Pgce sy
Iscoy

The First Meeting of Founders and Members of the
“Housing and Municipal Reform Center”
Kiev, July 18-21, 1997

Handouts and Training Materials

®

Prepared for
United States Agency for International Development

Prepared by

Phil Davis
PADCO, Inc.
Washington, DC

Contract No. PCE-1-00-96-0008-00, D.O. 6
July 1997

g’

Funds for production of this report were provided by the
United States Agency for International Development



Table of Contents

Preface

Schedule of the First Meeting of Founders and Members of the International Orgamzatlon

“Housing and Municipal Reform Center” ............. ... ... .. .. .. ..., 1
LinKages ... ... e e e 7
Board Orient.ation ............................................... 15
Team Building . .. ... ... e e 19
InBOX EXeICISE . . . . ittt e e e e e 29



Preface

The first meeting of founders and members of the “Housing and Municipal Reform Center” was
held from July 18 - 21, 1997. This NGO meeting included training which focused on staff
development. The training consisted of workshops on several topics including: team building,
leadership skills, organizational skills, networking, and other skills necessary to successfully run
a NGO. These materials, compiled by Phil Davies are being submitted as a deliverable under
USAID contract No. PCE-I- 00-96-0008-00, Delivery Order No. 6 in place of a trip report.
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Schedule of the First Meeting of Founders and Members of the
International Organization “Housing and Municipal Reform Center”

Kyiv, July 18-21, 1997

18 July (Friday)

9.00 - 11.00
11.00

12.00 - 13.00
13.00 - 14.00
14.00 - 17.00

L

15.00 - 18.00
18.00 - 19.00
19.00 - 20.00

19 July (Saturday)

8.30 - 9.30
9.30 - 10.00
10.00 ~ 11. 00
11.00 - 12.30
13.00 - 14.00
14.00 - 16.30

v

v & ¢ vy

Arrival of the participants to Kyiv office

Departure from the office to “Puscha-Voditsa” sanatorium
Accommodation in the sanatorium

Lunch

Session I: .

Introduce goals and objectives of session, i.e. to understand the
importance of linkages and partnerships (10 min.)
Presentation: changing nature of linkages (informal) and
partnerships (formal) in NGO development. (15 min.)
Assessing potential partners. (15 min.)

Small group assessment of current state of linkages and
partnerships, i.e. external relations. (30 min.)

Discussion of components’ rating and plans for future.
(30 min.)

Closure.

Arrival of the Board and Audit Committee Members

Cocktail Party

Dinner

Breakfast

Elections of the Board and Audit Committee members,
Meeting of the Board and Audit Committee members, elections
of the Board Chairman, Audit Committee Chairman and
President

Session II. )

Introducing goals and objectives of session; i.e. to build greater
understanding of new organization. (5 min.)

Origin: timeline of key events in organizations’ history. (10
min.)

Summary of major accomplishments. (20 min.)

Discussion of work in progress — challenges. (20 min.)
/fundraising, building niche, policy reform, working together/
Open discussion (20 min.)

Lunch

Session III.

Introducing goals and objectives of session; i.e. to gain better
understanding of Board roles and responsibilities (10 min.)
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16.30 - 17.00
17.00 - 19.00

20 July (Sunday)

8.30 -9.30
9.30 - 12.30

0

13.00 - 14.00
14.00 - 16.00

16.30

Overview of importance of Board. (15 min.)
The USAID perspective. (10 min.)
Group discussion of similarities and differences between

- Ukrainian and US boards. (90 min.)

Yy v v VY

v

¢ v v v Vv Y

3akiHueHHA ceMiHapy.
Personal time
Dinner

Breakfast

Session IV,

Introduce goals and objectives of session; i.e. identify ways to
work better as a team work(10 min.)

Assessment of NGO workplace environment — characteristics
that define us. (30 min.)

-Presentation: Team work. (15 min.)

Teamness — group rating exercise. (10 min.)

Break. (5 min.)

Discussion and analysis, i.e. things to stop doing, start doing,
continue doing to improve performance. (60 min.)

Summary and recap of specific suggestions to improve team.
(20 min.)

Lunch

Session V.

Introduce goals and objectives of session; i.e. to discuss
approaches to problem solving and decision making. (5 min.)
Presentation of in-basket exercise. (10 min.)

Participants work with materials. (40 min.)

Break. (10 min.)

Group analysis and discussion. (90 min.)

Summary and wrap-up. (15 min.)

Closure



HOPAJOK JEHHAU

nepuiux 300piB 3acHOBHHKIB Ta wieniB MixkHapoaHoI rpoMaacbKol oprauizauil
“IleHTp cNpUSHHSA JKUTJOBHM TAa MYHIiLIMIAJLHUM pedopmam”

18 mumng (u‘garanug)

9.00-11.00
11.00

12.00 - 13.00
13.00 - 14.00
14.00 - 17.00

15.00 - 18.00
18.00 - 19.00
19.00 - 20.00

19 mumusa (cy6oTa)

8.30 - 9.30
9.30 - 10.00
10.00 - 11. 00
11.00 - 12.30
13.00 - 14.00
14.00 - 16.30

Kui 18-21 munns 1997 poky.

e TpHOYTTH YUaCHHKIB Y KHIBCBKHUIT odic

e BHIi371 10 ca”atopiro “Tlyma-Boxnus™

e PO3MileHHS B caHaTOPIT

e 00in

e HaBuannbHUH ceminap 1:

- MeTa Ta 3aBfaHHs cemiHapy: PO3yMiHHS BaXXITHBOCTI KOHTaAKTiB
Ta ntapTHepcTBa (10 xB.)

- [IpesenTanis: 3MiHa popM KOHTaKTiB (HeodiiiHmux) Ta
napTHepcTRa (odiniigoro) y possutky MI'O. (15 xB.)

- OniHka MOXXNIHBHX napTHEpiB. (15 xB.)

- OuiHKa MaluMy IPyIIaMU Cy4acHOT0 CTaHy KOHTaKTiB Ta
MIapTHEPCTR, TOOTO 30BHIMIHIX CTOCYHKIB. (30 XB.)

- OBroBopeHHs BOXJIMBOCTI KOMIIOHEHTIB Ta TJIaHK Ha MalGyTHe.
(30 xB.)

- 3axKiHUeHH] CemiHapy.

e mpudyTTa unenis [Ipapninns Ta Pepiziiinoi xomicil

® KOKTEHIb

e Beuepd

® CHiZaHOK

o Bubopn wieHis Ipasninus Ta PeBisifinol komicii

e 36opu uneniB [Ipasninus Ta Pepisiiinoi konicii, Buopi
T'onosu Ilpasninns, Tonosn Pegisiiinoi xonicii ta
ITpesiinenTa

- Merta Ta 3aB1aHHs ceMinapy: ®opyMyBaHHS TOCKOHATIOTO

pO3yMiHHSA HOBOI oprauizaiil. (5 xB.)

- IToxomxenns: mepesik KAIOYOBIIX MOAIN B icTopii

opranizanii. (10 xB.)

- Jlepenik HaiiBasxmuBiwiix mocsirHedsb. (20 xB.)

- ObroBopeHHst MOTOYHIIX Cripas - npodnenin. (20 xB.)

/banapeiisinr, opMmyBanHst Hiwi, pedoprayBaHHA MMOMITIIKII,

cTisbHA Tpaus/

- Bigkpiura muckycis (20 xB.)

e 00ix

- Mera Ta 3aBmaHHs ceMigapy: Kpalue ysBresss poi Ta

0608 a3kiB [Ipasninua (10 xB.)

- Ananis saronocti Ipasninus. (15 x8.)

T TICVATT 74N A



16.30 - 17.00
17.00 - 19.00

20 avnHg (Heains

8.30 - 9.30
9.30 - 12.30
13.00 - 14.00
14.00 - 16.00
17.00 - 18.00
18.00

21 qunHa (NoHeminoK)

8.30 - 9.30
9.30 - 12.00

12.00 - 13.00
13.00 - 14.00
14.30 - 19.00

- O6ropopelist B MaJIIx rpynax 30iris Ta BininnocTeil Misk
Yxpaincokin tTa Anveprikancuiiin IIpastiunasin (90 xi.)

- 3akinueHus cemiHapy.

e BiABHINI yac

e YpOUlICTa Beyeps

¢ CHizaHOK

- Mera Ta 3aBnanus cemMinapy: HaMivyanHus LIISXIB noiniieHHs
e(eKTUBHOCTI AisnbHOCTI KoMau# (10 xB.)

- Ouinka po6oyoro cepenosuiia MI'O: XapakTepHCTHKU 110 HaC
BH3HA4aroTh. (30 xB.)

- [IpesenTauis: Komanasa npangs. (15 xB.)

~ BripaBa mozo cteopeHHs €a1Ho1 KoManl. (10 xB.)

- Ilepepga. (5 xB.)

- O6roBopeHHs Ta aHAJI3: 11O He Tpeda podHTH. 110 Tpeda
IIOYMHATH PoOUTH, 110 Tpeba MPoAOBKYBAaTH POOUTH 10O
IOJIIMIIHTH AisIbHICTE. (60 XB.)

- [lincynoByBaHHS Ta pe3ioMyBaHHA NPONO3Nuill mono
nojiriieHHs komantinol mipaui. (20 xB.)

e 0b6in

- Meta Ta 3aBnanHs ceMinapy: OOroBopeHHs LUIXIB BUPIIIEHHS
1po6ieM Ta NpUHHATTA pilleHs. (5 XB.)

- IIpesenTauisa: komanana Bripasa. (10 xB.)

- IIpaus 3 marepiananii. (40 xB.)

- Ilepepsa. (10 xB.)

- AHaniz ta obrosoproBaius B rpymax. (90 xB.)

- [linBemeHHs miaCcyMKiB Ta 3akiH4eHHA cemiHapy. (15 xB.)
e BinpHINI yac

* Beyeps

* CHiZaHOK
e HaBYyaHHA - daHApell3iHr
e Merta: 06ropopeHHst cTpaTerii LI0A0 3aJVYeHH

(iHaHCOBIIX pecypciB Ta BCTAHOBJICHHS 3B s3KiB 3
JIOHOPAMII

e 3axpiTTa 360piB
e 006ix
e Bin'i3g yuacHIKIB



List of Participants
First Meeting of Founders and Members of the International
Organization “Center for Housing and Municipal Reform”

R

Barbara Lipman
Jeanne Gardner
Al Hirshen
Phillip Davies
Yaroslav Urstaba- Eurasia
Tamara Cherevko- Eurasia
Michael Sinclair
Vladimir Gusakov
Vladimir Orishchenko
Nikolai Kyshnir
Sergei Terehin
Igor Babich
Gennady Kanishchenko
Alexander Boukhalov
Vladimir Shimkin
Valentine Uylibina
Anatoly Kopets
Irena Troushkevich
Sergei Reshetov
Valentin Prishva
Konstantin Trachenko
Vladimir Vlasov
Tatiana Gabrielyan
Yuri Belenko
(Interpreters & Drivers)



CIIMCOK YYACTHHKOB

NepBOro cOOpaHMA OCHOBaTE el U YICHOB
MesxkayHapoaHOil 00LIeCTBEHHOM OpraHu3anuu
“IlenTp MOAAEPKKH KHJIHIIHBIX H MYHHIUNAJIbHBIX pedopm”

bap6apa Jlummen
JLxunu [apaHep

Jn XuplieH

Duaun /[sBHUC
Apocaas IOpuaba - EBpo-Asus
Tamapa Yepesko - EBpo-A3zus
Matixa CunKJIep
Baagumup ['ycaxkos

9. Baagumup OpuileHKo
10. Hukoumnait Kymraup

11. Cepreit Tepexun

12. Urops babuu

13. I'ennaguii KaHuiileHKO
14. Anexcangp Bbyxaos
15. Bragumup IIuMiun
16. Banentnna Y npibuHa
17. Anatomir Komeiy

18. Mpuna TpymnikeBuy

19. Cepreii PemtetoB

20. Baneutun I[Ipumisa
21. Konctautur TpaueHko
22. Bnagumup Biacos

23. Tarbsana [abpuaiss
24. IOpwuit benenko

25. (IIepeBoUMK)

26. (rmepeBoIUNK)

27. (BoguTenn)

28. (BoauTeND)

PN AW
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Linkages
Friday July 18 , 2:30 - 5 pm

Definition of Linkages

The ability to develop and maintain productive relationships with a wide variety of relevant
organizations and agencies. Linkages means communication, interaction, and exchange of
information and other resources on a regular and reliable basis.

Definition of Partnership

Partnerships are formed when organizations seek to mutually strengthen and sustain themselves.
It is an empowering process which relies on trust and confidence, shared vision, and
acknowledges mutual contributions and equality. Both partners have complementary roles,
established through negotiation and subject to change as the partnership grows and circumstances
change.

Why Develop Linkages? What Purposes Are Achieved?

Establishing linkages advances the NGO's mission in three important ways. Linkages assist
organizations to:

Strengthen Organizational Capacity

Linkages can help an organization acquire information, technical assistance, staff training,
resources, and assistance with supplies and logistics.

Influence Policy

Because government agencies wield significant influence in the housing arena, creating a healthier
environment in which your program can function means influencing public policy and assisting
government to better understand your programs. Networks and coalitions or organizations with
common interests and goals, mobilizing the strength of their constituencies, can affect policy
change much more effectively than a single organization working alone.

Increase Legitimacy

Establishing legitimacy within a community will help an organization accomplish its stated
mission. Building relationships with others is one way the organization can demonstrate that it is
an active member of the community, contributing to its overall improvement in ways that are
appropriate to the social and cultural environment.

Types of Linkages

Linkages can be formal or informal. Formal links are established between organizations for
explicit purposes such as co-sponsorship of activities, sharing resources, exchanging services, etc.
Informal links are relationships that occur more circumstantially as a result of professional
contacts between staff, overlap with clients or geographic proximity.
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Linkages can include relationships with similar institutions at different levels (i.e. regional,
national, international); institutions with similar functions but different clients (i.e. commercial
real estate banks); government institutions; and networks of agencies with mutual interests.

At different stages of an institution's development, it links with different groups for different
purposes.

Introduce Linkage Rapid Assessment Tool

An effective NGO recognizes and responds appropriately to the larger context in which it
operates. In order to build collaborative supportive relationships within the larger context, an
NGO should become known within appropriate groups within a community; establish a track
record of achievement; and widen its impact through partnerships with government, donors, and
other agencies active in the same sector and geographic area. It should build bridges to private
businesses and the media.

An NGO's primary relationship is with the constituency it serves -- by providing services or as
an advocate within the larger community.

A successful NGO seeks to integrate its activities into regional and nation#l plans for the sector
and to establish working relationships with those government officials who make decisions about
NGOS and their constituencies.



How to Assess a Prospective Partner?

International NGO/donor Local NGO
Vision Do we have shared vision Do we have shared vision
Leadership Quality of staff Is organization stable, respected
ID Can we offer what is needed What can they offer us
Can they deliver What will it cost
Program Quality How good is program Amount of oversight
Resources Level of funding requested How much is available

Amount of local contribution

Adapted from An Institutional Guide for Enterprise Development Organizations, SEEP, 1993.



Linkage Rapid Assessment

Rating Scale

» Needs urgent attention and improvement

» Needs wide scale improvement, but not is major or urgent
» Needs limited attention

e No need for immediate improvement

1. Relations with clients

a. NGO is seen as credible and valuable resource
to clients and beneficiaries.

b. Clients/beneficiaries perceive services as desirable
and affordable.

2. Inter-NGO Collaboration

"
a. NGO has frequent contact with national and international NGOS.

b. NGO plays leadership role in promoting coalitions and
mechanisms for advocacy.

3. Government Collaboration

a. NGO has access to decision makers and engages them
in policy dialogue.

b. Exchange of resources (training, TA, materials) occur
between NGO and government counterparts.

c. NGO plans and activities are reflected into national plan.
4. Donor Collaboration
a. NGO has diversified contacts with the donor community.

b. NGO is regarded as credible and valuable resource to donors
and development community .

c. Proposal writing and fundraising capacity exist.

1234
1234
1234
1234

1234

1234

1234

1234

1234

1234

1234

1234

1234

1234
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5. Public Relations

a. NGO markets its services to prospective clients and beneficiaries.
b. NGO image is clearly articulated and is well known.

¢. Information about the NGO is available and mechanisms
for dissemination exist.

6. Local Resources

a. NGO has relations with business sector
for technical expertise, training, etc.

7. Media (print, TV, radio, posters)

a. NGO uses media as means to inform public
about its services.

Adapted from Handbook for Assessing Organizational Capacity, PACT, 1997.

