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The article deals with method of assessing the quality of management staff
based on a system of general indicators and partial criteria for the quality
of work of the manager and a qualimetric approach. The system of general
indicators includes indicators of the manager’s performance of duties and tasks,
professional competence and ethical behavior. The qualimetric approach involves
the establishment of weights for each partial criterion and the use of a scoring
scale. The characteristics of the standard with which the comparison was made,
correspond to a score of 401-500 points, or the level of “excellent”, and the sum of
the weights of the partial criteria of one indicator is equal to one. The determination
of weights can be done by experts or senior management, taking into account the
importance of each criterion to achieve the goals of operation and development of
the enterprise. Experts can be senior managers, external consultants, partners and
other stakeholders. The final score of each indicator that characterizes the qualities
of managers can be calculated as the sum of weighted average scores of each
partial criterion that is part of it, and the overall score of managers — as the sum
of scores of indicators. The practical value of using the proposed method lies in
the possibility of its application to determine the amount of remuneration of each
manager for a certain period, to determine the most problematic characteristics and
further planning areas of training, to rank management staff for further intangible
incentives, responsibilities and interest managers in improving working methods.
The methodology can also be used to assess the qualities of senior management.
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Kurouosi ciioBa:

OIIIHIOBAaHHS SKOCTEH
YIPaBIiHCHKOTO TIEPCOHAITY,
SKICTh Mpartli, KBaTiMeTPUIHUI
HiJIX1]], CepelHbO3BAKEHA OIIHKA,
CKCIICPTHE OI[iHIOBAHHS

VY crarTi 3amponoHOBAaHO METOIUKY OLIHIOBAHHS SIKOCTCH YIIPaBIiHCHKOTO Mep-
COHAJTy Ha OCHOBI CHCTEMH 3arajlbHHX IMOKAa3HUKIB 1 YaCTKOBUX KPHUTEPIIB SIKOCTI
mpari MEeHe/pKepa Ta KBAIIMETPHYHOTO Timxomy. CucTemMa 3aralbHUX TOKa3HHKIB
BKJIIOYA€E MMOKA3HUKU BUKOHAHHS MEHE/DKEPOM MOCAZ0BHX OOOB’SI3KIB 1 3aB/aHb,
podecifHOi KOMITETCHTHOCTI Ta €THYHOCTI MOBEMIHKK. KBamiMeTpuaHui miaxina
nepe0adae BCTAHOBICHHS BaroBUX KOC(DILIEHTIB I KOKHOTO YAaCTKOBOTO KPH-
TEpil0 Ta BUKOPUCTAHHA OaNbHOI OIiHOYHOI mkamu. [Ipn mpoMy XapakTepHCTHKH
eTaJIoHy, 3 SIKUM BiJJOyBaJOCs MOPIBHIHHS, BiIOBINal0Th owinii y 401-500 6anis,
a00 PIBHIO «BIJIMIHHO», & CyMa BaroBUX Koe(]illieHTIB 4aCTKOBUX KPUTEPIIB OHOTO
MOKA3HHUKA JOPIBHIOE OJUHHUII. Br3HauCHHs BaroBux Koe(illieHTIB MOXKE 3iHCHIO-
BaTUCh CKCIepTaMH ab0 BHIIMM KCPIBHHUIITBOM 3 YPaXyBaHHSIM BaXKIIUBOCTI KOXK-
HOT'O KPUTEPIIO ISt IOCSATHEHHS 1ij1el (DyHKIIOHYBaHHS 1 PO3BUTKY IMIIIPHEMCTBA.
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VY SKOCTI eKCIIepTiB MOXKYTh BHUCTYIIATH KEPIBHUKU BHIIUX PIBHIB, CTOPOHHI KOH-
CYIIBTAHTH, TIAPTHEPH Ta 1HIII 3aIrlikaBieHi cTopoHu. [1incymMKoBa OIiHKa KOXKHOTO
TTOKA3HUKA, 110 XapaKTePHU3ye SIKOCTI YIPaBIIHIIIB, MOXKE PO3PaXOBYBATHCH SIK CyMa
CEePEIHBO3BAKEHHX OLIHOK KO)KHOTO YaCTKOBOTO KPHUTEPII0, SIKMI BXOAUTH 10 HOTO
CKJIaMly, a 3arajbHa OIlIHKa SKOCTeH MEHEIKEepiB — SK CyMa OIIIHOK TOKa3HUKIB.
[TpakTuuHa [IHHICTP BUKOPUCTAHHS 3aIPOIIOHOBAHOI METOJIMKH IIOJISIAa€ Y MOX-
JIMBOCTI ii 3aCTOCYBaHHS sl BH3HAUCHHS PO3MIpPy BHHArOPOIH KOXKHOTO MECHE-
JOKEpa 3a MiJICYMKaMH [IEBHOTO MEpiony, Ui BU3HAUCHHS HAHOLIBII MIPOOIIEMHUX
XapaKTEePUCTHK Ta TOJAJbIIOr0 TUIaHyBaHHS HANPSMIB MiABUINEHHS KBasTidikartii,
JUISL CKJIaZIaHHsl PEHTUHTIB YIIPaBIIHCHKHUX KaJIpiB 3 METOIO MOJAJIBIIOT0 HeMaTepi-
QIBHOTO CTHMYITIOBAHHS, ITiIBUIIICHHS PIBHS BIIIOBINAIBHOCTI Ta CTHUMYIIFOBAHHS
3aI[iKaBJICHOCTI MEHEIDKEPIB y BIOCKOHAJICHHI METOMIB poOOTH. TakoXK METOIUKY
MOYKHA 3aCTOCOBYBATH JIIS OLIIHKH SKOCTEH KePiBHUKIB BHIIIOTO PiBHS YIIPABIIiHHS.

