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COUNTERING THREATS TO EFFECTIVE
MANAGEMENT OF PERSONNEL POTENTIAL IN
THE PUBLIC ADMINISTRATION SYSTEM

ABSTRACT

The main purpose of the article is to identify and organize the main threats to the
effective management of personnel potential in the public administration system. The
object of the study is the personnel potential management system. The main scientific
task will be to identify and organize the main threats to the effective management of
personnel potential in the public administration system for a better understanding of
which measures should be prioritized and which should not. The research methodology
involves the application of modern econometric methods to achieve the set goal in the
form of identifying and organizing the main threats to the management of personnel
potential in the public administration system. The importance of the study of the theo-
retical and methodological principles of personnel management in the system of public
administration has been proven. The key aspects that reveal the essence of human
resource management in the public administration system are characterized. The im-
portance of the human resources management system for public administration is
proven. The key aspects of the influence of personnel potential management elements
on the public administration system are determined. As a result, the main threats to the
effective management of personnel potential in the public administration system were
identified. As a result of the study, the main threats to the effective management of
personnel potential in the public administration system were sorted out. Thus, it has
been established which threats require an operational response, which are tactical, and
which are strategic. The study has limitations and is manifested in the failure to take
into account all possible threats to the management of personnel potential in the system
of public administration. In our study, only a number of internal threats to the manage-
ment of personnel potential to the system of public administration were taken into ac-
count. Further research should be devoted to countermeasures and external threats to
the effective management of personnel potential in the public administration system.
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INTRODUCTION

At the present stage of organizational development, the formation and development of
human resources become a prerequisite for gaining stable and leading positions. The
quality of the workforce has a direct impact on competitive opportunities in the public
administration system and is one of the most important areas for creating advantages.
Thus, in modern conditions, it is the personnel that turns into a strategic resource in
the system of public administration. At the same time, the possibility of achieving stra-
tegic goals in the system of public administration is determined not so much by the
availability of personnel as such, but by a combination of professional and personal
qualities, intellectual and creative abilities of personnel, which in fact constitute the
personnel potential in the system of public administration. Thus, the formation of human
resources in the system of public administration and its effective use is the most im-
portant strategic direction of personnel management. The object of strategic personnel
management in the system of public administration is its personnel potential.
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The main task and result of strategic personnel management is the formation and effective use of human resources in the
public administration system. As an object of strategic personnel management, personnel potential can significantly affect
performance, provided that all the tools of the personnel management strategy - recruitment, selection, adaptation, career
promotion, assessment and motivation of personnel, are combined into a holistic program, which is an unknown element
of the personnel management strategy in the public administration system. The implementation of this approach will
provide strategic advantages in the labour market.

The development of personnel potential for public administration is the main condition for accelerating scientific and
technological progress, increasing the efficiency of management, improving industrial relations, and solving social problems
in the public administration system. This is natural, since people create and use the means and objects of labour, organize
and carry out the process of public administration. In the modern conditions of an innovative economy and the dominance
of information technology, the personnel potential of public administration plays a crucial role in achieving strategic goals,
since not only products are created due to the skills, abilities and experience of employees, but also numerous ideas are
generated that can become a source of benefits for public administration. Therefore, in order to increase the efficiency of
the use of personnel potential, employees in the public administration system should constantly plan a personnel policy
aimed at improving the qualifications of employees and their level of commitment to the interests of the population.

The personnel potential of an individual employee in the system of public administration as a whole is variable. The work
capacity of a person, accumulated in the course of labour activity, the creative abilities of an employee and his experience
increase according to the degree of development and improvement of knowledge and skills, health promotion, improve-
ment of working and living conditions. But they can also decrease if the state of health of the employee worsens, the work
regime intensifies, there are conflicts in the team of workers, confrontation between workers and the administration.

The successful functioning of any public institution, regardless of the services it provides, requires efficient and qualified
personnel, competent and able to manage the production process. The object here is such aspects of production and
economic activity as the formation and use of the composition of workers, their placement in the process of regulation
and use of human labour and the movement of personnel in order to ensure maximum susceptibility of the team to the
requirements of scientific and technological progress, improve the qualitative composition of the labour potential, material
and moral interest, as well as public-administrative methods of influencing labour potential.

