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The authors aimed to outline introduction directions of foreign
innovative practices in the staffing of forensic science institutions of
Ukraine. In order to achieve the goal, a system of general scientific
methods (theoretical generalization, comparison, system analysis
and formalization) was applied. It was established that in the field
of HR management in recent years, a synthesis of various models has
been used among which the Western European and American ones
(despite certain differences) have common cornerstones making them
the most suitable for improving the staffing of domestic institutions
and enterprises, in particular forensic science institutions. Western
innovations in HR policy (planning, search, selection, hiring
(determination of requirements for specific job position, attraction
and selection of candidates) and adaptation (mentoring and
coaching) of employees: psychophysiological, socio-psychological,
professional, organizational ones) were analyzed and compared
with established trends in the work of Ukrainian HR departments.
Attentionisfocused on: training (informal, specific duties, continuous
and self-education) and development of employees; specifics of
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calculating their wages (in particular, the expediency of using multi-
factor methods of assessing personal contribution of each employee
from the standpoint of effectiveness, quality, initiative, timeliness
of execution and modernity of working methods, compliance with
safety techniques, speed of adaptation to new conditions, etc. was
considered); motivation and formation of a favorable climate in
the team for further development of each employee; assessment
and certification of employees (using, in particular, psychological,

practical and prognostic methods).
Keywords: innovations; staffing; forensic science institutions;
staff; adapting; certification; mentoring; motivation.

Research Problem Formulation

In intensification conditions of market
relations in Ukraine, as well as not only
tough, but partly unfair competition,
enterprises, institutions and organizations
of various fields of national economy
face the problem of market expanding
for their products while simultaneously
preserving existing customers. Activity of
forensic science institutions in this aspect
is no exception. Since in world economy
globalization process in developed
countries there is a transition to post-
industrial development (for which quantity
of raw materials and materials does not
play a leading role), and scientific and
technical progress prompts rapid updating
of equipment and technologies, rational
use occupies prominent place in institution
management knowledge, abilities and
skills of each employee. Therefore, it is
necessary to systematically update the field
of staffing, introduce innovations into; that
is especially important for forensic science
activity and determines relevance of the
chosen topic.

Article Purpose

Outline possible directions of introduction
of foreign innovative practices in the
staffing of forensic science institutions of
Ukraine.

Research methods

System of general scientific methods was
used, namely: theoretical generalization,
comparison, system  analysis and
formalization.

Analysis of Essential Researches
and Publications

We emphasize the fact that methodological
principles of HR management and staff
motivation have been studied in detail
by both foreign and domestic scientists.
For example, N. I. Klymenko and
0. A. Kupriievych, analyzing legal bases
and types of international cooperation of
forensic science institutions, outlined the
main promising directions for increasing
its effectiveness !. Researcher suggested

1 Kiaumenko H. L., Kynpiesud O. A. MibxxHapoHe CIiBPOGITHUIITBO CYZ0BO-€KCIIEPTHUX YCTAHOB.
BicHuk kpuminanvHozo cydouuncmea. 2015. Ne 4. C. 130—134. URL: https://vkslaw.knu.ua/images/
verstka/4_2014_Klimenko_Kyprievuch.pdf (date accessed: 28.08.2023).
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using the “scientific potential of forensic
science associations, educational institutes
and research institutions of Europe engaged
in applied research” in cooperation on
a contractual basis for, in particular,
“improving the investigation of various
crimes by conducting scientific research
and methodical development of forensic
examinations” 2. Unfortunately, scientists
have neglected the issue of staffing forensic
science institutions.

In her dissertation, N. P. Matiukhina
outlined separate approaches to HR
management using the example of British
police experience characterized by:
development of procedure of attracting
and selecting candidates; clear definition
of conditions, criteria and procedures;
fairness and openness of selection 2.
The scientist emphasized the need to
introduce into management of Ukraine
not individual methods, but a specially
selected set of them for staff evaluation,
which will contain criteria corresponding
to individual role and priorities of each
employee *. Note, that researcher did not
separately consider the staffing of forensic
science institutions.

