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INTRODUCTION
The purpose of this report is to identify the strengths and weaknesses of the human resources management system in a company that has been on the market for a century. The company's employees are located in 14 food supermarkets and number over 1000 people. In this case, the inefficient management and lack of systematic policies regarding human resources and staff development are considered. Frequent turnover and minimal training are the factors that negatively affect the company's performance and affect the workforce and human potential (Mathis et al., 2017).
At the heart of the first trend is the idea that staff should be seen not so much as a source of costs that need to be minimised, but as a resource whose use needs to be optimised.
The second trend is related to the awareness of the exclusive role of labor as a factor of production in modern conditions, the deficit of which is more difficult to overcome than other factors such as land, natural resources, technology, capital and others. And all this - in terms of the functioning of the system as a whole, taking into account its fundamental goals and strategies for achieving them (Charmine E  J Härtel and Fujimoto, 2015).
The management of human resources in the organisation is based on a pre-developed policy based on the notion that people are social capital, with the possibility of development, human resource management must be part of strategic management, building trust and commitment.
Human resource management can also be considered as an activity that arises from the strategic goals of the organization and is aimed at:
- development of policies, programs and plans for formation, development and payment of human resources, improvement of collective labor agreements;
- planning, organising, managing and controlling employees;
- selection, hiring, training, evaluation and motivation of employees;
- creating conditions and prerequisites for the use of employees in the labor process.

HUMAN RESOURCE MANAGEMENT

The human resources management system covers all activities that must be carried out within its framework, the links between them, their interaction with the environment and the way it operates in order to achieve the goals of the organization.
Human resource management covers activities that can be considered as elements and as a series of processes between which there are complex causal links (French, 2007).
Human resource planning is a continuous process of researching the organisational needs of human resources in changing conditions and developing activities to meet these needs. It has the task to determine the exact number of people with certain educational, professional and qualification characteristics, for the respective jobs, at any given moment of the development of the organisation. It is about finding a match between the organisation's workforce needs and the availability of human resources inside the organisation (already employed) and outside (those that the organisation can hire) over a period of time (French, 2007) .
The planning of the necessary human resources in quantity and quality is in close interaction with the planning of other areas of the organisation's activity such as production, marketing, innovation, investment, finance, etc. (Charmine E  J Härtel and Fujimoto, 2015). Based on the strategic opportunities and risks regarding the products and services that the organisation will offer, the market segments to which it is directed, the technological changes and investments that it will make, the organisational changes that it will make, the requirements for knowledge and the skills of the staff that will implement them - management and executive.

The planning of the employment of human resources in the organisation includes mainly the following activities:
• diagnosis of the condition, development and use of the workforce in the organisation;
• forecasting the needs and sources for staffing, ie. for the demand and supply of labor; for labor productivity, for working hours, for the development of the human factor - training, qualification, career and others;
• elaboration of a policy and strategy regarding the condition, structure, use and development of the employees of the organisation;
• development of plans for the human resources system: for the demand and supply of labor, for the organisation and productivity of labor, for the recruitment and dismissal of personnel, for the selection and appointment, for the introduction of newly appointed employees, for training and development, for careers, for the participation of the staff, for the evaluation and stimulation, for the improvement of the working conditions, for the creation of safe and healthy working conditions and others;

Staff selection
The selection or selection of staff is a key activity related to the formation of the human resources system in the organization (Charmine E  J Härtel and Fujimoto, 2015). In essence, it must find the most suitable candidate for a job in the organisation, in the relevant team and in the respective job. It is the most important starting point that affects the employees in the business organisation.
Staff training and development provides the desired changes in the knowledge, skills and attitudes of the people in the organisation. To achieve this goal, it is necessary to carry out in parallel and in interrelation the other activities of human resources management. For example, defining training needs requires analysing the relevant positions and assessing the performance of the relevant contractors in order to identify the differences between the actual and desired level of performance. In this regard, the possible influence of working conditions on the employment of employees must be taken into account. The motivation for training is related to the existing system of payment and the opportunities to increase the salary after, improving the knowledge and skills of the people (Nowlan, 2014).

