OumMnuaaa CTyJAeHTOB M BbIIYCKHUKOB «Bbicmiast ura» — 2022 r.
MeToan4yeckue peKOMeHAAIMN U JeMOHCTPAIIMOHHAS BEPCHS 3aKJIHYUTEIBbHOI0 3Tana
no HanpasjeHuio «040. 'ocynrapcTBeHHOEe M MYHUIMIIAJIbHOE YIIPABJIECHHE)»

Oo0mast uHpopManusa 0 HANPABJIEHUU

Omumnuana mo HampaBieHHIO «l'OCyZapcTBEHHOE UM MYHHIMIIAIBHOE  yIPABICHUE
OPHEHTHPOBAHA HA MOMCK TATAHTIUBBIX CTYJICHTOB C OJECTAIIMMH 3HAHUSAMH W 3pYIAHULUCH B
npobjiemMax H HHCTPYMEHTaX TOCYJApCTBEHHOTO pEryJMpOBaHUS, a TakKXke B TaKuX
CONPSDKEHHBIX O0JIACTAX, Kak COIHajbHAs TIIOJIMTHKA ¥ YIPaBICHHE YEIOBEYECKUMHU
NOTEHIIMAJIOM B OOIIECTBEHHOM CEKTOpe, O0ydJaromuxcs, O00JaJalolfX BBICOKHMM YpPOBHEM
HOATOTOBJICHHOCTH K PEUICHUIO MPO(eCcCHOHATIBHBIX 3a7ad B 0003HAYEHHBIX 00JACTAX, B TOM
YHCIie HECTaHJAPTHBIX.

TemaTuka 3a1aHnui

1. DxoHOMHKA
1.1. Mukpo3KoHOMHYeCKas1 TeOpHs

1.1.1. Teopus morpedburensckoro crpoca. Crpoc, MpeanoKeHue, phIHOYHOE PaBHOBECHE.
DONacTUYHOCTh CIpOca M TPEAJIOKEHUS: COJEp)KaHWe, BUABI, MPAKTUYECKOE IPUMEHEHHUE.
@opMBI U METO/IBI TOCYIAPCTBEHHOIO PETYJIUPOBAHHUS.

1.1.2. Teopust pupmpl. DupMa B ppIHOYHON IKOHOMHKE: OCHOBHBIC THITBI, COOTHOIIICHUE
npaBa COOCTBEHHOCTHM M KOHTpoJisi, IeneBas (yHkuus. Heoxnaccumueckass Teopust (UpPMBIL.
Konnermmst X- u  Y-addextuBHocTn. PaBHOBecue (onTtumyM) QUpPMBI B KpaTKO- U
JOJTOCPOYHOM TeproAax. VHCTUTYyLHOHAIbHAS M HEOMHCTHTYIHOHAJIBHAS TEOPHH (UPMBI.
Buael v TUTIBI TPaH3aKIMOHHBIX U3JIEPIKEK.

1.1.3. Teopust KOHKYpEeHIIMM M aHTUMOHOIIOJBHOTO perynupoBaHus. CoBeplleHHas
KOHKYpeHLIUA. MOHOMNONMUS: TOHATHE, YCJOBHSI CYyIIECTBOBaHUS, (AKTOPbl MOHOMOJIHHON
BJIacTH. Buasl MmoHOMONIMIT. MOHOMNONIBHAS BAACTh U €€ u3MepeHue. EcrecTBeHHas MOHOIIONUSA U
muieMMa ee perynupoBanus. HeaddekTHBHOCTH pacmpeenieHns pecypcoB MPU MOHOMOJIHH.
MoHomnonnn M Hay4yHO-TEXHHYECKMH mporpecc. Onauronojus B PBIHOYHOM HKOHOMUKE.
MoHononucTrueckast KOHKypeHIHs: 0COOEHHOCTH PHIHOYHOM CTPYKTYPBHI.

1.1.4. Peiaku (akTOopoB MPOM3BOJACTBA: TPYa, KaluTaua, 3eMiIn. Mojenu pblHKa Tpyaa:
KOHKYPEHTHOE 1 HEKOHKYPEHTHOE paBHOBECHE Ha pPhIHKE Tpyla. MHauBHIyalbHOE U PHIHOYHOE
Ope/UIOKEHHEe Ha pbIHKE Tpynaa. Teopus «d4enoBeyecKoro» KamuTaga U 3(h(eKTUBHOU
3apaboTHOW TuIaThl. PeiHKM kamumtana. Kamurtan w ccyaHblii mpoieHT. J[MCKOHTHpOBaHHE,
MHBECTUIIMOHHBIE penieHuss Gupmbl. OueHka 3pPeKTUBHOCTH WHBECTULUH. 3eMeNbHBINH PHIHOK
U PBIHKU TPUPOJIHBIX PECYPCOB.

1.1.5. Teopus oO0mero 5KOHOMHYECKOTO paBHOBeCHs. B3anMoneicTBHE PpBIHKOB:
yacTHU4YHOE U oluiee paBHOBecHe. [lapeTo-onTuManbHOCTb.

1.1.6. DxoHoMuyeckass Teopus OmarococtosHus. @DakTOpHBIE HOXOABI M HX
pactipenenenne. [lonarne u cymHOcTh 3¢dekta A. [lury. DPdekTHBHOCT, M CcoIHMabHAS
cnpasennuBocTh. Kpussie 6e3paznuuus. [Ipunnun komnencauuu u kpurepuit Kannopa-Xukca.

1.1.7. HWnHcturynuoHanbHast SKOHOMHKA. Ponb  OOLIECTBEHHBIX HMHCTUTYTOB B
SKOHOMMYECKOM TMporuiecce. [ToBegeHne X03aUCTBYIOMNX CYObEeKTOB. [IpUHIUT «KyMYISTUBHOM
npuanHHOCTH» T. BeGnena. OcHOBBI Teopunm TpaB CcoOCTBEHHOCTH. (OCHOBBI TEOpHH
TpaH3aKIUOHHBIX U3JIePIKEK. OcHoBBI HEOMHCTUTYIIHOHATHHON SKOHOMUKH.
OnnopTyHUCTUYECKOE MTOBEICHNUE.

1.2. Makpo3KOHOMHUYECKAsI TeOpHUsi

1.2.1. Cucrema cYeTOB HalMOHAJIBHOTO JOXOJA: OCHOBHBIE IIOKAa3aTed M HX
B3auMOCBsA3b. HomuHanbHbie U peanbHble BennuuHbl. CTpyktypa BHIT u BBII. YpoBens 1ieH u
€ro MOoKa3aTellu.



1.2.2. CoBOKYIHBIM CIIPOC M COBOKYITHOE MpeAsiokKeHrue. Mo1en MakpO3KOHOMHYECKOTO
paBHOBECHS: KJacCMYecKas M KEeMHCHaHCKas. PeanbHOe W NOTEHIMATBHOE pPAaBHOBECHS.
MynbTHIITHKAIIMOHHBIE 3(()EKTHl B SKOHOMHUKE.

1.2.3. Dxonomudeckuii poct. [lokazarenu skoHOMUYECKOTO pocTa. McTouHmku, HakTopbl
U MYJbTUIUIMKATOpPbl 3KOHOMHYECKOro pocrta. KelHcHaHCKMe, HEOKEHHCHAHCKUE U
HEOKJIACCUYECKUE MOJIEIN SKOHOMHUYECKOT0 pocTta. [IpobiieMa rpaHui; 5KOHOMUYECKOTO POCTa.

1.2.4. DOxoHOMMYECKME IMKJIBI M KpHU3UCHL. Lluknuueckuid XapakTep pa3BUTHUS
COBPEMEHHON KOHOMUKHU. Buabl IUKIOB. /[TMHHBIE U KOPOTKUE ITUKIMYECKHE BOJIHBL. Mozenb
B3aUMOJICUCTBUSL MYJIbTUIUIMKATOpA U aKkceynepaTtopa. MoHeTapHass KOHUEMIUS SKOHOMUYECKUX
LUKJIOB.

1.2.5. JleHpru: TpaJULMOHHOE W COBPEMEHHOE IIOHMMAaHUE MPUPOABI, CYIIHOCTH,
bynkumii 1 opMm. JleHekHas Macca U ee CTPYKTypa, ACHEKHbIC arperaThbl. J[eHeXHbIN PBIHOK.
Crpoc Ha nenbru. KomuuectBeHHass Teopus AeHer. CKOpOCTh oOpalieHHst JeHer. DMUCCHUS U
peryivpoBaHue JeHeKHOM Macchl. OCHOBHBIE WHCTPYMEHTBHI MOHETApHOH, (DMHAHCOBOW U
JIEHE)KHO-KPEAUTHON TOJIMTUKH.

1.2.6. Wnbnsauusa: moHATHE, TOKa3aTeNW, BHUABL. MeToapl u3MepeHHs HHQIAIUN.
DKOHOMHUYECKHE MOCIeACTBUS HH(IAIMU. AHTUMHOISIUOHHAS TONUTHKA. TapretupoBaHue
uHGIsIMKY. VHIEeKehl MOTpeOMTENbCKUX LEH, LEH MPOU3BOJUTENEeH U JIpyrue HWHACKCHI.
Wnpexco! Jlaiicnepeca, [Taame n @umepa. [Taputer nokynarenabckoit criocoonoctu. Jedmsus.
Hednsrop BBII.

1.2.7. TlonsaTHss W BUABl 3aHATOCTH U Oe3paboruibl. EcTecTBeHHBIM ypOBEeHB
oespabotunbl. Ilotepu ot Oe3paborunbl, 3akoH OykeHa. BzammocBszp wHmAIME U
0e3paboTuiibl, kpuBas Ouurca.

1.3. DxoHOMHKA 001IECTBEHHOI0 CEKTOpPa

1.3.1. ITonsiTHe 1 CTpyKTypa 00IecTBEHHOTO cekTopa. [10aX0/Ibl K OIIEeHKE CTPYKTYPBI
MacimTaboB 0OIIEeCTBEHHOTO cekropa. DakTopbl pa3BUTHS OOLIECTBEHHOro cekropa. Poib
rocyJapcTBa Jijisi 00IecTBeHHOTo cekTopa. O0miecTBeHHOe Oarococtosiaue. DPGHEeKTUBHOCTH B
oOIIeCTBEHHOM ceKTope. 3akoH A.BarHepa W oONTHUManbHBIA pa3Mep TrocCyJdapcTBa.
CooTHOIIEHHE TIOHATUN «CIPAaBEATUBOCTEY M <«3(PPEKTUBHOCTH» B OOIIECTBEHHOM U
PKOHOMUYECKOM pa3BUTUU. Hexommepdeckue opraHuzanuu. [IpoBayibl peIHKA W TPOBAIBI
rocyaapcTBa.

1.3.2. TlonsaTue «oOmECTBEHHOE OJIaro» M €ro OCHOBHBIC CBoOWcTBa. Kiaccudukanus
OOII[ECTBEHHBIX U COIMAJIIFHO 3HAUYMMBIX Oiiar. YucThle M cMellaHHble OOIECTBEHHBIE OJjara.
[TonsTHe «kiryOHOE OJIaro» M €ro OCHOBHBIE CBOMCTBA. OmpeieeHrue ONTUMYMOB MPEIJI0KECHUS
u copoca Ha oOmecTtBeHHble Omara. [IpoOmema «Oe30mneTHHKa».  AJTOKAIMOHHAS
3P PEKTUBHOCTD U MPUHIIHI «BTOPOTO JTYUILIET 0.

1.3.3. Teopus obmectBeHHOr0 BBIOOpa. CyIIHOCTH 001IeCTBEHHOTO BhIOOpa. [Ipotemypsl
NPUHATUS KOJIJICKTUBHBIX pelIeHuid. M3AepKKU NPUHATHS W peaTu3alid MOJUTHUYESCKHX
pemienuid. ['pynmbl cnenManbHBIX HMHTEpecoB. Teopus KiIyOOB U «TrOJOCOBAaHUE HOTAMUY.
l'unoresa TuOy. JIo6OM3M U JIOTPOJUIHHT.

1.3.4. unuBuayanbHBIA UM KOJJIEKTUBHBIM BbIOOp. [IpaBmiio mpocToro OOJIBIIMHCTBA:
npeumMyiiectBa U orpanudenus. Teopema Mes. [lapamoxc Kowmopce u manumymmpyemoe
rojocoBanue. Teopema 0 MeIMAaHHOM H30HMpaTele M MHOTOMEpPHBIC aJbTEPHATUBEL. Teopema
Oppoy u nmpobiieMa HHTEHCUBHOCTHU MPEIOYTEHHIA.

1.3.5. Ilpunnunan-arearckue oTHomeHus. [Ipobnema npuHnmman-arenra. KoH)aukr
uHTepecoB. M3nepkku mpuHIMNaNa W areHTa. ACUMMeETpHs HHpOpManuu. DKOHOMHYECKHE
WHTEPIIPETAIIMA  BAPUAHTOB OIOPOKPATHUYECKOTO TOBEJCHUS: MAaKCUMU3alUs OI0DKeTa,
MUHUMU3ALMS UHTCHCUBHOCTH, U30€KaHUE PUCKA.

1.3.6. HanoroBas mnonutuka. MukposkoHoMuuYeckue 3((eKTbl HaIoroo0I0KEeHUS:
nepeMelleHe HaJIOroBoro OpeMeHH | H30BITOUHOE HanoroBoe Opemsa. OnrumanbHOE
Hasoroob6noxxenne. Moaens AtkuHcoHa-Cturimna. Hamorn kak OCHOBHOH MCTOYHHUK JIOXOZOB
rocyaapcTBEHHOTro Orokera. PacnpeneneHue HanoroBoro OpeMeHn Ha KOHKYPEHTHBIX PhIHKaX.
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Pacnpenenenne HanoroBoro OpeMeHHM B YCIOBHSIX MOHOIOJIMHU. PacrpeneneHue HajIoroBoro
OpemeHH Ha phIHKE Tpyna. Mckakaroliee 1eliCTBHE HAJIOTOB.

1.3.7. CrpykTypa TOCYIapCTBEHHBIX JIOXOAOB. brojkeTHas JAeleHTpaIn3anus.
Paznenenrie mOMTHOMOYHMI W PUCKOB MEXIy pPErMOHAMH U YPOBHSIMH BIACTH. <« MsTKue»
OIO/KETHBIE OTPAHUYCHUSI.

1.3.8. OcHOBHbBIE HampaBlICHWsI OOIIECTBEHHBIX pacxojaoB. llepemereHue BBHITOI U
cdepbl ASUCTBUS MPOrpamMM OOIIECTBEHHBIX Pacxo0B. MeXaHU3M COLHUAIBHBIX TPAaHC(HEPTOB.
Kpusas Jlopenma. Kosddurment Jxunu. CoBpeMeHHbIE KOHIENIIUH OOpPHOBI C OEIHOCTHIO.
[Monxoxp! K oleHKe CyOBEKTHBHOTO Onaromonyuus. @akTopbl CyObEKTUBHOIO OJIarOMOIYUHs
JKATEJIE pa3HbIX CTpaH: sSMmOupudeckue ouneHku. Ilapagokc Wcrepnuna. WMuAekcsl u
JETEPMHUHAHTBI CUACTbhsI: BHIBOJIBI JJIS1 TOCYAAPCTBEHHON MOTUTHUKH.

