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M3meHeHUs B 3IKOHOMMKE

N3meHeHnA B CTPYKType paboyen cunbl, rMOKOCTb,
CMOCOBHOCTb K TPYAOYCTPOMNCTBY

Ob6y4yeHune B TeyeHue BCEeN XKU3HU
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KoMy HyXHbI cTaHAapTbl B 06r1act MeHegXKMeHTa?

PaboTtoaartenu

focypapcTtBO MeHepnxepbl

PaboTHuKu cchpepbl obpazoBaHnA?
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Ona Kaknx otpacnen pa3paboTtaHbl HauUOHasrbHbIe
npodeccrMoHanbHble CTaHAAPTbI?
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CTpyKTypa anemMeHTa HauMOHaNbHbIX
npodreccnoHanbHbIX CTaHOAPTOB

HNesaTenbHOCTbL
A

3HaHuA HaBbiku JInyHOCTHLIE KayecTBa
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Kak pa3pabartbiBaloTCAA HauMOHarbHble
npodeccrMoHanbHble CTaHAAPTbI?

KnouyeBas
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obnacTtb obnacTtb obnacTtb obnacTtb obnacTtb obnacTtb
O6nacTtb O6nacTtb O6nacTtb

KOMMNEeTeHTHOCTU KOMMNEeTeHTHOCTU KOMMNEeTeHTHOCTHU

AnemMeHT AnemMeHT AnemMeHT AnemMeHT AnemMeHT
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dyHKUMOHANbHaA KapTa B 0651acTu ynpaBlieHUs U PYKOBOACTBA

O6eCI'IeHVIBaTb o6u.|,ee pyKOBO,EI,CTBO, MoBbILLATbL OTBETCTBEHHOCTb pa6OTHI/IKOB,

CI'IOCOﬁCTBOBaTb N3MEHEHNAM N OOCTUIraTb pe3yJ'IbTaTOB 3a cYeT Sd)d)eKTI/IBHOFO,
TBOpHeCKOFO n OTBeTCTBeHHC|)FO NCMOoJ1Ib30BaAHUA pecypcos

|

[locTuratb PaboTaTtb C Ncnonb3o-

pe3-ToB nogbmm Hels
pecypcsbl

CnocobcT-
BOBaTb
U3MEHEHUAM

|
PykoBoanTtb
MHHOBaLMAMMU

YynpasnsTb Ctpoutb Pa3BuBartb YnpaBnaTb
etz LA OTHOLUEHNA  MapPTHEpPCTBA nogbMu

BosrnaenaTb YnpaBnsTtb
ornep. AedAT-Tb npoeKkTamm

Ynpaenate [ ObecneuvBate | YnpaBnaTb YnpaensTb
domHaHcamMmun PECypcamit pecypcamu NHM-eN
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CtaHaapTbl B 06rnactn MeHeMKMeHTa U pyKoBoacTBa
(www.managers.org.uk)

Ynpasn
eHune
cobon
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YnpaBneHue cobon U NINYHOCTHLIE HaBbIKU

A. YnpaBneHne cob6o# u IMYHOCTHbIE HaBbIKU

A1. YnpaBndatb cO6CTBEHHBIMU peCypcamm

cobou n
CobcTBEHH A2. YnpaBnaTb COOCTBEHHbLIMU pecypcamn

bIMMU npodpeccmoHanbHbIM pasBUTUEM
YMEHUAMMU
A3. PasBuBaTtb NMYHbIE CBA3NU

OTU 3neMeHTbl Heobxoanmbl, YTOObI y6eamTbcs, YTo Bbl, Kak MmeHeoxep,
obnagaeTe NUYHbIMK pecypcamu, TpedyeMbiMn aSs
BbINOSIHEHUS Bawen paboThi.
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YnpaBnsTb COGCTBEHHbLIMU pecypcamMu — nokasartesnu AeATeNIbHOCTH

PE3YJIbTATbl 3®PEKTUBHOU OEATEJIBHOCTHU

Bbl JOMKHbI 6bITb CMOCOOHDI

npegnpuHMmMmaTb 6. [llonyyaTb Ha perynspHon ocHoBe 0OpaTHyIO CBA3b O

cnepywoulee: pesynbratax co6CTBEHHOM AeATENbHOCTN OT NOAEN,

1.  OnpegensaTb 1 cornacoBbiBaTb CBOM AOMKHOCTHbIE CNOCOOBHbIX €€ OUEHUTb U NPeaocTaBnTb
006513aHHOCTU C BbILLECTOALLMM HaYarnbCTBOM. 00BEKTMBHYIO M 060CHOBaHHYH MHOopMaLNIO.

2. O6cyxpaTb 1 cornacoBbiBaTb COOGCTBEHHbIE 7. OO6cyxnaTb U cornacoBbliBaTh C BbILLECTOSALNUM
pabouune uenu ¢ BbiLECTOALNM Ha4YanbLCTBOM, a Ha4YanbCTBOM M3MEHEHNE COBCTBEHHbIX paboumx
Takke cnocobbl OLEHKN pe3ynbraTtoB Bawen Leneun v nnaHa npogeccnoHanbHOro pasBuTus B
AEeATENbHOCTU. cBeTe COOCTBEHHOW AEATENbHOCTU, MOMYy4YEHHOM

3. Onpepnensatb HECOOTBETCTBME MEXAY obpaTHoM CBA3M O ee pesynbTaTtax, a Takke
AOIMKHOCTHBIMU TpeboBaHMSMN N UMEOLLUMUCS Y NPUHATBLIX MEP, HanpaBreHHbIX Ha
Bac 3HaHuAMK, NOHMMAHUEM N HaBbIKaAMW. COBEpPLLUEHCTBOBaAHME NPOdECCUOHANbHOIO

4.  O6cyxaaTb M COrMacoBbIBaTb C BbILECTOALLMM pas3BuUTUA N apyrnx 6onee macwTabHbIX USMEHEHUI.
Ha4yanbCTBOM nnaH Bawero npodeccrnoHansHoro 8. Ha perynspHoi ocHoBe oueHvBaTb 3PPEKTUBHOCTL
Pa3BUTUSA C LIEMNbIO yCTPaHeHns «npobenos» B ncnonb3oBaHus paboyero BpemMeHu n onpesensTb
Balwunx 3HaHusX, NOHUMaHUN U HaBblKax B MepbI NO MOBbILLEHUIO 3PPEKTUBHOCTN €ro
COOTBETCTBUN C AOSMKHOCTHLIMU TpeboBaHNAMM. NCNonb30BaHuA.

