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THE SIGNIFICANCE OF IMPLEMENTING
EFFECTIVE HUMAN RESOURCE MANAGEMENT

Abstract

In the modern economy, there is a continuous development of market dynamism, where strategic human
resource management acts as a fundamental factor determining the sustainability and development of an
organization. Employees are the core of any organization. Effective interaction with them contributes to the well-
coordinated and flexible work of the organization. This article discusses the importance of implementing effective
human resource management practices. As part of this study, a survey was conducted among Ernst& Young auditors,
aimed to analyze the impact of various human resource management practices on employee effectiveness within
this organization. The article reveals the aspects that are important for improving the efficiency and satisfaction
of employees. Five key aspects are analyzed: training and development, performance evaluation, compensation,
authority and responsibility, and the work environment. The study is provided in the form of a quantitative analysis
of respondents’ responses, which reflect their perception of existing human resource management initiatives.
Research has revealed that investments in staff training and development, as well as the creation of a transparent
evaluation and remuneration system, have an impact not only on increasing employee satisfaction and strengthening
the position of loyalty to the company, but also contribute to achieving the strategic goals of the organization.

Key words: human resource management, human resource management practices, employee effectiveness,
training and development, performance assessment, compensation, authority and responsibility, work environment.

Introduction

Human resource (HR) management has been studied for over 30 years and received much
attention for its positive impact on organizational performance. It has been used as organizational
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strategy in managing human knowledge, skill and talent to work for increasing organizational
performance (Lee, 2023: 10).

In this context, effective utilization of human resources, especially in professional services such
as auditing, directly correlates with overall productivity, innovation activity and corporate culture
of the company. This research paper attempts to analyze and evaluate the impact of managerial
HR practices on employee satisfaction and productivity using a case study of auditors from Ernst
& Young (EY). EY is one of the world’s leading professional services firms and stands as one of
the most extensive professional services networks globally. Regarded as a member of the Big Four
accounting firms, EY holds a prominent position in the industry (EY, 2013: 1).

According to EY Kazakhstan Transparency Report (2022), EY Kazakhstan is part of the EMEIA
Area, which includes EYG member firms in 94 countries and is divided into eight regions, with
the EY Kazakhstan belonging to the Central, Eastern and Southeastern Europe and Central Asia
(CESA) Region. EY prioritizes investing in talent to enhance audit quality, providing significant
value to audited companies. Despite disruptions, EY continues to invest in its people, emphasizing
retention as crucial for delivering high-quality audits. A key factor in retention is addressing
employee expectations, particularly work-life balance, which has become increasingly important.
The EY Global Wellbeing Strategy aims to embed a culture of wellbeing, increasing job satisfaction
and effectiveness. Given that new workers are less likely to stay with one company for their entire
careers, retention efforts now focus on improving the overall employee experience.

The significance of implementing effective human resource management is underscored by EY
Kazakhstan’s commitment to investing in talent and enhancing employee wellbeing, as highlighted
in their ongoing efforts to improve audit quality and retention within the Europe, the Middle East,
India, and Africa (EMEIA) Area. The specifics of working in the audit field require a high degree
of responsibility and specialized knowledge, which makes the issues of effective human resource
management especially relevant.

The questions addressed in the questionnaire aimed at identifying the extent to which employees
agree with the statements regarding these aspects, as well as collecting opinions on how these aspects
are realized in their daily work practices. In his regard, the aim of this study is to analyze the impact
of various aspects of HR management practices on employee productivity and satisfaction, in the
example of Kazakhstan.

Main provisions

Using data from a comprehensive questionnaire, the study examines how training and professional
development, performance appraisal methods, compensation structures, authority and responsibility,
and the quality of the work environment affect motivation, loyalty, and professional satisfaction in
the audit profession.