One of the key factors in improving the efficiency of activities in the public administration system is the attitude towards
personnel. In order to have highly qualified specialists who form the core of the public administration system, to create an
incentive for them to work effectively, managers are forced to use the personnel potential management system. Personnel
potential is labour opportunities in the system of public administration, the ability of staff to generate ideas, their educa-
tional, and qualification level. Human resources management should contribute to the streamlining, preservation of quali-
tative specifics, improvement and development of personnel in the public administration system.

LITERATURE REVIEW

As noted in the leading scientific and practical literature [1-4], the personnel potential in the public administration system
should be assessed from different positions depending on the quantitative characteristics, the set of which is determined
by the personnel service when planning and developing methodological recommendations on methods, evaluation criteria
human resources in the system of public administration.

Not infrequently, scientists note [5-9] that the effectiveness of assessing human resources for their functioning and devel-
opment depends on the effectiveness of the mechanism for assessing modern threats used in the public administration
system. The mechanism for assessing human resources in the public administration system should take into account
modern threats. It allows you to link a set of measures that need to be implemented to assess the human resources
potential in the public administration system.

In the literature [10,11], it is not uncommon to find theses that the difference between the analysis of labour resources
and human resources lies in the fact that when analyzing human resources, one should use not only the results of an
assessment taking into account threats but also conduct a detailed analysis of the qualitative characteristics of employees
public institutions, their capabilities and abilities, as well as to determine the factors influencing the qualitative character-
istics of the staff and calculate the reserves for improving the efficiency of the use of human resources in the public
administration system. In order to qualitatively characterize the human resources potential, it becomes necessary to apply
econometric methods in the system of public administration.
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Scientists [12-15] when analyzing the indicators of human resources in the system of public administration, we usually
lose the essence of the indicators of the individual potential of an employee. And only the analysis of the totality of
individual indicators of each employee, as well as the generalization of data in combination with the analysis of indicators
that we can calculate mathematically, will give us a complete picture for assessing the human resources potential in the
public administration system. To this end, it is necessary to analyze taking into account such components of human
resources as health, morality, creativity, activity, organization and composure, education, professionalism, working time
resources in the public administration system.

AIMS AND OBJECTIVES

The main purpose of the article is to identify and organize the main threats to the effective management of personnel
potential in the public administration system. The object of the study is the personnel potential management system. The
main scientific task will be to identify and organize the main threats to the effective management of personnel potential
in the public administration system for a better understanding of which measures should be prioritized and which should
not.

METHODS

The research methodology involves the use of a number of theoretical methods for the analysis and systematization of
theoretical and practical information on the management of human resources in the system of public administration.
However, the main method in our methodology is the theory of graphs and relationships, which was accompanied by the
method of hierarchical ordering to achieve the goal.

The hierarchical ordering methodology is useful in our study since we aim not only to identify the main threats but to order
them in such a way as to demonstrate which of them are more threatening and which are not.

RESULTS

The staff of public institutions today comes to one of the first places in importance, top managers or owners today are
beginning to realize that the staff is the most important subsystem of public administration and the efficiency of work as
a whole depends on its effective work.

Human resources management in the system of public administration is the most important function of any public institu-
tion. The most appropriate personnel management allows to ensure the achievement of competitive advantages, labour
efficiency and maximum labour efficiency of the staff. In modern conditions, personnel potential should be considered as
the total capabilities and abilities of employees necessary to carry out actions that provide a strategic advantage over
competitors. Most public institutions do not have a system for developing and implementing management of personnel
potential programs in the public administration system. It should also be said that the accumulated human resources in
themselves are not the final solution to all the problems that arise in the process of managing. For the public system, a
situation can also be dangerous in which the personnel potential has increased excessively, that is, amounts exceeding
the level of economic feasibility have been spent on its growth. In this regard, the problem of managing the professional
development of human resources is twofold.