1234

1234

1234

1234

1234



Housing and Municipal Reform Support Center
Staff Development Seminar 7/18 Linkage and Partnership Session

Priority Item Responsible | Deadline
A Steps to Establish and Maintain Credibility
» Have and publicize concrete goals all ongoing
»  Successful performance all
« Have concrete examples to show of work all
e Widely distribute newsletter, update mailing list
» Maintain professional and effective staff
+ Funding from foreign sources
»  Good recognition of the name of the organization and
work
e Maintain a board with credible and recognized names
» Taking part in international seminars or other events
in related sectors
» Finalize press kit
e Review kit with Gavin Anderson
« Forward to Barbara Lipman for review
Other Related Ideas: T
A * Board members’ names on Letterhead (with their SB
permission)
2™ step e Board Names on brochure
B » Develop linkages with universities
B » Make presentation to US Chamber of
Commerce/Kiev
»  Attract volunteers, i.e. from Peace Corps
Ways to Establish Credibility and Knowledge with Kiev
USAID (for the NGO as an NGO)
A »  Distribute newsletter widely within USAID
A « Provide a list for Barbara Lipman of sectors the NGO

would like to meeting
= Arrange sector meetings at USAID with help of
Barbara Lipman

List of Potential Donor Linkages

« UNDP, UNEP

« UN Habitat

Soros

Fredrich Ebert Foundation

Canadian Foundation

EBRD and consultants

World Bank and consultants (COWI, AWR, FRISA,
Booz-Allen)

s  Other sectors @ USAID

W\
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Priority Item Responsible | Deadline
*  American Chamber of Commerce in Ukraine
» CDC — in Odessa
e Commercial ventures
UN Know How Fund, TACIS, DANIDA, DEFA
Improve Relationships with Other NGOS
Goals:
B » To lobby for improved legal environment
B » Research additional NGO’s with common goals by
researching registration records in Ukraine
B » Join international Associations of NGO to learn about
others and promote self
Names of NGO’s to contact:
* Counterpart
» Consumer Rights Association in Odessa and National
level
» National Association of City Radas (Assoc. Of
Mayors)
Government Collaboration
» Wtk on all three levels national, oblast & local on-going
e Meet with Vaughan’s Cabinet of Ministers contact
* Use Board Members connections
» Distribute work done to date
Overall Marketing Guidance August
» Identify services that NGO can provide better than pending
others Eurasia

Identify the clients the clients and who can pay for
them

Communicate Services to Clients who can buy them
Determining the price




Board Orientation

A



Board Orientation
Saturday July 19, 2:30-5pm

Introduction

Leadership is at the core of the six components of an effective NGO (World Learning,
Institutional Assessment, 1995). The six components are:

» Leadership

» Operations/management systems
¢  Human resources

» Financial resources

» Service delivery

« External relations

The leadership of an NGO articulates and maintains the direction of the organization; participates
in fundraising and public relations, and plays a management role. The leadership is comprised of
the Board, the Executive Director, and his Senior Staff. They have complementary roles in
ensuring that the organization achieves its purpose. The role of a board changes over time as tke
organization evolves.

In the first stage, leadership emerges, a strategic plan is formulated, the core organizational
structure is created, systems are set up to ensure accountability, and initial resources are acquired.
In the second stage, the vision is refined, systems are standardized, personnel are stabilized, and
the donor base is expanded.

One of the keys to developing a successful NGO is to recruit and retain the best people. The
leadership should always set high standards, and seek to improve.

Characteristics of this Board

e Small

* Informal

« Homogenous

* Committed to NGO's mission
¢ Limited NGO experience

Focus Question — Why is the Board important? What are their key tasks?
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Key Tasks of the Board

Vision. Determine and maintain NGO's mission and vision; ensure the organization achieves its

purpose. The conventional wisdom is that Boards should insist comprehensive planning is done
well.

Program Oversight. Monitor programs and services. Day-to-day control delegated to executive
director.

Financial Oversight. Ensure financial integrity of NGO. Day-to-day management delegated to
executive director.

Management. Provide moral and substantive support to the executive director.

Policy and Procedures. Help develop, standardize, and improve policies and procedures, board
meeting schedules, NGO planning and operations, reporting updates on program and fundraising.

External Relations. Work with staff to raise funds, create linkages to key outsiders, involved in
policy formulation, participate in public relations. For some this is a measure of Board's
capabilities, commitment, and influence. L4

Special Initiatives. Using their contacts, expertise in support of a special need.

Image. Provide legitimacy to the NGO.

Focus Question — What are the characteristics of an effective Board member in Ukraine?

Focus Questions — What lessons can we learn from the leadership experience of other NGOS?

Change. Grow with progression — things change, times change, and you have to change to be
successful.

Communication. Lack of communication is the greatest enemy facing every organization.
Commitment. You have to care about what you are doing.
Cooperation. People working together can accomplish more than any individual.

Focus Question — Describe practical ways Board members can help with external relations, such
as fundraising or public relations.

» Personal notes

» Follow-up letters

* Accompany staff on visits
* Make introductions
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* Make telephone calls
+ Identify and cultivate key prospects

Focus Question — What legal obligations do Board members have (US Model)? How does this
compare to Ukraine?

Duty of Loyalty. Act in good faith and in the best interests of the organization.

Duty of Obedience. Ensure that the NGO operates within the laws, its own rules and regulations,
and by its own mission and bylaws.

Principle of Good Faith. Attend all Board meetings regularly; offers constructive feedback, have
a thorough knowledge of the organization, keep informed of activities, i.e. study reports carefully,
ensure minimum legal/ technical requirements are met, avoid any possibility of conflict of interest,
make no personal financial profit except as provided by law, give respect and consideration to
other Board members and staff.

From Becoming an Effective Board Member, Support Center of America, Washington, DC , 1994,

Focus Question — How do Boards change and evolve as the NGO changes and grows? What are
some dimensions of change?

Size. From large to small.

Board Meetings and Relations. From informal to formal.

Involvement in Fundraising. Little initially, significant later.

Motivation. First as response to personal invitation, then as expression of commitment to mission.
Involvement. Initially task specific, later more operational and financial oversight.

Structure. Committees evolve.



Nascent Organizations

Imerging Organizations. .

- Expanding Organizations

Mature Organizations

GOVERNMENT
COLLABORATION

‘The NGO's relationship with government
is adversavial.

The NGO does not collaborate with
kovernment agencies working in the
same sectors or geographical area.

The NGQ has little understanding of its
role in advocacy or development of
public policy.

The NGO hag identified common
interests which it shares with )
government and relations are friendly.
The NGO collaborates with different
government agencies or representatives
on igsues or activities in specific sectors,

The NGO's relationship with government
is friendly and often informal.

The NGO ia sometimes called upon by
government to carry out specific projects
or collaborate on sectoral issucs.

The NGO is seen us a full and credible
partner by the government.

The NGO has formal mechanisms which
it uses to collaborate with government,
donors and other NGQs,

The NGO provides input into policy
making on issues elated to it's area of
expertise.

DOXNOR
COLLABORATION

The NGO sces donors as a source of
financing activities and has not yet
developed o relationship or made
contributions to donor forums or
ngenduas,

The NGO has received funding from
donors but has yet to establish a track
record or to acquire sufficient credibility
to be invited to participate in donor
foruma.

The NGO has a proven track record and
established it's credibility and is invited
by donors to contribute to discussions on
sectoral issues.

The NGO is viewed as an authority and
leader in its sector of expertise and is
considered a spokesperson and resource
by donors.

PUBLIC
RELATIONS

The NGO is not well-known outside the
range of its activitics or constituents.
The NGO has no clear image which it
articulates or presents to the public.
The NGO has not prepared n document
for dissemination that provides
information about its objectives or
activities.

The NGO is known in its own
community, but does little to promote its
activities with the public or with key
governmental decision makers.

The NGO understands that public
relations are important but has no ability
to carry out PR activities,

The NGO has limited contact with key
decision-makers and has limited lines of
communication with the public.

The NGO has clear ideas on issues but
haa yet to develop them into n pulicy

_platform.

The NGO has a clear image and
mesgage and a policy platform.

The work of the NGO is well-known to
the public and policy makers, and it is
able Lo use this reputation to attract
support when necessary.

The NGO is able to engage decision-
makery in dinlogue on policy issucs and
may have identified Board and staff
members to fulfill this function.

LOCAL
RESOURCES

The NGO tends to view the private
busginess sector with suspicion and
distrust.

The NGO does not work in cooperation
with any part of the private sector to
draw on resources, technical expertise or
influence.

The NGO's programs are not based on
local resource availability.

The NGO has began to identify local
volunteer support in addition to that
which it receives from the constituency.
The NGO seeks technical assistance from
gome private sector and government
resources.

The NGO purchases goods and services
from the private sector.

The NGO draws support from the local
private scctor and government agencies
but project sustainability still depends
on continued support from external
donors.

The NGO has recruited individuals from
the private business sector to serve on its
Board or as technical advisors.

The NGO's projects are supported by
local entities who contribute to project
results and their sustainability.

The NGO has staff members who are
aware of and have contacts within the
private business sector and among
donors.

Collaboration between the NGO and the
private business sector is strong and the
NGO is considered a community
development partner,

L

Adapted from Handbook for Assessing Organizational Capacity, PACT, 1997.
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Team Building
Saturday July 19, 3pm-6pm & Sunday July 20, 10am-11am

Introduction

The NGO management team faces new challenges and opportunities arising from a reorganization

and change in leadership.
Participants' expectations of session - hopes and fears.
Exercise - NGO Workplace Assessment

Focus Question — What things to we do well as a team? What are we good at? What aspects of
team functioning can be improved?

Elements of Team Success

Leadership. Managers have the skills and intention to work together. Management is viewed as
a shared function. Individuals are given the opportunity to exercise leadership when their skills
are appropgiate to the team's needs. Team members are individually qualified and capable of
contributing to the NGOS mission.

Commitment to the Team. Members share aims and purpose, which are felt to be worthwhile.
They are willing to devote time to building the team, and support each other.

Constructive Climate. Members feel relaxed, open, and are prepared to take risks. The group
learns from its experience using what it learns to improve individual and group performance.

Work Methods. Team has developed systematic and effective ways to work together and solve
problems. Roles are clearly defined, channels of communication established, and administrative
procedures support a team approach.

Focus Question: What skills are required of high-performing team?

» Basic communication skills, i.e. active listening, facilitation, givir_lg/receivi—ng feedback
e Team problem solving and decision making

* The ability to plan and conduct team meetings

« The ability to control and resolve conflicts

e The ability to confront and resolve team or team member performance



Stages of Team Development

A team's development path will be its own and will vary from other teams. To a great extent a
team's development path will be determined by several factors: group members' experiences;
personalities; evaluation of team accomplishment as part of employee review; team reward versus
individual reward; organizational culture that supports collaboration.

Richard Chang's (1996) formulation - drive, strive, thrive, arrive!
Guidance — plan the change and change the plan as often as necessary.

Focus Question: What phase of development is the NGO presently in? What challenges do you
foresee in moving through the four phases? What suggestions can we offer to help manage the
NGO transition.

Stage 1: Formation

» Cautious

» Interpersonal relationship tend to be more formal
* Reserved

» Testing

Stage 2: Conflict

» Disagreements among members or small groups
» Conflict management

* Small group identify, splinter groups

¢ May resist team leader

Stage 3: Pulling Together

» Making a commitment to working out differences
» Applying rules or giving and receiving feedback
* More trust

» More expression of feeling

Stage 4: Working Together
» Group works effectively and efficiently
e Trust each other

» Collaborative relationships
e Risk taking
« Committed to process and goals

From Building Organizational Effectiveness Through Teamwork and Farticipation, PACT, 1992.
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Rating Teamness

10.

11.

12.

Cooperation. Team members work well together.
and support each other.

Communication. Giving and receiving feedback is our strength.
Goals. Goal setting is a team activity.

Creativity. Innovation is encouragéd and rewarded.

Conflict. Disagreements are faced up to and worked out.

Support. Praise and recognition are given enthusiastically.

Mutual Respect. Team members show appreciation to one another.

Commitment. Everyone is dedicated to furthering team goals.

Pride. People feel good about being a team member.

Decisions. Everyone provides input in decisions affecting the team.

Assessment. The team regularly evaluates its own functioning.

Identification. I feel that I am a full member of the team.

From The Winning Trainer, Julius Eitington, 1989.

Agree - Disagree

12345

12345
12345
12345
12345
12345
12345
12345
12345
12345
12345

12345



NGO Workplace Assessment

Focus question: How does the workplace at the new NGO compare to traditional workplaces in

Ukraine? What are the similarities/ differences for staff, managers, and clients?

Key Factors

Culture

Atmosphere

Leadership

Organizational Structure

Job Design

Client Focus

Training

Recognition

Managers

Compensation

Employment Security

Traditional Workplace

Rule bound

Rigid

Directive

Top down

Single task

Non existent

Limited

Infrequent
Watchdogs

Fixed
High

NGO Workplace
(Participant’s response)

High level
Rulebound

Democratic
Creative

Friendly
Business oriented

Participatory
Democratic

Program oriented
Top down

Multi purpose
Project oriented

Sacred
Highly focused

Regular
Frequent

Adequate

Competitive
Competent

Performance based

Based on results

From Building Organizational Effectiveness Through Participation and Teamwork,

PACT, 1992.



Personal Power and Influence

Four ways we use our psychological energy to bring about change.

Use a 10-point scale to rank each mode of influence as to the frequency that you use it in your
work.

PUSHING Here we direct our energy toward others in an aggressive way to bring about
what we consider to be a desired change. When we are pushing we engage
in direct attempts to move; to induce; to teach; and to control through orders,
information, arguments, criticism, pressure, and threats.

ATTRACTING We behave in ways that draw others to us based on attractiveness,
magnetism, excitement, and the like. We may also appeal to common values,
ideals, goals.

JOINING The change effort involves adding our energy to theirs, thereby increasing it.
We do this by encouraging, sympathizing, reflecting feelings, and seeking
cooperation. Trust, support, and concern are key elements in this mode.

DISENGAGING We avoid or deflect each other’s energy. This involves withdrawal, failing

to respond, changing the subject, postponing, reducing conflict and
interchange.

The Winning Trainer, Julius Eitington, 1989.
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In Box Exercise



In Box Exercise
Sunday July 20, 12-1pm, 2:15-4pm

Instructions to Participants

You are about to participate in a management simulation exercise called the in-box. You have a
packet of materials which simulate those found in the in-box of Mr. Ken Fixx, who has just been
promoted to Chief of Operations at X-Cell Housing based in Kiev. Mr. Fixx is replacing Mr.

Burton Quagmire.

You were initially told to report for duty in Kiev on Monday, August 16. However, on Friday,
August 13, you were told instead to attend a meeting on August 15, Sunday evening with other
colleagues from the newly-independent states in Vienna. You will return from Vienna Thursday
pm.

You decided to visit your new office in Kiev before leaving for Vienna. Although you have only
an hour and one-half before you catch your plane, you thought you might spend half an hour
looking at your in-basket. In this way, you hope to get on top of some things, perhaps make
some photocopies of items to take along for further study on the plane.

As you check on things in the office, you quickly learn that the phones are not working, the file
cabinets, which might have provided you with background are locked, and the photocopy machine
is also locked.

Given these circumstances, here are your instructions:

Examine in-box items and decide how to deal with them. All actions you take are to be written
out. You may, for example, draft memos to your secretary or staff, or simply write notes to
yourself on the in-box item.

To sum up:

You are Ken Fixx

It is Sunday, August 15 -
You have half an hour to deal with the in-basket (your plane leaves in 1 2 hours)
Assistance from anyone is not available

No materials can be taken to Vienna



X-Cell Housing , Inc.
Kiev
August 13
To: Ken Fix, Chief of Operations

From: President

Subject: Your new appointment

Welcome to X-cell Housing!

You probably have not heard the bad news, but your immediate assistant was fatally killed in a
car accident last week on her return from a long weekend in the country.

We will have to talk in detail about your responsibilities as soon as things settle down. Just get
started and you will learn a lot as you go along.

Email

August 13

To: Chief of Operations

From Regional Director, Region # 4

The train carrying training materials for a regional workshop was derailed yesterday. Most of our
material was damaged by the rain when it was off-loaded. The materials were headed for a
workshop with government and private sector officials at a big meeting in four days (Aug 18).

Can you arrange for other materials to be sent? More than fifty key people are scheduled to
attend.

~g



Email

August 8

To: Chief - Operations, X-Cell Housing

From: B. Tucker, Management Advisor

Just a quick note to thank you for arranging temporary visa arrangements with Ukraine officials
after I lost my passport. Your contacts proved most useful, enabling me to leave the country as
scheduled and with minimal disruption.

Best regérds to your staff.

Sincerely,

Housing Consultant

From the Desk of Kim Rogers
Secretary/Operations

August 11
Dear Mr. Fix,

I am glad to learn that you will be heading Operations. You have a lot of problems to handle, but
I am sure you will do a great job and set us straight.

Sorry to tell you that due to a family emergency I will be out of town your first week on the job.
I hope I am not inconveniencing you too much.

Good luck.

Kim



X-Cell Housing
Kiev

August 10
Memorandum
To: Burton Quagmire
From: Joe Sharp
Re: Training course
Our plans are firming up for the real estate training course. All we need from you is to appoint
two persons from each of the four regions. These people will train others in their regions when

they complete the course.

The training is set to begin in two and a half weeks here in Kiev. However, we need to reserve
places in the course or else wait another four months. Please tell us who you want to attend.

Also we need a pre-registration fee of $100 for each participant as soon as possible.

X-Cell Housing
Kiev

July 22
Memorandum
From: Comptroller
To: Director/ Operations
Re: Procurement
We will be unable to proceed with the order to print more training materials until we have three

bids. They have to be for exact services, specifying the number of pages, number of copies,
quality of paper, etc.

PR



X-Cell Housing
Kiev
August 9
Memorandum
To: Burton Quagmire, Chief, Operations
From: Joe Blow, Project Assistant, Region #3
Subject: Office Management

I don't know how much you know about how the office is run here, but morale is low and
turnover is high. Staff do not keep regular hours because there is so little control.

In addition, we are regularly over-budget and fail to meet income projections, which were set
without full consultation with field staff. The progress reports are inflated to make us look more
successful than we really are. I think our credibility with local officials is at an all-time low, too.
This situation could potentially jeopardize our funding if donors find out what is going on here.

I know I am out of line writing to you directly, but think local management is the root of the
problem. In view of the circumstances, I thought I should approach you directly.

Sincerely,

Joe Blow
Project Assistant

Email

From: US Headquarters

To: Director/ Operations

Re: New Funding

We just learned that our major donor is requesting concept papers for those interested in
presenting proposals for additional funding next year. The due date is three weeks. The proposal
should not exceed fifteen pages, but cover all regions of the country. We expect to receive
written guidelines within the next few days. Sorry this is such short notice, but we know you will
want to respond.



Ukrainian Environmental Coalition
Kiev

August 6

Burton Quagmire
Chief Operations
X-Cell Housing
Kiev

Dear Mr. Quagmire,
Just a note to confirm your attendance at out next planning meeting August 20.

We are eager for your input into our discussions about protecting the fragile natural environment.

You insights and experience with reforming water and sanitation systems is a valuable asset.

