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PERSONNEL ASSESSMENT AND DEVELOPMENT IN THE FORMATION
OF EFFECTIVE PROJECT TEAMS

Abstract

The success of project team formations highlights the importance of human capital competencies. The human risk
exists in all stages of project implementation. To solve this problem, personnel assessment and development are crucial
in the formation of project teams. A methodology of this process includes three assessment directions for personal,
professional, managerial, and interpersonal competencies. This study highlights the importance of competency map,
gap analysis, and formation of individual development trajectories for project teams by and employee performance.
The automated and objective personnel assessment enables a rapid response to any underperformance by employees.
From this point of view, this study highlights the necessity of machine learning and artificial intelligence (Al)
applications for assessing human capital competencies. It provides the efficient allocation of human resources and
the assigned tasks of project team members. Furthermore, this study analyzes the results of the BCG (2020) report
on global skills by reflecting the main challenges for project teams. Because of this analysis, this paper proposes the
Future Skills Architect for project team members. Additionally, a competency map, gap analysis, and formation of
individual development trajectories support to selection of the proper assessment tools for the project management
environment in Kazakhstan.

Keywords: human capital, competencies, project teams, personnel assessment, personnel development,
competency map, Future Skills Architect.

Introduction

Nowadays, some projects fail despite detailed planning and strong efforts, but many of them
survive in terms of high and unexpected pressure and shocks. Mostly, the success belongs to an effective
project team with professional specialists. However, creating such a team requires precise assessment
and selection of skilled professionals with suitable personal characteristics for teamwork to achieve
organizational goals. There are plenty of international studies on job recruitment. However, recently
Alharbi proposed a framework of principles for finding employees suitable for job requirements. This
study estimates the strengths and weaknesses of Alharbi’s approach for the formation of effective
project teams [1].

The purpose of the study is to highlight the need for substantial models and methods adaptation,
including Alharbi’s approach for personal assessment and development in the formation of effective
project teams. This competency mapping includes:

¢ Personal Competencies.

¢ Job-Related Competencies.

¢ Interpersonal Competencies.
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¢ Management Competencies.

+ Knowledge level Competencies.

¢ Technical Competencies.

Effective project teams play a crucial role in implementing infrastructural, technological, and
production projects successfully. Today a lack of knowledge and experience in creating effective
project teams leads to the failure of projects at different levels and stages in Kazakhstan. One example
is Enbek.kz, which shows lack competencies by matching required and actual skills. Even some global
projects shut down due to unskilled project teams. It is important to enhance the theoretical framework
for creating effective project teams.

To achieve the goal of the study, it is necessary to solve the following problems:

+ to adapt substantial models and methods, including Alharbi’s approach for personal assessment
and development for building an effective project team;

+ machine learning and Al open new doors for development everywhere, which can also be used
for job competency assessment and employee performance prediction.

Required and available competencies always lead to a “skills gap” as a distance between them that
is not always of concern to project management. It is necessary to develop a “skills gap” method for
the project environment of Kazakhstan. As mentioned earlier, it is important to predict the performance
of employees by assessing their real competencies of employees.

According to Alsobaey and Al-Alawi, Ranker’s machine learning algorithm can predict employee
performance. This model allows an accurate forecast of the possible outcomes of team members’
actions by their project roles. The processes of simulation decrease the risk of underperformance [2].

As highlighted in the journal Project Leadership and Society, the personal characteristics of
employees and their cognitive distinctions form team dynamics for success [3]. In addition, the
human capital competency assessment model shows the personality characteristics to understand
how to allocate and use them for creating effective project teams. Today, project teams operate in
different circumstances, conditions, and environments with high uncertainty. Particularly, personal
characteristics of team members have a crucial influence on project success.

The main attributes, like extroversion, conscientiousness, empathy, curiosity, and openness to
experience, are very important for teamwork. Besides, this study focuses on the importance of mutual
trust and psychological safety in terms of cognitive diversity for forming effective project teams.

According to BCG, over 1.3 billion people worldwide suffer a deficit or excess of competencies.
Their loss of potential out of the box led to a “hidden tax” on the economy at an approximate rate of
6% of GDP per year.

The gap between required and available competencies reduces the productivity of teams.
To visualize and monitor this situation, this study applies graph algorithms to create and assess a
competency model for a project team.

