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Abstract
The purpose of the article is to clarify the essence of social responsibility in the field of

engagement, interviewing and recruiting. The object is defined by the internal social responsibility of the
employer, which covers the processes of hiring and adaptation, motivation, development and evaluation
of their own personnel, which is the main stakeholder of the organization.

Modern methods of research, in particular: scientific abstraction (in the study of the essence of
categories of corporate social responsibility, a system approach (to justify the principles that influence
corporate social responsibility), etc., are used to achieve the stated goal and to solve the above tasks.

The provisions and conclusions of the work are a system of measures aimed at ensuring
productive employment, a fair compensation policy, creating conditions for the full development of
human potential, taking into account the own interests of the main business goals and development
strategies of the enterprise.

Principles of employer's social responsibility in compensation policy are revealed. They are:
decent wages, social support of employees; catering and payment for employees’ medical services;
improvement of employees’ health; employees’ leisure time; employees’ health care; assistance in
critical situations; financial support; additional medical and social security; positive psychological
climate in the team.

Components of organization social responsibility in the sphere of professional training are
investigated. They are: training and development; forming of employees’ individual development plans;
selection of employees forms and methods of training; definition of training efficiency indicators;
employees’ professional mobility; planning and career management; formation of personnel reserve etc.

It is established that personnel development includes: training programs, professional
development, trainings, internship, corporate universities, grants, research and practical development,
innovative employment through the "knowledge economy”, favorable conditions for growth of personnel
creative potential.

Keywords: personnel adaptation, internal social responsibility, compensation policy, recruitment,

personnel assessment, personnel development, social responsibility, stakeholders.



CounianbHo BianoBigagabHa B3aeMois Oi3Hec-oprasizauii i3 BHyTPIlIHIM cTelKX0/11epoM
Oubra JIskis (Ykpaina)
Oumpra JIsKiB, KaHIUAAT €KOHOMIYHUX HAYK, JOLUEHT Kadenpu YIpaBiIiHHS IEPCOHAIOM 1 perioHanabHOT
eKOHOMIKH, TepHOMIbCHKHII HAllIOHATHHUN €KOHOMIYHHM YHIBEpCHUTET, YKpaiHa.
AHoTanisa
Metoro cTarTi € 3’ACyBaHHS CYTHOCTI COIIaIbHOI BiAMOBINANBHOCTI Yy LApUHI 3allydeHHS,

MpoBeNieHHsT cmiBOeciqn Ta BimOoopy mnepcoHary. OO0’€KTOM BH3HAYEHO BHYTPIIIHIO COIIAbHY
BIJIOBIATBHICTH POOOTOMABIIS, SIKAa OXOIUIIOE MPOIECH HAlMy Ta ajamnTailii, MOTHBAIlii, PO3BUTKY Ta
OILIIHIOBAaHHS BIJIACHOTO MEPCOHAITY, SIK TOJOBHOTO CTEHKXOJIIepa OpraHizaltii.

Jlnst MOCSATHEHHS BU3HAUEHOI METH 1 BHPIMIEHHS OKPECIEHHX 3aBIaHb BHUKOPHCTAHO Cy4acHi
METO/M JOCHIKEHHS, 30KpeMa: HayKoBOro a0cTparyBaHHs (IIpM BHBYEHHI CYTHOCTI KaTeropii
KOpIIOpaTHBHA COI[iajibHA BIAMOBIIAIBHICTh; CUCTEMHOTO MIAXO0MY (11 OOTpYHTYBaHHS MPUHITUIIIB, 1110
BILTMBAIOTh HA KOPIIOPATHUBHY COLIAJIbHY BIANOBI1IANbHICTD) TOLIO.

[Tomo>xeHHsT Ta BUCHOBKH pPOOOTH € CHUCTEMOIO 3aXOJiB IIO CIPSAMOBaHI Ha 3a0e3MeueHHS
MIPOJIYKTUBHOI 3alHATOCTI, CIIpaBeAJIMBOI KOMIIEHCAI[IITHOT MOJITUKH, CTBOPEHHS YMOB JJIsl BCEOIUHOTO
PO3BUTKY JIOJICBKOTO TIOTEHIlAJy, BPaXOBYIOYHM BJIACHI 1HTEPECH OCHOBHMX Oi3HEC-IIUIeH 1 cTpaTerii
PO3BUTKY MIAMPUEMCTBA.

