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Annomayusn

Opeanuzayuu ¢ 8bICOKUM YPOGHEM HAOEHCHOCMU, HANPUMED aAMOMHble
NEKMPOCMAHYUY, aAIPONOPMbl U XUMUYECKUe 3a800bl, CMAIKUBAIOMCS C
9K3UCEHYUATbHBIMU PUCKAMU, KOMOpble 0enarom mpaouyuoHHyl0 OYEHK)
VNpaeneHus NepcoHaiomM HeadekeamHou. H3-3a smux puckog ynpasienue
NepCcoHanom ciedyem paccmampueams He KaK 6CHOMO2AmenvbHylo (yHKYuio, a
KAK OCHOBHYIO CMPAMe2udecKyro CmpyKmypy HNoO CHUINCEHUI0 PUCKO8. Imo
o3Hawaem, 4mo Ois OYeHKU €20 IQhHexmusHoCcCmu Ham HeobX00UMO bllmuU 3a
pamMKu npocmslx noxazamenei 3pgexmueHocmu u ucnorvzoeams 0Oonee
KOMNJIEKCHYI0, ~ MHO2OMEPHYI0 — CUCmeM), OCHOBAHHYI0O HA  OAHHbIX O
npouszsooumenvHocmu. Llenvio 0anno20 ucciedo8anus A61emcs paspabomrka u
nO00epIcKa  KOHYEeNMyalbHOU OCHO8bL 01  OyYeHKu  d¢hgexmusnocmu
YIpasieHus NePcoHAIOM ¢ NOMOWbIO UHMESPUPOBAHHOU CUCMEMbL CIIYHCEOHOU
ammecmayuu, CneyuarbHo paspadbomaHHou ONsl YOOBLEeMBOPEHUS CMPO2UX
nompedonocmer CII4. B uccredosanuu ucnonwvzyemcs KOHYenmyaibHbulil
uccne008amensbCkuil. n00xXo0, 00beOUHAIOWUL  HOBEUWYI0 Umepamypy no
cmpamezuyeckomMy — ynpaeaenuilo — uenosedeckumu  pecypcamu  (HRM),
YIpaenenulo  3QP@HEeKMuHOCmvio U MeOpPUU  BbICOKOU  HAOEHCHOCMIU.
llpeonazaemasn cmpykmypa onucana 6 KommeKkcme u HPOUNTIOCMPUPOBAHA HA
npumepe npoexma amomuou snekmpocmanyuu Pynnyp (RNPP) 6 xauecmee
penpe3eHmamusHo2o npumepa. B pesynemame aumanuza oOwina paspabomana
KOMNJIeKCHAs cucmema, Komopas usmepsiem 3pgexmueHocms ynpasieHus
NEPCOHANIOM NOCPEOCMEOM CUHEP2eMUYECKOl UHmMe2payuu demvlpex 2epynn
nokaszamesnetl: 20MOBHOCMb HA OCHO8e KOMNEMeHYuu, COoOn00eHue npasui
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nogeoenus: U MexHUKu 6e30NaAcCHOCMU, 8bINOIHEeHUE UHOUBUOVATIbHBIX 3a0ay U
cucmemHas 3@HeKmusHOCmy ynpasienus nepconalom. Bascno ommemums,
umo cucmema YnpagieHus  npouzgooumeinvHocmvio (PMS), xomopas
00veouHsiem 6ce Mo, Xapakmepuszyemcs Cmpame2utieckou co2naco8aHHOCmyio,
CNpageoIu8oCmvio NPoYeoyp U 0OPAMHOU CBA3bI0 NO 3AMKHYMOMY YUKTY Ol
beckoHeyHoeo npoosudicerus eneped. Taxum  obpasom, 3ppexmuenoe
ynpaenenue nepconaniom 8 CIIY - smo ne naccuenvlii pe3yiomam, a akKmueHbslu,
ROOOQIOWUIICS. UBMEPEHUI0 NpoYecc, U e20 OyeHKa Haubonee 3¢pdexmusha,
Koe0a  OyeHka 3IpgexmusHocmu  npespawjaemcs U3  pa3po3HEHHO2O
AOMUHUCIIPAMUBHO20 ~ pumyaid 6  HeNnpepuleHblll  CMpamecudecKull
uHcmpymenm, 6o2camvili OAHHLIMU. DMoOm NYymMb HANPAMYIO NO8bILUAEm
HA0eX}CHOCMb NepCoHANa, YKpenisem Kyibmypy 0e30nacHoCmu u SA611emcs
KOHKDEMHbIM O00KA3AMeNbCMBOM 6KIA0d 0omoena Kaopos8 6 YCMOUYUBoCmyv U
007120CPOUHYIO HCUZHECNOCOOHOCb OP2AHUZAYUU.

