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AHOTAILISA
Y npaniii poOOTI MOCHIKEHO WIAXOAW JO YMPAaBIIHHS IEPCOHAIOM Yy
dbapManeBTUuHIA  ramy3i.  Po3poOiieHO  pexkomeHjauii Ui TJIBUIICHHS
€(pEeKTUBHOCTI yIpaBIiHHA NEPCOHAJIOM Yy (apMaUEBTUYHUX OpraHi3alisix.
3aranpHuil 00csT KBamidikamiiiHoi poOoTH cTaHOBUTH 40 CTOPIHOK Ta MICTHThH 24
pucyHkH. Jlo poO0TH TaKOX BKIIFOUEHO CIUCOK JIITepaTypH, 1o Hamiuye 30 mxepen.
Knrwouosi cnosa: yupaBmiHHS TiepcoHajoM, (apMaleBTHUHI OpraHizalli,

M1BUIICHHS e(EKTUBHOCTI, IEpCOHa, (papMaleBTUYHA TaTy3b.

ANNOTATION
This work investigates approaches to human resource management in the
pharmaceutical industry. Recommendations are developed to improve the efficiency
of human resource management in pharmaceutical organizations. The total volume
of the qualification work is 40 pages and contains 24 figures. The work also includes
a list of references, which includes 30 sources.
Keywords: human resource management, pharmaceutical organizations,

efficiency improvement, personnel, pharmaceutical industry.
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INTRODUCTION

Relevance of the research topic. Effective human resource management
(HRM) 1s a critical factor in ensuring the success and sustainability of
pharmaceutical organizations. The pharmaceutical industry operates in a highly
competitive and rapidly evolving environment, characterized by stringent regulatory
requirements, technological advancements, and increasing demand for high-quality
healthcare products. These factors necessitate the development and implementation
of modern HRM approaches that enhance workforce efficiency, employee
satisfaction, and overall organizational performance [22].

One of the key challenges in the pharmaceutical sector is the need to attract,
develop, and retain highly skilled professionals, including pharmacists, researchers,
production specialists, and sales representatives. The shortage of qualified
personnel, coupled with high turnover rates and the need for continuous professional
development, underscores the importance of optimizing HRM strategies.
Furthermore, the integration of digital tools, artificial intelligence, and automation
in HR processes presents new opportunities for improving personnel management
efficiency [9].

This research is particularly relevant as it aims to analyze existing HRM
practices in pharmaceutical organizations, identify key challenges, and propose
innovative solutions to enhance workforce productivity and engagement. By
improving HRM approaches, pharmaceutical companies can strengthen their
competitive position, ensure compliance with industry standards, and contribute to
the overall advancement of healthcare services. Therefore, the study of HRM
optimization in the pharmaceutical industry is both timely and essential for
addressing current industry demands and future workforce trends [15].

The purpose of the qualification work is to improve the approaches to human
resource management in the pharmaceutical industry.

To achieve the goal of the qualification work, it is necessary to solve the

following tasks:
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. to reveal the essence and importance of personnel management in

modern conditions;

. describe the features of personnel management in the pharmaceutical
industry;

= provide a general characteristic of the activities of the pharmaceutical
organizations;

. identify key problems in the personnel management system;

. develop recommendations for improving the efficiency of human

resources management;

= to explore the use of innovative technologies and digital tools in human
resources management.

The object of the study is the personnel management system of the
pharmaceutical organization.

The subject of the study is methods, tools, and approaches to improving
personnel management in the pharmaceutical organization in order to increase its
efficiency.

Methods were used for the research within the framework of the qualification
work: analysis and synthesis — to study the theoretical foundations of personnel
management, as well as to identify current trends and problems in this area;
comparative analysis — to study the experience of personnel management in the
pharmaceutical industry and other sectors of the economy, as well as to assess the
effectiveness of various approaches; systemic approach — for a comprehensive
analysis of the personnel management system of a pharmaceutical company. The
method of expert assessments was also used to collect the opinions of specialists on
key problems of personnel management and possible ways to solve them, and
surveys and questionnaires were used to collect information on the level of
motivation, employee satisfaction and the effectiveness of existing management
practices. Economic and mathematical modeling was used to assess the economic

efficiency of the implementation of the proposed measures, and graphic methods in
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the form of graphs, diagrams and schemes were used to visualize the results of the
analysis and recommendations.

Practical significance of the obtained results. The results of the study have
significant practical value for pharmaceutical companies, as they contribute to
improving the personnel management system, increasing the efficiency of
employees and creating conditions conducive to the development of the
organization. The proposed measures, which include the use of modern digital tools,
the implementation of motivational programs and the application of a systematic
approach to personnel management, can be implemented to optimize personnel
management processes, increase employee satisfaction and reduce staff turnover.
The developed solutions ensure the strengthening of the competitiveness of
pharmaceutical companies by improving the quality of services, rational use of labor
resources and increasing the economic feasibility of management decisions. In
addition, the results of the study can be used to create corporate policies, develop
training and personnel development programs.

Approbation of research results and publication. Qualification work is
approved on III International Scientific and Practical Conference "Management and
marketing as factors of business development". Abstracts of the reports have been
published: Bondarieva 1.V., Hamdi El Halima. Improving approaches to human
resource management in the pharmaceutical industry. Management and marketing
as factors of business development : mat. III International Scientific and Practical
Conference. April 23-24, 2025. NATIONAL UNIVERSITY "KYIV-MOHYLA
ACADEMY". — P. 260.

Structure and scope of the qualification work. The qualification work
consists of an introduction, a literature review, an experimental part, generalized
conclusions, a list of sources used and appendices. The total volume of the work is
40 pages, including 24 figures. 30 sources of literature were used and analyzed

within the framework of the study.



CHAPTER1
THEORETICAL BASIS OF PERSONNEL MANAGEMENT

1.1. The essence and importance of personnel management in modern
conditions

Human resource management is one of the key functions in the activities of
any modern organization, which determines its effectiveness, adaptation to a
changing external environment and the implementation of strategic goals. In the
context of globalization, rapid technological progress, economic instability and
increased competition, effective human resource management is becoming an
important factor in achieving competitive advantages in the market [29].

Fig. 1.1. presents the place of personnel management in the organization [16].

Personnel

Management

Operative
Functions

Managing
Functions

1. Planning 1. Procurement of Personnel
2. Organizing 2. Development of Personnel
3. Directing 3. Compensation of Personnel
4, Motivating 4, Integration
5. Controlling 5. Maintenance
J J

Fig. 1.1. The place of personnel management in the organization

Personnel management is a set of measures aimed at the rational use of human
resources, ensuring the proper level of employee qualifications, motivating them,
and maintaining a balance between the needs of the organization and the interests of

employees [20].
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The human resource management system includes various stages, such as
recruitment, training, evaluation, development, motivation and retention of
personnel, which in turn guarantees the effectiveness of the entire organization [5].

A key aspect of human resources management is creating conditions for the
development of employees' professional abilities, improving their qualifications, and
ensuring a high level of job satisfaction. This allows not only to achieve high
productivity, but also to ensure the stability and loyalty of personnel to the
organization [2].

The process of forming the effective personnel management is presented in

Fig. 1.2 [26].
Encticn anal@
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Fig. 1.2. The process of forming the effective personnel management

In the modern business environment, human resource management is
undergoing significant transformations, as the role of new technologies and digital
tools increases, the nature of work and approaches to motivation change [22].

Traditional methods focused on control and directive management are fading
into the background, giving way to more flexible and democratic approaches, such
as management through involvement, motivation and partnership [5].

The levels of personnel management are presented in Fig. 1.3 [30].
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Fig. 1.3. Levels of personnel management

In particular, the use of information technologies to optimize personnel
management processes is important. Automation of the stages of selection, training,
assessment and management functions allows to significantly reduce the cost of time
and resources, improve the accuracy and efficiency of decisions made [8].

Human resource management is of strategic importance for the development
of an organization. Through effective recruitment and management of personnel,
companies can significantly increase their competitiveness in the market. Improving
the performance of personnel through motivation, training and development allows
organizations to achieve high results even in difficult economic conditions [7].