Literature review

Human resource management is the practice of managing an organization’s employees in order to
improve the organization’s performance and efficiency. Effective and adequate resources contribute
to a smoother corporate operation and a more sustainable business development (Freddy, 2022: 5).
As part of the study aimed at analyzing the effectiveness of human resource management practices
at the Ernst & Young audit company, key aspects that affect employee productivity and satisfaction
were considered. Based on the collected data, the following main provisions have been identified that
are of interest for the theoretical justification and practical implementation of modern HR strategies.

Various investigations into HR management practices have delineated distinct methodologies,
often labeled as “best practice,” “high-performance,” “formal,” “sophisticated,” or “professional.”
Some scholars advocate for a standardized set of superior HR management practices that boost
organizational performance, while others doubt on the existence of such a universally superior
approach. Theories posit that adequately remunerated, motivated employees within a culture of trust
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lead to enhanced productivity and decreased expenses. Noteworthy is Pfeffer’s initial identification of
16 best practices, subsequently distilled to seven core ones: job security, selective recruitment, self-
directed teams, performance-based high compensation, extensive training, decrease of hierarchical
distinctions, and transparent communication. Moreover, Redman and Matthews pinpointed an HR
management package that bolsters quality strategies in service-oriented firms, whereas Saxena and
Tiwari formulated the 3cTER Framework including training, employee engagement, incentives,
cultural cultivation, career progression, and remuneration. (Tiwari, 2012).

A recent study by Meenu G., et al (2017) identifies several HR management practices crucial for
effective employee retention management. These practices help maintain employee motivation and
productivity, ensuring they stay with the organization. The article will discuss selected practices in
detail.

1. Training and development. Training and development represent crucial components for
every employer, essential for unlocking and cultivating the value, performance, and potential of
their workforce. The significance of training is particularly pronounced for new employees as it
facilitates the acquisition of vital skill sets necessary for independent task execution. Furthermore, it
affords employers the opportunity to gain a deeper understanding of their employees’ strengths and
weaknesses. Following training and development sessions, employees experience heightened levels
of support and motivation in the workplace, leading to increased productivity and job satisfaction
(Ritesh, 2018: 9).

Training is a prompt reaction to an elevation in job effectiveness, whereas development
constitutes a comprehensive program aimed at enhancing managerial efficacy. The objective of HRM
training is to enhance the essential competencies required, whereas development strives to fortify the
employees’ holistic persona. Managers undertake the training process to address any deficiencies in
employees’ skills, while the development process is executed with a prospective succession strategy
in view (Beydoun, 2023: 11).

On-the-job learning is essential to guarantee a sufficient availability of personnel who possess
technical and social skills, as well as the capacity for professional growth directed at supporting
organizations in achieving their goals (Alkali Kalli, 2023: 13).

The findings from the survey indicated that the structured execution of educational initiatives and
training sessions plays a crucial role in enhancing the proficiency of auditors, essential for handling
intricate assignments and adjusting to the dynamic market environment.

2. Performance Appraisal. Performance appraisal is the consequence of a methodical evaluation
grounded on a set of performance indicators encompassing input, output, outcome, benefit, and impact
indicators. It serves the purpose of informing employees about the extent of their performance and
the corresponding rewards. Moreover, the primary objective of performance appraisal is to assess
and offer feedback to employees for their development as well as to gauge the efficiency of the
organization (Navia, 2020: 5).

Performance appraisal involves a range of factors that allow the supervisor to effectively
evaluate an employee’s performance. The validity of performance appraisals is enhanced when they
are carried out with the involvement of external and internal experts. Employee satisfaction and
reduced turnover rates are outcomes of performance appraisals that are grounded in objective criteria
(Shahid, 2022: 10).

The research underscores the significance of a just evaluation in not only harmonizing
employees’ endeavors with the strategic objectives of the organization’s advancement but also acting
as a stimulant for continuous professional and personal advancement. The necessity of regular and
constructive feedback for operational refinement of work has been demonstrated by the findings.

3. Compensation. Compensation is one of the factors affecting the job satisfaction. Each
organization should strive to improve job satisfaction by providing a fair and competitive compensation
program (Mardiana, 2017: 14).

