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KaHanOaT eKOHOMIYHMX HayK, OOLEHT,

OOUEHT Kadeapn eKOHOMIKM NiANPUEMCTB | MEHELKMEHTY
XapkKiBCbKOro HaLioHanbHOr0 eKOHOMIYHOTO YHIBEPCUTETY
imeHi CemeHa KysHeus

DEVELOPING THE MECHANISM OF INFLUENCE
OF HR POLICY INSTRUMENTS ON THE EFFICIENCY
OF ENTREPRENEURIAL ACTIVITY

®OPMYBAHHA MEXAHI3MY BMNNUBY
IHCTPYMEHTIB HR NMNONITUKUN HA E®PEKTUBHICTb
MNIANPUEMHUNLUBKOI OIANIbHOCTI

The concept of developing the managerial mechanism to develop an effective strategy of organization’s HR
policy development is introduced. In this case, the author’s hypothesis comes down to the necessity to subordinate
the parameters of the organization criteria for effective HR policy to the interests of the main stakeholders of the
integrated business structure related to the perception of the influence of threat factors and developing a reaction to
such an impact. The concept of information support to ensure effective business performance is introduced. The sys-
tem of hypotheses and theoretical principals to improve the effective application of HR policy instruments to manage
economic and production systems is determined. The organization process is disclosed using the methodology of
structural analysis and modelling. Evaluating the effectiveness of the HR company policy is examined from the point
of view of its orientation towards ensuring the functioning of the management mechanism in the modern manage-
ment system. The results of the analysis to implement the effective HR measures allow us to determine whether the
selected personnel strategy is appropriate, favourable and productive. The basis of such evaluation is the analysis of
the comparison of costs and results connected with department performance as well as the analysis of their impact
on the results of the company in dynamics.

Keywords: HR analytics, HR metrics, human resources, effective management, evaluation of the effectiveness.

lNodaHo KOHUernuito chopMysaHHs MexaHi3My yrnpaesiHH wWodo po3pobKu eghekmueHOi cmpameail po3sumky
Kalpoeoi nonimuku opeaaHizauii. Aemopchkka 2inomesa rnpu ybomMy 3800umbcsi 00 HeobxiOHocmi MidnopsiOKy8aHHs
napamempie opaaHisauii kpumepiie ecpekmusHocmi HR nonimuku iHmepecam OCHO8HUX cmelikxondepie iHmeapo-
8aHoi cmpykmypu b6i3Hecy, noe's3aHuM 3i CrIPUUHAMMSM 81/1U8y YUHHUKI8-3a2p03 ma 3 (hopMyB8aHHSIM peakuii Ha
makud ennus. lNpedcmaesneHa KoHUenuisi iHgpopmauiliHo2o 3abearnedyeHHs eghekmusHoOCMI NidNPUEMHUUBKOI Qisirib-
Hocmi opeaHisauii. BusHad4eHo cucmemy 2inome3 ma meopemuyHUX rnonoxeHb Wodo nidsuweHHs echekmusHocmi
3acmocyeaHHs iHcmpymeHmig HR nonimuku 0519 MeHedXmeHmy eKOHOMIKO-eupobHuYux cucmem. [poyec opeaHi-
3auii po3kpumMo 3 8UKopucmMaHHsIM Memooosoeii cmpykmypHo20 aHasnisy ma modesntosaHHs. OcKinbKu ideHmuai-
Kaujisi nidnpueMHUUbKUX iHmepecie 8i0bysaembCsi Ha OCHO8I bopMy8aHHS apximeKkmypHOoi Moderi iHmeaposaHo20
ymeopeHHsi, mo U rpouec po3pobku eghekmusHoOi cmpameaii po3sumky Kadpoeoi Monimuku opaaHizauii nodaHo y
8u2sis10i 8i0MOBIOHUX IHCMPYMeHMI8, 8U3Ha4YeHUX y Mexax yiei moderi. CchopmosaHo meopemuKko-memodosnoaiy-
Hul 6a3uc opeaHizauii egpekmugHo20 3abe3rneqeHHs yrpassiiHHs eKOHOMIYHOK 6Ee3MeKo ma po3pobrieHo iHempy-
MeHmapiti nrnaHyeaHHs1 OCHOBHUX MEXHIKO-€KOHOMIYHUX rToKa3HuKie OisiibHocmi nidrnpuemcmaa 3 ypaxyeaHHsIM 3a-
rpornoHoeaHux 3axodie. [NlocmaeneHo ma eupiweHo HacmyrnHi 3ag0aHHs: ideHmugikogaHo midxid 0o iHmezpauil
rpouecy 3 KOHmMypamu yrnpasesiHHs echekmueHicmio nidnpueMHUUbKOT OisribHOCMI ma cghopmosaHo pekomeHoauil
w000 nidsuleHHs1 echekmusHoOCmMi 3acmocysaHHs iHcmpymeHmie HR nonimuku. Peanizauis 3asHayeHuUx 3ag0aHb
6asysanacb Ha 3acmocysaHHi pecypcHoi napadueMu cmpameziyHo2o0 MeHedxmeHmy. BoOHo4ac ideHmugbikosaHo
ocobrusocmi 3acmocy8aHHsI OKpeMUX efieMeHmia apximekmypHoi modeni wodo onucy xummeodissibHocmi iHme-
eposaHoi cmpykmypu HR nonimuku ma nidmpumku ii 6esneku. OpeaaHisauis ouiHku egpekmusHocmi HR nomimuku
po3sanisstHyma Sk i3 noensdy i opieHmauii Ha 3abesneyeHHs1 pobomu MexaHi3My yrpaesliHHS 8 cucmeMi Cy4acHO20
meHedxmeHmy. Pe3ynibmamu aHanizy eghekmusHocmi rpoeedeHux kadposux 3axodie 00380/15IH0Mb 8U3HA4YUMU,
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4u € obpaHa kadposa cmpamezisi 00UiNIbHOK, CrIPUSMIIUBOIO i MnidHO. B 0CHO8Y makoi ouiHKU rnokadeHo ropis-
HSIHHS1 sumpam i pe3ynbmamig, nog'sa3aHux 3 OisifibHICMI0 KaGpPo8UX CYX6, @ makKox aHaris ix ernnusy Ha rniocyMmKu
disinbHocmi nidnpuemcmea e OuHamiui. Pe3ynbmamu ouiHKu € iHOukamopamu rpobrem pobomu 3 nepcoHasoM i
SKICMI 8UKOHYy8aHOI pobomu, 3a0080/1€HOCMI rpauieHUKI8, MIUHHOCMI Kadpie ma iH.