A. A. Rusetskyi, considering issues
of implementing international standards
in forensic science activity of Ukraine,
analyzed specifics of international
standards that are used in forensic
activity: he justified the need to introduce
international standards by law in
conducting forensic examination and
noted that implementation of international

norms and standards in activity of forensic
science institutions brings them to a new
level of functioning and makes possible
to create effective HR management
mechanism °.

Thus, despite a significant number of
research papers devoted to peculiarities
of HR management not only in Ukraine,
but abroad, the problems raised by us re-
main relevant and require further devel-
opment.

Main Content Presentation

As experience of foreign countries
indicates, the greatest success in economic
development is achieved by those
institutions where favorable conditions
have been created for realization of
creative abilities of each employee and
advanced innovative technologies of
human capital management have been
introduced. Progressive changes, towards
which modern society in general and every
person in particular gravitate, are mostly
identical with the concepts of social changes
and social innovations. Scientists note
radical nature of rapid social changes that:

« affect all fields of social and

individual life;

« enrich humanity with new
experience forms;
« become one of sociocultural

prerequisites for social practice
development®.

According to researchers, importance

of modern technologies and social

2 Kiumenko H. L., Kynpiesuu O. A. Op. cit. URL: https://vkslaw.knu.ua/images/verstka/4_2014_
Klimenko_Kyprievuch.pdf (date accessed: 28.08.2023).

3 Marioxina H. II. ViipaBiiHHS IIepCOHAIOM OpPraHiB BHYTPIIIHIX cIipaB YKpaiHu: opraHisamin-
HO-IIPaBOBi 3acazu : aBToped. AuC. ... A-pa I0puj. HayK. Xapkis, 2002. 36 c.

4 Ibid.

5 Pycenpkuii A. A. [Ipo oprasizaliiio CyZ0Bo-eKCIIePTHOI AisIbHOCTI: MIXXHAPOJHUN acIeKT. Te-
opia ma npaxmuka cy0ogoi ekxcnepmu3su i kpuminaaicmuxu. 2017. Bum. 17. C. 158—164. URL: http://
nbuv.gov.ua/UJRN/Tpsek_2017_17_23 (date accessed: 28.08.2023).

6 JItoAChKHI PO3BUTOK B VKpaiHi: iIHHOBAI[IHHNE BUMID : KOJI. MOHOTP. / 3a peZ. E. M. JIibaHoBOi.

Kwuis, 2008. C. 7.
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innovations for improving system and
methods of human capital management
is constantly growing. This is due to the
fact that it is person with his abilities
and skills becomes the leading factor in
competitiveness of any institution 7.

In recent years, a synthesis of various
models has been used in HR management,
among which the Western European
and American models (despite certain
differences) have common cornerstones
making the most suitable for improving
the staffing of domestic institutions and
enterprises, in particular, forensic science
institutions. Following principles of foreign
HR management models deserve special
attention:
social
important
innovations;
capital should be invested not only
in equipment, but in staff;
it is expedient to coordinate

innovations are no less
than  technological

the work of employees using
communication means.
It is common knowledge that

domestic institutions have many unsolved
staffing problems; it causes them to lose
competitiveness not only at international
and domestic, but at the regional levels.
One of the reasons for this is too slow
introduction of global innovations in the
field of formation and use of human capital.
In our opinion, it is expedient to introduce
Western innovations into national HR
management system of forensic science
institutions regarding:

planning, search, selection and
hiring of employees;
adaptation of employees;
training and development
employees;

employee salary calculation;

of

motivation and team building for
further development of employees;
assessment and certification of
employees.

Let us analyze specifics of innovations
of American model of HR management that
is being implemented in order to increase
efficiency of its operation. Any innovative
changes in the procedure of human capital
management should not take place without
reorganization and recognition of the
role of HR departments in ensuring the
work of the institution in the process of
introducing innovations, their activities
in American companies become leading
one. For providing institutions with human
capital of required quantity and quality,
innovative HR planning methods are used.
Two main directions are distinguished:
on the use basis of own resources,
in which case the vacant positions
are filled at the expense of
institution employees;
through open recruitment using
mass media (advertisements
in newspapers and magazines,
advertising on radio and television,
information in Internet sources)
and various recruitment agencies.