Materials and methods

The main approach applied by Alharbi uses a Likert scale from 1 to 5 to assess personal, technical,
job, interpersonal, cognitive, and managerial competencies. The proposed competency matrix consists
of matching job requirements and candidate competencies for forming an efficient project team. This
match allows for identifying existing gaps to show the development potential. For this reason, self and
expert assessments also help to collect preliminary data. This study analyzes an advanced classification
model, the RanKer algorithm, to use for KPI, experience, and performance measures assessments.
Some historical or current data can be used for performance predictions.

As the main research method, this study applies the case study method for personal assessment
and development by analyzing the experience of the Digital Government Support Center in Astana
city. Data collection included interviews of 10 candidates on several scales, such as the Big Five
Personality Traits, as well as assessments of perceptions of team cohesion, conflict, and trust. Also,
to enhance the questionnaire of the interview, this methodology includes the BCG seven key as an
assessment criterion:

1. Insufficient preparation for future (not yet existing) roles.

2. Lack of continuous learning systems.
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3. Low motivation for self-development.

4. Limited access to career opportunities.

5. Ineffective redistribution of personnel.

6. Insufficient involvement of social groups.

7. Changing values of Generation Z [4].

According to Brownie et al., teamwork, communication, conflict resolution, and role understanding
are the main competencies [5]. Choi et al. offer to use of graph construction methods. It helps to
visualize and reveal gap areas for training and recruitment [6].

All these suggestions are taken into account for the interview process. As a result, it was possible
to compare the success criteria of team performance with the competency model for project team
members.

Results

Today business environment is rapidly changing due to digitalization and innovations. Itis becoming
increasingly important to examine the success of projects by researchers and practitioners [7]. The
impact of human capital competencies on project success is under focus of current studies [8]. Most
studies highlight the leadership skills in terms of the administrative functions of project managers as
a key factor for project success [9]. Any project involves as stakeholders a project owner and team
members. Team members should contribute their best to meet the expectations of project owners.
However, the changing environment of technologies and innovations highlights the importance of
human capital competencies.

This study examines how human capital competencies influence project success. Therefore,
the assessment of the level of human competencies should be changed properly due to changes. In
addition, exploring the existing models of assessing the level of human capital competencies and their
conceptual development is the main tasks of this study.

The theory of competence is the foundation of understanding individual and organizational skills,
knowledge, and abilities to increase organizational performance [10]. From a management viewpoint,
competence is defined as the individual’s ability to effectively perform specific functions with a set of
knowledge, behavior, skills, and experience.

Traditionally, competences might be in three types, such as core competencies that remain the main
organizational advantage in competition, functional competencies that involve some unique knowledge
and skills, and behavioral competencies related to personal characteristics and communication skills.

Most recently, Irianti I et al. [11] offer fifteen competencies in three groups based on the Leadership
Development Questionnaire. The three groups are Emotional competence (EQ), managerial competence
(MQ), and intellectual competence (1Q).

From management of view competence enable employees to implement functions effectively
and efficiently, that means to do right things in a correct way. Depending on management levels
competences divided into technical, behavioral and strategic types.

Nowadays, it is essential to apply competency-based management that highlights the importance
of competencies for organizational success. One of the recent trends is the continuous development of
knowledge and skills due to unstoppable changes. Managers apply performance and self-assessments,
360-degree feedback for competency measurement. As shown by many studies, a strong competencies
framework sustains high employee and organizational performance, job satisfaction, and growth for
overall success. In addition, the strong competencies develop agility and innovation applications of
organizations.

Project success depends on the key competencies of team members. Many studies highlight seven
competencies as technical, leadership, communication, interpersonal, organizational, analytical, and
adaptability.

Project managers apply scheduling tools like Gantt charts, Microsoft Project, Asana, and others
as technical skills. Risk management is a very important part of technical skills. Most failures take
place due to a lack of effective risk management. Risk mitigation is essential for all stages of project
implementation.
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Team leadership and decision-making are the main attributes of Leadership skills. Verbal and
written communication, active listening, conflict resolution, negotiation skills, time and resource
management, problem solving, performance assessment, agility, and continuous development are the
main competencies for team managers.