5. [llpeanpuHumartb AeNCTBUA, onpeneneHHble nnaHom 9.  Cnegutb 3a TeM, YTOObl CTabUITbHOCTb Pe3yNnbTaToB
pa3BuTKs, 1 06CyXaaTb C BbILLECTOALLMM coBCTBEHHOW OEATENBHOCTU COOTBETCTBOBANAa Ui
Ha4YanbCTBOM UX BNAHNE HA 3FPEKTUBHOCTb npeBocxoauna ycTaHoBMNeHHble TpeboBaHus.
Bawen gearenbHocTu.
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YnpaBneHue co6CTBEHHbIMM pecypcamMmun — 3HaHUSA

3 N MOHUMAHUE

Bbl OMKHBI 3HATb U NOHMMAaTb crnegyollee.

OOLme 3HaHNA N NOHUMaHUe

1.Mo4yemy BaxHO ynpaBnsaTb COGCTBEHHbIMU pecypcami (B YHaCTHOCTW, 3HAHUAMU,
NOHVMaHMEM, HaBblKaMu N BPEMEHEM).

2. Kak onpepensatb AOMKHOCTHbIE TpeboBaHus.

3. Kak BbICTpouTb cBOM Lenu B cooTBeTcTBUM € NpuHUMnoMm SMART (KOHKpPETHOCTb,
N3MepUMOCTb, JOCTUXMMOCTU, PEarIMCTUYHOCTU U Hanu4ve

BPEMEHHbIX OrpaHUYEHUMN.

4. Kak oueHunBaTb TekyLune JOCTUXKEHUS B COOTBETCTBMU C CNyXebHbIMW 3aaavamm
W Uensmu.

5. Kak onpegenutb mepbl, HeO6X0AMMbIE AMsi YCTPAHEHUSI HECOOTBETCTBUS MeXAayY
TpeboBaHMAMN K paboTe N UMELLMMNCS 3HAHUAMW, NOHUMaHNEM U HaBbIKaMMU.

6. YTo pomxkeH cogepxaTb 3(PIPEKTUBHBIN NIiaH NPOdECCUOHANLHOIo PasBUTHUS.

7. Meponpusatusa 1 Buabl AeSTENbHOCTU, HEOBXoAMMbIE AN YCTPaHEeHUs
HeCcOOTBETCTBUS Mexay TpeboBaHNsMU K paboTe 1 MMEILLMMUCSA 3HAHUSIMMU,
NOHMMaHMEM 1 HaBblKamu.

8. Kak onpegenntb, 4ENCTBUTENBHO NN 1 KakuM 06pa3oM nnaH
npodeccroHarbHOro pasBuUTUS NOBMAUAN Ha pe3yrnbTaTthbl Ballen AeaTeNbHOCTH.

9. Kak nonyunTtb 1 npaBunbHO UCNonb3oBaTb 06paTHYH0 CBA3b 06 OLEeHke
pe3ynbTaTtoB Ballen paboTbl/4eaTenbHOCTH.

10. Kak ckoppekTupoBaTb cCO6CTBEHHbIE paboyne Leny n nnaHbl pa3BuTmS

B COOTBETCTBUMN C COBCTBEHHON OEATENbHOCTLIO, 06paTHON CBA3bIO 00

OLEHKe ee pe3ynsTaToB, Mepamu Mo COBEPLLUEHCTBOBaHMIO U 6onee macltabHbIMm
N3MEHEHNAMM.

11.Kak doukcmpoBaTb ncnonb3oBaHne Bamu paboyero BpeMeHn 1 onpegensaTb
BO3MOXXHOCTW MOBbIWEHNS 3¢pEKTUBHOCTU €r0 UCNOSNb30BaHUS.

MpodunbHoO-OTpacneBble

3HAHUA " NOHMMaHue

1. MpodunbHO-oTpacnesblie TpeboBaHUS K
NPUOBPETEHMNIO NN COXPAHEHUIO HA
OOIMKHOM YPOBHE 3HaHWM, NOHMMaHUS 1

Y3koddfeliPpRanbHble 3HaHUA U

noOHUMaHue
1. CornacoBaHHble AOMKHOCTHbIE TpeboBaHus,
BKIKOYast KPYr Criy»keOHbIX NOSTHOMOYNIA.
2. CornacoBaHHble Lenu Balien neatenbHoOCTu.
3. Cxema nogoT4eTHOCTM B Baluen opraHnsaumn.
4. Nmetowwmnecs y Bac 3HaHWs, nOHMMaHWs,
HaBbIKN.
5. YcTaHoBneHHble «nNpobenbl» B UMEKLNXCS Y
Bac
3HaHUSAX, MOHUMaHUN, HaBbIKaXx.
6. Baw nnaH npodeccnoHanbHOro pasBuTuS.
7. MNonuTuka n nopsaok obecneyveHus
NpPogeCccMoHanbsHOro pasBUTUS COTPYAHNKOB,
NPUHATLIA B OpraHn3auumn.
8. NmetoLmeca y opraHnsaumm BO3MOXHOCTU U
cpeacTea Ans obecnevyeHus
npodeCcCcMoHarnbHOro pasBuUTUs 1
CaMOCOBEPLUEHCTBOBaHMSA COTPYAHMKOB.
9. Bo3MOXHOCTM 1 KaHanbl 06paTHOM CBA3M
B Baluen opranusaumn.
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YnpaBneHue co6¢cTBeHHbIMU pecypcamu — HaBbIkK

HaBbliku

Hwxe npuBeaeHbl OCHOBHbLIE 0OLLME HaBbIKW, KOTOPbIE AOSKHbI MPUMEHSATLCS ANS yrpaBieHns
cobcTBEHHBIMU pecypcamu. [JaHHble HaBblkM NOAPOOHO ONUCLIBAKOTCS UMM NoAPa3yMeEBAOTCS
caMuM cogepXaHneM KOHKPETHOro afieEMeHTa, U NPUBOAATCS HUXe B Ka4eCTBe OOMNOSNHUTESTbHOW
NHOpMaLUN:

] YcTaHoBneHune uenen

) O0OLeHne

| [naHupoBaHmne

) YnpaBrneHne BpeMeHeM

) OueHka

| AHanus

) Oby4yeHune

) MNonyyeHnsa obpaTHON CBA3K
1 CamMmooLeHKH

(1 (1 (1 1 616176161
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YnpaBneHue co6cTBeHHbIMU pecypcamu — JInuHble KayecTBa

NOBEOEHYECKUE XAPAKTEPUCTUKMU, NEXALLME B OCHOBE 3®®EKTUBHON

AEATEJIbHOCTHU

5. Bbl ycTaHaBnunBaeTe n corrnacoBbiBaeTe
JOCTUXKMMblE COOCTBEHHbIE LEeNu U
AEMOHCTpUpyeTe CTabunbHble N HAOEXHbIE

1. Bbl CBOEBPEMEHHO NOHMMaHNEe U3MeHEHNe
0OCTOATENBCTB N KOpPEKTUPYETE NMaHbl U
JencTBus

e3ynbraThl
B COOTBETCTBUN C HUMMW. pesy
- NEeATENbHOCTN.

