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Abstract

In this report, a large-scale analysis and a lot of work has been done to collect
information and implement a pre-graduate project.

In this paper, you will get acquainted with the company where the research was
conducted, about the various cases of implementation of the rotation program, about the term
"rotation" itself and in which cases it is used. Next, you will learn about how employees may
be interested in participating in this program and what are the benefits for the company when
conducting staff rotation, efficiency and benefits of rotation. In the last parts, you will see the
results of the survey prepared for the company's employees, as well as get acquainted with
the document on the staff rotation program, which was created for the Kazakhstan
organization.

This work can be used by other organizations to learn more about the program itself
and to be able to also implement it in their company.
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Introduction

Long-term work within the same position can negatively affect the employee's labor
productivity.

The decrease in labor productivity is associated with professional burnout, especially
in professions of the "person - to-person" type, the loss of positive labor motivation, the
desire to be realized as much as possible in professional activities. Reaching the limits of
growth within the framework of the position provokes situations of reduced performance,
since work without interest and a "twinkle in the eye" can not be as effective as possible.

Tracking the results of activities and evaluating the measure of employee satisfaction
with the work performed, allows you to justify corrective actions in personnel management
procedures aimed at leveling these losses. One possible solution may be to introduce a staff
rotation procedure.

About the company

Integra Construction KZ is the largest enterprise in the Republic of Kazakhstan that
carries out reconstruction and all types of repairs of the upper structure of the track of main,
industrial and access railways.

The company has a full range of modern construction machinery and equipment, has a
certified construction laboratory, a plant for the production of crushed stone, a team of
professionals and a reliable satellite-the Aktobe Rail and Beam Plant.

The company carries out high-quality and operational work at a high level on the
territory of the Republic of Kazakhstan and abroad.

HISTORY OF THE FOUNDATION.

The company was founded in 1998.In accordance with the program of restructuring of
the railway transport of the Republic of Kazakhstan, 25 track machine stations and two
crushed stone plants were allocated from the structure of the track economy of the railways of
Kazakhstan, on the basis of which a subsidiary state enterprise (DGP) "Remput"was formed.
2017-REBRANDING. In connection with the entry into the international market, it was
decided to rebrand. On June 28, 2018, Zhol Zhondeushi Company LLP was re-registered to a
new name — Integra Construction KZ LLP.

2017-2018-ENTERING THE INTERNATIONAL MARKET
Being the industry leader and successfully competing in its segment of the domestic
market, Integra Construction KZ LLP continues to work on reaching the international level.



Organizational structure
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Analysis of the program abroad and in Kazakhstan

According to the results of a global study, the Kelly Global Workforce Index, the
majority of Kazakhstani employees are loyal to their employer: they are happy for their
company, give their best and try to work as best as possible.

One of the key factors influencing the level of employee loyalty is the feeling that the
employer values their contribution to the development of the organization. The satisfaction of
Kazakhstanis on this criterion is comparable to the countries of the Asia-Pacific region,
where most of the respondents believe that the management "appreciates" or "very much
appreciates" them. The highest percentage of such employees was registered in Russia (62
%), Thailand (58 %) and Indonesia (57 %), Kazakhstan (54%) and the lowest — in Italy,
Portugal and France. The main criterion for choosing an employer for the majority of
Kazakhstanis is still financial remuneration. 91 % of Kazakhstani respondents believe that
wages are the most important factor in choosing an employer, while in Europe only 80% of
respondents think so. In addition, Kazakhstanis are more likely to pay attention to career
opportunities, this factor is highlighted by 61 % of Kazakhstanis, compared to their European
counterparts (57 %).



It is also worth noting the factors that are chosen exclusively for Kazakhstani
employees. First, the importance of the corporate brand and the company's reputation, which
is paid attention to by 56 % of Kazakhstan, in Europe, this factor was noted by only 36 % of
respondents. Secondly, the opportunity to work with colleagues who have deep knowledge in
their field, which is highlighted by 59 % of compatriots, in contrast to 46 % of employees in
Europe. The factors that influence the choice of an employer vary depending on the
professional categories. In the first place for specialists in all fields of activity is financial
remuneration, since 91 % of respondents claim that it contributes to the fact that they accept a
certain job offer.

Among the US companies that successfully use staff rotation, we can distinguish
IBM, whose abbreviation stands for I've been moved. One of the principles of human
resources management at IBM is to provide opportunities for a non-specialized career, that is,
to provide an employee with the opportunity to improve and change jobs within the company,
which is facilitated by their own strong education system. Some authors note the adoption of
such practices by Japanese companies.

