CouunanbHasa ncmxonorusa

Kaoesa H.B.
KopnopaTuBHbIil TPEHUHI U €r0 BJUSHUE
HA pa3BUTHE OPraHU3alNKU

B cmamve paccmampusaromcs  ncuxonoeuueckue — npooaembl
opeanuzayuu  GHYMpPUDUPMEHHO20 00yueHus ~ HA  POCCULICKUX
npeonpusamusx. /lana  xXapakmepucmuka — NPUHYUNOS — OPeAHU3AYUU
cucmemvl  GHYMPUDUPMEHHO20 — 00OYUeHUs.  (MPUHYUN — CUCIEMHOCTIU,
VHUKAIbHOCMU OP2AHU3AYUU, MEXHONOSUYHOCIU, NPUHYUN UCCLe008AHUS
Oelicmsuem u obyueHus 6 OesimenlvbHOocmu u Op.). Bvidenenvr 0sa muna
obOyuenus: cneyuarbHoe U MexicoucyuniuHapuoe. B cmamve Oama
nOOpOOHAsL  XAPAKMEPUCTUKA ~MeMOOOL0SULeCKUX U  MeopemuyecKux
OCHOBAHULL pabOmMbl NCUXOJI02A KAK BHEeWHe20 KOHCYIbMAHmd, KOMOopbli
pabomaem ¢ opeanuzayueli 8 pexcume MercOUCYUnIUHaprHo2o ooyuerus. K

HUM  OMHECEeHbL: UHHOBAYUOHHASL ~ MemOo0002Us, npoyeccHoe
KOHCYIbMUPOBanue, NpoeKmHullli nooxood, auopazozuxa. Ilpeocmasnen
onvim  pabomvl  KOHCYIbMAMUBHOU asmopa ¢ pyKo8OOUMeNAMU

NPOMBIULIEHHBIX NPEeOnPUAMULL.

Kniueevie cnoea: Ilcuxonocuueckoe conpogodicoeHue pazeumus
opeanusayui, Ilcuxonoe-koncynomanm, Cucmema HYMpPUDUPMEHHO2O0
ooyuenuus, Ynpaenenueckoe Koucyabmuposauue, OpeaHuzayuoHHoe
paseumue, Hnnosayuonnas Memooono2us, IIpoyeccroe
KoHcynbmupoganue, Ilpoexmnoe ob6yuenue, Anopacocuxa, Texnonozuu
00pazo6amnus 63pOCbIX.

“EnuHcTBeHHass pabora, KoOTopas
JOCTOMHA BBIMIOJIHEHUSI KOHCYJBTAaHTOM -
3TO paboTa, KOoTOopas o0ydyaeT KIMEHTOB U
UX TEpCOoHaJ, Kak CcaMuM  JIydIle
PYKOBOJUTB.

JI. YpBuk

IIcuxosorus, ¢ Halel TOYKU 3pEHUS, UHCTPYMEHT  JUIS
CaMOIIOHMMAHUSI M CTAHOBJICHUS CYOBEKTHOTO Hadajlla B JIMYHOCTH.
Opranuzanusi B OSTOM CMBICTE SIBJISICTCS KOJUICKTUBHBIM CYOBEKTOM,
UMCIOIIIUM CBOW IIEHHOCTH, II€JIM, OCOOCHHOCTH B3aMMOJCHCTBUS C
BHEIIHEW cpenoil. Ilcuxonorn BOBIEKAET JHUYHOCTh M OpPraHU3alldio B
paboty Hajx coboii u m3MeHeHue cebs. [lepen ncuxosorueit “cTouT 3agava



UCCIIEJIOBAHUSI U JEMOHCTpalldd BCEro MPOCTpPAaHCTBA BbIOOpa MyTel
pa3BUTUSI 4YEJIOBEKA M MHUpa. OJTO U €CTh BaXKHEUIIMN U3 HCKOMBIX
MEINAaTOPOB AyXOBHOro pocrta” [3, c.327]. HanmonHUTh *U3Hb YENOBEKA
HK3UCTECHIIMAIBHBIMU CMBICIIAMU MOXXHO JIMIIL BEPHYB €My IIE€JIOCTHOCTb,
KOTOpass HUKAK HE CKIIAQJBIBACTCS M3 4YacTel-0OBEKTOB, HO 0053aTEIbHO
TpeOyeT  BOBJEYEHHOCTH  CyOBbeKkTa B  paboTy  Haax  coOoil.
M.K. MamapaamBmim nucai o Gpuiiocopuu Kak BOBICYEHHOCTH B ObITHE.
[Icuxomorust ATO TakKe BOBJICUYCHHE YEJIOBEKAa B COOBITUHHOCTH, OHA
OpUeHTHpOBaHa Ha cdepy ‘“Ku3HeooOHapyxkeHus” . Ilcuxosor He TONBKO
OMKCHIBACT B 3HAHUM WHAMBUAYAJIbHOCTH JPYTOro, HO U CIIOCOOCTBYET €€
poOCTy, OmpeaeeHHOMY cIoco0y ee cymecTBoBaHHS. MBI cunMTaeM, 4YTO
ACUX0I02 NO OMHOULEHUIO K OU3HeC — CMpPYKmMypam JTOJIKEH CTPEMUTHCS K
dbopMHpOBAaHWIO Yy  JIMYHOCTH W OpPraHU3alWH  CIOCOOHOCTH
CaMOCTOSITEIILHOTO PEIICHUST MPOOJIEM U ONPEACIICHUS MTEPCIIEKTUB CBOETO
pa3BuTusi. MHOTME KOHCYJbTAHTBl CErOJIHS PYKOBOJCTBYIOTCS B CBOECH
paboTe Te3ucoMm: “‘pazsumue opeaHuzayuu uepes pazgumue nepcoHanra’’.
[To wmuenuro JI. YpBuKa, OZHOrO W3 BEAYIIUMX CIEHUAIUCTOB B
YIPABJICHUYECKOM KOHCYJIbTUPOBAHUM, €AMHCTBEHHas paboTa, KoTopas
JIOCTOMHA BBIMOJHEHUSI KOHCYJIBTAaHTOM - 3TO paboTa, KoTopas oOyyaeT
KJIMEHTOB M MX MEPCOHAaJ, KaK caMuM Jiyulie pykoBoauTh [16]. Takoi
MOJXOJI HAMpaBIIEH Ha pa3BUTHE COOCTBEHHBIX CO3UJATEIBHBIX CHJI
OpraHu3allii, ONHUPAETCS HAa  ONBIT W MEpPCOHAJa U YIIPABJICHIICB,
crnocoOCTByeT  (OPMHUPOBAHMIO  KOHBEHIIMOHAIBLHOM  PEaIbHOCTH,
COTJIACOBAHUIO HWHJIMBUAYAJIbHBIX M TPYNIOBBIX HHTEPECOB, 1€l U
LIEHHOCTEM.

OcHOBOI1  paboOTHI IICUXOJIOTa B OpraHu3alid B KayecTBe
KOHCYJIbTAHTA 1O YIPABJICHUIO W OPraHU3aIlMOHHOMY Pa3BUTHUIO SBIISIETCS
3aMyCK MEXaHM3MOB CaMOOpraHU3allMd U caMopa3BUTHs. Mooenv Hauwiell
pabomul npeononazaem 63auMoOelucmeue NCuxonoea ¢  KioyesblMu
Queypamu ynpasieHueckol KOMAHObl U UCHONb308AHUE MAKUX Memo008
pabomul, Komopvle NO360AI0M OP2AHUYHO COEOUHAMb UCCIe008aHUe,
obOyueHue u npaKkmuieckoe peuienue (WHHOBAYUOHHASL MEMOOOI02UsL).

[Ipuopurer B JEATEIBHOCTH TICHUXOJIOTa JOJDKEH OTAaBaThCsl HE
MeTomaM cbopa  COIMOJIOTUYECKOW M COLUAIBHO-TICHXOJIOTHYECKOM
uHdopMaIm, a TIYOMHHOMY MOTPYKEHHUIO B TIPE/ICTABIICHUS yYaCTHUKOB
O CTpaTeruu W TAaKTHKE Pa3BUTHS OpPTraHU3AIMH, JIMYHOCTHBIM CMBICIIAM,
KOTOPBIE BKJIQIBIBACT YEIIOBEK B CBOIO MPO(DECCHOHATBHYIO NEITEIBHOCTD,
B IMPUHATHE WA OTBEPKEHUE KOPIOPATUBHBIX I[EHHOCTEH, COBMECTHBIM
aHAJIM3 METOJOB  paboThl Yepe3 pa3nuuHble (OPMBI OpraHU3ANHH
pediekCuBHOM cpeibl.



