Becmuux BTYHIIT/Proceedings of VSUET, I11. 79, Ne 1, 201Z

OpwurnHanbHas ctaths/Original article
VK 331.1
DOI: http://doi.org/10.20914/2310-1202-2017-1-360-366

OnTuMu3anus OM3HeC-MPOLECCOB CUCTEMbI YIIPaBJIeHHs NEPCOHAIOM HA
OCHOBE NMPOLECCHO-OPUEHTHPOBAHHOI0 MOIX0/1A

Anna A. Yekan 1 anna.chekan@mail.ru
Upuna M. Kypaxosckas *  irina-mgou@yandex.ru

! Mockosckuii ['ocynapctBennsiii O6nacTHOi yHuBEpCHTET, Vi1 Paamo, 10 A, r. Mocksa, 105005, Poccust

PedepaT. PazButne koMnanuu, Kak IpaBuiio, TpeOyeT MepecMOTpa CIIOKUBLICHCS CHCTEMBI YIIPABJICHHS IEPCOHAIIOM, TIEPECTAOIIEH CO BPeMEHEM
COOTBETCTBOBATH €€ CTPATErHYECKUM LIEJISIM U HE TO3BOJBIIOLICH OTBeYaTh MOTPEOHOCTAM B Kajpax. B crarhe paccMaTpuBaercst OIbIT KOMIAHUH
«POCHXUHUPHHT DHEPIUKMY, KOTOpasi ONTHMU3HMPOBAJIA ATy CHCTEMY U BbIOpasa JUlsl yHpaBIeHHs NPOLIECCHO-OPHEHTHPOBAaHHbINH noaxoa. CTpyk-
Typa CTaTbU COCTOMT U3 BBEJICHHS, OCHOBHOM YacTH U 3aKimoueHus. [IpuMeHuTeNnsHO K cCHcTeMe YIPaBiIeHHs! IIEPCOHAIOM MPOLIECCHOE YIIPaBJICHHE
npruobpeTaeT 0co0yI0 aKTyaJIbHOCTh, TAK KaK 9Ta CUCTEMA 3aTparuBaeT BCe HANPABIICHHS JESTEIbHOCTH OPraHU3aIMK Ha BCEX YPOBHSX HEPapXUH U
HPSMO WM KOCBEHHO IPOHM3bIBAET BCE MPOTEKAOIIKE B Hell Ou3Hec-tporiecebl. Ctparertst «PocKHHUPHHT DHEPIUKIY OPHEHTUPOBAHA HA reorpa-
(hHUECKYIO PKCIIAHCHIO U OTKPBITHE HOBBIX 000COOIEHHBIX OAPA3JIENICHUH U1l pean3aliy npoekToB. [ToyHbIH nepexot cucTeMs! yrpaJieHus ep-
COHAJIOM ¥ BCEH OpraHM3alliy Ha MPOLIECCHO-OPUETUPOBAHHOE YIPABIECHUE MTO3BOJIUT MOJIPA3/IeIeHUSIM COOIIOIAT ONPEISICHHbIE CTaHIapTh pa-
00TbI, OOecrIeurBaTh KaYeCTBEHHYIO OOPaTHYIO CBSI3b [10 MTOraM, MCIOJB30BaTh €IMHbIC KPUTEPUM OLIEHKH AeATeNbHOCTH. OCHOBHBIE METO/IbI
UCCIIEIOBAHMS B CTAThe — aHAJIN3 HAYYHOH JIUTEpaTyphl, METObI TEOPHH YIPABJICHHs, TEOPUH opraHu3aiuy. 1o uroraM uccienoBaHUs aBTOPaMH
ClIeNIaHbl BHIBOZIBI O TOM, YTO MOJEIIMPOBAHUE M aHAIU3 OM3HEC-TIPOLIECCOB OPraHU3aLMK MO3BOJIAT CTPYKTYPHPOBATh JIESTEILHOCTD OpraHU3aliy,
BBISIBUTH CHJIbHBIE CTOPOHBI M 30HBI PA3BUTHS B COOTBETCTBUM CO CTpAaTErHel OpraHu3aliiy, ONpeIeIuTh OTBETCTBEHHBIX 3a On3Hec-mpouecckl. Heoo-
XOIIMMO OTMETHTBH SKOHOMHUECKYIO 3((HEKTHBHOCTD BHEAPEHHUS IPOLIECCHO-OPMEHTUPOBAHHOTO MOJIX0/1a K CHCTEME YIPaBIIeHHs IepcoHanom «Po-
CHH)KMHUPHHI DHEPDKU»: CHU3WICS KO3 duIMeHT TekydecTr nepcoHana B 1.5-2 paza; cokpaTuinch (pUHAHCOBBIE 3aTpaThl B paMKax OrOpKeTa
ot/esa o padore ¢ nepcoHanom Ha 20% BCIIEICTBHE YBEIMYCHHS MIPOU3BOAMTENIBHOCTH TPY/A; YMEHBIIIMIICS €XKEero/IHbII OI0/DKET Ha 1oa00p rep-
conasia Ha 450—-600 TeIC. p.; COKpaTUIIHCh 3aTpaThl Ha 00y4eHue rnepcoHana Ha 20%.

KiioueBble €j10Ba: IEPCOHAJ, CHCTEMA YIPABJICHHUS IEPCOHATIOM, OM3HEC-ITPOLIECC, IPOIIECCHO-OPHEHTHPOBaHHbIN moaxon, SWOT-ananu3

