BalOT BJIMSIHUE LIEHHOCTU W MPUHIIUIIBI, ITPH-
HSTHIE B OpraHu3anuu. MHorue KoOMIaHUKU
YCTaHOBWJIN, KAKMM IIPUHIIAIIAM OHU TIPUBEP-
JKEHBI, 1 JIOHECJIN UX 10 CBeACHMS CBOUX PadOT-
HUKOB, 0COOCHHO BBIAEISIS TO, KAKYIO POJIb 3TU
LIEHHOCTU JTOJIKHBI UTPaTh B TTOBCEIHEBHOM
JesITeIbHOCTH. HekoTopbie KOMITaHUU KOPITO-
paTUBHBIC TIPUHIIUIIBI ¥ LIEHHOCTH BKJTFOUMIU
B MOJEJIb KOMIIETCHIIMI 1 3a00TSITCSI O TOM,
YTOOBI IOBEICHUE TIEPCOHAJIa COOTBETCTBOBAJIO
MPUHATHIM YCTaHOBKaM [5].

Mognenb KOMIIETeHIIN B JaHHOM ClTy4yae —
¢dopMa 0003HAUYEHMSI TIOJTHOTO Habopa KoMIle-
TEHLNH (C YPOBHSIMU WM O€3 HUX) M MHIUKATO-
PpOB noBeneHUsI. Monen MOTyT conepsKarh Je-
TaJIbHOE OMMCAaHUE CTaHAAPTOB MOBEACHUS
IepcoHaa KaKoro-To MoapasfaeaeHus Uin
CTaHAAPTHI IEUCTBUI, BEAYIIMX K JOCTHKEHUIO
CITeLMAJIbHBIX 11eJIei, HO MOTYT 1 BKJIIOYATh OC-
HOBHbIE CTaHIAPTHI TOBEICHUS, IIPETYCMOTPEH-
HBbI€ 1715 TTIOJTHOTO OIMCAHUS IEJIOBO CTPYKTYPBI
WU ACSTeTbHOCTH, PACCUMTAHHBIX Ha TOCTIIXKE-
HME BCEro KOMILIEKCa KOPIIOPATUBHBIX 1IEJICH.
Hab6op neraneii, BXOAIIINX B ONMCAHUE MOACTU
KOMIIETEHILIMM, 3aBUCUT OT IIPEAIIoIaracMou
cepbl mpuMeHeHus [5].

Pazpat6orannas u npunsarast B OAO «P2K/1»
B 2010 romy Mozenb KOPIIOpaTUBHBIX KOMITETEH-
it «5SK+JI» (Tabmumiia 1) maet Kaxkmomy paboT-
HUKY CBOU OPUEHTUPHI, YTOOBI TIOMOUYb EMY
pellaTh CTosue nepea HuM 3agadu. opmysia
«SK+JI» Bkmovaer B ceds1: KoMIeTeHTHOCTD,
KnuentoopuentupoBaHHocTh, KopropaTus-
HocTb, KayectBo, KpeatuBHOCTb M JIMaepcTBO,
IMOKa3bIBaeT, KaK OOIIMe ISl BCeX LIEHHOCTU
JIOJKHBI TIPOSIBISITHCSI B pabOTE OTIECIHHOTO
corpynHuka. [TposBisisa cBOIO cIOCOOHOCTh
K Pa3BUTUIO, OPUEHTUPYS JUIYHOCTHbBIC UHTE-
peChl Ha MTHTEPEeChI XOJIIMHTa, 3aHUMAsICh CaMO-
obOpazoBaHueM, 00yJasich paboTaTh B KOMaHJIE,

TIPOSIBIISISI MHUITUATHBY, TBOPYECTBO, IUACPCKIE
KayecTBa, Halle/IMBasi Ce0s1 Ha pe3yJ/IbraT, Kax-
IIBIA 13 COCTaBa MepcoHala CMOXKET B KOHIIE
KOHIIOB HAay4UThCS OIICHMBATh YPOBEHB CBOMX
KOPITOPaTUBHBIX KOMITCTCHITUIA.

BbIBOObl

DddexTuBHaAs ACATETLHOCTh KOMITAHUN
JIOCTUTAeTCs B TOM YHUCJIE 3a CUET TMOKOI 1 pe-
TYJSIPHO OOHOBJISIEMOM CHCTEMBI YITPaBJICHUS
KaJpaMu, IIPUMEHEHMs] MHHOBALIMOHHBIX TeX-
HOJIOTUIA, OIIepaTMBHOI'O COBEPILIEHCTBOBAHUST
BCeX HalpaBJICHUIA pa3BUTHsI 1 000CHOBAHHOM
OYEpETHOCTH B peau3allii MOCTABICHHBIX
3aga4. KOMIeTeHTHOCTh BhICTYIIaeT 6a30BbIM
YCJIOBMEM TaKOT'O YPOBHSI PYKOBOJISILMX ITO3M -
LW, ¢ OOBEKTUBHOM TOYKHU 3PEHUSI SIBJISIICH
B M3BECTHOI Mepe CHHOHMMOM ITPOohecCroHa-
JIM3Ma.

