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BUILDING AND DEVELOPING A PROJECT TEAM ON THE BASIS OF A
MULTICRITERIA MODEL

The subject matter of the article is mathematical models for solving particular problems of selecting candidates for building a project
team. The goal is to develop formalized models and methods for assessing the level of the generalized social and professional
competence of each employee engaged at a specific type of work of an investment project while building and developing a project
team. The objectives are: to formalize decision-making methods; to select the best option on the basis of multicriteria assessment and
optimization methods; to analyze the peculiarities of multicriteria assessment tasks in the problems of human resource management;
to apply mathematical models of decision making when selecting the most suitable candidates for the project on the basis of the
general utility theory. The methods used are: multicriteria assessment and optimization methods, utility function. The following
results are obtained. The general task of managing human resources and building a team for a new project was analyzed. The main
criterion for involving candidates in the project team appeared to be the qualifications and experience of performing similar work
accepted by the organization, but the impact of individual factors of a candidate should be also taken into account. Some methods for
solving the task of multicriteria selection with the use of non-formalized experience applied to the tasks of managing the project
labour resources are suggested. The suggested method of building a project team is based on the models of multicriteria optimization
which, unlike available methods, enable taking into account not only professional competences of employees but also personal and
psychological characteristics of candidates in various combinations, which contributes to qualitative performing project tasks
depending on specifics requirements of the project. Conclusions. The task of selecting the most suitable candidates for the project on
the basis of the general utility theory is considered. The competence approach to managing human resources is justified. The
suggested model enables formalizing the preferences of decision-makers and obtaining objective numerical assessments of the
competence of candidates. Thus, the task of building a project team is multicriteria and can be solved on the basis of multicriteria
assessment and optimization methods. The questions of practical application of the proposed mathematical models and methods are
considered. It is suggested to select candidates for a project team on the basis of their experience in solving similar tasks in previous
projects.
Keywords: building a project team, project team, utility theory, multicriteria model, competence approach.

Introduction

Today almost every company constantly needs to
build a high-quality professional and competent structure.
Even if the company’s activity is the efficient and stable
process, it is necessary to pay attention to the tasks of the
scientific normative justification of the methods of making
personnel decisions.

Building a project team is one of the top priorities in
the management of a modern project. At the stage of
building a work collective project managers have to solve
a number of specific tasks related to planning,
implementing, control, responsibility, communication, the
motivation of work, conflicts, power, leadership and so
on.

Building and developing an efficient production
team interacting as an integrated project team is a complex
task that arises at three main levels: at the level of team
management, at the level of social and psychological
compatibility of the project team members and the
manager, at the level of the performance of the specially
built team that works as the team of like-minded
colleagues.

Analysis of recent research and publications

Personnel selection is the process of selecting
suitable candidates for involving in the project team
according to the list of specialities, positions and trades
that are planned according to the enterprise development
plans and their predictable implementation in time.

The issues of building a work collective have been
widely considered both in study materials and reference
books. The variety of terms caused the necessity to
structure the basic concepts associated with the process of
hiring employees for an organization. The main terms and
definitions of the analyzed sources are presented in
table 1.

Defining the theoretical and practical value of
available research, it can be noted that a certain range of
issues on the target problem needs further development.
This concerns the solution of the tasks of human resources
management, including the assessment of applicants for
vacancies.

The main results of the research

According to the project management methodology
(PMM) [1], the term “project management team” is
defined as part of a project team that is responsible for
project management such as initiating, planning,
executing, monitoring, and completing various project
phases.

The concept of “team” is one of the key ones in
project management as well as the terms “project team”,
“human resources management of the project” which
include the processes of planning, team building,
developing, transforming or disbanding [5].

The practice of personnel recruitment and
disposition, professional advancement and development
should be based on the objective, scientifically based
appraisal of employees. The task of the employee’s
appraisal is to identify their labour potential, the degree of
using this potential, to check if employees fit the positions
they hold and whether they are prepared to hold another
specific position [6].
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Table 1. Terminology associated with human resources management

Source

Term

Definition

Project management
dictionary
(encyclopedia) [2]

Personnel selection

In the staff management, this term most often refers to the part of the hiring
process associated with selecting one or more candidates to a vacant position
among the total number of people applying for it. Generally, personnel
selection should be regarded as a process of selecting a person from the total
number of employees who meet the parameters according to the established
criteria

