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Kpacrooapcxuil ynusepcumem MBJ] Poccuu
Annomauusa. Ynpasnenue nepconaniom 20cyoapcmeenHblx npeonpusmuii CmaHo8Umcs, Kio4eebim me-
XAHUZMOM 20CYO0apCmeenHo2o ynpaeaenus. Llenv 0annoti cmamou A6A€Mcs AHAMU3 P PeKmusHocmu ynpas-
JIeHUs1 NePCOHANOM HA 20CY0ApCMBeHHbIX npednpuamusx 6 Poccuu. 3adaueii dannozo uccredosanus saensemcs
0003Hayenue nymetl nogblueHUs IhPeKmusHOCmuU YNpasieHus NepCoOHAIOM 20CYOAPCMBEHHbIX NPEONPUAMULL
6 P®. Ha ocnoge nposedénnoco ananusza cpopmyauposanst peKomenoayuu 015 yiyuuleHus ynpagienus nep-
COHANOM, 8 YACHHOCTU HEOOX0OUMO 3aMEHUMb NOIUMUKY U CUCTHEMbI, pe2yaupyiowue noooop u Hatim nep-
coHana, aoanmayuio, paseumue Kapbepvl U KOHMPOIb NPOU3BOOUMENbHOCIU, PA3GUmMUe KOPNOpamueHoll
KYIbmypbl u 00yueHus nepconana Ha mecmax. Huskasa spghexmusnocms ynpasnenus uenogeueckumu pecyp-
CAMU HA NPEONPUAMUSX CEA3AHO C 20CYOAPCMBEHHOU OIOPOKPAMUU U OMHOWEHUU K NEPCOHATY, CIMPO20ii pe-
2namenmayuy u HU3KOM ypoeHe onaamul mpyoa. Pesynomamul: cmpamezus ynpaeieHus nepcoHaiom  oo-
WeCmBeHHbIX Mecmax éKuouaem 6 ceds psao npeumyuecms, Komopbvle npusiekaom compyoHUKo8, Ku04aio-
wue cmabulbHOCMb 00X00a ((UKCUPOBAHHAS 3apabOmMHAs NAAMA, NEeHCUs, KOMIEHCAYul), pasgumue 4yg-
cmea nampuomu3ma — y00oe1emseopeHue Yyecmea NPUsHAHUsL NPu 8bINOIHEHUU 2PANCOAHCKO20 U 0OWecmeeH-
HO20 007124, 4Y8CMBO NPUYACMHOCMU K OesAmeNbHOCMU, GIusiowell Ha MHO2Ue ACNeKmbl JCU3HU Tt00ell 8
cmpane. Kpome mozo, 2ocyoapcmeennbiti cekmop Heopsem Hogble CIpame2uy ynpagieHus nepcoHaiom, Ko-
mMopbvle UCHONL3VIOMCA 8 YACTNHOM CEKMope, 20e 603HASPANHCOEHUE U NOBLIUEHHASL MOMUBAYUSL ABTSIOMCSL 00-
HUMU U3 BAJCHBIX NPEUMYUeCE Haps0y ¢ 20Cy0apCmeeHHbIMU. Bbigoobi: 011 mo2o, 4ymobdbl KOMRAHUU 20CY-
0apcmeeHH020 ceKmopa nPUeieKkalll 6blCOKOK8ANUPUYUPOBAHHBIX COMPYOHUKOB U 8blOEPAHCUBANU KOHKYPEH-
Yur, He0OXO0OUMO YNPOCMUMb OIOPOKPAMUYECKULL NPpoYyecc No0ayU 3as80K U 0moOopa 20CyO0apCMEeHHbIX CIIY-
arcawux. Basicro, umobul npoyecc paccmompenus 3aa60K 0bLll IPDEKMUBHBIM U CBOEEPEMEHHBIM, YMOObl KaH-
ouoamovl He HAHUMANUCL 6 Opyeue OPSAHU3AYUU, A NPUGLEKANU JYHUUX COMPYOHUKOE KAK MOJCHO CKOpee.
Pabomooamenu eocyoapcmeennozo cekmopa 00miCHbI pabomams co 6CeMu 3AUHMEPECOBAHHBIMU CTNOPO-
HamMu U U3y4ams pulHOK mpyod, aHAIUUPO8ams npoduib COmpyOHUKO8 U UX NOmMpedHOCMU, NPUOPUmMemsl
0715 NOBbIULEHUA I PPEKMUBHOCU YNPABTIEeHUs NePCOHATIOM.
Knioueswie cnosa: ynpasienue nepconaiom, 20cy0apCmeeHnblil CeKmop, 6.1a20n0ayuue CLyHcaujux,
803HacpadNcoene, MOMUBAYUsl, CMabUIbHOCHb, NPEeUMyecmsd pabomul 8 20CYOapPCMBEHHOM CEKmMope.
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Abstract. Personnel management in government agencies is becoming a key mechanism of public
administration. This study is about the problem of bad management of workers in the public sector. The prob-
lem is because of the complicated rules and strict laws. The goal of this paper is to look at how workers are
managed in state companies in Russia. The aim of the research is to find ways to make workers work better in
state companies in the Russian Federation. After the analysis, some suggestions were made to make manage-
ment better. For example, the rules and systems for hiring, training, and firing should be changed. Also, the
culture of the company should be improved and workers should be trained on the job. Results

