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FEATURES OF MANAGEMENT OF LABOR
POTENTIAL IN EDUCATIONAL SPHERE

Ai Bed,
acnipant, CyMCbKHH HagiOHaAbHHH arpapHuH YHIBEPDCHTET

OCOBAUBOCTI YITIPABAIHHS TPYAOBUM ITOTEHIIIAAOM B OCBITHIV COEPI

In today's dynamic conditions, education is one of the most important social institutions ofany country. It is
Indisputable that the labor potential becomes the main condition of social economy, scientific-technical,
Intellectual and spiritual development of one country.

The modern direction of education development requires radical changes, improvement of mechanisms of
strategic management of labor potential, since labor potential needs constant development by improving its
qualitative characteristics, first of all, through education and professional training.

The purpose of writing this scientific article is to summarize scientific approaches to the management of
laborresources in the educational sphere and to identify the priority directions of improvement of the management
system.

The author analyzes the approaches of scientists to the interpretation of the concept of "labor resources’,
"labor potential”.

In this scientific article, the stages of development of scientific approaches to the management of labor
resources are distinguished from the theoretical position. The principles of the management of labor resources
in the educational sphere are generalized.

It is believed that the human resources management system of colleges and universities should be
continuously improved to adapt to the dynamic conditions of social development. It is very imporitant to reform
the management system, introduce a competitive mechanism, and improve employee efficiency. The labor
resource management process in education should be based on the application of a progressive administrative
approach.

Accordingly, new strategic approaches to the management of labor potential in the educational sphere should
to determine the optimal quantitative and qualitative characteristics of workers and ensure that the number of
employees corresponds to the economic needs, which, in furn, will form the basis for increasing the level of labor
productivity and provide innovative development oflabor potential.

In scientific works, the specific characteristics of labor resources in the educational sphere are identified,
which should be taken into account when designing a management strategy.

Y cywacanx pAnHaMiTHHX YMOBax cgpepa OCBITH € OAHHM 3 HAHBAa KAHBIIIHX CYCIHIABHHX IHCTHTYTIB OyAb-
sIKoI Kpainn. be33zariepedHHM € (paKT, Ijo TPYAOBHH IIOTEHLIdA CTA€ OCHOBHOK YMOBOI COLIaAbHO-€KOHOMIY-
HOro, HdyKOBO-TE€XHIYHOI O, IHTEAEKTYaAbHOIO Td AYXOBHOI'O DO3BHTKY KPAaiHH.

CyyacHu¥ HarpsM PO3BHTKY OCBITH BHMAarae AOKOPIHHHX 3MIH, BAOCKOHAaAEHHSI MeXaHi3MIB CTpaTerivyHoro
YIIPaBAIHHS TPYAOBHM I10 TEHI[IAAOM, OCKIABKH TPY,AOBHH MOTEHIidA IOTPeOye NOCTIHHOTO PO3BHTKY HINSIXOM
IOKPAIjeHH HOro IKICHHX XapaKTePHCTHK, HdcaMIIepeA, 3a PAXYHOK OCBITH Ta IPOQPECIHHOI MIATOTOBKH.

Meroro HanucaHHSI HAYKOBOI CTaTTI € y3araA bHEHHS Ha YKOBHX ITIAXOAIB yIIPDaABAIHHS TDYAOBHMH PECYPCa-
MM B OCBITHIH cghepi Ta BHOKpEMAEHHS IIPIOPHTETHHX HAaIIPSIMIB BAOCKOHAAEHHS CHCTEMH MEHEAKMEHTY.

ABTOpOM MPOAHAAI30BAHO MIAXOAH HayKOBI[IB A0 IHTEpIIpEeTalIii MOHATTS "TPYAOBI pecypcHu’, "TpyAo0BHH
moreHrjiaa".

Y HayKkoBIi#d cTarTi BHOKPEMAEHO 3 TEOPETHYHOI MO3HALII eTarr PO3BATKY HaYKOBHX IMIAXOAIB AO yIIDABAIH-
HS TPDYAOBHMH PeCypcamMH. Y3araAbHeHO IPHHIHIIH yIIPABAIHHS TPYAOBHMH PeCypcaMH B OCBITHIH cgpepi.

