ECONOMY AND MANAGEMENT

UDC 658.3.007:331.108.43 DOI: 10.29202/nvngu,/2018-3/21
A. Klymchuk, Cand. Sc. (Econ.),
orcid.org/0000-0002-5246-8778

THE LABOR ASSESSMENT IN FORMING THE ENTERPRISE
PERSONNEL’S MOTIVATION

Purpose. Development of specific methodological approaches to the assessment of the employees’ activity at en-
terprises in the formation of their motivation based on the modern theoretical and methodological achievements of
effective HR management.

Methodology. The research is carried out on the basis of use of fundamental and modern provisions of economic
theory, management, and data of scientific schools of motivation theories of foreign and domestic scientists-econo-
mists, experts in the field of HR management. With the help of systematic analysis and synthesis the essence of staff’s
activity assessment has been investigated and its significance in the management process has been defined. The meth-
od of comparison is used to study methodological approaches to staff performance assessment at the foreign and
domestic enterprises and organizations, the graphical method — for the schematic representation of the motivation
influence on the staff performance assessment. Types of staff assessment were classified with their differentiation for
managers at various levels, experts, professionals, technical staff and workers, which will determine the criteria for the
staff performance assessment, depending on the assigned tasks to enhance the labour activity motivation.

The method for constructing the indicator, which includes quantitative assessment of staff performance based on
the points, has been used.

Findings. The significance and value of the methodological approach to the staff performance assessment for
various professional and qualification groups has been proved, the traditional and innovative methods of assessment
at enterprises have been analysed. In order to solve the existing problems as for the selection of appropriate techniques
for the staff performance assessment at domestic enterprises, we have developed reference classification of types of
staff work assessment with the selection of specific types for workers of various skill levels and have suggested using a
comprehensive staff performance assessment based on the points quantitative expression. It has been concluded that
the effectiveness of achieving good results in the staff performance assessment is determined by two important com-
ponents: the external component (the drives that shape the enterprise activity effectiveness) and the internal compo-
nent (motives that shape to meet the employee’s needs).

Originality. The development of a methodological approach to the staff performance assessment, which is the core
of staff work motivation and provides the relevant achievements of goals, allows revealing the weak points in the en-
terprise activity and to interest the workers themselves in correcting the current situation. As a result of proper staff
activity assessment, it is possible to obtain information on the effectiveness of the employees’ work; potential oppor-
tunities of professionals and their career prospects; the causes of inefficient work of certain employees; the needs and
priorities in education and staff development; selection of effective tools at their work promotion.

Practical value. The use of comprehensive methods of staff performance assessment enables to carry out compre-
hensive assessment effectively of both an individual employee of various professional and functional grades and a staff
group in general that allows offering measures for their motivation and encouragement in the future. The proposed
types of assessment allow choosing the types and methods of assessment for managers at various levels, experts, spe-
cialists and employees of structural divisions, determining staff assessment criteria, depending on the assigned tasks
to enhance its motivation and encouragement.
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Introduction. In modern conditions of national
economy development the human factor plays a decisive
role in the successful functioning of any business entity.
That is why the use of appropriate methods of staff as-
sessment at all stages (staff recruitment, adaptation,
training and development, daily performance, even dis-
missal) makes it possible to determine the economic in-
terest of managers at enterprises in productive and qual-
itative work of their subordinates, and to create effective
mechanisms to promote and enhance their motivation
to work. Despite the fact that domestic enterprises suc-
cessfully use foreign methods of staff assessment, for to-
day standard approaches are not fully processed as for
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selection and use of these methods, depending on the
economic activities of enterprises and their industry fo-
cus, which requires more in-depth research in this di-
rection.

Analysis of recent research and publications. The
problems of methodological support of the process of
staff performance assessment have been researched by
such well-known foreign scholars as Paul Iles, Gerald
Randall, Crist Rast, Gary Dessler, and Douglas Bray,
whose works have paid much attention to the theoretical
approaches to the staff assessment. However, domestic
and Russian scientists focus much attention on borrow-
ing of foreign experience in shaping of new approaches
to the staff performance assessment as well as of the spe-
cific features of their practical application.
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In particular, according to O. G. Gavrilova, staff per-
formance assessment is a management component and
a complex system of staff rating used at the enterprise or
organization [1]. We believe that this concept is much
broader and more meaningful, is not defined as a rating,
which is only the structural component among others,
but is a constituent of enterprise management system.

It is quite appropriate to carry out the differentiation
of staff assessment methods into traditional and alterna-
tive. The first methods focus on an individual employee
and are based on a manager’s or colleagues’ subjective
value. However, their disadvantage is that the assess-
ment given to an individual employee without taking
into account company goals, is based on the head’s as-
sessment with complete disregard of opinions of col-
leagues, subordinates, customers; they focus on the re-
sults achieved and do not include long-term develop-
ment prospects of the enterprise and the employee. The
alternative methods of staff performance assessment are
directed to the working group (subdivision, brigade,
collective) consideration and focus on an employee as-
sessment by their colleagues and the ability to work in a
group; the assessment of an individual employee and the
working group is carried out and based on the results of
the entire enterprise, taking into account not only the
successful execution of the current duties, but also the
capacity for professional development and new skills
and knowledge development. As for objective, target
and operational assessments, the existing methods are
combined into three groups: qualitative, quantitative
and combined.

