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1. IlepedeHb MJIAHMPYEMBIX Pe3yJbTATOB 00y4eHHS 110 AUCHHUILIMHE, COOTHECEHHBIX C

1.1. Hucuunnuna b1.B./IB.04.01

IUIAHMPYEMbIMH Pe3yJIbTATaAMM 0CBOEHHUsI 00pa30BaTeIbHOM MPOrpPaMMbI

((I/IHHOBaL[I/IOHHbIe NEPCOHAI-TCXHOJIOTUHU TTOATOTOBKU

Typuctckux kaapos / Innovative personnel-technologies for training tourist personnel» odecrnieunBaet
OBJIAACHUC CICAYIOIIMMHU KOMIICTCHIIUAMMU C y‘-IéTOM oTara.

Kon
Kon HaunMeHnoBanmne HauMenoBanue KOMIIOHEHTA
KOMIIOHEHTA
KOMIIeTeHUNH KOMIeTeHIMH KOMIeTeHUNH
KOMIIETeHI[U U
CnocobeH opraHn30BBIBATH Cnoco0eH TeMOHCTPHPOBATH TOHUMAHHE
Y PYKOBOJUTH PabOTON MPUHIIAIIOB KOMaHIHON paObOThI U
VK-3 KOMAaH 1bl, BEIpa0aThIBast VK-3.1 WCIIOJIb30BaTh MOTCHIIMAT JTMYHOCTHU K
KOMAaH/IHYIO CTPATETHIO JUIS ' MOCTOSIHHOMY Pa3BHUTHIO, BEIPA0AThIBAS
JOCTUXKCHUA MOCTaBJICHHOMN KOMAaHJHYIO CTPAaTCruro A1 JOCTHKCHUA
enu [IOCTaBJICHHON LIEIH.
CriocobeH MprUMEeHSITh
COBpPEMCHHBIC
CriocobeH OCyIIEeCTBIISATh aKaJJeMHIECKOE
KOMMYHUKAaTHUBHBIC o
u ipoeccroHanbHOE B3aUMO/ICHCTBHIE, B
TCXHOJIOTHH, B TOM YHCJIC HA
TOM YHCJIC HAa NHOCTPAHHOM SA3bIKEC U
YK-4 WHOCTPaHHOM(BIX) YK-4.1 P
HCTIONB30BaTh COBPEMECHHBIC
sI3bIKe(ax), s
HHPOPMAITMOHHO-KOMMYHUKATHBHBIC
aKaJIeMUYeCKOro U
CpencTBa sl KOMMYHUKALUH.
Mpo¢eCcCHOHATBHOTO
B3aUMOJICUCTBUS
CriocoOeH aHATU3UPOBATh U
Crioco0eH OCyIIEeCTBIISATh COIUATBHYIO
YUUTBIBATh Pa3HOOOpasne
MOJIUTHKY U COI[MATIbHOE Pa3BUTHE
YK-5 KyJIbTyp B IIpoIiecce YK-5.1 Y P
opraHu3anuy ¢ Y4€TOM MECKKYJILTYPHOI'O
MEXKYJIBTYPHOTO .
- B3aUMO/ICHCTBUSI.
B3aNMOJICUCTBUA

1.2. B pe3ynbTare 0CBOCHHUS JUCHMILIMHBI Y CTYI€HTOB JIOJKHBI ObITh CHOPMUPOBAHBDI:

Kon

KOMIIOHEHTA Pe3yabTaThl 00yueHus

KOMIEeTeHUNH
HA YPOBHe 3HAHMIA:
TEXHOJIOTHH yTpaBleHUs TepcoHasioM (HaiiMa, oTOOpa, TpUeMa W PACCTAaHOBKH
nepcoHana, npooprUeHTAIMU U TPYIOBOH ajanTaluy NepcoHalia, OpraHu3aluy 00y4eHus
NEepCcoHaNa, yOpaBleHHs JEJIOBOW  Kapeepoil M ClIy:KeOHO-TIpodecCHOHATBEHBIM

YK-3.1 MIPOJBI)KEHNEM TIEPCOHANA; YIPABICHHS KaIPOBBIMI HOBOBBEJICHUSIMH).

Ha ypOBHe YMEHMii: pa3pabaTbIBaTb MEPONPHUATHUS IO MPUBICUCHUIO U OTOOPY HOBBIX
COTPYZIHHUKOB M OCYIIECTBIISITH IPOTPaMMBI UX aJanTaluu; pa3pabaTbIBaTh MEPOIPUSTHS
[0 COBEPIIEHCTBOBAHMIO YIPABICHHUS Kapbepol U CIykeOHO-TIPodhecCHOHATHHBIM
MIPOJBM>KEHHEM TIEPCOHANA U y4acTBOBATh B MX pealn3alyH.
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Kon
KOMIIOHEHTA
KOMIIETCHI MU

Pe3yabTarnl 00yyeHus

HAa YPOBHe HABBIKOB: COBPEMEHHBIMU TEXHOJIOTHSMHU YIPaBICHUEM KOMIUIEKTOBAHUS
mrata COTPYIHHMKOB (XeIXaHTHHT, executive search (9KCKIIO3HMBHBIN 10A00D),
PEKPYTMEHT, CKPHHUHI TepCOHaNa, JIM3MHT IlepcoHalia, ayTCOPCHHT, ayTcTadduHr,
bpuanc, HactaBHHUYeCcTBO, TexHosorus Welcome (mobpo moxkanosars), Buddying
(mpusitenbeTBo), Shadowing (OBITH TEHBIO), IKCIIEPTHBIN OMPOC, TEXHOJIOTHUS OLeHKH «360
IpagycoB»,  aCCEeCCMEHT-LEHTp,  Oacker-mMeTo,  HOpPT(OINO,  HMHTEPBBIO  IIO
KOMIICTCHIIFISIM).

YK-4.1

HA YPOBHe 3HAHWM: TeOPETMHECKUE BOMPOCH! KOMMYHUKALMM B YCTHOW M MMCBMEHHOW (hopmax Ha
PYCCKOM M MHOCTPAHHOM SBBIKAX VI PEILICHKST 33734 TPO(ECCHOHATBHOM AEATENBHOCTH, TEXHOJIOTHH
yIpaBiIeHHUS Pa3BUTHEM IE€pCOHana (OpraHu3aliy TEKyILIell IelOoBOM OILEHKH, B TOM
4ycje aTTeCcTalluy IEPCOHANA).

HA YPOBHE YMEHHIi: BIAJICT TEXHOIOMVSIMA OOYUIeHHS HABBIKAM TIPOYKTHBHOTO JISTIOBOIO OOIIICHYLS,
KCIIOJIb30BaTh PA3IMUHbIC METOJBI TEKYIICH JICIOBOM OLICHKH (B TOM YHCJIEC aTTECTAIIMH)
[epcoHana.

HAa YPOBHe HABBIKOB: METOIaMU OOyHeHUS! HaBbIKaM IPOAYKIVBHOIO JIETIOBOIO  OOLLICHIS,
COBPEMEHHBIMU TEXHOJIOTUSMHU OpraHU3allMM TEeKyLIel JeoBON OIIEHKH, B TOM YHCIE
aTTECTAaLUH NIEPCOHAA.

