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Abstract

The personnel performance program is designed to create a highly motivated workforce with the ability to
perform tasks for the company. This leads to an increase in production volumes, which means that the company
increases the value of labor resources. Labor productivity, motivation and creativity of personnel are competitive
advantages in market conditions that determine a successful strategy aimed at increasing the value of the company.
Personnel efficiency system is a unique set of priorities for investment in human capital. The aim of the research is to
propose scientifically grounded approaches to increasing the effectiveness of personnel in the company. The authors
processed reliable, accurate statistical data, presented them in the form of tabular and visual materials and diagrams.
The indicators of effective use of personnel in the company, in particular labor productivity, decrease over the years.
The reason for such decrease in labor productivity is the dissatisfaction of employees with their salaries, as well as
the instability of personnel due to their low level of qualification, as well as the lack of social packages, such as the
creation of social conditions in the company. In order to create an effective system of personnel development in the
company it is necessary to create a personnel management department, to assess employees, to identify training needs,
to create a quality system of motivation and to use an effective combination of economic and socio-psychological
methods. The essence of the research is characterized by the following: an organizational and economic model of the
development strategy of the personnel service aimed at increasing its competitiveness based on the rational use of the
potential of the company’s employees is developed; ways of increasing the effectiveness of the company’s employees
in market conditions are proposed.
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Introduction

The issue of development of labor resources, i.e. labor potential, is of particular importance in
the conditions of transformation of the economy of the Republic of Kazakhstan and reorganization
of the economy. The level and validity of the influence of personnel on the labor potential determine
the direction of development of private companies, industries and the economy of the entire state.
Currently, the stability and revival of production is characterized by increased competition in the
market of products and services. It provides for the need to improve the competitiveness of industrial
companies themselves. Personnel in a company is the competitive value of the company, which
is necessary for development along with other resources to achieve its strategic goals. Currently,
the competitiveness of companies around the world, along with the methods and technologies of
production organization, determines the structure and type of work organization, the level of employee
motivation, and the availability of labor that contributes to the culmination of the competitiveness of
highly qualified employees and the productive use of labor potential.
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Materials and methods

Under the influence of the instability of oil prices and the global crisis caused by the pandemic,
the state faces the problem of considering the system of effective functioning of personnel in many
companies. Because in the past, most of the areas of staff performance were conducted in a non-
systematic way: training, evaluation, and promotion planning were often conducted for a specific
employee.

Today, an effective system for improving the efficiency of staff use is recognized as one of the most
important areas for further modernization of the country’s labor market. This means that according to
the strategy of Kazakhstan’s entry into the 30 of the most competitive countries in the world, as the
first President N. A. Nazarbayev said, “We need to create mechanisms for attracting highly qualified
specialists who can work stably in our country. In this case, we must educate our domestic employees,
improve their skills and professionalism...” [1].

Labor resources are a term that defines the company’s employees in terms of quality. Human
resources management should determine the effectiveness of the business and the success of its
individual components. It is also necessary to take into account the improvement of the moral climate,
labor satisfaction of people and other benefits of the enterprise.

From the point of view of the impact of the personnel performance system, especially the 3
components that form the company’s strategy, leads to an increase of its competitiveness:

¢ the quality of a product or service;

¢ innovation policy;

+ technical and technological strategy associated with factors of change in direction technology
in production (Table 1).

Using the data from table 1 below the personnel performance strategy is determined by the
specifics of the company’s integrated strategy:

+ the purpose of strategic ensuring the company’s development and competitiveness is to prepare
a plan for the strategic future of Personnel Development;

¢ building an overall company development strategy provides ample opportunities for evaluating,
analyzing and selecting a system that affects the successful practical work of the staff;

¢ the company’s development strategy determines the dynamics of the requirements in terms
of personnel development. The requirement for personnel in this case is a business trait, as well as a
specific position, i.e. the specifics of the work that requires education, specialization, work experience,
age, etc. [2].

Table 1 — Relationship between the company’s personnel development strategy and the business
strategy

Company strategy Features of the strategy for improving staff efficiency

Strategy of ensuring the high The employee and the team holding an especially important position must
quality of products produced have a professional level and qualifications that allow you to implement the

in the company quality level, regardless of the cost of technological and production defects. The
strategy of staff performance is aimed at improving the professional skills of
the employee, which consists in mastering and familiarizing with the modern
system of ensuring the quality of manufactured products.