As I told you, out objective is to plan a high profile national conference on this environmental

protection sometime in the new year. This will be a topic for discussion during out next meeting.
%

We look forward to seeing you.

Sincerely,

John. B. Good
Director

Email

From: Nick O. Tyme, banking consultant

To: Director/ Operations

Re: Travel and ticket arrangements

Arriving mid-week after stop-over in Moldova. Please advise where to pick up my ticket in
Moldova. Or should I just buy it there myself?

Thank you for arranging my hotel in Kiev and pick-up at airport.

Cheers!

2%



X-Cell Housing
Kiev

July 26
Memorandum
To: Burton Quagmire
From: Charles Sanders, Region # 2
Re: Strategic Planning Workshop
Per our conversation, I would like to formally propose a 2-day retreat in October/November to
review and revise our strategic plan, which is now two years old. This will help us keep our edge

in this competitive NGO market place.

I would be happy to take' the lead in planning such an event, which might include several outside

participants from government and private sector. How would you like to include Board members?
0

Our region would be happy to host this event.

I look forward to your feedback.

Email

August 5

From: AID contact officer
To: Director, Operations

Re: July Financial Report

Having just reviewed the July expense report, I find a number of omissions and errors. Several
receipts are photocopies - not originals. The salary schedule lists one person twice. A computer
was purchased, but there is no signed authorization. You also show an unusually large bank fee
($750), which requires an explanation. There are also several attachments in Ukrainian which are
not translated. And please re-send the reconciliation report, which was garbled in transmission.

I will be unable to reimburse you until these matters are cleared up.



X-Cell Housing
Kiev

July 20
Memorandum
To: Chief, Operations
From: Comptroller
Re: Security
I think we have to re-consider office security arrangements. The service we presently have is
costly, and provides poor service. There have been several false alarms caused by equipment
failure. In one case, while repairs were made, we were left without a security system for two

days.

We need to talk soon.

Counterpart Foundation
Kiev
July 12
Email
Mr. Burton,

This is to confirm our invitation to attend a meeting this Friday.
The topic is "changes in current legislation affecting NGOS".

We will consider drafting a joint letter expressing our collective concern about the new restrictions
on our operations.

Sincerely,

Irena
Director



X-Cell
Kiev

July 20

To: Burton Quagmnire
From: Comptroller
Re: Operating Costs

I have just completed a study comparing the costs of our regional offices. While one might expect
some differences to exist, there really are some astounding differences in the operational figures.

I have printouts, any time you want to go over them with me.

Some of this data is probably worth discussing at a future meeting with regional directors.

Major Funder
Kiev

July 15

Mr. Burton Quagmire
Director, Operations
Kiev

Dear Mr. Quagmire,

Thank you for arranging for me to visit your field projects, which I found to be very exciting.
I was impressed with your staff and the high regard that government officials and beneficiaries
have for your program.

My only concern is that my agency, which is your primary funder, is almost invisible in the
project. Accordingly, I would like you take steps to address this, and ensure that our profile is
elevated. We are proud of your efforts and would like to share in a visible way with your

success.
I look forward to hearing from you.

Sincerely,

Andy Tried
Project Officer



Criteria for Handling Items
Severity or Urgency - Needs immediate attention or else.
Importance - Is it important to you, either to discuss or act upon?

Timing - Can it be managed at this time with the resources you have?

Complexity - Is this a manageable part of a larger more complex problem?

Control - Is this a problem under your control?

Possible Responses
Take no action, i.e. bad timing, not enough info, no urgency.
Ask for additional information.
Instruct a staff member or secretary to act.
Ask a staff member to see you about the matter.
Call a group meeting at later date.
Contact staff for advice.

Contact someone outside for advice, information, guidance.



The Seven Decision Making Styles

1. Deciding and Telling
Manager decides alone and simply announces it.

2. Deciding and Selling
Manager decides alone, but tries to sell it to subordinates.

3. Deciding and Consulting
Manager presents idea or decision and tests subordinates, by asking “what to you think™?

4. Proposing and Consulting

Manager presents a decision tentatively, subject to possible change after discussion, but without
commitment to accept advice.

5. Consulting and Deciding

Manager presents the problem and consults with subordinates who are asked for suggestions
before the decision is given to them.

6. Consulting and Steering
Manager asks group to make the decision subject to the manager’s boundaries or limits.

7. Defining and Delegating

Manager joins with group in problem identification, diagnosis, consideration of alternatives and
making of the decision (team management).

(based on “How to Choose a Leadership Pattern”, R. Tannenbaum and WH Schmidt, Harvard
Business Review, 1958) )



Recap of Participants’ In Box Learning

Importance of delegation.

Need to prioritize, sort out most important issues.

Value of regular communication, need to keep everyone in picture.
Need to pay attention to dates.

Atmosphere of managing in crisis.

Need for staff support, i.e. secretary or assistant, to keep things flowing.

Funding and financial issues get attended to first.

Be careful about assuming that your way is the only way.

Potential serious consequences of mishandling an issue, i.e making poor
Don’t these issues seem familiar though? -

choice.

,P/
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APPENDIX 37

MY APPROACH TO PROBLEM SOLVING

Ten problems are presented below, each having seven possible solutions.
For each problem select the one best solution, as you see it. You will have
a chance to discuss your solutions with vour fellow participants.

Problem 1.

Problem 2.

Tom, a member of your staff, is an average performer. He is neither
poor nor outstanding--just adequate. A recent problem with Tom is
that he is typically tardy to your Wednesday, 11 a.m. staff meetings.
Tom -is not that big a contributor to these meetings, but his lateness
doesn't seem appropriate.

Lay it on the line. Simply remind Tom when he arrives late that these
meetings start at 11 a.m. promptly.

Treat it as a team problem. Take it up with the total group when other
team problems are being discussed. Others may be as annoyed as you are.

Not a big &eal. He's probably seeking attention, so why worry about it?
In time he'll probably 'come around."

Change the meeting time to 8:30 a.m. when the workday starts. Since the
organization is strict about the morning arrival time, this should force
Tom's prompt attendance to the meeting.

While talking to Tom on other business, close the conversationiwith this
statement, '"Oh, by the way, Tom, I know you're busy and get wrapped up
in things, but could you please try to make our next staff meeting on
time? Thanks."

Whenever Tom does arrive on time or close to 11 a.m., compliment him
(after the meeting) for his efforts to attend promptly.

Point out to Tom how his lateness hurts group creativity: "Tom, we
need your good thinking on our problem solving. If you are late,
we are deprived of your helpful input."

You have seven section supervisors who report to you. Each is in charge
of a group of young women who operate sewing machines. One supervisor,
Williams, has been having considerable trouble with his people--you are
not only getting complaints about his lack of tact, but you find that
absenteeism, quits, waste, rejects, etc. are all high in his section.
Some of these productivity problems exist in the other sections, too,

but to a relatively minor degree. All sections do the same work and have
the same layout, except that William's area is much more crowded so that
Williams doesn't have a separate office as the others do.
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Al Try to counsel your supervisor--—ask him to show more consideration to
the young women.

B. Invent a reason for a reassignment and move Williams to a staff job
where he won't have as much contact with people.

C. Talk to him about his problem and then compliment him whenever you see
or learn of his handling someone in the proper way.

D. Tell Willjams what you expect in the way of standards. Either he gets
his "indicators'" (absenteeism, waste, etc.) up or you will have to take

some direct action.

E. Discuss these productivity and human relations problems with all your
section chiefs to see if some practical solutions can be arrived at.

F. You decide not to move too precipitously. After all, only one of seven
supervisors is a problem, and your outfit overall is doing O0.K.

G. You decide to reassign some of William's employees to the other sectionms,
take some machines out, and build a small office for Williams on the
shop floor.

Problem 3. You are in charge of a factory that assembles electrical appliances
for the kitchen. 1In the last three months there has been a noticeable
drop in quality and productivity.

A. Since this is the first bad quarter in the last seven, you decide to tak
a "wait and see" approach to this.

B. You decide to visit more often with people on the floor and ask them
about things they like to be asked about--the kids, the garden, their
bowling scores. The friendly touch never hurt anyone.

C. You decide to work on some changes in the system--better lighting, new
soldering guns, and giving each worker full responsibility for assembling
a given unit of equipment.

D. You decide to set up several quality circles--these are special units of-
employees to identify productivity and quality problems and to make
recommendations to management about them.

E. You meet with your foremen to find out what people-type problems they
might be having and what can be done about them. You are afraid that
indifferent or overly demanding supervision might not be getting the
employee cooperation you need.

F. You tell your foremen very clearly that production and quality are thei.
responsibilites and you expect results—-and "no ifs or ands about it."

G. You grant praise very clearly and fully to your supervisors and to
employees, too, whenever a job is well done, a quota is met, etc.

Ju
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. roblem 4.

Problem 5.

You are the supervisor of a large warehouse that has a pipe protruding
up from the floor. 1It's a pretty obvious pipe, although occasionally
someone does trip over it. They do this absentmindedly or when they
are in a hurry.

You give people praise when you see them walk carefully over the pipe.

You regularly issue reminders to all concerned about the pipe. The
reminders are especially strong after a tripping incidenft, and you
always have several warning signs on the walls nearby.

Occasionally someone does complain about the pipe, but you always point
out that it is a really big pipe, it is painted bright yellow, and
mishaps are minor, few, and far between--really not a big deal.

You decide to have the building engineer build a platform, ramp-style,
over the pipe.

You call your foremen together to discuss what might be done to be sure
no serious accidents occur because of the big pipe.

You embark on an employee safety program including frequent changes

of posters, reminder notices in pay envelopes, movies, etc. The program
emphasizes safety in general and the pipe problem is mentioned quite
often.

You decide to hold an employee safety slogan contest with a really big
ceremony and cash prize for the 'best" slogan as decided by the Safety
Committee.

Your people leave their lights on in the storage room, tool room, etc.
at close of business, despite repeated requests to help save energy.

You call everyone together and ask for ideas on saving energy.

You give your people strong statements on saving energy. This is done
via a "'pep talk" at a special group meeting, a memo, and a notice
on the bulletin board.

You turn the lights out yourself as necessary; no point in hassling
people about everything all the time.

You give employees feedback regularly, in chart form, on energy use,
costs, etc. You also compliment them on any improvement in costs.

You install automatic controls that shut off the lights in the rooms
in question, five or ten minutes after quitting time.

You follow this procedure that you heard worked in another plant: You
have your assistant turn out the unwanted lights and then send out
"Thank you" memos from time to time, praising people for their cooperation.
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G.

Problem 6.

Problem 7.

You politely request cooperation whenever you come across a ''guilty"
party.

You are the superintendent of the warehouse. Employees from time to
time 1lift improperly and end up with various back and groin injuries.
You can't understand why these injuries occur, since all employees
were trained in the proper lifting procedure six to eight months. You
have six foremen who report to you.

Train your foremen in positive reinforcement procedures--that is, have
them praise a worker anytime he/she lifts properly. But they are not
to criticize poor lifting techniques at all.

Get an increase in budget for some new equipment to help out on lifting
heavy items.

Have Personnel put a reminder notice about lifting in everyone's pay
envelope every so often.

Have your foremen tell their employees in no uncertain terms to lift
properly whenever they see a failure to do it right. You also follow
this course of action.

Call all your foremen together to discuss the problem and to come up with
practical ways of dealing with it.

Instruct your foremen to request the cooperation of their employees in
lifting properly and to remind workers that they could injure themselves.

Show a film on lifting that has some really 'gruesome' scenes in it,
showing the results of the failure to follow proper lifting procedures.

One of your subordinate supervisors has expressed concern about lax
attention to proper dress standards. This is a large customer service
office with regular personal contact by employees with the public.

You decide to call everyone concerned to a meeting to get full employee
input concerning dress--What are the current standards? Do they best
meet the needs of employees and customers? Can we draft a "code'" that
everyone will be willing to live with?

You believe all standards should be observed; on the other hand there
seem to be only a few of the younger employees who take advantage of the

situation now and then. You will probably talk to them when you can get
around to 1it.

You ask your assistant to write a memo to all employees on the problem.
You ask him to cite a couple of complaints from the public that he
presumably received over the phone. The ''complaints" are not real, but
they certainly could have occurred and, in any case, will make the
office’'s concern clear.

b
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Problem 8.

You ask your supervisors to compliment employees whenever they dress
properly.

You call all your supervisors together and make it very clear what the
dress standards are and what their responsibility is in this regard.
You advise them that you expect to make spot inspections on this matter
startings Monday.

You call a low-key meeting of all employees, give them a gentle reminder
of dress standards and the vital reasons for them, and request their
fullest cooperation.

You decide to inaugurate a program of company-supplied outfits ( four
in all), all in good taste, really chic-looking, and interchangeable

so that considerable variety in dress is possible each day and for each
person.

Your boss expects you to deal with a perennial employ relations problem—-
too much tardiness.

You call everyone together and tell them what thg, problem is, what
the rules are, and what disciplinary action you intend to take for
offenders.

You call everyone together, point out quietly that your boss has called
this problem to your attention, and say you would like everyone to
please cooperate so that no one will have to be put on the spot about this.

You issue the usual annual memo about tardiness, absenteeism, use of
public telephones for private business, and the like.

You decide to 'work' on the late-comers by complementing them when they
are early, on time, or even a minute or two late. You tell them you
appreciate their efforts to get here on time. To those who are late
five or ten minutes you express your appreciation for their efforts to
get here because "all hands are really needed aboard."

You decide to recommend a system of "flex-time" to your boss.

You call everyone together to talk about the problem. Your aim is to
see 1f the group can develop standards concerning arrival time that
everyone——employees and management—-can live with.

You decide to rearrange the location of your desk to near the windows

so that you will be in a position to see who is coming into the parking
lot and when, of course.

S\
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Problem 9.

Problem 10.

You are the head of an office that has the constant need to protect
various documents your employees work with. However, of late there

are indications that a worrisome number of people are lax about security
matters.

You feel breaches of security are too important a matter to be ignored,
so you call everyone together and give them a warning--lax security will
be a basis for dismissal, with no exceptions and no further warnings.

You ask the guard to double check all security safes and file cabinets
every night.

You adopt a procedure of complimenting people who put classified
documents into the safe during lunch and at night as opposed to
leaving them on their desks.

You decide to call all employees together to discuss current security
procedures as to their adequacy and to develop such plans for tighter
security as may be indicated.

You beef up security by increasing lights outside and inside the building
tightenin® up procedures on the entry of nonemployees into the building.
improving the system for the registration of classified documents, etc.

You call a meeting of all employees, compliment them generously on their
adherance to all standards and procedures, thank them for their past
cooperation on everything, and in the middle of the meeting give everyor
a gentle nudge about the importance of security.

You call an employee meeting expressly for the purpose of reminding peoj
about security procedures. There is no complaining, no finger-pointing,
and no threats, just an appeal to everyone's mature and "adult" side of
themselves. A short, friendly, and frank question and answer period is
held, too.

You are head of the Operations Branch. You and various members of your
staff are having difficulty getting the cooperation you require from the

people in Finance. The Finance Branch is located in another building
across town.

You take the head of the Finance Branch out to lunch with some frequencv
to really "butter her up."

You get the help of the Training Department to hold a '"confrontation'
session to help clear the air about difficulties--past and present.

Since your boss, a V.P., also supervises Finance, you go to him to get
his help in getting Finance in line.
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D. You call up the head of Finance whenever they do something cooperatively
and compliment her and her staff on it.

E. You let the matter ride, since these things generally right themselves
in time.
F. You work out a move, which is quite possible, to their building, because

a lot of misunderstandings and mix ups are a result of a lack of direct
contact and communication.

G. You start to work actively on improving interpersonal relations with
the Finance people and request your staff tc do the same.

Iy Note to Trainer

After the participants have completed their individual work on the quiz
bout 20-30 minutes) divide them into small groups (3-5) to discuss their solutions.
Allow ome hour for this. Then pass out the scoring sheet. After they complete the
scoring, pass out the "Definition of Problem-Solving Styles" sheet. Then hold
a general discussion of the exercise.

S
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Self-Scoring Sheet

For each of the ten items that composes the quiz, circle the letter that
represents your choice as to the best course of action. Then add up the number
of responses in each column.

Problem T BM S/s HR /D M T/LF
1 B F D E A G C
2 1 E C G A D B F
3 D | G C E F B A
4 E -;. D F~ B G C
5 A D E G B F C
% E A B F D h G C
7 A D G F E C B
8 F D E B A G c
9 D C E G A F B
10 B D F G C A E
Column
Totals

After you have tallied each column, read the definitions that follow. They
will interpret for you your tendency to choose one or more problem-solving styles
in respect to problems involving people.
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BM

§/s

o/D

T/LF

- dogs 1lie,'

Definition of Problem-Solving Styles

is your tendency to operate as a Team Leader. You thus involve your staff in
efforts at group problem solving and group decision making when problems seem
to involve the team.

is your tendency to use Behavior Modification procedures; that is, you provide
sincere praise (positive reinforcement) on proper performance. You generally
do not comment on below standard performance. Also, wherever possible you

use a data collection approach to give people objective feedback on their
performance. Talking with people about the problem may precede the giving of
praise and/or data about performance.

is your tendency to approach problems in a Situational/Structural context;
that is, you try to change the situation or system as opposed to attempting

to influence people's behavior directly (e.g., via various lectures, coaching,
memos) .

is your tendency to use Human Relations approaches, which means you try to
elicit cooperation by talking things over, being firm and fair, creating an
adult atmosphere of mutual respect, etc. Your concern for people may ,gexceed
your concern for production, at times.

is your tendency to lay it on the line in a Direct/Directive way. No nonsense,
no timidity, no hesitation, but "damn the torpedoes, full steam ahead" is

your philosophy and way of acting on a problem. Firmness gets both respect and
results.

is your tendency to get results through Manipulation of people. This is often
a less—than~direct approach and at times even a bit less than honmest. By
outmaneuvering people or 'finessing the situation,' you get results you want
and avoid a lot of confrontation, complaints, etc.

is your tendency to be Tolerant/Laissez Faire of people and situations. You

certainly don't want to confront people, and you believe in "letting sleeping
' since situations often work themselves out.

