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Y10 Takoe 6maHec-knacc?

BusHec-knacc — 310 HOBLIM Gopmar 06LeHVsA 1 00yHeHUa OU3HeC-
nVaepoB, paspaboTanHHbi Komnanmen «9KOMNCK KoHcanTuHr.
BusHec-knacc — He TPEHVIHT U HE KOHbEPEHUMS. Y HAC HET OOKNaa4VKOB
1 MACCVBHbIX CnyLlarenein. HeT rypy 1 y4eH1koB. HeT peknambl U «OTHETHO—
BLIOOPHbIX» BBICTYMIEHNIA.

BusHec-knacc — 310 3KkCnepTHaa MHGopMaums, npeaHasHadyeHHas s
9KCNEPTOB, OMbIT NPOMECCUOHANOB, NEPefaHHbIi NpodeccrnoHanam. Mol
paspaboTanu aT0T GopmMaT CrneumansHO s TeX, KTO Yalle BbICTYNaeT Ha
KOHMEPEHLMSIX, YEM UX MOCELLAET, 1 Hallle YHUT OPYrX, YHeM YHUTCS CaM.
BusHec-knacc coBMeLLaeT B Cebe aNeMEHTHl MaCcTepCkon, ceMmHapa

1 KPYroro crona.

BusHec-knacc — 310 nowaaka ona 00CyXAEHNS BXHENLLMX TEM

B 00/1aCTV yNpaBNeHnst IoOAbMN:

ynpasneHne adEKTUBHOCTbIO

pasBuUTHE NepcoHana

NOBbILLEHVIE NPUBNEKATENBHOCTV KOMMAaHWM Kak paboTtofarens
ynpasfeHne TanaHTammn 1 ap.

CTommocTb yyactug — 25 000 pyo.
[Ons untateneit HRT Magazine CKUAkKa 5% 5

The Human Resources Times Magazine Yupeautenb, peaakums n nspartesnb Ony6AMKOBaHHbIE MaTepuaibl
. o 3AO «3KOIMNCKU KoHcanTuHr»

KoprnopaturBHbIl XypHa (MHGOPMALVOHHBIN ABJIAOTCA COOCTBEHHOCTbLIO
6tonneteHb) «9KOMNCKU KoHcanTuHr». XypHan 129090, MockBa, 2-i1 Tpouukuii nep. A.3. pepakumn.
pacnpocTpaHseTcs no 6ecnnaTtHol Noanucke cpean Ten. +7 (495) 781-51-41/42 Mepeneyatka nnm nioboe
TOM-MEHEXXEPOB BEAYLLMX POCCUNCKNX pr@ecopsy.ru KOMMEPYECKOE UCMOJIb30BaHNE
1 HTEPHALMOHAbHbIX KOMMaHWIA. M3paHne 3aperncTpnpoBaHo MaTtepunasioB BO3MOXHO

B PepepanbHoi cnyx6e no Hap3opy TOJIbKO MO COrNacoBaHWUIO
TekcT, 3aronoBku: AHHa CaBenbeBa 3a cobnoaeHNneM 3aKOHOAATENBCTBA C aBTOopamMu.
[nzaiii n Bepctka: Mapus TepHoBckas B cepe MaACCOBbIX KOMMYHUKALNA
Mpn noaroToBke XypHana Oblv NCNOIb30BaHbI 1 OXpaHe KyNbTYPHOro Hacneaus.
unncTpaummn nd kiurn Pobepta Yonneiica «Mup CBnAaeTenbCTBO O PErMCTPaLLn
Jleonapno» (Mocksa, 1997 roa, n3gaTenbCkuii LEHTP CMMU NN N2 C77-22056 ot 24.10.2005.
«TEPPA»), a Takxe ¢oTtorpadun, BbINOJHEHHbIE Tupax 5000 ak3. Mockea, 2008 r.

coTpyaHukamm «3KOMNCKU KoHcanTuHr».
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O poBepun
K caMOoMy cebe

CnyLuart T0/16k0O COOCTBEHHbIV FO10C
C. Kbepkerop

JHAKABI g TONAja B OAHY M3 LepkBeil TanauHHA Ha HeoObIY-
HYI0 IporioBe/ib. Ee BesT CBSIIIEHHNK, U3BECTHBINA B KATOJMYECKUX J[yXOB-
HbIX KPyraX CBOMM HOBATOPCKHMM IIOAXOAOM K paboTe ¢ IMPMXOKAHAMH.
IIponoBeb OblIa OYEHb IMOLUOHAIBHO, OJHON MHTEPECHBIX KU3HEH-
HBIX IprMepoB. Ee Tema 3Bydasia npubusuTesbHo Tak: «HTyrnus Kak
rosioc Bcesbinineros. MoskeM Jin Mbl BEPUTb CBO€H MHTYMIIUH, CBOEMY
gyyThio? He DBokecTBeHHBIE I OTKPOBEHWS] MW YKa3aHUS MPUXOIAT
K HaM TakuM oOpasom? Kak kax[plii pa3 IpOBEPUTD [IPABUIBHOCT CBO-
UX elle CMYTHBIX OMIYLIEHWH MM, HaoOOpOT, TBEPHbIX YOeKAeHUI
U pelleHuid — HO MMEHHO CBOMX COOCTBEHHBIX, YHHKAJbHBIX, MOXKET
ObITb, OTJIMYHBIX OT MHEHUS OOJIBbLUIMHCTBA?

Cpenn MOMX KJIMEHTOB — Jofeil, 6e3ycJOBHO, YMHBIX, YBEPEHHBIX
B cefe ¥ OIIBITHBIX B OM3HECEe — BCTPEYAIOTCS Te, JJIsI KOrO BOIIPOC M0~
BepUsl K caMOMy ce(e ONMH U3 KJIIOYEBBIX M MYYMTENbHO CJOMKHBIX.
JKusHb 70Ka3ana u MOCTOSTHHO JIOKA3bIBAET UM COCTOSITEJBHOCTDh UX pe-
IIEHN, HO COMHEHHUsI W MOJICO3HATEJIbHOE JKeJaHWe YCJbIIATh HEKoe
Maruyeckoe, (unaibHoe Cl0BO MPUBOAAT K OOJE3HEHHBIM IEPEKIBA-
HISIM, HEHY KHBIM [IPOME/IJIEHIIM, OeclieJIbHON BHYTpeHHell 6opboe.

MoryiecTBeHHbIE POAUTENBCKUE TTOCTAHUS, TPOYHO M 3a4acTyIio Ha-
BEYHO YCBOEHHBIE B JIETCTBE, 3ByYaT HEOTCTYNMHBIM Xopom: «Crapriune
Jiydine 3HatoTy, «KoHedHOo, ThI HElpaB», «3alOMHU: 32 CAMOBOJILHBIMU
HOCTYIIKaMK II0C/enyeT Hakasanuel», Bce Mbl «IyOMHHON» IaMSThIO
HOMHKMM M CaM# IIOCJIaHKs, ¥ T€ COOBITHS, KOTOPbIE MOAKPEIJISIN U JI0-
Ka3bIBaJM IMPABOTY HAIMUX BOCIIMUTATEJEH, HSIHb, B3POCJBIX POACTBEH-
HUKOB. DTU JlaBHUE TIPEITMCAHMS ¥ 3alPEThl HEPEIKO B TeUeHUE BCeil
KHUBHM JKECTKO M Ipy0O OrpaHMYMBAIOT HANly CBOOOALY, 3aCTABJIAIOT
OPUEHTUPOBAThCSI HA KaKMe-TO BHENIHWE KPUTEPUH, CJAYHIATh IYCTBIX
JIOJIEH, 3aBUCETh OT MHEHUSI JPYTUX...

U uro ke memars? [a Hudyero ocoGeHHO cJI0XHOTro. IIpocto mose-
puThCcs caMoMy cebe — CBOeMy HNOHMMAHWUIO, 3HAHUAM, MHTyuLuH. Ca-
MOCTOSITEJTBHO «TKaTh M3BICKAHHOE MOJOTHO XKU3HW», HPOSIBJISITH TBOP-
uectBO. Huuero He 604Tbes. BbITh YBEPEHHBIM B Pe3yJIbTaTe.

[1aBHBIN MTPU3HAK 3PEJION TUYHOCTH — CaMOIOCTATOUYHOCTD, T.€. CIO-
COOHOCTb OPHMEHTHPOBATHCS Ha COOCTBEHHBIE KPUTEPUH, BLICTPAUBATh
CBOIO CTPATEruio, BEPUTh B HE3bIOJIEMOCTh CBOMX HPHHIMIIOB, TOYHOCTh
CBOMX BBIOOPOB ¥ [EHCTBUTEIBHO CIIyLIATh COOCTBEHHBINA TOJIOC: STOMY
XOYETCS] YUUTHCS, ITOMY XOUETCSI YUUTb...
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Mapusa MakapyLukmuHa
Jlnpep npakTunku
«VIP-KOHCYNbTUPOBAHNE>



MNpe3naeHT <<3KO l/I KOHCANTUHI MapK Posmwﬁ
HRT Magazine preHe napagurmel B MUPOBOI
a

K ynpaBneHWio TanaHtamu, O TOM, Kak CBs3aHbl

management M «HOBas 3KOHOMWKa», @ Ta"Me C

TO TanaHTbl, ObIBAIOT «MOMINHHBIMU> 1 <<6"’"
Kauposbm pe3epB ~ 4YUCTO poccuiickas] BbI,EI,yMKa
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BpemMda noa/MHHbIX

TaJIaHTOB

? Mapk, BbICTYynfIeHne, Kotopoe Bbl 3asaBunu
Ha BbICTaBke-koHGepeHuM Trainings Expo
2008, HasbeiBaetcs «Funky Management vs.
Monkey Management: CmeHa napagurmol
B MVMPOBOM MOAXOAE K YNpaBneHuio TanaHTta-
MW». HTO 3a aTUM CTOUT?

M.P.: 3a aTuM CcTOUT PA3roBOp O TOM, KaK HU3-
MEHUJIACh WJEOJIOTHS YIPABJEeHUS TaJaHTaMu
B coBpeMeHHOM Ousnece. [[e0 B TOM, UTO He-
KOTOpOe BpeMs Ha3ajl B 9TOH TeMe IPOM3O0IIe
OIIpe/ie/IeHHBI  CABUT, KOTOPBIK OTYETJIUBO
[IPOSIBUJICS B HOCJIETHUE HECKOJIBKO JIET.

? Jagaiite no nopsiaky: 4To Ha YTO MEHSNOCH?
Kakaa napagurma ynpasieHus TafaHTamu
Oblna B M1pe 0 Cux nop?

M.P.: Camo TIOHSATHE <yTIpaBJeHHEe TajaHTa-
MU» BOLLIO B OU3HEC-TEKCUKOH B KOHLE
1990-p1X rozmoB. 3a HUM CTOAJA IieJasd MUIE0JI0-
rUst WK napagurMa. EcTh 1Be KHUTH, KOTOPBIE
JIOBOJIHO SIPKO ee oTpakaioT: «BoitHa 3a Ta-
JIAHTBI», HalMcaHHas KOHCYJIbTaHTaMU
McKinsey Ommsaber IJkcespon, dpmoM Maiik-
a3om u Xesien Xauaduii-/Ixone, u «busnec B
crue pank»> Kpeana Hopacrpema u Vonaca
Pupnepcrpase. B yem cyTh 3TOM mapajgurmb?
I'7aBHBIA Te3MC COCTOMT B TOM, YTO B CO-
BPEMEHHOM MUPE JIOAU CTaJi BBIOMPATh KOM-
[aHWUM, a He KOMIAHUU JIIoei. A 3HAYNUT, KOM-
HaHWUU JIOJKHBI TIPUJIOKKUTD BCE YCUIIUS K TOMY,
4ToOBI TIpUBJIeYb K cefe HamboJee BIAAIONINX-
csl, SIPKUX W HECTAHTAPTHBIX COTPYAHUKOB —
Te caMmble TajJaHThl. Ilouemy 6Ge3 HUX He 000ii-
Tiich? COBpPEMEHHBI MUD MEHSIETCS OY4eHb Obl-
CTPO, ¥ KOHKYDPEHIIUIO B HEM BBIMTPHIBAIOT Te,
KTO MeHgercss ObIcTpee BCeX, MOACTPaUBasICh
I10j] HOBbI€ TEXHOJIOTWH, I10]] HOBBIE, €IIle HE BbI-
CKasaHHble OXMAaHMs HoTpebuTeseil. UToObl
yCIIEBATDh 32 3TUMM U3MEHEHUSIMU, KOMIAHUIM
HYJKHBI JIIOAN C HOBBIMU UJESIMU, C HOBBIMH He-
CTaHJAPTHBIMU IIOAXOXAMH, CIIOCOOHBIE DPaspy-

IIUTD CJAOXKUBIIKECT CTepeoTUlbl. VIMeHHO OHI
CO3/I2I0T KOHKYPEHTHOE IIPEUMYIIECTBO KOMIIa-
HUIl M CTAHOBSTCS KJIOYEBBIMU JIpaiiBepaMu
GusHeca. DTH JIOM, KK TPABUJIO, MAJIO YTIPaB-
JigeMble U ILJIOXO Y)KMBAIOTCSA B KOHCEPBATHB-
HBIX, CTaGMJBHBIX CTPYKTYpax, e UEHUTCS
OIBIT, TUCHUIIMHIPOBAHHOCTD 1 YMEHUE JKUTh
1o persamentam. IloaTomMmy KOMIIaHUY, KOTOPBIE
XOTAT BBIUTPHIBATH B KOHKYPEHTHOH Gopbie,
MOJIKHBI  TIOJICTPAMBATHCA TOJ HamboJsee Ta-
JIAHTJIMBBIX COTPYAHUKOB U CO3/1aBaTh MM yCJIO-
BUSL JUISL CBOOOJIBI, TBOPYECTBA U CAMOBBIPAsKE-
HUSL

COBpPEMEHHbBIN MNP MEHSIETCS O4YEHb ObICTPO,
N KOHKYPEHUMIO B HEM BbIUIPbIBAIOT TE,
KTO MeHsieTcs ObicTpee BCcex

? 31a maeonorva Obina NonyspHa B M1pe B Te-
yeHne nocnepHero pecatunetva. OHa cebd
onpasgana’?

M.P.: Crkopee Her. Ona He ompasuajia cebs
yKe JIBaxIbl. Vjeosorust yrpaBieHus TajaH-
TaMM BO3HUKJIA B PyCJIe UJEi «HOBOI 9KOHOMMU-
Ki», B NIEPBYIO OYepelb WHTEPHET-3KOHOMUKH,
IJle Ha TIEPBOE MECTO BBIIIJIN He MaTePUATbHBIE
AKTUBBI, a 3HAHMS, CIOCOOHOCTH, HH(OPMALIHSL.
Ecau panbme, utoObl 3apabaThiBaTh IEHBIH,
HY’KHO OBLIO CTPOMTbH CKJIAfbl, MATA3MHBI, Ha-
HUMaTb JIoJlell, a CTOMMOCTb KOMIAaHMM OblLiIa
IIPONOPI[MOHAJIBHA MaTePHAJbHBIM aKTHBaM MU
npubsLin, To B Havase XXI Beka okasasiocs,
4TO GE3yMHBIX [I€HEI MOIYT CTOMTh KOMIIAHUH,
CO3/IaHHblE MApOil TaJAHTIUBBIX CTY/AEHTOB,
nake He mmetonnx odpuca. Ha atom one unes
0 TOM, 4TO IJIABHOE IJisg ycliexa B OusHece —
9TO TAJAaHT M JpailB, BHILIAZeNa Gojiee yeM
yOequTeNbHO, 1 MHOIHE KPYIIHbIe KOPIOPALIK
nonpoOoBali NPUMEHUTh 9TY MOIENb YIIPaB-
JIEHUsI — TIOJTHOCTHIO MJIM YaCTUYHO.
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UYeM Bce 9TO 3aKOHYUJIOCH, MbI 3HaeM. «Ho-
Basi 9KOHOMUKa» TIOTepIiesia Kpax. AKIuu, Ko-
topsle rog Haszax crouau 1008, cramu croutsb
1,25$. CraJio TOHATHO, YTO JJIst I0JITOCPOYHOTO
ycrexa B GusHece O[HOTO TaJaHTa M HAropa He-
JIOCTATOYHO, KOMIIAHUSIM HYKHO BCe-TaKU 3a-
pabatbiBaTh NPUOBLIb U HEILIOXO OBl IIPOM3BO-
JMTh YTO-TO, UMEIOINee DPEANbHYIO LEHHOCTb.
It1o Obl1 mepBbld yaap 1o wuuesMm  talent
management’a.

The Human Resources Times | Ne10 (36), 2008

3epBa Oblta nomyasipia eme B CCCP. B zanan-
HOIl TpayIUU TaKOro MOHATUsS HeT. EcThb mo-
Hatue talent pool (mysn TamanToB), KoTOpOE
OpraHMYHO BIUCHIBAETCS B MIEOJNOTHIO talent
management’a. Ham «xaapoBeiil peseps» 0Ju-

JKe BCEro K TOMY, YTO Ha 3amajie Ha3bIBaIOT
succession planning — nuaHUpoBaHUE 3aMeliie-
HUN. 3JTO cucTeMa, MpU KOTOPOWl Mbl hopMu-
pyeM pe3epB IOA KOHKpeTHble mosunuu. Cka-
JKEM, y Hac eCcTh HAavYaJbHUK OTHesna lleTpos.

