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Anomauin. Ynpasninusa nepconaiom 6a3yemvpcs Ha hopmy8aHHi KOHKYPEHMOCHPOMONCHOLO
Kaopoeozo nomenyiany, saKkutl 6yoe ionogioamu cmpame2ivHum Yyiisam cyd €kma 20cnooapro8ants 3
VPAaxy8auHAM 6Cix 3acpo3 no3a 1ozo medxcamu. DPopmyeanHs epekxmusHoi cucmemu YNpasiiHHs
NepCoHaNIoM Yye npoyec, KOMpuil OXONII0E 6azamo 8eKmopie JisbHOCMI Ma 6 Yiiomy nepedbavae
00CNIOMNCEHHs Yilel CUCmeMU, cmpamezilo YAPAGIiHHA KAOpamu, GU3HAYEHHs emanis, CHpusc
PO3BUMKY NEPCOHATY MA 3aUMAEMbCA 1020 Momusayicro. Hapaszi oyace easciusum € 3abe3nedenns
npoyecy po3eUmK)y HEepCoOHANy HA YCIX 1020 CMAOifX, a Makoxdc NiOMPUMAHHA KOPNOPAMUBHOL
KYIbmypu 6 KOAeKmusi ma Jni0epcmed, OCKIIbKU Came BOHU € BANCIUBUMU [HCIMPYMEHMAMU
Gopmysanns iHmenexmyaibHo2o Kanimany cyo’ekma cocnodaproganis. /s mozo wob docaioumu
epexmuenicms cucmemu ynpagiinHa NepcoHaiom y cmammi npoananizy8aHo to2o CmpyKmypy ma
OUHamiKy na npukaaodi ¢inii — 3anopizekoco obnacnozo ynpasninua AT « Owaodbanky. Ha cboeooni 6
AT «Owaobanuky  npogoOUMbCA aKmusHa poooma HA0 onmumizayicio niooopy ma OYiHIO8AHHSA
nomeHyitinux npemenoenmis. I1i0oip nepconany 30iUCHIOEMbCS 3a 080MA OCHOBHUMU CE2MEHMAMU:
MAco8UM Ma HemMacoum. [[lisl KO#CHO20 3 YUx 080X Ce2MeHmMI8 GUKOPUCHOBYIOMbCS C80i Memoou
niobopy: pe3romyeanus, mecmu 30i0HOcmel, Onumy8anus ma npoghecitini Keticu mowjo. Baxcausum
@axkmopom nioguwyeHHs egpekmuenocmi cnigpodimHuUKie € be3nepepsne Haguanusa ma po3eumox. Llei
Gaxmop enausac Ha 3a0080JeHICHb NEPCOHATY 810 pobomu, npogeciliie ma Kap '€pHe NPocy8anHts.
Came momy 6enuxy yeazy npuoilsioms HIAHYBAHHIO MA Op2aHi3ayii HAGYAHHA O PI3HUX 2PYN
nepcouany. I1io wac po3pooku npoepamu HAB4aAHHS 8PAX08YIOMbCA 6CI cyuacHi eumoau 6iznecy. AT
«Owgaobanky» akmueno popmye cepedosuuye, 8 AKOMY KOHCeH NPAYIBHUK CAM Hece 8iON08I08IbHICMb
3a c6ill po36uUmMoK ma Kap '€pre npocysants. B c6oto uepey 6iH HA0Ae MONCIUBOCI 011 HAGUAHHS A
PO36UMKY c80ix npayienuxis. 3a pezyromamamu onumysants, 6 2020 poyi 6anx nepesuwué 6ci
OYIKYBAHHS 00 MONCIUBOCMEL NPOPECiUH020 PO36UMKY MA HABYAHHA. Bniue na npodykmuenicme