One of the important tasks of personnel management is the formation of a
team that will work synchronously and effectively to achieve the company's goals.
An important component of this process is corporate culture, which determines the
values, norms of behavior and interaction of employees among themselves and with
management [12].

Fig. 1.4. presents the principles of the management system in the organization

[4].
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Fig. 1.4. Principles of the management system in the organization

In the context of globalization, human resource management allows
organizations to be flexible and respond quickly to market changes, new
technologies, and other external factors. The human resource management system
ensures the correct allocation of resources, the formation of an adaptive and effective
team, and the creation of conditions for the sustainable development of the
organization [17].

Human resource management is not only a functional component, but also an
important part of the company's development strategy. In modern conditions,
effective human resource management becomes the basis for achieving high results,
competitive advantages and stable development of the organization. The
introduction of new approaches, technologies and modern methods of motivation
allows you to form a productive, loyal and highly qualified team, which is the key
to success in the conditions of dynamic development of the business environment
[7].

Fig. 1.5. presents the organization structure of HRM Department.
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Fig. 1.5. Organization structure of HRM Department

Human resource management is not only a functional component, but also an
important part of the company's development strategy. In modern conditions,
effective human resource management becomes the basis for achieving high results,
competitive advantages and stable development of the organization. The
introduction of new approaches, technologies and modern methods of motivation
allows you to form a productive, loyal and highly qualified team, which is the key
to success in the conditions of dynamic development of the business environment

[19].

1.2. Peculiarities of personnel management in the pharmaceutical
industry

Personnel management in the pharmaceutical industry is a complex and
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multifaceted process that requires a strategic approach due to the highly regulated
nature of the sector. The industry’s focus on research and development, strict
compliance requirements, and rapid technological advancements make human
resource management (HRM) a crucial component for success. This study explores
the key peculiarities of personnel management in the pharmaceutical industry and
the challenges faced by HR professionals in this sector [5].

The pharmaceutical industry demands a highly skilled workforce, including
researchers, pharmacists, quality assurance specialists, regulatory affairs experts,
and sales representatives. Recruiting and retaining professionals with the necessary
expertise 1s a challenge due to the competitive job market. Companies must offer
attractive compensation packages, continuous professional development, and a
positive work environment to retain top talent [18].

Pharmaceutical companies operate under stringent regulatory frameworks
imposed by organizations such as the FDA, EMA, and WHO. Employees must
adhere to Good Manufacturing Practices (GMP), Good Laboratory Practices (GLP),
and Good Clinical Practices (GCP). HR managers must ensure that employees
receive regular training on compliance and ethical guidelines to prevent legal issues
and maintain corporate integrity [8].

Given the industry's dynamic nature, HR departments must implement
effective talent acquisition strategies. This includes: collaborations with universities
and research institutions; internship and mentorship programs; competitive salaries
and benefits; career growth opportunities and continuous education; retention
strategies are equally important, involving employee engagement programs, work-
life balance initiatives, and recognition programs to reduce turnover rates [11].

The pharmaceutical industry is characterized by rapid scientific advancements
and technological innovations. Continuous training programs help employees stay
updated with the latest developments in drug discovery, biotechnology, and
regulatory changes. Companies invest in workshops, seminars, e-learning platforms,
and professional certifications to enhance employees’ competencies and maintain

their competitive edge [10].
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Pharmaceutical companies employ diverse teams, including scientists,
medical professionals, and marketing specialists. Effective personnel management
involves fostering collaboration between these disciplines, encouraging knowledge
sharing, and managing cultural diversity within global organizations. Cross-
functional teamwork is essential for successful drug development and market
penetration [6].

Performance management in the pharmaceutical industry is driven by key
performance indicators (KPIs) related to research output, regulatory approvals, and
sales targets. HR professionals must implement robust performance appraisal
systems, offer constructive feedback, and provide incentives for high achievers.
Employee motivation is enhanced through recognition programs, career
development pathways, and a culture of innovation [11].

The pharmaceutical industry is increasingly adopting digital solutions for
HRM, including artificial intelligence (Al)-driven recruitment, human resource
information systems (HRIS), and remote training platforms. Digitalization enhances
efficiency in talent management, streamlines administrative processes, and supports
data-driven decision-making [25].

Personnel management in the pharmaceutical industry requires a strategic
approach to address the sector’s unique challenges. Companies must focus on hiring
and retaining skilled professionals, ensuring regulatory compliance, fostering
continuous learning, and leveraging digital transformation. By implementing
effective HRM strategies, pharmaceutical firms can enhance employee productivity,
maintain regulatory standards, and drive long-term success in a competitive global

market [1].

Conclusions to chapter I
1. The essence and importance of personnel management in modern
conditions are characterized.
2. The ppeculiarities of personnel management in the pharmaceutical

industry are revealed.
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CHAPTERII
ANALYSIS OF THE EXISTING PERSONNEL MANAGEMENT
SYSTEM IN A PHARMACEUTICAL ORGANIZATIONS

2.1. General characteristics of the activities of the pharmaceutical
organizations

The pharmaceutical industry is a key pillar of global healthcare, focused on
discovering, developing, producing, and marketing medications designed to prevent,
treat, and cure a wide range of diseases. Through continuous medical advancements,
it significantly enhances quality of life and extends life expectancy [10].

Encompassing companies and institutions dedicated to researching and
manufacturing therapeutic solutions, the pharmaceutical industry spans various drug
types, from traditional chemical compounds to cutting-edge biotechnologies like
gene therapies and vaccines. Its operations involve fundamental and applied
research, rigorous clinical trials to evaluate drug safety and efficacy, and strict
adherence to regulatory standards to ensure patient well-being [11].

The pharmaceutical industry is a complex ecosystem comprising various key
players, each contributing to the drug discovery, development, production, and
distribution process. These stakeholders include pharmaceutical companies,
biotechnology firms, academic research institutions, manufacturing subcontractors,
contract service providers, regulatory agencies, and distributors, all driving
innovation in healthcare [22].

Major multinational corporations such as Pfizer, Sanofi, Merck, and
GlaxoSmithKline leverage their vast resources to conduct fundamental and clinical
research, manufacture drugs at scale, and distribute them worldwide. Their
portfolios range from small-molecule pharmaceuticals to advanced [8].

Pharmaceutical organizations play a crucial role in public health by
researching, developing, manufacturing, and distributing medications. Their
activities are highly regulated and involve a complex interplay of scientific

inovation, regulatory compliance, and commercial strategy. This study outlines the
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general characteristics of pharmaceutical organizations, highlighting key aspects of
their operations and impact on healthcare systems worldwide. One of the most
significant activities of pharmaceutical organizations is research and development,
which involves the discovery of new drugs through extensive laboratory research,
preclinical studies to assess safety and efficacy, and clinical trials in multiple phases
to ensure effectiveness and regulatory approval. The R&D process is highly
resource-intensive, requiring substantial financial investments and long timelines
before new drugs reach the market. Pharmaceutical organizations must adhere to
strict regulatory guidelines set by agencies such as the Food and Drug
Administration (FDA), European Medicines Agency (EMA), and World Health
Organization (WHO). Key aspects of regulatory compliance include Good
Manufacturing Practices (GMP) for product quality and safety, Good Clinical
Practices (GCP) for ethical clinical trials, and Good Distribution Practices (GDP) to
ensure proper storage and transportation. Compliance with these regulations ensures
that pharmaceutical products are safe, effective, and of high quality. Pharmaceutical
manufacturing is a highly specialized process that involves large-scale production
of active pharmaceutical ingredients (APIs), formulation of drugs in various dosage
forms (tablets, injections, ointments, etc.), and stringent quality control and
assurance measures to maintain product standards. Quality control is an essential
aspect of manufacturing, with strict testing protocols at every stage to ensure the
efficacy and safety of medications. The pharmaceutical supply chain is a critical
component of organizational operations, encompassing the procurement of raw
materials and active ingredients, efficient warehousing and inventory management,
and secure and timely distribution of pharmaceutical products to healthcare
providers and patients. Advanced logistics and technological solutions are used to
ensure that medicines reach their intended destinations while maintaining their
integrity and effectiveness. Pharmaceutical organizations engage in strategic
marketing and sales efforts to promote their products, including market analysis to
understand patient needs and competitor activities, educational campaigns targeted

at healthcare professionals, and direct-to-consumer advertising in regions where
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regulations permit. The pharmaceutical sales force plays a key role in building
relationships with healthcare providers and ensuring that new medications are
properly understood and prescribed. Given their impact on public health,
pharmaceutical organizations are expected to operate ethically and contribute to
society. Ethical considerations include ensuring fair pricing and accessibility of
essential medicines, conducting clinical trials with full transparency and adherence
to ethical guidelines, and reducing environmental impact through sustainable
production practices. Corporate social responsibility (CSR) initiatives often involve
partnerships with global health organizations, charitable contributions, and
investment in healthcare infrastructure in underserved regions. Pharmaceutical
organizations operate in a complex and highly regulated environment that requires
a balance between scientific innovation, compliance, and business strategy. Their
activities encompass research and development, manufacturing, distribution, and
ethical considerations. By maintaining high standards and prioritizing public health,
these organizations contribute significantly to the advancement of medical science

and the well-being of populations worldwide.