ApryMeHTOBaHO, IjO CHCTEMA yIIPaBAIHHSI AFOAChKHMH PECYPCAMH KOAEAKIB I YyHIBEPCHTETIB IIOBHHHA IT0-
CTIHHO BAOCKOHAaAIOBATHCSH, AAIITYBATHCI A0 AHHAMIYHHX YMOB PO3BHTKY CyCIIABCTBA. OCOOAHBOI aKTyaAb-
HOCTI HaOyBae nuTaHHA peqghopMyBaHHSI CHCTEMH YIIPaABAIHHS, BIIPOBAAKEHHA KOHKYPEHTHHX MeXaHi3M, ITIABH-
IfeHHST eqheKTHBHOCTI po0OoTH OpaniBHUKIB. BcraHOBAEHO, mjo nporec yapaBAIiHHS TPYAOBHMH PECYPCAMH B
OCBITHIH chepi mOBHHEH B 000B SI3KOBOMY MIOPSIAKY 0a3yBaTHCS Ha 3aCTOCYBaHHI IMIPOTrPeCHBHUX YIIPABAIHCH-
KHX METOAIB.
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BipmoBipHO, HOBI cTpareriyHi miAXOAH AO yIIPABAIHHS TPYAOBHM IOTE€HLIAAOM B OCBITHIH c(hepi MArOTh BH3-
Ha4arTy ONTHMAaAbHI KIAbKICHO-SIKICHI XapaK TEPHCTHKH NPAILIBHUKIB Ta 3a0e31eYyBaTH BIAIIOBIAHICTS KIABKOCTI
npayiBHUKIB eKOHOMIYHHM ITOTPebam, sKi, B CBOIO 4epry, CQhopMyrOTs 6a3uc miABHI[eHHS DIBHSI e(DeK THBHOCTI
npayi ra 3abe3neyars IHHOBaUIHHHH PO3BHTOK TPYAOBOIO MOTEHI[IAAY.

B HayKoBir npaygi BHOKpEMAEHO 0COOAHBI XapaKTEPHCTHKH TPYAOBHX PECypCiB B OCBITHIH cgpepi, Ki 1ro-
BHHHI OyTH BpaXOBaHI IpH MOAEAIOBaHHI yIIpaBAIHCbKOI cTparerii.

Keywords: teachers incolleges and universities, buman resource, potential development, teacher potential develop-

ment, efficiency.

Karo406i caoba: 6uumeni 6 xoredxax i ynibepcumemax, ynpabainus nepconarom, nomenyiar po3bumxy, po3bu-

mox nomenyiary buxaradaua, epexmubuicmo.

INTRODUCTION

At present, research on human resource management
(HRM) is mainly concentrated in the enterprise field, and
there are less researches on education. Researches on HRM
in colleges and universitiesis on rising. Most researches focus
on macro HRM. The key to HRM is to explore scientific
methods and techniques, fully explore the potential of
organizational members, and provide technical support for
members development and organizational performance
improvement, and enterprises have more research in this area.

How to apply the theory, methods and techniques in
enterprise HRM and potentiaf,development to the HRM and
potential development in colleges and universities is a
Froblem that worthy of discussion. Therefore, thisstudy will

ocus on exploring the convergence between the two.

Literature Review. The scientists and scholars who
currently engaged in human resource management and

otential development research mainly include: Zhao

uming, Peter Drucker, Gary Desler, Hu Shuhong, Liu
Guanhua, Ye Yingchun, Wang Maotian, Yang Shouzﬁlong,
Zhang Wenxian, Tao Yunwu, Song Ge, Cui Jinfu, Israel
Sc%lle er, Yang Jingdong, Wang Tongxun, Shako Gawain and
others.

The purpose of the article is a summary of the scientific
methods of human resource management in the field of
education, as well as the determination of the priority
direction of the im¥rovement of the management system.

The main results of the research. It is imperative to
introduce the theory and method of HRM to colleges and
universities, and it is necessary to pay attention to the
efficiency improvement and potential development of
individual teacher. The higher education can, like
enterprises, form a theoretical system by constructing
theoretical models, and form measurement tools for teacher
potential development through technology development,

and promote the theoretical and practical development of
education HRM and potential development.

It can be seen from the development process of HRM
that researchers pay more and more attention to the role
of HRM in promoting organizational performance, which
makes the HRM focus on HR development and human
potential development.

