BBEAEHUE

CoBpeMEHHbI  3Tan  MMPOBOrO  Hay4YHO-TEXHUYECKOTO W COLMAAbHO-
3KOHOMMUYECKOTO Pa3BUTUA XapaKTepU3yeTca KOPEHHbIM M3MEHEHWEM POAU U 3Ha-
YeHMs YENOBEYECKOrO dakTopa B 0OLLECTBEHHOM U SKOHOMUYECKON XMU3HU. Yeno-
BEUECKMI KanuTan CTaHOBUTCS BaXXHENLMM GakTopoM nporpecca. 1o HeKoTopbIM
OLUEHKaM, B Pa3BUTbIX CTPaHax NOBbILLIEHWE NPOACAKUTEABHOCTM 06pa3oBaHUs Ha
OAMH TOA BEAET K YyBEAMYEHMIO BaAOBOI0 BHYTPEHHETO NPoAyKTa Ha 5-15%.

UenoBeUeCKMI Kanutan BKAHOUAET BPOXAEHHbIE CMIOCOOHOCTU M TaAaHTbI, @ Tak-
xe obpasoBaHWe U NPUOBPETEHHYIO KBaAMOUKALIMIO; Er0 MOXHO paccMmaTpuBaTtb
KaK OLLeHKY BOMAOLLEHHON B UHAMBUAYYME NOTEHLMAABHON CNOCOBHOCTU NPUHOCUTD
AOXOA. YenoBeuecKUt Kanutan MOXHO NpUoBpPecT MOCPEACTBOM CreLManbHON
NMOATOTOBKW WAM BCAEACTBME 0OyuYeHMst Ha NPom3BOACTBE. OOLLMIA YEAOBEUECKUI
KanuTan pacCcMaTpMBaEeTCA Kak COBOKYMHOCTb 3HAHWIM, YMEHWI, HAaBbIKOB, KOTOPbIE
MOTyT 6bITb pEaAM30BaHbl Ha Pa3AMUHbIX Pabounx MecTax U B OpraHu3aumsx.

M3AEPXKM MO CO3AAHUIO YUEAOBEUYECKOTO KamnnTaaa AOXaTcs B OCHOBHOM Ha ca-
MUX AHOAEHN, CEMbW MAM TOCYAAPCTBO. MOA0BHO KanuTany B GopmMe MatepuanbHbIX
AKTMBOB, YEAOBEUYECKMIM KanuTaA NMOABEPXEH CTAapPEHUIO B pe3yAbTaTe M3MEHEHUS
TEXHOAOTUI MAM cripoca.

BaXxHble nokasateAn pa3BUTHA YEAOBEYECKOTO KanuTaaa - rpaMOoTHOCTb B3POC-
AOTO HACEAEHUS, CPEAHAS NMPOAOMKMTEABHOCTb U KauyecTBO 06yueHus, pas3BuTUE
6ecnaaTHON MeAMUMHCKON nomMoluu. Co3paHe YCAOBUIM AASI YCMELLHOTO Pa3BUTUS
YEeAOBEUYECKOro Kanutana - 3aA0r 3KOHOMMYECKOTO pocTa CTpaHbl U BAarococTos-
HWUA HaceAeHUs.

OAHMM M3 3TaNOB YCBOEHMWSA 3HAHUI O YEAOBEUYECKOM Kanutane SBASIETCS 3Ha-
HWe cneunManbHOM TEPMUHOAOTUKN. MIMEHHO MO3TOMY CAOBapb aAPEeCOBaH Kak aH-
FAOSI3bIYHBIM, TaK U PYCCKOSA3bIYHBIM YUMTATEASIM, U3YUaIOLLMM PSA YNTPABAEHUYECKMUX
AMCLMNAMH, CBSI3aHHBIX C NMCUXOAOTMEN, @ TaKXe MO3BOAMUT CTYAEHTaM YCMELIHO ro-
TOBWUTLCA K 3a4éTaM 1 3K3aMeHaMm.

B AaHHOM cAOBape NpeACTaBAEHbI MOHATUA U TEPMUHbI C AePUHULMAMM Ha aH-
FAMMCKOM W PYCCKOM A13blKaX MO AUCLMMAMHE «YNPaBAEHWE YEAOBEUYECKMM KanuTa-
AOM» U PAAY CMEXHBIX AUCLMMAUH: «OpraHM3aumMoHHOEe NoBeAeHue», «[ICUxoAorus
yNpaBAEHUS», «3TUKA U MCUXOAOTUA AEAOBOTO 06OLLEHNS», «YpaBAEHUE YenoBeYe-
CKMMMW pecypcamMm», «YNpaBAEHWE NEPCOHAAOMD.

Ans yaoBCTBa NOAbL30BATEAEN B KOHLE CAOBaps NPUBEAEH B andaBWUTHOM MoO-
PSAKE yKasaTeAb TEPMUHOB Ha PYCCKOM A3blke BMECTE C COOTBETCTBYHOLUMMU TEP-
MWHaMM Ha aHIAMICKOM A3bIKE.