npayi 6 ymo8ax Cy4acHo20 MeXHOJI02IYHO20 PO36UMKY NOJAAE 6 nepuly yepey y 3abe3neuenti
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PO36UMKY IHHOBAYIUHOI OisibHOCMI, pOo3poOYi HOBUX Idell ma eubopi Oinbwi BUCIOHUX mMaA
nepcnekmuenux npoexmie. Hapasi 6 AT « Owaobanky 3anposadiceno 3acmocysanns cucmemu KPI
(Key Performance Indicators, k1io406i nokazuuxu eexmusHocmi) moomo o04ucieHHs: NOKA3HUKI8
epexmusnocmi pobomu, aKi 00NOMO2arOMb OAHKY 00CA2AMU CMPAMESIYHUX Yineltl MAKCUMATbHO
eghekmueHo, a maxkoHic 8i0CIi0K08Y8aAMU OUHAMIKY POOOMU NEPCOHANY MA YCRIUUHICMb 00CACHEHHS.
ocHoenux yineu. 3acmocysanns cucmemu noxasuuxie KPI ¢ AT «Owaobanky eusHauacmscs 5K
EeKOHOMIUHOI0, MAaK i coyianvHow eghekmusHicmioo. B mou e uac 3aznaweno, wo y cucmemi
IHOUBIOYANILHO20 OYIHIOBAHHS eheKmUBHOCMI NpayieHuKie 3a oonomozor cucmemu KPI icnye pso
npoobnem, AKi GUHUKIU 6 pe3yIbmami HeOOONPAyteanHs yux nokasuuxie. OyiHuswiu ynpaeiinHs.
nepconanom AT «Owaobauk» 6apmo 3a3Havumu, wjo cucmema oYiHOB8aHHs epekmusHocmi pobomu
cniepobimnuKie 3a 0onomoeoro cucmemu nokasHuxie KPI éce wje nuwacmvca He0onpaybo8anoio ma
Micmumb psao npobaem. Busenenns ma ooonpayroeanus ecix npucymuix npoonem cucmemu KPI 6
VIPABNIHHI NEPCOHANIOM OACHb MONCIUBICMb 30IIbWUMU eeKmusHicms pobomu ma mpyoo8020
KOJleKmugy ChnigpoOimHuKie 0OawnKy ma CmpYKMypHUx 6io0inie, a makodc NioUWUMs
pe3yIbmamusHicms pooomu OAHKY 8 YILoMY.

Knrowuosi cnosa: nepconan, ynpasninusa nepconaiom, KepieHUYmaeo, NPayieHuK, cCmpameiyi

yini, epexmusHna cucmema ynpaeninus, opeanizayis npayi, cucmema KPI
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FORMATION OF AN EFFECTIVE SYSTEM OF PERSONNEL MANAGEMENT IN
THE CONDITIONS OF JSC "OSCHADBANK"

Abstract. Personnel management is based on the formation of competitive human resources.
This potential corresponds to the strategic goals of the business entity, taking into account all threats
outside of it. The formation of an effective HR management system is a process that covers many
vectors of activity. It involves researching the system's objectives, the HR strategy, defining stages,
promoting staff development and motivating them. It is important to ensure the staff development
process at all its stages, support the corporate culture in the team and leadership. These components
are important tools for forming the intellectual capital of a business entity. In order to study the
effectiveness of the personnel management system, the article analyzes its structure and dynamics on

the example of a branch - Zaporizhzhia Regional Department of JSC "Oschadbank”. JSC
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Oschadbank is actively working to optimize the selection and evaluation of potential applicants.
Recruitment is carried out in two main segments: mass and non-mass. Each of these two segments
uses its own selection methods: resumes, aptitude tests, surveys and professional cases, etc.
Continuous training and development is an important factor in improving employee performance.
This factor affects staff satisfaction with work, professional and career advancement. That is why
much attention is paid to planning and organizing training for different groups of staff. When
developing a training program, all modern business requirements are taken into account. JSC
Oschadbank actively creates an environment in which each employee is responsible for his or her
own development and career advancement. In turn, it provides opportunities for training and
development of its employees. According to the survey, in 2020 the bank exceeded all expectations
for professional development and training opportunities. The impact on labor productivity in the
context of modern technological development is primarily in ensuring the development of innovative
activities, developing new ideas and choosing more profitable and promising projects. Currently,
JSC "Oschadbank"” has introduced the use of the KPI system (Key Performance Indicators), i.e. the
calculation of performance indicators that help the bank achieve its strategic goals as efficiently as
possible, as well as monitor the dynamics of staff performance and the success of achieving the main
goals. The use of the KPI system at JSC Oschadbank is determined by both economic and social
efficiency. At the same time, it is noted that there are a number of problems in the system of individual
performance evaluation of employees using the KPI system that have arisen as a result of the
underdevelopment of these indicators. Having assessed the HR management of JSC Oschadbank, it
should be noted that the system of employee performance evaluation using the KPI system is still
underdeveloped and contains a number of problems. Identification and elaboration of all existing
problems of the KPI system in personnel management will allow to increase the efficiency of work
and personnel.