The Winning Trainer, Julius Eitington, 1989,
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APPENDIX 24

MY STYLE AS A MANAGER
Instructions to Trainer

Have participants complete the following quiz and then assign them to groups
of three or four to discuss their results.

Most participants will probably recognize that a pattern emerges from the quiz:
that is, certain answers define one as '"Theory X" and others as "Theory Y." If
you wish to provide participants with a '"score card," you can give them the follow-
ing data:

Theory X: Items la; 2a; 3b; 4a; 5b; 6b; 7a; 8b; 9b; 10b; 1lla; 12b; 13a; léba;
15a; 16a; 17b

Theory Y: The opposite of the above

Rather than cite a numerical score a& to what constitutes Theory X or Y, suggest
that participants look for tendencies--that is, whether they are mostly X or mostly
V. 1If someone is in the middle, it would seem to indicate that a clear-cut manage-
ment philosophy has not as yet developed.

Note: Some individuals may complain about the forced-choice format. All you
can do is agree that, yes, it is hard to choose in certain cases. But that is the
purpose of this format--to force ome to declare oneself by choosing between two
possible alternatives.

It may be desirable to make the perhaps obvious point that the quiz
points up one's philosophy of management. It does mnot necessarily reflect one's
on-the-job behavior. 1In our culture Theory Y behavior is widely espoused: its
practice is not as widespread. Hence, considerable self-deception may be at work
here.
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APPENDIX 24 CONTINUED

MY STYLE AS MANAGER

Quiz

For each of the 16 paired statements below, select the one item in each pair
that best fits with your attitudes and philosophy of management. There are no
right or wrong answers so just choose the omes that make the most sense to you.

In some cases it may be a bit difficult to make a choice. If so, just pick the
one item of the two that is more acceptable to vou.

You will have a chance to discuss your answers with other participants in this
program. :

1. a. All of us have our limitations due to heredity, background, experience, age.

b. People are in a constant state of becoming; they are continually growing,
learning, adapting.

2. a. For most people the big motivators on the job are money and status.

b. ®I see people as motivated by many work satisfactions: pride in accomplish-
ment, a sense of contribution, new challenges, a worthwhile association,
and the like.

3. a. It is important to me to supervise my employees so that there is a strong
bond of openmess and trust among us.

b. I believe it is essential to supervise my employees so that the usual
manager—subordinate relationship is properly maintained.

4. a. I expect people who work for me to exhibit the fullest degree of loyalty.
This is something every employee owes his/her employer.

b. I expect people who work for me to have full opportunities for the exercise
of their creativity. If they receive this opportunity, I don't need to
worry about their loyalty.

5. a. My job as a manager is to encourage subordinates to develop goals to which
they can fully commit themselves.

b. As a manager my job is to establish goals that are clear cut so that there
are no misunderstandings about what, when, and how much are expected.

6. a. I find that people prefer work assignments that keep them alert, growing,
and challenged.

b. I find that people prefer work assignements that have clear-cut limits and
do not make too great demands on their capabilities.
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APPENDIX 24 CONTINUED

10.

11.

12.

13.

14.

The job of a manager is to so manage that mistakes and errors are kept to
a bare minimum.

The job of a manager is to encourage maximum freedom in the performance
of one's tasks.

I see employees and managers alike as people who have the potential to
create and contribute for the betterment of the organization.

I find that much of the drive and creativity in an organization comes from
its managerial group.

I find that people respond positively to praise and recognition. Hence I
am liberal in granting it.

One can go overboard in praising people, for it can all too easily be
misunderstood and backfire.

I find that people in organizations are seeking opportunities for self-
direction, prefer limited guidelines, and wish for real opportunities
to participate in decisions wherever they can. L

I see people in organizations as quite content to follow directions from
capable leaders who assume responsibility for results.

I believe it is important to select capable people, to expect a full day's
work for a full day's pay, and to treat your employees in a firm and fair
way.

I see myself as a person who is responsible for tapping potential and
unleashing creativity in all my subordinates.

People require the fullest possible communication to carry out their jobs
and to feel they are part of the team.

Information is a tool and a resource for the manager. To over-do its
dissemination is the mark of a weak manager. - -

My job as a manager is to prescribe duties and responsibilities clearly and
fully.

I prefer to assign tasks in a general way so that my employees have consid-
erable leeway in carrying out their assignements.

The best motivators are firm and fair treatment, adequate pay, and clear-—
cut rules about discipline.

The best motivators are praise, close relationships, and constantly chal-
lenging assignments.
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APPENDIX 24 CONTINUED

15. a. People who work for me know where they stand in the way of assignments,
pay, and promotion.

b. People who work for me expect to be "turned on" by freedom in executing
their assignments.

16. a. The job for any manager is to supervise so that employees' natural
resistance to change is overcome.

b. I see employees welcoming change provided that they have been involved
in initiating that change.

17. a. I find that it is far more desirable to comment on tasks that are done
well than to call attention to mistakes.

b. I believe that it is essential to call attention to errors, even small ones,
lest these mistakes turn into ingrained habits.

The Winning Trainer, Julius Eitington, 1989.
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IIOYEMY PO.JIb IIPABJEHUX BEJTHKA?

dddexTurnoe [IpaBnenue 06s3aHO:

e IIPEAJIOKHUTH CBOIO KOHIIENIINIO OpraHU3aluUuN

e paspaboTaTh M YTBEPAUTH NMOJUTHKY U 1ieu paboTbl
OpTaHU3aIuU

® DPYKOBOJUTDH CTPATETHIECKUM ILJIAaHNPOBAHUEM

e 00ecrmeyuThb BBICOKOE KAa4eCcTBO pabOThl PYKOBOACTBA
U IITaTa

* IPEeAYyCMOTPETHh YUeT U XOopolllee yIIpaBJeHNe
pecypcaMu OpraHu3alliu

e YCTaHABJUBATDh CBSI3U C KJIIOUEBBIMH JIOAbBMH B
IIPaBUTEJIbCTBE, YACTHOM CEKTOpe U JOHOPCKUX
OpTaHU3alUSIX

® HAXOMHUTh CPEJCTBA U APYTUE PeCcypChbl

e o0ecreuynBaTh 3aKOHHOCTb (DYHKIMOHUPOBAHUA
OpraHu3aluu |



Kourpoasnsiit jucr 2. - Craauu pazsuruda Ilpasienns

Craausa 1: CoBepmencreosanue 3uanuii o pa3suruu llpaBaenus

Omnpenennre NCTOYHUKYU pa3BuTus IIpaBnenus, ¢popmuposanus y uieHoB Ilpapnerus
OCO3HAHUS
KJIIo4eBoit posiu IIpaBieHus B OCyLIeCTBIEHUHU Liesell pa6oThl opranusanuy. Msy4dure:

0 @yukuuu [IpaBnenns O Metoanl o6yyenus uneHoB [IpaBieHus
O Komureros 3 Pomu u obs13aHHOCTU

O 1oJI2KHOCTHBIX JIHI] O 3acegaHus: YTO M Kak

O OTHomenus Mexnay IlpaBieHueM u

TIEPCOHAJIOM

Cramus 2: Cosnanue crpaterun pa6orsi IIpariienus, CTpyKTypsl H CIIOCOOOB yIpaBIeHUS
paboTOii opranu3anuH.
o

KaoueBbie CTpPaTETruy BKJIIOYAIOT:

(1 Ynenckuii cocras IIpaBienusi, ero pasMepsi, KpUTepUH BbI60pa, CPOKH IMpeObIBaHUA B
JIOJIKHOCTH,

BBIGOPBI.

(0 Pacnpenenenue poJieit 1 ob6s3aHHOCTelt IIpaBieHns Mo CleAyIONIMM HalpaBJICHHAM:

BHeIIIHUe CBA3H
IIepCOHaJ

c6op doHAOB
yIIpaBJieHHEe pecypcaMy

HampaBJieHue pabOThl U IIOCTAHOBKA IleJiell
OpraHU3allMOHHasA CTPYKTypa

OlleHKa / IepecMOTp IIporpaMM
cTpaTernieckoe ILJIaHUPOBaHUE

Onpenenenne cTpyKTyphl No/ipasyMeBaeT HasHaueHHeE:
O Ynenos IIpaBieHus
O Cosganne xoMuTeToB lIpaBiieHHs: UCIIOJIHUTEIBHOTO, (PMHAHCOBOIO, IO TIEPCOHAY H T.A.

‘HpOIIEJ.Iypr BKJIIOYAIOT:

I'paduk pa6oter IIpaBieHHs B pacnucaHHe IIpoBeleHus s3acefanui lIpaBienns
KoMmMyHuKalus ¢ epcoHajioM

Pa6ota xoMuTeToB

ITponenypsl n3bupanus 4seHoB IIpaBieHnusd U VcnoJIHUTETbHOTO JUPEKTODA

aoag

(IIpodonxenue na credyiouield cmpanuye)

<



Cragusa 3: MopMupoBaHHe MOHMMAHM KOHLEIIMY OPraHH3alUU U NPOTPaMM YJIeHaMH
IlpaBaenus

3JTo JJIATEN H 11 pouecc, B KOTOp H CJeAYET BOBJIEY KaK HaCTO HX, TaK U 6yl[y Hx
YJICHOB HpaBJIeHI/I . I[OJDKHOCTH € JHula W IIepcoHaJI JOJIXKH !

(0 peryJ pHO HPedOCTaBJ T OTYET O paboTe MPOTPaMM. -

O npenoctaBa T BO3MOXXHOCT uienaM [IpaBieHn BcTpedaT ¢ ¢ KJIHeHTaMH nporpamM. Ha
craguu pasputu , IIpaBaenue komnanuu Tulay Sa Pag-Unlad npakTukoBano opranusanu
BCTPeY BCeX HOB X KJIMEHTOB C, KaK MMUHHMMYyM, OAHUM 4yeHoM IIpaBieHu .

O opraHusoB BaT obyya uWe 3aH TH AJ 4neHoB lIpaBieHM c IeJ O3HAaKOMJIEHH WHX

C KJIHEHTaMH, METOAUKOM paboT , CTPYKTYpoil KpeAUTH X mporpaMM u T.11. [loxo6H e

o6yya He TIPOTpPaMM CIIOCOGCTBY T CHJIOYeHHOH agp¢eKkTHBHOH paboTe uieHoB IlpaBienu .

Cranus 4: lipusnanne gesteapnoctn IpaBieHNs M BKIOYEHHE €TO B KYJAbTYPHYIO
IporpaMMy OpraHM3anuH.

[ToguepkHyT 3HAYUMOCT XOpO ero npezicenarea Ilpasienn .

Omnpenenutr crnoco6 Moo peHM U NPHU3HAHU BKJaJa OTAe] H X 4jeHoB llpaBieHu .
Beectu useHoB [IpaBjienn B Kypc o6 eCcTBEHH X JeJ.

Yuut BaT motpe6HOCTH YyeHOB lIpaB/ieHy INpH IJAHMPOBAaHUM OTA Xa.

gaoad




Paapa6orka cucteMsl oleHkn gesreabnoctd [IpaBjienus u ero poTanuH.

Ha cragnn pasputd KoMmmanuu IIpaBieHue 3aH TO YcCTaHOBJIeHHeM Iiejieil paboT
opraHusaiuu, ¢QopMHUpPOBaHMEM ee KOHIENUUU U OINpeleseHHeM OCHOBHOH cTpaTeruu
Je Tesa HoctH. Ha craguu coxpaHeHM [IOCTUTHYTOTO YPOBH , BC OpraHusaliMoHHa pabora
YK€ 3aBep eHa M BOJHEHM II0 3TOMY TIOBOAY YJerJuc , Telep , IEepPCOHAN MOXeT
acddexTiBHO GYHKIMOHUPOBAT U NPHU MUHMMasJ HOM KOHTpoJie cO cTopoH Ilpasienn . Uem
’Ke ocraerc 3aHMMAar ¢ IIpassienu ?

DaxTHYecK! Xe, U Ha JaHHOM 3Tamne [IpaBieHue mpojoJi’kaer UrpaT KJ 4eBy , XOT H
He HacTo Ko 3¢ddeKkTHy , pon . Hiske npuBefieH HeKOTop e 3ajadu, CTO He Iepeq
ITpaByienneM Ha JaHHOM 3Tare:

e Ciaeauth 32 HEU3MEHHOCTBIO KoOHUemuu: IIpaBirenue BJI eTC  OpraHOM,
OTBETCTBEHH M 3a co0JI JeHHe M TMojJiepXKaHue KOHLENUUN Je TeJl HOCTHU OpTraHu3alluH.
CoTpynHuKU OOJDKH O T OTBETCTBEHH 32 COOJI IeHHEe OCHOBH X IleJlell OpraHM3alluu.
Hos e mnpeanoxenu  [go/mxkH — paccmarpuBar ¢ IIpaBseHmeM B cBeTe  KOHIENIHU
OpraHU3alliU.

e (DunaHcoBslii KOHTPOJAL: [IpaBieHre oTBeTCTBeHHO 32 (DUHAHCOBY I1€JIOCTHOCT
opranusanvu. IIpaByieHne cieqUT 3a BeJleHNEeM M CBOeBPeMeHHOil noaadeil otueroB. Bo MHorux
cayda x, IIpaBjeHNe Tak)Xe OTBETCTBEHHO 32 IIpPUIJIa eHHE CTOPOHHMX ayANTOPOB JJ4
n3ydend QUHAHCOBOHN JOKYMeHTallMu U (PUHAHCOBOTO KOHTPOJ [le TeJ HOCTH OpraHU3allui.

e IlepecmoTp cTpateruii u mnpoueayp: Vcxonn it maker crpaterwit u mpouexyp,
COCTaBJIeHH # Ha CTaJUM PasBUTH , JOJUKEH IlepecMaTpUBAT C , IIOCKOJ Ky Telep OH
JIOJ>KEH COOTBETCTBOBAT [e TeJ HocTH Oojiee 06BEMHON ¥ yIOp HOYEHHON OpraHM3allMH,
Koell OHa BJI €TC Ha CTaJuy cTaHOBJIeHU . [Ipu paspaboTke [aHH X MPOIEAYpP M CTPATETHii,
IIpaBiieHre MOJIKHO COTPYAHUYAT C IIEPCOHAJIOM.

e Coéop donno: C6op ¢OHIOE MOXKET NPOBOAWT ¢ wieHamMu [lpaBjieHn B
coTpyaHudyecTBe co TatoM. UYsen IlpaBjieHM MOTyT MCIOJ 30BaT CBOM JIMYH € KOHTAKT
B objlacTu 4vacTHOro Gu3Heca WJKM /U KOHTAKT B IIPaBMUTEJ CTBEHH X OpPTraHU3aIu X, AJI
obecrieyeH (UHAHCHPOBAaHM M Pa3HOOOPa3sHOCTH UHAHCOBOH 6a3 .

e Mnumnuartupei: IlpaBieHre MOXeT TakXe OKas BaT MOAJEPXKY II€PCOHAIY,
B IBUTAa €My WHHOBAIIMOHH € TIPEJIOXKEHU , YCOBEp €HCTBYy Me paboTy mporpamm.
IIpuMepoM MoryT mnocixy>XuT 4jieH IIpaBneHN , KoTop e CIOCO6CTBY T YCTaHOBJIEHH
CB 3elfl MeXAy MUKpO-TIPeJIpU TM MU M KPYNIH MM KOMIIaHM MU, WJU 4jeH llpaBijeHH ,
KOTOp € MCIOJ 3y T CBOM KOHTAaKT C APYIMMU KOMIIaHM MY, IJI TIOMO I B OPraHM3alHU
IIPOEKTA, HaMpPaBJEHHOTO HAa pe eHue HEeCcKoJ KUX 006 eCTBeHH X NpobJjieM OTHOBPEMEHHO
(Hamp. Kpeaut , 34paBoOXpPaHEHHE, O6pa30BaHKUe, CAHUTAPH )

IMonnep>xkaHue BOBJEYEHHOCTH M HHTepeca IlpaBjeHu Ha [JaHHOM B3tare TpeGyeT
HaJaJKIf Ccllenual Holl CTPYKTYP 1O [IOCTHXKEHHW MaKCHMaJs HON TNPOAYKTMBHOCTM BKJIaJa
IIpaBsenn , oTpabGOTKHM CHUCTeM TMOJOTYETHOCTU OTZed H X 4seHOB IIpaBjieHH , co3naHu
MeTOZI0B BoccTaHOBJIeHH 3¢ deKTUBHOCTU paboT IIpaBieHu B HOBOM COCTaBe.

Crpykrypa: Bo mHorux opranusanu x lIpasieHuwe mojpaszesn eTc Ha KOMUTET [IJI
Toro, yto6 usen IlpaBjeHu Morsau npo BUT ce6 B TOH 06JacTH, B KOTOpOil oHU Hanbosee
koMneteHTH . Cpean 06 enpuH T X  KOMUTEeTOB:  (UHAHCOB i1, KpeauTH #1  (a
pPAcCMOTPEHHM  KPYMNH X  3aiiMOB), KOMHTET 10 TIlepCOHaly, 10 c60opy OHAOB W
HCTIOJIHITeJ H M KoMnTteT (1 pe eHu BompocoB I[IpaBJieHH MeXAy €ro 3aceJaHd MH).
KoMureT MoryT B IOJTH T KpaTKocpouH e o6 3anHocTu [IpaBnenn , He Tpe6y He yacT X
3acepanuii IlpaBsieH1 B NOJHOM cocTaBe.

=



IMogoTueTHOoCTH: MHOTME OpraHU3allMy YCTAHOBWJIM, 4YTO OHM MOTYT CHOCOGCTBOBAT
6osee addexTuBHOIt Oe Tea Hocty IIpaBieHr  yepe3 co3gaHuMe HEKOTOPOTO  CIIMCKa
Tpe6oanuii (craHgapToB) AJ usieHOB IIpaBieHM ¥ COOTBETCTBEHHOH OIIEHKU /€ TeJsl HOCTH
[IpaBjeHH B COOTBETCTBMM C 9THMU craHzapraMu. [Togo6H e tpe6osann (craHmapt ) MoryT
6 T copmynaupoBan u camuMm lIpasienuem.