YK-5.1

HA YpOBHe 3HAHWIA: TEXHOJIOTWW YIPABICHUS JEIOBOW Kaphepoll M CIyKeOHO-
HpO(I)CCCI/IOHaIH)HbIM MMPpOABMIKCHUCM IMICPCOHAIa;, OCHOBBI ayauTa HW KOHTPOJIJIMHIA
MepcoHaa.

HA YPOBHe YMEHMii: aHAJIM3UPOBATh BHEIIHIOIO M BHYTPEHHIOIO CpEeAy OpraHu3allui,
BBIBJISITh €€ KJIIOYEBBIE 3JIEMEHTHI M OIIEHMBATh WX BIHMSIHHE Ha OPTraHU3ALMIO U ee
MEPCOHA.

Ha YPOBHE€ HABBIKOB: MCTOAaMU OLICHKH 3KOHOMHYCCKOU U COHI/IElJIbHOﬁ 3(1)(1)6KTI/IBHOCTI/I
IMPOCKTOB COBEPHICHCTBOBAHMWS CUCTEMbI U TCXHOJIOTHU YIIPABJICHUA IICPCOHAIIOM.

2. O0beM U MeCTO THCHMILJIMHBI B CTPYKTYpe 00pa3oBaTeIbHOIi MPOrpaMMbl

O0beM TUCHUTIINHBI

OO0mas TpyI0eMKOCTh AMCIUILTUHBI COCTaBiIsieT_4 3aueTHbIe equHUIlbl, 144 akajeM. yacoB /

108 actp. yacos.

Bua padorsl TpyroeMkocTh
(B akajeM.uacax)
Ounas/3a04Hast
OO01mas Tpy10eMKOCTh 144/144
KonrakTHas pa6ora 58/18
Jlexun 20/8
[MpakTHyeckue 3aHATUS 36/8
JlaGopaTopHblie 3aHITHS -
Koncympsranumn 2/2
CaMmocTosiTe1bHasi paboTa 86/118
Kontpoib -14
DOopMBI TEKYIIETO KOHTPOJIS YO — ycrtHsIii onpoc (cemunap), A1 —




nenoBas urpa, [13 — npaktuueckoe 3aHsTHE,
PU — ponesas urpa, K — keiic, KC — xpyrublit
cron, T — rectupoBanue

®opMa IPOMEKYTOUYHOM aTTeCcTAllUuN 3auer ¢ oueHKOM

MecTo IMCHUILIMHBI B CTPYKTYpe 00pa30oBaTe/ibHOI MPOrpaMMbl

Hucuunmua  b1.B.JIB.04.01  «/IHHOBanMOHHBIE  TEPCOHAI-TEXHOJIOTUH  MOJATOTOBKH
typuctckux kaapoB / Innovative personnel-technologies for training tourist personnel» oraocurcs
JUCHUIUIMHAM TI0 BBIOOPY BapUaTUBHOM YacTH Npo¢deCCHOHATBHOrO ILHMKJIA Yy4eOHOro IuIaHa
HarnpasieHus 43.04.02 «Typuzm» npoduns «MHAYCTpHUS ACIOBOTO U COOBITUHHOTO TypHU3May.

Heabro aucunninnsl b1.B.J1B.04.01 «IHHOBallMOHHBIE IEPCOHAI-TEXHOIOIMH OATOTOBKU

Typuctckux kazapos / Innovative personnel-technologies for training tourist personnel» sBusiercs
dopMHpOBaHHE Y CTYJIEHTOB TEOPETHUECKUMX 3HAHWA B 00JaCTH COBPEMEHHBIX KaJpOBBIX
TEXHOJIOTHH M OCBOCHHE MPAKTHUYECKOTO HMHCTpyMEHTapusi (METOAbI, METOJIUKH, TEXHOJIOTHH),
MPUMEHSIEMOT0 B MoJicucTeMax (0TOOp, OlIeHKa, aTTecTallysl, OOyuYeHHUE U T.J.) CUCTEMbI YIIPABICHUS
MIEPCOHAIIOM.

3agauamMu Kypca siBJIsSIeTCH:

— CHCTEMaTU3UPOBATh TEOPETUUECKIE 3HAHUS B 00JIACTH KaJAPOBOTO MEHEPKMEHTA;

— TIOJIYYMTh TPEJCTABICHUS 00 OCHOBHBIX IPUHIMIAX U 3aKOHOMEPHOCTSX MPUMEHEHHS
KaJIpOBBIX TEXHOJIOTHIl COBPEMEHHBIMH CIy:K0aMH yIIpaBJIEHUS [1IEPCOHAIOM;

— 0TpaboTaTh HABBIKK MTPOBEICHUSI OCHOBHBIX KaJPOBBIX MPOLEAYD.

JI71s1 yCrenHoro OCBOCHHS Kypca CTYACHTHI IOJKHBI BJIaJIETh KOMITETCHIIUSMU, MOTYy4YECHHBIMHU
Py M3YYEHHH [UCIUIUIMH MPEeAlIeCTBYIOmEero oOpa3oBaHus (0OakajgaBpuaT WM CIEHUAIHUTET):
«MenemxMeHnT», «OCHOBBI yIpaBieHHs] HepcoHaom», «TpynoBoe mpaBoy, «KoHGIMKTOIOTHS
u Jap.

JlucuumniuHa MOKET PeaTu30BBIBATHCS C MPUMEHEHHEM IHCTAHIMOHHBIX 00pa30BaTENbHBIX
texHosoruit (nanee — JJ0T).

JlocTyn K cucTemMe TUCTaHIIMOHHBIX 00pa30BaTEIbHBIX TEXHOJOTUN OCYIIECTBIISIETCS KaXIbIM
00yJaroIuMCsl CaMOCTOSTEIBHO € JII00Or0 YCTpo¥cTBa Ha mopTtajie: https:/sziu-de.ranepa.ru/.
[Taponb 1 TOTUH K TMYHOMY KaOMHETY / TPOQUIIIO MPEIOCTABISIETCS CTYIEHTY B J€KaHaTe.

Bce ¢opMmbl Tekyliero KOHTpOJIS, MPOBOJMMBIE B CHCTEME JHWCTAHIMOHHOTO OOYy4eHMS,
OILICHUBAIOTCSI B CHUCTEME AMCTAHIIMOHHOTO oO0ydeHus. [locTynm Kk BHIEO M MaTepuanaMm JIEKIHiA
MIPEIOCTaBIIACTCS B TEUEHUE Bcero cemectpa. JlocTynm K KakaoMmy BUAY pabOT M KOJHMYECTBO
MONBITOK Ha BBIOJIHEHUE 33/IaHUsI TPEIOCTABIISETCA HA OTPAHUYEHHOE BPEMS COTJIACHO PErVIAMEHTY
muctumIuHel, onyonukoBanHoMy B CJ[O. [IpenoaBarens OlleHUBAET BBHITTOIHEHHBIE 00YYaIOIIIMCS
paboTsl He mo3aHee 10 pabounx qHEH ociie OKOHYAHHS CPOKa BBHIMOTHEHUSI.

N3ydyeHne QUCHMIUIMHBI OCYIIECTBISETCS B TEUEHHUE OJTHOTO CEMECTpa: JUIsl CTY/I€HTOB OYHOM
(dbopMbI 00ydeHHS — Ha 2 cemecTpe 1 Kypca, B TeueHne |1 Kypca Juist CTYICHTOB 3a09HOM (POPMBEL.

