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A43 AKTyallbHI TIMTaHHS Ccyd4acHoi ekoHoMiku : Marepianu XVII
Bceykpaincbkoi HaykoBoi KoH(epeHilii, 13 nucronaaa 2025p. — Ymans :YHY. 2025.
c. 305.

30ipHUK KOH(EpeHIlii MICTUTh JTOTOBIJI HAYKOBIIB, (DaxiBI[IB-TIPAKTUKIB, SKI
Oymu po3rsHyTi Ha XVII Bceeykpainchkiii HaykoBi KoH(epeHIi «AKTyanbHi
NUTaHHS Cy4acCHOI EKOHOMIKM», 10 BigOymacs 13 nucrtonana 2025 poky B M. YMaHb.

Y HaykoBHMX MarepiajiaX BHCBITIIOEThCSA IIMPOKUN CIHEKTp (iHAHCOBO-
€KOHOMIUHUX THTaHb CyYacHOI EKOHOMikM. HaykoBe BHIaHHS pO3paxOoBaHO Ha
3no0yBauiB ocBitd, HIIII, HaykoBuX cHiBpOOITHHKIB Ta (DaxiBLiB, SKI 3alMarOThCs
MUTAHHIMH PO3BUTKY CKOHOMIKH.
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Modern approaches to evaluating the personnel management system of

enterprises

Zhernova Ye.V., postgraduate

Ukrainian State University of Railway Transport

At the present stage of economic development, human resource management
(HRM) is acquiring particular significance as a pivotal factor in ensuring the strategic
advancement of enterprises. In the context of globalization, digital transformation, and
intensifying market competition, human capital is increasingly viewed not merely as a
resource, but as a strategic asset capable of generating added value, fostering
innovation, and enhancing organizational resilience to external challenges.

Within this framework, the assessment of the human resource management
system (HRMS) emerges as a critically important managerial tool. It enables the
alignment of human capital potential with the strategic priorities of the enterprise by
facilitating the identification of strengths and weaknesses in HR processes, optimizing
decision-making, improving labor productivity, and cultivating a culture of continuous
development. The HRMS assessment serves as a mechanism of strategic control,
allowing organizations to respond promptly to environmental changes, adapt HR
policies to emerging challenges, and ensure coherence between corporate objectives
and employee behavior. Furthermore, it provides a foundation for the development of
competency models, motivation systems, training programs, and personnel
development strategies, which collectively contribute to the long-term competitiveness
of the enterprise.

Contemporary approaches to HRM assessment encompass system-strategic,
performance-competency, and digital dimensions. Their integration enables the
construction of a comprehensive and qualitative framework for evaluating the
effectiveness of personnel management activities.

Primarily, HRM assessment should be conducted with a focus on its contribution

to the realization of the enterprise’s strategic goals. This involves: integration with the
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business strategy, whereby HR functions are aligned with corporate objectives such as
innovation, financial efficiency, and sustainability; systemic analysis that evaluates not
only individual HR processes (e.g., recruitment, training, motivation), but also their
interrelations and synergistic effects; stakeholder satisfaction assessment, including
feedback from senior management, line managers, employees, and external regulatory
bodies.

The performance-competency approach emphasizes the evaluation of HRM’s
impact on organizational competitiveness, innovation capacity, and financial
performance. Key instruments within this framework include:

. competency models that facilitate the alignment of employee profiles with
job requirements;

. performance management systems that support continuous goal setting,
monitoring, and feedback;

. management by objectives (MBO), which is based on the achievement of
SMART goals aligned with enterprise-wide targets;

. key performance indicators (KPIs) that provide quantitative metrics for
assessing the effectiveness of HR functions.

Digital transformation represents a fundamental contemporary approach to
HRM assessment. It offers extensive opportunities for implementing HR analytics
(People Analytics), enabling a shift from transactional record-keeping to strategic
forecasting. This facilitates the identification of latent behavioral patterns, prediction
of personnel-related risks (e.g., turnover), and the adoption of data-driven managerial
decisions. Moreover, the automation of data collection and reporting through integrated
HRIS platforms significantly enhances the objectivity, efficiency, and precision of HR
assessments.

A promising direction in HRM assessment is the application of maturity models,
which allow for evaluating the developmental stage of HR functions within an
enterprise, determining its capacity for strategic human capital management, and
formulating a roadmap for further improvement. For instance, Dave Ulrich [2]

introduced the concept of HR as a strategic business partner. His maturity model
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outlines the evolution of the HR function through four key roles: administrative expert
— focused on documentation, compliance, and transactional processes; employee
champion — oriented toward employee needs and motivation; change agent —
responsible for facilitating organizational change and shaping corporate culture;
strategic partner — actively engaged in the formulation and implementation of
business strategy.

The utilization of HRM maturity models constitutes an effective instrument for
diagnostics and strategic planning. These models enable a comprehensive audit of the
current HR system, identification of critical areas for enhancement, development of a
phased transformation roadmap, and alignment of HR strategy with overarching
business objectives. Their implementation fosters the transition from operational HR
management to strategic HR partnership, thereby enhancing managerial effectiveness,
advancing human capital development, and reinforcing organizational sustainability.

At the current stage of development in management practices, there is a growing
scientific and practical interest in the development and adaptation of HR maturity
models. This trend is driven by their potential as a promising approach to enhancing
the quality of human resource management, particularly in the context of digital
transformation, global competition, and the increasing need for flexible organizational
structures.

Therefore, the assessment of the human resource management system should be
carried out as a strategically oriented, analytically grounded, and digitally supported
process. This approach not only enhances the effectiveness of HR functions but also
ensures the long-term competitiveness of the organization through the development
and optimization of its human capital.
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