Compensation management holds a significant role within organizational operations, being
essential for both employers and employees alike. The pivotal nature of compensation stems from
its direct correlation with the fulfillment of various human needs, whether it be direct or indirect.
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The impact of compensation extends to critical aspects such as job satisfaction, talent acquisition,
retention rates, performance levels, skill development, and fostering cooperation among individuals
(Praveen, 2017: 13).

Attractive and engaging work environments are shaped by salary packages that encompass not
monetary rewards, but also social perks. Investments in tangible and intangible rewards stimulate
employees to achieve high results and contribute to their long-term commitment to the company.

4. Employee Empowerment and Ownership. Employee empowerment is a concept that has been
employed interchangeably with employee participation, engagement, power sharing, and information
sharing to articulate the notion of employee autonomy, authority over tasks, exchange of ideas,
recommendations, and involvement in the decision-making process. Owing to the volatile nature
of the business landscape, employee empowerment has emerged as a potent managerial instrument
for impacting organizational triumph (enhanced productivity, employee contentment, and customer
gratification) (Sang, 2019: 7). Empowerment assists subordinates realize the importance of their
contribution to overall organizational goals. It also can be considered as a motivation tool because
the empowering leader expresses her/his confidence in the subordinate’s competence and give her/
him a chance to have autonomy in work (Judeh, 2022: 11). As the survey results show, auditors with a
greater degree of autonomy in their work demonstrate a higher level of satisfaction and productivity.

Employee Empowerment refers to the delegation of authority to individuals. Employee
employment is characterized by reduced hierarchy and increased autonomy for employees within their
roles. This facilitates prompt decision-making without the need to await directives from superiors.
It entails the process of granting employees the ability to think, act, and manage their work and
decision-making processes independently or in an autonomous manner. Employee Empowerment
represents a mindset where individuals perceive themselves as having the capacity to control their
own future. It entails equipping staff with the necessary skills to add value to the organization,
with clear roles and responsibilities that contribute to organizational efficiency and effectiveness
(Dhanabhakyam, 2016: 5).

5. Work Environment. The work environment is a very important component part when employees
carry out work activities. By paying attention to a good work environment or creating working
conditions that are able to provide satisfaction in doing work, it will have an influence on employee
job satisfaction at work (Yusnita, 2023: 14). An ergonomic office space, appropriate technological
tools and a culture of respect and support within the team are key elements for maintaining high
motivation and productivity of employees.

The HR department ought to develop strategies that cultivate workplace environments conducive
to fulfilling the fundamental psychological requirements of autonomy, relatedness, and competence.
Establishing positive and supportive work atmospheres can be a daunting task; nonetheless, this
endeavor could yield substantial benefits for both leaders and staff members. Employees who evaluate
their work settings positively at a cognitive level are more likely to be driven by a sustainable and
optimal internal motivation compared to less favorable types of motivation, such as extrinsic and
introjected motivations. A work setting that nurtures basic psychological needs is linked to the
emergence of healthier work drive and employees’ determination to strive for improved organizational
outcomes, as suggested by our conceptual framework. The more positively an employee perceives
their work environment, the higher the probability that they will be incentivized by intrinsic
motivations and demonstrate elevated levels of behavioral intention concerning crucial performance
metrics like discretionary effort and endorsement. If cultivating a workforce that operates at efficient,
self-directed levels of motivation is deemed beneficial, the HR department would be wise to evaluate
the context and characteristics of the work environment as an initial and crucial step (Shuck,
2018: 17).

The impact of the work environment on employees’ performance is a significant factor to consider.
Enhanced comfort within the environment correlates with higher levels of employee performance.
This can be achieved through the provision of comprehensive facilities and ensuring a pleasant
non-physical environment, which includes fostering positive relationships with both superiors
and colleagues. Such measures serve to bolster and optimize employees’ overall performance
(Tjahjaningsih, 2019: 4).
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Methodology

Provided the above literature review, which was critically reviewed to narrow down to the five
HRM aspects, the authors put forth the following research question: What are the effects of different
HR management strategies on the efficiency of employees in a company, on the example of EY?