In the opinion of the group of the authors [2], from
the theoretical and practical points of view, it is impor-
tant to distinguish between two types of staff perfor-
mance assessment: self-assessment (the system of repre-
sentations, standards, images: perfect image of “Self”;
normative image of “Self”, namely, an idea of what a
person should be to be perceived and respected by oth-
ers) and external assessment (an objective assessment of
oneself on the part of the collective, managers, direct
consumers of the products of labour). However, the re-
searchers affirm that the absence of one type of the as-
sessment may contribute to the development of even
negative phenomena.

According to the authors [3], by the form of final re-
sult expression the descriptive (the assessment is sub-
mitted in the text form), quantitative and combined
methods (the ratio scales are used that allow quantifying
different levels of performance at the enterprise) are dis-
tinguished. By the assessment tools the prognostic as-
sessment methods, whose information base is the result
of surveys, interviews, strategy sessions; practical meth-
ods, based on the assessment of the results of an em-
ployee’s practical activity; simulation methods involve
the employee’s assessment by their behaviour in a par-
ticular situation are distinguished.

According to the experience of foreign countries,
there are different methods and techniques of employ-
ees’ performance assessment. In particular, at enterpris-
es in Japan they are based on the specific features of the
Japanese philosophy with the characteristics defined for
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each employee, their skills, character and capabilities to
the certain work. Along with this, in the USA, by the
results of the performed research of the employees of
General Electric Corporation, criticism that is a means
of informing subordinates on the deficiencies in their
work is defined as a discouraging factor. With that, bilat-
eral constructive discussion aimed at solving specific is-
sues of performance improvement is an effective driver.
In company Control Data an important constituent is
self-esteem, which creates favourable conditions for an
employee to consider their strong and weak points with
the aim of further discussion and making appropriate
adjustments.

Along with this, Business Personality Test (BPT),
which includes about 100 questions, takes a significant
place for employees’ assessment in the countries of
Western Europe. Test results are assessed by a flexible
scale (0 to 10 points), which makes it possible with the
help of the answers to each question posed to get the
detailed information that is far more effective than tradi-
tional methods for answers’ assessment via the “yes/
no” system or selecting a pre-embedded response. Fa-
mous Ukrainian commercial bank “PrivatBank” uses
the staff assessment testing Midot (Midot System is an
innovative solution for assessment of risks of staff de-
structive behaviour or abuses).

As an effective method for employees’ work assess-
ment at enterprises, S. O. Tsymbaliuk [4] suggests using
the grading system that is an effective encouraging
mechanism designed to form a differentiated system of
staff remuneration for labour contributions and it is
based on the assessment of job complexity for various
positions.

Ivanova M.I. and Yehorov N.O. [5] hold to this
opinion, where as exemplified by industrial enterprises
they recommend to introduce a system of grades. Due to
this system the head of an enterprise has an opportunity
to encourage professionals by not paying inducements
in cash to those who have not deserved it yet. Mukha R.
[6] considers that an effective method of staff activity as-
sessment at industrial enterprises is the use of the meth-
od “360 degrees”, which allows fully appreciating both
personal and professional competences of an employee.
According to this method an employee is assessed using
a wide range of experts — a head and colleagues. The
employee, who is assessed, should be involved in the as-
sessment, and he/she makes self-assessment. Typically,
the use of this method is most effective for determining
the employees’ needs in training, their skill level on a
number of criteria, at the formation of personnel re-
serve, the relocation of employees within the enterprise,
which, in its turn, helps determine ways to improve pro-
ductivity at the enterprise. The main point is that this
method is used to determine the encouragement tools at
the enterprise, which enables to get more complete and
objective information about factors that influence the
staff motivation.

In addition, there are a number of psycho-diagnostic
methods that should be used in assessing the staff per-
formance [7]. However, their analysis makes it possible
to assert that they are aimed at determining only em-
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ployees’ psychological constituent and relationships in
the collective.

Unsolved aspects of the problem. Choosing an effec-
tive methodological approach to the staff performance
assessment is the most important part of it; unfortunate-
ly, there is no common classification of existing meth-
odological approaches to the assessment of labour activ-
ity of employees at an industrial enterprise nowadays.
This is because the existing methods and techniques of
staff performance assessment are characterized by their
diversity and ambiguity, which creates imperfection in
the elaboration of standard approaches to the selection
and use of these techniques, depending on the types of
economic activities of enterprises and their industrial
focus, which requires more in-depth research studies in
this direction. According to our beliefs, we should use
the methodological approaches that are aimed at deter-
mining the effectiveness and efficiency of management
decisions taken as for the staff. In addition, after the staff
activity assessment it is necessary to develop certain
constructive recommendations, which, depending on
the situation, require carrying out certain organizational
and personnel procedures.

Objectives of the article. The objective of our re-
search is the process of selection of specific method-
ological approaches to the assessment of the employees’
activity at industrial enterprises in the formation of their
motivation based on the modern theoretical and meth-
odological achievements of effective HR management.

Presentation of the main research. The staff perfor-
mance assessment is necessary to be understood as a
process of comparing an employee’s skills with the de-
fined benchmark, whereby it can determine adequacy
(inadequacy) for the job and an employee’s ability (in-
ability) to solve the assigned tasks. The benchmark may
be either the most dedicated employee’s work, or the
sum of the best results of separate components of work
of different people.

