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KOMMETEHLINN
KOMMETEHLMW KOPMOPALIIA
KPEATUBHOCTb

OBYYEHWE MEPCOHATIA
COBPEMEHHbIt MEHEZXEP

B cTaThbe [0Ka3bIBAETCSH aKTyaNbHOCTb MOCTPO-
€HUS KIIOYEBbIX KOMMETEHUMI AN GONbLIMHCTBA
Kopropawuit B COBPEMEHHbIX PbIHOYHBIX YCIOBUSX.
060CHOBbIBAETCA HEOBXOAMMOCTb PaLMOHANLHOTO
COYETaHUs1 3HaHWIM M CNOCOBHOCTEN COTPYOHWKOB
ANns IOCTUXEHHUS MOCTaBNEHHbIX Lienei. Paccmatpu-
BAETCs CaMO MOHSTUE «KOMMETEHLMMy, ero cneuudu-
Ka ons Kopnopauuit. [loKa3biBaeTcs 3Ha4MMOCTb
HOPMYNUPOBAHMUS  KIIOYEBLIX KOMMETEHUMA MpK
noa6ope nepcoHana. AHanuaupyloTcs NoAXoabl K Bbl-
NBWXEHMIO COTPYIHWKA Ha PYKOBOASILLYIO IOMKHOCTb
W BbISIBNSIOTC OCHOBHbIE OWMWGKKM, KOTOPbIE MOTYT
BO3HWKaTb B JaHHOW CUTyaLK. BbiBAStOTCA KpuTe-
PUW BbIAENEHUS KIIOYEBBIX KOMMETEHLMA AN KOp-
nopauuit. Ocobyto akTyanbHOCTb NPK 3TOM NosyvaeT
TaKasi KOMNETEHLMS, KaK KpeaTUBHOCTb, TBOPYECKUE
CMOCOBGHOCTU U UHHOBALIMOHHOE MbllneHKe. Mpume-
HeH1e HeCTaHAapTHbIX TBOPYECKUX UAEN U PeLLEHNH
B GU3HECE U MEHEMKMEHTE NMO3BONSET KOpnopaLy-
IM 0CTaBaTbCA KOHKYPEHTOCMOCOGHBIMM.

JEL classification

M10, M12, J24

Ponb KpeaTHBHOCTH

AKTYAJIbHbIE BONPOCHI YNIPABJIEHUA HA MPEAMNPUATUN

B K/II04YEeBbIX KOMNEeTeHLUHAX MeHeAKepa

nA  OONMbIUIMHCTBA COBPEMEHHbIX

Koprnopauuin NocTpoeHune Kitoye-
BbIX KOMMETEHLUI BPAA NN ABNAETCA ecTe-
CTBEHHbIM CO6bITMeM. OBbIUHO Kopropa-
TUBHOE CO3HaHWe COCPefoTOYEHO BOKPYr
MOCTPOEeHMA cTpaTerum, GopmMynMpoBaHus
MUCCUN 1 Leneit, pa3paboTKi NpuoprTeToB
Ha PbIHKE, YBENMYeHWs Npubbiny 1 T.n. Ha
B3MNAf aBTOPa, aKLEHT Ha 3TUX XapaKTe-
puUCTMKax abConTHO HEOBXoAUM, HO OH
[OMKEH B PaBHOWM CTEMEeHU [OMOMHATLCA
BHUMaHUEM K KITIOUEBbIM KOMMETEHLINAM.

TepMWH  «KOMMNETEHUWA» OTHIOAb He
n306peTeHne Hawux gHen. Camo NoHATUE
BO3HMKIO ele B 1596 r. OmHaKo TONbKO B
nocnegHune fecATUNETUA 3HAUMMOCTb 3TOTO
MOHATWA JNA ynpaBneHus n obpasoBaHus
cTana pact. BnuaHve komneTteHumi Ha-
XO[UT OTpaXkeHre B COBPEMEHHOM MeHeq-
XMeHTe, B OCHOBHOM B cdpepe peKpyTMeHTa
1 ynpaeneHusa nepcoxanom [4. C. 131].

BoobLue noHATME «KOMMETEHLWA» NPo-
NCXOAMT OT NaTUHCKOro «competentiax, 4to
O3Hayaer:

1) Kpyr BONPOCOB U ABAEHWNA, B KOTO-
pbIX AaHHOe UL 0b/ajaeT aBTopUTETOM,
3HaHWeM, OMbITOM;

2) chpepa nonHoMouui, 061acTb BONPO-
COB 1 3ajjay, MOANEXALUMX Ybemy-HNOyab
BeAeHuIo.

CerogHs nog KomneTeHLUAMM NOHUMA-
IOT KOMMIEKC 3HaHWIA, HaBbIKOB, YCTAHOBOK
U INYHBIX KauecTB yernoBeka, 6e3 KoTopbIx
HEBO3MOXHa ero 3¢pdeKTMBHaA peATeNb-
HOCTb B KOHKPETHOW [OMKHOCTU UM B
KOHKpeTHOW KoMnaHuu [6]. 3Toro onpepe-
NeHVA NPUAEPK1BAETCA 1 aBToP.

[na kopnopauun KOMMeTeHUMN npeg-
CTaBnAT COOON paLMoHanbHOe coyeTa-
HUE 3HaHWI 1 CNOCOOHOCTEN COTPYOHUKOB,
KoTopble el TpebyloTca B OnpeaeneHHbIN
nepvog BpeMeHu AN JOCTVXKEHUA Hame-
UEHHbIX Lieneil 1 nnaHupyeMblX pesynbTa-
T0B [3].

KomneTeHTHOCTb npefnaraeTca pac-
CMaTpPUBaTb Kak WMHAMKATOP TOro, Kak OT-
AenbHble JIOAN MOTYT MOBbICUTb CBOKO
KBanMdMKaLMIo 1 YNyyWwnTb CBOK PaboTy.
lMponuncaHHasa KOMNeTeHLMA — 3TO CTaHAApP-
Tbl, NP NMOMOLLY KOTOPbIX MOXXHO OLIEHUTb
[eATeNbHOCTb MeHe[pKepa OTHOCUTENTbHO

yYLLIEro N3 BO3MOXHbIX BapUaHTOB BbINOS-
HAemoMN paboTbl [1].

OnbIT NOKa3blBaeT, YTO MHOTVe KOPMO-
paLmMn He UMEKOT ACHOTO NPeACTaBeHUs O
K/IOYEBbIX 1 He K/TIOUYEBBIX KOMMETEHLWAX.
A Befib co3faHMe KOMMETEHLWII ABNAETCA
CBOEOOPa3HbIM TPAMIMIMHOM [J1sl MPbIKKA
KOMMaHuK B Gyayiee. Mo cyTu, KOHKYpPeH-
uma Mexay dupmami — 3TO Ta e roHKa 3a
0CBOEHVe KOMMETEHLIUIA, KaK 1 TOHKa 3a No-
NIOXKEHME U BAUAHUE Ha PbIHKE. KOHEeuHo,
HeT HUYEro HOBOTO B NMPEAMNONOXKEHUW, UTO
GUPMBI «KOHKYPUPYIOT B CMOCOBHOCTAX>.
TpyBHOCTV BO3HWKalOT TOrfa, KOrAa npen-
MPUHUMAIOTCA  MOMbITKA  Pa3rpaHnunTb
K/OYeBble 1 He KIIOUEBbIE KOMMETEHLMN,
Ecin cocTaBuTb MepeuyeHb BCex Crnocob-
HOCTEN, KOTOpble UMEKT BaXHOe MOTeH-
LuanbHOe 3HaueHWe AJ1A ycnexa B AaHHOM
6u3Hece, TO 3TO OYET CAMILKOM AIMHHBI
CMUCOK, He NPeACTaBNAWUA LIeHHOCTU
AN MeHe[KepoB. Bbicliee pyKoBOACTBO
He MOXET yfieNATb BCEM BULAM LeATeNbHO-
CTU OAMHAKOBOE BHUMaHWE, OHO AOIKHO
3HaTb, KaKne U3 HUX [elCTBUTENbHO CO-
[EiCTBYIOT JOATOCPOYHOMY NPOLBETAHUIO
KOMMaHuK. Mo3ToMy CyllecTByeT Heobxo-
JMMOCTb B (OPMYNIMPOBAHNM  KIHOUEBbIX
KOMMETEHLMIA B Kopriopauuu. iIMeHHo 3Ty
3ajjauy v CTaBWT Nepep coboii aBTop.