CnoBapHble cTaTbk COHOPMYAMPOBaHbI Ha OCHOBE MaTteprana yuebHbIX U yuebHo-
METOAMYECKNX NOCOBUI, M3AAHHBIX Kadeapoi ncuxonorum MICY, a Takxe ¢ y4EToMm
COBPEMEHHbIX TEHAEHLIMI B SKOHOMMUKE U YNPaBAEHUU, UTO NO3BOAAET U3yyaTb AWC-
LUMMNAMHBI, CBA3aHHbIE CO cneumanbHocTbio 080200 «MeHepAKMEHT», KaK pPYyCCKOS-
3bIYHbIM, TaK MU MUHOCTPAHHbIM CTYAEHTaM.



A

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 techniques 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 skKills 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 to a chance event or consequence
which, being unexpected, seems to 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

Cnoco6HocTU. MHAMBKMAYaAbHbIE OCOBEHHOCTU AMYHOCTH, ABASItOLLMECH CyOb-
€KTUBHbIMW YCAOBUSIMU YCMELLIHOTO OCYLLECTBAEHUSI OMPEAEAEHHOIO PoAA Ae-
ATeAbHOCTU. CNOCOBHOCTU HEe CBOAATCA K MMEIOLMMCS Y UHAMBUAG 3HAHUAM,
yMeHMAM, HaBblkaM. OHU 0BHapyXMBatOTCA B ObICTPOTE, TAYOMHE U NPOUYHOCTH
0OBAAAEHMSA cnocobamu U NPUémMamMim HEKOTOPOW AEATEABHOCTU U ABASILOTCS BHY-
TPEHHUMU MCUXMUECKUMU PEFYASTOPaMU, 0OYCAOBAMBAIOLLMMU BO3MOXHOCTh
UX NpuobpeTeHuns.

TecT cnocobHocTel. MIHCTPYMEHT OLIEHKM, UCMOAB3YEMbIN AN U3MEPEHUS CTO-
coBHOCTEN UeNOBEKa, YPOBHA YMCTBEHHbIX MAU ABUraTeAbHbIX HABbLIKOB (T.€. pe-
LIeHWe 3aAay, AOBKOCTb PYK U T.A.).

Ab6ceHTen3M. YKAOHEHWEe OT paboTbl, MPOrya, HEBbIXOA Ha pabory 6e3 yBa-
XWUTEABHOM MPUUMHBbI.

Moautnka abceHTensama. MonAnTMka TpeboBaHWUI K MPUCYTCTBUIO Ha paborte,
HaMeueHHOMY W He3anAaHMPOBaHHOMY BPeMEHW OTCYTCTBUS, U Mepbl AAA Npe-
AOTBPALLEHWA OTCYTCTBMA Ha pabouem MecTe.

HameueHHoe 3apaHee paboTHUKOM OTCYTCTBME BO BPeMs MAGHOBbIX YacoB pa-
60Tbl MO YBAXUTEABHBIM NMPUUMHAM, TAKUM KaK KaHWKYAbl, MEAULIMHCKUE MOKa-
3aHusA, BOeHHas cayxba, rpaxaaHckue 0683aHHOCTH, MO BOAE3HU U T.A.
HesannaHuMpoBaHHOe oTcyTcTBMEe. HesiBka Ha paboty B pabouee Bpems (Ha-
npumep, no 6oaesHH). HeaBKa AOMYCKaeTCa M MHOTAA MOAAEXMT KOMMEHCaLWu,
€CAM YacTota U 060CHOBAHWE OTCYTCTBMA COOTBETCTBYIOT NMpaBMAaM Nocellae-
MOCTW OpraH13aLuu.

A6COAIOTHBIE OUEHKU. OLEHOUHbI METOA, MPU KOTOPOM 3IKCMepT oTMevaeT
OLIEHKY Ha GUKCMPOBAHHOW LUKaAE, OTPaxatolleh NOBEAEHWEe WAU AEMCTBUA
MHAMBWAE, BMECTO TOrO, UYTO6bl AEAaTb OLIEHKW, OCHOBaHHbIE Ha CpPaBHEHMUSX
MEXAY AHOABMM.

HecuacTtHble cAayuau. [OHATUE «HECUACTHbIM CAydal» 0BbIYHO OTHOCKTCH K
CAyYanMHOMY COObITUIO MUAM MOCAEACTBUIO, KOTOPOE, ByAyUM HEOXMAAHHBIM, Ka-
XETCS, HE UMEET OUEBUAHON MPUUMHBI. MCCAEAOBAHNS HECUACTHBIX CAYUaEeB B
NPOMbILLUAEHHOCTW UAWU B OpraHn3aLmmn 0O6bIYHO NPUNUCHIBAKOT B KauecTse Npw-
UMHbI OTKa3 TEXHWKKU, GaKTOP OKPYXatoLLEN CPEeAbl, YEAOBEUECKUI HaKTOP MAK
UX KOMOUHaLMW.



