
Samal Tazhiyeva, Aigul Otarbayeva / International Journal of Industrial Distribution & Business 7-2 (2016) 5-12 5

Abstract

Purpose – The purpose of this article is to review the key
features and benefits with different methods which is suitable for
a particular organization (in this article JTI Kazakhstan) as well
as for assessing the capacity of a staff and identification.
Research design, data and methodology – Current approaches

were used to assess a staff capacity and classify groups. By
comparing each other and marked different application methods,
this article developed the method for the employment of
personal potential and control management process.
Results – Through this analysis, assessing labor capacity

functioned as an evaluation and assessment for employee
competence. Examples suggested practical recommendations for
assessing employees' labor potential.
Conclusions – It is important not just to bring together several

techniques but adapt the conditions with existing organization
with the professionalism and experience of specialists in
managing the evaluation process. In terms of the implementation
of this task, it is necessary to have knowledge in the field of
psychology as well as business processes, objectives, and
specificities of companies including the relevant personal qualities.

Keywords: Strategic Potential, Effectiveness, Goal Setting,
Competence, Competency Model.

JEL Classifications: J01, J20,J40.

1. Introduction

At the present stage of development of business technology,
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the key resources of any organization are human resources
besides financial, information, technology. Companies compete,
including the level of professional development of its employees,
knowledge and skills each other. For the most rational and
efficient use of these resources, it is necessary to assess it
properly. Various systems, methods, and personnel evaluation
techniques allow to identify and unlock each employee potential
and to refer the potential for realization in strategic goals of the
company.

Evaluation of labor potential personnel can:
•Manage staff performance, assessing compliance with labor
the capacity requirements of workers, correcting the actions
of;
• Identify training and development programs taking into
account the "development areas" workers;
•Motivate and promote employees with high labor potential
and possibilities of its development.

Tool for the Evaluation of labor potential of staff is at the
core of many business processes of HR, in particular, the
management of its development. This tool allows you to see
both the ability of employees to achieve their goals and the
return of personnel costs, its value terms. An assessment,
depending on the purpose and objectives of management
activities, are required to set a criteria and methods.

2. Literature Review

2.1. The needs for personnel assessment and complexities
are involved in this

The company must assess which method of assessment is
acceptable for the company and whether it is needed at all,
based on the analysis of the following factors:
• Date of the last evaluation of the event.
• Age of the company.
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•How the company financially ready to implement the
evaluation activities.
• A strategy and mission.
•How developed is the company's corporate culture and what
are its features.
•Company size.
• The scope of the company, the nature of the products or
services.
• Socio-psychological atmosphere in the company.
• Stage of the staff to be assessed and others factors.

In order to determine its own needs assessment, the
consultant and the client need to understand the reason for
treatment because requests to the evaluation can be different
from real needs to determine the level of success in the
company prior to the evaluation as a tribute to fashion. Last
wish is not a requirement for assessment and its implementation
can start an irreversible process of decay. Therefore, the
process of determining the true intentions where prostraivaetsya
clear goal, the result and the specific objectives of the
company, the first and most important step in conducting proper
personnel evaluation.

2.2. Genkin(2007) provides the following benefits of the
staff appraisal

Benefits for the company valuation
1. Determination of the results from the work, the level of

knowledge and skills of personnel.
2. The possibility of staff rotation and the creation of a

personnel reserve.
3. Create a targeted program of staff development.
4. Motivation.
5. Building a corporate culture.
6. Organizational development.

Benefits for employee evaluation
1. Determination of the place and role of each employee in

the company - both horizontally and vertically.
2. A clear understanding of the objectives, criteria for success

of their implementation, depending on the size of salaries
and bonuses of the results of labor.

3. The ability to get feedback from the immediate supervisor.
4. Ensuring that the achievements will not be ignored (if the

system operates effectively).
5. Possibility of professional and career growth.

