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DIAGNOSIS OF PROJECT MANAGEMENT MATURITY AS A SOURCE OF INFORMATION ABOUT FACTORS AFFECTING
EFFICIENCY OF PROJECT MANAGEMENT

Dolata M., Ph.D., Assistant Professor, Department of Organisation and Management Theory, Poznan University of Economics (Poland)

Hoaara M. /liarHocTHKa 3aBepUIEHOCTI NpoLecy yNpaBJiHHS NPOEKTAMH K JuKepesa iHpopmauii npo ¢pakropu, 0 BIVIMBAIOTH HA
eeKTHBHICTh NPOEKT-MEeHEKMEHTY.

Mertoro JaHOi CTaTTi € OOrOBOPEHHS MUTAHHS 1010 3aBEPIICHOCTI MPOLECY YIPABIiHHS MPOEKTAaMHU 3 TOYKH 30pY 3J1aTHOCTI OpraHizarii 10
BUSIBIICHHS (haKTOPIB, 110 BIUTHBAIOTH Ha ¢()EKTUBHE YIIPABIiHHS IPOSKTaMH. 3PO3yMiJIo, IO, SIKIO He Oy/e CTPYKTYPOBAHOTO Ta HAyKOBOT'O MiIXOLY
10 TIPaKTUKH YHPaBIiHHS, OPraHi3alii ONMMHATECS B OKeaHi OpraHi3alifHOro PO3BHUTKY i, TAKUM YHHOM, OyIyTh HE B 3M03i BIIOPATUCS 3 YHCICHHUMH
BHUKJIMKaMH, sIKi CydacHa ermoxa iM Kuae. BiampaBHOIO TOYKOIO UL AUCKYCIl € MOaHHs XapaKTePUCTHK OPraHi3aliifHol 3aBepIICHOCTI IPOEKTHOTO
MEHEDKMEHTY Ta OKPEMHX CBOIX MOENEH, 110 J03BOJIE B CTATTI NMPUHTH 10 BHCHOBKY, IO Opraisauii, sIKi MalOTh MOXIIHMBICTb MaiCTEpHO
KepyBaTH MPOeKTaMHu, (PYHKIIOHYIOTh OLIbII €)EKTHBHO 1 MOXKYTh BIIOPATHCS i3 3MiHAMH, a TAKOX 3PO3YyMIiTH NMPUYMHHM iXHIX yCIiXiB 1 HEBaY, i, K
HACJIiIOK, BAKOPHCTATH iX HACIIKH IS BJIACHOT BUTOU, TOOTO PO3BUTKY OpraHizarii.

Kniwouosi cnosa: ynpapiiHHS IPOEKTaMU, 3aBEPIICHICTh OPraHi3alliiHOTO yIPaBIiHHS IPOSKTOM, PO3BUTOK OpraHizarii.

Jomara M. JIlMarHocTMKa 3aBepUIEHHOCTH IpoLecca YNPaBjieHUs NPOEKTAMHM KaK HCTOYHUKA HHpopmauuu o daxropax,
BJIHAIOMMX HA 3P PEKTHBHOCTL NPOEKT-MEHEIKMEHTA.