Accreditation. The process of external quality 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
revolves 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).



AxkpeauTauma. [pouecC BHELIHEro OnpepereHUA KadecTBa U cepTuduka-
LMK OU3MYECKMX U FOPUAMYECKUX AUL, (MLHAMBUAOB, AaBOPaATOPUI, KOANEAXKEN,
YHUBEPCUTETOB M 06pa3oBaTeEAbHbIX NPOrpaMmM), COCTOALLASA B OLEHKE WM MOA-
TBEPXAEHUM TOTO, YTO A@HHbIE AML@ KOMMETEHTHO BbINMOAHAIOT 3aABAEHHbIE MU
QYHKUMN.

MoTpebHoCTb B AOCTMIKEHUU. OH03HAUYAET MOTUBALIMOHHYH PACMOAOXEHHOCTb
K YCOBEPLUEHCTBOBAHUIO U AOCTUXKEHMUIO UCMOAHEHUSI PaboTbl B YCAOBUAX Bbl-
30Ba UAW KOHKYPEHLMMW.

Tect pocTOKeHUH. CTaHAAPTU3NPOBAHHbIN TECT AAA M3MEPEHUS YCMELIHOCTH
06y4eHMA UAM TOTO, Kakue HaBblKK BbIAM AOCTUTHYThI B PEe3yAbTaTe NMOAYYEHHOIO
06pa3oBaHus, 06yYeHUss UAM NPOLLUAOTO OnbITa.

0O6yueHue Ha NpaKTUKe. HenpepbiBHbLIN NpoLecc obyyeHns, Npu KOTOpom oby-
UeHue NPOUCXOAWT B pedyAbTaTe NOTPEBHOCTM 0by4atoWwerocs HamT peLleHne
peanbHbIX MPobAEM.

AenicTBuA, NOCPEACTBOM KOTOpbIX peanusyerca BaacTtb (no ILA. Mioppeto):
nmomoraTtb, BECTW, OPraHM30BbIBaTb, PYKOBOAWTb, BAMATb, ybexaaTb, yroBapw-
BaTb, CKAOHATbL, YIPaBAATb, PETYAUPOBATh, NOAYMHATL; O4APOBLIBATL, MOKOPATH,
yCTaHaBAMBaTb MOAY, NpuobpeTatb MoppaxaTener, KPUTUKOBaTb, OrpaHuuu-
BaTb, OTrOBapuBaTh, 3anpeLLartb, CyAUTb; NPaBuTb, PYKOBOAUTbL, AUKTOBATL YCAO-
BWS, yCTaHaBAUBATb 3aKOHbI.

AKTUBHOE obyueHue. MpoLecc NpruobpeTeHUsa HOBbIX 3HaHWIA, HABLIKOB U CO-
BEPLUEHCTBOBAHMWA MOBEAEHUS MOCPEACTBOM COBEPLUEHUA KOHKPETHLIX AEW-
CTBWIA UAU BbINOAHEHUS NPAKTUUECKMX 3aAau.

AKTUBHOE caywaHue. Cnocob caylaHus, NpeanoAaratoLlmii COCPeAOTOUEHME
Ha TOM, UYTO FOBOPUT COBECEAHMK, UTO AEMOHCTPUPYETCA COMPOBOXAAIOLLMMMU
€ro aMoLMAMU, MUMUKOU, XeCTamMu, pePAEKCUBHBIMU BONPOCaAMM.

AeatenbHoCcTb. COBOKYNHOCTb AEMCTBUIA, 0ObEAMHEHHbBIX 0OLLEN LEABIO U Bbl-
MOAHSAIOLMX OBOLLECTBEHHYIO PYHKLMIO; cneumdruyeckn yenroBedeckas dopma
AKTUBHOMO OTHOLLUEHUS K OKPYXatoLLLEMY MUPY, COAEPXAHUE KOTOPOM COCTaB-
ASIET €ro uenecoobpasHoe M3MeHeHWe (camonameHeHre) 1 npeobpasoBaHne
(pasBuTHe).



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.
Adaptability 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 (ASO). 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.



ApanTtauus (npousBoAcTBeHHas). [pouecc npucnocobaeHuss paboTHUKa K
pasAMYHbIM CTOPOHaM MPOU3BOACTBA M TEXHOAOTMUYECKUM, 3KOHOMWUYECKUM,
COUMaAbHbIM, OPraHU3aUMOHHbIM, YNIPaBAEHUYECKUM YCAOBUSIM.

ApanTUBHOCTb (HEAAANTUBHOCTb). XapaKTepuCTHKa TEHAEHLMU COOTBETCTBUS
WAW HECOOTBETCTBUA MEXAY LIEASIMU U AOCTUraeMbIMW PE3YALTaTaMM1 aKTUBHOCTH
uenoBeKa. AAANTHBHOCTb BbIPaXaeTcsl B COrAACOBaHUM, a HEaAanTUBHOCTb — B
PacCcorAnacoBaHUW LEAE 1 PE3YALTATOB.

