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INTEGRITY IN THE ASSESSMENT OF MANAGEMENT
PERSONNEL OF THE ORGANIZATION

Abstract. The paper considers the complex factors in the assessment of the managerial staff of the organization.
The main components of the mechanism for improving the forms and methods of stimulating the work of managerial
personnel through the development of an effective methodology for evaluating their work are disclosed. The
assessment of the work of management personnel must be approached, first of all, from the perspective of
complexity, which means the fact that the factors that have a final impact on work efficiency must be structured in
the form of an algorithm that can clearly and efficiently give assessment criteria that are understandable to all
respondents. The developed algorithm for evaluating managerial personnel is based on two components: the
formation of criteria according to the requirements of the industry specifics and the compliance with these
requirements of the manager’s professional qualities. The development of assessment criteria is based on three main
areas: personal data, professional skills and needs of the industry.

Keywords: management, personnel, factors, assessment, formation, organization, complexity, efficiency,
managerial personnel, criteria, algorithm.

Introduction. The specifics of the current stage of development of the Kazakhstani economy is
determined by the presence of factors that have a complex effect on the level oftransformations in matters
of evaluating the performance of management personnel. Such factors include sharp fluctuations in the
global economy, changes in the business environment, the complexity of managerial tasks growing
annually in geometric progression, as well as the conditions of the competitive environment. In these
conditions, the efficiency and quality of managerial decisions taken comes to the fore, ahead in terms of
importance of indicators such as effectiveness, efficiency and adaptability. The level of flexibility in
making managerial decisions in many cases allows the organization to effectively adapt to dynamically
changing external conditions, while remaining a competitive organization in the market.

Methods. The scientific and methodological basis of the study was general scientific methods and
principles. These include a systematic approach, a structural analysis of the state and development of the
innovative infrastructure of the region, synthesis methods, as well as graphic and abstract-logical methods.

Mainpart. More and more business owners are becoming aware ofthe importance of raising the level
of qualification not so much of workers and specialists as of top management, since the future of the
whole organization depends on the choice of the correct future development path. In this regard, the
business owners face a dilemma: to grow and train a highly effective manager from among the reserves
available at the enterprise, or to attract a ready-made specialist in the field of management [1]. Each of
these areas has its own characteristic positive and negative sides. Attracting a ready-made specialist at first
glance seems to be most effective due to the simplicity of its implementation. There are no training costs,
there is no need to wait for the finished results, the specialist is already coming to the organization with his
own knowledge and experience. However, it only seems so at first glance. Further analysis of this area
reveals a number of significant shortcomings that can completely level the entire positive effect of
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attracting a ready-made manager to the organization. Thus, ready-made solutions that give good results in
one organization may not necessarily be able to repeat their positive effect within the framework of
another enterprise. There is a need to adjust the available management methods to the realities of an
individual organization, which does not always positively affect the final result. Also, the lack of training
costs for top managers leads to the latter being disinterested in the results of work, as well as the
possibility ofthe specialist leaving for a new job, capable of providing not only a stable present, but also a
stable future position in the progressive movement along the career ladder. In this regard, competent
business owners are increasingly choosing the second way to improve the efficiency of management
personnel. Namely, significant funds are allocated, the purpose of which is the formation of a reserve of
managerial personnel capable of taking the organization to the development of new heights in business at
a high-quality level. Also, a huge advantage of growing your staff is the fact that the growth process itself
occurs from the bottom to the top level, under which the specialist can study the work of the enterprise
from the inside, which subsequently makes it possible, based on the acquired knowledge, to see the whole
picture of the ongoing transformations within the organization. in order to target these changes to the end
result. Also, the human factor that has a positive impact on the effectiveness of the organization cannot be
discounted. A specialist is more attached to the organization if he was trained at this enterprise than a
third-party manager worker who is confident in the level of demand for his knowledge in the market. This
confidence can negatively affect the results ofthe final work [2,3].

