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Abstract

The necessity of elaboration of the ways of optimization, concerning the
processes of management of personnel development is defined. The necessity
of establishment of the Consulting center on management of personnel devel-
opment is proved. The tasks, functions and principles of its activity are formed.
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Problem definition. Evaluation of the efficiency of the developed scientific
provisions as well as actions on management improvement is checked by means
of their introduction in practice. For that purpose the structural units which realize
the strategic functions of the management of personnel development are formed.
The tasks of the independent structural units are to realize the personnel policy
and coordinate the activity of the management of personnel development in the
organization.

Nevertheless, the analysis of the practice of personnel management has
shown that the Personnel department realizes the functions of management of
personnel development at the enterprises. But Personnel department provides
only functions concerning retraining and advanced training, termination of em-
ployment, recruitment of workers. Personnel departments are structurally sepa-
rated from the Department for organization and remuneration of labor, OSH de-
partment, Safety department, Legal departments and other subdivisions, which
also discharge functions concerning personnel management.

At that, services of personnel management as a rule have low organization
status, can not solve the problems concerning management of personnel devel-
opment, because the Personnel departments are neither methodical, nor infor-
mation, nor coordinative centers of personnel management.

Under such conditions, the effective mean of improvement of management
of personnel development is consultative and methodic support of the consulting.
In scientific literature the problematic of functioning of consulting services market
is highlighted in the works of the famous economists. Among them: foreign
economists: M. Kubr, D. Maister, F. Steele [1; 2; 3] and native ones: V. Verba,
V. Korostelev, T. Reshetniak, O. Trofimova, Yu. Chernov [4-7]. Taking into ac-
count the results of the scientific researches, we should say that in literary
sources there is no complex investigation of the establishment and functioning of
the consulting services market in the sphere of personnel management.

Objective of the article. Feasibility of the conception of changes in the
organization structure of the enterprises connected with the restructuring and in-
tegration with other economic entities towards the formation of the unique system
of strategic areas of management, realization of the joint events, concerning in-
tensification of the workforce capacity, optimization of the financial flows, based
on the principles of consulting.

Deficit of the qualified personnel, ability to work under new conditions pro-
vides opportunity for wider attraction of external consultants as an intellectual re-
sources and their complex use in order to raise the efficiency of management of
personnel development in particular:
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1. Provision of specialists of the required qualification level for all spheres
of management.

2. Achievement of high productiveness of personnel concerning manage-
ment and organization in whole.

3. Encouragement of a worker and high productive labor.

To dispose the key failing of the services of the direct external consulting,
which has the particular threat for conflict of interests, which is able to disorgan-
ize the work, a new technology of management of personnel development is of-
fered. It is based on the principles of consulting by means of permanent studying
of the subdivisions employees of personnel management concerning alcohol
branch and their usage as an internal consultants. This technology has to create
such virtual conditions, when on the basis of actual indicators the key moments
of activities of the alcohol branch organizations are modeled. This provides the
opportunity for elaboration of effective typical efforts concerning development
and evaluation of personnel with consideration of their individual characteristics,
involving external consultants.

In accordance with the obtained results the knowledge base which is the
methodical background for the internal consultants training is formed. To raise
the effectiveness of training, the problem work group of internal and external
consultants is created.

To minimize the expenses on consulting, the separate subdivisions on man-
agement of alcohol enterprises development are supposed to be combined in order
to create the consulting branch center on management of personnel development.

The supposed structure of consulting center on management of personnel
development (hereafter referred to as the Center) is introduced at the picture. It
depends on the specificity of its functions and can be changed. The Center activ-
ity includes: definition of objective, terms, volume and results of personnel
evaluation, normative documentation of the evaluation process, expertise of the
internal instructions, orders, which regulate this work in accordance with the La-
bour Code.

The specific objectives, mechanisms of their achievement and programs
on management of personnel development in the Center are defined gradually, in
the course of program realization. At that, the objective of each stage is defined
directly before the implementation of the corresponding stage on the basis of the
analysis of the current situation and results of the previous stage.

