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AHHoTaums. CTaTba MOCBALLEHA MCCNeLOBaHMIO BO3MOXHOCTEM MOBbILLE-
HUA 3PPEKTUBHOCTM YyMNpPaBfieHMa MepCOHaNloOM B CUCTEME [OCYAAPCTBEHHOM
CNy>6bl B yCNoBMAX LMdpoBom TpaHchopMaumun. NpoBeaeHO CoOLMONOrmyecKoe
mccnegoBaHme cpeam rocyaapCTBEHHbIX CAYXKaLLMX 3anopOXXCKOM 061acTu, OXBa-
TMBLUee 54 pecrnoHOeHTa. Llesibio CTano BbigBNEHWE YPOBHA MOTUBALLMKN COTPYL-
HWKOB, aHann3a GaKTopPOB, BAUSIOWMX Ha MPUBIEYEHME U YOEPXKaHMEe KaLpoB,
a TaKXe onpefgeneHmne Hambonee pe3ynbTaTUBHbBLIX METO40B CTUMYTUPOBAHUSA U
OLLEHKW UX OeATEeNIbHOCTU. Pe3y/ibTAThbl OrpoCca nokKasanu, YTo KIoYeBbIMU MOTU-
BUPYOLWLMMU paKTopaMuM O719 rOCyLapCTBEHHbIX CY>KALLMX OCTAOTCH KOHKYPEHT-
Hada 3apaboTHad MaTa, KAPbePHbIM POCT U CoLManbHble rapaHTUK. [NpK 3TOM 3Ha-
YMMYIO POJb UFPatOT NPOPECCMOHANTNIM U NINYHbIE KaYeCTBa KaHOMAOATOB, TOraa
KaK KOHKYPCHble nMpoLiefypbl BOCNPUHUMAOTCA Kak MeHee addeKTrBHble. Cpean
NpPeanoYTUTENbHbIX METOAOB OBYyUYEHUS BbIAENAOTCA HACTaBHUYECTBO U CTaXKU-
POBKM, YTO NOOUYEPKMBAET HEOOXOAMMOCTb PAa3BUTUSA MHCTUTYTa NPodEeCCHOHaNb-
HoOW aganTaunm. Ocoboe BHMMaHMe B paboTe yaeneHo npobiaemMamM HU3KOM MO-
TUBALMK, TEKYHECTU KaQpOB, HELOCTAaTOYHOM CUCTEMHOCTU MEPENOLrOTOBKU U
cnabom opueHTaumm obpas3oBaTeNbHbIX MPOrpPaMM Ha peanbHble MOTPEOHOCTU
cny>xawmx. B ctaTbe akUeHTUPYeTCa HEOBXOOMMOCTb BHEOQPEHUA COBPEMEHHbIX
HR-TexHonornm, unMdpoBbiX npodunen 1 aHaInTUYEeCKUX CUCTEM O/19 MOHUTO-
PUHra apPeKTMBHOCTM MepcoHana. OTMeyaeTcs, UTO yCrelHoe pa3BMTME Kagpo-
BOM MOMUTUKM TpebyeT MMOKMX 1 afanTMBHbIX Mogeen yrnpaBneHus, y4mnTbiBa-
IOLLMX PasnMyma B MOTUMBALMUM COTPYOHMKOB Pa3HOMo CTaXka M BO3PacTa, a TakxKe
obecneymBaroLLMX MPO3PAYHOCTb OLLEHKKM M BO3MOXHOCTM MPOPEeCCUOHaNbHOro
pocCTa.

KrtoyeBblie c/ioBQ: rOCYOAPCTBEHHAaA CNy)ba, yrnpaBneHUne MnepcoHasioMm,
MOTMBaLMS, KagpoBas NONNTUKA, LMbpoBM3aLma, MpodeccnoHaibHOe pa3BUTHE,
HR-TexHonormu.
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Abstract. The article explores the possibilities of improving the efficiency of
personnel management in the public service system under conditions of digital
transformation. The authors conducted a sociological survey among 54 civil
servants in the Zaporizhzhia region. The aim was to identify the level of employee
motivation, analyze the factors influencing recruitment and retention, and
determine the most effective methods of stimulation and performance evaluation.
The survey results revealed that the key motivating factors for civil servants remain
competitive salaries, career growth, and social guarantees. At the same time,
professionalism and personal qualities of candidates play a significant role, while
competitive procedures are perceived as less effective. Among the preferred forms
of training, mentoring and internships were highlighted, emphasizing the need to
strengthen professional adaptation mechanisms. Special attention is given to the
problems of low motivation, staff turnover, insufficient systematic retraining, and
the weak alignment of educational programs with the real needs of civil servants.
The authors stress the necessity of implementing modern HR technologies,
digital profiles, and analytical systems for personnel performance monitoring. It is
concluded that the successful development of personnel policy requires flexible
and adaptive management models that consider differences in motivation among
employees of various ages and lengths of service, while ensuring transparency of
evaluation and opportunities for professional growth.
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BeeneHue pecMoTpa YCTOABLUMXCA MOAXOO0B K
YnpaBfneHme MnepcoHasioM B CU- KagpoBouW paboTe N K 3pPeKTUBHOCTM
cTeMe  rocydapCTBEHHOM  CNy»kb6e ynpaBfleHnsa nepcoHanom B rocygap-
MrpaeT BaXKHYIO posib B obecnevyeHumm CTBEHHbIX OpraHax Bnactu. MNpu aTom
2dPEeKTUBHOIO roCcydapCTBEHHOIO BO3HMKAET BOMPOC O NMOTOBHOCTU Ca-

yrnpasneHuna. C y4ETOM COBPEMEHHbIX
LMODPOBLIX peanmnn NoaBMaTCa HO-
Bble 3ada4¥ B YaCTu yCcuieHna Tpebo-
BaHMWM K KayecTBY MpenoCcTaBngeMbIX
rocycnyr. 9Tn dakTopbl TPebytoT ne-
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MUX PabOTHMKOB [OCYOapPCTBEHHOM
CNy>XObl K BOCMAPUATUIO HOBOBBede-
HUM B chepe uMdpoBM3aLMM Kaapo-
BOW OEATETbHOCTM.

