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THEORETICAL ASPECT OF PERSONNEL ADAPTATION

Abstract.

This article reveals the theoretical aspects of the basic concept of personnel adaptation as the most important
task of personnel management. In the order of occurrence of all scientific concepts, a complete analysis of various
interpretations of domestic and foreign researchers are carried out. In addition, new characteristic features of the
content are identified, the main goals and main tasks of adaptation are determined in the opinion of all employees and
the organization as a whole.

One of the most relevant research topics in the field of human resource management is currently the adaptation
of employees accepted into the organization. However, before talking about the methods of building a system for the
introduction of personnel into a position and a team, developing trainings and numerous training programs, it is
necessary to determine what the essence of this concept is.

Currently, personnel adaptation is the main component of a personnel management system. The adaptation
process itself is controlled and aimed at adapting all new employees to the main culture of the organization, to the
entire internal order of the organization, as well as to all the specific requirements and expectations that this company
offers, to their main place of work.

In addition, adaptation reduces not only a certain amount of time, but also the financial costs of mastering the
workplace and independent work with maximum efficiency. Consequently, the adaptation process is effective for both
management and employees.

Therefore, we can say that this issue is very important in management. Accordingly, all issues of personnel
adaptation in the workplace are the main problem for any company, since personnel acts as the main technology. This
technology is implemented thanks to a certain personnel policy and is approved by the organization.

The results of the research presented in the article can be used to create systems for personnel adaptation of
various commercial enterprises. Thus, for a more detailed development of this topic, it is envisaged to assess the
impact of the organized process of personnel adaptation in order to preserve and develop the levels of corporate culture
of the company, as well as to stabilize and improve the socio-psychological climate in the organization.

The proposed article reveals the features of the “adaptation” category, and also presents the principles
according to which mechanisms for introducing new employees should be developed.
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Introduction.

The main task of personnel management of many employers is a clear selection of employees
of their company. Along with this, personnel management helps them to undergo adaptation at this
enterprise. To date, this problem remains relevant, as employees enter a new workplace and they
need to delve into a new team.

Most managers of the enterprise have problems with the formation of a clear adaptation
system. The adaptation system consists of a whole set of measures. This complex helps to get used
to the workplace with the least losses.

Based on the analysis carried out by many authors, we see that this problem is in demand
and should be studied and analyzed both in domestic and foreign science. This problem has been
studied by many scientists of the last century and has been fully covered in the specialized
literature.

Researchers reflect the most in-depth study of adaptation methods. These include the
following scientists: J.B. Lamarck, J. Saint-Hilaire, C. Darwin, D.A. Ashirov, V.R. Vesnina, T.Y.
Bazarova, B.L. Eremin, A.P. Eroshin, I.O. Groshev, O.l. Marchenko, V.V. Smirnov. Another part
of scientists consider adaptation as a process of adaptation of an employee to various conditions:
V.M. Muzychenko, Y. Shabanova, E.V. Maslov.

Materials and methods of research.

Personnel adaptation is the most important element of the personnel management system of
the enterprise. However, not all organizations properly pay the most sufficient attention. In most
cases, many organizations, most of all, direct their organizational and time resources completely
to the development of a certain assessment system, a certain training and clear motivation.

Many organizations are still engaged in the application of certain elements of adaptation.
They conduct various trainings for their new employees, introduce various courses, and also
conduct safety regulations. But from all the activities carried out, organizations do not see a
positive result. The reason for this is that the organization lacks a clear systematic approach to the
adaptation of all new employees.

In order to study the concept of “adaptation” in more detail, we must consider all the
positions of certain reference publications, in sequence all the approaches of domestic and foreign
researchers.

The concept of “adaptation” arose for the first time in the XIX century in biology. The very
first to put forward and justify the problem of adaptation were representatives of the foreign school
of biology J.B. Lamarck, J. Saint-Hilaire, Charles Darwin. According to scientists, with the help
of adaptation, a person can adapt to any environmental conditions. Later, adaptation began to be
used in medicine, psychology and sociology.