Gavrilova (2009), the personnel manager of the group of
companies "Gradient Alpha", determines the location of
personnel evaluation in human resource management process
as follows:
• Training: Personnel assessment helps to identify the need
for workers in training, as well as to determine the
effectiveness of training programs used.
•Workforce planning: Evaluation of indicators to determine

both current and future quantitative and qualitative need for
staff.
• Recruitment: Information on the results of the evaluation of
workers is used to improve the use of personnel recruitment
and selection methods.
• Development of employees and career planning: Evaluation
of indicators to evaluate the potential employee and identify
ways to implement more complex and responsible work.
• Promote and work motivation: Evaluation of indicators helps
to increase the effectiveness of motivation and stimulation
system, giving staff feedback, assessing their contribution to
the goals of the organization and division.
• Formation of a personnel reserve, and work with him:
Evaluation of work and the working behavior of employees
is the basis of the formation of allowance and determining
the effectiveness of its training.

The introduction of assessment systems in the company
takes place in several stages, according to Pogodin (2009):
1) Decide on the establishment of evaluation system in the

company's top management and HR-department of the
company and actions at this stage:
• Identify the purpose of the evaluation and its influence
on employee motivation (previously conduct employee
survey).
• Human Resources Management Service must make a
presentation to senior management on the advantages
and disadvantages of different methods of assessment.
• Decision on the implementation of evaluation systems in
the company as a whole and its method of implementation.
• The decision to establish a working group.

2) Creation of a working group that will include representatives
of middle management, HR-department, legal and PR-
services, possibly external consultants and employees of the
company. Group offers to senior management a detailed
action plan for the establishment and implementation of the
system and budget, if necessary.

3) Selection of assessment methods and the development of
the first version of the system and stages:
• Developing corporate competencies system.
• clarifies the organizational structure of the company and
to determine the linear submission stage hierarchy.
• assessment of the system is related to the business
planning system in the company and KPI
• evaluation system should be integrated into the whole
range of HR-instruments.
• review and update job descriptions.

4) Result - the final decision on the method of assessment,
evaluation of the system structure, a set of competencies,
rating scale, variations of forms and shapes.

5) Further development of the system and preparation of
documents HR-department: provision of evaluation, evaluation
forms, instructions for the manager and the employee.

6) Information support of system within the company, providing
training for planning managers: the explanation of the
benefits for the company and employees, a clear description
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of the sequence of the assessment, the structure of
assessment forms and how to fill them, the training setting
targets and correlating them with the business plan, a
story about the consequences of the result for the
employees and the company, skills training of the
appraisal interview with employees.

7) Further development of the system, taking into account the
wishes of middle managers.

8) Conduct training for staff.
9) Assessment.
10) Summing up, success and failure analysis.
11) Errors and difficulties in implementing the evaluation system
• The discrepancy method for assessing the degree of
maturity.
•Negative attitude of employees to any evaluation of their
work.
• Evaluation of the personal qualities of employees apart
from the duties and competences.
• The evaluation system is not connected with the system
material and non-material motivation.
•Managers believe that the assessment they have no
time.
• Participation of employees in setting objectives is minimal.
•Managers give bad feedback, and staff are not able to
perceive it.
•Dropped or inflated self-esteem of employees.

2.3. Basic methods of assessment the strategic potential
of personnel

Assessment of personnel - a system that allows you to
measure the results and the level of professional competence of
the employees, as well as their potential in the context of the
company's strategic objectives. The assessment compares the
employer the employee occupying this or that position, with a
specialist, ideally suited for this position.
Modern methods of assessment in Kazakhstan have appeared

recently, with the arrival on the market of foreign companies.
The number of companies using Performance management (PM),
Assessment Center, including domestic, "360" is growing, but not
as rapidly as we would like. The main obstacle is the local
mentality not accept the Western technology, distrust of it, and
the desire for stability and conservatism.
According to Zakharchenko(2006), the following basic methods

of personnel evaluation, applied in modern companies.

