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Junnomuas pabora 66 c., 8 puc., 24 Tabmn., 51 uctounuk, 5 npui.
KAJIPOBAA [TOJIMTHUKA, CUCTEMA YIIPABJIEHU A
[TEPCOHAJIOM, MOTUBALIMA, CTHUMVYJIMPOBAHUE, AJIAIITALIMA,
TIOJIBOP ITEPCOHAJIA, HAIM TITEPCOHAJIA

O6mwekt uccnenoBanus — OO0 «lentp Hensmxumoctu «Ilakomany.

[Tpenmet uccnenoanus — kaapoas noautuka OO0 «lleHTp HeIBUKUMOCTH
«ITakonan».

Llenp uccnenoBanus — pa3pad0oTaTh PEKOMEHJALMHU IO COBEPIIEHCTBOBAHUIO
OpraHu3allid KaJpoBOIl MOJUTHUKH U MeXxaHu3MoB ee peanuzanuu B OO0 «IIH
[Takonan».

B nummomHoOM paboTe mpoBeeH aHaINu3 TEOPETHUICCKUX aCTICKTOB KaIPOBOM
MOJINTUKHU, 00OCHOBaHA HEOOXOIUMOCTh €€ INIAHUPOBAHUS U PEATU3alliU, a TAKKE
OLICHKM. B mpakThueckoil 4acTH HCCIEAOBaHUS TPOBEJAEH aHAIW3 KaJpOBOU
NOJIMTUKM Ha TpUMeEpe opraHu3zanuu B cdepe Hearxkumoctu «llakomany.
[IpoBenen aHanu3 KaJpoBOW MOJUTUKHA OPTaHU3ALMHU, COCTaB KAaJIPOBBIX PECYPCOB,
MPOBEJICH aHAIU3 KaJIpOBOM MOJUTHUKU, 0003HAUYECHBI HEJOCTATKU W MPOOJIEMHbIC
acnekTol. B TpeTbeil riaBe o000mIeHBI MPOOJIEMBI U pa3padOTaHbl HAIPaBICHUS
COBEPILIECHCTBOBAHUS.

[Ipennoxensl MEpONTPUATHS:

1) CoBepuieHCTBOBaHWE CHUCTEMBI MAaTE€PUAIBHOTO CTUMYJIHPOBAHUS
paboTHUKOB. B mepByto ouepeab, HEOOXOAMMO MOBBICUTH OKJIAJ TAKUX OCHOBHBIX
pabOTHUKOB KaK COLMOJIOTH, OMNEpPaTOpbl, CHEHHAIMUCTBI IO CBSI3AM C
OOILIECTBEHHOCTHIO U crenuanucTsl 1o cBa3siM co CMU ne menee yem Ha 1000
pyOseii. YuuteiBass TOT (hakT, 4TO BCE OCTajbHble HaJ0aBKM B OpraHU3alluu
pPacCUMTHIBAIOTCS OT OKJIaAa, 3apad0THAs IUIaTa YKa3aHHbIX pa0OTHUKOB BBIPACTET
npuMepHO Ha 23%.

2) JlononHuTenbHOE OOydYeHHWE, TOBBIINICHUE KBATU(UKAIUK TEPCOHANA.
Pa3BuTuEe TpyAOBOro KOJIJIEKTHBA SIBJISETCS OJHUM W3 BaKHEHIIMX (HaKTOPOB
YCHEIIHON AeSTENbHOCTH YUPEKICHUS.

3) H3MmeHeHHE OpraHU3alMOHHON CTPYKTYPHI.
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KAJZIPABAS TIAJIITBIKA, CICTOMA KIPABAHHS ITIEPCAHAJIAM,
MATBIBAILIBISA, CTBIMVJISIBAHHE, AJTAIITALBIA, ITAZIBOP
[IEPCAHAJIY, HAEM IIEPCAHAJTY

Ab6'ext nacnenaBanns — TAA «Iputp Hepyxomacti «Ilakamany.

[Ipanmer nacnenaBanHs — KanapaBas mamiTeika TAA «LpHTp Hepyxomacii
«ITakanan».