Along with this, the integral part of the selection
process of methods of staff performance assessment is
classification of its assessment types (Table), where we
have offered the following types of assessment: by con-
tent — comprehensive assessment; by the regularity of
carrying out — occasional; by a period of carrying out —
perspective; by the implementation criteria — analytical;
by the system of carrying out — systemic; by the subject
of carrying out — external; according to the classifica-
tion of the staff — by the functional structure (senior,
middle and down managers, officials, blue collars, ex-
perts, specialists, direct and auxiliary personnel, work-
ers of manual and mechanical work) and by skill level
(specialists of top, high and average qualification, sub-
professionals, highly qualified, qualified, low-skilled,
unskilled workers).

Senior management performance assessment should
be carried out by the following categories: by content —
comprehensive assessment; by regularity — periodic and
occasional; by the period — final and perspective; by as-
sessment criteria — analytical. To assess the senior man-
agement performance we offer a comprehensive assess-
ment of their activities, since its regular use is impracti-
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cal, as the senior management performance is the result
of the enterprise functioning as a whole, the effective-
ness assessment of which can be determined only on the
fixed date or period. Because of this for the assessment
of manager’s ability to achieve the stated goal, their abil-
ity to control and manage both the staff and the enter-
prise activities in general, it is advisable to use periodic
and episodic assessment. Thus, periodic assessment al-
lows evaluating the senior management performance
only for a certain period, while occasional assessment —
their work. Final and perspective assessment should be
carried out according to the period of assessment. Ac-
cording to the set criteria we suggest using an analytical
assessment that allows us to generalize all types of as-
sessment and managers’ performance. At senior man-
agement performance assessment it is necessary to apply
the exterior view of the assessment, namely the assess-
ment by the subjects of external interactions, by a special
commission and experts that will determine its competi-
tive advantages most objectively.

Middle management performance assessment is im-
portant from the point of view of determination of per-
formance through the implementation of the assigned
tasks by a structural subdivision or department over a
particular period of time. Middle management perfor-
mance assessment should be based on such types of as-
sessment: by content — comprehensive; by regularity —
periodic and occasional; by the period — final and per-
spective; by assessment criteria — qualitative, temporal
guidelines assessment and analytical.

The difference between the types of assessment of
senior and middle management lies only in assessment
criteria. In accordance with the assessment criteria, it is
suggested using qualitative assessment, assessment by
temporal guidelines and analytical assessment. The sug-
gested types of assessment allow providing efficiency
and rationality of the process of middle management
performance assessment.

At lower-level management performance assessment
it is very important to apply the following types of as-
sessment: by content — comprehensive; by regularity —
regular, periodic; by the period — current, final and per-
spective; by assessment criteria — quantitative, qualita-
tive and analytical; by consistency — systemic. The dif-
ference in the assessment of lower-level managers and
other types of managers’ performance lies in their du-
ties. Thus, if the duties of senior and middle manage-
ment involve mostly solving organizational and mana-
gerial tasks, then the lower-level management is respon-
sible for the implementation of target tasks of the de-
partment or workshop, i.e. a clear labour outcome.
Thus, according to the regularity of carrying out evalua-
tion, it is recommended to use regular and periodic as-
sessment. Along with this it is advisable to carry out
lower-level management permanent monitoring and
performance assessment as well as generalized periodic
assessment aiming at assessing performance over a cer-
tain period of time. Thus, according to the assessment
period, it is suggested performing the current, final and
perspective assessment that allows assessing the results
of each day and over a certain period of time, and in
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Table
Characteristics of staff performance assessment types
Clafssiﬁcation Assessment type Characteristics of the assessment type
eature
By content Partial Only a performer’s certain qualities or performance is assessed
Comprehensive Integrated characteristics of business and personal qualities, labour behaviour,
performance are assessed
By regularity Regular Carried out on a regular basis
Periodic Carried out every six months, year, and several years
Occasional Conditioned by a specific event (completion of probation term, promotion,
disciplinary liability measures)
By the time Perspective Defines abilities, qualities, motivation, expectations about future challenges
period and enables to forecast potential opportunities
Final Assesses the performance and its results after a certain time period (1—5 years)
Current Determines the level of current duties performance by an employee
By the criteria | Quantitative Assessment of a number of assignments and responsibilities performed
Qualitative Assessment of quality of assignments and responsibilities performed
Analytical Consolidated report of all assessments by all criteria

Of temporal guidelines

Assessment of the quality and number of assignments and responsibilities
performed over a certain period of time

By consistency

Systemic

Assessment by all units of the system

Random

The right of choice of criteria, methods, techniques, tools and assessment
procedures