2. N'ocynapcTBeHHOE ynipaBJieHUe
2.1. T'ocynapcTBeHHOE YCTPOHCTBO H CHCTEMA IFOCYIapCTBEHHOI0 YIIPABJICHHUS

2.1.1. Teopum BO3HUKHOBEHHUS U pa3BUTUsA TrocyaapcTBa. EcTecTBEHHO-IpaBOBBIE
KOHIENIIMK  TPOMCXOXKJEHUs  rocyaapctBa. lcrtopuueckass Teopust  IPOUCXOXKICHUS
rocyaapctBa. IlatepHanucTckas Teopus BO3HHUKHOBEHMS rocyaapctBa. OpraHudeckas Teopus
MPOUCXOXKACHUA TocyaapcTBa. Teopust oOmiecTBeHHOro jaoroopa. KomudecTBeHHble U
Ka4eCTBEHHBIC XapaKTEePUCTUKH TOCYJapCTBEHHOTO CEKTOPa U C(ephl MyOIUIHOTO YIIPABICHHUS,
MHJICKCHI U PEUTHUHTH KauecTBa U 3(PPEeKTUBHOCTU TrOCYPaBICHUS.

2.1.2. Hayunble KOl B 00JaCTH TOCYAAPCTBEHHOTO YIIPABICHHUS. .

OcHoBHble Teopun Oropokpatud. KoHIenuus «HOBOTO rocyAapCTBEHHOTO YNPaBICHUD
(new public management). VYmpaBieHHEe 1O pe3yJbTaTaM U MPOLECCHBIM MOJXO.
DddextuBnocts  (efficiency, effectiveness) wu  pesyapTaTuBHOCTH  (performance) B
rOCyJJapCTBEHHOM YyrpaBieHHH. KoHIenuuu «oOI1ecTBeHHO-TOCYAapCTBEHHOTO YIPABICHUS
(good governance), «y4acTHUYECKOTO yIpaBieHus» (participatory government). [IporieccHas u
KOHeuyHast 3((EKTUBHOCTh B TOCYJAPCTBEHHOM yIpaBieHUH. TapretupoBanue 3pQPeKTUBHOCTH,
1eJIEBbIE U IJTAHOBBIE TTOKa3aTesn 3 (HEKTUBHOCTH IOCYJaPCTBEHHOTO YIIPABJICHHUS.

2.1.3. ®opmMbl rocyaapCTBEHHOIO MNPABJIEHUS M THUIBI FOCYJAapCTBEHHOI'O YCTpOMCTBA.
OCHOBBl ~ KOHCTUTYIIMOHHOTO  CTpOSI. ®denepaTuBHbIE  OTHOUICHHS. Opranuzanus
rOCyapCTBEHHOTO W MYHULUIAIBHOIO YIIPaBIEHMS, MECTHOE CaMOYIMpaBlIeHUE. YPOBHHU
rOCyAapCTBEHHOTO YIIPABICHUSI.

2.1.4. Cucrema rocynapcTBeHHbIX opraHoB Poccuiickoit ®Penepanuu. CTpykrypa
OpPraHoB HMCHOJHUTEILHOM Biacth B Poccuiickoit ®depeparuu. MuHHCTEpCTBA, areHTCTBA,
CIy>KOBI: LIEJH, 3a/Ja4H, MMOJHOMOYMSA, (PyHKIUH, OTIH4Hs. THUIBI M BUABI TOCYJApCTBEHHBIX
bynkumii.  [lomHOMouns w  GyHKIMM  TOCYJAapCTBEHHBIX  opraHoB.  HeoTpemiiemo
rocynapctBeHuble  ¢yHkuuu. Juchynkimum rocymapctBa. [ocynapcTBeHHblE (GYHKIMH H
rocyaapcTBeHHble yenyru. [lenerupoBanue GpyHkiuit u momHoMounii. CTaHAApTH U PETIaMEHTHI
UCTIOJIHEHUS TOCYIaPCTBEHHBIX (DYHKITHIA.

2.1.5. BzaumopneiicTBHE TOCyAapcTBa C TpaxkaaHCKuM oOmecTtBoM. COOTHOIICHUE
HOHATHH «Tpa’KAaHCKOEe OOIIECTBO», «TPETHH CEKTOP», «HEKOMMepUecKuil cextop». [loHsTue
«rOCYJapCTBEHHO-YAaCTHOTO MapTHEpCTBa». Pa3BUTHE CHUCTEM COBMECTHOTO HCIIOJIHEHUS
OOIIeCTBEHHBIX (YHKIMI: CaMOpEryJIHpoBaHHE, AyTCOPCHHT, «OTKPBHITOE MPABUTEIHCTBOY.
HerocynapcTBeHHbBIE HEKOMMEPUYECKHUE OpraHU3aI|H.

2.1.6. IlporpammMHBIE ¥ TPOEKTHBIE TMOAXOABI K AaJIMHUHUCTPUPOBAHHUIO B
rocyaapcTBeHHOM cekrope. Crparermueckoe IutaHupoBaHue. (OCHOBHBIE CTpaTErMyecKue
JTOKYMEHTHI (peiepalibHOT0, pErMOHAIBHOTO M MECTHOTO YpoBHE B Poccuiickoit deneparuu.

[TokazaTenu pe3yJIbTaTUBHOCTH B TOCYJAPCTBEHHOM CeKTOpe 3KOHOMHUKU. Cuctembl BSC
(Balanced Scorecards) u KPI (Key Performance Indicators).

2.1.7. Cucrema perMoHajbHOIO M TEPPUTOPUAIBHOIO YIpaBieHUs. TeppUTOpHaIbHOE
IUIAHUPOBAaHME KaK YacTh CHCTEMbl TOCYJapCTBEHHOTO PErMOHANBHOTO  YIPABIICHUS.
lNocynapcTBeHHast cucTemMa COLMAIbHOTO OOECIIEUEHUsI M PErHOoHalIbHAs COLMaIbHAas MOJUTHKA.



VYrpaBieHne KOHKYPEHTOCIIOCOOHOCTBIO PETMOHOB U TEPPUTOpUN.  MEXKIyHapOIHBIC
SKOHOMHUYECKHE CBSI3M PETMOHOB U PETMOHAJIbHAS NHTErPALIUS.

2.1.8. TlonsTrHe, TUNIBI MyHUIIUNAIBGHBIX 00Opa30BaHUN M TpPEAMETHl BEJCHHS. YUacTHe
rpakaH B MECTHOM camoyIpaBiieHud. OCOOEHHOCTH pa3BUTHS MECTHOTO CaMOYIPaBIICHHUS B
ropojiax geaepasbHOrO 3HaUEHUs. Y CTPOMCTBO MECTHOTO CaMOyTpaBieHus. B3anMooTHOIIeHU S
MECTHOI'O CaMOYTIPABIICHUS U TPaXK/IaH.

2.2. T'ocynapcTBeHHas ciayskda

2.2.1. Mopenn TroCcylapcTBEHHOW CIyXOBbI, OTKpBITas MW 3aKpbITasi CHCTEMBI
rOCYJIapCTBEHHOM CIIy)Obl. OTKPBITOCTh U MPO3PAYHOCTh CIY)KEOHOM NEeSITeIbHOCTH. JTHKA HA
roCyIapCTBEHHOH ciy>k0e. MexaHu3Mbl MPOTUBOICHCTBHS KOPPYIILIUH.

2.2.2. OcHOBBI TOCymapCcTBeHHOW ciyxk0bl B Poccmiickoit ®enepamuu. Cucrema
rOCyJIapCTBEHHOM CiTy>kObl. Buabl rocynapcTBeHHON CyObl: TOCYAapCTBEHHAs IpakIaHCKasl,
BOGHHAs U MHbIE BHJbl T'OCYJapCTBEHHON CIIy>)KObl. YPOBHM TIOCYJapCTBEHHOM CIIy>KOBI:
denepanbHblii, cyObekToB Poccuiickoit ®enepanuu, MyHUIUNAIbHBIN. MyHHIMTAIBHAS
ciyx6a. KonnyecTBeHHbIE M KAUECTBEHHBIE XapaKTEPUCTUKH TOCYJapCTBEHHOM CITyKOBI.

2.2.3. TocynmapcTBeHHas TpaKJaHCKas Ciyx0a Kak BUA Npo(hecCHOHAIBHON
JeaTeNbHOCTH. ['ocynapcTBeHHble n0mxHOCTH Poccuiickoir denepanuu. Peectp noipkHOCTEH
TOCYJIapCTBEHHOM  TIpa)KIaHCKOM  ciyxObl. IlpaBa M  00S3aHHOCTH TOCYJIAapCTBEHHBIX
IPaXXJIaHCKUX CIyXalUX. 3alpeThl 1 OrPaHUYEHUs Ha TOCYAAPCTBEHHOM IPa’kAaHCKOM cityk0e.
OmnuaTa Ha TOCYJapCTBEHHOM rpaxx1aHCKoM ciryx0e Poccuiickoit deneparn: BUIbl 1 OCHOBHBIE
npuHOUNGEL. CTpyKTypa M OCHOBHBIE KOMIIOHEHTBI JCHEKHOIO COACPXKaHUS IOCYJapCTBEHHBIX
TPaXAAHCKUX  CIy)KaluX. [ocygapcTBEHHblE TapaHTMM M JBIOTBl  T'OCYJapCTBEHHBIX
TPaXIAAHCKUX CITyXKaIlKX.

2.2.4. PerynupoBaHHME BOIIPOCOB IPOXOKIAEHUS TOCYJAapCTBEHHONW T'paKIaHCKOU
caykObl.  KoHKypcHBIE ~ OTOOp  Ha  TOCYIApCTBEHHYIO  TPaXKIAHCKYIO  CIYXKOy.
Kpanmudukanuonusie TpeOoBaHHS K JOJDKHOCTSAM TOCYAapPCTBEHHON TPaKIAaHCKOH CIy»KOBbI.
ATTecranysi TrOCYJapCTBEHHBIX TIPaXJAaHCKUX ciyxXamuX. KBanu(UKalMOHHBIA 3K3aMEH.
KiaccHple 4MHBI TOCYZIAapCTBEHHBIX TPaXKIAHCKUX  ciaykamux. KaapoBele  pe3epBbl
rOCyAapCTBEHHBIX OPraHoOB. PoTanus rocyjapCTBEHHBIX I'PaXXAAHCKUX ciaykamux. [lokasarenn
3h(HEKTUBHOCTH U PE3YIbTATHBHOCTH MPOPECCHOHATBHON  CIy>KEOHOW JESITeIThbHOCTH.
JIOIDKHOCTHBIE  persiaMeHTBl. AHTUKOPPYNLIMOHHBIE TEXHOJIOTMHM, BHUABI W HAIPABIICHUSA
IIPOTUBOIEHUCTBUS KOPPYIILIUH.

2.3. O0mecTBeHHbIe GPUHAHCHI U OKOIKETHASI CHCTEMA

2.3.1. Tlonartue «obmecTBeHHBbIC (pUHAHCHY. [IOHATHE «TOCYIApCTBEHHBIN OIOIKET» U
ero ocHoBHble »3neMeHThl. CrTpykTypa OropketHol cuctembl Poccuiickoir ®Deneparnui.
Onpezenenne U COCTaB KOHCoOJMUaupoBaHHOTO Oromkera Poccuiickoir denepanmu. «bromker
pacmupenHoro IpaButenscTBay. bromkeTHas knaccudukanus.

2.3.2. OcHOBHBIE 3JIEMEHTHI JOXOJAHOU YacTu (eaepaibHOro OropkeTa. PasrpanndyeHue
JIOXOJIHBIX MCTOYHHKOB MEXIy Oro/keraMu OromKkeTHOW cuctembl Poccuiickoit deneparivim.
CocTaB 10X0I0B OFOIKETOB.

2.3.3. Crpykrypa pacxoaoB (eaepaipHoro OrwJpkera. Buasl pacxomoB u  ux
XapaKTEepUCTHKA, JACIICHUE PACXOJI0B MO0 YPOBHIM YIpaBiieHUs Oro/xeTaMu. Bubl O10IKEeTHBIX
accurHoBanuii. Knaccudpukamus pacxomoB OromkeroB. Kiaccupukanus HMCTOYHUKOB
¢uHAHCUpOBaHUS AePHUINTOB OIOIKETOB.

2.3.4. Tlonstue «OromxeTHBIN mporeccy. Cramuu OromkeTHOro mporecca. [lopsaok u
CPOKH PAaCCMOTPEHHUSI W YTBEPXKIEHHUs Oro/KeTa. YUYaCTHUKH OIOKETHOTO Tpollecca, HX
MOJIHOMOYHS.

2.3.5. bromxkernbiii Qenepanm3m. OCHOBHBIE Mojenu O KeTHOro (denepanuszma.
BeprukansHoe u ropu3oHTaIbHOE BhlpaBHUBaHME. [loHsATHE «MEKOI0KETHBIE TpaHCHEPTH, UX
dopMbl 1 0coOeHHOCTH. CXeMa BEIpaBHUBAHHS OFOKCTHON 00CCTICUCHHOCTH.



2.3.6. IIporpamMmMmHO-IIeNIeBOM  MeTOx  IUIaHMpoBaHusl — Oromxkera. [locrareiiHoe
oromxetupoBanne (line-item budgeting). BromxkeTupoBanue, OpHEHTUPOBAHHOE HAa PE3yJIbTAT
(performance budgeting). Mogenn # NOpUHUMOBL  OIODKETUPOBAHUS 110  PE3yJIbTaTaM.
Kasznaueiickas cucrema i KOHTPOJIb HCTIOJTHEHHUS O0KETa.

2.4. T'ocynapcTBeHHbIE YCIYTH, 3aKYNKH, HH(POBHU3AIUSA B TOCCEKTOpeE.

2.4.1. TocynapcTBeHHblE yCIOyru. AJMHMHHUCTPATUBHBIE PEIJIAMEHTBI M CTAaHOAPTHI
MIPEIOCTaBICHUS TOCYJapCTBEHHBIX ycIyT. OpHeHTaIlMl Ha KIMEeHTOB (consumer satisfaction).
[Ipuniun «ogHOTO OKHa». MHOro(QyHKIMOHAIbHBIE LEHTPbHI: LEIH CO3JAaHUS U OCHOBHBIC
IPUHIUIB! QYHKIMOHUPOBAHMSL.

2.4.2. lnpopmanmoHHbIE TEXHOJIOTUU B CUCTEME IOCYIapCTBEHHOT'O U MyHHLIUTIAIIEHOTO
ynpaBineHus. IloHsTne «MHQOPMALMOHHOIO OOWIECTBa». OJEKTPOHHOE IPABUTENBCTBO.
[ToHATHE «OTKPBITHIX TAHHBIX» M UX UCIIOJIB30BAHUE B FOCYIaPCTBEHHOM YIIPABICHHH.

