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Abstract

The article examines modern approaches to recruitment in small and medium-sized enterprises, focusing on
effective strategies and methods. The study provides an overview of current trends and methods of candidate selection,
an analysis of their applicability in a changing labor market, and the demands of modern business.

The article examines the key aspects of successful recruitment, including the use of innovative approaches,
adaptation to new technologies, and consideration of the specifics of hybrid and remote work. Special attention is paid
to the impact of proper selection on the effectiveness of the organization, its competitiveness, and development.

Based on the analysis of academic works in the fields of human resource management, labor psychology, and
HR practices, the authors of the article identify important trends and innovations accompanying the recruitment
process. The article offers recommendations for organizations aimed at optimizing recruitment, improving the quality
of the workforce, and increasing productivity.

Theoretical significance: The scientific article on recruitment is a contribution to the scientific field of human
resource management and labor psychology. She summarizes modern theories and practices of recruitment and
formulates new concepts and approaches, which contribute to the expansion of the theoretical base of the field.

Practical significance: Optimization of the recruitment process: The recommendations presented in the article
can be used by companies to optimize their recruitment processes, improve recruitment efficiency, and reduce staff
turnover; Improving the quality of personnel: The methods and approaches developed in the article can help attract
and select more qualified employees, which will lead to an increase in the professionalism of the team and the overall
productivity of the organization; Economic effect: Effective recruitment can lead to lower costs for training and
adaptation of new employees, as well as increase business profitability by increasing the quality and productivity of
labor.
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Introduction

In the context of modern business, the selection of qualified employees is one of the key
strategic aspects of the success of any organization. Successful hiring of the right people can
significantly affect the company's performance, competitiveness, and development. The scientific
article presented below is devoted to the analysis of current trends and methods of personnel
selection, the need to apply innovative approaches in the selection process, as well as the impact
of recruitment on the effectiveness of the organization as a whole.

In light of the changing demands of the labor market, the growth of competition, and the
introduction of new technologies, the relevance of research in the recruitment process is becoming
more important than ever. The scientific article is aimed at identifying optimal strategies and
methods of personnel selection that contribute to the successful adaptation of companies to modern
challenges. The analysis of scientific works in the field of personnel management, labor
psychology, and HR practices conducted in this article allows us to identify the main trends and
innovations that affect the recruitment process. The generalization of empirical data and theoretical
research makes it possible to develop recommendations for companies seeking to improve the
efficiency of their personnel processes and improve the effectiveness of their activities.

This scientific article is an attempt to systematize knowledge in the field of personnel
selection, identify current problems, and search for innovative solutions for modern organizations.
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Summarizing the research results will make it possible to form practically useful recommendations
for HR specialists and company managers seeking to create successful and sustainable teams of
employees.

Highly qualified personnel is a key resource for the economic growth of small and medium-
sized enterprises. To increase their competitiveness, it is necessary to use tools that promote
successful competition with other companies. In modern conditions, the company is more
dependent on qualified workers than they are on it, which increases competition among employers
for such personnel.

Many studies emphasize that strategic management changes are required to remain
competitive in a dynamically changing market. This implies a transition from managing individual
functional subsystems and business processes to a competency-based approach.

However, difficulties remain in understanding the work of the interaction system within
existing management structures. This allows you to achieve a certain level of efficiency, but not
enough to ensure a sustainable competitive advantage for the company. Therefore, the purpose of
the author's research is to study this aspect in more depth.

Modern approaches to recruitment in small and medium-sized enterprises (SMES) are
characterized by a significant variety of methods and strategies that help to effectively cope with
limited resources and ensure long-term competitiveness. Unlike large corporations, SMEs are
often faced with a limited budget for HR processes, which requires the adaptation of traditional
recruitment methods. In recent decades, there has been a growing interest in the use of innovative
technologies such as automation of recruiting using artificial intelligence and data analytics, as
well as the introduction of personalized approaches aimed at identifying not only professional
skills but also personal qualities of candidates [2],[3].

