AHOTAIIA

Koponvos /]. C. ®opmyBaHHS KOMaHJ y TOM-MEHEKMEHTI KOpHopalliii Ha
OCHOBI KOMIIETEHTHICHOTO miaxoay. — KBamidikarriiina HaykoBa mparls Ha IpaBax
PYKOIIHCY.

Hucepramisi Ha 3100yTTS HAyKOBOTO CTYIMEHs 1IoKTopa (imocodii 3a

cnemianpHicTIO 073  «MenemkmenT» rany3i 3HaHb 07 «YmpaBiaiHHA Ta

aJIMiHICTPYBaHHS». [lonTaBchkuii  AepKaBHUM  arpapHUidl  YHIBEPCHUTET
MinictepcTBa OCBITH 1 HayKu YKpainu, [lonrasa, 2021.

HucepratiiiiHy poOOTy NPHUCBSIYEHO MOMIMOIECHHIO TEOPETUYHMX 3acaj Ta
pO3po0IIl THCTPYMEHTapi0 POpMyBaHHS KOMaH] B TOI-MEHEKMEHTI KOpHopauini
Ha OCHOBI1 KOMIIETEHTHICHOTO MiJIXOY.

VY nucepraiiiiHiii poOOTI pO3IJISHYTO TEPMIHOJIOTIUHI 3acaiyl YIpPaBIIHHS
IEPCOHAJIOM Ha 3acajax KOMIIETEHTHICHOTO MiaxoAy. Po3po0ieHo CTpyKTypHO-
JIOTIYHY CXEMY B3a€MO3B’SI3Ky Ta C(HOPMOBAHO 1€pApXil0 KIIOUOBHUX KOHIIEITIB
NPEIMETHOI UApPUHU  JOCHIKEHHA. PO3BMHYTO  KOHUEMNUIIO  YIpaBIiHHSA
NEPCOHAJIOM KOMIIaHIi Ha OCHOBI KOMIIETEHTHICHOTO mifxoxy. CuctemMaTu3oBaHO
cTpaterii hopMyBaHHS MOJIEJICH KOMIIETCHIIIH IpalliBHUKIB KomnaHii. JlocmimpkeHo
METOAM Ta TEXHOJOrli (OpMyBaHHA KOMaHJA B TON-MEHEHKMEHTI KOPIOpaLii.
ApnantoBaHo Mojenb «20 rTpaHed» 0 BHKOPUCTAHHS 3 METOI0 OIIHKU
KOMITIETEHLIM TOM-MEHEIKEPIB y CKJIaAl YNpPaBIIHCHKOI KOoMaHAW. Po3risiHyTo
Kputepii  ¢GopMmyBaHHS  Ta  (YHKUIOHYBAaHHA  KOHKYPEHTOCIPOMOKHHX
YOPABIHCHKUX KOMaHJI Y KOHTEKCTI KOMIIETEHTHICHOTO Mmiixoay. BuszHadeHo
JKepera Ta MepeyMOBHA OTPUMAHHS CUHEPTEeTUYHOTO €(PeKTy BiJl JIsJIBHOCTI TOII-
MEHEKEPIB Y CKJIaal ympaBiiHCbkoi komaHau. ChOpMOBAHO 1HCTPYMEHTApin
MOJICJIIOBAaHHSI KOMIETEHIIM TOM-MEHEKepa y CKJIaAl YIpaBIiHCHKOI KOMaH/IH.
OuiHeHO BIAMOBIAHICTH TON-MEHEHKEPIB KOMIMAHIT MpPOPLI0 KOMIETEHIIN
YYaCHHKIB YIPaBIIHCHKOI KOMaHIM. BU3HAUeHO HAMpsMU ONTHUMI3allii CTPYKTypHU
KOMaHJI1 TON-MEHEKEPIB KOMIIaHIi 3 METOI0 OTPUMaHHS €PEeKTy KOMIIETeHIIMHOT

CUHEPTTIi.