Bropoit «3BoHOUeK» pasnascs yxe B 3TOM
roly — BOILJIM B KPU3UC (DMHAHCOBbIE MHCTH-
TyThL. Vl BHOBb OKAa3aJI0Ch, YTO Te OAHKHU, KOTO-
pble BO3IVIABJSJIN OTHOCUTEIBHO MOJIOMbIE, He-
JIABHO TPOJABUHYTBIE MEHEKEPbI, TIOHECIIH
Haubosbime norepu. Te ke, Te y pyJist CTOSLIH
OIBITHBIE, KOHCEPBATUBHBIE MEHE/XKEPLI, II0-
crpasanu Menbiie. T.e. GusHec BO BTOPOil pa3
MOy YU 9KOHOMHYECKOE TOAITBEPKIEHIE TOTO,
YTO CJUIIKOM BBICOKAs CTelleHb KpeaThuBa
1 MHHOBAIIMOHHOCTU MOJKeT IIPUHECTH Bpel.

? A kak e Takme komnaHuu, kak Google? x ka-
nMTanusauvs  salkanuBaeT, XOTd  WMEHHO
Google gBngeTca 00pasLOBO  KOMMNaHWEN
B TOM, 4TO KaCcaeTcsa ynpapleHus TanaHTamu
1 BeOEHVA OU3HECA «B CTUNNE DaHK»...

M.P.: KoneuHo, ecTb ¥ MO3UTUBHBIE TPUMEPBL.
51 BoBce He yTBepikaalo, 4To talent management
— 370 3710. IIpaBuyibHEE CKA3aTh, YTO PE3YIbTa-
TBl TAKOTO TOAXOMAa — Pa3HOHAIPABJCHHBIE.
Her GesycnoBHOI 1106€bl UMEHHO KOMIAHUI
C HETPAJUIIUOHHBIM MEHEIKMEHTOM, KaK 3TO
IIporaranaAnpoOBaJOCh B TEYEHNE MHOTUX JIET.

? B Hawew cTpaHe CyLeCTBYEeT MOHATUE «Ka-
OpOBbIM  pe3epB». Kak OHO COOTHOCWKTCH
C ynpaBneHvem TanaHtamm”?

M.P.: [lonsiTne KagpoBOTO pe3epBa — POCCHI-
CKOe, BepHee fake — COBETCKOe, T.K. Hjes pe-
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Yro Oymer, ecau oH yiimer? Kro Bosbmer
Ha cebs pPykoBoACTBO otgenom? Ecau moxy-
MaTh 06 9TOM 3apaHee, HAliTH MOAXOMISIIErO
YyeJIOBEKA B OPraHU3allli, 3apaHee TIOMOYb eMy
HApacTUTh HeJOCTAIoN[e KOMIIETEHIINH, TO B
HY/KHbBII MOMEHT OH CMOKeT 0e300JIe3HEHHO
3aMeHuTh [leTpoBa Ha TOCTYy HayajabHWKA OT-
Jiena.

IT0 BaskHas paboTa, KOTOpas MOKET IIPH-
HECTH OpraHW3aluM OTPOMHYI0 moJb3y. Oco-
OeHHO, KOIJla pedb UAET O POCCUICKUX MPOU3-
BOJCTBEHHBIX MPEANPUSTUAX, TA€ CETOTHS
paboTaeT MHOTO PYKOBOAUTENECH IPEANEeHCH-
OHHOTO BO3pacTa, U UM HY)KHA JIOCTOHHAsI CMe-
Ha.

OnHako ympaBJeHWe TaJaHTaMU K TJIaHU-
poBaHuio 3amenenuii #He cBomuTcs. CyThb
VIPaBJeHUS TajJaHTAaMH B TOM, 4TOOBI BbIjie-
JINTh B OpraHU3allMy TaJAHTIMUBBIX JIIOJEH,
a MOTOM HaWTH NPUMEHEHHe MX TajJaHTaM —
MO3UIIMIO UK TIPOEKT. T.e. NpH IIaHUPOBAHUU
3aMelleHrid Mbl MIEeM OT TIO3UIMI ¢ X Tpe6o-
BaHMAMM, HOCJE Yero noadupaeM B OpraHusa-
WU JIIOfIel, MaKCHMAJbHO COOTBETCTBYIOMIUX
atuM TpeboBanugaM. IIpu 3TOM B IIPUEMHUKK
Mbl MOKEM BbIOpaTh OY€Hb OIBITHOIO, HO HE
CaMOro TAJIAHTINBOIO YeJIOBEKa, a MOJIOLOU Ta-
JIAHT MOYKET OcTarbcs 0e3 KapbepHOro ILIaHa.
[TpuMeHsisi UEONOTHIO YIIPABJIEHUS TajlaHTa-
MU, Mbl ODHEHTUPYEMCsI He Ha TO3UIUIO, a Ha
Mogell ¢ uxX CrIocoOHOCTAMH, T.e. CHAdYaja Bbl-
SBJISIEM, B YeM COTPYJIHUK TaJaHTJIUB, a YiKe
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0CJIe HAXOAUM CIIOCO0 MaKCUMAJbHO 3(dek-
TUBHO HCII0JIb30BATh €r0 MOTEHI[MAJ B OPraHu-
sanmu. Takum o6paszoM Mbl JEHCTBUTENBHO Ha-
YIHAEeM IIePeCcTPanBaTh KOMIIAHUIO C ee opra-
HUBAIMUOHHON CTPYKTYPOI MO/ JIO/IEH.

? Mapk, Bam camomy 61m13Ka naest ynpasneHus
TanaHtamu B 3anagHomM CMbIce cnosa?

M.P.: Kak ugeosorus talent management, Ges-
YCJIOBHO, MHE CHMIIATHYeH, IIOTOMY YTO B HEM
ecth aseMeHT GyHtapcrsa. ITomuure y Boicor-
Koro: «bByiHBIX Majio, BOT M HETY BOKAKOB»?
ITo GosblIOMy CYeTy yIpaBJeHHe TaJaHTaMu
POBHO [P0 9TO: HAXOAUTh B KOMIAHUU
WU TIPUBJIEKATh B Hee <«GyHHBIX», SAPKUX, He-
CTaH/APTHBIX U JaBaTh UM BO3MOXHOCTbH OBITh
<BOJKaKaMU», JujgepaMil. B aTOM O4eHb MHOTO
POMAHTU3MA, U JMYHO MHE ITO UMIIOHHUPYET.
XoTst 51 oTHa10 cebe OTYET B OTPAHUYEHUAX ITO-
TO TIOAXOJIA.

? C 1em, uTo Takoe talent management, Mbl pa-
300panuch. Tak B Kakytd Xe CTOPOHY BCe 3TO
murpupyeT? Bbl ckasanu, 4TO B MOCheaHue
rogpl HAMETUACA ONPEaENEHHbI CABW. ..

M.P.: Tax u ecrb. HeraruBublil OIBIT, CBSI3aH-
HBIH C 9KOHOMUYECKUMU KPU3MCAMHU, 3aCTaBUII
KOMIIAaHMM [10-HOBOMY IIOCMOTPETb Ha IOIXOJ
K YIIPaBJIEHUIO JIIObMU B I€JIOM, U TaJaHTaMu
B YaCTHOCTH. B Kaxoii-To Mepe cerofHs Ipouc-
XOJIUT OTKAT B NMOHMMAHUM TOTO, KaKue JIOAU
HaM HYKHbI. KoMIlaHuu, Kak ¥ paHblie, XOTAT
MOJIYYUTD JIyullIke KaJpbl U3 BCEX BO3MOKHBIX,
HO BOT TOJBKO JIOJUKHBI JIK HTO OOS3aTENbHO
ObITh Te caMmble «OyiiHble»? Kpusucel moarosi-
KHYJIN MEHEIKMEHT K IIOHMMAHMUIO, 4TO COBpe-
MeHHbIT OusHec Tpefyer Ganarnca ruOKOCTH U
W3MeHEeHUH,  MHHOBAIIMOHHOCTH M PHUCK-
MeHe/PKMeHTa. Pamblie Bce rHAJIUCDh 32 M3MeHe-
HUSIMHU, CErofHsl CTaJO OYEBUJHO, YTO YacTb
M3MeHEeHUH MO3UTUBHBI U HYKHBI, & 4aCTbh OKa-
3BIBAIOTCS BPEJHBI, CTABAT OM3HEC Ha TPaHU
GaHkpoTcTBa. BoccTaHoBuIach njesi KOHCepBa-
TUBHBIX IIEHHOCTEH, TaKUX KaK ITPOU3BOACTBO
peasibHbIX MIPOAYKTOB, HAaJMUKe PeasbHON 1pH-
ObLIIK, a He TOJBKO (DAaHTOMHAS BPEMEHHas Ka-
MUTAIN3ALUA.

B artux ycnoBusx Hambosee TEHHBIMHU CTa-
JIM COTPYAHWKH, codYeTaionie cHaaHCuPOBaH-
HO pa3BUTble KOMIIETeHIIMH U ombIT. [laxe mos-
BIJIOCh TakKoe MOHATHE: experiential talent —
TaJaHT, KOTOPBIIl pacKpbIBaeTCs MeJIEHHO,
KOTOpPOMY TpeGyeTcsl TOoMyYeHue CEePhe3HOTo
OIBITA, YTOOBI HAYATh JIEMOHCTPUPOBATH BbHIJA-
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Ionguecss pe3yJbTaThbl. Ha atux JIIOJIAX, IPEX/ie
BCEro, NEPKUTCA OpraHmn3alusd.

?T.e. COBPEMEHHbIE KOMMaHUM NPeanoYmTatoT
Jenatb CTaBKy Ha «paboymx noLagok»?

M.P.: CoBepinento BepHo. Ha cuibHBIX U BbI-
HOCJIMBBIX JIOMIA/0K, KOTOPbIE MHOTO paboTaioT
u  «6opo3ibl He UCHOPTAT». llo-aHruiicku
B 9TOM MOHMMaHWH WCIOJb3yeTcss 06pas
06e3bsaHoK-paboTHUKOB (monkey). Otciona 1
HAa3BaHUE MOEr0 BBICTYILJIEHUS, IIPO KOTOPOE
Bor ynomsanynn seiime: «Funky Management vs.
Monkey Management». IToxoxe 110 3By4aHHIO
U OYE€Hb PA3JIUYHO 1O CMBICITY.

TanaHtamMm CerogHsi BO MHOIMMx opraHmn3aumn-

AX Ha3bIBAOT KPENKUX cepegHAKOB

? A OT cnoBa «TaNaHT B COBPEMEHHOM ON3HE-
ce, NoAy4YaeTcs, PeLnnmn 0TkasaTsca”?

M.P.: He coBcem Tak. CJ0BO «TaJaHT» KaK pa3
OCTAJIOCh, HO CMBICJI B HETO BCe yallle BKJIAJIbl-
Baercs nHOI. DaKTHYECKU MPOU3OILIA MOIMeE-
Ha HOHATUH. TajaHTaMM CErofiHd BO MHOTHX
OpraHu3aIMAX HA3bIBAIOT KPEIKUX CEPEIHSKOB,
Yy KOTOPBIX COAJaHCHPOBAHHO MPOABIAETCS
(hopMasbHbBI MHTENJIEKT U 3MOIMOHAJIBHBIH
UHTEJJIEKT (B TOM YuCJe OlpeleseHHas XKH3-
HeHHasi MyZApocTb) U onbIT. Cornacurech, 3TO
CUJIHO OTJINYAETCS OT TOTO, YTO MBI IIPUBBIK-
JIW TIOHUMATh TI0Jl CJIOBOM <«TaJIaHT», KOTOpOE
U B PYCCKOM, U B aHIVIMICKOM $3bIKe HeceT
B cebe 3HAUEHUE VICKJIIOUUTENHHOCTH, HECTaH-
NApPTHOCTH, 9KCTPAOPAMHAPHBIX CIIOCOGHOCTEA.
B HOBOIl MIeoJOTMM 3TO 3HAueHUWE KaK pa3
yTpauuBaercd. TalaHTOM CTajl CYUTATbCsA
OYEHb XOPOMIWii, KaYeCTBEHHBIII PABOTHUK.
Tak He3aMeTHO HOSIBUJIACh HOBAsl MIEOJIOTUS —
<TOJJIMHHBIX TAJIAHTOB.

? Byem ee cyTh?

M.P.: CyTb B TOM, YTO KOHKYPEHIHIO CETOHS
BBIUTPBIBAIOT T€ KOMIIAHUH, KOTOpPblE Haydu-
JINCh  TLIAHOMEPHO Pa3BUBaTh COTPYAHUKOB
¢ HOPMAJbHBIMU (HEBBIIAIOIIMMICH) CIOCOOHO-
cramu. Hayuniuch Gpath 0OBIYHOIO CPEIHErO
YeJI0BeKa, II0MOraTh eMy ObICTpee HapalluBaTh
OMBIT ¥ JIOCTUTATh BBIJAIONIMXCSI PE3YJIHTATOR.
BoT Takoil 1000NBITHBIN C/IBUT.
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? Kak Bam kaxeTcs, 70T caBur cHadana opop-
MWICA Kak WOEeA 3KCMepTOB-TEOPETUKOB 3KC-
NepToB, UK Xe pealibHad npaktika B peaslb-
HbIX KOMMAHWUAX NoLWa no TakoMy nyTi?

M.P.: 910 Bcrpeunsble mporeccol. Ecth HexoTo-
pblé KME0JIOrH, KOTOPbIE 3aMeYaioT TeHAEHLIUH,
uayume B ku3nu. Ecau upeosor mpupymaer
HEYTO, COBEPILIEHHO OTOPBAHHOE OT PEAIbHOCTH,
3TO HMKOro He 3auuHTtepecyer. C TpaauimoH-
HbIM talent management’om B cBoe BpeMs ObLIO
TO ke camoe. Korza Hayanach «HOBasi KOHO-
MHUKa», HEKOTOPbIE KMAEO0JIOIY IIPOYYBCTBOBAJIU
3HaueHue OBICTPOTBI  M3MEHEHWil, OTKasa
OT TIPUBBIYHOrO, KyJbTa HEOOBIYHBIX WIEH
1 COTPYAHUKOB, KOTOpble UX IIOPOXKIAIOT.
Tak nosBUIACh KOHIIEIIIMS BOWHBI 32 TAJAHTDI.
Ceituac Bce mBuzkercst B 0OPATHOM HAlpaBJie-
HuKM. KoMmmanum cranam ocropoxkHee, HauaJau
LEHUTDb OIBIT — U TEOPETUKU IIpeAJaraioT UM
nier experiential talent. Bce KeIiChl, BCe UCTO-
puu, KOTOPbIE CErOAHS O3BYYUBAIOTCA WJIU IIy-
GIUKYIOTCA Ha 3alajie, Tak WM WMHadye, TPo-
nBuraior aty ugeto. [Ipuseny npumep.

HekoTopbiM ntogsm HyxHo 20 net npob

N OWNOOK,4TOOLI MONYYNTL pe3ynbTaT

B 2001 rony s 6611 Ha Kordeperuun SHRM
B bapcesone. Tam Beictrynamm Kwesn Hopa-
crpem u Momac Pumzepcrpane, kak Bceria,
B cTiiie (paHK: PBAaHBIE IXKUHCHI, ApKHe pybari-
KU, OPUTMHAJIbHBIE CTPKKI. OHY Jle1aiu mpe-
3€HTAIIMIO, B XO[e KOTOPOIl TI0Ka3bIBaal (GoTo-
rpaduyl CTPAHHO BBIMJIAASANINX, 4YIOKOBATHIX
JIOfiell M 3alaBajiu ayAuTopun Bompoc: «Bosb-
MeTe JIM BBl TaKoro Ha pabory?». Korma my6im-
kKa XopoM orBevyasa: «Her», oHu cooGutanm,
YTO ATOT YEJIOBEK — TeHHAJIBHBII IPOrPAMMICT,
KOTOpbIN Tipupymadn st Microsoft HoByio Tex-
HOJIOTUIO, TIPHHECIIYIO KOMIIAHMM MUJLIAAPIBI
JOJITAPOB. ITO ObLI TIABHBINH MadhoC WX BHICTY-
nieHust: U36aBAANTECh OT CTEPEOTHIOB, IIEHH-
Te CyMacUIe[UINX JIOfeil W CcyMaclue/line
ujieu.

B aToM roziy s cHOBa ObLI HAa MEsKYHAPOI-
Hoit koHdepentn — ASTD, B Jloc-Anmkenece.
OnsaTh MHOTOTBICSYHAST AyAUTOPHS U BBICTY-
naronmil (Ha 3TOT pa3 y:Ke B rajICTyKe) paccKa-
3bIBAET TIPO HEKOETO aMEPUKAHCKOTO ITUCATEI,
KOTOPBIil pajii TOro, 4ToGbI 3aHUMATHCSI TBOP-
Y4eCTBOM, OCTaBIJI HaHKOBCKYIO cayskGy. MHOTO
JIET OH JKWJ HA CPEACTBA JKEHbI W IHCAT
«B CTOJI», IOTOMY UTO HH OJHA DEeNaKIUs He
Gpasa ero mpoussegenuii. 1 Bor yepes 20 jer
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OH HaIMcaJl PacckKas, KOTOPbIH, HAKOHEI, OITy-
GnukoBasu. [oToM OnyGIMKOBAIM €lle OJIUH,
u eme.. Ceiluac OH CTaJ M3BECTHBIM IKCaTe-
JieM, 3apabaTbIBaeT XOpoIlKe JAeHbrH, TOMyYaeT
MeXyHapoaHble npemui. Mopasb 9Toii ucTo-
DU CBOAMJIACH K TOMY, YTO HEKOTOPBIM JIIOJISIM
HyxHO 20 jer npob U omuboK, YTOOBI HOIY-
4uTh pesyabrar. He Bce TaJaHTbhl M3HAYAIBHO
APKUE U 3aMeTHble, €CTh JIOAW, Ha TEpPBbIil
B3IVISII CPEIHIE, MAJIOCIIOCOOHBIE, KOTOpbIE ye-
Pe3 OIBIT, Yepe3 TPy MPUXOAAT K OYEHb XOPO-
UMM U JIake BBIIAIOMNMCS Pe3yJbTaTaM.