Llenblo JaHHOM CTAaThH SBILIETCST OOCYK/ICHHUE BOIIPOCA O 3aBEPLICHHOCTH MPOLIECCa YIPABICHUS IPOSKTAMU C TOUKH 3PEHHS CIIOCOOHOCTH
OpraHU3aliy 17T BBUIBICHHS (D)aKTOPOB, BIHSIONX Ha 3()(EKTHBHOE ympaBieHHE IPOoeKTaMu. SICHO, 4TO, ecii He OyAeT CTPYKTypPUPOBAHHOTO U
HAay4HOrO I0JX0Ja K IPAKTHKE YIPABICHHS, OPraHW3aliM OKAKYTCS B OKEaHE OPraHM3allMOHHOTO Pa3BHTHs M, CJIE/JOBaTelbHO, OyIyT HE B
COCTOSHUM CHPABHUTHCS C MHOTOYHCIICHHBIMU BBI30BAMHU, KOTOPBIE COBPEMEHHas 310xa uM Opocaetr. OTHPAaBHON TOYKOW IS JUCKYCCHH SIBISCTCS
MPE/CTaBICHIE XapaKTEPUCTUK OPraHMU3aLMOHHON 3aBEPIICHHOCTH MPOEKTHOTO MEHE/KMEHTA M OTACNBHBIX CBOMX MOJEJeil, YTO IO3BOISIET B
CTarhbe NMPHATH K BBIBOAY, YTO OPTraHHU3aLMH, KOTOPBIE HCKYCHO YIPABILSIIOT IIPOEKTaMH, QYHKIMOHUPYIOT Gostee 3(pGEeKTHBHO U MOTYT CIIPaBHTHCS C
M3MEHEHUSIMH, a TAKKe MOHATh IPUYHHBI UX YCIEXOB U HEY/a4, U, KaK CIIeJICTBHE, UCIIONb30BaTh X IOCICACTBHS 1)1 COOCTBEHHOM BBITOJIBI, TO €CTh
Pa3BUTHUsI OPraHU3ALMH.

Knrouegvie cnosa: ynpapieHue IpoeKTaMu, 3aBEPIICHHOCTh OPraHM3alHOHHOTO YIIPABICHHS IPOEKTOM, Pa3BUTHE OPraHU3aLHH.

Dolata M. Diagnosis of Project Management Maturity as a Source of Information about Factors Affecting Efficiency of Project
Management.

The aim of this article is to discuss the issue of project management maturity from the perspective of an organisation’s ability to identify
factors affecting efficient project management. It is clear that unless there is a structured and scientific approach to the practice of management,
organizations would find themselves adrift in the Ocean called organizational development and hence would be unable to meet the myriad challenges
that the modern era throws at them. The starting point for the discussion is a presentation of the characteristics of organisational project management
maturity and its selected models, which allows, further in the article, to conclude that organisations which master project management perfectly
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function much more efficiently, can cope with changes and understand the causes of their success and failure, and, as a consequence, use them for
their own profit, i.e. development of the organisation.
Keywords: project management, organisational project management maturity, development of an organisation.