Kntouesvie cnoea: ynpasnenue nepconanrom; QOuyenka d¢hgexkmuenocmu;
Appexmusnocmsb  uenogeueckux pecypcos; Illoxazamenu 3¢pexmusnocmu;
opeaHuzayuu ¢  BbICOKOU  HaoéxcHocmvro, Kynemypa — 6ezonacrHocmu,
Ilocmosannoe cosepuiencmsosanue

Abstract

High-reliability organizations (HROs), for instance nuclear power plants,
airports, and chemical plants, have existential risks that make traditional
personnel management evaluation inadequate. Because of these risks, HR
should not be seen as a support function but as a core strategic risk mitigation
structure. This means that to assess its effectiveness, we need to go beyond
simple efficiency metrics and use a more comprehensive, multi-dimensional
framework based on performance data. The house of this study is to evolve and
support a conceptual framework for evaluating personnel management
effectiveness through an integrated performance assessment system that is
specifically designed for the rigorous needs of HROs. The study uses a
conceptual research design to bring together recent literature from strategic
human resource management (HRM), performance management, and high-
reliability theory. The proposed framework is contextualized and exemplified
using the Rooppur Nuclear Power Plant Project (RNPP) as a representative
case study. The analysis results in a composite framework that measures the
effectiveness of personnel management through the synergistic integration of
four indicator clusters: competency-based readiness, behavioral and safety
adherence, individual task performance, and systemic HR effectiveness.
Importantly, a performance management system (PMS) that connects these is
characterized by strategic alignment, procedural fairness, and closed-loop
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feedback for endless advancement. Thus, effective personnel management in
HROs is not a passive outcome but an active, measurable process, and its
evaluation is most robust when performance assessment evolves from a
sporadic administrative ritual to a continuous, data-rich strategic tool. This
path directly elevate workforce reliability, strengthens safety culture, and offers
concrete proof of HR's contribution to organizational resilience and long-term
viability.

Keywords: Keywords: Personnel Management, Performance Assessment,;
Human Resource Effectiveness, Performance Indicators; High-Reliability
Organizations, Safety Culture; Continuous Improvement.

Introduction

High-reliability organizations (HROs) operate in complex, harsh situations with
little room for mistake. A single procedural error, skill gap, or behavioral
variation can cause devastating loss of life, environmental damage, and social
and economic upheaval. Such entities' technological backbone is complex
engineering and redundant safety mechanisms, but human performance
determines reliability. This unavoidable reality upgrades human management
from administrative need to strategic operational risk management.
Nevertheless, a deadly dilemma remains: how can one statistically and
qualitatively evaluate the function responsible for human reliability? Attrition
rates, training hours, and payroll accuracy are required but insufficient. They are
trailing indicators, mute on competency preparedness, safety protocol
compliance, and HR system agility. This paper addresses this crucial gap. It
claims that a strong, multi-faceted performance evaluation system, strategically
developed and fully integrated, is the best diagnostic tool for HRO people
management effectiveness. The research uses the Rooppur Nuclear Power
Plant Project (RNPP), a classic HRO, to base its theoretical framework in
safety-critical megaproject realities.

Literature Review

Three different research streams support this topic. The development of
strategic human resource management (HRM) has shown that more complex
HR practices improve the performance of organizations. Becker and Huselid
(1998) showed that high-performance work systems use employee skills and
motivation to improve the success of the organization. In HROs, this strategic
responsibility includes operational integrity and reducing existential risks,
making HR the protector of business survival. Second, performance
management has changed in important ways. Aguinis (2019) and Pulakos et al.