Poranus: Temn u ypoBeH adgdekTuBHOCTH paboT Bcero [IpaBjeHn MOXKeT 3aBUCET OT
6esneiictBn  oaHoro uiena IlpaBaenu . OpHako, ¢ Apyroil CTOPOH , CJM KOM aKTHBHA
BOBJIEUEHHOCT JPYTHUX 4jeHOB IIpaBjieHM MOXeT NMpeXAEeBPEMEHHO OXJaIUT WX WHTEPeC K
pa6ote opranusaivu. B cB 3u ¢ atuM, [IpaBiienve HOJKHO B paboTaT MeXaHW3M MCKJI YeHH
6e3neiicTBy ux useHoB IIpaBmennm u opranusaimuy 6oJiee M TKOTO pexmuMa pabor I
Hanboslee AaKTHBH X €ro 4ieHOB Bo u36exXaHWe 3MOLMOHAN H X Cp BOB. Bo MHoOrux
IlpaByienn X AanHa mpo6jeMa pe aeTc MyTeM CO3JaHM CHCTeM poranud. B KoMmanuu
TSPI Ha @umunnuHax, yieHoB [IpaBaeHu wu3bupa T Ha 3-roauy i cpok. Uisen Ilpasienn
MoxeT 6 T Tiepen36paH MOBTOPHO, B CJydae COOTBETCTBH CTaHAApTaM, YCTAaHOBJEHH M
IIpaBnennemM. Ilo ucTeueHMM ABYX MOCJHENOBATe H X CPOKOB Ipe6 BaHM B HOJIKHOCTH,
yneny llpaBieHn Heo6XoaMMO B TeueHHMe roja He cocrto T B IlpaBiieHuu, mocjie uyero 4jeH
IIpaBieHn uMeeT NMpaBO CHOBA y4yacTBoBaT B B 60pax Ha HOB H CPOK.

b
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HAUATHOCTHUYECKAS AHKETA JJISI OUEHKH
VMHCTUTYUUOHHOI'O PA3BHUTUA
HEKOMMEPYECKOUM OPTAHM3 ALV

Ha ocnoBe onsiTa CEMMHAPOB MO  MEHEMKMEHTY  HEKOMMEDYECKHUX
OpraHH3aliHii, MpoBOAMMBIX B 'pamkax IIporpammbl [Tommepsxd OBIECTBEHHBIX
HMHHUMATHB, H3y4YEeHUS OTEYECTBEHHBIX M 3apybexHblX nocobuit, HabnomeHus 3a
MOBCEAHEBHOH [eATEIbHOCTBIO DPOCCHHCKMX HeKOMMepueckux opranuzaumi (HKO),
Orita paspabotaHa [HAarHOCTHYeCKas aHKeTa Ul OLEHKH ypoBHsS pa3suTHa HKO u
ee NporpaMM.

KoHuenuus JAMarHOCTHKH HEKOMMepYecKoil OpraHH3aluu OCHOBaHa Ha
BbIJENIEHHH JIBYX OonbUIMX TPYyNM KpUTEpHeB: "BHYTPEHHMX', OTHOCALIMXCA K
COBEPLUEHCTBOBAHIHIO cTpykTypel  HKO, H "BHEWHMX", XapPaKTEPH3YIOLIHX
B3aMMOIEiiCTBME OpraHM3auuu ¢  OKpyxKawuleil cpenod M 3QPEKTUBHOCTbL €€
NpOTpPaMM. [To HamieMy MHEHHIO, 3TH [IBeé CTOPOHbI OJHOIO [potecca - T.H.
"MHCTUTYUHOHHOTO Pa3BHMTHA" - HEPaspbIBHO CBA3aHbLI Pyl C APYIOM H OILHHAKOBO
3HaykMMbl. Iloka3saTenu KaOOrO THNA TMpPEACTaBAAKT COOOH WIKany € YEeTbIpbMHA
ypOBHAMH oileHKH - oT | ;mo 4. (IIyHKT 4 cooTeercTByeT HauboJjee NMPOLBUHYTOM
OpraHH3aLHH). .

PaspaboranHas aHKeTa aABiseTcd 3(PPEKTHBHLIM HHCTPYMEHTOM  BbIABJIEHHHA
notpebHocTeld, nnaHuposaHHs M oueHkH 3ddextHBHocTH HKO. Ee Takke MOXHO
MCMOJb30BaTh Ui MOCTPOEHHA "npoduia” opraHulauum U pa3paboTKH CTPRTErHH H
KIIOYeBbIX HanpapieHWH pa3BuTHsA. C 3TOH UeIbI0 3KCIEPTY NPEACTOHT BbIOpaTh IO
Ka)KOOH LiKajle onucaHue, Hanbosee TOUHO ONpeaeidAroulee peailbHOe NoN0KeHHe Jel.
BrnonHe B0o3MOXHO, 4TO 1o HekoTopbiM wwxanaM HKO npoaeMOHCTPHpPYET NPH3HAKH,
OTHOCAUlHMEecs K  pas3iaduyHbiM  nyHktaM. (Bpax JaM  cyulecTByeT  HiuealjibHas
HEKOMMepYecKas OpraHH3allisi, KoTopad Morja Obl OLleHHTb ceBs Mo Belcuiemy Oamny
0 BCEM LIKataM ). 3To o3HayaeT, uTo HKO, koTopasa LeneHanpaBiIeHHO 3aHMMAeTCs
CBOMM Da3BHTHEM, MOKET BBbIIEIHMTb KJIIOYEBble HanpasieHus "padoTel Hag coboii".
PazpaboTaHrag MeTOZWMKa He MpelHasHayeHa a4 cpaBHeHHA pasauyHbix HKO
MOCPEACTEOM MEXaHMYECKOro CyMMHpOBaHHs 6ani10B M BbIACHEHHA, kakasg u3 HKO
"myqwe" ui "xywe". Kaxnas oprasHsauis yHHKaIbHa, Y Kaka0H eCTh CBOH CHIIbHbIE H
cnabble CTOPOHBI, H Kax1as BbIGHPaeT B0 COOCTBEHHYIO CTPATErHIO Pa3BUTHA.

IIpeacrapisercs, 4TO JaHHOE nocobue MOriao Obl ObITh MOIE3HBIM LJIA

3KCMEPTOB M KOHCYJAbTAaHTOB, paboTawuiMX B TPETbEM CEKTOpE - A1d
JHarHOCTHMKH OPraHH3aliii M OUEHKH H3MeHEeHMIl, MPOHCXOAAWHX B HEH C TeueHHeM
BpeMeHH4 {KaK COCTaBHas 4YacTb CEMMHApa NO HHCTHTYLHOHHOMY Pa3BMTHIO);

nuaepos HKO, 3aHHTepecOBaHHbIX B pa3BHTHH CBOMX OPraHH3aUMil M TOTOBbIX
MPOBOIHTH cHcTeMaTHyeckyro paboTry mno Bnifopy cTpaTerHd W KIKOYEBbIX
Hanpap;IeHuil i noxazaTenell Pa3eHTHA HA OCHOBE CTPYKTYPHPOBAHHOH METOIZIKH.

[Tpeziaraesblii a79 OUEHKH opraHH3audH Habop KpWTepHeB MOReT ObITb
ajanTHpOBaH B KaxXiAOM KOHKDPETHOM Cjydae B COOTBETCTBHH C CIHELH@HWKOH
OpraHM3auyy HIH HaMEpeHHAMI{ KOHCYJIbTAHTA. HeobxoaHyso OTMETHTL, UTO

- JHACHOCTHYECKAA AaHKETA ABJIACTCA NTHIUb_OA HOM 13 MHOTQUYMCAEHHBIX METOAHK OLICHKH

YPOBHA HHCTHTYUHOHHOI O PA3BHTHA.

KOOPJHHaLLHﬂ p860T no CO344HHIO HHCTPpYMEHTApHA OCYLUECTB/A.1ach DoHaoM

MexAyHapoaHoro napTtHepcTsa "KayHTepnapT' COBMECTHO C  DPOCCHHCKHMH H
aMEDHKAHCKIIMIT KOHCYAbLTAHTAMI, a TaKKe C JIJEepaMi DOCCHICKHX OO ECTBEHHbBIX
opranuzaiiii, B pamkax nporpammbl "[Moaaepxxa Obwecrpennsix Mununaris" (npi
nojiaep:xke ATEHTCTBA MexkAyHapoaHoro pa3sHTHs CIIA).
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1. CosepuienncTBoBanie BHyTpeHHero yerpoiicrsa HKO
(ynpaBJjienne JesiTeJIbHOCThIO OPraHH3auHH, KyJ1bTypa pabouux oTHoweHHil,
dHHAHCBI H pecypcehl) -

A. Muccus, cmpamezus, 3adaunu

I. Muccus HKO He chopmynupoBaHa. B oTBET Ha BOMPOC, Ye€M 3aHHMaeTcd
OpraHu3all¥g, €€ DYKOBOOWTENL HAyHHAeT JUIMHHOE M MpPOCTpaHHoe
repeyuciieHHe MHOTOYHCIIEHHBIX HanpaBeHHH AeATENbHOCTH.

2. Muccua  HKO copmyanposaHa, OXHaKo crpaterus He paspaborana.
PyxoBomuTeNlb OPraHu3alMi HHTYHTHBHO CTaBUT IEPEN COTPYAHMKAMH 3aJla4H,
CBA3aHHBIE C OCYLUECTBJIEHHEM MHUCCHH.

3. Muccus HKO chopmynHporaHa W 3amucaHa, pPYKOBOJHMTEIIO H3BECTHA
CTpAaTeryus ee OCYUIeCTBIIEHHS, & COTPYRHHUKaM - HX 3adayy. OfHaKO COTPYIAHHKH
OpraHM3alMi He TIOHWUMAIOT, KaKylo posb HrpaeT WX pabora B ofuieM
CTpPaTErH4YEeCKOM 3aMBbICIIE. :

4. Bce corpyaHuxkd HEKO  3Ha00T, B 4Y€M COCTOHT MHCCHA OpraHu3alMi,
MOHHUMAIOT CTPATErHIO €€ OCYLECTBIIEHHS M 3HAIOT, KAKHe 3aJlayl, B KaKoH CpoxK

U 3ayeM UM HeoOXoIOHuMOo PCIIMTD.
"

B. Ipoyecc naanuposanus deameasHocmu

1. JlesaTenbHOCTL OpPraHM3allMM HHKAK He fuiaHupyercd. OHa COCTOMT M3
"TeKy4YkH" H HEMOCPEACTBEHHOI peaKLMK Ha BHELHHE COOBITHA.

2. Pyxosoautens, HKO coznaer rutaHs! padoTel, COTPYAHMKH MPETBOPSIOT HX B
M3Hb. OpraHH3alMs PEeryiIIpHO OLEHHBAET PE3YAbTaThl CBOEH paboThl, OAHAKO
OHM HHKaKX He CBS32HbI C MPOLECCOM [L1aKHpOBanuA. ¥HOrga HOCTHIHYyTblE
pe3yNbTaThl NMPH3HAIOTCS YCMEWHbIMH, NMPH 3TOM HMIHODHPYETCH, YTO OHM He
COBIMaJaroT C 3anjaaHHPOBaHHbIMH.

3. ILuxst gearenbHocTH (OT BhISBIEHMA NOTpEeOHOCTEH JO OLUEHKH pe3y;ibTaToB)
OCYLIECTBN%ETCA, HO B HenosHom BapuadTe. OTCyTcTByeT nHOO BbiABIEHHE
norpebrocTei, Mi60 OleHKa pe3ysibTaTOB, NIaHHPOBAHHE OCYUIECTBIAETCA OT
ciyyas K ClIy4aro, HarpHMep, NPH HanHCcaHWH 3asBKH Ha [PaHT.

4, Cotpyanuxk HKO  perynspHo 3aHHMaloTca BblsBileHHeM noTpebHocTell
NIGHUPYIOT CBOKX HEATEALHOCTb Ha OCHOBE MOAYHYEHHbLIX JAaHHBIX, PEanH3YIoT
HaMeyeHHble TIJ1aHbl W OLEHHBAKT  DE3yJbTaThl B  COOTBETCTBHH C
3anJaHHpOBaKHOI NpoLeaypoH.

B. Cobatodenue 3axonos u unstx 00Kymenmos, peeyaupylouux deametsnocmo HKO -

1. JIngeps! 1 cotpyaHikyd HKO He HMEIOT MOHATHA O 32KOHAX, PErYIHDYIOLIHX
HX neaTenbHocTh Kax yieHoB HKO u gesreasnocts canoii HKO.

2. JlnpepaM M COTPYAHIKAM OpPTaHH3aliH H3BECTHO COIEPKAHHE 32KOHOB,
MOCTAHOBJIEHHIT H MHbLIX PETYIHPYIOWHX TOKYMEHTOB, HO OHM He COONKOAaT
3TH NOJOXKEHHA H/1IH  MOJb3YIOTCA HeOoGHUHANLHBIM MOKPOBHTEILCTBOM
MECTHbIX OPTFaHOB BJACTIH H/H NPABOOXPAHHTEILHLIX OPIaHOB.



3. HH}lﬁpr M COTPYAHMKH OPraHM3alLMK BbIMOJHAKT BCE MOJOXKEHHA 3aKOHOB H
NpaBHJid, OAHAKO MX H3YYEHI{C ABNIACTCAH C.Uy‘«laﬁHblM M HE3arJJaHMDOBAHHbBIM.

4. JInupeps! ¥ cotpyvaHikd HKO cobnioaaoT Bce 3aKOHbI, NOCTAHOBAEHUA M
MHCTPYKUMH, CTPEMATCA HE MpPONYCTHTh BbIXOA B CBET HOBBIX JOKYMEHTOB,
NPeANnpPHHHMAKIOT HEOOXOAHMbIE YCHITHS, YTOObI NpPEeIOTBPATHTL BO3HUKHOBEHHE
HEMOHUMAHHA HWAH KOHQJIMKTOB C  MECTHbIMM OpraHamMd BIacTH  HIH
NpPaBOXPAHHTENbHLIMH OPraHaMH.

I'. Ilpo3paunocms u omxpsiniochis

1. Hukto, xpome pykosogurens HKO, He rnoHHMMaer, Ha KakHe CpencTsa
CYUIECTBYET OpraHu3auusa. KIMEeHTbl He 3HAaKT, KaKHe YCIYTM OHH MOLYT
nonyuuTs B HKO u Ha kakux ycnoBusax. JokymeHTauus GakTHUECKH He BEIETCS.
PyKOBOIMTENb CUHTAET, YTO HESATENLHOCTb OPTaHU3ALMK - €ro JIMYHOE JeNOo, 3a
KOTOPOE OH\OHa HH Mepes KeM He HOJKEH OTUHTHIBATLCA.

2. B cootBerctBHM ¢ TpeboBanusmu poHopoB HKO npenocraBniser OTYETHOCTS,
HHOrZa  nojsepraercs ayaAMTOpCKMM nposepkaM. OnHako pykoBoacrso HKO
CYMTAET TNONOOHYI npouenypy o0y30H, KOTOpPYK IDHUXOAMTCS TepneTb s
NoJIy4yeHHUs QuHaHCHpoBaHHA. Benercs Oyxranrtepckuit yuyer. OTYETHOCTH IO
nporpaMMaM OCYLIECTBISETCA HEPErYISIPHO, N0 Mepe HeOOXOMHUMOCTH.

3. PyxoBoauTend HKKO HauyMHaOT NpeanpuHMMaTbt KOHKDPETHbIE HIard Io
NpHIAHHIO OpraHH3auuy nybAWYHOIO xapakTepa, CYMTAs 3TO HEOOXOZUMBIM
YCIOBHEM TOCTPOEHHA MapTHEPCKMX OTHOLIEHKH C KIHMEHTaMM, KOJIJIeraMu M
nosopaMd. HKO pobporonbHo npuHkMMmaer Ha cebs  obs3aTenbcrea
NPHAEPKUBATLCA TNPHHLMNOB OTKPLITOCTH H NPO3PayHOCTH, OZHAKO 3TO
OTHOCHTCHA TOJbKO K NPOrPaMMHO#, a He K PHHAHCOBOH JOKYMEHTAL K.

4. CotpyaHukaM H kiveHTtaM HKO u3BecTeH ee OrKeET, MOHATHBl HCTOYHHKH
d1iHaHCHpOBaHHKA, KOHKDETHble pe3yabTaTbl [JAEATEIbHOCTH M  BbIBOAbI
ayAHTODPCKHX NMpoBepok. OHH NMPHHHMAIOT HeNOCPEACTBEHHOE YYACTHE B OLIEHKE
3THX PEe3yNbTAaTOB H B NAAHHPOBAKHH Dr0AKeTa. YCIOBUS NPENOCTABICHKS YCAYT
odopmieHbl B nuceMeHHoM Buge. HKO pexknamMupyeT CBOK [AEATEILHOCTS,
PEryJjIfspHO nyOAHKYET nOAPOOHbIE OTYETbI M CTPEMMTCS BOBJIEKATb MECTHOE
cooOLLecTBO B CBOK AedTelbHOCTb. OpraHusauns npegoctasigeT gpyrum HKO
JOCTYIN K HapaboTaHHbIM TEXHOJOTHAM K cOOparHOi HHPOPMaUHH.

