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The article discusses formation and development
of an assessment of the effectiveness of man-
agement and administration in organizations.
The main goal of the study is to determine what
goals and objectives should be practically imple-
mented for an effective management system,
and also factors that hinder the organization's
ability to detect vulnerabilities and important risks
on the way to increase organizational effective-
ness. Based on the analysis of the center for
effective philanthropy, it was found that almost
50% of respondents-leaders of American orga-
nizations conducted organizational evaluations,
mainly to study and improve the effectiveness of
their organizations in the future. Achievement of
goals and objectives can be implemented only
by join work. Organization as an object of man-
agement and assessment is a consciously coor-
dinated social formation with certain boundaries,
functioning on a relatively constant basis.
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B cmambe paccMompeHbl (hopMuposaHue U
paspabomka oUyeHKU aghchekmusHOCMU yrpas-

JIEHUST U @OMUHUCMPUPOBaHUSI 8 Op2aHu3ayusix.
OcHosHast yesib uccsiedosaHusi — onpeoenums
Kakue yesu u 3adayu Oo/mkHbl Bbimb pak-
mudecku peasiu3osaHbl 07151 aghchekmusHoU
cucmeMbl yrpas/ieHusi, a makxe ¢hakmopbl,
Komopble npensmcmaytom crocobHocmu opaa-
Hu3ayuu BbISIB/ISIMb C/1abble Mecma U BaXHble
pUCKU Ha Mymu MoBbILEHUST Op2aHU3ayUOHHOU
aghchekmusHocmu. Ha ocHosaHuUU aHasu3a
yeHmpa aghchexkmusHoli chunnaHmponusi ycma-
HossleHo, 4mo foymu 50% pecrioHoeHmos-
pykogooumeniell aMepuKaHCKUX opaaHu3ayu,
MpoBe/Iu Op2aHu3ayUOHHbIE OUEHKU, B OCHOB-
HOM 07151 U3yYeHUs1 U MOBbILUEHUST 3¢hcheKmUBHO-
cmu pabomsl cBoUX opaaHusayuli 8 6ydyuem.
HocmuxeHue yeneli u 3adad Moxem 6bimb
peasiu3o8aHO MOJIbKO  MymeM COBMECMHOU
pabomsl. OpaaHu3ayusi Kak 06bekm yrpasse-
HUSI U OYeHKu npedcmagnisiem cobol Co3Ha-
MefibHO  CKOOPOUHUPOBaHHoE — CoyuasibHoe
o6pasosaHue C onpedesieHHbIMU epaHuyamu,
hyHKUYUOHUpYIoWee Ha OmHOCUMe/IbHO 1ocmo-
SIHHOU OCHoBe.

KnioueBble cnoBa: yripasneHue, aghghexkmus-
HOCMb, OYEHKa, passumue, yesu, 3adayu, opaa-
Hu3ayusi, coBMecmHasi paboma.

