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Hiring in pharmaceutical organizations: 
procedural aspects of personnel assessment 

Abstract. In modern socio-economic conditions, in order to achieve strategic goals, a pharmaceutical 
organization needs highly qualified personnel with certain characteristics, the necessary potential to 
effectively perform their professional duties. The lack of effective tools for assessing and developing 
personnel is one of the significant reasons for limiting the growth of financial results and the efficiency of the 
pharmaceutical organization. 
The result of the study is an assessment procedure when hiring personnel, taking into account the conditions 
of a highly competitive ambience, contributing to a significant increase in the productivity and quality of 
employees’ work, decisions made, and, therefore, an increase in the value of human resources of the 
pharmaceutical organization.
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Прийом на роботу в фармацевтичні організації: 
процесуальні аспекти оцінки персоналу
Анотація. У сучасних соціально-економічних умовах для досягнення стратегічних цілей фармацевтичної 
організації необхідні висококваліфіковані кадри, які мають певні характеристики, а також необхідний 
потенціал для ефективного виконання своїх професійних обов’язків. Відсутність ефективних інструментів 
оцінки та розвитку персоналу є однією із суттєвих причин, що обмежують зростання фінансових 
результатів й ефективності діяльності фармацевтичної організації.
Результатом дослідження є процедура оцінки при прийомі на роботу персоналу з урахуванням 
умов висококонкурентного середовища, що сприяє значному підвищенню продуктивності та якості 
роботи працівників, які приймаються, що, отже, призведе до підвищення цінності людських ресурсів 
фармацевтичної організації.
Ключові слова: персонал; оцінка; фармацевтична організація; висококонкурентна атмосфера.
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Приём на работу в фармацевтические организации: 
процессуальные аспекты оценки персонала 
Аннотация. В современных социально-экономических условиях для достижения стратегических 
целей фармацевтической организации необходимы высококвалифицированные кадры, обладающие 
определенными характеристиками, а также необходимым потенциалом для эффективного 
выполнения своих профессиональных обязанностей. Отсутствие эффективных инструментов оценки 
и развития персонала является одной из существенных причин, ограничивающих рост финансовых 
результатов и эффективности деятельности фармацевтической организации. 
Результатом исследования является процедура оценки при приёме на работу персонала с 
учётом условий высококонкурентной среды, способствующая значительному повышению 
производительности и качества работы сотрудников, принимаемых решений, что, следовательно, 
приведёт к повышению ценности человеческих ресурсов фармацевтической организации.
Ключевые слова: персонал; оценка; фармацевтическая организация; высококонкурентная атмосфера.

1. Introduction
Personnel assessment is an information and analytical tool that allows for professional identifi-

cation. The relevance of scientific understanding of the issues of organizing personnel  assessment 
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in hiring, taking into account its comprehensive understanding, becomes obvious, this will ensure 
its effective application in the system of selection and recruitment of personnel in a highly compe-
titive ambience (Lopata & Rogatka, 2021). 

1.1. Problem Statement
Analysis of scientific literature shows that significant work has been done to understand the as-

sessment of personnel in the organization’s management system. However, it should be noted 
that the most developed methods (technologies) for assessing already employed personnel of the 
organization (Lopata & Rogatka, 2021; Tretyakov & Brazhnikova, 2017; Kotenko et al., 2021). At 
present, in the practice of personnel management, the interest of scientists and specialists in im-
proving the system for assessing the work of employees is increasing, but these studies are most-
ly focused on the development and improvement of methods for assessing personnel, and not on 
finding new areas of its application. The lack of sufficient research on the organization and conduct 
of assessment in hiring is reflected in the performance of the organization (Chekalin et al., 2019). 
The search and development of effective methods for assessing personnel in the recruitment and 
selection system is one of the priority tasks of personnel management.

1.2. Research Questions 
The results of the study include a reasonable systematic assessment procedure when hiring 

personnel in a pharmaceutical organization, taking into account the conditions of a highly com-
petitive ambience.

1.3. Purpose of the Study
The purpose of the study is to develop a methodological toolkit designed to improve the orga-

nization procedure and conduct personnel assessment when hiring in a highly competitive am-
bience of a pharmaceutical organization.

2. Methods and Materials
In accordance with the set goal and objectives of the research, the following research methods 

were identified: analysis, synthesis, analogy, generalization, classification, abstraction; observa-
tion, measurement, description, comparison, analysis of official and personal documents, ques-
tioning, testing, conversation, survey; statistical methods of information processing and methods 
of comparative analysis.