2.3.1. Attestation

The procedure for attestation set out in the approved
documents. In the absence of such an organization must be
duly approved "Regulations on certification," the company's staff.
The procedure and all regulations are consistent and approved
by the top officials of the company.
Attestation - the right administration of the company, which may

be exercised in respect of all or certain categories of employees.
Employees who have worked less than one year, pregnant women

or with children up to three years, representatives of the top
management may be excluded from the evaluation.
Attestation is carried out once, twice or three times a year. It

may be ordinary or extraordinary by the decision of the
administration. Certification assesses the qualifications, work
results (grade sheet or on the recommendation of the head),
the level of knowledge and skills (in the standard form of the
exam), business and personal qualities. Evaluation criteria - the
professional standard of professions and positions.
Examination Board is created from representatives of middle

managers, human resources practitioners, and union members.
The amount is usually determined by an odd number of
members in an amount of from 5 to 11. The Commission
considers the presence of the employee data and make a
decision about the future of employee in the organization. The
results can be the basis for the dismissal of an employee in
accordance with Art. 81 of the Labour Code. In case of
disagreement with the decision of the evaluation commission,
the employee of the right to appeal to the commission on labor
disputes in the company or go to court. The Commission shall
submit a justification for its decision.

2.3.2. anagement by Objectives ( )М МВО

It lies in the joint statement of the head of the task and the
employee and evaluation of their performance after the reporting
period (usually the end of the financial year). The rating covers
all the categories and positions of the company.
1) A list of tasks:

a) The manager himself puts the problem, and then bring
them to the employees. Then, the adjustment occurs
taking into account the proposals of the employee;

b) The manager and employee set goals independently of
each other, and then to coordinate their interview.

2) defines the criteria for tasks (ratio of weight as a percentage
of the overall success of each task), in accordance with the
strategy of the company.

3) determine the success of the task. The priority is considered
an opinion leader or decision attract a superior leader.

4) The proposed measures to improve the quality of work.

2.3.3. РМ

Evaluates the results, methods and competencies of staff,
identifies development planned career employee. Participation
shall take all the categories and positions the company.
Emphasis is placed on the head of the feedback from the slave
in the form of regular contacts every year (formally) and often
(as needed, informal).Interviews for the tasks and the final
interviews(produced jointly by managers and subordinates) are
held every year, where the employee is given feedback on his
work and to develop ways of its success and quality of work.
Evaluated the results of work on the objectives and
competencies, and identify the areas of training plans drawn up
personnel and the development of his career.
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2.3.4. "360 degrees"

A summary of competencies was performed by people who
are constantly working with the employee using individual
personnel problems, and as a supplement to the basic system.
The employee can initiate for himself this assessment method to
determine their development.
Employees endure four sides: the head, subordinates,

colleagues and clients (above, below, beside and around) in the
amount of 7 - 12 people. It is desirable that people evaluated
not only positive but also critical.

Estimated competences:
• Leadership
• Teamwork
• People management
•Management
•Communication skills
• Vision
•Organizational skills
• Ability to make decisions
• Professionalism
• Initiative
• Ability to adapt

These completed questionnaires and questionnaires were
collected and sent to the processing of an external provider (to
achieve complete privacy) or processed by on-line (automatically).
His assessment may show only the head, thus providing
feedback. The evaluation results (usually on a scale) are
relevant for an employee and his supervisor.

2.3.5. Assessment Center

1) Preparatory stage:
•Definition of evaluation objectives;
•Development (actualization) competency model. The model
should comply with the company's overall strategy and
include the competencies needed to perform a specific task.
• To develop competences certainly attracted business
leaders, and preferably the first person company.
Competencies prescribed by levels.

2) Development Assessment Center procedure:
•Development scenario plan (timing and logistics activities);
•Modeling and / or adaptation of the exercise;
•Definition of a set and sequence of evaluation methods;
• Training of experts and observers training;
• Familiarize participants evaluated the program assessment
center.

3) conducting Assessment Center:
•Conducting business games, case studies, group
discussions, which appear chosen jurisdiction. The topic
can be anything, and need not match the content of
employee performance. Each case makes it possible to
evaluate the multiple competencies in various combinations.
Exercises are performed in a group or in pairs. The

behavior of staff specially trained observers watch -
external consultants, employees of HR-department,
representatives of the business units;
• Individual interviews, tests (intelligence, personality) to
each participant based on the results of the game;
• An overall assessment of the game participant
(integration session) - reduction estimates. All observers
have expressed their views on human behavior during
business games and discuss the overall assessment of
the competence of each;
• Drawing up a report on the results of the assessment
center;
• Providing feedback to participants assessment center. It
is important that the consultants / observers giving
feedback were extremely considerate and careful. Often
in the assessment center evaluated ambitious employees
with high self-esteem. Following feedback from them
must remain positive impression.