Strategy for innovative growth | It requires employees to introduce leading technologies, high flexibility, broad
and development of the professional erudition, and adopt new technologies and techniques. Strategy
company of effectiveness of personnel retraining and professional training of personnel,
especially mastering the skills of working with new tools, techniques, methods
of working with technology.

Technological strategy of This will serve as a basis for the internal scientific and technical potential
the company’s technical of the company. This strategy requires the employee to show enthusiasm,
development creativity, and active participation in the conducted research work. The strategy

of personnel effectiveness is based on supporting the creative activity of the
staff, the desire of the enterprise to participate in the conquest of production
processes.

Note — The source [3].
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The main goal of improving the effectiveness of personnel is to provide support and increase the
potential inherent in the staff to achieve the current and future goals for the company, and, accordingly,
to find the best side to meet the needs of employees related to career and self-realization.

Main provisions

The effectiveness of personnel activities is a factor in the priority areas of management activities
and the success of production. Investing in the development of personnel plays a greater role than
investing in the development and improvement of productive forces. Efficiency of personnel activities —
a set of measures aimed at improving the psychological characteristics of employees with professional
development. It consists of the following:

¢ training in the form of obtaining generalized and professional knowledge that provides the
necessary knowledge, skills and experience;

¢ professional development in order to improve professional skills and acquire knowledge;

* re-specialization, that is, obtaining a second specialty. This includes any professional retraining
programs. The goal of re-specialization is to give employees the opportunity to get a new profession.

The strategy for improving staff performance is based on the company’s overall development
strategy. The head of the company is responsible for the development of policies and tactics for the
effectiveness of personnel activities, as well as their implementation.

Results

Labor efficiency means the degree of labor performance with minimal labor costs. The efficiency
of labor is determined by the quantitative and qualitative result of work.

The principles of the company’s HR policy, resulting from the formation of an efficiency
assessment, determine the labor potential of employees, including such indicators as professionalism,
qualifications, managerial skills, psychological stability, and personal aspects.

The value of each employee for the organization is not the same depending on their professional
qualifications, the degree of responsibility for the work performed, etc. One of the comprehensive and
optimal indicators used to create an effective wage system at the enterprise is the labor participation
rate. This coefficient is characterized as a cumulative quantitative assessment of the contribution of
employees, managers, specialists, and other employees to the overall performance of the work of a
group of employees and the enterprise as a whole, which is used in the payment of Labor (Table 2).

If several reduced and increased coefficients are applied to an employee during the month, then
the total labor participation coefficient is determined by the following formula:

LPR=1+YK (1)

LPR — the labor participation rate;

1 — value of the basic labor participation coefficient;

Y K — the sum of the approved increasing and decreasing coefficients per month.

The following table 2 shows the coefficients that increase the labor participation of the company’s
employees.

Table 2 — Indicators that increase the labor participation rate of the company’s employees

Ne Name of indicators Increasing coefficients
for each case
1 Over-fulfillment of planned tasks, timely and fast completion of tasks Upto0,2
2 Completion of work without bringing it to the deadline, reducing the time of work 0,1-0,5
completion
3 Taking initiative at work, being a mentor 0,1-0,3
4 Performing the duties of a temporarily absent employee, high labor intensity 0,1-0,5
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Table 2 continued

5 To stimulate morals:

- expressing gratitude 0,1

- awarding a certificate 0,15-0,3
6 Working outside of the company, high labor order 0,1-0,25
7 Actions that enhance the company’s image 0,1
8 Work of an employee without hospital papers and without administrative leave 0,1-0,25
Note — Source [4].

Thus, when applying the coefficient of labor participation, it is possible to take into account labor
productivity, employee qualifications, the quality of current work performed, compliance with labor
and industrial discipline, and the General attitude to the performance of official duties. To assess the
quality and quantity of labor results, the labor efficiency indicator is used. To calculate the main, total
labor efficiency indicator, the following formula is used:

E =V/ (n*Ql) (2

Here, E — labor efficiency;

V — amount of work per unit of time;

n — number of employees;

QI — labor quality indicator [5].

Optimal methods for calculating labor efficiency are: the relationship of the company’s work with
social values; the effect on the employee in a stimulating form; parallel measurement of general and
individual labor efficiency indicators.