2.2. Identification of key problems in the personnel management system

To analyze the existing human resources management system in
pharmaceutical company, a survey of 67 company’s employees was conducted
(Appendix A).

We assessed the length of service of employees in the company. The analysis
showed that the majority of employees (47%) have more than 5 years of service,
which indicates a significant number of experienced employees in the company. At
the same time, the share of newcomers with less than 1 year of experience is only
10%, which may indicate the stability of the staff (Fig. 2.1).

At the next stage of our work, we analyzed the distribution of pharmaceutical
company employees by position (Fig. 2.2). The analysis shows that the majority of
respondents hold managerial positions (75% of middle and senior managers

combined). This may indicate the specifics of the company structure, in which
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significant attention is paid to the management team. The share of workers and
specialists in the total sample is relatively small (25%), which may reflect

organizational priorities.

more than 5 years _ 47%
from 3 to 5 years _ 26%
from 1 to 3 years _ 17%

less than 1 year - 10%

0% 10% 20% 30% 40% 50%

Fig. 2.1. Distribution of respondents by length of service

senior manager 33%

middle manager 42%

specialist 20%

employee - 5%

0% 10% 20% 30% 40% 50%

Fig. 2.2. Distribution of pharmaceutical company employees by positions held
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At the next stage of our work, we investigated the presence of an adaptation
period after hiring (Fig. 2.3).

It was found that the majority of employees (81%) did not undergo an
adaptation period after being hired (Fig. 2.3). This may indicate insufficient attention
to the integration of new employees into the work process, which could potentially
affect their efficiency and engagement.

Only 19% of employees indicated that adaptation was organized, which may

indicate the need to improve this process (Fig. 2.3).

"yes ®no

Fig. 2.3. Study of the presence of an adaptation period after hiring

Next, we assessed the effectiveness of the personnel selection process in a
pharmaceutical company (Fig. 2.3).

The analysis shows that the majority of respondents (80% in the aggregate of
the options "very effective" and "effective") positively assess the personnel selection
process. This indicates a high level of employee satisfaction with the work of the
HR department in this area.

At the same time, 10% left a neutral assessment, and 10% consider the
personnel selection process ineffective, which may indicate the need to improve

individual stages of this process.



19

very ineffective [l 3%
ineffective [ 7%

neutral [N 10%
effective | 31%
very effective [ 49%

0% 10% 20% 30% 40% 50% 60%

Fig. 2.4. Assessment of the effectiveness of the personnel selection process in

the pharmaceutical company

At the next stage of our work, we analyzed the provision of regular training
or advanced training for employees in the pharmaceutical company (Fig. 2.5). 78%
of respondents noted that they regularly study or undergo advanced training. 22% of
respondents do not undergo training or advanced training, and this is related to their
position. This may indicate that some positions do not require regular training or

qualification development due to the specifics of the work.

®yes " no

Fig. 2.5. Analysis of regular training or advanced training of employees
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Next, we analyzed the pharmaceutical company's level of investment in

employee skills development (Fig. 2.6).

7%

= yes, completely
partially

no

Fig. 2.6. Analysis of the pharmaceutical company's level of investment in

employee skills development

73% of respondents believe that the company invests enough in developing
the skills of its employees, answering “yes, completely”, 20% noted that the
investment is made partially, and 7% do not consider the investment to be sufficient
(Figure 2.6).

At the next stage of our work, we conducted an analysis of salary satisfaction
among respondents (Fig. 2.7). The survey results revealed that 64% of respondents
were satisfied with their salaries in a pharmaceutical company. Only 36% of

respondents are not satisfied with the level of wages.

®yes " no

Fig. 2.7. Analysis of salary satisfaction among respondents in the

pharmaceutical company
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The next stage of our work was to analyze additional bonuses received by
employees of a pharmaceutical company (Fig. 2.8). The survey results showed that
the largest part of respondents — 48% receive bonuses as an additional bonus. 36%
of respondents noted the presence of a social package, which 1s an important
component of employee motivation and support. Only 16% of respondents indicated
that they receive expense compensation. These results indicate that bonuses are the
most popular type of bonus among company employees, while expense

compensation is used less often.

compensation of expenses - 16%
social package _ 36%

0% 10% 20% 30% 40% 50% 60%

Fig. 2.8. Analysis of receiving additional bonuses by employees of a

pharmaceutical company

The next stage of our work was to analyze the respondents' attitude towards
the effectiveness of the motivation system in the pharmaceutical company (Fig. 2.9).
According to the survey results, 48% of respondents consider the motivation system
to be effective. This indicates that the majority of employees are satisfied with the
existing conditions of motivation and remuneration (Fig. 2.9).

However, 35% of respondents rate the system as partially effective, which
indicates that there are certain aspects that need improvement. Only 17% of
respondents consider the motivation system ineffective, which may indicate

dissatisfaction with certain elements of this system. These results allow us to
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conclude that the overall assessment of the effectiveness of the motivation system is

positive, but there is still room for improvement (Fig. 2.9).

myes mpartially =no

Fig. 2.9. Analysis of the effectiveness of the motivation system in a

pharmaceutical company

The study analyzed the respondents' assessment of the level of communication
between employees in a pharmaceutical company (Fig. 2.10). According to the
survey results, 48% of respondents assessed the level of communication as excellent,
which indicates a high quality of interaction and mutual understanding among
employees.

Another 39% of respondents considered communication to be good, which
indicates a mostly positive, although not perfect, interaction in the team. 12% of
respondents gave the assessment "satisfactory", which may indicate individual
problems or obstacles in communication.

Only 1% of respondents noted that the level of communication is
unsatisfactory, which probably indicates local cases of communication difficulties.

The overall results demonstrate a positive picture of internal communication,
although there are some aspects that can be improved to increase the effectiveness

of teamwork.
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m excellent ®good = satisfactory = unsatisfactory

Fig. 2.10. Analysis of respondents’ assessment of the level of communication

between employees in a pharmaceutical company

The study analyzed the timeliness of feedback from management by
respondents of a pharmaceutical company (Fig. 2.11).

The survey results showed that 75% of employees receive feedback from
management on time. This indicates an adequate level of communication between
managers and employees, which contributes to the effective performance of tasks
and increased staff motivation.

At the same time, 25% of respondents noted that feedback from management
is received untimely. This may indicate certain organizational or communication
shortcomings that need to be addressed.

In general, most employees evaluate communication with management
positively, but to increase work efficiency, attention should be paid to optimizing

the feedback process.
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®yes "no

Fig. 2.11. Analysis of the timeliness of receiving feedback from the

management of the pharmaceutical company respondents

The study analyzed the availability of a conflict resolution mechanism in a

pharmaceutical company (Fig. 2.12).

®yes ®no

Fig. 2.12. Analysis of the presence of a conflict resolution mechanism in a

pharmaceutical company

According to the survey results, 90% of respondents noted that the company

has a conflict resolution mechanism. This indicates a systematic approach to
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managing conflict situations, which allows maintaining a favorable working climate
and preventing the escalation of tension in the team.