The learning process goes through three interrelated stages:
-  analysis and determination of training needs;
-  design, planning and resource provision of the training process;
-  realisation and evaluation of the effectiveness of the training.
The analysis of training needs (corporate, group,
(individual) aims to determine the discrepancy between what is happening and what should happen.
The discrepancy may consist of the difference between:
- how the company (unit) works and how it should work;
- what the staff knows and can do and what they should know and be able to do;
- what the staff is actually doing and what they should be doing.
Training systems must contain as mandatory components - standards, types and forms of training, curriculum, plans and programs. The characteristics of the organization and the profile of the staff subject to training (education, position, work experience) determine the training content, the training methodology, the requirements for the teachers.
           Curriculum development includes;
-  defining the goals and expected learning outcomes;
-  determining the main characteristics of the trainees;
-  determining the content and structure of the study material;
-  determining the methods and forms of training;
-  selection of suitable teachers;
-  providing the necessary financial, material, human and information resources.

Staff appraisal - the preparation of an appraisal for the individual performance (work) of the staff is a complex set, which includes the activities for developing the goals to be achieved, the immediate (direct) responsibilities and the competencies of the people who hold a certain position (Nowlan, 2014).
First, the objectives represent the expected results to be achieved in a given timeframe and degree. Having well-formulated goals allows employees to know exactly what is required (expected) of them and ultimately - how they will be evaluated. The practical requirements for the objectives are: to be specific, clear, well-formulated and understandable; measurable in terms of quantity, quality, time and cost (where possible); coordinated, ie discussed between the evaluator and the evaluator; realistic; precisely defined in time so that their implementation can be controlled (Boxall, 2013).
Second, an element of the assessment is the requirements for fulfilling direct obligations. The assessment refers to how well the employee performs the direct duties. This is necessary because not everything he does can be presented in the form of goals. This includes his daily work in the performance of the duties arising from his job description and employment contract. Things are different in small companies, where one employee performs several functions and the orientation is more towards the achieved results.
The effectiveness of the evaluation is determined by various factors, including those involved in it at different stages of its implementation. The evaluation is made by the manager, ie by the one who assigns the work, who plans, organizes, directly manages and controls it. In addition to these responsibilities, the manager must be able to evaluate the contractors impartially, fairly, objectively. In the assessment, he should not allow personal attitude such as sympathy, antipathy, etc., to be prepared, trained to perform this responsible activity.

 Nature and characteristics of staff incentives - every worker or employee in trade or other sectors of the economy in the process of their work experiences both satisfaction and dissatisfaction. At the heart of all these manifestations of the employee is the unmet need. This need pushes the worker to one or another manifestation of his behavior. Every worker may experience dissatisfaction with wages; from the attitude of the direct supervisor; from the stagnation in his career. Therefore, motivation is a stimulus to perform certain actions in order to achieve certain goals. On this basis, it can be outlined that the basis of the motivation of each worker is an unsatisfied certain need. Motivation is important for the achieved company goals. In certain cases, the employee's goals may coincide with the company's goals and in others - there may be a discrepancy between them. To achieve company goals and personal goals, the employee makes efforts that form the content of motivation. The better motivated a worker is, the greater his achievements. That is why the task of managers is to develop a coherent system of mechanisms for real motivation of workers in trade (Bennett and Levinthal, 2017).
Motivational factors - in the practice of motivation, managers take into account a number of motivational factors that determine their behavior towards the behavior of employees.

The main motivating factors are:
• motivation - this is the desire of the employee to perform a particular job;
• the ability of the employee;
• working conditions - the workplace is included; harmfulness and burden of labor; availability of materials and information.
They provide the necessary prerequisites for the normal conduct of commercial activity and for achieving higher labor results. Taking into account these three factors, sales managers must selectively regulate them in the process of employment in order to synchronize the behavior of staff with the requirements of the organisation.

[bookmark: _GoBack] CONCLUSION 

Human resource management is a system of many factors and vectors. When the system is integrated and consistent with the development strategy of the company, then the desired results and goals are achieved. On the other hand, the adult is motivated and satisfied and achieves personal and career goals.
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