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BBEAEHHE

CoBpemMeHHBIR  3Tan  MWPOBOMD  HEYUHO-TEXHMUBCKOMD W COUMAARHO-
IKOHOMMYECKOTD PAa3BHMTHA XapaxTepH3YETCA KOPEHHEIM M3MEHEHHEM POAW W 3HA-
YEHHA YeroBeuecKoro dakTopa B OBLECTEEHHOA W SHOHOMWUYSCKON HKU3HH. Yeno-
BEUBCKMA KANWTAA CTAHOBMTCH BaxHeRWw KM dakTopon nporpecca. Mo HeKoTopkIM
OUEHKAM, B PA3ZBWTRIX CTPAHAX NOBLIUSHHE NPOACAKMTEABHOCTH 0BpaszoBaHKA Ha
OAMH FOA BEAET K YBEAMYEHHIO BAADBOTD BHYTPEHHETD NPOAYKTa Ha 5-15%.

YenoBeueckHil KENHTaA BRAHIUAET BROMAEHHLIE cNOCOBHOCTH M TAAAHTEI, 8 Tak-
#e obpazoBadve W NpUobpeTEHHYI0 KBAAMPHMKALMIO, Er0 MOXHO DACCMATPHEATh
KaK OUEHKY BONACLWEHHOR B HHAWBMAYYME NOTEHUMAABHON ¢NOCoBHOCTH NPHHOCKHTE
ADXOA. YENOBEUECKHHA KanWTan MOXHO NpUMobpecTd NOCPeACTEOM CNelMaskHOR
NOAFOTOBKK MAM BoASACTEME 00yvEHWA Ha npovssoacTee. OOWMA YeroBeveCcHKA
KanuTan PAcCMATRMBAETCA KaK COBOKYNHOCTE SHAHWH, YMEHWRA, HABLIKOE, KOTODbLIE
MOMYT BbITe PESAMA0BEHEI HA3 PA3AMUHEN paboumny MECTAX M B OPraHHMIaLMax.

Hapaep®KK NO CO3AaHMID HEADBEYECKDTD KAnWTasa ADKATCH B OCHOBHOM Ha Ca-
MK AKAERA, CeMBM MAKM TocYAapeTBO. NoaoBHO KanuTasy B GopMe MaTepHasbHblX
SKTWEOR, YBADEEUYECKWA KanuTan NOABEPHEH CTAPEHWED B PE3VALTATE MIMEHEHWS
TEXHOADTHIA MAKM CRpoca.

BaxHele Nnokasates Pa3BUTHWA YeADBEYECKOMD KanWTara - FPpamMoTHOCTE B3POC-
AOTO HACEAEHWR, CPEAHAS MPOADAKMTEABHOCTE W KEYeCcTEC ODyYeHWA, Da3BMTHE
BecnAaTHOR MEAMUMHCKONR nomowy. Co3aaHHe YCADBMIA AAA YCNEWHOMD Pa3BHTHA
HEAQBEYSCHKOMD KanKkTana - 3aM0l JIKOHOMKYECKOND ROCTa CTREHEl W BrarococTon-
HHA HACEAEHMHA.

OAHWM W3 3TAN0B YCEOSHHA 3HAHKWA O YeADBEYSCKOM KanuTane ABARETCA 3Ha-
HHE CNeUHansbHoOR TEPMHHOATMHE. MMEHHD NoaTomMy CAOBaPE AARECOBaH KAK aH-
FAOAZBIMHEIM, TAK W PYCCKOAZEIYHBIM UMTATEAAM, MIYUSHILWLMM PAA YNIDEBAEHUSCKIHY
AHCUMNAMH, CER3IAHHBIX C NCUXOAOTHMEN, 8 TAKME NOIBOAWT CTYARHTAM YCMeWHD ro-
TOBMTLCA K 3a48Tam M aKzaMeHaM.

E AaHHOM CADBAPE NPEACTABAEHL! MOHATHA M TEPMUHE ¢ ABPUHHLMAMK Ha aH-
FTAMACKOM M PYCCKOM R3bIKAX M0 AMCUMNAWMHE «YNMPaBAEHWE YEADBEYECKHMM KanuTa-
AGKMe W pPRAY CMEXHBIX AWCUMANAHE *ﬂpraHHaauHDHHDe nopepeHWes, «[eHXoAaria
YNPEEAESHWA Y, «ITHKE W NCUXOAOTHA ASAOBOTD OBLLEHMA:, YNPEBAEHWE UenDBEEUe-
CKHMM pECYRCAMH», *¥TIPaBASHHE NEPCOHAADMe,

Ana yaoBeTEa NOAL3OBATEASH B KOHUE CAOBEPA NPUBEAEH B andaBMTHOM no-
PAAKE YKAZATEAb TEPMHWHOB HA DYCCKOM A3bIKE BMECTE C COOTBETCTEYHILWMMH Tep-
MHHAMKH Ha BHTAHACKOM A3bIKE,

CAoBEPHBIE CTATEM ChOPMYAMPOBaHLI Ha OCHOBE MaTepHana yuebHbx M ydebHo-
METOAMUSCKHY NOCOOMA, 3AaHHEIX Kadeapol Nouxoaorn MICY, a Takwe ¢ yuétam
COBPEMEHHBIX TEHASHUME B 3KOHOMHWKE KW yIPABASHKMH, YTO NOZBOARET M3YYaTE AMC-
UMNAMHE, CBAZEHHEIE ¢O cneudanssHocTeio 080200 sMeHeA MEHT, KaK DYCCHOA-
3LIUHEIM, TAK W MHOCTPAHHLIM CTYASHTEM.
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Abilities. Individual personality traits, which are subjective conditions for the
successful implementation of a certain kind of activity. Capacity is not reduced
to the best of the individual knowledge, skills, experience. They are found in
the speed, depth and strength of mastery of methods and technigues of some
activities and are internal mental regulatives that determine the possibility of
their acquisition.

Ability test. Assessing instrument used to measure individual's abilities,
mental or physical skills level {i.e. problem solving, manual dexterity, etc.).

Absenteeism. Referred to as the habitual failure of employees to report for
work when they are scheduled to work.

Absenteeism policy. The policy about attendance requirements, sched-
uled and unscheduled time off, and measures for dealing with workplace
absenteeism. Repeated absenteeism can lead to termination.

Scheduled time off. Excused absences from regular work hours scheduled in
advance by an employee for such things as vacation, medical appointments,
military service, jury duty, etc.

Unscheduled time off. Absence from work during regular work hours (e.g
sickness). Absences are generally accepted and sometimes compensated if
their frequency and rationale fall within an organization's attendance policy.

Absolute ratings. Rating method where the rater assigns a specific value on a
fixed scale to the behavior or performance of an individual instead of assigning
ratings based on comparisons between other individuals.

Accidents. «Accident normally refers 1o a chance event or consequence
which, being unexpected, seems 1o lack an obvious cause. Investigations of
industrial or organizational accidents commonly attribute cause either to ma-
chine failure, environmental factors, human error, or a combination of these.



A

CnocobHocTH. MHAMBHAYaALHBIE OCOBEHHOCTH AMYHOCTH, ABARIOILMECA Cybb-
EKTUBHBIMKM YCAOBHWAMM YCMNEWHOMD OCYLLECTBAEHUA ONPEABNEHHOTO POAA Ae-
ATEABHOCTH. CNOCOBHOCTH HE CBOAATCA K MMEIOLMMCA ¥ MHAMBMAS 3HAHWAM,
YMEHWAM, HaBbikam. OHM 0OHapyXMBaTCA B BLICTpOTE, rAYBKMHE M NPOYHOCTH
OBABAEHHA cnocoBamMi U NPUEMAMM HEKOTOPOH ABATEABHOCTH H ABARIOTCR BHY-
TRPEHHHUMH NCHEAYECKHMH PEryARTODaMHM, ﬂﬂ}fﬂhﬂEﬁHEEmMHMH BOZIMOMHOCTE
MX NPUODPETEHKA.

TecT cnocobHocTel. MHCTPYMEHT OLEHKH, MCNOALZYEMBIA AAA W3MEDPEHHWA Cro-
coBHOCTEN YeADBEKa, YDOBHA YMCTREHHBIX MAW ABUraTeALHbLIX HABLIKOB (T.e. pe-
WEHWE 3aAa4, AOBKOCTb PYK M T.A.).

ABceHTEN3M. YHAOHEHME OT paboTel, NPOrys, HEBLIXOA Ha pabory Bes yea-
WHTEABHOM NPHYMHEL

NoauTka abceHrenama. [onuTuka TpeboBaHWA K NPUCYTCTEMIO Ha paboTe,
HAMEHEHHOMY M HE3aNAGHHMPOBaHHOMY BREMEHK OTCYTCTEWA, W MEREI AAA NPE-
AOTEPALUEHWA OTCYTCTBMA Ha paboyem MecTe,

HameveHHoe sapaHee paboTHUKOM OTCYTCTEHE BO BPEMSA NAAHOBLIX 4acoB pa-
BOTEI N0 YEAXUTEALHEIM MPUUMHAM, TAKMM K3K KaHUKYALL, MEAMLMHCKHE NOKa-
3aHUA, BoEHHAA cryrba, rpaxsaHckue 06a3aHHOCTH, NO BOABEHK W T.A,
HezanaaHuwpoeaHHoe oTcyTcTeMe. HeaAewa Ha paboty B pabouee Bpema (Ha-
npUMep, No BoaeaHK). HeABKa ADNYCKAETCA M MHOTAS NOAAEKMT KOMNEHCELAM,
ecAM YacToTa M 0BOoCHOBAHWE OTCYTCTEMA COOTBETCTEYHIT NpaBuAam nocellae-
MOCTH OpradkaauUmi.

ABCOoAOTHBIE OUEHKH. OUSHOYHBIH METoA, NPH KOTOPOM 3KCNERT oTMedaeT
OUEHKY Ha GWKCHMPOBAEHHOM LWKaAE, OTPaMalowel NOBEAEHHE HAM AEHCTBMA
MHAMBMAA, BMECTO TOrD, YTODBl AGAATH OLEHKHM, OCHOBAHHBIE HA CPABHEHMAX
MERAY AHABMU.

HecuacTHele cayvau. [MoHATHE «HECUBCTHHIA CAydais OBLIYHO OTHOCWUTCH K
CAYHAHHOMY COBBLITHIO AWM NOCASACTBMIO, KOTOPOE, BYAYYM HEOKUAGHHBIM, Ka-
METCA, HE HMEET OYEBMAHOW NPHMUKHLL. MCCAEADBAHWA HECHACTHBIX CAYYEER B
NPOMBILUAEHHOCTH WAK B OPradM3almi 0BbI4YHO NPUNKCBIBAIOT B KAYECTBE NpM-
UMHEI OTKA3 TEXHMKM, GaKTOp OKDYHAIOLWER CpEAk!, YEADBEYECKMIA DakToD MAM
MX KOMBUHE LMK,

L



Accreditation. The process of external guality review and certification by a
recognized body that evaluates individuals, laboratories, colleges, universities
and educational programs to assure they are performing the functions that
they claim to be performing in a competent manner.

Achievement, need for. This denotes a motivational disposition toward
performance improvement and achievement under challenging or competitive
conditions,

Achievement test. Standardized testing instrument used to measure how
much an individual has learned or what skills he or she has attained as a result
of education, training or past experience,

Action learning. Learner-driven, continuous learning process where learning
revalves around the need to find solutions to real problems.

Actions through which power is realized (by G.A. Murray): assist, lead,
organize, supervise, influence, convince, persuade, induce, manage, con-
trol, subjugate, enthrall, subjugate, to set the fashion, to purchase imitators,
criticize, restrict, discourage, prohibit, to judge; govern, rule, dictate the terms,
establishe laws.

Active learning. The process of learning new knowledge, skills and behaviors
through taking specific actions or performing specific tasks.

Active listening. The manner of listening that focuses exclusively on what
the other person is saying and validates understanding of both the content
of the message and the emotions underlying the message to ensure exact
understanding.

Activities. The set of actions with a common goal and fulfilling social func-

tion, specifically human form of active relations to the world, its content is the
desirability of changing (self-change) and transformation (development).
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AKKkpeauTaunAa. Npouecc BHEWHErD ONpeABASHMA KauvyecTBa W CepThdHKa-
UMM DMIMHECKUE M HOPUAMYECKUE AWML (MHAMBUADE, AGD0DATODWMA, KOANEAKER,
YHHBEPCMTETOE W 0Bpa3oBaTesbHbIX NPOrpamMmM), COCTOALLAA B OLUEHKE W NOA-
TEEDHAEHHMK TOMQ, 4T0 ASHHDBIE AMUE KOMNETEHTHO BRINOAHAKT 38ABAEHHBIE MMM
YHELMHA.

Motpe6HocTk B AocTHXeHHH. 0B03HAYAET MOTHBALMOHHYH PACNOAODKEHHOCTL
K YCOBEPLWEHCTBOBAHMIO M ADCTHMEHWH) MCNOAHEHWS PaboTbl B YCAOBMAX Bbl-
30B3 HAK KOHKYDEHLUMK.

TecT pocTHXeHHH. CTaHAAPTHIMPOBAHHEIA TECT ANA W3MEDEHWS YCMNELIHOCTH
OBYUEHMA MAM TOTD, KAKHME HABBIKKA BblAM AOCTUIHYTE B PEIYABTATE NOAYYEHHOMD
obpazoeaHua, oByYeHMA MAKM NPOLIADTO ONLITA.

06yueHue HA npakTUKe. HenpepuBEHEIRA Npouece oByueHUA, Npu KoToROM Oby-
HEHWE NPOUCXOAMT B PE3yAbTaTte NoTPeBHOCTH 0BYYaIOWErocH HAHTH PeLLeHWe
peankHblx npodaen.

AsHCTEWA, NOCPEACTEOM KOTOpLIX peasu3yeTcAa BaacTts (no FA. Mioppeio):
NOMOr&Th, BECTH, OPraHM30BbIBATL, PYKOBOAMTE, BAMATL, yDemaaTs, yrosapu-
BaTk, CKADHATE, YNPEEAATE, PEMYAMPOBaTE, NOAYWHATL, 0YEP0BEIEATL, MOKDPATE,
YCTAHABAMBATE MOAY, NpHobpeTaTe NOAPEMATEAEH, KPMTWKOBETb, OFPaHK4M-
BaTk, OTTOBAPMWEATE, 3ANPELETh, CYAMTE; NPABUTE, PYKOBOAWTE, AMKTOBATE YCAQ-
BWA, YCTAHEBAMBATL 38KOHbI.

AxktuBHoe obByvyenne. Mpouscc NPHOBPETEHHA HOBLIX 3HAHWA, HABLIKOB W CO-
BEPLUEHCTBOBAHMA NOBEAEHWA NOCPEACTEOM COBEPLUEHWMA KOHKDETHHIX ASR-
CTEMA WAK BBINOAHEHWA NPEKTMYECKHUK 38484,

AKxTuBHOe caywanue. Cnocod cAyWaHKA, NPEANOAEraoWHi COCPEAOTOYEHHE
Ha TOM, YTO TOBOPMT COBECEAHMK, YTO AEMOHCTPHMPYETCA CONPOBOXABIOLLIMMM
Er0 IMOLMAMKA, MHUMHKOR, XeCTamKu, PEhASKCHBHBIMIM BONDOCAMM.

AeatenbHocTe. COBOKYNHOCTL ABRCTBMA, 0O0bearHEHHLIX 0OWER LeAL W Bbl-
NOAHAKDIWMX 0BLLECTBEHHYH) QYHKUWIO, CNeUWdHUYeckl Yenoseveckan dopma
BKTMBHOMO OTHOWEHMA K OKDYKAIOWEMY MUPY, COAEPKAHWE KOTOPOW COCTaB-
ARIET ero uenecoobpazHoe M3MEHEHWE (CamMOoMaMeHeHWE] W npeclpa3zoeaHue
(passuTHe).



Adaptation. The process of adaptation an employee to the organization, its
various parties and technological, economic, social, organizational, mana-
gerial conditions.

Adaptability (non-adaptability). The characteristic of the tendency of
conformity or discrepancy between goals and achieve results of human activity,
Adaptahbility is expressed in coordination, and non-adaptability - in a mismatch
of goals and outcomes.

Adaptive behavior. How people interact with others (social environment),
characterized by reconciliation of interests, needs and expectations of the
participants.

Administrative methods. Ways of implementing management actions on staff,
based on power, discipline and penalties.

Administrative services only (AS0). The hiring of a firm to handle certain
administrative tasks. The firm carries out the specialized functions that the
employer cannot or does not want to do.

Adult learner. Individuals who are beyond postsecondary education age, are
employed on a full- or part-time basis and are enrolled in a formal or informal
educational program.

Advisory committee. The group or panel of specialists, assembled to identify
and discuss specific issues and make recommendations with no decision-
making authority.

Affiliation. Human desire to be with other people, close contact and interact
with other people.

Affiliation, need for. This motive reflects a concern with establishing and
maintaining affectively positive relationships with other people.



ApantauMa (NpoM3BOACTEEHHARA). lNpouscc npucnocobieHun patoTHUKE K
PASAMUHBIM CTOPOHAM MNPOWMZE0ACTEA W TEXHOADTMUECKMM, JHOHOMUYECKMM,
COUMAALHBIM, OPraHU3aLMOHHBIM, YNPABAEHUECKUM YCADBHUAM,

AMANTHEHOCTE (HEAAANTHBHOCTBE). XAPEKTEPHCTHKA TEHASHUMK COOTBETCTEMA
AW HECOOTEETCTEMA MEXAY LEAAMM W ADCTHIAEMEIMH DEIYALTATAMM SKTHMEHOCTH
YEADBEKE, ADANTUBHOCTE BRIPEMASTCA B COMMACOBAHWH, 8 HEAAANTHBHOCTE - B
PacCorAaCOBaHMHK LI.E-"LEE H DE3YALTATOR.

ApanTHEHOE NOBeAeHHE. B3anmMopeRcTEME YEADBEKA C ADYIHMMKH AKOABMI (CO-
LUMAALHEIM OKPYMEHWEM), XARAKTEPMIYIDILEECH COMMACOBAEHWEN WHTERECOR,
TPEBOBAHMIA U OKHAGHMA B0 YYACTHHKOB.

AAMMHHCTPATHBHBIE MeToAbl. Cnocobbl OCYLLECTBAEHWA YNPaBASHUYECKHX
BO3AEHCTEWR Ha NepcoHan, DazHpYHLWMECH Ha BAACTH, AMCUMNAMHE W B3bICKS-
HHAAX.

Cxema obBCAYKHBAHMA *TOABKO AAMMHMCTPATHEHBIE YCAYrHe. Haém dupmm,
YToBhl pPeLWKTE ONPEeAEAEHHbIE BAMMHUCTPaTMBHLIE 3aaa4M. PUpMaE BeINOAHAET
CNEUMANMIUPOBAHHBIE GYHKLMK, KOTOPBIE PaboTOAATEAL HE MOXKET MAM HE Me-
AGET B3ATE Ha cehn (NoMcK paboTHMKOE ONpPeASAEHHOR KEaAMDMKaUMK, Byxran-
TEPCKHE YOAYTH, OXpaHa).

Bapocabid yHawMAca, HenoBek, BO3PAcT KOTOPOID BbilIE CREAHEND ANA OKOH-
yaHuA 0BpazoeaduA, paboTaoWMin B PEXMME NOAHDHE MAM YACTHUYHDA IaHATO-
CTH M NPOXOAALLMA oByveHue No obpasoBaTensHOR NPorpamme,

kcnepTHan rpynna. [pynna CcneuMasmcTos, COIAAHHER © UeAbK) MABHTH-
PHKaUMK 1 OOCYHAEHWA CNeUManEHBIX BONPOCOE M BHECEHHA PEKOMEHAALMA
Be3 NOAHOMOYKIA NPHUHATHA PELLEHKMIA.

Adduanauma. CTPEMABHHE YeADBERE OBITe B 0DLWECTEE ADYIMX AOAER, TECHD
KOHTAKTMPOEATE M B23AaMMOASHCTEOBATE C OKPYHAKLLMMK AHIABMM,

MotpebHocTe B adduanaumn. 3T0T MOTHME OTPaXaeT CTPEMAEHWE B yCTa-
HOBAEHWMW WM 3MOLUMOHEABHON NOAAEPHKKE NOZMTHBHBIX OTHOLIEHWHA C ADRYTIAMM
AOABMA.



Alternation ranking. Rating method used in job evaluation and performance
evaluation whereby the rater (expert) is asked to select the best and worst
employees from a listing of all employees and then rank them accordingly.

Alternative assessment. Nontraditional procedures and technigques used
within the framework of instructional programs to evaluate a student's
educational achievement.

Alternative dispute resolution. Voluntary procedure used to resolve disputes
or conflicts between individuals, groups or labor-management. This procedure
utilizes the services of a neutral third party to facilitate discussion and assist
the parties in reaching an agreement which is binding.

Altemative staff, Freelance, temporary staff,

Alternative worksite. Any location other than the employer's physical worksite
where employees are allowed to perform their jobs.

Analysis of documents. Research method, widely used in personnel work. The
main content of this method is a collection of written material about the object
under study (the phenomenon) and their analysis (content analysis) through
specially designed instructional technigues.

Anti-nepotism policy. Employer's policy that restricts the employment of two
or more family members at the same time.

Applicant. The person who seeks work at the certain employers' facilities who
meets certain prescribed standards, as defined by the employer.

Applicantfiles. Applicationforms/resumes and other relevant items maintained
by an employer and used during the selection process.
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AALTEPHATMEHOE paHXMMpoOEaHMe. MeTos OUEHKM, MCNOARIVEMBLIA B OUEHKE
paboTel ¥ PEYALTATOB ABATEALHOCTH U MPH KOTOPOM OLEHLLMKE (3KCnepTa) npo-
CAT BbIBPaTE HAWAYYLLWX W HaWXyalW WX paboTHWKOE W3 obuiero cnucka pado-
TAKOLLMX, 8 38TEM COOTBETCTBEHHO OLEHWTL OCTAABHbIX.

AAbBTEPHATHEHAA OUeHKa. HeTpasMuMoHHble MNPOUSAYPLl W METOAbl, MC-
noak3yemMele B pamMeaXx HHCTRYEKUHOHHBIX NporpamMm AMR OUEHKH DEI[DE[EDEEI-
TEABHEIX ADCTHXEHMA 0ByYaIoWerocA.

ANBTEPHATWBHOE YPEry\MpoBaHWe cnopoB. NoOpoBoAbLHAA NPOUEAYpa, Mo
NoAL3YEMaA AAA PAZPELEHHA CNOPOE MAM KOHOAWKTOE MEXAY AIALMK, TDYNING-
MK HAM YNIpaBAeHLUEMU. B ASHHOW NPoUgAYPe HCNOABZYIOTCA YCAYTH HERTPaAL-
HOW TpeTbEN CTOPOHBI AAR OBAErHEHMA OBCYMAEHMA W NOMOLWM CTOpPOHaM B
AQCTHHEHHKW COrfalleHWA, KOTOPOoe ABNAETCA ofA3aTerbHbIM,

AALTEPHATHBHLIH NepcoHan. BHelTaTHbIE, BREMEHHBLIE COTRYAHHKM,

AasTepHaTueHoe pabouee mecto. ANioboe MECTD, KPOME TOMD, TAE GHMINYECKH
HaxoaMTcA pabotosareik, rae PaboTHHKaM PaspellaHo BuNOAHKTE MX paboTy.

HMayueHue AOKYMEHTOB. MeTo) WMCCABADBEHMA, LIMPOKO pacnpocTpaHEHHbIR
B Kﬂ,ﬂ,pﬂEﬂﬁ pEﬁUI'E DEH{JEI-HI:-IM CopepEaHHUenM MeTOAR HM3YYEHHA ADKYMEHTOE
ABARETCA COOP NUCHMEHHBIX MATEDHUAADB 00 MaYHaeMOoM OBLEKTE (ABAEHWUM) 1
WX aHanM3 {KDHTEHT—EHE!’I.HE:I nocpeACTEOM CNeuuanreHO pEBPEIEIDTEIHHI:II METD-
AHUYECKHX NPHEMOB.

MoOAHTHKA aHTUPOACTBEHHBLIX OTHOLWEHKHI. MoruTHKa paboTopatens, Kotopas
OrpaHUYHMEaET JaHATOCTE ABYX HAM boaee YABHOE CEMEM B opraHd3auMy B 0AHD
W TO Xe Bpems.

CouckaTeab (npeTeHaenT). AMUD, KoTopoe WILET paboTy Ha YCADBWAX, Onpeae-
AEHHLIX paboTosatenen, M OTEEYAEeT ONPeARAEHHEIM NPEANUMCaHHBIM CTaHAAD-
Tal, KOTOpbIE YCTaHoBAEHB! paboTopaTenem.

AokymeHTsl couckatenn., Dopmbl 33ABAEHWH, PE3lOME W ADYTME COOTBET-

CTBYHOLUME AOKYMEHTbI, YTBEpPHXAEHHbIE PabOTOAATEAEM M MCNOAL3IYEMBIE BO
epema otbopa,
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Applicant flow log. Chronological listing that records each applicant who
applies for employment or promotion. Data includes applicant's name, race,
national origin, gender, referral source, date of application, job title applied for
and disposition.

Applicant pool. The sum total of all individuals who have applied for a po-
sition either by submitting a resurne or application for employment which the
employer uses to select candidates for employment.

Applicant tracking. Any paper or computerized system that tracks the or
Eanization’s data such as resumes/applications and internal job posting in-
formation.

Appointment. Decision, decree, order of enrollment anyone to post, job,

Apprenticeship (on-the-job training). The system used to train a person
in recognized trade or craft in accordance with specific standards. The
apprenticed individual obtains his or her skills by performing the related duties
for a specified period of time under the tutelage of experienced craft or trades-
man, utilizing demonstration and actual performance of job tasks to be ac-
complished.

Aptitude. This term means readiness to learn. It is the capacity to acquire
skill - potential for talent. Aptitudes predict subsequent performance and
can be used to forecast achievement in a new situation. Aptitudes reflect the
cumulative experience of daily living under unknown conditions, the experi-
ence shapes willingness (unwillingness) to implement activities.

Aptitude testing. Standardized testing instrument used during the selection

process that is intended to measure and predict an individual's abilities.

Arbitration. Alternative dispute resolution method that uses a neutral third
party (i.e. arbitrator) to resolve individual, group or labor-management conflicts
and issue a binding decision.
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PerdcTpauMa TEKYLWHX AaHHLIX O COMCKATEAR. XPOHOAOTHYECKH YNOPAAOUEH-
HbIA CIWCOK, COASPMALLMA 2aNMcK O KaWADM COMCKATeAE, NPETEHAYHILLEM Ha
noaydeHne paboTthl MAM NpoABKKEHHE NO caykbe, AaHHsIe BRAKOYSOT MMA Npe-
TEHAEHTA, NOA, MCTOYHWK MHGODMEUWK O BAKEHCKHK, ASTY 38ABAEHWA, HAZBaHWE
BAKAHCHH W 2€ PACNOAOKEHHE B CTRYKTYPE OPTaHH3aLUMH,

CnucoK KaHAMAATOB. COBOKYNHOCTE BCEX AWML, NPETEHAYIOWMX Ha ACMKHOCTE
W NPEACTABMBLLIWX MAM PEIIOME, AW 3aABAEHME O NPUéME Ha paboTy, KoTopoe
paccMmatpueaeTcs paboToaaresem npu oTBope KaHAMAATOB Ha pabory.

Baza paHHbIX 0 npeTeHaeHTe. NoHOE NMCBMEHHOE CEMAETEALCTBO MAM KOM-
NbOTEPHAR CHMCTEME, KOTOPAA COABPXMT AZHHBIE DPraHM3aLMK O COMCKATENS,
TAKME KakK pPesioMe, 3aABAEHMA W BHYTPEHHIOW MHOOPMAaLUMIO, PAa3MELLaeMYyI0
o pabore.

HazHaueHHe. PENEHHE, NpHKas, pacnopAxeHle O 3a4HCAEeHKMK Koro-nMBo Ha
AODMKHOCTE, paboTy.

06yuenne Ha pabouem mecte. Cuctema 0BYYEHWA NPOPECCHM WAM PEMEC-
AY B COOTBETCTEBHMM C ONPEASASHHRIMKM CTAHAZPTaMK, YualwmAca npuobpeTaet
HeobX0AWMBIE HABLIKM, BEINOAHAA COOTBETCTBYIOWWE 00A33HHOCTH B TEYEHWE
YCTAHOBAEHHOMO NEPHOAE BPEMEHH NOA ONEKOA ONBITHOMO MacTepa WAW Npo-
heccHoHana ¢ MCNoALIOBAHWEM AEMOHCTRaLUMM,

CHAOHHOCTE. 3T0T TERMMH O3HAYaET MOTOBHOCTE YYMTLRCHA, I'IIIIHCIEIF:IEGTH YMEHHWE,
BLINOAHATE ASHCTBHE, CHAOHHOGTH MOTYT HCNOALIOBATLCHA, YyTobbl NpeACKa3aTh
NOCAEAYVIOLLEE BRINOAHEHHE pﬂﬁﬂTbI W ADCTUREHWMA B HOBOW CUTYALMM. CHAOH-
HOCTHM YECTO OCHOBaHBI HA ONBITE! MMEKWMWACA ONbIT GOPMKUPYET TOTOBHOCTh
(HETOTOBHOCTE) K BhINOAHEHWID ABATEABHOCTM,

TectHpoBaHue cnocobHocTel. Mononsayenmelid B npouecce npodotbopa cTax-
LABPTHIMDOBAHHLIA TECT, KOTOPLIA NPEeAHAZHAYEH ANA W3MEDEHMA M NPEeANoAD-
MEHWA O CNOCOBHOCTAY YEACBEKA.

ApbGutpam. AnLTEpHATHEHLIN METOA VDEMYAMPOEAHWA CMOPOE, B KOTOPOM MC-
NoAL3YETCH HEHTPaALHaR TPeTeA CTopoHa (apfuTp) AAR paspellueHus MHAM-
EMAYAAEHEX, TDYNNOBLIX WAM TPYAQBEIX YDABAEHUECKWX KOHDAMKTOE C LEABKD
BhIPAGOTHM pelleHHa, 00A3aTEABHOMD AAA BCEX.
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Archetypes of chiefs. Leaders who have the characteristics to perform some
managerial role. There are four main archetypes: the leader, administrator,
planner, enterpreneur.

Aspects of personnel management. The most important aspects are the
technical, technological, information, personnel, documentation, regulatory
and methodological, organizational and economic, legal, socio-psychological,
and pedagogical aspects.

Assessment. This practice in the field of Organizational behavior generally
involves judgments (often, the judgments of experts) being made about
someone's personal and professional qualities. When the assessment is made
against a standard or criterion, the assessment is criterion referenced. When
people are compared with each other the assessment is norm-referenced.

Assessment Centre. The form (method) evaluating the staff, is standardized
multidimensional assessment of the staff, based on the use of complementary
technigues, focused on the actual working behavior of the estimated staff and
record features of the requirements of the officers positions.

Attitude. It is usually defined as propensity to react in the favorable or adverse
image on a certain object, the person, institute or event; it is the specific line of
action, which person realizes or wants to realize in a concrete situation.

Attitude survey. The tool used to solicit and assess employee opinions,
feelings, perceptions and expectations regarding a variety of managerial and
organizational issues.

Authoritarian leadership style. The style of management, based on the
authority of the head.

Authoritarian personality. This term denctes a personality syndrome
characterized by rigidity of thinking, deep suspicion of outgroups, an ag-
gressively domineering and harshly critical attitude toward those in a
subordinate position, an excessively submissive attitude toward those in
positions of authority and a generally conservative or wold-fashioneds outlook
on life.
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ApXeTHnbl pYKOEOAMTEARN. PyROBOAWTENM, MMEHILLME XAPEKTEDHUCTHEMN ANA Bhl-
NOAHEHWA TOH MAKM MHOW YNPEaBAEHYECKOW poaM. PasanYaoT YeTblpe raBHbIX
apReTHNa: AMAED, BAMWHWCTPATOR, NASHUPOELLMK, NPEANPHHHWMATEA.

ACNeKTbl YNpaBAeHHA NEepPCoOHAAOM. TexXHWKO-TEXHONITMUECKWH, MHGOD-
MELUMOHHBIF, KAAPOBLIA, AOKYMEHTAUWOHHBIA, HOPMETHEHO-METOAMHECKKH,
OpPraHW3aUMOHHO-3KOHOMHUECKHA, NPaBE0BOR, COUMaAEHD-MCHXOAQTMYUSCKWH,
NEABrOrHHECKMA,

Ouenra. CyrABHWA (HALLE BCEMD, CYMABHWA JKCNERTOB), CABANGHHLIE O YbHX-TO
AMUHEIX M NPOQECCHOHaALBHEIY KauyecTEax. Ecav OUEHKE CASnaHa MO CTaHASPTY
MAM HKPWTEDWMID, TO OLEHKa KPUTepMasbHaR. KOraa AABR CPaBHUBAKDT ADYT ©
ADYTOM, TO OUEHKE HOPMAaTHEHAA.

AcceccMenT-ueHTp. Dopma (METoA) OUEHKW NeEPCcoHand, NPEACTABAAIDWAR CO-
BOM CTAHAZPTHIMDOBAHHYH MHOTOACNEKTHYH OLUEHKY NEPCOHAAS, OCHOBaHHYHD
Ha MCNOALIOBAHWK B33MMOADNOAHAKILLMY METOAWE, OPHEHTHUPOBAHHYIO Ha pe-
ansHoe CcAyxebHoe NoBeAEHHME OLEHWBAEMBIX COTPYAHMKOR W YUET ocoBeHHo-
cTel TpeboBaHi AOAKHOCTHBIX NOZHLMA.

Artumioa. O0BIYHO ONPEASARETCA, KEK CKAOHHOCTE PEArdpoBats Baaronpu-
ATHBIM MAKM HEGASMONPUATHEIM 0BP330M Ha HEeKMA OBLEeKT, AMUD, COUMaALHLIN
MHETHTYT WAKM COBLITHE, 3T0 cneuMdrYeckiil oBpas ABRCTBMIA, KOTOPLIR YEADBEK
PEAAMIYET MAM XOUET PEAAMI0BETE B KOHKPETHOH CUTYaLIMH,

0630p aTTHTIOADB. MHCTPYMEHT, MCNOABIYEMBIR AN ONPOCE M OUEHKK MHEHMA,
HYBCTE, BOCNPHATHMA M OXUAGHWA PabOTHMKA OTHOCUTEABHD PA3HOOBPAIHBIX DY-
KOBOAALLMX W OPraHK3aunoHHLIX npobren.

ABTOPMTAPHBIA CTHAB PYKOBOACTBA. CTUAE YNPEBASHYSCKON ASATEARHOCTH,
OCHOBLIBAWMACH Ha aBTOPMTETE (BASICTH) PYKOBOAMTEAR.

AETOPHUTApPHAA AMMHOCTbL. 3TOT TEpMKWH 0D03HAYAET AMUYHOCTHRIA CHHADOM,
RAPAKTEPUIYEMBIA PHIMAHOCTEHY MBIWUAEHWMA, TAYBOKOH NOAOSIPHTEALHOCTEID K
WYYHHME TRYINEM, arpECCHBHO-BASCTHEIM M PEIKD KPWTHYSCKHM QTHOLLIEHKMEM K
FABMCHMbBIM W NOAHMHEHHBIM AWLENM, YPEIMEDHD NOKOPHOM OTHOLWEHHH K Bbl-
LWECTOALLMM AMLIEM, W, B LLEADM, KOHCEDBATHEHLIMK B3rAAASMK HA MKUIHb.



Authority. The right to exercise the power. This is one of the specific kinds
of power. Provided by an individual or group because of their position or role
{always legitimate) to protect the interests of organization (as seen by senior
management).

Autonomous work groups. These are groups of employees with overlapping
skills who collectively perform a relatively whole task (e.g., manufacturing
a complete product), whilst exercising a high level of discretion over the
conduct of work. Sometimes called «self-regulatings, «self-managing, «semi-
autonomouss, or sinternally leds work groups.

Autonomy. This concept, in work settings, means the degree to which an
individual is free to decide how to accomplish a task, or goals of a job. Con-
sidered a basic human need, it is also a motivational characteristic of jobs.
Employees who perceive themselves as choosing to perform an activity, as
opposed to being directed to do so, are intrinsically motivated and accept more
personal responsibility for the consequences of their work.

Autorotation training. The method of formal nomenclature passage of key
positions, the leaders of various levels of government to accelerate its service
and professional growth. Thus there is a return to his former organization or
governing body, but a higher position.

B

Backstage personnel selection. The method of recruitment through backroom
deals, scams, hypassing the established procedure for the appointment of
officials in the government and various organizations; hidden from the public
and committed group of interested influential persons for the purpose of the
right people for the offices.

Bankruptcy. Federal law thal allows individuals and businesses thal are
experiencing extreme financial duress and are unable to meet their financial
obligations to eliminate or restructure their debts.
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Moanomouwme, MNpaso NPUMEHATE BASCTE, 3T0 OAMH M2 CNELUMOMUYECKMX BMADE
BAGCTH. TTOAHOMOUYME NPEADCTABAAETCH OTABALHOMY YEADBEKY WAW Ipynne B
CHAY HX NOACKEHHA WAKM POAM (BCEMTAS ASTHTHMHO, T.&. ACKYMEHTAABHO [OdM-
UMEAEHD) NOATESKASHO) AAR 3ALLWTE HHTEDECOEB OPTraHM3aUMA (B NOHMMEHWH
BhLICILETD PYKOBOACTEE).

ABTOHOMHbIEe paBoune rpynnel (NpoeKTHBIE KOMAaHABLL). 310 rpynnkl pador-
HUKOB C NEReCcerakillMMHWCH HEBLIKAMM, KOTOPbLIS BCE BMECTE BhINOAHAKIT OT-
HOCHUTEALHO LIEAOCTHOE 33AHME [HANPUMER, MPOMIBOAA FOTOELIA NPOAYKT), OCY-
LWECTBARA BRICOKHMA YDOBEHL PA3ABNEHMA TPYAS NPH BoiNOAHEHMM paboTel. Mx
MOMYT Ha3kIBETh «3BTOHOMHBIE", «CAMOYTNPABAAEMBIE!, «NOAYABTOHOMHEIE: MAM
"EBHYTPEHHE BEAOMBIES paboYMe rpynnbl.

ABTroHOMMA. [\GHHOE NOHATHE B PaboyMx YCAOBMAX 03HAYAET CTENEHL, B KOTO-
por YenoBek CEODOAEH PELWAETE, KK BEINOAHWMTE 38A8HME MAW AQCTHIHYTE LEAEH
pabotol. PaccmatprBasTcA Kak Da30Ban noTpebHOCTL YeNDBEKE, 3T0 TAKKE W
MOTHE2UMOHHEA XaPakTEPUCTHKE TRYADBOM AEATEARHOCTH. PADOTHMKM, KOTORLIE
BOCNPHHUMAKDT Cce0A Kak CTPEMALLMECH BhINOAHATL ABATEALHOCTL, B NPOTHBO-
NOAOMHOCTE ASHCTEYIIWMM NO NPEANWCAHWED, BHYTDEHHE MOTHEMPOBAHBL M
MPHHUMAKT BOALLLYID AMHHYK) OTBETCTBEHHOCTL 38 NOCASACTEWA cBOoei paboTh,

ABTOpoTauMAa KaapoB. Metos GOpPMEABHO-HOMEHKASTYPHOMD NPOXOXAEHKHA
KAKJUEELIX ADAKHOCTER DYKOBDAWMTEAAMM PAZAMUHLIX YDOBHER YNPaBAEHUA A
YCKOPEHWA CBOEra cAyeOHO-NPpopEccHoHansHore pocta. o9 3TomM NpoHCKoAMT
BO3BPaLUEHWE B NPEXHIOW OPraHK3aLlig WAK OPraH YNpasAeHHsA, Ho Ha Doree
BhLICOKYH AOAKHOGTD,

B

KyayapHuid nogbop kagpoe. Metos nopfopa KaapoB © NOMOLLBK 38KYAMCHBIX
CABNDK, MaxHHaUMA B 0BX0A YCTAHOBABHHOID NOPAAKE Ha3HaYeHWA ADAKHOCT-
HbIX AMLL B FOCANNapare v PasaMyHbIX 0PraHMaaUmay; CKpoIT 0T 0OWEeCTBEHHOCTH
M COBEPIUSETCA MPYNNOR 3aMHTERECOBAHHEBIX BAUATEARHLIX AMLL C LIEABH NPOBE-
ABHHA HYKHBIX AWIAEA HA COOTBETCTBYHILME ADMKHOCTH.

3akoH o Gaukporctee. DepepanbHEIf 33KOH, KOTOPLIA MO3BOAAET AKAAM
HAKM DAPMEN, HCNBITEIBAKOWMM HDE3ELIMARHBIE DUHAHCOBDLIE TPYAHOCTA W HE-
cnocofHeIM BeINOAHWTE CBOM (QWHAHCOBLIE 00A3aTEALCTBA, CNMCATE MAM pe-
CTRYKTYPHUPOBATE CBOMW ADATH.
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Behavior. Inherent in living things purpose-oriented interact with the envi-
ronment, mediated by their external (motor) and internal (mental) activity.
Described in terms of activities, actions, operations, actions, dialogue,
movement, reaction, etc.

Behavior modification. This is the systematic application of scientific principles
of learning to change behavior on a person-by-person or case-by-case basis.
Individuals may seek the services of a qualified behavior modifier to change
behaviors they personally consider dysfunctional and beyond their own ability
to control without professional assistance.

Behavioral-based interview. Interview technigue that focuses on acandidate’s
past experiences, behaviors, knowledge, skills and abilities by asking the
candidate to provide specific examples of when he or she has demonstrated
certain behaviors or skills as a means of predicting future behavior and
performance.

Behavioral competence. The behavior of the employee which is the subject of
measurement and appraisal in terms of whether or not the behaviors shown by
an employee are those identified by job analysis/competency profiling as those
contributing to team and/or organizational success,

Behavioral risk management. The process of analyzing and identifying workplace
behavioral issues and implementing programs, policies or services most suitable
for correcting or eliminating various employee behavioral problems.

Behaviorally anchored rating scale (BARS). The appraisal that requires raters
to listimportant dimensions of a particular job and collect information regarding
the critical behaviors that distinguish between successful and unsuccessful
performance. These critical behaviors are then categorized and appointed a
numerical value used as the basis for rating performance.

Benchmarking. The method of evaluation and monitoring activities, including
evaluating the effectiveness of the management staff. Benchmarking is aimed
to identifying possible ways of improving the organization of its own methods,
technologies, standards when compared with the practice of staffing services of
other organizations (direct competitors), which show the highest efficiency, learning
their methods of work and implementation of the best practices in its own terms.
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NMoeeaenne. [IpyCyllee HMBLIM CYLLECTEAM UEAEODMEHTHMPOBAHHOE B3aW-
MOASHCTEBME C OKPYRAKWEA Cpesol, ONOCPeADBaHHOE MX BHELWHERN (ABWra-
TEALHOW) W BHYTPEHHER (NCMXWUSCHORN) aKTHEHOCTEH. ONUCEIBAETCA Uepeas AeA-
TEALHOCTD, AEACTBMA, ONEPaLMK, NOCTYNKK, 0BLLEHHE, ABMKEHWA, PEaKLWK 1 1.0,

MoaHpHKALMA NOBEAEHMA. IT0 CUCTEMATHYECKOE MNPUMEHEHHE HAYYHBIX
NPUHUMNOE O0yUEHMA © UEABHD MAMEHMWTE MEXAWUHOCTHOE MAKM POAEEOE MNOBE-
AEHWE. NOAW MOFYT BOCNOAbIOBATLEH YCAYTAMMW KOMMBTEHTHOrD CNeLWanmMeTa,
UToGEI M3MEHWUTE NOBEASHWE, KOTOPOE OHW CUMTAT HE3MGEKTHEHEIM, W HE MO-
YT KOHTPOAMDOBATE CAMOCTOATEARHO Be3 NPODGeCCHOHAALHON NOANSDMKN.

MHTEPEBLIO ¢ AHAAM3OM MOBEAEHHA YeN0BeKA. TeXHWKa WHTEPELIO, KOHUEH-
TPMPYHLWAAGCA Ha NPOLWAOM ONbITE KAHAMAATA, €ro NOBEAEHWH, 3HAHWAX, HABbI-
Kax W cnocobHocTax, TpedyeT oT KaHAMARTE NPHBEABHWA NPUMEPOR TOTO, KOMAS
OH MAM OHA NPOAEMOHCTOHDOBAAK ONPEAEAEHHEIE CTHAH NOBSAEHHA MAM HABLI-
kM. NosBoaReT npeanosarats Byayllee noBeAeHHE KaHAMAATE M 3D PEKTMBHOCTL
ero paboThl.

MoeeaeHuecKan KOMNETEHTHOCTE. [loBeaeHMe paboTHUKE, KOTOPOE ABARETCH
NPEAMETOM WEMEPEHHA W OUEHKM C TOUKH 3PEHWA TOTO, MAEHTUGHLIMPYETCA AM
ero MoBEeAEHME NPW adaimze paboTel / Ha NpodMAE KOMNETEHTHOCTH B Kade-
CTBE NOBEAEHWA, KOTOpoE cnocodcTByeT 0BLEAMHEHHID B KOMaHAY M/ WAK Opra-
HW3ALMOHHOMY YCNEXY.

¥npaeAeHHE NOBEAEHYECKHMH PHCKAMK. [POLECE aHAAM3E W BhIABAEHWA NoBE-
AEHYECKHX I'IﬂUﬁhE‘M Ha [JEIf!CI'-lEM MECTE W BHEAPEHHWE NPOrpamMm, NOAMTHKH MAM
cayb, Hauboree NOAXOAALIWK ANA KOPPEKTHPOBKM 3THX MPOGASM UAW HMX PELLEHKA.

LWkaAa oueHUBAHHA, ONpeAeAEHHAA NoBeAeHHeM. DUsHUBRaHKHE, Tpebylolles
OT OLEHLUMKA (3KCNepTa) NepeuHcABHUA BaXHLIX 0coBEHHOCTER onpeaeAEHHON
pabotel W cBOPa HHPOPMALMK O KPHTHHECKOM NOBEASHHK, Pa3rPaHUYMBAD-
MM YCMELIHYID M HEYAGYHYID paboTy. 3TOMY KRUTHYECKOMY NOBEAEHHID 3aTEM
NPMCEAMEANTCA KATETOPMA M YMCASHHOE 3HAYSHME, WCTIOALIYHOLLMECH Kak
OCHOBA AAA DNPEAEAEHWA CAYKEBHOMO peRTHHTA.

BeHumapkuHr. MeTog OUEHKM W KOHTPOAS AEATEALHOCTH, B TOM YMCAE OLEHKH
SPHEKTHBHOCTH ABATEABHOCTH NO YNPaBASHWID NEpcoHarom. MeToa HanpasaeH
Ha BLIABAEHME OPraHMIaUMeR BOZMOKHEIX CNocoboR COREPIIEHCTROBEHHA e
COBCTBEHHBIX METOADE, TEXHOAOTHH, CTAHAAPTOE NPpW CPABHEHHKM C NPaKTHKOR
pPaboThl KAADOBLIX CAYKE ADYTHMX OPraHH3aLMi (NPAMBIX KOHKYPEHTOR), KOTOPLIE
NOKE3IBIBAINT HAWBEICLUYIO 3QQEKTHBHOCTE, 0ByHeHWe 1y MeToaaM paboTel M pe-
aAM3aLUIMH NEREADBRIX METOACE B COBCTBEHHBIX YCAQBHAX.
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Benchmarks. The standards used as a basis for comparison or measure-
ment.

Best practices. Defined in a variety of ways, but typically refers to the practices
of an organization that enables them to achieve superior organizational
performance results.

Bias. Any systematic deviation of an estimate given by a statistical method
from the true value the estimate is meant to represent is called bias. Bias can
take many forms.

Bidding. The practice of posting all job openings internally so that current
employees may be allowed the opportunity to apply for vacant positions prior to
the employer seeking gualified candidates through other external recruitment
measures.

«Big five» model. Theory according to which there are five generic parameters
of personality, giving answers to basic guestions: What is more oriented
towards people: on their own inner world or outer world? Benevolent it or not?
Conscious or reckless? Emotionally stable or unstable? Intelligent or not?

Biodata. There are many selection situations where the ratio of candidates to
posts available is so high that many have to be screened out on the basis of
bicgraphical data contained in the application form. Biodata offersan alternative
method of dealing with biographical data which is both economical in time and
objective in terms of the method used to evaluate the infarmation.

Blended workforce. It is comprised of permanent full-time, part-time, temporary
employees and independent contractors.

Blind ad. Job advertisement placed in a newspaper, trade journal/publication,
magazine or Internet job board that contains no identifying information about
the employer placing the ad.

Bonus plan. Incentive pay plan which awards employees compensation, in

addition to their base salary, for achieving individual or group performance
and productivity goals.
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OTMETKH YyPOBHA. CTAHAZPTHI, MCMOAL3YEMBIE B KAYECTEE OCHOBEl AAF CPaBHE-
HHA HAM M3MEPEHMA.

Ayuwme metoabl. MMEKT MHOKECTED ONPEASASHMIA, HO, KAk npaswno, obo-
FHAYAKT METOALI, KOTOPBIE NO3BOARHT OPTaHW3ALMK ADCTHIETE NPEBOCKOAHEIX
pesyALTaToB.

OTkaoHEHKWE. NMoB0E CHCTEMETHYECKOE OTKADHEHHE OUSHKMW, NOAYYEHHON CTa-
TUCTHUECKMM METOADM, OT MCTHHHOTD £ 3HaueHWA. OTKAOHEHWE MOXET NPHMHM-
METh MHOKECTED DAIAHYHBIX dopnM.

MpeproxeHue. NMpaKtMKa BHYTPEHHERD OOLABAEHKMA BCEX OTHDBITHIX BAKAHCHA,
UTobkl MMeWMenn paboTHHKM MMEAW BOZMOXHOCTE YY3CTBORETE B KOHKypCE
AO TOFO, Kak paboToAaTEAb HAYHET WCKATL KBanMdMUMPOBAHHBLIX KaHAMAATOB
BHE QRraHW3auUmH,

Moaenk «Boasllan nATepKar. TEOPHA, COMACHD KOTOPOR CYLLECTBYHIT NATE YHK-
BEPCAALHEIX NADAMETPOB AUYHOCTH, ARIOWMX OTBETEI HE OCHOBHBIE BONPOCH!:
Ha uto B BOABLIEH CTENEHW OPHMEHTHPOBAH YEADBEK. HA CBOM COBCTREHHEIA
BHYTREHHMA MR MAW MHD BHEWHWAT AobBpoxenaressH od man HeT? Cosnarenk-
HEIA WA BE30TBETCTEEHHBIRT IMOLMOHANEHT YCTORYME WAM HEYCTORUME? YMeH
MAKM HE OYEHLT

BuorpaguueckHe CBEAEHHA. Bo MHOMMX cuTyaumnax npodotopa KOHKYPC KaH-
AMAATOE HE ADCTYNHEIE ADAKHOCTH CTOAL BEAMK, UTO MHOTHE MOryT Brims oTobpa-
Hbl AMLWB HE OCHOBE Qakios Buorpaduu KaHAMASTE, COAEDMKALLMACH B aHKETE,
Buorpaduueckie CBEASHWA - ankTEPHATMBHBIR MeToa paboTel ¢ dakTamu Guo-
rpad i, KOTOPEIA IKOHOMKT Bpema M O0LEKTHEEH C TOYKK 3PEHMA METOAS, MC-
NOALIYEMOro AMA OLUEHKK MHBODME LMK,

CmewaHHana pabouan cuaa. CocToMT M3 paboTHMKOB C NOAHOH W Y3CTHYHOR
3AHATOCTLIY, BREMEHHbBIX PABOTHMKOB W HE3ABUCHMbIX NOADAAYHKOB.

AHoHuMHAA pexaama. OfwrBreHMe 0 paboTe B rasere, KyDHAAE, WHTEPHETE

B3 yKazaHWA PEKBWIHTOR paboTopaTend, pasmecTrrilero ofbABAEHHE,

MoaowEeHHEe 0 NPEMUPOEAHMH. NOKYMEHT, 0BECNEYHMBAIIWMA BOIHATDAKAE-
HWe pabOTHWKOE B AQNOAHEHME K WX TAPUPHOA CTABKE, ANA TOMD YToDkElI NOBLI-
CUTE TRYADBYHY MOTHBELUMED COTPYAHMKE MAW KOAAEKTHBE.
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Bounded rationality. Classical economic theories of management assume
that decision makers make choices in completely rational ways, selecting the
best alternative to achieve optimal outcomes. They assume a complete set
of alternative solutions is readily available to the decision maker, who has
full knowledge of the conseguences of each. The choice is arrived at after a
thorough evaluation of each alternative against explicit criteria.

Boundedly rational decision. Satisfactory solution, «enoughs right in the
conditions and under the circumstances.

Features limited rational decision:

-compliancewiththevaluesofthe participantsofdecision makingand execution;
- determined by the dynamics of the present situation, where a decision must
be taken quickly under time pressure;

- decision-making process is minimized, or drop some of the steps ocour un-
noticed;

- can be beneficial to individuals and beneficial or disadvantageous to an
arganization.

Brainstorming. The brainstorming technigue is an informal technigue or tool
for group decision making. Group participants informally generate as many
ideas, regardless of their apparent practicality or even relevance, as possible,
without evaluation by others.

Branding. The process of identifying and differentiating an organization's
products, processes or services from another organization by giving it a name,
phrase or other mark.

Buddysystem. The form of employee orientation whereby a newly hired employee
is assigned to another employee (typically within the same department) who
shows the new employee the ropes, introduces him or her to coworkers, gives
personal assistance and answers guestions on an as-needed basis.

Budget. Numerical summary of organization’s available resources and how
those resources are to be allocated based on anticipated future expenditures
for various items, such as equipment, training and development programs,
benefits, implementing new processes or services, efc.
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OrpaHHuyeHHaa pauMOHANBHOCTL (MPH NPUHATHH pewelua). Kaaccuueckue
IKOHOMUHECKME TEOPHK YNPABAEHWA NPEANOASTaKIT, YT0 YEADBEK (PYKOBOAMK-
TEAL) CTREMUTCA MPMHUMAETE 3BCOAMKTHO PALMOHAALHEIE PELUIEHHA AAA AOCTM-
KEHHA ONTUMAALHBIX PE3yAbTATOB. lMpeAnoAaraeTcs, YTo YEeN0BEK BABAEET HEe-
CHOABKMMK NYTAMK PELUEHWA NPoOAeMEl M BRIBMPEET HaWBOoAEE ONTMMANLHEIH,
0BAEAER NOAHBIM 3HAHWENM NOCABACTBMIA KaKADIO peweHna. Boibop pocturaer-
CA NOCAE TIWATEALHOR OUEHKM KaMAOH aAETEDHATMERI C NOMOLIEH ACHEIX KPW-
TEPUEB.

OrpaHHYeHHO PAUMOHANBHOE PEWEHHE. YADBABTBOPDHTEABHOE PELWLEHWE, “AD-
CTaTOUYHO* NPABMALEHOE B ASHHEIX YCADBMAX M MPKM ASHHEIX 0BCTOATEALCTEEX,
OcobeHHOCTH OrPaHUYEHHD PALMOHAABHOMD PELLIEHKWA:

- COOTEETCTEWE C LEHHOCTAMM YYACTHUKOE NPUHATHA M MCNOAHEHKWA PELUEHUWA;
- ONPEABARETCR AMHAMMKON COBPEMEHHON 0BCTAHOBKK, KOrAa peLleHHe Npu-
XOAMTCA NPHHUMETE BBICTRO, B YCAQEHAX ASQHUNMTE BPEMEHH;

- NPOULECE NPUHATHA PEWEHHWA CBOAMTCR K MHHMMYMY, AW OTKa3 OT PRAA LWa-
FOB NPOWCKOAWMT HEZEMETHD,

— MOKET ObITh BLITOAHBIM AAR OTABABHBLIX AMLL W BBITOAHO WAM HEBLITOAHO Opra-
HUZALMI,

Mozroeoi WTypmM. MPYNNoECci MeTop PELUEHHA CADKHEIX NPOBAEM WAM MHCTPY-
MEHT AAH MPUHATHA TPYINCBOMO PelWeHHs. YYaCTHHEH TPynnel HedopMaibHO
reHEpUPYIOT Kak MoxHO Goablue MASH, He 3a0oTAck 0 MX OUEBMAHOCTA MAM
YMECTHOCTH, BE3 WX OLUEHKK ADYTHMMH.

Bpenaudr. lMNpouecc MASHTHOUMEAUMK W aUpdepeHUMaUMK NROAYKTOB, NDo-
UeCCOB M YCAYT OAHOW OPraHu3alUMi oT APYIoW NOCPEACTEOM NMPUCBOEHUA WM
HAZBAHMA MAK ADYIOH OTMETKM,

HacragHuuecteo. Dopma obyyerHus HOBOMO paboTHHKA, NPH KOTOPOH HOBMYKE
NPHKPENAAKT K ARYToMy paboTHMKY (KaKk NPaBuAD B NPEASA3X TOMD ¥e camorg
OTAEAA), KOTOPGLIR BBOAMT HOBOMD PADOTHUKE B KYPC ABAA, NPEACTABARET €10 COo-
TOYAHWKEM, 0BeCNeUUBaET AMYHYHD NOMOLLL W OTEEYAET HA £ro BONPOCHL.

Brogmer. HucaeHHaA CyMMa MMEKLLMACA PECYDCOE B OPraHH3aUMH pecypeos 1
ONUCAHME TOTD, KAK 3TH DECYPCHl ADAKHE BbITh MCNOALSOBaHKEI B GyayLLEM, Ha-
NPUMER, NPY PACcKoAaX Ha 0DOPYADBAHME, DOYYEHKME W NPOrPaMMEl DAIBMTHA,
ABFOTHI, BHEAPEHWE HOBLIX NPOLECCOB MAK CAy#E.

23



Bureaucracy. This widely used concept has a variety of meanings, some
positive, some less so. The sociologist M.Weber thought bureaucracy synon-
ymous with rational organization: bureaucracies embodied the ideals of ra-
tienal-legal authority such that all but policy decisions are based on rules,

Burnout. The definition of the concept was implicit in the three factors:
emotional exhaustion; depersonalization of feelings toward clients; and re-
duced personal accomplishment in helping clients. Burnout was originally
conceived to be the result of job stress, particularly arising from caring for
other people. Questions were soon raised as to whether burnout was different
from job stress. More recently, it has been asked how it differs from depression
and negative affectivity, as empirical studies have shown that the emaotional
exhaustion scale correlates moderately strongly with these constructs.

Business appraisal of a personnel. Focused process of establishing the
respective abilities, motivations and other qualitative characteristics of
personnel to the requirements of the position or workplace.

Business game. This set of exercise is simulating work situations.

Business plan. The document that provides relevant information about a
company by outlining items such as the company's business description,
market or industry, management, competitors, future prospects and growth
potential, etc.

Business processes modeling. Activities to establish the model of an
organization, including a description of not only the business processes (ac-
cording with 150 standards, it is primarily the product realization processes:
processes associated with customers, design and development, procurement,
production and maintenance), but (according with the process approach)
an indication of links between them that allows you to analyze and evaluate
the ongoing activities of the company in relation to the requirements for its
operations, management, efficiency, outcomes and customers' satisfaction.
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BropokpaTtHA. 373 WHPOKO MCNOALIYEMEA KOHUEMNUMA MMEET MHOXECTED 3HE-
venui. Couwonor M. Bebep paccmarpuwsan DWOPOKPETHID KaK CHHOHWM pa-
UMOHAABHOM OpPraHM3aurn: NPpHUHUKMNGE Bopokpati obbepMHUAK MASSAB Da-
UHOHAABHOM W ASTAABHOW BAACTH TAK, YTOD BCE, KPOME NOAHMTHHECKHY DELEHKH,
QCHOBAHD Ha NPaBHAEX.

NMpodeccHoHansHoe BbiropaHue. ONpepSieHME ASHHOMD NOHATMA KacaeTtcs
TpéX PAKTOPOB: IMOLUMOHAABHOMD WCTOWEHWA, PABHOAYLLHOMD OTHOLWEHWA K
KAMEHTAM, CHHHEHHWA HC}TpeﬂHQCTH B AMUHBIX ADCTHMEHMAX, H3HEI'-IE.|“.I:|HCI CYTGE-
ADCh, YTO BLIFOPAHWE ABARETCH PE3YALTATOM NOGTORHHOMD cTpecca Ha pabore,
ocoBEHHD B CBA3W C 380070l 0 AHARK. 3aTenM BO3HMK BONPOC, OTAMYAETCH AM
BbifOpaHue of cTpecca Ha pabote. MNoake BbIAD YCTAHOBAEBHO, YTO BbIrOpaHMe
TECHD CBA33HO C ASNPECCHENR W HETSTHEHBIMU IMOLMAMM, NOCKOALKY IMIMHMPHK-
HECKHME MCCABADBAHKMA NOKAZAAKM, YTO 3IMOUMOHAABHOE MCTOLWEHKWE KOPPENH Y-
T ¢ YKA3aHHEIMK daxTopamm.

Menoean oueHka nepcolana. LleneHanpaeneHHeIH NPOLECT YCTEHOBAEHWA CO-
OTBETCTBMSA CNOCOBHOCTEN, MOTMBALIMM M APYTHX KSYECTBEHHLIX XapaKTePHCTHK
nepcoHana TpeBOBaHWAM ADAXHOCTH AW paBodero MecTa.

AenoBan wrpa. COBOKYNHOCTh YNPEXHEHWA, MOASAMPYIOWER padodue cu-
TYaLMH,

BuaHec-nAaH. AOKYMEHRT, KOTOPLIA COASPHHT DCHOBHYHY MHGOPMBLMIO O KOMNE-
HHUH, 00pHCOBLIBAA B 0BLWMK YEPTaX TAKHE NOADKEHWA, KAK ONUCAHWME ABATEAL-
HOCTH KOMMEHWK, PhIHKE MAKM NPOMBILUASHHOCTH, MEHEAKMEHTS, ASATEALHOCTH
KOHKYDEHTOE, BYAYLLMX NEPCNEKTHE W CNOCOBHOCTH K POCTY U T.A,

MoaearnpoeaHHe GuaHec-npoueccoB. AeATEABHOCTE NO GOPMUPOBAHHID MO-
ABAM OPFaHM3AUMK, BEAIOYAKILLER ONMCAHWE HE TOABKO BH3IHEeC-NPOLeCCos (No
cTaHaaptam MCO, ato, npexae BCEro, NPOUSCChl MWUIHEHHOMD UMKAZ NPOAYH-
LMK NPOLECCE, CBAZEHHLIE C NOTREOMTEARMM; NPOEKTMPOBAHWE W pa3paboTha;
AKYNKH, NPOMIBOACTES W OBCAYHMEAHKME), HO M (B COOTBETCTEMM C NPOLECCHLIM
NOAXOAOM) YKAZAHWE CBAZEH MEXAY HWMW, 4TO NOIBOARET AHAAMIMPOBATL W
OUEHWEATL TEKYLLYHD ABATEABHOCTE MPEANPHATHA N0 OTHOWEHWH K TpebfoBaHu-
AN, NPEABHBAREMbBIM K erd GYHKUMOHMPOBAHKKD, YNIPABAEHHIO, 3DbEKTHBHOCTH,
KOHEYHEIM PEZYARTATAM AEATEABHOCTH M CTEMEHM YAOBAETEOPEHHOCTH KAMEHTA.,



C

Cafeteria plan. The plan in which an employer offers employees a variety of
different benefits (for example, no more than three). The employee is able to
choose which benefits would fit their individual needs,

Career. The result of conscious attitudes and human behavior in work related
to official or professional growth, progressive advancement of personality in
any sphere of activity, changes in skills, abilities, gualifying opportunities and
remuneration-related activities, progress on the selected way activity, achieving
fame, glory, and enrichment.

Career anchor (by E. Scheln). It is an individual's occupational self-concept,
composed of his or her self-perceived talents and abilities, motives and needs,
and attitudes and values. Individuals discover their career anchors over time
through personal work experiences in real-life settings.

Career centre. Service (subunit) set up within an erganization to be used for
the purpose of providing outplacement counseling and job placement services
to displaced workers,

Career counseling. Guiding individuals through the career planning and
career decision-making process by helping them to make informed decisions
regarding educational and occupational choices, as well as providing resources
needed to further developing job search and placement skills.

Career development. The process by which individuals establish their current
and future career objectives and assess their existing skills, knowledge or
experience levels and implement an appropriate course of action to attain their
desired career objectives,

Career ladder (line of progression). The progression of jobs in an organization's

specific occupational fields ranked from highest to lowest based on level of
responsibility and pay.
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MpuHumn Kadetepua. NPHHUMN NPEACCTABASHMA DA3AWYHEIX ABMOT, NPH KO-
Topon pafioropatese npeararaet pabotHuKanm Beibpare ONPEABAEHHOE KOAM-
4eCcTBOD (HanpWMep, He GoAbLIE TPER) ABIOT, KOTOPLIE CODTBETCTEYHOT €ro AWY-
HbI NOTPEBHOCTAM.

Kapbepa. PesyabTat 0CO3HAHHOM NO3HUMKM W NOBEABHWA YeADBEKa B obracTu
TEYADEOH ASATEABHOCTH, CBA3AHHGLIA C ACARHOCTHEIM WAK NPOdeccHOHaALHBIM
POCTOM; NOCTYNATEARHOE NPOABHKEHHE AMMHOCTH B KakoW-Anbo chepe sentens-
HOCTH; M3MEHEHHE HaBbIKOE, CI'IUCOf]HﬂCTEH. KBAAMPHKEUWOHHEX BOIMOEHO-
CTEH M DA3MEPOE BOIHAIDAKAEHHWA; NPOrpect B BblOPaHHOR 0BAaCTH ABATEAD-
HOCTH, ADCTMMEHWE MIBECTHOCTH, CAZELI, 0DOoraweHms,

Axkope Kapeepbl (no 3. WedHy). 310 AMYHOCTHAA NpodeccHoHansHan
H-HOHLI,EI‘II.I,HH YeaoBeKa, COCTaBAEHHAR M3 ero CamoBOoClpUHHMMaeMbIX TandH-
TOE W cNocoBHOCTER, MOTHEDE M NOTREBHOCTER, STTHMTHOACE M LEHHOCTER, AHAM
OTKDBIBAIOT CEBOM AKOPA B TEYEHWE ADAMOMO BPEMEHM YEPEes3 AMYHLIN OnbIT pa-
G0TEl B pEafbHBIX YCADBHAK.

Uentp npodopuentaumm. Chyxba (noppasaeneHue), co3paHHan B Npeasiax
OpralM3aUmK ¢ UeAbID oBecnedeHs NoOMoLM B TPYAOYCTPONCTBE M OKa3aHHMA
YCAYT NepemMeaemelin paboTHHMKAaM NPK ONPEAEAEHWH HE ADAKHOCTE,

KoHCyALTaLMA Mo Kapbepe. KOHCYASTHDOBaHWE paboTHUKOE NOCPEeACTEOM
NASHHPOBAEHKA H NPOUECCa NPHHATHA PELWEHWH, KACaWMXCH MX KapbEpbl, ANA
NOMOLLM B NEMHATHY 0B0CHOBaHHEIX PELWEHMA OTHOCHTEABHD 0Bpa30BaTEABHO-
ro W NpodeccHoHarsHOM0 Belfopa, a tTakke obecneveHus pecypcamu, Heob-
XOAMMEIMM AAR ABABHERLIEND PAIEWTHA HABLIKOE NOMCKE paboTel M ABAOBGIX
KauecTe.

KapbepHbii pocT (paseTHe Kapbepbl). [pouscc, NOCDEAGTBOM KOTOROMO
AKIAM YCTEHABAMEADT CBOM TEKyWME W OyaYIWLME KapbepHble LUEeAW, OUEHHWEAKT
MMeWHecH HaBblIkH, 3HaHHWA WAM ONBIT W BhlﬂaﬁaTbIEaI{JI CGGTBETCTE!}’I-OLLI.HH
NAZH AERCTEMIA AAA AOCTHKEHWA MEASEMBIX KapbePHBIX LEAEA,

KapbepHaa nectHuua. OcHOBaHHAA Ha YPOBHE OTBETCTEEHHOCTH M ONAATE He-

papxMa paboymy MECT B ONpeseABHHLIX NpodeccHoHankHbix 0BAACTAX ODraHM-
3aUWM, OT CAMOT0 HWIKOro YpoBEHA AD CEMOMND BRICOKOIO,
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Career mobility. The propensity to make several career changes during an
individual's lifetime instead of committing to a long-term career within a
specific occupational field.

Career path. The progression of jobs in an organization's specific occupational
fields ranked from lowest to highest in the hierarchal structure.

Career planning. The process of establishing career objectives and de-
termining appropriate educational and developmental programs to further
develop the skills required to achieve short- or long-term career objectives.

Career vectors. Options for the design and career development. Vertical vector -
rise fo a higher level of structural hierarchy. Horizontal vector - fo move in
other functional areas of activity, extension or complication of the tasks within
the occupied level in the hierarchy of the organization. Parallel vector - work
in several organizations at the same time to meet the needs of the highest
order. Centripetal vector - the movement to the nucleus, the leadership of the
organization, access to informal sources of information confidential treatment,
implementation of some important management commitments.

Careergramme. Graphic description of what should happen or is happening to
people at different stages of career.

Case studies (case-study). Specific situation, for which each of the employees
after a certain time to study it, must offer a certain number of behaviors.

Centre for evaluation of staff. Specialized organization or the unit of
management personnel service performing the selection or evaluation of
the staff, which generally involves the evaluation (appraisal) of the staff (As-
sessment Centre) and identify the strengths and weaknesses of the staff
(Development centre).

Centre for staff development (Development centre). Unit of personnel
management service, which aims to increase the efficiency of process of
employees’ development through the identification of their strengths and
weaknesses.
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KapbepHaAa NMOABWMHOCTb. CHADHHOCTE K HECKOABKMM MIMEHEHWAM B Ka-
phepe B TEYEHHE XHU3HK BMECTO ADATOCPOYHOH Kapbepkl B ONPEASASHHOR NPo-
hecCHOHaNLHDR oBAaCTH.

KapbepHbid nyTb. [poasuxedue no pafiote B onpeAeAEHHLIX NpodeccHo-
HAAEHBIX OBASCTAX OPraHMaaUMM OT CAMOID HMIKOMD AD CAMOID BeICOKDIO YPOB-
HA B MepapXHUecKOi CTRYKTYpe.

Maanupoeanue Kapeepbl. [TpoUSce YOTAHOBASHHUA KaPLEPHLIX UEASH M onpe-
ABAEHWA CODTBETCTEYIOWMY 00pa30BaTeAbHbIX W Pa3BHBAIOLLMY NPOTPaMM AAR
ABABHEWLUETD PA3BMTHA HEBLIKOE, HEOOXDAMMEIX ANA AOCTMHEHWA KPaTHOBDE-
MEHHBIX HAM AOATOCDOYHBIX KAPLEPHLIX LeAei,

BekTopbl pA3BHTHA Kapbepbl. BAPHAHTE NOCTROEHMA W DA3BWMTHA KApPbEpbI,
BepTMhankHoH BEKTOP - NOABEM Ha BOAEE BLICOKYHD CTYNEHL CTRYKTYDHOM Me-
papxvi. MOPUIOHTANLHONW BEKTOD - NEPEMELLEHME B APYTYH dYHKUWOHAABHYID
0BAaCTE AEATEABHOCTH, PACIUMDEHWME MAM YCADKHEHWE 38484 B PaMKax 3aHM-
MEEMOro yPoBHA B MEpapxvi opradusaumi. NapaniessHolli Bektop - pabora
B HECKOABKWX OPraHW3aUMAY OAHOBPEMEHHD AAR YADBAETEODEHWA NoTpebHo-
CTEH Bhicwero nopaaka. LenTpocTpemMuTencHON BEKTOD - ABMXEHHE K HAPY,
PYKOBOACTBY OpraHWi3aumu, NoAyYEHHE ADCTYNA K HedopMankHEIM WCTOYHKMHKAM
MHOOPMAELMIA, ADBEDUTEABHBIE 00PALLEHMA, BhINOAHEHWE OTAEABHBIX BAKHBIX
NOPYUEHWH PYKOBOACTES.

Kapbeporpamma. lpaduueckoe naobpaxeHue TOro, HTO AOAKHO NPOMCXOAWTS
MAK NMPOKMCXOAMT G ADABMK HE DaIAMYHEIX ATANAX KADbE DB

AHaAM3 KOHKPETHBIX CHTYaUMH (Kenc-cTaaM). KOHKDETHAR CUTYALMA, ANH KOTOPOR
KAMALIA U2 PAOOTHMKOE NOCAE WCTEUEHMA DNPEASAEHHOID EPEMEHH HA 88 uayue-
HME, AOAKEH NPEAADKHTE ONPEASAEHHOE KOAMYECTED BAPHAHTOB NOBEASHMA.

UenTp oueHEW nepcoHana. Cneurasm3rpoBaHHan OpradM3auna WA Noapas-
ABAEHWE CAYHOR YNPEBAEHMA NEPCOHANDM, BEINOAHADLWKME 0TOOD MAM ABADEYHD
OUEHKY NepcoHana, 0bbIYHD BRAKYAIWAR B cebn OUeHKY (aTTECTALMIO) COTDYA-
HUKOE (ACCECCMEHT-LEHTR) W BRIABABHHME CHMABHBIX M CASDLIX CTOPOH COTRYAHMK-
KoB (LeHTp paseuTya).

Uentp pa3BuTHA nepcoHana {Development centre). NoapaspenerHne cays-
Bkl yIpaBAEHWA MNERCOHAAOM, UESALH) KOTODOR ABAAETCA NOBLIWEHWE 3d-
DEKTHBHOCTH NPOLECCa PA3BMTHA PaboTHUKOE YEPEs BhIABASHME WX CHALHBIX
M caabbix CTOROH.
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CEO (the chief executive officer). CED is the executive who has overall
responsibility for the conduct and performance of an entire organization, not
just a subunit; senior executive officer of a company.

Change in personnel. Mecessary measure in quantitative or qualitative
mismatch availability of personnel and the need for it, realized in the form:
hiring of personnel, dismissal of staff and/or staff development.

Change management. The deliberate effort of an organization to anticipate
change and to manage its introduction, implementation, and conseguences.

Change techniques. Specific methods used to change organizations are
often referred to. The majority of the companies feels firm requirement for
selection of toolkit which will allow to project necessary changes in the organ-
ization. Depending on the type of change various methods are used, so a
number of methods for changing the organizational culture include: changes
in management style, re-roles, change in a focus of inhouse training. In an
ideal, such tool (2 method, technigues, way) should correspond to following
requirements: to form the purposes of system of business; to model interac-
tions between functional components; to reveal and display all interrelations
of type sreason-consequence-reasons; to model and test efficiency of offered
sdecisions-injectionss«; to identify obstacles to an embodiment of decisions; to
define ways of overcoming of obstacles; to create conditions for cooperation
in the course of carrying out of changes; to reduce or eliminate resistance
of employees to changes; to represent decisions in a format which is a
communication medium.

Character. The structure of stable, relatively permanent mental properties that
determine the particular attitudes and behaviors of the individual, for example,
the relationship of self, to surrounding people, activities and results.

Characteristic. Systematic oral or written summary of the most important
distinguishing properties and qualities of the person or group; and usually
include a statement of attitude to work and forms of communication.
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leHepanbHbIH AMpeKTop (AMpPEKTOPR-pAcNOPAAMTEAL). PYKOBOAMTEAR, ¥ KOTO-
pOro ecTh 0BLLEA OTEETCTEBEHHOCTD 38 NOBEAEHWE W PEIYALTATH BCER OpraHWaa-
UMM, 8 HE TOABKD OTASAEHOTD NOADSIASAEHHA, CTARLLMHA NO ADAMHOCTH UCNOAHK-
TEABHBIA COTPYAHHK KOMNaHWK,

Hamenenue nepconana. Heobxoamman mepa npv KOAMYECTBEHHOM MAW Kade-
CTEEHHOM HECOBNAAEHMM HAAWUMA MERCOHAAE W NOTREDHOCTH B HEM, peanM-
IYEMAA B BMAE NPHBABYEHWA NEPCOHANE, BLICBOBOMASHMA NEPCOHAAE W/ HAM
pA3BMTHA NEDRCOHANA.

YnpaenreHne WIMeHeHUAMM. [IpejHAMEPEHHOE YCUAME OPTraHW3auMd npu
OHMASHWHM MIMEHEHWA M NO YNPABAEHWIO WX BESABHWEM, BLINOAHEHHEM W NO-
CABACTEHAMM.

MeTtoasl HaMeHeHUA. ONpeasneHHEIE METOAL], YACTO WCNOALIYEMEIE AAA M3-
MEHEHMA OpraHM3aur. BOAbWKHCTED KOMNEHMA MCNBITHIBAET TBEPAYIO NOo-
TpebHoCTE B NoaDope MHCTRYMEHTARMWA, KOTOPRIA NO3E0AWT NPOEKTMPOESTE HE-
OOXOAMMBIE M3MEHEHWA B OpraHW3auui. B 3aBHCHMOCTH OT THNa M3MEHEHKRA
MCNOABIVIOTCA PAZAMYUHEIE METOALI, TAK, K UHCAY METOADE WAMEHEHWA ORraHK3a-
LUMOHHOR KYABTYPBI MOKHO OTHECTH: MAMEHEHKHE CTHAR YNPABASHWA, Nepenpodn-
AMPOBEHWE POAEH; MAMEHEHMWE HANPABAEHHOCTH BHYTPHGMPMEHHOMO 0ByUeHKA,
B maeane, TAKOR MHCTRYMEHT (METOA, TEXHH KA, CNocod) ADAKEH COOTEETCTEOBATE
creayraLMn TpeboeaHuAan: QOpPMHPOEaTE LEAM CHMCTEMBI BUMIHECE; MOAENMPO-
BaTh BIAHMOASHCTEMA MeXAy $YHKUWOHAABHEIMM KOMNOHEHTAMM, BLIABARATE
1 oToDpamaTs BCe B3aMMOCEAIN TUNE «NDUUHMHE-CASACTEME-TIPHUYMHEY, MOAEAK-
pOBATE M TECTHROBAaTL 3bDEXKTHBHOCTE NDEANDREHHBIX «PEWEHMA-WHBEKLMIA;
MASHTMPUUMPOBETE NPENATCTEMA K BONAQLLEHMID PEILEHMIH, ONPEAENATE MYTH
NPeoACAEHWA NDENRTCTEWA, COZAABETE YCAOBWA AAR COTRYAHWHECTEA B NpoUec-
CE NPoOBEASHWA MIMEHEHWIA, CHUXETE WAM YCTPAHATE CONPOTHBASHHME COTPYAHM-
KOB M3MEHEHWAM; NPEACTABAATE PEWEHWA B GOPMATE, KOTODBIA €CTh CPEAGTBO
KOMMYHHKa LMK,

Xapakrtep. CTpyKTypa CTORKMX, CPaBHWTEABHO NOCTOAHHBIX NCHXMUECKHA
CBOWCTE, ONPEABARIOWMY OCOOEHHOCTH OTHOWEHWA AWYHOCTH, HANQWMEpR, oT-
HOLIEHMA K camony cefe, K OKPYHaHLWIMM AKAAM, ABATEABHOCTH W 88 pEe3yAb-
Tatam.

XapakrepucTika. CHCTEMATHAIHPOBAHHOE YCTHOE MAM NHCBMEHHOE M3ADMEHKHE

HaubBores BaXHbLIX, OTAMUMTEALHBIX CBORCTE M KAYECTE AMYHOCTH HAK KOAREKTH-
Ba; 00BIYHO BKAKYAET MAAOKEHHE OTHOLWEHWA K TPYAY W dopman obleHus.
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Chiefs. Workers who perform management functions (administration), such as
planning, organizing, coordinating, promaoting, control.

Civil contract (contract offer, work contract), resembling employment
contracts. This is the agreement between two or more persons, aimed at the
creation, modification or termination of civil rights and obligations. Certain
types of civil law relations are similar in appearance to an employment
relationship. These are relationship arising from the work contract, paid
services, commissions, ete.

Classical theory of management. This set of views of the early stage of the
development of management, when realized the first attempts to formalize the
principles that could be recommended to the increasing class of professional
managers. The classical theory of management defined a rationality and an
arder (disposal, indication) in work through what is called the «one best way»,
the most logical division of a workforce, the corresponding structure in order
to link the actions, divided in this way (in a variety of activities and levels of
management), to determine the correct interval of a control to direct the
activity and the corresponding distribution of responsibilities between the
competent authorities. Specialized, subdivided labor, proper management,
coordination, and effective planning would insure effectiveness of the worker
and enterprise as a whole.

Coaching. One-to-one process between a manager and subordinate, a
consultant and chief, whereby the former will «traine the latter.

Codes of conduct (corporative codes of conduct). It is a formal document
that communicates the organizations standards of behavior. The most
frequently stated code purpose is the encouragement of ethical conduct in
the organization. To accomplish this purpose, codes take a variety of forms
ranging from short statements of values (sometimes called credos) to lengthier
specifications of rules and regulations in such areas as conflicts of interest and
customer/supplier relations.
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PywoBopuTear. FaboTHMKKM, BLINODAHAKILME OYHKUMK YNPEBASHMA (SAMM-
HUCTPHMPOBEHKWA]. HANPHUMED, NAGHWDOBAHKWE, OPraHW3auMi, KOOPAMHAUMID,
CTHMYAMPOBAHHE, KOHTROAL.

lpamaaHcKo-npasoBod Aorosop (Aorosop odepTel, AOroBOp noApAAa),
HMEIIWHA CXOACTBO C TPYAOBBIMKM AOTOBOPAMM. IT0 COMMEILEHHME ABYX MAM
Bonee AL, HANPABAEHHOE Ha BOZHWKHOBEHKWE, M3MEHEHME MAKW NPEKPALLEHWE
rpasAaHeKEK: Nnpas v obrzadHocTel, HEKOTOPBIE BUALI TPaXASHCKO-NPaBOBLIX
OTHOLIEHWA MMEHT BHELIHEE CXOACTEO C TRYADELIMM OTHOLIEHHWAMW. 3T0 OTHO-
WEHKWA, BOSHHKAKILLME NPH ADTOBODEX NOADAAS, BOSMESAHOID OKE3EHMA YEAYT,
NOPYUEHHA M AP,

KnhnaccHuecHan TEOPHA YNPaBAeHHWA. 370 COBOKYNHOCTE B3arAAADE paHHe-
ro 31ana pPassuiuA YyNPasAeHWA, KOMAE OCYILECTEBMAMCE NEPELIE NONBITEKM AAR
GOPMANMIALMK NPHHLUMNOE, KOTOPEIE MOMAK Bkl BEITE PEKOMEHADBRHEI YEEAM-
YHBAKIWLEMYCH KABCCY NPogecCcHOHanbHblX MEHEAREPoB. KAaacCcHYeckan Teo-
pUA ONPesefMAd PAEUMOHAABHOCTE W MPUKAZE (PACNOPAXEHWE, YKaZaHWME) B
pabote 4epes 10, 4T HAZbIBASTCH @ AMHCTBEHHBIM HAMAYHLLMM NYTEMs, HEMW-
fioree ACTMUHBIM pPa3ASieHUen paboyei CUALl, COOTEETCTEYHILLEN CTRYKTYPOHR,
AAR TOrO, 4Tobbl CBA3ATE ASNCTBMA, passenéHHble Takum obpasom (B yeAOBHAX
pazHoobpazua AEACTEMIA W YROBHER YNPaBAEHWA), ONPEAEAWTE NPaBWABHEIN
NPOMERYTOK KOHTPOAR AAA HENPaBAEHMA BKTMBHOCTHM W COOTBETCTBYROLLES
pacnpessAeHHe OTBETCTEEHHOCTH MEXAY YNOAHOMOUYEHHKIMK opraHamu, Cne-
UMaAM3MpOBEHHAR, noapaszaenéHHan paborta, HapAERalles PyKOBOACTBO, KO-
OpPAMHAUMA W 3DbEKTHEHOE NAAHMPOEaHWE Marak Bl obecneunTs 3ddeKTHE-
HOCTb ABATEABHOCTH PaboTHHKE, TakK M NPEANPHATHA B LEADM,

KoyuwHr. Mpouece BIaUMOAEHCTEMA «OAMH HE OAMH» MEXAY MEHEANEDOM M
NOAYHHEHHBIM, KOHCYABTEHTOM H PYKOBOAWTEAEM, NOCPEACTEOM KOTODOMO nep-
BhIi «0Byyae™ BTOPOrO.

Hopmel noBeAgHHA (KOPNOPATHBHBIE HOPMBI NOBEASHHMA). IT0 FOPMAaABHBLIF
ADKYMEHT, KOTOPEIA NEpeAaET OPraHM3aUMOoHHBIE CTAHASDTEI NOBEAEHHA. Hau-
Bonee 4acto GOPMYAMPYEMER LIEAL HOPM — NOAAEDHKKE ITHHECKOIO NOBEAEHWUA
B OpraH13aumMm. YTobbl AOCTHIHYTE 3TOH LEAM, HOPMEl NPWHHMEHT MHOXECTED
QOpM, OT KpaTKMx yTEEPHAEHWA LEHHOCTER (MHOME HasbiBAETCA Kpeao) po Bo-
AEE AMMHHEIX TRefoBaHWA NPEEWA W HOPM B TakMx 00ASCTAYN, KaK KOHEAMKTEI
MHTEPECOE M OTHOLWEHWA KAMEHTE,/ NOCTABLLM KA,
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Coefficient of individual contribution. This coefficient evaluating the individual
contribution made by the employee in achieved over a period of collective
results on the basis of comparing the achievements and shortcomings in the
work concerning the normative values of good work coefficient being equal to 1.

Coercion. The threat of an initiator control capabilities in order to achieve the
desired behavior from the recipient (denial of benefits, changes in living or
work conditions).

Cognitive dissonance. This is an element of attitude theory, which arises
when there is an inconsistency among an individual's attitudes, behaviors,
and/or values. Individual state, characterized by the collision in his mind the
contradictory knowledge, beliefs, behaviors with respect to some object or
phenomenon, in which the existence of one element implies the negation of
another, and the resulting mismatch feeling of psychological discomfort.

Collective. Highly developed group, characterized by the presence of common
activities, shared tools and industrial relations, connectivity at work, time,
rigidly fixed to the structure, the general will, epitomized by the head, common
goals, ideas, and common maoral standards, family relationships.

Collective decision-making. Panel discussion of the problem encountered, as
a result of which the group takes a certain solution, which consists of four main
phases: fact finding, its evaluation, find solutions and make a decision.

Companies hiring workers. Intermediary organizations operating orders of
organizations in need of professionals of specific skills and profile. For a fee,
these companies shall seek the necessary experts and offer candidates the
organization requesting the expert.

Compensation. Pay structures within an organization. It can be linked to
employee appraisal. Compensation is effectively managed if performance is
measured adequately.

Competence. Match the level of knowledge, skills and other gualities that are
owned by the employee, the requirements of his position.
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KTB (koaddHUWeHT TPYAOBOIO BEKAAAA) HAKW KTY (KoaddHUMHEHT TRYADEOTO
yuacTiA). KosddHUMEHT, OLEHHMBAMLLMIA MHAMBHAYAALHBIR BKASA paboTHHKE B
AODCTHIHYTLIE 38 ONPEABAEHHLIA Neproy peayaLTaTkl KOAABKTMBA Ha OCHOBE Co-
M3MEPEHWA ACCTMMEHMA W YNYLWEHWA B paboTe OTHOCWUTEABHO HOPMATMERHOMD
FHAYEHHWA KO3DDHUMEHTE KaYeCTEEHHOH paboThl, paBHOID eAMHMLUE,

MprHyKAEHHE, Y po38a NPUMEHEHMA HHMUWATOPOM KOHTROAMPYIOWKX BOIMOM-
HOCTER AAR TOTO, YTobbl AODWTRCA OT aapecara Tpedyemoro NoEejeHWA (ArLWe-
HWE ABMOT, MAMEHEHHE YCAOEWIA MMAHKW WaK padoTol).

KOrHMTHEHLIA AMCCOHAHC. 370 JABMEHT TEOPMM ATTUTIOADS, BOIHMKAET NpM
HaAWYWM HECOTAGCOBAHHOCTH CPEAM aTTWTHOADE WHAWBMAA, BMADE NMOBEAEHHA
W/WAK UgHHOCTER, COCTOAHKWE MHAWBHAR, XapaKTepu3yoLLEeecs CTOAKHOBEHHEM
B €ro COZHaHMK NPOTHEOPEUYMBLIX 3HAHWA, YOERAEHMA, NOBEABHYECKHX YCTA-
HOBOK OTHOCMTEALHO HEKOTOPOrD 0OLEKTA MAM ABASHWA, MPH KOTOPOM W3 Cy-
LECTEBOBAHUA OAHOTO IAEMEHTE BLITEKAET OTPMLIZHWE ADYIOTO, M CEA33HHOE C
ATHM HECOOTBETCTEHEM OLLYILEHWE NCHXOADTHYECKOrD AMCKOMBOpTA.

KoAreKTHE. BhicOKOPa3BWTaA FPYNNa, XapakTepu3yiollancs Haruukem obuled
AEATEAEHOCTH, OBLIMXY OpYAMA TRYAS W NDOM3E0ACTEEHHBIX OTHOLIEHWA W CBAZaH-
Haa MecToM paboThbl, BPEMEHEM, KECTKD 3aKPENAEHHON CTPYKTYPOR, 0BLLER BO-
AEH, BEIPAZHMTEAEM KOTOPOR ABAABTCH DYKOBOAMTEAR, OBILMMK LEAAMM, MBICAAMH,
MABAMM, M EAMHBIMU MOPEABHBIMK HOPMaMUK, BAH3KHUMMK B3aHMOOTHOLLEHHAMMN.

MpynnoBoe npuHATHE pelwenuid. pynnoeoe obcyxaeHHe UMerowercs npobae-
MEl, B PEIYALTATE KOTOROMS rpYNna NpMHUMMAaET ONPeASASHHOE pPELUIEHME, CO-
CTOALLEE W3 YeTbIPEX OCHOBHbIX ¢@a3: YCTAHOBAEHWE DaKToB, OLUeHKE (akTos,
MNOMCK PELUEHWA M NPHHATHE DELUEHMA.

dupmel no Haimy paboTHukob. [ocpepHWYECKME ODRraHW3aUMKM, BkINOA-
HAKLLME 3aKasbl OPraHu3aUMi, HyKAGIOLWKWACA B CNeLMasMcTax onpesenéHHoi
KEaAMDHKALMK M NPodUAA. 33 ONPEeASAEHHYID NASTY PUPMEI OCYLLECTBARKIT NO-
MGK HEOBXOAWMEIX CNELMAAMCTOR W NPEANAraT KaHAMASTOE OpraHW3aLMM, 3a-
Kazaelwen cneuMasmcTa (Ch. AYTCOpCHHT).

Komnencauma. CTpyKTYpEl ONASTEI BHYTPH ORPTaHW3aUMK, KOTOPLIE MOMYT BhiTk
CBA3AHLI ¢ OLeHKoR paboTHrka, KoMneHcaumen ynpasagor aghekTUBHO, BcAm
BEbINOAHEHHE SEAEHHH AAEKEGTHO WZMEDHAETCH.

KomneteHTHOCTE. COOTEBETCTEME YDOBHA 3HAHMWA, YMEHWH, HABHIKOE W ADYIMX
Ka4ecTs, KOTOPBIMKM BAaaeeT paboTHMK, TPEBOBAHWAM 3aHHMAEMON MM AONX-
HOCTH.



Competences. The ability to apply knowledge, skills and personal gualities
for success in a particular area; a dynamic combination of knowledge, skills,
abilities and values necessary for effective professional work.

Competence-based pay. Compensation system that recognizes employees for
the depth, breadth, and types of skills they obtain and apply in their work. Also
known as skill based and knowledge based pay.

Competence modeling. The set of descriptions that identify the skills,
knowledge, and behaviors needed to effectively perform in organizations.
Competence models assist in clarifying job and work expectations, maximizing
productivity, and aligning behavior with organizational strategy.

Compliance. This is the change in individual's publicly stated attitudes and
publicly observable behaviors which occurs under group pressure while the
individual privately maintains his/her initially held beliefs. Like conformity and
identification, compliance is a response to social influence. However, unlike
these other two responses, compliance reflects a major discontinuity between
the individual's public and private person.

Components of dynamic (psychological) processes in small groups. Group
pressure, decision making, peer learning, consolidation, management and
leadership, conflicts,

Computer modeling. Compuier models of organizations are symbolic
representations of organizations in executable computer code. Computer
models are helpful as a tool of analysis when the problem is too complex for
thought experiments; also, they can simulate experimental designs when the
domain resists real-life experiments.

Conditional release of the staff. Saving labor (reducing the need for it) as a
result of improved management systems, combining the professions, increase
the labor productivity and productivity of equipment, commissioning of new
facilities, increased specialization and expansion of co-production, to reduce
various losses of working time, changes in labor products, better utilization
of the fund of working time, better compliance with the workers of production
standards.
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KomneteHuHH. CnocofHOCTE NPHUMEHATE 3HAHMA, YMEHWA W AWYHOCTHBIE Ka-
HECTBE AAR VCMNELWHON ABATEALHOCTH B ONPEASAEHHOR OOASECTH, AMHEMWYHAHR
COBOKYNHOCTE 3HAHWA, YMEHWH, HABLIKOE, cnocoBHoCTEN, UeHHOCTEN, Heobxo-
AMMEA ANA 2P PEKTHBHON NPOPECCHOHENEHON ABRTEALHOCTH,

OnaaTa, OCHOBAHHAA HA KOMNETEHTHOCTH. CHCTEMA MATERPHANBHOMD NOOLLDE-
HWA, KOTOpaA UeHMT paloTHMKOR 3a rayDMHY, WMPOTY W TUNEl HABLIKOE, KOTO-
PbIX OHK AOCTHIAM W NPHMEHAIOT B cBoeiA pabote. TakKwe W3BECTHA KAaK OnAaTa,
OCHOBAHHAA HE HABLIKAX (IHAHMWAX).

MoasearMpoBEaHME KOMMETEHTHOCTH. Halop onucaHui, KOTOREIE MAEHTHMOMLM-
PYIOT HABLIKK, 3HAHWE M NOBEAEHWE, HEODXOAMMBbIE AR AdhEKTUBHOR paboThl
B opraHkzaumu. Moaesd KOMNETEHTHOCTH NOMOTaHT B NPOACHEHWM AET3AEH
padoThl M OMMAAHKWIA OT paboThl, B AOCTHHREHHH MaKCHMAALBHOR NPOMIBOAHTEAL-
HOCTH W B KOPREKTHPOBKE NOBEAEHMA © YYETOM ORraHW3IaUHOHHOR CTPaTErKH,

YeTynuUHBOCTL. 310 W3MEHEHWE B NYDAMUHO YCTAHOBAEHHBIX ATTUTHIAAX ue-
ADBEKA W HABAOABEMOM NOBEABHWH, KOTOPOE NPOMCKXOAMT NOA ASBAEHHEM PYN-
Nkl, B TO BPEMSA KAK YSAOEBEK B TAHHE NPUASPHHEIETCA CEOWY NEPBOHAUAARHBIX
yoewaeHui, Tak xe, Kak KOHDOPMHOCTE M MAEHTMOMKELUMA, YETYNYMBOGTE — 310
OTBET Ha COUMansHoe BAMAHKE. OAHAKD, B OTAWYME OT HWX, YCTYNYKWBOCTE OTPaMa-
&7 raBHbIi DA3PLIB MEXAY HEAOBEKOM NYBAHYHBIM K HACTHBIM AHLLOM.

KomMnoHeHTE! AMHAMHYECKHX (NCHXOAOTHYECKHX) NPOUECCOB B MAaALIX TPyN-
nax. lpyNNoBEoE ASBABHME, NPHHATHE PELUEHMA, B3aumMHoe obyueHue, cnaoue-
HWE, PYKOBOAGTED W AMABPCTEO, KOHBWHKTEL.

“.DMIII:IDTEFI‘IDE MOopEAHpOEBaAHHE. KomneioTe PHBIE MOAEAHM ODraHW3a LM —
310 CHMBOAMYECKHME NPEACTABAEHMA OPraHM3aUrk B BhINOAHREMOM KOMIMBII-
TEPHOM KA, KOMNBITERHBIE MOASAW NOAE3HEI KEK HHCTRYMEHT aHaAM3a, eChK
I'IpDﬁ.ﬁ.EMEI CAMWEKOM CAOXHZ AAA MBICAWMTEAEHBIX IKCNEPUMMEHTOE; Takxe OHH
MOrYT MOABAMDOBATE IKCNEPHMEHTAARHBIE NABHBI, KOTAS MCCABAYEMEH obracts
HE ADCTYNHA AMNA PEAABHEIX 3KCNEQHMEHTOR.

YenoeHoe BeicBoboaeHHe paboTHHKOB. JKOHOMKWA pabovel CHAbl (CoKpaLLe-
H1e NOTPEBHOCTH B HEl) B Pe3yALTATE COBEPLIEHCTROBEHWA CHETEMB! YNpaBAe-
HKA, COBMELLEHKA NPOGeccHid, pocTa NPOUMAB0AMTEABHOCTH TRVAS M NPOMIBOAK-
TEABHOGTH 0B0PYADBAHKMA, BBOAS B IKCNAYATALMIO HOBLIX 00LEKTOB, yinyBaeHHn
chneuranH3auly W paClUMpPEeHHA KOCNEPHPDOBEHMA NPOM3IBOACTEG, COXDILLEHHA
DAa3AMYHBIX NOTEPL paboyvero BPEMEHH, M3MEHEHWA TRYADEMKOCTH NPOAYKLMH,
Boaee NOAHOMo MCNOALI0BAHMA GOHAR PaBoduero BPeMEHM, AYYLLEND BhINOAHE-
HUA paBOTHUKAMK HOPM BhIpaBoTKM.
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Confidentiality agreement. The agreement restricting an employee from
disclosing confidential or proprietary information.

Conflict. This is the most acute way of resolving significant contradictions that
arise in the process of interaction. There is the counteracting of actors of a
conflict and which are usually accompanied by negative emotions.

Conflicting actions. Actions aimed at to prevent, directly or indirectly, the
opposing side to achieve its objectives.

Conflict behavior. Reciprocal focused and emotionally colored actions
that impede the achievement of goals and interests of the contradictor and
contribute their own interests at the expense of the other side.

Conflict management. The regulation of conflict through the effect on the
object, subject, participants and other elements, one way or another associ-
ated with a given conflict situation. Conflict management is the intended
effect on the process of conflict, providing the desired results, including the
following steps: defining the type of conflict, its causes and characteristics, the
application the resolution method required for this type of conflict.

Conflicts, mixed. Conflicts that are presented by colleagues and managers at
various levels,

Conflict resolution. This is the process by which disputes occur and are
resolved. A dispute begins when one party makes a demand or claim upon
another who rejects it. Dispute resolution implies turning the opposed positions
toward a single outcome.

Conformity. This is the shift of an individual's behaviors and attitudes toward
the perceived standards of the group as a result of group pressure.

Confrontation. Open and consistent opposition of the recipient's position and
their claims to the initiator of exposure.
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NoroweHnwe o0 KoHpHAEHUMAABHOCTH. ComalleHWwe, YAEDKWE3WILEE pa-
BOTHMKA OT PACKPBITHA HKOHDMABHUMAMSHOW MAM COCTEBARIOWENR npaso cob-
CTEBEHHOCTH MHGORMALUMK.

KoHdaukt, 310 Hawbonee oOCTpeIA cnocob paspelleHHA 3HaYMMBIX NPOTH-
BOPEYHH, BOIHWKAKLWME B NPOUECCe BIAaMMOAEHCTEMA, 3AKAKHAKILWACA B
NPOTUBCAEACTEMM CYOLEKTOR KOHOAUKTA M 0BEIMHO CONPOBOMARKILUMACA HEra-
THEHBIMH SMOLMAMM.

KoHpAHKTHBIE AGHCTBHA. ASHCTEMA, HANPABASHHLIE Ha To, 4Tolbl NPAMO MAM
KOCEEHHO NPEenATCTEOBATE NPOTHEOCTOALLEN CTOROHE ADCTHUXEHMID e8 LUenei,

KondaukTHoe noeepeHue. OB0HAHO HANPABAEHHLIE M 3MOLMOHANEHO OKpa-
LWIEHHBIE ABRCTBMA, KOTOPBIE 3ATPYAHAKT AOCTHMEHHWE LEASH, MHTEPECOB Npo-
THEHMKE W CNocoBCTEYIOT peasm3aumMin coBCTEEHHLIX WHTEPECOE B yweph apy-
rof CTOPOHE.

YnpaeaeHHe KOHPAMKTAMM. 310 PEMYAMPOBAHUE KOHGAMKTHOR CHTYaLMKM no-
CPEACTBOM BAMAHMA HA 0OberT, CyObeKT, YHaCTHMKOB W ADYTME IAEMEHTLI, TaK
HAM MHEYE CBA3SHHLIE C ASHHON KOHGAMKTHOW CWTYaUMeR. YNpaBAeHHME KOH-
GAMKTOM BCTE LUEASHANPEBAEHHOE BOIASHCTBME HA NPoUect KoHdamkra, obe-
CNEYMBEHILLES ADCTUMEHWA HEASEMBIX PEZYALTATOE, BEKAHUAHILWLMA CABAYDLLME
ATANBI: ONPEASAEHWE BMAS KOHGAMKTA, 80 NPHUYKH M 0CoBEHHOCTER, NPUMEHE-
HWe HeobDXoAMMOTD ANA ABHHOTO THMNa KoHGAMKTE cnocoba pazpeleHns.

CumewaHHbie KOHGAMKTBL. KOHOAMKTE, B KOTOPLIX NPEACTABAEHEI M KOANETH, W
PYKOBOAMTEAM PDA3HBIX YDOBHEN.

Pazpewenve woHpavkToB. [pouece, NOCPEACTBOM KOTOPOrQ NMPOMCEKOART M
pazpewarTca cnopel. CNop HAYMHAETCA, KOMAA 0AHA CTOPOHA BLIABMIEET TRe-
BoBaHWE K APYTOH, 8 Ta ero OTKAOHAET. YPEryAMpoBaHWe CNopos NoapasyMesa-
eT NPUBEASHKUE NPOTHBONOADKHEIX NO3MUMA K EAWHOMY PE3YALTATY.

KoHdopmHocTb. M3MEHEHHE NOBEAEHWA MHAMBHAA W €r0 STTUTHIADE K BOCNDK-
HAMAEMbBIM HOPMEN FPYNNbl KaK PE3YABTAT AABASHWA TRYNNb.

KoxndpoHTauna., OTKPRITOE W NOCAEAOBATEABHOE NPOTHUEONOCTABABHHE AADE-
CartoM CEQEH NO3MUMKM W CEOMX TREDOBaHWA MHMUWaTORY BO3AERCTEBMA,
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Congruence. In Organizational behavior, congruence has been applied to at
least two different phenomena - interpersonal communication and organ-
izational design. Congruence in interpersonal communication means that
a person's message - i.e., the words spoken - match exactly the person's
thoughts and feelings. Fundamental law of interpersonal relationships is cen-
tered on congruence: the more congruence in an interpersonal relationship,
the stronger and more satisfying it is.

Consensus. Consensus refers to an informal process that groups often use
to make decisions. The typical pattern is for members to discuss various
alternatives in an unstructured process until one person, often the group's
chairperson, decides that the issues have been thoroughly aired and that one
of the alternatives is clearly favored. This person then suggests that the group
has reached a consensus and asks whether others agree. If no one dissents,
the decision is made,

Constructive criticism. Discussion based on facts of goals, means, actions
of the initiator and the justification of its deviate from the objectives, the
requirements of the recipient and saying the best way of action and behavior.

Consultancy. This form of assistance with regard to content, process of problem
solutions or construct the task (or set of tasks), in which the consultant does
not perform the task independently, but only assist in its implementation. The
practice of consultancy has several distinguishing characteristics: a) it involves
a voluntary relationship between a consultant and a client; b) it involves an
attempt by the consultant to help the client; ¢) the relationship is perceived
as temporary by both parties. Consultants may come from outside the client
organization, or they may practice within the employing organization provided
they are outside a hierarchical authority relationship with the client.

Contest selection. The procedure for selecting candidates for the position
based on the results of their placement tests, designed to bring out the best
among the participants.

Continuous improvement. The view that organizations should strive ceaselessly
to improve is a basic principle of total quality management.



KOHrpyaHTHOCTb. B OpraHM3aluoHHOM NOREAEHWH K NOHATHI KOHMPY3HTHOCTh
OTHOCHTCH, N0 KPARHER MEPE, ABE Pa3HbIX ABAEHWA - MEXAMYHOCTHOE obwwe-
HHE M OPraHW3aLMOHHEIN AMZ3HH. KOHTDYSHTHOCTE B MEXAMUHOCTHOM 0OLLEHMM
0aHauaeT, 4to coobLWEHHA YeAQBEKE, T.e. NPOH3HECEHHLIE CADBE, TOYHO coe-
AMHAKT MBICAK M UYBCTEE uyenoseka. OyHAaMEHTANBHEIA 33KOH MEKAWYHOCT-
HbIX OTHOLUEHMA COCPEADTOUEH Ha KOHIDYIHTHOCTH: YEnM DONSE KOHIMPYIHTHDI
MEMAMUHOCTHBIE OTHOLIEHWA, TEM CHALHEE 1 GOALLLE YAOBAETEODEHWE OT HMX.

KoHceHcyc. OTHOCHTCA K HedORMansHOMY NPOLECCY, HKOTODPBIA rpynnel Yacto
MCNOAB3YIOT AN NPUHATAA PELWEHKMA. B TMNHYHOM Caydae yqacTHHKW obBcyxaa-
HOT pa3AMYHbIE AALTEPHATMBEI B HECTPYKTYPHPOBAHHOM NPOUECCE, NoKa OAWH
YEADBEK, YACTO NPEACEAATEAL (PYKOBOAMTEAL) TRYNNEI, HE PELIEET, 4TO peLle-
HWe BbiA0 BRIBPAHD M UTD OAHA W2 ANETEPHATME ACHO oacbpeHa. 3T0T yenoBer
TOrAa NPEANGAAraeT, 410 rpynna ACTUIAE KOHCEHCYCE M CNPALIMBAET, COMMAatHbLI
A apyrie. Ecav HUKTO He BhICKa3bIBaeT BO3PaMeHHA, pelleHHe NPUHUMaeTCA.

KOHCTPYKTHEHAA KPUTHKA. 0OCYyXASHWE C ONOPOA Ha GaKTHIECKUE LLEAM, CREA-
CTBA, ABACTEMA WHHUMETOPE BO3ASACTEMA M OOBLACHEHMA WX HECOOTBETCTBMA
ueaan, TpeboBaHKMAM NoTpefuTeAn, BRICKAZLIBAHWE HaWBoAEs ONTUMAaALHOMD
crnocoba AeACTBMA K NOBEAEHMA,

KoHcyAsTHpOBaHHWe. 310 $OpMa NPeadCTaBASHUA NOMOLLM B OTHOLUEHWK CO-
AEPHAHWA, NPOLECCa PELUEHWA MAK NOCTPOEHUA 38Aa4K (MAK PRAS 38484), NPH
KOTOPOH KOHCYABTEHT HE BbINOAHAET 3apa4y CBMOCTOATEALHD, 8 TOALKD OKa3kl-
BAET NOMOLWb B & BbINOAHEHHK. MPaKTHKa KOHCYALTHPOBAHWA MMEET HECKOND-
KO OTAMYMTEABHBIX OCODEHHOCTER: a) NpeanoAaraTea A0DPOBOALHEIE OTHOLUE-
HHA MEXAY KOHCYABTAHTOM M KAMEHTOM; D) NOMOLLL KOHCYABTAHTE KAMEHTY, C)
CTHOLWEHHWA BOCNPHHUMAEHITCA KaK EPEMEHHEIE 0BEMMM CTOROHAMM. KOoHCYAL-
TAHTEI MOMYT BbITe BHELUHMMKH MAW BHYTDEHHWMM, T.€. OHW MOTYT NPaKTMKOBAaTL
B OpraHu3auMM, B KOTOpoH paboTaloT, ecAW HaXOAATCA BHE MEPAPXUYECKMX OT-
HOLIEHWA HBYENLCTBA C KAWEHTOM.

KoHkypcHei otbop. MNpoueaypa o1Bopa KaHAMASTOE HA ADAKHOCTE N0 pe-
AYAETaTamM NDOXOMAEHWA HMMK HCI‘II:ITE!HHﬁ, HMERLLWME UeABKY BRIABHTE AYULLIMX
W3 Yyucaa Y'-IGCTHHH.OB.

HenpepbiBHO® YCOBEpPLWEHCTBOBAHHE. [DEACTABAEHME, 4YTO OpPraHH3auMu

AOAMHBI CTRPEMUTLEA K HENPEDLIBHOMY YAYULLIEHWIO, ABAAETCA OCHOBHLIM MPUH-
LUMNOM BCEOBLLErD MEHEAKMEHTA KaYecTBa.
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Contingent staff. Temporary staff that supplements a company's workforce.
Contingent staff may be hired through a staffing firm. Businesses that have
fluctuating seasonal staff demands or are in need of temporary call center
representatives often use contingent workers,

Contingent workers. Employees who may be: casual labor, part-timers,
freelancers, subcontractors, independent professionals and consultants,

Conviction. Conscious reasoned impact on the aim of changing views, opinions,
intentions, decisions, attitudes, judgments by appeal to the reason by means
of information, explanations, proofs and refutations.

Cooperation. Job actions, actions performed together, participate in the
general cause; interaction based on common goals, aspirations and the joint
decision making with regard to the interests of the parties.

Core labor force. The part of employees of a firm directly involved in the
production of goods and services, as opposed to support staff.

Core competences. The skills, knowledge and abilities which employees must
possess in order to successfully perform job functions which are essential to
business operations.

Corporate culture. The collection of the most important assumptions taken
members of the organization, and expressed in the claimed values of the
organization, ask people guidance of their behavior and actions.

Correlation studies. The study of the nature of the relationship between
several variables.
Cost-per-hire. The costs linked to recruiting talent. These costs can include

advertising, agency fees, relocation costs, processing of documentation,
interviews of applicants and training costs.
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YcAOBHLIN WTAT. EpemMeHHEIR WTAT, KOTOPKIA oBecneulBacT AONOAHHMTEARHYID
pabouyo CUAY AAA KOMOEHKMK 1M MOKET ObITe HEHAT YEPEes BHUPMY YEOMIASKTO-
BaHWA NepcoHanom. MR TeX KOMNIHKMA, ¥ KoTopeiX NoTpebHoCTH B Kappax me-
HAKITCA B 3aBUCHMMOCTH OT CE30HA, AW TEX, KOTODBIS HYHASIOTCH BO BREMEHHBIX
NPEACTABUTEARX MAKM YACTO MCNONL3YIDT EPEMEHHLIX PABOTHHKOE.

HenoctoAHHbIE paboTHUKKH (EpEeMEHHLIE MAM COBMeECTHTEAM). PaboTHuMKM,
KOTOPBIE MOTYT ABARTLCH PABOYMMK, CAYRKALMMM, 3AHATEIMK HENOAHLIA pabo-
UM AEHB, BHELUTATHBEIMK COTPYAHMKAMM, CyBNOADAAYMKAMK, HEIZBMCHMBIMM
NPOHECCHOHANEMH W KOHCYABTAHTAMM.

Yoemaenue. COIHATENHOE ARTYMEHTMPOBAHHOE BOZASHCTENE C LUEABKD MaMe-
HEHWA B3TAAADE, MHEHHWA, HAMEDPEHKA, PELUEHWA, OTHOLIEHHA, CYKAEHUA YEpEes
obpalueHre K pasymy ¢ NoOMOLLLK WHBOPMHPOBAHWA, PAZbACHEHMA, ADKA3E-
TEALCTES W ONPOBERMEHHA.

CotpyanmuuecTteo. Pabiota, AeACTEHA, NOCTYNKK, BEINOAHAEMEIE BMECTE, yUaCTHE
B oBLLeM ABAE; BIAWMOAEHCTEME, OCHOBAHHOE Ha 0BLWHOCTH UeAeh, cTpemMae-
HWH, COBMECTHOR BRIPABOTKE PELIEHMH C YUETOM MHTERECOR CTODOH.