Haiir onbIT pa®oThl ¢ opraHu3aiusMu U pe3yJibTaThl TPOBEJACHHBIX B
HUX MCCJIEOBAaHUN TO3BOJIAIOT CHOPMYJIUPOBATH PSii MPUHIMITHATBHBIX
OCOOCHHOCTEM, Kacaloluxcs JeATeIbHOCTH PYKOBOAUTENEH QupM u
OpraHu3aluii, UX OTHOILLIEHUS K nepcoHany [9-11, 16]:

1. 3aBucumMocTh OT 00pa3loB, HOPM U TMpaBWJI, KOTOpbIE OBLIN
c(hopMHUpPOBaHbI B POCCUMCKOM OM3HECE 10 KOPEHHBIX U3MEHEHUU B
DKOHOMUYECKON U COUUAIbHOM xu3HU Poccuu. [lonbiTka onuparscs
OpU  PEIICHWHM BO3HUKAIOIMIMX MPOOJEM Ha OMNBIT MPOILIOTO,
00BSACHSETCS] TeM, YTO OOJIBIIUHCTBO U3 PYKOBOJIUTENIECH HE TOTOBBI
paboTaTh B YCIOBHAX BBICOKOW HeompeneneHHoctu. Omopa Ha
npoluibie 00pasibl — 3TO MOMNBITKA 3AIUTUTH CEOS OT HEYMEHHS
BCTPETUTh 3Ty HEOMNPENEICHHOCTh U KOHCTPYKTHUBHO pabOTaTh C
Herd.  CTpax  HEONpPEACNICHHBIX  CUTyallMd  NPUBOIUT K
YCTAaHOBJICHUIO OOJIBIIOTO KOJIMYeCTBa (hOPMaIbHBIX MPABUII, OTKA3Y
OT MIPUHATHS HECTAHJAAPTHBIX UJICH, a B CAaMOM KpaiiHe BapuaHTe — K
CTarHalMy U JTIMYHOCTU PYKOBOAUTEIS, U OpraHU3aI1U.

2. IlepexnanpiBaHue  OTBETCTBEHHOCTHM  3a  MPOUCXOJIAINECE B
opraHuzainuu c cebs Ha napyrux. [lpm moHUMaHuUM TOrO, YTO
3 PEeKTUBHOCTH PabOTHI PYKOBOAMTENSI HE CTOJb BBICOKA Kak Obl
XOTEJI0Ch, HAUMHAET paboTaTh OOBSCHUTEIbHAS CXeMa — “HaM He
naroT paboTtaTh”’, “B TAaKOM ToOCyJapcTBe (CTpaHE) HEBO3MOXKHO
caenaTh 4To-1u00” | T.11.).

3. OpueHTanysi Ha KPaTKOCPOYHBIE II€JIM B YIHIEPO CTPATETHYECKUM,
nepcrneKTUBHbIM. CJI0XKHOCTH 'y COBPEMEHHBIX PYKOBOAUTENEH
BO3HUKAIOT B cdepe CTpaTeruyecKkoro IUIAaHUPOBAaHUS, KOrja
HEOOXOJIMMO MPOAHATM3UPOBAB BHEIIHIOK W BHYTPEHHIOIO Cpely
OpraHu3alliM, BBISIBUTh PECYpPCHOCTH MEpcoHana, cHopMyIupoBaTh
MHUCCHIO OpPTaHHU3alINH, €€ CTPATeTnUeCKue ey U 3a/1auH.

4. TlpeobnagaHue >KEHCKOTO Hayalla B YIPaBJICHUM OpTraHU3alMCH.
[Mpuroxun A.M. orMewaer, 4yTo Hamia KyJIbTypa OTHOCHUTCA K
“MY>KCKOMY THIIy’, B OCHOBE KOTOPOW JICKUT KYJbT ‘“‘BEIUKUX
CBEpPIICHHI”’, CAaMOTIOKEPTBOBAHUE, T'€POUKA, OTCIOJIA - KECTKOCTh B
yejoBeueckux oTHomeHusix [15]. B 3amagnoit EBpome Ha
MOBEJCHYECKOM YPOBHE OTHOIIICHUS O0siee APy KeIOOHbIE, BMECTE C
TEM JIOJA TOTOBbl K KOHKYPEHTHOCTH M COCTA3aTEIbHOCTH.
BbIUrphilll OJJHOrO HE O3HAYAET MPOUTPHIII APYroro - 3Ta BaKHAsS
MBICIIb HE TPUBHIACh B  poccuiickoM OwmsHece. Jlms wactm
pabOTHUKOB XapakTepHa ‘“KEHCKas® OpHEHTAlUs - [MaCCUBHOCTb,
OTCYTCTBUE SHEPIUHU, CKPOMHBIE 3aPOCHI.

5. KynbTuBanus pyKoOBOAUTEISIMA HOPM B3aUMOJCHCTBUS, KOTOPBIC
OCHOBAHBI Ha IIEHHOCTSIX B3aUMOOTHOIIICHUH, 3a00Thl U MOAACPKKHU



apyr apyra. Bo3HukHOBeHHME KOH(JIMKTOB B  OpraHu3aluu
PYKOBOJIUTEIISIMU UHTEPIPETUPYETCS KaK HapyLIeHUE
“HopmanbHOro” npouecca. [locnencTust TakoW MOJUTUKU TOHSATHBI
- (yHKUMOHHpOBaHME B yuiepO pa3BUTHIO, CIIOKOMCTBUE B
IPOTHUBOBEC Pa3yMHOM TpeOOBATEIHLHOCTH.

6. LlenHocTHas “pa3MBITOCTH PYKOBOJUTEINICH opranuzanuii. B ocHoBe
MOBEJCHUS YeJIOBeKa JieaT ero 0a30Bble YCTAHOBKHM HA KU3Hb, TO
€CTh T€ TOYKH 3PEHHS, KOTOPhIE PYKOBOJMTENIb TOTOB OTCTaUBaTh B
CBOEM Xn3HU. HeornpenenmeHHoCTh YCTAaHOBOK U PYKOBOJHUTEINEH, U
NOJYMHEHHBIX MPUBOIUT K HEBO3MOXKHOCTU C(HOPMHUPOBATH OOIIIEe
CMBICJIOBOE€ MPOCTPAHCTBO MNpodeccuoHanbHON JesTenbHOCTU. B
OCHOBE 3TOI'0 CMBICJIIOBOI'O IIPOCTPAHCTBA JIEkKAT KOHBEHLIUU, TO €CTh
CUCTEMA JIOTOBOPEHHOCTEW O TOM, YTO SIBJISIETCA NPUHUMAEMBIM IS
JaHHOW Trpynnel Jroaed. Mbl NOJYEPKUBAEM ITOT MOMEHT
KOHBEHIIMOHAJBHOCTH, TMOTOMY 4YTO BHE JIOTOBOPEHHOCTEU
OpraHu3alys CyUIECTBOBATh HE MOXKET.

7. HeompeneneHHOCTh JIMYHBIX Lele. [[nd MHOTHX pPYyKOBOIUTENEH
NPEACTABISACTCS 3aTPYyAHUTEIBHBIM ONMUCAaTh CBOW JIMYHBIE U
npodeccroHanbHble 1EIH, CIPOEKTUPOBATH CBOIO ONMKaMIIyI0 U
JAJbHIO Kapbepy. BriCka3biBaHuA “Kak MOJy4uTCs, “‘HE 3HAIO, UTO
MEHSI KAET , ‘“HEe YBEpPEH, 4YTO 3TO 3aBUCUT OT MEHA
CBUJETEIBCTBYET O HU3KOW CYOBEKTHOCTH PYKOBOJIUTENS Kak
YeJIOBeKa CIOCOOHOTO B3ATh Ha Cce0s OTBETCTBEHHOCTHh 3a
IPOUCXOJIAILEE B €r0 KU3HHU.

8. TpyaHoctn pykoBoaWTENEeH B MOOWIM3AIMK TIEPCOHANA IS
pemieHusi oOmMX 3amad. SIpko BbIpaxkeHa mnpoOjemMa HEyMEHHS
JIeJIeTUPOBaTh OTBETCTBEHHOCTh MOAYMHEHHBIM, 32 KOTOPOHM yalle
BCEr0 CTOUT CTpax MOTEPATh BJIACTb U KOHTPOJIb HAJ cuTyalueil. B
CBOIO O4YEpelb, CTpax MOTEPATh BIACTh MPUBOAUT K OTKa3zy OT
NPUBJICYEHNS TOJYMHEHHBIX K YNOPABJICHUIO  OpPTraHU3alMEi.
[Ipeobnanaronm TUIIOM OpraHU3alOHHO-YIPABIEHYECKON
KOOpPAWHALMU SBISETCA KOOpAWHALMA-IUIAH, a HE KOOpAMHAIMS -
oOpaTHasi CBs3b, COOTBETCTBEHHO Npeo0IalaeT TUI YIIpaBJCHUS,
0asupyromuiicss Ha TUME KOMMYHHUKAIUil “cBepxy BHU3 . [pyroii

(13

TUIl  yOpaBieHUs, Oa3UpPYIOMUNACS HA KOMMYHHKAIUAX  “‘TIO

TOPU30HTANIN, TOJIBKO HAYWHAET  KyJIbTUBUPOBATHCS B

OpraHu3alusXx.

