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CRITERIA OF ENTERPRISE MARKETING SERVICE BASE FORMING

The aim of the article. The aim of this article is to characterize basic personnel analysis methods, to
propose own criteria which help to perform complex personnel evaluation by different departments.

The results of the analysis. This article is based on the investigation of specialized literature
regarding different personnel evaluation methods. Implementation of marketing concept in business
requires corresponding service that examines marketing environment, analyzing market situation. It
provides advice for successful existence in the market. Such functions must be performed by marketing
department. Marketing department with other divisions forms an integrated process which aims to meet
the market demand.

Managers and leading specialists of marketing must satisfy the general requirements (competence,
the ability to manage themselves, skills to solve problems, ability to train employees, etc.). Besides, they
must satisfy a number of specific requirements that are specific. These requirements include: systematic
knowledge, erudition, high analytical quality, communication, and diplomacy, ability to predict the
situation and to make an effective decisions, ability to resolve conflicts. Personnel evaluation methods
are divided into objective and subjective. Narrative techniques are dominated among objective. These
methods can be used in various forms: as appliances of arbitrary description, structured descriptions,
self-evaluation, and evaluation of defined objectives and in critical cases. Subjective methods usually
cover comparative techniques that give relative knowledge: ranking, paired comparison and theoretical
distribution. Complex methods combine several techniques that can’t be attributed only to the objective
or only to the subjective methods. For example, sheet valuation, “model 360°”, personal portfolio.

Authors suggested the following criteria of personnel evaluation: evaluation of marketing services;
evaluation of individual elements of marketing mix; personnel evaluation of marketing department;
evaluation of personnel effectiveness.

Conclusions and directions of further researches. Basic methods of personnel evaluating are
researched and criterial framework to evaluate the functioning of the marketing department is proposed
in the article. Testing of the obtained results in practice can be the basis for the further research.

Keywords: personnel evaluation, marketing service, marketing service estimation criteria, methods of
personnel evaluation, personnel evaluation process.

Setting the task in general form. Under conditions of the nowadays severe competition
realization of the marketing concept demands creating ofa certain service at enterprises. This
service studies marketing environment, analyzes market situation and gives consultations
concerning successful existence in the market. One needs to have highly qualified personnel in
order to create such marketing service; these personnel have to be estimated and taught within
constant environmental changes.

Analysis of the latest researches and definition of unsolved problem elements. The
theoretical and practical aspects of the approaches analysis to evaluate workers’ activity from
different organizational divisions are investigated in many scientists’ works, particularly,
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0. Havrylova [1], O. Sytnik [2], M. Vynohradskii [3], A. Danyliuk [6] and others. However,
lack of attention is paid to investigate basic criteria of marketing service personnel
evaluation.

The aim of the article is to create criteria base for complex estimation of marketing
services activity owing to the critical analysis of workers’ activity estimation methods.

Main material. The marketing concept realization in the enterprise requires forming the
service, which studies marketing environment, analyzes market situation and gives
consultations for successful existence in the market. The final goal of marketing service
functioning is to conform the economic and commercial activity to laws on market existence
and development.

Marketing service (department) at the enterprise is an important functional branch in the
enterprise management. It creates only one integrated process, oriented to satisfy market
demands and to get profit together with other subdivisions (producing, financial,
technological).

Marketing service priority towards other departments consists in its coordinated and
directing role.

The main marketing service (department) functions are [1]:

— to investigate and give recommendations concerning the most beneficial markets due to
the resources and possibilities of the firm and market situation constant analysis;

— to get information about purchasers in the target market;

—to develop recommendations concerning product proposal, sales volume
prognostications;

— to analyze, to investigate and recommend market strategies of the enterprise;

— to make firm image, to plan actions concerning its strengthening;

— to coordinate other divisions activity to make design, to form productive, price, service,
sale and communicative policy;

—to determine the moment of the product downfall, to investigate recommendations
concerning good excluding from the producing process in time;

— to organize communicative marketing actions in the firm;

— to coordinate sales service activity;

— to observe all budgets and to conduct personnel policy in subdivisions, subordinated to
marketing service.