At the same time, 10% of respondents indicated that there is no such
mechanism, which may be a signal that additional attention is needed to implement
or improve policies and procedures in the field of conflict resolution. In general, the
vast majority of employees appreciate the presence of effective tools for resolving
conflicts, which has a positive effect on the general atmosphere in the company.

The study analyzed respondents' satisfaction with working conditions in a
pharmaceutical company (Fig. 2.13). The survey results showed that 77% of
employees are satisfied with working conditions. This indicates that most employees
consider the working environment comfortable and conducive to performing

professional duties.

myes = partially = no

Fig. 2.13. Analysis of respondents' satisfaction with working conditions in a

pharmaceutical company

At the same time, 20% of respondents assessed it as partial, which may
indicate individual aspects that require improvement, such as material and technical
support, organization of the workspace, or work schedule.

Only 3% of respondents indicated that they were dissatisfied with working

conditions. This indicates the presence of local problems that should be analyzed in
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more detail to eliminate the causes of discomfort. In general, the company
demonstrates a high level of employee satisfaction with working conditions, which
has a positive effect on staff productivity and loyalty.

The study analyzed factors that respondents believed needed improvement in
the pharmaceutical company (Fig. 2.14). The survey results showed that employees
pay the most attention to the work schedule — 49% of respondents noted its
improvement. This suggests that the current work schedule may cause some
difficulties or may not fully meet employees’ expectations regarding work-life
balance.

The second most important factor that needs improvement is the work
environment (42%). This can include aspects such as the comfort of the workspace,
logistical support, or the general atmosphere in the team.

Only 9% of workers indicated the need for improved safety measures.
Although this is the lowest figure, it may indicate the presence of local occupational
health and safety issues that require additional attention to ensure the safety of all
workers.

Overall, the results suggest that the company's main efforts should be directed
towards improving work schedules and improving the working environment, while

continuing to maintain an adequate level of safety.

safety measures - 9%
work schedule |, 0%
work environment [ 2%

0% 10%  20%  30% 40%  50%  60%

Fig. 2.14. Analysis of factors that, according to respondents, need

improvement in the pharmaceutical company
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The study analyzed respondents' assessment of the level of provision of
technical resources by the company to perform work (Fig. 2.15).

According to the survey results, 65% of employees assessed the level of
provision of technical resources as high. This indicates that most employees are
satisfied with the availability and quality of technical equipment necessary for the
effective performance of their duties.

31% of respondents indicated an average level of provision, which may
indicate individual shortcomings or a lack of certain resources that affect the
workflow.

Only 4% of respondents rated the level of technical support as low. This
indicator is relatively small, but it indicates the need to review the availability of
equipment or technologies for certain categories of employees or departments.

Overall, the results demonstrate that the company provides a predominantly
high level of technical resources, but to increase overall efficiency, it is advisable to
pay attention to improving and updating resources in those areas that were rated as

medium or low.

® high = medium = low

Fig. 2.15. Analysis of respondents’ assessment of the level of provision of

technical resources by the company to perform work
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The study analyzed the aspects of the HR management system that
respondents considered most effective, as well as those that needed changes (Fig.

2.16).

performance assessment and feedback _ 50
system °

comfortable working conditions (office,
oment. ] I 5
safety equipment, infrastructure)

availability of mechanisms for resolving _ 50,
0

conflicts
clarity in setting tasks and monitoring _ 11%
their implementation ’
developed corporate culture and team _ 10%
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sufficient technical support to perform .
work I 0%
flexible work schedule or the possibility
I o
of remote work
fairness in the distribution of
responsibilities and rewards
transparency in decision-making and _ y
communication with management ’
motivational system, including bonuses _ 10%
and awards °
regular training and advanced training _ 12%
effective selection and adaptation of new _ 704
employees °

0% 2% 4% 6% 8% 10% 12% 14%

Fig. 2.16. Analysis aspects of the HR management system that respondents

consider most effective
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Among the most effective elements, respondents highlighted regular training
and advanced training (12%), which indicates the importance of developing
professional skills and supporting employees in their professional growth. Clarity in
setting tasks and monitoring their implementation (11%) was also highly rated, as it
ensures organization and efficiency of work processes. Sufficient technical support
(10%), developed corporate culture and team spirit (10%), as well as a motivational
system, including bonuses and prizes (10%), received the same number of votes,
which emphasizes the importance of these aspects in ensuring comfortable and
productive work.

Other aspects, such as flexible working hours (9%), transparency in decision-
making and communication with management (8%), and fairness in the distribution
of responsibilities and remuneration (8%), indicate the importance of transparency
and flexibility in personnel management. Effective selection and adaptation of new
employees (7%) and conflict resolution mechanisms (5%) received less attention,
although they remain important elements of the management system. Comfortable
working conditions, a performance evaluation and feedback system, and conflict
resolution mechanisms each received 5% of the votes, which indicates their lower,
but still significant role in the system.

The analysis of the results showed that the HR system is generally perceived
positively. At the same time, the company should pay additional attention to those
aspects that received fewer votes in order to ensure the even development of all areas
and increase the efficiency of HR management.

The study analyzed the aspects of the HR system that respondents believed
needed to be changed (Figure 2.17). The employees paid the most attention to the
work schedule and work-life balance, which received 19% of the votes. This
indicates the relevance of the problem of organizing working time, which affects the
productivity and satisfaction of staff.

In second place among the areas requiring change were opportunities for
learning and professional development, as well as transparency in decision-making

in the field of human resources management - both aspects received 9% of the votes.
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This indicates a request for expanding employee development programs and

improving communication openness in decision-making processes.

automation and simplification of HR o
processes BN 6%

transparency of decision-making in I o
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working conditions (office, .
equipment, safety equipment) N 6%
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0% 5% 10% 15% 20%

Fig. 2.17. Analysis of aspects of the personnel management system that,

according to respondents, require changes
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Career development and clear criteria for promotion (7%), along with
feedback mechanisms and performance evaluation (7%), were also noted as
important areas for improvement. This highlights the need for employees for a more
structured approach to professional development and assessment of their
achievements.

Other aspects, such as the recruitment process, motivational programs,
working conditions, teamwork organization, and HR process automation, received
6% of votes each, indicating their equal importance. Fairness in the distribution of
responsibilities (5%), the adaptation system for new employees (4%), and
communication between employees and management (4%) indicate the need to
improve these components to ensure effective team work.

Respondents named the level of wages, conflict resolution, and psychological
climate support as less significant, but still relevant, problems (3% each).

Overall, the results of the analysis indicate that companies should pay special
attention to improving work-life balance, professional development opportunities,
transparency of management decisions, and career growth to ensure increased
employee satisfaction and performance.

Next, we conducted an analysis of the overall assessment of the company's
HR management system (Fig. 2.18). The survey results showed that 39% of
respondents rated the HR management system as "very good". This indicates that a
significant proportion of employees positively perceive management processes,
including work organization, motivation, training, and support from management.

Another 28% of respondents rated the system as “good”. This indicates that
while respondents are mostly satisfied with the current state of the system, they may
see potential for improvement.

22% of employees consider the HR system to be "satisfactory". This
assessment may indicate the presence of certain shortcomings or aspects that do not

fully meet employee expectations.
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Only 11% of respondents gave an "unsatisfactory" rating, which indicates the
need for a detailed analysis of individual problem areas in the personnel management
system that cause negative perceptions.

Overall, most employees rate the HR system positively, but there are certain
areas that need attention. To increase staff satisfaction, it is advisable to focus on
improving communication, motivational programs, as well as optimizing working
conditions and ensuring a balance between work and rest. This will help improve

the overall perception of the HR system and increase the efficiency of the team.

11%

m very good = good = satisfactory = unsatisfactory

Fig. 2.18. Analysis of the overall assessment of the personnel management

system in the company

Conclusions to chapter I1

l. General characteristics of the activities of the pharmaceutical
organizations were described. To analyze the existing human resources management
system in pharmaceutical company, a survey of 67 company’s employees was
conducted. Based on the results obtained, several key conclusions can be drawn
regarding employee tenure, position distribution, adaptation period, personnel
selection process, training, investment in skills development, salary satisfaction,
motivation system effectiveness, internal communication, and other HR-related

factors.
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2. Firstly, the analysis of employee tenure indicates a high level of staff
stability, with 47% of employees having more than five years of service. This
suggests that the company benefits from an experienced workforce. Additionally,
the relatively low share of newcomers (10%) further supports the notion of a stable
working environment.