2.4.3. CucreMa ymnpaBiieHUsI TOCYIapCTBEHHBIMU 3aKynkamu B Poccuiickoit deneparum.
HopmatuBHas mpaBoBasi 0a3za oOuiecTBEHHBIX 3aKynok. Exunas uH(popManMoHHas cucTeMa
3aKyHOK. MeXaHU3Mbl, MCIOJb3yeMble Ul OCYLIECTBICHUS TOCYAAapCTBEHHBIX 3aKyIOK.
KonkypcHble ¥ ayKIIMOHHBIE TPOLEAYPHl NPU NPOBEIECHUH 3aKYNOK. 3Hau€HUE KOHKYPEHIHH
IPU OCYILECTBICHUH OOIIECTBEHHBIX 3aKyIOK.

3. ConuajbHasi MOJTUTHKA

3.1. IlpenmeT U GYHKIUU COLMUATBHOW TMOJMUTUKH, OOBEKTHl U CyOBEKTHI COLMATHHOU
noyuTUKU. OCHOBHBIE (PYHKIIUU CONMATBHON MOTUTHKUA. CBSI3b COIMAIIBHON TOJUTUKH C TUIIOM
obmectBa. CounanbHasi MOJUTHKA B Y3KOM M HIMPOKOM cMbIcie cioBa. CyObeKThl U OOBEKTHI
COLIMAJILHOM MOJIMTUKUA B OOIIecTBaxX pasHbIX TUMNOB. ColpanbHas MOJUTUKA W COLMAJILHOE
ynpasinenue. IIpoOGnema sKcTepHanMii B COBPEMEHHOM SKOHOMHKE M 33Jayd COLMAIBHOM
noauTUKA. OCHOBHBIE (YHKLUWU COIUAIBHON TOJUTUKH B COBPEMEHHBIX OOIECTBAaX U HX
COOTHONIEHUE C OCHOBHBIMU HAIIPABIECHUSMH COLMATIBLHON NOMUTUKH B Poccum.

3.2. Monenu rocyaapctBa BceoOmiero OmarococtossHus. ColuanbHO OPUEHTHPOBAHHAS
PKOHOMHUKA M couuanbHas noiutuka. /[x. KelHC M KOHLENIMsS COIMaJIbHOIO TOCYAapCTBa.
EBpomeiickasi comuaigpHas MOJAENIb, aMEpPUKaHCKash W IoKHoazuaTckas Mojenu. [lonarue
«locynapcTtBo BceoOImero OJIarocoCTOSIHHMS W POJb B HEM COLMATBHOW TMOJUTUKUA Kak
WHBECTUIIMOHHOTO HMHCTPYMEHTa, (OPMHUPYIOIIETO YeJIOBEYECKHII M COIHUAIbHBIN KamuTal
obmectBa. OCHOBHBIE MOJENH TOCYJapcTBa BceoOImero OyarococTosiHus. EBponeiickas
MHTErpalus U pa3BUTUE COLUATBHON MOJUTUKU. KpU3KC TpaUIIMOHHBIX MOJIENIE COLMAIbHOMN
MOJIUTUKY B YCJOBHSIX TiioOanmu3anuu. V3MeHeHue MOHITHA «COIHMANBHBIA PUCK» U «TPYIIa
pHUCKay.

3.3. Ucropus tpancopmanuu couuanbHoi nmonuTuku B Poccuu. CoumanbHelii 3ampoc.
Oco0EHHOCTH COBETCKON MoIeny conuaibHoN nmoautuku. ConnanpHasg mojautuka B 1990-x u B
2000-x ronax. Maeonorus cormansHbix pedopm nocneanux 15 ner. Cnenndurka npeacraBieHun
poccusiH 00 ONTUMAaJIbHOM MOJENN COLUATIbHON MOJUTUKU U €€ IPUYUHBI.

3.4. denepanbHasi U PErMOHAIBHBIE COLMATIBHBIC MOJUTHKU: PA3IACICHUE MOJTHOMOYHH,
cienuduka 3amad u Mojenel. PermonanbHas HEpaBHOMEPHOCTb pa3BuTus Poccum.
PernonanpHas crnenuduka coOmUaNbHBIX MPoOJIEeM W MHOrooOpasue Mojejeil peruoHaIbHOU
conuanbHOM monauTukH. [locnencTtBust wHTerpanuu Poccuu B MHUPOBYIO SKOHOMHUKY st
Pa3IMYHBIX TPYII PETHOHOB.

3.5. VHCTpyMEHTHI COLMANbHONM MNOJUTHUKU. THUMOIOrMM HHCTPYMEHTOB COLIMAJIBHOU
MOJINTUKH, aIPECHBIE, TOTAIbHBIE, KATETOPHAIbHBIC, MOHETAPHBIEC, HEMOHETAPHBIE HHCTPYMEHTBI
COIMATIbHOM TIOJIMTHKH, CHCTEMa CTPAaXOBaHUS KaK HMHCTPYMEHT COLMUAIBHON TOJUTUKH,
OTPaHUYEHUS PA3JIMYHBIX HTHCTPYMEHTOB COLUAIBHOMN MOJMUTHKHU, MPEANOCHIIKA UCIOJIb30BaHUS
Pa3IMYHBIX UHCTPYMEHTOB COLIMAIEHON TTOJIUTUKH.

3.6. benHOCTh, colManbHas SKCKIIIO3US, COLMAIbHOE HepaBeHCTBO. ColuaabHble PUCKHU.
CoBpeMeHHBIE KOHIICTIIHA OCTHOCTH. AOCOTIOTHAS M OTHOCUTEIbHASI OC€AHOCTh, MOHETapHAS U
HEMOHETapHasi O€IHOCTb, CYOBEKTHBHas OEIHOCTb, KOMOMHHUPOBAHHBIE JHHHHM OETHOCTH.
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MeTtoponoruyeckie MoAXOAbl K HW3MEPEHHI0 OelHOCTH, MCIIONb3yeMble B CTpaHax EBporbl,
CHIA, Poccuu. JluHamuika ypoBHsS OJarocOoCTOSIHUSI HaceleHHss B coBpeMeHHOW Poccum,
ocHOBHbIE (pakTopbl OenHOCcTH. benublie Ha phiHKe Tpyaa. OcOOEHHOCTh POCCUICKON OETHOCTH.
HcTouHuky JaHHBIX 0 O€THOCTH, MOHUTOPUHT OeqHOCTU. beAHOCTh M coluanbHas SKCKIIIO3US:
nepeceueHust 1 ocobennoctu. [lonarue anaepkinacca. Ponps rocynapcrsa B pelieHuu mpooieMbl
COLMAIBHOM H3KCKII03UU. KOMIIOHEHTHI CONMAIBHOM 3KCKJIIO3MM B COBpeMeHHOW Poccum.
Crurmatm3anus OemaHbIX. HepaBeHCTBO B IKOHOMHUKE W JPYTHX COIMAIBHBIX HaykKaX. Bumbl u
dakTopel HepaBeHCTBA. ColMaibHAs CHPaBEIIMBOCTh. DKOHOMUYECKANW POCT M HEPABEHCTBO.
MeTtonbl n3mMepeHust HepaBeHcTBa. PaKkTOpHl HEpaBEHCTBA B coBpeMeHHOM Poccun. Konuennus
YOpaBJIE€HUS! COIUAIBHBIMU PUCKAaMU, MPEANOChUIKM ee (opMUpOBaHMS. BUIbl U MCTOYHUKU
COIMANbHBIX pHUCKOB. CTpaTeruu yrpaBi€HUS COLUAIBHBIMU PpPUCKAMU: CTPATETUU 10
PEOTBPALICHHUIO, CMIATYEHHIO U 00phOE ¢ COIMATbHBIMU PUCKAMHU.

3.7. OueHka pe3yJabTaTUBHOCTH COLMANIbHBIX mporpamm. [loHsiTHe pe3ynbTaTUBHOCTH
IporpaMM COLMAJbHOM TOMOIIM W COLMANBHBIX ycnyr. [IpakThueckue mMOAXOIbI K
ONPENIETICHUI0  PE3yJIbTATUBHOCTH.  BakHeWIlne  3JIEeMEHThl  COLMAIbHBIX  MPOrpaMm,
CBUJICTENLCTBYIONIME 00 OpPUEHTHUPOBAHHOCTH Ha pe3ynbTaT. JlocTymHOCTh couuaibHOU
MOMOILU Il HaceleHUss. MOHUTOPUHT COIMANbHBIX MPOrpaMM, €ro YpoBHU U Buibl. [louck
HEOOXOUMBIX MHAMKATOPOB. llepcriekTuBHAs M PETPOCIEKTUBHAS OLIEHKA, MpeABapUTEIbHOE
MMUTALIMOHHOE MojenupoBaHue. llemouka pe3ynbTaToB: pecypcbl — MEpPONPUSTHS — OTAaua
(TpoMeXyTOUYHBIN pe3ysbTat) — 3 deKT (KOHEUHBIN pe3yIbTaT) — JOCTIKEHUE 1enu. KirtoueBbie
METO/bl OLIEHKH PE3yJIbTaTa: KIACCUYECKUM IKCIIEPUMEHT, TBOMHBIE Pa3HULIbI, UCIOJIb30BAHUE
MOPOTOB, MATYUHT. DTUYECKUE aCTIEKThI OLIEHKH PE3yJIbTaTOB.

4. MaTtemaTu4eckasi CTaTHCTHKA

4.1. BeiOopka U reHepajibHasi COBOKYIMHOCTb. TO4YeYHOE M MHTEPBAJILHOE OLIEHUBAHHUE.
Crangaptaeie ommOKu cpeaHero U Joiu. IlocTpoeHue M HMHTepHpeTanus JOBEPUTEIbHBIX
MHTEPBAJIOB

4.2. IlpoBepka cratuctHueckux Trunote3. I[loMck cBI3M Mexay 2-Ms NpPU3HAKAMM:
KPUTEpH XH-KBaJIpaT, KO3()(PUIMEHTH paHTOBOW KOPPENSAUH, KOAIPPHUIMEHT KOPPESAIHUU
[Tupcona.

4.3. Kiaccuueckasi TMHENHAsI perpeccus: COAEPKaTENbHbIE 3a/1a4H, KOTOPBIE OHA MOXKET
pemuTh, OrpaHMYEHHUS, OIEHKAa KayecTBa MOJENIH, HHTepnperauus Kod(p(UIUEeHTOB
perpeccuoHHOro ypaBHEHUs. Perpeccuss ¢ (UKTHBHBIMHM TNEPEMEHHBIMU — COJEpXKaTelbHbIE
3aJja4M, KOTOpPbIE OHA MOXKET PEIIUTh, OTPAaHUYEHUS, OLIEHKA KaueCTBa MOJIEIH, MHTEpIpEeTaLus
KOX(PUITUEHTOB PETPECCHOHHOTO YPABHECHHUS.

4.4. buHapHas JOTUCTUYECKAs] PErPECCHsi: COJECpKATEIbHbIC 3a]a4l, KOTOPhIE OHA MOYXKET
peluTh, OrpPaHUYEHHUS, OLEHKAa KadyecTBa MOJEIH, HMHTEprpeTanus Kod(p(HUIHEHTOB
PErpecCUOHHOTO YpaBHEHUS

5. YnpagiieHue 4eJIOBe4eCKHMH pecypcaMy B yOJIMYHOM CeKTope
5.1. Teopusi opraHu3anvy U OPraHU3AMUOHHOI0 MOBEJAEHUSI KAK OCHOBA YIPaBJIeHUS
YeJI0BeYeCKHMMH pecypcaMu

5.1.1. ®ysknun ynpaenenus u ¢ynkuun opranuzanuu (T.Ilapconc). IlpeacraBnenue
OCHOBHBIX IIKOJI OpraHU3allMOHHO-YTIPaBICHUECKONM HayKH (KJIacchyeckas MIKOJa, IIKOoJa
YeJI0OBEYECKUX PECYPCOB, IIKOJIA COLUAIBHBIX CUCTEM) O MPUHIMIIAX M ONTUMAIIBHBIX Crloco0ax
peryjsiiuy  TMOBEACHHUA U JIEATENbHOCTH IepcoHaia B opraHuzanusax. CuCTEeMHBIH U
CUTYaLlMOHHBIN MOAXObI K MOHUMAHHUIO OPraHU3aLNN.

5.1.2. Tlonatue BHyTpeHHEW cpenbl opranuzauuu. OpraHu3allMOHHAas CTPYKTypa Kak
OCHOBHAsl COCTaBJISIIOIIAsl BHYTPEHHEH Cpelbl OpraHM3allMM: IIOHATHE W  OCHOBHBIE
XapaKTEPUCTUKH  OpPraHU3ALMOHHOM  CTPYKTYpbl. MHOKECTBEHHOCTh  OpPraHU3ALMOHHBIX
CTpyKTyp. JluHeiiHas, (yHKUMOHAJbHAsA, JIMHEHHO-IITaOHas, IMBU3HOHAJIbHAS, MaTpUYHAsd,
HEO(YHKIMOHAIbHASI, OpraHMYecKas CTPYKTYpbI: KIIIOUEBbIE XapaKTEPUCTUKU, NPOOJIEMbl U
IpaHUIbI Ucnosnb30BaHus. [Ipobiema noucka onTuManbHOW CTpyKTyphl. [oHATHE BHYTpPEHHUX
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CUTYallMOHHBIX (KOHTEKCTYyalIbHBIX) MepeMeHHbIX. CyObeKTUBHBIE (I1€)1h, CTPATETHS, HHOTIA —
OpraHM3allOHHAas KyJIbTypa) M OOBEKTUBHBIE (pa3Mep, TEXHOJIOTHS, THUI BHYTPEHHEH
3aBUCUMOCTH, THII IEPCOHANA) KOHTEKCTYaJIbHbIE IEPEMEHHBIE.

5.1.3. BO3MOXXHOCTH HCIOJIB30BaHMS KIACCUYECKUX BHJIOB CTPYKTYp B MYyOJUYHOM
ynpaBieHud.  Pa3smep opraHuzanuu W OpraHU3alMOHHAs CTPYKTypa. bropokpatus Kak
ontuMainbHas ¢opMa (YHKUMOHUPOBAHUS KPYMHBIX opraHu3anuil. Tumbel OHOpPOKpaTHH.
locynapcTBeHHBIE U MYHHUIMIATBHBIE OpraHU3allid KaK T[EpCOHaJbHBIE OIHOPOKpATUU
(Actonckas rpymma). By3bl u 60npHUIE Kak podeccroHanbHas oropokparus (I'.Munioepr).