Talent acquisition

The set of organizational measures including all stages of staff involvement,
as well as the selection of personnel and employment. Some specialists in the
field of personnel management bring this process up to the end of the
instatement stage, that is, they ensure that new employees are organically
integrated into the specific work collective and in the organization as a whole

Personnel recruitment

Recruiting a great number of people to any organization

Project Management
Body of Knowledge
PMBOK]1]

Project team

recruitment

The process of confirming the availability of human resources and engaging
the team necessary to carry out the operations of the project

A.Ya. Kibanov,
1.B. Durakova [3]

Personnel recruitment

Engaging a great number of people to any organization

Employment

A number of actions aimed at engaging candidates who have necessary
qualities for achieving the goals set by the organization. This is a set of
organizational activities, which includes all stages of employment, as well as
assessing, selecting and recruiting personnel.

Personnel selection

The process associated with selecting one or more candidates for a vacant
position among the total number of people applying for it. This is the process
of selecting a person from the total number of employees who meet
established criteria using certain evaluation methods

N.A. Salomatin [4]

Employment

A number of actions aimed at engaging candidates who have necessary
qualities for achieving the goals set by the organization

S.K. Mordovin [4]

Talent acquisition

The process of creating the database of employees of the required
qualification to meet the organization personnel requirements

I.A. Nikitina [4]

Personnel recruitment

The system of measures taken by an organization to engage employees with
necessary abilities, knowledge, skills and motivation the organization needs
to achieve its goals and objectives

Personnel selection

The process of selecting one (or more) candidate from a number of applicants
who is the most advantageous according to the qualification criteria

Any organization is a functional organization [7].
According to the classical definition, an abstract structure

is defined as an ordered set

S = MxR,

providing the staff to the processes of developing the
enterprise and building the team of investment projects
executors.

The method of selecting and assessing the personnel
for the projects that are planned is based on the procedure

where M is a set of elements included in the system;

R is relations that are implemented at the elements
of the sign X that is the Cartesian product that establishes
the ordering relation.

Depending on the level of consideration, an element
can be understood as an individual worker or as a team, a
functional unit, organizational elements, and so on. The
relations under consideration can be creative,
organizational, informational, interpersonal, and so on.

When building production teams, the need arises to
select specialists for performing certain types of work
from the available list of candidates for a project
according to their personal and psychological
characteristics and features of the future work activity.
Considering this circumstance, it is reasonable to assess
candidates’ personal and psychological characteristics
separately followed by selecting them for work in the field
that is the most suitable for them.

A number of works [8, 9, 10, 11] deal with the
issues of formalizing decision-making methods on the
basis of similarities in solving the tasks of management of

for selecting candidates for a new project team from a
number of people who performed similar works in
successful projects of previous years [12]. The staff
selected in this way is the basis for further differentiated
assessment of each candidate to understand if they
correspond to the content and features of a future work
and have appropriate psychological (individual) personal
characteristics.

The labour resources necessary to perform the
planned work are determined according to the competence
profile of employees. The quantity, qualifications and
required level of training depend on the industry, the
technology used, and the size of an enterprise. The
competence approach while selecting personnel and
assessing their professional qualities is based on the
corresponding set of value criteria that enable the multi-
criteria assessment of the professional level of candidates
according to the selected list of criteria depending on the
specificity of the project.

The method for assessing candidates for a project
according to the professional, personal and psychological
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set of relevant characteristics is built on the basis of the
competence approach data, and a holistic (generalized)
index of social professional competence is determined.

The membership of candidates for a project to be
evaluated is formed at the pre-selection stage in terms of
the proximity of the professional activity and the nature of
the planned types of work. The selection and assessment
of candidates are based on the general utility theory.

When determining the general social and
professional competence [13] of an individual candidate,
each block is considered separately by relevant experts
who determine the list of characteristics and the methods
of their usage for each competence block.

The structure of each competence (Kj,K,, Kz, Kj)
is determined by a set of n; of particular competences that
have inherent value W, :

_ n
0<W,; <1,i=1Ln; > W,;=1,
i=1

where i is the index of an employee, t is the index of a
competence.
The competence characteristics in each block are the

levels of each candidate’s competences b that are

determined by corresponding specialists while testing

0<b, <1,i=1n.

The overall competence of a specialist according to
a particular block will be determined by the following
equation:

The candidate’s competence is determined on the
basis of the assessment of the utility function for each
candidate and subsequent ranking a series of preferences
[12].