By the subject | Self-assessment The employees’ internal assessment of themselves, their labour efforts to give
suggestions as for enhancement of their productivity by the employees
External: Assessment of an employee by his/her manager, subordinates, colleagues,
assessment, carried out customers, i.e. comprehensive assessment (360°).
directly by the manager Is of the greatest value as it includes the staff assessment by the most competent
and qualified personnel. The greatest value makes up the assessment by the top
management, the colleagues’ assessment is very important
assessment by the colleagues | It is quite significant as the subject is a specially prepared group of professionals
and the object can be a manager or any employee of the enterprise
assessment, carried out by It is less important as the efficiency of the manager performance assessment by
the subordinates the subordinates depends on the level of the collective development: the lower
the level of its development is, the more distorted the assessment criteria are
assessment, carried out by It is quite informative as it indicates the level of staff work satisfaction by the
the subjects of external key participants of the process
interaction (partners,
consumers)
assessment, carried out by a Comparison of specific characteristics of the employee’s activities with theresults of
special commission (e.g. their work. In this case the use of observation methods, documentation
certifying commission) examination, working hours recording and others is effective
assessment, carried out by Assessment is carried out in accordance with pre-defined criteria. The employees
specially invited experts of three official levels can be assigned as experts: the level lower than that which is
(specialists from other assessed; with the same position; the higher level. The assessment can have both
enterprises, consulting and qualitative and quantitative characteristics
accounting firms, educational
institutions, and others)
By the object | Individual assessment Provides the assessment of an individual employee performance. The
of assessment drawbacks of this assessment are: there is no purposefulness or the subject’s

prejudgment, diffusion of evaluative statements

Group assessment

Group diagnostics is conducted while studying mechanisms of formation,
functioning and development of team work, while studying other aspects of
group dynamics. It is necessary when it is impossible to assess a particular
individual worker by a specific indicator. In this case, the whole group
assessment is made and the employee’s role in achieving this indicator is
defined by a number of indirect criteria
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End of Table

with the aim of Current staff assessment is carried out

operating management of

employee’s

performance

with the aim of A staff certification is carried out
By the goals of o

: establishing an

assessment: y

employee’s job

adequacy

with the aim of Assessment of candidates for the vacant position is carried out

identifying potential abilities

of a candidate for the vacant

position
By the Assessment by the prescribed staff classification: by the functional structure

v e . (senior, middle and low-level managers, officials, blue collars, experts,
professional According to the staff . . o .
. . ; specialists, direct and auxiliary personnel, workers of manual and mechanical
and functional | classification . e . . .
structure work) and by skill level (specialists of top, high and average qualification,
sub-professionals, highly qualified, qualified, low-skilled, unskilled workers)

prospect. According to the assessment criteria we sug-
gest carrying out quantitative, qualitative and analytical
assessment since under these circumstances there is a
specific labour outcome. By the subject, according to
our beliefs, it is appropriate to conduct the external as-
sessment: assessment by the subjects of external interac-
tions, by a special commission and experts.

Officials’, experts’ and specialists’ performance as-
sessment is appropriate to carry out by the following
types: by content — comprehensive assessment; by regu-
larity — permanent, periodic and occasional; depending
on the period of assessment — current, final and per-
spective; by the set criteria — analytical assessment; by
consistency — systematic assessment; by the subject —
external (assessment by the manager, the subjects of ex-
ternal interactions, by a special commission and ex-
perts). Performance assessment of the staff of the given
professional-functional category provides the efficiency
of solving both current and final duties and tasks by
them as this category of employees includes accoun-
tants, specialists, experts and others.

As for the next staff professional and functional cat-
egory, the employees’ performance assessment is a very
important process, because with the help of the results
of their work, which is determined by the quality and
quantity of manufactured products, the works per-
formed and services rendered, the total performance of
the company is provided.

The essence of the technique lies in the assessment
of the interconnection of the agreed indicators of the
constituents that make up a comprehensive staff assess-
ment of

Riq=0.5% R, * B, + Cpx P,

where R, is an employee’s comprehensive assessment;
R,, is an employee’s professional qualification level; B,
stands for an employee’s business characteristics; C;
stands for the complexity of functions (work), they per-
form; P, is the performance assessment.

While assessing the employees’ professional and
qualification level, a set of components which includes
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education, relevant professional experience, and activity
in proficiency enhancement is used. It is advisable to di-
vide all employees into several groups according to their
education (general secondary education, technical
school, vocational school or college, higher education,
and others), each of which is provided with appraisal by
points. Depending on the length of relevant professional
experience, each year is estimated by a certain number
of points (up to 15 years — 0.01 point a year, 15 years and
more — 0.15 points a year). Taking into account the form
of training and staff development, an employee is also
assessed by points. That is why the ratio of professional
and qualification level (Rpq) is determined by the for-
mula

_(Ed+Exp+A)

& 0.85

where Ed + Exp + A is respectively a mark for education
(Ed), relevant professional experience (Exp), activity in
proficiency enhancement (A); 0.5 is the empirically de-
termined coefficient, defined by the Research Institute
of Labour, which enforces the value of complexity and
job performance assessment; 0.85 is maximum appraisal
by points of professional and qualification level.

Every characteristic of an employee’s business fea-
tures (Be) is assessed in points, highlighting four levels
of performance: low — 0.5; average — 1; above average —
2; high — 3.

The characteristics that have an impact on the com-
plexity of the employees’ work and require more experi-
ence and applied efforts are the basis for assessing the
complexity of an employee’s functions (work) (C;). The
mentioned coefficient is determined by the ratio of all
assessments by each parameter, taking into account
their proportion to the constant value 8.3 (the maxi-
mum appraisal by points by all parameters of the com-
plexity of an employee’s functions), provides the com-
parability in assessing the work complexity from an em-
ployee to a director. The performance assessment (P,) is
determined by summing parameters of levels of assess-
ments that determine the employees’ performance, tak-
ing into account their proportion with the coverage of

5
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quantitative and qualitative parameters of the work per-
formed.

