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MODERN IMPERATIVE FOR THE FORMATION AND DEVELOPMENT
OF THE COMPANY'S PERSONNEL MANAGEMENT SYSTEM BASED
ON DETERMINING THE IMPACT OF FACTORS

Abstract. Our country has accumulated considerable experience in the study of quality management problems,
and there is also a large number of works on the problems of personnel management. However, very few attempts
were made to apply a systematic approach to the problem under study, the analysis of personnel management as the
most important factor in quality assurance. Currently, management sciences lack fundamental research that provides
a holistic view of quality management.

The purpose of the study is to develop the key principles of the Kazakhstan model of personnel management
that are adequate to modern requirements for product quality and take into account the specifics of Kazakhstan on the
basis of understanding domestic and foreign experience.

The theoretical and methodological basis of the study was the conceptual provisions on the unity of man and
the social environment; on the individual as a subject of joint activity and personal development; on the determinism
of the functioning and development of the individual by the system of national value priorities, spiritual and material
needs.

The scientific article proposes measures to improve personnel management, concerning: reorientation of the
worldview of modern Kazakh managers on the quality of products, works and services; creation of a favorable
business social and managerial environment for their respective activities; orientation of the main functions of
personnel management to the general model of quality management; formation of an effective mechanism for
involving employees in the quality management process; motivation of personnel activities to ensure quality.

Key words: management system, personnel management, management efficiency, personnel management
model, adaptation of foreign experience, quality management model.

Introduction. Among the many complex socio-economic problems that modern Kazakhstan has to
solve, one of the main ones is the problem of low quality of products, works and services. Its presence is
primarily due to the country's traditional lag in quality, as well as the slow process of adaptation of
domestic commercial organizations to the market and global competition. Today, Kazakh organizations
often ignore approaches to product development based on compliance with international quality standards.
Many modern Kazakh managers do not understand that without compliance with certain standards, it will
be difficult for their organizations to promote any products to the market, to the international arena, and
even more so to win a market segment.

In Kazakhstan's history, the problem of quality became more acute in the Soviet period. At the
enterprises there was a certain plan, which was expressed in pieces per shift, in the production of products
per hour, etc. The worker was mainly interested in the «shafty, that is, in the production of more products
regardless of their quality. Manufacturers usually did not take into account that during the planning period,
customer demand for both the product range and its quality could change. This led to a situation where
large warehouses were crammed with goods that almost no one needed.
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In previous years, the quality problem was considered by us as mainly technical, primarily related to
the imperfection of equipment and technologies, the role of personnel in quality management was
underestimated.

In the context of the development of market relations, the former model of personnel management
has become clearly ineffective. There was a need to rationally change the old or form a new model of
personnel management, focused on quality management. In this regard, many Kazakhstani managers were
forced to improve their skills at various quality management courses, participate in international programs,
and actively exchange experience at seminars and trainings. However, this did not always have a positive
impact on production efficiency, since many of the existing training courses, programs, seminars and
trainings paid little attention to the behavioral aspects of quality management, human resource management.

One of the main social obstacles to the introduction of effective foreign and domestic quality
management concepts in modern Kazakhstan is the lack of attention to human resources.

Summarizing the above, it can be noted that the relevance of the research topic is determined both by
the primary importance of personnel management for quality management, and by the very weak deve-
lopment of this issue in domestic and, in many respects, foreign literature.

Methods. The paper uses methods of modeling and comparative analysis. To solve individual tasks,
the methods of the «tree» of goals and expert assessments were used. The information and empirical base
of the research is normative legal acts of the state and regional levels; official data of republican and
regional authorities; methodological, scientific, educational and reference literature, Internet materials, as
well as research conducted by the authors.

Methodological research is a general method of scientific knowledge-analysis and synthesis, content-
media analysis of sociography, a system-comparative method that allows to determine the genesis,
sequence and functioning of the stages of development of the company's personnel management and the
effectiveness of adapting foreign experience.

Research works in the field of development and effective adaptation of the mechanism for building a
model of personnel management.

Results and discussion. The world economy of the XXI century is characterized by a tendency to
revise the management approaches used over the past decades. The focus on innovation requires a change
in the priorities when making management decisions. In these conditions, it is the personnel as a carrier of
the ability to innovate that comes to the fore in ensuring the competitiveness of the organization.