The numerical values of assessing each candidate
are determined by the value of the utility function, they
are calculated according to the score of each characteristic
from the set determined by experts.

m —
S” K =) b;Vi , where j=1m,
i

where m is a number of test characteristics;
Yf,j is the j-th standardized characteristic that is

equal to
P P
P yJ _ij
Yo = —p
Yis — Yjw

m
0<Yj <1>b, =1.
i=1

The ordered series is S{ k >S5 k ..

With regard to the procedure for assessing
candidates for a project team, this can be interpreted as an
individual assessment of each candidate according to
professional, personal and psychological characteristics.

The generalized assessment of candidates according
to professional, personal and psychological characteristics
is determined by the value of the utility function [12]:

Fk =CP k +C,8” ki +C;8™ ki, (1)

where C;,C,,C; are the coefficients of the significance of
professional P k; , personal sP ki . and psychological

SP k; characteristics of candidates. The values of the
coefficients of significance C;,C,,C; are formed by
experts and decision makers 0<C; <1, 0<C, <1,
0<C;<1; C+C, +C5 =1.

After selecting candidates on the basis of proximity
(3) and searching for similar works (2), the ranking list of

candidates for a project according to the professional
feature will be formed.

2

n
di = J WP X — X @
o1

1

smYW - =
Y
1+dpq

pq

®)

Thus, the scope of people who will be involved in
the project team is determined after assessing their
personal and psychological characteristics.

Candidates were selected and assessed on the basis
of the general utility theory ty [12, 14]. Heterogeneous
partial criteria are normalized according to the following
formula:

W o
k7 Z(M] . (4)
kB X —k" X

The calculation of the generalized assessment of
candidates according to the developed models and
methods of building a project team, taking into account
professional and personal psychological characteristics is
presented in table 2.

The “worst” and “best” value of the ith partial
criterion should meet the following requirements:

K® =maxK; x ,if K, x —max;
xe X

K2 =minK; x ,if K, x —»>min.

K}"’zmi)?Ki X ,if K X —max;
Xe

KY =maxK; x ,if K, x —min.
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Table 2. Calculation of the generalized assessment of candidates

Criteria for assessment

The list of Professional* Personal* Psychological*
experts _
il o .
= = 4+
5 S 8 s £ £ 5
3 2 £ S g 5 g
kS) 8 5 8 ] S = g
5 5 gr< o 8 o 2 &
= = o -g laly] b= = 2 c o &
L ES X @ > = s O 2 S
= = =] = S = =
S 5 & > < _LC) P4 2 = =2 s S c 2
c .= cm S = A o 1S 5+ @
S - 8L ° < k=3 c = o
o .8 88 TS S < k7] 'S = o e e >
Es g2 e 2 3 5 G = 2 =
— T = = — 2 - =
S X S OD > - S & 2
) o) 200y ] ~ ® 2
o < < @ 2 ~ 3]
- S 3} 8 3 S >
2 = 2 = S &
= E w ©
T
Expert 1 2 1 2 1 1 2 0 1 0
Expert 2 1 1 1 2 2 1 1 0 0
Expert 3 2 2 1 0 1 1 1 1 0
Expert 4 1 1 1 1 1 1 1 1 1
Expert 5 1 1 1 1 1 1 1 1 0
Total 7 6 6 5 6 6 4 4 1
Specified
weight 0,16 0,13 0,13 0,11 0,13 0,13 0,09 0,09 0,02
(Ijossible 0,15-0,127 | 0,12-0,14 | 0,12-0,24 | 0,10-0,12 | 0,12-0,14 | 0,12-0,14 0,08-0,10 | 0,08-0,10 | 0,01-0,03
eviation

*~P k; are professional, sP k; are personal, sPs k; are psychological characteristics of candidates.

The decision support system for human resource
management offers the three most suitable candidates who
scored the most points. Each factor listed in Table 3

corresponds to a 5-point scoring scale (weak level, needs
improvement, sufficient level, good level, excellent level).

The integral assessment is calculated according to

the formula (1).