MoXHO CKa3aTb, UTO KOMMETEHLUUU -
3TO «yllia» KopropaLuu, 1 B STOM KauecTse
OHM [JOMKHbI GbITb HEOTHEMNIEMON YaCTbio
MeHeKMeHTa. [oaTomy B popMMpOBaHN
K/NIOUYEBbIX KOMMETEHLIA KOMNAHUMN [OMX-
Ha y4acTBOBaTb BCA KOMaH[a MEHEKEPOB.

Pabota MeHepxepa TpebyeT oT Cre-
UuManucTa oBnafeHnst GOMbWMM UYMCIIOM
KOMMETEHLWIA, YeM paboTa PAAOBOro Uc-
NONHUTENS. DTU KOMMETEHLMUM MOTYT BbiTb
YNPaBNEeHYECKUMY,  TEXHUYECKMY, MO-
panbHO-MCUXONOMMYECKMIA U Ap., OfHAKO
MNPV BbIABMXKEHWUM COTPYAHMKA Ha PYKO-
BOAALLYIO JOIKHOCTb ABNAETCA OLUMOKON
YOENATb BHAMaHUE TOSIbKO HEKOTOPbIM U3
HUX. Hanpumep, nHoraa cneyuannctbl no
nog6opy nepcoHana owrnboYHo nonaraior,
UTO peLLaIoLLYto PONb MFPaKT CMOCOBHOCTH
Oymywwero MeHepkepa BbIMOJHATL NNLWb
OCHOBHblE GYHKLIMM, CBA3AHHbIE C MiaHu-
pOBaHMEM, OpraHu3auuen, KOOpAUHaLu-
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The Role of Creativity

in Key Competences of a Manager

Development of key competences
is unlikely to be a natural event for
the majority of modern corporations. Nor-
mally, corporate consciousness focuses on
designing strategy, formulating mission
and goals, determining priorities in a mar-
ket, maximizing profits, etc. In the author’s
view, the emphasis on these characteristics
is strictly necessary, yet it should equally be
supplemented with the attention to the key
competences.

The term “competence” is by no means
an invention of our days. It emerged as
early as 1596. Yet only in recent decades
the importance of this concept for manage-
ment and education has begun to grow.
The impact of competences can be seen in
modern management, mainly in the sphere
of recruitment and personnel management
[4.P.131].

The concept “competence” originates
from the Latin “competentia” that means:

1) a range of issues and phenomena in
which the person is an authority and has
knowledge, experience;

2) powers, a set of issues and tasks sub-
ject to someone’s control.

Currently competence is understood
as a complex of knowledge, skills, mind-
sets and personal qualities in the absence
of which an employee’s creditable perfor-
mance in a position or at a company is im-
possible [6]. The author shares this defini-
tion as well.

For corporations competences repre-
sent a rational combination of employees’
knowledge and skills needed in a certain
period to achieve formulated objectives
and planned results [3].

It is suggested to regard competence as
an indicator of a way how people may im-
prove their qualification and, consequently,
their performance. Written competences
are standards that help to evaluate a man-
ger's activity in relation to the best of pos-
sible variants of performing the work [1].

The experience suggests that many cor-
porations do not have a clear understand-
ing of what key and non-key competences
entail, though building competences
seems to be a kind of springboard for com-

pany future. In fact, competition between
firms is the same race for acquiring com-
petencies as the race for the position and
influence in the market. For certain, there is
nothing new in the assumption that firms
“compete in capabilities”. Difficulties arise
when one attempts to distinguish between
key and non-key competences. If we com-
pile a list of all capabilities which potentially
can contribute to success in a business, it
will be too long and of no value for manag-
ers. Top management cannot pay equal at-
tention to all types of activities, they should
know which of them actually will support
long-term prosperity of a company. For this
reason the corporation encounters a strong
need to formulate the key competences.
This is the task the author aims to handle
within the present study.

It is possible to say that competences
represent the “soul” of a corporation and in
this sense they should be an integral part
of its management. Hence, the whole team
of managers should participate in building
the key competences of a company.

Manager’s work implies that a special-
ist demonstrates a much greater variety of
competences than an average performer.
They may be managerial, technical, moral-
psychological and other competences, yet
it is a fundamental mistake to only give at-
tention to some of them during employee
advancement to leadership position. For
instance, some HR specialists erroneously
believe that the decisive role is played by
the capabilities of a prospective manager
to fulfill main functions related to planning,
organization, coordination, motivation and
control (basic managerial competences).

In some organizations during the
search and selection of candidates for
the position of deputy head in a special-
ized field (finance, marketing, HR, etc.) the
requirements to experience and exper-
tise (technical competences) get prior-
ity whereas functional requirements to the
person applying for management position
are disregarded. Frequently, the vacancy of
a manager is filled with a “good” man cho-
sen on the basis of moral and psychological
qualities. So, what are the causes of such “ir-
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The article proves the urgency of the issue of
building key competences for the majority of cor-
porations in today's market conditions. It justifies
the necessity of a rational combination of knowl-
edge and skills of employees to achieve the defined
goals. Particularly, the author considers the concept
“competence” and its specifics for corporations. The
importance of formulating the key competences
during recruitment is emphasized. Approaches to
personnel advancement to leadership positions are
analyzed and the main errors that can occur depend-
ing on different approaches to this process are dis-
covered. The criteria to identify the key competences
for corporations are revealed. Such competences
as creativity, creative skills and innovative thinking
are believed to be of especial relevance. The use
of non-standard creative ideas and solutions in the
business and management is seen as factor behind
corporations’ competitiveness.
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Tema Homepa

€, MOTVBaLMelN N KOHTPOneM (OCHOBHble
ynpaBneHyecKkme KomneTeHUmN).

B psape opraHusaumii npu paccmotpe-
HUM BOMpOCa O npoueaype Noucka u OT-
60pa KaHAMAaTa Ha No3nLMI0 3aMeCTUTENS
PYKOBOAWTENA B KOHKPETHOW obnactu (du-
HAHCbl, MAPKETUHT, NEPCOHaN 1 Ap.) Ha nep-
BOE MeCTO BbIXOAAT TPeboBaHUA K OMbITY
1 MacTepcTBYy B [aHHOW y3Kocmeumanusu-
poBaHHOW chepe (TEXHNYECKME KOMMETEH-
LmK), Torga Kak o GyHKLMOHaNbHbIX Tpe6o-
BaHMAX K PYKOBOAWUTENIO Kak MeHemepy
3abbIBaeTcA. 3a4acTylo Ha NOCT MeHeKepa
nornagaeT MpocTO «XOPOLUKUN» YENOBeK,
OTOOPAHHbIN Ha OCHOBaHWK MOPANbHO-
NCUXONOTMYECKNX KauyecTs. YeM Bbi3BaHbI
TaKue «HepauunoHanbHble» AeNCTBUA Cre-
LManuCToB No Moabopy ¥ NPOABUXKEHUIO
COTPYOHWKOB Ha NOCT pyKOBOAUTENA?