This statement is true both for enterprises operating in a market economy and for organizations
operating in transformational economic systems. The ability of an employee to perform effectively is
manifested, first of all, by providing him with favorable working conditions, increasing the level of
humanization of the latter. In these circumstances, it is the perception of the employee as a core value of
the organization, the attitude in terms of the concept of «human capital» can allow to achieve the effective
functioning of the latter in terms of openness of the economies of various countries and high level of
competition.

The effectiveness of an organization's functioning depends on the «configuration» and consistency of
all its subsystems. This fully applies to the personnel management system of the enterprise. The philo-
sophy of working with «human capital» adopted in the organization, which is expressed in optimizing its
structure, cost, and development, determines the principles that should be used as the basis for building a
personnel management system. Any organization is not a static system. It is in the process of constant
development. And the degree of sustainability of this development depends on the flexibility of the
enterprise, its mobility in managing its resources. An employee as an «element of the total human capital
of the organization» must have a whole set of characteristics that allow the business entity to effectively
achieve its goals. Such characteristics at the present stage include not only traditional qualities of the labor
force (qualifications, education, work experience), but also new requirements (innovative abilities, ability
to work in a team, self-leadership, etc.).

At the present stage of development of the theory and practice of personnel management, quite a lot
of concepts have been formed, characterized by varying degrees of approbation and reliability. The whole
set of developed concepts, arranged in chronological order, allows us to study the genesis of scientific
thought in the field of personnel management. «Personnel management» as a constituent element of the
science of «management», was formed under the influence of a number of sciences: in fact, management
itself, psychology, sociology (including labor sociology, industrial sociology), ethics, organization econo-
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mics, labor law, conflictology, etc. The basis of the periodization of the development of personnel mana-
gement as a science is, first of all, the genesis of management and those concepts that were formed and
used since the end of the XIX century.

In management theory, there are traditionally several schools that have had the greatest impact on its
development. First of all, it is a school of scientific management, administrative (classical) school of
human relations, school of behavioral Sciences, school of management science (quantitative school).

It should be noted that in management, there was not a sharp change of approaches and principles
based on the emerging new school, but their joint coexistence took place. In fact, each newly emerging
school at the initial stage supplemented the existing ones.

For example, in the 60s of the XX century. in the practice of management, in fact, four schools were
used together: administrative, human relations, behavioral sciences and quantitative. In our opinion, this is
largely due to the complexity of the control object itself. It is impossible to take into account only the
economic or only the socio-psychological component in management. Therefore, it is an integrated
approach that uses the achievements of all schools, the results of their research in practice, that allows
management to effectively solve the tasks facing it.

Applied throughout the XX — early XXI centuries, the concepts of personnel management are largely
the result of not only theoretical research, but also numerous applied studies in all the above-mentioned
branches of knowledge. Summarizing the main research, we can distinguish the following basic concepts
(schools) of the science of personnel management:

1. Use of labor resources. The provisions of this concept were actively used in the practice of
management activities from the end of the XIX century to the 60s of the XX century. Proponents of this
concept were the theorists of the «School of Scientific Management», which considered not the person
engaged in production, but his function — work. Labor, in turn, as a factor of production was measured by
two parameters: the cost of working time and the amount of remuneration.

2. Personnel management. The concept has been developing since the 30s of the XX century. It was
based on the theory of bureaucratic organization by A. Fayol. A person in the organization was perceived
through his formal role-position. Personnel management was carried out through numerous administrative
mechanisms (principles, methods, powers, functions).

3. Human resource management. This direction considered a person as a «non-renewable resource» —
«an element of social organization in the unity of three main components-the labor function, social
relations, and the state of the employee» [1]. In the Soviet system of government, this concept was applied
in fragments for about 30 years and during the years of perestroika was called «activation of the human
factor».

4. The management of the person. Proponents of this concept are moving away from the «resource
approach in human perception». A person not only comes to the fore in the organization's management
system, but he begins to be considered as a «special object of management» [2].

5. Human capital management. The direction, formulated initially as a synthesis of the economic and
social components in the consideration of the organization's activities, later developed into a full-fledged
concept that considers «human capital» as a set of not only skills, knowledge, skills, but also the level of
health, the environment of human activity, etc., which jointly meet the needs of both a person and society.
In fact, there was a transition to the consideration of human capital as the main factor of competitiveness
of the country's economy.