Business process optimization of a personnel management system
based on the process oriented approach
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Summary. The development of company, as a rule, demands revision of the developed personnel management system, which is ceasing to
answer over time her strategic objectives and not allowing satisfying the need for personnel. In article the experience of the “Rosizhiniring
Energy” company, which optimized this system and has chosen the process-oriented approach for management is considered. Structure of
article consists of introduction, the main part and the conclusion. In relation to a personnel management, system process management acquires
special relevance because this system mentions all activities of the organization at all levels of hierarchy and directly or indirectly penetrates
all business processes proceeding in this hierarchy. Strategy of “Rosizhiniring Energy” is focused on geographical expansion and opening of
new separate divisions for implementation of projects. Full transition of a personnel management system and all organization to a process
oriented management will allow divisions to observe certain standards of work, to provide qualitative feedback following the results, to use
uniform criteria for evaluation of activity. Main methods of a research in this article — analysis of scientific literature, the methods of the
theories of management and organization. The authors have made conclusions that modeling and the analysis of business processes of the
organization will allow to structur the activity of the organization, to reveal strengths and zones of development according to the strategy of
the organization, to define persons, which are responsible for business processes. It should be noted the economic efficiency of introduction
of the process focused approach to a personnel management system of “Rosinzhiniring Energy” company: the personnel fluidity coefficient
has decreased by 1.5-2 times; financial expenses within the budget of HR-department were reduced by 20% owing to increase in labor produc-
tivity; the annual budget has decreased by staff recruitment on 450—-600 thousand rubles; costs of training of personnel of 20% were reduced.
Keywords: personnel, personnel management system, business process, the process oriented approach, SWOT-analysis

BBenenue OnTuMH3aIys TIAHUPYETCS, 3aKPeIUIsieTCs
HOPMATHUBHBIMHU JOKYMCHTAMH W  BHCAPACTCA
B mpousBoiacTBo [1]. C ee moMomp0 MOXKHO
YMEHBILINUTH KOJIMYECTBO HECOOTBETCTBHI U OIIMOOK
B YIPaBJICHUH, CHU3UTh 3aTPATHYIO YacTh IPOU3-
BO/ICTBA, IOBBICHTH OOIIYO PHOBLIb, YMEHBIITHTh
BpeMsl, 3aTpayrBacMOe Ha BBIITYCK €JHHUIIBI TIPO-
JOYKIHH, pa3paboTaTh MEphl O BHIXOY U3 (DMHAH-
coBOro kpusuca u mp. ONTUMH3AIMU TOATICHKHUT

OnTuMu3anus OU3HEC-TIPOLECCOB — BakK-
He#mas JacTh paboThl B TPOIIECCHOM IOJIXOJIE
K ynpaeneHuro. [Iporeccel ompenenuts coBep-
IIEHHO HEJOCTaTOYHO, HEO0OXOIUMO C HUMH
TTIOCTOSTHHO paboTaTh IS TOTO, YTOOBI OT HUX OBLT
SBHBIA SKOHOMHUYECKUN 3¢ dekT. DToT Ou3HEC-
MpollecC Ha3bIBaeTcs ontumusaiuei. OH mpearo-

JaracT yCTpaHCHHE HEIOCTAaTKOB M YyCHIICHHMC OCHOBHOM OH3HEC-IPOLIECC MM €10 KIIFOYEBBIE TOUKH,
[IpEUMyYIIECTB MPEANPUATHA. toraa 3¢ ekt OyaeT ObICTPHIM U OUCBHUIHBIM.
JISl IUTUPOBAHMS or citation
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OcHOBHbBIE XapaKTEPUCTUKHU U BU/IbI
OM3Hec-NPoOLECCOB

OnTUMHU3MPOBaHHOE MOJETUPOBAHUE OM3-
Hec-TIpoIiecca JOJDKHO IPOBOAUTHCS IIO3TAITHO,
YeTKO M MociieioBaTenbHo. HaunHaercst oHo ¢ uc-
MPaBJICHNS U KOPPEKIMN Y3KUX (YHKIIMOHAIBHBIX
MOMEHTOB, TIOCTETIEHHO TEPEXOJUT U Ha KPYIIHbIE
MOTOKHU. PHCKH IIpH ONTHMH3AIK BECbMa yMEPEeH-
HBIE C BO3MOXHOCTBIO BEPHYTHCS K NPEKHEMY
Kypcy. Bpems, 3arpaunBaeMoe Ha mpoBeneHHE
MEpPONPHUITUH MO ONTHMHU3ALMU MPOLECCOB, KaK
MPaBUJIO, MUHUMAJIBHBL.

OnTUMHU3UPOBAHHBIN Ou3Hec-mporecc
MPEAToIaraeT U3MEHEHHE CTPYKTYP NPEAPUATHSL
U WX B3aUMOCBs3eil U nogunHenus. OyHKuM oa-
HOTO TOAPA3/ENICHUs MOTYT OBITh BO3JIOXKEHBI
Ha JIpyroe, 4To JOJPKHO MPUBECTU K YIYYLICHHIO
B3aUMOZCHCTBYS MEX Ty OTAeamMu. Bee nepeuncrieHHble
MeEpbI CIIOCOOCTBYIOT MOBBIIIEHUIO UMUK, KOHKY-
PEHTOCTIOCOOHOCTH  TIPSANPUSTHS, K  YBEJIMYECHHUIO
npoJaX U MpHObLTH [2].

Crour o0OpaTiTh BHHMAaHHE, YTO TIPEXKIE,
YeM HAYaTh ONTHUMM3AIMIO, JODKHA OBITH CO3JaHa
cxeMa Or3Hec-TIporecca, HeoOXO0MMO e TIPOaHaI3H-
PpoBaTh, CHOPMYITUPOBATE OCOOCHHOCTH, 33,]1a4H U TIp.

OmuH W3 BaXHBIX MOMEHTOB OITHMH3A-
LA — peakuus IepCcoHAla Ha O3TH JCHCTBUS.
OnrtuMuzanusi — 3TO OJHO3HAYHBIC H3MEHEHUS
B paboueMm mporiecce. A Mo0ble H3MEHEHUS, BKIIO-
Yas ¥ MOJOKUTEIbHBIC, TPUHUMAIOTCS JIOIbMU
HeratuBHO [3— 5]. BusHec-mporece npemnonaraet
nH(pOPMHUPOBaHNE KOJUIEKTHBA O MPOHMCXOJISIINX
U3MCHCHUX.

Bonpmryto mone3y wWrpaer NpHBICYCHHUE
Ha CBOIO CTOPOHY JIUJICPOB MOJIPA3JIEIEHIH — KaK
JOJDKHOCTHBIX JIMI, TaK M HepopMaibHbIX. Ecim
Bl UM O0O3HAYUTE TMOJB3Y OT TMPOHCXOJISIIETO,
TO Ha MECTax OHM YrKe 0e3 Balllero y4acTHs CO3JaayT
oTpe/ieTIeHHbIN MOJIOKUTENBHBIN HACTPOU 1 OU3HEC-
npotiecc moiner Obictpee [6]. A pa3merieHue
rH(pOpMaIMK B 00IIEM J0cTyme (MoKa3aTesn, 3ap-
IUIAThl, IPEMUH M KOJIMYECTBO MPOJAHHOTO TOBapa,
W JIpyTUe JTaHHBIE) TIOMOXET elie Goibie chopmu-
poBath JIOSUTLHOCTH K OM3HEC-TporieccaM [7].