Bmecte ¢ TeM OOJBIIMHCTBOM COBPEMEHHBIX PYKOBOAUTEIICH
OCO3HAHA KaK OJIHA W3 TMPUOPUTETHBIX LeNed — TMOBBIIICHUE

KOHKYPEHTHOCIIOCOOHOCTH MPEANpPHUATUS 3a CYET IOBBIIMICHUS KadecTBa
paboTel mepcoHanma. B cBSA3M ¢ 3THUM, YIpaBIEHHE YEJIOBEYECKUM
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pecypcaMH CTaHOBUTCA OJHOW M3 CTPATErMUECKUX LEJed OpraHu3aluu,
Hapsily C YOpaBJICHMEM 3aTpaTamu, YIpaBieHueM uHpopmanuen,
YIPABJICHUEM KayecTBOM U Jp. Cucrema BHYTpU(PUPMEHHOr0 0Oy4YeHUs, B
OCHOBE  KOTOpPOM  JIEKUT  HWJES  HENPEPHIBHOCTU  IMOBBIIICHUS
npoecCHOHaIbHONM W COLMATIBHO-TICUXOJIOTMYECKOM KOMIIETEHTHOCTH
NepCcoHaia, KOTOPbIH MOXET OOECIeUnuTh pEelICHUE aKTYalbHbIX W
NEPCIEKTUBHBIX 3a7a4 OpPraHu3aliH, 3aHUMAET BAaXKHOE MECTO B CHUCTEME
YIPABJICHUS] YETIOBEYECKUMHU PECypcaMu, Hapsiy ¢ HabOpoM, Mmoa0opoM,
oTOOpPOM, OIICHKOM M aTTecTalMel MepcoHalia, yHpaBJICHUEM Kaphepowu,
CUCTEMOM MOTHUBHMPOBAHHS M CTUMYJIHUPOBAHHUS pabOThl COTPYAHUKOB,
dopMupoBaHHEM pa3AETAEMBIX HOPM M IIEHHOCTEH OpraHU3alMOHHOTO
NOBEACHUS U JIp.

OcTtaHoBUMCS Ha OJHOM M3 IOAXOJOB K IOCTPOEHUIO CHUCTEMBI
BHYTpU(PUPMEHHOTO  OOy4YeHHs, KOTOpbId  pa3pabarbiBajici  MOJ
PYKOBOACTBOM aBTOpa CTaTbU TIpymlIon coneuranucrtos JSpl'y um.
ILT. AemunoBa u SAp UIIK u onupaercs Ha onbIT pabOThbl ¢ KPYIHBIMU
IPOMBIIIEHHBIMU MIPEANPUATUSIMHU T. Spocnasis u obnactu [5-7].

C nameit Touku 3peHus 3QPEeKTUBHO MOCTpoeHHas cucrema BOO
MMEET B CBOEH OCHOBE PsiJl IPUHIMUIIOB:

. [punuun wu3meHenus. JlioOGas opranmsanus, KoTopas
CTpeMHTCSI OBITh KOHKYPEHTHOCIIOCOOHOHM, CYIIECTBYET B PEXHME
pa3BUTHUA, KOTOPBIM HEOOXOAUMO OOECIEeYUuTh KaJpaMH, CIHOCOOHBIMU
pelaTh TeKylue U NEPCIEeKTUBHbBIE 3aJaul. B 3TOM cMmbiciie 00yueHue B
OpraHu3alMH MOXET HOCHUTh pEaKTUBHBIN (obecneunBaTh
(YyHKUMOHUPOBAHUE OpraHu3alMi) W MNPOAKTUBHBIA XapakTep (TO €cTb
OpUEHTHUPOBAThCA HA T€ 3aJayd, KOTOpas CTaBUT Mepel coOoil
opraHu3anus Ha OJvKaiiiee U OTJaleHHOe Oy TyIiee)

o IIpuauun  cucremHocT (oOydeHue 3aTparuBaeT  BCe
CTOPOHBI KU3HU OPraHU3alMM, €€ B3aMMOOTHOILIECHHs C BHEUIHEN CpeloH,
CHOCcoObI B3aUMOACHCTBUS BHYTPH NPEANPUATHUS, OTHOILIEHUE PYKOBO/ICTBA
K IepcoHaiy u ap.). st Hac uaest CHCTEMHOCTH MPOSICHAETCS YepeE3 CXEMY
7 C, B KOTOpOW TMPEACTABICHbI OCHOBHBIE JJIEMEHTBHI OpraHU3aLNH,
KaXIbIH U3 KOTOPBIX BIUSAET HA O0yUYEHHE.

o IIpuHOMII TYMAHMCTHYECKHX HEHHOCTe M NMO3UTHBHOIO
noaxoxa. OOyyarouge CTPYKTYpbl, BHEIIHWE WJIM  BHYTPEHHHE
KOHCYJIbTAHTBl, MEHEJDKEphl IO IEpPCOHANy, ICHXOJOTH, OMUPAsCh Ha
BO3MOXHOCTH TEpCOHaNa, a HE €ro OorpaHu4eHus (TpakTOBKa MPOOJIEMBbI
KaK BO3MOXXHOCTH) Oo0Jiee YCHEIIHbl B JIOCTH)KCHUM IIeJied pa3BUTHS
NIEPCOHAJIA U OPTaHU3aLUU B LEJIOM.
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Ctparerus

Cucrema
ynpaBJeHust

Cymma ymeHuii n
HABBIKOB

Cucrema
HeHHOCTeH

Crpykrypa
yupasJ/ieHUs

Cocras
nepcoHasia

Ctnianb
ynpaBJieHust

° IlpuHuun mucciae0BaHUA JeiicTBMeM W O0y4deHHsi B
AeATeJbHOCTH. (OOpazoBaHuE B3pOCHBIX MPENIOJIaraeT  BbISBICHHUE
peaNIbHBIX MPAKTUYECKUX MPOoOIeM NpOoPeCCHOHATBHON NESTENIbHOCTH, UX
UCCIIEJIOBAaHME, HAXO0XJICHHE CHOco00B pemieHus. VIMeHHO mo3TOMY
JBIKEHUE OT JEUCTBUS K 3HAHUSAM, a HE MH(POPMHPOBAHHWE O MOBOIY
BO3ZHUKAIOIUX TPYAHOCTEN MTPEACTABIIAETCS HaM 0ojiee 00OCHOBAHHBIM.

o [IpuHuun yHuUKaJIbHOCTHM opraHu3anuu. OOydaronue
IIPOrpaMMBbl CTPOATCS. € YYETOM YHHUKAJIbHOCTU OpraHU3alluu, €€ UCTOPHH,
ee TMO3UIIMOHMPOBAHUSA HA pPbIHKE, OCOOEHHOCTEH OpraHU3alUOHHOM
KYJbTYpPBbI, OIIBITA MOATOTOBKHU MepcoHasia (YCIEIHOTO WM HEYCIIEITHOTO).

o IIpyHIMI TEXHOJOTHYHOCTH. B COBpeMEHHOM COLHMAIBHOU
IICUXOJIOTUKM  00pa3oBaHUs  B3pPOCHbIX, MPAKTUKE  YIPaBIEHYECKOTO
KOHCYJIbTUPOBAHHUS M OPraHU3ALMOHHOIO Pa3BUTHUS YK€ HapaOOTaH LeJIbIid
KOMIUIEKC 3((EKTUBHBIX TEXHOJOTHH (pa3NuyHble BHUABI WP, aHAIU3
CIy4aeB, METOJbl AaKTUBHM3aLMM JMYHOCTHOTO pecypca, IPOEKTHOE
oOyueHnue, TpeHuHru u Jap.). [lostomy pabora cneuunanucra no BDO
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JOJIKHA HOCUTH TEXHOJIOTMYHBIA XapakTep W METObl, HMCIOJIb3yEMbIE
OJIHMM KOHCYJIbTAHTOM M MPENOAABATENEM, MOT'YT OBITh OCBOEHBI JIPYTHM.

B pabote ¢ opranuzanusiMu Mbl BbIJIEISEM ABA TUIIA OOyUYECHHUS:

CnenuajnbHoe o0y4deHHe: [OATOTOBKAa  paboO4YMX  KajapoB,
nporpaMmbl  OOy4YeHHsS IOJb30BaTENel  KOMIBIOTEPOM, IPOTrPaMMBI
MOJATOTOBKM TEepcOoHala K cepTudukanuu, TpeOyeMol HaJI30pHBIMU
OpraHamH H Jip.

MexaucuumidHapHoe oOydyenue: ¢GOpMHUpPOBAHHWE  HABBIKOB
KOMaHJIHOW pabotel, “Crparermyeckoe MmbinuieHue”, “Texnonoruu
JUAEPCKOro TOBeAeHUs, “MOTHUBAIMOHHBI TPEHUHI , MPOrPAMMEBI
pa3BUTHs  KaJpOBOrO  NOTEHIMAJIAa  NPEANPHUSITHH,  pean3yeMble
paboTomarensiMu B paMKax UX CTPAaTEruil pa3BUTHS.

B o0owux Ttumax oOydeHus 4pe3BbIYaiHO BBHICOKA POJb Mcuxosora. B
YaCTHOCTH, MpPU OpraHU3aluyd MEepBOro TUNA OO0y4YeHUs HEeoOXOIUMO
o0ecreyuTh CHelualbHyl0 MOATNOTOBKY IpernojaBareyied Mo OCHOBaM
aH/JPAroruKH, TCUXOJIOTHMH OOILEHHUS, MCUXOJOTHYECKHUM OCOOEHHOCTAM
B3POCJIOrO0 Kak CyObekTa OOyuyeHus, OBJIAJACHUS MpernoiaBaTeasiMu
METOJI0B 00YUYEHUS B3POCIIbIX.