Managers and leading specialists of the marketing service have to meet all requirements,
which are drawn on the management specialists (adequacy, ability to control oneself, skills to
solve problems, ability to teach subordinated workers, to assist forming and developing of the
labour collective etc). Besides, they should satisfy specific requirements, which are distinctive
in the marketing sphere. These requirements include: knowledge consistency, high
comprehensive knowledge and outlook; high analytical features; ability to prognosticate
situation and to make effective decisions; communicativeness; diplomacy, ability to solve
conflicts [14].

Finally commercial results of activity within severe product competition, level of the
commercial production, enterprise and its labour collective prestige in the whole depend on
marketing services specialists [2].

When Ukrainian enterprises were transferred to the market, employers feel the necessity to
optimize the personnel quality and number, after reorganization of the working places. The
analysis of the workers’ activity, evaluation of their business and personal features become
one of the main areas to create national management in order to provide effective human
resource functioning.
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The personnel evaluation foresees to compare some person’s features (business and
personal qualities, working behavior and results after work) with proper samples,
requirements, and parameters. It includes 2 spheres of the workers’ activity (current and
perspective) [3].

Managers may solve the following tasks, owing to the regular counting of the achieved
level concerning work in organization and in time impact on its growing:

— to define needs in the personnel professional and advanced training;

— to find possibilities of the professional growth;

— to ground decisions concerning personnel moving in the organization;

— to investigate decisions concerning labour factors improvement;

— to set targets and tasks of the workers’ activity in future;

— to make changes into the system of labour payment and stimulation [4].

The estimation of work is a complex process and includes some stages (fig. 1).

Counti Conlivpiiring Discussion N
. . ountin of the ecessal
Evaluation Evaluation of theg achieved Ofth§ mana erirz]l
object > criteria [P . © B evaluation ag
. . achieved factors with Its with decisions
setting setting It tablished results wi W
results establishe workers making
ones

Figure 1 —The process of personnel evaluation in the organization [4]

Above mentioned elements of the personnel evaluation process have general character and
may be used to estimate workers from different organizational divisions.

Different methods and techniques may be used to evaluate workers.

Evaluation method comprises theoretical and methodological approaches to evaluate
personal qualities, behavior and effectives of the worker’s activity. The choice of the concrete
method depends on estimation system peculiarities.

Evaluation technique is the way to collect, register and to analyze the information, which
is the base to define the estimation.

Methods and techniques of evaluation are divided into objective (they are based on criteria
and factors which may be measured) and subjective (they are based on the persons’ subjective
views and judgments).

Objective evaluation methods. These methods consist of describing techniques, which are
simple and can be used in various forms of the personnel evaluation: technique of the free
describing, structured describing, self-estimation, estimation due to the objectives and
crucial cases.

Technique of the free describing is the simplest. It is often used by managers, describing
the efficiency of the subordinated personnel work. This description tries to find factors, which
cause their work results, merits and demerits, worker’s competence. The advantage of this
technique is extensively argued worker’s evaluation, disadvantage — impossibility to compare
him with other workers. Person, who describes, should have enough knowledge and be able to
do such action.

Structured describing characterizes the efficiency of work owing to the concrete criteria. It
facilitates comparing of the evaluated persons (e.g., there are normative factors of the labour
efficiency for some workers, with which real labour productivity of the separate worker
is compared).
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Self-estimation technique is to fill in papers with questions and statements by estimated
person himself. The person, who conducts self-estimation, should be able to comment his
own estimations.

Evaluation due to the determined objectives. 1t is based on persuasion, that the estimation
may be conducted through joint determination of targets by worker and his direct chief. This
process is started with discussion concerning goals for the working place and ways to realize
them, and is ended with factors analysis, due to which the concrete result is achieved. The
received information indicates worker’s suitability to do tasks, and also his potential abilities.