The famous scientist I.P. Pavlov considers adaptation to be the main element of the modern
world.

In the explanatory dictionary of the Russian language by S.l. Ozhegov and N.Y. Shvedova,
the following interpretation of the concept of “adaptation” is given. Adaptation is “the process of
adapting an organism to changing external conditions”. In this definition, the role of an organism
is played by all employees who are just being hired, and the organization is an external condition
for them.

Thus, it can be argued that all ideas about a certain concept of adaptation are based on the
works of I.P. Pavlov, I.M. Sechenov, A.A. Ukhtomsky, N.E. Vvedensky, 1.V. Davydovsky, P.K.
Anokhin, G. Selye, Z. Freud, G. Hartman, J. Piaget, A.V. Petrovsky, F.B. Berezina, I.S. Kona,
AN. Leontieva, A.G. Maklakova, etc.

A new neo-behaviorist scientific direction appears in foreign psychology, which
subsequently becomes the most widespread. Representatives of the neo-behaviorist scientific
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direction offer a clear meaningful and multidimensional definition of adaptation. G. Eysenck and
his followers use in their writings various definitions of adaptation that contradict each other:

a) all basic human needs and certain environmental requirements are fully satisfied, this
indicates the obvious existence of harmony between man and the environment;

b) a certain process by which a state of harmony is achieved [1].

D.A. Ashirov in his work considers the definition of adaptation as: “mutual adaptation of an
employee and an organization, which is based on the gradual development of an employee in new
professional, social, organizational and economic working conditions” [2]. From what has been
said, it follows that the author places great emphasis on the fact that adaptation is a social process
in which an individual gets acquainted with a new work situation, where there is an impact between
the individual and the work environment. Accordingly, it is an adaptive-adaptive system.

V.R. Vesnin considers adaptation in this way: “this is the adaptation of a new employee to
the content and working conditions, the social environment” [3]. He believes that it is during the
adaptation period that all employees get to know their team and their responsibilities more closely.
At the same time, they assimilate certain forms of behavior, as well as assimilation and recognition.
Assimilation refers to a certain adaptation to the environment, and recognition refers to the
identification of various interests and certain goals of the individual with the main goals of the
whole team and the entire organization.

T.Y. Bazarova and B.L. Eremina argue about changing the behavior of an individual.
Personnel adaptation is considered as “the main process of changing an employee in the course of
familiarization with the activity and organization, the transformation of their own behavior in
accordance with the requirements of the environment” [4].

According to A.P. Eroshin, there are the following categories of collective and individual
adaptation. Along with this, it gives its own specific interpretation of the basic concept of
adaptation. Adaptation is considered as “the process of adaptation of the collective to all changing
conditions of both the external and internal environment of the organization; and the adaptation of
an employee is the adaptation of each individual to his workplace and to the entire workforce” [5].

Researcher 1.0. Groshev examines in more detail the concept of “personnel adaptation” in
the form of the process of entry of a certain individual into the main working environment. The
author claims that adaptation to the workplace is a complex process of a certain professional and
social orientation of all employees in relation to their position (workplace), main profession, their
team, organization [6]. Thus, the researcher understands adaptation as providing all the
information about the work of the canteen, the addresses of electronic folders in which all the basic
information is stored. Along with this, it is a specification of the goals that all new employees face,
it is a discussion of certain issues that are directly related to expectations from their work.

According to O.1. Marchenko, the ultimate goal of adaptation is to get a new employee used
to all the conditions of the organization. Based on this, the author puts forward such adaptation
tasks as:

- increasing the main productivity of new employees;

- increase of the main productivity of the organization;

- reduction of retiring employees;

- Employee satisfaction with their work [7].

V.V. Smirnov argues that the main goal of adaptation on the part of new employees should
be to achieve the most complete and uncomplicated adaptation of employees, as well as full
retention of the workplace for a long time. Along with this, the author highlights the following
main tasks of personnel adaptation:

- continuation of employment relations with the organization;

- providing the main specifics of the work;

- performance of duties in a short time;

- reduction of a certain level of stress among employees;

- reducing the level of anxiety of new employees;
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- creation of interpersonal relationships of new employees in the team;
- creating and strengthening a sense of satisfaction from their responsibilities [8].
There is no consensus among scientists on the understanding of personnel adaptation.