2. Bbl ycTaHaBnvBaeTe NpuopuTeThbl 4S8 Leneun v o

6. Bbl HaxoguTe gencTBeHHbIe CrnocoObl
nnaHnpyete paboTy, NaHMpoBaHME C Y4ETOM

npeogoneHus
ONTUMAaribHOro UCMONb30BaHNA BPEMEHU U N

NPensaTCTBUN.

pecypcos. 7. Bbl onTMmanbHO ncnonb3yeTe nMmerLmecs

3. Bbl npuHMMaeTe NUYHY0 OTBETCTBEHHOCTL 3a eCVDChI M NDEBEHTUBHO U yI/ITe Hoauem
npoucxoasiuee. pecyp P tH

MCTOYHUKHN

4. Bbl owyujaete ropaocTtb 3a Ka4eCTBEHHOE
Nog4epPKKK, Koraa 9T0 Heobxoaumo.

BbIMOMHEHNE paboThl.
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CtaHpgapTtbl MeHegkMeHTa (1997 r.)

Bbicokada cteneHb Aetannsaumnu

CocTaBHble aNneMeHThbl

OpueHTauusa Ha npouecc

Kputepun geatensHOCTH

3HaHM4a 1 NoOHMMaHune
JInyHble koMneTeHunn

PernameHTnpoBaHHbIN NOPSAOK
OLIEHKM

O6nacTb NpMMeEHeHNA oxBaTbiBaeT
ynpasneHue nHgopmaumen,
pecypcamMmu, aHeprnemn, Ka4eCTsoM U
NpobrneMHbIM NepcoHanom

CtaHpapTbl B 00N1acT MeHeKMeHTa U
pykoBoacTtBa (2004 r.)

Hu3kasa cteneHb getanusauum
OTAenbHble 3reMeHThl
OpwueHTauma Ha pesynberaT

Pesyn braTbl A€ATENTbHOCTU

3HaHWS 1 HaBbIKN pa3aeneHsbl
Ob6wune noBegeH4YeCKNe XxapakTepuUCTmKn

OTcyTCcTBUE pPErmMaMeHTUPOBAHHOIO
nopsiaka OLEHKM

ObnacTb NpuMeHeHNsa cpokycnpoBaHa
Ha CTpaTernto, pykoBoaCTBO U
OpPUEHTaLNIO Ha KNNeHTa

14
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Yto MbI nogpasymeBaeM Nog «KKOMNEeTEeHTHOCTbIO»?

KoMneTeHTHOCTb — 3TO CNOCOOHOCTL OCYLLEeCTBNATL AeATeNIbHOCTb B NOCTOSAHHOM
COOTBETCTBUMU CO CTaHOAapTaMM, yCTaHOBNIEHHbIMU ANs AaHHOW cdepbl
npodeccuoHanHOM AeATeNbLHOCT!.

YenoBek cyMTaeTcs KOMNETEeHTHbIM, €CJi1 OH AEMOHCTpUupyet CNOCOOHOCTbL
BbINOJIHATDb pa60Ty B NOCTOAHHOM COOTBETCTBUU CO CTaHAAPTaMMU,
yCTaHOBJIEHHbIMU ONA AaHHOM Cd)epbl npOCi)eCCMOHa.ﬂbHOﬁ AeATesIbHOCTM.

YT0Ob!I ObITb KOMMNETEHTHbLIM, YeNOBEKY He06XoauMo:

* 3HaTb CTaHAapThbl, yCTaHOBNEHHbIe ANA AaHHOW ccepbl NpodeccnoHan HOM
neATenbLHOCTH

e obnapatb HeobGXxoAUMbIMU 3HAaHUAMM, yMeHVIFlMVI/HaBbIKaMVI n JINMMHOCTHbLIMMU
KavdeCcTBaMu

* ObITb MOTUBMpPOBAHHLIM B UCIMOJTHEHUN paGOTbI B COOTBEeTCTBUU C TpesyeMblMM
CTaHAapTaMM.
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HaunoHanbHble Nnpod)eccuoHanbHble KBanndpukaumm
(National Vocational Qualifications — NVQ)

HaunoHanbHble npodeccuoHanbHble cTaHAapTbl POPMUPYIOT OCHOBY HauMoOHanbHbIX
npodgeccnoHanbHbIX KBanndukauumn.

UToObI nonyuntb kBanudukaumro NVQ, meHeoxep AOMKEH AOKa3aTb He3aBUCUMOMY
3KCnepTy No oueHKe, YTo oH/OHa paboTaeT B COOTBETCTBUU C YCTAaHOBJIEHHbIMU
cTaHgapTamMum n obnagaet Heo6xoAUMMbIMM 3HAHUAMU, HaBblKAMU U YMEHUAMM.

CywecTByloT YeTbipe ypoBHs NVQ Ounnom NVQ 5-ro ypoBHS B obnacTtu
KOTOpPbIe UCnoJib3yrT CTaHAAPTbI B MeHea)XMeHTa

obnacTtu MeHeaXMeHTA.

Ounnom NVQ 4-ro ypoBHs B obnacTtu
MeHeA)KMeHTa

Ounnom NVQ 3-ro ypoBHsi B obnacTtu
MeHeKMeHTa

Avnnom NVQ 2-ro ypoBHA
B o6nactu pykoBoACTBa KOMaHOOM

T\
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NVQ TpeTbero ypoBHA B MEHEQXKMEHTe
CouckaTtenb BbibnpaeT 4 obsi3aTeNbHbIX 3NeMeHTa U 3 afieMeHTa no BbIoopy.

