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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 of transformations 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 of the 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 of the 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 of the 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 of the entire organization directly depends on the correct
choice of the 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 of the relationship of the constituent elements in the form of Figure 1.

( N
Formation of performance Formation of competencies of Definition of performance
criteria managers indicators
~ J
e { } N
Bringing the developed assessment Preliminary testing of Rating scale selection
L mechanism to managers competencies )
Jr .
Implementation of a Performance Evaluation Adjustment of Valuation
rating scale Procedure Competencies
=
[ Formation of a mechanism for a comprehensive assessment of management personnel
J

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 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. 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 of the 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.
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YUBIMHBIH BACKAPYIIBLIBIK ITIEPCOHAJJIBI BAFAJIAYJATBI KEINEHILIIK

AnHoTanus. JKympicTa YHBIMHBIH OacKapymisl KypamblH Oaranaymarbl Kypaemi (akTopiap KapacThIPBIIFaH.
OnapplH JKYMBICBIH Oarajiay/iblH THIMII O/ICTEMECIH jkacay apKbUIbl OacKapylibl I€PCOHANIBIH JKYMBICBIH
BIHTAJIAHBIPY HBICAHJAphl MEH OMICTEPIH KETUIAIPY TETIKTepiHIH HEri3ri KOMIIOHEHTTEepi albuigbl. backapyuisl
MepCOHAJI/IBIH KYMBICHIH OarajiayFa, eH ajIbiMeH, KYpJeIiK TYPFhICBIHAH Kapay KepekK, SFHU )KYMBIC THIMJIUTIriHe
TYIKUTIKTI ocep eTeTiH (akTopiap OapliblK pecHOHAEHTTEpre TYCIHIKTI OonaThiH Oaranay KpUTEpHIUIEpIH HaKThI
JKOHE J1aI1 Oepe ajaThlH arOPUTM TYPIHZE KYPBUTYBI KaXeT ereni Ounaipeni. backapyuisl nepcoHanabl 6aranay IbiH
93ipJIeHIeH alNropuTMi €Ki Kypamjac OeJIiKKe HETi3/IeNITeH: CalalblK epeKIIeNKTepre coiikec KpHUTepHiIepi
KaJIBIITACTHIPY JKOHE ONIApIBIH MEHEKEePAiH KOCiOn camachlHBIH TalanTapblHa colKecTiri. baramay kpurepuiiiepin
d3ipIiey YII HeTi3ri OaFbITKa HeTi3IeNei: XKeKe MOJTIMETTep, KOCINTIK JaFAbpUIap XKOHE CallaHbIH KaKeTTUTIKTEpI.

KasakcTaH 5KOHOMUKACBIHBIH Ka3ipri 1aMy Ke3eHiHIH epeKIIelniri 6ackapy MepCOHANBIHBIH KYMBICHIH Oaranay
MoceleNepinae e3repicrep AeHrefine KemeHai ocep eTeTiH GpakTopiaapAblH O0Iysl HETi3iHAe aHbIKTaIansl. MyHai
(axropnapra oneMaik 3KOHOMHKAIAFbl KYPT aybITKyJap, ON3HEC-0pTafarkl e3repicTep, Kbl CallblH T€OMETPHIBIK
mporpeccusizia eceTiH 0ackapy MIHACTTEpiHIH KYpAeNiTiri, coHmaii-ak 0oceKelecTik opTa >Kargabl KaTaasl. byi
XKarfaiaa KaObUIaHFaH OacKApYIIBUIBIK INEHIMIACPAIH THIMAUIINI MEH camachl THIMIUIK, THIMIUIIK >KOHE
OeUiMIUTIK CHAKTHI KOPCETKIIUTEP/iH MAaHbBI3AbUIBIFEl JKaFbIHAH QJIIBIHFBl OpPBIHFA IIBIFaAbl. bacKapylbLIbIK
mrerriMaep i KaObliiayaarsl MKeMAUTIK JAeHreii KeNTereH xaraainapaa yilbiIMFa HapblKTa 09cekere KaOuieTTi yiibiM
0oJ1a OTHIPBIN, KAPKBIHJIBI ©3T€PETiH CHIPTKBI XKaFnaiaapra THIMII OeiiMaenyre MyMKiHIIK Oepeti.

