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Improving the system of personnel incentives in the oil and gas industry

Abstract

Object: Due to objective reasons, the existing incentive system in the oil and gas industry turned out to be
irrelevant and does not correspond to modern Kazakhstan market conditions. The problem is that currently, in the
conditions of digitalization and innovative development, changes are taking place in our country, in which we must
accept and adapt our development policy to these realities. The purpose of this article is to study new methods for
improving existing incentive systems for personnel at oil and gas producing enterprises.

Methods: Current personnel problems and documents regulating the activities of the company's employees were
reviewed and analyzed in the oil and gas companies of the region, and practical recommendations and methods were
given to improve the incentive system and regulations on remuneration of employees in the activities of oil and gas
companies.

Findings: The importance of applying the calculation of annual, quarterly and monthly bonus payments, the
conditions for the payment of bonus payments, the criterion of the employee's efficiency coefficient, additional
conditions for the payment of bonus payments to each employee, as well as the frequency of payment of bonus
payments was noted.

Conclusions: Companies should ensure transparency and openness in personnel management, constantly improve
incentive and management methods, provide favorable working conditions, use part of the company's profits for
professional development, retraining, obtaining new skills, realizing personal and professional potential by employees.

Keywords: incentive system, transformation, personnel policy, personnel potential, digitalization, personnel, com-
petencies, oil and gas industry.

Introduction

Today, one of the important problems of the development of the oil and gas industry, as well as any
other industry, is its staffing. Competition and instability of the world market today require oil companies to
identify and develop the main competitive advantages of these companies, to identify and give an objective
legitimate assessment of the personnel policy. Therefore, the selection and hiring of highly qualified person-
nel, the correct assessment of their participation in the production process, motivation and stimulation of
their contribution to the profit for oil and gas companies ensures an increase in labor productivity due to the
professionalism of personnel, and not due to the reduction of technical personnel. At the same time, motiva-
tion and stimulation of personnel is a rather complex part of the personnel policy of the enterprise (Simarova
I.Setal., 2018).

The problems of stimulating labor productivity, assessing human potential and others related to well-
being and motivation for labor relations have been considered by many authors, in particular, E.B. Isakulov,
S.M. Kopkin, V.P. Gorshenin, A.G. Gribov, Z.D. Lobachev, L.I. Lukicheva and others, consider the person-
nel potential, in which they address the issues of the role and place of a person in modern society.

Changes in technological processes, the quality of human resources, market conditions, the gradual de-
pletion of traditional oil reserves and a decrease in the growth rate of oil production in the fields of the Ky-
zylorda region revealed the need for the development of completely new groups of professional abilities and
production competencies among oil and gas industry workers, as well as new methods of stimulating person-
nel generated by the need for successful development of enterprises in the region.

Hypothesis. The personnel policy of oil and gas producing enterprises does not meet modern require-
ments for stimulating personnel and requires revision. Recommendations have been developed for the devel-
opment of Provisions on bonuses that will increase labor productivity and improve relationships between
employees. HR services should restructure their work, develop a new personnel policy, apply unconventional

* Corresponding author. E-mail address: k.gul82@mail.ru

34 BecTHuk KaparaHgmMHCKOro yHusepcureTa



Improving the system of...

incentive systems depending on the specifics of production. These transformations will help oil and gas
companies to be competitive in the market, increase production capacity in production, hire qualified per-
sonnel for production, which in turn will lead to increased efficiency and production.

In our work, we investigated the activities of an oil company and proposed methods of stimulating per-
sonnel.

Literature review

In the modern world, human resources are one of the sources of competitive advantages of enterprises,
in this regard, there is a need to organize a personnel management system and strive for its continuous
improvement, coordinating the tasks and content of personnel policy with the goals, strategy and constantly
changing structure of the organization (Korneyeva Z.A., 2017).

Capacity building in practice is often a constant process of “growing” key employees and managers
who have the appropriate professional competence, personal and business qualities necessary for the
gualitative implementation of their own activities and the activities of subordinates (E.B. Isakulov, 2010).

According to O.S. Vihansky (O.S. Vihansky, 1998), the concept of “human resources” is based on the
possibility of applying economic assessments of people's ability to create a certain income. The higher the
individual productivity of an employee and the longer the period of his activity, the more he brings income
and is of great value to the enterprise.