Today, «industrial psychology» is rightfully considered one of the most important and significant
areas of interest of Munsterberg, which the scientist considered quite widely, including almost all compo-
nents of modern personnel management at the enterprise: career guidance, increasing labor motivation,
creating conditions for overcoming the negative impact of monotony of work, improving production
discipline, proper selection and placement of personnel, etc.

However, if we consider the formation of the science of «personnel management» as an integral part
of management, then it is indisputable that it is connected, first of all, with the works of F. Taylor and his
theory of «scientific management.

His main work is «Principles of Scientific Management» (1911). The author considered management
as «a process that requires constant optimization, which is based on specific laws, rules, and principles» [108].

The main object in the management system was the production staff. The task of the employee was to
accurately perform work tasks.
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It should be noted, however, that in contrast to G. Munsterberg, F. Taylor did not consider a person,
but his function «work». Like any factor of production, labor should bring the maximum possible effect at
its minimum cost. Scientific personnel management was further developed in the works of the followers of
F. Taylor, among notably H. L. Gantt, F. and L. Gilbert. G. L. Gant singled out personnel among other
factors of production, pointing out that production personnel play an important role not just in the
implementation of the production process, but in its rationalization [2]. F. and L. Gilberts laid the
foundation for microelement planning.

L. Gilbert became one of the founders of research in the field of personnel management using modern
technologies, in particular, she studied the practical aspects of recruitment, placement and training of
personnel [3,4]. In general, the approaches to human resource management of F. Taylor and his followers
can be characterized by the following main aspects:

1) personalization of responsibility, each employee of the organization is responsible for the work
and the responsibilities that he performs;

2) vertical division of labor, in which specific functions are assigned to each hierarchical level,

3) in the organization and promotion of labor, the individual prevails over the collective;

4) rationalization of labor based on minimizing time spent;

5) labor rationing;

6) orientation to economic methods in the system of labor stimulation;

7) predominance of authoritarian management style [5].

Thus, the School of scientific management formed the principles and approaches that served as the
basis for the formation of a new science «management» and its component part «personnel management.

In the future, these approaches were developed, modified, and improved.

Many of the principles proposed by F. Currently, they cannot be applied in their original form, but the
foundations laid by the School of scientific Management continue to be used fragmentally, of course, with
some adjustments.

According to modern scientists, the main weaknesses of the theory of F. Taylor is represented by the
following:

- focus exclusively on economic and administrative levers (methods) of management;

- decision-making in the field of rationing and labor stimulation was based on the capabilities of the
«best» employee in the phase of the highest sustainable performance;

- limiting the initiative of the employee;

- focus on individual rather than team work.

The founder of the classical school of management is undoubtedly A. Fayol (1841-1925). Many
modern scientists believe that A. Fayol made the greatest contribution to the development of management
theory in the first half of the XX century.

His main work «General and Industrial Management» (1916) is a generalization of practical
experience and theoretical views on how to manage an enterprise (first of all, it means the highest level of
management).

Classical approaches to administration in the organization were proposed by A. Fayol as 14 principles
of administrative activity of the head: division of labor; power-responsibility; discipline; unity of mana-
gement; unity of management; subordination of private interests to general ones; remuneration of per-
sonnel; centralization; hierarchy; order; justice; constancy of personnel composition; initiative; unity of
personnel. In addition to the basic principles of management, the author also developed the basics of
functional management («Control elements») [6].

At the same time, the administrative function of A. Fayol involves not only the selection of
employees, but also «coordination of their efforts» and «harmonization of actions».

In particular, A. Fayol distinguished the elements of qualification of managers and employees, which
included health and physical endurance, intelligence and mental performance, moral qualities, general
knowledge, administrative knowledge and awareness in the field of other functions.

A. Fayol himself believed that his principles can be applied not only in the management of an
enterprise, but also in any other sphere, including in state institutions, in the army, etc., since they are
«universal in naturey.

