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Mechanism for creation and implementation of fractal model of human resource management:
analyzing the personnel properties for demand of the organization

Abstract

Object: This paper considers an issue related to human resource management (HRM) in an organization from the
point of view of a fractal. The paper aims is to determine the main parameters and importance of personnel manage-
ment, and to create and to implement a fractal model of personnel management, which are the basis of the human re-
source management system in the organization.

Methods: The authors used the theoretical approach from the fractal theory to determine the fractal of things, and
the questionnaire method for collecting data. Obtained data was analyzed by using the formulae of fractal theory.

Findings: ldentifying the levels of personal properties and their manageability using the fractal HRM model is
achieved in two phases. When the personnel susceptibility to control impact shows the higher meanings, it means that
they are more controllable. Also, this paper determined that the control impact works if the manager uses 80 % of the
force of impact.

Conclusion: Using of the fractal HRM model significantly impacts on the efficiency management of the organiza-
tion and identifies the real position of the personnel, that is, which one is more capable among them and how to use
their abilities in favor of the organization.

Keywords: human resource management, personnel, organization, fractal, control impact, the need for personnel.

Introduction

Human resource management (HRM) is a set of actions aimed at recruiting, developing and maintaining
an effective workforce necessary to achieve the goals (¥) of an organization. HRM is a component of man-
agement of any organization, along with the management of material and natural resources (Hausknecht,
Rodda, & Howard, 2019). However, in terms of their properties, people are significantly different from any
other resources. Therefore, they require special methods of management.

To ensure the effective achievement of the organization’s goals, it is necessary to organize all HRM is-
sues into one stable set of interactions (G). In such a process the most important things are the activity of the
personnel, the human factor, and a single management activity of the organization (Joseph, 2020). The man-
agement process should take into account the specifics of human resources. It is expressed as follows: firstly,
in contrast to the means of production of machines and raw materials, people are endowed with intellect,
therefore their reaction to control impact is meaningful, not mechanical. This means that the process of inter-
action between the organization and the personnel is two-way. Secondly, due to the possession of intelli-
gence, people are capable of continuous improvement and development. Thirdly, in modern conditions of
scientific and technological progress, when technologies and professional skills become obsolete over sever-
al years, the ability of employees to constantly improve and develop is the most important and long-term
source of increasing the efficiency of any organization (Priyadharshini, Kamalanabhan, & Madhumathi,
2015).

It means that the top-manager of the organization must always assess the demand for these personnel to
achieve the goals (¥) of the organization.

The paper aims to determine the main parameters and importance of personnel management, and to cre-
ate a fractal model of personnel management, which are the basis of the human resource management system
in the organization.
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This research considers urgent issues related to the of human resource management (HRM) in an organ-
ization from the point of view of a fractal. HRM always has a necessity for two criteria and a measure of
control impacts to achieve the management goal. This is a criterion for assessing the manageability of per-
sonnel and a criterion for assessing the demand for personnel for an organization. The measure of managerial
influences is assessed based on the nonlinearity of control influences, which expresses fractality. This paper
proposes a model for determining the degree of demand for personnel for an organization. On the basis of
these criterias, the authors proposed a fractal method of human resource management.

Literature Review

Management theory has existed as a science for more than a hundred years in the form of an independ-
ent branch of knowledge, based on certain principles of the concept and scientific schools (Boxall, Purcell, &
Wright, 2009). According to Rowley and Jackson, the allocation of management as an independent science,
much more advanced in the scientific and applied science of management is due to the fact that in this area
the science of management has achieved great success and found its subject («Human resource management:
the key concepts», 2011). This is evidenced by that when we talk about the science of management, we usu-
ally mean not the management of the economy at the macro and micro level, but the management of the or-
ganization and its personnel, in fact, it is management taking into account the human factor (Armstrong,
2010). In microeconomics, flows of goods and finance are at the forefront, but in management theory more
attention is paid to the relationship between managers and subordinates in the production process (Griffin,
2012). A deep connection between one and the other side of production takes a place in microeconomics and
in management theory (Cole & Kelly, 2011).