Bonblag 4YacTb Hay4HbIX MOOXO-



OOB K pelleHuto npobnem ynpaene-
HWA MepPCoHaNoM CcocpeaoToYeHa Ha
OLlEHKe CBepXy-BHW3, KOrga npume-
HAatoTCa  PopManbHO-6OpoOKpaTHYe-
CKMe npouenypbl Npu oueHke addpek-
TUBHOCTM CaMOM KagpoOBOM paboThl.
YacTo B NuTepaType yKasbiBaeTca Ha
TOT daKT, UTO HeobxoaAMM nepexomd, OT
MPOTEKLIMOHM3MA K OTOOpY MO Mpo-
deccMnoHanbHbIM KOMMETEHLUMAM 3a
CUET dOPMUPOBAHMA MPO3PAYHbBIX
npoueayp MpoBeOeHMd KOHKYPCOB
n atrectaumm [2]. Mpwn aTOoM Kagpo-
BOe MjaHMpoOBaHMe CTankmBaeTca C
pPAOoOM Mpob6reM: BO3HUKAKT Ancba-
NAaHCbl KagpoBOro cocTaBa (cTape-
HMEe KaapoB MNPV OTTOKE MONOOEXMU),
nedbnLUnNT CcreumanmnctoB C HOBbIMU
KoMneTeHumnamu [6] (Hanpumep, und-
POBbIMM HaBblkaMK), cnabaa npeem-
CTBEHHOCTb B YMpaBfIEHYECKNX Ka-
apax. Bo MHOromMm OHW BO3HWMKAIOT
M3-3a MHEPTHOCTU pPEeLUEHMMN KN Op-
FraHM3aUMOHHbBIX CITOXXHOCTEW B CWU-
CTeMe roCCny»obbil.
OcHoBoMmonaratowmMM  OOKYMEH-
TOM B o06nactm ynpaBneHua nep-
coHannoM aengetca ®deneparnbHbin
3aKOH OT 27.07.2004 N2 79-03 «O
rocyoapCTBEHHOM rpa*KgaHCKom
cny>xkbe Poccumckom @enepaunm,
OH 3aTparmMBaeT Pa3fnNYHbIE aCMeKTbl
yrpaBneHna MnepcoHanoM, B 4acTum
TpeboBaHUM K 0O6pa3oBaHUIO, KBaNn-
drKauMm n onbiTy pPaboTbl rocygap-
CTBEHHbIX CnyXalwmx. K BakHeMLemn
HOPMaTUBHO-MPaBOBOW 6a3e, pery-
nupylouwen coepy KagopoBoM MoONu-
TUKW, cregyeT OTHeCTU YKasbl [Mpe3n-
neHta PO Ttakke N2 110 ot 01.02.2005
«O NpoBegeHMK aTTecTaumnm rocygap-
CTBEHHbIX TFPaXOAHCKMX Cy>XallmX
Poccuimmckomn depepaunm», a Takxke
N2 112 ot 01.02.2005 «O KOHKypce Ha
3aMelleHMre  BaKaHTHOWM  OO/HKHO-
CTW roCyOapCTBEHHOM rpaXKgaHCKOW
cny>k6bl Poccuimckom @degepaunm»
n N2 601 ot 07.05.2012 «O6 OCHOBHbIX
HanpaB/EHMAX COBEPLUEHCTBOBAHUS
CMCTEMbI TFOCYyOAPCTBEHHOIO YyrpaB-
neHua» [14]. JaHHble OKYMEHTbI yCTa-
HaBNMBAOT TPEOOBAHUSA K CTaXKy M

onpenenarT CUCTEMbl MOTUBALUK U
MOOLLPEHUNA COTPYOHWMKOB rocygap-
CTBEHHOW CNy>k6bl. OOHAKO OCTakOTCH
BOMPOCHI K OLeHKe 3PPeKTUBHOCTMU
PabOTbl CAMUMK CRYXKaLWMMM o9 Mo-
HUMAHWA CMOXHOCTEW, C KOTOPbIMU
OHWM CTaNnKMBaoTCA.

Llenb nccieqoBaHMS

[na BbigBneHna npobnem paboTbl
N BO3MOXXKHOCTEM 3PPEKTUBHOIO Pas3-
BUTMSA Ka4pOBOM CNy)XObl HAMU Npea-
naraeTca MpOBEeCTM OLEHKY CHWU-
3y-BBEPX Cpeau rocCcny>almx, 4To
ABNANOCb LEeNblo OAaHHOMo mMccnepo-
BaHMd. Cpedn OCHOBHbIX 3afa4y, Mo-
CTaB/IE€HHbIX B JaHHOW paboTe:

- BblgB/EHME YPOBHA MOTUBALMM
roCyaapCTBEHHbIX CMYXaLUMX, OLLeHKa
2PDEKTUBHOCTM METOA0B CTUMY/M-
poOBaHMUg;

- 060CHOBaAHME HEOBXOOAMMBbIX UN3-
MEeHEeHMM B Noaxoaax K ynpaBlieHuto
mepcoHasioM B CUCTEMe rocydap-
CTBEHHOW CNY>KObl.

MeToabl nccrenoBaHus

[na BbIABNEHUA YPOBHA MOTU-
BauMn Un 2PPEKTUBHOCTU pPabOThl
rocygapCTBEHHOM  CAY)KObl  6bINO
NpoBeOeHO COLMOMOrMYecKme uc-
cnepoBaHue cpefun 54 CcoTpyOAHWMKOB
roCcygapCTBEHHOM CNy»bbl, paboTato-
LWKMX B 3aMopoxckom obnactn. Onpoc
MPOBOOAMICA C COXPaAHEHMEM aHO-
HUMHOCTU, NPeacTaBleHHble pe3y/ib-
TaTbl NpwvBEAEHbl B OenepCcoHUPU-
LUMPOBAaHHOM BumAae. Mcmonb3oBasncs
MeTond CcllydamHom Bblibopkum. Corna-
COBAHHOCTb AaHHbIX aHKeTMpoBa-
HUA obecneymBanacb NpoBedeHVEM
CTaTUCTUYECKMX TECTOB, B YaCTHOCTU
Anbda KpoHbaxa, n coctaBuna 0,86,
YTO ABNFETCa OOCTAaTOYHO BbICOKMM
MoKasaTeNnaM pPeneBaHTHOCTU 3MMU-
PUYECKUX [OaHHbIX LenaM unccneno-
BaHMd. Bonpocbl 6binnv pa3buTbl Ha 3
rpynnbl:

1) coumanbHoO-geMorpadmyeckme
rMoKasaTenun BbIbOpPKY;

2) aHanm3 MoTMBaLMKM COTPYOHMU-
KOB U Hambonee adpdeKTUBHbIX Ha MX
B394 METOAOB MOBbILLEHUSA 3ddeK-
TUBHOCTU yrNpaBeHMda MepCcoHarioM B
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CUCTEME rOCCNY»KObl;

3) oueHKa 3PPeKTMBHOCTM Oeqa-
TENIbHOCTU Ha OCHOBE OCHOBHbIX MO-
KasaTesien pe3ynbTaTUBHOCTU.