Thus, the strategy of personnel management in public places includes a number of advantages that
attract employees: income stability (fixed salary, pension, compensation), development of a sense of patriotism
— satisfaction of a sense of recognition in the performance of civic and public duty; a sense of involvement in
activities that affect many aspects of people's lives in the country,in addition, the public sector is adopting new
personnel management strategies that are used in the private sector, where rewards and increased motivation
are one of the important advantages, along with government. Conclusions
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Experts believe that in order for public sector companies to attract highly qualified employees and
withstand competition, it is necessary to simplify the bureaucratic application process and the selection of civil

servants [6].

It is important that the application review process is efficient and timely, so that candidates are not
hired by other organizations, but attract the best employees as soon as possible.

Public sector employers should work with all stakeholders and study the labor market, analyze the
profile of employees and their needs, priorities to improve the effectiveness of personnel management.

Key words: Personnel management in the public sector, employee welfare, compensation, incentives,

security, advantages of working in the public sector.

Introduction.

Currently, human resource management is
a priority task for government employees of enter-
prises. The understanding that always "remain hu-
man" stimulates the transformation of the manage-
ment of personnel not only in the public sector, but
also in other commercial enterprises. Owners and
businessmen realize how important effective person-
nel management is for the business as a whole.

However, public administration faces diffi-
culties in the modern political, intersectoral, legal and
social context, since the attitude towards employees
remained at the level of subordinate personnel, who
were perceived as part of the work system, and not its
main driving element. This creates problems for gov-
ernment training managers who aim to increase the
productivity level of state-owned companies [1].

On the one hand, public administration
must develop according to clear political principles
and regulations in order to create an effective and ef-
ficient organizational structure. On the other hand,
this structure should solve the tasks of the state and
meet the needs and requirements of the population.
Therefore, changes in the attitude towards personnel
in government structures are aimed at compensating
for the gap in the innovative approach to human re-
source management in commercial organizations [2].

When we talk about personnel management
in the public sector, we include all employees of the
civil service, not commercial organizations. Accord-
ingly, the financing of government employees comes
from the state budget.

These organizations can be different: from
government companies and departments to agencies
and authorities at the central and local levels. They
usually deal with important areas such as health and
education, which are also funded by the state.

Results.

Thus, the strategy of personnel manage-
ment in public places includes a number of ad-
vantages that attract employees:

» Income stability (fixed salary, pension,
compensation);

© Ban Conbxao, JTionkesuu 10.H., 2024

* Development of a sense of patriotism —
satisfaction of a sense of recognition in the perfor-
mance of civic and public duty; a sense of involve-
ment in activities that affect many aspects of people's
lives in the country;

In addition, the public sector is adopting
new personnel management strategies that are used in
the private sector, where rewards and increased moti-
vation are one of the important advantages, along
with government [2].

It is worth emphasizing, according to V.S.
Shushakov, "the key role is played by employees of
local authorities during the pandemic, employees of
the public security service, medical workers and so-
cial service providers in supporting the collective
well-being of the whole country" [3].