Table 3. Multicriteria assessment of candidates according to the generalized criterion

Criteria for assessment
Professional Personal Psychological

oy < +—

g S 3 = £ £ 5
= = 1= [ >3 c > =
[S) a ] = 2 9] S S
o — [<5)
o S oS @ o % = 13 =
@ o S« > ! Z o 5
© S »n S S o < S S o 2 2
: : e =g 223 £ = =S > £ 3
The list of applicants E% g 5 8352 o Py § = 3 o &
S8 | =2 | 288 | 8§ | & | 2| <2E © s | g

L2 o s 2 S

3 | 88| 5285 |E 5|5 /82| & |28
c 5 T — S48 c n @ @ = £ s =

o T ® c o = g 5% > 2

= T © E &2 I= 5 T ° 5 S

S < 50D > - 8 F S

3 o 29 2 ¥ B 2

53 < < @ L2 ~ 3]

5 o O 'S = 3] >

£ = 2 £ < 3 o

.]C_:” 3 w o

Applicant 1 4 5 3 4 4 4 2 5 3,8
Applicant 2 5 3 4 3 5 4 1 3 4 3,6
Applicant 3 3 4 4 1 3 4 4 3 4 3,2
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The architecture of the decision support system for
human resources management enables increasing the
reliability of the decisions made by increasing and
detailing the initial information [13].

In addition, automation of the solved procedures
enables increasing the efficiency of managing the
procedure of making decisions in the tasks of multifactor
assessment and optimization.

Conclusion

theory is considered. The applicability of the competence
approach in managing human resources is justified. The
suggested model enables formalizing the decision-makers’
preferences and  obtaining  objective  numerical
assessments of the competence of candidates. Thus, the
task of building a project team is multicriteria and can be
solved on the basis of the multicriteria assessment and
optimization methods. The questions of practical
application of the suggested mathematical models and
methods are considered. The preliminary set of candidates

for a project team is suggested to be developed on the
basis of the experience in solving similar problems in
previous projects.

The problem of selecting the most suitable
candidates for a project on the basis of the general utility

References

1. A guide to the PMBOK project management knowledge [Rukovodstvo k svodu znaniy po upravleniyu proyektami PMBOK]. PMI.
5th edition. 2013. 58 p.

2. Dictionary of terms of  personnel
http://www.trainings.ru/library/dictionary/

3. Petrov, K. E., Kryuchkovskiy, V. V. (2009), Comparative structural-parametric identification of models of scalar multivariate
estimation: monograph [Komparatornaya strukturno-parametricheskaya identifikatsiya modeley skalyarnogo mnogofaktornogo
otsenivaniya: monografiya]. Kherson: Oldi-plyus. 29 p.

4. Valiullina, N. R. (2010), Recruitment: a scientific and practical guide [Naym personala: nauchno-prakticheskoye posobiye].
Moscow: Liberia - Bibinform. 128 p.

5. Mikheev, V. Modern team of the project manager. Director of IP. www.logolex.com.ua

6. Kibanov, A. Ya. (2005), Personnel management of the organization [Upravleniye personalom organizatsii]. 3rd edition, ext. and
pererab. Moscow: INFRA-M. 638 p.

7. Ovezgel'dyyev, A. O., Petrov, E. G., Petrov, K. E. (2002), Synthesis and identification of models of multifactor estimation and
optimization [Sintez i identifikatsiya modeley mnogofaktornogo otsenivaniya i optimizatsii]. Kyiv: Naukova dumka. 161 p.

8. Jlouenko, H. B., Kocenxo, H. B. (2012), IlpoexTnpoBaHHe CHCTEMBI IOJJICPKKH IPUHITHS PEUICHHH IIPH yIpPaBICHUN
TPYAOBBIMH PECypCaMH MPOEKTa Ha OCHOBe mpeueneHTHoro noaxona [Tekct]. Cucmemu ynpaeninns, nagieayii ma 38 ’azky: 36.
Hayk. npays LlenmpanbHozo Haykoo — docnionozo incmumymy Hasieayii i ynpaeninus. Ne 2 (22). Kuis. C. 125-130.

9. Dotsenko, N. V., Kosenko, N. V. (2012), "Formalization of the assessment of the level of professional competence in the
decision-making process in the formation of the project team" [Formalizatsiya otsenki urovnya professional'noy kompetentnosti v
protsesse prinyatiya resheniy pri formirovanii komandy proyekta]. Information Processing Systems. Ivan Kozhedub Kharkiv
National Air Force University. No. 4 (33). P. 235-240.