The program conception defines a «permanent component» of those ob-
jectives and means of their achievement, which are developed at each stage of
the program, and program strategy defines the principles of formation of the
«variable component» in accordance with the situation. Conception and strategy
are developed for the whole period of the program realization.
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Figure 1

Structure of the Consulting Center on management
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The work of the Center is formed on the basis of accumulation of person-
nel information by means of conducting of personnel audit, which contains the full
analysis of personnel situation at the alcohol enterprises of the region:

e evaluation of the level of personnel provision at the enterprises;

e certification of the enterprises’ degree of readiness concerning devel-
opment by means of assignment of advanced employees and the type

of their encouragement;

e recommendations concerning specific personnel programs (recruit-
ment of new workers, career planning, advanced training, actions con-
cerning increase of labor productiveness);

e introduction of results in formalized and unitized aspect.
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The basic principles of Center functioning are the following:

e modeling of the managerial situation for the purpose of decision-
making concerning strategy of enterprise development or separate
subdivisions, which are based on materials of real problems;

e modeling of the typical business situations, specified for the activity of
the certain subdivisions. This provides the evaluation of the profes-
sionalism level of the participants, their competence and organization
abilities.

The indispensable condition of effective management of personnel devel-
opment is formation of information system and procedures of information proc-
essing. Data is formalized and transformed into information as follows:

1) Primary conversion of test results and personnel quality testing;

2) transfer of the obtained results into the indicators according to the cri-
teria evaluation;

3) evaluation-conversion of the indicators into the ratio scale according to
the criteria;

4) comparison of the score evaluation, obtained according to the one cri-
terion in different procedures, formation of the final score evaluation and prepara-
tion of the table of evaluations of the personnel at alcohol enterprises of the re-
gion;

5) descriptions of the level of development of the personal and business
qualities of the applicant, formation of recommendations concerning further us-
age and development of personnel at the alcohol enterprises of the region;

6) preparation of the generalized materials on the group of evaluated
ranged cards of personnel distribution and its development;

7) creation of the final report on each individual;

8) information concerning vacancies as well as concerning occurring dis-
placement and advancement, satisfying such conditions:

e information is given not later than 5-6 weeks before the advertisement
about the recruitment appears from outside;

e rules of choosing are opened and obligatory for all;
e standards of selection and instructions are formed distinctly;

e employees, which pretend but not get a position, are informed in writ-
ten form about the reasons of refusal.
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On our opinion, the program of cooperation of regional alcohol enterprises
with the consulting center on career growth management should include such
services:

1) provision of information about the vacancy places at all alcohol enter-
prises of the region;

2) qualification requirements in accordance of which employees can pre-
tend to those places;

3) assistance for workers in order to reach the necessary level of qualifica-
tion and career;

4) consulting among workers and their managers concerning the objec-
tives of that career.

Programs of career development for provision of systematic motivating in-
fluence should be regularly offered, be opened for all employees and be modi-
fied, if monitoring requires changes.

The objective of the program of career development is the combination of
needs and targets of employee with the current or future possibilities of ad-
vancement at the alcohol enterprises of the region. A personnel of the Center
helps to formulate the realistic goals, which reflect the strong and weak points of
the individual. On the basis of such information, each individual independently
ascertains his own tasks and objectives of the career advancement.

Formal and informal consultations can be used to provide consulting ser-
vices for the employees of the alcohol enterprises of the region concerning ca-
reer development. Nowadays, the informal consulting of specialists-personnel of-
ficers and immediate managers is widely used. More formal measures include
special seminars in the Center. Availability of the Center promotes the informal
consulting of workers concerning career development.

Consultation of manager should be the part of evaluation concerning ful-
fillment of employee’s obligations. A specific feature of work evaluation is the fact
that it contains information, which allows employee not only understand how
great he works, but also what can he reach in future — in such a way the interest
to the personnel advancement awakes.