Statement of the problem

The theory and practice of personnel evaluation
in Ukraine is in its infancy. Characteristic features of
management appraisal systems are the focus on simplified
evaluation procedures, lack of constructive feedback
between the object and the subject of evaluation, lack of
systematicity and regularity in the application of evaluation
procedures, the use of many techniques that provide
different levels of assess efficiency of results, adherence
of scientists and practitioners to opposing views on the
appropriateness of the use of certain methods of personnel
evaluation or the level of their objectivity.

Analysis of recent studies and publications

Assessing the performance of workers, their personal
and business qualities is the most developed area in the
field of personnel management. There are many works of
Ukrainian and foreign scientists devoted to the problems
of personnel evaluation and directions of improvement
of its methodological support. They are: V. Sokolovska,
O. Babchynska, G. Ivanchenko define and analysis basic
approaches to personnel evaluation, criteria and prospects
of their application at enterprises, systematization methods
of management, identifying their advantages, disadvantages
and determining the characteristics of the impact on the
personnel of the enterprise [12], S. Tsymbalyuk, O. Bilyk
determine the place of employee appraisal in personnel
management, staff appraisal tools, methods of collecting
and processing information about employees, consideration
of different approaches and technologies of performance
appraisal, organizational and methodological principles of
final comprehensive employee appraisal, including in the
form certification [14], I. Chavychalov systematize data on
approaches to the assessment of management personnel of
industrial enterprises [15], G. Josan, N. Kirichenko study
current trends in the formation of an effective system of
personnel evaluation at the enterprise and development
of proposals to improve personnel management [4].
According to these authors, we note that the search for
more convenient, simple and effective methods of assessing
management staff has not lost relevance.

Objectives of the article

The purpose of the article is to develop a methodology
for assessing the quality of management personnel based
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on a system of general indicators and partial criteria for the
quality of work of the manager and a qualimetric approach.

The main material of the research

The essence of the «personnel assessmenty» has quite
different interpretation among Ukrainian and foreign
scholars (Table 1).

Summarizing the above definitions, we can conclude
that personnel assessment is a procedure carried out in order
to determine the degree of compliance of professional,
business and personal qualities of the employee, as well as
quantitative and qualitative results of his work to certain
requirements.

Work assessment is a complex creative process specific
to each organization. However, the basic elements of the
personnel appraisal process are general (Fig. 1).

L. Mikhailova says that personnel assessment allows:
to plan careers and promotion of employees; determine the
level of competence of specialists; to carry out reshuffling
taking into account the competence and potential of
employees; get a psychological portrait of employees of
the organization; to carry out effective selection of the
necessary specialists; to study the specifics of interpersonal
relationships and the psychological climate in the team;
determine the degree of satisfaction and interest of
employees in the organization; find the means to consolidate
the necessary specialists in the organization; to develop an
effective system of work motivation; streamline methods
of working with staff [9, p. 23]. We completely agree the
researcher’s point of view.

The activities of management staff are largely
determined by how objectively their work is evaluated.
Systematic and impartial evaluation disciplines, increases
responsibility, and with a fair and timely reward — stimulates
interest in improving working methods.

The most common methods of personnel evaluation
are methods based on expert assessments. Experts can
be senior managers, external consultants, partners and
other stakeholders. In order to reduce the subjectivity of
evaluations, it is desirable to involve several experts in the
evaluation.