10. Sabadosh, L. Yu., Kosenko, N. V., Gakhova, M. A. (2012), "Decision Support System for Forming the Project Team" [Sistema
podderzhki prinyatiya resheniy po formirovaniyu proyektnoy komandy]. Scientific bulletins of the Belgorod State University.
No. 19 (138). Issue 24/1. P. 185-189.

11. Strel'chuk, Ye. A., Lysenko, D. E., Shostak, I. V., Kirilenko, Ye. G. (2010), "The precedent approach in the formation of a
competence reserve" [Pretsedentnyy podkhod v formirovanii kompetentnostnogo rezerva]. Radiotechnical and computer systems.
No. 2 (43). P. 139-143.

12. Kosenko, N. V., Artyukh, R. V. (2016), "Automation of methods for evaluation, selection and formation of a project team based
on a plurality of characteristics" [Avtomatyzatsiya metodiv otsinky, vidboru ta formuvannya komandy proektu na pidstavi
mnozhyny kharakterystyk]. Control, Navigation and Communication Systems. Poltava National Technical Yuri Kondratyuk
University. No. 2 (38). P. 104-107.

13. Kosenko, N. V. (2016), "Formation of a project team taking into account heterogeneous competencies” [Formuvannya komandy
proektu z urakhuvannyam riznoridnykh kompetentsiy]. International scientific and practical conference "Mathematical modeling
of processes in economics and project and program management (MMP-2016)". Koblevo, September 13-16, 2016. Proceedings.
Kharkiv: KNURE. P. 87.

14. Kosenko, N., Kadykova, I., Artiukh, R. (2017), Formalizing the problem of a project team bulding based on the utility theory.
Innovative technologies and scientific solutions for industries. Kharkiv. No. 1 (1). P. 53-57.

management,  training and  staff  developmen.  Available at:

Received 14.09.2017
Bidomocmi npo asmopis / Ceedenus 06 asmopax / About the Authors

Kocenko Haranis BikTopiBHa — KaHIWAAT TEXHIYHMX HayK, XapKiBCHKAN HAI[lOHATBHUN YHIBEPCHTET MICHKOTO
rocriofgapctBa iMeHi O. M. bekeroBa, omeHT Kadeapy yrmpaBiliHHS IPOEKTAMH Y MICBKOMY T'OCIIOJIapCTBi 1 OymiBHUITBI, M. XapKiB,
Vxpaina; e-mail: kosnatalja@gmail.com; ORCID: 0000-0002-5942-3150.

Kocenko Hataabs BHKTOpPOBHA — KaHIWJAT TEXHUUECKUX HayK, XapbKOBCKUN HALMOHAJIBHBI YHUBEPCUTET TOPOJICKOTO
xo3siictBa nmeHn A. H. bekeroBa, 1oneHT kadeapsl ynpaBiaeHHs MPOEKTaMH B TOPOACKOM XO3SICTBE M CTPOHUTEIBCTBE, T. XapbKOB,
Vxpauna; e-mail: kosnatalja@gmail.com; ORCID: 0000-0002-5942-3150.

Kosenko Nataliia — PhD (Engineering Sciences), O. M. Beketov Kharkiv National University of Urban Economy, Associate
Professor at the Department of Project Management in Urban Economy and Construction, Kharkiv, Ukraine;
e-mail: kosnatalja@gmail.com; ORCID: 0000-0002-5942-3150.

Kosomiens Anbona IropiBHa —XapkiBChkuil HaIlloHaNBHHMH yHIBepcHTeT MichKoro rocmomapcrsa imeni O. M. Beketosa,
acHCTEeHT Kaelpu YNpaBIiHHA MPOEKTAaMH y MICBKOMY rocmojapcTBi 1 OyxmiBHuITBi, M. XapkiB, VYkpaiHa;
e-mail: akolomiec85@gmail.com; ORCID: 0000-0003-2120-7644.



http://www.logolex.com.ua/
mailto:kosnatalja@gmail.com
mailto:kosnatalja@gmail.com
mailto:kosnatalja@gmail.com

CyuacHuii cman HayKko8ux 00CaioANceHb ma mexHonoeitl 6 npomuciosocmi. 2017. Ne 2 (2) ISSN 2522-9818 (print)

Kosomuen Anena UropesHa —XapbKOBCKMI HallMOHAIbHBIM YHUBEPCUTET rOpoackoro xossiicrsa umenu A. H. bekerosa,
ACCUCTCHT Kaq)e;[pm yIpaBJICHUA IIPOCKTaMHU B TOPOJACKOM XO3SIUCTBE U CTPOUTECILCTBE, T. XapBKOB, praI/IHa; e-mail:
akolomiec85@gmail.com; ORCID: 0000-0003-2120-7644.