Effective allocation of human capital based on competencies applies some key models:

1. Spencer&Spencer’s Competency Model that focuses on superior performance by motives,
traits, self-concept, knowledge, and skills based on behavioral-event interviews [12].

2.Boyatzis’s Model of Effective Job Performance defines individual job demands and organizational
environment by a link of personal competencies with organizational needs [13, 14].

3. The SHRM Competency Model (Society for Human Resource Management) includes nine
competencies, like relationship management, consultation, critical evaluation, global cultural
effectiveness, leadership navigation [15].

4. Lominger Competency Model (now part of Korn Ferry) has three categories, like leadership,
interpersonal, and personal characteristics, with 67 competencies that are broadly used for leadership
development and succession planning.

5.The Universal Competency Framework (UCF) by SHL is broadly used by recruitment and
assessment centers for performance indicators applying hierarchical core competencies.

6. ECD’s Key Competencies Framework applies interactively tools like technology and language,
heterogeneous social interaction, and autonomous action [16].

According to Ahmed et al, a digital competency-based human capital competency (HCC) model
shows the positive influence of digital competency on HCC [17].

To sum up, it will be scientifically significant to analyze how digital competence adds influence to
project success in combination with all team members’ competencies.

Project success shows the satisfaction of stakeholders with the successful project completion on
time, within the scope of the budget, and with the required quality standards.

Recent studies highlight the importance of team competencies for project success [18].

According to Nguyen et al., 4 COMs comfort, commitment, competence, and communication are
success factors [19]. The first componenof t comfort shows reducing anxiety and building trust among
team members by implementing a project smoothly. Commitment is creating a competent project
team that makes quick and accurate decisions. Competence is staying for clear objectives and scope
to perform effectively. Lastly, communication means effective data collection that leads to mutual
understanding.

As a result, this study introduced a competency map based on adapted model for Personal
assessment and development by analyzing the experience of Digital Government Support Center in
Astana city. The main competencies of team members are defined according to the competency model.

Overall, the application of the competency model allows for to find of weaknesses of candidates
during interviews. It helps to increase the accuracy of personnel selection to fill gaps for project needs.
The managerial and interpersonal skills of candidates are also the main competencies for the selection
process. It needs some support and training for all candidates after obtaining a job. Project team
members are hired through an open competition for each project separately. Successful candidates are
hired for the project, but there is also a “reserve” of candidates who are hired for the project if one of
the participants refuses for any reason.

The selection begins with the publication of an announcement on social networks and professional
platforms. Applications are pre-screened based on resumes, after which the most suitable candidates
are invited for an interview. The following parameters play a key role in decision-making:

+ evaluates the competency profile of candidates (managerial, technical, communication);

¢ analyzes experience in implementing similar projects;

+ takes into account motivation and willingness to work in conditions of uncertainty and urgency;

+ determines the candidate’s suitability for the tasks of a specific project and the team culture.

During interviews, the Digital Government Support Center in Astana city is hiring employees by
paying attention to the following characteristics of candidates: work experience (implementation of
projects in this area or similar, or in general), length of service in this organization, education (level,
country, university prestige, etc.), experience with software products and tools, soft skills.
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Table 1 — Gap analysis with proposed solutions

The key parameters of hiring Characteristics of candidates Further actions to eliminate some Gaps
Managerial, technical, Education (level, country, Extra training and consultation
communication university prestige, etc.)
Soft skills

Experience in implementing similar | Work experience Mentoring

projects

Motivation and willingness to work | Length of service in the Career growth opportunities, salary and
previous organization social packages

Candidate’s suitability for the tasks | Experience with software Self-study programs

of a specific project and the team products and tools

culture

Note: Compiled from source [7].

According to table 1, to implement projects effectively, it is possible to provide further actions to
eliminate some Gaps.

The final formation of the project team occurs by taking into account the competency matrix, the
needs of a specific project, as well as the balance of roles: from analysts and coordinators to managers
and experts. The current Competency Matrix includes the following parameters:

1. Know the methodology and basis of project/program management.

2. The procedure for implementing, supporting the implementation, monitoring projects/
programs/portfolios, and building the project architecture of government agencies.

3. Methods and types of project planning and management, such as Gantt chart, Kanban board,
Agile, Scrum.

4. The procedure for drafting project documents.

Ethics of business communication, negotiations.

Theory and practice of working in a project team.