To investigate this questions, the study hypothesis is:

Hypothesis 1: The assertion posits that systematic and all-encompassing human resource
management approaches have a positive influence on the contentment and output of employees,
consequently bolstering the overall performance of the organization.

Hypothesis 2: Furthermore, it is postulated that within a spectrum of HR practices, remuneration
(salary) assumes a pivotal role in ascertaining the satisfaction and efficiency levels of employees at
EY.

The methododology is further subdivided into the following stages.

1. Literature Review: A thorough examination of prevailing literature concerning human
resource management was undertaken to pinpoint pertinent theories and antecedent research
discoveries associated with employee contentment and organizational performance.

2. Data Collection: A meticulously crafted questionnaire was formulated and dispersed among
Ernst & Young auditors to amass primary data regarding their perceptions of human resource
practices.

3. Data Analysis: The responses were subjected to quantitative methodologies to evaluate the
repercussions of diverse HR practices on employee efficiency.

The research included the adopted cross-sectional survey design. The participants comprised
auditors from EY, chosen through a convenience sampling technique. The final cohort constituted 27
respondents based in Almaty , Kazakhstan. The questionnaire was sent to the head office as a link via
a Google form by the auditors of Ernst Young from April 29 to May 5, 2024.

The questionnaire was disseminated electronically using Google Forms. Involvement was
voluntary, and the confidentiality of the participants was preserved throughout the research endeavor.
The data collection included the information gathered via a structured questionnaire encompassing
inquiries about training, performance appraisal, compensation, authority, responsibility, and the
working milieu. Responses were gauged on a four-point Likert scale. “Likert Scales” consist of a
series of related “Likert-type items” — statements concerning a specific referent, namely the focus of
the attitude to be measured. A balance of both positive and negative items is generally recommended
to reduce response-set bias. Responses for each subject are scored from one (1) to five (5), with
negative items reverse-coded. The scores for the individual items are then summed to obtain a
Summated Rating Score or Likert Scale value for each respondent. Alternatively, the mean scores
of the responses of each subject can be used so that the scale scores fall in the same 1 to 5 range as
the individual items. Although these five category response alternatives are common, three, four, six,
seven, and more have also been used (Fern, K., 2016 :14).

Reliability test. Cronbach’s alpha is a statistical indicator utilized for evaluating the reliability,
specifically the internal consistency, of a group of test items or scales. Put differently, the reliability
of a given measurement pertains to the degree to which it serves as a dependable measure of a
particular concept, and Cronbach’s alpha represents a method for gauging the robustness of this
consistency. Cronbach’s alpha is derived through the process of correlating the score assigned to each
item within a scale with the total score allocated to each individual observation (typically respondents
in a survey or individuals taking a test), and subsequently contrasting this with the overall variance
across all individual item scores. The calculation can be expressed by the following formula.

K 357
=11 s;,)

a

where k is the number of items, si2 is the variance of the ith item and sT2 is the variance of the total
score formed by summing all the items (Himani, Kotian, 2022:5).
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Results and discussions

The outcomes will be deliberated in connection with prevailing literature on HR management,
accentuating how the findings either align with or diverge from prior investigations. This methodology
is geared towards meticulously evaluating the repercussions of HR practices on the efficacy and
contentment of employees at Ernst & Young, furnishing invaluable insights into the strategic
administration of human resources in a constantly evolving market milieu.

In this investigation, the survey instrument’s Cronbach’s alpha was determined to be 0.852. The
obtained result signifies a robust internal consistency present among the survey items. The elevated
value of Cronbach’s alpha (0.852) implies that the survey items employed in this research effectively
gauge the concepts associated with efficient Human Resource Management strategies. You can see
the results from Table 1.

