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Abstract. Assessment of young leaders in modern conditions is extremely important, since
the level and condition of human resources directly affect the achievement of the organization’s
goals. The personnel assessment allows not only to define the strengths and weaknesses of
employees but also makes it possible to outline a professional development plan for a particular
person, to identify his potential and inclinations that the company can use for its successful
development. Evaluation of staff in the organization should be carried out regularly so that
employees can be satisfied from the results of their work, fairly evaluated by managers, and
managers could better manage employees according to the results of the evaluation and make better
use of their abilities. In general, an important role in the implementation of the assessment belongs
to human resources specialists and managers of various ranks.

Annomayusn. OuneHka IEepcOHala B COBPEMEHHBIX YCIOBMSX aKTyalbHa, Tak Kak
npoeCcCHOHAIN3M  KaJ[pOBOTO IOTEHLMANa HANpsMyI BIUSAIOT Ha JOCTHXKEHUE Lenel
opranuzanuy. OeHKa NepcoHaa MO3BOJSAET HE TOJIBKO ONPENCIIUTh CUIIbHBIE U CIIa0ble CTOPOHBI
COTPYZIHUKOB, HO U Ja€T BO3MOXKHOCTh HAMETUTb IJIaH MPOPECCHOHATBHOTO Pa3BUTHS KOHKPETHOTO
YeJI0BEKa, ONPENEIUTD €ro MOTEHIUAI U CKIIOHHOCTH, KOTOPbIE KOMITAHHUS MOXKET UCIIOIb30BaTh IS
CBOETO YCIEIHOTo pa3BUTHs. OLIEHKa IEpCOHaNa B OPraHU3aluy JOJDKHA IPOBOAUTHCS PETYIISPHO,
YTOOBl COTPYIAHHMKH MOINIM OBITH YIOBJIETBOPEHBI pe3yJabTaTaMu CBOEH padOThl, CIpPABEIMBO
OLICHEHBI MEHEKEPAaMH, a MEHEDKEPHI MOIVIN JIyYIlle YIPAaBIATh COTPYAHUKAMH B COOTBETCTBUH C
pe3ysbTaTaMy OLEHKH U JIy4llle UCTIO0Ib30BaTh CBOU CIIOCOOHOCTH.
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Introduction
From the beginning of the 90s to the present day, a systematization of existing knowledge and
the development of new techniques have been ongoing that help to effectively evaluate personnel.
The relevance of the topic of personnel assessment in modern conditions is extremely high, since
the level and condition of personnel potential directly affects to the achievement of the
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organization's goals, such as maximum profit, ability to compete, and ensuring the social well-being
of employees.

The personnel assessment allows not only to define the strengths and weaknesses of
employees, but also makes it possible to outline a professional development plan for a particular
person, to identify his potential and inclinations that the company can use for its successful
development. Evaluation of staff in the organization should be carried out regularly so that
employees can be satisfied from the results of their work, fairly evaluated by managers, and
managers could better manage employees according to the results of the evaluation and make better
use of their abilities [1]. In general an important role in the implementation of the assessment
belongs to human resources specialists and managers of various ranks.

The state program for the implementation of the Action Strategy for the five priority areas of
development of the Republic of Uzbekistan for 2017-2021 in the Year of Science, Enlightenment
and Digital Economy sets the task to develop specific criteria and targets for evaluating the
performance of executives [2]. That is why nowadays analyze of theoretical aspects of the methods
and goals in assessment of young leaders is relevant.

Research methodology

The terminology for personnel assessment is a complex system for identifying the
characteristics of employees, which is aimed at helping the head of the organization in making
managerial decisions to increase the performance of subordinates. It should be noted that the
assessment process is associated with all the basic functions of personnel management, such as:

1. Human resources planning: assessment of performance indicators determines the
qualitative and quantitative needs of the company in personnel.

2. Recruitment: the assessment shows how effective the methods of attracting and selecting
new employees used in the company.

3. Personnel training: the assessment identifies training needs and determines the
effectiveness of existing training programs.

4. Formation of a personnel reserve: it is based on an assessment of the work and working
behavior of company employees.

5. Analysis of staff: assessment allows employers to determine the standards and indicators
with which to evaluate the working behavior of employees of a particular company.

6. Personnel development: assessment reveals the working potential of employees.

7. Material incentive system: evaluation increases the effectiveness of motivational systems.

Personnel assessment procedures are basic for a number of aspects of work with personnel
that are necessary for hiring, training, promotion, reduction and dismissal, reorganization and
promotion.

The main objectives of the assessment are as follows:

— determining the relationship between the costs of maintaining an employee and the amount
of work actually performed by him, in other words, how it is profitable to keep a specific employee
in a particular place;

— assessment of the potential of existing employees - the possibility of nominating one of
them to senior positions without the cost of finding and training new employees;

— revealing the functional role of an individual employee whether he is only a team player or,
when certain conditions are created, he can manifest himself as a bright personality, etc.

As a result, the measures taken have a positive effect on the performance of individual
employees and the company as a whole.
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Foreign experience

In Japan, personnel assessment is based on determining the abilities of each individual
employee, which corresponds to the country’s production philosophy. A feature of such a personnel
assessment is its obligatoriness for each employee and strict periodicity. American companies
primarily pay attention to the basic salary and the overall “set” of employee benefits. Payments to
lower-level managers are usually set at the level of salaries typical of the respective positions in
other companies. At some American enterprises, the increase in wages depends not so much on the
output as on the advanced training of the employee and the number of acquired specialties [3].

