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The work is devoted to the analysis of the main aspects of the personnel selection process and its direct impact on the
development of the enterprise. The object of the research is the system of recruitment and selection by the method of conducting
interviews. Analyze the state and methods of personnel selection, identify the main trends and problems in modern business
conditions and provide recommendations for their solution to ensure sustainable development of enterprises and increase the
level of economic potential of the enterprise. To solve this scientific problem used: structural method; comparative analysis
of empirical data, abstract-logical generalization. The provisions and conclusions presented in the work are the result of the
analysis of theoretical and practical material of applied researches of domestic and foreign authors. The essence and importance
of the personnel selection process are substantiated and its influence on the development and effectiveness of the enterprise is
revealed. The practical relevance of the research is determined by the possibility of qualitative change in the development of the
enterprise through the use of more relevant tools for recruitment and ways to improve it.
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Xoaupena 0.0.
HarmionansHuil TeXHIYHUN YHIBEPCUTET
«XapKiBCHKUI OMITEXHIYHUN YHIBEPCUTET

OIITUMIBAIIA IPOLHECY PEKPYTHUHI'Y HEPCOHAJIA
SAK HEOBXITHA YMOBA PO3BUTKY OPTAHI3AIIIL

Cmamms npucesuena amanizy OCHOGHUX ACHEKMI6 Npoyecy peKpymunzy NepcoHany ma 1io2o 6e3nocepeoHb020 6nausy
Ha pO3GUMOK NIONPUEMCTIGA, Yepe3 aHANI3 CIAHy ma Memooie cenekyii nepconany; 6UHAYeHHs OCHOGHUX MeHOeHYil ma
npoobnem peKpymuHey 8 Cy4acHux yMoBax 6e0eHHs Oi3Hecy ma HAOAHHS PeKOMeHOayii wodo ix eupiuienHs 01 3a0e3neyuents
CMano2o po3eumKy niOnpuUEMCme ma NiO8UWeHHsl PiGHA eKOHOMIYHO020 nomenyiany nionpuemcmed. s eupiuenis Haykoeoi
npoonemMu BUKOPUCIMAHO HACHIYNHI MEMOOU: CIMPYKMYPHULL MemOoO, NOPIGHATbHUL AHANI3 eMAIPUYHUX OAHUX, AOCMPAKMHO-
no2iune y3azanvrenus. B cmammi npoananizoeano pobomu yKpainCoKux ma 3akopOOHHUX GUEeHUX, AKI O0CTIOACY AU NUMAHHS
pekpymuHzy ma cenekyii nepconany. B cmammi 00600umucs, wo niobip nepconany neodxiono2o npopeciino-keanighikayiitno2o
PiHA € Hegio'eMHOI0 4acmuHolo opmMyeanHs eKOHOMIYHO20 NOMeHYiany 8 opeauizayii. AGmMopom YMOUHEHO aKMYanbHy
cucmemy npoyecy pekpymuHey, Haseoeni OCHOGHI Memoou ybo2o npoyecy. B cmammi nadano nponosuyii 3 onmumizayii
npoyecy pekpymumney Ha nionpucmcmei. Aemopom mageoeHo ma NpoaHanizo8aHo OCHOGHI AKMYaibHi Memoou niooopy
nepcouany. O0rpyHmosano ma 3anponoHO8aHO BUKOPUCTIAHHS KOMIEMEHMHICHO20 Ni0X00y npu npogedenHi npoyecy iooopy.
Copmosana ma 3anponoHosana Onsi GUKOPUCHIAHHA MOOETb KOMHemeHYlll NpayieHuKd, KA GU3HAYAE YCi KoMnemeHyii,
HeOOXIOHI 015t pOOIMHUKA HA OCHO8I 2any3esoi cneyuixu OisnvHocmi nionpuemcmea. Tum camum 6 cmammi no8 sI3aHO
npoyec cenekyii nepconany 3i cmpameiyHuM NJIAHYBAHHAM PO36UMK)Y nionpuemcmed. Bucsimneno easxciugicmv inmeps 1o,
AK HAUNPOCMIUO20 MEMoOy ceneKyii nepconany, ma Hageoeni 1o2o Kawoei mouku. Takum yuHom 6 cmammi 00IPYHMOBAHO
cymuicms ma 3HawenHs npoyecy 6i060py NnepcoHany ma po3Kpumo uo2o 6niué Ha po3gUmMoK ma nomenyianr niOonpucmcmed.
Ipaxmuuna 3HaqyumMicmes ma aKmyanrbHicms 00CAIONCEHHS BUPAIICEHA 8 MONCIUBOCT NPUBHECEHHSL AIKICHUX 3MIH ) PO36UMNOK
NIONPUEMCMEA WIAXOM BUKOPUCTIAHHA OLIbW AKMYANbHUX THCIMPYMEHmie ma memoodie peKkpymuney i ceiekyii nepconany ma
noCmitino2o ix 600CKOHANEHH.

Kniouoei cnoea: pexkpymune nepconany, cucmema ynpagiinis, (pakmopu po3eumxy, nepcoHal, inmepe'io, 1oocvki pecypcu.