Y cmammi po32nisiHymo (hbopMyBaHHS ma po3pobKy OUIHKU egbekmusHOCMI yrpas/iHHs ma adMiHicmpysaHHsI 8 opeaHizayisx. OCcHoBHa Mema
00C/IOKEHHSI — BU3HAYUMU SIKi Yi/li ma 3aB0aHHs1 MOBUHHI 6ymu rpakmu4HO peasizosaHi 07151 eGheKmuBHOI cucmeMu Yrpas/liHHS, & MakKoX YUHHUKU,
SIKi epelKooXaromb 30amHoCcmi opaaHizayii BUSIBISMU c/1iabki Micysi ma BaXJ/Iusi PUSUKU Ha WJISIXY MIOBULEHHST opeaaHisauyiliHoi echekmusHoCM.
Ha niocmasi aHasnisy yeHmpy echekmusHoI ghinaHmponii BcmaHos/eHo, wo malxe 50% pecrioHOeHMIB-KEPIBHUKIB aMepuKaHCLKUX opaaHizayil, rpo-
Be/IU Op2aHi3ayiliHi OYiHKU, B OCHOBHOMY 07151 BUBYEHHSI ma MidBULEHHST echekmusHOCMI pobomu CBOIX opeaHizayili 8 MalioymHboMY. [Jocsi2HeHHS
yinel i 3aB80aHb MOXe Bymu peasi3oBaHo /uLe W/ISXOM Cri/lbHoi pobomu. OpaaHizayisi ik 06'ekm yrpag/iHHs ma OuyjiHKU — e CBI00MO CKOOPOUHO-
BaHe CyCrijibHe YMBOPEHHS 3 MeBHUMU Mexamu, Wo ¢OyHKUIOHye Ha BIOHOCHO rocmiliHili 0cHoBI. OpeaaHizayii ditomb y chopMi ¢hipm, nidnpuemems,
Komnarili, kopriopayiti mowjo. OyiHIOBaHHST miei Yu iHWOI ¢hopMu € 38uYaliHOK Oisi/IbHICMIO 8 Op2aHi3auyisix, MPome Masio Xmo 3 KepigHUKIB Yu Gi3Hec-
rpochecioHanis cmaa/simbesi Ao CBOET PO6OMU SIK 00 OYiHIOBaHHSI. Taki MepMIHU, sk GeHYMapkiHe, ayoum, A0C/IOXeHHs1 ma 0271510, Bi/TlbHO BUKOPU-
CMoBYIOMbCs 8 Op2aHi3ayiliHux ymMosax, mooi 5K OUiHKOBaHHS 3ape3epB0oBaHe 20/108HUM YUHOM 0151 MOCU/IaHHST Ha OUIHKY eghekmusHoCcmI. 3a2asibHa
oyiHKa eghekmusHoCMi opaaHisayii nepedbaqae po3paxyHoK abCo/IlOMHOI ma MopPIBHSI/IbHOI eKOHOMIYHOI echekmusHOCMI. ABCO/IIOMHa EeKOHOMIYHA
eghekmuBHIiCMb — MOKa3HUK Mpomsi2oM esHo20 Nepiody Yacy, Wo Xapakmepusye 3a2a/ibHy 8e/IU4UHY eKOHOMIYHO20 eqbeKkmy B MOPIBHSIHHI 3 PO3MIPOM
BUMpam i pecypcis OKpemo i 8 CykynHocmi. [NopisHsiibHa EKOHOMIYHa eqheKmUBHICMb — Ye MOKa3HUK, WO xapakmepu3ye yMOBHUL eKOHOMIYHUU eghekm,
ompumaHuli W/IsiXOM MOPIBHSIHHST ma 8UGOPY ONMMUMasIbHO20 BapiaHmy, SIKUU MOXHA BU3HaYUMU SIK BIOHOWEHHST EKOHOMIT 8i0 HLKYOI cobisapmocmi
abo 36i/bLEHHs1 NpubymkKosocmi mosapy 00 Pi3HUUI KarimasbHUX BKk/1a0eHb ma iHWUX 000amKosuUX BUMpamax MiX pisHUMU sapiaHmamu. CucmemHull
1ioxio 9o yrpas/iHCLKOI disibHOCMI nepedbayae, Wo BiH Moxe 6ymu docsiideHull sik 3 60Ky 3micmy, mak i 3 6oKy Ii Mposisis.

KntouoBi cnoBa: ynpagsiHHs, eqhekmusHicmb, OyiHKa, PO3BUMOK, Yisli, 3aB80aHHsI, opaaHiauyisi, Cri/isHa poboma.

Problem definition. In the current conditions of
socio-economic development, profitability and effec-
tiveness of the enterprise's activity largely depends
on the creation of an effective system of manage-
ment and administration of activity. The experience
of economically developed countries of the world
shows that one of the most important components of
the success of competitive enterprises is the use of
management, that is, a scientifically sound and quali-
tatively built system of management of the organiza-
tion. Increased competition and increased consumer
requirements for the products being sold, necessi-
tates the prompt adaptation of the enterprise man-
agement system and improve it in accordance with
changes in the external environment. The formation
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of an effective management and administration sys-
tem requires the development of an adequate system
for its assessment, which will identify weaknesses
and gaps of the management system and carry out
appropriate improvement.

Analysis of recent research and publications.
The problems of evaluating the effectiveness, effec-
tiveness of management and administration in orga-
nizations are devoted to the work of such Ukrainian
and foreign scientists as Moroz O.S. [11], Karlaftis
G. Matthew [7] and Mouzas S. [9]. However, domes-
tic scientists have not formed a unified method-
ological approach to assessing the effectiveness of
the management and administration system, which
would allow to diagnose the management system, to
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provide opportunities for its adaptation to changing
conditions of the internal and external environment.

