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Jleekie I

OOKTOP eKOHOMIYHUX HayK, AOLEHT, npodecop kadeapn MeHeIKMEHTY

JIbBIBCbKOrO HaLiOHaNbHOro yHIBEPCUTETY BETEPUMHAPHOT MeanUMHM Ta GiOTEXHOMOTIN
imeHi C.3. Mkuubkoro, M. JlbBiB

CHimko €.

KaHAMOaT TEXHIYHUX HayK, OOLEHT,
3aBigyBay Kadeopn MEHeOXMEHTY
JlyraHcbKoro HaujioHanbHoro yHisepcuteTy
imeHi Tapaca LLes4eHka, M. CTapobinbCcbk

KnumeH4ykoea H.
KaHOMAaT eKOHOMIYHUX HayK, AOLEHT, LJOKTOPaHT
BH3 «HauionanbHa akagemisa ynpasniHHs», M. Kuis

Pit M.
BMKMagad kadedpy iHO3eMHUX MOB Ta KyrbTypu paxoBoro MOBMEHHS
J1bBIBCHKOrO Aep>aBHOMo yHIBEPCUTETY BHYTPILLHIX cnpas, M. J1bBiB

MANAGING THE PERSONNEL EVALUATION SYSTEM

AS A DIRECTION FOR ENSURING THE COMPETITIVE
ADVANTAGE OF AN INNOVATIVE ENTERPRISE

IN A KNOWLEDGE ECONOMY AND CHANGE MANAGEMENT

YNMPABJIIHHA CUCTEMOIO OUIHKU MEPCOHANY

AK HAMNPAM 3ABE3MNEYEHHA KOHKYPEHTHUX MEPEBAT
IHHOBALUIMHOIO NIANPUEMCTBA

B YMOBAX EKOHOMIKHX 3HAHb TA YINPABJIIHHA 3MIHAMU

Introduction. The assessment system should be based on such aspects as job analysis, personnel training and
development, work motivation, formation of a personnel reserve, personnel planning, clear formation of require-
ments for personnel work and full use of available human potential in the conditions of the knowledge economy and
change management, which actualises the research topic. Methods. The historical-logical method is used in the ar-
ticle; method of systematization, classification and theoretical generalization; method of institutional analysis; meth-
od of system analysis; method of logical analysis and synthesis; method of graphical analysis. Results. The article
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considers the conceptual basis of orienting of methods of personnel assessment in the innovative enterprise as a di-
rection of providing a competitive advantage, aimed at finding and evaluating the relevant knowledge, skills, abilities
and other qualitative characteristics of the enterprise personnel to the requirements of the position. The system of
personnel assessment for innovative enterprise is formulated, based on the assessment of professional preparation
of the employee, assessment of the compliance of personal qualities to the formal job "portrait” requirements, the
definition of the usefulness of the work and activity of a particular employee in terms of the knowledge economy and
change management. Discussion. The authors determines the periodicity of assessment of innovative enterprise
managers, methodology for assessing the labour behaviour of an employee, assessment of the level of achievement
by an employee of a positive end result in saving resources, observing and improving technology, producing quality
products, getting products within the established deadlines, speed of decision-making. “Assessment Center” meth-
odology in the innovative enterprise should be aimed at an equally important task, such as studying the needs of
employees in the development of skills and abilities, taking into account strategic goals in the innovative enterprise,
as well as forecasting their development and impact on the results of its financial activity.

Keywords: management, system, personnel evaluation, competitive advantage, innovation enterprise, knowl-
edge economy, change management.