Research shows that for SMEs

Research shows that for Research shows that for SMEs, methods that contribute to the
creation of stable and trusting relationships within the team are especially important. This includes
the use of targeted recruitment strategies with an emphasis on the candidate's cultural alignment
with the company's corporate values (Najlae, Idrissi el Bouzaidi (2024) [4]. Flexibility in
recruitment is also an important aspect: many small and medium-sized enterprises use mixed
approaches, combining traditional interviews with more innovative methods such as video
conversations or simulations of work situations[5].Muzam, J. (2022). This trend is accompanied
by an increasing interest in assessment methods aimed at predicting the potential of employees in
changing market conditions.

Materials and methods of research

The theoretical and methodological basis of the research is the scientific publications of
domestic and foreign scientists specializing in the study of the implementation of the competence
approach, the study of the personnel selection and recruitment system, and the personnel
management system of the organization as a whole.

The following general and special methods of scientific research were used in the preparation
of the article: the method of theoretical research, induction and deduction, analysis and synthesis,
the method of empirical research, literature review, and analysis of scientific research.

The research materials were literary sources, scientific works in the field of studying the
personnel management system, selection and recruitment systems, regulatory legal acts regulating
the activities of the enterprise, analytical information from specialized journals, as well as Internet
materials.

The data for the study were obtained from several sources: Official statistics, including data
on the labor market, provided by the National Statistical Bureau of the Republic of Kazakhstan.
The qualitative analysis included the interpretation of changes in legislation and their potential
impact on labor discipline and layoffs.
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Results and its discussion

Recruitment is the process of finding, attracting, evaluating, selecting, and hiring appropriate
candidates for occupied or vacant positions in an organization. This process plays a key role in
business development since the right choice of employees contributes to the effectiveness of the
organization and the achievement of its goals [1. - 2].

There are several stages in the recruitment process:

1. Needs analysis: This stage includes determining the vacancy, analyzing the requirements
for candidates, and compiling a profile of the position.

2. Candidate search: Various sources are used here to attract potential candidates, such as
employer dating sites, specialized Internet platforms, social networks, recruitment agencies, etc.

3. Selection: The competencies, skills, experience, and compliance of potential candidates
with the requirements of the position are evaluated. It includes interview techniques and methods,
testing, and assessment of skills.

4. Decision-making: At this stage, the best candidate for a specific vacancy is selected based
on the collected data and evaluation results.

5. Recruitment and integration: After making a decision, the candidate is offered a job, the
recruitment procedure is carried out and the process is put into effect [2. - 5].
Active search for candidates job responses

Find a job board Post a vacancy
candidate’s resume on the job board
Contact the The candidate
candidate and responded and sent
suggest to consider a resume

the vacancy
We have received the resumes of interested candidates

Getting to know the candidates and clarifying
information missing from the resume

Getting to know the candidates
and clarifying information
missing from the resume

Initial assessment of
candidates' competencies
selection of suitable
candidates

Interviews

Test tasks

Final
interviews

Offer

Hiring

Figure 1- Methods of selecting and hiring employees of the company
Note: compiled by the author based on the source [3]
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Each activity implies a "funnel”. In the case of the HR department, it is built almost on a
standard level — it is important to reach as many applicants as possible at the first stage in order
to bring the best specialists to the end. Each company has its own methods of recruiting and hiring
employees. It is important to note that recruitment is an integral part of the human resource
management strategy in an organization, and the effective implementation of this process can
significantly affect the success of the company [3. - 4].

A general funnel principle that can be applied to HR work in different fields:

- sourcing (search for suitable candidates in the market — resume review);

- first acquaintance with the applicant (by phone, e-mail, in social networks);

- initial interview (now it is most often conducted online);

- a qualification interview (hard skills are checked), or a technical interview, if we are talking
about IT recruitment;

- final interview (a hiring decision is made, a job offer is formed);

- employee's exit to work. At this stage, the HR department helps the newcomer get used to
the team (Figure -1).

The selection of qualified personnel is one of the key tasks for modern companies and may
face a number of problems, including:

1. Shortage of qualified specialists: The lack of specialists with the necessary skills and
experience can complicate the recruitment process.

2. High recruitment and training costs: Finding and hiring new employees requires time,
money, and resources for both recruitment and subsequent training.

3. Mismatch of expectations and reality: Candidates do not always meet the stated
requirements or the corporate culture of the company.

4. Fluctuations and staff turnover: A high level of layoffs can create instability in the work
of departments and worsen productivity.