Nony4yeHHble aMAnpUYECKMe aaH-
Hble OblIM 06paboTaHbl MeToaaMu
onumcaTefibHOM  CTaTUCTUKK, BbIaB-
NEHHble YaCTOTHblE 3aKOHOMEPHOCTM
BM3YalIM3NPOBaAHbl B rpadpmryeckom
BMOE.

Pe3yibTaTbl MCCIeQOBAHUS U KX
obey»KaeHme

AHanM3 OaHHbIX MNPOBEOEHHOIO
onpoca MokKa3blBaeT CUTyauuto Ta-
KOW, KaKoW eé npeactaBnsatoT caMu
PaAaBOTHMKMN FroCydapPCTBEHHOM (MYHM-
LMnanbHoOM) cny)Xbbl 3anopoXXCKowm
obnactn, npeacTaB/eHHble MokKasa-
TENW OTParkatkoT BblOOPOUHbIE XapaK-
TEPUCTMKM KayecTBa YCMoBMM Tpyaa,

CeMUHapE W TPEHWHIA
Crasupossm
OucTanuMonHoe obyveHHe

CamoctoatensHoe obydvenve

OBMEH ONBITOM © ABYTMME
CRraHAMH BRACTHA

11,9 %)

11 (20,4 %)

MHEHUK MO UX ONTUMU3ALUN U NPea-
NOXEHWMN, CBA3AHHbIX C yNy4lleHVneM
CUCTEMbI yrpaBieHMa eé agantaumm
B NepexoaHbIX yCTOBUAX.

Cpeon OMpoOLWeHHbIX 6onbluada
4acCTb MMeNa CTaXK PaboTbl B cUcTeMe
roccny»>6bl B [Ananas3oHax 1-3 roga
(38,9 %) 1 MeHee 1 roaa (29,6 %). Bepo-
ATHO, 3TO MOXXHO OGBACHWUTb HOBbIMU
ONS XKUTenem pervoHa YycroBUAMM
pPaboTbl, 3agadyaMy U MPUHLUMMAAMU
PYHKUMOHMPOBAHMA  CUCTEMbBI  FO-
CyOapCTBEHHOM CnyXbbl B Poccuu.
B cBA3M C yeM KpanHe HeobxogMMo
BHeOpeHMe nporpaMM agantaumm
M HaCTaBHWYECTBa, a TaKXXe TOBbl-
WweHMa KBanmbukaumm. Pe3ynbraTbl
OoMpoca COTPYAHUKOB O Hamnbonee ad-
PEeKTUBHbBIX MeTodaxX aganTaumm roc-
Cny»almx npmBefeHbl Ha pUCyHKe 1.

32 (59,3 %)
32 (59,3 %)

16 (29,6 %)

37 (68.5 %)

20 30 40

PucyHok 1. lMNMpeaonoyntaemblie GOpMbl 0ByUYeHUA 1 Pa3BUTUA ON19 COTPYOAHUKOB

OpPraHoOB rocydapCTBEHHOM CNy»K6bl

Figure 1. Preferred forms of training and development for public service employees

CaMbiIM  2DPEKTUBHBIM  METOAOM
oby4yeHMa U pas3BUTUA aBAAETCH, MO
MHEHWIO COTPYOAHWMKOB, OOMEH Orlbl-
TOM Mexay rocopraHamm (68,5 %),
CeEMUHApPbl U CTaXXMPOBKM BOCTpe-
6oBaHbl B 59,3 % cny4dadx, a Ouc-
TaHUMOHHOE oby4yeHne (29,6 %) wu
camMoobpasoBaHue (20,4 %) Bocnpwu-
HVMAIOTCA JOCTAaTOUYHO KPUTMYHO. Be-
POATHO, HU3KME MOKa3aTes M CBA3aHbI
C MocneacTBMAMM MaHOEMUN: MHOTME
COTPYOHUKWM YCTasin OT OHManH-bop-
MaTOB, @ CAaMOCTOATENNbHOE Oby4YeHMe
6e3 HacTaBHMYecTBa [3; 19] yacTo Tpe-
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OyeT BbICOKOM MOTMBALMKN, KOTOpas B
YCNOBUAX CTpecca 1 HeonpeaenéHHo-
CTU 3a4acCTyto CHMKAETCHa. DTO MOITIO
NOBNUATb Ha BocnpuaTme adpdeKkTnB-
HOCTM NOOOBOHbIX MeTOAOB. [Mpn 3TOM
HenpepbiBHOe  MnNpodeccroHanbHoe
obpazoBaHMe 9BFeTCa OCHOBOMW a4
YAyULLEHMA KOMMETEHUMM K1 HGa3omn
019 NMPOABMKEHUS MO OO/HKHOCTHOM
NeCTHULEe, 3TO OTMeYaeTcs B Tpyaax
B. YUepenaHoga [20]. OgHako, No MHe-
HUIKO TOCYOAPCTBEHHbIX  CyXallunx,
KpUTUYECKOe BOCMPUATHUE MPOrpamMm
MOBbILWLEHMA KBaNTNPUMKaALMM CBA3AHO



C X GopMasibHbIM XapakKTeEPOM U He
BCerga BbICOKMM KadyecTBOM coaep-
YXaHWMA KyPCOB, HECOBMageHMeM C pe-
albHbIMK MOTPEBOHOCTAMM FOCCY>Ka-
WX N MNPUMEeHeHMEeM YCTapeBLUMX
MeToO0B 0by4eHMa, 0COBEeHHO B 4aCTu
3HAYUTENbHOIO KOM4YecTBa TeopeTu-
YeCcKMx MaTepuasnioB Mo CpaBHEHUIO
C aHaIM30M U pPa3bopoM MpaKTuye-
CKMX KencoB. KpoMe aToro, Habntoga-
etca 0edmumT UMPpoBbIX KOMMETEH-
LMK, 3HAHMM B 061aCTU MPOEKTHOro
ynpaBieHna U KOMMYHMKALMOHHbIX
HaBbIKOB, @ TakKe KMnbepbe3sonacHo-
CTW. Ha 2Tm npobnembl yKasblBaeTCH
Takke 1 B paboTte B. Kancaposow [10]
MO U3YYEHMIO MPAKTUK POCCUMCKOro
n 3apybexxHoro onbita [17, C. 1], cu-
CTeMbl FOCyOapCTBEHHOM CNy»XX6bl. K
YMCNY OCHOBHbIX MPOBGIEM MOXXHO OT-
HEeCTW TaKXXe OTCYyTCTBME CUCTEMHO-
CTW B NepenoaroToBKe M MOBbILLEHNI
KBanndbukaumm. Hecmotpa Ha ¢dop-
MasibHble TPEOOBAHUSA MPOXOXKOEHMA
OaHHbIX NPOrpaMM pa3 B TpW roaa, Ha
NpPaKTUKe He CyLLEeCTBYEeT CUCTEMbI OT-
CNneXxmBaHMa pe3ynbTaTtoB UHOMBU-

MpodreccHoHanLHLE IHAHWA K1
HABBIKH

NAdkoCTHEE KaYecTaa
(OTEETCTBEHHOCTE, HCMONHWTEN. ..