The theory of A. Fayol was actively used and was dominant until the 60s of the XX century. Never-
theless, its management principles are still used in the practice of personnel management.
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The formation of the theory of «human relations» is based on the theoretical and practical deve-
lopments of E. Mayo, C. 1. Bernard, M. P. Follet, B. S. Rountree. Theorists of this school conducted a
number of experiments (for example, the «Hawthorne experiment» by E. Mayo, M. P. Follet) and on their
basis formulated psychological approaches and ways to increase productivity, improve the microclimate in
organizations, and manage conflicts (including vertically).

Thanks to the representatives of this school, the employee was considered not as a «part of the
production line», but as a person [7].

E. Mayo (1880-1949) described the «Hawthorne Experiment» in his work «Human Problems of
Industrialization» (1933). The experiment was based on the approaches of the school of scientific
management, since it was one of the dominant schools at that time. During the experiment, the influence
of factors such as lighting, working hours, and wages on changes in labor productivity was studied.

However, during the experiment, it was found that labor productivity changes not only depending on
the above-mentioned physical factors, but also under the influence of socio-psychological factors (group
norms, interest in the labor process, etc.). In his research, E. Mayo, in fact, pointed out that the behavior of
an employee in the labor process is largely determined by the influence of those formal and informal
groups of which he is a member. Moreover, the influence of the informal group is much stronger.

Thus, the orientation towards individual remuneration, mainly economic and administrative levers of
management, inherent in the concept of «use of labor resources» does not bring the proper result.
Therefore, the manager must not only take into account the individual needs of the employee, but also the
system of social relations in which the employee is involved, as well as his social needs.

Thus, according to many authors, it was by the end of the twentieth century that the concept of
«human resource management»cwas finally formed in Western management theory. Theorists of this
school, developing its main provisions, nevertheless continued research, concentrating their attention on
the possibility of identifying strategic aspects in personnel management that can ensure its further
improvement. The main representatives of this school can be attributed to J. Douglas, S. Klein, D. Hunt, et
al. One of the factors that has received attention in recent years is the impact on personnel of scientific and
technical progress, the development of information technologies and other external conditions [8,9].

In the XXI century, there is a further change in the economic conditions. Communications are
becoming more complex, the volume of information flows is growing, and integration processes are
strengthening. The modern economy is a «knowledge economy», «information economy», which imposes
new requirements on personnel.

For the first time, human capital was discussed in the 60s of the XX century. However, on the
formation of a full-fledged theory («Theory of Human Capital») We can speak from the works of G.
Becker, T. Schultz and S. Kuznets. Human capital is a set of knowledge, skills and abilities that are used
to meet the needs of a person and society as a whole. In fact, the theory of human capital implies constant
investment in the development of a person, his competencies, the creation of a favorable environment for
his life.

And, therefore, this term is understood much more broadly than just employees of the enterprise.
Today, science is not talking about the employee, but about his potential, which must be constantly
developed. At the same time, the classics of the theory of human capital insist on an economic approach to
managing it.

In other words, we need more than just investments in professional development, creating favorable
working conditions, etc. It is necessary to invest in health, growth of living standards, knowledge. And,
importantly, like any investment, investment in human capital requires evaluation from the point of view
of their economic and social effectiveness. In this case, it is fundamentally wrong to talk only about one of
the effects.

Thus, the Western theory of personnel management has passed through several key stages in its
development and is currently represented by several dominant concepts in theory and practice: human
resource management, human behavior management, human capital management and system empirics.

One of the most difficult processes that take place in domestic enterprises is the transition from
awareness of the need for a specific theoretical concept to its practical use. As practice shows, many
progressive theories are applied only in fragments or not at all.

The process of building a personnel management system in an enterprise has its own consumers,
performers and suppliers. In the personnel management system, traditionally process suppliers are
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personnel management services, performers are direct managers of departments and the enterprise as a
whole, and consumers are employees of the enterprise [10].

In this case, this approach as a whole can be maintained. However, it should be understood that any
changes require the formation of a group of performers responsible for making changes. It is also
necessary to take into account the fact that changes cause serious opposition from the employees of the
organization.

Using the proposed approaches will allow you to configure the personnel management system of the
enterprise taking into account the requirements of the external and internal environment. In accordance
with the above approaches, it is advisable to identify the following stages of the algorithm for building a
personnel management system.

Consider their characteristics.