KnrouoBi cnoBa: HR ananimuka, HR mempuku, kadposuli nomeHujarsn, echekmusHe yrpaesiHHs, ouiHka eghek-
mueHocmi.

lNpedcmasneHa KoHUenuus ghopMuposaHUsi MexaHu3ma yrpaeneHusi rno paspabomke aghghekmusHoU cmpa-
meauu pa3zsumusi kKadposol NMonUMUKU opeaHu3auuu. Aemopckasi auriomesa rnpu 3mom ceodumcsi K HeobxoOumo-
cmu noOYUHeHUs napamempos opeaHu3auuu Kpumepues aghgpekmusHocmu HR nonumuku uHmMepecam OCHOBHbIX
cmelikxondepos UHmMeepuUposaHHOU cmpykmypbl budHeca, cesi3aHHbIM C 80CPUSMUEM 8IUSIHUSI (hakmopos-y2po3
u ¢ chopmuposaHuUeM peakuuu Ha makoe g8osdetlicmeue. [NpedcmaesrneHa KOHUeNnuus uHgopmMayuoHHO20 obecrieye-
Hus1 aghgpekmusHocmu npednpuHUMamernsckol dessmenbHocmu opaaHu3ayuu. OnpedenieHa cucmema 2unomes u
meopemuyecKux NoroxeHul o noebILEeHU 3¢hghekmusHoCMU MpUMeHeHUs uHcmpymeHmoe HR nonumuku onsi
MeHedXMeHmMa 3KOHOMUKO-MPoU3800CMEEHHbLIX cucmem. [Npouecc opa2aHu3ayuu packpbim € UCMNOo/Ib308aHUEM Me-
modoroauu cmpykmypHo20 aHanu3a u modesiuposaHusi. OpeaHu3ayus oueHKU aghcpekmusHocmu HR nonumuku
paccMompeHa C MOYKU 3peHUsl ee opueHmauyuu Ha obecriedeHue pabombi MexaHu3Ma yrpasnieHuss 8 cucmeme
cospeMeHHo20 MeHedXxMeHma. Pe3ynbmamsbi aHanu3a aghghekmueHocmu rposedeHHbIX Kadposbix Mepornpusmuli
rnogeonsirom onpedenume, sensemcsi U 8bibpaHHas kadpoegasi cmpamezausi yenecoobpasHol, brazonpusmHou u
nnodomeopHoU. B ocHo8y maKoU OUeHKU OfIoXKeH aHannu3 cpasHeHUs 3ampam U pe3yrbmamos, ces3aHHbIX ¢ 0esi-
meribHOCMbI0 Ka0pO8bIX CIYXD, @ maKkxe aHa/u3 Ux 8russHUs Ha umoau dessmeribHocmu rnpednpusmusi 8 UHaMUKe.

KnroueBble cnoBa: HR aHanumuka, HR mempuku, kadpoebil nomeHuyuar, sgpghekmusHoe yripasreHue, OUeH-

Ka agbgpekmusHocmu.