Improvement of career process management at the alcohol enterprises
should be based on two main provisions.

Firstly, the entities of management should be the participants of the career —
managers (senior officers, couches). In such a way, the central figures are the
line managers of all levels.

Secondly, the structure of career management should be the essential part
of the system of personnel management as its subsystem of personnel develop-
ment and advancement, and functions — within the framework of the mentioned
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subsystem should be fulfilled by the specialists in the career management and
consultants attracting. Managers have to provide information concerning re-
quirements and possibilities of career growth not only within the framework of
one segment of work but in whole in organization. At that, the consultants’ task is
to coordinate and provide the process of career management, reduce the level of
subjectivity while decision-making concerning personnel evaluation and ad-
vancement.

Practical value of formation and usage of personnel reserve through the
Center considerably expands the practice of competitive selection of candidates
to feel the vacancy of managers of low and mean levels. In general, it is impor-
tant to note that consulting on the questions of career growth promotes the ad-
ministration of the enterprise in the realizing of the system of encouragement for
the employees.

The Center except the evaluation of qualification abilities of candidates
provides recommendations for the development of specific programs of career
management, advanced training, provide conditions of testing and certification on
the basis of which the data base concerning strategic mental structure of em-
ployees and ability to work in the managerial team is formed. The scheme of the
Center functioning is shown in the picture 2.

Figure 2
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The basic tasks of the Center are defined in Foundational agreement,
which should include:

development of technology and instruments of management of branch
process of personnel development;

improvement of mechanism of development and introduction of tech-
nology of personnel development;

analysis of the standard and legal base and its improvement in accor-
dance with the principal objectives of personnel development;

works on coordination of «Program of personnel development» in the
alcohol branch or in prospect;

organization of audit at the alcohol enterprises;

information support of personnel development within the framework of
the sector-wide information system;

organization of training information activity on the questions of adapta-
tion, training and advanced training.

All fields of Center's work are coordinated while formation and realization
of regional policy in the sphere of personnel development concerning:

works on coordination of regional program of personnel development;

participation in development, confirmation and realization of the pro-
grams at the enterprises;

conducting of events, channeled on consideration of interests while
realization of regional programs in order to provide the equal participa-
tion in accordance with the financing within the framework of program
of personnel development realization;

formation of regional infrastructure of management of personnel de-
velopment, including functional subdivisions of the Center;

realization of complex regional projects concerning personnel devel-
opment at the alcohol enterprises of the region.

Development and realization of such complex projects should be carried

out under

the direct management of the Center. Start financing of the complex

projects is predicted to realize by means of objective direction of alcohol enter-
prises assets.

Interdepartmental problem working groups and management groups of
executive training are organized to solve the specific targets and after their ful-
fillment are disbanded. The task of the working groups of advanced training are
confined to the strategy formulation, development of conception, ideology and
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methodology of management improvement, development of propositions, which
should be included into the plan of management of personnel development.

The level of achievement of corresponding indicators of personnel devel-
opment is evaluated by the specialists of interdepartmental problem working
group. On the basis of this evaluation, we can make a conclusion concerning
workability of those employees which are evaluated and certified as well as pro-
fessional advancement, provision of individual consultations, psycho correction,
or social and psychological training.

Conclusions. Taking into consideration the above mentioned, we can de-
fine such advantages of the personnel evaluation by the Center consultants:

e each applicant is evaluated by several trained specialists of the re-
gional alcohol branch;

e each specialist evaluates several applicants, this provides minimiza-
tion of possible bias and usage of cross evaluations in order to rise the
probability of results;

e stages of «observation» (process of training) and «evaluation» (as a
final result) «are torn» in time in order to achieve better objectivity.

The procedure of personnel testing in the Center should envisage the
creation of the system, which is channeled on revelation of real potential of the
personnel according to lots of criteria, which in its turn will influence on its suc-
cessful development.
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