Obsa3aTenbHbIe 3NIeMeHTbl

O6GecneyeHue pykoBoacTBsi B cchepe cBoen OTBETCTBEHHOCTU

D6 PacnpepeneHue n MOHUTOPUHI XOAa BbINOSIHEHUA N KayecTBa paboTbl B cepe
CBOEU OTBETCTBEHHOCTHU

Ob6ecneyeHue cobnoaeHnna TpedboBaHMM oxpaHbl 300POBbA U TpyAa B chepe cBoen

OTBETCTBEHHOCTU

AnemMeHTbI No BblIOOpY
C2 TloowpeHne MHHOBaLUU B chepe CBOEU OTBETCTBEHHOCTH

D3 Toa6op, oToop U yaepxkaHne nepcoHana

E1 YnpaBneHue 6ooxeTom
F1 YnpaBneHue npoeKkTom

F6 OcywecTBneHMe MOHUTOPUHra 1 pewieHue npobnem, cBA3aHHbIX C 06CNyXMBaHNEM
KIIUEeHTOB
u T.40.
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NMpouecc nony4vyeHnsa NVQ

MpuobpecTtun
3HaHUA U
pa3BUTb
HaBbIKK

Onpepe-
nutb NVQ,
YPOBEHb U

BO3MOX-

HOCTMU

MpumeHnTb
3HaHNA U
HaBbIKM noa
Habnoge-
HUeMm

MonyuuTtb
NVQ
MponTn oueHKy
H
fpenocrasute coome?cnawe
AoKasaTernbc- craHnaDTAM
TBa Komne- Aap
TEHTHOCTMN,
3HaHUU U
HaBbIKOB
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YTto cuuTaeTcs gokasarenbcrsamMmmu?

Counckarenu OomKHbI npeaAcTtaBuUTb A4OCTaTO4YHbIe, 4OCTOBEpPHbLIe, AeNCTBUTENbHbIEe,
perieBaHTHbIe AQOKa3aTesibCTBa, YTOObI AOKAa3aTb CBOK KOMMNETEHTHOCTb.

MCcTOYHUKaMU TaKUX OOKa3aTesibCTB MOTyT ObITb...

Cam couckartenb

JINYHBLIN OoTYeT

AHeBHUK XypHan
oby4yeHus

MpoaykT
AeATerIbHOCTHU

Ayavo 3anucb

Bupeo 3anucb

Apyroe

AOpyrve noau...
Xapaktepuctuka/or3biB,
pekomMmeHaauua

OTtver
KOHTpONupyroLwiero nuua

AHanus/oueHka
paboTbi/aenaTenbLHOCTH

OdmumnanbHble cnocobbl
OLIEHKM. ..

Pe3ynbraTbl OLEHKU
Pe3ynkraTbl TecTa/ak3ameHa
Pe3ynbTaTthl MOgenUpoBaHUsA
Y4yeOHoe 3aaHue

Keanudukauna/gunnom/cep-
Tudpmkar

HabnogeHune Ha paboyem
MecTe

OTBeTbl Ha YCTHbIE€ BOMNPOCHI

19
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OobecneyeHue kKadyectBa NVQ

Couckarteneu oueHMBaOT HeE3aBMCUMbIE IKCNEpPThbl NO OLEHKe, KOTOpble OAHOBPEMEHHO
ABMNAKOTCA KOMNETEHTHbIMU cneuunanucTaMmm B AaHHOM npodeccnoHanbHoOn obnacTtu (Hanpumep,
KBanucpuumpoBaHHbIie creyuanucTbl B 06nacTu MeHe4XMeHTa), a TakXKe KOMMEeTEeHTHbIMU
OUEeHLUMKaAMMU.

npaBMTe.ﬂbCTBeHHblﬁ genaprtamMmeHT no o6pasoBaHmo N HaBblKaM

«— S~

OTpacrneBoe areHTCTBO OpraH no kBanuduKaumsam n y4ebHbIM nnaHam
Mo pa3BUTHIO HABLIKOB ¢

\J

OTtpacneBble coBeTbl — CTaHAapThl / OpraHbl npucyxaeHus ksanudukaummn

(c BHeWWHUMK ayauTOpPaMM KayecTBa)

\/

KBanudukauum ABTOpPU3OBaHHbIE LEHTPbI
(c BHyTpeHHUMU ayanTOpamMu KavyecTBa)

\/

JKcnepTbl NO OLEeHKe

v

Couckarenu

Nno HaBblKaM




CtaHpapTbl B 06nacTtn mMeHeOgXXMeHTa — onbIT BenMKoﬁpMTaHMMmC

PekomeHaauuu no NpMMeHeHnIo nepeaoBon NPaKTUKKN
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pekomeHOauyul rno nepedoesoll npakmuke 8 obsracmu ynpaesieHusi;
noamomy, ecsiu ebl xXomume oueHuUmb 3¢hghekmusHoOCMb

NMpUMeHeHUsl yrpaeJsieH4ecKux cmaHO0apmoe Ha rnpakKkmuke,
nocmompume, Ymo amu cmaHOapmabi cdesnianu Ons neubopucmoes!”

BbiUrparsa napmnamMmeHTCKue Bbl60pbl n nony4yuna GONbLINHCTBO U3

umerownxca 179 mect B lNapnameHTe.
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HenpepbiBHOe nnyHoCcTHOE U NpodeccnoHanbHoe pa3BuTue

OnpenenuTb COOTBETCTBYHOLME CTaHOAPTLI

N

QUTb MPUOPUTETHbLIE ANIeMEeHTbI

nOBTOpHO OLeHUTb

COGCTBeHHYI-O AefATe "LHOCTb OueHunTb Tek 0 OeATesIbHOCTb

PabotaTtb Ha cooTBeTCTBME

cTaHgapTam OnpepefinTs noTpe6HOCTU B

pa3BuTUM

Onpenenutb U peannMsoBaTb BOoMOXHOCTU OOy4YeHUA
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NMporpammHoe ob6ecnevyeHne Ansa nogaepPXXKu NUCNoNb30BaHUA CTaHOapPTOB:
Cucrtema PerformerPlus (www.performer-care.com)

PerformerPlus

1ENT LEARNING } 3 TUAL MENTOR REP

Performer Home Page

Welcome to PerformerPlus!

PerformerPlus uses National Occupational Standards to clarify what’s expected of you and help you develop your skills,
knowledge and performance to achieve your work and personal objectives.