Keywords: personnel, personnel management, management, employee, strategic goals,

effective management system, labor organization, KPI system

Introduction and problem statement. Human resources management is a set of principles,
mechanisms, methods and forms of influence on the creation, development and use of employees.
Human resources management is simultaneously an organization system, a process and a structure
that makes it possible to define human resources management as an integral system and as an activity
to provide the required number of employees with the required competence. The management of a
business entity's staff covers a wide range of functions, ranging from hiring to dismissal, and also
provides for the regulatory, technical, information, documentation and legal support of the personnel

management system. In the process of management, two parties interact: the object of management
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(employees) and the subject of management (management). Management actions can only be
recognized as effective if they are accepted by employees, otherwise the decision is ineffective and
inefficient. Human resources management is the implementation of targeted actions on its respective
categories or individual employees in order to most successfully solve the tasks facing the
organization. Human resources management is based on the formation of competitive human
resources, taking into account all threats outside the organization.

The HR management system of a business entity is a system of certain factors, methods and
ways of influencing the organization of work of its employees, as well as approaches to forming the
principle of its organization depending on its strategic goals. It is a set of techniques, methods, tools
and technologies for organizing work with personnel. The issue of organizing the work of HR
managers becomes especially important when a business entity is faced with the issue of high-quality
and productive work for the sake of effective functioning in a competitive environment [1].

Building an effective human resources management system is a process that encompasses
many areas of activity. In general, it involves researching the system's goals, developing a human
resources management strategy, defining stages, promoting staff development and motivating them.
Human resources management plays a significant role in the management of every business entity,
as the main resource of every organization is people, their abilities, skills and capabilities. For
successful management of an organization, it is necessary to constantly maintain and improve the
development and high level of personnel management.

It is very important to ensure the process of personnel development at all stages, as well as to
maintain corporate culture in the team and leadership. They are important tools for the formation of
a business entity's intellectual capital. Changes in the organization's activities create a need for new
knowledge and increase the desire to develop human resources with high professional and
qualification characteristics.

Analysis of recent research. Much attention is paid to the study of personnel efficiency.
Most scientists study certain categories of personnel of an enterprise. Today, in the context of
scientific and technological progress, the role of people in the production process has changed
significantly. Previously, personnel was considered as one of the factors of production. Now it is a
strategic resource of the organization in the competitive struggle of the business entity. Among the
numerous developments, special attention in the study of personnel development should be paid to
the works of such scientists as Oliynyk S.U., Pozdnyakova L.O., Danyuk V.M., Balabanova L.V.,
Krushelnytska V.O., Nemtsov V.D., Vlasenko M.O. and Derikhovska V.I., and others.

The purpose of the study is to assess the effectiveness of the management system and to

substantiate proposals for its improvement.
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Summary of the main material. The effective operation of a business entity directly depends
on the development of its personnel. Personnel is one of the most complex objects of management of
an organization, since, unlike material factors of production, personnel have the ability to make
decisions and critically evaluate the requirements imposed on them. It has its own interests and is
very sensitive to any management actions, its reaction to them is unpredictable [2].

The main essence of human resources management is that employees can be considered as an
organization's value, its advantage among competitors, which must be actively developed and
improved to achieve the organization's strategic goals. Studying the experience of foreign theorists
and practitioners allows us to formulate the main goal of human resources management - creation,
development and realization of the labor potential of the enterprise with maximum efficiency.

Human resources management is the activity of the organization's functional services and
heads of relevant departments aimed at achieving the strategic development goals of the business
entity.

In order to investigate the effectiveness of the personnel management system, it is first of all
necessary to analyze its structure and dynamics. Let's do this on the example of the branch -

Zaporizhzhia regional department of JSC "Oschadbank" (Table 1)

Table 1 - Staff structure of Zaporizhzhia branch of JSC "Oschadbank"

Categories of Year Deviation
personnel 2019 . 2020 . 2021 . 2021/2020
absolute relative absolute relative absolute relative absolute relative
Managers 115 7,4 109 7,2 106 7,1 -7 -0,1
Specialists 632 40,4 615 40,7 598 40,2 -8 -0,5
Service 478 30,6 458 30,3 449 30,2 -7 -0,1
Workers 338 21,6 330 21,8 334 22.4 -3 0,6
Total 1563 100 1512 100 1487 100 -25 -

Source: company data.