OTH /Ba BBICTYILIEHUS, MEXKIY KOTOPBIMU
CeMb JIET, JIEMOHCTPUPYIOT U3MEHEHUE TPEH/0B
B TOM, YTO Kacaercs MoHMMaHus Tajsanta. OT
«OusHeca B crujie (paHK» MBI MPUILIK K TOMY,
YTO s IPeJJIaraio Mo-pycCKU Has3blBaTh CTpare-
rUell «IOAJIMHHBIX TAaJaHTOBY.

? Hackonbko aTa HoBasi cTpaterus uMmeeT oyay-
lee B Poccumn? nm, MOXET ObiTb, Yy HEe yxe
eCTb HacTodALlee?

M.P.: 9T0 04eHb UHTEPECHDIH BOIIPOC, IIOTOMY
YTO 3/IECh €CTh HEeCKOJbKO actekToB. C oiHON
CTODOHBI, €CJIM Mbl IIOCMOTPUM Ha IIPOM3BOA-
CTBEHHbIE KOMIIAHUU B PErvMOHax, TO UM BCerzaa
Gbla GIM3Ka CTPATErusi <MOIJMHHBIX TaJaH-
TOB», T.e. CTparerus IOCTEIEHHOIO Pa3BUTUL
CpPeZHer0 HOPMAJIBHOTO YesI0BEeKa, KOTOPBbIN
MeJIJIEHHO, (€3 CKauyKOB pacteT U 106MBaeTCsa
pesyabratoB. Upess <«OyHHBIX TaJaHTOB> WM
Beerza Gbia yyxaa. OHU Jlaske CIOBA «TaJaHT»
crapatorcst usberatb. [loatoMmy, ecau 6parh
pOCCHIiCKOe MPOM3BOACTBO, 0cobeHHo BHE Mo-
CKBBI, TO, 6E3YCJIOBHO, HOBasA CTPATErUs <IIOJI-
JIMHHBIX TAJAHTOB» UM HAMHOTO OJIMKe, a Tep-
Bag — IIOMyJIsipHAs Ha 3alajie Ha TPaHulle Be-
KOB — BCepbe3 HUKOIA He Gblia BHEAPEHA.
Ecau 6parh KOMIaHuu XafTek WHIYCTPUH
1 MOCKOBCKUE YIIpaBjdiolide KOMIIAaHUY,
To talent management He Kak cucreMa, a Kak
Habop Wjell ISt HUX CerofiHs jgaxe Gojee ak-
TyaJbHa, 4eM Ha 3amajie. X0Tst Obl 32 CUET TOTO,
4YTO KapbepHblii poct B Poccum B mociennue
NECATUJIETHS  IIPOUCXOAWJI  IPUHIUIINAJIBHO
GoicTpee, yeM Ha 3amaze. Ecim mocMoTpers,
KTO CErofHsi CTOUT BO IVIaB€ MHOIUX KPYIIHBIX
POCCUIICKUX KOMIAHUH, MBI YBUUM CPeIU HUX
MHOTO BeCbMa MOJIOJBIX JIIOflell MCKJIIOUNTeJb-
HOM HECTAHAAPTHOCTU U B MBIIIJIEHNHU, U B CTHU-
Jie ofuenus. Bobinas yacTh U3 HUX BBIPOCA
1 mpo6uIach HaBepX HE MOTOMY, YTO UX Opra-
HU3allMd  UMEJU  BEJIUKOJEIHYI0 CHCTEMY
YIPaBJIeHUs! TAJTAHTAMU WU GBUIN TIOCTPOEHDI
10 3aKoHaM <«(haHKU-MEHEIKMEHTay. JTO MPO-



The Human Resources Times | Ne10 (36), 2008

U300 eCTeCTBEHHBIM IyTeM, HOTOMY 4YTO
cpefa cnocoOGCTBOBAIA OYeHb OBICTPOMY POCTY.
Ho B 11esiom crparerus ympasJeHus TalaHTamMu
uM odeHb Gmska. OHU ¢ TOTOBHOCTBIO TOJIJIEP-
JKUBAIOT UJEI0 BBIAENUTH B KOMIIAHUU HECTaH-
NApPTHBIX, SPKUX, TAJAHTIMUBBIX JIOZel, «BbITa-
HUTh> WX HaBEPX M KANUTAJU3UPOBATHCA
Ha UX CIIOCOGHOCTSX.

?T.e. 0N MOCKOBCKMX KOMMaHWn Maeonormng
«NOOJIMHHbBIX TaNnaHToOB» CKOpee He MPOAyKTUB-
Ha"?

M.P.: {1 Gb1 Tak e ckazaj. Ceifuac KapbepHBII
poct B MockBe 3aMeJlJIsieTCsl, HET Takoro Gyp-
HOTO Pa3BUTHs, KaK ObLIO HECKOJLKO JIET Ha-
3ai. Jla u 6usnec B Poccuu yike ycras oT Heo-
IBITHBIX BBICKOUEK U OT «3Be3[», KOTOpPbIE Jle-
JAl0T Kapbepy ToBepx Kommauuii. [loatomy
ujiest TIOCTETIEHHOTO IIJIAHOMEPHOTO DPa3BUTHUS
KPEIIKUX <«CPEIHNX» COTPYAHUKOB, CKOpee BCe-
ro, PAaHO WU TO3/HO GyjAeT BocTpeboBaHa.

? Korpa «38KOTMCKW  KoHcantuHr  roBopwuT,
4YTO 3aHMMAaeTCa yhnpasfeHWeM TaflaHTamu,
4TO 3@ 9TVM CTOUT — CO34aHMe KaapoBOro pe-
3epBa, BHeApeHe MAEONOrM TDaAMLMOHHOTO
talent management'a nan pabota no BbigBIE-
HWIO 11 PA3BUTUIO «MOOJMHHbLIX TaNaHTOB»?

M.P.: U nepBoe, u Bropoe, u tperbe. «IKOII-
CU» — xoMmmaHus, KOTOpasi HUKOT/A HE SIBJIS-
JIACh AIOJIOTETOM KAKON-TO OIHON Teopuu
Wi ujed. Beibop Toro wim MHOrO ToAXofa OT-
YaCTH IMKTYETCS MPUPOZIOil OGusHeca, a 0TYaCTH
CBSA3AH C TEHHOCTAME U YOEKICHUAMU MEPBBIX
aun  koMmnanuii. Hama 3agaya  cocrout
B TOM, 4TOOBI MOMOYBL JUjepaM OusHeca BHe-
IPUTh Te UHCTPYMEHTBI U CHCTEMBI, KOTOpbHIE
TI03BOJIAIOT UX YOEKIEHUS U LHEHHOCTH BOILIO-
TUTh B JKM3Hb, T.e. CIEJIATh TAK, YTOOBI BCE HTO
3apaboTaso. Mbl TOMOTaeM 3TO C/IeJIaTh, HO MBI
He HaBSI3bIBAEM HJIEOJIOTHIO.

[Ipu pabote ¢ KIMEHTAMU MBI BCEr/IA TIPEJ-
JlaraeM HauyMHATh CO3/[aHue JIOOBIX TOA0OHBIX
CHCTEM C CaMooIpe/esenus. T.e. Mbl TOMOTaeM
MEHE[)KMEHTY OpPTraHU3aIl[i YeTKO YBHUIETbH
AJIBTEPHATHBBI, YTOOBI PEIIEHKE O TOM, KaK MBI
GyneM paboTaTh C TaJaHTaAMHU B Halled KoMia-
H1H, OBLIIO OCO3HAHHBIM. 32YaCTyIO B TpoIecce
3TOr0 CaMOOIIPe/ieJIEHUsT POXKIAETCS YHUKAIb-
HOe pellleHHe, KOTOPOe He  BIUCHIBAETCS
HU B OJIHY U3 CYIIECTBYIOIIUX MAPAUTM.

Ml cerofnsi 06CYMIM TONAPHbIE BapHaH-
ThI, KaK Obl HAMEPEHHO MOJENMJIN BCe HA Yep-
Hoe u GeJioe, CTapoe U HOBOE, HO B JKVM3HU BCE
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CJIO)KHEE — €CTb €lle MHOKECTBO ITPOMEKYTOY-
HbIX BapMaHTOB W MHOKECTBO BO3MOKHOCTEN
A1 KOM6I/IHI/IpOBaHI/IH. B TOM, 4YTO KacCaeTcCAa
yIlipaBJjieHuA JIOJAbMH, HE ObIBaeT yHUuBEPCAJib-
HO TIpaBUJbHBIX peHIeHHfI, €CTb penieHusd, 1pa-
BHUJIbHbIE 1JI5 KOHKPGTHOIL/'I OpraHmu3anuu. y

Becedy eena A. Casenvesa

PesynbTaTbl nCCcenoBaHmng
CIPD cpean koMmnaHum
BenukobputaHun

B 519% PECMNOHOEHTOB MCMOMBL3YIOT CTPaTeruio talent
management’a, xoTs Tonbko 20% coobLaloT 0 Hanm-
4 GopMaNLEHOro ONpeaeneHns 3ToOMyY MOHATHIO.

B B auectse masHbix Lienel cTparerun ynpasJse-
HUS TanaHTaMn PECMOHOEHTHI Ha3Ban: PasBUTUE
COTPYAHWKOB Kateropun HiPo (67%), BocnuTaHve
Byayuwyx 6r3Hec-MaepoB (62%), NOCTVXeHWe cTpa-
Terndeckux Lenemn komnannm (42%).

B Cambimn pacnpocTpaHerHBIMI MHCTPYMEHTaMM
ynpaBfeHvst TanaHtamu B BennkobputaHnu SBasioT-
CH: BHYTPEHHME nporpamMmbl 06y4eHns nepcoHana,
KOYYMHI 1 MAaHMpOBaHMe 3amellieHnst AOMKHOCTEN
(succession planning). Mpn 3TOM NNaHMpoBaHve 3a-
MeLLEHUN GUrypupyeT kak OfMH 13 HavMeHee 3¢h-
(DEKTUBHBIX IHCTPYMEHTOB.

B o1% PECMNOHLAEHTOB MonaraloT, Y10 NpaBwUiIbHO
pas3paboTaHHble MpOrpamMmMbl  PasBUTVS  TanaHToOB
MOTYT 0Ka3atb NO3WUTUBHOE BAMAHME HA PAAOBBLIX CO-
TPYAHUKOB OpraHu3aumn.

B 67% PECMNOHAEHTOB CYMTAIOT, YTO  MCMNONBL30BA-
HWEe B OpraHv3aumMy TepMuHa «TanaHT» OKasblBaeT
OEMOTVBMPYIOLWLEE BO3OENCTBME HA COTPYOHWKOB,
He OTHEeCeHHbIX K Kateropum HiPo.

B 47% YHaCTHMKOB 0Mpoca yBepeHs!, 4To bputanna
UCMBITHIBAET AEePUUAT BbICOKOKBAMMNLMPOBAHHbIX
TaNlaHToB.

B OcrosHbIMM TPYOHOCTAMY 01151 BHELPEHUA CTpa-
TErun ynpasneHns TanaHTamu PEeCNOHOEHTH CymTa-
tOT: HEOOCTaTOK PECYPCOB (BPEMEHW W AEHEr), HIU3-
Kyl0O CTeneHb BOBNEYEHHOCTM PYKOBOACTBA, & Takke
HenoCTaToK GOPMabHOW, NOMMYECKM BbICTPOEHHOWN
cTpaternm.

Uctounuk: Trainings.ru
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MbICNUTb WWMpe

N NHAYE

Npob6nembl pa3BUTUA MEHEeOXXePOB Ha NPOU3BOACTBE

ABTOpbl: NaBen be3pyyko,leHepanbHbli ANPEKTOP

EKaTepI/IHa ﬂOI'IyXI/lHa,PyKOBO,EI,I/]TeJ'Ib HaripasJieHNA «PasButne nepcoHana n BHeapeHme N3MEHEHN»

euIuT MpoheCcCHOHATBHBIX KaJPOB
B Poccum cranoButcs mputueit
BO sI3billeX. Ha oTeuecTBEHHBIX MPEATTPUSITUIX
He XBaTaeT alTUINHUKOB U OyXraatepos, pabo-
YUX ¥ UHKEHEPOB, TEXHOJOTOB U CIIEUATICTOB
KazpoBbIX ¢1y:k0. Ho GoJiblle Bcero He XBaTaer
MeHeKepoB. Tex caMbIX «MeHeKEPOB CpeflHe-
O 3BeHa», 0 KOTOPBIX PACCKA3BIBAIOT aHEKIOTHI
U JIajKe TIOI0T B TOMYJISIPHBIX TECHSX.
OcobeHHO OCTPO HexBaTKa KBaJIU(PHIUPO-
BaHHBIX MEHEIKEPCKUX KaJPOB  OILyIIAeTCs
Ha npousBozcTBe. CoBpeMeHHbIN Ou3HeC mpeib-
ABJIeT HOBble TPeOOBAHMS KO BCEMY IIPOM3-
BOJICTBEHHOMY TIEPCOHANY — CBEPXY /OHMU3Y,
HO B YCJOBMSIX MOJEPHU3AIMU ¥ BHEIPEHUs
HOBBIX CHMCTEM YIpaBJeHHs HAuOOJbIIAsA OT-
BETCTBEHHOCTD JIO)KUTCS HA JIMHEHHBIX PYKOBO-
auteseil. IMeHHO OHM — MacTepa, Opuraiupsl,
HAYaJbHUKN YYaCTKOB U IIEXOB — HENOCPE/-
CTBEHHO YIIPABJIAIOT CAMOW MHOTOYMCJIEHHON
KaTeropueil ImepcoHasa, CO37aIoNiell MeHHOCTh
o1 Gusneca. OT HMX 3aBUCUT, AOXOAUT JIH
CTpaTerusi BBICIIETO MEHEIKMEHTAa U HOBBIE
TEXHOJIOTUU JI0 YPOBHSI MCHOJHUTEJEN, peasu-
3YIOTCS JIN OHU Ha MPAKTHKE, UM TOPMO3SITCS.
OT coBpeMeHHBIX TIPOU3BOICTBEHHBIX MeHe -
JKepoB TPeOyeTcsa He TOJIBKO TeXHUYECKask HKC-
MEePTH3a, HO U HABBIKM JIEIETMPOBAHUS, KOMMY-
HUKAIUK, yrpaBaeHus a(pQPeKTUBHOCTHIO, yMe-
HUe TIPUHUMATh ONEepPaIMOHHbIE  PEIeHHs,
YIPaBIATh GIOIKETAMU U JIIOAbMU.

OmHako, KaK IOKA3bIBAeT NPAKTHKA, €CJIH
C TEXHUYECKUMU 3HAHUSIMU U HABBIKAMU Y Me-
HEJKEPOB HA DPOCCUIICKOM IPOU3BOJICTBE BCE
Gosiee WM MeHee B TOpPsiKe, TO B 06JacTu
YIIPABJIEHUS JIIOABMU U TIPUHATHUS (HUHAHCOBO-
0OOCHOBAHHBIX ~PEIIeHUIl CUTyaIist TIPSMO
IpOTUBOMNOJIOXKHASL. Y 1711 9TOTO ecTh HECKOJIb-
KO TIPUYH.

Bo-1iepBbIX, MCTOPUYECKH TaK CJOKUJIOCH,
4TO PA3BUTUE IIEPCOHATA HA OTEYECTBEHHBIX
IPOMBIIIEHHBIX TPEIIPUATHSIX T0JIT0e BPeMs
CYIIECTBOBAJIO TOJBKO B (HDOPMe MOBBIIIEHUS
npodeccroHasbHON  KBasudukanuu.  bosb-
IIMHCTBO PabOTAIONMX CETOHSA Ha TPOU3BOJI-
CTBE PYKOBOJUTEJEl HUKOIAA He IIPOXOIUJIN
oOyueHust B 06IaCTH YIPABJICHUS U TIOHUMAIOT
CBOIO POJIb KaK MEHE/KEPOB BeChbMa y3KO0: 0be-
CIIEYNTh COOIONEHUS] TEXHOJOTMYECKOTO IIPO-
1ecca.

Bo-BTOpBIX, 10 HEIaBHErO BPEMEHH HA OTe-
YeCTBEHHOM MPOM3BOJCTBE MpPeobafia aupeK-
TUBHBII CTUJb yrnpasieHus. C TOYKU 3peHust
MOTHUBAIIUU JIOABMU CKOPEe PYKOBOAUJ CTPaX
YTO-TO HAPYIIHUTH, HEKEIH JKEJAHUE Yero-Tnubo
JIOCTHYb, & MHOTOUYMCJIEHHbIE UHCTPYKIIUY, TO-
JIOKEHUST U TPEIIUCAHUS «CBepXy» (haxTuye-
cku  W30aBJAJIM JIUHEHHBIX PYKOBOAUTEEH
OT OTBETCTBEHHOCTH 32 IPHHSITUE PElIeHUI].