It is possible to distinguish the following features of personnel management in IBM
companies promoting the use of rotation:

- adding new functions to the current work, including without

the consent of the direct supervisor;

- advising an employee on their professional

needs, selecting appropriate types of work;

- change of work in the company by almost all employees

approximately every two years;

- the ability to choose a job of interest in the absence

of career advancement;

- training of 5% of employees within the company;

- identification of candidates for senior management positions at early stages

career stages followed by long-term training for 10 years or more, accompanied by transfers
to different departments.

In IBM, as in Japanese companies, the department is considered as the most important
organizational formation, consisting of 8-10 people. Within the department, there is no clear
division of labor typical of American companies. Each employee in the department shares to
a certain extent the overall responsibility, and can, if necessary, replace any employee. In
accordance with the department's functionality, tasks are assigned to each employee based on
their abilities, skills, and talent, not their position. Each IBM employee is a potential
investment target of up to $ 1 million.

As for the Kazakhstan practice, the experience of intra-corporate staff rotation is
interesting. The experience of rotation in JSC "NC "Kazakhstan Engineering" is interesting.
Rotation is carried out between regions and levels of government. Positions in the company
are grouped according to functional and hierarchical criteria. An employee can not only
occupy higher positions within their group, but also move to a related one (which has a



number of similar functions). For each group, a career map has been developed — a typical
scheme that reflects the sequence of vertical and horizontal movements of an employee. The
maps contain a list of positions distributed according to hierarchical levels, possible career
stages for each position, and the company's preferred areas of rotation of key specialists. In
the application of standard schemes, exceptions are possible due to the specifics of the career
group's functionality and the personal qualities of employees. Vertical growth in JSC " NC
"Kazakhstan Engineering" is achieved through successive horizontal movements.

Rotation what is it and in what cases is it used

Rotation-this term is used for direct transfers or relocations of employees, from their
position and move it to another position, as part of the company's experiment, you can move
both one employee and the entire division / department as a result of production necessity.
The main purpose of staff rotation is to change the positions held. In many cases, rotation
involves a change of position. Several options are suitable for rotation.

1) Full change of activity — change of the employee's field of activity. For example, an
accountant becomes an HR or vice versa.

In this case, employees are left with their salary and position in the company. A complete
change of activity is used when an employee needs to gain some new experience. The
employee who goes through the rotation gets new skills, thereby becoming a more qualified
specialist, which increases the efficiency of the company.

2) Promotion is an important function in human resources management, which allows
you to motivate employees to achieve goals and improve the efficiency of both employees
and the company. The most popular and common situation. When a higher position is vacated
and a worthy candidate is present as the head of any link. For example, the head of a
department or the deputy head, in 90% of companies prefer that a new position is taken by
someone from the former subordinates.

3) Location of work — when you change the location of the office, there is also a
rotation. And it does not matter whether it is a new address or the other end of the country.
These cases are suitable for companies that are ready to expand and intend to open new
branches in different locations. For high-quality expansion, employees with experience in this
company are used. Create a new team based on old employees.

Job rotation is a widely used approach followed by many organizations to get more
dedicated employees to work at different levels of the organization's hierarchy. This strategy
is defined as a motivating factor for employee development.

Job rotation is an important program that allows employees to acquire new skills,
increase employee productivity, develop new relationships throughout the company and
acquire the skills necessary for future career growth, as well as influence employee
performance. Moreover, mediating analysis suggests that Intrinsic Motivation partially



mediates the relationship between job rotation practices and employee performance. This
method will be useful for employers to structure their job rotation practices to develop
employee productivity in the future. Thus, the performance of employees can be confirmed
based on data on several jobs or tasks performed by them. Job rotation methods are the
movement of employees between different responsibilities and roles that will be comparable
in nature.

In addition, job rotation is a systematic transition from one job to another within an
organization and is seen as one way to achieve various human resources goals. These
practices allow employees to make their career path in the workplace, and ultimately it
improves employee performance. There are many reasons for implementing job rotation
practices in an organization, such as improving product quality, allowing employees to
explore alternative career paths, and most importantly, preventing boredom at work.

Employees who have practiced job rotation are better able to find alternative work,
and they have gained many skills in their jobs that they have rotated within the organization.
According to the findings, it reflects the achievements of these things through the rotation of
jobs, ultimately it provides a way to improve the efficiency of employees. But there are also
some negative attributes associated with job rotation. When rotation occurs over longer
periods, it results in progress in human resource development. On the other hand, it is
associated with many organizational issues, such as work stress, employee productivity,
employee satisfaction and commitment, and so on.

When rotating jobs, employees can move around and avoid getting into a rut in one
position and will potentially kill employees ' emotional and professional burnout in the
workplace. Over time, employees develop more skills in a wider range of positions. This
ensures job stability and provides them with the best opportunities to get promoted. All of
these benefits and improved overall development make employees more valuable to their
employers.