3. Results and Discussion
The research problem is as follows (Borisova, 2014; Zaitseva, 2015; Vorozhbit et al., 2016):

• The relevance of assessment when hiring personnel in pharmaceutical organizations has be-
come one of the most important factors that determine the competitiveness and economic sta-
tus of an organization;

• There is a need for more reasonable and reliable selection procedures in modern socio-eco-
nomic conditions;

• Lack of job profiling, as a result - the lack of a tool that allows to describe not individual functio-
nal HR areas, but a holistic assessment of the candidate in the personnel management system;

• Lack of a unified procedure for assessing personnel during hiring; the presence of a variety of 
approaches, methods, assessment technologies dictate the need to choose from the whole va-
riety of a suitable personnel assessment system.
Each pharmaceutical organization, in order to maintain and strengthen its position, must pay 

attention to forecasting changes in the market, introduce new technologies, and improve the pro-
ducts and services offered (Kaufman, 2017). Personnel becomes the main thing in the implemen-
tation of these goals, and their assessment becomes a necessary tool and one of the most impor-
tant resources of the organization.

In a highly competitive ambience, pharmaceutical organizations need to create a human re-
source management system that will satisfy their needs for personnel and ensure their profes-
sional becoming and growth. Analysis of the competitiveness of personnel is impossible without 
its assessment and directly depends on the level of qualifications of employees.

Assessment in personnel management is a priority in improving the efficiency of an organi-
zation, since ensuring the competitiveness of pharmaceutical organizations directly depends on 
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 human capital. Personnel assessment is a specific type of activity, as it accompanies all stages of 
personnel work in an organization.

The process of professional identification of a candidate for a position is one of the conditions 
for the assessment and selection of personnel (Gribov, 2014). It is the assessment of personnel 
that requires special attention, since it becomes an essential condition for the successful func-
tioning of any organization. The professional assessment of personnel is one of the central direc-
tions in the acquisition of a pharmaceutical and an organization of economic stability and compe-
titiveness.

It should be noted that personnel management begins with attracting an employee to an enter-
prise, in this regard, when selecting candidates for a position, the main attention is paid to the as-
sessment technology, which allows choosing an applicant that best meets the requirements of a 
particular organization.

The competitive environment is a rather complex system that includes various elements and 
factors that influence the subjects of the competitive environment, their economic development 
and the level of competitiveness.

Personnel competitiveness management at the personality level is understood as a complex 
system for assessing the employee’s own professionalism, competence in relation to the position 
and the employee’s capabilities to enhance his ability to work, develop skills and improve profes-
sional knowledge (Gryshchenko et al., 2021).

Staff assessment is important because it is a complex aspect of work with personnel, which re-
quires the development of tools, careful preparation, justification, and a well-thought-out proce-
dural organization. It is also a complex system for identifying personnel characteristics, showing 
the degree of an employee’s compliance with the position held and aimed at assessing his poten-
tial, development of abilities, etc.

Note that in hiring, selection, training, development, relocation, reduction, dismissal, reorgani-
zation, promotion and other aspects of personnel work, the personnel assessment procedure be-
comes basic. 

Personnel assessment performs various functions: administrative, stimulating (motivational), 
informational, orienting (Skripkina, 2015).

Guided by the goals of the personnel assessment, an assessment procedure is being deve-
loped. The following types of assessment procedures are distinguished: 
• assessment of indivi dual qualities, professional knowledge, skills, and employee skills (assess-

ment of the compliance of the employee (candidate) with the requirements of the workplace); 
• performance assessment (assessment of the quality (result) of the work performed); 
• position assessment (determining the need for organizing a certain position with an assess-

ment of its value); 
• evaluation of candidates for a vacant position.

Currently, the assessment system is a set of interrelated techniques, actions, activities aimed 
at assessing employees, i.e. to receive information about the employee’s compliance with the es-
tablished criteria (Vavilov & Khachaturov, 2013). In order to be effective, the personnel appraisal 
system should be based on a certain scheme of conduct. The main steps in the assessment pro-
cedure are:
1. Identification of the needs of a pharmaceutical organization in personnel assessment, the for-

mation of goals for assessing employees; assessment of the quality of work and the degree of 
compliance of the employee’s qualifications with the position, etc.