Evaluation due to the determined objectives activates the workers’ participation in the
decision-making process, opens opportunities to make choice of ways to solve stated tasks
individually; it is especially valued by high-qualified and ambitious workers. This technique
requires spending a lot of time [15].

Technique of the crucial cases foresees fixation of facts on the subordinates’ behavior
shifts from norms, conducted by the manager. Such shifts may be both worker’s achievements
and blunders. The sequence of such notes creates the subordinates’ success and disadvantages
registry to make opinion about them.

Subjective evaluation methods. They mainly contain comparing techniques of the
personnel evaluation, which give the relative knowledge: ranging, paired comparison and
theoretical division.

Ranging is regulating of workers’ evaluation subject from the best to the worst. Ranging
letters are formed on the basis of criteria, which include productivity, labour quality or
worker’s reliability. This technique is simple and may be used without estimated persons’
special training. However it is appropriate for small groups, because letters making becomes
more time-taking for large groups.

Technique of the paired comparing consists in paired comparing of workers (between each
other) due to the proper criterion. The worker, in favor of whom the comparison was
conducted, becomes the correspondent estimated mark. After comparison between workers
number of positive choices (advantages) concerning all workers is calculated. After that they
are summed and it becomes the basis to form ranging [15].

Technique of the theoretical division shows distribution of workers according to the
proper, more often normal classification.

The advantage of this technique is the necessity of estimated subjects to differentiate
appraisals. It gives opportunity to define outer groups among estimated workers. It eases staff
decision-making.

Complex methods of evaluation. Their characteristic peculiarity is to unite some
techniques, which may concern the objective or only subjective evaluation methods.
Evaluation papers, “model 360°” and personal portfolio are used more often.

Evaluation papers. They are used to receive data concerning competence, behavior and
work results, which is estimated due to the correspondent scales. They may also have
describing techniques, control letters or quantitative data on work results.

Using of the evaluation letters may be grounded on different techniques and instruments.
Control letters are widely used then to estimate personal qualities, behavior and work results
of the evaluated people. This technique consists in choosing of the possible competence,
behavior and results from some descriptions, which show the estimated person in the best
way [15].

Due to the traditional approach evaluation papers are filled in by the worker’s chief,
because it is his duty.

“Model 360° is when worker receives information concerning his work from his chief,
other workers, clients and subordinates. Number of the estimated subjects is unlimited, that
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increases its objectivity, creates positive conditions to involve workers into the life of
organization. Therefore it needs a lot of time for preparation and estimation conducting [15].

Personal portfolio (lat. portus — haven, in folio — in paper) means to bring the individual
due to its personal qualities to the proper group of workers, formed by the standardized
estimations. It is connected with evaluated workers uniting into the characteristic groups on
the basis of achieved work effects, and potential possibilities of their development. The labour
efficiency concerns the past, potential of the development — the future.

The consequence after estimated workers bringing into the concrete group may be
behavior strategy concerning them: stimulating of perspective workers’ further development,
stabilization of the effective workers, and firing of ineffective workers [15].

The advantage of the personal portfolio is concentration on two main criteria in the process
of evaluation. The choice of criteria depends on targets and possibilities to take into account
previous workers’ activity and perspective of their development [5].

One more form of the personnel evaluation is efficiency rating, which is widely spread
both in Ukrainian and foreign organizations. The peculiarity of this form is the fact that it is
conducted by the specially formed committee, which consists of: authority representatives;
managers of the structural divisions; representatives of the personnel service, labour
departments and salary or the personnel management subdivision. The efficiency rating is a
periodical estimation of the personnel. It is conducted as a rule, once in 1, 2, 3 years. Content-
wise it is a complex evaluation, which sums up the imagination about worker’s quality, his
labour behavior and results of the activity [3; 6].

Thus, the official work efficiency of the personnel help to define, which workers need
more training; to set and strengthen business relations between subordinates and manager
through discussion of the evaluation results; to increase salary; to promote in place or to fire
worker.