Finally, job rotation improves relationships, communication, and the ability of staff to
respond flexibly to changing operations. So these things show that organizing regular job
rotation procedures will give insight into how top managers achieve better employee
productivity. Moreover, by adopting the practice of job rotation, organizations will be able to
internally motivate employees, and this will lead to improved employee performance.

Financial and career incentives for employees when switching to a new type
of work

Motivation is a specific goal that contributes to the development of a person in
various industries and in every possible way helps to reveal certain qualities in people about



which the person himself has no idea. Motivation is required for better integration into the
work of a person and helps him to be much better focused in his work and achieve his
specific goals. Due to the investigative link, we can understand if an employee of the
company is well motivated, his work will go on at the highest level and thus help the
company in the development of its activities.

Motivation is divided into two parts: material and non-material (career).

What refers to the material incentive of an employee is a complex of work with different
types of material benefits. They receive them when performing certain individual or joint
projects together with colleagues. Investing in the result of the company with all its strength,
you get a monetary compensation in a certain amount.

During rotation, an employee who will participate in a specific project program. An
employee who is interested in this program receives both experience and possible financial
compensation for the work that he or she provided to the company.

Career promotion is a direction in which it affects the career of employees and affects
their motives and career development. With the rotation program, the employee will be
placed in a new position and will be able to feel refreshed. An employee of the company can
feel how his colleagues are coping with their work and perhaps contributes to the quality of
the future work of the company. During rotation, an employee can show himself in every
possible way in a new position and possibly if he wants to stay in it. By gaining new
experience in a completely different field, an employee becomes a competitor capable for
other companies in the future.

Company motivation

Understand that horizontal replacement must be the newest value of the company.
According to the Other, employees simply will not accept the idea of rotation, they will
oppose the translation. This will lead to negative results: society will not only not function
more correctly, but also generally will not want to function in firms as a whole. This will not
happen in any way only in this case, if they understand why such a replacement is necessary,
as well as is associated with the target entrepreneurship of the company. In a word, the
replacement also of these advantages, which the beloved provides, must be reflected in the
concept of the firm's values.

Circle seminars with the aim of employees, in which explain the meaning of the
newest meaning.

As a result of this, create workers for horizontal rotation, and also eliminate the photo-
negative that had the opportunity to appear. Since the employees will understand the meaning
of the innovation, the mission that can be achieved. Seminars also lectures have every chance
of realizing the extremities of the proletarian category. In them, they have every chance to
focus on the pluses with the aim of the employees and the superiorities that they also acquire
the firm.



Declare the principle of voluntariness. Everyone can declare online that they want to
go to another department.
This is exactly what a construction company did. An online service was created on the
corporate website. An employee can send an application to the HR service, indicating the
position in any department, for which he wants to start training and promotion. Whether this
position is vacant or not does not matter. After all, no one says that an employee needs to be
transferred right now. In addition, the company is actively developing an internal selection
system. All vacancies are posted on the internal site, and employees can submit their
candidacy. They are considered in priority order.

In short, the principle is this: you announce that rotation in the company begins. And
to use it or not, each employee decides for himself. But the manager, of course, has the right
to recommend to the subordinate to think about the transfer, if a person, say, something does
not go well and another job is more suitable for him. But in any case, do not turn participation
in the rotation into an obligation, so as not to destroy the teams that have already taken shape.
Tell me that the promotion in the company depends on the role in the rotation.

On the other hand, explaining, establish that the employee increase in the company is
not feasible if the employee did not take part in the rotation in any way. Since someone, as a
result, did not receive the latest knowledge and abilities, he did not learn in any way in
practice. With this, rather than a greater post, it is more obliged to be the subdivisions in
which the manager has worked. Also, in general, the replacement can be a component of the
concept of a self-learning company, in which place everyone, without exception, learns
during their activity, also in labor.

Efficiency

The relevance of this study is indicated by the fact that in recent years the topic of
career has gained wide popularity in the business environment, which is due to the reform of
all the basic spheres of our society, the emergence of the economy, which has shown a
change in attitude to many processes and phenomena that until this moment remained out of
sight due to their negative perception or not a high level of relevance. That had not become
the norm, it was identified with a high thrust to a career, now elevated to the main indicator
of human development in the taxonomy of social culture, important factors and conditions for
the improvement of the socio-psychological climate, enhancing productivity and efficiency in
the organization and its competitive environment ...

Recently, many researchers have addressed the problem of the career of good
employees and generated interest in the subject of personnel rotation.

Rotation will be considered such promotion of internal sources of personnel support for
management personnel as rotation, changes in the range of tasks and responsibilities, and
supervisors. The method is productive for a company that is in the stage of intensive growth
and 1s looking for internal reserves to improve the efficiency of its work.