Problem statement. In modern conditions the ef-
fective enterprise performance depends directly on the
efficiency and quality of its personnel. The company ef-
ficiency depends on the employees’ qualification, their
placement and usage; this affects the volume and rate of
production growth, material and technical means usage.
One or another way of using the personnel is directly re-
lated to the change in the productivity index. The growth
of this indicator is the most important condition to devel-
op the company and the main source of national income
growth. Personnel management goals and objectives are
implemented through personnel policy.

Developing the HR company policy begins with iden-
tifying the potential opportunities in the field of person-
nel management and identifying the areas of work with
personnel that should be strengthened for successful
implementation of the organizational strategy. Moreo-
ver, the HR policy must increase the company capabil-
ities and effectively respond to changes in the market
environment.

Overview of recent research and studies. The
relevance of the concept of HR analytics research is
explained by the necessity of its applying in strategic
planning, because searching new forms and methods
of organization and HR management is a key issue to
improve competitiveness.

The issue of the influence of HR policy on the effec-
tiveness of business activity was considered by domes-
tic and foreign authors: Vonberg T.V., Denisenko M.P.,,
Budyakova O.Yu., Sivalneva M.M., Shvekov A.V., Niki-
forenko V.G., Kasich A.O., J. Atkinson, D. McClelland
and others.

HR analytics is a process where data processing
techniques and business analytics are applied to HR
data processing. It is also sometimes called talent an-
alytics. There are two main goals in the HR analytics:
providing insights (previously unknown information) and
identifying key data [1].

The first goal is to provide the company with informa-
tion about its own operations that can help to manage
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employees effectively and, as a consequence, achieve
company’s business goals.

The second key function of the HR analytics is to pro-
vide models to predict the various ways by which company
can get the best return on its human capital investment.

In general, the HR analytics is focused on maximum
usage of vast amounts of human resources data which
are collected by the most companies.

Highlighting previously unresolved parts of
a common problem. In modern conditions business re-
quires HR services not only to perform their tasks effec-
tively but also to rise to the level of a business partner
who is able to make a significant contribution to achieve
the strategic company goals [2].

The verification of this trend can be the appearance
in leading Ukrainian companies a position of HR busi-
ness partner. Its main tasks are to improve company
business performance indicators and to promote the
long-term company development by improving the effi-
ciency and productivity of the staff as well as improving
the process of personnel management [3].

Nowadays, a large number of key indicators of the
effectiveness are used to analyze the effectiveness of
the HR policy. They can be conditionally divided into
several groups: productivity, working conditions, pro-
fessional behaviour, and personal qualities. In practice,
key indicators of the effectiveness of the company HR
policies are presented in several categories (Figure 1).

Key indicators of the effectiveness as management
instruments allow to: clearly formulate and quantify
goals; monitor the results; timely diagnose complex sit-
uations requiring managerial intervention; timely adjust
goals by optimizing plans; delegate authority; evaluate
the level of management, the effectiveness of the de-
partments and develop the most successful business
directions; motivate employees to achieve results; ob-
jectively evaluate the employees’ effectiveness.

The implementation of the management system with
key indicators of the effectiveness allows keeping con-
trol on key parameters in a given corridor, building an
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Figure 1. Key indicators of the effectiveness of company HR policy
(summarized by the author [5; 6; 7])

effective system of employee motivation, and finding
timely critical points and bottlenecks in the departments’
performance or company as a whole. For every compa-
ny, the set of key indicators of the effectiveness can be
completely different, as the global company goals and
objectives are also different.

According to the analysis of the above criteria, the
priority directions to improve the effectiveness of HR
policy can be identified (Table 1).

Purpose statement. The purpose of the article is to dis-
tinguish key indicators of the efficiency of the company HR
policy into different categories; to review the instruments
of the company HR policy and to analyse their impact on
the efficiency of company performance; to summarize the
impact of HR policy on the efficiency of company.

Statement of the main research material. The most
clearly correlated development of the company and HR
policy is revealed in the classification of strategies, tak-
ing into account the situational factors. According to this
approach, there are several situational strategies related

to certain stages of company development (Table 2 sum-
marized by the author on the basis of [8; 9; 10; 11]).

Based on the analysis of the dependence of the HR
policy on the type of company strategy, we can con-
clude that it is a general direction of work with staff,
which ensures the combination of the company goals
with the employees’ goals and provides procedures for
staff standardization, programming and monitoring.

HR decisions are often based on professional in-
stincts and intuition. HR analytics can help to improve
productivity and predict the most successful models.
This eliminates most of the human error in decision
making and allows converting HR to accurate science
with the right instruments.