Today the enterprises need to form marketing services in conditions of the competitive
struggle, which have to assist increasing of sales amounts, profit and market segment. That’s
why it is very important to form criteria base to conduct complex estimation of this service
activity, particularly its personnel.

The main criteria, which may beused to estimate marketing service, are given in the
scheme (fig. 2).

| Evaluation criteria

evaluation of the marketing service structure

evaluation of the marketing separate elements

—( evaluation of the marketing service personnel

evaluation of the marketing service efficiency

Figure 2 — Criteria of the marketing service evaluation in the enterprise

Taking into account all mentioned criteria will allow to conduct complex estimation of the
marketing structure in the enterprise and to investigate recommendations to improve
marketing organization.
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Estimation of the marketing service structure. The estimation of the marketing service
structure and efficiency of its construction foresee to determine the following tasks:

— relevance of the marketing service structure to the existing conditions (mission, targets,
potential, enterprise possibilities);

— functional efficiency;

— effectiveness of cooperation between functional subdivisions and marketing service.

While analyzing the formal structure of the enterprise and its relevance to the existing
conditions, one should find out the following facts:

— optimality of the structured marketing organization from the perspective of functions,
consumer, divisions due to the territories etc.

— whether the marketing service manager has enough powers to influence consumers’
satisfaction level.

Functional efficiency foresees the analysis of the functional duties (marketing service
personnel) and these duties effective distribution.The effective interaction is observed through
the analysis of the formal connections (connections between productive, financial,
professional service, SRRSW service, sales) and informal connections in the system.

Evaluation of the marketing complex separate elements. The evaluation of the marketing
complex foresees analysis of the following elements: product policy; price policy; sales
policy; communicative policy.

Evaluation of the marketing service personnel. The main criteria to use estimation for
marketing service personnel are: professional qualities; business qualities; moral and
psychological qualities; organizational qualities; compatibility with collective.

The main criteria to estimate marketing department manager are: moral features; ability to
control the collective and separate workers; ability to set contacts (relations) with collective;
ability to organize his work; knowledge.

The most evidential combined evaluation of workers occurs in the process of the personnel
rating. This rating combines advantages of all ways to estimate labour complexity and quality,
professional and qualified level with determination of the worker’s official growth
perspectives. During rating the worker’s qualities are analyzed; measure of concordance
concerning his qualification level to the occupied or intended post is stated [16]. Therefore the
workers are rated as personalities, but not the results of their activity that is a precondition to
estimate the personnel extensively.

The personnel rating tasks consists in evaluation of the labour results during proper period,
evaluation of the worker’s business and personal qualities, determination of the potential
possibilities to continue official activity on the occupied post or its moving into higher or
lower position [5; 6].

That’s why it is effectually to use this method with aim to evaluate marketing service
personnel. This methodic of the personnel estimation provides regular staff rating and gives
opportunity to motivate workers, to determine their salary, to plan career. All specialists and
managers are evaluated on the basis of the proper criteria owing to the rank. It means that each
criterion has importance and correspondent mark in scores.

According to the assigned importance one can find some scores, which characterize each
feature. It has a few levels of estimation in its turn. These levels define this quality in the
concrete worker.The score price is calculated through division of salary fund (SF), which is
shared for the proper workers’ group, into the total sum of scores. The worker’s fixed official
salary is calculated through multiplication of scores by the score price. Having defined the low
limit in scores (and in the fixed official salary) for each category workers, one may use this
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data while accepting to work. The minimal sum shortfall, corresponding this occupation, may
be the matter to transfer the worker to another specialists’ category or to fire him while
rating [8; 10; 11].