B MexmucuurmimHapHoM OOYyYE€HHMHM TICHXOJIOI MOXET BeCTH
LEJeBYI0 pabOTy MO pealu3alyy TeX WM UHBIX Mporpamm (Mo JUAEPCTBY
u KOMaH1000pa30BaHUIo, MOBBIIIEHUIO KOH(DIIUKTOIOTHYECKON
KOMITIETEHTHOCTH ynpaBieHieB) [4]. Kpome Toro, oH MoXeT oOecrieunBaTh
COLIMAJIbHO-TICUXOJIOTMUECKOE  CONPOBOXKJEHUE  TNPOEKTHOH  pabOTHI.
Hanpumep, ycnemHocts mnpoekta ‘“Pa3paboTka M BHEAPEHUE CHUCTEMBI
MEHEIKMEHTa KadecTBa’ OCHOBaHa Ha pabore >PQPEeKTUBHON KOMAaH[BI,
CHIOCOOHOCTH WHHIIMATOPOB IMPOEKTA CTAaTh pPEAJIbHBIMU JHAEpAaMU U
CHUMATh CONPOTHUBJIEHUS HOBOBBEACHHUSM, MOTHBHPOBATH MEPCOHAN Ha
BOBJICUECHHE B MPOEKT.

B  nmanHOWM  cTathe = OCTAaHOBUMCS, MPEXIE  BCEro,  Ha
METOJ/IOJIOTHYECKUX M TEOPETHUECKMX OCHOBAHUSAX pabOTHI NICUXOJIOTa KaK
BHEIITHEr0 KOHCYJIbTaHTa, KOTOPBIA paboTaeT ¢ opraHu3anuedl B pekume
MEXAUCIIUTUIMHAPHOTO 00yYeHHUSI.

C Haieil TOYKH 3peHUs, B 0CHOBE 00pa30BaHMs B3POCJ/IbIX JICIKUT:

o NuHOBaIMOHHAsS. METOOJIOTHS.

o [IpouieccHOE KOHCYJIBTUPOBAHUE.
o [IpoekTHBIN MOAXO.

° AHpaparoruka.

NuHOBaUMOHHASA METOA0JOTHSA — 3TO UHCTPYMEHT HCCIIEIOBAHUS U
Pa3BUTHUS CUCTEM JIEATEIIBHOCTH, COLIMAIBHBIX IPYNI KaK HOCUTEIEH 3TOM
NEATeNIbHOCTU M JIMYHOCTH 3a CYET OpraHHu3alliM OMbITa CaMOPA3BUTHS B
X0Jie TBOpUECKOTo peuieHus npoodiem [1, 3, 8]. Muaue roBopsi, CylHOCTb
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0o0yueHuUsl MpU peaau3alid HUHHOBAIIMOHHOW METOMOJOTUM 3aKJIF0YaeTCs B
CIeAYIOIIEM: Ucclieys - o0ydaemcs, 00ydasiCh — pa3BUBaEMCS.

B xo1e nHHOBAaIIMOHHOTO 00YUYEHHUSI TPOUCXOUT:

® OCBOCHHME TEXHOJIOTMH pemieHuss mpodiemM (popMupoBaHue
3(OPEeKTUBHOTO  MBIIUICHUS)  JUIS  pelieHus  MpodiieMm
NEeSATEIbHOCTH,

¢ (hOpMHPOBAHHUE COITMATHHO-TICUXOJOTHUECKOW KOMITIETEHTHOCTH
(pa3BuTHE YMEHHMH W HaBBHIKOB A()(PEKTUBHOTO OOIICHUS) IS
pemieHuss  mpoOJeM,  BO3HUKAIIMX  NPH  TOCTPOCHUH
KOMMYHUKALNH,

® aKTyaJu3aluus JIMYHOCTHOrO  TOTEHLHAaNa, Ui CHSTHUS
JUYHOCTHBIX 3aTpyaHeHui. Hambonee sddexTtuBHa 3Ta MOJEND
OpU TMOJATOTOBKE PYKOBOIUTENCH OpraHu3alui, yMNpaBlICHIICB
BCEX  YpOBHEM, MEHEIKEPOB (mo  mpojaxam, 1o
BHYTpU(PUPMEHHOMY OOYyYEeHHIO, 1O TEpPCOHaTy U T.I.).
OOyueHue, MOCTPOEHHOE Ha JTHX MPUHIUIAX, HAYMHACTCS C
JMAarHOCTUYECKOr0 HMHHOBAlIMOHHOTO CEMHUHApa, Ha KOTOPOM
CaMU YYacCTHUKHU (C TMOMOIIbIO KOHCYJBTAHTOB) aHAJIU3UPYIOT
pEAThbHYIO M JKEIIAeMYIO0 CHUTYalldi0, KOTOPYIO OHHM OBl XOTEIH
BUJIETh B CBOCH OpraHu3alivu, y4aTcsi TpaMOTHO (GOpPMYJIUPOBATH
npoOjeMy, pasiuyaTh MNPUYUHBI U TIOBOJ B WX TOSIBJIICHUM.
BaxxHo TO, 4TO0 00yueHHE MPOUCXOAUT B YCIOBUSX TPYIIOBOTO
B3aUMOJEHCTBUS, YTO MO3BOJSET ‘“37€Ch WM TENEph  OCBauUBATh
TEXHUKHU MOCTpoeHus 3)PEKTUBHBIX B3aUMOOTHOIIIEHU. B Takoii
MOJIENIM TICUXOJIOT - 3TO PECypCHas JHUYHOCTh, BIIAJICIOIIAS
CpeICTBAMH pEIICHHs] TMPOOJEM, COIUATBHO KOMIIETEHTHAs W
yMEIOIIasi CTaTh MHCTPYMEHTOM JIJIs1 Pa3BUTHUS JIPYTOro0.

OnbIT KOHCYJIBTATUBHOM paboThl ¢ ympaieHamu (1997-2004 rr.)
CBUJIETEIBCTBYET TAKXKE O HATUYUH CIICIIMPUICCKUX TTCUXOJIOTHUECKUX
npoObsem [1]:

® KpailHEe HU3KUl YpoeeHb 6epbl 8 cebs, B BO3MOXKHOCTb CaMOMY

HAaWTU BBIXOJ M3 NPOOJEMHBIX CHUTYallMii, HEBEPUE B CBOHU
pecypcehl, Cuiibl, CIIOCOOHOCTH, a TAKXKE nIoXoe 3HaHue cebs N
CBOMX OCOOEHHOCTEH (Y4acTo 3THU YepThl UMEIOT MapaJIoKCaIbHbIE
dbopMbl  TIPOSABIIEHHS] — B IOKA3HOM  CamMOyBEpPEHHOCTH,
ABTOPUTAPHOCTH, O€3amneISIUOHHOCTH T.I1.); B TO € BpEMs, B
MOJIHOM  COOTBETCTBUM C OCOOCHHOCTSMH aBTOPUTAPHOTO
CUHJpOMa, MHOTHE JEMOHCTPUPYIOT SIBHO  YPE3MEPHYIO
20MOBHOCMb  C1e008amv 3 ABMOPUMEMOM,  YOUBUMELbHO
HEKPUMUYHO NPUCTYUUBAMBCI K YYIHCUM COBEMAM,
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® SPKO BBIPAXKEHHAS OpueHmayus Ha npocmule, Obicmpule U JlecKue
peutenus (Aaxe B T€X CUTyallUsX, TJie OYeBUIHA HEAJCKBATHOCTh
U HECOCTOSITENIbHOCTh  TaKOTO  YIPOIIEHHOTO  MOJX0[a),
Hedicenlanue yaayonamscs 6 Ccymb TPOOJIEMbl U TOTOBHOCTH
yIOBIETBOPUTHCS TOBEPXHOCTHBIM B3IJISJIOM;

® [IOYTH  TOTAIBHOE  npeonoumeHue  UHMENIEeKMYaAlbHbIX,
PAyUoOHANbHBLIX  cnoco608 PpaboThl € MpoOJeMaMH, CPEICTB
MOHUMAaHUs ce0s, APYTuX JIIOJCH W KOHKPETHBIX CUTYyallui, C
OJTHOM CTOPOHBI, W CTOJIb € SIBHAS HEJOOIEHKA, a YacToO H
UCHOpUpPOBaHUe IMOYUOHANbHBIX, UHMYUMUBHbIX PECypco8 — C
IpYroi; TNpeyBEeIMYECHHbIH W HEAJNEKBATHBIA nuemem nepeo
cn106om (0OCOOCHHO — TICYATHBIM) U npeHebpedicenue 4y8cmeamu,
nepeiCU8aHUusIMU.

YuutsiBas 3TH OCOOEHHOCTH, HAa OCHOBE HM3YYEHUS LIEHHOCTEH WU
KU3HEHHBIX LeJiel pykoBoauTened Ou3Heca, HOPM U LIEHHOCTEH
KOPIOPAaTUBHOM KYJBTYypbl pa3paboTaHa CHUCTEMa ICUXOJIOTHYECKOTO
COMPOBOXKIICHUS ~ OpraHu3alli, B  OCHOBE  KOTOPOM  JICKHT
DK3UCTCHIIMAIBHBIA ~ MOJAXOJ. JTa MporpaMMa  HamlpaBlieHa  Ha
dbopMupoBaHUE pPA3ACISIEMBIX IIEHHOCTEH, COTJIACOBAHWE HWHTEPECOB M
MO3UIINN B KOHBEHITMOHAIBHON PEATbHOCTH OpTaHU3AIIHH.