Backapymsl nmepcoHainel OarajayAblH 931pJICHIeH aJIrOpUTMI €Ki Kypamaac OeliKKe HEri3JeNIreH: cajlajibIK
EpEeKIENKTepre COWKeC KpPUTCPHIUIepi KaNbIITACTBHIPY JKOHE OJApABIH MCEHEDKEPIiH KOCiOM camachHBIH
TajanTapelHa CoWKecTiri. baramay kputepwmiiyiepiH o3ipiey YII Heri3ri OarbITKa HETi3ielelli: jKeKe MOJIIMeTTep,
KOCINITIK JaFrapuIap jKOHE cajla KaKeTTUTIKTepi. bipiHini Tomka kac, OuTiM, )KYMBIC TOKIpHOeCci CHSIKTHI MapaMeTpiep
Kipemi. ExkiHmmi Tom TecTiniey j>koHE cypak KOIO apKbUIBI KOciOWM Ky3ipeTTinikTi Oaramay HeTi3iHAEe aHBIKTAIAIbI.
YiHMIici — caaHbIH HAKThI KAKETTUTIKTEPI )KOHE COHBIH HETI31H/Ie KOIOACIIbUIBIK CTUIBIe KOMBUTATHIH TaJarTap.
MoceneH, TOKpIMa cajachlHAa Oacka cajaylapiaH epekileleHeTiH Oenriii Oip KemOacUIbUIBIK >KUBIHTBHIFEI Oap.
MeHemkepre KpITalIbIK OHAIPYIIIEPIIH KaTad 09CEKeIeCTiK KaFJaibIHIa )KYMBIC iCTey KaOUIeTi, )KaHa HapbIKTHI
YHEMI i3]1ey JKoHE HapbIKTaFbl COHFbI KaHAIBIKTApAbI XKYHesl Typlie Oakpuiay CHSKTBI Talantap KOHbLIa bl
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MenemkepiH KociOM canachlHBIH TallalTapblH Oaraliay KPUTEPUIIEpiHE COWKECTIrIH aHBIKTAYy[bl TOYeJCi3
capariibuiap MeHeDKEP/IiH *KeKe KaCHETTepi MEeH JKYMBIC THIMJILIIT], COHBIMEH KaTap OarbIHBIIITHUIAP YIIiH OacKapy
CTWJIIHIH KaHaraTTaHybl MEH BIHFAMJIBUIBIFBI HETi31HIE JKy3ere achlpaibl. backapylibl NMepCOHANIBIH JKYMBICBIH
Oaranay oficTeMeciH KaJbIITaCTHIPYABIH HETi3r1 MaKcaThl TXiprOene KoiJaHy MEHEPKMEHT JKYMBICBIHBIH CallachlH
JKaKCapTaThIH OJIIeMICPIl aHBIKTAy OOJIBIN caHajaabl. bacKapyIIbUIBIK dJICYyCeTTIH THIMIL XKYHECIH Kypy opi Kapait
JlaMy¥Fa, COHBIMCH Oipre ajra KOHbUIFAH MakKcaTTapra KOJI JKETKi3yre Heri3 0omaisl. Opra )oHE ara MEHEIDKepIIepIi
Oaranmay Oaranay mnpouexypajapbiHa, Oeirini TEeXHOJOTHsUIap MEH oJicTepre Herizuenyi kepek. Maxkanana
YCHIHBUIFAH OacKapyIllbl IEPCOHANABIH THUIMAUIIIH Oaramay oicTeMeci CalaHbIH epEeKIIeNiriH, COHOal-aK
OackapyIIsl TONTHIH Ka3ipri 3aMaHFbEl TAANTAPBIH €CKEePe OTHIPHII, SPTYPIl dAICTEPIiH KUBIHTHIFBIHA HETi3eNTeH.
Y CHIHBUTFAH O/IiICTEMEHIH alTapiIbIKTal albIPMAIIBUTBIFBL, O OaFaay IbIH THIMII 9IiCTepiH )KWHAKTAII, OHBI KaJapiap
JKyHeciHe OHal Koca ana/ibl, COHBIMEH KaTap ajbIHFaH HOTHXKEJIEeP/i o7 CaHail OTBIPbIN, 0aCKapYIIbl EPCOHAIBIH
THIMAUTITIH apTTHIPAIBL.

Tyiiin ce3mep: Oackapy, mnepcoHai, ¢akropiap, Oaranay, KaJIbIITACTBIPY, YHBIMIACTBIPY, KYpPIEILIiK,
TUIMJIUTIK, 0aCKapy MepCOHANbI, KPUTEPHUIIIED, allTOPUTM.
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KOMIIVIEKCHOCTbD B OLHEHKE YIIPABJIEHYECKOI'O
IHEPCOHAJIA OPTAHU3AIIUN