Bcmyn. B ocHosy cucmemu oyiHKu nosuHHi 6ymu 3aknadeHi maki MoMeHmu, sik aHarnia pobomu, Hag4aHHs ma
PO38UMOK rnepcoHarly, Momusauisi rnpauj, (popmMysaHHs KaOp0o8oao pe3epsy, Kadpoese raHys8aHHs, Yimke popmy-
8aHHS1 8umoe 00 rpayi nepcoHasay ma MOBHOUIHHE 8UKOPUCMAaHHS Hasi8HO20 /1I00CbKO20 nomeHujany 8 ymosax
€KOHOMIKU 3HaHb ma yrnpaeriHHs 3MiHamu, wo akmyarnisye memy oocnidxeHHs. Memodu. B cmammi eukopucma-
HO icmopuy4Ho-f02idyHuUt Memod; Memod cucmemamu3sauii, Knacugbikauii U meopemuyHo20 y3a2aribHeHHS;, Memod
iHCmumyujoHanbHO20 aHanidy; Memod cUCmMeMHO20 aHarisy; Memod /102i4HO20 aHani3y i cuHmesy; memod spagiy-
Ho20 aHanisy. Pe3ynbmamu. Po3ansHymo KoHuenmyarsbHi 3acadu opieHmygaHHs MemoOUK OUiHKU riepcoHary 8
iHHOBaUitHOMY nidnpuemcmsi K Hanpsm 3abe3rnevyeHHs KOHKYPEeHMHUX nepeesaz, aKkul HanpaeneHul Ha nowyk ma
OUIHKY 8i0M08IOHUX 3HaHb, 8MIHb, HABUYOK ma iHWUX SKICHUX Xapakmepucmuk rnepcoHary nionpuemcmea sumo2am
rnocadu. Cehopmyrnbo8aHO cucmeMy OUiHKU riepcoHary 0ns iHHosauiliHo20 nidnpuemcmea, U0 3acHO8aHO Ha OUiH-
ui npogbecitiHoi MiG2omoesKu fnpauieHuKa, oyiHui 8idrnosiOHocmi ocobucmux sikocmel ¢hopmaribHOMy 1ocadogomy
«ropmpemy» 8UMO02, 8U3Ha4YeHHI KOpUCHOCMI rpayi ma OisfibHOCMI KOHKPEMHO20 fpauyieHUKa 8 yMo8ax eKOHOMIKU
3HaHb ma ynpaerniHHs 3amiHamu. llepcrnekmueu. BudHayeHo rnepioOuyHiCmb OUIHKU MeHedxepig IHHo8auiliHO20 rid-
npuemcmea, MemoOuKy OUiHK8aHHsI mpyd08oi Mo8ediHKU npauieHUKa, OUIHK8aHHS pPigHs1 O0CSI2HEeHHS MPauieHUKOM
103UMuUBHO20 KIHUeB8020 pe3yibmamy 8 eKOHOMIi pecypcig, dompumaHHi ma 800CKOHasIeHHi mexHoroail, ompumaH-
Hs1 SIKICHOT podyKuii, ompumaHHi NpodyKyii y ecmaHoeneHi mepmiHu, weudkocmi npuliHamms piweHHs1. Memoduka
«Assesment Center» y iHHogaujliHOMYy nidnpuemcmesi MoguHHa 6ymu cripsiMosaHa Ha He MeHW 8axkruee 3as80aHHs,
make 5K 8ug4eHHs1 mompeb rpayisHUKI8 8 PO38UMKY HagUKI8 ma 8MiHb 3 8paxy8aHHSIM cmpamezaidyHux yined y iH-
HogaujitiHoMy miGnpueMcmei, a maKkoX rpoeHO3y8aHHSs iX pO38UMKY ma 8nsusy Ha pesyribmamu iHaHco80i lio2o
disnbHocmi.

Knro4yoBi cnoBa: yrnpaserniHHs, cucmema, OuiHKa rnepcoHarny, 3abesnedyeHHs KOHKYPeHmMHUX nepesae, iHHosaujitiHe
niérpuemcmeo, eKOHOMIKa 3HaHb, YrpasiHHS 3MiHaMu.

Introduction. The personnel appraisal system personnel training and development, work motivation,

is one of the most important processes in human
resource management, which is aimed at finding and
evaluating the relevant knowledge, skills, abilities and
other qualitative characteristics of the personnel of
an innovative enterprise to the requirements of the
position. To improve the existing appraisal system,
certain requirements need to be met. These are:
the interest and support of the management of the
organization; highly qualified specialists should be
responsible for the assessment system; availability
of appropriate documents regulating the work of the
system; timely informing personnel about the content
and purpose of assessment; establishment of the
clear connection of the personnel assessment system
with the remuneration system. Also, the system of the
personnel appraisal should be based on the principles
of efficiency (to provide a high level of motivation of the
employees), practicality (convenience of application
in practice both for those who assess and for those
who are assessed) and understandability. In general,
the personnel evaluation process should contribute to
better utilisation of human potential in the personnel
management system. Therefore, the assessment
system should be based on such aspects as job analysis,
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formation of a personnel reserve, personnel planning,
clear formation of requirements for personnel work and
full use of available human potential in the conditions
of the knowledge economy and change management,
which actualises the research topic.