Project management has been one of the most dynamically developing areas of management sciences, which is clearly shown by an increasing
number of temporary, complex, highly innovative undertakings completed with the use of projects as part of organisations’ tasks. Until recently,
projects were mainly associated with computer science and the construction industry; currently, however, the project approach is applied in various
organisational areas, regardless of the type and object of the business. Organisations that do not undertake any projects are difficult to imagine
nowadays. The rise in the interest in this field of study has led to emergence of many methods, techniques and tools of project management. All of
them are aimed at supporting the project management processes taking place in an organisation and are supposed to contribute to more efficient
completion of these processes. It should, however, be noted that certain solutions leading to successful project management in one organisation do not
mean achieving success in another one [Juchniewicz 2009, p.26]. What follows from the above, then, is that it is essential to adopt and adjust
appropriate methods, techniques and tools to the conditions and needs of a specific organisation, which, in turn, is an impulse to formulate a
comprehensive, orderly implication procedure for new standards of project management [Mitrofaniuk 2006, p. 2]. As a consequence, it is supposed to
contribute to supporting the execution of the organisation’s strategy. Perfection in using management methods being in a close correlation with
project management may result in obtaining high quality of the project products, repetitiveness of success and elimination of bottlenecks in
subsequent projects, which, at a further stage, will lead to achieving next levels of organisational project management maturity, thus initiating
development of the business on a global level [Maylor 2003, p. 293].
1. STARTING POINT - ORGANISATIONAL PROJECT MANAGEMENT MATURITY
The term “maturity” is defined as “a state of achieving full development” or “a state of being ready for certain tasks” [Szymczak 1978, p. 414]. In this sense, the
term concerns living organisms and social and psychological phenomena resulting from human activity and leading to development. It means that the process
of accomplishing maturity is connected with improving skills possible to be achieved in different dimensions: economic, social or biological [Juchniewicz 2010,
p- 10]. The meaning of the term “organisational project management maturity” in a scientific context is constantly evolving. The concept is not unambiguously
defined in spite of the increasing interest in the discipline of both theorists and practitioners. In the simplest terms, organisational project management maturity
is commonly understood as an organisation’s ability to develop by mastering skills in strategic and operational project management. The Software Engineering
Institute, one of the first organisations that created a project management model, interprets the term similarly and assumes that project management maturity is
measured by the degree of organisational development in the field of project management. Additionally, it emphasises that organisational project management
maturity may also be discussed in the context of an organisation’s readiness to complete unique undertakings. According to the author, the above cannot be the
only point of reference. If an organisation is ready to take steps in the field of various types of initiatives, which are nowadays realised within the framework of
projects (examples include working on new technological solutions, introducing organisational changes, integration after mergers and takeovers), but it does not
do so for some reasons, organisational project management maturity, or any level thereof, cannot be even mentioned.
A slightly narrower meaning of the term “project management maturity” is presented by the American organisation PMI [PMI 2008, p.5], according to which,
organizational project management maturity shall be understood as an enterprise’s ability to realise strategic business aims that can only be achieved through
appropriate selection of projects and efficient management thereof. This definition displays a close relation between project management and accomplishment
of an organisation’s aims, which constitute a criterion for its development. Enterprises that come to realise the necessity to apply the project approach in
management have a chance of achieving competitive advantage and developing their business in an intensely changing environment.
According to J. Skalik [Skalik 2010, p.51] and K. Mitrofaniuk [Mitrofaniuk 2006, p.2], it is legitimate to use the broad definition of organisational project
management maturity, which states that project management maturity is a state of organisational development reflecting the extent to which professional
methods and techniques of project management are used. It seems that accepting such a definition of project management maturity would limit the concept
exclusively to operational activities taking place in an organisation. As proven by research, the operational approach to project management is too narrow
understanding of the issue, as, in the long term, it constrains an enterprise’s ability to obtain effectiveness of the processes occurring in it [Hataczkiewicz 2006,
p.5]. Therefore, project management maturity should mean organisational development resulting from the organisation’s great potential and skills in the field of
operational and strategic project management.
H. Kerzner, according to whom, “all organisations go through the process of development and maturation, which precedes the state of organisational
perfection” [Kerzner 2000, p. 32], stresses the need for strategic project management; however, only those enterprises which plan and consistently realise their
strategy for developing their project management maturity achieve a certain level of perfection [Szymczak 1978, p. 434]. In consequence, they obtain
significant competitive advantage, thus contributing to the development of the organisation [Kerzner 2001, p.238]. H. Kerzner understands maturity as “the
degree of the development of the system and processes repetitive by nature, which give a great probability of success in next projects. Yet, the repetitiveness of
systems and processes does not guarantee success; it only increases the chance of achieving it” [Kerzner 2005, p. 53]. It means that, together with an increase in
the level of project management maturity, an organisation accomplishes a higher degree of perfection, thus reflecting its development.
A totally different view on the concept in question is presented by J. Schlichter, who sees organisational project management maturity as an organisation’s
ability to repeatedly achieve the same level of success in project management, understand the reasons for this success and avoid repetitive problems [Schlichter
1999, p. 8-10]. It is impossible to fully agree with such a broadly formulated definition of project management maturity. First of all, “development is a process
of moving on to more complex, more perfect states”; in the context of project management, it consists in achieving at least the same, or a higher level of success
[Szymczak 1978, p. 402]. Stagnation and lethargy are not, then, phenomena connected with development, which, in the case of project management maturity, is
expected to take place. The aspect connected with the factors influencing success or failure should not, in turn, be the only point of reference when formulating
the definition of organisational project management maturity, as it is not possible to be determined. Undoubtedly, an organisation’s ability to understand the
reasons for its success and failure in project management is extremely important (or even key, in a sense), but in the context of a feature of organisational
project management maturity, not a determinant thereof. Clearly, the capacity of the aforementioned definitions allows many possible combinations of the
convergence of project management maturity and an organisation as a whole. However, the concept of organisational project management maturity is best
reflected in the relatively complex definition proposed by M. Juchniewicz. The essence of the definition boils down to describing organisational project
management maturity as “an ability of an organisation to select its project portfolio effectively and consistently with the organisation’s strategy and objectives,
and to professionally apply project management techniques, tools and methods, which are supposed to lead to successful completion of the project and which
will allow to repeat the success with subsequent projects” [Juchniewicz 2009, s.45]. This definition fully presents the range of the concept of organisational
project management maturity and emphasises its four basic components, namely:

. an organisation’s ability to develop in the area of strategic and operational project management,

e  adiagnosis of an organisation’s development state reflected by the degree to which project management methods, techniques and tools are

used,
o effective selection of the project portfolio,
. efficient management of the project portfolio leading to successful completion of projects.

2. DIAGNOSIS OF THE STATE OF ORGANISATIONAL PROJECT MANAGEMENT MATURITY

An assessment of the state of an organisation’s project management maturity requires the use of appropriate tools, i.e. the so-called models of project
management maturity. Approximately 30 models related to organisational project management maturity function on the Polish and foreign markets
[Andersen, Jessen 2001, p. 457-461]. These models have been compiled by organisations as well as experts setting standards of project management.
The differences between the models concern dissimilar interpretation and differentiation between the individual levels of maturity.

Models of maturity determine elements which are part of a fully developed conception of project management in detail. Most of them measure the
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degree of an enterprise’s operation efficiency in relation to project management in the field of: communication between the participants of the project

team, maintaining relations with stakeholders, motivating the team members, integration, synchronisation and co-ordination of operations, risk

identification, determining the object, quality, budget and time of projects. The individual levels of project management maturity, in turn, define the
measures of efficiency required in different areas of knowledge about project management, such as management of integration, range, time, cost,

quality, human resources in a project, communication, risk, orders [Hataczkiewicz 2007, p.303].

The models of project management maturity can be divided into two groups [Juchniewicz 2009, p. 48]:

e  Static, level-based models — determining certain levels of organisational project management maturity; these are:

Kerzner Project Management Maturity Model,

Prince 2 Maturity Model,

PM Solutions Project Management Maturity Model,

OGC Project Management Maturity Model.

Models with the use of which a diagnosis of individual areas of project management in an enterprise is made. Instead of the
levels of organisational project management maturity, a level of abilities is determined in the form of point or percentage
valuation; these include:

1. Organizational Project Management Maturity Model (OPM3) and any derivatives thereof.
The models of maturity are a sort of reference models, thanks to which it is possible to make an accurate measurement of the level of organisational
project management maturity by comparing the existing state with the ideal state (i.e. the model of project management maturity). Then the
organisation obtains objective information about the level of project management maturity it is currently at. In this way, it gets complete information
about the kind of solutions from the field of project management it should apply. In the aftermath of the aforementioned comparison, an analysis of
the strengths and weaknesses of the enterprise in the area of project management should be made. Project management maturity allows, thereby, to
identify the origins of project success and failure. J. Kacata and M. Wasowicz have attempted to summarise the factors that affect success and failure
in project management. The set of these factors is given in Table 1.

o W=

Table 1. Factors affecting project success or failure

Factors affecting project success Factors affecting project failure
1. Appointing project manager 6. Poor leadership skills of project manager
2. Creating project team 7. Low morale
3. Motivation level of project manager and team 8. Unclear requirements
4. Clearly defined aim of the project 9. Lack of clearly specified tasks and responsibilities
5. Support of the company’s board for the project 10. Lack of mutual trust

11. Lack of clear vision

12. Unrealistic expectations

13. Lack of plan or unpolished plan
14. Lack of support from management

1. Effective communication system 4. Communication disruptions
2. Specifying customer’s requirements and expectations accurately | 5. Changing previously accepted assumptions in the course of their
3. Supervision and risk control in the project realisation

6. Insufficient resources
7. Wrong allocation of resources

Source: [Kacata, Wasowicz, 2006, p. 312 after: Karbownik, Spatek 2005; Kleim, Ludlin 1998, Philips et al. 2002]

A comparison of the factors affecting success or failure of projects enables to notice that they focus mainly on the planning phase of the project, its
aim in the context of the requirements set by the clients and project owners, which is connected with appointment of a project manager and a project
team as well as establishing the type and sequence of the project activities.