Also evaluation methods can be unofficially timed coaching,
which is non-core, but gives more detailed information about the
employee - its potential, motivations, intentions, aspirations,
strengths and weaknesses. Coaching is a powerful motivating
and initiating employees responsible for their activities. Thus, in
the all stages, the employee and it can be used as a method
of assessment, development method, and a way to motivate
employees.

3. Methodology and Summary statistics

3.1. Evaluation of the results from the method of assessing
personnel capacity in JTI Kazakhstan

JT International - an international tobacco company, is one of
the leaders of the world tobacco market and number 1 in the
CIS. Parent company - Japan Tobacco Inc. - Among the
hundred most profitable companies in the world (according to
the Fortune 500). JTI owns international brands Winston, Camel,
Mild Seven, LD, Sobranie and Glamour. For 7 years in a row
the company has the status of the most dynamic in the tobacco
business.
In Kazakhstan, the company is one of the largest

international FMCG-structures, having in his part of the modern
tobacco factory in Almaty with the head office and regional
offices in major cities throughout the country. Combining with
the company Gallaher in 2007 strengthened the position of
leader of the tobacco industry in the CIS.
JTI is a global company with innovative ideas. The

importance of brands combined with an interest in providing
opportunities to achieve professional success to build a career.
In order to provide an outline of the main elements contributing
to the achievement of business results, it was made "The
development plan for personnel management."
Performance measurement is a key element of personnel
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management process and helps employees improve their
achievements, and thus achievements of the Company. In this
process are the use of the values and competencies of JTI,
where we evaluate those behaviors that have the greatest
influence on the formation and adherence to our corporate
culture. The plan is a key tool for the determination of
remuneration, and would help staff to identify and improve their
strengths, as well as, pay attention to the needs of
development. Finally, the performance appraisal helps to identify
successors for positions of responsibility in the JTI.
The development of professional achievements is a

continuous process, during the planned action aimed at
achieving the individual business goals and development
objectives as a leader in the process of coaching track progress
bar work and when employees at the end of the year, through
the stage of performance measurement to improve results next
year. This process consists of three main stages:
Planning. Employees and managers formulate business goals

and objectives for the development, planning and actions aimed
at achieving these goals. This phase should be completed by
February 28 of the current year. The objectives are to develop
the condition for professional growth. They reflect any
development needs established in the previous review, or new
requirements needed to achieve success in the current year. In
each case, they must cover the competence and / or functional
skills.
It should identify a maximum of five for development

purposes. Each goal should indicate the expected results and
time frame. A more detailed plan for the development can be
displayed in the Individual Development Plan (PDP). Individual
business goals are the improvement of the "what" makes the
employee in his work: how the employee improves efficiency
and contributes to achieving the Company's goals.
Clearly expressed individual business goals are the foundation

of any process of professional achievements. Without a clear
understanding of the desired result, it is difficult to assess the
achievement of this result. The Company's ability to achieve
strategic goals depends largely on the ability of managers to
cascade goals of a higher order. Thus, it is necessary to be
able to transform the corporate objectives into functional goals /
objectives of department, and, ultimately, to individual business
objectives.

Individual business goals should be:
• S - Specific
•M - measured - or, if not measurable, observable fact
• A - Achievable
•R - Realistic
• T - determined time

At that time, as the job descriptions reflect the daily activities
of the employee, the individual business goals represent
important achievements in measurable activities from one period
to another.
Coaching. During the year, the process is kept constant

coaching. Both sides are responsible for the implementation of this

process. The purpose of these regular discussions - to ensure no
surprises at the stage of evaluation activities; discussions could be
reflected in the mid-year review period ends.
The employee and his supervisor may think: "I'm too busy. I

do not have time for this. " In fact, coaching takes much less
time than it used to think. coaching process should not be
formal. This can be a two-minute unplanned discussion, a
lengthy informal conversation or just a matter of choosing a tool
for development. Director, subject to continuous coaching can
enjoy certain advantages.
The team becomes stronger. Employees, which is regularly