In this regard, employee incentives are crucial for effective management. Karrie Lucero suggests
learning how to motivate your employees and developing incentives that motivate proper behavior and give
employees the opportunity to succeed in their profession (Karrie Lucero, 2021).

In turn, B.A. Rakhmetov argues that the compensation system applied to the category of employees
needed by the organization should be competitive, since organizations compete with each other in the labor
market to attract specialists necessary to achieve success in strategic issues. (Rakhmetov B.A., 2005).

According to Filin S.A., Filina T.V., employees have their own goals and motives. And what they are
most often unknown and, therefore, cannot influence them. That is, they cannot be motivated. But it is
possible to take into account the motives of employees, that is, to stimulate (Filin S.A., Filina T.V., 2012).

Larisa A. llyina understands the strategy of motivation and stimulation of labor as a set of purposeful
processes through which the organization's personnel are involved in various spheres of social production
and stimulated by ways and methods that increase both the organizational potential of the company as a
whole and their ability to plan activities, as well as independently see and solve problems arising during it
(Larisa A. Ilyina, 2013).

In modern conditions, the oil and gas sector of the economy has ceased to be simple and cheap
technologically, the extraction of raw materials is carried out using ever-increasing technologies, in the
creation of which many billions of dollars are invested and on which the intellectual forces of many countries
of the world are working (Shafranik Yu.K., 2011).

According to D.R. Hairova (2021), in order to provide the industry with highly qualified specialists who
will become the mainstay of the dynamic development of the oil and gas sector, managers of enterprises and
personnel services need to improve the personnel potential management system. From the point of view of
formation and use, the concept of human potential can be viewed from two sides: on the one hand, it is an
existing personnel reserve that carries out the current production process, on the other hand, the growth of
new potential consisting of young specialists and representing the most promising part of the overall
potential.

Methods

To conduct this study, the following methods were used: analysis and synthesis methods, summary and
grouping of observation materials, absolute and relative values, sampling. The use of these methods makes it
possible to develop new Provisions on bonuses, effective personnel policy of oil and gas producing enter-
prises. Therefore, the main thing in the relations between all the components of the personnel is the need for
documentary and methodologically correct formalization of the transformations that have occurred and are
taking place in organizations in this area. Personnel services of oil and gas companies need to identify corpo-
rate core values and significant goals of activity, convey to each employee the strategies of companies, sce-
narios of economic and individual behavior adequate to external and internal challenges, work out mecha-
nisms of further transformations in the team, primarily in relation to the system of incentives and motivation
of personnel.
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Results

The incentive system in oil companies has ceased to be a sufficiently complete and adequate manage-
ment tool for making simple and complex corporate decisions. It does not meet the expectations of the com-
pany's owners and its top managers, the expectations of functional and line managers, the expectations of
specialists and ordinary employees, which periodically generated and generates a variety of internal and ex-
ternal corporate problematic situations that slow down the sustainable development of oil and gas enterprises
themselves in difficult market conditions (Kabakova G.E., Kazbekova L.A., 2020).

A new approach of the incentive system is needed. At the same time, it is important to prevent primitiv-
ization, a superficial approach to the mechanisms for assessing the complex production activities of the cor-
poration, its divisions with qualitatively different production technologies. Transformation involves the
productivity of each employee, the stimulation of work for the final result of the divisions of the enterprise.

It is necessary to analyze the current personnel problems in the organization and the documents regulat-
ing the activities of the company's employees. JSC Oil Company “KOR” was chosen as the object of the
study. The purpose of the study in the conditions of competition, the current difficult situation in the oil pro-
duction market is an updated system of motivation of employees of this company, which should become an
important factor in ensuring the increase of human resources and sustainable development of the company.

