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The article analyzes the aspects of problematic human resource management system
improvement by identifying the peculiarities of human resource management practice in leisure
organizations and establishing measures for human resource management system improvement. In order to
achieve the set objective, the theoretical analysis and empirical quantitative research were carried out with
the help of online questionnaire survey. The questionnaire was sent to various leisure-service organizations
operating in Kaunas city and Kaunas region. The study involved 66 leisure- service organizations. This study
revealed that leisure organizations pay less attention to the new employees and their adaptation process, but
are more focused on the development and qualification of employees who have worked there for a longer
period. The analysis of the data showed that employees often feel negative psychological environment in the
workplace that may arise because of experienced routine, underestimation of work, lack of attention paid to
the employee and others. The main conclusions - human resource management improvement in leisure
organizations requires an integrated approach. Many factors such as working conditions, staff interrelation,
etc., may cause negative emotions in employees, which in turn would increase dissatisfaction with the work
done and could lead to worse results of the organization. Leisure organizations should pay more attention to
new employees’ adaptation and competence development, as well as focus on personal initiative of the
employees and their creativity promotion.

Keywords: human resources, management, staff development, adaptation process, labor relations.

The analysis of the problem

The current paradigm of human resources management that was formed as the
need and the ability to respond to changes of local, international and global
competition circumstances reflects the approaches to human resources and their
management in the conditions of market economy. This paradigm is more focused
on economic efficiency of using human resources and develops such management
methods and standards, on the basis of which it would be possible to achieve some
measurable activities results in business (Lobanova, 2015). Human resource
management issues, highlighting various problematic issues, are analyzed in the
works of Lithuanian scientists (Kazlauskaite and Buciuniene, 2008, Lobanova,
2015, Mendele-Leliugiene, 2013, Pivoriene, 2014, Barsauskiene, 2006, Vanagas,
Vysniauskiene, 2012, Zaptorius, 2007) as well as foreign authors (Berber, Susnjar,
Slavic, & Baosic, 2014, Matsuo, 2015, Russ-Eft, 2014, Valentin, 2015, Santos, 2015,
Homberg, Vogel, 2016, Ishizaka, Pereira, 2016, Boxall, 2014, Aryanto, Fontana,
Afiff, 2015, Uslu, 2015, Gungor, 2011, Sendogdu, Kocabacak, Guven, 2013,
Pasaoglu, 2015, Wright, McMahan, 2011, Cinar, Karcioglu, 2013, Berber, Susnjar,
Slavic, Baosic, 2014, Rose, 2016, Moon, Hur, Ko, Kim, Yoo, 2016).

Literature review on human resources management theme shows that there are
analyzed such relevant scientific problems as the role of human resources in the
formation of sustainable competitive advantage, integration of new people
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management methods and standards into management practice, the role of human
resources in the context of sustainable development, strengthening of human / social
capital, formation of socially responsible personality, connections of corporate social
responsibility, sustainable development and human resource management, CSR
strategy implementation in the development of HIV education and career, assessment
as socially responsible practice, the role of leadership in the development of human
resources. Summarizing the results of the survey, it could be stated that human
resource management is the ideology, the development of human resources is part of
a strategy and a key component trying to reach the competitiveness of organizations,
a condition for implementation of corporate social responsibility principles and
sustainable development, and the methods of human resource development, the
measures, standards, human resources development models should be matched with
the processes of modern cohesion in the European Union and the challenges assigned
by global economics. The strengthening of human social capital, the development of
socially responsible personality, creation of human resources development systems
and the government support is an important field of activities trying to reach the
sustainable development in organizations.

Human Resource Management, as a modern personnel management concept,
defines the organization's management human dimension, the staff behavior in terms
of organizations. Human resource management concept was introduced since 1970.
Various researchers are trying to deal with the human role in the organization in a
complex way, his values and cultural aspects. Human resources must be thought of
as company employees having some kind of competencies who, accepting and
realizing solutions, affect the organization's operational efficiency. The aim of
Human Resources Management - to improve the employment of organization's staff,
I.e. human resources so that the employer could get the maximum benefits by
properly using staff knowledge and skills (Grehem, 2003). Human resource
management goal for the organizations - decisions and actions, such as providing
them with high-quality human resources, i.e. to use the human resources effectively,
to allocate their physical workload optimally, to provide a sense of security, to
educate workforce, to create favorable social and psychological environments for
employees, as well as to raise the motivation and confidence in the organization, thus
increasing productivity or their longer performance in organization’s activities
(Barsauskiene, 2006).