PerformerPlus has seven modules, which you can use independently to tackle specific issues or in a co-ordinated way to support
your planned development. Just click on one of the links below to learn more about individual modules.

Buptya
» Role _ _ , _ _ _ NbHbIA
Develop your unique Role Profile {what’s required of you in your job) or select your current or career role from a range of Role
Templates HacTaB

HUK

» Assessment
Self-assess your performance, knowledge and personal qualities or get feedback from your boss, colleagues or customers

[doka3aTten

bCTBa
» Learning
Find learning resources to meet your learning needs, identify your learning preferences and track your learning in your personal
development plan

P Evidence
Record your learning and performance in your e-portfolio, link this to the National Occupational Standards and get accreditation for
your competence

»» Career
Keep your job description and curriculum vitae up-to-date, plan to move into a new job and invite prospective employers to view
your portfolio online

» Objectives
View your work objectives, set personal objectives and produce plans for achievement; track your progress towards these

P> virtual Mentor
Use the keyword search to get guidance on tackling tricky situations at work or simply to plan to work in line with the National
Occupational Standards.
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WUcnonb3oBaHne HaunoHanbHbIX NpodecCUoOHaNbHbIX CTaHAAPTOB

CTparernyeckue
Lenu

YnpaBneHue n npocgeccuoHanbHoe pa3BuTue

yeJsyioBe4YeCKUX pecypcosB

[MnaHupoBaHue [MpoekTupoBa-
nepcoHana HWe paboTbl Mopbop n oTbop nepcoHana

[MpeeMcTBEHHOCTb
N NpoaBWXeHMEe

Pa3BuTture kapbepbl BBeneHue B paboty

O0yyeHune n Mepeosas . YnpasneHue

pasBuTmne 3chPEKTUBHOCTLIO
npakTuka
HenpepbiBHOE P DEeATENbHOCTH

NTMYHOCTHOE U
npodpeccroHanbHoe
pasBuTue

MpusHaHne u
KBanndmkaumm

OpraHusauunoHHas
KynbTypa

ObecneyvyeHne
KayecTtBa

Pas3Butne
napTHepcTBa
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KoHkpeTHaa cutyauumsa: Ccepa 60pbObI C arikororibHOM u
HapkoTudyeckou saBucumocTtbio (Www.DANOS.info)

Lenb: yBenMunTb KONM4ecTBO, KA4eCTBO M PaBEHCTBO B NpefoCTaBleHMN yCnyr AN 4OCTUXEHUA
Liefie rocyaapcTBeHHbIX NporpaMmm «CtpaTterns 60pbObl C HAPKOTUYECKOW 3aBUCUMOCTbLIO» U
«CTpaTernsi no ymeHbLEeHUIO Bpeaa oT NoTpebneHus ankorofibHOW NpoayKuumn».

34,000 npochnnbHbIX cneynanucToB, padoTarwmx B 2,500 cneumanmM3npoBaHHbIX YyYpeXxaeHUaxX AnA
nuu, CTpagarLwWwmnx ankoroficHOM U HapKOTUYECKOW 3aBUCUMOCTLIO.

200,000 yenoBek, UMeOLNX PErynsapHbIN KOHTPAKT C NMuamMun, CTpaaaroLWMMmM ankororibHOu m
HapPKOTU4YeCKOMN 3aBUCUMOCTbIO (MeAULMHCKNe paboTHUKN, papmaueBTbl, counaribHble paboOTHUKMU,
COTPYAHUKU OpraHOB BHYTPEHHUX Aen U T.4.).

2,400,000 yenoBek, UMEKOLWMX INU3OANYECKNNA KOHTAKT C NMLAMK1, CTpagaloLWUMM ankoronbHoOu n
HapKOTUYEeCKOMN 3aBMCUMOCTLIO (NpenogaBaTtenu, padboroaarenu, cneuuanucTtbl B obnacTtum
npodeccMoHanbLHOU NMrueHbl U T.4.).

OTcyTCcTBME NOCTOSIHHOIO YPOBHSA KavyecTBa YCNyr B cTpaHe.

Heo6xoaMMocTb yABOMUTL KONIMYECTBO NPOXOASALLMNX JNleYeHue nuu, CTpaaaroLwmx
arikorosibHoM U HapKOTU4YeCKOM 3aBUCUMOCTLIO, B TeyeHue 10 ner.

Heo6xoaMmMocTb yBENMUUYNTb KONMMYECTBO NpodunbHbIX cneumnanuctoB Ha > 50% B TevyeHue
10 ner.

OTcyTCcTBME CTPYKTYPUPOBAHHOIO 0OYy4YeHUsl, COOTBETCTBYHOLNX KBanudukaumm u
BO3MOXXHOCTEN KapbepHOro pocra.
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Cdepa 60pbOLI C aNKOrosibHOU N HAPKOTUYECKOU 3aBUCUMOCTLIO :
KOMY HYXXHbl CTaHAAapPTbI?

3aKa3uumKu ycnyr

(Ha rocygapCTBEHHOM,
pernoHanbHOM U

MeCTHOM ypOBHﬂX
[MpaBuTenbLcTBO Pa6oTtoaaTtenwu

(paspaboTumkm
rOCYAapCTBEHHON (B rocyoapcTBEHHOM,
nonnTUKK B obnactu 4aCTHOM 1
30paBOOXPaHEHUS, 00LEeCTBEHHOM
YroJyioBHOIO npaBa u CeKTope)
obpasoBaHus)
NoTpebutenu ycnyr PaboTHuku
(oTOoenbHble rpaxnaHe, (6onee 50% He umetoT
cemMby 1 06LLLECTBO) KBanudukaumm)

PaboOTHUKU cuctembl

oOpa3zoBaHuA
(obpasoBaTeribHbIE yYpEXOEHMS,
npenogaesartenu
BHYTPUUPMEHHOrO 00y4YeHus
opraHbl, Npucy>xaatoLmne aunnombl
n kBanudukaumm) 26
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Cdepa 60pbLOLI C aNIKOroNfIbHOU U HAPKOTUYECKON 3aBUCUMOCTLIO:
obnacTtb NpUMeHeHus cTaHaapToB