To ecTh KOMIIETEHTHOCTHBII TTOAXOM IIPU
CTPYKTYPHO-aIMUHUCTPATUBHOM (DOPMUPOBa-
HMM TIepCOHAaIa CTAHOBUTCSI, TI0 CYTH, CTPOTO
onpeeIsoIIMM (haKTOPOM, OCHOBOI ITporpec-
ca ITPOM3BOJICTBA.
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ABSTRACT

The article provides an analysis of the following
issues: what competences a leader should have for
solutions of a totality of tasks at hand, for innovative
development of professional capacity and creativity,
increase in performance and effectiveness of
production activities

ENGLISH SUMMARY

Background. Higher requirements for modern
management personnel are designed to fully disclose
personal, business, professional qualities of each
employee. Therefore, any manager should continuously
maintain and improve his level of knowledge, use an
individual approach to all subordinates.
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The current situation of high staff turnover and
the current system of psychological diagnosis and
selection of executives emphasizes a problem of
evaluation and indicative criteria in the formation
of staff reserve of different level on the railway
transport. The ongoing reform of the sector does not
relieve an acute need for specialists, having reliable
knowledge and being able to competently perform
their job functions, to manage human resources
professionally.

Market economy based on competition and
entrepreneurship, and not on the hierarchical
subordination of economic processes, needs more
managers than the previous system. But these
managers (i. e. people taught to manage) must be
quite different than before, have many new qualities.

However a certain redistribution of competences
does not involve extremes. It is impossible and
inadmissible to neglect a valuable potential of existing
employees with management functions, knowing
reality with considerable training, accustomed to
discipline, persistent purposeful work.

If we take the direct object of managers’
competences to consider it in more detail, the
question will inevitably arise, what competencies
leaders should also have to be prepared to tackle the
challenges they face.

Objective. The objective of the authors is to
investigate modern approaches to competences of
leaders of companies.

Methods. The authors use descriptive method
and analysis.

Results. Emergence of human resource
management systems on the basis of competences
has caused lately not only a wave of enthusiasm,
but also a lot of problems because of the novelty
of the subject and misunderstanding of the model
itself. Most of the problems with the skills and use
of competences stems from the lack of a shared
vision of what they represent in the human resources
management system.

Classic business is a system of resources,
management of which is aimed at achieving the
objectives of entrepreneurship. There are four
main resources of any company: clients, the staff,
finance and business processes. To some extent,
these resources are opposites, which as it is known,
are driving forces of any development, including
the sphere of business. For example, finance —
internal resource, and customers — external
resource, the staff — general human relations, while
business processes — sustainable technologies.
Moreover, it is the balance of these opposites
makes management effective and business
successful [1].

Ability needed to deal with workloads and
obtaining the expected results, is mostly defined as
competency. Ability, reflecting adequate standards
of behavior, qualifies as competence.

Competence can identify strengths of a person
and skills that he should improve.

On the other hand competence is an ability of
a company and its staff to perform the required
functional level in accordance with specific vision,
mission and values. That s, in fact, competences are
embedded in the overall system of human resources
management, aimed at achieving the strategic goals
and recognized equally by the company and each of
its employees.

Competence represents the integral quality that
combines knowledge, skills and attitudes of a person,
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described in terms of the observed behavior in the
workplace. Availability of required competences
is a mandatory prerequisite for the success of an
employee.

Competences can be considered as a combination
of knowledge, skills and personal qualities that help to
perform work in the organization in accordance with
a particular standard, adopted in it.

In foreign research competency is most often
considered as an integral phenomenon in which we
should differentiate:

a) competency, contributing to consolidation of
decisions, application of skills in a rapidly changing
demands of the environment;

b) conceptual competency;

c) competency in the emotional sphere, the field
of perception;

d) competency in specific areas [2].

After analyzing the various studies, it can be
concluded that competency always includes:

— Basic characteristic of a person, which causally
linked with efficient and / or the best performance of
duties assigned, which is assessed based on criteria;

— Description of behavior or actions that are
usually observed by good performance of work;

— Behavioral characteristic, which implies an
ability of an employee to perform job functions in line
with accepted standards of conduct;

— Acluster of factors, including abilities, personal
features, knowledge, skills and abilities necessary for
a person in the course of labor processes.