Table 1. Human Resource Management System
(formed on the basis of Korsakiene, Lobanova, Stankeviciene, 2011)

Human resource | Human resource management policy Human resource management
management objectives results
For example: For example: For example:
High loyalty; The selection, based on specific | Low staff turnover;
Quality. criteria, using sophisticated tests. Loyalty to the company;
Flexible work.

There exists an assumption that the system of practices pointed to high loyalty or
high results will benefit the organization, regardless of the situation. On the other
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hand, there still is a discussion about which specific practices constitute really the
best practices, but it should be noted that there is more consensus on the areas
covered. There are also exist differences in practices, such as a family friendly and
equal opportunity practices, as well as those that cannot be considered to be good for
all business sectors, for instance, profit-related pay and employee stock ownership
schemes. Nowadays, there are widely recognized such elements of the best practices:
employee security; complex selection; teamwork and decentralization; high income
linked to organizational results; extensive training; narrow differences in status;
communication and participation. In general terms, human resource management is
not just personnel recruitment, dismissal or social welfare, it is such human resources
employment which allows the organization to achieve its strategic goals. According
to Jewell (2002), human resource management is based on four principles: investing
in employees is as important as other types of investments; strategic importance of
human resources is beyond doubt, so the organization's top management should take
this into account when making its strategic plans; commitments - this is not blind
obedience, that is why the main levers (i.e., human resources employment,
assessment of the work done and payment) must be applied in order not to encourage
employees to obey, but to encourage their commitment to the organization.

According to Lobanova (2015), the study found a positive correlation
between human resource management practical areas and the organization's
performance efficiency (Armstrong, 2010), between human resource management
practical methods and human resource management results (Guest, 1997; Guest et al.,
2012) what is considered a prerequisite in terms of human resource management
practices impact on employee engagement, motivation, loyalty and quality of human
resources in principle.

HUMAN RESOURCES MANAGEMENT > HUMAN RESOURCE
METHODS, STANDARDS, PRACTICES MANAGEMENT RESULT
Selection and employment. Socialization/adaptation > QUALITY
Training and education. Quality improvement programmes Skills and abilities
Personal status. Labour security —>| RESPONSIBILITY
Internal encouragement. Individualised pay systems Cffortaloantintl
FLEXIBILITY

Communication. Employee involvement >
Teamwork. Work nature/ design
Flexible work description

Structure and comprehension of the role

Fig. 1. The relationship between human resource management methods , standards, practical areas and
organization performance efficiency (Guest, 1997; Guest et al., 2012, Lobanova, 2015)

Usually every company, organization or units of other status (hereafter called -
organizations) seek personal benefits: higher profits, better quality, provided services
improvement, the improvement and optimization of organization’s activities, and
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these goals would not be achieved without the members of the organization
(Zaptorius, 2007). HR improvement in the organization is directly linked with almost
all possible aspects of quality improvement. For this reason, HR development
activities in the organizations is one of the key success factors in the further
performance of the organization, these activities are often accentuated more
important than any other organization’s activity (Ishizaka, Pereira, 2014).

In recent years, the organizations have paid a much more important role to HR
management because the human resources are the main cornerstone source of success
to the organization if it is able to properly and rationally distribute and develop them
(Boxall, 2014). HR possibilities are broad, but developing them one has to keep in
mind that they have feelings and also the pursuit of their own benefit. Many factors
for an employee, such as low income for the work performed, lack of assurance of
career opportunities or social security, psychological environment and big physical
workload, and other similar factors may lead to less loyalty to the organization, lower
effort, indifference or other dissatisfaction which could influence the company’s
development slowdown or even the organization's diverse operational inefficiency. In
the situation when the technology evolves, the competition increases, new cultural
environment is created, new customer needs appear, the companies in order to keep
up with the quality and other standards, have to continuously improve the system of
available human resources management. So it can be said that human resources
management and their continuous improvement is necessary part for modern
organizational development and management.