Table 1 — As a result of the analysis and generalization of the literature, all definitions of this

term can be divided into three groups

processes taking place in the organization
when a new employee is employed. That
is, from their point of view, adaptation is
a process:

Group Definitions Authors
Group 1 | Adaptation is the process of adapting an | — the changed environment (V. M. Muzychenko,
employee to different conditions. Y. Shabanova),
— the conditions of the external and internal
environment (E.V. Maslov),
—work in new working conditions for the
employee (N.D. Strekolova, G.K. Kopeikin),
— workplace and labor collective (E. Malinina).
Group 2 | Adaptation is a two-way process, | N.I. Shatalova, N.M. Burnosov, A.l. Khorev, T. I.
therefore it is called the mutual | Ovchinnikova
adaptation of the employee and the
organization.
Group 3 | Adaptation is the detailing of the | —entry and consolidation of a person (I. Yurasov,

B.Y. Serbinovsky),

— professional and social
employee (M.I. Petrov),

— acquaintance of an employee with the activities

orientation of an

of the organization (G.A. Dnestryansky),

— mastering professional and social functions by an
employee (N.K. Mausov, O.M. Lamskova).

— or the inclusion of an employee in a new
organizational and production environment for
him (P.A. Maluyev, Yu. E. Melikhov

Note: Compiled by the author

From our point of view, adaptation is a holistic, dynamic, continuous, relatively stable
process of transformation by an individual of himself and the environment, carried out as a result
of the emergence of a contradiction between them. At the same time, personnel adaptation is a
continuous and dynamic process:

—aimed at maintaining stability and balance of personnel needs and opportunities for their
implementation,

— consisting in the inclusion of employees in a new production environment and social
community for them, their assimilation of production conditions and labor standards and the
impact on the environment,

— assuming overcoming possible negative moments initiated by both the organization and
the employee himself.

In modern conditions, many scientific papers study the problems of adaptation in more
detail. However, we believe that this problem has not been sufficiently studied yet. To date, there
are very few studies reflecting various methods of personnel adaptation, its main prerequisites for
increasing the economic productivity of the adaptation process.

When analyzing the scientific literature on all the problems of adaptation of new employees,
various problems arise. These problems arise for employees when they carry out their professional
activities. The peculiarity of adaptation depends entirely on the field of activity of new employees.

A broad understanding of adaptation consists in adapting all the main sensory organs to all
the features of the main stimuli in order to better perceive and protect the main receptors from
various overloads.

Based on the above, we can say that personnel adaptation is a mutual habituation of all
employees and the enterprise. This habituation involves the gradual adaptation of new employees
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to their professional activities in all new professional, socio-psychological, economic and living
conditions of work and recreation.

Results and its discussion.

Staff adaptation is a two-way process that can last from several weeks to three months or
more. This process is based on building relationships between the employee and the company,
including the acquisition of the latest professional skills, adaptation to functional responsibilities
and the team. If the company's management effectively builds an adaptation system, then novice
employees will be able to avoid problems with their information and training.

There are a large number of interpretations of the concept of adaptation, but the basic essence
is the same. The main goal of adaptation is to accelerate the process of adaptation of new
employees to the basic working conditions of the company. Based on this goal, the following
specific adaptation tasks follow: increasing the productivity of new employees' professional
activities, reducing the number of dismissals of employees from the company, forming new
employees' feelings of satisfaction with working conditions and the organization as a whole.

When forming the adaptation process in a company, it is necessary to keep in mind the
peculiarities of existing types of adaptation. The first type of adaptation is professional, which
consists in actively mastering professional skills, their functional responsibilities and making
various decisions. All this depends primarily on the specific content of the work, on the level of
complexity, professional skills and individual characteristics of employees.

The second type is psychophysiological adaptation. Such adaptation reduces a certain level
of anxiety and stress among new employees, their psychological load, and also regulates the
nervous situation that occurs within the team.