OnindT paGOTH NG CRELHANLHOSTH

QOfpasopaHme

PeayNETaTil KOHEYBCHBX
NpaUeayp

23,7 %)

0 10

OyanbHOro nporpecca CoTpyOHUKOB
rnocne npoxoXaeHua MU obydeHunq,
HEeT CUCTEMbI OLLEHKM M3MEHEHUI KaK
pe3ynbrata KBaMPUKaLMOHHbBIX YCK-
nmn. Kpome 3Toro, cpeam npooénem
CTOUT OTMETUTb C1abyto opMeHTaL Mo
MporpaMM Ha NKMYHbIM MNoTeHuman,
B YaCTM Pa3paboTKM afpecHbIX Mpo-
rpaMM MOArOTOBKM CAyXaLMX pa3-
HOro paHra B 3aBMCMMOCTM OT UHAOMU-
BMAOYyaNbHOM MOTMBALMK U TaNaHTOB.

Mo HawuM [OaHHbIM, Hambonee
2dDPEKTUBHO 0©Oy4YeHMe BOCMIPUHM-
MaeTca B paMKax PasBUTUA MHCTU-
TyTa HaCTaBHUYECTBA U CTAaXKMPOBOK
B APYrMX pervoHax, 4to Takxke nopa-
TBEpPXKOaeTca 1 B paboTe [8], a Takxke
MUHUCTEPCTBAX, MNPV 3TOM 3ddeK-
TUBHOCTb OBOy4YeHUa Bcerga 3aBMCUT
OT MOTMBALMU U TUYHbBIX Ka4ecCTB CO-
MCKaTenem COOTBETCTBYIOLLMX OOMK-
HocTen (pucyHok 2). lpwu oTtbope
KaHOMOATOB Ha rOCCNy»KOy LeHUTCH
npodeccrnoHanmsm (72,2 %) 1 Nn4YHble
KayecTBa (68,5 %). OnbIT B 59,3 % yKa-
3blBaeTCs, YTO OH Ba)kHee 06pa3oBa-
HUA (42,6 %).

30 (72,2 %)
37 (68.5 %)
32 (59,3 %)
23 (42,6 %)
17 (31.5 %)
20 30 40

PUCYHOK 2. OLieHKa Hanbonee BaXkHbIX GaKTOPOB Npu oT6ope Ha paboTy
Figure 2. Assessment of the most important factors in recruitment

KoHKypcHble npouenypbl B 31,5 %
CNny4daeB yKa3blBa/lMCb Ha NocnegHem
MecCTe, UTO MOXKeT YKa3biBaTb Ha MUX
HegoCTaTOUYHY 3DPeKTUBHOCTb. 10
BCEM BMOANMOCTU, MPUOPUTET Npodec-
CMOHanM3Ma M NIMYHbIX KayecTB Mpu
oTbope KaHOMAOATOB MOATBEPXKOAET,
yTo paboTomaTenn ULLYT He TONbKO
KBaTMPULIMPOBAHHbIX, HO W HageX-
HbIX COTPYOHMKOB. MIHTepeCHbIN daKT
3aK/1to4aeTcs B TOM, UTO KOHKYPCHbIe

npouenypbl BbIMAaaT MeHee 3Hauun-
MbIMU. DTO corfnacyeTca ¢ Heobxoam-
MOCTbtO pedpopMMPOBaAHMA CUCTEMDI
noaobopa Kagpos [5].

B pe3ynbTaTe Hallero uccnenosa-
HUA TaKXXe aHaNM3MpPOBarIMCb OCHOB-
Hble GaKTopbl, KOTOpble BUAKT Ha
npuBneYeHre KagpoB B CUCTEMY rO-
Cy[apCTBEHHOM CNy»KObl, OHW MpUBe-
AeHbl Ha pUCyHKe 3.
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KoWkypeHTHan aapaboTHan nn...
BO3MOXHOCTH KAPBRPHOMD pOCTa

CoumansHem naker
WHTepecHan W CoaepRaTensHa. .
BraronpuATHRA NCHXONOMMHEE. ..
1{1,9%)
MuBemia rpadus paboTel 11,9 %)

0 0

34 (3 %)

34 (63 %)
32 (59,3 %)
25 (46,3 %)
27 (50 %)
20 30 40

PucyHok 3. DakTopbl, CMOCOOGCTBYOLLME MPUBNEUYEHMIO KBAaNTUPULMPOBAHHbIX Ka-
4pOoB B PabOTy CUCTEMbI FOCYAAPCTBEHHOM CY>KObl _
Figure 3. Factors contributing to the attraction of qualified personnel to the public