Open recruitment is often facilitated
by close cooperation with institutions
of higher education. In multi-sector US
companies, employee selection procedure
most often includes the following three
stages:

determination of requirements for
aspecificjob position: development
of job instructions and a list of
requirements for candidates for
this job position; making a decision
on employment conditions;

attraction of candidates: analysis
and assessment of internal and

7 Jucak B. I0. IgHoBauii B ympapiiHHI [epcoHaIOM: 3apyObKHA Ta BITYM3HSHA IIPAKTUKA.
Aepoceim. 2013. Ne 9. C. 55. URL: http://nbuv.gov.ua/UJRN/agrosvit_2013_9_14 (date accessed:

28.08.2023).
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external sources of candidates
for job position; placement of
recruitment ads; appeal to agencies
and consultants;

« selection of candidates: careful
analysis of questionnaires
submitted by candidates;
conducting interviews, testing
and evaluating candidates;
management of evaluation
center; job offer; receiving
recommendations;  preparation
of an employment contract with a
candidate for job position ®.

The above recruitment practice can
be successfully applied to forensic science
institutions of Ukraine (taking into account
specifics of their activities).

For adapting employees to a new
workplace, American companies quite
actively use such innovative tools as
mentoring and coaching.

Coaching is a training method when
a person called a coach helps the coachee
achieve a specific life or professional goal.
Unlike mentoring, coaching is focused on
achieving a clearly defined goal and not on
general development’ : such a tool should
come in handy during formation of a junior
forensic expert.

American professionals focus on
mutual adaptation of employee and the
company occurring in the process of
gradual adaptation of employee to the
new professional, social, organizational
and economic environment, highlighting
following components in this procedure:

«  psychophysiological one: adaptation

to new physical and mental loads;

«  socio-psychological one: adaptation
to (to a certain extent) new

society, norms of behavior and
relationships;

«  professionalone: gradual acquisition
of working skills and abilities;

+ organizational one: mastering
one’s role and status within the
institution (according to job
position and general organizational
structure of units).

We emphasize that above components
of adaptation are also quite appropriate
for forensic science institutions and
effectiveness of their implementation will
depend on the correct consideration of
peculiarities of forensic expert activity
and requirements of current Ukrainian
legislation. In USA, importance of
adaptation has long been realized, as
it shortens the time it takes for a new
employee to master the duties of job
position and brings the time when he
will work as efficiently as possible: as
emphasized in research papers, adaptation
system is beneficial not only to the new
employee, but to company management .

Researchers note that rapid
development of knowledge and the
constant introduction of innovations

require the same constant retraining
of employees. In American companies,
to increase educational level of various
employees, various forms of training are
used (that can be useful for employees of
science forensic institutions), the main of
which are the following:
« non-formal education: majority
of education takes place outside

formal vocational training
programs. According to HR
managers, 70% of knowledge
employees acquire thanks to

8 Armstrong M., Stephen T. Armstrong’s Handbook of Human Resource Management Practice.

16th ed. Kogan Page Ltd, 2023. 760 c.

9 Renton J. Coaching and Mentoring: What They Are and How to Make the Most of Them. New

York : Bloomberg Press, 2009. 242 p.
10 Jucax B. IO. 3a3Hau. TBip. C. 54—60.
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informal training, not provided by
the company and not paid for by it;

« training at specific job position,
that becomes environment for
conducting training; this training is
planned and aimed at professional
training of the employee;

«  continuous learning: mostly takes
place in groups according to
developed mentoring and coaching
programs. Since the work is
continuous, it requires constant
improvement and updating of the
knowledge of all employees who
should be rewarded for training;

«  self-education: employees take
responsibility for meeting their
personal training needs. In order to
improve performance and career
growth in while such training, the
employee himself decides what
exactly he should learn.

Currently in USA, the personal merits of
managers and professionals are evaluated
in 80% of companies and achievements
of ordinary employees in almost half of
them ™.