The economic efficiency of improving the technology and personnel management system (Eint —
integrated economic effect) consists of the following three components:

. t
Eint = 35;1 + 33;-2 + 35,-3 + Ztitn K:ﬂz >< (It (3)

Where:
3y 1— economic effect in the field of management;
3,2 — economic effect in the field of production;
;ra — economic effect in the field of launching a product;
titn Hylr — pre-production expenses for the t-th year of the reporting period ,
t¥; — reduction of costs and economic results for each period to the reporting year.

The proposed formula characterizes the dependence of the economic efficiency of personnel
management on a set of factors that have a direct impact. The indicator of economic efficiency as
a multi-factor concept includes both managerial (both people and production) effectiveness, which
characterizes the complexity of the approach to evaluating the effectiveness of personnel. Employee
performance assessment is an indicator that determines the company’s policy regarding employee
compensation. It includes determining the individual contribution of each employee and the
effectiveness of all the work carried out by the department, as well as awarding bonuses based on the
final results of this [6].

In ‘Saule’ LLP one of the main resources of the company is personnel. The number of employees
in the company decreased by 216 people in 2019, 211 people in 2020, and 5 people in 2019. Among
its staft, 176 are employees and 35 are employees. As of 2019, 8 people were dismissed, and 6 people
were employed. The reason for the dismissal of retired employees is low wages, moving to another
city, health problems, etc.

As shown in Table 3, the dismissal rate of Saule LLP was 0.037 last year, compared to 0.019 in
2020. And the number of employees enrolled in the company in 2019 is 8 people, so the employment
rate is 0.037. This corset increased in 2020, with an acceptance rate of 0.019. Thus, according to
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Table 3 below, in 2019, there was a slight change in the admission and dismission coefficients of
employees. But at the same time, the employees of ‘Saule’ LLP experienced instability.

Table 3 — Analysis of personnel movement of ‘Saule’ LLP

Ne Coefficient names 2019 2020 Deviation +/—
1 Hiring 0.037 0.019 —0.0181

2 Dismissal 0.028 0.043 0.0149

3| Instability 0.028 0.043 0.0149

4 Stability 0.995 1.012 0.0165

5 Replacing the labor force 1.333 0.444 —0.8889
Note — Calculated based on the source [7].

‘Saule’ LLP has a staff turnover ratio of 0.028 in 2019 and 0.043 in 2020. This is similar to the rate
of dismissal of the company’s personnel in 2020, if we compare it with the data of the previous year.

In terms of the labor displacement coefficient, compared to the base year of 2019, there was an
decrease of 0.88, which is equal to 0.44 in 2019, with a labor displacement coefficient of 1.333 in
2019. The company’s employee sustainability ratio has decreased compared to last year. Because in
2019 it was 0.995, and in 2020 it was 1.012. As it has already been mentioned, the main problem of
the personnel of ‘Saule’ LLP is instability and low qualification of employees.

Evaluation of the efficiency of the use of the company’s personnel is important and necessary for:

+ first of all, they are considered the theoretical basis for finding and using the production internal
reserve to increase labor productivity;

+ secondly, it helps to improve the practice of planning and forecasting staft productivity;

¢ it has a great potential for improving the accounting of labor costs for production and product
pricing;

¢ finally, the company creates conditions for the full use of labor protection indicators in the
process of planning and regulating the salary fund and wages [8].

And now let’s focus on the indicators of effective use of the partnership’s staff.

According to table 4, the labor productivity of one employee in 2019 amounted to 9142.4 tenge,
in 2020 it is equal to 8732.5 tenge. This is a decrease by 409.82 tenge by 2019, the labor intensity is
equal to 0.0109 tenge last year and 0.0115 tenge in the reporting year. In General, it is clear that the
company’s labor intensity has increased.

Table 4 — Analysis of indicators of effective personnel use of ‘Saule’ LLP

Name of indicators 2019 2020 Deviation (+/-)
Manufactured and sold products, thousand tenge 1956469 1842569 —113900
Salary fund, thousand tenge 5184.792 5114.64 —70.15
Number of personnel, people 214 211 -3
Labor productivity, tenge 9142.38 8732.55 —409.82
Labor intensity, tenge 0.0109 0.0115 0.000005
Note — Calculated based on the source [7].