service system

TpaAMUMOHHO MOTUBaUMA Mep-
COHaNna Ha rocyapcTBeHHOW Cny)xbe
paccMaTpumBaeTca [15] Kak coueTa-
HVe MaTepuanbHbIX U HeMaTepuanb-
HbIX CTMMYNOB, MNOOYXOAloWMX CO-
TPYOHMKOB 3PDEKTUMBHO WCMONHATL
CBOM 0064a3aHHOCTW. Tak, pe3ynbraTbl
MccnegoBaHMA MOKa3bIBAOT, YTO Hau-
6onbllee 3Ha4YeHMe PeCcnoHOEHTDI
NpuOatT KOHKYPEHTHOM 3apaboTHOM
nnaTe M BO3MOXXHOCTSAM KapbepHOro
poOCTa — B 63 % cny4yaeB gaHHble dak-
TOopbl OblM BbIOpPaHbl Kak Hambonee
BaXKHble. CoLManbHbIM MaKET, BKIItO-
YaloWwmMm MeOuUMHCKOe CTpaxoBa-
HWe, OTMyCKa U Apyrve rapaHTmMu, Obin
oT™MedeH B 59,3 % anm3ogoB. Takxe
MOYTV NMOSTOBMHA OMPOLUEHHbIX OTMe-
YatoT G6MaronNpPUATHbINM MCUXoNornye-
CKUM KNUMAT N 46,3 % MHTEPECHYIO
paboTty. 019 MHOrMx OCOOBYHO BaXk-
HOCTb COCTaBNAeT GaKTOp HEe TOMbKO
MaTepKanbHOIo BO3HArpaXkaeHmsa, Ho
M BO3MOXHOCTM KAapPbEPHOro pPOCTa,
a Takke KoMpopTHas aTtMocdepa B
KONNeKTnBe, a rmokKmMm rpadpuk (1,9 %)
MOoYTU He BAMAET Ha BbIOOpP, YTO OObL-
ACHAeTCd TeM, UTO B rOCCNy»Kbe Takom
dopmMaT peKo AOCTYMeH, MO3TOMY CO-
TPYAHWKWM HE pacCMaTpPUBAIOT €ro Kak
3HaAYMMBbIN N9 ceba daKTop.

WccnepoBaHua  mocnegHuUx et
[4] yKa3bIBatoT Ha TOT daKT, YTO cylle-
CTBYET U pa4 AEMOTUBMPYOLLMX dak-
TOPOB, CHUXKAOLLUMX BOBNEYEHHOCTb
PAabOTHMKOB K 3PdeKTUBHOM paboTe
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(pncyHOK 4). K OCHOBHbIM MpobGre-
MaM MOTMBALMKM FOCCYXaLLUMX OTHO-
CAT: HEBbLICOKYO 3apaboTHytO NiaTy B
rocydapCTBEHHOM cekTope. Tak, OTTOK
KBaNTMPUMLUMPOBAHHbBIX Ka4pPOB B KOM-
MepyecKkme CTPYKTYypbl BO MHOIMOM
obycnoBneH WMMeHHO amcbanaHCcoM
MeXay Harpyskom 1 orsaTtom Ha roc-
cny>x6e. JaHHyto npobnemMy MOXXHO
OTYaCTU KOMMEHCUPOBATb AOMOSMHU-
TeNbHbIM HeMaTepUasbHbIM  CTUMY-
AMPOBaHMEM, TaKMM KaK MNybnmyHoe
MPU3HAHWE  OOCTUMXKEHUN, TUOKUMN
rpadumkK, MopanbHOe NooLpeHne, oa-
HaKO MOTUBALMOHHDIN OManor Mexay
COTPYOHUKAaMMU 1 PYKOBOOCTBOM
O6bIYHO BbICTpamBaeTcs crabo.

OCHOBHbIE CMOXXHOCTU — 3TO HU3-
Kag MotmBaumnsa (53,7 %) 1 TekyyecTb
KagpoB (51,9 %). Tpebyetca nepe-
CMOTP CUCTEMbI CTUMYIMNPOBAHUA U
KapbepHOro MpoaBMXXeHUd, 4YTOObI
co3faTb 6onee npuBAeKaTefbHble yC-
noBma pPaboTbl.

KpoMme aToro, pecnoHaeHTbl B xoae
MccnegoBaHMAa OTMeYanu, 4Yto Bep-
TWKaNbHOE MOBbILLEHKME MO CNy)Xbe B
CUCTEME [OoCydapCTBEHHOW Cly>K6bl
3aTPYOHEHO M3-3a OrpaHUYEHHOro
ymcna OO/MKHOCTEW, a poTauma u ro-
PU30OHTa/IbHOE MepeMelleHmne pas-
BUTbI C/1a60. 2TO NPUBOLAUT K TOMY, UTO
yepes3 HECKO/bKO NET paboTbl CHUXKa-
eTca uHTepec. [daHHble npobnembl
MOATBEPXKOAIOTCA B pAge MccrenoBa-
HWK [11; 20], roe yKa3blBaeTCa TaKXKe Ha



HegocrarouHan keanwgMEaums
Kanpos

Huaxan moTHEALKMA COTDYOHHEDE

Teky4ecTs Kaapos
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4 (T.4%)
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21 (38,9 %)

29 (53,7 %)
28 (51,9 %)
17 (31,5 %)
12 (22,2 %)
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PUCYHOK 4. OLieHKa Npo6aeM B yrnpaBneHUM NePCOHANIOM B CUCTEME FOCCY>KObI
Figure 4. Assessment of problems in personnel managementin the public service

system

TO, UTO YXECTKasa pernamMeHTaumsa ge-
ATeNbHOCTU, WM3ObITOUHAaA OOPOKpPa-
TUA MOIYT CHMXXaTb MHULMATUBHOCTb
PabOTHMKOB, UTO TECHO CBA3aHO C Op-
raHM3aLUMOHHOM KyNbTypOM Ha roc-
cny>x6e, rge nopowv AOMUHMpYeT Gop-
Manm3m.

B aTOM CcBA3UM BMOAWTCA Heobxoau-
MOCTb 6onee rnyboKoro NMoHMMaHUA
LLEHHOCTHbIX OpMEeHTaUMM N MOTUBOB
Pa3HbIX FOCCAY)KALLMX Pa3HbIX BO3-
pacToB. Beab TO, UTO MOTUBUMPYET MO-
nogéxkb (camMopeanmsaumnsa), MOXeT
OTINYATBbCA OT LEHHOCTEM CTapLUMX
MOKONMEeHUM (CTabWNbHOCTb, CTaTyC),
N CUCTEMY CTUMYNMMPOBAHMA cnenyeT
aganTMpoBaTb MOA4 3TV Pa3inMyma.

Pe3ynbTaTbl Hallero wuccnenoBa-
HUA MOKAa3bIBAOT, UTO MOYUTU KAXKAbIN
TpeTu COTPYAHMK HEeOOBOMEH Kaye-
CTBOM OLIEHKM CBOEW paboThbl, YTO yCy-
ryénaet cuTyaumnto, NO3TOMY BaXKHO
HanagWTb NPO3pPaYHbIN M CRpPaBeaIn-

YnyJweHne npouscca
PEKPYTHHIE

BHEOPEHME HOBbLIX TEXHONOTWA B
HR-npouecce

MoBLIWEHWE NPOIPAMHOCTH
CHCTEMB OUEHKM COTRYOHUKOB
Pazputve nporpamm
HACTABHWHBCTES

YaenuHeHue COUMansHEX MbroT
M NPUBMNETMA ONA COTRYOHHMKOS

11,9 %)

1] 10

Bbl MPOLLECC OLLEHKMN.