Methods of applying information systems in project management.

Advanced domestic and foreign experience in the field of project management.

9. Project planning, preparation of project documentation.

10. Coordination of the work of project offices on managing quality, risks, cost, deadlines, content,
and communications of the project.

11. Breaking down processes and activities into separate tasks.

12. Estimating labor costs for the implementation of individual tasks.

13. Estimating the deadlines for completing the assigned tasks.

14. Identifying quality and deadline risks.

15. Reading and understanding graphs and Gantt charts.

16. Creating network schedules, including using specialized software.

17. Working in Microsoft Project, Microsoft Visio, ECM, Oracle Primavera, ISPU, mastering
tools for creating presentation materials, text documents, spreadsheets, Gantt project management
systems.

18. Business ethics, interpersonal communication, and negotiations.

19. Systematization, accounting, and documentation using information technology, reporting,
and analysis.

A committee, including the CEO and his deputy, by voting, gives the final assessments. The main
criteria that are taken into account are:

1. Ability to work in a team.

2. Willingness to cooperate, the ability to listen to others, share knowledge, and make joint
decisions are assessed.

3. Inpractice, this is tested through cases or examples from past projects where a person worked
in a cross-functional group.

4. Communication skills.

5. The ability to clearly express thoughts, listen, conduct a dialogue, and negotiate is assessed.

XN
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6. This is especially important when interacting with project stakeholders.

7. Attention to detail.
8. The candidate must be able to work with documentation, meet deadlines, and quality standards.
9. Charisma.
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Figure 1 — The augmented Competency Model based on Digital Government

9. Considerand a 14. Reading and

16, Systematization,
accountating and
documentation using
infarmation techno-

19. Business ethics,
interpersonal
communication
and hegolitations

| 20. Working in

| Microsaft

| Project, and

improvernan nt
in a progect task

13, Breaking down
processes and
activities inte
separate tasks

\ll 16. Estimating the

deadlines for
completing the

\ assigned tasks

1
| 18, Breaking down
lII processes and
' activities into

19. Coordination ar
the wark of
project offices
orn managing
quality, risks,
cast, deadline,
content,

Support Center in Astana as Future Skills Architect

Note: Compiled from source [7].

The further development the Competency Model based on Digital Government Support Center
in Astana in figure 1, for future consideration RanKer model provides an opportunity to employee
performance. The computerized selection allows avoiding subjectivity by efficient decision-making.

On the other hand, BCG proposes capabilities (competencies), motivation and access (access to
training and development). The type of project within the industry, the cultural and task diversity of
team members, and assessment goals are the main driving factors of competency development. It is
also important to form the key competences, the graphical illustration of matching desired and actual
competences. Finally, coverage analysis reveals and eliminates the gaps through training.

In addition, digital questionnaires, Likert scales, and open formats enhance the selection process
of candidates for business teams. The next parameters are vital according to BCG’s suggestions for

the assessment model for selecting candidates:
1. Personal development chart and self-assessment.
2. Mutual feedback on completion of project stages.

3. Soft skills and interpersonal competencies development.

4. Reflective feedback and support by team leaders based on assessment results.

The influence of personal characteristics on team effectiveness parameters has a positive and a
negative impact. According to table 2, the results of the influence and examples of application are

different.

As mentioned earlier, it is necessary to assess the personality characteristics like extroversion,

integrity, openness to experience, neuroticism, and high risk of destructive conflict.
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Table 2 — The influence of personal characteristics on team effectiveness parameters

Personality Influence Result Example of application
characteristics

Extroversion Communication, Promotes initiative Team leadership
coordination

Integrity Discipline, meeting Reduces conflict Concurrent Planning
deadlines

Openness to experience | Innovativeness, Key for Agile Teams New fields to discover
adaptation

Neuroticism Decreased stress tolerance | Increases the risk of Trainings for conflict

destructive conflict tolerance

High risk of destructive | Increased engagement Strengthens collective New approaches for

conflict responsibility development

Note: Compiled from source [3].

According to BCG model competencies assessment in project teams includes three directions such
as capabilities, motivation and access (table 3). The Likert Scale is applicable to assess capabilities
and reveal the gap of skills. Survey helps to assess the motivation of a candidate. Access shows
development programs for leadership and growth opportunities.