For a very long time, the science of organization management relied mainly on the study of administra-
tive and economic methods of managing production teams (Zhemchugov & Zhemchugov, 2017). Socio-
psychological methods of managing an organization remained outside the science of management, although
they were undoubtedly used by individual leaders often empirically, intuitively, based on the principles of
ethics, morality, prescriptions, religion (Abutalibov & Mammadov, 2010). At the same time, it became more
and more obvious that in the context of the socialization of the organization, the decisive interaction of
workers in labor processes, the final result of its activities increasingly became dependent on the internal atti-
tude of personnel to the work, on the principles of ethics and morality in relations between managers and
workers (Armstrong, 2006). All of these are called the human factor in the management of the organization.
It turned out that the quality and productivity of workers is determined not only by their purely economic,
monetary interests, but also by the inter-employee relations in the team, satisfaction with working conditions,
prestige of the profession, and the possibilities of self-survival of the individual by the internal moral and
psychological attitudes of the worker (Leroy, Segers, van Dierendonck, & den Hartog, 2018).

Human resource management of an organization has the same organizational function as the manage-
ment of any object or processes, investment management, and technological development. Recent years,
characterized by the acceleration of scientific and technological progress, the further development of market
relations and a significant increase in competition, determine the setting of new tasks for experts in the field
of human resource management (Bloom & Van Reenen, 2011). By its nature, this procedure is performed
from the point of view of the interests of the organization. To achieve the goals of the organization (%), the
head of the organization has to gather appropriate human resources. Namely, the HRM tasks arise in this sit-
uation. Instead of to create a HRM system, a top-manager must have a personnel management model. Gener-
alization of this model is the HRM model.

Methods and Results

The solution to this problem and the creation of a personnel management model is solved in two stages.
In the first stage the manager must select the required personnel that meet the interests of the organization.
At the second stage the manager chooses the type of control impact on the demanded personnel.

The first phase

To assess the need for personnel, first of all, taking into account the interests of the organization, the
manager determines those properties of personnel that are necessary to achieve the goals of the organization.
On the basis of the dialectic of logic, we gave some definitions related to features:

Definition 1. Features of an object are that objects or phenomena, which are either similar or different
from each other. By its nature, any feature has global and local properties.
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Definition 2. The global property of a feature is such a property, due to which each of the features is
necessary, and all taken together are sufficient to distinguish a given object from all others. The properties
inter-connected with other properties can be understood as the dependence of one property on another one.

Definition 3. A local property of a feature is a property, due to which a group of features necessary for
recognizing an object by its known side is determined, and this side is established by the task put forward by
practice in each specific case.

In this case, the personnel of the organization were taken as an object. Based on these definitions, we
developed a model to assess the demand for personnel for the organization. To do this, we introduced the
concept of the demand for personnel for the organization, which is called as a criterion of management. In
this case, the organization is defined as an object that has certain properties, where the personnel perform
their activities.

Definition 4. The properties of the organization are defined as &; and the personnel of the organization
also have certain properties p;. As we said in abovementioned definitions, personnel (P) on the organization
has local p; and global G. (r (p; k;)) properties. It is the coincidence of these properties that determines its
relevance for the organization and is the criterion for management (Saparkhojayev, Abdrakhmanov,
Rustamov, & Duisenova, 2021).

Model for assessing the demand for personnel for an organization

As the local property was defined in terms of p;, this property is expressed as p; = {p;, p», ps...pn}. Each
member of this set for P has a certain degree of importance for organization. This importance can be scaled
in the range [-1; 1]. This scaling is done by the top-manager of the organization. To determine the global
property of P the correlation dependence between k; and p; is calculated according to the following formula
(Rustamov, Ibraim, & Abdrakhmanov, 2009):

= Lif k= max, g — max
ripf, ki) = =0, if k; and p; hasne correlation 1)
= —1,if ky = max,p; — minervice versa.

Head of the organization evaluates this function for each P. Then, he determines the maximally in-
volved in the correlation p;.

Definition 5. Personnel is called necessary or demanded for the organization, if the global and local
properties of personnel necessary for organization coincide, that is G. (r (p; k;))— max, then this P is to be
under control. The decision is made for the following consideration. If the property p;, which is necessary for
the manager, turns out to be maximally involved in the correlation » (p; k;) with the properties of organiza-
tion.