Currently, there is a need to improve the efficiency of public management bodies. The effectiveness of any activity means
the ratio of its results and material, labour and other resources spent on their achievement. The concept of "personnel
potential" reflects the resource approach of socio-economic development. The personnel potential of public servants re-
flects the type of resource that implements functions to achieve the development goals of the respective organizations.
The dynamism of socio-economic processes taking place in the conditions of socio-political transformation presents the
authorities with the task of constantly developing the personnel potential of their employees, who would be able to pro-
fessionally and timely respond to the demands and tasks of the external environment, taking into account the creative
approaches of innovative management in their activities. In this, it is the prospective goals of the development of the
public service that determine the system of personnel policy of the power structures, which ensures a strategic approach
to management.

It should be noted that the need to develop human resources is determined primarily by the fact that certain qualities,
abilities and capabilities of employees can be both involved and not involved in labour activity, that is, they are flexible
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entities that have the ability to develop and change. Management of this development should be carried out constantly,
taking into account the dynamics of the evolution of the organization, both at the stage of formation and in the process
of using human resources.

When forming and developing personnel potential, it is necessary to be guided by both general principles of management,
basic principles of construction and functioning of the public administration system, and private principles. One of the goals
of the personnel policy of public administration bodies is the formation and development of the personnel potential of
public authorities, which includes panoramic thinking, professional competence, responsibility and activity. The personnel
potential of public administration bodies, in a broad sense, determines the success of the introduction of innovations in all
spheres of activity and the solution of emerging socio-economic problems that ensure stable growth and socio-economic
development of the country and regions.

There are the following functions of human resource management in the public administration system: planning is the
main management function, which involves forecasting, defining goals, strategies, policies and tasks of a particular for-
mation; organization as a management function aimed at the formation of control and managed systems, as well as
connections and relationships between them; motivation is the process of motivating employees to meet their needs and
achieve the goals of public administration; control is a system of monitoring and checking the compliance of the functioning
of the public administration system with established standards and other norms. The results of the analysis and assessment
of human resources are the basis for substantiating its strategic development. It is this opinion that makes it possible to
take into account the long-term nature and the need for forecasting in the process of developing human resources in the
public administration system in the personnel formation management model. Thus, the proposed concept means the
rejection of reflexive step-by-step reactions to competitive threats and is based on preventing the formation of conditions
for the accelerated evolution of human resources.

To increase the efficiency of human resources management, it is necessary to regularly participate in the management of
not only personnel services but also heads of structural units, the exact distribution of job functions between all participants
in personnel management. And also, the fact that the effective use of human resources directly depends on the ability of
the public administration system to translate its goals into reality, which depends on the use of the entire amount of
physical, moral, professional qualities of the members of the labour collective.

For talented and creative people in the public administration system, meeting the needs of a high order is of great im-
portance. The employee realizes that he has a special, important job. Increases his self-esteem recognition of the achieve-
ments of the employee by the employer. For example, the public administration system offers an employee reward program
for good ideas or improvement projects. It includes a system of measures to reward and encourage both colleagues and
management. Self-actualization is associated with employees realizing their potential to the maximum.

Financial support can be presented in the form of aggregate funds allocated to finance activities in the field of personnel
management. In public activities, it is necessary to create a reliable system for accumulating and attracting funds aimed
at developing the professional qualities of leading employees and motivating staff payments. Its effective use will ensure
the return of capital in the future and stimulate economic growth, which is one of the key tasks of the current stage of
development in the public administration system. Information support of the system of management and development of
personnel potential is a set of implemented management decisions in terms of the volume, placement and forms of or-
ganization of information that circulates in the personnel management system and during its operation. It includes oper-
ational information, information on headcount planning and professional recruitment, regulatory and reference information
related to the regulation of job duties, labour protection, labour rationing, classifiers of technical and economic information
and document systems (unified and special) related to ensuring the effective use of working time, the use of effective
systems of material and moral incentives for labour in the system of public administration.

Not only such indicators of the organization, personnel costs, but also, in general, the prospects of the public administration
system depend on the results of personnel planning and personnel potential. In our opinion, in a turbulent economy, every
system of public administration should have such personnel potential that, in the conditions of any local or national crisis,
will contribute to its stabilization and development. Human resources planning allows the public administration to form an
effective team that is able to withstand any external negative influences, thereby increasing resilience as a whole.