Discussions

In a rapidly changing economy, the company's management came to the conclusion that the existing
system of employee bonuses has turned into a system of mandatory regular payments to all employees with-
out taking into account the real contribution of employee labor to the development of the company. There-
fore, the company's administration aims to turn the award into a tool for productive motivation of employees,
improving the work of structural divisions, achieving real results of their work. At the moment, the manage-
ment of the company does not have a holistic and systematic concept of bonuses, since it is difficult to assess
the contribution of each employee with different types of functional responsibilities, work activity in the
company (Bicheev M.A., 2015). Evaluation of the work of an employee and a production unit is often sub-
jective. The administration of the company uses a simple way of evaluating labor, based mainly on quantita-
tive indicators. This evaluation method does not fully reflect the quality of the work performed and the final
results of the work. The definition of quantitative and qualitative criteria for bonuses is not entirely clear to
managers and employees of the company. A survey and a meeting with functional and line managers of the
company showed different evaluation criteria in different departments, the lack of a unified approach to
evaluating employee performance. The development of digital skills among production workers, the man-
agement of complex technological equipment, production processes that ensure the smooth operation of the
enterprise comes to the fore.

In these conditions, there is an objective need to develop a new provision on bonuses. In oil and gas
companies, the term Regulation on the payment of employee benefits is usually used (Kiselev V.D.,
Nakipova M.B., 2019).

The following sections of the Regulations on the Payment of Remuneration to Employees can be noted:
1) general provisions; 2) conditions and indicators of planned payments; 3) establishment of planned values;
4) evaluation of the results achieved; 5) definition % PV of bonus indicators; 6) determination of % PV for
efficiency, taking into account the weight of indicators; 7) determination of the total % PV; 8) determination
of the actual % PV; 9) determination of the amount of actual PV payments.

The General Regulation regulates the procedure for calculating annual, quarterly and monthly bonus
payments (hereinafter - BP) to employees of JSC “KOR Oil Company” (hereinafter - the Company). In the
second section, it is necessary to determine the conditions for the payment of BP, the criterion of the em-
ployee's efficiency coefficient, additional conditions for the payment of BP to each employee, as well as the
frequency of payment of BP. In the third section, the planned values of efficiency used in the BP system are
determined, approved by the Board of Directors at the beginning of the reporting period and are benchmarks
(100%) for calculating the BP (the basic plan of the annual budget).

To do this, it is necessary to calculate the critical and upper threshold values of indicators such as the
volume of oil production, profit, the share of production costs, the level of industrial safety, ore and envi-
ronmental protection, etc. (Table 1)
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Table 1. Critical and upper threshold values of indicators

Threshold values of indicators

Degree of achievement of efficiency
(how % from the reference value of
efficiency or the score scored)

Production volume

Below critical Less than 95%
Critical value of the efficiency factor 95%

Control value of efficiency factor 100%

Upper threshold value of efficiency factor 105%
Earnings before taxes, interest and depreciation

Below critical Less than 90%
Critical value of efficiency 90%

Control value of efficiency 100%

Upper threshold value of efficiency 130%

Free cash flow

Below critical Less than 80%
Critical value of efficiency 80%

Control value of efficiency 100%

Upper threshold value of efficiency 130%

Specific production costs

Below critical

Less than 80%

Critical value of efficiency 80%
Control value of efficiency 100%
Upper threshold value of efficiency 130%

Assessment of the level of industrial safety, labor protection and the environment

The required level of industrial safety, labor protection and the environment

. ; 75-100%
is provided
There are minor deviations from the required level of industrial safety, labor

. - 45-74%
protection and the environment
There are significant deviations from the required level of industrial safety,

. . 15-44%

labor protection and the environment
The required level of industrial safety, labor protection and the environment 0-14%

is not provided

Note - source (Kiselev V.D., Nakipova M.B., 2019)

In the fourth section, in our opinion, it is necessary to assess the results achieved, i.e. it is necessary to
determine the percentage of fulfillment of planned indicators according to various criteria. In case of failure
to achieve the planned targets, the bonus is not paid. The achievement score by indicators can be calculated
using the formula:

% of achievement =actual value/planned value*100% @

The percentage of achievement is also estimated according to the indicator “Unit production costs” and
is calculated by the formula:

% of achievement= 2-actual value/planned value*100% 2

In the fifth section, it is necessary to determine the percentage of completion of production tasks, to de-
velop a percentage of bonuses depending on the achievement of results from the critical value to the control
or upper threshold of the efficiency value.