Problem statement. In a business environment, having
the right people recruited is a key success factor. That is,
high-quality personnel makes it possible to improve the
efficiency of the enterprise, while not correctly selected,
is able to reduce the effectiveness of the organization to a
minimum. Thus, the role and importance of the selection
and selection of personnel in the overall management
system of the enterprise becomes obvious, since the
selection of personnel involves actions that most affect the
activities of the organization.

Analysis of recent research and publications.
Problems of personnel selection for enterprises were studied
by such well-known Ukrainian and foreign economists
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as: P. Pererva, V. Kuchynsky, T. Pogorelova, G. Dessler,
R. Mondy and others [1-9]. However, due to the instability
and constant changes in the economic environment, and
given the practical importance, the issue of optimizing this
process to ensure sustainable development of the enterprise
needs further study.

Research aim formation. The choice of methods and
tools for working with staff should be based on a systems
approach, in which personnel management should be
considered as a complex system that is an integral part
of the overall system of the organization, consisting of
several elements of the system. The purpose of the work
is to analyze the state and methods of personnel selection,
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identify the main trends and problems in modern conditions
and provide recommendations for their solution to ensure
sustainable development of enterprises and increase the
level of economic potential of the enterprise.

Presentation of the research main material. Selection
of personnel of the required professional qualification
level today is an integral part of the formation of
economic potential in the organization, as it allows it
to hire a motivated employee to solve tasks, rather than
adjust the motivation system to the existing staff. A fast,
efficient and consistent recruitment process is a natural
element of any successful recruitment program [5].
If organizations are unable to hire staff, conduct interviews
quickly, and assess candidates' skills, the best candidates
may be attracted to competitors. Also, if candidates are
given insufficient attention throughout the selection
process, it can negatively affect the employer's reputation
and its ability to attract the most talented staff. Obviously,
the effectiveness of recruitment depends on the efficiency
of recruiters' actions and on how well the recruitment
process is optimized [1; 3].

When human resource planning indicates the need
for employees, the company can evaluate alternative
recruitment opportunities (Figure 1). The recruitment
process begins from the moment when the senior manager
initiates the application for the employee and provides a
document indicating the position, department, date when
the employee is needed for work and other details. After
analyzing this information, HR managers determine
the qualifications and key competencies required of the
employee.

The next step in the recruitment process is to
determine whether the company has sufficiently
qualified employees (internal source) or whether to use
external sources of employment. Due to the high cost of
recruitment, organizations must use the most productive
recruitment methods used to attract potential employees
to the company.

The use of effective sources of selection of candidates
and the use of appropriate recruitment methods are
important for maximum efficiency and effectiveness

EXTERNAL ENVIRONMENT

INTERNAL ENVIRONMENT

of hiring and further development of the organization.
In turn, the candidate responds to the efforts of recruitment
managers, indicating current professional and personal
data in the resume.

Recruitment process optimization is a fast-growing
segment of the Human Resources Outsourcing industry,
which in turnis a subset of the Business Process Outsourcing
segment. Recruitment methods vary depending on the
environment from which they will come. In accordance
with this feature, both internal organizational selection and
external search are carried out. If we classify the methods
of personnel selection according to another criterion —
the target audience, their composition will be as follows:

— recruiting;

— exclusive or direct search;

— selection of managers by enticing them from their
existing place of work (headhunting);

— preliminary.

Recruitment is the process of recruiting staff to recruit
and hire lower- and middle-level employees, the so-called
mass or line search [2]. This process involves the selection,
that is, the evaluation of candidates. As a rule, the search is
conducted among candidates who are actively looking for
work. The main advantage of using this method is to save
the employer's time by pre-filtering the flow of candidates
and as a consequence — accelerated search for the right
candidates.

Exclusive or direct search (executive, exclusive
search) — the process of finding staff, aimed at selecting
senior management, as well as rare professionals. In most
cases, this method is used if the organization aims to find
people who can have a key impact on the efficiency of the
company.

Headhunting is a method of recruiting based on a "hunt"
for an employee with the desired set of qualities and skills
employed in another organization and not aiming. change
of workplace. The main difference from the previous
methods is that attracting such an employee to the position
is a difficult task, because to successfully lure him you
need to motivate him and offer more favorable conditions
than at the existing job.
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Figure 1. Recruitment process system
Source: formed by the author on the basis of [6]

12



YnpasninHs 3MiHamu ma iHHosauii

N2 3,2022

Preliminary — a method of recruiting through internships
and internships of promising young professionals (students
and graduates) who can make a significant contribution
to the functioning and development of the organization.
This method also provides free training for graduates,
young and novice professionals. The specified method in
case of successful application means passing by the expert
of all subsequent stages of advancement, beginning with
vocational guidance and adaptation of the young specialist
and finishing work in a position of the head of the highest
level of management. A clear advantage of preliminary
planning is that during an internship, internship or free
training, the organization has the opportunity to evaluate
potential candidates and create a base of candidates for the
future.