According to Barsauskiene (2006), the type of the organization, direction, the

choice of management strategy have a significant impact on HR management.
Human resource management techniques and methods in different organizations vary
depending on their size, the type of chosen management and others. Every human
resource in the organization must have his own position, which has the formulated
job descriptions, precisely formulated tasks to achieve common organizational goals.
If the organization's management structure is different, their HR management types
differ, too. According to the authors Vanagas and Vysniauskiene (2012), traditional
businesses in most cases, depending on their level of development, choose these
management types: patriarchal, linear, functional, staff and, in fewer cases, there is an
attempt to introduce matrix management type. According to these management types,
the management structure schemes are drawn which help the employees and
members of the organization understand their positions and their place.
Human resource management system includes such key elements of the system as the
development of employee competencies (knowledge and skills) and training,
employee relations and their coordination, employee welfare by creating a favorable
working environment from organizational point of view, reward and motivation
systems as well as strong organizational climate from the psychological point of
view. Organization’s performance productivity in terms of human resources is
influenced by coordinated actions; the frequency of training; internal interaction; the
allocation of responsibilities; conflicts; motivation, cooperation. The organization
should properly choose HR ways by analyzing the current situation.
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In scientific works where the impact of human resource management practices
and systems on results of organizational performance is determined (Guest et al.,
2012) it is stated that there are many contextual and contingency factors linking
human resource management and organizational performance (Fig. 1). According to
Lobanova (2015), human resource management methods, standards and practices
belonging to the sphere of contextual factors in terms of the cohesion processes
problems should be assessed on the basis of other criteria. Employee relations and
motivation as well as organizational climate are more dependent on internal
conditions and strength of expression of "soft" human resource management models
characteristics.

Knowledge, skills and abilities of employees

Employee relationship and coordination

HUMAN
RESOURSE /

MANAGEMEN > Employee welfare
T PRACTICES RESULT OF

. . ORGANIZATION*S
AND SYSTEMS Strong climate of the organization PERFORMANCE

External pay and motivation

Fig.2. Alternative ways of linking human resource management and organizational performance results
(Guest et al., 2012, Lobanova,2015)

Meanwhile, assessment requirements for knowledge, skills and abilities have
characteristics of  "solid" models — in the conditions of labor market
internationalization the requirements for staff competencies become more regulated
and adapted to international standards. In the conditions of cohesion in the European
Union developing social market economy, the understanding of requirements for
evaluation of the welfare also changes.

Staff training. As noted by Muhammad, Riaz, Chandan (2009), human
capital development is the task as difficult as formation of competitive strategy for
the leaders. The competitors are always trying to hire better employees that is why
the company has to take into account the human factor. The possibilities of creating a
unique team is the best way to increase profits. The way in which companies manage
their employees, has a very significant impact on their performance. Employee
involvement, job design, including teamwork, employee training significantly
improve the organization's activities. Strategic management of human resources and
human capital refer to competitive advantage provided by the organization's people -
the most important property of the organization.

Employees - the core of any organization's competitive development
factor. Organization staff management can be characterized by the whole of activities
which, first of all, allows the employee and the organization using his skills to
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conclude an agreement on the relationship between nature and objectives and control
that this agreement is carried out (Zakarevicius et al., 2011).

Order to make it function properly, it is necessary that HR would exactly be
aware of their duties, official knowledge, be ready to properly carry out their current
and future obligations. Inappropriate HR training and improvement usually leads to
many misunderstandings, improper performance of the duties, maximum staff
productivity is not developed that has a significant impact on the organization.
Competent employees of the organization are the main technical, technology, work
organization development factors, the driving force in these areas. Any
organization's success depends largely on employees' knowledge and skills to realize
them and the desire to do so. Only continuous learning and development allows an
organization to survive in a competitive, constantly changing environment.

The aim of the article aims to identify the peculiarities of human resource
management practice in leisure organizations and determine the measures for
developing human resource management system. Empirical research problem is
posed with the question of what human resource management weaknesses prevail and
how to improve human resource management system by using management measures
in a complex way?