Each company can develop the criteria itself. We propose 5 efficiency criteria:

- “Production volume” for the reporting period of the Company;

- “Unit production costs” for the reporting period for the Company;

- “Free cash flow” for the reporting period for the Company;

- “Profit before taxes, interest and depreciation” for the reporting period for the Company;
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- “Ensuring the required level of industrial safety, labor protection and the environment in the Compa-
ny” for the year/quarter/month for the Company.

In the sixth section, you can determine the percentage of bonus payments for efficiency, taking into ac-
count the specific weight of each indicator. The indicators should be divided into month, quarter, and year.
The percentage of efficiency for each indicator is determined by multiplying by the specific weight of this
indicator (Table 2).

Table 2. Determination of % bonus payments for efficiency, taking into account the weight of indicators

X - Weight depending on the frequency of payment

Ne | Efficiency factor Month Quarter Year

1 | Production volume 40% 40% 40%

2 | Earnings before taxes, interest and depreciation 10% 20% 20%

3 | Free cash flow 10% 20% 20%

4 | Specific production costs 10% 10% 10%

5 Ensurlr_lg the required !evel of industrial safety, labor 30% 10% 10%

protection and the environment
Note - source (Kiselev V.D., Nakipova M.B., 2019)

The seventh section provides for the determination of the percentage of payments for each indicator
(taking into account the weight) of the total percentage of bonus payments.

Total %BP=Y %BP per indicator, taking into account weight 3

The eighth section determines the actual percentage of bonus payments. At the same time, it is proposed
to take into account the fulfillment of an additional bonus condition: the employee's compliance with labor
discipline, the absence of disciplinary penalties and the proper performance of functional duties — if it is not
fulfilled, the management decides to reduce the amount of the bonus or its non-payment.

Fact % BP = Total %BP* BP Rate 4

In the ninth section, the amounts of the actual payments of BP are determined, which are calculated ac-
cording to the following formula:

The amount of BP= Actual % BP * Base for BP 5)

For employees in the composition of the base, which takes charge of the BP is proposed to consist of
payments made during the reporting period on the results of activities:

- the payment of the basic wage (pay by salary) for actual time worked during the reporting period,
including work on weekends and holidays and overtime;

- established allowances and surcharges for performance, combining professions and positions,
expanding the service area and increasing the volume of work performed, for working at night.

The use of this method would increase the interest of personnel in the final result of the company's ac-
tivities.

The next item suggests an assessment of the level of safety, labor protection and the environment for
the year. The work on occupational safety at the enterprise should be based on the identification of existing
risks and their management. At the same time, risk assessment is the cornerstone of occupational safety
planning. Effective occupational health and safety management is possible only if the current state of
occupational health and safety is known and problem areas are identified.

The purpose of occupational safety is to improve occupational safety and systematic improvement of
working conditions. The preventive systems necessary to ensure the protection of workers from industrial
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accidents and injuries depend to a large extent on effective systems and methods of occupational health and
industrial safety management (Edmund Nana Kwame Nkrumah et al., 2021).

The assessment of the level of industrial safety, labor protection and the environment for the year is cal-
culated according to the formula:

Y=100%"-1=; (6)

where Y is the number of points corresponding to different levels of industrial safety, labor protection
and the environment; gi is the number of penalty points determined in accordance with the Table 3:

Table 3. The criterion of compliance with the required level of industrial safety, labor protection and the
environment

The criterion of compliance with the Pgnalty points for
. - . . - failure to meet the
Ne Name of a particular indicator required level of industrial safety, -
- . requirements of the
labor protection and the environment o .
criterion { gi }
The presence/number of fatal accidents caused Absence of fatal gcmdents gaused by )
1 by the employer the employer during the estimated 100
y period
Implementation of activities/tasks planned for
the estimated period:
- to eliminate violations identified by the re-
sults of comprehensive inspections of state
bodies (authorized non-governmental organi- . A
. - Implementation of all activities
2 | zations with the necessary competence), . . 20
S P planned for the estimated period
commissions, as well as contained in the ma-
terials of investigations of accidents and acci-
dents;
- industrial and environmental safety pro-
grams.
Absence of significant inconsisten-
cies in the functioning of the industri-
Compliance of industrial safety, labor protec- | al safety, labor protection and envi-
tion and environmental management systems ronmental management system in the
3 X - - : . 10
with the requirements of regulatory legal acts | audit reports (audit reports) during
(international standards) the assessed period to the require-
ments of regulatory legal acts (inter-
national standards)
The value of the specific injury rate
The specific index of injuries of the compa- of the company's personnel should
4 \ - 50
ny's personnel not exceed the established planned
value
5 Specific indicator of emissions of pollutants This particular indicator should not 5
into the atmosphere exceed the established target value
6 Specific indicator of discharge of polluted g:llsefsatrt:l;:ltirelggtfglt gL:giglrdert 10
wastewater into surface reservoirs value g
The ratio of waste disposed of during the year | This particular indicator should not
7 | to newly generated waste over the same time be less than the established target 5
period value