HayxoBa HOBM3HA o/iepKaHKX B IUCEPTalliiiHIil poOOTI pe3ysbTaTiB MOJSTae
y PO3pOO0JICHHI TEOpeTUYHUX 3acan (OopMyBaHHS KOMaHJ] B TOIM-MEHEIKMEHTI
KOpIiopaliiifi Ha OCHOBI KOMIIETEHTHICHOTO MIAXOAY 13 ypaxyBaHHSM PO3po0JIeHOT
KOHIICTIIIi YMpaBJIiHHS TEPCOHAJIOM HA OCHOBI KOMIETEHTHICHOTO MiIXO0my 1
BUKOPUCTAHHSAM 3aIIPOIIOHOBAHOTO 1HCTPYMEHTAPII0 MOJEIIOBAHHS KOMIIETEHIIN
TOI-MEHEKEPIB Y CKJIaJIl YIIPaBIIHCHKOI KOMaH/IH.

Brnepiie po3po0ieHO KOHIICTIIIO YNpaBiIiHHS MEPCOHAIOM Ha OCHOBI
KOMITETEHTHICHOTO MIJIX0/y, KA BU3HA4Ya€ TEOPETUYH1 (MeTa, KII0YOB1 KOHIIENITH
NpPEAMETHOI I[apUHM JOCHIDKCHHS, 3aBJaHHA Ta TMPUHLIUIM peani3aiii) Ta
npukiIaaHi (Buau, crpaterii opmyBaHHS Ta KpuTepili €PEeKTUBHOCTI Mojenei
KOMIIETEHIIIM, pIBHI BUMOT JO mMocagd Ta chepu KOMIETEHTHOCTI) 3acaju
JOTPUMAHHSI KOMIIETEHTHICHOT'O MIIXO/AY B YIPaBIIHHI epcOHAOM. JloTpuMaHHs
TEOPETUYHUX Ta TMPUKIAJHUX 3acaj] YMPaBIIHHSI TEPCOHAIOM Ha OCHOBI
KOMIIETEHTHICHOTO IIXOAY BIATOBITHO JI0 pO3pO0JIeHOI KOHIEMIii 3abe3nedye
PO3BUTOK KOMIIETEHIIIIl TMPALIBHUKIB SK CTPATEridyHOrO aKTHUBY KOMMAaHIi Ta
CTBOPIOE MiJICTaBH JUIsi (pOpMyBaHHS €(PEKTUBHHX KOMaH]| B TOI-MEHEIKMEHTI
KOpropatli Ha OCHOBI IPUHIMMIB AU(EpeHITialli Ta CHHXPOHI3a1lii KOMIETEHIIH.

HalyB moganbpiioro po3BUTKY 1HCTPYMEHTAPii MOACIIOBAHHS KOMITETEHIIIH
TOTN-MEHEKEPIB KOPIIOpaIlii y CKIIaJi KOMaH/IM 3a PAXyHOK YTOYHEHHS CTPYKTypHU
Ta €JIEeMEHTHOr0 CKJaay Mojell KoMreTeHli «20 rpaHeil» y 4yacTuHI JOJaBaHHS
Ipynu KOMIIETEHIIIM, 10 XapaKTepu3ylTh PIBEHb BOJOMIHHS YHPABIIHIISIMU
HaBUYKamMu 3a (axom Tta mpodiiem mgisubHOCTI («®PaxoBl KOMIETEHIIi») Ta
okpemMux KomneTeHUld («OpieHTaliss Ha CTUMYJIM Ta MOTHUBAaTOpH»), a TaKOXK
IPUBJIACHEHHS PI3HOI BarM KOMIETEHLISIM 3 TOYKM 30py IX 3HAUyIIOCTI Yy
3a0e3MeYeHHI KOMaHHOTO PE3YJIbTATy, 10 CTBOPUIIO MiJCTaBH JIJIsi KOMIUIEKCHOTO
OIIHIOBAHHS KOMIIETCHTHICHOI BIJIIOBIIHOCTI TOI-MCHEKEPIB BUMOIraM JI0
YYaCHUKIB YIIPaBIIHCbKOI KOMaH/IH.