As an object, we took a certain organization with certain properties k;, k,, k;and four working personnel
with properties p;, ps ps. Our task is to identify the most in-demand personnel for the organization among
them. We have solved this problem with the above proposed model. To assess the demand for P we deter-
mined the basic properties of personnel, i.e., its global and local properties.

Step 1. We ranked the importance of the properties of P such as p;, p», p; according to the need for or-
ganization.

Step 2. We defined the global property of organization.

The global properties of P have the value of the function G, (r (p; k;)) when it reaches its maximum.
The following properties were attributed to the global property: k; — good salary, k, — attractive infrastruc-
ture of the organization (modern offices, research laboratories, Hi-Tech classrooms, etc.), k3 — good social
status (reputation) of the organization. The following properties were selected as the local properties of P: p;
— qualifications, p, _ communication skills, p; — sense of responsibility of personnel.

o gy
Ef’u.a Fa:Fa 2)

Here v, 2, v3 express the importance of the properties p;, p,, p; of the P.
We used the data obtained by questionnaire to determine the correlation dependence 7 (p;, k;) between £;
and p; of personnel according to the formula (1).
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Table 1. Correlation dependence of global and local properties of personnel

Ne Relationship of properties P, P, P; P,
1 kip, 0,5 0,0 1,0 -0,5
2 kip> -0,5 0,5 0,0 -1,0
3 kip; 1,0 0,0 -1,0 -0,5
4 kap, 0,5 0,5 0,0 0,5
5 kops 0,0 0,5 0,0 -0,5
6 kops 0,5 0,5 1,0 -0,5

ksp; 1,0 0,5 1,0 0,0

ksp> 0,5 0,0 1,0 -0,5

ksp; 1,0 0,0 0,0 0,5
Note — Compiled by the authors on the basis of questionnaire

By analyzing the correlation of local properties to the global property, we determined the following:

P,. For p, G. (r (p;, k;)) =1, for p, G, (v (p;, k;)) = 0, for ps G. (r (p;, k;)) = 2. This means that the global
property of P in p; is equal to 2. If the property p3 of P, is maximal according to the ranking, then G, (r (p;
k;)) — max and P; is considered in demand for his responsibility.

P,. Forp, G.(r (p; k) =1, for p, G, (v (p;, k;)) = 1, for p3 G, (r (p;, k;)) = 0.5. This means that the global
property of P, in p; and p; is equal to 1. If the properties are average for P,, then it is considered to be in av-
erage demand for his qualification and communication skills.

P;. For py G, (r (p;, k) =2, for p, G, (v (p;, ki) = 1, for p3 G. (r (p;, k;)) = 0. This means that the global
property of P in p; is equal to 2. If the property p; of P; is maximal according to the ranking, then G. (r (p;
k;)) — max and P; is considered in demand for his qualification.

P,. For p, G.(r (p;, k) =0, for p, G. (r (p; k))) = -2, for p; G. (r (p; k;)) = -0.5. This means that the
global property of P, in p; is equal to 0. If the most maximum property p/ of P, equal to 0 according to the
ranking, P, is considered not in demand in all properties.

Thus, this analysis gives us that P; has a high sense of responsibility. P, has an average level of qualifi-
cations and communication skills. P; focuses more on qualifications than other abilities. P, puts forward the
approval that communication skills negatively affect all global properties.

According to Table 1, the personnel most involved in the correlation, were determined. The global
properties and local properties of P; were connected in eight points, of which seven were positive, and one
had a negative relationship, k;p, had no correlation as it showed 0 (zero). P; had five positive connections
and four points had no connection. P; had four positive, one negative, and four uncorrelated positions. P, had
two positive, six negative, and one point with no correlation (Table 2).

Table 2. The number of correlations between global and local properties of personnel

Ne Local properties P; (+/-) P, (+/-) P; (+/-) Py(+/-)
1 DI 3/0 2/0 2/0 1/1
2 D2 1/1 2/0 1/0 0/3
3 D3 3/0 1/0 1/1 1/2
Total 7/1 5/0 4/1 2/6
Note — Compiled by the authors on the basis of questionnaire

As we mentioned above, it is very important for the manager to determine the importance of the p;
properties. That’s why we made a ranking of the importance of local properties. The first place was given to
the qualifications of personnel, then responsibility and the last one was communication skills. If we scale the
importance of properties in the interval [1; 2; 3], then qualification = 3, responsibility = 2, communication
skills = 1. According to this ranking, the manager evaluates the characteristic properties for each candidate

for a certain position (Table 3).