ApanTuBHOe noBeAeHUe. B3anmopencTBre yenoBeKa ¢ APYTMMU AOABMMU (CO-
LMaAbHbIM OKPY)XEHWEM), XapaKTePU3YHOLLEECA COrAACOBaHWEM WHTEPECOB,
TpeboBaHUN U OXUAAHUI €TI0 YYAaCTHUKOB.

AAMUHUCTpaATUBHbIE MeTOAbl. Crnocobbl OCYLIECTBAEHWUA YNPABAEHUECKMX
BO3AEWNCTBUI Ha NepcoHan, 6asunpyromecs Ha BAACTU, AUCLMIAMHE U B3bICKa-
HUAX.

Cxema 06CAY)XKMBaHUA «TOABKO aAMWHUCTPATUBHbIE YCAYTW». Haém drpmbl,
yTobbI PELLNTL ONPEAENEHHbIE aAMUHUCTPATUBHbIE 3aaauu. DMpMa BbINOAHAET
cneurannsmMpoBaHHble GyHKUMKU, KOTopble pabotoaaTeAb HE MOXET UAW He Xe-
AaeT B35iTb Ha cebs (Mouck paboTHUKOB onpeAenéHHON KBanrdUKaumm, Byxran-
TEPCKKE YCAYTH, OXpaHa).

B3pocAbii yuawmnca. YeroBek, BO3pacT KOTOPOro Bbillle CPEAHENO AASl OKOH-
yaHus obpasoBaHus, paboTaloLMii B peXMMeE MOAHOM MAM YaCTUUYHOM 3aHSATO-
CTU 1 MPOXOAALLMI 0ByueHne no obpas3oBaTeAbHOW NporpamMme.

AKcnepTtHaa rpynna. [pynna cneuMasncToB, CO3AAHHASA C LEAbHD WAEHTH-
dUKaLUMK 1 0O6CYXAEHUSI crielumanbHbIX BOMPOCOB U BHECEHWUSI peKoOMeHAALMM
6€3 NOAHOMOYMI NPUHATUA PELLEHUN.

Addurnauma. CtpemaeHne yenoBeka bbiTb B 0OLLIECTBE APYTUX AOAEH, TECHO
KOHTaKTMPOBaTb U B3aUMOAENCTBOBATL C OKPYXatOLLMMU AOABMU.

MotpebHocTb B addpuaMaummu. 3T0T MOTMB OTPaxaeT CTPEMAEHME B YycCTa-
HOBAEHMU U 3MOLIMOHAABHOM MOAAEPXKE MO3UTUBHBLIX OTHOLLEHWIH C APYTMMMU
AHOABMM.



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 techniques 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.

Alternative 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 techniques.

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 relevantitems maintained
by an employer and used during the selection process.
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AAbTEpHATUBHOE paH)XXUpoBaHMe. MeToA OLEHKMU, UCTMOAb3YEeMbl B OLEHKE
paboTbl U PE3YALTATOB AEATEABHOCTH M NMPH KOTOPOM OLIEHLLMKA (3KCMepTa) npo-
CAT BbIBpaTh HAUAYULLMX U HAMXYALIUX PAaBOTHUMKOB M3 06LIEro cnucka pabo-
TaloLWKX, @ 3aTEM COOTBETCTBEHHO OLIEHWTb OCTaAbHbIX.

AAbTepHaTUBHaA OUEHKa. HeTpapuMuMOHHbIE MpOLEAypbl M METOAbI, MC-
NOAb3yeMble B paMKax MHCTPYKUMOHHbLIX MPOrpamMM AASl OLEHKM obpasoBa-
TeAbHbIX AOCTUXEHMI 0ByyatoLlerocs.

AAbLTEPHATUBHOE YperyaupoBaHue cnopoB. A0OpPOBOAbHASA NpoLUeAypa, Uc-
NOAb3yeMas ANl Pa3peLLEeHNUs CMIOPOB AU KOHOAMKTOB MEXAY AOABMM, Fpynna-
MU UAW yNpaBAeHLAMUW. B AaHHOM NpoLieAype UCMOAb3YIOTCA YCAYTM HEWTPaAb-
HOM TPETbEeN CTOPOHbLI AAA OOAErueHUs OOCYXAEHWA U MOMOLUM CTOPOHaM B
AOCTUXXEHWUM COTAaLLIEHUS, KOTOPOE ABAAETCS 003aTeAbHbIM.

AAbBTEPHATUBHBIW NEePCOHaA. BHellUTaTHble, BpeMEHHbIE COTPYAHUKH.

AnbTepHaTUBHOE pabouee mecTto. Ato6oe MeCTo, KpoMe Toro, rae GU3NUEcKH
HaxoAMUTcA paboTopatenb, rae paboTHWKaM pa3peLleHo BbIMOAHUTb MX PaboTy.