W, maxowen, TpeThbe M caMOe TIJIABHOE —
B POCCHIICKUX MPOU3BOICTBEHHBIX KOMIIAHUIX
JI0 CUX TIOP CYIIECTBYET BEKAMU CJIOXKUBIIASICS
TPAIUIMs JIeaTh MeHe/[’KePaMU  BBIXOIIEB
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[MaBen be3pyyko

u3 uncsa pabounx. [Ipu aToM moaGop KaHauaa-
TOB Ha MeHeJJKepPCKUe IMO3HIMHU, KaK IPABUIIO,
OCYIIECTBJIAETC OYeHb IIPOCTO: JIMHEHHBIMU
PYKOBOJMTENAMU Ha TPOM3BOJICTBE Yallle BCEro
CTaHOBSTCS JMOO JIydiire TeXHUYECKHe Clie-
IUAJIUCTBI, MO0 HanboJjiee OTBETCTBEHHBIE Pa-
Gouve.

B pesy/ibraTe MHOTHE POU3BOACTBEHHbIE
PYKOBOJMTENM, CleJaB 1ar B Kapbepe OT HC-
NOJIHUTEJIST K MEHEJUKEpY | Jlaske TprobpeTas
IPAKTUYECKUH OIBIT YIPABJIECHUS, 3a4acTyio
IPOJOJIFKAIOT MBICJIUTD UCIIOJHUTEbCKUME Ka-
TeropussMu. VX ONBIT HPUHATHS PelleHu,
KaK MPaBHUJIO, CBOAUTCA K YCTPAHEHUIO TEXHHU-
YeCKMX HemoJazok (Haiitu upuuuny c6ost
¥ YCTPaHHUTH €€), B TO BPeMsl Kak ylpaBJeHye-
CKasl JIeSITeIbHOCTD MPEATONAraeT criocOGHOCTh
JlyMaTh ¥ JEHCTBOBATh KOMILJIEKCHO M CHCTEM-
HO.

Or MeHeKepa Ha TIPOM3BOACTBE TpeOyeTcst
COBEPIIEHHO WHOI B3IV Ha pellaeMble 3aja-
Yl M YPOBEHb WX OCO3HAHWs, HEKEI eCTh
y pabouero. Menepkep H0JKeH MBICUTD IITHpe
v MHaYe:

= YMeTh BBIXOAMTh 32 PAMKK CBOMX KOHKpET-

HBIX 3ajla4 WJIM 3aja4 CBOEro MOJpasiese-

HUs, TIOHMMaTh, Kak paboTaeT Bech IPo-

1ecc.

= CosHaBaTh, KaK €ro PpelIeHHs] BJIUSIOT
Ha  paboTy  Apyrux  OU3HEC-eIMHMI]
1 Ha OU3HEC-TIPOIECC B IEIOM.

BU3HECIIPAKTKYM

EkatepuHa JlonyxmHa

m /laske TIpU pelIeHUM TEXHUYECKMX 3a1ad
MBICJIUTh 00JIee KOMILIEKCHO — C y4ETOM
GI0/IKeTa, YeJTOBEYECKUX PECYPCOB, PUCKOB
1 BO3MOXKHOCTEI1.

OT MeHemxepa Ha NpPoM3BOACTBE TpebyeTcs
COBEPLUEHHO MHOW B3rNsg Ha peLluaemble
3aa4M U YPOBEHb UX OCO3HAHUSA, HEXENU
eCcTb y paboyero

Ham MHOroseTHMi OIBIT OIEHKU KaJpPOBOrO
HOTEHIIMAJMa BeAYIIUX [TPOMBIIIIEHHBIX KOMIIA-
Huii Poccuy mokasbiBaeT, uTO IOAABISIONIEE
GOJBIIMHCTBO MJIAIINX U CPEIHUX MPOU3BO/-
CTBEHHBIX MEHE/KEPOB CETOflHS HE COOTBET-
cTBYIOT aTUM 6a30BbIM TpeGoBanusM. Kro ce-
TO[HAIIHNE JNHElHble MeHerkepsl B Poccun?
JTO  BUepalllHME  JIy4lllMe  MCIIOJHUTEJH.
WX cpenanu pyKOBOAUTENAMU abCOMIOTHO 3a-
CJIy’)KEHHO, HO MBICJMTD OHM IIPOJOJIKAIOT
B KaTeropusx MCIOJHUTEIbCKUX, & He B Kare-
TOPUM: «KaK s YIPaBJA0 pecypcamMu [l pe-
meHud 3Tod 3azaumy. OcraBasicb B Ayle
TEXHOJIOTAMU-UCTIOJNHUTEISAMU, OHU CTPEMSTCS
00ecreynTh ONTUMANBHBIA YPOBEHb TEXHUYE-
CKOU pestitesibHOCTH (ele TayOKe KOHIEHTPH-
PYySCh HAa TEXHOJNOTMYECKUX MPobieMax), Jubo
BIA/AIOT B TOTAJBbHBIH KOHTPOJb BMECTO TOTO,
4TOOBI TIBITATHCS PACHIUPHUTH CBOE BUICHBE U
HAYYUTBCSA CMOTPETh Ha TPOGIeMy WHaYe.



BU3HECTIPAKTNKYM

B pesysibrate cTpajaer IKOHOMEKa OW3Heca,
HepCreKTHBa W YIpaBjeHue  JIOAbMHU.
Her cMmbpiciia uX B 3TOM yIpeKaTb, HY>KHO UM
HOMOYb IIEPECTPOUTHCS.

MoskHO 11 U3 MacTepa clieJiaTb MeHeKepa?
Jla, ecqvi MpaBUJIBHO OTOUpATh JIOEH Ha Me-
HEJIPKEPCKHUE JIOJKHOCTH U [PABUIBHO 00yYaTh
U Pa3BUBATh T€X, KOTO OTOOPAJIH.

Kak orouparn?

Tpaauius npoxaBukeHUs Ha MeHeKepeKue
TMO3UIINK BBIXOMIEB U3 4KCJIa Pabouynx MMeeT
KaK CBOM MHUHYCBI, Tak W ILIOchl. [IpakTnka
HOKA3bIBaeT, 4YTO JIyylllie PYKOBOAUTEIN
Ha IIPOU3BO/CTBE, HECMOTPS HU HA YTO, BbIpAC-
TAIOT MMEHHO U3 TeXHMYECKUX CIEI[UAJNCTOB.
[Ipurnaienue  MeHEAKEPOB €O CTOPOHBI —
U3 JIPyTUX OTpacjeil M Jaxe CTpaH — pexKe
IPUBOAUT K KEJAEMOMY Pe3yJIbTaTy.

YroGbl Ha3HAYEHHWE OKA3aJOCh YCIENIHbIM,
or6upast KaHAWAaTa Ha JOJKHOCTH Macrepa
UM HayaJbHUKA YYacTKa, BaKHO OIEHMBATH
He TOJIbKO ero OTBETCTBEHHOCTDL U Ipodeccro-
HAJIBbHYI0 KOMIIETEHTHOCTb, HO U <MEHeKep-
CKHUI TIOTeHInAT» — YMeHUe JAJUTb C JIOIbMU,
BBICTPAMBATH OTHONICHUS B KOJIJIEKTUBE, J00OU-
BaTbCS aBTOPHUTETA Y COCJYKUBIIEB, a TaKKe
ONIPEJIEJIEHHYIO <MHTEJIEKTYaIbHYI0 THOKOCTh>
— ¢nocoBHOCTh K 0BYUYEHUIO, OTKPBITOCTH HOBO-
My, XKeJlaHue Pa3BUBATHCA.

Tpaguumnsa NPoABMXEHUS HA MEHeOKepckme
NO3ULMN BbIXOALUEB U3 Yyncna paboymx nmeet
Kak CBOM MWHYCbI,Tak U MNOCHI

Jl7is1 OlleHKU TUX KAYeCTB U HABBIKOB BIIOJ-
He  TIOAXOMUT  METOH  aCCeCMEHT-IIEHTPA.
Ecnu xe mepen xommaHueill CTOUT 3a7aya Mac-
COBOII OI[eHKH PaboUero mepcoHaia B KOPOTKUE
CPOKH, HMEET CMBICJI UCIIOJIb30BaTh (OJIee HKO-
HOMHUYHYIO ¥ CXKATYIO [0 CPOKAM TEXHOJIOTUIO
«TPEXJTAITHON  TIPOMBIIIJIEHHOH  OIEHKU»:
srart 1. OT60p 1O (HOPMANBHBIM KPUTEPHSIM;
atann 2. Tectsl crocobnocreit; atan 3. Keiic-
TECTUHT.

Kak pasBuBath?

BosbIIMHCTBO POCCUIICKUX KOMIIAHWIL, 3amy-
CKasl TPOTPaMMbI Pa3BUTHS JJISI TPOU3BOI-
CTBEHHBIX MEHE/IKEPOB, HAYUHAIOT ¢ 06y YEHsI
9JIeMEHTAPHBIM MEHEP)KEPCKUM HaBbIKaM (Ha-
npumep, yvar craButh 1eaun no SMART). Ila-
PaJZIoKcanbHO, HO (aKT: M Yy MACTEPOB, U y Ha-
YAJIHUKOB YYaCTKOB HJIU II€XOB 3TH HABBIKU
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yxke ectb! Kak mpaBusio, OHU yCBOEHBI MHTYH-
THBHO, B IIPOLeCCe TIOBCEIHEBHOI paboueil pes-
TENBHOCTH, HO HPUMEHSIOTCS BIOJHE 3(dek-
tiuBHO. OIHUM CJI0BOM, 00ydyaTh MEHEIKEePOB
Ha TIPOM3BOJCTBE TOMY, KaK CTAaBUTh 3a/aud
WM KOHTPOJUPOBATH MHCIIOJHEHWE, KOHEWHO,
He BPEJIHO, HO HE 0YeHb OCMBICJEHHO.

PassuBarh  HeoOXoauMo  AeUIIUTADHbIE
KOMIIETEHI[NH, TAKNE KaK:

B HAllM [epCoHaa,

B HABBIKM TIPEJIOCTABJIEHUS] Pa3BUBAIOIIEH
o6paTHOl CBA3M,

® paboTa ¢ TaJaHTIUBBIME COTPYIHUKAMU,

® pacrpegeienne paGoThl M OTBETCTBEHHO-
cTH,

® o0beMHeHne JoAell B KOMaHIy C LeJIbIo
MOJTyYeHUs] CHHEPreTHYecKoro ahdexTa,

B HABBIKM  [POBEIEHUS]  COBENMIAHWA  —
He <IJIAHEPKU», & COBEIAHUS 110 PENIEHHIO
pobiem,

B [[OHUMaHWe CTUJIEH yIpaBJieHUus — B pas-
HBIX CHUTYAIUsIX C PA3HBIMU JIOAbBMU HY:K-
HO JIeiCTBOBATH IT0-PA3HOMY,

B 9KOHOMUYECKOE MBIIIJIEHHEe — IPUBBIYKA
K 9KOHOMUYECKOMY OOOCHOBAHUIO IIPUHU-
MaeMbIX PeIeHnuit u ap.

[TomMuMO 3TOrO JIJIs1 HAYMHAIOIIUX MEHEKEPOB
HEeOOXOAUMO PaCIIUPATh FOPUSOHTHI IIPOM3BO-
CTBEHHOTrO IIpoIlecca, AaBaTh MOHUMaHHe Ou3-
Heca, 4TOObl YEJIOBEK CO3HABAJ, KaK Pe3yJibIa-
TBI €r0 TPyZa ¥ KOHKDETHbIE TEXHUUYECKUE pe-
IIEHUsI, KOTOpble OH TIPHHUMAET, BJIMSIOT
Ha TMOKa3aTeJi KOMIIAHUK B IEJIOM. DTOMY MO-
[yT CHOCOOCTBOBATh IOCEIEHMsT CMEXKHBIX
YUYacTKOB, POTAIlM{, BpeMeHHble Ha3HAYEHUSsI
u 1p.

OueBHIHO, YTO BCE ITU 3aJaYU NPHU IOMO-
M OTAETBHBIX CTAHIAPTHBIX TPEHUHTOB He pe-
maiotcs. st pacimpeHusi MeHeKEPCKOro Co-
3HaHMS Ha IIPOM3BOACTBE HEOOXOAUM IEJIBII
KOMILJIEKC B3aMMOYBSI3AHHBIX PAa3BUBAIOIINX
MeporpusiTiii. [To HaleMy OIbITY, HAUIY YT
pe3yJbTaT JAI0T MOYJIbHBIE MTPOrPAMMbI pas-
BUTHS, KOTOpbie (DOPMUPYIOT HE OTHETbHBIE
yIIpaBJieHYeCKMe HABBIKM, a IEJOCTHOE MeHel-
JKEPCKOe MHUPOBO33PeHHe, HOOYKAAIT PYKOBO-
mutesieil 9(pheKTUBHO UCTIONB30BATh HE TOJBKO
cOOCTBEHHbBIE BO3MOKHOCTH, HO BCE JOCTYIIHbIE
PECYPChl  OpPraHM3anuu  JJIs  JTOCTHKEHUS
OM3HEC-PEe3YJIbTATA.

Hcropus ycnexa

[IpumepoM ycIelHOM peasu3anuy Takoi ITpo-
IPaMMBbI MOXKET CJIYKHTb MPOEKT, Pealn30BaH-
el «IKOIICU Koncaatuur» B OxHONI
U3 KpyIHeHIux no0biBaomux KoMnanuii Poc-
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cuu. Ilepes HAIIUM KJIMEHTOM CTOsJIA 3aja4a
IIEJIOCTHO TIOAHSTH YPOBEHb DA3BUTUS MEHE[-
JKEPCKUX HABBIKOB Y MEHEIKEPOB MIAJIIEro
U CPeJIHEro 3BeHa (MacTepa M HAYAJbHUKH Iie-
XOB) — BCETO OT IIOJIYTOpA [0 ABYX ThICSIY 4e-
JIOBEK.

TpeboBanust x MeHemxepaM (HOpMUPOBa-
JINCh, UCXOASI U3 YCJOBUII CPelIbl, B KOTOPOIi
KOMIaHus1 paboraer:

® TeXHONOTMYECKU CJIOXKHOE, HeGe30MmacHoe
IIPOU3BOJICTBO.

m [Jedurut pabodero mepcoHaa.

m [[pucTanbHOe BHUMAaHWE DETrYJUPYIOMIUX

OPraHoB.

m TepputopuanbHo pacrpefiejieHHAs] CTPYK-

Typa XOJAUHTA U [IP.

Bbl110 MOHATHO, 4TO PA30BBIMU PA3BUBAIOIUMU
UHTEPBEHIIUSIMU DENIUTh 3a4a4y TAKOro Mac-
mraba 1 CIOKHOCTH HEBO3MOKHO. COBMECTHO
C 9KCIIEPTAMH CO CTOPOHBI KJIMEHTA MbI paspa-
GoTau MOIYJIBHYIO TIPOrPAMMY Pa3BUTHS TIPO-
U3BOJICTBEHHBIX MEHEIXKEPOB, PACCUUTAHHYIO
Ha rofl. TO KOMILIEKCHASI TPOrPaMMa, KOTOpast
COCTOMT U3 B3aMMOCBSI3AHHBIX COJEPKATED-
HBIX MOJIyJIEH, PACIIOJIOKEHHBIX B HECJIY YaTHOU
MOCJIE/I0BATESIBHOCTH (TeMBI MOJIYJIel monobpa-
HBI 110 IPUHIIUITY PACIIUPEHUS] MEHE)KEPCKOTO
MUPOBO33PEHUST) U BKIIOYAET B ceOst DIeMEHTHI
OIIEHKH.

Bcero 6buio  paspabotaHo ¥ IPOBEJEHO
TPU MOMYJIsl, KaXKIBII M3 KOTOPBIX BKJIIOYAJ
B cebst TPU JHS OYHOTO OOYYEHHUs, TOCBAIIEH-
HOT'O OCBOEHHIO KOHKPETHOU TEMBI.

Hanpumep, B pesysibrare I€pBOTO MOMIYJIsI
YYACTHUKH TIOHSLIM, KaKOBA CTPATErysl KOMIa-
HUM, KaK U3 CTPATETUU IPOMCTEKAIOT MX 3aa-
Y, YCBOWJIM, [IOYEMY MMEHHO TaKue dKOHOMU-
YecKye II0Ka3aTeqd BaXKHbI [JIsI KOMIAHUU
u 1.0. [locne atoro B dopmare TpeHunra u pe-
IIEHUS KefCOB YYACTHUKU TONYYHMIU HEOOX0-
JMMble HABBIKW, KOTODbIE MO3BOJMJIM MM Ipa-
MOTHO KOMMYHHUIIIPOBATh BCIO YCBOEHHYIO
Ha 0OydyeHnH WH(POPMAIMIO CBOMM MOIYUHEH-
HBIM.