Based on the results of Table 1, it can be concluded that the composition of the staff of the
Zaporizhzhia branch of JSC Oschadbank has recently changed significantly by category. This was
influenced by both subjective and objective reasons.

It is necessary to analyze the personnel movement of the Zaporizhzhia branch of JSC
"Oschadbank". It involves a fairly detailed study of the processes associated with both hiring and

dismissal of employees of the organization (Table 2).
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Table 2 - Staff movement of the Zaporizhzhia branch of JSC "Oschadbank' from 2019

to 2021

. Deviation
Indicators 2019 2020 2021 2021/2019
Average number of employees 1563 1512 1487 -76
Number of hired employees 71 61 57 -16
Number of dismissed employees 41 37 23 -19
Totgl number of employees hired and dismissed 112 08 20 35
during the year
Refresh rate 0,05 0,04 0,04 -0,01
Turnover rate 0,02 0,02 0,01 -0,01
Personnel turnover rate 0,07 0,06 0,05 -0,02

Source: company data.

The Zaporizhzhia branch of JSC Oschadbank has seen an increase in the number of dismissed
employees. In 2021, 537 people were dismissed. In 2019, 435 people were dismissed. The staff
turnover rate for 2021 increased by 0.03 compared to 2019. The staff renewal rate shows the
percentage of employees who have been hired by the bank over a certain period of time. In the
Zaporizhzhia branch of JSC Oschadbank, this percentage is 4% in 2021. This is a 1% increase
compared to 2019. This situation is not positive for the bank. This is because the recruitment of new
employees has not led to an increase in the quality of the staff. In this case, more attention should be
paid to increasing the material and non-material motivation of employees to stay in the bank.

The staff turnover rate indicates the percentage of employees who resigned voluntarily or due
to violation of labor discipline, and also shows the dynamics of staff movement. In 2021, the staff
turnover rate for the Zaporizhzhia branch of JSC Oschadbank was 2% higher compared to 2019. The
normal range for this indicator is from 8 to 10%. A decrease in this indicator to 5% is negative. This
indicates the existing problems in the bank's personnel management system. The main such problem
for JSC Oschadbank can also be identified as employee dissatisfaction with their work. This leads to
voluntary resignations due to low work motivation. In general, in order to reduce staff turnover, the
bank should pay more attention to the careful organization of recruitment and develop additional
incentives for effective work.

An important step that affects the effectiveness of staff recruitment is familiarization with the
bank. This stage helps candidates learn about the opportunities to work in the bank, and the bank to
attract new employees. Much attention is paid to analyzing exactly what kind of employees are
needed to realize all the bank's goals. Then, the bank actively works with the selected audience.
Today, JSC Oschadbank pays great attention to attracting young people to entry-level positions.

Potential employees can start their acquaintance with the bank through an internship or
training (about 12 thousand students undergo internships at JSC Oschadbank every year). Under the
guidance of mentors, trainees work on real projects of various bank divisions. As part of the Strategy

2021-2024, JSC Oschadbank is actively involved in the training of multidisciplinary specialists. In
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particular, it supports basic departments of universities. In 2020, a summer internship for students
was organized to recruit specialists. Almost 70% of the participants were hired. After that, the
SberSeasons program was also developed and implemented, which involves combining work and
study [3].

JSC Oschadbank is actively working to optimize the selection and evaluation of potential
applicants. Recruitment is carried out in two main segments: mass and non-mass. Each of these two
segments uses its own selection methods: resumes, aptitude tests, surveys and professional cases.

Mass segment. It involves increasing the digitalization of the candidate selection and
evaluation process. This makes it possible to reduce the search time and increase the efficiency of
recruitment. Since 2017, Oschadbank has been implementing a project to automate recruitment tools.
It uses auto-search for resumes, a chat recruiter, and auto-calling by a robot. This made it possible to
hold only one meeting with a candidate at the final stage of selection. He showed the high efficiency
of this project in attracting personnel [4].