OCHOBHOW NPOH3BOACTEBEHHBIN NepcoHan. YacTe paboTHMKOE NPeANPUATKHA,
HHPMbI, HENOCPEACTBEHHO YHACTBYIOWER B NPOMIBOACTBE TOBAPOB, YCAYT, B OT-
AMUME OT BCNOMOTETEALHOND NEPCOHaNE.

KnoueBble KOMNETEHWHH, HaBLIKK, 3HAHWA M YMEHWA, KOTOPLIMK ADAMHE 06-
AaAETE paboTHWKK, YT0Sbl YCNELWHO BBINOAHATE Ha pabote dyHKUMK, BaXHbIE
AAA ABADBELIX ONEpauMi,

KopnopaTHEHAA KyabTypa. Habop Hanbonee BaKHLIX COMMALLIEHKMEA, NPUHWMaE-
MblX HAEHAMMK OPFaHM3ALMK W NOAYHAIOWWY BhipAXEHHME B 3AABAREMbIX OpPra-
HU3ZEUMER HOPMEX M NPEBMASX, 38AGHLLME AHDARM OPHMEHTHRPEl MX NOBEAEHMS
H AERCTBMM.

KopperAUHOHHBIE HCCABAOBAHMA. IJTO MIYYEHWE XApPaKTEPa BIaMMOCBAIM
MERAY HECKOABKMMI MEDeMEHHBIMA.

CroMmocTe HaWma (nepcoHana). 3atpathl, CBA3aHHLIE ¢ Habopom nepcoHana.
[AHHBIE 3ATPATBI MOIYT BKAKOMETL PEKAAMY, KOMWCCHOHHBLIE AAA NOMCKOBOMD
areHTCTEa, 3aTpatel Ha nepecensHue, obpaboTky ADKYMEHTALMM COMCKATENSH,
npoBeAEHHE cobeceA0BaHiA W yueBHble 3aTpaThl.
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Creativity. The level of creative talent, creativity as irreducible fo intellectual
function of the whole person, its psychological features. Creativity is generally
defined as the generation of ideas or products that are both novel and
appropriate (correct, useful, valuable, or meaningful), neglecting the influence
of the sample, standard or fashion.

Criteria for socio-psychological adaptation. The ratio of industrial enterprises
(loyalty), relating to a small group, the ratio of the supervisor, satisfaction with
relationships with coworkers.

Cultural theories. Theories of organizational behavior, refer to the values,
preferences, meaningful symbols and mental programs in the broad sense.

Cyclical unemployment. The form of unemployment, it rises in times of
economic recession and falls in times of prosperity.

D

Decentralization. This transfer of management functions from central
government to local authorities, the extension of terms of reference for lower
levels of management at the expense of the parent. For both organizational
sociologists and management specialists, the distribution of power is probably
the single most important structural attribute. If most members of the
organization participate in its decisions, then the organization can be consid-
ered o be decentralized. In contrast, it most of the decisions and especially
the most important ones are made by one person, then the organization is
categorized as centralized.

Decision-making. This is the function and task manager solved in the
governance process, as the choice of one of several possible oplions for
action. Differs from group decision-making, perpetrated in a mutual exchange
of information, binding the result of consensus of group members.
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KpeaTMBHOCTL. YPOBEHb TEOPUECKOM OAADEHHOCTH, CNOCODHOCTE K TEOD-
YECTBY KaK HECBOAMMERA K MHTEAMEKTY GYHELMA USAOCTHOR AMYHOGCTH, &8 Ncu-
xonOrHueckix ocobeHHocTeld. CozpaHue MASH MAM NPOAYKTOR, KOTOpPLIE ABAA-
FITCA M HOBBIMH, M NOAXOARLLMMH (NPABMALHBIMH, NOAE3HLIMK, LEHHBIMH MAK
FHAUMMEIMH), HCKADHYAHWHMK BAWAHKE 0Bpasua, CTaHAARTE MAH MOARI,

KpuTepun couMarbHO-NCHXO0AOTHMYECKOW asanTaumu. OTHOWEHWE K NpOWE-
BOACTEEHHOMY NPEANDHATHIO (ADAABHOCTL), OTHOLWEHKE K MAAOR FPYNNe, OTHO-
LIEHHE K DYKOBOAHTEAKD, YAOBASTEOPEHHOCTE OTHOLWEHKAMM ¢ COTRYAHMKEMM,

KyAETYPOAOTMYECKME TEOPHM. TEODMM OPraHMIaUHOHHOND NOBEAEHMH, 00-
pPALAKILMECA K LUEHHOCTAM, NPEANOUTEHKMAM, ZHAUMMLIM CHMMBEOAZM W NCK-
HOAOTMYECKMM NPOrPaMMan B LLKMPOKOM CMBICAES,

Unkanueckan Bespaboruua. Topma Bespabotvubl, KOTOPAA NOBLIWAETCR BO
BEPEMEHA IKOHOMWUECKOrD CNasa W N3AAET BO BREMEHE NPOLBETAHMWA,

D

AeueHTpaAM3auMA. 310 Nepeiada GyHKUMA yNPaBAeHMA 0T UeHTPaABHBIX Opra-
HOB BAGQCTH MECTHEIM OpraHamM, pacllvpeHde Kpyra MoAHORMOHMMIA HHAMECTORLLLA X
OpPraHoB YNPaBAEHMA 38 CUET BbILECTOALLMY. M AAA COLMOAOTOE OPraHM3aLmHu,
H AAR COedManvCTOB NO MEHE,&KMEI—I’I’}' pEIEI'IpE,ﬂ,,Eﬂ.E.‘HHE BAGCTH ABAHETCH OAHKMM
M3 CAMbIX BEXHBIX CTPYKTYDHBIX NPH3HAKOB OPraHW3auMi. Ecan BOABLWIWHCTBO
YAEHOE OpraHH3auMK YHaCTEYET B ad YNpaeaeHKK W NDMHATHK F_'IEI.IJE.‘HIMl-lfl1 TO Op-
raHW3aLMIo MOXHO CYWTaTh AELEHTPaAM3OBaHHOR. Hanpotue, ecan BOAbLLWH-
CTED KAKDYEBBIX PELIJEHHI:‘I MPHHHUMEKTCA OAHMM YeADBEKOM, TO OpraHu3aumMA
ABAAETCA LEHTPAAU3OBaHHOM.

MpUHATHE peWeHWd. 3T0 QYHKUKMA W 384848 DYKOBOAMTEAA, PEWAEMAaR B
npoLecce yNpaBAEHUs, KaK BblOOD OAHOMO M3 HECKOABKWX BOZMOXHBIX BapM-
AHTOEB AEHETBHH. OtavgaeTca oT MPEYNNOEOrD NPHHATHA pelWedHK A, CoBepllaes-
MOTo B YCAOBHMAX B3aWMHOro obmeHa WHhopmaluWen, obasateasHoro pesynb-
THRPYHILLEND COrnacosaHHA MHEHHHA YABHOE TEYMNGLl.



Decomposition method. Method for analyzing human resource management
system, including analysis of human capacity and human resource organizations
in the dismemberment of complex phenomena (enterprise management
system) into more simple ones (personnel management system and further -
into subsystems, functions, procedures, operations), and allows to take into
account as the needs of the organization and the employee requests.

Defamation (slander). Injury caused to an individual's character or reputation
resulting from another individual(s) issuing false or malicious statements
gither verbally or in writing.

Degree of intelligence work. An indicator of the professional side of labor,
reflecting the ratio of time to perform functions that require the cost of mental
{creative) work, and functions that require expenditure of physical (uncreative)
labor.

Delegation of authority. Transfer of authority to another person. Usually used
as a means of decentralization (delegation of authority to subordinates of the
manager).

Delphi method. The procedure for making group decisions, aimed at ex-
cluding the effect of subordination and other social relations in the decision
making process in which workers are distributed guestionnaires containing the
problem and make a request anonymously possible to solve it, without direct
communication between team members. The collecied questionnaires are
analyzed, similar views and positions are summarized.

Demography. The physical characteristics of a population, such as age, sex,
marital status, family size, education, geographic location and occupation.

Departmentation. The process of dividing an organization's labor, functions,
processes or units into separate groups.

Deregulation. The removal of entities such as financial markets, road and
transport from governmental control,

Descriptive scale. Any rating scale that uses adjectives or phrases o de-
termine performance ratings.
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MeToa AeKOMNOZHUMK. METOA aHaNM3a CHCTEMBI YNPEBAEHWA NEPCOHAAOM, B
TOM YMCAE BHAAMIE KAADOBOrD NOTEHLMAENE M YEADBEYECKHWX PECYPCOR OpraHuaa-
LMK, COCTOALLMA B PACUASHEHHH CADKHEIX ABABHWA (CHCTEMEI YPABASHWA NPEea-
NPMATHEM) HE BoASE NPOCTLIE (CHCTEMBI YNPEBAEHKMA NEDCOHAA0M W ABNEE — HE
NOACHCTEMBI, DYHKUMK, NPOUEAYREI, ONERALMKM) W NO3BOARH WM YYHTEIBATE KaK
NoTPEBHOCTH OPraHM3aUmK, Tak | 3anpockl paboTHMKa.

Kneseta. Yweph, HAHECEHHBIA PENYTALMWM YEADBEKA B PE3YALTATE ASACTBMI
APYIOTo YeNDBEKa (AOAEH), ABABIOLLEND AOXHLIE MAW 3ADHAMEDEHHbIE 3aABAE-
HWA, YETHO MAK NHCEMEHHD,

CreneHb HHTEAAEKTYAABHOCTH Tpyaa. [loxkaizartens, XAPaKTEpUIVKILWLMA Npo-
PECCHOHANRHYID CTOPOHY PaboTel M OTPAXAKLLMA COOTHOWEHWE BPEMEHM Ha
BbINOAHEHWE DYHKUMIA, KOTOpbIe TPeByIoT 3aTpar yMCTBEHHOMO (TBOPYECKOro)
TEYAR, M DYHKUMA, TpeDyrLMy 3aTRaT PUIKUSCKOTD (HETEOPYECKOTD) TRYAS.

AeaerupoeaHue NOAHOMOUYMHA. epeaaua NOAHOMOUKMA APYroMy AuLy. Mpume-
HAETCH 00bIMHO KaK CPBACTBO ABLEHTPAAMZALMH YNDEBAEHHA (ABASrMpOBaHKE
NOAHOMOUYWH NOAUMHEHHBIM CO CTOPOHE! PYKOBOAMTEAR).

Metoa Aeadu. Mpouesypa NPHHATHA TRYNNOBLIX PELIEHWA, HaNpaBAeHHAaA Ha
MCKAKYEHWE BAWAHWE CYBOPAMHALWMM M ADYTMX COLMANBHBLIX OTHOLEHWIA Ha Npo-
Lecc NPUHATHA PeLUeHHA, NPK KOTOPOA PaBoTHUKAM Pa3AaITCA AHKETHl, COASD-
wawme npobaemy M Nnpockby BLICKA3aTh aHOHWMHO BO3MOXHLIE BaPHAHTL eé
peleHKA, Bes HENOCPEACTEEHHOMD 0BLWEHWA MERAY YAeHaMK rpynnel. Cobpak-
HBIE BHKETHI aHAAM3MPYIOTCH, CXOKME MHEHMA W NO3MuMK 0BoBwaKTen,

Denorpadgma. DUIMUSCKWME XaPAKTEPUCTHKM HACEASHWA, TAKWE KK BO3PACT,
noa, CEMEHHOE NOADKEHWE, PasMep cened, obpaizoBanue, reorpadpuvdeckoes
MECTONOACHKEHHE W POA 3AHATHIA.

DAenaprvenTtaauzauma. Npouecc pazaeneHWa pabouei cMAbl ORPraHM3aUMK,
HYHKLUMIA, NPOUECCOB MAKM NOAPS3AEAEHUH HA OTABABHLIE TRYNNBL.

OTMeHa rocyaapcTEEHHONo KOHTpoaA. BoiBeaperHue obberTos, Takux kak du-
HABHCOBLIE PLIHKM, AQPOTHM M TREHCNORT W3-NoY roCYAaRCTEEHHOID KOHTPOAA,

OnucaTteabHan WKana. No6an PeRTMHIOB:EA WKAAG, KOTOPaA MCNOALIYET NpK-
AATATEALHBIE UAK DPa36I AR ONPEASAEHHA OLEHOK HCNOAHEHKA.
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Destructive criticism. Saying derogatory or offensive statements about a
person, rude condemnation, ridicule his deeds and acts.

Development programme. Training or educational programme designed to
stimulate an individual's professional growth by increasing his or her skills,
knowledge or abilities.

Development in organization. A planned organization-wide effort to improve
andincrease the organization's effectiveness, productivity, return on investment
and overall employee job satisfaction through planned interventions in the
organization's processes.

Diagnostics of staff. It is the technigues (psychological, sociological, efc.)
arrayed in a specific pattern aimed at obtaining certain personal and behavioral
responses.

Dictionary of expert assessments. The list of employee's qualities to be
assessed by the expert group and containing their definitions so that experts
in their assessments were guided by the same categories that have invested
the same meaning in the concepts.

Differentiation. Perhaps the essential defining characteristic of what we
mean by organization is that there is an internal structure differentiated in
form and function. In human work organizations differentiation can be defined
as the horizontal and vertical division of labor into specialized subunits and
departments. Horizontal differentiation can be based on differences in task or
function, or product, geography, or customer segment. Vertical differentiation
is based on the number of levels in the organization and the decision-making
responsibility each level has.

Dilemmas, ethical. These can be defined as situations requiring the deci-
sion maker to choose between two unsatisfactory alternatives. They take on a
moral dimension when the choices involve conflicting values (e.g., loyalty and
promise-keeping). For example, in downsizing situations, managers may have
to choose between keeping a promise of job security that could threaten the
future of the firm and laying off valued, loyal workers.
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DEeCTPYKTHEHAA KPHTHKA. BhICKE36IEAHWE NpeHebpesuTeAbHEIX MAK OCKOPEM-
TEALHEIX CYMABHHA O yenoseke, rpyboe OCYHABHME, OCMERHHE Er0 ABA M NO-
CTYMNKDE,

MporpanmmMa pasBHTHA. TPEHWMHIOEaA MAK 0Bpa3oBaTeALHan NporpamMma, pas-
pabotaHHbie, YToBbl CTMMYAMPOBATE NPOGECCHOHANBHBIR DOCT YEADBEKE, VBE-
AMUMBEAA 0 HABLIKK, 3HaHWA WAM CNoCcoDHOCTH.

PaszsuTHe B OpraHM3aumMM. 3an\aHWpPOBEHHOE YCUAME BCEH OPraHu3aumMw,
HaNpPaBAEHHOE Ha YAYHWEHME W yBerHYeHHe e 3dderTHBHOCTH, NPOM3IBOoAN-
TEALHOCTH, 0B0pOTa CPeACTE M Beeobilero yADBAETEOREHWA paloTHUKOB CBOEH
pabotor NOCpeACTEOM 3aNAAHWPOBAHHBIX HAMEHEHWA B NPOLECCh, NPOTEKE K-
LME B OPraHu3aLMM.

AHarHocTHKa nepcoHana. BLICTPOEHHEIE NO ONPEABAEHHON CXEME METOAMKK
(NCHMXOADMHMYECKME, COLUMOAOTHYECKHE WM AP.), HANPABAEHHBLIE Ha NOAYYEHWE
ONPEABAEHHEIX ASHHKIX O AMUHOCTHBIX M NOBEASHUYECKHX PEAKUMAX,

CroBapk 3KCNEpPTHBIX OWeHOK. CnWcox xauecTe pabBoTHMKOR, NOAASMALLMY
OLEHKE IPYNNoA IKCNEDTOB M COASDMALLMX MX ONPEABAEHUA ¢ TEM, YToDbI IKC-
nepTbl B CEOMX OLUSHKEX PYKOBOACTEOBEAMCE OAHMMKM M TEMMW XEe KaTeropuamu,
BRASABIBEAK OAMH W TOT XE CMBICA B MCNOABIYEMEIE NOHATHA.

Anddepenunposanre. [pouece pazaeieHWA CTRYKTYPLI OpraHM3awy s Ha oT-
ABABI CO CEOMMM 0COBEHHOCTAMM W dyHKUMAMK. AMbdepEHUMDOBAHWE MOMHO
ONPEAEAMTE KaK BEPTHMKANBHOE M FTOPH3OHTANBHOE agneHne paboTbl Ha Cneum-
SAMIMPOBEHHEIE eAMHMUB W OTASALL. TOpH3IoHTaAbHOE AWbdepeHUMpoBaHKUE
MOXET OblTe OCHOBAHO HE PA3AMMWAX B NOCTABASHHLIX 3apaqax, QyHKUMAX,
NPOAYKUMK, reorpadmumu Hau notpebuTensCKOM cermedTe. BepTukassHoe AMd-
PEPEHUMPOBAHWE OCHOBAHO HE KOAMYECTEE YDOBHER B OPraHk3aUmMK 1 oTBeT-
CTBEHHOCTH 3@ NPUHATHE PELUEHWA HA KaXAOM YPOBHE.

3THuecKkHe AMAEMMBIL. CHTYEUMM, Tpebyiowme, YTobbl AWML, NPHMHUMAIOLLEE pe-
WEHWA, BEIBHPaAD MEXAY ABYMA HENPHBASKATEALHLIMK AALTEPHATHBAMMK, ITH
AMAEMMBL MMEKOT MOPaABHOE MAMEPEHHME, KOTAS BhIBOD BAGUET CTOAKHOBEHMWE
LUEHHOCTER (HANPUMER, ADRABHOCTE M BhiNoAHeHWe obewaduit). Hanpumep, B
CHUTYALMAX COKPALLEHWA WTaTa MEHEAKEDAM, BEDOATHD, NPUAETCH BRIBWpaTh
MEXAY BRINOAHEHWENM O0elwaHWA obecneunTs paboTol COTRYAHWKOR, YTO MO-
WET yrpomats Byayiemy dupMbl, M HEODXOAMMOCTER) YBOABHEHUA paboTHHKOE,
NYCTb ADAABHBIX M LEHHBIX.
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Direct compensation. All compensation (base salary and/or incentive pay)
that is paid directly to an employee.

Direct costs. The costs directly attributed to a particular products, the im-
plementation of specific programs or activities.

Direct labor. The workers who actually produce a product or provide a
service.

Disability. Defined as a physical or mental impairment that substantially
limits one or more of an individual's major life activities (i.e., walking, talking,
standing, sitting, etc.).

Disabled (handicapped) individual. The person who: has a physical or mental
impairment that substantially limits one or more major life activities; has a
record of such impairment; or is regarded as having such impairment.

Disaster recovery plan. The set of guidelines and procedures to be used by an
organization for the recovery of data lost due to severe forces of nature, such
as earthguakes, fires, tornadoes, floods or hurricanes.

Discharge. The termination of an employee based on previous disciplinary
proceedings or for violating a major work rule or policy.

Disciplinary action. The means of reprimanding employees who fail to abide
by the organization’s performance standards, policies or rules; termination of
employment contract on the grounds provided by law.

Disciplinary procedure. The procedure carried out in the warkplace in the event
of an employee committing some act contrary to terms of the employment
agreement. Ifthe actis regarded as gross misconduct this may lead to summary
dismissal.

Discretionary bonus. The form of variable pay where an employer provides
additional cash compensation to an employee for reasons that are not pursuant
to any prior contract, agreement.
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Mpamas KomneHcauma. MosHas BeiNaaTa (Da20B6IA OKAZA M/ MAKM NOOLWLPUTEAL-
Has BLINAGTE), KOTOPEA BLINAGYMBABTCA HENOCPEACTBEHHO PaboTHUKY.

Mpamele (OCHOBHBIE) pacxoabl. Pacxoabl, HENOCPEACTBEHHO CBR3IAHHBIE C
NPOW3BOACTEOM KOHKDETHBIX NPOAYKTOE, PESAH3ELUWMEN KOHKDETHBLIX NPOTPaM
HMAKM ABRCTEMH.

Mpamoi (ocHOBHOH) TpyA. PaboTHUKKM, KOTOPBIE HEKTHYSCKW NPOMIBOAAT NPO-
AYKT MAKM OKa3bIBAKT YCAYTY.

HMHBanMaHOCTE. ONpesenaeTca Kak OHUIHUYECKME WAKM MCHXMYECKMA HEADCTATON,
KOTOPGLIM CYLWECTBEHHO OrpaHMYMBAET OAHY WAW HECKOABKO OCHOBHBLIX BMADB
WHIHEHHOW ABATEALHOCTH YEADBEKE (T.8. NEpEeABUMEHME, PEUbL, BOIMOMHOCTE
CTORTh, CHAETE W T.A.).

HHBanma. Yeaosek ¢ PUIMYSCEMM HAM NCHXMYECKKMM HEADCTATKOM, CyLUE-
CTEEHHO OrPaHWUMBSILMM OAHY MAKM HECKOABKD XWIHEHHOD BaXHbIX aKTHMBHO-
CTEH, KOTOPBIA COCTOMT Ha YYETE M3-3a ATOrO HEAOCTATKHA.

MraH IKCTPEHHOrO BOCCTAHOBAEHHA. PRA PYKOBOAALLMX AMPEKTHE W NDO-
LUEAYD, KOTOpBIE GyAYT MCNOALIOBATBCA OPraHM3auMEeRd ANR BOCCTAHOBAEHMA
AAHHBIX, NOTEPAHHBIX M3-38 NPUPOAHBIX CTHXWAHLIX OEACTEWR, TAKMX KAK 3EM-
AETDACEHWA, NOXAPE, TOPHAAD, HABOAHEHKMA WAKM YparaHel.

MpuHyaHTEABHOE YEOABHEHHE. CoKpalleHWe paboTHMKE BCABACTEME Hapylle-
HWA MM TPYADBOW AMCLMNAWHEl MAKM OCHOBHBIX NPaBuA NOBEAEHKUA, NPHHATLIX B
oprad3almMm.

AWcuunauHapHbie mepbl. CpeacTEa B3siCKanua ¢ paboTHWKa 33 Hapywe-
HHE KM Tp}’ﬂf}ﬁﬂﬁ AMCUMNAKMHBE! HAM OCHOBHBIX I'IF:IaEH.H. I'ICIBE',EI,EHHH. I'IpHHFITbIJ'\
E OpPraHW3auMu; NpekpalleHne TPYAOBOrO ADTOBOPE Mo OCHOBaHWAM, Npeay-
CMOTPEHHBIM 38KOHOM.

AvcuMnaMHapHan npoueaypa. MNpoueaypa, BEINOAHAEMEA Ha paboyen MmecTe
Mo OTHOLWEHWMH K DaBoTHMKY, COBEPLUWBLUENMY HEKOTOPOE AESNCTEME BOMNDEKM
YCADBHAM TRYAOBOMO AOTOBOPE. ECAK KT PACLEHEH KaK CEPbEIHBIA NMPOCTYNOK,
ITO MOXET NPYBECTH K YBOABHEHKHD.

Pazoean npemma. Dopma nepemeHHON onaatel TRYAS, NPKW KoTopoK paboToaa-
TEAL OCYLLECTEAHET AONOAHHTEABHYID HAAMYHYIO BLINASTY PABOTHHKY NO NPHYM-
Hahi, HE NPONHMCaHHsIM B paHeEe SEHhI-D'-IéHHﬂM HOHTRaKTE, COMAGLLIEHHH.
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Discrimination. Any policy or action taken related fo recruiting, hiring,
promotion, pay or training practices that result in an unfair disadvantage to
either an individual or group of individuals who are considered part of a pro-
tected class.

Discriminative level. Significant differences between successful and un-
successful candidates for the vacant position.

Discrimination on a workplace. The unequal treatment of people in
employment, as well as during work and at dismissal, folding due to age,
marital status, ethnicity and other characteristics that are not directly related
to the job.

Dissatisfiers. Factors, such as working conditions, job functions, pay and
benefits or organizational policies and practices, that contribute to employee
dissatisfaction.

Distance learning. The process of delivering educational or instructional
programs to locations away from a classroom or site to another location by
using technology, such as video or audio conferencing, computers, web-based
applications ar other multimedia communications.

Distractors. Refers to incorporating incorrect items or answers into a testing
instrument where tested person is asked to select from a group of items or
answers (i.e., multiple choice exams).

Distributive bargaining. According to R. Walton and R. McKersie, people
in the business world talk about two types of negotiations: integrative or
distributive. When distributive bargaining takes place, any win of one side is
possible only at the expense of losing the other, and vice versa. The parties are
concerned with their respective shares of the benefits available, compete and
conflict with each other until one side wins an increased share at the expense
of the other. «Hard» distributive negotiations are characterized by the fact that
each party adheres to its position. «Soft» negotiations are characterized by the
fact that one party is ready to make concessions in order to get something in
return. Integrative bargaining supposes choices when will benefit both parties.
Integrative bargaining is based on long-term relationships (and contributes to
their development). It requires special conditions, such as mutual openness and
sincerity of the parties of their intentions with respect to each other. Integrative
negotiations may include the selective avoidance, compromise or cooperation.
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AMcKpuMHHAUMA. NOG3A NOAMTHKS WAM ASHCTBME, WMEKILWE OTHOLIEHWE K
HERMY, NOOWPEHMID, ONAATE TOYAA MAKM NEPENOArOTOBKE CMNELMEAMCTa, KOTO-
phle NPUBOAAT K HECNPAESAAMBOMY HEELINOAHOMY MOADKEHWK YSADBEKA HAM
FOYNNB! AKAEH, PACCMATPHBAEMBIX KAK YACTh 38LLMILASMOr0 KAACCE.

YpoBeHb AMCKPUMMHATHEHOCTH. 3HAYUMBIE PDAZAMYUA MEXAY YCNEWHBIMK W
HEYCNELWHBIMKA KAHAWASTAMK H3 BAKaHTHY ADAKHOCTh.

AuckpumuHauuna Ha pabouem mecTte. HepasHoe OTHOWEHHWE K AKIAAM NPH
HaRMe, 8 TRKXKE B TeYeHHe paboThl M NP YBOABHEHHM, CKAAALIBAIOLIEECA Ha-3a
BO3PACTa, CEMENHOMD NOADKEHWA, HAUMOHANLHOCTH W ADYTMX NPM3HAKOE, KOTO-
PBIE NPAMO HE OTHOCATCA K BBINOAHEHMIO PpaboThl.

DakTopbl HEYAOBAETEOPEHHOCTH. DAKTODLI, BEAYILME K HEYADBAETBOREHHDCTH
COTPYAHWKE, TAKWE Kak YCADBUA TpyAS, GyHKUMOHAAbHEIE 0DA3EHHOCTH, onAaTa,
ABFOTHE MAM NOAMTHKE M METOARI OPTEHW3E UMM,

AmctaHunornHoe obyvyedwe. lMpousce peasmsauuk oDpa30BATEABHBIX WAM
yuebBHelx NporpamMm BHe yuebHOrD 33BEASHMA NOCPEACTEOM MCNOABIOBAHUA
TEXHOAOTMIA, TAKHX KAK BMABO- MAM ayAMOKOHODEPEHLMM, KOMNLIOTERH, Beb-
NPHUACKEHHS UAH APYTHE MYABTHMEAHAHBIE KOMMYHUKALIMH,

Oterekalowme GakTopbl. TEPMHH OTHOCMTCA K HEKODPEKTHOMY MCNOAL3O-
BAHWIO NPEAMETOB WAM BOMNPOCOE W POAW TECTHMPYIOLWEND WHCTRYMEHTA, KOrAA
TECTHRYEMOTO NMPOCAT BeIBPaTE rpynny NPeAMEToOR MAW OTEETOR (T.2. NPOBOAAT
IKIAMEH G MHOMECTBEHHBIM BoiBopom),

DucTpubyTHEHEIE neperoeopsl (Topr). Mo meeHuio P, Yoatona v P. Mak Kepou,
B AEANOBOM MHPE NeperoBopbl TA[ET ABYX BHMAOB. MHTEMPETHBEHEIE MAM AMC-
TpubyTeHbie., [lpW AMCTPUOYTHMEHOM Topre ABONH BLIMIPLIW OAHOM CTODOHI
BOZMONEH AMLLBb 38 CUET NPOWIPBLILLE APYIOR CTOPOHB!, W Haobopor., CTopoHb
oBecnoKoeHbl pacnpesereHHeN ADCTYNHOR BRITOAL!, KOHKYRPHRYHT M KOHGAMK-
TYHOT APYT C APYTOM, MOKA OAHA W3 CTOPOH He AOBLETCA YESAMUEHUA CBOBH AOAM
38 CYET APYIOM CTOPOHBL. «MECTKMEs AMCTPHBYTHEHLIE NEePeroBopkbl XapaKkrepu-
YEOTCA TEM, UTO KAXAAA M3 CTOROH TREQRAD NPUASDMHBIETCA CROSH NO3MLMM,
AMATKHEY — TEM, YTO OAH@ W2 CTOPOH FOTOBa WATH Ha yoTynkM, 4tobbl npuob-
PECTH YTO-TO BiameH. MHTEMpaTHEHBIA TOPr NPEANOAATaET HAAMYME BAPWAHTOR,
KOMAE B BEIMIDEILIE OKaXyTCA 0Be CTOPOHE!. MHTErDaTMBHEIA TOPr CTPOMTCA Ha
ACATOCPOUYHBIX OTHOLLEHWAX (M CNOcoBCTBYET MX pazeuTHIo). AnA Hero TpedyioT-
GA 0CoObIE YCADBMA, HANPUMER, B3AWMHAER OTKPBITOCTE CTOPOH M MCKPEHHOCT
WX HAMEPEHWA APYT N0 OTHOLWEHKMED K ApYTY. MHTErpaTMEHLIE NEPEr0BOPLl MOMYT

BKAKIYETE H3BMPaTEABHOE M3BEraHME, KOMNPOMMGE HAK COTPYAHHYECTBO.
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Diversity. The collective mixture of differences and similarities that includes
for example, individual and organizational characteristics, values, beliefs,
experiences, backgrounds, preferences and behaviors.

Diversity management. Comprehensive organizational and managerial
process for leveraging diversity and achieving inclusion that maximizes the
potential of all employees.

Diversity training. The purpose of training is not only to increase awareness
and understanding of workplace diversity, but also to develop concrete skills
among staff that will facilitate enhanced productivity and communications
among all employees.

Documentary support of personnel management system. The collection of
documents the administrative, information clearing, accounting and other
nature, applying to the personnel management system. Also, the process of
creating, processing and movement of these documents, which is based on
paperwark.

Downgrading (demotion). The practice of moving an employee to a job that has
a lower pay grade or level of responsibility or skill. In the Russian Federation,
downgrading is possible by conducting the procedure of certification process
certifying that qualifications of the employee position or by agreement
(paragraph 3 of Art. 81 of the Labour Code).

Downshifting. Refers to employees who choose to accept or remain in lower
level or lower paying jobs in order to satisfy their personal and family needs.

Downsizing. This refers to a set of voluntary activities, undertaken on the part
of the management of an organization, designed to reduce expenses. This is
usually, but not exclusively, accomplished by shrinking the size of the workforce.
However, downsizing is a term used to encompass a whole range of activities
from personnel layoffs and hiring freezes to consolidations and mergers of
organization units.

Dress code. Organizational policy or rule to be used by employees as a guideline
as to what is considered appropriate attire for the workplace.
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MHoroobpazHe COTPYAHHKOB. CMECE CXOACTE M DA3AMUMA B KOMEKTHEE, KO-
TOPEan BRAKYEET, HANPHUMED, AMUYHBIE W OPrAHW3ALMOHHLIE OCOBEHHOCTH, LEH-
HOCTH, YBEXASHWA, ONBIT, NPEANOUTEHMA 1 TN NOBEASHMA.

YnpaeneHWe MHoroobpazvenm cOTPYAHMKOB. BCecTOpOHHWA OpradHu3auWoH-
HEIA M YNPEBAEHHYECKHA NPOLUECE NO PEMYAMPOBAHMKD MHOMOODPAZHA COTPYAHK-
KOB WM BOBASUEHWKD WX B ASATEARHOCTh OPraHM3aUMK, UTO NDUBOAMT K MaKCH-
MBaABHOH PEAAMIEALMK NOTEHUMEAE BCEX COTPYAHWMKOB,

TpeHHHr mHorooBpasHA COTPYAHMKOB. Llent TPEHMHIa COCTOMT HE TOAbKD B
YEEAMHMEHHWM OCBEAOMAEHHOCTH M NOHMMAaHKMA MHoroobpasus Ha pabouem me-
CTE, HO TAKME B PAIBMTHW KOHKDETHBIX HABLIKOB ¥ LUTATHLIX COTPYAHMKOB, KO-
TORLIE NOMOTYT YBEAWUUTE NPOAYKTHMEHOCTE M 3QGEKTUBHOCTE KOMMYHHHKA LKW
CPeAM COTPYAHMKOB,

DokymeHTaumoHHoe obecnevyeHHe CHCTEMBI YNPaBAEHHA NepcoHanom. CoBo-
KyYMHOCTh ADKYMEHTOE ORraHW3aUMOHHO-DAcNoPAAWTEALHOTO, WHHOPMAaUMOHHO-
CNpaBoYHOro, yY4ETHOIO M APYroro xapakiepa, ofpallallMxcs B cucTeme
YNPABASHWA NEPCOHAN0M. TaKHe NPoLECs COZAAHMA, 0BpaboThK M ABMMEHMA
ATHX ADKYMEHTOB, OCHOBOM KOTOPOrD ABARETCA AENONPOMIBOACTED,

MNoHuMeHHE B AOAKHOCTH. [PaKTHKA NEPEMELLEHWA COTPYAHMKA HA MECTO paboTel
¢ Gonee HM3KMM YPOEHEM OnAaTel, TREBOBAHWIA WAKM OTEETCTEEHHOCTH. B Poccui-
crOM DesepaLMK NOHWIWTE B ADAKHOCTH BOZMOXHO AMO0 NpOBEAR NPOUBAYDY aTTe-
CTAUMM, YADCTOBEPAILLYHD COOTBETCTEME KBaAMUKaUWW paboTHuKa 3aHUMasmMoN
LOAKHOCTH, MAKM N0 COMaLWeHd cTopod (nyHkt 3 cr. 81 Tpyaosoro koaekca PO,

[oGPOBOALHOE NOHMKEHHE B AOAMHOCTH. [IPAKTHKE, NDK KOTOPOR COTPYAHM-
KW ADBPOBOARHD COMALWATCA OCTATECA Ha CEOER AOAKHOCTH © YMEHbLLLEHHEM
FAPNAETEI MAM NEPERTH Ha BOABE HWIKYHD ADAKHOCTE C COXKPAaLLEHMEN 3apnaaThl
Mo AMUHBIM NPHYHHEM HMAK cemefHeIM 0BCToATENLCTEAM.

CoKpaweHue pasmepoB KOMNaHWW. LleieHanpaeneHHan aKTMBHOCTh, NDEA-
NPMHKMABMER K3K 43CTb YNPaBAEHWA OPraHM3aUMen, NPMMEHASTCA AAH YMEHb-
WeHHA pacxoaoB. OBbIUHO, HO HE MCKAKUMTEABHO, AOCTUIEETCA NOCPEACTEOM
cokpalerns pabouen cunbl. MoapasymesaeT noa cobOM UEAbIR AMBNE30H AE-
CTBMH, OT BPEMEHHBIX YBOARHEHWA NEpCOHaAa W 3anpetoB Ha NPUEM HOBBIX
KaAPOB AD CAMAHWA OPFraHWSALMOHHBIX EAMHMLL

Apecc-kop. MMoAUTHKE OPraHUSALKMH HAK NPEBMAE, COMMECHO KOTOPLIM COTPYAHK-
KaM PEKOMEHAYETCA HOCHTE ONPEAEAEHHYHD) GOpMY DAEXALI Ha pabouem mecTe.
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Drug testing. The process of testing employees to detect the presence of illegal
drugs or alcohol within their system. Drug testing can be conducted on a pre-
employment, random or post-accident basis, as well as for cause or suspicion,
in accordance with the employer's policy and any governing state law.

Dual career ladders/tracks. Employes career development plan allowing
employees to alternate between technical, professional or managerial posi-
tions over the course of their careers.

E

E-learning. The delivery of formal and informal training and educational
materials, processes and programs via the use of electronic media.

E-Recruitment. Web-based software that handles the various processes
included in recruiting and onboarding job candidates. These may include
workforce planning, requisitioning, candidate acquisition, applicant tracking
and reporting.

Economic methods. Way to implement control actions on staff through the

use of economic laws, categories, and commaodity-money relations.

Effectiveness (in accordance with 1S0 standards). The degree of imple-
mentation of planned activities and achieve planned results.

Efficiency (in accordance with IS0 standards). The relation between the
result achieved and the resources used.

Efficiency of professional activities. High productivity and gquality of work,
their relationship with the efforts that people spent to achieve them.

Efficiency of staff management. Compliance costs and objectives (results) to
personnel management.
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DONHHI-KOHTPOAL. [1pOLECE TECTMPOBAHMA COTPYAHMKOE © Uenkky oBHapy-
MEHWA 3ANPELUEHHBIX NPENAPATOR MAW AAKOTOAR. AONHHM-KOHTDOAL MOXET BbiTh
NPOBEAEH NPH NPOXOXASHWH MCNBITATEABHOMD CPOKEa, NPOWIBOABHD, NOCAE HE-
CUBCTHOMD CAYYaRA, NPW BOIHMKILKMX NOAD3IPEHWAX AW B CODTEBETCTEMM © NOAMTH-
KO pabotoparess M AKBLIM rOCYAADCTBEHHLIM 38KOHOM.

ABOHHBIE KAapbepHbIE ABCTHHLULL/ NYTH. MAaH NPpodeccHoHansHOMo PasBMTHA
COTRYAHMKE, MPY KOTOPOM NPOMCXOAMT YUBPEAOBAHWE TEXHMUSCKMY, NPOdEccHo-
HAABHBIX HAH SAMHWHHCTPATHBHBIX ADAKHOCTEH B TEYEHWE erd Kapbepbl.

E

InexTpoHHoe obyuyeHwe. Mepepaua GoOPMarbHbX W HedOPMaAbHbIX yyet-
HEIX M DﬁpEBDBETEbeHhIK MaTepHanoB, NpoUueCCOoE ¥ NPOrpanm I'I}I'Télul HCNOAL-
30BAHUA INEKTPOHHbIX CMI.

3nekTpoHHBIA Habop, Cetepoe nporpammuce obecnedyeque, ynpaenatoles
PaZAMUHBIMK MPOUSCCAMM, CBA3AHHLIMM C HABOPOM M NPUBASHEHHEM KaHAMAS-
TOB Ha pabory. 3T0 MOXET BRAIOYATL NAAHMPpOBaHHe pabodyel CUAbI, MCNOABIO-
BaHWe GopM, NpHoBpeteHre KAHAMAATOR, CONPOBOXASHKE M OTHET KAHAWAATOR.

JxoHOMMHuecKHe MeToabl. Cnocob OcCyLEeCTEAEHMA YNPABEARAOWMWX BO3AEH-
CTBMA Ha NepcoHan Ha OCHOBE MCNOABIOBAHHMA IKOHOMHWYECKHX 3aKOHOEB, KaTe-
FOpMA W TOBAPHO-ASHEXHbLIX OTHOLEHWH,

Pe3zyAbrTaTHEHOCTE (B COOTEBETCTEMM co cTtaHaaptamu WCO). CreneHe pea-
AMBEUMH 3ANAAHWDOBAHHOR ARATEABHOCTH H AOCTMMEHMWA 3ANAZHWMPOBAHHBIX
Pe3yALTATOR.

3ddexTMEHOCTL (B COOTEETCTEMM co craHaapramu MCO). CooTHoweHuwe
MERAY AOCTHMTHYTEIM DEIYARTATOM H HCNOABZOBEHHBIMH PECYRCIAMM.

3dpdexkTMBHOCTE NpodeccHOHAABHOR AEATEARHOCTH. Bhicokas npousBoam-
TEABHOCTE W Ka4eCTBO TRpYAR, HX COOTHOWEHHME C YCHAHAMMK, KOTODBRIE YendBek
FATPATHA AAA HX AOCTHXEHMKA.

3¢ eKTHEHOCTb ABATEABHOCTH MO YNpaBAEHHIO NepcoHaom. COOTBETCTEHE
3ATPar M Uenei (pe3yALTaToB), HANPABAEHHEIX HA YPABAEHWE NEPCOHANOM.



Eighty-percent rule. Method of determining adverse impact. Selection rates
for any group that are less than 80 percent (four-fifths) of the rate for other
groups is evidence of a violation of this rule.

Electronic monitoring. Employee surveillance practice where items such as
telephone calls or e-mail/Internet usage are observed for general business,
training or performance-related reasons.

Emergency planning. The process of establishing specific measures or actions
to be taken when responding to catastrophic events or tragedies (i.e., fire,
earthquake, severe storms, workplace violence, kidnapping, bomb threats,
acts of terrorism or other emergency situations) in the workplace.

Emotional intelligence. Describes the mental ability an individual possesses
enabling him or her to be sensitive and understanding 1o the emotions of
others, as well as to manage his or her own emotions and impulses.

Employee. The person who has entered into with the employer, an employment
contract or verbal agreement on terms of employment for the fee.

Employee assessments. Tests used to help employers in pre-hire situations to
select candidates best suited for open positions. These tests can sometimes be
taken via the Internet and can provide employees with effective training, assist
managers in becoming more effective, and promote people into appropriate
positions. Types of assessments include those to determine personality,
aptitude and skills.

Employee handbook. Written or electronic document containing summaries
of the employer’s policies and benefits designed to familiarize employees with
various matters affecting the employment relationship.

Employee leasing. The shape of changing in the number of staff, in which the
independent firm-lender sends on fixed term one or more of its employees,
with whom it has an employment contract, to the disposal of another company-
borrower, pledging to these employees during the «eases term to work at the
company-borrower. At the same inmate workers with firm-creditor contract of
employment remains in force.
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Mpaeuwao 80%. Metop onpepereHHA HeGARMONPUATHOMD BO3ASMCTEMA. [o-
Kasatesd epbopa and ABOR TPYNNEl, KOTOPBIE COCTABAHIOT MeHee, Jenm B0%
(4/5) AAR ADYIHMX TRYNN, 80T AOKAZATEALCTEO HAPYLLEHMWA 3TOM NPaBHAA.

IAEKTPOHHBIA MOHMTOPHHT. MNpakTuKka HabAKAEHHWA 38 paBoTHUKaMK, KOrAa
BEABTCA HADAAEHWE 38 TEABDOHHEIMM IBOHKAMKM MAKM HCNOABIOBAHMEN IASHK-
TROHHOH NoYTH M MHTEpHETa pasm ofiero Aeaa, 0BYUEHHA UAM YAYULLEHWA Ka-
vecTea paboTol.

MraHHpoBaHWE Ha CAyYaH YpPe3BbIMaNHOW CHTyauMu. MpoUsect YCTAHOBASHWSA
ONPEAEAEHHEIX MER WAM ASACTEMH, KOTOPHIE ADAXHE ORITE NPEANPMHATE B CAyYae
KaTacTpogHYeckix COBBITHA MAKM Tpareauu (HANPUMep, NpHd NOXape, IeMAeTpACE-
HMM, yparaHe, HacAMK Ha paboduen MecTe, NoXMILEHHK AHASH, YIPO26l B3pLIES, TER-
POPHETUHECKKMX AKTOE MAM APYIMX YPE3BbIMaRHbIX CHTYaWMA) Ha pabouen MecTe.

3IMOUMOHANBHBIH HHTEANEKT, CNocoBHOCTE MHAMBHAS K NOHMUMaHHK 3MOLUMHA
,ﬂ,p}'rH}mlﬂﬂ,Eﬁ, ETEKH{E)I'I'IFIEB!LEHHIﬂCDfI{:TEEHHbIMH IMOUMAMMHM I'IGEII}I'MEHHHMH.

HaémHbiA paboTHMK. PaboTHMEK, 3aKAKMKMBILMA ¢ paboToaaTesem TPYADBOI
KOHTDEKT HMAM YCTHOE COorfalleHue ob YCAOBMAX TFJ}".EI.DEI-UIH AEBATEABHOCTH 33
onpeseréHHOE Bo3HarpaxAeHue.

OueHku (TecTHpoBaHKe) paboTHUKa. TecTbl, MCNOAL3YEMBIE AAR NOMOLLW Pa-
BoToASTEAAM B CHTYALMAX Nepes HaRmon Ha paboty, utobsl atoBpate KaHAMAZ-
TOB, KOTOPBIE AyMLUE BCEMO NOAXOART AMA OTKPLITEIX BAKAHCHA. 3TH TECTEI MOXHO
HHOrAS NPpOBECTH B |.‘|HTE'|'.‘rHIE'I'Er TOrAd OHKM MOMYT NpeAsCTaEMTE DEIf!DTHI-'II-{EM
IPPEKTUBHOE CPEACTED OOYUEHHA M NOMOYL MEHEAXEREM CTATE Donee agden-
THEHBIMH B NPOABHXEHHMH PABOTHUKORB Ha NOAXDARLLME NO3IUUMK. THNLI OLEHOK
NO3IBOARKDT ONPEAEAWTE OC oBEHHOCTH AAYHOCTHI, CNOCoOBHOCTH M HABBLIKM.

CnpaBouyHHK paboTHHKa (PYKOBOACTBO AAA pabBoTHMKa). MUCEMEHHBIR MAK
B.H.EH'I'FJDHHHI:I LAOEYMEHT, ED,E,EPH(ELLLHE Kpartkoe M3nDHMEHHME NOAMTHEM pEﬁDTD-
ASTEAA, NDEEWA BEHYTDEHHEND PACNORAAKE W ALMOT. PazpaboTaH And 03HaKoMAE-
HWA PaBOTHUKOB C Pa3AMYHLIMK BONPOCEMM, BOSASHCTBYIOLMMK Ha TDYAOBLIE
OTHOLLUE2HKA.

ApeHaa paboTHUKOE. DOpMa HIMEHEHNH YMCABHHOCTH NEPCOHAANE, NPH KOTOPOH
CAMOCTOATEABHAA GHPMAa-KDEAMTOR NERPSARAET HA ONPEASAEHHEIA CPOK OAHOMD
HAKM HECKOABKMX CBOWX COTPYAHHKOB, € KOTOPBIMK OHA MMEET TPYAOBOH AOTrOBOp,
B PAcCNopAXeHne ARyroR dupmMel-3aémilMKa, oDA3EIBanA 3THX COTPYAHMKOB B Te-
UEBHME CPOKE vapeHaklr padoTate Ha Gupme-zaémwmee. MpK 3ToM 3aKA0UEHHBIRA
pABOTHHKEMH © GUPMOR-KDEAMTODOM TRYAOBON ACTOBOR COXPEHAST CHAY.
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Employee loyalty. Positive attitude toward the company, compliance with
existing rules and adoption of the company, even at partial disagreemeant with
them.

Employee relations. Broad term used to refer to the general management
and planning of activities related to developing, maintaining and improving
employee relationships by communicating with employees, processing
grievances/disputes, ete.

Employee retention. Organizational policies and practices designed to meet
the diverse needs of employees and create an environment that encourages
employees to remain employed.

Employee self-service. The trend in human resource management that allows
employees to handle many job-related tasks normally conducted by HR (such
as benefits enrollment, updating personal information and accessing company
information) through the use of a company's intranet, specialized kiosks or
other web-based applications.

Employee stock purchase plan. Employer-sponsored plan that allows
employees to purchase company stock below the fair market value,

Employee theft. This refers to any unauthorized appropriation of company
property by employees either for their own use or for sale 1o another. Itincludes,
but is not limited to, the removal of products, supplies, materials, funds, dala,
information, or intellectual property. This includes everything from pilfering
a few pens, recharge the mobile phone from the office to sell confidential
information to competitors, the knowledge and skills gained through inhouse
training or training through the organization, earlier the period, specified in the
training contract.

Employer of choice. The term used to describe a public or private employer
whose practices, policies, benefits and overall work conditions have enabled
it to successfully attract and retain talent because employees choose to work
there.
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MNOAABHOCTE COTPYAHHKOB. [OADKMTEABHOE OTHOLWEHWE K KOMMAHWM, CO-
BAKIASHME W NPUHATHE CYLLECTEYHOLLMY NPaBuA DHDMBI, ASXE NP HENOAHOM CO-
TABCHM C HUMM,

CnymebHble oTHOWweHWA. LUWDOKWI TEpMMH, OTHOCALWMMACA K obwemy py-
KOBOACTEY M NASHWPOBAHMIO ABMCTEWIA, CBAIAHHBIX C PA3BUMTHEM, NOAASDKE-
HUEM M YAYULIEHMENM OTHOWEHWA ¢ paBoTHHKaMK NOCPeACTEOM ObleHuA ¢ pa-
BoTHHKamMK, pazbopom obKa/CNOPos W T.A.

Yaepxanue paborHuKoB. OpraHu3aumoHHan NOAMTHKE W METOALI, paspaboraH-
HEIE C UEeABH) YAOBAETBODEHUA pazdoobpasHelx notpebHocTel paloTHUKDE W Co3-
AdHWA 00CTAHOBKM, KOTOPAA NOOLLPRET MX DCTABATECA HA padoTe 8 opraHM3aLmrm.

CamoobenyxveaHue paboTHHKOB. TEHAEHUMA B YNDEBASHWUM NEPCOHAADM,
KOTOpasA NO3B0AAET PaboTHUKaEM YNPaBAATE MHOMMMK CEA3AHHEIMK ¢ paboToi
3apaqanu, 0BLIMHD NPOBOAMMBIMH OTASAOM HBAPOE (TAKMMMK, KEK PErHCTPaLMA
ABFOT, KOMWPOBAHKE W CHOP ADKYMEHTOB, OBHOBAEBHWE NEPCOHAABHON MHbOP-
MELMK M ADCTYN K MHGOPMALKMK O KOMNEHMK) © NOMOLLBIO MHTPAHETE |BHYTPEH-
HEH KOMMNBIOTEPHON CETH) KOMMaHWH, CNELMBAHIMPOBaHHLIN KUOCKOE MAM ApY-
rMx BEO-NPUACKEHHA,

Maan nokynku doHaa paboTHMKOB. CNoHCHpYEMBIA PabOTOAATEAEM MASH,
KOTOPLIA NO3BOARET paboTHMKEM NOKYNaTe SKUMK KOMOEHMK HUXEe PhIHOYHOR
CTOMMOCTH.

Bopoecteo paboTHukoB. Kacaetca nforo HECaHKUMOHMPOBAHHOI NPHMCBoe-
HWA COGCTEEHHOCTH KOMNAHWW DaGOTHUKaMKM AAR X AMUHOTD MCNOARIOBAHMA
MAKM AMNA MPOAZKK ADYTAM AMUAM. CIOAS BXOAMT, HO HE OrPAaHHMYHBAETCH TOABKO
ITHM, NEPEMELLEHME NPOAYKTOR, NOCTABOK, MaTepHManoe, GOHACE, ASHHBIX, MH-
QOPMALIMK MAM MHTEAASKTYEABHOR COBCTEEHHOCTH. AGHHBLIM TEPMKUH BRAIOYaET
BCE, OT XMILEHWA HECKONLKHX pyUYek M3 oduca, NoA3apaAKK MOBUALHOMD Teae-
fOHA AD NPOAEKK KOHDUASHUMANEHOR HHPOPMALWK KOHKYPREHTY, HCNOAL3OBE-
HWA ZHAHKA M YMEHMIE, NOAYUEHHEIX B NPOUECCE BHYTPHGUPMEHHOMD obByueHuA
HAK OOYYEHWA 38 CUET OPraHUIaUmMK, PaHes cpoka, 0B03HAYEHHOMD B y4ebHoM
AOTOBODE.

Mpeanountaemelidl paboTtopaTenb. TepMHH AAR ONMCEHMA NYSAMYHOMD MAM
YacTHoro paboToaaTens, MeTOALl KOTOPOTD, NOAMTHKE, ALMOTE M 0BLLME YCAOBMS
paboTol, NO3BOAMAM EMY YCMNEWHO NPHMBAEYE W YAEPHATE TEAGHTEI, MOTOMY 4TO
pﬂﬁDTHHHH XOTAT pEIﬁDTEITI: B erg KOMnNaHWM.
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Employment agency. The organization that provides job placement assistance,
either on a temporary or permanent basis, to individuals seeking employment
opportunities.

Employment agreement/contract. There is an employment contract in
Russian Federation. It is an agreement between employer and employee,
whereby the employer undertakes to provide the employee with work due to
work functions, to provide working conditions stipulated by labor legislation
and other normative legal acts containing norms of labor law, collective
agreements, contracts, local regulations and this agreement, promptly and
in full amount to pay the employee wages. An employee agrees to personally
carry out the agreement, a labor function, observe the internal regulations in
force at the employee. Parties of the employment contract are the employer
and employee. (Article 56 of the Labour Code).

Employment-at-will. Legal doctrine that states that an employment rela-
tionship may be terminated by the employer or employee at any time and for
any or no reason.

Employment branding. The combination of marketing, communication and
technology used by an organization intended to give it greater visibility amongst
a large population within a short timeframe.

Employment cost index. This index measures the relative changes in wages,
benefits and bonuses for a specific group of occupations.

Employment displacement. Occurs when an employee is terminated as a
result of position elimination.

Employment practices liability audit. The assessment of employer's current
policies and practices to determine potential areas of liability (i.e., dis-
crimination, wrongful discharge and other violations of employee rights) typi-
cally conducted by an outside consulting or legal firm.

Employment torts. The grounds on which a lawsuit is based, such as wrongful
discharge, negligence or invasion of privacy.

62



Bropo (areHTcTED) N0 TPYAOYCTPOHCTERY. OpraHuaauma, KoTopas obecneuneaset
NOMOLLE B TRYAOYCTRORCTBE, HA BPEMEHHOW WAM NOCTOAHHOH OCHOBE, AKIAAM,
HLLYLLIMM BOIMOMHOCTH TPYACYCTRORCTES.

Tpyaoreoit poroeop,/KOHTpaKT. B PoccHiAckol depepauulm TRYACEOH ACTOBOD —
3T0 COrnaweHve Mmexay pabotopatenemM M paboTHWKOM, B COOTBETCTBMW C KO-
TopeiM pabotopatens 0bR3yeTCA NpeaocTaBnTe paboTHuky paboty no obycnoe-
AEHHOR TPYAOBOW $yHKUMK, oBECneduTs YCAOBWA TpyAa, NPEAYCMOTPEHHBbIE
TE¥AQEBIM 3dKOHOASTEABCTEOM M MHBIMH HOPMATHUEHEIMM NPEBEOEBIMW aRTAMM,
COASPKELUMMH HOPMBI TRPYAOBOTO NPEBa, KOAMEKTHEHBIM AOTOBOPOM, COMMaLLIE-
HUAMM, AOKAABHBIMW HOPMATUEHEIMH BKTAMKM W AZHHEIM COTAaLLIEHWEM, CBO-
BBPEMEHHO H B NOAHOM PAa3MEPE BbiNAa4YWBaTh paboTHUKy 3apaboTHylo naaty,
a paboTHWK 0BA3YETCA AWYHO BLINOAHATE ONPEAEAEHHYHY 3THM COMAALLEHHEM
TOVADBYHD dYHKLMIO, COBAOAATE NPEBHUAS BHYTPEHHEND TRYAOBOMO PacnopAsKa,
AeACTBYHOWME v paHHoro pabotHuka. CTopoHamMu TRYACBOMO AOrOBOPA ABAAKIT-
oA paborosarens M paborHuk (C1. 56 Tpyaosoro koaekca PO).

AoBpoBOALHAA 3aHATOCTL. HOPUAMYECKAR ADKTPHHE, KOTOPER YTBEPXASET, YT
TPYACBBIE OTHOLLEHWA MOrYT BhiTh NpekpalleHel pabotopatesem MAM paBoTHK-
KoM B noBoe BpemA W No ABol nprYKHE,

CozpaHue paboyen mapkmn (BpeHamur). COYETAHWE MAPKETHUHIE, KOMMYHMKE-
LMA W TEXHOADIMM, MCTIOAB3YEMOE OPFraHMZaUMeR © UeALHD ADCTMXEHWA DoAb-
LWER @8 MIBECTHOCTH CPEAM HACBAEHHMA 33 KODOTKOE BPEMA.

HHaeKC CTOMMOCTH 3AHATOCTH. MaMepReT OTHOCHTEALHBIE HAMEHEHWA B 3aDa-
BOTHOM NASTE, ALMOTaX M NPEMMAX AN ONPEASNEHHOR TPYNNE A0AKHOCTER,

CmeleHHe 2AHATOCTH (COKPALLEHHE AOAMHOCTH). [TROMCKOAMT NPK YBOALHE-
HUM PaBOTHUKA B PE3YALTATE MCKAKYEHKMA NO3HUKMM (COKPALLEHWE AOAKHOCTH).

AyAMT OTBETCTEEHHOCTH (3a HapylWeHWe 3aKoHOAATEeALCTBA) NMPAKTHKM B
chepe 2aHATOCTH. JUEHKA TEKYIWEN NOAMTMKKM paboTopaTend M MEeTOADE AR
ONPEAEAEHMA NOTEHUMAALHBIX 00AGCTER OTBETCTEEHHOCTH (HANDUMER, AMCKDN-
MHHALUMA, HE3AKOHHOE YEOABHEHME W ARYTHE HEPYILEHWA NPaE paboTHUKOE), Kak
NPaByAD, NPOBOAWMER BHELWHEA KOHCAATHHIOBOW MAW KPHAHYECKOH dupMai.

HapyweHHA 3aKOHOAATEARCTEA B Chepe 3aHATOCTH. DCHOBAHKA, Ha KOTOPBIX

Bazupyetca cyaebHBIA NpoUece, HaNPWMED, HEZAKOHHOE YEDOALHEHHWE, HEGpEM-
HOCTE WAKW BTOPDMEHWE B AMYHYKDY MM3Hb.
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Employment visas. Immigration-issued document that allows aliens to obtain
temparary residency for the purpose of pursuing employment opportunities.

Enterprise. Socio-technical system (complex of related segments of the
material, social, political and spiritual spheres of public life), which is based on
real material (equipment, technology, etc.) and HR (personnel) components.

Entrepreneurship. This is a term which has been used in different ways. One
usage views entrepreneurship as concerned with the processes leading to new
venture creation, without regard to the type or potential of the organizations
created. Ancther view sees entrepreneurship as primarily concerned with
developing innovative ventures, whether these are independent or occur within
already established organizations. Entrepreneurship inside organizations has
sometimes been termed «corporate entrepreneurshipe or «intrapreneurshipe,
Both usages emphasize the role of the entrepreneur as one who organizes a
venture and bears some degree of risk in return for rewards.

Environmental scanning. The process that systematically surveys and
interprets relevant data to identify external opportunities and threats.

Equal employment opportunity (EEQ). Policy statement that equal
consideration for a job is applicable to all individuals and that the employer
does not discriminate based on race, color, religion, age, marital status,
national origin, disability or sex.

Equal treatment. Legal doctrine used in discharge cases to determine whether
an employer's policies and practices are applied in a fair, consistent and
nondiscriminatory manner.

Equity theory. Based on the notion that people are motivated by a desire for
fairness, that is, to be treated fairly and will compare their own efforts and the
rewards of others in the organization with a view to judging the fairness of their
treatment.
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Tpyaoebie BW3bl. MMMUIDEUWOHHEIA ACKYIMEHT, KOTOPHIA MNOIB0ARET WMHO-
CTPaHUAM NOAYYETE BPEMEHHBIM BHA HA XUTEABCTBO € LEALK) PEaNH3aUMH BO3-
MOXHOCTER TRYADYCTROMCTEE.

NMpeanpuAaTHe, COUWMOTEXHHMYECKEA CMCTEME [KOMNAEKC B3AWMOCBA3AHHBIX Cer-
MEHTOB MATEDWANLHON, COLUMAABHOW, NOAMTHMHYECKON M AYXOBHOW chep obwe-
CTEEHHOM MM3HM), OCHOBY KOTOROR COCTABAAKIT METEQHANLHO-BELECTBEHHER
(TEXHWKE, TEXHOAMIMHMA M T.A.) W KSADPOBaN (NeRCOHAA) COCTABMLLKE,

MpeanpUMHUMATEALCTED. 310 MHOMO3IHAYHLIA TepMuH,. OpHO 3HaYeHWe pac-
CMaTPMEAET NPEANPHHMMAETEALCTED B CBAZM C NPOUECCAMM, NPUBOASLLMMH K
COZAAHMIO HOBOMO NPEANDUATHE BE30THOCHMTEARHO K TUINY WAM NOTEHLMaNY CO3-
AFHHEIX OpraHuaaumin. Apyroe 3HaueHWe BUAKT NPEANDUHUMAETEALCTED, NDEXAE
BCETD, KEK PA3ZBUTHE MHHOBALUMOHHLIX NPEANPUATMA, HE3EABHCHMbI AM OHKM HAM
NPOUCKOAAT B NPEABASX VHKE CYLLECTEYHLIMX OpraHHaauMi. NMpeanpuHHMaTenk-
CTBO BHYTPM OPradH3aUMia MHOTAS HE3bLIBAIOT «KOPNOPATHBHOE UAK BHYTPHOP-
raHuzaumoHHoes. 003 3HaueHWa NoOAYEPKWESKT POAb NPEANDHHMMAETENA KakK
cyBbEKTa, KOTOPBIA OPraHK3yeT NPeANPUATHE W HeCET onpeaenéHHYH CTENEHb
pUCcKa B 0BMEH Ha BO3HATPaXASHUE.

CxaHupoBaHWe (MOHWTOPWHT) BHEWHeN cpeabl. NPOUECE CHCTEMATUUECKOTD
0f30pa U MHTEPNPETAUMK COOTBETCTBYIOWMX AAHHBIX, HYTOOBI MABHTWMOMUMDO-
BaTh BHELIHWE BO3MOMHOCTH M YTPO3kI.

PaeEHble BEO3MOXHOCTH Ha pabote. [porpaMMHOE NOADKEHWE 3AHAKUAETCH
B TOM, 4T0 PABHLIE BO3AMOKHOCTH ANA PABOTHI NPMMEHHMBl KO BCEM AKIAAM,
yto paboToaaTess HE ADNYCKAET AMCKPHMMKMHALUMKM, OCHOBAHHOW Ha pace, UBeTe
KOMM, PEAMIMKA, BOIPACTE, CEMERHOM NOADKEHMW, HALMOHAABHON WAKM NOADBOH
NPUHBANERHOCTA M AEECNOCOBHOCTH.

PagHONPaBHBIA peXxxum. FIPHAMHECKAR AOKTDMHE, MCNOABIYEMAR B CAYYAHX
YEOABHEHWA, AMA ONPEAEAEHWA, MPUMEHAAMCE AW NOAMTHKE M MeToAR padoToaa-
TeAR B CNPpaBeAMMBON, NOCAEADBATEABHOR W HEAWCKPUMHUHAUWKWOHHOW MaHEpPE.

Teopua paeenctBa. OCHOBaHa Ha NPEACTABASHMM O TOM, YTO AKOAM MOTH-
EWDOBAHEI HEAGHMEM CNPEBEAAMBOCTH, T.E. © HUMK ADAKHEI Cnpasessreo ofi-
PALATBCA, MK COOCTEEHHBIE YCHAMA W BOZHATPAXMAEHWA ADYTMX paboTHMKOE B
OpraHu3aLmMKM ADAHBI OUEHWBATECA C TOUKM 3DEHWA CNPaBEANMBOCTH.



ERG theory. Formulated by Alderfer (1972) as an alternative to Maslow's need
hierarchy, ERG theory posits three categories of needs: existence, relatedness,
and growth (ERG). All three needs can affect behavior simultaneously and
lower-order needs are predicted to increase in motivational importance if
higher-order needs are frustrated. The components of ERG theory are more
amenable to empirical test than those of Maslow's theory.

Ergonomics. The design of the equipment, furniture, machinery or tools used
in the workplace that promotes safety, efficiency and productivity and reduces
discomfort and fatigue.

ERP. Short for enterprise resource planning, a business management sys-
tem that integrates all facets of the business, including manufacturing, sales,
marketing, finance and human resources.

Error of central tendency. Rating error occurring when the rater displays a
propensity to assign only average ratings to all individuals being rated.

Error of contrast. The error occurring when raters assign ratings based on
comparisons between individuals being rated instead of using previously
established organizational standards.

Error of halo. Rating error occurring when the rater assigns a rating based on
individuals’ positive or negative characteristics.

Error of inconsistency. Occurs when no established organizational standards
for rating an individual exist, and raters use different strategies for assigning
ratings.

Error of projection. The error in rating, which occurs when raters are inclined
to allow their own personal characteristics or values to affect the ratings they
assign.
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Teopua ERG. ChopmyampoeaHHan K. Anbpepdepom (1972) kak ankTepHaTMEa
vepapxuu notpeduoctel A. Macaoy, Teopua ERG yeTtaHasavBaeT TpM KaTeropum
noTpefHoCTelR: CylWecTBOEaHWE (existence), OTHOLWIEHWA © APYTHMMKH AHDABMM
(relatedness) v passute (growth), Boe TpM KateropuM MoryT BAMATE Ha NoBe-
AEHWE OAHOBREMEHHD, M MOXHO NMPEABMAETE, YTO NOTREGHOCTH BOABE HM3KOTD
YPOBHA YBEAHYUBAIOT MOTHBALMOHHYKD 3HAYKMMOCTE, BCAM NOTREBHOCTH BhICILE-
ro NopAAKS Bhink GpYCTPHMPOBaHEL. KOMNOHEHTR TeopHd ERG BoaklUE NOAXOAAT
AAR IMMNHMPHYECKHMY TECTOR, YEM KOMNOHEHTE TEOpUH Macaoy,

SproHomuka. Ar3aid obopysoBaHud, MeBeaH, MaLKH HAW MHCTRYMEHRTOR, HC-
noakL3yeMEIX Ha pabouem mecTe, KOTOPEIR cnocobcTeyeT BezonacHOCTH, Aden-
TMBHOCTH, NPOHIBOAMTEABHOCTH TRYVAE M YMEHBLLAET AMCKOMPOPT K YCTaNOCTh.

ERP. CokpalugHWe o7 «NASHHDOBaHWE PEeCYpPCOB NPeANpPHMATHR: [wenterprise
resource plannings) . 310 cucTema ynpasaeHua BuaHecom, kotopas obbeanHa-
€T BCE €ro acnekTbl, BKAIOYaA NPOM3BOACTED, NPOAAKH, MAPKETHHT, GHHAHCH! W
HEADBEUECKHE pecyplhl.

OwKnbKa LeHTPAABHON TEHAEHIMWK. OIUKMBOUHOE OLUEHMBAHKME, KOTAA OLEHLLMK
[AKCNERT) NPOABAAET CHAOHHOCTE BbICTABAATE TOABKO CPEAHME OUEHKW BCEM
PACCMETPMEEMBIM MHAWBHAAM,

Owunbka KoMTpacTa. ASHHaA OWMBKSE NPOMCXOAMT, KOTAS OUESHLILUMKM [3KC-
NepTbl) BRICTABARKIT OUEHKW, OCHOBAHHLIE HE CPABHEHWM MEXAY OUSHWBAS-
MBIMKM MHAMBHAZMK, BMECTO TOMO, YToBbl MCNOAL30BETL PaHEE YCTAHOBAEHHbIE
OPraHW3aLUMOHHBIE CTaHARPTHI,

Owwmbra opeona. OWKHOBOYHER OUEHKE, BOIHMKAMOLWEA, KOMAE OUEHLLMEK ASET
OLEHKY, OCHOBAHHYH HE NOADKHTEABHBIX WAW OTPMUATEABHBIX XaPEKTEPHCTHKEX
AHOAEA,

OQwmnbKa HECOrAacoBaHHOCTH. BO3HWMKAET, KOIAA HHKAKWME YCTAHOBAEHHLIE
OpPraHM3aUMOHHEIE CTAHASPTEI AAR OUEHKHM pABOTHMKA HE CYLUECTBYHOT, W OUEH-
LLMKEKM (IKCNEPTBI) MCNOABIYHOT HEOAMHEKOBBIE CTPATErHH MPH BhICTABAEHWM
OLEHOK.

Ownbka npoekurn. DWKBKa B OUEHKE, KOTOPEA NDOWCAOAMT, KOTAS OUEHLLIMKH

(IKCNEPTH) CKAOHHBI NO3BOAMTE CBOMM AMYHBIM XBPAKTEPHCTMEAM MAW LUEHHO-
CTAM BAMATE HA OLEHKH, KOTOPLIE OHM HAZHAYaHT.
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Error of recency. Occurs when raters assign a rating based on the individual's
short-term versus long-term job performance.

Error of standards. Occurs when a rating is assigned based on impracticable
standards established by the rater.

Essay appraisal. Appraisal strategy requiring the rater to provide a narrative
description of an individual's performance based on the rater's performance
observations.

Essential functions. The primary job functions or tasks that an individual must
be able to perform with or without a reasonable accommodation.

Ethics. Philosophy principle concerned with opinions about appropriate and
inappropriate maral conduct or behavior by an individual or social group.

Ethnicity. This has been defined as belonging to and being perceived by
others as belonging to an ethnic group. Those favoring a narrow view define
ethinic groups as a group socially distinguished or set apart, by others or by
itself, primarily on the basis of cultural or nationality characteristics. Broader
definitions also include religion, or national origin as distinguishing factors or
race seen as a special case of ethnicity.

Ethnography. The aim of ethnography is to comprehend and portray the culture
of a collective, or the activities that occur in a circumscribed setting from the
point of view of an insider. Doing ethnography requires a researcher to spend
long periods of time observing, interviewing, and interacting with the people
he or she studies. Ethnographers therefore measure periods of fieldwork in
months and even years.

Etiquette. Socially accepted forms and rules of conduct for civilized people.

Evaluating of staff efficiency. The evaluation of conformity tasks (objectives)
performed by staff and the cost of achieving them.

Evaluating the effectiveness of staff management. Systematic process of
assessment of costs and benefits of Human relation.
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OwmbKa HOBMEHBLI. NPOMCXOAMT, KOMAE OLUEHLLMKK (3KCNERTE) BEIHOCAT QLEHKY,
OCHOBAHHYHD HE BEINOAHEHMKM KPATKOCPOYHON, 8 HE ADATOCPOYHOR paboTel.

Qwmubka cranaapToB. MPOMCXOAKMT, KOTAS OLEHKA BLIHOCHTCH HE DCHOBE HEBLI-
NOAHMMEBIX CTAHASPTOE, YCTAHOBAEHHBIX OUEHILIMKOM (3KCNepTom).

OueHka, ocHoBaHHaA Ha HabaaeHHAX. DUeHOYHAA CTpaTerWs, Tpebyrilas,
UToBbl OUESHILMEK (IKCNERT) AGA XapakTepHeTHrY paboTsl COTPYAHWKE, OCHOBEH-
HYHD Ha HabAKAEHWAX OUEHLKMKE (3KCNepTa).

OcHoBHble dyHKUMK. OCHOEHIE padounre QyHKUMK MAK 38AaHKWRA, KOTODBIE pa-
BOTHMK ADAKEH BBINOAHATE NO AOTOBOPEHHOCTH MAK BE3 Heé.

Iruka. MpuHumn duaocodud, PAcCMaTPHBAIOWME MHEHWR 0 NnoaoBalowem u
HenoaoBawWeM MOPaABHOM NOBEAEHMW HHAMBMAR MAW COUMaALHOR TRYNNE.

ATHHYECKAA NPHHAANEKHOCTL. DNPEASAAETCA KAK NPHHEANEXHOCTE M BOCNDH-
HUMBETCH APYTMMM KaK NPHHAAAERHOCTE STHUUHECKOA rpynne. B yakom cmbicas,
ITHMUECKAA MPYNNa — 310 rPYNNa B COUManbHOM OTHOLLEHKMK OTAMUHAR MAW NoMe-
WEHHAR OTASABHO, APYTHMKH MAM €H CAMOH, NPEXAS BCETD, HA OCHOBE KYALTYD-
HbIX MAM HBUMOHaAsHBIX 0COBEHHOCTER, BOAEE LUHMPOKHE ONPEAENEHMA TAKME
BRAKIMAKT DEANWIHEID, AW HALMOHAALHYIO NPHHAANERHOCTE KAK OTAMHHTEABHbIE
QaKTopLl, MAM pacy Kak ocofbli CAYYaH ITHUYECKOW NPHHEANEKHOCTH.

3rHorpadua. Lleab sTHOrpadmu COCTOMT B TOM, 4ToBbl NOHATE W M306paznTL
KYABTYDY KOAAEKTMBA, HAM ABATEALHOCTE, KOTORAR NPOMCXOART B OIDaHHYEHHOM
NPOCTPEHCTES, © TOUKKM 3PEHWA YEADBEKE M3HYTpM. ITHorpadwa Tpebyet, uto-
Bbl MCCABADBATEAL NDOBOAMA ANMTEABHBIE NEDUOALI BREMEHW, Habhoaan, beps
MHTEDBLID W B33MMOASRCTEYA © H3YUASMEIMM AKABMM,. MO3TOMY AAWTEALHOCTE
NOASBLIX ATHOTPAGMUECKMY MCCABADBAHMA MAMEPAIOTEA MECALAMK W AAKE ro-
ABMM.

Atuker. MpUHATLIE B OBWECTEE GOPMBI W NPABUAZ NOBEAEHMA KYABTYPHEBIX AKAEH.

Ouenka addexTHBHOCTH nepcoHana. OUESHKA COOTEETCTEMA BHINOAHEHHLIX
NEpCOHAADNM 33484 (LEASKH) M 3aTPAT Ha WX ADCTHREHWE,

Ouenka 3 peKTHEHOCTH AEATEABHOCTH NO YNpaBAEHHKD nepcoHasom. Cu-

CTEMAETHYECKHA NPOUECC, CBAZAHHLIA C OUEHKOM 33TPRaT M PE3YALTATOR ABATENL-
HOCTH KaADOBOR caykBbl.
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Evaluation research. This involves the formal assessment against implicit or
explicit criteria of the value of individuals, objects, situations, and outcomes,
where choices have to be made «rationally» and decisions taken in a world of
SCAarce resources.

Evasion. The desire to avoid any form of interaction with the initiator of the
impact, including occasional personal meetings and collisions.

Excellence. Companies are deemed effective when they meet the expec-
tations of their key stakeholders, namely their owners, customers, employees,
and the local communities in which they operate. Companies are judged to
be excellent when they exceed the minimum standards of effectiveness set
by their rivals. Over time, excellence brings reputation - a company becomes
highly regarded in its industry.

Excess resources. These include any resources owned or controlled by & firm
in excess of what is required to engage in current organizational activities.
Slack resources can be tangible (i.e., product inventory in excess of current
markel demand) or intangible (i.e., unused debt capacity, management talent
in excess of current operations) (see Redundancy).

Exclusionary in personnel working. Reticence in dealing with personnel
issues, leading to unnecessary increase in the position of an employee may
not, depending on the business and professional qualities, but on the basis of,
for example, devotion to a higher official.

Executive coaching. Executive coaching is a professional relationship between
a coach and an executive, or an executive team. The goal is to assist executives
with positive leadership development. It can be provided in one-on-one sessions
or via the Internet.

Executive compensation. Compensation packages specifically designed for
executive-level employees that include items such as base salary, bonuses,
perguisites and other personal benefits, stock options and other related
compensation and benefit provisions.
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McocaepoBaHHe OUEHKH. BRAKYAET GOpManbHYID OLEHKY NPOTHME HEABHbLIX WAKW
ABHBIX KDMTEDHEB LEHHOCTH AKOAEH, OOLEKRTOR, CUTYALKA W PE3YALTATOR, KOrAa
ebifop poaxeH BeiTh CABABH «REUMOHAARHOY, W PELUEHWA A0AKHE! BbITh NPUHA-
Tkl B YCADBWAX HEAOCTATOYHEBIX PECYPCOB.

YinoHenne, CrpemaseHde waberate aobsix GoOpnM BIZUMOASHCTEMH C MHM-
UMETOPOM BOIASACTEMA, B TOM YMCAE CAYIARHEIX AMUHBIX BCTRPEY W CTOAKHOBEHMIA,

MpesocxoacTeo (KOHKypeHTocnocobHOCTL). HomnaHuu cumTaroTca apder-
THEHEBIMM, KOTAS OHM ONPaBALIBEKIT HAAEKARl CEOMX KAYEBRIX AWML, 8 MMEHHD,
CBOMX BABAEALUEE, KAMEHTOR, Pa0OTHWKOB M MECTHHIX COOOLIECTE, B KOTOPGIX
oHW paborarr. KoMnaHuu OLEHWEAEINTCH KaK NDEBOCXOAHBIE, KOTAA OHM NPEBLI-
LUBHT MHUHHMMEAEHEIE CTAHAZPTE 3D PEKTHEHOCTH, YCTAHOBASHHOM MX KOHKYPEH-
Tamu. NpesocxoACTBO CO BPEMEHEM CO3ARET PENYTALMIO - KOMNaHWRA CTaHo-
BEMTCA BLICOKO OUEHWBEEMOR B CBOER OTPACAM,

Mz20bITouHbIE pecypcbl. 3T0 NOHATHE OTHOCHTCA K ACNOAHMTEABHOMY KOAMUE-
CTBY PECYPCOB, NPUHEANEKELLMY MAM KOHTROAMPYEMBIX ODraHK3auMen, ceepx
HOPMEl AAA BEINOAHEHWA 33AaHWA. M3AKIWKW DECYRCOE MOMyT BhiTs METEQMaAL-
HEIMH (NPOAYKTEL, NPOMIBEAEHHLIE CBEpX TPeDOBAHMA PLIHKA) MAKM HEMAaTEpH-
SAbHBIMKW (KBaAMPHMUMPOBaHHEIE Kaapbl, He TPEGYIOWMECH ANA BhINOAHEHMA
TEKYLLIMX Onepaumia) (e, Maboitok pabodei cuabl).

KenelHocTs B Kagpoeod pabote. CKPLITHOCTE B PEIUEHMM KAAPOBEIX BONQRO-
COB, NPUBOAALLASA K HEOBOCHOBAHHOMY NOBBILEHUIO B AOAKHOCTH paboTHHKaE
HE B CEA3KW C Mo ABADBRIMKH W NPOPECCHOHBABHBIMIK KBYECTBAMM, 8 Ha OCHOBE,
HENpUMeD, ero NPEARHHOCTH BEILWECTOALLEMY ADAKHOCTHOMY AMLY.

AAMMHHCTPATHBHBIN KOYUMHT. MpodeccHOHEABHEIE OTHOLWEHHUA MEXAY TPEeHE-
POM M ACMUKHOCTHBIM AKLOM, MAW KOMaHADA AOAKHOCTHBEIX AU, Leab COGTaMT B
TOM, UTOE Bl NOMOUE ADAKHOCTHRIM AMLAM YCNELIHO PA3EWEATE AMAERCTED. 3TO MO-
KET BbITh AOCTUFHYTO HA AWMHBIX BCTDEYEX 1OAMH-HE-OAWMHY AW yepes HTepHer.

KomMneHcauHu AR PYKOBOAHTEAEH. MakeTkl, CNEUMANEHO NPEeAHE3HEYEHHBIE
AAF CAYHALLMK BBICLIETD 3BEHA, KOTOPBIE BKAKMAKT TAKWE NYHKTE!, Kak DasoBas
Japnaata, NpemMud, NpHPatoTKK W ADYTHME NEPCOHAALHBIE ABIOTh, GOHAOELIE
OMUMH W ADYTHE NOACBHBIE KOMNEHCELMK M ABTOTHBIE YCADBHA,



Executive outplacement. The programme designed to provide displaced
senior-level managerial and professional employees with career management
and transition services that go above and beyond what is typically offered
through a customary outplacement program.

Executive retreat. Team-building and developmental approach designed for
executive-level managers; conducted off-site and typically lasts from a few
days to a week,

Executive search firm. The agency or organization used by employers to
assist them with the selection and placement of candidates for seniorlevel
managerial or professional positions.

Exit interview. The interview conducied at the time of an employee’s res-
ignation, used to identify the underlying factors behind an employee’s decision
to leave.

Expatriate. The employee who is transferred to work abroad on a long-term job
assignment.

Expert. The specialist who makes the conclusion of the consideration of any
matter.

Expert estimates. Quantitative or ordinal assessment of processes or
phenomena that are not directly measurable, based on the judgments of
experts,

Expertise. The study of any issues that require special knowledge in science,
technology, art, etc. The expert examination results are issued in the form of
detention.

External benchmarking. The process of comparing an organization's current
policies and practices to that of a competitor organization(s) to determine
current and future trends in areas of employment and business practice (i.e.,
compensation, benefits, HR practices).
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TpyaoycTpoMCTED pyKoBoauTeneW. [porpamma, pa3paboTaHHas © UEBABHD
NPEADCTABASHMA NDOABUIAEMbIN N0 cayxbe MEHEANEDEM BEDXHEND YDOBHA
M CNeUWanMCTam BOIMOKHOCTENR YNPABASHWA KAPLEROW M MCMOALIOBAHWMA
YOAYT NEPEMELLEHMA [POTALMM), KOTOPBIE BbILE NO KaYECTBY W LWUKMPE Tex, 4To
0BkLIUHO NPeAAraoTCA Yepes CBLLENDUHATYID NporpamMmy ToYADYCTROACTES
YBOAZHHBIX.

Bole3gHOH CEMMHaD AAA PYKOBOAWTEASRW. [OAXOA K COIASHUID KOMAHAL! W
eé pa3BuTH, pa3paboTaHHeIil AMA MEHEAKEPOR PYKOBOAALLETD YPOBHS, Npo-
BOAMTCA BHE PaboMEero MecTa W ANMTGH, Kak NPaBMao, OT HECKOALKMX AHER AD
HEASAM.

Dupma nopbopa pyKoBoAMTEAEH. ATEHTCTED HAM ORPFaHMIEUMA, MCNOALIYEMER
paboTosaTeEARMK AAA NOMOLLK MM G oTEOPOM W NDHEMOM KaHAMAATOR Ha Npo-
PEcCHOHANHEIE NO3MUMKA K ADNKHOCTH CTARLUME MEHEMKEDOE.

MHTEePEBIO Ha BbIXOAE. WMHTEPBLK, NPOBOAMMOE BO BPEMS OTCTABKM pa-
BOTHMKA; MCNOALIYETCH AN TOTD, YTODLI BLIABMTE OCHOBHEBIE GEKTOPE, CTOALLME
3a peleHuen paboTHUKa YHTH.

3xcnarpuanT. PabotHuK, KOTOPBIR Nepemewén aas pabotel 38 rpasuuen Ha
AAMTEABHBIR CROK,

ucnepr. CneunanncT, ASNGHILLMA IAKAKYMEHWE (OUEHWBAKOLWMA) Npu pac-
CMOTREHHMH Kakoro-Hubyab BONpoca.

JKCNepTHBIE OUEHKH. KOAWHECTEEHHBIE MAK NOPHAKOBRIE OUEHKH NPOUSCCOB
MAM FBAEHWIA, HE NOAASHIUMECDA HEMOCPEACTESHHOMY W3MEPEHUKD, DCHOBEH-
HbIE HA CYMAEHHWAX CNEUMAAMCTOB (IKCNEpTOR).

AxcnepTusa. McocrepoBaHHE KaKUx-tMBo BONPOCOR, pellerne KOTOpkX Tpebyer
CreuMasbHBIX NO3HAHKMA B 0OASCTI HAYKH, TEXHMKM, WCKYCCTEE W T.A. Peayastate
IKCNEPTHEEI OHOPMARIITCA B BMAS 3AKAKIYEHKMA.

BHEWHHH CONOCTABMTENLHBIN aHann3 (GeHumapKuHr). Npouece cpaBHeHUA
TEKYLLEH NOAMTHEN M METOAOB OPTaHM3aLUMK C KOHKYPHUPYIILLMMK OpraHK3aLma-
MK, YTOBE ONPEASAMTE TEKYLLUME W OyayluMe TEHAEHUMK B 00ASCTAX 3aHATOCTH
H NPaKTHEM ABAOBBIX OTHOLIEHKWA (T.€, KOMNEHCALWM, ABMOThl, METOA! YNIPaBAE-
HHA AIACKHMK pecypcamu).
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Extraversion/introversion. This personality trait reflects whether an individual
is (extraversion) or is not (introversion) oriented toward interacting with others.
Extraversion/introversion is identified as one of the central dimensions of
personality, rooted in psycho-physiological differences among people.

Extrinsic motivator. Organizationally controlled incentives, such as pay,
benefits, incentives, achievement awards, etc., used to reinforce motivation
and increase performance.

Extrinsic/intrinsic reward. External compensation is provided by an or
ganization. Work-related rewards that have a measurable monetary value.
Examples of external rewards: pay, promotion, career symbaols of prestige,
praise and recognition, as well as, additional payments and leave. Internal
compensation is the satisfaction that brings the work itself, as well as a
sense of achieving a result, content and significance of the work, self-esteem,
friendship, companionship, appropriate working conditions.

F

Face validity. Making a decision regarding the appropriateness of a test or
other assessment instrument based on appearance rather than objective
criteria.

Facilitator. The trainer who assists a group in learning or reaching a specific
goal by directing and controlling the group process and allowing the group to
work collectively to resolve problems and come up with solutions.

Fact finding. The process of utilizing impartial third party, not employed by the
organization, to examine all pertinent facts surrounding a complaint.

Factor comparison. Job comparison process involving ranking each individual
job by certain selected compensable factors to establish appropriate values to
be used in determining pay rates.

Factor weight. Used in the job evaluation process, it is the process of assigning
a weight to compensable factors to determine their relative worth,
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3KcTpaEepCcuA,; MHTPOBEPCHA. 310 CEOWCTED AMUHOCTM OTPaMaeT, OpHEeHTH-
POBaH AM YEADBEK HA B3aWMOASHCTEME C APYITMMM AKOALMMK (IKCTPEBEPT) MAM
HET (MHTPOBEPT). IKCTPABEPCHID/ UHTPOBERCHID MAEHTUGHLIMPYIOT KaK OAHO M3
LUEHTPEALHEIX M3MEREHWH AMHHOCTH, CPEAWM NCHXDDHIMONITHYECKHY PasAMHKA
MERAY AHOABMM,

BHewHWH danTop moTHEAUMH. CTHMyALI, KOHTDOAMDYEMEIE OpPraHMIauMen,
TAKME KK BbINASTB, ALMOTEl, NPEMHK 38 ADCTHREHWA KM T.A., MCNOABIYEMBIE AMA
YHPENASHWA MOTUBELMK W yaydlleHWs paboTel.

BHellHee,/ BHYTPEHHE: BO3HarpamaeHue. BHellHee BozHarpasaeH1e obecne-
YWBaeT opraHuaauma. CeAsaHHble ¢ paboToi Harpaasl, ¥ KOTOPEIX €CTe H3MEpHAE-
Maf ABHEXHAA CTOMMOCTL. MPUMEDLI BHELWHWK BO3HarpaXAeHUn - 3apnaara,
NPOABHKEHHE NO Cayxbe, CHMBOALI CAYKEBHOO NPECTHKA, NOXBAALI K NPHAHE-
HHE, 8 TAKKE AONOAHMTEALHLIE BRINAZTEI M OTNYCKA. BHYTPEHHES BOZHAIPaMAS-
HHE — 3TO TO YADBAETBOPEHWE, KOTOPOE NPUHOCUT Gama padoTa, @ Takke YyBCTBO
ADCTHMEHWA PEIYALTATE, COAEDMATEALHOCTH M ZHAUMMOCTH BeINOAHAEMOR pabo-
Thl, CAMOYBaREHHA, Apyx6a, ofLieHHe, CODTBETCTBYHOLLME YCADBMA paboThl.

F

OueBHAHARA BAAMAHOCTDb. [IDHMHATHE PELEHWA OTHOGUTEABHO YMECTHOCTH TECTA
MAKM ARYIOMD MHCTRYMEHTA OUEHKM, OCHOBAHHOID CKOPEE HE BHELWHMX NPOABAE-
HUAX, Y4EM HA OOLEKTMBHLIX KDUTEDWAX,

dacuamTarop. TpeHep, KOTOPBIA NOMOrasT rpynne B obyYeHWK MAM A0CTH-
MEHMKM ONPEAEAEHHOR LEAM, HANPABAAA W YNPABAARRA FPYNNOELIM NPOLUECCOM M
NO3BOARA rpynne padotate 3QDEKTHBHO AAR PELEHUA NPoBAEMBl MAK Bbipa-
BOTHM peLIeHKA.

Hezaeucumoe paccaepoeanme. [poUECC MCMOALIOBRHWA DeCnpUCTPaCcTHOMD
TPETEErD AMUE, HE padoTaLWErD B AAHHOA ORraHM3aumy, ane pazbopa wanobol,

dakTopHoe cpaBHeHue. [Ipouect CPABHEHMA, BRAKUYAKILWMA NPUCBOeHKE
PaHra KasAaoR MHAMBHAYSALHOA NOZWLMK COTARCHO ONPEABAEHHBLIM KO3bdHLK-
EHTAM ONASTBI C USABKD ONPEABABHKMA COOTBETCTBYIOWMX BEAMYKMH NPKH YETAHOB-
AEHWH CTABKK QNASThI,

Bec daxTopa. Mcnoas3yeman B NPOLECCE OLEHKH paboTel NPoUgAYpa NPHCEOEHHSA
BECE KOIDOUUMEHTAM ONAATEI, 4TOGLI ONPEABAMTE MX CPABHUTEABHYHKD CTOWUMOCTb.

-

fipa]



Failure. The disagreement expressed by the addressee to the reguest of the
initiator effects.

Fair representation. This term means that a trade union, so longas it continues
to be entitled to represent employees in a bargaining unit, may not act in a
manner that is arbitrary, discriminatory or in bad faith in the representation of
any employges in the unit.

Family-friendly. The policy or practice designed to help families spend more
time together and/or enjoy better quality of life.

Fast-trackers. The term used to describe employees who have exhibited strong
potential for promotion and are being primed for higher level professional or
technical positions within the organization.

Fat organization. The organization with the structure consisting of several
layers of management.

Fatigue. This refers to the diminished capacity, productivity, or ability of an
organism to perform a given activity because of previously expended energy.
Fatigue can be sensory, muscular, or psychological. Fatigue appears to affect
performance in three main ways: 1) simple decrement; 2) performance
disorganization; 3) cumulative disruption of performance.

Feasibility study. The study designed to discover if a business, product, project
or process justify the investment of time, money and other resources.

Featherbedding. Unfair labor practice occurring when a union requires an
employer to pay an employee for services he or she did not perform; preser
vation of the labor force regardless of the demand for it with a decrease in
production rates.

Feedback. Positive or negative information provided to an individual in the
form of coaching or counseling regarding his or her performance or behavior,
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Otka3. BripaxeHwe appecartonm CEOErD HEeCOrAacuA BhINOAHWTE NpockBy WHM-
LHETOpa BO3AEHCTEHA.

CnpaBegnHBOE NPEACTABAEHHE MHTEPECOEB. JT0T TEPMHH O3HaYaeT, 410 Npo-
PCOKIE B TEYEHWE BCEMD BREMEHK NPEACTABHTEABCTEA MHTEPECORB COTRYAHWKOR
E NeperoBopax He MOXKET AEHCTBOBATh B AECNOTHHECKOH, AMCKPHMMKHHALMOHHOR
MAM BEPOACMHON MaHEDRE N0 OTHOLWEHMHD K AKOOMY COTRYAHMKY.

Apyxeckana cemelHana NoAWTHKA. [oAMTHKE WAKM NpakTuka, pa3zpabotanHan
AR TOFD, 4TOBBI NOMOYL YAEHAM CEMBM NPOBOAKTL BoAbLUE BPEMEHKM BMECTE
H/MAK YAYHLLATE KaYeCcTBO XUIHW.

MepcneKTUBEHbIE COTPYAHMKM. 3T0T TEDMMWH MCMOALIYVETCA AAA TAASHTAMBEIY
paboTHUKOB, KOTOPBIE NOKa3anM DOABLLOW NOTEHUMaA B NPOABHUAEHWH NO CAY-
HeEBHOR ABCTHHUE M NOATOTEBAMBRIOTCA AAA PaboTel HE PYKOBOARLLMX NOCTax B
OpraHr3aUmH.

OpraHM3auMA CO CADKHOW CTPYKTYpoH. OpraHMsaums co CTPYKTYPOH, COCTOR-
LEH M3 HECKOALKWY YDOBHER yNpaBASHWA.

Yeranocts. YMeHblWeHWe cnocoBHOCTH, NPOMIBOAMTEALHOCTH MAM  BO3-
MOXHOCT OPFaHKHEMa BbiNOAHATE ABHHYID ABRTEABHOCTD W3-38 WADACXOADBEH-
HOH paHee 3HepriM. ¥YCTanocTe MOMET OkITe CEHCOPHOR, MEILUEYHOM WAM NCH-
*oADrMYEcKoR. CUMTAETCA, YTO YCTAADCTE BAMAET Ha 3dderTHBEHOCTE paboTol
TpeMA MaBHbIMKM cnocoBamu: 1) NpocToe YyMEHLLIEHWE NPOW3E0AUTEARHOCTM,
2) McnoAHMTEABCKaR pesopradusauns; 3) ofuee HapyweHne paborol.

HMccaepoBanne uenecoobpasnoctu. HMocaeposanue, paipabotaHHoe AAA Bbi-
ACHEHWA, ONPABALIBAKOT AM BU3HEC, NPOAYKUMA, NPOEKT WAM NPOLECC 3aTpadueH-
HOE BOEMA, AEHBIM H APYTHE PECYPCDI.

HMcKyccTEEHHDOE pa3ayBaHHe WTaToB. [1POABAEHWE HECNPABEANMBON NPaKTH-
KM TPYADBRIX OTHOLIEHMIH, Koraa npodcows TpebyeT, utobel pabotoaatent naa-
THA COTDYAHMEY 38 YCAYTH, KOTOPLIE OH HE OKa3biBaN; COXPAHEHHE YHCABHHOCTH
pabouen CHAbl HEZABMCUMMO OT NOTPEBHOCTH B HENA NP YMEHBLIEHWW HOPM BEhl-
paboTkK,

O6patHaAa cBA3b. [MOIMTHMBHAR MAM HETATHMEHAR HHPOPMAELME, NPEADCTas-
AEHHAA MHAMBHAY B POPME MHCTRYKTAXE WAM DEKOMEHAS UMM OTHOCHMTEALHO ET0
paboThl MAM NOBEAEHWA.



Fetal protection policy. Employer policy meant to protect pregnant woman's
unborn fetus by excluding pregnant women from engaging in jobs requiring
exposure to or the use of hazardous chemicals or materials.

Field interview. Employment interview conducted away from the employer's
actual worksite.

Financial statement. The report containing financial information derived from
an organizational accounting record.

Fitness for duty. The document provided by a medical practitioner following a
post-offer medical examination containing information used by the employer
to determine candidate’s ability to perform the functions of a job. Also used
to refer to documents or notes from medical providers releasing individuals
under their care to resume full or modified duties following a leave of absence
due toillness or injury. The concept of leaf disability or sick leave is only used in
Russia. Itis the document certifying the good cause of absence of an employee
in the workplace and is the basis for the allocation and payment of temporary
disability.

Five forces framework. Five forces framework is designed to analyze the forces
affecting the profitability of an industry. In particular, it is designed to explain
why some industries are more profitable than others and what are the forces
which sustain those differences in profitability. In 1980, M. Porter published a
book «Competitive Strategys, in which among the many factors that determine
the competition in the sector have been allocated five: suppliers, customers,
new competitors, new products-substitutes, competition between firms in the
industry. The five forces framework revolutionized strategic thinking and has
hecome the standard technique for basic industry analysis. Within each of
these categories, the framework covered economic, technological, behavioral,
financial, and psychological factors which could give power to each force.

Fixed term employment. An employee and an employer may agree that the
employment of the employee will end at the close of a specified date or period
or on the occurrence of a specified event or at the conclusion of a specified
project.
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MoaMTHKa 3aWKTLl Npae bepemenHbIX. MNoAKMTHKE paboToAaTEAR, NPHU3BAHHES
OXpaHATE Npasa BepemeHHon ReHLLWHBI NOCPEACTBOM OTCTRAHEHKWA WX OT pa-
60T, CEBAIAHHLIX © KOHTAKTOM WAW WCNOARIOBAHMEM ONacHLIX XMMMKSTOE WAM
MaTepHanos, a TAKKE G TAKENOR drandyeckol paboTon,

Moaeeoe MHTEPBRIO. ChryxedHOE MHTEPBLIO, NPOBOAMMOE 38 Npesesami dhak-
THUECKDTO MecTa paboThl.

@uHaHcoBLIH oTUeT. OTUET, COAEPXALUMA MHOOPMALWID GUHEHCOBOID XapaK-
Tepa U3 ByxranTepckoro oTHETa OpraHH3aLm M.

AMCT TPYAOCNOCODBHOCTH. AOKYIMEHT, BEIABHHBIA BPEY0NM NOCAE NPOXOKAEHWH
MEAWLMHCKOH KOMWUCCHH W COAEPRALLMA MHGOPMAaLMIO, HCNOAL3YEMYID paboTo-
pAATEAEM, HTODLI ONPEASANTE CNOCOBHOCTL KAHAWASTE BLINOAHATE CBOK 0bAR3aH-
HOCTH. TAKMKE WCNOARIYETCA KaK ADKYMEHT, BhIAGHHBIR MEAWKAMK ANR ONPEAS-
AEBHWA BbINOAHAEMbIX COTPYAHMKaMK obfsaHHocTel U obbéma paboTel nocne
BonezHed W Tpaenm. B POCCHMM MCNOAB3YETCA TOALKO NMOHATHE AMCT HETPYACCNO-
COBHOCTH, MAM BOABHHUYHBIA AMCT — AOKYMEHT, YAOCTOBEDSIOWMIA YEAKHTEABHYIO
NPUUKMHY OTCYTCTBMA paboTHUKa Ha paboyem MecTe W ABARKILLMACA OCHOBaHM-
M AN HAZHAYEHMA W BBINAGTEI NOCOBMA No BRPEMEHHOR HETRPYALCNOCOBHOCTH,

CTpykTypa (MoaeAk) NATH CHA. [pejHasHaveHa AnA aHaAM38 CHA, BAMHOLLMY
Ha ADXOAHOCTE MHAYCTRPMK, B yacTHOCTKH, oHa paspaborada ana Toro, uytobel obb-
ACHUTE, NOYEMY HEKOTODLIE OTPACAM NPOMBILLASHHOCTH BOASE BbIFOAHLI, YEM
ADYTHE, W UTO 3T 38 CMALI, KOTOPEIE NOAASRPHMEAKIT PE3AMUWA B ADXOAHOCTH. B
1980 r. M. Noprep onyBAnKoBaA KHMMY «sKOHKYPEHTHAR CTPATE-THAY, B KOTODOH
M3 MHOMECTEA QaKTOPOR, ONPEASARHILMY KOHKYPEHUMID B OTRAcAH, OninKM Bhl-
AEAEHB! NATE: NOCTABLLMKK, NOTPEOMTEAW, HOBLIE KOHKYDEH-Th, HOBLIE TOBADbLI-
FAMEHMTEAM, KOHKYDEHUMA MeExAY pUpMamud B oTpacan. CTRYKTYDE NATH CHA
BHECAS M3MEHEHMA B CTPATEMMYECKOE MBILLABHHE W CTaMA CTAHAAPTHOR TEXHK-
KOWM AAA aHank3a Da30B0H OTRECAM NPOMBILWASHHOCTH. B Nnpesssax KamaoH ua
ITHX KATEMOPHMA CTRPYKTYPA NOKPLIBAAS IKOHOMMYECKHE, TEXHOMIMMYECKHE, NO-
BEAEHYECKME, OMHBHCOBLIE, M NCHMXOADTMUECKKE DaKTOPkI, KOTopLIE MorK Dbl
AATE BASCTh KAMAOR CHAS,

3aHATOCTE HA onpeaenéHHbli cpok (pabota no cpounomy aorosopy). Pabor-
HuK 1 paloToparens MOryT NPHIATH K COMAELWEHHWKD, YTO 3aHATOCTE paboTHWKa
FAROHYHMTCH NO OKOHYAHWM YKAZEBHHOMD NepUMoAE, MAK C HACTYNAEHMEM Onpe-
AEAEHHOR ASTHI, WAM NPW BOZHMKHOBEHWM 0CoD0ro cAyuan, MAM NO OKOHYEHMK
onpesenEHHOrD NpoekTa.



Fixed year. The term used to describe an invariable year such as a calendar
or fiscal year.

Flat organization. The organization characterized by having only a few layers
of management from top to bottom.

Flexibility. This concept denotes pliability, adaptability and a responsiveness
to change. In recent years, added emphasis has been placed on the extent to
which organizations can respond flexibly to a changing environment. Intensified
competition, and particularly increased market uncertainty, together with the
adaptive potential of new technologies, are commonly identified as key factors
driving the search for greater flexibility.

Flexible scheduling. Alternative work arrangement providing employees with
greater flexibility in meeting their own personal needs by allowing them to
work nontraditional schedules (i.e., compressed workweek, summer hours or
flextime).

Flexible staffing. The practice of utilizing temporary employees, independent
contractors or part-time employees tofillvacancies instead of hiring a traditional
fulltime permanent employee workforce,

Flexible work arrangements. Schedules that allow employees to structure their
work hours around their personal responsibilities. Examples include flextime,
job sharing, telecommuting and a compressed workweek. Home sourcing has
become a popular flexible work concept in recent years. In this arrangement,
employees work full-time from their homes.

Focus group. Small group of individuals who are interviewed through structured
facilitatorled discussions in order to solicit opinions, thoughts and ideas about
a particular subject or topic area.

Forced-choice. In test construction, used to define multiple-choice tests or
guestionnaires requiring the testee to choose an answer from a collection of
possible answers. Also refers to a performance appraisal strategy where the
appraisal is divided into several sections, and the rater is then provided with
a few performance descriptors for each section and asked to select the most
and least characteristic statement.
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DUKCHpPOBAHHLINA rog. TEPMKH, ONMUCEIBEH WMA NOCTOAHHEIA NDOMEXYTOK Bpe-
MEHW B OAMH 04, TAKOA KaK KEASHASPHBIA MAKM BIOAMETHLIR MOA.

Mpocran oprannsauma. OpradH3auns, MMewan Heboabloe KOAMYECTBO CAD-
£B yNpasAEHWA N0 BEPTHKAAM.

MbkocTs. 3710 NoHaTHe obo3HauaeT ajanTMPYeEMOCTe W aKTWBHOE pearposa-
HUE K WameHeHuAM. B nocreanne roabl Beia qobaBreH aKUEHT B CTOPOHY pac-
LWHMPEHKA CTENEHW, B KOTOROWR ORraHW3aUMKM MOryT rbKo OTESUATE HA M3MEHA-
FOLLYHOGH BHELWIHIOW Cpeay. YOUASHHE KOHKYDEHUMM M, 0CoBEHHO, YBEAMYEHHE
HEOoNPeAEnEHHOCTM HA phIHKE, BMECTE ¢ aAanTMEHbIM MOTEHUMEAOM HOBbIX
TEXHOADIMMA, OOBIYHO NPEACTAINT KAK KAKYEBRIE PaKTopkl, BEAYILME K NOWCKY
BOABLLEN THOKOCTH,

rWbKoe NAaHMpoBaHWe. ANLTEPHATHEHAA AQTOBOPEHHOCTE NO rpaduky paboTkl
COTPYAHMKA, NPEADCTABARIOLLAA PABOTHUKAM BOZMOKHOCTE C BOALLLER MTMBKOCTEIO
NOAXOAMTE K COCTAEASHMIO MY palouero pacnucanua W paboTatk No HETRaAMLUMOH-
HOMY rpaduky (cxaran pabouan Heaead, padoTa ABTOM MAKM THEKKMA rpadmK).

Mwbkoe KOMNAEKTOBaHME nepcoHanom. [PaKTHKE HMCNOABIOBAHMA BPREMEH-
Hblx DEGOTHMKOE, HE3ABMCHMMEY NOAPAAYMKOR WAM YACTWYHO 3aHATEIX pabor-
HUKOB, 47006 3AN0AHMTE BAKAHCHKM BMECTD TOMo, Y4Tobbl HAHATE PaboTHHKE Ha
NOAHYHD CTEBEKY.

Mbkan oprannsauma Tpyaa. Cxembl, KOTOPLIE NO3BOAAIDT PabOTHUKEM CTPYK-
TYPMPOBAaTE Yackl paboTel ¢ YUETOM MX AMYHBIX 0BAR3aHHOCTER. Hanpumep, rmb-
KWA rpadmk, passeseHue paboTel, AMCTaHUMOHHAA pabota M cxaTaa pabouan
Heaend., Pabota Ha AoMy CTana NONYAADPHLIM NOHATHEN MMOKOR OpraHM3aumum
TPYAS B NOCAEAHME oAbl B AGHHOM caydae paboTHUKK paboTakoT NoAHLIR pa-
Bouni peHb v ceba qoma.

Gokyc-rpynna. HeGonsbwwan rpynna AAEH, ONPaLUMBaEMBIX NOCPEACTBOM YHaCTHA
B AMCKYCCHAX, OPraHM30BaHHbIX W NPOBOAMMbIX GacHAMTaTOPOM, Y4TOObI BhISBMTL
MHEHWA, MbICAK U MAEH B OTHOLLEHWM ONPEAENEHHOTO NPEAMETa WAH TEMATUKM,

MpHHYAMTEABHBIA/ BBIHYKAEHHBIH BblBop. MCNoAb3yETCA NPW KOHCTPYHDOBaE-
HHK TECTOR MAM ONPOCHMKOR, ACNYCKAMWME HECKOABKD BOIMOMHEIX OTBETOR,
TaK, 4TO OT pecnoHAEHTa TpEﬁ}’ETEFI EI-I:IEI[CJ:ETI: TOABKO OAMH OTBET. OTHOCMTCR
TAKME K CTParervi OUEHWBaHMA padoTel, KOrAE BECE NPOUECC OUEHWBAHMHA
pazbHBaETCA HE HECKOABKO CTAAWA U OLEHLLMK (2KCNEPT) AAA KaXADH CTaAMM
NpesraraeT Ha Eblﬁﬂp HECKOABKO BAPMaHTOE CNHMCAHHA pEﬁDThI HCNBITYEMOTO,

KOTOPGIF AOMAKEH BRIGPETE OAWH MAM HECKOABKO NPaBHABHLIX OTBETOB. 81



Forced distribution. Appraisal rating method intended to prevent rater errars
by requiring the rater to force ratings into a bell-shaped curve.

Forced ranking. Performance appraisal system where raters are asked to
identify a certain percentage of employees who are top performers ready for
advancement and those employees falling into the bottom percentage who
must improve or leave the organization.

Forecasting. Business analysis conducted in order to assess what future
trends are likely to happen, especially in connection with a particular situation,
function, practice or process that is likely to affect the organization’s business
operations.

Formalization. This is a property of the social structure of an organization
and refers to the degree of specificity of roles in that structure. This aspect
allows for work behavior to be defined independently of the personalities of
the individuals who occupy the work roles and thus is a mechanism of social
control. Furthermore, formalization, that is, detailed role descriptions, rule
manuals, or more generally programming are a way of coordinating the division
of labar,

Formation of favor. Attracting attention to himself by showing his own
exceptional, attractive, supportive statements judgments about the person.

Formation of personnel reserve. The set of measures to create a list
professionals considered by leaders as potential candidates for the vacant
position, usually a senior position.

Formation of staff. Complex of the following basic procedures {algorithms of
implementation an action): identification of business needs in staff, comparison
of actual and necessary staff, development of proposals for training, retraining,
relocation and reduction of existing workers, the development of policies for
recruitment, as well as its implementation - from the announcement of the set
(or contracts with educational institutions) prior to the selection of candidates
for vacancies; registration of labor relations, including conclusion of contracts
(agreements).
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MpuHyAUTEALHOE, BLIHYMAEHHOE pacnpesereHue. PEATUHIDBRIA METos Oue-
HUBAHKA, NOIBOAAIOWMA M30eXaTe OWMBOK OUEHLLMKE (IKCNERTa) C NOMOLLEKD
obaszatersHoro TpebosBanua K Hemy obecneuuTs KonokorooBpasHyo dopmy
PACNPEASAEHWA PEATHHIOE,

MpuHYAHTEABHOE/ BBIHYXKAEHHOE PaHMMHMpOBaHKe, CHCTEME OUEHWBAHKWA pa-
BOTEI, NPM KOTOROH OUEHLUMKOE (3KCNepToR) NPOCAT ONPEASAHTE ADAKD YCMell-
Hbix paboTHUKOE, cNOCOBHBIX K NPOABHMEHWIO N0 KAPLEDHON ASCTHHMUE, M TEX,
KOTOPEIM HEOBXOAMMO YAYULLWTE KEYECTBO paboTsl UAM NMOKWHYTE ORPraHWaa LMo,

MporHo3. BM3Hec-aHanu3, NPOBoOAWMMBIR AR OUEHKK BYAY LMK BEDOATHRIX TEHAEH-
UM, 0CoBEHHO CBA3AHHBIX C ONPEAEAEHHBIMH CHUTYALIMAMM, BYHKLUMAMM, NDaK-
THKOR WAM NPOUECCaMK, 2aTPATMBRI0WKMMKA ASACBLIE OMERaLMH ORIaHWIaLMM.

Dopmanusauma. MpMHAANERHOCTE COLUMANEHOR CTPYKETYP LI ODraHKW3aUMK, Kaca-
eTCA CTEMNEHW CNEUMBMKaLMK DOASH B ABHHON CTRYKTYPE. 3T0T CNeKT NO3BoOAA-
&T NOBeABHWE Ha pabovemM MEeCcTe ONPEeASAMTL HEIABWCKMMO OT OCoBeHHOCTER
AMUHOCTH AHOASH, KOTOPBIE MTPAKIT POAM M, TAKMM 0BPaZ0M, ABAAKITCA MEXAHH3-
MOM 0BWECTBEHHOMO KOHTROAR. Kpome Toro, GopMankaaumn, .6, AeTasMaauns
POASBLIX GNMCEHWA, CBOADB Npasua, MAM Goase ofulee NporpamMmMHMpoEaHUe,
HEARETCA CNOCoBoM KOODAMHALMK NOADAIAEAEHMA paboTsl.

dopmupoBanKe GAarocKAOHHOCTH. [puBagueHHE K cebe BHUMaHKA NyTem
NPOASAEHMA COBCTEEHHON HesaypAAHOCTH, NPUBASKATEALHOCTH, BhICKAZbIES-
HWA BAArONPHATHBIX CYRAEHWA O YEADBERE,

DopMHMpOBAHWE KAAPOBOro pesdepBa. KOMNAEKE MEDONPHATHE NO CO3IAAHWUID
CNUCKE CNEUMEAHMCTOR, PACCMATEHEAEMEIX DYKOBOACTEOM KaK NOTEHUHAALHEIX
APETEHASHTOE Ha BAKAHTHOE MECTO, YALLE BCErD — Ha PYHOBOAALLYID AOAX-
HOCTE.

DopMHMpoBaHWE NepcoHana. KOMNABKE CASAYHILLMY OCHOBHEIX MPOUEAYE:
onpessneHue NOTPEBHOCTH NPEANPUATHMA B KAADEX, CPABHEHHME QaKTMYBCKOND
M HeoBXoAMMOore WTaTa; pazpaboTia NPeArOMEHHEA No NOATOTOBKE, Nepenoa-
FOTOBKE, NEPEMELLIEHHIO U COKPALLEHWIO MMEIDLMXCA paboTHUKOE; paapaboTtka
noAnTHEM Habopa Kaapoe, a Takxe e€ peasum3auMA - of ofbAasneHudA Habopa
(MAM 3EKAKOHEHWA ACTOBOPOE C 0DPAZ0BATEABHBIMKY YHRERASHUAMK] AD NPOBE-
ASHWA oTBOPa KAHAMAATOR Ha BAKAaHTHLIE MECTA; ODOPMAEHWE TPYADBKIX OTHO-
LIEHHH, BEAKIYEA 38KAKYEHHE KOHTPAKTOB (ADIOBOPOR).

83



Fractional bargaining. Bargaining that takes place at the department or unit
level which may lead to unwritten consensus o ignore certain provisions of
collective bargaining agreement.

Freezing of new employees’ hiring. The method used by the administration to
reduce the number of employees of the organization through natural decline in
personnel and the elimination of vacant positions.

Fringe benefit. Employment benefits granted to employees in addition to
their current base salary or wages (i.e., cash, merchandise, services, health
insurance, pension plans, holidays, paid vacations, etc.).

Frustration. Organizational frustration can be defined as any external in-
terference with the individual's ability to carry out his day-to-day duties in his
job effectively. It can take a variety of forms, including deliberate blocking by
other people, petty and arbitrary rules, or simply lack of cooperation from work
colleagues.