Mesxny MOZYJISIMH YYACTHUKHU HPOTPAMMBI
MOJIyYaslu «JIOMalllHee 3aJaHue», CBSI3aHHOe
¢ mpotigentoii Temoil. Takum 06pa3oM, y HUX
dopMupoBaiach HeOOXOAUMOCTh TIPUMEHSATh
TOJTyYeHHbIe Ha 00YYeHUN HABBIKU B PEATbHON
pabore. IIporecc BBITIOJIHEHUS AOMANIHUX 3a-
NAHUI KOHTPOJUPOBAJICS IIPH TIOMOIIU TECTOB
3HAHUU ¥ KyPUPOBAJICS PYKOBOAUTESIMHI KOM-
IIAHUW, KOTOPbIE BBICTYHAJU M KaK I9KCIIEPTHI
HA OTJEJBHBIX OOYYAIONMX MOAYJIAX, U Kak
<IIOTIEUUTEIT» BCEl TIPOrPAMMBI.

B ¢unae mporpaMMbl ObLI TPOBEJIEH HIEHTP
OIIEHKH ¥ Pa3BUTUS, Tlle YYACTHUKU TOJTY UMM

BU3HECIIPAKTNKYM

BO3MOJKHOCTh IIPOJIEMOHCTPUPOBATh BCE Te
YMEHHsI, KOTOPBIE OCBOWJIM B TedeHue oOyde-
HUs. DTO MO3BOJUJIO BBIIETUTh JYYIIUX —
Hanbosiee MOTUBMPOBAHHBIX ¥ CIOCOGHBIX
K JaJbHeieMy Pa3BUTUIO MEHEKEePOB.
Peaynbrarnl paGoThI:
® [TporpamMma Obljia C HHTY3UA3MOM BOCIIPH-
HsiTa U 000peHa Ha BCEX YPOBHIX KOMIIa-
HUU.
® 3a roz Yepe3 MporpaMMmy IpOIIeT Bech 3a-
IUIAHUPOBAHHbBIA ~ MACCHB  MEHE’KEPOB
MJIQJIIIIETO U CPEIHETO 3BEHA U3 PA3JIUYHBIX
peruonoB Poccuu (okosio 2000 yesoBek).
m CpeHUII  YpOBEHb  YCBOEHUS  3HAHWI
(110 pe3yJIbTaTaM TECTOB) COCTABUI 82%.
® 89% OIPOIIEHHbIX PYKOBOAUTENEH KOMIIa-
HUU 32sBUJIM, YTO II0CJIE€ OKOHYAHMS IIPO-
rpaMMbl OHU JIETYE HAXOAAT OOIIMH SI3BIK
¢ OOYy4YEeHHBIMH MEHEIKEPAMH Ha TeMbl,
CBsI3aHHbBIE C YIIPaBJEHUEM JIOIbMHU, IIPH-
HATHUEM YIIPABIEHYECKUX pelleHii, huHaH-
camu u r.a1. &

PakTopbl ycnexa
nporpamMmmbl PasBnUTUA
MEHEXePOB

Ha NPOV3BOACTBE:

B AkuenT He Tonbko Ha DOPMUPOBAHVIE HABLIKOB,
HO ¥ B 3HA4UTENBHON CTEMNEHW HA U3MEHEHWE MEHTa-
JIUTETA — C UCTIONHWUTENBCKOMO Ha YNPaBAEHYECKMIA.
B Tews cofepxaHve 00yyaloLyx Nporpamm
[OMXHbI BbITb MOCTPOEHBI N0 MPWHLMMY «NOCTENEH-
HOrO PaCWUPEHVst YNPaBEHYECKOro MrYPOBO33pe-
HNS>.
B ActvBHOE BOBrEUEHIE nuaepos busHeca B Gop-
MVPOBaHWE LIENer 1 CTPYKTypsl NporpaMmbl 06yye-
HUA. VimeeT cmbicn cospartb «CoBeT nonevntenen»
NporpaMmbl, COCTOSILLIMIA 13 BBICLLUX PYKOBOAUTENEN,
KOTOPbIA NPUOACT el 3Ha4YMTENbHbIN 0bLekoprnopa-
TUBHbIA CTaTyC.
u MNpONOHrMpoBaHHas 1 MoayfbHas CTPyKTypa Npo-
rpammbl. VIHTepBanel Mexay MOAyAMU MO3BONAIOT
MPUMEHWUTB MOMTYYEHHBIE HABLIKM Ha NMPAKTUKE.
B Vicnonbsosanne «JOMalUHVX 3adaHuii», KOTO-
pble 3aCTaBASIOT MPUVMEHATL MOMYYEHHBIE HAaBbIKM
Ha NpakTuke.
B Ouennsaetcs He TonbKO peakuys y4acTHVKOB
(TPAAMUMOHHBIE aHKETBI), HO 1 YCBOEHWE 3HAHWIA 1
NMPUMEHEHNE MOMYYEHHBIX MHCTPYMEHTOB Ha MPakTu-
Ke.
u MNporpamMma nNo3BONSET BLIAEAUTD NYHLWWX — Haw-
6onee MOTMBUPOBAHHbLIX 1 CMOCOOHbIX K AanbHenLIe-
MY Pa3BUTUIO, T.€. CTAHOBUTCS AOMONHNTENBHBIM VH-
CTPYMEHTOM OLIEHKM U NMPOABVIKEHUSA NMAEPOB.
UctoyHuk: «3KOINCU KoHcanTuHr»



[ noOarnbHble
BrNeyaT/eHns

erom 2008 roma  KOHCYJIBTAHTHI
«IKOIICU KoncanTtusrs moObiBaiyu cpasy Ha
IBYX KDYIHEHIINX MEXIYHAPOIHBIX MEPOIIPHU-
ATUSX B 0OJACTH YIIPABJIEHUs TEPCOHAIOM —
koudepenniuu ASTD B Can-/luero u dopyme
SHRM B [lannace.

Koudepenniuas ASTD (American Society
for Training&Development) — Meponpusrue,
xopomo 3Hakomoe B Poccun. C 2005 roma
B Haledl cTpaHe paboTaeT MpeiCcTaBUTEICTBO
ASTD, 6marogapsi KOTOPOMY I€ATEIbHOCTb ac-
COIMAIIUU JIOCTATOYHO IIUPOKO OCBEIAeTCs
B Poccuu u Bce Gouibliiee YHCIO HAITMX COOTE-
YECTBEHHUKOB CTAHOBATCS YJIEHAMH TJ00AJb-
HOU CeTH.

ASTD nosumuonupyer cebss Kak cooOwie-
CTBO CIENUAJIKUCTOB B objactu mpodeccuo-

HaJIbHOTO O0yuYeHWs TepcoHasa, B JAeHCTBH-
TEJBHOCTH K€ BOKPYT aCCOIMUAIMU OObEIUHS-
iorcst  HR-cmemmanmerst ¥ KOHCYJIBTAHTBI
CaMOro pPas3HOro MpOoGUIs M3 PAa3HbIX CTPAH
MHpA.

[naBHOIT MJIOMAKON /JIsT BCTPEYU YJIEHOB
ACCOIMAIIUU ¥ BCEX, UHTEPECYIONMXCS TIOCTe-
HuMU TeHaeHusaMu B obmacti HR n T&D, sB-
nsgercst koHpepertmst ASTD, koropast exerop-
Ho npoxoaut B CIIIA. Koncynsrantsr «9KOII-
CU» aBAAIOTCS YACTBIMH TOCTSMHU HAa ITOM
robaabHoM MeponpusaTuu. He cran uckiode-
nueMm u 2008 ron. B Can-/luero nanry xomma-
Huto npencrapisiin: Mapk Posun, Exarepuna
Jlomyxuna u Muxauna IIpokodnbes.

[Ipu Beeit MacmTaGHOCTH MEPOIPUSITHS, KO-
Topoe B aToM romy mnocetusiu He menee 8000
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4eJIoBeK, KOH(EPEHIUsI OCTABUJIA CMEIIaHHbIe
Brevatnenus. [lo cioBam Mapka Posuna, Ilpe-
sugedta «IKOIICU Koncaaruur», B 3TOM
roay Ha (GopyMme ObIJIO MaJO MO-HACTOSIIEMY
HPOPBIBHBIX Wel. «fl TMOMHIO TON, KOTJa MbI
npuBe3sn ¢ KoHdepeniuu ASTD cpasy nse
rnobanbuble uaen — ROI (Return on Investment
— BO3BPAT HA MHBECTUIIMU B Pa3BUTHE MIEPCOHA-
aa) u HPI (Human Performance Improvement
— moBbiienne 3¢ dexTuBHOCTH PabOThI KOMAH-
npD). ITo daxTy MbI ObLIM IIEPBBIMU, KTO HadaJ
IPOJIBUTATh 3TU TIOAXOABI B Poccuu, u BpeMs
JIOKA3aJI0 WX JKM3HECTIOCOOHOCTD U TI0JIE3HOCTh
nas Ousneca. — PacckasbiBaer Mapk Posun. —
B arom romy Takmx 3amOMUHAIONIMXCS, <MH-
CallTHBIX> Mzell mpakTudecku He Obuio. Cpas-
HUTEIBHO HOBBIM OBLJIO BHUMaHUE K TeMe
experiential talent u experiential leadership —
Pa3BUTHE TAJIAHTA Yepe3 OnbIT. JIMUHO MHE OHO
JIMIIHUI Pa3 J0Ka3aJ0, YTO B MUPE IIPOM30IIIE
CIBUT B IIOHMMAHWU TAaJaHTA U €r0 POJH [JIs
opranusanuu. (Yumaiime o6 smom 6 cmamve
«Bpems  nodnumnvix maranmos> — Ped.).
Ho B memom, B comepKaHU¥M BBICTYILIEHUIT
GBLIIO JIOBOJILHO MAJIO HOBOTO ¥ SIPKOTO».

®opym SHRM (Society for Human
Resource Management) B aToMm ropy ormedas
io6ujieil — MEpOINpUsITHE TIOBOIMJIOCH YIKe
B 60-b1i1 (1) pa3. B nocnennue rozapl KoHdepeH-
st cOOMPAET IMTAHTCKOE YHCJO YYACTHHKOB
— g0 15000 yemoBek co Bcero Mupa, B TU.
n3 CHIA, Espomnsl, Kurag, Uuaun u Poccun.
KuoueBas aynutopusi dopyma — MeHeIKepbI
[0 TIePCOHANY PA3JIUYHOTO YPOBHS M CIIEIIHA-

muzanun — or HR-0B MaseHbKHUX 4YacTHBIX
KOMIAHUI JI0 TUPEKTOPOB II0 IIEPCOHAIY KPYII-
HeHImux MEK /Ly HAPOJHBIX KOpIIOpaIuit

(WalMart, Coca-Cola, Google u T.11.).

Kasxzprit ron xKoH(pepeHInsT MeHSIET MeCTO
mucaokanuu. B 2001 romy, ona, Hampumep,
npoxozuia B bapcesnone, B 2007 rony — B Jlac-
Berace, u torna koucymbsrantsl «3IKOIICU»
TOKE OBLIM  Cpear Y4YacTHUKOB (opyma.
Ha kondepennuio B /lasnac ormnpasuiach Ko-
MaHJa M3 TPexX HAIIUX KOHCYJbTAaHTOB: Maiist
Komnocuuieina, Anppeit Cenbckuit u Omus
Boansipesa.

BriewatsienusiMu 0T yBUIEHHOTO U YCJIbI-
MAHHOTO MBI TOMPOCHJIN TOAeTUThcs Maiiio
KoJsocHuiipiHy, pyKOBOIUTENS] TNPAKTHKH
«Kazposbie crpateruus.

? Mansg, 4ero Bbl xgann oT noceweHns Gopy-
mva?

M.K.: Hosbix uzeit. CamMoe LIEHHOE, YTO MOX-
HO OTTyZa INPUBE3TH, HA MO B3I — 3TO

HOBOCTVAHAJINTUKA

«II0WMaHHOE OIIYIIeHUe» OTHOCUTENHbHO HOBBIX
TpeH/oB, TeM u «bumeks. Kpome Toro, mnre-
PECHO COIIOCTABUTDH CUTYAIMIO B HAllleM U MU-
posom HR-coobiiectBe, CpaBHUTL TEHACHIMN
POCCHICKOrO M 3alajiHOr0 PBIHKOB TPy/a, aK-
TyaJbHbie MpobieMbl paboTonareseil Mo pas-
Hble CTOPOHBI OKeaHa.

? Kakne ¢opmatbl  paboTbl  npeobnagani
B 9TOM roay”?

M.K.: OcuoBhoit cdopmar —  JeKIus-
npesentaiust aast ayauropun 200-500 coryrira-
teneil. Eme opun dopmar — obcyxienue 3a
KPYIJIBIM CTOJIOM — IIpeJCTaBJieH B CyIlecTBeH-
HO MEHBIIEM KOJMYECTBE U MEHEee BOCTPeOOBaH.
[TomuMO 3TOrO, MHEPUOAMYECKU CIY4aIOTCA
«cTuxuiiapie» obcyxaenns. Tak, HapuMep, BO
BpeMs [JIMHHOTO JIByX4acOBOTO IlepepbiBa Ha
JIaH4 cOOMPAJUCH PA3JIUYHbIE «CEKI[UU» — TI0-
obenarh BMecTe U OOCYIUTH Kakue-Tubo KOH-
kperHbole Tembl. Hy u, xoHeyHO, camblii IJaB-
HBIN (OpMAT 71 TAKOTO MEPOLPUATUS — 3TO
JKUBOE OOIIEHNE ¢ KOJJIETaMH CAMBIX Pa3HBIX
clieraain3alui.

HoBas naes,kotopas akTMBHO 006Cyxaanach
B 3TOM roay,3By4uT Tak: «Employees - the
first,clients — the second»

? 47O HOBOro NOABMNOCH Ha GOPyMeE MO CpaBs-
HEHMIO C NPOLALIMY FOAamn?

M.K.: d mumuno ormernsia ajig cebsa OTHOCH-
TEJIbHO HOBYIO TEMY — ITPO Pa3HbIe MOKOJIEHHS
COTPYAHUKOB ¥ PA3HBIN TOAXO[ K MOTHBAIMH
MpeAICTAaBUTENEN TeX WM WHBIX ITOKOJEHUN.
Panbiiie ona He 3BydYajia B CTOJIb SIBHOM BHJIE.
Teneps cTaju TOBOPUTH 0 PabOTHUKAX MOKOJIE-
Hug X, noxosenus Y u T.a1. Emnie oxHa HoBast
uzes, KOTopas aKTHBHO 00CYy»XIaJach B 9TOM
romy, sByuur tak: <«Employees — the first,
clients — the second». T.e. nponaranaupyercs
[IPUOPUTET COTPYAHUKOB Tepel KJINeHTaMU.
VHTYUTUBHO Wujesl TIOHSTHA: €CJAW CYACT/IMB
U YIOBJETBOPEH IIEPCOHAJ, TO U KjueHTaM Oy-
net xopoino. Ho myist Hac moka 3BY4YHT OYeHb
HeoKuanHo!

? A kakada Tema (vaes), Ha Bal B3rnsza, B 3T0M
roay Oblna rnaBHOM — caMou NONyNsSpHOW, Ya-
CTO 00CYXaaeMomn”?

M.K.: Kak npuieub W yjep:karb HYKHBIN
KOMIIAHUM TepcoHaj. JTa TeMma IPOXOjuJia
KpacHOIl HUTHIO BO BCEX CEMWHAPAX, BHE 3aBU-
CUMOCTHU OT 3asIBJIEHHOU cepbl, Oyab TO mop-
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60p IIepcoHaJia, CTpaTerus, MOTHUBalluA, pa3Bu-
TUE€ COTPYAHUKOB HUJIN YTO-TO €IIIE.

? Hackonbko Bbl yooBNETBOPEHLI pesynbrarta-
MV Noes3akm?

M.K.: 1 y meHs, 1 y KOJJIET OCTAJIUCh OTIHY-
Hble BIEYATJEHMs OT MacIiTaba MepOINpPHsTsI
U OT YpOBHsI opranu3anuu. Heckosibko MeHblie
MBI y/IOBJIETBOPEHBI CONEPKATETBHOM YaCThIO:
P BBIJAIONUXCS TPE3EHTAOHHBIX HABBIKAX
GOJIBIIMHCTBA IOKIAUUKOB TOA60p (haKkToB
u rry6uHa TpopaboTKY TeM OCTABJISJIN JKEJIATh
Jy4irero (Kak IPaBUJIO, BBICTYIAIONINE OPHEH-
TUPOBAJIUCH HA MIUPOKYIO ay[IUTOPUIO CO CPEl-
HUM yPOBHEM 3HaHUU u onbita). [a u camu
IPE3eHTAI[N 3aYacTyl0 He OuYeHb CHJIbHBIE.
Crioxuiioch BIIEYATIEHUE, YTO CPEIU BBICTYIIA-
IOIMX OYeHb HEMHOTO JIO/IEl, CTIOCOOHBIX MbIC-

JINTb CUCTEMHO: MHOI'O TOBOPAT O KOHKPETUKE
1 TI0YTH COBCEM HE KOHLENTYAaJU3UPYIOT. A BOT
HaBbIKaM IpE€3€HTallun Yy HUX ,Z[eﬁCTBHTeJIbHO
CTOMJIO Obl Hoy‘{I/ITI)CFI! B 1I€JIOM K€ YYaCTHUKHN
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KOH(EPEHIIUN TIOXOXKKM Ha HAC W XOPOIIO HaM
3HakoMbiXx HR-0B, a 1mpo6iembl, akTyajbHble
muposoro HR-coobmiectsa, Te ke, uto u B Poc-
CHH.

? Kakoe obuiee ouwyuieHne y Bac octanoch
0T GOpymMa 1 OT pbiHka — Bce BYpAnUT nnv Hao-
O0poT 3akmcaet?