Rotation involves the planned horizontal movement of non-standard changes in the
employee's job responsibilities. In general, the intensive use of rotation is considered a
positive factor and has a positive effect on the final result. It is necessary to rotate people "
horizontally” so that a long stay in one position reduces motivation, the employee narrows his
horizons within one specialty, gets used to it with shortcomings and stops enriching his
activities with new methods and forms. Changing work responsibilities gives you the
opportunity to compare situations and adapt to new conditions faster.

There are also possible rotation options:

e professional development, which helps to receive instructions from a manager with
more complex goals that do not entail promotion, while at the same time increasing
the position;

e rearranging the range of tasks and responsibilities without demoting the position and
changing the salary.

The rotation of employees in the company has a number of positive features:

e helps to update the division team;

e increases readiness to master any changes and introductions;

e Provides employees with updated results, goals, and tasks.

The purpose of this work is to test the practical and theoretical properties of the personnel
rotation method and to develop recommendations for its improvement.
The main hypothesis of the study is the following assumptions: the correct use of the
personnel reserve is more profitable for the company than attracting personnel from outside.
This is due both to the need to include a new employee in the corporate culture, and to the
necessary additional training of the employee to start working in the company, as
specialization that gives the specifics of a particular technology is becoming more and more
important. In addition, the cost of hiring new employees from various internal sources is
much cheaper than attracting people from outside.
To achieve these goals, you need to solve the following tasks:

1. explain the concept and basic principles of staff rotation;
distribute the goals and types of employee rotation and their legal coordination;
analyze the successful experience of personnel rotation;
explore the company's employee rotation system,;
prepare proposals for improving the company's employee rotation system and
evaluate their effectiveness.
The freshness of the research lies in the fact that at the end of the work done, theoretical
approaches to understanding the essence of employee rotation will be identified and the
objective need for their improvement in the company's conditions will be determined.

Aol o

Survey



With the permission of Integra Construction management, our team launched an
online survey among the company's employees to determine the relevance of our proposal for
the rotation program and to find out the opinion of employees on this project.

The survey was attended by 44 participants, 62% of whom held the position of a
manager.

This chart shows willing and unwilling to participate in the rotation program.

The main divisions were also involved: NS, HR, RP and RPF.
It turned out that the bulk of the respondents (70.8%) want to participate in the rotation
program, 16.7% are not sure, and 12.5% gave negative answers.

This diagram explains the reason for the motivation to participate in the rotation program.

54.2% of those who wish to participate because of professional development through moving
or changing job responsibilities, 25% because of the selection of a more suitable position in
case of dissatisfaction, and the remaining 20.8% for a variety of jobs, the formation of a
broad outlook.



This diagram explains the reason for the negative responses.

The main reason for those who refused to participate in the program was a drop in
productivity during the period of adaptation to a new position and work conditions, this
answer was chosen by 50% of participants, as well as 12.5% in each 4 categories, such as
unwillingness to leave the position, unwillingness to change the work environment, my
direction in work is more interesting, and I want participate.

The main expectations of the respondents are broadening their horizons, learning something
new, career growth and a change of environment.

Conclusion
Rotation serves as a convenient prevention of professional burnout. Working in one position
for a long time entails a loss of interest in the responsibilities. As a rule, then the employee
starts looking for another job, hoping to acquire new knowledge, skills, new experience.
Rotation helps to unite the team. As a rule, colleagues communicate within their department,
thereby practically isolating themselves from other employees and departments. When
moving to other departments, employees learn to interact with other people, in a new team
they learn to cooperate and reach compromises. Communication between departments is also
being established.
This procedure will help prepare universal specialists - to ensure their interchangeability in
the event of sick leave, vacations, long business trips, as well as for a managerial position.
The rotation of personnel is indispensable for the prevention and resolution of labor conflicts.
If one of the belligerents is sent to another unit, it is possible that it is there that the employee
will be among his own. Then he will be more useful to the company than when he works in a
conflict.
Rotation helps to revive the former excitement or introduce new ideas in the work of a
particular department. Employees who have sat in the same position are rather wary of
innovations, fulfilling their duties "as is customary." In this case, an employee with a "clean"



look is able to bring a new concept to the work of the department, see it from a different
angle and, possibly, increase its efficiency.

Staff rotation can both help a company optimize its talent pool and reduce its effectiveness.
Before starting rotation, the company should consider each candidate for his suitability for
the new position, both from a professional point of view and from a psychological point of
view. A person should be aware of the plans of his leadership and mentally prepare for the
transition. Please note that the rotation can temporarily reduce the performance of the
department where it is carried out, since the adaptation of new employees takes place within
2-3 months.