Formulating the goals of the article. The main
purpose of this work is to investigate methodologi-
cal approaches to management evaluation and
administration in organizations, to form a basis for
its improvement. The need for evaluation of manage-
ment and administration is to improve the economic
activity of the organization by improving the effective-
ness, adaptability and flexibility of the management
system, maximizing its focus on ensuring the ability
to implement a strategic course, achieve the goals of
the organization.

The main material of research. The issue of
effectiveness concerns all fields, types, forms, meth-
ods of organizing human life support. To the greatest
extent, this is a characteristic of management as an
activity carried out by people in relation to people and
exclusively for the interests of people. A person's wel-
fare is directly dependent on the level of effectiveness
of this activity. In the end, we talk about the effective-
ness of the social system.

Communities and countries themselves need
complete and reliable knowledge about the benefits
of management costs, what management objectives
are, the depth and effectiveness of their impacts on
the processes being managed [3].

In public administration, when evaluating their
effectiveness and efficiency, at least the following
should be compared:

— targets that are practically realized therein, with
objectives determined basically by public demand;

— objectives are implemented in the management
process, with the results obtained as a result of pub-
lic administration objectives (decisions and actions of
the managerial component)

— objective management outcomes with public
needs and interests;

— public expenditure used for public administra-
tion, with objective results obtained as a result of
management;

— opportunities inherent in managerial potential,
with their level of real use.

Under effectiveness in the scientific literature
refers to achieving goals (obtaining planned results
or achieving the intended indicators) regardless of the
costs associated with obtaining results [9]. In public
administration, performance reflects order, compli-
ance with restrictions and regulations, implementation
of managerial decisions, often associated with achiev-
ing qualitative social effects that are difficult to mea-
sure. Sometimes performance is also called an effect,
i.e. these concepts are identified. When the effect is
compared with the cost of achieving it, we are talk-
ing about effectiveness. Organizational assessment is
a systematic process for obtaining valid information
about organizational performance and the factors that
influence performance. This differs from other types

of evaluation because the assessment focuses on the
organization as the main unit of analysis [1].

The Multilateral Organizational Performance
Evaluation Network (MOPAN) is a group of 16 donor
countries that have joined to assess the performance
of the main multilateral-funded organizations. The
MOPAN assessments provide an overview of the four
dimensions of organizational effectiveness (strategic
management, operational management, relationship
and knowledge management), but also cover devel-
opment effectiveness (results). MOPAN has devel-
oped an assessment approach that refers to percep-
tions and secondary data (e.g. Documents) to assess
organizational performance with a focus on their sys-
tems, behavior, and practices (or capacity). This exer-
cise is used to encourage discussion between donors
and multilateral organizations about ways to increase
organizational effectiveness.

In 2011, an evaluative report was distributed by
the International Monetary Fund (IMF) regarding its
performance leading to the global financial and eco-
nomic crisis. Among the factors that hinder the organi-
zation's ability to detect vulnerabilities and important
risks, the report highlights the magnitude of cogni-
tive and group biases and organizational operational
structures: on the one hand, it is widely believed that
organizational crises cannot occur in large developed
economies and in the other hand, the existence of a
silo mentality prevents information from being shared
across units and departments to help predict crises.
The assessment results are being used by the IMF
board and executive management to revise how the
organization operates [8].

The Center for Effective Philanthropy develops a
conceptual framework for assessing organizational
performance. This framework provides a way for a
foundation to infer social benefits created by its activi-
ties relative to the resources invested, and aims to
enable its leaders to understand the performance of
their organization over time and in relation to other
organizations. In 2011, the center surveyed CEOs
American foundations and found that nearly 50% of
respondents conducted organizational assessments,
mainly to study and improve the performance of their
foundations in the future, to show accountability for
the use of their foundation's resources, and to under-
stand the impact of work their foundation [8].

The organization as the object of management
and assessment is a consciously coordinated social
formation with certain boundaries, which functions
constantly to achieve common goals or objectives.

Organization is a set of people and groups who
unite to achieve goals, solve problems based on
certain rules and procedures, division of work and
responsibilities [3].

Organizations in which joint work of people is used
to achieve common goals is a socio-economic institu-
tion with the following features:
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 personnel or employees with the qualifications,
skills and knowledge needed to achieve their goals;

« goals that reflect their purpose and the types of
products and services that they produce to meet the
needs of the society;

« the division of labor carried out in accordance
with the characteristics of each employee's profes-
sional qualifications and ensuring rational structuring
of work and tasks;

e communication, i.e. various types of relation-
ships needed in the process of performing joint work;

« the level of authority and responsibility, sets the
level of power for various positions in the organization;

« formal rules of conduct, procedures and controls
are formed to ensure that the organization functions
as an inseparable entity [2].