Motivational factors are components of the system of interest in achieving economic performance. These may be factors
of a different nature, under the influence of which a motivational action takes place. And since the motivational behaviour
of employees is formed under the influence of various factors, including the content of work, recognition by others, aware-
ness of their achievements, an objective assessment by management, the desire for career growth, a sense of responsi-
bility, self-realization in work, it is recommended to conduct motivational monitoring of their personnel. This will provide
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up-to-date information necessary for making timely management decisions in the public administration system. On the
one hand, the labour motivation system will determine the qualitative composition of human resources, and on the other
hand, it will be adapted to the parameters of the existing human resources and will contribute to its development in the
public administration system.

The components of the personnel potential characterize: psychophysiological opportunities for participation in socially
useful activities; rationality of behaviour; availability of knowledge and skills necessary to fulfil certain obligations and types
of work; supply in the labour market. The listed components lead to the fact that it is the personnel potential that is
characterized by the greatest activity and the least predictability of development in comparison with other elements of the
resource system. The personnel is not a passive object of management, it actively changes itself, its personal and profes-
sional characteristics, attitude to work, management and the enterprise as a whole.

In forming human resources in the system of public administration, it is advisable to investigate and take into account the
negative impact of modern threats.

For each threat to the management of human resources in the system of public administration, its mathematical designa-
tion is determined (Table 1).

Table 1. List of threats to the management of personnel potential in the public administration system and their mathematical notation.

Mathematical notation Threats
71 Underfunding of the public administration system
T2 Digital illiteracy of public administration workers
73 Post-Covid Consequences
Ta Low innovation activity
Ts Consequences of war on the territory of Ukraine
76 Ineffective information policy
7 Decrease in socioeconomic indicators

We build graphs of links between threats to the management of personnel potential in the public administration system
(Figure 1).

u e -
Oy \\/ To O\
L

Figure 1. Graph of connections between threats to the management of personnel potential in the system of public administration.

Based on the graph of links between external threats (Figure 1), we form a binary dependence matrix (Table 2).
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Table 2. Binary dependency matrix.

T: T2 T3 Ta Ts Te Tz
T: 0 0 0 0 1 0 0
T2 1 0 1 0 1 0 0
T3 0 0 0 0 0 0 0
Ts 0 0 0 0 1 0 0
Ts 0 0 0 0 0 0 0
Te 1 1 1 0 0 0 0
T7 0 0 1 0 0 0 0

The second level of the hierarchy is T, - Digital illiteracy of public administration workers. Without further intermediate
calculations, it is possible to form a model (Figure 2) that characterizes the priority of the impact of threats to the man-
agement of personnel potential in the public administration system.
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Figure 2. The model of the impact of threats to the management of personnel potential in the system of public administration.
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The experience of working with personnel shows that ensuring a high level of quality of employees and creating a positive
climate in teams are important factors in the efficiency of production and the competitiveness of services. The intensifica-
tion of innovative activity is the merit, first of all, of its employees. New jobs are emerging that require a system of public
administration of highly qualified personnel capable of working in the conditions of new technologies. Today there is a
need to form a new effective system of work with personnel, a new personnel policy is needed, which should be imple-
mented by professionals.

In order to increase the level of human resources in the system of public administration, in addition to the desire, skills
and capabilities of the employees themselves, it is necessary to coordinate and purposeful work of the management of
the economic entity, which should be aimed at legal, social and information support of human resources, development
and advanced training of employees, mechanism incentives for personnel in the system of public administration. Such
provision of personnel potential is the so-called protective shell of its personnel because each employee will be able to
better realize himself as a specialist, knowing that there is an effective system of legal support in the public administration
system.

DISCUSSION

When discussing the results of the study, one should compare them with similar scientific achievements of leading scien-
tists. The presence of a strong human resources potential for any public administration is a primary condition for achieving
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its strategic goal. It is a competitive advantage that reduces the organization's dependence on environmental factors.
During the period of changes, when the old methods of management are changed by the methods of market regulation,
the systems of economic relations (this also applies to the personnel management system) are radically adjusted both at
the level of the formation of human resources and at the level of its use. In modern conditions, the existing personnel
management system provides an opportunity to develop a new, more flexible strategy for developing human resources in
the public administration system, which can radically change the personnel management system as a whole [16-17].