Evaluation of the marketing service efficiency. The evaluation of the enterprise marketing
service efficiency foresees analysis of sales; market segment; profitability (fig. 3).

| Evaluation of effectiveness |

To evaluate realization and to analyze
production sales possibilities

To analyze market segment

— sale amounts (in natural and money — market segment on sales amount;
equivalent); — market segment on cost factors;

— number of product stocks distribution; — market segment in the separate segment;
— stock distribution in days; — market segment related to the leader;

— increase / decrease of the order value in — analysis of the trade name market segment
comparison with last year; dynamic;

— cost / quantity of the received orders in
view for one client;

— distribution in view for one seller;

— analysis of ration “expanses for
sales/prime cost of the product realization”

—definition of the market segment on the
basis of aptitude to the trade name

Figure 3 — Factors of the marketing service efficiency evaluation
in the enterprise [7; 9; 12; 13]

Table 1 shows the main formulas, which are necessary to estimate marketing service
effectiveness. On the basis of it, one may analyze the workers’ activity, comparing planned
and actual activity factors.

Table I — Evaluation of the marketing service effectiveness [7; 9; 12; 13]

Factor Formula Optlmf}hty
conditions
1 2 3
Evaluation of realization and production sales possibilities analysis
istributi P
proglﬁtgggl;ifélk:firtxht?mes N PS=—,
PS N,PS — max

(distributions number) where P — production realization amount (thousand hrn);

(NaPS) PS — productive stocks amount (thousand hrn)
or PS
Distribution of the Dypgiay =— 365,

productive stocks in days P

(time of good distribution) | where 365 is number of days in the planned period (year) Dps @ — max

DPS(d)
P P

Coefficient of the ready CDPSpp = R P:
production distribution . . . CDps — 1

(CDps) where P, is pure profit from production realization

s (thousand hm); RP — ready production (due to the
accounting balance)
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Table 1 (continued)

1

2

3

Ratio “costs for sales/prime
cost of the realized
production”
(PCpC,/PC)

pepe, 1pc =S
PC

where Cy — costs for sales (thousand hrn); PC — prime
cost of the realized products

PCpC,/ PC— min

Analysis of the market segment

Market segment on sales
amounts
(MPSH)

MS zi-lOO%,

P
total (p)

where 44 — amount of the sold goods A (physicalreal
units); A ) — total amount of the goods sale in the
basic market, market capacity (physical units)

MS, — max

Market segment due to the
value factors
(MS,aie)

- 100%,

total (p)
where 4, — amount of the sold goods A (monet. unit);
Aroral — total amount of sale (monet. unit)

MS

value

MS, 41 — max

Market segment in the
separate part
(MSparl)

A, .
— A .100%,
total (part)
where 4,4 — amount of the sold goods A in the proper part

MS . =

part

MSp. — max

(physical or monet. unit); A pary — total amount of the
goods sale in the separate part (physical or monet. unit)

MsS,
MSrivals’

where MSf — market segment of the firm; MSrivals —
market segment of rivals

RMS =

Relative market segment

(RMS) RMS — max

Market segment related to MS = MS S
the leader TS MS,; — max
(MS,1) !

where MS;— market segment of the firm

Thus, table 1 demonstrates main factors, which characterize the marketing service
personnel work efficiency. Maximum approximation of factors to the optimality conditions
provides high workers’ efficiency. Their results of their work impact on the marketing service
efficiency. The suggested factors groups analysis will show the whole situation, which has
been formed in the enterprise.

Conclusions and perspectives of further research. Main methods of the enterprise
personnel evaluation are investigated in the article. The authors suggest criteria base
concerning marketing service evaluation in the enterprise. Practical approval of the received
results may be used to conduct future research.

1. TaepumoBa O.I'. Onenka mnepconana u e€ orimuue orT arrecraumu / O.I'. T'aBpumosa //
®dunaHcoBas razera Oxcno. — 2009. — Ne2. — C. 5-9.

2. Curuix O.J]. Oninka nepconanry B cucremi motusanii / O.J. CutHik // AKTyanbHi IpoGIeMu
exoHoMiku. — 2007. — Nel 1. — C. 84-87.

3. Bunorpancbkuit M. PoszBurok MoJenel KOPIIOPaTUBHOI'O YIIpaBIIiHHS /
M.J. Bunorpancekuii, A.}O. Hammnens-Haymosa // Axryansai npo6iaemu ekoHOMIkH. — 2006. — Ne8. —
C. 172-178.