Table 1 — Cronbach’s alpha calculation

Question #
Organization Sum

—
—_
(=]
—
—_
—_
)
—
w
—
»~
—
w

51

58

54

52

60

45

53

54

56

54

47

57

46

53

WIh|WW[IRA| A | |||V |W|W| ©

Ermnst&Young 3

ol B S TN I S (S O S B e e I O I e I e B e N
— | RPN ||| ||

—_

51

50

45

60

60

52

W AR R [R|PVW|IAR|WRV|W W[ RARIWVIWVWIAR|A| B[N

58

A WA |RARWIWRW R WIRARWIRA[R WA WWW[IR|R| BB |[W] W
AR W| AR W W] R WWWIRARIN[A AP WWWIR[W|W AW

60

L N B A B S IS V)

52

w

50

58

[OSIN I SN I N N B SN I SN I N B N I S S T SN (R N [ SN Y SNy JOS 33 B SN [ N 3 B N B o B N N A R R R Y Y
[OETN I N I N N I~ I =N I SN B N I SN B U R B S I e B N S R A N N S R i e N N A R E N R N N
W W[N] ||| DRIV WVIR VIR W | W[WIVWVW|R[WV|IND ||
W k| W | W[ | DWW [RIWIW|R| W WWIW|A|P,R| PR WIWW|IR|W|W|RA[W| &
WA | W | W[ | DWW W| PR L WVW[RAR|ND|W || W|WW|IRA|W|W| W[~
W k| W | W[k | DDA RIW|W|PRPR| I WVIWVWIW|RAR|W|DAR|WIWW|R|W|W|A~[W
Lo I I O A L T I I B R B e B I I VS I S I S BV I S I Rl I O B S I o [OS)
[ I B I i T S S S~ S B~ I B B IO B e I S I S IO B B e O B e B e I Bl N A B I S
Lo B I S R B S B S B e e Bl A R I S I S I S IS I o IR T I o B B S I IO I e O e I

Wl W W | ||| |BW|&>
Wl WA |B|B|W||RW|W

W | W | &~ | &

45

Variance of

the total score 23,26

Variance of

. 0,28 | 0,25 | 0,20 | 0,45 | 0,26 | 0,25 | 0,48 | 0,56 | 0,49 | 0,31 | 0,32 | 0,25 | 0,22 | 0,22 | 0,23 | 4,76
the item

Cronbach’s

alpha 0.85

339



HERALD OF THE KAZAKH-BRITISH
No. 2(69) 2024 TECHNICAL UNIVERSITY

- Descriptive Statistics: Fundamental descriptive statistics will be showcased to encapsulate the
sample attributes and response distributions.

- Inferential Statistics: Approaches like the Relative Importance Index (RII) methodology will
be utilized to categorize the influence of diverse HR practices based on the perspectives of the
respondents (Mursalim, 2014: 42).

Average Index = (D w)/N

where w signifies the weightage allocated to each facet by the participants, ranging from 1 to 4, while
N denotes the cumulative count of samples or factors.

An examination of the data from the employee survey conducted by Ernst & Young reveals that a
significant portion of participants (27 individuals) possess limited tenure within the organization. Work
experience among the respondents is primarily categorized into two distinct groups: those with “Less
than 1 year” and those with “1-3 years” of experience.The segmentation of the survey sample offers
valuable insights into the perceptions of crucial workplace elements by new and relatively new staff
members, as well as the factors they deem significant.

Work experience in the current company:

1-3 vears
33%

Lessthan 1 vear
67%

mlessthan | vear ®1-3 years ®3-5 years ®Morethan 5 years of experience

Figure 1 — Work experience in the current company

Table 2 displays the outcomes in the format of mean indices for every group, showcasing the
extent to which employees prioritize each of these factors.

Table 2 — Average Index of Importance of Effective HR Utilization

Training and Development 3,69
Performance Appraisal 3,41
Compensation 3,56
Employee Empowerment and Ownership 3,37
Work Environment 3,69

Training and development attained one of the most elevated average indices (3.69), emphasizing
their crucial significance for employees. This highlights the prioritization of opportunities for
professional advancement and the expansion of competencies among auditors. Employees who
engage in continual learning and growth demonstrate enhanced capability to adjust to fluctuations
in industry norms and technologies, thereby ultimately enhancing the overall productivity and
innovative capacity of the organization.
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In conjunction with training and development, the quality of the workplace environment
garners a commendable rating (3.69), underscoring its pivotal role in ensuring heightened employee
contentment and efficiency. Efficient management of the work milieu encompasses the establishment
of secure, pleasant, and invigorating working conditions. This encompasses not solely physical
components like office infrastructure and spatial layout but also a psychological ambiance that fosters
cooperation and camaraderie among coworkers.