Full-time equivalent (FTE). The value assigned to signify the number of full-time
employees that could have been employed if the reported number of hours worked
by part-time employees had been worked by full-time employees instead.

Fully insured plan. Benefit plan where the employer contracts with another
organization to assume financial responsibility for the enrollees’ medical
claims and for all incurred administrative costs.

Functional cost analysis method. The method for analyzing human resource
management system, including analysis of human capacity and human resource
organizations in the identification of redundant and overlapping functions of
personnel management, thus allowing not only to reduce financial costs but
also improve the capacity of individual employees in exercising their functions.

Functional design. This particular principle of Organizational design divides
waork at the departmental level on the basis of the major areas of management.
Typically, within manufacturing these include finance, production, marketing,
and research and development. These three or four are considered to be the
most critical. Since these divisions represents distinct stages in the process
of generating a product and selling it on the market, design on this basis has
been referred to as functional.
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YacTHuHaA AOroBOPEHHOCTL. [\OMOBOPEHHOCTE, AOCTMIHYTAA MEXAY Co-
TOYVAHWKEMHY B DAMEaX OAHOW CTPYKTYDLI MAM NoapazaescHuA. Moxer npuso-
AMTE K HEQQORMABHHOMY NMMCEMEHHO COMASLUEHWID, KOTOPOE MTHODWPYET HEKO-
TOPBIE NOADKEHWA KOANERKTHEHOMD AQMOBOPRAE,

JamopaKMEAHHME HAHMA HOBLIX paboTHUKOE. MeTon, NPHMEHAEMBIR aAMK-
HUCTPEUMER C LUSALHD CHM¥EHMA UACAEHHOCTH DaloTHWMKOE OpraHMzauud 3a
CUET BCTECTBEHHOM YOLIAM NEPCOHANE W AMKBMABLMK BEKAHTHBIX ADMKHOCTERA,

AonoaHuTeAbHAA Abrota. Abrotol, NpeaoctaBrAemoe padoTHukam B p0-
NOAHEHHE K UX TEKYLLER TApUGHOA CTaBke WA 3apaboTHOR naate (HaAMuHLEe
LEHBIM, TOBAPBLI, YOAYTH, MEAMUMHCKOE CTPAXOBAHWE, NEHCHOHHBIE NPOrpamM-
Mbl, MPA3AHWEN, onagauMBasmMele OTNYCKE K TA.).

dpycTpauma (B opraHusaumu). MoxeT OriTe ONpesEieHa Kak Aoboe BHEWIHES
BMELWATEALCTED B CNocoBHOCTE YeAOBEKa 3DDEKTMBHO BbINOAHATE NOBCEAHEB-
Hele paboure obazaHHoCTH. OHa MOXET NPUHKWMETE MHOXECTBD GOpM, BKAKD-
UaH NPEAHAMEDEHHOE BADKMDOBAEHNE ADYTHMMK AKABME, MEAKME W apOuTpam-
HbIE NPABMAA MAM HEADCTATOYHOE COTPYAHUYECTEBO C KOAAGTAMM.

JIKBHBANEHT NOAHOW 3AHATOCTH. KOAMUECTED COTDYAHWKOB C MOAHOM 3aHATO-
CThH), IKBMBAAEHTHOE 10 KOAWHECTBY PAGOYMY YACOE COTPYAHUKAM C HaCTUHHOR
FEHATOCTEHY, PAa0OTaWMM B OPraHM3aUMH,

Maan noaxoro CTpaxoBaHHA. MAaH ABrOT, COTASCHD KOTODOMY PElﬁUTDAETEhb JaKAYaeT
KOHTRAKT € ADYIOR OPraHn3aUMeR ¢ Lenbi NPUHATHA Ha ceba GUHAHCOBON OTBETCTEEH-
HOCTH 38 MEAMUMHCKME M BCE MPOYME HEONASUEHHEIE 3AMMHMCTPATHEHEIE PACXOALL.

Metoa $YHKUHOHANBHO-CTOMMOCTHOTO aHaaMmsa. Merop aHanusa cHoTeMbl
YNPABASHWA NEPCOHANOM, B TOM YMCAE BHaAM3a KaapOBOTD NOTEHUMaNAS M Ye-
AOBEYECKHX PECYDCOE ODraHW3alHK, CQCTD‘FII.LI.HH B BBIABAEHWMKM AWLLUHME W AY-
BAMPYHO LMY SYHKLMA YNPaBAESHWA NEPCOHAAOM, TEM CaMBIM NO3BOAAIOLLMA He
TOALKO CHMZWTE GMHAHCOBLIE 3aTPATLI, HO M NOBLICKMTE BOSMOMHOCTH KOHKDET-

HbiX pabOTHMKOE B PEaAM3ELMH CBOWX BYHKUMWHA,

PYHKUMOHAABHO® NPOEKTHPOBaHHe. 370 0CoDLIA NPUHLKN OPraHM3aUUoHHOND
NPOSKTHROBAHKA, HﬂTOpthi PEASARST BCHY ASATEARHOCTE NREANPHATHA Ha OCHO-
BE MABHBIX ChEp ynpaBreHKA. KaKk nNpaBuvaD, Ha NPOW3BOACTEE OH BKAOMAET
HUHAHCH, NPOAYKLWID, MBPKETHHT, MCCABAOBAHHA M PA3BWTHE, 3TH OTABALI - Ca-
Mble BaMHbIe, AaHHBIE NOADA3ABAEHWA NPEACTABARIOT PASAMYHLIE CTAAMH NPOo-
MIBOACTEA M NPOASXH NPOAYKUMK HA PhIHKE, NO3TOMY NPOEKTMPOEAHHWE HA 3TON
OCHOBE HAZLIBAETCA GYHKLUMOHAMBHBIM.



Functional roles. This is a list of requirements for a particular job position,
the degree of employee involvement in the business life of the organization,
expressed the extent of its powers and responsibilities, as well as its prestige
and position in the team.

Functional structure. The scheme of separation of administrative functions
between management and particular units.

Functional team. The group of employees who are responsible for a particular
function within the organization.

Functionalism. This concept, derived from sociology and social anthropology,
applies an organic analogy to social institutions, conceptualizing elements of
society as existing in a systemic interdependence, in which their function or
spurposes is the stability of society as a whole. It explains elements of society
or subsystems in terms of their manifest (intended and recognized) and latent
{unintended or unrecognized) functions or consequences for another part of
the system or the system as a whole, Social activities or institutions are seen
as having the function of satisfying basic social needs.

Functions of personnel management service. Recruitment, professional
adaptation, individual counseling employees, career planning, control and
regulation of labor relations, promotion of staff, development of skills or
retraining of staff programs, training and promotion of staff, organization and
implementation of intra-firm control, personnel assessment, the movement
of staff (promotion to a higher position, rotation), development of personnel
policies of the firm, social protection, health and safety.

Fundamental attribution error. This error is the pervasive tendency of
observers to underestimate the importance of situational factors and overesti-
mate the influence of internal dispositions and traits (e.g., ability, effort, intel-
ligence, and hostility) as the cause of actor behavior and outcomes. In condi-
tions of both success and failure, this bias suggests that supervisors tend to
give their employees more credit and blame than they deserve.
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DyHKUMOHAABHBIE PoAK. 3TO cnMcoK TPEGOBaHKMIA, NPEARABAAEMBIX K TOR MAM
HHOW ADAMHOCTHOW NO3MUMK, CTENEHE YHACTHA COTPYAHMKE B ASADBOW MWAHM
OpraHMIaUnK; BelipakasTea 0BLEMOM ero NoOAHOMOYMA W OTEETCTBEHHOCTH, a
TAKME B0 aBTORPMTETOM W NOIMUMER B KOANEKTHEE,

DYHKUMOHAABHAR CTPYKTYPa. Cxena pacnpessisHMA yIPaBAEHHYECKMY DyHK-
LMIA MERAY DYKOBOACTEOM W OTABABHEIMW NOAPAZAENEHMAMM,

DyHKuMOHaALHAA KomaHaa. [pynna paboTHUKOE, KOTOPLIE OTEETCTEEHHL! 38
cneuMprieckyo padoty B Npeaesax OpraHy3anmi.

DYHKUHOHAAMIM,. ITO NOHATHE NPOMCXOAWT M3 COUMOAOTMK W COUMANBHON aH-
TPONOADTWKH, NPHMEHAET OPraHUYECKY D SHANOTHID K COLMAABHEIM YUPEKASHK-
A, OCMBICAMBAA AEMEHTB ODWECTEA KAK CYLLECTEYIOWME B CHMCTEMHON B3aK-
MO38BHCHMOCTH, B KOTODOR MX GYHKUMA MAM «Ueiky — cTabuabHooTe obwecTea
B UeAoM. 310 OObACHRET INEMEHTB! 00LWECTBA MAM NOACHMCTEM G TOMKH 3DEHWMA
HX AEKAZPURYEMBIX (38A8HHKIX M ONO3HAHHLIX] M CKPBITEIX (HE 33A8HHBIX MAM
HEQNOIHAHHEIX) PYHELUHMA MAK NOCABACTBHH ANA HACTEW CHCTEMBI MAM CHCTEMbI B
uenon. OBLWECTEEHHAA ABATEABHOCTE HAM YUDEMASHMA PACCMATPMERKNTCA KaK
MMERLLME BYHKLMK YAOBAETBOPEHHA DA30BLIX COLUMAaNLHBIX NoTpedHoCTEA,

DyHKkuMH cnyxbbl ynpaBaeHMs nepcoHasom. Haewn, npodeccHoHansHan
AAANTAUMA, MHAHBMAYANLHOE KOHCYABTHPOBAHKWE PabOTHHKOB, NAGHWPOBAHME
KapbEepkl, KOHTPOAL W PETYAMPOBAHWE TPYADELIX OTHOLIEHMH, CTUMYAMPOBaHKUE
TPYAA NEPCOHAana, paspadoTha NPorpamm MoBbILLEHHA KBANMDHKALMK AW Ne-
PEKEAAMDMKALMK COTPYAHMKOB, 0OYUEHWE M NPOABWXEHME NEPCOHaNE, opra-
HH3AUMA W OCYILECTEAEHWE BHYTPHUOHPMEHHOID KOHTPOAA, OUEHKE NepCoHana,
nepemelleHHe COTPYAHWKOE (ERIABMKEHKE Ha Bonee BRICOKYHD ADAKHOCTL, DO-
TaumaA), paspaboTka KaaPoBOR NOAMTHEKM GHPMBI, COUMaABHAA 3aLUMTa, OxpaHa
TPYAE.

dyHaameHTanbHAA owKMBKa aTpubyumK. PAcnpocTpaHEHHaA TEHAEHLMA Ha-
BaroAATEAER HEADOLEHMBATL BAXHOCTE CHUTYAUMOHHLIX $aKTOPOB W CAMLLKOM
ELICOKO OUEHWBATE BAMAHME BHYTPEHHHY AMCMOZUUME WM UEpT (HanpHMep, cno-
COBHOCTH, YCHAWA, HHTEAAEKT, BPamAeOHOCTL) HA NPHYKMHLI W PESYALTATLI NOBE-
AEHMA. B YCAOBHAX YCNEXOE M HEYAAY, 3Ta QIWHBKAE 03HAYAET, UTO PYKOBOAMTENM
BYAYT CKAOHHMBI OKA3ILIBATE CEOMM paboTHukam OoablIeEe ADBEPHE MAKM ODBM-
HATE WX DOABLIE, UEM OHM FACAYHUBRHIT.
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Gag clause. Refers to the employment contract restrictions used as a means
of protecting the organization's trade secrets or proprietary information.

Gainsharing plan. Group incentive plan used to enhance productivity by
sharing with the group a percentage of the gains the organization realizes
from specific group efforts.

Game theory. This theory analyzes how rational actors react to potentially
conflictful interactions. In particular, game theory attempts to identify strategies
for all parties such that each is optimal given the others,

Gatekeepers. When thinking literally, keepers of the gate. Gatekeepers, a
term originated by Lewin (1952), are persons who either facilitate or impede
information flow between people. Gatekeepers are therefore at the nexus of
exchange among individuals interpersonally, in groups, or within and across
organizations.

Gender. This term is used in a variety of ways to help people discuss aspects of
interaction between women and men. The gender is the social aspects of sex
defining behavior of the person in a society and how this behavior is perceived.
Gender constructions and relations vary greatly with culture, class, religion,
and many other factors.

Gender expression. External manifestation of one's gender identity, usually
expressed through smasculines, «feminines, or gendervariant behavior,
clothing, haircut, voice, or body characteristics.

Gender identity. One's internal, personal sense of being a man or a woman
(or bay or girl).

Generalist. Individual who possesses the capabilities to perform more than
one diversified function, rather than specializing in or having responsibility for
one specific function.
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OrpaHHUMBaIOLLWA NYHKT (AONOAHWTEALHBIE YCAOBHA TPYAOBOTO AOFOBOpa).
CBAZaH C OTPaHUUEHWAMM TPYAOBOMD ADMOBORE, MCNOABIYEMBIMK B KauecTee

CPEACTEA 3ALMTE KOMMEDHECKHME TAHH MAK KOHBMABRHUMAALHOHW HHBOPMALMK
OpraHUuIaLMK.

MaaH paspaeneHHOR NpubBbIAK. TTAEH CTUMYAMDOBAHWA TPYNNEl, UCNDABIYVEMBII
ANA YBEAHHMEHMA 88 NPOUIBOAMTEABHOCTH NOCPEACTBOM Pa3ABNEHWA C FPYNNON
NpoUEHTa NPMOLIAK, KOTOPYHD OPraHWzauMA NOAYYEET 0T ONPEeASAEHHON ASA-
TEALHOGTH 3TOR rpYNnG.

TeopuAa wrp. AaHHAR TEOPHA SHAAM3WMPYET, KK PAUMOHANEHD AEHCTBYHLLWE
MIPOKKM PEarMRYT HE NOTEHUMAALHD KOHGAMKTHEIE B3aMmopeicTENA, B uacT-
HOCTH, TEOPKA MIP NBITARTCH MABHTHOWUMPOBATE CTRATEMMK BCEX CTOROH, TAKMM
obpaszom, uTo Kamaan BYAST ONTUMAaALHA, ECAM OHE UTC-TO ASET APYTMM.

MpuepatHukK, TepMud npuaymad K. AeBuHEIM, ByKBANLHO D3HAYEET: XPaH-
TeAb BOPOT. NPUBPATHHKKM — 3TO AKAW, KOTOPLIE MAK OBAErYaraT, MAK NPENATCTEY-
KT MOTOKY MHQOPMELIMH MEXAY AAEMK. NPUEPATHWKK NOITOMY OCYIUECTEAAKT
CBA3b M MEXAMYHOCTHLIH 0OMEH HHDOPMaLULMER B rPYNNax, B NPEeASAax W MemAY
OpraHy3aLMAMH.

lenpep. CouMansHbIH NoA, ONPEAEAAKILLMIA NOBEABHWE YenoBeKa B obllecTee
M TO, KaK 3TO NoBEAEHHE BOCNIPHHMMASTCA. ITOT TEPMHH MCNOABIYETCA BO MHO-
WECTBE 3HAUYEHWH, YTofibl NTOMOYL ADARM 0BCYAWTE ScnekThl B3aWMOAEHCTEMA
MERAY MEHLLMHAMM W MyRYUHEMK, [EHARPHOE YETRPORCTBO M OTHOLIEHKWS KaMe-
HAKITCA W ONPEeEASARHOTCA K}fan}fpﬂﬁ, KAQCCOM, penurl—ieﬁ H MHOTHMM ARYTHRK
PaKTOpPaMM.

MeHAepHO® NpoABASHHE. BHelwHes NpoRBAEHME NOADBOH WABHTHOMHKALMM,
0BLIMHO BLIDAKASMON YEPES «MYKCKOE:, KEHCKOS, WAM TeHASDHLIE BADWAHTLI
NOBEAEHWA, OASKAY, CTRHMKKY, NOADC MAKM 0COBEHHOCTH TeAd.

Moaoean waeHTHOMKAUMA. BHYTPEHHWH, AMYHOCTHEIA CMBICA DBITHA B Kadve-
CTEE MyMUMHE] MAM HEHLWWHEL [MaALUMKE AW AEBOUKK).

Yuueepcan. COTRYAHMEK, KOTOPBIA cnocoBed BeINOAHKTE BoAee YeM OAHY W3 pas-
AMUHBIX GYHKUMEA, 8 HE CNEUWaAM3MPOBREHHLIA AW HECYLLMA OTEETCTEEHHOCTE
TOABKO 38 OAHY ONPEASAEHHYID DYHKLMID,
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Generation 1. The term used to describe children born after 1994 who are
growing up in the Internet age.

Generation X. The term used to describe individuals born between 1985 and
1980,

Generation Y. The term used to describe individuals born between 1985 and
the present.

Genetic-based discrimination. The practice of requesting or requiring genetic
testing information during the hiring process or using genetic testing information
to base any other employment decisions or actions.

Geographical differential. The variance in pay established for same or
comparable jobs based on variations in labor and costs of living among other
geographic regions,

Glass ceiling. Used to describe the invisible barrier keeping women from
advancing into executive-level positions.

Global compensation. Pay practices relating to employees who are working
on assignments in international locations. A service premium and additional
incentives are often included in the compensation package to offset differences
in taxes and cost of living,

Goal. The statement outlining the longterm results, accomplishments or
ohjectives an organization seeks to attain.

Goal formation (goal setting). Primary phase of management, decision
making, which consists in the formulation of general purpose and set of goals
(objectives tree) in accordance with the essence and nature of the problems to
be solved, the purpose (mission) of the system, strategic settings.

Goals, official. Formal goals, set by the organization, defining its mission and
purpose.

Goals, operational. Specific organizational goals that the organization is trying
to achieve,
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MNowkonenue |. 3THm TEPMMHON O0BIMHO HAZBIBAKT AETEN, POAMBLUMXNCA NOCAE
1994 r, KOTOpLIE PACTYT B 3NOXY HHTEPHETA.

MokoneHWe X. ITUM TERMHHOM HE3LIBAKT AASH, DOAMBLLIMACA Mexay 1965 u
1980 rr.

MokoneHue Y. ITHM TERMHMHOM HA3BIBRIOT AKIAEH, POAMBLLMXCA Mexay 1985 T,
H HECTORALLMM BReMEHEM.

DAMCKPUMUHALMA HA OCHOBE FeHeTHKH. MNpaKkTuka TpeboBaTe MAW 3aNPallM-
BaTk HHPOPMALMIO O NEHETMYECKOM TECTMROBaHMK BO BPEMA HAAMAE MAM MC-
NOAL30BAHWE UHOOPMALMK O FEHETHHECKOM TECTUPOBAHMKW ANA 0BOCHOBAaHMA
AODBIX APYTUX NPOMIBOACTBEHHBIX DEWEHMA MAM AEHCTEMH.

leorpaguueckun puddepeHumnan. PazniyuMe B onaate, yCTAHOBABHHOR AAR NO-
ADGHBIX MAKM CONOCTABMMBIX pAB0YKMX MECT, BLIABAHHOE PAIAMMHBIMIA YCADBWANM
TEYAS M NPOKHTOUHBIMK MUHHMYMaMK B pasHeIx reorpaduueckiy obaacTax,

CTeKAAHHBIA NOTOAOK. TaK ONMCEIBAKIT HEBMAMMEIF Dapsep, NPenATCTEY O LMA
HEHIWHHaM NPOABWIETECA HA DYKOBOARLUME NMNO3HLUKH.

MobaAcHana komneHcauua. MeTojbl onAaThl paBoTHUKOR, KOTOPLIE Hanpasne-
Hbl Ha paboTy B MEXAYHAPOAHBIX OpraHu3aumMax. NpemMmuantHbIe M ACNOAHUTENL-
HbIE CTMMYABI YACTO BKAKOUAIOTCA B KOMNEHCALUMOHHBIA Naket, ytobbl Bo3me-
CTHTE PA3AMYHA B HAAOTAX M NPOXMTOYHOM MUHMMYME.

LeAb. YTBEpXAEHHE, CopAEpXaLLEe B 0BLLIMX YepTax ONMCaHKe OTAGAEHHBIX PE3YALTE-
TOB, ADCTHXKEHWIE AW 38A8Y, DELLEHMA KOTODPBIX OPraHW3aLMs CTPEMUTCH AOBMTHER.

Leareobpasosanune (uenenonaranue). lNepeuyHan daza ynpasieHua, Bbipa-
BOTKM M NPHHATHA PELUIEHKUA, 3AKAKHAIOLWAACH B NOCTAHOBKE MEHEPaNbHON LENM
H COBOKYMHOCTH LEeASH (AepeBa UeAel) B COOTEETCTBMM C CYLLUHOCTLID M XapakTe-
pPOM pelasmMiLlx Npobaen, HAZHAUEHWEM [MUOCHER) CHMCTEMBI, CTRATEMMUSCKM-
MU YCTAHOBKAMM,

Ueau oduumansHble. OQULIMAAEHD ASKASDHPYEMBIE LEAM, YCTAHOBASHHLIE OD-
FaHW3aUMER, ONPEAEARKDIILME 88 MHUCCHID W HA3HAUYEHHE.

Llenw onepauMoHaAbHble, KOHKPETHBIE/ AETEAMIWPOBAHHEIE AAA WCMIOAHWTE-
AEH UEAM, KOTOPLIE OPraHK3aums NeITAaeTca ADCTUYb,
a1



Government agencies. These are public sector owned organizations which
carry out the various functions of government, including fiscal and monetary
policies and regulation. Government agencies fall into seven broad types:
delivery, regulatory, transfer, contracts, control, trading, and servicing.

Grievance. Formal complaint or allegation by an employee or group of
employees made to unfair treatment or violation of the collective agreement.

Grievance procedures. The process and guidelines to be followed by employees,
managers or trade unions when resolving differences or conflicts.

Group aspirations. Purposes of the group, its goals, needs and motives that
underlie behavior and the cooperative efforts of group members,

Group cohesiveness. Group cohesiveness is defined as how much its members
want to stay in the group. Highly cohesive group members may take much of
their personal identity from the group and will want to contribute to its welfare,
Thus, cohesiveness gives the group power ta influence its members.

Group development. The process of passing a group of certain steps and finds
in this case the relevant characteristics, a certain level (formation, wildness,
regulation, action, decay) as a qualitative characteristic of the process of
forming a group. This characteristic is determined by the degree of formation,
mature interpersonal relationships in a particular community.

Group dynamics. The term encompasses the processes that influence people
when they interact in group situations. Group dynamics is also a field of inguiry
dedicated to advancing knowledge about the nature of groups, the laws and
stages of their development (see Group development), and their interrelations
with individuals, other groups, and larger institutions.

Group interview. Interviewing method where a prospective employee is
interviewed by a small group of his or her peers.
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focyAapCTEEHHbIE YUPEXAEHHA (areHTcTBa). 310 DPraHu3aLMM, HaxoAALLWe-
cA B COBCTBEHHOCTH OBLIECTBEHHOIO CEKTOPA, KOTOPLIE BLINOAHAIOT PasAMUHbLIE
DYHKUMK NPaBUTENLCTEE, BRAKOUSA HANOTOBYH M AEHEXKHYHD NOAMTHKY W DETYAK-
poBaHue. MpaBUTEALCTBEHHBIE YYPEXAEHHA MOKHO Pa3AEAMTL Ha CeMb BOAb-
WKX TMNOB, NO chepam AEATEABHOCTH: NOCTABKA, DEMYAMPOBaEHWE, TPaHChep,
KOHTP&KTHI, KOHTPOA, TOPrOBAR W oBCAYKUBaHWE.

¥anoba. PopmManbHas Karoba WAK YTEEPKAEHWE pabOTHWKAa MAM TPYNNbI pa-
HOTHUKOEB O HECNPaBEANMBOM OBPALLEHHA MAM HAPYLIWEHWH KOMEKTHBHOMO AO-
roBopa.

Mopapok paccmoTpeHua xanob. MpoLect M PYKOBOARLLME NPUHLMNLI, KOTO-
PEIM ByayT cAep0BaTE PABOTHUKK, YNPABASHLEl MAM NPOGCoIo3k NPKM pazpeLle-
HHM PAZHOMAECHA MAM KOHDAMKTOB.

HanpaeaeHHocTs rpynnel. Lleaw rpynnel, eé 3agauu, noTpedHOCTM MW MOTHESI,
AEKALME B OCHOEE NOBSASHWA M COBMECTHLIX YCUAMA UASHOB TpyNnel.

FpynnoEaA cNACYEHHOCTE. ONPEeASARETCA TEM, HECKOABKD YNEHE! TPYNNLI X0-
TAT OCTABATLCA B rpynne. YaeHsl oUeHb CIADYEHHON TRYNNGl MOMYT BOARLLIYID
YAaCTk CROEH AMUYHOCTHOH WABHTMYHOCTM MEREeHATE OT IPyNnsl M BYAYT XOTeTk
cnocobcTeoBaTE 28 Baaronoayunio. Takum obpazom, rpynNnoean cNAOYEHHOCTE
AGET TPYNNE BAGCTE W BAMAHWE Ha e€ YASHDE,

Fpynnoeoe paseuTHe. NPOLECC NPOXOKAEHWA TPYNNONA ONPEASAEHHbIX STaN0B
H GEIIDETEHHFI 2H NPK 3TOM COOTBETCTBYRHIWME XapakTepMCcTHR, Gﬂpﬂﬂ,&héHHDrﬂ
YPOBHA (GOpMUpoBaHKe, BYpAEHWE, HOPMUPOBaHWE, ASHCTBME, pacnaj) Kak
KauecTBEHHOH XapakTepUCTHKK NpoLecca rpynnoobpasoBaHus, KoTopas onpe-
ABARETCA CTEMEHBI CHOPMWPOBAHHOCTH, 3PEADCTH MERAMYHOCTHLIX OTHOLLE-
HUIH B KOHKPETHOM coobluecTee.

lpynnoeaA gAMHaMKKa. COEOKYNHOCTL NPOLECCOB, KOTOPLIE BAMAKIT HA AKIAEI,
KOTAS OHW B38MMOASHRCTEYIOT B PYNNOoBLIX CHTYAUMAX. AMHAMKKE FPYNNLL - 370
TaKMKE 0BAACTL EONPOCOE, NOCEALLEHHLIX YEEAMYEHWID ZHAHKMA O NPUPOAE TPYNM,
3AKOHEX W 3Tanax WX paseuTvA (oM. MpynnoBoe pasBwTHE), MX BIaWMOCERIEN ©
AHDABMK, ADYTHMK TEYNINANMM M oA KDYMHBIMK CTRYVKTYDaMM,

lpynnoeoe WHTEpELHD. MeToy MHTEDEEHIMPOBAHKMSA, NPKH KOTOROM ByayiLME cay-
HalMA MHTEPBLIOMPYeTCA HeBoALLLOW MPYNNONR Ero aBTOPHTETHEIX KOANET.
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Group norms. General rules of conduct for members of groups whose primary
function is to serve to connect people to groups. Norm is a powerful regulator of
behavior of employees, when they understand and accept why it is necessary to
do so and not otherwise. Adherence to standards is approved by the members
of the group. Violation of the rules is the use of sanctions,

Group opinion. Some integral view, which is shared by all group members,
In the process of development group opinion goes through three stages: the
group members express their personal views to the subject under discussion;
group members change their thoughts and feelings, which become the object
of group discussion and the adoption of clear and precise position of the group,
which is accepted by all group members.

Group polarization/risky shift. The result of group discussion, in which diverse
opinions and positions of participants are not smoothed and processed by
the end of the discussion in two diametrically opposite positions, excluding
any trade-offs; or amplification the extremity (extreme) of group decisions or
judgments as a result of the discussion as compared to the average decisions
or judgments that is also called the risky shift.

Group roles (by M. Belbin). Series of studies with managers led M. Belbin to
elaboratethe idea of group roles, developing a guestionnaire measure to identify
eight preferred styles of group participation: chairman {coordinating effort),
shaper (directing activity}, plant (creating ideas), team worker (attending to
group process); monitor-evaluator (critically assessing products and activities),
resource-investigator (seeking information and resources), company worker
(testing and implementing ideas) and completerfinisher (attending to detail
and progress chasing).

Group size. The group's size is one of the most fundamental factors that
shape group structure and group dynamics. Determining a group's size is not
as straightforward as it first appears, especially in work settings. In almost every
case, one could break a given group into smaller subgroups or combine it with
other groups to form a larger entity that could also be considered a group. Usually
a small group comprises from 2 to 15 people (family, work team), but with a
steady composition it may also include a few dozen people (student group). The
number of ateam as a group is of fundamental importance, since it is based on
interpersonal interactions. The most convenient size of a team is 12 members.
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Fpynnoeeie Hopmkl. OBLLME NPABKAS NOEEAEHMA YABHOR MRYNNLL, TAEEBHEA GYHKLWA
KOTOPbIX — CAYHMTE NPUOBLLEHMID MOAER K rpynne. HopMma CTAHOBWTCA AEHCTBEH-
HelM RENYARTODOM NOBEASHKWA pﬂﬁﬂTHHh’.ﬂB, KOrasa OHKM NOHWMEHT W NPHHWMEKIT, NO-
yemy Hy®HO ASAETh Tak, 8 He WHavye, CABADBEHME HOPMaM Bbl3bIBaET Dﬂ.DﬁDE‘-‘HHE‘
CO CTOPOHE! YABHOR MRYNNkLlL, HapyleHHe HOPM BEIZEIBEET NPHMEHEHHE CAHKLMEA,

Fpynnogeoe mHeHwne. Hekotopoe WHTErpancHOE MHEHMWE, KOTOPOE PasAEAdeTca
BCEMH YABHAMMW rRYNNb., B npouscce CEOSIO PasBHTHA MPYNNOBOE MHEHWE NpPo-
XOAMT TPM CTAAMK: YAEHEI FPYNNEl BEICKA3bIBAIOT CEOM AMYHBLIE BIMAAALI N0 NPpes:
METY OBCYMASHHA, YASHB! MPYNNE OBMEHMBAIOTCH CEOMMK B3rMAAAMM M YYBCTBE-
MK, KOTOPLIE M CTAHOBATCH OOLEKTOM rRYNNOBOID 0BCYKAEHHMA; NPUHATHE YETKORN
M ACHOM MPYNNOBORA NO3MUKMK, KOTOPaA NPMHUMAETCA BCEMK YAEHAMK FPYNNkL.

fpynnoeaA NoAApH3aUMA,/CABHI K pMCKY. PeayaLTar rpynnoBold AMCKYCCHM,
B XOAE KOTOPCH Pa3HODPOAHLIE MHEHMA W NOIHWUMM YYACTHWKOE HE CraawWBa-
toTCA, 8 OPOPMARKITCA K KOHUY AMCKYCCMM B ABE NMOAAPHO NPOTWBONOADHHBEIE
NOZMLMK, WCKNHOUAKOWME AOOLIE KOMNPOMUCCE!, MAM YCHABHWE B pe3yAkTaTe
AMCKYCCHW SKCTPEMAABHOCTH (KPaRHOCTH) MpYNNOBLIX PELEHWA WAWM CYHRASHWH
N0 CRPEBHEHWID C YCPEAHEHHBIMH PELLEHHUAMM MAH CYRASHWUAMM, YTO HA3LIBAKT
TAKKE CABMIOM K PHCKY.

Fpynnogkie poau (no M. BeabuHy). Pas MccaeaoBaHuUiA, NPOBEAEHHBIX WM. Bea-
BUHEIM C MEHEAKEDAMH, NPUEEA K pazpaboTke MASM POABA TRYNNEl W ONPO-
CHHEA ANA H,ﬂ,EHﬂ-"Iq)I"IHELI,HH BOCHEMK NPEANOYHMTAEMEIX CTHAER YYacTHA B rpynne:
NpeAcefaTert (KOOPAMHMPYIOWMA YCUAKA), DOPMUPOBATEAR (HANPABARA LM
ABATEALHOCTE), TEHERATOD WAER (COZAAMILLMA MAEK), paBouuii KOMaHAL! (NpoAB-
AAKOLWMA BHHMAHKE K rpYNNoBOMY NpoUeccy); OUeHLUMK {KPMTHYECKH OLUEHHBEa-
FOLLMA NPOAYKTE M ASHCTEHA), HCCABADBATEAL pecypca (MIYLWMA HHpOPMaLUMIO
M pecypckl), paBodnil KoMnNaHKK (NPCBEPADLKMA M PEaNH30BEIBAKIWLMA MAEH) H
ADBOAMMK (CABARLLMIA 38 ASTAAAMMK W XOAOM NPOABMMEHHRA).

Pazmep rpynnbl. OaWH 13 Hawbonee BaxHbIX PaKTOpOB, KOTOREIE QODMKMPYOT
CTPYKTYDY FPYNIALl W FEYNNOBYK AMHaMKKY. OnNpeasieHUe pasmepa rpynnel He
ABAAETCA CTOAL MNPOCTEIM, KaK 3T0 MOXEeT NoKasaTbeA, ocoberHo B paboymx
yCADBMAX, [ToUTH B HaXAOM cayuae MOHO ObiA0 pa3buTe AaHHYD rpynny Ha
MEHBLIWE NOAMPYNNE MAK O6LEAMHWTE B8 C© APYTMMM TRYNNamMK, YTobhbl chop-
MKUPOBaTE BOALLIYIO OBLLHOCTE, KOTOPYHD TOXE MOMHO BLing Bkl CUWTATE rpyn-
noi. OBeIuHO Maran rpynna obbeprHAsT o 2 40 15 yeroBeK (CceMbA, TRYAOBSS
Bpurasa), HO NPM YCTOHYMBOM COCTABE MOMET BKAKMATL W HECKOALKO ASCATHOB
HEADBEK (CTYAEHYECKEA rpynna). YMCASHHOCTE KOMaHABI Kak rpynnel MMeert
NMPHHUMNHAABHOE 3HAYEHHE, TAK KaK OHa CTROWTCA HA MEXAMYHOCTHOM B3au-
MOAERCTEMK. Hanbonee yaobHaA YHCAEHHOCTE B KOMaHAE — 12 yneHoB.

-
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Group structure. The structure of small group is a collection of links, folding it
between individuals. Since the main areas of activity of individuals in small group
are joint activity and communication, the study of small groups emphasized
the most frequently the structure of connections and relations generated by
the joint activity (functional, organizational, economic, managerial), and link
structure generated by the communication and psychological relationships
(communicative structure, structure of emotional relationships, role-playing
and non-formal status structure). The structure of small group is constantly
generated by, and therefore it can be observed in the ongoing interaction of
group members. It reflects the abilities and motivations of group members
and the physical and social environments of the group. Group structure exists
relatively independently of the individuals who occupy those positions. Group
structure, therefore, provides a key to understanding behavior in groups that
cannot be explained in terms of the traits, attitudes, and personalities of
individual group members.

Growth need strength. This refers to the strengith of an individual's needs
for personal growth and self-direction at work., Growth Need Strength (GNS)
is a central part of job characteristics theory and is expecied to affect the
way individuals respond to complex, challenging jobs characterized by high
levels of autonomy, variety. Specifically, employees with high GNS are expected
to appreciate and respond enthusiastically to the opportunities for personal
accomplishment provided by a complex, challenging job, On the other hand,
individuals with relatively low GNS may not recognize the opportunities
for growth provided by the job, or they may experience the complex job as
threatening and balk at being stretched too far by the work,

H

Halo/horn effect. The effect of interpersonal perception, a form of interviewer
bias, occurring when the interviewer rates or judges an individual

Harassment. Conduct or actions, based on race, religion, sex, national origin,
age, disability, military membership or veteran status, severe or pervasive
enough to create a hostile, abusive or intimidating work environment for a
reasonable person.
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Crpyxrypa rpynnel. CTRYKTYPE MAACH FPYNNLl - 310 COBOKYNHOCTE CEA3EN, CHAS-
ABIBAHILMACA B HER MENKAY MHAMBMAAMUW. MOCKOALKY OCHOBHLIMKM Cdhepamu akx-
THBHOCTH WHAMBMADRE B MaADH TPyNne ABAAKTCA COBMECTHEA ASATEABHOCTE M
ofileHwe, NPW MCCAEADBAHMH ManbixX FpYNN Haubonee YacTo BeIASAAIT CTPYKTYRY
CEAZEH M OTHOLWEHWH, NOPOXAZEMBIX COBMECTHON ABATEALHOCTRIO (DYHKUMOHEAR-
HEIX, OPraHH2aUMOHHBIX, JKOHOMUUYECKUY, YNPaBASHUYSCKHR), M CTPYKTYRY CBAZERA,
NopoXASEMbIX ODILEHHMEM W NCHXDADTMYECKHMM OTHOLIEHMAMM (KOMMYHWKATHE-
HYIO CTRYKTYPY, CTPYKTYRY 3MOUMOHEABHbIX OTHOLWEHHIA, POABBYHD M HEGOPMAaAbHO-
CTATYCHYIO CTRYKTYRY). CTRPYKTYRE PYNnel NOCTOAHHD BOCNPOWIBOAMTCH, M NO3TO-
My €& MOKHO HaBAIOAETE B NPOADAKAIOLLEMCH B3aUMOAEACTEHM YAEHOB Mpynnbl.
Ona otpaxaer cnocofHOCTH U MOTMBALMID YAEHOB IPYNNLl U GHUIHYECHOE M CO-
LUMBABHOE OKPYXEHME Tpynnel. CTRYKTYRE rPpynnbl CyLLecTBYET OTHOCHMTEABHO HE-
3dBHCHMD OT Mﬂ,ﬂ,Eﬁ, KOTOPEIE 3aHUMaOT AOAKHOCTH, M obecneydBaseT KAKOY K No-
HUMaHHK NOBEAEHWA B FpYNNax, KOTOROE HE MOXET BLITL 0bbLACHEHD © MoO3IWLMH
HERT, aTTHTHOADE H ocobeHHocTeH OTAEABHBIX “ASHOE Ipynnol.

Cuna noTpebHocTH B pocTe. 370 KACAETCA CHALI NOTREOHOCTEN YeADBEKE B AMY-
HOCTHOM POCTE W CaMOPYKOBOACTEE Ha paboTe. Ckaa notpebrocTti B pocte (CMP)
ABAAETCA LEHTPaALHOM YBCThI0 TEODWKM DA0OUKK X2 PaKTERMCTHK M, KaK OXUASET-
CA, BAMAET Ha cNocod, KOTOREIM AKAK OTBEYAKOT HA CACKHYHD, BPOCaILY0 BRIZOB
paboTy, XapaKTepHIYeMyD BhICOKMMM YDOBHAMM SETOHOMWM, pazHoobpazua.
Caymallme ¢ Buicokoi CMNP, Kak oxuAaraT, ByayT UEHWTE M OTBEUATE ¢ IHTY3HaS-
MOM Ha BOIMGKHOCTH AAA AMYHOMD pOcTa, NpeacTaBAAeMble Takol paboToi. C
ADYTOR CTOPOHB!, MOAH C OTHOCUTEABHO HU3KOA CMP, BOZMOKHO, HE pacnosHa-
0T BOAMOXHOCTER pocTa, NPesocTapAdembly paborol, WAKM OHKW MOMYT CYecTb
CAOMHYHD paboTy YyIPo30oH W OTKAZATECA OT AAALHERLWEro BOBAEYEHWA B paboTy.

H

Ipdext opeona. IPHEKT MEKAMYHOCTHOIO BOCMPHATHA, dopma Heobbek-
THEHOCTH, NPORBARKOLWAACAH, ROMAS HHTERBLIDED OUEHWBAET COTDYAHHMEKA NO ero
NOACKHTEABHBIM HAW CHABHERLLMM CTOPOHAM, NO3BOAAA WM 3aTEHWTH OTpMUE-
TEABHLIE CTOPOHLL. YNOMMHAEETCA Kak 3bdexT opeona, Koraa 310 paboTaer B
NoAL3Y KaHAMAATA, M Kak 3QQeKT ropHa, ecAM NpPOTHE.

HaeAzuueoe noeeaeHHe. [OBEASHHE MAM ASHCTEMA, OCHOBAHHLIE HA PACcOBON
NPHHAAAERHOCTH, DPEAMIHMOZHBLIX BO3ZPEHWAX, NOADBLIX NPUIHaKaX, HallMOHaAL-
HOCTH, BO3PacTe, PUIHUECKON MAM YMETBEHHON cAaBOCTH, YABHCTEE B BOEHHON
MAM BETEREHCKONM OPTraHM3aUMKH W AOCTETOYHO KECTKHWE M PACMNPOCTPAHEHHBIE,
4ToDLI CO3AaTL BPamAEOHYH, OCKOPOMTEALHYKD HAM NYraroly atvocdepy Ha
paborte ans oBBIYHOID YeAOBEKE,
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Hardiness. The ability to overcome difficulties, to suppress their emotions,
to understand human feelings, showing patience and tact. Stress resistance
determined by a combination of personal gualities that allow a person to carry
considerable intellectual, volitional and emotional stress due to the features
of professional activity, without any adverse impact on the activities, of others
and the health.

Hawthorne effect. This effect, cbserved in field experiments, in 1924, the
company's plant in Hawthorne Western Electric under the leadership of Elton
Mayo (1880-1949) and his companions occurs when: 1) one or more changes
or manipulations are made by researchers in a field setting; 2) the persons in
the target sample experiencing the change(s) are aware of the experimental
manipulations; 3) the latter alter their behavior not because of the specific
variables manipulated but because of the atiention they receive. As a result,
the researchers may falsely attribute the observed effects on behavior to the
variables manipulated rather than the attention.

Hazard pay. Special payment made in addition to individual's salary for
accepling assignments at locations where there is threat of physical danger
or for performing positions that are hazardous to the individual's health and
well-being.

Head count. Refers to average number of people employed directly by the
company on a full-time and part-time basis.

Hidden disabilities. Disahilities which are not of a visible nature, such as
learning disorders, alcohol abuse, depression, ele.

Hierarchy. More typically the term refers to the hierarchy of authority. In formal
organizations, each position is arranged so that it reports to another, higher in
the chain. Invested in each position is a set of rights and obligations, most of
which refer to the ability to give orders to subordinates and supervise them.
This arrangement is considered to be a formal one because the authority to
give orders to others is based on the position that one occupies and not on any
personal characteristics.
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CTpeccoycToOMUMBOCTE. YMEHWE MPEOAOAEBETE TDYAHOCTH, MOASBAATE CBEOM
IMOLMK, NOHUMETE YEADBEYECKME HACTPOEHMH, NPOAEARA BbIAEPKKY M TAKT.
CTpeccoyCTORUMBEDOCTE ONPEASARETCA COBOKYNHOCTEHY AMUHOCTHRIX KEUECTE, No-
BOASHOLLHX YEADBEKY NEPEHOCHTE 3HAYHTEABHLIE MHTEAMEKTYANLHBIE, BOARBLIE
H 3MOLMOHANBHEIE HEMPY3KH, 0BYCAOBAEHHEIE OCOBEHHOCTAMM NPOGECCHOHAL-
HOW AEATEABHOCTH, BE3 0cobbIX BPEeAHBIX NOCAEACTEMRA ANA ABATEABHOCTH, OKPY-
HAKLMX M CBOEMD 3A0POBLA.

XoTopHekUH adderT. AaHHBIR 3BT, M3YUEHHEIH B NOAEBLIX IKCNEPHMEHTAX,
B 1924 r. Ha 3aBoae KoMmnaduy Western Electric 8 XotopHe noa pykoBOACTEOM
JaToHa Mako (1880-1949) v ero copaTHMKos, HabnopaeTca, Korpa: 1) akcne-
PHMEHTATOR NPOMIBOAMT WAMEHEHKWA WAKM MAHWOVAHLKMK B NOAEBLIX YCADBWAX,
2} MCNEITYEMEIE B JKCNEPHMMEHTAARHON MPYNNE 3HAKT O NPOBSASHMM IKCNEpU-
MEHTA; 3] OHM KOPPEKTUPYIOT CBOE NOBEASHWE HE M3-38 IKCNEePHUMEHTAALHBIX
MEHHMYAALMA C NEPEMEHHLIMK, 8 BCASACTEME ONPEAEAEHHOH HANPDaBAEHHOCTH
BHMMaHKWA. B pE3yALTATE MCCABAOBATEAM MOMYT OWKBOYHO NPHNKGCaTe Habio-
ASEMBIE NOBEAEHUYECKWE 3QQekThl M3MEHAEMBIM NEREMEHHBIM B NPOUECCE
IHCNEPHUMEHTA, XOTH OHKM MOMYT BbITh CKOPEE Bbi3BaHbLI OCEEADMAEHHOCTEHY MC-
NLITYEMBIX.

AonaaTta 3a pMckK. CneunantHasn HapbaBKka K OCHOBHOW 3apaboTHOR naaTe, Bbl-
naaqMBaeman AMUam, vbd pafora CONnpAMEHE ¢ NOBLIWEHHON ONACHOCTEID W
EPeAHBIMA ANA 3A0POBEA YCADBHAMK TRYAS.

KoAvuecTBO COTPYAHHKOE. TEpMKHH OTHOCHTCH K CREAHEMY KOAMHMECTBY AHIAEH
C NOAHOA MAM YACTUMYHOM 33HATOCTERY, NOCTOAHHO PA0OTAKLLMY B KOMNEHWH,

KoceeHHbie orpaHnueHun TpyaocnocobHocTi. OTKAOHEHKWA, KOTOpLIE He fAB-
ARHOTER BUAHMBIMKH NPENRTETEUAMK K TRYADBOH ASATEABHOCTH, TAKHME KaK He-
cNoCoBHOCTE K oByueHHID, 30n0YyNOTReBAEHHE SAKOTOAEM, AENPECCHA W T.A,

Mepapxua. 3107 TEPMMH 00BIYHO OTHOCKTCH K MEPEDXMK BAacTH. QDopmMansHan
OPraHUIaLUXAa YCTROEHS TakMM 0Bpa30mM, UTO KaHADE NOADAE3ABAEHHE NOAYMHA-
ETCA BLILECTOALEMY, KOTOPBIE, B CBOK OYEpEnb, COIAAI0T CBOA NPABUA M KOH-
TROAMPYIOT HHXeCToALMX. MopobHana opraHu3auma OTHOWEHWA ABAAETCA dop-
MAanBHOR, TAK KaK 3MAXAETCH MCHAOYMTEABHO HE WMEIDLWENCA ¥ CyDbEKTa BABCTH
M 3aHUMEEMOR WM NOZMLKWK, 8 HE AMYHEIX KAUECTRaX.
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Hierarchy of needs. Psychological theory ascribed to Abraham H. Maslow,
in which he proposed that people will constantly seek to have their basic
needs (sleep, food, water, shelter, ete.) fulfilled and that such needs ultimately
determine behavior,

Home-based work. The work performed by employee organizations at home
and not in the office.

Honesty/integrity testing. Tests used to assess an individual's propensity for
dishonest conduct or behavior (i.e., stealing or lying).

Horizontal conflicts, or conflicts «equal to equal.. Conflicts between colleagues,
heads at the same level and are characterized by the fact that participants can
not use to counter the most important resource - the status in the organization,
an official position. In this case, the connections between members, their past
accomplishments and experience become the first priority.

Horizontal integration. Also known as job rotation, it is a job enlargement
method whereby employees are shifted between various comparable jobs in
an effort to prevent boredom and boost morale,

Horizontal organization. Flat organizational structure that consists of fewer
hierarchal levels. Such organizational structures often rely on the use of cross-
functional teams.

Hot-desks. The method of saving office space in which workers do not have
their own desk but share the same desk at different times during the day or
week.

Hoteling. The practice of not assigning offices on a permanent basis to
individuals who telecommute. Instead, offices are assigned by calling in and
reserving an office or workstation in advance,

Hours of work. Historically, most attention on working time has been paid to
issues of duration and the effects of shiftworking. The time during which the
employee in accordance with the internal labor regulations and the terms of

the employment contract must perfarm his job duties (Art. 91 Labour Code),
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Hepapxua notpebroctel. MCUXOADTMUYECKAR TEOPMA, OCHOBaHHAaR ABpaxamom
Macaoy, B paMKax KOTOPOR OH NPEANOADRHA, YTO AKIAW NOCTOAHHO CTREMATCH
YAOBAETBOPHTE NEPBOHAYEALHO CBOW Da3zoBkie NOTPEBHOCTH (COH, NWLLE, BOAS,
YOEKMILE W T.A), K YTO TAKME NOTPEOHOCTH, B KOHEYHOM CUYETE, ONPEAEARIOT MX
NOBEAEHME.

PaGota Ha agomy. PaloTa, BeINOAHAEMARA COTPYAHWKOM OPraHM3auqin Aoma, a
He B oduce.

TecTHpOBaAHHE YECTHOCTH. TECTHI, HCNOALIYEMBIE ANA OLUEHKH CKAOHHOGTH MH-
AMBHAZ K 8COLM3AEHOMY NOESAEHMKD (HEMNPMIMED, BOPOBCTED WAK ADKE),

FopU20HTaALHBIE KOHGAMKTEI, HAM KOH(AHKTEL «PABHLIH C© paBHBIM:. KO-
PAHKTEL MENKAY KOAAETAMK, DYHOBOAMTEARMMK OAHOID YPOBHA, XapakTepHayi-
LLMECA TEM, YTO YY4ACTHMKM HE MOTYT MCNOAL30BATh B NPOTMBOCTOAHWM CaMbli
MMEBHBIN PECYPC — CTATYC B OpraHM3auMK, AOAKHOCTHOE NoaokeHde. B atom
CAYYae Ha NepBEbIA NASH BRIXOAAT CBAZM UABHOE OPraHM3aumy, WX NpoLiskLIe 3a-
CAYTH M ONBIT.

lopu3oHTaneHaAa wWHTErpauyna. Meton yaydwedHuwA kadectea pabortw no-
CPEACTEOM MEPEeB0Ad COTPYAHMKOE Ha COMOCTEBMMEIE ADAMHOCTH B pameax
OAHONW MAH HECKOALKMY OPTaHM3ALNMA B UEARX CMEHB! 0BCTAHOBKM M YAYHLLIEHKMA
HX SMOLUMOHSABHOMD COCTOAHMA. M3BECTEH Tak Ke, Kak poTauMA Kaapos.

FfopusonTanbHan opraHusaumA. [AoCKan OpraHM3aLMoHHan CTRYKTYpa, KoTo-
pas ofpajoBaHa HE3HAMMTEABHBIM KOAHHECTEOM HEPapXMYecKHX YpoBHEH. Ta-
KWME OPraHW3auMoHHEIE CTRPYKTYDE! YacTo NOAArarITCH Ha MCNOABI0OBaHWE MEX-
PYHHLUMOHAALHBIX KOMEHA.

Nopauxe croakl. MeTos IKOHOMMKM OPUCHOTD NPOCTRAHETESR, NPH KOTOPOM pa-
BOTHUKK HE MMEeKT CODCTEEHHOID CTOAG, HO NOAL3YHITCA OAHWM W TEM KE CTO-
ACM NO OYEPEAKM B PAZHOE BPEMA B TEYEHHE AHA WAKH HEABAM.

Odmc-oTens. [pakrTuka, Npy KOTOPOW ODMCEl HE IAKPENAAKTCA NOCTOAHHO 38
COTPYAHMKAMM, HCNOABIYIOLWMMK TEASKOMMYHHKALMK. Bmecto atoro, oduchl
pPEZepBHRYIITCA 3apaHees No Tenadony.

Pabouee epema. Mcropuueckd ocoboe BHMManWe npofaeme pabouero spe-
MEHH YAEAAAOCH B KOHTEKCTE MPOACAKMTEABHOCTH pabBodero AHA W CMEHHOR
pEI.ﬁDTI::I. BpEMﬂ, B TEeYeHWEe KOTOpOro pEﬁDTHHK B COOTEETCTEWH C NPaBEWAIMH
BHYTPEHHETND TRYAQBOIO PACNOPAAKE W YCADBHAMK TRYAOBOIO AOMOBOPRE AOAMKEH
MCNOAHATE TpyADBLIE oBazadHocTy (CT. 91 Tpyaosoro koaekca P@). 101



Huddle group. Training method whereby participants are divided into small
groups, given a specific problem to handle within a short period of time
(typically less then 10 minutes) and then report their findings back to the larger
collective group.

Human capital. The collective/individual knowledge, skills and abilities of
organization's employees, which generate revenue. The concept of human
capital developed by American scientists won the MNobel Prize in Economics,
G. Becker and T. Schultz.

Human-computer interaction. Human-computer interaction (HCl) is the
descriptive and prescriptive study of how people use computer systems and
how computer systems are integrated into organizations. It should help in the
design process. Organizations may either design their technical systems with
the workers in mind or they may attempt to optimize the technical system in
isolation. The latter strategy often leads to badly designed work places, re-
sistance by the workers.

Human relations movement. This body of theory and practice is popularly
associated with the sociologist Elton Mayo whose basic idea was that workers
had strong social needs which they tried to satisfy through membership of
informal social groups at the workplace. Managerial attempts to improve job
satisfaction and work motivation had to take account of these needs and could
not treat workers simply as economic individuals wanting to maximize pay and
minimize effort.

Human resources. The number of people and human capital (competences,
experience, intelligence, ability to continuous improvement and development).
The function dealing with the management of people employed within the
organization.

Human resource auditing. The process of assessing HR programs and
services to determine the degree of their effectiveness, including the as-
sessment of compliance of human resources of the organization to its goals
and strategies; diagnose the causes of the problems caused by staff, specific
recommendations for the management and personnel management service,
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CoeewarensHan rpynna. Metoy ofyueHWA, NPy KOTOPOM yYECTHHKM paspene-
Hbl Ha HEBOoALLIKWE TRYNNLI AAR PELIEHWA ONpeAenEHHON NpobAemMbl B TEYEHKHE
KODOTKOrD Nepvoaa BpemedH (0bkiuHo medee 10 MUH.) W 3aTem NpeAAarawnT
CBOW PE3YALTATE DONEE MHOMOYMCASHHOR rpynne,

YenoBevECKHH KanuTan. KOMEKTHBHbIE, MHAMBMAYSALHBIE 3HEHWA, HABBIKK W
cnocofHOCTH COTPYAHHKOR OpPraHvaaumy, NPUHOCALLWE ADX0A. KoHUenuua ve-
ADBEYECKOIO Kanutana paspabotaHa amepMKaHcKMMK YHEHBIMM, Adypeatamu
HoBenesckod npemur no akoHomuke I Bewkepom v T. Wyasuem.

Cucrema BE3aMMOASHCTEMA "YEADBEK=KOMNLIOTEP:. ASGHHEA CHCTEME BHAHD-
YaeT B Ce0A ONMCATEABHEIE W HOPMETHMBHBIE MCCABADBAHWA WCNOAB30BAHWE
AHIABMM KOMMNBKOTEPHBIX CHCTEM W MX BKAKOUEHHOCTE B CTPYKTYDY ODraHW3a-
K. MosobHble oTHOWEHKA cnocoBeTeyoT 3hPERTHBHOMY NOCTPOEHHIO Opra-
HU3BUMOHHOR cTpyKTYpEl., OpraHMaau[My MoryT NpoekTHPOBETE CBOM TEXHMUE-
CHME CHMCTEMbI G Y4ETOM WHTEPECOB pPabOTHWKOB WMAM MOMYT NOMNbITATbCH
ONTMMKU3MPOEETE TEXHWUECKYHD CHCTEMY MI0DAMPOBAHHD. MNoCABAHAR CTPaTEINMA
HACTO NPUBOAMT K NADXO paspabotadHbim MecTan pabotel M CONPOTHBAEHMWIO
paBoTHUKOB.

PazBMTHE MEXAMUYHOCTHLIX OTHOWEHKWHA. JCHOBA 3TON TEOPMM M NPaKTHKK Ba-
IMPYETCH HA MABAX COUMOADTa JnTora MaRo, raBHoR MABER KOTOPOro Being TO,
UTO PaboTHUK NOCTOAHHO WCMNBITEIEAET COUMAALHLIE NOTPEBHOCTM, KOTOPKEIE OH
NbITAETCA YADBASTBOPHTE Ha paboTe NOCPEACTBOM BKAKMEHWS B HehopMant-
HEIE COUMaABHBIE MRYNNBI. MeHeAXepsl, NeITAKIUMECH YAYYWLWTE KEYECTEO Pa-
BOTbI M NOBBICKTL TPYAOBYIO MOTHBALMIO COTPYAHWKOB, AOMKHBI YYMTBIBATD 3TH
noTpefHOCTH, 8 HE NOAAraTk, YTD COTPYAHMEKKM XOTAT AMLLIE NOAyYaTE BoAsLLe pe-
HET NPH MUHUMANBHBIX YCHAKAX B pabore.

YeaoeeyeckHe pecypckl (Kagpel). KOAMYECTBD AMOAEAR M HEADBEYECKHMHA No-
TEHUMEA (HOMOETEHUMK, OMLIT, MHTEAAEKT, CNOCOOHOCTE K MOCTOAHHOMY CO-
BEDLLUEHCTBOBAHHIO M PA3BHTHID). DYHKLMA, OTHOCALLEACH K YNPABABHHID CO-
TPYAHMKEMMK B NpeAsAax OpraHH3aumm.

AyaMT nepcoHana. NpoUscs oUEHKKM NPOrpamMmM KM YCAYT NO YyNpasreHio nepco-
HaMOM B UEAFX ONPEAENEHWA CTENEHM WX 3QOEKTHEHOCTH, BRAFUSHILLWA OUEH-
KY COOTEBETCTEBWA KaApOBOro NoTeHUMana opraHdiauqd ee LueasamM M CTpaTervu
PAIBMTHA, AMArHOCTHKY MPMUMH BOZHUKHOBEHWA NpoBASM NO BMHE NEpoOHAAS,
BLIpatOTHY KOHKPETHBIX PEKOMEHAALMA AAA PYKOBOACTEA M cAyKDBI ynpaeae-
HWA NEPCOHANDM,
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Human resource consulting. Consulting services to managers and specialists
of organizations on the work with human resources.

Human resource information system (HRIS). Computer database used
to gather, store, maintain and retrieve relevant employee and HR-related
information.

Human resource management. The formal structure within an organization
responsible for all the decisions, strategies, factors, principles, operations,
practices, functions, activities and methods related to the management of
people.

Human resource manager. Specialist with knowledge in human resource
management in organizational, managerial, legal, accounting and
documentation, pedagogical, social, domestic, psychological, sociological
aspects.

Human resource metrics/HR metrics. Measurements used to determine
the value and effectiveness of HR strategies. Typically includes such items
as cost per hire, turnover rates/costs, training and human capital ROI, labor/
productivity rates and costs, benefit costs per employee, etc.

Human resource planning. The process of anticipating future staffing needs
and ensuring that a sufficient pool of talent possessing the skills and experience
needed will be available to meet those needs.

Human resource reserve. The group of qualified employees, pre-screenead,
trained, and are internal candidates to fill vacancies of higher positions.

Human resource strategy. The concept of Human resource strategy (HRS)
integrates an organization's human resource management (HRM) policies
with a stable and strategic characteristic of organizational life, such as the
corporate strategy, employment philosophies, core values, organizational
competencies, or delivery of a valug-added business process. It provides a
ofized points toward which HRM policies may be targeted and developed and
invalves two processes of integration.
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KappoEblH KOHCAATHMHI. KOHCYALTALUMOHHBIE YCAYTH, OKa3bIBAEMbIE pYHO-
BOAMTEAAM W CNELMAAMCTAM ODraHMIaLNMA NO BoNpocam paboTel G KEAPaMH,

Ba3a AaHHBIX COTPYAHMKOB. KomnbtotepHas Ga3a AaHHLIX, MCNOAB3YEMER AAR
cBopa, XpaHeHKA, NOAAEDHEHHA W BOCCTAHOBAEHWA COOTBETCTBYHOILLME AGHHEIX
O COTPYAHWKE W YNPaBASHHMA NEDCOHENDM.

YnpagaeHHe YerDBEYHECKMMH pecypcamM (Kagpamwu). DopmanbHEA CTPYK-
TYpa B NPeASNaX OPraHM3auMu, OTEETCTEEHHAA 38 BCE DELUEHWA, CTPATErMM,
PAKTORLI, NPUHLUKMNLI, ONERELMH, MEPOTNDUATHMA, $YHKLMH, ABACTBHA 1 METOALI,
OTHOCALUMECH K YNPABAEHHHD AKIABMM,

MeHeskep no nepcoHaay. CneumanmcT, oBaapaoWMiA IHaHHAMK B obaacT
YNPEBASHHA NePCOHAN0M B OPraHM3auraHHOM, YNPABAEHHECHKOM, NPABoOBOM,
YUETHO-AOKYMEHTEUMOHHOM, NEASTOrHUYECKOM, COUMaAbHO-BRITOBOM, NCHXOAC-
TMYECKOM, COUMOADTHMYECKOM aCnekTax.

MEeTPHKH YEeADBEYECKHMX PECYPCOB/ IHuap MeTPHUKH. Mameperua (YncioBbe
NOKA3STEAM), HCNOALIYEMEIE AAA ONPEASAEHMWA CTOMMOCTH W 3DGEKTHEHOCTH
CTPATErMA YNPEBAEHUA NEPCOHAA0M. DBLIMHO BRKAKYEKIT TAKME NO3MUMKM, KaK
CPEAHAA CTOMMOCTL HERMA, COOTHOWEHWE CTAEKA, 38TPaTa, TREHWHT W YeADBe-
YECKHMIA KanuTan, CTABKa NPOMIB0AHTEARHOCTA M 3ATPATEI, 38TPaTEl HA BhINAATHI
ABFOT COTPYAHMKAM M T4,

Kappoeoe naanuposanue. [pouecc npeasocxMilerns Byaywmy notpebHocTen
B NEPCOHaNe W rapaHTHpoBaHWe Toro, 410 GyayluMe coTpyAHWKK oOnapalor po-
CTATOYHBIMKM HEBEIKAMK M ONBITOM ANA YADBAETBOPEHWA 3THX noTpebHocTel.

Kaapoebii pezepi. [pynna KEasnMdUUMPOBAHHLIX PEBOTHHKOR KOMNAHUK, NPO-
WEALLMX NPEABADMTEALHBIM 0TBOP, CNELUMAABHYIO NOATOTOBKY M ABASIOLLMXCH
BHYTREHHMMW KEHAMABTAMK HA 3aMEeLLgHME BAKAHTHEIX BblUECTOALLME ACAX-
HOCTEH.

CrpaTerda (pa3sBHTHA) YEAOBEYECKHX PECYPCOB. 310 NOHATHE BHAKYAET B
celA NOAMTMKY YNPaBAEHWA YEAOBEYECKMMH PECYDCAMW B OpPraHusauMW, co
CTAOMALHEIMK M CTPATETMYECKMMM XSPAKTEPHCTHKAMM KWIHW ODraHM3aumm,
TaKHMK KaK KOPNopaTMBHaA cTpaterya, GraocodHA 3aHATOCTH, OCHOBHEIE LEH-
HOCTH, OPraHW3auMOHHLIE KOMMNETEHUMM MAW MOCTABKA OUEHEHHOro OM3Hec-
npouecca. Boé ato obecneyvsaet «pUKCHPOBaHHYID TOYKY», HA KOTORYIO MOXKET
BLITh HALEAEHA CTPATEMMA YEADBEYECKHX DECYPCOE, W PAZBWMEATECH B AALHEIR-
wem ¢ NoOMOLWEH NPOUeCCoB HHTEMPaLUMK.
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Hygiene theory. Studies conducted by Frederick Herzberg used to better
understand employee attitudes and motivation and what factors cause job
satisfaction and dissatisfaction. After the experiments Herzberg concluded that
there are two main categories of factors of assess the degree of satisfaction
from the work performed, the factors that keep on working (or hygiene factors
are: the administrative policy of the company, working conditions, the amount
of salary, interpersonal relations with superiors, peers, subordinates ) and
the factors that motivate to work {(or motivators: achievements, recognition,
responsibility, career opportunities).

I

Icebreaker. Bcginning exercise, game or simulation used as a means to reduce
tension and create a more relaxed atmosphere during training programs.

Identification. This is the part of an individual's self-concept which derives
from his or her membership in a social group. To the extent that individuals
identify with a group, they experience the successes and failures of the group
as their own and incorporate the dominant attitudes and values of the group
as their own. The term identification is also used to refer to the process by
which this change in self-concept takes place.

Identity theft. |dentity theft occurs when a person fraudulently obtains and
uses another person's personal information, such as name, Social security
number, credit card number, ete., without that person's authorization, consent
or knowledge. The Labor Code of the Russian Federation (Article 89) is devoted
to workers' rights in order to protect personal data stored by an employer.

Ideology. This term typically refers to a reasonably coherent set of beliefs,
attitudes, and opinions. The meaning is frequently prejorative, with a contrast
drawn between ideclogy and science. The former deals in illusion, untruth,
falsehood; the latter, with that which is real, correct, and true. Such views have
influenced some organization theory.
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TeopuA (MOTHBAUMOHHON) TMrMeHsl. McoccaepoBaHMA, NpoBoaMMEele Ppepse-
pUKoM Tepubeprom, HCNOALIYEMBIE ANA AYHLLIETD NOHMMAHHWA aTTUTHADE CO-
TPYAHHMKE M ero MOTUBALUMK, 8 TAKXE TOMo, Kakve akTopkl Bhi3bIBAKT YAOBAS-
TEOREHHOCTE HAK HEYADBASTBOREHHOCTE paboToi. B peayabTare akenepumMeHTos
lfepuBepr NPULLEA K BRIBOAY, YTO CYLWECTEYHT ABE OCHOBHBLIE Kareropuu Gaxto-
POB OUEHKW CTEMNEHW YADBASTEODEHHOCTH OT BRINOAHEHHON paboTsl, dakTop.l,
YAEDHMEAHIWMWE Ha paboTe (MAM TMIMEHMUYECKWE DaKTOPL!: aAMHHUCTRATMBHER
MNOAMTHRE KOMMAHWK, YCAOBKWA TPYAS, BEAWYMHE 3apaboTHOM NAATHI, MEKAMY-
HOCTHEIE OTHOLWWEHWA © HAYAANEHMKEMMW, KOAMETaMK, NOAYMHEHHEIMK) W daxTo-
pbl, MOTHBHpYIOWKE K padorte (MAM MOTMBATOPEI: AOCTUREHWA, NPUAHAHKWE 3a-
CAYT, OTEETCTEEHHOCTE, BOZMOMHOCTH ANA KEPLERHOID pocTal.

I

«fepokon, HauasbHoe yNpamHeHUe, Mrpa MAM MOABAMPOBAHWE, WCNOALIY-
EMOE B Ka4YeCTEE CPBACTEE AAA YMEHBLUEHWA HANPAXEHHOCTH W CO3AEHHA Bo-
nee cEOBOAHON aTMochepsl BO BPEMSA TREHMHIOBON NpOTPanmMel,

HaentTHduKaumA. 310 YacTe H-KOHUENUMK YeADEEKa, KOTOpan 3aBWCKT OT ero
NPpHHaBANERHOCTA K COUMaABHOR rpynne. B Toi CTenaHKn, e mmpoﬁ AHKIAM HAEH-
THGUUMPYHT ceba © TpYNNoR, OHKW MCNBITEIBAKT YCNEXH W HEYASMKM TDYNNEl Kak
COBCTEEHHBIE M YCBaWBatOT AOMMHHPYIOWME OTHOWEHWA KW UBHHOCTH Tpynnb
Kak cOBCTEEHHBIE, TEPMMHH tMAEHTHOWKALWA» TAKME MCNOAL3YETCA AnA 0B03Ha-
HeHHA nNpouecca, NOCPaACTEOM KOTOROMD NPOMCXOAMT ASHHOE2 W3MEeHeHWe B
H-#0OHUENWHH.

Kpama AMYHBIX AaHHBIX. Kpama AMYHBIX AaHHBIX NMPOMCXOAMT, KOTAS HEKTD MO-
LWEHHHYECKH NoAYYaeT M MCNOAB3YET NEPCOHaAbHBIE AdHHBIE ADYIOMD YeADBEKRE,
TAKME KaK MMA, HOMED COUMANLHOMD CTPAXOBAHKMSA, HOMED KPEAWMTHOM KapTou-
Ki W T.A., BE3 pazpelleHys, coraacka WA 6es Beaoma BraaeibUa. B TpyaoBomM
kosekoe PO cTaten 89 noceAweHa npaeam paboTHMKOE B ueaax obecneveHms
3gWMTE NepCoHansbHbBIX AHHBIX, XDEaHALLMACH ¥ pﬂﬁlﬁTﬂﬂaTﬁ'.ﬁ.ﬂ.

HMaeonorda. 3107 TEPMWAH, Kak NPaBMAD, OTHOCWMTCA K PasymHOMY, NOCASAD-
epatensHoMy Habopy yhemaeHWH, aTTUTIOAOE M MHEHWH. 3HaueHWe TepMuHa
HACTO MEHABTCA, ¢ KOHTPACTOM, NPOAETSIOWAM MEXAY MABOAOTHER H HAYKOW.
MpexHue MAEONOTHH CYWTAKITCA MAMOIOPHEIMH, HEMPABAMBEIMK, GanbLIME -
M, CYLWLECTEBYIWAR B HECTOALWEE BPEMA - pedabHaA, NPpaBdiAbHaA W BEPDHAA.
AAHHEIE MPEACTABAEHMA EAMAAM HA HEKOTODEIE TEOPMKM OpraHK3aumi.
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Ignoring. Actions that demonstrate that the recipient deliberately ignores, does
not take into account the words, actions or deeds that are directed at him.

Image consulting. The practice of counseling and advising individuals re-
garding items such as personal appearance, dress, manner of speaking or
style.

Image of conflict. Subjective view of the conflict and its causes, which is
created by individuals or groups acting in this conflict situation. This image or
perception is not necessarily the true state of affairs. The people's images and
perceptions can be of three types: self-concept, perception of other parties
of the conflict, the images of the environment, large and small, in which the
conflict unfolding.

Impression management. Organizational theorists, researchers, and
practitioners have increasingly recognized the importance of impression man-
agement (also called self-presentation) as an explanatory model for a broad
range of organizational phenomena. Impression management refers o the
many ways that individuals attempt to control the impressions others have of
them: their behavior, motivations, morality, and personal attributes like com-
petence, trustworthiness, and future potential. Individuals may also attempt
to control the impressions others form of entities besides themselves such as
commercial products or a company.

Incentive pay. Additional compensation used to motivate and reward em-
ployees for exceeding performance or productivity goals.

Incentive pay plan. The plan providing additional compensation in-tended to
serve as incentive for excellent performance, exceeding productivity goals or
standards, as well as other contributions in accordance with prescribed goals
or standards.

Incidence rate. Indicates the number of workplace injuries/illnesses and the
number of lost work days per 100 employees.
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WrHopupoBaHue. \elCTEWA, ASMOHCTRMPYHOLUME, UTO AADECAT YMBILWAEHHD He
FamMmedasT, He NpHHHMaeT BO BHUMAaHHE CAOBAE, AEHCTEMA MAW NOCTYNHKK, KOTO-
Phie Ha HErD HanpagagHbl,

MMHAX-KOHCYALTUpOBaHKWe. [IPaKkTMKa KOHCYABTAUMM M COBETOB AHAAM OT-
HOCWMTEABHO TAKWX BELLEW, KaKk BHELIHWA BMA, OAEXAS, MaHepa roBOPUTL HAK
CTHA.

06pa3s KondAMKTa, CyOLEKTHEHOE NPEACTABARHHE O KOHBAMKTE M Ero NpHYM-
HaX, KOTopoe co3pnadéTea y ASHCTBYIOWMY B ASHHOM KOHBAMKTHOR CHTYaLMK AML
WAM Tpynn. 31oT 0Bpas uan BoCNpUATHE He 0BA3ATeABHO COOTBETCTBYET MCTUHHO-
MY NOADKEHMIO Aeh. OBpasbl BOCNPUATHA AKAEH MOTYT BbiTh TPEX BHAOE: NpEA-
cTasnaeHue o cebe, BOCMPHATHE ADYTHX Y4ACTHMKOE KOHOAMKTA, 0Dpaskl BHELU-
Hel cpeab!, BOALLIOR M MaADH, B KOTOPOH pazBEpTLIBASTCA KOH-BAWKT.

YnpaeaeHne umuaxen. Opradu3aunoHHbIe TEOPETHKK, MCCASADBATEAM W NDAK-
THKM BCE B DOALWER CTENEHW NPUEHABANM BAMHOCTE YMPABASHWMA WMMAXEM
(TAKME HEZEAHHOTD CAMONpeseHTaUHel) Kak OBLACHUTEALHON MOABAM AR LLIK-
POKOTD AMENa30Ha OPraHU3aUMOHHLIX ABASHHMA. YNPEBASHHE MMMAXEM Kaca-
ETCA MHOTWMX CNocoBOoB, KOTOPLIMK AKIAM NBITAKTCA YIPAEAATE BNEYATAEHHEM,
NPOMABOAMMEIM HA ADYTHE, 8 HMEHHD: WX NOBEASHWEM, MOTHBIUMER, ITHKOR,
TAKHMMH AMUHBIMK NPUAHAKEMHA, KEK KOMNETEHTHOCTE, KPEAHTOCNOCOBHOCTE M
BYAYLMA noTeHuMan, NOAHM MOTYT Takie NeITaTeca YNPaBAATE BNeYaTAeHHAMM
OF ARYTHX OBLERTOR, TAKUX KAK KOMMEPYECKHME NPOAYKTE! MAK KOMINEHWA,

CTHMYAMPYIOLLAA BbiNAaTa. AONOAHMTEALHARA BLINAGTE AAA MOTUBMPOBAHWA W
BO3HArPaXAEHHA PabOTHUKOB 38 YCepAHYID paBoTy MAM NOBLILLEHHYIO NPOK3-
BOAWMTEABHOCTb TPYAS.

MaaH CTHMYAHPYIOLWMX BLINAAT (NnpemHaneHeli doHa). DbecneduBanowmin ao-
NOAHHTEALHYID KOMINEHCALMIO NA&H, NPeAHA3ZHAYEHHBIA AAA CTHMYAMPOBAHKWA
OTAMMHOM paboThl M HALEAEHHBLIA HA NOBLILIEHWE NPOAYKTMBHOCTH MAM CTAHAAD-
TOB, 8@ TAKKe APYIrMX ASACTEMA B COOTBETCTEMM C NPEANMCAHHLIMH LEAAMK WAMW
CTAHAADTAMM.

YpoeeHb 3aboneBaemocTH. YKa3biEAET KOAMUYECTED TRAEM,/ Dore3HER Ha pado-
TE M KOAMUYECTEO NOTERAHHLIX pabouny AHel B pacuéte Ha 100 paboTHUKOE.
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Independent contractor. Self-employed individual who performs a service for
an employer under an express or implied agreement and who is not subject to
the employer's control, or right to control, regarding the method and means in
which the service is performed.

Indirect costs. Expenses, such as fringe benefits, overhead, utilities, rent
or equipment, that have been incurred for the purpose of commaon general
activities and cannot be identified or charged directly to the production of a
specific project.

Indirect labor. Used to define labor that is necessary to support the man-
ufacturing of a product, but is not directly involved with the actual process of
manufacturing the product. By this mean the staff is divided into primary and
secondary.

Individual employment agreement. Written document that describes the legal
relationship between an employer and employee.

Individual learning. Learning, from the behavioral perspective, can be defined
as unspecified change within a person due to environmental experience that
makes a change in observable behavior {performance) possible. Behavior
(performance) of a person is always observed. The following experiences
capable of changing observed behavior (performance) are excluded from
this view of learning: innate (unlearned or unconditioned) reflex responses,
sensory adaptation (habituation), instincts, maturation (and old age), poor diet,
motor fatigue, injury. disease, brain damage, and ingestion of drugs, forming
of conditioned reflexes. To learn is to develop an operant conditionad reflex,
which is formed by trial and error, purposeful formation of the reaction and
observing, its consolidation, extinction and formation.

Individual performance. The performance of an individual (person) at work is one
of the most fundamental and central constructs in all of organizational behavior. It
exists at the intersection of three major systems in the work setting - the system
of concrete actions work, the human system represented by the person himself
or herself, and the social system in which the performance takes place.

Induction programme. The programme is designed to infroduce and acclimate
newly hired employees into the organization.
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HezaBMCHMBIA NOAPAAYMK. CamoHaHATOE AMLD, KOTopoe oBcaykueEaeT pabo-
ToOAATEAH B COOTBETCTBHMH C HBHBIM MAW NOAPRAZYMEBIEMbIM COMELWEHHMERM W KO-
Topoe paboToAaTEAL HE MMEET NPARA KOHTPOAMPORATE C TOUKM 3peHUA Beibopa
MCNOABIVEMbBIX MM METOADE M COEACTE.

KoceeHHEIe 3aTpaTtel. Pacxonbl, TAKME KAK AONOAHWTEABHBEIE ABMOTEI, HAKAZL-
HbIE PACXOALI, BKUKMK M OBAMIaLMK, ApEHAHAR NABTA MAKM 0BOpYADBAHKE HA Bhi-
NOAHEHHE 0DWMX ABA, M KOTOPLIE HEEO3MOMKHD MABHTHGMUMPOBATE MAM CBA3ATE
HEMNOCDEACTEBEHHO C BLINOAHEHWEM ONPEASAEHHOID NPOSKTa.

KoceeHHan pabora. TepmuH, o3HauUaKWMA paboTy, KoTopaa HeobXoAMME AARA
NOAAEPHKH MPOM3BOACTEA NPOAYKTA, HO HEMOCPEACTBEHHO He BKAOYEHA B AeH-
CTEYHILWMWA {OCHOBHOR) NPOUECT ro NPOM3BoACTEA. B CBRA3M ¢ 3THM NEpPCOoHAan
pa3peAdeTcs Ha OCHOBHOW M BCNOMOTaTEAbHbIN.

WHAMEHAYAABHEIR TPYACEBOH AOTOBOP. [TMCEMEHHKIH AOKYMEHT, KOTOPRLIR onu-
ChIBAET NPaBoRLIe OTHOWEHKA MexAy paboTosatesen W paboTHHKoM,

O6yueHHe yeroBeKa. OOyyeHWe ¢ TOUKM 3PEHHMA TEOPHM NOBEAEBHHA MOXET
BbiTh onpeseneHo Kak Hecneurpryeckoe HaMeHEHWE AMYHOCTH H eé NDBEABHHA
BCAEACTBHE I'IDHDﬁDETEHI-‘IH onuita. MoBEAEHHME YEADBEKE BCEMAE HAabAoAaEMD,
CreayOLLME U3MEHEHWA B HABAIOAGEMOM NOBEAEHWM HEAL3A Ha3BaTb 0ByYeH!-
en: BPOKAGHHBIE PedABKChl, CEHCOPHAA SAANTALUWA, MHETHHKTBI, BADOCABHKE,
AHETA, MblLLIEYHAR YCTAADCTh, TRABMEI M NOBPEXAEHHA, GOAB3IHKM, paccTpoRcTEa
MNCHAXMKK, HAPKOMaHKA, BoiDaloTKa YCADBHBIX pediekcoB. K obyvYeHHIo OTHO-
CHTCR BeIpaboTKa ONePaHTHOM YCADBHOMD pedaakea, GOPMUPYEMOND METDADM
npob 1 oWwKBOK, LEASHANDABASHHOTO GOPMUPOBAHMA PEAKLMK M HABAABHUA,
Er0 3aKPenAEHHWE, YracaHWe W GopMHDOBaHMWE.

Camopeanuzauma yenroBeka. Camopeanyzalma yenoBera (AMUHOCTH) Ha pa-
B0Te ABAAETCA OAHWM W3 CaMBIX PYHABMEHTAABHBEIX MOHATHA OpraHW3auMoHHO-
ro NoBeseHWdA. CamMopeant3auMsa NPOTEKSET HA NepeceYsHH TPEX OCHOBHEIX
cucTenM B pabouesid oBCTAHOBKE: CMCTEME KOHKPETHEIX ASMCTEMIA TDYADBON AsA-
TEALHOGTH, YUEAOREYECKEA CHCTEME, NPEACTABAEHHAA KOHKPETHBIM YEA0BEKOM,
W COUMaABHaA CHCTEME, B KOTDROW COBCTEEHHD W NPOMCKOAMT CAMOPEaAM3aLINA,

MHAYKUHOHHaA nporpamMma (nporpamMma apantauMu). lNporpanma, paapabo-
TAHHEA C UEABIO 03HAKOMAEHHA BHOBL HAHATLIX PAOOTHUKOB ¢ OPraH13aUMen
X aREAWMaTHIaUM K.
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Industrial democracy. The involvement and empowerment of employees
in decision-making within the organization by such methods as joint labor-
management committees, work teams, quality circles, employee task forces,
ete.

Industrial psychology. Applied psychology concerned with the study of human
behavior in the workplace and how to efficiently manage industrial labor force
and problems encountered by employees,

Industrial rehabilitation. Programmes designed to get employees who
have been injured on the job back into the workforce and off workers' com-
pensation.

Influence. The process and effect of changing individual behavior of another
person (the object of influence), his (her) attitudes, intentions, perceptions and
evaluations in the course of interaction with him (her).

Information about staff. The collection of all operational information, as well
as their treatment processes for human resources planning.

Information technology. Information technology (IT) refers to computer-based
systems used in the management of an enterprise. IT can be viewed in terms
of the target level of the organization which the technology aims to support:
transactions processing systems support ongoing exchanges between the
organization and external parties, such as customers or suppliers; reporting
systems and decision support systems support middle management; and
executive information systems support upper management. Whereas early
applications of IT largely benefitted accounting processes, newer applications
aid in sophisticated decision analysis and global communication and personal
management.

Informed consent. Individual's agreement to allow something to transpire
subseguent to the individual having been informed of associated risks involved
and alternatives,

Injunction. Court-issued order requiring a party to either do or refrain from
doing a certain act.
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MpomblluAeHHAaA (NPOM3IBOACTEEHHAA) AEBMOKPATHA. BOBAEUMEHKE M HAAEMAE-
HME CAYME LMK NOAHOMOUYMAMK B MPHHATHH PELLEHKWIA B NPeASAaX OpraHH3aumm
TAKUMM METOABMM, Kak 0BbEeAMHEHHBIE TPYADBLIE 8AMWHWUCTRATUBHBIE KOMMUTE-
Thl, TOVAOBBIE KOMEHAbI, KPYHKHM KauecTBa, uereBble TRDYAOBLIE FRYNNbl W T.A.

HMH¥eHepHaA ncHxXonordA. MpHKAZAHEA OTPACAL NCHUXOAQTHMM, KOTORaA 33HKW-
MEETCH MCCASADBAHMEM NOBEAEHHMA MOASA Ha pabodvem mecte, cnocoboB 3d-
PEKTHBHOTD YNREBAEHHMA TPYACBLIMK PECYRCAMM HE NPOH3BOACTEE W Npobaem,
C KOTOPBIMK CTAAKHMBAKITCA PaBOTHHKM,

MpombiwaeHHan (Npou3BoAcTEEHHAA) peabuwauTtauma. lNporpammel, npea-
HazHaueHHsle AAA Toro, YToBel BEpHYTE PaBOTHUKOR, KOTODLIE BEIAM TPABMU-
pPOBAHLI HA MPOM3BOACTEE, Ha paboude MecTa W 0bBeCneuMTs NOAYYEHHME MMM
KOMMNEHCE MM,

Bananue. MNpouecc ¥ pe3yALTaT MEAMEHEHWA WHAMBHAYEARHOMD NOBEAEHWA ADY-
roro YeaoBeka (00beKTa BAMAHMA), ero No3ULMKA, HAMEPEHUIA, NPEACTABASHMI
W OUEHOK B XOAE B3aWMOAEHCTBHA C HMM,

HHdopmauua o nepcoHane. COBOKYNHOCTL BCEX ONEPATHMBHBLIX CBEAEHWH, a
Takxe NpoUeCCOB KX U'ﬁpﬁﬁﬂTKH AAR KaADOEOrD NAAHWPOBAHKMA.

HudopmaunoHHaA TexHoAOTHA. MHbopMaLKWoHHan TexHoaorkA (IT) oTHocKTCR
K KOMMBKITERHEBIM CHCTEMEM, MCNOABRIYEMBIM B YNPABASHWK NpeanpuaTHen. IT
MoxeT ObITe pPACCMOTREHA C TOMKW 3PEHWA LEASEOTD YPOBHA OPraHW3aLUmH, Ko-
TOPBIA TEXHOAOTHA CTRPEMMTCA NOAASDHMBATE: ONepalMoHHEe 0BpabaTkiBato-
LME CHUCTEMBI NOALEDPHKMBAIOT NPOAOAKAIOWMACA 0DMEH MEXAY OPraHu3aumei
W BHELHWMH CTOROHSEMH, TAKHMH K3k KAMEHTEl HAK NOCTERIUKMEN, CHCTEMB! ONO-
BELLEHWA M CHCTEMBI NOAASPHKM NPHHATHA PELLEHWH NOAASDKMEAIOT CpepHee
3BEHO PYKOBOACTEE, &8 MCNOAHHMTEABHEIE HHPORMEUWOHHEIE CHCTEMBl NOAASD-
KMEBEIOT BbiclWee ynpasseHue. MNpMHUMEA BO BHUMaHWE, YTo paHHee npume-
HeHue IT B 3HAUMTEABHOM CTENEHKW NOMOTAC GyXranTepCckum Npoueccam, HoBoe
NPMMEHEHHE CBAZAHO C NOMOLLEID B CAOXHOM 3HAAW3E PeLUeHHiA M raobanksHoi
CBASK, a TaKKe B YNpaBAEHHH NepooRanom.

CornaweHue o6 wcnoas3zoeaHuy MHGopmanMK. PazpelleHHe MHAMBHAY Ha
HCNODAB3IDBAHKWE I'IDE,QETEE.H.EHHDﬁ MM HHd)DpMELI,HH NpK YCAQEHWHK, 4TO OH OCBE-
AOMAEH O CBAZAHHLIY C 3THM PUCKAMMH W BALTERPHATHEHEIMH PELIEHMAMM,

CypebHEIH 2anpeT. M3aaHHBIA cyaom NpHKas, TReByowmi, Ytobbl cTopoHa AMBo
COBEPLUHAG, ABO BO3fepHanacb OT COBEPWEHKHA DI'IpEAEﬂéHHDI‘U ae HCTEMA.
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Innovation. It is the creation and implementation of a new idea. The new idea
may pertain to a technological innovation (new technical artifacts, devices,
or products), a process innovation (new services, programs, or production
procedures), or an administrative innovation (new institutional policies,
structures, or systems). The idea may be a novel recombination of old ideas,
a scheme that changes the present order, or an unprecedented (new brand)
formula or approach.

Innovation adoption. The adoption of new ideas represents a major change
for organizations since any innovation represents a departure from standard
practice. It is somewhat immaterial whether the new idea is indigenous to the
organization or was imported from elsewhere. Innovation adoption, entails
both a go/no go decision event as well as its subsequent implementation.

Inpatriate. Employees of foreign offices of international companies directed to
temporary work to the central office (headqguarters) of the company.

Inplacement counseling. The form of employee counseling geared toward
acclimating recently promoted or transferred employees into their new positions
or providing current employees guidance on the steps they need to take to be
considered for promotion or transfer to alternative positions.

Insourcing. Refers to the process of internally administering employee benefit
plans or other programs, as opposed to utilizing the services of a third-party
provider (see Autsourcing).

Institutional theories. Theories of organizational behavior, considering
institutions (establishing of rules and regulations) as relatively stable and
typical models in the social structure of society or in networks of social
interaction.

Instructor-to-trainee ratio. The maximum number of trainees assigned per
frainer.
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MHHOBAUMA. ITO COZASHME W BEHEADEHWE HOBOW MARK. HOBEA MASA MOMET OTHO-
CUTBCH K TEXHOAOTHHEC KON MHHOBALUMK (HOBLIE TEXHUYECKME apTedanThl, YCTPOA-
CTEA WAM NPOAYKTEL), NPOUECCYAALHOR MHHOBALWM (HOBKIE YCAYTH, NPOrPaMMEl
HAKM NPOM3BOACTBEHHEIE NPOLEAYRLI), HAH AAMHHWCTRAETHEHOR MHHOBALMK (HO-
Baf HHCTMTYUMOHANLEHARA NOAMTHKE, CTRYKTYDEI MAKM CHCTEMBI). MAESA MoxeT BbiTh
HOBON KOMBMHALMER CTADBIX, CXEMOR, KOTOPAA MEHAET CYLLECTBYIOWMA NOps-
ADE, WA DecnpeusaeHTHOR (2DCoMAKTHO HOBOR) QOPMYADR MAK NOAXOADM,

MpuHATHE HHHOBaUMHA. Boibop HOBBIX MASH NpeacTaBrAeT Da30B0e HaAMEHE-
HUE ANA OPraHMaauMi, Tax Kak anbas MHHOBaUKWA npeacTasAfeT coboil oTxog
of OBBIYHOR NpaKTHMKK, He Tak CYLECTBEHHO, NOABMAACE AM HOBAA WABA B ca-
MO opradMzauui 1aM Bhiaa 3aMMCcTBORaHa oTKyAa-n1Bo. MNpUHATHE WHHOBS-
UMK BAEYET 38 coDOM W GaKT PeWEeHMs, W Ero NOCABAYIOLLEE BHEAPEHWE.

HMunarpuanTtel, CoTpyaHMKKM 3apyDexHbix NOAPazASAeHMA MEMAYHAEPOAHON
KOMNEHWH, HANPEBAEHHEBIE HE BREMEHHYI0 paboTy B UEHTPaALHBEIR odMe (WTad-
KEAPTHPRY) ASHHOM KOMMaHMA,

PekoMeHAALMH N0 BCTYMAEHHIO B AOAKHOCTL. POpME KOHCYALTMPOBAHMA
HEAABHO BBIABMHYTBIX MAHM NEPEMELLEHHBIX HA HOBBIE ADAKHOCTH CAYKALLIMY ©
LUEALK NOMOYL MM NPUCNOCOBMTECA K MX HOBLIM NO3WUMAM, 2 Takse hopma
oBeCneveHHA CAYRALUMX PYKOBOACTBOM Ha 3Tanax, KOTOPLIE OHW ADAMHEI NPOiA-
TH, UTOBEI MX KBHAWASTYREI MOTAH DECCMATPUBATECA AAA ASABHERILEND NPOAEM-
WEHWA MAK NEPEMELLEHWA HA ANLTEPHATHBHEIE ADAKHOCTH,

WMHcopouur. OTHOCKTCH K NPOLECCY BHYTPEHHED YIPABAEHWA NAAHEMM BO3HE-
roamAeHUA paboTHHKOR MAK K ADYTUM NPOrpammMan, B NpoTHEONOADKHOCTE MC-
NOALIOBAHMIO YCAYT NOCTABLUMKS TPETEER CTOPOHLI [CM. AYTCOPCHHT).

HHCTHTYUHOHAABHBIE TEOPHH. TEOPHH ORraHW3AUMOHHOMD NOBEAEHKMA, pac-
CMBTPMEEHILLME YUPEKASHMA [VCTEHOBAEHWE MPaEMA W HOPM) KaK OTHOCH-
TEALHO CTAOMALHBIE M TUNOBBIE MOASAM B COUMEABHOR CTRYKTYPE o0WECTEa HAM
B CETAY COUMaALHOM B3aHMMOASACTEMA.

OTHOWEHHE “HHCTPYKTOp=CTaMeépr. MaKCHManbHOe KOAMMECTBO CTamEpos,
3AKPENAEHHOE 28 OAHMM TPEHEDOM.



Instrumental competences. Competencies, including cognitive ahbilities as the
abilities to understand and use the ideas and concerns; methodological skills
as the abilities to understand and manage the environment, organize your
time to construct the training, decision making and problem solving strategies,
technology skills as the skills related to the use of technology, computer skills
and information management capabilities; linguistic skills, communicative
competences.

Insubordination. The wilful or repeated disobedience 1o an order or directive
from a higher level manager or superior to a subordinate.

Intangible rewards. Monmaonetary reinforcing, such as praise, given to an
employee in recognition of a job well done or a particular achievement.

Integration. Integration refers to the behaviors and structures used by dif-
ferentiated subunits in an organization to coordinate their work activities. As
organizations become more differentiated, in order to deal with complexities
in their environments, it becomes increasingly difficult for departments and
units of the organization to coordinate effectively. Differences in goals, time
horizons and other orientations of differentiated subunits create conflicts and
make mutual decision making for the welfare of the entire organization difficult
to obtain. Effective integrating mechanisms aid in coordinating under these
types of conditions.

Intellectual property. It is protected under law, including trade secrets,
confidential or proprietary information, copyrightable or creative works, ideas,
patents or inventions.

Intelligence quotient (1Q). The quantitative measure of an individual’s cognitive
abilities, as measured by intelligence tests. These tests are created in such
a way that the average man must earn 100 points, ranging between 20 and
110 points.
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MHCTpYMEHTAAbHBIE KOMNETEHUMH. KOMNETEHLWM, BHAHUYAKILME KOTHWTHE-
HBIE CNOCOOHOCTH KK CnocoBHOCTH NOHMMATE M NPUHUMATE MAEK 1 Npobae-
Mbl; METOAOAOTHUECKHE CNOCOBHOCTH KaK cNOCOBHOCTH MNOHMMATE W YNPaBAATh
OKPYRAIOLWER CREAOH, OPraHM30BLIBATL BPEMA, BEICTRAWBATE CTRATEr K ofyye-
HHA, NPUHATHA PELIEHWA M pazpelleHHa Npobien; TEXHOADIMYECKHUE YMEHMA
Kak YMEHWA, CEA3AHHBIE C MCNOABIOBAHWMEM TEXHHMKK, KOMMNBHOTEDHBIE HABbI-
Ki M CNOCOBHOCTH MHBOPMALMOHHOMD YNPABAEHMA; AMHIBUCTHUECKHE YMEHKA,
KOMMYHHRETUBHBIE KOMNETEHLMK.

HenoBWHOBEHWE. YMbIWAEHHOE MAK NOBTOPHOE HENOAYMHEHMWE NPUKAZY MAM
AMPEKTHMBE MEHeARepa DOABE BbICOKOID YPOBHA MAW BbILWECTOALWETD N cybop-
AMHELMH,

HematepvanbHOe BO3HarpamaeHHe. HepeHesHbe GopMbl CTHMYAHMDOBEHWA,
TAKKME KakK NoxEasa PaboTHWKY B 3HaK NPHM3HaHKA XOPoWo BeINDAHEHHOR pabo-
Thl MAKM 38 0CODOE AOCTHUMEHWE,

HMHTerpauma. VHTErpauWA KacaeTcA MOBEAEHWA W CTRYKTYP, WMCNOAbIYEMBIX
AMDDEPEHLUMPOBAHHBIMK NOARSIAENEHWAMK OPradHn3aumrH AAA KOODAWHALMK
ux paboTel., MNOCKOABKY ODPraHWIauMKM CTaHoBATCA Donee puddepeHUWpPOBaH-
HEIMM, TO Y4TOBLI MMETE ABAD CO CAOMHOCTAMK B MX OKDYMEHMK, 3bdexTvBHaR
KOOPAMHAUMA CTaHOBMTCA BCE Bonee W Donee TPYAHOW AAA OTASACE M EAMHUL,
OPraHn3aLmMK. PazaryKA B LEAAX, BPEMEHHBIX MODHIOHTEX M ADYTHL OpHEHTHPAX
AMGhePEHUMPOBAHHEIX AMHWL, CO3ASHT KOHOAMKTRE U ASASHOT TRYAHD AQCTHMH-
MBIM BIAWMHOE MPHUHATHE PELEHWA AR DASIOCOCTOAHMA BCER OPraHWaaUmm,
3bDHEKTHEHRIE MHTEMPETHEHEIE MEXSHHMIMEl NOMOTaHIT B KOOPAWMHALUMK B STHX
YENOBMAX,

HMHTeAekTyaAnbHaA COBCTBEHHOCTb. COBCTEEHHOCTL, KOTOPAaR 3alMILEHa B
COOTBETCTEWM 2AKOHOM, BKAKYARA KOMMEPUECKHE TARHLI, KOHBUABHLMAARHYID
MHBODMAELMKD WA Npasa cOBCTEEHHOCTH, NOANEXALIME OXPaHE ABTORCKMM
NpasoM, AW TBOPUECKKE paboTel, MAEM, NATEHTLI MAH W30BPETEHUA,

KoadpdrumeHT nHTearenwTa. Mepa (KoAMJUECTREHHAA) NO3HaBaTEABHKIX CNocob-
HOCTER YENOBEKE, MAMEPAETCH TECTAMKM YMOTBEHHBIX CNOCOBHOCTER, KOTODBIE
CO3AaHLI C TAKKM DRCYSTOM, UTO CPEeAHMA yenoBek Aoaked Habpats 100 Baa-
A0B ¢ pasbpocom mexay 90 v 110 Basrammu,
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Intelligence, testing. This construct reflects differences among individuals in
the capacity for conscious, deliberative processing of information. It depends
on the ability to hold and manipulate information in working memaory, a capacity
cognitive psychologists now call computational ability, Intelligence is a broad
based capacity that supports many more specific abilities, hence it is often
referred to as general intelligence. Series of tests designed to assess general
intellectual abilities using verbal, numerical and graphic material in different
ways of the farmulation of tasks.

Interactionism. This refers to the joint influence of the environment and
personality on the attitudes, behaviors, cognitions, and emotions of people. The
interactionism perspective in the Organizational behavier domain attempts to
deal with two difficulties that have been noted in research. First, not everyone
responds the same to a given job situation. Second, personality characteristics
are at best only partial predictors of people's reactions to jobs.

Intercultural process. International processes affecting organizations occur in
the following domains: expatriates; hosting outsiders; group dynamics; language
learning; International human resource management; communication.

Interests of conflict participants. Awareness the object of conflict by conflict
participants as their needs.

Intergroup relations. In organizational theory, this term refers to the collective
behavior of groups in interaction with other groups, either within or between
organizations. The classic definition of intergroup relations was provided by
M. Sherif (1966) who suggested that, whenever individuals belonging to one
group interact, collectively or individually, with another group or its members in
terms of their group identification, we have an instance of intergroup behavior.

Internal audit. The process of conducting an inhouse examination of one or
more of an organization’s processes, functions, programs, etc.

Internal equity. This term used to refer to employees' perceived fairness of
company’s pay structure as it relates to their responsibilities, compensation,
benefits, and working conditions compared with those of other employees in
similar or like positions.
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TecTHPOEAHHE MHTEANEKTA. 3T0 NOHATHE OTPaXAET PAZAMUMA CPEAM AKOAEH B
CNOCoBHOCTH K COIHaTEABHOR, 0BAYMaHHOR obpaboTke WHGoPMaLMK, KOTOpas
IABMCMUT OT CNOCOBHOCTA YAEDHWESTE M YNPABAATE MHbOpMAaLKMeR B paboued
NamaTH, CNnocoBHOCTH, KOTORYHD KOTHHTHMBHLIE NCHXOADTH TENEPE HAZLIBAKT Bhbi-
HHUCAMTEABHOW. MHTEAAEBKT — 3TO LUMPOKAA cNoCcoBHOCTE, KOTOPaA NOAASPKHESRET
MHOM Bosee cneyrdyeckuy cnocofHoCTEN, BCABACTEME 3T0M0 88 YacTo yno-
MWHAKT KakK 0DLWMA MHTEAMEKT. PAA TECTOR MpeAHaIHauYeH AnA O0WER OUEHKK
MHTEANEKTYAABHBIX CNOCOBHOCTER € MCNOABIDBAHMENM CAOBECHOMD, UMbpoBOro
W rpadMUeCcKoro MaTepHana ¢ pazaMuHbiMK cnocobamu GopMyAMPOEKK 384384,

MuTEpaKuHOHKH3M, OTHOCUTCA K 06be AMHEHHOMY BAMAHWED CPEALI M AMMHOCTH Ha
ATTATIOABI, MOBEAEHWME, KOTHMLUMH M 3MOLKMK AKOAERA. MHTEDAKUMOHWCTCKMA NOAXOA
g OpraHMzaunoHHOM NOBEAEHWM NEITAETCA WMETE ABAD © ABYMA TRYAHOCTAMM,
KOTOPBIE BRIAK OTMEYEHB! B KCCASADBAHKMAX, BO-NEpBLIX, HE BCE PEArHpYIOT OAM-
HakoBD B AaHHOM pabouel obcTaHoBke. Bo-BTOpblX, OCOBEHHOCTH AMYHOCTH B
AYHLLEM CAYYAE TOABKO YECTHYHO NPEACKAZLIBAKDT DEAKLUMH AKASH Ha paboTy.

MemKyAETYPHBIA npouecc. MexayHapoaHblE NPOUBCCHl, BO3ABACTBYHOILLME
Ha OpraHWzauWd, NPOMCXOAAT B CASAYIDILWMX 0BASCTAX: IKCNATOMAHTLI, OKa3a-
HUE FOCTENPHUMETEE; TPYNNOBAR AMHEMKMKE, A3biK 0BYY4EHMA; MEXAYHAPOAHOE
yNpasssHWe NEPCOHANDM; KOMMYHMKALUWA.

MuTepecsl yuacTHUKOB KOHGAMKTA. OCO3HaHUE YUACTHHKAMKW KOHDAMKTE 00b-
EKTa KOHGAWKTE KK cBoel noTpebHocT!.

MexrpynnoBeie oTHOWEHKWA. B TE0pHH OPraHr3auMoHHOD NOBEASHWA AaHHBIN
TEPMMH OTHOCHMTCA K KOAAEKTMEHOMY NOBEASHMWED TRPYNN NPM B3aMMOAEHCTEMM
C ADVIMMIA TRYANAMM, WA BHYTDM, MAM MEXAY OPraHd3aumramiK. Kaaccuieckoe
ONPeABAEHME MEXTPYNNOBKIX OTHOLWEHWA Bring npessoxeHo M. Wepudom: sca-
KHH Pa3, KOTAA AOAH, NDUHAAMERALLME OAHOW TPYNNE, BISMMOASHCTBYIOT, KOA-
AEKTHEHO WAKM MHAMBHMAYSARHO, C ADYTOH MPYNNOA MAM €€ YUACTHMKAMM B YCADEM-
AX WX TRYNNOBOM MASHTMOMKALMK, MMEETCA CAYYENR MEXTDYNNOBOTO NOBEAEHWA.

BHyTpeHHWH ayauT. [pouect NpoBeAEHHA BHYTREHHER NPOBEDKM OAHOMD MAM
HECKOABKWY NPOUECCOE OPraHu3aumnK, OyHKUWA, NPOrPamMiM M T.A.

BHyTpeHHEEe PABEHCTBO. TEPMHH, OTHOCALWMACA K BOCNPHUHWUMEEMOR pa-
BOTHHKAMH CNPAREAAMBOCTM B CTRYKTYPE ONAATEl, NOCKOALKY OHA KACAEBTCH MX
OBH3AHHOCTER, KOMINEHCELWMA, ABMOT M YCAOBHMA TPYAS NO CPEBHEHMUIO C TaKOD-
EbIMM Y ApYTHx pABOTHUKOE B NOAODHLIX ADAMHOCTAX.
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Internal mobility. The movement of employees from one job to another either
vertically or laterally within an organizational structure. Internal mobility is a
cluster comprising of promotion, demotion, transfer and separations. Such
movements may take place between positions in specific areas, departments,
divisions or establishments for employers with multiple establishments.

Internal recruitment. The practice of assessing the employer's current
workforce to determine whether or not current employees possess the required
shkills or qualifications to fill specific vacancies either through promotion or
transfer.

Internal regulations. Organizational and human resource document that
defines the rules applicable to individual employees, which also includes sec-
tions on wages, trade secrets, insurance, labor protection, and others.

International human resource management. There are some products and
services that must be accommodated to local customs, regulations and culture
while they are simultaneously marketed and serviced worldwide. Thus, for
many multinational enterprises (MNEs), the globalization of these competitive
forces demands that their managers are simultaneously globally minded as
well as locally sensitive.

International management. This denotes the Organizational behavior aspects
of managing when the cultures of more than one country have 10 be taken into
account. It is the OB element of international business, wider concern which
covers the geographic, economic, financial, political, cultural, and managerial
enviranments in which world trade takes place and in which organizations
produce and market their outputs globally. Its importance is growing as,
increasingly, the management are becoming internationalists.

Internship. Internships can be separate kind of additional professional
education, and one of the sections of the curriculum for advanced training
and retraining of personnel. Professional internships may be conducted in
the Russian Federation and abroad enterprises (associations), in the leading
research organizations, educational institutions, consulting firms and in the
federal bodies of executive power, Duration of internships established by the
employer which guides to learning, in terms of its objectives and in consultation
with the head of enterprise (association), organization or institution, where it
is performed.
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BHyTpeHHAA MoBUALHOCTL. MNepeaBuxeHe paboTHMKOE © OAHOW paboTel Ha
APYTYHD MO BEPTHKAAM MAKM FTOPME0HTAAM B MPeASAax OpraHWIauMOHHON CTPYKTYPLL,
BHyTpeHHAA MOBMABHOCTE OXBATHIRAET NPOABWMEHKE NO cayxbe, NOHMKEHKE B
ADAMHOCTH, NMEPEMELLEHHE W DAZAEAEHWA CAYKO. Takue NEepeaBMXEHWS MOTyT
MMETE MECTO MEXAY AOAMHOCTAMM B ONPeieréHHEIX chepax, oTAENaX, MoApas-
LBAEHWAX MAKM Cpear paboToaaTeneil B yUPEXAEHWAX CO CADKHON CTPYKTYPOHN,

EHyTpeHHWH oTOOP. [IpakKTvKa oueHKK AeHMCTEYIOWEH pabovel cuakl pabotoaa-
TENR, UTODLI ONpeseAmTL, 0BAaAAKIT MAKM HET MMEKILLMECA B HAAMMUK DABOTHUKK
HEOBXOAMMBIMIA HABLIKAMKM MAKM KBAAWDUKALWAMMK, UTODLI 38HATE ONpeAenEH-
HblEe BAKAHCHM NPH WX MPOABMMEHMK KAW NEPeMELLEHWK.

Mpaenna BHYTPEHHEro TPYAOBOro pacnopAgka. OpraHH3auMoHHO-KaAPOBLIN
ADKYMEHT, ONPEARARIOLMA HOPMBI ABATEARHOCTM OTARABHBIX PABOTHMKOB M
BHAIOHAIDLWMA TaKME paszaessl 0 onaate Tpyaa, KOMMEDHECKON TalHe, cTpaxo-
BAHKMW, OXPaHE TDYAS M APYTHE,

MexAyHapoAHOe ynpaBAeHHe NepcoHanom. CyLLECTBYIOT HEKOTOPLIE NPOAYK-
Thl W YCAYTM, KOTOPBIE AOMKHBI BbITh NPHCNOCOBAEHBI K MECTHBIM noTpebuTe-
AAM, PEMYAALMAM M KYABTYDE, B TO BPEMA KaK OHW OAHOBPEMEHHO NPOAEIOTCH
1 0BCAYKMBAIOTCA NO BCEMY MUPY. TaKMM 0BpPa3oM, AN MHOMMX TPEHCHELMO-
HaAbHbIX KOPNOPaLWWi roBanm3auna 3THX KOHKYPEHTOCNOCOBHBIX clA Tpebyer,
HTOBbI MX MEHEAXEDBI OAHOBPEMEHHO W MbICAMAK TOBAALHO, M BbIAM YYBCTEM-
TEAbHbLI B MECTHOM MacluTabe.

MemayHapogHoe ynpagaeHwe. TepMuH 0003HAYEET AcnekTsl YNPasAeHWA B
OpraHu3aUMoHHOM NOBEAEHWM, COTABCHO KOTOPBIM KYALTYPEI Bonee Yen oAHOH
CTRAHBI AOAKHEI BEITE NDUMHATE BO BHUMaHKWE, 3T0 aseMeHT OpraHuaaUMoHHOr
NoOBEAEHWA B MeXAyHapoaHOM Gu3Hece - Gonee WMPOKKMIA NOAXOA K paccmo-
TPEHHMKD TeorpadMUeckoro, 3KOHOMHUYECKOrD, GMHaHCOBOID, NOAWTHYECKOrD,
KYAETYDHOMO W YyNPaBASHUECKOTO OKDYHEHKSA, B KOTOPOM MMEET MECTO MUPOBES
TORTOBAA, M B KOTOPOM OpPraHv3aumMm NPoM3B0ART W MPOASHOT CBOH NPOAYKLMKD
B raobassHonm macwrabe. Ero BaMHOCTE BO3pacTaet, a pabora MeHesxepos
CTAHOBWTCA BCE BOABE MHTERHALMOHANLHOR.

CraupoBKa. CTawMpOBKE MOMET ObiTe KaK CaMOCTOATEALHBIM BMAOM AC-
NOAHMTEABHOMD NPodeccHoHansHoro ofpaioeaHlA, Tak M OAHWM W3 pasaenoe yueb-
HOTO NASHE NP NOBLILWEHWM KBAAMDHKA LMK W NEPENOATOTOEKE NEpCcoHana. CTamu-
POBKE CNELUMANMCTOR MOXET NPOBOAHTECA Kak B Poccuickoi Pepepauky, Tak W aa
pYBEKOM Ha NPEANPHATHAX (0GbEAMHEHWAK), B BEAYLIMY HAYYHO-WCCAEADBATEABCKMY
opraHMzaumMax, oBpasosaTenbHbIX YUDEKASHUAY, KOHCYABTALUMOHHLIX GUDMAaX W he-
AEPAALHBLIX OpraHax MCNOAHWTEALHOH BAACTH. [POADAMMTEABHOCTE CTAMMPOBKK
yCTaHaBAMBAETCA paboToaaTenen, HanpaBARLLMM PaBoTHHKE Ha 0OYYEHHE, MCXO-
AA M3 28 UeAei M N0 COTAacOBAHMIO C DYKOBOAWTEAEM NPEANDHATHA (0OLEAMHEHKSA),
OpPraHU3aLMK MAH YMDEXACHWA, TAE OHA NDOBOAWTCA.
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Interpersonal communications. Refers to the process of communicating with
another person or group to express feelings, thoughts or information by means
of physical gestures or verbal exchanges.

Interpersonal competences. Competences, includingtheindividual capabilities
associated with the ability to express feelings and attitudes, critical thinking
and the ability to self-criticism, and social skills associated with the processes
of social interaction and collaboration, the ability to work in groups to make
social and ethical obligations.

Interpersonal skills. Whereas the term «skills» refers generally to individual's
capability for effective action, interpersonal skills refers to the capability to
accomplish individual and/or organizational goals through interaction with
others. In organizations, many types of goals are primarily accomplished
through interaction, and each of these goal types corresponds to the certain
type of interpersonal skills.

Intersectional discrimination. Discrimination not just because of ane protected
trait {e.g., race), but also because of the intersection of two or more protected
bases (e.g., race and sex).

Interview. The most common method for selecting and evaluating personnel,
which suggests a conversation the employer and the candidate for the vacant
position on the forthcoming official position, collecting data on the expertise of
colleagues in a personal interview with an expert.

Intragroup contradictions. The contradictions between the business and
emotional spheres of intragroup relations, between increasing potential of the
group and its current activities, between increasing desire among members 1o
self-realization and self-affirmation and simultaneously increasing trends to
include an individual in the group structure, tighter integration with its group;
conflicts of «views and preferences»; struggle for influence over the others, ete.

Invelvement of employees. Measures of employment and admission staff to
meet future needs of the organization in staff through internal and external
sources.
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MemauuHocTHOE obBwenue. [Mpouect KOMMYHMKaLKWK © ARPYIMM YEADBEKOM
HAKM TRYNNOR AAR BLIPEXEHWA YYBCTE, MbBICASH HAW WHBOPMALMK NOCPEACTEOM
HECTOB MAW OOMEHE pEYSBLIMU BLICKAZLIBAHWAMK.

MeMAMYHOCTHBIE KOMNETEHUMH. KOMNETEHLWM, BKAKYAOLIME WHAWBUAYSAL-
HBIE CNOCOOHOCTH, CEBASAHHLIE G YMEHWEN BhIPaXETe YYBCTEA W OTHOLEHWA,
KPUTUUECKUM OCMBICAEHMEM W CNOCOBHOCTEID K CAMOKDHMTHKE, 8 TAKXEe COLM-
SABHBIE HEBBLIKM, CBA3AHHBIE ¢ NPOUSCCAMM COLMAABHOTO B3AWMOAEHCTENR M
COTPYAHWUECTBA, yMeHnem paboTats B rpynnax, NPUHUMaTE COUMaALHLIE W 3TH-
veckde obAzarenseTea,

MeMAMYHOCTHBIE KOMMYHMKATHBHBIE HABBIKM. [MPHHMMEA BO BHUMAaHWE,
UTO TEQMMWH «HABBIKMY OTHOCHMTCA, B obllen, K cnocoBHOCTH UBA0BEKE K addek-
TMBHBIM ASHCTBMAM, MEKAMYHOCTHLIE KOMMYHMKATMBHBIE HABBIKM OTHOCATCH
K cNoOCOBHOCTH ADCTMIaTE OTAEARHBEIX W/MAM OPraHW3auMOHHBIX UEASR Jepes
BIAMMOASHCTEME C APYTMMKM AIOABMM. B OPrasn3aumax MHOMME THNBI LEAER A0-
CTHIEHTCH, NPEXAS BCErD, YEPEs BIaWMOARHCTEME C ADYIHMMH AKOABMM, W KaX-
ABIA M3 3THX TUNOE UEAEH COOTBETCTBYET ONPEABAEHHOMY THUNY MEXKAHYHOCTHBIX
KOMMYHHUKATMEHBIX HAELIKOE.