Non-mass segment. When recruiting specialists and managers, the bank uses personalized
assessment tools, namely cross-functional interviews, which allow the bank to make more objective
decisions when recruiting new employees. The bank is also developing additional search channels for
this segment. Especially when recruiting IT specialists, the bank actively uses referral recruitment. In
other words, it is the selection of employees based on the recommendations of internal employees.

Vacancy closure is the main indicator characterizing the effectiveness of recruitment.
According to the results of 2021, it was 24 days. For the mass segment, it was 7.5 days, and for the
non-mass segment - 33 days. However, the bank plans to work to recruit employees for open positions
as quickly as possible.

Continuous training and development is an important factor in increasing employee
efficiency. This factor affects their job satisfaction, professional and career advancement. That is why
much attention is paid to planning and organizing training for different groups of staff. When
developing a training program, all modern business requirements are taken into account.

JSC Oschadbank actively creates an environment in which each employee is responsible for
his or her own development and career advancement. In turn, it provides opportunities for training
and development of its employees. According to the survey, in 2020, the bank exceeded all
expectations for professional development and training opportunities [3].

JSC Oschadbank is also actively developing a training and development system not only for
specialists but also for managers. Specialists study at full-time and distance learning programs in
regional training centers and sometimes at the central management office. The Corporate University
and the Oschadbank Virtual School are available for managers. In 2021, about 2 thousand managers

were trained at the Corporate University and more than 2.2 thousand specialists at training centers.
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Ongoing continuous training and development is an important factor in improving employee
performance. This affects their career advancement and professional growth. JSC Oschadbank pays
great attention to the program of planning and organizing training for all groups of personnel. When
developing this program, it is also necessary to take into account all modern business requirements.
In 2021, new comprehensive educational programs were developed that covered several areas of
development at once. Training was provided to different groups of employees [3].

JSC Oschadbank pays an important role to improving working conditions for its employees,
including increasing salaries and social benefits. The salary of JSC Oschadbank employees consists
of a fixed salary and a variable bonus, which depends only on the employee. Every year, the bank
analyzes the salaries of other organizations and, based on its results, raises salaries in those
departments where they are below the market level. In September 2021, we reviewed the level of
employee salaries based on the personal effectiveness of each employee and on regional specifics. As
a result, the salary growth for the bank's employees was at least 6%, and in some regions about 10%.
In 2021, payroll expenses increased by 7% compared to 2020.

In addition to salaries, JSC Oschadbank provides its employees with a social package. Its main
component is voluntary health insurance, under which the bank's staff receives comprehensive health
insurance and a number of programs for disease prevention. At the end of 2021, the number of
participants in this program increased by 11%.

Another important area of JSC Oschadbank's strategy is the development of corporate culture,
the quality and importance of which has increased significantly over the past two years. In 2020, the
number of employees who believe that the bank's culture has a positive impact on employee behavior
increased by more than 20%. Also, the number of employees who believe that the working
environment and corporate culture have a positive impact on the bank's advantages when deciding
whether to work in the bank increased by about 10%.

In Strategy 2021, the further development of corporate culture continued through improving
the communication system, involving employees in the implementation of the bank's strategic
mission, training in emotional intelligence, using culture in HR processes, etc. In 2021, a model for
the outflow of chief and leading economists in the Retail Banking sector was developed and
implemented in operations. Churn models help plan for future staff turnover and, as a result, forecast
the future need for new employees. Outflow models for other positions are under development and
are planned to be piloted [5].

The 2021-2024 Strategy pays special attention to the procedure for "parting ways" with an
employee if his or her career at Oschadbank comes to an end for one reason or another. The bank
implements a special Outplacement Program, which actively promotes the further development and

employment of employees.

44



«ITiIMPUEMHUIITBO Ta YIPABIIHHSA PO3BUTKOM
COLAJIbHO-EKOHOMIYHUX cucteM» Ne 1 /2023

In order for the bank to comply with all the principles of the ideal management model,
managers need to reorganize the entire system, using productive methods and new ideas from various
fields, such as economics, biology, medicine, political science, computer technology, etc. First and
foremost, a bank manager must have a broad understanding of how to use labor, intelligence and
human behavior more effectively to achieve successful bank performance. JSC "Oschadbank" solves
the problems of recruitment, training and development of personnel based on the use of the latest
cloud technologies and services.