Kolomiiets Alona — O. M. Beketov Kharkiv National University of Urban Economy, Teaching assistant at the Department of
Project Management in Urban Economy and Construction, Kharkiv, Ukraine; e-mail: akolomiec85@gmail.com;
ORCID: 0000-0003-2120-7644.

®OPMYBAHHS 1 PO3BUTOK MPOEKTHOI KOMAH/IU HA OCHOBI
BAT'ATOKPUTEPIAJIBHOI MOJIEJII

IIpeamMeToM BUBYCHHS B CTATTi € MAaTeMAaTHYHI MOJENI JUIS BUPILICHHS NMPUBATHUX 3aBlaHb MiI00pPYy KaHIWIATIB Tpu (HOpMYyBaHHI
KOMaHI¥ TpoekTy. MeTa — po3poOka QopmanizoBaHHX MOJeNeH 1 METOIIB OIIHKH PIBHS y3arajJbHEHOI coIiadbHO-TIpodeciitHol
KOMIIETEHTHOCTI KOKHOTO BHKOHABIIS B KOHKPETHOMY BHIi POOIT 1HBECTULIIMHOTO MPOEKTY MPH (POPMYBaHHI 1 PO3BUTKY MPOCKTHOI
KoMaHau. 3aBaaHHsi: Qopmaiizallis METOAIB NPHUHATTSA pillleHb; BHOIp HAMKpamoro BapiaHTy, Ha OCHOBI METOJIB
0araToKpUTepiaIbHOTO OILIHIOBAaHHS 1 ONTHMI3allii; aHami3 0cOONMMBOCTEH 3aBIaHb OaraTOKPUTEPialbHOTO OLIHIOBAHHS B 3aJaydax
YIPaBIIIHHS JIFOJCEKHUMH PECYpCcaMy; 3aCTOCYBAaHHS MAaTEMAaTUIHUX MOJICICH MPUHHATTS PIillIeHb P BUOOPI HAHOLIBI i IXOIAIIHX
KaHJMJaTiB B IIPOEKT Ha OCHOBI 3arajbHOi Teopii KOPHCHOCTI. BHKOPHCTOBYBaHMMH MeTOJAMM € METOIM 0araTOKpHTEpiabHOTO
OLIIHIOBaHHS 1 onTHMi3anii, GyHKIis KopucHocTi. OTpHMaHi HaCTyNHI pe3yabTaTH. [IpoBeneHo aHali3 CHIJIBHOI CIIPaBU yHPaBIiHHS
TPYIOBUMHU pecypcamMu i (OpMyBaHHS KOMaHIW HOBOTO MPOEKTY. BCTaHOBIEHO, IO OCHOBHHMM KpHUTEpIEM ISl BKIIOYEHHS
KaHJIUIATIB y MIPOCKTHY KOMaH/y € IpUHHATA B OpraHizallii KBaidikallis i JOCBiJ BAKOHAHHS TOIIOHUX pOOIT, ajie TAKOXK HEOOXI1THO
BpaxoOBYBaTH HAsBHICTh 1 BIUIMB IHAUBIAyaIbHUX (AKTOpiB KaHIWAaTa. 3ampoNOHOBAHO METOAM PO3B'I3aHHS 3a1adi
0araTOKpUTEPiaIbHOTO BUOOPY 3 BHKOPHUCTAHHSAM HE()OPMATi30BaHOTO AOCBIAY B JOJATKY 1O 3aBIaHb YIPABIIHHS TPYIOBHUMH
pecypcaMu IpoeKTy. 3alpONOHOBaHUN MeToA (OpMyBaHHS KOMaHAW MPOEKTY 0a3yeThCsl HA OCHOBI Mojeneil OaraToxpuTepiaabHOT
onTHMi3aii, SKuil Ha BIIMIHY BiJl iCHyIOUHX METO/IB JI03BOJISIE BpaXOBYBATH HE TINBKH MpodeciiiHi KOMIeTeH T CIiBpOOITHUKIB, ate
1 0OCOOMCTICHO-TICHXOJIOTIUHI XapaKTEPUCTHKH KaHIUIATIB B Pi3HMX KOMOIHAIISAX 1X MOEIHAHB, IO CIIPHSE SIKICHOMY BHKOHAHHIO
KOMaHJIOK MPOCKTHHUX 3aBJaHb B 3aJIGKHOCTI BiJl CHENU(IKA BUMOT MPOCKTy. BucHoBKH. B po6OTi posrisHyTo 3amady BHOOpY
MPUAHSITTS PillieHb HAHOUTBII TAXOSIMX KAHAUIATIB B IPOCKT Ha OCHOBI 3araibHOI Teopii KopucHOCTI. OOIPYHTOBAHO JOIIIBHICT
3aCTOCYBaHHS KOMIIETEHTHICHOTO MiAXO0y B YIPaBIiHHI TPYAOBUMH pecypcaMu. 3anpornoHOBaHa MOAEIb JO3BOJIUThH (hOpMati3yBaTu
nepeBaru OIIP, i orpumaty 00'€KTHBHI YHCENbHI OLIIHKK PiBHS KOMIETEHTHOCTI KaHIUAATiB. TakuM YMHOM, 3aBIaHHs (OPMYBaHHS
KOMaHJM MPOEKTy € OaraToKpUTepiaibHOI 1 MOXKE BHUPIIIYBATHCSA HA OCHOBI METOIB 0araTOKpUTEpiadbHOTO OIIHIOBAHHS 1
onrtuMizaiii. PO3MIIHYTO MUTaHHS MPAKTUYHOTO 3aCTOCYBAHHS 3alPOIOHOBAHMX MAaTEeMATHYHHX Mojenell i meroaiB. PopMyBaHHsI
MIONIepEeIHFOr0 Oe3JIiui KaHIUIaTiB B KOMaHAY IPOEKTY IMPOIOHYETHCS 3IIHCHIOBATH Ha OCHOBI JIOCBify BHPIMIEHHS HOAIOHUX
3aBJIaHb B [TONIEPEIHIX POCKTAX.