MepecekawwWanca AMCKPHMHHALKA. AHCKPHMHHAUMA HE TOABKO MO OAHOMY
FAWMWLEHHOMY DaKTORY (HAaNPUMED, PAcA), HO TAKKE Mi-1a NePecevYeHKHA ABYX
HaKn Bonee 2alMILEEMblX GEKTOPOE (HANPUMER, PACE W NOA).

HuTepebio (cobeceposanne). Hanbonee pacnpocTpadeérHbii meTos oTbopa
OLEHKM NEPCOHAAE, KOTOPLIA Npesnoaaraer beceay paboToAaTENR M NPETEHAEH-
T8 HA BAKAHTHOE MECTD N0 NOBOAY NPEACTOALLER AONKHOCTHOR NO3WLMK; cOop
AAHHBIX O AHAHMAX M ONBITE COTPYAHMKE B XOAE AMUYHOR BECEAR C IKCNEPTOM.

BHYTpUrpynnoeEsie npoTHBopeuHa. [poTHBOREYMA MEKAY AEADBON H 3MOLMO-
HAABHOW CHepani BHYTPHIDYNNOBLIX OTHOLWEHWA, MEXKAY BOZPACTAHIWMMK No-
TEHLUMANLHBIMK BOIMOKHOCTAMM TPYNNBl M 88 TERYLLER ABATEABHOCTBH, MEKAY
YESAWUMESHILLWMCA CTPEMAEHMEN UASHOB MRPYNNEI K CAMOPERAMIALIMK 1M CaMD-
YTBEPMABHMID M OAHOBPEMEHHO YCHAWBAUWMMHMCH TEHAEHLUMAMK BKAKIYEHWH
AMUHOCTH B MPYNNOBYHD CTPYKTYRY, BoAee MECTHONW e€ WHTerpauurei ¢ rpynno;
KOHDAMKTEI "B3MARAOE M NPEANOYTEHHIA, «BOpb0a 38 BAMAHKE Ha APYTHX: W Ap.

MpueaeveHKe nepcoHana. MeponprATHA NO HARMY W NPHEMY NEPCOHAN © LE-

ALK YAOBASTBOPEHWA Byayluny noTpefiHOCTER OpraHW3aUMM B Kaapax 3a Ccuér
EHYTPEHHKMX U BHELUHWX MCTOUHHKOE,
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Isomorphism. Key principle in human ecology, which holds that when the
units of social system are subjected to common environmental conditions,
they acquire a similar form of organization. Coercive isomaorphism results from
pressures exerted on organizations by others upon whom they are dependent.
Mimetic isomorphism, or imitative modeling, is & common response to
uncertainty. Normative isomorphism reflects both the legitimacy and status
associated with the modern professions and the growth and elaboration of
professional networks that span organizations and encourage the diffusion of
common organizational practices.

IS0 9000. Developed by the International Organization for Standardization
(IS0}, itis the set of standards for quality management systems that is accepted
around the world. Organizations that conform to these standards can receive
IS0 9000 certification. The standard intended for gquality management system
assessment and registration is |50 9001, The standards apply uniformly to
organizations of any size or description.

J

Job alds. The document consisting of information or instructions used to guide
the user on how to perform a task correctly.

Job analysis. The systematic process of gathering and examining and in-
terpreting data regarding the specific tasks comprising a job.

Job bank. Refers to pool of retired employees, or applying for a vacant seat, but
not accepted for permanent work which is used by employers tofill part-time or
temporary position needs.

Job board. Online location that provides up-to-date listing of current job
vacancies in various industries,
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H3omopduam. KAUEBOH NPMHUMI B 3KOADTMW YEADBEKA, KOTOPLIA yTBED-
WASET, YTO, KOTAS YACTH COLUMAALHOM CHCTEMBI NOMELLEHLI B 06LIME YCAOBUA
CPeABl, OHM NPUOBPETAIOT CXOAHYID GOPMY OpPraHu3aumu. TPUHYAMTEABHGIR
HIOMOPPH3IM — 3TO PE3YALTAT ASBAEHMA, OKAIAHHOTO Ha OPTraHM3aLMK ADYTH-
MK CyOBEKTAMM, OT KOTOPBIX OHM 33BMCAT. [TOADAXATEALHBIA H3OMOPDHIM, HAK
NOAPaMATEALHOE MOAEAMDOBAHKUE, ABAAETCA PACNPOCTPaHEHHLIM OTEETOM Ha
HEONPEAENEHHOCTb, HOPMATUEHBIH M3OMOPOUIM OTPEKEET W 38KOHHOCTL, W
CTATYC, CBA3AHHBIN ¢ COBPEMEHHLIMW NPODECcCHAMM, POCTOM W paspaboToi
NpodeccHOHaALHBIX CETER, KOTOPBIE OXBATHIBAIOT OPraHM3aLMK W NOOLLPAIOT
pacnpocTpaHeHie obLLIMX OpraHU3aLMOHHbIX METOADE.

ISO 9000. PazpabotanHan MexayHapoaHOWK OpradHdiauMed no cradaap-
TH3aUMK (IS0) coBOKYNHOCTE CTAHABPTOE AAA CUCTEM YNPABASHWA KaYecTBOM,
KOTOpas NpWHATE BO BCEM mMupe. DpraHWaauuK, KOTOpkle COOTBETCTEYIOT ABH-
HLIM CTEHAPTAM, MOMYT NOAYYMTE CERTUOMKauMio |SO 9000, CtaHaapt, npea-
HA3HaYEHHEIA AAA OUEHKH CMCTEMEI YNPABAEHHWA KaYECTEOM M PErMCTRALMM,
Hazweaeted SO 9001, AaHHEE CTAHAAPTEI NPHMEHAKOTCA 8AMHOOBPAZHO K
opradu3aumam Aboro paamepa WAM cCOCTaEa.

J

Pabouaa WHCTPYKUMA (NoAoXeHHe o cAYMBe). AoKyMEHT, COCTOALLMA U3 WH-
q}DpMELI,HH HAH HHE-Tp'yHLI,Hﬁ, MCNOAB3IYEMBIX AAA PYHOBOACTEA MCNOAHWTEAR O
TOM, K8K NPEABMABHO BhINOAHATE 38AaHWA.

AHaamz pabotel, CucTemariuyeckuid npouece cbopa, adasaM3a W MHTEpNpe-
TALUMM ASHHLIX OTHOCHTEALHO ONPEeABAEHHLIX 33AaHWIA, COCTABARIOLLMY pabounid
npolecce.

BaHK BaKaHCHI. Baza AaHHBIX YBOAMBLLMXCA/ YIIEALLWY HE NeHCHD paboTHM-
KOB MAM NPETEHAYHOLLMX HA BAKAHTHOE MECTO, HO HE NPUHATEIX Ha MOCTORHHYKD
pabory, Henoakayeman paboToAaTesamK ANA TOVAOYCTPOWCTEE Ha BReMEHHYD
paboTy WAk paboTy ¢ HACTHYHON 3aHATOCTED.

Cnucok eakaHcHi,/Aocka 0OBLABAEHHH MO NPeAADEHHMIO W NOHCKY paboTel.
CNUCOK TEKYILME BAKEHCHA © paﬁ-DTE B PE3AMYHBIX OTRACAAX NPOMBILLAEHHOCTH.
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Job characteristics. These refer 1o objective properties of the work itself
that are likely to contribute to the work effectivenass and satisfaction of em-
ployees. Job characteristics are the circumstances in the organization from
which something depends. The characteristics that have received the most
research attention have been suggested by job characteristics theory. At its
most basic level, the theory argues that the presence of five core job charac-
teristics prompt @ number of beneficial personal and work outcomes (e.g.,
high satisfaction, attendance and performance, and low turnover). The five
characteristics are defined as follows: skill variety, task identity, task signifi-
cance, autonomy, task feedback.

Job classification. Evaluating method used for job comparisons, which groups
jobs into a prearranged number of grades, each having a class description and
a specified pay range.

Job codes. Identification numbers assigned 1o specific jobs or job tasks.

Job description. Organizational and human resource document thal de-
fines the duties, rights and responsibilities of each employee, to hold certain
positions, starting with the deputy heads of departments, compiled based on
wage-rate characteristics of a unit, taking into account the actual performance
of the enterprise (unit), and also conducted analysis of the work {or work place,
position) and made up the description of work (work place, position).

Job design. This term may be defined as the specification of the content and
methods of jobs. Other terms often used as synonyms for job design include
awork designs or swork structurings. «Work organizations is also frequently used
to encompass job design, but usually signifies a broader perspective linking
jobs more explicitly to their organizational context.

Job deskilling/Deskilling of jobs. Deskilling is the process by which skill levels
of either jobs or individuals are reduced. Particular attention in the social
sciences has focused on the way in which, with the rise of modern industry, jobs
were increasingly routinized, and devoid of any real skill content, i.e., they had
become deskilled. The paradigm case of deskilled jobs are assembly line jobs
which have very short (often well under a minute) job cycles and training times.
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Ycanoeua paboTtel. YoAOBMA TPyAA, OKA2LIEAKILLUME HENOCPEACTEEHHDE BAMAHKME
Ha IPheKTMEHOCTE PaboTel COTDYAHMKOE M MX YADBASTBOPEHHOCTE padoToi,
Yeaoeua paboTel - obCTOATEABCTES B ORraHW3IaUMK, OT KOTOPKIX UTo-AMBO 33BEM-
GHT. HauBoaee NoAHBLIR NEPEYEHE 3THX YCAOBMHA NPEACTABAEH B TEOPHK XapaKTe-
pHCTHK paboTel. CornacHD ABHHOW TEOPUWM, CYWECTEYET NATL BA30ELIX YCADEWI
TPYAA, NOBLIWLAKLLMY KOAMMECTEO NOASIHBIX COTRYAHMKOE W MK NPOM3BOAHTEAL-
HOCTE: BOZMOMHOCTE NPOMPECCMOHaAEHOR CaMOopeany3auii, EbINOAHUMMOCTE 3a-
AAHWMA, BHAYMMOCTE 3aAaHUA, SBTOHOMWA, 0BPAaTHAR CEASD.

Knaccuduxkauma padortel. Monosbayemelid A8 cpaeHesrii pabor metos, oue-
HUBEHWA, KOTOPKIA rpyNNUpyeT paboTel No NPEANKCaHHEIM PaHran (TapudHsmM
PAZPAAANM], KAXABIF M3 KOTODLIX HMEET CBOH KATErOpHIO H ONPeAEAEHHBIM AWA-
NazoH 3apnaarel.

Koabl pabor. MasHTMOMKAUMOHHBIE HOMERE, MPUNMCAHHEIE ONPEAENEHHEIM
padotam 1AM pabounm 3apaHHANM,

AOoAKHOCTHAA MHCTPYKUMA., OpraHusauuoHHO-KaAROBRIM ACOKYMEHT, ONpeas-
AAKIWMA 0BA3EHHOCTH, NPEEa W OTEETCTEEHHOCTE KaMAOND paboTHMKE, 3aHuM-
MEKILETD ONPEeASAEHHYIO AOAKHOCTE, HABHMHAR C 3aMECTHTEASR DYKOBOAMTEAR
NOADA3ASAEHWMA, M COCTABAAEMBLIA Ha Da3e TAapWOHO-KEaAWMPUKEUMOHHOW Xa3-
PAKTEPUCTMKA NOADKEHWA O NOAPAZAEAEHWH & YHETOM PEAALHON ABRTEALHOCTH
NPeaAnpUATHA (NOADS3AEAESHKMA), 8 TAKKE NPOBEAEHHOID aHanm3a padoThl (KA
paboyero Mecra, AOAMHOCTH) M COCTABABHHOINO onWvcanusa paborsl (pabovero
MECTa, AOAXHOCTM).

MpoekTupoBatne paboTel. AaHHbLIA TEPMUH MOMKET BbiTh ONPEASAEH KaK CNeL-
UPUKALMA COAEPHAHMA M MeTOADE paboTel. Apyrue TEPMMHLL, YACTO UCNOAL-
IYEMBIE KAK CHHOHMMbBL #AM3aRH paboTels MAM CTRYKTYDHpOBaHWe paboTwis.
TepMUH «opraHuzaumMa paboTels TAKKE YaCTO MCNoAb3IYETCA, YToDLI OXBATHTE
padouni AM3aiH, Ho obeluHO oBoaHauaeT Borse WMDOKYID W ABHYH NEpCnek-
THEHYKD CBA3L pa BOThI C MX OpraHi3auyMoOHHBEI M KOHTEKCTOM.

¥npoweHue pabotel/pabounx zasanuil. MNpousce NoHKMeHUA TpeboBaHMA
K NpodeccHoHaAbHEIM HABBIKAM COTPYAHHMKA W K CAOKHOCTH ero pabotel. Oco-
Boe BHHUMAaHHE CoUuMasbHBIE HAVRH YASARKOT I'IDD'EIAEME dBTOMATH3AUHK H, Kadk
CABACTEME, PYTHHM3AUMK TPYAS B YCADBMAX COBREMEHHOMD NPOWIB0ACTEA, YTO
BEAET K CHUMEHWIO TPEDOBaHWK K NpodeccHoHanbHoK KoMneteHumK. MNpumep
YNpOoLWeHWA pabotel = pabora Ha cOopoYHOM KOHBEHEPE, MA8 DUYEHE KOPOTKME
(UaCTD MEHEE MUHYTEI) PADOUME LMKALI W BPEMA oByueHKMA.
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Job enrichment. In its most general form, this involves expanding a job's
content to provide increased opportunities for the individual employee to
experience personal responsibility and meaning at work, and to obtain more
information about the results of his or her work efforts. In practice, job en-
richment programs often focus on improving a job's standing on job charac-
teristics, specifically: autonomy, task feedback, task significance, skill variety,
and task identity.

Job evaluation. Used for compensation planning purposes, it is the process of
comparing a job with other jobs in an organization to determine an appropriate
pay rate for the job.

Job group. The division within the contractor's workforce for the purposes of
analyzing the workforce for underutilization. Job groups are united by title,
bhased on similarity of contents, standards of fees and opportunities for ad-
vancement.

Job insecurity. This is the concern an employee feels about the future of their
employment. The discrepancy between experienced and desired security
applies to several categories: secondary labor market employees with poor
terms of employment; some freelance and fixed-term contract employees;,
some new employees; those experiencing a change in their security beliefs
due to perceived changes in the organizational or economic context; and those
who are ssurvivars» after others are made redundant. Most interest has been
focused on those employees undergoing change in their level of security.

Job position. Perceptions and beliefs of the employee (or employer) about the
complexduties, rights and responsibilities of the employee, as well asinteraction
with other employees, taken in relation to specific social organization, and
specifically taken post.

Job pricing. The process of determining pay rates for jobs within the or-
ganization by analyzing industry or regional salary survey data in order to es-
tablish appropriate job pay rates.

Job ranking. The process of ranking all jobs within the organization in order of
importance or worth,
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O6orawenue pabotbl/TMoEbIWeHWe pazHoo6pazuA paboTbl. JTOT TEDMMH,
B oblen, 03HaYaEeT PAcIUMPEHHE COAEPXaHHMA paboTel, 4ToBbl NPeADCTABUTL
HoAbLLe BO3MOXHOCTER AAA OTABALHOrO paBoTHHKE AAA MCNBITAHWUA AMUYHOR OT-
BETCTEEHHOCTH WM 3HAYMMOCTH paboThl, NoaydKTh BoAblle WHGOPMAaUKMK O pe-
3YALTATAX €70 YCMAWKH. Ha npaktvke, nporpamMmel oforaleHus pabotul yacTo
COCPEADTAYHMBAKITCH HA YAYHLEHWH HEKOTOPRbLIX XaPaKTEPHCTHK paboThl, oco-
BEeHHD: 3BTOHOMMM, ODRaTHOR CBAZW N0 33A8HWHD, 3HAUMMOCTH 38AaHWA, Npo-
HECCHOHAALHOIO PasHoOBPasHA, MAEBHTUYHOCTH 3aAaHMA.

OueHKka cnoXKHOCTH paboTel/Paspaa onaatel Tpyaa. Menonbayemblil B LEARX
NAZHMPOBAHKWA ONASTEI TRYAS NPOUECC CPaBHeHWA,/ oueHKKM paboT BHYTpW opra-
HU3ALMMK, 4TOOBI ONPEAEAMTE COOTBETCTEYIOLLYKD CTABKY ONASTH! TRYAA.

Pabouan rpynna. NospasseacHie BHYTPH pabotarllkx No KOHTPaKTy, BEEAEH-
HOE ¢ UEALHD 8HEAM3E HEADMCNOABIOBEHWA NOTEHUMAAE YEADBEYECHHK pECYD-
coB. PaBoune rpynnel oBbeaMHAKITCA NO HasBaHWAM pabor, Ha OCHOBE NoAC-
BuA copepraHua paboT, HOPM NASTE M BOZMOMHOCTENR NPOABHMEHMA,

HecTabMABHOCTE 3aHATOCTH. ITOT TEPMUH OTpaxaeT OBEeCnOKDEHHOCTE pa-
BOTHHKOB OTHOCHTEABHO cBOero Byaywero Ha pabore. ONACEHHA OTHOCHTEABHO
PAZHWLUBL MEXALY KEAIEMOH W AEHCTEWTEALHOW BE30NACHOCTBHY MCNBITLIEAHT
PAGOTHMKKM PAZHLIX KATEMODMA: COTPYAHMKEKM HM3KOH KBEAMPHMKALWMK W YDOBHA
ADCTATHE, BHEWTATHLIE COTRYAHWKKM, HOBLIE COTRYAHWEM, PabOTHMKKM, NOTEPAB-
WKWE YEEPEHHOCTE B YCTORYMBOCTH CBOEMD NOADKEHWA BCABACTEHE W3MEHEHHWA
YCADBWH TPYAS, OCTABLWMECA NOCAE COKPALUEHWA COTRYAHWUKK. HAaWBoALLIMA MH-
TEPEC COCPEAoTOYEH HA PABOTHUKAY, NPETEPNEBAIDILMY MAMEHEHHE B MX YPOB-
He Ge30NacHOCTH,

AOAKHOCTHAA NO3KHUMA. [IpeacTasreHus W yBexaeHuA pabotHuka (Man pabo-
ToAATEAR) NO NOBOAY KOMNAEKCA ero 0BR3aHHOCTER, NPAB WM OTBETCTBEHHOCTH, a
TAKMKE BIAWMOACHCTEMA C APYTHMK COTRPYAHHKAMM, NDMMEHHMTEABHO K KOHKDET-
HO B3ATON COUMAALHON OPraHM3aUMi W KOHKPETHO B3ATOM AOAMHOCTM,

OnpepeneHHe YPOEHA 3apnaathl. [poUece ONPEAEAEHHA CTABOK ONASTHI AAR
pafoT B NpeaeAax OpraHW3aunK NOCHEACTEOM aHaM3a aHAAOTHYHBIX CTAEOK B

APYTHX MPOMBILUAEHHEIX MAM PETMOHAABHEIX OPraHHu3aLMaX.

Pawxupoeanue pabor. MNpouece paHxupoBaHuA Beex paboT B npesenax opra-
HU3aLUMK B NOPAAKE MX BEXKHOCTH MAM LIEHHOCTH,
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Job redesign. The process of restructuring a job by adding, changing or
eliminating certain tasks or functions in order to make the job more satisfying
or challenging.

Job rotation. The practice of transferring employees for temporary periods of
time between varying jobs within an organization. Often used as a training and
development method.

Job satisfaction. Used to define how an employee feels regarding their job,
work environment, pay, benefits, etc.

Job sharing. The practice of two different employees performing the tasks of
one full-time position.

Job title. Specific name given to a particular job which is used to distinguish
that job from other jobs within the organization.

Johari window. Leadership disclosure and feedback model which can be used
in performance measurement and features the four guadrants (windows) of
sknowings. Quadrant | - represents the area of free activity or public area,
refers to behavior and motivation known to self and known to others, Quadrant
Il = represents the blind area, where others can see things in ourselves of
which we are unaware. Quadrant lll - represents the avoided or hidden areas,
represents things we know but do not reveal to others. Quadrant IV - represents
the areas of unknown activity, in which neither the individual nor others are
aware of certain behaviors or motives.

Joining-up process. This refers tothe entry andinitial adjustment of newcomers
into unfamiliar organizational settings. Although it is difficult to say just when
it begins and ends, it is generally viewed as encompassing the earliest stages
of the job transition cycle - the preparation process of expectation and
anticipation of change, and the encounter phase of affect and sense-making
during the first days or weeks of job tenure. Newcomers often discover that
transitions are more disruptive and challenging than anticipated. They must
begin the task of mastering new competencies, building relationships with new
coworkers, and learning the culture of their new organization.

130



MNepenpoeKTHpoBaHWe Tpyaa. [pouecc pPecTpYKTYDHMPOBAHWA Tpyaa no-
cpeascTEoM ADBABAEHWA, MIMEHEHHA WAM YCTREHEHMA ONpEeAEnSHHLIX 3apaud
HAK GYHKUMA, 4TOBBI cABATL Er0 UHTEpeCHee,

PoTauMa KaaApoB. PaKTUKa BPEMEHHOMD NepeMelleH|A COTPYAHUKOB Ha Apy-
rue paboune MecTa B NPEASAEX OPraHU3aLMK; YACTO MCNOALIYETCA Kak oByuaio-
LMA M PAZEMEAIOWMA METOA,

YAOBAETEOPEHHOCTE paboToi. TepMHH, WCNOAB3YEMBINA, UTOBBI ONPEAEAWTH
AMOLMOHaABHOE COCTOAHUE COTPYAHMKE Ha paboTte, BKAOYAA pabouyio cpeay,
ONAATY TRYAS, ABMOTEI M AR,

foneean pabota. [pakTHka WCNOALIOBAHWA ABYX COTDYAHMKOB C HENOAMOH
JAHATOCTLD, BLINOAHAKWMY 3AAAHWA, PACCYMTAHHLIE HA OAHOMD COTPYAHMKA C
NOAHOR 3aHATOCTLHD.

Hazeanwe ponKHOCTH, HazeaHue, paHHoe onpeaeréHHol paboTe, Menoak3ye-
Moe, uToBkl OTAMYMTE ABIHHYIO paboTy OT ADYTMX B NPEASASX OpPTraHMIaLMi.

OkHo Akorapu. Mopens 0BHAPYHEHHS AMAEPCTBA M 0BPaTHON CBA3K, KOTOPYID
MO¥HO MCNONB30BAETE AMA U3MEPEHWS ABHCTBMH W 0COBEHHOCTENR YETRIDEX KBa-
ADAHTOR (OKOH) «3HAaHMA-, KEaApaHT | npeacTaeaaeT obaacTe CEOBOAHON AKTHE-
HOCTH MAKM NyBAMYHYHD 0DBAECTE, OTHOCALYIOCA K NOBEASHHID M MOTHEAUMH CO
a3Hanuen ceba v apyrux. Keaapadt Il npeactaBaseT crenyio obaacTs, B KOTORORH
ADYTHE MOMYT YBHMAETE B HAC HEYTO, YTO HamM HeuaBecTHo. KeaapadTt 1l npea-
cTaBAAeT 0BAaCTL M3BEraHMA MAM CKPBITYIO 0BAGCTE, KOTODYHD Mbl 3HEEM, HO He
OTKpbIBaEM ApyrMM. KeaapadT IV npeacTaBaseT 0BAaCTH HEH3BECTHOR AKTHBHO-
CTH, B KOTOPbIX HMA CaM MHAMBHA, HH ADYTHE HE JHAKIT O BOZMOKHOM NOBEAEHWUK
HAKM MOTHBAX.

HHTerpauna B opraHM3auuio. 310 NOHATHE OTHOCKTCA K HOBRIM COTRYAHMKAM,
FI[JHEI'IU'EEIﬁHHEIEII'DLLlHMCH K YCTOAM QRraHuaaumny. ¥ ASHHOTO NpoUecca CADMHO
ONpPEABAMTE MPAHKLBL, HO 00BIMHO OH BEAKOMAET B ce0A paHHMe cTasn paboTo,
Ha KOTODEBIX EblpaﬁaTblBElﬂTﬂﬂ OHMAGHHA, NPOHUCXOAMT WX ONpaeAdHME HAK Pa-
3oyapoBavue paboToi. 3a4acTylo OXMAAHWA KAHAMAATOB OKa3bLIBaKITCA 3aBbI-
LWEHHEIMH, W MM NMRPHAOAHMTCA HCNBITEIEATE HEKOTOROE Ppa30YaposaHve OT paﬁo-
Tbl. AA YENEWHOW aAANTALKMK MM NPHUXOAWTCH OCBAWBATE HOBLIE KOMNETEHLMM,
BEICTREWBATE BIaHMMOOTHOWEHKMA C KOAMETIMH W NDUHUMETE KOPNOPRaTHEHYHDY
KYABTYDY OpraHH3aLmi.
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Joint employment. The relationship between a professional employer or
ganization or employee leasing firm and an employer, based on a contractual
sharing of liability and responsibility for employees.

Joint venture. ILis a form of cooperation, or a strategic alliance, typically defined
as the pooling of separately owned resources by two or more firms to reduce
competition, realize economies of scale, pool complementary resources, ease
entry into foreign markets while reducing political risk, and leap over entry
barriers to enter new markets (domestic or foreign).

Just cause. Legal term used as the guiding principle utilized by employers
whenever engaging in some form of corrective action or discipline for em-
ployees. Just cause is determined by examining the reasonableness of the
discipline according to a set of guiding principles.

Just-intime. Just-in-time (JIT) is a manufacturing strategy that minimizes
inventories of finished goods, work-in process inventory, and inventory from
suppliers. Qutput is synchronized to customer orders, and orders «pull» material
through the system from parts to finished goods,

Justice, distributive. Based on G. Homans' (1961) seminal theory of social
exchange, the concept of distributive justice refers to the perceived fairness
of a distribution of rewards. Traditionally. a reward distribution is said to be
distributively just to the extent that it reflects the proportional differences in
status or work contributions between the parties involved.

Justice, procedural. Procedural justice refers to the perceived fairness of
policies and procedures used as the basis for making decisions. In contrast
to distributive justice. which focuses on the perceived fairness of outcome
distributions {i.e., »ends), procedural justice focuses on the perceived fairness
of the way those outcome distribution decisions are made (i.e., smeanss).



Moabop nepconana uepes KappoBoe areHTCTBO. OTHOLIEHMA MENXAY Kaapo-
BbIM SreHTCTBOM W paboToaatesem, OCHOBAHHLIE HA AOTOBOPHOM Pa3AENEHHM
05A33HHOCTEN M OTBETCTBEHHOCTH 338 HAHWM3EMBbIX COTPYAHMKOE.

CoBMmecTHOE NpepnpHATHE. J710 GOopMa COTRYAHMYECTBEA, WAK CTRaTEMMHECKMIA
BABAHC, ONPEAEAAETCA Kak obbesMHEHME HAXOAAWMECA B COBCTREHHOCTH pe-
CYPCoB ABYX MAM Boaee Gupn, d4ToBbl YMEHLLLWTE KOHKYPEHLWID, JKOHOMWTL 33
CUET POCTE NPOMIBOACTEE, OBBEAMHMTE ACMNOAHMTEABHEIE DECYRCHI, ABMUE BXO-
AMTE HE MHOCTREHHLIE PhIHKH, YMEHBLUEA NOAMTHHECKHA PUCK, K NPEOAONEBATE
Bapbephl, UToBk BEIXOAWTE HE HOBBLIE PhIHKK (BHYTPEHHMWE WA HHOCTREHHLIE).

Mpasosoe (cyaebroe) geno. HpHAMHECKKMA TEDMHH B KAYECTBE DYKOBOARLLEND
NPMHWKNE, HCNoALIYEMOrD paboToASTEARMM AAR KOPPEKTHPOBKM ASHACTBHA MAM
NOAAEPHAHMA AMCUMAAMHB COTPYAHKMKEDE. MNDEBOB0E ABAD ONPEAENAETEH NPO-
BERKON BASropPazyMHOCTH AMCUWMNAWHE! B COOTEETCTEMM C PAADM DYKOBOARLLMY
NPUHLMNOE,

CrpaTerma »ToMHO B cpoky. [\aHHEA NPOM3BOACTEEHHAR CTRATEMMA Noapasyme-
BAET MMHWMK3ZUMID 3aNacos roTOBON NPOAYKLMK, 33aNACcOB Matepuana,// chipba,
YYACTBYIOWETD B npouecce padoThl, W MaTepHana/cbipbR, ADCTABAEHHOIO OF
NOCTABLWMKOE. BhiNyCcK NPOAYKLAKW CHHXDOHW3UMDOBEH C© 3aKa3aMi KAMEHTORE, W
MaTepHan 3aKasblBAKT TOYHO NOA rOTOBBIE M3ABAWA, DOBHO B TOM KOAMYECTBE,
koTopoe TpebyeT 3aKazurK.

CnpaseaavBoe pacnpeaeneHne Gaar. KoHUENUWA cNpasesAMBOro pacnpepe-
ABHWA BAar, OCHOBAHHARA Ha TEOPKMK COUMaAbHOMD obmena Ax. Xomanca (1961),
NoApasyMeBaeT nos cofiol BOCNPWATHE CNPEEEAAMEDCTH PacNpeABAEHUA W3-
AMILKOB Npouasoactea. Mog cnpaBepMBLIM PACNIPEASAEHHEM NOADRA3YMEBA-
eTCA PacnpeASAeHUe NPONoOPUMOHANEHD PA3AHUHAM B CTATYCE MAM BKASASM B
paboTy 3aMHTEPECOBAHHBIX CTOPOH.

MpoueaypHoe npagocyane. [POUSAYPHOE NPABOCYAME OBPALLEHO K BOCNPUA-
THHD) CNPABEAAMBOCTH NOAMTHKM W NPOLEAYD, MCNOALIYEMLIX B KaUECTEE OCHO-
BAHMA AAR MPHHATHA PEWEHKMA. B oTAMYKME OT CNPaBeAAMBOrG PacnpeasieHHA
fiaar, KOTOPOE COCREADTOYEHO HA BOCMQWATMW CNpABEAAMBOCTA Pachpepsie-
HWA PE3YALTATOR (tMTOMOBs), NPOLEAYPHOE NPaBOCYAME COCPEAOTOMMBAETCH HA
BOCNPUHATOR CNpaseanMBOCTH cnocoba, KoTopeIM BelAM NPMHATE PEILEHMA NO
PACNPEABASHMIO PESYALTATOR (vCPEACTE=).
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Key performance indicators (KPl). These are quantifiable, specific measures
of an organization’s performance in a certain area(s) of its business. The
purpose of KPI's is to provide the company with quantifiable measurements
of things it has determined are important to the organizational or business
longterm goals and critical success factors. Also referred to as key success
indicators.

Key result areas. Chief tasks of the company identified during the job evaluation
process, used to establish standards and objectives.

Knowledge assets. The parts of organization’s intangible assets that re-
late specifically to knowledge, expertise, information, ideas, best practices,
intellectual property and other capahilities.

Knowledge-based pay. Differentiation system of a salary that bases
compensation on an individual's education, experience, knowledge, skills or
specialized training. Also referred to as skill-based pay.

Knowledge integration. Knowledge integration is broadly defined as the
assimilation, extraction, transformation and loading of information from dis-
parate systems into a single more unified, consistent and accurate data store
used for evaluating, manipulating and reporting information.

Knowledge management. The process of creating, acquiring, sharing and
managing knowledge to augment individual and organizational performance,

Knowledge mapping. The process used to create a summation of the
knowledge an organization will need in order to support its overall goals, ob-
jectives, strategies and missions.

134



K

KaoueBkle HHAMKaTOPER! (Nnokasateau) adgdektneHocTr (KPI). MNoasarowme-
CA BBIYHCASHUID CNEUMAHYECKUE OLEHKKM DE3YALTATOR, AOCTUMHYTLIX OpraHuaa-
uMel B onpeaenéHHoR obaacti (obaactax) eé GuaHeca. Leab KPl cocTouT B TOM,
UTOBKI NPEACCTABMTE KOMAaHHK NOAAZHDLUKMECA BEIYHMCAEHHID NAPaMETPLI, KOTO-
pble onpeaseneHbl KaK BaXHbIe AN OPraHW3aUMoHHBIX HAW ABADBBIX ADATOCDOY-
HbIX LEAeH M KpHTHUYeCKWX dakTopok yenexa. KP| HazwBatoT TAKKE KAKDUEBLIMM
MHAHKaTOpRaMM yonexa,

Knoueekle oBaacTi. [WaEHLIE 23AauM OPradHW3aUMK, YCTAHOBAEHHEIE BO Bpe-
fA MpdUecta OUEHKHK eé pa&mbl. W MCAOABIYEMEBIE ANA TOMD, YTOBbI YCTAHOBHTE
CTAHASPTEI M LEAM.

AKTHBBI 3HAHUH (3HAHMA). YacTH HEMATEPHAALHBIX AKTUBOB OPTraHH3aLmMH, Ko-
TOPbIE WMEIT OTHOLWEHWE K 3HAHWAM, 3KCNEPTH3E, MHGOPMALMK, MABAM, AyY-
LIKMM METOASM, MHTEANEKTYSABHONH COBCTEEHHOCTH W APYTWM cnocobBHoCTAM.

MNhata, OCHOBaHHAaA Ha 3HaHWAX. CucTeMa AMOPpEpPEHLMPOBAHWA 3aPNAETHI,
KOTOpaA OCHOBaHa Ha 0BpPAa30BaHUM YEADBEKA, Ero ONbLITE, 3HAHWAX, HaBkIKaX
WAM CNELWAAMSHPOBAHHOM 0BYYEHWM, HaZbIBAETCA TAKKE! «NASTa, OCHOBaHHER
Ha MEIETEP{:TEIE*.

Muterpauma 3HaHuM. MHTErpauMa 3HaHWR, 4YacTo onpejendeman Kaw ac-
CHMWAALMA, WaBABYEHME, NpeodpaioBaHMe W 3arpyaka MHpopMalMK ot pas-
AMUHBEIX CMCTEM B eauHoe, Boase YHWOWUMPOBAHHOES, MOCABAQBATEALHOE
XPAHHAMLLLE TOUHEBIX AaHHBIX, MCNoABIYETCA AAA OLUEHUBAHMA W YAPaBASHMA MH-
Popmaumrei M AnA MHGOPMAaLUMOHHBIX CooBLLEHHRA,

YnpagaeHHe 3HaHMAMM, TpoUece Co3AaHUA, NPUoBPeTeHHa, PasaeneHKA |
PYKOBOACTEA AKTMEAMM IHAHWA (CM. AKTMEEI 2HAHMHA) AAR YAYULLEHWA MHAMBUH-
AYaABHOH W OpraHM3aUMoHHON paboTel.

MravMpoBaHWe (aKTMBOEB) 3HaHMK. poUECT, MCMNOAB3YEMBIA AAA CO3AEHMA
CYMMMUPOBaHHLIX 3KTMBOB 3HAHWA, B KOTOPOM GYAST HYKAATLCA OpraHM3aums,
YTobbl NOAAEPHAETE CBOM OBILME LEAH, 38A84H, CTPATEMMH M MHCCHW.
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Knowledge of results. Knowledge of results, or KOR, refers to information that
a person receives concerning his or her work performance in terms of both
guantity and quality. The importance of KOR to an individual's subsequent
work performance is without question. People who receive timely and accurate
KOR adjust their work activities along the lines indicated by the feedback that
they receive. KOR varies along a number of key dimensions including: sign
(positive versus negative), timeframe (short versus long-term), provider (self
versus other generated), accuracy, clarity, among other dimensions.

Knowledge workers. Characteristic feature of postindustrial society is the
growing number of employees who can be categorized as knowledge workers.
Definitions of the term knowledge worker generally include: 1) those concerned
with production of intangible final outputs which embed expertise of differing
degrees of formalization; 2) those who are involved in intermediate production
processes which embed expertise.

L

Labor force. The number of employed individuals in the civilian workforce and
armed services; the total number of working-age adults from 16 years and prior
to retirement age, working or unemployed, excluding disabled persons; physical
and spiritual faculties of man, which are used in the labor process in creating
products or providing services. Should be distinguished from the concepts of;
human resources — part of the country's population, which is able to engage in
socially useful activity, is capable to produce material goods or services by the
physical development, acquired education, vocational qualification level; labor
potential employee — a set of individual qualities defining the possibility and
boundaries of his (her) participation in the work activity.

Labor-management contract (collective agreement). Binding contract
between the organization's management and union governing wages, benefits,
rights and other working conditions; legal act regulating socio-labor relations
in the arganization or individual entrepreneur and concluded employees and
employers through their representatives.

Labor market. Geographical or occupational area in which factors of supply
and demand interact.
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3Hanue pe3yasTaToOBR. 3HaHWe pesyaktator (KOR) Kacaetcd MHGOPMaLMK, KO-
TODYH HEADBEK NOAYYAET OTHOCHTEABHO CBOEMD MCNOAHEHMA PaboThl ¢ TOYKM
IPEHMA W KOAWUECTEE, W KauecTEa. BamHocTe KOR AnA NOCAEAYHILLETD WCMOAHE-
HUA PaboTel HECOMHEHHA. MOAK, KOTOPBIE NOAYHEIOT CBOCEBREMEHHBIR K TOYHbIF
KOR, peryAMpyor CEOH TPYADBYH) SKTMBHOCTE NO AMHUAM, 0B03HAYEHHBIM NOAY-
yeHHORN 0BpaTtHOR ceR3e. KOR M3MEHABTCA NO MHOMMM KAKIYEBEIM MEMEDEH M-
AN ZHAK (NOADKMTEALHEIN NPOTME OTPHLATEALHOMD), NEPUOL (KDPROTKHA NPOTHE
AOATOCPOYHOND), NOCTABLLMA (CAM NPOTHE ARYTOro), TOMHOCTL, ACHOCTE M AP.

PaboTHHKH cdepbl NPOM3BOACTEA 3HaAHMA. XapaxkrepHas ocobeHHOCTL No-
CTHHAYCTPMaNLHOMD 0BILECTBa - pacTyllee YMCAD paboTHHKOB, KOTOPLIX MOXHO
ONPEAEAMTE, KK PADOTHHKOE YMCTEEHHOMD TPYAS. NaHHBIR TEPMMH, B oBLLEm,
EXAKUAET paBoTHMKoR: 1) CEAZAHHLIX C NPOM3BOACTEOM HEOCAZAEMON KOHEY-
HOH NPOAYKLWKA, KOTOR&A BEAOYEET JKCNERTHIY PaSAMYHBIX cTeneHer dopma-
AMZEUMK; 2) BOBABYEHHEIX B NPOMEKYTOUHEIE MPOWIE0ACTEEHHLIE NPOUECTE,
KOTOPBLIE BKAKIMAKIT IKCNEPTHEY.

L

Pabouan cuaa. KOAMUESCTED HAHATEIX YACTHLIX AWMU B TDaMAaHCKWUX ODraHW-
3aUWAX ¥ BOORYMEHHEIX cunax; obwee uucno vy B pabotocnocobHom Bo3-
pacte of 16 AeT K AD NPMHATOMC BO3DACTA BLIXOAA HA NEHCMID, padoTakiumy
HAK BeapaboTHBIX, MCKAKDYEA HEASECNOCOBHBLIX AMLL PUIMUSCKHE M AYXOBHBIE
cnocoBHOCTH YEAOBEKE, KOTOPKIE MCMOALIYIOTCA B NpoLUecce TPYAS NPW co3pa-
HIKM TOBEPOBR MAM OKa3aHUK yeAyT. CAsAYeT OTAWYATE OT NOHATHA: TRYAOBLIE pe-
CYPChl — YACTh HACEAEHWA CTPaHLI, KOTOPEA NO GUIUUECKOMY Pa3IBHUTHIO, NPKM-
obpeteHHOMY 0BPAZ0BAHMIO, NPOPECCHOHANBHO-KBAAMDMKALMOHHOMY YPOBHIO
crnocobHa 3aHMMaTheA oBLIeCTBEHHO NOAESHON ABATEABHOCTEIO, cNocobHa Npo-
M3BOAMTE MaTepHancHible Brara MAK OKa3blBaTL YCAYTH; TPYACBORA NOTEHUMAA pa-
5DTHHH& —_ GﬂBGK}"I‘IHOETh KAYEeCTE HendBerd, onpeserrdlolny BOZMOKHOCTE M
rDaHMLEl ero y4acTkA B TPYAOBON ASATEALHOCTH.

[oroeop ynpaeneHWA opraHM3auMeld Tpyaa (KOAMEKTHEHBIA poroeop). O08-
3aTeAkHEIA ACTOBOP MEXAY PYKOBOACTEOM OPraHH2auMK U Npodco3om, pery-
AMPYHIWWA 3apaboTHYD NASTY, ALMOTEl, NPAEa M APYTWE YCADEMA TRYAS: NPaso-
BOM KT, PErYAMPYHILMA COUMAALHO-TRVAOBKIE OTHOLLIEHHWA B OPraHMIaLMKE MAK
¥ MHAMBHMAYEABHOTD NPEANPHHHMETEAR W 3akadaemelid paboTHHKramK 1 pabo-
TOASTEAEM B AMLIE WX ﬂDG&CTﬂBHT&ﬁEI‘ﬂ.

PoiHoK Tpyaa. [eorpaduueckas maM npodgeccHoHansHas obnacTe, B KOTOPON
B3aWMOASRCTEYIOT GaKTOPEI CNPOCA W NPEANDKEHMA Ha PaBoUYID CHMAY.
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Labor process theory. Labor process is a term Marx used in Volume 1 of Capital
to refer to creative, purposive labor activity that transforms nature into products
human beings can use. All societies have labor processes. Thus, relations
between capital and labor tend to be antagonistic, but are not necessarily
characterized by manifest conflict at the point of production or throughout the
capitalist political economy.

Labor productivity. The correlation between a given output and the per-
centage of labor time used to produce the output. This term was originally
used in the early 1900s by labor economists. Continued productivity im-
provement/growth was seen as the solution to national economies and as
having a positive impact either directly or indirectly on everyone's quality of
life. Because of this, productivity growth has become an issue of great social
and political importance in all industrialized nations.

Labor relations. «Relations based on agreement between an employee and
an employer of employee’s performing personal work for payment functions
(work by post in accordance with the staffing profession, specializing in the
qualifications, specific type of task the employee works), subordinate employee
internal labor regulations while providing the employer conditions stipulated
by labor laws and other normative legal acts containing norms of labor law,
collective agreements, contracts, local regulations, the employment contracts.
(Art. 15 of the Labour Code of Russian Federation).

Leader. Member of the group, whom it is recognized the right to make
responsible decisions in important situations for the group. It is distinguished
formal leader - the appointed leader, the supervisor, and informal one - the
most authoritative person for all members of the group.

Leadership (management). Process group management undertaken by a
manager as a mediator between social power (government) and members of
the community on the basis of legal authority and rules, given to him. The
ability to motivate the group to deliberate action, which itself does not want
or can not perform, that is, person's ability to lead a group of them, or use the
pOwWer.
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Teopua Tpyaa/Tpyaosasa Teopusa. Tpyp/TpyADBORW Npousce (NPOM3BOACTEO) -
TEPMHH, BEEAEHHEIA K. Mapkconm B nepeom Tome «Kanutasas, 03HauwaseT npo-
uect npecHpazoBaHWA NPUPOAHEIX DECYDCOE B NPOAYKTEl YEADBEUECHON ASA-
TeALHOCTH. TRYACBOR npouece npucyll aodonmy obwectey, OTHOWEHWA MEXAY
KANMUTAAQM M TPYACK MMEHT TEHAEHLUMES ObITE SHTAMOHUCTHYECKMMM, HO He 0BA-
FATEALHO XADAKTEDHMIYIOTCH ABHBIM KOHBAHKTOM B NYHKTE NDOM3BOACTEA MAK NO
ECEW KanWTENMCTHYECKOW NOAMTHYECKON 3KOHOMMK.

MpoM3BOAMTEABHOCTE TPYAA. HODPEeARUMA MEXAY 33aAEHHLIM PE3YABTATOM M
NPoUEHTOM pabouero EpemMeHM, 38TPAYEHHOMD Ha ADCTHMEHHWE 3TOMD PE3YALTE-
Ta. ITOT TEPMHH CTaAM BNEPBLIE HCNOABIOBATE B Hadane 1900-x rr. 3KHOHOMWETBI
HA NpoM3BCACTEE. [TPOADAMMTEALHOE YAYULLEHWE, POCT NPOMIB0AWTEALHOCTH
PACCMATRMBANDCE KAK PELLEHHE ANA HEUMOHAABHBIX SKOHOMME W KaK OKA3bIBa-
HOLWES NOADKHTEARHOE BAMAHME, NPAMOE WA KOCBEHHOE, HE KAYECTBO MHIHW
KAMAOIO. M3-33 3T0M0 POCT NPOM3BOAMTEABHOCTH CTAA NPOBASMON COLMANLHOM W
NOAMTHUECKOR BAMHOCTH BO BCEX NPOMBILUAEHHO DA3EWTEIX CTPEHaX.

Tpyaoesie oTHOWEHWA. UTHOLIEHMWA, OCHOBAHHLIE Ha COMAGLLIEHWH MEXAY Pa-
BOTHUKOM M paboTosarenem 0 AMYHOM BbINOAHEHMKW PaBOTHUKOM 3a naarty Tpy-
ADBOR (yHKUMK (paboTel No AOAKHOCTH B COOTEETCTEMM CO LWTATHLIM PacnHca-
HWEM, NPOPECCHH, CNELMAABHOCTH C YKASAHWENM KBAAMPHMKELWM, KOHKPETHOID
EWAS NOpyYaemMoi paboThuky paboTsl), NOAYMHEHWH pRBOTHHKA NPaBMASM BHY-
TPEHHErD TPYAOBOIO pacnopsaka npu obecnedeHwn pabotoaatesem yeAOBMIA
TRYAZ, NREAYCMOTREHHBIX TRYAOELIM I3KOHOAITEARCTEOM W MHBIMKW HOPMaTHE-
HbIMIM NPABOBLIMKM @KTAMM, COAEPHALLMMH HOPMbI TPYADBOMO NpaBa, KOAEK-
TMEHBIMW AOTOBOPAMM, COMMELLEHWAMMK, AOKAABHBIMH HOPMATHUEHLIMH SKTaMH,
TPYAOBLIM ADIOBOPOM.

Anaep. YaeH rpynnbl, 38 KOTOPLIM OHA NPMIHAET NPAB0 NPUHMMAETE OTBET-
CTEEHHLIE PEWEHWA B IHAYMMEIX AAA HEE CHMTYBUMAX, BLIASARKTCA GOopMank-
HbIA AMAED — HE3HAYEHHBLIA PYKOBOAMTEAL, HEYAABHHEK, W HEDOPMaNBHLIA -
Hauwboree BETOPUTETHEN ANA BCEX UASHOB TPYNNEI AMUHOCTE.

PykoeoacTEo. [lpouecs YNPaBASHWA TPYNNOH, OCYLLECTEAREMEIM PYKOBO-
AMTEAEM KAK NOCPEAHMKOM MEXAY COLUMAABHON BAACTBIY (rOCYAAPCTEOM) M
YaeHaMKH OBWHOCTH Ha OCHOBE NPaBOBLIX NOAHOMOUYMA M HOPM, ASHHBIX EMY,
CnocoBHoCTe NOBYKAATE TRYNNY K USASHANPABASHHBIM ASACTEUAM, KOTODbIE
OHA CAMOCTOATEABHD HE XOYET MAM HE MOXET BhINOAHMTE, T.€, cnocoBHoCTE ue-
AOBEKA BECTH FPYNNY 3a coBoM, AW MCNOAL30BETL BAACTL.
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Leadership, charismatic. M.Weber (1947) was the first to apply the term
charisma to leadership. According to Weber, charisma (from the Greek - to
attract attention) is a «divinely inspired gift attributed to leaders by followers.
Charismatic leaders as described by Weber are individuals who by force of
their unigue and powerful personalities, and their vision and convictions, are
able to draw the attribution of charisma to command admiration, trust, loyalty,
devotion, and commitment on the part of followers, and induce major social
change.

Leadership, contingencies. Some of the emergence and effectiveness of
leaders is due to their personality but some is contingent on the situation. In
F. Fiedler's contingency model, as assessed by their least preferred coworker
(LPC), task-oriented leaders and relations-oriented leaders are most effective
contingent on when they are either high or low in the power of their position,
the task is high or low in structure and leader-member relations are very good
or moderately poor. Situational leadership is considered as a style of managing
people, would be to use a certain style of management depending on the
situation and level of staff in relation to the problem.

Leadership development. Formal and informal training and professional
development programs designed for all management and executive-level
employees to assist them in developing the leadership skills and styles required
to deal with a variety of situations.

Leadership, situational. It is studied the interaction of different situational
variables in order to find a causal link in the relationship of leadership to predict
the possible behavior of the leader and the consequences of this behavior.

Leadership style. The collection of original technigues and methods to control
inherent in a particular type of leader. The style have been described and
measured according to a variety of theories and models. Factor analytic have
yielded two-factor patterns of leader behavior: consideration and initiating
structure. Authoritarian managers believe people must be personally driven
and controlled; equalitarian managers believe in the importance of democratic
principles of governance.
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Xapuzmatwueckoe amaepcreo. M. Bebep (1947) Buin NnepesiM, KTO CTaA yNo-
TpebAATE TEPMUH XapH3ma No OTHOWEHWK K amaepctey. Mo mueHuo Bebepa,
XapWama (0T rpeu. NpHesekaTe K cefie BHUMaHKE) - 3T0 AP, NPUNUCEIBAEMBINH
aaepy nocaeposarensvu. Bebep cumran, Yto XapuamMaTMYECKUE AMAERLI - 310
AKIAM, cNocOoBHLIE NOBECTH 3a coBOM B CHAY CEOEH YHMH3ABHOCTH W BAMAHKA,
BMAEHWA W CYMAEHWA, BBIZbIBATE BOCKMLLEHHE, AOBEDME, AOAALHOCTE W NPEARH-
HOCTE YACTH NOCASAQBATENSH, U CNOCODHLIE NPOUIBECTH 3HAUMTEARHEIE U3ME-
HEHUA B oblecTse CBOSR CUADR BOAM.

CayyailHOE AMAEPCTED. HEKOTOPLIE AMOAM CTEHOBATCH AMaepamu Baaroaaps
CEBOMM AMYHBIM Ka4YECTBaM, HEKOTOPBIE DAaroaaps cayyalo. B curyaunoHHoRn
mopend @, duasepa, No OUEHKE HAWMEHEE NDWBWASTWDOBAHHOMD COTPYAHMKE,
AMAEPBI, OPHEHTHPOBAHHLIE HA 38AGHWE M AMAEDLI, ODHEHTHPOBAHHLIE Ha OT-
HoweHMA, Hauwbonee IGHEKTURHE! B 33BMCUMMOCTHM OT TOMD, HACKOALKD WX NO-
3MUMA BO BAACTH BHICOKAA MAM HW3KAHA, 38A8HHE BbICOKD HAM HH3KO CTRPYKTYDH-
POBAHHOE, M OTHOLUEHWA B CHMCTEME AMAED-YAEH TDYNNBl OUEHB XOPOLIA MAM
YMERPEHHD NADKH. CUTYAUMOHHOE AMABDCTBO PACCMATRHMBAKDT TAK ME, KaK CTHAL
YNPABASHHA AHABMM, NPEANOASMEHILLMEA MCNOABI0BAHWE ONPEASAEHHOMD CTHAR
YNPABAEHWA B 38BHCHMMOCTH OT CHTYAUMK M YPOBHA PA3BWTHR COTPYAHMKOB NO
OTHOLIEHHWID K 3apa4e.

PazeutHe aupgepctea. PopmansbHOe MAM HedopmansHoe obydeHWe no npo-
rpamman npodeccMoHaALHOro pasBuTHA, pa3paboTaHHbIM AAR BCEX PYKOBO-
,QHTEHEFI M Ha4YaAbHHEORB HOAF]E[EAEJ\EHM;I, '-IT{}EI:I NOMOYE WM B DE3BHUTHH AMASD-
CHUX HEBBIKDB M CTHAEH, MCNOABIYEMBIX B PA3AWMYHBIX CHTYALMAX,

AnaepcTBO CUTYyauMOHHOE. MocheayeT BIAaWMMOAEHCTEME Pa3AMYHBIX CHTYA-
UMOHHBIX NEPEMEHHBIX AAR TOTO, UTo6EI OBHAPYRMTE NPHUWHHO-CAEACTBEHHYID
CBA3b B OTHOWEHWAX AMASPCTES, NOIBOARIOLLYH NPEeACKAaIaTE BOIMOKHOE No-
BEASHHE AMAEPE W NOCABACTEHA 3TOMD NOBEAEHHA,

CTHAL pYKOBOACTEA/AMAepCTEA. COBOKYNHOCTE CEOE0OPAasHbLIX NMPMEMOE M
cnocofoB YyNPasAEHHA, NPHCYILME ONPEAEAEHHOMY THNY pyKoBoaMTesd. CTHAM
PYKOBOACTES ONWCLIBAKTCA W MIMEDAKITCA C NOMOLLEH DEIAMUHEIX TEOPHH M
mMopeneH, DanTopHBIA aHaNM3E BbIAEAMA NATTEPHBI NOBEAEHHH PYKOBOAWTEAR!
0BCYHASKOWLMA W MHULMUDYIOWAMA, 8 T3KME Ha OCHOBE aTTMTHIADE. AEMOKDa-
THHECKHMA M AMKTATOPCKHA. MeHeAXepbl-AeMOKPATE NPWASDHMKHBAKDTCH NDKH-
UMNOE ASMOKPaTHK B yNpaBaeHWW, MeHeiMephl-AMKTaTORE NOAAMaT, YTo 33
COTPYAHHMKE MK HEOBXOAMM NOCTORHHBIA HAAZOD W KOHTPOAL.
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Leadership, transformational. A systematic form of leadership focusing on
change and innovation. It is a form of leadership occurring when leaders
broaden and elevate the interests of their employees, when they generate
awareness and acceplance of the purposes and the mission of the group and
when they stir their employees fo look beyond their own self-interest for the
good of the group.

Learning organization. The concept of organization as a dynamic system
having capacities of self-changing, and the ability to develop to more optimally
satisfy of desires of staff. Model of learning organization (SES - Selection,
Estimation, Schooling). Theories and descriptions of the learning organization
treat organizations as bounded systemic entities interacting with environments,
having survival and growth as their main concerns. Self-learninginstitutions are
also considering how to organize a rapid response to market demand, i.e. self-
learning organization has the developed capacity for continuous adaptation
and modification of forms and methods of work. In these organizations, as a
minimum: the head can delegate authority; there are self-managed teams;
temparary workers are involved; outsourcing is used.

Learning style. Eroadly speaking, they are overall patterns that provide di-
rection to learning, teaching, executing of actions. Learning style can also be
described as a set of factors, behaviors, and attitudes that facilitate learning
for an individual in a particular situation.

Legal support of personnel management. Using the means and forms of legal
action on the objects and personnel management in order to achieve effective
activities of organization, as well as the legal regulation of labor relations
between employers and employees, protection of rights and legitimate interests
of workers arising from the employment relationship.

Legitimacy. This concept operates at multiple levels of analysis; it pertains
to individuals, behaviors, organizations, institutions, ete. (in general, social
entity). The essence of legitimacy is that an entity is accepted or judged ap-
propriate by the social system in which the entity is embedded. The process by
which legitimacy is gained (or lost) is called (dejlegitimation. A legitimate entity
is one that is congruent with the general standards of a social system.
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TpaHchopmMauMOHHOE PYKOBOACTEO. CHCTEMATHUECKAA GOPMAE DYKOBOACTES,
COHOKYCHPOBAHHAA HA M3MEHEHWREX W MHHOBaUMAX. 310 GOpMa pyKoBOACTEA
HMEET MECTD, KOTAS PYKOBOAWTEAW PACLUMPAKT M PAZEMBAHT WHTEPECK CEOMY
paboTHUKOB, KOTAA OHW FEHEDWPYIOT OCBEAOMAEHHOCTE W OAODPEHKE LUEABRA ¢
MUCCHIK TRYNNKEL, W KOMAE OHW NoBYyRARKT CEBOMX PaBOoTHWMKOB BHWAETE Aanblue
CcOBCTEEHHBIX MHTEPECOB BO MMA BAara BCel rpynnel.

O6yvarowan (camoobyualowanca) opraHU3auMA. KOoHUENUKMA OpraHmKaaLmm
KaK AMHAMMUECKOR CUCTEMBI, CNOCOBHOR K CAMOM3IMEHEHMKD M PAIBWTMID B
ueasx Boaee NOAHOMD yAOBABTBOPEeHMHA notpefHoctel cotpyaHukos. Mopeas
camoobyyarnileica opraduzaumm (SES - Othop, oueHka, obyuenune). Teopuu 1
ONUCAHKMA OOYYAKIWER OPraHM3aUnM PACCMATPHBAIOT ODraHu3auMn Kawk orpa-
HUUYEHHKIE CHMCTEMHBIE CYLUHOCTH, B33WMMOASRCTEYHOLIME © OKPYMaKOWeER cpe-
AOH, FAEBHBIMK NPoBAEMaMK KOTOPDLIX ABARIOTCA BelKHMBaHWE 1 pocT. Camooby-
HaeMOCTE OPraHM3aUMA TaKKe PaccMaTpPHBaT Kak BelcTpoe pearWpoBaHue
OpPraHM3aUmriK Ha NoTPeBHOCTH PbiHKE, T.€. CamooBy4alWanca OpraH1M3aumn
obnasaeT pazEMTONR CNOCOBHOCTEHD K NOCTOAHHOW 3AaNTAUMK M MOAMDHKaLMK
Gopr W METOADE PaboThl M B HEA, KaK MUHMMYM: DYKOBOAMTEAL YMEET ABAe-
TMPOBaTh NOAHOMOUMA; KOMaHALI CAMOYNDEBAAKITCA; NPWBASKADTCA BPEeMEH-
Hble paboTHUKK, OCYLLECTBARETCA ayTCOPCHHT,

Ctuab 00yueHHA. B WHPOKOM NOHUMEHWK NOADA3YMEBAETCR ONPesSAEHH IR
Habop natrepHoe, obecneuneamwmy obydeHHe, NPeEnoA3BaHME, BLINOAHEHHE
AEATEALHOCTH. CTHAL OBYHEHMA MOMHD TAKME ONUCATE KaK COBOKYNHOCTL (ak-
TOROE, NOBEAEHWA, STTHTHOADE, KOTOpLIE 0BASrUAKT ODyUEHME B HOHKPETHOR
GHTYELMH,

MpaeoBoe obecneyeHne ynpaBAeHHMA NEPCOHANOM. MCNOALIOBAHWE CPEACTE
W DOPM HKPWAMUECKOrD BOZAEHCTEWA HA Opradel M obLeKTsl YNDaEBASHHMA Nep-
COHBADM © UEABH) ADCTHHREHWA JPOEeKTHBHON ASATEALHOCTH OpraHuaauMM, a
TAKKE MPaBOBOMD PEYAMPOBAHWA TPYADBELIX OTHOLWEHWHA, CKABALIBAHWMXCH
MERAY padoToaaTEARMK M HAEMHBIMKH PABOTHUKAMMK, 38LLMTLI NPaB ¥ 3aKOHHBIX
HHTEpecoR pPaboTHUKOR, BRITEKAHIWLMY M3 TRYADBEIX OTHOLUEHKWHA,

3aKoHHOCTE (ASTHTHMHOCTE). 370 NOHATHME OTHOCHTCA KO MHOTHM Cchepam: no-
BEACHHID YEAOBEKA, OPraHM3aUMAM, COUMAABHBIM WHETHTYTAM M OBLIHOCTAM,
CyLLIHOCTE 3aKOHHOCTH B TOM, 4TQ CYBBEKT NPMHAT MAM OLUEHEH COOTEETCTEYHD-
WER CoUuManbHOR CHCTEMOR, B KOTOPYKD OH BHAKMEH. MNpousce yeTaHOBAEHKA
FFKOHHOCTH HAZLIBAETCA ASTUTHMMISUMER, NPOLECT NOTEPH IAKOHHOCTH - AS-
AETHTUMMHAAUMER, ASTHTUMHBIM SBARETCH CYOLEKT, KOTOPBLIA CooTBETCTBYET 0B-
MM CTEHAGPTAM COLMaNbHONW CHUCTEMEL.
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Level of group cohesion. The degree of commitment to a group of its members;
the parameter showing the degree of integration of a group, its cohesion in
a unit. There are various methods to identify the level of group cohesion, in
particular, the method of C. Seashore,

Life cycle of organization. The set of stages through which the organization
during its operation: hirth, childhood, adolescence, adulthood, aging, revival.

Life cycle of staff. The main stages of the existence of personnel in the
organization: recruitment, anchoring, development, resignation.

Life cycle of recruiting. Comprehensive recurring process commencing with
recruitment need assessment, source evaluation and selection, selection
assessment criteria, referencing criteria, and concluding with offer/
acceptance.

Life stage. It is a period of years during an individual's life-<course distin-
guished from the periods before and after it by differences, usually identified
by a researcher, in the individual's functioning and/or development. Life stage
theories describe individual change over the life course. In contrast to other
developmental theories that conceive change as a continuous process, life
stage theories propose that change occurs in relatively discrete time periods,
dividing lives into segments, each with identifiable characteristics.

LIFO. The method of determining who should be laid off. In the event of a
redundancy situation occurring, the system of «lastin first outs is regarded as the
most equitable method of choosing those who should be made redundant.

Line/staff. In civilian organizations the line has direct command over the final
product or service. Staff support the line through functions such as production
control, marketing or information systems, and specialized advice. Because
relatively highly educated young staff can give advice and instructions to
experienced line people, conflicts can frequently arise.
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YpoBeHb rpynnoeoid cNAOUEHHOCTH. CTeneHe NPUBERXEHHOCTH K rpynne eé
HAEHOB; NAapamMeTp, NOKA3LIBa0LWKWA CTENEHE MHTETPALMM TPYNNB, 88 cnaode-
HWA B epMHoe uenoe. CylecTBYOT Pa3auHbe METOARI ONPeASASHWA YDOBHA
rEYNNOBOR CNADHEHHOCTH, B YACTHOCTH, MeToauka K. Cuwopa.

Hu3HeHHBIA LMKA opranm3aummn. COBOKYNHOCTE CTaAMM, Uepes KOTOpLIE Npo-
XOAMT OPraHM3aLUMA 38 NEPUOA CBOETO GYHKUMOHWPOBAHKWA: POXKABHWE, ABTCTBEO,
HOHOCTE, 3PEA0CTE, CTaPeHHE, BO3RDKASHUE,

YKMIHEHHBIA UMKA nepcoHana. OCHOBHBIE 3TaNbl CYLWECTEOBAHWA NepCoHana
E OPraHy3auum: pekpyTHPOBaHHE, JAKPENASHWE, PAIBUTHE, YXOA.

Unka Habopa nepcoHana. BCeCcTOPOHHMA UMKAMYECKWA NPOUECC, HauWHa-
LWMACA C ONPEASAEHMA NOTPEOHOCTEN B KAHAMAATE G NOCASAYIOLLMM NOMCKOM,
OUEHKOR M NpHEMONM Ha paboTy.

Mepuoa MHUIHK, IT0 BPEMEHHOH OTRE30K B MM3HKM HHAMBHAZ, ANA KOTOPOIO Xa-
PaKTEPHBl M3MEHEHWA B QYHKUMOHWPOBEHHH YEADBEKE W/ WAKM PE3BMTHK, YTD
OBBIYHD MAEHTHRHMUMPYIOT HCeAeA0BETEAM,. COMMAcHD TEOPHMKM CTEAMA XUIHK M3-
MEHEHMA B UBADBEKE NPOMCXOAAT BECH) MM3HE, B TEUSHWE ONPEABAEHHEIX, OTHO-
CUTEABHO H30AMPOBAHHBIX CTAAWHA, ABARLLME XM3Hb HE CEMMEHTH, OBABAAKILLMX
OTAMUMTEABHEIMKM OCOBEHHOCTAMM, 8 HE HEMPEPLIEHO, KK CUWTAKIT NPEACTAEM-
TEAW OCTAALHBIX TEOPHA PA3IBUTHA,

LIFO (aaido). Metos, oNpeserniowyi, KTo psoakeH ObiTe YBOAEH cHauana. B
CAYHAE NOABAEHWA CHUTYALMK M3BLITOYHOCTH KBAPOE CHETEMA fMOCAEAHMM NPK-
WEA - NEPELIM YIIEA PACUEHMEABTCA KAK CEMEIA PABHONPABHLIA METOA Bhi-
Bopa Tex, KTo AOAKEH BbiTh COKPaLLEH.

AuHenHble paboTHUKH,/ LUTATHEIE COTPYAHMKK. BHe PoccuM B rpamAsHCKMX
OPraHU3aUmMax AMHeRHEIe paBoTHUKK HANPAMYHD KOMAHAYIOT KOHEUHKLIM Npo-
AYKTOM MAM oBcryxuBannen. LUTatHele paboTHUKK NOAAEPKMBAIOT NPOM3BOA-
CTEEHHYH) AMHMID NOCPEACTBOM TAKMX GYHKLUMIA, KAK KOHTPOAL 38 NPOAYKLMEH,
MEPKETHHT MAK HHBOPMEUMOHHBIE CHETEMBI, K CNEUWAAM3HPOBAHHBIE KOHCYAL-
TaUMK. KOHPAMKTEI MEXAY LUTATHLIM W AMHERHEIM PaBOTHUKOM MOMYT BO3HWMKATE
M3-3a TOrD, YTO NOCABAHWH, AaXe ByAyUM AOCTATOMHO 0BpPA30BAHHLIM CNEeLManu-
CTOM, ENPIEE AQBATh PEKOMEHAIUWK NERBEOMY, EIGHEE ONBITHOMY KOANETE.
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Linking pin. This term was introduced by R. Likert. As organizations become
more harizontally and vertically differentiated, mechanisms must be developed
to link these disparate parts together. Linking pins consist of the managers
that participate in two levels of organizational involvement and thereby link
these levels together.

Litigation. Legal proceeding accurring in a federal or state court.

Living wage. Wage rate that is sufficient for a worker and his or her family to
exist comfortably.

Lockout/tagout rule. OSHA standard helping safeguard employees from
hazardous energy while they are performing service or maintenance on ma-
chines and equipment.

Locus of control. This is a personality construct denoting people's generalized
expectancies for control of reinforcements or rewards. People who believe
that they can control reinforcements in their lives are termed internals. People
who believe that fate, luck, or other people control reinforcements are termed
externals. The locus of control concept is most frequently attributed to J. Rotter
(1966).

Loose coupling. Relationships that are not tightly specified or frequently
monitored, but  nevertheless persist, simultaneously characterized by re-
sponsiveness and autonomy, are «loosely coupled=. It is a metaphoric de-
scription of association (and can be applied to links between or among indi-
viduals, units, hierarchical levels, organization and environment, intention
and action, and cause and effect among others). Where linkages are carefully
structured, well specified in advance, predictable, they can be characterized
as «tightly coupleds. Where relationships are less structured, the linked
activities operate in partial independence from one another, and they may be
characterized as «loosely coupleds.

M

Machiavellianism. This construct denotes the disposition to view and treat
others as objects to be manipulated for one's own ends. It derives its name
from Niccolo Machiavelli (Italian philosopher, writer, political activist of XV-XVI
century) who set farth principles for holding power.
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Cenazyowee 3B8HO. AaHHLIA TEpMUH BEEA P. NaikepT. KaK TOABKO OpraHmKaa-
UMA Pa3pactaeicd B ropu3oHTANLHOM MAKM BEPTHHAALHOM HANPABAEHWAX, AR
CBA3M Memay e aTaeramMu TpebyloTeA ceA3VIoLLMe 3BeHBA. DBLIUHO 3TUMK 3Be-
HLAMW ABAAKOTCA MEHEAMEPDL, PadoTaloIWmMe Cpasy Ha ABYX YPOBHAX W CBA3LI-
BILLME WX,

Tamba. CynebHoe pazbupaTesscTBo, NPOUCKOAALLEE B PEASDaABHOM MAW OCY-
ABPCTBEHHOM CYAE.

MpoKMTOMHBIH MUHHMYM. TapudHan cTaBKa, KOTOPas AODCTATOMHA ANA KOM-
POPTHOMD NPOMMEaHWA PA0OTHHMKE W Br0 CEMEM,

TexHuka GezonacHocTH. CTAHAAPT (CEOA NPABKUA M NOADMKEHWR), 3HAHWE KOTO-
poro yoeperaer coTpyAHMKOB OT TDABM BO BPEMA MCNOAL3IOBAHKWA MAK oBCAY K-
BAHWA MELWWH K 0B0DYADBEHHA,

AOKYC HOHTPOAA. IT0 NOHATHE W3 NCHUXOAQTMM AMUHOCTH, obozHauamwees of-
LLIME DKMAAHMA AOASA OTHOCHTEALHO KOHTPOAH 3HAYMMbIX CODBITHR MAM BO3HE-
roamAEHWA. NOAEH, KOTOPBEIE BEQAT, UTO OHK KOHTPOAMPYHIT 3HaYMMEIE COBBITHA
CBOEH HMMIHKW, HAZLIBAKT WHTEPHEASMM, HE APYIOM NOAOCE - JKCTERHAMD, KO-
TOpLIE BERAT B CyaLDY, yaauy, BE3EHHWE, BAMAHHME BHELWIHHWY dakTopoB. MoHATHE
ADKYC KOHTROAA OBinD BEEseHD Ax. Pottepom B 1966 .

Cnaban ceA3sb. Chabole, 8ABA 3AMETHLIE OTHOLWEHWA, YETHKD HE ONpPEABASHbI
MAM UACTO MPOEERAKITCA, W, TEM HE MEHEE, YCTOWYMEBLIE, C XAPAKTEDHEIM OT-
KAHKOM WM aBToHOMMER. AaHHBLIR TepMUH OBBIMHO OTHOGHTCA K OBbEAHHEHK-
AM AHOAEH (MOMET NpUMEHATLHCA ANA 0B03HAYEHWA CEA3ZM MENAY OTAEABHBLIMM
AKIABMM, NOADASASAEHHUAMM, YPOBHAMK OPraHM3aLUMK HAH OPraHH3aLMAMHK, Ha-
MEPEHUAMK WAM ASACTBMAMM), 3T0 METAGOPUYECKDE ONUCaHWE CBAZEH. Koraa
CBRIA CTPYKTYPHPOBAHLI, NPEACKAZYEMBI M NOCTOAHHLI, OHK HA3LIBAKTCA Kpen-
KM, ECAM KE OHW MEHEE CTRYKTYPHPOBAHE!, W 0DE YBCTH CTPYKTYREI YACTHUHD
HE3ABMCHMMBI ADYT OT APYIa, TO TAKME CBA3H HA3LIBAKITCA CralbiMK.

M

MakuaBearnam. 373 KOHUENUMA 0B03HAYAET PACCMOTPEHHE APYIMX Kak 06b-
EKTOB, KOTORBIMK MOMHD Ma3HHMNyAMPOBaTE Anf CoBCTEEHHOR BeIroasl. NMoayuM-
Ad cBoé HaidBaHue o7 HuEroAD Makvasenid [MTAABAHCHKMA MBICAMTEAL, NHCE-
TEAL, MOAMTHUECKHA aeATens XV-XVI BE.), KOTOPRIA chopmMyaMpoBan NPUHUKMNLI
VAEDHAHUA BAACTH,
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Management. The system of targeting a managed object to transform its
original condition at the desired quality.

Management by objectives (MBO). Management by Objectives / Management
method for assessing effectivenessis a systematic and organized approach that
allows managers to focus on goals and achieve the best resulis in business,
the method of management, providing vision performance (goals) and planning
how to achieve them, the process of harmonizing the objectives within the
organization so way that management and employees share the goals and
understand what they mean for your organization. The term smanagement by
objectives» was first introduced by P. Drucker in 1954,

Management consultant. Individual who works independently to assist and
advise chiefs and clients with managerial responsibilities regarding various
organizational issues.

Managed care. Health care system in which the provider manages the care of
the individual for a fixed fee. The opposite of this preventive intervention (or,
population-based) approach is fee-for-service.

Management education. In its modern sense, management education
developed first in the United States in the early years of the twentieth
century. Many of the early institutions of higher learning in management were
funded directly by donations from prominent alumni and other successful
businessmen.

Management of diversity. The phrase managing diversity has become widely
accepted as a broad umbrella term that refers to management practices aimed
at improving the effectiveness with which organizations utilize their diverse
human resources. In the era when mass production methods dominated
business activity, many organizations managed diversity simply by avoiding it.
Product specialization helped keep costs low, a function-based organizational
form was almost universal, and the employees in most organizations all looked
pretty much alike.
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YnpaeaeHue. CUCTEME UEASHaENPABAEHHEIX BO3AEBMCTEMEA HAa ynpaBAAemMbli
O0BLEKT ¢ LEALIO NpeobpasoBaHMA €ro WCXOAHOMO COCTOAHMA B XEAZEMOE Ka-
UeCTEO.

YnpagaeHHe no ueaam/¥YnpasreHWe METOAOM OUEHKH 3I(eKTHEHOCTH.
Npeactagazer coBO CHMCTEMETHMYECKMA W OPraHMI0BaHHBIA NOAXDA, NO3IBO-
AAHILUME PYKDBOAWTEAAM CHKOHUEHTPMPOBATECA Ha LEeAdX M AQCTMraTk Hau-
AYMLIMX  PE3YALTATOE B GMIHECe; MEeToh YNPaBABHUYECKOW ABRTEALHOCTM,
NPeAyCMATOUBEAKLMA NPEABMASHWE DE3YALTATOR ASATEABHOCTM (UEAEH) M
NABHMPOBAHKE TMNYTEW MX ADCTHMEHMA, NPOUSCC COMAaCcOBaHWMA UEAEH BHYy-
TPM OPradHM3auKy Takun o0pazom, 4TO PYKOBOACTED KOMMAHMM M COTPYAHM-
KM PAZAEARIOT UEAM W NOHMMAKDT, 4T0 OHW D3HAYAKT ANA OpradMaaumu. Tep-
MHH syNpABASHWE NO UeAAMs Brepekie Bkin BBeAeH M. Apywepom B 1954

KOHCYALTAHT NoO ynNpaBAeHHH. Heiaasucimo paboTatwMi cneunanmcT, no-
MOTEHWMH W KOHCYARTHRYHILWMA PYKOBOAMTEASH WAM KAMEHTOB, HAAENEHHBIX
0BAZBHHOCTAMM NO YNPEEASHWID ANA PELUEHWA PaZAMYHEIX ORPraHM3aUMOHHBIX
npobaem.

CrpaxoBan meagMuMHa. CyocTema 30paBOOXPaHEHWA, B KOTOROW MEAHLUMHCKOE
yupexaeHue obecneuyreaceT MeasMUMHCKOe 0BCAYKMEaHME YEADBEKA 38 GMKCH-
POBAEHHBIA AEHEKHBIH BIHOC. MPOTHEONOADKHOCTL 3TOH NPOhHUASKTHYECKONA Cl-
cTeme (OCHOBaHHOR Ha oBCAYXMBaHWW BCEMD HACEASHMA) - NAATHaA CHCTEMA
(OCYLLECTBAREMER YEpes HHAWBHAYaABHYIO MAGTY 38 YOAYTH).

Ynpasaenueckoe obpasosanme. YnpasieHueckoe obpasosadue, B €ro co-
EPEMEHHOM MOHMMEHWMKM, Pa3BEMBaN0CE NepeoHauansHo B CLUA B nepeue
roakl XX B, MHOMME M3 paHHME YUDEXAEHWA BRICWErD 00pasosaHma No ynpas-
AEHWHY HUHAHCHMDOBAAMCE HENOCPEACTEEHHO UEpEes NOMERTEOBEHWMA OT BHAHBIX
BLINYCKHUKOB M APYIMX YCNewWwHbX BHaHecMeHos.

YnpaBneHwe pa3sHoobpasvem. CrOBOCOMETAHME syNpaBieHMe pasHoobpa-
ey CTano oBENPUHATEIM Kak oBoBluaroweese NOHATUE, KOTOPOE OTHOCMTCH
K YNPABAEHYECKMM METOASM, HAUEAEHHBIM HA yayYlEHKE SdderTMBHOCTH, ¢
KOTOPOM OPraHW3anMi MCNoAB3YHOT pazHooBDa3HBIE YEADBEUECKHE pecypekl. B
IN0OXY, KOMRE METOABI MECCOBOMD NPOMIBOACTES ACMHHUPOBAAW HAA KOMMED-
HECKOW ABATEALHOCTEHD, MHOTHE OPraHW3auMKW «yNpaeasars pasHoobpaznem,
npocto uaberas ero. CneuManM3auma Ha NPOAYKTE NOMOME YAERXATE HU3KKMIA
YPOBEHL 2aTRAT, PYHKUMOHSABHAA OpraHM3auMoHHan popma Beinag NouTH yHK-
BEPCAABHOM, W PABOTHMKK B BOABLLMHCTEE OPraHW3aUMH BbIFAAABAK B 3HaYK-
TEABHOW CTEMNEHW NOXORHMH.

149



Management of high potential. The term «high potential: (HIPO) refers to people
who are believed to have the potential to reach senior levels in an organization.
Generally, this belief is based upon their current and potential competencies,
motivation, and aspirations. The identification, development, and management
of a high potential cadre differs somewhat across compa-nies and nations.
Systematic attermpts to optimize the development of talented young people
have in some companies resulted in fast track career management process,

Management of personnel traffic. The set of management actions aimed at
forming employee's satisfaction of the organization as a whole and the specific
workplace; at the target organization and management of in-process control
movement of personnel.

Management practices (personnel management methods). Ways of
influencing the collective and individual employees to implement the
coordination of their activities in the manufacturing process. Distinguished:
economic, administrative, legal and socio-psychological management
techniques that are different ways and impact of exposure on a staff.

Managerial behavior. Conventionally, behavior in which managers have been
regarded as people taking responsibility for the work of at least one other
individual and designated as «managerss by their employing organization.

Managerial grid. The grid is formed by examining managerial behavior by
American researches R. Blake and J. Mouton on two orthogonal dimensions:
concern for people (the vertical axis of the grid) and concern for productivity
(the horizontal axis). Managers indicate their endorsement or rejection of a set
of assumptions and beliefs generating scores from 1 to 9 on each dimension,
Managers are then typed in terms of their scores on the two axes:

1.1 - «The fear of poverty». Manifested efforts by the head aimed at ensuring
a minimum guality of work, avoiding layoffs.

9.1 - «The authority - obediences. Corresponds to the style in which the pro-
duction result is everything, but an individual is a performer at the best. Morale
in the team is a little worried about such a head,

1.9 - «Holiday Houses. The head puts human relations of the foundation of
his work, creates a «familys atmosphere in the team, but cares little about the
performance of production tasks,

5.5 - «Organization». The head finds the balance of production efficiency and
employee morale.
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YnpagneHHWe BLICOKMM NMOTEHUMAAOM. TEDMMH «BhICOKMA MNOTEHUMEN: OTHO-
CHUTCH K AKOAAM, ¥ KOTOPBIX, KaK NOASrAKT, ecTb NOTEHUMEA, YTODL ADCTHUIHYTh
BLICIUMX YPOBHER B opraHM3aumMu. B obulem, 310 yHexAeHUE OCHOBAHO Ha WX
TERYLLMK M NOTEHUMEABHLIX KOMINETEHLUMAX, MOTHBELUMKA 1 CTRpEMAEHIAX. MASHTH-
PUKALMA, PAZBHMTHE W VNIPEBAEHHE BhiCOKONOTEHUMAARHKIMK KaAPaMKH HECKOAL-
KO PESAMHAKITCH NO KOMOEHWAM K Hapoaan. CHETEMATHYECKUE NONBITKM ONTH-
MWIWPOEETE PAIEMTHE TAAGHTAMELIX MOADALIX AHOAEH BONAOTMAMCE B HEKOTOPEIX
KOMNAHWAX B KADBEPHBIM YNPABASHYECKHA NPOLECE KPATHARLLEND NYTH.

YnpaeaeHne ABHMEHHEM nepcoHana. COBOKYIHOCTE YNPaBABHYECKHYK BO3AEH-
CTEMA, HANPABAEHHGIX Ha GODMHPOBEHKME YADBAETEOPEHHOCTH paboTHMKOM opra-
HHMIALMER B UEADM W KOHKDETHBIM PADouYMm MECTOM, HE LEAEBYID DDIEHMIALMIO W
paUHOHAABHDE PEMYAMPOBEHKME BHYTPMNPOMIBOACTEEHHOID ABMXEHHA NEPCOHANA.

MeToakl ynpaBaeHHA nepcoHanom. Cnocobbl BO3AEHCTEHMA HE KOAEKTHE W OT-
AEABHLIX PABOTHUKOB C LUEAbKD OCYLLECTBAEHWA KOODAMHALMW UX AEATEALHOCTH
B Npouecce NPOM3BOACTBA. PazAM4aldT 3KOHOMWYECKHE, aAMMHWCTPaTHMBHO-
NPaBoBbIe W COLMANLHO-NCHXOAOMMYECKHE METOAB! YNIDABAEHUSA, KOTOPbLIE OTAW-
YAKTCA cNocoBamMi W Pe3yALTATHEHOCTLID BOZAEHCTEWA Ha NepCoHan.

YnpaeaeHUecKoe NoBeAeHMWe. TPaAHMUNWOHHD NOBEAEHHE, MPK KOTOPOM MEHES-
WEPLl PACCMATDHMBAKITCA KK AIOAM, KOTOPBIE BepyT Ha cebs OTBeTCTEEHHOCTh
3a paboTy No KpaiHel Mepe OAHOMD YEADBEKE M HAZHAUYEHK! WX OpraHMIaumrei-
pabotosatenem.

YnpaeaeHueckana peweértka. Pewétka chopMUpOBaHa NPH  MOCASADBAHMM
Y¥NPABARHYBCKOND NOBEASHHA SMEPHKAHCKHMMKM MCCABADRBATEAAMMK P. BABHKOM W
Lok, MyToH. TIpHMEHSIOTCA ABA OPTOrOHAABHBIX M3AMEDEHKHA: 3aBoTa 0 ANoARX (Bep-
THKaABHAR OCk) M 386078 O NPOW3BOAMTEALHOCTM (FODM30HTAALHAA OCk). MeHea-
HEPB! YHAZEIBAKT Ha CBOE 0A0DDEHME WAM OTKAOHEHWE PAAA AONYLLEHMA W yhex-
AEHWA, 3HaYEHMA MeHATeA of 1 40 9 Ha Kamaom WamepeHuu, Toraa pesyasTatsl
MOMHO NPEACTABMTE Ha 3THX ABYX OCAX. BOIMOMHEI CAEAYKOLLME BARHAHTLL

1.1 - «Ctpax nepej GepHocTeros. CO CTOPOHE! PYKOBOAWTEAR NPOABAFKITCA YCW-
AHA, HaNpaBAEHHBIE Ha obacneyeHre MUHWMAaARHOTD KaYecTBa paEIDTbI. no3Bo-
AROLWLEro W3BemaTth YBOALHEHMKA.

9.1 - «AETOpPMTET - NOAYMHEHMWes, COCTEETCTEBYET TAKOMY CTHAKD, NDW KOTODOM
NPOMIEOACTEEHHBIN PEIYALTAT - BCE, 8 YBADEEK — B AYYLUEM CAYUAE - UCTIOAHM-
Tenb. MopanbHbid HECTDGFI B HOMERTHBEE TaKOM PYROBOAWTEAA ManD BecnoKomT.
1.9 - «\om oTapixas. PyKOBOAMTEAR B OCHOBY CEBOEA ABATEALHOCTH CTABMT HYEeno-
BEYECKWE OTHOLUEHWS, CO3AAET 1CEMERHYID aTMOCHEDPY B KOMEKTHBE, HO Mano
3aB0THTCA O BbINOAHEHMMK NPOH3IBOACTEBEHHEIX 38AaHHA.

5.5 - «OpraHuzaumnns. PysoBoputent Haxoaut Banadc npou3soacTBEHHOR ad-
PEKTHBHOCTH M MODRAALHOTO KAMMATE B KOANEKTHEE,
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9.9 - «Team». Manager wants to build a job so that the staff saw it as a pos-
sibility of self-realization and confirmation of their own importance in the im-
plementation of production tasks.

Managerial strategy. The main activities of an organization, allowing to realize
the long-term (usually 3-5 years) principal purposes (mission), determine the
scope of operational activities,

Managerial style. This is a characteristic of how decisions (administrative
form) and by what means are implemented {control arm) management solu-
tions; a set of the most distinctive and sustainable methods that are used in
the process of management. Managerial styles, determined by personality of
the manager: authoritarian, liberal and democratic.

Managing business career. 1) activities of the staffing-hand service of the
organization for planning organization, motivation and control of employee
career development, based on its goals, needs, opportunities, abilities and
aptitudes, as well as based on the goals, needs, opportunities and socio-
economic conditions of the organization; 2) the action of the individual, starting
already in the process of training and employment,

Manifest and latent functions. R. Merton introduced the distinction between
manifest and latent functions. Manifest function is a consequence of the act, which
is caused by going and recognized as such. Latent ong is a consequence, the cause
that was not the intent of the actor, and he {she) does not know what he (she) caused
it {in this case it could be functional or dysfunctional for some communities).

Manipulation. 1) hidden impact on people without their consent; 2) hidden
inducement to the recipient's experience of certain states, making deci-sions,
performing acts necessary to the initiator of his own actions.

Manpower. Part of the country, with its physical development, mental abilities
and knowledge necessary to engage in socially useful work.

Manpower planning. The process of assessing an employer’s current workforce
content and composition in order to anticipate future staffing requirements
needed to meet business goals and requirements.
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9.9 - «Komanpas. MedHepxep CTpEMMTCA Tak nocTpouTe pabory, utobel co-
TOYAHMKM BHAEAM B HER BO3IMOXHOCTH CAMODEAAMIELMN M NOATBEDKAEHHA COB-
CTEEHHOR 3HAYWMOCTH B NPOLECCE PEANMIALMK NPOMIB0ACTEEHHBIX 38434,

CrpaTerda ynpaeaeHWA. OCHOBHLIE HANPEBAEHWA ASATEABHOCTH ORTEHW3ELMH,
NOZE0ARIOWME DEAANMI0BEATE ADATOCPOYHBIE (0DMYHO HE 3-5 ABT) IMBBHBIE LEAK
(MMCCUID), ONPEAEAMTE PAMKM ONEPETUEHBIX MEPONPUATHEA,

CTHAb yNpaBAeHHUA. 3IT0 XE8PaKTEPMCTMKE TOTO, K8k NPUHUMAKTCA [YyNpasaeH-
veckan Gopma) M Kakum cnocoBom peanmayrioTea (poidar ynpasaeHKA) ynpas-
AEHUECKME PELIEHWMSA, COBOKYNHOCTE HaWDOoAEEe XapakTepHIX M YCTOWYMBLIX
NPHEMOB, HCNOABIVIOLMXCH B NPOLECCE YyNPABAEHYECKOR AERTENBHOCTH. CTHAM
YNpaBAEHWA, ONPEABNAEMBIE AMUHOCTERY DYKOBOAMTEAR: SRTOPUTAPHLIA, Arbe-
PAABHBIR, AEMOKPETUHECKHA,

YnpaBneHHe ASAOBOH KapbepoW. Brawuvaer: 1) MeponpuaTHR, NPoBoAMMbIE
KaAPOBON CayDOM OpraHKaaumnKn No NAaHKMPOBaHMH OPraHK3aLMKM, MOTHEALMK
M KOHTPOAMO caysebHoro pocta paboTHMKE, MCXOAR W3 ero ueser, notpebHo-
CTEH, BO3MOMHOCTER, CNOCOBHOCTEN M CKAOHHOCTEN, 8 TAKKE MCHOAR M3 LEAEH,
notpefHocTel, BO3MOKHOCTER M COLMANBHO-IKOHOMMHYECKMX YCADBHIA OpraHM-
3aunM; 2) AERCTBMA CEBMOI0 WHAMBWAS, HEYMHAKILLMECH YHE B NPOUSCCE NPo-
PECCHOHAAEHOMD OOYYEHKA U NPM NPUéMme Ha paboTy.

ABHbIE W AATEHTHBIE YHKUMHK. P. MeprtoH Bees PAsAHYEHHE ABHBIX M ASTEHT-
Hblx dYHKUMA. ABHAA GyHKUMA - 3T0 CAEACTEME MOCTYNKA, KOTOPOE BuIZBAHO
HAMEDPEHD M NPHAHAHO KaK TakoBoe. NaTEHTHOE — CABACTBHE, BbI3BATL KOTOpOE
HE BXOAHMAD B HAMEPEHHMA ASACTEYIOWETD, M OH HE 3HAET, YTO BhiZBan ero (MpH
ATOM OHO MOIAD OKA3EThCA DYHKUMOHEABHEIM WA AMCDYHKLHOHAABHEIM ANA HE-
KOTOPOW 0BLIHOCTM).

MaHunyaupoBanme. 1) CHphTOE BAMAHME HA aopei De3 ux coracuA; 2) chpeimoe
NoBYKAEHWE BAPECATE K NEPEKHEAHHMIO ONPEASAEHHBIX COCTORHWA, NPHHATHIO pe-
LEHWHA, BEINOAHEHMK ASHCTEBMA, HEODXDAMMEIX MHWUMETORY COBCTBEHHRIX AeHCTEMA,

TpyaoBble pecypcel. YacTe HaceAgHWA CTpaHbl, 00ARAAI0WAA DHIMYECHMM
PAZEUTHEM, YMCTEEHHLIMK CNOCODHOCTAMI M 3HBHWAMKM, HEOBXOAMMBIMK AAR
3dHATHA DEILLI,EETEEHHD-I'IGAEEHI:-IM TEYAOM.

MaaHupoBaHWE TPYAOBLIX pecypcok. [poUect OUEHKM TEKYLLErD COCTOAHUSA
paboyel cuabl W 28 cocTasa anfA Toro, YTobbl NPEeABOCKHTHTE DyaywMe Tpebo-
BaHWA K NepooHany, HeobxoAMMblE AN PEWEHHA KOMMEPHECKKY 3aidaY, K COOT-
BETCTEOBATh HOBBIM TpeGoBaHMAM. 153
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Mass production. This term refers to systems where the fact that the input
to business processes converts the output of large volumes of standardized
products. Considered more complex than batch production, such systems are
epitomized by the automobile assembly line, Mass production is generally very
efficient, but inflexible. Consegquently, organizational struciures associated
with such systems are often highly bureaucratic and mechanistic, employing
elaborate rules and regulations, rigid hierarchy, and functional design.

Mastership. Ability to perform a mental or motor activity that contributes to
the effective performance of a job task; ability, knowledge of the profession,
working skills.

Matrix organization. The pool of overlapping functional and divisional
command chains. The distinctive feature of & matrix organization is that some
individuals report to two (or even more) bosses. This form of organization, the
only major type of organizational design with its origins in the twentieth century,
violates the classic principle of unitary command («one person-one bosss). Itis
employed when firms must:

1) tightly coordinate or balance two or more dimensions such as resources
(e.g., functional expertise) and businesses (e.g., products or projects);

2) while facing uncertainties that require high information processing; and

3) strong constraints on financial and human resources,

Mean wage. The average wage for a worker in a specified position or occupation,
which is determined by adding together the total wages for all incumbents in
the specific position or occupation and then dividing it by the total number of
incumbents.

Mechanistic/organic. The terms mechanistic and organic (sometimes
organismic) organizations were introduced into the language of organizational
behavior after World War Il. It was found that those firms which had most
successfully adopted the new technology had flexible, nonbureaucratic struc-
tures, with minimal demarcation between positions, and people saw a con-
nection between their jobs and the goals of the firm. In contrast, the mecha-
nistic firms were bureaucratic with rigid hierarchies, communication was
vertical rather than horizontal, and specialization divorced people from overall
organizational goals.
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MaccoBean NPoOAYKUMA. 3TOT TERMKUH OTHOCHMTCS K CHCTEMAM, TAE TO, UTO Ha BXO-
Ae B BUaHec-npouecchl, npeofpazyetcd Ha BeXOAS B OOAbLIIME OOBEMEI CTEH-
AAPTHIWDOBAHHOH NPOoAYKUMH. PaccmatpuBaeTcs, kak Oonee CAOKHAR, Yem
EEDHHHDE NPoOH3IBE0ACTEO, I'ID,ﬂ.,DﬁHI:IE CHCTEMBI BONACLWEHBLI Ha ABTOMOOHABHOM
chopoyHom KoHBeRepe., Maccoean NPoOAYKUWA NMPOMIBOACTBD ABAASTCA BOOO-
We odeHs 3bPesTHBEHBIM, HO He rHBKuM. CresoBaTeAbHO, OPraHH3aUMoHHEE
CTRYKTYPEl, CBAZAHHBIE C TAKKMMH CHCTEMaMMK, HaCTO O4EHB ﬁIDpDKpﬁTH'-IECKHE M
MEXAHUCTHUECKME, NPUMEHAIDT ASTEABHO Pa3paboTaHHBIE NPaBUAS M HOPMLI,

KECTKYIO HEPEPXMIO M GYHKLMOHAABHYIO CTRYKTYRY.

MacrtepcTeo. CnocofHOCTh OCYLLECTBARTD YMCTBEHHYIO WAM MOTOPHYID ak-
THBHOCTh, KOTOPAaA cnocoBCTEyeT 3G GeKTHRHOMY MCNOAHEHWUID paboTel; YMEHME,
BABAEHWE NPOpECcCHEN, TRYADBEIMK HaBbIKaMK.

MartpuuHan opraHnszauna. O6besHHEHHE NEPEKPLIBAIDWMX ADYT APYra GYHKUMO-
HaAbHBIX W AMBU3HOHHEIX KOMEHAHEX Ugnoyesk, OTavyMTesbHan ocobeHHoCTE Ma-
TPHYHOWR OPraHMaaUmMd — To, YTO HEKOTOPEIE HHAWBHMABI OTUYMTLIBAKITCA NEPEN ABY-
MA (MAK paxe Boaee) HadvasbHuMKamMK. 3Ta GopMa oOpraHM3aUmnM, eAMHCTBEHHBIR
TMEEHBIA TN OPraHW3aUMOHHOA CTRYKTYPLI, NPOMCXOAALLMA K3 XX B., HapylaeT
KABCCHYSCKMA MPMHUMI YHUTERHOW KOMAaHAR («0AMH MOAUWHEHHEIA - OAMH Ha-
YanbHHKEY ). MaTpMYHaA OPraHH3aUmMa HCNOABIYETCR, KOrAa PHPMBI:

1) ADAKHBL TIETEARHD KOOPAMHWPOEAT: MAKW YDABHOBELWIWBATL ABa WAK Gonee
M3IMEPEHWIA, TAKKX, KAK pecyprhl (Hanpumep, GyHKUMOHAALHAA IKCNEpTH3A) W
fiuaHec (HanpuMep, NPOAYKLUMA AW NPOeKTLI);

2) nepen AMUOM HeonpeaeréHHocTi, Tpebyrowen BuicTpoi obpabaTku HHGOPMAaLIMK;
3) HCNBITEBAKT CHABHEIE OTPAHMYMEHWA N0 GMHAHCOBLIM M HEADEEYECKHM DECYDCaM,

Cpepnnan zapaboTHan naara. CpepgHAn 3apabotHans naata paboTHMKa B onpe-
ABAEHHOR ADAKHOCTH MAM chepe 3aHATOCTM, KOTORAaA ONPeASrAeTCA NyTEM
CAOKEHMA BMECTE NOAHLIX 3APaBoTHLIX NAST AMA BCEX ADAKHOCTHBIX AWML B 3TOH
AOAKHOCTH HWAKM cd:-epe FAHATOCTH |1 NOCASAYIOLLKMM ABASHKHEM ﬂ{}h}"—IHBL.LIEﬁGH
CYMMbI Ha 0BLLEE KOAMMECTBD ADMKHOCTHLIX AMLL

MexaHucTHueCcKHA,/ opraHHuecKHin. TephMKHBLl MEXaHMCTHYSCKME M OpraHmMye-
CHHE [MHOMAA OPraHW3MUYECKHE) OPraHu3aUnK BblaM BBEAEHLI B OpraH1aaum-
OHHOE noBeaeHue nocie Bropoi MmupoBoi BOMHBL. Breino oBHapyHeHo, uTo y Tex
prpM, KoTopble HawboAee YCNeWHD apanTUROBaAN HOBYHD TEXHOADTMHD, Bbian
rubrue, HEGHOPOKPaTHYECKME CTRYKTYPLI C MMHUMaNLHEIMH TPaHHLAMW MEXAY
NOZHUMAMMK, M AKIAM BUABAW CBAZL MEXAY CBOEH patoTol W LUEAAMK GUpPMbI.
HanpoTue, mexaHucTMYeckHe drpmMbl Bhiak SIOpOKDATHMECKMMIK C MECTKOW Me-
papPXMER, KOMMYHMKALMA BbiAd CKOPES BEPTHUKAABHOR, YeM TOPUAOHTAABHOR, W
CneuManm3aumna OTAEARNE AFOASH OT 0DILMX OpraHM3IauMOoHHLIX Lerei.



Median. The middle value in a series of values arranged in rank order.

Median wage. The margin between the highest paid 50 percent and the lowest
paid 50 percent of workers in a specific position or occupation.

Mediation. Private negotiation and decision-making process in which a
mediator assists individuals or groups in finding a resolution to a particular
issue or conflict. Mediation in the conflict (conflict mediation) is defined as the
efforts of a neutral third party who, at the request of the conflicting parties to
help them in achieving an acceptable resolution of their conflict.

Medical examinations/testing. Medical evaluation conducted on a post-
offer basis by a company physician or an independent physician to ascertain
whether or not a candidate is able to perform the physical requirements of the
particular job. In Russia approved the list of works and a list of harmful and
(or) occupational hazards, under which are held prior to future employers and
periodic medical examinations (surveys). «Compulsary medical examination
(screening) for an employment contract shall be persons who have not attained
the age of eighteen years, as well as other persons in cases envisaged by this
Code and other federal lawss (Article 68 of the Labor Code).

Mentoring. Career development method whereby less experienced employees
are matched with more experienced colleagues for guidance either through
formal or informal programs.

Merger. The joining of two or more different organizations under one common
owner and management structure.

Merit pay. Compensation system whereby base pay increases are determined
by individual performance.



MeaunaHa. CpeaHee 3HAUEHWE B CEPMM 3HAUeHMN, DOLEAMHEHHEIX B NOPALKE
WX paHra.

Mepuana 3apadotHon naatel. Paznuua mexay 50% cambly BbICOKOONAGYWBE-
emblx padoTHukoe v 50% camelx HH3KoONAaYMBaEMEIX PABOTHUKOB B Onpepe-
AEHHOW AOAKHOCTH MAW CHEPE FAHATOCTH.

MocpeaHHYECTBO. YaCTHBIE NEPETOBOPLI K NBOUECE NPHHATHA DELWEHHA, B KO-
TOROM NOCPEAHWE MOMOTEET MHAMEMAZM WAM TRYNNamM AKAER B NOWCKE pas-
peweHds cneuduYeckors Bonpoca MAK KoHbaukTa, MNocpesHHYecTBn B KOH-
dnmiTe (conflict mediation) onpesenfeTca Kak yCMAMA HERTPENLHOW TpETbER
CTOPOHEI, KOTOPasA No NPocbie KOHGAMKTYIOWMY CTOPOH NOMOraeT UM B AOCTH-
MEHHH NPHEMABMOTD DE3PEWEHHA WX KOHPAUKTS.

MeaHuMHCKan 3kcnepTH3a/obcnepoBaHKe. MesMUMHCKAR OUEHKa, nposo-
AMMEA BRAYOM KOMMBHHWM WAM HE3SBMCHMMBIM BREYOM NOCAE NPEANDKMEHMA
Ha ADMKHOCTE, UTOBBLI YCTAHOBWTL, OTBEYAET MAM HET KaHAMAST TpebBoBaHWAM K
HUIMUSCKOMY ZA0POBEID, NPEALABAREMEIM ABHHOW paboToi. B PoccuM yTRepX-
ABH Nepeyers paboT U NepedYert BPeAHBIX M (MAK) ONACHLIX NPOM3B0ACTEEHHIX
PEKTOPOB, NP BBINOAHEHWH KOTOPLIX NPOBOARTCA NPEABaARMTEALHBIE NPKH NO-
CTYNAEHWK Ha paboTy ¥ NEPHOAMMECKME MEAWLMHCKME OCMOTPR! (06CAep0Ba-
HuA). «0BAZaTeALHOMY NPeAEIPUTEABHOMY MEAMUMHCKDOMY oomoTpy (oboaepn-
BAHWIO) NPM 3aKAKYEHWHM TRYAOBOMD ADMOBOPE NOAMNSKAT AMUA, HE ADCTHrLIME
BEO3PacTa BOCEMHaALATH AET, 3 TAKXE MHBIE AMUA B CAYUSAX, NPEAYCMOTDEHHBIX
HACTOALLMM KOAEKGOM W MHBIMK $EAEpanbHBIMK 3aKkoHamue (C1. 68 Tpyposoro
koaekca Pd).

MenTopcTBo. MeTtoa NpodeccHoHanLHON COBSPIUSHCTEOBAHKA, NOCPEACTEOM
KOTOROrQ MeHee ONbLITHEIE paboTHHKKW cobuparTcA BMecTe ¢ GOAEE ONBITHLI-
MK KOAMETAMH ANA MHCTRYKTEKE Yepes GopMAaNnbHBIE WAK HedopManbHbIE NPo-
rpammal,

CavAHMe KomMnaHui. CoepMHEHHE ABYX WAKM BoASE PAZIAMUHLIX OPraHMIauWi
NoA OAHMM OBLLMM BASABABLEM M YNPABAEHYECKOR CTPYKTYPOR.

MpemuAa no pesyastatam. CHCTEME MATEDUAABHOMD NOOLWPEHKWA, NOCPEACTEOM

KOTOPOW YBEAWYEHME OCHOBHOM 23PNAATEl ONPEASAAETCA KAYECTEOM WHAMBHAY-
anbHON pafoTol.
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Metaphor. A metaphor provides a way of seeing or representing one thing in
terms of another. It is a ubiguitous figure of speech or master trope in which
a word or phrase that typically denotes one kind of object or idea is used to
replace another object or idea thus suggesting an analogy or likeness between
them. A metaphor creates a figurative relationship between the two that is
often unnoticed in everyday thought and speech. The metaphor used in the
management, when it is difficult to describe problems and characteristics
of the organization in terms of unambiguous. Widely known metaphors of
spathologiess of team-building of A.l. Prigogin.

Methods for evaluating work. Questionnaires, rating, expertise, assessment
of critical situations, a method of classifying, comparing the pairs, the method
of the specified distribution.

Minimum qualification. The attributes of a job description which establishes a
baseline for meeting the gualification for a particular position.

Minimum wage. The lowest hourly, daily or monthly remuneration that
employers may legally pay to workers.

Minority group influence. Minority group influence is the process whereby a
numerical or power minority within a group or society brings about enduring
change in the attitudes and behavior of others. Exposure to minority influence
appears to cause changes in attitudes in the direction of the deviant view,
but also produces more creative thinking about the issue, as a result of the
cognitive or social conflict generated by the minority.

Mission of organization. The main purpose of organization, the higher the
concept in the hierarchy of goals, its philosophy, which determines the meaning
of existence of organization and its avowed purpose.

Mission statement (forming, establishment, formation of the mission).
Formal ({official) document (usually written), which describes what the
organization aspires to be and what to achieve. Mission statements are usually
written by an organization's top management team, and describe, among other
things, an organization's basic purpose, what is unique or distinctive about it,
how it is likely to evolve in the long term, who are its principal stakeholders,
what are its principle products or services, and its basic beliefs, values, and
aspirations.
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Metadopa. Metadbopa obecneumeaeT cnocol BMASHMA WAKM MPEACTABAEHMA
OAHOW BELWM ¢ TOMKH 3PEHMA ADYIOR. 3T0 BE3ABCYWAR DHUIyRpa pedmr HAKM OCHOB-
HOW TPOM, B KOTOPOM CADBO WAW $pasa, KOTopan, kak npaedao, obozHauaer,
HTO OAMH OBLEKT MAKM MAEH MCNOABZYETCA, YTOBLI 3aMEHMTE ARYTOR ODLEKT MAM
Haeks. Takun oBpasom, NPeANaraeTcA aHanorMa MAK CXOACTBO MEXAY HMMK. Me-
TAQopa coIAAET DUIYDAALHEIE OTHOWEHWA MEXAY ABYMA 00BEKTAMM, KOTODBLIE
UACTO HE33METHEI B NDBCEAHERHONM MBICAM M pedw. MeTadopa MenoaL3yeTca B
MEHEAKMEHTE, KOTAE CADKHO ONMCATE NPOBASMBl W OCOBEHHOCTH DPraHW3ALMM
B OAHOZIHAUHBIX NOHATHAX. LLIMPOKD W3BECTHEI META(OPL «NATOADTMA KOMEH-
poobpasosanka AM. NpuroxKHa.

MeToak! OUEHKH TPYAOEOH AEATEAEHOCTH. AHKETHDOBAHKE, PEHTHMHI, IKCNEp-
TH3E, OUESHKE NO PEWEHLIMM CHTYaLMAM, METOA KAacCHdHKaUWK, CpaBHeEHHE
no napam, MeTog, 3aAaHHOM PACNPEABAEHMRA,

MuHHManbHaA KBanMdHKaUMA. ATPKEYTBl ONMCaHMA PaboThl, KOTODOE yoTa-
HABAWEAET OCHOBHEIE TREDOBaHWA AnA KEaAMGKMKaLUMK, TREDYEMOR Ans onpepe-
AEHHOM AOAMHOCTM.

MuHHMManbHBIA pasmep onaatel Tpyaa. MUHUMYM ONAGTEI TPYAA B Y4aC, AEHDL
MAKM MECALL, KOTOPEIA paboToaaTeny MOryT AETaALHO NATHTE paboTHUKaM.

EAMAHME rpyNnkbl MeHbWHHETEA. Mpouece, NOCPeACTEOM KOTOPOrD UMCAEHHOE
MAKM BABCTHOE MEHBLIMHCTED BHYTPM TRYNNL MAM 0BLLECTEA Bbi3LIBAKT YCTOR-
YMBLIE U3MEHEHWA B aTTMTHOASX W NOBEASHMM APYTHX. BAMAHKME MEHbLLUWHCTES
BLIZLIBAET MIMEHEHWA B aTTHTIOAZX B OTKADHAKILEMCA HANPABASHHK, HO Takme
M NPOMIB0OAMT BOASE KPEATMEHBIE MBEICAKM O NPOGAEME, B PEIVALTATE KOTHUTHE-
HOMO AW COUMAABHOMD KOHBAKKTA, BeIZBAHHOM MEHBLLWHCTBOM,

Muccua opradvzaumi. DCHOBHAR UEAL OPradM3aunK, BeICILEE NOHATHE B HWe-
papxMu Luenei, e€ Gruaocodma, ONRPeAsAaLEA CMEICA CYLLIECTEOBAHKMA ORraHu-
3aUMK 1 e€ 0bwenpu3HaHHoe NpeaAHasHaqYeHH e,

dopmyampoeka (pazpaborka, ycTaHoBaeHWe, GOPMHUPOEAHME) MHCCHM,
DopMantHbIA (0DUUMANBHEIR) ADKYMEHT (0BBIUHO NMCEMEHHBIR), ONUCHIBAKD-
LMA TO, YEeM OPTraHH3ALMA CTREMMTCH CTATh M 4T0 AOCTMIHYTh, MuccHa 0BbiuHo
MULLIETCA KOMAHADH TON-MEHEAMEDOR OPraHH3aLUMKH M ONUCEIB2ET, CPEAW NpOUe-
o, OCHOBHYKD UEAb OPraHM3auMK, YHHKaABHBIE MAW OTAMYHUTEABHBIE OCOBEHHO-
CTH MMCCHW, BEPORTHOCTE PE3BMTMA B AQAMDCROYHOR NEPCNEKTHEE, DCHOBHIX
AEPHRATEAEH AKUMA, TAEBHBLIE NPOAYKTE HAK YCAYTH OPraHM3aumn, 0CHOBHbIE Be-
POBEHHA, UEHHOCTH M CTREMASHKA,
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Mood of the group (group mood). The complex emotional state, a dynamic which
has great power to influence; the collection of experiences, commaon emaotional
moaod of group members, which are determined by focus, orientation, nature of
the psychological manifestations of the group and its individual members,

Moral development. This concept implies that people develop over time in the
way that they think about moral issues. L. Kohlberg's (1969) theory of cognitive
moral development (CMD) is the most widely cited theory of moral development
although it has been criticized by both psychologists and philosophers. Despite
these criticisms, Kohlberg's theory of moral development has been useful to
organizational scholars trying to understand the moral judgments and actions
of organizational members.

Motivating. Domestic scientist L.E. ltelson developed the approach to the
problem of motivating as a problem of transfer the sources of activities to the
motives. He identified three main categories of sources: 1) Internal sources
determined by human needs. They may be congenital in nature, expressing
the physiological needs of individual, and acquired character that expresses
the social needs of an individual; 2) Qutside Sources, determined by the social
conditions of human life, i.e. requirements, expectations and opportunities;
3) Private sources, determined by the interests, aspirations, attitudes,
convictions and world view of individual, his (her) view of himself (herself)
and attitudes toward society. Thus, a certain thing, event, situation or action
motivate activities, if they bind to the sources of specific human activity.

Motivation. 1) set of motives, which directs the activities; 2) internal process
of motivation. This term refers to the psychological mechanisms governing
the direction, intensity, and persistence of actions not due solely to individual
differences in ability or to overwhelming environmental demands that coerce
or force action.

Motivation to achieve. The desire to succeed in the waork, the need to
overcome obstacles and achieve high performance in work, self-improvement,
to compete with others and stay ahead of them, to realize their talents and
thereby increase self-esteem.
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Hactpoenwe rpynnel (rpynnosoe HacTpoeHWe). CAOKHOE 3IMOUMOHANLHOE
COCTOAMKME, AMHAMMKE KOTOporo obaasaer BOABLIOA CHMADKH BOIASACTEWH, CO-
BOKYMHOCTE NEPEXUBaHWHA, 08LLWA IMOUMOHEAEHBIR HACTROW YASHOE MPYMMkI,
KOTOPEIE ONPEASAAIDTCH HANPABASHHOCTEIO, OPHEHTALMEN, XaPAKTEROM NCHX0-
ADTHHECKMX NPOABAEHWIA PyNNEl W OTAEABHBIX E€ UAEHOB.

MopaabHoe pa3BHTHe. 370 NOHATHE NOADS3YMEBSET, UTO AKIAM PA3BHEIHITCH
B TEYEHWE ADATOMD BREMEHK TEM CNOcoBoM, KOTOPLIM OHM AYMAKT O MOPak-
Helx Npobremax. Teopua NOIHABATEALHOMD MOPaALHOMD paseuTua A Konbepra
(1969) AapaneTcA Havboiee WHPOKD UMTHRDYEMOR TEOPHER MOPaNLHOMD pasBu-
THA, XOTH € KPHTHKOBaAN M NCHMXOADTH, M dMADCODEL. HECMOTDA HE KPMTHUYECKKHE
FAMEYAHWA, AGHHAR Te0pHA ObIAZ NOABIHA ANA OPTAHW3ELUMOHHBIX YIEHBLIX, Nbl-
TAKLMACA NOHATE MOPAABHBIE CY¥ASHWA M AEACTBUA UASHOE DPraHu3auMii.