3. The study also highlights the structure of employee positions within the
company, showing that a majority (75%) of respondents hold managerial roles. This
structure reflects the company's emphasis on management and leadership positions,
while specialists and workers make up only 25% of the workforce. Such a
distribution may be indicative of the company’s organizational priorities.

4, The adaptation process for new employees was found to be
underdeveloped, as 81% of respondents indicated they did not undergo any formal
adaptation period. This could potentially impact employee engagement and
efficiency, highlighting the need for improvement in onboarding programs.

5. Regarding the personnel selection process, 80% of employees rated it
as either very effective or effective, suggesting a high level of satisfaction with the
HR department's recruitment efforts. However, the 20% of respondents who
provided neutral or negative feedback indicate that certain aspects of the hiring
process still require refinement.

6. Employee training and development are crucial for maintaining a
competitive workforce. The study found that 78% of employees participate in
regular training programs or advanced training, reflecting the company’s
commitment to continuous professional growth. However, 22% do not engage in
such training, which may be due to the nature of their job roles.

7. In terms of investment in skill development, 73% of employees believe
the company invests sufficiently in this area, while 27% think the investment is
either partial or insufficient. This suggests that while the company is making efforts,
there is room for further enhancement in professional development initiatives.

8. Salary satisfaction was another critical aspect analyzed. The results

indicate that 64% of employees are satisfied with their salaries, whereas 36% are
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not. This signals the need for periodic reviews of compensation structures to ensure
competitiveness and fairness in remuneration.

0. The motivation system in place was deemed effective by 48% of
respondents, but 35% found it only partially effective, and 17% considered it
ineffective. This demonstrates that while many employees are satisfied,
improvements in motivational strategies are necessary to enhance overall job
satisfaction.

10.  Internal communication plays a vital role in fostering a productive work
environment. The study found that 48% of employees rated communication as
excellent, 39% as good, and 12% as satisfactory. Only 1% found it unsatisfactory,
suggesting that while communication is strong, there is still potential for refinement.

11.  The analysis of managerial feedback showed that 75% of employees
receive timely feedback, while 25% do not. This discrepancy indicates the need for
more structured and consistent feedback mechanisms to improve employee
performance and engagement.

12.  The presence of a conflict resolution mechanism was acknowledged by
90% of respondents, indicating an effective approach to workplace conflicts.
However, 10% reported the absence of such mechanisms, suggesting the need for
further development in conflict resolution strategies.

13.  Overall, the study reveals a generally positive perception of HR
management within the pharmaceutical company, with certain areas requiring
attention. Improving adaptation programs, refining motivation strategies, enhancing
training opportunities, and optimizing salary structures will contribute to a more

effective HR system and a more satisfied workforce.
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CHAPTER 111
DEVELOPMENT OF WAYS TO OPTIMIZE PERSONNEL
MANAGEMENT IN A PHARMACEUTICAL ORGANIZATION

3.1. Development of recommendations for improving the efficiency of
human resources management

Human resource management is one of the key aspects of the effective
functioning of a pharmaceutical company. Given the complexity of modern
challenges, such as the shortage of qualified personnel, the need to increase
productivity and compliance with safety standards, the development of optimal ways
of managing personnel acquires particular importance. At the first stage of
optimization, diagnostics should be carried out, which includes determining the level
of employee satisfaction, assessing the professional level and competencies of
employees, as well as analyzing the structure of communication and the distribution
of responsibilities. The data from this analysis allow you to identify weaknesses in
the organization of personnel work and form the basis for further changes [8].

An 1mportant stage is the implementation of modern HR management
technologies. The use of information systems, such as ERP or HRM platforms,
allows you to automate the processes of recruiting, training, certification and
employee performance assessment. In particular, you can implement task
performance control systems, such as Trello or Asana, as well as use software to
monitor personnel KPI indicators. Creating an effective staff motivation system
helps increase labor productivity and reduce staff turnover. Among the main
measures, it is worth highlighting the introduction of material incentives in the form
of bonuses and premiums, non-material incentives, such as opportunities for
professional growth, training, participation in corporate events, as well as the
formation of social security programs, in particular medical insurance and

compensations [13].
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Training and development of personnel play a key role in improving the skills
of employees. It is recommended to regularly conduct technical training, implement
mentoring programs and use online platforms for self-study [7].

To improve management, it is also necessary to optimize the organizational
structure. This includes clearly defining the responsibilities of each employee,
creating teams to implement projects involving representatives of different
departments, and reducing unnecessary layers of management. Evaluating the
effectiveness of changes is the final stage. To do this, it is worth organizing constant
monitoring of results using regular employee surveys, analyzing the performance of
key performance indicators (KPIs), and comparing the level of productivity before
and after the implementation of changes [20].

Optimization of human resources management in a pharmaceutical company
is a complex process that includes analysis of the current state, use of modern
technologies, creation of a motivational system, training and constant monitoring of
efficiency. The implementation of these measures will contribute to increasing the
competitiveness of the company, its financial results and the level of employee

satisfaction [7].

3.2. Use of innovative technologies and digital tools in personnel
management

The use of innovative technologies and digital tools plays a key role in
increasing the efficiency of human resources management. Thanks to their
implementation, companies can automate routine processes, Improve
communication between employees, analyze performance, and create favorable
conditions for the professional development of employees [16].

Modern HRM systems simplify tasks such as recruiting, personnel records,
payroll, and leave management. Analytical tools allow you to assess employee
satisfaction, monitor key performance indicators (KPIs), and forecast staffing needs.

Online learning platforms such as Coursera or Udemy provide 24/7 access to
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courses, personalized learning programs, and progress assessment through
interactive assignments [12].

Digital communication tools, such as corporate messengers (Slack, Microsoft
Teams), task management platforms (Trello, Asana), and cloud storage (Google
Workspace, Dropbox), contribute to increasing the efficiency of teamwork, quick
access to necessary documents and optimization of the project coordination process.
In addition, innovative solutions allow implementing motivation programs, for
example, through gamification of work processes, systems for recognizing
achievements and online platforms for collecting employee ideas [22].

Examples of successful implementations of such solutions include SAP
SuccessFactors, Workday, and BambooHR platforms that automate talent
management, analyze performance, and simplify the work of HR professionals. This
not only reduces HR process costs, but also increases employee satisfaction through
a personalized approach, provides transparency in performance evaluation, and
contributes to the formation of a competitive corporate culture [6].

Thus, the use of innovative technologies and digital tools is not just a trend,
but a necessity for modern companies that seek to increase productivity, strengthen
communication, and attract and retain the best personnel. The implementation of
these solutions allows you to create a flexible and efficient environment that meets
modern business challenges [7].

Improving the human resources management system of a pharmaceutical
company is an important stage in increasing the efficiency of its activities, which
includes optimizing the processes of selection, adaptation, motivation and
development of employees. The main tasks are to ensure high-quality human
resources, create comfortable working conditions, implement modern management
methods and improve the skills of personnel. An important aspect is the introduction
of innovative technologies, automation of routine processes and the formation of a
corporate culture focused on interaction, efficiency and professional development.
Effective human resources management helps to reduce staff turnover, increase

productivity and improve the competitiveness of the company. Improving the
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personnel management system of a pharmaceutical company is presented on Fig. 3.1

[5].

Improving the Main tasks:

personnel . ensuring high-
management PHARMACEUTICAL| | quality human resources,
system: —— COMPANY X o creating

i optimizing comfortable working
processes conditions,

. selection, . implementing

. adaptation, modern management
° motivation methods,

o employee o improving  staff
development skills

Fig. 3.1. Improving the personnel management system of a pharmaceutical

company

Conclusions to chapter I11
1. Recommendations have been developed to improve the efficiency of
human resources management.
2. The use of innovative technologies and digital tools in personnel

management was investigated.
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GENERAL CONCLUSIONS

1. The essence and importance of personnel management in modern
conditions are characterized. The features of personnel management in the
pharmaceutical industry are revealed.