OTpuMany pO3BUTOK MPHUHIIMIIOBI 3acajy OIIHIOBAHHS PE3yJIbTaTUBHOCTI
GyHKIIOHYBaHHS KOMaHAM TOM-MEHEIKEPIB KOPIOpAIlii MUISIXOM OOTpyHTYBaHHS

HEOOXITHOCTI OTpUMaHHS €(eKTy KOMIIETEHLIMHOI CHHEpTii, U0 JOCSATAEThCS 3a



YMOB BHYEPIIHOTO pO3MOJALTY (OpMajibHUX TMOBHOBAXKEHb MIK YyYaCHUKaMU
KOMaH/AM (aaMIHICTpaTHBHA CHHEPTis), PAIliOHAIBFHOTO PO3MOALTY KOMaHIHHUX
poJieil BIAMOBIAHO 70 Cy0’€KTUBHMX KOMIIETCHIIIH YYAaCHUKIB Ta €Taly PO3BUTKY
KoMaH/aM ((PyHKIIOHATbHA CHUHEPTis), 3a0€3MeYeHHs] PIBHOTO JOCTYIY YYaCHUKIB
JI0 YNpaBIIHCHKOI 1H(opMalii (CTpykTypHa cuHepris). OgHouacHe BUKOHAHHS
BU3HAYCHUX YMOB 3a0e3redye OTpUMaHHS MO3UTUBHOIO CHHEPTEeTUYHOTO €eKTy
BiJl B3aeMOJii YJaCHUKIB KOMaHIU TOII-MEHEKEPIB OCATAETHCS 3a PaxXyHOK
MOEHAHHS PI3HOIIAHOBUX KOMIETEHIIM (haxiBI[IB BHUCOKOIO TaTyHKy Ta iX
HAJAIITOBAHOCTI Ha 3a0€3MeUeHH KOMAHIHOIO PE3YJIbTATY.

HaOyB mopayibiioro po3BUTKY MiAXiJ A0 MOOYJOBU ONTHUMAJIbHOI MOJEINI
KOMYHIKAI[lil TOM-MEHE/DKEPIB Yy CKJIaJl KOMaHAM Ha IIJICTaBl BpaxyBaHHS
cnenudiku mepebiry i1H(OpMaliiiHUX TPOIECIB B paMKax KOMaHIU TOII-
MEHEJKEPIB SIK PIZHOBUJIY MaJIOi TPYNU YIPABIIHIIB BUCOKOTO CTaTyCy, IO
JIO3BOJIMIIO OOTPYHTYBAaTH JOLUIBHICTh (POPMYBaHHS KOMYHIKAIIfHOI CXeMU B
KOMaH/1 TOM-MEHEIHKMEHTY 3a MPUHIUIIOM JICLIEHTPaNII30BaHOI OaraTokaHalbHOI
MEpeXi 3 MEeTOI 3a0e3leueHHsI PIBHOTO OE3MepeniKogHOro JOCTYIy BCIX
YYaCHHMKIB J10 1HPOPMALIIMHUX MOTOKIB.