MoTtueMpoBanme. OTedecTEEHHLIA yUéHbIR N.B. MTeabcoH pa3pabotan noaxos
K NPoBAEME MOTMBEMPOBEHWA KaK K NPoOAEME NEPEBOAA MCTOMHWKOB AKTHMBHO-
CTH B MOTHBLI ABATEABHOCTH. OH BRIASAWA TDM OCHOBHBIE KATEFOPWK 3THUX WCTOY-
HUKOB: 1) BHYTPEHHME WCTOUHWKM, ONPeABAREMBbIE NOTPEOHOCTAMM YEADBEKE,
OHW MOrYT MMETE BPOMAEHHRIH XapakTep, BblPamaroWWid GUIMoAOTHUECKWE No-
TREBHOCTH MHAKBMAR, M NPHOGRETEHHBIN xapakTep, BolDaKAoLWHA CoUMarbHBIE
NoOTREBHOCTH AMUHOCTH: 2) BHELIHME WCTOUHHKM, ONpessnAemble 0BLIECTBEH-
HEIMM YCADBHAMM HHIHEAEATEABHOCTH HEADBEKE, T.8. TPEDOBAHWAMK, OKHAG-
HUAMM 1 BOIMOMHOCTAMU, 3) AMUHEIE UCTOUHMKK, ONPEASAAEMBIE MHTEDECA MM,
CTPEMASHHAMM, YCTAHOBKEMK, YOEKABHMAMH M MMPOBO3IDEHHEM YEADBEKA,
ero npeacTaBneHnenm o cebe, ero oTHoweHuenm k obwectay. Takum obpasom,
onpeaeniéHHan Belb, coBbITHE, CUTYALMA MAM ABACTBHME CTAHOBATCH MOTHBAMM
ABATEABHOCTH, BCAM OHW CBA3LIBAKITCA C© WCTOUHMKAMM ONPEASNEHHDR aKTWB-
HOCTH YeADBEKA.

MotHBauma. 1) COBOKYNHOCTE M WEPEPXMA MOTMBOB, KOTOPAR HAaNPaBARET
AEATEABHOCTE, 2) BHYTPEHHWA Npouece nobyxasHWA. ITOT TEDMMH ONUCHIBaET
NCHXONOTHHECKME MEXAHM3MbI, YNPaBAAKILLME HANPABASHHOCTEH, WHTEHCHE-
HOCTEHD W NPOADAKMTEAEHOCTEHY AEHCTEWA He ToARKO 0A3MoAapa WHAMBMAY-
AABHBIM DAIAHYHAM KWAW NOAABARKLWMM TPEBOBAHMAM OKPYMEHHA, KOTOpLE
NPMHYRASHT AERCTEOBATE MAM YCUAMBAKIT AEHCTEME.

MoOTHEAUMA AOCTHMEHMA. CTpemaeHMEe K yenexy B pabote, notpebHocTh
NPEOADAEBATE NPENATCTEMA M ADOMBATLCH BLICOKMX NOKAZATEAER B TPYAE, Ca-
MOCOBEPLUEHCTBOBATLEA, CONEPHUUATE C APYIMMM M ONEpexaTs WX, Peanm3o-
BbIB&ETE CBOM TAAGHTEI K TEM CaMBIM NOBRILUATE GBMD}I'EE}KEHHE.

161



Motivator/motivating factor. Material or ideal object for the sake of the
activity.

Motive (in conflictology). Perceived reason behind the choice of actions of the
subjects of a conflict. Such a foundation comes into conflict serves the need
for the implementation of its subjects of their interests.

Motives of power (of a chief): the desire for power (dominance); to attract
attention (charisma), the desire to care, protection; the desire for order
(obedience); the desire for respect and recognition; the desire to communicate;
avoiding failures; success.

Mutual adjustment. This denotes those circumstances where decision making
requires individuals orwork units to accommodate each other through reciprocal
communication and action. This contrasts with «pooled interdependences where
information flows are bilateral and mainly unidirectional between atomized
work stations and central authority, and with ssequential interdependences
where there is primarily one-way flow between linked work stations (as in
assembly line technology). H. Mintzberg (1979} identifies mutual adjustment
as one of the «prime coordinating mechanisms» in organization design,

N

National origin. The country-including those that no longer exist of one's birth
or of one's ancestors' birth. «National origine and «ethnicity» often are used
interchangeably, although -ethnic groups can refer to religion or color, as well
as country of one's ancestry.

Naturalization. The process by which an alien is made a citizen of the country
and relinguishes citizenship to any other country.
Need (in conflictology). State, which is reflected in the fact that the object of

the conflict appears as a need, an urgent need for existence. The need is the
deepest source of activity of the subjects and leads them to conflict actions.
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MoTueaTop/ MOTHEHMPYIOWMKA dakTop. MatepHansHEIA MAW MAEAARHEIR NPEA-
MET, PAAM KOTODOMD OCYILECTBARETCH ABHTEABHOCTb.

Motue (B KoOHpAMKTOAOTMK). Dco3HaBaeMas NpUYKMHa, AEXallan B OCHOBE
enifopa pefcTEMA cyOLeKToB KOHGAMKTA. TaKoH OCHOBOR AAA BCTYNAEHWA B
KOHDAMKT ABARETCA HEoBXOAMMOCTE PeaAr3aumMu ero cyObeERTaMK CBOMX WH-
TEPECOR.

MoTHBLI BAACTH (B AEATEALHOCTH PYKOBOAHTEAA): CTPEMASHHE K BAGCTH {A0MK-
HWPOBAHWIO); NPHBAEYEHWE BHHMAHWUA (XBpH3IMa), CTPEMAEHWE K ONEKE, NOKPO-
BUTEABCTEY; CTREMASHWE K NOPAAKY [NOBUHOBEHWID); CTREMAEHHWE K YEAXEHWH W
NPU3HAHWIO; CTPEMABHMWE K OBLLEHWMIO; M30BTraHHe HEYAaY; ADCTUXEHHE YCNEXa.

Bsaumnoe peryampoeanme. ObozHadaer Takue oBCTOATEALCTBA, NPW KOTO-
phiX NPUHATHE pelleHniA Tpebyet, ytobbl AOAM KMAKM pabouve eAMHMUB! Npu-
CNOCOBMAMCH APYT K ARYTY NOCPEACTEOM B3AWMHOA KOMMYHMKALMK W AEHCTBMA,
310 KOHTPACTHPYET © «0GbEeAWHEHHON BE38MMOZaBUCHMOCTEH», NPK KOTOPOH No-
TOKH MHBOPMaLUWMK ABARKOTCA ABYCTOPOHHMMM W, TAEBHBIM 0Bpa3omM, OAHOHE-
NPEEAEHHEIMM MEXAY PAZAPOBASHHBIMK PRBOUMMM MHCTEHUMAMMH W UEHTPAAL-
HOH BAZGCTBHI, W C #OCAEADBAETEALHON B3aMMO3ZBHCHMOCTRIOY, NPH KOTOPOR
ECTh, NPENAES BCEMD, OAHOCTOPOHHAR CEAIL MEMKAY 3BEHBAMM (KaK B TEXHOADTHWK
koHeenepa). [ Murubepr (1979) MAEHTHDUUMPYET BIAMMHOE PEMYAMPOBAHKE
Kak OAMH M3 «TASEHBLIX KOODAMHHPYHLIMY MEXSHM3MOB: B OPraHM3auMOHHOM
NPOEKTHPOBAHMH,

N

HaunoHankHAA NPHHAANEMHOCTE. [IPHMHAAAEKHOCTE K CTRAHE POMAEHWA,
BHAKIUAA TE CTREHLI, KOTOPEIE DOABE HE CYWEeCTBYHOT. TEPMMHEI sHALMOHANEHERA
NPHHAANERHOCTEe M «3THHHECKAR NPUHAANSHHOCTE: YaCTO MCNOALIVIOTCR KAk
CHMHOHMMEI, XOTA «ITHUUECKAA TPYNNas MOMET BblTk ChHOPMUPOBAHE NO PEAMIW-
O3HOH NPMHAANERHOCTH MAH UBETY KOMH.

Harypaauszauma. [pouece, B X0AE KOTOROrD YEAOBEK NOAYHAET NPAXAAHCTED
APYIOR CTRAHKI, OTKAZEIBEEACE OT NPEALIAYLLETD,

MotpebuocTk (B KoHdankToaoruu). CocToAHMe, KOTOROE BhIpaXaeTca B TOM,
410 06BLEKT KOHDAWKTA BOSHMKEET Kak NOTPEBHOCTL, 0CTPaA HEOBXOAMMOCTbL AR
CYLECTRORaHWA. 3Ta NoTPeBHOCTE ABAAETCA CAMBIM TAYEMHHEIM HMCTOUHMKOM
BKTMBHOCTH CYyOBLEKTOB M TOAKEET MX Ha KOHBAMKTHLIE ABHCTBHA.
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Need to work. The guality of the individual which manifests itself in the need of
a constantly doing things you love, while receiving satisfaction with the results
of their labar.

Needs analysis. The method of analyzing how employee skill deficits can be
addressed through current or future training and professional development
programs.

Negligent retention. The act of failing to take appropriate disciplinary action
(i.e., termination) against an employee the employer knew or should have
known was unsuitable.

Negotiation. The process of discussion with a view to mutual settlement
usually by the means of a conference (exchange of opinions).

Nepotism. Favoritism shown to relatives by individuals in a position of au-
thority.

Nominal group technique. It is a structured group decision-making technigue
used for the generation of a vast quantity of alternatives relevant to group
issues, problems, and concerns,; the procedure aimed at reducing the influence
of the established hierarchy and role relations in the group on the process of
decision-making. The nominal group technique allows for individual thinking
and contribution in a group format. The group leader then systematically
gathers this information from all participants before an open discussion
commences, Eventually this group decision-making process may conclude with
an acceptable solution.

Non-programmable decisions. Decisions that arise in special and unusual
situations that do not have to take complete information, non-standard
(procedure for their adoption is identified in the most general terms), is not
an insufficient allocation of certain alternatives, in the absence of clear and
unambiguous predictable consequences, decisions that are made long, with
effort.

«Non-traditional+ versus traditional» employee benefits. Traditional benefits
include life, retirement, health, and disability benefits. Non-traditional benefits
include various types of life management benefits such as advice and tips on
caring for children and the elderly, ete.
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MNotpebHocTe E pabGote. KauecTBO WHAMBMAZ, KOTOPOE NPOABAAETCA B NO-
TREBHOCTH NOCTOAHHO FAHMMATECH AKDMMBIM ABAOM, NOAYHER NPM 3TOM YAD-
BAETBOPEHWE PE3yALTaTamMK CEOEr0 TPYAS.

Ananns norpebHocreil (coTpyaHuka B ofyueHuu). MeToa aHanm3a TOro, Kak
BHAKMWTE COTPYAHWKA B O0y4awWwWMe W paiBvBallwMe nporpaMmel, 4100bl
YCTPAHWUTE HEXBATKY £ro NPOGECCHOHAABHEIX HEELIKOE.

HezakoHHOE yAep)KAHWE COTPYAHMKA (XanaTHOCT). HENPHHATHE BAEKBATHEIX AMC-
LMMAMHADHBIX MED (HANPHUMER, YEOABHEHHA) N0 OTHOLWEHHIO K COTDYAHMUKY, PO KOTO-
poro pafoToAaTEAL 3HAA MAM ADAKEH ObIA 3HATh, 4T OH HE NOAXOAWT AAR PabaThl.

Meperosopsl. Mpouect oBCYKASHHA B LEARX NPHHATHUA B3AUMHOM PeLlEHNA,
oBbIMHO NOCPEACTBOM KOHDEPEHUMK (0BMEHE MHEHNAMM).

MpoTeKuHMoHKU3IM. (NOKPOBHTEARCTED, OKa3ZAHHOE CBOMM POACTEEHHMKAM CO
CTOPOHEN PYKOBOAALLEND COTPYAHMKE Ha paboTe.

MeToa HOMHHAABHOW rpynnbl. CTRYKTYDWPOBAHHAR TEXHMKA rPYyNNoBoro npu-
HATHA PELUEeHHH, HCNoAb3yemMan AnA 0BLIMPHOMD KOAMYECTEA ankTEPHATHE, OT-
HOCRLMXCA K NpoBaeman rpynne; NPoLEAYRE, HaNpaBAEHHAA Ha YMEHBLUEHKE
BAMAHMA CAOXUBLLMACA CUCTEMEl MEpPaPXHUK M POAEERIX OTHOLLEHWR B rpynne
Ha NpoUSct BuIpaboTkd M NPUHATHA peleddd. Metos HOMUHAABHOR roynibl
NOIBOAAET HYeADBERY NPpessaraTe CEOW HASKW B paMikax MRynnei. 3EITEM AMAED
rovnnel oBoblWAasT MAEKH BCEX YABHOB M HAYMHAETCA AMCKYCCHA. B KoHue npo-
LECT MOKET 38KOHYWTECHA NPUMHATHEN NPHEMASMOTD PELLEHHA,

Henporpammupyembie peweHna. PelieHns, BOSHHKAWHE NpH 0cobblx, He-
OBBIYHEX CHTYALMAX, AMA NPMHATHA KOTOPLIX OTCYTCTEYET NOAHAA WHPOPMALIMA,
HECTAHAAPTHLIE (NPOLEAYDE WX NDUHATHA ONPEABAEHE B Camblx 0BLIMX YepTax);
C HE ONPEABAEHHKIMK AOCTATOUHO YETHO SALTEDHATHMESMM; NDWM OTCYTCTEMK YET-
KMX M OAHOZHAYHO NPEACKAZYEMBIX NOCASACTEMA, PELIEHHH, KOTOPLIE NPHHHMME-
ETCA ADATD, C YCHAMAMM.

sHeTpapHUHOHHBIE: " TPAAMUHOHHBIE: ABFOTHl paboTHHKamM. TpasHUMOHHBIE
ABMOTHI BEAKIHAKIT CTPAXOBAHME MW3HK, NEHCHOHHLIS BhLINAATE, CTPAXOBaAHWE
FA0POBEA WM Nocobua No HeTpyaocnocoBHoCTH, HeTpasMUMOHHEIE ABTOTE DLIBE-
HIT PASAMYHBIX THNOE, HANPHUMED, KOHCYABTHROBAHKE, PEKOMEHAALMK NO YXOAY
38 AETEMM M NPECTAPEALIMK M T.A,
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Noncompliance. Failure to follow equal employment opportunity or affirmative
action guidelines and the regulations applicable to them.

Nondisclosure agreement. Contract restricting an employee from disclosing
confidential information.

Nondiscrimination. The practice of not discriminating against members of
disadvantaged or protected groups in hiring practices, policies, benefits or
conditions of employment.

Nonexempt/exempt employee. Nonexempt employee is an employee who
works certain working hours per week or month recorded in the labor law or
employment contract in accordance with the schedule and regularly receives
a salary based on hours worked per week or month. In accordance with Article
101 of the Labor Code, the long working hours (graph) is a special mode of
work, according to which exempt employees may be occasionally required, if
necessary, ordered by the employer to perform their job functions outside of
their assigned working hours,

Nonwork/work. This refers to the relationship between one's work and
nonwork life. Work generally refers to activities or attitudes undertaken in an
employing organization. Nonwork has generally referred to activities and atti-
tudes related to one's family, yet also includes what is considering as a per
sonal sphere, where leisure activities, hobbies, and health-related activities
oceur. The nonwork concept includes other spheres such as religion, com-
munity, and social.

Normative and methodological support of personnel management system.
The set of documents the institutional, organizational, methodological,
administrative, technical, regulatory, technical, feasibility and economic
considerations, as well as regulatory and reference materials, establishing
standards, rules, requirements, specifications, methods and other data
used in solving problems of labor organization and personnel management
and approved by the competent authority or appropriate management of the
organization.
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HecobawoaeHne Hopm. OTKa3 CABADBATE NPHHUMMY PaBHEIX BOIMOMHOCTER
MNPH TRYAOYCTPONCTBE MAH NPaBMASM H DYKOBOACTBAM, YCTAHOBAEHHLIM B Gle-
pe TRYAOYCTPORCTRA.

CornawleHWe o HepasrAalleHHWKW. KOHTPaKTHOE orpaHdyYeHre paboTHuka oT
PACKPBITAA KOHPHUAEHUMAABHOR HHOOPMALMH.

AHTH-AUCKPUMMHALMA. [PakTUKEa HENPEABIATOND OTHOWEHWA K COTPYAHMHKEM
C OrpaHWYEHHEIMH BOZMOXHOCTAMH UAH NDUHIANEHSLLIMM K COUMBABHO 3aLIM-
WEHHBIM FPYNNamM NpKW Halime Ha paboTy, NP OCYLLECTEAEHMKM NOAMTHKM Opra-
HW3ALUMK, HAZHAYEHWM ABMFOT MAM YCADBKWIA TRYAS.

PaboTHUK € HOPMHPOBaHHLIM,/HEHOPMHpPOBaHHLIM pabounm rpadukom.
PaBotHuK ¢ HOpMMWPOBaHHBIM pabourn rpadukom — CAyKawmig paboTHuk,
pafoTarowmil 3adUKCHPOBAHHOE B TRYADBOM 38KOHDABTEABCTBE MAK TPYAOBOM
AOMOBOPE KOAMYECTBO pabovynx YacoB B HEABAKD MAM MECAL, B COOTBETCTBMW C
rpaduKoM W PENYARPHO NOAYUSKLWMA onpeaerEHHY 23apaboTHYD NAaTy B 3a8-
BHCHMOCTH OT 0TPabOTaHHLIX YAC0B B HEABMD WAM MECAL. B COOTBETCTEMM GO
ctateel 101 Tpyaoeoro kopekca PO, HeHOpMUpOBaHHBIA pabouvid peHe (rpa-
dik) - ocobbli pexum paborol, B COOTBETCTEWH G KOTOPBLIM OTAEABHBIE DaboTHMK-
KM MOMYT N0 pacnopaAxeHu pabotoaatens npu HeoBXoAMMOCTH 3NHI0AMYECKH
NPHBAEKETBCA K BbINOAHEHWID CBOMX TPYADBbLIX GYHKUMK 38 NPEABAaMMK YCTa-
HOBAEHHON AAR HWMX NPOACAKWTEARHOCTH pabouero BpemMeHHN.

CeobopHoe spems,/pabota. 3107 TEPMWH ONKUCHIBAET COOTHOWEHKE pabouero
W CBODOAHOMD BPEMEHH B XH3HKW YeroBeka. K paborte oTHOCHTCA GopMa akTve-
HOCTH B OpraHvzaumu. Mos cBoBOAHBIM BPEMEHEM NOAPA3YMEBAETCH BPEMA,
NPOBEAEHHOE HHAMBHADM C CEMBEHN, & TAKEE TO, UTO HAZBIBAETCA AMYHOR Cie-
poW (pasamMuHbie 3aHaTHA, x060u, 3aboTa 0 3popoese). K 3T0A chepe OTHOCATCH
TAKME perlria W oblLeCTEEHHAA HArpYaKa.

HopmaTHEHO-MeToAWYeCcKoe obecneueHWe CHCTEMbl YNPABAEHWA Nepco-
Hanom. COBOKYNHOCTE AOKYMEHTOE OPraHM3auMOHHOMD, OpPraHM3aUHMOHHO-
METOAWMYECKOTD, OPraHH3aUMoHHD-PACNOPAAHTEABHOTD, TEXHWUECKOrD, HOPME-
TUBHO-TEXHHUYECKOTD, TEXHMKO-IKOHOMMYECKOTD W IKOHOMWYECKOTD XapaKkTepa,
@ TaKKE HOPMaTHEBHO-CNPEBOYHbIE MaTepHankbl, YCTaHaBAWBAKILWME HOPME,
npaeuaa, TpefoBaAHKA, XAPaKTEPUCTUEN, METOABI M ADYTHE AAHHBIE, MCNOABIYE-
MBIE MPW PELIEHHA 38434 OPraHK3aUMK TRYAS W YNPaBASHWA NERCOHAADM W
YTBEQHABHHBIE B YCTAHOBAEHHOM NOPAAKE KOMMETEHTHBRIM COOTBETCTBYIOLWMM
OPraHoOM MAH PYKOBOACTEOM OPraHHaaLmy,
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Not-for-profit organizations. These are organizations where management
do not see profit as their primary goal. The term «nonprofit organization: is
also used. The phrase «not-for-profits first appeared during the 1950s and
1960s. It wished to dispense with the notion that snonprofite implied greater
respectability or altruistic intents.

Notice. The document, letter containing the notification of anything. It is used
to prevent the improper dismissal, to determine whether or not an employer
gave an employee adeguate advanced notice of the potential conseguences if
a specific behavior or conduct was not improved upon.

O

Obedience. Mental activity that implies a conscious change in their individual
conduct and/or belief in accordance with the influence of external factors,
followed by cognitive-emotional evaluation of the situation. We can distinguish
the following types of treatments the concept of «subordinations: a condition,
usually defined as a dependent, having a certain duration;

through changes in behavior under the influence of power,;

a change in state associated with lack of freedom and belonging to something
or someone, In the organizational context this refers broadly to the acceptance
of authority, usually with little guestion. However, insistence on uncritical
obedience can stifle creativity and limit the information flow necessary to
proper functioning. Rigid rules that are supposed to be obeyed, espeacially when
contradictory and nonconsensual, can needlessly ensnare organizations.

Objectives of the discipline «Organizational Behavior:. «Organizational
behavior studies the behavior of individuals and their relationships in the
organization to bring together the needs and aspirations of each employee
individually to the needs and goals of the organization as a wholes (5. Kossen,
1994).

Observation interview. The process of observing employees while performing

their respective jobs or tasks, used to collect data regarding specific jobs or
tasks.
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Hexommepueckue (BaaroTEOpPMTEAbHBIE) OPraHMIAUMK. 3TO ODraHWIaUmi,
AAR KOTOPLIX 33paboToK HE ABARETCA TMEBHOM UeAb. JaHHOE NOHATHE BRep-
Bbie NoAsKAocs MexAy 1950-mu 1 1960-mu rr. NMpeanosaranoce 0BoHTUCE Be3
NOHATMA *HEKOMMEPHECKasA», 4T0 03HadaeT BonbLYIo pecnekTabensHoCTL uaK
SNETPYUCTHYECKME HAMEDEHHA.

YeeaomaeHue, AOKYMEHT, MMCEMO, COAERXALLEE W3BSLWEHKe O uém-nubo. Mo-
NoAL3YETCH, YToB b NPEAOTBPaTHTE HENPABUALHOE YBOABHEHHWE, YTobBbI ONpeae-
AMTE, YBEADMMA HMAM HET paﬁOTﬂﬁ,.‘aTEﬁh COTRYARKWKS EEI-E!.I"LEIFDBPEMEHHD 0 BO3-
MOFHBIX NOCASACTEHMAX €r0 NpoASARAKILLETNOCA HENPABWALHOID NOBEAEHKWA.

O

nDA'-IIIHEHHIE. 310 NCHXKWYEeCKaRA dKTHEHOCTE, NMOAP33YMEeBEaWaR OCO3IHAH-
HOE MAMEHEHHE WHAWBMAOM CBOEMO NOBEAEHMA M/WAK YDEXABHWA B COOTBET-
CTEMH C BD3AEF1ETEIHEM BHELWHMKX {DEIKTDPIDB W CONpoBOxAaemMan KOTHWTHEHO-
IMOUMOHEABHOR OUEHKOR NPOMCRoAALLETS, MOXHO BeIABAMTE CABAYIOLLME THINEI
TRPAKTOBOK NOHATHA «NOAYUHEHWE YEeped COCTOAHKWE, Yalle OnpejeARenMoe Kak
FABMCHMOSE, HMEIOLWEE HEKOTORYIO NPOAOAKMTEABHOCTE, YEDES HAMEHEHWE NO-
BEAEHHA NOA EI-DE,&,EITI{ZTEHEM BAACTH: Yepes MaMeHeHHWe COCTOAHWA, CBAZAHHO-
ro ¢ HecBoBOACH W NPUHEANEKHOCTBIO YEeMy-AHMB0 AW KoMy-Arbo. B oprannaa-
UHWOHHOM KOHTEKCTE 3TO OTHOCHMTCH, B WHMPOKOM CMBICAE, K MPWHATHED BAACTH,
obbliHo © HEBOABLLIWMK OrOBOPKaMK. TeM HE MeHes, HACTAWBAHWE B HEKDMW-
THHECKOM NOAYMHMHEHHH MOXET 334y IUWTh TBDpHEEKHb'I noTeHUWan W OrpaHAYHTE
NOTOK MHPOPMELMKM, HEDBXOAMMBIR ANA HAANEXKALWETD (YHKUMOHHMPOBAHWA,
MECTHHE Npaewaa, KOTOPHIM, KAk NMPeAnOAaraeTcdA, MNOAYMHANTCA, 0coDeHHo
NPOTHEOPEUYMBLIE M HECOMMACOBAHHLIE, MOIYT CO3AATE 2ATPYAHMTEABHOE NOAD-
HEHWE B OpraHH3auMM.

Uean aHcuMnaMHEl *OpraHzaunoHHoe noeeseHHes, OpraHvsaunuoHHoe No-
BEAEHHE W3YYRET NOBEASHWUE AMOASH W MX B3AMMOOTHOLLEHHA B ORraHHU3aUMM ¢
UEALI OOBEAMHEHMA HY#A W YCTREMABHHIA KaXAOTD COTPYAHMKA B OTASALHOCTH
C HYRASMH W LEAAMKA OPTraHK3aUMK B uenom= (C. Koccen, 1994),

06z0opHOoE WHTEPBLI. [lpouscc HabMOAEHWA 33 pabOTHWKAMM, BBIMOAHA-
LM CBOM CA}"H(EﬁHbIE O0AZAHHOCTH MAM 38A8HWA, HCNOAB3YETCH, yTobel co-
GpaTe AaHHBIE OTHOCHTEABHO CNEUMEOHKH paboTkl MAK 3aaaHWA.
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Occupational adjustment. The process and result of employee’s adaptation
to the demands of the profession, his (her) assimilation of professional and
social standards of behavior required to perform job functions. Occupational
adjustment differs from adaptation to work mainly the adaptation to the
content of professional activities, than to the form.

Occupational groups. Set of persons of one profession, combined similar
knowledge and skills, sense of identity with the profession and its other
representatives, aware community of interest.

Occupational illness/disease. Any abnormal condition or disorder, other
than one resulting from an occupational injury, caused by exposure to factors
associated with employment.

Occupational injury. Injury sustained during the course of employment, which
results in the employee requiring medical treatment other then minor first aid
and which results in the employee being absent from work as a result of such
injury for one or more work days or results in work restrictions.

Offshoring. The practice of relocating business processes, such as production/
manufacturing, to a lower cost international location,

Ombudsperson. Neutral third party that helps individuals or groups in conflict
resclve disputes by mediating, coaching and facilitating communication
between the parties and recommending an appropriate resolution.

On-call pay. Additional compensation awarded to employees who are required
to remain on call during off-duty hours.

On-call time. Used to define periods of time when an employee is off duty
but is required to remain on or close to the company premises or to respond
to a call or page within a specified period of time, resulting in the employee
being unable to effectively use such time to attend to his or her own personal
activities.
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MpodeccHoHansHaa ajanTauMA. MNpoUece W PesyALTaT NpMCNocobieHWa pa-
BOTHMKE K TPEDOBAHKMAM NPOGECCHK, YCEOEHWA MM NPODECCHOHANLHBIX M COLM-
anbHBIX HOPM NOBEASHWA, HEOBXOAMMEIX AAR BEINOAHEHWA TRYAOBELIX dyHKLMA.
OravyaeTcs oT apanTaumMH K padoTe NperMyLLECTBEHHD AAaNTALMER K COARDKE-
HUKD BbINOAHEHKMA NPOPECCHOHANBHOR ASATEABHOCTH, YEM K GOpME,

MpodeccHoHansHbIe rpynnbl. COB0KYNHOCTE AML OAHOW Npodeccuu, ofibeau-
HEHHBIX CXOAHBIMMH 3HAHHMAMMK W HEBbIKAMM, HYBCTEOM HAEHTHHHOCTH C npodec-
CHER W APYTUMU € NPEACTABUTEAAMM, OCOIHAKILLMMU 0BLHOCTE MHTEPECOB.

MNpodeccuoHansHoe 3aboresanne/ HonesHb. Noboe oTaMuaoLLEecs OT 00bIY-
HOMD COCTOAHWE WAW PACCTPOMCTEO (KPOME TEX, KOTOPBIE ABARIOTCH PE3YALTATOM
NPOW3BOACTEEHHOR TPEBMEI), BLIZEAHHOE BOAEWCTEMEM $AKTOPOE, CEA3aH-
HBIX G BbINOAHEHMWEM pﬂﬁDTbl.

Mpon3sBoACTEEHHAA TpaBma. Tpaema, NonyyYerHHan Ha padore, KoTopas NpHBo-
AMT K TOMYy, uTo paboThuky TpefyeTca aeueHue Gonee cephe3Hoe, Yem HEZHaUM-
TEALHEA MNEPBAA NOMOLLL, M K OTCYTCTEMIO pabdoTHuka Ha pabote B pesyabrane
Tp2BEMEl B TEUEHHE OAHOMD WAKM Bonee paboudy AHEH, MAM K OMPAHHYEHHAM B
pabore,

Oddwopel. MNpaktuka nepemMewsHns OUIHec-NPOUECCOB, TAKWX, Kak Npo-
M3BOACTED NPOAYKUMK, 38 TDaHuLy, B MecTa ¢ Gonse HMIKDH CTOMMOCTEHD ASH-
HOH NDOAYKLMK,

Ombyacmen,/YNoAnHOMOUEHHBIA NO NpaBam YenoBeka. HelrpanbHoe Tpe-
TeE AMUD (0OBIYHO BLICTYM2HIWIEE OT AMUA MOCYA3PCTEE), KOTOROE NOMOraeT
KOHOAMKTYIOLWMM MHAMBMASM MAM TPYNNEM B PA3PELLEHMM KOHPAMKTE NyTEM
NOCPEAHUYECTBA, KOYUMHIa, OBABTUEHWA KOHTAKTOB MEXAY CTOPOHaMWU W pe-
KOMEHAALMAMK NO BeIPABOTHE NOAXOARLLETO PELLEHMA.

Mhata No BeI30BY. JONOAHWTEABHER NAGTA AMNR TEX PDABOTHUKOB, KOTOPBLIE ADAX-
Hbl GBITh TOTOBLI K BHI30BY Ha padoTy B ux cBODOAHOE BPEMA.

Bpema no BoizoBy. Tak 0BLIYHO ONPEABARKIT NPOMEXYTKH BPEMEHM, KOMAS
paboTHHK B ce0é cBoBoAHOE BPEMA AOAKEH HAXOAMTECH BOAMAK MAM B nome-
LEHHH KOMMAHHMK MAKM OTEEYETh HA 3BOHKM B NPEASAEX ONPEASAEHHOMD NpoMe-
HYTHE BPEMEHM, YTO MPUBOAMT K HEBOIMOKHOCTH ANA paboTHUKE 2hhEKTHBHO
MCNOALIORATE 3TO BPEMSA B AMUHBIX LEAAX.
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Open-book management. & management strategy emphasizing employee
empowerment by making the organization's financial data available to all
employees. The goal of this type of management program is to make employees
view themselves as more of a business partner and increase their awareness of
how their actions and decisions affect the arganization’s bottom line.

Open systems. When applying the Theory of systems to organizations,
scholars of Organizational Behavior conceptualize them as being open
systems exchanging information and resources with their environment. This
perspective draws attention to how organizations and their environments
mutually influence each other.

Operationalization. Organizational research or practice often deals with ideas
or concepts that cannot be directly observed or measured (such as cooperation,
dishonesty, work motivation, etc.). To facilitate observation, description, good
measurement ar palicy, one frequently selects a specific, observable indicator
to represent such concepts. An operationalization (or operational definition)
then, is the publicly shared and reproducible operations necessary to define or
measure a phenomenaon.

Opinion survey. The tool used to solicit and assess employee opinions,
feelings, perceptions and expectations regarding a variety of managerial and
organizational issues.

Operation’s management. Also called «production/operation’s managements,
«OMs, or «P/OMs, Often translated as sthe management of production and
processess, while the word wproductions, for the most part refers to material
products, and «operations: - to services. Operations management is the
deployment of the resources of an organization to deliver, effectively and
efficiently, services and products to its customers; set of decision-making
methods for managing key production resources to produce goods and services.
This involves practitioners in such issues as product and process design;
resource utilization; capacity scheduling; guality management: on-time delivery
and other elements of customer service, This concept is often correlated with
the Product Lifecycle Management (PLM), and Product Management (PM) -
technology of product lifecycle management, organizational and technical
system that provides control of all product information and related processes
throughout their life cycle, from design and production to decommissioning,
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CTpaTerus ynpagAeHHA «OTKPLITAA KHWra:. CTPaTerna ynpaBAeHHA, KOTopas
npuaaéT ocoboe 3HaYeHMe NOAHOMOYHAM paboTHKKE, Aenan GHHAHCOBLIE AGH-
HEIE OPraHUIaLUMK ACCTYNHEIMK BeemM paboTHUKam. Uess 3T0ro TMNa ynpasasH-
YECKOM NPOrpaMmel - 3acTasuie paboTHUKOE B BOALLIER CTENeHW paccMmanpu-
EaTk Ceff B KAUECTEE ASADELIX NARTHERCE M YIAYOWTE WX NOHWMEHKE TOro, Kak
WX ABACTEMA M PELLEHKWA BAMAKOT HE PE3YALTATE OPraHW3aLau.

OTKpbITbIE CHCTEMBbI. [IPDMMEHAR TEOPHMH CHETEM K OPraHW3auMAM, yYEHbe
OpraHuzauMoHHoOre NOBEASHWA DACCMATPWEAHT MX KAk OTKPLITEIE CMCTEMEI,
ofmMeHuBalwmMecs MHGoOPMaLMER 1 PECYDCAMM C X BHELIHER cpeaor. 3rtor
NOAXOA NPUBAEKEET BHWMEHWE K TOMY, KaK OPraHM3aunK W MX BHEWHAR cpeaa
BIAMMHO BAMAKDT APYT HA APYIa.

OnepauvoHarH3Iauna. Mecre/DBaHMA WAKM NPEKTHYECKAR ASATEABHOCTE Opra-
HUZBUMHA Y4acTD WMEHT ASAD C HASAMH HAM NOHATHMAMMK, KOTOPLIE HEBOIMOX-
HO HabAKAATE MAHM H3IMEDATL HENOCPEACTBEHHO (TaKWME, Kak COTPYAHMYECTBO,
HENOPAAOYHOCTE, MOTMBAUMA K pabote W T.4.). 410061 0BAETYMTE HABAKAEHKE,
ONUCaHWE, NPABUALHOE (COOTBETCTBYHILLEE) WAMEDEHWE WAM NOAWTHRY, HECTO
EbIBMpaDT onNpeseneHHBIR, HAaBAOASEMBIR WHAMKATOD, NPEACTABARKIUMA Ta-
KHE NOHATHMA. OnepauroHanv3auMa (MAK ONepauroHanbHoe onpejsneHue) B
3TOM CAYYAE — 3T0 PA3ASAAEMBIE BOEM NEPCOHAAONM W BOCNPOU3BOAMMBIE ONe-
pauMK, HeobxopMMble, YTo0LI ONPEAEAMTE AN M3MEDPHTE ABAEHHE,

Onpoc ofWecTEEHHOro MHEHMA. MHCTDYMEHT, KOTOPBIA MCNOAB3YETCA AAR NO-
AYYEHMA M OUEHKK MHEHMIA, YYBCTE, OLLYLLEHWA W OXMABHHMA PABOTHMKOB OTHO-
CHUTEABHO COBOKYMHOCTH YNPaBAE HYECKMX M OPraHH3aLWOHHBIX NpoBaAen.

OnepauMoHaABHBIA MeHeKMeHT, Takke HaskIBaeTCA «NPOAYKTHEHBIR/ one-
pauMoHarbHbIA MeHeaRMmeHTs, OM, nan P/OM. Yacto NepeBoanTCA Kak «ynpas-
AEHWE NPOM3BOACTEOM W NDOUBCCAMMe, B TO ME BpemA cnoso «productions no
BoALLIER YACTH OTHOCHMTCA K MaTEpMansHOMY NPoAYKTY, a «operations: — K ycay-
ram. OnepauMoHanbHbI MEHEAKMEHT - 3T0 Pa3BEPTLIBAHWE PECcYPCoB opra-
HU3aLWK AARA TOTO, YTODBI NPEAAOMKTE PESYALTATUBHO U 3bGEKTHBHO YCAYTH M
NPoAYKTE 28 KAMeHTaM; COBOKYMHOCTE METOADE NDMHATHA DE!LIJEHHI:& no ynpae-
ABHWHY OCHOBHBIMK NPOU3BOACTEEHHBIMKM PECYPLAMH ANA BEINYCKE NDOAYKLWK
W OKEZaHWA YCAYT. 3TO BOBASKAET NPaKTMKOE B Takue npobiemel, kaw paspabor-
Ka Npouecca W NPoAYKUWMK, MCNOAL3OBAHME PeCcypCoB,; NOAHOE NASHMPOBaHWE,
KaveCTBEeHHOe yNnpaefreHue; CBOEeBpemMeHHaA NOCTABKAa W APYTHE 3AEMEHTHI
0BCAYKMBEHWA KAMEHTOB. 3TO NOHATME YacTo cOOTHOCAT ¢ Product Lifecycle
Management (PLM), wam Product Management (PM) — TexHonordA ynpasae-
HHA HHIHEHHBIM UWMKADM HS,&EHHﬁ; OpPraHH3aUHOHHO-TEXHWMYECKaA CKUCTEMAd,
ofecneyrBaroWan ynpasieHne scel nHbopMmaumMen of H3AEAMH M CBA3EHHLIX C
HHM NPOUESCCaX Ha NPOTAREHWH BCETD 80 KM3HEHHOMD UMKAS, Ha4HHEA ¢ Npo-
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Oral reprimand. Verbal warning given to an employee by a manager or
supervisor as a means of correcting inappropriate behavior or conduct.

Organization. Open system that interacts with the environment by the type of
living social system. Organization receives the information, capital, material and
human resources from the environment. Organization (from the French) - to
organize, create, organize, build something, a set of individuals, groups, united
to solve any problem, efforts to establish a device, streamline, optimize the
work of others. A group of people with a common goal, general activities, in
some way structured and ordered.

Organization and environment. The environment is a key concept in the study
of organizations. Essentially, an organization's environment is every-thing
that lies outside the organizational boundary. That is, other organizations,
the society in which it operates, governmental agencies and institutions, the
economic system, labor markets, financial systems, and so on. These factors
make up what is known as the «general environments. Organizations generally
do not have to deal with the whole ervironment in its totality, particular
parts of the environment will have special importance. These make up the
stask environments and include the organization's own customers, suppliers,
shareholders, bankers, and so on.

Organization as an open system. The organization, which interacts with the
environment by type of living system; the organization receives the information,
capital, material and human resources from the external environment; elements
of the organization are its structure (formal and informal), goals and tasks to
be solved, technologies and people.

Organization planning. The process of developing and establishing by the
company management the system of quantitative and qualitative indicators of
development, which determines the rate, aspect ratio, trends in the enterprise
now and to the future.

Organization theory. This is a body of scholarship that attempts to explain
variations in the structure and operating processes of organizations. Its unit of
analysis is the organization itself, or subunits of the organization, not individual
people, the units of analysis to which Organizational behavior refers. The term
sorganization theorys is a misnomer because this body of scholarship includes
empirical research and prescriptive analyses of managerial problems.
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YcTHLIA BbIrOROp (3ameuanue). CAOBECHOE NPeAYNPEXAEHWE, CABAAHHOE pa-
ﬁDTHHH}’ MEHEAMEDOM MAM PYKOBOAMTEAEM KaK CREACTBO ANA MCNPABAEHWA HE-
noAoGaKILEND NOBEASHKA.

Opranusaumna. OTHPBITEA CMCTEMA, KOTODaA B3aWMOAERCTEYET C BHELWHER Ccpe-
AOR N0 THNY KHMBOR COUMAABHOR CHCTEMBL OT BHELWHER CReak OpradH|IaUmA no-
AYUAET MHPOPMALIMID, KanWTan, MaTepuansl W Yen0BeUYeCcKUe pecypoel. OpraHdu-
3AUMA — CTPOEHWE Y4ero-nvbo; COBOKYMHOCTE AKAEA, rpynn, oBLeAMHEHHLIX AR
PELIEHWA KAKOR-AMB0 38A8UM; ASATEABHOCTE N0 HAAZKWEAHMK, YCTRONCTRY, YNo-
PAAOYHMBEHMID, ONTUMK3aUKMK patotel apyrux. Tpynna Aoaer, HMEKLLMK 0By
Uenb, ONPEASAEHHBIM 0BPE30M CTRYKTYDHROBEHHYHD W YNOPAAOUEHHYH 0By
ABHTEABHOCTh.

OpraHvM3aumAa W BHEWHARA cpeaa. BHEWHAR cpeaa — 370 KAKYEBDE NOHATHE B
HCCAEADBEHHM OpraHMaauMi. Mo cylecTBy, BHELWHAR CPEAR ORraHMaaUuMK - 310
BCE, YT0 HAXOAWMTCA BHE ODraHM3auMOHHOR rparuubl. Takum obBpasom, Apyrke
OpraHuzauru, obWEeCTED, B KOTOPOM OHa paboTaeT, NPaEHTEABCTBEHHLIE AreHT-
CTBE M YYPEXASHWA, JKOHOMMYECKAA CUCTEMA, PhIHKKM Tpyaa, PHHAHCOBRIE CH-
CTEMB] M T.4. - BCE 3TW GakTopbl COCTABARRIT TO, YTO MABECTHO Kak «eceobllan
OKDYMANWIWEA cpeaar. OpraHraaumn BooOWe He AOAKHBI UMETE ABND G OKDYHa-
HOLLEH cpeaol BO BCER e€ noaHoTe, ¥ ocofbix YacTed cpeabl ByaeT cneymMansHoe
HazHa4eHKe. OHKM COCTABARIOT «OKDYRAKILLYI cpeay OM3HECas M BRAKMAIOT Cob-
CTEEHHEIX KAMEHTOR OPraHMaaUMM, NOCTABLWLMKOE, aKUMOHEPOE, BaHKMPOR 1 T.A.

OpraHuzauMA Kak OTKpLITaa cuctema. DpraHM3auma, KOTORaA B3aMMOASH-
CTBYET C BHELWHER CPeAQd No THMNY MHBOH CHCTEMb!, OT BHELWHER Cpesbl Op-
raHW3auma noaydaeT MHQOPMaUWHD, KanvTan, Matepuansl W Yen0BeudecKHe
PECYPChI; IAEMEHTHI CAMOR OpraHdu3alni - ato eé cTpyktypa (popmanbHas W
HeGOPMaNEHARA), UEAK M PELUEEMEIE 3BA3UM, TEXHOACIMM W AHDAM.

MraHupoBaHHe B opraHW3auMu. Mpouecc paspaboTiKd W YCTAHDBASHUA py-
KOBOACTBOM NPEANPHUATAA  CUCTEMbBl KOAMYECTBEHHBIX W KEYECTBEHHLIX NOKa-
3aTened ero PazBMTMA, KOTOPaA ONpPEeASARET TEMMLL, NDONOPUMK, TEHAEHLMM
PAZEWTHA ASHHOMD NPEANPUATHA KAK B TEKYLLEM, TEK W HE NEPCNEKTHBY.

TeopuAa opraHu3aumm. 370 HaYYHaA W yHeBHAA AMCLMNAMHE, KOTOPan Hanpas-
AEHE Ha OBbACHEHWE U3MEHEHWUIA B CTPYKTYDE W ONEepaLMoHaAbHbIX NpoLeccax
opraHusaumin. OpraHM3aUMs Kak TaKoBan, MAM NOAPASAEAEHUA OPraHU3aLMMK,
HO HE OTABALHbIE AHOAM, — BOT BAMHMUBI aHaAW3a, K KoTopomy obpalwaetcn Op-
raHW3aUMoHHoe noBeAeHWe. TePMUH «TeOPHA OpraHM3aLUmMis SBARETCA HeKop-
PEKTHBIM, NOTOMY HTO OH BKAHOYEET 3MNMPHYECKME MCCAEADBAHUA U HOPMATHE-
HbIA @HaAK3 NPoBAEM YNpaBAEHWS,
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Organizational behavior. The science which studies human behavior and their
relationships in the organization to bring together the needs and aspirations
of each employee individually to the needs and goals of the organization as a
whaole (5. Kossen, 1994). Organizational behavior is a discipline that uses the
capabilities of an integrated approach (psychological, sociological, economical)
to the analysis of behavioral problems and human activities in the organization
and responding to the question: «Why do people in organizations behave and
act a certain way?v

Organizational behavior modification theory. Motivational theory suggesting
that an individual will behave in a manner that helps him or her avoid potential
negative outcomes and achieve agreeable outcomes,

Organizational boundaries. These are perimeters that by convention are said
to define an organization, with members designated as wwithin» the boundary,
and clients, customers, suppliers, and regulators, for instance, as soutsides,
Boundaries signify a distinction between the organization and its environment,
with members having particular rights and obligations not recognized in
others.

Organizational changes. Organizational changes are defined as the de-
velopment of new ideas or behavioral patterns by a company. A difference in a
form, quality, or state over time in organization (as a legal entity). Element of an
organization, subject to change, may be the job, working group, organizational
unit, strategy, product or organization's mission. The terms «organizational
changes, s«changer» and «business transformations refers to those institutional
refarms, during which the change is achieved in values, aspirations and
behavior, while changes in processes, methods, strategies, structures and
systems. It is necessary to distinguish between «organizational developments
and «organizational changes: changes in organizations occur all the time,
while the development can not be observed (see Organizational development,
Development in an organization).

Organizational chart. Graphic representation outlining how authority and
responsibility are distributed within organization.



OpraHMzauMoOHHOE NOBeAeHWe. Hayka, W3YUaKLWasn NOBEASHWE AHAEH M WX
B3AWMOOTHOLEHHA B OPraHM3aUMd C UBAbHK ODLEAHHEHMA HYKA M YCTPEM-
ASHMH H3MADIO COTRYAHMKE B OTASABHOCTH C HYMASMM M USARMMU OpraHKaa-
UK B uesom (C. Koccen, 1994), OpraHv3auMoHHOE NOBEAEHWE — AMCUMNAK-
Ha, UCNOAB3VHILLAA BO3MOKHOCTH HKOMMNABKCHOIO NOAXOAS (NCHMXOAOTHYECKOrD,
COLMOADTMHYECKOrD, SHOHOMHWHECKOTD) K aHanKay Npobiem NoBEAEHHA W ARH-
TEALHOCTH YEADBEKA B OPraHU3auMH M OTEEYAKWEA Ha BONPOC «[Toueny AKAM
B OpraHM3auuK BeayT cebn v ASRCTBYIOT OnpeaenEHHbIM obpasoms.,

TeopuA MOAHOWKALWH NOBEAEHWA B OPraHu3auMH. NMOoTHEEUMOHHERA TEOPKA,
NPEANOASrAILWAR, YTO MHAKMBKA ByaeT BecTy cebn cnocobom, KOTopBIR Nomo-
#ET emy M3BeraTe NOTEHUMAALHLIX OTPHUSTEABHLIX PE3YALTATOR M ADCTUIaThL Me-
ABEMbIX PESYALTATOR.

fpaHuubl oprasmM3auMm. J70 rPaHULEl (KOHTYPDLI), KOTOPBIE, NO ADTOBORY WAM
COMMELEHMH) ONPeABARKIT ODraHMIauMi, © yYacTHUMEaMM, 0003IHaUEHHLIMMK
KaK «BHYTDM® TDEHWMLB, M KAHEHTAMM, NOKYMATEAAMM, NOCTABIIMKAMMH W pery-
AATOPEMM «CHAPYK1». [PaHKULLI 03HAUSHOT PA3AHUME MENAY OpraHUIaUMen 1 eé
CPEADH, C YYACTHHKAMK, HMELWMMK 0coBpie Npasa v 00A3aTeALCTBA, HE NPK-
FHAHHGLIE B APYTHX OpraHW3auMasg.

OpraHM3auMoHHbIE M3MEHeHHA. ONPEAENAIITCR KaK OCBOEHHE KOMNAHMERN
HOBLIX HAEH WAM MOABAEH NoBeaeHKMA. Pazamune B dopMe, KAYECTBE, MAM CO-
CTOAHMM B TEHEHWE AONTOMND BPEMEHHW B DRTAHW3EUMH (KEK KPUANYECKOM AMLE),
JNEMEHTOM OpPraHW3aUMK, NOANVEKELMM W3MEHEHMWHD, MoxeT BhiTe pabota ue-
noBeka, pabodas rpynna, opraHM3aunoHHan eAMHULA, CTPETEMMA, NPOAYKT HAM
MHCCHA OPraHK3auMK, TEpMUHB! «0PraHHu3aLUMOHHLIE H3MEHEHWSA, sNEPEMEHBIH
W «peofpaloBaHMe KoMNaHWuy 0BO3HAYaKT Te OPraHM3aUMoHHBIE pedopbl,
B XOAES KOTOPLIX AQOCTHIEETCH M3MEHEHME LUEHHOCTEH, CTREMASHMIA M NOBEAS-
HUA AOAEH NPH OAHOBPEMEHHOM M3MEHEHMM NPOLECCOB, METOADS, CTPATEIMA,
CTPYKTYR W cHcTeM. HeoBxoAMMo pazAMuaTh «OpraHW3auMoHHOE PazBMTHES M
WOPraHM3aUMOHHOE MIMEHEHWEY. M3MEHEHWA B OPradHn3aUnax NPOUCKXOAAT No-
CTOAHHO, NPH 3TOM DEIEWTHA MOMET M He HabaoaaTees (oM. OpradMaauMoHHoe
pazeuTve, Paieutve B Opradnaaumu).

OpraHM3auMoHHaA adarpanmma (MaTpMua OTEETCTEEHHOCTH). [paduyeckasn

MANKICTDALMA, NOKS3bIEIILAR KaK BASCTE M OTBETCTBEHHOCTE PACNpPEASAEHI
BHYTPW OpraHM3aumy,
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Organizational climate (atmosphere, psychological climate of the
organization). The molar concept reflecting the content and strength of the
prevalent values, norms, attitudes, feelings, and behaviors of the members
of a social system which can be operationally (that is, through a particular
system of measurement operations) measured through the perceptions of sys-
tem members or observational and other objective means.

Organizational culture. System of dominant values, goals and rules specific
to this organization, which function as important regulators of the behavior of
employees and which are not only common to all members, but also transmitte
to new members as the most correct.

Organizational decline and death. As the stage of organizational development
(change), decline is a two-step process in which deteriorating environmental
adaptation leads to reduce internal financial resources. An organization has
environmental support when it has favorable exchange relations with groups
and individuals that hold critical resources and when its actions are endorsed
by powerful external groups and individuals. Lost environmental support
results from the intertwined simultaneous deterioration of an organization's
image and its resource base.

Organizational demography. The demography of an organization is the
composition of its workforce on variables such as age, gender, ethnicity, length
of service, and education. The diversity or homogeneity of this composition
has important implications for Organization behavior at a number of levels.
Homogeneity is generally associated with cohesiveness, on the principle
established within social psychology that similarity 15 associated with
communication fregquency, interpersonal attraction, and social integration. It
is also apparent that homogeneity can have dysfunctional properties if it leads
to excessive conformity, such as the phenomenon of groupthink {by I. Janis) in
decision making.

Organizational design. The process of establishing and arranging the el-
ements of an organization’s structure. In Organizational theory it is a part of
the organizational model; in project management it is the process of making
design decisions and actions on the organization and improve the functioning
of the project management system.
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OpraHM3auMoHHBIA KAMMAT (aTmocdepa, NCUXONOTHYECKMA KAMMAT opra-
HHZAUMH). AaHHOE NOHATHE OTPEXAET COASDMAHHE M CHAY PACNPOCTRAHEHHBIX
B COUMAABHOR CHCTEME LUEHHOCTEM, HODM, STTUTHOACE, YYBCTE W NOBEASHHWA g8
yaeHoB. Boé a1o moxeT GbiTe ONepauHoHancHo (T.e, YePEas TY MAW MHYIO CHGTEMY
H3AMEPHTEABHBIX ONERALMA) MAMEPEHD NOCPEACTEOM BOCMNPHMATHA YUSCTHHKOB
CHETEMBL, MAH HEBAKAEHMA, MAKM APYTHX OOBEKTHBHLIX CPEACTE.

OpraHW3auMoHHanA KyAbTYpa. CUCTEME ADMUMHWDYHOLWME LEHHOCTER, LUEASH W
HOPM, XEPaKTEPHBIX AMA ABHHOR OPraHM3aUmMH, KOTORBIE BINOAHAKT GYHKLMIO
Ba¥HbIX PEMYARTOPOE NOBEAEHWMA PA0OTHMKOB WM KOTOPLIE HE TOABKO ABARKITCH
OBLLMMKM AAR BCEX YNEHOB ORTaHU3AUMK, HO M NEPEASHITCA HOBLIM YABHEM KaK
HaubBones NPaBHALHLIE.

Ynapok v rubenb opraHH3aumK. Kak cTagua Oprad3au[oHHone PassnTHa (Ma-
MEHEHKMA] YNEADK - ABYXCTYNEHYETLIH NROUECE, B KOTOROM yXyALIEHHE Cpepn-
BOR aAaNTALMH NPHUBOAMT K YIMEHELLEHMID BHYTPEHHWY PMHAHCOBRIX PECYRCOE. ¥
OPraHM3aUmrK BO3MOKHE NOALNEPHKKA CPEAB, ECAM WMEKITCA BASTONPUATHBIE OT-
HOLLEHWA © PYNNaMK K AKABMK, KOTOPBIE MOAASDKHBAHIT KDUTHYECKWE DECYD-
Chl, M KOTAS WX ABHCTEBHA NOATEEPHAEHB! BAMATEABHBIMK BHELWHWMH TRYTINEMHM
H AABME. TTOTERA NOAAEDKKM CPeAkl BCTh PeayALTaT NEPENASTEHMA OAHOBRE-
MEHHOMD YXYAWEHWA WMHAKE OPraHM3aunK ¢ yXyaLUEHWEM e& MartepuanbHo-
ChIpLeROR Bazkl.

Aemorpadua opraHusaumm. 310 cocTae pabouen CHALI DPraHn3aUmM, Hameps-
EMBIA TAKHMH NEPEMEHHBIMK, KaK BOZPACT, NOA, ITHUHECKER NPHHAANERHOLTD,
ctax pabotu v obpazosadwe. PazHooblpa3ave WaM OAHODOAHOCTE ABHHOMD CO-
CTABE MMEKT BAXHOE 3HAYEHWA A0A DDraHM3aUMOHHOTO NOBEAEHWA HE MHOMMX
ypoBHAX. OAHOPOAHOCTE B LUEAONM CEA3EHA CO CNAQUEHHOCTEHD, B COOTEETCTEMM
C MPWHLUKANGM, YETAHOBAEHHOM COLUMEABHOR NCUMXOADTHMEH, NPOUECE WASHTHMGK-
KalWK (CAOACTBE, YNOADBAEHKWA) CEBAZEH C KOMMYHMKATHEHOM YacTOTOH, MEx-
AMYHOCTHOR NPMBAEKATEABHOCTEH) W COLUMBNABHON MHTETPaUMen. TakKe oHeBHa-
HO, UTO ¥ OAHOPOAHOCTH MOMYT BhiTe AMCOYHKUMOHAARHBIE CEBOMCTEE, ECAM 3TO
NPUBOAMT K HPEIMEPHOMY KOHDODMUIMY, HANPUMER, K TAKOMY, KaK RBASHME
OrpYNIAEHHA MelWUAEHKA (N0 M. AMeHucy) NpY NEUHATHH DeLLEHMA.

OpraHH3auMoOHHOE NpOeKTHpoBaHWe. MNPoUSCcT YCTAHOBAEHWA W YCTPOWCTES
INEMEHTOB CTPYKTYDEI OPraHu3auMy; B TEOPHK OPraHu3aluMi ABARETCH YaCTRI
OPraHU3aLUMOHHOM MOASAMPOBAHKA; B NPOSKTHOM MEHEAKMEHTE 3TO NPOLECC
BLIPAGOTHH NPOSKTHBIX PEWEHHA W MEPONPHATHRA NO OPraHMIaLMKy 1 CoBep-
LWEHCTEOBAHWUID GYHKUMOHUDOBaHWA CHCTEMEI YNPABASHHA NPOSKTOM.
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Organizational development. There are different approaches to under
standing the essence of organizational development: the natural process of
gualitative change in the organization, derived from its age, a series of planned
systemic changes introduced in the organization, focused work undertaken
by senior management to increase efficiency and viability of the organization
through planned changes in processes occurring in it, using the knowledge
and methods of behavioral science and management; change, which helped
to increase the number of staff or increase the size of the organization, and
identifies innovation, strategy management consulting, designed for social
change, attitudes of people and organizational structure to improve the
adaptation of the organization's technology reguirements and the market; a
planned organization-wide effort to improve and increase the organization's
effectiveness, productivity, return on investment and overall employee job
satisfaction through planned interventions in the organization's processes
(see Development in an organization, Organizational changes).

Organizational display. lLis detailed graphical ortabular chart, text, spreadsheet
or similar presentation of the contractor's organizational structure, elements
of which are hierarchically ordered organizational units (departments, job
positions); the document that sets out quantitative and gualitative composition
of the business units and a schematic showing how they interact. Organizational
display must identify each organizational unit and show its interactions with
other organizational units in the institution.

Organizational effectiveness. Value of results and spent of manpower and
material resources on their achievement.

Organizational profile. Complex assessment of the arganization, characterizing
its specialization, organizational and technical level, management and
organizational culture. For the normal functioning of the organization it
must provide a definite correspondence between its profile and the external
environment. Profile can be determined by the study of business that is engaged
by the organization, its position in the market, techniques, technology, and
intensity. Strategy (see Organizational strategy) and organization profile allow
us to determing whether there are barriers to equal employment opportunities
in this organization.
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PazeutHe opraHuzaumu. CylUecTBYHT PasnMUHBIE MOAXOALI K NOHMMEHWKD
CYLUHOCTH ODFEHU3AUMOHHOMD PASBMTHA: SCTECTEEHHBIA NPOLSCt KadyecTBeH-
HbIX M3MEHEHWH B OPraHM3aUmMM, NPoMIB0AHLIX OT £€ BO3PACT; CEQPMA 3ania-
HUPOBAHHBIX CHCTEMATHYECKHY WIMEHEHWA, BHEADASMbIX B OpraHu3Ialunm;
UeneHanpaeaeHHaA paboTa, OCYWECTEAREMER BhICIWMM PYKOBOACTEOM AAS
YEEAMMEHWA 3DGEKTHBHOCTH M KHIHECNOCODHOCTH OPraHr3IaUMK NOCPEACTEOM
MNASHMPYEMEIX M3MEHEHWA B NPOLECCaX, NPOTEKIH LMY B HER, HCMOALIYA 3HE-
HUA M METOABI HAYKM O NOBEAEHMM W YNPABASHUK, MaIMEHEHKE, cnocoboTeyo-
Lge poCTy YHCAEHHOCTH NEPCOHANE MAH YBEAMUEHWID PAZMEDOE ORraHu3aLmMK,
H ONPEABAAIDLUEECA HOBOBBEASHHAMM, CTPATEMMA YNPABAEHYECKOIO KOHCYAL-
TMPOE3HKWA, PACCYMTAEHHAA Ha MIMEHEHME COUMaAEHLIX OTHOLLEHME, BITARADE
AKOAER W CTRPYETYDR OPraHM3aUHMH ¢ LUEALKD YAYULLKMTE SAANTALMEY OpraHu3aumm
K TRPeBOBIHHAM TEXHOAOMHMM W PLIHKA, 3aNA3HMPOBAHHOE AEWCTRME BCel op-
FAHW3ELUMM, HANPABAEHHOE HE YAYHIWEHWE W YBEAMHEeHWE e 3DberTHBHOCTH,
NPOW3BOAMTENRHOCTH, 0BOPOTa CPEACTE M ECenDILErD YADBAETEOPEHHUA padoT-
HUKOE CBOEH paboTol NOGPEeACTBOM 3aNAaHMPOBAHHBIX WAMEHEHWH B NPOUEs-
Ccax, NPOTeKawWwmy B opraiuzaumn (Cm. Pazeutue B opraduzauumy, OpraqmKza-
LHOHHLIE M3MEHEHWA).

Opranuwrpamma. Noapobras rpaduyeckan Man TabanyHan avarpamma, TEKCT,
KpynHodopMaTHan Tabarua MaKd nosoBHoe NPeAcTEBAEHHME OPraHn3aUMoOHHOH
CTRYKETYPRI, SAEMEHTAMK KOTOPOR ABARIOTCH MERE PXMYECKH YNODHADHEHHBIE Op-
FEHU33UMOHHBIE EAMHKUE! [MOADS3AEAEHHA, ADAKHOCTHLIE NMO3MLLMK); ADKYMEHT,
YETAHABAWMBAKILMA KOAMMECTBEHHBIM M KAYECTBEHHBIA COCTAB NOAPa3AEAEHWA
NPeANPUATHA M CXEMATHUECKW OTPaMaKLUMA NOPAADK WX B3aWMOASHCTBMS
Mexay cofol, OpraHMzaunoHHBIA NOKA3 AOAXEH MABHTHOHLMPOBATE KaMAYIO
OPraHWIaUMOHHYED BAWHMLY B YUDEXASHMM W €2 BIaMMOAEACTEME ©O BCEMM
ADYTHMM,

3pPeKTHBHOCTE OpraHv3auMy. COOTHOLWEHWE PE3YALTATOR ASHTEABHOCTH M
JATPAYEHHBIX HE HX ADCTHHEHWE TRYAOBLIX W MatepHanbHbIX PECYPCOE.

Mpoduab opraHu3aumu. KOMNAEKCHEA OLEHKE OPTraHW3aLMK, XapaKkTepuay-
Was e& Cneudanm3auqilo, OpraHu3auMOHHO-TEXHUYECKHM YDOBEHL, CHMCTEMY
YNPABAEHHWA W OPraHM3aUMOHHYHD KYALTYRY. AAR HOPMAEABHOTO $YHKUMOHWPO-
BaHWA OPraHM3aumrik Heobxogmo obecnednBats onpesenEéHHOe COOTEETCTBME
MEXAY €8 NRODUAEM W BHEWHER cpeaoi. MPpodrab BLIABAAETCA NYTEM HCCASAO-
BaHWA BM3HECa, KOTOPBIM 38HMMEETCH OPraHU3aUMA; NONOKEHKA € HA PhIHKE,
TEXHWKM, TEXHOAOTUM M MHTEHCWEBHOCTH. CTpatervsa (cam. CTpaterks opraHuKaa-
LHH) M NPOPHUAL OPFraHKU3aLMH NO3BOARKOT ONPEABAHTD, CYLUECTBYHOT AM Bapbephl
AAR DABHOW BO3MOXHOCTH TRYACYCTROWCTES B OPraHM3aLmM.
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Organizational strategy. Interrelated set of long-term measures or approaches
in order to strengthen the vitality and power of the organization in relation to
its competitors; the directions of an organization, allowing to realize the main
purpose (mission), to define the scope of operational activities; a set of rules
for decision-making. which the organization is guided in its activity.

Organizational size. Organizational size has been measured as: the number of
employees (full-time equivalents); the sales revenue of the firm; the number of
product lines offered; or, more generally, the scale of operations most relevant
to the industry being studied.

Organizational structure. The set of ways in which the labor process at
first divided into separate work tasks, and then reached the coordination of
activities to solve the tasks. Organizational structure determines the distribu-
tion of responsibility and authority within the organization. As a rule, it is dis-
played in the form of arganizational charts (see Organizational charts).

Organizational survey. The process of evaluating and analyzing an
organization's structure and other major components to determine whether
they are suitably meeting the organization’s current and future needs. It differs
from organizational audit, which primarily involves the control of the mecha-
nism and management structure of the organization based on accepted
standards, norms, laws and principles.

Organizational transformations. Refers to organization-wide changes, such
as restructuring operations, introducing new technologies, processes, services
or products, implementing new programs, re-engineering, etc.

Organizational unit. It unit is any component that is part of the contractor's
corporate structure. In more traditional organization, it might be a department,
division, section, branch or group. In less traditional organization, it might be a
project team or job family.

Qutsourcing. Contractual agreement between an employer and external third-
party provider whereby the employer transfers responsibility and management
for certain HR, benefit or training-related functions or services to the external
provider,
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Crparerua opraHusaumu. B3anmoCEAZEHHBIA KOMNABKC ADATOCROYHBIX MEP
MAKM NOAXOAODE BO MMA YKPENAEHWA MMIHECNOCOOHOCTH M MOLLKM OPraHH3aumum
Mo OTHOLWEHWH K 88 KOHKYDEHTAM, HENDABAEHMA ASATEARHOCTH ODRraHMIaLMM,
NO3BOARIOWME DEAAMIOBATE AOATOCPOYHYIO (0BBYHO Ha 3-5 aeT) Leab [MHCCHIO),
ONPEAEAMTE PAMKM ONEPATHMBHBIX MERONPUATHA; HABoP NPaEHA AAR NPHUHATHA
PELWEHMA, KOTOPBIMK OPraHU3aLKMA PYKOBOACTBYETCH B CBOEH ABATEABHOCTH,

Pazmep oprasvusaumu. Pasmep opraHu3audy mMoxeT BbiTe NPEACTABAEH KAk
UWCAEHHOCTE NEQPCOHANAS [CAYKALLME © NOAHOR 3aHATOCTLHY); BBIDYUKE OT NPoAS-
KK DHDMBI; KOAMHECTED NPOH3BOACTBEHHbLIX AMHMIA; WAk, B Gonee oBLLEM CMbIC-
Ag, macluTalb onepauui, Haubonee NOAXOAALLMY K M3yYaeMOR oTpacan.

OpraHu3aumoHHan cTpykTypa. COBOKYNHOCTE CNoCcoBOB, NOCPEACTEOM KOTO-
Pbix NPOUESCE TPYAR CHaYaMAE Pa3AENAETCH HE OTaeAbHBIE pabouue 3apaud, a
3aTem AQCTMIAETCA KOORAMHAUMA ASRCTEMA NO PELISHWID 2aAa4; ONpefsAReT
PACNPEABAEHWE OTBETCTBEHHOCTH W NOAHOMOYMA BHYTDW opradu3audK. Kak
NPaeuno, oHa oTofipaxaeTcd B BMAE OPraHUrpammel (ch. OpraHurpammal.

OueHKa opraHW3auMu. [poLEct OUEHKM WM 8HaAM3A CTPYKTYPLl OpraHKaa-
UHH M ADYTHX TASBHLIX KOMMOHEHTOB, 4ToDbl ONPEeABAHTE, YAOBAETBODAIOT AM
OHM TEKYLMM W GyayLiMnM noTpeBHOCTAM opraHv3aummn. OTAMJaeTcs oT opra-
HH3ALWMOHHOIO ayaMTa, KOTOPbLIA B NEPBYI0 OMEPEeAb NPEANOASTAeT KOHTPOAL
MEXaHMIME W CTPYKTYPEl YNPEBAEHWS OpraHW3auMeil Ha OCHOBE NPWMHATEIX
CTAHAAPTOB, HOPM, 3AKOHOB U NPUHLMMOB.

OpranWsaunoHHble npeobpasosanua (HHHoBawuK). NpeaAnNoOraramT HaMeHe-
HUA BO BCEW OPraHW3auWK, TEKWME, KaK PECTRYKTYDMDOBaHKWE ONepauqi, Bee-
AEHWE HOBLIX TEXHOAOTHIA, MPOLECCOB, YCAYT HAM NDOAYKTOB, BHEADEHWE HOBLIX
NPOrPaMmM, MHXEHEPHBIX pazpaloTor W T.4.

OpraHW3auMoHHanA esgMHHLA. NODOR KOMNOHEHT, KOTOPLIR ABAAETCA YaCTLHD
CTRYKTYDB! ONpessnéHHOR opradHusaumy. B Boree TRaAMUMOHHOR OpraHr3aunmm
EAHHMUER MOXET BhiTh OTASA, NOAPEIABAEHWE, CEKLMA, OTABABHMWE MAM TPYNNa,
B meHee TpaaMUMOHHOR OPradHM3anmnK 370 MOXET DbiTh NPOEKTHAA KOMEHAZ MAK
paGouan rpynna.

AYTCOPCHHT (B CHCTEME YNpaBAEHHWA NepcoHanom). AOrOBORHOE CoMAalleHHE
MEXRAY paboToAaTEAEM M BHELIHKMM, MMEHILLMM OTHOLEHWE K TPETBENH CTOPOHE
NOCTABLUWKOM, NOCPEACTEOM KOTOPOro padotoaatens NEPeAaET BHELLHeMY No-
CTABLUMKY OTBETCTBEHHOCTE M YNIPEBASHWE HEKOTOPBIMKM KAAPOBBIMKA dyHKLKWA-
M, AMOTaMKW MAKM CBAZGHHBIMK C ﬂﬁ}fLIE.'HHEM lﬂ:I:,fHI'ELI,l-'IFlr"..-'IMr HMAM C.I‘L}I'H{ﬂbl.
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Overtime. The work performed by an employee for employer outside the
established for the employee working hours: daily work (shift), while the
summed calculation of working time, the work is over and above the normal
number of working hours for an accounting period (Article 29 of the Labour
Code).

P

Paired comparison. Form of rating, in which the rater compares, one by one,
the performance of each member in the group with the performance of every
other member in the group.

Paradox. T. Peters and R. Waterman (1982) suggested that excellent
companies have learned how to manage paradox, possessing both loose and
tight properties, a »soft» concern for people and a «hard- bias for action, both
entrepreneurship and focus. There is growing evidence that organizations in
dynamic and competitive environments require such opposite yet comple-
mentary attributes - high specialization of roles and broad generalist per-
spective, continuity of leadership and the infusion of new blood, deviation
amplifying processes associated with innovation and deviation reduction
processes linked to efficiency.

Pareto chart. Bar graph used to rank in order of importance information, so
that measures for process improvement can be established. The basis of
V. Pareto charts is the principle 80/20, under which 20% of the causes leading
to 80% of problems, so the purpose of constructing the diagram is to identify
those reasons for focusing efforts to eliminate them.

Participative (from eng. participant) management. Management style that
involves employees in the decision-making process, based on the premise that
if the employee is interested in taking part in-house activities and receives
satisfaction of his work, it works more productively and efficiently. Participative
management opens for employee a private access to decision making in
business management in a variety of forms of self-management and «quality
circless. Participation in the management motivates a person to perform work
better, which ultimately affects the performance and guality.
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CeepxypouHan pabora. Pafiora, BeinoaHaeman padoTHUKOM MO MHWLMATHEE
paboToAaTEAR 38 NPEAEASMM YCTAHOBASHHON AnA pabOTHUKE NPOADANMTEALHO-
CTH pabouero BpeMeHH: eXeAHEBHOR paBoTkl (CMEHEI), 8 NP CYMMHPOBAHHOM
yuere paboyero BpeMeH - CBEPX HOPMaALHOIO Yyueaa padoyux Yacos 3a yuer-
HbIA neproa (CT. 99 TpyaoBoro Koaekca PO).

P

NapHoe cpaeHeHue. DopMa OLEHKM, NPW KOTOPOH OLEHILMK CPaBHWEAET pa-
HoTy Kaxaoro paboTHUKa B rPYNNEe ¢ KaxAbIM YAEHOM PYNNbI.

YnpaeaeHueckuwi napagoke. T, MNutepc u P Yotepwmed (1982) npeanonosuam,
HTO WAEBABHER OPraHM3gurA ADAHHE YMETE YNPEEARTE CAEAYIOWMM NapasoKr-
com: oBAaAaTE KPEMKOH W, B TO Xe BEpems, rMBkoi cTpykTypoi, BuiTe MATKOH
K AOAAM M KECTKOH B peWeHHAx, yMeTh padoTare KaK ¢ WHMPOKKM GNEKTPoM
3apad, Tak M GOKYCMpPOEBATBCA Ha 0AHOH. lNocTeneHHO cTano OYEBMAHC, YTO B
COBPEMEHHON KOHKYDEHTHOR CpeAs OPraHW3aUMKM ADAMKHBI MMETE KaK YEKYIO
CNEUMANMIALMID, TAK W LUWPOKKWE NEPCNEKTHELI AAA PAZBMTHA, CTAOMAEHOCTE AW-
AEPCTEA M NOCTOAHHOE BAMBAHWE CEEXEH KPOBH, PACLUMPATE HHHOBALMOHHYIO
ABATEALHOCTE M COKPALLATE NPOUSCCsl, CBA3AHHLIE ¢ 3QDEeKTHBHOCTLIO,

pAunarpamma Mapeto. Avarpamma pacnpeseseHua, MCNoALIYEMEA ANA KAACCH-
PHUKALMA HHPOPMALMK N0 2E BEXHOCTH, YTO NOZBOARET NPHHATE MEPEI AAA YAYY-
LEHWA TRYAQBOID Npouecca. B ocHoBe AMarpanmel E. |'|E||'JETG AEXRWT NPHHLKN
80/20, cornacHo kotopomy 20% npuduH NpUBoART & 80% npobaen, Noatomy
UeAabR) NOCTRDOEHWA AHarpamMmbl ABARETCH EBIABAEHHE ITHX NPHYKHH AAR KOHUEH-
TpaumK YCUAKMA NO MX YCTPEHEHKWD.

MapTucunaTMBHO® (OT aHrA. participant - y4acTHMK) ynpaBaeHue. CTWAb
YNpaeAeHWA AAR BOBASYEHMA FIEIEIDTHHHDE B NMpouscc NpUHATHA pE!LIJEHHﬁ,
HAIMPYIOLLMACA Ha NPeANOChIAKE, YTO, ecAH PafoTHHK 38MHTEPECOBaHHO NPH-
HHMZET Y4acCTHe BO EI-H)I'TF]HEIJHFIMEHHDH LEATEABHOCTH W NOAYYMaeT OT CBOErD
TpYAS YAOBAETBOPEHME, OH paboTaeT Goree NPOMZBOAMTEABHO M KaYECTBEHHO.
NapTMCHNATMEHOE YNDABAEHWE OTKPLIBAET PABOTHMKY YaCTHLIN ADCTYN K Np-
HATHIO PELLEHMIA NO YNPABASHMIO NPEANPHATMEM B BUAE PasHOOBpasHbIX GopM
CaMOYNPaBAEHWA W «KDYKKOE KauecTBas, YYacTMe B yNpaBAEHHA MOTHMEMDYET
HEAOBEKA K AYYLLIEMY BbINOAHEHMIO paboThl, YTO B MTOTE CKa3blBAEeTCA Ha Npo-
H3IBOAMTEABHOCTH W Ka4vYecTee.
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Part-time employee. Employee who conclude employment contracts on the
implementation in their spare time other regular paid work for the same
employer (internal moonlighting) and (or) another employer {external moon-
lighting) {(Article 60 of the Labour Code).

Path-goal theory. The founders of this theory are the American scientists
J. MeClelland, J. Atkinson, and the German scientist H. Heckhauzen. The Path-
goal theory of leader effectiveness was developed to explain how leaders
influence subordinates' motivation, satisfaction, and performance. In the
initial version of the theory it was asserted that the motivational function of the
leader consists of increasing personal payoffs to subordinates for work-goal
attainment and making the path to these payoffs easier to travel by clarifying
it, and increasing the opportunities for personal satisfaction enroute.

Pattern. Group of stable relationships that exists in individual or collective
memaory. For example, the pattern of «New Year. a Christmas tree, snow,
fireworks, chiming clock, ete.

Pay. The main motive of work and money measuring of labor costs. Provides a
link between the outcomes and process of work and reflects the number and
complexity of the work of employees of different skills.

Pay adjustment. Any change made to the pay rate of an employee, such as an
increase or decrease to the rate of pay.

Pay compression. The situation occurring when only a small difference in pay
exists between employees, regardless of their knowledge, skills, abilities or
experience.

Pay grades. The method used to group jobs together that have approximately
the same relative internal worth and are paid at the same rate.

Pay structure (wage structure). Structure of job grades and pay ranges
established within organization; organizational and administrative document,
which reflects the list of positions, with their number and size of official
salaries.

186



YacTMUHO 3AHATBLIM CAYKALWMA (COEMECTHMTEAL). FaDOTHMK, 3aKAKIUEHDLMIA
TOYADBBIE AOTOBOPLI O BEINOAHEHKWK B CBOD0AHOE OT OCHOBHOR padotul Bpem:
APYroOH PeryAapHoR onaadueaemon paboTel y Toro e paboToaaTesn (BHYTPeH-
HEE COBMECTHTEABCTBO) W (MAKM) ¥ Apyroro pabotoasatens (BHEWHEES COBMEGTH-
TeabcTBO) (CT. 60 TpypoBoro kopekca PO).

Teopua pgocTHXHEHWA yoenexa., JCHOBaTEAAMMH ITON TEOPHM CUMTAROTCH aMepH-
KaHCcKKME yyeHble f. Markaeanads, [ ATHUHCOH W HEMEUKMA YYeHBIR X, Xek-
xay3eH. Teopua AOCTUMEHWA yoNexa W 3bderTMEHOCTH AMAepCTEa Duina pas-
pabotana anA Toro, 4Tobol 0BLRCHWMTE, KaKkMM OBPa3oM AMAEDY YASETCA BAMATH
Ha MOTMBALMK CEOMX NOAYMWHEHHBIX M WX YADBAETEOPEHHOCTE TpYAQM. B pa-
HEH BEPCHH TEOPHH YTEEDKASADCE, YTO MOTHBALUMOHHAA dyHKLUWA AMABDE CO-
CTOMT B YBEAWUEHWM BBINAST NOAUMHEHHEIM 33 ACCTHXEHME ueaed paboTel, a
TAKME YNPOLLEHHHM NYTA K BbINAATAM NYTEM DEILACHEHWA COTPYAHMKEM Lerei
BbINOAHAEMBIX 33A8HWRA, TakKM 0BPa30M, NOBLIWAA WX YAOBANETEOREHHOCTE OT
BbINOAHAEMOR pabaoThl.

MatrepH. YCTOR4YWMBAA TPyNnNa CBR3IEH, CYWMECTBYIOWAA B NamMRATH - HMHAK-
BHAYAAEHOR MAM KOAAEKTMBHOW. Hanpumep, nattepH «HOBBIA rogs: éaka, cHer,
tbenepeepru, DO KYPaHTOB U T.A.

Onnata Tpyaa. OCHOBHOW MOTHB TPYAOBOW ASATEABHOCTH W ABHEMHBIA W3-
MEPUTEAR CTOMMOCTH paBouell cuanl. OBecnedmBaeT CBAZE MEMAY PE3YALTE-
TAMMW TPYAB M Br0 NPOLECCOM M OTPAMEET KOAWYECTBO M CAOXHOCTL TPYAA pa-
BOTHMHOB DE3AMUHOR KESAMDUKALMK,

PeryaMpoBaHMWe 3apnaartel. NoB0e M3AMEHEHWE, NPOWZBEAEHHOE B HOPME ONAa-
Thl pA0OTH CAYKALLEND, TAKDE KaK YBEAMYEHWE WAW YMEHBLLIEHWE 3aPNAATE,

Cxatve ypoBHen 3apnaartel. CHTyaumMa, Koraa 3apabotHas naata pasnHyHbIx
paboTHHKOE NPAKTHYECKH DAWHAKOEA, HECMOTPA Ha PAIHULY B KBaAMGHKaLMK,
HaBbIKEX, CNOCODHOCTAX MAM CTEME.

Paurn onaartel. Metos, MCNOALIYEMBIN AAA TRYNINMPOEKK padoyuy MECT, KOTO-
phig WMEKT NPUBAHMIHTEARHD TY ME CAMYH OTHOCHTEARHYHD BHYTDEHHIOH LEH-
HOCTE M OAMHEKOBO ONAaYMBAEMBI,

CTpykTypa onaaTkl Tpyaa (WTatHoe pacnucanve B PoccumM). [epedyeHb
paHroe paboT ¥ Mx OnAaT, YCTAHOBASHHLIX B OPraHu23aunm; opraHW3auMoHHD-
PACNOPHAMTEABHBIA ADKYMEHT, B KOTOROM OTPAMAETCA NEPEYEHL ADAKHOCTENR ¢
YKE3FHWEM WX KOAMUECTES W PA3MEDOE ADAKHOCTHBIX OKASADE.
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Peer appraisal. Performance appraisal strategy whereby an employee is
reviewed by his or her peers who have sufficient opportunity to examine the
individual's job performance; the assessment of the applicant for the vacant
position by the group of representatives of the employer (employees of the
company), in this case is more often used the term «group assessments. It is
to obtain the average of merit and performance according to certain criteria on
the basis of the views of a number of experts. Collegial and group assessments
do not involve the production of an overall assessment in the discussion of
colleagues and experts.

Peer review method. Method for analyzing human resource management
systemn, including analysis of human capacity and human resources
organizations in assessing the expert {expert committee) of available and
potential professional and personal qualities of performers to the specific
manufacturing conditions.

Performance appraisal. Periodic review and evaluation of individual's job
performance in accordance with their tasks.

Performance-based pay. The form of compensation of employees, under
which their wages are set according to the number of products produced by an
employee of the specified guality.

Performance management. This is a process of identifying, evaluating and
developing the work performance of employees in an organization, in order
that organizational objectives are more effectively achieved and understood
by employees.

Performance planning. Total approach to managing people and perfor-mance.
Involving setting performance aims and expectations for the organization,
departments and individuals employees.

Person-job fit. This refers to the extent to which the dispositions, abilities,
expectations, and performance contributions of an individual worker match the
job demands, situational demands, expectations, and available rewards of a
particular job. Individuals contribute their effort, talents, skill, ability, education,
and experience. In return, they expect certain outcomes, including (but not
limited to) financial compensation, security, stimulation, and opportunities for
growth, development, and advancement.
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KoanermanbHaa oueHKa, CTPaTerts oUEHKM DE3YALTATOR ASATEALHOCTH COTDYA-
HWHKA &ro ONbITHRIMW KOANETEMM, OUESHKS NPETEHAEHTA HA BAKAHTHOE MECTO
rpynnoi npeacTaeuTensi pabotojatens (paBOTHUKAMK GUDMEI), B 3TOM CAyUaE
HELLE MCNOABSYETCA NOHATHE «[PYNNOBER OUEHKAr JAKMOUYAETCA B NOAYHEHMH
CPEAHER OUEHKW NPOGECCHOHANLHBIX KAYECTE W PE3YALTATOR AEATEABHOCTM NO
ONpPesenEHHRBIM KPHTEPHAM HA OCHOBE YYETA MHEHMK HEKOTOPOro YMCAa 3KC-
neptoe. KoANerHaneHanA U rpYNNoEan OUeHKW HE NpeAnoAaraoT Belpadorky of-
LWEH OUEHKHM B NPOUSCEE AMCKYCCHMW KOMET, KCNepTOR.

MeTtoa 3KCNEepTHON OUeHKH. MeTop adanm3a CUCTEME YNPaBAEHWA NepCoHa-
AOM, B TOM YMCAE 8HAAM3A KEADOBOM0 NOTEHUMAAS W YEAOBEYECKWUX DECYPCOB
OpraHM3aUWK, COCTORALLMA B OUEHKE SKCNERTOM (IKCNERTHOW KOMWCCHER) MMe-
HILWMXCH W NOTEHUHANBHBIX I'IDG-d}ECGHDHEanhIJ& H AMMHBIX KEBYECTB HCNOAHWTE-
ABMA C YUETOM KOHKPETHEX YCADBMM NPOMIB0ACTES.

OueHKa pe3yAbTaTOB AEATEABHOCTH. epHoAMUECKMA 0630 W OLUEHKA BbINOA-
HEHMA PaboThl COTPYAHWKOM B COOTBETCTEMM C NOCTABAEHHBLIMK NEPEL HHUMM
3apauami.

CaenbHan onaaTa. Dopwa onaathl TpyAa padoTHWKOR, NPW KOTOPOK WX 3apadaT-
HaA Nagata yCTaHaBAMBAETCA B COOTBETCTBMK C KOAMYECTBOM HDDHSBE,&EHHDﬁ
pPaBOTHUKOM NPOAYKLMKM 38A3HHOM0 KauecTea.

Ynpaeaenne adperTHEHOCTEIO. 310 NPOLECC MABHTUPUKALMM, OLEHKH W CO-
BEPLLIEHCTBOBAHKMA MCNOAHEHWA paboThl CAYKALLKMMK B OpraHvaaumu, 41obel
uen opraHusaumu Beink Gonee 3pdEeRTMBHO AOCTMrHYTEL W NOHATEI paboTHK-
Kah.

MraHupoBaHKe nokasateaen. BoectopoHHHI NOAXOA K YNPEBAEHHIO ARALMM
1 paboTol. BKAKUAET YCTAHOBKY LLEASH MCNOAHEHWA M OXMASHWA OPraHKaaUmi,
OTABADE M OTAEBALHBIX PABOTHHKOB.

COOTBETCTEME COTPYAHMKA IAHWMAEMOH AOOKHOCTH. CTeNeHbL, B KOTOROH
YCTAHOBKM, CnocoBHOCTH, oxMAaHMA, paboTa, BeINOAHAEMER paBoTHWKOM, CO-
OTBETCTEYHOT TPEBOBAHMAM, ORMASHMAM M ADCTYNIHBIM BOSHAMDEKAEHWAM 3aHK-
MaemMod paloTHUKOM AOAXHOCTH. CAysallMe NPeArarakdT opradHM3auMy CBOM
TAABHTH, HABBIKK, CNOcoOHOCTH, 00pazoBaHue 1 onelT. B3ameH oHM oXUABKIT
pezyALTaTEl, ONAaTY Tpyaa, DE30NaCHOCTE, BOZMOKHOCTM AR POCTE, DAIBWTHA W
NPOABHMEHWA.
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Person specification. The knowledge, skills, ahilities, and other person
characteristics (often referred to as «KSA0s«) deemed necessary for satisfac-
tory job performance. Usually included as part of a job description, and used
for various human resource management activities, particularly selection.

Personalization. The process of acquiring the subject of universal, socially
significant, individually-unique characteristics and qualities that enable
original performance of certain social role, develop communication with
others creatively, influence actively to their perception and evaluation of self
and work.

Personnel certification. The procedure for determining the qualifications,
skills, competencies of employee and to determine compliance or non-
position. Validation of a personnel is aimed at the rational placement of
personnel and use it effectively. Certification of a personnel is carried out to
establish compliance with the gualitative characteristics of a personnel to the
requirements of local and/or international standards.

Personnel evaluation. Purposeful process of associating abilities, motivations,
and other qualitative characteristics of a personnel to the requirements of the
workplace or positions. Personnel evaluation can determine the location of an
employee in the organizational structure, work out a program of development
of an employee, to identify criteria and amount of remuneration. There are
two main types of personnel evaluation: personnel selection and personnel
certification.

Personnel management service. The structure of the enterprise, imple-
menting personnel policies and coordination of human resource management
in the arganization. It includes the Personnel department, the Department of
labor and wages, Department of health and safety, etc.).

Personnel movement. It is a promotion or qualification, transfer to an-
other equivalent job, demotion, dismissal. Provides the fill of vacancies and
compliance with planned career of employees.
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CneunannzaumMa. 3HaHUA, HABLIKM, CNOCOBHOCTH WM NPOYME XBPAKTEDUCTHKK
HEADBEKE, HEODXDAMMBIE AAR YCNEWHOM BoINOAHEHWA paboTte. OBwYHO chne-
LUMEAMIALUMA BKAKYAETCA B ONUCaHKe paboTel, MCNOALIYETCA B YPABAEHWM Ue-
ADBEUYECKMMM PECYPCaMM NpKu npodotbope.

NepcoHannsaumMAa. Mpouecce obpeTeHus  CyBbektan  oflLEeYEenDBEYSCHIY,
DﬁU.LECTBE'HHD-SHE'-IHMbIK. HHAMBHAYEAABHO-HENOBTORPHMbIX CBOHCTE M HAaYeCTe,
MNOIBOAAKIWME OPHIMHAABHD BBINOAHATE ONPEASAEHHYEY COUM3AbHYKY) pOAb,
TBODYECKH CTPOMTE OBLLEHHE C ADYITHMK AHOABMM, KTHBHO BAMATL HA WX BOC-
NPUATHE M OLUEHKKM CODCTEEHHOM AMUHOCTH WM ABATEALHOCTH,

AtTecTauMa/cepTidHKaUMA Kappoe. [poUsAypa ONpeaAersHUA KBaAWbHKaE-
LMK, NPAKTHYECKMX HABBIKOB, AGADBLIX KAYECTE PaBoTHMKA M YCTAHOBASHMA MX
COOTBETCTEMA MAM HECOOTEETCTEBMA 3aHWMASMOR ADAKHOCTH, ATTECTAUMA Npo-
BOAMTCH G LUEAbH) PALMOHAABHOR PACCTAHOBEKW KAAPOB W MK 3ddEeKTHBHOMD He-
NOALZOBEHWA, 8 CEPTUOMKALMA NepooHanad — © LUeAbH YCTEHOBAEHWA COOTBET-
CTEMA KEYECTEEHHbIX XaPaKTepHCTUK NEPCoHana TpeboBaHMAM OTEYECTBEHHBIX
H/HUAM MERAYHEDOAHKIX CTAHASDTOBE.

Ouenka nepcoHana. UeieHanpasasHHbIA NPOLECE YCTAHOBAEHKMA COOTBETCTBHA
cnocofHOCTER, MOTHBAUMA W APYTHX KAUSCTBEHHEIX XAPaKTEDHCTHK NEpCoHaNa
TpeboBaHMAM AOAXHOCTM WAW pabouero mecta. OUSHKA NEPCoOHaAa No3BOAR-
eT YCTAHOBMTE MECTO COTRYAHWKE B OPraHM3aUMOHHON CTRYKTYPe, paspabotats
NPOrpamMmMy pas3sMTHA COTPYAHKMKA, ONPEAEAMTE KDUTERKK M PA3MED ONAETLI TRY-
A8, Pa3anuarT ABE OCHOBHBIX BMAS OUSHKWM NepcoHana: oThop NepooHana M
ATTECTALMID NEPCOHANE.

Caymba ynpaeaeHua nepcoHanom. CTpyKTypa NPeAnpUATHA, peasMayrollan
KAAPOBYH NOAMTHKY M KOOPAHHALMIO AEATEABHOCTH NO YNPABASHWUID TPYADBLIMM
pecypramu B 0praHuaaumMi. BKAUAET OTAEA KBADOR, OTAEA DRraHKM3ZLUMK TPYAS
W 3apaboTHON NAATLL, OTAEA OXPaHBL! TPYAR M TEXHMKKM DE30NaCHOCTH U T.A.

ABWMEHHE KAAPOB. MOBLILEHME B ADAKHOCTH AW KBAAMBHKALWM, NEPEBOA Ha
ADPYIOe paBHOUEHHOE pafioyee MECTO, NOHWKEHWE B ADAKHOCTH, YBOABHEHHE.
OfecneurBaeT 3amMelleHUe BaKaHTHLIX MECT M coBAKARHUE NAZHOBON Kapke-
pibl PABOTHUKOE.
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Personnel policy. The most important part of the strategically-oriented policies
of an organization. Part of the policy of an organization as a set of means to
influence staff to achieve organizational goals, as well as a set of rules and
norms, goals and convictions that determine the direction and content of
work with personnel; determines the general line and policy guidance 1o work
with staff on a long-term. Types of personnel policy: passive/active, reactive/
proactive, open/closed, rational/adventurous.

Personnel reserve. This is usually the part of a staff that runs the sys-
tematic training in order to take the positions of a higher gualification. In civil
engineering, personnel reserve includes skilled workers. Personnel reserve
can be both internal and external. External personnel reserve can be formed at
the request of administration or forced to, i.e. candidates for vacant positions
in the company may be intentionally attracted from outside or there is a high
turnover of a staff. Internal personnel reserve are employees of the company.
Internal reserve is divided into operational and prospective. The operational
reserve are employees who have already replace the superiors and ready to
occupy higher positions without any additional training. The prospective reserve
are employees with high potential, but they need additional training.

Personnel service (also HR, from the Eng. Human resources) of the enterprise.
The set of specialized units in the structure of the company (engaged with
officials: managers, professionals, technical staff) to help manage the staff
within chosen personnel policy of the company. Employment agencies, head-
hunting companies, training companies are related to HR-services. Functions
of HR-services are very similar to HR departments in companies, but at the
same time somewhat broader them.

Placement of the personnel. To ensure the effective replacement of
workplaces on the basis of the results of a complex assessment, planning
career, conditions and remuneration of a personnel. Also it is expedient
distribution of actual employees by department and workplaces in line with
the organization's system of the division and cooperation of labor, on the one
hand, and the ability of employees - on the other.
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Kaapoeaa noautvka. BasHedllan COCTABHAA YaCTe CTPATEMMUECKH OPHEHTH-
POBAHHON NOAMTHEKM OPraHU3aLMK. YacTe NOAMTUKK OPraHU3aUMiK KaK COBOKYN-
HOCTE cNOCOBOE BO3AEHCTEMA HA NEPCOHaA ANA AOCTHMEHWA LEAEH OpraHMaa-
UMK, 8 TAK%E NPABKMA M HOPM, LEAEH W NPEACTABASHWA, KOTOPLIE ONPEASARIOT
HanpaBAeHHWE W CoAepKaHue pabdoTel ¢ NEPCOHANDN; ONPEAEAAET FeHEPaNnbHYHD
AMHWIO W NPUHLMNKAABHBIE YCTAHOBKW B paboTe ¢ NepcoHanom Ha ANHTEABHYID
nepcnekTHey. TUNkl KaAPOROM NMOAMTHEW. NaCCHMEHARA,/3KTMEHAA, PeakKTHEHARA,
NPeBeHTMBHER, OTKPLITaA/ JAKPLITAR, PALMOHENBHAR, aBAHTIOPUETHMECKEA.

Pesepe Kagpos. O0bIMHO 3TO YACTh NEPCOHAAE, NPOXOARALWLAR NASHOMED-HYIO
NOATOTOBKY AANA TOMD, YToBhl 3aHATE MecTa Boaee BhICOKOR KBasMdMKaumMK, B
CTROMTEABCTEE KAAPOBRIA PEIEPDE BHANWYAET KBAAWPHUMPOBAHHBIX pabouux,
KaapoBRIR pe3eps MOXET DhITh KaK BHYTPEHHWHA, TAK M BHELWHWA. BHeWHWA
KAAPOBLIA pe3epE MoxeT GOPMHPOBATLEA NO KEeAAHHID SAMHHUCTPELUMKH HAM
BRIHYXASHO, T.2. H2 BaKaHTHRIE NOIMUHK Ha NPeANPHUATHN COIHATEABHO NDW-
BABKAKITCA KEHAMASTEI CO CTOPOHBI MAM BEICOKA TEKYYECTE KAAPOoB, BHyTpeHHMA
KAAPOELIA pE3EpE COCTABAAKT COTRYAHMKMK NPEANDUATHA. AGHHEIR pesepe ae-
AMTCH HA ONEPaTMBHBIA M NEPCNeKTHEHBIA: ONePATHBHBIA - 3T0 COTRYAHWMEKM, KO-
TOPBIE YKE 3JaMELLAHT BbILLECTOALUMK DYKOBOAMTEAEA W rOTOBLI Be3 Kakoro-Aubo
ACNOAHMTEABHOMD aﬁyHEHHH 3AHATL BbIWECTOALME AONKHOCTH, NEPCNEKTHBHbIA
PEIEPE — 3TO COTPYAHMKH, MMEILME BELICOKWA NOTEHUWEN, HO HYXASHDILMECA B
AONOAHMTEAEHOM OBYYEHH K.

Kappoean caymba (tawwe HR, npousHocuTeA 3id-ap, oT adra. Human Resources
- YEADBEYECKME PECYRCEI) NPEANPUATHMA. COBOKYNHOCTE CNELMAAM3MPOBAHHBIX
NOARPE3IASAEHHMIA B CTPYKTYPE NPEANPUATHA (C 38HATLIMK B HHUX ACAMHOCTHBIMM
AMLAMM — DYKOBOAWMTEARMM, CNELMAAMCTAMM, TEXHHHECKUM NEPCOHAADM), NPK-
FBAHHEIX YNPABAATE NEPCOHIADM NPEANPHATHA B paMKax M3BpaHHOR KappoBOH
noanTHrKM, K HR-cryxBam OTHOCATCA KAAPOBLIE AreHTCTBA, XIA-XAHTMHIOBLIE
(aHra. head-hunting) KomMnaHuK, TREHMHICBRIE KOMNAHMW. DyHKUMK HR-caysd
BO MHOTOM CXOMH C OTAEABMM KBAPOS HA NPEANDHATHAK, HO B TO KE BPEMA HE-
CHOABKD LWWPEe MK,

PaccraHoBka nepcoHana. ObecneueHwe 3¢pGeKTMBHOMD 3amelleHus pabo-
HHX MECT, MCXOAA W3 PEIYALTATOR KOMIASKCHOM OLUEHKKH, NASHOBON CAyKReBHON
KapeEPEI, YCAOBMA W ONAaTEl TRYAG NEepCoHana, a Takke uenrecoolpasHoe pac-
NPEASAEHHE HAAMYHBEIX PADOTHMKOE NO NOAPSIAEAEHHAM K pabouum MecTam B
COOTRETCTEMM C NPMHATOR B OPraHMIaumMy cUCTEMOR PaZABAEHWMA M KOONEpaLUKMK
TPYAS, ¢ OAHOM CTOROHE!, M CNOCOBHOCTAMK PaboTHHMKOB - ¢ ADYTOR.
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Please. Asking the person to call to meet the needs or desires of the initiator
of exposure,

Policy of the organization. The principles and values, the most common
standards and rules that will guide managers and employees in achieving
the mission and vision of the organization. In addition to financial policy,
foreign, policy in relation to competitors, etc., any organization develops and
implements personnel policies.

Potential team. The group of people, which recognizes the need for pro-
ductive work, made a serious attempt to organize the work, but the lack of
clarity regarding the aims and shared responsibility.

Power. The ability and opportunity of the individual (nation, party, state, etc.) to
implement its will through various means; to directing influence on the activity,
behavior, and people’s lives; to change the course of events; to overcome
the resistance and force people to do what they would not otherwise do
themselves; coercion on the part of leadership in submission of the performers.
Assuming the relations of production, the person recognizes the right to submit
to authority organization (leadership, rules, orders). Emit (J. Ffrench, and B.
Raven) five types of source (s) of power: legitimate (legitimate) incentive
(based on remuneration); push (based on coercion), referential (personal,
charismatic), competent (peer).

Power, need for. Those high in need for power have stronger impulses
toward aggressive acts, although the likelihood that they will actually act in an
aggressive manner is also a function of socialization and maturity. There is
evidence that those high in need for power tend to gravitate toward careers.

Power bases. Potential or real opportunity to influence others is called power.
In the basis of power is the influence as emotional or rational influence
exerted on people to change their behavior. Power as conventionally used
is the ability to bring about a desired effect despite opposing forces. Power
is forced from the leadership in the submission of the performers. Power is
relative, not absolute, since it depends upon the context and the relationships
there. In organizations, power derives from two fundamental sources. These
are structural and personal. lllustrating the former, the power is first and
foremost a structural phenomenon based on holding a position of authority, as
in appointed leadership.
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NMpoceba. O6palLeHHe K YEADBEKY C MPU3LIEOM YACBASTBOPKMTE NOTpebHoCTH
HAM HEAGHWA MHHUKMATORE BO3ASRCTEMA.

MoauTHKa opraHm3aunn. NPHUHLKNL W UEHHOCTH, Hanbonee oblMe HOpME
H NPEEWAR, KOTOPBIMK BYAYT PYKOBOACTBOBSTLCA PYKOBOAMTEAW W PaBOTHMKW B
AOCTHREHWH MUCCHK M BUASHKMA OPradniaumiy,. Kpome GHHaHCOBON, BHELWHED-
KOHOMWYECKOH NOAMTHKM, NOAMTHMKKA N0 OTHOLWEHWMKD K KOHKYPEHTaM M T.A., AHD-
Hias opraHMsaumMa paszpabartbiBaeT M OCYLLECTBARET KAADOBYHD NOAMTHKY.

MoteHuHanbHan KoMaHaa. [PyNna AASH, KOTOPan oCco3HaET HeoBXOAMMOGCTh
NPoAYKTMBHON paboThl M NpeANpPUHUMEET Cepbe3HhIe NONbITHKY HanaauTe pabo-
TY, HO B KOTOPOR OTCYTCTBYET ACHOCTE OTHOCHMTEABHO LEAER W DA3ABAEHMA OT-
BETCTEEHHOCTH.

BaacTe. CNocoBHOCTE M BOSMOMHOCTE OTAEABHOM AMUHOCTH (HALMK, NAPTHM, rocy-
AARCTEE W T.0N.) OCYLUECTBARTL CBOK) BOAK) C NOMOLWLBID PasnvYHBbIX CPEACTE; OKa-
3LIBATE HAMNPEEBNAKUEE BOZAEHCTEWE HA ABATEABHOCTE, MOBEAEHME M MHIHE AHD-
ABR; MAMEHATE X084 COBLITHA; NPEOACAEBATL CONPOTHBAEHHE W 3ACTABARTE AHAEH
AENETh TO, UTO OHM CAMM HE CTaAM Bkl ABASTE NPMHYXAEHWE CO CTOPOHE! PYKOBOA-
CTEE NOKM NOAMMHEHHH CO CTORPOHE MCNOAHKMTEASH. BCTynas B NpoM3IBoACTEEHHbIE
OTHOLEHMA, YEADBEK NPW3HAET NPEBO NOAYMHATECA BASCTH OPraHM3aunm (pyko-
BOACTEA, NPABWA, NpUKa30e). Belpearot (Ax. Dpedd ¥ B, PageH) nAate THNOB
(MCTOUHMKOR) BAZCTH: IZKOHHYHD (ASTMTHMHYKD), NOOLLPWTEARHYHD [OCHOBaHHYID
Ha BOSHAMPAMAEHHH) NDUHYAHTEABHYH (OCHOBAHHYID HA NDUHYRAEHWK), pede-
PEHTHYHD (AMYHYHD, X3PU3MaTHUECKYHD); KOMNETEHTHYD [3KCNERTHYID).

CrpemaeHMe K BAACTH. NMUHOCTH C BEICOKMM CTREMASHWEM K BAACTH 00A2A280T
Honee CHALHBIMH MMINYABCAMM K arpeccvBHBLIM ABACTBHMAM, XOTH BEPOATHOCTL
PAKTHUECKMX ASACTEMH B arpECcCHEHON MaHEpE ABAAETCA TaKKe PyHKUMER Co-
LUMEAMIALMK K 3PEA0CTH, TAKKE OHH MMEIOT TEHASHLMIO K KAPLEPHOMY POCTY.

OcHoBbI BAACTH. [OTEHUMANABHAA MAM PEaNbHAA BO3MOMHOCTE BAMAHWA Ha
OKPYXEKLLMX HA3EIBAETCA BASCTEHD. B OCHOBE BASCTH HAXOAMTCA BAMAHWE KaK
IMOUMOHEABHDE MAM PACCYACOHHOE BO3ABMCTEBHE, KOTOPOE OKa3blBAETCA Ha AKD-
AR © UEABH) M3MEHEHMWA WX NOBEASHMA. BAaCTh - 3T0 cnocobHOCTE ADCTHYL
HMEAAEMOTO BONPEKK CONDOTUBAEHMID. BAGCTE — 3T0 NPMHYMASHHE CO CTODOHLI
PYKOBOACTEA MPH NOAYMHEHMM CO CTOPOHLI MCMOAHWTENEH. BracTe BCEraa OT-
HOCHTEABHE, TAK KaK 3aBMCHT OT 0BCTORTEALCTE W OTHOWEHKMA, B opraHd1aanmay
BASCTE ONWPASTCA Ha CTPYKTYRY W AMYHOCTE. BAACTE - 3T0 B NEPBEYID oYepeik
CTPYKTYPHBIA GPEHOMEH, OCHOBAHHBIN HE YASDHEHWH NOIUUMH H HEZHAYEHHOM
AMAEPCTEE,
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Power distance. The power distance between two people in a social system
is the degree of inequality of power between the two. Within organizations,
power distance is commaonly examined in the relationship between superior
and subordinate. In relationships with larger power distances, the subordinate
is more likely to accept the close supervision and autocratic behavior of a
superior. In relationships with smaller power distances, participative decision-
making processes are mare likely.

Practical intelligence. This construct pertains to differences amongindividuals
in the ability to manage mental capacities in achieving desired ends in real-
world environments. Practical intelligence is better conceptualized as the
mental functions used to adapt to and shape real-world environments. It is
developed through experience, but also depends on executive processes that
plan and monitor activities, and performance components through which
one executes plans. Practical intelligence is important because effective per-
formance on many organizational tasks depends on practical rather than
academic intelligence.

Pragmatic theories. Theories of organizational behavior, derived from
H. Mintzberg, explaining organizational life in terms of the usefulness of the
events, forms and changes.

Prediction of a conflict. Identification and analysis of the symptoms of hidden
conflict, the study of problems and contradictions.

Preliminary strategies. Influence strategies aimed at creating something that
can be useful in the future.

Prevention of a conflict. Taking measures to prevent the transition of a
conflict situation in the acute phase based on a study of its causes.

Preventive strategies. Influence strategies of others by avoiding any action.

Principles of management theory. This stable rules of conscious activity
of people in the governance process, due to objective laws. For example,
a personnel management system developed on the basis of selection of
personnel for personal and professional qualities, a combination of confidence
o the staff with verification of performance, the democratization of work with
personnel, systematic personnel management, adaptability to the modern
economic mechanism, and others.
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DAMCTAHLMWA NO OTHOLWEHWHD K BAACTH. MNOHATHE OTPEKAET CTENEHL HEDABEH-
CTEA BAACTH MEXAY ADALMK., B OpraHWiauMsx AMCTEHUMA Mo OTHOLWEHHH) K
BAZCTH O8BIUHO MCCASAYVETCA B AMSAE HEUANEHWK-NOAYHHEHHLIA. MoK BonblLoH
AMCTAHUMKM N0 OTHOWEHWKD K BASCTH NOAYMHEHHBIA Yalle BCero nNpuHumMacT
HAAZ0P W ABCNOTMYHOE NOBEAEHWE HaYankHWKE. NPW MEHBIUER - BO3MOMEH
AHANOT M COBMECTHOE NPHHATHE PeLUEHHA,

npﬂlﬂﬂllel:ﬁlﬂil HWHTEANEKT. YHa3kIBAET Ha RE3nHHHMA B BOSMOXHOCTAX MOAEH
YNPaBAATb YMCTBEHHBIMK CNOCOOHOCTAMU NPH ADCTHXEHWH KEAAEMbIX LEAEH B
peantHoR BHelHeR cpeae. MNPakTUYeCKMA HHTEAEKT MOKHO NPEACTABHTE, Kak
YMCTBEHHbLIE GYHKLMK, MCNOABIYEMBIE AAR NPUCNOCOBAEHHA 1 ODOPMAEHMA DE-
anEHOM cpeakl. PA2BUBAETCA Upes ONkIT, HO TAKKE 33BMCHT W OT MCNOAHUTEAL-
HbiX MPOUBCCOE W KOMNOHEHTOR, [PAKTHHECKMH WHTEANSKT BaMEH, NOTOMY YTO
apperTueHan pabota No MHOMMM OPraHW3aUMoHHBIM 3apaqam 3asucuT Bons-
LWE OT NPAKTHHECKOND, & HE 0T AKaAEMMUYECKOrD MHTEANEKTE.

MparmaTHYecKWe TEOPHH. TEOPUH OPraHU3aLUMOHHOMND NOBEAEHHA, HAYLLWE OT
I. Mububepra, 06LACHAOWME OPraHM3AUMOHHYID XH3Hb C TOYKK 3PEHHA NOAES-
HOCTH COBLITUIH, GOPM U M3MEHEHHA.

MporHozMpoBaHWe KOHQAMKTE. BLIABASHME W @HAAME CUMNTOMOE CKPLITOMD
KOHDAMKTA, M3yHeHKe NPoBAEM W NPOTUBOPEUMA.

MoaroToBMTEABHBIE CTRATErHK. CTRATEMM BAMAHKWA, HANPaBAEHHBIE Ha CO3-
ABHWE Yero-To, YTo MOXET NpUIoAMTECH B Byaylien.

MpeaynpexaeHue KoHPAMKTA. TIDMHATHE MER NO HEADNYUIEHWIO Nepexoaa
KOHPAMKTHOR CHTYELWK B 0CTRYID $a3y HA OCHOBE M3YHEHMA £& NPMYKH,

MpeBeHTHEHbIE CTPaTErdu. CTRATEMNMH BAMAHKMA HE OKPYHAKLWKL NYTEM Npe-
AODTEPBLUEHMA KBKWX-TO AEHCTEMIA,

MpUHUMNEI TEOPHH YNPaBAESHHA. ITO YCTOHUKMBLIE MPABHAA COIHATEALHON AEA-
TEABHOGTH AKOAEW B NPOLECCE yNpaBaeHWs, 0ByCAOBABHLI AEHCTBHEM 06LEKTHE-
HblX 38KOHOE. Hanpyumep, CHCTEMEI YNPABASHKA NepCoHaADM pﬂEpEﬁEIThIEIEIﬂT-
CH Ha OCHOBE NPHHUMNOE NoaBopa KAAPOE N0 AMYHBIM M ABAOBLIM KEHECTBaM,
COUYETAHWA ADBEPMA K K3APAM C NPOBSDKOA UCNOAHEHKWA, ASMOKDaETHIRUMK pa-
BOThl € KAADAMM, CHUCTEMHOCTH paboThl C KAAPEMM, AAANTUBHOCTH K YCADBMAM
COBPEMEHHOM XOIARCTEEHHOMD MEXAHWIME W ApD.
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Privatization. The process of denationalization of ownership of the means
of production, property, housing, land, natural resources. This is the sale of
government-owned firms to private entities.

Probationary arrangements (job sampling, temporary-to-permanent). This
is the test for employment, including verification of compliance with worker
or employee assigned by the work. Determined by agreement between the
parties in an employment contract. In the Russian Federation, «the probation
period may not exceed three months, and for heads of organizations and
their deputies, chief accountants and their deputies, heads of branches,
representative offices or other separate structural units of organizations -
six months, unless otherwise provided by federal law. At the conclusion of an
employment contract for a period of two to six months, the test may not exceed
two weeks. In the probation period do not count the period of temporary
disability of the employee and other periods when he (she) is actually absent
from the workplaces (Art. 70 of the Labour Code).

Professiogramme. Description of features system that characterize a particular
profession and includes a list of rules and requirements for this profession or
specialty to the employee.

Professional motivation. To specific motives that determine career choices
and lasting performance of duties related to the profession.

Professionalism. In its everyday sense professionalism is used broadly to
convey notions of technical competence, a concern to meet high standards
of guality in the product or service and high ethical standards of behavior. It
also has a more specialized meaning to refer to the behavior of occupational
groups with the status or aspirations of the established professions.

Professionals in organizations. Common trend in the employment patterns
of professionals has been the move away from self-employment to the status
of salaried employees in organizations. This has raised questions about the
influence of bureaucratic controls on professional authority, and the effects of
organizational goals on professionals’ career paths, work goals, and sources of
satisfaction and commitment.
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NMpueaTtuszaumMa. MNpoUuecc PasrocyAapCcTBAEHMA COBCTEEHHOCTM Ha CpPeAacTEa
NPOM3IBOACTES, HMYLLECTEO, MHALE, 3EMAKD, NPUPOAHLIE PECYPCHLL. JT0 NpoAaXa
UM, KOMNaHWA, NpeANDUATHRA, HAX0AALLMYCA B COBCTEEHHOCTH rOCYA3PCTES,
HACTHBIM KPHAMMECKUM AMLENM,

McneiTarteAsHBIA CPOK. 310 BPEMA MCNBITAHKWA NPM NpUEMe Ha paboty, BKAK-
UZHLUErD NPOEERKY COOTEETCTEMA PaboTHMKE WAW COTPYAHMKE NOPYUZEMOE ey
paborte. OBYCADBAMBAETCA COMMAELLEHMENM CTOPOH NPK 38KAKYEHMM TRYADBOMD
porosopa. B Poccuiickon PeaepauMmi «CPOK MCNLITAHWA HE MOXET NPEeBLIWaTh
TREX MECALEE, 8 AMVA PYKOBOAMTENEH OPTraHM3aLUMA K MK 3aMECTUTENEH, MABBHBLIX
BYXranTepoBs W KX IaMECTUTEASH, PYKOBOAMTEAEH PHAMANDE, NPEACTEBMTEALCTE
MAM WHbBIX 0G0COBAEHHBIX CTRYKTYDHBIX NOAPAZAEAEHWA OPraHM3aUnin - LWecTH
MECALIER, ECAM HHOE HE YCTAHOBASHO QeAEpankHEIM 3aKoHoM. TpK 3akrakve-
HWK TPYADBOMD AOFOBOPAa HA CPOK OT ABYX AO LWECTH MECALESB WCNLITAHHME He
MOMET NPEBEIWATE ABYX HEASAL. B CPOK MCNBITAHWA HE 38CYWTHIBSHKITCA NEPHOL
BPEMEHHOR HETPYAOCNOCOBHOCTH PABOTHUKA M ADYIHE NEPHOABI, KOTAA OH hak-
THYECKK OTCYTCTRORAA Ha pabores (C1. 70 Tpyaoeoro kosekca Po).