2. General characteristics of the activities of the pharmaceutical
organizations were described. To analyze the existing human resources management
system in pharmaceutical company, a survey of 67 company’s employees was
conducted.

3. Firstly, the analysis of employee tenure indicates a high level of staff
stability, with 47% of employees having more than five years of service. This
suggests that the company benefits from an experienced workforce. Additionally,
the relatively low share of newcomers (10%) further supports the notion of a stable
working environment.

4. The study also highlights the structure of employee positions within the
company, showing that a majority (75%) of respondents hold managerial roles. This
structure reflects the company's emphasis on management and leadership positions,
while specialists and workers make up only 25% of the workforce. Such a
distribution may be indicative of the company’s organizational priorities. The
adaptation process for new employees was found to be underdeveloped, as 81% of
respondents indicated they did not undergo any formal adaptation period. This could
potentially impact employee engagement and efficiency, highlighting the need for
improvement in onboarding programs.

5. Regarding the personnel selection process, 80% of employees rated it
as either very effective or effective, suggesting a high level of satisfaction with the
HR department's recruitment efforts. However, the 20% of respondents who
provided neutral or negative feedback indicate that certain aspects of the hiring
process still require refinement.

6. Employee training and development are crucial for maintaining a

competitive workforce. The study found that 78% of employees participate in
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regular training programs or advanced training, reflecting the company’s
commitment to continuous professional growth. However, 22% do not engage in
such training, which may be due to the nature of their job roles.

7. In terms of investment in skill development, 73% of employees believe
the company invests sufficiently in this area, while 27% think the investment is
either partial or insufficient. This suggests that while the company is making efforts,
there is room for further enhancement in professional development initiatives. Salary
satisfaction was another critical aspect analyzed. The results indicate that 64% of
employees are satisfied with their salaries, whereas 36% are not. This signals the
need for periodic reviews of compensation structures to ensure competitiveness and
fairness in remuneration. The motivation system in place was deemed effective by
48% of respondents, but 35% found it only partially effective, and 17% considered
it ineffective. This demonstrates that while many employees are satisfied,
improvements in motivational strategies are necessary to enhance overall job
satisfaction.

8. Internal communication plays a vital role in fostering a productive work
environment. The study found that 48% of employees rated communication as
excellent, 39% as good, and 12% as satisfactory. Only 1% found it unsatisfactory,
suggesting that while communication is strong, there is still potential for refinement.

0. The analysis of managerial feedback showed that 75% of employees
receive timely feedback, while 25% do not. This discrepancy indicates the need for
more structured and consistent feedback mechanisms to improve employee
performance and engagement. The presence of a conflict resolution mechanism was
acknowledged by 90% of respondents, indicating an effective approach to workplace
conflicts. However, 10% reported the absence of such mechanisms, suggesting the
need for further development in conflict resolution strategies.

10. Recommendations have been developed to improve the efficiency of
human resources management. The use of innovative technologies and digital tools

in personnel management was investigated.
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APPENDIX A
Questionnaire
to analyze the existing human resources management system in a
pharmaceutical company
1. What is your experience working at the company?
less than 1 year

from 1 to 3 years
from 3 to 5 years
over 5 years
What position do you hold?
worker
specialist
middle manager
senior manager
Did you go through an adaptation period after being hired?
yes
no
4. How do you evaluate the effectiveness of the recruitment process in the
company?

I T o e e e A R

]

O very effectively

O effectively

O neutrally

O ineffective

O very inefficient

5. Is regular training or advanced training provided to employees?
U yes

U no

6. Does the company invest enough in developing employee skills?
O yes, completely

O partially

U no

7. Are you satisfied with your salary level?

0 yes

O no

8. What additional bonuses do you receive (select multiple options if
necessary)?

O awards

O social package

[ compensation for expenses

O other (specify)

9. Do you think the motivation system is fair?

]

yes
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Continuation app. A
O partially

W no

10. How do you assess the level of communication between employees?
O distinctive

O good

O satisfactory

[ unsatisfactory

11. Do you receive timely feedback from management?

O yes

W no

12. Does the company have a conflict resolution mechanism?
[ yes

O no

13. Are you satisfied with your working conditions?

W yes

[ partially

[ no

14. What factors do you think need improvement?

O working environment

O work schedule

O safety equipment

O other (specify)

15. How do you assess the level of provision of technical resources by the
company for work?

[] high
W average
O low

16. What aspects of the personnel management system do you consider to be
the most effective?

effective selection and adaptation of new employees

regular training and advanced training

motivational system, including bonuses and prizes

transparency in decision-making and communication with management
fairness in the distribution of duties and rewards

flexible work schedule or the possibility of remote work

sufficient technical support to perform the work

developed corporate culture and team spirit

clarity in setting tasks and monitoring their implementation

the presence of mechanisms for resolving conflicts

comfortable working conditions (office, safety equipment, infrastructure)
performance appraisal and feedback system

N Y A N A Y
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Continuation app. A

17. What, in your opinion, needs to be changed in the personnel management
system?

N Y N Y I I IO O O

[]

Recruitment process (speed, quality, criteria)

New employee adaptation system

Salary level and bonus system

Incentive programs and bonuses

Opportunities for learning and professional development
Career growth and clear criteria for promotion
Communication between employees and management
Feedback and performance appraisal mechanisms

Work schedule and work-life balance

Working conditions (office, equipment, safety equipment)
Organizing teamwork and corporate culture

Fairness in the distribution of responsibilities and resources
Contflict resolution and psychological climate support
Transparency in decision-making in the field of personnel management
Automation and simplification of HR processes

18. How would you overall assess the company's human resources management

system?

O very good

O good

O satisfactorily
7 unsatisfactorily



D A22.1-32-366

National University of Pharmacy

Faculty pharmaceutical

Department management, marketing and quality assurance in pharmacy
Level of higher education master

Specialty 226 Pharmacy, industrial pharmacy

Educational program_Pharmacy

APPROVED
The Head of Department
management, marketing and
quality assurance in pharmacy

Volodymyr MALYI
«02» September 2024

ASSIGNMENT
FOR QUALIFICATION WORK
OF AN APPLICANT FOR HIGHER EDUCATION

Halima EL HAMDI

1. Topic of qualification work: «Improving approaches to human resource management in the
pharmaceutical industry», supervisor of qualification work: Iryna BONDARIEVA, PhD, assoc.
prof.

approved by order of NUPh from “27” of September 2024 Ne 237

2. Deadline for submission of qualification work by the applicant for higher education: May 2025

3. Outgoing data for qualification work: sources of scientific literature, directories, retail sector of
the pharmaceutical market, legislative and regulatory framework, statistical and reporting data,
activity of pharmacy enterprises, analysis of professional periodicals.

4. Contents of the settlement and explanatory note (list of questions that need to be developed): to
reveal the essence and importance of personnel management in modern conditions; describe the
features of personnel management in the pharmaceutical industry; provide a general characteristic
of the activities of the pharmaceutical organizations; identify key problems in the personnel
management system; develop recommendations for improving the efficiency of human resources
management; to explore the use of innovative technologies and digital tools in human resources

management.