Ha B3rnag aBTOpa, MOXHO BblAeNUTb
HECKOMbKO NMPUYMH: HEAOMOHUMAHNE MHO-
rorpaHHOCTN NNYHOCTM MeHeXepa; Hefo-
oueHKa QyHKLWIA, KOTopble MeHefXep Bbl-
MOMHAET B OpraHu3aLmy; CyObeKTUBHble 1
006BEKTUBHbIE OLWIMOKN NPU BbIgBUXKEHUN
KaHauaaTa Ha LOMKHOCTb; Henpodeccuo-
Hanuam Cnyx6 opraHu3auuy, 3aHuUMalo-
WMXCA HabopoM MepcoHana, U, Kak npa-
BWNO, OTCYTCTBME MOAENU KOMMEeTeHLMN
pykoBoauTens.

Moaxonpbl K BbIABUXKEHMIO COTPYLHMKA
Ha PYKOBOAALLYIO JOMKHOCTb NpeanaraeT-
CA YCNIOBHO pa3fenuTb:

e M0 TeppuTOpuanbHOMY MPU3HAKY
(NouUCK KaHaupaTa BHE UK BHYTPU OpraHu-
3auun);

© 10 MeToAy nomcka (MHAVBKAYanbHbIN
MOWCK, BbIABUXKEHWE MO PEKOMEHAALNM
UNU 3HAKOMCTBY, CaMOBbIAABUXeEHME, MNOo-
NCK Cpeaw NpeAcTaBUTeNel KagpoBoro pe-
3epBa, WCNONb30BaHMe [J18 BbIABUKEHNS
cpepcte CMW, npuBneyeHve KagpoBbix
areHTCTB, XEAXAHTUHT).

OwwnbKy, KoTopble MOryT BO3HMKATb
NPy PasNnYHbIX NOAXOAAX K BbIABUKEHMIO
COTPYOHMKA Ha PYKOBOAALLYIO JOMKHOCTb,
06yCnoBneHbl Tem, YTO CReLmranucTbl Unu
Cnyx6bl, OTBEYAKOLIME 3a BbIABUXKEHNUE,
MOFYT PYKOBOACTBOBATbCA MpPeACTaBfieH-
HbIMW HIKe YCTaHOBKaMM MpW 3amelleHum
LOMKHOCTY pyKoBOAUTENS.

1. J/lyqwe ceou, yem yyxou. Ha ponx-
HOCTb PYKOBOAUTENA MO NPUHLMNNANBHBIM
COObpaxeHMAM BbIOMpaeTCA COTPYAHUK
NCKNIOUYNTENBHO W3 NpeacTaBuUTeneid aaH-
HOW opraHmsauun. Tako noaxon umeet
CBOW MpeuMYyLLeCTBa: YfeH KONNeKTuBa,
KOTOpbli gonroe Bpemsa npopaboTan B
OpraHu3aLMK, XOpPoLOo 3HAET ee CUMbHble
1 cnabble CTOPOHbI, CNeuuduKy 1, ckopee
BCero, paszenset 6ONbLWMHCTBO CyLLeCTBY-
IOLWWX LIEHHOCTEN, MOHUMAET Lienn 1 3aja-

) 4

um paboTbl CBOEro NofpasfeneHus, umeet
HanaXeHHble KOHTaKTbl C COTPYAHMKAMN.
OpHako Takol NpeTeHAeHT He Bceraa obna-
[aeT KauecTBamy, HeobXoaNMbIMK N pa-
60Tbl B JOMKHOCTW pyKoBOAMTENsA. B aTom
cnyyae 3HaHve ocobeHHocTel paboTbl op-
raHu3aumm Unu noppasfeneHns CTaHoBUT-
€A Mano3HauYMMbIM GakTopoM.

2. OH npogpeccuoHan ceoezo dena. B nio-
601 opraHM3aLmm 1 BHe ee BCerga HangyT-
CA Noaun, KoTopble ABAAIOTCA OTINYHBIMU
npodeccMoHanamm B Kakon-nnbo ofHoi
y3KocneumanmsnposaHHoin obnactn (du-
HaHCbl, MapKETUHT, peknama, npou3Bof-
ctBO 1 Ap.). OfHaKo Hanuuue npodeccro-
HanM3ma Kak TaKOBOrO He BCerfia 03Hauaer,
UTO [aHHbI YeNOBeK B COCTOAHUN 3aHATb
Kpecsio pyKOBOAMTENS, NOCKONbKY OH MO-
XeT He 0bnafiaTb OCHOBHbIMU YrpaBneHye-
CKUMW KOMMETEHLMAMMU.

3.Cmax pabomel 8 oOpzaHu3ayuUU
uzpaem 60nbWYI0 posib. 3a4acTyld MecTo
pyKoBOAWUTEeNA [OCTAaeTCcA COTPYAHUKaM,
KOTOpble BbIAENATCA Cpeay NPoUMx no-
BbILUEHHOI IOANBHOCTBIO K OpraHM3aLmy n
npopaboTtanu B Hel MHOrO neT. OHK «aBTo-
MaTNuYeCKn» MOTYT CTaTb pyKoBOAUTENAMY,
He obnafan Npu 3TOM HW NpodeccroHanb-
HbIMU, HU MEHEMXKEPCKUMM KauecTBaMu.

4. PoOcmeeHHUKY MOXHO 0dosepame.
[lo cvx nop cyllecTByOT Takue opraHu3a-
KK, Foe Ha JOMKHOCTb MeHeaxepa bepyT
noge no NpUHLWMY HaaMumA POACTBEH-
HbIX OTHOLUEHWUA WAW MO 3HAKOMCTBY, Ta-
KuM 06pa3om fienas MorbiTKy YCTaHOBUTb
«TOTaNbHbI KOHTPOMb» HaA BbIOPaHHbLIM
BMOM 6u3Heca. Takol nofgxod K HasHaue-
HUIO Ha JOMKHOCTb YpeBaT npobnemamu,
CBA3aHHBIMU He TONIbKO C BO3MOMHbIM OT-
CyTCTBMEM npodeccmoHanv3ma y HaHuMma-
emoro paboTHUKa, HO U C YCTaHOBNEHMEM
naHnbpaTCcKux OTHOWeHUN Ha paborTe,
HEBO3MOXHOCTbIO MOBAMATL Ha [eATeNb-
HOCTb POACTBEHHNMKA WK 3HAKOMOTO 13-3a
OnaceHVA CMOPTUTb OTHOLIEHUA C POAHE
Unu Apyrom.

N.0. Tutep B CBoel KHUre otmevan
elle HecKoNbKo CrnocoboB HErpamoTHOro
NPOABUXKEHUA COTPYAHUKA NO KapbepHON
NecTHWLe, yKas3blBad NpU 3TOM, YTO Bbl-
LBUXEHME COTPYOHMKA Ha PYKOBOAALLYHO
BOMKHOCTb MOXET OCYLLECTBAATLCA:

© M0 KOHEYHOMY pe3ynbTaTy (cnocob-
HOCTb pe3yNbTaTUBHO BbINONHATL PaboTy);

110 yCepamto;

® Ha OCHOBe CYObEKTUBHbIX Mpeamno-
YyTeHun;

© 110 NPUHLMMNY CTaPLUMHCTBA.