5.1.4. ®opmanbHOE pacrpeielieHHue BIacTH B opraHusanuu. [IpoGiiema muama3zoHa
KOHTpOJII. MakcuManbHOE [EJEerMpOBAHME IOJHOMOYMHA B OpraHU3allMd Kak OCHOBA
MIOCTPOEHUs LIEHTPAIIM30BAHHON MEPAPXUUECKON CTPYKTYyphl. LleHTpanu3anus B y3KOM CMBICIIE.
Peanvnoe pacnpenenenue Binactu. [Ipobiema «mpunstoro aBropurera» (U.bapuapm). Ycmosus
OpUHATHS aBTOpHTeTa. TpeboBaHMs K mpuKazaM. ['OpH30HTaIbHOE paclpeneieHue BIACTH:
MOHSTHE, OCHOBHBIE TMpoOnembl. Hamuune (yHKUMOHANBHBIX CBS3€M KaKk HMCTOYHHK
TOPU30HTAJIBHOTO pacipeeneHust BaacTu. MakTopsl TOPU3OHTAIBHOTO PACIPEEIICHUS BIACTH.
HeonpeneneHnHocTs kKak 0a30BbIN (hakTOp pacmpeercHus: BIacTH B OopraHu3anuu (AcCTOHCKas
rpynna, /[x. Tomncon).

5.1.5. Tunonorus ynpasjieHUEB B OPTaHU3AIMHU 110 YPOBHAM; IO MO3UIIMU B OpraHU3alluu
U QyskuusaM. JIMHEHHBIH PYKOBOAWUTENb (aAMHHHUCTPATOpP), (YHKIHMOHAJIBHBIN CIEIHAIHUCT,
MEHeKep: UX cnenuduka no3unuu, pyHkuuu. TpeOGoBaHuUs K XapaKTepUCTHKAM PYKOBOIUTENS
passoro yposss (D.VY.Teiinop, A.Paiions, 3.M»aiio). [Ipobraema onpenenaeHust MecTa MEHEIKEpa
B CTPYKTYp€ rOCyJapCTBEHHON OpraHU3alnH.

5.1.6. PykoBoncTtBo M nmaepctBo. OCHOBHBIE MOAXOMABI K MPoOJIeMe ONTUMATHHOTO
ctuns nuaepcrBa (O.Oumnep, P.bueiik u JIx.Moyton, P.Jlaiikept, I1.Xepcu u K.bmanmap).
TpancopmamoHHOE U TpaH3aKIIMOHHOE TUAEPCTBO. KOMIETEeHTHOCTHBIN MOIX0a K mpobieme
3¢ (PeKTUBHOTO PYyKOBOIUTENS: BO3MOXKHOCTH M TPaHUIBl HCIOJB30BaHUS B YIPaBJICHUU
rOCyJJapCTBEHHBIMU OpraHU3aLUSIMHU.

5.1.7. OpraHu3alMOHHbIE ACTEKThl MPHUHATHS PEIICHUH B OpPraHU3alli: OCHOBHBIC
noaxonel. Ilpenensl panuonansHOCTH ynpasieHueckux pemenuit (I'.Caitmon, T.Ilapconc,
P.Mepton, Actonckas rpynma, [[x.Tomrncon u ap.) dakTopbl CHIWKEHHS PaAIMOHAIBHOCTH
ynpaBieHdeckoro pemenus. IlpoOGiembl opranmzanmoHHbIX KomMMmyHuKanuii (I'.Caiimon).
W3menenne tuma uHpOpMaIUu, JeKalleil B OCHOBE YIPAaBICHYECKOTO pEIICHHs, 10 Mepe
MOBBIIICHUSI YPOBHS B uepapxuu. [IpoOnembl MpUHSATHS pEIICHWN B IEHTPAIU30BAHHON U
JEIEeHTPAIU30BaHHON cTpykType. Komurer (coBeT) Kak opraH MPHUHATHS yHpPaBICHUYECKOTO
peleHusi: 0cOOEHHOCTH, TOCIEACTBUS, TPAHUILIBl UCIOIb30BaHUsA. CHMKEHUE PAllMOHAIBLHOCTH
CTpaTeTMYeCKNX penieHu B Tporecce Triao0anbHbIX MHHOBamuii B opranusanuu (T.bepHc,
JIx. TomIicOH).

5.1.8. Tum nepcoHana Kak IeTepMUHAHTAa OpPTaHU3alMOHHON CTPYKTYphl. Teopus X u Y.
Crenenpb uneHTUGUKANNNA PAOOTHUKOB C IEISIMH OPTaHM3AIMH KaK JETEePMUHAHTA KECTKOCTH
BHEIIHETO KOHTPOJSI M CTENEHW LEHTpPAIM3aluy OPraHW3alMOHHOW KyJbTyphl. TpynoBas
MOTHBAIMSI KaK XapaKTepUCTHKa mepcoHana. OCHOBHBIE IMOAXOJbl K IMpoOiieMe TpyaoBOU
MOTHBAILlUM: COJEpXKaTelbHbIE U TMpoleccyanbHple Teopuu (A.Macnoy, @.['epubepr,
HA.Maxkknenana, K. Anpnepdep, B.Bpym, C.Agamc u ap.). MoTuBsl pabOTHUKOB
rOoCyapCTBEHHBIX opraHuzauuil. CTpyKTypa CTHUMYJIOB U OXHUJAHME BO3HAarpaxaceHUs B
rOCYJJapCTBEHHBIX OpPraHU3alUsIX.

5.1.9. OpraHu3aiMOHHbIN KOH(IJIUKT: MOHATHE, UCTOUHUKH, TUIBL. DYHKIMOHAIBHOCTh
KoH(HMKTa. OpraHu3aldoHHasi CTPYKTypa Kak UCTOYHHUK KOoH(pmukTa. KOHPIUKT Kak UCTOYHHUK
OpraHu3alMOHHBIX W3MeHeHM. [Ipobiaema yrpaBieH!s] OpraHU3allMOHHBIMU KOH(DIMKTaMH.

5.2. ®yHkuum ynpapjieHus 4eJ10BeYeCKUMHU pecypcamMu
5.2.1. YnpaBieHue 4eNoBEYECKUMHU PECYPCaMU KaK IEATEIbHOCTh IO UX ONTUMU3ALHNH.
OcHOBHbIE HamnpaBJIEHUS U CyOBEKTHI 3TOH 1€ATEIbHOCTH.



5.2.2. Metoapl, IpUMEHsIEMbIE NIPU PEUICHUU 3a7ady OTOOpa W OLIEHKU MEepCoHana: HUX
crieniuka, TOCTOMHCTBA M HEMOCTaTKU (OMOrpaduuecKuid METOJ, TICUXOJOTHUYECKHE TECTHI,
JIeNIoBasi Urpa, aCCECCMEHT-LEHTP U JIp.). BUIBI MCUXOIOTMYECKUX TECTOB M BO3MOXKHOCTH HX
NPUMEHEHUs B yIpaBlieHUYecKoW mpakTuke. I[IpuMeHeHHe KOMIIETEeHTHOCTHOM Monenu AJis
peleHus 3a1a4u 0TOOpa M OLEHKHM MepcoHana: e€ mpeuMyliecTBa U HexoctaTku. Merton «360
IpagycoBy»: MPEUMYIIECTBA U HEAOCTAaTKU €ro MPUMEHEHMs Ul 3aJadyd OIICHKH IepCcOoHala,
PYKOBOJIUTEIIS.

5.2.3. ®opmanbHoe U HedopMaTbHOE OOyYEeHHE IepCOoHANa: XapaKTePUCTUKH,
MPEUMYIIECTBA, HEIOCTATKY, HANpaBlIeHUs U MeToAbl. HacTaBHHYECTBO Kak (opMa oO0yudeHus
nepcoHaia.

5.2.4. JlmarHocTHKa OPTaHHW3AI[MOHHBIX KOH(JIUKTOB ¥ (HOPMBI yIPABICHUS HMHU.
CoBeplIeHCTBOBAaHNE OPTraHU3ALMOHHOW CTPYKTYpBl: KpUTEpPUH, HampaBieHusd. 3meHeHue
OpTaHHU3AI[IOHHON KYJIBTYPBI.

Nudopmanus o nepsom (0T60POYHOM) dTame

[TponomxkurenbHOCTh cocTsazanug — 100 MUHYT.
3anmanue mepBoro (OTOOPOYHOrO) dTama BKIOYAET 32 TECTOBBIX BOIPOCA HA PYCCKOM SI3BIKE C
ABTOMAaTUYECKOW MPOBEPKON OTBETOB:
1) 20 OTHOCHTENBHO MPOCTHIX BOIIPOCOB, MPOBEPSIOMIMX 0a30BBIE 3HAHUSA MO MPO(UIIO
OJIMMIHA/IBI (KaX I OIIEHUBAETCS B 2 Oaia)
2) 12 Oonee CcHOXHBIX BOMPOCOB (3amay), TpeOylommx Oojee YriIyOJeHHOTO 3HAHUS
Marepuana, pa3MBIIUICHUH, TPOBEACHHUS BBIUYMCICHUN (KaXIbIA OIICHWBAETCS B
5 6annoB)
MaxkcumanbHoe uncio 6anos 3a tect 1 stana — 100 6aos.
[IpaBunbHOE BBIMOJIHEHHE BCeX 0a30BbIX 3amaHuii naet 40 Oamno, Oonee ClOXHBIX — emie 60
0aJoB.

Nudpopmanus 0 BTOPOM (3aKJIIOYUTETHHOM) ITAIE

[IpopomxurensHOCTh cocTsi3anus — 180 MUHYT.
3aanusi BTOPOro (3aKII0UUTEIBHOI0) 3Tana COCTOST TOJNbKO U3 MHBAPUAHTHON YaCTH.
Ha 3akimounTenbHOM 3Tare y4acTHUKY MPEAaraeTcs:

1. mpoBecTH aHanu3 cTaThu ((parMeHTa CTaTbU) HA AHIJIMICKOM f3BIKE, JaB Pa3BEPHYThIE
OTBETHI Ha TIOCTABIICHHBIC BOMPOCH HA PYCCKOM SI3bIKE (MAaKCHUMAalbHOE YHCIIO 0AJIJIOB —
30)

2. Hamycarh HEOOJIBIIOE 3cCe Ha PYCCKOM SI3BIKE MO0 OAHON M3 3 MpEeIOKEHHBIX TEM B
COOTBETCTBUHU C BompocamMu 1o Teme. O0BeM 3cce Ha PYyCCKOM SI3bIKE — OT 2 110 5
ctpanuil A4 (ot 4 mo 10 Thic. 3HaKOB) (MakcuManbHOE YKco 6aoB — 30)

3. HamucaTh HEOOJBINOE ICCE HAa AHTJIMKWCKOM SI3BIKE MO OJHON M3 3 MPEeIIOKEHHBIX TEM
COOTBETCTBUU C Bompocamu o Teme. OObeM 3cce Ha aHTIUICKOM s3blke — oT 1 1o 3
ctpanui] A4 (ot 3 10 5 ThIC. 3HaKOB) (MaKCUMalibHOE YKCiio OaminoB — 40)

[Ipy BBIIONIHEHWHU 3aJaHUS YYaCTHHKAM pa3pelIeHO MOJIb30BaThCsA KalbKYJISTOPOM JHOOOU
CJI0KHOCTH.

Hcnonp3oBanue B Mpollecce HAMMCAHUS OJUMIIMAIbI CIPABOYHON JTUTEPATypPhl, METOAMYECKHUX
nocoOuii, y4eOHHKOB, CIIOBaped, KOMIBIOTEPOB M HOYTOYKOB, CMapT(OHOB M Tene(oHOB,
KaJbKYJISITOPOB U APYTUX YCTPONCTB — 3aIlperiaercsl.

UepHOBHK OJIUMITHAIBI HE TIPOBEPSETCA.



JeMOHCTPAUMOHHBI BADUAHT BTOPOr0 (3aKJIIOYHUTEIbHOI0) 3Tana

3ananue 1. AHAJN3 aHIVIOA3BIYHON CTATHH U OTBETHI HA BONPOCHI M0 CTaThe (HA PyCCKOM
si3bIKe)

IIpounTaiiTe cTaTblI0 M Pa3BepPHYTO OTBeTbTE Ha CJeAyKIIHe BONMPOCHI (MOXKAJYHCTA,
OTBevYaiiTe COAEPKATEIbHO HA PYCCKOM fI3bIKe, IIPH OTBeTe HA BOINPOC YKa3bIBaiiTe ero
HOMep, Hannpumep, «B7»). PekoMenayemblii 00beM 0TBETOB Ha BCe BONMPOCHI — 5-8 cTpaHuI
A4, He 0oJ1ee 10 cTrpanun:

1. B 4éM cOCTOUT MPOAKTUBHOE MOBEACHNE HOBUYKOB B OpraHU3aIiN?
Kakum o6pa3om opraHuzamnuoHHbe (PAKTOPHI BIUAIOT HA (OPMUPOBAHUE OTHOLIECHUHU C
HOBUYKAMH?

3. KakoBa ponb HacTaBHMYECTBA KaK UHCTPYMEHTA OPraHU3allMOHHON afanTaluu?
4. Kaky!o poip B IpOLECCE COLMAIN3ANN UTPAIOT CETH HOBUYKOB?
5. Kakum o0pa3zom mporecc amantandyd (COUMANU3alMM) CBA3aH C  CO3JaHUEM

UACHTUYHOCTHU TOCYIaPCTBEHHOT'O CIIy Kalero?
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How to bring new employees onboard so that they perform well, fit in well and are
committed to the agency is a salient concem for public managers. Especially when
coupled with retaining curvent employees and maintaining performance, transitioning
new employees into effective organizational members can present a considerable
challenge. Organizational socialization is the process through which new employees
learn the skills, expected behaviours and values needed to become organizational
members (Van Maanen and Schein 1979); it is “the process by which one & taught
and “learns the ropes” of a particular organizational role’ (Van Maanen and Schein 1979,
211). Over two decades of research on organizational sodalization in private sector
firms has revealed that it positively influences organizational commitment, job satisfac-
tion, person-to-crganization fit, role clarity, job embeddedness, sk mastery,
employee—or ganization value congruence and the adoption of the organizational culture
and can reduce employee ntentions to quit and tumover {Ashforth, Sluss, and Harrison
2007; Baner, Momison, and Callister 1998; Chatman 1991; Jones 1986; Kim, Cable,
and Kim NW)5; Saks and Ashforth, 1997a). While this past research offers important
insights that apply to public sector organizations, the process of organizational sodaliza-
tion within public agendes has not been widely investigated.

Why might filling this gap be of value? One reason is the proposed link between
organizational socialization and public service motivation increasingly discussed by
public sector scholars (e.g. Brewer 2008; Moynihan and Pandey 2007; Paarlberg and
Lavigna 2010; Perry and Hondeghem 2008; Wright and Grant 2010). Public service
maotivation matters to managers because it may influence employee behaviowrs, such as
organizational commitment, intentions to leave, and performance, that are important
for retention and for developing high performing organizations (Brewer 2008;
Paarlberg and Lavigna 20010; Perry, Hondeghem, and Wise 2010; Perry and Wise
1990; Wright and Grant 2010; Wright and Pandey 2008). Insofar & organizations and
institutions can influence public service motivation (Moynihan and Pandey 2007; Perry
and Hondeghem 2008; Perry and Vandenabeele 2008; Vandenabeele 2007), organiza-
tional socialization tactics may be especially timely and effective mechanisms for
instilling or increasing newcomers’ public service motivation.