Empirical study. Qualitative research was selected for empirical study, the
results were obtained by using an anonymous online survey. Anonymous survey was
sent by e-mail to 260 leisure organizations in Kaunas region, the responses were
received from 66. This approach was chosen in order to cover the maximum possible
amount of leisure organizations sector participants. The survey was targeted only to
organizations engaged in leisure time organization (sports clubs, active leisure,
entertainment, etc.). People employed in leading positions as well as non-leading
ones could participate in the survey, anonymity was guaranteed throughout the whole
research and after the research (Bitinas, Rupsiene, Zydziunaite, 2008). The
guestionnaire consists of 36 questions, 6 of which were control (mandatory) in order
to identify the key characteristics of the respondents. When preparing the survey
questionnaire, it was based on scientific works of the authors dealing with human
recourse management and development problematic issues (see Table 2)

Data analysis methods. SPSS (Statistical Package for Social Science) software
version 22.0 was used for statistical analysis of the research data. The research results
are shown using Microsoft Excel program. For the assessment of the obtained results
there were used:

For comparing two independent research groups - Mann Whitney rank amounts

criterion.
2. In order to compare the frequency of ambiguous survey data in several groups of
respondents - Chi-square test. 3. For assessment of the dependence links between the
two factors there was calculated Spearman correlation coefficient. The statistical
analysis results are reliable if the calculated p value is less than the significance level
a=0.05.

Table 2. Questionnaire forming justification
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Categories of questions | Sub-categories of questions Based on authors
Employee coordination, | Organizational management structure | Zakarevicius et al. (2011); Vanagas and
well-being and climate | and functions Vysniauskiene (2012); Guest et al.( 2012);
of the organization Lobanova (2015); Barsauskiene (2006)
Employee well-being, communication | Lobanova (2015); Boxall (2014); Santos (2015);
and organizational climate Broune (2005); Homberg, Vegel (2016)
Assessment and | Organization of selection Muhammad, Riaz; Chandan (2009); Korsakiene,
developing of employee Lobanova, Stankeviciene (2011);
knowledge, abilities and Boxall (2014); Lobanova (2015);
skills Employee adaptation and assessment | Lobanova (2015); Boxall ( 2014)
Human resource assessment Lobanova (2015); Boxall (2014); Santos (2015);
Homberg, Vegel (2016)
Organizing human resource training Lobanova (2015); Barsauskiene (2006)
External  pay and | Motivation of human resources Zakarevicius et al. (2011); Korsakiene, Lobanova,
motivation Stankeviciene (2011); Lobanova (2015);
Dennis D. Fehrenbacher (2013); Zabtorius (2007)

Discussion of the empirical research results. In this study the peculiarities of
human resource management system were found in organizations providing leisure
services. At the beginning of empirical study the framed hypothesis that the
organizations do not pay sufficient attention to human resources adaptation process
was confirmed. Only 24.2 percent of leisure organizations surveyed have
implemented employee adaptation programmes, and only 15.2 percent of these have
people responsible for new employees’ adaptation process. Regardless of the size of
the organization, high importance is not given to creation of adaptation system. The
second framed hypothesis — in leisure organizations employees feel negative
psychological state, was proved only partially. The study results revealed that a very
high percentage of employees working in leisure organizations often feel or
sometimes feel negative psychological state in the workplace (30.3 percent and 51.5
percent accordingly). This high rate can be caused by many factors related to HR
management features in leisure organizations, and this should be viewed holistically.
Negative psychological atmosphere causes can be varied. As the survey results show,
greater proportion of employees feel no career development opportunities in the
organizations, often or sometimes feel work routine, their work is most often assessed
informally (not accumulating actual data according to the evaluation criteria and not
making performance reports), there prevails lack of motivation, part of the
respondents do not feel properly evaluated, etc. (see the Annexes). However, despite
all these negative aspects, the respondents noted that their work is pleasant or very
pleasant for them ( 51.5 percent and 15.2 percent accordingly), the majority of them
feel an important “part” of the organization, they are satisfied with their working
conditions (78.8 percent). In summary, it can be assumed that the negative
psychological atmosphere felt by employees in the workplace can demotivate
employees, so the duty is likely to be carried out with less enthusiasm, employees
will be less loyal to the organization, resulting in unsatisfactory organization
performance results. The questions of such type were used by Uslu (2015) assessing
the human resource management system in the public and private sector in the
organizations. It was found that the negative psychological atmosphere has a negative
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Impact on the employees and reduces their job satisfaction which leads to improper
employee performance of the delegated functions.