YKa3zaHHble oWwnbKy Npu BbIABUXEHWUN
Ha PYKOBOZALLYK [OMKHOCTb MNPUBOAAT
K TOMY, 4TO Ha [OMIKHOCTM MeHedxepa
OKa3blBAETCA HEKOMMETEHTHbIN PabOTHUK.

AKTYAJIbHbIE BONPOCHI YNIPABJIEHUA HA MPEAMNPUATUN

Mocnenctens ouyeBUAHbLI: BO3HUKHOBEHME
KOHQNMUKTHBIX CMTyaLUi, TeKyyecTb pa-
60uMX KafpOB, CPbIBbl CPOKOB BbIMOMHE-
HVUA 3alaHWUIA, MIOXON MCUMXONOTNYECKMIA
KNMMaT B KONMEKTUBE, HM3Kasa MOTMBaLUA
M He3anHTePeCoBaHHOCTb COTPYAHUKOB
B pabore.

YTo6bl CUMTATLCA KNIOUEBOW KOMMETEH-
LMeRn, KOMMNIEKC 3HaHWA WU HaBbIKOB A0J1-
XeH 0TBeuYaTb CrefyoLmnmM KpUtTepruam:

e NPeLCTaBNATb LUEHHOCTb AN1A noTpe-
6uTenei;

o ObITb YHUKaNbHbIM;

e obecneunBaTb MNepexod K 3aBTpall-
HUM PbIHKaM.

Takum obpaszom, KIoueBbIMW KOMMe-
TEHLMAMMN B KOPNOpaLymn ABAAITCA:

1) CUCTEMHOE MBbILLNIEHNE, CUCTEMHbIN
NOAXOA K peLeHmnio npobnem;

2) NpUHATE  pPeLUeHni,
K KOMneTeHUum;

3) opreHTaLWA Ha pe3ynbTaT;

4) aHanUTUYeCKne CnoCcoOHOCTY;

OTHECEHHbIX

5) KpeaTMBHOCTb (MHHOBALMOHHbIE
cnocobHocTn);
6) TMOKOCTb,  CMOCOBHOCTb  BBICTPO

1 afileKBaTHO pearnposatb;

7) CNoCoBHOCTb K 06YyUeHuio;

8) opraHu3aTopckme cnocobHOCTY;

9) penernpoBaHve NOSIHOMOYNIA;

10) ymeHve ynpaBnaTb BpemMeHeM;

11) ymeHune ynpasnatb NpoekTamu;

12) ymeHwe paboTaTb B KOMaHfe;

13) ymeHwe BAnATb W ybexaaTb niogei;

14) ymeHune cnywatb Apyrux;

15) HaBbIKV NPOBEAEHNA NeperoBopoB
1 npe3eHTauuii;

16) cNOCOBGHOCTb
3HAHMA N HaBbIKK;

17) KNNEHTOOPUEHTUPOBAHHOCTD.

Ocobyto aKTyanbHOCTb B MOCNefHue
rogbl Nprobpena Takasa KOMMeTeHLWA, KakK
KpeaTUBHOCTb, TBOPYECKHME CMNOCOOHOCTY 1
VHHOBALIMOHHOE MblLUSIEHNE.

[ToHATME «KpeaTUBHOCTb» NPOUCXO[UT
OT NIaTUHCKOTO CoBa «creatura», YTo 03Ha-
yaeT cospaHue, TBopeHue. He cnyvaiHo,
Korga Mbl rOBOPUM O KpeaTWBHOCTU Ka-
Koro-nmbo 4enoBeka, B MepByl ouepefb
NpeAcTaBNfAemM  TBOPYECKYI0  JINYHOCTb,
OPUIIHAaNbHO N HECTaHAAPTHO MbIC/ALLYIO.
Takxe B 3TO MOHATME BXOAAT Takme Kaue-
CTB3, Kak BoobpaxeHue, daHTasus, cno-
COBHOCTb MPUHUMaTb HOBOe, MpepnaraTtb
HOBOE, NPOABNATb MHULIMATUBY, YNPaBAATH
TBOPYECTBOM, YMeHue 6e3 BHYTPeHHero
COMPOTUBNIEHNA  BOCMPWHUMATD  Pa3HO-
ob6pa3sHble naeu, NO3ULMN N NPEANOXKEHNA.

KpeaTBHOCTb - 3TO  CMOCOBHOCTDH
NPWHUMaTb HecTaHAapTHble U 3deKTrB-
Hble pelleHna. TN pelleHna MeHegKepa
OTNMYAIOTCA OT pPeleHnid UCMOAHNUTENA
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rational” behaviour of HR specialists when it
comes to a leadership position?

From the author’s viewpoint, it is pos-
sible to specify several reasons: misun-
derstanding of the diversity of manager’s
personal qualities; underestimation of
functions performed by a manager in an
organization; subjective and objective mis-
takes during candidate’s advancement to
a position; unprofessional attitude of HR
services of the organization and, as a rule,
absence of the model of manager's compe-
tences.

For the purposes of the discussion it is
proposed to divide approaches to employ-
ee advancement to leadership position on
the next bases:

o territory (searching for candidate in-
side or outside of an organization);

e search method (individual search;
self-nomination; the search using recom-
mendations or personal acquaintances,
using the pool of candidates, involvement
of mass media, recruitment agencies, head-
hunting).

The errors occurring when different
approaches to employee advancement to
leadership positions are applied, result from
the assumptions prevailing in the minds of
specialists and services responsible for the
process, namely:

1. Better someone working in the com-
pany, than a stranger. For principal reasons
the management position is offered only
to a representative of the company. Such
approach has definite advantages: having
worked in the company for a long time
a member of a team is likely to know its
weaknesses and strengths, specifics, share
most of the existing values, understand tar-
gets and tasks of his/her subdivision, have
established rapports with other employees.
Yet such candidate does not always possess
the qualities required to work as a manager.
In such case, the knowledge of peculiarities
of operation of the company or its subdivi-
sion appears to be imperceptible.

2.5/he is a true professional. In any or-
ganization and outside of it there always
can be found people who are skilled profes-
sionals in a particular field (finance, market-
ing, advertizing, production, etc.). However,
professionalism does not at all times mean
that this person can hold the manager’s
seat, because s/he may do not possess ba-
sic managerial competences.

3.The length of service in a company
plays a crucial role. Management position
is often taken up by employees who stand
out above the rest due to their tremendous
loyalty to the company and have worked
for it for many years. They “automatically”

may occupy leadership position, even if
they have neither professional, nor mana-
gerial skills.

4. Relatives deserve trust. Thus far there
have been such organizations where va-
cancies for managers are filled in on the
basis of kinship or friendship in attempt
to establish “total control” over the chosen
type of business. Such approach is fraught
with problems relating not only to unpro-
fessionalism of new hire, but also to crony
relationships at work resulting in inability
to influence relatives or friends for fear of
spoiling relations with them.

In his book L.D. Peter pointed to some
more ways of inept promotion of person-
nel, specifying that employee advance-
ment to leadership positions may be done:

e according to final result (ability to per-
form efficiently);

e according to his/her zeal;

e on the basis of subjective preferences;

e according to the seniority principle.

The said mistakes during personnel
advancement to leadership position lead
to hiring inappropriate and incompetent
workers for management positions. The
consequences are rather obvious, includ-
ing conflicts at work, high staff turnover,
disruption and delays in completion of as-
signments, poor psychological climate in
the team, low motivation and lack of inter-
est in the work.

