YIpaBA€HHE IIEPCOHAAOM

Personala vadiba



YiupaBaeHHE IEPCOHAAOM

Iean Kypca: choOpMUpPOBaATh 3HAHUS O MPUHIANAX, METOAAX,
(PYHKLIMSAX YIOPaABJICHUS IEPCOHAIOM B OpraHu3aluu

3agaun:

. PaCCMOTpeTB KaAPOBYIO ITIOJIMTUKY, IIPUHIIUIIBI, MCTOAbI 1
CUCTCMY VYIIPpABJICHHUA IICPCOHAIIOM,

- PaccMOTpeTh TEXHONOTMH ITOA00pa, aJanTaluy, pa3BUTHS
IIEPCOHANA, a4 TAKKE OLICHKY TEKYYE€CTH KaJIpOB B
OpraHu3alvu;

- PaccMmoTpeTh cucTeMy MOTHMBALIMK M BO3HATPAXKICHUS, CTUIIN
PYKOBOJICTBA, (DOPMBI BIIACTH.
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YiupaBaeHHE IEPCOHAAOM

YciioBusi OJTy4eHUsI KPEeAUTHBIX IYHKTOB

- YcnemHble BEINOIHEHUS IIPAKTHYCCKUX 3aJaHUH BO
BpeMs JICKIUK (max. 4)

- IloaroroBka k cemMuHapy (/1.3.) 1 aKTHBHOE YYaCTHE B
aUCKyccuM (max. 1-2)

- 3a4€T B popme TecTa (max. 6)




Profesijas standarts

Personala specialists

Personala vaditajs

Kvalifikacijas limenis

4

Nodarbinatibas apraksts

Realizé un koordineé uznémuma
politiku personala jautajumos tiesa
uznémuma vai personala dalas
vaditaja vadiba. Personala
specialists karto personala
lietvedibu, organize darbinieku
atlases proceduru, atlasi un
pienakumu pildisanai nepiecieSamo
apmacibu. Noverte un veido
darbinieku motivacijas sistemu.
Seko LR likumdosanas prasibam
darba un socialos jautajumos,
konsulte darbiniekus

Nosaka un formulé uznémuma
personala vadibas stratégiju un
politiku, plano un vada darbu
atbilstosi uznémuma meérkiem,
saskana ar LR un
starptautiskajiem
normativajiem aktiem, tiesa
uznémuma vadibas paklautiba
un sadarbiba ar citu
strukturvienibu vaditajiem




1. CymHOCTB yIIpaBA€HUA IEPCOHAAOM

- YropaBiieHHE IEPCOHAJIOM — 3TO KOMILICKCHAas
IIPUKJIaJHas HayKa O NPUMEHEHUH COLMAIbHBIX,
SKOHOMHYECKHUX M IICUXOJOTMUYECKUX METOAAX JIJIS

dKTHUBU3allUHU

qCJIOBCUYCCKOI'O (baKTOpa B JOCTHKCHUU

OIPEACIEHHOU 1IEIIN

- Personala vac
par socialo, ¢

1ba — ta ir kompleksa praktiska zinatne
konomisko un psihologisko metozu

piclietoSanu, -

a1 aktivizetu cilveéka faktoru noteikto

merku sasniegSanai



1. Personala vadiba butiba

- O0BbeKT: TUYHOCTH U OOIIHOCTH B OpraHU3aIiH
- Objekts: personibas un grupas organizacija

- IlpeameT: OCHOBHBIE 3aKOHOMEPHOCTH U JIBUXKYIIHUE
CHJIBI, OIPEACIISAIONINAE OBEICHUE JIOACHU U
OOIIIHOCTEH B YCIOBHSIX COBMECTHOIO TPyAa

- PriekSmets: likumsakaribas un motivi (1emesli utt),
kas nosaka cilvéku un grupu uzvedibu kopéeja darba
apstaklos




Cilvekresursu 1patnibas

i
i
i
i

Cilvekiem ir intelekts
UenoBek obnagaeT MHTENEeKTOM
Cilvéki var pastavigi pilnveidoties un attistities

