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The article examines the evolution of approaches to personnel management — from administrative-bureaucratic
models to modern strategic human resources management, based on the competency approach. Special
attention is paid to the transformation of HR management functions in the context of global crises, war, instability
and changes in the labor market. The essence of the concept of competence as an integral characteristic of an
employee, which includes not only knowledge, skills and abilities, but also motivation, adaptability, responsibility
and the ability to self-development, is analyzed. The paper reveals the applied possibilities of the competency
approach in strategic personnel management, in particular in the formation of HR strategies, personnel assessment,
training and development planning. The author's graphic diagram of the structure of the competency approach is
presented, which visualizes the relationship between knowledge, skills, motivation, behavior and strategic results.
The importance of the conscious implementation of the approach in HR practices is emphasized, as well as its role
in increasing the adaptability of organizations and creating competitive advantages.
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Y cTatTi po3rnagaeTbCa eBoNtoUiS NiAXo4iB A0 ynpas/liHHSA NepcoHasioM — Bif, agMiHiCTpaTMBHO-6HOpOKpa-
TUYHUX MOAENei [0 Cy4acHOro CTpaTeriyHoro ynpae/iHHA JIIOACLKAMK pecypcamMm, Lo FPYHTYETbCS Ha KoMMe-
TeHTHiCHOMY niaxodi. Okpemy yBary npuaineHo TpaHcdopmauii qyHkuii HR-meHemppKMeHTY B ymoBax rnobasb-
HUX KpW3, BillHW, HECTABINBbHOCTI Ta AMHAMIYHMX 3MIH Ha PUHKY npayi. KOMNeTeHTHICHWIA nigXin BU3HAYaeTbCA
AK MXKAUCLMM/TIHAPHA yNpaBniHCbKa CTparterisi, Wo NoeAHY€E OCBITHI, MOBEAIHKOBI Ta OpraHisauiiiHi KOMMNOHEHTH
Ans oopmyBaHHA e(PekTUBHOIO KagpoBOro noteHuiany. MNpoaHaniaoBaHo CYTHICTb NMOHATTA KOMMNETEHTHOCTI SK
iHTerpasibHOI XapakTepuCcTMKM NpaLiBHMKA, SKa BK/IKOYAE HE NINLLE 3HAHHS, YMIHHSI Ta HaBUYKK, a i OCOOUCTICHI
pvcKn, MOTUBALLIIO, aAanTUBHICTb, BiANOBIAaNbHICTL i 34aTHICTb 40 CAMOPO3BUTKY. Y MeXax NopiBHAILHOMO aHasi-
3y NofaHo MoposIoriyHy Tab/nLK BU3HAYEHb MOHATH «KOMMETEHLSI» Ta «KOMMETEHTHICTb» 3a YKPaiHCbKUMU Ta
3apybibkHUMU HayKOBLUSAMU. Bu3HaueHo, Lo, NoNpu pis3HOMaHITHICTb TPakTyBaHb, AOC/iAHNKM OQHOCTAliHO BU3HA-
I0Tb KOMMETEHTHICTb OCHOBOK e(heKTMBHOI NPOMECIAHOT AISNBHOCTI. Y po6O0Ti po3KPUTO MPUKNALHI MOXINBOC-
Ti KOMMETEHTHICHOTO NigxoAdy y cTpaTeriyHoMy ynpas/iHHI MepcoHasiom, 30kpema y chopMmyBaHHi HR-cTparterii,
CUCTEMM OL|iHIOBaHHS, NNaHyBaHHI HaBYaHHS, PO3BUTKY NMEPCOHasTy Ta ynpaBniHHI 3MiHaMu. MpeacTtaB/ieHo aB-
TOPCbKY rpagoiuHy cxemy CTPYKTYpWU KOMMETEHTHICHOro nmigxody, sika Bidyaslisye B3a€EMO3B'SI3KM MK 3HAHHSIMM,
YMiHHAAIMU, MOTVBAL€l0, NOBEAIHKOK NpaLiBHUKa Ta AOCATHEHHAM CTpaTteriyHmx pesynbsraTis. MigkpecneHo Bax-
JINBICTb A0T0 BNPOBaKEHHSA ANS1 NiABULLEHHS THYYKOCTI, CTIKOCTI, IHHOBALAHOCTI Ta KOHKYPEHTOCMPOMOXHOCTI
opraHizauii. KomneTeHTHICHUIA NigXig po3rnsgaeTbes K e(PEKTUBHMIA IHCTPYMEHT Cy4acHOro HR-IHXMHIpUHTY, Lo
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Cnpusie y3roXXeHH0 NoTpeb opraHizaii 3 noTeHLiasIoM nepcoHasty. TakoX Haro/oWeHo Ha HeobxigHoCTi agar-
Tauii KOMNETEHTHICHUX MOZENe A0 rasly3eBoi cneuudiki Ta KOHTEKCTY KOHKPETHOTO nignpuemcTea. Pesynstatn
[OCNIMKEHHSI MOXYTb OYTU BUKOPUCTAHI SIK TEOPETUYHA Ii MpaKTUYHA OCHOBA [/151 BOOCKOHA/IEHHS YNPaB/liHCbKMX

npoueciB y cchepi nepcoHany.