Therefore, in the conditions of choice, business owners are increasingly using the second way of
developing top management of the organization in practice. Awareness is gradually being formed of the
need for advanced training not only of workers, but also of management personnel. The development of
management skills among top managers through advanced training has a positive effect on the overall
competitiveness of the company in the market. Moreover, this training should be comprehensive, and not
be a one-time promotion. Conducting such one-time training events is too costly and inefficient for the
organization.

The priority tasks include raising the level of qualification of managerial personnel due to the fact that
our country is changing its development guidelines, moving on to an innovative path. The priorities of
national projects make it clear that the “Education” section is becoming one of the main ones that require
increased attention to its problems among leaders at various levels. From these positions, it is necessary to
distinguish two approaches that are complementary:

1 there is a need to identify "growth points" that can have a significant impact on the further
development of this area;

2. The need to develop new methods in education inevitably leads to the introduction of innovative
mechanisms in the management system.

From these positions, managers of various levels of management have a need for continuous
improvement of management skills, which inevitably necessitates a systematic increase in the level of
qualification. The existing baggage of knowledge and skills is already insufficient in modern conditions
for managerial managers. There is a need not only to develop their skills, but also to actively apply them
in practice, which can have a significant impact on the organization’s ability to maintain its market
position. Managing personnel, with their unwillingness to develop their knowledge and skills, can cause
significant damage to the company by inhibiting all management processes and mechanisms at the local
level. The inept application of control action leads to additional costs when the organization is forced to
spend significant funds where competent management is able to solve the problem with minimal cost of
funds and energy [4]. From these positions, the issues of improving the personnel management system of
an enterprise based on the development of management skills at various management levels are of
particular relevance.

Special attention deserves consideration of the problem of improving the mechanism of managerial
skills of top management of an organization. Currently, the development of management skills of top
managers means only advanced training in various courses, retraining and training. At the same time, they
forget about more important mechanisms for improving managerial skills, which include carrying out a
comprehensive analysis of the needs of the leader, which can identify areas of development for the entire
organization [5]. This assumption is based on real statistics that reveal the relationship between the level
of development of managerial skills of managers and the results of the enterprise. The regularities are
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revealed, consisting in the fact that a high level of competence of managers inevitably leads to an increase
in the efficiency of the entire organization, and therefore to an increase in the volume and money terms of
the results of the organization. In modern business, the most demanded in the labor market is the
"developing and developing leader”, i.e. manager aimed at constantly updating professional knowledge. In
these conditions, the growth of labor productivity ofthe entire organization directly depends on the correct
choice ofthe mechanism for the development of managerial personnel [6,7].

The assessment of the work of management personnel must be approached, first of all, from the
perspective of complexity, which means the fact that the factors that have a final impact on work
efficiency must be structured in the form of an algorithm that can clearly and efficiently give assessment
criteria that are understandable to all respondents.

The algorithm for the formation of a comprehensive assessment of the results of labor of managerial
personnel seems possible, to more clearly reflect the existing relationships, to show schematically in the
form ofthe relationship ofthe constituent elements in the form of Figure 1.

Formation of performance \  Formation of competencies of ~ _N f Definition of performance !
v criteria ' A managers indicators
Bringing the developed assessment Preliminary testing of Rating scale selection
mechanism to managers competencies
Implementation of a Performance Evaluation Adjustment of Valuation
rating scale Procedure Competencies

Formation of a mechanism for a comprehensive assessment of management personnel

Figure 1 - Algorithm for the formation of a comprehensive assessment of the results of labor of management personnel

This process traditionally begins with the stage of forming performance criteria. Subsequently, the
selected criteria, passing through the subsequent stages, transform competencies and performance
indicators of management personnel. Through the procedure for introducing the developed criteria into the
practice of evaluating the performance of a manager, the developed evaluation mechanism is applied in
practice. Subsequently, there comes a period of testing the mechanism, making adjustments based on the
requirements of the enterprise, and the subsequent formation of a mechanism for a comprehensive
assessment of managerial personnel [8].