Jltoan MOryT NMOCTOSAHHO COBEPLUEHCTBOBATLCSH U
pa3BMBaATbCH

Organizacijas attiecibas ar So resursu var bat
ilgstosas

OTHOLWEHUSA OpraHn3aunmn ¢ AaHHbIM PecypcoMm
MOryT ObITb AJIUTENbHBIMU

Cilveki nak uz organizacijas apzinati un ar
noteiktiem merkiem

Jlloav nayT B OpraH13aumio 0CO3HaHHO U C
ONMpeAENEHHbIMN LENSAMMU

Katrs cilveks ir unikals
Ka>xabll yesioBeK YHUKaJieH



Peanusauuns kagpoBoro noreHuuana

Llenb ynpaeneHust nepcoHanom

Peanusauns kagpoBoro noteHyuana

/\

Ctaobunusaumuna
KagpoBOro noreHumana

YooBneTBopeHue
noTpebHOCTU B Kagpax
nyTém nopodopa,
paccTaHOBKU U
NnpoABMKEHUSA

Y

PasButune kagpoBoro
noteHuuana

CoBeplueHcTBOBaHUe
MeTOAOB OLIeHKMU

A

AeATenbLHOCTH
nepcoHana

Y

Ajanrtanusi nepcoHajia

KoopavHauus noseneHus
nepcoHana

MNoBblweHue
KBanudpukauumm n

A

nepekBanudpukaums
nepcoHana

PopmupoBaHue pesepba [
pykoBogutenemn

dopmupoBaHme
pauMoHanbLHOro cTuns
pykoBoAacTBa

Y

CoBeplueHcTBOBaHUe

A

ycnosumn Tpyaa




IIpuniunel, pyHKIITU 1 METOABI
YVIIPABA€HUA IIEPCOHAAOM

« OCHOBHada uenb yrnpasieHnda nepcoHasioM
— NCMOoJIb30BaHne ¢ Hanbonblueun
9P PEKTUBHOCTbIO NoTeHuMana paboTHUKOB
NS AOCTUXEeHUs uenen opraHusauumn.




I IpuHIUIIBI yIIpaBA€HUA IEPCOHAAOM:

- HekoTopble pyHAAMEHTANIbHbIE UCTUHbI, Ha
KOTOPbIX AOJI)XHA CTPOUTLCSA CUCTEMA YMPaBEHUS
NnepcoHasioM opraHm3aunm

BakHeMLWMMMU NPUHLMNAMU PYKOBOACTBA
NepCcoHasioM ABAAIOTCH:

« Bo3n0>XeHne oTBETCTBEHHOCTU Ha KaXaoro
paboTHMKaA 3a ero paboTy;

o Kaxabin paboTHUK O0J1IXXEH 3HATb, KOMY UMEHHO
OH MOAYUHEH M OT KOro rnosiydaeT yKasaHus




IIpuHITUIIBI yIIpaBA€HUA IEPCOHAAOM

(A.Paroap, 1923)

PasgeneHue Tpyaa.

[TONTHOMOYNSA N OTBETCTBEHHOCTD.
AncunnnnHa.

EavHoHavanme.

EAVMHCTBO HanpaBneHus.

[MOAYNHEHHOCTb JINYHbIX MHTEPECOB 06LWNM.
Bo3HarpaxaeHune nepcoHana.
LieHTpanusauu4.

CkangpHasa uenb

[Mopagok.

CnpaBegnnBOCTb

CtabunbHoOCTb paboyero Mecrta ang nepcoHana.
NHnumaTtuBa.

KopnopaTuBHbIN AyX.




DyHKIINU YIIPABACHUA IIEPCOHAAOM

« OTHOCUTENIbHO CTabusibHbIE,
XapakTtepusytowmecsa onpeaenéHHoun
OAHOPOAHOCTbIO N C/TOXKHOCTbIO BMADI
AEeATesIbHOCTU, C MOMOLbIO KOTOPbIX
npomcxoauT BO3eNCTBME Ha
nepcoHan.




®yHKUMN yNpaBrieHUs1 NepcoHariom

OueHka noTpebHOCTEN B NepcoHane

-~ .

MnaHupoBaHMe nepcoHana

MapkeTuHr nepcoHana

A4
A

BHeluHMe TpyaoBbLIe
pecypchbl

Habop kaHanpaToB

A A

OT60p KaHQUQaToB

PaccTaHoBKa KagpoB

BHyTpeHHue pe3epBbl
nepcoHana

,, N

Apantauus
nepcoHana

O6yu4eHue nepcoHana

\ ) /

MoTuBauusa nepcoHana

OueHka TpyaoBou AesATeNbHOCTH

Y

MpoaBuxeHue nepcoHana

YBonbHeHue

MNMoBbIWweHue nepeson
\ (poTauus)

MoHnxeHune

N\ 7

dopmupoBaHue pesepBa




Cxema yripaBAeHUsA IIEPCOHAAOM

OpraHu3aIuu
IlnanupoBanue Ha6op OTtoop Onpenejienne
TPYAOBBIX nepcoHaJja - | BO3HarpakaeHus
pecypcoB
IIpodopuenra- Oﬁyqune n Onenka IToaroroBka
U ¥ aJanTtanus pa3BHTHE - TPYAOBOM | pyxoBoasimx
AesITeJIbHOCTH KA/IpOB;
ylpaBJieHuUe
| | .| TpoaBMKeHHEM
o cJryxoe
\ Kapsbepa | Kapsbepa
IloBsImenne, cnenuajnucTa PYKOBOAMTEISI
MOHUKEHHUe, t
nepeBo,
BOJIbHEHHE
y > CouunanbHas peaduanTaANUA

BBICB0O00:K1a€eMOI0 nmepcoHalia




MeToABI yIIpaBA€HUA IIEPCOHAAOM

e Crocobbl BO3AENCTBUSA HA OTAENbHbIX
paboTHUKOB, pabouune rpynnbl U TPYAOBbIE
KOJITIEKTUBLI A1 KOOPAMHALMUN UX COBMECTHOMN

npodeccnoHanbHoM (Npon3BOACTBEHHOW)
nNesaTesibHOCTW.