An important task in the assessment of management
staff is to determine the evaluation criteria. The criterion is
a sign on the basis of which the assessment is formed. A trait
is a quantity characterized in the process of research, and
an indicator is a quantitative characteristic of any trait. The
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Table 1 — Analysis of the definition of «personnel assessment»

Scholars

Definition

L. Balabanova

Personnel evaluation is a purposeful process of establishing compliance of qualitative personnel
characteristics (abilities, properties) with the requirements of the position or workplace [1]

M. Holovatyi, M. Lukashevich,
G. Dmytrenko

Personnel assessment is a procedure by which the degree of compliance of the employee's
qualities, his work behavior, performance with certain requirements is determined [3]

G. Zavinovska

Personnel assessment is a planned, formalized description of the employment of employees, the
efficiency of staff [5]

0. Kyrychenko

Personnel assessment is used to determine an employee's suitability for the vacancy or job
position he or she currently holds. [7]

A. Kolot

Personnel assessment is to determine the extent to which each employee achieves the expected
results of work and meets the requirements arising from his production tasks [8]

V. Savchenko

Personnel evaluation is a procedure carried out in order to identify the degree of compliance of
professional, business and personal qualities of the employee, quantitative and qualitative results
of his work to certain requirements [10]

1. Skopylatov, O. Yefremov

Business assessment of personnel is a component of personnel diagnostics, a purposeful process
of establishing compliance of quantitative and qualitative professional characteristics of personnel
with the requirements of the position (workplace), department and organization as a whole [11]

L. Fedulova

Business assessment of personnel means a purposeful process of establishing compliance of
qualitative characteristics of personnel with the requirements of the position and the workplace [13]

A. Shegda

Personnel assessment determines the level of qualification of employees, the level of knowledge,
skills, abilities, gives an idea of business and moral personality traits [16]

Source: made by the author

1. Setting standards for working

y

2. Development of goals for working

.

3. Measurement of actual working

.

4. Comparison of actual working with standards

.

5. Discussion of evaluation results with employees

.

6. Decision-making on further corrective actions

Fig. 1 — Fundamental elements of the personnel assessment process [2]

efficiency of the manager is determined by the aggregate
criterion of efficiency, which includes some partial criteria
that form a system of certain indicators.

The most successful classification of aggregate
and partial evaluation criteria is the system of general
indicators and partial criteria of quality of work of the
manager, proposed by I. Zinoviev [6, p. 66], which
includes indicators of the manager’s performance of duties
and tasks, professional competence and ethical conduct.

The combination of this classification with the
qualimetric approach. The approach involves the
establishment of weights for each partial criterion and the
use of a scoring scale, creates an opportunity to quantify the

quality of management staff. In this case, the characteristics
of the standard with which the comparison was made,
correspond to a score of 401-500 points, or the level of
«excellenty, and the sum of the weights of the partial
criteria of one indicator is equal to one (Tables 2, 3, 4). The
weighted average score of each criterion is calculated by
the formula:

N
2R xp,
K=2
' N
Le. R, — score of the i-th expert; p, — weighting factor of the
Jj-th criterion; N — total number of experts.

>
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Table 2 — Criteria, weights and scale for expert assessment of the manager's performance of duties and tasks