2. Determination of the subject of assessment, i.e. highlighting specific characteristics of the as-
sessed object, for example, assessing the qualifications of an employee, behavioral patterns, 
psychological characteristics and intellectual abilities, labor efficiency, etc. It is also necessary 
to determine the evaluation criteria, after which the choice of the evaluation method is carried 
out, which must correspond to the set goals, take into account the degree of cost, be charac-
terized by objectivity, comprehensibility, and demand.

3. Organization of the assessment (preparatory activities); training of staff conducting the assess-
ment; informing employees about the assessment, etc.

4. Assessment (main stage).
5. Analysis of information based on the results of the assessment for its relevance, reliability and 

completeness.
6. Management decision making (final stage).
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Depending on the focus, various groups of assessment methods are distinguished: qualita-
tive (descriptive), quantitative, direct, indirect (mediated). They, make it possible to assess a 
certain aspect of the employee’s activity. All methods are not used simultaneously. The choice 
of methods depends on efficiency and depends on the organization, the manager and the 
HR specialist.

Traditional approaches to assessing human potential are being revised by modern enterpri-
ses. In this regard, increased attention is paid to the assessment of a variety of criteria and indi-
cators, which explains the use of the commonality of various approaches, methods, technologies 
( Tretyakov, 2016; Škrinjarić, 2022).

Factors of effective recruitment should be taken into account when conducting an applicant as-
sessment (Table 1).

Thus, the technology for selecting a candidate for a position is based on assessment, which is 
an important element in the recruitment and personnel management system. In the system of re-
cruiting and hiring personnel, the main thing is to develop procedures for multi-stage assessment 
in order to screen out applicants who do not meet the established criteria.

The modern personnel appraisal system, including the subject of appraisal, its methods and 
technologies, in a competitive ambience is evolving towards more complexity, i.e. gradually moves 
from simple to more complex components, contains the maximum amount of criteria for deter-
mining the effectiveness of labor activity in the workplace.

For most pharmaceutical organizations, an integral part of the organizational culture is multile-
vel recruitment: an initial telephone interview, an interview with a leading HR manager, an interview 
with a profile manager, an interview with a CEO (if necessary).

As a result of the study, the following problems were identified when hiring personnel in phar-
maceutical organizations: hiring employees for vacancies is carried out, most often, from out-
side, and not through internal selection; staff assessment when hiring is carried out according 
to a general set of signs: the level of education and work experience (experience) in the spe-
cialty, so there is a risk of hiring an ineffective employee who does not bring benefit and profit to 
the organization.

After analyzing the procedure for recruiting, selecting and evaluating applicants in most phar-
maceutical organizations, it was found that the existing personnel assessment system is not effec-
tive enough in a highly competitive ambience, since there is no clear idea of   what requirements an 
applicant for the position must meet, for which job duties and functions it is necessary; a stan dard 
set of competencies is used for all employees; there is no assessment of the professional level 
of the candidate; the presence of possible subjectivity of the leader; using the same assessment 
procedure for all levels reduces social performance indicators; the absence of a job profile indi-
cates a low need efficiency; an increase in the cost of training (retraining) personnel affects com-
mercial efficiency.

To prevent such errors and improve the efficiency of the assessment system, it is necessary to 
conduct a deeper and more systematic professional and personal analysis of personnel, as well 
as use the proposed integrated technology for personnel assessment.

The proposed personnel selection system consists of the following stages: creation of a job 
profile; assessment systems: resume, telephone and personal interview, testing; candidate de-
velopment programs for the position. Let us describe below the creation of a job profile in de-
tails.

The profile of the position is created in a comprehensive manner, it includes a detailed de-
scription of the structural elements of the position, its specificity, functionality, areas of respon-
sibility, competencies that are significant in solving professional problems, psychophysiological 
characteristics of the employee. Such a profile can be used for the entire HR system.

Table 1: 
Classification of factors taken into account during personnel assessment

Source: Compiled by the authors
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To compile a job profile, a job analysis should be carried out, other data must be collected that 
will take into account the peculiarities of the corporate culture and work ambience in an agricul-
tural organization. After that, the position of the position in the structure of the organization is de-
termined, the functionality of the position is described, the requirements for experience and skills 
and the criteria for assessing the effectiveness of this position are determined.

Based on this information, a list of professional competencies, personal characteristics and 
formal requirements is compiled, which are necessary for effective work in the position (Table 2).

In each direction, information from the profile is used to understand the characteristics of the 
position and the requirements for an employee who can most effectively perform its functionality. 
The introduction of job profiles will make it possible to systematize the work of the HR department, 
and reduce the cost of recruiting and evaluating personnel The use of profiling leads to a clear or-
ganizational and functional structure of positions in the organization.