Table 3 — Model for assessing competencies in project teams (according to BCG)

Direction Competence Formulation for Evaluation Metrics
evaluation

Capabilities Teamwork Communication Scale 1 (never) — 5 Further needed skills
Role and Responsibility Conflict | (always) development by trainings
resolution

Motivation Willingness to work Interest for Individual values Motivation and Commitment
growth Survey

Access Willingness to learn Development Auvailability of L&D programs

opportunities
Note: Compiled from source [3].

Assessment of the employees’ performance is important for all stages of project implementation,
including its completion. It influences achieving project goals and stakeholder satisfaction. The results
of the assessment help to inform new improvements. The quality of employees’ work is assessed
throughout the project, as well as upon its completion, since this is critically important for achieving
project goals, customer satisfaction, and improving the team’s efficiency in the future. It is necessary
for the formation of effective project teams.

Monitoring of task completion according to established deadlines and stages should be regularly
conducted as stage control. Feedback from the project manager and other team members allows for
prompt adjustment of behavior and quality of execution. The assessment of the result’s compliance
with the customer’s requirements and the project plan is important as well. The following assessment
parameters are important during project implementation: adherence to deadlines; completeness and
accuracy of task completion; level of involvement and initiative; customer satisfaction with the result.

According to figure 1 the importance of competences are distinctive by industries. The level of
personal competences can be underestimated. As mentioned by model Alharbi communication and
emotional intelligence are becoming very demanded.

Particularly, the experience of the Digital Government Support Center in Astana city shows that
the analysis and assessment of the project results and employee performance upon completion of the
project is important. There is a clear regulatory system based on job descriptions, regulations of the
Center, and conditions specified in the employment contract. The assessment affects the possibility
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of repeated participation in new projects. In case of positive results, the Center recommends the
employees for more complex or priority projects, as well as for the role of a mentor.
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Figure 2 — The importance of competences by industries

Note: Compiled from source [18].

In the event of serious violations or failure to fulfill duties, the Center undertakes disciplinary
measures, including comments and refusal to participate in the future, and in some cases, termination
of the contract.

Discussion

The competency assessment model based on Alharbi approach allows to form effective project
teams by combining project needs and employee characteristics. The usage of RanKer algorithm in
projects provides predictive models by mitigating human risks to ensure objectivity and sustainable
development.

According to Alharbi’s approach, the success of projects depends on not just professional but also
personal characteristics. Mutual understanding, trust, and psychological safety of team members can
create a healthy competitive environment for innovations and development. This study highlights the
importance of employee competencies for project management. Brownie et al. support the importance
of competency assessment for team performance [5]. The BCG report highlights the importance of
motivation for development that sustains the uniqueness of projects through creativity and innovation.
In particular, the usage of graph analysis for competency assessment shows the potential areas for
development to increase productivity and overall performance.

According to CIPD the hiring one specialist takes 44 days with an approximate cost $4,700.
It is costly and takes a long time. As mentioned by Business Research Insights the size of global
recruitment reached $757 billion in 2024 and forecasted to increase up to $2.29 trillion by 2033. This
increase dictates to use Artificial Intelligence (Al) and algorithmic models for recruitment process
over the world.

Since 2018, in the case of Kazakhstan, the digital platform Enbek.kz has been working as an
electronic labor exchange under the supervision of the Center for Human Resource Development
by providing citizens the direct access to vacancies and resumes of candidates who are looking for
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a job. This Enbek.KZ platform with database of vacancies and resumes also provides information
about competencies needed in industrial and regional structure, skill categories, graduate profiles,
and employer requirements. The analysis of this database allows for reflecting current needs for
competencies, skills gap, and possible algorithmic recommendations for the recruitment process.

As mentioned by Enbek.kz, the problem in Kazakhstan is that about 40% of employees are
working outside of their specialty, and 50% of graduates are not able to find a job in their specialty
studied for up to 21 months. However, the competences of graduates do not meet the requirements of
70% of employers. Such a problem exists in Kazakhstan. In addition, Enbek.kz confirms the need to
create a digital competency assessment model that leads to solving these problems. Cross-functional
and interdisciplinary project teams based on a digital competency assessment model are innovative
and competitive.