Stage 1 - awareness of the need. Without the awareness of the top management of the need for
transformation, it is impossible to transform the SUP in accordance with the ISO methodology. It is the
top management that should be the initiator of transformation. The implementation of this stage depends
on many factors, in particular on the dominant management style, on the specific problems faced by the
company and which determine the transformation of the company.

Stage 2 - Building the commitment of senior management. The top management (usually the
manager) should not only be committed to the new concept of SUP, but also provide the necessary
resources, define goals, powers, and responsibilities. At this stage, the management should formulate the
main goal of the SUP for the enterprise. In accordance with the ISO principles, the role of the manager is
also defined as fundamental.

Stage 3 - conducting explanatory work with employees of the company, forming a sense of owner-
ship of changes. At this stage you need to explain to your staff the need for changes in the personnel
management system, to form a group of supporters of the process by which it is possible to involve and
other employees in the transformation process so that fully respected the principle of participation, defined
in this paper.

The management of the enterprise should take into account the fact that, as with any changes in the
organization, there are always at least three categories of employees in the enterprise (in this context):
supporters, indifferent and opponents of transformation [11]. The main task of management in this case
should be to neutralize the impact of such factors of influence as the fear of employees before everything
new, the threat of changes in the content of work, the threat of staff reduction.

The fundamental point here is the organization of effective bilateral communications using such
methods as meeting with all employees of the enterprise, meetings, briefings, etc. Awareness of
employees, among other things, contributes to the formation of a sense of belonging to the enterprise. At
this stage, it is also necessary to create an initiative group that will carry out work on the transformation of
the personnel management system.

Stage 4 - analysis of the existing personnel management system in the enterprise. It involves a
comprehensive assessment of the existing personnel management system in the enterprise in the context of
indicators defined in the evaluation methodology proposed by us in the second chapter.

Stage 5 - analysis of influence factors. At this stage of the transformation of the personnel mana-
gement system, the initiative group of employees should conduct an analysis of the influence factors that
were identified above.

The specifics of a particular enterprise may affect the appearance of additional factors of influence.
At the same time, it is advisable to conduct an analysis based on the direction and strength of influence,
for example, using a matrix. For analysis it is necessary, first, to determine the direction of influence, i.e.
whether it is a factor of a positive orientation (+) or negative orientation (—); secondly, it is necessary to
assess the impact of specific factors on the process of transition from traditional system to the proposed
model on a scale; Third, it is necessary to assess the probability of the implementation of a particular
factor in the future.

The product of these parameters will give the value of a particular factor for the implementation of
the process of forming a personnel management system.

Stage 6 - drafting a personnel management system for the enterprise. It involves determining the main
directions of changes to the existing system in the enterprise, identifying the necessary resources,
resolving the issue of performers and deadlines for the execution of a specific task.
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At this stage, it is necessary to decompose the main goal of the personnel management system,
determined at the third stage, into components and assign an executive employee to each sub-goal.

The procedure for forming a tree of goals and assigning performers should be carried out in
accordance with the concept of goal management. The latter contributes to the formation of a sense of
ownership and increase the responsibility of employees in the enterprise.

The project should be executed in pronounced time coordinates and have the form of a calendar plan.
Also at this stage it is necessary to solve the issues of numerical adaptation of personnel and the possibility
of transferring some functions to specialized organizations.

Conclusion. In accordance with the methodology under consideration, we recommend considering
the personnel management system at enterprises as a set of the following key elements: personnel forma-
tion, personnel development, personnel evaluation and providing personnel with the necessary resources.

This approach, superimposed on the generally accepted theory of management, formed the basis for
building a model that links the goals, objectives, levels and elements of the human resource management
system in the enterprise.

Further research allowed us to formulate a model of the functioning and development of the
personnel management system in the organization, which is organically integrated into the management
system of the production and economic activities of the enterprise. The model identifies critical points in
the functioning of the personnel management system, the tracking of which will allow the business entity
to quickly respond to changes in both negative and positive directions.

When considering the possibility of using modern management technologies in the personnel
management system, special attention should be paid primarily to the numerical adaptation of personnel to
the conditions of economic activity of the enterprise. In particular, we propose the use of personnel
leasing, the transfer of part of management and production functions to outsourcing, the use of the
possibility of consolidation of enterprises through reorganization.