It should be noted that each of the constituents of
the formula refers to the composite values, which is
composed with the help of specific features. Because of
that we believe that the use of the indicated approach at
the comprehensive staff assessment is fully grounded
and well-targeted.

Along with this, the achievement of high perfor-
mance of the employees’ work is possible only with the
emergence of needs and interests, which, in its turn, en-
courages an employee to activate his/her labour activity,
which contributes to high labour motivation. Thus, the
effectiveness of the staff performance just depends on
the motives and incentives.

That is, in order to get good results at the staff assess-
ment and affect its motivation using effective encour-
agement tools a manager should create the proper con-
ditions of the enterprise functioning by all the criteria:
industrial and technological, organizational and corpo-
rate, financial and economic, social and labour, eco-
nomic and environmental (Figure).

The efficiency to achieve good results while assessing
staff activity is determined by two important compo-
nents: external (the incentives that shape the efficiency
of the enterprise) and internal (motives that shape an
employee’s needs satisfaction), which form two levels of
influence: external and internal. Thus, the achievement
of the high staff performance is influenced by the pro-
posed tools: of the external influence: “The system of
staff labour activity activation” by stimulating the crite-
ria of industrial and technological, financial and eco-
nomic, social and labour, organizational and corporate,
economic and environmental nature of the enhance-
ment of the staff productivity and internal influence:
“Assessment of performance of managers, experts, spe-
cialists, officials, blue collars in the system of improving
the work quality and effectiveness” by the quantity as-

sessment of the works performed and “Assessment of
performance of direct, auxiliary workers and operators
in the system of improving the work quality and effec-
tiveness” by the assessment of quality and timely per-
formed works. The tools to enhance the motivation of
efficient staff labour is the system of staff labour activity
activation and assessment of performance of direct,
auxiliary workers and operators to improve the quality
and efficiency of work.

According to the practice of international organiza-
tions’ activities, the properly chosen methods of com-
prehensive staff activity assessment helps form an em-
ployee’s motivation expectations related to the perma-
nent process of intellectual and emotional improvement
of his/her personality.

Thus, in order to improve the efficiency of modern
methods of staff activity assessments we deem it advis-
able to take into account the following factors:

- provision of feedback to participants of assessment
process (providing information to employees about the
assessment purpose, procedures and criteria);

- ensuring the staff assessment efficiency;

- promotion of assessment procedures flexibility
(due to flexibility a specialist can take the position of dif-
ferent points of view and objectively consider different
situations);

- ensuring the assessment predictability (for further
planning of management decisions).

Conclusions and recommendations for further re-
search. Thus, the performed analysis gives reason to af-
firm that the selection of the methodological approach-
es to the staff performance assessment is not perfect and
not researched thoroughly, which has determined our
more in-depth study of the issue, the tasks of which in-
volved the search and detailed analysis of the most com-
mon methods and techniques of staff performance as-
sessment; study and classification of the staff activity
assessment types; formation of the system of indicators

(5}
2 The system of staff labour activity activation at the enterprise
e
2 £
‘é = Industrial Organizational Financial Social Economic
é g and technological and corporate and economic and labour and environmental
2
E & criterion criterion criterion criterion criterion
S
ot
s
&
° Assessment of performance of managers, experts, specialists, officials, blue collars
o
Zé in the system of improving the work quality and effectiveness
g é’ Quality assessment of the work performed Quantity assessment of the work performed
2 g
:
> =
%,) «g Assessment of performance of direct, auxiliary workers and operators in the system
T - of improving the work quality and effectiveness
Quality assessment of the work performed Assessment of the timely performed work

Fig. The influence of motivation and encouragement systems on the achievement of good results at staff performance as-

sessment
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of its performance comprehensive assessment; search of
correlation of the staff performance assessment tech-
nique with the influence of staff motivation and encour-
agement systems. The author’s further studies involve
identifying the factors and criteria for the staff motiva-
tion and encouragement assessment as well as the
benchmarking application in the staff performance as-
sessment, which is used as a benchmark assessment of
employees and can be used at different levels and cover a
total HR management processes at an industrial enter-
prise and form appropriate measures to convert them
into results.
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JliB 1110JI0 OLIiHIOBAaHHS MisUTbHOCTI MpalliBHUKIB MPO-
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MUCJIOBUX MiAIIPUEMCTB Y (pOpMYyBaHHI MOTHMBALlil Ta
CTUMYJIIOBAaHHS iX IpaLli.