The third hypothesis, having assessed the received results, was confirmed as it
was found that in leisure organizations more attention is paid to higher seniority
employees. This is related to the first hypothesis, the lack of attention during the
adaptation process. Also, the results of the survey revealed that possibilities for
additional studying and training in the organizations are given to employees having
more years of working experience. It can be assumed that training is more oriented to
the present, and not to new employees. Less attention to new staff is being felt in
terms of relationships with colleagues and management - better evaluation is given by
employees having a longer working experience in the organization. It can be assumed
that the organization's management's distrust of new employees conditions the
behavior of all the staff in the processes of human resource management, where
insufficient attention is paid to adaptation, training, motivation and other HRM
system processes. During the study, it was also found what factors could most
encourage and motivate, increase employee loyalty in leisure organizations. The
received results confirmed Pasaoglu (2015) study conclusions — award, directly
dependent on the quality of employee's work results, is one of the most staff
motivating and encouraging factors.

Recommended human resource management system model in leisure
organizations

dl
N Feedback |

Making plan for HRM system

Employee coordination, development measures
well-being and climate of (having determined the
- }U weaknesses)
HUMAN NESOURSE Assessment and developing ORI s P

MANAGEMENT 74 P f I K led Y PERFORMANCE Ly management system, methods,

PRACTICES AND 0 em_p_o_yee nOW_ €dge, (situation study) standards and r_nanagement

SYSEEMS ahilitias and ckills B W AP.'I’?;C“CE ¥
EXtem?' pa_ly and Supporting current situation

motivation (not having found out

improper leadership means,
etc.)

Feedback
v

Fig.3. HRM system development model in leisure organizations
(compiled on the basis of Guest et al., 2012, Lobanova,2015)

Human resource management system development model is characterized by a
feedback process stages. The organization’s performance results are observed and
evaluated according to the following categories: employee coordination, well-being
and climate of the organization; assessment and developing of employee knowledge,
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abilities and skills; external pay and motivation. The analysis of human resources
management system, methods, standards and management practice is carried out with
regards to quality, duties and flexibility aspects, the weaknesses, interference and
causes are found out. Based on the received results of the analysis, the plan for HRM
system development measures is made. Not having found out improper leadership
means, unwanted discrepancies in activities, the situation in terms of HRM is
observed and current situation is supported. Human resource management system is
constantly evaluated, analyzed, changes are observed and changes in the
requirements for human resources, activities are improved by choosing appropriate
methods and HRM standards and progressive practice.

Conclusions

1. The analysis of the survey data on the issues of staff coordination, welfare
and organization’s climate showed that employees in leisure organizations often do
not feel sufficiently appreciated, important and motivated, but they tend to evaluate
their work as pleasant, are satisfied with the created working conditions; staff of
leisure organizations holding managerial positions, evaluate their job satisfaction
better than those holding non-managerial positions; women in leisure organizations
are more aware of being “part” of the organization than men, but they are not
satisfied with the career prospects; employees working in small organizations
evaluate their career options better than working in a micro organization or a
medium-sized organization; most often mentioned redundancy reasons -
unsatisfactory work results or inappropriate behavior; adverse psychological
atmosphere in the workplace is experienced by most of the questioned employees in
the organizations; employees working in leisure organizations evaluate their
relationships with colleagues and the administration in most cases positively; the
more working experience the employee has, the better relationship he has with his
colleagues Leisure organizations managers should pay more attention to employees'
initiative and creativity encouragement by providing proposals.

2. The analysis of the data on the topics of employees' knowledge, abilities,
skills assessment and education showed that not very strong focus is put on
employee adaptation in leisure organizations; staff evaluation in these organizations
is usually conducted informally by using these evaluation methods — employee
survey and leadership survey; possibilities for additional learning and training in
leisure organizations basically satisfy their employees; lower-level employees have
fewer opportunities for additional education and training than the higher-level
employees; the bigger the employee's working experience, the better he evaluates his
potential for additional learning and training. It should be noted that in leisure
organizations the staff is usually sought relying on references and using CV banks,
and the most appropriate employees for the company are usually selected with the
help of the interviews or during work trials.