CrnenoBartensHO, OHM3HEC-TIpoLiecC — 3TO
KOMIUIEKC MEpONIPHITHH, MpOLENyp, OIEpalni,
NeiiCTBHIA, KOTOPBIE PETYIISIPHO MOBTOPSIFOTCS X BEIYT
K ONpe/eNicHHOMY pe3yjbTaTy — IIeld Ou3Heca.
[Ipy BbIMONHEHWM BCEro, 4YTO MOAPa3yMeEBaeT
OM3Hec-TIpoIiece, BCErja HCIONB3YIOTCS T€ WIN
WHBIE PECYPCHI: YeNOBEYECKHE, T. €. KaApOBHIE,
CBIPBCBEIC, TEXHOJIOTUYCCKUC, TCXHHUYCCKHUC,
nHpopManuoHHble, (prHaHcOoBble M mTp. busHec-
nporecc GpopMUpyeT MPOAYKT, KOTOPIH JTOKEH
00513aTENTbHO MMETh OMNpPEEICHHYI0 IIEHHOCTh
IUISL OTpeOuTeNs, BiaAenbla MHIWBUIYaIbHOTO
OPEONPHUTHS, I COTPYIHUKOB.

Jlnst cBsizu ¢ pepakuueii: post@vestnik-vsuet.ru

JIro0oit Gu3HEC-TIpoLIecC IMEET TPU OCHOBHEIE
XapaKTEepUCTUKU, KOTOPBIE OTPaXKalOT €ro Cyll-
HOCTb, TO €CTh OTBEYAIOT HA BOIPOC — 3a4€M UMEHHO
3TOT MpOoLecC HEOOXOAUM Ha TPEATIPUATHH:

1. BusHec-mpouecc U ero CTOMMOCTb. DTOT
TapaMeTp BCeT/Ia AOJDKEH CTPEMUTHCS K MUHUMYMY.

2. BusHec-mpouecc ¥ ATUTENBHOCTh. JTOT
MoKa3aTenb BCeria IODKEH WMETh TEeHICHLUIO
K COKpAIEHHIO.

3. BusHec-mporLiecc, Kak CPEACTBO yIOBIETBO-
PEHHOCTH OXXHIaHWM KimeHTa. Kaxmeri Owm3Hec-
MIpoIIeCC UMEET cBoero morpedurerst. [lorpedurenu
NPEIBSBISIOT OCHOBHBIE TPEeOOBAaHUS, KOTOpHIC
00yCITaBIIMBAIOT MOJICIMPOBaHNE OHU3HEC-TIpoIIecca.

BisHec-Tiporiecc B LIENIOM OITBITHBIE TeOPETHKH [8]
JUTSL YTIPOIICHUS TOHMMAHUS pPa3lCiId Ha JBa
BHJIa — OCHOBHBIE ¥ BCTIOMOTaTeIbHBIE.

Kpome Toro, obumii OuzHec-npouecc BKIO-
YaeT elle W COMyTCTBYIOIIHME, 00eCleunBaroIue,
YHPaBIISIONINE U TPOIECCHl Pa3BUTHSI.

ConyTcTBYOILIHUE MTPOLECCH — 3TO COBOKYII-
HOCTb TOBTOPSIIOIIUXCA MEp, AEUCTBUM, KOTOPbIE
OpPHEHTHPOBAHBI Ha TIPOU3BOJICTBO, COITYyTCTBYIOIIIEE
rnaBHOMy. OHHM TOYHO TaKXe MPHHOCAT JO0XO.
CaMOCTOSITENIHHO, ¥ YBEIMUHBAIOT JI0XOZ] OT OCHOBHOTO
TOBapa WIA yCIyTH.

OOecreunBaroye MPOLECCH — TpenHa3Ha-
YeHBI I oOeciedeHus1 6ecriepeOoiHoN paboThI BeeX
JIpyrux mpoueccos Ou3zHeca. ITo Macca MUHU-TIPO-
IIECCOB B Ciyx0e mepcoHana, B (DMHAHCOBBIX
CTPYKTypax, B CIy)x0ax 3aKynKd, WHXCHEPHBIX,
TEXHHYECKHX Pa3pabOTOK, XO3HCTBEHHBIX OT/IETIOB.

YapaBneHue SBISETCA OTIAEIbHBIM BHUIOM,
BXOZSIIIUM B OOIIMI OM3HEC-TIPOLIECC, U OXBATHIBACT
BCE TPOLIECCHI TPEINPUSITHS, COCTABISIET U3 HUX €U~
HYIO KapTHHY, KOTOpast TIPSJICTABIISIET YETKOE BUICHHE
JIBUKCHHSI KOMIIAHUU B TIEJIOM. Y TIPaBICHUYECKUE
TIPOLIECCHI JETSATCS HA TUIAHUPOBaHHUE, (POpPMUpPOBAHHE
M BBIPAaOOTKY CTpaTeruu, MHUCCHH, TPaMOTHYIO
paccTaHOBKY CHJI M PECYPCOB Ha NPEINPHUATHH.

busnec-npouiecc  pa3BuTHA < —  caMblid
MHTEPECHBIH B pa3pabOTKE W OCYIIECTBIICHHH.
OH npeanonaraet (JOpMUPOBAHUE HOBBIX HAITPaB-
JIEHUH, CO3/laHNe MUHU-TIPOIIECCOB. B pe3yinbrare
MOSIBJIAFOTCS HOBBIE TIPOWM3BOJICTBEHHBIE JIMHUH,
PEaM30BbIBAIOTCSl TEXHOJIOTHUECKUE HUICH, BHE-
PAIOTCS PAlIPEIIOKEHUS, CO3JIAI0TCS Pa3HOBU/I-
HOCTH MIPOAYKTA, 1 MHOT'OE JIPYTOE.