HRM refers to according to the requirement of the
enterprise development strategy, in a planned way to ratio-
nal al?ocation of HR, through the enterprise staff recruit-
ment, training, use, evaluation, motivation, adjustment and
so on, arouse the enthusiasm of employees, develop their
potential, create value for the enterprise, bring benefit to
the enterprise [1].

We believe that HRM should be refers to a certain
organization, using scientific management methods, making
use of organizational resources, by making the HR planning,
recruitment and configuration, performance management,
compensation and benefits management, training and HR
development, labor relations management, and other
activities, fully develop the potential of members, maximize
organizational efficiency, finally realizes the organization
development targets.

HRM is to improve the value of workers in both
economics and psychology. The important part is the
development of HR. The core of it is to develop human
potential. The goal is to improve individual performance.
Realize the common development of individuals and
organizations.

The HR of colleges and universities should refer to the
total labor capacity of laborers engaged in teaching,
scientific research, management, ang service in higher
education institutions.

According to the nature of work, the HR of colleges
and universities can be divided into management personnel,

Table 1. Stage characteristics of HRM [5]

Stages Period State of play Manageme‘n t system
functions
Personnel From the 1950s | 1. Lack of professional management system and Staff emoluments
managemen | to the 1970s management experience.
t stage 2. The main work is to record personnel files.
3.Not treating members as HR.
Transitory | From the 1970s | 1. Expanded the work to formulate and issue Design, generate and
stage to the 1990s personnel policies, recruit and manage employees, analyze preliminary
implement HR development plans. reports for non-financial
2. The embryonic form of HRM appeared, but the HR information and
deep-seated problems of HR were still not considered | salary information
System From the 1990s | 1. HRM becomes the maker and executor of Almost all data related to
HRM stage | to present enterprise HR development strategy. HR are collected and
2. Start to consider HRM strategy and implement managed. Powerful
strict management. report generation tools,
3. In order to improve the members and performance | data analysis tools and
of the organization, HRM planning consistent with information sharing
the strategic objectives of the organization was functions
started
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Table 2. Basic principles of HRM [3]

Fundamental Principles

Principle explanation

The isomeric principle

The same number and quality of people, different
organizational networks and functions will form
different power and responsibility structures and
collaborative relationships, resulting in different

synergies

Energy Level Matching and
the Principle of Suitability

To make the best use of one's talents and materials

Strengthening Rewards and

Through rewards and punishments fair competition

Punishments and the mechanism is introduced to improve the work efficiency

Principle of Fair of employees

Competition

Principle of Dynamic Use personnel adjustment, guide personnel reasonable

Excitation flow to stimulate organizational vitality and improve
organizational efficiency

Complementary Value- Use individual difference of employee to develop strong

added Principle points and avoid weak points, realize HR system

optimization

The Unification Principle of
Virtue and Talent

Take employee ethics and talent as the connotation and
standard of talent selection, use, cultivation and retention

Principle of Human Capital
and Income

HR development needs input cost and benefits at the
same time. HR development in different fields has its

professional and technical personnel, workers and other
employees, among which professional and technical
personnel refer to full-time teachers and auxiliary teachin

personnel with professional and technical titles an

engaged in teaching and scientific research or other
corresponding work.HR in colleges and universities have
the following characteristics: with high degree and pro-
fessional knowledge background, strong autonomy in
working hours, strong mobility and preference.

Colleges and universities as typical social public services,
its own characteristics different from general enterprise
organizations. The HRM also has particularity, the
introduction of HRM theory and method is also later. At
present, some colleges and universitiesisstill in the stage of
personnel management, most colleges and universities are
actively explore the scientific HRM methods and techniques
to develop teachers' potential, improve the efficiency of

own characteristics

organization.

Table 3. The distinction of relevant concept category [5]

N:Need; R:Reality; P:Potential.