The developed algorithm for evaluating managerial personnel is based on two components: the
formation of criteria according to the requirements ofthe industry specifics and the compliance with these
requirements of the manager’s professional qualities. The development of assessment criteria is based on
three main areas: personal data, professional skills and needs of the industry. The first group includes such
parameters as age, education, work experience. The second group is determined on the basis of the
assessment of professional competencies by testing and questioning. And the third includes the specific
needs of the industry and, based on them, requirements for leadership style. So, for example, in the textile
sector there is a certain set of leadership, different from other industries. The manager is presented with
such requirements as the ability to work in conditions of fierce competition from Chinese manufacturers,
the constant search for new markets, and the systematic monitoring ofthe latest innovations in the market.

Determining whether the requirements of a manager’s professional qualities meet the assessment
criteria is carried out by independent experts on the basis of both the manager’s personal qualities and his
work efficiency, as well as satisfaction and comfort of the management style for subordinates. The
assessment is carried out according to the developed methodology, as well as the data obtained on the
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evaluation of criteria in three areas. The involved experts fill out an expert opinion on the form. This
conclusion is attached to the leader’s grading table. Further, specialists of the personnel department, under
the guidance of the director of the company, carry out calculations, fill out evaluation forms, and form
recommendations aimed at adjusting the work of the head according to the estimates received. If the
average estimated indicators are above the average, the management style is recognized as effective and
recommendations are made on adjusting management methods. When the indicators are below average,
the company management decides to either part with the manager or adjust his working methods. Such a
decision is made on the basis of the complex results of the situational approach. At the same time, first of
all, the interests of the industry or textile enterprises are put forward.

Conclusion. The main objective of the formation of a methodology for assessing the performance of
management personnel is to determine the criteria, the application of which in practice will improve the
quality of work of management. Creating an effective system of managerial potential is the basis for
further development, as well as the achievement of goals. Evaluation of managers of both middle and
senior management should be based on assessment procedures, certain technologies and methods. The
methodology for evaluating the effectiveness of managerial personnel proposed in the article is based on a
combination of various methods, taking into account the specifics of the industry, as well as modern
requirements for the management team. A significant difference between the proposed methodology is
that it accumulated the most effective assessment methods, which can easily be integrated into the
personnel service system, as well as increase the efficiency of managerial personnel by accurately
quantifying the results obtained.

M.B. FOHycoBl, A.M. Ecupkenosa2 XX.T. Annesa3

IM. 3ye308 atbiHAarbl OHTYCTik Ka3akcTaH MeMIeKeTNK yHuBepcuTeTy LLbIMKeHT, KasakcTaH;
ZKazakcTaH Pecriybnmkach MNpe3naeHT xaHblHAarsl MemekeTnk 6ackapy
aKafemMmAcbiHbIH LLIbIMKeHT K. 60liblHILa thunvansl, KasakcTak;

XHapxo3» yHuBepcuTeTy AnmMartsl, KasakctaH

¥NbIMHbLL, BACKAPYLLbIMbIK MEPCOHAAbI BAFANAY OAT bl KELLEHA111K

AHHOTauua. XymbicTa yibIMHbIH 6ackapyllbl KypambiH Garanaygarsl KYPgeni haktopnap KapacTbipbliraH.
OnapfplH XyMbICbIH GaranayfblH TUIMAI 34t0TEMECL >Kacay apKblibl 6ackapyllbl MEepcOHaNAbIH >KYMbIChIH
bIHTa1AHAbIPY HblCAHAAPbl MEH 3AK0TEPLU KeTingipy TenKTepLil, Hemn3n KOMMOHEHTTepi awbingbl. backapyLubl
MepcoHasabIH XXYMbICbIH 6aranayra, eH angpivMeH, KYPAENiniK TyproiCbiHaH Kapay Kepek, ArHu XXyMbIC TUiMAiniriHe
TYNKINiKTI 3cep eTeTw hakTopnap 6ap/blK pPecrnoHAeHTTepre TYCIHIKTI 6onaTbiH 6aranay KpUTepuiAnepiH HakTbl
XK3He fan 6epe anaTblH anropuT™ TYPIHAE Kypblnybl K&XeT gereHai 6ingipesi. backapyLibl nepcoHangsl 6aranaygbiH
asipneHreH anroputmi ekl Kypampgac 6enlkke Heri3genreH: cananblK epekLenikTepre Calikec Kputepuiinepgi
KanbINTacTbIpy X3HEe 0napAblH MeHeAKepALl, K3Cibn canacbiHbIH TaslanTapbliHa C3MKeCTIiri. baranay Kputepuiinepiu
33ipney YL Heri3ri 6arbiTka Herisaeneai: XKeke ManiMeTTep, K3CiNTiK aarablnap X3He canaHblH KaKeTTiNiKTepi.