held coaching are always up to date with the activities of the
Company, have a high level of interest, work with a high
degree of impact and show good results. This development tool
brings success, not only managers and employees, but also the
company as a whole.
Head of seeking recognition as a leader and a successful

coach, drawing on his team of talented employees. Proper and
regular coaching helps managers and employees in building a
career and realize the potential.
Evaluation of the results. This step confirms the formal

agreement on the evaluation between the employee, supervisor
and head of the second level. Assesses the business objectives
and competence. Evaluation of business goals, as well as, and
evaluation of competencies is 50% of the total evaluation. Stage
performance evaluation should be completed by 31 January of
the following year.
At the stage of evaluation of the results, the manager must

discuss with the employee of all the achievements of each
individual business goals, and make a summary of these
achievements in the form of a dialogue. Opposite each
achievement by individual business objectives manager must
specify the rating from 1 (low) to 5 (high).

Rating means the following:
1 = The goal is not reached
2 = aim is partly achieved
3 = The goal has been fully implemented
4 = The aim is partly exceeded
5 = The goal of significantly exceeded

It is important to note that rating "3"- is a good rating, which
means that the targets were fully achieved. Moreover, it is
important that managers take into account the need to
distinguish between professional achievements. They have to
constantly compare the assessment set with different employees,
aiming for a fair distribution of the results.

Development purposes.
During the year and formally at the end of the year, the

head along with the employee to discuss the observed changes
referred to in order to develop. At the stage of evaluation of the
results of the employee and his supervisor should provide
specific examples showing the changes in order to understand
how the goal was achieved.
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In order to help employees and their managers to apply this
process was established forms of dialogue, adopted throughout
the Company. Personal Development Plan (PDP) serves as an
additional tool for professional development, which will allow
employees to more elaborate development plan. Thus, the
dialogue, as a key element of performance measurement
system is the main instrument to ensure a continuous process
of definition of professional staff achievements.

3.2. Analysis of the Competence of JTI Kazakhstan
Employees

Vetoshkina (2008)defines competence as demonstrated by the
ability of the employee to carry out certain production functions.
Competencies combine ability and motivation of the employee
and describes its production behavior. This is not just
knowledge of the employee but the knowledge of applicable and
applied in practice.
Competencies are human characteristics, rather than

positions, thus transferred from one workplace to another,
together with the employee. At the same time to competence
could serve as a basis for employment, official travel,
remuneration or other decision-making in the field of personnel
management, the individual must be able to demonstrate
competency in practice.
The dialogue explains the level of skill required for certain

behavioral indicators in each jurisdiction for each working group.
This will lead to focused development which supports
professional and career growth.
Competencies reflect the "how" we do our work. As of JTI,

competence is a combination of the behaviors that are the
result of knowledge, skills and attitudes of staff. The company
has identified four competencies and related behavioral
indicators that apply to all working groups.
JTI has developed a competency model, which was

introduced in 2003 and since then has constantly applied at the
global level of the Company. The Dialogue was selected those
behavioral indicators that have the greatest influence on the
formation and management of the Company's corporate culture.
Thus, the evaluation focuses on these forms of behavior and
can change over time.

<Table 1> Four competences at JTI Kazakhstan LLP
Understand Business
Strive for quality Consider the environmental conditions
Make decisions Think strategically
Make the Maximum Contribution
Belief in success The pursuit of knowledge
Creativity Manage yourself
Energize Other People
Leadership Development of people
Open communication Teamwork
Achieve Results
Take the initiative Manage priorities
Maintain partnerships with customers
Demonstrate craftsmanship

Note: compiled by the author

At the stage of evaluation of the activities of the manager
must discuss with the employee his observations on each
competency. The employee must give specific examples of the
competencies, and make a brief description of the discussion
with the head in the window "Achievements Competency" form
of dialogue. Next to each competency leader should specify a
rating from 1 (low) to 5 (high).