The job profile helps to neutralize subjective factors of personnel assessment, because it con-
tains all the expected evaluation criteria and the results obtained on them, qualitative and quanti-
tative indicators. The established deviations from the reference requirements demonstrate which 
competencies of candidates require active development. In addition, the degree of deviation from 
regulatory requirements becomes apparent, problem areas are identified, and a system of effec-
tive training and development of applicants is created.

Drawing up a development program for a candidate for a position is necessary to improve the 
efficiency of personnel development. The job profile helps to quickly complete the training of those 
candidates who, in terms of their level, do not meet the regulatory requirements of the position for 
which the applicant applies. For example, if the level of competence of the applicant according to 
the profile of the position is 68%, then a development program is drawn up for him, where he must 
compensate 32%.

Thus, the profile of the position is the main one for the formation of an integrated system for 
assessing the knowledge, skills and abilities of personnel; it helps to solve the problem of stan-
dardization; determines (consolidates) fixes the positions themselves: their purpose, functio nal 
requirements, duties, area of responsibility, necessary psychophysiological, professional and 
other requirements for the candidate.

The proposed technology for personnel assessment is based on the following principles: 
1) development of a system of assessment criteria in accordance with the profile of the position, 

the assessment should be carried out on the basis of this system, which contributes to the iden-
tification and assessment of really significant parameters of candidates; 

2) testing with a variety of complementary techniques and exercises; 
3) modeling of situations of professional activity, which will allow assessing the level of proficiency 

in professional skills in solving the assigned tasks; 
4) the use of different assessment methods minimizes potential subjectivity; 

Table 2: 
Typical job profile form

Source: Compiled by the authors
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5) assessment of real behavior, and not assumptions about its causes, identification and descrip-
tion of qualitative characteristics, personal characteristics of applicants, taking into account the 
simulated situations of professional activity, which contributes to assessing the current state 
and predicting success.
The proposed integrated technology for assessing personnel in hiring will allow: 

1) to conduct objectively procedures that measure all participants for relevant qualities or abilities 
using an equivalent standard; 

2) to determine the performance standards and evaluation criteria within the pharmaceutical or-
ganization; 

3) to make informed management decisions; 
4) to provide an opportunity to find out individual motivation (needs, expectations, goals, interests); 
5) to identify the specific strengths and weaknesses of each applicant in order to determine the 

prospects for career growth and development; 
6) to systematize the existing forms of assessment, personnel procedures; 
7) the candidate to understand his/her job responsibilities and the qualities necessary for success; 
8) to inform the candidate through feedback about his individual strengths and weaknesses, ge-

neral potential, the need for self-development, etc.; 
9) to improve the performance of the organization.

The recruitment of applicants must be carried out on the basis of a single regulation, which 
clearly defines the selection procedure, the characteristics studied and the evaluation criteria.

The model for a comprehensive assessment of personnel includes the following stages of se-
lection of applicants: 
1. CV (the goal is to study various individual characteristics of the candidate); 
2. telephone interview (goal - selection of candidates for a particular status-role position); 
3. personal interview (the goal is to study the personal and socio-psychological reserves of the 

candidate; to determine the weak and strong sides of the personal, professional qualities of the 
candidate; draw up a protocol; 

4. professional testing (the goal is to assess the professional level of the applicant, i.e. to check 
the conformity of knowledge and candidates’ skills and qualifications).
The assessment of applicants is carried out on the basis of the profile of the post, contains an 

analysis of psychophysiological, business and professional qualities.
The final stage of the candidate’s assessment includes drawing up an approval sheet and ana-

lysis of psychological characteristics.

4. Conclusion
The purpose of evaluating a candidate for a post upon hiring is to secure member in the staff of 

a pharmaceutical organization. The priority task of professional identification of an applicant is to 
identify worker’s real potential to become a professional employee. The use of an integrated as-
sessment of candidates helps to increase the efficiency of the entire process of selecting candi-
dates and also allows to minimize the presence of a subjective factor at the time of making a deci-
sion to hire a candidate. The proposed assessment procedure during personnel hiring takes  into 
account the conditions of a highly competitive ambiance. The selected assessment system will 
lead to an increase in the value of the human resources of a pharmaceutical organization. The in-
tegrated assessment model used, taking into account the job profile, is based on a competency-
based approach.
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