KasakcTaH 3KOHOMUKACbIHbIH Ka3ipri famy KeseHiHiH epekLueniri 6ackapy MepcoHasbiHbIH XYMbICbIH 6aranay
Ma3cefienepiHge e3reproTep AeHreiiHe KeweHAi acep eTeTiH (hakTopnapAbiH 60Mybl HerisiHae aHblkTanagbl. MyHgaali
(hakTOpnapra anemMzik aKoHoOMUKagarsl KYpT aybITKynap, 6u3Hec-opTagarbl esrepictep, bl caiiblH reoMeTpUsNbIK
nporpeccusga eceTiH 6ackapy MiHAeTTepiHiH KYPaeniniri, coHgan-ak 63CeKenecnKk opTa >Karfjaibl >xatagsl. byn
Xarfjaiga KabblifaHraH 6GackapylubifblK LUeliMAEpAiH TWMALWN MeH canackl TWIMAINMIK, TUIMAINIK >K3He
6eTMALWK CUAKTbI KepCeTKITEPAIH MaHbI3AbUIbIrbl XarbiHaH anfblHrbl OpbIHra LWbiradbl. backapyLlubiibiK
WeliMaepai kabbingayaarbl MKEMAINIK AeHreii KenTereH xargannapaa yibiMra HapblkTa 63cekere KabineTTi yilbim
60na oTbIpbIN, KapKbIHAbI €3repeTiH ChIPTKbI Xargainapra Tnimgi 6efimgenyre MYMKIiHAIK 6epeay

backapyLbl nepcoHangpl 6aranayfiblH 33ipfieHreH anroputm ekl Kypampac Genikke Heri3fenireH: canasnblk
EpeKLUEe/DKTepre CIKeC KpuTepuitnepai KanbiNTacTblpy X3He OnapAblH MeHeMkepdl, k3abu canacbiHbIH
TananTtapblHa caiikecnn. baranay KputepuiinepiH 33ipney YLl Herisri 6arbiTka Herisgenegi: >xeke MafnimeTTep,
KACINTiK farablnap XaHe cana KakeTTLKTepr BipiHWi Tonka »xac, 6iim, XXyMbIC T 1pnbea CUAKTbI NapameTprep
Kipedi. EKiHWI Ton TecTiney 3He Cypak KOK apKblibl K3abu Ky3ipeTTinikTi 6aranay Henswifie aHbIKTanaipl.
Y WiHLWICI - CanaHblH HAaKTbl KOKETTINIKTEPI XK3HE COHbIH HETi3iHAe KelbacllblbIK CTUbre KOMbIaTbIH TananTap.
MasceneH, ToKbIMa calacbiHga 6acka cananapfaH epekileneHeTiH 6enrw 6ip Kew6aclbliblK XWbIHTbITbI 6ap.