KntouoBi cnoBa: koMneTeHLisl, KOMNETEHTHICTb, KOMNETEHTHICHWIA Niaxia, HR-MeHeLKMeHT, nepcoHa.

Problem statement. Human resource
management as a science and a field of practical
activity has undergone a complex evolution —
from administrative control to strategic human
resources management. In the current
conditions of global crises, military operations,
labor market transformation and increased
competition between organizations, this area
requires new approaches. A competency-based
approach is gaining particular relevance, which
allows not only to maintain the effectiveness
of organizations, but also to ensure their
adaptability, flexibility and resistance to change.

Analysis of recent research and
publications. The idea of a competency
approach was initiated in the studies of R. White
and D. McClelland [9], who emphasized the
importance of personal qualities in professional
activity. A significant contribution was made
by R. Boyatsis [3], J. Raven [13], Dubois &
Rothwell[5]. Inthe Ukrainian scientific community,
this issue was addressed by V. Karyuk [8],
L. Balabanova [1], N. Efremova [6] and others,
who considered competencies as a basic
element of effective personnel management
and professional development. However, in the
scientific discussion there is still no unity in the
interpretation of the concepts of “competence”
and “competency”, their structuring and methods
of application.

Highlighting previously unresolved parts
of the overall problem. Despite the growing
interest in the competency approach, there
is a problem of its formal implementation in
management practice without adaptation to
the context of a specific organization. The lack
of unified models, the insufficient connection
between competencies and strategic results, as
well as ignoring the individual characteristics of
personnel remain under-researched aspects.
The impact of the competency approach on
organizational adaptability and competitiveness
in crisis conditions is also insufficiently
substantiated.

Formation of the objectives of the
article (task statement). The aim of the
article is to generalize scientific approaches
to the interpretation of competencies and the
competency approachinpersonnelmanagement,
to determine their essential characteristics

and applied significance in modern strategic
management. The task of the study is to
identify effective directions for implementing the
competency approach, analyze its advantages
in crisis conditions and visualize the structure of
the model through a graphic diagram.

Summary of the main research material.
Historically, personnel management was based
on administrative functions: control, discipline
and regulated procedures. With the development
of theories of motivation, leadership and
organizational culture, the emphasis gradually
shifted to attracting employees, developing their
potential and creating value through human
capital. The competency-based approach
became a response to the growing demands for
flexibility, adaptability and efficiency of personnel
in a changing environment.

The essence of the competency-based
approach lies in the complex combination of
functional and behavioral characteristics of the
employee, orientation to results, as well as the
integration of various social groups in the work
team. This approach forms personnel strategies
based on the development of key competencies
required at specific stages of the organization's
development.

An analysis of various scientific sources shows
that competence is an integral characteristic
of an employee, which includes knowledge,
skills, behavioral attitudes, responsibility and
adaptability. Table 1 provides examples of
definitions by well-known authors that emphasize
the multidimensionality of this concept.

Despite different emphases, all authors agree
that competence includes both professional
knowledge and skills, as well as behavioral
characteristics, adaptability and responsibility.
The aspect of adaptation and resource
mobilization in unstable or crisis situations is
especially important. In practice, this means
that HR strategies are formed not only on the
basis of formal job requirements, but also taking
into account specific competencies necessary
to implement the organization's development
strategy. Thus, a competency-based approach
ensures the adaptability and stability of personnel
in a changing external environment.

Different scholars interpret the concepts
of competence and competence differently,
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Table 1

Analysis of the main definitions of the concepts of “competence” and “competency”

Author, sourses

Definition of Competence

Characterisation

Cambridge
Assessment [4]

The ability to integrate and apply
contextually-appropriate knowledge,
skills and psychosocial factors

A holistic complex of knowledge,
skills, and motivation

D. McClelland [9] ensure effectiveness

A set of motives, traits, and skills that

Integral characteristic with an
“advantage” in operation

R. Boyatzis [3]

The main personality characteristic that
ensures high performance

Features and properties that
support consistent performance

N. Efremova [6]

Generalized personality quality:
knowledge + skills + adaptability

Ability to adapt to changing
conditions

Source: generated by the authors [3, 4, 6, 9]

which often causes confusion. However, an
analysis of modern definitions demonstrates a
common understanding of these categories as
multifaceted characteristics of an employee.

