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Human resources are one of the main resources of any organization. The
correct approach to the management achieves the goals by minimizing the
costs. As it is known, the results of staft operations mainly depend on the ob-
jective and subjective factors as well as the social and psychological. There-
fore, we can assert that in the current difficult socio-economical and political
conditions of superficial knowledge of formation of the human relationships
is not enough. The problem of training of future managers who would have
a deep theoretical knowledge and practical skills to work with people (social
and psychological competence), is becoming increasingly important. Special
educational institutions were designed to satisfy the current demand.

The aim of this research is a studying of the necessity of strengthening of
the humanitarian orientation during the preparing of managers and the for-
mation of social and psychological competence.

To organize the work correctly in any enterprise can professionals who
have professional intuition and knowledge of the laws of human behavior in
different conditions. That is why the issues of formation of groups, the enter-
prise personnel, a new labor motivation and morality to adapt to the perma-
nently changing environmental conditions require a lot of attention.

Any association expects that the person will perform the functions in
accordance with its social role. Employee expects to receive an appropriate
compensation for the work he did. However, the relationship of the worker
and the company is not limited to the role interaction. It is much broader. Em-
ployee realizes work surrounded by people who interact with him. During the
communication in a group the person develops. By establishing relationships,
he begins to appreciate other people and takes into account the individual
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characteristics of each person. The group has a profound effect on a humans
behavior, but the humans behavior and his actions make a definite contribu-
tion to the life of the whole group. Understanding of these processes occur in
the study of social and psychological subjects. The future manager takes the
sufficient experience, interacting with other students of academic groups in
the classroom. It is particularly important that these processes were under the
control of the humanitarian teacher, who would able to make adjustments and
to help to regulate the complex interpersonal relationships [1].

The problem of groups which unite people in the process is the most
important question of disciplines such as «Organizational Behavior>» and
«Social Psychology>. It happens because the formation of a person cannot
be considered in isolation from the society in which he (she) lives, from the
system of relations in which he (she) is included.

In the life process of groups emerges and develops a certain group norms
and values, which all participants must share in a variety of cases. Especially
the problem is actual for the new member of the group toward the adoption
of a system of group norms. In this case, the following options for its attitude
to this issue can be presented: the conscious adoption of standards; forced
adoption of the rules under the threat of group sanctions; conscious rejection
of group norms right up to the departure of the group.

Research shows that the second option is a very common type of behav-
ior. It was called «the conformity.” The conformity is a very important psycho-
logical mechanism of maintenance of internal uniformity and integrity of the
group. At the same time it can be an obstacle of development of a personality
and a social group.

For the successful personnel management it is important to know all the
features of the socio-psychological methods of influence [2; 3]. These meth-
ods are the most delicate instrument of influence on the behavior of the group
and the individual, which requires dosing and differentiated applications.

Socio-psychological methods are specific, since they are based on knowl-
edge of the interests, motivations, needs, individuals installations. The pur-
pose of using these methods is the creation of such conditions in the team
over which each employee will strive to reach their full potential in order to
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achieve overall results. Basically these methods are laws of sociology and psy-
chology, knowledge of which enables the study of relevant disciplines.

Sociological techniques of management allow the appointment of staff
according to functions and social roles, to identify and exploit the potential
of informal leaders, to carry out the necessary motivation, to prevent interper-
sonal and intergroup conflicts, to ensure effective communication.

Social planning in the company provides a formulation of social objectives
and criteria, the development of social standards (standard of living, wages,
working conditions, etc.), regulation of relations within the team (through
a code of ethics).

The results of sociological research very often are used by managers in the
staff management. Competent personnel decisions make with their help. Dur-
ing the “Sociology” classes students get the opportunity to acquire theoretical
knowledge and practical skills in the developing of program and making an
independent research.

Psychological methods are aimed on regulating of the relations between
certain people. They are focused on the inside world, intelligence, human
feelings and allow to influence his behavior in order to achieve organizational
goals. Psychological methods include: psychological plan, methods of acqui-
sition of small groups, the humanization of labor, professional selection and
studying, psychological influence on the staff.

The main duty of the head of the association is to disclose motivational
resources of employees. It is important to understand how the process of con-
verting of these resources into productive behavior occurs.

Everyone who works in the organization manifests itself in interpersonal
behavioral acts. And the leaders relate to the employees in the same way as the
employees relate to their work. First of all, they identify primarily, such basic
characteristics of business behavior, such as: creativity, sense of duty, respon-
sibility, and the antithesis is inactivity.

Necessary for every manager evaluation skills contribution to the overall
results generated during the «Sociology” and “Psychology> classes in an in-
teractive way (business games, workshops, focus groups, round tables, etc.).
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The example of the most successful students is an incentive for the develop-
ment and improvement of others. Subsequently, graduates will be able to use
the experience gained to uncover the motivational resources of employees in
their organizations.

Thus, we can say that it is impossible for now to ensure effective manage-
ment activities without a sufficient level of social and psychological prepared-
ness (competence) of professionals. The required competence is formed in
the course of study at an educational institution relevant to humanitarian dis-
ciplines. Moreover, the existing potential of departments can and should be
increased by expanding the list of readable disciplines that are useful for future
managers.
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