AnHoTtanusi. B pabore paccMOTpeHBI KOMILIEKCHBIE (DAaKTOpPbl B OIIGHKE YIPaBIEHYECKOTO IIepcOHaia
opraHu3aiy. PacKpbITBI OCHOBHBIE COCTaBIIIONIME MEXaHW3Ma COBEpIICHCTBOBaHMS (OpM ¥  METOIOB
CTHMYJIMPOBaHUS pabOTHI yNPAaBICHYECKUX KaJpOB IOCPEICTBOM Pa3pabOTKH 3((HEKTHBHONH METOAMKU OLEHKH MX
Tpyna. K omeHke Tpyna ynpaBlIeHYECKOTO IEpCOHala HEOOXOIUMO IIOAXOAWTH, MPEXIE BCEro, ¢ MO3UINH
KOMILIEKCHOCTH, O3HAYaromui TOT (akT, 4To (aKTOPHI, OKA3BIBAIOIINE KOHEYHOE BO3ACHCTBHE Ha d()h(HEKTHUBHOCTH
paboThl, HEOOXOANMO CTPYKTYpHpOBaTh B BHUJE AITOPUTMA, CIIOCOOHOTO YETKO M KauyeCTBEHHO IaTh KPUTEPHU
OLICHKH, IMOHATHBIE IUISi BCEX PECIOHICHTOB. Pa3paOoTaHHBIN aJTOPUTM OLIEHKH YIPAaBJIEHYECKOTO IEPCOHAIA
OCHOBaH Ha JABYX COCTaBISIOLIMX: (pOPMHUPOBAHHME KPUTEPHUEB, COITIACHO TPeOOBaHUAM CHELM(UKH OTpaciu, U
COOTBETCTBHE 3TUM TpeOOBaHHUA NMPO(ECCHOHANBHBIX KAadeCTB PYKOBOAMTENA. B OCHOBY BBIPaOOTKHM KpUTEpHEB
OLICHKHU IIOJIOKCHBI TPU OCHOBHBLIX HAIPaBJICHUA: JIMYHBIC JaHHBIC, HpO(l)eCCI/IOHaIl]:H]:le HaBbIKU H HOTpe6HOCTI/I
0Tpaciu.

Crnenn¢uka COBPEMEHHOTO 3Talla pa3BUTHS Ka3aXCTAHCKOM AKOHOMHKH OIPEAENseTCsl HaMdieM (aKkTopoB,
OKa3bIBAIOINX KOMIUIEKCHOE BO3JICHCTBHE HA ypOBEHb TpaHc(hOpMaluii B BONpPOCaxX OLEHKH 3(PPEKTUBHOCTH
paboThl ynpaBieHuecKoro rnepconana. K takum ¢akropam MOXKHO OTHECTH pe3Kue KoeOaHuss MUPOBOM IKOHOMUKH,
W3MEHEHHS B JITIOBOW Cpezie, HapacTAOLIasl €KEroJHO B TEOMETPHUECKOM MPOTPECCHH CIIOKHOCTD yIPAaBIEHUYECKHX
3a71a4, a TaKKe yCJOBHUsSI KOHKYPEHTHOH cpeibl. B IaHHBIX YCIOBHAX ONEPAaTHBHOCTh M KAa4EeCTBO NMPHHHUMAEMbIX
YIPaBICHYECKNX PEIICHWH BBIXOAWT Ha INEPBBIM IUIaH, OMepexas IO 3HAaYUMOCTH TakKHe IIOKa3aTesd, Kak
PE3yNbTaTUBHOCTD, 3(P(HEKTHBHOCT M aJaNTHPYEMOCTb. Y POBEHb 'MOKOCTH B IIPUHATHU YIPABICHUYECKHX PEIICHUN
BO MHOTHX CJIy4asX ITO3BOJIET OpraHn3anuy 3pQEeKTHBHO MPUCTIOCOOUTHCS K TMHAMUYHO MEHSIONIMMCS BHEIIHUM
YCIIOBUSIM, OCTaBasICh KOHKYPEHTOCIIOCOOHOW OpraHu3aIieil Ha phIHKE.