Sodalization typically begine s soon as newcomers join the organization. It offers an
opportunity for an organization to influence employee values and motives at a juncture
where new employees are likely the most malleable. And since a primary focus of
socialization is instilling the organizational culture (Van Maanen and Schein 1979), it
may be a prime véhide for shaping the adoption of public service values and construct-
ing a public service identity.

The model in this artide assumes that public service motivation & a dynamic construct
that can be influenced by the organization, although scholars aclmowledge that the extent to
which it is a dynamic or a stable construct and the extent towhich the organization is able to
affect it requires further invesigation (Perry and Hondeghem 2008; Perry and
Vanderabeele 2008, Wright and Grant 2000). Definitions of public service motivation
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vary (see Perry, Hondeghem, and Wise 2010 for examples) and one recent comprehensive
definition is Vanderabeele’s (2007, 547 ‘the belief, values and attitudes that go beyond
self-intevest and organizational interest, that concern the interest of a lager political entity
and that motivate individuals to act accordingly whenever appropriate.” This model draws
from Vandenabeele’s (2007) work and Perry and Vandenabeele's (2008) subsequent
expansion to intevpret public service motivation as nternalized or embodied within a public
service identity, which is acted upon through socialization tactics.

This artide aims to offer insight on how newoomer relationship bullding during the
sodalization process can influence public service identity construction as well as an arvay
of other cutcomes mportant to public agencies, It also aims to contribute to the sparse
literature on crganizational socialization and social networks. Its privary focus & soda-
lization within public sector organizations, although the aticle concludes with considera-
tions for private sector argmimﬁm11 This article develops a model of arganizational
sodalization that is grounded in employees’ social networks, While scholars have
admnowledged the importance of mteractions between newcomers and experienced
organizational members for socialization (Jones 1983; Redhers 1987), few have focused
on the patterns or characteristics of these relationships (see Fang, Duffy, and Shaw 2011;
Marrison 2002), Sodal network theary and methods offer a lens through which w do so.
Although scholirs have aclmowledged that the network structural perspective can offer
insight into the adaptation process, questions such as why newcomers develop different
network stuctures, whether and how organizational ssdalization tactics and newcomer
behaviowrs influence netwark grucwre, and which network configurations lend them-
selves best o effective socialization remain unarswered (Fang, Duffy, and Shaw 2011;
Maorrison 2002). The aticle begins by providing an overview of the organizational
sodalization mode. Then it discusses proposdtions based on the process model, conclud-
ing with considerations for both practice and vesearch.

ORGANIZATIONAL SOCIALIZATION VIA SOCIAL NETWORKS

Figure 1 offers a framework for a relatonal perspective of organizational socializa-
tion hased on newcomers' social networks, Social networks have received scant
attention in the socialization literature, although both network research and socia
lization research offers reasons to believe that newcomers’ network relationships are
important for learning and integration (Morrison 2002, 1149; see Morrison 2002
for an empirical study and Chao 2007 and Fang, Duffy, and Shaw 2011 for a
thearetical discussion). Newcomer relationship-building can be defined as “proactive
behaviours directed toward developing workplace networks’ (Fang, Duffy, and
Shaw 2011, 138). Prior research on newcomers’ velationship-building has found
that it can lead to increases in job satisfaction, job performance, and a newcomer’s
understanding of his or her job and responsibilities, as well as zocia integration
{Ashford and Black 199). Similar to Fang, Duffy, and Shaw's (2001} model of
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Figure 1. Metwork model of public sector organizational socialization

social capital and organizational sodalization, the model developed here comsiders
newoomers’ network structire and characteristics. The model begins with organi-
zational- and individual-level factors that can influence new employees’ develop-
ment of relaionships with organizational insiders and other newcomers. This artide
discusses how relationships built by newcomers form social networks that offer
access to support and rescurces that cn influence newoomers” adjustment to the
organization and their roles and ultimately can affect socialization outcomes. This
process oocurs within the context of a newoomer’s identity construction predicated
on the newcomer's foundational identity upon entry into the organization. As
newoomers adjust to their roles and comstruct their public service identity, they
maodify their networks based on learning and early experiences. The next sedtions
provide an overview of social networks, describe the process in more detail and
condude with propositions for future research.

Individual-level factors

Indivichal-level factors iy a foundation for newcomers’ sense making, learning, infoma-
tion acquisition, relationship-building and owerall adaptation (Ashforth, Shis, and
Harison 2007; Jones 1983; Miller and Jablin 1991). These factors inchide prioe knowl-
edge, individual differences in proactivity, public service motivation and identity. New
employees enter an crganization with varying levels of familiarity with the organization
and the job, past experimce and professional training. Their information-seeking and
relationship-building behaviowrs are likely to be shaped, at least in part, by what and who
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they lmow at the time of joining the organipation. Prior organizational contacts may
provide ntroductions to organizational insiders and an nformation advantage, equipping
some newcomers with insider knowledge that others do not have.

Newcomers' proactivity — that is, the extent to which newcomers take an active role
in the socialization process versus being passive or reactive to the organization’s tactics
— may offer new employees access to key relationships and resowrces not available
through the formal socialization channels (Ashford and Black 1996; Miller and ]ablin
1991 ; Morrizon 1993; Ostroff nd Koslowski 1992; Reichers 1987). When newcoomers
are merely passive and/or reactive recipients of the organization’s tactics, they may find
themselves less integrated than they, and the organization, might have hoped. To avoid
this fate, new employees may proactively seek out information and build relationships
to augment the organization’s activities and enhance their sense-making (Jones 1986;
Louis 1980; Miller and Jablin 1991; Morizon 1993; Saks and Ashforth, 1997%h). For
example, newcomers’ agency can establish relationships that provide emotional sup-
pewt, tacit ifformation and performance feedbade they may not otherwise have (Miller
and Jablin 1991; Morrison 1993; Ostroff and Koslowslkd 1992; Saks and Ashforth,
19974, 1997b). Through information acquisition efforts, newcomers can further reduce
uncertainty, enhance their understanding of organizational politics and leam how to fit
in with the culture {Ashford and Black 1996; Kim, Cable, and Kim 2H5; Morrison
1993). Proactive behaviows, such as reaching out to experienced organizational mem-
bers for information, participating in or initating social activities, stopping by people’s
offices to talk and initiating informal mentoring relationships (Ashford and Black 199,
Fang, Duffy, and Shaw 2011; Kim, Cable, and Kim 2005; Maorrison 1993), an
establish ties that form newcomers” networks,

Proactivity is likely to vary across individuals (Kim, Cable, and Kim 2005; Morrison
2002; Reichers 1987). Individual differences can influence how readily newcomers will
ask questions of and seek to develop relationshipe with seasoned organizational mem-
bers, espedally higher-level superiors. For example, some newcomers have indicated
that they are les willing to ask for information from experienced employees out of
concern they will be perceived as “bugging them’ ar becawse they are “already supposed
to know " the answers (Miller and Jablin 1991, 97). The desire to avoid reputational and
social costs that may be associated with admitting a lack of lnowledge may inhibit some
newcomers from seeking out information from experienced members (Borgatti and
Cross 2003; Miller and Jablin 1991).

While scholars have noted that sodalization effarts can influence public service
motivation (e.g. Brewer 2008; Moynihan and Pandey 2007; Paarlberg and Lavigna
2010; Perry and Hondeghem 2008; Wright and Grant 2010), this model also assumes
that newcomers enter with some level of public service motivation (Perry and
Hondeghem 2008). Research has generally supported Perry and Wise's (1990, 370)
proposition that the “greater an individual’s public service maotivation, the more likely
the individual will seek membership in a public arganization’ (Perry, Hondeghem, and
Wige 2010). In this model, public service motivation may also make it more likely that
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newcamers will be proactive in their efforts to become an organizational member. That
is, the effrt expended towards siccessful adaptaton — towards connecting with
n-rgmi:urimal insiders and acquiring needed information — may be Ereater when
newoomners are motivated by public service values. When newcomers believe ther
mernbership in the ovganization will contribute positively towards “doing good for
others and society” (Perry, Hondeghem, and Wise 2010, 687), they may make a
greater effort at succesdul integration than they otherwise would.

Mewcomers also enter the organization with a certain sense of who they are — their
identity. Identity is itself a complex concept and scholars have defined identity and the
prowess of identity construction in multiple ways. Individuals may devive their identity
from relationships and interactions, menbership in groups and organizations, the social
structuve and their roles within that sucture and their own interpreation and
negotiation of those roles (Ashforth and Mael 1989; McCall and Simmons 1978;
Mead 1934; Styker and Serpe 1982; Tajfel and Twrmer 1986). Professional identity
is “the velatively stable and endwring constellation of attributes, beliefs, values, motives,
and experiences in terms of which people define themselves in a professional role” and
it is constructed in pat through intevactions with network members (Dobrow and
Higgins 2005; Iharra 1999, 764-765; Iharra, Kilduff, and Tsai 2005; Schein 1978).
Public service motivation and professional identity ave not entirely distinct topics; one
facet of professional identity may be rooted in public service values,” Newmmers who
choose o join a public sector ovganization may identify with the arpanization’s values
and wish to enact their public service identity (Perry and Vandenabeele 2008),

Organizational-level factors

Organizational-level factors such as stucture and culhore can also influence newcomers’
relationship-building. To whom newcomers have access may be partially determined by the
organizational gruchwe, For example, hrge apendes may be organized into vegional
divisions, Making commections across those geopraphic boundaries may be particularly
challenging, even with organizational efforts geared towards spanning those boundaries.
Proxwimity also likely matters, becanse it can determine access to experienced employees
and the likelihood that newcomers will conned with individuals who have the information
they need. Frequent interactions with co-workers and managers within their own office ov
on projed teams give newcomers a sense of who's who in terms of formal and informal
roles and an opportunity for trust to develop, Both can influence whether newcomers
establish ties to those ndividuals. The same may be true of organizations in which functional
divisions act as siks — that &, with litle overlap or interaction between them, Such a
structure grants new employees little opportunity to interact with organizational members
from diffevent job functions unless sodalization tactics beidge those boundaries.
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An organization’s culture & comprised of the values, hasic shared beliefs and asumptions
that guide organizational operations and the day-to-day behaviowrs of organizational mem-
bers (Romzek 1990; Schein 2004). It can shape how readily experienced memnbers reach out
to or share information with newcomers, or how receptive they are to newcomers’
relationship-building. For example, cultures in which experienced members ave encowraged
and even rewarded, for collaborating and sharing kmowledge with other employees can
increase the likelihood that newcomers can build rebtionships with those individuals.

Organizational socialization tactics

Organizational socialization tactics are the means used by organizations to structure
experiences for newcomers (Van Maanen and Schein 1979). Or ganizational socialization
tactics enable newcomers to leam about their organization, their fellow organizational
members, their craft and the organiation. Through socidization efforts, newcomers
learn the knowledge, skills and expectations asociated with their formal organizational
role (Van Maanen and Schein 1979; Louis 1980), A primary aim of socialization is to
instil the organizational culture and values (Baer, Morrison, and Callister 1998;
Chatman 1991; Jones 1986; Louiz 1980; Romzek 1990y Van Mamen and Schein
1979). hstimtionalized tactics are those in which the or ganization controls the mechan-
isms wed to tramsition employees (Ashforth, Shss, and Harrison 2007; Jones 1986;
Saks and Ashferth, 1997h). The organization can employ tactics sach as mentoring,
orientation sessions, training and apprenticeship to guide newcomer snse-making
(Jomes 1983, 1986; Lowus 1980; Miller and Jablin 1991; Van Maanen and Sdhein 1979).

The type of socialization tactics employed by the organization can influence the
relationshipe developed by newcomers (Miller and Jablin 1991}, Newcamers meet and
establish ties with other new employees through training, orientation sessions or other
collective socializaton tactics. Newcomers who are mentored may establish close
relationships with experienced organizational members, managers and supervisors.
Collectivities of newcomers can offer a trusted and safe space for sharing concerns
and asking questions. Tactis such as orientation sessions, group-based training and
formal mentoring expose newcomers to other new employees and experienced orga-
nization members and offer opportunities for newcoomers to develop ties. As new
employees experience institutionalized socialization efforts, they build relationships with
peers (fellow newoomers), supervisors, upper-level managers and experienced co-
waorkers (Miller and Jablin 1991; Morrison 1993, 20402).
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Newcomer network types

Thizs section offers an overview of social networks relevant to organizational sodaliza-
tion and discusses spedfic network features, in terms of network structure and
attributes, that can be measured to examine how networks might influence sodaliza-
tion, Newcomers social networks are comprised of the set of ties that an individual
{ego) establishes with others (alters), termed epocentric networks or ego-networks
(Marsden 1990 Wellman I‘.:il‘Efi].a Socialization scholars have noted gpecific types of
information and support that are integral to newcomers’ socialization (e.g. Chao 2007;
Fang, Duffy, and Shaw 2011; Morrison 2002, 1993; Ostroff and Kaslowski 1992), and
the networks that offer this suppat can be broadly grouped into two catepories.
Instrumental networks provide task information and advice that explains how to perfam
one's job and assists with leaming one’s role, expectations asociated with organiza-
tional roles, and information about organizational goals, norms, structure and politics
(Morrison 2002, 1993; Osroff and Koslowskd 1992). Espresive networks offer friend-
ship and social support (Baver, Morrison, and Callister 1998, lharra 1992; Morrison
1993, 2002; Podolny and Baron 1997; Reichers 1987).

Within these two broad mtegories, scholars discuss specific network types. Advice
networks offer job-related information and advice an how to perform specific tasks and
waork-related dedsion-making and problem-solving (Gibbons 2MM; Iharra 1992;
Morrizan 2002). Organizationd information networks provide knowledge about argani-
zational goals, norms, history, structure, policies and politics (Morrison  2002).
Friendship networks are comprised of trusted individuals who “provide support and a
sense of belonging and identity” (Gibbons 2004 Ibarra 1992, Morrison 2002, 1151;
Podolny and Baron 1997). Sacial support networks include organizational members with
whom newcomers would feel comforable discusing sensitive matters and/or on
whom newoomers could rely on in a crisis (lharra 1992; Podolny and Baron 1997).
Drawing from the mentoring literature, developmental networks are comprised of
individuals, o developers, that are important for creer development, who take an
active interest in or act on behalf of the employee to advance his or her career (Chao
2007; Higgins and Kram 2001). Developers offer both career-related and psychosodal
mentaring to newmmers that can help them to become proficient in their jobs, enhance
their visihility within the organization, teach them about organizational politics, role-
madel desived behaviours and values, help them feel a serse of belonging, and assist
thern in forging their identity as orpanizational members (Chao 2007).