Note - source (Kiselev V.D., Nakipova M.B., 2019)

If there is one fatal accident during the year, the organization receives an assessment: “The required
level of industrial safety, labor protection and the environment is not provided”, regardless of the values of
other indicators. Number of penalty points — 100. This provision does not apply to the death of employees in
an accident that occurred through no fault of the employees. If the Company does not have a certificate of
compliance with the requirements of international standards, penalty points are not awarded. If there is no
discharge of water into surface reservoirs, penalty points are not awarded.
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Based on the specifics of the oil and gas sector, it is proposed to indicate the general and professional
competencies of the departments and their employees, according to which labor assessment can be carried
out. Professional competencies can be conditionally divided into 3 blocks: 1) production, ensuring uninter-
rupted production (oil production); 2) maintenance, ensuring the uninterrupted operation of production
equipment, reducing and preventing possible technological failures, minimizing them; 3) ensuring comforta-
ble operation of the internal environment of the company (production and maintenance units), as well as
high-quality and constructive interaction with the external environment of the company.

When awarding bonuses to employees of the Company, it is necessary to include work on weekends
and holidays and overtime, as well as allowances and surcharges for performance, combining professions
and positions, expanding the service area and increasing the volume of work performed, for working at night.

Also important in the formation of personnel policy are automation and the use of IT technologies, as
well as the formation of a personnel reserve. The provision proposed above needs to be automated, modern
IT technologies should be used to register the contribution of each employee, according to the results of
which the amount of bonuses of each employee is determined. Based on the data obtained, the activity of
each employee is evaluated (Lambekova A.N. et al., 2022). In case of unsatisfactory work, there is a need to
form a high-quality personnel reserve that increases the efficiency of the company and its production capaci-
ty. With the help of the system, human resource management specialists identify the strengths and weakness-
es of employees, determine the most qualified employees, and develop an individual development plan for
each promising specialist based on the data obtained.

Conclusions

In conclusion, it should be noted that when introducing innovations, it is important to clearly understand
the range of methods adequate to the problem situation and the likely difficulties (risks) that those who will
be engaged in their implementation in the organization will have to work with. Authoritarian, democratic or
liberal-indulgent styles of overcoming organizational resistance depend on the degree of elaboration and
consistency of the proposed changes (there is or is not a clear conceptual model of changes and their ex-
pected results), on the time (required for successful implementation and acceptable according to the plan), on
the risks (acceptable and critical). In the conditions of industry market relations, which are not always stable
and predetermined, it is a difficult task to propose a balanced and unified system of indicators of the effec-
tiveness of innovation implementation. The management of any company should determine it independently,
based on the specifics of its company's activities.

One of the most important tasks of the economy of oil and gas enterprises is to achieve maximum effi-
ciency in the use of human resources. Achieving this goal is the main task of developing the personnel policy
of the organization. The system of motivation and stimulation of employees of a certain organization implies
the existence of a whole set of conditions aimed at attracting and maintaining employees, encouraging them
to perform certain actions, and increasing their productivity (Andreas Exarheas, 2018).

In a competitive environment, the updated motivation system for employees of JSC Oil Company
“KOR” will become an important factor that will ensure the sustainable development of the company.