Comparing with other results of the study, it should be noted that most scientists [16-19] singled out for the most part
the threats of the internal environment of functioning and paid little attention to the external. In our case, attention
narrows to the external environment and the threat that it poses.

The process of formation of personnel potential consists in certain studies, of two most important components - models
of formation and methods of formation. The formation model is understood as an abstract system for the formation of
personnel potential, which serves as a model in practical work with personnel. The model in other studies, the formation
is based on the most important characteristics of the staff, the goals of activity in the public administration system, the
features and leading functions of managers [18].

To date, various concepts of personnel management have been highlighted in the scientific literature and applied in prac-
tice: human resources management, civil servant management, human capital management, personnel management. The
practical solution to the tasks of managing the personnel potential of public authorities is the basis of the implementation
of the personnel policy of the public service, as the constituent elements of which are understood as: employment policy,
training policy, labour relations policy, remuneration policy, welfare policy.

The high intellectual level of an enterprise in any field attracts talented people, which makes it possible to create a unique
combination of professional abilities, which creates the core of human resources in a highly competitive public administra-
tion system. Since the methods of building human resources in the public administration system are based on the principles
of legal regulation and standards of human resources management, the systematization of the principles of using human
resources in the public administration system makes it possible to determine the conditions for the formation of an effective
personnel management system [19].

Discussing the results of our study, it should be noted that as a result of the study, the main threats to managing the
human resources potential of the public administration system were ordered. Thus, it has been established which threats
need a prompt response, which are tactical, and which are strategic.

CONCLUSIONS

Summing up, it should be noted that the instability of social development and the deep transformations of the economic
system of our state led to the restructuring of the entire public mechanism in the system of public administration, which
is expressed in a change in the proportions between elements, the formation of new and destruction of old ties, the
reassessment of traditional development guidelines. Analyzing global development trends, it is necessary to single out the
basis for the formation of the human resources potential of modern public institutions - personnel. The development of
the concept of human resources management is turning into one of the important trends, which is in the closest relationship
and interdependence with other main areas of the general evolution of managerial thought: the transition from traditional
management principles to new ones (partnership, humanization, etc.); application of the personnel planning and reserva-
tion system; development of computer and telecommunications support for management processes and their virtualization
in the public administration system.

An important feature of the potential of modern public institutions is their informatization, which is closely related to human
resources. Communication is realized through the processes of accumulation and processing of commercial information by
personnel in the process of public administration. Thus, the value of human resources is determined by the information
flows generated by them in the system of public administration. In the conditions of the current post-crisis and post-war
state of the economy, the issue of the practical application of certain methods for improving the management of human
resources, which allow the public administration system to achieve strategic goals, becomes especially important.

We have identified and ordered the main threats to the management of human resources. As a result, this kind of order-
liness determines the priority of applying measures to counteract the negative impact of threats.

The results obtained by us in the course of the study have elements of scientific novelty. So, for example, as a result of
the study, the main threats to managing the human resources potential of the public administration system were ordered.
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We tried to determine which threats needed a prompt response, which tactical and which strategic. The study has limita-
tions and it manifests itself in not taking into account all possible threats to the management of personnel potential in the
public administration system. In our study, only a number of internal threats to human resources management in the
public administration system were taken into account. Further research should be devoted to countering and external
threats to the management of personnel potential in the public administration system.
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MernbHndyk /1., Arapividyk 0., Yanbyesa O., LLituppoB O., EBTYILEHKO 1.