OTpumaB pO3BUTOK MiAX1]T 10 OI[IHIOBAaHHS KOMIETEHI[IH TOM-MEHEHKEPIB y
CKJaJl KOMaHAM, BIJIMIHHICTIO SKOTO BIJI ICHYIOUMX € TpelaupyBaHHS
KOMIIETEHIIIM TOM-MEeHEHKEPIB BIAMOBIIHO A0 iX posti y 3a0e3ne4eHH1 KOMaHIHOTO
pe3yNbTaTy Ha MiACTaBl PO3PaxyHKY arperoBaHOrO TMOKAa3HHKA PIBHS PO3BUTKY
KOMIIETEHIII TOM-MEHEKEPIB, 10 CTBOPIOE MOKJIIUBICTh OLIIHUTHU 3/IaTHICTh TOII-
MEHe/Kepa Kopropaiii 10 37arokeHoi poOOoTH Ta OTPUMAHHS CHHEPTeTUYHOTO
edeKTy BiJ] KOMaHIHOI criBIpali. BukopucTanHsi B mpoIieci OIIHKK KOMITETEHITIH
Metony «360 rpamyciBy (a0 METOIy 3BOPOTHOTO KOJEKTHUBHOTO 3B’S3KY)
3a0e3nedye 00 €KTHBHICTh pE3YIbTAaTIB OIIHKKM EKCIEPTIB Ta CaMOOIIHKHU
VOPABIIHIIB Ta € MIATPYHTSIM i TOOYyAOBH TPOQUIIB KOMIIETEHINH TOTI-
MEHE/KEPIB KOPIOopaIllii IK y4aCHUKIB KOMaHIHOTO MPOEKTY.

VY aockoHalleHO METONUYHY 0a3y MOJCIIOBAHHS KOMIIETEHIIN MpalliBHUKIB

KOMIIaHii Ha miAcTaBl ¢opmMaiizalii XapakTepUCTUK cTpaTerii (opmyBaHHS



MOJIeJIeld KOMIIETEHIII Ta CHUCTeMaTu3allii yMOB ONTHUMAaJIbHOTO 3aCTOCYBAHHS
CTpaTeriii 3aJeKHO BiJ] 00paHOTO KOMMAHIE Miaxoay 1o (GopmyBaHHS Mojemei
KOMIIETEHIIIM TpaIliBHUKIB 32 KPUTEPIIMH iX YHIKQJIBbHOCTI Ta JMHAMIYHOCTI, III0
JI03BOJIMJIO OOIPYHTYBAaTH HEOOXIJHICTh AOTPUMAaHHS OanaHCy MiX BUTPATHICTIO
Ta CKJIQJHICTIO peati3allii CTpaTerii Ta 3HaYyIIICTIO OCAJAN B CUCTEMI YIIPaBJIiHHS
KOMIIaHI€10 Ha IMICTaBl MPHUHIMITIB CHHXPOHI3aIli Ta AudepeHiiaii KoMIeTeHIIH
MIpaIliBHUKIB.

YTOYHEHO YSIBIEHHS MPO CTPYKTYPY TEPMIHOJOTIUHOTO f/ipa MPEeAMETHOI
LApUHU JOCIIJKEHHS «YIPaBIIIHHS IMEPCOHAIIOM HAa OCHOBI KOMIIETEHTHICHOTO
HIIX0QY» 32 PaXyHOK PO3POOKM CTPYKTYPHO-JOTIYHOI CXEMH B3a€EMO3B’SI3KY Ta
dbopmyBaHHs  lepapxii  MOro  KIIOYOBUX  KOHULEMNTIB  («Keanigixayisy,
«KOMNemeHYisny,  «KOMNemeHMHICMbY,  «KOMNemMeHMHICHUlL — nioxioy), 10
JTIO3BOJIMIIO OOTPYHTYBATH KJIIOYOBY POJIb KOMIIETEHIIM TpaiiBHUKa y HaOyTTI
KOHKYPEHTOCTIPOMOKHOCTI SIK CAMHUM TPAIIBHUKOM, TaK i CUCTEMOIO YIPaBIIHHS
MEPCOHAJIOM KOPIOpAIlii Ta KOPIOPAIIEIO B IIJIOMY.