3. Coep:xaHue U CTPYKTYPA AU CHUILIHHBI

3.1. CTpykTypa IMCHUILIHHBI
Ounasn hopma odyuenusn

Ne ni/m HaumeHnoBanue Tem O0bem qMCHUIUINHBI (MOAYJIST), Yac. ®opma

/WM pa3nenoB Bcero ‘ KourakTHas padoTa ‘ CP TeKyIIero
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oﬁyqaloumxcn C nmpenoaaBaTejIeM KOHTPOJdA
10 BH/IaM Y4eOHBIX 3aHATHI ycneBaemMocTu™,
J/I0T JIP/ 3/ KCP NMPOMEKYTOYHOI
AOT | A0T aTrTecTaluu
Topic 1 | Modern personnel
technologies as a factor
in increasing the
efficiency of the 13 2 4 ! KC, K
organization's personnel
management system
Topic 2 | Competence approach
in modern personnel 13 2 4 7 YO, I13
technologies
Topic 3 | Basic technologies of
personnel search and 15 2 4 9 VO, Iu
selection
Topic 4 | Interview as a basic
method of personnel 13 2 2 9 I
selection
Topic 5 | Adaptation of new 15 5 4 9 vO. 113
employees ’
Topic 6 | Business staff 17 5 6 9 3. VO
evaluation ’
Topic 7 | Assessment Center 13 2 2 9 PU
Topic 8 | 360 degree method 13 5 2 9 PU
evaluation
Topic 9 | Staff Training 15 2 4 9 YO, I13
Topic 10 | Personnel business 15 5 4 9 VO. T
career management ’
HpOMe)KYTO‘IHaH arrecragus Koncy.anaunn _2 / 1’ 5 3ager (i
OLICHKOM
Beero (axan/actp): 11‘;‘;/ 20/12 36/27 86/64,5

Hpumeuanue: * YO — ycmuwiii onpoc (cemunap), /IU — denosas uepa, 113 — npakmuyeckoe 3anamue, PH —

ponesas uepa, K — ketic, KC — kpyenviti cmon, T — mecmupoganue.
3aounan ¢hopma odyuenun

Ne ni/m HanMeHoBaHue TeM O0beM JUCHUIJIMHBI (MOYJIsT), Yac. ®opma
/WM pa3ienoB Bcero KounrakTHas padoTa CP TeKyIIero
o0yyariuxcs ¢ npenogaBarejieM KOHTPOJIA
10 BUJAM YUeOHbIX 3aHATHI ycneBaeMocTu®,
J/I0T JIP/ 3/ KCP NMPOMEKYTOYHOM
A0T | A0T aTTecTaluu
Topic 1 | Modern personnel
technologies as a factor
in increasing the 13 5 i 13
efficiency of the
organization's personnel
management system
Topic 2 | Competence approach
in modern personnel 13 2 - 13
technologies
Topic 3 | Basic technologies of 14 5 ) 13 VO, i

personnel search and




selection

Topic 4 | Interview as a basic

method of personnel 14 2 2 13 AN
selection
Topic 5 | Adaptation of new 14 ) 1 13 vO. I3
employees ’
Topic 6 | Business staff 14 ) 1 13 3. YO
evaluation ’
Topic 7 | Assessment Center 14 - 2 13 PU
Topic 8 | 360 degree method 14 5 ) 13 PU
evaluation
Topic 9 | Staff Training 14 - 2 13 YO, 113
Topic 10 | Personnel business 14 ) 2 13 vO. T
career management ’
IIpomexxyrounas arrecranus 43 Koncyabranun — 2/1,5 3aver cu
OLIEHKOM
Bcero (akan/acTp): Z:Llé(l;;/ 3 3 122

3.2. Conep:xkanue TUCUHIIMHBI

Topic 1. Modern personnel technologies as a factor in improving the efficiency of the
organization’s personnel management system

Modern personnel technologies as a set of techniques, ways and methods of influencing personnel in
the process of hiring, using, developing and releasing. Theoretical approaches and principles for the
development of personnel management technologies. Staff recruitment (search and attraction of
candidates, selection of the best, adaptation of new ones). Training and development of employees
(training, retraining, advanced training, formation of a personnel reserve, career planning).

Evaluation and control (assessment of performance indicators, control of labor and performance
discipline, monitoring the status of all areas of work with personnel, setting standards and
benchmarks for the implementation of the main types of work). Activation of the potential of human
resources (a system of material and moral incentives for labor, a system for informing personnel,
social protection and a system of benefits, the formation of an organizational culture and the
development of labor morality). Key factors of an effective personnel management system.

Topic 2. Competence-based approach in modern personnel technologies

Model and profile of competencies. Types of competencies: professional, special, corporate.
Methodology for developing a competency profile. The value of the profile in the personnel
management system. Profile analysis on the example of a HR manager: description and assessment of
competencies. Profile development rules.

Topic 3. Basic technologies for the search and selection of personnel

Recruitment and selection of personnel as personnel technologies. Requirements for candidates to fill
a vacant position. Organization of the process of selection of applicants for a vacant position.
Structure and conditions of selection. The main functions and principles of selection, methods of
filling positions. Selection methods. Selection interview as the leading method of personnel selection
in @ modern company. Psychological diagnostics of professionally important personality traits. on-
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line testing and computer programs for assessing the severity of professional competencies and
personal qualities of company employees. Technologies: headhanting (headhunting), executive
search, on-line recruitment, screening, outsourcing, outstaffing, freelancing, personnel leasing.

Topic 4. Interview as a basic method of personnel selection

Organization of the interview process. Drawing up an interview plan based on the competency
profile. The structure of the interview. Types and styles of interviews. Features of conducting
interviews when selecting candidates for filling vacant positions at various levels: ordinary personnel,
middle management, management. Candidate Evaluation Criteria. Requirements for the professional
qualities of the interviewer. Using projective tests: pros and cons. Quality interview standards.
Technologies: competency interview, stress interview, on-line interview.

Topic 5. Adaptation of new employees

Adaptation as a personnel technology. Psychological support of adaptation processes. Adaptation
programs for young professionals.

Technologies: Secondment (secondary training when applying for a job), Buddying (friendship),
induction, welcome training for beginners, immersion method, personnel school, mentoring,
Shadowing (being a shadow).

Topic 6. Business assessment of personnel

Business assessment of personnel as personnel technology. Assessing the potential of candidates to
fill vacant positions. Assessment of the potential of employees for enrollment in the personnel
reserve. Evaluation of the results of the work of the organization's personnel. Evaluation of the
performance of personnel management units and the organization as a whole. Methods of business
assessment of personnel: testing, questioning, business games, cases.

Technologies: expert survey, 360-degree assessment technology, assessment center, personnel audit,
basket method, portfolio.

Topic 7. Assessment Center

The history of the development of the method. General principles and rules for conducting an
assessment. Techniques used in the assessment. Tasks solved by the assessment method. The
effectiveness of the assessment method. Development of evaluation criteria and informing the staff
about the evaluation criteria. Regulation of the evaluation procedure. Determination of the personal
composition of experts involved in the evaluation procedures, organization of their work. Processing
and interpretation of evaluation data. Check list. Formulation of conclusions and recommendations
based on the results of evaluation procedures.

Topic 8. 360 degree assessment

Circular evaluation technology (360 degree evaluation). Goals and objectives of the 360 degree
assessment method. General principles and rules for conducting a 360 degree assessment. Formation
of a working group. Formation and organization of the work of a group of experts to conduct a 360
degree assessment. Formulation of conclusions and recommendations based on the results of the 360-
degree assessment. Advantages and limitations of technology.