Important place in use improvement
of staff potential is occupied by
remuneration. It should be noted that
remuneration individualization requires
introduction of methods for assessing
individual contribution to final results
and their constant improvement. Foreign
experience indicates expediency of using
multiple methods of assessing personal
contribution of each employee. At the same
time, the choice of factors largely depends
on the field of activity, functional duties,
nature of manufactured product, etc. In the
USA, according to experts, companies most

11 Jlucak B. IO. 3a3Hau. TBip.

often use the following factors: working
performance, its quality, timeliness of
execution, applied methods, initiative,
compliance with safety techniques,
working style, adaptation to workplace,
etc. 2,

All companies are concerned with the
issue : what needs to be done to achieve
a high level of employee performance? The
goal is to improve motivational procedure
and improve the working environment,
which will contribute to achievement by
employees of the institution of results
that meet the management expectations.
According to scientists, in USA, the main
methods of motivation are material
incentives for employees. Most often, it is
implemented in payment of basic wages,
bonuses and allowances. In addition,
various schemes for receiving a share
of the company profits by the staff are
widely used. At the same time, analytical
wage systems are used, which specific is
adifferential pointassessment of the degree
of work complexity, taking into account
qualification of employees, their physical
efforts, their working conditions, etc. ** The
above can be applied to the development of
staff evaluation and remuneration system
in forensic science institutions of Ukraine.

We note that increasing the role of
human factor contributes to formation
of positive psychological methods of
motivation based on the statement that
main factors of modification should be
considered not only material incentives,
but non-material ones, in particular: self-
respect, recognition from colleagues,
moral satisfaction with work and pride in
one is work the company. Analyzing best
practices of scientists *helped to single out

12 Koot A. M. MoTuBariis nepcoHaiy : miapygnuk. Kuis, 2002. C. 249—250.

13 Jlucak B. IO. 3asHau. TBip.

14 Tkagenko A. M., IIlxsara O. B. MeHe)KMeHT NepCcOHANY : HaBY.-METO/,. rnoci6. anasa CTY/ZeHT.

3/IIA 3 eKoH. cren]. 3anopixoks, 2009. 475 c.
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among the main forms of involvement of
employees in institution management the

following:
« participation of employees in
management and  production

quality at the level of structural
unit of the institution;

« creation of employee councils or
joint committees of employees and

managers;

« introduction of systems for
receiving company share,
institution, organization profits by
the staff;

«  participation of  employees’
representatives in management
work.

Particular attention should be paid
to positive role played by providing an
employee with additional free time: this
means of external motivation can be
implemented thanks to:

« differentiation (change) in duration
of the main and various additional
vacations;

« division of vacations into parts (for
example, provision in summer and
winter);

« provision of a part-time working
day or a parttime working
week with preservation of full
remuneration;

« reduction of working hours during
period of permanent work, etc.

It should be noted that in the
USA considerable attention is paid to
career planning. It is directly related
to implementation of a number of
employees needs and the study of the
labor and status motives of the company
staff for this purpose. In our opinion, it
is advisable to apply such an approach in
forensic science institutions of Ukraine
taking into account the individual
characteristics and needs of each

employee (identified during the analysis
of institution staff composition).

Currently, psychological methods of
performance evaluating of employees have
become widely used in staff certification
of institutions: they are a kind of
combination of non-traditional methods,
when practical and prognostic methods
are used at the same time. Large American
companies create special programs for
evaluating potential of their employees
using psychological methods that are
implemented by employee evaluation
centers. At the same time, according to
conviction of domestic scientists, it is
necessary to take into account imperfection
of various tests used to certify staff °.

Western Europe was largely influenced
by American governance system. At the
same time, HR management system
in Western European companies is
characterized by a number of notable
specifics determined by economic
situation realities in these countries. Thus,
since the mid-1980s, German enterprises
have seen an increase in the share of staff
in total number of managerial employees
of the company, whose main tasks are
improving the wage system, training and
improving the qualifications of employees
that is worth borrowing for the work of the
HR system of forensic science institutions
of Ukraine. The outlined tasks can be
implemented thanks to optimization:

« labor policy management;

+ staffing schedule planning;

+ selection and staff arrangement;

+ HR management;

« employee salary calculation;

+  management of innovative and

inventive activities;
+ training management
advanced training;
+ training of interns;
+ medical care;

and

15 CaBueHko B. A. VripaBiiHHSI PO3BUTKOM [I€PCOHAIY : HaBd. rocib. Kuis, 2002. C. 225—226.
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+ occupational safety;

« solving legal problems, etc. 1

Experience of Western European
countries indicates that the main goal of
the HR management system is staffing,
staff effective use, professional and social
development. For example, the largest
Swedish companies track the need for
workforce of a specific skill level.