To be considered the key competence
the complex of knowledge and skills should
satisfy the following criteria:

e be valuable for customers;

e be unique;

e contribute to transition to “future”
markets.

Therefore, the key competences in cor-
porations are:

1. System thinking, system approach to
solving problem:s.

2. Competence-related decision-
making.

3. Orientation towards result.

4. Analytical capabilities.

5. Creativity (innovation capabilities).

6. Flexibility, ability to react quickly and
adequately.

7.The ability to learn.

8. Organizational skills.

9.The ability to delegate authority.

10. Time management skills.

11. Project management skills.

12. Teamwork skills.

13.The ability to influence and per-
suade people.

14.The ability to listen to others.

15. Negotiating skills and skills of pres-
entation.
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16.The ability to transfer knowledge
and skills.

17. Customer-centric approach.

In recent years such competences as
creativity, creative skills and innovative
thinking have gained particular relevance.

The concept “creativity” derives from
Latin “creatura’, which means creation. It
comes as no surprise that when talking
about creativity of an individual we first
of all imagine a creative personality that
thinks outside the box. This concept also
encompasses such qualities as imagination,
fantasy, the ability to perceive novelties and
suggest them, display initiative, manage
creativeness as well as the ability to wel-
come new ideas, opinions and proposals
without resisting to them.

Creativity is an ability to take non-
standard and efficient decisions. These
decisions of a manager, in contrast with
the ones of an average performer, feature
ongoing evaluation of the situation and
independent determination of efficiency
criteria. This is the exact reason why crea-
tivity, in the author’s view, provides the ba-
sis for efficient performance of a manager
and is one of his/her key competences. All
his/her activities should be targeted at the
constant search of new business ideas and
methods of doing the work more efficiently
as well as the application of the methods of
innovative thinking.

In the evolution of production and
society intellectual activity is assuming
an increasingly important role. Its major
peculiarity is that it demands inspiration,
creativity and certain level of education
and cultural development. On the other
hand, in management, the role of intellect
is growing and today management largely
depends on acquiring and mastering the
techniques of intellectual activity [5].

All these factors are reflected in the
conception of creative management, which
represents a type of management based
on personnel creativeness and a creative
approach on a manager’s part in solving
problems [2].

The reality of contemporary develop-
ment of management once again proves
the fact that nowadays it is impossible to
handle complex problems relying only on
the use of elementary knowledge through
recommended and tested techniques [9].
The life is changing so rapidly that taking
the specifics of these changes into account
is getting increasingly difficult. The crea-
tive approaches are obviously needed. The
nature of the problems faced by managers
changed dramatically as well as the people
under his/her leadership, their interests and
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MOCTOAHHON OLIEHKOW CUTYyaLun 1 camo-
CTOATENbHbIM YCTaHOBNEHVEM KpuUTepueB
sddekTMBHOCTU. MMeHHO no3ToMy Kpe-
aTWBHOCTb, MO MHEHWIO aBTOPa, NEXMUT B
ocHoBe 3OdeKTUBHOW [eATeNbHOCTU Me-
He[Kepa 1 ABNAETCA OAHOW M3 KNOUEeBbIX
ero KomneteHuuin. Bca ero peatenbHoCcTb
[OMKHa ObITb HaLeneHa Ha MOCTOAHHbIN
NouCK GU3HeC-UAen, HaXOXOEHUE HOBbIX,
6onee 3dPeKTUBHLIX METOAOB BbIMOJIHE-
HUA paboT, a Takxe NpPUMeHeHe MeToL0B
pa3BUTUA MHHOBALMOHHOTO MbILLIEHMA.

B pa3suTiu npon3sogcTBa 1 0bLecTBa
Bce 6OMblUY0 PONb WUrpaeT WHTENNeKTY-
anbHaa peAatenbHoCTb. Ee rmaBHoM oco-
6eHHOCTbI0 ABNAETCA TO, UTO OHa TpebyeTt
BOXHOBEHWA, TBOPYECTBa U OnpefeneH-
HOro YpoBHA 00pa30BaHMA W KynbTypbl.
C Apyroii CTOPOHI, 11 B yNpaBieHu noBbl-
LIAeTCA POnb UHTENNEKT], 1 ynpaBneHue B
6onbluelt cTeneHn 3aBUCUT OT yrnybneHus
1 OBNafieHNA MpueMammn WHTEeNNeKTyanb-
Hol peAatenbHocTH [5].

Bce 3T dakTopbl HaXofAT OTpaXKeHue
B KPEAaTUBHOM MeHe[KMEHTe, KOTOpbli
npeactaBnsetr cobol TN ynpaBneHus,
ONMPaIoLMINCA Ha TBOPYECTBO MepCoHana
1 npegnonaraolnii TBOPYECKUA Nopxon
MeHe[Xepa B pelleHun Bcex npobnem [2].

PeanbHOCTb COBpPEMEHHOrO pa3BUTHA
MeHe[XMeHTa elle pa3 NoATBepXaeT TOT
aKT, UTo CerofHA pellatb CNOXHble Npo-
6nembl Pa3BUTUA HEBO3MOXHO, ONMPAACh
Ha 3NeMeHTapHOE MCMONb30BaHMe 3HaHUI
uepe3 peKoMeHLOBaHHble 1 anpobupo-
BaHHble MeTogmku [9]. B u3Hm npowmc-
XO[AT CTOMb CTPEMUTENbHbIE N3MEHEHUS,
UTo YunTbIBaTb WX OCOBEHHOCTU CTaHo-
BWTCA BCe TpyAHee u TpyaHee. Tpebytotca
TBOpYeckMe nogxodbl. MeHseTca xapak-
Tep npobnem, C KOTOPbIMUA CTajK1BaeTCA
MeHemxep. MeHAeTca YenoBek, KOTopbiM
YNpaBnAaeT MeHeaXep, MeHATCA ero WH-
Tepechbl U LEHHOCTW, U HaMpPaBAeHNUA 3TUX
M3MEHEHWIA BNOMHe onpefeneHHbIM 06pa-
30M TPebyIoT U3MEHEHWA THMa yNpaBieHus
OT cyry60 opraHM3aLroHHOro K colmanb-
HO-NICKXONOTMYECKOMY 1 flanee — K Kpea-
TUBHOMY.

MoBbiweHre 3ddeKTUBHOCTU feATeNb-
HOCTW, npuyem nOObIX BUAOB [eATeNb-
HOCTW, B COBPEMEHHBIX YCIOBMAX 3aBUCUT
OT peanu3auuu 1 pPasBUTA TBOPYECKOrO
noTeHumana. Ho n 1o n gpyroe 3aBucnT ot
MEeHEe[)KMeHTa, B KaKol Mepe OH OpUeHTH-
poBaH Ha TBOPYECTBO U COOTBETCTBYET NN
CaM TBOPYECKOMY MOAXofy.

KpeaTBHOCTb CTaHOBWTCA BCE aKTy-
anbHee He TOMbKO AnA paboTHMKOB TBOP-
yecknx Npodeccuin, Ho 1 ANA MEHEKEePOB.
Bce peno B 6bICTPOM TeMMe 1 MHOFOMNaHo-
BOCTM COBPEMEHHON XW3HW, KOTOpbIE Tpe-

) 4

OytoT yMeHMA TnbKo 1 HeopaMHapHoO pea-
rMpoBaTb Ha MPOUCXOAALIME U3MEHEHUA.
CerofiHA HM OfHa KOMMAHUA He MOXeET Mo-
3BOUTb cebe paccnabuTbea: KOHKYpeHUUs
upe3BblUaliHO KecToka. MIMeHHO nosTomy
paboTofaTenu Tak 3auHTEPeCcoBaHbl B Jlio-
JAX, KoTopble CMOCOBHbI HecTaH#apTHO
MbIC/IUTb, HAXOAWTb HOBbIE UAEMN 1 NOAXO-
Obl K ynpaBieHuio.