NMonutuka u cTparterus

3aka3s ycnyr

MoTpeburtenu
ycnyr
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Cdepa 60pbLObLI C aNKOroNnbHOM U HAPKOTUYECKOU 3aBUCUMOCTbIO:

pa3paboTka un peanusauus
A

AKKpeauTauus
CTaHAapToB

PaspaboTka
cTaHaapToB

CocraBneHue
npoceccrmoHarnb-
HbIX U PyHKLUMO-

HanbHbIX KapT

Hayano
mMepon-
puaTun

3anyck NVQ

PaspaboTka
onuncaHus
OOJIKHOCT-

HbIX UHCT-
Paspabotka  pykuun

cauta B
UHTepHeTe
lNMpoBeaneHune
CeMMHapoB Nno
noaroToBKe
npenopaBare-
neun
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Cdrepa 60pbObLI C aNKOrosibHOM N HAPKOTUYECKON 3aBMCUMOCTbLIO: UCMNOSIb30BaHNe
cCTaHOapToB

B anpene 2005 r., mbl npoBenu onpoc 250 opraHM3aTopoB-3aKka34nNKoB YCIyr, OPYrmx
opraHusauyum, paboTHMKOB U NOTpedbuTenen ycnyr, UCNonb3yT JIN OHU HaunoHarbHble
npodeccruoHarnbHble CTaHAapPTbl B 3TOM 06nacTu 1 Kak OHW UX UCMOMb3YIOT.
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Cdrepa 60pbObLI C aNKOrosibHOM N HAPKOTUYECKON 3aBMCUMOCTbLIO: UCMNOSIb30BaHNe

cTaHOapToB

O6yuyeHune n passuTtre

Pa3paboTka JOMKHOCTHbLIX MHCTPYKLUMIA, NPOEKTUpOBaHWe npodunen n T.n.
HenpepbiBHOE NnpodeccnoHanbHoe passutne
PaspaboTka pekomeHaauun Ha 6ase nepeaoBon NPaKTUKK
KeBanungukaumm

Mon6op n otbop nepcoHana

KapbepHsbIn pocT

Ob6ecne4veHne kadyecTBa

BeeneHue B paboty

YnpaeneHune a(peKkTUBHOCTLIO AeATENbHOCTU
lMnaHnpoBaHne ncnonb3oBaHUS NepcoHana
OpraHusaunoHHoe passuTtue

OueHka

Paspabotka hopmata ycnyr

nﬂaHI/IpOBaHI/Ie npeemMcTtBeHHOCTU 1N NOBbILLEHUA NO cny>K6e

Pa3BuTre napTHEPCKUX OTHOLLEHWN
Opyroe

80%
e [ 2%
I 54%
e 4 7%
I /7 %
I 46%
P——— 41%
1%
I 39%
I 33%
—— KT

I ©3%

I 5%

I 24%

I 17 %

I 1%

I 10%
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Cdepa 60pbLOLI C aNIKOroNnbHOU U HAPKOTUYECKOU 3aBUCUMOCTLIO:
npeumMyLiecTBa Ansa paboTHUKOB

e SlcHble peKkoOMeHAauumu Ansi NpPakTU4ecKon AesTeNbHOCTU

e Jly4ywee noHuMaHue nx (pyHKLUM U CTaHZAPTOB, B COOTBETCTBMU C KOTOPbIMU OHM
AONMXHbl BbICTPauBaTb CBOKO paboTy

* NMoHnmaHue TOro, Kakme nm HeOGXO,EIMMbI 3HAHUA N HaBbIlKU

*  WUHcTpymMeHTapuin onsa namepeHus pesynbraTtoB COOCTBEHHOM paboTbl, 3HAHUN U HAaBbIKOB,
a TaKkxe obcyxaeHUsA BO3MOXHOCTEN HeobxoaMMoOro oby4veHus

 CTpyKTypupoBaHHOe 00y4eHue u npoceccuoHanbHoe pa3BUTUe
B COOTBETCTBMM C HaLMOHaNbHbLIMU CTaHAapTaMun

e CnocoBGHOCTb NPOAEMOHCTPUpPOBaTb CBOK NMpodheCCUOHANIbHYI MOANOTOBKY U ONbIT
 [lpodeccmnoHanbHasa KBanudukauma n ctatyc
* [loBblWweHMe yBepeHHOCTN, YyBCTBa COOCTBEHHOIoO JOCTOMHCTBA U CaMOyBaXXeHUsA

e [lpu3HaHue, NnepeHOCUMbIe HaBbIKW, CMOCOOHOCTb K TPYAOYCTPONCTBY U
KapbepHoe npoaBuMKeHue

 bBonee cnpaBeanueas cucTemMa — Bce paboTaloT No oAHUM cTaHOapTam
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Cdepa 60pbLOLI C aNIKOroNnbHOU U HAPKOTUYECKOU 3aBUCUMOCTLIO:
npeumMyLiecTBa Ansa opraHM3auuu

e HapeXHbI N KOMNETeHTHbIN NepcoHan
e ObecneyvyeHMe KayecTBa

* I'Ipu3|-|a|-me n yBaxeHue — CtaHAapTbl NO3BONIAOT NpoAEMOHCTPUPOBaTb Ka4eCTBO
ycnyr mx I'IOTpe6VITeJ1ﬂM n 3aKa34nkam

* HaumoHanbHble (rocyaapcTBeHHbIE) KpUTEpUKU, HA OCHOBAHUM KOTOPbIX NPOBOAUTCA
ayauT opraHusauum

» [oTOBas CTpyKTypa Ans NnaHUpPoOBaHUA U Pa3BUTUA YeNlOBEeYECKNX pecypcoB
* MNMoHaTHaa audcepeHumnaums ponen

* NMopbop KagpoB N3 6onee LWUMPOKOro KOHTUHINeHTa C NepcnekKTUBOMN Nony4YeHus
npoceccuoHanbHon paboTbl B AaHHOU obnacTu

* YgepxaHue KagpoB Mo NpuYnHe NpenocTaBrieHnss UM BO3MOXHOCTU NpodyecCUOHaNLHOro
pa3sBUTUA U KapbepHOro pocTa

* UHCTpyMeHT ana aHann3a noTpebHoOCTU B 00y4eHUn n pa3paboTkm nnaHoB oOyUyeHus
* KynbTypa HenpepbIBHOro aHanusa
* UHCcTpyMeHT ana noaaepXku uaMeHeHUn
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Cdepa 60pbLOLI C aNIKOroNnbHOU U HAPKOTUYECKOU 3aBUCUMOCTLIO:
npeumMyLiecTBa Ana norpedbutenen ycnyr