As for the age characteristics of the staff of Saule LLP, almost the majority of the staff consists
of employees aged 3040 years. According to Table 4, in the reporting year, the share of “Saule”
LLP in the active age group of 18-25 years is 15%, and 30—40-year-old personnel occupy 37% of the
company’s share (Figure 1, p.160).
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= age group of 18-25 years
= 30-40-year-old
40-50 years
= 50-63 years
= employees who have reached retirement age

Figure 1 — The age characteristics of the staff of ‘Saule’ LLP

Note — Compiled by the author.

And the remaining 48% is a different age range. That is, the share of personnel aged 40-50 years
is 30%, the share of personnel aged 5063 years is 15%, a small percentage is occupied by employees
who have reached retirement age.

Summing up the results of the analysis, we can draw the following conclusions about the use of
personnel of ‘Saule’ LLP: due to the small production base of the partnership, low demand for its
products, it can be noted that the number of personnel is small. Indicators of effective use of personnel
in the company, in particular labor productivity, decreased in the years taken into account. This is due
to the fact that the reason for the decline in labor productivity was the dissatisfaction of employees
with wages, as well as the low level of their qualifications, as well as the instability of staff due to the
lack of social packages in the company, such as the creation of social conditions.

Discussion

To increase the competitiveness of the company, aimed at the effective use of the potential of
personnel, an organizational and economic model of the strategy for the effectiveness of personnel
activities in the company has been developed.

When developing a strategy for improving and developing the effectiveness of Personnel activities
of ‘Saule’ LLP, it is effective to follow the following sequence of measures:

¢ analysis of the economic potential of the company and finding an internal point in possible
competitive advantages;

¢ product sales market research, analysis and identification of work areas;

¢ formation of the company’s commodity-market, resource-market and integration strategy;

¢ creating a financial and investment strategy;

+ formation of a strategy for ensuring the social situation;

¢ development of specific requirements of the company for personnel by departments and
determination of potential (corporate culture, socio-psychological climate, employee-enterprise
relations, etc.);

+ formation of a strategy for improving the efficiency and development of personnel in the
company.
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At the same time, the company should develop not only a comprehensive strategy for its activities
and personnel development, but also other strategies. Because it has a direct impact on improving and
developing personnel efficiency [9].

One of the weaknesses of the company is the lack of a personnel evaluation system. The personnel
assessment system will be necessary to obtain information about the level of qualification of employees
on a permanent basis. Based on the data received by the HR department after the evaluation measures,
future management decisions will be made in the field of working with the personnel reserve, career
management of employees, rotation, as well as personnel motivation, training and development.

The development ofthe company depends and is closely related to one of the strategies for improving
competitiveness and personnel development. Changing the direction of strategic development of the
company and quality and quantity indicators in the personnel structure make it necessary to make
changes to the overall strategic development plan of the company (Figure 2).

Strategy for improving the company's development and competitiveness

=

Personnel development management

Personnel Personnel Task Events
development strategy Development Goals
- development of the - Determining the - providing the - development of a

basis for the
company's personnel
policy in the future;
-creating opportunities
for official and
professional promotion
of employees;

- ensuring that
personnel perform new
qualified work and
adapt their knowledge
to changes in the
conditions of the
enterprise

specific goal of the
enterprise and each
employee that follows
from the personnel
development strategy;
- To achieve the
maximum
approximation of the
goals of the enterprise
and the personal goals
of the employee

enterprise with the
necessary number of
personnel, at the right
time, in the right place,
whose qualifications
correspond to the
achievement of the
business goal

personnel plan of the
enterprise for the
implementation of a
specific goal of the
development of the
enterprise and each
individual employee;
- determination of the
costs necessary for the
implementation of the
Personnel
development action
plan

Figure 1 — The company’s development strategy and the relationship between increasing
competitiveness and personnel strategy

Note — Compiled by the author.

The company’s human resources management objective consists of the following:

+ improving labor and production efficiency, achieving high incomes;

¢ ensuring high social efficiency of the team’s successful functioning.

In order to achieve the goals set by the company, the company must solve the following tasks:

+ meeting the need to organize the labor force in a certain amount and with the necessary
qualifications;
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¢ achieving a reasoned relationship between the organizational structure of labor and commercial
potential;

¢ creating conditions for high productivity of work, its organization, motivation, high level of
self-control, forming a habit of mutual cooperation and interaction;

¢ consolidation of personnel in the company on the terms of reimbursement of personnel costs
(their development, involvement in work), formation of a stable team;

¢ control over the fulfillment of wishes, needs and interests of personnel in relation to working
conditions, types of employment, professional development, and other opportunities;

* improving the effectiveness of Personnel Management, achieving management goals while
reducing labor costs.