The innovation and development of modern society's technologies have had a significant
impact on the HR management system. To a greater extent, it is associated with an automated
personnel management system, the purpose of which is to provide information support [6]. One of
the main advantages of implementing this system is to ensure the efficiency and completeness of the
information necessary for making personnel decisions. Usually, such information can be obtained
without using this system, but it requires more time and labor costs, as the employee is distracted
from more important tasks.

Digitalization is also becoming increasingly popular in today's environment. To achieve better
results, it is necessary to create systems for continuous training of employees and to distribute job
responsibilities. At the same time, it is quite important to take into account the employees' focus on
developing and improving capabilities and their ability to cooperate with other departments.

In general, the introduction of innovative solutions and technologies, as well as labor market
assessment factors, into the activities of JSC Oschadbank contributes to the increase in the level of
competitiveness. By assessing the market and the activities of its competitors, the bank can use this
information and develop and sell competitive products based on it [7].

It is necessary for JSC "Oschadbank" to develop a corporate culture that would provide for
mutual support and constructiveness in the team and create conditions for open discussions in the
form of internal electronic documents of the bank, which is an open recognition of the problem.
Separating departments from each other and creating different offices greatly simplifies the process
of communication and interaction between employees. In order to facilitate contact between managers
and their subordinates, personal accounts should be created for department and branch managers.

The method of employee rotation needs to be more widely used in order to improve the quality
of project management and form a broad profile of employee qualifications. For more efficient
project implementation, the working group includes employees from different structural units that
will be affected by the project during its implementation [9].

Attention should also be paid to informing employees. It is necessary to create software
systems to quickly inform employees about any areas of the bank's activities (internal distance

learning system (DLS), group chats in messengers, internal e-mail, internal document management
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system, personnel management and control system). An important process is the delegation of
authority to employees and the division of labor between them in order to increase their potential. At
the same time, delegation should not turn into a manager's workload, as this does not help build trust
in the manager. Delegation can significantly save time on solving important tasks and is based on
increasing the efficiency of the manager's work [10]. Delegation is a very important process that
allows to increase the efficiency of departments or divisions. It is aimed at facilitating the work of the
manager without relieving him or her of responsibility and the obligation to make final decisions.
However, delegation of authority to subordinates can lead to undesirable results if there are no proper
controls in place to prevent abuse of this authority. The area of responsibility of each employee should
be limited to disciplinary norms and standards that indicate to employees where and how to direct
their initiative [11].

The impact on labor productivity in the context of modern technological development is
primarily to ensure the development of innovative activities, development of new ideas and selection
of more profitable and promising projects. Currently, JSC "Oschadbank" has introduced the use of
the KPI system (Key Performance Indicators), i.e. the calculation of performance indicators that help
the bank achieve its strategic goals as efficiently as possible, as well as monitor the dynamics of staff
performance and the success of achieving its main goals. The use of the KPI system at JSC
Oschadbank is determined by both economic and social efficiency. At JSC Oschadbank, personnel
KPIs are calculated using IBM Planning Analytics, a planning program that uses artificial intelligence
to automatically generate plans, budgets and forecasts, as well as to manage complex workflows. An
incorrect approach to the development and implementation of KPIs has a rather negative impact on
the attitude of employees to this system. If they do not understand it, they may perceive it as a system
of deprivation, the indicators will be considered inaccessible, and the method of calculating
motivation will be difficult.

The essence of the KPI system is to perform the following tasks: control over the work of
subordinates; a properly built KPI system helps employees manage their work, achieving the
necessary targets and is the basis for motivating employees. KPIs greatly facilitate the process of
improving sales technology, as they are used to analyze the success of the strategy, and knowing
which indicators are best for each employee can help them acquire the necessary knowledge and skills
[12].

There are six basic rules for developing and implementing a KPI system:

1. KPIs must be linked to strategic planning. Each manager must explain to his or her
employees the relationship between the bank's strategic goals and key performance indicators.

2. KPIs must be achievable. If an employee does not believe that they can be achieved,

this system will only demotivate him or her. Indicators should be set for those on which they have a
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direct influence. There is no set number of KPI indicators, but a large number of them reduces the
amount of motivation, and it becomes more difficult for employees to predict their income and
expenses.

3. The indicators should be clear to subordinates. Each employee should understand how
each indicator is measured and calculated, and what needs to be done to achieve it. There are often
situations when employees are given incentives without explaining the calculation system itself.