» KayecTBeHHble ycnyru

* KomneTeHTHbIe, Xopouwo noarotToBJrieHHbIe pa6OTHMKVI

* EAVHLIN cTaHAApT YCNyr No Bcen cTpaHe

* BO3MOXHOCTb NPpUOGpPecT HOBble 3HAHUA U HaBblKU, a TaKXXKe BO3MOXHOCTb
HauTu paboTy B 3TOM obnacTu
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Cover story | Positive Futures Workforce Quality Initiative

caithve Futurss is 8 sportzbased social
irclusion programms managed within the
Home Office Drug Strategy Directorets and
defvered by 106 lccal partnership prejects
threughout Englond and Vislez. Pesitive Futurez.
workers read vary zpacial perzonal qualites o be sbls
to empothise and engage with young people inohe
them in zparts activiies and methate them to buikd &
bettar future for themselves and their communitiss.
Howeser, Positive Fatures has long reccgnized that
perzanality and life experiences are net zuficient
qlities for the delivery of a stratagizalyled, sports-
based sccisl incluzicn programme. Conzequentl, it
has zought to develop o comprehensive programme of
triing in ine with the okilz baze identified in the
strategy document, Cuidesacs and ghtewsys (Home
Office, hine 2003). The trategy intreduced the
canzept of the Positive Fubures Werkforce Quality
Iritistive, which has subsequently been designed to
ensurs that individusls warking cn projacts have the
Knowledge, skilz and perscoal qualities to perform
their roles effectively.
The chjectives of the programme are to:
® identify the Nations! Occupsticnal Standerds

6] anreanoangsnaws | 4.4 i 2005

Noelle O'Brien
describes how the
Workforce Quality
Initiative recognises
Positive Futures
workers’ natural
strengths and builds
on these to help
them address the
difficult issues of
soclal exclusion,
drugs and crime.

(NOS) Positive Futures staff zhould be warking to
@ assess zaff's paricemance, knowledge and zkills
to identify any training and dsvelopment needs

® provide relevant and targetsd training and
activities

® evalusts the develcpmant of Positive Futures staff

and recognise the achievements of

Positive Futures staff.

The Workfore Quality Initiative is managed by
Management and Performance Sokutions Ltd and is
underpinnad by the Performer scftware. The pracezs.
has been refined through working with Positive
Futures over the pazt twa yeers. It follows the cyele
of continuing perzonal and pnfeu'nnd
development. (Ses di

At the start of the. l.'yde Positive Futures warbers
and staff from other community sperts projacts
attnd a haliday workshep to intreduce them to the
Workforce Quality Initiative and provide them with
kick start.

At this highly interactive workshop, they use the

create and refine their rcle

pmﬁle the set of Naticnal Ozcupaticns! Standards

relevant to their work rolez. Typically, these role
profiles will include urits from zpart and recreaticn,
youth wark, youth justice and drugs and alcchol
naticnal acoupsticnsl ztanderds. For the mansgers
and corordinatars of Positive Rutures prejects, they
alza include management ztandards.

During the workzhe, =taff are asked to proritise
up ta four unitz from thei role profile to get them to
focus on arsaz of their werk that are really
important, but about which they are not 100 per
cent confident. All Pezitive Futures stoff are requirsd
to include within their list of priaritised units, the.
Drugz and Alcchol National Occupational Standards
(DANOS) unit A%1 Recogrize indications of substan-
ca mizuse and refer individuals 10 zpecislists - this
core aspect of Positive Futurss wark has been found
to be a blind zpot for many workerz.

Alzo 3z pert of the werkshop, staff assezs
themselves against their pricritized urits to cenfirm
their strengths and identfy any gaps in their
Knowlsdge and skills, or ways in which they nesd to
adspt ther performance to bring it inta lins with the
benchmarks of good proctics a5 described in the
Naticnsl Occupaticnsl Standards.

Armed with thiz clearer undsrstanding of the
requirements cf their rcle and their individus! leaming
neads, staff are able to identify for themselves
relevant training ceurses and other learning activities.
Ferfomar's learning rezources databaze halds
details and provdss byperinks ta cver 300 learring
rescurces thrcughout the UK that have been mappad
to NOS; users can quickly find a local training courze
to meet their own perticular needs.

However, anticipating ztaf learing needs,
Fositive Futures offers a core taining programme in
each English ragicn which covers:
® engaging with, weeking with, supperting and

pm.mmg pecple (dslivered by NACRO)

 preparing, leading, concluding and reviewing
2ports sessicns (Lenden Community Sperts
Network/ Chartstage)

raising awarenesz of substances and their
effcts and helping young pacple sddrezs their
zubstance misuze (Crime Concern)

dealing with abusive and aggrezive behaviour
(Eri Yates)

managing projscts and delivaring quality to stake-
holders' requirements (Human Peformence Ltd).

Typically, a member of staff will participate in two or
thres of the core training zessianz and alzo other
training amanged by their own crgarization,
crding their needs. The workshops are designed
in such & wey a5 to encourage staff o apply their
new lesrning to thei werk and reflsct on how thiz.
has improved their own performance and result
Towsrds the end of the Workicree Quality Iritistive.
cyche, =taff return for a zecond halfdsy werkshep
using the Performer schtwere. They reszzess their
performance in the units they prioritized for
develcpment and evaluate their improvement since
their inifial aszessment. They reflect cn their leaming

perticlio. They are also awarded certificates cf atten-
dance for the cors training ceurzes they went cn.
The cycle continues with staff reviswing their rele

wwn TR

profiles - How haz my rele changed during the last
year? What new challengss are likely to confront me
this year? ~ and pricritising new urits cn which to
focus their learring and development in the ceming.
pericd.

Challenges for 2005

2004 5 ificant developments in the Workforce.

Quality Iniiative, parculary the dalivery of the core

training programme and the invitaticn to ather

sportzbased zocial inclusion regrammes to

participate. 2005 will cffer new challengez arcund

the issues of:

@ further development of the cors training
programme

® accredtation of learning, achisvernent and
cempstent parformance

® future funding of the Werkforce Quality Inifative.

of the core
‘The 2005 cere trairing programme must take into
acccunt the learring needs

® exsting Positive Futures staff, and the new
priceities they will have for 2005, having already
addrezzed the subjects covered by the 2004
training programme.

@ smaller number of new Pozitive Futures staff, who
will need trining in the subjects covered by the

2004 training (and exizting Fositive
Futures staff who did nct avail themzelves of these
coursa in 2004)

a growing number of norPasitive Futures staff
who weuld like to perticipate in the programme.