Compensation, with an index of 3.56, holds a notable position in the hierarchy of employee
values. This validates the notion that competitive remuneration stands as a pivotal element in the
retention and attraction of skilled professionals.Compensation packages, encompassing salaries,
incentives, insurance, and additional perks, directly impact levels of job satisfaction and staff
allegiance.

The outcomes derived from 27 auditors at Ernst & Young provided valuable insights into the
influence of human resource management strategies on employee effectiveness. The assessment
employed the Average Index and Relative Importance Index (RII) methodologies for assessing
responses. Notably, training and development, as well as the work environment, obtained the
highest Average Index ratings, underscoring their crucial role in enhancing employee satisfaction
and effectiveness. Nevertheless, in contrast to the secondary hypothesis, compensation, despite its
significance, did not emerge as the predominant factor according to the data.

The discourse ensuring the results of this investigation is in accordance with prevailing literature
that accentuates the significance of comprehensive HR practices in augmenting organizational
performance. Prior investigations have accentuated the critical nature of training and development in
nurturing an adaptable and skilled workforce, a notion that resonates with our discovery that training
received one of the most commendable scores among the auditors. The importance attributed to the
work environment is congruent with recent research findings linking positive work environments
with amplified productivity and job contentment.

An intriguing observation pertains to the common belief that compensation stands as the
principal catalyst of employee satisfaction, where our study suggests that it does not overshadow
other elements such as professional growth opportunities and working conditions. This infers a
potential shift in emphasis among contemporary professionals, who potentially prioritize personal
advancement and a conducive work environment over financial motivations.

Conclusion

The present study was conducted with the objective of examining the influence of various
human resource management strategies on employee effectiveness at Ernst & Young. Utilizing
a quantitative research approach, data was gathered through a structured survey administered to
auditors, and the analysis involved techniques such as the Average Index and the Relative Importance
Index. The results provide valuable insights into how HR practices impact employee satisfaction and
productivity, which are essential for the success of an organization.

The research findings suggest that training and development, and the quality of the work
environment are the most highly valued aspects by employees, demonstrating a notable impact on
both personal and professional progress. These elements enhance employees’ skills, their ability
to adapt to market dynamics, and foster a nurturing organizational culture essential for employee
satisfaction and efficiency. Despite the expectation that compensation would greatly influence
employee satisfaction, it was not identified as the primary factor, underscoring the significance of a
holistic HR management approach in shaping employee conduct and organizational allegiance.

The conclusions drawn from this study make a substantial contribution to the existing knowledge
on human resource management by illustrating that a combination of comprehensive training, a
supportive work environment, and fair compensation strategies are key in enhancing employee
effectiveness. These components collectively cultivate a motivated workforce capable of steering
organizational success. The results propose a shift from traditional perspectives where compensation
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was paramount towards a more holistic approach where personal development and work environment
quality equally impact job satisfaction and performance.

Given that EY Kazakhstan operates in three areas, the sample population is relatively small.
Furthermore, the sample is geographically confined to Kazakhstan, while EY operates in 94 countries
globally. As Tiwari (2012) notes, HRM practices vary between countries due to different external and
internal factors. Therefore, the survey results may differ across various EY locations.

Prospects for implementation and further research. Moreover, this study provides practical
implications for HR strategies in professional service firms like Ernst & Young. By aligning HR
practices with employees’ motivations, organizations can better achieve their strategic goals and
improve their competitive position in the market. Specifically, investing in continuous professional
growth and maintaining a high-quality work environment can result in increased employee
engagement, reduced turnover, and superior organizational performance.