A common mistake when implementing metrics is to
include too many of them in the system. The key ques-
tion when choosing individual metrics may be the word-
ing: "What strategic business decision can this metric
be useful for?" The key requirements for choosing met-
rics are listed in Diagram 2.
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Table 1

Priorities to improve effectiveness of HR policy

Indicator

Organizational and economic instruments

1

2

The level of complexity of work

Coaching and mentoring
Goal setting

Competence management
Talent management
E-learning

Delegation of authority
Function distribution

The level of quality of work

Payment
Staff evaluation, training and development.
Social justice

The level of labour intensity

Time management
Adjustment of uniformity of work load
Adequate level of labour protection

The level of labour tensions

Organizing teamwork

Managing employee engagement
Information Technology
Corporate culture

Adjusting the workload uniformity

Table 2

Dependence of HR policy on the type of company strategy

Ne | Type of strategy Characteristic Features of HR policy

1 2 3 4
It is typical for companies Features of HR Policy:
engaged in a new activity 1. Selecting employees who are focused on long-term work.

1 | Entrepreneurial |that focuses on meeting 2. Competitive reward that meets the expectations of the employee.
all the requirements of the 3. Planning of HR movements taking into account the interests of
customer. employees.

o Features of HR management strategy:
The degree of r'Sk. is much 1. Selecting and positioning the staff are aimed at finding flexible
lower, the foundation for and loyal employees who are willing to take risks
Dynamic th.e future of t.he company is 2. Afa?/r rewaFr)d fyor the achieved gogIS' '
2 development | laid, all dec_:|3|ons are made 3. Evaluation of the performed work according to clearly defined
strategy on the basis of comparison criteria
gﬂﬁzli? :(r:\r(]iigz?nnesn?eeded 4. Planning movements taking into account the real company
) opportunities and various forms of official promotion.
The focus is on maintaining |Features of HR profitability strategy:
Profitabilit the existing level of the 1. Selecting and positioning the staff are maximum rigid.
3 strate y company profit. The same 2. A narrow, result-oriented activity evaluation.
9y is subordinated to the HR 3. The scheduling of movements is rigid, according to the
strategy management's perceptions of expediency.
The purpose is to sell The HR management strategy is as follows:
company assets to eliminate | 1. Recruitment is unlikely.
4 Elimination losses. In future, staff 2. Merit-based payment is virtually non-existent, with no additional
strategy reductions are possible, as |incentive.
a further drop in profits is 3. Development and training are only in case of business necessity;
expected. promotion is only for those who have the necessary skills.
The main goal is to save the | The HR management has the following characteristics:
5 Circulation company. In order to survive | 1. Selection of versatile staff.
strategy the redundancies are often | 2. Payment by incentive system and merit review.
taken. 3. Careful selection of applicants for advanced training

One of the useful instruments for the HR function on the
way to business partnership is HR metrics: they are indica-
tors that allow evaluating or measuring HR processes in a
company as well as compare the resulting indicators with
selected benchmarks (e.g. with similar indicators of success-
ful companies in the market, not necessarily in one industry).

Therefore, developing and implementing an effec-
tive HR metric system requires deep understanding of
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the company's business, its strategy and core business
goals from the HR managers. Experience in conducting
HR metrics systems development and implementation
projects for leading companies in the Ukrainian market
demonstrates the importance of engaging company
executives from the earliest stages of developing and
implementing HR metrics systems to ensure a close
relationship with the company's business and strategy.
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Connection with the
company’s strategy

Ability to accurately
evaluate the effectiveness of

the implemented metrics

Every metric should
be important and
necessary

Requirements for
choosing HR
metrics

Close liaison with the
Finance Department

Ability to evaluate
process improvements

When implementing the HR metrics system, HR managers should answer the key questions:

What is the most important for the company today / in the next 3-5 years?
What can HR management function do to help a company achieve its business goals?

Diagram 2. Key requirements to select HR metrics
(highlighted by the author on the basis of [1; 4]

HR analytics is an integral part of data management,
and its implementation can deliver a positive return for
any company. Statistics on foreign companies states
that the effect of implementing the HR evaluation sys-
tem covers the costs of its implementation and has a
positive impact on strategic decisions. But as it is shown
above, managing, analyzing, and interpreting data are
not simple processes. The key to successful HR analyt-
ics is based on the understanding that it is not the size
of the measured data gives results but rather the impact
of the data on decision making in the company.

Conclusions. Thus, the personnel policy is aimed at
creating such a system of work with HR, which would be
oriented to obtain not only economic but also social ef-
fect, subject to compliance with current legislation, reg-
ulations and governmental decisions. In order to evalu-
ate the effectiveness of the HR strategy of the company
and its implementation, it is necessary to understand
the conditions of functioning of the company HR service
and its interaction with all stakeholders.

Thus, the improvement of the HR policy implies the
introduction of qualitatively new methods of the HR
management and a high level of professionalism and
interaction with the company management.
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