Table 3. Ranking of local properties by importance

Ne Local properties P, P, P; P,
1 p; = qualifications 3>1 3>] 3>2 3>(0
2 p; = responsibility 2=2 2>0,5 2>0 2>-0,5
3 p> = communication skills 1>0 1=1 1=1 1>-2
Note — Compiled by the authors on the basis of questionnaire
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If the importance of the property of personnel is equal to the maximum number of participation in the
correlation, i.e., G. (v (p;, k;)) — max = importance of property, then the personnel is considered to be in de-
mand for the organization. As indicated in Table 3, P;’s p; is one-third of importance. This means that the
required qualifications for P, are not enough. But he has a sense of responsibility at the highest level. And his
communication skills are at a low level. P,has the same qualifications as P;, and a high level of communica-
tion skills, but he has very low responsibility. P; is distinguished by his qualifications, but he has very low
responsibility, and his communication skills are at the highest level. P,is not proud of his qualifications, his
responsibility and communication skills are very low.

The results of this study for P; show that global properties (salary, infrastructure, status of organization)
directly affect its qualifications and responsibility, while salary affects communication skills negatively, and
infrastructure positively. For P,, almost all global properties have a positive effect and no negative connec-
tion was noticed in it. The properties of P, generally go to the negative side. P; prefers more neutral position.
Personnel, whose properties shows max G. (v (p; k;)) = max (yi, Y2, ¥3), is able to be controlled, i.e. in this
case P, is a more suitable candidate for promotion.

The selection of personnel for the needs of the organization generates human resources. Then the man-
ager is faced with the task of choosing a control measure for this resource.

The second phase

After the selection of a human resource, a model for managing this resource is designed. Market turbu-
lence requires non-linearity of control impacts. According to Rustamov (2016), the linear control impact (U)
is expressed by the following formula (3):

U=gq-f. (3)

Here, fis the force of impact;

q is the depth of impact.

Thus, the properties of susceptibility to impact (U) on personnel causes the following reactions:

a) resistance arises, when the goals of personnel and the goals of the organization do not coincide. This
parameter will be denoted as § = {s,,s,,...,5, } ;

b) selectivity appears if f—max. This parameter will be denoted as I = {i,,i,,....i, } ;

¢) uncertainty arises when f—~max and g—min or f~min and g—max. This parameter will be denoted
as N={n,n,,..,n,};

d) activity arises when the goals of personnel and the goals of the organization coincide. This parameter
will be denoted as Al = {al,,al,,...,al,}

When the management makes an impact (U) and begin to manage the personnel of the organization,
they have use the following HRM model G: U—X:

G(f&q): (U= 8)&U - & U — N)& (U — Al) = X (4)

Formula (4) shows that HRM is the impact on P in order to achieve the goals (V) and the generation of
an entrepreneurial socio-psychological atmosphere with such impact. On the other hand, a very difficult
question arises for the manager, how to use U=G (g&f) in the activities of the organization in order to effec-
tively use human resources and to achieve the goals (V). To do this the manager needs a measure of using U.
Such a measure should ensure the effectiveness of the impact on the personnel (P) of the organization, de-
pending on whether or not X is performed. In physical essence, this measure depends on f'(Rustamov, 2016).

This dependence stems from the turbulence of the market environment. Then, from the point of view of
fractal geometry, the scale of the influence # = {IJ will be the force of impact £, and the depth of impact g is

the scale factor. From this point of view, the degree f'reflects the fractal dimension D of the impact Ffg&f J,

which characterizes the measure of an increase (or decrease) in market turbulence (Balkhanov, 2013).
According to this approach, the model of control impacts in organization is estimated by the following
formula:

Ulg&f) = g - f172, ®)

Formula (5) expresses that the effectiveness of the impact depends on the force of impact and is similar
to the Mandelbrot ratio (Mandelbrot, 2002) [16]. The fractal dimension D is taken as the measure of the use
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of the control impact (U). This dimension is evaluated by the difference between the intervals of importance
of the properties y1, Y2, v3 of the personnel.