HR planning of any institution depends
on situation in labor market, at the same
time typical tasks of HR planning in foreign
companies are as follows:

«  attracting and stimulating
employees with necessary
experience, skills and
qualifications;

« forecasting and mitigating fluctu-
ations in the level of production,
accompanied by a surplus or short-
age of employees;

« reduction of dependence on
employee hiring from outside;

« development of promotion
methods and opportunities for
career growth of own employees;

« increasing efficiency of staff
working time use due to
introduction of more flexible work
schedules, etc."”

The above tasks can be implemented
quite realistically in the procedure
planning development of human resources
for forensic science institutions of Ukraine.

Adaptation of new employees is
important for activities of Western
European companies: it is not only
a package of regulatory documents
regulating procedure for new employee
adaptation, but attention to the people
for whom these measures are carried out.
Scientists have proved effectiveness of

specific forms of introduction of innovative
technologies to improve educational level
of employees at enterprises in Western
Europe ', so they (taking into account
peculiarities of forensic expert activity) can
be successfully implemented in forensic
science institutions of Ukraine, namely:
+ internal one (training takes place
inside institution, at workplace)
and external one (in educational

institutions and specialized
centers);
+ organizational and non-

organizational ones (self-study);

«  professional or problem-oriented
(if necessary), aimed at working out
necessary organizational behavior;

* built on standard or special
(general, specific) programs;

« training designed for specific
target groups (managers or
professionals), for a specific

laboratory (department) or for all
institution staff.

It should be noted that it is impossible
to overcome economic crisis without
increasing work efficiency, and this
will be facilitated, in particular, by
encouraging employees to differentiate
the remuneration level. Remuneration
systems that have developed in Europe
deserve special attention. Almost all of
them contain two components: basic one
(unchanging) and additional one (variable
depending on various factors) that perform
the function of stimulating employees.

Science and practice have proven
that the main tool for differentiating
remuneration level is the tariff system that
is successfully operating in countries with
developed market economies (the so-called
rate schedule, etc.) ¥, in particular:

16 Poguenko B. B. MexxayHapogHBIH MeHeXKMEHT : yueb. ocob. Kues, 2000. C. 211—212.

17 Jlucak B. 10. 3a3Hay. TBip.
18 JIucak B. 10. 3azHay. TBip.

19 3apyOiHUE Ta MDKHAPOZHUH [OCBiA PerynloBaHHS COLIaJbHO-TPYAOBUX BiIHOCHH Ta CO-
LiaJIbHOT'O 3aXUCTY HaCceJeHH : KOJI. MOHOTp. / 3a peZ. C. B. MenpHuKa. JIyraucek, 2005. C. 79.
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« atthe State level (Poland, Hungary);

+ at the industry level (France, Italy,
Spain);

+ atthelevel of institutions (countries
of the former USSR).

For example, in Italy, different rate
schedules operate in various industries: in
metallurgy and mechanical engineering: 8-
order, in oil refining: 7-order. In addition,
in metallurgy and mechanical engineering,
only employees belong to the 1st category;
as workers as employees belong to the 2nd
and 5th orders; only employees belong to
the 6th and 8th orders ».

Management peculiarity of tariff
remuneration of commercial and technical
employees and craftsmen in Germany
is that their remuneration rates change
every year on the basis of the accepted
qualification classification (remuneration
group) and are fixed in sectoral agreements
taking into account regional features
(separate lands) .

It should be noted that in modern
world, the trend towards individualization
of wages, assessment of achievements
of a particular employee is increasing.
If employees of the institution have the
same qualifications and occupy the same
positions or perform the same work, but
due to their natural abilities, initiative,
experience, etc. achieve different results,
then this difference should affect difference
in their wages.

In the work with staff in institutions of
Western Europe, considerable attention is
paid to formation of the motivation system
and staff stimulation. Material motivation
of employees is constantly in innovative
development and is enriched with new
elements, in particular:

+ using various forms aimed at

constant wage growth;

«  various social benefits;

*  bonuses and allowances, etc.