4. KPIs must be linked to motivation. For employees, motivation is not only monetary
reward, but also a sense of their own value in the bank, a desire for professional growth, and
satisfaction from achieving a goal. The new system of financial incentives should be appropriate to
the level of the employee and give him or her the opportunity to earn more, otherwise it will only
demotivate him or her.

5. It is necessary to make all adjustments in time. In many companies, you can find
indicator systems that have lost their relevance but are still used in motivation calculations. Data
should always be up-to-date.

6. Implementing a KPI system is a project. It is necessary to carefully consider and organize
a high-quality PR campaign, make information about these indicators available and understandable
to every bank employee.

A well-thought-out implementation of KPIs will significantly increase the bank's efficiency,
create realistic targets and transparently assess staff performance.

The main practical tool that allows you to evaluate the effectiveness of both a particular
employee and a department is the KPI method. The key performance indicators are the planned
performance indicators of employees, branches, departments and the entire central office, which can
be measured in quantitative (number of bank products sold, time for which they were sold) and
qualitative terms (employee competence, quality of service, WOW-service).

The formation of the KPI system at Oschadbank JSC takes place in three main stages:

Stage 1: Determining the bank's strategic goals for the year. For example, the implementation
of the new Mobile Savings application. The goal must be expressed in quantitative and qualitative
terms. This stage also includes determining the project budget.

Stage 2. Set tasks for each department, defining the planned result and deadlines for its
implementation.

Stage 3. Develop a plan of tasks within each department and distribute them among the
employees of the department. Identify responsible persons who will monitor the implementation.

Minimum values are set for each indicator (for example, the number of insurance products
sold per quarter, the number of connected financially active users of the Mobile Savings application

per quarter, the increase in deposit account balances per quarter). KPIs at JSC Oschadbank are usually
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collective, formed for the branch as a whole for one year, and at the end of the set period, actual
results are compared with the planned ones.

The main advantages of the KPI assessment method at JSC Oschadbank are as follows:

1) the regulated evaluation system eliminates the advantage of subjectivity;

2) assessment of employees' and departments' performance makes it possible to cover all
planned indicators and analyze their significance and effectiveness in the overall HR management
system;

3) as a result of the analysis of indicators, gaps in the knowledge and skills of employees are
identified for the purpose of their training and professional development;

4) the dynamics of the results of the analysis of this method allows to evaluate the work of the
branch and determine the timing of the implementation of the plans set for it.

For each employee of JSC Oschadbank, the evaluation indicators in the incentive system are
determined by the sales department and may have significant differences with employees holding the
same position. At the end of each month, the actual value of the KPI is evaluated [9]. However, it
should be emphasized that there are complications based on this assessment. It is impossible to make
mathematical calculations and determine the amount of bonus based on the results of the audit. In this
situation, a 100-point scale should be used:

- basic value - from 0 to 30;

- normal - from 40 to 70;

- excellent - 80 to 100 points.

It is also important to note that the explanation of the scores corresponding to different levels
of the scale should be the same so that employees understand what results the management expects
from them[9].

When assessing the function of the KPI system in the HR management of JSC Oschadbank,
the key performance indicators of the bank's employees have a significant impact on the formation of
bonuses and career growth.

The total percentage of material motivation of labor consists of a normative coefficient
(depending on his position) can be determined as follows:

- depending on the official salary;

- depending on the bank's profit, depending on financial data for a certain period of time

- depending on the percentage of KPI fulfillment set for a branch, department or central office.

Financial KPIs are necessary to determine the bank's economic condition. Customer KPIs are
intended to motivate employees who directly interact with the bank's customers. Process KPIs are
designed to determine the pace of implementation of business processes. Development indicators are

necessary to determine the potential of the bank's work and its development in general.

48



«ITiIMPUEMHUIITBO Ta YIPABIIHHSA PO3BUTKOM
COLAJIbHO-EKOHOMIYHUX cucteM» Ne 1 /2023

JSC Oschadbank has a system of key performance indicators for all levels of the bank's
organizational structure. For customer service managers, the key performance indicators are the
proper management of tasks and focus on achieving the bank's goals. In order to correctly assess the
effectiveness of employees, KPIs such as productivity, improvement of knowledge and skills,
acquisition of active sales knowledge, improvement of performance, and result orientation are used.