Theconceptofcompetenciesisbecominganincreasingly
relevant topic in HR practice due to the constant variability
of the nature of work. Competence is based on the use of
knowledge, skills and abilities that we describe through job
analysis to directly describe the work process. Competence
means a person's ability to organize and consistently apply
a combination of knowledge, skills and abilities over
a long period of time to effectively perform work in the
necessary work situations. Traditionally, as we see, work
is described by many dimensions, including knowledge,
skills and abilities. In fact, although this is largely the case,
HR professionals have embraced the idea of competence as
the industry becomes more strategic.

Often the definition of competencies of HR-specialists
is based on the analysis of the general strategic plan of the
company. The structure developed by the US Department
of Labor can also be used to describe competencies and
build competency models [9]. Competency modeling
is necessary to identify all the competencies needed to
succeed in a group of positions that are defined in the
context of the industry. Figure 2 shows the basic structure
of the competency model. The competency model
identifies and contains all the competencies needed to
succeed in a group of professions based on the context
of the industry.

Selection can be defined as the process of selecting
from the group of candidates the person who best fits a

particular position and organization (optimal types and
levels of human capital). The purpose of the selection
process is to properly select people for the position and
the company. If people are overly high or low-skilled or
for some reason do not fit into the position or culture of the
organization, they will be ineffective and are likely to leave
the company voluntarily or otherwise.

Before starting to analyze the methods of personnel
selection, it is necessary to determine the main forms
of selection [4]. There is a so-called pre-selection,
which involves studying the interview, conducting a
remote interview (for example, telephone), studying the
questionnaires of candidates. Secondary selection is also
used, it involves conducting interviews, various tests
aimed at testing the professional skills and knowledge of
candidates, the use of cases, role-playing games, etc.

Here are the most common methods of personnel
selection:

— interview;

— assessment centers;

— testing.

Interviews continue to be the primary method
companies use to evaluate candidates. The job interview is
especially important because candidates who have reached
this stage have already been eliminated. They were pre-
selected, their applications were considered and they
received a satisfactory grade in the selection tests.

One of the main factors for the success of the
interview is the optimization of its structure [7]. As in any
negotiation, when conducting an interview, the employer
must achieve several goals. The first goal is to establish
a trusting contact with the candidate. The second is the
maximum emancipation and location of the applicant.
The third goal, in our opinion, is to ensure that the
applicant’s reactions are adequate, and he himself opens
up as much as possible, which will allow, on the one hand,
to receive from him the full information we need, and
on the other hand, to motivate him for further interaction
and interest work in the company. Interviews can take
many forms, such as intellectual, stress, brainteaser
interviews [9]. An intellectual interview is aimed at
identifying employees who are able to think clearly
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* Occupation-Specific

Occupation-
Related
Competencies

Industry-Related Competencies

> Requirements
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* Occupation-Specific Knowledge
Competencies

* Industry-Sector Technical
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* Industry-Wide Technical
Competencies
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> * Workplace Competencies
* Academic Competencies
* Personal Effectiveness
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Figure 2. Competency model of modern employee

Source: formed by the author on the basis of [9]
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and logically, who have outstanding intellectual abilities.
The peculiarities of the current world conjuncture require
lightning-fast and creative solutions from representatives
of various professions. That is why the corporate world is
beginning to master the special recruitment methods that
are characteristic of dynamic high-tech companies [8].

For an interview to be effective, it must be carefully
planned. The place of conversation should be pleasant and
intimate. The interviewer should have a pleasant personality,
empathy, and the ability to listen and communicate
effectively. He should become familiar with the candidate's
qualifications by examining the data collected with other
selection tools. As part of the preparation for the interview,
the interviewer should develop a professional profile based
on the job description or specification.

During the interview, the following key points can be
identified [6].

1. The purpose of the interview is to collect data on the
suitability of a given person for work.

2. The best interviews are those that are formal enough
to be structured and informal enough to be identified
meaningful contact.

3. The best interview environment is relaxed, unfazed
and to the point.

4. Checklists before, during and after interviews are
valuable notes.

5. In the classic form of an interview, most of the time
is spent listening to the candidate.

6. Assess your location and surroundings to decide
what special needs the candidates may need.

Conclusions. In our opinion, this approach most fully
reflects the essence of the personnel selection and selection
system at the enterprise. The proposed methods directly
contribute to increasing the potential of the organization,
since the main task in the selection of personnel is to
identify the labor potential of the employee, determine
the completeness of its implementation, determine the
employee's compliance with the vacancy, assess the
significance of the employee in the organization and
motivate for effective work.

The model of employee competencies, formed
and proposed for use in the article, determines all the
competencies necessary for the employee based on the
industry specifics of the enterprise. Thus, the article
substantiates the essence and significance of the personnel
selection process and reveals its impact on the development
and potential of the enterprise. The practical significance
and relevance of the study is expressed in the possibility
of making qualitative changes in the development of the
enterprise through the use of more relevant tools and
methods of recruitment and selection of personnel and
their continuous improvement.
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