For future research, it would be advantageous to conduct longitudinal studies to evaluate the lasting
effects of these HR practices on employee satisfaction and organizational outcomes. Additionally,
comparative studies across different sectors could offer broader insights into the applicability of the
current findings. Opportunities for practical application include developing customized HR programs
tailored to meet employees’ specific needs based on their career stage and individual aspirations,
further enhancing the impact of HR initiatives.

In conclusion, this study emphasizes the importance of a comprehensive approach to human
resource management, where training, development, and a supportive work environment are equally
essential as fair compensation in fostering a productive and content workforce. The strategic
integration of these elements is likely to not only address the immediate needs of employees but also
sustain long-term organizational development and resilience.
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AJIAM PECYPCTAPBIH THIM/II
MAWJIATAHYABIH MAHBI3ABIIBITBI

Angarna
Kasipri 3aMaHFBI 5KOHOMHKA/Ia HAPBIK CEPIIHILTITIHIH Y3/iKCi3 JaMybl 6aliKaIaabl, OHIA alaM pPecypCTapbiH
CTpaTerusuIblK 0ackapy YHBIMHBIH OpPHBIKTBUIBIFBI MEH JaMybIH alKbIHIAWTBIH ipreni (akTop peTiHle SpeKeT
ereni. Ke3 kesreH yibIMHBIH 03eTi — KbI3MeTKepiep. OnapMeH THIMII e3apa ic-KUMBLI JKacay YHBIMHBIH YileciMai
JKOHE MKeMJ XYMBICBIHA BIKIAJ eTedl. byl Makanmajga amam pecyperapblH OacKapyablH THIMAI TXipuOeciH
SHT'13y/1iH MaHBI3IBLIBIFBI KapacTeipbutaabl. Ockl 3epTTey menoepinae Ernst& Young ayauropnapbl apacklHia ajam
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pecypcTapbiH 0acKapy/IblH TYpJi 9[ICTEpiHIH OChl YHBIMIArbl KbI3METKEpJICPAIH THIMJLTITIHE 9CEpiH Tajjiayra
OarpITTANFaH cayasiHaMa )Kyprizinai. Makanaia KbI3METKepIIep IiH THIMIUIIrT MEH KaHaFraTTaHyIIbUIBIFBIH apTThIPY
YIIIiH MaHBI3/IbI aCTIEKTLIEp ambiiaasl. bec Heri3ri aceKT TajaiaHaIbl: OKBITY JKOHE IaMBITY, OHIMIIIKTI Oaraiay,
OTEMaKpl, OKIIETTIKTEp JKOHE XKayalKePIILTIK, COHal-aK KYMBIC OpTachl. 3epTTey PECIIOHICHTTEP/IH KayarnTapbliH
CaH/BIK TaJay TYpPiHAC YCHIHBUIFAH, OH/IA aaM pecypcTapbiH OacKapy >KeHIHIET] KOIIaHBICTaFbl OacTaManapIbl
KaObUIay KOpiHiC TalmkaH. 3epTIeylep HNepCcOHAIbl OKBITYFa JKOHE NaMBITyFa, COHJIAH-aK >KYMBIC OpPTachIHBIH
carachlHa WHBECTHLMSUIAP KbI3METKEPJICP/iH KaHAFaTTaHybIH apTThIPYFa jKOHE KOMIIAHHsFa KAThICThl aJlallIbIK
YCTaHBIMBIH HBIFaliTyFa FaHa ocep eTil KOMMail, COHBIMEH Karap YHBIMHBIH CTPATErvsuIbIK MakcaTTapblHa KOJI
JKETKI3yTe BIKITAJ €TETIHIH aHBIKTAIBI.