TBOpPUECTBO  CTAaHOBWTCA  peanbHOM
M OCTPOi NMOTPEBHOCTBI0 MPAKTUKM pa3-
BUTUA. TBOPUYECTBO ABNAETCA aHTUMNOAOM
610poKpaTM3aLnK, TEXHOKPATA3MA, U3NNLL-
Hell LieHTpanu3aumm ynpasneHus, KoHcep-
BaTM3Ma, U HaobopOT, OHO crnocobcTByeT
NPOABNEHNIO UHWULMATUBHOCTY, CaMOCTOS-
TENbHOCTY, 3aHTePecoBaHHOCTU. MeHHO
NO3TOMY KpeaTUBHOMY MEHE[KMEHTY Npu-
Hagnexut byayLee.

MepBOHayanbHO KPeaTMBHOCTb MeHea-
XepoB CBA3bIBaNnacb co cdepon ux npo-
deccroHanbHOM  peatenbHocTu.  Hanpu-
Mep, CUMTANOCh, YTO MEHEeKepbl YaCTHbIX
dmpm KpeaTuBHee yrnpaBneHLEeB KPYMHbIX
roCyAapCTBeHHbIX NPeanpuATUn, a pe-
KnamLLmKn bonee KpeaTuBHbI, YeM GUHaH-
cncTbl. OfHaKo NpoBeAeHHbIe 3anafHbIMy
cneyuanMcTamii UCCIefoBaHUA [oKasanu
OTCYTCTBUE CBA3WN MEXJY KPeaTUBHOCTHIO
1 chepoli peAaTenbHOCTM cneumanicta [7].

KpeaTnBHOCTb — 3TO BHYTpeHHee Kaue-
CTBO YEeNIOBEKa, 3aBUCALLEE OT €ro INYHOCT-
HbIX XapakTepuctuk. Begb v GpuHaHCUCTBI
HepeaKo BHeApAT UHHOBALWK, ONTUMU-
3upylolLMe [eATeNbHOCTb  COTPYLHMKOB.
Yem oTnnuaeTca KpeaTuBHbIN MeHepxep?
B nepBylo ouepenb OTCyTCTBUMEM CRenom
Bepbl B cTepeoTunbl. OH cMeno pywut
YCTOABLWIMECA TPagULWUU W BHeApseT WH-
HOBaLIMOHHble pelueHus. Takol noaxop K
NOBCEAHEBHOW [EATENbHOCTM MO3BOAAET
KOMMaHWUW He TONbKO HaXOLUTbCA «Ha nna-
BY», HO 1 OOXOAWTb CBOUX KOHKYPEHTOB.
Beob KpeaTuBHbI MeHegep MOHMMAET,
yto niobas TeXHONOrusA, HOBbLIN MPOAYKT
WA BUR YCNYrn 0YeHb BbICTPO OTCTaKOT OT
Xu3Hu. MosToMy oH He 6opeTca ¢ nepeme-
Hamu, a NPeBUANT WX, NPUHUMAA HeCTaH-
JapTHbIE PeLleHnA 1 BbIBOAA TeM CaMbIM
KOMMaHWIo Ha NepesjoBble NO3ULMN.

MpuHUMan Ha paboTy HOBOrO MeHen-
epa, paboTofaTenb OLEHNBAET He TONbKO
nepeymnciieHHble B pe3ioMe AeNoBble Kaue-
CTBa 1 NPOodeCccMOoHanbHbI OMbIT, HO U INY-
HOCTHbIE XapaKTepUCTUKK. [InA 3TOro KaH-
Jnpata npurnawanT Ha cobecefoBaHue.
MpoBepnTb KpeaTMBHOCTb CheuuanicTa
TBOpUecKol Npodeccum JOBONIbLHO NPOCTO:
[OCTaTOYHO MOCMOTPETb ero nopTdonuo.
370 OTHOCWTCA K MeHe[Kepam Nno pekname,
Jn3aiiHepam, XXypHanucTam u T.4. A BOT Kak
6bITb € dUHaHCUCTaMK, MeHeKepamm Mo

AKTYAJIbHbIE BONPOCHI YNIPABJIEHUA HA MPEAMNPUATUN

npojaxam 1 Apyrumn npodeccroHanamu,
Kasanocb 6bl, faneknmu ot TBopyecTsa? Ha
CamMOM fiene, Toxe He CloxHo. [Mpeanoxute
KaHamaaTy B KauyecTBe TeCTOBOrO 3afjaHusA
KaKy-nnbo TUNNYHY0 AnA Balueil Komna-
HUW CUTYyaLuto, TpebyioLLyto onepaTVBHOIO
peweHusa. Ecnu meHemxep penctsyeT no
CTaHZAPTHOW Cxeme, MPUHATON B Ballen
dupme — 370 yKe XOPOoLLO. 3HaUNT, OH Kpen-
Knit npodeccrnoHan. Ecnu xe npepnaraet
HEOXMIAHHYI0 CXeMy AeNCTBUN, KOTopas K
TOMY >Ke MO3BOJNIAET Pa3peLmnTb CUTYaLMIo
Havnbonee onepaTVBHO UM C HAUMEHbLLK-
MKW 3aTpaTamu, TO neper BaMu KpeaTus-
HbIll npodeccuoHan. 3 BblleckasaHHOro
CnefyeT, YTo KpeaTUBHOCTb [OMKHa 6a3u-
poBaTbCA Ha TBepAbIX 3HaHUAX U npodec-
CMOHANbHOM OrbITe, K KOTOPbIM Npunara-
I0TCA TMOKNIA YM U TBOPYECKOE MbILLNIEHNE.
B3rnAHyB Ha 3afjauy C pa3HbIX TOueK 3pe-
HUA, KPEATUBHbI MEHeXXep CMOXeT npef-
NOXWTb ee HeCTaHAAPTHOe peLleHue.

Kpome TOro, KpeaTuBHble nofy, Kak
NpaBuUno, YPe3BbIYANHO XapU3MaTUYHbI,
a 3HaumMT, CMOTYT yBNEeUYb CBOMMU UOEAMU
KOMNMNEKTHB, YTO TOXKE OUYEHb BaXKHO [/1A Me-
HeKepa. [laxe M3HayanbHO KpeaTuBHbIE
NIOON MOTYT CTONKHYTbCA C Gapbepamu,
OnoKMUpylOWUMN NPOABNEHNA KpeaTUBHO-
ctn. K Takum 6apbepam, Hanpumep, OTHO-
CUTCA OKpYyXalolaa o6CTaHOBKa, He pac-
nonaratoLas K TBOpYecTBy. B KonnekTuse
pomkeH ObiTb GnaronpuUATHBIA NCUXONOrU-
yecKuii Knumart. HepBO3HOCTb 1 CTPEeCChl He
CNoco6CTBYIOT Pa3BUTUI0  KPeaTUBHOCTH.
Kpome TOro, MeHefKep JOMKeH ObiTb yBe-
PeH B HAA@XKHOCTMN 1 CTabUNBHOCTY KOMIa-
HUK. Hn ofyH yenosek He cnocobeH TBOp-
UecKmn MbICTINTb B CUTYaLMM HEN3BECTHOCTH
UK CTpaxa nepej 3aBTpaliHum gHem. [py-
roii 6apbep — HenpasubHasA onnata Tpyaa,
Korfa MeHemxep 6ouTCA AOMYCTUTH OLUMG-
Ky 1 nnwmuTbca 6oHyca. Henb3a onnaunsatb
KaX[pll War cneumanucta. 310 aBTomMaTtu-
yeckn OMOKMpyeT CnocobHOCTb MbICIUTD
KpeaTuBHO, MOCKOMNbKY CAEPXMBAeT pu-
CKOBaHHble MOCTYNKK, 6e3 KOTOPbIX HEBO3-
MOXHbl PEBOJIIOLMOHHbIE N3MeHeHUA. Me-
He[PKep [OMKEH MOHUMaTb, YTO ero Tpyn
OnMaynBaeTcA cnpaBefanBo. Torga oH, He
[yMas exefHEBHO O pa3mepe KOMIMeHca-
LK, CMOXeT BbljaBaTb TBOPUECKME UaEMN.