In order to determine the fractal dimension we established the importance of the properties p;, p,, p; of
the personnel on a scale from 0 to 1, i.e., y; = 0.6; v, = 0.2; v; = 0.4. According to this definition, the fractal
dimension is determined by subtracting the next value from the largest value, i.e., D = 0.6-0.4 = 0.2. Conse-
quently, according to the formula (5):

Ulg&f) % g - fLoBa=es,

which it means that control impact will work if the manager uses 80 % of the force of impact.

The next step is to find out the manageability of the selected personnel. We used the questionnaire
method to determine the properties of susceptibility of personnel to impact. If the personnel susceptibility to
control impact is higher, this means that they are more controllable. For quantitative analyze of the suscepti-
bility, we gave the scale of the assessment for the parameters of the personnel's reaction to control impact.
This is shown in Table 4.

Table 4. Algorithm of properties of susceptibility to impact

Ne | Parameter Sub- Name of parameters Meaning
paarmeter
S Refusal of an employee to transfer to another locality within 0,5
! the organization
1 S S Refusal to continue work due to changes of working condi- 0,5
2 tions
S5 Gross violation of labor discipline 1
I, Absenteeism (partial absenteeism) in the workplace 0,5
2 I I, Late more than 15 minutes 0,5
I Rational use of working time 0,75
N, Insufficient qualifications 1
3 N N, Not passing the annual qualification trainings 0,75
N3 Loss of work capacity because of disrespectful reason 0,5
Ay Good job performance 0,5
4 A A, Active participation in the activities of the organization 0,5
A; Friendly and considerate treatment with colleagues 0,5
Note — Compiled by the authors

In Table 5 we have assessed the personnel susceptibility properties to impact by four parameters.

Table 5. Assessment of personnel for properties of susceptibility to impact

Ne Parameter Sub-parameter P, P, P; P,
S) 0,5 0,2 0,5 0,1
1 S S, 0,1 0,5 0,1 0,1
S; 0,1 0,1 0,7 0,1
I, 0,5 0,1 0,1 0,4
2 I I, 0,5 0,5 0,5 0,3
I; 0,7 0,5 0,3 0,3
N, 0,1 0,9 0,8 0,7
3 N N, 0,8 0,4 0,4 0,4
N3 0,1 0,5 0,4 0,2
A 0,5 0,5 0,5 0,5
4 A A, 0,5 0,5 0,3 0,3
A; 0,5 0,5 0,5 0,5
Note — Compiled by the authors on the basis of questionnaire

Instead of getting the average number of each parameter, we calculated the average arithmetic mean of
all parameters (Table 6).
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Table 6. Average indicator of the properties of personnel susceptibility to impact

Ne Personnel S I N A
1 P; 0,23 0,57 0,33 0,5
2 P, 0,27 0,37 0,6 0,5
3 P; 0,43 0,3 0,53 0,43
4 P, 0,1 0,33 0,43 0,43
Note — Compiled by the authors on the basis of questionnaire

After finding the average mean of all parameters for each personnel, we used the following formula:

MB = p[

1T ‘4’-!.&.}
2 !

(6)
According to this formula we got the following meanings:

for P, MB = {'-'H-E-F-i'}-&&-l'}-ﬁ-) 2,04;

1 'EE:F-l-ﬁE-'I"EE-
for P, MB = ”{ j 1,81;
for P;, MB = {w = 0,98;
o3 20 QR EE e E
for P, MB = G_L( - ) = 3,97,

According to the obtained results, it can be concluded that P, is more controllable, P; and P,, and P;is
prone to uncontrollability. To sum up the results achieved in two phases we identified the levels of personal
properties and their manageability using the fractal HRM model (Table 7).