Po3kpuro mpuHOMIM peanizalii  COI[iabHOT BIANOBIJAIBHOCTI POOOTOJABUIB y LApUHI
KOMIICHCAIITHOT MOJIITUKKA: TiZHAa 3apo0iTHA IiaTa, CoIliajibHa IMIATPUMKA MPAIIBHUKIB; OpraHi3arlis
XapuyBaHHS Ta OIjlaTa MEIWYHUX IMOCIYT MpaliBHUKaM, 03J0pOBJICHHS, J03BULIA MepcoHaly; TypOoTa
PO 3/I0POB’s MPAIIBHHUKIB; JOTMOMOTa MparliBHUKAM y KPUTHYHUX CHUTYAIliAX; MaTepiajabHa JOTIOMOTa;
JOTATKOBE MEIWYHE W COIliaJibHEe CTpaxXyBaHHS MPAIIBHUKIB; XOPOIIWW TICHUXOJOTIYHHH KIIMaT Yy
KOJICKTHUBI.

JloCmiKeHo CKIJIAIOBI  COIIaJIbHOT BIAIMOBINAIBLHOCTI Opradizaiii B mapuHi mpodeciiiHoi
MATOTOBKKM Ta TIABUIIEHHA KBajidikamii mNepcoHanTy: HaBYaHHS Ta MIABUIIEHHSA KBaiidikarrii
MPaIiBHUKIB, PO3pOOJIEHHS IHIWBIAyalbHUX IUIAHIB PO3BUTKY MpalliBHUKIB; BUOIp (opMm 1 MeTOAdIB
HAaBYaHHS TMPAIIBHUKIB, BU3HAYEHHS IIOKa3HMKIB €(EeKTUBHOCTI HaBUYaHHS; CIYyXO0BO-mpodeciiine
MepeMillieHHs] MpaliBHUKIB; MJIaHyBaHHsS Ta YIOPABIIHHA Kap €poro; GOpMyBaHHI KaJpOBOTO PE3EPBY
TOIIO. BcTaHOBNEHO, IO PO3BUTOK MEPCOHATY B OpraHizaiii MpOXOJWUTh 4Yepe3 MporpaMu HaBYAHHS,
MiABUINCHHS KBaui(ikaiii; TPEHIHIH, CTa)XyBaHHS, KOPIIOPATHBHI yHIBEPCUTETH; OTPUMAaHHS IPAHTIB,
HAyKOBI1 I MpakTHYHI pOo3pOOKH; BIPOBAKEHHS IHHOBALIMHOT 3al{HATOCTI Yepe3 «EKOHOMIKY 3HaHbY;
CIPUATIINBI YMOBH JUI 3pOCTaHHS TBOPYOTO MOTEHIIay MPaLliBHUKIB.

KarouoBi cioBa: ananTanis nepcoHaly, BHYTPIIIHA cCOLlajbHAa BIANOBIAAJIBHICTh, KOMIIEHCalliliHa
MOJIITHKA, HAallM MepcoHally, OLIIHIOBAaHHS IEPCOHANY, PO3BUTOK MEPCOHANY, COIliajbHa BiINOBIIAIBHICTS,

CTEHKXOJIIEPH.



ConuanbHO 0TBETCTBEHHOE B3anMOo/ieiicTBHe OM3HeC-OpraHu3aliu ¢ BHYTPEHHUM CTEHKX0J1/1epoM
Oabra Isaxus (Ykpauna)
Ombra JIgxkuB, KaHAMZAT SKOHOMHYECKHMX HAyK, JOLUEHT Kadeapbl YIpaBICHUS MEPCOHATIOM H
PEruOHAIBHON YKOHOMUKH, TEepHONOIBCKUM HALIMOHAJIBHBIN S3KOHOMUYECKUN YHUBEPCUTET, Y KpanHa.
AHHOTAnUA
Lenpto cTaThu SIBIAETCS BBIICHEHHE CYIIHOCTH COLMAIBHOW OTBETCTBEHHOCTH B OO0JIACTH