5. Unsuccessful recruitment: Mistakes in the selection of personnel can lead to low
productivity, additional costs for their replacement, and training of new personnel.

6. Competition for talent: Due to the increasing competition in the labor market, companies
may face the problem of attracting and retaining highly qualified specialists.

7. Diversification of the workforce: Creating equal opportunities for different groups of
employees and managing a diversified staff can be difficult for some companies [4— 16], [5 - 25].

Solving recruitment problems includes developing strategies to attract talent, using the latest
technologies in recruitment, improving candidate evaluation processes, and implementing
programs to develop existing employees to increase internal mobility and staff retention.
Contacting professional recruitment agencies or using specialized platforms to search for
candidates can also help in solving these problems [6], [7].

In Kazakhstan, the focus on the implementation of HR procedures and processes describing
HR algorithms and standards is more prevalent. When conducting in-depth interviews with
Kazakhstani HR experts, the majority of respondents assess the maturity of the HR function
according to parameters such as implemented and systematically operating core HR processes
(search and selection, evaluation, training, remuneration, talent management, work with corporate
culture), as well as their automation[8].In addition to the transition to more flexible approaches,
international experience very clearly shows that HR is becoming an increasingly people-oriented
function, where employee satisfaction is one of the key indicators of HR success. At the same
time, an important feature of a good HR is an understanding of the business in which it operates
and the speed of response to its requests. With so many changes affecting businesses around the
world at the moment (globalization, migration processes, demographic aspects, Internet
opportunities, etc.), finding, attracting, and retaining talent is one of the most serious challenges
that organizations around the world face in this uncertain time [9], [10].
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Working with the employer's brand, building processes in terms of employee experience,
and working with staff engagement are areas of human resources management that will be crucial
for success in the next few years. During in-depth interviews, Kazakhstani HR experts identified
13 trends in their work with personnel, the leading position among which is occupied by
digitalization and automation of HR processes, as well as HR analytics. At the same time, the most
common answer to the question "What is the driver of HR development in an organization?"
among Kazakhstani HR experts was: management support (38%), the professionalism of HR
themselves (35%), and their desire to participate in the development of the company and the
introduction of innovations (29%), as well as effectively structured HR- processes (21%). Only
9% of the HR managers surveyed said that understanding the business is such a driver, and 3% -
working with data and focusing on the employee himself. An interesting fact is that of the 13 HR
trends voiced by Kazakhstani HR experts, only 3 are directly related to the employee: "Reskilling,
learning new skills”, "Development of well-being programs”, and "Development of corporate
culture”. While in 13 international practices, the top trends are "Improving employee experience"”,
"Reviewing Talent Management practices”, and "Using broader channels to attract talent”. The
results of the level of engagement in the HR maturity study indicate that in the private sector, staff
involvement is higher than in other sectors. The involvement of the personnel of companies with
private ownership is 76%, while in the public and quasi-public sectors, it is at the level of 62%
[11].

Table 1- Engagement index by economic sector

Sector Engagement Working Loyalty Communication and
conditions relationships

The public sector 62% 61% 62% 62%
Quasi-public sector 62% 61% 62% 63%

The private sector 76% 74% 78% 7%

In general, in the 65% 64% 65% 66%
Republic of

Kazakhstan

Note: compiled by the author based on the source [11]

Previous research by the Association of HR Managers confirms the existence of such
significant gaps related to industry specifics in personnel management. According to experts in the
field of personnel research, the level of employee engagement in the quasi-public sector has varied
in the range of 61-65% over the past three years. Global benchmarks in terms of AON engagement
[2. - 3] have been fixed at 63-66% over the past 2-3 years. According to the AON concept, the
employees involved "speak, stay, and strive." That is, employees connect their lives with the
company, respond well, and strive to achieve the company's business goals. At the same time, the
world's largest IT companies and financial institutions (banks, investment funds) demonstrate
engagement rates of up to 80% and above, which is due to the presence of a corporate culture of
high return on the part of the employee and receiving appropriate fair recognition and
encouragement. A similar pattern (involvement of over 75%) is also characteristic of Kazakhstani
information and communication organizations, as well as financial and insurance activities, which
have a fairly high digital culture. A low level of employee engagement (51%) was recorded among
representatives of the education sector.