The proposed mechanism of decision-making for motivation can be documented and successfully ap-
plied in the practice of large oil and gas companies.
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I'.E. KabakoBa, JI.A. Ka3oekoBa, M.b. Hakumnona
MyHaii-ra3 cajJacblHAAFbI IEPCOHAABI BIHTAJIAHABIPY KYlieciH KeTIaipy

Anoamna

Maxkcamur: OObeKTHBTI cebenTepre OaiIaHbICTHI KOJIAHBICTAFbl MYHali-Ta3 calachlHIaFbl bIHTAIAHJIBIPY JKYHeci
©3CEKTI eMeC JKOHE HAPBIKTHIK IIaPYalllbLUIBIK XKYPri3ymiH Ka3ipri Ka3aKCTaH/bIK XKaFaaigapeiHa colikec kenmeiini. Ma-
ceJie MbIHA/A, Ka3ipri yakeITTa HU(pPIaHIbIPY XKOHE HHHOBAIMUIIBIK JaMy JKarmaibiaaa Oi3aiH emimisae esrepictep 60-
JIBITT JKaThIP, OJIap/bl 013 ©3IMI3/IiH AaMy cascaThIMBI3JIBI OChI OOJIMBICKA KaObUIayFa jkoHe Oelimaeyre Tuicmi3. Maka-
JIAHBIH MaKcaThl — MYHaii-ra3 OHJIpPETiH KOCIMOpbIHAAp/ia NePCOHAIIBI bIHTAIAHIBIPYIBIH KOJIaHBICTAFbI XKYHENepiH
KETUINIPYIiH XKaHa oMiCTePiH 3ePTTey.

Ooici: OHIpAIH MyHaii-Ta3 eHAIPYII KOMITAHUSUTApBIHAa O0ap ©3eKTi KaapiblK IpobieManap MEH KOMIAHUS KbI3-
METKepJIepiHiH KbI3METIH PEerJIaMEeHTTEHTIH KyKaTTap Kapajiabl JKoHE TaJJlaH/bl, MyHal-Ta3 eHAIpYIIi KOMIIaHMsIap-
JIBTH, KBI3METIH/IE JKYMBICKEpICpAl BIHTAIAHABIPY KYHECIH XKOHE CHIHAKBl Typajbl epeskeH] KeTiaipy OOMBIHIIA TTpak-
TUKAJBIK YCHIHBIMIIAp MEH dficTep Oepiii.

Kopvimuinowi: KbUTIBIK, TOKCAHIBIK JKOHE ail CABIHFBI ChIMAKBl TOIEMJICPIH eCenTeyAl KOJIaHyIbIH MaHbBI3/IbI-
JIBIFBI, CBIHAKBI TOJIEMJIEPIH TOJIey MIapTTaphl, KBI3METKEPAIH Maiiaaisl KbI3MeT Ko3(h(UIHMEeHTIHIH ememaepi, apoip
KBI3METKEpIe ChIHaKbl TOJIEMIEPiH TONCYIiH KOCBIMIIA MapTTaphl, COHAAN-aK ChIHaKbl TOIEMAEPIH TOJey Ke3eHAUTIT
aTam eTiIi.

Tyorcvipvimoama: Kommanusmap nepcoHanabl 0ackapy/a allbIKTBIKTBI KaMTaMachl3 €Tyi, BIHTAJaHABIPY KOHE
Oackapy oJicTepiH YHEMI KETUIIIPIN OTHIPYHI, KOJIAWIIBI €HOEK KaFrJaiiapblH KaMTaMachl3 €Ty, KOMIaHUs KipiciHiH Oip
Oeutirin OLTIKTUTIKTI apTTHIPYFa, KalTa OKBITYFa, KaHa JaFIbuIapbl ayFa, KbI3METKEpIIEpIiH KeKe jKoHe KaciOu aneye-
TiH iCKe achIpy YILIH Maiananybl Kepek.
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G.E. Kabakova, L.A. Kazbekova, M.B. Nakipova

Kinm ce30ep: pIHTANaHABIpy Xyieci, TpaHchopMaIus, Kajap cascaTbl, KaIp oJeyeTi, uppIaHabIpy, MepcoHal,
KY3bIpeTTep, MYHali-ra3 canachl.