MeHemKepre KblTalnblK eHAipyLwinepaiH KaTan 63ceKenecTiK »argaiblHAa XXYMbIC H0Tey KabineTi, XaHa HapbIKTbl
YHeMi i34y X3He HapbIKTarbl COHIbl XXaHabIKTapabl Xyieni TYPae 6akbinay CUSKTbI TaianTap Koiblnagbl.
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MeHempkepal, k3abu canacbiHbly TananTapbiH 6aranay KpuTepuiinepiHe CIWKECTIriH aHbIKTaygbl Tayenas
capanibliap MeHeKEPAIL, XKeKe KaCUeTTepPI MEeH XXYMbIC TMIMAINITT, COHbIMEH KaTap 6arbiHbiWTbinap YLUiH 6ackapy
CTWNIHIL, KaHaraTTaHybl MeH bILrainbiabIrbl HerisiHae ysere acbipafpl. backapyllbl NepCOHaAbIL, XYMbICHIH
6aranay s4iCTeMECIH KafbINTaCTbIPy/bILL, HETi3ri MakcaTbl THK1pnbee KonfaHy MeHeIXXMEHT >KYMbICbIHbILL, CanacbIH
KaKcapTaTbiH eNllemMaepai aHbIKTay 60/bIN caHanadbl. backapyLbiNbik aneyeTTil, TuiMai XYVleciH Kypy api Kapait
famyra, COHbIMeH 6ipre anra KolibliraH MakcarTapra Kos »eTkisyre Heriz 6onagpl. OpTa X3He ara MeHegKepnepai
baranay 6aranay npouegypanapbiHa, Oenrini TexHo/morusnap MeH 3ftoTepre Herisgenyi Kepek. Makanaga
YCbIHbIITaH 6ackapylubl MepcoHangpil, TUIMAINITIH 6Garanay SficTeMeci CalaHbIl, epeKLeniriH, COoHAal-aK
HackapyLubl TONTbILL K™ p N 3aMaHrbl TalanTapblH €CKepe OTbIPbIM, 3PTYPAi 34ICTEPAIL, XUbIHTbIrbIHA HEri3AenreH.
¥CbIHbI/ITaH 3AK0TEMEHLL, aliTap/blKTai aliblpMallbl/ibirbl, 0 6aranayablil, TMIMAT 34iCTePIH XWHaKTan, OHbl Kagpnap
*YVleciHe oLali Koca anafjbl, COHbIMEH KaTap a/lblHraH HTVKeNepai [3N caHaii OTbIpbIn, 6ackapyLubl NepcoHanabILL
TVIMAINITIH apTThipadbl.