According to foreign practice, tangible
methods of motivation play an important
role in determining labor behavior of
employees, although in fact they are not
the main ones. We consider it appropriate
to apply a system of moral incentives for
employees in science forensic science
institutions of Ukraine that will contain the
following components:

+  promotion;

« participation in

management;

+ flexible working hours, etc.

The most common form of regulation
(redistribution) of working hours is
variable schedules that are very common
and effectively used in Western European
countries. Thus, in the early 1980s, they
were used by 75% of French companies,
69% — by the Netherlands, 68% — by
Germany, 66 % — by Sweden?.

In the UK and Italy, employees defend
the right to participate in institution
management, stipulating this right in
collective agreements. In particular, in
Italy, employees have achieved a significant
increase in their participation in formation
of strategy and tactics of institution
management and in Portugal, the system
of participation in management provides
for creation of commissions of employees
endowed with broad rights, including
possibility of:

+ receive information necessary for

their activities;

+ participate in reorganization of

production units;

+  control of institution management;

institution

20 Kammna A. B. OpraHusanus 1 oIaTa TPyZa B YCJIOBHUAX PhIHKA (acmeKT 3PpGdeKTHBHOCTH) :
yueb.-meTo/. mocob. 3-e usz., nepepab. u gomu. Kues, 2001. C. 253.

21 3apyOiXKHUI Ta MIXXHAPOAHUH JOCBI/ PEryaoBaHHS ... . C. 68—69.

22 TxaueHKO A. M., IIliara O. B. 3asnau. TBip. C. 318—319.
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+ participate in development of
socio-economic plans related to
their production units %.

It is worth emphasizing that
certification and evaluation of employeesin
Western European countries involves strict
regulation of all stages and procedures,
primarily evaluation forms, provided with
detailed guidance content. HR departments
monitor implementation in practice of
general principles of staff attestation and
evaluation. For example, in the civil service
in UK, certification procedure is closely
related to filling out a special reporting
questionnaire. Employee certification
systems have different names: Annual
certification of civil servants, Performance
evaluation, Evaluation of employees from
the standpoint of achieving the set goals, etc.
Each of the systems contains elements
that should be used in forensic science
institutions of Ukraine, namely:

« regular interviews with employees;

« assessment of results achieved by
the employee;

« summing up annual results of the
work of each employee and teams
of structural units;

« employee certification for the year;

+ management of choice of goals
while employee’s career planning;

« determination of specific tasks, etc.

While implementing an innovative
market economy model in Ukraine, the
main emphasis should be on the growth
of innovative role of use of competitive
employees and available human capital
(which should apply to science forensic
institutions). Thus, one of innovation
elements in the field of human resource
management of forensic science activity
can be called social innovation.

23 Jlucaxk B. 0. 3a3Hay. TBip.

An important innovative mechanism
while investing in human capital is the use
of a social package in regulation of labor
relations thatin a broad sense is understood
as provision of tangibles benefits by
employer to the employee in the form of
benefits, compensations, privileges and
social guarantees in addition to the amount
of basic salary due that is characteristic
one for forensic science institutions. Social
benefits and guarantees in the structure
of general remuneration of employees
were first introduced by American
and later by European companies: this
contributed to attraction and retention of
qualified employees and increased social
responsibility of business.

Social package includes as basic
social guarantees stipulated by legislation
on labor as social security, as well as
additional material benefits provided
by the employer on his own initiative.
Procedure interaction between the
employer and the employee is mediated
by the social package covering six main
aspects: legal, economic, political, ethical,
sociological, psychological ones *. It is
worth stating that social package will have
value only under conditions when the
proposed social benefits are important
and significant for employees. It is this
package that is alternative mechanism that
promotes an increase in total remuneration
of employee instead of a salary increase.
Introduction of a social package by
institution contributes to formation of
positive business reputation, makes
possible to build partnership relations with
employees. In modern global practice,
two main trends in management of social
package can be traced:

« the first is related to change in the

share and structure of the social

24 Bnacosa A. YrpaBiiHHA KoMneHcarieo. Omdea kadpos /[HR department/. 2004. Ne 5, 20. C. 19—

23.
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package in the total social costs
of large companies. The share
of expenses of institutions for
providing social benefits and
guaranteesisincreasing, emphasis
of motivational programs for staff
is shifting towards increasing
value of non-monetary regulation;
+ the second; with the growing role
of employees in social package
formation. For this reason, many
companies are spreading the
practice of equity participation
of employees in purchase of
voluntary  health  insurance
services, payment for mobile
services, rental housing, etc.