According to Software Oasis, Al tools can reduce cost and hiring time by up to 18%. However,
the further potential is even higher by automated processes of hiring employees. The database from
Enbek.kz requires domestic models of competencies assessment that helps to form effective project
teams.

The table 4 includes problems from different sources including global and domestic labor
organizations. Mismatch of skills, productivity losses, cost of hiring, and employment of graduates
of TVET, work outside the specialty, reducing hiring time with Al are the main problems related to
competence assessment over the world.

Table 4 — Problems and indicators of competence mismatch with possible solutions

Source Problem Indicator Proposed solutions
OECD (2021) Mismatch of skills 40% of workers in OECD Trainings
countries
BCG (2020) Productivity losses 6% of global productivity Motivation
SHRM (2022) Cost of hiring $4,700 per employee Al support
CIPD (2017) Hiring costs £6,000 (top) / £2,000 (rest) Al support
ETF (2022) Employment of 50% find work in 21 months To meet requirements
graduates of TVET of employers
Enbek.kz Work outside the 40% of Kazakhstan workers Employer interest
specialty in hiring
Software Oasis (2024) | Reducing hiring time —18% of hiring time Al adaptation
with Al
Note: Compiled from source [20].

The existing problems in Kazakhstan are that 50% of graduates cannot find work within 21
months, and work outside their specialty. Meeting the requirements of employers can be achieved
through the collaborative work of employers and education organizations. For instance, the skills
development of students can be enhanced by workshops and training that can be implemented as extra
classes with practical applications. For that, the close relationship of educational organizations with
employers should be studied to determine the expected competencies from graduates. Employers’
interest in hiring will be increased by the evidence of graduates’ skills and motivation to work.

The global labor market is changing rapidly. Digitalization and robotics lead to downsizing the size
of the labor market. The World Bank stated this trend in the report “Changing nature of work™ in 2019.
It requires a qualified workforce with high competencies. The human capital development is relevant
for Kazakhstan as well. Some companies try to create their corporate universities. For example, the
International Financial Center in Astana has a Bureau of Continuous Professional Development. The
replacement by robotics cannot change interpersonal communication, emotional intelligence, team
motivation, and other human characteristics and competencies.

Kazakhstan updates index of human capital annually. The place of Kazakhstan by this indicator
is 31 out of 157. As mentioned by employers not only a lack of technical training but also low level
social-behavioral skills are remaining as the main problems of labor market in Kazakhstan.
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To solve this problem, state regulation and the private sector are trying to reform the educational
system. Higher education organizations have taken academic independence to form study programs
according to labor market needs. As a measure, President of Kazakhstan Qasym-Zhomart Tokayev
stated about strengthening “180 advanced colleges and 20 universities” in the coming three years, that
educational programs should meet the needs of the culture economy, and Industry 4.0.

The private sector is supporting the development of the educational system by forming its training
centers. For example, ERG is going to create an educational center for training employees and teachers.
Polymetal Company formed its educational “Center for Mining Information Technologies”. BI Group
Company has formed its corporate university since 2012, with more than 15000 listeners. This
university offers special programs to develop the personal competencies of employees and engineering
technical staff. To develop the qualifications of workers through international certifications, the
Bureau of Continuous Professional Development (BCPD), under the International Financial Center in
Astana, assists. The purpose of the Bureau is to improve financial and investment literacy by providing
professional events.

In conclusion, many steps have been undertaken to solve a problem related to a lack of technical
and social-behavioral skills of graduates and workforce as mentioned by employers in Kazakhstan.

In this context of these problems, this study proposes the following recommendations:

+ the educational programs should consider a STEM approach at universities to develop technical
skills;

¢ Al and machine learning applications for project implementation;

+ develop personal skills of graduates through workshops and professional training;

+ develop social-behavioral skills by conducting studies, business games, and marketing solutions
at universities and colleges.

Conclusion

The success of projects depends on not just professional but also personal characteristics, as
mentioned by Alharbi’s approach. Mutual understanding, trust, and psychological safety of team
members can lead to form effective project teams. This study proposes a competency model including
personal characteristics as well. As mentioned by Enbek.kz, the problem in Kazakhstan is about 40%
of employees are working not than their specialty, and 50% of graduates cannot find a job in their
specialty studied for up to 21 months.