Ee nenu MoxHO chopMynrpoBaHbI CIETYIOIIUM 00pa3oM:

e (CnocoOCTBOBaTh M3MEHEHUIO MOBEICHUS, YTOOBI PYKOBOJUTEIH

MOT KUTh TPOJYKTUBHEE, HCIBITHIBATh YIOBJIETBOPEHHOCTD
KU3HbIO, HECMOTpPSI HAa HEKOTOpble HEM30EkKHbIE COLMAbHbBIE
OrpaHUYCHHUS.

e Pa3BuBaTh HABBIKM MPEOOJEHUS TPYAHOCTEH MMPU CTOJIKHOBEHUHU
C HOBBIMH OOCTOSTETHLCTBAMH U TPEOOBAHHSIMU.

e O6ecnieunth HPPEKTUBHOE TNPUHATHE SKUZHEHHO BaXKHBIX
pemernii. CymiecTByeT MHOXECTBO €, KOTOPBIM MOXKHO
HAyYUTBCS BO BpeMs IICUXOJOTUYECKA OPHUEHTHPOBAHHOTO
OoOy4eHHs:  CaMOCTOATENbHbIE  TOCTYIKH,  paclpeeieHue
BPEMEHU U DHEPTUH, OLICHKA MOCIIEICTBUNA PUCKA, UCCIICAOBAHHE
MOJIA IIEHHOCTEW, B KOTOPOM MPOUCXOAUT MPHUHATHE PEIICHUH,
OILICHKA CBOWMCTB CBOEH JIMYHOCTH, MPEOI0TICHUE IMOIIMOHATBHBIX
CTpPECCOB, TIOHMMAaHUE BIMSHUS YCTAaHOBOK Ha TIPUHSITHE
PELICHUN U T.II.

e Pa3zBuBath yMEHUE 3aBSI3bIBATH u MIOI/ICP>)KUBATH
MEXJIMYHOCTHBIC OTHOMICHH. OOIIeHne C IEPCOHATIOM 3aHUMAECT
3HAYUTEIBHYI0 YacTh JKM3HU PYKOBOIUTEICH W Y MHOTHUX
BBI3BIBAET TPYIHOCTH H3-32 HU3KOTO YPOBHS HUX CaMOYBaKCHHSI
WJIH HEJIOCTATOYHBIX COIMATbHBIX HABBIKOB.
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e OO0yerynTh peajm3anuro )41 ITOBBIIICHUC IMoTCHOMAaJIa

PYKOBOIHUTETISI.

o ®opmMHpoOBaThH CIIOCOOHOCTH K MPOCKTUPOBAHHIO
npodeccuoHanbHON ~ NIEATeTbHOCTH,  Pa3BUTHE  HAaBBIKOB
AHATMUTHYECKOW pPaboOThl, aHanmM3a KIIIOYEBBIX MpOOJIEM W
HAXOXKICHUS

IIpoueccHoe koHcyabTHpoBaHMe. CyTb paOOThl ICUXOJOra IMpU
pPEIIEHMH  KOHKPETHBIX Mpo0JIeM, 3HAYUMBIX JJs  OpraHHU3aluH,
3aKJII0YaeTcsl B 00ECIeYeHU! Mpoliecca, KOTOPbIH MO3BOJIUT KIMEHTCKON
OpraHu3aluM BbIpabOTaTh ONTHUMAJbBHBIN crocod ee paspeuieHus. Hamu
BbIJICJIEHbI OCHOBHBIE ATarbl pabOThI IICUXOJ0Ta, MIPOXOXKIEHUE KOTOPBIX C
BBICOKOHM BEPOSATHOCTBIO 00ECTIEUNBAET PELIEHUE ITPOOIIEM.

e Bxoa. Bcrpeua ¢ pykoBOACTBOM, OLIEHKa TOTOBHOCTH K U3MEHEHHUSIM,
BBISIBJIECHUE MOTHBALMM HA COTPYJHHMYECTBO C IICUXOJIOIOM, IMPOBEPKA
COOTBETCTBHUSl ~ 3asBJICHHOW MpoOJEeMbl PEAJbHOCTH, MOHMMAHUE
BO3MOXHOCTEH /I MOCTPOCHHSI pabOYMX OTHOLICHWUW, OPUEHTAIUs B
LHEHHOCTSIX PYKOBOAMTENS U €ro Komauzibl. KIIMEHT OLEHMBAeT ONBIT,
3HAaHMS, MpearaeMmyro TexHosnoruto. Ha a3tom »sTtane yTouHsercs
TEXHUYECKOE 3aJJaHue, BUJICHUE pe3yjibTaTa, OTBETCTBEHHOCTh CTOPOH,
roHopap, (Gopmupyercss AOBEpUE JOBEPHSl MEXIY IMCUXOJIOTOM H
3aKa3YUKOM..

e KonTpakr - mpouecc, B Xoae (GOPMHUPYIOTCS OCHOBHBIE HOPMBI
B3aMMOJCHCTBUSl KOHCYJbTaHTa C KIHMEHTOM, OOO3HAdaeTcs Lelb
pabotel.  [lenu  nomkHBL  OBITH  peanucmuuynviMu  (TO  €CTb
JOCTUKUMBIMU); KOHKpemHbiMu (BHEIIHEMY HaOJIOIATEeNI0 JIOJIKHO
ObITh TOHSATHO, B YE€M KOHKPETHO OyJIeT MPOSBISATHCS IKEITAEMBbIid
pe3ynbTar); uzmepumsviMy (M0 KaKUM IPU3HAKAM MOYKHO CYJIHUTb, YTO
1EeJIb JIOCTUTHYTA); MPOBEPAEMBIMHU (JOJKHO OBITh MOHSITHO, €CTh JIU
JBIKEHUE K ITOW 1enu) U npugiexamenvHvimy (UTOOBI 3aKa3yuK M
KJIMEHT XOTEJH UX JOCTUTHYTb).

e JlmarHoctuka — cOop MaTepuana, €ro aHajiu3, JUCKYyCCUS U
npe3eHTanus pe3yiapTaToB. Ha 3TOM 3Tane MCHoiab3yrOTCs MHTEPBBIO,
AHKETUPOBAaHUE, TECTUPOBAHUE, aHaIU3 JOKYMEHTOB, Yy4yacTue B
MEpONpUATUAX, (UHAHCOBBIA, MAPKETUHTOBBIM M T.I. aHAIU3.
OTtmeruM, 4TO Tpu paboTe € OpraHU3alUsIMH HaMH dYalle BCEro
VCIIOJIB3YIOTCSI KOMIIETEHTHOCTH Pa3HbIX CHELUAIUCTOB (MapKeToJIora,
(UHAHCUCTA, CHUCTEMIIMKA, METOAO0JOra | JAp.). DTO IO3BOJSET
00BEMHO pPacCMOTPETh OPraHU3aLMOHHYI pPEaNIbHOCTh, CHCTEMHO
NOJIONTH K PELIEHUI0 BOIpoca O €€ pa3BUTHH. B cBoell pabore Mbl
OpEeANnoYUTaeM  HMCHOJb30BaTh  HMHHOBALIMOHHBIM  CEMUHAp  Kak
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IPYNIIOBOM METOJ AUArHOCTUKM peallbHOM cuTyauuu. lMcmnosb3zoBanue
KOMILJIEKCa yKa3aHHBIX METOJIOB IO3BOJISIET  BOBJIEYb IE€PCOHANIA B
aHaJIU3 CUTYALIUH.

e IlnaHuMpoBaHHe M3MEHEHMM IPEIOJAracT ONPEICICHUE BapUaHTOB
pelieHus npo0ieM U IUNIaHUPOBAaHUE JEATENILHOCTH 1O ee pemieHuto. Ha
3TOM 3Tare 0003Ha4Ya0TCsd BO3MOXKHOCTH U OTPAHUYEHUS] OpraHU3alun
U KOHKPETHBIX MOJIpa3fiesieHul B PEelICHUH IMPOOJIEMBbI, OMpPenesOTCs
LEJIM, METOJbl M KOHKpETHble NMyTH pazpemieHus mnpobinemsl. Cpenu
TEXHOJIOTUI, KOTOPBIE UCIOJIB3YIOTCS HAMHM Ha 3TOM 3Talle: CUCTEMHBIN
U CTPYKTYPHO-(DYHKIIMOHAJIBHBI aHau3, cleHapHblili meton (A.U.
[Tpuroxun), TEXHOJIOT U peLICHHUS CJIOXHBIX
cnaboctpykrypupoBannbix 3aaa4d (B.C. Jlymuenko), SWOT — ananus.
[Tpu popmupoBanum 001IET0 BUJEHUS KEIAEMOT0 OyayIIEero XOpouun
3¢ dexT marT ucnonb3oBaHWE MeTadop, TEIECHO-OPUEHTUPOBAHHBIC
IIPOLIEYPbl, IPOEKTUBHBIE PUCYHKHU.

e Peasmzaumsa npeamoJsiaraeMbiX HM3MeHEHMH — co3jlaHue mraba u
Ipynn  pa3BUTHs, KOTOpble J0pabaThIBalOT  IOJyYEHHBIE  HA
IPEABIAYIIEM ATANE PE3yJIbTaThI.

e Ounenka JS(QPPEeKTUBHOCTH, KOPPEKTHPOBKAa WJIH JA0padoTKa
U3MEHEeHMH.