Topic 9. Personnel training



Personnel training as a personnel technology. Basic concepts and concepts of corporate training. The
basic principles of andragogy are the specifics of adult education. Types of staff training and their
effectiveness. Staff training methods. Distance forms of personnel training. The role of the personnel
management service in the organization of professional training and personnel development.
Functions of the manager for training and development of the company's personnel.

Technologies: trainings, business games, case studies, coaching, mind maps, e-learning.

Topic 10. Personnel business career management

Professionalism and competence as development goals. Opportunities for personal development
within the framework of professional activities. The concept of career, its types, types, models and
strategies. Diagnostics and development of career competence. Career motivation: career insight,
career identification and career sustainability. Career planning for an employee. Formation of a
personnel reserve as a means of career development. Types, criteria, functions and goals of the
personnel reserve. Sources of personnel reserve. Methods of forming a personnel reserve.
Technologies: Career management / career self-management.

4. MaTtepuaJjbl TeKylero KOHTPOJIsl ycleBaeMoCTH 00y4aromuxcst
4.1. B xone peanuzanuu qucuuniannsl b1.B./[B.04.01 «Hnnosauyuonnsle nepconHan-mexHono2uu
noozomoexu mypucmckux kaodposé | Innovative personnel-technologies for training tourist
personnely HMCHmoJIL3yHTCH  CleAylolie MeToAbl TeKyIero KOHTPOJIsi YCIeBaeMOCTH
o0yuaruuxcs:
Ilpu nposedenuu 3anamuil J1eKYUoOHHO20 mMuna: JEKUMOHHBIA MeToa (Jekuus-oecena),
YCTHBIM OIIPOC.
npu npogedeHul 3aHAMUL CEeMUHAPCKO20 Muna: YCTHBIA OMpPOC, KEWCBI, KPYTJBIH CTOI,
JIeNIoBasi UTpa, poJieBas Urpa, TECTUPOBAHUE, TIPAKTHUECKUE 3aHATHS.
npu KOHMpoae pe3yibmamos CamoCmosmenvHol pabomsl cmyOeHmos. CaMOCTOSITENbHOE
W3Y4YECHHE JHUTEpaTyphl; TOMAIHUE 3aJaHUs, KOTOpPhIE BKIIOYAaeT B ceOs BBHIMOJTHEHHE
pPa3IMYHOTO poJa 3aJaHWid, KOTOPHIE OpPHEHTHUPOBAHBI Ha OoJjiee TIIyOOKOE YCBOCHHE
MaTepuaga U3yd4aeMOoU JUCIUTUTHHBI; MOJATOTOBKA K CEMHHAPCKHUM 3aHSATHSIM; TIOJITOTOBKA K
JK3aMEHY.

B cnyyae peanuszayuu oucyunaunvt ¢ JJOT ¢hopmam 3adanuii adoanmuposan ons naamgopmol
Moodle.

4.2. TunoBble MaTepHaJIbl TEKYLIEr0 KOHTPOJISA YCIeBAeMOCTH 00y4al0IMXCcst
Tunosble oeHOYHBIE MaTepHabl 10 Teme Nel

3ansaTue 1. Kpyraslii croJ, rpynnoBasi 1McKyccust
HpoaHanus‘upyzZme 6bICKA3bIBAHUA, OYEHUmME Ux, 6blCKaldxcume ce0e MHEHUe U ocnopvme
MOYKY 3pPEHU ONNOHeHmA.
1. The role of the competency model in the personnel management system.
2. Types of competencies: professional, special, corporate.
3. Methods for assessing and developing competencies
4. search sources and methods for selecting candidates for filling vacant positions;
5. "Filters” of personnel selection: vacancy announcement, resume and application form of the
candidate, testing, business games and cases.
6. The main types and stages of adaptation of employees.

10



7. Mentoring and coaching as adaptation technologies

8. Methods and technologies of business assessment of personnel. Their advantages and limitations.
9. "Short orientation test" (authors: V.N. Buzin, E.F. Vanderlik),

10. Organizational test,

11. Modified version of interpersonal diagnostics by T. Leary),

12. Myers-Briggs Typological Inventory (MBTI).

13. Carrying out the exercise "Slalom™ (preparation and solution of mini-cases
14. principles and technologies of adult education

15. advantages and limitations of various teaching methods;

16. structure of the corporate training program, types of exercises.

17. Types, types, models, career strategies.

18. Career crises and ways to overcome them.

3ausatue 2. Pemenue Kenc-3aganui

Hpoaﬂaﬂmupyﬁme qubopMauu;o, onpedeﬂume, ycmahosune u ykasicume ceoe OmHOULeHUe K
3ampoHymou meme, cghopmynupytime omeemsl Ha 60NPOCHL.

Case 1. Modernization of the personnel training system

"Synthetic* company. Business profile - supplier of key components of information
infrastructure, including design, supply, installation, launch and service. Structure - the parent
company and 5 branches. The number of employees - more than 300 people. The life of the company
is 8 years.

General situation. There was a change of owners of the company. A new CEO has taken over
the management of the company. One of the issues he paid special attention to was cost reduction. At
the meeting, the HR Director was given the task of presenting a reasonable report on the costs of
training employees, as well as proposals for optimizing the processes of maintaining and improving
qualifications.

The company has software developers, specialists in information security, design and
implementation of IT solutions, setting up IT infrastructure, sales specialists, and management
personnel. The organization actively cooperates with leading foreign and Russian enterprises -
software developers, solution and special equipment suppliers, system integrators.

For specialists of different categories, professional development events are very actively carried
out - both by the partners of the company and by full-time trainers.

The organization has a Training Center located in Moscow. There are no such structures in
regional branches. A large number of training programs for the development and implementation of
new technological solutions are mandatory, according to the results of their passage (periodic),
specialists receive certificates of conformity. Employees of regional branches study much less often,
mostly coming to the capital. Virtually no training is provided for sales professionals. For
management personnel, trainings are rarely organized by the Training Center.

Position of the Head of the Training Center. At the request of the HR Director, the Training
Center provided information, on the basis of which it was concluded that the budget for training
should be increased at least 2 times. Competing companies are much more active in improving the
qualifications of their personnel. Some of them have training centers in the regions, others have
organized distance learning and testing using e-learning and on-line technologies. From the point of
view of the representatives of the Training Center, the development of automated interactive courses
based on the materials of the Syntegrator IT practice may also be interesting and productive. The
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training center is ready to conduct programs for IT-specialists of customers, as well as open seminars
that could attract potential customers. The business plan for the development of the “market
direction”, presented by the Training Center, showed that this activity can become profitable in a
year. But if a positive decision is made, certain investments will be required.

Analysis of the effectiveness of training over the past period. HR specialists submitted a
large number of applications for training from company employees. Their analysis showed that the
forms of education existing in it, aimed overwhelmingly at the development of technical
competencies, clearly do not cover the existing needs. In particular, there is a lack of knowledge of
foreign languages in which the documentation provided by equipment suppliers is written. In
addition, it is clearly necessary to develop the skills of sales and work with clients from the
specialists of the relevant departments.