Metomuka. JlociiaKeHHs 30iliCHIOETbCSI Ha OCHOBI
3aCTOCYBaHHS (DyHOAMEHTAJIbHUX i Cy4acHHUX II0JI0-
KeHb €KOHOMIYHOI Teopii, MEHEIXKMEHTY, TaHUX Hay-
KOBUX ILIKiJI TEOPili MOTUBALii 3apyOi>KHUX 1 BITYM3HSI -
HUX YYEHUX-EKOHOMICTIB, (haxiBLIiB y raiaysi yrpaBiiH-
H$I IepCOHaIOM. 3a TOMOMOTOI0 CUCTEMHOTO aHaJli3y i
CUHTE3Y NOCiIKEHO CYTHICTb OLIiIHIOBAHHS AiSIJTIBHOCTI
MepCcoHaly i BU3HAUYEHO MOro 3HAYEHHS y Mpoleci
ynpasiiHHSA. MeTon MOpiBHSIHHSI BUKOPUCTAHO [JIsI
BUBYEHHS METOOMYHUX MIIXOMIIB IO OLIHIOBAHHS Mi-
SIIBHOCTI TEpPCOHAly Ha 3apyOiKHUX 1 BITYU3HSIHUX
MiATIPUEMCTBAX Ta OpraHizallisx, rpadiyHuii MeTom —
IIJISI CXeMaTUYIHOTO 300pakeHHsI BIUIMBY CUCTEM MOTH-
Ballii Ha OLIIHKY HisTbHOCTI IepcoHainy. Kiacudikona-
Hi BUIY OLIIHIOBaHHS TIEPCOHAY 3 X PO3MEKyBaHHIM
JIJIsI KepiBHUKIB pi3HUX PiBHIB, (DaXiBIIiB, CIIEIIiaJliCTiB,
TEeXHIYHUX CJIY>KOOBIIiB i POOITHUKIB, 1110 J03BOJUTH
BU3HAYaTU KPUTEPii OLIiIHKKA pOOOTU MepcoHalIy B 3a-
JIEXKHOCTI BiJl TTOCTaBJAEHUX 3aBJaHb IMiJABUILIEHHS MO-
THUBALil 100 TPYAOBOI AisUTBHOCTi. Y poOOTi BUKOPUC-
TaHO METOJ MOOYI0BU MOKa3HMKA, 110 MiCTUTh y cO0i
KiJIbKiCHE OLIiHIOBaHHS MisUIBHOCTI TepcoHay Iifi-
MIPUEMCTBA Ha OCHOBI OaJIiB.

PesyabTaTi. JIoBe1eHO BaXKJIMBICTb i 3HAYEHHS Me-
TOJMYHOTO ITiIXO1Y A0 OLIiHIOBaHHSI AisUIbHOCTI IIepCco-
Haly pi3HUX TpodeciiiHo-KBamipiKaliiiHUX TpyIl,
MpoaHalli3oBaHi TpaAuliliHi Ta iHHOBaLiliHI MeTOIU
OLIiIHIOBaHHS Ha IMiANPUEMCTBAX. 3 METOIO BUPIIICHHS
iCHYIOUYHUX TIpOoOJIeM LIOA0 BUOOPY aJeKBaTHUX METO-
UK OLIHKK pOOOTU TEpCOHaANy Ha BITUM3HSIHUX Mil-
MPUEMCTBAX, HaMU OyJia po3pobJieHa peKoMeHaaliiiHa
ki1acuikallis BUIiB OLliIHIOBAHHS pOOOTU MTEPCOHAITY 3
BUOOPOM KOHKPETHMX BUIiB JJII MPALliBHUKIB Pi3HOTO
piBHA KBasTiikallii Ta 3aIpONOHOBAHO BUKOPUCTOBY-
BaTW KOMILUIEKCHE OLIiHIOBaHHSI HA OCHOBI KiJIbKiCHOTO
BUpPAXXEHHS 3a HOITOMOTOI0 0aiB. 3po0ieHO BUCHO-
BOK, IO ¢(heKTUBHICTh JOCSATHEHHS BUCOKUX PE3YiIhb-
TaTiB B OLIIHIOBaHHI AiSZIbHOCTI MEpCOHay BU3HaYa-
€ThCSI IBOMA BaXKJIMBUMM KOMITOHEHTAMM: 30BHIllIHi-
MM (CTUMYJIH, 110 GOPMYIOTH PE3YJbTaTUBHICTD MislIb-
HOCTI MiANPUEMCTBA) Ta BHYTPillIHIMU (MOTUBU, KOTPi
(GOopMyIOTh 3a10BOJICHHS MOTPEO MpalliBHUKA).

HaykoBa HoBu3HA. PO3p00JIeHHSI METOAUYHOTO Mil-
XOJly 1010 OILiHIOBAaHHS MisUIbHOCTI TepcoHay, 110
CKJIaJa€e s1iIpo MOTUBALIIl Tpalli mepcoHanty i 3ade3ne-
Yye 3alliKaBJIeHe TOCATHEHHS ITOCTABIICHUX IIJICH, T0-
3BOJISIE BUSIBUTH CJ1a0Ki MicCIIsl B IiSJIBHOCTI TiAITPUEM-
CTBa Ta 3alliKaBUTHU CaMUX TIPALiBHUKIB y BUIIPaBI€HHi
cuTyalil, 10 cKJanacs. Y pe3yabTaTi IpOoBeASHHS
MpaBUJILHOTO OIIHIOBAHHS [iSIIBHOCTI TE€pCOHAly
MOXJIMBUM € OTpUMaHHS iHdopmallii moao e(pekTns-
HOCTi poOOTH MpaLiBHUKIB, MTOTEHLIIHHUX MOXJIUBOC-
Teil creLialicTiB i MEPCMEeKTUB iX Kap’ €EPHOrO 3pOCTaH-
H$, MIPUYMH HeeEeKTUBHOI pOOOTU OKPEMUX MpalliB-
HUKIiB, MOTPeO i MPiOpUTETiB y HABYAHHI Ta MiIBUILIEH-
Hi kBaidikallii, BuUbopy eheKTUBHUX iHCTPYMEHTIB Y
CTUMYJIIOBaHHI TPYIOBOI MiSLIbHOCTI.