IIpoekTHBIH MOAXO0A. MHOrHE OpraHMW3allyd CETOJHS PEANTU3YIOT B
cBOEl paboTe MPOEKTHBIM MOJX0J K 00y4eHHIO MepcoHana. B yactHocTH,
pa3pabaTbiBasi HOBYIO CTPYKTYPY YIpaBJIEHUS, KpOME KOHCYJIbTHUPOBAHUSA,
3aKa3yuK MpejrnonaraeT nHGopMupoBanue (mpsmMas 1ejib 00yUeHus ) CBOUX
COTPYJHHKOB O COBPEMEHHBIX TOJXO0JaX K yMpaBlieHUI0. BHeapeHue
CUCTEMBI YIpaBJICHHUS 3aTpaTamMH MpernojaracT oO0ydeHHue TeX JIoJIeH,
KOTOpbIEe OyAyT y4acTBOBATh B pa3pa0O0TKE W MOCTPOCHUH ITOW CHUCTEMBI
Ha npennpusatua. Pa3zpaboTka cuctembl MHDOPMAIMOHHONW 0€30MaCHOCTH
TaKXKe JOJDKHA OBITh 0OecrieueHa COOTBETCTBYIONUMU KOMIIETEHTHOCTSIMU
nepconana. [lcuxomnor, pabotas c opraHu3aiuii, MOXET COMPOBOXKAAThH
npoekt [16]. B 3Tom ciyuyae, NCHUXO0JIOI OTBEYAET 3a PEIICHUE TaKHUX
npoOieM Kak: MOTHBHUPOBAHHE IMEPCOHAJa HA BKIIFOYCHHE B MPOCKTHYIO
paboTy; co3JaHHME YCIOBMM JUIsl TEPEroBOPHOrO Mpouecca (BaKHBIM
yCIIOBHEM pa3pa0OTKM W BHEIPEHUS TPOSKTa SBIISICTCS COTJIANICHUE
OCHOBHBIX TO3UIIMOHEPOB MO IMOBOAY TOrO, KTO, KaK W 3a YTO HECET
OTBETCTBEHHOCTh); AaHAJIM3 MPUPOJLI COMPOTUBJICHUN U pa3paboTka
TEXHOJIOTUN M0 UX CHATHIO. MlHaye ToBOpS, AJsi TOTO, YTOOBI MPOEKT ObLI
pa3paboTaH ® BHEIPEH HEOOXOJMMO €ro TIpaMOTHO ‘“‘yIakoBaTh
HAIOJIHUTh JIMYHOCTHO 3HAYMMBIMU CMBICIIAMU ISl TIEPCOHAJIA, TO €CTh
MOBBICUTh €T0 IMPUBJIEKATEILHOCTh. B KadecTBe mpumepa: pa3zpaboTka u
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BHenpenue cucrtemM MCO Ha MHOTUX MPENNpUATHSIX, ¢ KOTOPHIMH MbI
paboTanu, Ha TEPBBIX ATanax BBI3bIBAET COMPOTUBIICHUE, a TOPOU U
aKkTUBHOE TpoTuBoAciicTBUe. I[loaTOMy, yke Ha »dTame MOCTaHOBKU
cTpaTeruveckon 3anauu “BHeapeHue cUCTEMbl MEHEIXKMEHTAa KauecTBa B
opranuzanuu X’ Heo0XoAuMa rpaMOTHas MICUXOJOTUYECKas JUArHOCTUKA
CUTyallud B OpraHU3alluy, OLECHKA CTENIEHW MOTHUBHPOBAHHOCTHU BBICHIETO
PYKOBOJCTBA UM MEPCOHANIA, aHaJIU3 OPraHU3alMOHHOW KYJbTYpHI,
BBISIBJICHUWE TIIYyOMHHBIX TPUYUH COMpoTUBIeHUs. [ 3TOoro Hamwu
pa3paboTaHbl CHEIUaTbHBIE TEXHOJIOTHH, MO3BOJISIONINE B OTHOCUTEIIBHO
KOPOTKHM Ccpok (6-8 wyacoB) co03[aTh ICHUXOJOTHUYECKUN MOPTPET
opranuzanuu. AHajmornyHass paboTa Beaercs mnpu  peGopMUpOBaAaHUU
NpeANpUsSTUNA, BHEAPEHUU CUCTEM MEHEKMEHTA KaueCcTBa U OKpY Karolen
cpensl, pa3paboTKe cTpaTreruil pa3BuTHs, GOPMUPOBAHUN KOPHOPATUBHOU
KYJbTYPbl, OpraHU3alui BHYTPUGDUPMEHHOTO OOYUECHUS.

Anaparoruka. “OT IeATeIbHOCTH — K 3HAHUIO, @ HE Ha00OpOT —
MMEHHO TaKOW MOAXOJ| peaiM3yeTcs B Hallell paboTe ¢ OopraHu3aiusMH.
“He Hamo maBaTh OTBETOB Ha BOIMPOCHI, KOTOPHIX HE 3a7aHo!” - 3TO (pa3a
oTpaxkaeT 0a30BYI0 HJCI0 aHJparoruku (megaroruky B3pocibix). Ecnu y
Ipynnbsl Wid OOpa3oBBIBAIOLICHCS JUYHOCTA HET BOMNPOCOB, TO HET
HEOOXOIMMOCTH JaBaTh OTBETHl. PaboTa B JIEKIIMOHHOM pEXUME HMEET
IpaBO Ha CYUIECTBOBAaHUE JUIIb B KOHTEKCTE pEAJbHBIX 3alpPOCOB,
naBaeMbix Tpynmoil. Crnpoc Ha JEKIUM 10 TICUXOJOTUHM OOIIEHUS,
MICUXOJIOTUU YTPABIIEHUS, KOHMIUKTOIOTHU U Jp. JOCTaTOYHO BhICOK. Ho,
JaXe MPpHU BbICOYANIIIEM MacTEPCTBE MPENoiaBaTesisi, OHU BPSJl JIU U3MEHSIT
Ccroco0 BHUJICHHUS CUTyallUd WIM MBIIUIEHUE, TOBBICAT COLMAIBHO-
MICUXOJIOTUYECKYI0 KOMIETEHTHOCTh JIndyHOCTU. WHbopmupoBaHue Mo
npobjieMaM camMOpa3BUTHS, NPOPECCHOHATBLHOTO Pa3BUTUSA  SABJISETCS
BOKHOW COCTABJISIIOINICH Haiiei paboThl, HO TOJBLKO B TOT MOMEHT, KOT/a
MOHSATHO, YTO KOHKPETHO YEJIOBEK XOYeT y3HaTh, a IVIABHOE — YTO OH C
TUM coOHMpaercs JAeliaTb. IJTOT MOAXOJ NPOTUBOPEUUT MPAOUYUOHHOU
neoazo2uyeckol Mmooenu, B KOTOPOM oOydaeMblii SIBJISETCS CKOpee
0o0beKTOM, 4YeM cyObekToM yueOHOW nestenbHocTU. [IpenonaBarens B
HaIleM TMOJXO0Je BMECTE€ C TPyNmnoi UM oO0ydaeMbIM ONpeneisieT
OCHOBHBIE MMapaMeTphl Mporiecca O0ydeHHs: TeNH, coAepkanue, GopmMbl U
METO/IbI, CPEJICTBA K UCTOYHUKHU OOyUCHHSI.

[Ipu peanuzanuu aHIPArorMuecKoro TMOAX0Ja K OOy4YEHUIO
B3POCIBIX MBI HCTIOIB3YEeM MHOKECTBO HOBBIX (DOPM U METOJIOB OOYUICHHUS
WHHOBAIIMOHHOTO (““aKTMBHOTO”) THIIA: HCCIEI0BATEIbCKUX, HIPOBBIX,
MMUTAIIMOHHBIX, MPOEKTHBIX, OCHOBAHHBIX HA MPUHIUIAX MPOOJIEMHOCTH,
AKTUBHOCTH JIMYHOCTU, HWHTErpallid TEOPUM, MPAKTHUKU U OOydeHUs,
pa3BUTUSI  TBOPYECKOW  MHAMBUIAYAIHHOCTM B  TPYINIOBOM WM

18



KOJUIEKTUBHON pabore. ONbIT WX NPUMEHEHHs TOKA3bIBAET, YTO OHU
00ecreynBaloT penieHne 00pa3zoBaTeNbHbIX 337a4, TPYJHO JOCTHKUMbBIX B
TpPaJAULIMIOHHOM OOY4YEeHHH, TAKMX KaK:

® BOCIUTAHUE UCCIEAOBATEILCKOTO OTHOIICHUS K PEaIbHOCTH;

e (opMUpOBaHHME HE TOJBKO MO3HABATENIbHBIX, HO U MPO(ecCHOHaATbHBIX
MOTHBOB U HHTEPECOB;

® BOCIUTAaHHUE CUCTEMHOI'O MBIIUIECHHUS CIIELUATUCTA;

e oOydeHHE KOJUICKTMBHON MBICIUTENBHON paboTre, “M0JKHOCTHOMY
B3aMMOJICUCTBUIO M OOIICHHWIO, WHJWBHUAYaJIbHOMY U COBMECTHOMY
NPUHATUIO PEIICHU, OTBETCTBEHHOMY OTHOIICHHUIO K JENy U JPYyTrUM
JOJIIM, TBOpUeckor naunuatuse (A.A. BepOurkwii).