HopmaTtmeBHoOe perynnpoBa-
HMe npodeccroHanbHOro pPas3BUTUA
TaKXKe HaxoOouTcsa B CTagMn pPa3BUTUS.
HecmoTtpa Ha cyulectBoBaHMe Qe-
gepanbHoro 3akoHa N2 79-O3 o roc-
cny»kbe, yKazaHum MuHTpyga o npu-
OPUTETHbLIX HaMpPaBAEeHUAX OByYeHMs,
OTCYTCTBYET €OUHbIM CTaHOAPT KOM-
neTeHUMW O Pas3HbIX KaTeEropum ro-
CyOapPCTBEHHbIX Cly»allnx, Ha 6Gase
KOTOPOro MOXHO 6blf1o 6bl BbICTPO-
UTb MpOorpamMMmy pasBUTUSA Ha rogbl
Bnepén. lNpwv 3ToM B nocnegHmx yka-
3aHMAX, BbIMyLWEeHHbIX B MapTe 2025
r, MumHTpyoa Poccum ytBepguio ne-
pedyeHb M3 13 MNPUOPUTETHbLIX Ha-
npaBneHMM o9 roccnyxawmx, rge
onpenensgrTca NpPUoOpUTETbI B COOT-
BETCTBYOLLEM 0bydeHnn. [1na paborT-
HWUKOB FOCCNY>XObl OHW BbICTpPaMBa-
tOTCA B HECKOJIbKO LOPpYyromM ropsdnke
(pncyHOK 5).

20 (37 %)
28 (51,9 %)
26 (48,1 %)

22 (40,7 %)

30 (55,6 %)

20 30

PucyHok 5. OTMeYeHHble cny>Xawmnmmm HeobxodMMble U3MEeHEeHUs B CUCTEME

yrnpaBneHWd nepcoHarsa

Figure 5. Necessary changes in the personnel management system as indicated

by civil servants
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[MaBHbIMK  3aMpocaMu  cpeam
OMPOLLUEHHbIX CTano yBenmyeHme co-
LiManbHbIX NbroT (55,6 %), TakXKe MHO-
rme XoTaT aBToMaTm3aumm HR-npo-
ueccoB (51,9 %) n npo3padvyHOCTM B
OoueHKe coTpygHukoB (48,1 %). 21O
yKa3sblBaeT Ha TOT dakKT, UTo coTpya-
HUKM OXWOaAlT peanm3aunm bonee
COBPEMEHHbIX M YOOOHbIX MPOLLEeCcCCoB
ynpaBneHusa. Npo3padyHOCTb B OLLEHKE
COTPYOAHUKOB Tak>Xe MOXXET MOBbICUTb
goBepue K cucteMe ynpapneHums.

Bonpoc BHeapeHUs COBPEMEHHbIX
HR-TexHoMormm B rocynpaBfieHnmn
3aTparmBaeT BCE aCMEKTbl rocydap-
CTBEHHOIO ynpaBfeHnsa, B TOM Yymncne
M kagpoByto cohdepy. Moo OaHHbIMU
TEeXHONOrMamm noapa3syMeBatoTCa
[13] BHeOopeHwe CUCTeEM 3IMEeKTPOH-
HOro OOKYMeHTOO6OopOTa KagpoBs, aB-
TOMaTU3NPOBaHHbIX cUcTeM nmogbopa
M OTOGOpPA MepCcoHana, 3NeKTPOHHbIX
nopTanoB 19 obyyeHnsa M pPas3BUTUA
CNy><allMx, aHaNUTUYECKMX MaHenewn
ANsg MOHUTOPMHIaA KagpoBbIX MOKa-
3aTenen u np. [9]. Npun atom B paboTe
C. MapTbiHOBOW [13] yKa3blBaeTcd Ha
TOT PaKT, YTO, HECMOTPA Ha rnobanb-
Hbl TpeHO umdpoBon TpaHchopMa-
LMW TrocyrnpaBneHus, B HacTodllee
BpeMsa cyllecTByeT oedmumt coBpe-
MEHHbIX TEXHONOIr MW ynpaBneHma Ka-
ApaMy B rocydapCTBEHHOM CeKTope.
MHOrme opraHbl BNacTn BCE eLle ncC-
MONb3ytOT yCTapeBLUIMEe UMK Pa3po3-

MMHHHCTPBTHBHHE METOO L

DHOHOMHHECKHE METOOb
COUMaNEHO-NCUXONOTHecEHe
METOObLI

MeTofbl yOeaEHHA 1
MOTHBALMH

MeTofk KOHTPANA W
CTUMYAMPOBAHWA

0 10

HeHHble MporpamMmbl ONd paboTbl C
MepcoHarnoMm, 4YTo 3aTpyaHaeT addek-
TUBHOE yMnpaBneHue. Ona peleHuns
AJaHHOW Mpobnem B oTAebHbIX pabo-
Tax npegnaratotca [13] nnatdopmMeH-
Hble N 3KOCKCTEMHbIe moaxodbl B HR.
OHWM OOMXKHbI obecnedmBaTb egnHoe
MHPOPMaLIMOHHOE MPOCTPAHCTBO
019 BCeX Y4YaCcTHUKOB B3aMMoOOen-
CTBMA. B 4aCTHOCTU, Kaxkablv rocyaap-
CTBEHHbIN CNy»XXalnim Mor 6bl MMeTb
umdpoBon Npodunb B CUCTEME, CO-
aepxxawmm MHGopMaLMKo O ero Ha-
BblKaX, OOCTUXXEHUSAX, pe3ybraTtax aT-
TecTauni, TPAEKTOPMU KAPbEPHOro
pocTta [11]. PykoBoautenn mMornm 6Obl
Ha OCHOBe OaHHbIX Npodunen Nnoabum-
paTb KOMaHObl Mo 3a4a4u, NaHMPO-
BaTb 3aMeHYy KafgpoB, a KaHAMaaTbl Ha
roccny»0by — nogaBaTb 3a9BKM U MpPO-
XOOWTb TECTUPOBaHUSA OHMaMH.

B HacTodllee BpemMsa cyLlecTByeT
HECKO/IbKO 3M1eMEeHTOB TaKMUX CUCTEM,
B YaCTHOCTM EOMHbBIM MopTan BakaH-
CU1IW roCydapCTBEHHOM CNY>KObl, MNaT-
dopMbl ANCTaHLUMOHHOIO 0by4yeHuq,
HO MOKa 3TU WMHCTPYMEHTbl Pa3po3-
HEeHHbl W1 paboTatoT 060COBNEHHO
apyr oT apyra.