BrokvpyeT KpeaTMBHOCTb M HEAOCTATOK
BpemeHu. B ycnosusax LeiTHOTa uyenosek
HE MOXeT CKOHLIEHTPMPOBATbCA Ha NOCTaB-
NeHHON 3ailaye, a COOTBETCTBEHHO, MPOHVIK-
HyTb B ee CyTb. Bnpouem, cnmwkom 6onb-
LIOE KONMYECTBO BPEMEHU TOXe HeraTUBHO
CKa3bIBAETCA Ha KPeaTUBHOCTY, NMOCKOMbKY
BbI3bIBaeT CKyKy. Heobxoanmo HailTy «30n0-
TYl0 CepefyHy» U YCTPaHUTb BCe OTBEKato-
LyKe OT peLleHns 3agaum GpakTops!.
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values. The directions of these changes defi-
nitely require the shift in the type of man-
agement from solely organizational to so-
cial-psychological one and then to creative.

The improvement of efficiency of ac-
tivities (any sorts of them) in modern con-
ditions is connected with realizing and un-
locking of creative potential. In turn, both
things depend on management, specifi-
cally, to what extent it is oriented towards
creativeness and fits in with the creative
approach.

Creativity is becoming more and more
relevant not just for representatives of crea-
tive jobs, but for managers as well. It's all
about the frenetic pace of modern life and
diversity of it which require flexible and
creative responses to the changes. Today
no company can relax: the competition is
fierce. That's why employers are so much in-
terested in people able to think outside the
box and find new ideas and approaches to
management.

Creativeness becomes a real and acute
need of development. It represents the
antithesis of bureaucracy, technocracy,
excessive centralization of management,
conservatism and, on the contrary, it con-
tributes to the manifestation of initiative,
independence and expression of interest.
That's why the future belongs to creative
management.

Initially, creativity of managers was be-
lieved to be linked to the sphere of their
professional activity. For example, mangers
in privately-held firms were considered to
be more creative than managers in large
state-owned companies, and advertisers
were believed to be more creative than
financiers. However, the studies of the
Western researchers proved the absence
of interrelation between creativity and the
sphere of activities [7].

Creativity is an internal quality of a
person based on his/her individual traits.
After all, financiers also often innovate
and optimize activities of the personnel.
What distinguishes a creative manger form
ordinary one? First and foremost, s/he is
not afraid of shattering stereotypes. S/he
boldly destroys the established traditions
and introduces innovative solutions. Such
approach to everyday activities enables the
company not only to stay afloat, but also to
outperform its competitors. Creative man-
ager understands that any new technology,
product or service becomes outdated very
soon and that is the reason why s/he does
not oppose change, but anticipates it, seeks
non-standard solutions and thus helps the
company to gain the leading position in the
market.

When an employer hires a new man-
ager in addition to the qualities listed in CV
and professional experience, s/he assesses
a candidate’s personal characteristics. For
this purpose the candidate is invited to a
job interview. In case of advertisers, de-
signers, journalists, etc. it is very easy to
check if a specialist is creative: it is enough
to look at his/her portfolio. But what about
financiers, sales managers and other pro-
fessionals who seem far from the creative-
ness? Actually, this is not difficult too. An
interviewer can offer a test to a candidate:
to perform a task typical of the company
and requiring an immediate solution. If a
manger employs a standard scheme ac-
cepted in the firm, it is good. It signifies
the candidate is a real professional. If s/he
suggest an unusual set of actions, which
also allows resolving the situation more
effectively in terms of time and money, s/
he is a creative professional. The conclu-
sion that follows is that creativity should
be based on sound knowledge and pro-
fessional experience complemented with
flexible intellect and creative thinking.
Having looked at the task from different
angles, the creative manger could propose
a non-standard solution to it.

Furthermore, creative people tend to be
extremely charismatic, and thus able to in-
spire the team with their ideas what is also
very important for a manager. However,
even creative people may encounter barri-
ers that block creativity. For example, such
barrier may be the environment, which is
not conducive to creativity, or unfavourable
psychological climate in the team. Nervous-
ness and stresses do not foster the develop-
ment of creativity as well. In addition, the
manager needs to be positive about com-
pany reliability and stability. No one is able
to generate creative ideas in a situation of
uncertainty and being gripped by the fear
of tomorrow. Another barrier is an incorrect
remuneration, when a manager is afraid of
committing a mistake and lose the bonuses
as a result. Employers should not specify
the pay for every step of a specialist. It auto-
matically locks the ability to think creative-
ly, because inhibits risky behaviour, without
which no revolutionary change is possible.
The manager needs to understand that his
work is paid fairly. Only when s/he is not
focused on daily amount of remuneration,
s/he will be able to produce creative ideas.

Besides, the creativity is blocked by
shortage of time. Under time pressure peo-
ple cannot concentrate on the formulated
task and grasp its essence. However, too
much time, too, has a negative impact on
creativity, because it causes boredom. It is
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necessary to find “middle ground” and re-
move all distractions.

The atmosphere of competition ad-
versely affects creativity as well. Teamwork
and cooperation are the recipe for the most
successful outcome. If a team pursues one
common goal, it will succeed sooner than if
everyone seeks their own advantage. It also
means that when there are two creative
people in the team, it is better to separate
their work and direct their efforts to differ-
ent fields. At the end, make sure their per-
formance is appraised individually.

Creativity as any personal quality may be
developed and stimulated. Each of us pos-
sesses potential capabilities, which can be
unlocked through appropriate techniques.
What is needed to achieve this? First of all,
favourable psychological climate in a team.
People can demonstrate creativity at work
solely when they feel comfortable. For this,
a good portion of freedom and independ-
ence is required. It is necessary to make the
maximum use of employees’ knowledge
and skills and provide them with the oppor-
tunity of self-actualization [8].

One also should not forget about staff
training. Conferences, trainings and semi-
nars are the best sources of new informa-
tion that is vitally essential for promoting
creativity. Valuable ideas and sensible sug-
gestions should be encouraged and re-
warded. One should not be afraid of praise,
because for creative people assessment of
their efforts is very important; sometimes it
could be even more important than mone-
tary incentives. The aforementioned applies
not just to potentially creative employees,
but also to the managers, whose creative-
ness raises no doubts. An employer should
clearly realize that creativity of personnel
enables the company to stay competitive.
The inevitable conclusion is that this qual-
ity should be cultivated and fostered [10].

So, when should a modern manager
demonstrate creativity, in what key compe-
tences?