U3yueHue AOKYMEHTOB. MeToa MCCAEAOBAHMUSA, LLUMPOKO PacnpOCTPaHEHHbIN
B KaapoBoM paboTe. OCHOBHbIM COAEPXaHWEM MeToAa U3YyUYEHUA AOKYMEHTOB
ABASIETCA cO0P NMUCbMEHHbIX MATEPUAN0B 06 U3yvyaemMom 0O6beKkTe (SBAEHUU) U
WX aHaAM3 (KOHTEHT-aHaAM3) MOCPEACTBOM CMeuManbHO pa3paboTaHHbIX METo-
AVNYECKMX NPUEMOB.

MoAUTUKA aHTUPOACTBEHHbIX OTHOLUEHUM. [ToAUTUKa paboTopaTensi, kotopas
orpaHWUMBaET 3aHATOCTb ABYX MAM BOAEE UAEHOB CEMbW B OpraHn3aLUun B OAHO
U TO Xe BPeMs.

Couckartenb (MpeTeHAEHT). AULIO, KOTOPOE ULLET PaboTy Ha YCAOBUSAX, ONpeAe-
AEHHbIX pabotopatenem, 1 OTBEYaET ONpPeAeAEHHbIM NPEANUCAHHbIM CTaHAapP-
TaM, KOTOpble YCTaHOBAEHbI paboTopaTeAEM.

AokymeHTbl couckatens. Qopmbl 3aABAEHUM, PE3OME U APYrMe COOTBET-

CTBYIOLLIME AOKYMEHTbI, YTBEPXAEHHbIE paboTopaTeAeM U MCMOAb3YyEMbIe BO
Bpems 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 resume or application for employment which the
employer uses to select candidates for employment.

Applicant tracking. Any paper or computerized system that tracks the or-
ganization’'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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Pernctpaums TeKyLWUX AaHHbIX 0 coMcKaTeAe. XPOHOAOrMUECKU YOPAAOUEH-
HbI CMUCOK, COAEPXALUMIA 3aMUCK O KaXAOM COMCKAaTEAE, NMPETEHAYIOWEM Ha
noAyyeHue paboTbl MAK NPOABUXEHME MO CAyXOe. AaHHbIE BKAOUAIOT MMS Npe-
TEHAEHTa, NOA, UCTOUHMK MHGOPMALIMK O BAKaHCUU, AGTY 3asiBAEHUA, Ha3BaHWe
BakaHCHUMW U €€ pacnoAOXeHWe B CTPYKTYpE OpraHu3aLmu.

Cnucok KaHAUAQTOB. COBOKyI'IHOCTb BCEX AUL, NPETEHAYHOLLMUX Ha AOAXHOCTb
U NPEACTaBUBLLUX UAU PE3IOME, AU 3asiBAEHUE O NpUEMe Ha paboTy, koTopoe
paccmaTtpuBaetcs pabotopatenem npu otbope KaHAMAGTOB Ha paboTy.

Ba3a AaHHBbIX 0 NpeTeHAeHTe. \lo60€e NMUCbMEHHOE CBUAETEALCTBO UAU KOM-
MblOTEPHAN cUcTeMa, KOTOPan COAEPXMUT AQHHbIE OPraHM3aLMKu O COUCKATEAE,
TakWe Kak pe3toMe, 3aABAEHUS U BHYTPEHHIO UHGOPMAaLMIO, pasMeLLaemMyto
o paborte.

Ha3HaueHwue. PelleHue, Npukas, pacnopsxeHue o 3a4nCAEHUU KOro-AMbo Ha
AOAXHOCTb, pabory.

O6yueHue Ha pabouem mecte. Cuctema 06yveHUss NPOPECCUN UAU PEMEC-
AY B COOTBETCTBUM C OMPEAEAEHHBLIMU CTaHAapTamMu. Yualumics npuobpertaer
HeoOX0AMMbIE HaBbIKW, BbIMOAHAA COOTBETCTBYHOLLME 00A3aHHOCTU B TeueHue
YCTAHOBAEHHOIO NepuoAa BPEMEHM NMOA OMEKOW OMbITHOrO MacTepa WAU Mpo-
deccroHana ¢ UCNOAb30BaHUEM AEMOHCTPALIMM.

CKAOHHOCTb. 3TOT TEPMMWH O3HAYAET rOTOBHOCTb YUUTLCA, NPUODPECTU yMEHME,
BbIMOAHATb AENCTBME. CKAOHHOCTM MOTYT MCMOAB30BaThCA, UTOObI NPeAcKasaTh
MOCAEAYIOLLEE BbIMOAHEHWE PaboTbl U AOCTUXEHWUA B HOBOW CUTyaLMU. CKAOH-
HOCTM YacTO OCHOBaHbl Ha OMbITE: UMEIOLLMICA OMbIT GOPMUPYET FOTOBHOCTb
(HEroTOBHOCTb) K BbINOAHEHWIO AEATEABHOCTM.