Mogens 6u3HEC-TIpoliecca — 3TO HATJISTHOE
ero U300pakeHue, KOTOPOE CO3JIAeTCs JUIs MOCIe-
nywooied paboTel ¢ HUMH. B Momenb BXOIUT
CIIOBECHOE OITCAaHNe OW3HEC-TIPOIIECCOB, TAOIHIIBI,
rpaduky, cxembl, TOKa3aTelld, JaHHbIE H MHOTOE
npyroe. llpakTuyeckoe BOIUIOLICHHE MOAETEH
npefroiaraeT Cco3laHue IablioHa, KOTOPBIH
3aMoyHsAeTCs NpU BBEACHUM HOBOIO IMpoIlecca.
JIOKyMEHT JIOJDKEeH BKIIOYaTh B celst OM3HeC-Tiporiece
B BHJAC CXEMBbI, CIIMCOK PEKBU3UTOB, KOTOPLIC
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HCIIOJB3YIOTCS TMPH  COCTABJICHHH OIMCAHUS,
CXEMBI JJAHHBIX, TPUBIICYCHHBIX U3 OYXTaITEPCKUX
OTYETOB, YKa3bIBAE€TCSA PYKOBOIMTENb IPOlEcca,
WCIIOJHUTEIN PAa3IWYHBIX 3a4ad, IUIaHbl 110
BEITIOJITHCHHUIO M CPOKH BBITIOJTHEHUS 3THX 3a/1a4.

MonenupoBaHue OH3HEC-TIPOIIecca B KaKIOH
OpraHu3alii MOXKET TCHEPHPOBaTh CBOHM ITYHKTHI
11a0JI0Ha, HO B JIFOOOM CJIydae OHM JIOJDKHBI OTPayKaTh
CIIEIYIOIINE MOMEHTBI: 3Tambl padoT, MPOLEIYPhI
U (PYHKIINM, KOTOPBIE IIPEATIonaracT OM3Hec-TIpoIiece,
MOCJICIOBATEILHOCTD BBIIOIHCHUS paboOT, KTO U
KakuM 00pa30M KOHTPOJIMPYET BBHIMOJHEHHE 3a/1ad,
KTO Ha3HAyYaeTCs UCIOJHUTeNIeM. B mabnone mo-
JIeNIA HEOOXOAUMO OTPA3HTh IEPEUCHb BXOISIINUX
1 UCXOJAIINX JOKYMEHTOB M HH(pOPMAIMH, KOTO-
pble OYAyT HCIIOJB30BaHbI M OYIYT MOSBIATHCS
Ha BBIXOJIe mpoliecca. B ocoboli Tabmure ciaemayer
3aJI0KUTH MH(OPMALIMIO 0 HEOOXOIUMBIX pecypcax,
KOTOpBIE IOHATOOSTCS IS BBITOJTHEHHS 33,124, yKella-
TEIBHO ¢ YKa3aHHUEM CTOMMOCTH M KOJIMIECTRA.

[Ipu BeIMOJIHEHUH PabOT B paMKax mpoliecca
00s13aTeIPHO HEOOXOMMa OTYETHAs JTOKYMCEHTa-
WS, JOCTYMHAss W TOHATHAs BCEM YYaCTHHUKAM
nporecca. OTO TakKe HAaJ0 OTPasUTh B LIaOJIOHE
¢ mpuiokeHueMm ¢opm, obpasuos. Llens OuzHec-
nporiecca 00sA3aTeNbHO JOJDKHA MPUCYTCTBOBATH
B JIOKYMEHTE, a TAK)KE KOHKPETHbIC H U3MEPHUMbIC
MOKa3aTely, Mo KOTOPHIM MOXHO OYAeT CYIHUTh
O BBITIOJTHECHHH ITOCTaBJICHHBIX 3aa4.

IMpu co3manum 11abioHa MOMKHO TOJIB30-
BaThCs TMOHSATHEM «TOYKAa OHM3HEC-TIpoIeccar,
3TO Ha3BaHUE KaXKI0I0o dJIeMeHTa Moaean. Mcmoi-
HUTEIb-TOYKA, KIIOUYCBOW Y3€]-TOYKa, BpeMs
HCIOJHCHMSI-TOYKA, ¥ TaK Jaliee.

Knaccudukamus u MoaenupoBaHue Ou3Hec-
MPOIIECCOB TAKXE MOXKET OBITh OCYIICCTBICHA
M0-JIpyromMy, MHINBUIyaJIbHO, UCXO/5 U3 0COOEH-
Hocrel kommanuu [9].

OnTuMu3anum OU3HeC-MPoIEeCcCOB CHCTEMbI
yIpaBJieHUs] TEPCOHATOM HA OCHOBE MPO-
eECCHO-OPHEHTHPOBAHHOI0 MOIX0/1A

Bonee noapoOHO ocTaHOBUMCS HAa OCOOEHHO-
cTs1x kKoMrnanuu 3A0 «POCHHXUHUPUHT DHEPIKID)
U ee MPaKTHYECKOM OIbITe ONTUMHU3AIUH OW3Hec-
MPOIIECCOB CHCTEMBI YIMpPaBiICHHUS IEPCOHATIOM
Ha OCHOBE ITPOLIECCHO-OPUEHTUPOBAHHOIO [TOAXO0/A.

3A0 «PoCHHXUHUPUHT DHEPHKU» Tpeyia-
raeT KOMIUIEKCHBIH MOJXOJ K MPOEKTHPOBAHHMIO,
CTPOUTEINILCTBY U YNPABICHUIO PeaTn3aLuei Ipo-
extoB. C 2009 roya KOMIaHUsI OKa3bIBaET YCIyTU
B TpeX COLMANBLHO 3HAYMMBIX HANpPaBICHUSIX:
3JIEKTPO’HEPreTHKA, TEIUIOIHEPTETHKA, MPOEKTH-
poBanre OOBEKTOB dHEpreTHKH. [ '0J0BHOI oduc
pacnonoxken B Cankr-IletepOypre. B Hauaie
2012 r. otkpeITO 000c00IEHHOE TOApa3CICHHE
B KpacHonapckom Kpae.
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UnciieHHOCTh TepcoHana cocTaBiaseT 150
yenoBek. K xony 2012 r. nuraMudeckoe pa3Bu-
tHe 3A0 «POoCHHXUHUPHUHT DHEPHKI» — YBEITHIe-
HUEe 00beMa padoT B paMKax peatn3yeMbIX POeK-
TOB, OpHWEHTAlMs pYKOBOJACTBA Ha HOBBIC
peTHOHANFHBIE PBIHKH, CO3AaHHe (HHIHATBHON
CTPYKTYpHI, JePHUIHUT BBICOKOKBATU(PHUINPOBAH-
HBIX CIEIHAINCTOB B O0JAcTH CTPOUTEIHCTBA
W DHEPreTHKH — TMOTpeOoBaj0 3HAYUTEIHHOTO
MEPEecMOTpa CIOKHUBILIEHCS CUCTEMBI yIIPaBICHHS
nepconanom (manee — CVII).

