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Abstract. It is important for any organization to achieve organizational
efficiency using all available resources and tools. In the sphere of globalization,
it is difficult to keep the same level as competition is growing every day. The
purpose of this article is to study how human resources and their factors affect
the effectiveness of the organization. Factors such as labor productivity analysis,
team cohesion, performance, organizational culture, and motivation play a
component role in achieving organizational effectiveness by building
organizational structure and production processes. This research paper used a
goal model and an instrumental case study method

In general, organizational effectiveness is directly related to the
management of employees, that is, the management of all employee activities.
This industry is problematic because of its difficulty in regulating people. It can
be seen that the effectiveness of the organization is based on the organizational
structure that supports the productivity of employees

In conclusion, a variety of aspects related to the human factor have an
impact on the business' efficiency. It may be argued that elements like employee
productivity analysis, team-oriented organizational processes, and managers that
manage effectively will maintain the company's productivity at the level

Keywords: organizational effectiveness, employee performance, human
resource, organizational management, organizational communication, the
analysis of the effectiveness, goal model.

**k*

Anparna. Kes-kenreH yiibIM yIIiH OapiblK KOJI XKeTIMA1 pecypcTap MeH
Kypaigap/sl KOJIJaHa OTBIPbIN, YHBIMIACTBIPYIIBIIBIK THIMIUTIKKE KOJ KETKI3Y
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MaHbI31bl. JKahannany canacbiHna OypbIHFBI JAGHTEW/I CaKTay KWBIH, OMTKEHI
0ocekenecTik KyH CalblH apThill Keledl. byl MakalmaHbIH MaKcaThbl-aam
pecypcTapbl MEH OJIapIbIH (hakTopiapbl YWBIMHBIH THIMALTITIHE Kamaid acep
eTeTiHiH 3epTTey. EHOeK eHIMAUIIriH Tanaay, KOMaHIaHbIH OIpJiri, OHIMILUIIK,
YUBIMIACTBIPYIIBUIBIK ~ MOJICHHET JKOHE MOTHBAIMS CHSKTHI  (aKTopiap
¥UBIMIBIK ~ KYpBUIBIM MEH  OHJIPICTIK  TpomecTeplai Kypy  apKbUIbI
YUBIMJIACTBIPYIIBLIBIK THIMAUTIKKE KOJ KETKI3yJe MaHBI3IBl POl aTKapaibl.
By 3eprrey xymMbichiHa MakcatThl Model xxoHe keiic-cTaau achanThIK dici
KOJI1aHbUIJIBI.

Tyracrait anranjga, YHBIMJIBIK THIMIUTIK KbI3METKEpiep/i OacKapyMeH,
SIFHU KBI3METKEPJIEPAIH OapibIK KbI3METIH OacKapyMeH TiKesel OaislaHbICTHI.
By cana mpoGnemaibl, eiTKeH1 OHJA ajgaMaapAbl Oakpllay KUbIH. ¥ UBIMHBIH
TUIMJUIITT KbI3METKEPJIEPIIH KYMBICHIH KOJIJANTBIH YHBIMIBIK KYpBUIBIMFA
HEri3JeNreHiH kepyre 00abl.

KopsiTeiHbI1aM Kente, afaM (akTopbIiHa OaillaHBICTBI SPTYPJIl ACHIEKTLIEP
OM3HECTIH THUIMIUIINHE dcep €TeTIHIH aTanm eTKeH keH. KpI3aMeTkepiepaiH
OHIMIUTITIH Tajaay, KoMaHJara OaFrbITTaFaH YUBIMIACTHIPY MPOIECTEP] KOHE
THIMI1 OacKapaThlH MEHEIKEpJep CHSIKThl JJIEMEHTTEP KOMITAHUSIHBIH
OHIMIUTITIH JIEHTeHe CaKTal bl 1SN auTyFa 00JIajIbI.

Tyiliin ce3aep: YUBIMAACTHIPYIIBUIBIK THIMIUTIK, KbI3METKEPIEPIiH
OHIM LTI, azgaMu pecypcrap, YUBIMAACTHIPYIITBLUTBIK Oackapy,
YHBIMIACTBIPYIIBUIBIK OaliIaHbIC, THIMIUTIKTI TaJIIay, MaKCaT MOJICII.