MeTtoapbl ynpaBlieHn4d nepcoHaljiom

dAMUHUNCTPAaTUBH SKOHOMUNYECKHAN couuanbHO-
ble e ncuxorniornyeckue




Crpykrypa mepcoHasa OpraHuU3aruu
Personala struktura

e COBOKYMHOCTb OTAE/bHbIX rpynn paboTHUKOB,
06beANHEHHbBIX MO KaKOMY-TM60 CyLLECTBEHHOMY MPU3HaKy

« Darbinieku grupu, kuras ir apvienotas pec kadas pazimes,

kopums
Knaccudmkauma nepcoHana
lMepcoHan oCHOBHbIX BUAOB
OeATeNnbHOCTU
NMpounsBoAcTBEHHBLIN NepcoHan YnpaBneH4Yeckun nepcoHarn
(paboune) (cnyxawume)

OCHOBHbIe BCnomora- pykoBoau- cneuyma- TeXHU4Yeckue

TeNnbHble Tenu nUcTbl MUCMOJTHUTENMU




Crpykrypa nmepcoHasa
Personala struktiira

OpraHusaumMoHHas CTpPyKTypa
Organizatoriska struktura

PoneBas PyHKMOHanNbHas
CTPYKTypa MepcoHan CTPYKTypa
Lomu struktira Personals Funkcionala
struktira
CoumanbHasn WraTHan
CTPYKTypa . CTPYKTypa

Sociala struktira Statu struktira




Hcropua pa3BuTHA OTHOLIEHUU K

IIEPCOHAAY

LLikona Hay4YHOro MeHeaA>XMeHTa
Zinatniska menedzmenta skola

Knaccnmyeckas wkKosa ynpasJ/ieHUs
Vadibas klasiska (administrativa) skola

LLikoJs1a yenoBeyYyeCcKuX OTHOLUEHUMU
Cilvecisko attiecibu skola

Teopusa «yenoBevyecKkoro kanurtanana»
Cilvekkapitala skola

KoHuenuua «pa3BUTUA YesioBe4YeCKUX pecypcoB>»
Cilvekresursu attistibas teorija



IloanTHKa yIIpaBA€HUA IEPCOHAAOM
Personala vadibas politika

« 3aKJitoyaeTcs B Bblbope pnpMOUN CpeacTB U
CrnocoboB AOCTUXKEHUS uenien ynpasieHus
NnepcoHasnioM, KOTOPbIXA OCYLLECTB/ISIETCA HA
OCHOBE AOMUHUPOBAHUS TEX UIN UHbIX
LLeHHOCTeu

- Personalvadibas mérku sasniegsanas
lldzeklu un panémienu izvele, kas tiek
Istenota uz noteiktu vertibu pamata




THurb1 KaApOBOM IIOAUTUKU C TOUKH 3PEHUA
AEKAIIIUX B €€ OCHOBE IIEHHOCTEHA

ABTOpUTApHAs WJIH AeMOKpPATHYECKAs
MOJINTUKA?

Autoritara vai demokratiska?