I'.E. KabakoBa, JI.A. Ka3oekoBa, M.b. Hakunosa

CoBeplIeHCTBOBAHHME CUCTEMbI CTUMYJIMPOBAHUS MEPCOHANIA
B He()TerazoBoii oTpaciu

Annomauyusn:

Lenv: B cuity 00BEKTHBHBIX MPUYHMH CYIIECTBOBABIIAS CHCTEMa CTUMYJIUPOBAHUS B HE(DTEra3oBOi OTpaciiu oKa-
3aJ1ach HEaKTyaJlbHOW M HE COOTBETCTBYIOIIEH COBPEMEHHBIM Ka3aXCTAHCKUM YCJIOBHUSM PBIHOUHOTO XO3SHCTBOBAHUSI.
[Ipobrema cOCTOUT B TOM, YTO B HACTOSIIEE BpeMsI B yCIOBUAX NU(POBU3AIINHN I HHHOBAIIMOHHOTO Pa3BUTH B Hamieit
CTpaHe MPOUCXOIAT U3MEHEHHS, B KOTOPBIX MBI JOJDKHBI IPUHATHh U aJalTHPOBATh CBOIO IOJIUTHKY Pa3BUTHUS K STUM
peamusam. Llenmpio maHHOM CTaThu SBISETCS M3YYCHHE HOBBIX METOIOB COBEPIICHCTBOBAHUS CYIIECTBYIOIIMX CHCTEM
CTUMYJHAPOBAHUS MIEPCOHAa Ha He()TeTa30100bIBAOIINX MPEIIPHATHSX.

Memoovi: Beu paccMOTPEHBI U IPOAHATM3UPOBAHBI CYIIECTBYIOMINE B He(pTEera30100BBAIONINX KOMITAHHUAX pe-
THOHA aKTyaJbHBIE KaJpOBBIC POOJIEMBI M TOKYMEHTHI, PETJIAMEHTHUPYIOIMINE ACITEIHbHOCTh COTPYIHUKOB KOMITAHUU 1
JIaHbl MPAKTUYECKUE PEKOMEHAALWU U METOJBI 10 COBEPIICHCTBOBAHUIO CHCTEMbI CTUMYIHPOBAHUS U TOJOXKEHUS O
BO3HATrPaXKICHUU PAOOTHUKOB B JICATCIHHOCTH HE(PTEra30,100bIBAIONITIX KOMITAHHIMA.

Pezynomamer: OTMeUeHa BAXKHOCTh IPUMEHEHUS pacdeTa roJI0BbIX, KBAPTAIBHBIX U €XKEMECIYHBIX TPEeMHUATbHBIX
BBIIUIAT, YCJIOBUS BBIIUIATHI IPEMHUAJIBHBIX BBIILIAT, KPUTEPH K03 (uUIIMEeHTa T0JIe3HOTO AeiCTBUS pabOTHHKA, JOTIOJI-
HUTCJIbHBIC YCJIOBUS BBIIJIATHI IMIPEMHUAIBHBIX BBIIIJIAT KaXI0OMY pa6OTHI/IKy, a TaKKC MNCPUOJUYHOCTL BBIIJIATHI IIPC-
MHAJIbHBIX BBITIIAT.

Bui6oowr: Komnanuu TOIDKHBI 00€CIIeYnBaTh MPO3PaYHOCTh M OTKPBHITOCT B YIPABICHUHU MIEPCOHANIOM, TIOCTOSH-
HO COBEpIICHCTBOBATH METOJBl CTUMYJIHPOBAHUS M YIPaBICHHS, 00eCIIeUnBaTh OJArONPHUATHBIC YCIOBHSA TPYIa, HC-
MTOJI30BATh YaCTh MPHUOBUIA KOMITAHUH AJIS TOBBIIICHUS KBATH(UKAIINH, TIEpEOOYICHNUS, TOTyICHHE HOBBIX HABBIKOB,
peau3aIiy JTHIHOTO U IPOPECCHOHATBHOTO MMOTEHINAaIa paOOTHHKAMH.

Kniwouegvle cnosa: cucreMa CTUMYNIHPOBAaHUS, TpaHC(hOpMAIHs, KaJpoBas MOJIHWTHKA, KaJpOBBIH IMOTEHIHMAI,
uudpoBu3anys, NepcoHal, KOMICTEHIINHU, He(Tera3oBas OTpacib.
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