Our program was developed and created in collaboration with the scientific advisor and the
company. The peculiarities of the company were taken into account, therefore, it takes more
time than allowed to fully implement our idea. The main idea of the rotation is to reveal the
hidden talents of employees. In other words, the qualities of employees in a different position
will show greater productivity and efficiency. For example, you can take: HR of the PRODO
company showed an example of employee rotation, where it turned out that 47% of
employees easily master new duties and fulfill them more easily. Thus, the main task of our
project is to increase productivity in the company and reveal new "talents".
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3. Copnepxxanune Hactosero IlonoxeHus pacpocTpaHAeTCs Ha BCE CTPYKTYPHBIE
nonpazaenenuss 4 (Qunuansl ToBapumiecTBa Ha Teppuropun PecrmyOnuku
Kazaxcran.

3. OnpenesieHnsi, 0003HAYEHUSI M COKPALLICHUSI

4. B nactosuem [lonoxxeHnn npuMeHs0TCA CIe1yIOINe ONPEIeTIeHUs.
TosapumiectBo — TOO «Integra Construction KZ»;

ITporpamma — [Iporpamma «Potanusa nepconana InCon KZ»;

Pa6oTtauk — corpynauk TOO «Integra Construction KZy;

Koopaunatop — pabotHuk VYPII oOTBeTCTBEHHBIH 3a peanu3aluio MpOrpamMMbl
«Poranus nepconana InCon KZ»;

Kangunatr — paOOTHUK, 3asBUBIIMN O >XEJAHUM HPONTH NpOrpaMMy poOTaluu B
ToBapuiectse.

3amenrsromuii pabotHUk — coTpyaHuk TOO «Integra Construction KZ», koTopslit
3aMeIIaeT CBOEro KOJUIETY Ha BpeMs IPOTPaMMBbl POTALINH;

HactaBHuK - KBanu(pUIMPOBAaHHBIN CIIEIUATUCT WM ONBITHBIN paOOTHUK, 3aJauaMu
KOTOPOTO SIBJISIFOTCS IJIAHUPOBAaHUE, HAMPABJICHHUE, COMPOBOKICHUE U OLIEHKA pabOThI
3aMeIsoNero paboTHUKa B paMkax [IporpaMmesl.

PyKkOBOICTBO — reHepasIbHBINA JUPEKTOD;

Kyparop - pykoBoaurens kareropun  TOII-MeHeKMEHT,  KypHUpYIOIIUN
orpeiesieHHoe (YHKIIMOHATLHOE HarpaBiieHHe B TOBAapHUINECTBE B COOTBETCTBHUU C
OpPraHU3allMOHHOMN CTPYKTYPOU.

5. B Hacrosmem IonoxeHnn npuMeHSI0TCS CIEAYONINE COKPALLECHHUS :

YPII — YopasneHnue o paboTe ¢ mepcoHanIoM;
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4. OTBETCTBEHHOCTDH

6. OTBETCTBEHHOCTH 3a pa3pabOTKy U BHECEHHUE U3MEHEHUI B HACTOSIIICE
ITonoxenue Hecer YPIIL.




7. OTBETCTBEHHOCTH 3a OpraHU3aluio 00yUeHHsl, KOHTPOJIb, YU€T, PETUCTPALIHIO,
aHaJIU3 JOKyMEHTAIMU 110 00yUeHHIO U Pa3BUTHIO NIEPCOHANA, COIJIACHO
nporpamme «Potanus nepconana InCon KZ» Bo3naraercst Ha KypaTopoB
IPOTrpaMMbl, HACTABHUKOB YYall[UXCsl, CAMUX YYACTHUKOB, HEIIOCPEICTBEHHBIX
PYKOBOJUTENEH, pyKOBOIUTENEH MMoIpa3ieieHuii Ky1a poTupyeTcst pabOTHUK.

8. Koopmunatop mnporpammsl «Portanus mnepconana InCon KZ» orBeuaer 3a
IIOCTOSIHHOE B3aMMOJEHCTBUE C COTPYIHUKAMH.

5. MeToabl BbISIBJIEHUSI POTAIIMOHHBIX Nap

9. Koopaumnatop IIporpamMMbl oOpraHusyer IOMCK KaHIMAATOB, HCIOJb3Ys
pas3n4Hble METO/Abl UHPOPMUPOBAHUS U PAOOTHI C COTPYAHUKAMU KOMIIAHUH, B
TOM YHCIIE:

BnyTpennue pecypcsi:

- Paccouikuy;

- OnpocHUK;

- Bayrpennss kopnoparusHas noura Kommnanuu;

- HudopmupoBanue COTpyAHUKOB, Yepe3 BHYTPECHHUE YaThl B COII. CETSX.