MIPUBJICUCHUS, TIPOBEACHUS coOecemoBaHusi U otOopa mepcoHana. OOBEKTOM ONpEEICHa BHYTPEHHSS
colMalibHasl OTBETCTBEHHOCTh pabOTOAATEeNs, KOTOpas OXBAThIBACT MPOIECCHl HAaliMa W aJaNTallHH,
MOTHBAIIUK, PAa3BUTUS U OICHWBAaHUS COOCTBEHHOTO IIEpCOHANA, KaK TJIABHOTO CTCHKXOJIepa
OpraHH3aIiH.

JUIs  TOCTVDKEHHST OTMPENCSIICHHOW IeIM W PEIIeHUs OYEPUYCHHBIX 3aJlaHuil  HCIIOJIb30BAHbI
COBPEMEHHBIC METOJIBI WCCIICJOBAHUS, B YAaCTHOCTH: HAyYHOTO aOCTparupoBaHusi (MpU WU3yISHUH
CYIITHOCTH KATETOpPHid KOPIIOPATHBHAS COIHMANIbHAS OTBETCTBEHHOCTh;, CHCTEMHOTO TMoaxoaa (Juist
000CHOBaHHUS TIPUHITUTIOB, KOTOPBIC BIIUSIOT HA KOPIIOPATUBHYIO COIMALHYIO OTBETCTBEHHOCTh) U TOMY
mo00HOE.

[TooxeHne U BBIBOJBI PAOOTHI €CTh CHCTEMOW MEPOIPHSTHIA, YTO HANPABJICHBI Ha oOecrieueHre
MPOU3BOJUTEILHON 3aHATOCTH, CIPABEIIMBON KOMIIEHCAIIMOHHOW MOJUTUKHU, CO3JaHUS YCIOBHUM IS
BCECTOPOHHETO PA3BUTHS YEJIOBEYECKOTO IMOTCHIIMAIA, YYUTHIBas COOCTBCHHBIC WHTEPECHI OCHOBHBIX
OuW3Hec-1IeTIeH U CTpaTeruid Pa3BUTHSI IPEITPHUATHS.

PackppIThl NPUHIMMBI peav3allid COLMANIbHONM OTBETCTBEHHOCTH paboTonareneil B o0iacTu
KOMITEHCAIIMOHHOM TMOJIMTUKU: JOCTOWHA 3apaboTHas IulaTa, COLMAlbHAs MOJAJIEPKKA pPaOOTHUKOB;
OpraHu3aiys MUTAHUA U OIUIaTa MEIUIMHCKUX YCIyT pabOTHUKaM, O3J0POBIEHHUE, NOCYT IMEpCcOoHala;
0€eCIOKONCTBO O 3/I0pOBhE PAOOTHUKOB; MOMOILb PAOOTHUKAM B KPUTUYECKUX CUTYALIUSX; MaTepUabHas
MOMOIIb; JIOTIOJHUTEIPHOE MEAMIMHCKOE M COLMAbHOE CTpaxOBaHHWE paOOTHUKOB; XOPOIIMMA
MICUXOJIOTMYECKUI KIIMMAT B KOJIJIEKTHBE.