The main problem is that the competences of graduates do not meet the requirements of 70% of
employers. Enbek.kz confirms the need to create a digital competency assessment model that leads
to solving these problems. Cross-functional and interdisciplinary project teams based on a digital
competency assessment model are innovative and competitive.

As one of the solutions, this study proposes an advanced classification model, RanKer algorithm,
to use for KPI, experience, and performance measures assessments. Some historical or current
data can be used for performance predictions. It is also important to form the key competences, the
graphical illustration of matching desired and actual competences. Finally, coverage analysis reveals
and eliminates the gaps through training. In addition, digital questionnaires, Likert scales, and open
formats enhance the selection process of candidates for business teams.

A lack of technical and social-behavioral skills of graduates and the workforce leads to many
steps undertaken by the public and private sectors in Kazakhstan. In this context of these problems,
this study proposes the following recommendations:

¢ The educational programs should consider a STEM approach at universities.

¢ Al and machine learning applications for the project.

* Develop personal skills of graduates through workshops and professional training.

+ Develop social-behavioral skills through case studies, business games, and marketing solutions
at universities and colleges.

These undertaken measures lead to enhancing the core competences for forming effective project
teams in all sectors of the economy in Kazakhstan.
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TUIMAI ZKOBAJIBIK KOMAHIAJAPABI KYPYJIA
INEPCOHAJIABI BAFTAJIAY )KOHE JAMBITY

AHaarna

JKoba xoMaHIaChIH KYPY/IbIH KETICTIr aJaMH KalluTaJAbIH KY3bIPETTUTIKTEPIHIH MaHbI3bUIBIFBIH KOPCETE/II.
AIaMIBIK TOyEeKelN JKOOAHBI JKY3ere achIpynblH OapiblK KedeHaepinae Oap. By mocerneni memry yimiH KoOabIK
KOMaHAaJap/bpl KypyJa MepcoHaibl Oarajiay jKoHE JAaMbITy ©Te MaHbI3/bl. bysl mponecTid smicteMeci TYJIFajbIK,
KociOHM, OacKapyIIBUIBIK KOHE TYIIFaapajblK KY3BIPETTUTIKTepAi OarajaymblH YII OaFbITHIH KaMTHABI. By 3eprt-
Tey KY3BIPETTUNIK KapTachlH KypyFa, KeMIIUTIKTEepl TajjayFa JKoHE KbI3METKEpJIep/iH OHIMIUIriH Ooykay ap-
KbBUTBI %002 KOMaH/aIaphl YIIiH )KeKe 1aMy TPaeKTOPHsIapblH KaJIbITacThIpyFa OarbITTanra. [lepconanabl aBro-
MaTTaHABIPBUTFaH XOHE OOBEKTHBTI Oaramay KbpI3METKEpIIEpIiH Ke3 KelreH Hamap >KYMBICHIHA Te3 jkayar Oepyre
MYMKiHAIK Oepemi. Ochl TYpFbLIaH ajFaHna, OyJl 3epTTey ajaM KalMTaJIbIHBIH KY3bIPETTUNTiH Oaranay yIIiH
MAIIIMHAIBIK OKBITY MEH JKacaHIbl MHTEIUIEKT (Al) KOCHIMITIaChIHBIH KaXXETTUTIrH KopceTreni. Ox azaM pecypcTapbiH
THIMAL Oyl KoHe jk00a TOOBI MYIIEIEPiHIH TallChipMaIapblH KaMTaMachl3 eTeli. bynan 6acka, Oyt 3eprrey sxo0a
KOMaH/1aJaphl YIIiH HETI3r1 KABIHIBIKTAPIsl KOPCEeTy apKbUIbI xkahauaeik garapuiap Typaisl BCG (2020) ecebinig
HOTIDKeNepiH Tanmaiiapl. Ockl TangayablH apKacklHAa Oy KyKaT xkoba TOOBIHEIH MyIIenepine bonamak marasuiap
coynermriciH yceiHaubpl. COHBIMEH Karap, Ky3bIPETTLTIK KapTachlH Kypy, KeMIIUTIKTEp/l Taljiay JKOHE JKeKe Jlamy
TPaeKTOPHUSCHIH KaIbINTAcThIpy Kazakcranmarsl sxoOamapael Gackapy opTachl YINIH IypbIc Oaranay KypagapblH
TaHJayFa KoJjaay KepceTei.