Mewcomer network features and alters

Network sructure and attributes and the types of network members, or alters, have
implications for how well a newcomer might learn about their role, job and the
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organization (Momison 2002). The propertes of the relationships themselves — the
velational characteristics — may influence information flows even maore than the
structure itself because just examining the strucure does not reveal why individuals
may seek information from specific network alters and not others (Borgatti and Cross
2003). For example, the level and type of support that newcomers derive from ther
ties can be dependent on the diversity of the members and strength of these relation-
ships. Greater diversity of network aters, referred to as network range, in terms of
organizational roles or geographic or Amctional location, offers acces to a greater
breadth of resources useful for sodalization (Fang, Duffy, and Shaw 2011; Morrison
2002). Individuals at higher levels of the organization may offer greater acoess to some
information, and network g measures the extent to whidh one’s nevwork alters hold
high positions in the organizational hierarchy (Morrizon 2002). The number of network
members, or network size, may be an indicator of how well a2 newcomer establishes
relationships, how well integrated he or she &, efficacy of proactive efforts, or simply
popularity (Marsden 1990). Tiz arengh can be an indicator of how strong a relationship
is; tie strength can be measured by the amont of time, frequency of communication,
emotional cleseness and level of reciprocity between two individuals (Granovetter
1973, 1361; Marsden 1990). Another measure used to gauge epocentric networks is
netwark density, an indicator of the connectedness of the network members, and
netwirk clsmure oocurs when all alters are connected to each other (Marsden 1990,
Network centrality refers to one’s relative podtion within the netwoark; degree cen-
trality measures the number of direct ties (Marsden 1990, 454, 2002, 409). The next
sections discuss the modifimtion of networks during sodalization, and how spedfic
netwark types and structires lend themseves to different areas of newcomer adjust-
ment in the organization,

Newcomer adjusiment

While any organizational member with whom newcomers interact may affect adapta-
tion and adjustment, network members, in particular, have the potential to wield a
great deal of mfluence. Interpersomal interactions are a key vehicle through which
sodalization ocours (Reichers 1987, Morrison 2002), and the relationships newecomers
develop contribute to their adjustment to their role, their job and the organization in
several ways. Networks offer newcomers a greater semnse of control by reducing
uncertainty, arxiety and ambiguity, offering sodal support and enabling them to gain
a better understanding of a situation (Ashford and Black 1996; Momison 2002). For
example, developmental network members can coach newcomers on meeting job
expectations, enhance their visibility within the organization, and even protect the
newcomer from undue criicikm or manipulative organizational insiders (Chao 2007).

Drawing from Fang, Duffy, and Shaw (2011}, the mode n Fipure 1 notes two different
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types of adjustment affected by newcomer networks: (1) knowledge-based adjustment,
in which newcomers gain the infemation and skills needed to become productive
organizational members; and (2) social adjustment, in which newcomers accrue social
capital and attain a sense of belonging and person—organization fit. This section
discusses the different network types, network structure and ativibutes that may lead
to the two types of adjustment.

Knowledge-based adjustment

Newcomers advice, developmental and organizational information networks provide
access to resources that affect knowledpe-hased adjustment such a role clarity, task
mastery and information acquisition. Interacting with seasoned organizational members,
such as supervisors and m-workers, can offer acces t several types of information: (1)
technical information needed to perform one’s job, (2) nermative informaion about
expected behaviours and attitudes, (3) rgferent information about role expectations, (4)
apprasal infermation about how well they ave performing, and (5) relatisnal infomation
about the nature of ther work relationships (Miller and Jablin 1991; Movrison 1993,
1“]1].4 MNewcomers can also gain important feedback about their performance through
these rvelationships, emabling them to make comections as they learn their job and
master their roles (Ashford and Black 1996; Momizon 1993). Consistent and clear
commmiation of role expecations from organizational insiders can influence new-
comers’ role darity, or how well they understand what & expected of them {Morrison
2002, Padah'l:,' and Baron 1997, 674-675).

Developmental networks include mentors, with access to resources such as Imowl-
edge and power, who take an active interest in newcomers” development (Chao 2007).
Interactions with managers and experienced co-workers can provide tacit information
about the organization and how to do one’s job, whidh is grounded in their experience
ard likely not available in manuals or documents (Miller and Jablin 1991}, In lneowl]-
edge-based work, where mudh task-based information may be tacit and held by senior
organizational members, such ties may be especially critical o both newcomer leaming
and crganizational continiity. The more frequently newcomers interact with senior
organizational members, the more opportunities they will have for acquiring

information,

Social adjustment

Friendship, sodal support and developmental networks can offer newcomers a sense of
belanging within the organization and a confirmation of their membership (Chao 2007;
Maorrison 2002), As they interact with managers and other experienced organizational
memnbers in their developmental, Friendship and sodal support networks, newcomers
can gain a sense of acceptance and confirmation of their skills development. Morrison
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(2002) found that strong friendship ties ave reated to assimilation into the organization,
Ties to supervisors and mentors, in particular, may offer both information and a sense
of belonging (Podolny and Baron 1997), Sodalization tactics and time spent with
mentors have also been shown to positively influence person—organization fit (Cable
and Parsons 2001; Chatman 1991}, Person—ovganization fit can be roadly defined as
‘compatibility between persons and the organizations in which they work” (Cable and
Parsons 2001, 1), but move specifically it vefers to a congruence between individual and
organizational values (Cable and Parsons 2001; Chatman 1991; Moynihan and Fandey
2007).

Peers, particularly other newoomers, may play a unique role in the adaptation
process that has not been considered much by the socialization literature, Such relation-
ships offer both friendship and social support, which can contribute to a sense of fitting
in, as well as the sharing of new lmowledge as it is gained (Hatmaker, Park, and
Rethemeyer 2011). Fellow newcomers arve likely experiencing dmilar ciroumstances
and may be able to empathize and provide sodal support that experienced co-workers
carmot offer and share job-related information as they leam it — including how to do
certain tasks (Hatmaker, Park, and Rethemeyer 2011; Miller and Jablin 1991).

Developmental networks may be particularly integral in the accral of sodal capital
— the resowrces derived from one’s network of reladionships (Borgarti and Foster
2003). Fang, Duffy, and Shaw {2011} propose that access to and mohilization of sodal
capital is condudve to newcomer adjustment and career outcomes and this mode
proposes that social capital is an indicator of adjustment that has career implications.
Social capital scholars have noted advantages to networks containing structural holes as
well 2 dosed networks where individuals ave strongly comnected to each other {Provan
and Lemaire 2012), Networks with structural holes, or sparse networks in which alters
are not connected to each other, offer less redundancy — that &, network members
offer information that is more varied than in networks that ave highly connected and in
which manbers are more likely to have the same information (Burt 1992). Network
closwe may comtribute to task mastery and role claity move than sparse networks
composed of nonredundant alters because in leaming to do one's immediate job
obtaining consistent and veliable information quickly may be maore important than
having access to a breadth of information (Morvison 2002, 1150; Ostroff and Koslowski
1992).

Network modification

The networks that newcomers generate are not necessarily static. As newoomers leamn
and adjust to their roles, becoming more proficient i their johs and gaining experience
in their roles and with network members, they will likely modify their network tes.
Early career experiences, both positive and nepative, may shape who they add o
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vemiwve from their network. For example, i a newcomer meets a higher -level manager
who offers key advice or information, he o she may wish to maintain a tie with that
individual. ldentity comstuction can als spur network modification. As newcomers
adapt to their new roles, they may try out different provisional identities, or “possible
selves’, that are shaped by role models in their networks and as they leam from thes
“identity trials”, they may establish or break network ties (Iharva 1999; Ibarra, Kilduff,
and Tsai 2005, 363).

MNewcomers may also ‘prune’ network alters, removing individuals from ther
networks over time (Hatmaker, Park, and Rethemeyer 2011}, One reason is rooted
in newoomers” self-intevest to adapt and become functional members of the organiza-
tion. As they become maore familiar with network alters, they gain a better sense of
who can offer what resources. Ties with individuals who carmot offer valued informa-
tion and advice may be dropped. Maintaning such tes takes time and effort that
newcomers may not be able to spare on connections that ave not fruitful. Individuals
with whom newcomers work closely on a project may only be ncluded as network
alters for the duration of that project; auch ties may be simply dormant, or ‘latent’, and
may be reactivated at a later date, pending project or other work needs (Hatmaker,
Park, and Rethemeyer 2001).

Public service idenfity

The sodalipation process through newcomer networks ocows within the context of a
newcome's identity, or move spedfically, a public service identity. As disoussced
earlier, newcomers enter with a foundational identity, and this self-definition likely
encompasses some level of public service values and motivation, Drawing from
Vandenabeele (27} and Perry and Vandenabeele (2008}, thiz model fouses on a
public service identity in which newecamers adopt public service values such that they
are motivated to act in a way that benefitz a larger entity. In other words, socialization
processes contribute to the construction of a public service identity in which the
newcomer intermalizes public service values and is thus motivated to act in a way
that & in accordance with public service behaviours (Parry and Vandenabeele 2008;
Vandenabeele 2007). Identity & conferred as mentors and superiors in newcomer
networks convey normative expecations to newcomers that frame their actions
(Podolny and Baren 1997). Interactions with organizational leaders, managers and
supervisars in newomer networks are a primary force in public service identity
construction, espedally as they act as role models and demonstrate the organization’s
public service values,

Since they tend to be comprised of organizational leaders and mentors, develop-
mental networks may be espedally influential in public service identity construction
and the embodiment of public service values that motivate newcomers” actions,
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Public sector scholars have noted that leaders, in particular, may divectly influence
levels of public service motivation (Brewer 2008; Moynihan and Pandey 2007;
Paarlberg and Lavigna 2000; Wright and Grant 2010). For example, leaders who
communicate the organizational mission and values and relate them to those of the
employee an influence the development of public service motivation (Paarlberg and
Lavigna 2010). Orientation sessions, training, mission statements and agency manuals
may espouse the organizational culture and values (Schein 2004, including the public
service values that are particularly relevant. Bur it & when network members
demonstrate the organizational values through their actions and enact them through
their behaviours that newcomers also leamn how to do so and come to recognize those
values as truly central to what it means to be an organizational member.

The adoption of arganizatioral public service values poes hand in hand with new-
comer identity construction. As Iharva, Kilduff, and Tsai (2005), 363) note, ‘identity
emerges through network processes; The people around us arve active players in the
coreation of who we are at work, Waork identities are created, deployed, and altered
in social interactions with others.” Supervisors and managers in newcomer networks
may be especially instrumental as newcomers answer the question “Who am | fnow)?
(Ashforth, Slus, and Harrizon 2007; Chao 2007; Miller and Jablin 1991 Podalny and
Baron 1997; Sluss et al. 2012, 2). Managers in a newcomer’s network may act as role
madels, demeonstrating dedred behaviours and values and offering newoomers possibi-
lities of how they may define and conduct themselves at work (Chao 2007; Tharra 1999,
Shess et al. 2002). By role modelling desived behaviows and valves, managers may spar
the construction of a professional identity that aligns with the organizational values
(Chao 2007). Such congruence can indicate both a good person—organization fit as well
as confirm the newcomer's identity as an organizational insider (Chao 2007, 192;
Chatman 1991 ; Shis et al. 2002},

PROPOSITIONS AND DIRECTIONS FOR FUTURE RESEARCH

Thiz sction presents propositions devived from the model developed i this article,
focusing specifically on aress that have not been widely examined, particularly in the
public sectar literature. The model developed here attempts to integrate several
conceptual bases to offer scholars and practitioners a view of how social networks
can influence or garizational socialization. A social network approach enables vesearchers
to bring together quantitative, qualiative and graphical analyses to examine sodaliza-
tion processes and changes over time (Thara, Kilduff, and Tsi 2005, 368).

OFf particular interest to public sector scholars may be the implicmtions for the
construction of a public service-orented professional identity and cultivation of public
service motivation. In this model, individuals enter an agency with an identity which
may aready be oviented towards public service and as they proactively seek ways to
leamn about their jobs and the orvganization, they srenpgthen their identity as public
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servants through their interactions with others. They also begin to identify with the
orvganizational values and enlture, enhandng their public service motivation. Although
this paper proposes that a relationship between public service motivation, socialization
and newcomer networks exists, how public service motivation actually influences or
interacts with newoomer proactivity to shape new employees’ relationship-huilding and
integration has not yet been examined and the Brst proposition below addresses
this gap.

Prq:arfn‘an 1: Newmmers with an ingming P.IHEC service rdrnLrJ.:j" rmacerbed E"j’ greater Jevels Qf
PuHﬁ: service motivarion will engage in murre rrf.mﬁﬂ-mﬁr'F-Eur'Hr'nH as part g‘-dz socializarion
process, as avidencal I:r measures such as network size, range, and rie .EI'.rl'.I'lH-I'jI

Little research has examined the effects of peer relationships on the sodalization
process. Yet peers, or other newomers, may be able to uniquely relate to what
other newcomers may be experiencing. Peers have been found to offer social support
as well as share new task-hased information as it is acquived (Hatmaker, Park, and
Rethemeyer 2011). Mewcomers may also be more comfortable admitting their lack
of knowledge to other new employees rather than revealing what they do not know
to superiors. In public sector organizations that indude probationary periods during
which performance is carefully evaluated and at the end of which employees ave
offered a permanent appointment or terminated, managing supervisors’ impressions
in this way may be especially important, Newcamers who indude other newcomers
in their friendship, social support and task advice networks may receive social and
job-related support that contributes to their adjustment specifically becanse these
alters undersiand what the newcomer & experiendng. As such, peers may unigquely
contribute to newoomers” sense of belonging, their ahility to do their job and their
knowledge about their job.

Proposition 2: Interactions with peer fﬂﬁfﬂﬂl}lfﬁ, social suppart and tack advice networks will
contribute 8 a2 newmmer’s sense # hjmghﬂ_, Lk brased fﬁf-nmfa: arguisition and rack
maslery. Clevee pees are fr'lnlr 1 have more r'nﬁlznﬂr than nLﬁrrﬁl‘rnil_, and the Carmps iLian
Qf&ﬁr.nr network alters i fr'lnlr 5] :ﬁ.':mf over Lime,

For those organizations with a culture that embraces public service values and motives,
as managers and leaders role-model behaviours and commamicate role expectations and
norms that align with public service values, frequent or consistent interactions with
leaders and mamagers may nstl or enhance public service motivation. Mewcomers”
interpretation of these interactions influences their identity, their understanding of the
orvganization and their job within the public sector. If the organization signals to the
newcomer through its socialization tactics, mission statement and goals that it values
public service and if managers within newcomers developmental networks maode
behaviours that enact public service values, then it may be more lkely that the
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newcome will construct a public service identity (Perry and Vandenabeele 2008) —
that part of their ]:n-mfmimal idem:it:,' that .ﬂ.igrﬁ with Fuhh'c service values and is
maotivated h:,' them.