Mpobnema yoepXaHua Kagpos
Ha roccny»xbe cBsizaHa C M3y4YyeHneM
Hambonee >PPEeKTUBHLIX MeTOOOB
ynpaBneHnsa nepcoHanom. Mx aHanms
npuBeOEH Ha PUCYHKe 6.

20 (37 %)
20 (37 %)
27 (50 %)

28 (51,9 %)

35 (64,8 %)

20 30 40

PUCYHOK 6. Hanbonee adpdeKTUBHbIE, MO MHEHWMIO FTOCCNY)KaLLMX, MeTodbl YrpaB-

NeHn4d nepcCoHasioMm

Figure 6. The most effective personnel management methods according to civil

servants
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Cpenv MeTooB yrpaBfeHMa nep-
COHa/IoOM Jydylle 3apeKoMeHOoBaNu
cebs MeToAdbl KOHTPOMA U CTUMYMK-
poBaHWA (64,8 %), a TakXKe coumnanb-
HO-Mcuxonornyeckmne Mmetoabl (50 %).
AOMUHUCTPATMBHbIE W 3KOHOMMKYE-
CKMe rnoaxobl MeHee NonynapHbl, Ha
HUX npuxoantca no 37 %. [Npun aToM
B XO4€ OMnpoca BbIACHMMOCH, YTO CO-
TPYAHUKWM OOHOBPEMEHHO XOTAT: YET-
KMX MpaBU/1 U U3MEPKMMbIX MOKa3sa-
Tenenm (64,8 %), U MATKMX MeTOLOB
ynpasneHunsa n motmeaumnm 51,9 % mn 50
% COOTBETCTBEHHO. YCTapeBLUMe afl-
MUHUCTPATUBHbIE MOoAeNM paboTatoT
OObeKTMBHO Mfioxo. [lonck oTBeTa
Ha BOMpoOC 06 oueHKe 23ddeKTUBHO-

ArTecTauma

Oueska no KPI (knoqeasim
nokazarensam PoeKTHEBHOCTH)

Ouyenxa 360 rpagycos

CamooueHxa

OTapigkl KONMETr K
PYHOBOAWTENER

11,9 %)

11 (20,4 %)

CTW  OeATEeNbHOCTU  rOCydapCTBEH-
HbIX CNYXXaLMX NEeXUT B MIOCKOCTU
KpUTepmeB, KOTOpble MO3BOMAAKT 3TO
OUEHUTb. AHanM3 nyoénukaunm [7] B
3TOM cdepe yKasblBaET, YTO OEMNCTBY-
loLlasa cMCcTeMa ycTapena M 3a4acTyto
He aganTMpoBaHa K cneumdumnKe KOoH-
KPETHbIX rocydapCTBEeHHbIX. MHo-
rMe rMokasaTenum YyCTaHaB/IMBAKOTCH
«CBEPXYy» M HOCAT BIOPOKPATUYECKUM
XapaKTep, He Byay4yn Hanpamyto CBs-
3aHbl C peasibHbIMK pe3y/ibTaTaMu pa-
60Tbl. CaMy rocygapCTBEHHble Chy-
allMe nonaratoT, 4YTo Haubonee
3P PEKTUBHBIMKM MOTYT ObITb Crieayto-
Lime Kputepmm (PUCYHOK 7).

32 (59,3 %)

32 (59,3 %)

13 (24,1 %)

26 (48,1 %)

20 30 40

PucyHok 7. Hanbonee LenecoobpasHblie MHCTPYMEHTbI OLLeHKU 3PDEeKTUBHOCTU

Pa 60TbI roccniy>amx

Figure 7. The most appropriate tools for evaluating civil servants’ performance

JaHHaa guarpamMma MoKa3blBaEeT,
4TO COTPYLAHWMKWM 4Yalle BCero gose-
PAIOT  KJTACCUMYECKUM MeTodaM -
PEKTMBHOCTU: aTTecTauMm U OLEeHKe
no K/4YeBbIM Mokasatenam (no 59,3
%). TlouTn NONOBMHA OMPOLLUEHHDbIX,
OKOJ1O 48,1 %, monaratoT, YTO BaXXHbl
OT3bIBbl KOMMer m pykoBoauTenewn, a
3TO B CBOKO o4epeb MOKa3bIBAET, UTO
MHEHWE KOJNIMTIEKTUBA M PYKOBOACTBA
NIPaeT 3HAUYMMYIO POJb, MEHEE MOMYy-
NApPHbI caMooLEeHKa (24,1 %) 1 oLeHKa
360 rpagycoB (20,4 %). HoBble nof-
XoObl MoKa BHegpsatoTca cnabo, xoTsd
B paae pabot [7] npegnaraerca Ho-
Bag cUCTeMa, BKJIOYaloLWasa MHHOBA-
LMOHHOCTb, a0anTUBHOCTb, pe3yfbra-
TUBHOCTb. B paMKax undopoBmsaLmnm

[18] pa3pabaTbiBatoTca BHegpeHune
SMNEKTPOHHbIX CUCTEM MOHUTOPUHIA U
OLEHKMW, MO3BOMNSAOLLME OTCIEXMBATD
BbinonHeHWe KPl B pexunme peasb-
HOro BPEMEHMU, COBUPaTb CTAaTUCTUKY
Mo paboTe Kaxgoro nogpasgeneHus
N COTpyOAHUKaA. [MepCneKTUBHbIM Ha-
npaB/leHneM ¢aBNAeTCca oueHKa 3¢-
PEKTUMBHOCTM KOMaHOHOM paboTbl B
CUCTEME TOCCY»KObl, MOCKOMbKY pe-
3ynbTathl PaboTbl MHOMMX rocopra-
HOB HOCAT KOMaHAHbIN XxapakTep. MNpwu
3TOM OCHOBHOWM NMpo6emMon aBngeTcs
no-npexxHeMy pparMeHTaLmnsa cuctem
yrnpaBreHUs nepcoHaroMm.