“In the initial phases of project realisation, a number of problems connected with certain mistakes, which will cause decreased effectiveness of
achieving the adopted aims, may appear” [Kacata, Wasowicz 2006, p.311]. Being aware of this, an organisation should determine “specific aims and
prepare an individual path and plan of development” [Mitrofaniuk 2006, p.2]. It also means that an organisation should constantly improve project
management, striving for a higher and higher level of maturity. However, in order to gradually achieve subsequent levels of maturity, requirements
connected with the realisation of specific' processes should be met and appropriate skills assigned to a given level of maturity should be demonstrated.
The assessment of maturity of the elements within the range of the list of processes and activities is not easy. In each of the enumerated areas, there
are elements that have greater importance for the operation of the given area and the whole organisation. Therefore, in order to evaluate the areas and
the whole organisation, the individual constituents of the assessment are given weights assigned by experts. Thanks to permanent control of the
activities connected with project management, a complete picture of their quality emerges. This helps to detect areas in which certain shortcomings
occur and which need correction. If an organisation trivialises this information and does not undertake any action in order to correct the deviations,
those problems will, as a consequence, accumulate when the organisation moves on to the next level of maturity. Moreover, it will inhibit the
organisation’s development.

In summary, one should agree with the statement that organisational project management maturity can be treated as a mechanism for identification of
the reasons for success and failure in project management. It is essential, however, to be able to draw conclusions from such an analysis and avoid
actions which may constitute a failure in project management, and to repeat and strengthen actions leading to success.

The organised approach to project management started to be popularised; as a result, enterprises began to strive for next levels of maturity
[Kopczynski 2010, p.53]. However, applying models of project management maturity which are not adjusted to the needs and realities of a given
organisation is a common phenomenon; yet, it does not guarantee success. That is why the implementation of new solutions must be performed in a
precisely planned way that has been thought over. The actions realised within the framework of project management should be subject to constant
control. Only such an approach will allow to achieve success in the long term.

The subsequent levels of project management maturity show a path for development, thanks to which the management knows what actions are
indispensible in order to achieve success, what solutions should be implemented, what should be avoided or corrected. Hence, “the logic of project
management is as follows: together with an improvement in project management maturity, an organisation’s effectiveness in project completion rises,
its resources are used effectively, its experience from previous projects (both successful and failed) is used in subsequent ones”, an organisation’s
aims are achieved, it gains competitive advantage and its development follows.
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Joponina O.A., Jomoxunikina I.B. @opMyBaHH KOMaHAM TAJAHOBUTUX MEHeHKepiB SK roJI0BHHIi NMPiopuTeT KOHKYPEHTHOIO
PO3BHMTKY NPOBiTHUX KOMIIaHiii cBiTY.

