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Abstract. Human resource management is a function of the organization that focuses on the peo-
ple employed in the company and involves the processes of organizational development, employee 
motivation, and training. Effective human resource management in the organization helps to achieve 
the goals and objectives effectively. Human resource is the most expensive capital, and its effective 
management is the main factor in the country’s economic growth. That is why the perfection of hu-
man resources management is of particular importance at the current stage of society’s development.

The main challenge for all organizations today is the need for professional staff. In this process the 
human resources manager has been assigned a decisive responsibility. It ensures the management of 
labor relations between employees and the company, coordinates the administrative functions of the 
organization, and the fluency of communication, which affects the overall productivity and results 
of the company.

In the paper, using quantitative and qualitative research methods, the analysis of human resources 
management systems in public and private sectors of the Georgian economy was carried out; The 
main challenges of human resources management got studied, and opinions got presented in order 
to improve it.
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Introduction. Human resource management 

is a continuous cycle that includes human resource 
planning, selection, performance management, and 
development. The effectiveness of human resources 
management mainly depends on how it is in accor-
dance with the level of development of the organiza-
tion. Distinctly, along with the growth and develop-
ment of organizations, human resource management 
programs, practices and procedures must change and 
evolve. Otherwise, there will be a disproportion in 
the development of personal and material factors of 

production, which will negatively affect the effective-
ness of the human activity.

Literature review. In order to develop the or-
ganization, it is necessary for the labor team to be 
organizationally well-knit and for people to have a 
relationship based on mutual respect. In such col-
lectives, new ideas are born more often, costs get sig-
nificantly reduced, and, accordingly, the organization 
develops [1].

Institutions included in the public service sys-
tem differ significantly in terms of specific programs 
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implemented within the framework of human re-
sources management. The value framework includes:

• Merit-based approach – decision-making 
(employment, promotion) is based on the 
competence of employees and taking into 
account their merits before the organization;

• Justice – the decision is made based on a fair 
argument and criteria;

• Diversification – the composition of employ-
ees is diverse, and it takes into account the 
diversity of society according to social, reli-
gious, gender, ethnic and other factors;

• Expediency – the most appropriate decision 
made from the alternatives available to the 
organization on financial and other rational 
grounds;

• Transparency – the use of open and public 
approaches in the planning and implemen-
tation of the human resources management 
function;

• The supremacy of public interests – any deci-
sion and process in the organization is aimed 
at offering high-quality services.

As in the entire economy, one of the decisive 
directions of human resource management in state 
structures is personnel development. In order to ful-
fill this function of human resources management, 
it is necessary to have a professional development 
plan for employees. Every educated person is con-
sidered as the wealth of the nation, and in the near 
future, this should become a priority in our country. 
Education is only a potential factor of development, 
which will become a source of growth if it is used 
productively [2].

The personnel development planning process in-
cludes the evaluation of the employee’s capabilities, 
the need to increase their knowledge, and the deter-
mination of specific ways and means of increasing the 
professional training of employees. Unfortunately, the 
situation in the public sector of Georgia is not favor-
able. That got evidenced by the fact that only 25% of 
services have a personnel development plan.

The working ability of a civil servant can be evalu-
ated by several factors: knowledge-competency of 
work, quality of productivity, initiative, leadership 
ability, supervisory ability, hierarchical attitude, etc. 
It is noteworthy that job evaluation systems exist in 
only 38% of the public institutions in Georgia. These 
systems are competency-based assessment, self-as-
sessment, peer review, feedback, interviews, etc. In 
the public service, the more highly qualified and ca-
pable personnel gets selected, the stronger the human 
resources management system will be, and it will offer 
better programs and services to the population.