You are the Human Resources Director. You have been given a task: in the face of a general
trend towards cost reduction, to justify not only existing training costs, but also, possibly, to show the
need to increase these costs. The existing system of maintaining and improving the qualifications of
personnel should be changed. It should also be taken into account that staff turnover is gradually
increasing, and competition in the market for qualified personnel is fierce, although wages at
Syntegrator are slightly higher than the market average. There were complaints from customers about
the work of regional branches. The training center has prepared interesting proposals, but they need
to be further analyzed and evaluated. Obviously, more attention should be paid to the training of
branch specialists. Perhaps you should actively use distance learning or outsource this function to a
third-party organization. In any case, the proposal to modernize the educational process must be
reasonable and attractive to the company's management in terms of the ratio of the necessary costs
and the result obtained.

Questions and tasks

1. Determine what qualitative and quantitative indicators of the current state of the training
system in the company should be analyzed in order to prepare a reasonable report on the costs of
maintaining and improving staff skills.

2. Indicate possible criteria for evaluating the effectiveness of the training system from the
point of view of company managers.
3. Analyze the possible ways and forms of optimizing the educational process in terms of "price -
quality”, the necessary investment costs and the expected result, estimate the time frame for
upgrading the education system, taking into account the regions.
4. Prepare a proposal to improve the education system.

Tunosnie OLICHOYHBIC MaTEpPHAJbI IO TEME Ne2
3ansaTue 3. Cemunap (Bonpocshl 1Jisi 00Cy:KIeHHS)

H3znooicume meopemuueckue 0CHOBbl N0 OAHHOU meme (Oalime onpeoeiieHus, nepequciume u
Hazosume) u 0OOCHyUme (apcymeHmupylime u nPoOeMOHCmMpupylime) ceoe OmHouleHue K OaHHOU
meme (Ha KOHKpemHoM npumepe).

— The role of the competency model in the personnel management system.
— Types of competencies: professional, special, corporate.
— Methods for assessing and developing competencies

3ansaTue 4. [IpakTuyeckoe 3aHsiTHE
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Pabora B MaJIbIX rpynnax: pa3padoTrka u aHaJamu3 NpoQuis KoMIeTeHIHi.
Cobepume ungopmayuio no npedioxiceHHol meme, coeiaiime 0030p.
Turmossle MMOUCKO-MHAWBUAYAJIBHBIC 3aIaHU IJId IIPOBCPKU YPOBHA KOMIICTCHIIUN
1. Model and profile of competencies.

2. Types of competencies

3. Methodology for developing a competency profile.

4. Recruitment and selection of personnel as personnel technologies.

5. Screening interview.

6. Psychological diagnostics of professionally important personality traits.

7. Headhunting (headhunting),

8. Executive search.

9. On-line recruitment.

10. Screening.

TunoBble OLleHOYHbIE MAaTEPUAJIbI 110 TeMe Ne3
3anstue 5. Cemunap
Bonpocsr 1uist 06cyxienus:

H3znoorcume meopemuueckue oCHOBbl N0 OAHHOU meme (Oavime onpeoesieHus, nepequciume u
Hazoeume) u 0OOCHYlUme (apeymeHmupyume u NPOOeMOHCMPUpyme) ceoe omuouieHue K OaHHOU
meme (Ha KOHKPEeMmHOM npumepe).

- sources of search and methods for selecting candidates for filling vacant positions;
- "Filters" of personnel selection: vacancy announcement, resume and application form of the
candidate, testing, business games and cases.

3ansrtue 6. le1oBasi urpa

Cmolenupytime u Hayyumecb HAXO0OUMb camble ONMUMANbHbIE peulenus OusHec-3a0ay 6
npoyecce ucpbul, umooOwl npu 603HUKHO6EHUU peaﬂbnoﬁ cumyayuu Oblmb  CcnocobHbIM NpUHAMb
eOUHCMBEHHO npaesusibHsvle peuleHusl.
Business game "Hiring an employee." Discussion and analysis of the results of the business game.

Tunosbie oeHOYHBIE MaTepuabl 10 Teme Ned
3ansaTue 7. /lesioBasi urpa

Cmolenupytime u Hayyumecb HAXO0OUMb camble ONMUMANbHbIE peulenus OusHec-3a0ay 6
npoyecce ucpbul, umobul npu 603HUKHOB6EHUU peaﬂbHOﬁ cumyayuu Oblmb  CROCOOHBIM NPUHAMb
eOUHCMBEHHO npaesusibHsvle peuleHusl.
Work in small groups. Modeling the situation of an interview / interview (role-playing game) using
different styles and types of interviews. Analysis of the results of personnel interviews.Tumnossie
OIIEHOYHBIE MaTepualbl Mo TeMe No5

Tunosbie oeHOYHBIC MaTepuaJbI O Teme NeS
3ansaTue 8. Cemunap

H3znootcume meopemuueckue 0CHOBbl NO OAHHOU meMme (Oalime onpeoenienus, nepeyuciume u
Hazoeume) u 0OOCHyUmMe (apeymeHmupyume u npoOeMOHCMpupylme) ceoe OMHOUEHUe K OAHHOU
meme (Ha KOHKPEMHOM npumepe).
Bonpocs! 1uist 06cyxienus:
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— The main types and stages of adaptation of employees.
— Mentoring and coaching as adaptation technologies

3anaTue 9. [IpakTuyeckoe 3ansATHE

Cobepume unpopmayuio no npednoxcenHol meme, coeiaiime 0030p.
Work in small groups with subsequent discussion: development of a program of psychological and
organizational support for the adaptation of a newly hired employee.

TunoBble OleHOYHbIE MATEPUAJIBI 110 TeMe Ne6
3ansaTue 10. Cemunap

H3znoorcume meopemuueckue 0CHO8bl NO OAHHOU meMe (Oalime onpedeienus, nepeyuciume u
Hazosume) u 0OOCHylUme (apeymeHmupyume u npooemMoHCmpupylime) céoe OmHouleHue K OAHHOU
meme (Ha KOHKPEemHOM npumepe):
Bonpocsr 1uist 06cyxienus:
— Methods and technologies of business assessment of personnel. Their advantages and limitations.

3ansrtue 11. [IpakTuyeckoe 3aHATHE
Cobepume unpopmayuio no npednodxcenHol meme, coeiaiime 0030p.
I[I/IaFHOCTI/IKa JCJIOBBIX U JIMYHOCTHBIX KOMHGTGHLII/Iﬁ Ha OCHOBEC IICUXOJOI'MYCCKUX MCTOJUK:
- "A short orientation test" (authors: V.N. Buzin, E.F. Vanderlik),
— Organizational test,
— A modified version of interpersonal diagnostics by T. Leary),
— Myers-Briggs Typological Inventory (MBTI).
- Carrying out the exercise "Slalom™ (preparation and solution of mini-cases)

Tunosble olleHOYHBIE MAaTePUAJBI 0 TeMe Ne/
3anarue 12 [IpakTuyeckoe 3aHsiTHE

Cmoldenupytime u Hayuumecvb HAXO00UMb camvle ONMUMALbHbIE peuleHuss OuzHec-3a0ay 6
npoyecce uepvl, 4mooObl NpU BO3HUKHOGEHUU PedalbHOU cumyayuu Obimb CHOCOOHLIM NPUHAMb
€OUHCIMBEHHO NPABUTIbHbLE PeUleHUs.
Role-playing game "Conducting an assessment center"

Tunosbie oeHOYHBIE MaTepuabl IO Teme Ne8
3ansaTue 13 [IpakTHyeckoe 3aHATHE

Cmoldenupytime u Hayuumecvb HAX00UMb camvle ONMUMALbHbIE peuleHuss OuzHec-3a0ay 6
npoyecce uepvl, 4mobvbl NpU BO3HUKHOBEHUU DeaIbHOU cumyayuu Ovlmb CHOCOOHbIM NPUHAMD
€OUHCMBEHHO NPABUILHBLE PeULeHUsL.
Role play "Conducting a 360 degree assessment".