Propasition 3 Supervison arad managers in nescomes’ &rﬂ'ﬂpm:ﬂnj networks whe ael @s rale
madels and rr‘ﬁnl the u'fnr'.x.mr.l‘nnlj values will be Pmr'l’.frrf’r rdatad 1o pewamen’ PL:HH: SETVICE
fdl:n.Lr'I'p' Cors Lrsclidn, .‘iuiptn'r'm's arad manggers with whom the newomer has stremger Ligs dre
fr'h.!_p' o have more r'n‘_ll']mnu' chan peers or other network members, The number g'-miprn- isors and
MENagErs (size), the network range and tie .F[.I'l'njdl will i:ﬁ:mst OPEr [ime $5 NEwComers .m:f_;u:l: Ly
their roles,

Finally, the effectiveness of the socialization tactics themselves can influence the
development of newcomer’s networks. How well a public organization’s institutiona-
lized socialization tactics enable newcomers to buld relationships with, interact with
and acquire information from a variety of organizational members @n influence net-
wark formation and, in tum, how well newcomers are integrated into the agency. The
sodalization tactics” effectivenes also may influence levels of newcomers” proactivity.
The organization’s socialization efforts may not be sufficient to relieve newcomer stress,
provide adequate information and fully incorporate new employees (Miller and Jablin
1991}, 20 a newcamer s proactive efforts would ocour in tandem to the organization’s
tactics — as supplaments to the formal processs, My final proposition addresses the
organization’s socialization tactics themselves and their link to the newcomers’
networks.

Propasitian 4: Haw well 2 Pqu‘i: organiaal fon's sodalization Ladics endhle newcomens o dﬂan
r:fnl’.l‘m.lﬁr'P.: with ran'l‘tmd uym'l.f.a:nr.l‘nnnj mzmbers will r'n‘_ll'?umu' newEmen Fmﬂ'.fr: E‘I_'Fm’.:
Iy drrr]'q: network ties. When socializgtion tadic do mIHr'rr A TS n-Plpu'Iun.r'Il:ﬂ [y Cararaged
with l:l'fr.ri.r.i\c.|:nJ'.r|:|-.|1.|:r.Il members whe can Pmrrdl them with aces 0 "'_..F r'Jal'irmnl’.fm_, resources and
mlﬂ'r’nﬂ, neweomers will engage in more aclive ‘r_ﬂi}m [ dﬂdn-P these ties on their own.

The model and propositions offer several considerations for future research. New
studies should consider the application of advanced social network analytic methods
and the analysis of qualitative data to examine patterns of relationships as well as the
nature of the ntevactions within these relationships. Move research & needed on how
neweomer networks change over time under varying socialization tactics and organiza-
tiomal contexts {Morrison 2002). Such longitudinal work can contribute to the general-
izability of theory bult from case-hased findings. Advanced sodhagic network
maodeling tediniques of complete networks enable the examination of the coevalution
of networks and behaviour over time (Snijders, van de Bunt, and Steglich 2010},
offering greater insight into how network alters and stucture influence socialization.
Morrison (2002} also calls for collecting data feom multiple sources — both new-
comers and organizational insiders. This artide expands this all to sugpest collecting
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bath social network and qualitative interview data from these sources. By colledting this
in-depth data from both sides of the dyad, scholars can gain a better perception of “what
is going on’ in these networks to morve dearly understand how they influence new-
comer adjusgment. This research can also assist in better understanding how newcomers
rely on individuals at different levels of the organization, the resources newcomers
gamer through these relationships, and how the networks influence identity construc-
tion dring sodalization.

Fnally, while this model i geared primarily towards public sector organizations,
newcamers in the private sectar also undergo similar socialization processes; in fact,
most organizational socialization research has fomused on the private sector. Insofar as
public srvice identity, values or motivation are applicable to individuals working in
private sector organizations (for example, see Steen 2008, and Lin et al. 2013); this
model also largely applies and should be tested in such contexts.
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3ananue 2. Tembl 1151 HaMcaHKs 3cce (HA PYCCKOM Si3bIKe)

BoiOepure, moxkanyicra, OJHY M3 NpelOKeHHbIX TeM (mox HomepoM 1, 2 wiam 3) u
HANMIIUTE 3cce, HA 2-5 cTpaHnubl A4, HO He Gojiee 8 cTpaHuL, 1aB pa3sBepHYTbIe OTBETHI
HA BOIIPOCHI TeMBI.

1. Hackomnbko cTpaTerudeckoe yrpasieHue B Poccuu sBiisieTcst cTpaTeru4eckum?
2. Kakumu koMmeTeHIusIMU JODKEeH 001aaath roceyxamui? ObocHyiire.

3. Mexnynapoaueie opranusanuu, Takue kak Jlerckuit dounm OOH, IlpomoBosbcTBeHHAs
opranuzaiusi OOH, Bcemuphbiii 6aHK, B paMKax NHporpaMm OOpbObI ¢ OETHOCTBIO 0co0oe
BHUMAaHHUE YACIAIOT MpoljeMaM OpraHW3alliyd IIOJHOIICHHOTO THUTAHUS JIeTeld, OCOOEHHO
panHero Bo3pacta. Kak Bbl cunrtaere, nmoueMy? ONUIINTE CBOE BUJEHUE B3aUMOCBSI3U MEKIY
po0JIEMOIl HETIOJHOIICHHOTO MHUTAHUS JeTe U mpoljaeMoil BocmpousBoacTBa OeqHoctr. Kak
rOCYyAapCTBO MOXKET MOBJIMATH HA KAYECTBO MUTAHUS JIeTEH?

3aganue 3. TeMbl AJ151 HAMMCAHUA Icce (HA AHTJIMIICKOM SI3bIKeE)

For your essay, please choose any one of the suggested topics below (1, 2 or 3).
Recommended scope of your essay is about 1-3 pages A4, not more than 5 pages.

1. Factors Influencing Citizen Adoption of E-Government
2. How can motivation theories be used in the HR management?

3: Universal basic income (UBI): pros and cons of the implementation. In your opinion, does
UBI have a future as a prominent scheme of social support? Or should we admit that it will
remain only an utopian project?

Kpurtepuu oneHnBaHus NPOBEAEHHOI0 AHAJIU3A CTATbH

CooTBeTcTBHE COAEPKAHNS OTBETOB IMOCTABIEHHBIM BOIIPOCAM;

To4YHOCTH OTBETOB Ha MOCTABIICHHBIE BOIIPOCHI;

ITonHOTa OTBETOB HA IIOCTABJICHHBIE BOIIPOCHI;

JIOrMYHOCTB OCTPOCHUS OTBETOB HA IIOCTABJICHHBIE BOIIPOCHI;

Hcnonb3oBanne npodheccnoHanabHON TEPMUHOIOTUH U JIEKCUKH;

Brnanenue crynenTa Matepuanom (3HaHUSIMH O TIpoOIeMax, KOHIETIIUAX, SMITHPHIECKOM
MaTepuase, U3JI0KeHHBIM B CTaThe).

Kputepun onenuBanus 3cce

e (CoOTBEeTCTBUE COACPKAHUS ICCE BHIOPAHHOU TEME;

e [lonHoTa 1 ryOMHA PacKpHITUS 33aJaHHON TEMBIL;

e YeTKoCTb, CTPYKTYPHUPOBAHHOCTb M JIOTUYHOCTHh H3JIOKEHHUS CBOCH TOYKH 3PECHHS U
apryMeHTaIlnu;

e KoppekTHOoe  HCHONb30BaHME  NMPO(ECCHOHAIBHOW  TEPMHUHOJOTHHM, a  TaKxke
COOTBETCTBYIOIIUX TEME 3CCE HAYYHBIX KOHIIEMIIUNA U TEOPHUIA;

e JleMOHCTpanus 3HaHUA MEXTYHAPOIHOTO OIBITA U TIOCIEIHUX TEHACHIIMN B BEHIOpAaHHOU
TEeMaTUYECKOM 00JIaCTH.
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«bromxetHbiit konekc Poccuiickoit @enepamuu» ot 31.07.1998 r. N 145-D3.

«Tpynosoii kogekc Poccuiickoii @enepanum» ot 30.12.2001 r. N 197-D3.

«Hamnorossriit konekc Poccuiickoit deneparnum» (dacts neppasi) ot 31.07.1998 r. N 146-
3.

«Hanorossiit kogekc Poccuiickoit denepanum» (dacts Bropas) ot 5.08.2000r. N 117-
3.

®enepanbublil 3ak0H 0T 12.01.1996 r. N 7-®3 «O HEeKOMMEpUECKUX OPraHU3aLMsIX.
®enepanbHblil 3ak0H 0T 23.08.1996 1. N 127-D3 «O Hayke u rocyapCTBEHHONW HAay4HO-
TEXHHYECKOH IMOJTUTHKE)

®enepanbhblil 3akoH 0T 28.03.1998 1. N 53-03 «O BouMHCKOW 00S3aHHOCTH U BOCHHOMN
CITYKOe».

10. ®enepanphbiii 3ak0H 0T 27.05.1998 1. N 76-D3 «O cTaTyce BOCHHOCITYKaILIUX».
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11.

12.

13.

14.

15.

16.

17.

18.
19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

@enepanbubiii 3ak0H 0T 6.10.1999 1. N 184-03 «O06 00mHUX NPUHIMIIAX OPTaHU3AIUH
3aKOHOJATEIbHBIX (MPEACTABUTEIbHBIX) U UCHIOJHUTENBHBIX OPraHOB T'OCYapCTBEHHOMN
BiacTu cyobekToB Poccuiickoit denepannm.

®enepanbublii 3ak0H oT 15.12.2001 r. N 166-®3 «O rocyaapCTBEHHOM MEHCHOHHOM
obecnieuennu B Poccuiickoit deneparum.

®enepanbubiit 3akoH oT 27.05.2003 1. N 58-®3 «O cucreme rocy1apcTBEHHON CITyKObI
Poccuiickoit denepanum».

®enepanbubiit 3akoH 0T 06.10.2003 . N 131-®3 «O06 00mmx mpUHIUNIAX OpPTaHU3AIUN
MECTHOTO caMmoyIpaBiieHus: B Pocculickoit @enepanum.

®enepanbubiii 3akoH 0T 27.07.2004 1. N 79-®3 «O rocyaapCTBEHHON TpaKIaHCKOU
ciyx6e Poccuiickoit denepanun.

®enepanbubiit 3akoH 0T 27.07.2006 T. N 149-03 «O6 nrbopManuu, HHPOPMAITMOHHBIX
TEXHOJIOTHSIX U O 3alUTe HHPOpMAITHI.

®enepanbubiii 3ak0oH 0T 02.03.2007 1. N 25-03 «O MyHUIIUDATBHOM CIIyx)0€ B
Poccniickoit denepanum».

®enepanbublii 3ak0H OT 25.12.2008 1. N 273-D3 «O npoTUBOIECUCTBUN KOPPYIILII.
®enepanbublil 3ak0H 0T 17.07.2009 1. N 172-03 «O0 aHTUKOPPYIIIMOHHOMN JKCIIEPTH3E
HOPMATUBHBIX MPABOBBIX aKTOB M MPOEKTOB HOPMATHUBHBIX MTPABOBBIX aKTOBY.
@enepanbubiii 3akoH oT 27.07.2010r. N 210-03 «OO0 opranmzanu NpeaoCTaBICHUS
rOCYyAapCTBEHHBIX U MyHUIIUIAIBHBIX YCIyT».

@enepanbubliif 3akoH oT 18.07.2011 1. N 223-03 «O 3akynkax TOBapoB, paboT, yciyr
OTJICIbHBIMU BUAAMH IOPUINYECKUX JIUI.

®enepanbubiii 3akoH oT 03.12.2012r. N 230-®3 «O KOHTpOJE 3a COOTBETCTBUEM
Pacxo0B JIHII, 3aMEIIAIOUINX TOCYIapCTBEHHbBIE JOKHOCTH, U MHBIX JIUI] KX JOXO0JaM.
Oenepanbubiii 3ak0H 0T 05.04.2013 r. N 44-03 «O KOHTpakTHOU cucteme B chepe
3aKyIOK TOBapoB, paboT, yCIyr i 00eCIeUeHusl TOCYJapCTBEHHBIX U MYHHIIUITAIbHBIX
HYX».

®enepanbublii 3akoH 0T 28.06.2014 . N 172-®3 «O cTpaTern4eckoM IIaHUPOBAHUH B
Poccuiickoit denepanum».

®enepanbublii 3ak0oH 0T 31.12.2014r1. N 488-®3 «O OpOMBIIIJICHHOW MOJUTHUKE B
Poccuiickoit denepanum».

«Konnenmuss pedopMuUpoBaHUS CHUCTEMBI TOCYIapCTBEHHOW Ciy>k0bl Poccuiickoii
Oenepaunn», yrBepxkaena [Ipesuaentom Poccuiickoit @enepanun 15.08.2001 r. N Ip-
1496.

Vka3 Ilpesunenra Poccuiickoit @enepanuu ot 11.01.1995 r. N 32 «O rocynapcTBeHHBIX
TODKHOCTAX Poccuiickon Denepannmy.

Va3 IIpesunenta Poccuiickoit @enepanuu ot 12.08.2002 1. N 885 «O06 yTBep»)aAeHUU
OOLIMX MPUHIIUIIOB CIIYy>K€OHOTO MOBEJCHHS TOCYJAPCTBEHHBIX CITYKAIIUX).

Vka3 Ilpesuaenta Poccuiickoit @enepanuu ot 19.11.2002 r. N 1336 «O denepanbHoit
nporpamme «PedopmupoBanne rocyaapcTBEHHOM ciykOb1 Poccuiickoit deneparuun
(2003 - 2005 rommI)».

Vka3 Ilpesunentra Poccuiickoii @epepanuu ot 09.03.2004 1. N 314 «O cucreme u
CTpYKType (deaepaabHbIX OPraHOB UCIIOTHUTEILHON BIACTH.

Vka3 Ilpesunenta Poccuiickoit ®enepanuu ot 01.02.2005r. N 110 «O mpoBenenun
aTTecTalliy TOCYIapCTBEHHBIX MPaXKIAHCKUX ciyxamux Poccuiickoit denepannny.

Vka3 Ilpesunenta Poccuiickoit @eneparuu ot 01.02.2005 . N 111 «O nopsiake cnaum
KBaM(UKAIIMOHHOTO 3K3aMEHa TOCYJapCTBEHHBIMU TPAXJAAHCKHUMH  CIY>Kal[UMHU
Poccuiickoit denepanny 1 OLIEHKH X 3HaHUHN, HABBIKOB U YMEHHH (ITpodeccrnoHalbHOTO
YPOBHS)».

Vka3 IIpesunenra Poccuiickoit ®enepaunn ot 01.02.2005r. N 112 «O xoHKypce Ha
3aMeIlleHUe BAaKaHTHOW  JIOJDKHOCTH TOCYJAapCTBEHHOW  TPaKTAHCKOW  CIY»KOBI
Poccniickoit enepanum».
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34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

Vka3 IIpesunenta Poccuiickoit ®enepauuu ot 01.02.2005r. N 113 «O nopsiake
MIPUCBOEHUSI M COXPAaHEHUS! KJIACCHBIX YMHOB TOCYJapCTBEHHOM I'pa)KIAHCKOW CITyXObI
Poccuiickoit @enepannu ¢enepaabHbIM rocy1apCTBEHHBIM TPAKIAHCKUM CITYKAIIIM).
Vka3 Ilpesuaenta Poccuiickoit @enepauuu ot 16.02.2005r. N 159 «O mnpumepHoii
dbopMe CcayKeOHOTO KOHTpPAaKTa O TPOXOXKIECHUU TOCYAAPCTBEHHOW TPaKIaHCKOM
cayk0b1  Poccmiickoit ®dexepanuu W 3aMENICHUW JOJKHOCTH TOCYIapCTBEHHOU
rpaxkIaHcKoi ciry:x0b1 Poccuiickoit deneparumy.