6. Ilopsinok popmMupoBaHUsI MPOrPAMMBI POTALUH

10. IIpouenypa GpopMupoBaHUs NPOrpaMMbl POTALUHU IEPCOHANIA COCTOUT U3
CJIEIyIOIIMX ITAIOB!

1. Ompenenennie poTalMOHHBIX JOHKHOCTEN

2. Cocrapnenue npopuis J0IKHOCTEH

3. O3HakoMIIeHHE YYaCTHUKOB IIPOTPaMMBbI POTAIIH C 00S3aHHOCTSIMH POTAIIMOHHOMN

JOJDKHOCTH

4. YTBep)KACHUE CIIMCKA KaHAUIATOB

5. IloAroToBka y4acTHMKOB IIPOIPAMMBI pOTALIUU

6. HasnaueHue Ha 1OJKHOCTb

~ MonoxeHune o nporpamme «PoTauusa nepcoHana»
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7. OpraHusanus aAanTalHOHHOIO NMPoLecca NPHU NepeMeleHnH

11. B nemnsx noeimeHus 3pGEeKTUBHOCTH aJanTallil COTPYTHUKA K HOBBIM JIJISl HETO
YCIIOBUSIM pabOTHI 11€I€CO00PA3HO UCTIOIB30BATh TAKOH XOPOIIN HHCTPYMEHT
KAaK HaCTaBHUYECTBO.




[ToaroToBKa HACTABHUKOB COIPOBOKIACTCS CIICIYFOIIUMU JICHCTBUAMMU:

- BBIOOp HACTaBHHKA JJIsl HOBUYKA, pacCMaTpPUBAETCs KaK MHUIIMATUBA CAMOTO
KaHJUJaTa B HACTABHUKH, TaK U MPEAIOKEHUE CTaTh HACTABHUKOM Hanboliee
OTIBITHOMY M KOMIIETEHTHOMY COTPYIHHKY

- OmpeleseHHe C HACTABHUKOM KPUTEPHEB IS OLeHKU Y (HEKTUBHOCTH
MEPEeMEIAEMOT0 COTPYAHUKA B HOBOM BUJIE JESATEILHOCTH,

- Hayayio pabOoTHI HaJl OCBOCHHEM HOBOTO BUJA ICATEIHHOCTH: TIoMIaroBas paboTa Haj
BHEJpEHUEM B pabOTy B HOBOM IOJIpa3/ICIICHUN;

- KOHTPOJb MPOXOXKICHHUS aJaNTAlUN B TOYKAX KOHTPOJIS (HAPUMED, SKCHEICITHHBIC
BCTPEYH IO UTOTaM TPOICIIaHHONW PabOThl, MUCHMEHHBIE OTYETHI II0 UTOTaM MECSIIIa);

- peryisipHOE OmpeeeHre MOTHUBAIMH IEPEMEIIEHHOTO COTPYIHUKA (MHTEpEeCHO/HE
MHTEPECHO, TOBOJICH/X0YET BEPHYTHCS Ha MPEKHEE MECTO paOOTHI, MTOTydaeTCs/HEe
MOJTyJaeTcsl paboTaTh HAJ IPYTHUMHU 3a/1a4aMU | T. JI.), €CITU COTPYIHHUKA YTO-TO HE
YCTpanBaeT WIHA OH BBICKA3bIBACT MOXKEITAHUE TIEPSUTH Ha TIPEKHUH BH]T
NEeSATEIbHOCTH, HEOOXOUMO OTIEPATUBHO IMPOBECTH OIICHKY JOCTUTHYTOTO H
MIPOAHATM3UPOBATh IPUYMHBI TAKOTO HACTPOCHHUS (BO3MOYKEH BapUaHT
Hed(PPEKTHBHOTO HACTABHUUYECTBA WJIH K€ COMPOTUBIICHUS KOJUIEKTHBA HOBOTO
MIOJIpa3IeIICHUs FJTH HECOBITAJICHHE OJKUIaHUI OT HOBOW paOOTHI ¢ PaKTHUECKUMH
CUTYaIUsIMU);

- BBIXOJI HOBUYKA Ha 3aIUIAHUPOBAHHBIIN PE3yJIbTAT ACATEIBHOCTH, TUOO aHAIH3
MPUYHH TOTO, YTO HE JIOCTUTHYTHI IUITAHUPYEMBIC PE3YIIbTAThI, IIPU HEOOXOIMMOCTH —
MPUHATHE pelieHust 00 00paTHOW POTALMHU WU K€ MPU3HAHUU TIpoIiecca
NepEeMEIEHUs, TOCTUTHYBILIEM IIEJICH.