VY crarTi Ha IpHKIAi NPOBIAHUX KOMIIaHil CBITYy IOKa3aHO NPIOPUTETHE 3HA4YEeHHS (OPMyBAHHS KOMaHAU TAIAHOBHTHX MEHEIKEpIB SIK
TOJIOBHOT'O YHMHHHKA KOHKYPEHTOCIIPOMOXKHOCTI Ta ycHixy Oynb-sikoi kommadii. IIpeicTaBieHO OCHOBHI IpOOJEeMH Ta BHKJIHMKH B YIPaBIiHHI
TaJaHTaMHd B YKpaiHi, cepei SIKMX CKIagHa aeMmorpadiuHa CHTyallis, 3MiHA [ApagurM B €NOXy I[epexXoay Bil IHAYCTPIiaJbHOrO BIKY [0
iHpopManiiiHOro, BeNMKUH NONHT HA JiAEePChKi TalaHTU BHCOKOTO DIBHS, CXWJIBHICTH JIIOZCH 3MIHIOBATH Micue poOOTH. Bu3HaueHO MOHATTS
«TaJAHOBHUTHUI MEHEIDKEpP» 1 IPeJCTaBICHO 3arajbHUI IIOPTPET TAJAHOBUTOTO YNpaBiiHIs. Po3risHyTo riobansauil peiitar «Kpai kommasii st
nizepiBy» 3a pesynabratamu jgociivkenHs Hay Group, y sikomy mominyiots: Procter & Gamble, Microsoft, General Electric, Coca-Cola ta Unilever.
BcraHoBieHo, 1m0 Kpalli KOMIaHIl Ajst JifepiB 3AiHCHIOIOTH IUJIECHPSMOBAHUNM Ta CTPATEriYHUM MiAXiJ 10 PO3BUTKY TAalAHTIB, MIATPUMKHU i
MOTHBALI JIifiepiB y BCiil opraHizamii, HAIAMTOBYIOUH IX Ha HOBHY Bignady. HaBeqeHO OCHOBHI iHCTpyMEHTH €()EKTHBHOIO YIPABIIiHHS TalaHTAMH
ULl YKPIIUICHHST KOMaH/H JAEpiB, SIKi MOXKHA B3STH JI0 YBAaru yKpaiHCHKHM KOMITAHIsSIM.

Knrwuosi cnosa: tanaHt, NOTEHIiall, TATAaHOBUTUH MEHEDKEp, YIPaBIiHHS TalaHTAMH, 3aJTy4CHHs, PO3BUTOK, YTPUMAaHHs, KOMIIAHIT ULt
Jijiepis.

Joponnna O.A., Jdomoxuinkuna HWN.B. dopmupoBaHHe KOMAaHIbl TAJAHTIMBBLIX MEHEIKEPOB KaK OCHOBHOI TNpUOpHTET
KOHKYPEHTHOI0 Pa3BUTHS BeLyLIHX KOMIIAHUI MUpa.

B craThe Ha mpuMepe BeayLMX KOMIIAHWH MHpa II0Ka3aHO IPHOPUTETHOE 3HaueHHE (POPMHUPOBAHMS KOMAH/BI TATAHTIMUBBIX MECHEIKEPOB
KaK IJIaBHOIO (paKkTopa KOHKYPEHTOCIIOCOOHOCTH M yclexa Jo0oil kommaHuu. IIpencraBieHbl OCHOBHBIE NPOOJEMBI M BBI3OBBI B YIPABICHUH
TalaHTaMH B YKpauHe, CpEIM HHUX: CIOKHas aeMorpadudeckas CHTyalus, CMEHA IapajurM B 3IO0Xy Nepexoja OT MHIYCTPHAIbHOTO BEKa K
nHPOPMALIMOHHOMY, GOJIBIIOH CIIPOC HA YIIPABICHYECKHE TaJaHThl BHICOKOTO KJlacca, CKIIOHHOCTB JIF0/Ieit MEHATh MecTo paboTsl. OmpeeneHo caMo
[OHSTHE «TAJAHTIMBBI MEHEKEP» M COCTABICH OOLIMH MOPTPET TAIAHTIMBOIO YIpaBieHIa. PaccMoTpeH riobanbHbIi pelTHHr «Jlydrnue
KOMITaHHH [UIs JIUJEPOB» 10 pe3yibrataM HccaenoBanus Hay Group, B kotopoMm gomuHHpYIOT: Procter & Gamble, Microsoft, General Electric,
Coca-Cola u Unilever. YCTHOBJIEHO, YTO JIydIlIMe KOMIIQHUHM JUIS JIMJEPOB OCYILIECTBIISIOT IEJICHANPABICHHBIH M CTPATETMYECKUil MOAXO0A K
PAa3BUTHIO, TIOAJEPKKE U MOTHBALIMH JIMACPOB BO BCCH OpraHM3alliM, HACTPAMBasi UX HA IOJHYIO oTAady. [IpuBefeHBI OCHOBHBIE HHCTPYMEHTHI 110
YCHIJICHHIO KOMaH/IbI JINIEPOB 1 UX 3(G(HEKTUBHOMY YIIPaBICHHIO, KOTOPBIE MOTYT OBITh IPUHSATHI BO BHUMAHHE YKPAHHCKMMU KOMITAHHSIMH.