Analysis of recent research and publications.
The main purpose of a comprehensive assessment
is to determine an employee's competence, their
ability to plan and organise their work, independence
and initiative, communication skills, ability to work,
responsibility for the assigned task, to identify the
ability to master new directions and methods and
use them in their work [2; 4; 6; 10]. According to the
goal tree of the innovative enterprise, each employee
should also receive a corresponding task, which forms
such an approach to management as management by
objectives.

Management by objectives is the evaluation of
the effectiveness of the employee's achievement of
the goals set by the company over a certain period of
time. The main elements of evaluation are the process
of goal-setting, work planning, current control over
its implementation, analysis of the results achieved
and summing up. An important characteristic of the
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management by objectives method is that the errors
made by employees in their work and their causes are
analyzed, the most actual direction of improvement of
personnel potential is chosen, and feedback between
the employees and management is supported.
Employees are always informed of their contribution
to the overall performance of the innovative enterprise
[3; 8; 9]. Goal planning involves giving employees a
sense of responsibility, giving them an idea of the normal
and generally accepted level of performance of duties,
and making them aware of what is required of them.
If management targets are having open character,
i.e. are generally known to the entire workforce, this
helps to increase motivation to achieve them [1; 5; 7].
Employees who cope with their tasks are constantly
oriented towards improving their work performance,
and this is an effective method of increasing the
competitiveness and sustainability of an innovative
enterprise in a knowledge economy and change
management environment.

The aim of the article is to explore the management
of the personnel evaluation system as a way of ensuring
the competitive advantage of an innovative enterprise in
a knowledge economy and change management.

Research methodology. The following special
methods of scientific knowledge were used in the
research process: historical-logical method (in the
study of the evolution of changes in the system of
personnel evaluation of innovative enterprises); method
of systematization, classification and theoretical
generalization (when developing the form of evaluation
of managers of innovative enterprises); method of
system analysis (in the study of the advantages and
disadvantages of methods of personnel evaluation);
method of logical analysis and synthesis (in determining
the frequency of evaluation of managers of innovative
enterprises).

Results. The main criteria in the shaping of the
employee evaluation system of a company are:
quantitative indicators (labour productivity, its dynamics);
quality of work (the price of qualitatively fulfilled work);
personal characteristics of an employee (personal
characteristics, labour behaviour, business qualities).

When building a personnel appraisal system in
an enterprise, it is advisable to use methods such as:
questionnaire and characteristic appraisal,

psychological appraisal; performance appraisal;
work behaviour evaluation; time worked evaluation;
comprehensive evaluation; management by objectives
as a performance appraisal method.

Based on these methods, let us formulate a
personnel appraisal system for an innovative enterprise:

1. Assessment of an employee's professional
preparation, characterised by educational qualifications,
work experience, knowledge of agricultural information
(since knowledge loses its value very quickly due to
scientific and technological progress, it needs to be
constantly replenished and updated), knowledge of
foreign languages. Although workers with the same
education and experience may have very different
human potential. Attention is also drawn to the
tendentiousness and one-sidedness of the profiles.
Because the information that is given about a person
is a result of the distortion of reality due to personal
attitudes, emotions and goals of the one who writes it.
And these can be either positive or negative, but not
neutral.

2. Assessing the consistency of personal qualities
with formal job "portrait" of requirements. The basis
of the assessment is the appearance, tolerance,
tactfulness, politeness and willingness to improve
the professional skills of the employee. That is, there
should be a consistent assessment of the measure of
the suitability of the personal qualities of the employee
for the position or vacancy.

3. Determining the usefulness of the work and
activities of a particular employee. Conducting current
(every working day), regular (monthly, quarterly, yearly)
and prospective evaluation of the staff of an innovative
enterprise (Table 1).