. Cogem dupexmopos

1. CoseT alipexTopos (HMAM aHaJOTMYHBbI OpraH) OTCYTCTBYET, PYKOBOAMTE/IH
HKO He oco3HarT HEOOXOOMMOCTH €ro cO31aHMA.

2. CoBeT OHPEKTOPOB HMeeTcs. B Hero BXOAAT PYKOBOAMTEIM OpraHu3almH,

-xorterd w3 apyrux HKO, uspecTHble moad ¢ "rpoMKHMH" MMeHaMH. HieHbl
Cosera noayyaroT HHbOpMAUHOHHBIE nakeThl (OIO/JETEHH) O AEATEIBHOCTH
OpraHH3auiH ¥ HMEOT HEKOTOPOE MPEACTaBIeHHE O TOM, YEM OHa 3aHHMaeTCH.
Pyxosogutent HKO wnroraa ofpawatorea K ynedam  Cosera 32
KOHCY/IbTALHAMH.

3. CogeT aipexTopos (QyHKUMOHHPYeT . OH COCTOHT B OCHOBHOM H3 3KCIEPTOB
MO pa3fiHyHbIM acnekTaM aeareabHocTi HKO 1t 3secTHbIX ntoxeii ¢ "rpoMxkumu”
umeHaMu. CoserT cobipaeTca PeaKo W Ha CBOMX 3aCElaHHAX pAcCMaTpHBAET
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OTHYET p_‘,’KOBO,ﬂHTC)’]Cﬁ OpraHM3alHn. P)/KOBO,ZIHTCIIH OpraHM3zalH  4acro
O6an_l810TCH K Y)ieHaM coBeTa 3a KOHCYNbTAaUHAMH.

4. CoBeT IUPEKTOPOB ABIAETCA aKTHBHO AEHCTBYIOLIMM OpraHoM. B Hero
BXOAAT KJIHEHTBI, NPENCTaBUTENH OOL{ECTBEHHOCTH H 3KCMEDPTHI M0 Pa3IHUHbIM
acnextaMm fHeatensHoctd HKO. OnpeneneHs! (QyHKLMM M ° OTBETCTBEHHOCTH
xaxporo u3 uireHoB Cosera. COBET MHMPEKTOPOB HMeEET crenymoume
MOJHOMOYMS: BblpabaThIBAET CTPATETHIO OCYLUECTBIEHHS MHCCHM, YYACTBYET B
JeATeNbHOCTH 10 cDOpy CpencTs W Mo CBA3M € OOLUECTBEHHOCTHIO,
KOHTpoOaHpyeT cooTBeTcTBHe gesatenbHocTH HKO BridpanHo#l crpaterum u
(bHHAHCOBBIIt MEHEIKMEHT.

E. Yenogeueckue pecypcol

1. B opranusauuH HekoMy paboTaTs MOTOMY, YTO HET AeHEr Ha 3apruiaty. Jleder
HET [OTOMY, 4YTO HEKOMY 32aHHMMaTbhCa COOpPOM CpelACTB. EmuHCTBeHHbIMN
COTPYAHHK OpraHH3allHH - € OCHOBATENb, KOTOPbIi paboTaer Ha U3HOC.

2. BonbwiHHeTBO cotpynHukoB pabortawT B HKO no koHTpakTy. OBLIYHO OHU
odopMIIeHbl Ha YETBEPTh CTaBKHM B LIECTH DAa3NIMYHLIX OPraHH3alMax M He
CBA3bIBAIOT CBOXO Kapwnepy ¢ nAaHHoH HKO. Pyxosogurens opraHusaluu
BOCMPHHHMAET MX KaK HaeMHyo pabouyro cHiy, 06 oDyyeHHH KOTOpO#H HesayeM
3aboTuThca.  YIensercs HEKOTOpOEe  BHMMaHHe noadopy COTPYIAHMKOB,
BbIIENA0TCS paboyre MecTa U JOKHOCTH.

3. ©DopMHpYETCs  KOMaHIa COTPYIHMKOB, CBA3bIBAIOUIHX CBOIO Kaphepy C
nanHoit  HKO. TlossaswTcd noOpoBOabLbl, B TEUYEHHH MNOATOTO BPEMEHH
pabotaroiue B opranuzauud. HKO HauyhnaeT 3aboTtHTbea 006 0OyyeHHH M
MOBbLILIEHHH KBaJIMPHKALUMH CBOHX COTPYAHHKOB H CTAHOBMTCA OTHOCHTENIBHO
KOHKYpeHTocrnocoOHoi1 Ha prIHKe Tpyaa (no kpaikeif Mepe cpean apyriHx HKO u
rOCYZapCTBEHHbIX OpPraHu3auui).

4. QopMHPOBaHHE YEIOBEYECKHX DECYPCOB ABJIACTCA L€JIEHaNpPaBIEeHHBIM
BitnoM neareibHocTH HKO. OcyluecTriasercs niaHHposaHue notpedbHocTel B
YyeJIOBEYECKHX pecypcax Ha Oyayuiee. B cCOOTBETCTBHU C 3THMH NJIaHaMH
NpOBOIHTCH 00yyeHHe 4 MepernoaAroTOBKa COTPYAHMKOB H 100pOBOIbLEB.
CoTpyAHHKH H 10OPOBOJIbLL! HMEIOT BO3MOKHOCTb NPO(ECCHOHATLHOTO POCTA,
KOTOPBIH MOOLpPAETCS OpraHM3alHei.

K. [Ipueaevenue dooposo.1vyes

1. HoOposoasues B opraHnszauuM HetT. Pykosoamutend HKO yBepeHsb:, 4ToO B
Halle BpeMs KHKTO HHMYEro He aenaeT 6ecnaaTHo.

2. Bpeyssa OT BpeMeHH opraHi3auis NpHBaekaeT foOpOBOIbLEB H3 YHCIa YIEHOB
MECTHOrO COOGLUECTBA A4 NOMOUM B NpPOBeAEHHH KDYyMHbIX akuii. HieHsl
cooflilecTBa BKIIOYAKOTCA B A0OpPOBOIBHYIO paboOTy CaMOCTOATEILHO, MX TPYA
He yuyuTbipacTcs. HexkoTopsle H3 HHX HeOpMaTbHO BXOAAT B KOMaHay ,0AHAKO
HX Bxnad He dukcHpyeTcd. HeT 6a3bl gaHHbix no pobposoasuaM. OTCyTCTBYET
ACHAA MOMHTHKA MO OTHOWEHHKIO K R0OPOBOALLAM.

3. Oprauuzauda cyurtaer paboty ¢ nobpoBonplaMi BAKHONH yacThio cBoel
paboThl, OAKAKO HE CyuwecTBYET HHKAKHX crieyHaibHbIX NporpaMM Habopa MAH
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obyuenns pobOpoeonvues. OpuH 3  pyxosopuTeneit HKO oTseyaer 3a
MJIaHMpOBAHHE 1 OCYUICCTBIIEHHE JTOI HeATenbHOCTH. Benercs 6a3a maHHbIX 1o

I0OpPOBOJBLIAM. N

4. TlpuBieyeHHe YJIEHOB MECTHOIO COOSUIeCTBA B KayecTBe J0OpDOBOJILLEB
aBiaseTCA cTpaTterdyeckoli nuHued HKO 1 paccMaTpHBaeTCd B KaYyeCcTBE BaKHOIO
pecypca. Co BpereHeM 3TH N0OpOROJbLLI BXOAAT B AP0 OPraHH3alMWM, U U3 HX
yHciIa MIAET BbIABHKEHHE Ha pykoBoaswne polxHocTH B HKO. Ho6posonbiisl
NPHHUMAIOT Y4acTHe B BblpaboTKe CTpaTerHH, MJIaHHPOBAHHH, OCYLIECTBIEHHH
J1eATeIbHOCTH H OLEHKE Pe3ynbTaTOB.

3. Ksarugurayua/ Komnemenmuocns compyoHuUKos :

1. CoTpyOHHKH HE MMEKT COOTBETCTBYIOIIEH MOATOTOBKHM M OMbITa paboThl B
HKO. [leaTesbHOCTb OCYLIECTBAAETCS HA YPOBHE 3{PABOT0 CMbICIA.

2. Hexortoprle corpyanrkd HKO npowunu noAZroToBKy Ha KpaTKOCPOYHBIX
Kypcax, CaMOCTOATENIbHO M3Y4YaloT JIMTepaTypy d NyOJiMKauHMH MO TeMaTHKE
IEATENbHOCTH, OJHAKO UX YCHIIMS HHKAK He MOOLIPSAI0TCS H He OTMEYaroTCs.

3. BonbmnHcTBO coTpyAHHkoB HKO uMeT cneyuanbHylo [OIOIOTOBKY B
obnactn  MeHemxMmeHTa HKO, HekoTopele HMEIOT COOTBETCTBYIOlEE
obpazoBaHMe B 0OJACTH ynpaBieHHs. PyKOBOACTBO OPraHW3aLMH MNOOLIPHET
CTpeMJIeHHE COTPYIHHKOB NMOBLICUTh YPOBEHb KBaNH(PHKALIMH, HO 3TOT mpoLecc
HHKaK He CBA3aH C HHCTHTYLHOHHBIM passuTHeMm HKO.

4. Bee cotpynHukH HKO uneroT cooTBeTcTRYyOLEE 00pa30BaHHEe WIIM NPOLLIH
CeUHaIbHYIO NMOArOTOBKY B 06nacTi MeHeaxmMeHTa HKO. ITnaHsl noBbILUEHHS
KBaTHGOUKaUMK OCHOBAHbI Ha NOTPeOHOCTAX OpraHMu3aLMu. ns cOTpYIHHKOB
HKO opraHu3yloTcs TakHe crielMalbHble MEpPONPHUATHA  KaK CTa)XMPOBKa B
apyrux  HKO, yuyactue B npodeccHoHaiIbHBIX CeMHHapax M KOH(MEpeHLUHAX.
OxcnepTel B 00JaCTH COAEpAKATENbHOR HNEATEIbHOCTH BXOJAAT B Cosetr
AxpexTopoa. OpraHu3aliis nepeaaeT cBoi onslT ApyruM HKO.

H. Cruts u omnotuenug 8 xomaioe

1. PyroBoanTtens HKO sBiserca eIHHCTBEHHbIM HOCHTENIEM CTHIS M LiIeHHOCTEH
opranuzauiy. COTpyAHHKH He 331ep/KHBAIOTCA B OPraHH3alHy HaAoJro. ¥ HUX
HeT obueli HCTOpHH. He npeanpHHMMaeTcd HHKaKHX YCHIMI  Jid
doprMIipOBaHHA  KOMaHIbl €AHHOMBILIIEHHHKOB, OCO3HAIOUIMX MMCCHIO H
LIeHHOCTH OpraHH3aUuH.

2. Pyxoroaurtens HKO Beaer HexoTopyio paboTy o OPMHPOBAHHKO KOMAHIbI
eAHHOMBILUTEHHUKOB, CTapaeTca nepeiaThk WM LUeHHOCTH H Hieaabl. OCHOBHbIE
pelwesHs npHHUMaeT pykoeoauTens HKO, oH ke npuHHMaeT nHa ceba Bcro
OTB2TCTBEHHOCTb  3a  fpoMcxoasguiee B opraduzauMH.  COTPYAHWKH
YAC332TBOREHbI TeM, YTO OHH padoTaroT HMEHHO B 3TOH OpraHH3alii, 0LHaKo
HE BOCMPHHHMAIOT ceQs YieHaMHy OAHOM KoMaHIbI.

3. B HKO cyulecTByeT 8ipo COTPYAHHKOB M H0OpOBOjbLIEB, KOTOpbIE
pasieisioT obulHe Haeasb! H UeHHOCTH. OAHAKO 3TO AAPO He pacrpoCTpaHsieT
CBOCIO BIMSAHHA Ha BCIO OpraHizaumio. Y COTPYOHMKOB Yy:Ke €cTh OOLHE
BOCTiXeHHA M OnblT COBMECTHOrO Npeod0NeHHs TpyaHocted.  IlpuHHMas
BakHble PELIEHHS, PYKOBOAHTE L, KAK NPaBH0, COBETYETCA C COTPYAHHKAMH.

v ogiree
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4. CyuwecTByeT ApKo BblpaxeHHblil cTinb komanasl HKO. HoBble coTpynniki
noaGupaoTes TakuM 00pa3omM, 4ToBLI COOTBETCTBOBATL 3TOMY CTHIIIO. Bce onu
TIpOXOIART MepHol HedOpMalbHOrO BXHBaHMA B KOMaHAy, O3HAKOMIIEHMA C
HMCcTOpHeEl M nepegayd MIOEaNoB H UeHHOCTel. BakHble pelleHHs NpHHHMAaTCA
cooblua B Npouecce COBMECTHbLIX KOHCYIbTaUuHH, NPEANPHHHMAIOTCA YCHIIMA 1O
JNOCTH/KEHHIO KOHceHcyca. DyHKUHOHaNbHble OOA3aHHOCTH pacnpeiAesieHsl,
COTPYOHHKH NpeanoyHTaioT paboraTh coobuia, 0gHAKO NPH HEOOXOAMMOCTH
MOTYT 3aMEHAThL ApYr Apyra Ha pabouux Mecrax. Kaxnblii COTPYAHHMK MOKET
NpH HeoOXOAMMOCTH NPHHATL Ha cebA OTBETCTBEHHOCTDL 32 BCIO KOMAHMY.

K. Tpaduyuu u npasuna

I. HKO cyuwectsyer ewe CIHWKOM Hemonro, yTobsl chopmupoBanacs ee
HCTOPHUA, @ MOBTOPARMIHECA THIbI AEATENLHOCTH NPEBPATHIMCL B TPaIULIMHU U
npasuna. Pykosoaurens HKO He npuaaeT HeoOX0AMMOCTH PA3BUTHA TPaIHLMH
KaK Ba>XHOT'O aCleKTa Pa3BUTHS OpraHu3aLuH.

2. Hocwurenenm tpaamuui ssnsercs pykopogutenas HKO. OH HX npHIyMbIBaEeT,
roJuepxuBaeT M BHeApseT. OH e crapaercs OIPalMTh .OpPraHH3aluio OT
[IOCTOPOHHErO BJIMAHMA M BBOAWT B KypC Jeflda HOBBIX COTPYIOHHKOB M
nobpoBomnbLEB.

3. HocuTenaMH W MHHUHATOPAMM HODM H TpaAHLIHH SBIAETCA AOPO KOMAaHIbI,
Kax NpaBHiIo, 3TO COTPYAHMKH, paboTaroiiie B OpraHmM3alii JOCTaTOYHO JOJIrO.
Hayunaercs GOpMHPOBaHHE ONpPEAENIEHHbIX NPaBHI AEATENLHOCTH. HacTo OHH
npyHyMaTes 6e3 obuiero obcyxueHHA. '

4. CylecTByeT pa3BMTas CHcTeMa TpalHuHii, TOKpbiBaloulas MpakTHYEeCKH BCe
chepbl peareapHoctd HKO. YneHbl KoMaHIbl CAMH CO3A3KOT M COXPaHAIOT
TpagHuMH. HenucanHble MpaBuia JIOXKAaTci B OCHOBY H3JIOXEHHbIX Ha Dymare
HODM [HeATEILHOCTH M HMCIMOJB3YIOTCA 14 Da3pelleHMs Da3sHOIrJacHi HiH
NPHHATHS CIOXHbIX pelleHH . Bee COTPYIHHKH PEryIspHO 00CYKIaI0T HOPMbI H
npaBHia, OUEHMBAWT 3GGEKTHBHOCTb HX [PHMEHEHHA C TOYKH 3pPEHHA
OCYLUECTBIIEHHS MHCCHH W coxpaHenis cTit1s padoTel HKO, BHOCAT KOPPEKTHBLL.
HoBbIX COTPYAHHKOB 3HAKOMAT C OCHOBHBIMH HODMaMH W TPaIHLHAMH.

J. [Joxkysenmauus

1. He cvulecTByeT HHKaKMX HOKYMEHTOB, PEr1aMEHTHPYOUIHX HAEATEIbHOCTD
HKO, n100 cywecTByrouide MOKYMEHTbI HHKOrAa He MPHMEHATCS W HX
COIepIKaHlie HMKOMY He H3BECTHO. JIpHHATHIE PElleHHA He 3anHcblzarTcd W
yepes HEKOTOPOE BPEMA HHKTO HE MOMKET BCIIOMHHTb, ObIJIH 14 OHH B TOYHOCTH
BbIMOIHEHDI. )

2. MHoraa pewenus, npuuaTsie HKO, GukcHpyloTCA B MHCbMEHHOM BHae. OTH
3aMCH COXDAHAIOTCS M HMCHOJL3YKTCA B NpOUECCe OUEHKH 1 MjaHipOBaHHA
HanbpHefiwel gesTeIbHOCTH. J[OKYMEHTHI, periaMeHTHpyloUHe OeaATe/IbHOCTD
HKO, pa3spabaTbiBaioTCs TONLKO N0 TPeDOBaHHIO JOHODOB H.IH B KOH(IIKTHBIX
CHTYaLHAX, H NPAKTHYECKH He HCMOJb3YIOTCA B NOBCEAHEBHOI paore.

3. HKO BejeT oOnpeieneHHYI0 AOKYMEHTauHto: pa3paboTaHbi HONKHOCTHbLIE
MHCTDYKLHI , OMHCalbl NpoLEeAypbl MAZHHPOBAHHA M NPHHATHA pewennid. K
3THM DOKyMeHTaM ofpaiuatorea penxo, cotpyaniki HKO W noSposoiibusl He
MPHHHUMAIOT yyacTHs B HX BblpaboTke H OOHOBICHHH .



4. HKO obnagaer MOCTOAHHO OODHOBIAEMBIMH NaxKeTaMi HHCTPYKLHH,
OMMCBIBAKOLIHX YacTO TOBTOpAMOULHecs AEeHCTBHA. OTH  HHCTPYKLMH
HCIOJIL3YIOTCA A 00yyeHHs HoBbIX coTpyaHMkoB HKO 1t nobposonbues.
[Ipoueaypel, pernaMeHTHpyrowMe geatenbHocts  HKO, chopmynupoBaHbl
MTUCbMEHHO, K HHM are;UIHPYIOT B CMOPHbIX cHTyauusax. I1pu npueme Ha paboty
COTPYIHHMKA 3aKjloyaeTcs JOrOBOP, TOYHO ONMCBHIBAWOLLIHMHA ero 00513aHHOCTH,
NMOJTHOMOYHSA, OTBETCTBEHHOCTb, a Takke 0043aHHOCTH M OTBETCTBEHHOCTh
HKO. [HoxymeHTaums, oTHocsuascs K crpaterid HKO u opraHu3allMOHHBIM
BOMpOCaM, JOCTYIHA COTPYAHHKAaM H JO0ODPOBOIbLAM.