**k%k

AHHOTaIUA. Jost JIF000M OpraHu3aiuu BaKHO JOCTUYb
OpraHu3aIMOHHON 3(PQPEKTUBHOCTH, HMCIOJB3ysd BCE JOCTYIHBIC PECypChl H
HHCTpYMEHTHI. B cdepe riobamuzammu TpyaHO TMOIAAEPKUBATH TMPEKHUI
YPOBEHB, TOCKOJIbKY KOHKYPEHIIUS pacTeT ¢ KaXIbIM aHeM. Llenbro maHHOU
CTaThbU SIBJISIETCS M3YYCHHE TOTO, KaK YEJIOBEUYECKHE PECYpChl M UX (DaKTOPHI
BIUAIOT Ha A(G(EKTUBHOCTh oOpraHu3anuu. Takue (aKTOpbl, KaK aHaIHM3
MIPOU3BOIUTENBHOCTH TPYAQ, CIUIOYEHHOCTh KOMAaH[bI, TPOU3BOJUTEIHHOCTD,
OpraHM3allMOHHAs KyJIbTypa W MOTHBALlMSA, HUIPAOT BaXHYI0 pOJb B
JNOCTHKEHUH  OPraHU3alMOHHON  A>(PQPEKTUBHOCTH MyTeM  MOCTPOCHHUS
OpPraHU3aI[MOHHON CTPYKTYpbl W MPOM3BOJICTBEHHBIX IpolieccoB. B 31oit
HCCIIEIOBATENIbCKOW ~ paboTe  HMCMHOJb30BaNach  IeeBasl ~ MOJAENb U
WHCTPYMEHTAIbHBIA METOJ TEMAaTHYECKOTO MCCIIEIOBAHMUSL.

B muenom opranuzanuonHas >(QQeKTUBHOCTh HAMPSMYI CBsi3aHA C
YIOPABIEHUEM COTPYIHUKAMH, TO €CTh C YIPaBJIECHUEM BCEH ACSITEIbHOCTHIO
COTPYIHHKOB. DTa OTpacip MpoOieMaThyHa u3-3a TOTO, YTO B HEH TPYAHO
KOHTPOJHUPOBATh Jtoiei. MOXKHO YBHAETh, YTO APPEKTUBHOCTH OpPraHU3alNN
OCHOBaHa Ha OPraHU3AIMOHHOW CTPYKType, KOTOpas MOJAECPKUBAET
MIPOU3BOUTENBHOCTh COTPYAHUKOB.
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B 3axitouenue cineayer OTMETUTh, YTO Pa3JInYHbIE aClEKThl, CBSI3aHHBIE C
YeJIOBEUECKUM (DaKTOpOM, OKa3bIBAIOT BIUsHHE Ha 3(deKkTuBHOCTH OM3HECA.
Mo>kHO yTBEp)KIaTh, UTO TaKHE 3JIEMEHTHI, KAK aHAIU3 IPOU3BOJUTEIBLHOCTU
COTPYIHHUKOB, KOMaHIHO-OPHUEHTUPOBAHHBIE OPraHU3alMOHHBIE MPOLIECCHl U
MEHEKEpBl, KOTOpble 3(PPEKTHUBHO yNpaBisAlOT, OyIyT NOAIEPKUBATH
IIPOU3BOIUTENIBHOCTh KOMIIAHUN Ha YPOBHE.

Kirouesrble cjaoBa: OpraHu3allMOHHAS 3P PEKTHBHOCTD,
IIPOU3BOIUTEIBHOCTD COTPYIHHKOB, YeJI0BEYECKHE pecypcsl,
OpraHM3al[MOHHOE YIIpaBJICHUE, OpPraHMU3allMOHHAs KOMMYHMKAIMs, aHalIu3
3¢ HEKTUBHOCTH, MOJICIIb 1IEIIH.

Introduction

Organizational effectiveness is a company's capacity to make the most of
its resources as well as the opportunities presented by its surroundings. There is
no one method for increasing organizational effectiveness that would be
effective for all organizations. The efficiency of management and employee
labor are key factors in establishing organizational success. Organizational
efficiency is the interaction of processes and various management factors, that
is, the effectiveness of the company. In many ways, the effectiveness of an
organization is measured by its achievements, goals, and the fulfillment of
certain tasks. The purpose of the study is to determine the essence of
organizational effectiveness and to identify the factors of how to measure
effectiveness.

In fact, it is difficult to measure the effectiveness of an organization as
many factors affect it. For this study, the goals model was selected as suitable
for measuring organizational effectiveness due to its orientation towards goals,
because the company's goals are one of the main characteristics and its
achievement occupies a special place in the process and structure of the
organization.

Organizational effectiveness has been one of the most difficult and hotly
debated subjects since the advent of organizational theory. The concept of
organizational effectiveness touches on topics like the organization's potential.
Allocate the available resources as much as you can to achieve your objectives
(Price, 1972). There are many criteria for evaluating the effectiveness of
employees, such as the number of completed tasks and works, system
responsibilities, and the final result. In addition to the analysis of employee
productivity, there is the term employee productivity of the organization itself,
that is, labor productivity is also a success in the effectiveness of the organization
(Kareem, 2019).