Tunosbie oeHOYHBIC MaTepuabl IO Teme Ne9
3ansaTue 14. Cemunap

H3znootcume meopemuueckue 0CHOBbl NO OAHHOU meMme (Oalime onpeoenienus, nepeyuciume u
Hazoeume) u 0OOCHyUmMe (apeymeHmupyume u npoOeMOHCMpupylime) ceoe OmMHoueHue K OaHHOU
meme (Ha KOHKPEeMHOM npumepe):
Bonpocs! 1uist 06cyxienus:
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— principles and technologies of adult education
— advantages and limitations of different teaching methods;
— the structure of the corporate training program, types of exercises.

3ansaTue 15. [IpakTnyeckoe 3ansATHE
Practicing the main types of training exercises (warm-up, relay race, work in a small group, case-
task, etc.)

TunoBble oneHOYHbIe MaTepUaJIbl 0 TeMe Nel(
3ansaTue 16. Cemunap
Hznoocume meopemuyeckue 0CHO8bl N0 OAHHOU meme (Oaiime onpeoenenus, nepevuciume u
Hazosume) u 0OOCHylUme (apeymeHmupyume u npooemMoHCmpupylime) céoe OmHouleHue K OAHHOU
meme (Ha KOHKPEemHOM npumepe):
Bonpocsr 1uist 06cyxienus:
— Types, types, models, career strategies.
— Career crises and ways to overcome them.
Career self-management.

3ansrtue 17. TectrupoBanue
Cocmaesbme cnucoxk omeemoes Ha 60Nnpocsvl mecma, 6blNOJIHAA 3610611—!1/!}1, Cd)OpM)UlupOGCZHHble 6

Kascoom eonpoce mecma.

1 Which managerial action does not apply to the functions of personnel management?

a) planning;

b) forecasting;

) motivation;

d) reporting;

e) organization.

2. Management personnel includes:
a) support workers;

b) seasonal workers;

C) junior service personnel;

d) managers, specialists;

e) main workers.

3. Japanese personnel management does not apply:

a) lifetime employment;

b) principles of seniority in payment and appointment;

c) collective responsibility;

d) informal control;

e) advancement in the career hierarchy depends on professionalism and successfully completed
tasks, and not on the age of the worker or length of service.

4. What disciplines are not associated with the system of labor and personnel sciences?
a) "Economics of labor™;
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b) "Transport systems";
¢) "Psychology";

d) "Physiology of labor";
e) "Sociology of Labor".

5 The job description at the enterprise is developed in order to:

a) determination of certain qualification requirements, duties, rights and responsibilities of the
personnel of the enterprise;

b) hiring workers for the enterprise;

c) selection of personnel for a certain position;

d) according to the current legislation;

e) achievement of the strategic goals of the enterprise.

6. The study of the personnel policy of competing enterprises is aimed at:
a) to develop new types of products;

b) to determine the strategic course of development of the enterprise;

c) to create additional jobs;

d) for re-profiling the activities of the enterprise;

e) to develop an effective personnel policy of your enterprise.

7. What does investing in human capital include?

a) investment in production;

b) investing in new technologies;

c) expenses for staff development;

d) investing in the construction of new facilities.

e) investing in improving the organizational structure of the enterprise.

8. Human capital is:

a) the form of investment in a person, i.e. the cost of general and special education, the
accumulation of a sum of health from birth and through the education system to working age, as well
as economically significant mobility.

b) investing in the means of production;

c) intangible assets of the enterprise.

d) tangible assets of the enterprise;

e) this is a set of forms and methods of work of the administration that provide an effective
result.

9. The functions of personnel management are:

a) a set of directions and approaches to work with personnel, focused on satisfaction
production and social needs of the enterprise;

b) a set of directions and approaches to improve the efficiency of the enterprise;

c) a set of directions and approaches to increase the authorized capital of the organization;
d) a set of directions and approaches to improve the strategy of the enterprise;

e) a set of directions and measures to reduce the cost of production.
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10. The potential of a specialist is:

a) a set of capabilities, knowledge, experience, aspirations and needs;
b) human health;

c) the ability to adapt to new conditions;

d) the ability to improve skills on the job;

e) the ability of a person to produce products

11. The horizontal movement of the worker provides for the following situation:

a) transfer from one job to another with a change in salary or level of responsibility;
b) transfer from one job to another without changing wages or level of responsibility;
c) release of the worker;

d) demotion of a worker;

e) promotion of a worker in a position.

12.Professiogram is:

a) a list of rights and obligations of employees;

b) a description of general labor and special skills of each employee at the enterprise;

c) this is a description of the features of a particular profession, revealing the content of
professional work, as well as the requirements for a person.

d) a list of professions that an employee can master within his competence;

e) a list of all professions.

13. What section does the job description not contain?
a) "General provisions™;

b) "Main tasks";

c) "Responsibilities™;

d) "Management powers";

e) Conclusions.

14. Intellectual conflicts are based on:

a) on a collision of approximately equal in strength, but oppositely directed needs, motives,
interests and hobbies in one and the same person;

b) clash of armed groups of people;

c) on the struggle of ideas in science, the unity and clash of such opposites as true and
erroneous;

d) on the opposition of good and evil, duties and conscience;

e) on the opposition of justice and injustice.

15. A conflict situation is:

a) clash of interests of different people with aggressive actions;

b) objects, people, phenomena, events, relationships that need to be brought to a certain
balance to ensure a comfortable state of individuals who are in the field of this situation;
C) the state of negotiations during the conflict;

d) definition of the stages of the conflict;

e) conflicting positions of the parties regarding the solution of any issues.
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16. At what stage of the conflict does a clear (visual) manifestation of sharp disagreements
appear,

achieved during the conflict:

a) start;

b) development;

¢) culmination;

d) ending;

e) . post-conflict syndrome as a psychological experience.

17. The latent period of the conflict is characterized by the following feature:

a) the parties have not yet declared their claims against each other;

b) one of the parties admits defeat or a truce is reached;

c) public exposure of antagonism both for the parties to the conflict themselves and for outside
observers;

d) extreme aggressive discontent, blocking of aspirations, prolonged negative

emotional experience that disorganizes consciousness and activity;

e) there are no external aggressive actions between the conflicting parties, but indirect methods
of influence are used.

18. A style of behavior in a conflict situation, characterized by the active struggle of an
individual for his interests, the use of all means available to him to achieve his goals -

This:

a) adaptation, compliance;

b) evasion;

c) confrontation, competition;

d) cooperation;

e) compromise.

19. A comprehensive assessment of work is:

a) assessment of professional knowledge and skills with the help of control questions;

b) determination of a set of estimated indicators of quality, complexity and efficiency of work
and comparison with previous periods using weighting factors;

c) assessment of professional knowledge, habits and level of intelligence with the help of
control questions;

d) determination of professional knowledge and habits with the help of special tests with their
further decoding.

e) assessment of professional knowledge, habits and intelligence level with the help of
sociological surveys.