YTOYHEHO CYTHICTh MOHATTS «KOMIETEHIIIHHA CUHEPTID K KOMILIEKCHOTO
KpUTEPII0 €PeKTUBHOCTI (DYHKLIOHYBAHHS YIPABIIHCHKOI KOMaHIH, HKepeaaMu
OTPUMaHHS SIKOTO BHU3HAHO aJMIHICTPATUBHY, (YHKIIOHAJIbHY Ta CTPYKTYpHY
CUHEPTiI0, a yMOBaMH 3a0€3MEUYEeHHS — BIJMOBIHICTh OPTaHi3aIiifHoi, poJLOBOI Ta
KOMYHIKaTUBHOI CTPYKTYp KOMaHAM UM I CTBOpPEHHs Ta creuudim sx
IHTErpalliifHOTO0 YTBOPEHH. AHaII3 JHKepell BAHUKHEHHS €(DeKTy KOMITETeHIIIMHOT
cUHeprii Bil (yHKIIOHYBaHHS KOMaHJMA TOM-MEHEIKEPIB CTBOPUB MIiACTABU IS
BU3HAYCHHS Ta CHCTEMATH3allli MPAaKTUYHUX MEPEIyMOB HOTO 3a0€3MeUcHHS.

[IpakTiuHe 3HA4YEHHS OJIEPKAHUX PE3YJIBTATIB TOJATAE Y MOMKIUBOCTI
BIIPOBAKEHHS PE3YJIbTATIB JOCIIKEHHSI B YNPAaBIIHHS MEPCOHAJIOM KOpHoparii
Ha 3acaJax KOMIIETeHTHICHOTO miaxoxy. Hamani B poOoTi mpomo3uilii 1momo
MOJICJIIOBAHHS Ta OIIHIOBAHHS PIBHS PO3BUTKY KOMIIETEHIIIH TOM-MEHEHKEPIB Y
CKJIaJl YIpPaBIIHCHKOI KOMaHAM CTBOPIOIOTH MiJCTaBU MJisi BU3HAYEHHS JKEpen
OTPUMaHHS CHHEPTeTUYHOTO €(dEeKTy Bij| CHIBIIpAIll YIPABIIHIIIB Ta PO3BUTKY iX

KOMAaHHUX KOMIIETEHIHN.



KitodoBi cioBa: ympaBiiHHA TIEPCOHAIIOM, KOMIMETCHTHICHUW MiAXiJ,
MOJieJb KOMIETEHIIH, TOM-MEHEIKep, KOMaHIa, KOMIIETEHIIIiHa CHHEpris,

anCFOBaHI/IfI ITIOKAa3HHK.

ABSTRACT

Korolov D.S. Formation of teams in the top management of the corporation
based on the competence approach. — Qualifying scientific work on the rights of
the manuscript.

Dissertation for obtaining a scientific degree of doctor of philosophy,
specialty 073 «Managementy», field of knowledge 07 «Management and
administration». — Poltava State Agrarian University of the Ministry of Education
and Science of Ukraine, Poltava, 2021.

The thesis is dedicated to the deepening of theoretical foundations and the
development of tools for team building in the top management of the corporation
on the basis of a competency approach. The dissertation considers the
terminological principles of personnel management on the basis of the competence
approach. The structural-logical scheme of interrelation is developed and the
hierarchy of key concepts of a subject sphere of research is formed. The concept of
personnel management of the company on the basis of the competence approach is
developed. Strategies for forming competency models of the company's employees
are systematized. Methods and technologies of team building in the top
management of the corporation are studied. The "20 faces" model has been adapted
for use in order to assess the competencies of top managers in the management
team. The criteria of formation and functioning of competitive management teams
in the context of the competence approach are considered. The sources and
prerequisites for obtaining a synergetic effect from the activities of top managers in
the management team are identified. The tools for modeling the competencies of a
top manager in the management team have been formed. The compliance of the

company's top managers with the competency profile of the management team



members was assessed. The directions of optimization of the structure of the team
of top managers of the company in order to obtain the effect of competence
synergy are determined.

The scientific novelty of the results obtained in the dissertation is to develop
theoretical principles of team building in the top management of the corporation
based on the competency approach, taking into account the developed concept of
personnel management based on the competency approach and using the proposed
tools for modeling competencies of top managers.