For an effective personnel policy of “Saule” LLP, the practice of Personnel Management is
undergoing significant changes. First of all, in modern real conditions, it is necessary to create a
personnel management work that carries out personnel activities that correspond to the company’s

development strategy.

Table 5 below shows the personnel development measures of “Saule” LLP.

Table 5 — Personnel development activities of “Saule” LLP

Ne Activities

Results

1 Determining the need for personnel, taking
into account the company’s development
strategy and the volume of production, services
provided

Achieving the relationship between the organizational
and technical structure of production potential and the
structure of Labor potential

2 Formation of a quantitative and qualitative
structure of personnel

Providing the company with a certain amount of Labor
and the necessary qualifications

3 Organization of general and professional
training of personnel

Improving the qualification of personnel, labor
productivity and quality of products or services

4 Availability of an employee adaptation center
in the company

Full and effective use of the potential of employees in
the entire production team

5 Improving the level of wages and labor
incentives, improving the system of material
and moral interests

Increasing labor productivity, organizing it, developing
a sufficient level of motivation, self-confidence, and
developing a habit of interaction and cooperation

6 Evaluation of Personnel performance,
certification, remuneration and promotion

of employees based on the results of the
employee’s work and value for the enterprise

7 Personnel development system — their training,
training and retraining

8 Regulation of interpersonal relations
between public companies, employees, and
administrative personnel

Achieving the goal of improving the efficiency of
Personnel Management, reducing personnel costs.

Retraining, training, increasing flexibility by planning
the level of service, ensuring professional and
qualification growth

Formation of a stable team of employees in the
company in order to cover labor costs for Personnel
Development and recruitment.

9 Increasing social support for staff

Fulfillment of wishes, needs and interests of personnel
in accordance with the conditions of work, the type
of employment, professional competence and the
possibility of promotion in the field of activity.

Note — Source [8].

In the company, recommendations for the development of personnel are based on the condition
of high labor productivity, its organization, motivation, self-control, creation of conditions, habit of
mutual cooperation and interaction.

Consequently, the fact that most of the company’s staff needs financial incentives indicates a weak
personnel policy. Therefore, for the effective operation of the company, it is very important to develop
measures for material incentives. in addition, the company needs to use self-motivation and moral
incentives more often.
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Conclusion

Proposals for the implementation of the incentive system of ‘Saule’ LLP:

In the company, it is necessary to assign payments for work performed in excess of the Labor
Standard. It includes several types of incentive payments: payment of additional fees for performing
one or more functions in a row, for working with a lower number of employees, expansion of service
areas, high quality of work performed, saving various resources, and much more.

The purpose of the dependence of wages on productivity, efficiency and quality of work is the
interest of employees in the results of their work performed.

Implementation of flexible payment systems created on the basis of the employee’s personal
contribution and the final results of the company’s work, participation in profit..

Cancellation of the balance when issuing salaries to staff.

Strengthening unifying roles in creating a system of employee remuneration in such a way as to
avoid confrontation between employees.

Choosing a method for evaluating personnel, bringing it into a single system gives the company
and its employees tangible results. Based on these results, the HR department and managers draw
conclusions on the measures taken to improve the employee’s skills. For the highest potential employees
will be developed the program of preparation for teaching. In addition, evaluation activities examine
the motivation, needs, expectations, goals and interests of each employee. This allows the company
to effectively manage personnel development and unlock the potential of the employees themselves.

Thus, in order to create an effective system of personnel development in the company, it is
necessary to create an HR department (T&D), evaluate employees, identify the need for training,
create a qualitative system of incentives, and use an effective combination of economic and socio-
psychological methods.
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IIYTHU NOBBIWEHUSA 3PPEKTUBHOCTU AEATEJIBHOCTHU
HNEPCOHAJIA HA NPEAIPUATUN