TywH ce3gep: 6ackapy, nepcoHan, (akTopnap, 6aranay, KaibinTacTbipy, YibiMgactbipy, KYPgeninik,
TMiMAiNiK, 6ackapy nepcoHabl, KpUTEPUANEp, aropuTM.

M. B. FOHycoBl A. M. EcupkenoBa2 XX. T. Anvesa3

JnokTopaHT PhD no cneyuansHOCTU «9KOHOMUKay HOXHO-Ka3axcTaHCKoro
rocyfapcTBeHHOro yHusepcuteta UM. M.Ay330Ba, LLIbIMKeHT, Ka3axcTaH;

Z00KTOP 3KOHOMMYECKUX HayK, npoteccop Pununana AKaLemMmumn rocyapCcTBEHHOr0 yrpasnieHus
npu Mpe3ngeHTe Pecny6nnky KasaxcraH no ropogy LUbIMKeHT, KasaxcTaH;
XaHamaaT 3KOHOMUYECKMX HayK, aCCOLMMPOBaHHbIA npodeccop,

YHusepcuTeT «Hapxos», AnmaTtel, KazaxcTaH

KOMIMJIEKCHOCTb B OUEHKE ¥YTPABTEHYECKOIO
MEPCOHAJTA OPITAHN3ALIN

AHHOTauma. B paboTe pacCMOTPeHbl KOMMEKCHbIE (aKTopbl B OLEHKE YMPaB/iEHYECKOr0 MNepcoHana
opraHusaumn. PackpbiTbl OCHOBHble COCTaB/sOWME MeXaHW3Ma COBEpLUEHCTBOBaHMS (OpM 1 METOAO0B
CTMMY/IMPOBaHMA paboTbl YNpaBleHYeCKMX KafpoB MOCPeACTBOM pa3paboTKM 3(EKTUBHON METOANKN OLEHKN MX
Tpyga. K oueHKe Tpyda ynpaBfeHYeCcKOro MepcoHana HeobX0AMMO MOAXOAUTb, MPeXae BCEro, € Mo3vumm
KOMIN/IEKCHOCT, O3HaYatoLLMiA TOT (haKT, UTO (haKTopbl, OKa3blBatOLLMe KOHEYHOe BO3AeCTBME Ha 3((EKTUBHOCTD
paboTbl, HEOOX0AMMO CTPYKTYpMUpOBaTb B BWAE anroputma, CMOCOOGHOTO YETKO M KauyeCTBEHHO fAaTb KpUTepum
OLIEHKM, MOHSATHbIE ANS BCEX PECMOHAEHTOB. Pa3paboTaHHbIA anropuTM OLEHKM YMNpaBieHYECKOro MnepcoHana
OCHOBaH Ha [BYX COCTaBMstOLMX: (DOPMMPOBAHWE KPUTEPMEB, COrMacHO TpebGoBaHWAM CheuuduKki oTpacaun, U
COOTBETCTBME 3TUM TPe6GOBaHMA MPOECCHOHA/IbHBIX KauyeCcTB PyKoBOaMTeNs. B OCHOBY BbIpabOTKM KpuTepueB
OLLEHKW MOMOXKEHbI TPW OCHOBHbIX HaMpaB/feHUs: /INYHbIE AaHHble, NMPOMECCHOHa/IbHbIE HaBbIKM 1 MOTPEGHOCTM
oTpac/iu.

Cneumdmrka COBPEMEHHOO 3Tana pasBUTWS Ka3axCTaHCKOW 3KOHOMMWKW OMpPeAensieTcs HanmumMem (hakTopos,
OKa3blBatLLMX KOMMAEKCHOE BO3AECTBME Ha YpOBEHb TpaHcopmauuii B BOMPOCax OLEHKM 3((EKTUBHOCTM
paboTbl yNpaBneHYecKoro nepcoHana. K Takum haktopam MOXXHO OTHECTM pe3Kne KonebaHnsi MUPOBOIA SKOHOMMKN,
M3MEHEHWSA B AE0BOI Cpefe, HapacTatoLas eXXerof4Ho B FeOMETPUYECKON MPOrPeccum CNOXKHOCTb YMPaBeHYECKUX
3afa4y, a TaKkKe YC/OBUS KOHKYPEHTHOW cpefbl. B faHHbIX YCNOBMAX ONEpPaTMBHOCTb M KavyeCTBO MPUHMMAEMbIX
YMpPaB/iEHYeCKUX PELLEHNA BbIXOAUT Ha MepBblii MnaH, OnepeXas MO 3HAYMMOCTM TaKue MoKasaTenn, Kak
pe3ynbTaTUBHOCTb, ANEKTUBHOCTL M afanTUPYEMOCTb. Y POBEHb MMOKOCTU B MPUHATUAN YNPaBNEHUYECKNX PELLEHWIA
BO MHOIMX C/lyyasix MO3BOMSAET OpraHu3aumm 3heKTUBHO NPUCMIOCOBUTLES K AMHAMUYHO MEHSHOLLMMCS BHELLHUM
YCNOBWSIM, OCTaBasiCb KOHKYPEHTOCMOCOOHOI opraHu3aLmeid Ha pbIHKe.