Discussion/Results. In public services of dif-
ferent countries, human resources management is 
implemented in different ways. In some, a peculiar 
agency has been created to centrally manage the hu-
man resources of all government agencies. In some 
countries, it is thoroughly decentralized, and each 
agency manages personnel individually. A mixed 
system is mainly used in Georgia: there is a central 
agency for human resources management, which 
determines the general strategy of human resources 
management, and the implementation of specific 
activities, for example, such as personnel selection, 
evaluation, etc. Individual agencies are in charge. The 
rules for public service competition are centralized 
and supervised by the Civil Service Bureau.

Personnel policy and human resources manage-
ment services in the local self-governments of Georgia 
cannot ensure the proper management of officials, and 
their function is mainly exhausted by signing contracts 
with employees. In addition, the professional skills 
and qualifications of workers often do not correspond 
to professional requirements [3]. For the effective 
functioning of human resources management at the 
level of local self-government, it is necessary to carry 
out several practical measures that ensure the correct 
management of personnel. Especial attention should 
be paid to the qualifications of employees in the field 
of human resources management.

In the public sector of Georgia, less attention is 
paid to the optimization of workplaces. Along with the 



Section 5. Economics and management

46

optimization of workplaces, in the public sector, the 
exact scope of obligations and rights of each employee 
and the limits of personal responsibility should be de-
fined, so that there is no room for irresponsibility and 
duplication in the performance of work [4].

As for the private sector of the Georgian economy, 
the management of human resources here is charac-
terized by certain peculiarities. At the modern stage 
of economic development, a business is considered 
successful if it has the right human resources manage-
ment strategy. In the development of the human re-
sources development strategy, it is essential to involve 
a wide circle of the organization’s leaders, because the 
human resources management strategy must be in-
tegrated with the business strategy. In the Georgian 
reality, unfortunately, less attention is paid to the is-
sues of human resources management and provision 
of related services with highly qualified specialists [5].

At the current stage of society’s development, pri-
vate sector organizations should pay special attention 
to the issues of personality development of workers. 
It is necessary for the employee to have motivation for 
self-development, to work more on himself, to find 
ways and methods for the development of profes-
sional and personal skills, and to plan and implement 
appropriate concrete steps. He must be sure that these 
results will get properly valued. At the same time, the 
company must ensure the planning of the employee 
development process and its proper management. 
The study of employee motivation methods showed 
us that financial incentives have a concrete place in 
Georgian companies. Today, the use of monetary re-
muneration and compensation remains one of the 
most important methods for motivating staff [6].

Raising the knowledge of employees in both 
the public sector and the private sector can be done 
through training, self-awareness, professional and 

work meetings, and other events. The mentioned 
knowledge-raising measures should be reflected in 
the personnel development plan. 90% of large com-
panies have a staff development plan in the private 
sector of the country’s economy. A general course of 
training gets used here, which is not relevant either 
in terms of content or duration. The trial period for 
new recruits is quite long, and often, before being ap-
pointed to a certain position, the work of job seekers 
is used in a completely different direction.

The analysis of human resources management 
systems in the private sector of the Georgian econo-
my showed us that the roles, power, and responsibili-
ties are incorrectly distributed among the perform-
ers, which leads to a low degree of use of the abilities 
and skills of the personnel, and the strategic tasks of 
management and development remain unresolved.

Conclusion and recommendations. In order to 
improve the management of human resources in the 
private sector of the Georgian economy, we consider 
it expedient to bring the strategy of human resources 
management into line with the business strategy in all 
those organizations where this is not the case today; 
The organizational structure should be established 
on the basis of a deep understanding of the purpose 
of the company and the correct planning of the main 
processes, to ensure the maximum use of the capabil-
ities of the personnel, for the effective management 
of the current processes and the implementation of 
the company’s strategies; Implementation of such 
an effective human resources management policy, 
which will have a positive effect on the employee’s 
qualities, such as involvement in management pro-
cesses, increasing motivation, rational distribution 
of responsibility among managers, etc., which will 
contribute to the organization (firm, company, etc.), 
raising the quality of general leadership.
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