The organization operates in the form of firms, enter-
prises, companies, corporations, etc. In management
theory and practice, various signs (criteria) are used,
based on the organization's classification carried out.

Evaluation of one form or another is a regular activ-
ity in an organization, but some managers or business
professionals refer to their work as evaluation. Terms
such as benchmarking, evaluation, auditing, research-
ing and reviewing are used smoothly in organizational
settings, while evaluation is reserved primarily to
refer to performance appraisal. Beyond the natural
tendency for most humans, and, thus, organizations,
to do good work rather than bad, three basic levels
of evaluation can be used to distinguish the types of
evaluations performed in organizations [4].

The first level includes the conscious use of skilled
evaluations, usually in the form of quality assurance
methods or performance measurement systems. Spe-
cific methods used can range from standard operat-
ing procedures and company policies to sophisticated
statistical modeling and performance dashboards.
This basic level of evaluation also includes gather-
ing feedback from the organization's clients regarding
the quality or performance of the organization and the
use of explicit techniques designed to scan the exter-
nal environment for emerging trends that can affect
the organization. Most contemporary organizations
use some of these first-level skilled evaluation forms,
even if done on an ad-hoc basis [6].

At the intermediate level, the organization tries
to supplement the internal evaluation system with
regular external evaluations. Here the main role of
the external evaluator is the auditor who provides
an independent third-party assessment to confirm or
validate compliance with certain procedures and poli-
cies. For example, a financial audit consists of exam-
ining the organization's financial statements by an
external auditor or audit team, producing an indepen-
dent opinion publication on whether the report is rel-
evant, accurate, and complete. No conclusions were
made regarding the proper financial performance or
effectiveness of financial activities carried out by the
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organization, for example. Organizations can use
internal auditors to carry out similar types of audits.
However, internal auditors usually do not prove finan-
cial statements. Instead, the internal auditor's focus
is on the control of 6 organizations. External auditors
may choose to place limited dependence on the work
of internal auditors [6].

The third level of use of conscious evaluation in
organizations requires the value of evaluation to be
internalized as part of organizational culture. Realiza-
tion of this level does not only cover levels one and
two (e.g. skilled internal evaluation and the use of
external evaluators), but requires full integration and
acceptance of evaluative attitudes as the essence of
the organization. Scriven (2008) refers to organiza-
tions that internalize the value of evaluations as eval-
uative organizations. Evaluative organizations can
be considered “enhanced” learning organizations,
i.e. organizations that recognize that learning has
no value unless it informs action. Learning organiza-
tions are usually defined as organizations that have
the capacity and process to detect and correct mis-
takes or improve performance based on experience
or knowledge gained [6].

A general assessment of organizational effective-
ness involves calculating absolute and comparative
economic effectiveness.

Absolute economic effectiveness is the indicator
for a certain time period, characterizing the total value
of economic effects compared to the size of costs and
resources individually and in aggregate [7].

The organization defines the following set of
indicators to assess the absolute effectiveness of
production:

a) differentiated indicators:

< the complexity of production;

 labor productivity;

* material consumption of production;

« material production;

 capital productivity;

< capital intensity.

b) integral (generalizing) indicators:

» costs per 1000 units of currency of marketable
products;

« profitability of production;

 profitability of products.

A special place in the system of indicators for
assessing the effectiveness of an enterprise is occupied
by indicators of the effectiveness of capital investments:

< capital intensity of products;

e capital return;

 coefficient of economic effectiveness of capital
investments;

* return on capital investment;

< payback period for capital investments.

Comparative economic effectiveness is an indica-
tor that characterizes the conditional economic effects
obtained by comparing and choosing the best option,
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which can be defined as the ratio of savings from
lower cost prices or increased product profitability to
differences in capital investment and other advanced
costs between different choices. A comparative eco-
nomic effectiveness assessment can be carried out:

» based on the calculation of the payback period;

* based on the calculation of the coefficient of
comparative effectiveness of additional capital invest-
ments [7].