M. Quuancoseie pecypcot

I. Y opranusauMH HET HHMKaKHWX (QHHAHCOBBIX DECYpCOB , M OHa He
NpeinpHHHMAeT HHKaKMX MOMBLITOK Mo UX npuBiedeHHio. CorpynHukd HKO

CYUMUTAOT OTCYTCTBHE CpPELACTB CBUIETCJILCTBOM CBOEIO 6€CKOprCT}’1${ H
OJYXOBHOCTH.

2. HKO wucrnons3yeT nobyrw BO3MOXHOCTL pasnodniTh neHbIM. Miapenka H
HEeperyJspHO [OCTYNalT  IMOXEDPTBOBAHHA WIM IOCYIapCTBEHHbIE CyOCHIHH.
Muorma peyb MAET  YYacTHH B NpoeKkTax, He cBa3aHHbIX ¢ Muccueit HKO.
[Tossnserca  nepBbiii  ONBIT  NpPHBIEYEHHS  (UHAHCOBLIX  PECYPCOB,
B3aMMOJEHCTBHA C [HOHOPAaMM M COCTAaBJIEHHS OTYETHOCTH 3a IIONy4YeHHblE
cpenctra. M riaBHoOe - MOABASOTCS CaMK GHHAHCOBbIE PECYPChI.

3. C60p CpeiacTB M MpHBIeyeHHE (QHHAHCOBBIX DECYPCOB OCO3HAIOTCS Kak
oTzmenbHoe HanpaBienie geareasHocTh HKO. Ha mannos atane 3a 3Ty paboty

- 06blyHO oOTBeyaeT pykoBomuTenb HKO, a He cneuManbHO BbIIETEHHDBIH
corpynruk. HKO ctpesMuThecs moayunth QHHaHCHDOBAHME Ha OCYLUECTBJIEHHE
CBOEH MMCCHM H OTCEYb [ESATEJILHOCTD, cnado ¢ Hel CBA3aHHYMO.
PHHAHCHDPOBAHKE [TOKa HEyCcTOHuYMBOE.

4. JesaTenabHOCTb 1O NPHBEYEHHIO (HHAHCOBBIX PECYPCOB OCYLIECTBIIAETCA
perynapHoO W UeneHanpaBieHHo kak oaHa u3 dyHkuuit HKO. BoipabateiBacTes
cTpaTerds (QHHaHCHDOBaHMA. Y OpranM3auH¥ He MeHee 5 He3aBHCHMBbIX
HUCTOYHHMKOB (DHHAHCHPOBAHMS, KaxablH H3 KOTODbIX OOECNEYMBAET HE MeHee
10% 6roaxera (AOHOpPCKHME — BIMBAHME, COUHANBbHBIM 3aKa3, IPAHThbl M3

3apyOexHbIX  (OHI0B,  TIpPaHTbl M3  DOCCHHCKHX MCTOYHHKOB,
NpeANpHHEMATENbCKAs AESTETbHOCTD). ’

2. Passutie nporpasxy HKO no1st sddexTrBHOrO B3annogeiicTeus
I ¢ BHelUIHell cpeaoil

(conmepxaTeabHasa AeATEIbHOCTD, YIIPABJIEHHE NPOTrPAMMAMH,

npegocTaBisierble YCIyTH, HHTErpalys B rpakAaHcKoe 00111ecTBO,
l COLHAIbHBIH MapPKeTHHT )

A. ¥Ynpasienue npozpayyarui”

[. HKO He naanHpyeT KOHKPETHLIX MPOrPaMM, He MMeeT MpeACTaBieHls o0
ynpapaedist Huit . OTae1bHble NPOeKThbl HE YCMEBAIOT 32 BHEWHHWMH COObITHAMHU
MM ABAAIOTCA HCPELTHCTHYHBIMH, HE CBA3AHHLIMH HH ¢ MOTPEOHOCTAMH, HH C
npod:aenmani, BoaHyouiiMit kanedToB. HKO ocylecTnngeT X B OOHMHOUKY (De3
NpHBIEYeHHS NAPTHEPCKIIX Opradi3auHi HIH  JOMONHHTCIbHbLIX PECYPCOB).



2. Pyrosoantens HKO anu3oaMyeckid 3aHMMAETCS MIAHHMPOBAHHEM  IPOTPAMM,
PACCYMTBLIBAET CPOKH MX peasi3aliil, KOJHYECTBO COTPYAHHKOB, MPHBIIEKAEMbIX
[18 3TOIT Uesn, T.e. BHEAPAET OCHOBLI YrnpasieHHa nporpasMyamu. OTcyTcTBYeT
YBA3KA MPOrPaMM CO cTpaTerdyeckusm naaHom aearensHoctn HKO u ppyrix
NapTHEPCKHX CTPYKTYP. L OCTHIHYTble pe3ynbsTaThl (Aae MONOKMUTEIbHbIE) He
COOTHOCATCA CO CTPATErHYECKUM TLJIAHOM.

3. AJNICOpHTM [EATEJbHOCTH MO YNDAaBJIEHWIO NporpaMmaniy (rjiasHupoBaHHe,
OCYLUECTBJIEHHE, MOHHMTODHHI, OLIEHKA ) OCYLIECTBISETCS HEPErYIApHO H B
yceyeHHOM Buze. OTCYTCTBYIOT WJIM 3Tanbl BbIABIEHHS MOTpeOHOCTeH, HiIH
oueHKkH pe3ynbTaToB. HKO 4acTHYHO BLIXOIWT HA MAapTHEPCKME OTHOLLUEHHS
(Ha DOTOBOPHOIT OCHOBE) C 3aMHTEPECOBAHHBIMY CTPYKTYPAMHM IO BbINOJHEHHIO
COBMECTHbIX NPOrPaMMm.

4. OpraHuszaups OCYIUECTBJIAET  MOJHbIA LUK YNpaBIeHHS NOPOTPaMMOMN:
BLISBJIEHHE TnoTpebHOoCTeH , CTPATErHYecKoe NJIaHHPOBAaHHE B COOTBETCTBHH C
3THMH NOTpeBHOCTAMH (BKIoYas cnocod OLEHKH pe3yNbTaTa), M pPeallu3aliHio
HaMeyeHHbIX NIaHoB. HaMeyeHHble CTpaTernyeckHe ek 00bIYHO MOCTHIAIOTCH.

B. 3ampamnocme npozpais

1. Pyxosomutendi HKO coBeplueHHO He MHTEPECYIOTCA M HE OLEHHMBAKOT, KAKHX
34TPAT CTOAT DE3yJAbTaTbl HAESTENPHOCTH HMX OpraHM3auuM, H IXKHUBYT
CErOJIHALIHHM ITHEM.

2. 3atpatel HKO Ha peanuzauuo nporpamm He3QPEKTHBHBI H HECDABHHMMbI C
npyrumy HKO, koMMepuyeckMMM MM TOCYIapCTBEHHBLIMHM OPraHM3aLHsMH,
JOCTHTa:OLHMH  aHaJIOTMYHbLIX DPEe3yabTaToOB, TaK Kak 3aTPATHOCTbL U
3KoHOMHMYeckass 3D(EKTHBHOCTL HE CTOAT Ha [MOBECTKE [HA, M HE BeIETCA
HUKAKOIT JOKYMEHTaL MK, TO3BOJSIOLLEH HX OLIEHHTD.

3. JeateabHocTs HKO cpaBrHMa (MpHMEPHO COOTBETCTBYET) O 3KOHOMHYECKOH
3QGHEKTHBHOCTH € JOPYTHMMH aHalOTHYHbIMII opraHusauusayu. IIpoBoauTca
HexoTopaa paboTa no CHMXEHMK 3aTpaTHOCTH nporpasMy HEKO Ha ocHose
aHanM3a CTPYKTYPbI PAcX010B 1 3(QEKTHBHOCTH NPOrPAMM.

4. HKO ucnoabsyer 3Q@exTHBHbBIE TEXHOJIOIHH H [JOCTHIAaeT XODPOLLUMX
DE3YJILbTATOB PH BLICOKOH 3KOoHOMHuUeckoH 3¢dexTHBHOCTH. KauecTBo paboTsl
BeChbMa MpHEMIIEMOE. )

B. Kauecmeo yciyz/paGom

I. Kauectso ycayr, npezocrasiasesslx HKO, npieyiaeso, HO HHARE OXHMIaHH
KHEHTOB. KGIeHTsl  no-npexHeMy ODHEHTHDYIOTCE  Ha  YCIyTH,
NpPeIOCTaBIseMble APYTHMH areHTCTBaMH..

2. . Kayecrso ycayr, npezocrasiasembeix HEKO, cooTBeTcTByeT OXHAZHHAM
kaieHToB.- KaneHTs! Bce wawe obpawatorcd B HKO, BocnpuHHMas ee Kax
aibTepHATHBY APYTHM Cay:x0aM, MpefaoCcTaBAAIOUHM aHaJOTHUYHbIE YC1YTH.

3. Kauectso yeayr, npeaocrasisembix HKO, OTBeYaeT 0kHIaHHaM KIAHEHTOB H
NPH3HACTCS MECTHBIM NpodecciioHanbibiM coOOWECTBoM. DOPMHPYETCS KPyr
NOCTOAHHbLIX KJIHEHTOB, MOACPKHBAWHX YCTOMYIBbIe cBa3n ¢ paHHoll HKO, o
yes CBIACTEILCTBYET [OTOBHOCTH OMUIAYHBaTbL 3TH YCAYrH HampaMyl HAH B
MaTepHa.IbHOIl hopMe.
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yemM CBHIETENbCTBYET TOTOBHOCTH OMAayMBaTh 3TH YCAYrH HANPAMYIO MM B
MaTepHanbHOI Qopae.

4. KayectBo ycayr, npeapocrasagemsix HKO, cnocobecteyer cosganuio ee
penyTauuH. [loaTBeEp>kIEHHE TOMY - POCT KOJHYECTBA KAHEHTOB, PACLIHPEHHE
BMIOB YCNYT, HajWylie NHCeM OT KJIMEHTOB H HHBIX CnocobOB BbipaXeHHs
GnarogapHocti. Jannaa' HKO BocnpuHuMmaeTcs co0BLIECTBOM B MECTHOM,
benepaibHOM WHAH MexIyHapomHoM MacwTabe kak  ycToiuMBas MOZENb
OpraHH3auHH, y10BAeTBOPAOLIEH MOTPeOHOCTH KIIHEHTOB.

I'. IToodepoicka deamesnocmu HKO rauenmayu

1. HKO  He BHIMT HHKakoM nojaepxkH, QUHAHCOBLIX CDPEICTB MHIIH
H0BPOBOBYECKOrO TPYAA OT CBOMX KJIHEHTOB/ODLECTBEHHOCTH. PyKkoBogHTENH
OpraHH3auMi CYHTAIOT NONOOHOE MOJIOKEHHE HOPMAILHBIM.

2. KutneHTbi/001ecTBEHHOCTE HHOTAR JAeNal0T HeboNblihe MOKEPTBOBAaHUA Ha
IesTeNbHOCTD OpraHH3alMH, Kak [IpaBWjIo, B HaTypaJbHOH  dopme.
Pykosoautenn HKO npH3HamOT BaXHOCTh TakOH TOANEPKKH, ONHAKO He
OCYLIECTBASIOT HHKAKOM JeATeIbHOCTH Cpeay KAHeHTOB/OGIIECTBEHHOCTH M0 ee
PaclIHPEHHIO.

3. KiMeHTb!l IEeMOHCTPHPYIOT OMNpPENEIeHHYIO MOANEPKKY nestensHocTH HKO
W/MAY  4aCTHYHO @MIayuBaloT  yoJIyrM, npenocraemsemble HKO. 3t
MOCTYIJIEHHUS HOCAT CHMBOJIMYECKMH XapaKTep, HE MOKPBLIBAIOT OMEpalHOHHBIX
pacxoJO0B M paccMaTpHBAIOTCA PYKOBOIMTEISMH OpraHM3alMH JHLbL Kak
WHAHKATOP NpH3RaHHA M MOAAEDAXKH AEATEILHOCTH OpPraHt3allii ee KIIMeHTaMH

4. YiieHCKHe B3KOChl, TPYA NOOpOBONBLEB, MiaTa 32 YCIYyrH, HHAKWBHIyalbHbIE
MOXXePTBOBAHHA OT KIHMEHTOB/OOUIECTBEHHOCTH (B TOM UYlHCIe HATypalbHbIE)
COCTaBJIANT  CVIIECTBEHHYIO  [OAK B OrooaxKeTe opranuszauuu. OnHu
paccMaTpHBAIOTC Kak CTaOHIbHBIN HCTOYHHK CPEACTB, MOMOTAIOMMWH CrnauTh
HepaBHOMEPHOCTH B NOCTYIJIEHHH IPYTMX BHIOB OHHAHCUPOBaHHS.

H. 3awuma  unmepecos Kuesrnos

I. KmieHTOB BOCNDHEMMAIOT Kak 00bekToB aesreasHocTH HKO, B kpafinem
clyuyae Kak rnorpeduTesei yeuyr. Peub He MAST 0 NpeacTaBiIeHKWH HX HHTEPECOB.
OpraHuzauns He noanHUMaeT npodjeMsl, BOIHYIOUIME €€ KIMEHTOB, Meped
MECTHBIMH MOJIHWTHKAMH M TBOpUaMi  ODLIECTBEHHOTO  MHEHHs, a
aIMHHHCTpaLHI paccMaTpHBAeT TOIbKO KaK HCTOYHHK CPeaCcTR.

2. CoTpyaHHKI OPraHiiZailiii 113peaxa 3aHIHMaoTCa BblgCHeHMeM noTpedSHocTell
CBOHX KIHMEHTOB H NbLITAKOTCA BECTH NEPErOBOPLI C MECTHOI a,ZIMHHHCTpaLJ,HC}“‘[
OTHOCHTEILHO BblIeIeKHA CPEICTB LI HUX. BO3HHKAeT KeCcTKas KOHKYPEHLHA
¢ apyriami  HKO. PykosoauTead opraHuzauHdH YTBEP/KAAWT, 4YTO "He
3aHHMaOTCA MOIHTHKON" H HE HMEIOT HHKAKCH YeTKO O4eDUEeHHOM cTpaTerin
B3aHMOISIICTBHA C MECTHbIMI{ BIACTAMH.

3. Kamentsl paccmaTtpiiBarotca Kaxk naptHeps! HKO. Opranusaiisgs moHMMaeT

HEOOXOJI{MOCTb 33WUHTbLl HX  HHTEPECOB Meped MECTHBIMH  MOJMTHKAMH H
aaMItHICTpaLUeil, NpoABIACT HHTCPEC K 3aKOHOJATCILHOMY NPOLECCY, BCTYNaeT
B KOHTaKTb! C aaMitnHcTpauned H Apyriusmu HKO. OnHako sta neatenbHOCTh He

OpraxdH3oBaHa, HHKTO 3a Hee HC OTBEYAET, OHA HE (MOAKDPEnaAeTcH PECYDPCanis
HIH naadasMi Opraqi3aulim. -
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4. 3auwmnTa MHTEPECOB M YyIOBJETBOpEHHE MOTPEOHOCTEH  KiHeHTOB
paccMaTpiBAIOTCA KaK BaxKHOE HaripaBjleHHe COAepAATENbHOM NeATenbHOCTH
opraHM3auHi, - - KoTOpas OCO3HaeT cebs NMpEeNCTaBHTesIeM
KJIHEHTOB/OOLIECTBEHHOCTH. 3Ta [JeATEeNbHOCTb CrelHATbHO OpPraHH3yeTcss i
ynpasnsgerca. Ona ee ocywectenendis HKO B3aMMOZERCTBYET € MeCTHbIMH
3aKOHOJATeNdMH M alMHHUCTpauMeHd, C KOMMEDYECKMMM CTPYKTYPamM, co
CpEeACTBaMH MacCOBOH MH(OPMaLMKU 1 BCTYNAET B KOANHUHH ¢ ApyriMu HKO.

E. Brurouennocme @ npogeccuonansuyto cpedy / cemu

I. HKO He noagep:KMBaeT HHKAaKMX KOHTAKTOB € aHAaJIOTMYHBIMH
OpraHM3alMAMH H HE [NoA03peBaceT 0b Hx CyLUECTBOBAHHH. HH}ICPH
OpraHH3alul cTpoaT paboTy Ha OCHOBE 34paBoOro cmbicia, npod W OWHBOK.
OB6bl4HO Ha 3TOM 3Tane pPYKOBOAMTENH OINHCLIBAIOT JesTendsHocts HKO

SMUTETAMH "YHHKAJbHBIR", "eAMHCTBEHHBIH B Mupe", "3KCnepUMeHTATIbHBIA",

2. PyxosomuTend opraHM3auMH 3HawT o cyulectsoBaHuH . HKO  w/mau
FOCYNapCTBEHHBIX H KOMMEDYECKMX OpraHu3auuii, [HeHCTBYIOWIHX B TOH Xe
obnactu. Ognako HKO He crapaercsa YCTaHOBHTL C HUMH HHUKaKHMX KOHTaKTOB U
MOABEPIaeT HX COKPYLUHTEILHO! KPUTHKE, '

3. Corpymnuxn HKO ycraHaBiIHBarOT KOHTakThl € KojuleraMu. IIpMHHMAIOT
yyacTHe B CEMHHapaX W KOHDEepeHUHMAX, OIHAKO TILATEIbHO 0feperamT
"cexperbl" cBOel pabOTEI M CYUTAIOT OMBIT IPYIHX OpraHM3alHit HeMmpUMEHHMbIM
B MX YHHKaJIbHbIX 00CTOATENLCTRAX.