Npodeccuorpamma. OnUcaHWE CHCTEMBI NPUIHSKOE, XapaKkTEPH3YIOWMX Ty
MAKM MHYIO NPOGEeceHIo M BraoYaowee B ceda nepedeqHs Hopm 1 TpebosaHmia,
NPeALABAAEMEIX 3TOH NPOGEeCcCHER MAM CNELMaNEHOCTE K padoTHHKy.

MpodeccHoHansHan MOTHMBAUMA. KOHKDETHRIE NOBYKAEHWA, KOTOPEIE OOY-
CAOBAMBAIOT BbiBOP NPOdECccHM U NPOADAKMTEABHOE BbiNOAHEHWE 0BR3aHHO-
CTeM, CBA3AHHKIX ¢ 3TOH NnpodeccHed.

NMpodeccuonannzm. B BLITOBOM CMBICAS NOHATHE NPOGHECCHOHAAMIME BKAKD-
Yaet B cebn BAAAEHWE NPOPECCHOHANLHBIMH KOMNETEHUMAMM, CTPEMABHWE CO-
OTBETCTEBORATE BLICOKMM CTAHAZPTAM KauyecTBa NPOoAYKLMK HAM YCAYT W 3THKH
noseseHHA. B Bonee y3KOM CMBbIGAE 3TO NOHATHE ABARETCH XapaKTepHCTHKOH
NOEEASHHA NPOHECcCHOHaABHBIX TRYNN CO CTATYCOM WAW CTREMAEHWAMK YoTa-
HOBAEHHBIX NPOGEctHH.

NMpodeccHonans B opradnsaunax. O0WaA TEHABHLKMA B TRYAOYCTRORCTEE Npo-
PECCUOHANDE TAKOBA, UTO OHKW He XOTAT BTk COBCTEEHHWKA MM CEOMX NpeAnDu-
ATHIH, NPEANOYMTAA HAHMMATECA Ha paboty B opradusaumio. Takkm obpasom,
BCTAET BONPOC O COOTHOLWEHWK BHOPOKPETHUYECKOTD KOHTROAR W MOAHOMOUYMAX
NPOQECCHOHANDE, A TAKKE 0 BAMAHWK UENEW OPraHW3aUnK Ha KaphepHbIA NyTh
npogeccHoHana, 0 ueasx paboThl, MCTOUHKMKEY YAOBASTEOPEHHOCTH W 0bAza-
TEARCTBAX.
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Programmable solutions. Solutions that arise in repetitive situations for which
there making there are all the necessary information, standard (according to
certain established procedures), the consequences and alternatives of these
solutions are clear and understandable; solutions which is taken quickly,
without effort.

Project. The set of activities designed to achieve, within a specified period of
time, during a budget with clearly defined goals.

Project management. Activities aimed at implementation of the project as
efficiently as possible under the given constraints of time, money and re-
sources, as well as the outcome of the project.

Projection. Process of ascribing to someone glse ong's own impulses, wishes,
desires, or dispositions. Projection is often an individual's unconscious strategy
for expelling undesirable impulses or personal failures and attributing these
to others. This primitive defense mechanism accomplishes the avoidance of
personal responsibility.

Properties of nervous system. Stable features of a nervous system, neural
processes of excitation and inhibition (strength - weakness, balance - lack
of balance, mobility - inertia), affecting to the individual and psychological
characteristics of a person, other conditions being equal.

Prospect theory. This modification of expected utility theory was developed
to predict and explain patterns of choices that appear to be incompatible with
the theory. One such pattern occurs when managers persist in committing
resources to a risky and guestionable project in an attempt to recoup prior
invested costs. This tendency to consider »sunk costs» as relevant violates the
expected utility theory principle that prior losses should be ignored in risky
decision making.

Pseudo-team. Association of individuals, which does not give special ad-
vantages in the pool, which are typical, as a rule, the uncertainty of the goals
and inability 1o manage interpersonal interactions.
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MporpammMupyemble pelweHua. PelleHnA, B0ZHWKEHILIME B NOETORAHILLMXCS
CUTYAUMAX, ANA MPUHATHA KOTOPLIX MMEETCA BCA HEoDXoAMMEA MHDOD-MAaLUKWA;
CTAHASPTHEIE (N0 ONPEABASHHEIM YCTEHOBAEHHEIM NPOLEAYPANM); NOCASACTEMUA
M BABTEPHATHELI KOTOPBIX ACHLI M NOHATHLL, KOTOPGLIE NPHHKMMaeTcs BeicTpo, Bes
YOMAMH,

Mpoekt. KomMnaeks MERONEUATHA, NPEAHAZHAUEHHLIX AAR ADCTUXEHMA, B Te-
HEHME 38AAHHOMD NEPUOAS BREMEHM, NPH YCTAHOBAEHHOM BloaMeTe ¢ YETHO
ONPeASAEHHEIMH LIEARNMMK.

YnpaBAeHHE NPOEKTOM. AeATEABHOCTE, HANPABAEHHAA HA PESAMIE LMK NPOEK-
Ta C MEKCHMANBHO BOIMOXHOH 230 PeKTHBHOCTEID NPH 38AAHHBIX OTPEHHUYSHMAX
No BpeEMEHM, ABHEMHEIM CPEACTEAM W PECYPCANM, A TAKME KAUECTEY KOHEUHEIX
PEIYABTATOB NPOEKTa.

MpoexkumAa. Mpouscs NEPUNKCLIBEHWA CBOWX CTREMAEHHA, KEASHWHA, YCTAHOBOK
Apyrony uepoeeky. MNpoekuMA - 310 MHAMBMAYAnEHAA Decco3HaTentHan cTpare-
FHA NOBEAEHWA N0 BRITECHEHWID HEXEASTEABHBIX CTPEMAEHWH W AMUYHBIX HEYASY
M NPUNKUCEIBAHWE WX ADYTOMY; 3TO NPUMUTHEHEIR MEXaHM3M M3Beraqma AMUHON
OTBETCTBEHHOCTH,

CEOHCTEA HEPBHOW CHMCTEMEBI. YCTORYMEBIE DCOOEHHOCTH HEPEHOR CHCTEMBI,
HEQBHLIX NPOLECCOB BO3BYMACHHUA W TOPMOMEHMA (CUAG - cA3BOCTL, YPABHO-
BELIEHHOCTE - HEYPABHOBELEHHOCTE, NOABMKHOCTE - HHEPTHOCTL), BAMAKOLLKE
NPW NPOYUX PABHLIX YCAOBHAX Ha MHAMBHAYAAEHO-NCUXDADTMYECKUE 0COBEHHO-
CTH HEADBEKA,

Teopua nepcnekTMesl. 318 MOAMDMKALMA TEODHK OXMASEMON BRIrOAL Being
pazeuTa, 4tobbl NPEACKa3aTh M OBBLACHWTE NATTEPHEI BRIBOPA, KOTOPLIE, KaKEeT-
CH, HECOBMECTHMB! ¢ TeopHen. OAWH W3 NATTEPHOB HMEET MECTO, KOTAS MEHEA-
MEPLI HACTAMBAKDT HAa NeEpeAaYe PECYRCOE AMA PUCKOBEHHOMD M COMHUWTEARHOMD
NPOEKTA B NONBITKE BOIMECTHTb NPEALIECTEYHOLIWE HHBECTUPOBAHHDIE 3aTPEThI.
TeHASHUMA PACCMATPWMBATE NPOLWALIE 3ATPaTE KaK OTHOCALLMECA K ASAY HEPY-
LWAET NPHHLKMN TEOPHM OXMASEMON BEINOAL], TAK KaK NPEALLIECTEYIOWME NOTEPH
ADAKHEl MTHOPHPOBATECA NPKH NPUHATHM PUCKOBAHHOMD DELLEHMEA.

NcesaokomaHaa. OBbeAMHEHHE MHAMBMAYYMOB, KOTOpOEe He AaeT ocobbix
NPEMMYLLECTE B O0BEAMHEH MK, KOTODOMY NPMCYLLM, KK NDEBEWAD, HEONPEesE-
AEBHHOCTE Leagi W HeCnoocOOHOCTE YNPaBAATE MEMAMUHOCTHEIMM B3AUMOASH-
CTEHMAMM.
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Psychological climate. The qualitative aspect of interpersonal relations,
manifested in the form of a set of psychological conditions that facilitate or
impede the productive collaboration and the full development of personality
in the group. It also uses the concept of vmoral and psychological climates,
while morale is determined by accepted ethical values of the arganization and
psychological climate is determined by informal relationships that develop
between workers.

Psychological dominants of individual's behavior (in conflict). Value
orientations, goals, motivations, interests, needs. The discrepancy between
these factors can cause conflict and, consequently, the confrontation between
people can occur without reference to objective factors.

Psychological methods (in management). Set of methods and techniques of
impact on the psyche and behavior of employees in order to achieve the goals
of management. Also used the concept of «social and psychological methodss
as a set of methods and technigues not only a psychological impact on the
team and individuals to improve their labor and creativity, and social impacts
(general meetings of employees, participation in community councils).

Psychological self-defense. The use of verbal formulas and intonation means
to maintain presence of mind and gain time to think about the next steps in a
situation to display different kinds of psychological effects.

Psychological testing. Psychological test is a procedure for the evaluation of
psychological functions. The distinction is sometimes made between tests of
maximum performance and tests of habitual performance; the former refer to
tests of intellectual abilities, the latter to personality measures, Within the category
of intellectual measures (also referred o as cognitive tests), a differentiation is
sometimes made between tests of ability and of aptitude; the former assessing
existing capabilities, the latter assessing the individual's potential to acquire
specific skills and knowledge needed to perform particular kinds of work.

Psychological traits. Stable, recurring in different situations, behavioral
features of the individual, which manifest themselves in interaction with the
environment, people and himself, potentially available measurements using
specially designed guestionnaires and tests.
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MCcUXDAOTHUECKHH KAMMAT. KAUECTEEHHEA CTOPOHA MEXMAWYHOCTHBIX OT-
HOLWEHWA, NPOSBARKIWSACH B BMAE COBOKYNMHOCTH NCHMXOAOTHYECKMX YCADBKA,
CNOCOBCTRYIOWMK MAKM MPENATCTEYHOLMX MPOAYKTMEHONW COBMECTHON ABATEAL-
HOCTHM W BCECTORPOHHEMY Pa3BHTHID AMYHOCTW B rpynne. Tarkke WCnoAb3yeTcH
MNOHATHE «MOPAALHO-MCHXOADTHUECKMA KAMMETy, NDH 3T0M MOPaibHBEIR KAMMAET
ONPEASARETCA NPMHATLIMK JTHHECKUMKM LEHHOCTAMM OpraHu3aumy, a nouxo-
ADTHHECKHWA KAMMAT - HEODUUMANEHLIMM OTHOLIEHMAMM, KOTOPLIE CHASALIBS-
HITCH MERAY PaboTHHKaMM.

McHxoAOrHYECKHE AOMMHHAHTEI NOBEAEHWA AHYHOCTH (B KOoHdauKTE). LeH-
HOCTHBIE OPWEHTALMMK, UEAKM, MOTHMERI, WHTERECK!, NOTPeBHOCTH, PacioxieHKue
ATHX DEKTOPOB MOXET CTATE NPUYHHONR KOHDAMKTE W, CABADBATEABHO, NPOTHEO-
BODPCTEO MENAY AHABMM MOMET BOZHWKHYTE BE30THOCHTEABHD K OBBLEKTUMEHEIM
pakTopan.

MEcHXOAOTHYECKHE METOABI (B ynpaBAeHHK). COBOKYNHOGCTE CNocoBoB W npwé-
MOB BO3AEACTEMA HE NCMXMKY M NOBEAEHWE PAlDOTHMKDR C UEABHD AQCTHMMEHMA
NOCTABAEHHBIX LEAEA yNpaBreHWA. MCNoAb3YETCH TAKME NMOHATHE »COLUWEABHD-
NCHAOADTMUSCKME METOALIF KAK COBOKYNHOCTE NPMEMOE W CNOCOBOB HE TOALKD
NCHADADTHHECKOTD BOZAENCTBHA HA KOAMNSKTHE H OTAEABHBIE AMHHOGTH ANA NOBLI-
LEHHA KX TPYADBOR M TBOPYECKON SKTMBHOCTH, HO M COUMEALHOTO BO3AEHCTBMS
(oBwme cofipadKs paBoTHMKOB, yYacTve B paborte obWECTBEHHBIX COBETOR).

McuxonorMueckan camoobopona. [pUMEHEHWE pEYeBblx GOPMYA M MHTOHE-
UMOHHBIX CREACTE, NOZBOARMLLMY COXPAHWTE NPUCYTCTEME AYXE M BRIMIDaTE Bpe-
MA AAA O0BAYMBIBAHWA ABABHERLLMA LWWAMDE B CUTYaLUMK NPOABAEHHA Pa3NHYHBIX
BWAQE NCHXOAOTMYECKOTD BAMAHKMA,

MeuxonorHUecKoe TeCTUPOBRAHME. [POLUEAYDS OLEHKMW NCUXOADTHUSCKMX dyHK-
UHH. PazaM=arT TecThl HE MAKCUMMAABHYHD W PEAABHYID NPOW3BOAHMTEALHOCTD,
NERELIE NPUMEHAKITCA ANA MCCABACEAHMA MHTEANEKTE, BTOPLIE — ANA WCCASND-
BAHWA AMYHOCTH. B pamMKax TECTOB Ha HHTEANEKT [KOMHWTHMBHbIX TECTOB) Bhips-
AAKDT TECTRI HA CHUCﬂﬁHQCTH H CKADHHOCTH, NEPERIE DUSHWEZ T pEeankbHbBIE BO3-
MOMHOCTH, BTOPBIE - NOTEHUMENA YEADBEKE K NPUODDETEHMIO HABEIKOE M 3HAHMIA
AANA BRINOAHEHWA ONPeASAEHHON paboTel.

McuxonorHuecKHe 4YepThl AMMHOCTH. YCTORYMELIE, NOBTOPAKIWMECA B pas-
AMYHBIX CHTYAUMAX 0CODEHHOCTM NOBEAEHMA WMHAMBEWAA, €r0 CEOMCTES, KOTO-
phIE NPOABAAKITCA NPH B32WMOAEHCTEMK C BHEWHEN CDEAOH, AKOARMM, CAMMM
E'DE*DH, NOTEHUHaNEHO AQCTYNHEIE WEMERSHKWED C NOMOLWERDY CNeurastEHD pas-
F.]E.ﬁDTEIHHbIK AAR ITOMD ONPOCHWKOEB W TECTOE. 203



Public scrutiny. Research on public scrutiny considers the consequences
enjoyed or suffered by people and organizations that try to operate under the
bright, and sometimes harsh, spotlight of public attention. Unchecked scrutiny
is present when a person or organization encounters constant: attention from
others; performance evaluation by others; interruptions from others; questions
about past, current, and future actions, along with pressure to explain the
reasons for these actions; advice, especially unsolicited advice,

Purpose (in conflict). Representation of the final situation that will arise as a
result of the confrontation and resolution towards which its participants seek,
Distinguish the purposes connected with the objective side, i.e., specifiic area
of contradictions, and goals associated with the intention of people to keep or
not keep good relationships.

Q

Quality assurance. Activities or programs whose purpose is to demonstrate
and ensure that products and services meet specifications and are consistently
of high quality.

Quality audit. The process of examining the elements of a quality man-
agement system in order to evaluate how well they comply with qguality system
specifications.

Quality eircle. Carefully selected group of employees who voluntarily meeton a
regular basis to identify problems and make recommendation by using various
techniques for analyzing and solving work-related problems.

Quality control. Activities or programs whose purpose is to ensure that all
guality specifications for products or services are being met and are of con-
sistently high quality.

Quality improvement. Any system or process designed to enhance an or
ganization's ability to meet quality requirements.
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ObwecTEEHHBIN KOHTPOAL, 08 00WECTEEHHOM KOHTPOAE TOBOPAT Kak O no-
CABACTEMAX [NOAOKHTEABHBIX HAW OTPULETEABHBIX) ANA OPraHM3a LM MAKM MIOARIA,
KOTOPEIE NOMAAAKT NOA NPMCTAALHERLWEE EHWMaHWe oBUeCTBEHHOCTH. Ha-
BAZYMBLIA KOHTROAL HADAIDABETCH B CAYHARX: YPEIMEDHOID BHUMAHWA OKDY-
WAL, NOCTOAHHON OUeHKH padoTel 0BLIECTEEHHOCTERY, BMELIETEALCTES NO-
CTOPOHHKMX AMLL TREO0BAHKMA OTYETA O NOCTYNKAEX, COBEPWEHHBIX B NPOLAOM, O
HACTOALLMY W OyaAYIIMX ASACTEMAX M OKB33HUA ABBAEHMA ANA OBLACHEHMA NPK-
YKH 3THX ASHCTEWR; BMELLATEALCTES COBETAMM,

Uenb (B koHdpankTe). NpEACTABAEHHE TOW KOHEYMHOW CHTYEUMM, KOTOPaR BO3-
HUKHET B PE3YALTATE Pa3pelleH s NpoTMEOBORCTEE M K ADCTMXEHMHD KOTOPON
CTRPEMATCA Br0 YHACTHHEKY. PA3aMuyarT UeaA, CEA3aHHBIE C NDEAMETHOR CTODRO-
HOW, T.8. KOHKPETHOW 30HOH NPOTMEOPEYHH, W LEAK, CEBAIEHHKIE C HAMEDEHHENM
AKOAENA COXPAHATE MAM HE COXPAHATL XOPOLWKME OTHOLIEHHA,

Q

FrapaHTHA KauecTea. AsHCTEMA MAKW NMPOTPAMME, UEAL KOTOPLIX COCTOMT B TOM,
HToB6I ABMOHCTPHPOBATE M TAPAHTHPOBATE, YTO NPOAYKUMA M CAyHOEI OTBEYAKT
TEXHHUECKHM TREBOBEHWAM M NOCTORHHO COOTEETCTEBYHIT BEICOKHMM CTaHASPTaM
HaveCcTBd.

AyauTt Kauectea. [pOUECt NPOBEPKKM JABMEHTOB CHCTEMBl YNPABAEHWA Ka-
HECTEOM, NOZEOAFIOWMEA OUEHWTE, HACKOARKD XOPOLLO OHM OTEEYAKT NPEeAnU-
CAHHBIM TREeGOBAHMAM 2T0IR CHCTEMBI KaYecTea.

Kpywok kauectea. TwateasHo nopofpadxas rpynna paboTHUKOE, KOTOphle
BCTPEYAKOTCH AOBPOBOABHO W PEryARPHO, YTOBbI BLIABAATL NPOBAEMBI M Bbipa-
ﬁIEThIEEITI: pEROMEHASUWH, HCNOAB3VA PE3AHYHEIZ METOARI aHaMM3E W DELLIEHHA
CBR3aHHBLIX ¢ pabaotol npobaem.

KouTpOoas KauecTBa. ASHCTEMH WAKW NPOrpamMmMel, LEAL KOTOPBIX COCTOMT B TOM,
yTODEI FAPaHTUROEATE, YTO BCE NPEANUCAHHLIE TREOOEAHMA MO KAYSCTBY NPOAYH-
LM A Cn}rmﬁ BhRINOAHAKITCA M CDCITEEI’CTB'_I,I'IOT GTEHAEFJIEM BBEICOKOMD KaYecTea.

Yayuwenue kavecrsa. Nioban cuctema wam npouece, paspabortaHHble pas No-
BbIWEHUA CNOCOBHOCTH OPraHuaaukm No BeINOAHEHWHD TPEGOBAHMIA K YPOBHID
KavecTsa.
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Quality management. The process or system of ensuring that a product or
service should do what the user needs or wants and has a right to expect.

Quality of working life. Integrated indicator assessment material needs and
overall personality development of workers. Includes the following groups of
indicators: labor collective, wages, workplace, enterprise management, career,
social guarantees and benefits.

Quota system. In affirmative action systems, it is a means of attempting to
achieve workplace balance by hiring and/or promoting specified numbers
or ratios of minorities or women in positions from which they have been ex-

cluded.
R

Random testing. Drug and alcohol tests administered by an employer that
selects employees to be tested on a random basis.

Rank order. Rating method where the performance of a group, process or
product is arranged in a particular order, such as highest to lowest.

Rational decision. Solution based on a systematic analysis of the problem,
logically consistent selection of the most efficient ways to resolve. Stages
of rational decision-making: the study of the situation, identification, de-
velopment of alternatives, evaluation of alternatives, selection of the alterna-
tive, implementation of the accepted decision and control.

Rational motivation. Rational explanation of the causes of human actions
by reference to socially acceptable for him and his reference group the
circumstances that led to the selection of this action.

Rationality. This denctes the selection of preferred behavioral alternatives in
terms of systems of values through which the consequences of behavior can
be evaluated, also purposive activities aimed at achieving the goal, based on
specified constraints and available opportunities. The concept of rationality
is closely linked with economic theory, which solves the problem of choosing
the best way to use limited resources to meet human needs. Especially in the
disciplines of economics and statistics, rational behavior is defined as making
a decision that, after a review of all the alternatives, promises to maximize
satisfaction or utility.
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YnpagaeHHe KauecTBomM. [poLECT AW CHCTEMA FapaHTMPOBaHWA, UTO NPOAYK-
UMA MAKM 0BCAYKMBAHWE AOAKHBI OBECNeYMBaTL TO, YTO NOAB3OBATEAL XOYET M
HMeEeT NPaBo OXMAATD.

KauecTBo TpyAOBOW MXM3HW. MHTErpasbHbld NOKA3aTeAb OLEHKM YAOBAE-
TEOREHWR MaTepratbHBIX I"IOTpEﬁHCJCT&f’I H BCECTOROHHEND PA3BHTHA AMYHOCTH
paBoTHUKOB, BKAKIUEET CAEAYHILLME TPYNNEl NOKa3ETEASH: TRYAOBOH KOANEKTHE,
onaaty Tpyaa, pabovyee MeCcTo, PYKOBOACTEBO NPEANPUATHA, CAYXEOHYIO Kapkepy,
CouKanbHBIE MAPEHTHKH K Gnara.

Cuctema KBoT. B noavTHre PABHbIX BOZMOMHOCTER 3TO O3HAYAeT NONBLITRY
AOCTHIHYTE BanaHca Ha pabounx MecTax, HaHWMaA M/MAK NPOABMIan onpeae-
AEHHOE KOAMUYECTEBO MEHBIIMHCTE MAM KEHLWMH HA AOAKHOCTH, KOTOphIE Bblaw
HCKAKOMEHBI AAR HIMX.

R

CayuaitHoe TecTHpoBaHMe. Caydaitelinm obpaszom Belbpaddeie pabotosarensi
paﬁOTHHKM Dﬁbl'-lHl:ll AAA TECTHROBAHWMA HA HAAMYKE aAROMOAR M HADKOTHHKOE.

ParxupoBarHe. MeTop oUEHKK, NPK KOTOPONM paboTa rpynnk, NPOUECE HAK NPOAYKT
PAHKMPYHITCA B ONPEABNEHHOM NOPAAKE, OT CAMOTO BRICOKOMD AD CAMOND HU3KOTD.

PauvoHaAsHOE& peweHHe. PelieHde, OCHOBaEHHOE Ha CHCTEMETHYECKOM
aHanuze npobremel, ADTHUECKH NocAeAO0BaTENLHOM EkiDope Hawbopee paum-
OHAANBHOMD BapMaHTa pelleHHs. 3Tankl NPUHATHA PaUMOHEABHOTD peLleHHA:
M3YUEHHE CHMTYALMM, MAEHTUGUKALMA, BbipaboTka ansTepHaTHE, OUEHKa aAb-
TERHETHE, BLIGOD AAETEDHETHEE!, PE3AMIELMA NPUHATOID PELLEHWUK, KOHTDOAL.

MﬂTHBHpGBKﬂ. FaunoHaAsHOe ObbACHEHWE YeADBEYECKDH AKTHBHOCTH No-
CPEACTEOM yKa3aHMA Ha COUMANLHO NPUeMAEMbLIE AR YEeAOBEKa M ero pede-
PEHTHOR rpynnel obcToRTeALCTEE, NODYAMBLUME K BuIOOPY ABHHOMD ABHCTEMA.

PauMoHanbHOCTE (NoBeaeHuA). O3HauaeT BelBop NpeaAnoYHTEEMBIX NOBEAEHMYE-
CHHX BABTEPHATHB C TOMKH 3PEHMA CHMCTEMBI NOAE3IHOCTH, NOCDEACTBOM KOTOPBLIX
MOMHO OUEHMTE NOCAEACTBMA NOBEAEHMWA, & TaKKe UerecoofpasHylo AedTe b
HOCTE, HANPABAEHHYH HE ACCTHXEHHE LIEAW, MCXOAA M3 33AAHHEIX OTPaHMWUSHIRA
M HAAMYHBIX BOamoxHOCTEW. [ToHATHE paUHoHaAbHOCTH TECHO CER3aHO C 3KOHO-
MUYECKONW TEOpHER, peWwaWwed npobiremsl Boibopa Hauwaydwero cnocoba weo-
NoABIOBEHWA OMpaHWYeHHBIX pecypCoB AAS VACBAETBOREHKWA YEeADBEYECKKHY NO-
TpEE‘IHDCTEﬁ. B 3koHOMMWYECKME W CTATHCTHYECKMY AMCUMNOAMHEX PaUuMoHasbHOE
NoBEASHHE ONPEeASARETCH KaK NPUHATHE pellieHun, KoTopoa, noche obiopa Boex
AABTERHATHE, {JEIELI.I,EET MAKCHMHIWMPOEATE YAOBASTEODEHME WAKW NOASIHOCTE.
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Real groups. Groups in which people are constantly in their daily lives and
activities; groups are natural and lab created for scientific study.

Real team. Small number of people with complementary qualities, committed
a total purposeful work, objectives and standards for which they have a shared
responsibility.

Reality shock. This term refers to the phenomenon that the expectations of new job
incumbents are often inconsistent with their experiences in a new setting, Studies
of reality shock have identified three important and distinct entry features: change,
contrast, and surprise. Unfortunately, companies often contribute to prospective
employees’ unrealistic expectations in their effort to convey a positive image of
themselves.

Reasonablesuspiciontesting. Drugoralcoholtestadministeredtoanemployee
due to a performance or policy infraction or poor or erratic behavior,

Reassignment. Transferring individuals to alternative positions where their
talents or skills may be best utilized to their own or the organization’s benefit
or where they are better able to perform the job in accordance with required
standards.

Recognition. Acknowledgement of employee’s exceptional performance or
achievements expressed in the form of praise, commendation or gratitude.

Recordable illness/injury. All occupational injuries and illnesses that reguire
more than basic first aid treatment, or deaths that occurred in the workplace.

Recruitment. The practice of soliciting and actively seeking applicants to fill
recently vacated or newly created positions using a variety of methods (i.e.
internal job postings, advertising in newspapers or electronic job boards/
sites, utilizing search firms, or listing position with trade and professional
associations, etc).

Redeployment. The reassignment of employees to other departments or
functions as an alternative to laying them off.
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PeanbHble rpynnbl. [pynnel, B KOTOPLIX AHJAW NOCTOAHHO HAXOAATCA B CBOEH
NOBCEAHEBHON XM3HU M ABATEABHOCTU; OHM DbIBAIOT ECTECTBEHHLIMM W Aabopa-
TOPHBIMH, COZABHHBIMK B MHTERECEX HAYYHOMD W3YYeHKWA.

PeanbHan KoMaHaa. HeBonblloe KOAMYECTEO AHAER C B3AMMOAONOAHAKILLMMK
KAMECTBAMM, NPEAAHHBIX DOWER UEABHANPABAEHHOR pabote, 3asaqdam u Hop-
M3n, 33 KOTOREIE OHKM HeCyT 0OLLYH OTEETCTEEHHOCTE,

Lok oT peanbHOCTH. DEHOMEH, COMAACHD KOTOPOMY OXUASHWA HOBLIX AOAK-
HOGCTHBIX AMLL, BOZAOKEHHLIE Ha paboTy, YacTo HE COOTBETCTBYIOT MX ONbITY B
HOBOM OKDYMEHWH. MCCABADBAHMA (LOKa OT PEAALHOCTH BRIABMAK TPKH BaMHbIX
OTAMYMTEABHBIX OCOOEHHOCTH BXOMAEHWA: WAMEBHEHWE, KOHTPRACT M YAMBABHME,
HomMNaHuy yacTo cnocoBCTEYHT NOABAEHWED HEPEAAMCTUUHELX OXUASHMEA Y No-
TEHLUMANLHBIX PABOTHUKOB, NbITaAck M300pasKTe cebn B NOSUTMBHOM CBETE.

YmMecTHoe TeCTHpoBaHWe. BoiHyMACHHAR nNpoBepka paboTHWKE Ha npeamer
HAXOMAEHHA B COCTOAHMK SAKOMOABHOMD MAM HAPKOTHUYECKOrO OBBMHEHHA B CAY-
Yae ero HeaARKBaTHOMD NOBEASHHA.

Mepesoa no cayxbe. Nepesos pADOTHUKOE HA BALTEPHATUEHLIE NO3KMLUMK, rAe
WX TAASHTRI MAK HABHIKH MOTYT BhiTh AYUYLLIE BCEMD MENOALI0BaHEI AN MX NOAB3hI
MAK Ha BASIMD OPraHdM3aUnMK, rae oHK Moram Bel adderTreHee paboTare B COOT-
BETCTEMM C TREBYEMBIMK CTEHAIRTAMM.

MpuzHauue, [OATEEPHASHHE MCKAKUWTEABHOTD DE3YALTATA MAM  AOCTHMME-
HWA pPaboTHWKAE, BhipaMeHHOe B GOpMe noxsans, BAArOAZPHOCTH WM NDH3HE-
TEABHOCTH.

Yuyér HonezHeir,/TpaBm. YUET BCEX NPOMIBOACTEEHHKIX TRDAEM W BoAe3HER, TRe-
ByIOWMX CEPEESHON MEAMUMHCKONR NOMOLLMK, MAM CMEPTEABHBIX CAYHAEB, KOTO-
pkie NPOM3oWAM Ha pabouem MecTe,

PekpytmenT (Habop) nepconana. MMpakTMKa SHTHBHOMD NOWMCKE KaHAMASTOR
AAA 3EN0AHEHWA OCBODOMAEHHBIX MAM BHOBb CO3AAHHBIX ADAKHOCTER © WE-
NOALIOEAHWEM MHOMECTES METOAOE (pa3MelleHre oBLABASHWA 0 BAKAHCHAX
BHYTPHW OPraHW3auny, B raserax MaW Ha cantax pabotol, npodeccHoHANLHBIX
SCCOUMBUMA, 8 TAKKE MCNOAL3YA YCAYTH KAADOBLIX BreHTCTE).

Nepeaucrokauma. Nepeeos paboTHHKOE B APYTHE OTABALI KaK BPEMEHHAR 3nb-
TEPHATHBA HX YBOABHEHWIO.
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Reduction in the force. Involuntary separation of an employee or groups of
employees due to economic pressures; decrease in the number of employees
in one or many enterprises and organizations. This process occurs with a
decrease in demand for their products, reduce financing activities (in the case
of public procurement), as well as mechanization and automation of production,
leading to increased productivity. In the latter case, this reduction is due to
positive factors. In the Russian Federation «by reducing the number of workers
or staff pre-emptive right to remain at work granted to employees with higher
productivity and skills. In case of equal productivity and qualification preference
is given to remain at work: family people - with two or more dependents (family
members incapable of which are on the full content of the employee or the
recipients of his (her) assistance, which is their permanent and primary source
of life-sustaining); persons in a family where there are no other employees
with an independent income; employees who have a period of work for the
employer industrial injury or occupational disease; disabled World War 1l and
the disabled fighting to defend the Fatherland; employees that increase their
shills in the direction of the employer. Collective agreement may provide for
other categories of employees who enjoy priority in leaving to work for equal
productivity and skills« (Art. 179 Labour Code).

Redundancy. This denotes loss of employment where the job is no longer
required. Redundancy may occur in: organizational »downsizings; productivity
enhancement; skills obsolescence; externalization of services. Many writers
treat redundancy and unemployment as interchangeable concepts but this
is misleading. Employees may be redundant but move to other jobs without
unemployment (see Excess resources).

Reengineering. The redesigning of business and work processes, policies or
organizational structure.

Reference checking. The process of verifying information supplied by ap-
plicants on an application or resume.
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CoKpaweHne WTaToE. EbiHyASHHOE YBOARHEHHE PAbOTHMKA MAM TRYNNLEI Pa-
BOTHMKHOE BCABACTEME IHOHOMMYECKOH HECcTaOMABHOCTH NPEANDPHATHA, YMEHE-
LWEHHE YMCABHHOCTH PabOTHMKOR B OAHOM MAW BO MHOMMX NPEANPUATHAX, Opra-
HUZBUMAK, ITOT NDOUSCE MMEEST MECTO NPM CHUMEHMK CNPOCE Ha NPOAYKLKWIG,
YMEHELWEHWW (MHAHCHMpOoBaHKMA paforT (B cayyae roc3akasza), a Takme npu
MEXAHWIELUMM, SETOMATHIALMK NPOMIBOACTEE, NPUBOAALLWM K POCTY NPOM3BO-
AMTEABHOCTH. B NoOCAgAHEM CAYYAE TAKDS COKPALLEHWE BLIZBAHO NO3MTMEHLI-
MK dakropami. B Pocouickon Deaepaumi «NpK COKPaLLEHHM YHCAEHHOCTH
WAKM WTara paboTHUKOE NPEeMMYLLECTREHHOS NPaB0 Ha OCTaBAeHWe Ha pabote
NPEACCTABARETCA padoTHMKkam ¢ O0ABE BbICOKOR NPOMABOAMTEALHOGTBID TPYAS
1 KBanMprKaumer. Nou paBHOH NPOMIBOAMTEAEHOCTH TOVAA M KB3AWDUHALIMK
NPEANOUTEHHE B OCTABABHMK Ha paboTe OTASETCA: CeMERHBIM - NP HAAMYMK
ABYX MAM DoAee MMAWBEHLER (HETPYAOCNOCOOHRBIX UAEHOR CEMBM, HAXOARALLMKCA
HE NOAHOM COASPMAHWK PABOTHHKE MAK NOAYHAKILLKMX OT HEMD NOMOLLL, KOTOPan
ABARETCA AAA HMX NOCTOAHHEIM W OCHOBHEIM MCTOYHMKOM CPEACTE K CYLLECTBO-
BaHWKI); AMUAM, B CEMbE KOTOPbLIX HET ARYTHX PADOTHUMKOE G CAMOCTOATEALHbIM
zapafoTkon: paboTHMKamM, NOAYUMBLLMM B Nepkoa paboTel v AaHHoro paboro-
AATEAR TPYADBOE YBEUYLE WAM NpodeccHoHasbHoe 3aboagBaHMe; HHBAAMASM
Beavkol OTEUBCTEEHHOW BORHE M MHEaAMAaM DOEEBIX ASHCTEMH NO 3aLUMTE
Oreyecrea; paboTHHMKaM, NOBLILAKILLMM CBOK KBAAMQHUKALKMIO N0 Hanpasae-
HUD pabotopatesn Ges oTpbiBa oT paboTel. KOAMEKTMBHLIM AOTOBODOM MOTYT
NPeAYCMAaTOMBATECH ADYIHE KaTeropiu paboTHUKOB, NOALIVIOLMECH NPEHMy-
LWECTEEHHEIM NPEEON Ha OCTABAEHME Ha paboTe NpW DaBHOR NPOMIBOAMTENE-
HOCTH TRPYAS W KBaaMdukauxue (C1. 179 Tpyaosoro kopekca PO).

M36biTox pabouei cuabl. 0603HAYEET NOTEPKD 3AHATOCTM (paboTkl) Tam, TAe pa-
Bota Goaswe He TpedyetcH. MatwTok padouei CHABI MOXET NPOWI0ONTH B CAYYE-
A% aYMEHBLIEHWA PA3MEPEr DPraHW3aUMK, NOBLIWEHKA NPOUIBOAMTEARHOCTH,
NPOHECCMOHANBHOND YCTAPEBAHKA, PACNPOCTPAHEHKA yoayr BoBHe. Muorue
ABTOPbLI PACcCMaTPUBEaT M30eIToUHOCTE W De3paboTMuy Kak B3auMozamMeHne-
MbIE NOHATHA, HO 3T0 HE CHHOHWMBL. MoXeT BbiTh M30bITOK paboYel CHAbl, HO
pPABOTHUKK MOTYT NOMTH Ha APYrYD patoTy W He cuMTaKTCA DezpaloTHEIMM (Ch.
M3bbITouHbIE pecypebl).

MepecmoTp KOHUENUHMH. M3MEHEHWE OCHOBHBIX NPHHUMNOE BuaHeca, paboye-
ro NPOUSCCa, NOAMTHKM MAW CTRYKTYRE! OPraHuaaumu,

MpoeepKa AaHHLIX (NPpETEHASHTA HA BAKAHTHOE MecTo). [1poUect NOATEE -
AEHMA MHPODMELUMH, NPEADCTABAEHHON KaHAMAATAMM B 33ABAEHHKM O NpHEMe
Ha paboTy uan pesome.
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Reference group. Nominal or real group, which serves for the individual as a
kind of the standards of conduct and communication activities, as well as the
source for the formation of social norms and values. It is the group to which
people orient themselves in their own interests, personal preferences, likes
and dislikes.

Reflection (from lat. reflexio - appeal ago). Treatment of the subject on himself,
his personality (values, interests, motives, emotions and actions) for their
knowledge or their own state shall ensure that the conditions and reasons for
the own system of actions and deeds. Distinguish between the reflection object,
subject, fashion awareness of themselves as actors. Reflection helps to look at
ourselves through the eyes of our interlocutor, leader, subordinate, adult, child,
teacher, coach in communication, management, education, sports.

Regular full/ part-time employee. Full-time employee with full/part time basis.
An individual who has been hired by an employer to work a predetermined
amount of hours per week in a position/appointment of indefinite duration.
In this case his position is fixed in the employment contract in accordance
with the staffing. Freelancer is a person who performs a one-time work for
companies or institutions without enrolling in a permanent full-time staff and
operates under a civil law contract.

Regulation of conflict. Stage, when the conflicting parties must accept the
existence of the conflict, the need to correct behaviar.

Regulation (charter) of the organization (department). Organizational and
staffing document regulating the organizational activities (structural unit of
the organization: department, services, offices, groups, etc.), its objectives,
functions, rights, responsibility, subordination, and compiled on the basis
of the model provisions to the specific economic conditions in the state and
enterprise.

Reinforcement. The practice of providing positive feedback to an individual or
groups of individuals after completion of a particular project or achievement
of a particular goal. In psychology, pedagogy, management, sport it is usual.
Positive reinforcement is emotionally appealing or personal significant positive
event or circumstance for the person. This event or circumstance, following the
action, makes one want to repeat it.
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PedepeHTHaA rpynna. YCAOBHAA MAW DEAALHAEA TPYNNa, KOTODES CAYMMT A
AMYHOCTH CBOE0OPAZHBLIM CTAHARPTOM NOBEAEHWA, OBLLEHWA KW ABATEALHOCTH, 3
TAKME WCTOUHWMKOM GOPMUMPOBEHKA COUMAABHEIX HOPM M LEHHOCTHEIX OpHEHTa-
UMIA. ITAACHHAR FOYNNE, Ha KOTOPYID AKOAW OPMEHTHDYIOTCH B CBOMX HHTEPECaX,
AMYHOCTHBIX MPEANOUTEHHAX, CUMNATHAX M aHTHUNATHAX.

Pednaercua (o7 aar. reflexio - obpawenue Hazap). Obpawenue cybbekta Ha
cefn camMoro, CBOK AMYHOCTE (UEHHOCTH, WHTEPECH!, MOTHBLI, IMOUWK, MNO-
CTYMNKK), HA CBOE 3HAHME MAM COCTOAHME, oBecnedMBatoLIEe BLIBASHUE YOAD-
BUA M OCHOBEHWMA AAR CHCTEMBI COBCTBEHHBIX ASHCTBMA W nocTynkos. Pazau-
vakoT pedaekcuio obberTa, cybbekTa, cnocoba oco3nanua cebs xak cybbekTa
AEATEALHOCTH. B ofwWerHuy, ynpasaeHmMM, NeaarorMke, cnopre pedaskcud no-
MOraeT NoOCMOTPETE Ha cebs co CTOPOHE! Mazamu cobecepHMKa, PYKOBOAMTEARA,
ANOAHMHEHHOMD, B3pocaoro, pebeHka, NpenojaBaTenn, TpeHepa.

LWrarHbid paboTHHK ¢ NOAHOW,/YaCTHHHOW 3aHATOCTEIO. LUTatHbIR paBoTHHK
C NOAHOR/YACTUUHON 23HATOCTEH - 3T0 PUIHYECKDe AMUO, HaHAToe paboToaa-
TeAEM, YToBbI NOCTOAHHO paboTark ONPeABRAEHHDE KOAMUYECTEBO YAC0B B HEABAKD.
B atom cayuae B TPYADEOM ACrOBOPE ¢ paboTHUKOM ero AOAKHOCTE GHKCHpYeTCA
B COOTBETCTBMM CO WTATHLIM pacnucaHnem, BHewTatHeli paboTHHK - AMUO, Bol-
NOANHAKLLEE pa30By paloTy AMR NPEANPUATHA MAM YYpexAeHHa Bela zaumcae-
HUA B NOCTORHHBIA WTATHBIA COCTAR U paboTalolLee No rPaxAaHCKO-NPaBOBOMY
ADTOEORY.

PeryampoBaHWe KoHpAWKTa. 3Tan, KoOrpa KOHGAMKTYIOWME CTOROHEL AOAKHE
MPH3HATE HAAMYWE KOHDAMKTE, HEODXOAMMOCTE KOPPEKTHOIO NOBEAEHMA.

Monowenue (ycTae) ob opravmsaumu (nogpazgeneHum). OpraHMIaUHMoOHHO-
KAAPOBLIA AQKYMEHT, PEMMAEMEHTHPYIOLWMA ABATEABHOCTE OPraHMIaUMK (CTPYK-
TYPHOIO NOADASASNEHWS OpraHusalmMin: otaena, cayxbbl, Biopo, rpynnel M T.0.),
g€ 33084, QYHKUWK, NPEE3, OTBETCTEEHHOCTL, NOAYMHEHHOCTE, W COCTABAEH-
HblA HA OCHOBE THNOBBLIX NOAOKEHWMH ¢ YYHETOM KOHKPETHBIX IKOHOMMHYECKKX
YCADEMWHA B FOCYABRCTEE M HE NPEANDHATHN,

NMNoaxkpenaeHue. NpakTHka oBecneyeHHa NOACKMTEALHON 0BPaTHON CBAZM AAA
YEADBEKA MAM TPYNN AKASA NOCAE 33BEPLUSHHA ONPEASAEHHOD NPOEKTA HAM
ADCTHHEHHA NOCTABAEHHOR UEAM. B NCHXOAOTMW, MEASTOTHKE, YNPEBAEHMM,
cnopte 310 00bI4HO. MOADKMTEABHOE NOAKDENAEHME - IMOLMOHENLHO NPHBAE-
KaTEABHOE WAM AWYHOCTHO 3HAUMMOE AAA YEADBEKA NOACKMTEeALHOE coBbiThe
MAM DBCTOATEALCTBO, KOTOPOE, CAEAYH 38 ABHCTBMEM, Bbi3blBAET XeraHue ero
NOETODMTE.
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Relationships. Communications between people that arise as a result of the
interaction and are accompanied by various emotional experiences. Rela-
tionships determine the motives of human behavior in groups, the mecha-
nisms of formation and self-development of small groups.

Reliability. The measure of the ability of a test or other appraisal instrument
to evaluate accurately what is being measured on a consistent basis. It differs
from the validity of the test, i.e. such criteria as a suitability of the test to
measure of the quality to assessment on which it is directed.

Religious accommodation. Accommodation made for an employee, such as
time off from work, so that he or she may observe a religious holiday or attend
a religious ceremony.

Relocation assistance. Type of benefit offered to employees who accept work
assignments in new locations. Typically takes the form of assistance with
moving costs, travel expenses, temporary lodging and home-buying/selling.

Remedial counseling. Type of employee counseling used to correct per-
formance or behavior-related issues.

Remediation. The strategy designed to conquer a deficiency in an employee's
behavior, performance or skills.

Remote employees. Employees who work off company premises and are
removed from their supervisors or mangers.

Repatriation. The process of returning (of worker) to after being placed on a
long-term international assignment or after termination of employment outside
the country of nationality of the worker, and rehabilitation or acquisition of
new, imposed at home or in the organization during his absence, the rights and
duties of an employee and citizen.

Repetitive work. This term refers to the repeating of some act or chain of acts
in the completion of tasks at work. It is commonly assumed that repetitive and
monotonous work can have detrimental effects on psychological and physical
well-being. However, this view is simplistic and challenged by psychological
evidence that some workers may prefer repetitive tasks.

214



B3avMOOTHOLWEHKA. CEAZM MEKAY AHABMK, KOTODLIE BO3HWKAKT B DE3YALTATE
WX B3aMMOAERCTEMA W CONPOBOXASHITCH PAZANHHBIMKW IMOLUMOHEABHBIMK NEpa-
WHBAHUAMM. B3aMMOOTHOWEHKA ONPEAEARAKT MOTHBEI NOBEASHHMA AKIAEH B
FEYNNEx, MEXaHHIMEl POPMUPOBAHKMA H CAMODA3IBUTHA ManbIx TRYNN.

HaaéxHocte (Tecta). Mepa cnocoBHOCTH TECTA MAM ADYIOND OUEHOYHOID MH-
CTPYMEHTE COMA3COBAHHO (ADCTATOMHO TOYHO) OUEHWEaTR TO, 4T BhIAO M3
mMepeHo. OTAMYEETER OT BAAMAHOCTH TECTE, T.&. TAKOID KPUTERKMA TECTA, KaK Bro
NPUIOAHOCTE AAA W3MEDEHMA MMEHHD TOMD KAUECTEA, HE OLUEHKY KOTOROMD OH
HanpasneH.

Beporepnumocte. Cornacve pabotosartend MAMEHWTE PEXKMM paboTtel, B Yact-
HOCTH, BPEMA OTALIXA, ECAM AEHCTEYHILLWA DEX MM HECOBMECTHM C PEAMIMOZHKI-
M TpebosadrAMK HaémHoro paboTHrKa.

Momows B nepeesge. Nbrota, npepraracmas paboTHURY, KOTOPBIA NPHHAA
npepiokeHye paboTel M NO3TOMY ADAKEH CMEHWTE MECTO MWTEABCTEA, BKAKUES
CTOMMOCTE NEPEE3IAR, ADPOKHBIE PACKOALI, BPEMEHHOE NPOXMBAHHE W NPOAA-
Y/ NOKYNKY ACME.

KoppeKUuHoHHaA peKoMeHAaUMA. THN PEKOMEHAG LMK AAR PabOTHWKE C LEABKD
NOCAEAYIOLLETD UCNPaBAEHA OWKOoK B padore uaK NOBELEHKHK,

Koppekuua. Crpatervs, paspaboTadHan AnA yoTPaHEHMA HEADCTATKOB B noBe-
AEHWM paboTHKKA, ero paboTe MAW HaBbIKaX.

OtpanénHble paboTHukK. PaboTHMKK, KOTopkeIe paboTaoT B CTPYKTYRE KOMNE-
HKM B OTAAAEHWW OT MOADBHOMD OdMCa.

Penatpuaumna (pabothmuka). Mpouece sosBpalleHws (paboTHMKa) Ha POAMHY M3
AAMTEABHOM 3apYDeXHON KOMAHAMPOBKK WAM NOCAE DKOHUaHKWA paboTel No HaRl-
MY 38 NPEASNEMM CTPaHbI, TPaXABHHHOM KOTOPOR ABARETCA PabOTHWK, W BOCCTa-
HOBAEBHME MAM NPHUOBPETEHKME HOBLIX, BEEAEHHBIX HA POAMHE MAM B OPraHW3aLUmy
BO BPEMA Er0 OTCYTCTEMA NPpas 1 obazaHHocTen paboTHUKa | rpassaHrHa.

OaHoobpasnan pabota. 3101 TEPMMH OTHOCHTEA K NOBTOPEHMIO HEKOTOPOID ABH-
CTEMA WAW LENOUKKA ASACTEWA ANA 33BEPLIEHHA TPYAOBLIX 3aaaHWH. O0kIuHD Npen:
NOABFEETCA, YT0 NOBTOPAKIWLAACA M MOHOTOHHARA pabora moxer HedAaronprATHO
BO3AEHCTEOBSTE Ha NCMXDADITMYECKOE W DUEWUECKOR COCTORAHKME. QAHAKO 3T0 yNpO-
WEHHOE npeactasreHue BPocaeT BbIZOB NCMXOADTHHECKHM AOKA38TEALCTEAM
TOrG, YTO HEKOTOPEIE PABOTHUKKM MOTYT NPEANOUMTATE NOBTOPALLHMECA 33AAHMA.
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Replacement charts. The summarization in visual form the numbers of
incumbents in each job or family of jobs, the number of current vacancies per
job and the projected future vacancies.

Representation (of employees’ interests). This involves the articulation and
expression of the interests of employees to the management of an organization.
Representation can be achieved on an individual or collective basis. Individual
mechanisms include single-issue means, such as grievance procedures and
sopen doors policies, and multiple-issue methods such as opinion surveys. The
former permit responses to specific concerns but are not designed to cover
more general issues. The latter collect wider sets of views but do not allow
direct negotiation between managers and workers,

Reprimand. Oral or written reproach given to an employee as part of dis-
ciplinary action.

Reputation. Significant characteristics of a company, its chief or employee that
external observers ascribe to the company. Reputation is important among
intangible resources of the company. When surveyed, senior managers point
to a company's reputation as among the most important success drivers and
ponder how to induce and maintain favorable assessments of their companies
by outside observers.

Resistance (to change) of staff. This is a conscious action (inaction) of a
staff to delay in the adoption and implementation of some decisions in an
organization.

Resource-based theory. One approach for describing the strategy formu-
lation process in arganizations focuses on matching an organization's internal
strengths and weaknesses with its external opportunities and threats.
Several models have been developed for analyzing an organization's external
opportunities and threats. Most of these models build on insights from indus-
trial organizational economics. According to resource theory the firm is a col-
lection of resources, which include all the incoming flows, provide work and
allow for the strategies of the company. Firm's resources may be material
(tangible) and non-material (intangible), they can be developed in-house or
purchased on the market. One of the methods of the Resource based theory
is called SWOT-analysis.
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Auwarpammel zamewweHuwA. FezlmMUpoBaHME B BW3yansHoW dopme uwcaa
AOAMHOCTHBIX AMLL Ha KaxaoH pabote Man poaa pabiodux MECT, YHCAD TEKYLLMX
BAKaHCHIA Ha paboTy K CNPoEKTHROBAHHBLIX ByAyLLMX BAKSHCHA.

Penpe3eHTauMa (MHTepecoB paboTHMKOB). BHAKYUSET YETKOE W 3IKCNPECCHME-
HOE BblDAXEHWE WHTEPECOE PaboTHHMKOB NEPes PYKOBOACTEOM OpraHu3almi,
MOMET DBITE MHAMBMAYSABHOH MAM KOANSKTMEHOH. MHAMBHMAYAAEHBIE MEXSHWI-
Mbl NPEANCASIEIT TAKWE CPEACTES, KaK NOPAADK DacCMOTPEHMA kanob 1 no-
AMTHHE *0THRBITRIX ,ﬂ,,El-Epeﬁn, H CPEACTER MHOMECTEBEHHOMD DELUEHWA, TAKHE KaK
onpocekl 0BWEeCTBEHHON MHEHWA, MepBLIe NO3BOARIOT PA3PELLMTE KOHKPETHBIE
npoBaemMbl, HO HE NpeaHasHauveHbl aan Boaee oblmMx BoONpocos. MocaesHKWe
BHAKMEKOT DOASE LWWPOKKIA KpYT BONPOCOE, HO HE MOIBOARKDT BECTH NPAMBIE
NEPErOBODEl MEXAY MEHEAMEDAMM 1 paBouMmMK.

Brirogop. YCTHOE WAW NHUCEMEHHOE NOPHUAHKWE, BblIKa3aHHoe PaboTHHKY B Ka-
YECTEE AMCLMNAMHAPHOR MEPDDI.

PenyTaumua. CylUecTEEHHBIE XAPAKTEDUCTURH KOMNAHWKM, 88 DYKOBOAHTEAR HAMW
paboTHHMKE, KOTOPEIE BHELLHWME HABAKASTEAM el npunuckieaoT. PenyTauWa -
rMEEBHOE CPeAM HEOCAZAEMbIX PECYPCOB KOMNAaHKWK, B obzopax onbiTHLIE MeHea-
WEPLl YKAZHIBAKT HA PENYTALMKD KOMMNAHWM CPEAW CAaMBIX BaMHbX GaKTopoB
eé yonexa W pasmMmbllLAAKDT O TOM, KaK BbI3BaTh M NOAAEDKETE OAAONPUATHLIE
OUEHKH WX KOMNEHWA CTOROHHWUMI HabaroaaTesanm i,

ConpoTHEAeHWe (M3MeHEHMAM) NepcoHana. 370 COIHATEABHLIE AEHCTEMA
(BeapeRcTBME) NEPCOHand, HANPEBAEHHLIE HA 3aTAMMBAHWE NPWHATHMA W pea-
AMIELMM TEX MAM MHEIX PELEHMEA B DPraHv3aumy,

Teopua, 0OCHOBaHHAaA Ha pecypcax. OAMH M3 NOAXOADE AN ONMCAHWA NPOLEC-
ca GOPMYAHDOBKM CTPATErMK B OPraHM3auMax, COCPEADTOMEHHBLIX Ha Obbea-
HEHHMHW BHYTREHHKX AQCTOMHCTE W HEAQCTATKOEB C BHEWHWMHK BOIMOXHOCTAMM
M Yrpo3amK. HECKOABKO MOAENER paspabotadbl aaR Toro, 4Tobbl NpoaHanKan-
POBETE BHEWHHME BOIMOMHOCTH OPradHMzauMM M YIpo3sl. BOALIWWHCTED 3THX
MOASNER NOCTROEHD HA OTEPBITHAX, CABASHHBIX MHAYCTPHEABHON OpraHM3aum-
OHHOM IHOHOMUKOR. COrAacHo pecypcHoR Teopid ¢pUpmMa NpeAcTaBAAeT coboi
COBOKYNHOCTL PECYPCOB, KOTOPLIE BKAKOYAIT B cebA BCE BXOAALLME NOTOKM,
obecnedwBatoT pafoTy GMpMBl M NO3BOARKIT OCYILECTEAATE CTPaTETMM. Pecyp-
Chl QUPME! MOTYT BbITe MATEPHAABHBIMK [OCAZEEMBIE) M HEMATEDHEAEHLIMMK
(HEOCAZAEMEIE), OHKM MOMNYT BLITh DA3BWTHE EHYTRPU GUDMEl MWAM NPpUOBPETEHE
Ha pbiHke. OAHHM H3 METOADE TEOPMM, OCHOBAEHHOM HA pecypeax, HasdbIBAKT
meTop SWOT-ananusa.
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Resource dependence. This perspective views organizations as needing
to exchange resources in order to survive and looks at the way in which
organizations can cope with the environmental dependencies thereby created.
Using an open systems framework, the approach emphasizes thatorganizations
must interact with their environments. Organizations need to take in resources
such as materials, finance and personnel and transform these into products
and services. These processes necessitate interactions that must be managed
effectively.

Restrictive covenant. The contract clause requiring executives or other highly
skilled employees to refrain from seeking and obtaining employment with
competitor organizations in a specific geographical region and for a specified
period of time.

Restructuring. Changing organizational structure in order to make it more
efficient and cost effective.

Resume. Written document outlining individual's work experience, skills,
educational background, accomplishments and other related information sup-
porting his or her career goal.

Retaliatory discharge. Form of discriminatory discharge that occurs when
an employer dismisses an employee as retaliation against the employee for a
specific action.

Retention bonus. Incentive payment used to entice employees from leaving
the organization.

Retiree skill bank. Fool of retired former employees who are rehired on a
temporary or contractual basis.

Retirement. This is typically associated with the phase of life individuals
experience at the end of their careers working for an employer for primary
income. Retirement, however, does not imply inactivity, but a different type of
activity. Many individuals continue to be active in retirement by part time or
flexible employment, engaging in leisure activities, or volunteer work,
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3aBUCHUMOCTL OT pecypcoB. 3T0T NOAXOA PACCMATPHEAET NOTPEBHOCTE OpraHu-
FaUMA B 0BMEHE PECYDCAMM, YTODBI BLIXMTh, M CNOCOOLI, NOCDEACTBOM KOTOPbIX
OPraHMIaUMKE MOTyT CNPABKTECA © 33BMCHUMOCTEHY OT BHELUHEN CPEAL], CO3AaH-
HOM Takum obpaszon. MenoAb3yR NPUHLWN OTKPBITOR CUCTEMBI, ABHHBIR NOAXOA
NOAYEPKMBAET, YT OPraHM3IaUMK ADAKHEl B3aMMOAEHCTEOBAT: C MX BHELHEH
cpepor. Oprasv3anky ADAKHBl BAATE PECYDCHI, TAKKME Kak marteprans), dUHaH-
Chl M NepCcoHan, M NpeoBpa3zoeaTe MX B NDOAYKLUMID W YCAYTH. 3TH NpoUeccs
TRebByHT B3aHMOASHETEWA, KOTOPLIM HYMXHO YNPaBAATE 3ODERTHEHO.

OrpaHuunTeAbHOE yCAOBME. [TyHKT AOTOBOPE, 00A3LIBAIMA PYKOBOAMTEAEN
HAKM APYTHE BLICOKOKBAAMPHUKMPOBAHHBIX COTRYAHHMKOB BOIAEPRATHEH OT NOKE-
Ka M NoAYUEHHWA paBoThl B OPraHM3aUM Ay KOHKYDEHTOR B ONPEeASAEHHOM PErMo-
HE M B TEYEHMWE YCTAHOBAEBHHOMD NEPHOAS BREMEHH.

PecTpykrypupoBaHue. MaMeHeHWe CTRYKTYPE ORPraHW3aUMK AAA NOBRILUEHMA
28 aphEKTUBHOCTH W OKYNEEMOCTH.

Pestome. NMUCEMEHHBIR ADKYMEHT, 0OPUCOBLIBAIOWMA B 0OLLMX YepTax oneiT
paboTel YACTHOMD AMUE, HABLIKM, ODPaZ0BaHME M ARYIVIO WHDOPMALMID, BKTY-
AALHYH B CBETE NONLITKY NOAYYEHUS BAK3HCHH.

KapareacHoe yBoabHeHWe. Dopma HEONpPaBAaHHOMD YEOALHEHMH, KOTOpOe
NPOUCROAWT, KOMAG paﬁﬂTﬂ,ﬁ,aTEnh YEOABHREST paﬁc-mmna M3 MECTH 33 Onpeae-
AEHHYHD AMHWKD NOBEAEHMA.

MpemuA 3a BEPHOCTL. [100LWPHTEABHBIA NASTENK, MENOALIYEMbBIA C LEABK Npe-
ACTERALUEHMA YBOALHEHHA RRDOTHUKOE M2 DPraHMaaLMH.

BaHK OTCTABHMKOE. CNWMCOK BhILIEALUMX Ha NeHCHH ObIBLWKMX paBoTHHKOB, KO-
TOPBIE NOBTOPHO HAHATE HA BPEMEHHON WAK ADTOBOPHON OCHOBE,

OrcraBka (yx0a Ha NeHCKHKD). Kak NpaByaD, acCoUMMPYETER © Gal3on MHIHEH-
HOMO NYyTH AOAeH, paboTtawwmx Ha paloTopaTens AAR NOAYYEHWSA OCHOBHOM
ADXOAS, B KOHUE WX Kapbepel. Yx0n B OTCTABKY, OAHAKO, NOApasyMesaeT He bes-
ASATEALHOCTE, @ ADYTOR THN 3KTMBHOCTH. MHOMMe AAM NPOADAMST 3KTHEHD
pafoTate B OTCTABKE, © YACTMYHOM MAM rMBKOR 38HATOCTLIO, YYACTEYIOT B ABA-
TeabHOCTH B cBobopaHoe ot pabotsl Bpema uan pabotaroT pobposoaLHO.
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Retirement plan. Document on which the employer agrees to pay benefits to
the employee after his (her) retirement, until his (her) death. In Russia, the
meaning of retirement plan is that the employer may, in addition to payment
of insurance premiums in state extra-budgetary funds, transfer funds in the
non-state pension fund.

Retraining. Training that is provided for a certain job to enable an employee
to acquire the necessary skills to work with new processes, procedures or
equipment.

Return on investment. Ratio of the benefit or profit derived from a specific
investment, compared with the cost of the investment itself.

Reverse discrimination. Employment policies or practices that result in
discriminatory treatment against applicants or employees who are not minor-
ities or members of a disadvantaged group.

Reward system. Formal or informal program used to recognize individual
employee achievements, such as accomplishment of goals or projects or
submission of creative ideas.

Rightsizing. The approach to reducing staff, whereby jobs are prioritized in
order to identify and eliminate unnecessary work. This method uses a se-
lection criteria based on individual jobs, rather than people, in order to avoid
possibly laying off the wrong employees.

Right-to-know. The standard providing workers with protection from haz-
ardous substances in the workplace by requiring employers to keep employees
informed of any hazardous substances that they may be working with, as well
as the hazards and symptoms associated with the substance.

Rigidity. Difficulty {up to a total inability) to change out a program of activi-
ties under the new conditions, objectively require its restructuring. Distinguish
between cognitive, affective, motivational rigidity.
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MeHcHoOHHAA nporpamma. [oKyMEHT, No KoTopomy paboToparens obAzyerca
BLINASYMBATE BBIMNAETEN (ALMOTE] PADOTHMKY NOCAE Bro OTCTABKM (BBIXOAZ HA
NEHCHKD), BNAOTE AD €ro chMepTd. B POCCHMM CMBICA NEHCHOHHOW NPOrpamMkl
NPEANPHATHA COCTOWT B TOM, 4TO paboTOAATEAL MOMKET, NOMHMO YIIASTEI CTREXD-
BblX BE3HOCOB B MOCYASPCTEEHHEIE BHEDHAKETHRIE GOHAEI, OTYMCAATE CREACTES
B HEMOCYAAPCTEEHHBIH NEHCHMOHHBIA GOHA.

Nepexkeannpurayma, OByyeHHe, NPOBOAMMOE C LUEeALKD nprobpererua pabor-
HUKOM HEOBXOAMMBIX HEBBLIKOB ANF OCBOEHWA HOBLIX NPOLECCOR, NMPOUEAYD HAK
obopysoBaHMA.

Doxop, OT MHBECTHMUMH. COOTHOLWEHME ADXOAZ MAM NPHBBIAK, NOAYYAEMOR OT
MHEECTHUMIA, N0 COaBHEHWKD CO CTOMMOCTEED CaMWX MHBECTHMUMA.

O6paTHan AMCKPUMMHAUMA. [NOAMTHKE 3AHATOCTH MAM METOABI, KOTOPBIE NpK-
BOAAT K AMCKPUMMHEUHMOHHOMY OBDALLEHHID C KAHAMAATAMM KAM PABOTHHMKAMA,
HE NPHHaAAEXAWHMMK K rpynnam MeHBLUMHCTE MAKM HHBaAMADE.

Cuctema noowpenuin. GopmasbHas MAM HEODMUWEALHEA NporpamMma noo-
WPEHKA paboTHUKAE 38 OTAEABHBIE AOCTHHMEHKA, TAKME KaK YCNELHOE 3aBepLue-
HHE NPOSKTE WAKW BBIABMXEHWE NADAODTEODHLIX MASH.

OnTummsauma wrara. Mogxoa © COKPALLEHHIO WTATE, NPK KOTOPOM pabo-yue
MECTE PACNOAaratTea No NPMOPHTETAM, UToBE!I MAEHTHGWUMDOBETE M YCTPaHWTh
HeHyxHYIo pabory, 3707 METOA MCNOALIYET KpuTepuy o1Bopa, OCHOBAHHLIE Ha
aHanuze pafoT, a He paboTHUKOR, UTO NO3BOASET M3BeXaTe COKPALUEHUS HYX-
Hbix PaboTHMKOB.

Mpaso ocBEAOMAEHHOCTH (NpaBo GbiTe B Kypce aen). Craraapt, obecneyn-
BAKILLMIA padounx 3aWMTOR OT ONacHkLIX BEWECTE Ha pabodem MecTe W obA-
IblBAOWMA paboToaaTesei MHGODMKMPOBaTE PABOTHMKOB O ADDLIX BOZMOXHBIX
ONECHOCTAX, CEBAZAHHBIX C ONACHLIMW BELLECTEAMM.

PurHaHocTe (HerMbrocTe). 3aTpyAHEHHOCTE [BNAOTE AD NOAHONR HECnocoBHo-
CTH) W3MEHMTE BhIPABOTAHHYD NporpamMmy ASATEALHOCTM B HOBLIX YCADBMAX,
06bLEKTHBHO TpEbyoWMX e& NepecTporKH. PasaMyaroT KOrHUTHBHY, adderTva-
HYHD, MOTMEALMOHHYK PUIMAHOCTS.
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Rituals. Organizational ritual is a rule-governed, structured, and pre-planned
activity of a symbolic character, collectively produced and enacted in a social
context, face-to-face with an audience. Rituals are the actions that have no
productive value. In Russia, the rituals may include board meetings with banks,
shareholders meetings, parties on Fridays at the end of the day, a ritual of
initiation - familiarity with the organization.

Role. It is a delineation of the set of recurrent behaviors appropriate to a
particular position in a social system. Every social system consists of multiple
interdependent positions, each defined by a role. Roles specify many aspecis
of these relationships, including the authority and status relationships within
the system.

Role ambiguity. This denotes uncertainty about the expectations, behaviors,
and consequences associated with a particular role. Organizational factors
and individual factors may cause role ambiguity. A person has a need to know
others' expectations of the rights, duties, and responsibilities of the role, the
behaviors that will lead to fulfillment of these expectations, and the likely
consequences of these role behaviors, For example, the head of the creative
team at the same time can be in the role of the controller (upper part), which
virtually ignored the creative and responsible persons, as they themselves
control, and the role of counseling (lower part), because group members can
be more aware.

Role conflict. The situation in which there are contradictory, incompatible,
or competing role expectations. It usually occurs when an individual has two
or more salient roles in a situation which include expectations to act in in-
compatible ways (inter-role conflict), or when expectations within one role are
incompatible with each other (intrarole conflict). Conflict between a role and
an individual's values or beliefs is also referred to as role conflict.

Role distancing. This is a role behavior of a person, which indicates to
others that person's actions should be attributed to the role, rather than the
personality. Role distancing behavior suggest that the individual has some
resistance to the role. The person's intention is to create or maintain sepa-
rateness between himself (herself) and the role. The most likely cause of role
distancing is the role conflict.
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Putyansl (B opraHMsaumnu). OpraHusaumMoHHbIA pUTyan - 310 OCHOBAHHAA Ha
npasuaax, CTPYKTYPMPOBAHHAA W 33paHee 3anAaHMPOBAHHAA ASATEABHOCTL
CHMBOAMYECKOrD XapaKTepa, NPoU3BeAEHHaA KOMEKTHBHO W BNWCAHHAA B COLMW-
ANbHEIA KOHTEKCT, BLINOAHAETCA HE FAA38X Y ayarTopuK. PUTyansl - AERCTBMA, HE
HMMEHILLWE NPOHIBOACTEEHHOMD 3HaYeHWA. B POCCHK K DHUTYAAZM MOXKHD OTHECTH
JAcCEAAHMA NPABAEHWA B DaHKaX, BKUWOHEDHBIE COBPEHWMA, BEYEPMHKM N0 NATHM-
LaM B KOHUE pabouero AHA, PHUTYEA MHMUMALMY — 3HEKOMCTEA C OpraHuaaUMen.

Poab coumansHana. Onucadue pAasa cnocoboB NOBTORRIDILETOCA NOBEAEHMA,
COOTBETCTEYIOWErD 0coBoMy NOADKEHMID B COLMaALHOA cucTeme, Aobas coum-
AABHAA CHMCTEME COCTOMT M3 MHOMECTEA B3aMMOIaBMCHMBIX NO3ZWLKWA, Kaxaan
M3 KOTODBIX ONPEASARETER POABKD. POAW ONPEABARIOT MHOMME ACNEKTH AAHHBIX
OTHOLUEHUWH, BKAKIUSA OTHOLIEHWA BASCTH M CTATYCA BHYTPH CUCTEME,

PoneeaA ABYCMBICABHHOCTE. Heonpeper8HHOCTE OTHOCMTEARHO OHMASHMEA,
NOBEASHMA W NOCABACTEMH, CBA3AHHLIX ¢ 0C0BOA poabko. OpPraHU3aUMoOHHBIE W
MHAMBUAYBABHEIE QAKTOPEl MOMYT BLIZBETE POABBYHY ABYCMEICAEHHOCTE. ¥ ue-
AOBEKE eCTh NOTPEOHOCTE 3HATE CKHMASHMA ADYIMX AKDAER N0 NOBOAY POAEBLIX
npae, 06A3aHHOCTER W OTEETCTEEHHOCTH, NOBEASHMA, KOTOPOE NPMEEAET K BhI-
NOAHEHWID 3THX OMHAAHKK, M BEROATHBIE NOCAEACTEWA DOABBOID NOBEAEHHA,
Hanpumep, pyKOBOAWTEAL TBOPYECKOR TRYNNLl OAHOEPEMEHHO MOXKET BhiTh B
POAKM KOHTPOAEPE (POAR CBEPXY), KOTOPAR NPAKTHYECKH WIHOPHPYETCH TBOPYE-
CKMMM W OTEETCTEEHHEIMKM RaDOTHUKaMK, TaK KaK OHM camu ceba KoOHTpOAM-
PYIOT, M B POAM COBETYIOLLErOCH (POAb CHH3Y), NOCKOALKY YAEHbLI FRYNNBL MOTYT
BhiTh BoAEE OCEEADMAEHHBIMM,

PoneBol KOHGAMKT. CHTYaUMA, NPpH KOTOPOR BOIHWKAKT NPOTMROPEYaLLME,
HECOBMECTMMBIE MAM KOHKYPUPYIOIWLME POAEBBIE OXMaaHmA. OObIYHO oHa npo-
MCXOAMT, KOTAS Y UBADBEKE eCTh ABE WAW BOAEE CYLLECTEEHHLIX POAEA B CUTYE-
LMM, KOTOPBLIE BKAKOHAKT OKMASHMA K ABRCTBMIO HECOBMECTUMBIMK cnocobanu
(MEXPOAEBOR KOHDAMKT), HAW KOTAS OXMASHWA B NPEAEASX DAHON POAM HECO-
BMECTHMbBI ADYT © APYTOM (BHYTPHMPOAEBOHA KOHGAKKT). KOHBAKKT MEXKAY POABID
M UEHHOCTAMM MAM YOEKASHUAMK MHAMBHAS TRKME YIOMUHIETCHA Kak PONeE0N,

PoneBoe AMCTaHUMpOBaHUWE. ITO DOASBOE NOBEASHHE AMUHOCTH, KOTOROE No-
KA3BIBAET ADYTHM, 4TO 26 ABACTEMA CABAVET OTHECTH K POAH, 8 HE K AMMHOGCTH,
PoreBoe AMCTAHUMPOBaHWE NPEANOAAraeT, YTo y YenOBEKa eCTh HEKOTOpPOe Co-
NPOTUBAEHHE POAM. HaMEPEHWE HeNOBEKa COCTOMT B TOM, YTOObI CO3AATL MAM
NoOAAEPHUBaTE pa3oblEHHOCTE Mexay coBoi W ponslo. HaubBonee BepoAaTHan
NPHYMHE POASBOIO AMCTAHUMPOBAHWA — POAEBOW KOHDAWKT.
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Role overload/underload. Role overload occurs when an individual experiences
excessive role demands. Quantitative overload is when there is too much to
do. Qualitative overload is when the individual does not have the experience
or ability to carry out role demands. Role underload is the opposite condition
in which the individual has very few role demands, or the demands are very
easily accomplished, Underload can also be guantitative or qualitative.

Role playing. Training method in which each participant purposely acts out or
assumes a particular character or role.

Role structure. In 1957 R. Schindler, studying the role structure of the group,
described the four most commaon group roles and a less common role: leader,
expert, easily adaptable members, passive, the most «extremes member,
member of the opposition. The groups can meet and many other roles that
are not always reducible to the core, for example, a dividing the collective by
participation of employees in the creative process at wark, communication and
behavioral roles.

Role taking. Role taking, or «taking the role of the others, is a process in which
an individual develops an empathetic understanding of other people's roles as
the result of observing their behavior.

Role theory. This term specifies the conceptual relationships among several
distinct role conditions. Role theory is concerned with the general question of
how an individual's behavior is connected to his or her social environment.

Rotational training. Training method where employees are rotated among a
variety of different jobs, departments or company functions for a certain period
of time.

Routinization. This term represents the process of rationalization and
standardization of organizational work. Routinization can occur via several
different kinds of processes. The positive role of routinization of the company
is reflected in the formation and fixation of core competences, performance
indicators and effectiveness of employees, departments and enterprises in
general.
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Ponegan neperpy3ka/Heporpyska. PoneEafA Neperpyaka cayvyaeTcd, Korpa
MHAMBUA MCNLITLIBAET Ype3MeEpHbIe poaeBblie TpeboBaHuA. KoAMYecTBEHHER
NEPErpyaka COCTOMT B TOM, YTO UMEETCA CAMLUKOM MHOMD ASA, KOTOPRIE HYMHO
caenars. KavectseHHas neperpyaka HabmoaaeTcn B CAyYae, KOraa Y YenoBeka
HET ONbITa MAW CNOCOOHOCTER AAAR BLINOAHEHWA PoAeELIX TPeboBaHWA. PoreBan
HEAOTDY3KA ABAAETCA NPOTHEONOAOKHBIM COCTOAHMEM; ¥ MHAMBMAA O4EHb MAND
ponEELIX TPEBOBaHMA MAK TPeBOBaHKA OUEHE ABTKO BEINOAHMMEl. Heaorpyaka
TAKMKE MOMET DbiTh KOAMYECTBEHHOR MAM KAYECTBEHHOR,

Ponesan wrpa. Mertos oOyd4eHWA, B KOTOPOM KEMABIH YHACTHWK NpesHame-
PEHHO PaskirPeIBAET WAKM NPHHMMEET 0cobyio poAb,

Poaesan ctpyktypa (rpynnei). B 1957 r. P Wwueasep, W3yyas poseByD
CTPYKTYPY rPYNnbl, ONMCaA YETbIPE HauboAEE YacTo BCTPEYAIOWMECH MpYNno-
Bble POAM M OAHY PEXE BCTREYSHIWYHCA POAL] AHAEP, IKCNEPT, ASTKO NPW-
cnocabnMBaKWMECH YAEHbLI, NACCMBHBIE, CAMBIA JKPAWHWH: YAEH, ONNO3H-
UMoHep. B rpynnax MoryT BCTPEeJYaTbCA W MHOMWE ADYTHE POAM, KOTOpbIE He
BCETAA CBOAMMBI K 3TMM OCHOBHbIM, HANPHMED, ABABHWE TPYNNBI N0 YYACTHIO
COTPYAHHKDE B TEORUECKOM NPOUECCe HA NPOU3BOACTES, KOMMYHHKILMOHHEIM
M NOBEAEHHECKHUM DOAAM.

MpuuaTHe poan. NPUHATHE POAKW, MAKM *NDUHATHE DOAKW ADYIOMOs, ABARETCA Npo-
LUEeCCOM, B KOTOPOM WHAMEWA PA3BMEAET 3MNSTHYSCKOE NOHUMaHWE DOASH ADY-
FMX AKOAEH B DE3YALTATE HAOAKIABHWA 38 MX NOBEAEHWEM.

Teopua poael. 3T0T TEPMUH ONPEASARET KOHLENTYAALHBIE OTHOWEHWA CPEeAM
HECHOABKMX OTAMYAHILLMXCA POAEBLIX VCAOBMIA. TEODMA POASHA KacaeTeA oBLMy
BOMNPOCOE O TOM, KaK NOBEAEHWE YENDBEKE CEA3AHO C B0 COUMaALHOR CPEeson.

Obyuenne meropom potaumu. Metop ofiyueHuA, Npu HOTOPOM COTPYAHWKM
MEHAKIT pabodyKe MECTa, OTABALI MAM DYHKLMK B KOMINAHKWK HE DNPeASAEHHBIR
NepUDL BRPEMEHH,

PyTHHHzaUMA, ITOT TEPMUH NPEACTABAAET NPOLUECT PAUMOHAAWIALMK M CTaH-
AAPTHAAUMM pabBoThl OPraHM3auri. PyTHHH3EUMA MOXET NPOMCKOAMTE NO-
CPEACTEOM HECKOABKWX pPaszAMUuHBIX BWMAOE NPOUECCOE. NOAQMMTEARHEA POAL
PYTHHM3ALUMK NPEANDHMATHA BhIpAXAETCH B DOPMUPOBAHHMK W DHKCHPOBAHWK
KAMIUEELIX KOMNETEHUWA, NOK3zaTersH pPesyALTaTMBHOCTH M 3ddeKTHEHOCTH
ABATEALHOCTH PABOTHMKOE, NOAPASABASHHE W NPEANPHATHA B LEADM.
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Sabbatical. Voluntary arrangement whereby an employer allows an employee
paid or unpaid leave for a specified duration of time in order for the employee
to pursue a course of advanced training, teach or perform a public service. In
education, it is a period of time college or university teachers are allowed to
stop their usual work in order to study or write qualifying work/monograph,
usually while continuing to be paid.

Sabotage. This may be conceptualized as a form of resistance to capital
interests. It may be defined as any deliberate action or inaction directed to
lower the quantity or quality of production. It has as its intent the destruction,
disruption, or damage of some aspect of the work environment, including the
setting and machinery of production and/or the good or service produced
itself. Sabotage is often a rational and highly symbolic act. Usually, it is social
in nature, conspiratorial and restrained.

Safety. The development and implementation of measures for hazard
identification, assessment, control and the maintenance, measurement, ad-
aptation and control of standards and procedures. It embraces the mecha-
nisms for ensuring that employers and employees remain commitied to safety
objectives and motivated to ensure they are maintained.

Safety training. Teaching tools used to help employees become more safety-
conscious in all aspects of safety.

Salary range. Range of pay rates, frem minimum to maximum, set for a specific
pay grade.

Salary structure. Structure of job grades and pay ranges established within an
organization. May be expressed as job grades or job evaluation points.

Sales compensation. Compensation system designed for individuals employed
in managerial sales or sales representative positions. Individuals are paid
on a commission or percentage of sale basis, in accordance with achieving

specified sales goals.
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Teopueckuit oTnyck. AoBpOBOALHAA ACFOBOPEHHOCTE, NOCPEACTEOM KOTODROH
paboropatesb nossonseT paboTHUKY YHTK B ONAGYMBAEMBIR AW HeonAa4MBae-
MEIA OTNYCK Ha ONpeAenEHHoe BpemM#A, YTobhl paboTHHK NPoLWEN KyYpC NoBLILLIE-
HWA KBaAMOHKaLMM, NPENoAaBaA MAK BbINOAHAN 0BLLECTBEHHbIE OBA3AHHOCTHM.
B ofpazoBaHvi 3T0 NpOMEXYTOK BPEMEHM, KOTAa NPEenoAaBaTensM KOANSAXE
MAM YHUBEPCUTETA NO3IBOAEHO OCTABWUTE MX 00bIUHYID paboTy, UTobbl YUMTLEA HAM
NMCETE KBanMbMKaUMoHHYKD paboTy/moHorpaduio, obklMHO NpM COXpPaHEHMM
MM 3aRMAAETBL.

Caborax. Dopma npoTecTa NPOTHE MHTEpPecoB paboToAaTeAR, NpejAcTas-
AIOWaEA coboit peicTBMe UAM BeapeicTBMe, HANPABAEHHOE Ha CHWXEHWE KO-
AHUECTEA MAM KEYEeCTEa NPOAYKUMK. BralouaeT B ceba ABCTPYKTHBHOE MAM pas-
PYLUMTEALHOE BAMAHKME Ha pabouyio 0BCTAHOBKY W/MAM NPOMIBOACTED TOBADOE
W yeAyT. CaboTam YacTo ABAAETCA PALMOHAABHBIM M CHMBOAHYECKHM aKTOM, GO-
LUMBAEHEIM N0 NPUPOAE M 33r0BOPLLWYECKMM.

YnpaeneHne Ge3zonacHOCTbIO. KOMNAEKEC MEPONPUATHH NO 0BHAPRYKEHWID,
OLEHKE W KOHTPOAKD YPOBHA ONAcHOCTH, 8 TRKKE NOAAEPKAHHE, U3MEPEHHUE W
KOHTPOAB CTAHAAPTOB W NPOLEAYD. YNpaBAEHHE DE30NacHOCTLIO BKAIOYAET 0Co-
fble MexaHuImel AN TOTO, YTOBLI rapaHTMPOBaTh, Y4To paboToAaTEAM W CAYKE-
LLME OETAKTCA NPEASHHBIMK LeAAM Be30nacHocTd M MOTHBHPOBaHL! &é nNop-
AEFIH{HEETI:.

0ObyueHue TexHuke BezonacHocTH. O0yuaoMe CPeACTER, MCNOALIYEMEIE AAR
NomMoLM padoTHUKENM, Y4ToOB! OHKM cTaAK BoABE COZHATEABHBIMM N0 BCEM ACMNEK-
Tam Ge3onacHoOCTH.

AnanazoH zapnaatel. AManazoH cTaeok 2apaboTHOR NaaTkl, OT MUHMMAaNEHOR
AD MEKCHMANEHOR, YCTAHOBAEHHBIA AAA ONPEABAEHHOID paHra onAaThl.

CTpyKTypa 3apnAatkl. CTPYKTYPa KaTeropHii paboT W AManasoHoB OnNAaTsl, YeTa-
HOBAEHHAA BHYTPW opradvaaumu, MoxeT GeiTk BIpa®eHa Kak kateropuu paboTt
MAKM MapameTpbl oUeHKH pabor.

MpemuA oT npopax. CHMCTEME MAETEPMAABHOTD NOOLLPEHHA, paspaboTaHHan
AAR AKDAEH, HBHATEIX HA AQAXHOCTM MEHEAXEDOE NPOAAX MAM TORrOELIX Npea-
cTasHTeren. MM BbINAGYHBAIOT KOMUCCHOHHBIE MAWM NPOLEHTH OT NPOAAX B CO-
OTBETCTEMH C AGCTMFH}I'THMH OHPE,&EJ\E}HHHMH ueAHAmMH I'IPD,QE}I{.
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Scientific management. This term refers to the theory and practice of
management originated by F. Taylor. This science-based management ap-
proaches, including using systematic and reasonable methods of organization
and regulation of labor, selection and placement of personnel, organization of
the workplace, worker training.

Scientific organization of labor. The process of improving the organization of
labor on the basis of science and technology, physiology and health. Includes a
range of issues related to workplace employee and his technical equipment.

Search firm. Organization or individual consultants working on a retainer or fee
basis who provide the service of searching and screening potential candidates
for prospective employers. Typically search firms are retained for higher-level
professional or managerial positions.

Selection interview. Exchange of information between representatives of
the organization and the candidate to assess the skills and capacity of the
candidate to work in the last vacancy.

Selection methods. Personnel selection methods are procedures for
identifying the most suitable person for a job from a field of candidates. Person-
nel selection is based on the view that there are stable individual differences
between people which can be measured and are, at least partly, responsible
for determining peoples’ job performance and other aspects of work-related
behavior.

Selection process. Any step, combination of steps or procedure used as a basis
for any employment decision, including, but not limited to, informal or casual
interviews, unscored application forms, paper and pencil tests, performance
tests, training programs, probationary periods and physical, education and
waork experience requirements, as well as the decision-making process used in
determining whether or not to hire or promote.

Self. The self expresses the resulis highlight the individual himself from the
environment, allowing him to feel himself the subject of their physical and
mental states, actions and processes, experience and integrity of its identity
with himself. «The self is not only a center but also a complete circle, all of that
volume, which includes the consciousness and the unconscious: it is the center
of summative wholeness, as | am the center of consciousness. (C.G. Jung).
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HayuHelil mMeHefMeHT. TepMmMH HayuHO-MPaKTMUECKOrD NoAX0Aa B Me-
HeaxmMeHTe, ocHoBaHHoro @. Telaopom. 310 HayyHo OBOCHOBAHHKIE NOAXOARI
B yNpasgAeHWH, HCNOAB3YIOWKME, B TOM YWCAe, CHCTEMATHIWMPDOBaHHEIE W oboc-
HOB3HHLIE METOALI OPraHM3aUMM W HOPMWMPOB3HWA Tpyaa, pabouero mecta,
noabopa W paccTaHOBKKM NEpCoHana, obyyeHUA paboTHUKOB.

Hayuana opranusaums Tpyaa. [pouecc COBEPLIEHCTBOBAHMA OPraHW3aumi
TR¥A4Ad Ha OCHOEBE ADCTH?KEHHE HaYKH W TEXHHEH, q}HEHD.I‘I.DFHH H TMrMEHBl TRYAD.
BKAIOYGET KOMMAEKC BONPOCOB, CBA3EHHbLIX ¢ PpaboyMM MecTom paboTHWUKE W
erg TexHHYeCKHM OCHalWEeHHEM.

®upma noucka pabotel (KaapoBbie areHTeTBa). OpraHM3alna MAK OTABAbHBIE
KOHCYARTAHTEI, pafioTamilme 33 NpeABapUTeALHEBIR TOHOPAP MAKM NAATY, KOTOPHIE
OKa3bIBaOT YCAVTY NO NOMCKY M NOKA3Y NOTEHUHMANABHBIX KaAHAMASTOE BO3MOX-
HbiM paboTosateram. Kak npasuao, GUPpMBl NOMCKa paboTbl HAHMMAIOT AAR
NPoGEeccHoHaALHBIX UAM PYKOBOAALLMX ADAKHOCTEN BLICOKOTO YPOBHSA.

CobecepoBaHe no otbopy (MHTepBbeho). OBMeH HHDOPMaLKMER MEmAy NDea-
CTABHTENEM OPraHH3aUMK K KaHAMAATOM C LEABHD OUEHKKM KBAAMDHUKALMH 1 No-
TeHUWa ha NOCAEAHEND AAR pafI'IDThI Ha BAKAHTHOH AOAKHOCTIM.

MeTtoanl npedorbopa. Npeactaeaator cofoi MmeToarkK Boibopa Hawbonee nop-
XOAALLMX COMCKAaTeAeH padoTel M2 Jyucaa eaaowyx. 0700p KaHAMASTOR CTROMT-
CA Ha NPeACTABAEHWM, YTO CYLLECTBYIOT ADCTATOMHO YCTORYMBLIE M3MEDAEMbIE
MHAWBMAYEARHEIE DA3AMUMA MEXAY AOABMM, KOTOPHIE, N0 KPaRHER Mepe, ua-
CTHYHO OTEETCTEEHHE! 2a OnpeaAeneHHME KaYeCTea BLINOAHEHWA DEf!DTI:I AHDABRH
M APYTHMX BCNEKTOB CBR3aHHOID ¢ paboToi NoBeAEHMA.

Mpouecc npodotbopa. Moboli war, Mx KOMBMHALKMA WAM NPOLEAYPE, HO-NoALIYEMARA
KaK OCHOBA AAA AKOBOMD peLIEHHA NO BONPOCaM 3aHATOCTH, BRKAKYEA (HO He Orpa-
HHUMBEACE MMW) HEGOPMEALHEIE MAM CAYYERHLIE MHTEPBEH), HeobpaboTaHHbe
BHKETEI, TECThI, NPOMBILAEHHEIE MCMBITAHWA, TPEHHHIOBLIE NPOrpaMMel, HCNBITE-
TEABHBIE CPOKKM W TPEBOBEHHA K PHIMYECKHM XaPaKTERHCTHKAM, 0BpasoBaHnio W
oneITy paboTsl, Tak Xe, Kak NPoLect NPUHATHA PelUeHHA, MCNOABIYEMBIR AAA NPK-
HATHA PELLEHWA O HARME, NPOABHKEHWH DABOTHUKE MAK OTKa3E.

Camocte. BripaxaseT pe3ynsTaT BeIAEAEHWA YEAOBEKOM camoro cebn 13 owpy-
MANLLER CPeAkl, MO3BOARIOLWMA EMY OULYLATE ceOA CyBbEKIOM CBOMX drane-
CHMX M NCMXMYLCKMY COCTOAHMH, ABHCTBHIA W npoueccoe, NepexuBale CBOK Le-
ADCTHOCTE W TOMASCTEEHHOCTE © CamMM coBoi. «CamocTe 8CTk HE TOALKO LIEHTP,
HO M NOAHLIA Kpyr, Beck TOT 0BbEM, BRAKOYMAIOWWH B ceBa M co3HaHue W Bec-
CO3HaTeAbHOE, OHa eCTh UEHTR C}"MMETHBHDH UEADCTHOCTH, KAk H ecTe UEHTR
cosHanuas (K.-I. KOHr).
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Self-actualization. This is the fifth and highest level need of A. Maslow's need
hierarchy. It is the fulfillment of a person's life goals and potential. Maslow
defined it as the desire to become everything that one is capable of becoming,
According to theory, self-actualization is a need that motivates people's
behaviar.

Self-efficacy (by Albert Bandura). Convictions about the ability to control
events that affect their lives.

Self-esteem. Assessment of man himself, his capabilities, his place among
other people, this condition is the attitude that a person has about himself or
herself, and the extent to which people like themselves, Self-esteem has been
considered a personality trait, a stable individual difference in the extent to
which people hold positive or negative views of themselves. People who are
high in self-esteem have been found to be psychologically better adjusted, to
perform better, to handle criticism more appropriately, and to cope better with
failure. Distinguish between adequate and inadequate self-esteem. A person
with an adequate level of self-esteem evaluates himself (herself) and others
with the same positions, Consequently, the concept of «high self-esteemv is
different Tfrom the concept of «inflated sell-esteems as an over-estimation of
himself {herself) in comparison with the evaluation of others.

Self-esteem of organization. Improvement of organizational activities is
impossible without the periodic analysis of the actual state of the perfor-mance
by the quality and results. Only based on this analysis, we can identify and
implement further steps to improve the performance. Such a compre-hensive
analysis in international practice is known as self-esteem. Traditionally, self-
esteem is held against the model of quality management that the organization
chooses as an example, The most popular are models of quality management
used in national and international awards for guality (Deming Prize in Japan,
the Malcolm Baldrige Award in the U.S., the European Quality Award). The
standards IS0 9000 as a model proposing provisions of IS0 9004.
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CamoakTyaanzaunAa. CamMoakTyanMzaaumla 3aHWMaeT NATEIA, BRICIWKEA YPOBEHE
B Wepapxuu notpebHocTeil A. Macaoy W 03HaYaeT NoOAHYID peaAn3auMio NoTex-
uMana W ADCTHXEeHWe ueneld yenoseka, A, Macnoy onpeaensn camoaxTyanuaa-
UMIO K@K CTPEMAEHHME YEADBEKA AOCTHYL CBOETD makckumyma. MotpebHocTs B
CAMOBKTYENWZELMA MOTHEMPYET NOBEAEHWE YBNDBEKA.

CamoaddektueHocTb (no Aasbepty Banaype). YOexAEHHOCTL YenoBeKa OT-
HOCUTEABHO CNOCOBHOCTH YNPaBAATE COBLITHAMM, BAMAIOLLAMM HE Ero KWU3Hb.

CamooueHka. OUEHKa YenDBeKoM camoro cebn, CBOMX BO3MOXHOCTEN, CBOEMD
MECTa CPEAH ADYTMX ADAEH, OTHOWEHMWE YeroBeKa K cebe, cTeneHb, B KOTOPOi
o cebe HpasatcA. CaMooUEeHKY MOMHO DacCMaTPHBaTh KaK YepTy AMYHO-
CTH WM CTABUALHOE WHAMBUAYAALHOE Pa3AMUME B CTEMNEHM NOADKMTEALHOMD MAM
OTPHLATEABHOTO BOCNPHMATHA cebA, BLICOKAA CAMODLEHKA © NCHXOAOTMUYECKON
TOUKM 3PEHHUA BOAEE NPUEMAEME, TAK KEK OHA3 NO3BOAAET AQOMBATECA DOABLLMX
YCNEXOE, AETYE NEPEHOCHTE KPWTHMKY M CNPAaBAATECA ¢ HEyAaYamK. PasaMuart
BAEKEATHLIA W HEAARKBATHEIA YPOBEHE CAMOOLEHKM. [P AAEKBATHOM YPOEHE
HEADBEK OLUEHUBAET M Ceb W APYTHX C OAHWXK W TEX Xe NO3ULMA. CASADBATEARHD,
NOHATHE «BRICOKEA CaMODLUEHKE" OTAMYAETCA OT MOHATHA «38BLILIEHHEA CAMOO-
LUEHKa» KaK NepeoleHka cedn No CPaBHEHMID C OUEHKOR ADYIHX,

CamooueHKa opraHM3aurM. CoseplleHCTROBAHKME ABHTEABHOCTH OPraHM3aLMK
HEBOAMOXHO BE3 NepUOAMUECKOrD aHankia HakTMUECcKOro CoCTOAHMA paboTel
Mo KA4ecTBY W &€ pedyabtaram. ToAbKO ONWPaAch Ha PEe3YALTaTHI TAKOro aHankm-
38, MOXHO HEMETHTE M PEAAM30BATL AanbHERLIME LUAM B yAYYLLEHHH ABATEAL-
HocTH. Takoi BCECTOPOHHMIA 8HAAM3 B MWPOBOW NPakTMKe NoAY4MA HazBaHWe
camooueHkM. TpagHUMOHHD CAMOOLEHKa NPOBOAWMTCA HA COOTESTCTEME MOAES-
AM MEHEAXMEHTa KaqecTEa, KOTOPYH OpraHMiaums Bulbupaer kak obpazeu.
Hawnbonee NONyAAPHEIMH ABARKOTCA MOAEAM MEHEAXMEHTa KAYECTEA, MCMOAL-
IYeMbIE B HALUMOHAABHEIX W MEXAYHAPOAHLIX NPEMUAX N0 KAYECTRY (MPEMKA
LemuHra B AnoHuK, npemuda Manskosenma Bonppuaxa B CLUA, Eeponeickan
npemua no kadyectey). B ctanpaptax MCO cepur 9000 B KauecTBe TaKoW MOoAe-
AWM MPEANSTaHTCA NONOKEHWA cTaHAapTa MCO 9004,

231



Self-managed team. The group, which granted substantial autonomy: it is
solely responsible for the conduct of its members and results of activities.
The main differences are self-managed teams combined empowerment and
education planning, management, monitoring and control over their own ac-
tivities, to a considerable autonomy and freedom of action, to perform man-
agement functions. Self-managed teams formally created by the company
management, which sets the overall direction of the team (Karyakin AN,
Pyzhikov V.. Teamwork: basic of theory and practice).

Self-management. Type of management in which the object and subject of
management are the same, that is, people do run their own affairs.

Self-promotion. Announcement of their goals and presentation of their
competence and skills in order to have advantages in a situation of choice.

Self-regulation. This cybernetic phenomena refers to dynamic processes
by which key criteria (affect, job performance, self-efficacy) are kept within
an acceptable range through behavioral and cognitive adjustments. Self-
regulatory processes are important in social perceplions, social learning
theory, motivational processes, stress, and mental health, and many other
phenomena.

Seminar. Facilitator-directed meeting or conference consisting of groups of
individuals gathered to study a specific subject matter.

Sense-motives. Expressed in a view: they are declared, voicing a «wants or
amuste. These motives are easily understood, as often come to the individual
outside, for example, through advertising in the broadest sense. «Some of the
motives prompting the activities at the same time give it a personal sense, we
call them sense-motivated. Other motives, co-existing with them, acting as a
motivating factors (positive or negative), at times of acute emotional, affective
factors, - have no sense functions, we agree to call such motives as motives-
incentivess. (A.N. Leontiev).
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Camoynpaeasemans Komawaa. [pynna, KOTOPOR nNpesocTABARETCA  Cylle-
CTBEHHEA ABTOHOMMA: OHE HECET NOAHYHO OTBETCTBEHHOCTE 38 NOBEASHHE CBOMWX
UASHOB M PE3YALTATEI ASATEALHOCTH. OCHOBHEIE OTAWUWA CAMOYTPABAREMBIX KO-
MaHA COCTOAT B KOMBMHALMK HAAENEHMA BAACTBIO W OBYHEHWA NAGHMPOBAHMIO,
YNPEBASHHIO, MOHWTORPMHIY M KOHTPOAKD Haa COOCTBEHHON AEATEALHOCTEH, B
IHAYMTEABHON CAMOCTORTEABHOCTH KM CEODOAE ABHCTEMA, BOIMOXHOCTH BBINOA-
HATE GYHKELMK yNpaBAeHKA, Camoynpasademele KOMaHAL GOPManLHO CO3AAKIT-
CH PYKOBOACTBOM KOMNAHMHW, KOTOPOE 3apaér obluee HanpaBireHne AEATEAbHO-
oTH Komaxs (Kapakka AM., Mesxkkoe B.B. KomanaHaa paboTta: oCHOBRI TEQRKM
M MPaKTUEK).

CamoynpasaeHue. THN YNPagAeHWA, NPH KOTOPOM 0BLEKT W cyBLexT ynpaeae-
HWA COBNEAAKT, T.&. AKIAK CAMM YNPEBARIKDT CBOMMK AEAENMMK,

Camonpopemxerme. D6LABAEHIME CEOMX LEAEH W NPEALABAEHHE CEOEH KOMMNEe-
TEHTHOCTH M KBAAMOKMKALMK AAR TOMD, Y4TODLI MMETE NPEMMYLLECTEE B CHUTYALIMM
Beifiopa.

CamoperynAuna. 31707 GEHOMEH OTHOCKMTCA K AMHAMMYECKHWM NPOLECCam pery-
AALMM KAHUEBBIX KpHTEPHEE (abderTMBHEIE NPOUECCH!, BRINOAHEHWE paboTh,
camMmoadherTMBHOCTE) NOCPEACTEOM NOBEAEHHECKME U KOTHHTHEHLIX GakTopos.
Mpougcckl CAMORPEMNYARLMKM WIPAKT BAXHYK DOAb B COUMBABHOM BOCTIDUATAM,
TEOPHKM COLUMANBHOMO Hay4eHWA, MOTHMBALHOHHLIX NPOUECCax, NpW CTpecce, B
NOAAEPHAHUM NCHXHYECKOMD 3A0ROBLA M ARYTHX GYHKLMA,

CemuHap. Hanpaeareman BeayluMM BCTPEYA MAW KOHPEPEeHUMS y4acTHHKOR,
COBPAHHBIX AR W3YHEHMA ONPEABNEHHOIO Bonpoca.

Cmbichoobpazyowme MOTHELI. BrIpa®awTcs B TOM, UTO MX ASKASDMPYHT,
OIBYHMBAER CADBAMM «X04Ys MAM «ADAKEH, JTH MOTHBBI ABTKO OCO3HAKTCH, TAK
KaK YacTo NONaAaKT K USAOBEKY MIBHE, HANPUMER, UEPEZ PEKASMY B LUMPOKOM
cmMbicae. «“OaHW MOTHBDBI, NOBYXASA ABATEABHOCTE, BMECTE G TEM NPHAAIT eR
AMYHOCTHBIA CMBICA; Mbl BYASM HA3LIBATE MY CMBICADOBPEIZYIOWMMK MOTUBA MK,
Apyrve, CoCyLECTBYIOWME ¢ HUMK, BRINOAHAA poAb NOOYAMTEABHBIX GaKTOPOB
(MOAQHKMTEABHEIX MWAKM OTRUUETEABHEIX) — NOPOR OCTRO 3MOUMOHaALHLIX, addek-
TMBHBIX, - AMIUEHLI CMBICADOBPAasYIOWER GYHKUMKM, Mbl ByAEM YCAOBHO Hasbi-
BdTh TAKHE MOTHMBEI MOTHEMU-CTHUMYASMK: | AH. AeoHTeER).
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Sensitivity training. This is a method of facilitatorled small group activities
intended to foster changes in attitudes and behaviors necessary to improve
participants' interpersonal skills by increasing their awareness of others'
reactions to them. Small groups of participants (originally, 10 to 12 persons
in «stranger groupse unknown to one another previously) met without an
agenda; their own behaviors with one another became the «laboratory data»
for group discussion under the leader's direction. Through discussion in the
group with the aid of the leader, participants would «changes to more effective,
more rewarding interpersonal behaviors, increase self-understanding and
understanding others.

Serious health condition. lliness, injury, impairment or physical or mental
condition that involves inpatient care in a hospital, hospice or residential
medical care facility.

Setting. Readiness to perceive and act, understand and interpret the object of
perception or thinking a certain way. It develops in individuals as a result of their
past life experiences. Distinguish between semantic, target and operational
settings, respectively, reflecting the three levels of regulation of human activity
(meaning, purpose and methods).

Seven S model. The seven S model includes strategy, structure, (infor
mation, operating, administrative, and financial} systems, (leadership and
management) style, staff (abilities, skills, attitudes, and motivation), (organi-
zational and individual) skills and shared values. Strategy, structure and sys-
tems are sometimes referred to the «hards 75, and the others as the «softs
7S reflecting the perceived differences required in analyzing and managing
the two groups. All the components of 75 are interconnected with each other,
change in any one could potentially lead to or require a change in others.

Severance pay. Form of short-term salary continuation awarded to employees
who are being terminated. For example, in Russia at the termination of labor
contract in connection with the liquidation of the organization or downsizing or
staff organization (affected employees shall be paid an allowance equal to the
average monthly earnings, as well as it remains average manthly earnings for
the period of employment, but not more than two months the date of dismissal
(by offsetting severance pay) (Art. 178 of the Labour Code).
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TpeHHHr CeH3WTHBHOCTH. Metoa rpynnoBoi paboTel, BO3MAEBAREMOR Gack-
AMTATODOM (BEAYLLMM), NPEAHAIHAYEHHOW ANA COABNCTEMA MAMEHEHWAM B aT-
THTHOASX M NOBEASHHH, HEOBXOAMMBIX AAA YAYULLEHMA KOMMYHWKaBeALHOCTH
YUACTHMKOE 4Eepes yAWHLWEHHE NOHMMaHWA DESKUMA ARYIHME AKAEH HE HMX,
Hefonbwwue rpynnel (06sivHo 10-12 HE3HAKOMBIX APYT C APYTOM AOAEH) COBK-
PAKITCA NPW OTCYTCTBMK ONPEAEAEHHOR NOBECTEA AHA, WX NOBEAEHWE ADYT NO
OTHOLUEHWHKD K ADYTY CTAHOBMWTCH «3KCNERHMEHTAABHEIM M ASHHEIMMWe 1 NPEAME-
Tom 0BCYKABHMA FPYNINGI NOA PYKOBOACTEOM Beaywero. B xoae rpynnosoro ob-
CYMAEHWA NPUW NOMOLLK GACKMAMTATOPA YUACTHMKK MOTYT sM3MEHHTECHs, CASASTE
Bonee IGHEKTHEHBIM MEXAMYHOCTHOE OOWEHWE, NOBLICKMTL CAMONOHUMAHWE W
NOHKWMEHHE ARYTHX.

TAMEADE COCTOAHWE 3A0POELA. BONE3HL, TPABME, YXYALIEHWE (UIUUECKOrD
MAKM YMCTBEHHOIO COCTORHMA, KOTOPOE BASYET CTALMOHADHOE AeyeHue B Bonb-
HHLE, XOCMHCE, MEAMUMHCKDE 0BCAYKMBAHME HA ADMY.

YcTaHoBKA. [OTOBHOCTE BOCMPMHKMIMATE M AERCTEOEATE, NOHUMaTE U TRaKTOEaTh
OBLEKT BOCNPHATHA MAM MbILLABHWA OnpeseréHHbIM obpasom. CHAaALIBAETCA
UEADBEKE B PEIVALTATE r0 NPOLLAOTD KMIHEHHOMD ON&ITa. PA3AMUaHIT CMBICAG-
BbIg, UEAEBLIE H ONERaUMOHANEHEIE YCTAHOBKH, OTRAXAKWMWE COOTBETCTEEHHD
TPW YPOBHA PEMYAALMK ASATEABHOCTH YEADBEKA (CMBICH, UEMs W cnocobhl aed-
CTEWA].

Moaene 7S. \aHHas MOABAL BRAOHEET B cebn: cTpaTtervio, CTpyKTYpY, cuctemy
(MHPOPMALMOHHYHD, ONEPATUEHYID, BAMUHUCTRETHEHYHD W GMHEHCOBYHY), CTHAL
(ANMAEDGKMA W YNPEBAEHYECKHIA), NEPCOHAaA (ero cnocoBHOCTH, HABLIKM, B3MAADI
M MOTHEAUMID) M pasaenfiemele LeHHoCTH. CTpaterks, cTpyKTypa W cucTema oT-
HOCHTCH K CTA0MABHOMY HADY MOABAM, OCTAALHBIE XE KOMNOHEHTH ABARKITCH
TMBKMMKM W OTDEMAT PaZHULY B BHAAMIE W YNDEBASHUKA MEXAY ABYMA rpyn-
namu. Boe KOMNOHEHTH MOASAM B3AMMOCBAIAHE!, M3MEHEHWE OAHOMD BEAET K
HAMEHEHHID ARYTOTO,

BeixogHoe nocobue, Qopma KPaTKOCPOUHOD NPOACAKEHWA 33pPNAATHEl, NPK-
CYHASEMORN CAYKALLMM, KOTOPBIE YBOALHRKOTCH. Hanpumep, B PoccuM npy pac-
TORMEHHM TOYADBOMD AOTOBOPA B CEAZM C AMKBMAALMER ODraHK3auMKd avbo co-
KPALLEHMEM YHCABHHOCTH MAKM LWITATA pabOTHMKOB OPraHK3aUnK YEOABHASMOMY
paBoTHHKY BEINASHMBRETCA BhIXOAHOE NOCOBKE B Pa3MEPE CPEAHEND MECAYHO-
ro zapaboTha, TAKKEe 38 HUM COXPAaHAETCH CPEAHMA MECHYHBIA 3apaboTok Ha
nepuos TRYADYCTPORCTER, HO HE CBLIWIE ABYX MECAUEE 00 AHA YBOABHEHWSA (C
3avétom BeixoaHoro nocobua) (Cr. 178 Tpyaoeoro koaekca PO).



Sex roles. Also known as gender roles, these refer to shared expectations about
appropriate qualities and behaviors associated with being a man or woman in
any given society. Sex roles can change over time and may vary somewhat
from one society to another. Because sex roles are society-wide, they affect
Organizational behavior in a variety of ways, e.g., in the way men and women
behave, the way they believe they should behave, the way others expect them
to behave.

Sexual harassment. Sexual harassment is illegal in many countries. It is
generally defined as unwelcome verbal or physical sexual overtures that may be
made a condition of employment or otherwise affect one's job or career and/
or create a hostile or intimidating work environment that can affect the one's
work or work performance. Sexual harassment is treatment based on gender,
constitutes a form of stress for victims, is an impediment to equal opporiunity,
and thus is a human resource management issue for organizations.

Shift method. Special form of the labor process outside the place of residence
of workers, when it can not be provided daily to return workers to their place of
residence. Shift method is applied at a considerable distance the work place
from the place of residence or the location of the employer in order toreduce the
period of building, repair or renovation of industrial, social and other purposes
in uninhabited, remote areas or areas with special natural conditions, as well as
to implement other productive activities. Employees engaged to work on a shift
method, during the stay on the object of works living in specially field camps
created by the employer. Field camps are the complex of buildings designed
for life support of these employees during the performance of work and rest
between. These employees can live in dormitories and other residential areas
adapted for these purposes and paid by the employer (Art. 297 Labour Code).

Sick leave. Paid time off granted to employees who are out of work due to an
illness or injury.

Signs of small group: general activities, common goals, interact directly with
each member, membership, a sense of belonging to the group, the presence
of the image of the group, commaon group norms and values shared by group
members.
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Monoebie poan. Takke MIBECTHRI KAK TEHAEPHBIE poAM, 0D03HAYEHT pas-
AMUHEBIE AMYHOCTHBIE HEBYECTEa W BUALI NOBEASHWA, N0 KOTORLIM MOMHO Pas3-
AMUMTE NPeACTaBUTEASH NOAOB B Aobom obulecTBe. TEHAEPHLIE POAM MOTYT
pasAMYaThcs B kaxaom ofilecTee W MEHATLCA CO BpemeHem. Beuay Toro, 4ro
ITH POAKW KpaiHe pasHooBpasHsl, OHK BAMFAKIT Ha DasHble acnekTel Opraquaa-
LUMOHHOMD NOBEASHUA: HA TO, KAK BEAYT CEBR MYMUMHE W XEHLLMHEL, HA WX NDEA-
CTEBASHWA 0 ADAMHOM NOBEASHWMK, HE OHMASHWA OKDYHAKIWKWY OTHOCHTEABHD
NOBEAEHWA.

CeKcyanbHbI® AOMOTaTEALCTEA. JANPELEHb BO MHOMMX cTpadax. Onpessns-
KOTCA KK HexenaTesbHele BepbantHBIE MAM QWUIMUYSCKME NMPUCTABEHWA, CO3-
AAIOWME HENPUEMABMBIE YCADBMA AAA BbINOAHEHHMA padoTel MAM NOCTROEHMA
Kapbepbl. CeKCyarsHBIE AOMOTSTEALCTER UMEHDT FEHAEDHYHY OCHOBY M OKAZhI-
BAKT HACMALCTEEHHOE BAMAHHME HA XEPTBY, CTABA 88 B HEPABHOE NOAOKEHHE ©
arpeccopon. MMeHHO noaTtomy AgHHER npobiema ABARETCA NPEAMETOM Hayue-
HUA MEHEAKMEHTA YEADBEYECKHUE PECYPCOB,

Baxtoebid metoa, Ocoban $opma OCyWECTBAEHHE TPYADBOIO NPoUecca BHe
MECTE NOCTOAHHOMD NPOXMEAHMA paboTHHKOE, KOTAE He MOoXeT BeiTe obecne-
HEHD EKEAHEBHOE WX BOIBPALLEHHME K MECTY NOCTOAHHOMD NpoMKBaHuA. Baxro-
BbIA METOA NPUMEHAETCA NPM 3HAUMTEABHOM YABAEHKMW MecTa padoTkl 0T MecTa
NOCTORHHON NPOXKUBEHWA PADOTHMKOB MAW MECTE HAXOMAEHWA pafoTosatend B
UEARX COKPALLEHHMA CROKOE CTROMTEALCTES, DEMOHTA MAW PEKDOHCTRYKUMKM 00LEeN-
TOB NPOMABOACTBEHHOND, COUMANEHDMD W MHOMO HEZHAYEHHA B HEOBMHTLIX, 0TAS-
AEHHEIX PAHOHAY UAK PAHOHEX C 0COBLIMM NPUPOAHEIMKM YCADBUAMM, 3 TAKKE B
LEARK OCYLLECTBAEHWA HHOR NPOM3BOACTBEHHON ABATEABHOCTH. PaBoTHHKM, Npu-
BAEKEEeMblEe K paboTam BaxTOBEIM METOAOM, B NEDHOA HAXoXAEHUA Ha obbexte
NPoOM3BOACTEA pador NPOXMBAKT B CNEUMaALHO Co3aaBaemMelx padotoaaresem
BAXTOBLIX NOCEAKAX, NPEACTABASOLIMK COBOA KOMNASKE ZAaHWA 1 COODYKEHWA,
NPEAHA3HAYEHHBIX ANA OBECNEYEHHA HHIHEAESATEALHOCTH YKA3aHHLIX paboTHK-
KOBE BO BEPEMA BRINOAHEHKMA MMK paboT W MERAYCMEHHOMD OTABIXE, AMbo B npwK-
CNoCOBAEHHBIX AAH 3THX LEASH W ONABMMBAEMBbIX 38 c4éT pabortoparens obe-
HATHAR, MHEIX KHALIY NOMEILEHKAX (CT. 297 TpyaoBoro Koaekca Pd).