AHHOTAIUA

[Tporpamma noBBIIEHHST KBUTU(DHUKALMH COTPYIHUKOB IIpeTHa3HAUCHA JUTSI CO3IaHusI BHICOKOMOTHBHPOBAHHOM
paboueii cuitbl, cliOCOOHOH BBINIOJIHATH 337a4M KOMIIAHUH. DTO IPUBOIUT K YBEIHMUCHNUIO 00BEMOB IIPON3BOJCTBA,
TO €CTh Ha NMPEINPUATUH YBEINIUBAETCS CTOMMOCTb TPYIOBBIX PECYPCOB. B PBIHOUHBIX YCIIOBHSX IPOU3BOAUTEND-
HOCTb TPY/la, MOTUBAIMS ¥ TBOPYECKUI MOTEHIIMA IEPCOHANA SBIISIOTCS KOHKYPEHTHBIMH IPEUMYIIIECTBAMH, OIpe-
JETAIOIUMH YCIICIIHYIO CTPATeTuio, HAIIPaBICHHYIO Ha MOBBIILIEHHE LICHHOCTH KoMItaHuH. CucreMa 3¢ ¢eKTHBHO-
CTH NIepCOHaJIa MPEJCTaBISET COO0H YHUKAIbHBIM HA0OP IPHOPUTETOB ISl HHBECTHIMH B YEIIOBEUECKHI KalluTall.
Lenp wccnenoBanust — MPEUIOKUTh HAYYHO 0OOCHOBAHHBIC TOIXOABI K MOBBILIECHNIO () ()EKTUBHOCTH mepcoHana
B KOMITaHHU. ABTOpBI 00padOTaIN JOCTOBEPHBIEC, TOYHbIE CTATHCTHYECKHE JIAaHHBIC, ITPEACTaBHIN UX B BHJE Tal-
JMYHO-HAIISITHBIX MaTepHajIoB U auarpamm. [lokasareny 3pekTHBHOTO HCIOJIB30BAaHMS TIEPCOHATA B KOMIIAHUH, B
YaCTHOCTH MTPOU3BOJUTENBHOCTD TPY/IA, C TOAaMU CHHXKAIOTCA. [TpUYMHOI TaKOro CHUKEHHS TPOU3BOJUTEIBHOCTH
TpyZAa SBISETCSI HEY/IOBIETBOPEHHOCTh PAaOOTHHUKOB 3apabOTHON IJIAaTOM, HECTAOMIBHOCTH KaAPOB M3-3a HU3KOTO
YPOBHS UX KBaJIM(UKALNK, & TAK)KE OTCYTCTBUE B KOMIIAHWU COI[MAJIBHBIX TAKETOB, TAKUX KaK CO3JAaHUE COIHAb-
HBIX ycinoBuid. /st co3nanus 3h(heKTUBHON CUCTEMBI pa3BUTHS ITEPCOHAIA B KOMITAHMH HEOOXOMMO CO3/1aTh OTAE
YIpaBJICHUs IEPCOHAIIOM, ITPOBECTH OLIEHKY COTPYHHUKOB, BHISIBUTH IIOTPEOHOCTH B 0OYYEHHUH, CO3/1aTh Ka4eCTBEH-
HYIO CHCTEMY MOTHBAIINM M HCIIOIB30BaTh 3()(PEKTHBHOE COUETaHHE YKOHOMHUECKUX M COIHAIBHO-TICHXOJIOTHYe-
ckux MeTof0B. CyIIHOCTh MCCIIEOBAHUS XapaKTEPH3YETCs CIELYIOMMM: pa3padoTaHa OpraHU3aHOHHO-9KOHOMH-
yecKasi MOJEJIb CTPATeTuy Pa3BUTHA KaIpOBOH CiryKObl, HAalIpaBI€HHAs HA TOBBIIICHNE €€ KOHKYPEHTOCIIOCOOHOCTH
Ha OCHOBE PAllMOHAJIbHOIO UCIIOIb30BAHMSI MIOTCHIMAIA COTPYIHUKOB KOMIIAHUM; NPEIJIOKEHBI IIyTH MOBBIILICHUS
3¢ PEKTUBHOCTH pabOThI COTPYJHUKOB KOMITAaHUH B YCIIOBHSX PHIHKA.