Along with this, administrative and organizational adaptation are distinguished. These types
of adaptation mean a clear understanding and precise acceptance by new employees of their main
role and status in this company, organizational culture and understanding of all levels of
management in the company.

In addition to the considered types of adaptation, there is also socio-psychological
adaptation, which is based on the socio-professional entry of an employee into an existing team
that has its own specific standards, traditions, norms and leadership styles. Thanks to an integrated
approach, which is based on professional requirements and communication with the team, an
employee, as an equal member of the team, can “join” it [9].

Thus, based on the above, we can conclude that adaptation is a complex process that contains
a huge number of factors. Therefore, in all companies, when building an adaptation system, all
resources should be directed not only to measures to improve the adaptation of personnel, but also
to the formation of a comprehensive and thoughtful strategy.

The system of adaptation of new employees is closely related to motivation aimed at
understanding an employee who is able to improve the process of adaptation to work in the
company. Due to the lack of a clearly structured action plan, lack of experience, or difficult
relationships with the team, employees face difficulties in new working conditions.

An accelerated adaptation process requires the existence of an active and conscious
adaptation of employees. The presence of active adaptation depends on the behavior of employees,
which is expressed in their friendliness, motivation and openness to communication, as well as
striving to join the team. Accordingly, if employees do not want to quickly adapt to working
conditions, do not develop communication with colleagues, leave everything to fate, then this
indicates passive adaptation. Having some experience, employees can easily adapt. And in the
absence of experience, they pay their attention only to certain functional responsibilities of the
position they hold [10].

Primary adaptation is the most difficult type of adaptation for employees, since they make
very great efforts to adapt, and also requires significant costs on the part of the organization, more
precisely the service sector. To assist new employees for an easy and quick passage of the
adaptation period, a large number of companies create special services, or create a new position of
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personnel adaptation manager. These departments, which were engaged in accelerating the
adaptation process, help their newcomers to solve adaptation difficulties, as well as reduce the
risks of labor conflict. In this way, it will help to increase the productivity of a new employee in
the workplace.

With the help of subjective and objective criteria, it is possible to assess the primary
professional adaptation of employees. Subjective criteria include the motivation of new employees
to their professional activities, the formation of the employee's loyalty level to the organization,
team and management. Objective criteria include the employee's productivity, competence, skills
and experience. At the same time, it should be noted that the main criterion for primary
professional adaptation is the motivation of a new employee.

Based on a thorough analysis of the scientific literature describing various aspects of
adaptation, it can be concluded that the most important characteristics of adaptation are as follows.

1. Adaptation is a process.

2. Adaptation arises as a result of contradictions.

3. Adaptation is a forced process, since the subject adapts to the conditions of the
environment not by his own will, but by necessity.

4. Adaptation is a two-way process that involves a person changing both himself and the
transformation of environmental conditions depending on their own needs.

5. Adaptation is a subjective process.

6. The adaptation process is continuous.

Already at the initial stage of adaptation, new employees should strive to adapt quickly,
improve their productivity and professional development in this company. In turn, the company
can increase employee motivation by applying intangible and material motivation systems. The
motivational mechanism that influences the adaptation of new employees consists of: the level of
perception and acceptance of corporate culture, the degree of responsibility of the employee, which
involves independent regulation of the most effective performance of their duties.

Thus, it can be argued that adaptation is one of the elements of the organization's personnel
management system, and the results significantly affect the performance of the whole system.

The main tasks of an effective system of adaptation of the company's employees include:

- to achieve high productivity of the process of adapting all the needs and values of all
incoming employees to all the requirements imposed by the company;

- to achieve high productivity and quality of the duties performed in their profession;

- quickly join the team;

- help to quickly relieve stress and be satisfied with your professional position;

- resolve conflicts that may arise in the course of their activities;

- reduce staff turnover;

- reduce initial costs.

