
continuous professional development. Considering that personnel management
involves setting goals and delineating success boundaries, personnel will fully
utilize their potential and professionalism, encouraging the acquisition of new
skills throughout their lifetime and learning without interrupting work.

Effective TMS empowers employers with necessary tools and practices to
create conditions for growth, development and increse in efficiency of employees.
Employees under well-designed TMS have freedom and flexibility in selection of
learning path and transparent development cycle, which increases their motivation
and loyalty. Under assumption that there is a roadmap for KPI and targets
selection, as well as means of achiving these, employees will optimally leverage
their experience, as well as continiously adopt new knowledge in addition to
routine tasks.

Retention of emloyees is a priority for most modern HR systems, due to the
high volotility on labour market, especially between qualified professionals. Well-
desined TMS solves the issue by evaluating and categorizing employees. Which
allows to focus on top-performers, dismiss underperformers, and educate/motivate
average performers. Moreover, strategic HR reserve is created in process: ther is a
back-up in case one of top-performers decides to leave. Modern TMS should also
focus intagible benefits, which become more and more valuable for employees.

Modern TMS is a complex system which orchestrates four pilars: recruting,
detection, development and retention of talents. But system will be efficient only if
it equally focuses each of the pillars and adjusts for changing surrowndings, by
introduction of IT practices for example.

Given that personnel turnover (market labor shortage, retirement,
competition) is constant, an effective personnel management system allows for
timely responses to expected or unexpected employee departures. A promising
direction of research is the implementation of the development and adaptation of
modern elements of personnel management.
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