TecTupoBaHue cnocobHocTel. Vicnonb3yemblil B npouecce npodorbopa craH-
AAPTU3MPOBAHHbIV TECT, KOTOPbIA NPeAHA3HAYeH AN UBMEPEHUS U MPEAMOAO-
XEHWSA 0 CNOCOBHOCTAX YeAOBEKa.

Ap6utpaxk. ANTEPHATUBHBIN METOA YPETYAUPOBAHUS CMOPOB, B KOTOPOM MC-
MOAb3YeTCS HeWTpaAbHan TpeTbsl CTOPOHa (apbuTp) AAS paspelleHus UHAW-
BUAYAAbHbBIX, IPYMNOBbIX UAW TPYAOBbIX YPABAEHUECKUX KOHOAUKTOB C LIEABIO
BblpaboTKK peLleHusi, 0683aTEAbHOIO AAS 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
techniques, 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 denotes 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 «old-fashioned» outlook
on life.
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ApXeTunbl PyKOBOAUTEAEH. PYyKOBOAUTEAW, UMEIOLLIME XapPaKTEPUCTUKK AAS Bbl-
MOAHEHWA TOM UAM WMHOWM YrNpaBAEHUECKOW POAU. PasanualoT YeTbipe rAaBHbIX
apxeTuna: AMAEP, aAMUHUCTPATOP, NAAHUPOBLLMK, MPEANPUHUMATEND.

AcneKktbl ynpaBA€HUA MNEePCOHAAOM. TeXHUKO-TEXHOAOTMUYECKUN, WHOP-
MaLMOHHbIW, KAAPOBbIA, AOKYMEHTALMOHHbIN, HOPMAaTUBHO-METOAUUYECKUN,
OpraHn3auUMOHHO-3KOHOMUYECKUIA, NPABOBOW, COLMAAbHO-NICUXOAOTNYECKUHN,
neparorMyeckum.

OueHka. CyxaeHus (Yalle BCEero, CY)XXAEHUS 3KCNEPTOB), CAEAAHHbIE O UbUX-TO
AMYHBIX U NPOPECCUOHANBHbIX KauecTBax. ECAM OLueHKa caenaHa No CTaHAapTy
AW KPUTEPUIO, TO OLEHKA KpuTepuanbHasa. Koraa AOAEW CpaBHMBAOT APYT C
APYroM, TO OLEHKa HOpMaTUBHas.

AcceccMeHT-UeHTp. Dopma (METOA) OLEHKM NepcoHaAa, NpeAcTaBAsaoLas co-
60V cTaHAAPTU3NPOBAHHYHO MHOTOACMNEKTHYIO OLIEHKY NMepCcoHana, OCHOBaHHYHO
Ha MCNOAb30BaHMM B3aMMOAOMOAHAIOLLMX METOAWK, OPUEHTUPOBAHHYIO Ha pe-
anbHOe CcAyXebHoe noBepaeHMe OLEeHUBAEMbIX COTPYAHUKOB U YUYET 0CODEHHO-
cTer TpeboBaHUt AOAKHOCTHbIX MO3ULMHA.

Atrtutiop. O6bIUHO OMpeAensieTcsl, Kak CKAOHHOCTb pearMpoBaTtbh Haaronpu-
ATHBIM UAW HEBAAronpuATHbIM 06Pa3oM Ha HEKUI 0OBEKT, AULO, COLMAAbHbIN
WMHCTUTYT UAK CODbITUE; 3TO cneundryecknin 06pas AENCTBUN, KOTOPbIA YEAOBEK
peanm3yeT AU XOUET pearn30oBaTb B KOHKPETHOM CUTYaLUM.

0630p aTTUTIOAOB. MHCTPYMEHT, UCMOAB3YEMbIN AASI ONPOCA U OLEHKU MHEHWH,
YyBCTB, BOCNPUATUS U OXXMAGHMI pabOTHUKa OTHOCUTEABHO Pa3HO0HPA3HbIX PYy-
KOBOASILLMX Y OpraHU3aLMOHHbIX NPOBAEM.

ABTOPUTaAPHDbIA CTUAb PYKOBOACTBA. CTVAb YNPaBAEHUECKOW AESATEABHOCTH,
OCHOBbIBAIOLIMIACA Ha aBTOPUTETE (BAGCTU) PYKOBOAUTEAS.