Levels of quality of duties and tasks
Criteria Weights low satisfactory good high
100-200 score 201-300 score 301400 score 401-500 score
Volume of work does not meet fully fits the deadline, erforms tasks
erformed 0,3 expectations, the corresponds to the set deadline | has time for additional Iz)v ith less fime
P deadline is exceeded work
the results of the work . work results of the
. the results of the work require work results . .
Work quality 0,4 | must be fundamentally . highest quality, have
almost no corrections can be used . .
corrected innovative character
low level of workin is able to organize his work is able to organize | high organization and
Work planning 0,3 time plannin €1 in compliance with deadlines | their work, the work is | concentration, work is
p & close to the risk of violation erformed rationall urposeful
p y purp
Total 1,0
Source: compiled by the author on the basis [6, p. 66]
Table 3 — Criteria, weights and scale for expert assessment of professional competence of the manager
Levels of professional competence
Criteria Weights low satisfactory good high
100-200 score 201-300 score 301400 score 401-500 score
Professional . Satisfactory . Deep knowledge and
knowledge 0,13 Superficial knowledge professional knowledge Systematic knowledge flexibility of thinking
Profess1or.1q1.skllls 0.13 Underdeveloped Developed mediocre Provide the required Performs high-level
and abilities level tasks
Ability to formulate - Sufficient level of state | Expires clearly and Loglcal} y constructed
a view 0,07 Limited vocabulary laneuace proficienc convincinel expressions, the order
guage p y ey in the documents
Initiati Passive, requires direct Activity and creative Shows initiative, but Proactive, creatively
nitiative 0,09 approach to the case . .
work without creativity solves problems
does not stand out
Perceives new tasks Quickly accepts
Prompt thinking 0,09 Slowly a_d_opts new Adapts to new tasks willingly, understands | new tasks, identifies
decisions and situations ; . .
their essence influencing factors
. Workable, increasing Workmg capacity 1s
Performance and . Performance is high, corresponds to
0,11 Performance is low . the load does not affect - .
endurance satisfactory . the activity to increase
the quality of work .
the requirements
Shows indifference Shows a sense of Shows a sense Highly developed
Responsibility 0,11 irresponsibilit ? responsibility is not of responsibility sense of duty, excellent
P Y stable constantly executive discipline
Can make independent | In decision-making
Independence 0,07 . Does not malfe? decisions, but they are | is often independent, Indepe.ndent,lhas
independent decisions ; foresight skills
not always proven determined
Can have a positive Can positively ..
Ability to lead 0,10 Dogs. not have the effect on people, but influence people, has The quahtle; of
qualities of a leader . . a leader are evident
rarely uses it the qualities of a leader
Ability to Experience is slowly acc]?.l):EE{;ig:Zn d Works to update Purposefully works to
accumulate and 0,10 gaining, professional undates as needed the experience, has enhance professional
update experiences innovation is rejected W(I))rks on a templat’e innovative approaches experience
Total 1,00

Source: compiled by the author on the basis [6, p. 66]

Determination of weights can be carried out by experts
or senior management, taking into account the importance
of each criterion to achieve the goals of operation and
development of the enterprise. The final score of each
indicator that characterizes the qualities of managers can
be calculated as the sum of weighted average scores of
each partial criterion that is part of it, and the overall score
of managers — as the sum of scores of indicators.

Thus, this method can be used to determine the
amount of remuneration of each manager for a certain
period, to determine the most problematic characteristics
and further planning of training areas, to compile
ratings of management staff for further intangible
incentives.

One can also use this technique to assess the qualities
of senior management (Table 5).
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Levels of performance and responsibilities
Criteria Weights low satisfactory good high
100-200 score 201-300 score 301-400 score 401-500 score
Communication The level of culture is . The.level of culture Tactful, friendly in Has a hlg.’h ley§l of
0,45 is satisfactory, but not . culture, in critical
style low and tactless . communication S .
always appropriate situations 1s correct
Cooperation 0.30 Helps others are rare Cooperates \ylth others, Frultfu}ly cooperates Shows the ability to
offers assistance with others work in a team
Discipline 0.25 Violates mtemal labor Follows the rules, but Comphes w1.th the rules Highly disciplined
regulations needs control without violations
Total 1,00

Source: compiled by the author on the basis [6, p. 66]

Table 5 — Criteria, weights and scale for expert assessment of the quality of work of senior management

Levels of performance and responsibilities
Criteria Weights low satisfactory good high
100-200 score 201-300 score 301-400 score 401-500 score
Propen;lty to 0,18 | Insecure, unconvincing Present; ones view Can convmcmgly Purposefully presents ones
negotiate convincingly prove ones point view
Ablgg;?o(r)ligg? e 022 Does not help Appropriately Sets a goal, Clearly sets a goal,
subordinates ’ streamline the workflow | distributes work tasks |informs subordinates| achieves high efficiency
Management The formulation of Dges not alwgys Clearly explains Expl'ams the t_ask 1nan
; . 0,22 . explain and provide the accessible, detailed, timely
professionalism tasks is not clear . . the tasks
necessary information manner
Conirol 0.18 No control or Occasionally monitors Systematically Controls skillfully and
’ ineffective tasks monitors unobtrusively
Does not understand Familiar with the Carefully studies
Evaluation and the achievements Familiar with the achievements the achievements of
encouragement of | 0.20 of employees, does capabilities of of employees. employees, purposefully
em ’lgo ces ’ not know their employees, tries to Correctly evaluates | stimulates their interests,
pioy abilities, hinders their evaluate them them, stimulates encourages independent
independence independence thinking
Total 1,00

Source: compiled by the author on the basis [6, p. 66]

Conclusions

The study proposes a method of assessing the quality
of management staff of any management level based on
a system of general indicators and partial criteria for the
quality of work of the manager and a qualimetric approach
that allows to quantify the quality of management staff.
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