Statistics indicate that in the United
States, social package is 10-40% of the
basic wage. The main cost volume of
social package in Western countries
(up to 50%) falls on various types of
insurance, leading one being medical
insurance. Mandatory for most American
and European companies are two types
of social programs: medical and pension
insurance, which application has doubled
the costs of companies for social benefits
over the past 5 years and is equal to 15 % of
staff costs .

Most of Ukrainian State institutions,
including forensic science institutions,
have problems with introduction of
a social package for employees. Currently,
they are faced with the task of developing
an effective system that would allow
introducing unified approach to social
package of employees, adapting such
a social package to the needs of individual
structural units of institution and
increasing the level of services provided to
each employee while optimizing the cost
of social needs.

In Ukraine, introduction of innovations
in the field of HR management takes place
mainly according to European model
and mainly in institutions dominated
by foreign capital, where innovations
(concurrently with investments) come not
only in production technologies, but in
the field of management. We should state
that there are many issues in introducing
innovations in the field of HR management
in domestic institutions (in particular,
forensic institutions) and HR departments
are still not even approximately similar
to mobile structural units that are able
to solve complex issues of providing
institutions with high-quality human
capital, since the HR department role of
most Ukrainian institutions is limited to
accounting and documenting movement
of employees.

In general, the state of work with
staff in the forensic science institutions
of Ukraine requires an immediate
reboot and introduction of innovative
technologies that will facilitate transition
from the outdated structure of HR
department to more effective and modern
HR management systems based on the
example of those operating productively
abroad.

We are convinced that in order
to develop a system of motivation for
productive work in forensic science
institutions of our country, using foreign
experience, it is necessary to take into
account, first of all, peculiarities and
national traditions, as well as the mentality
of employees. Positive experience of
European countries will remain the
benchmark. It is worth emphasizing
that forensic institutions of Ukraine,
unfortunately, do not wuse modern
methods of adaptation of employees, not
wanting to spend either time or money on

25 Petitep I. Kak u Korzja BHeZPITh HOBYIO CHCTEMY OILIATHI TpyZAa. Bisnec. 2003. Ne 51. C. 45—48.
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them and not understanding importance
of these methods for the development of
an adaptation system on innovative basis.

It is quite common to believe that
new employees are able to familiarize
themselves  with instructions and
regulations available in the institution,
understand  their = guidelines and
continue to be guided by them in their
professional activities. However, much
depends on corporate culture (according
to experience of leading companies in
developed countries): friendly team
attitude to the new colleague speeds up its
adaptation to conditions and requirements
of the institution and contemptuous or
indifferent, on the contrary. Thereby
a carefully thought-out and tested system
of adaptation of new employees should
function steadily not only on paper, but in
real life.

Conclusions

Summarizingthe above, we consider one of
the most important innovative tasks facing
the Heads of forensic science institutions
is approximation of worldview positions
of their employees to European mentality,
their importance awareness of continuity
of education procedures, strengthening
the role of knowledge in all areas of their
activity as one of mostimportant factors of
growth of own competitiveness. Practice
has proven that recognition of the need to
introduce innovations does not guarantee
their automatic implementation and
even the best innovations do not always
contribute to qualitative changes if blindly
copying them: most often it does not give
the desired effect. Therefore, Heads of
enterprises, and institutions of Ukraine
at all levels of management should more
carefully choose innovations and more
carefully follow foreign experience of
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their introduction in the field of human
capital management, as well as necessarily
take into account national and individual
specifics of labor resources, especially in
the field of forensic science activity.

In further researches, we consider
it appropriate to focus on theoretical
and legal substantiation of each of the
considered areas of introduction of foreign
innovative practice in staffing of forensic
institutions of Ukraine.