M.K.: Bce 6ypaur mo cpaBHenuio ¢ Poccuei,
HAM OJIHO3HAYHO €CTh, KyJa Pa3BUBATHCS.
W, npexie Bcero, HaYMHAEINb 3ayMbIBATHCS,
a He OpraHU30BaTh JK HOHOOHOro poga Ghopym
3aech, B Poccun? Takoro poma maciutaGHoe Me-
POIPUATHE, TPOBOJAMMOE Ha PEryJsIpHOi (exe-
FOIHON) OCHOBE, cOOUpAIONIee HECKOJbKO Thl-
csiu HR-0B Jyymmx poccuiickux KOMIIAHUM,
[le OHM CMOTYT OOMEHHBATHCS OIBITOM, [I€-
JUThC POOIeMAMU M PELIEHUsIME, a TaKKe
ClIaBaTh SK3aMEHbl U CePTH(UIMPOBATHCS KaK
HR-pI, MHE JIUYHO KaskeTCsl BeCbMa IepCIiek-
tusubiv. B

TMENERTN.

S—

Mansa KonocHuupiHa n KOnnsa bongpipesa,dannac,2008
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MwunpoBaga npakTunka

eto 2008 rona BbIIATIOCH HOTATHIM HA
pasHooOpasHble UCCJAEI0BAHNUS, OTUYETHI U CTa-
TUCTUYECKUE JAHHBIE B OONACTH YIPaBJICHUS
YeJOBEUECKIME PecypcaMu, o0yueHust W pas-
BUTUSI TIEPCOHAIIA.
Wudopmaryst nocrymaia u3 pasHbIX CTPaH:
= O cuTyanuu Ha pPhiHKe OOyYeHUs] W Pa3BU-
tust nepconana B CesepHoil Amepuke pa-
noproBana AMEpPHKAHCKasi — acCOIUAIUS
tpenunra u passutuss  (ASTD, State
of Industry Report, 2007).
= Epponeiickuii VIHCTUTYT pa3BUTHS TiepCo-
Ha/la TaKkKe OTYUTAICSA O CUTyaruu ¢ o0y-
YeHueM, HO yKe TIPUMeHHUTeIbHO K EBpore
(CIPD, Annual Survey Report, 2007).
= ObmemupoBsble TeHaeHun B obmactu HR
HOTIBITATUCh CYMMHPOBATh B CBOEM OTYETE
skcreptel u3 IBM (IBM, Global Human
Capital Study, 2007).
= Hakowel, Brepsble, Orarofaps yCUIUSIM
Komranuu <«Amiurya-bpokepy», crama go-
CTyIHA WH(OPMAIMS O CUTYallUM Ha PHIH-
Ke TpeHMHTa ¥ pa3BuTusg B Poccun
(Amrunya-Bpokep, Benumapkunr Kopropa-
TUBHBIX cucteM oOydenuss B Poccun,
2007).

CormocraBisist  laHHblE M3 BCEX HCTOYHUKOB,
MOJKHO C/IEJIATh HECKOJIBKO KJIIOUEBBIX BBHIBOIOB
0 cuTyanuu B cdepe yIpaBIeHUs TIEPCOHATIOM
B Poccum u B mMupe.

1. MNpobnembl, CBA3aHHbIE C YMNpPaBeHU-
eM NtoabMun, B MUpe YHUPULMPYIOTCS.

Bce yuactnuku HR-unmycrpum, Kakyio Obl
CTpaHy ¥ OTPacjb OHU He IPEACTABJISLIN, BbI-
JIENSIOT HECKOJIBKO OCHOBHBIX IIPOOJIeM:
= Jlepunut nepconania.
No comments.
= Jlepunur umepos.
UccaenoBanne IBM nokasano, 4yto Hanbo-
Jiee OCTPO BOIPOC IIOMCKA OYAyIMUX JInze-
poB cTouT B A3uarcko-THUX00KeaHCKOM pe-
rnoHe — 88% peCIOHJEHTOB OTMETHIN
ATOT BONPOC Kak octpeimuii. B Jlarunckoit

Amepuke, Espore, Cpennem Bocroke
u Acdpuke — 74%, Anonnu — 73%, Cesep-
Hoil Amepuke — 69%.

® Onepeskalonuii pocT pacxoi0B Ha Mepco-
HaJl I0 CPaBHEHUIO C POCTOM NPOHM3BOJIHU-
TEJBHOCTH TPY/A.
B Poccuu mokazaresnb IPOU3BOAUTENBHO-
ctu TpyAa ocraercst Hike, yeM B CIIA un
crpanax Esporer. Ho ecsin B CIITA on cHu-
’aetcs, To B Poccun pacrert, 1pasa MeHb-
IIUMHU TeMIIaMu, 4YeM, Harmpumep, B Kurae.
Cornacio MoHUTOPUHTY MUHIKOHOMPA3-
Butust P®, TONBKO 3a TEPBBIA KBapTal
2007 roma TeMIibl pOCTa MPOU3BOIUTETHHO-
CTU TPyla B HAllleil CTpaHe YBEINYUIUCH
Ha 7,8%. IlpaBma, 3apmaTel 3a aHaJIOrHy-
HBII MOAHSINCH B cpeaneM Ha 15,5%. Ecim
TaKoe COOTHOLIEHUE coxXpaHuTcs, To Poc-
cuu GyJier KpaiiHe TPYIHO KOHKYPUPOBATH
C 3aIa/[HBIMI UTPOKAMU KaK HA CBOEM, TaK
U Ha rJ00aJTbHOM PHIHKAX.

2. Pacxogpl Ha o0y4eHMe nepcoHana pa-
CTYT BO BCEM MUpE.

I[To manubim ASTD, 54% xommnanuii CIITA nep-
JKaT Kypc Ha yBeJMUYEHUE BIOKEHUI B 0Oyde-
HUe MIePCOHANa, U TOMbKO 16% cobuparoTcst Bbi-
JIETUTh MEHBIE CPEICTB Ha OOydyeHue B Clie-
nymomeM roxny. ITo pesyibratamM GeHYMapKHHTa,
npoBefenHoro «Ammiya-bpokep», B Poccumn
aTa 1udpa elre BbIIIe: TIOYTU BCE ONPOLIEHHBIE
kommanuu (96%) IPOTHO3UPYIOT YBelIUYeHUe
GrofkeTa Ha 0OyUeHUe COTPYAHUKOB B CIIEIYIO-
IeM TOJLY.

3. Pa3pbiB mexay Poccuen n mmpom co-
KpalaeTcs.

Poccus noronsier Amepuxy u EBpony 1no nnse-
CTUIIMSIM B pa3BuTue nepconana. Ilo manueM
GeHYMapKuUHTa,  TPOBEICHHOTO  «AMITya-
Bpokeps, nupectuiiuy B 00y4eHUe OXHOTO TOI-
menemkepa B 2007 roxy cocrasuiu B Poccuu
260000 py6., YTO COOTBETCTBYET €BPOIENCKOMY
ypOBHIO. BiioxkeHus B pasBuTHe PsIOBBIX CO-
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TpyAHUKOB oreHuBaiorcss B 14500 py6. Ha ue-
JoBeka 3a roi. Ilo aTomy TOKas3aresrio HaIluM
KOMIIAHUAM IOKa ZAJeKO A0 OI0IKEeTOB aMepu-
KAHCKMX KOMIIAHMH, HO MbI BILUIOTHYIO IIPUOIN-
3uMCh K OropkeraM Kommanuii BesnmkoGpura-
HUU.

B tom, 4TO KacaeTcst MCHONb30BaHUS TEpe-
noseix HR-rexmosornii, Poccust taxke 3a 1o-
CJIeTHUE TOJbI COBEPIITHIA CYIIECTBEHHBIH MTPO-
pbiB. 3 pgaHHBIX OGeHUMApKUHIA  BHIHO,
YTO POCCUICKME KOMIAHUU JOCTATOYHO IIHUPO-
KO HCIIOJIb3YIOT CaMble PA3HOOOPa3HbIe METOIbI
Pa3BUTUS TMEPCOHAJA, B TM. AUCTAHIIMOHHOE
oOyuenue, HaOmogeHus 3a paboTOil KOJLJIET,
KOYYMHT, 00yueHye AeficTBUEM U T.IL.

OTBETCTBEHHOCTb 3a pa3snuTne Noa4YNHEeH-
HbIX rNMponncaHa B AOJIKHOCTHbIX MHCTPYKLUW-
ax bonee yem Y NOJ1I0OBNHbI MEHEAXKEPOB

B EBpone

4. Bo3pacTaeT OTBETCTBEHHOCTb JIMHEN-
HbIX MEHEXEPOB B yrnpaBieHnn noab-
MW.

[To manubmv CIPD, cBbruie 90% pecroHneHTOB
YBEPEHBI, UTO JMHENHbIE MEHEIKePbl SIBJISIOT-
Cs1 «BJKHBIM» UJIM <«OY€Hb BA)KHBIM» PECYPCOM
TOAIEPKKN  (DYHKIIUKM OOYYEHUSA U PasBUTHSI
nepconana B opraHusanuu. OT MeHeIKepoB
KIYT TIPOBENEHUS] PErYJSIPHON aTTecTaluu
(88%), cormacoBaHusi WHIWBUAYAJIbHBIX ILJTa-
HOB Pa3BUTHUsI COTPyAHUKOB (76%), MIaHupo-
BaHus oOydaiomux Mepornpusatuii (43%), Ha-
craBHUYeCTBa (22%) 1 1Ip.

Eciu Beputs CIPD, To oTBeTcTBEHHOCTDH
3a pasBUTHUE MOJYMHEHHBIX IPOIKUCAHA B JTOJIK-
HOCTHBIX WHCTPYKIUSIX OOJiee Y4eM Y MOTOBUHbI
MenemkepoB B EBpore, a niist 38% arta nesitens-
HOCTh BKJIIOUEHA B 4YHUCJIO Iieseil Ha rox. Ilpu-
ueM 3TH [UGPbI IKCIEPTHI 13 Benkobputanum
OIIEHMBAIOT KAaK HeJ0CTaTOuHbIe!

AHanoruvHbIX TaHHBIX 10 Poccuu, k coxa-
nenuio, HeT. OIHAKO eCTh BCe OCHOBAHUS IIO-
Jlarath, 4TO 10 CTEIEHU BOBJIEYEHHOCTU MEHE]I-
JKMEHTa B TIPOLECCHl YIPABJIEHUS JIIOAbMU,
Poccust moka cepbesHo ycTyIaer eBpoNeiicKuM
cTpaHaM. Bo-TiepBbIX, Yncio KOMIaHUil, HA pe-
TYJISIPHOI OCHOBE ITPOBOSIIMX ATTECTAIIUIO CO-
TPYAHUKOB ¥ IJIAHMPOBAHUE UX Pa3BUTHS,
B Poccum wmenbine, uem B EBpome, a 3Hauwur,
poccuiickie MeHeKepbl U30aBJIEHbl OT OTBET-
CTBEHHOCTH 32 3TH NPOLecChl. Bo-BTOPBIX HAIIK
MEeHe/[)KePbI Pe’Ke BBICTYIMAIOT B POJIM BHYTPEH-
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Hux koyueil (mo mawmmeiMm CIPD, or 76%
no 100% KoyumHTOBBIX aKTHBHOCTeH B Besu-
KOOPUTAHMU OCYIIECTBIISAETCS CUJIAMH JIMHEM-
HbIX MeHemkepoB). [lo paHHBIM <«AMIurya-
bBpokep», BoBiieueHne JMHEHHBIX MEHEIKEPOB
B mpouecc 00ydeHns: 1 PasBUTH HePCOHAMA —
omHa U3 3aja4 Homep oxuH g Poccun B 2008
rony. Ha cerogusiiuii ieHb MX BOBJIEYEHHOCTh
OIIEHMBAETCS KaK <«4YaCTUYHAsI W HEPETYJIsIp-
Hasi».

5. HepocTtaTtoyHasa nHterpaums KaapoBon
cTpaTterun ¢ busHec-cTpaternen — no-
BCeMecTHasa npobnema.

Bonbute nonoBunbl (56%) PeCHOHIEHTOB, MPU-
HaBIuX yvactue B ucciaenoanuu  CIPD,
yrBepxaaioT, uto HR-b1 1 T&D crienmanucts
He BOBJIEYEHBI B Pa3pabOTKy CTpaTervu Opra-
Huzanuu. 30% pecIOHIIEHTOB CKa3aju, 4YTO
B ux xommanugax HR-er u T&D crenmanucror
[PUBJIEKAIOTCS K pa3paboTke GU3HEC-cTpaTerun
TOJIBKO B TOT MOMEHT, KOT/[a BCe KJIIOUeBble pe-
meHus yxe npunstel. Eme 11% 3asBuim, 4To
BOOOIIE HE BUAAT HYXKbl B npuBiedennn HR-
0B 1 T&D crenuaancros K pa3paboTke cTpare-
TUU OPraHU3alluu.

[Tpuyunsl, Mo koTOphIM MHenue HR-oB
U CIHEIUATUCTOB 1O OOYYeHHIO OCTaeTCs
6e3 BHUMaHUs, a KaJpoBas CTPATErdsi OKa3bl-
BaeTcs 32 pPaMKaMU CTPATeTMy OPraHU3alluu,
BecbMa GaHAJIBHBI U «HHTEPHAIMOHATBHBIY:

» HR-bI He BoCIIpMHUMAIOTCS KaK 3auHTEpe-
COBAHHBIE JIUIIA;

m PegysbTatel, koTopble mpoxayiupyer HR-
(bYHKIMSI, OIIEHUBAIOTCSI HEAOCTATOYHO Ce-
PbE3HO.

[Toka cuTyanusi BBITJIAAUT TAKUM 0OPa3oM, TO-
BopuTb 0 TOM, 4To HR-bI BoCmpuHMMAalOTCS
KaK TMOJHOTIPaBHbIe GM3HEC-apTHEPBI, BUIUMO,
IOPEXIEBPEMEHHO.  YTellaeT, OIHAKO,  TO,
yto camu HR-b1 u T&D crernuanuctsl 6oJee
BHUMATEJIbHBI K GU3HECYy U ero TpebOBaHUsM,
uem Gusnec k HuUM. Kak mokaspiBaeT GeHuMap-
KUHT, TIPOBeZieHHbIil B Poccuu, monasisioniee
GOMBIIMHCTBO KOMIAHUN NP ONpe/eeHU1
norpebHOCTell B 00y4yeHHH nepcoHajia Ipuie-
raloT K aHaJu3y CTPATernyecKux IieJieil opra-
HU3AIUK, a TakKe OEPyT 3a OCHOBY KOPIOpa-
TUBHYIO Monenb Kommereniuii (80%). M

Ilpu nodzomogke cmamou UCOLLI0GAHDL MAMEPUATbL
caiimos: www.trainings.ru, www.cipd.co.uk, www.astd.com,
www.ibm.com.
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He obmaHbiBaliTe cebs!
www.careerstart.ru

lenepanbubiit gupektop «IKOIICU Koncam-
tunr> IlaBen DBe3pyuko pacckazan mnoprany
CareerStart 0 cBOeM KapbepHOM ITyTH, MCTUH-
HOIl TeHHOCTH OOpa3oBaHWsl W HIOAHCAX Jle-
CTPYKTHBHOTO MBIIIJIEHUsI HOBOTO TIOKOJIEHUS
KapbepUCTOB.

[(mobanbHOe noTensieHne
Komnanuga, N222 (515), 09.06.2008

Bcero Heckosbko J1eT 1moHazo6uI0ch OOJIbIIIH-
CTBY  OTEYECTBEHHBIX  KOMIAHWii,  4TOOHI
OT IPAMOJIMHEHON Iporaramabl COOCTBEHHBIX
HeHHOCTEW TMPUUTH K TOCTPOEHUIO CJIOMKHBIX
CHCTEM TOJJIEPKAHUS MUKPOKJINMATa B oduce
M CO3/IaHKIO0 KOPMOPATMBHON KyJIbTYpbl. Pamu
JIOSLIBHOCTH  COOCTBEHHBIX COTPYAHUKOB OHM
BBLIEJIAIOT MUJJIMOHHBIE OIOIKETDbI, JOCTUIAlo-
mue 10% romosoii mpubbLi. [Tomoraer 1u HR-
[OJMTUKA HOBOTO MOKOJEHHs II000POTh KaLpo-
Byl0 TeKyuky? Yuraiite 06 9TOM B KypHale
«Komnanus».

HayunTtb y4eHoro

LWTraT, N2 5 (26), mainn 2008

«[maBHasg CJAOKHOCT OOYYEHUS IPAKTUKYIO-
IUX TPEHEPOB, KaK M JIOOBIX IPYTUX COCTOSIB-
MUXCsA  TPO(ECCHOHANOB, COCTOUT B  TOM,
YTO TIPUXOAUTCS UMETD JIEJIO C JIIOAbMHE, Y KOTO-
PBIX ysKe €CcTh CBOH B3IJIs/ Ha Ipodeccuio, —
npusHaercs: Exarepuna Jlomyxuna, Jujaep Ha-
npasJieHus «Pa3suTue mepconasa u BHEAPEHUE
namenennit> Komnanuu <«IKOIICU Koncain-
TuHr». — OHU MHOrOe yMEIOT W HCKPEHHE
HoJIaraloT, 4To yMeloT Xopoino. M 3agactyio

Tak OHO ¥ ecTh». O TOM, OTKyHa GepyTcs mpo-
(beccuonanbrbie OM3HEC-TPEHEPHI W KaK HX
YUUTD, pacckasbiBaeT xkypHas «Ilrtars.