It follows from this that the existence of a system of adaptation of new personnel to work in
the company is an indisputable fact. Only if the company maximally covers and fully resolves the
emerging problems of personnel adaptation in the company, then it will be able to ensure the
effective operation of the organization. At the same time, companies should involve new personnel
in the implementation of a successful internal policy and full team cohesion.

Depending on personal qualities and the professional activity performed, the adaptation
process itself is individual. Accordingly, based on these facts, we can see special differences not
only in the volume, but also in the content of the information that they provide at the very
beginning. The program conducted by the person responsible for adaptation consists of a set of
well-thought-out and developed activities.

All adaptation programs are divided into general and special.

The general staff adaptation program is divided into general and special. The general staff
program covers the entire organization as a whole and includes the following aspects:

1. General characteristics of the company;
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2. Certain areas of personnel policy;

3. Distinctive remuneration of their employees;

4. Additional achievements;

5. Labor protection;

6. Safety regulations;

7. Organization of household services [11].

After they pass the general adaptation program, the transition to a special program begins.
This program consists of questions that relate to the issues of a particular department or workplace.
A special adaptation program is carried out with the help of a special conversation of department
employees, as well as interviews with the immediate supervisor.

The special adaptation program includes the following aspects:

1. Specificity and features of the device;

2. Responsibilities and responsibilities of new employees;

3. Complete accounting documentation;

4. Basic rules, clear procedures and regulations;

5. Familiarization of all employees of the department with new employees.

Thus, based on the above, we can state with certainty that all the programs that we have
analyzed and studied can be fully used not only for primary, but also for secondary adaptation. In
addition, the adaptation of new employees of the enterprise who do not have experience and work
experience includes full information about the specific activities of the organization, as well as
training in the work carried out by the company [12].

Conclusion.

Our complete analysis of various definitions of representatives of both domestic and foreign
scientific schools gives us a clear definition of the concept of adaptation.

Personnel adaptation as a process in which newly enrolled employees find adaptation to the
basic rules of the organization. Along with this, they adapt to the basic corporate culture in which
they will carry out production activities.

The adaptation process is studied by many specialists and researchers who give their own
interpretation of this process. Some consider the process as one-sided, more precisely from the
position of a new employee. Others are in the form of mutual, from the position of an organization
and a beginner. At the same time, the main mechanism that underlies the training of professionals,
more accurate information and identification is being studied in more detail.

Staff adaptation is a two-way process in which some employees get acquainted with a new
workplace. On the other hand, it is a process of changing the basic behavior of newcomers in
accordance with certain requirements and rules that are provided for by the corporate culture of
the organization.

Based on the above, we can say that with a properly built adaptation system, new employees
can easily and quickly adapt to the working conditions of the organization. This increases the
productivity of individual employees and organizations.

At the same time, the motivation system also has a huge impact on the adaptation of new
employees. Therefore, all organizations and enterprises should develop this direction, so that all
newly arrived employees are motivated already at the initial stage. They are motivated not only to
adapt quickly, but also to increase their productivity.
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MEPCOHAJIIbI BEUIMIEYIIH TEOPUSJIBIK ACIIEKTICI

AHpaarna.

Maxkanaga mepcoHaNAbl OacKapyIblH MAaHBI3IABI MIHICTI pETIHAC MepCcoHANAbl OcHiMaeymiH Herisri
TYKBIPBIMIAMACBIHBIH TEOPHUSUIIBIK ACTICKTLICPI alllbUIaAbl. Bapiblk FEUIBIME TYKBIphIMIaMaliap bl maiia 00y peri
0OIBIHIIIA OTaH/IBIK JKOHE LIETEIIK 3epTTEYLIIIEPAiH OpTYPJIi TYCIHAIpMENepiHe TONBIK Tanaay xkacanaabl. COHbIMEH
KaTtap, Ma3MYHHBIH JKaHA CUIIATTAMAJIBIK CPEKIICTIKTepi aHBIKTATIaabl, OApJbIK KhI3METKEPICPIIH JKOHE TYTacTau
YHBIMHBIH MiKipi OO#bIHIIA OeHiMIETyAIH HeTi3ri MakcaTTaphl, HEri3ri MiHACTTEpl aHbIKTAIaIbl.