8. CrumynupoBanue yyactHukoB IIporpammel

12. B xauecTBE MHCTPYMEHTOB CTUMYJIMPOBAHUS YIACTHS U YCIICIIIHOTO
npoxoxaeHus rnporpamMmsl «Potanus nepconana InCon KZ» cotpynnukam MoryT
MIPEIIOKUTH CIICTYIONTUE TTyHKTHI:

- BxirodyeHue B KaJpoBbIi pe3epB KOMIIAHUYU HA 3aMELIEHUE PYKOBOISIINX

JIOJDKHOCTEH;

- IlpemocraBneHne BO3MOKHOCTH “0e300JIe3HEHHO’” HCTIBITATh Ce0s1 B KAUECTBE

PYKOBOJIUTEJIS;

- IloBsiieHue cratyca B TEKyIIeH JOJDKHOCTH, MPUCBAUBAHUE HOBOUM KaTErOpPHUU;
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- IIpemocraBieHne BO3MOKHOCTH JJISI CaMOpEATH3allnu;

- Pa3BuTHe HyXHBIX KOMIIETEHIIUA U HABBIKOB;

- Bo3MoOXHOCTbH NepeBOo/l Ha HHTEPECYIOILYIO I0JKHOCTD, MIPEIoiaratonyto oosuee
BBICOKYIO OIUIATY;

- Bo3MoXHOCTB TOJTy4eHHS IpeMuii 1 O0HYCOB B citydau BeimoigHeHus KPI;




B nensx BeINOJIHEHUS (bYHKI_II/II/I o aganTal COTPYAHUKOB HACTABHUK HAZICIISACTCA

MMOJIHOMOYHAMU B CICAYIOIIUX BUAAX NCATCIIbHOCTHU:

co3zlanuio coBMecTHO ¢ YPII poTupyeMoMy COTpyAHUKY OJaronpHUsTHBIX YCIOBHI

TpyAa U YCIOBUH U1 OBICTPO afanTai Ha HOBOM paboyeM MecTe;

IIPEICTAaBICHUIO CBOUX PEKOMEHAAMI 1 KOMMEHTapUEB PYKOBOACTBY IO

IIPOXOKACHHUIO HOBBIM COTPYAHUKOM POTAllMOHHOIO IEPUOAA;

Y4aCTHUIO B OLICHKE COTPYJHHKA B TOYKAX KOHTPOJIS;

13. HacTaBHUKOB HEOOXOIMMO MaT€PHAIBLHO CTUMYJIMPOBATH K YCIIEITHOMY
3aBEpILIEHHIO IIpoLecca poTauuu. Bo3moxkHa pa3paboTka CUCTEMBI
MaTEepUaIbHOTO CTUMYJIMPOBAHUS TPpyJa HACTABHUKOB, Oa3upyrolleiics Ha
NEPEYUCIICHHBIX HUKE MPUHIIUIAX:

HAaCTaBHUYECTBO HaJl POTUPYEMBIMU COTPYIHUKAMM MOAJIEKUT JOTOIHUTEIHHON

OILIaTe.

oIuIaTa MPOU3BOAUTCS €AMHOBPEMEHHO, ITOCIIE 3aBEPILIECHMS IEpUOA

HACTaBHUYECTBA, IIPH HTOM IIEPEUUCIICHUE JCHEKHBIX CPEJICTB 32 HACTABHUYECTBO

OCYILIECTBIISICTCS] OTHOBPEMEHHO C MEPEYHCICHUEM 3apa0OTHOM IIaThl HACTaBHUKA 3a

TOT MECALl, B KOTOPOM 3aBEPUIMJICS IEPUOJ HACTABHUYECTBA.

pasMep OIUIaThI 32 HACTABHUYECTBO, OMMCAHHOMN B HACTOSIIEM ITOJIOXKEHUH, BKIIIOUAET

B ce0s HAJIOT Ha JOXOAb! (PU3NUECKUX JIMII.

pa3Mep OIUIaThl HACTABHUYECTBA 3aBUCUT OT PE3yJIbTaTa IIPoLecca HACTABHUYECTBA

(ot 10% x oxmany).

IIPOBOJIUTH OLIEHKY paOOThl HACTaBHUKA OyayT HE TOJIBKO HAa OCHOBaHHUHM (hakTa

JOCTUKEHMSI IOAOIIEYHbIM 3aJJaHHbIX [10Ka3aTelei, HO U HA OCHOBAHUU 3aKIIIOUCHUS

KOMHCCHH, B KOTOPYIO OyAyT BKJIIOUEHBI pa3Hble yuacTHUKU [IporpamMmel.

9. Omunenka 3¢pPpexTUBHOCTH NPoLECCA

14. Jlyis TOrO, 9YTOOBI OIEHUTDH PE3YIBTATUBHOCTH POTAIUHA MOTYT IMTPUMEHSTCS
HECKOJIBKO METOO0B:

HaOIr0/IeHUE B TIpoliecce MpodhecCHOHATBHOM IeATeTbHOCTH;

JaHHBIE OLEHKH N0 MeToay «360 rpagycoBy;

COCTaBJICHUE €KEMECIYHOTO0 PEUTHHTa HACTABHUKOB M MOJIOTICYHBIX;

MonoxeHue o nporpamme «PoTauusa nepcoHana»
InCon KZ TOO «Integra Construction KZ»