1.At all stages of management pro-
cess: goal setting; evaluation of a situation;
identification of problems; development,
production and assessment of managerial
decisions.

2.Communication as a core compe-
tence of a manager implies a skill to find
original solutions concerning motivation
with the speed of lightning.

3.The manager is obliged to propose
solutions anticipating business reality, com-
pany needs and spurring corporate growth.
All this demands mature creative qualities
from personality and developed mental
processes that form the basis of creativity.

15

STOZ /85/9 5N SLANITAVHLN




16

YMNPABAEHEL N2 6/58/ 2015

Tema Homepa

HeratnBHOe BNMsAHME Ha KPEeaTUBHOCTb
OKasblBaeT U aTMocdepa COpPEBHOBAHWA.
[Ina nonyyeHua Hambonee ycnewHoro pe-
3ynbTaTa HeobxofMMa KOMaHHasA AeaTenb-
HOCTb W cOTpyaHMYecTBo. Ecnu komaHga
MAET K OAHON Lenn, oHa BbicTpee [oCTUr-
HET ycnexa, Hexenu B TOM Ciyyae, Korga
KaX[bll CTapaeTca TAHYTb OfleAno Ha cebs.
MosTomy ecnn B KOMaH[e, Hanpumep, ABa
KpeaTuBHbIX COTPYAHWKa, fyylle Hanpa-
BUTb UX [EATENbHOCTb B Pa3Hble Hamnpas-
neHua. U obasatenbHo noolputb paboty
KaXaoro 13 HUX.

KpeaTBHOCTb, Kak 1 Nioboe KauecTso
XapakTepa, MOXHO pa3BnBaTb U CTUMYNU-
poBaTb. B KaXaom 13 Hac 3aN0XeHbl Mo-
TEHUManbHble CMOCOBHOCTM, KOTOPbIE NP
rPaMOTHOM MOAXOLE MOXHO PaCKpPbITb.
Uto ana 31oro HyxHo? Bo-nepsbix, 6na-
FOMPUATHDBIA  NCUXONOMNYECKUIA  KNnumat
B Konnektuee. YenoBek MoxeT paboTtaTb
TBOPYECKU TONMbKO TaM, Fhe XOpoLwo cebs
uyBcTByeT. [lna 3toro emy Tpebyetca Kak
MOXHO 60sbllie cBOOOAbI 1 CAMOCTOATENb-
HocTU. Heobxoanmo MakcuManbHo 3apeil-
CTBOBATb 3HAHWA U HAaBbIKWN COTPYAHWKOB,
NpPefoCTaBUTb UM BO3MOXHOCTb CaMopea-
nn3auum [8].

Henb3a 3abbiBatb 06 obyueHun nep-
CoHana. [N pasBuUTUSA KPeaTUBHOCTW Mo-
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CTOAHHO HYXHa HOBas MHGOPMaLMS, KOTO-
pYlo MOXHO MONYYUTb Ha KOHdepeHUMAX,
TPEHMHrax 1 CeMuHapax. YaauHble npep-
NOXEHMNA U 1aen 0053aTeNbHO AONXKHbI NOo-
owpatbea. U He cnepyet 60ATbCA NoXBanbl
— N1 KpeaTWBHbIX Jll0Aeil OYeHb BaXkHa
oueHKa ux Tpyga. [lopoi gaxe BaxHen, yem
maTepuanbHble CTUMYAbI. BbiweckasaHHoe
OTHOCUTCA HEe TOMbKO K MOTeHUWanbHO
KpeaTVBHbIM COTPYAHMKaM, HO 1 K TeM Me-
HegpKepam, HeCTaHBAPTHOCTb MblLUeHUA
KOTOPbIX He Bbl3blBaeT COMHeHUI. Pabo-
ToAaTenb JOMKEH YETKO OCO3HaBaTb, UTO
KpeaTWBHOCTb COTPYAHWKOB BO MHOIOM
MO3BONAET KOMMAHWM OCTaBaTbCA KOHKY-
PEHTOCNOCOOHOM. A 3HAUNT, 3TO KauyecTBo
Heo6XxoaMMO BCAYECKM Pa3BKBaTb U Kylb-
TBMpOBaTh [10].

MTaK, B KaKMX KIIHOUYEBbIX KOMMETEHLW-
AX AOMMKEH ObITb KPEaTUBEH COBPEMEHHDII
MeHepxep?

1. Ha Bcex 3Tanax mpouecca ynpasne-
HWA: NOCTAaHOBKa Lienen, OLeHKa CuTya-
unK, BbiABIEHWE Npobnembl, pa3paboTka,
NPUHATAE W OLEHKAa YMpaBneHYecKoro
peLeHuA.

2. KOMMyHMKaLMWN KaK OCHOBHas KOM-
neTeHUMA MeHeaXepa npegnonaraT yme-
HVe MOJTHUEHOCHO NMPUHUMATb OPUTHab-
Hble peLleHns B 06nacT MOTUBALMNA.

AKTYAJIbHbIE BONPOCHI YNIPABJIEHUA HA MPEAMNPUATUN

3. MeHepxep 06s3aH npegnaratb pe-
LIeHWsA, onepexaloLine JeiCTBUTENbHOCTD,
CTUMYNMPYA 3aNpocbl U POCT KOPMopaLMK.
[na 3toro emy HeobxopUMbI pa3BUTbIE Ka-
yecTBa KpeaTUBHOW JIMYHOCTW, Pa3BUTHE
MbICIUTENbHBIX MPOLIECCOB, NeXallnX B OC-
HOBE KpeaTMBHOCTU.

4. KpeaTMBHOCTb - 3TO  OCHOBHas
CNOCOGHOCTb B YCTPaHEHUW MpPOTUBO-
peunii Mexgy AMHAMUKOW pocTa Ton-
MeHe[)XMeHTa W PALOBbIX UCMONHUTENEN,
MeXJy U3MEHEHVAMU PbiHKa 1 Npeaioxe-
HUAMMW KOMMAHWW.

Takum ob6pa3om, aBTOp MOAYEPKU-
BaeT, UTO MpUMEHEHVe HeCTaHAapTHbIX
TBOPUECKNX WAel W pelleHnii B busHece
1 MeHe[KMeHTe — NPAMON pe3ynbTaT no-
BbILIEHWA WHTEHCUBHOCTU KOHKYPEHTHON
60pbObI, TPebyioLeli HOBbIX MapPKeTVHIO-
BbIX Meil, COBEPLIEHCTBOBAHWA PeKNambl,
6onee aKTVBHOMO MCMONb30BaHWA HETpa-
AVLMOHHBIX MHCTPYMEHTOB.

OnbIT cambix yCNEeLHbIX NOAeN N KoM-
MaHUn MUpa, a Takke MHOTOUKCIIEHHbIE
MCUXONOTNYECKNE WNCCNEeoBaHNA [EMOH-
CTPUPYIOT, UTO CEKPETOM YCrexa B Kapbepe
1 6u3Hece ABNAETCA Takoe KauecTBo, Kak
KpeaTuMBHOCTb. l
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4. Creativity is the principal capability
that helps to eliminate contradictions be-
tween the growth dynamics of top man-
agement and ordinary workers, between
changes in markets and goods and services
that a company can offer to consumers.

Therefore, the author stresses that im-
plementation of non-standard, original
ideas and solutions in business and man-
agement directly results from intensifying
competition that calls for new marketing
ideas, improvement of advertising, active
application of untraditional tools.

The experience of the most successful
people and companies in the world as well
as numerous psychological studies suggest
that the secret of outstanding achieve-
ments in business and career is such quality
as creativity. m
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