Ornyck no 6oAe3aHd. OnAaueHHbLIA OTNYCK, NPEeAOCTABAREMbIR paboTHUKaM
BEMAY BOAB3HM MAM TPABMBbL.

Mpu3aHakn manon rpynnet; 00WAR ASATEABHOCTE, OOLWME WEAM, HENODCPEA-
CTBEHHEIE KOHTAKTEI K3XADTD YASHA MPYNNGL C Ka¥ALIM, YASHCTBO, UYBCTBO NpK-
HAAMERHOETH K ASHHOR rpynne, Hasmduwe obpasza rpynnel, obwme rpynnoswe
HOPMBI M LIEHHOCTH, Pa3AEAREMbIE YASHAMM TPyl
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Simulation. Instructional method used to teach problem solving, procedures
or operations by placing learners in situations akin to reality.

Situational leadership. Management theory stating that different situations
call for different leadership styles and that essentially there is no one best way
to lead.

Skill. Automated way to perform an action.

Skill-based pay. Salary differentiation system that bases compensation on an
individual's education, experience, knowledge, skills or specialized training.

Skills inventory. List of skills or competencies possessed by a worker.

Skills training. Training provided to employees to help them ascertain the
skills and knowledge necessary to perform their current jobs; also used as a
retraining method when new systems or processes are introduced. It should
be distinguished from vocational education, which provided in the learning
process in higher, secondary and primary vocational schools, as well as in
professional training courses.

Small group. Small composition group whose members share common social
activities and are in a direct contact, that is the basis for the emergence of
emotional relationships, group norms and group processes.

Social comparison. This theory, developed by L. Festinger, comprises a set of
hypotheses, corollaries, and derivations concerned with why, with whom, and
to what effect people compare themselves with other people. This leads to
sderivations: about the conditions under which social comparison processes
arise and about their nature. When that occurs, individuals use other persons
as points of comparison, preferably others who are similar to themselves.
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MoasenwpoeaHue (BEOCNpOMIEEAEHHE). YuelHBIA METOS, WCNOABIYEMEIA AAR
OBYUYEHKA PEWEHHID NPOOAENM, NPOLUEAYPEM MAM ONEPaUMAM NMYTEM CO3AEHHA
AAR YUSLUMXCA CUTYaUWA, DOACTEEHHLIX DEanEHEIM.

CUTYaUHOHHOE AMAEPCTBO. YPaBAEHYECHEA TEQPHA, YTEERMAGHOLAR, YTO pas-
AMHHBIE CHUTYALMK TREOYIOT PASAHYHBIX CTHASH AMAEDCTBA, M 4T0, N0 CYLLECTBY,
HET HUKAKOMD HauAyULLETD NYTH, oBecneuBaLIErD AMAEPCTEO.

HaBbik. ASTOMATHIMPOBaHHLIA CNOCoD BLINOAHEHWA AEHCTEHA.

MNaata, ocHOBaHHAA Ha YUéTe MacTepcTea (AONAaTEI 3a cTaX, oneIT paboTel
H KBanHpuKaumio). Cuctema auddepeHUMalMK sapniarel, kotopan Baaupyer-
CH Ha BO3HarpamaeHyiM 3a obpa3oeaHue YEADBEKE, €T0 OMNLIT, 3HAHWMA, HABLIKK
MAK CREUMAAMIHMPOBAHHOE 0BYYEHKE,

MpodeccHoHaANLHBIA HHCTPYMEHTAPUA. CNMCOK HABBIKOE MAM KOMIETEHTHO-
CTEMN, KOTOPLIMW BASAEET PABOTHUK.

NpodeccHoHansHoe obyyeHue (B opraHu3auun). O0yueHHe, NPEAOCTABAEH-
Hoe paboTHuKam, 41006l NOMOMb MM CHOPMUDOBETE M 38KPENHTL HABLIKK M
3HaHUA, HEOGXDAHMBIE AAA BEINOAHEHUA TEKYLLEN PaboThl; TAKKE HCMNOALIYETCA
B KBYECTBE METOAA NepeKBaAMPHKALMM, KOMAa BBOAATCH HOBBLIE CHCTEMB! HAM
npoueccel. CaepyeT oTaMuats or npodeccuoHansHoro obpasosaqua - obpaso-
BaHMA, NOAYHAEMOro B NPoUecce 0ByYEHHA B BbICLUMX, CPEAHHX W HaYanbHbIX
NPOGEecCHOHaNLHBIX yUeBHbIX 3aBEASHHAX, 8 TAKXE HA Kypcax NpodeccHoHans-
HOW NEPEnoAraTORKK,

Manan rpynna. HeEmMHOrOUMEAEHHAR NO coctasy rpynna (a0 30-50 yenoser),
UAEHBI KOTOPOR oBbearHEHB! OBLLER COUMBARHOR ABATEABHOCTEHD W HEXOARTCA B
HENDCPEACTBEHHOM OOLLEHMK, YTD ABARETCH OCHOBON ANR BOZHMKHOBEHMA 3MO-
LUMOHAABHBIX OTHOLUEHWH, TRYNNOBLIX HOPM W TPYNNOBLIX NPOUECCOB.

CounanbHoe cpaBHeHWe. TeopiA COUWaALHOMo cpaBHenua Beina pazpaboTana
A, DEcTUHIreponM, B OCHOBE &8 AeKMT Habop rMnoTtes, CABACTEMA W BHIBOAOE M3
TOMD, NOYENY, C KEM W KEKWM PE3YALTATOM AAW CRABHWEANT cels © ApYrHMM
AOABMI. AEHHER TEOPWA MCCASAYET NDMPOAY COLUMANBHOMD CPABHEHWMA W YCAD-
BMA, B HOTOPLIX OHO NPOTEKaET. AHAM YaLle BslIBMPaT MHAWBMADE, HE NOXOKMX
Ha cebn, B KaqesTBe TOMKH OTCHETA AAA CRDEBHEHMWA, YeM NOXOMMX,
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Social constructionism {SC). This perspective argues that apparently concrete
realities such as our own gqualities and the characteristics of our contexts,
including other people, are created through discourse and are less sconcretes,
that is more mutable and arbitrary, than actors assume. In practice, people
create social values and reconstruct the concrete values through the language
as a medium of national, clan, social characteristics.

Social facilitation. Significant increase in productivity in the presence of
people. Working with others doing the same task generally produces betler
performance than working alone. Interpersonal competition has been ruled
out as an explanation for this effect. The presence of others has also been
shown to inhibit performance, as in the case of public speaking (work in the
presence of people), through a process called social inhibition.

Social loafing. This occurs when members of a group context do not make as
much effort as they would have they performed alone. Social psychological work
has demonstrated that individuals who think that they are working along with
others may reduce their efforts and hence, their performance, independent of any
potential loss attributable to distraction or lack of coordination during actual group
performance. It was first identified by B. Latane, K. Williams, and S. Harkins,

Social media. Internet sites and services that allows users o generate
and exchange content and interact with each other in a variety of ways. Fo-
rums, podcasts, bookmarking, blogs and social networking sites are types of
social media. These types of interaction can be used for collaboration, com-
munication and entertainment. HR professionals use social media to source
candidates and create peer networks.

Social stereotype. Generalized, simplistic and rigid system of widely shared
ideas about groups of people, in which each individual is regarded as a carrier
of the same sets of characteristics.

Social structure. Characterizes the labor collective on social indicators (sex,
age, occupation, profession, nationality, education, etc.),

Social values. Significant events and objects of reality in terms of their
agreement or disagreement of the needs of society, social group, personality.
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CouManbHBIN KOHCTPYKTHEM3M. CTOPOHHMKM 3TOM HANPaBAEHWA CUMTAKDT,
UTO, KA3AA0CE Bbl, OYUEBHAHBIE NPEANDADKEHMA MHAHBWAS OTHOCHTEABHO CBOMX
KAUSCTE U XAPAKTEQUCTHE, BRAKUSHILIME ARYTHX AHOAEH, HA ABAE OKAZLIBAKIT-
CH HE CTOAL OHEBMAHBIMK M NOCTORHHBIMK. OHH CPaBHUTENABHD OTHOCHTEABHEI K
KpaiHe NoOABEPHKEHEI BAMAHMID OKPYXatoWwero Myupa. B couManeHOR npakTuke
AHOAHM CO3ABKOT 3HAYEHMA W PEKOHCTRYUPYHOT KOHKPETHBIE 3HBYEHMA YEPES A3bIK
KaK HOCHTEAL HALMOHAARHEIX, KABHOBKIX, COUM3ABHEIX NPHIHAKORE.

CoumanbHan $acHAMTAUMA. IHEUWTEABHOE YBEAWUEHWE NPOWIB0ANTEABHOCTH
TOYAS B NPHUCYTCTBMA Aoaek, CoBmecTHan pabora ¢ ARYTHMH N0 BeINOAHEHHKD
obwero 3aparna bonee apderTveHa, Yem paboTa B opMHOYKY. NPHYMHOR 3TOrMD
appEKTE REARETCH MEXAMYHOCTHOE copeBHoBanue. OBpatHein adgexTom 9e-
AAETCA COUMaALHOE NOASBAEHHWE B CAyYae NyBAMUHOMD BeICTYNAEHWA (paboTel B
NPHCYTCTEMH AKOASA).

CounanbHoe Besaense. B paHHOM cayyvae peydb MABT 0 3aTpauMBaHMK MEHbLLIE-
Mo KOAMUSCTES YCHAMA DAHKMM W3 YASHORE IPYNNEl, Yem B caydae, ecan Bel OH pa-
BoTan B OpMHOUKY. COUMaNBHO-NCHXOAOTMYECKME HCCAEADBAHWA NOKA3anK, YTo,
paboTan B rpynne, UEASEEK NOASMEET, UTO MOMET 33TPAYMBATE MEHbLLLE YCHAMK
MNPH BLINOAHEHMK 38AaHMA, Yenm Heobxopkmo., TepmuH BeeadH B. Aatefnom,
K. YuasAMCOM K C. XapKHHCOM,

CoumanbHbIe KOMNBIOTEPHLIE CPeACTEA MACCOBOH MHOopMaLMKH, MHTEPHET-
canTel W crykBbl, NOZBOARIOLLME NOALIOBATEAAM rEHEPHDOBATE W OBMEHWBAETL-
CH MHOOPMAUMEN M B2aUMOASHCTEOBETE ADYT © APYIOM MHOMECTEOM MyTEH,
Mpumepsl: dopymbl, NOAKACTLI, 3AKAAAKHM, BAOMM W CARTH COUMEAbHLIX CETERA,
3T cpepacTEa B3aMMOAEACTEMA MOMYT ObiTe MCNOABI0BAHE AR COTPYAHMUE-
CTBE, KOMMYHWKELUWK W passrederuni. Mpodeccuorans B o0AaCTH YeADBEYE-
CKWX PECYPCOB MCNOAL3YHT counaneHele CMM ANA NOMCKS KAaHAMASTOE W CO3A3-
HWA CETER AAR CNEUMANMCTOR.

CouHaaeHbIH cTepeoTun. O60bWEHHAA, YNPOLWEHHAA M PUIMAHAA CHCTEMA LUKW-
POKO PA3AENAEMBIX NPEACTABAEHMIA O FPYNNAX ADAEH, B KOTOPLIX KaXKABIA HEAD-
BEH PECCMaTPHEDETCA Kak HOCHTEAE OAHKMX H TEX XeE HE!EIDPDB EAPAKTEDHCTHK,

CounanbHan CTPYKTYpA. XapakiepucTMka TPYADBOID KOANEKTMEE N0 COUManh-
HbIM NOKA3ATEARM (NOA, BOZPACT, NPOdeccHn, KEBAMPUKaLKWA, HELMOHAALHOCTE,
ofipazoeanue 1 Ap.).

CouManbHeIe LEHHOCTH, 3HAYHMEIE ARASHMUA W npesMEeThI FJ’E'EHI::HQH AEHCTEM-
TEABHOCTH C TOUKK 3pEHWA WX COOTBETCTBMA MAW HECOOTEETCTEKA I'IDTFIIEEIHDETHM

obuwecTsa, COUMaNEHON FPYNNbl, AMMHOCTH.
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Socialization. Process of the assimilation of social experience, system of social
connections and relationships. It has been applied in several different OB
contexts, such as career entry, the joining-up process, entering work groups,
and the entry/re-entry of expatriates. As discussed here, however, socialization
will refer to new organization members, i.e., organizational socialization.

Socio-cultural ways of conflict managment. Intended effect of administrative
bodies management on social relations between the members of the
organization, social norms of the organization, values of its members, and
communication networks.

Socio-psychological methods. Management practices, as well as methods for
evaluating the effectiveness of personnel management based on the use and
study of social control mechanism (the system of interrelations, social needs,
etc.), the laws of sociology and psychology, including the informal factors, the
interests of individuals, groups, collectives.

Socio-technical theory. The theory is concerned with the analysis and design
of work organizations and proposes the need for the joint optimization and
parallel design of its social and technical subsystems.

Soft skills. Skills required to perform a certain job where the job is defined in
terms of expected outcomes, but the process to achieve the outcome varies.

Sole proprietorship. Business enterprise in which an individual is fully and
personally liable for all the obligations of the business, is entitled to all profits
and exercises complete managerial control.

Sourcing. The developing of lists of potential candidates. Also relates to the
task of requisitioning, or creating job descriptions, approval workflows and
actual job postings.
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Coumanuzauma. Npouece yCEOEHWA COUMANBHOMD ONLITE, CUCTEME! COLMaNEHBIX
CERIEH W OTHOLWEHWA. 3T0T TEPMUH YNOTPeDARETCH B PasAMUHBIE KOHTEKCTAN
OpraHuaauMoHHoOr0 NOBEASHWA, TAKMX KaK NOCTDOEHWE KAPbEpLl, NPOLESCC
NPMCOEAMHEHHA, BCTYNAGHME B paboYyro rpynny, BXOMAEHHE IKCNATPHAHTOE,
ApANTEUMA HOBBIX YASHOE OPraHM3auMH B KOANSKTMES Ha3LIBAETCA OpraHWaa-
LUMOHHON COUMBAMIALLMEN,

CouMoKyAbTYPHBIE cNocobbl yNnpaBAeHHA KOHGAWKTOM. LiereHanpaeieHHoe
BOZAEHCTBME YNPABAGHYECKWX OPraHoB Ha COUMEAbHbIE OTHOLWEHWA MEXAY
YAEHEMHW OPraHW3aumMK, COUManbHEIE HOPMEl OPTraHW3auMK, UEHHOCTH BE JYne-
HOB, KOMMYHHKELMOHHBLIE CETH.

CouHanbHO-NCHXOACTHYECKHE MeToABL. MeTonsl YyNPaBAEHWA, 8 TaKKe MEeTo-
Akl OUEHKK 2QheRKTHBHOCTH YNPEBAEHHA NERCOHAAOM, OCHOBAHHME HA WCNOAL-
F0BAHKMK W MIAYUEHKMK COUMAARHOMD MEXSHWIME YNPaBAEHWA (CUCTEME B3AWMO-
OTHOLWEHWA B KOAVEKTHEE, COUMAABHLIE NOTPEAHOCTH M T.0.), 3aKOHOMEQDHOCTERN
COLMOADTHH W NCHXOACTMH, B TOM YKMCAE HedOopMarkHEX DaKTOPOR, MHTEPECOR
HHAHBHAA, TRYNNbI, KOAAEKTHBE.,

CoumorexHuueckan Teopua. TeopMa KacaeTed aHanWM3a M NPOEKTMPOBAHWA
opraHusaUmrK pabortsl M npeasaraet HeoBxoAMMocTs B 0BLEAMHEHHOR ONTUMK-
UMM W NAPAAMEABHOM NDOEKTHROBAHWM € COUMANEHEIX W TEXHWUECKMX NOA-
CHCTEM.,

Mbkue HaebIKW. Haeoiky, Tpebyemele AAA BhINOAHEHMA ONPEABAEHHOW pa-
BoTbl, KOrpa pabota ONpeASAEHa C TOUKKM 3PEHMA OKMABEMbIX PE3YALTATOB, HO
NPOLECC AOCTHXEHWA Pe3yALTaTa MOXET ObiTk pasHbIM.

EAHHOAHUHOE BAAaAEHHE. KOMMEPUYECKDE NPEANPUATHE, B KOTOROM UYEADEEK
NOAHOCTLIO W AMMHO OTBEYaeT 3a Bee obrsatesscTea Gu3Heca, MeeT NPaso Ha
BCKY NPHBEIAL M OCYILECTEBAAET NOAHEIA YNPABASHUYECKHA KOHTPROAL.

MpueEAEYEHWE KAHAMAATOE Ha paboTy. COZAEHME CNHMCKE NOTEHUMBABHBIX KaH-
AMAATOR AAR NpWEmMa Ha paboTy. Takke BKAKYAET CO3AaHME cnuoka Tpeboea-
HHA MAK ONHCaHWA paboTel, YTBEPRAEHHEIR pacnopasok pabote v obbRBAEHKE
o paborte.
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Span of control. Management principle expressing that there is a limit of the
number of people that an individual can effectively and successfully manage.
It is often said in the management the controllability norm (control range),
which determines the kind of limit on the number of subordinates that can be
effectively managed. Its average value is 7-10, including at higher levels of an
organization is 4-5, and at lower levels, for simple jobs, it can reach 20-30 or
even much more.

Specialists. Workers who perform technical and/or engineering functions, the
specific content of which is quite diverse and determined by, firstly, the content
of scientific knowledge in specific areas, and secondly, the nature of tasks.

Specialization. Principle stating that, as an organization grows, work within
the organization needs to be divided in order to keep jobs from becoming so
specialized or complex that they require a greater range of skills that essentially
can not be performed by one individual.

Spot rewards. Cash and noncash awards given to employees for ideas
submitted or accomplishments benefiting the organization.

Staff. Collection of employees of the enterprise; all employees (workers'
collective, human resources), making production or management operations
and processing of items of work involved with the use of labor,

Staff analysis. Analysis of the executive, highlighting the main objectives,
outcomes, processes, interaction schemes, the most closely describes staff
activities.

Staff efficiency. One of the main sources of management performance
indicators as determined by comparing the result (savings) and costs for its
achievement.

Staff leasing. Practice of an employer directly hiring an employee on a

temporary basis for an indefinite period of time instead of utilizing the services
of a temporary staffing agency.
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MpeaenbHblA 06LEM OTEETCTEEHHOCTH. YNPABASHUECKHMA NMPUHLMN, YyTBEDH-
AAKOWMH, YTO CYLLECTBYET NPeABA KOAMUYECTEY AASH, KOTOPBIMH YEAOBEK MO-
weT 3hPEeKTHEHD M YCMEWHO YyNPaEAATE. B MEeHEAKMEHTE USCTO FOBOPAT O HOD-
ME YIIPABAREMOCTH (AMANA30HE KOHTPROAR), ONDEASARKILLER HEKDE NPEASNBHDE
HMCAQ MOAYMMHEHHBIX, KOTORBIMKM MOKHD 3QPEKTMBHO PYKDBOAMTE. EE cpeaHAn
BEAWMKMHA cocTaBareT 7-10, B TOM YHMCAE HA BbICLLUMX 3TAMAX OPraHy3aunmy -
A-5, 3 Ha HUHHHX, NP BINOAHEHMM NPOCTEIX paBoT, MOMET ADCTHIaTE 20-30 M
AAKE FHEMWTEABHD BonbLuE,

CneunanucTel. PaboTHHKK, BbINOAHAKILME TEXHWYECKHE W/MAH HHAXEHEDHDIE
PYHHUMK, KOHKDETHOE COAEPMAHME KOTOPBIX AOCTATOMHO PasHOOBPa3HO M
ONPEABAAETCH, BO-NEPBLIX, COAERMAHMEM HAYYHOID 3HAHWA B KOHKPETHBIX 00-
ABCTHY, BO-BTOPLIY, X2PAKTEROM PELIAEMEIX 33434,

CneunanH3HpoBaHHOCTL. [PHHUKN, YTEEPHASHOWMA, YTO N0 MEPE POCTa Op-
raHMaauny pabota BHYTDW OpraHK3aund aonxHa OwiTe pasaenera. Pabora He
MOXET CTATh HACTOABKD CNELMAAMIMPOBEHHOM WAW CAOKHOW, YyTo notpebyercs
BOALLUMA AMANAZ0H HABBIKOE, KOTOPLIA, NO CYLLECTBY, HEAOCTYNEH AMH OAHOMD
HeADBEKa.

AApPECHBIE BO3HArpaMASHHA. AeHEXHLIE M DE3HaAMUHKIE NPEMWK, KOTOPRLIMK
HArPaXAaITCH PaboTHUKK 38 BbIABMHYTRIE MAEKM MAKM 3aBepleHue pabot, npu-
HOCALME NOALIY OPraHuaaUMu,

Nepconan. CosokynHOCTe PaboTHWKOE NPEANPWATHA; BCce paboTHWKK (Tpy-
ADBOH KOANEKTHE, KAADBI), BLINOAHAILWWE NPOMIBOACTBEHHBIE MAKM YNPABAEH-
HecKMe Onepauru WM 3aHaTele nepepaboTKol NpeaMETOE TPYAS © NPHMMEHEHK-
em paboTs.

AHaAM3 AEATEABHOCTH NepeoHana. AHanKa paboThl HENOAHMTEAR C BhIASAEH M-
emM OCHOBHBIX 38484, PEIYALTATOR, NPOUSCCOE, CXEM B3aWMOASHCTEMA, MAKCH-
MEABHO NOAHD ONWCHIBAKOWLKE ABRTEARHOCTL COTPYAHKKOE,

3dpdexTveHOCTE paboTe! nepcorana. OaMH M3 OCHOBHEIX MCTOYHMKOE OLUEHOY-
HbIX NOKA3aTeAsid YNPaBAEHHWA, ONPEABAAEMBIR NOCPEACTEOM CONOCTABAEHMSA
PEIYALTATA (IKOHOMHK) W 3ATPAT Ha 8ro ADCTHREHWE,

Apenpa wrara. MNpaktvka padoTopartensd, HENOCPEACTEEHHO HaHWMAaHILEND
EPEMEHHOMD paboTHUKE Ha HEOMPEAEASHHLIA NepUos BREMEHW BMECTD TOMD,
UTobbl MCNOALIOBEATE YOAYTH BrEHTCTES NO YKOMMAEKTOBAEHHMID BPEMEHHbLIM Nep-
COHAaADM.
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Staff training. Intended to ensure compliance with professional knowledge
and skills of employees current level of production and management.

Staffing metrics. Measures used to determine costs associated with
recruitment and hiring, time to fill/start for open positions and recruiter work-
load/activity.

Staffing personnel management system. Composition of employees that
necessary in a particular organization, determined on the basis of a quantitative
calculation of the number of employees staffing services and gualitative
analysis of the professional requirements for human resources practitioners
of this organization.

Staffing structure. Document containing the list of departments and po-
sitions, the size of salaries and payroll.

Stages of organizational development. These are periods of organizational
life in the same type of values, especially the fixing of administrative problems
at the center of attention of management. Periods in which the organization
fundamentally changes the values and orientations, referred to as cycles or
phases of organizational development. «Life Cycle necessarily includes such
stages as the formation of organization, its rapid growth, or sreproductions-, the
stabilization and the crisis (recession). And the last stage does not necessarily
end with the «death. or liguidation of the organization. It is quite possible and
is considered to be a version of its srebirthe or «transformation« (T.L. Bazarov).

Stakeholder (literally, «the owner of shares (interest recipient), the holder of
the mortgage«). Initially, a person who has a stake in charter (reserve) capital
of the company; now (sjhe is also understood as one of the persons or entities
interested in the financial and other performance of a company: shareholders,
creditors, bondholders, members of governing bodies, employees, customers
(contractors), society, government, etc.

Standard error. Statistical estimate of possible size error present in a test
score or other group measure,
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06yuyeHne nepcoHana. [pejHazHaYeHo AnA obecnewyeHua COOTBETCTEWA NpPo-
PECCHOHANEHBIX 3HAHMA M YMEHWA Pa00OTHMKOE COBPEMEHHOMY YDOBHIO NPOKM3-
BOACTEA W YyNPABASHMA.

HM3mepeHHA YKOMNAEKTOBAHHOCTH NEpcoHana. JaTpathl, CBA3AHHLIE ¢ BED-
BoBKOR W HaAMOoM Ha pabory, BPEMEHEM IANOAHEHWMA/HAYEAE BAKAHTHBIX
ADAKHOCTER M paBiouel Harpy2KoR,/ AEATEABHOCTRID BEpBOBILMEKE.

Kappoeoe obecneueHue cHCTEMBI YNPaBAEHUA NepcoHanom. Heobxoammeli
AR KOHKPETHOR OpraHu3aUmni cocTas eé paboTHHKOB, ONPEeAEAREMBIR Ha OCHO-
BE KOAMMECTBEHHOMD PacyeTa YMCAEHHOCTHM paboTHWKOBE KaApPOBOW CAysbbl M
KAYECTBEHHOMD aHAaNM3a NPOGECCHOHANLHBIX TPEDODBAHKWA, NPEALABAREMBIX K
paboTHMKEM KaAPOBOM cayBbl ASHHOR OpraH13aumu.

WrarHoe pacnucaHue. AOKYMEHT, COASPHALMA COCTAR NOAPAZASAEHMA M
NepederHt AOARHOCTER, PAsMEpPbl ADAKHOCTHBIX OKASADE M GOHA 3apaboTHOH
NAaTHI.

CragWu pasBMTHA OPraHU3auMM. 370 NEPHOALRI HMH3IHW OPraHMzaukK B pam-
KaX OAHOTHMIHBIA LEHHOCTHBLIX YCTAHOBOK, PHKCHPYHOLLME 0COBEHHOCTH ynpas-
AEHUYECKHE 38484, HAXOARALLMKCH B LUEHTPE BHWMaHWA PyKOBOACTBA. Mepuoas,
B KOTOPBIE OPraHM3aUmA NPMHUMMHANBHO WAMEHAET UEHHOCTH M OPHEHTALMH,
HAZLIBAKT LUMKAZMKM MAK Q333MKM PAaZBUTHA ORraHM3aUMK, DKMIHEHHBIA LUMKA
OPraHM3aUmrK 0BAZETEABHO BRAKYEET TAKME CTAAMK, Kak OPMHUPOBAHWE Opra-
HM3ALMUK, 8& MHTEHCHMBHBIA POCT WAM «DEIMHOMEHWEs, CTAOMAMZALMID M KPHEWG
(cnaa). Npuy4ém NOCABAHRA CTAAWA BOBCE He obA3aTeAbHD ADAKHE 3EBEpWAaTE
CH “CMEDTBHD MAM AMKEMASUMER OpraHuaauriK, BnoiHe BO3MOXHEIM CUMTIETCA
M BAPWEHT 8 «BOIDOMAEHUA UAKM snpeobpaxeHuss (T.HK. Bazapos).

AoneBol ywacTHHK. 3anHTepecoBaHHanA cropoHa (OykB. «BAaASASL A0AK (NO-
AYUETEAR NPOLEHTE); ABPXKaTEAL 3aKAaAax). NepBOHAYANEHD — AWLD, HMEKLLES
ADAKDY B YCTABHOM (CHABAOMHOM) KENWTAAE NPEANDUATAA; CERAYAC TAKME NOHK-
MBETCA KaK OAHO M3 GUIWYECKME MAK KPHAMUYESCKKMY AML, 3BWHTERECOBaHHLIX B
PUHAEHCOBLIX M WHBIX PE3YALTATAX AEATEALHOCTH KOMNEHWK: AKUMOHEDOB, Kpe-
AMTOPOE, AepHaTtesei obaurauMi, YASHOB ORraHoB YNPABAEHWA, COTPYAHWKOB
KOMMNEHWH, KAMEHTOR (KOHTPAreHTos), 0DLIECTEA B LEADM, NPABHTEALCTEA M T.4,

CranpaptHan ownbKa. CTAaTMCTMHECKEA OUEHKE BEAMYUHEI BOZMOXHOM owmb-
KM, NPUCYTCTEYHOLWER B TECTOBOM MAM ADYTOM TRYNNOE0M H3IMEDEHMK,
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Standardization (of personnel records). Activities for the establishment
of norms, rules and characteristics of personnel documentation to ensure
technical and information compatibility and document security, traceability
and cost savings for all types of resources based on the use of state standards
for personnel documentation {in Russian - the regulatory, legal, regulatory
and legislative and methodological regulations governing the composition,
structure, properties and rules for registration of personnel records).

Standard operating procedures (in quality management systems). Prescribed
written procedure outlining how recurring tasks, duties and functions are 1o be
performed organization-wide.

Standard score. Score derived from the mean performance of a group on a
test, as well as the comparative performance of all the individuals who took
the test.

Standardized testing. Written test, the scores of which are interpreted by
referencing the scores of a norm group that has taken the test and which is
considered to be representative of the population that takes the test.

Standards of service (in HR). Number of employees (applicants for the
vacancies), which should be served by one expert or a team of personnel ser-
vice of appropriate  gualifications. Typically, one employee of the personnel
department serves 50-100 workers, depending on the specifics of production
and turnover.

State accreditation of high school. This is to establish or confirm the
accreditation status of public educational institutions by the type (high school)
and by varieties (an institute, academy, university), the level of ongoing edu-
cational programs and their focus, and consistency of content and guality
of graduates of educational institutions to the federal or state educational
standards or federal government requirements.

Status in the group. Position of a person in the group relations.
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CraHpapTM3aumAa (KaApoOBOH AOKYMeEHTAUMM). AEATEALHOCTE MO YCTEHOBAE-
HUIO HOPM, NDEBMA W XBPaKTEPHMCTHK KEADOBOR ADKYMEHTAUMK B ueanx obe-
CNEYEHMA TEXHWUECKOH W MHPOPMALMOHHON COBMECTHMOCTH W BE30NacHOCTH
AOKYMEHTOB, EAMHCTES H3MEDEHHH M 3KOHOMWK BCEX BMADE PECYPCOB, OCHO-
BAHHaA HA WCNOABIOBEAHMKM MOCYASPCTEEHHBIX CTAHASDTOB HA KAADOBYH) ADKY-
MEHTAUWKD (B PO - HOPMATHEHO-NPEBROBLIE, HOPMATABHO-METOAMHECKKE 3a-
KOHOAATEABHKIE M NOAISKOHHBIE 3KThI, PETASMEHTHRYIOWME COCTAR, CTRYVKTYRY,
PEKBUIKTEI W NPaBUAE ODOPMAEHMA KaAPOBOW AOKYMEHTALWHK).

CraHAaApPTHBIE ONEPALHOHHBIE NPOLEAYPE] (B CHCTEMAX MEHEAXMEHTA Ka-
yecTea). NpeanvcaHHas NUCLMEHHSA NPOUEAYPE, BRIASAAHILLEA NOBTOPARILLN-
BCA 3aaadi, O0AZEHHOCTH M GYHKLLMKM, KOTOPBIE A0MKHB ObiTh BEINOAHEHBI BCEH
opraHMIgauMei.

CraHaapTHBIA NoKasaTeAk. MPoOMCKOAMT OT CPEAHETND NOKA3ATEAR BBINOAHEHKA
TECTA FPYNNOKA, TAK ®E, KaK 1 CPABHWTEALHOMD MCNOAHEHWA BOEX WHAMBHADE,
KOTOPKIE NPOLWAKW TECT,

CraHpapTM3IMpPOEAHHOE TECTHPOBAHME. [THMCEMEHHKIN TECT, 3HAUEHWA KOTOPO-
ro MHTEPMNPETHRYIOTCA, CChINGACE HA NOKA3aTeAn B rpynnax, KoTopLIe NPOoLWAK
TECT W KOTOPLIE ABAAIITCA NPeACTABMTENLHOH BLIBOPKOW AAA BCEX ADAEH, NPO-
LEeALKME TECT.

Hopmbl obcayxueanuA (B Kagpoeon caysbe). “Yucno paboTHMKOB (npetex-
ASHTOB HA B3KAHTHOE MEeCTO), KOTOPLIE ADAMHEI OBCAYHMMESTECA OAHMM Chne-
LHMAAMCTOM MAK TPYNNOA CNELUMAAMCTOR KaapoBOR CAyXObl COOTBETCTBYIOWLEN
KEanMdMEaUMK, OBLIMHO OAWMH COTPYAHKMK OTASAS KaapoR oboaysueaseT 50-100
paboTHHMKOB NPEeANPHATHA, B 3aBUCHMMOCTH OT cneurdd Kl NpoM3BoACTES W TE-
KyUECTH KaAPOE.

locypapcTEEHHAA aKKpeAWTaAUMA Bbicwero yuebHoro 2aEepeHMA. YCTaHOR-
AEHWE WAKM NOATBEPHASHHME OCYARPCTBEHHOMD AKKPEAWTALMOHHOMD CTaTyca ob-
PAZOBATEALHOMD YUDEMAEHWA NO TUNY (BriCLUEE yueBHOR 3aBEAEHHE) U NO BUAY
(MHCTUTYT, aKaAeMUA, YHUBEDPCHTET), YPOBHA PEaAM3YEMbIX 00pasoBaTenbHbIX
NPOrPaEMM W WX HANDABABHHOCTH, 8 TAKME COOTEETCTEMA COASDMEHMA W Kaue-
CTBA NOAMOTOBKKM BEINYCKHUKOB 0OPAZ0BATEABHLIX YUPERASHWUIA desepantHbInM
roCyAapPCTEEHHLIM 0BRa30BaTEARHLIM CTAHAARTAM HMAK PeAEpanbHBIM TOCYAaD-
CTBEHHLIM TpEBoBaAHMAM.

Cratyc yaeHa rpynnel. MNo3vUMA YEAOBEKS B CHCTEME TPYNNOBLIX OTHOLEHKH,
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Status incongruence. This state occurs in two ways. First, a person may be
ranked high on some evaluative status dimensions but low on others. A second
type of status incongruence occurs when a person's status characteristics
appear inappropriate for the person's position or role,

Statute of limitation. Laws prescribing deadlines for filing lawsuits within a
certain time after events, which are the source of the claim, occur.

Statutory benefits. Benefits that are mandated by federal or state laws, such
as social security, unemployment insurance and workers' compensation,

Stereotyping. This is the process of categorizing an individual as a member
of a particular social group and assuming that the characteristics attributed
to the group apply to the individual regardless of their individual qualities.
Thus, stereotyping can be viewed as an error of overgeneralization. Thus, a
stereotype is an oversimplified picture of a social group which is generalized
to perceptions of specific individuals. Stereotypes often develop for a social
groupings relating to gender, geographic location, socioeconomic status,
ethnicity, age, and nature and type of work.

Stock option plan. Organizational program that grants employees the option
of purchasing a specific number of stock in the company at a future date.

Strategic alliance. Contract based governance forms have been described by
researchers as strategic alliances, partnerships, coalitions, research consortia,
and various forms of network organizations. Strategic alliance is the form of
long-term, steady cooperation of two or more partners united by the uniform
aim. The term «strategic alliances, however, is generally used in the popular
press.

Strategic HR. The process of taking a long-term approach to Human resource
management through the development and implementation of HR programs
that address and solve business problems and directly contribute to major
long-term business objectives.

Strategic management. Complex of long-term organizational management
activities, such as: setting long term goals, to develop mission, vision and
enterprise policy, strategic planning.
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HecooTeeTcTEME cTatycy. MoXeT NpoOABAATECA B ABYX QOpMax. Bo-nepeesix, ve-
ADBEK MOMET MMETh BeICOKHHA CTATYC B OAHOH chepe, HO HM3KMA B Apyron. Bo-
BETOPLIX, X3PAKTEPHCTHKM CTATYCA YEADEEKA HE COOTBETCTEYIOT Er0 NOADKEHWHD
MAK POAK.

3aKO0H 0 BPEMEHHOM OTPAHMYMEHMM. 3AKOHbI, NPEANMCLIBALIME NPEAEALHEIE CO-
KM AR TOTD, YTof6l NOASTE CyARGHLIE MCKM B NDEASASX ONDEASAEHHOMD BPEMEHK NO-
CAE TOMD, KAK NPOM3oLIAK COBBITHA, KOTOPBIE ABARIOTCH MCTOYHKKaMKM TpeboBaHKA,

3aKOHHBIE ABMOThI. A\LIOThl, KOTOPLIE ONPEASAEHB DEAEPEALHBIM MAH MOCYAAD-
CTBEHHKIM 32KOHAMM, TAKMMH Kak 33KOHB 0 COUMaALHOM ofecnedeH M, CoLu-
AABHOM CTRAXOBAHKK No BeapaboTMLe M KOMNEHCALMK PabOTHUKEM.

DopmHMpoBaHME CTEpeoTHNOB. [POoUSct OTHECEHMA AMMHOCTH K OnpessnéH-
HOM COUMAaNLHON rpynne ¥ NEMNUCEIE2HKA eH KAYeCTB rRYNNsl, HEZABMCHMO OT
ef MHAMBHAYANbHBIX KavecTs. Takum obpaszonm, GOPMHMPOBAHHE CTEPEOTHNOB
ABAAETCA OWKHOKOH cBepxobobLieHuA. CTepeoTun - 3T0 yNPOLLEHHaR KapTHHa
COLMAALHOR rpynnel, Kotopas oboBleHa ANR BOCNDUATHA ONPEABAEHHBIX AH-
AgA. CTepeoTunel 0BLEAMHAKT AHAEH B TPYNNEl N0 TEHASPHOMY NPU3HAKRY, Me-
CTY MWTEALCTEE, COLMAALBHOMY M IKOHOMMHHECKOMY CTATYCY, HEUMOHAABHOCTH,
BO3PACTY M TWINY BLINOAHAEMON paboTsl.

Cuctema GOHAOBLIX ONUMOHOE. [POrpamMmMa opraHu3aUMu|, KOTopas npeao-
crashser paboTHUKaM BOIMOXHOCTE NOKYNKKM B ByAyLUEM ONPEAENEHHOID KOAM-
YeCTBa aKLUMH KOMNaHKK,

CrparervueckMid anbLAHC. WOHTRaKTHEIE GOpMEl YNPEBASHMA ONMCaHLl MC-
CABADBATEAAMKM KaK CTRATEMMUECKHWE AABAHCE, NAPTHEPCTEAE, KOAAMUMKM, KOH-
COPLUMYMBl MCCABADBATEASA M ADYTHE OPraHU3IaUMOoHHLE obbesuHeHus. CTpa-
TEMMHYECKMA arbAHC - GOPME ADATOBPEMEHHOR, YETONYHMBOW KOONEPAaLUMH ABYX
HAK Bonee napTHEROB, O0beAMHEHHEIX OBWER UeAbD., NaHHEIA TEPMHH MC-
NaAL3IYETCH B MACCOBOH Npecce.

CrpaTerMueckoe ynpasaeHHe NepcoHanom. NpoLecs NpUMEHEHNR ADATDCDOY-
HOMO NOAXOAS K YNPABASHUID NEPCOHAAOM NOCPEACTEOM DA3EWTHA W BHEADEHUA
CNELMAanbHBIX NPOrPamMmM, KOTOPBIE CTABAT W Pa3PELWANT AEA0BbIE NPOBAEMBI W
HENDCPEACTRERHO CNOCOBCTEYIOT TAEBHBIM AOATOCPOYHLIM LEAAM BU3Heca.

CrpaTernyeckHid MeHeDKMEHT. KOMNASKT ADATOCPOYHBIX OPraHM3aLIMOHHBIX yNpaB-
ABHYECKWX MEPONPHATHIA, TAKUX KaK: NOCTAHOBKA ADAMOCPOMHBIX LeAeR, BeipaboTka
MHCCHKH, BHAEHKWA W NOAWTHEH NRDEANDHATHR, CTRATEMMYECKOE NAGHWPOBEaHHE.
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Strategic planning. The process of identifying an organization's long-term
goals and objectives and then determining the best approach for achieving
those goals and objectives; formulation of the main activities of the company
to implement the long-term (usually 3-5 years) main purposes (mission), de-
termine the scope of operational activities.

Strategic staffing. The practice of hiring smaller core numbers of permanent
employees and utilizing temporary employees to fill more highly specialized
positions within the organization.

Strategy (of behavior). Characteristic of hurman behavior in solving a particular
problem (task), the selection rules (analysis of problem situations, generating
hypotheses and test them), algorithms and heuristics, which individual has
been consciously and sometimes unconsciously. In contrast to the solution
algorithm, the strategy does not guarantee adeguate results solutions.

Strategy allure. The strategy of influence, based on the use of interest on the
principle: «f will give you something if you do this or thate.

Strategy confrontational (of conflict behavior). Active use of threats, blocking
action, psychological pressure, moral and physical violence.

Strategy manipulative. Achieving goals by indirect psychological effect on an
opponent.

Strategy normative (of conflict behavior). Rational analysis of the situation,
the motivation of the position in accordance with social status.

Strategy of negotiating (of conflict behavior). Reliance on the joint search for

alternative solutions.

Strategy of pushing. The strategy of influence through coercion, use of different
disciplinary measures, dismissal.
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Crparervueckoe NAaHWPOBAHME, [TDOLECT MAEHTHOMKALWM ADATOCPOYHEIX LE-
AEHA M 33434 OPIrAHM3ALMK K ONPEABAEHMH HAHMAYYLLETD NOAXOAR AAH ADCTHME-
HIAA 3THX LEASRA W 38484, QODMYAMDOBEHWE OCHOBRHEIX HANDABAEBHWA ABRTEABHO-
CTH NPEANPHATHA N0 PEAAMIELMKM AOATOCPROYHBIX (0BbIMHO Ha 3-5 AeT) rAaBHBbIX
Uener (MUCCHK), ONPEAEAEHHE DEMOK ONEPaTHBHEIX MEPONPHATHE,

CrparterMyeckoe YKOMNAEKTOBAHHWE nepcoHanom. MNpakTuka Hakma nocToRH-
HbiX PaBOTHUKOB MeHblWe HeoBXOAMMOrD KOAMYECTBA B COYETAHHM C MCNOAL30-
BaHWEM BPEMEHHBIX PaboTHUKOB, YTobbl 3aN0OAHKTE BOALLLE NO3HUKMHA, Tpebyio-
LLMX BEICOKOM CNELManmaaumu,

Crparerva (noBepeHHA). XapakTepHoe ANA YEADBEKE NOBEASHWME NPH peLle-
HHM TR MAKM MHOR npobaemel (2asaud), BeIGOp Npaeua (aHanK3 npodaemHoR
CHTYELMK, TEHEPUPOBAHME THNOTES WM WX NPOBERKE), aATOPMTMOE M IBPMCTHK,
KOTOpPOE OH NPORBAAET COIHATEARHO, 38 WHOMAE W HEOCO3HAHHO. B otamume or
BATOPMTME PELEHUA, CTRATENMA HE AAET NOAHOM rapaHTUK SAEKBATHBIX PE3YAL-
TATOR PELUSHUA.

CTpaterva nNpMMaHHBaHWA. CTPETENMA BAMAHMA, OCHOBAHHAA HE WCNOAL3O-
BAHWKM BOIHATDAXAEHWA N0 NPUHLMNY: «H Aam Bam 4T0-T0, €CAM Bbl CABAAETE
TO MAM 3TOw,

CrpaTerna KoHdpoHTAUMOHHAA (NOBEAEHWA B KOH(pAMKTE). AKTWEHOE MC-
NOALIOBAHKME YIPo3, BAOKMPYIOWMY ASACTBHA, NCHMXOAOTHYECKOID AABAEHMA,
MOPEALHOMD W GHIMYECKOTO HACHAKWA.

CTpaTerus MaHMNYAATHBHAA. AOCTUXEHWE NOCTABAEHHBIX LIEAEH NYTEM KOC-
BEHHOMD NCHMAXOAOMMYECKOrD Eﬂﬂ,ﬂ,ﬁﬁmﬂﬂﬂ Ha OnNnNoHeHTAa.

Crpaterda HopMmaTHBHaA (NoBeAEHHA B KOHpAKMKTE). PauMoHasbHLIN aHa K3
CUTYELMM, apryMEeHTHPOBAHHOCTE MNO3MUKMK B COOTEBETCTEMM C COLUMAABHEIM CTa-
TYCOM.

CrpaTterva neperoBopHan (NoOBEAEHKWA B KoHdakukTe). Onopa Ha coBMECTHRIN
NOMCK AABTERHATHMEHEIX DELUEHMHA,

CTparerva NoATAAKMBEAHMA. CTDATEMMA BAMAHMA MYTEM NPMHYXASHWUA, MCNOAL-
FOBAHMA PASAMYHBIX AMCLUMNAMHAPHBIX MEP, YBOABHEHHA.
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Stress. There are at least three uses of the word «stresse in OB, It is used
as a cause (my job is inherently stressful); as a consequence (| feel stressed
when I'm at work); as a process (this is happening when | am are under
stress). In its broadest sense «stresss has come to refer to a field of study
which encompasses all the above meanings, and in OB to be concerned with
organizational or occupational stress, though this has also come 1o include
stress, manifests itself in adaptation mechanisms of the individual in response
to specific organizational and work situations, for example, the situation of
unemployment.

Stress interview. Interviewing style whereby the interviewer subjects a
candidate to pressure or stress to ascertain how the candidate reacts under
such conditions.

Stress management. Design and implementation of workplace programs and
services intended to combat employee stress and improve overall employee
morale, effectiveness and productivity.

Strike. Temporary voluntary refusal of workers to perform job duties (in whole
or in part) for the resolution of collective labor dispute.

Structure of conflict. The sum of its elements and relations between them,
which ensure its integrity: the purpose, object and parties of a conflict, social
environment, conditions of a conflict, subjective perception of a conflict and its
personal items.

Structure of corporate culture (by Edgar Schein): 1) superficial or symbaolic
level (the level of artifacts); 2) subsurface, or the level of the proclaimed values;
3) depth, or level of basic assumptions.

Structure of the staff. Important part of the organization, including the
composition and hierarchy of interconnected control units (staff).

Structured interview. Structured interview asks the same guestions of each
candidate, so that valid comparisons of the quality of responses can be
obtained. The questions generally take four job-related forms: situational,
observational, personal and behavioral.
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Crpecc. CyLLECTEYET KaK MMHHUMYM TPW ONPEASAEHWS NOHATHA CTPECC B Op-
FAHU3ALUMOHHOM NOBEAEHMM: KAK NPHYKMHBl (CTPECE — HEOTBEMAEMAR YACTh pa-
BOTEI), KK CABACTEMA [MHAMBMWA UCTLITEIEAET cTpec: Ha paboTte) M Kak npouecca
(TO, 4TO CAYHABTCH NOA BAMAHWMEM cTpecca). B opraHMaauMoHHOR NCHKOADTMH
paccMaTpHMEST BCE TPW GcNekTa M BeIASARAKT KakK OTAEALHOE NOHATHE DRraHM-
FAUMOHHBIA CTRECE, NDOABARKOWMACH B HANPAKEHMM 8AANTAUMOHHbBIX MEXEHK3-
MOB AMYHOCTH B OTEET Ha ONPEeABAE HHYH ORraHWIaUMOHHO-NPOM3B0ACTEEHHYHD
CUTYELMKD, HENPHMER, Ha CUTYaLMIO BeapaboTHib,

Crpecc-HHTepBLID. CTHAL WHTEPBLHOWPOBAHKA, MPH KOTOROM MHTEPBERIOED NOA-
BEPraeT KAHAMAATE AZBABHWID WAW CTPECCY, Y4T00B YCTAHOBMTL, KAK KaHAWAAT
pearvpyeT B TAKWX YCADBMAX,

Crpecc-meHepmMeHT. PazpaboTka W peankaauMa nporpamm v caywb Ha pabo-
YMX MECTAX, HANPABAEHHBIX Ha Bopbby CO CTPECCOM PaBOTHHMKOB U YAYYLLEHHE
MOPAALHOTO KAMMATS B LUEAOM, 3DPEKTMBHOCTH W NPOUIBOAMTEABHOCTH TPYAS.

3abacTtoBKa. BpemeHHbIH AOBPOBOABHEIA OTKA3S PaBOTHUKOE OT WCNOAHEHMA
TRYADBLIX ODAZAHHOCTER (NOAHOCTEHD MAK HYACTHHHD) B LEARX DASPEWEHWA KO-
ASKTHEHOMD TRYAQBOMD Cnopa.

CTpyrTypa KOH$pAMKTA. COBOKYNHOCTE €70 IAEMEHTOB W CEA3EA MEMAY HMMM,
KOTOPEIE OOBCNEYHBAKDT Er0 UeAOCTHOCTE: UEAL KOHBAMKTE, 0BbLEKT KOHBAMKTE,
YUSCTHMKM KOHDAMKTE, COUMaMLHERA CPEAA, YCACBWA KOHDAMKTA, cyBbekTHEHOE
BOCMNPHATHE HCIH¢I.I"I.HHTE H erg AMHHOCTHBIE 3AEMEHTDI.

CTpywTYpa KOpPNOPaTMEHOM KyAETYPEI (no 3arapy Wenny): 1) nosepxHoct-
HEIM, AW CHMBOAMUESCKMI YDOBEHL (YPOBEHE apTedakTor); 2) NOANDREPXHOCT-
HbIA, MAW YPOBEHL NPOBO3MALLIAEMbIX LEHHOCTER; 3) rayBUHHBIA, MAM YPOBEHL
Baz0BLIX NPEANOADHEHMA,

Crpyktypa nepconana. BaxHeAwWwan cOCTABAAKOWAA YACTE OQraHW3auuu,
BKAOYAIOWAR COCTAB M CONOAYMHEHHOCTE B3EMMOCBAZAHHBIX 3BEHBER YNpaB-
ABHUWA {LWiTaTta).

CTpPYKTYPHPOBAHHOE MHTEPBLID. DK CTPYKTYPHDOBAHHOM MHTEDBLD 33AaHT
OAHW K T8 ¥Ee BONPOGH! KAXADMY KaHAWAATY, Tak, 4T00bBI MOXHO BRIAD NOAYHHTE
BaAMiHLIE CPEBHEHKWA KaJvecTEa oTeeToE. Bonpockl, B ofwenm, CEA3aHEI ¢ pa-
BOTOR 1 DLIBEKIT YETBIPEX BUADE: CUTYETHBHBIE, 0B30PHLIE, AMYHBIE W NOBEAEH-
HECKME,
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Subject matter expert. Individual who has expertise in a business process or
specific area.

Subjective organizational culture. Determined by the features of group
perceptions of organizational environment (values, norms, roles, characters
of information, myths, images, rituals). Serves as the basis for forming the
management culture of the head.

Subsidiary. Company having more than half of its stock owned by another
company or is completely owned by another company.

Substitutes forleadership. These arethe characteristics of tasks, organizational
design, or interpersonal arrangements which reduce or obviate the need for
leadership to be enacted by an individual.

Subunit. Certain part, sector or department of an organization, company,
headed by managers to provide leadership in various activities. Subunits are
the offices, workshops, laboratories, sectors, services, departments. A subunit
includes a supervisor and all subordinates who report to that supervisor,

Succession planning. Process of identifying long-range needs and cultivating
a supply of internal talent to meet those future needs. Used to anticipate the
future needs of the organization and assist in finding, assessing and developing
the human capital necessary to the strategy of the organization; itis an integral
part of the Talent Management (the control system work with talents).

Suggestion. Conscious unreasonable impact on a person (or group) to change
its state, the atlitude towards anything or predisposition to certain actions.

Suggestion system. System allowing employees to voice complaints, make
recommendations or submit ideas regarding company policies, procedures,
working conditions, benefits, etc.

Summary dismissal. Act of dismissing personnel immediately, usually because
the person has committed some act of gross misconduct.
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Jxcnept B npeAMeTHOH obAacTH. YeaoBew, KOTOPRIA MOXET NPOBECTH IKCNED-
THIY B OUIHEC-NPOLECCE MAM ONPEABAEHHOR oBAacTH.

CybbeKTMBHAA OPraHM3aLMOHHAA KyALTYpa. Dnpejsessercs ocobeHHoCTAMM
rEYNNOBCMD BOCAPUATHA BHELWHEND OPraHW3auMoHHOND OKPYHEHWUA (LEHHOCTH,
HOPMEI, POAKM, XBpaKTEP MHQOPMALMK, MUDBI, 00pasbl, puTyanst). CAYKKT OCHO-
BOH DODMUPOEEHHA YNPABAEHUYECKOR KYALTYDE PYKOBOAWTEAA.

DouepHAa komnaHuA (Guanan). Konnadua, uvewan Bosee NOAOEWHEl CBO-
WX BKUMA B COBCTBEHHOCTH ADYION KOMNAHHKM MAWM NOAHOCTBID NPUHAANEKELLARA
ARYTOF KOMMAHMM,

3amenuTeAd AMaepcTBa. JT0 NOHATUE BKAOYAEET B cebA XapakTepucTHKK 3a-
ABHHH, OPraHW3auMoHHOe NPOSKTHPOBAHWE HAM MERAHMYHOCTHRIE OTHOLLEHWSA,
CHUAEIHIUKWE AW YCTRIHAKLHE I'IDT[.‘!EﬁHDETb B AMAEDE.

NMoapazaeneHne. ONpepeiEHHEA YacTs, CEKTOP MAM OTABNEHME ODraHW3aUMA,
DUPMbBI, BO3MAEBAHEMOE YNPABAAKILLMM © LEALID OCYILECTBAEHHWA PYKOBOACTES
PasAMUHBIMU BUAGMM AESATEALHOCTH. K NOAPA3ABAEHUAM OTHOCAT OTAGAEHWA,
Lexa, AaboparopuM, Cerropbl, caysbnl, otaeasl. Braroyaer B cebs pykoBoaMTEAR
M NOAYMHEHHBIX, OTYKTLIBAIOLMXCA NEPEA BbILECTOALMM DYKOBDAWTEASM.

MraHupoeaHwe npeemMcTEEHHOCTH (CHCTEMa NAAHMPOBAHWA npagonpe-
emcTea). Mpouecs MABHTHPUKALMK ADATOCPOYHBIX NOTPEBHOCTER M Pa3BMTHA
NoTEHUMaNA TAARHTAMBBIX paboTHUKOE AAR VADBASTEOREHWA ByayliMx notpeb-
HOoCTER (NpeanpuATka), Menoabayerca ans 1oro, 4Tobsbl NReABOCKHMTHTE Byaylume
NoTpefHOCTH DRraHMaauM ¥ cnocoBCTEBOBATE NOMCKY, OUEHKE M PAZBMTHHD Ye-
ADBEYECKOND KANWTana, HeoOXOAMMOrD AR OCYLLECTBAEHMA CTPATEMMM OpraHM-
33LMM; ABARETCA HEOTBEMAEMON YSCTEH CHMCTEMEI YNPaBASHWA paboTol ¢ Ta-
aaHTamu (Talent Management).

BuyweHue. COZHATEABHOE HEAPMYMEHTHROBAHHOE BOSASHCTEWE HA YeA0BEKa
(rpynny) ¢ UeALK MIMEHWTE ero (e€) COCTORHME, OTHOLLEHHE K Yemy-nvBo uan
NPEAPACNONEKEHHOCTE K ONPEASAEHHEIM AERACTBHAM,

Cuctema npegrokeHun. CHoTema, paspelaniuans paboTHUKaM BbiCKa3blBaTh
#anobhbl, COBETOBATE MAM BBIABUIETE MASH OTHOCHTEARHO NOAMTHKK KOMIAHMM,
NPOLEAYD, YCADBME TRYAS, ABIOT M T.A.

CpouHoe yBOALHEHHE. HEMEANEHHOE YBOABHEHHE, 0OBIMHO BLISBAHHOE COBEp-
LWEHHEM HEKOTOPOrD TPYBOro HapyLWeHHA.
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Super leadership. This is a contemporary form of participatory or empowering
leadership originated by C. Manz and H. Sims. Super leadership is defined
as leading others to lead themselves, providing a special focus on the role
and behavior of the follower, The object of the super leader is to cultivate and
develop independent self leadership capabilities of followers.

Supervision. This term refers to leadership at a particular level in an or-
ganizational hierarchy: the ofirstlines or lowest level of manage-ment/
leadership. A supervisor typically leads employees who actually do the work,
Over the years, viewpoints of supervision, or more specifically, supervi-sory
behavior, have changed dramatically. As first conceived, the supervisor was
one charged with directing and controlling the behavior of subordinates, Today,
this concept of supervision has virtually become obsolete, now replaced
by hierarchical roles designed to empower lowerlevel employees through
facilitation and coaching. Often translated as a curator, but in the Russian
business administration and education the term is mainly used in the phrase
scurator of the projects, «curator of scientific topics.

Supervisory/management development. Training provided to employees
with the potential for promotion into supervisory or managerial-level positions
within the organization or as a remedy for performance-related issues. This
concept includes training of top managers (management development) and
middle management (supervisory development).

Supranational. Involving more than one country or having authority which
transcends one country.

Survey. Data collection method used to assist organizations with problem
identification, measuring of morale or expectations of employees and
determining areas of concern.

Surveys, feedback. Surveys to gather, analyze some information and transmit
it to their customers. Preliminary to this step is the determination of who will
receive the survey feedback and the methods that will be used to provide it.
Survey feedback will work best when it is tailored to the audience having a
need or desire to know. Typical methods for feeding back information include
briefings o top management, small group or organization-wide presentations,
short written synopses, and technical reports.

Suspension. Form of disciplinary action resulting in an employee being sent
home without pay for a specified period of time.
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CeepxAMpepCcTBO. 370 NOHATHE, BBEAEHHDE Y. MaHuem 1 I Cumcom, 0bo3Ha-
HAET COBPeMEHHYI0 GOpMY AMAEPCTBA. CBEPXAMABDETBO — 310 YNDABAEHWE ADY-
TMMM NOCPEACTEOM NPEADCTABAEHHWA WM CEMOCTOATEABHOCTH, YAEAAA BHMMA-
HHE ROAKM W NOBEAEHWIO NOAHMHEHHDBIX, T.€, UEALID B ABHHOM CAYYHEE ABARETCH
BbIpaboTka M PASBHTHE HE3ZBMCHMbBIX AMAEPCKMX KEHECTE ¥ NOAYHHEHHKIX,

Haazop (cynepeu3amna). DyHKUMA DYKOBOAMTEAR HA OTAEALHLIX YDOBHAX OpraHi-
3AUMOHHOR HEPapXMK, 3T0 HU3LIKMIA YPOBEHL PYKOBOACTEA. CynepBur3op obbivHO
HabawpaeT 2a paboTHUKaMK M XOAOM EeINOAHEHWA paboTkl. B TeueHWe AOATMY
ABT B3rAAALI HA PEHOMEH CYNepBUaMK, 0CoBEHHO HA NOBEAEHME CYNEPBH30PA,
KaPAMHANEHD MEHAAMCE, M3HaYaABHO QYHKUMER CyNepBn3opa DkIn KOHTpOAL 38
noseseHHen padotTHMroB. CeRYac 373 OVHKUMA 3aMEHEHE MeDAaPXHYECKMMMK
POAAMK M HACTABHWYECTEOM paboTHWKOR HW2LLErD YRpOBHA. YacTo NEPEBOAMTCH
KaK KypaTop, HO B POCCHACKOM MEHEAMMEHTE M 0DPAI0BAHMK MCNOABIYETCA B
OCHOBHOM B CADBOCOUETEHMAX «KyPETOD NPOSKTar, «KYPaTopR Hay4HOR TEMEs,

PazeuTHe pykoBoACTEA/ynpaBaenua. ObyueHue, obecneuneatollee pabotHu-
KOB NOTEHUMENOM AAH NPOABMMEHHA HA DYKOBOAALLME, YN PDABAEHYECKHE NO3K-
LMK B OpraHK3aUny MAM KK CPEACTED ANA PELLEHWA NPOBAEM, CBAIEHHKIX ¢ pa-
BoToR. AGHHOE NOHATHE BKAKOYaET oByseHue Ton-meHeaxepos (management
development) ¥ PYKOBOAMTEASH CPEAHEND 3BEHa (supervisory development).

HapgHauMoHaAbHBIW. BrADUAKILWA BoAee Yem OAHY CTREHY WAM MIMEHDLLMA
BAACTh, KOTODEA BhIXOAWT 38 NPEABABI OAHOR CTRaHBI.

0b30p. MeTop chopa fAaHHBIX AAA NOMOLWM OPraHM3auMaM C MASHTHOMKALM-
el NpoBAeM, M3MEPEHHEM MODEABHLIX YCTAHOBOK MAM OXWABHMIA padoTHHKa
onpeasieHKen NpobiemHbelx obracTei,

0b30pe! ¢ obpaTHoi ceAselo. 0020k AMA cOHOpPA, AHAAMZE CEEABHMA W Nepe-
ARYM WX 3BKAZUMKAEN. MNepes 3THM HeoBXOAMMO ONPEASANTE, KTO ADNKEH NOAY-
YKHTE EEIFIETH}-'ID CBA3bL, M KAKHMMK METOASMKW 3TO MOMHO obecneyurs. I'Ipnu,em:
npoteraet sdperTHBHES, BCAM BAPECATHE MMEKT NOTPEBHOGTE MAM XenaHue
3HaTh pesyabTathl. THNMYHbE cnocobel obpatHoW CBAZK - GpUdMHIK AAA Ton-
MEHEAKEPOE, NPE3IEHTAUMK B MankIX TPYNNax M OpraHu3aulax, NUceMa W Tex-
HHYECKHE OTHETLI,

MpuocTaHoBEKa (oTcTpaHeHwe oT paboTel). Dopma AMCUMNAMHAPHOMD B3LICKS-
HWA, NPUBOAALLETD K TOMY, 4T0 paboTHMKa OTCLIAGIOT AOMOH BE3 ONAaThl Ha yeTa-
HOBAEHHbIA NEPUOA BPEMEHH.
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SWOT analysis. Strategic planning tool used to collect and evaluate in-
formation on an organization's current Strengths, Weaknesses, Opportunities,
and Threats (abbreviated: SWOT) involved in a specific project or business
venture,

Symbolic interactionism. From an S| perspective, «organization. is found in
the social processes in which participants merge lines of action with reference
to one another, drawing upon and creating conventional understandings and
practices; organization is viewed as an ongoing practical accomplishment. The
core themes of Sl are differently developed and emphasized in variants such
as «dramaturgys, sethnomethodology» and negotiated order.

Symbolism. Refers to the manipulation of meaning through the use of
symbols. It involves the linking of a sign to a content or referent by some or-
dering principle. This is a process of coding/decoding which is a mental and
therefore cultural activity. Symbols work to organize experience. A symbol such
as a corporate logo or a political slogan may stand for a particular company or
ideological stance. To study symbolism is to learn how the meanings on which
people base actions are created, communicated, contested, and sometimes
changed.

Synergy. All organizations are made up of subsystems or components such as
strategy, structure, culture, reward systems, staffing, and leadership. Synergy
occurs when these components work together to create high performance. A
more precise way to think of synergy is as an interaction effect, where certain
combinations of effects yield significantly higher performance than would be
expected from main effects alone.

System. In its modern sense, the system is not a mechanical sum of its
individual elements, and an organic compound having a structure in which the
properties of its elements are determined by the place of these elements in
the structure of the system.
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SWOT-aHannz. MHCTPYMEHT CTRETEMMUECKOD NAGHWMPOEAHMA, MCNOALIYETCA AAR
Torg, 4iobel cobpate M OUEHUTE MHGOPMAUMIO 00 MMEKWMACA B ABHHBIA MO-
MEHT B ODraHU3aUMiK cMaax, crabocTax, BOIMOMHOCTAR W yrpozax (Strengthes,
Weaknesses, Opportunities, Threats - cokpawénso SWOT) B npyAOKEHHKM K
onpeAsnéHHOMY NPOEKTY AW PMCKOBAHHOW AEAOBOR MHWUMATHBE.

CHMMBOAMYECKHA WHTEPAKUWMOHWIM. C TOUKKM 3PEHMA CHMBOAMYECKOID HHTE-
pPAKUMOHU3ME, OpraHu3aumMa nNpeacTaenfeT coDoR CTPYKTYRY, HAXOAALLYKICA B
COUMaALHBLIX NPOUECCAX, B KOTOPLIX YHACTHHEY 00LEAMHAIDT GTHAW AEHCTBHA B
OTHOLIEHWK ADYT ADYTE, COZAAEAA KOHBEHUWOHANBHKIE COMARLIEHHA W METOARI,
OPraHMaaUma DAcCMaTPUBERTEA KaK NDOAOMKAIWEECH NPAKTHYECKOE BbINOA-
HedWe. ThaBHLIE TeMbl CHMBOAMYECKOMD MHTERAKLMOHKIME NO-Pa3HOMY pas-
BUBAKTCA M BblIABAAIDTCH B TAKMX HANPABAEHWAX, KakK «ADAMaTYRIrvA», «3THOME-
TOADAQTHAS W CNOCoDkl BEAEHWA NEPETDBOPOE.

CunmBeoaMam. MaHUNyASUMA CMBICADM NOCPEACTEOM MCNOALZOBAHWA CHM-
BOAOE. 370 NPOUECC NPUEAZLIEAHWA 3HAKE K COAEDMAHMED N0 ONPEABAEHHEIM
NpaBuAam; YMCTBEHHAR H KyALTYPHAEA AERTEABHOCTL, BKADYAKWAER B cebn npo-
UECCHl KOAMPOBAHMA M AEKDAMPOBaHWA, MOCDEACTEONM CHMBOADE OPraHHIYETCA
OnNbIT. CHMBOADM KOMNEHKK MOXKET CTATE ADTOTHIN MAK CAOraHd. CHMBOA, TAKOR
KaK KOPNopatMEHaA 3MOASME MAK NOAMTHMUECKMIA ADIYHE, MOXEeT obozHauaTk
YACTHYID KOMMAHWKD MAH WABOADTMYECKYHD NO3HUMIO. M3yuKuTE CHMBOAMKY 03Ha-
UAET M3YUMTE, KBK 3HEUEHMA, HE KOTODBIX OCHOBAHL! ASACTEWA AHIAER, COIARMKIT-
CH, NEPEAAITCH M MHOTAS MEHHRIITCH,

CuHeprua. Bre opraHu3auMy COCTOAT M3 KOMMOOHEHTOE W NOACMCTEM, TAKWX
KaK: CTRATervs, CTRYKTYPA, KYALTYPE, NEPCOHAA W PYKOBOACTED. CHHEPrUA BO3-
HWKAET, KOrAA BCE 3TH KOMMNOHEHTHI paboTakT crameHHo W olecneynBalT pa-
HOTY Ha BLICOKOM ypoBHE. Y1000l BOABE TOMHO NPEACTABMTE CHHEDIHID, HYMHO
ef paccMaTpueEaTe Kak abdexT BE3aUMOoAEACTBWA, KOMAE ONDEAEBNEHHBIE KOM-
BUHALMH 3QGEKTOE NPUBOAAT K 3HAYMTEALHOMY YAVYLIEHWID KavecTea paborel,
HEeM MOMHO BeIAD Bbl OXMASTE OT TEEBHLIX 3QGEKTOR B OTASALHOCTH.

Cucrema. B cOBpEMEHHOM €€ NOHWMAaHMK — 3T0 HE MEXaHMUECKan cymma oT-
AEABHBIX 3NEMEHTOB, 8 OPraHMMECKDE COBAMHEHME, 00ABASHILWLES CTPYKTYPOR,
B KOTOPOH CEBOMCTES €€ 3AEMEHTOR ONPEASAADTCA MECTOM ASHHLIX IASMEHTOR
B CTRYKTYPE CHCTEMBI.
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System competences. Competences, combining the understanding, atti-
tudes and knowledge to perceive how the parts of a whole relate to each other,
and evaluate the location of each component in the system, the ability to plan
changes to improve systems and design new systems.,

System of works with the staff. Set of principles and methods of management
of workers and employees personnel in the organization.

Systemic discrimination. Pattern of discrimination that on the surface
appears neutral but in reality is systemic or through its application of policies
and practices.

Systems theory. This denotes broad metatheory for describing the structure
and behavior of complex wholes called systems. Drawn from diverse work in
the physical, biological, and social sciences, systems theory seeks to discover
laws and principals which apply to all levels of systems from single cells to
societies. Organizational behavior scholars use this cross-level perspective to
describe the general properties of organizational systems, such as groups and
organizations. Applying systems theory to a person, it should be understood
that the properties of one level is not directly derived from the properties of the
other. The manifestation of a quality of a person must be analyzed taking into
account the level at which the property is in its infancy, and the level at which
it can be shown. It is not change some psychological traits without changing
others.

T

Taboos. Taboos, in a sense, are a kind of norm, ritual, and/or role expectation
that specifies thoughts, feelings, and actions that are forbidden. Organizational
or societal role expectations delineate what people are expected to think, feel,
and do. When these expectations are broken, and cause reactions of disgust
and strong disapproval, a taboo has been broken.

Tactics of accommodation (concession) as a way of conflict resolution.
Rejection of their own interests, a willingness to accommodate other people,
Their motto: <A bad peace is better than ware.
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CMCTEMHBIE KOMNETEHUMM. KOMMNETEHLUWK, COUETAKIWME MOHWUMAHWE, OTHO-
LIEHKHA W 3HAHWA, NO3BOAAOLWME BOCNPHHUMATE, KAKUM 00pa30M YaCTH UEADID
COOTHOCATCA ADPYT C APYTOM, M OUEHMBATE MECTO KEWADMD M3 KOMNOHEHTOR B
cucTeME, CnocobHOCTE NASHUPOBATE M3MEHEHWA C LEABK) COBEPLLIEHCTBOBAHHMA
CHCTEMBI M KOHCTRPYWMROBATE HOBLIE CHCTEMBIL.

Cucrema pabotel ¢ nepcoHanom. COBOKYNHOCTE NPHHLKNOE W METOAOR YNPaE-
ABHWA KaAPaMK paboumx M CAYRALUNX B OPraHn3aLmMu.

CucTeMaTHYECKAA AMCKPHMMHAUMA. Cnocod AMCKDWMMHELMWK, KOTOPBIA ©
BMAY KAXETCH HEATPAABHLIM, HO B AERCTBMTEABHOCTH ABARETCA CHMCTEMAaTHUE-
CHMM, MAK HAXOAMT NPHMEHEHWE B NOAWTHEE M NPaKTHKE,

Teopua cueTem. BOAbLIAA METATEODMA AAR ONWCAHWMA CTPYKTYDR! M NOBEAEHKA
TAKWX CADMHE 0BPa30BEaAHMA, KaK cHCTEMBI. TEOPHM CHMCTEM OTKDLIBAMIT NPMH-
LUMNB GYHKLMOHMPOBAHWA CHCTEM AOBLIX YPOBHER: OT KAETKM A0 oBlwecTsa;
MNPUMEHAR MPMHLUMNE TAKKMX HayK, Kak Gu3kKa, OWMoADMHA, COLMaNBHBIE HAYKAK.
OpraHM3aUMoHHBIE NCUXOAOTA HA PA3HLIX YPOBHAX ONWCBIBAKOT 0DWKME CBOR-
CTES TAKMX CHCTEM, KAK MPYNNEl W Opradu3agu. NpUMeHan TEopHH CHCTEM K
HEADBERY, HYKHO NOHWMATE, 4TO CBORCTBE DAHOMD YPOBHA NPAMO HE BLIBOAATCH
M3 CEOMCTBa APYrOro: NPOABAEHWE TOMD MAM MHOMD KAYECTEa Y YENDEEKE HYMHO
aHANMAMPOBATH C YHETOM TOFD YPOBHA, HA KOTOPOM 3TO CBOWCTBO 38 POXAAETCA,
M YDOBHA, HA KOTOPOM OHO MOXET NPOABAATECA; HEAL3A M3MEHWTE OAHM NCHMX0-
AOTHUECKHE YEQTHI, HE MAMEHHE APYTHE,

T

Taby. Taby, B HEKOTOPOM CMbICAE, ABAAETCA CEOSMO POAR HOPMOH, PHUTYAAOM,
H,."H.HM POAEERIM OXHARHHEM, KOTOREIE ONPDEASAAHIT 3EII'I|:I'ELLI,I":':'!HHI:IE MEICAH, YYE-
CTBA W AACTBMA. OPraHM3aUMoHHbIe MAM OBLLECTBEHHBIE DOAEBLIE OXMAAHMSA
OHEeDYHMEZRDT TO, {TO AKDAM NPEANOADKHMTEABHD EYA}fT AYMETE, YYBECTEOEATE M AB-
AdTb. ECAM 3TH OXMAAHMA ByAyT paspylleHbl, 3T0 Bbi3biBAET peakuWu oTBpalle-
HMA W CHABHOTD HEeoADBpeHUA, W Taby paspywasTcs.

TakTHKa npHcnocobAeHHA (YCTYNKK) Kak cnocob paspelerya koHgankTa, O1-

Ka3 oT COBCTBEHHBIX MHTEPECOB, TATOBHOCTE MATH HABCTPEYY ADYTOMY. HIX ABBKE:
allA0XOH MUp AyYLIE BOHHBIN,
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Tactics of competition (rivalry) as a way of conflict resolution. Striving to
achieve the goal, setting the result, the nature of relations with the opponent
is irrelevant.

Tactics of compromise as a way of conflict resolution. Mutual concessions,
but there is not full satisfaction of interests, areas of disagreement persists.

Tactics of cooperation as a way of conflict resolution. Search for ways to meet
the agreed requirements, stimulated the mere fact of a conflict.

Tactics of evasion (avoidance) as a way of conflict resolution. Lack of action in
the presence of a conflict situation.

Tactics «win - win+ as a way of conflict resolution. Civilized, based on ra-
tionality, focusing on constructive solutions fo conflict, reducing tension, in-
creasing the level of cohesion.

Talent management. Broadly defined as the implementation of an integrated
strategies or systems designed to increase work place productivity by developing
improved processes for attracting, developing, retaining and utilizing people
with the required skills and aptitude to meet current and future business
needs. It is also understood as a set of processes that allows an employer to
identify talented employees with high potential for professional growth and/or
high productivity in all functional levels. This set of processes allows to identify
clear opportunities and conditions for career growth (including the appropriate
training and other development activities) to improve the professionalism and
responsibility of talented employees.

Tangible rewards. Rewards that can be physically touched or held (i.e., a gift
certificate, gifts in the form of merchandise or a savings bond).

Task analysis. Involves defining standards and conditions of a particular task
and identifying the distinguishing factors between tasks.
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TakTHKa KOHKYPEHUMH (conepHuYecTea) Kak cnocob pazpelleHHa KoHGAKMK-
Ta. CTpeMABHME K ADCTHXMEHMID NOCTABAEHHON UEAW, YCTAHOBKA Ha pe3ynbrar,
XAPAKTER OTHOLWEHHWH ¢ ONNOHEHTOM BezpasnHueH.

TakTHKa KOMNpoMMCca Kak cnocol paspelleHWd KoHQAMKTa, BaaumMHbie
YCTYNKMW, HO HET NOAHOMD YAOBAETBOPEHMA MHTEPECOB, 0BAACTL PA3HOMMACHHA COo-
XPaHAETCA.

TaxkTHKa coTpyaHWuecTBa kak cnocob paspelwenus KoHdankta. lNowck cora-
COBaHHBLIX NYTER YAOBARTBOPEHHA noTpedHocTel, oBycAoBHMBLUKMA cam baKkT BO3-
HUKHOBEHWA KOHDAMKTE.

TakTuka yxopa (w3beranuna) xak cnocob paspelwedna koHdarkTa. OTcyTCTBHE
AERCTBHIA NPH HAAWMHKH KOHDAMKTHOH CHTYaLUMK.

TaKTHKH *BbIMIPbIW - BbIMIPbIW: KAk CNOCOB PAIPEWEHWA KOHPAMKTA.
LIMBMAW3OBAHHEIE, OCHOBAHHLIE HA PALMOHAABHOCTH, HALUBAEHHLIE H3 KOH-
CTPYKTHBHBIE pPeleHWA KOHGAMKTa, CHHMMEHWE YPOBHA HaNPAXEHHOCTH, no-
ELILUEHME YPOBHA CMADUYEHHDCTH.

YnpaeaeHHe TanaHTAMM. B WHMPOKOM CMBICAE 3TUM TEPMHHOM 0BOZHauYaHT
MHTEMPMPOBAHHBIE CTPATENMM MAWM CHCTEMBI, paspaboraHHbie Tak, 41obbl no-
BRICHTE NPOWIBOAMTEARHOCTE TPYAS Ha pabouen MecTe NyTEM NMPUBASUEHMA,
PAZBHTHA, COXPAHEHHA W UCNOAL3OBAHMA MOAEA C HEOBXDAMMBIMK HEBbIKAMM
u cnocobHocTAMK, Lene - yADBAETEORPMTE Tekyliwe W Byayume notpebHocT
KOMN&HKK, Takme NOHWMEETCH KaK COBOKYNHOCTL NPOLECCOB, NO3BOAAKILLEH
paboToaaTentd MAESHTHGHMUMDOBaTE HA BCeX QYHKUMOHAABHBIX YPOBHAX TAAGHT-
AMBbLIX DABOTHHKOE, 06AZAGKILIMX BBICOKMM NOTEHLMAAOM NPOdeccOHanBHOM
POCTE M/MAM BRICOKOA NPOMIBOAMTEARHOCTEHD TRYAS, © YETHMM ONPEASASHHEM
BOZMOMHOCTEN W YCAOBUA KApbLEPHOND POCTa (B TOM YHCAS COOTBETCTBYHILLEN
ofydatoWwer W ApYroR pasBHBAKILLER ABATEABHOCTH) B LUEAAX NOBLILUEHWA HX
NPOGecCHOHaNAH3ME W OTBETCTBEHHOCTH.

MaTepuaneHo2 BO3IHArpasAeHHe. BOIHArpasAEHME, KOTOPOE MOMHO $Mau-
HECKM B3ATE W YASPHWBATE (HENpUMER, B GOpME NOASPOYHBIX CERTHHWKETOR,
NOABPKOE MAM cheperareibHbix BoHos),

AHaana zasavuAa. Braodaer B cedn onpepsneHie CTaHAZPTOE W YCADEMIA Onpe-
ABAEHHOMD 233AAHMA M UAEHTMDUKALKKD OTAMUMTEARHEIX GAKTOPOE MEXAY 33A3-
HHAMM.



Task and/or maintenance behavior. The distinction is widely used to
differentiate behaviors in small groups and organizations. Task behaviors in-
clude: initiating activity (or enhancing activities), seeking and giving information
and opinions, elaborating, summarizing, testing for feasibility, evaluating, and
diagnosis. Maintenance behaviors include: encouraging, gatekeeping, standard
setting, expressing feelings, consensus-testing, harmonizing, and reducing
tensions. An integration of adeguate frequencies of task and maintenance
behavior are required if the team or organization is to become and remain
effective.

Team. Small group (6-12 persons), complementary and interchangeable
with each other in achieving their goals; distinguish between leadership and
democratic self-organizing teams. A team may consist of employees of one
or different levels and departments of a company. While working in a team
all its members have equal rights and perform duties arising from aims and
objectives of a team. To work in a team no matter what is the position of an
employee in a company. All members of a team have the same position during
a teamwork. The rights and responsibilities of team members are, on the one
hand, the basis for the organization of working in a team, and with another - a
hasis for assessing the ability of participants to this form of work.

Team building. Process, evaluating how the working group members interact
with each other and plan changes, leading to greater efficiency of group
activities. Measures to improve the efficiency of a command. Key success
factors for effective teamwork: a clear statement of goals and objectives,
the correct selection of the team, the presence of well thought-out system of
interaction between team members and the ability of team members to the
collective work.,

Team of high quality. Group of people that share a common vision and shared
invalvement, which gives the value of activities performed, able to operate in
tight time frames and create their own ways to achieve goals; showing a high
level of communicative competence; operating outside the scomfort zones;
conducting periodic audits of guality of the work and share celebration of
success in achieving goals.
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MNoBeaeHWe, OPUEHTUPOBAHHOE HA 3ajaHWUE W/ HAH HA NOAAEPMKY. [JaHHOES
pasAMyYME WMPOKO MCNoAb3yetcs, Jtobbl AMddepeHuMpoBaTs NoBEAEHWE B
MaAbIK Tpynnax v opraduaauqax. NosepeHWe, OPHEHTUROBAHHOE Ha 38AaHWE,
BKAIOYAET: BEEASHWE B ASATEABHOCTE (MAW BKTUBM3ALMA ABATEALHOCTH), NOMCK
W NpeaoCTaBAEHHE MHGOPMALWMK W MHEeHWMA, paspaboTkK, NOABEAEHHA HMTOTOE,
NPOBEPKY MCNOAHEHWA, OUEHKY W AMarHos. NoseaeHne, OPUEHTHPOBARHOE Ha
noAfEpsKy, BrAoUuaeT: oboapeHMe, KypUMDOBaHWE, YCTAHOBABHME CTaHAAPTa,
BLIPEXEHWE YYBCTE, NPOBEPKY COMASCHA, FAPMOHM3ELMIO W YMEHLIIEHWE Ha-
npaxeHuna. MHTerpaumMa AByx TMNOB NOBEAEHMA B aASKBATHOM COOTHOLWEHHWH
Tpebyerca, 4T00bl KOMAHAS WAW OPTraHW3aUMA CTAHOBMAMCE M OCTABaAMCh 3¢-
PERTHBHEIMHM,

Komanaa. Hebonbwas rpynna aoaei (6-12 uen.), BIaMMOAONOAHAKILLME M
BIAMMOZAMEHAKILLME ADYT ARYTE B X0AE ADCTHXMEHWA NOCTABASHHBIX LEAESH,
PAZAMUSHT AMAEDCKME W CBMODPIaHMIVIOWMECA AEMOKDATHYECKHME KOMEHAKI,
KOMEHAS MOXET COCTORTE M3 COTPYAHHKEOB OAHOM AMBO Pa3HLIX YPOBHEH H NOA-
pazpeneHMid komnaHuK. B nepuos paboThl B COCTABE KOMBHALI BCE €8 UNEHK
MMEIT PABHBIE NPABa M BbINOAHAKDT BbITEKAKILME M3 UEAEH W 33484 KOMAHABI
ofAzaHHocTH. AR paboTel B KOMBHAS HE HMMEET 3HEUEHWMA, KAKYH ADAMHOCTE
3aHuMmasT paboTHUK Ha npeanprATMY. B pamkax komaHab Bee paboTHHEKY uve-
HOT PABEHbLIE NO3MUKK. Mpaea W 0BAIEHHOCTH YAEHOB KOMEHABI CAYKET, C OAHOH
CTOPOHBI, OCHOBOR Opradusaumn padoTel B pamMkax KOMaHAbl, 8 ¢ Apyron - Ga-
IMCOM AAA OLUEHKM CNOCOBHOCTEN YUACTHHKOE K TakoH dopme paboTel.

Komanpaoobpazoeanwe. Mpouece, 8 KOTOPOM OLUEHWBAETCA, Kak YreHkl pabo-
YER TPYNNGL B3IaUMOABRCTEYIOT APYT © ARYIOM M NASHHPYIOT H3MEHEHHWA, BEAY-
LWME K NOBEIWEHHKD IPPEKTMEHOCTH TRYNMNOBOM ASATEABHOCTH, MERONPUMATHA
NG YAYHIWEHWID KOMaEHAHOR 3dderkTHBHOCTH. DCHOBHBIE GaKTOpE YCNExXa AnH
IPPEKTHEHON KOMBHAHOR paboTel: YETKAA NOCTAHOEKA UBAER W 3ajaad; npa-
BUALHBIA NOABOD COCTABA KOMAHABL, HANMMWE NPOAYMAHHON CHUCTEMBI B3AMMO-
AEHCTEWA YNEHOE KOMaHALI, cnocoBHOCTE YHECTHUKOE KOMEHALI K KOAETHMaNk-
HOW pabore.

KomaHaa BbiCWero KayecTsa. [pynna AAEH, MMEILLMX 0DLLEE BMAEBHWE M
0bLLyD BOBAEUEHHOCTE, YTO NPUAAET AOBABOUHYIO LEHHOCTE MX ASATEARHOCTH.
CnocobHa AeHCTEOBATh B KECTKMX BPEMEHHLIX PaMKaxX M CAMOCTOATEABHO
paapabfarhiBarth COBCTBEHHBIE NYTH AOCTHXEHMA Lenred. MPOABAAET BLICOKWH
YPOBEHE KOMMYHHMKATHEHOH KOMNETEHTHOCTH, DCYILECTBARET ABATEABHOCTE 33
FDEHULAMK «20HEI KOMGBOPTas; NPOBOAMT NEPHUOAHYECKHE NDOBERKK KaUeCTES
patoThl M COBMECTHOE NPA3AHOBAHWE YCNEXOB, ADCTHIHYTRIX HA NYTH K LEAANM.
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Teamwork. Special case of delegation of authority and responsibility. In terms
of the traditional structure the problem and its related powers assigned to
the owner of the workplace. Joint competence of members of the group must
ensure the decision of tasks and achievement of goals identified a range of
powers conferred on the team.

Technical maintenance of personnel management system. Complex technical
equipment, representing a set of interrelated common management and (or) the
autonomous technical means for collecting, recording, storage, transmission,
processing, output, and providing personnel and other information, as well as
office equipment.

Technology. Itis defined and employed in different ways by different scholars,
a fact which has caused considerable confusion. Most fundamentally,
technology is @ human activity undertaken by those whose efforts produce
material objects. Derived from the Greek word techne, meaning art or skill,
technology is a collection of technigues, ways of fabricating things with a useful
purpose in mind. The use of certain technology ensures the specified result.

Technology transfer. This refers to the process whereby technology (em-
bodying knowledge, ideas, devices, artefacts, and software) which has been
invented, developed, or used in one organizational setting, is transferred so
that it is developed and used in another, where hitherto it was probably un-
known and certainly unused.

Telecommuting. Working from a remote location (often one’s home work-
station) using computers, telephones, facsimile machines and other remote
capabilities, rather than commuting via automobile or other mode of trans-
portation to and from an employer's work site to perform equivalent work.

Teleconferencing. Conference established between two or more people or

groups of people who are in different locations; made possible by the use of
such telecommunications equipment as closed-circuit television.

Temperament. Characteristics of the individual from its dynamic features of
mental processes and states.

268



Pabota B KomaHae (KomaHanaa pabora). Ocofelil cayuaid AEAErMPOBAHMA
NOAHOMOYHA K OTBETCTEEHHOCTH. B YyCAOBHAX TPAAMUMOHHON CTRYKTYPBLI 3apa-
Ua M OTHOCALUMECA K HEHW NOAHOMOUMA BO3ASMEKTCA Ha obiaaatenn pabouero
vecra. D0besMHEHHARA KOMNETEHLMA YABHOB MPYNNEBl A0AKHE obecneyusars pe-
LWEHHE 383484 M ADCTHMEHHME UEAEH, KOTOPBIE ONPEAEAEHE AHMANE30HOM NOAHO-
MOMHHA, BOIAOKEHHBIX HA KOMaHAY.

TexHuueckoe obecneyeHUE CHCTEMB! YNPaBAEHHA NEPCOHAAOM. KOMNAEKE
TEXHWUECKWX CPEACTE, NPEACTABAAKILLMY COBOKYMHOCTE E3aWMOCERA3aHHOro ob-
LWErD YNPasAEHWUA M (MAKW) aBTOHOMHDBIX TEXHHWYECKUX cpeacta cBopa, pervcrpa-
UMK, HAKOMASHKA, Nepeiadl, obpaboTkM, BRIBOAS W NPEACCTABAEHWA KaAPOBON
H ADRYTOA MHQOPRMELMK, 8 TAKKE OPITEXHHEH,

TexHoaorMA. 310 NOHATHE ONPDEASARETER M MCNOABIVETCH NO-PE3HOMY DE3nHY-
HEIMHW YYEHEIMHM, YTO BEIZLIBAET 3HAUMTENRHYHD NyTaHuuy. Hanboaee cyulecTBeH-
HO TO, 4TO TEXHOADIMA — 3T0 ABATEABHOCTE YEADBEKA, NPEANDMHATAR TEMK, KTO
NPOMIBOAMT MatepuankHklie obkekTel. OT rpedeckoro caoea «fechnes (MCKyc-
CTBO MAM YMEHME), TEXHOAOITUA — 3T0 KOAAEKUMA METOADB, CnocobOB M3roToB-
AATE BEWM C NPEANOABMAEMOR NOASZHOM Ueask. MpUMEHEHHE ONpEASAEHHON
TEXHOAOTMH TAPAHTHPYET 38A8HHBIR Pe3yALTaT.

Nepeaaya TexHonoruu. OTHOCHTCH K NPOLECCY, NOCPEACTEOM KOTODOIO TEXHO-
AOTMA (BONAOLLAKILAR 3HAHWE, WASH, YCTRORCTEE, apTedakTsl W NPorpamMmHoe
obecneveHne), kotopan Boiaa waolperteHa, PaseWTa WAM WCNOoAL3IOBAAAChH B
OAHOM OPraHi 3aUuHOHHOM HanpaeAeHWH, I'IEpE,ﬂ,,EIéT{:Fl TdHK, I-ITI?;,'IlF.‘:II:.I OHa pazBEHEG-
AGCE M MGNOABIOBAADCE B ADYIOM HaNPaBrEHKMKM, TAE A0 HACTOALLETD BPEMEHH
AGHHERA TEXHONOMMA ObIAG, BO3MOKHO, HEM3BECTHA M HE MCNOALIOBAAACH.

AucraHunwoHHan pabora. PaboTa, KoTopan BeAETCA BHE oduca (YacTo AomMa)
HMCNOABIDBAHMEN KOMMNBITEPOR, TEAShOHOB, DaKCOB W APYTHME AMCTEHUMOHHBIX
YCTROMCTE AnA TOMD, YToBH HE TPATHTE BREMA Ha ADPOTY OT AomMa A0 paboTel W
oBpartHo.

Opravuwzauma tenexoHdepeHumn. KoHPEpeHUWA, OpraHHIoBaHHER MEXAY
ABYMA M Bonee AKOABMMH, MAWM TRYANAMKM AHAEH, KOTODLIE HAXOAARTCA HA pac-
CTORHWK ADYT OT APYTa, © MCNOALIOBAHWEN AWMCTAHLWMOHHBIX CPEACTE KOMMY-
HHKALMWH.

TemMnepamMeHT. XapakTepMcTHKa MHAWBMAR CO CTOPOHEl €ro AMHAMMUECKHY
OCOBEHHOCTER NCHXMYECKHX NPOLECCOB W COCTOAHWA,
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Temporary disability. lliness or injury that prevents a person from fully doing
their job. Temporary disability can be total or partial. At full temporary disahbility
the capacity for any work is lost, and the sick in need of special treatment (bed
rest, home). In partial temporary disability the sick unable to perform his usual
professional job, but can do other work without prejudice to health.

Temporary employee. Individual who works on either short- or long-term
assignments with an employer without being treated as a permanent employee
and lacking the benefits of permanent employees. Normally utilized by em-
ployers to meet seasonal or other demands.

Temporary restraining order. Restraining and/or protective orders are
examples of orders issued by a court restraining the conduct of an individual
and protecting a victim from the activities of an abusive person.

Termination. Separation from employment due to a voluntary resignation,
agreement of the parties, layoff, retirement or dismissal.

Termination-at-will. Rule allowing an employee or employer to terminate the
employment relationship at any time far any or no reason at all.

Termination date. Normally the last date actually worked by an employee.
Tests (psychological, professional, general). Questionnaires, which are
designed to identify professional aptitudes and professional (non)suitability,

drawing a psychological portrait, or just drawing a complete picture of the
employee.

Test security. Individual's right to privacy, as it relates to information regarding
test results.
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BpemenHan HetpyaocnocobHocte. BOnE3HE WAM TpEEMA, NPENATCTEYHOILLER
ToMY, YTOBEl YEADBEK NOAHOUEHHO BbINOAHAA cBOoK pabory. BpemewnHasn He-
TEYADCNOCOBHOCTE MOKET BEITE NOAHOA WAKM YACTHMUHOR. NPKH NOAHOR BpEeMEH-
HOW HEeTpYAoCnocoBHOCTH yTpayeHa cnocobHocTe K KakoMy-ambo Tpyay, M 3a-
BONEBLUMA HYMASETCA B CNEUMANEHOM PEXMME [NOCTEABHOM, AOMALIHEM). MPK
YACTHMYHON BPEMEHHON HETPYAOCNOCODOHOCTH 3aB0AEBWMA HE B COCTOAHMM
BEINOAHATE CEOEH 0BLIUHOR NpodeccHoHarsHoR paboTel, HO Ge3 ywepba ana
FAOPOBLA MOKET 3aHUMATBCA Apyron paboTton.

EpemMeHHBIR COTPYAHMK. YacTHoe aMuo, koTopoe paboTtaeT nNo TPYACBOMY AD-
FOBORY B TEHEHWE KOPOTKOM MAKM NPOADAKMTEABHOND CPOKa K He 00AaAaeT AbIo-
TAMUW NOCTOAHHOMD COTRYAHWKA. Yallg BCero MCNoALIYETCA AAR BINOAHEHWA
CE30HHbIX AW paszoBblx pabor.

BpemeHHOE orpaHHYMTEALHOE pacnopaxeHue. OrpaHUuMTEAEHOE W/ UAK 38-
WHMLLAKWEE PacNopsxeHHe, HanpUMep, PeeHHe cyaa, OrpaHuYuBaloles
NOBEAEHWE YSCTHOMD AMLA W 3ALMILAKILES NOCTPAAIBLUETD OT ASHCTEMH 3A0Y-
MbILUAEHHWKE.

YeoabHeHHe. DcEOBOXASHME OT ADAKHOCTH BCABACTEME ADDDOBOALHOMD YXOAS,
COMMEIWEHWA CTODOH, NPHHYAMTEALHOMD YBOALHEHHWA, BLIXOAS Ha NEHCHID MAM 38-
KPLITHA NpesnpUaTHA.

YeoALHEHHE Mo MeaaHuto. [paBuAaC, paspelaouies padoTHUKY Wik paboTo-
AATEAID ZABEPWKTE TOYADEBIE OTHOWEHMA B moboe BpemA De3 BeINnoAHEHHH
0bAzaTeALCTE.

fata 3asepweHuA paboTtel. MocreiHUA A8HE GaKTWUeckoR padoThl,

TecTsl (Ncuxoaoruueckue, npodgeccHoHanbHble, o6wme). ONPOCHWUKM, KO-
TopeIe pazpaboradel CNEUMaNEHD AANA BLIABAEHMA NPODECCHOHBABHEIX CHADH-
HOCTEH W NPOGECCHOHAASHOR NPUIOAHOCTH, HENPUTOAHOCTH, ONPEASASHIUA NCH-
XOAOMMHECKOrD NOPTRETa WAKM NPOCTO COCTABAEHWA NOAHOMD NPeACTABASHWA O
paboTHUKeE.

3awumrta AaHHLIX TecTa. [paBo YEADBEKA Ha KOHGWASHUMAALHOCTE YACTHOMN
WHMIHKW, BKAKOYEA ASHHBIE W PEIYALTATHI NCUXOAOTMUYECKKMY TECTOR.
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Theories of compliance, or situational theories. Theories, formulated by
P. Tannenbaum and W. Schmidt and based on that style of leadership will
depend on four variables: the head {personal qualities); subordinates (needs,
aspirations, skills); tasks (requirements and objectives of work); context (values
and traditions).

Theory of managerial roles. H. Mintzberg's theory, which distinguishes three
main areas of management: interpersonal, informational and role in decision-
making.

Theory of personal characteristics. The theory, based on the concept of
innate human characteristics that allow it to occupy leading positions in in-
terpersonal relationships, to lead people and manage your staff.

Theory of requirements and restrictions. R. Stewart's theory that takes into
account the requirements for performance, prescribing to achieve a certain
standard of performance and reguirements for behavior, requiring participation
in certain activities.

Theory X. D. McGregor states that some people have an inherent dislike for
work and will avoid it whenever possible. These people need to be controlled
and coerced by their managers to achieve production.

Theory Y. D. McGregor assumed that people have a psychological need to work
and want achievement and responsibility. A manager's role with these people
is to help them achieve their potential.

Theory Z. W. Ouchi (1981) introduced the idea of Theory Z, to represent the
beliefs underlying Japanese management. The management of Theory £ firms
is characterized by long-term employment and intensive socialization of their
workforce, Objectives and values emphasize cooperation and teamwaork. There
is slow promotion from within the firm and jobs are rotated. Employees are
expected to be generalists rather than specialists. Emphasis is on work groups
rather than individuals, open communication, consultative decision making,
and a relations-oriented concern for employees. In comparison to Theory X
organizations, Theory Z organizations are more decentralized and have fewer
levels of management.
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TeopHH COOTEETCTEMA, HAM CHTYALHOHHBIE TEOPHH. TEOPHK, CHODMYAMDOBaH-
Hbie IN. TanHeHbBaymom 1 Y. LUMHATOM 1M OCHOBEHHBIE HE TOM, HTO CTMAb AMABD-
CcTEA BYAST 3aBMCETh OT YETHIPEX NEQEMEHHBIX: DYKOBOAMTEARA (AMUHBIX KAYECTE);
NOAHMHEHHBIX (NOTREBHOCTEN, YCTREMASHMI, HABLIKOB), 3aaaHKi (TpeboBaHui
W Uenei paboThl); KOHTEKETA (UEHHOCTER K TPaAWLMEA).

TeopuAa ynpaBneHuyeckux poaei. Teopua . MuHUbepra, BEIASAAHILEA TPM
OCHOBHBIE OBABCTH YNPaBAEHYECKOR AEATEALHOCTH: MEXAMYHOCTHBIE, MHBOP-
MELUMOHHEIE M POAW B NPHHATHH PELLEHHA.

TeopHA AMUHOCTHBLIX XapaKTEPHUCTHK. Teopus, BAasMPYHIWEACH Ha NpeacTas-
AEHWAX O BPOMAEHHEIX OCODEHHOCTAX YBADBEKE, NOIBOAAIOLIME MY 3AHWUMATE
AMAMPYHILLME NOZMUMM B MEXAMUHOCTHEIX OTHOLUEHMAX, BECTH AKDASH 338 coboi
M 3bGEKTHEHO YNPaBAATE NEPCOHANDM.

Teopua TpeboBaHKi M orpaHMyuenmni. Teopra P. Crioapra, y4MThiBAKOWER Tpe-
HoBaHWA K pesyAkTatam paboThl, NPEANUCHIBAKILIHE AGCTHMEHWA ONPEABAEH-
HOMD CTAHASPTA BLINOAHEHMA, W TPEOOBAHHA K NOBEABHWIO, NPEANMCHIBAOLWLME
yUacTHe B ONPeAEAEHHbIX BUAGX ABATEALHOCTH.

Teopua X. 0. Marlperop yTEEDKARET, YTO HEKOTORBIE AKOAM WMEKT BROX-
ASHHYIO HEMPKAZHE K paboTe M NOCTOAHHO e& M3BerakT. ITUMK COTPYAHMKaMM
HYMHO YNPEBARTL M NPUHYKASTE MX ANH ADCTHHREHWA PE3YALTATA.

Teopua Y. A, Maklperop npeanonomina, 410 ¥ AAEH ECTb NCHXOAOTMHECKERA No-
TpebHocT: palboTaTk W CTREMABHME K AOCTMHMEHHMAM W OTBETCTEEHHOCTH. JTHM
AKIAAM HEOOXOAMME NOMOLLLE AAR DEAAM3ALMK CEOEMD NOTEHLMAAA.

Teopua Z. B. Oyur (1981) BEEA NOHATHE TEOPMM Z, NPEACTABARKILYH OCHOB-
Hbie yDeXAEHUA ANOHCKOIO MEHEAKMEHTE. YNpaBreHHWe GHPM COrMacHo Teopuu
Z XxapakTepuayeTcA ADATOCPOYHOR 2AHATOCTRID M MHTEHCHEHOR COLMaAM3aLIMER
cBOMX paboTHUKOB. LleaAn M UEHHOCTHM 0CoB0E BHUMEHUE YABARIOT COTPYAHHYE-
cTBy W pabote B KoManAe. BHYTpU GUPMEL NDOABHKEHHE NO cAyHbE MAET Mea-
AEHHO, pabodue Mecta NoABEPHMEHBl poTaumu. OT COTRYAHMKOB OMWAAKIT, WTO
OHM ByAYT YHUEEPCAAaMHM, 8 He cneunasmctami. Ocoboe BHUMAaHKWE YAEARETCH
pabote rpynnbl, @ HE OTAEALHBIX AWL, OTKPLITOMY 0BLIEHKID, KOHCYALTATHEHOMY
NpoUeccy NPUHATHA PELUEHWH 1M OPHEHTALMM COTPYAHMKOE Ha OTHOWESHKA. Mo
CPABHEHWID C OPraHM3auMAMK TEOPHK X, OPraHniauMy tTeopuu 2 Boaee pAsUeH-
TRPEAMIOBAHHEI M HMEHT MeHbLUE ]I'pDEI-HEﬁ YNpaBEASHHWA.
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Think tank. Group which organized for the purpose of intensive research
and problem solving, especially in the areas of technology, social or political
strategy, or demographics.

Time management. The method is predominantly aimed at making more
effective use of time, mainly at the individual level within organizations, form-
ing part of training for example, in the management of change and managerial
development and effectiveness. It is also usual for time management to be
implemented within a package, alongside an assortment of other stress
management technigues.

Top management teams. The term «top management team» (TMT) has been
adopted by organization and strategy theorists to refer to the relatively small
group of maost influential executives at the apex of an organization - usually
the general manager and his or her direct reports. The term imply rather simply
the constellation of, say, the top three to ten executives. As such, many top
management «teams: may have few genuine team properties (interaction,
shared purpose, collaboration) and might more accurately be referred to
merely as top management groups.

Total compensation. Complete pay package awarded employees on an annual
basis, including all forms of money, benefits, services and in-kind payments.

Total quality management. Total guality management (TQM) is a man-
agement philosophy and business strategy, organization-wide method for
continuous guality improvement of all organizational processes. The main idea
of TOM is that the company must work not only on product quality, but also
the guality of work organization in the company, including the work of staff.
Continuous parallel improvement of the three components: product quality, the
organization's quality processes, staff skills - enabling a quick and effective
business development.

Trade secret. Trade secret consists of any formula, pattern, device orcompilation
of information used in one's business, which gives the business an opportunity
to obtain an advantage over competitors who do not know or use it
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Mozroeoi ueHTp. [pynNna, opPraHM30BaHHEA © UEALH) WHTEHCHMEHOMD WCCAEND-
BAHMA WM pewedus npobaen, ocobedHo B 0BAACTAX TEXHOADIMMA, COUMANEHORN
HAKM MOAMTHUECKOR CTRATEMMA MAK ASnMOrpadiu.

Tanm-menepmenTt. Metoa, HEUEAeHHEBIA Ha cozsaHue Bosee ahherTHEHOID
MCNOAL30BAHWA BDEMEHM, TAEEHEIM 0BRE30M, HA MHAMBMAY3AEHOM YDOBHE BHY-
TPW OpraHMIaumi, GopMUPYR YacTh oByYeHuA, HaNPUMED, YNPABAEHWIO MaMme-
HEHWEM, YNPABAEHUECKMM PasBHTHEM W 3DGEKTMBHOCTLIO. TaliM-MeHEAX MEHT
0BbLIYHO OCYLLECTEAAETCA B NAKeTe, HARHAY C ADYIMMM TEXHHKAMKM CTRecc-
MEHEAKMEHTS.

KomaHae! TON-MeHe KMEeHTa (ynpaBAeHYECKHME KOMaHABI). AGHHBIN TEPMKMH
BEIA NPHMHAT TEOPETHKAMM OPTEHM3ZUMA M KACAETCA OTHOCHMTEAEHO HeBoALLIOR
FEYNNBL HAWBOAEE BAMATEABHbBIX PYKOBOAHTEAER HE BEPIIMHE OPraHnIalmm - 3710
OOLIMHO reHERaAEHBIR AMPEKTOPR W BI0 NPAMBIE NOAUMHEHHLIE, TEPMMH NOARA3-
YMEBAET CHOPEE NASAAY NEpBbix TPEX-AECATA pyHoBoauTEAEH. Takke MHOrMe
sKOMAHARIY TOM-MEHEAKMEHTE MOTYT 0BASASTE HEMHOTMMK MCTHHHBIMK CBQR-
CTEBAMM KOMaHAL (B3aWMOAEHCTEME, PA3ZAEAREMER USAb, COTDYAHMYECTBO) M
MOraK Bl BbITe YNOMAHYTE BoASE TOMHO Kak rpynnel TON-MEeHeAXMEHTa.

MoaHan KomMneHcauuA. [oAHLIA EXEroAHBIA NAKeT BLINAAT AAA paboTHMKE,
EKAKUSHDIWWA BCE ABHBIM, ABTOTHI, YCAYTH W AOBDOBOALHEIE BRINASTEL.

Bceobwee ynpaeneHue kauecteom (TOM). YnpasneHueckan GuaDCobHA W
BuaHec-cTpaterun, obLLEeopraHM3aUMoHHbIA METOA HENPEDBIBHOID NOBbILLEHHHA
Ka4yecTea BCEX OPraHM2alWoHHbIX npoueccos. Maskaa vaes TQM coctouT B
TOM, 4TO KOMMNAHWA ADAKHA PabOoTaTe HE TOALKO HAA KAYECTBOM NPOAYKLMM, HO
W HaA KavecTROM OpraHW3auMi paboTel B KOMNaHKK, Braovas paboTy nepco-
Hana. [NoCTOAHHOE NapanterbHOe YCOBEPLUEHCTBOBAHWE TPEX COCTABAR LMK
KaqvecTEa NPOAYKLMK, KaUYeCcTEa OPraH|u3aUmMK NpoueccoB, YPOBHA KEaNMDHMKE-
UMK NEQCOHAAE - NOIBOARET ADCTMYE Dosee BeICTPOrO W 3DGERTHEHDIO pas-
BWTHA BMaHeca.

Kommepueckan TanHa. HKoMmepueckan TailHa CocToMT M3 aHG0R Gopmynks,
MaHEDE! NOBEAEHMA, YCTRPORCTES cOOpa MHDOPMALMH, MCNOALIYEMBIX B DMaHe-
CE WM ASHWKY NREWMYILECTED NEREA KOHKYPEHTAMMW, KOTOPLIE ITOMD HE 3HSHT
MAH HE MCNOABIYHOT.



Trade unions. Classical definition provided of a trade union as a continuous
association of wage earners for the purpose of maintaining or improving the
conditions of their working lives. Today trade unions are mass organizations,
uniting workers who share commoen interests on the nature of their activities in
the workplace, in the service industry and culture.

Tradition. Rules, regulations and patterns of behavior, everyday commu-
nication between persons, which compliance has become a necessity of every
member of the group. They are established on the basis of long experience of
joint activities and ingrained in the lives of members of small groups.

Training. Training process is defined as the systematic acquisition of skills,
rules, concepts, or attitudes that result in improved performance in the work
environment.

Training aids. Any form of audio or visual materials used for training purposes.
In the Russian education training aids are learning tools, designed to expand,
deepen and better assimilation of knowledge, provided by training programs
and presented in textbooks.

Training needs analysis. Method used to determine what people need to
learn and which training programs may be beneficial. The result of the analysis
is the report identifying training needs and the interventions needed to reduce
key performance gaps.

Transfer. Moving an employee from one position, shift or department to another
within the organization.

Transitional employment. Provides alternative work arrangements, such as
temparary light or modified duty, for employees who have been absent from
the workplace as a result of illness or injury and who have been released by
their medical provider to return to work.

Trend analysis. Process of forecasting an organization's staffing needs by

analyzing past employment patterns in order to identify trends that may be
expected to continue.
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Mpodgcorozbl. KaaccHueckoe onpeseseHre NPodCoo3a: 310 NOCTOAHHAA acco-
UMALMRE HAEMHBIX PADOTHHKOB C LEARK NOAAEDMKAHHE WAW YAYULLEHHS YCADBUIA
Hx pabouel kuaHKM. CeroaHA 370 MACCOBLIE OPraHuzaUmK, obbeaWHAKLLIME TRY-
AALIMKCAH, CBAZAHHBLIX OBLLMM K MHTEPECAMM N0 POAY MX ASATEABHOCTH Ha NPoHE-
BOACTEE, B Chepe oBCAYKHBEHKMA M KyABTYDEL

TpaguuuAa. CAOKKMBWMECH HE OCHOBE AAMTEABHOID OMNbLITE COBMECTHOW AS-
ATEABHOCTH M NPOYHO YHODEHWELIMECH B MM3HW YASHOE MAaAOH TPYNNLI HOPMbI,
NPEBUAE W CTEPEOTHILI NOBEASHWA, NOBCEAHEBHOM 0OLLEHMA MEXALY AKDABMM,
COBADAEHHME KOTOPLIX CTAAD NOTREeHHOCTEID KaXAOMD YAEHA ASHHOW rpYNNGl.

Tperunr (obyuenmne). TPEHUHIOBLIA NPOLECE ONPEASNAETCA KaK CHETEMATHYE-
cKoe NpUoBpeETEHHE HABKIKOE, NPEBMA, NOHATHRA WAK TTHMTHOACE, KOTODBIE NPH-
BOAAT K YAYHLLEHMIO BLINOAHEHWR paboTel B pabovein obcraHoBke.

YuebHbie nocobua. \iobaa dopMa ayAMo- MAM BMAEOMAETEPHAADE, MCMNOAL3YE-
Melx B ydeBHbix uensx. B pocouickom obpaszoBadiK 310 cpeacTea obydeHus,
NpeAHasHAYEHHbIE AMA DACIUWPEHHMA, YTAYBAEHMA M AYULLIETD YCBOBHHMA 3HAHMHA,
NPEAYCMOTPEHHBIX YHEDHBIMM NPOTPAMMAMH M MIAOKEHHEIX B y4EOHMKaX.

Anaan3i noTpebHocTen obyuenua. MeTtoa, MCNOALIYEMBIR ANH ONPEAEAEHKA
TOrQ, YTO AKDAW ACAXHEl 3HATE, KaKKMe oByuanWKe NPOrPaEMMEl AAA 3TOMO NDPEA-
NOYTHUTEABHBI. PESyHbTBTCIM aHAAM3Aa ABARETCH OTYET O BhIABAEHHbIX uﬁpaanaa-
TeALHEIX NOTREDHOCTAX W ASHCTEMAX, HEODNOAMMEIX AAR COKPELWEHWA BaXHbLIX
npobesos g pabore,

Tpancdhep (potauma). MNepemelleHie paboTHUKE M3 OAHOW NO3MUMK, CMEHBI
HAM OTAENE B ARYTHE B MPEASAEX OPraHuaaumm,

TpaH3IWTHAA 3AHATOCTb. ANLTEPHATHEHEA GOPMa 38HATOCTM C BPEMEHHO of-
AETYEHHBIMK WAM MOAWDUUMPOBAHHBIMK 0BAZEHHOCTAMM AAR PAbOTHWKDB, KO-
TOpLIE OTCYTCTEOBAAM Ha palouem MecTe B peayasTate BOAE3HM MAM TRAEMbI W
KOTOPBIM MEAMLMHCKHE PaBOTHUKK NO3BOAMAKW BEPHYTLCA K cBoei pabore.

AHaAN3 TEHAEHLUMH, HeobxoaMMBIA NPOLECt NPOrHO3MPOBAHNA NPK YHOMIASK-
TOBEEHWKM OPTraHW3auMKH NEPCOHSADM HE OCHOBE 3HaMM3a NPOLUALIX CHTYALMA ©
FAHATOCTLIO, YTOObL! BbIABWTE TEHASHLUMM, KOTOPBIE, BOIMOXHO, ByAyT Npoaos-
HaTLCA.
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Trust. When trust is used in the organizational literature, two significantly
different definitions are usually found. The first defines trust between parties
to a transaction or exchange as an expression of confidence or predictability
in their expectations that they will not be harmed, or put at risk, by the actions
of the other party. In the second definition, the confidence of the parties rests
in the other's goodwill. Dealing with the concept of trust now appears to be
essential in efforts to define the nature of relationships among individuals and
between organizations.

Tuition assistance. Program which designed to provide financial assistance to
employees taking educational courses at an accredited college or university.

Turnover. Describes changes in the work force resulting from voluntary or
involuntary resignations. Distinguish between in-house staff turnover associ-
ated with the labor movement within the organization and external turnowver
among organizations, branches and sectors of the economy. Overturnover
causes significant economic losses, as well as creating the organizational,
human, technological, and psychological difficulties.

Turnover costs. Costs associated with a separation of employment, including
items such as unemployment compensation, COBRA benefits continuation
costs, the cost of conducting exit interviews, as well as costs associated with
replacing an employee, such as advertising, pre-employment testing, time and
materials for new hire orientation, training and lost productivity.