Rating competency means the following:
1 = The behavior does not meet expectations
2 = Behavior partially meets expectations
3 = The behavior is completely in line with expectations
4 = Behavior partially exceeds expectations
5 = Behavior significantly exceeds expectations

When making the ratings, the form dialog automatically
calculates the overall ranking achievements competency, which
is 50% of the total evaluation.
Thus, competence management determines the course of the

life of the individual in the organization, starting from the date of
hiring. On the basis of the development process of professional
achievements employees are trained, get promotion, planning
your career, go through the evaluation of personnel and
rewarded. Such an organization of personnel management is
good for both the company and its employees: the first received
coherent framework for action and analysis, and the latter can
be based on clear guidelines, very knowing exactly what to
expect from the future.

4. Results and Discussion

4.1. Author's Recommendations to the Method for
Assessing the Personnel Potential in JTI Kazakhstan
and the Expected Results

In evaluating the results of the personnel of JTI Kazakhstan,
there is a relationship between the objectives of the employee
and the company's business objectives. However, the staff
appraisal format loosely covers the identification of priority
directions of development of the employees and, accordingly,
the development of training programs or promoting an employee
to another position.
In this regard, I would recommend to add to the assessment

methodologies staff assessment center building, which has been
described previously in the second chapter is. One of the
standard tools of assessment center are carrying out a simulated
business game. However, in this method that the tools are not
limited and may include: tests, interviews, analytical exercises,
solution of case studies, group discussions and others.
Case method, or a method of specific situations, is

indispensable when you need to see a specialist is able to
solve analytical, strategic or managerial tasks. Cases allow to
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predict what role they can play in a real business situation,
while other methods of estimation at best reveal the presence
or absence of relevant professional data.
This approach allows the candidate or employee clearly

demonstrate how your strengths and areas for development.
There are several dozen exercises of different kinds: analytical
presentations, individual business exercises (also known as
"in-trays" - completely written exercises, which simulate different
aspects of the individual administrative-organizational work),
group discussions, exercises to find the facts, role playing, etc.
At the core mechanics, the operation of any exercise is the
notion of competence - a stable cluster of observed behavioral
manifestations that determine the success of the work.
Not all cases there is a single correct solution. To avoid

subjectivity, before embarking on any evaluation activities,
Skuratovskaya(2010)proposes to determine:
• qualities that will be assessed;
• criteria for evaluation;
• priorities (what can be sacrificed, and without which it is
impossible to do).

The most common criteria for assessing the decision of the
case:
•Compliance with the decision set forth in the job issues
(issue value and the market);
•Originality of approach (innovation, creativity);
• Applicability of the solutions in practice;
•Depth elaboration of the problem (and the validity of a
comprehensive solution, the availability of alternatives, difficulty
forecasting);
• The possibility of long-term use.

In order to make the final assessment reflected the
importance of each criterion for the company, they are given a
certain value (equivalent should be given the same "weight"),
the amount of which shall be equal to one. It is believed that
the solution of the case should evaluate the most qualified
experts in a particular field of activity. Well, if there are several,
they are objective and impartial, and also have enough free
time to carefully analyze all the submitted solutions.
When it comes to the assessment of experts at ordinary

positions or candidates for promotion, it may carry out the
direction of the head, which, most likely, is a professional higher
class.

Technology assessment center will allow the company:
• assess the degree of compliance with the requirements of
the position the employee competencies;
• select the most suitable candidates narukovodyaschie
position or have the potential to solve complex business
problems;
• see the strengths and weaknesses of the employee, to
predict its behavior in complex situations, reduce the risk of
a wrong choice of error;
• develop effective programs of training and development of
staff;

• evaluate the effectiveness of the training;
• optimum use of human resources at the expense of
understanding the knowledge and skills of staff;
•motivate staff on professional development;
• create effective talent pool.