Pep.1 | Crp.7us8

IMMOXEJIaHNA CaMOro COTpyJHHUKaA O IEPEXOJAE B APYTIo€ IOoAPa3aACICHUC (CMGHC BuUa
HCHTGHBHOCTI/I);

CTPYKTYPUPOBAHHOC MHTCPBLIO C HACTABHUKOM, HCTIOCPCACTBCHHBIM PYKOBOJAUTCIIEM
NEpeMCIICHHOI'0 COTPYAHNKA U CAMUM HOBUYKOM;




pabOTHHMK, 3aMEIIABIINN JOKHOCTh B TIOPSJIKE POTAIINH, BHIpA0AThIBACT 3aMEUaHUS
K OpraHu3alliy NpOBEeACHUS POTALlUU, IPUMEHEHHOW B OTHOILICHUH €TI0, U MOYKEJIaHUs
JUISl COBEPILIEHCTBOBAHMS IIPOLIEAYPHI POTALIUY;

BeinnojiHeHuEe KPI;

oTaen MpoeccrnoHaIbHOTO Pa3BUTHSI IEPCOHAIA HA OCHOBAHUH BCEX MOYYECHHBIX
MaTepuaioB FOTOBUT PEKOMEHAIMH 110 COBEPIICHCTBOBAHNIO AHAIIN3 Mpoliecca
poTanuu, 3aKIYeHne 00 UTorax;

15.

10. BHyTpeHHHe JOKYMEHTbI, 3alI0JIHsieMble IIPH NepeMeleHun

I[OKYMCHTBI, 3aIIOJIHACMBIC ITPU IICPEMCIICHUM

- 3asgBIIeHHE COTPYAHUKA Ha Y4aCTHC B I[IpOorpamMme.
- HpI/IKa3 O Ha3HAaUCHUU COTPYAHUKA.

16.

17.

18.

19.

ITnan npoBeneHus poTanuu cOTpyAHUKOB. COIIacOBBIBAETCA C PYKOBOAUTEIIMU
HOI[pEB,[[GJIGHHfI, KOTOPBIC UCTKO OIIPCACIIAIOT LUCIIU U CTABAT 3ala4i COTPYAHUKY.
Haznauenwne KaHauaaTa OCyHICCTBIACTCA HA OCHOBAHUH COOTBCTCTBYIOMICTO aKTa
paboTomarens.

Haznauenue pabOTHHKA JOIDKHO OBITH COTIIACOBAHO C PYKOBOJIUTENIEM MPEKHETO
NOJIpa3/iesIeHusl U C pyKOBOJUTEIEM HOBOI'O MOipa3esieHus (OH JOIKEH
103a00TUTHCS O IOJDKHOCTHOM MHCTPYKIINH, IJIaHE aJjanTaluu, 3aa4ax).
[Tpuka3 cocTaBisieT MEHEKEP MO MEPCOHATY, OH MOANUCHIBAETCS
PYKOBOJUTENEM U 00BSIBIIIETCSA COTPYIHUKY. Ha ocHOBaHuM mpuKkasza aenaeTcs
3alUCh B JIMYHOM KapTOUKE.

11. 3akarouyenue

ITpu ycnemnom npoxosxaeHuu nporpammsl «Portanus nepconana InCon K27y,
pabOTHHKA MOTYT IEPEBECTH Ha paHee MPOUICHHYIO UM JJOJDKHOCTh M BBECTH
M3MEHEHHE B TPYIOBOM JIOTOBOP, COCTABUTH MPHUKa3 00 N3MEHEHHH TPYI0BOTO
JIOTOBOPA U BBIIIOJIHUTD UHBIE IEHCTBUS, IPEyCMOTPEHHBIE TPYAOBBIM
3aKOHOJATEIBCTBOM.
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20.
21.

12. HOpMaTI/IBHI)Ie CCHIJIKH U COMYTCTBYHOIIUE TOKYMEHTBI

Tpynosoit kogexc PK ot 23.11.2015 Ne 414-V;
MC ISO 9001:2015 «Cuctema MeHepKMeHTa kKauecTBa. TpeOoBaHU»;




22. MC OHSAS 18001:2007 (ISO 45001) «CucreMbl MeHEIHKMEHTa OXpaHbI
3JI0pOBBS
1 o0ecrieueHrnn 6e30MacHOCTH Tpyaa. TpeboBaHus»;

23. MC ISO 14001:2015 «Cuctembl MEHEI)KMEHTA OXPaHbl OKPYKAIOILIEH CPEBI.
TpeboBanusy;

24. ICK-UK-10 UucTpykius o nopsake pa3paboTku 1 0opopMIIeHHS TOKyMEHTaLUN
NCM ToapuiiecTBa ¢ OrpaHIYeHHOM 0TBeTCTBEHHOCTHIO «Integra Construction KZ».
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