Education workers demonstrate low satisfaction with working conditions, low loyalty and
give low ratings on factors of relationships and communications (53%), which are often higher in
comparison with estimates of working conditions and communications, as they are more related
to the microclimate in the team, the presence of a friendly environment, and support from
colleagues. These results are quite alarming and require further in-depth study. A preliminary

X Hocmyxamedos amuvinoasel Amvipay ynueepcumeminiyy Xadapuibicoi Neq (75) 2024 276
Becmuux Amuipayckozeo ynusepcumema umenu X.Jlocmyxameoosa
Bulletin of Kh.Dosmukhamedov Atyrau University



Okonomuxa ~ dxonomuxa ~ Economics R. Muratbekuly, G. Talapbayeva,

K. Utepkaliyeva, Zh. Yerniyazova
analysis recorded facts of dissatisfaction with issues of remuneration, social benefits, and
guarantees, as well as involvement in management decisions - opportunities for initiative, and
merit recognition systems. The industry specifics of the construction sector show that despite the
complexity of the factors of the organization of working conditions (63%), employees demonstrate
a high corporate identity and loyalty to the management of the organization (70%). This is a very
interesting phenomenon to analyze, indicating a willingness to support the industry in the event of
difficult changes or lower wages, due to the high commitment and trust in the actions of
management. A similar pattern of corporate loyalty is recorded in the financial sector. A
comparison of the results of the study on engagement factors with similar studies around the world
demonstrates the presence of systemic problems in Kazakhstani organizations in terms of
recognition and encouragement of employees, as well as their ability to participate in discussion
and management decision-making [11. -10].

Foreign experience in research and scientific publications on recruitment is a valuable source
of knowledge for understanding current trends and best practices in this field. Some great examples
from foreign experience may include the following:

1. Stanford University research on technology companies: The study showed that successful
technology companies attach great importance to the culture of the organization when recruiting
employees, and prefer hiring employees who correspond to the values of the company, even
despite the high technical level.

2. Harvard research on methods for evaluating candidates' personal qualities: A publication
devoted to methods for evaluating candidates' characteristics reveals the importance of using
psychometric tests and structured interviews to predict successful employee adaptation.

3. A study by the London School of Economics on the impact of motivation on work
duration: This article highlights the importance of stimulating and motivating employees to retain
talented staff on a long-term basis, which is a key aspect of recruitment.

4. Research from Japan on the use of artificial intelligence in hiring: Japanese scientists have
developed machine learning algorithms that help automate resume selection and predict the
success of an employee's future work based on data on previous candidates [12].

Amazon is one of the world's largest and most famous technology giants, founded in 1994
by Jeff Bezos. Amazon started as an online bookstore and then became the largest e-commerce
offering a wide range of products from books and household appliances to groceries and clothing.

The company has grown to a level where it includes services such as cloud computing
(Amazon Web Services), video streaming service (Amazon Prime Video), Alexa voice assistant,
supermarket chain with automated checkout Amazon Go, Amazon Game Studios, and others.

Amazon's core principles include customer focus, innovation, commitment to high
standards, active investments in technology, and the development of new markets. The company
continues to diversify its business, including the development of artificial intelligence,
autonomous delivery, and other advanced technologies.

Amazon is also known for its high standards in recruitment, leadership principles, and focus
on innovation. In general, Amazon is considered one of the leaders in the field of technology, e-
commerce, and cloud services, and has a significant impact on the modern global economy and
the technology industry.

Amazon is one of the world's largest technology companies with high recruitment standards.
Here are the main aspects that are important for understanding Amazon's recruitment methods:

1. Leadership by Company Principles: Amazon draws attention to candidates' compliance
with the company's 14 leadership principles, which cover qualities such as a burning desire for
customer service, innovation, and a commitment to high standards.

2. Technical interviews: For technical positions, Amazon is known for its challenging
interviews that test technical knowledge, problem-solving, logical thinking, and technical
prowess[9].
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3. Amazon Principles:

- Customer Obsession: The company is focused on customer satisfaction.

- Ownership (Responsibility): The candidate must show a high level of responsibility for his
work.

- Invent and Simplify: Amazon values innovation and strives for simple solutions.

- Are right, a lot: The company values making the right decisions based on data.

4. Company Culture: Amazon strives to create a corporate culture with an emphasis on
leadership, innovation, and efficiency, and this is reflected in the recruitment process.