Hanpsamu BripoBajKeHHA
iHO3eMHO1 iIHHOBAIIilfHOI MPAKTUKU
B KaJipoBe 3a0e3ne4eHHs Cy0BO-
€KCIIePTHHUX YCTAaHOB YKpaiHu
Oaez Yepogeuvkuii, Onvza Kamapaza,
Jap’a Jasudenko

Asmopu manu Ha memi OKpecAUMU Ha-
Npamu 3anposadiceHHs IHO3eMHOL IHHO8A-
yiliHol npakmuki 8 kadpoge 3abe3neveHHs
cydoeo-excnepmuux ycmanos Yxkpainu. Jas
JocsicHeHHs TOCMABAeHOl Memu 3acimoco-
8AHO CUCTEMY 3A2aNbHOHAYKOBUX Memodig
(meopemuune y3aeanvHeHHsl, NOPIBHAHMA,
cucmemHuil anani3 i popmanisayirno). Kou-
cmamosamo, wo y cgepi ynpasainus nepco-
HANOM OCTAHHIMU POKAMU TLOCAY208YI0Mb-
€ CUHMEe30M pIi3HUX Mmodedell, 13-OMIdC
AKUX 3axi0HOoegponelicvka il amMepuKancuka
(Hesgadxcaoul Ha MeéHi 8IOMIHHOCTL) Md-
10Mb CNIALHL HAPIHCHI 03HAKLL, 3A80SKU YOMY
€ Halibinvw npudamuumu 04s 800CKOHA-
/leHHs Kadpoeozo 3abe3neveHHs BIMHU3HSA-
HUX OpeaHi3auiil, YcmaHos i nionpuemcms,
30kpema  cydogo-excnepmuux. IIpoanani-
308aHO 3axiOHi 1HHO8aUll Y Kadposiil
norimuuyi (n1anysanms, nowyx, 0obip, Haii-
MAHHS (8USHAYEHHS 8UMOe 00 KOHKPEmHOL
nocadu, 3anydenus ma 6id6ip kandudamis)
i adanmyeaHts (HACMABHULMEBO 1 KOY1UH?)
NpayieHUKI8 — NCUX0Pi3I0A02IUHY, COYIANb-
HO-NCUX0102I4HY, Npogeciliny, opeauisa-
Yiiiny), 3icmasneHo ix i3 ycmaaeHUMU meH-
JdeHuiamit 6 pobomi YKpaiHcvkux 6i00inie
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kadpie. Yeaey axiyeHmosaHo HA: HABHUAHHI
(HegpopmanvHOoMY, KOHKpemHUX 00608°23Ki8,
be3nepepsHomy 1i camoocsimi) ma po3eum-
K08l NpauyieHuUKie; 0cobAUBOCMAX pO3pa-
XYHKY IXHbOL 3apobimHoi naamu (30kpema,
PO32AAHYMO OOYIAbHICTL BUKOPUCTIAHHA
bazamouunHux memodie OUIHIOBAHHS nep-
COHANBHO20 BHECKY KOXMCHO020 NpAyieHUKA
3 nosuyiil pe3yAvMamueHOCmi, SKOCMI,
IHIYIamMuUeHOCMI, CB0EYACHOCMI BUKOHAH-
Ha 1 cywacnocmi memodie pobomu, 0Jo-
MPUMAHHA MexHIKU be3neku, wWeudkocmi
npucmocysanus 0o HOBUX YMO8 MOW0);
MOMUBYBAHHS Ma POPMYBAHHI CNPUAAU-
8020 KAIMAMy 8 Ko/eKmuei 011 no0aavllo-
20 PO3BUMKY KOXCHO20 13 NPAUui8HUKI8; Oli-
HI08AHHI Ma amecmys8anHi npayieHukie (i3
3acmMOoCy8aHHAM, 30KpemMa, NCUXOA0ZITHHUX,
NPAKMUYHUX | NPOZHOCTUYHUX Memodis).
Karouosi caoea: innosayii; kadpose 3a-
be3neuenHs; CcY0080-eKCTepMHL YCMAHOBU;
nepcoHan; aodanmyeauHs; amecmy8aHHsy;
HACMABHUYME0; MOMUBYBAHHS.
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