78 MapKeTHUHT i MeHe/)KMeHT iHHoBauii, 2014, Ne2
http://mmi.fem.sumdu.edu.ua/



Po3ain 2 InHoBamii y MapkeTHHIy

4. Minuak H.JI. MenemxmenT nepcoHany B cydacHux ymoBax / H.JI. Minuak // Meauuna
rigposoris ta peabimirtamis. — 2004, — Ne2, T. 2. — C. 70-71.

5. Jammmox A IIpoGieMu OLIHKM €(GEKTUBHOCTI CHCTEMM VIPaBIiHHSA IE€pCOHAIOM /
Al Jaunmok // BicHnk XMeNbHHIBKOTO HalliOHANBHOTO yHiBepcutery. — 2007. — Ne3, T1. —
C. 112-117.

6. Ilerma A.B. IlonuTHka U cTpaTerus KOMIAHMM KaKk MHCTPYMeHTHI yupasinenus / A.B. Illerna //
VhpapiaeHue B COIMAIBHBIX W JKOHOMHYECKHX CHCTeMax : M-Jbl XVI MexayHapoaHOW HaydHO-
npaktuaeckoi koHdeperiyn (16-17 urons 2007 r., r. Munck) / MUHCKHN WH-T YIPABJICHHS ; PEIKOJL.:
H.B. Cyma [u ap.]. — Munck : U3n-so MUY, 2007. — C. 109-112.

7. bimuk M.C. AHami3 pe3yibTaTUBHOCTI MisNIbHOCTI MapKETHHIOBUX CJyXO0 miampuemcrsa /
M.C. bimuk, T'.I. Kingpanska // Bicauk HamionamsHoro yniBepcureTy «JIbBiBCHKa IOJITEXHIKa». —
2008. — Ne633. — C. 43-50.

8. €cpkoB O.JL. OcCHOBHI NPUYMHH 3HIDKCHHS TPYIOBOi MOTHBALil B Cy4acHHX yMOBax
rocnogaproBanas / O.JI. €cwros, 1.I. CmupHoBa // Exonomika. MenemkmenT. [linmpueMHUITBO. —
2011. — Ne23(II). — C. 107-111.

9. Casunpka I'.B. ExoHoMiuHM# aHai3 qisTIbHOCTI HignpuemMcTBa : HaBu. noci6. / I.B. CaBuipka. —
K. : 3nanns, 2004. — 654 c.

10. Cemenya 1.€. Mogenb KiIbKiCHOT OI[IHKH PIBHS 1HIAMBIIyadbHOI KOMIIETEHTHOCTI KEpiBHHKA /
I.€. Cemenua // CyuwacHi mpobiemu TrymaHi3auii Ta TrapMOHi3auii ympaBliHHA @ MDKHapOIHA
MDKANCIUILTIHApHA HayKOBO-IIPAKTHYHA KOH(pEpeHIis : Te3u nor. — Xapkis, 2001. — C. 93-94.

11.Typ’ssHoB  A.b. VmpaBnmiHHA [iSUIBHICTIO TIANPHEMCTBA HAa 3acajaX MAapKETHHTOBOTO
menemkmenty / A.B T'yp’suos, JI.A. Tepemenko // HaykoBo-Texniunuii 36ipauk. — 2011. — Ne98.—
C. 94-99.

12. Curank JI.C. ®inancoBuii MenemxMeHnT : HaBd. mociOHuk / JI.C. Curamk. — K. : IleHtp
HaBYaJbHOI JiTepatyp, 2006. — 352 c.

13. Kitschenberg, Helmut. Personalwesen / H. Kitschenberg, B. Neuenahr. — Ubersetzung ins
Russische A. Matsnev. — Miinchen : Bayerische Verwaltungsschule Koérperschaft des o6ffentlichen
Rechts ; Briihl : Bundesakademie fiir 6ffentliche Verwaltung im Bundesministerium des Innern, 2002. —
273 p.