KiaroueBbie ciioBa: NEepCoHal, MPEANPUATUC, Sq)(l)eKTI/IBHOCTB, pa3dBUTHC IICpPpCOHATIA, B3aMMOOTHOIIICHHUC,
JCATCIBbHOCTh KOMIITAHNH, SKOHOMHKA.
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KOCIMOPBIHAA NEPCOHAJJIBIH KBI3MET ETY
TUIMILTITTH APTTBIPY JKOJIJIAPEI

Anjarna

Kpzmerkepinepaii OUTIKTUTITIH apTThIpy Oarjgapiamachl KOMIAHUS YIIIH TarchlpMaliap/bl OpbIHIal ajaThiH
JKOFaphl YOKA1 JKYMBIC KYIIIH KYpyFa apHaiFaH. by eHzipic KeleMiHiH YJIFaloblHa OKeJeal, SFHU KaCimophIHAa
eHOCK peCypCTaphIHBIH KYHBI apraibl. HapblKk JkaFgaiiblHIA IEPCOHANABIH eHOeK OHIMAUIT:, ydKIemeci
JKOHE MIBIFAPMAIIBIIBIK AJICYeTI KOMITAHHUSIHBIH KYH/IBUIBIFBIH apTThIpyFa OarbITTaliFaH TaOBICTBI CTPATETHSHBI
AWKBIHAAWTBIH 0OCEKENEeCTIK apThIKIIBUIBIKTAp eKeHi Oenrimi. [lepcoHan THIMAUTITIHIH KyHeci amaMu KarmuTaIbl
WHBECTHLIMSIAY YIIH OaChIMIBIKTAPIBIH Olpereil >KUBIHTBHIFBIH OUTAIpeai. 3epTTEyaiH MaKCcaThl — KOMITAHHSIIAFbI
KbI3METKEpJIEp/liH TUIMJIUIITIH apTTHIPYIAbIH FBUIBIMU HETI3/IEITeH TOCUIIepiH YChIHY. ABTOpiap CEHIMJ, HaKThI
CTaTUCTHKAJIBIK ACPCKTEP/Ii OHICI, ONapIbl KCCTEIIK-KOPHEKI MaTepraiiap MEH quarpaMMaiap TYPiHIC YCHIHIBL.
KoMnanusga KpI3MEeTKepIep i THIM/II TaigaiaHy KOpCeTKIITepi, aTamm aifTkaHaa eHO0eK OHIMIUIIT] KbUIIap OTKESH
caifbIH TOMeH e keneai. EHOek eHiMIuTiriHiH Oyirail ToMeH IeyiHe KbI3MEeTKepIepIiH eHOeKaKpIFa KaHaFaTTaHOayFbl,
COHJIali-aK OJIap IbIH OUTIKTIIITIHIH TOMEHIITiHE OalIaHbICThI KaJApJIapablH TYPAKCHI3IBIFbI, COHA-aK KOCIOPBIHIA
QJIEYMETTIK KaFIai yKacay CUSKThI QJICYMETTIK MMAKETTEP/IiH KOKTBIFBI ceOert 00J1bI oThIp. KoMmaHusiia nepcoHaabl
JIAMBITY/IBIH THIMJI KYHECiH Kypy YIIIH HepcoHaIbl Oackapy OeniMiH Kypy, KbI3METKepiepii Oaraiay, OKbITY
KOKCTTUTIKTEPIH aHBIKTAy, BIHTAJTAHIBIPYIBIH Cammajibl KYHSCIH KYpy JXKOHE SKOHOMHUKAJBIK JKOHE OJICYMETTIK-
TICUXOJOTHSIIBIK OICTEpIiH THIMII YHJIECIMIH maimanaHy KaKeT. 3epTTeydiH MOHI KeJIeCUIepMEH CHITaTTalaibl:
KOMIIaHHS KbI3METKEpPJICPIHIH oJIeyeTiH YTHIMIBI TMaligallaHy HETi3iHAe OHBIH Oocekere KaOiNeTTINIriH apTThIpyFa
OaFpITTAIFAH KaJp KBI3METIH OaMBITY CTpPATETHSCHIHBIH YHBIMIBIK-)KOHOMHUKAIBIK MOJCTI O3ipIeHIl; HapbIK
JKaF/IaiibIH/1a KOMITaHHS KbI3METKEPJIePIHIH THIMALTITIH apTThIPY JKOJIAAPHI YCHIHBLIJIBL.

Tipek ce3nep: mepcoHa, KaCIMOpbIH, THIMIUIIK, TIEPCOHANIBI JAMBITY, 63apa KapbIM-KaTbIHAC, KOMIIaHUsIIap-
JIbIH KBI3MET1, 9KOHOMHKA.
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