"IkoHOMHMKA U couyM' Ne2(141) 2026 www.iupr.ru



(2019) stress the importance of criticism that looks to the further, aligning goals,
and evaluating "what" (consequences) and "how" (behaviors and competencies).
DeNisi et al. (2023) accurately refer that these ideas have not yet been applied
in ultra-high-risk, technologically advanced settings and need to be studied in
context. Additionally, research on high-reliability organizations clarifies the
cultural and procedural framework that allows for error-free

operations. Reason (2016) and Bourrier et al. (2019) argue that dependability
includes systems that foresee, identify, and alleviate issues before they escalate,
requiring a pervasive "safety culture" characterized by concern over failure,
reluctance to oversimplify, operational sensitivity, resilience, and competence.
In this society, human performance is very important. Kim and Park (2022)
connect high-reliability organization safety results to strict human performance
management, which includes following procedures, following safety rules, and
doing regular checks. These three bodies of literature show the main research
gap. They all agree that human elements need to be watched and controlled, but
very few comprehensive models use performance assessment data to measure
the overall effectiveness of the people management system. This study brings
these areas together into an evaluative framework to fill this gap

Statement of the Problem

Strategic HRM, contemporary performance management, and HRO theory
interpretation a systemic operational and academic challenge: a deficiency. In
HROs, performance assessment data is generally kept separate and not utilized
enough. It helps with decisions on promotions, incentives, and training needs,
but it isn't put together and looked at to answer the most crucial strategic
question: Is our people management system, which includes hiring, onboarding,
training, deployment, and developing the company's culture, making and
keeping a staff that is dependable in terms of operations?

This problem is particularly bad in huge, tech heavy initiatives like RNPP. Our
staffs come from several divergent backgrounds, the rules are quite stringent,
and projects might last for many years. Not being able to fully assess how well
personnel management is working forms blind spots. Perhaps, latent, systemic
capability gaps may grow; the safety culture's real health may be misjudged
based on anecdote rather than data; and HR's strategic value may remain
intangible, often being seen as a cost center rather than a risk mitigation center.

Hence, the fundamental delinquent with the research is that there isn't a full,
comprehensive, and valuable framework for conducting performance
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assessment to look at how well HRO manages its employees. The report says
that the following things need to be done to fix this complexity:

1. To deconstruct performance assessment's administrative, developmental, and
behavioral responsibilities in HRO personnel management's strategic mandate.

2. Identify, organize, and link the important indicator domains (individual,
competency-based, behavioral, safety, systemic HR) for a holistic review.

3. To suggest and outline operational methods integration, PMS auditing, and
feedback loops to integrate discrete indications into an evaluation framework.

4. Use the RNPP case study to contextualize and demonstrate this framework's
practical consequences, problems, and management insights.

Description of the Study

Methodology.

Methodologically, the study takes a conceptual and analytical approach. The
methodology of this study does not involve the presentation of empirical data
but the formulation of a logic-based framework through the systematic analysis
of existing theories and researches in the related fields of HRM and safety
science. The methodology of the study takes an abductive approach, starting
from the existing theories in the fields of HRM and safety science in an effort to
develop a conceptual framework that has not yet been developed previously.
The Rooppur Nuclear Power Plant project would be used as the critical case in
the study because the case offers a practical context in which the framework can
apply and can develop the components of the framework for application.

Results and Discussion.

1. Performance Evaluation Re-conceptualized:
Tripartite Function. The research shows that performance evaluation in an
HRO must be designed to satisfy three interdependent, equally vital tasks
beyond administrative duties.

The Compliance and Administration Function: This core layer delivers
objective data for legally acceptable and operationally good decisions: safety-
sensitive jobs, certification renewals, essential position succession planning, and
risk-informed remuneration. This function is crucial to RNPP.
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regulatory compliance, ensuring an individual's fitness to conduct error-prone
duties.

Proactive and developmental risk mitigation: This makes performance
evaluation strategic and forward-looking. It systematically finds individual and
community competence gaps in technical knowledge, stress-related decision-
making, procedural understanding, and emergency response. Chart
demonstrates idea.

Performance
Rellability/Workforce
Readiness

Compentency Trainning Needs Capability

Assessment Identification Enchancement

Figure: Linkage between Competency Assessment and Workforce Readiness

These constraints necessitated individualized professional expansion,
simulations, and targeted training. This supports your business retain knowledge
and level up employee skills.

The HRO part of embedding culture and aligning behavior is imperative. In this
case, safety culture is judged by how well people work together when things go
wrong, report incidents swiftly and accurately, communicate when handing off
tasks, and follow standard operating procedures. The performance system
shapes the business's "personality" through measurable actions, feedback, and
recognition. It also certifies that everyone's work lights the group's reliability
needs.

2. Integrated Indicator Framework: Composite Dashboard.
The evaluation of personnel management effectiveness necessitates
multiple measures. Exploiting a particular Doman results in image
distortion. The proposed framework consists of four clusters.