Literature Review

It is not a novelty for an organization that the effectiveness of human
resources directly affects the effectiveness of the organization itself. More and
more companies are trying to improve the competence of their employees to
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increase the efficiency of their work. The future plans and goals of the
organization will depend on this, with the help of employee performance
analysis, it is possible to expand and increase the work performed. In addition,
the analysis of the effectiveness of employees determines the competitiveness of
the company and its stable position (Kareem, 2019). Also, the analysis of
employee productivity includes the development of human resources, which is
directed to the professional development of both individual and group training,
the purpose of which is to achieve more efficiency than in the past.

The training of the company's employees can be individual, especially
managers who can then apply their acquired knowledge to manage the
production efficiency of employees. The development of group forms of
professional development is used when an organization decides to make changes
in the structure of the organization. By increasing employees' efficiency, the
company's efficiency increases. Effective work occurs when employees most of
all adapt to globalization and corporate culture can be integrated into one
common thing. It is also important to have different strategies for developing
employee performance analysis (Katou, 2009).

According to (Paul,2003), the main goal of the company's superiors is to
increase the company's income and financial support for the organization's
activities. Also in some large companies, there are shareholders who require
financial investments. In this sense, organizational efficiency works in their
favor, since a properly constructed efficiency system will bring profit to the
company. The operational efficiency of an organization is understood as the
work process, the functioning of employees, and the introduction of technology
(Paul,2003). If the personal qualities and competence of each employee are not
so influential for organizational efficiency, it directly affects the productivity of
employees due to the experience and performance appraisal of employees, which
have a positive effect on increasing productivity. In this plan, the work of
managers is to direct the productivity of employees, that is, training and the
creation of a working environment are auxiliary factors in achieving the
operational efficiency of the organization. But there are negative sides here, if
employees cannot reveal their potential as group players, but only show
themselves as an individualist, then productivity does not increase. Without the
group activity of all employees and coordinated work, organizational efficiency
cannot be achieved, and individual productivity and organizational efficiency do
not interact in any way because they have nothing to do with the overall activities
of the company (Anantharaman, 2003).
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Figure 2. Model of Employee Engagement

Employee performance assessment is one of the components of employee
performance analysis and has already become part of the organizational
effectiveness process (Rusu, 2016). In determining and evaluating the work of
employees, individual efficiencies are taken into account, and the attitude of
strategic processes is included, focusing on the main goals of the company. So,
when determining criteria and standards for various positions in the
organization, the results of the analysis of the effectiveness of employees are
used to clearly understand what requirements to hire new people (Figure 2).

The global market economy requires competitiveness and at the same time,
only those organizations that successfully build their business processes survive.
To build a successful structure within an organization, there are many processes
and resources that must be well managed (Rajhans, 2012). One of the most
difficult is human resources. That is, managing this factor is the most
problematic, since without skillful handling, the productivity of employees will
not grow. Organizational efficiency without proper management of employees
has no chance to compete in the business sphere without having real working
systems to promote their business. There are many ways to solve this problem,
and one of them is organizational communication among employees and
managers. It takes a lot of managers' time because their main function is to
support their employees, such as daily correspondence, discussions, business
lunches, and meetings. To effectively manage processes, employees must work
closely with each other and a gap between departments within the organization
should not be created (Rajhans, 2012).

With the help of organizational communication, you can achieve great
success in the effective management of production processes, as it helps to
manage the current level of productivity by increasing employee motivation and
promoting their interests within the organization for cohesion. The level of
organizational communication can be assessed depending on how managers
interact with employees and how involved they are in developing relationships
within the team. Effective interaction with employees and their motivation
affects the long-term functioning of the organization. Also, organizational
communication should not be one-sided, employees should participate in making
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a business decision. Without organizational communication, it will be difficult
for employees to understand the production processes under construction and, in
general, not to understand the essence of the organization, and what goals and
plans it has to achieve profit and effectiveness of the organization (Rajhans,
2012).

The effectiveness of the organization, the productivity of employees, and
the various activities of the organization depend on the managerial skills of the
main managers and leaders. The leader of the company is perceived as a
responsible person for all work processes, development, control, and promotion
of the company and employees. In a global economy where the topic of
leadership and managerial skills have been developed and studied by scientists
several times, leaders have to constantly improve in order to achieve their
management goals. In addition, good management of the organization gives an
advantage over the background of other companies where employee
management is not so developed (Bucata, 2016). People are part of the
organization throughout their lives, so it is extremely important for the success
of organizations to have the right management style. Previously, if all work
processes were under the control of the leader, then in the 21st century they
prefer flexible working structures, where not everything is based on the decision
and opinion of the leadership (Rizescu, 2016).