KmrouoBi cioBa: (opmyBaHHS KOMaHAM INPOEKTY, MPOEKTHA KOMaHIA, TEOpis KOPHUCHOCTI, OaraToKpHuTepiabHa MOJEINb,
KOMITETEHTHICHHAM TiaxXiz.

®OPMUPOBAHUE U PA3BBUTHUE MPOEKTHOM KOMAH/IbI HA OCHOBE
MHOT OKPUTEPUAJIBHON MOJEJINA

IIpeqveToM u3ydeHHS B CTaThe SIBIAIOTCS MaTeMaTHUIECKHE MOJENH U PENIeHUs YacTHBIX 3amad IMoadopa KaHIWIATOB IIPU
(dopmupoBannn KoMmaHABI Tpoekrta. Lleab — pa3zpaboTka (opMann30BaHHBIX MOJAENEH W METOJOB OLEHKH YPOBHS OOOOIIECHHOW
COIHANTBHO-TIPO(EeCCHOHATEHOM KOMIIETEHTHOCTH KayKI0TO MUCHOIHHUTEIS B KOHKPETHOM BHIE€ PAOOT MHBECTUIIMOHHOTO MPOEKTA MPH
(OpMHpOBaHUH W Pa3BUTHH NPOEKTHOW KOMaHABL. 3agaum: (opManu3anys METOOB HPHHATHS PEHICHHI; BHIOOpP HAMITydIIero
BapuaHTa, Ha OCHOBE METOJOB MHOTOKPHTEPHAILHOTO OIICHMBAHHMS W ONTHMM3AIMHM, aHaJIM3 OCOOSHHOCTEH 3amay
MHOTOKPUTEPUAIbHOTO OLICHUBAHUS B 3a/lauyax YNpPaBJCHUS UYEJIOBEUCCKUMH pecypcaMy; IPUMEHEHHE MaTeMaTH4ecKUX MoJeiel
NPUHATHS pelIeHuid npu BbIOOpe Hambojiee MOAXOAAIIMX KAaHAWAATOB B IPOCKT Ha OCHOBE OOLIEH TEOPUM IIOJE3HOCTH.
Vcronb3yeMbIMH MeTOIaMH  SIBIISIIOTCS. METOJbI MHOTOKPHTEPHAIBHOTO OIEHHBAHMS M ONTHMH3ALMH, (DYHKIHS II0JIE3HOCTH.
[Monyuensl crnenyromue pe3yiabTarhl. [IpoBeneH aHanm3 oOmiei 3aga4yu yrnpasieHHs TPYJIOBBIMH pecypcaMd U (OPMHUPOBAHHUS
KOMAaH/Ibl HOBOI'O IIPOEKTA. Y CTAHOBJIICHO, YTO OCHOBHBIM KPUTEPUEM [l BKIIOUCHUS KAHAUIATOB B IPOCKTHYIO KOMAHy SBIIETCA
MIPUHATas B OpPTraHM3alUy KBaTH(UKAIUS U ONBIT BBIMONHEHUS MOMOOHBIX PaboT, HO Takke HEOOXOIMMO YYHTHIBATh HAIMYHE U
BIMSIHAE WHAUBHIYaJIbHBIX (DaKTOPOB KaHAWAATA. [IpeayokeHO MeTOABI pEIICHUs 3aJadl MHOTOKPHTEPHAIBHOTO BBIOOpa ¢