5. Objectivity and achievements: Amazon values the achievements of candidates, their
experience, and abilities, and puts objective criteria at the forefront when evaluating candidates.

6. Long-term development: An important part of the Amazon recruitment process is to
provide opportunities for long-term employee development and career growth [13].

So, Amazon is known for its high standards in recruitment, focused on leadership qualities,
technical skills, and company principles, which contribute to the formation of highly qualified and
motivated teams.

All the above-mentioned foreign studies represent valuable experience in the field of
recruitment and demonstrate a variety of approaches and innovations that can be transferred to
practice in other countries and fields of activity. Obtaining knowledge from sources of foreign
experience makes it possible to enrich and improve the practice of personnel selection in various
organizations and contributes to the development of this important area of human resource
management [14].

The formation of a development strategy for small and medium-sized enterprises, and the
presence of a competent team of highly qualified managers and professionals in their field, is one
of the main criteria for effective management of an entrepreneurial structure, whose activities are
characterized by a high degree of risk and the ability to quickly adapt to changes in the external
environment. As we have learned, the development of an effective company development strategy
and its successful implementation primarily depends on the availability of highly qualified
personnel capable of anticipating the success of an entrepreneurial structure due to higher
competencies [15].

Conclusion

At the end of the scientific article on recruitment, it can be noted that an effective recruitment
process plays a key role in the success of any organization. Current trends require companies not
only to be competitive in the market but also to ensure high-quality recruitment of personnel who
are able to adapt to a rapidly changing business environment.

During the research of the scientific article, an analysis of existing methods and strategies of
personnel selection was carried out, and key aspects that influence the success of this process were
identified. The recommendations formulated on the basis of the review are aimed at improving
recruiting practices and increasing the effectiveness of companies in attracting and retaining
talented employees.

Based on modern business requirements, scientific conclusions emphasize the need for
innovative approaches to recruitment, taking into account the needs of the company, the
development of human resources, and incentive systems to ensure the sustainable development of
the organization.

Thus, the scientific article on recruitment represents an important contribution to
understanding modern HR practices, as well as provides practical advice and recommendations
for organizations seeking to optimize recruitment processes and strengthen their position in the
labor market. She emphasizes the importance of proper recruitment as a key element of a
successful business and calls for continued research in the field of human resource management
to further improve recruitment techniques in a rapidly changing world of work.
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IHAT'BIH )KOHE OPTA KOCIIIOPBIHAAPAA KAJAPJIAPABI IPIKTEY IIH
3AMAHAYU TOCUULAEPI: TUIMAI CTPATEI'UAJIAP MEH 9AICTEP

AHngarna

Makanana THIMZI CTpaTeTusulap MEH SJicTepre Ha3ap ayzxapa OTHIPHIN, IIAFEIH >KOHE OpTa KaCilopbeIHAapaa
KaJpiapAbl IpIKTEyOiH 3aMaHayH TOCUIIEpl KapacTHIPBUIIANBL. 3epTTCY YMITKEpiepAl TaHOayAblH 3aMaHayH
TEHICHIMSUIAPEl MEH OJIiCTepiHEe MIONY, OJIApIBIH e3repMelli eHOCK HapBIFBIHIA JKOHE Ka3ipri 3aMaHFBl OmM3HeEC
TaJlanTapblHAa KOJAAHBUTYBIH Tangay 00uisi Tabbutansl. COHBIMEH KaTap, MHHOBALMSIIBIK TOCUIAEPAl KOJIIany, XKaHa
TeXHOJIOTHsUIapra OefliMaeny »oHe THOPHATI JKOHE KAIIBIKTaH JKYMBIC iCTEy EpeKIIETKTepPiH €CKepy CHSAKTHI
TaOBICTHI KaapIapAbl ipiKTEYIiH HETi3ri acreKkTiinepi KapacTeIpeiiaasl. Jlypeic TaHIayABIH YHBIMHBIH THIMILTITIHE,
OHBIH 0ocekere KaOIeTTiIiri MeH JaMybIHa 9CEPiHe epPeKIIe Ha3ap ayJapbuiajbl.