MbTa npatibl — pacrnpanaBailb pIKaMeHAallbll a YaacKaHaJeHH] apraHi3albli
KaJipaBai maiThIKI 1 MeXaHi3may sie paamizaibi ¥ TAA «I{H ITakagany.

VY npimioMHai mpaisl npaBeI3eHbl aHali3 TIAPITHIYHBIX aCleKTay KajapaBaii
NaNiThIKI, abrpyHTaBaHa HeaOXOJHACIb s€ TJIaHABaHHS 1 paajizailbli, a Takcama
alPHKI. Y MpakThlYHAW 4YacTUbl JacliefaBaHHs NpPaBEA3€Hbl aHaNi3 KaapaBaii
NaJIThIKI Ha TMpBIKIaA3€ apradizanell y cdepsl Hepyxomacti «llakamany.
[IpaBea3eHbl aHali3 KajpaBail MaMITHIKI apraHi3allbli, CKJIaJ KaJpaBblX pacypcay,
MpaBeJ3€Hbl aHal3 KaJpaBail MaliThIKi, A3HAYaHbIS HENAaXOMbl 1 MPabJIeMHbISA
acmeKkThl. Y Tpauaid yane alaryiabHEHbl Ipaljembl 1 pacHpaliaBaHbl HalpaMKi
VIaCKaHAJIICHHS.

[IpamanaBaHbIsi MEPANIPHIEMCTBHI:

1) YnackaHaneHHe CICTAMBI MaT3pblsUIbHAra CThIMYJISIBaHHSI paOOTHIKAY. Y
MEepUIyl0 4Yapry, HeaOXOJIHa MaBBICIIb akjaj] TaKiX aCHOYHBIX pabOTHIKAY SK
canpl€nari, arnepaTapbl, CIELbIIIICTHI [1a CYBSI3SX 3 TPAMaJICKACIIO 1 CIIELbISIIICTHI
na cyBsa3sax ca CMI ve menmt ubim Ha 1000 py6néy. YniuBarousl Toi (HakT, mTO yce
acTaTHis HamOayKi ¥ apradizaipll pasiiyBaroiiia aj akiaay, 3apa0oTHas IJiaTa
Ha3BaHBIX PabOTHIKAY BhIpaciie npbikiaaaHa Ha 23%.

2) lagaTkoBae HaBy4YaHHE, MABBIIIPHHE KBamiQikaipll nepcanany. Pa3simimé
mpaloyHara KaJIeKThIBY 3'synsgeniia aaHbiM 3 HalBaxHeHmbIx (dakTapay
NacIsAxoBai A3eHHacCll YCTaHOBBI.

3) 3MsiHEHHE apraHi3albliiHal CTPYKTYPHI.
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HUMAN RESOURCE POLICIES, PERSONNEL MANAGEMENT,
MOTIVATION, STIMULATION, ADAPTATION, RECRUITMENT, HIRING

The object of research is LLC «real estate Center «Pakodany.

The subject of the research is the personnel policy of «real estate Center
«Pakodan» LLC.

The purpose of the work is to develop recommendations for improving the
organization of personnel policy and mechanisms for its implementation in LLC
«TSN Pakodany.

The thesis analyzes the theoretical aspects of personnel policy, justifies the
need for its planning and implementation, as well as evaluation. In the practical part
of the study, the analysis of personnel policy is carried out on the example of an
organization in the field of real estate «Pakodany. The analysis of the organization's
personnel policy, the composition of human resources, the analysis of personnel
policy, identified shortcomings and problematic aspects. The third Chapter
summarizes the problems and develops areas for improvement.

The proposed activities:

1) Improving the system of material incentives for employees. First of all, it
IS necessary to increase the salary of such key employees as sociologists, operators,
public relations specialists and media relations specialists by at least 1000 rubles.
Taking into account the fact that all other allowances in the organization are
calculated from the salary, the salary of these employees will increase by about 23%.

2) Additional training and staff development. The development of the
workforce is one of the most important factors for the success of the institution.

3) Changing the organizational structure.