At some industrial enterprises in Germany, agreements are concluded under which the
employee is obliged to use his potential to the maximum possible extent, outlining certain
performance indicators. At the same time, he has the right to manage his working time at his own
discretion. As a result, labor motivation increases — a person not only fulfills the tasks assigned to
him but is also involved in the management of his activities. In England, France and a number of
other countries, the so-called flexible payment system has spread, based on the consideration of the
individual qualities of the employee, his merits and work results using special rating scales for a
number of factors. Highly qualified specialists and workers support this system. In Russia, there is
an active revision of the approach to personnel assessment. A distinctive feature is the use of a
whole range of different methods aimed at assessing compliance with a variety of indicators and
criteria [4-5].

Research results
We are talking about working, personal, behavioral, and other characteristics that measure the
effectiveness of an employee.

[ Reachability

‘ Obijectivity: the development of the criteria is carried out
for a specific position

Transparency: employee expected results

Compliance to the post

Understanding and connectedness with the most important

[ Motivation to achieve results
[ results of work

Dynamism: the ability to evolve in accordance with
current changes in the organization

Figure 1. Basic requirements for assessment criteria  (https://www.kp.ru/guide/otsenka-
personala.html).

Each criterion determines how the work function should be performed in order to fully meet
the requirements of customers and the company.

In development of personnel assessment criteria, there are several factors to be considered
such as the specifics of the organization’s activities, the market segment in which it operates, the
goals and objectives of the assessment — that is, what is planned to be obtained from it. It is also
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necessary to determine which of the criteria will be prioritized. For example, when evaluating line
personnel, the main criterion may be the quality of work: absence of errors, following service
standards, discipline, loyalty, workload.

Personnel Evaluation Criteria

Performance assessment
process is based on comparing the performance
ators of a particular employee with the indicators
ned for a given period of work and position. To
iis, before starting the assessment, it is necessary
set clearly measurable tasks. The employee’s
arformance can be expressed in the number of
mpleted projects, the amount of profit, or in the
number of transactions.

Competency assessment
In this case, the knowledge and skill of the employee, his
ability to apply them in practical work, as well as behavior
and personal qualities are evaluated. One of the most
effective ways to assess competencies is to solve situational
problems, taking into account the specifics of the position
that to occupy an employee occupies or plans.

. /

Figure 2. Criteria for staff assessment (https://www.kp.ru/guide/otsenka-personala.html).

The development of evaluation criteria is usually carried out by a specialist in the personnel
department together with the manager or with the employees who perform the relevant work. This
is necessary so that the criteria can be clear to all participants in the assessment and take into
account the specific conditions and content of the work. There are many approaches to the
assessment of personnel, but they are usually grouped into three groups, in accordance with their
focus.

3
qualitative method
)\
guantitative method
|
combined method
4

Figure 3. Personnel assessment approaches (https://www.kp.ru/guide/otsenka-personala.html).

If we consider their broader qualitative methods, their second name is “descriptive”, since
they characterize employees without applying rigorous quantitative data. Qualitative assessment
includes:

— The matrix method is a comparison of the qualities of a particular person with the ideal
employee model for a particular position.
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— The method of a system of arbitrary characteristics — the personnel service or manager
identifies the largest achievements and the most serious violations in work and draw conclusions
based on their comparison.

— Assessment of task performance is the simplest method in evaluating the employees
working as a whole.

— The “360 degrees” method is an employee’s assessment by colleagues, managers,
subordinates, customers and himself.

— Group discussion - a conversation of an employee with a leader or experts in this field of
activity about the results of his work and prospects.

The second approach to personnel assessment is quantitative methods. These methods are
considered the most objective, since all the results of their implementation are expressed in
numbers:

— Scoring method. For each professional achievement, the staff receives a certain,
predetermined number of points, which are summed up according to the results of a specific period
- month, quarter or year.

— Rank method. A group of managers is something like a rating of employees, then all
ratings are checked against each other, and those employees who are in the lowest positions are
fired or transferred to a less responsible position.

— Free scoring method. In this case, each quality of the employee is evaluated by experts for
a certain number of points, and the results are summarized. Based on the facts received, a rating is
compiled.

And the last approach: combined methods. It includes the most effective approaches to
assessment, since they use both descriptive and quantitative aspects:

— Summation method Each characteristic of the employee is evaluated on a certain scale, and
then a certain average indicator is displayed, compared with the ideal for a particular position.

— Grouping system. All employees are divided into several groups - from those who work
unsatisfactorily to those whose work is almost impeccable.

All of these methods are able to evaluate only a specific aspect of the employee’s work or its
socio-psychological characteristics, therefore, recently HR departments or personnel consultants are
increasingly using complex universal methods for objective assessment analysis, which incorporate
the achievements of all available approaches.

Conclusions and suggestions

In conclusion, it should be noted that the choice of a personnel assessment method for each
specific organization is a unique task that can only be solved by the management of the organization
itself, sometimes involving professional consultants.

As suggestions, it could necessary to select, adapt assessment procedures and methods that are
adequate to its goals, objectives, and organization features. When choosing methods, it is also
important to consider the following parameters:

1. The suitability of the method for assessing the required behavior, qualities and results.

2. The suitability of the method for working with evaluated personnel's data.

3. The suitability of the method for the assessment situation.
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