3. The analysis of the data on the topics of external employee pay showed that
only half of the surveyed employees in the organization feel like being properly
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evaluated in terms of a suitable amount of pay. Almost a third of them do not always
feel sufficiently evaluated. A large part of the surveyed employees do not feel that
their efforts in the organization are properly paid for. It can be assumed that the
evaluation and motivation system is not sufficiently clear and fair. The most effective
measures for motivating employees are income increase depending on the results and
extra pay or bonuses. Leisure organizations employees could as well be motivated by
non-financial motivational measures such as praise or granting independence.
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PO3BHUTOK JIFOJCBKHX PECYPCIB CHCTEMH YITPABJITHHA:
ITPUKJIAJ] OPTAHI3ALIII 103BLLIA

Y cmammi npoananizosano acnexmu YOOCKOHAAEHHA CUCEMU YAPAGNIHHA NPOOIEMAMUYHO
JIHOOCOKUMU pecypcamu, wo i0enmugikye ocobausocmi NpakmuKu YAPAGIiHHA NHOOCLKUMU pecypcami 8
opeaHizayii 0038iN1s Mma CHpUAE po3podyi 3ax00i8 WoO00 800CKOHANEHHS CUCTEMU YAPABIIHHSA H0OCbKUMU
pecypcamu. 3 Memorw O00CACHEHHS. 6CMAHOBUMUY YIi MeOPemuyH020 AHANI3Y MAd eMRIPUYHO20 KIIbKICHO20
00CniddceHHsT OYU NPOBEOCHT 3a OONOMOSOI OHIAUH AHKEMHO020 ONUmMysanHs. Ankema Oyna 6ionpasieHa 0o
pisHux cghep 0038in1a cepgicHux opeawnizayiti, wo npayorome 6 Kaunas city ma Kaynac obnacmi. ¥V
docniddicenni Opamu yuacmv 66 0036in1€6uUx cepsicHux opeawizayiu. Lle oocniddcenns nokasano, wo
opeanizayii 0036LMA NAAMUmMU MeHule Y8acu HA HOBUX CHIGPOOIMHUKIe ma ix adanmayii npoyecy, ane
Oinvbule 30cepeddrceti Ha po3BUMKY ma Keanigikayii cnigpobimHuKie, aAKi npayoeanu mam npomsa2om oinvu
mpueanozo nepiody.Amaniz OaHux nNoKaA3as, WO CHIBPOOIMHUKIE Yacmo GI04UYBAIOMb He2AMUBHY
NCUXONI02IUHY 0OCMAHOBKY HA pOoOOHOMY MICYi, 5Ki MOJNCYMb GUHUKHYMU Hepe3 O00CEIOYEeHI pPYMuHU,
HeO0OYIHKY pobomu, 8i0CYmMHICMb y8azu 00 NpayieHuxie ma iHwi. [ 0106HUL BUCHOBOK - YOOCKOHAIEHHS
VNPABNIHHA JHOCOKUMU pecypcamu 6 opeaHizayii 0038i114 eumazac iHmezsposarno2o nioxody. baeamo
Gaxmopis, makux sAK yMo8uU Npayi, NePCOHAN 83AEMO38'A3KY MOW0, MOJNCE SUKIUKAMU He2AMUGHT eMoyii
CnigpoOImMHUKI6, SKI 8 CB0H Uepay npu3eedymv 00 30IIbUEeHHS He3A0080AEHOCMI PEe3YIbIMAMAaMU UKOHAHOL
pobomu i mModxcyms npuzeecmu 00 2ipuiozo, - pe3yibmamie opeawnizayii./[036inna opeanizayii nNoOGUHHI
npudinamu Oinvuwe ysazu 00 adanmayii i KOMNEMEHMHOCMI PO3BUMKY HOBUX CHIBPOOIMHUKIE, A MAKO’C
30cepedumucst Ha ocooucmocmi, iHiyiamusy NPayieHUKie ma ix 3a0X04eHHss 00 MEOPUOCHIL.