Tipek ce3aep: amaM pecypcTapblH Oackapy, amaM pecypcTapblH Oackapy OOMBIHINA IpaKTHKamap, KbI3-
METKEPIEPIiH THIMJIIIIT], OKBITY JKOHE aMBITYy, OHIMAUTIKTI Oarajay, 0TeMaKbl, OKUIETTIKTED KOHE KayarKepIiri-
JIK, )KYMBIC OPTaCHI.
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BAKHOCTD 9OPPEKTUBHOI'O UCITOJIB3OBAHUA
YEJOBEYECKHUX PECYPCOB

AHHOTAIUA

B coBpeMeHHO SKOHOMHUKE HaOJIIOAeTCsl HENPEPHIBHOE PAa3BUTHE JTMHAMHUYHOCTH PBIHKA, Il CTparernye-
CKO€ yTIpaBJIECHHE YEIOBEYECKUMH PECypcaMy BBICTYIAeT B BUE (pyHIAMEHTAIBHOTO (haKTOpa, ONPEACIIONIEero
YCTOMYUBOCTH U pa3BUTHE opraHu3anyy. COTPYITHUKH SBISIOTCS SAPOM 0001 opranu3armn. DPPeKTHBHOE B3au-
MOJICHCTBHE C HUMH CIIOCOOCTBYET CIIa)XEHHOW M THOKOH paboTe oprann3anui. B naHHOI cTaTbe paccMaTpuBaeTCs
B)XHOCTh BHeJpeHHs 3P ()EKTUBHBIX PAKTHUK YIIPABJICHHS YEIOBEUECKUMH pecypcamu. B pamMkax gaHHOTro uccie-
JIOBaHMsI OBLI MPOBEJICH OIIPOC CPEH ayAnTOpoB kommanuu Ernst& Young, 1esibio KOToporo 0bUIO ITPpOaHAIN3UPO-
BaTh BIMSHHUE PA3IMYHBIX MPAKTHUK YIPaBICHUS YEIOBEUYECKHMH pecypcaMu Ha 3(Pp(eKTHBHOCTH padOTHI COTPYI-
HUKOB B 3TOH opranuzanuu. CTarhbsi pacKpbIBaeT acleKThbl, KOTOPbIC 3HAYNMBI JUIS HOBBIMICHHUS 3 PEKTUBHOCTH
1 YIOBJIETBOPEHHOCTH COTPYAHUKOB. AHAIN3UPYIOTCS ISTh KJIIOUEBBIX aCMEKTOB: OOyUCHNE U pa3BHUTHE, OIICHKA
MPOU3BOJUTEIILHOCTH, KOMIIEHCAIIHS, TOJTHOMOYHNSI M OTBETCTBEHHOCTD, a Takxke padouast cpena. VccienoBanue
NPEIOCTABICHO B BUJIC KOJIMYECTBEHHOTO aHAJIN3a OTBETOB PECIIOH/ICHTOB, B KOTOPBIX OTPa)KEHBI HX BOCHPHUSITHE
CYIIECTBYOLIMX WHHUIUATHB O YIPABICHUIO YeJIOBEYECKUMHU pecypcamu. VccienoBanue BBISBUIIO, YTO HHBECTH-
UK B 00yYeHHE U Pa3BUTHE NEPCOHANA, a TAKXKE KauecTBO paboyell cpeabl MMEIOT BIHMSIHUE HE TOJBKO Ha MOBBI-
LICHUE YAOBJICTBOPEHHOCTH COTPYAHUKOB M YKPEIUICHHUE TIO3UIINH JIOSUTBHOCTH 110 OTHOLICHHUIO K KOMITAaHWH, HO U
CIOCOOCTBYIOT JOCTHKEHHIO CTPATETHUECKHUX IIENIeH OpraHu3ain.

KuroueBble cjioBa: ympaBlieHHE YEIOBEYCCKUMH PECypCaMH, MPAKTUKH 110 YHPABICHHIO YEJIOBEYECKUMU

pecypcamu, B(b(l)eKTI/IBHOCTL COTPYAHUKOB, 06yl1eH1/1e 1 Ppa3BUTHUEC, OLCHKA MNPONU3BOAUTCIIBHOCTH, KOMIICHCAIIU,
IIOJTHOMOYUSA U OTBETCTBCHHOCTD, pa6oqa${ cpeaa.
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