Anam pecypcTtapblH 0Oackapy, €HOEK MCHXOJoruschl xkoHe HR mpakTukackl canmachlHAAFbl aKaJIeMUSIIBIK
KYMBICTapABl Tajjay HETi3iHAe Makaja aBTOpJaphl KaapiapAsl ipikTey mporeciMeH Oipre >XYpeTiH MaHbBI3IBI
TEHICHIMSUIAD MEH >XaHAJIBIKTapAel Oerinm kepceremi. Makana KaapiapAsl ipikTeyni OHTAWJIaHIBIPYFa, JKYMBIC
KYLIIHIH camachlH J>XKakcapTyFa >KOHE OHIMIUIKTI apTThIpyFa OarbITTaFaH yYHbIMIapra apHAJFaH LIETEeNIiK
ToXIpnOenepi YChIHbICTapAbl YChIHA/IBI.

Teopusinblk MaHbI3BL: Kagpnapas! ipikTey Typalibl FBUIBIMH MaKala ajiaM pecypcTapblH Oackapy jkoHe eHOeK
TICHXOJIOTHSCBIHBIH FBUIBIMU cajlachlHa KOCBUIFaH yiec Ooubin Tabbutanbl. Oyl Kaapiapabl ipiKTeyIiH 3aMaHayH
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TEOpUsUIapbl MEH TXIPUOECIH >KMHAKTalAbl, CaJlaHbIH TEOPHSUIBIK 0a3achlH KEHEHTyre KOMEKTECeTiH J>KaHa
TYKbIpbIMAAMalIap MEH ToCIIepAl TY KbIPBIMIAIBI.

[IpakTHKanbIK MaHBI3BI: IpIKTEY MPOLECIH OHTAWJIAHABIPY: MakKajaJa KeJTIPUINeH YCBIHBICTAPbI
KOMITAaHMSUIAp OKajjay NpOLECTEpiH OHTAWIAHIBIPY, JKajjay THIMAUITIH apTThIpy JKOHE KbI3METKepIepiH
TYpaKTaMayblH a3aiTy YIIiH MaiiianaHa ajajibl; HepCOHAJJIBIH CAllaChlH apTThIPY: MaKala/ia 931pJIeHI'eH 9icTep MEH
Tocinaep kebipek OLTIKTI KI3METKEpIIepi TapTyFa KoHE TaHIayFa KOMeKTecei, OyJl YKIMHBIH KOciOW MeHTreiin
JKOHE YHBIMHBIH JKaJIIbl OHIMIUIITIH apTThIpyFa oKele[i; YKOHOMHKAIIBIK ocep: MepCOHAIIB THIMAI TaHOay jKaHa
KBI3METKEpIIepli OKBITYFa JKoHE OelimMzaeyre KeTeTiH IIBIFBIHAApABI a3aliTyFa, COHIai-aKk €HOEK camackl MeH
OHIMIIITIH apTTHIPY apKbUIBI OM3HECTIH TaOBICTBUTBIFBIH apTTHIPYFa OKeITyl MYMKIH.

Herisri ce3nep: Ou3Hec, MAarbIH KOHE OpTa KOCIOPBIHAAD, Kaapiap, IepcoHal, mepconannsl 6ackapy, HR-
MEHEHKMEHT, TIePCOHAIIBI ipiKTEY, IEPCOHAIIBIH THIMILTIT, eHOCK OHIMILTITI.