O gBHbIX 1 CKPbITbIX TPEHOAx
poccunckoro T&D pbiHka

www.trainings.ru

[Mopran Trainings.ru ny6JIMKyeT HWHTEPBBIO
¢ renHepasibibiM aupekTopom «IKOIICU Kon-
cantunry [laBnom bBespyuko. Peup uzer o 3a-
MEUEHHBIX UM HW3MEHEHUSIX B OTHOIIEHUH
YYACTHUKOB PBIHKA, O TIEPBOil M BTOPOIl BOJIHE
KOPIIOPaTUBHBIX yHUBepcuTeToB B Poccum,
a TaKke O HOBBIX POCCHIICKUX TPEHIAX, KOTO-
pble MOT'YT WU3MEHHTb IYTh Pa3BUTH Chepb
HR u T&D.

NcnbiTaHne OpeHaom
OOyuyeHue nepcoHana, N2 3/2008

[enHocTr 1 poaBHKeHne Operia paboTonare-
JisT, KaK OKa3bIBAeTCsl, MAJO 4eM OTINYAIOTCS
OT IPOJBUKEHUS COyCa WM IIOKoMana. IToObl
eJeBass  ayJMTOPUsl TIOBepUIa  OOemaHusIM
OpeHjia, Hy’KHO ObITh YECTHBIM — He BbIJaBaTh
JKeJlaeMoe 3a JIefiCTBUTeIbHOE — U TI0C/Ie0Ba-
TesbHbIM. O TOM, YTO BaKHO yYUTHIBATh, Gop-
MUPYysl  TO3UTUBHBIK  00pa3  KOMITAHWH-
paborozaresns, unTaiite B KypHaine «O0yuerne
nepconana» (Kues). &
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CONSULTING

Since 1989 we have been helping Russian business to develop, thanks to the
enhanced effectiveness of people at work, and we have been helping people
in organizations to grow, through the improvement of their skills and abilities.

We help our clients grow, using
our expertise in the following areas:

- Motivation and management of staff performance

- Personnel development and the creation of corporate
training systems

- Talent management and assessment of staff potential

- HR-audit and HR-strategies

- Organizational planning

- Management of corporate culture and changes implementation
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About
Confidence
In Yourself
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ne day I visited an unusual sermon in one of Tallinn churches.
It was preached by a priest known in Catholic ecclesiastical circles by
his innovative approach to parish work. The sermon was very emotional
and full of interesting true-life illustrations. Its theme was approximately
worded as follows: “Intuition as a voice of the Most High.”

Can we trust in our intuition, in our feeling? Couldn’t it be
the divine afflation and instructions that are forthcoming to us in such
a way? How can we verify appropriateness of our vague feelings or, visa
verse, of our strong convictions each time — but just of our own, unique
and very likely different from the major opinion feelings and
convictions?

Among my clients — being certainly clever, sure of themselves and
experienced in business people — one can come across such ones
for whom confidence in themselves is one of the key and painfully
complex problems. Life has proven and continues to prove them
the consistency of their decisions, but doubts and subconscious, naive
wish to hear some magic, final Word result in unhealthy emotions, undue
delays, meaningless infighting.

Powerful parents’ epistles, learned strongly and often forever
in childhood, follow as sounding chorus: “Elders know better”,
“Of course, you are wrong”, “Remember: unauthorized behavior will be
followed by punishment!” We all remember with the “deep” memory
both the epistles themselves and those developments that confirmed
and proved our teachers, nannies and adult relatives to be right. These
old prescriptions and prohibitions quite often hard and rudely during all
our life constrain our freedom, make us orient toward some outer criteria,
listen to shallow persons, depend upon opinion of others...

And what is to be done? Nothing very much. One should simply put
ones trust into oneself — into ones understanding, knowledge, intuition.
One should self-dependently “weave elegant linen of life”, demonstrate
creativity. Be afraid of nothing. Be sure of the result.

Major property of mature personality is self-sustainability, i.e. ability
to orient towards own criteria, form up own strategy, believe
in inviolability of own principles, in exactness of own choice, and really
listen to own voice: one desires this to master, one desires
this to teach...

MariaMakarushkina
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Time of Genuine

Talents

M.R.: I mean a story about how there has
changed an ideology of talent management
in modern business. The thing is that some
time ago in this theme there took place
a definite shift that had been clearly pronounced
in the last two years. In any way, personally
I noticed it about one year ago.

?

M.R.: The very idea of “talent management”
embedded in the business lexicon by the end
of 1990s. It depicted the fully-fledged peculiar
ideology or paradigm. There are two books that
describe it pretty good: “The War for Talent”
written by McKinsey & Company consultants
Beth Axelrod, Ed Michaels, and Helen
Handfield-Jones, and “Funky Business: Talent
Makes Capital Dance” by Kjell Nordstrom and
Jonas Ridderstrale. What is the essence
of this paradigm?

The main thesis is that in the present-day
world people started to select companies,
and not the companies started to select people.
This means that the companies should exert
every effort to engage the most prominent,
brilliant, and non-standard employees —
the very same talents. Why can’t we do without
them? The present-day world is being changed
very quickly, and competition is won by those
who is changing faster than the others, fitting
new technologies, new (not yet expressed)
consumers’ expectations. To keep pace with
these changes, the companies need people with

new ideas, new non-standard approaches
capable of defeating set patterns. It is they who
create competitive advantage of the companies
and become the key business drivers. As a rule,
these people are not very much governable
and do not get along with conservative stable
structures where you are valued for experience,
discipline and ability to live according to rules
and regulations. That’s why the companies
wishing to win the competitive battle should fit
the most talented employees and provide
them with conditions for freedom, creation
and self-expression.

?

M.R.: Rather not. It has not proved to be
correct already twice. The talent management
ideology has evolved from ideas of “new
economy”, first of all, of Internet-economy
where the first place was occupied not by
material assets, but by knowledge, abilities,
information. If earlier, to earn money, one
needed to build storages and shops and to hire
people (whilst a company’s cost was to some
extent proportionate to the material assets and
quantity), at the beginning of the 21st century
it turned out to be that companies established
by a pair of talented students even having no
office could cost fantastic money. Against
this background, the idea of talent and drive
to be the main points for business success
looked more than convincing, and many large
corporations took over this management model
partly or completely. We know what it has
ended with. The “new economy” has collapsed.
Shares that cost 100$ one year ago, began
to cost 1,258. It became clear that, to reach
long-time business success, there were not
enough only the talent and drive, the companies
still had to gain income and had (at least,
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it would be a good thing) to produce something.
It was the first blow delivered to the talent
management ideas.

The second “doorbell” sounded this year
when financial institutions entered a crisis. And
again it turned out to be that banks headed by
relatively young managers pushed ahead not
long ago had suffered the heaviest losses. As to
the ones at the helm of which there were
experienced, conservative managers, they had
suffered minimal losses. That is to say, business
has founded the second economical confirmation
that too high level of creative ideas and
innovativeness may be harmless.

?

M.R.: Of course, there are positive examples
as well. T do not a bit affirm that talent
management is the trouble. It would be more
correctly to say that results of such an approach
are multidirectional. In spite of a multi-years
publicity, one can not say that it were companies
with nontraditional management that had come
out absolute victories.

)

M.R.: Succession reserve is a purely Russian
invention. To be even more precise,
it is the Soviet one because an idea of reserve
was as yet popular in the USSR (it was called
the “nomenclature” then). Our “succession
reserve” is most closer to a concept of
“succession planning” as one calls it in the West.
This is a system where we form reserve for
given positions. For instance, we have a shop
superintendent Petrov. What will happen if he
leaves? Who will undertake departmental
management? If to think about it in advance,
to find the necessary person in the organization
and to help him accumulate missing competences
beforehand, then at the right time and without
serious consequences he will be able of changing
Petrov at the position of the shop superintendent.
This is an important work that may be
of tremendous help to the organization.
Especially when it is referred to Russian
production enterprises where a lot of
preretirement leaders are working today, and
they need worthy replacement. But such

a system has little to do with the talent
management in the Western getting.
The essence of the talent management is to
allocate talented people in the organization and
then to find application for their talents (either
a position or project). That is to say, in the first
case we start out from positions with their
requirements, whereupon we sift  out
the organization’s employees that comply with
these requirements at most. In the second case
we are not geared to the position, but to people
and their abilities, i.e. first we educe what
the employee is talented in, and already after
that we find a way of using his abilities and
potential in the organization as much effectively
as possible.

?

M.R.: The talent management is indeed amiable
to me as ideology because it has an element
of rebellion. Do you remember the “Few
madcaps — no leaders” by Visotskiy? Generally
speaking, the talent management is just about
that: to find in the company or to engage
“violent”, brilliant, non-standard people and
to give them possibility of being “leaders”,
guides. There is a lot of romanticism in this,
and that attracts me personally. Though
I realize all the restraints of this approach.

?

M.R.: Yes, there had. Negative experience
connected with economical crisis made
companies look anew at the people management
on the whole and at the talents management
in particular. In some measure, today there
is taking place backtracking in understanding
of what people we need. As previously,
the companies want to get the stand-out
personnel, but only should it obligatory be
the same “violent” ones? Crisis have pushed
management towards understanding that
modern business requires balance of flexibility
and changes, innovativeness and risk-
management. Formerly, everybody strived after
changes, today it became obvious that a part of
the changes was positive and necessary and
a part turned out to be destructive and placed
business next door on bankruptcy. There has



been renewed an idea of such conservative
values as real products production, real income
availability and not only hypothetical
capitalization and future incomes. Under these
circumstances the most valuable employees
have become the ones that combine balancely
developed competences and experience. There
even has come into existence such a concept as
an “experiential talent” — the talent that came
to the surface through experience, that ran
across all the stages. The organization reposes
first of all on these people.

?

”

M.R.: Exactly. It is called a “monkey’
in English. The name of my speech “Funky
Management vs. Monkey Management” you
mentioned above follows herefrom. It is similar
in sounding and very different in meaning.

?

M.R.: Not exactly. The word “talent” has just
remained, but the sense one puts into
it is mostly quite another. Actually there has
taken place substitution of notions. Today
strong undistinguished persons that balancely
show formal intelligence, emotional intelligence
(i.e., certain life wisdom) and experience are
being referred to as talents in many organizations.
You must admit that it strongly differs from
what we are used to understand by the word
“talent” that has a meaning of exclusiveness,
irregularity, extraordinary abilities, both
in English and Russian. In modern business
this meaning is being lost. We began to reckon
just a very good, qualified employee as
the talent. In such a way there imperceptibly
has appeared the new ideology — that of
“genuine talents”.

?

M.R.: The essence is that today the competitive
battle is won by those companies that have
taught to develop systematically employees
with normal (not exceptional) abilities; that
have taught to engage a usual middling person,
to help him grow experience as fast as ever he
can and show his abilities. A pretty piece of
a conscious shift, isn’t it?
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M.R.: These are counter processes. There
are some ideologists that notice tendencies
happening in life. If an ideologist invents
something completely cut off reality, it will
awake nobody’s interest. In one’s time
the same thing was with talent management.
When there began “new economy”, some
ideologists deeply felt a meaning of quick
change, of refusal what one was accustomed to,
of a cult of unusual ideas and employees that
give birth to them. In such a way there appeared
a concept of a war for talents. Now everything
is moving in reverse direction. Companies
became more careful, began to value experience
— they are offered a new idea of experiential
talent. All the cases, all the histories made
public or published in the West push this idea
forward in one way or other. Let me demonstrate
it with a concrete example.

We began to reckon just averygood,
qualified employee as the talent

In 2001 T attended the SHRM conference
held in Barcelona. The floor was taken by Kjell
Nordstrom and Jonas Ridderstrale — as usual,
in a funky style: ragged jeans, bright shirts,
original haircuts. They were making their
presentation showing photos of different strange
looking and somewhat eccentric people and
questioning an audience: “Would you hire such
a person?” When public answered in chorus
“No”, they advised that this man was a genius
engineer that had invented some new technology
for Microsoft that brought billions dollars
to the company. That was the main pathos of
their speech: get rid of stereotypes, value mad
people and mad ideas.

This year I again visited the international
ASTD conference in Los-Angeles. Again we
have a many-thousand audience and a speaker
(this time wearing already a tie) tells us about
some American writer that has left his bank
service to go in for creation. For many years he
has sponged on his wife for a living and has
written “into the table” because none of
the editors wanted to take his works. And now
in 20 years he has written a story that was at
last published. Later on there was published
one more story, and one more.. Now he is
a known writer, earns good money, gets
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international prizes. This story moral reduced
itself to a question that, to begin to shine
afterwards, some people needed 20 years of
trial and error. Not all the talents are that
bright and outstanding; there are people, at
first glance middling and undistinguished, that
arrive at very good results via experience, via
labor.

These two speeches divided by 7 years
demonstrate what greatly the trend has changed
of late in the talent understanding. From “funky
business” we reached what I propose to call a
strategy of “genuine talents”.

?

M.R.: It’s a very interesting question because
it has some aspects. On the one part, if we look
at regional production companies, the “genuine
talents” strategy, i.e. the strategy of gradual
development of a normal middle man that
works slowly, grows without jumps and achieves
a success, was always sympathetic to them.
And the idea of “violent talents” was always
alien to them. They even tried to avoid
the word “talent”. That’s why, if we take
Russian production (especially outside Moscow),
it goes without saying that this new “genuine
talents” strategy is much closer to them and
that the first (traditional) one has never been
seriously implemented.

If to take high-tech industry companies and
Moscow management companies, we can see
that talent management (not as a system, but
as a set of ideas) is very close to reality in them
today, even closer than in the West. Even
owing to the fact that during the last ten years
career grows in Russia has occurred principally
faster than in the West. If to have a look at the
ones heading many large Russian companies
today, we will see among them a lot of relatively
young people of exceptional irregularity-
thinking, looking and communicating non-
standard. All of them have grown up and won
forward not because their organizations had a
splendid management system or were built
according to the “funky management” laws. It
has run its natural course because environment
assisted them in a very rapid development. But
on the whole, the talent management strategy
is very congenial to them. They cheerfully
support an idea of allocating non-standard,
brilliant, talented people in the organization,
“dragging them out” to the top and capitalizing
on their abilities.

M.R.: I should say not. Career growth
is slowing down even in Moscow now, and
development is not as rapid as it was some
years ago. And indeed business in Russia has
already got tired of inexperienced parvenus
and “stars” making themselves a career over
companies. Therefore the idea of strong

“middling” employees’ gradual systematic

development will be most likely sooner or later
in great demand.

?

M.R.: Both the first, the second, ant the third.
ECOPSY is a company which has never been
an apologist of some certain theory or idea.
Selection of some or other way of looking
is partly dictated by business and partly
is connected with values and convictions of
chief executives. Our task is to help business
leaders get instruments and systems allowing
to make a reality of their values and convictions,
i.e. to make it everything work. We help do
this, but we do not impose our decision.

When we work with clients, we always offer
to start building any similar systems with self-
determination. That is to say, we help
the organization management clearly see
alternatives for the decision of how we will
work with talents in our company to be
deliberate. Frequently, in the process of this
self-determination there arises a unique solution
that fits into none of the existing paradigms.

We have discussed polar versions today, as
though having advisedly divided all of them
into black and white, old and new, but life is
more complex — else there exists the great
number of intermediate versions and the great
number of chances to contrive. When it comes
to people management, there are no universal
adequate solutions, there are solutions adequate
for this very organization. &
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To Think Wider
and Differently

Problems of Production Management Development

hortfall in professional personnel

in Russia becomes a proverb. Native enterprises

come short of IT-specialists and accountants,

workers and engineers, technologists and HR-

specialists. But most of all they come short of

managers. These “middle-level managers” they

tell jokes and even sing in popular songs
about.

Shortage in qualified management personnel

is especially tight at the place of production.

In the first place, historically at native
industrial enterprises people development has
existed only in the form of professional
improvement for a long time. Most leaders
working today at the place of production never
underwent  management  training  and,
as a consequence, understand their managers’
role within very narrow bounds: to provide
adherence to operating process.

Modern business lays new demands on all ~MOre often at the place of production either

the production personnel — from top to bottom,
but under conditions of modernization and new
systems  management implementation  ragnnngihle workers become linear
the largest responsibility is laid upon linear

managers. Masters, foremen, production and  man agers

the best technical specialists or the most

shop supervisors — these are they who control
directly the most numerous personnel category
creating values for business. These are they
upon whom it depends if the highest management
strategy and new technologies will reach
the executors’ level, will be practically realized
or broken. It is required that modern production
managers do not only provide technical
expertise, but posses delegation, communication
and performance management skills, know how
to make operational decisions, control budgets
and people.

However, experience shows if with technical
knowledge and skills of Russian production
managers everything is more or less well, with
HR-management and finance-based decision-
making situation is directly opposed. And there
are some reasons for that.

In the second place, at the place of native
production there prevailed the directive
management style until recently. From
the point of view of motivation, people were
sooner governed by a fear to violate something
than by a wish to reach something, and
numerous “from above” instructions, orders and
directions practically released linear managers
from responsibility for decision-making.

And, at last, the third and most important
thing is that up to now in the Russian
production companies there has existed a deep-
seated tradition to make managers out of
specialists being workers by origin. Along with
this, selection of candidates for managerial
positions is, as a rule, done very simply: more
often at the place of production either the best
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technical specialists or the most responsible
workers become linear managers.