Vka3 IIpesupenta Poccuiickoii ®enepanmu ot 27.09.2005r. N 1131 «O
KBaJM(PHUKAIIMOHHBIX TPEOOBAHUAX K CTaXy TOCYJapCTBEHHOM TI'pa)KIaHCKOW CITykObI
(rocymapcTBeHHOW CITy>KObI MHBIX BHJOB) WJIM CTaXy PaOOTHI MO CHEIHATBHOCTH IS
benepanbHBIX TOCYAAPCTBEHHBIX TPAXKIAHCKUX CITYKAIIUX).

Vka3 Ilpesunenta Poccuiickoit ®depepamuun ot 31.12.2005r. N 1574 «O Peectpe
nowkHocTelt deepalbHON TOCYJapCTBEHHOM IPpa)IaHCKON CITy KOBD».

Vka3 Ilpesunenta Poccuiickoit ®enepamuun ot 25.07.2006 . N 763 «O neHekHOM
coliep:kaHuu GefepatbHBIX TOCYJAPCTBEHHBIX TPAXKIAHCKHUX CITY KAIUX.

Vka3 [lpesunenra Poccuiickoit @enepanuu ot 10.03.2009 1. N 261 «O denepanpHOiA
nporpamme «PedopmupoBaHue u pa3BUTHUE CHCTEMBI TOCYJAAPCTBEHHOW CITyKOBI
Poccutickoit ®eneparuu (2009 - 2013 rombn)».

Vka3 [Ipesunenra Poccuiickoit @enepanuun ot 18.05.2009 r. N 559 «O mnpeacraBieHun
rpaXaaHaMM, MPEeTeHIYIIIMMH Ha  3aMellleHue  JOJDKHOCTeW  (enepanbHOR
TOCYAapCTBEHHOW CIyxkObl, u (deaepadbHbIMU TOCYJAPCTBEHHBIMU  CITY KAIIUMU
CBEJICHHI 0 10X0Aax, 00 UMyLIeCTBE U 003aTEILCTBAX UMYIIIECTBEHHOTO XapaKkTepay.
Vka3 Ilpesunenta Poccuiickoii ®enepanuu ot 21.12.2009 r. N 1456 «O noaroroBke
KaJIpoB I (henepanbHOM TOCYJAapPCTBEHHOM TpakIaHCKOM CITyXKOBI IO JOTOBOpaM O
IIEJIEBOM OOyUEHUM.

Vka3 Ilpesumenta P® or 01.07.2010r. N 821 «O KOMHCCHSAX IO COOJIOICHUIO
TpeOOBaHUI K CIy)eOHOMY HOBEJICHUIO (ellepalbHbIX rOCYIapPCTBEHHBIX CIYKAIlUX H
YPEryJIupOBaHUIO KOH(MINKTA HHTEPECOBY.

Vka3 Ilpesunenta Poccuiickoii ®@eneparuu ot 07.05.20121. N 601 «O0 OCHOBHBIX
HaIIPaBJIEHUSAX COBEPIICHCTBOBAHUS CUCTEMBI TOCYIapPCTBEHHOIO YIIPABICHUS.

Vka3 Ilpesunenta Poccuiickoit ®enepanuu ot 21.05.2012r. N 636 «O crpykrype
benepanbHBIX OPTaHOB UCIIOIHUTEIHHON BIACTHY.

Vka3 Ilpesunenta Poccuiickoit @enepanuu ot 11.08.2016 . N 403 «O6 OcHOBHBIX
HaIpaBJCHUSAX PA3BUTHUS TOCYIApCTBEHHOM TpakIaHCKOW cioyxObl Poccuiickoi
Oepnepaunn Ha 2016 - 2018 roasD».

Vka3 IlIpesupnenta Poccumiickoii ®epepamun ot 16.01.2017r. N 16 «O
KBAJM(PHUKAIIMOHHBIX TPEOOBAHUSAX K CTaXy TOCYJapCTBEHHOM TI'pa)KIaHCKOW CITykObI
WIH CTaXy paboThI MO CTIENHUaIbHOCTH, HAPABICHHUIO TIOJTOTOBKH, KOTOPBI HEOOX0 UM
JUISL 3aMEIIEHUs TOJDKHOCTEH (eiepalibHOM rOCy1apCTBEHHOM IPak JaHCKON CITY>KOBI».
Vka3 Ilpesunenra Poccuiickoit ®eneparun ot 01.03.2017 1. N 96 «O06 yTBepkaeHUN
[Tonoxxenus 0 KaAPOBOM pe3epBe PeaepaTbHOr0 TOCYIaPCTBEHHOTO OPraHay.

Vka3 [lpesunaenta Poccuiickoit @enepaunu ot 07.05.2018 r. N 204 «O HanmoHaIbHBIX
LEeJIAX M CTPATeTMYECKUX 3a/auax pa3Butus Poccuiickoit @enepauun Ha nepuoa ao 2024
rojiay.

Vka3 Ilpesupenta Poccmiickoit @epepauuun ot  21.02.2019r. N 68 «O
po(heCcCHOHATLHOM Pa3BUTHH T'OCYAAPCTBEHHBIX TPAXKIAHCKHUX CITyXamux Poccuiickoit
Denepauuny.

Vka3 Ilpesupenta Poccuiickoit @enepamuu ot 24.06.2019 1. N 288 «O0 OCHOBHBIX
HANPaBICHUSAX PA3BUTHUA TOCYAApCTBEHHOW TpaxaaHCckod ciyxkObl Poccuiickoit
Oenepannn Ha 2019-2021 roab.

«OcHoBHBIE HampaBiieHUus nearenbHOCTH IIpaButensbctBa Poccuiickoit @epepannun Ha
nepuon no 2018 roma» (yrBepxkaenwl Ilpencematenem IlpaButenbctBa Poccuiickoi
Oeneparun 14.05.2015 1.).
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52.

53

54.

55.

56.

57.

58.

[Nocranosnenue IIpaBurensctBa Poccuiickoit @enepanuu ot 02.08.2010 r. N 588 «O6
yTBepkaeHUH [lopsigka pa3paboOTKu, peanu3alui W ONEHKH  3(PPEeKTHBHOCTH
roCyIapCTBEHHBIX TporpamMm Poccuiickon denepauuny».

. Pactiopsixenue IIpaBurenbctBa Poccuiickoit @eaepanuu ot 17.11.2008 r. N 1662-p «O

KoHuenmuu  g0irocpoyHoro  conuaibHO-3KOHOMUYECKOro pa3Butus Poccuiickoit
®enepaunn Ha iepuoa 10 2020 rogay.

Pacnopsixenue IIpasutensctBa Poccuiickoit @eneparu ot 11.11.2010 r. N 1950-p «O6
YTBEPKJICHUH NIEPEYHS FOCYIapCTBEHHBIX TporpaMm Poccuiickoit denepanum».
Pacnopsxenue IlpaBurensctBa Poccuiickoit ®@enepauun ot 20.07.2011 r. N 1275-p «O
Konnenuuu  co3maHusi W pa3BUTUS ~ TOCYJIAPCTBEHHOM  WHTErPUPOBAHHOMU
UH(POPMALIMOHHON CHCTEMBI YIpPaBICHHUS OOIIECTBEHHBIMU (pHMHAHCAMH «DJIEKTPOHHBIH
OIOIKETY.

Pacnopsixenue IIpaButensctBa Poccuiickoit @eneparuu ot 12.09.2016 r. N 1919-p «O6
YTBEPKICHUH TuTaHa mepornpustuii ("'mopoxHoil kapTel') mo peanusanuu OCHOBHBIX
HaNpaBICHUH pa3BUTHS TOCYJApCTBEHHON TIpaxkaaHCKod cimykObl  Poccuiickoii
®enepaunu Ha 2016 - 2018 rogsn».

Pacnopsoxenue IlpaButensctBa PO ot 24.07.2019 r. N 1646-p «O06 yTBepKACHNH TUIaHA
MeponpusaTiid ("' TOpPOKHOM KapThl"') MO peain3allii OCHOBHBIX HAIlpaBJICHUN pa3BUTHUS
TOCYyapCTBEHHOW TpaxkaaHckoi ciyxO0bl Poccuiickoit @enepanuu Ha 2019 - 2021
TOJIBD).

[Ipuka3z Munskonompaszsutusi Poccunm ot 16.09.2016 . N 582 «O06 yTBepkIeHUH
MeTtoauueckux yka3aHWi MO pa3paboTke U peanusalii TOCYJIapCTBEHHBIX MPOTrpamMmm
Poccuiickoit denepanum».

Jluteparypa no pasaeiny «3. CounajabHasi MOJUTHKA»

l.

2.

3.

Hcropwust 1 Teopust COIMaNbHON MOTUTHKY : y4eb. mocobue mis By30B, Cunopuna, T. 1O.,
2010

O630p comumanpHOM monmuTHKA B Poccum. Hawano 2000-x, 3y6apemu, H. B.,
Nbparumosna, . X., 2007

ConuanpHas MOJIMTHKA : y4eb. mocodue s By3oB, CmupaoB, C. H., Cunopuna, T. 1O.,
2004.

[Mumkua C. B. DxoHomuka commanbHOU cheprl. M.: M3gatensckuii gom ['Y-BIID,
2003.

Powell, M. (2011). The Oxford Handbook of the Welfare State - By F. G. Castles, S.
Leibfried, J. Lewis, H. Obinger and C. Pierson. Social Policy & Administration, 45(3),
319-323. https://doi.org/10.1111/j.1467-9515.2011.00775_1.x

Weltbank, G. S. (DE-588)121364-7, (DE-576)190634871, cre. (2018). The state of social
safety nets 2018 / International Bank for Reconstruction and Development / The World
Bank. Retrieved from http://search.ebscohost.com/login.aspx?direct=true&site=eds-
live&db=edswao&AN=edswao.505965852

Yemtsov, R., Honorati, M., Evans, B., Sajaia, Z., & Lokshin, M. (2018). Measuring the
Effectiveness of Social Protection: Concepts and Applications. Retrieved from
http://search.ebscohost.com/login.aspx?direct=true&site=eds-
live&db=edsbas&AN=edsbas.7450EBF1

HopMaTuBHBIe NpaBoBbIe aKThI N0 pa3geny «3. CouuanbHasi OTUTHKA

1.

2.

Vka3 Ilpesugenta PO or 21.07.2020 N 474 "O HalMOHaNbHBIX WENSAX PA3BUTUA
Poccuiickoit deneparuun Ha nepuoa a0 2030 roxa"

"ITacnopt HammoHaneHOro mpoekra "Jlemorpadus" (yrB. mpesuauymom CoBeTa mpu
IIpesunente Poccuiickoit denepanyiv Mo CTpaTErnyecKOMy Pa3BUTHIO M HALMOHAJIbHBIM
npoekTaM, IpoTokoid oT 24.12.2018 N 16)

@®enepanbHbiii 3akoH "OO OCHOBax OXpaHbl 3/J0pOBbs TIpaxaaH B Poccuiickoit
®enepauun” ot 21.11.2011 N 323-03
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https://publications.hse.ru/view/82222151
http://search.ebscohost.com/login.aspx?direct=true&site=eds-live&db=edsbas&AN=edsbas.7450EBF1
http://search.ebscohost.com/login.aspx?direct=true&site=eds-live&db=edsbas&AN=edsbas.7450EBF1

10.

®DenepanbHbIi 3aK0H "OO 0CHOBaX COIMATLHOIO 00CTyXHBaHUs IpaxaaH B Poccuiickoii
®enepanun” ot 28.12.2013 N 442-03

®enepanbhblil 3aKoH "O conuanbHOM 3amuTe nHBaIUA0B B Poccuiickoit @enepanuu" ot
24.11.1995 N 181-@3

@DenepanbHblii 3ak0H "O TOCYJapCTBEHHOM NEHCHOHHOM obOecrieueHuu B Poccuiickoii
®enepanun” ot 15.12.2001 N 166-D3

@enepanbublii 3akoH "OO6 obpazoBanuu B Poccuiickoit @epepanun” ot 29.12.2012 N
273-03

®enepanbHblil 3ak0H "O rocyaapcTBeHHON conpanbHoi nomomu" ot 17.07.1999 N 178-
D3

Konuenmus rocynapctBeHHoi cemeiliHod mnonutuku B Poccuiickoit ®enepanuu Ha
nepuon 10 2025 roxa (ytB. pacnopsikenueM IIpaButensctBa PO ot 25.08.2014 N 1618-
p)

Crparerusi OeWCTBUM B HMHTEpEcax TpakJaH CTapliero MokosieHuss B Poccuiickoi
®enepanun 10 2025 roga (yTB. pacnopsbkenueM IlpasurensctBa PO ot 05.02.2016 N
164-p)

JIuteparypa no pasaeny «4. MatemaTuyeckasi CTATHCTHKA»

l.
2.

3.

BBenenne B 5KOHOMETpHKY: yueOHUK AJis By30B, Jloyreptu K., 3amkosa O.0., 2010.
[TamkeBnu A.B. Teopust BEpOATHOCTEN M MaTeMaTHYECKasi CTATUCTUKA ISl COI[MOJIOTOB
U MeHemkepoB. M.: Academia, 2014. — 336 c.

KpbimranoBckuii A.O. AHalIu3 COLMOJOTMYECKUX MAHHBIX C MOMOIIbI0 makera SPSS.
M.: Uzparensckuii oM I'Y BIII3, 2006.

Jlutepatypa no pasjaeiy «5. YnpaJ/jieHue 4YeJI0Be4eCKIMH pecypcamMu B IyOJMYHOM

ceKTope»

1. Apmctponr M. IlpakTtuka ynpaBieHus: yenoBeueckumu pecypcamu. 10-e m3a. — CIIO.:
[Tutep, 2010.

2. I'Bummann J[x.M. H30panubie Tpyasl 1o ¢uiocoduu, COLUOIOTHM U CUCTEMHOMY
aHanuzy. — M.: Kanon+, 2007.

3. Ilonosa E.II., Pemernukoa K.B. Teopus opranuszanuii. — M.: FOpaiit, 2016.

4. Poiinn X.J[X. AHanu3 U ynpaBJiieHHE B TOCYy1apCTBEHHBIX opranuzanusix. — M.: UHOPA-
M, 2004.

5. YmpaBieHue 4eI0oBEYECKUMHU PecypcaMu: MEHEDKMEHT U KOHCYyJIbTupoBanue. /Ilox pe.
B.B.IllepOunsl. — M.: He3aBuCcHMBI HHC-T TpaskAaHCKOTo 0011e-Ba, 2004.

6. lllepmepopn JIxk., Xant k., OcbopH P. Opranuzanmonnoe noseaenue. 8-¢ uza. — CIIO.:

ITutep, 2004.
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