Competence is most often viewed as individual
knowledge, skills or behavioral characteristics
that can be measured or assessed. For example,
the ability to use certain software, communication
skills, the ability to work in a team.

Competence is a more integrated concept
that combines a set of competencies, motivation,
values and behavioral attitudes, which together
ensure the effectiveness of an employee in
performing professional duties

The  competency-based approach s
considered as a comprehensive methodology
focused on the development and application of
key competencies in professional activities. As
shown in Table 2, various researchers define this
approach as a system of principles and tools that
ensure increased organizational effectiveness
through the development of human capital.

The implementation of the competency
approach can be implemented through the
development of competency models that detail

the necessary knowledge, skills and behavioral
characteristics for different job groups [8].
Based on such models, a system of selection,
assessment, training and motivation of personnel
is formed.

For example, for a middle manager,
competencies in the areas of strategic thinking,
conflict management, effective communication
and decision-making in stressful situations can
be defined. An employee who demonstrates
these competencies will have higher chances
of successful task performance and career
development.

Despite the advantages, the implementation
of the competency approach is often complicated
by the lack of a single terminology, bureaucratic
procedures and formal copying of foreign models
without adaptation to national and organizational
characteristics.

Effective use of the competency approach
requires a deep understanding of the essence
of competencies, their connection with the
strategic goals of the organization, as well
as the development of clear algorithms and
assessment methods. It is important to involve

Table 2

Competency-based approach in strategic personnel management

Author

Definition of the competency
approach

The essence of the approach

E. Pelinescu [12]

Organization of activities taking into
account knowledge, skills and values

Formation of professional activity
based on knowledge and values

Dubois & Rothwell [5]

HR process management system
based on competencies

A comprehensive HR system with
an orientation to competencies

M. Armstrong [2]

Competency analysis to improve the
efficiency of HR processes

A practical methodology for
increasing performance

Sanchez & Heene [14]

concept that integrates economic,
organizational and behavioral factors

A strategic approach to the
development of key competencies

Source: generated by the authors [2, 5, 12, 14]
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specialists who are able to take into account the
specifics of the organization and the dynamics of
the external environment.

Competence is formed as an integration of
knowledge, skillsand motivation, whichisrealized
through employee behavior and adaptability to
conditions. Itis the basis for effective performance
and strategic management. The implementation
of the competency approach contributes not
only to improving the professional behavior of
employees, but also stimulates them to self-
development, active participation in internal
processes and strengthening organizational
culture [10]. An important aspect is the orientation
not only on the availability of knowledge, but also
on the ability to effectively apply it to achieve
specific results.

In conditions of instability and variability of the
external environment, the competency approach
allows to increase the adaptability and stability of
personnel, which are key factors of survival and
development of organizations. The introduction
of HR tools based on competencies provides

more flexible and targeted development of
personnel, focused on the strategic goals of the
enterprise.

Ukrainian scientists emphasize that the
competency approach allows to form models
of professional behavior that correlate with
specific and measurable results of activity, which
is the key to effective management of human
resources.

Conclusions. The competency approach in
modern personnel management is an effective
methodology that combines knowledge, skills,
motivation and behavioral characteristics of
employees to achieve the strategic goals of
the organization. Its relevance is growing in
the context of global challenges, economic
instability and the need for rapid adaptation to
changes. Further development of the theoretical
foundations and practical tools of the competency
approach will contribute to the formation of
highly effective human resources capable of
ensuring the competitiveness of organizations in
the market.

Knowledge Skills Motivation
| \ \
v
Competencies
v
Behavior / Activity Model Result

v

Adaptability and responsibility

v

Strategic HR Management

Fig. 1. Scheme of the competency approach in personnel management

Table 3
Main components of the competency approach and their characteristics
Component Description Example in professional activity
Knowledge Theoretical information required for |Knowledge of quality standards,
9 the job technological processes
Skills Practical application of knowledge ':‘lg“gy to use CRM system, negotiation
Motivation Inner desire to perform the job Interest in professional growth, desire
effectively to achieve results
Behavior A behavioral model reflecting Responsibility, sociability, stress
competencies resistance
Adaptabilit Ability to respond quickly to changes | Flexibility in making new decisions,
P y in the environment self-organization

Source: generated by the authors [7, 11]
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In a situation of global instability, increased
competition, technological changes and war,
organizations need personnel capable of quickly
adapting to new challenges, making informed
decisions and acting effectively in difficult
conditions. The competency approach provides
tools for the formation of such personnel.

The advantages of implementing
competency approach are:

e focus on practical results, and not only
on the formal level of knowledge;

the

e sncreasing employee motivation through
the development of their strengths and self-
realization;

* snclusivity and consideration of individual
characteristics;

» smproving the internal organizational culture
and strengthening team interaction;

e creating a foundation for continuous
learning and development, which ensures
the flexibility and sustainability of the
organization.
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