When choosing vacancies, more and more
employees choose to work at state-owned enterprises
for a number of reasons:

* Encouragement in the form of praise and
recognition for the work;

» Complexity and multitasking;

* Providing employment at any time;

* Guarantee of compensation in accordance
with the situation;

» Prospects for professional development
and improvement of working conditions;

* Increase motivation and positive attitude
to work through training and professional develop-
ment of employees;

* Changing the attitude of managers to-
wards employees: respect and recognition, increasing
trust and caring for employees, increasing team cohe-
sion [3].

Many would like to become employees of
government agencies, not only to gain advantages,
but also to feel important to the state and society as a
whole. Thus, strategic personnel management is basi-
cally the process of the HR department and its role in
achieving the goals of the organization, building the
corporate culture of organizations and its mission and
values.
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In a comparative analysis of the literature,
some trends have been identified to improve the effi-
ciency of personnel management at state-owned en-
terprises:

1. Improve the personnel management sys-
tem by making it more convenient and faster or by
getting rid of inefficient bureaucratic elements;

2. To encourage employees in feedback,
suggestions in identifying ineffective procedures and,
if necessary, in correcting them. This will increase the
degree of their involvement and involvement in the
work process, increasing their importance;

3. Develop skills, talents, and personal qual-
ities that correspond to the goals, objectives, and val-
ues of the organization, and therefore the goals of the
country;

4. Improvement of the personnel selection
and adaptation process, where the main task is to
identify the skills of employees, or their availability,
which are necessary for effective activities;

5. Involve employees and managers to par-
ticipate in public events aimed at supporting the
safety of themselves and others, providing first aid,
strengthening health, developing communication
skills and personal growth [4];

Discussion.

In personnel management, such areas can
be distinguished as:

* planning, recruitment and selection of per-
sonnel;

* Performance monitoring;

* Training and development;

* Remuneration and compensation;

» regulation of labor relations [5].

At state-owned enterprises, personnel man-
agement faces a number of specific problems related
to the motivation and compensation of civil servants,
since the complexity, multitasking and volume of
work performed are too high, and the allocated state
budget for remuneration is limited. These issues af-
fect the effectiveness of both individual employees
and the entire organization.

Therefore, motivation and compensation
are aimed at connecting people with the organization
and stimulating their work. The main task is to find
those qualified employees who are ready to work for
the benefit of the state, the country and the needs of
the population, to encourage their competence and
dedication [6].

Thus, the HR department faces a difficult
task, where the process of selecting and developing
employees who seek to work in government struc-
tures should pay decent attention to employees and
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ensure that remuneration policies and practices do not
suppress motivation. And then, develop a plan to
strengthen and increase motivation.

Special attention should be paid to monitor-
ing the learning process aimed at developing diver-
sity, which can improve work efficiency. For this pur-
pose, corporate training programs, external trainings
and advanced training courses are developed within
the company or provided [5].

Personnel management in the civil service
is a complex process, especially due to the multi—
layered bureaucratic system and strict rules and regu-
lations on the part of the state. Currently, personnel
management in public institutions is undergoing sig-
nificant transformations that meet not only the needs
of the country, but also the global situation in the
world [4].

These changes are caused by a number of
factors, among which the following can be distin-
guished:

- In the field of public and municipal ser-
vice, there is an increase in the level of complexity of
managerial work: the HR department, direct supervi-
sors, mentors;

- The values and needs of civil service em-
ployees are also changing in response to political and
economic changes in the country and society. Along
with the needs to serve the state and gain recognition,
career development and their professional qualities
are also a priority for employees;

- In addition, an increase in the number of
employees of public administration requires a more
rational and effective use of personnel in their work
organization, not only in the field, but also in the long
term in general;

- Finally, the goals of personnel manage-
ment in public institutions are changing, where the
main thing is to attract, apply and improve highly
qualified specialists; - increasing the profitability of
enterprises by increasing the effectiveness of staff
work; - creating conditions for the continuous devel-
opment of professional skills of employees [5].

Conclusions.

Experts believe that in order for public sec-
tor companies to attract highly qualified employees
and withstand competition, it is necessary to simplify
the bureaucratic application process and the selection
of civil servants [6].

It is important that the application review
process is efficient and timely, so that candidates are
not hired by other organizations, but attract the best
employees as soon as possible.
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Public sector employers should work with  improve the effectiveness of personnel management.
all stakeholders and study the labor market, analyze  [7].
the profile of employees and their needs, priorities to
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