Pa3paGoTaHHBIl aJrOPUTM OLIEHKH YIPABIEHYECKOIO IIEPCOHANa OCHOBaH Ha JBYX COCTABJIAIOIIUX:
(opMHpOBaHHE KPHUTEPUEB, COTJACHO TpeOOBaHMSIM CIENU(UKU OTpaciv, U COOTBETCTBHE ITUM TpeOOBaHUS
npodecCHOHANBHBIX KauecTB PYKOBOAUTENA. B OCHOBY BHIPaOOTKH KPHUTEPHEB OLIEHKH MOJIOKEHBI TPH OCHOBHBIX
HalpaBJIeHUs: JTMYHbIE JaHHbIE, TPO(ECCHOHATILHBIE HABBIKH U MOTPEOHOCTH OTpaciy. B repByio rpymiy BKIIOYEHBI
TaKWe IMapaMeTpbl, Kak Bo3pacT, oOpa3oBaHMe, CTak paboTbl. Bropas rpymnma ompezesnsiercss Ha OCHOBE OLCHKH
poQeCcCHOHANBHBIX KOMIICTEHIIMH TECTHPOBAaHWEM W aHKETHpOBaHMEM. V TpeThsi BKIIIOYAET cHenugpuyecKrue
MOTPEOHOCTH OTPACIH U, HCXOJS M3 HUX, TPEOOBAHMS K CTHIIIO PyKOBOACTBA. Tak, HApUMeEp, B TEKCTHILHON cepe
CYIIECTBYET OMNpEICNCHHBII Ha0Op K PYKOBOAWTENIO, OTIMYAIOMIMACS OT Ipyrux otpacieid. K ympaBieHiry
MPEABSIBISIOT Takhe TPeOOBaHMS, KaK BO3MOXKHOCTh pabOTHI B YCIIOBHSAX XECTKONW KOHKYPEHIIMH CO CTOPOHBI
KATaWCKUX MPOMU3BOAUTEICH, IOCTOSIHHBI IIOMCK HOBBIX PBIHKOB COBITA, CHCTEMAaTHYECKOE OTCIICKUBAHNE
MOCJIEAHUX MHHOBAIMI Ha PBIHKE.
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OmnpeneneHre COOTBETCTBUSI TpeOOBaHUs NPO(ECCHOHAIBHBIX KayeCTB PYKOBOIUTENS KPUTEPHSM OLIEHKU
MPOBOANTCS HE3aBUCHMBIMHU SKCIIEPTaMH Ha OCHOBE KaK JIMYHOCTHBIX Ka4eCTB PYKOBOJIUTENS, TaK ¥ 3(PPEKTUBHOCTH
ero paboThl, a TaK)Xe YJOBJIETBOPEHHOCTH ¥ KOM(QOPTHOCTH CTUIISI PYKOBOJICTBA JJIs MOJYMHEHHBIX. OCHOBHAsI LIeNb
(opMHpOBaHHS METOJAMKHM OLEHKH S(GQGEKTHBHOCTH pPadOTHl YIPaBICHYECKOTO IIEpCOHala 3akKilodaeTrcss B
OIIpeJIeTICHNH KPUTEPHEB, IPUMEHEHNE KOTOPBIX HA MPAKTHUKE MO3BOJIUT ITOBBICHTH Ka4€CTBO Pa0OTHI PyKOBOJICTBA.
Cosnanue >pPeKTUBHOI CHCTEMBI YIIPABICHYECKOT0 MOTEHINANA SIBJISIETCSI OCHOBOM ISl JAIbHEHIIIEro pa3BUTHS, a
TaKKe IOCTHXKEHUSI IMOCTABICHHBIX Leneld. OneHka pyKoBOOUTeNeH KaK CPEeIHEero, Tak M BBICLIETO 3BEHa JOJDKHA
CTPOMTBCS Ha OLIGHOYHBIX MPOLIENYpaX, ONPEACICHHBIX TEXHOIOTHAX U MeToaX. [IpeasiokeHHast B CTaThe METONUKA
OLIeHKU 3()(HEKTUBHOCTH YNPABIEHYECKOIO NEPCOHala OCHOBAaHA HA COYETAHHUHM PAa3IMYHBIX METOMUK C Y4EeTOM
crieliM(UKKA OTPACIH, a Tak)Ke COBPEMEHHBIX TPeOOBaHWH K PyKOBOAAIIEMY cocTaBy. CyIIECTBEHHBIM OTIMYHEM
NPEIUIOKEHHOW METOOUKH SABJIAETCS TO, YTO OHA AKKyMyJlupoBaja Haubosee HEHCTBEHHbIE METOIbl OLCHKH,
CHOCOOHBIE JIETKO BCTPaWBaThCsl B CUCTEMY KaJpOBOW CIyKOBI, a Takke TMOBBICHTh J(P(EKTHBHOCTH
YIPaBJIEHYECKOT0 [IEPCOHANIA 32 CYET TOUHOTO KOJIWYECTBEHHOTO U3MEPEHUs [OTyYEHHBIX PE3yIbTaToB.

KiroueBble cji0Ba: ynpaBieHHe, HEepcoHal, (aKTOpbl, OLEHKA, (hOPMHUPOBAHHE, OpraHU3AIMsA, CIOXKHOCTS,
5(QPEKTUBHOCTD, YIIPABICHYECKUI IEpCOHAI, KPUTEPHH, aJITOPHTM.
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