In general, the solution of the case is time-consuming, as well
as the processing of their results. Therefore, this technique can
assess the potential of employees to use less than a
methodology to assess performance. For example, the use of this
technique at intervals of 3 years will identify areas of
improvement, according to this training can be defined, necessary
for the development of the employee. During this period, the
employee may take a training plan and career development for 3
years.
Another option is a radical new tool, based on today's

technological possibilities. Peskin(2013) says, product specialist
SHL Russia & CIS are in the category "Expert Interview" for the
portal HRdocs. The most striking examples are the emergence
of e-business individual exercises, or e-trays. It is not so much
the usual "in-trays" to be converted into electronic format, as a
very special assessment tool.
The main advantage of exercise e-tray format is that the

simulation becomes an interactive operating situation, i.e. the
emergence of new documents is at least in direct connection
with the party's actions (in contrast to the "classic" version, in
which documents are available from the start), that provides a
variety of alternative scenarios of events. Although exercise in
the e-tray format gaining popularity today, in the past decade
throughout the world use them only around 10 companies. The
most illustrative example of Deloitte, using this solution as one
of the stages of selection in the recruitment of graduates, as
well as for the evaluation of internal applicants for junior
management positions.

5. Conclusion

At this stage, the majority of experts to assess the staff
strive to create integrated system of evaluation of the personnel,
including quite a number of methods to minimize errors in the
evaluation process. But above all, it is important not just to
bring together several techniques, but adapted to the conditions
existing in the organization. Of great importance here takes on
the professionalism and experience of a specialist, managing the
evaluation process, since the implementation of this task, in
addition to the relevant personal qualities, requires knowledge
and competence in the field of psychology and understanding of
business processes, objectives and specifics of the company.
It is necessary to consider the following recommendations for

the effective assessment of the capacity of the staff of the
organization:
1. Understanding of the objectives and evaluation tasks. As

the introduction of assessment tools, as well as their
direct application in each individual case must be based
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on a clear understanding of the purpose for which
assesses how to use the information received, on what
decisions it will affect. Of course, there is a certain
probability of error in the determination of the strategic
parameters. However, significantly more risky scenario - is
one in which the HR, in principle, does not think about
what it is used for assessment tools, what the company is
going to this information about people and what role it will
play in various HR-processes.

2. Quality and efficiency tools. Use only those tools that are
designed to answer the questions and give HR exactly the
information they need. Next, you need to take into account
the context of the use of tools and try to find one tool
that can answer all the questions and at the same time
provide an exhaustive description of the person, taking into
account, relatively speaking, all possible variants of
behavior in every situation. In addition, the reliability and
validity of the tools must be proven by independent
studies. This requirement follows directly from the need to
cooperate with proven, successful suppliers of tools and
assessment services, able to offer a wide range of
products and solutions, which have many years of global
experience in this area.

3. Evaluation for business, not for the sake of evaluation. As
in the selection tools, and using the obtained logical chain
should be traceable data linking business results in
general indicators of human activity and, finally, the
characteristics of competencies and capacities, which are
measured and evaluation tools. Further investment in
personnel assessment can be quite lengthy and risky, so
the meaningfulness of the demonstration and the profitability
of such investments is a must. This is particularly important
when you consider that HR is becoming a full partner in
the business, and from the representatives of HR-

departments require not only the introduction of modern,
efficient tools to evaluate candidates and current employees,
but also a truly strategic, systematic approach to the whole
business.

References

Gavrilova, A. (2009). Review of systems, methods, and person-
nel evaluation techniques. Human Resources and man-
agement personnel of the enterprise, 2, 12-20.

Genkin, B. M. (2007). Economics and sociology of labor:
Textbook for high schools. AM: Norma. Retrieved May
11, 2016, from https://www.wits.ac.za/media/wits-university/
students/academic-matters/documents/2016%20General%
20Prospectus.pdf

Peskin, M. (2013). An interview with an expert: modern methods
of personnel evaluation. Retrieved January 20, 2015,
from http://www.hrdocs.ru/poleznaya-informacziya/sovremennyie-
metodyi-oczenki-personala/

Pogodina, T. V. (2009). Formation and development of corpo-
ration based on evaluation of its labor potential.
Moscow, Russia: Thesis for Doctorate in State University
of Management.

Skuratovskaya, N. (2010). Case method in the evaluation of
staff. Journal Guide to Human Resources, 4, 7-19.

Vetoshkina, T. (2008). Role of competencies in personnel
management. Human resource management. 3, 1-18.

Zakharchenko, E. V. (2006). Evaluation and development of la-
bor potential of enterprises in crisis management. Omsk,
Russia: Thesis for Doctorate in Omsk State University
name of Dostoevsky.



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 1200
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 1200
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice




