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Abstract. The article explores the possibilities and problems of the process of harmonization of the HR audit in the
field of international practice, taking into account the specifics of the market environment of Ukraine. The views of
different authors on the problem of HR auditing were investigated. The idea was justified that the harmonization
of accounting and financial reporting of economic entities is closely linked with the globalization of economic
processes and the economy as a whole on a global scale, the processes of informatisation and digitalization of
society, the same as for HR processes. During considering the concept of “HR audit” it should not be forgetting
about the legislative component — HR audit is aimed, inter alia, at identifying violations with the law for timely
management of weaknesses in the policy of the enterprise in the field of labor. Categorization of observations by
impact of importance (high-risk, medium-risk, low-risk — categorization) was investigated; examples for high-
risk observations (on the example of: workforce planning, service contract modalities) and medium-risk (on the
example of: recruitment process governance, alignment of strategy and work plans, HR functional capacity in
Country Offices, talent acquisition in Cos, recruitment processes in Cos, employee on-boarding, training and
separation, national non-staff salary scales and pay adjustments, staffing and structure review exercises, social
security transfers to service contracts, automation, information and data management, oversight of HR functions
in Cos) are given in consideration with agreed actions of HRM and auditor. The ratings (satisfactory, partially
satisfactory or unsatisfactory) of an HR audit that are part of the system of evaluating the adequacy of company’s
audit risk management, control and governance processes were investigated. The point that the human resource
auditing is something that many companies do annually, just as they audit their financial information (despite
of their field of activity) is overlined in the article. The harmonization of the HR audit in the field of international
practice is a process of unification of methods and principles of auditing in the form of standards is observed.
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PROBLEM FORMULATION

Daily managers of various function levels ac-
cept hundreds and thousands of decisions regard-
ing seemingly slight problems of the enterprise
(organization) in general. At the same time, every
such decision, especially relating to the activity
of the whole structure, should be clearly justi-
fied [4, p. 12]. An especially important function
in the system of enterprise management arises
an effective personnel policy. It should be car-
ried out immediately and be actual to the market
conditions, to the personnel needs, to the needs
of an organization. But not all managers pay due
attention to personnel, despite the fact that all
the goals and objectives set for the organization
cannot be achieved without the involvement of
staff. Lack of attention to personnel management
may be accompanied by negative consequences
for the enterprise, even up to its liquidation. This
happens because qualified personnel is the key to
the success of each enterprise, its main resource
for increasing the efficiency of its activity. All these
justified the need for timely and systematic per-
sonnel audit conducting.

ANALYSIS OF THE RECENT RESEARCH
AND PUBLICATIONS

For the issues of human resource audit (HR
audit) in domestic scientific sources, as the con-
cept is borrowed from foreign sources, are not
devoted many works. Some of the most important
works connected with HR audit that we have con-
sidered in the articles, which also contain a gen-
eralization of domestic experience in the field of
HR audit conducting, as well as some international
aspects of its implementation [5; 6].

At the same time, considering the topic of
harmonization of the HR audit in the field of in-
ternational practice, it is also worth emphasizing
several other sources that contain very interesting
developments in this area. For example, S. Ifill and
N. Moreland (1999) developed very interesting ac-
tion plan as part of a quality improvement process
and preparation for Investors in People Award [8].
Besides, theirs article provides an account of an
audit on the recruitment and selection systems
and procedures in place within a printing com-
pany based in the West Midlands (England). One
more is, N. Berber (2012), who explored reasons
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for the processes involved in and risks of internal
audit in HRM area of compensation and benefits.
It was noted, that one possible way of reaching
the effectiveness and efficiency of compensation
process in terms of appropriate governance, risk
management and control is the internal audit [3].

It is important also to say about the work of
B. Balz (2016). He provides an overview of HR
audit and investigation processes, conducted by
internal auditors (also referred to as internal audit
or corporate audit department) as a key tool to
ensure a company’s long term success — a risk
management approach to remediate proactively
the risk of ineffective, inefficient processes and
undetected weaknesses, as well as incompliance
with applicable regulations, unethical behavior,
and misconduct [2]. Herefore, it is mainly looked
at from the perspectives of the HR managementin
order to provide tips and ideas for HR professionals
on how to cope with challenges of internal audits
and how to use the potential benefit that an audit
has for the respective HR organization.

In 2018 A. Zakirova and others have elaborated
the auditor’s working documents making possible
to improve the efficiency of personnel audit and
coordinate audit procedures with the work of the
audited entity’s personnel. Their work presents
the procedure for planning personnel audit in ac-
cordance with international standards and provides
precise matter making possible to be aware of the
audit mechanism at the level of a particular eco-
nomic entity [12].

Based on this, most of the really thorough work
was really not done in Ukraine, which complicates
the process of HR audit conducting at domes-
tic enterprises, as the base is not yet developed,;
and, in addition, it is necessary to remember that
in carrying out any practical activity, the already
existing achievements of other countries or simply
organizations may differ — due to culture, differ-
ent values and worldviews, different approaches
to management, etc.

AIM AND TASKS

The purpose of the work is to study the pos-
sibilities and problems of the process of harmoni-
zation of the HR audit in the field of international
practice, taking into account the specifics of the
market environment of Ukraine.

RESULTS

Harmonization of accounting and financial
reporting of economic entities is closely linked
with the globalization of economic processes and
the economy as a whole on a global scale, the
processes of informatization and digitalization of
society. The emergence of a new digital infrastruc-

ture, including wireless networks, mobile devices
and technologies, contributes to a radical shift in
information technologies, their integration into all
manifestations of socio-political and economic
life of society, the formation of a new theoretical
concept of industrial society — information soci-
ety. As modern information and communication
technologies work with information in digital form,
so usually it is used the term “digital society” (as a
synonymous) when we talk about such a category
as an “information society” [10, p. 226].

Thus, when considering such a concept as “HR
audit” it should be understood that it arose not just
like that, but with the development of human capa-
bilities, business development, the need to provide
stakeholders with timely and reliable information
about the work and capabilities of its staff, as the
latter is the driving force of each structure activity.
At the same time, when considering the concept
of “HR audit” it should not be forgetting about the
legislative component — HR audit is aimed, inter
alia, at identifying violations with the law for timely
management of weaknesses in the policy of the
enterprise in the field of labor.

When conducting HR audit, an auditor made
some observations (high-risk, medium-risk, low-
risk — categorization by impact or importance,
Table 1) to give an opportunity to managers to
make a plan for immediately problems and those,
which are not immediate. When we talking about
audit observations, typically they can be viewed
on two levels: observations that are specific to an
office, unit or division; and observations that may
relate to a broader policy, process or corporate
decision and may have broad impact.

Table 2 and Table 3 present an example for
some observations respectively and what HRM can
do (agreed actions). Management need to agree
to take measures to address the reported obser-
vations. Work should be in progress to implement
the agreed actions.

Table 3 presents examples of medium-risk
observations.

As arule, the Office of Internal Audit tracks all
medium and high-risk observations. Implementa-
tion of agreed actions is verified through the Office
of Internal Audit’s system for the monitoring of the
implementation of agreed actions. The purpose
of this monitoring system is to ensure manage-
ment actions are effectively implemented within
the agreed timeframe to manage and mitigate the
associated risks identified, thereby contributing to
the improvement of WFP’s operations.

Internal control components and proces-
ses are rated according to the degree of rela-
ted risk. These ratings are part of the system of
evaluating the adequacy of company’s audit risk
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Table 1

Categorization of observations by impact of importance

Categorization

Essence

Observations

High risk

to important matters that are

control

Issues or areas arising relating

material to the system of internal

The matters observed might be the cause of non-
achievement of a corporate objective, or result

in exposure to unmitigated risk that could highly
impact corporate objectives

Medium risk

Issues or areas arising relate

controls but may not require
immediate action

to issues that significantly affect

d The matters observed may cause the non-
achievement of a business objective, or result in
exposure to unmitigated risk that could have an

impact on the objectives of the business unit

Low risk

Issues or areas arising that
would, if corrected, improve
internal controls in general

The observations identified are for best practices as
opposed to weaknesses that prevent the meeting of
systems and business objectives

Note: formed by the author on the basis of [1].

Table 2
Area of Observation and Agreed Actions: examples of high-risk observations
Control i ]
activities Underlying cause Agreed actions
Workforce Absence of guidelines and HRM will develop guidelines and will provide guidance on
planning guidance for COs regarding | workforce planning to HROs and CDs, ensuring processes
workforce planning; lack of | and tools are established and implemented following a
understanding and capacity | defined structure and integrated approach
to perform workforce
analysis
Service Misinterpretation of existing | 1. HRM will:
Contract guidelines and utilization of | (a) Strengthen SC guidelines, re-emphasizing the
modalities SC modalities. Perceived conditions under which these contract modalities may be

performance management
weaknesses. Maximum
periods and numbers of
contract renewals not
defined in corporate
guidelines. Insufficient
workforce planning and
oversight from Regional
Bureaux (RBs)

extended, and link to the outputs from the agreed actions
for Observation 1to provide for periodic evaluation of SC
contract modalities;

(b) Coordinate with RBs to enhance oversight over the
correct application of SC contract modalities, and to
collect and report statistics required by the National Staff
Project (NSP).2. OED,viathe National Staff Project and

in coordination with LEG, RM and HRM, will set specific
objectives, timelines and actions to address issues noted

regarding the utilization of SC contract modalities

Note: improved by the author on the basis of [9, p. 10-18].

Table 3

Area of Observation and Agreed Actions: examples of medium-risk observations

Control activities Underlying cause

Agreed actions

Recruitment
process
governance

Outdated guidelines relating

to the composition and
responsibilities of recruitment
panels and CO managers.
Corporate guidelines not
providing checks and balances
regarding the recruitment of
SSAs. Unclear definition of
conflict of interest with respect
to recruitment processes

HRM will:

(a) Strengthen guidelines regarding governance

and oversight mechanisms in relation to the
recruitment process; provide guidance to RBs on the
involvement of CDs in the recruitment process; and
harmonize governance mechanisms across contract
modalities where appropriate;

(b) Coordinate with Ethics on the definition of minimum
conflict of interest requirements and disclosure
mechanisms to support the recruitment process
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Continuation of table 3

Control activities

Underlying cause

Agreed actions

Alignment of

Need for alignment of resources

HRM will:

strategy and to strategic objectives; and (a) Define for future people strategies a
work plans clearer practical guidance on the roadmap for the implementation of strategic
implementation of the People objectives by HRM and COs, providing clear
Strategy. Competing priorities and practical guidance to COs on their
impacting the full implementation responsibility and accountability regarding the
of HR strategic objectives at the implementation of actions in support of the
CO level strategy;
(b) Prepare an advocacy and engagement
plan to garner support for the strategy
Human HR function in the field primarily HRM will implement the initiatives put forward
Resources devoted to transactional personnel | in the 2016-2018 HR Functional Strategy to
functional management work. Gap in skills strengthen the HR function in COs, setting
capacity in and capacity of the HROs in COs and defining specific deliverables and
Country Offices deadlines, and will work closely with COs to

secure the budgetary support required for

the fulfiiment of the objectives foreseen in the
strategy’s roadmap within identified corporate
priorities

Talent acquisition
in COs

Absence of a focused, efficient
and effective talent acquisition
approach and strategy with
tangible, clear and practical
guidelines and tools for field
operations

HRM will:

(a) Implement the 2016-2018 HR Functional
Strategy in support of improved talent
acquisition, providing clear and practical
guidelines, tools and guidance to HR
functions in COs;

(b) Work with PGM in the development or
adaptation of policies to guide COs on the
use of social media and/or other suitable
channels in the dissemination of vacancy
announcements and corporate information

Recruitment
processes in
COs

Business process and control
gaps; manual and decentralized
processes and resources which
are not harmonized and centrally
managed; recruitment policy gaps

HRM will:

(a) Roll out e-recruitment, ensuring its
functional capabilities address the issues
highlighted;

(b) Review and enhance policies on
background checks and explore corporate
solutions (including outsourcing) to ensure
these are consistently performed and tailored
to the security risk profile of WFP operations;
(c) In conjunction with relevant functional
units, support the systematic and periodical
update of interview questions, and develop
and deploy a database of baseline written
recruitment tests

Employee
on-boarding,
training and
separation

Absence of standard orientation
processes, induction guidelines
and materials for newly hired
employees; gaps in corporate
policies and procedures for

exit interviews; lack of training
coordination mechanisms at the
CO, regional and corporate levels
impacting the field operations

HRM will:

(a) Develop guidelines and templates for the
effective orientation and induction of new
employees;

(b) Develop mechanisms for the coordination
of learning and develop men initiatives,
ensuring the proposed timing and required
funding and resources are fully considered,;
(c) Develop exit interview policies and
consider developing tools to systematically
capture and analyze exit interview results

28
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The end of table 3

Control activities

Underlying cause

Agreed actions

National non-staff
salary scales and
pay adjustments

Lack of RB oversight over
compensation strategies and
acompensati on function in WFP
to provide support. Decentralized
processes for determining national
non-staff compensation not
accompanied with defined roles
and responsibilities, technical
capacity or guidelines. Insufficient
involvement of COs in externally
conducted salary scale surveys

HRM, together with Regional Bureaux HROs,
will:

(a) Assess and determine the extent of
inconsistencies in compensation of national
non-staff across COs;

(b) Based on the results of this assessment
review the pay adjustment policy and incentive
mechanisms for non-staff contract modalities

Staffing and
Structure Review
exercises

SSR guidelines not conducted
following a consistent and robust
methodology. Lack of suggested
baseline CO structures, financial
analysis tools and defined
frequencies for undertaking SSR
reviews on a proactive, regular basis

HRM will:

(a) Define methodologies and develop tools
for consistent and complete SSR analysis;

(b) Strengthen guidelines on the performance
of SSRs to address issues noted, including
the development of baseline CO structures to
provide a reference point to management in
the field

Social Security
transfers to
Service Contracts

Insufficient knowledge by COs,
RBs and HQ of SS obligations

and absence of comprehensive
review by HRM of Social Security
obligations for all relevant
jurisdictions. Lack of awareness
and technical capacity of CO-level
HR function to assess and set
appropriate local Social Security
policies

HRM will:

(a) In coordination with LEG undertake a
comprehensive review and identification of the
employer obligations for all the jurisdictions
where WFP operates, performing a gap and
risk analysis with regard to Social Security
transfers (and other employer obligations)

for each jurisdiction, and advise COs if there
are significant gaps between principles and
practices;

(b) Review the appropriateness and risks
associated with current decentralized Social
Security evaluation and estimation processes,
assessing the capacity of COs and RBs to
assume these tasks and the potential for RBs
or HQ HRM to assume such responsibilities or
enhance their involvement in the process.

Automation,
information

and data
management
(Information and
communication)

Lack of review of the outsourcing of
national fixed term payroll system
and need for a comprehensive
review of HR processes for
identification of process efficiency
and automation opportunities

HRM will perform a comprehensive review

of HR processes including hiring and
staffing, compensations and benefits,

and employee and records management,
identifying opportunities to automate these,
and will implement a plan to minimize
manual processes and maximize the efficient
and effective utilization of the time of HR
personnel.

Oversight

of Human
Resources
functions in
Country Offices
(Monitoring
activities)

RBHRO positions were vacant

for extended periods. Lack of

a coordinated plan to define

and strengthen the support and
oversight roles and responsibilities
of the RBHROs. Misalignment
between RBHR function resources,
tasks, and responsibilities

HRM will liaise with RBs to develop a plan
to define and strengthen RB support and
oversight responsibilities, advocating with
Regional Directors on the need for specific
deliverables, work plans and resources to
ensure oversight services are effectively
delivered at the RB level.

Note: improved by the author on the basis of [9, p. 10-18].
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Table 4
Categories of rating system

Engagement

. Assurance level
rating

Definition

Reasonable assurance
can be provided.

Satisfactory Internal controls, governance and risk management
practices are adequately established and functioning well.
No issues were identified that would significantly affect the

achievement of the objectives of the audited entity

Reasonable assurance
is at risk.

Partially
Satisfactory

Internal controls, governance and risk management
practices are generally established and functioning, but need
improvement. One or several issues were identified that may

audited entity.

negatively affect the achievement of the objectives of the

Unsatisfactory

compromised.

Internal controls, governance and risk management
practices are either not established or not functioning well.
The issues identified were such that the achievement of the
overall objectives of the audited entity could be seriously

Reasonable assurance
cannot be provided.

Note: improved by the author on the basis of [7].

management, control and governance proces-
ses. A rating of satisfactory, partially satisfac-
tory or unsatisfactory is reported in each audit
(Table 4).

So ISA 315 Identifying and Assessing the Risks
of Material Misstatement Through Understand-
ing the Entity and its Environment states that HR
auditors, anyway, need to understand an entity’s
internal controls. To assist this process it identifies
five components of an internal control system: the
control environment; the entity’s risk assessment
process; the information system; the control activi-
ties; and the monitoring of controls.

Hence if we are talking about Human Resource
Policies & Procedures auditing, control difficulties
can be avoided by sound hiring procedures, train-
ing of new employees, and appropriate discipline.

CONCLUSIONS

In general, the harmonization of the HR audit
in the field of international practice is a process of
unification of methods and principles of auditing
in the form of standards. Human Resource Audit
means the systematic verification of job analysis
and design, recruitment and selection, orientation
and placement, training and development, perfor-
mance appraisal and job evaluation, employee and
executive remuneration, motivation and morale,
participative management, communication, welfare
and social security, safety and health, industrial
relations, trade unionism, and disputes and their
resolution. HR audit is very much useful to achieve
the organizational goal; also is a vital tool that helps
to assess the effectiveness of HR functions of an
organization.

Human Resource auditing is something that
many companies do annually, just as they audit
their financial information. This gives them an ac-
counting of their workforce and the efficiency with
which the organization as an entity deals with its
people, from recruiting to firing. Human Resource
auditing can be likened to a person going to the
doctor for a general check-up to stay well. The
process allows a company to get a general idea
of where it stands so it can better correct any po-
tential problems and plan for the future.
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H. C. BEJIAEBA, KaHA. €KOH. HayK, OOLEHT
FTAPMOHI3ALIA BITYNSHAHOINO KAQPOBOIo Ayauty 3 MbDKHAPOAHOIKO MNMPAKTUKOIO

Pe3tome. Y cTatTi 4OCHIAXEHO MOX/IMBOCTI Ta Npobiemu rnpoLecy rapMoHi3alii kKaapoBOro ayanTy 3 MiXkHapOAHO
npakTuKo 3 ypaxyBaHHIM creungikv puHKOBOro cepenosuiya Ykpainn. JocnigxeHo nornisan pidHUx aBTopiB
Ha rpobnematuky npoBeaeHHs kaapoBoro ayanty. O6rpyHToBaHoO, L0 rapMoHidalis 6yxraaTepcbkoro obsiky
Ta iHaHCOBOI 3BITHOCTI Ccyb'eKTiB rocrnoaaproBaHHs TICHO MOB'a3aHa 3 ryiobanizalieto eKOHOMIYHUX NpoLeciB
Ta €KOHOMIKkW 3arasom y rnobasbHoMy maclutabi, npouecamu iHpopmaTudadii Ta gigxuTaniaadii cycninbcTsa,
Tak camo, siK i 4715 KkaapoBux rpouecis. Poarnsaaryv noHSTTS “kaapoBuii ayauT”, He BapTo 3abyBatu rpo 3a-
KOHoAaByy CKi1anoBy — ayAuT KaapiB CApsiMOBaHWN, 30KpeMa, Ha BUSIBJIEHHS MOPYLUEHb i3 3aKOHO4aBCTBOM
L4010 CBOEYACHOIr0 yrnpasJliHHS cnabkuMy cToOpoHaMu B ronaituui nignpuemcTsa y cepi npayi. JocaigxeHo
Kkareropu3auito CrioCTEPEXEHb Yy KaapOBOMY ayaAuTi 3a BMJINBOM BaX/IMBOCTI (BUCOKUI PU3UK, CEPEAHIN PUIUK,
HU3bKa CTYriHb PU3KKY), @ TaKOX OKPeMO POIIJISHYTI NMpukaanun s CIOCTEPEXEHb 3 BUCOKUM PIBHEM PU3UKY
(Hanpuknazn: nanaHyBaHHs Ppob6oYoi cuim, criocobu 0pOPMIIEHHSI KOHTPAKTIB) Ta cepeaHiMm CTyrneHem pusuvky (Ha-
npuvknan: ynpasaiHHS npouecamu nigbopy nepcoHasny, y3roaxeHHs cTparterii Ta poboyunx naaHiB, QyHKLiOHaIbHa
CMPOMOXHICTb NepcoHasny B ogicax KkpaiHu, ynpasiiHHs TanaHTamu, rnpouecu Habopy nepcoHasny, npaLesnaaLuty-
BaHHS Ha rnocaay, HaBYaHHsl Ta BUBEEHHS nepcoHaJsy, 3apobiTHa rnnara Ta ii kopuryBaHHs, HaB4aHHS LLOAO repe-
rnsay nepcoHasy 1a CTPyKTypu, couiaslbHe CTpaxyBaHHS, aBToMarm3adisi, ynpassiHHS iHpopmauieo Ta JaHumu,
KOHTPOJIb 3@ QYHKUIIMY NepcoHasy), HaBeAeHO y3roaXeHi Aii cucteMu yrnpasJliHHS NepcoHasioM Ta KaapoBOoro
ayantTopa. LocniakeHo perTuHroBy cuctemy (3aa0BislbHi, 4aCTKOBO 3a[0BiibHi ab0 He3a40Bi/lbHI) pe3ybTaTiB
npoBeAeHHS KaapoBOro ayauTy, siki € HaCTUHOK CUCTEMM OUIHIOBAHHS aekBaTHOCTI NpoUecCiB yrpas/liHHS, KOH-
TPOJIO Ta yrnpasJ/iHHS ayaAuTOM KOMMaHii. ¥ cTarTi nigkpecseHo, Lo KaapoBui ayanTt sk HR-ayant — ue 1e, Lo
6araro KkoMmnaHivi pobsisiTe LLOPIYHO, Tak caMo, sSIK PEeBIi3y0Tb CBOK ¢piHaHCOBY iHpopMaLio (He3Baxarun Ha cpepy
cBoOEi aisinbHOCTI). CriocTepiraeTbCs, WO rapMoHi3allis KagpoBoro ayanTy B raay3i MixkHapogHOI npakTuku € rnpo-
uecom yHigikauii metTogis i npuHUMNIiB ayanty y opmi ctaHaapTiB.

KnioyoBi cnoBa: ayant noacekux pecypcis, HR-ayaut, KkaapoBuvi ayauT, rapMoHidalis, umdpoBe CcycriibCTBo,
MiXHapoaHa rnpakTuka, BHYTPILUHIN KOHTPOJIb, ayAUTOPCbKI CTIOCTEPEXEHHS, CUCTEMA PEUTUHTY.