For the first time a concept of personnel management based on a
competency approach was developed, which defines theoretical (purpose, key
concepts of the subject area of research, tasks and principles of implementation)
and applied (types, strategies and criteria for effectiveness of competency models,
levels of requirements and competences) competency-based approach in personnel
management. Adherence to the theoretical and applied principles of personnel
management based on the competency approach in accordance with the developed
concept ensures the development of employee competencies as a strategic asset of
the corporation and creates grounds for forming effective teams in top management
based on the principles of differentiation and synchronization.

The tools for modeling the competencies of top managers of the corporation
as part of the team were further developed by clarifying the structure and elemental
composition of the competency model 20 faces" in terms of adding a group of
competencies that characterize the level of skills in the profession and profile
("Professional competencies™) and individual competencies (“Focus on incentives
and motivators™), as well as assigning different weights to competencies in terms
of their importance in ensuring team results, which created the basis for a
comprehensive assessment of the competence of top managers to the requirements
of management team members.

The basic principles of evaluating the effectiveness of the team of top
managers of the corporation by substantiating the need to obtain the effect of

competence synergy, which is achieved under the conditions of exhaustive



distribution of formal powers between team members (administrative synergy),
rational distribution of team roles according to subjective competencies and stage
of development teams (functional synergy), ensuring equal access of participants to
management information (structural synergy). Simultaneous fulfillment of certain
conditions provides a positive synergetic effect from the interaction of team
members of top managers is achieved through a combination of diverse
competencies of high-quality professionals and their willingness to ensure team
results.

The approach to building the optimal model of communication of top
managers in the team on the basis of taking into account the specifics of
information processes within the team of top managers as a kind of small group of
high status managers, which justified the feasibility of forming a communication
scheme in a top management team. decentralized multi-channel network in order to
ensure equal unimpeded access of all participants to information flows.

An approach to assessing the competencies of top managers in the team has
been developed, the difference between which is the grading of competencies of
top managers in accordance with their role in ensuring team results based on the
calculation of an aggregate indicator of the level of competencies of top managers.
manager of the corporation to work together and get a synergistic effect from
teamwork. The use of the 360-degree method (or collective feedback method) in
the process of competency assessment ensures the objectivity of the results of
expert assessment and self-assessment of managers and is the basis for building
competency profiles of top managers as team members.

The methodological base of modeling the competencies of the company's
employees has been improved on the basis of formalizing the characteristics of
strategies for forming competency models and systematizing the conditions for
optimal application of strategies depending on the company's approach to forming
competency models for their uniqueness and dynamism, which justified the need to

balance costs. and the importance of the position in the management system of the



company based on the principles of synchronization and differentiation of
competencies of employees.

The idea of the structure of the terminological core of the subject area of
research 'personnel management on the basis of competence approach” by
developing a structural and logical scheme of the relationship and forming a
hierarchy of its key concepts (“qualification”, "competence”, "competence",
"competence approach”), which allowed to substantiate the key role of the
employee's competencies in gaining competitiveness both by the employee and the
personnel management system of the corporation and the corporation as a whole.

The essence of the "competence synergy" concept as a comprehensive
criterion for the effectiveness of the management team, the sources of which are
administrative, functional and structural synergy, and the conditions of compliance
- compliance of organizational, role and communication structures of the team to
its goals and specifics as an integration entity. Analysis of the sources of the effect
of competency synergy from the functioning of the team of top managers created
the basis for defining and systematizing the practical prerequisites for its provision.

The practical significance of the obtained results lies in the possibility of
implementing the results of the research in the personnel management of the
corporation on the basis of the competence approach. The proposals presented in
the paper on modeling and assessing the level of development of competencies of
top managers in the management team create a basis for determining the sources of
synergies from the cooperation of managers and the development of their team
competencies.

Keywords: personnel management, competence approach, competency

model, top manager, team, competence synergy, aggregate indicator.
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