OnpiT  Hamedr  paboOThl € KPYNHBIMH  TIPOMBIIUICHHBIMU
OpEeIIpUITUAMH, OpPraHU3ALMsIMH MaJlor0 M CpeAHero Ou3Heca MoKaszall
3¢ (GEeKTUBHOCTh  MpeACTaBIEHHOro  moaxonaa. llpakTumuecku  Bce
KJIIMEHTCKHE OpraHu3aluy, OoOpallaBIIecs K HaM, IOBBICUIN CBOIO
KOHKYPEHTHOCTIOCOOHOCTb ~ Ha  pBIHKE, CHOpPMHUpOBAIM  CUCTEMY
BHYTpU(UPMEHHOTO OOy4YeHHUS KaK Ba)KHOM COCTABISAIONICH YIpaBIICHUS
YEJIOBEYECKUMH pecypcaMu, pa3paboTaid W BHEAPWIM B MPAKTUKY
IPOEKTHI.
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Social Psychology

Klueva N.V.
Management training and its impact on

organizational development

The article discusses psychological problems of organizing internal
company education at Russian enterprises. The characteristics of the
organizational principles of the internal company educational system are
given, which include the system principle, uniqueness principle, technology
principle, principle of investigation by action and learning through action,
etc. Two types of education are distinguished: focused and
interdisciplinary. The article offers a detailed description of
methodological and theoretical foundations regarding the work of a
psychologist as an external consultant who works with organization in the
interdisciplinary education mode. These foundations include innovation
methodology, process-oriented consulting, project approach, and
andragogy. The article also presents the results of the author’s consulting
work with executives of industrial enterprises.

Key words: psychological consultancy of organizational
development, a psychologist-consultant, a system of internal company
education, management consultancy, organizational development,
innovation methodology, process-oriented consulting, focused education
(project approach), andragogy, technologies of adults” education.

“The only job worth to be
done by a consultant is the one that
makes clients and their personnel be
better managers”.

L. Urvik.

Psychology from our point of view is a tool to self-understanding
and development of subjective personality growth. An organization in this
concern is a collective subject having its own values, objectives and
features to contact the external environment. Psychology involves a person
and an organization into a self-changing process. Psychology faces “the
purpose to explore and to demonstrate all possible ways for human and



world development. It is the most important of possible spirit growth
mediators”. [3,¢.327]. To fill in the human’s life with an existential value is
possible only if to give him back his integrity which doesn’t represent the
sum of object — parts, but requires a subject to be involved in a self-
development process. M.K. Mamardashvili described philosophy as an
involvement into being. Psychology also involves a human in events
moving, it is focused on “life-revealing process”. A psychologist describes
in knowledge one’s individuality as well as favors its growth, appropriate
way of its existence. We think that a psychologist in respect of business
structures tends to form within a personality and organization an ability to
solve problems independently and to determine their future development. A
lot of consultants nowadays follow the idea of “organizational
development through human resource development”. According to L.
Urvik, one of the leading experts in management consultancy, the only job
worth to be done by a consultant is the one that makes clients and their
personnel be better managers [16]. This approach is focused on the
development of self-creative organizational strengths and is based on either
personnel or managers’ experience. It contributes to creating of a
conventional reality, matching individual and group interests, values and
objectives.

The base of a psychologist’s work as a consultant in management
and organizational development is a start-up of self-organization and self-
development mechanisms. Patterns of our work include the cooperation of
a psychologist with key-managers and methods that let us integrate
research, training and practice (innovative methodology).

The priority in psychologists” work has to be given not to methods of
collecting sociological and psychological data, but to in-depth going into
participants’ understanding of strategy and tactics of organizational
development, personal meaning of their professional activities, accepting or
refusing company’s values, mutual analysis of work methods through
various organizational forms of reflecting environment.

Our experience and results of our research make it possible to
formulate a range of typical features related to the activities of executives,
their attitude to personnel [5-7, 16]:

1. Dependence on samples, rules and regulations that have been
installed in Russian business as well as on basic changes in
economical and social life in Russia. A try to solve problems with
the help of past experience can be explained by the fact that
majority of executives are not ready to work in a highly unstable
environment. The use of this past experience is a try to protect
themselves from being incapable to meet this uncertainty and to



work with it. A fear of uncertain situations leads to more formal
rules, rejection of creative ideas and finally to stagnation of
executive’s personality and organization as a whole.

Moving responsibility to the others. While realizing that
executive’s efficiency is decreasing, the following scheme starts
working - “we are not allowed to work™, “in this country it is not
possible to do anything” etc).

. Focus on short-term objectives instead of strategic perspectives.
Difficulties appear in the sphere of strategic planning when it is
important to analyze internal and external environment, to find
out resources of personnel, to formulate the mission of an
organization, its strategic objectives and tasks.

. Predominance of female origin in organizational management.
Prigojin A.L. notes that our culture refers to “male type” based on
cult of “great performances”, self-sacrifice, and heroic spirit.
From there comes inflexibility in human relations (15). In
Western Europe on behavioral level the relationships are
friendlier; nevertheless people are ready to compete. Winning of
the one doesn’t mean fail of the others — this important idea didn’t
find acceptance in Russian business. For some employees the
“female” orientation is typical — inactivity, lack of energy,
unpretentious needs.

. At the same time a lot of executives cultivate -certain
communicative standards based on values of relationship, care
and support. The rise of a conflict in the organization is
interpreted by executives as a disturbance of “normal” processes.
Consequences of such a policy are understandable — acting
without development, quietness against reasonable exactingness.

. Value “fuzziness” of executives. At the heart of human’s
behaviour are his basic life expectances, 1.e. points of view which
are defended by executives. Uncertainty of directions among
executives and employees lead to impossibility to build common
notional environment of professional activities. In the base of this
environment is a convergence, i.e. the system of agreements about
what is acceptable for the present group of people. We underline
this convergence because without agreements the organization
can not exist.

. Uncertainty in personal goals. For many executives it is hard to
describe his or her personal and professional goals, to design
short-term or long-term career. Sayings like “as it will go”, “I
don’t know what to expect”, “I am not sure it depends on me”



show how low the subjectivity of executives is to be responsible
for events happening in his/her life.

8. Executives have difficulties to mobilize their personnel to solve
common problems. There is a pronounced problem to be
incapable to delegate responsibilities to employees. Behind it can
be seen fear to lose power and control over the situation. At the
same time this fear to lose power ends with a refusal to attract
personnel to manage the organization. Prevailing type of
organizational and managerial coordination is coordination-plan
instead of coordination-feedback. That is why prevailing
management style is based on communication type “from top to
bottom”. Another management style based on ‘“horizontal”
communication type has just started to be introduced in
organizations.

Meanwhile a lot of executives realized one of the most important
objectives — increase of company’s competence based on improving the
personnel performance. That is why human resource management is
becoming one of the strategic organizational goal together with cost
management, information management, quality management and others.
The system of in-company training based on the idea of continuous training
in professional and socio-psychological competence of personnel can
provide an organization with right answers to current and perspective tasks.
It takes an important place in human resource management, together with
recruitment, selection, appraisal and attestation of personnel, career
management, motivation and stimulation systems, introducing shared
standards and values of organizational behaviour, etc.

Let us focus on one of the approaches in building-up the system of
in-company training which has been designed under the guidance of the
author by the group of specialists from Jaroslavl Sate University and
Jaroslavl Professional Training Institute. It is supported by experience to
work with big industrial enterprises of Jaroslavl city and region [2,8,10].

From our point of view effective in-company training relies upon
some basic principles:

e Change principle. Any organization which tends to be
competitive live in the process of development that has to be
supported by human resources able to work out short-term and
long-term tasks. In this case organizational training can be
reactive (to insure company’s activities) and pro-active (focused
on tasks to be raised by organization for the nearest and distant
future)



e System principle (training covers all aspects of organizational
life, its relations with external environment, methods of
communication inside the company, attitude of executives
towards their employees etc). For us the idea of system principle
can be understood through graph 7C presenting main
organizational elements. Each of these elements has its own
impact on the training.

Management
system

Knowledge
skills

System of
values

Management

structure

Positions of
personnel

Management
style

e Human values and positive approach principle. Training
structures, internal and external consultants, human resource
managers, psychologists who use personal potentials (but not its
constraints) are more successful in reaching objectives of human
resource and organizational development.

e Principle of investigation by action and learning through
action. Adults’ education assumes to find out real practical
problems in professional activities, their investigation, and ways
of being solved. We think that the move from action to
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knowledge instead of informing about problems arisen is the most
reasonable.

e Principle of uniqueness. Training programs are built according
to organizational uniqueness, its history, its position in the
market, organizational culture, experiences to train the personnel
(positive or negative).

e Technology principle. In modern social psychology of adults’
education, practices of management consulting and organizational
development there exists already the whole set of efficient
techniques (different games, case studies, methods to activate
personal resources, project education, trainings etc). That is why
the work of a specialist in in-company training must be very
technological, and methods used in by one consultant or trainer
can be applied by the others.