5. OueHo4YHbIC MaTepHAIbI IPOMEKYTOYHOM aTTECTALMH MO JUCHHUIINHE
5.1. 3a4er ¢ OUEHKOI MPOBOAUTCH C MPUMEHEHHEM CJIeIYIOIHX MeTOoA0B (CPeACTB): B paMKax
C/1auy 3a4eTa ¢ OLIEHKON IMPEyCMaTPUBAETCS YCTHBIM OTBET CTYIEHTOM Ha MOJy4YEHHBIH BOIIPOC.

B cnyuae nposedenus npomedcymounou ammecmayuu 8 OUCMAHYUOHHOM — pedlcume
ucnoavzyemcs niamgpopma Moodle u Teams.
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5.2.

OueHoYHbIe MATEPHAJIBI IPOMEKYTOYHOM aTTeCTAIUU

KommnonenT IIpomeskyTOUHBIH/KII0OYEBOM Kpurepuii oueHuBanus

KOMIIETEHIIM U MHIUKATOP OLCHUBAHUS
YK-3.1 Cnoco0eH | JleMOHCTpHpYeT MOHUMaHKue NpUHIUIOB | KoppekTHO oTpeieeHbl o01ue u
JAEMOHCTPHUPOBATH KOMaHI[HOfI pa60TI)I )5 HCTIOJIB3YET | TeXHOJIOTHYECKUE (byHKHI/H/I
TMOHMMAHHE  MPUHIUIOB | NOTCHIHMAN JMYHOCTH K MOCTOAHHOMY | viepepiMenTa, OpraHU3aIMOHHEIE GOPMbI
KOMaHIHON pabOThl W | pa3BUTHIO, BbIpabaThIBasi KOMaHAHYIO

KOJIJIEKTUBHOT'O yIpaBieHUS,

UCIIOJIB30BaTh MOTEHIHAN | CTPATErHIO ISt JOCTHKEHUS

JUYHOCTHU K MIOCTOSTHHOMY
pPa3BUTHIO, BEIpadaThIBas
KOMaH/JHYI0  CTPaTeruio
IS JIOCTHOKEHHS
IMOCTaBJICHHOH IIEJIH.

MOCTaBJICHHOM OCIIn.

NICUXOJIOTMYECKHE
aCIHEKThl KaJpOBOTO MEHEIKMEHTA.
[IpaBunbHO mnpUMEHUMBI (eaepalbHble |

oTpacieBble HOPMATHUBHEIC MIPaBOBBIC
JMIOKYyMEHTBI B  00JacTH  peryJIHpOBaHHS
TPYAOBOU JIeSITeIbHOCTH TYPHCTCKUX
pPabOTHHKOB.

YéTko BBIABICHBI NPOOJIEMBI W MPAaBUIBHO
HalIeHb! CIOCOOBI UX PEIICHMS IIPU aHAIN3E
KOHKPETHBIX ITPOU3BOJACTBCHHBIX CI/ITyaHI/II\/'I B
001aCTH KaJpOBOr'0 MEHEKMEHTA.

Yérko chOpMyITHPOBAHBI CBOH
MOTEHIMAIbHbIE BO3MOXXHOCTH U COCTaBJIEH
IUIaH HX MAaKCHUMaJbHOW peaju3alud B
pamKax cBoel npodecCHOHATLHON
JeSITEbHOCTH.

Joctur mocTaBI€HHBIX pe3yIbTaToOB B

COOTBETCTBUM C IIPUHATOU IPOrpaMMOil.

VYK-4.1 Cnocoben
OCYILECTBIATH
aKaJeMHIYECKOE u
npodeCcCHOHATBEHOE

B3aMMOJCUCTBHE, B TOM
YHCclie Ha HMHOCTPAHHOM
SI3BIKE M HCIIOJB30BAaTh
COBpPEMEHHBIE
UHPOPMAaITUOHHO-
KOMMYHUKATHBHbBIE
cpeacTBa
KOMMYHHUKAIIHH.

IS

OcyliecTBIsCT  aKaJIeMHUYeCKOe |
npoecCHoHaIbHOE B3aUMOJCHCTBUE, B
TOM YHCJIC HAa HHOCTPAHHOM SI3BIKEC H
HCIIOJIB3YET COBPEMEHHbIC
WHPOPMAITMOHHO-KOMMYHUKATHBHBIC
CpeZicTBa U1 KOMMYHUKAIIAHU.

BeicTpoeHa BHYTpEHHs JIOTMKA JI€J10BOM
KOMMYHUKAIIUH.

Craplmut cobecenHuKa.

B TekcTe He HOMyIeHO SA3BIKOBBIX OIIUOOK.
BeinosHeHbl TpeOoBaHUSA 1O O(POPMIICHHUIO
JIOKYMEHTA.
Copnepxanue JOKyMEHTa JOTUYECKH
BBICTPOGHO B COOTBETCTBHH C BEIOpaHHOW
(dhopmoii.

He wucnbIThIBaeT 3aTpyAHeHHMI B BbIOOpE
SI3BIKOBBIX CPEJICTB.

Peus rpamoTHas, cBoOOIHAS.

CrapimuT cobeceHUKa afleKBaTHO pearupyer
Ha €ro apryMeHTaIHIo.

He nomyckaeT pe4eBbIX ONIHOOK.

Bnaneer crierupuaeckoin JIEKCHUKOM,
pacrpocTpaHeHHOH B IeJI0BOi cdepe.
Hcnonp3oBana crnenuduyueckas JEKCHKa,
MpUMEHsieMas B IeJIOBOH cdepe.

[IpaBunbHO  cobpana,  oOoOmeHa
npejcTaBieHa WHPOpPMaIUs O pe3yibTrarax
npodecCHOHANBHON AESTENbHOCTH.

YETKO ompeneneHbl COBPEMEHHBIE CIOCOOBI

MIPEICTABICHUS PE3YIbTATOB aKaJIeMHYECKON
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KoMmmnoneHnr
KOMIIeTeHIUH

ITpomexyTOYHBIN/KIH0YeBOH
HHIUKATOP OLlCHHUBAHHUS

Kpurepnuii onenuBanuns

" npodecCHOHATEHON JeSITeTbHOCTH
TYpPUCTCKOTO paboTHHUKa,

CpaBHUTCJIbHAA XapaKTCPUCTHKA: TCKCTOBBIC

sCHa nx

paboThL, YCTHEIE

BUACO(PUIIHMEI.

BBICTYIIJICHUS,
MPE3CHTALINH, 3HaTh
(hakTOpBI, BIUAIONIME HA BBHIOOp CTHWIA W
(hopM OOIIEHHS C PA3TUIHBIMH AYAUTOPUIMHA
YY4aCTHUKOB COBMECTHOM JICATEITBHOCTH.
Xopomio BiajiceT WHOCTPAHHBIM SI3BIKOM B
o0beMe, HEOOXOOAMMOM ISl BO3MOKHOCTH
YCTHOH ¥ THMChMEHHOW KOMMYHUKAIUU H
nony4yeHus: WHMOpMAIMKA W3 HHOCTPaHHBIX
HMCTOYHUKOB.

[TpaBUIbHOE HWCMONB30BaHHE COBPEMEHHBIX
CpEACTB UH(POPMAITUOHHO-
KOMMYHUKAIIUOHHBIX TEeXHOJIOTUH.

VK-5.1
OCYILIECTBIATh
COIMATIFHYIO TIOJUTHKY H
COLIMaILHOE pa3BUTHE
OpraHu3alliid C y4YeTOM
MEXKYITBTYPHOTO
B3aUMOJICHCTBHS.