Personal and organizational competences are
divided depending on their sphere of application.

Managerial competences are necessary for
leaders to achieve their objectives. Primarily they are
important for staff involved in management process
and having workers in subjection: linear (constant) or
project. By and large — they are standards for leaders
in various industries. Competences of a specialist are
abilities and personal qualities, which are limited to
performing his own work.

Professional competency is perceived as a
high level of specialized professional knowledge
and acquirement of different areas of employment
activity, a deep understanding of the pressing
professional problems, business reliability and
the ability to accurately address a full range of
professional tasks.

Availability of professional competence
is a prerequisite for formation and qualitative
performance of professional activity. The content
of such competences depends on the conceptual
approach, while, as a rule, the emphasis is on the
ability to perform the expected actions in the use
of standards for the profession [3]. Competence-
based approach to assessment of candidates in the
personnel reserve reveals their strengths and at the
same time, the qualities that should be improved in
order to achieve optimal results in the workplace. [4]

Professional- technical competences are
competences that are provided for in respect of a
particular group of positions. Main characteristics:
ability to apply knowledge in practice, the amount
of knowledge, focusing on the needs of a certain
activity. Composition of a registry of professional
competences for all positions in the organization
is a very time-consuming and sometimes lengthy
process. In some companies, however there
are already collections of uniform corporate
requirements for each position of managers and
specialists.



Table 1

Elements of the model of corporate competences of the holding JSC «Russian Railways»

Competency Availability of professional competency. Ability to learn and develop. Willingness to share
experiences and transfer knowledge.

Client focus Knowledge of current and future clients’ needs. Orientation for the benefit of clients. Attitude to
colleagues as internal clients of the company.

Corporativity Focusing on the interests of the company. Ability to work in a team. Focus on results.

Quality Knowledge of policies and quality standards. Focus on quality and efficiency. Ensuring security.

Creativity / Focus on improving the results. Taking initiatives and innovation. Support of colleagues’ initiatives.

innovation

Leadership Enthusiasm and involvement of colleagues. Effective organization and regulation of work of
colleagues. Motivation and conviction without administrative burden.

Key competences provide universalism of a
specialist and therefore can not be too specialized.
But the universality does not reduce the importance
of each of these competences individually, they are
characterized by a more regular and massive demand
for applicability in typical workflows, which retain for
their holders an opportunity to act independently and
responsibly at a right moment.

Corporate competences are those that apply to
any position in the organization, they are based on the
values, traditions of a company and the management
style typical of the corporate culture and consistent
with development strategy, organization’s mission,
code of conduct.

As it is known, besides motivating factors,
character traits and abilities individual behavior is
influenced by the values and principles adopted in the
organization. Many companies set, what principles
they are committed to, and they brought them to the
attention of their employees, especially highlighting
the role that these values should play in everyday
activity. Some companies included corporate
principles and values in the competence model and
care about consistency of the staff behavior with
acceptable settings [5].

Competence model in this case refers to the full
form of a set of competences (with or without levels)
and indicators of behavior. Models may contain a
detailed description of standards of staff behavior of
some division or standards of action, leading to the
achievement of specific goals, but can also include
basic standards of conduct, provided for a complete

description of the business structure or activity
designed to achieve the whole complex of corporate
purposes. A set of details, included in the description
of the competence model, depends on the intended
sphere of application [5].

Developed and adopted in JSC «Russian Railways»
in 2010, a model of corporate competencies «5C + L»
(Table 1) gives each employee their guidance to help
him solve the challenges he faces. The formula «5C + L»
includes: competency, client focus, corporativity, quality,
creativity and leadership and it shows how common
to all values should appear in the work of an individual
employee. Showing its ability to develop, focusing of the
personal interests on the holding interests, engaging
in self-education, learning to work as a team, showing
initiative, creativity, leadership, aiming at a result, each
employee of the staff will be able to finally learn how to
assess his level of corporate competences.

Conclusion. The effective operation of the
company is achieved also through flexible and
regularly updated human resources management
system, the use of innovative technology, rapid
improvement of all areas of development and
reasonable priority in the implementation of the
tasks. Competency serves as a basic condition of
this level of managerial positions, being, from an
objective point of view, to some extent synonymous
with professionalism.

That is, competence-based approach at the
structural and administrative formation of personnel
becomes, in fact, strictly determining factor, the basis
of the production progress.

Keywords: management, personnel, leader, competences, development of management and professional skills.
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