Evaluation of personnel performance results is
carried out to know how they work, that each of them
can identify the existing potential for further performance
growth, the quality, usefulness of personnel work for
the innovative enterprise in the short and long term is
determined. The consequence of this assessment is

Table 1
Suggested frequency of evaluation of the managers of an innovative enterprise
Frequency Methods and forms Evaluation procedure Who makes Findings from
of evaluation of assessment P the assessment the assessment
Observation, Determines the level
o Analysis of current self-reporting, assessment | Head of Human | of the current execution
urrent L . - o
employee activities of manager's working Resources of responsibilities
behaviour, case studies by the manager
Monitoring activities Testing, comprehensive Improvement
R over a period of time assessment, programme |Head of Human | in the performance of work
egular (weekly, monthly, monitoring, ranking, expert | Resources tasks and results after
per year) assessments a certain period is assessed
Allows to define a skill, skills,
Manager's attestation, abilities, qualities,motivations,
Prospective Analysis of future testing, expert Head of Human | expectations about future
opportunities assessments, target Resources tasks and allows to predict
method and rating scale manager's potential
opportunities

Source: [1; 2; 9]
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material, moral, labour and status rewards for successful
employees.

4. Employee work behaviour appraisal is the
completion of specific appraisal forms, which contain
a statement of effective or ineffective work behaviour
(Table 2). The assessment will be made using certain
parameters related to the performance of the job
or the achievement of the intended objectives. The
basis is an assessment of the employee's expressed
behaviour, work behaviour and social behaviour. As can
be seen from Table 2, the presented assessment of the
managers of an innovative enterprise is targeted, as
it includes the assessment of work results, managers'
qualities and their working behaviour, and the specific
feature is the measurement of these indicators in points.

5 Assessment of the level of achievement by
an employee of a positive result in saving resources,
observing and improving technology, obtaining quality
products, obtaining products within deadlines, speed of
decision-making.

Conducting a comprehensive staff appraisal.
The main idea is to quantify the most significant
characteristics of both the employee and the work
performed by him or her by means of points. To charac-
terise an employee, their professional and qualification
level, their business qualities, the complexity of the
functions performed, and the specific results achieved
are evaluated in a comprehensive way, but not based on
the evaluator's subjective judgement, but on objective
analysis data.

The professional and qualification level of an
employee is determined by a common set of objective
attributes for all categories of personnel — education,
professional work experience, active acquisition of
professional skills and improvement of professional
skills. Each of these attributes is assessed by a certain

number of points. Other elements of assessment that
characterise the business qualities, complexity and
performance of workers work results, specialists and
managers are somewhat different in terms of content
and specific importance of the attributes.

That is to say, whereas in the past managers of an
innovative enterprise tried to carry out an assessment of
one characteristic of employees, today more and more
attention is being paid to the assessment of the human
potential of the employees of the innovative enterprise.

Based on an effective personnel appraisal system
in an innovative company, it is possible to achieve high
motivation of the personnel (bonuses for the achievement
of performance improvement results, payment "for
result"), implementation of development opportunities for
employees and control of workers abilities (evaluation of
compliance with the position and based on competence
data to create specialist development programme), a
possibility of quick informing of the personnel about new
work requirements or changes in the business strategy
of an innovative enterprise.

It is appropriate for an innovative enterprise to act
proactively, i.e. to use a personnel assessment system
to determine the suitability of employees for their
specialisation so that they can make decisions in any
situation. Heads of departments monitor how well and
quickly technological parameters are processed, lower-
level managers submit their reports to the management
daily. The appraisal system in an innovative company
is used to award bonuses to employees, to promote or
demote them and, if necessary, to draw up an individual
development plan for a particular employee.

It is reasonable for an innovative enterprise to
apply a personnel assessment system to determine
the manager's flexibility, the speed of assessing
technical and technological parameters, the employee's

Table 2

Fragment of an evaluation form for the managers of an innovative enterprise

Results of work, work behaviour, managerial qualities

Points

1 2 3 4 5 6

1. Based on the results of the work:

1.1.quality of work performed

1.2. number of clients served

1.3.Number of contracts signed

1.4.respecting deadlines for completion of work

2. work behaviour:

2.1.ability to get involved in the work of the group

2.2.organisational skills

2.3.Problem-solving ability

2.4 ability to negotiate

2.5.leadership capacity

3. The qualities of a manager:

3.1.level of knowledge

3.2.communicativeness

3.3.Professionalism

3.4.self-development

3.5.Self-education

3.6.persuasiveness

Source: author's development
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adaptation to potential changes, the ability to manage
oneself, the identification of problem-solving skills
in crisis situations, and organisational abilities. The
greatest attention is paid to professional, conceptual
and social competencies.

The main thing in the enterprise personnel
assessment system should be to determine the
potential of operational managers and specialists.
That is, the ability to meet the technical and
technological requirements of production, the focus
on the "budget" of events that ensure the maximum
effect and competitiveness of the innovative enterprise.

It is these results of using an evaluation system
that can be considered as an effective opportunity
to influence all human resource processes of an
organisation, all subjects of human resource work of an
innovative enterprise and their interaction, the full use
of human potential and, therefore, the achievement of a
high level of competitiveness of an innovative enterprise
in a knowledge economy and change management.

Among the modern personnel assessment techno-
logies that could be recommended for implementation
in an innovative enterprise are the "Assessment
Center", which involves analysing the potential of
employees; filling vacant personnel positions; selecting
personnel with clearly defined competencies; creating
a development and training programme; and planning
individual careers.

This potential strategic alternative to staff deve-
lopment can be useful to improve the organisation of
individual development programmes for each employee,
career planning, and monitoring the appropriateness
and effectiveness of developing knowledge and skills
within a clearly defined specialisation.

"Assessment Center is a technology for assessing
employee competencies based on modelling key
aspects of their work. It allows employees to demonstrate
their knowledge, skills, abilities and personal qualities
in specific situations and determine the compliance of
the competencies of an organisation's workforce with its
goals, strategy and corporate culture using specialised
assessment procedures.

The Assessment Centre method contains simulation
exercises that simulate the participants' working reality.
The types of exercises are divided according to work
situations: all work tasks are solved by the worker
individually, in pairs or groups. According to these
situations, a distinction is made between: individual
exercises and group exercises. This method is widely
used in foreign enterprises for training and personnel
development (Table 3).

The main feature of personnel development monitoring
in an innovative enterprise using the Assessment Centre
method is that other business assessment methods
can also be used in parallel. Personnel development
monitoring can become an integral part of improving
employee performance as well as increasing employee
motivation. According to the modern management
concept, which is oriented to the model of an employee
as a "social person" and considers personnel as one of
the key resources of an enterprise, which manifests itself
in constant and comprehensive personnel development,
maximum attention to the individual identity of a
single employee, the procedures of coordination
and harmonisation of development of personal and
professional qualities of specialists, implemented by
monitoring personal-professional development, acquire
special importance.

The implementation of the “Assessment Centre”
methodology in an innovative enterprise, which
consists of creating tasks that simulate key points of an
employee's work, will help to identify the existence of
professionally important qualities, and consequently to
monitor personnel development needs.

Conclusions and prospects. The article considers
the conceptual basis of orienting of methods of
personnel assessment in the innovative enterprise as
a direction of providing a competitive advantage, aimed
at finding and evaluating the relevant knowledge, skills,
abilities and other qualitative characteristics of the
enterprise personnel to the requirements of the position.
The system of personnel assessment for innovative
enterprise is formulated, based on the assessment of
professional preparation of the employee, assessment
of the compliance of personal qualities to the formal job
"portrait" requirements, the definition of the usefulness
of the work and activity of a particular employee in terms
of the knowledge economy and change management.
The authors determines the periodicity of assessment
of innovative enterprise managers, methodology
for assessing the labour behaviour of an employee,
assessment of the level of achievement by an employee
of a positive end result in saving resources, observing
and improving technology, producing quality products,
getting products within the established deadlines, speed
of decision-making. “Assessment Center’” methodology
in the innovative enterprise should be aimed at an
equally important task, such as studying the needs of
employees in the development of skills and abilities,
taking into account strategic goals in the innovative
enterprise, as well as forecasting their development and
impact on the results of its financial activity.

Table 3

Advantages and disadvantages of the Assessment Centre method

Advantages

Disadvantages

Objectivity of evaluation

Needs to attract external resources

No possibility of falsification

Requires a considerable investment of time

Can be used to assess different levels of workers

Implementation is costly

Provides ample opportunity for each employee
to reach his or her potential

Increased stress levels when receiving feedback

Allows for an accurate assessment of staff potential

Source: [6; 7; 9]
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