B xovmanmm 3AO «PocHIKUHAPHHT DHEPIHKID)
0003HAYMITHCH CIIEYIOIIHE TIPOOJIEMBL: BBICOKAS TEKY-
YeCTh MepcoHaNIa, NeGuIuT KBaTH(QUIIIPOBAHHBIX
CHEHANUCTOB B 000COOIEHHOM MOJpa3/ieeHIH,
cOOM B KOMMYHHKAIMAX MEXKAY MOApa3IeTICHUIMH.
B cBsi3 ¢ 3TEM PYKOBOJACTBO TPWHSIIO PEIICHHUE
0 coBepieHcTBOBaHMM AeiictBytomer CYII ¢ nensto
o0ecrieueHnsi ee COOTBETCTBHSI CTPATErHUYECKHM Iie-
JsIM KOMIIaHUHM. B COOTBETCTBUM €O cTpaTeruen
OpraHu3aly MO UTOTaM JAEATENBLHOCTH padoyeit
TPYIIILI OBUTH YTBEPIKIIEHEI cTparerndeckue riem CY11:

e OnTuMm3anusi W YCKOpEHHe TpoIliecca
Pa3BUTHS PYKOBOAMTENEH U CIICLUAIUCTOB C OpH-
EHTalue Ha M3MEHSIOIINECS] YCIOBHS Pa3BUTHS
KOMIIaHHH;

e VTBepKICHUE OpHEHTALUH Ha JOJrO-
CPOYHOE TNIAHUPOBAHKUE NIEPCOHAIA;

e VIOBIICTBOPEHHE TIOTPSOHOCTEH BHYTPECHHHX
3aKa34MKOB B OIEPATHBHOM IOI00PE PYKOBOJIUTEIIEH,
CIIEIMATIICTOB U pab0oYX Ha HOBbIE OOBEKTHI;

e (OoOecneyenne cTabUIBHOCTH IEPCOHAIA;

e (OecriecueHne KadeCcTBEHHOW PabOTHI M
cOOJIOICHNS PETJIAaMEHTOB CHUCTEMBI YIPaBICHHS
MIEPCOHAJIOM 000COOJICHHBIX MTOAPAa3ICICHUH.

CVII 3A0 «POCHMHXWHUPHHT OHEPIKI»
MpeJICTaBIeHa PYKOBOJIUTENIEM OTAeNa o padoTe
C TMEPCOHAJIOM M CTICHUATIICTOM 10 KaJpOBOMY ajI-
MUHHCTPUPOBAHUIO B TOJIOBHOM O(rice KOMIIAaHUU
B Cankrt-IlerepOypre. OrmnepaTUBHBIN KOHTPOIb
CUTyauud M oOeclieueHHe Mepeaaydl KaIpoBOu
JIOKYMEHTAI[H OCYIIECTBIISIIOT CHEIHATUCTBI 10
paboTe ¢ IEPCOHAIOM — JIBOE COTPYIHUKOB B 000C00-
JIEHHOM TofpaszencHun B KpacHomapckoM kpae.

Kak yxe ymommHamoch BBIIIE, OCHOBHBIE
npoOJieMHBIE 30HBI B 00NACTH YIIpaBJICHHs TIEPCOHA-
noM 3A0 «PocHHXMHUPUHT DHEPIHKU» HE ObUIH
ckonrieHTpupoBanbl BHyTpu CYIL. OOycioBneHHbIC
npexe Bcero cOOSIMU BO B3aUMOJICHCTBUSIX MEXIY
nmoapasacJICHUuAMMA, OHH SABJISJIINCH Me)K(i)yHKHI/IO-
HaGHBIMU, a OwmsHec-mporieccbl CVYIT  Obun
(hparMeHTapHBIMH 1 pa3o0ieHHBIMU. Takum 00pazomM,
nposenierne ayauta CYII u ycrpaneHue npoOieMHbIX
30H 0€3 MPUMEHEHHS! NPOLIECCHO-OPHEHTUPOBAHHOTO
MIOJIX0/1a OKa3aJIOCh HEJIOCTATOUHbIM. DyHKIMOHAIb-
HBIA TIO/IXOJ] K YMNPABJICHUIO YCTapell, HaMeTHIach
oO11ast TeHASHIMS IepeXx0a K MPOLECCHO-OPHEH-
TUPOBAHHOMY MOAXOIY.
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B nanHOI cTaThe OnucaH OAUH U3 METOJIOB
BBIJICTICHUS] OWM3HEC-TIPOIIECCOB, ONMPOOOBAHHEII
Ha TIPaKTHKE W JIOKa3aBIIHMH CBOIO A(P(HEKTHBHOCTB:
SWOT-ananu3. ABTOpbI HE IPETCHIYIOT Ha KaKyH0-
00 TEOPETHUYECKYI0 HOBHU3HY; II€NIb CTAThU —
OTHMCaHUe METO/A KaKk pabovero MHCTPyMEHTA.

JroT crocol mpeAroaraeT u3ydeHue mpo-
1ecca ¢ TOMOIIBIO OIPENEICHHUS €ro ClIadbIxX
Y CWIBHBIX CTOPOH, BO3MOXXHOCTEH YIIydIIeHHS
1 yrpo3 CHIKEHHs 3(P(HEKTHBHOCTH. AJITOPUTM TaKOB:

e Ompoc pYKOBOIACTBA H PaOOTHHKOB
TIPEAMPHUSITHSA.

e (OOpaboTKa MONYYCHHBIX PE3YJIHTATOB,
OIICHKa 00X MOMEHTOB B OTBETaX.

e [locTpoenune TabIULIBIL.