IIpakTuyHa 3HAYMMICTb. 3aCTOCYBAaHHS KOMILIEK-
CHOI METOIMKM OILiHIOBAHHS MiSIIBHOCTI TIEpCOHAIY
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ECONOMY AND MANAGEMENT

J1a€ 3MOTY e(PeKTUBHO 3ilICHIOBATU OLIIHIOBAHHS SIK
OKpPEeMOTO TpalliBHMUKA Pi3HOI IpodeciitHo-pyHKITio-
HaJIbHOI KaTeropii repcoHay, Tak i TpUIlv IIepcoHay,
1110 TO3BOJISIE B TIOAJIBIIIOMY 3aIIPOIIOHYBATU CUCTEMY
3ax0/IiB IOr0 MOTHMBALlil Ta CTUMYJIIOBaHHS. 3aIpoIio-
HOBaHi BUIU OLIiIHIOBAaHHS JO3BOJISITh OOMpPATU BUAU i1
METOAU OLIiHIOBaHHS JJIs1 KePiBHUKIB Pi3HUX PiBHIB,
(axiB11iB, cieniaaicTiB i pOOITHUKIB CTPYKTYPHUX i~
pPO3IiJiB, BU3HAYATU KPUTEPIii OLLiIHIOBAHHS MePCOHATY
B 3aJIEXKHOCTI Bill MOCTaBJ€HUX 3aBAaHb MiABUILIEHHS
oro MOTHBALII1 Ta CTUMYJTIOBAHHS.

KmouoBi cioBa: ouinosants OisnbHocmi nepcoxHany,
KOMNACKCHA MeMOoOUKa OUIHHOBAHHS

Ouenka Tpyna B cucreMe MOTHBALMHA
NepcoHaIa npeanpusaTui

A. O. Knumuyx

BuHHMUKUIT HAUMOHAJIBbHBIM  arpapHblii  YHUBEPCHUTET,
r. Bunauna, Ykpanna, e-mail: alena_klumchyk@ukr.net

Henb. Pa3paboTka KOHKPETHBIX METOMIOJIOrhYe-
CKHUX TIOIXOIO0B K OIIEHKE MeSITeIbHOCTU PAaOOTHUKOB
MPOMBIILJIEHHBIX TPEANPUATHI B HOPMUPOBAHUU MO-
TUBALIMU U CTUMYJUPOBAHUS UX TPya.

Metoauka. MccnenoBaHue ocylecTBISIETCS Ha OC-
HOBE MpPUMEHEHUs] (PyHIaMEHTaJbHBIX U COBPEMEH-
HBIX TOJIOXKEHUI SKOHOMUYECKON TEOpUMU, MEHE-
JKMEHTA, JaHHBIX HayYHBIX IIKOJ TeOpUIi MOTUBALUU
3apy0eKHbIX U OTEYECTBEHHBIX YUEHBIX-9KOHOMUCTOB,
CITEIIMAJIUCTOB B 00JACTU YIPaBJICHUS TIEPCOHAJIOM.
C MOMOIIBIO CUCTEMHOTO aHAJIN3a M CHHTEe3a UCCIIeH0-
BaHa CYIIHOCTb OLIEHKHU AESATEJbHOCTU TepcoHalla U
OIIpe/IeJICHO ero 3HavYeHUE B IIPOIeCCe YIPABICHUS.
Mertona cpaBHEHUS UCITOIb30BaH [JIs1 U3YYEHUS] METO-
JOJIOTUYECKHUX TTOAXOJ0B K OLICHKE NeSTeIbHOCTH Tep-
COHaJla Ha 3apyO0eKHbIX U OTEYECTBEHHBIX MPEANPUsI-
TUSIX M OpTaHU3aLUIX, TpauuecKrii MeToa — IS cXe-
MaTHUUYECKOTO U300paXkKeHUsI BJIUSIHUS CUCTEM MOTUBA-
LM HA OLIEHKY JesITeIbHOCTU nepcoHana. Knaccugdu-
LIMPOBaHbI BUIIBI OLICHKHU TTePCOHAJIA C UX pa3rpaHuye-
HUEM IS pyKOBOAMUTENEN pa3IUUHbIX YPOBHEH, crie-
LMAJIMCTOB, TEXHUYECKUX CIYXalIUX U paboyux, 4yTo
TIO3BOJIUT OMPEICIISITh KPUTSPUU OIICHKH PabOTHI TIep-
COHaJIa B 3aBUCUMOCTH OT ITOCTABJICHHBIX 3a71a4 ITOBBI-
LIIEHUSI MOTUBALIMU eTo Tpyaa. B paboTe ncnoab3oBaH
METOJ TTIOCTPOCHUSI TTOKa3aTesist, KOTOPBI CONEePKUT B
cebe KOJIMYECTBEHHOE OLICHUBAHUE NESITeIbHOCTU
nepcoHasa NPearpusIThs Ha OCHOBE OAJLTIOB.