Our proposed system is based on linking current and prospective motivation and covers both
collective and individual incentives.
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DAKTOPJIAPBIH OCEPIH AHBIKTAY HETI'I3IHAE KOMITAHUA KbI3METKEPJIEPIH BACKAPY
JKYHUECIH KAJIBIIITACTBIPY MEH JAMBITY JIbIH KA3IPT'I 3AMAHFbI UMITEPATHUBI

Annoranus. Bi3nig emiMizne camaHpl 0ackapy MoCceIeNIepiH 3epTTeyAe alTapibIKTail TOKipHOe JKUHAKTAIFaH,
COHBIMEH KaTap KbI3METKepiepAi Oackapy mocemnenepi OOHBIHIIA KONTEreH >KyMbBICTap Oap. Anaifma, 3epTTeneTiH
mpobiemara Kykelni Ke3KapacTsl KOJJaHyFa, CalaHbl KaMTaMachl3 €TYAIH MaHBI3AbI (DaKTOPHI pETiHIEe MepCOHAI b
Gackapyapl Tangayra a3 opekeT jkacaynipl. Kazipri yakpITTa MEHEIKMEHT FBUIBIMIAPHI CalaHbl 0acKapy Typaibl
TyTac TYCiHIK OepeTiH ipremi 3epTTeyIepaiH KeTiCIeyIIIiriH ce3inyIe.

3epTTeyAiH MaKcaThl OTAaHABIK JKOHE INETEJIIK TOKIpUOEHI YFhIHY HETi3iHAe OHIMHIH carachblHa KONBUIATHIH
3aMaHayHd TajanTapra coiikec KasakcTaHHBIH epeKIIeNiriH eCKepeTiH nepcoHan 0ackapyasiH Ka3zakcTaHIbIK MOe-
JIHIH HET13T1 KaFuIaTTapbiH d3ipJiey.

3epTTeyAiH TEOPHSUIIBIK JKOHE 9J[ICHAMAJIBIK HETi31 aJjaM MEH QJIeyMETTIK OpTaHbIH OipJiri Typayibl TY)KbIPHIM-
JlaMaJIbIK epeesiep; JKeKe TYJIFa OipJiecKeH ic-opeKeTTiH cyOBeKTIiCi peTiHje KoHe ©3iH-031 IaMbITy; YITTHIK KYH-
IIBUTBIK OaCBIMABIKTApPHI, PyXaHH JKOHE MaTEPHAIABIK KOKSTTUTIKTEp KYHECIMEH jKeKe TYIFaHbBIH )KYMBIC iCTeyi MeH
JTAMYBIHBIH JEeTEPMHHN3MI OOJIIBL.

FrutbiMu Makanmaga mepcoHa MEHEDKMEHTIH JKeTuInipy OoWbrHmIa: Kasipri KazakcTaHIBIK MeHemKepIepaiH
JIYHHETaHBIMBIH ©HIM, )KYMBIC J)KOHE KbI3MET KOPCETY carachlHa Kaita Oarqapliayra; onap/blH THICTI KbI3MET] YIIIiH
KOJIAMJIbl ICKepIIiK QJIeyMETTIK-0acKapylIbUIBIK OpTa KYpyFa; MepcoHaj] MEHE/PKMEHTIHIH Heri3ri (yHKuusuiapbiH
caraHbl 0acKapy/IbIH Kbl MOJIETiHE OaFqapiayra; KbI3METKepJIep/i cananbl 0ackapy IpoleciHe TapTyIblH THIMII
TETITIH KaJbIITACThIPYFa;, CallaHbl KAMTaMachl3 €Ty OOMBIHINA MEPCOHAN KBI3METIH YOXKIEyre KaThICTHI Iapajap
¥ChIHBIIFaH.