The use of the KPI system at JSC Oschadbank is determined by both economic and social
efficiency. The economic efficiency of this system is manifested in the increase of the bank's financial
results and the growth of employees' salaries. in other words, it is a benefit for both the bank and
employees. Social efficiency is an increase in labor motivation, retraining of employees and
additional prospects for their development.

Despite the skills of using the KPI system in the HR management of JSC Oschadbank, it is
impossible to say that this system is sufficiently developed. There are a number of problems in its use
by the bank. Let us consider the main ones.

The most incorrect is the staff personal effectiveness ratio. It is most relevant for those
employees who work directly in branches with clients. The most common problem is the assessment
of "individual performance", in which there is no stable basic system of indicators [13].

One of the problems is the lack of interest of direct supervisors and low orientation of the
bank's HR departments; focus on performance evaluation and neglect of the quality of tasks; non-
transparent system and poor planning of performance evaluation indicators for bank employees;
opposition of employees to the main departments; and incorrect choice of evaluation values.

There is a positive trend in the development and use of KPI evaluation methods by the bank,
which indicates that the process and measures of development and management of JSC Oschadbank's
personnel are standardized and controlled, and the dependence of stability is becoming stronger. At
the same time, the development and success of the bank's work directly depends on the human factor.

When managers receive quantitative data on KPlIs, it is much more difficult to distribute them
among employees. In such a situation, the managers of specific departments face the problem of
whether to develop a system with individual KPIs for each employee or to use only a collective
system.

The fact that very often employees working in the same department in the same positions
perform completely different functional duties makes the development and implementation of a
collective KPI system more problematic.

Recently, the Bank launched the Bank of Ideas and Innovations, where each employee can
send his or her proposal to improve production processes and achieve greater results. However, the

evaluation of their ideas is still unregulated and has no clear criteria. The flow of ideas for the
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development and implementation of new work methods is quite limited. As a result, the assessment
of the innovation competency is falsified.

The system for assessing the performance of Oschadbank's employees using the KPI system
is still underdeveloped and has a number of problems. Identification and elaboration of all existing
problems of the KPI system in HR management will make it possible to increase the efficiency and
labor potential of the bank's employees and structural departments, as well as to increase the
efficiency of the bank's work in general.

Conclusions. Having analyzed the bank's human resources management system, we can say
that the staff of JSC Oschadbank is characterized by variability. It is related to its reaction to changes
in the internal structure of the bank and environmental conditions outside the bank. Changes in the
bank's personnel composition are caused by: staff turnover; decrease in employee motivation; and
working conditions that do not fully promote the manifestation of employees' professional potential
and characteristics. In general, the personnel management system at JSC "Oschadbank" is formed in
accordance with the bank's need for personnel. It has been substantiated that one of the main
approaches to personnel evaluation is the use of the KPI system in the personnel management of JSC
"Oschadbank". It is noted that quite often top management aims to achieve personal efficiency at any
cost, while not paying attention to market capacity, customer potential and even customer solvency.
As a result, employees perceive the planned KPIs as too high, which only demotivates them. There
are a number of problems in the system of individual performance evaluation of employees using the
KPI system that have arisen as a result of the underestimation of these indicators. The problems also
include the not always correct distribution of responsibilities between employees. It is emphasized
that one of the main tasks of each bank is to develop and improve innovations and innovations that
would be acceptable for the current conditions of the banking market. The development of staff
abilities directly related to the innovation process significantly increases labor productivity in terms
of physical capital per employee. It is argued that the use of the KPI system in JSC "Oschadbank" is
determined by both economic and social efficiency. The economic efficiency of this system is
manifested in an increase in the financial results of the bank's activities and an increase in the level
of employees' wages, in other words, a benefit for both the bank and the employees. The social
efficiency consists in: increasing labor motivation, retraining of employees and the emergence of
additional prospects for their development. At the same time, it is noted that there are a number of
problems in the system of individual employee performance assessment using the KPI system that
have arisen as a result of the underdevelopment of these indicators.

Having evaluated the HR management of JSC Oschadbank, it can be concluded that the
system of employee performance evaluation using the KPI system is still underdeveloped and

contains a number of problems. Identification and elaboration of all existing problems of the KPI
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system in HR management will make it possible to increase the efficiency of the work and labor
collective of the bank's employees and structural departments. It will also improve the performance

of the bank as a whole.
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