Pe3ynbTathl. lokazaHa BaXXHOCTh M 3HaUYE€HUE Me-
TOMOJOTUYECKOTO TMOAX0Aa K OLIEHKE AesTeIbHOCTU
rnepcoHaia pasjinyHbIX NpodecCuoHabHO-KBAIU(U-
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KaIIMOHHBIX TPYIIII, TIPOaHATU3UPOBAHBI TPATUIINOH-
HbIE 1 THHOBAIIMOHHBIEC METOIBI OIICHKM Ha IIPEIITPH-
arusx. C Henblo pelIeHus CYIISCTBYIOIINX IIpooieM
10 BBIOOPY a/IeKBAaTHBIX METOAMK OLIEHKU pabOThI Tep-
COHAaJIa Ha OTEYECTBEHHBIX MPEANPUSITUSIX, HAMU OblIa
pa3paboTraHa kiaccuduKalus BUTOB OLIEHKU PabOTh
TepcoHasia ¢ BHIOOPOM KOHKPETHBIX BUIOB ISl pabOT-
HUMKOB pa3HOTO YPOBHSI KBaTU(DUKAIIMK 1 TTPEIOKEHO
HCIIOJIb30BaTh KOMIUIEKCHYIO OIIEHKY Ha OCHOBE KOJIU-
YECTBEHHOTO BBIPAXXEHUS € MOMOIIIbIO 0auioB. CoenaH
BBIBOI, YTO 3(M(HEKTUBHOCTh JOCTUKCHMST BBICOKMX
pe3yJIbTaTOB B OLIEHKE eI TeIbHOCTU IIEPCOHAJIa OIIpe-
IeJISIeTCsl IBYMST BaXKHBIMI KOMITOHECHTAMM: BHEIITHU-
MM (CTUMYITBI, (POPMUPYIOIINE PE3YIFTATUBHOCTD M-
TEJIbHOCTH TIPEANPUSTUS) U BHYTPEHHUMHU (MOTHUBHI,
KOTOpBIE (POPMUPYIOT YIOBIETBOPEHHUE IMTOTPEOHOCTEM
paboTHUKA).

Hayunas HoBusHa. PazpaboTka MeTOmd0J0rM4ecKo-
ro MoAXoda K OlLIEHKE NesITeJIbHOCTU TepcoHasia, 4To
COCTaBJISIET SIIPO MOTHBAIIMU TpyJa IiepcoHaia u 0oe-
CIIeYMBaeT 3aMHTEPECOBAHHOCTh B TOCTWKEHUU TIO-
CTaBJICHHBIX IIeJIeld, TMO3BOJISIET OIPENe/INTh Cladble
MecTa B JEATEIbHOCTH TIPEATIPUATHUSI M 3aMHTEPECO-
BaTh cCaMUX PAOOTHUKOB B MCITPaBJICHUN CIIOXUBIIICH-
cs cuTyaunu. B pesynbTare TIpoBeAcHMS TTPAaBIIILHOM
OLICHKU AESTeTbHOCTH TIEPCOHAIa BO3MOXKHO TTOTyde-
Hue uHopManuu 00 3PheKTUBHOCTH PabOTHI CO-
TPYOIHUKOB, MOTEHIIMAJIbHBIX BO3MOXHOCTAX CIlelIMa-
JINCTOB U TEPCMIEKTUB UX KapbepHOTO POCTa, MPUUK-
Hax Hea(dEKTUBHOI pabOTHI OTAECIbHBIX PAOOTHUKOB,
MOTPEOHOCTSIX U MTPUOPUTETaX B OOYYSHUU U MOBBIIIIE-
HUU KBaaubuKamu, Beioope 3hheKTUBHBIX UHCTPY-
MEHTOB B CTUMYJIUPOBAHWU TPYIOBOM NS TETHHOCTH.

IIpakTnyeckass 3HayumocTh. [IprMeHeHME KOM-
TJIEKCHOW METOIMKM OLIEHKU NIESATETbHOCTH TIepCOHa-
J1a TT03BOJISIeT 3(D(EKTUBHO OCYIIECTBIISATH OIICHKY KaK
OTIEJBHOTO PAaOOTHMKA PAa3IUIHON IPOodecCHOHATb-
HO-(PYHKIIMOHAJIPHOM KaTeTOpUM ITIepCOHAja, TaK U
TPYNIIBl TIEpCOHANa, YTO ITO3BOJISIET B JaJbHEHIIEM
MPEUIOKUTh CUCTEMY MEP MOTHBALIMUA U CTUMYJIMPO-
BaHUS AesaTeabHOCTU. [IpennokeHHbIe BUIBI OLIEHKU
MO3BOJISIT BEIOMPATh BUABI U METOAbI OLEHKU TSI PY-
KOBOAUTENEH pasIMyHbIX YPOBHEMN, CIELMATUCTOB U
pabovyux CTPYKTYPHBIX MOAPA3NEICHUI, ONpEeaessiTh
KpPUTEpUM OLIEHKM TepcoHajla B 3aBUCUMOCTH OT TO-
CTaBJICHHBIX 3a1a49 TTOBHITIICHUS €TO0 MOTHBALINU U CTH-
MYJIUPOBaHUSI.

KiioueBble ciioBa: oyexka desimensHocmi nepcoHand,
KOMNACKCHASI MeMOOUKa OUeHKU

Pekomendosano 0o nybaikauii 0okm. eKoH. HayK
B. M. Huxcnuxom. lama  HaodxoOxcewHs — pyKonucy
20.04.17.
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