As a result, many production managers,
having climbed a career ladder from an executor
to a manager and even having gained practical
managerial experience, very often continue
to think as executors. Normally, their decision-
making experience comes to eliminating
technical troubles (to find and eliminate
a reason fo failure), while managerial activity
supposes an ability of thinking and acting
comprehensively and systematically.

The production manager is required to have
quite a different judgment of solved problems
and a different level of their understanding
than those of the worker. The manager should
think wider and differently:

= He must be able of exceeding his specific
tasks or his department’s tasks limits,
of understanding how all the process
is carried out.

m He must be aware of how his decisions
influence another business units work and
business process as a whole.

= He must think more comprehensively even
when solving technical tasks — taking into

consideration budget, human resources,

risks and potentialities.
Our many years' experience in personnel
potential assessment of leading Russian
industrial companies shows that most junior
and middle-level production managers do not
correspond to these basic requirements today.
What are today linear managers? They are the
best executors of yesterday. They were made
leaders absolutely worthy, but they continue
thinking similarly to the executors and not to
“how I control resources to solve this task” style.
Remaining technologists-executors  within
themselves, they either aim at providing an
optimal technical activity level (concentrating
on technological problems even greater), or,
instead of trying to extend their vision or to
learn to look on the problem differently, they
sink into total control. As a result, there suffer
business economy, perspective and people
management. There is no sense of reproaching
them with this, it is necessary that one should
help them improve their methods of work.

Is it possible to make a manager out of
a foreman? Yes, it is, if one selects people for
managerial positions correctly and correctly
trains and develops the selected ones.



How to select?

A tradition of pushing specialists being workers
by origin ahead to managerial positions has
both its pluses and minuses. Experience shows
that, despite everything, the best production
leaders grow just out of technical specialists.
Invitation of outside managers (from another
industries and even countries) leads to wishful
results more infrequently.

For the appointment to be successful, it is
important that one assesses not only
responsibility and professional competence
of the candidate selected to the position
of the master or production supervisor, but his
“managerial potential” (ability to agree with
people, to build relations in a labor collective,
to win authority among his colleagues) and
also certain “intellectual flexibility” (ability
to study, openness to everything new, wish
to develop).

To assess these qualities and sKkills,
the assessment-centre method meats quite
the case. If a company has a goal to carry out
the large-scale working personnel assessment
in a relatively short time, there is sense of using
more economical and undertime “three-stage
production assessment” technology:

stage 1. Selection by formal criteria;

stage 2. Abilities tests;

stage 3. Case testing.

How to develop?

While launching production management
development programs, most Russian companies
start with teaching of ABC managerial skills
(for instance, they teach to aim by SMART).
Incredible as it may seem, but the fact is that
both masters, production or shop supervisors
already posses these skills! As a rule, they
are learned by intuition in the process of day-
to-day working activity, but are used quite
efficiently. In a word, to teach production
managers of posing problems and controlling
their fulfillment is, of course, inoffensive, but
not very comprehended.

It is essential to develop such deficient
competencies as:

® hiring personnel,
m skills of developmental feedback provision,
= working with talented employees,
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®m assigning work and responsibility,

= making people one team to get synergism,

m skills of holding meetings (not the status
ones, but the problem-solving ones),

= understanding management styles

(in different situations with different people

one should act in different ways),

m economical thinking (a habit to give

economical proof of made decisions, etc.).

In parallel, for ABC managers to understand
how the person’s labor results and specific
technical decisions he makes influence
the company’s indices on the whole, it is
essential to expand horizons of production
process, to give understanding of business.
It can be promoted by visiting adjoining
workshop sections, by rotations, by temporary
appointments, etc.

It is evident that all these tasks are not
solved with the help of separate standard
trainings. To enlarge the production managers’
consciousness, a broad range of interrelated
developmental measures is required. According
to our experience, the best result can be
achieved with the help of modular developmental
programs, that configure not separate
managerial skills, but an integral managerial
way of thinking and stimulate leaders, to reach
business results, to use efficiently not only their
own potentialities, but all the available
enterprise resources.

Experience shows that,despite everything,
the best production leaders grow just out
of technical specialists

History of Success

Successful realization of such a program can be
exemplified by a project implemented by
ECOPSY Consulting in one of the largest
Russian extracting companies. Our client was
charged with a task of raising integrally
a development level of managerial skills with
junior and middle-level managers (masters and
shop upervisors) totaling from 1500 to 2000
people.

Requirements to managers were developed
on the basis of environmental conditions the
company was working in:
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m Technologically  intensive,  dangerous
production.
m Staffing shortfall.
m Careful attention of regulating authorities.
= Wide area structure of the holding company,
etc.
It was clear that with one-time developmental
interventions it was impossible to solve a task
of such a scale and complexity. Together with
the client’s experts we have developed a one
year  modular  production  management
development program. This is the complex
program that consists of interrelated informatory
modules arranged in non-random sequence
(modules themes are assembled according to
the managerial thinking extension principle)
and includes assessment elements.

All in all there were developed and carried
out three modules, each of them including the
three days on-site training devoted to a specific
theme learning.

For instance, as a result of the first module,
participants have understood ~what is
the company’s strategy and how from the
strategy there flow their tasks, have grasped
why such economical indices are important for
the company of all others, etc. After that
the participants acquired (in the form of
training and case solving) necessary skills that
allowed them to communicate competently all
the information obtained during teaching to
their subordinates.

In between the modules the participants
of the program were given a “home task”
dealing with the taken course. In such a way
there was formed their necessity to use
knowledge obtained during teaching in practice.
The home tasks fulfillment process was
controlled with the help of knowledge tests and
was supervised by the company’s leaders acting
both as the separate teaching modules experts
and as all the program “trustees”.

In the finals of the program there was
carried out the assessment and development
center where the participants got a chance
to demonstrate all the skills they had acquired
during teaching. This has made it possible
to highlight the best managers being the most
motivated and capable for further development.

Work results:

m The program was accepted enthusiastically
and was approved on all the company’s
levels.

m All the scheduled set of junior and middle-
level managers from different regions
of Russia (around 2000 people) has gone
through the program during a year.

m Average achievement level (according to
the test results) made up 82%.

= 89% of the interrogated company’s leaders
declared that after the program had finished
it became easier to get on with trained
managers on issues of people management,
managerial decision making, finance, etc. &

Success factors of the
production management
development program:

To place emphasis not only on a habit training,
but largely on a set of mind (from the performing one
into the managerial one).

Themes and content of training programs should
be built in keeping with the “managerial thinking
progressive expansion” principle.

Active involvement of business leaders into forming
the training program goals and structure. There is
sense of creating the program “Board of Trustees”
consisting of the highest level leaders that will grant
the significant company-wide status to it.

Durable and modular program structure. Intervals
between modules allow to use the gained skills in
practice.

Use of “home tasks” which force to take advantage
of the gained skills in practice.

Not only the participants’ reaction (traditional
questionaries) is assessed, but practical achievement
and use of obtained instruments.

The program allows to highlight the best ones
being the most motivated and capable of further
development, i.e. it becomes an additional instrument
of assessing and pushing leaders ahead.



Global Impressions

n summer 2008, ECOPSY Consulting
consultants visited at once the two largest
international HR-management events: ASTD
conference in San Diego and SHRM forum in
Dallas.

ASTD (American Society for Training and
Development) conference is a well-known event
in Russia. The ASTD representative has been
working in our country since 2005. Owing to
it, the association’s activity is covered
in Russia rather widely, and more and more of
our nationals become the global network
members.

ASTD positions itself like a community
of T&D specialists; but in actual fact, around
the association there are united multidisciplinary
HR-specialists and consultants from different
countries of the world.

The main meeting site for the association
members and for everybody interested in HR-
activity is ASTD conference that annually
takes place in the USA. ECOPSY consultants
are constant guests in this global and one
of the most important events for worldwide
HR-industry. 2008 was not an exclusion.
In San Diego our company was represented by
Mark Rozin, Ekaterina Lopukhina and Mikhail
Prokofiev.

In spite of the event dimensions (this year it
was visited by not less than 8000 people), the
conference has left mixed impression. According
to Mark Rozin, ECOPSY Consulting president,
there were not very much of really breakthrough
ideas at the forum this year. “I remember the
year when we have brought two global ideas
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from the conference — ROI (Return on
Investment) and HPI (Human Performance
Improvement). Actually, we were the first to
start promoting these approaches in Russia,
and life has demonstrated their viability and
business value,” says Mark Rozin. “This year
there were practically no such distinguished,
insightful ideas. What was comparatively new
is the attention to experiential talent and
experiential leadership (development of talent
via experience). Personally to me it has
demonstrated once again that throughout the
world there took place a shift in understanding
talent and its role for the organization. (Read
about it in Time of genuine talents). But on the
whole, there were not enough new and brilliant
ideas.”

This year SHRM forum celebrated its
jubilee — the event was held for the 60th time!
In recent years the conference has assembled
the huge number of attendees — up to 15000
people from around the world, including
the US, Europe, China, India and Russia. The
key forum audience was constituted by HR-
managers of different levels and specialization
(from HR-managers of small private companies
to HR-directors of such the largest corporations
as WalMart, Coca-Cola, Google, etc.). Each
year the conference changes its location.
In 2001, for example, it took place in Barcelona,
in 2007 - in Las Vegas, and ECOPSY
consultants were among its attendees too. A
three person team including our consultants
Maya Kolosnitsyna, Andrey Selskiy and Yulia
Boldyreva went to the conference in Dallas.

We asked Maya Kolosnitsyna, Head
of “HR-strategies” Practice, to share her
impressions of what she had seen and heard.

?

M.K.: New ideas. In my opinion, the most
valuable thing one can bring from the forum is
a “seized feeling” of new trends, themes and
“party pieces”. Besides, it is interesting
to compare the situation in our HR-community
to the situation in the worldwide HR-community,
to confront Russian and West labor market
tendencies and pressing problems of employers
on either side of the ocean.

M.K.: Its main format was a presentation made
as a lecture for 200-500 listeners’ audience.
One more format constituted round-table
discussions. There were very few of them and
they were in lesser demand. In addition to this,
there periodically took place “spontaneous”
discussions. For example, during long two-
hours’ lunch breaks there have gathered
different “sections” intending to have a joint
lunch and to discuss some specific themes. And,
of course, the foremost format for such an event
was alive relationship with colleagues of the
most diverse specialization.

?

M.K.: T personally have noticed for myself
a relatively new theme connected with different
employees’ generations and different approaches
to motivating these or others generations
representatives.

Previously it didn’t sound so evidently. Now
one began to speak about employees of X
generation, Y generation, etc. One more new
idea that was actively discussed this year
sounds as follows: “Employees — the first,
clients — the second.” That is to say, there is
propagated priority of employees before clients.
The idea is intuitively understood: if personnel
is happy and successful, it will be good for
clients too. But it sounds for us very
unexpectedly so far!

?

M.K.: How to engage and retain personnel
needed by the company. This theme ran through
all the seminars irrespective of their declared
subject — should it concern hiring personnel,
strategy, motivation, developing employees
or something else.

?

M.K.: Both me and my colleagues remained
excellent impressions of the event dimensions
and organizational level. Somewhat less we are
satisfied with its informative part: if presentation



skills of most speakers were outstanding,
material assortment and development intensity
left much to be desired (as a rule, the speakers
oriented towards a broad audience with an
average knowledge and experience level). And
presentations themselves were not very
frequently strong. Moreover, there was formed
an impression that there were very few people
among speakers capable of thinking system-
wide: they spoke much about specifics and
almost did not conceptualize. And as for
presentation skills, it would really be worthy of
learning them from them! But on the whole,
the conference participants look like us very
much and like well-known to us HR-specialists,
and pressing problems of the worldwide HR-
community are the same as in Russia.
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M.K.: Everything is boiling up as compared
with Russia. Unambiguously, we have where to
set our development to. And first of all, one
begins to think why not organize the such-like
forum here, in Russia? Personally to me, such-
like dimensional events being carried regularly
(annually) and gathering thousands of HR-
specialists from the best Russian companies
where they will be able to share experience,
problems and solutions, and also to pass exams
and be certified as HR-specialists seem to be
perspective. M
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ummer of 2008 occurred to be rich for
different surveys, reports and statistical data in
HR-management, training and development.
Information was coming from different sources
in different countries and even continents:
AmericanSocietyfor Training& Development
reported about situation at personnel
training and development market in North
America countries (ASTD, State of Industry
Report, 2007).
The Chartered Institute of Personnel and
Development accounted for situation with
training as well, but already in regard to
Europe (CIPD, Annual Survey Report,
2007).
IBM experts took a try to summarize
world-wide HR-tendencies in their report
(IBM, Global Human Capital Study,
2007).
Finally, thanks to Amplua-Broker efforts
there first became available information
about situation in Russian training and
development  market  (Amplua-Broker,
Benchmarking of corporate training systems
in Russia, 2007).

Comparing data from all these sources, one
can draw some key conclusions regarding
situation in HR-management in Russia and
in the world.

1.

All HR-industry participants, whatever country
or branch they represent, point out several
basic problems:
Personnel deficiency.
No comments.
Leaders’ deficiency.
IBM survey has shown that a problem of
future leaders searching is particularly
acute in the Asia-Pacific Region — 88% of
respondents noted this question to be the

most burning one. In Latin America, Middle
East and Africa — 74%, in Japan — 73%,
in North America — 69%.

Anticipatory growth of personnel expenses
in comparison with the labor productivity
growth.

Measure of productivity in Russia remains
lower than in the US and European
countries. But if in the US it is reducing, in
Russia it is increasing, but more slowly
than, for example, in China. According to
Mineconomrazvitiye — monitoring,  only
during the first quarter of 2007 the labor
efficiency growth rate in our country has
increased by 7,8%. At the same time, wages
in Russia have increased in average by
15,5% during the similar period. If such
a ration remains, it will be then difficult for
Russia to compete with the Western players
both at its own and global market.

According to ASTD, 54% of the USA companies
head for increasing investments into personnel
training and only 16% are going to assign less
means into employees’ training next year.
According to Amplua-Broker benchmarking
results, in Russia this figure is still greater:
almost all interrogated companies (96%)
forecast increase in the employees’ training
budget next year.

3.

Russia is on the point of undertaking America
and Europe in personnel development
investments. According to Amplua-Broker
benchmarking data, investments into one top-
manager training made up 260000 rubles in
Russia in 2007 what is equal to the European
level. Investments into an average employee
development are assessed as 14500 rubles per



person per year. For the time being, our
companies are far beneath American companies’
budgets in this index, but we have closely
approached Great Britain companies’ budgets.

As to introduction of advanced HR-
technologies, Russia has also forced a significant
breach of late. Proceeding from the
benchmarking data, it can be seen that Russian
companies are widely enough using most
different methods of personnel development,
including the ones considered to be new and
unconventional in Russian professional T&D
community: remote learning, observing other
colleagues’ work, coaching, teaching by doing,
etc. On the whole, Russian practice of managers’
training (the linear and top ones) is very close
to the European one.

4.

According to CIPD data, more that 90% of
respondents are sure that linear managers are
an “important” or “very important” resource
for supporting personnel training and
development functions in the organization.
The managers are anticipated to conduct
performance appraisals (88%), to agree personal
development plans (76%), to decide and plan
the training and development needs of staff
(43%), to be coaches / mentors (22%), etc.

If to believe in CPID, more than half of line
managers in Greate Britain now have their
responsibilities for the development of their
team defined in their job descriptions. And
38% have it included in their annual performance
objectives. At the same time, experts from
CIPD assess these figures as insufficient ones!

Unfortunately, in respect of Russia there
are no analogous data. But there is every reason
to believe that in respect of extent
of management involvement into the HR-
management processes Russia yields to
European countries very seriously so far. First,
the number of companies in Russia providing
regular appraisal and development planning
of their employees is, for the time being, far less
than in Europe, and that means that Russian
managers are released from responsibility for
these processes. Second, in virtue of lesser
coaching popularity in our country, the
managers act as internal coaches much rarer
(according to CIPD data, line managers deliver
76-100% of the coaching in their organisation).
Even to develop educational programs, the
managers are engaged only by 43% of companies
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in Russia (according to Amplua-Broker
benchmarking  data). As  benchmarking
draftsmen note, one of the most important
tasks for Russia in 2008 is involving the linear
managers into the process of personnel training
and development. As of today, their involvement
is assessed as being “incomplete” and
“irregular”.

5.

More than half of respondents (56%)
participating in CIPD survey affirm that HR
and T&D specialists are not involved into
development of the organization’s strategy. 30%
of respondents said that HR and T&D
specialists in their organizations were involved
into business strategy development only at the
moment when all the key decisions had been
already made. Another 11% stated they saw no
reasons of involving HR and T&D specialists
into the organizations’ strategy development at
all.

Reasons in view of which the HR and T&D
specialists’ opinion is paid no regard to and
personnel strategy stays beyond the scope
of the organization’s strategy are quite common
and “international”:

HR is not being considered a key

stakeholder.

Training and development implications not

being thought through.

Until situation looks like that, it is probably
early to say that HR-specialists are perceived
like equal business partners. It, however,
comforts that the HR and T&D specialists
themselves are more considerate to business
and its requirements than business is considerate
to them. In any case, as Amplua-Broker
benchmarking shows, most Russian companies,
when defining their requirement in personnel
teaching, recourse to making an analyses of
strategic goals of the organization and take
also a corporate model of competences as
a basis (80% of companies). &

When preparing this article, there were used materials
of the following sites: www.training.ru, www.cipd.co.uk,

www.astd.com, www.ibm.com.
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