Table 6. Results of main parameters of personnel according to fractal HRM model

Ne Personnel Qualification Responsibility Comlgll:;llllscatmn Manageability
1 P, Average High Low Average
2 P, Average Low High Below average
3 P; High Low High Low
4 P, Low Low Low High
Note — Compiled by the authors on the basis of questionnaire

Conclusion
Using the fractal HRM model significantly impacts the efficiency management of the organization and
identifies the real role of the personnel, that is, which one is more capable among them, how to use their abil-
ities, and understand the conditions under which these abilities become in demand for the organization.
Human resource management for any organization is its decisive function, regardless of the system in
which it exists. For this managers need to know, on the basis of what criterion they will produce control im-
pact, and at what level they will use these influences. It means that they have to know the measure of these
influences. Such a measure is derived from the fractality of the control impact. These tasks are as follows:
— solving the problem of compliance of the level of qualifications of employees with the require-
ments of the modern economy when skills become obsolete rather quickly;
— developing the professional training of employees at different levels of organizational structures
and areas of activity;
— turning the economy towards a person, creating a social-oriented market economy;
— identification of talents among employees of the organization;
— an objective assessment of the performance of personnel.
Relying on the goals and objectives of the organization, on the work of personnel, on the service of per-
sonnel, on the process of ensuring the most important activities of the organization, HRM department per-
forms professional functions and on the basis of such functions is in a single structure of management activi-

ty.
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K. Kynaiioeprenos, H. Pycramos, JI. Taiizkanos, C. Umep

Apnam pecypcTapbiH 0acKapyabiH GPaKTAJIBIK MOJEJIIH KYPY JKoHe ’Ky3ere acbIpy MeXaHH3Mi:
YHBIMHBIH KaKeTTUIriHe cail MepCOHAJIBIH KacueTTepiH Tangay

Anoamna

Maxcamer: Maxkanaga ¢pakran TYpFBICEIHAH YHBIMIAFBI agaM pecypcTapblH Oackapyra OaillaHBICThI
Moceleniep KapacThIpblUIFaH. MakamaHblH MakcaThl TEPCOHANILl OacKapyablH HETI3ri mapaMmeTpiiepi MeH
MaHBI3ABUTBIFBIH aHBIKTay, COHBIMCH KaTap YHWBIMAAFbl agaM pecypcTapblH Oackapy >KyHeciHIH HeTi3i OOoJbIm
TaOBLIATHIH TEPCOHANIBI OaCKApYABIH (PPAaKTAIIBIK MOACIIH KYPY JKOHE JKY3€ere achlpy OOJIBIN TaObLIAIHI.

Ooicmepi: ABTOpnap yHBIMHBIH (DpaKkTajablH aHBIKTAY YIIIH TECOPHSIIBIK TCLIII JKOHE AEPEKTEepAl )KHUHAY YIIiH
cayamHama oficiH Koymauabl. Ko JkeTki3reH MomiMeTTep (pakranmap TCOPHSACHIHBIH (opMmyramapblH KoJIaHa
OTBIPHII TAJIJAH/IEL.

Homuoicenepi: Amam pecypctapbslH 60acKapyIbslH (paKkTaliIbIK MOJACTIH KOJIJJaHA OTHIPHIN, MEPCOHAIIBIH KEKE
KaCHETTEepiHIH JEeHreliH >KOHE oJIapAsl OacKapyabl aHBIKTay €Ki Ke3eHje JXKy3ere acwlpbuianbl. HerypisiM
MepCOHANIBIH KaOUIeTTUTiri 0acKapymbUIBIK 9CepTe KAaTBICThI KOFaphl KOPCETKIIITEP KOPCETCE, COFYPIBIM COJI
nepcoHan 6ackapyra bIHFaisIbl 0onbin ecenteneni. CoHBIMEH Katap, Oy 3epTTey erep YibIM OacIIbIChl ©3iHIH TEeK
80 % ocep eTy KyIIiH maiigananca, 6acKapyIbUIBIK 9CEPIiH jKaKChl )KYMBIC i1CTEHTIHIH KOPCETTi.