OodocHoBaHHe BHIOOPa MeTOAA BbIICJICHHUS
ousHec-nponeccoB: SWOT-ananu3

SWOT-ananu3 sBusercs HHCTPYMEHTOM
MOJPOOHON OLEHKH Ipolecca, pe3ysbTaThl
UCCIIEOBAHNUA MOTYT OBITh MCIIOJIB30BAHBI IS
JaJbHEHIIEro MOMCKa CIOCOOOB ONTHMM3ALNU
pabOTHI MPEITPUSATHSI.

[Ipumenenne 3TOro Meroga B KOMIIAHUH
3A0 «POCHHXUHUPUHT DHEPKI OCYIIECTBISUIOCH
CWIaM{ BHYTPEHHUX CIICLUAIMCTOB-COTPYAHUKOB
otaena mo pabore c¢ mepcoHanoM. B pesynbTare
ObUT COCTaBJIEH TEpeYeHb CHIBHBIX W ClIa0bbIx
CTOPOH, a TaK)Xe BO3MOXKHOcTed u yrpo3 CVII
KommaHuu (Tabumma 1).

Ha ocnose SWOT-ananusa Obun cuenaH
BBIBOJI O Hamn4uu npobsiemusix 30H B CYIT [10]:

Cucmema naanuposanus nepconana. llon-
00p nepcoHaja OCyLIECTBIAETCS Ha OCHOBE 3asBOK
pykoBoaMTeaeH moapasaenacHuit. TpeOoBaHuUs
K 1Mo00py CIeUaliicTa Ha OJHY U Ty XK€ JIOJIK-
HOCTb, HO B pa3HbI€ MOAPA3ACICHUS WIN B pa3HbIN
MIePUOJT MOTYT CYITIECTBEHHO OTIMIAIOTCSI.

AHanuz u xapakmepucmuxa pabouux mecm.

JleficTByrole  TOJMKHOCTHBIE WHCTPYKLUHU
HE OTPAXKAIOT peasbHOM CUTYalluK ¥ PYHKIIHOHAIIA
COTpPYIHHKOB.

Cucmema o0b6yyenus nepconana. O0ydeHue
MEpCOHANa OCYIIECTBISICTCS COTJIACHO TUIaHy —
rpaduKy TOBBIIICHUS KBaTU(pHUKALKUN, KOTOPBIMH,
B CBOIO OYepe/b, IPUBSA3aH TOJIBKO K MPOodeccHo-
HaJIbHBIM KOMITETCHIINSAM, TAKUM KaK 3HAHHUE CTPO-
UTENBHBIX HOPM M TIPAaBUJI, COBPEMEHHBIX TEXHO-
JIOTHH CTPOUTENHhCTBA M TPOCKTUPOBAHMS, U HE
YUUTBIBACT Pa3BUTHE [EJIOBBIX KOMICTECHIMHA
W IMYHOCTHBIX Ka4eCTB.

Ha ocHoOBe pe3ynbTaToB aHalM3a TEKYIIETO
COCTOSIHUSI OM3HEC-TIPOLIECCOB U UX COOTBETCTBUS
CTpaTerMYeCKUM [EISIM KOMIIAHWU W CHCTEMBI
yIpaBJICHUsI TIEPCOHATIOM CHEIHATUCTAMU OT/Iea
no pabore C mepcoHaIoM paszpaboTaHa MOJIENb
ousnec-miporieccoB CYII (kak T0KHO OBITH):

Cucmema nnanuposanus nepconana. Beenenue
CHCTEMBl IUIAHUPOBAaHUs TEPCOHANIa MO3BOJMUT
CO3JIaTh PE3epB CIICIUAIICTOB Ha KIFOUEBBIE
JNOJDKHOCTM M 00ECIeYUTh ONEepPaTHBHOCTb U
KauecTBO MoA0Opa COTPYAHUKOB.

Tabnuna 1.

SWOT — ananu3 CYII 3A0 «PocHHXUHUPUHT DHEPAKI»

Table 1.

SWOT - the analysis SUP of CJSC Rosin-zhiniring Energy

Bo3moxkHOCTH
Opportunities

Yrpossi
Threats

CuibHBIA KOPIOPATHUBHBIA OpeH[| opraHu3aiui (M3BECTHOCTh H
CTaOMIBHOCTh KOMIIAHWUY HA pI)IHKe)

OOecrieyeHne BEICOKOTO KauecTBa yciayr, np€l0CTaBJIIEMbIX B 00-
JIaCTH CTPOUTEIILCTBA, 3a CHET IIPUBJICYCHUA KBaJII/I(i)I/IHI/IpOBaHHLIX
COTPYIAHHUKOB.

DNeKTpo- M TEIJIOPHEPreTHKa — aKTyalbHbIe DPa3BHUBAIOIIUECS
poiEKE (BO3pacTaer moTpeOHOCTh B yCIIyrax 10 MOJCPHHU3ALMH U
CTPOHTENLCTBY HOBBIX OOBEKTOB).

CoOTpyIHIUYIECTBO C MPODHITBHBIMU YUeOHBIMHU 3aBEICHUSIMU.
BHC,Z[peHI/IC HOBBIX BHUJIOB YCIYyT B obnactu CTPOUTEIILHO — MOH-
TaXHBIX pa60T U MIPOCKTUPOBAHUA.

OcBoeHHE HOBBIX TEXHOJIOT Uil pabOTEL

Strong corporate brand of the organization (popularity and stability
of the company in the market)

Quality ensuring the services provided in the field of construction,
due to involvement of the qualified employees.

Electro and power system — urgent emerging markets (the need for
services in modernization and construction of new objects in-
creases).

Cooperation with profile educational institutions.

Introduction of new types of service in the area of installation works
and design.

Development of new technologies of work.

T'eorpaduueckas pazdpocaHHOCTH 000COOJICHHBIX IOApPa3-
JeneHud. Pactymuii reuIyT KBaTnpUINPOBAHHBIX CIICIIH-
aJIUCTOB U pa6oq1/1x MOJIOJOTO U CPEAHETO BO3pacTa B 001a-
CTH DHEPreTHKU KakK CIEACTBHE MNpolieM NpoduiIbHOTO
00pa3oBaHusl.