Figure 1. Relationship between human needs,
potential and reality [9]

Concepts Definitions Characteristics Components
Ability Ability is the psychological characteristic | 1.Always connect with activities. 1. Thinking ability.
necessary to complete the activity, which | 2. Directly affect the efficiency of 2. Behavior ability.
directly affects the activity efficiency and | activities 3. Language
can make the activity go on smoothly 3. The psychological.
4. Strong generality, covering a wide
range
Personality In the process of socialization, individuals | 1. Unique individual 1.1d.
form and develop a unique pattern of 2. Stable and unified 2. Ego
thought, emotion and behavior 3. Comprehensiveness 3. Superego
4. Harmony and unity
5. Functionality
Skill Mastery and application of technical skills | 1. Only by learning in person can we 1. Professional Skills
acquire it. 2. Sports Skills
2. Practice makes perfect physical
activity.
3. Eye-hand coordination ability
Competency | The objective measurable individual 1. Connecting with Situations. 1. Knowledge.
characteristics and the predictable 2. Predictability. 2.Skills.
behavioral characteristics that point to 3.Linking to performance. 3. Self-image.
performance of high performers in specific | 4. Integration: dominance and recessive | 4. Social motivation.
jobs, organizational environment and 5.Quality
cultural atmosphere
Potential The latent ability of an individual to 1. Deep-seated. 1. Internal drive.
contribute to the performance of an 2. Visible. 2. Self-concept.
organization or individual by exerting 3. Measurable. 3.Individual character.
influence 4. Learning Enhanced. 4. Attitude
S.Indirect display
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Known

Have Not Have
Potential 1 Potential2
Known (Known, Have) (Known, Not Have)
. Potential 3
Potential 4
Unknown N . (UnknownNot Have)
(Unknownachieved)
Figure 2. Classification of potential [7]
Not Have In 2013, researcher Guo Zhiping combed
Have . the basic principles of education HRM (Table
2), gs.a.guiding principle for educational HRM
Potential 1 Potential 2 activities, and guided HRM of education.
In thisresearch we define HRM of colleges
(Known, Have) (Known,Not Have) and universities as: the integrated use of
scientific management methods, through the
formulation reasonable HR planning,
practice recruitment and configuration faculty, statf
« learning gerformance management, compensation and
enefitsmanagement, training, labor relations
management and other activities, fully develop
1 1 the potential of each staff, improve the
efficiency, finally achieve the aims of the
school.
Unconscious development Unconscious development The traditional concept of potential is
mainly represented by Aristotle and Hegel,
i who cféscribed the concept of potential from
practice ¢ learning the perspective of their respective phi-
Potential 4 Potential 3 losophical theories. Aristotle thought,
"Potential” (Ddunamisin Greek) and "Reality"
(Unknownachieved) (UnknownNot Have) (Energeia in Greek) were two basic pairs of
categorization inseparable from "material”
and "form"[8].
According to Cui Jinfu, the definition of
Figure 3. Potential window [7] potential is the strong, inevitable tendency to
define potential as marked or foreshadowed
practice
H »
G E /
Have NotHave
Known —p learning
D
-
C B

Unconscious development

Figure 4. Three dimensions of employee potential development [7]
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by human reality. He believed that the need of a certain
staie is the original power of human development. Potential
is the necessary tendency to satisfy need. Reality is the
realization of potential, the real satisfaction of the need, and
then a new need comes out, starting a new movement from
need to potential and reality(Figure 1). But we think his
concepts of potential and motivation intersect and even
confuse.

According to T.Schultz (1961) human potential is the
knowledge, skills and disposition, or "ability" in common
sense of individuals or groups. He equated "potential” with
"talent". Yang Jingdong (2003) thought that the potential is
people's underlying ability. Wang Tongxun (2001), Shako
Gawain (1998) and others believed that human potential is
a kind of energy. Tao Yunwu defined potential as an
unexposed ability. In psychology, potential is interpreted
as the ability that an individual may show on behavior when
he has the opportunity to learn in the future, which is a
potential and future-oriented ability tendency with great
plasticity [7].

Based on the above studies, we believe that potential
should be defined as the sum of the abilities that have not
been discovered or have not been shown butit hasa positive
effect onindividual development.

Potential, as a kind of human personality, has certain
differences and connections with other traits. In order to
clarify the relationship between various traits, it is necessary
to distinguish potential from other traits (Table 3).

According to Table 3 we can see that personality refers
to the sum of a certain and more stable psychological
characteristics. Competency refers to the specific charac-
teristics of individualg who can distinguish between those
who have outstanding achievements in af’ob and ordinary
people according to the analysis, personality includes all of
the above qualities. Ability includes skill competency and
partial potential. Competency includes some skills and
potentials.

In 2006, Tao Yunwu combined the famous Johari
window theory in psychology to classify potentials (Figure
2) and construct a potential window theory(Figure 3§.He
also built a 3D model of employee potential development
(Figure 4). He believed that the approaches of employee
potential development include lpearning, practice and
unconscious development. Different types of potential need
to be developed in different ways.