Tyiiin ce3mep: Oackapy kyiieci, mepcoHanIpl Oackapy, 0ackapy THIMILIIr, IEPCOHANIBI OacKapy MO, Iie-
TEJIIIK TOKiprOeHi OeiiMaey, caranbl 6ackapy MOZIEII.
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COBPEMEHHbBII UMIIEPATAB ®OPMHUPOBAHUS U PA3SBUTUS CUCTEMBI YIIPABJIEHUS
IEPCOHAJIOM KOMITAHUHN HA OCHOBE OIIPEJEJIEHUA BJIUAHUA PAKTOPOB

AnHoTanusi. B Hamei ctpaHe HaKOIUIEH 3HAYUTENBHBIHN OIBIT B UCCIIEOBAHUN NPOOJIEM YIPaBIICHHS Ka4ecT-
BOM, a TaK)kKe CYLIECTBYET OOJIbIIOE KOJMYECTBO paboT 1o npodiieMaTHKe ynpasiieHHs epcoHanoM. OHako mpea-
MIPUHAMAJIOCH COBCEM MAJIO TIOTBITOK NMPHMEHEHHUs] CHCTEMHOTO ITOIX0/a K HCCielyeMol mpobieMe, aHanm3a Me-
HEJDKMEHTA IepcoHalla Kak BaKHeHIero ¢axropa oOecriedueHHs KadecTBa. B Hacrosiiee Bpems ynpaBiIeHUECKHE
HayKH HCIIBITHIBAIOT HEOCTATOK (hyHIAMEHTAJIbHBIX HCCIEAOBAHMUH, JAfONIINX EIOCTHOE TPEICTaBIeHHE 00 yrpaB-
JICHUH KadeCTBOM.

Lenp uccnenoBanus 3aKiodaeTcs B pa3paboTKe KIIOUEBBIX MPUHINIIOB Ka3aXCTAHCKON MOJEIH MEHEIKMEHTA
MEpCOHaNA, aJeKBATHBIX COBPEMEHHBIM TPEOOBAHMUIM K KaueCTBY MPOAYKIMHU U YUUTHIBAOIMX crenuduky Kazax-
CTaHa Ha OCHOBE OCMBICIIEHHUS] OTEYECTBEHHOTO U 3apyOeKHOTO OIbITA.

TeOpeTI/IKO-MeTO[lOHOFI/I‘ieCKOﬁ OCHOBOM HCCICAOBaHMs ABUWJIMCH KOHICHITYAJbHBIC IOJIOKCHHUA O €AUHCTBC
YeJI0BEeKa M COLMAIIbHOM Cpelibl; O IMYHOCTH KaK CyOBEKTe COBMECTHOH /IS TEIBHOCTH U COOCTBEHHOTO Pa3BHUTHSL; O
JIETEPMUHAPOBAHHOCTH (YHKIMOHWPOBAHUS W Pa3BUTHS JIMYHOCTH CHCTEMOW HAIMOHAJIBHBIX LEHHOCTHBIX
MIPUOPHUTETOB, JYXOBHBIX U MAaT€PHAIBHBIX IOTPEOHOCTEH.

B Hay4HOIi cTaThe IpeIoKeHbI MEPHI 10 COBEPIIEHCTBOBAHMIO MEHEPKMEHTA IIEpCOHAalIa, KaCaloLIUecs: mepe-
OPHEHTALMH MHPOBO33PEHHS COBPEMEHHBIX Ka3aXCTAHCKMX MEHEKEPOB Ha KA4eCTBO IPOAYKINH, PadOT U YCIyT;
co3/1aHus ONArONPHUATHON IEIOBOH COIMAIBHO-YIIPABICHUYECKONH CpeIsl Ui UX COOTBETCTBYIONICH NEATEIBHOCTH;
OpHEHTallMM OCHOBHBIX (DYHKIMII MEHEIDKMEHTa IepCOHalIa Ha OOLIy 0 MOJIeNb YIpaBiIeHHs KadyecTBOM; (hOpMHUPO-
BaHMA 3P PEKTUBHOrO MEXaHN3Ma BOBJICUEHHUSI pAOOTHUKOB B MPOLIECC YIPABICHUS KAUE€CTBOM; MOTHBAIUN EATEIb-
HOCTH IIEpCOHANA 10 00ECTIEYEHUIO Ka4eCTBa.

KiroueBble coBa: cucrema ymnpaBJIeHHUs, MEHEKMEHT MepcoHana, 3(pQEeKTUBHOCTh YIPABICHUS, MOJCIb
YIpaBJICHHUS IEPCOHAIIOM, aJaITalus 3apyOEKHOTO OMbITA, MOJIEJb YIPABICHHSI KAUECTBOM.
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