Tipek ce3mep: ajjaMu KarmuTai, Ky3bIpeTTep, ®00a KOMaHIaIaphl, IEPCOHANBI Oaraliay, IepCOHAIIBI TaMBITY,
KY3BIPETTLTIK KapTachl, OoJamaK medepiik COyaeTIIiCi.
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OHEHKA U PABBUTHE IEPCOHAJIA B ®OPMUPOBAHUHA
IPPEKTUBHBIX TPOEKTHBIX KOMAH/{

AHHOTAIHSA
YenemHocTh (hOPMHUPOBAHUS TPOSKTHBIX KOMAH MOAYCPKUBACT BAXKHOCTh KOMIETEHINI YEIOBEUECKOTO Ka-
nuTana. YeroBeuecKnuil PUCK CYIIECTBYeT Ha BCEX dTalax peajn3aluy MpoekTa. [ pemeHus 3Toi mpoOiaeMbl
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OLICHKA M pa3BUTHE IIEPCOHAIA UMEIOT pellatoliee 3HayeHne pu (POPMUPOBAHHUH ITPOESKTHBIX KOMaH[. MeTo10I0T st
9TOTO ITpoIiecca BKIIOYACT TPH HANPABICHUS OLEHKU: JINYHOCTHBIE, TPOEeCCHOHANBHBIC, YIIPABIEHUYECKHE H MEX-
JMYHOCTHBIC KOMIETCHIMU. JIaHHOE HCCIeI0BaHHE COCPEIOTOYEHO Ha MMOCTPOCHHH KapThl KOMIICTCHIIUH, aHAIU3e
po0eoB U GOPMUPOBAHUH MHANBHIYAIbHBIX TPACKTOPHI Pa3BUTHS IPOSKTHBIX KOMAH/ ITyTeM HPOrHO3UPOBAHUS
3¢ GEKTHBHOCTH PabOTHI COTPYIHHUKOB. ABTOMATH3WPOBAHHAS 1 OObEKTHBHASI OLICHKA [TEPCOHAJIA MTO3BOJISIET OBICTPO
pearupoBarh Ha Jr00bIe TPOsIBICHUS HeIDPEKTUBHOM pabOThI COTPYNHUKOB. C ATOM TOUKH 3pEHUS JAHHOE MCCIIeN0-
BaHHE MMOAYEPKUBAET HEOOXOANMOCTh MPUMEHEHHSI MAIIMHHOTO 00yYeHUs! U NCKyccTBeHHOTro uHTeuiekTa (M) mist
OLICHKH KOMIIETCHIMH YeJI0BeYeCcKoro Kamurana. JT1o obecrednBaeT 3(h(eKTHBHOE paclpeeieHue YeI0BeYECKUX
PEeCypCoOB U IMOCTABICHHBIX 3a]a4 YWICHaM IPOSKTHOI KoMaHIbl. KpoMe Toro, B JaHHOM HCCIICAOBAaHHU aHAIM3HUPY-
fores pesyasrarsl otaeta BCG (2020) o m106ambHBIX HAaBBIKAX, OTpaXkasi OCHOBHBIE TIPOOIEMBI TPOSKTHBIX KOMAH]I.
B cBs3u ¢ 5TUM B JaHHOM cTaThe NpeIaraeTcs apXUTEKTOp HaBBIKOB OyIyLIEero Ul 4WIEHOB IPOSKTHOH KOMAaH/BI.
Kpome Toro, noctpoeHue KapTbl KOMIIETCHIMH, aHAIU3 TPOOEsIOB U (POPMUPOBAHUE WHANBUILYATbHBIX TPACKTOPHUIA
pa3BUTHS IOMOT'AIOT BHIOPATh NPaBUIIbHBIE HHCTPYMEHTHI OLICHKH JUIsl CPEIbl YIIpaBiieHHs mpoekTamu B Kazaxcrane.

KroueBble cj10Ba: 4enoBeyecKuii KanmnuTai, KOMIETEHIINH, TPOSKTHBIC KOMAH/IbI, OIIEHKA IEPCOHAA, PAa3BUTHE
NepcoHaa, KapTa KOMIETEHINH, apXUTEKTOp Oy/IyIINX HaBBIKOB.
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