Kopvimuvinovl: Anam pecypcerapbiH 6ackapynblH (pakTaIIbIK MOIEITiH KOJIaHy IEPCOHANIBI THIMII OacKapyra
antapibikTail ocep ereni. CoHBIMEH KaTap, KbI3METKEpJEepIiH KaWChICHI KaOiNeTTi >KOHE YUBIMHBIH TaigachIiHa
OJIapABIH KaOilIeTTepiH Kanall naiananyra OOJATBIHBI CHSAKTHI OJIAPIbIH IIBIHANBI KaFJalbIH aHBIKTAH B
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Kinm ce30ep: anam pecypcrapblH 0Oackapy, NEpCOHaN, YHbIM, (paxkTaJAbUIBIK, OacKapyHIBUIBIK acepi,
KBI3METKEp Ka)KETTLIIrI.

K. Kynaiioeprenos, H. Pycramos, Jl. Taii:kanos, C. Umep

MexaHu3M co31aHus U peain3anun GpaKkTaIbHOIl MOJeJH YpaBJIeHUs YeJIoBedeCKUMU
pecypcaMu: aHAJIU3 CBOCTB NMEPCOHAJIA HA BOCTPEOOBAHHOCTh OPraHU3aAIMHI

Annomayusn

Llenv: B cTaThe paccMOTpPEH BONPOC, CBSA3aHHBIN C YIIpaBIEHUEM YEJIOBEYECKHMH PECypcaMH B OPTaHU3AIHMHU C
TOYKH 3peHus Ppakrana. Llenb craTbi — onpeaeneHre OCHOBHBIX TapaMeTPOB U 3HAYUMOCTH YIPaBICHHS IepCcoHa-
JIOM, a TaKKe CO3JaHue U peanu3anus (ppakTaabHOH MOJETH yIPaBICHHS NEPCOHAIOM, KOTOPHIE SABISIOTCS OCHOBON
CHCTEMBI YIIPABJICHUS YEIOBEUECKUMHU PECypCaMy B OpTaHU3AIIHH.

Memoowvi: ABTOPBI UCTIOJIB30BATN TEOPETUICCKUI TTOIXO0T U3 TEOPUH (HPaKTATLHOCTH IJIsl ONIpenecHus Qpax-
Taja OpraHU3aIli U METOJ aHKETHPOBAHMS A cOopa MaHHBIX. Pe3ynpTaThl OBUIM IpOaHAIN3UPOBAHBI C MCIIOIB30-
BaHUEM (hOpMYJ TeOpUH (PpaKTaioB.

Pesynomamei: OripenesnieHre YpOBHEH JIMUHBIX CBOMCTB IEpCOHANIa U UX YIIPABISEMOCTH C HOMOILIbIO (pak-
TaTbHOW MOJIETH YIPABICHUS YCIOBCUCCKHUMH PECypcaMH OCYIICCTBIISIETCS B ABa 3Tana. Korja COOTHOIICHHE BOC-
MPUMMYUBOCTH TIEPCOHANA K YIIPABJISIONIEMY BO3JICHCTBUIO MOKA3BIBACT 00JICe BHICOKHE 3HAUCHHS, TOTAAa 3TO O3HA-
4aeT, YTO TOT MEePCOHAN yIpaBiseMblit. KpoMe TOro, JaHHas CTAaThs MOKa3aja, YTO YIpaBsIollee BO3JIciHcTBHE OY-
JIET XOpOIIO paboTaTh, €CIM PYKOBOJAUTEIb HCIONIB3yeT Becero 80 % cnity Bo3neicTBusl.

Buigoowi: Vcrionb3oBanne (ppakTaibHON MOJENN yIPABICHHUS YEI0BEUSCKUMHU PECypCaMi CYIIECTBEHHO BIHSIET
Ha ympaBieHHue 3 (HEKTHBHOCTHIO OPTaHU3AINH U OTIPEIeIIsIeT PeaIbHOE MOJI0KEHNE TIepCOHAIa, TO €CTh KOTOPHIH U3
HUX 00Jee CTTOCOOHBIN M KaK MCTOJIb30BaTh X CIIOCOOHOCTH B TI0JIb3y OPTaHHU3AIINH.

Knrouesvie cnoea: ynpaicHIE YEIOBEUSCKUMHI peCcypcaMy, IIEPCOHAJ, OpraHu3anus, GpakTaabHOCTb, yIIpaB-
JISroIIee BO3IeHCTBHE, HEOOXOANMOCTH TIEpCOHANA.
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