HccnenoBaHo  COCTaBISIIOIIME  COLMANIBHONM OTBETCTBEHHOCTH OpraHuM3allud B 00iacTu
npodeccuoHabHOM MOATOTOBKU M TOBBINICHUS KBadU(UKAIMU NepcoHala : oOydyeHUE W TOBBIIICHUE
kB (pukanuu pabOTHUKOB; pa3pab0TKa MHAUBHUIYAIbHBIX IJIAHOB Pa3BUTHUSL paOOTHUKOB; BEIOOP hopM
U METOJIOB O0y4yeHHs] paOOTHUKOB; OmpejeneHue mnokazareneid 3(p(GEeKTUBHOCTH OOY4YEHHUS; CIyKeOHO-
npodeccuoHallbHOE  TEepeMelIeHne COTPYIHUKOB;, IUJIAHUPOBAaHWE U  YIpaBJICHHE Kapbepou;
(dbopMHUpOBaHHM KaJIpOBOTO pe3epBa U TOMY MOJO0OHOE. YCTaHOBIEHO, YTO pa3BUTHE IEpcoHala B
OpraHM3alii TMPOXOJAUT Yepe3 MpOorpaMMbl OOY4YEeHHs, TOBBIINICHUS KBaIU(UKAINKM, TPEHUHTH,
CTOKUPOBKH; KOPHOpPATHUBHBIE YHUBEPCUTETHI; TMOJYYCHHE TpPAHTOB, HAy4yHble U MPAKTUYECKUE
pa3paboTKu; BHEAPEHHWE WMHHOBAIMOHHOW 3aHATOCTH uepe3 '"DKOHOMHUKY 3HAaHUU"; ONarompusTHbIC
yCIOBUS JJI1 POCTa TBOPUYECKOTO MOTEHIIMAIa paOOTHIUKOB.

KiroueBnble ciioBa: azanranusa nepCcoHaia, BHYTPCHHSASA COUaJIbHAA OTBCTCTBCHHOCTD,



KOMIICHCAIITMOHHAA IIOJIMTUKA, IPHUEM IICpCOHAIa, OLUCHHUBAHUC IICPCOHAJIA, Pa3BUTHUC IICpPpCOHAJIA,

conuajibHas OTBCTCTBCHHOCTD, CTefIKXOHI[epBI.

Problem-statement-and-its-connection-with-important-scientific-and-practical-tasks
In modern conditions of Ukrainian business, employers emphasize the importance of attention to

the internal components of social responsibility because they believe that the staff is an important
resource and from its activity depends on its profitability and success of the organization. Relationships
between employers, employees and the state are carried out within the social partnership in the form of
contracts and agreements. The modern concept of internal social responsibility is in its infancy and needs
to be studied by many managers of modern organizations.

Analysis of recent research and publications on the problem under consideration
There are a lot of theoretical approaches to the definition and interpretation of "corporate social

responsibility”, sometimes they contradict to each other and have ambiguous interpretation.The
representatives of scientific School of Kyiv National Economic University named after Vadym Hetman,
including A. Kolot, A. Grinenko, V. Petyuh, S. Tsymbaliuk and others: A. Carroll, O. Grishnova, 1.
Belyayeva, A. Shastun, which actively work on problematics of corporate social responsibility, are
engaged in search of ways to improve the efficiency of this social institution.

Determination of the issues, which are not resolved in chosen problem to study.
Social responsibility of the employer as a subject of social and labor relations is regarded by the

public authorities, trade unions and civil society organizations primarily as the external environment that
pays taxes, interacts with the interested parties and others. And social responsibility from the inside
mostly is considered as a desire to profit employer. Therefore, the study of the internal environment in
social responsibility assumes to provide high staff performance.

The main material of article with justification of scientific results
Category of corporate social responsibility - a phenomenon that is inherent only to a market

economy. A. Carroll, proposes to treat corporate social responsibility (hereinafter referred to as "CSR") as
a kind of "pyramid" consisting of economic, legal, ethical and discretionary (philanthropic)
responsibilities of the organization before society [1, p. 268]. According to the definition of I. Belyaeva,
CSR is a direction of business for sustainable development [2, p. 18]. Scientist A. Grynenko asserts "...
the main element of the notion of corporate social responsibility is the conscious, voluntary nature of
socially responsible activity. The organization voluntarily undertakes to implement measures aimed at
improving the situation in areas not directly related to its commercial activities "[7, p. 57].

The author O. Dyakiv outlines that in the present conditions of economic institutions CSR is a key
element of a stable and sustainable development organizations, one of the effective mechanisms of
investment attractiveness, competitiveness, loyalty and social strategies required component organizations

are concerned about their reputation [4, p. 68]. The effect of CSR is most fully manifested in an increase
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in intangible assets; strengthening reputation; brand and image; increasing customer loyalty. Accordingly,
the motivation to work increases, efficiency and productivity increases, and, as a result, the volume of
services provided is increasing [5, p. 165].

The concern of the subject about its stakeholders (those affected by the results of its activities)
indicates an expanded degree of social responsibility [6, p. 19]. A. Shastun proves the necessity of
strengthening the responsibility of employers in fulfilling their obligations, as well as the expediency of
consolidating in the labor legislation the principles of economic incentives for employers to ensure
compliance with public and public interests [8, p. 15].

Internal Social Responsibility - is, first of all, business practices with respect to its own staff,
which should include the following activities [3, p. 226]:

v timely selection and hiring professionals who have the necessary qualifications and
personal qualities;

v motivation and stimulation of employees;
v social protection and health and social insurance of employees;
v evaluation of the results of work and personal qualities of staff;

v development of human capital of workers through various educational programs and
training.

Internal social responsibility of the employer is a business practices on its own staff, which is the
most important resource. The success of any organization depends on the availability of the required
quantity and quality of staff at the right time and the right of selected positions that seek to meet their
needs and the needs of the organization. Social responsibility in the field of employment includes:
planning highly productive and qualitative composition of staff; - organizing of recruitment; model
assembly of workplace (requirements for future employee); mapping competencies, qualification card (a
list of competencies for an applicant for the position); determine the sources of personnel attracting; the
interview (questionnaires, tests, business games); selection of personnel; decision on hiring.The employer
must ensure non-discrimination in hiring practices, clear system of interaction with employees as key
stakeholders. Social and labor relations between employer and employee should be aimed to ensure life
quality, attract to enterprise qualified and talented employees.

Adaptation is one of the elements of the system of personnel management. Settling on a job
applicant must quickly adapt to the demands of enterprise: regimes of work and rest, work rules, job
descriptions, orders and instructions. He must accept the team which will work, tradition and philosophy
of the organization to re-evaluate their capabilities, habits and attitudes. It is required a certain period of

time that the employee became a full member.



Adaptation employee - is the process of joining the team, learning the rules and traditions that
exist in the organization. It is required a certain time, so that the worker became an active member of the
team and participated in its activities.

The adaptation to the post and the entry is aimed at ensuring the proper introduction to a function
of the new employee, reducing possible errors related to his work, creating a positive image of the
company, reducing discomfort in the first days of activities, and the evaluation of qualifications and
potential employee during the passage of probation.

Adaptation program (plan entering) is designed for quick adaptation of new employees and their
adaptation in all structural units of the organization. The program should develop and use in the heads of
all departments.

The objective is to develop an overview of the organization, its main activities, organizational
features, characteristics and relationships of the employee (the procedure of hiring, firing, pay, benefits,
etc.), working conditions, and others.

This program is implemented during the first two weeks of the new employee. Some stages of the
program used by the time the new design of the worker. First, you need to hold a tentative novice
introductory interview.

The purpose of this procedure is to inform the new employee basic information about the
organization, perspectives and features of the employment relationship between the organization and the
employee.

Preliminary interview is conducted after the formulation of the final proposal on recruitment and
agreement exit. After the paperwork in the department of personnel is presenting a new employee in the
organization. It is conducted a direct acquaintance with the basic premises of the office and the
department where new work specialist. All employees of the organization in the prescribed form receive
information about a new employee. Last studies schematic structure of the organization, the hierarchy of
positions, especially the work teams and groups acquainted with the basic principles of corporate culture.

Each organization must create entry plan to the job position.

Entry plan to position is determined by supervisor. Report on the passage of separate stages of the
plan is provided to HR manager.

Entering the post provides more details on the specifics of the organization, especially the post and
the specifics of the work, and gaining specific skills specific to a particular job.

This profile reflects a total office space functional and organizational system of the company. This
means that the HR manager who follows the adaptation has to know who exactly how and what tasks
involved in the adaptation of a new employee. Profile contains a clear description of duties professional
and therefore should determine which functions the employee must be adapted.

The plan entering to job position covers the period of probation and covers two stages (direct

entry to office and work on job position). For novice mentor is attached . Last supervisor appointed from
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among the most experienced staff. The task of the curator is to plan, conduct and evaluate the
performance of a new employee during the period of his probation. The new employee must provide
weekly reports curator work done under the individual plan. The coach evaluates his work and sends
reports to supervisor and backup - manager staff.

Supervisor conducts individual training a new employee in the following areas:

» study of the job description and requirements for the workplace; introduction of technology into
a new job in a branch;

* receiving a package of documents that allow the new employee more comfortable and efficiently
enter the organization;

« study the instructions on the technology's own works and works department (for example, study
product range, customer service features, etc.);

« study of the instructions associated with the interaction of business units, and workflow rules.

This step involves entering a new employee to the position of full mastered their duties.

At the end of the first month of the new employee record lets supervisor of the work done, the
exam is based on the basic knowledge and skills. Management performs a preliminary analysis of
employee performance and adjusts its activities.

The minimum required duties of personnel are productive employment, fair compensation policy,
creating conditions for the full development of human potential, taking into account their own interests
key business goals and strategies of the enterprise. The components of compensation policy include:

- monetary incentives (salary basic and additional, bonus, bonuses, allowances);

- non-monetary incentives (housing, car, place of treatment and rest, eating by the company,
mobilephone payment, etc.);

- non-financial incentives (decent working conditions, safety, healthy psychological climate in the
team);

- moral encouragement: respect, gratitude, diplomas, Hall of Fame, orders and medals, rank, etc;

The dominant feature of the implementation of social responsibility of employers in the area of
compensation policy is stable and decent wages, development of social support staff (training package
privileges and guarantees); catering, organization and payment of health care workers and their families,
treatment, rest; health care workers; support for mothers and children; aid workers in emergency
situations;financial aid; additional medical and socaial insurance of workers; good psychological climate
in a team.

Personal and professional development is an important direction of positioning of the company as
a socially responsible, essential condition for building social and labor relations between employers and
employees on the principles of social responsibility and increase loyalty, motivation and responsibility of
workers [9, p. 156].

Social responsibility in the field of training and staff development is: the education and training of
7



employees; development of individual development plans for employees; choice of forms and methods of
training employees; determining the effectiveness of training; service and professional advancement of
workers; planning of career for employees, career management (move to higher positions); personnel
reserve and others.

It is important to encourage employees to training at the workplace through the professional
literature, professional periodicals subscription, order creative, more responsible and more complex
challenges involving decision-making processes that go beyond the standard works [10, p. 282].

Staff development in the organization goes through training programs, professional development;
training, internship; corporate universities; grants, research and practical development, the introduction of
innovative employment through the "knowledge economy"; favorable conditions for the growth of the
creative potential of employees.

The importance of staff evaluating is multistage, sequential process of studying of individual
properties and (or) the results of activity of employee within HR. Assessment is a system process,
elements of which are interrelated and interdependent by species, subjects, methods, indicators and so on.

Assessment of HR is a multistage, sequential process that includes:

- evaluation at hiring (evaluation of individual and professional qualities of the candidates:
qualifications, experience, professional skills); evaluation in the selection of candidates (personal
competences, professional, communication, psychological, cognitive).

- assessment of candidates for personnel staff reserve (education, skills, organizational skills,
health, age, training);

- periodic assessment of the personal qualities of employees (professionalism, flexibility,
adaptability, persistence in achieving goals, hard work, energy, stress);

- periodic evaluation of the results of employees (labor productivity, complexity of work, working
conditions, the amount and quality of information received, the level of innovation,

- evaluation of employees motivation, self-motivation, self-fulfillment, key performance indicators
(KPIs);

- evaluation of competencies (building of competencies model that includes - development -
System competency for positions, choice of the most important experts in the degree of their importance,
ranging competencies, determination of basic competencies and their evaluation criteria).

The important in HR is to develop criteria for evaluating socially responsible behavior of every
employee in the system of evaluation of the results of work; assess competency; the efficacy of corporate
social responsibility; attracting staff to corporate social programs; forming an internal communications
system, which will inform all employees about strategy, plans, results and achievements in KSV.

The conclusions of this study; the prospects for further research
Adhering to the principles of social responsibility, an organization maximize your score in the

long run, on the one hand, motivates staff to comply with corporate social responsibility, and on the other
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- has a positive effect on society and the state in general.
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