nPOTUAIA 3ATPO3AM EQEKTUBHOMY YNPABJIIHHIO KAAPOBUM MNMOTEHLIAJIOM ¥ CUCTEMI
nysnI4HOro AAMIHICTPYBAHHA

OCHOBHOI METO A0CNIAKEHHS € BU3HAYEHHS Ta BNOPSAKYBAHHS OCHOBHUX 3arpo3 eeKTMBHOMY YNpaBiHHIO KaapOBUM
noTeHuianoM y cuctemi nybniyHoro agmiHicTpyeaHHs. O6'eKTOM JOCNIAXKEHHS € cMCTEMa YNpaB/iHHA KagpoBUM noTeHuia-
oM. OCHOBHMM HayKOBWM 3aBAaHHAM 6yae BU3HAUUTU 11 yNOPSiAKYBATU OCHOBHI 3arpo3u edekTMBHOMY YNpaBiHHIO Kaa-
POBMM MOTEHUianoM y cucteMi nybniyHoro agMiHiCTpyBaHHS ANst KpaLoro po3yMiHHs, siki 3axoan MycaTb 6yTu B npiopu-
TeTi, a aKi Hi. MeTogonoris gocnigxeHHs nepeabayvae 3acTOCyBaHHS Cy4aCHUX EKOHOMETPUYHMX METOAIB AN AOCATHEHHS
NOCTaBMEeHOI METU Y BUIAAI BUHAUEHHS i1 YNOpSAKYBaHHS OCHOBHMX 3arpo3 yrnpaB/iHHIO KaapoBMM NMOTEHLiaNoM y cuc-
TeMi nybniyHoro agMmiHicTpyBaHHs. [JoBeAEHO BaXk/MBICTb AOC/IAXEHHSI TEOPETUKO-METOANYHUX 3acad YNpaB/iHHS Kaa-
POBMM MOTEHLIANIOM Y cUCTeMi NybnivyHOro aaMiHicTpyBaHHS. OxapakTepn3oBaHO KJIHOHYOBI aCMeKTH, SiKi pO3KpUBatOTh CyT-
HICTb YNpaBniHHA KaapoBMM NOTEHLIaNIoOM y cucTeMi NybnivyHOro agMiHicTpyBaHHS. [loBeiEHO BaXKIMBICTb CUCTEMU yrpaB-
NiHHSA KaApOoBMM MoOTEeHUianoM ans nybniyHoro agMiHIiCTpyBaHHS. BM3HauyeHO KIIHOYOBI acnekTu BM/IMBY €f1EMEHTIB yrnpaB-
NiHHSA KaIpOBUM MOTEHLA/IOM Ha CUCTeMY My61iYHOrO afIMIHICTPYBaHHS. Y pe3ynbTaTi 6y/10 BU3HAYEHO OCHOBHI 3arpo3u
ehekTUBHOMY YMNpaBniHHIO KaApOBUM MOTEHUIANoM y cucTeMi Ny6niyHOro aAMiHiCTpyBaHHS. SK pe3ynbTaT AOCNIAKEHHS
6yn0 BNOpsSiAKOBAHO OCHOBHI 3arpo3n eeKTUBHOMY YMpaB/iHHIO KaAPOBMM MOTEHLIANoOM y cucteMi nybniyHoro agMiHicT-
pyBaHHs. TakuM YMHOM, YCTAHOBNEHO, SKi 3arpo3v nNoTpebytoTb ONepaTMBHOIO pearyBaHHs, SKi TaKTUYHOIO, a siKi CTpa-
TeriyHoro. [JocnigKeHHs Mae OBMEXEHHS, | BOHO MPOSIBSETbCS B HEBPaXyBaHHI BCIX MOX/IMBMX 3arpo3 yrnpaBniHHIO Kaj-
pPOBMM MOTEHLIANoM y cucteMi nybniyHoro aaMiHicTpyBaHHs. byno BpaxoBaHO nuve psag BHYTPILLHIX 3arpo3 ynpasiHHIO
KaapoBUM MOTEHUianoMm y cucteMi nybaiyHOro agMmiHicTpyBaHHs. Moganblui AOCNIMKEHHS CNig NPUCBATUTU NpOTUAIT Ta
30BHILLHIM 3arpo3am edeKTUBHOMY YNpaB/iHHIO KaApOBKM MOTEHUIaNoM Y cucteMi nybniyHOro agMiHiCTpyBaHHS.

KnwouoBi cnoBa: 3arpo3v, Ynpas/iHHS, KaApoBWIi MOTeHUian, nybniyHe aAMiHICTpYBaHHS, MOAENOBAHHS,
ynopsiaKyBaHHs, NpoTuais
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