HCTIONB30BaHIEM HEe()OPMAIM30BAaHHOTO OIBITA B TIPWIOKEHHM K 33/ad4aM YIPABJIECHHS TPYJOBBIMH peCypcaMH IPOEKTa.
[IpemnoskeHHbIA METOT (OPMUPOBAHUS KOMAH/bI MPOEKTa 0a3MpyeTcs Ha OCHOBE MOjEel MHOTOKPUTEPHATbHOW ONTHMHU3AIINY,
KOTOPBIN B OTJIIMYME OT CYIIECTBYIOIIMX METOIOB MMO3BOJISIET YUUTHIBATh HE TOIBKO NPo(ecCHOoHaIbHbIE KOMIETEHIIMN COTPYIHHKOB,
HO ¥ JIMYHOCTHO-TICHXOJIOTHYECKHE XapaKTEPUCTHUKH KaHIUIATOB B PA3JIHMYHBIX KOMOMHALMSIX MX COYETAHHH, YTO CHOCOOCTBYET
Ka4eCTBEHHOMY BBIITOJHEHUIO KOMAH/ION TPOCKTHBIX 3a71a4y B 3aBUCUMOCTH OT crieiuduku TpedoBanuii mpoekta. BeiBoabl. B padote
paccMoTpeHa 3ajgada BHIOOpA NMPUHATHS pelIeHHH Hanboyiee MOAXOMAIINX KAHAWIATOB B MPOEKT HAa OCHOBE OOMIeH TeopuH
nore3HocTu. OOOCHOBaHA IeJIeCOO0OPA3HOCTh MPHMEHEHUS! KOMITETEHTHOCTHOTO IIOJXOJa B YIIPABICHUH TPYJOBBIMH PECYpCaMH.
[pemnoxkenHass Momens MO3BONMT (opmann3oBaTh npeanodrenust JIIIP, u momydnTs OOBEKTHBHBIC YHCICHHBIE OIEHKH YpPOBHS
KOMIIETeHTHOCTH KaHANAATOB. TakuMm 0Opa3oM, 3amada ()OPMUPOBAHUSI KOMAHIBI TPOEKTA SIBISIETCS MHOTOKPHUTEPHATBEHON W MOXKET
pelaTbcss Ha OCHOBE METOJOB MHOTOKPUTEPHAIBHOTO OLIEHMBAHMS U ONTHMHU3AlMU. PacCMOTpEHbI BOMPOCH! MPAKTHYECKOTO
NPUMEHEHHS MPEeATIOKEHHBIX MaTeMaTHUYeCKUX Mojeneld 1 MeTonoB. PopMupoBaHue NMpeaBapUTENbHOTO0 MHOXKECTBA KaHIUAATOB B
KOMaH/ly IIPOEKTa MpeJylaraeTcs OCyLIeCTBIATh Ha OCHOBE OIBITA PEIIEHHs OJOOHBIX 3a1a4 B IPEIbIAYIINX IPOEKTAX.

KiioueBble cioBa: (opmMHpoBaHHE KOMaHIBI MPOEKTA, MPOCKTHAsh KOMAaHMa, TEOPHs MOJIC3HOCTH, MHOTOKPUTEpHATIbHAs
MO/I€JIb, KOMIIETCHTHOCTHBIN IIOAXOM.