ABTOpPUTapHasA AMUYHOCTb. JTOT TEPMWH 00603HAYaAET AMUYHOCTHbIA CUHAPOM,
XapaKkTepuayemMblit PUTMAHOCTBIO MbILLAEHUS, TAYOOKOW MOAO3PUTEABHOCTBIO K
«QyXMM» rpynnam, arpeccUBHO-BAACTHbIM U PE3KO KPUTUUECKMM OTHOLLEHUEM K
3aBUCUMbIM Y MOAYMHEHHBIM AULIAM, YPE3MEPHO NMOKOPHOM OTHOLLEHUW K Bbl-
LUECTOSILIMM AMLIAM, W, B LLIEAOM, KOHCEPBATUBHbLIMU B3TASAAMW Ha XU3Hb.
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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-regulating», «self-managing», «semi-
autonomous», or «internally led» 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, bypassing 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 that allows individuals and businesses that are
experiencing extreme financial duress and are unable to meet their financial
obligations to eliminate or restructure their debts.
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MoAHoMouuMe. [paBoO NPUMEHSTb BAACTb. ITO OAUH U3 CMELUUMPUUECKUX BUAOB
BAGCTU. OAHOMOUME NPEAOCTABASIETCA OTAEABHOMY YEAOBEKY WAW rpynne B
CUAY UX MOAOXEHWUA UAU POAU (BCETAQ AETMTUMHO, T.. AOKYMEHTAAbHO (0bu-
LMaAbHO) MOATBEPXKAEHO) AASl 3aLUMUTLI MHTEPECOB OpraHu3aunu (B MOHUMaHUK
BbICLLUErO PYKOBOACTBA).

ABTOHOMHbIe pabouune rpynnbl (NPOEKTHble KOMaHAbI). 310 rpynnbl paboT-
HUKOB C NEPECEKALMMUCA HaBbIKaMW, KOTOPblE BCE BMECTE BbINOAHAIOT OT-
HOCUTEABHO LIEAOCTHOE 3aAaHue (Hanpumep, NPOU3BOAS FOTOBbIM MPOAYKT), OCY-
LLLECTBASAS BbICOKMM YPOBEHb pa3peAeHUsl TPyAa MPU BbINMOAHEHWUM paboTbl. Mx
MOTYT Ha3blBaTb «@aBTOHOMHbIE», «CaMOyMnpaBAAeMble», «MOAYaBTOHOMHbIE» AW
«BHYTPEHHE BEAOMbIE» paboune rpynneoi.

ABTOHOMMA. AaHHOE NOHATUE B pabourx yCAOBUSIX O3HAYAET CTENEHb, B KOTO-
pol YenoBeK CBOBOAEH pellaThb, Kak BbIMOAHWUTb 3aAaHWE UAM AOCTUTHYTb LIEAEN
pabotbl. PaccmatprBaetcs kak 6a3oBan NOTPebHOCTb YUeAOBEKa, 3TO TaKXe U
MOTUBALIMOHHAsN XapaKTepUCTUKa TPYAOBOM AEATEABHOCTU. PaBOTHMKK, KOTOpbIE
BOCMPUHMMALOT cebs Kak CTpeMsLMecs BbIMOAHATb AEATEAbHOCTb, B MPOTUBO-
MOAOXHOCTb AEWCTBYIOLLMM MO NPEAMUCAHUIO, BHYTPEHHE MOTMBMPOBAHbLI U
NPUHUMALOT BOABLLIYIO AMUYHYIO OTBETCTBEHHOCTL 3@ MOCAEACTBUSA CBOEN paboThbl.

ABTOpoTauMa KaapoB. MeTop (GOPMaAbHO-HOMEHKAATYPHOTO MPOXOXAEHUA
KAOUEBbIX AOAKHOCTEN PYKOBOAMTEASMU PA3AMUHbIX YPOBHEN YripaBAEHWA AAA
YCKOPEHWA CBOETO CAYXEOHO-NMPOPECCMOHAABHOTO pocTa. MpU 3TOM NPOUCXOAUT
BO3BpaLLEHME B MPEXHIOK OPraHU3aLUMIO UAM OpraH ynpaBAeHUsi, HO Ha Bonee
BbICOKYIO AOAKHOCTb.

B

KyAyapHbiv noa6op kaapoB. MeTtoa noa6opa KappoB € NMOMOLLbIO 3aKYAUCHbIX
CAENOK, Max1MHaLMM B 06X0A YCTAHOBAEHHOIO NOPAAKA HAa3HaUYEHUSA AOAKHOCT-
HbIX AWML, B rocannapare 1 pasAMUHbIX OpraH13aLmMaAX; CKPbIT OT 06LLECTBEHHOCTU
W coBepLUaeTCca rpynno 3anHTEPEeCOBaHHbIX BAUATEABHbIX AULL C LIEABIO MPOBE-
AEHUS HYXHBIX AHOAEW Ha COOTBETCTBYHOLLIME AOAKHOCTH.

3akoH o 6aHkpoTcTBe. DepepanbHbli 3aKOH, KOTOPbIA MO3BOASIET AOAAM
AU drMpMaM, UCMbITbIBAKOLWKUM UYpe3BbluaiiHble GUHAHCOBbIE TPYAHOCTU U He-
CMOCO6HbIM BbINOAHWUTb CBOM GMHAHCOBbIE 00S3aTEABLCTBA, CNMCaTb UAU pe-
CTPYKTYpMpPOBaTbL CBOW AOATH.
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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 technique that focuses on a candidate’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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MoBeaeHue. [lpucyllee XWBbIM CylWlecTBaM LEAeOPUEHTUPOBaAHHOE B3aw-
MOAENCTBUE C OKPYXaloLLlen CPeAOi, OMoCPEeAOBAHHOE UX BHELLUHEW (ABUra-
TEABHOWN) U BHYTPEHHEN (NCUXMUYECKOW) aKTUBHOCTBIO. ONMUCbIBAETCA Yepes Aest-
TEAbHOCTb, AEUCTBUSA, onepaumu, MOCTYNKK, 06LLEHNE, ABUKEHWS, PEAKLMK U T.M.