5. List of graphic material (with exact indication of the required drawings):
Figures — 24



https://mmf.nuph.edu.ua/?p=5558

6. Consultants of chapters of qualification work

Cha | Name, SURNAME, position of consultant Signature,
pters date
assignmen |assignmen
t was t was
issued | received
1 [Jlryna BONDARIEVA, associate professor of higher education 09.09.2024(09.09.2024
institution of department management, marketing and quality
assurance in pharmacy
2 |lryna BONDARIEVA, associate professor of higher education 18.11.2024(18.11.2024
institution of department management, marketing and quality
assurance in pharmacy
3 [[ryna BONDARIEVA, associate professor of higher education 03.02.2025(03.02.2025
institution of department management, marketing and quality
assurance in pharmacy

7. Date of issue of the assignment: «02» September 2024.

CALENDAR PLAN
Ne 3/m Name of stages of qualification work Deadline for the stages |[Notes
of qualification work
1  [Collection and generalization of data from scientific September 2024 done
literature by areas of qualification work
2 [Study of peculiarities of personnel management in September 2024 done
the pharmaceutical industry
3 [[dentification of key problems in the personnel November 2024 done
management system
4  |Development of recommendations for improving February 2025 done
the efficiency of human resources management
5. |Use of innovative technologies and digital tools in February 2025 done
personnel management
6  |[Writing and design of qualification work May 2025 done
7  |Approbation of qualification work May 2025 done
8  [Submission of the qualification work to the EC of May 2025 done
the National University of Pharmacy
An applicant of higher education Halima EL HAMDI
Supervisor of qualification work Iryna BONDARIEVA




BHUTSI 3 HAKA3Y Ne 237
Mo HaumioHansHoMy (apyMalgsTHaHoMY YHIBEPCHTETY
pin 27 sepecns 2024 poky

Jarpepant Temn ksaniikauifivnx pobiT 3006yBauas BHULOT OCBITH 3-TO KYPeY e 2004 100)
2024-2025 HABYATBHOIO POKY, 0CBITHEO-MpodheciiiHol nporpavy — dapuauis, Apyroro {MArICTEPCHKO)
pisns BHWOT OCBITH, COEUiANLHOCTI 226 — (apmaitia, npoMuciosa Gapmauis, ranyis mans 22 Choponi
3aopos’s, Aensa (opua Moy Ta OCRITH (TepMid HIBUAH HA 4 powu 10 MicAWiB), AKi HABYAKITECA 14
KOHTPAKTOM (MOB HABYAHHA AHNIHCEKA Ta yipatinebka) 3riane 3 neaarkom Me 1.

Tpizenme, im'4 Tenma Kpanisauifnei podorm | TMocana. npizpume | Peueriest
3nofysada Bamoi Ta IHIUH KELIiRaLiAnol
DCBITH | KEPiBHHKE | podaT [
= L = =i : e 3 !
10 Kadeapi MEHEIAMEHTY, MAPKCTHITY T4 sbesnenenni AKoCTi y l:l:[lﬂphlallll |
| Enb Xamai XaniMa | ¥10CKOHANCHHA | Improving | i 118 Ao,
iaxoaie a0 approaches (o | Bonnapeea LB, | Tepewenxo JL.B.
i |
| VIPARTIHHA human resource | | |
pepenHanom y management in
[ irapmanesTaanii | the |
' TRy i harmaceutical
[ i pharmaceutical
industry Nog e LW |



$AY 8-03-317

BHCHOBOK
eKCOepTHOI KoMicii Ipo OpoBedeHY eKCIEPTHIY
o0 aKaZeMidH0T0 ILIariaTy v Keatidikanidnii poboTi
3podyBada EEmMoO] oCBiTH

«30» xiTEA 2025 p. Ne 331090682

IIpoaHamizyEaBmHE KEamdiKamiiny poboTy 300 yeaga eumoi oceite Ens Manmi
Xamma, rpyma $m20(4.10) asrn-03, coemanssocti 226 Papuams, npoMHCIOBA
thapmMamia, ocBITHROI mporpaMe «dapMamiay HaBUaHHA HA TeMY. «YIOCKOHAIESHHA
OIXOME [0 VIOPAaBMHHA [NEPCOHAIOM VvV dapManeBTHUHIA ramysi / Improving
approaches to human resource management in the phammaceutical industrys,
EKCIIEPTHA KOMICIS MHIIa BHCHOBKY, Mo poboTa, MpeacTaRleHa 10 ExiaMeHamifnol
KOMICIT U4 3aXHCTY, BHEOHAHA CAMOCTIHHO 1 HE MICTHTE EIEMEHTIE AKATEMITHOTO

IIAr1aTY (KOMIIUTAD).

I'oaoea KoMicii,

npopextop 3B0O 3 HITP, ﬁ?f‘/
npodecop L Imra BMTATHMHPOBA

.



@D A22.1-32-353
REVIEW

of scientific supervisor for the qualification work of the master's level of higher
education of the specialty 226 Pharmacy, industrial pharmacy

Halima EL HAMDI
on the topic: «Improving approaches to human resource management in the
pharmaceutical industry»

Relevance of the topic. Effective human resource management (HRM) plays a vital
role in ensuring the success and long-term viability of pharmaceutical organizations.
The pharmaceutical industry operates in a competitive and fast-changing
environment, marked by strict regulatory standards, rapid technological innovations,
and growing demand for quality healthcare products. These factors demand the
adoption of modern HRM strategies to boost workforce productivity, employee
engagement, and overall organizational performance.

Practical value of conclusions, recommendations and their validity. The
practical significance of the conducted research lies in contribution to improve the
personnel management system, increasing the efficiency of employees and creating
conditions conducive to the development of the organization.

Assessment of work. Halima EL HAMDI conducted a significant research work
and successfully coped with it, showed the ability to analyze and summarize data
from literary sources, to work independently. In the work, the research results are
properly interpreted and illustrated with figures. While completing the qualification
work, the higher education applicant showed creativity, purposefulness,
independence, and perseverance.

General conclusion and recommendations on admission to defend. The
qualification work of the 5th year applicant of higher education Phm20(4,10) eng-
03 group Halima EL. HAMDI on the topic: "Improving approaches to human
resource management in the pharmaceutical industry" is a completed scientific
study, which in terms of relevance, scientific novelty, theoretical and practical
significance meets the requirements for qualification works, and can be presented to
the EC of the National University of Pharmacy.

Scientific supervisor Iryna BONDARIEVA

12 May 2025



D A22.1-32-356
REVIEW
for qualification work of the master's level of higher education, specialty 226
Pharmacy, industrial pharmacy
Halima EL. HAMDI
on the topic: «Improving approaches to human resource management in the
pharmaceutical industry»

Relevance of the topic. A major challenge in the pharmaceutical sector is the
recruitment, development, and retention of highly qualified professionals, such as
pharmacists, researchers, production experts, and sales staff. The shortage of skilled
personnel, high turnover rates, and the need for continuous professional growth
highlight the necessity of refining HRM approaches. Additionally, the integration of
digital tools, artificial intelligence, and automation into HR processes opens up new
possibilities for enhancing personnel management efficiency.

Theoretical level of work. The qualification work reveals theoretical approaches to
personnel management.

Author's suggestions on the research topic. The author has developed
recommendations for the improving the efficiency of human resources management.
Practical value of conclusions, recommendations and their validity. The findings
of this research offer valuable insights for pharmaceutical companies improving the
personnel management system, increasing the efficiency of employees.
Disadvantages of work. As a remark, it should be noted that some results of the
literature review, which are presented in the first chapter, need stylistic refinement.
In general, these remarks do not reduce the scientific and practical value of the
qualification work.

General conclusion and assessment of the work. Halima EL HAMDI qualification
work "Improving approaches to human resource management in the pharmaceutical
industry" is a scientifically based analytical study that has theoretical and practical
significance. The qualification work meets the requirements for qualification papers
and can be submitted to the EC of the National University of Pharmacy.

Reviewer assoc. prof. Lyubov TERESHCHENKO

14 May 2025



D A2.2.1-91-287
MIHICTEPCTBO OXOPOHM 3/10POB’SI YKPAIHU
HAIIIOHAJIbHUM ®APMAIIEBTUYHUIN YHIBEPCUTET

BUTAI 3 ITIPOTOKOJY Ne 15

16 tpaBus 2025 poky

M. XapkiB

3acigaHHA Kadeapu MeHeIKMEHTY, MAPKETHHIY

Ta 3a0e3ne4eHHd AKOCTi B papmamnii

IosoBa: 3aBimyBau kadeapu MM3AD, noktop dapMm. Hayk, mnpodecop
Manwuii B. B.

Cekperap: ngoueat 3BO, kana. ¢apm. Hayk, goi. XKaasko C.B.