H. C. BensieBa, K. 3. H., AOLEHT

FAPMOHU3ALUSA OTEYECTBEHHOIO KAAPOBOIO AYAUTA C MEXXAYHAPOAHOM
NPAKTUKOW

Pe3rome. B cTtatbe nccrienoBaHbl BOBMOXHOCTU U npobseMsbl rnpoLecca rapMoHn3aumnm KaapoBoro ayamta ¢
MeXayHapOoAHOV MPakTUKOV C Yy4eTOM crieundukn pbIHOYHON cpenbl YkpauHsl. ViccaenoBaHbl B3r/isabl Pa3HbIX
aBTOPOB Ha npobaematuky rnpoBeaeHus kagposoro ayanta. O60CHOBaHO, YTO rapMoHu3aLms 6yxraiTepcKoro
y4yeta n puHaHCOBOM OTYETHOCTU CyObEeKTOB X0351iCTBOBaHNS TECHO CBsi3aHa C riobasv3aumneri 3KOHOMUYeCKnxX
rpoLIeccoB 1 3KOHOMUKM B LIeJIOM B ri1i06asibHOM MacLutabe, npoueccamv nH@opMaTusaumm v Anaxutaimsaumm
obujecTBa, Tak Xe, kak v [J1s KaapOBbIX MPOLIECCOB. PaccmatpuBas rnoHsTue “kaapoBbiii ayaut”, He caeayer 3a-
6bIBaTh O 3aKOHOAATEJ/IbHOV COCTaB/ISOLLEN — ayanT KaapOoB HarpaBeH, B YACTHOCTU, HA BbISIBJIEHNE HaPYLLIEHW
3aKkoHoAaTesIbCTBY M0 CBOEBPEMEHHOMY YrpaBeHuo c1abbiMy CTOPOHaMU B MOJIMTUKE NPeanpusaTus B cgpepe
Tpyaa. Miccnenyercsa kareropudalmnsi HabaoaeHni B KaapoBOM ayanTe Mo BJINSTHUIO BaXHOCTU (BbICOKUI PUCK,
cpenHuii PUCK, HU3Kkasi CTerNneHb pucka), a Takxke o0TAe/IbHO PaCCMOTPEHbI MPpUMePbI 4151 HAaGII0AEHWNI C BbICOKUM
YPOBHEM pucka (Ha rnpumepe: rnaaHvpoBaHne paboyei cusbl, criocobbl 0popMIIEHNSI KOHTPAKTOB) U cpeaHer
CTerneHbIo pucka (Ha rnpumepe: yrnpasJsieHve rnpoueccamu nogbopa rnepcoHasna, coriacoBaHue cTpaterum v pa-
604ux naaHoB, PyHKLUMOHAa/IbHasi CrloCOBHOCTb rnepcoHasia B opprcax CTpaHsl, yrnpasBieHne TaiaHTaMu, rpoLecchl
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Habopa nepcoHana, TPyAOYyCTPOVMCTBO Ha AOJIXHOCTb, 0Oy4yeHne v BbiBOL MepcoHana, 3apaboTHas naara v ee
KOPPEKTUPOBKK, 0BYyYEHME 10 NepecMoTPy rnepcoHasna u CTPYKTYPbl, COLMaIbHOE CTpaxoBaHus, aBToMatmu3aLus,
yrpasJsieHne nHpopmMmaumnen n AaHHbIMU, KOHTPOJIb 3a QYHKUMSAMY epCcoHana), npuBeneHbl CornacoBaHHbIe e-
CTBUS CUCTEMbI YrpaB/IeHVs NepCcoHasoM 1 KaapoBoro ayautopa. ViccinegoBaHa pevitTnHronsas cucrtema (yaoB-
J1IeTBOPUTEJIbHbIE, YACTUYHO YAOBJIETBOPUTEJIbHbIE UV HEYO0B/I€TBOPUTESIbHbBIE) PE3Y/IbTaToOB MPOBEAEHVS Ka-
ZPOBOro ayauta, KOTopble sIBJISIIOTCS 4aCTbi CUCTEMbI OLLeHKW afekBaTHOCTU MPOLEeCCOB yrpaB/ieHusl, KOHTPOJIS
W yrpassieHus1 ayanToM KOMraHun. B cTatbe noadyepkuBaeTcs, 4TO KaapoBbiv ayanT kak HR-ayaut — 310 1O, 41O
MHOrve KoMnaHuy AesakT exerogHo, Tak Xe Kak OHU PeBU3YIOT CBO GUHAHCOBYIO HGOPMaLUUIo (HECMOTPS Ha
coepy croeli fessTesbHOCTU). HabnogaeTcs, 4To rapMOHU3aLUns KaapoBOro ayanTa B 06/1acTy MexXAyHapoAHOM
npakTUKu IBASIETCS MPOLECCOM yYHUGuMKaumm MeToa0B v NPUHUMMNOB ayanTa B popme cTaHaapTos.

KniouyeBbie cnoBa: ayaut 4esoBevyeckux pecypcos, HR-ayanT, kaapoBbli ayanT, rapMoHn3aumsi, Unpposoe o06-
LeCTBO, MexayHapoaHas npakTuka, BHYTDEHHUI KOHTPOIb, ayaANTOPCKUe HabaoaeHus, peiTuHrosas cncrema.
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