B 3aBHCHMMOCTH OT HAIIMOHAJIbHO-KYJIbTYPHbIX
0COOCHHOCTEH OM3Heca

Atkariba no nacionalajam un kultairas ipatnibam




CTpyKTypa KagpoBOU NMONTUTUKHN

NMnaHnpoBaHue NnoTpeGHOCTU B NepcoHane
Vajadzibas darbiniekos planosana

NMonb6op n oTt6op nepcoHana/personala izraudziSana un

atlaca

ULTUI G

Apantauma nepcoHanal/adaptacija

CtumynupoBaHue/stimulésana

OueHka n aTTecTauyus/vertéSana un atestacija

O6y4yeHue u passutue/apmaciba un attistiba

YnpaBneHue Kapbepou/Karjeras vadiSana

MepemelueHue M yBonbHeHUe nepcoHana

KappoBbin ayaut/Kadru audits




OcHoBononararowme NpUHUMNbI KaapoBOW
NONMUTUKN

MnaHupoBaHMe NOTPeGHOCTU B
nepcoHarne

lMpedeudeHue/paredzésana

NMon6op u oTt6op nepcoHana

LenbHocmb/viengabalainiba

Apantauma nepcoHana/knumar

loddepikka/atbalsts

CtumynupoBaHue

Cnpaeednueocme/taisnigums

OueHkalaTTecTaumsa

D6LekmueHocmb, doeepue/objektivitate,

P K
uLlricid

OO6yyeHune n pasButue

CouyuanbHocmsb/sociala pieeja

YnpaBneHue Kapbepon

Bbi3oe/izaicinajums

nepememeuue 1 yBOJibHEeHUWe nepcoHana

Heuxernue/kustiba

KagpoBbin ayauTt

OmpaxeHue/atspogulojums




KaapoBasa moAuTHKA U KaAPOBasA CTpaTEeruA
Kadru politika un kadru stratégija

- KaapoBasi moJiMTHKA — CUCTEMAa IMPUHIIUIIOB U MIPABUII
MIOBEJCHHUS BCEX CYOBEKTOB IIpOlIecca YIIPaBICHUS IIEPCOHAIOM,
yCTaHOBJICHHAS PYKOBOACTBOM U MO3BOJISAIOIIAS OpPTaHU3aAIUN
HanOonee 3 PEeKTUBHO JOCTUYD JOJITOCPOUHBIX IIeNIeH €€
Pa3BUTHS B CYIISCTBYIOIINX YCIOBUSIX BHEIITHEH CPEIBI

- Kadru politika — visu personalvadiSanas procesa subjektu
uzvedibas principu un noteikumu sistéma, kuru deklaré vadiba. ST
sisttma sekme efektivak sasniegt organizacijas ilglaicigas
attistibas merkus eksist€joSos ar€jas vides apstaklos

. KaHpOBaH crpareruda — CuCreMa MCcrtoJ0B U CpGI[CTB YIIPpAaBJICHUS
IICPCOHAJIOM, IPUMCHsACMAA B TCUCHHUC OHpCI[eJIeHHOI‘O BPCMCHH C
OCJIbIO PpCaJIn3allun KaI[pOBOI/I ITIOJIMTHUKMU.

- Kadru strategija — personalvadiSanas metozu un lidzeklu
sistema, kura tiek pielietota noteikta laika perioda ar mérki
realizet kadru politiku




KaapoBas crparerusa 3aBUCHT OT:
Kadru stratégija ir atkariga no:

« XN3HeHHOro ynkna
opraHunsauunn/organizacijas dzives cikla
posma

« MecTa ynpasneHuns nepcoHasioM B obLien
cucTeMe ynpas/eHUs
opraHusauuein/personalvadisanas lomas
kop€ja vadisanas sistéma

« CucrtemMbl LEHHOCTEN BbICLLEro
pykoBoacTBa/augstakas vadibas vertibam

« YPOBHSA KagpoBbIX
TexHonorun/personalvadisanas tehnologiju
attistibas limena




Turoaorusa crpaTeruii Mo CUCTEMe OTHOIIECHUH
«pa0OTHUK — OPTraHU3AIDY

Personalvadi§anas stratégiju veidi péc attiecibu sistémas
“darbinieks — organizacija”

1. TMNMorpebuTtenbckana/ Patérétaju stratégija
2. MaptHépckasa/ partneru stratégija

3. WNpeHntndpmkaumoHHasn /identifikacijas
stratégija




AYAUT UEAOBEUECKHUX PECYPCOB

Cilvékresursu audits

+  MCCJIEIOBAHUE YUCICHHOCTH, YMEHUM, CTPYKTYPhI U IPYTUX
aCIIEKTOB, XapAKTEPUIYIOLIUX MEPCOHAI opranu3anuu. C
MIOMOILBIO ayINTa MPOBEPSIETCS CIOCOOHOCTh YEIOBEUECKUX
PECYPCOB peaan30BaTh BHIOPAHHYIO CTPATETHIO.

- Darbinieku skaita, prasmju, struktiiras un citu aspektu petiSana.
Ar audita palidzibu tiek parbaudita cilvekresursu spé&ja realizet
organizacijas strat€giju

YesioBevuecKkue pecypchbl, He00XoquMbIe JIJIS peaju3alny Mpeai0KeHHOi
cTpaTrerumn

Nmeronuecs B HAJIMYMH YeJI0BeUECKUE PeCypPChl

JAEDOUILNT gesmoBeueckux pecypcos.




beHuMapKUHI YeAOBEUECKUX PECYPCOB
Cilvékresursu benCmarkings

WHCTpYMEHT 1111 CpaBHEHUSA CBOMCTB OJHOKW KOMIIAHUHU
C TAKMMH K€ CBOMCTBAMM JIPYTUX KOMIIAHUN

Metode ir 1pasi lietderiga, lai veiktu salidzinajumu ar
lider1 nozare