Tao Yunwu divided potential into four types according
to whether or not human knows and whether or not human
have. Potential 1: Human has and also knows that he has
this ability; Potential 2: Human clearly knows what is
lacking; Potential 3: Already have, but I have not realized
it. Potential 4: I don't know what I'lack.

If we want to develop the potential that we don't know,
first of all, it must enter the consciousness, so unconscious
development is the best way. We realize that the potential
that we have not yet had can be got through learning. The
best way to translate potentia?into specific abilities is
practicing. Therefore practice, learning and unconscious
development is the three dimensions of potential
development. It can be seen from the Figure 4 that through
learning and unconscious development, potential 1is gettin
larger and larger, while the range ogpotential 2, potential
and potential 4 is getting smaller and smaller. But potential
1is still potential, we need practice to turn potential into
reality.

As can be seen from Figure 4, Through practical
learning and unconscious development, the space between
A-B-C-D-E-F-G-H is growing, and the ability of people is
growing.

Through theoretical research, Tao Yunwu constructed
a theoretical model of employee potential, compiled a
guestionnaire for measuring employee potential

evelopment, tested the reliability and validity of the
questionnaire, tested and analyzed employee potential
through empirical research, and proposed effective
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strategies for employee potential development in
enterprises. Tao Yunwu's research for the first time put
forward the use of psychological model for employee
potential research, wﬁich has certain inspiration and
guidance for us to study the model of potential develop-
ment.

This study believes that university human resource
management systems need to introduce the technology of
scientific human resource management, and gradually pay
attention to efficiency improvement while adhering to
fairness. The management system should be promoted to
develop a scientific human resource management system
that is conducive to the development of teachers' potential
and efficiency.

At the micro level, the purpose of thisstudy is to inves-
tigate the basic situation of the potential development of
college and university teachers. Using a certain psycho-
logical theory model to study the basic structure and
basic dimensions of college and university teachers'
potential, through the use of certain techniques to
compile the tools to measure the potential of college and
university teachers, to explore the main problemsin the
development of college and university teachers’ potential,
and to propose methods and techniques to promote their
potential development.

CONCLUSIONS

First, itis necessary to pay attention to the research
of HRM in colleges and universities, and use the
theories, methods and techniques of scientific HRM to
promote the development of HRM in colleges and
universities.

Secondly, the researches on the potential development
of college and university teachers lacks systematic,
theoretical construction and necessary theoretical system.
The theoretical system can be formed by constructing a
theoretical model.

Third, there are few applied researches on the potential
development of college and university teachers, and there
is no measurement tool and application technology for
guiding the development of teachers' potential.

These are the problems that this research is committed
to solving and will become the innovation and value of this
research.

References:

1. Zhao Yuming, (2001), Human Resource Management
R}elsearch, Chinese People's Publishing House, Beijing,
China.

2. Peter Drucker, (2009), Management Practice, Mecha-
nical Industry Press, Beijing, China.

3.Guo Zhiping, (2013)," HRM and development of basic
education in lusong district”",M.B.A. Thesis, Business
r&lﬁnagement, Hunan University of Technology,Zhuzhou,

ina.

4. Hu Shuhong and Liu Guanhua, (2011), "Exploratory
Research on High Performance Work System of college and
university teachers in Inner Mongolia", Journal of Inner
Mongolia Normal University, vol. 26, p.34—38.

5. Ye Yingchun and Wang Maotian(2009), "Research
on the development of professional competence of enter-
prise managers", Business strategy, vol. 10, p. 70—71.

6. Gary Desler, (2001), Human Resource Management
(eighth edition), Tsinghua University Press, Beijing, China.

7. Zhang Wenxian and Tao Yunwu, (2006), "3D model
of employee potential development”, Human Resources,
vol. 17, p. 61—65.

8. Israel Scheffler, (2006), Human potential, East China
normal university press, Shanghai, China.

9. Cui Jinfu, (1995), "Philosophical implications of
human potential?’Human potential and its needs, possibilities
and realities", Journal of Yunnan Normal University, vol. 4,
p. 43—50
Cmammas naditimaa do pedaxyii 22.05.2019 p.

wwuw.economy.in.ua

63