The new pricrities for 2005 will emerge &z a result of
the s2cond round of halfdsy Performer warkshcpz in
Apil 2005. Once thess rezults have been analyzed,
the priceities for new training ccurses wil be clear.

Acoreditation of learning, achievement and
competent performance

This is an area that iz underdeveloped in the
Werkforce Quality Initiative. Currentl, participants.
ar= only provided with certificates of attendsnce at
trairing ceurses.

Staff need to be encouraged 1o apply their new
Knowledge and skills and provide evidence of their
competant performance in NOS unitz, which can
then be indepandently assessed. The Performer
scftware has facilites for recording evidence of
competant performance in each member of staff’s
perzonal pertfalio and for caline azzessment for
NVQs and other ccmpetencebazed awards.

NVQs may be an appropriats bongerterm goal, but
many Positive Futures staff ars zassicnal werkers
and they need smaller, more managesble
competancebased awards. Sector Skills Councils
and awarding bodies are new looking at developing
cluster awards, comprising three or four NOS units.
Four cluster awards cauld meet Pozitive Futures’
immediate needs, covering youth work, substance
mizuse, project managemsnt and sports leadership
(this Istter is already under develcpment]. Theze
weuld be achievable by Positive Futures workers
within a 12-month cycle , and would provide them
with a nationalyrecognised qualification, zhowing
their transferable skills and providing perity of
esteem with ther colleaguss in mainstream sports.
develcpment or youth work contexts.

Fature funding of the Workforce Quality initiative
To date, all the direct costs of the Werkdorce Quality
Initiative have besn bome by Positive Futures and
Spert England. Pesitive Futurez will move out of the
Horme Office in 2006 and it is likely that & broadsr
funding baze will need 1o be found. Possitle future
funders include:

® European Socisl Fund preject funding

The Workforce Quality Initiative Model

‘Since its inception in
2000, more than
70,000 young people
have been involved in
regular Positive Futures
activities, offering them
the opportunity to re-
engage with their
communities and
develop a brighter
future for themselves.

® naticnsl organizaticns, such 3= the sperts.
naticnal goveming bedies

local Leaming and Skills Counsils, particlarly for
qualification-based training and acoreditaticn
spanzors and commissicners of lecal Positive
Futures and other community sports projects,
through the grants they provide to the projects.

Since its incepticn in 2000, more than 70,000
young people hawe besn involed in regular Pozitive
Futures activities, offering them the cpportunity to re-
2ngage with their communitiez and develcp &
brightar future for themselvas. Staying bn touch
(Home Offce, February 2005) anshzes the impact of
the Pesitive Futurez programme cn yourg pecple and
the neighbourhcads in which they live. 72 par cent of
partner agencies report reductions in antizacial
behaicur, 63 per cent repert a fall in local crime.
ratez and 42 per cent ientify reducticns in
substance mizuse a2 a result of Positive Futures.
projacts. In mary placez, Positive Futuras haz alzo
contributad to neighbourhced renswal through a
revival of intarest end participatian in sporting
activities.

Over the next 12 months, Positive Futures will
experisnce sigrificant changez 33 its management
movez out of the Home Office and it becomes part
ty sperts provizion. The

[ National Occupational
- Standards (NOS) in
o Role Profile
Gain accreditation
far lageing, achievemerts
and competent performance Prioritise units
\ hat are most impanant
and where least conldent
N
Record learning nd Assess knowledge,
achiavements in sills and performance
{ /
Reassess knowledge, Book and attens
skills and performance activities &
in prioflised urits. personal learning activities
wwn 0T NAIN00NUGE RT

we-uo-ce Quality hitiativ will help to enzure that
project workers hawe the required tachrical
compatancies oz well az their natural flir for
werking with young pecple, and that project
managers have the skills and sbilties ta navigate
the trnziticn.

Noslle O'Brian is project monager ot Monagement
and Performance Sciutiors Ltd
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CtaHpapTbl B 06riactm MeHeAXXMeHTa — onbIT BennkobputaHum Wc

CtaHpapThbl B 06nacTu MeHeA)XMeHTa B APYrnx cTpaHax

* AHrno-rosopsiwme ctpaHbl (ABctpanusa, Hosaa 3enaHgus, KOxHaa Acgpuka, KaHapa)

 EBpona (PpaHuus, N'epmanus, Npeuusa, Utanus)

* NanbHumn BocTtok (Kutan, Manansus)




CtaHpapTbl B 06riactm MeHeAXXMeHTa — onbIT BennkobpurtaHum Wc

CtaHpapTbl B obnactu meHegxmeHta B Poccun?

He Hapo

* [lepeHocuTb cTaHAApPThLI B 06f1aCTU MeHeAXMeHTa U PYKOBOACTBA, NPUHATLIE B
Benuko6putaHum, Ha pOCCMUCKYHO NOYBY U AyMaTb, YTO OHU ByayT paboTaTh.

* Wcnonb3oBaTb CTaHAAPTbl UCKNIOYUTESILHO B LieNsiX NPUCBOEHUA KBanudukauumn.
* Ype3MepHO YCNOXHATb CTaHZAPThI.

Hapo

® anﬁTM K cornaweéHno OTHOCUTESNIbHO NPUYNH, NO KOTOPbIM HYXHbI CTaAaHAAPTbI, YTO HYXHO C
STUMU CTaHAAPTaMU geriatb N KakKyr Nnosfib3y MOXHO OT HUX Bbl oxunpaere.

e OnpeaenuTb KIOYEBYH AN Bac Lenb U NpoBecTy (pyHKLUMOHANbHbIN aHanus3 npu y4yactum
BCEX OCHOBHbIX 3aMHTEPEeCOBaHHbIX CTOPOH.

e PaspaboraTtb coGCTBEHHbIE CTaHAAPTLI — 00A3aTeNIbHO CPAaBHUTbL UX CO CTaHOAapTamMu
BenukoGpuTaHUM B KaueCcTBe KOHTPOJbHbLIX KpUTEepUeB.

e AnpobupoBaTb UX B paMKax NUIIOTHOW NporpaMmmbi U pa3paboTaTb KeMCbl NO YCNELWHbIM
npumepam.

® npOﬂBMraTb ncnosib3oBaHue CTaHAapToB AN AOCTUXeHUA pa3yfindHbIX uenen B obnacrtu
ynpaBJrieHuA 4yenoBevYeCKMMu pecypcamm v ynpaBsrieHUA opraHn3aumnsamn.
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