Considering the concepts of assessment of the
effectiveness of management and administration
in organizations, it is necessary to consider that an
important role in the economic indicator system is
included in indicators such as profitability. If profit is
expressed in absolute terms, then profitability is a
relative indicator of production intensity, because it
reflects the level of profitability relative to a certain
basis. This organization is profitable if the amount of
revenue from product sales is sufficient not only to
cover production and sales costs, but also to gener-
ate profits. Thus, profitability characterizes the effec-
tiveness of a company, giving an overview of the
company's ability to increase capital.

There are several main forms of profitability:

 general return on assets or return on assets;

« profitability of products;

 return on sales;

* return on equity.

A systematic approach to managerial activities
shows that it can be investigated both in terms of con-
tent and its manifestations.

The objectives, functions and management meth-
ods in the complex characterize the content of activi-
ties and can be considered in various aspects. The
determining factor is the methodological aspect,
which reflects the totality of principles, laws and regu-
lations that are applied in the management process,
and makes it possible to determine for what purpose,
about what and how to act to get the desired results,
including in production [11].

The economic aspect characterizes management
as a certain type of labor, ensuring the development
and implementation of managerial impacts, i.e. spe-
cific outcomes for resources that have been spent.
Thus, this aspect allows us to evaluate the effective-
ness of management.

The organizational aspect characterizes the indi-
vidual stages of the process of forming organizational
units in accordance with the objectives, as well as the
distribution of power as a means of distribution and
coordination of tasks.

The information technology aspects include a
series of procedures and operations related to infor-
mation support for decision making.

In the management process, people interact,
therefore, apart from the above, it is assumed that
there are social, psychological and legal aspects that
are interconnected with others [10].

Conclusions. The feasibility of administrative
management for the process of increasing the effec-
tiveness of organizational functions is demonstrated
by examples of control systems, assessments and
incentives for management personnel, deliberately
combining and using various tools and factors. It is
clear that any employee incentive system based on
administrative support is not only a set of instructions,
but also living, constantly changing, and improving
organisms. In addition, its effectiveness is largely
determined by the level of support for the functioning
of the organization, which, in turn, once again empha-
sizes the close relationship of all forms of manifesta-
tion and application of administration. Economic stim-
ulation as an administrative tool is quite traditional,
but the forms and methods of its implementation are
very diverse and specific so that it is largely deter-
mined by the level of motivation of the workforce. And
the ways in which stimulators and motivational levers
interact with each other are mostly felt by individu-
als in different ways. This explains the highly variable
vulnerability of employees even from the same unit
to the administrative form of the effects of manager
stimulation and their implementation.

Multi-level administration of the labor stimulation
mechanism is integrated into the most diverse set of
impacts, including not only in a subordinate or non-
subordinate hierarchy, but even in unrelated struc-
tures such as pension funds, intellectual centers,
financial investments, etc. This is especially important
at the transitional stage of reorganizing the relation-
ship between employees and employers in real mar-
ket conditions. That is why the administrative support
model, the principles of construction and its applica-
tion can be adequately projected as a whole on the
entire socio-economic system of employment rela-
tions, which will significantly increase the effective-
ness of its functions.

The incentive mechanism based on multi-level
organizations allows us to continuously improve
existing configurations and develop new ones. They
form the basis for the construction and application
of special procedures for lever interactions, mecha-
nisms and administrative tools that provide increased
management effectiveness in organizations. The
principles of formation and function are similar to the
well-known “cycle in cycle” software configuration,
which determines the right direction and opportuni-
ties for improving and developing multi-level admin-
istration. At the same time, each component as an
independent organization also contains administra-
tive improvement resources, which largely determine
the overall potential.

In real life, both the functioning of the organization
itself and the activities of the manager are most often
assessed not by absolute work effectiveness, but by
relative, compared with some hypothetically possible
effectiveness. At the same time, it is considered not
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so much the possibility of a specific manager’s deci-
sion or the urgent requirements of the organization,
but rather the unlikely, ideal model for achieving the
desired result, sometimes simply unattainable in this
situation. Formed and applied on an expert basis,
it nevertheless allows a fairly complete and reliable
assessment and promptly affect the effectiveness
of the manager. Modeling and expert assessment
can be successfully used as an administrative tool
for determining the benchmark, criterion, standard
of organization of a wide variety of types and pro-
cedures of managerial activity, while simultaneously
solving the current tasks of optimizing the administra-
tion of the organization.