BbiBoabl

B pe3ynbrate npoBegEHHOMo UcC-
CrnegoBaHUA MOXHO BblOENUTb Clie-
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aywoLume KoppensauMoHHble CBA3MW,
Habnooatowmecs Npm oueHke dakTo-
POB Mpu oTbope KaHOMOaTOB Mexay
NpodecCnNoHaNbHbIMW  3HAHUAMU U
OMbITOM pPaboThbl, a TaKXe NUYHOCT-
HbIMM KayecTBaMM [16]. PecnoHOeHThI,
KOTOpblE YKa3blBasiM, UTO B OpPraHu-
3aUMKM ecTb ycnoBua Ond pasBuTUA,
3aMETHO peXe YKa3blBaloT Ha He-
06XOOMMOCTb  «yBEMMNYEHMA  COLM-
anbHbIX NbroT», HabntogaeTca CUMb-
Hag oTpuuaTenbHaa Koppenauma R =
—0,89 Me)xay JaHHbIMM NapaMeTpaMu.
MNpegnoyteHMe obMeHa OMbITOM Kak
dopMbl 06y4YeHMAa CBA3AHO C BbICO-
KOW 3HAYMMOCTbIO Pa3BUTUA Kapbepbl
Kak dakTopa MoTmBauum R = 0,53
Bbibop atTectaumm Kak GopMbl KOH-
TPOMNA MOMOXUTENNbHO CBA3aH C Bbl-
6opoM KPI KakK MHCTpYMeHTa OLLeHKM
addpekTmBHOCTM R = 0,53, a yrIOMMHa-
HUWe Pa3BUTUA Kapbepbl Kak daKTopa
MOTMBALLMWM TaKXKe CU/IbHO CBA3aHO C
aKLLeHTOM Ha NpodecCcnoHanbHble Ka-
yecTBa KaHaumpatoB R = 0,52. TakuM
06pa30M, MOXXHO MPUNTU K BbIBOAAM,
UTO roCyOapCTBEHHbIE Cry)Kalume, Le-
HALLME PAa3BUTUE N KapbepHbIN POCT,
OOHOBPEMEHHO OPUEHTUPOBAHbLI Ha
npodeccnoHanbHble 3HaHUA U CO-
BpeMeHHble GOpMbl OByYeHUs, Takme
Kak ObMeH OrMbITOM, TPEHUHIN, a Te
PabOTHMKW, KTO OOBOMEH YCIOBUAMM
019 Pa3BUTMA, MEHbLUE aKLEHTUPYIOT
BHMMaHMeE Ha COLMANbHbIX NibroTax —
019 HMX BaKHee BO3MOYXXHOCTK pPOCTa.
Mpn aTOM nogaep»kka dopmanbHOM
oueHkKM (aTttectaumda, KPI) yka3biBa-
eTca TeMU, KTO OXXMOAET bonee CcTpo-
MM KOHTPOb CBOEN OEATENTbHOCTMU.
C TOYKM 3peHUnda aHanmsa B3au-
MOCBA3eM Mexay CPOKOM paboTbl B
CUCTEME [OCYyOapPCTBEHHOM CNyXX6Obl,
TO MPOCNEXMBaAOTCA cneyolme TeH-
neHummn. Oakrtopbl MOTUMBALUUMM pPa3-
HATCA. Tak, PabOTHMKMN, OCYyLLEeCTBNSA-
lolMe CBOK [OeATeNlbHOCTb MeHee |1
roga, 6onbllee BHUMaHUA yOEeNaoT
KapbepHOMY pocTy (12 %) 1 pa3BUTUIO
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(17 %), y Tex KTo paboTaeT 1-3 roga 6a-
30BbIM MPUOPUTETOM ABAAETCH YpPO-
BeHb 3apnnarT (2 8%), cpok cny»bbl 3-5
NEeT CMeLlaeT aKLEeHT Ha MPU3HaHUK
3acnyr (21 %) n courapaHTuax (27 %),
a Tpyodawmecd 5-10 net 3HaYMMbIMU
dakTopaMK  BbIOENAOT MPU3HaHME
(30 %) 1 3apnnaty (20 %), 6onee 10 net
M Bbllle LEHAT MHTEePECHYto paboTy
(18 %) n BO3MOXXHOCTU pa3BuTna (18
%), a 3apnaaTy BblOENAIOT Kak MeHee
3HaUYMMbIN pakTop (9 %). TakMM 06-
pPa30M, BMOHO, YTO CTaXK MPSAMO Mpo-
MOpLUMOHANMEH 3HAYMMOCTU HeMaTe-
pUanbHbIX GaKTOPOB, cpean KOTOpPbIX
MHTEepecC, MpPU3HaHWe, pas3BuUTUE, a
3apn/aTa BaXkHee a1 HOBbIX COTPYA-
HUKOB. [MpeanoynTaemMble MeToapbl
yrpaBieHna NepcoHarioM COTPYAHMU-
KaMW rocydapCTBEHHOM CNy»XObl 3a-
MOPOXCKOM 06MacTU TaKKe WMetoT
onddepeHLMaL MO B 3aBUCUMOCTU OT
CTa)ka paboTbl [12]. Tak, MeHee 1 roga
— Yalle BblOMpatoT ybexkaeHme n Mo-
TMBauuto B 25 % crydaeB U COL.-MCKU-
xonornyeckme metondbl B 25 % Kak
Hambonee npegnoydnTaemsble, 1-3 roga
— OOMUHUPYIOT METOObl KOHTPONA WU
CTUMYNMPOBaHUA (33 %), a 3-5 net -
YKa3blBalOT Ha HEOOXOOMMOCTb KOM-
O6UHauMM MeTogoB ybexaeHua (27
%) M COLL.-MCUXONTOrMYECKMX MeTOO0B
(27 %), npn atoM 5-10 neT — Npegno-
YMTalOT BGaslaHC Mexkay KOHTPONEM U
CTUMYNMpoOBaHMeM (27 %) M 3SKOHO-
MUYecKMMK MeTodamum (27 %), a 60-
nee 10 neT — genatoT 9BHbIM yrop Ha
KOHTPO/b 1 CTUMYMPOBaHMe (43 %) u
3KOHOMMUYECKME MeTodbl CTUMYINPO-
BaHMA (29 %). TakmM 06pa3oM, MOXKHO
OTMETUTb, YTO B YCMOBUAX Mepexon-
HOro mepuvoda Ba)KHA FMOKOCTb Ka-
OPOBOM MOMIUTUKKM, HEOBXOOAMMOCTb
pPa3paboTkM afanTUBHbLIX MoAenen,
MO3BOMAKOLWMNX YCUIMBATb MOTUBA-
LMIO FOCYOAPCTBEHHbIX CAYXaLMX W
CTUMYNMPOBATb UX ObICTPO MepecTpa-
MBaTbCA MO HOBble 3a4a4n.
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