Knrouoei cnoea: noocoki pecypcu, ynpaeiints, po3sumox HepcoHaLy, npoyec aoanmayii, mpyoosi
BIOHOCUHU.
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PA3BUTHE YEJIOBEYECKHX PECYPCOB CUCTEMbBI YIIPABJIEHHUA: IIPUMEP
OPI'AHU3AIIUHU B COEPE J/IOCYT'A

B cmamve  npoananusuposamvt  acnekmuvl  YCOBEPUICHCMBOBAHUS  YNPAGIEHUS
npoOIEMAMUYHO YEN0BEYECKUMU PECYPCAMU, KOMOPble UOeMUDUYUPYIOm 0COOEHHOCU NPAKMUKU
VNPAasNeHUusl UYen08euyecKUMU pecypcamu 6 opeaHuzayuu 6 cgepe oocyea U CnocooOCmeyrom
paspabomke  peKoMeHOayuti OMHOCUMENbHO — YCOBEPUICHCMBOBAHUS — CUCTNEMbl  YNPAGIeHUs
yenogeyeckumu pecypcamu. C yenvro 00CMUAICeHUs YCMaHo8Umy yeiu meopemuieckoeo anaiu3a u
IMAUPULECKO20 KOJIUYECMBEHHO20 UCCIe008AHUS ObLIU NPOBEOeHbl NPU NOMOUWU OHIIAUHAHKEMHO20
onpoca. Aukema Ovlia omnpasieHa 6 pasuvie cghepvl 00Cyea CEp8UCHLIX OP2aHU3AYUL, KOMOopble
pabomatom 6 Kanynac cumu u Kaynac oonacmu. B uccnedosanuu opanu yyacmue 66 opeanusayuii
0ocyea CepsUCHbIX OpazHU3ayuil. Mo UCCIed08anue MNOKA3AN0, 4YMmo opeanusayuu 0ocyed
NpUOESIOM MeHbUEe BHUMAHUSL HOBbIM COMPYOHUKAM U UX adanmayuu K npoyeccy, Ho Oojbuie
COCPeO0oOmoyenbl HA pazeumuu U Kealugurayuu compyoHUKos, Komopwvie pabomarom mam Ha
NPOMSAANCEHUU ONUMENbHO20 Nepuodd. AHAIU3 OAHHAX NOKA3AL, YMO COMYPOHUKU YACMO HA cebe
UCNBIMBLBAIOM HE2AMUBHYIO NCUXOJIOSUYECKYI0 0OCMAHOBKY HA pabouem mecme, KOMopas MOXcem
BO3HUKHYMb 8 pe3yibmame pPYMuHbvl, HeOOOYEeHKU pabomvl, OMCYMCMEUs SHUMAHUSA U Opyeoe.
I nasnvlil 661600 — ycoBepuUleHCMBOBAHUE YNPABICHUS YeN08eUeCKUMU —Pecypcamu 8 OpeaHu3ayuu
docyea mpebyem uHmezpanrbHo2o nooxood. Muoocecmeo axkmopos, makux, Kax ycioeus mpyod, nepconal
83AUMOCBS3U U  OPY20e, MOJICEM 8bl36AMb HE2AMUBHbIE IMOYUU COMPYOHUKOS, KOMOPbIe 8 C8010 0uepedb
npueedym K YBEIUYEHUI0 HeO080AbCMBA PEe3YIbMAMAMU GbINOJHEHHOU pabomvl U MO2ym Hpusecmu K
Xyouemy -, yxyoutenuio pesyiomamos opeaanuzayuu. Opeanuzayuu 0ocyea OOalCHbL O0bUe NPUOensmo
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BHUMAHUS K A0anmayuy u KOMIemeHmHOCIY pa38umus HO8bIX COMPYOHUKO8, d MAKHCe COCPEOOMOYUMbCS
Ha TUYHOCTNUY, UHUYUATIUEE PAOOMHUKOS U UX MOMUBAYUU K MEOPHECHEY.

Knrwouesnvie cnosa: uenoseueckue pecypcul, ynpasietue, pasgumue nepcoranad, npoyecc adanmayuu,
mpyoo8vle OMHOULeHUS
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