Kasipri yaksITTa IepcoHangsl Oefiimaey oenrini Oip mepcoHanas 6ackapy KYHeciHiH HerTisri Kypammac 0ediri
0o TaObTanbl. beftimaeny mporecinin 031 6acKapbiIabl xKoHE OapIIBHIK )KaHA )KYMBICITBIIAPABI YIBIMHBIH HET13T1
MOJICHUCTiHE, YIHBIMHBIH OapJIbIK iIIKi TOpTiOiHEe, COHaii-aK 0Chl KOMIIAHUS YCHIHATHIH OapiIbIK HAKTHI TAIaNTap MCH
YMITTEpre, oJapIbIH HETi3T1 )KYMBIC OpHBIHA OeiiMIeyre OaFbITTaIFaH.

CoHpIMeH KaTap, Oeftimmeny Oenrimi O0ip yaKbITTHI FaHA €MeC, COHBIMEH Oipre Kap>KbUIBIK IIBIFBIHIAPIBI 12
a3aiTa/ibl, JKYMBIC OPHBIH UTEPYTe )KOHEe MaKCUMAJIIbl KaTappIMMEH 63 OeTiHile ®KyMbIc icteyre. JleMek, Oeliimaeny
npoiieci 0acHIbUIBIKKA 13, KbI3MeTKepiiepre e THiMai. COHIBIKTAH MEHEIKMEHTTET1 OYJI MOCelie 6T¢ MaHbI3IbI JICTI
aiityra Oonazpl. TuiciHIIe, )KYMBIC OPHBIHIAFbI ICPCOHANIBI OHIMACY TiH OapIbIK Moceeepi Ke3 KeJIreH KOMITaHus
YILiH 0acThl Macesie 60BN TaObLIaAbl, OMTKEH] IEpCOHA HET13T1 TEXHOJIOTHS PETiHe SpeKeT eTei. by rexHomorus
Oerini Oip KaApIBIK CascaTThIH apKAChIHAA )KY3€Te aChIPbLIAIbl XKOHE OHbI YHBIM OeKiTe i

Makanaga KepCETUIreH 3epTTeY HOTIDKENIEpl OPTYPJi KOMMEPIMSUIBIK KOCIMOPBIHIAP/BIH EPCOHANIBI
oeifiMzey JKyienepiH Kypylda KOJAaHBLUIYbl MYMKiH. OChUIalIa, OChI TaKbIPBINTHl HEFYPIBIM €MKEH-TerKeni
JIAMBITY YIIIH KOMIAHUSHBIH KOPIIOPATHUBTIK MOJCHHUETIHIH JACHreiIepiH cakray OHE JaMbITy MaKCaThIHIA
MIepCOHANIBI OeHiMICYIiH YHBIMIACTHIPBUIFAH MPOLIECiHIH, COHBIMEH 0ipre YHBIMAAFhI QJIeYMETTIK-TICHXOJIOTHSITBIK,
KJIMMATThl TYPaKTaHABIPYFa )KOHE KaKcapTyFa ocepiH Oaranay Ke3aele.

Heri3ri ce3aep: mepconanabl Oeftimaey, OeifiMaey, IepCcOHAIIB OacKapy, MepCOHANIBI OeiiMIey TypIiepi,
TIepCOHAIBI OeUIMICYAIH MaKcaTTapbl MEH MiHJETTEPI.

TEOPETUYECKHUIN ACHHEKT AJATITALIMU IEPCOHAJIA

AHHOTALHA.