COBPEMEHHBIE ITOAXOAbI K ITIOABOPY IIEPCOHAJIA HA MAJIBIX 1
CPEJHUX ITPEANIPUATUAX: DOPDPEKTUBHBIE CTPATETMU U METO/1bI

AHHOTaNNA

B cratbe paccmarpuBaroTCs COBPEMEHHBIE IOAXOAbI K I10100py TEepCcOoHala Ha MalblX W CPEAHUX
NPEANPUSITHSIX, aKIEHTHPYS BHUMaHHe Ha 3(QQEKTHBHBIX CTpaTerusix M Mmeronax. McciemoBaHue mpencTaBiseT
co00it 0030p COBPEMEHHBIX TEHJCHLUI W METOJOB M0JA0Opa KaHAWAATOB, AaHAIN3 UX MPUMEHHUMOCTH B YCIIOBHSIX
M3MEHSIOIIErocs phlHKa TpyJa W TpeOOBaHWII COBpeMEHHOro Ou3Heca. A TaKKe pacCMaTpUBAIOTCS KIIHOUEBbIC
ACTIEKTHI YCHENTHOTO IT0100pa MEepcoHaia, BKIIOYas MCIIOIb30BaHWE WHHOBAIMOHHBIX MOAXOAOB, aJaNTaluio K
HOBBIM TEXHOJIOTHSIM M y4eT creru(uku ruOpuaHON U yAaieHHOH padoTel. Ocoboe BHUMAHKE Y/IEICHO BIHSHHUIO
MPaBIILHOTO TT0100pa Ha 3(h(heKTHBHOCTH OPraHU3aINH, €€ KOHKYPEHTOCTIOCOOHOCTD U Pa3BHUTHE.

Ha ocHoBe aHanm3a HaydHBIX padOT B 00JIACTH YHPABICHUS YEIOBEUCCKUMH PECypcaMu, IICHXOJIOTHH TPy
M KaJpOBOW IPAKTHKH aBTOPBI CTATHH BBIACIAIOT Ba)KHBIC TEHJCHIMH, WHOBAIMH, COIPOBOXKIAIONIINE IIPOIECC
noabopa nepcoHana. B craTbe mpeanokeHsl peKOMEHIalnH 3apyOe HOTO OTIbITa /Ul OPTaHU3ALNH, HAIIpaBICHHbIC
Ha ONTHMH3AIMIO T1000pa IIepCOHaa, MOBBIIICHHE KaueCcTBa paboueil CHIIbI M MOBBIIICHHE NPOU3BOIUTEIEHOCTH
Tpyza.

Teopernueckasi 3HAYMMOCTh: Hay4dHasl CTaThsl O MOA0OPE MepcoHaja MpecTaBisieT coO0H BKIIa B HAYYHYIO
o0J1acTh yNpaBJiieHUs] YEJIOBEUECKUMH pecypcamMu M Tcuxosiorun tpyna. OHa o000IIaeT coBpeMEHHbIE TEOPHH M
NpaKTHKKA 1oA0opa rnepcoHana, (GOpMyJIUpPYeT HOBBIE KOHIEMIIMK M IMOJXOJbI, YTO CIOCOOCTBYET PacCIIMPEHUIO
TeopeTH4ecKoil 6a3pl 001aCTH.

[IpakTHueckas 3HaYUMOCTB: ONTHMHU3AIMS Ipolecca noadopa: PekoMeHmanny, mpeacTaBiIeHHbIC B CTAThE,
MOTYT OBITh MCIIOJIb30BAaHbI KOMITAHUSIMM JUIsl OTITUMU3AIMK CBOMX IIPOIIECCOB I0J00pa MepCcoHaia, MOBBIICHHS
3G PeKTUBHOCTH HaliMa M YMEHBIICHMS TEKy4eCTH KaJpoOB; yIydIlIeHHEe KadecTBa HepcoHana: Pa3zpaboraHHbBIE B
CTaThe METOJAMKH M TIOJIXOJbI MOTYT CHOCOOCTBOBAThH IPHBICUCHUIO W BHIOOPY Oosee KBann(pUINPOBAHHBIX
COTPYJHHKOB, YTO TPHBEJET K IOBBIIMICHUIO MpodeccHoHaNIn3Ma KOJUIEKTHBA M OOIIEH NpOM3BOAMTEILHOCTH
OpraHM3aIy; SKOHOMUYecKui 3 dexT: DpdexTnBHBII 1000 MepcoHaTa MOKET IPUBECTH K CHIDKCHHIO PacX0/10B
Ha MOJTOTOBKY U aJaNTaI[I0 HOBBIX COTPYIHUKOB, a TAK)KE TIOBBICUTH PEHTA0EIbHOCTh OM3HECA 3a CYET YBEIUYCHHUS
Ka4yecTBa U MMPOU3BOIUTEIBHOCTH TPYAA.

KiroueBble ci1oBa: 613HeC, Manble ¥ CpeJHIE NPEANPHUITHS, KaJIp, IEPCOHA, yIIpaBieHue nepconanom, HR-
MEHEKMEHT, 110100p HepcoHaa, 3(peKTUBHOCTD IIEPCOHAIA, TPOU3BOAUTEIBHOCTh TPY/IA.
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