Moaudukaums noBepeHUA. ITO CUCTEMATUUECKOE MPUMEHEHME HayUHbIX
NPUHUMMNOB 0BYyUYEHUSI C LEAbIO U3BMEHUTb MEXAUYHOCTHOE MAU POAEBOE MOBE-
AeHUue. AloAM MOTYT BOCMOAb30BAThCS YCAYraMu KOMMETEHTHOTO creuuasuncta,
uT06bl UBMEHUTL MOBEAEHWE, KOTOPOE OHW CUUTALOT HEAPOEKTUBHBIM, U HE MO-
YT KOHTPOAMPOBATb CAMOCTOATEABHO 6€3 NPOdECCUOHAABHON MOAAEPXKMU.

WHTepBbIO C aHaAM3O0M NMOBEAEHUA YenoBeKa. TEXHUKA WUHTEPBbIO, KOHLEH-
TPUPYOLASICA Ha NPOLLAOM OMbITe KAHAMAATA, ero NOBEAEHWW, 3HAHUSIX, HaBbl-
Kax 1 cnocobHocTsx. TpebyeT OT KaHAMAATA NPUBEAEHUSI MPUMEPOB TOrO, KOrAa
OH WAK OHa MPOAEMOHCTPUPOBAAK ONPEAEAEHHbIE CTUAU NOBEAEHUSI AU HABbI-
ku. MNo3BoAsET Npeanoaarath byayllee NoBeAeHWE KaHAMAATA U 9P EKTUBHOCTb
ero paborbl.

MNoBeaeHUYECKaA KOMNETEHTHOCTb. [oBeaeHe paboTHNKA, KOTOPOoe SIBASIETCA
NMPEAMETOM M3MEPEHUA U OLEHKM C TOUKM 3PEHUS TOro, MAEHTUOULMPYETCS AU
€ro NnoBeAeHWe Npu aHaause paboTbl / Ha NPOPUAE KOMMETEHTHOCTU B Kaue-
CTBE NOBEAEHWS, KOTOPOE CMOCcCObCTBYET 06bEAMHEHUIO B KOMAHAY W/WAU opra-
HWU3aLMOHHOMY yCrexy.

YnpaBAeHHe noBepeHYEeCKMMU pUcKamu. [1poLecc aHaAM3a U BbIIBAEHWUS NoBe-
AEHYECKUX I'Ip06/\eM Ha paéoqu MeCTe U BHEAPEHWE NPOrpamMm, NOAUTUKN UAK
Cl\y)K6, Hanbonee NOAXOAALLMX AAA KOPPEKTUPOBKKN ITUX I'Ip06/\eM MAU UX PELLEHNA.

LLikana oueHMBaHUA, onpeAeAéHHan noBeaeHueM. OLeHBaHue, Tpebytollee
OT OLIEHLLIMKA (3KcnepTa) NepeunucAeHna BaxHbIX 0COBEHHOCTEN ONpeAeAEHHO
paboTbl U cbopa MHGOPMALMKU O KPUTUUECKOM MOBEAEHUW, pasrpaHuuMBalo-
LLMM YCNELLHYIO U HEeyAaUHYIo paboTy. ITOMY KPUTUUECKOMY NMOBEAEHUIO 3aTeEM
NPUCBaUBAlOTCA KaTeropus U UYUCAEHHOE 3HaueHWe, WCMOAb3YHOLLIMECA KaK
OCHOBA AASl OMPEAEAEHUS CAYXEOBHOTO peiTUHra.

BeHUMapKUHI. MeToA OLEHKU U KOHTPOASI AESITEABHOCTH, B TOM YMUCAE OLEHKM
3bOEKTUBHOCTH AEATEABHOCTH MO YNPaBAEHUIO NepcoHaroM. MeToa HanpaBAeH
Ha BbIiIBAEHWE OpraHM3aumeil BO3MOXHbIX CMOCOB0B COBEPLLEHCTBOBAHUSA €€
COBCTBEHHbIX METOAOB, TEXHOAOTUIA, CTAHAAPTOB MPU CPAaBHEHUU C MPAKTUKOW
paboTbl KAAPOBBIX CAYXO APYrMX OpraHM3aLmMii (MPSMbIX KOHKYPEHTOB), KOTOpPbIE
MOKa3bIBAOT HAUBBLICLLYIO 3GGEKTUBHOCTb, 0ByUEHME UX METOAAM PaboTbl U pe-
aAv3aLMKM NEPEeAOBbIX METOAOB B COBCTBEHHbIX YCAOBUSIX.
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