B maHHOU cTaThe pacKphIBAIOTCS TEOPETHUYCCKHE aCIEKTHl OCHOBHOTO IOHSTHS aJanTallis IepcoHalla Kak
Ba)KHEHIIass 3agada yIpaBJICHUS TepcoHasoM. [IpOBOIWTCS TIONHBIA aHAIN3 pPa3IMIHBIX TPAKTOBOK Kak
OTEUYECTBEHHBIX, TaK U 3apyOCKHBIX MCCIENOBATEICH 110 MOCIEeIOBATEIEHOCTH MOSBICHHS BCEX HAYYHBIX IMOHATHH.
Hapsiiy ¢ TiM npOuCXOAUT BISIBICHHE HOBBIX XapaKTEPHBIX OCOOCHHOCTEN COIepKAHMSI, OTIPEACIISIOTCS OCHOBHBIC
1[EJTH, TJIABHBIC 3a1a4H aJanTaliy 10 MHEHUIO BCEX PaOOTHUKOB U OPTraHU3aIH B LIEJIOM.

B HacTosmee Bpemsi aganTanus NepcoHalia SBISETCS TJIABHBIM COCTABISIFOIIMM OIPENETIeHHONW CHCTEMBI
ynpaBieHus: nepcoHanoM. CaMm Tmporecc ajanTaiyy ynpaBseM W MOJHOCThIO HANPAaBIIAETCS Ha aJanTalllio BCEX
HOBBIX paOOTHHUKOB K OCHOBHOM KYJBTYype OpraHU3aIlui, KO BCEM BHYTPEHHUM PACTIOPsIIKaM OpTaHU3aIiH, a TAKKe
KO BCEM OIPEIETICHHBIM TPEOOBAHUAM W OXXKHIAHUSAM, KOTOPBIC MPEAOCTABISIIOTCS JAHHOW KOMIIAHUEH, K CBOEMY
OCHOBHOMY Pa00OYeMy MECTY.

Bwmecre ¢ Tem, aganTanys CHIKAeT HE TOJBKO OIpPEJeIICHHbIE BpEMEHHBIC, HO U (PMHAHCOBEBIC 3aTPaThl, HA
YCBOEHHE PabOYero MecTa ¥ Ha CaMOCTOSITEBHYIO paboTy ¢ OTAauYeH o MakcuMaabHOMY. ClieIoBaTeIIbHO, IIPOIIece
aJlanTalliy B3aUMOBBITO/ICH KaK PYKOBOJICTBY, TaK U COTPYIHUKAM.

IMoatomy, MOXHO yTBEpKIaTh, YTO JdaHHas npoOiIeMa B MEHEDKMEHTE SBISICTCS OYEHb BaXKHOM.
CoOTBETCTBEHHO, BCe MPOOIEMBI aIallTallid MEPCOHANIa HA CBOEM pabodyeM MecTe SBISAETCS TIaBHOM sl 000U
KOMITaHUH, TIOTOMY YTO IEPCOHAN BBICTYMAET B POJIM OCHOBHOHN TEXHOJOTHH. JlaHHAs TEXHOJIOTHS PeaTU30BhIBACTCS
Oyiarogapst ONpeISICHHON KaJpOBO MOJUTHKE M YTBEPIKIACTCS OpraHu3annen.

M3noxkeHHbIE B CTaThe PE3yJIbTAaThl MCCIEAOBAHHMS MOTYT OBITh TPUMEHEHBI TPU TIOCTPOCHUU CHCTEM
aJlanTalny MepcoHata pa3TuIHbIX KOMMepUYecKuX npeanpusatuii. Takum oOpazom, uToObI Ooiee oAPOOHO pa3BUThH
JIAHHYIO TEMY TPEToaraeTcsl 1aTh ONEHKY BIMSHHUIO OPTaHM30BAHHOTO MPOoIlecca aJanTaliy epcoHaa ¢ IeIbio
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COXpaHCHHA U PA3BUTUA ypOBHeﬁ KOpHOpaTI/IBHOﬁ KYyJbTYpbl KOMIIAHUH, BMECTC C TEM Ha CTa6I/IJ'II/I3aIII/IIO u
YaAydlI€HUE COUUAIbHO-TICUXOJIOT'MYCCKOI0 KiinMaTa B OpraHu3alunu.

KnroueBble cioBa: aanranuvd, apanTanrdd TO€pCOHala, YHOPABJICHHUC MNEPCOHATIOM, BHUABI aJalTallun
nepcoHaia, uejiu U 3agavuu aaanTalquu repcoHasia.
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