Production processes and the analysis of these data carry a large
information load, and for the leader, this becomes an obstacle to further
development. These tasks are distributed among the heads of each department.
Managers have a great responsibility to provide correct data on employee
performance and decisions taken to stimulate the effectiveness of the
organization's management. Decentralization and the transfer of authority from
the central level to lower levels are becoming increasingly important and
frequent. This does not mean that what is happening is a chaotic jumble of forces,
but rather that the organization is accountable to everyone at decision-making
levels. The management respects his ability to solve problems, put forward
creative ideas, and find new partners and customers. Respect quality managers
for their knowledge, self-awareness, flexibility, self-confidence, and spirit of
cooperation. The manager should also be open to others, show sincere interest
and respect for partners, and be able to interact with other people (Bucata, 2016).

To maintain a strong working environment and environment among
employees, organizations place a high value on the team's overall well-being,
including psychological state, striving for professional advancement, and
sustaining health. To guarantee effective and productive work, it is essential to
maintain the general well-being of the workforce (Kataria, 2013).

Methodology

For this article's research, a goal model was used that identifies an
organization's goals as one of the primary qualities by which efficiency may be
measured. By focusing on internal structures, the organization's aims influence
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its future achievement. Processes frequently alter an organization's aims, and
performance analysis is likewise affected by this. It is true that analyzing
processes both inside and outside the business makes it impossible to fully
quantify the level of efficiency. The goal model, which takes into account
diversity and contradiction, remains one of the most important methods for
measuring performance.

Results

There are two main approaches to organizational effectiveness: the goals
model and the resource acquisition model. These models derive from the main
work of Weber (1947), which is interpreted as a rational model that is simple on
the one hand, but complex on the other. It all depends on what angle self-
organization is considered. In its simplest form, organizational effectiveness is
defined as the level at which organizations achieve their goals. And in the
complex version, many companies set goals with contradictory characteristics in
their implementation. Kochan, Cumming and Huber (1976) emphasize that the
separation of processes in the structure of an organization occurs due to the
diversity of goals and their incompatibility. But such a routine as multiple
processes and diverse goals that contradict each other has become the norm in
many organizations.

In the scientific work of Hall and Clark (1980), they showed by example
how such a system works by taking an analysis from a juvenile detention center.
Where two main goals were identified, one of which was to control the reliability
of custody over them, and the second to provide all conditions for a healthy
lifestyle. It can be seen that the two goals have opposite activities and their
implementation in parallel complicates the implementation process. It is possible
that all organizations have their own level of definition of goals and their
implementation process also differs in relation to diverse goals, and based on
this fact, we can say that companies are far from rational organizations that want
to achieve their goals.

Many of the organization's goals are not static, that is, they require a lot of
mobility. According to Hall (1977), there are three reasons why the goals of an
organization are diverse and changeable. One of them is interaction with
environmental components. Thompson and McEwan (1958) emphasized that
changing the goal is influenced by factors such as new personnel, negotiations,
competitors and the creation of new business processes.

The goals are also influenced by the internal structure of the company,
where they focus on the decision of the top. Other factors may also affect the
goals, such as technological developments that make it possible to promote the
intensity of production. The goal model has its own problems, but this does not
mean that they are a hindrance in organizational analysis, because goals are one
of the main defining parts of the structure of an organization. One of them is that
the goals do not have specific specifics, but are general in nature, making it
difficult to analyze. The second problem is that goals are not considered from a
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short-term perspective although this may negatively affect the long-term
perspective which may lead to problems. Just as individual preferences are used
in microeconomics, the organizational analysis should take into account goals
and use them as a basis for testable hypotheses.

When using the goal model, measuring the effectiveness of an organization
IS a bit complicated, due to limitations in the system itself during analysis
(Hannan, 1977). To measure efficiency, all processes occurring inside and
outside the organization that is mixed are used. The information that goes out
and enters the structure of the company is not part of the organizational control.
The very structure of the company as its employees and manager, financial
accounting management, and the process of selecting new people can contribute
to organizational efficiency, but not always, some may even have no effect,
while one of the processes can stimulate efficiency growth. It is difficult to
analyze all the factors of organizational processes and determine their level of
influence.

Considering the statement by Clark (1980) that which side of efficiency is
determined, from the client base and other organizations, or from the managers
and founders of the company. And the top of the organization always plays a key
role in determining organizational effectiveness. Even in this scenario, it can be
seen that the goal model is still one of the main tools for measuring effectiveness.

Conclusion

To sum up, throughout more than a century of research, the continual
interest in organizational effectiveness has served as a unifying theme and
highlighted the development of opposing theories, beliefs, and viewpoints on
management, organizational design, as well as the definition and evaluation of
efficiency. The oldest and most popular method of evaluation is the goal model
to determine and assess effectiveness. This method assumes that an organization
exists to accomplish objectives. The level of performance reflects the level of
efficacy. There is significant common sense and practical appeal to the idea that
companies, as well as individuals and groups, should be judged in terms of
attaining goals.
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