4, HKO BkiarouyeHa B NpodeccHOHANbHOe cOOBLIECTEO MIIH CeTh aHaJOTHYHbIX
OpranHu3alui. YCTaHOBeHb! YCTONHYMBbIe KOHTaKThl ¢ ApyrumMH HKO, ux onsit
TLIATENbHO aHAIH3UPYETCs (Aaxe €CiIH OH MPOTHBOPEYUT COOCTBEHHOMY OMNBITY
OpraHH3aluH), 4YTO CrnocobCTBYeT YAYYIUEHMIO NPOrpaMMHONR AEATEIbHOCTH
HKO. C ppyroii cTOpOHBI, OpraHM3alMid BHOCHT CBOIl BKad B IKH3Hb
npodeccHoHanipHOro coobuiecTsa: nyONHKYeT MeTOAMYECKHE PpYKOBOICTBA,
NIPOBOJMT CeMUHapb! U T.11.

K. Mamepuaisno-mexiuieckue pecypcut

1. Y HKO Her HM noMeuweHHs, HH HMyulecTsa. J{edTelIbHOCTh  OCYLUECTBAAETCA
Ha  JOMY Y 4YNEHOB/COTPYAHHKOB OpraHH3alMH , YTO HEIOCTATOYHO H
He3(heKTHBHO. .

2. Y HKO ectp MaiaeHbruil odHC HIH OHA ZEINUT MOMELICHHE € APYTHMH
opraHuisaunayMd. CoOCT3eHHOro 00O0pYAOBAaHISN MPAaKTHYSCKH HET, HO ecT
BO3MOKHOCTE HCIMOJb3CRBaTh 000opyAoBaHHe "coceaeit”.

3. ¥ HKO ectb noaxoasiuee nomellieHHe, HO OHO He OOOpYIOB2HO MIH HeE
OTPEMOHTHPOBAHO (HIET pPEeMOHT). PyKoBOAHTEIb YAEISET MHOTO BHIIMAaHHA
oBopyacsaxiiio padoylX MeCT 178 COTPYAHUKOB, NpiHobpeTeHHIo OdHCHOM i
CreuHaiIbHoil  TEXHHKH M T.I. OJMNH30JHYECKH NPHBICKAKTCA  PECYPChI
FOCYIapPCTBEHHLIX, KOMMEPUECKHX CTPYKTYP H ApyrHx HKO.

4. HKO BIajeer noaxoaalliyM mMoMeileHieM Ha npaBax coOCTBEHHOCTH Il
ponrocpounoil apenabl. Iloseweniie OTpeMOHTHPOBAHO 11 0DOpPYAOBAHO 474
paboTbl. EcTh H0CTATOYHOES KOAHYECTBO TeleboHHbIX sTHHHIT, Tenedakc,
3NCKTPOIiHAA noyTa, oricHoe 0Copya0BaHHE H crieunaabHoe 060pyAOBaHNE A1



cojepkaTenbHoi W 3PdexkTHBHOA aesTenpHocTM.  Pecypchl npuBieKaroTcs
PErYASPHO M M3 Pa3HbIX MCTOYHMKOB. '

3. Mapremunz

1. HKO wnu He wuMeer TpeACTaBiieHHs O CYLIECTBYIOUMX TIpyrnnax
TIOTEHLHANBHBIX KJIMEHTOB, WM 3TH NPEACTaBNEeHHA HE BCEr/A COOTBETCTBYIOT
DEasbHOCTH. OpraHmaum He paboTaeT LieIeHanpaBIeHHO ¢ OBLIECTBEHHOCTBIO
M CpEACTBAMH MaccoBOH MHGOPMaLMH M CcaMa COBEPLIEHHO HEW3BECTHA
0O ECTBEHHOCTH.

2. OpFaHHBEHHﬂ HMEET HEKOTOpOE€ MNpEACTABJIEHHE O CBOMX KIJIMEHTAX,

OCHOBaHHOE€ Ha OTPBLIBOYHBIX CBEAEHHAX, 3MH30AHYECKH H3yHacT UxX

noTpeGHOCTH, MUIET KOHTAKThl CO CPENCTBaAMH MaCCOBOH UHbOPMaLIHH.
OnHako Kakas-IHOO CTpaTerHa CO3NaHHs no3uTHBHOro obpasa HKO B
CpencTBax MacCcoBOH HHPOPMALIMH OTCYTCTBYET.

3. OpraHH3alus yCTaHOBWJIA KOHTAKThl CO CPEACTBAMH MacCOBOH HHpOPMALIHH.
OHa pa3pabaThbiBaeT CTPATErHIO U HAYHHAET leeHanpaslieHHoe GOpMHpPOBaHHeE
HOBOT'O OTHOLIEHHS M HOBOIO MOBEICHHA OMNPENCIEHHLIX TPYMIT HacCelIeHHA.
PaspaboTaHa W HayWHAaeT BBHINONHATLECA TNpOrpPaMMa HCCHEAOBAHHA LENEBBIX
rpymnn, coTpyaHudectso co CMH.

4, HKO uenenanpabiieHHO U aKTHBHO paboTaeT ¢ LIeIeBOH ayAHTOPHeH, ,
NPOBOAMT TUIATENBHO IPOAYMAaHHbIE H OpPraHW30BaHHbIE — KaMMaHHH
"TabMK pUIEHiH3 " B CpeACTBax MaccoBoil  MHpOpMalMH, B
pe3yJIbTaTe Yero ee AeATENbHOCTh OCBELIAETCH ITOJIOXHTEILHO.
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KJACHDHUKAIIMOHHAS OIEHOYHASL CXEMA JUJISI YIEHOB IIPABJEHHUA
Orimuno Xopouro Cpeane Henyxuo Muenue
OTCYTCTBYeT

IOpuauueckas crpykrypa

1. HopMaTuBHbIe JOKYMEHTBbI opranuaaiy (Hanp. YcTas ¥ T.IL.) SCHBI H JOCTYTHbI
OHMMAaHHI0, B HUX YeTKO M3JI0KeHbl oba3anHocTy H dynxuun [Ipasiaexus.

2. B opraHm3aiiuy HaJIMYeCTBYIOT AOKYMEHTDI, ONUCBIBAIOIINE POJb ¥ 0043aHHOCTH
“AeJbHbIX yieHoB IIpaBJeHus.
Tpykrypa Ipapaenus

3.Pasmepni ITpaB/ienys COOTBETCTBYIOT 3a/lauaM YUpeXJeHHs.

4. IpaBJieHue TpejcTaB/eHO JIOAbMH Pa3HOro Bo3pacra, 110/1a, HHTEepPecoB,
SJAAI0IMMH pasJInyHoll kBasnduKaluei.

5. CyllecTByeT IUCbMEHHas HHCTPYKLHs, colepKallast paBuJIa BbIGopa HOBLIX YICHOB
paBJIeHHS

6. CyulecTByeT IHCbMEHHOE PYKOBOACTBO MO OTCTaBKe WjieHoB [lpasienus.

7. KoMuTeTnl, cozaannie B paMkax IIpaBieHusi, oTpa)kaloT MOTPeOHOCTH Opranu3aliy
k B (a) 1x Kosvectne 1t npeuasnadenin; Tak 1 B (6) HX (PYHKIMAX M 06S3ANNOCTIX.
1aunmocrh IlpaBiaeunn

8. 3HauurenbpHOCTh posn I[paB/ieHus B crpyKrype OPraHU3alliH B COOTBETCTBHH C €e
=JIbJ0 U Tpe/iHa3HAYEHHEM.

9. 3HaYMMOCTb WM COOTBETCTBHE POJM OTAeNbHbIX 4YeHoB lIpaBjienus LEAIM H
[AyaM OpraHH3aluy.

10. 3HAUHUMOCTb M COOTBETCTBHE AeATENbHOCTH, NpeAnpUHUMaeMoi wieHaMu IlpassieHus
JIMI[A OpraHu3aluH.

11. 3HaUUMOCTb M COOTBETCTBHE I0pPHAMYECKHUX YCJIOBHH U TpeGoBaHHil k pabore
JaBJIEHHS B JIMLE ero YJeHOB.

12. 3HaHuA H OCBeAoOMJ/ieHHOCTb [IpaBJieHHs B BOpoce YCTAHOBJIGHHOH CTPYKTYpbI
TAaHW3ALHH.

13. Ocosuanne n noHuMmaHue [1papsenneM K/I0ueBbIX NPEANOCHIJIOK YCIENIHOIO
’HKIIHOHUPOBAHHA YYPeXK/JeHUA.

»

IIpodonxenue na caredyrwei cmpanuye

14. Ocosnanue IIpapieHneM poJiH pasMUYHBIX TPYIN, AeATEJLHOCTb KOTOPBIX CBA3AHHA
TUPEXKEHHEM.

15. KomnerenrtHocTs 3amiTEpecoBaHHOCTD uenoB [IpaBnenns B: (IIpuMeuanye:
Kaxias oprauuaaifis Jo/HKHA, HCNOMb3YA JaHHYI0 CXEMY, BKJIOYMTDb B CIIHCOK
byHKIMOHANbHO BayKHble /151 JAHHOH OpraHu3aluy o61acTH)

HacTHOM COZlep>KaHHH XKIIbs

IIporpaMmMe KOHJAOMHHHYMOB

OueHKe HEBUXXUMOCTH

s Byxrantepckom yuere n dpuHaHCaX

»  AIMUHMCTPATHBHOH [eATEJIbHOCTH

16. Ocosnanue [IpapiienHeM TeKylero noJIoKeHHsA Aei B OPTaHU3AIUU U
UECTBISEeMBIX €10 TIPoeKToB, ¢ (PHNaHCOBON TOUKH 3PEHUS.




17. Cnoco6uoctn [Ipas/eHust onucarh, CIPOrHO3UPOBATh M CILIAHHPOBATD POJIb
raHu3auMy B 6mokailiine OATh JICT, OCHOBBIBASCh HA CJOXKMBIIHXCH 9KOHOMHYECKHUX,
1HAJIbHBIX M TIOJHTHYECKMX YCJIOBHIX.

sATeabHOCTh IIpaBiacHus
18. CyuecrsyeT mUCcbMeNIIOE DYKOBOACTBO 10 METORUMKE M Hponelsype pasoThl
J2BJIeHHSL.

19. Yacrora sacenannit [IpaBsetus orBeyaer N0TpebHOCTAM OPraHU3alHH.

20. Ynennt Mpapaeuns pery/sipno nocemator sacefanus [Tpasaenus.

21. Mindopmanus nocrynaer yjewaM [Ipassedns f0 NPOBeLeHUS 3ace/laHHIl.

22. Howxnaun (Brunonast (])mmucom,lifl) HPCHCTABISIOTCS
* B JOCTYyNHOH ropme

e B 1oJiHOM o0beMe

e B COOTBeTCTBUN ¢ 3anpocami [1pasieinsa

23. Ha kampomM sacesanny Ilpasienns Bejyrcst IPOTOKQJIBI, KOTOPble NPOBEPSIOTCS U
TBePXKAAIOTCS HA NMOCJIEAYIONMX 3aceJaHMsIX.

24. ZIOKVMCHTHI[HSI HPHBJICHHH BEOETCA B COOTBETCTBHHM C IOpHMAMYECKMMH HOpPMaMu.

Ipodoaxenue na cacdyowell cmpanuye

25. Pepusuonnnlii nok/al ipeAcTasiserca [Ipapieunio Ha paccMoTpeHne u obcysk/elne
AYAHTOPAaMH.

26. Mpasnenie 1MeeT THCbMeHNDIE PYKOBOACTBA TO:

e pAaTUUKAUMY YCTABIIBIX [OKYMEHTOB

e  Ha3HA4elMN JOJDKHOCTHDBIX JIMI

*  OpraHM3alMH{ M NpeloCcTaBJEHUH MOJHOMOYMI KOMUTETaM.

27. Ilpassienue pa3pa6oraso pyYKOBOACTBA MO NOCTAHOBKE M KOHTPOJIO MCHIOJHEHUS
0JITOBpEMEHHbIX M KPAaTKOBPEMEHHDIX 332y YUPexJIeHHs.

28. [passienue pa3paboTaso u clefyeT UECTPYKUMAM N0 HHMOPMHPOBAHMIO HOBDBIX
senos llpaBnenus.

29. TlpaB/ienue peTyssapHo 110Jy4aeT NHCbMeHHbIE M /HJIM YCTHbIE OTYETbl JHPEKTOPOB
porpaMM H NPOEKTOB O JIeATEJbHOCTH OPTaHU3al{uH.

30. Unenni [IpaBnenus cHCTeMaTHYECKH NOCEIAIOT IPOEKTHI € Lesibl) (POPMUPOBAHMS
oJiee 4eTKoi KapTuHbl (PYHKIHUOHMPOBAHHUS OPTAHH3ALNY H ee IIpOTpecca B HOCTHXEHUU
OCTABJIEHHBIX HeJell.

31. Uunenn! [IpaBienns Ha NOCTOSHHOH OCHOBE NPEACTABJISIOT HHTEpeChl OPTaHU3alUi B
PABITE/bCTBEHHBIX YYPEKAECHUSIX, OGIHECTBEHHBIX H (DHHAHCOBBIX OPraHaX.

32. Ilpas/ienne copMyTHPOBAJIO YETKHE H PeaSHCTHYHbIE KPATKOBPeMEHHbIE 1
,0JITOBpEMEHHBIe LeJiM paGoThl YUPEXKIEHHS.

33. [lpasnenune BefleT NOCTOSTHHEIH KOHTDO/b, OMEHKY AOCTIDKEHUN U HEJOCTATKOB B
>a60Te OprasM3aluy ¥ MHGOPMHPYET UleHOB OpPraHUSAllNK O NMPOBEJIeHHBbIX HAGTIOAEHHAX.

34. IlpaB/ieHHe KOHTPOJMPYET M OLEHUBAET CBOIO PAGOTY U JOCTHIXKEHHS B COOTBETCTBHH
" MOCTABJEHIIBIME patice HEATMH.

35. O6mmit adpdext gearenvroct [Ipasaenns:
e  JearenpnocTb Ilpapienus uMeeT npsiMoe N03HTHBHOE BO3AeHCTBUE HA Pa3jiMyHble

>

e




[POrpaMMbi ¥ TPOEKTLI, OCYLIecTB/ieMble B paMKaX OpraHM3auuu.
¢ JlestenbHocThb [IpaBieHys OKa3biBaeT NPAMOE [IO3UTHBHOE BAHSHUE Ha OOHIYIO
[esiTeAbHOCTb BCell OpraHKM3aluu.

IIpodorxenue na caedyrowet: cmpanuye

36. [IpaBJierye eXerofHo UM yallie, B 3aBUCHMOCTH OT He06XOJHMOCTH, OLlEHHBAET
pa6oty McrnonHuTeIbHOrO AUPEKTOPA B COOTBETCTBUH € eT0o (PyHKIHMOHAMLHBIMY
06513aHHOCTSIMU U [ESITENbHOCTBIO OPraHU3alldy B 11eJIOM, H HeMeJJIEHHO Or/ialjaeTr
PC3VJIbTaThl OLIEHKH.

37. IlpaB/ieHre peryJjsipHo MCIOJb3yeT HHMOPMALHIO, NIPENOCTABISEMYIO CTOPOHHUMHU
HAGJIOJaTC/IAMHU, JJ151 OLlEHKH AeATe/IbHOCTH OpraHi3alin.

KomMureTsl.
38. Opranuzauust, QyHKUMOHUPOBAHNE KOMUTETOB, BKAOYAs:
e  HcnosHuTe/NbHBIH KOMUTET
o  (DyHAHCOBBIHt KOMHTET
e  KoMHuTeT no MaTepHaIbHO-TEXHHYeCKOMY o6ecleyeHH IO
¢  Komurer no nepconay

a TaKxKe KPyr HX o6s3aHHOCTefi onpe/eJsiercss yCcTaBoM U APYTHMH pemieHuAMH llpapJenust.

39. Ha peryJ/sapHoii ocHoBe IIpaBieHHe IPUHAMAET, YTBEPIKAAET U, B Clyyae
HeoOXOAHMOCTH, U3MEHsET U JOKYMEHTHDPYeET JesATe/bHOCTh KOMHTETOB.

3acenanus IlpaBaennsn.
40. TlpaBieHue BbipaGaTbIBAeT U CJeAyeT YCTAHOBJICHHOMY IOPAIKY IIPOBefeHUA
Kaxaoro saceqanus Ilpapnenus.

41. Unenn! TlpaBjieHHsi, IPHXOAA Ha 3acCeNaHHs, YK€ O3HAKOMJIEHDBI CO Bee
uHgopMalHei, BbICIAHHONH UM NpelBAPUTENbHO, H 3¢EKTHBHO BHIIIOJHAIOT CBOH
06513aHHOCTH.

42. KoMmeHTapu¥ M BKJaj uieHoB IlpaBieHus Bo BpeMs 3acenanuil IIpasienna
COOTBETCTBYIOT X0y AHCKYCCHH.

BaaumogeiicTBHA ¢ PyKOBOACTBOM OPraHu3aIHH.
43. TlpaBaeHue ocosHaeT U AefiCTBYeT B COOTBETCTBMH C IIPHHATBIM PacTpe/ie/leHHEM

o6s3anHoctedl Mex/y IlpapjieHHeM U MITAaTOM COTPYAHHKOB.

44. OtHowenust, caoxupimurecs Mexay [IpasieHneM ¥ pYKOBOJCTBOM OpTraHU3anuy,
SIBJITIOTCS IO3UTIBHBIMH U 6JIaTONONVYHBIMH.

45. Mexay IlpapjienneM u IITaTOM OPTaHU3ALMK CAOKWIMCh MOBUTUBHDIE OTHOWIEHUS.
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