Performance metrics for each task Completion of tasks, along with quality,
accuracy, and timeliness, is adjusted for safety-critical outputs, for example
calibration log error rates and adherence to procedural checkpoints.

Indicators Based on Competency: These assess the reliability of the
workforce. The components encompass certification, outcomes from
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knowledge-based and practical tests, performance in high-fidelity simulations,
and expertise in innovative technologies or processes.

The primary cultural health indicators are focused on behavior and safety.
Measurements encompass audits of procedure compliance, participation and
performance in emergency drills, the volume and quality of safety suggestions
and near-miss reports, and evaluations of safety-conscious behavior by peers
and observers.

Macro-level indicators of systemic HR effectiveness assess the people
management system. Metrics include the duration to fill safety-critical
positions, turnover rates for high-potential and mission-critical personnel, return
on investment for training programs (measured through competency
enhancement), and, crucially, employee perceptions regarding the fairness,
transparency, and utility of performance management systems.

The thorough analysis of these clusters renders this approach effective. A
decline in task performance within an explicit unit, alongside dormant
proficiency scores and condense near-miss reporting, specifies a systemic
failure in training, oversight, or cultural psychological safety that is more
noteworthy than any individual metric.

3. Putting things together and judging how well the framework works. A
framework is just a theory until it is put into action. Three main ways are
suggested:

Dashboard, Weighted Integration Putting together: Weight indicators
that show the most important parts of a strategy. When it comes to RNPP
commissioning, behavioral and competency indicators may be more
useful than production measures. Managerial dashboards should put
together data from all four segments to show trends, correlations, and red
flags. This will let HR and operational decisions be based on facts.
Meta Evaluation: Self-Check for PMS. You need to check the
evaluation system on a regular basis. This meta-assessment fits with the
areas suj

Accuracy Fairness

Validity and reliability Objectivity, transparency,
of perfarmance measurement and consistency

Performance Management
System (PMS)
Effectiveness

Strategic Alignment Developmental Value

Linkage with Suppart for learning
organizational goals and employee growth
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Figure: Dimensions of Performance Management System Effectiveness

examines the PMS's perceived fairness, reliability, strategic alignment, and
above all the degree to which its upshots are actually used to drive HR
interventions. An absolutely layout nevertheless, ignored PMS is a indication of
fruitless HRM.

Closed-Loop Feedback and Continuous Improvement: The framework must
be dynamic. As shown in

PN

e
Improvement

Figure: Continuous Improvement Loop in Personnel Management Evaluation

An impact of assessment ought to feed a closed loop scheme. By modification
of lead policy and a behavioral breaches can be inspiration for novice training,
competence restrictions shape curriculum creation besides systemic HR
capacities. This offers a self-correcting, learning-oriented people management
system that adapts to technology and regulations. Relevance to RNPP and
Challenges. This approach requires RNPP to conduct a thorough, multi-source
evaluation of safety-sensitive employees.

Thus, an engineer's assessment would include project deliverables, nuclear-
grade processes, simulated disaster performance, and "reporting culture." This
data lets leadership answer central issues with evidence: Our "human firewall":
capable and resilient? Where are we vulnerable systemically? This changes
HR's job drastically. Implementation is problematic due to designing valid, non-
gameable metrics for complex behaviors, mitigating rater bias through rigorous
assessor training, ensuring perceived fairness to maintain employee trust and
engagement, and building the data infrastructure to support integrated analysis.
The particular hindrances must be overwhelmed for the framework to be
trustworthy and convenient.
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Conclusion

This research introduces a coherent method for advanced people management
effectiveness evaluation in high-reliability companies. This sort of efficacy can
only be determined by combining data on individual production, confirmed
competence, safe conduct, and HR process efficiency.

Scientifically, our blend of tactical HRM, performance management moreover,
HRO concept to gratify a conceptual need is substantial. Performance data is
easy to integrate into a higher-level people management system assessment.

Managers in safety critical roles and HR people have to deal with some pretty
big implications. It is not easy for them. The framework that is talked about
here, it helps shift things from just going by gut feelings or stories people tell to
actually looking at facts and solid evidence. That seems important because it
makes decisions more reliable. Then there is how it uses performance data, you
know, to cut down on risks, build up worker skills, and overall push for better
safety. I think that part is key but it might be oversimplifying a bit. For this
whole system to work, though, you need money put into it, strong leadership,
and some technical support too. Companies really cannot skip that, especially
when their employees are basically the final barrier against some kind of
disaster happening. They just have to invest in it.
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