Turnover rate. Number of separations during a month, including both voluntary
and involuntary terminations (excluding layoffs). The turnover rate is calculated
by taking the number of separations during a month divided by the average
number of employees on the payroll multiplied by 100. According to experts,
is currently in practice have developed the following values of rate yield for
different types of staff and the local business: for managers of top management
turnover rate ranges from O to 2%, for mid-level managers the optimal value of
this indicator is 8-10%, for linear experts, this indicator should not exceed 20%,
for skilled production workers and sales staff, there is the value of the norm
strength in the range 20-30% of unskilled labor turnover rate may be much
higher - from 30 to 50 %.
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foeepwe. B opraHviauMoHHOR auTepatype oDbIMHO BCTpEYAKITCA ABA Cy-
LWECTBEHHO OTAMYEILLMXCA ONpesereHuR aosepuA. epBoe onpeasenser ao-
BEpUE MEXAY CTOPOHAMM CABAKM MAM OBMEHa Kak BeIpaXeHWe YBepeHHOCTH
MAK NPEACKE3YEMOCTH B OXMASHMAX, 4TO WM HE DYAYT BREAWTE, AW CTABKTL NOY
Yrpoay ASRCTEMAMKM APYTOR CTOpOHLL BOo BTOPOM ONPEAEAEHMM YEEDEHHOCTL
CTOPOH NOKOMTCH Ha A0Bpoi Bone Apyrux. ONepUpPOBaHKE NOHATHEM AOBEPUHA
NPEACTABARETCA BaMHEIM B NONLITKE ONPEAEAWTE NPUPOAY OTHOLEHWA MEKAY
AHIABMK W OPFEHM3aLUMAMK.

Onnaumsaemoe obyvenwe. MNporpamma, paspabotanHan ans obecneyenmn
HWHAHCOBOW NOMOLLM paboTHUKaM, 0OYUYSHIWMWMCH Ha KypCax MNOBbILLEHMA
KEAAMDHKALUMH B AKKPEAMTOBAHHOM KOAABLKE MAHW YHUBEPCHTETE,

TekyyecTe KAApoB. M3MeHEHHE KaApOBOrg COCTABA KOMNaHWW B pPE3yAbTaTE
AOBPOBOALHEIX WAM HEAOBDOBOALHBIX YBOABHEHWMI paBoTHWKOB. PasanuaT
BHYTPHOPIaHM3aUMOHHYID TEKYHECTh KAAPOE, CEBRIAHHYIO C TPYAOBLIMH Nepe-
MELUEHWAMM BHYTDM OPraHM3aUmMK, M BHELIHKIH TEKYUECTE KAADDE MEMAY OpD-
FEHU3AUMAMK, OTPACARMK W COEpamMu IHOHOMUMKK, M3AMWLHAR HE TEKYYECTh
BbI3LIBAET 3HAUUTEABHLIE IKOHOMMHUECKWE NOTEPH, 8 TAKKE CO3A3ET OpPraHKuaa-
UMOHHBIE, KEAPOBBIE, TEXHOAOTHYECKHE, NCHMXOADTHHECKHE TRYAHOGCTH,

3arpaTel NPH TEKYYECTH KAAPOE. 3a8TPaTEI NPY CMEHE paboTHUKEMK hopMEl
JAHATOCTH WAM YEOABHEHKMM, TAKME, KaK BeiNAaTa nocobMiA no Beapabotkue, Bol-
NASTE BbIXOAHOMD NocobWA, 3aTParel Ha NPOBEASHWME BXOAHOMD WHTEPBLIO, 3
TaKMe IATPaThI, CEAZEHHBIE C 3aMEeHOH CAYKALLErD (pazvelleHue obbABASHUI
O BAKAHCUAKX, TECTHPOBAHWE, BREMA W CPEACTBA HA apanTtaums, obyderHue, no-
TERA NPOHM3IB0OAMTEABHOCTH TRYAS).

YpoEeHE TEKYYECTH KappoB. M3MeHeH e UMCcha COTPYAHWKOE OpraHusaLUmm 3a
MECAL, BKARUEA A0BPOBOARHOE M HepAOBPOBONBHOE YEOALHEHWE (KpOME CAy-
Jaes npoctos). YpoBeHs TEKYYECTH KAADOE BbIYMCAAETCH NYTEM ASAESHWA HYMC-
A8 YBOABHHBIX M MAMEHMBLUMX GOPMY 33HATOCTH PABOTHUKOE HA OBLLEE YWCAD
paBoTHHKOE W ymHoxeHWA Ha 100. Mo ousHKaM CNEUMAaNMCTOR, B HACTOALLe:E
EpEMA Ha NPaKTHRE CADKHAHMCE CASAYHOLLME SHAYEHWMA HODMEl TEKYHECTH C '_f'-ié-
TOM PAZAMYHEIX KATEMOPHA NEPCOHANE W CNeUundHKK OM3HECA: AAR MEHBANEROE
BRICILETD IBEHA YNPIBASHWA HOPME TERYYECTH KDﬂEﬁ.ﬂETCH B Npeaesax o1 ﬂ AD
2%, AR YNPAaBASHUEE CPEeAHEND 3BEHA ONTHMAaNAbBHOE IHEYEHHWE AQHHOMD NoKa-
aatend coctasaget 8-10%, AnA AMHEeRHbIX CNeUMaAMCTOR AAHHBIA NOKa3aTess He
ADAMEH MPpeBbIWaTe 20%, AnA KBaAMOKMUMPOBaHHEIX NPOM3BOACTEEHHKIX pado-
HHX M TOProBoro NepcoHana 3Ha“eHHe HOPMEl TEKYHECTH KonebneTcA B npeae-
nax 20-30%, AR HEKBAAMDHUUMPOBaHHEIX PAOOTHUKOE HOPMA TEKYYECTH MOXET
BEITh M ropa3ao Bellie - o1 30 Ao BOYW.
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Type. Rank, a category of people united by common external or internal
features.

Type A/B. The Type A/B distinction has come to be viewed as a typology
which distinguishes individual susceptibility to stress and stress outcomes.
Research has suggested that individual differences can affect the way people
respond to adverse pressure and the Type A behavior pattern (TABF), is the
most researched stress related behavioral style. A classic representative of the
type «A», as a rule, impatient, always feeling pressed for time, is constantly in
tension, unrestrained in the manifestation of anger, conflict

U

Underwriter. Person or organization that ensures money will be available to
pay for losses that are insured. An insurance company can be considered an
underwriter.

Unemployment. Social scientists concluded that unemployment was
associated with: hopelessness regarding the future; low self-esteem; low self-
confidence; social isolation; anxiety; depression; and impaired physical health,
Unemployment, it was concluded, affected not only men but also women on
both social and financial grounds, exacerbated family problems. Contemporary
research has consistently shown that the unemployed have poorer mental
health than otherwise comparable employed people.

Unemployment insurance. Statutory benefit. Unemployment insurance is
designed to provide workers who have been laid off a weekly (monthly) income
during short periods of unemployment. The system is run and funded by state
and federal taxes paid by employers. In Russia, the payment of unemployment
insurance is governed by federal law «On employment in Russian Federations,
50 this is regular state social cash payment to persons recognized by the law
as unemployed,

Unemployment rate. The number of individuals unemployved as a percentage of
the labor force. According to the theory of M. Friedman, a natural unemployment
rate is specific to each economy in line with macroeconomic equilibrium in
which expected inflation is equal to its actual level.
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Tun. Paszpag, Kateropua AAel, 00beAMHEHHBIX O0LIHOCTEHD Kakux-AMb0o BHEL-
HUX MAM BHYTPEHHMX YepT.

Tun A/B. AaHHas THNoaorvA 0B03Hauaer MHAHBHAYEALHYIO BOCNDHHUMYHBOCT
K CTRECCY W ero pesyastaram. [MpeanosarasTes, YTo MHAMBMAYaENEHERIE pa3nud-
HKMA MOTMYT BAMATE HA CNOcoD, KOTOPBIM AKIAM OTBEMAKNT Ha HebharonpuATHOE
AaBnreHKMe. 0Bpasel NoOBEAEHMA TN «Ax ABAAETCA HaMBOAEE MCCABADBIHHLIM
NOBEAEHYECKUM CTHAEM NPH CTRpecce. KASCCHYECKMA NPEACTABUMTEAL THNE wAs,
KEK MPaBMAD, HETEPNEAWE, BEUHD OLLYUIAET HEXEATKY EREMEHM, NOCTOAHHD Ha-
XOAMTGH B HANPAKEHWW, HECABKAH B NPOABAEHWKM MHEBA, KOHDAWKTEH,

U

CrpaxoBwMK, NMUO MAM OPraHW3aumns, rapaHTHpyIoWLMe, YTo ByayT AOCTYMHLI
LEHBM AAA ONAGTEl 3aCTPAEX0BaHHBIX yﬁthhﬂB. CTPpaxoBy KOMNEHKI MOMHO
CYMTATE CTPAXOBLLIMKOM.

Bezpabotyua. McochrepoBarend NpHWAKM K BuiBopy, 4To BespaBotvua acco-
uHHpyeTcA ¢ Be3HaAeKHOCTEIO BYAYLWLETD, HH3KOA CaMOOUEHKOH, COUMaNbHOM
HA0AALUMEH, TPEBOXHOCTEHD, AENPECCHEN, HAapYLWeHWAMM NouxMKK, beapabo-
THUE 3aTRErMBAST HE TOABKD MYKHMH, HO H XeHLWH B COUMaAbHBIX W drHaH-
COBLIX Acnekrax, YCMAMEaA cemelHble npobaemsl, CpaBHUTEALHBIE WCCABAC-
BaHMA NokazaaM, 4to BezpabotHele obrapator Gosee cAaBOM NCHAMKOH, Yem
paboTarwwme,

CouHaabHOE cTpaxoBaHWe no GespaboTHue. YCTaHOBAEHHAR 3AKOHOM ALMOTA;
pazpaborada, ytobel obecnedynTs paboTHHMKAEM, KOTOpBIE DbiAM YEOAEHB!, EMXE-
HEABALHBIN (EXEMECAYHEIN) ACXOA BEO BPEMSA KOPOTHMX Neproaoe BeapaboTiubl.
CHCTEMOR YNPaBARKIT M & UHAHCHPYIOT 38 CUET MOCYASPCTEEHHBIX H deiepank-
HbIX HANOToB, ynaauxeaemelx pabotosatenamu, B Poccuu Beinaata nocobuA no
BespaboTiue peryavpyercs GepepasbHelM 3aKOHOM «0 38HATOCTH HACBAEHHA B
PoccHIACKOR Pesepaudie, NOITOMY 3T0 DEMYAAPHANA TOCYASPCTBEHHARA COUMaAL-
HaA AEHEXHAA BbINASTA AMUAM, NPUIHEHHBIM N0 3aKoHy BeapaboTHBIMMK.

YpoeeHt 6eapaborHubl. KosnuecTeo DeapaboTHbix, BEIPDAKEHHOE KAaK NPOUEHT
oT pabouel ciabl, CornacHo Teopuk M, @puamada ectecteeHHan Geapabotvua
CcneuMpryHa AMA KaxAOH IKOHOMKWKH B COOTBETCTEMH C MAKPO3IKOHOMMHHYECHKHM
pPABHOBECHEM, MPH KOTOPOM OMWAZEMBLIH YPOBEHL MHOAALWK PaBEH AEHCTEW-
TEABHOMY BE YPOBHID,
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Unfairly discrimination. Action or policy resulting in members of protected
groups becoming disadvantaged in relation to the employer’s selection, hiring,
promaotion, pay and training opportunities, when said person(s) are as equally
qualified and have the same potential to be successful.

Unification (of personnel documents). Process of developing common forms
of parsonnel documentation.

Unjustifiable dismissal. Act of terminating an employee's employment
agreement for a reason that the Employment relations authority or the Court
regards as unjustifiable.

Unlawful employment practice. Any policy or practice that has discriminatory
intent or effect and cannot be shown to be essential to the successful
performance of the job in guestion.

Unretirement. Practice of hiring retired former employees whose skills or
qualifications are in need.

Unsafe acts. Any action, such as horseplay, fighting, failing to abide by a safety
rule, etc., that results in accident or injury to another.

Unsafe conditions. Hazards, such as faulty equipment or tools, improper safety
procedures, failure to improperly guard equipment, etc., that result or have the
potential to result in an accident or injury to ancther.

Upward communication. Communication upward conveys important in-
formation regarding work and personnel-related problems, feedback, sugges-
tions for work and quality improvements, and subordinate attitudes. It also
enables subordinates to influence their task effectiveness, working conditions,
and career advancement. Evidence suggests that most organizations have
difficulty encouraging upward communication. Several factors increase the
likelihood of distortion or miscommunication. There is a general tendency
for communicators to exaggerate information favorable to themselves and to
minimize or not pass on unfavorable information. This is stronger if the superior
has influence over subordinate promotion or rewards, if the subordinate
does not trust the superior, if the subordinate knows the superior withholds
information, and if the subordinate has mobility aspirations.
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HezakoHHaA AMCKPUMHHAUMA. ASHCTEWE MAKM NOAMTHKE, NPUMBOAALLLAR K TOMY,
YTO YASHBI 3EWMILEEMBLIX TPYNN CTABATCH B HEBLIMOAHOE NOAQKEHWE OTHOCH-
TEALBHO BriBopa paboToAaTeAn NpW Haime Ha paboTy, NPOABMXEHWH, ONAGTE W
BOSMOKHOCTH y4EDDLI, TOTAS KaK YAEH, YNEHB! 3ALLHILAEMBIX TRV MMEKT TAKYIO
WE KEAAMOWKALMID M NOTEHUMEA, YTobb! ObITE YCNEWHBIRMK,

Yuudrkauma (Kaspoeoi AoKyMeHTauMK). Mpouece BeIpadoTHH AMHEIX GOpM
KAAPOBOH AOKYMEHTALMM,

He3akoHHO® YEOABHEHME, AKT NPEKpaLIEHMA TRYADBOND ADMOBODE CAYKELLETD
no NpUUKMHE, KOTOPYHD TPYAOBAA WHCNEKUMA MAM CyA PECUEHMBAHOT KaK HE3a-
KOHHYHD.

HesakoHHaa npakTHKa 3aHATOCTH. NoBan NoAMTHKA MAM NPaKTHMKa, KoTopas
MMEET AMCKDUMWHAUWOHHOE HaMepPeHWe MAKM IQQEerT, W HOTOPYHD HEAB3A NEpW-
3HATL CYLLECTBEHHON AAR YCNELLHOMD BEINOAHEHWA PACCMATPHBAEMOR paboTb.

OT3BIE M3 OTCTABKK. [TPEKTHEA HEHMA OTCTABHBIX OBIBWMK PABOTHUKOE, B HAa-
BbIKaX MAH KBSAMBHKALKMKW KOTOPBIX 8CTh HY#RAS.

OnacHble pAeHcTBMA. \HDBoe AERCTBME, TaKoe Kak rpyboe pazereueHWe, Apaka
HecobAASHWE NPaBUA BEZONACHOCTH M T.A., KOTOPOE NPHECANMT K HECHACTHOMY
CAYURHD HAM NOBPEXASHWID ADYIOND YenoBeEKa.

Onacuble ycaoeua Tpyaa. OnacHocTu, Takue Kak pedexTHoe obopypoBaHue
MAM MHCTRYMEHTLI, HECOBEPLUEHHAR TEXHMKE BE30NacHOCTH, 0TKa3 Heucnpas-
HOro OBDOPYADBEHWA M T.A., KOTOPLIE 3BKaHYMBAKITCA WAWM MOTYT 38KOHYMTHECH
HECYACTHBIM CAYYAEM MAK TPABMAaMKU ADYTHUX AFOABH.

Bocxopalwana KOMMYHHKAUHA. [Nepesaqa BakHOR HHDOPMaLUHMK OTHOCHTEABHD
NPOMIB0AMTEARHOCTH, NepcoHana, o0paTHOM CBAZM, BO3HATPaMASHMA M NPEA-
AOMEHWI N0 YCOBEPLIEHCTBOBAHWID Ha GONEE BLICOKMA YPOBEHDL YNPaBAEHWA,
Takana cHCTEMA NOZBOAAET NOAUMHEHHEIM B DOABLLEH CTENEHKW BAMATE HA Haue-
CTBO BLINOAHASMOR paboTel, YCADBWA TPYAA M NOCTPOEHHME Kapbepbl. OAHAKO
NPEKTHKE NOKA3LIBAET, UTO MHOTME OPraHM2aunKy CTAAKMBaHITCA C TRYAHOCTAMM
NOCTROEHMA BOCXOAALLER KOMMYHMEAUMKW. M ToMY eCTe NprYKMHB. KommyHK-
KaTOp CTAPESTCA NPMYKPACcHTE MEASTEABHYHD MHDODMELMID, 8 HEXEAGTEABHYID
¥TauTb. BoCxoAALLAR KOMMYHHKALKA IATOYVAHEHE, ECAM HAYaNBHWE BAMAET Ha
NOOUWPEHMA MAKM HArPaasl, ECcAlM NOAUMHEHHBIRM HE AOBERAET HAUAABHMKY, ECAM
NOAYHHEHHEBIA 3HAET, 4TO HAYAABHHE OTHA3LIBAET B HHBOPMALLMKM, M £CAW ¥ NOA-
UMHEHHOID 80T CTREMAEHME K MOBMABHOCTH.
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Upward mobility. Process of preparing minorities for promotion into higher-
level jobs, such as managerial positions.

\Y%

Validation. Special procedure for checking the wvalidity (fitness) of a test or
evaluation procedure, which usually involves the calculation of the correlation
between the results of a test (assessment) and external (objective) measure
of performance. The study of an employer's test or selection standards that
proves that they are significant predictors of successful job performance (those
whao score high turn out to be successful on a job and those who score low turm
out to be unsuccessful). The study requires a large sample of applicants and
must include representatives of groups such as minorities and women who
may be suffering adversely from such standards.

Validation in quality management systems. Confirmation through the
provision of objective evidence that the requirements Tor a particular use or
application have been met.

Validity. In the context of organizational research, validity is defined as the
appropriateness of the inferences drawn from an observation, test score(s), a
study, or a set of studies,

Value. Material or ideal object of vital importance for the individual, group,
social class, ethnicity.

Value-added work. Work thatl increases the value of a service or product to the
employer's customers.

Value orientations (in conflict). Moral, ideological, political and other
principles on which the subject evaluates the nature of conflict confrontation
and manifests his behavior in this situation. On the basis of value orientations
take place the isolation and differentiation of objects of the conflict according
to their importance, addressed the question of whether or not to participate at
all in conflict.

Value statement. The document outlining and representing the core priorities
in the organization’s culture.
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BocxoaAwana MobHABHOCTE. MNpOLUECC NOAMOTORKM MOADALIX CNELUMAAHCTOR A
NPOABMMEHWA Ha padoume MEecTa BbiCOKOID YPOBHA, TAKWE KaK DYHOBOAALLME
MO3MLIMK.

\Y%

Bannwauzauma,/Banmwpauma Tecta. Ocoban npoueaypa NpPOEERKM BAAMAHOCTH
(MPUIOAHOCTH) TECTa MAKM OLUEHOYHON NPOUSAYDLI, KOTOPaA, KaK NpaBuAD, Nos-
pasyMEBAET PACHET KOPPEAALMM MEXAY DeIYALTATAMM TECTA [OLEHKM) M BHELL-
HAM (OOBEKTHBHBIM) NoKaszatenen 3GQEKTHBEHOCTH ABATEABHOCTH; WCCABADBAE-
HWE NapamMeTpoE TeCTa AW KpUTEpKMEE 0TO0pa Ha NPeAMET ADKA3aTEALCTES MX
FHAYMMOCTH KaK NPeACKasaTesel yonelHooTH paboTsl paboTHKKa (Te paboTHK-
KM, KOTODLIE NOAYYAKOT BRICOKME Banikl, MMeloT yenex B pafiorte, a Te, KoTopeie
He A0BMPaT Basibl, OKasBIBAIOTCA HeycnewHsiMK), Moecrepopanmne Tpebyer
BonbWOH BEIBOPKK W ADAKHO BKAKIYETE NPEACTAEMTEASH Pa3HLIX rEYNN,

BanMpauMA B CHCTEMAaX MeHeAXMEeHTa KavecTBa. [10ATEEPKASHWE HA OCHO-
Be NnpeacTaBrneHHA OBBEKTMBHBIX CEBMABTEALCTE TOTO, YTO TDEﬁOBﬂHHH. npeaHa-
IHBYEHHBIE ANA KOHKPETHOMO MCMOALS0BAHHA MAM NPHMEHEHHWSA, ELINOAHEHSI,

BanmpHocTh. B KOHTEKCTE OpPraHW3auWOHHOTO WCCAEAOBAHWA BaAMAHOCTh
OnpejsenrdeTCA Kak YMECTHOCTE BeIBOADE, NOAYVHEHHBIX H3 HabAABHMA, TECTD-
BOW OUEHKM (DUEHOK), MCCABAOBAHKWA MAKM PAAS WCCAEBACBAHWIA,

UexHHoeTb. MateprantHelid HAM MAEAAEHBEIH OBBEKT, MMEHILUWH KH3IHEHHO BAX-
HOE 3HAaYeHWE AAH HHAWBHAR, FTPYNNBI, COUWAABHOTD CAQR, 3THOCE.

AONOAHUTEABHAA LeHHOCTL paboTel. Pabora, KOTopan YBeAMYMBAET LEHHOCTE
Dﬁﬂﬂ}'}KHEI-EIHHH HAKM NPOAYKETa AAR KAMEHTOB FIEIﬁCITDAEITEﬁ.ﬂ.

LleHHOCTHBIE opHEeHTAUMH (B KoHdAHKTe), MopaikHble, HABOAOTMYECKHE, NO-
AMTHUYECKHE W APYTHE NPHHUKMNGL, H8 OCHOBE KOTOPBIX CyBbekT NpoTHEoGopGTES
OUEHWEBAET XapaKTED KOHDAWKTA W CTPOKMT CBOE NOBEABHMWE B 3TOM CHMTyaumu. Ha
Baze UEHHOCTHBIX OPMEHTALMA NPOMCKOAAT BblUABHEHWE W AMDGEpeHLMaLmn
0OLEKTOR KOHDAMKTA MO WX 2HAYMMOCTH, PELIASTCA BOMPOC O TOM, CASAYET AM
BOODIE YIECTEOBETE B KOHPAHKTE,

KoAeKC LeHHOCTeH opraHW3auMMK (KOpnopaTHBHbIH KOABKC). AOKYMEHT, CO-
,G,EFI}I{EI.I.LHE 5] I'IFIE,\'J,ET-EIEI\J".HI-DLLI,HF'I OCHOBHBIE TNPHODWMTETLI D[.'IFEIHI-'IEEILI,HDHH{JH
KYABTYDbI.
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Values, individual. Something that individual is particularly valued in life, which
he gives a special, positive life meaning.

Variance forecasting. Measure that utilizes a demand and availability forecast
to determine whether an arganization has the ability to meet future manpower
needs,

Vertical conflicts. Conflicts of heads and subordinates, initially take place
under unequal conditions for competitors, because the heads have greater
resources and opportunities than subordinates.

Vertical disintegration. Used to describe organizations that over time shed
layer after layer of full-time permanent employees and replace them with
temporary workers until their workforce primarily consists of temporary em-
ployees.

Vertical integration. The production of an organization's products or services
generally involves several discreet stages. To the extent that one or more of
these stages provides supplies, subassemblies, or other inputs to other stages,
they are said to form a vertical production chain. The number of different stages
of production within which an organization directly operates determines that
organization's level of vertical integration.

Vertical management. Traditional organizational structure consisting of
primary functions (i.e., engineering, manufacturing, finance, etc.), with each
function having its own manager.

Vertical organization. Organizational structure consisting of many layers of

management or other positions of authority.

Vestibule training. The form of training conducted outside of the workplace to
acclimate newly hired employees with procedures and equipment or tools to
be used in their jobs.
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LleHHOCTH HHAHMEHAYAALHLIE, T0O, YT YENOBEK OCOBEHHO LUEHHT B MH3HK, YemMy
OH NPMAGET 0COOLIA, NOADKMTEALHBIR KUIHEHHBIA CMBICA.

BapwatHBHbIA nporHoa. Mameperue, KoTopoe Wenonbayet TpeboBanue 1 nme-
HLLMACA NPOrHO3, YTobsl ONPEASAHTE BOZMOXHOCTH OPraHU3aLUMK YADBAETEO-
PUTE ByayiuMe NoTREBHOCTM CBOMX COTPYAHWKOB.

BepTukanbHble KOHQPAHKTEL. KOHOAMKTEL pPYKOBOAMTEAEH C NOAYMHEHHBIMM,
HAHAYEALHD NPOTEREIDWME B HEPEBHDIX ANA CONEPHHKOB YOAOBWMAX, TaK KAk
PYKOBOAMTEAW 0BABASHOT DOABLLMMK PECYPCEMM M BO3MOXHOCTAMM, YEemM Noj-
HAHEHHBIE,

BeprukaabHBIR pacnaa. TepMuH, MENoAbIYEMBIR ANA ONMCAHWA COCTOAHMA Op-
r@aHW3auuK, B TRUEHWE NPOACAKMTEARHOID NEPUOAS BREMEHHW TEpRIDILER paboT-
HUKOB G NOAHOR 3aHATOCTBI HA BCEX YDOBHAX W 3aMEHAIOWER WX BPEMEHHbIMK
pPaBOTHUKAMMK, NOKE WTAT OPraHK3aUM He ByAST COCTOATE NPEMMYILECTREHHD
M3 BpEMEHHBX PADOTHHKOB.

BepTHKanbHaA MHTerpauMa. NpoW3BOACTED OPraHM3auMed NPOAYKTOE MAM
YCAYT, B 0OWeM, BKAKYAET HECKONBKD OTAEABHBIX CTasri. CTEneHs, B KOTOPOR
OAHA MAKM Boaee 3THY CTAAMA oBecneunBaeT NocTaeku, cHopKY MAM ApYrUMe ne-
pexoabl K HOBBIM CTAAMAM, HA3LIBAETCA GOPMHMPOBAHHEM BEPTHKEABHON NPO-
M3IBOACTEEHHOR Uenu. YpoBeHb BEpTMKAALHOM MHTEMDauMK B OPraHW3auuu
ONPEAENAET KOAHMECTBD PasHbIX CTAAWHA NPOW3BOACTEES, B NPEABAEX KOTOPLIX
HENDCPEACTBEHHO paboTaeT OpraHuaaums.

BeprukanbHoe ynpagareHHe. TPAAWMLUMOHHAR OPraHM3aUMoHHaRA CTPYKTYPE, Co-
CTOALLEA M3 OCHOBHLIX NOAPS3AEAEHMA (MHKEHEPHKIX, MPOMIB0ACTBEHHLIX, dK-
HAHCOBBLIX, M T.A4.), NPHYEM KEKAOE BOSMABARET COBCTBEHHBIA MEHEAKED.

BeprukaasHaA opraHusauma. CTpyKIYDa OpraHM3aunM, COCTOALLEA W3 MHOMMX
CAOEE YNPABASHWA MAW NOAULMIA BAACTH.

0byuenmne He pabovero mecta. Dopma obBydeHHA, NPOBOAMMOTD B LEARX AYY-
Wel apanTauMy HeAaBHO HaHATEIX paboTHMKOR, BHe pabouero mecta ¢ npu-
MEHEHWEM NpoUeAyp, 0BOPYAOBAHMA WAM MHCTPYMEHTOB, MCNOAL3YEMbIX Ha
A@HHOK paboTe.

287



Vicious cycles. These cycles (or circles) in organizations are circular chains of
activities that induce undesired trends. They are best understood in cybernetic
terms, where the basic distinction is between positive and negative feedbachk.
Vicious cycles evolve:1) when stability is the goal but change resulls (undesired
positive feedback: spiral); 2) when change is the goal but stability results
(undesired negative feedback or stasis).

Virtual HR. The use of technology to provide HR programs via an employee
self-service platform. Typically includes use of such items as voice response
systems.

Virtual mentoring. The form of mentoring whereby the mentor and mentored
communicate from a distance, utilizing either e-mail or other forms of electronic
conferencing.

Virtual office/workplace. The work site of employees such as sales reps or
other types of employees who work off company premises and communicate
with their respective workplaces via telephone or computer.

Vision statement. It is a description of what an organization wants to become
or hopes to accomplish in the future (typically in the next 5-10 years).

Vocational guidance. This set of interrelated economic, social, psychological
and educational activities aimed at creating a professional vocation, aptitude,
interests, availability and other factors affecting the choice of a profession or
to change occupation.

Voluntary leave/layoff. Leave without pay that is taken on a voluntary basis by
employees for specified duration. Often used as an alternative to layoff.

Voluntary reduction in hours. Allows employees to voluntarily reduce their
working hours as well as their pay for a specified duration. Also used as an
alternative to layoff.
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OwKUHOUHBIE UWHKABL 3TH UMKALL [MAKM KPYTHM) B ODTraHW3aUMAX ABAAKITCA Kpy-
FOBLIMH LENAMK ASHCTEMH, KOTOPLIE BhLI3LIBAKIT HEKEASTEALHBIE TEHASHLMM,
Ayulle BCEro OHW OCMBICAEHEI B KMBEpHETHUECKMX TEPMMHHAX, TAE OCHOBHOES
PAZAMUYME HAXOAMTCA MERAY NOIUTHEHOR W HEeraTMeBHon obpartHoW cBRIbI.
QwHBouHbIE LUMKALL pasBreaoTeA: 1) Koraa cTabuabHOCTE ABARETCH UEALKD, HO
MEHAIOTCH PE3YABTATEL (HEXEAATEABHAA NO3MTMBHAA 0BpaTHa® CBA3L - ChK-
pans); 2) KOraa UAMEHEHHE ECTh LEAL, HO B peayakTate — cTabuALHOCTL (Hewe-
AaTEALHAR HEraTMBHAA 0BPaTHaA CBAZL WAM 3acToR).

BupTtyancHOoE ynpaBAeHWE nepcoHanom. Monoab3osaHne MHGopMaUMOoHHBIX
TEXHOAOTHMI AAR peann3aumny HR-nporpamm nocpeacteom naarGopmel, oboay-
KHBEAEMOR paboTHWKoM. OBBIUHO BEKAKOYAST MCNOABIOBEAHME TOAOCOERIX ABTO-
OTBETUMKOE.

EupTyansHoe HAcTaBHMYecTBO. Cnocof AMCTEHUMOHHOM B3aWMMOAEHACTBMA
ME¥AY HACTABHWKOM M YHEHMKOM NOCPEACTEOM e-mail WAk ARYTHX GOopmM IneK-
TPOHHEIX KOHBEPEH LM,

BupTyanbHbid oduc/pabouee mecto. Mecto pabotel AAA PabBoTHUKOR, TAKWK
KaK TOProBeIe NPEACTABMTEAM W ADYTHX, KOTOPBIE paboTanT BHE KOMNAHWK, OCY-
LECTBAAA KOMMYHMKAUMIO C APYTHMK padouMmu MEeCcTamMM ¢ NOMOLULEHD TeAe-
POHA MAK KOMNBKITEDE.

BuaeHuwe opraHMiaumu. Onucardue 1oro, Kakon opraHu3auUmMa X04eT CTaTth HAM
YTO HaAeeTCA AOCTMIHYTE B Byaywem (0ObIUHO COCTABAAETCA Ha cAeayloUMe
5-10 aet.

MpojdeccHoHanbHAA OPHEHTALMA. JT0 KOMMABKE BIAWMMOCBAIAHHLIX IKOHO-
MUYECKMY, COLUMANBHEIX, NCHXOACTMUSCHMXY W NEAArorMUeckUs MepRonpUATHA,
HaNpPaBAEHHBIX Ha8 GOPMHPOBAHWE NPODECCHOHANBHOMD NPU3BAHWA, BbIABAES-
HHE CNOCOBHOCTER, HHTERECOE, NPHMIOAHOCTH W ARYIMX $aKTOPOE, BAWAILME Ha
BLIBOP NPODECCHM HAK Ha CMEHY POAS 3AHATHIH.

Omnyck 3a cEOM Cuér. A0OpOBOABHBIA HEONAAYMEIEMBLIA OTNYCK ONpELsE-
AEHHOW NPOADAKMTEABHOCTH. YaCTo MCNOABIYETCA KaK 3ALTEPHATMES BpEeMEH-
HOMY NPOCTO.

AobpoBonbHOE coKpawenue padboyero Epemern. [o3zBoARET PEOOTHHMKEM AD-

BPOBOALHD YMEHLILATE CEBOM Pabtoule Yackl C COOTBETCTEYHILMM YMEHELLEHK-
€M 3apnAaThl. TAKKE MCNOABIYETCA KaK AALTEPHATUBE BPEMEHHOMY NPOCTOIO.

289



Vroom's VIE theory (valence (V), instrumentality (1), expectancy (E)). This theory
(also known as expectancy theory) is a cognitive process model of maotivation.
The theory explains three components of rational behavioral choice (labor
costs - results; results - reward and valence (satisfaction with compensation))
and predicts behavior without making assumptions about the general types of
outcomes individuals seek. Because the theory assumes behavior results from
rational decisions, the primary use of the theory is in predicting or explaining
the behaviors individuals employ to attain valued outcomes.

W

Wage and salary administration. Procedures used for planning and
administering arganization-wide compensation programs Tor all levels of em-
ployees,

Wage curve. Depicts pay rates currently being paid for each job within a

pay grade in relation with the rankings awarded to each job during the job
evaluation process.

Wage differential. Differences in wage rates for similar jobs occurring either
due to the location of company, hours of work, working conditions, type of
product manufactured or other circumstances.

Wage drift. The gap between the collective agreement rate and the rate
actually paid. Evidence of geographical variations in wage levels.

Wage gap (usually between men and women). The difference in pay between
fermale employees and male employees who are performing the same or
comparable jobs.

Wellness program. Programs, such as on-site or subsidized fitness centers,
health screenings, smoking cessation, weight reduction/management, health
awareness and education, that target keeping employees healthy, thereby
lowering employer's costs associated with absenteeism, lost productivity and
increased health insurance claims.
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TeopuAa oxkuaaHui B. Bpyma (VIE: valence (V) - BaneHTHoOCTS, instrumentality
(1) = 3HAYHMOCTE (MHCTPYMEHTAARBHOCTE), eXxpectancy (E) - oxuaaHue). NaH-
HaA TEOPUA ABAAETCA NO3HABATEALHON NPOUSCCYAALHON MOABALHY MOTHESLMMK,
TeopuA 0OLACHAST TPH KOMINOHEHTE PALMOHAALHOMD NoBEASHYeCcKoro Bubopa
(3aTpaThl TRYAR — PE3YALTETHI, PEIYALTATE - BOIHAPaAMAEHHE WM BAASHTHOCTH
(YADBASTBOPEHHE 3THM BO3HATDAXAEHHMEM)) M NPEACKASBIBAET NOBEASHHE, HE
ABASA NpeanorokedHda 0B oblWMX TMNax pPe3yALTaTOE, KOTopbix AoBMEaKTCH
AOAH. TTOCKOALKY TEOPHA NPEANOAAraeT, 4TO NOBEAEHHWE BCTh PeayALTAT PaLUMO-
HaAbBHEIX pELIJIEHHI:I, OCHOBHOE }fﬂﬂTpEﬁJ\.ﬂHME TEQDWK — B NPeACKAZIaHHMHA MAH
OBLACHEHWK NOBEABHHA, KOTOPOE MCNOALIYIOT AKOAM, YTOOLI AOCTHUIHYTE 3HAYM-
MEIX PEIYALTETOR.

W

YnpaeneHwe 3apaboTHoR naaToM. [pousaypbl, MCNOABIYEMBIE AAA MASHWDO-
BaHKA W YNPABAEBHWA NPOrPaMMani BOZHAIPaXAEHHA AAA BGEH OPraHW3aumm
M BOBX YPOBHEN CAYKE LMY,

fpaduk onaatel Tpyaa. OnuceiBaeT cTaBkW 3apaboTHOW NAATE, BbINASYMK-
BAEMON B ABHHOE BPEMA 32 Kaxayo paboTy B Npeaesay paHra onaaTel B CBA3H
C PaHXMPOBAHWEN KaXADR paboTel B NpoUuecce e€ OUeHWBaHWA.

Anddepenunan omaatel Tpyaa. Pazavuna B cTaBkax 2apaboTHOW maaTel Ans
CHROAHBIX paﬁm. NPOHCXOARLLME MW3-33 MECTONOADKEHHA KOMNAHKWH, Hacos paﬁc-
Thl, YCAOBMA TPYAR, TMMNA NPOMIB0AMMON NPOAYKLWHK AW APYTHX OBCTOATEALCTE.

Apend onaatel Tpyaa. Paszpule mMexay CTABKOH KOAAEKTMBHOID AOTOEODE M
YpoBHEM DaKTHUeckol 3apnaatel. CABACTEBME BAMAHMA recrpadHUeckus noa-
COE Ha yPOBEHb ONAATEI.

Pazpeie B onaaTe Tpyaa (0ObIMHO MeEXAY MYMUHMHAMM H MeHWHHamMu), Paz-
AHHKWE B OnagTe Meray paﬁmmn Ka MH MYRCROMD W RXEHCKOro Nond, KOTOPbIE Bbl-
NOAHAKT OAHKM M TE X WAM CONocTaBuMele paboTel.

MporpaMmma coXxpaHeHHA 3A0POBLA. BKAUAET DECNONDKEHHBIE B OPraH13a-
UMM ADKEABHEIE AW GHHAHCHMPYEMEIE GUTHEC-UEHTPEI, AMATHOCTHKY 3A0D0BLA,
BOpLOY C KYPEHHEM, YMEHBILEHME WA YNPABAEHHE BECOM, 0CBEADMAEHHOCTE
O 3A0POBLE W COOTEBETCTEYHOLLEE GEIPESOBEIHHE, LleAbld ABAAETCA COXpAHEHWE
2A0poBLs paboTHMKOE, YTO BEAET K CHMMEHMID pacxpaoe paboToaaTend, CeA-
38HHLIX C OTCYTCTBMEM Ha paboTe W NOTEPAMH NPOM3BOAHTEALHOCTH TPYAS Pa-
BOTHMHOB, & TaKKe ¢ ONASTOR BO3MELLEHWR No MEAHLIWHCKOMY CTpEKGBEHI‘Ig‘jl



Willful misconduct. It is defined as any action, taken by an employee consciously
and willfully, that is deliberately malicious or violates a company policy.

Withdrawal organizational. This is a construct denoting various behaviors
employees engage in to remove themselves from their job or avoid their work.
Two behavioral families of organizational withdrawal have been empirically
identified. Work withdrawal includes behaviors employees engage in to avoid
their work tasks while retaining organizational membership. Job withdrawal
comprises behaviors employees engage in to remove themselves from their
job with a specific organization.

Work adjustment. The term sadjustments is used in a variety of ways to
connote employees' adaptation to jobs, typically following career entry, mobility,
job redesign, or other changes of employment experience. The concept of
adjustment is widely used in the stress literature, and in connection with so-
cialization processes. The studies have confirmed that low work adjustment is
a predictor of turnover and other career transition. The concept of adjustment
is often translated into Russian as a settlement and adjustment (e.g., the start-
and-adjustment work), but in this case it is the steady translation as well as the
phrase: occupational adjustment, i.e. professional adaptation,

Work groups. These are both formal and informal collectives of individuals
within organizations. Formal groups are those designated as work groups by
the organization and whose members usually have shared task objectives.
Informal groups are those not defined by the organization as functional units,
but which nevertheless have an impact upon organizational behavior.

Work instructions. Organizational and methodical instructions of defining rules
and procedure (algorithm) to perform certain functions of the job description.

Work involvement. This concept refers to the degree to which work is im-
portant in the psychological make-up of the individual. It refers to an orientation
toward work activities in general, rather than toward a particular organization.
Two dimensions of work involvement have been identified. First, it has been
described as the extent to which work plays a central role in a person's life.
Alternatively, involvement has been defined as the degree to which a person's
feelings of self-esteem are derived from his or her performance at work. How
these two dimensions are related is currently an unresolved issue.
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YMBILWAEHHOE HENPaBoMEpPHOE AEHCTEME. YMEILUAEHHOE HENpaBoMeEpHOE
AEHCTBHE ONPEABNAETCH Kak ADOoE ABHCTBUE, NPEANPHHATOE PAbOTHUKOM CO-
IHATEABHO W NPEAHEMEDEHHO, T.€. OHO ABAAETCA COIHATEALHD 3AOHAMEDEHHBIM
MAKM HEPYLLAHLLMM NOAMTHKY KOMNAHWK,

OpravuszaumoHHoe naberanwme. 310 NoHATHE 0O03HAYEET BMALI NOBEAEHWA DAa-
BOTHHKOR, CaMOYCTPAHAIWKWXCA oT padoTel MaAK uaberawwmx eé. Cywecteyet
ABA BMAS YHAOHEHWA. YWaoHeHWe oT pabotel ofo3Havaer cTpemacHue pabor-
HUKa W3bBeXaTb BLINOAHEHUS NOCTABAEHHLIX 3884 NPY COXPEHEHWU YAEHCTBA
B OPraHn3aumn. YBOAbHEHHE XapaKTepUayeT CTPEMAEHME paboTHUKA YATH M3
opraH3aurM.

ApantauMAa K paboTe. 310 NOHATHE ONUCHIBAET NPOUSCC NPMCNOCOBAEHMA
HOBEIX COTPYAHMKOE K YCACBMAM paboThl B KOMOAHMM, 00LIMHO 370 NOCTYNAES-
HHE, MOBMABHOCTE, MOARDHHM3AUMA PaboTel MAM ADYIHE WAMEHEMMA B ONblTe
3aHATocTH. Mpobrema apantaumu K pabore ocofeHHO NONyAApDHA B pamkax
M3YYEHWA CTRECCa B NMPOUSCCe couManuzauuiK. Mocaes0BaHWA Nokazanu, uto
HUZKMI YDOBEHE 8AaNTaLUMK Ha pabouyen MecTe BeAET K yEOALHEHH D, MoHATHE
adjustment YacTo NepeBoAMTCA HE PYCCHMIA ASLIK KaK YperyAMpoBaHWe, Hanai-
Ka (Hanpumep, the start-and-adjustment work - nycKo-HaraaouHEIE paboTel),
HO B ABHHOM CAYYAE 3T0 YCTOMUYMEDLIA NEPEBOA, TAK e, KAK W CAOBOCOMETAHMA
occupational adjustment, T.e. npogeccHoHansHas asanTauma.

PaGouwe rpynnbl. 370 $OPMaAbHBIE M HedOpManbHble OOLEAMHEHWA CO-
TPYAHHMKOB B OpraHusauud. QopmasbHble rpynnel 06pasoBadHbl HENOCDEA-
CTEEHHO OPraHUu3auMen AAA pPelleHWA ONpeAsféHHbIX 3aaa4. HedopmarsHble
rOYNNEl HE ABARIOTCA NOADA3ABAEHMAMM OPraHM3audK, OAHEKD OKaIbiBaT
BAWAHHME Ha NOBEAEHWE B OpraHHIauMM,

PaGoune MHCTPYKUMH, MWHCTPYKUMK OpraHW3auMoHHO-METOAMYECKOMD  Xa-
pakTepa, onpeAerfiolWMe DEMMAaMEHT H NOPAADK [8ATORKMTM) BLINOAHEHWA ONpe-
AENEHHEIX ADAKHOCTHOR HHCTRYKUMEH dyHKLMIM,

BoeneyéHHocTs B paboty. (3HauaeT NCHMXOAOMMUECKYHD) 3HaYMMOCTE paboTsl
ANA HEADBEKA, OPHEHTALMIO AMMHOCTH, CKOPEe, Ha paBoMyld akTMBHOCTE, HEm
Ha ONPEeASAEHHYID OPraHMIaUMKD. Bhink MABHTHOMUMPOBaHE! AB2 MIMEDEHMA
FHauMMocTH pabotel. Bo-nepBeix, 310 CTENeHbL, B KOTOpOR pabora urpaer ueH-
TPaABHYH POAL B #H3HKW YeroBeka, Bo-BTOPLIX, 310 CTEMNEHL, B KOTOROH YyBCTES
COBCTBEHHOMN AGCTOMHCTBA YeN0BEKa CBR3aHbl ¢ ero patotoi. CBA3bL 3TUX ABYX
M3MEPEHWI B HECTORALLEE BDEMA ABAAETCA eLUE HEDPELWEHHON npobiemoi.
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Work sampling. The measurement of how employees spend their time and
the number of work units being produced by employees over a specific period
of time. This is accomplished by randomly observing employees while they are
performing their jobs and then using mathematical formulas to determine the
sample size.

Workers' compensation. State laws enacted to provide workers with protection
and income replacement benefits due to an illness or injury suffered on the
job. Employers must carry appropriate workers' compensation insurance,
as required by state law, or have a sufficient source of funding for claims
incurred.

Workforce planning. The assessment of current workforce content and
composition issues used to determine what actions must be taken to respond
to future needs.

Workplace organization. Set of measures to equip the workplace tools and
objects of labor, and their placement in a particular order.

Workplace flexibility (flextime). Defines workplaces who provide employees
with flexibility in matters such as scheduling of hours worked, a standard
number of core hours within a specified period of time, as well as providing the
ability to address unanticipated family and personal needs as they arise.

Workplace violence. Assaults and other violent acts or threats that occur in or
are related to the workplace and entail a substantial risk of physical or emaotional
harm to individuals or damage to company resources or capabilities.

Written warning. Written documentation given to an employee describing
specific disciplinary infractions, such as inappropriate conduct, poor perfor-
mance or violation of work rules/policies. Such documentation normally in-
cludes information regarding past infractions and what action will be taken if
employee fails to improve.

Wrongful discharge. Unjust or unfair termination of an employee based on
breach of a written or oral implied contract or a violation of public policy.
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BwmbopouHana ouenka pabortel. MamepeHue Toro, kak paboTHUKM NPOBOAAT
cBOE BpemMA. W KOAMYHECTED eAMHKML pEﬁDTbI, NPOMIBOAMMBLIX CAYVXALLWMMK 34
onpeAer8HHBIA NEPHOA BPEMEHK. 3TO BLINOAHAETCA NYTEM HAOAMOAEHHA 38 CAY-
HalHO BelBpaHHEIMKM pAaBOTHMKaMMK, KOTAS OHKW BEINOAHAKT CEOM 0BA3aHHOCTH,
H NOCASAYIDWKM HMCNOABIOBAHHEM MaTEMaTHYECKMK d)ﬂpl'u'l}’.f‘l., YyToBbl onpeae-
AT BEAMYMHY BblBOPKM.

Komnexcauua paboTHHKaM. 3akoHkl rOCYAADCTES NPEANMCHIBAIDT NPEADCTAE-
AATE PaBOTHMKAM 3aLUMTY M 3aMELLaILLME AbMOTsl M3-38 BOABZHH MAK TREBMbI,
noAy4eHHOR Ha pabote. PRBOTOASTEAKW AOAMHEI BECTH KOMMNEHCALMOHHOE CTRa-
XDBAHWE COOTEETCTEYIOWMY paboTHMKOB, Kak TpebyeT rocyAapCTEeHHLIA 38K0H,
MAKM MMETE AOCTATOUHBEIR MCTOUHWK GHHEHCHMPOBAHKMA AAA YADBACTBOPEHKMA TpEe-
BOBEHHWI OT NOTERPNEELIKX.

NMaaHupoeaHue paboyen cuael. OueHKa TeryLWEero obbEmMa W cocTaea pabouei
CHABI C LIEALH) ONPEABAHTE, KAKME ASHCTEBWA ADAKHE! BbiTh NPEANDMHATLI, UTOGKI
OTPEArMpoBate Ha ByaywMe NoTpeBHOCTH OPraHM3aLMK.

Opranuzauma pabouero mecta. COBOHYNHOCTE MERONPUATHA NO OCHELLEHWKD
pE.EI'DHEI'D MECTd CPeACTEAMHA KM NpesMETaMH TDYAD M MX DAZMELWEHKWID B Onpe-
ASANEHHOM NOPAAKE.

M6kui rpadmk. OBosHauvaet paboune Mecta, kKoTopele obecnednsaroT pabot-
HHKOB MMOKKMM NOAXOADM K TAKWM BONPOCAM, Kak pacnHcaHve padodux Yacos,
NpM WX CTRHASPTHOM KOAMUECTBE B NPEASAAX YCTAHOBASHHOID NEPHOAR BRemMe-
HW, TAK Xe, Kak 1 obecneyeHue B03MOMHOCTH OBPATUTLCA K HENDEABKAEHHLIM
CEMERHBIM H AMYHBIM HYHXASM NO MEPE WX BOSHHKHOBEHHA,

Hacuame Ha pabouem mecte. HanapeHus W apyrie rpyboie ASHCTBMA MAKM yrpo-
3bl, KOTOPBIE NPOMCXDAAT AW CBAZEHLI ¢ paboqmim MECTOM M BAKYT 3a coboil
CYLUECTBEHHEIN PUCK HAHECEHHA GM3UYECKOrD MAM 3MOLMOHEALHOIO BPEAR AHD-
AAM, ylWwepba pecypcam MAM BO3MOXHOCTAM KOMNaHHH.

NucbmeHHoe npeaynpexaeHne, MUCLMEHHAA ADKYMEHTAUMA, BbIAGHHAA pa-
E'IDTHHK}’ W ONKUCbIEAKIWERA DI'IFIEAEﬂéHHhIE AHCUMNAWHADHBIE HADYLWEHHWA, TAKHE
KaKk Henopobalollee NoBeAEHHE, HEYADBAETBOPHTEABHERA paboTa AW HapyLue-
HWE NPABMA/NOAMTHKK paboTel. TaKan ADKYMEHTAUMA 0BLIYHO BKAKOYEET MHOOD-
MauMk OTHOCHTEABHOD NDOLWALIX HEp}FLIJEHHI:I WO TOM, KaKHME MEDBI ﬁ}l',ﬁ,}lT npea-
NPHMHATBI, €AW PabOTHUK BYAET HE B COCTOAHWUM MCNPaBUTLEA.

HenpaBomepHoe yBoAbHeHWe. HECNPABEANMBOE MAM HEUBCTHOE YBOALBHEHWE
F]Eﬁ'DTHHHa. QCHOBaHHOS Ha HapPyLWEeHHH NHUCEMEHRHOND MAKM YCTHOID KOHTRaKTa
MAK HEDYLWEHWK 0B LLECTBEHHON NOAMTHKM.



AAPABUTHBIN VKA3ATEAD

A

AbBcentensm. Absenteeism.

ABconoTHble oueHkKn. Absolute ratings.

AstoHomMmKA. Autonomy.

AsToHoMHBIE pabovne rpynnel. Autonomous work groups.
ABTOpUTAPHAA AMUYHOCTB. Authoritarian personality.
ABTOPMTARHLIM CTHAL pYKOBOACTEA. Authoritarian leadership style,
AsTOpoTaumA kaspos. Autorotation training.

Aaantaumna K pabote. Work adjustment.

Apantaumns (npouaBoacTBeHHan). Adaptation.
AjantueHoe noeeaeHue. Adaptive behavior.
ApanTMeHoCTh. Adaptability.

AAMMHHCTRATHEHLIE MeToALI. Administrative methods.
AAMMHHCTRPETHBHBIF Koy4KHr. Executive coaching,
AjpecHble BO3HArpamaeHnA. Spot rewards.
Arkpeputauma. Accreditation.

AkTuBHOE 0ByueHue, Active learning.

AKTUBHOE caylwaHue. Active listening.

AKTUBBI 3HaHKWA. Knowledge assets.

AnETEpPHATUEHAA oUeHKa. Alternative assessment.
AABTEPHATHEHBIA NepcoHan. Alternative staff.
AnsTepHatMeHoe pabodvee mecto, Alternative worksite,
AncTEpHATUBHOE paHxuposaHue. Alternation ranking.
ANETERPHATHEHOE YREeryAMpoeaHKe cnopoe. Alternative dispute resolution.
AHaNK3 pEATEABHOCTH NepcoHana. Staff analysis.

AHanuz 3aaaHuA. Task analysis,

AHanM3 KOHKPEeTHbIX CHTyauli. Case studies.

AHanua notpefiHocTel. Needs analysis.

Anannz notpebHocTel obydeHus. Training needs analysis.
Ananws pabotel. Job analysis.

AHanmna TeHaeHUMA. Trend analysis.

AHOHMMHARA pekaama. Blind ad.

AHTH-pMCKpUMKHHaUKMA. Nondiscrimination.

ApbButpax. Arbitration.

Aperpa pabotHukoB. Employee leasing.

ApeHaa Wrata. Staff leasing.
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ApxeTinbl pykoBoaMTeAeH. Archetypes of chiefs.

AcnekTkl ynpaeseHUA nepcoHasom, Aspects of personnel management.

AcceccMmeHT-ueHTR. Assessment Centre,

Artecraumn / ceptndukauma kaapoe. Personnel certification.
AtTuTioa. Attitude.

Ayamut kavectea, Quality audit,

AyaMT oTEETCTEEHHOCTH. Employment practices liability audit.
AyaAMT nepcoHana. Human resource auditing.

AyTcopemnr, Outsourcing.

Abpunnaumn. Affiliation.

b

Baza aanHeix o npetenaedTe. Applicant tracking,

Basa paHHBIX cOTpYAHMKOE. Human resource information system.

BaHk BakaHckid. Job bank.

BaHKk oTcTaBHMKOE. Retiree skill bank.

Beapabotiua. Unemployment.

Bernumaprkunr. Benchmarking.

BuzHec-naad. Business plan.

Evorpadguueckne ceepeHua. Biodata,

Bpenamur. Branding.

Broaxet. Budget.

Blopo (areHTcTBO) NO TpyAOYcTporcTBy. Employment agency.
Btopokpatua. Bureaucracy.

Baavaauma. Validation.

Banmamaauma,/Banmpauma tecta, Validation.
BaananocTs. Validity.

BapuwatieHell nporHoz. Variance forecasting,
Baxtoebld meTog. Shift method.

Bekropkl pasentya Kapeepsl. Career vectors.
BeptukanbHaa uHTerpauma. Vertical integration.
BeprvkanbHas opranusauma. Vertical organization.
BeprukanbHoe ynpaenenme. Vertical management.
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BeprvkanbHble KoHdAMKTEL Vertical conflicts,

BeprukankHeld pacnaa. Vertical disintegration.
Beporepnumoctes. Religious accommodation.

Bec dakropa. Factor weight.

BzaumHoe perynvposadue. Mutual adjustment.
BaaumootHowenws, Relationships,

Bzpocablit ywawmica. Adult learner.

BuaeHue opraHusaumu. Vision statement.

Buptyasbroe HactaeHuyecteo. Virtual mentoring.
BupryasbHoe ynpasaeHue nepcoHanom. Virtual HR.
BuptyansHell oduc/ pabouee mecto. Virtual office / workplace.,
Bractb. Power.

Brnanue. Influence.

Banvanue rpynnel medswuHcTBa. Minarity group influence.
BHewHee / BHyTpeHHEE BO3HArpaxaeHMe. Extrinsic/intrinsic reward.
BHewHHA BeHumapkmHr. External benchmarking.

BHewHuiH daktop moTHeaumMy. Extrinsic motivator,

BHyTpeHHee paBeHcTBO. Internal equity.

BHyTpernHui ayamt. Internal audit.

BryTpenHui otbop. Internal recruitment.

BHyTpeHHAR MoBUALHOCTL. Internal mobility.

BryTpurpynnoeoie npotieopedua. Intragroup contradictions.
BHyweHue, Suggestion.

BoeneuénHooTe B paboty. Work involvement.

BoposcTeo pabotHukos. Employee theft,

Bocxoanwan kommyHMkauma. Upward communication.
Bocxoaswan mobuasHocTe. Upward mobility.

BpewmenHan HeTpyaocnocobHocTe. Temporary disability.
BpemeHHoe orpadHyYMTensHOE pacnopaxedHde. Temporary restraining
order,

BpemeHHbIi coTpyaHuK. Temporary employee.

Bpewmsa no seizoey, On-call time,

Bceobulee ynpasreHwe kadecTBom. Total quality management.
BuibopouHas oueHka pabotsl. Work sampling.

Brirogop. Reprimand.

BuiesaHoW cemuHap anma pykosogkTeaeil, Executive retreat,
BoixopHoe nocobue. Severance pay.
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lapantua wavectea, Quality assurance.

fenaep. Gender.

lfeHaepHoe npoaenreHke. Gender expression.

leHepancHBIR pupekTop. CEQ. The chief executive officer.
leorpaguueckui anpdeperuman. Geographical differential,
Mibkan opraHnzaumns Tpyaa. Flexible work arrangements.

Mibkue HaeblkK. Soft skills.

MBKKuI rpadmk. Workplace flexibility (flextime).

lbkoe KomnaekToBaHue nepcoHanom. Flexible staffing.

Mbkoe naaHuposadue. Flexible scheduling.

MbrocTs. Flexibility.

MobantHan komneHcauma, Global compensation.

lfopuaoHTanLHAasA wHTerpaumna. Horizontal integration.
lopuaoHTasLHan opraduMsauuna. Horizontal organization.
lopHaoHTaAbHbIE KOHDAKMKTEL. Horizontal conflicts.

lopauue ctonkl. Hot-desks,

lfocypapcTBEHHARA akkpeauTauus BeiclWwero yyebHoro 3asepeHun. State
accreditation of high school.

focyaapcTBEHHBIE YUpEXAeHWA (areHTeTea). Government agencies.
MpaAaHCKO-NPaROROR AOTOBOR, MMERILME CXOACTRO C TRYAOBEIMK AOTOBO-
pamu. Civil contract, resembling employment contracts.

lpaHuubl opraduaauqun. Organizational boundaries.

lpadik onaatel Tpyaa. Wage curve.

lpynnoean puHamuka. Group dynamics.

lpynnosan nosaspu3auma [/ caBur K pucky. Group polarization / risky shift.
Mpynnosas cnaoYEHHOCTL. Group cohesiveness.

Mpynnosoe wHTEpBLID. Group interview.

lpynnosoe mueHne, Group opinion,

lpynnosoe npuHATHE peweHud. Collective decision-making.
lpynnosoe paszeutie. Group development.

Mpynnoesie HOPMEL. Group norms.

Mpynnoesie poad (no M, Beabuny). Group roles (by M. Belbin).
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A

[Mata saeeplueHuAa pabotel. Termination date.

ABuxeHue kaapos. Personnel movement.

ABOHHbIE KapbepHble AeCTHULLI / NyTU. Dual career ladders/tracks.
AercTBWA, NOCPEACTBOM KOTOPLIX peannsyerca Baacte. Actions through
which power is realized.

Aenervpoeadue noaHomouunid. Delegation of authority.

Aenoean wrpa. Business game.

Menosan oueHka nepcorana. Business appraisal of personnel.
Aemorpagua. Demography.

Aemorpada opraduzaumu. Organizational demography.
Aenaptmentanusaumn. Departmentation.

AecTpykTUBHan Kputuka. Destructive criticism.

feuenTpanuzauma. Decentralization.

AEATEABHOCTL. Activities.

AwarHocTuka nepcoHana, Diagnostics of staff.

Aunarpamma MNaperto. Pareto chart.

Amarpammel 3ameweqsnn. Replacement charts,

MAunanasoH 3apnaatel. Salary range.

AuckpummrHauma. Discrimination.

AMCKPUMKMHELUMA Ha OCHOBE reHeTukd. Genetic-based discrimination.
AMcKpuMKHaLUMA Ha pabouem mecte. Discrimination on a workplace.
AucTradHuroHHan pabora. Telecommuting.

AuncradHumoHHoe obyyenne. Distance learning.

DAMCTAHUMA NO OTHOWEHMID K BAacTH. Power distance.

MAureTpubyTHeHble neperosopel. Distributive bargaining.

AucuMnanHapHan npousaypa. Disciplinary procedure,

MArcuMnaMHapHble mepbl. Disciplinary action.

AuddeperHuman onnatel Tpyaa. Wage differential.

Mnddeperumuposanue. Differentiation.

AobpoBoasHAaA 3anAToCcTh, Employment-at-will,

NobBpoBoOABHOE NOHMXEHWE B ponKHOCTH. Downshifting.

AobpoeoasHOE cokpalwenue pabouero Bpemenu. Voluntary reduction in
hours.

Aosepue, Trust,

MoroBop ynpaBAeHWA opraH13auMei Tpyaa (KOAMEKTMBHbIA porosop). Labor-
management contract (collective agreement).

MorymeHTauMoHHoe obecnedeHWe CHCTEMbl YNPaBAEHMA NEpPCoOHANOM.
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Documentary support of personnel management system.
MorymenTtsl conckatens. Applicant files.

Monesan pabora. Job sharing.

AoneBoi y4acTHUK. 3aMHTEpecoBaHHan ctopoHa. Stakeholder.
AorKHOCTHAA WHCTPYKUMA. Job description.

LoraKHOCTHAA No3uukA. Job position,

AonNUHFKOHTPOAL. Drug testing.

Monaata 3a puck. Hazard pay.

MonoaHuTeasHanA aerota. Fringe benefit.

MonNoAHKMTEABHARA LEHHOCTE paboTel. Value-added work.
foxoa of MHEeCTMUMIA. Return on investment.

MovepHan komnaHua (bduaran). Subsidiary.

Apeld onpatel Tpyaa. Wage drift.

Apecc-kop. Dress code.

Apyweckan cemelHan noamtHra. Family-friendly.

E

EarMHOAMYHOE BhapeHWe. Sole proprietorship.

K

Kanoba. Grievance,
MM3HEHHBIH UMKA opradmaaumu. Life cycle of organization.
JM3HEHHBIA UMKA NepcoHaaa. Life cycle of staff.

3abactoeka. Strike.

3aBMcumocTb o1 pecypcos. Resource dependence.
3akoH o GadkpoTtoTee, Bankruptoy.

3aKoH 0 BpemMeHHOM orpaH1YeHuK. Statute of limitation.
3aKoHHOCTE (AerMTMMHOCTE). Legitimacy.

3aKkoHHbIe AbroThl. Statutory benefits.

3amenuTenn anpepctea. Substitutes for leadership.

3amopaxueaHue Halima HoBbix paboTHukoe. Freezing of new employees’ hiring.
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3aHATOCTE Ha onpeaenéHHbIR cpoK. Fixed term employment.
3atpatel Npy TEKYYECTH KaApoEB. Turnover costs.

3awmra paHHbIx TecTa. Test security.

3Hanue peayastatos. Knowledge of results.

H

MruHopuposanue. Ignoring.

Maentudukaums. Identification.

Masonorusa. ldeology.

HMepapxus. Hierarchy.

Mepapxua notpebHoctei. Hierarchy of needs.

Mabbitok pabodei cuabl. Redundancy.

MabrimouHele pecypekl. Excess resources,

MameHeHue nepcoHana. Change in personnel.

MamepeHus yKOMNASKTOEAHHOCTH NepcoHana. Staffing metrics.
Mzomopduam. Isomorphism.

Mayuenue pokymedTos. Analysis of documents.
MMHAK-KOHCYAETUPOBaHWE, Image consulting.

Mueanama. Disabled (handicapped) individual.

MHBanmaHocTe. Disability.

MHaeKe cToMmocTi 3adnTocTi. Employment cost index.
MHaKMBHAYaALHBIA TRYAOBOH Aoroeop. Individual employment agreement.
MHAYKUMOHHaRA Nporpamma (nporpamma agantaumu). Induction program.
MHxeHepHas ncuxonorma. Industrial psychology.

MuHoBaumaA. Innovation.

MHnatpuanTal. Inpatriate.

MHcopourHr. Insourcing.

MHCcTUTYUMOHaAEHEIE TEopKUK. Institutional theories.
MHCTpyMeHTanbHBIE KoMNeTeHuMK. Instrumental competences.
Murerpauwma. Integration.

HMHTerpaums B opraHuaaumio. Joining-up process.

MHTerpaums aHaHuwin. Knowledge integration.

MHTeanekTyanbHan cobcteenHocTe. Intellectual property.
Mutepakumornan, Interactionism.

MHTEPBLIO Ha BhIXOAS. Exit interview.

MHTEDBLIO ¢ AaHAAM30M NOBEAEHMA YenoBeka. Behavioral-based interview,
MHTEpEechl y4acTHWKOB KoHgnMKTa. Interests of conflict participants.
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MHdopmauroHHan TexHoaorua. Information technology.
Mudopmauua o nepcoHane. Information about staff.
HMcneimateasHbli cpok. Probationary arrangements.
HMeceneposadue ougHeW, Evaluation research.
Mcoaeposanue uenecoobpaszHocTi. Feasibility study.

K

Kaaposan noavtika. Personnel policy.
Kappoean cayxba. Personnel service.
Kapposoe obecneyeHwe CUCTEMbI YNPABAGHWA nepcoHasom. Staffing
personnel management system.
Kaaposoe naaHupoeanue. Human resource planning.
KappoBsld KoHcanTMHN. Human resource consulting.
Kapposwli peseps. Human resource reserve.
KaparensHoe yeonsHeHKe. Retaliatory discharge.
Kapbepa. Career.
KapeepHan aectHuua. Career ladder.
KapbepHana noasuxHoCTe. Career mobility.
KapeepHulii nyte. Career path.
KapbepHblid pocT (paszeuTHe kapeepsl). Career development.,
Kapeeporpamma. Careergram.
KauecTBo TPYAOBOW ¥M3HK. Quality of working life.
KenedHocTe B KappoBoi pabote, Exclusionary in personnel working.
Kaaccugukauma pabotel. Job classification.
Kaaccuueckan Teopun ynpaeaenun. Classical theory of management.
Kneeeta. Defamation (slander).
KaloHeBble MHAMKATOPRLI (Nokaszatesd) addektHBHoCTH. Key performance
indicators,
KatoueBble komneteHuuu. Core competences.
Kawoueswle obaactu, Key result areas.
KOrHMTHBEHBIR accoHraHe. Cognitive dissonance.
Kopeke UeHHOCTEH opradHd3audd  (KopnopaTvBdHbel - Koaewc).  Value
statement.
Koabl pabort. Job codes.
KoanuecTeO coTpyAHWKOB. Head count.
KomernanbHan oueHka. Peer appraisal.
Konnekte. Collective.
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KomaHaa. Team.

KomaHaa seicwero kavectaa. Team of high quality.
Komanaoobpasoeanue. Team building.

KomaHAbI TON-MEHEAXMEHNTE (yNpaBreHYeckne komanael ), Top management
teams.

Kommepuyeckan tanda, Trade secret.

KomneHcaumy Ana pykosoaMTerei. Executive compensation.
KomneHcauus. Compensation.

Komnerncauma pabotHukam, Workers' compensation.

KomneteHnTHocTe. Competence.

KomneTteHunn. Competences.

KOMMNOHEHTLI AMHAMMUYECKMX (NCHXOAOMHYECKKX) NPOLECCOB B MaAblx rpyn-
nax. Components of dynamic {psychological) processes in small groups.
KomnbloTepHoe moaeaupoBaHue. Computer modeling.
KoHrpysHTHOCTE. Congruence.

KoHkypcHbid otBop. Contest selection.

KoHceHcyc. Consensus.

KoHcTpykTUBHan Kputuka. Constructive criticism.

KoHcyaLTaHT no ynpaeneHua. Management consultant.

KoHcyaeTauma no kapeepe. Career counseling.

KoHcyasTipoeaHne. Consultancy.

KoHTpoab kavectea. Quality control.

Koudnmkr. Conflict.

KoHdarrTHoe noeeaeHne, Conflict behavior,

KoHdankTHele aercteun. Conflicting actions.

KoHdopmHocTs, Conformity.

Kondpontauma. Confrontation.

KopnopatieHan kyasTypa. Corporate culture,

KoppekuroHHas pekomenpauma. Remedial counseling,

Koppekuma. Remediation.

KoppeasunoHHble uccaepoBaHus. Correlation studies.

Koceenxan Beinaata. Indirect compensation,

KoceenHas pabota. Indirect labor.

KoceeHHele zatpartel. Indirect costs.

KoceeHHble orpaHndenunn TpyaocnocobHocti. Hidden disabilities.
Kay4rHr, Coaching.

KoadduumeHT uHteaekTa. Intelligence quotient (1Q).

Kosdduumenrt tpysoeoro yuactva. Coefficient of individual contribution.
Kpaka AMYHBIX AaHHBIX. [dentity theft.
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KpeatueHocTb. Creativity.

KpuTepHy  COUMaALHO-NCHXOAOrMYECHKOR apantaumu. Criteria for socio-
psychological adaptation.

Kpywok kavecrea. Quality circle,

KyayapHeld noabop kaapoe. Backstage personnel selection.
KyaeTyponorvieckne teopuu. Cultural theories,

A

wfiepokons, lcebreaker.

Mmpep. Leader.

MupepcTeo cutyaumonHee. Leadership, situational.
MNMHeHBle paboTHUKKM / LITATHBIE COTPYAHKMKK. Line / staff.
MwcT TpyaocnocobHocTu. Fitness for duty.

Nowyc KoHTpoas. Locus of contral.

MNoAnEHOCTE coTRyaAHKMKOR. Employee loyalty.

Myywmue metoabl. Best practices.

Makuasennman, Machiavellianism.
Maaaa rpynna. Small group.
ManunyaMposaHue. Manipulation.
Maccorasa npoaykuMAa. Mass production.
Mactepcreo. Mastership.
MatepuansHoe Bo3HarpaxaeHue, Tangible rewards.
MatpryHan opraHkaauna. Matrix organization.
Meamana. Median.
MeaumaHa zapabotHoi naatel. Median wage.
MepmurHekan 3axkcneprtuaa / obenepoeadme, Medical examinations / testing.
Mexrpynnoesle oTHoweHua. Intergroup relations.
MexayHapoaHoe ynpaeaeHue. International management.
MexayHapoaHoe ynpaereHWe nepcoHason. International human resource
management.
MexKyAbTYPHBIA Npouecc. Intercultural process.
MexauuHocTHoe obwenue. Interpersonal communications.
Me#AMYHOCTHLIE KOMMYHUKETHBHbIE HaBblkK. Interpersonal skills.
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Me#AMYHOCTHBIE KOMNETEHUMHK. INnterpersonal competences.
MeHeaxep no nepcodany. Human resource manager.

Mentopcteo. Mentoring,

Metadopa. Metaphor.

MeTtoa aekomnoznuun. Decomposition method.

Metoa Aeadu, Delphi method.

MeToa HOMWHAaMHOR rpynnel. Nominal group technigue.

MeToa GYHKUMOHAALHO-CTOMMOCTHOrO aHasmsa. Functional cost analysis
method.

MeToa 3KcnepTHoR oueHKK. Peer review method.

MeToabl MameHeHuA. Change technigues.

MeToabl OUEHKH TPYAOBOW aeaTeabHocTH. Methods for evaluating work.
Metoabl npodorbopa. Selection methods.

Metoabl ynpaeaeHMA nepcoHanom. Management practices (personnel
management methods).

MeTpHEKW YeAoBEYECKWX pecypcoBs. HR metrics.

MexaHucTHYeckK it / opradMyecknia. Mechanistic / organic.
MuHUMaAbHanA keaaubukauma. Minimum qualification.
MuHMMaAEHBIR pazmep onaatel Tpyaa. Minimum wage.

Muccua opradmaauri. Mission of organization.

Muoroobpasue cotpyaHukoBs. Diversity.

MoaearpoBaHue (Bocnpom3eesseHue). Simulation.

MoaeavpoBaHue BusHec-npoueccos. Business processes modeling.
MoaeavpoBaHWe komneTeHTHoCTH. Competence modeling,

Mogeas 75. Seven S model.

Moaens «bonslian natepka-. «Big fives model.

Moaudukauma noseaseHuA. Behavior modification.

Moaroeoi ueHTp. Think tank.

Moarosoi wrypm. Brainstorming.

MoTue (B koHpamkTonorK). Motive (in conflictology).

Motueartop / MOTUBMPYIOLLMIA dakTop. Motivator/motivating factor.
MoTtueauwa. Motivation.

MoTHBauMa aocTUxeHA. Mativation to achieve,

MotueupoeaHwe. Motivating,

MotverpoBka. Rational motivation.

MoTtvewl BracTi. Motives of power.
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H

HaBblk. Skill.
Haeaauveoe noeeaeHke. Harassment.
HapéxHocTb (Tecta). Reliability.
Hapzop (cynepenauns). Supervision.
HapHauWoHanbHbIA. Supranational.
Hazeauue ponkHocTi. Job title.
Haanauernune, Appointment.
Haémueli pabotHuk. Employee.
HanpaeasHHoCTe rpynnel. Group aspirations.
HapyweHKA 3akoHoaaTesbecTBa B cdepe sadaATocTi. Employment torts.
Hacuame Ha paboyem mecte, Workplace violence.
HacrasuuyecTeo. Buddy system.
Hactpoenwe rpynnel, Mood of the group.
Harypanmzauma. Naturalization.
HayuHan opranm3aumna Tpyaa. Scientific organization of labor.
HayJHblid MmeHepRMeHT. Scientific management.
HaunoHaneHan nprHaarerHocTe. National origin.
HezaBucumoe paccaepoBanme. Fact finding.
Heazaeucumesli noapaauuik. Independent contractor.
HesakoHHaa avckpumuHauma. Unfairly discrimination.
HezakoHHan npaktka sadaTocTi, Unlawful employment practice.
HezakoHHoe ysoabHeHWe, Unjustifiable dismissal.
HeazakoHHoe yaepraHue cotpyaHuka, Negligent retention.
Hewommepueckue  (DnaroTBopuTessHble)  opradwzaumn.  Not-for-profit
organizations.
HemartepwanbHoe BosHarpaxpeHme. Intangible rewards.
HenosuHoseHKe. Insubordination.
HenoctoaxHele pabotHukK. Contingent workers.
Henpasomeproe yeossHeHue. Wrongful discharge.
HenpepblBHoe yocoBepWeHCTEOBaHKe, Continuous improvement,
Henporpammupyemele pelweHus. Non-programmable decisions.
HecobaoaeHue Hopm. Noncompliance.
HecooreeTcreune cratycy. Status incongruence.
HectabuasHooTe 3aHATOCTH. Job insecurity.
HecuacTHble cAyyau. Accidents.
sHeTpaaMuMoHHEIEs / «TRAAMUHMOHHBLIE: ALTOTEI paboTHuKam. «Non-traditional«
versus «traditionals employee benefits.
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HopmaTtueHo-meToandYeckoe ofecnedyerHue CHCTEMBI YNPABAEHWA NepCoHa-
aon. Mormative and methodological support of personnel management
system,.

Hopmel obeayxuBanna (8 kaagpoeoi cayxbe). Standards of service (in HR).
Hopmbl NnoEepeHKWA (KOPNOPaTHBHbLIE HOpMBI NoBeaeHKA). Codes of conduct
(corporative codes of conduct),

Ob3op. Survey,

Obaop artuTioaoB. Attitude survey.

OB3opHoe wHTepswio. Observation interview.

OB3opbl ¢ obBpartHoW cBA3LKD. Surveys, Teedback.

OBorawenve pabotel / [MoBblwedHwe pasdoobpaswa  pabotel.  Job
enrichment.

OBpasz koHdaukTa. Image of a conflict.

ObpartHas AMCKpMMUHaUMA. Reverse discrimination.

ObpatHan cen3k. Feedback.

ObByyarowas (camoobyyatolanca) opraHMaauma. Learning organization.
O6yuenune eHe pabouero mecra. Vestibule training.

Obyyenune meTopom poTaumu. Rotational training.

ObyueHue Ha npakiuke. Action learning.

Obyuenue Ha paboyem mecte. Apprenticeship (on-the-job training).
ObyueHue nepcoHana. Staff training.

Obyyenune TexHuke HBesonacHocTH. Safety training.

ObyueHue yenoseka. Individual learning,

ObBuecTEEHHRIN KoHTpoAb. Public scrutiny.

OrpaHideHHans pauKoHaasHocTe. Bounded rationality.

OrpasuWyeHHo pauMoHansHoe peweHwe. Boundedly rational decision.
OrpaHuymnBalolLMi nyHKT. Gag clause.

OrpanuymnTessHoe yoaoere, Restrictive covenant,

OpHooBpazHas paborta. Repetitive work.

OkHo Axorapud. Johari window.

OmbByacmeH / YnoaHoMOYeHHEIR No Npasam Yenoeeka. Ombudsperson.
OnacHele aerctenA, Unsafe acts.

OnacHble yeaosMA Tpyaa. Unsafe conditions.

OnepaunoHanmzaums. Operationalization.

OnepauvoHansHbld MeHepxmenT. Operation's management.
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OnucatenbHan Wkana. Descriptive scale.

Onaata, 0CHOBAHHAR HA KomMneTeHTHocTH. Competence-based pay.
Onaavueaemoe obydenue. Tuition assistance.

OnpepeneHne ypoeHA 3apnaarkl. Job pricing.

Onaara Tpyaa. Pay.

Onpoc obwecteeHHoro mueHmaA. Opinion survey.

OnTumuaauua wrata. Rightsizing.

Opranurpamma. Organizational display.

Opranusaumonnan avarpamma. Organizational chart.
OpranusaumoHHas eamHKua. Organizational unit.
OpranusaumodHan kyaeTypa. Organizational culture.
OpraHusaunoHHan crpykrypa. Organizational structure.
Opranusaumordoe waberanne. Withdrawal organizational.
OpranuzaunoHHoe noseaeHue. Organizational behavior.
OpranuaaumonHoe npoexktupoeanure, Organizational design.
OpraH1sauMoHHble uameHeHnun. Organizational changes.
Opradu3aumMoHHele npeobpasoeadua. Organizational transformations.
OpranusaumoHHblii KaMmart. Organizational climate.

Opranuaauwma, Organization.

OpraHuaauma W eHewHAA cpeaa. Organization and environment.

Opradvzauma Kak oTkpeTas cuetema. Organization as an open system.

Opranuszaumna pabodero mecta. Workplace organization.
OpraHu3auMna co CAOMHOW cTpykTypoR. Fat organization.
Opranuzaumna TerekoHpepeduni. Teleconferencing.
OCHOBHOI NpoU3BOACTBEHHBIA nepcoran. Core labor force.
OcHoeHEle dyHKUMM. Essential functions.

OcHOBLI BAACTH. Power bases.

Otenekarwme Gaktopsl. Distractors.

OtaanéHHble paborHikn. Remote employees.

O13kIE K2 oTcTaekd. Unretirement.

Orkaa. Failure.

OTkanoHEeHKE, Bias,

OTKpoIThIe cHcTemMBl. Dpen systems.

OTMEeHa rocyAapCTEEHHOMD KoHTpoad. Deregulation.
OtmeTku ypoBHA. Benchmarks.

OTHOWEHKE sMHCTRYKTOP-cTaxEp». Instructorto-trainee ratio.
Otnyck 3a ceoi cuét. Voluntary leave/layoff.

Otnyek no Boneaunu. Sick leave,

OTcTaBKa (yxoa Ha neHcuio). Retirement.
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Odguc-otens. Hoteling.

O¢dwopel. Offshoring.

Ouenwa. Assessment.

Ouenka opradmzaumy. Organizational survey.

OueHka, ocHoBaHHaA Ha Habawoaenuax. Essay appraisal.
Ouexka nepcoHana. Personnel evaluation,

OueHka pe3yabTaToB AeATenbHOCTH. Performance appraisal.
OueHka croxHocT pabotel. Job evaluation.

OueHwka 3P PerTMBHOCTH ASATEABHOCTM N0 YVIPEBASHWID NERCOHaAOM.
Evaluating the effectiveness of staff management.

OueHka apdexTMBHOCTH Nepeconana. Evaluating of staff efficiency.
OueHku (TectupoBaHue) pabotHuka. Employee assessments.
OueBnpaHan BanmaHocTe. Face validity.

Owwubra woHTpacta. Error of contrast.

Owwbka necornacosanHocTy. Error of inconsistency.
Ownbka HoBMaHbI. Error of recency.

Owwubka opeona. Errar of halo.

Owwbka npoekwmd. Error of projection.

Owwubka ctaspapTos. Error of standards.

Owwubka ueHTpasbHOR TeHaeHUKMK. Error of central tendency.
OwmbouHLIe UMKABL. Vicious cycles.

IT

MNapHoe cpaeHenue, Paired comparison.

MaprycunatMeHoe ynpasieHue. Participative management.
MNartrepH. Pattern.

NeHcHoHHaA nporpamma. Retirement plan.

MNepeesop no cayxbe. Reassignment.

MNepeavcrokaumun. Redeployment.

Neperoeopel. Megotiation.

MNepepada TexHororvd. Technology transfer.
MNepekeanndpurauma, Retraining,

NepenpoekTipoBaHKe Tpyaa. Job redesign.
MNepecexkarwwanca puckpumuHaums, Intersectional discrimination.
MNepecmoTp KOHUENUMK. Reengineering.

Neproa xuann. Life stage.

NepcoHan. Staff.
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MNepcoHanuzauma. Personalization.
MNepcnektvBeHLIe coTRyAHKKK,. Fasttrackers,
MNucemerHoe npeaynpexaeHye. Written warning.
Maan nokynkK doHaa paborHukos. Employee stock purchase plan.
Mnan nonHoro cTpaxoeanuA. Fully insured plan.
Maax pazaenénHon npubeian. Gainsharing plan.
MaaH CTUMYAMPYIOWKME BeINAGT (MpemMHanbHbll doHp). Incentive pay plan.
MAaH 3KCTpeHHOro BoccTaHosaeHus. Disaster recovery plan.
MNaanuwpoeaHve (akTMBOB) 3HaHWi. Knowledge mapping.
MNaanupoBaHMe B opradusaumu. Organization planning.
MNaanvupoeaHre Kapeepel, Career planning,
MNAaHUPOBAHWE HA CAYMAKH Ype3BbIYaHHOR CUTyauuK. Emergency planning.
Mranuvpoeadwe nokazarenei. Performance planning.
MNaaHMpoBaHME NpeeMCTBEHHOCTH. Succession planning.
MNranvpoeanye pabouen cuabl. Workforce planning.
MNaaHKpoBaHKE TPYADELIX pecypcos. Manpower planning.
MNaata, ocHOBAHHAR Ha 3HaHuaAx. Knowledge-based pay.
MNaata, ocHoOBaHHas Ha y4éTe mactepcria. Skill-based pay.
MNaata no swizosy. On-call pay.
NoeepeHue. Behavior,
MNoBeagHWE, OPUEHTUPOBAHHOE HA 3apaHue W/WAKM Ha noppepxky. Task
and/or maintenance behavior,
MNoeepeHYeCcKan KOMNETEHTHOCTE, Behavioral competence,
MNoBbllweHWe KBaAMPHMKAUMM  PYKOBOAALLMX  KaapoB. Management
development.
Mopbop NnepcoHana Yepes KaapOROe areHTcTRO. Joint employment.
MNoaroToBMTEABHBIE CTpaTerwu. Preliminary strategies.
NopkpenaeHue. Reinforcement.
NoapasseneHune. Subunit.
MNoaunnenwe, Obedience,
MNokonreHue |. Generation 1.
MNokonenwe X, Generation X.
MNokonenue Y. Generation Y.
Nonesoe MHTEpEL. Field interview,
MNoanTHka abcenTenama. Absenteeism policy.
MNMoAMTHKE aHTHPOACTEEHHLIX OTHOWEeHKWA. Anti-nepotism policy.
MoanTHKA 2aWMTEl Npas DepemeHrHsIx. Fetal protection policy.
MNosutuka opradmaaumu, Policy of the organization.
MNoaHaA komneHcauma. Total compensation.
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MNoaHomoume. Authority.

MNososan waeHTUdHKauWA, Gender identity.

MNonoBble poau. Sex roles,

MNosoxeHue o konduaeHuMansHoCoTH. Confidentiality agreement.
MNonoxeHue o npemuposaduiK. Bonus plan.

MNonoxexue ob opradusaumK. Regulation of the organization.
MNomows B nepeespe. Relocation assistance.

MNoHukeHue B pAonkHocTH. Downgrading (demotion).
MNocpepHuuecteo. Mediation.

MNopAaok paccMoTpedka kanoh. Grievance procedures.
MNoTeHuWaseHas komaHaa. Potential team.

NorpebHocTe B adduanaumu. Affiliation, need for.

MotpebHocTs B AocTHxeHuW. Achievement, need for.

MNorpebHocTe (B KoOHMGAKMKTOAGrMK). Need (in conflictology).
MNotpebHocTe B pabote. Need to work.

MNpaeraa BHYTPEHHEND TOYACBOMD pacnopAaska. Internal regulations.
MNpaenao 80%. Eighty-percent rule.

MNpaBo 0CBEAOMAEHHOCTH (NpaBo ObiTh B Kypce Aea). Right-to-know.
MNpasoeoe obecneuyeHne ynpaeseHda nepcodasom. Legal support of
personnel management.

MNpaeoeoe aeno. Just cause.

MNparmatvyeckue Teopuu. Pragmatic theories.

MpakrMyeckuit uHTeanekr. Practical intelligence.

MNpepenbHBIR 00LEM OTBETCTEEHHOCTH. Span of control,
MNpuereyeHHe KaHaKAaToB Ha paboty. Sourcing.

MNpoeepka ASHHBIX (NPeTEHAEHTA Ha BakaHTHoe wMecto).  Reference
checking.

MNpordosvposadue kondarkra. Prediction of a conflict.

Mpoexr. Project.

MNpoekumna. Projection.

MNpeeeHTHBHbIE cTpareru. Preventive strategies.

MNpeeocxoacTBO (KOHKypeHTocnocobHocTs)., Excellence.
MNpeanoxenue. Bidding.

MNpeanountaemsli pabotoaateas. Employer of choice.
MNpeanprHumareabcTBo. Entrepreneurship.

Mpeanpuatue. Enterprise.

MNpepynpexaseHue KoHdaukTa. Prevention of a conflict.

MNpenmua 2a sepHocte. Retention bonus.

MNpenvua oT npoaax. Sales compensation.
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MpuBatHaaumMa. Privatization.
MNMpueseveHue nepcoHana. Invalvement of employees.
NpuepatHikM. Gatekeepers.
MpuaHak Manol rpynnel. Signs of small group.
MNpuzHaHue, Recognition.
NMpUHYAHTEABHOE / BRIHYRABHHOE paHxMpoeardne, Forced ranking,
MNpuHyAWUTEARHOE / BRIHY®AEHHOE pacnpeaeneHue, Forced distribution.
MpuHyAuTEABHOE YBOALHEHKE. Discharge.
MpuHyAHTEABHBIR / BRIHYXASHHEIR BRIDOR, Forced-choice,
MNpuHy*xpenne. Coercion.
MNpuHuKn kadetepua. Cafeteria plan.
MNpuHUKMNBI TeOPUK ynpasaeHus. Principles of management theory.
MNpuHATHE MHHOBAUMA. Innovation adoption.
MNpuHATHE peweHui. Decision-making.
MNpuHATHE ponn. Role taking.
MNpuocTaHoBka (oTcTpaHeHKe ot paboTel). Suspension.
MNporHoz. Forecasting.,
MNporpamma passutua. Development programme.
MNporpamma coxpaHedvn 3popoekda. Wellness program.
Mporpammupyemele pewedud. Programmable solutions.
MNpoektupoeauue pabotel. Job design.
MpOMHTOYHLIA MUHUMYM. Living wage.
MNpoussoarTenbHOCTs Tpyaa. Labor productivity.
MNpouzeoacTEeHHaA Tpaema. Occupational injury.
MNpoMbllWAEHHaA (NPOM3BOACTBEHHAR) AeMOKpaTHA, Industrial democracy.
MpombILAEHHAA (NPOM3BOACTEEHHAA) peabuartaumra. Industrial rehabilitation.
MNpocrtaa opraduzauma. Flat organization.
MNpockba. Please.
MpotekuoHram. Nepotism.
MpodeccuoransHas apantauua. Occupational adjustment.
MNpogeccHoHanbHas motBauma. Professional motivation.
MpofeccHoHaneHan opueHTauma. MNpodeccroHansHan opueHTauma.
MNpodeccHoHansHoe Boliropaxue. Burnout.
NpodheccHoHansHoe 3abonesadme / Boneads. Dccupational iliness / disease,
MNpodeccuoHascHoe 0bydeHue (B opraHuaauru). Skills training.
NpodgeccroransHeie rpynnel. Qoocupational groups.
NpogeccHorpamma. Professiogramme.
Npodeccuoranam. Professionalism.
MNpodeccHoHancHbli MHCTpyMeRTapui. Skills inventory.
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MNpodeccHonanbl B opraHusaumax. Professionals in organizations.
MNpoguas opraquzauKid, Organizational profile.

MNpodgcotosbl. Trade unions.

MpoueaypHoe npaesocyamne. Justice, procedural.

MNpouece npodgoTtbopa. Selection process.

MNpAmas komneHcauua, Direct compensation,

Mpamoi (ocHoBHOR) TpyA. Direct labor.

Mpamble (0cHOBHbIE) pacxoabl. Direct costs.

MNcerpokomadpa. Pseudo-team.

MNecuxonorvyeckan camoobopona. Psychological self-defense.
MNecuxonorvuecke  AOMMHEHTEl MNOBEAEHWA AWMYHOCTH (B KOHPAMKTE]
Psychological dominants of individual's behavior (in conflict).
MNouxonorvueckre mMetoabl (B ynpaeaeHwd), Psychological methods (in
management).

MNeuxonorvuecke Yyeptel AMuHOCTH. Psychological traits.

MNecuxonorvyeckuid Kammar. Psychological climate.

MNcuxonorvueckoe TecTipoBanue. Psychological testing,

P

PaBora Ha pomy. Home-based work.

Paborta B komaHAe (KomaHaHans pabota). Teamwork.

PaboTHMK ¢ HOPMHPOBaHHLIM / HEHOPMWPOBAHHLIM pabouum rpadukom.
Nonexempt / exempt employee.

PabotHukK chepbl npou3BoAcTBa 3HaHKuin. Knowledge workers.

Pabouan rpynna. Job group.

PaBouan MHCTRYKUKMA (noroxeHne o cayxbe). Job aids.

Pabouan cuaa. Labor force,

Pabouee spema. Hours of work.

Pabouwe rpynnel. Work groups.

PaBoune MHCTpyKuMK. Work instructions.

PapHonpaeHblid pexun. Egual treatment.

PagHble BoamoxHocTH Ha pabore. Equal employment opportunity (EEQ).
Passutie B opranv3auw. Development in organization.

Paasutue avaepcrea. Leadership development.

PaasuTHe MEXAMYHOCTHEIX oTHOWeHWA, Human relations movement.
Pazsutie opranusaumu. Organizational development.

Pazgutue pykoBoACTEBa [/ ynpaeaeHdA. Supervisory / management

development.
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Pasmep rpynnel. Group size.

Paamep opranuzauuu. Organizational size.

Pazosas npemwus. Discretionary bonus.

Pazpewenue koHdamkroe. Conflict resolution.

Pa3peie B onaate Tpyaa. Wage gap.

Paxru onaatel. Pay grades,

Panxupoeandwe, Rank order.

PawxuposaHue pabot. Job ranking.

PacctaHoeka nepcoHana. Placement of the personnel.
PaumoHancHoe pewerue. Rational decision.

PauMoHaneHOCTE (NoBeaeHMA). Rationality.

PeanbHasa koMaHaa. Real team.

PeansHbie rpynnel. Real groups.

Perucrpaumna TeKyLLMX AGHHbIX O couckaTene. Applicant flow log.
PeryavpoeaHue 3apnaatel. Pay adjustment.

PerynvpoBaHue koHdankTa. Regulation of conflict.

Pezepe kaapoe. Personnel reserve,

PeaynsTatMeHoOCTL. Effectiveness.

Pestome. Resume,

PerxomMeHpaUMK NO BCTYNAEHHMIO B ADAXHOCTE. Inplacement counseling.
PekpytmenT (Habop) nepcoHana. Recruitment,

Penatpyauma (paboTtHuka), Repatriation.

PenpeseHtaumMn (MHTepecos pabotHukos). Representation (of employees’
interests).

Penytaumn. Reputation.

PecTpyrTyprpoBaHKe, Restructuring,

PedepentHan rpynna. Reference group.

Pednekcun. Reflection.

PuruaHocTte (Hernbrocts). Rigidity.

Putyankl (B opraHmzaumum). Rituals,

PoneBan AByCMbICAEHHOCTL. Role ambiguity.

Poneean vrpa. Role playing,

PoneBan neperpyska / Heporpyska. Role overload / underload.
Poneean cTpykTypa (rpynnel). Role structure.

Ponegoe auctaHumpoeanue. Role distancing.

PoneBsoi koHdankT. Role conflict.

Ponk coumansHan. Role,

Poraums kaapoe. Job rotation.

Pykosoauten. Chiefs.



PykoeoacTBO. Leadership (management).
PyTiHW3awMs. Routinization.
PuiHok Tpyaa. Labor market.

Caborax. Sabotage.

CamoakTyanuzaumn. Self-actualization.

Camooboayrueadue pabotHukos. Employee self-service.
CamooueHka, Self-esteem.

CamooueHKa opraHu3aumu. Self-esteem of an organization.
Camonpoaeuxerue. Self-pro motion.

Camopeannaaumna yenoeeka. Individual performance.
CamoperynauMs. Self-regulation.

CamocTb. Self.

Camoynpaeaenue, Self-management,

Camoynpasademas KomaHAa. Self-managed team.
CamoaddertveHocT. Self-efficacy.

CeepxanaepcTEo. Super leadership.

Ceepxypounas pabora. Overtime.

CeobopHoe Bpema / paboTa. Nonwork [/ work,

CeoicTea HepBHOW cucTembl. Properties of nervous system.
Ceasyollee 3geHo. Linking pin.

CaenbHan onaata. Performance-based pay.

CewxcyansHble poMoratesscTea. Sexual harassment.
CemuHap. Seminar.

Cwatue ypoBHel 3apnaatel. Pay compression.

Cuna notpebHocti B pocte. Growth need strength.
Cuneonman, Symbolism.

CUMBOAHMHECKMIA MHTEpaKUMoHM3M. Symbolic interactionism.
CuHeprua, Synergy,

Cucrema. System.

CucTema B3aMMOABHCTEMA  sdEAOBek-koMNekaTeps. Human-computer
interaction.

Cucrema keot. Quota system.

Cuctema noolpeHWid. Reward system.

Cuctema npearoxeHHi. Suggestion system.

Cuctema paboTtel ¢ nepcoHanom. System of works with the staff.
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Cucrema GoHAOBLIX onuuWoHos. Stock option plan.
CucTematiyeckan AuckpunMuHauma. Systemic discrimination.
CucTemMHble KoMNeTeHUMK. System competences.
CuryaunoHHoe avaepcteo. Situational leadership.
CkaHWpoBaHWe (MOHWTOPHHT) BHELWWHeR cpeabl. Environmental scanning.
CraoHHOCTE, Aptitude,
Cnaban cBAsb. Loose coupling.
CavAHUe KoMnaHuin. Merger.
CaoBape aKcnepTHLIX oueHok. Dictionary of expert assessments.
Cayxba ynpaeaeHms nepcoHanom. Personnel management service.
CaywebHele oTHoweHKA. Employee relations.
CayuaiHoe avaepcteo. Leadership, contingencies.
CayyalHoe TecTMpoBanuwe. Random testing,
CmewanHan paboyan cuaa. Blended workforce.
CwmewanHele koHpaukTel. Conflicts, mixed.
CnveleHHe FAHATOCTH (coKpaleHWe AOAMHOCTH). Employment
displacement.
Cmbichoobpasyolwme MoTUBbI. Sense-motives.
CobeceposaHue no othopy (MHTEpBLID). Selection interview.
CoeelaressHan rpynna. Huddle group.
CoemecTHoe npeanpuatHe. Joint ventures.
Cornawenue ob MCNoab30BEHKK MHGOopMaumK. Informed consent.
Cornawenue o Hepasmawedu, Nondisclosure agreement.
CozaaHve paboden mapku (OpeHauHr). Employment branding.
CouckaTenb (npeteHaeHT). Applicant.
CokpalwleHue pazmepoB KoMnaHuK, Downsizing.
Cokpawenue wraros. Reduction in the force.
COOTBETCTEWE COTPYAHMKA 3aHMMaEMOR ADAMHOCTH. Person-job fit,
ConpotHBAEHME [M3MEHEHKMAM) NnepcoHana. Resistance (to change) of staff.
CotpyaHuuecteo. Cooperation.
Coumannazauma. Socialization.
CoumaneHana cTpykTypa. Social structure,
CounanbHan gacuauTauma. Social facilitation.
CoumansHoe Bespense. Social loafing,
CoumanbHoe cpaBHeHWe. Social comparison.
CounansHoe cTpaxoBaHue no Gespabordue. Unemployment insurance.
CoumanbHo-NCHUXoAOrMYecKHe MeToabl. Socio-psychological methods.
CoumnansHble KOMNLHTEPHLIE CPEACTBA MAacCcoBOW WHdopmMaumn. Social
media.
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CoumMantHble LeHHoCcTH, Social values.

CouMarbHLIA KOHCTPYKTHBM3M, Social constructionism (SC).

CoumancHbIf cTepeotun. Social stereotype.

CouMOKYABTYpHBIE cnocobbl yNpaBAeHWA KOHbAMKTIONM, Socio-cultural ways
of conflict managment.

CoumorexHrueckan Teopun. Socio-technical theory,

Cneuwanm3aumnn. Person specification.

Cneuranm3npoBaHHoCTL. Specialization.

CneumanmcTtel. Specialisis,

Cnucok BakaHcuid. Job board.

Cnucok kaHawaatoe. Applicant pool.

CnocobHocTy. Abilities.

CnpaeeprmBoe NPEeACTABANEHWE WHTEpecoB. Fair representation.
Cnpaeepnmeoe pacnpeaeseHue faar. Justice, distributive.

CnpasouHWK paboTHHKA (pyKOBOACTBO AAA pabotHuka). Employee handbook.
CpeaHan sapabotHan naata. Mean wage.

CpouHoe yeoAkHEHKWe, Summary dismissal,

Crapuu passuTUa opraHuaaumnu. Stages of organizational development.
Craxupoeka. Internship.

CTaHaapTM3aumn (KaapoBOW AoKyMeHTauuK). Standardization (of personnel
records).

CraHaapTravpoBaHHoe TecTHpoBaHue, Standardized testing.

CranpaprHan ownbka. Standard error.

CTaHAAPTHLIE ONEPEUMOHHLIE NPOUEAYREI (B CHCTEMAaX MEHEAKMEHTS Kaue-
ctea). Standard operating procedures (in quality management systems).
CtaHpapTHBIR Nokaszateab. Standard score.

Cratyc uneHa rpynnel. Status in the group.

CreraaHHbiin noTonok. Glass ceiling,

CreneHb MHTEAAEKTYAALHOCTH Tpyaa. Degree of intelligence work.

Cmunk obyuenuA. Learning style,

Cruab pykoBoacTBa / aMpepcTBa. Leadership style.

Ctunb ynpaenenna, Managerial style,

Crumyanpyowas Beinaata. Incentive pay.

CroMmocTe Halma (nepcoHana). Cost-per-hire,

Crpatervueckmi aneAHC. Strategic alliance.

Crparternyeckui mMeHeaxment. Strategic management.

Crpaternyeckoe naaHuMpoBaHue. Strategic planning.

Crparervueckoe ykomnaektoBaHue nepcoHanom. Strategic staffing.
Crpatervyeckoe ynpaeneHue nepcoHanom. Strategic HR.
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Crpaterna KoHdpoHTauMoHHas. Strategy confrontational.

Crpaterva manunyantieHan. Strategy manipulative.

Crparterva HopmMaTtMeHan. Strategy normative.

Crpaterva opranuzaumin. Organizational strategy.

Crpaterva neperosopHan. Strategy of negotiating.

Crpaterva (noseaedwn). Strategy (of behavior),

CTpaterna noataskMeanua. Strategy of pushing.

Crparerva npumaHusaHua. Strategy allure.

Crpaterva (pasesuTua) yerosedeckux pecypcos. Human resource strategy.
CTparterya «ToMHO B cpok=. Just-in-time.

Crpaterwa ynpaeneHua. Managerial strategy.

CTparerva ynpaBaeHWA «OTKpbITan kHuras. Open-book management.
Crpaxoeasa meauumrHa. Managed care.

Crpaxoewmk. Underwriter.

CtpemasHue K Bracti. Power, need for.

Crpecc. Stress.

Crpecc-uHTepBLD. Stress interview.

Crpecc-meHeaxMeHT. Stress management.

CrpeccoycToiuneocTe. Hardiness,

Ctpykrypa rpynnel. Group structure.

Crpyktypa 3apnaatel. Salary structure.

CrpykTypa KoHpamkTa. Structure of conflict.

CTpyKTypa KOpnopaTMeHoW kyasTypel. Structure of corporate culture.
CTpykTypa (MoaeAk) NATKH cua. Five forces framework.

CTpyKTypa onAatel (WTarHoe pacnucadwe B Poccuu), Pay structure.,
CtpykTypa nepcoHana. Structure of the staff.

CTpyKTYpPUPOBAHHOE MHTEPBLD. Structured interview.
CybbeKTMBHAA OpradHy3auMoHHas  kyasTypa. Subjective organizational
culture.

CyaebHbIR 3anpeT. Injunction.

Cxema 0BCAYKMBAHMA «TOABKO AAMWHWCTPATHBHBIE yeAyris. Administrative
services only.

T

Taby. Taboos.
Taum-meHepmmeHt. Time management.
TakTMKa kKomnponmucca. Tactics of compromise.
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TakTHKa KOHKYpeHUMH (conepHuyecTBa). Tactics of competition (rivalry).
Taktvka npucnocobBrenuwa  (yetynku).  Tactics of accommodation
(concession).

Taktika corpyaHuuectaea. Tactics of cooperation.

TakTka yxopa (Maberanua). Tactics of evasion (avoidance).

TaKTHKH «BRIMIPBIW - BoIMIpeIWs, Tactics «win — wine,

Teop4yeckuil oTnyckK. Sabbatical.

TekydecTs KaapoB. Turnover.

TemnepameHt. Temperament.

Teopuu COOTBETCTEMA, HAW CHTYaUWOHHBIE TeopuK. Theories of compliance,
or situational theories.

Teopus ERG. ERG theory.

Teopua pocTuxeHua yenexa. Path—goal theory.

Teopua urp. Game theory.

Teopua AMUHOCTHEIX XapakTepucTHi. Theory of personal characteristics.
Teopua MoaMdHKaALKMKM NOBEAEHWA B opraHu3aurK. Organizational behavior
modification theory.

Teopua (MOTHBaUHOHHOKH) rUrKeHkl. Hygiene theory.

Teopus oxuaaHui B, Bpyma. Vioom's VIE theory.

Teopus opraduzaumnu. Organization theory.

Teopuna, ocHoBaHHanA Ha pecypcax. Resource-based theory.

Teopua nepcnekTuesl. Prospect theory.

Teopua pasexcrea. Equity theory.

Teopua poneid. Role theory.

Teopun cuctem. Systems theory.

Teopwa TpeBoBaHuid W orpadHndedHwid. Theory of requirements and
restrictions.

Teopuna tpyaa / Tpyaosana Teopua. Labor process theory.

Teopua ynpasaeH4yeckux posei. Theory of managerial roles.

Teopua X. Theory X,

Teopua Y. Theory Y.

Teopun Z. Theory Z,

Tect cnocofHocTer. Ability test.

Tect pocTHMeHME. Achievement test.

TectHpoBaHue wHTeanekTa. Intelligence, testing.

TectMpoBaHue cnocofiHocTen. Aptitude testing.

TecTMpoBaHWe YecTHoCTH. Honesty / integrity testing.

TecTsl {NCHXOADIHYECKHE, NpodeccHoHansHbe, 0bwue), Tests (psychological,
professional, general).
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TexHuka BesonacHocTH. Lockout/tagout rule.

TexHuueckoe obecnedeHue cucTEMbl ynpasBaeHUA nepcoHasom. Technical
maintenance of personnel management system.

Texnonoria. Technology.

Tun. Type.

Tun A/B. Type A/B.

Tpapmuma, Tradition.

TpaHauTHan sauaTocTe. Transitional employment.

Tpaxcdep (potauma). Transfer.

TpaHchopmauroHHoe pykoBoACTBO. Leadership, transformational.
TpexuHr (obyueHue). Training,

TpeHuHr mHoroobpasus cotpyaHukos. Diversity training.

TPEHWHT CEHIUTMBHOCTH. Sensitivity training.

TpyaoBOM poroBop / KoHTpakt. Employment agreement / contract.
Tpyaoeble BM3bl. Employment visas.

TpyaoBble oTHoWeHWA. Labor relations.

Tpyaoesle pecypckl. Manpower,

TpyAOYCTPORCTBO pykoBoauTeAed. Executive outplacement.
Tax6a. Litigation.

TAMErDe COCTOAHME 3A0p0ELA. Serious health condition.

Y

YhexaeHue, Conviction.
YeeaomaeHue. Notice.,
YeoasHeHue, Termination.
YBOABHEHME NO MeraHuk. Termination-at-will,
YaepxaHue paborHukos. Employee retention.
YaoBneTBOPEHHOCTE pabotoi, Job satisfaction.
YraoHeHWe. Evasion.
Yayuwenwe kavectea, Quality improvement,
YmecTHoe TecTupoBanue. Reasonable suspicion testing.
YMElWAEHHOE HenpaeomepHoe aeictere, Willful misconduct,
YHupsepcan. Generalist.
YHudukauma  (KappoBoR  pokymedTaumu).  Unification  {of personnel
documents).
Ynaaok 1 rubens opraduzaumu, Organizational decline and death.
¥npaeaenue. Management.
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YnpagaeHue BezonacHocTer). Safety.

¥YnpaeaeHue BeICOKMM noteHumasom. Management of high potential.
YnpaeaeHue aBrkeHHwem nepcoHana. Management of personnel traffic.
YnpaereHwe ABN0BOW Kapbepol. Managing business career.
¥npaeaenve aapaboTHoil naatod. Wage and salary administration.
YnpaeneHue aHaHvAMK, Knowledge management.

YnpaeaeHWe WameHeHuamu. Change management.

YnpagareHue umuaxem. Impression management.

¥YnpaeaeHue kayecteom. Quality management.

YnpasaeHue koHdanktamu. Conflict management.

YnpaeneHWe MHoroobpaszvenm coTpyaHukor. Diversity management.
YnpasaeHWe noBeAeHYECKMMK puckami. Behavioral risk management.
YnpaeneHue npoexTon. Project management.

¥YnpaeaeHue no ueaam. Management by objectives.

YnpaeaeHwe pasHoobpasvem,. Management of diversity.

YnpagaeHHe TaraHTamK. Talent management.

YnpaeaeHWe YenoBeYeckuMK pecypcanmi. Human resource management.
YnpaeaeHwe addektHBHOCTRIO. Performance management.
YnpaeaeH4eckan pewétka, Managerial grid.

YnpaBaeHYeckHi napaaokc. Paradox.

YnpasaeHueckoe obpasosaHue. Management education.
Ynpaenen4eckoe noseaeHune. Managerial behavior.

Ynpowenne paborel / pabo4ux 3apadui. Job deskilling / Deskilling of jobs.
YpoeeHs bezpabotrusl. Unemployment rate.

YpoBeHb rpynnoBoi cnaouénHoctH. Level of group cohesion.

YpoBEeHb AMCKPHUMHHETMEHOCTH. Discriminative level,

YpoeeHs 3aboresaemoctu. Incidence rate.

YpOBEHbL TEKYYECTH Kaapos. Turnover rate.

Yenoeua pabotel. Job characteristics.

YeaoeHoe EelicBObDOXAeHWe paboTHukoe. Conditional release of the staff.
YeaoBHBIA Wrat. Contingent staff.

YetanocoTe, Fatigue,

YeraHogeka. Setting.

YCTHEIW BeIFOBOR (3ameuanue), Oral reprimand,

Yerynuueocte. Compliance.

YuebHeie nocobus. Training aids.

Yyér boneznel/Tpasm. Recordable illness/injury.
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@

tparTopHoe cpaeHeHue, Factor comparison.

MakTopbl HeyAOBAETBOPEHHOCTH. Dissatisfiers.

Dacuautatop. Facilitator,

DUKCHpoBaHHEIR roa,. Fixed year.

PrHaHcoewsl otyéTr. Financial statement.

Pupma nopbopa pykoBoauTenel. Executive search firm.

Mupma noucka pabotel (kaaposele aredtcTea). Search firm.

MUpMEBl NO HanmMy paboTHuKkoe. Companies hiring workers.
Dokye-rpynna. Focus group.

hopmanuzauma. Formalization.

MopmuposaHue BaarockaoHHocTW. Formation of favor.
PopmupoeaHMe Kaapoeoro pezepea. Formation of personnel reserve,
MopmupoeaHKe nepcoHana. Formation of staff.

PopMupoBEaHMe cTepeoTMNoE, Stereotyping,

DopmMyarpoBKa MuccuK. Mission statement.

PpycTpauma (B oprannzaumu). Frustration.

PyHpaameHTarbHaa olwubka atpubyurin. Fundamental attribution error.
OyHKUMK  cayxbel ynpasaeHus nepconanom. Functions of personnel
management service.

MyHkWMoHanan. Functionalism.

PyHKUMOHaAbHaA KoMmadaa. Functional team.

PyHKUMOHANHAR CTpYKTYRa., Functional structure,

DyHKUMOHANBHOE NpoekTHpoBaHne. Functional design.
DyHKUKMOHaAbHBIE poau. Functional roles.

Xapakrep. Character.

Xapakrepuctuka. Characteristic.

Xapuamariyeckoe amaepcTeo. Leadership, charismatic.
XoTopHokuH addert, Hawthorne effect,
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L1

LieaneobpasoBaHue (LeaenonaraHune). Goal formation (goal setting).
Leaw avcudnanHel «OpradHyzauqoHHoe nosepeHues, Objectives of the
discipline «Organizational Behaviors.

Lleaw onepaumoHansHble, Goals, operational.

Lenw oduumnaneHelie, Goals, official.

Ueas. Goal.

Lent (B koHdAaKETE). Purpose (in conflict).

LleHHocTH MHAMBUAYaABHEIE, Values, individual,

LleHHOCTHBIE opHMeHTaUMK (B KoHdAWKTE). alue orientations (in conflict).
UeHHooTe. Value.

LieHTp oueHkK nepcoHana. Centre for evaluation of staff.

Lieutp npodopuentaumu. Career centre.

LieHTp paseuTya nepcodana. Centre for staff development.

Luka Habopa nepcoHaaa. Life cycle recruiting.

Uuknnueckan 6eapabGoruua. Cyclical unemployment.

q

YactuuHana porosopéHHocTe. Fractional bargaining.

YacTHyHO 3aHATLIA CAYKELWMA (coBMecTUTEAL). Part-time employee.
Yenoeeueckwe pecypcel. Human resources.

YenoeeweckHid kanutan. Human capital.

1

Wkana oueHWBaHWA, ONpessnéHHan noseaeHuen. Behaviorally anchored
rating scale.

Lok ot peassHocTy. Reality shock.

LWrarHoe pacnucanue. Staffing structure.

LWTatHeIA paboTHUK © NOAHOW / YacTHYHOM 3aHAToCTERD. Regular full / part-
time employee.
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C)

JKBMBaAEHT NOAHOKW 3aHATOCTH. Full-time equivalent.
JKoHOMMUeCKKEe MeToAkl. Economic methods.
JkcnaTpuaHdT. Expatriate.

Jkcneprt. Expert.

JkcnepT B npeametHor obaacTi, Subject matter expert.
Jkeneptuaa. Expertise.

JkcneptHan rpynna. Advisory commitiee,

JKCNepTHeIe oUueHKK, Expert estimates.,

JkcTpaeepcuA / wHTpoeepouA. Extraversion / introversion.
JnekTpoHHoe obydvenue. E-learning.

INEKTPOHHBIA MoHKTOpKHT. Electronic monitoring.
IneKTpoHHbIA Habop. E-Recruitment.

InMouroHaneHEIR nHTEANekT. Emotional intelligence.
JproHomuka. Ergonomics.

3tuka, Ethics.

3tukeT. Etiguette.

Strueckue aunemnbl, Dilemmas, ethical,

3THHYeCKanA NpUHapexHoCTe. Ethnicity.

ItHorpadua. Ethnography.

JddexT opeona. Halo / horn effect.

JpdexrTeHOCTL. Efficiency.

JPPeKTMBHOCTL ABATEABHOCTH NO yNpaBaeHWo nepcoHasom. Efficiency of
staff management.

IpderTMEHOCTE opraduzaumnu. Organizational efficiency.
JpdeKTUBHOCTL NpodeccHoHanbHON seaTeasHocTH, Efficiency of professional
activities.

AddexktueHocTs paboTtel nepcodana. Staff efficiency.

A

HeHkle W AaTeHTHBIe dyHKUKMK, Manifest and latent functions.
Akopb kapeepsl (no 3. Weny). Career anchor (by E. Schein).

SWOT-anann3. SWOT analysis.
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