HepeMaHI/IBaHI/Ie CIIENUAINCTOB KOHKYPEHTHBIMU OpraHu3a-
USMU.

He6nar0nplmeHaﬂ COIIMAJIbHO-3KOHOMMYECCKAas IIOJJUTHUKA B
CTpaHe.

BBICBO60)KZ[CHI/I€ pa6oq1/1x MECT H3-3a COKpalllCHUs o0beMa
MpeaOCTaBIISACMBIX YCIIYT.

Geographical dispersion of separate divisions. The growing
deficiency of qualified specialists and workers of young and
middle age in the field of power because of problems of pro-
file education.

Enticement of experts by the competitive organizations.
Adverse socially — economic policy in the country.

Release of jobs from reductions of volume of the provided
services.

Jlnst cBsizu ¢ pepakuueii: post@vestnik-vsuet.ru
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CuiibHbIE CTOPOHBbI
Strengths

CTabuIbHOCTE nepcoHalia B CaHKT-HeTep6ypre, HU3Kas TEKYYECTh IIEPCOHAIa OCHOBHOT'O ITOJAPAa3ACICHUS.
KonkypenTococoOHas 3apaboTHasl IiaTa.
KomtpoptHbIe ycnoBust paboTEL
Bricokuii kKaApOBhIi MOTEHIMAT, KBATH(UIIMPOBAHHBINA IIEPCOHAT
Y TBep)KICHHBIE PETJIAMEHTHI paOOTHI B paMKaX CHCTEMbI YIIPaBICHUS TIEPCOHATIOM
Stability of personnel in St. Petersburg, the low fluidity of personnel of the main division.
Competitive salary.
Comfortable working conditions.
High personnel potential, qualified personnel
The approved regulations of work within a personnel management system.

CunbHEIT KOpHOpaTHBHLIfI 6peH11 U U3BCCTHOCTh KOMIIAHHMHU Ha
PBIHKE DJSHEPreTUKU obecrieunBaer CTaOMILHOCTH IepcoHala B
Cankr-IlerepOypre.

KonkypenTtocnocobnas 3apaboTHas miaTa 1 KOM(QOPTHBIE YCIOBHS
paboThl 00ecneYrBaOT MPUTOK B KOMIIAHUIO BBICOKOKBATU(HUIIH-
POBaHHEIX COTPYAHUKOB.

Yenoseueckuit TMOTEHIMAJT OpraHu3alyi MO3BOJIIET OCBaMBaTh HOBBIC
TEXHOJIOI'MH1 pa6(m;1, NpEaOCTaBIIEATh YCIIYT'H BBICOKOT'O Ka4€CTBa.

The strong corporate brand and popularity of the company at energy
market provides stability of personnel in St. Petersburg.

The competitive salary and comfortable working conditions pro-
vide inflow to the company of highly skilled employees.

Human capacity of the organization allows to master new technol-
ogies of work, to provide quality services.

T'eorpaduueckas pazdpocaHHOCTH 000COOJICHHBIX IOApPa3-
JIeNICHUH OpraHu3aliy O0caadIIieT MEeXaHU3Mbl YIpaBJICHUS
cmyaum“d, CHHMXKA€T BO3MOXXHOCTH OIIEPATHUBHOTO KOHTPOJIA
HaJ cobmonenneM pernamentos CYII.
KonkypenrocnocoOHas 3apaboTHas mwiata 1 KOMGOPTHBIE YCIIO-
BUsA pa6OTbI TO3BOJIAIOT NPUBJICKATH BLICOKOKBaIIH(i)PH.[PIpOBaH-
HbIX CIICHUAITMCTOB NAXXE€ B YCJIOBHAX KaapOBOIro IIe(i)I/ILH/lT& a
TAKKEC CHIDKACT BO3MOKHOCTH IEPEMAHMBaHUS CIICUAJIMCTOB
KOHKYPUPYIOIIMMU OpraHU3alsIMU.

The geographical dispersion of separate divisions of the organiza-
tion weakens mechanisms of management of situations, reduces
possibilities of operating control over observance of regulations of
a personnel management system.

The competitive salary and comfortable working conditions
allow involving highly skilled experts even in the conditions
of staff shortage, and reduces possibilities of enticement of
experts by the competing organizations.

Cia0ble CTOPOHBI
Weaknesses

Her03paqHasI JJI1 COTPYAHHUKOB CUCTEMA MaTepHaHLHOfI MOTHBAIIUH.
OTCYTCTBI/Ie CHUCTEMBI IUTAaHUPOBAHUSA U IIPOTrHO3HUPOBAHUS IEPCOHAIa OCHOBHOI'O U 000C00JIEHHEIX HOI[pa3,HeJIeHI/II7L
Cbou B KOMMYHUKalusX € 000C0O0JIEHHEIMU noapa3aCICHUsAMMU, HeC06IIIOIIeHI/Ie PpEeTriIaMEHTOB pa6OTLI CHUCTEMBI YIIpaBJICHUSA TI€P-
COHAJIOM.
OTcyTCTBHE CHCTEMBI OLIEHKH U pPa3BUTHA NepCcoHAa.
OTcyTcTBHE CHCTEMbI (POPMUPOBAHHS KaAPOBOTO Pe3epPBa OPTaHU3ALIUH.
System of material motivation, opaque to the employees.
Lack of system of planning and forecasting of personnel of the basic and separate divisions.
Failures in communications with separate divisions, non-compliance with regulations of work of a control system of
personnel. Lack of system of an assessment and development of personnel.

Lack of system of formation of a personnel reserve of the organization.

OTCyTCTBHE CHCTEMbI Pa3BUTHS M KapbepPHOTO NPOJIBHKEHUS B
paMKax KOMIIAaHUU MOXKET IIPUBECTU K OTTOKY U3 OpraHu3aiin BbI-
COKOKBaHI/I(l)I/IL[I/IPOBaHHLIX CIICIHAJIMCTOB U, KaK CJICACTBUE, K CHU-
KCHHUIO Ka4yeCTBa NPEAOCTABISIEMBIX €10 YCIYTr U BO3MOXKHOCTEH
BHEAPEHUS HOBBIX TEXHOJIOTHH.