IHNPUCYTHI: 3aB. xkadenpu MM3AD, noktop dapm. Hayk, mnpod.
Manuii B.B., npodecop 3BO, nokr. ¢papm. Hayk, npod. [lectysn 1.B., npodecop 3BO,
TOKT. apM. Hayk, npod. mpod. JlireinoBa O.B., mpodecop 3BO, nokt. dhapMm. HayK,
npod. npod. Kosanenko C.M., npodecop 3BO, nokr. dhapm. Hayk, mpod. KpyTrcbkux
T.B., npodecop 3BO, nokt. dhapm. Hayk, npod. mpod. [Tocunkina O.B., nonent 3BO,
kaHn. ¢dapm. Hayk, nor. babGiuesa I'.C., mouent 3BO, kann. dapm. Hayk, IOII.
bonnapesa .B., kana. exoH. Hayk, gon. I['maakoBa O.B., kaHna. €KOH. Hayk, JOIL.
I'me6oBa H.B., xann. exkoH. Hayk, goi. [epercrka .M., monient 3BO, xaua. dapm.
Hayk, fo11. XKaaeko C.B., kauna. dapm. Hayk, goir. 36opoBceka T.B., kana. ropua. HayK,
nom. Komsima T.A., kana. ekoH. Hayk, goi. KoBamboBa B.1., kann. dapm. Hayk, JIOII.
notl. Jlicna A.T'., nonient 3BO, kana. dbapMm. Hayk, goi. Maninina H.I'., nonent 3BO,
kaHa. gapm. Hayk, gou. Poryns O.10., acuctent, kana. gpapm. Hayk LllyBanosa O.B.,
3100yBayl BUILOI OCBITH (haKyJIbTETy (PapMalieBTUYHOTO.

MOPSJOK JJEHHWM: TIpo nomyck 3100yBadiB BHIIOI OCBITH BUITYCKHOTO
Kypcy (akynapTeTy (apmaieBTUYHOro creriaabHocTi 226 dapmairis, TpoMHUCIOBa
dapmartis, ocBITHbOI mMporpamu Papmarliss 10 3aXUCTy KBajidikaliiHUX poOIT B
Ex3amenamiiiniii komicii H®aV.

CIHYXAJIU: TIlpo nomyck 3mo0yBadya BHINOi OCBITH  (PaKyIbTETy
(dbapMareBTUYHOTO BHITYCKHOTO KypcCy cherianbHocTi 226 dapwmarlisi, MpoOMHICIOBa
dapwmartist ocBiTHBOI nporpamu Papmartis rpymu Om20(4,10m)anrn-03 Xanima EJIb
XAMJI no 3axucty kBamidikamiitHoi pobotu B Exzamenariiiniii komicii HDaV.
Kpamidikarmiitna pob6ora Ha TeMy «YIOCKOHAJEHHS TIIXOJIB JIO YMPaBIiHHS
MEePCOHAIOM Y (hapMareBTHUHIN Tamy3i».

BUCTYIIUJIN: B oOroBopeHHi KkBami(ikaliiHOi poOOTH B3SUIM y4acTb
npo@d. 3BO Ilectyn 1.B., nou. 3BO ba6iuesa I'.C. KepiBHuk kBanidikaiiitHoi poooTH:
no1l., kaug. ¢papM. Hayk bongapesa [.B.

YXBAJINJIM: [JonycTuTtu 3100yBaya Buioi ocBitu Xanima EJIb XAM/II no
3aXUCTy KBaiikamiiHoi po6oTH Ha TeMy «Y TIOCKOHAJICHHS T1IXO0/1B J0 YIIPaBIIHHS
nepcoHangoM y dapmaneBTuuHIN rany3i» B Ek3amenaiiiniit komicii H®aV.

3aB. kad. MM35D, nokrop dhapm. Hayk,

npodecop Bonoaumup MAJIUIA

Cexperap, nouent 3BO,

KaH. hapM. HayK, TOTICHT Cgitirana 2)KAJIbKO



D A2.2.1-32-042
HAIIOHAJIBHUM ®APMALIEBTUYHUN YHIBEPCUTET

MOJAHHSI
T'OJIOBI EK3AMEHAIIAHOI KOMICII
I1O/10 3AXHUCTY KBAJTI®IKAIIMHOI POBOTH

Hampasnserscs 3100yBau Bumoi ocBitu Xanima EJIb XAM/II no 3axucty kBamidikamiitHoi
pobotu
3a rajy33to 3HaHb 22 OX0poHa 3710poB’s
crnenianbHicTIO 226 Papmartisi, mpomucioBa dhapmaitis
OCBITHBOIO Mporpamoro Papmaiiis
Ha TeMy: «YTOCKOHAJICHHS MiIXO/iB 0 YIIPABIiHHI MEPCOHATIOM Y (hapMalleBTHYHIN ramy3iy».

KgamigikariitHa po6oTa i pereH3ist JoJarThCA.

JlexaH ¢akynbpTeTy / Mukomna 'OJIIK /

BucHoBok kepiBHHKaA KBaJjidikaniiiHoi po6oTu

3no0yBau Bumoi ocBith Xamima EJIb XAMJII BukoHaB Ha Kadeapi MEHEIKMEHTY,
MapKeTUHTY Ta 3a0e3neueHHs skocTi y papmanii HDaV ksamidikauiiiny podoTy, sika pUCBIYeHA
YAOCKOHAJIEHHIO MIXOIB /10 YIIPaBIiHHS IEPCOHATIOM y (papMalleBTUUHIM ramysi.

VY nepuioMy po3aiii podoTH po3IIsSHYTO CYTHICTh Ta BaXKJIUBICTh YIIPABIIIHHS IEPCOHAIOM
B CyYaCHHMX YMOBaX, a TaKOXX OCOOJIMBOCTI YIIPaBJIIHHS NEPCOHATIOM Y (apMaleBTUUHINA TaTy3i.
Jlpyruii po3ain  NPUCBSYEHO aHadi3y ICHYKYOi CHUCTEMM YIOpPABIiHHA MEPCOHAIOM Y
(dapMalleBTUYHUX  OpraHizamisx, 30KpeMa  3arajbHIi  XapakTEepUCTHULl  JISUIBHOCTI
dapmalleBTUYHUX KOMIAHI Ta BUSBICHHIO OCHOBHUX NIpOOJNieM Yy CHCTeMi YHpaBIiHHS
MEPCOHAIOM. Y TPETbOMY PO3IUTI PO3pOOJICHO PEKOMEHJAIlli MO0 ONMTHMI3allil yHpaBIiHHS
HEepCOHAJIOM y (apMalleBTUYHUX OpraHi3alifix, 30KpeMa I0JI0 MOKpAIIeHHS e(eKTHBHOCTI
YIPaBITIHHS JIIOJCPKUMH pPECypcaMH Ta BHKOPHCTaHHS IHHOBaLlIWHMX TEXHOJIOTiH 1 mudpoBUX
IHCTPYMEHTIB B YNPaBJIiHHI IEPCOHATIOM.

VY 1mioMy mojmaHa 0 3axucTy KBamidikamiiiHa pooora Xamima EJIb XAMJII Ha Temy
«Y IOCKOHAJNIEHHS MiIXO/IB A0 YNPaBIIHHS MEepCOHAIOM y (apMalleBTHUHINA Taly3i» BiANOBiaae
BUMOTaM, III0 BHCYBAIOTBCS O KBaTi(piKaIliiHUX POOIT, OIIHIOETHCS IMO3UTHUBHO 1 MOXKE OyTH
peKoMeHI0BaHa s 3axucTy B Ex3aMeHarltiiiny komiciro HdaV.

KepiBHuk kBamidikamiifHoi podoTn
Ipuna BOHZIAPEBA

12 tpaBusa 2025 poky
BucHoBok kadeapu npo kBajidikauiiiny poodory

Kamidikamiiiny po6oty posrisHyTo. 3mo0yBau Bumioi ocBitu Xamima EJIb XAM/II
JIOITyCKA€ThCS 10 3aXUCTY JIaHOi KBajidikamiiinoi podotu B Ex3amenaniiHiii koMicii.
3aBiqyBad kadenpu
MEHE)KMEHTY, MApKETHHTY Ta
3a0e3mnedeHHs SIKoCTi y dapmartii
Bonoaumup MAJIWIA

16 tpaBHs 2025 poxy



Qualification work was defended
of Examination commission on

« » of June 2025

With the grade

Head of the State Examination commission,

D.Pharm.Sc, Professor

/Maria ZARICHKOVA/




	INTRODUCTION
	CHAPTER I
	ГОЛОВІ ЕКЗАМЕНАЦІЙНОЇ КОМІСІЇ