14. Jlumayk B.B. Mapxkerunr [Enexrponnnmit pecypc] / B.B. Jlumuyk. — Pexum nocrymy:
http:/pidruchniki.ws/1276010950055/marketing/rol_osoblivosti funktsionuvannya sluzhb_marketingu

15. OuintoBanHst 1 aTecTyBaHHs nepcoHany opranizauii [Enexrponnuii pecypc]. — Pexxum moctymy:
http://gia.sentya.ru/docs/index-111115.html

O.A. binosoocvka, XaHA. €KOH. HayK, JOIEHT, JOHEHT Kadeapu wmapketuHry ta YIJI,
CyMchkuit nepxaBHui yHiBepeuteT (M. Cymu, Ykpaina);

T.B. Kupuuenko, marictpat (akynbTeTy eKOHOMIKH Ta MeHeMkMeHTY, CyMCbKuil aepxaBHHUI
yHiBepcureT (M. Cymu, YkpaiHa)

®opMyBaHHA KPUTEPiaJlbHOI 0234 I OMIHKH CJIYKO0H MAPKETHHIY MiANPHEMCTBA

Y cmammi  Oocnidoceno  axmyanvuicmv  nposedeHHA  OYIHKU ~ NePCOHATY  NIONpUEMcmed,
npoananizoéani OCHOGHI Memoou (DYHKYIOHYS8AHH NPAYIGHUKIE PI3HUX NiOpo30inie, cpopmosano
KpumepianbHy 6a3y 01 30iliCHeHH KOMNAEKCHOI OYiHKU OIIbHOCMI CIYHCOU MapKemuney, 30kpema it
nepconany.

Kiro4oBi cioBa: owLiHKa mMepcoHany, CIyx0a MapKeTHHTY, KpuTepil OIIHKH (yHKIIOHYBaHHS
Ciry01 MapKeTHHTY, METOAHN OLIHKH NEepPCOHAITY, IPOLEC OI[iHIOBAaHHS NIEPCOHAITY.

E.A. Benogoockasa, XaHI. ODKOH. HayK, JOLEHT, IONEHT Kadenpsl Mapkermara u YUJ,
CyMckuii rocyiapcTBeHHbI yHHBepcuTeT (I. CyMbl, YKpanHa);

T.B. Kupuuenko,  MaructpanT  (akyiabTeTa OSKOHOMHKM WM MEHemKMeHTa, CyMmckui
rocynapcTBeHHbli yauBepeuret (T. Cymsbl, YkpanHa)

@opMUpPOBAHUE KPUTEPHAJIbHOI 0a3bl 1151 OLIEHKH CJIYKObI MADKETHHIA NPeANPUATHSA

B cmamve paccmompenvi axmyanbHOCmMb NPOGEOEHUs OYEHKU NepCOHANd Npeonpusimus,
NPOaHAnU3UPOBAHbl OCHOGHYBIE MemOoObl (DYHKYUOHUPOBAHUS PADOMHUKOE DA3TUYHBIX NOOpa3zoeneHull,
cihopmuposano kpumepuaibHylo 6azy Ons OCYujecmenenus KOMNAEKCHOU OYeHKU OesimenbHOCIU
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0.A. binosooceka, T.B. Kupuuenxo. ®opmyBaHHsI KpuTepiaJibHOI 0a3M OWIHKM CJIYKOM MapKeTHHIY
NiANpHEMCTBA

CyoHcObL MApKemuHed, 8 YacmHOCmU ee NepPCoHAd.
Knrwouegvie crnosa: oleHKa NepcoHaia, ciyx0a MapKeTHHId, KPUTEPHU OLECHKH ()yHKIMOHUPOBAHHS
CI1y>kObl MapKETHHIa, METOIbI OLICHKH [EPCOHANA, TIPOLIECC OLEHUBAHYS IEPCOHANIA.
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