Knrwouegvie cnosa: tanant, noTeHIMAN, TAIAHTINBBIA MEHEIDKEp, YIIPaBJICHHE TAIlAHTAMM, IIPUBJICYEHUE, PA3BUTHE, YACPKAHUE, KOMIIAHUU
IS JIAZIEPOB.

Doronina O., Domozhilkina I. Formation a team of talented managers as the main priority of the competitive development of the
leading companies in the world.

In article priority value of formation a team of talented managers as main factor of competitiveness and success of any company is shown on
an example of leading companies of the world. The main problems and challenges in management of talents in Ukraine, among them are presented: a
difficult demographic situation, change of paradigms during a transition era from an industrial century to information, great demand for a high-end
talent managers and tendency of people to change jobs. The concept «the talented manager» and the general portrait of the talented manager is found.
The «The best companies for leaders» by results of the research Hay Group are considered. In a global rating dominate: Procter & Gamble, Microsoft,
General Electric, Coca-Cola and Unilever. The best companies for leaders carry out focused and strategic approach to development, support and
motivation of leaders in all organization, setting them on complete return. The basic tools of effective management talents are given. The Ukrainian
companies can take in attention them.
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IMocranoBka npoaemMbl. KOHKYpeHTOCIIOCOOHBIH OH3HEC CO3/1aeTcsl Iy IMMH YIPABJICHIAMH, MEHEUKEPAMH, PSIOBBIMH COTPYAHUKAMH.
IlepcoHan sBisieTCS IVIABHBIM aKTHBOM JIFOOOW KOMMaHWH. VIMEHHO YeNOBEYECKHE pPecypehbl OOECIeYHBAIOT JEATEIBHOCTh KOMIIAHHH,
pa3pabarbiBalOT CTPATEInH, BHEAPSIOT HHHOBALIMH, CO3JAI0T MaTepHajbHbIe Oara, peatu3yioT IPOLYKTOBbIC IMHEHKH TOBAPOB H YCIIYT, B KOHEYHOM
UTOTE JIOJM ONMPENEISIOT yCIex Joboro mnpeanpustus. [103ToMy, oJHa M3 IVIaBHBIX 33/@4 JIOO0ro COOCTBEHHHKA - (OPMHPOBAHHE KOMAHIBI
TQJaHTOB. Y CTAaHOBKA HAa TAIAHTIMBBIX COTPYAHHUKOB B 3apyOe:kKHOH MpakTHKE J0Ka3aaa cBO 3G (eKTHBHOCTh Ha NPUMEPE MUPOBBIX JIHACPOB H3
pasHbIx cermeHTOB dkoHoMmukH (Coca-Cola, General Electric, Amazon, The Gap, Johnson&Johnson, Microsoft u ap.). CeromHs ykpamHckue
KOMITaHHH HYXKIQIOTCS B TaJaHTIMBBIX MEHEDKepaxX Ha BCEX YPOBHSX YIPABICHHs Ul O0ECIEYEHHS! PELICHHS CIOKHBIX 3a/ad B YCIOBHSX
OBICTPOMEHSIOIIErOCs phIHKA. HasHaueHNe TaqaHTIMBBIX paOOTHUKOB Ha KIIFOYECBBIC YIPABICHYECKHE MO3ULMH, HX PA3BUTHE H yIEPKaHHUE JODKHO
CTaTh CTPATErHYECKUM HPHOPHTETOM POCTa JICTIOBBIX BO3MOXKHOCTEH B YKPaHHCKOM S5KOHOMHKE. OJIHAKO, KOJIMYECTBO TaJaHTIMBBIX PyKOBOIHUTENCH
OrpaHHYEHO Ha BHEIIHEM PBIHKE, H, CIIe0BATEIbHO, HEOOXOMUMO OpaTh Kypc Ha KOMILUIEKCHOE PELICHHE: PUBJICYCHHE CO CTOPOHBI M BHYTPEHHEE
YKPEIUICHHE JIHIEPCKOro MOTECHIHANA.
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