Pa3paboTaHHbI  anropuTM  OLEHKM YMpaB/EHYECKOTO MEepCOHasla OCHOBaH Ha [BYX COCTaB/ISHOLLMX:
(hopMMpoBaHMe KpWUTEPWEB, COrMacHO TPebOBaHWAM CheuuduKU OTpaciu, W COOTBETCTBME 3TUM TpeboBaHMS
MPOQECCMOHA/BbHBIX Ka4yeCcTB pyKoBOAWTENs. B OCHOBY BbIpabOTKM KPUTEPWEB OLIEHKM MOMOXEHbI TP OCHOBHbIX
HarpaBNeHNS: NINYHblEe AaHHbIE, NPOCECCMOHAbHbIE HaBbIKW 1 MOTPEGHOCTM OTpaciu. B nepByto rpynny BK/KOYEHSI
TakMe napameTpbl, Kak BO3pacT, 06pa3oBaHWe, CTak paboTbl. BTopas rpynna onpeaensieTcs Ha OCHOBE OLIEHKM
NPoecCOHa/IbHbIX KOMMETEHLMIA TECTUPOBAHMEM W aHKeTMPOBaHMEM. W TpeTbsi BK/OYaeT creyutmnyeckme
MOTPEBGHOCTM OTPAC/N W, UCXOAA U3 HUX, TPeOOBaHMS K CTUMHO PYKOBOACTBA. Tak, Hanpumep, B TEKCTU/bHOIM cepe
CYLLECTBYeT oOnpefenieHHbIi Habop K PYKOBOAMTENO, OTAMYalOWMIACA OT Apyrux oTpacneidi. K ynpaeneHuy
NpesbsaBAAOT Takue TpeboBaHMs, KaK BO3MOXHOCTb PaboTbl B YC/OBUSAX XKECTKOW KOHKYPEHLMW CO CTOPOHBI
KUTACKNX MPOW3BOAWTENENA, MOCTOSHHBIA MOMCK HOBbIX PbIHKOB CObITA, CUCTEMATUYECKOE OTCMEXMBAHME
MOCNeAHNX NHHOBALIMIA Ha PbIHKE.
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OnpegeneHne COOTBETCTBUS TPeGOBaHMS MPOQECCUOHABHBIX KAYeCTB PYKOBOAWUTENS KPUTEPUSM OLIEHKM
MPOBOAMTCS HE3ABMCUMbIMI 3KCMEPTaMI Ha OCHOBE Kak JIMYHOCTHbLIX KAUeCTB PyKOBOAWUTENS, TaK U 3EKTUBHOCTU
ero paboThbl, a TaKXKe YA0B/IETBOPEHHOCTM 1 KOM(OPTHOCTU CTWMS PYKOBOACTBA A/ MOAUMHEHHBIX. OCHOBHAS Liefb
(hOPMMPOBAHNST METOAMKM OLEHKM 3((HEKTUBHOCTM PabOTbl YMpaBfEHYECKOTrO MepcoHaia 3ak/yaeTcs B
OnpeseneHnn KpUTepyueB, NPUMEHEHNE KOTOPbIX HA MPAaKTUKe MO3BOJIMT MOBbLICUTL KAYeCTBO PaboThl PYKOBOACTBA.
Co3zgaHue 3thheKTUBHON CUCTEMbI YNPABNEHYECKOTO NOTEHLMANA SBNSETCS OCHOBOM A5 AaNbHENLLEro pasBuTus, a
TaKKe JOCTUXKEHWS MOCTaB/EHHBIX Lienell. OueHKa PyKOBOAMTENEN Kak CPeAHEro, Tak U BbICLLIErO 3BEHa AO/MKHA
CTPOMTLCA Ha OLEHOYHBIX MPOLEAYpax, ONPeLeneHHbIX TEXHOMOMMAX 1 MeTogax. MpeaioxeHHas B CTaTbe METOAMKA
OLEHKM 3(P(eKTUBHOCTM YNPaB/EHYECKOr0 MEPCOHasa OCHOBAHA HA COYETAHUM Pa3/INYHbIX METOAMK C YYETOM
cneumntmKy OTpacin, a Takke COBPEMEHHbIX TpeGOBaHWA K pyKoBogsileMy cocTaBy. CyLUECTBEHHbIM OT/IMUMEM
MPEANOXKEHHOM METOAMKM SBASETCS TO, UYTO OHA akKyMy/jMpoBala HauGonee [AeCTBEHHblE METOAbl OLEHKY,
CrocobHble /IErKo BCTpauMBaTbC B CUCTEMY KafpoBOW CHyx6bl, a Taloke MOBbICUTb 3(HEKTUBHOCTL
YNpaB/IeHYeCKOro NepcoHaa 3a CYeT TOYHOIO KO/IMYECTBEHHOMO M3MEPEHMS MOJTyUYeHHbIX Pe3y/bTaToB.

KntoueBble cnoBa: ynpaeneHWe, MepcoHas, (PakTopbl, OLEHKa, (POPMUPOBaHME, OPraHW3auusi, CROXHOCT,
3(hheKTMBHOCTb, YNPaBIEHYECKMIA NEPCOHAS], KPUTEPUW, alTFOPUTM.
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