We distinguish two type of education in working with organizations:

Focused training: computer skills, training of technical personal,
programs to prepare personnel for obligatory certification etc.

Interdisciplinary training: team-building, “Strategic mentality”,
“Leadership techniques”, “Motivations”, programs to develop human
resource potentials in the frame of employer’s development strategy.

In both types of education the psychologist plays a big role. In
particular to start the first type of education it is necessary to provide a
special training of the trainers based on andragogy, psychology of
communication, psychological features of adults as subjects of education,
methods of adults’ education.

In interdisciplinary education a psychologist can initiate a targeted
work to introduce certain programs (leadership or teambuilding, conflict
competence of managers) [17]. Besides he or she can provide a socio-
psychological review of project work. For example, the success of the
project “Elaboration and implementation of quality management system” is
based on effective team work, ability of project initiators to become real
leaders, to manage conflicts by innovations, to motivate the personnel to be
involved in a project.

The article offers a detailed description of methodological and
theoretical foundations regarding the work of a psychologist as an external
consultant who works with organization in the interdisciplinary education
mode.

From our point of view adults’ education is based on:

o Innovation methodology.
o Process-oriented consulting.
o Project approach.
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o Andragogy.

Innovation methodology is an instrument of research and
development of working systems, social groups as agents of this activity
and personality on the account of self-development during creating
problem-solving process (1,2,13). Otherwise the nature of education under
realization of innovation methodology is the following: while investigating
we learn, while learning we develop ourselves.

With the course of innovation education comes:

e [earning to apply new problem-solving technologies (building
up an effective thinking),

e Building up socio-psychological competency (development of
effective communication skills) to solve problems arisen while
building a communication,

e Strengthening of personal potential to break personal
difficulties. This mode is the most effective in training the
executives, top-managers and managers of all levels (sales
managers, In-company training managers, human resource
managers etc).

Education based on these principles begins with diagnostic
innovation seminar where the participants (with the help of consultants)
analyze current and expected situation in their company, learn to formulate
the problem, define its cause and reasons. It is important that education
develops in conditions of group interaction. It allows to master “here and
now” new techniques of building up effective interactions. With this mode
a psychologist is a resource person possessing problem-solving means,
socially competent and enabling the development of the others.

Experiences in management consultancy (1997-2004) reveal some
specific psychological problems [1]:

o Extremely low level of self-confidence, of finding the way out
of complicated situations, lack of faith in own resources,
powers, abilities as well as bad knowledge of oneself and own
features (very often these characteristics appear in paradox
forms — a show of self-confidence, powers, categorical
decisions etc); at the same time according to the precise
descriptions of authoritarian syndrome, a lot of managers
demonstrate foo high readiness to follow the power, to avoid
critics while getting advice;

e Extremely strong orientation to simple, quick and easy
solutions (even in situations where such an approach is
obviously a failure), unwillingness to go deep into a problem
and readiness to be satisfied without looking at many details;
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Almost total choice of intellectual, rational ways to meet
problems, to understand oneself, other people and present
situations from one side, and total underestimation or ignoring
of emotional, intuitive resources from the other; exaggerated
and inadequate piety of the word (especially written) and
neglect of emotions, feelings.

Taking intro account these features, investigations of values and life
goals of executives, rules and values of corporate culture, the system of
psychological accompaniment of an organization has been elaborated on
the basis of existential approach. This program is focused on building
shared values, coordinating interests and positions in organizational
conventional reality.

It has the following objectives:

To contribute to behaviourial changes when a manager can
live more efficiently, be satisfied with his/her life in spite of
some existing social restrictions.

To develop skills of problem overcoming when meeting new
circumstances and requirements.

To strengthen the decision-making process. There are a lot of
things one can learn during psychologically-oriented training:
independent actions, time and energy management, evaluation
of risks, investigation of values in the frame of which the
decision is taken, evaluation of personal features, overcoming
emotional stress, realizing influence of goals on decision-
making process, etc.

To develop skills of starting and supporting interpersonal
communication. Communications with personnel take a great
part of executives’ time, and many of them have troubles
because of low level of their self estimation or lack of social
skills.

To enable the realization and potential growth of executives.
To build an ability to design his/her professional activity, to
develop analytical skills, to analyze key problems.

Consulting process. The main idea of psychologist’s work to solve
important organizational problems is to build a process that will give to the
organization a chance to find its best solution. We divided the
psychologist’s work into steps in order to solve problems in a most
efficient way.

e Entrance. Meeting with executives, evaluation of readiness for
changes, bringing out motivations to cooperate with a psychologist,
match of declared problem with the reality, understanding of
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possibilities to build up working relations, orientation in executive’s
and his/her team values. The client appraises experience, knowledge,
recommended technology. On this step the technical task, result
expectation, mutual responsibilities, terms of payment are precised,
the trust between psychologist and client is built.

e Contract — process of building up new communication rules
between the consultant and the client, of setting the work objective.
Objectives must be realistic (reachable); specific (external observer
has to understand the expected result); measurable (what are the
criteria to prove the objective is reached); adjustable (it has to be
clear if there is a move towards the objective) and exciting (customer
and client want to achieve it).

e Diagnostic — gaining information, its analysis, discussion and
presentation of results. On this step one can use interview,
questionnaire, testing, analysis of documents, participation in evens,
financial, marketing and etc. analysis. We note that while working
with organizations in most cases we use competencies of different
specialists (in marketing, finances, systems, methodology etc.). It
allows to overview the organization as a system to start its
development process. In our work we prefer to use innovation
seminar as a group method of current situation diagnostics. The use
of most of above-mentioned methods allows involving personnel in
case analysis.

e Planning of changes supposes defining different ways of problem
solving and planning its activities. This step underlines opportunities
and threats of organization and its specific departments, as well as
objectives, methods and possible ways to solve the problem. Here
are some technologies we use during this step: system and functional
analysis, scenario method (A.I. Prigojin), technology of solving
complex and poor-structured tasks (V.S. Dudchenko), SWOT —
analysis. When building a common view of expected future, good
effect is presented by the use of metaphors, body-oriented
procedures, and projective drawings.

e Implementation of suggested changes — building up a development
headquarter and teams to follow the results got during the previous
step.

e Evaluation of efficiency, corrections or revision of changes.

Project approach. A lot of organizations nowadays use a project

approach in their personnel training. For example, on designing a new
management structure except consultancy, the customer assumes informing
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his/her employees (the direct training objective) about modern management
approaches. Implementation of cost management system includes training
of those people who will take part in designing and implementing this
system in their organization. Developing the information security system
also has to be supported by relevant personnel competencies. Psychologist
working with the organization may moderate the project (6). In this case
the psychologist is responsible for the following problems: personnel
motivation to be involved in project work; creating conditions for talks
(important element of designing and implementing the project is an
agreement of all people involved about the share of responsibilities);
analysis of threats and development of technologies to overcome them.
Otherwise to elaborate and implement the project, it’s necessary to “pack”
it in a right way, to make it meaningful for employees, in other words to
rise its attractiveness. As an example: design and implementation process
of ISO system in most companies where we worked was seen as a threat
and even provoked hard negative actions in the beginning. That is when
setting a strategic task “To implement the quality management system in
organization X” it is necessary to have good psychological diagnostic of
the organization, to evaluate motivational level of executives and staff,
analysis of organizational culture, to find out deep reasons for resistance.
That is why we created specific technologies that allow in rather short
period of time (6-8 hours) to draw a psychological portrait of an
organization. Similar work 1is done when reforming companies,
implementing quality and environment management systems, developing
strategic goals, building corporate culture, starting in-company training.
Andragogy. “From acting to learning”, not on the contrary: it is the
approach that we follow in our work with organizations. “Don’t give
answers to the questions that haven’t been asked!” This sentence describes
a general idea of andragogy (adults’ pedagogy). If a group or developing
personality has no questions, it isn’t necessary to give answers. Lecturing
can be chosen only upon group request. Demand for lectures on
psychology of communications, psychology of management, conflictology
etc. 1s quite high. But even if the teacher is very experienced, these lectures
can hardly change the points of view or mentality, increase socio-
psychological competence of the personality. Informing about self-
development problems, professional growth is an important component of
our work but only when needed, when it comes clear what a client really
wants to know, and he or she will do with it. This approach contradicts
with traditional pedagogical model in which a trainee is more an object
that a subject of training activity. A trainer in our approach together with
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the group or a person defines the main parameters of educational process:
objectives, content, forms and methods, means and educational resources.

When implementing adnragogy approach in adults’ education we use
a lot of new forms and methods of innovation (‘“active”) education:
investigation, playing, imitation, projects, based on principles of problem-
orientation, personal activity, integration of theory, practice and learning,
development of creativity in group work. The experience of their
implementation proves they can provide solutions to educational tasks
where traditional education fails:

e Development of investigational attitude to the reality;

e Building up not only cognitive but also professional motives and

interests;

e Development of system mentality;

e Training in team thinking, communication on horizontal and
vertical levels, individual and group decision-making,
responsibility to work and to other people, creativity. (A.A.
Verbitski).

Our experience of working with large industrial companies, small
and medium businesses showed the efficiency of the above mentioned
approach. Almost all our clients increased their market competitiveness,
made the system of in-company education become an important component
of human resource management, designed and implemented their projects.
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