HerOSpa‘IHaj{ CHCTCMa MaTepHaHLHOfI MOTHUBAIIMH ITOBBIIIACT
YPOBE€HL TCKYYECTU NIE€PCOHAJIAa B PETHOHAJIBHBIX TOAPa3ACIICHUAX.
Cbou B KOMMYHHKalugx ¢ 000CO0JIEHHEIMU noApasiCJIICHUIMU
CHUIKAIOT Ka4eCTBO IpOoLecCa CUCTEMbBI YIIPABJICHUS IEPCOHATIOM.
B wacrrOCTH, TOAOOP NEpcoHaa 1 KapoBOe aIMUHHUCTPHPOBAHUE — Hera-
TUBHO BIIMSIIOT Ha YJIOBIETBOPEHHOCTb COTPYJHUKOB OpraHHU3aLIEH.
OTCyTCTBHE CHCTEMBI OLIEHKH TIEPCOHANIA MOYKET IPUBECTH K CHUYKEHHIO
KOJIMYECTBA KOMIICTCHTHBIX CIICLIHAJIUCTOB.

Absence of system of development and career advance within the com-
pany can lead to outflow from the organization of highly qualified spe-
cialists and, as a result, to decline in quality of the services provided by it
and opportunities of implementation of new technologies.

The opaque system of the material motivation increases the level of
flowability of a staff in regional subdividings.

Failures in communications with the isolated subdividings reduce
quality of process of a personnel management system. In particular,
staff recruitment and personnel administration negatively influence
satisfaction of employees with the organization.

Absence of system of performance appraisal can lead to lowering
of number of competent experts.

JybnupoBanue (GyHKLHIA, OTCYTCTBUE OTBETCTBEHHOCTH 3a
pe3ynbTaThl paboThl CHIKAIOT KayecTBo nponeccos CVYII, B
YaCTHOCTHU, HETATUBHO CKa3bIBAIOTCA Ha CBOECBPEMEHHOM
IUIAHUPOBAaHUU M TOAOOpe MepcoHana B OTKPHIBAIOIIMXCS
noApa3aCiICHUX.

Teorpacdaeckast pa3opocaHHOCTs 000COOICHHBIX TTOApa3Iese-
HUH, yIpaBleHHEe CUTyalldell M3 OCHOBHOTO HOJpa3ZielcHus B
Cankr-IlerepOypre cHypKaroT onepariBHOCTE TporieccoB CYTI,
erte 6osee ocnadroT U 6e3 TOro cradble CTOPOHBL
OTcyTcTBHE CHCTEMBI (OPMHPOBAHUS KaApPOBOTO pe3epBa
CHIDKAET ONEPaTUBHOCTh MOA0Opa PyKOBOAUTENCH HAmpaB-
JICHUH B IOJPA3/ENEHNUs, OTKPBHIBAIOLUECS B PETHOHAX.
Duplication of functions, lack of responsibility for results of
work reduce quality of processes of a personnel management
system, in particular negatively affect timely planning and
staff recruitment in the opening divisions.

The geographical dispersion of separate divisions, manage-
ment of a situation from the main division in St. Petersburg
reduce efficiency of processes of a personnel management
system, even more weaken already weaknesses.

Lack of system of formation of a personnel reserve reduces
efficiency of selection of heads of the directions in the divi-
sions opening in regions.
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Ananu3z u xapakmepucmuxa pabouux mecm.
BHeapeHne XapakTepuCTHK pabounX MECT U CTaH-
JApTU3UPOBAHHBIX TPEOOBAHHIA K CICIHATACTAM
MO3BOJIUT OMTUMH3UPOBATL MpOIECC MOA00pPa
COTPYHUKOB HYXXHOH KBaJTU(HUKAIIHH.

Cucmema obyyenus nepcounana. [{nst odyde-
HUS TIEpCOHAIa C YYETOM CTPATErHYeCKuX Iejei
KOMITAHHH HEOOXOMMO BBECTH CHCTEMY TTAHUPO-
BaHUS OOy4YEeHHS B COOTBETCTBMH C TOTPEOHO-
CTSIMH OpTaHHM3aIlNH.

3akiIoyenue

Ha ocHoBe pa3zpaboTtanHoit Moaenn 6n3Hec-
TMIPOLIECCOB (KaK TOIDKHO OBITH) MOXKET OBITH OTIpezie-
JICHa TIOCIIEIOBATENILHOCTD JTAloB 10 BHEAPEHHIO
nporeccHoro nmoaxoma k CYII:

1. Tocrpoenne Monenu OU3HEC-POIIECCOB
CUCTEMBI YIIPaBIEHHS MEPCOHANOM (KaK €CTh);

2. Ananmuz Momenu  OM3HEC-IPOLIECCOB
CUCTEMBI YIIPaBJIEHHS MEPCOHANOM (KaK €CTh);

3. Tloctpoenue Moaenu OGU3HEC-TIPOLIECCOB
CHCTEMBI YIPAaBJICHUS MEPCOHATIOM (KaK JOIDKHO
OBITh) B COOTBETCTBUH CO CTpaTerieil opraHu3aiin
W CTpareruei B o0JacTy yIpaBJIeHus! TIEPCOHATIOM U
pa3paboTKa periaMeHToB 110 KIIFOYeBBIM OU3HEC-TIPO-
LeccaM: OIpeieieHne MOTPEOHOCTH M TpeOOBaHMs
K IIepCcOHaTy, BBOJI IIEPCOHANA, 00yUeHHE MEPCOHAA;
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4. OOydeHHe COTPYTHUKOB OT/IeNa Mo padote
C TICPCOHAJIOM W PYKOBOJUTEJICH APYrux MOJapas-
JISIeHNH, BKITFOUEHHBIX B OuzHec-miponieccel CYII;

5. Opranmzanus nanpHEHIIEH pabOTHI IO
BHEJIPECHUIO MIPOCKTA;

6. dopmupoBaHHE TOKyMEHTOOOOPOTa CH-
CTEMBI YIPAaBJICHUS NEPCOHAJIOM B COOTBETCTBHH
¢ MOJIeITbIO (KaK JIOJKHO OBITh);

7. IlocTpoeHue  CHUCTEMBI  YIpaBICHUS
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nepconaiom (KPI).
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