The prospect of further research in this area is
related to the need for continuous improvement and
further study of the effectiveness of management and
administration in organizations and its assessment. For
this purpose, the following points must be observed:

A. Review universal criteria of merit of organiza-
tional effectiveness.

The universal criteria of merit consist of charac-
teristics that define effective organizations. These
characteristics are intended to be applicable to all
organizations that are deliberately structured for spe-
cific purposes. Universal service criteria are reviewed
with clients to ensure each criterion and dimension is
understood and to stimulate thinking about potential
actions that can be used.

B. Add contextual criteria identified in the perfor-
mance needs assessment.

The information collected in the performance
needs assessment may have revealed additional
evaluative criteria that are unique to the organization.
These criteria can be generated from the political,
social, or cultural environment; the stage of organi-
zational development; current situational problems
threaten the survival of the organization; or other
things that are unique to the organization at the time
of a particular investigation. When considering the
contextual criteria of services in multidivisional orga-
nizations, it is important to look at the entire organiza-
tion aside in certain units or divisions to ensure that
optimization in one unit does not result in sub-optimi-
zation in another.

C.Determine the importance weightings for each
criterion.

The weighting of criteria by relative importance
recognizes that some criteria are more important than
others. This also allows for more complex inferences
(Scriven, 1994). Weighting is very important when
evaluative conclusions for each dimension must
be synthesized into overall evaluative conclusions
regarding organizational effectiveness. When using
OEC to conduct formative evaluations that use pro-
files to show how an organization's performance on
various dimensions of effectiveness, weighting can be
avoided; the client can use several evaluative conclu-
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sions to identify and prioritize areas for improvement.
However, when conducting summative evaluations, it
is necessary to go further than creating profiles and
making overall evaluative conclusions for the benefit
of the client and the usefulness of the evaluation.
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ASSESSMENT OF THE EFFECTIVENESS OF MANAGEMENT
AND ADMINISTRATION IN ORGANIZATIONS

Nowadays, in the current conditions of socio-economic development, profitability and effectiveness of the
enterprise's activity largely depends on the creation of an effective system of management and administration
of activity. The main purpose of this work is to investigate methodological approaches to management evalua-
tion and administration in organizations, and also to determine what goals and objectives should be practically
implemented for further effective activity. The formation of an effective management and administration system
requires the development of an adequate system for its assessment, which will identify weaknesses and carry
out appropriate improvement.

Many scientists devoted their works to this topic, but have not formed a unified methodological approach to
assessing the effectiveness of the management and administration system. Under effectiveness in scientific
literature refers to achieving goals (obtaining planned results or achieving the intended indicators) regardless
of the costs associated with obtaining results. In public administration, performance reflects order, compliance
with restrictions and regulations, implementation of managerial decisions, often associated with achieving
qualitative social effects that are difficult to measure. MOPAN (The Multilateral Organizational Performance
Evaluation Network) assessments provide an overview of the four dimensions of organizational effectiveness
(strategic management, operational management, relationship and knowledge management), but also cover
development effectiveness (results). MOPAN has developed an assessment approach that refers to percep-
tions and secondary data to assess organizational performance with a focus on their systems, behavior, and
practices (or capacity). Organizational assessment is a systematic process for obtaining valid information
about organizational performance and the factors that influence performance. Three basic levels of evalua-
tion can be used to distinguish the types of evaluations performed in organizations. The first level includes the
conscious use of skilled evaluation. At the intermediate level, the organization attempts to supplement its inter-
nal evaluation systems with regular external evaluations. The third level of conscious evaluation used within
organizations requires the value of evaluation to be internalized as part of the organizational culture. Such
important points as targets and objectives that are implemented in the management process, the ended result,
absolute and comparative economic effectiveness, indicator of profitability also should be taken into account
when we conduct the analysis of enterprise.

The feasibility of administrative management for the process of increasing the effectiveness of organiza-
tional functions is demonstrated by examples of control systems, assessments, and incentives for manage-
ment personnel, deliberately combining and using various tools and factors. In addition, effectiveness is largely
determined by the level of support for the functioning of the organization, which, in turn, once again empha-
sizes the close relationship of all forms of manifestation and application of administration.

Organizations are constantly trying to adapt, survive, perform and influence. To better understand what they
can or should change to improve their ability to perform, organizations should conduct organizational assess-
ments, as well as review universal criteria of merit of organizational effectiveness, add contextual criteria iden-
tified in the performance needs assessment, determine the importance weightings for each criterion.
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