Crocoben

Ocy1uiecTBiseT COUAIBHYIO MOIUTUKY U
CoLlMaJbHOE pa3BUTHE OpraHU3aluU C
y4eToM MEXKYJIbTypHOTO
B3aUMOJICHCTBUA.

AddexTrrHO BBISIBIISICT CYIIIHOCTh
B3aMOCBSI3M  COLMAJIBHOW  MOJHMTHKH H
AKTyalbHOTO COCTOSIHUS COIUATILHOMN Cephl;
OCHOBHBIC  TCHICHIIMM U  MEXaHH3MbI
yIpaBJieHHsI B COUABHOH cdepe.

Yetko GopMyTUpyeT OCHOBHBIC MPHHIIHIIEI
PYKOBOJICTBA KOJJICKTHBOM B cdepe CBOei
npo¢ecCHOHANBEHON AEATENBHOCTH.

YeTko (GOpMYIHPYET OCHOBHBIC MPUHIIUIIBI
TOJICPAHTHOTO PYKOBOJICTBA KOJIJICKTHBOM B
YCIOBHSIX HaJTMYHS COIMANIBHBIX,
ITHUYECKHUX, KOH(ECCHOHATTbHBIX "
KYJIbTYPHBIX pa3jIH4ui B KOJUICKTUBE.

Tunosbie OLleHOYHBIC MATEPHAJIBI IPOMEKYTOYHON ATTECTALIUH

H3noosrcume meopemuviecKkue OCHO6bl

Bonpocsl k 3auery
no oOaunnoii meme (Oaiime onpeoenenus,

nepeuuciume u Hazoeume) u 000CHyume (apymeHmupyime u npooemoHcmpupyiime) ceoe

OmHouwenue K OAHHOU meme (Ha KOHKPEemHoM npumepe):
1. The concept of modern personnel-technology
2. Scope of application of modern personnel technologies
3. Theoretical approaches and principles for the development of personnel management

technologies.

4. Key factors of an effective personnel management system.
5. Model and profile of competencies.
6. Types of competencies

7. Methodology for developing a profile of competencies.

8. Recruitment and selection of personnel as personnel technologies.
9. Selection interview.
10. Psychological diagnostics of professionally important personality traits.
11. Headhunting (headhunting),

20




12. Executive search.

13. On-line recruitment.

14. Screening.

15. Outsourcing,

16. Qutstaffing,

17. Freelance,

18. Staff leasing.

19. Competency interview.20. Ctpecc-HHTEPBBIO.

21. Adaptation as a personnel technology.

22. Psychological support of adaptation processes.

23. Adaptation of young professionals.

24. Secondment (secondary training when applying for a job),
25. Buddying (friendship),

26. induction, welcome - trainings for beginners.

27. Mentoring.

28. Shadowing (to be a shadow).

29. Business assessment of personnel as personnel technology.
30. Expert survey.

31. 360 degree evaluation.

32. Assessment center.

33. Basket method.

34. Portfolio.

35. Personnel training as personnel technology.

36. Types of staff training and their effectiveness.

37. Methods of staff training.

38. Training.

39. Business game

40. Case

41. The concept of a career, its types, types, models and strategies.
42. Career management

43. Career self-management

44. Personnel reserve

45. Possible mistakes in the implementation of modern personnel - technologies.

IIkana oueHUBaHUA

OneHka pe3yabTaTOB MPOU3BOAUTCS ~ Ha OcHOBe [lonokeHHst O TEKylleM KOHTpOJie
yCIIEBAEMOCTH OOYYAIOIIUXCS U NMPOMEKYTOUHOM aTTeCTallMM OOerarmuxcs mo o0pa3oBaTeIbHbIM
nporpaMMaM  CpellHEero MNpo(ecCHOHAIBHOIO W BBHICIIEr0 00pa3oBaHus B  (eaepalbHOM
roCyJapCTBEHHOM OFO/DKETHOM| 00pa30BaTeIbHOM YUpEeXJIEHHH BhIcIIero odpasoBanus «Poccuiickas
aKaJeMUN HApOJHOI0 XO34lCTBa W TOCYIapCTBEHHOW cmyxObl mpu I[Ipesmpente Poccuiickoit
®enepanuny», yreepxkaeHHoro Ilpukasom Pekropa PAHXul'C npu Ilpesunenre PO or 30.01.2018 r.
Ne 02-66 (.10 pasnena 3 (mepBwiii ab3am) u m.11), a Taxke Pemenuss Yuenoro coera CeBepo-
3anagHoro uacrutyra ynpasienus PAHXul C npu [Ipesunente PO ot 19.06.2018, npoTtokon Ne 11.
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Onpoc POBOIUT NPENOAABATENb 10 BCEM TeMaM JWCHUIUIMHBI. 3HAHUS, YMEHUS, HABBIKH
CTylleHTa TpU TPOBEICHUU ONpPOCa OLEHHBAIOTCS «3a4TCHO», «HE 3auTeHo». OCHOBOH Juis
OIIPCACIICHUA OLCHKU CIIYXXUT YPOBCHb YCBOCHHA CTYyACHTAMU Marcpuaaa, HNpCAyCMOTPCHHOI'O
JTaHHOM paboueil mporpaMmoit.

Ounenka TpeGoBanusi K 3HAHHSM

JlaH T1oNHBIM, pa3BEPHYTHIM OTBET HA IIOCTABJIECHHBIM BOIPOC; IIOKA3aHa
COBOKYITHOCTb OCO3HAHHBIX 3HaHUH 00 OOBEKTE W3Yy4EHHs, [10Ka3aTeIbHO
PaCKpBITEl OCHOBHBIE TTOJIOKEHHS (CBOOOIHO ONEpUpPYET NOHATHAMU, TEPMUHAMH,
«3a4TCHO» MEpCOHANMAMU W Jp.); B OTBETe NPOCICKUBACTCS UETKas CTPYKTYpa,
BBICTPOCHHAss B JIOTMYECKOW  TOCIENOBATEIBHOCTH;  OTBET  M3IJI0KEH
JINTEPATYPHBIM TPAMOTHBIM S3BIKOM; Ha BO3HHMKIIME BOIPOCHI IPETNOAABATENL
MArucTpaHT JaeT 4ETKUE, KOHKPETHBIE OTBETHI, ITOKA3blBas YMEHUE BBIACIATH
CYILIECTBEHHBIE U HECYLIECTBEHHBIE MOMEHThI MATEpUaIIA.

JlaH HemoJHbBI OTBET HA MOCTABJIEHHBIN BOIPOC, JIOTUKA U TOCIEI0BATEIbHOCTD
«He 3aureHO» W3JI0KEHUS HMEIOT CYLICCTBEHHBIE HAPYIUEHHUSA, HONIYIICHBI CYIIECTBEHHBIE
OomKOKN B M3JI0KEHUH TCOPETHUYECKOTO MaTepHaia W yIOTpeOJICHUH TEPMUHOB,
MIEPCOHANIUI; B OTBETE OTCYTCTBYIOT IOKA3aTEJIbHBIC BBIBOJIbI; peUb HErPaMOTHAsI.

3auer ¢ oneHkoMi

Ha «OTIM4YHO» OIICHHMBAaeTCs OTBET, JEMOHCTPUPYIOIIMH TJIyOOKOe 3HAHUE BCEro
IIPOrpaMMHOI0 MaTepuaja MO AMCLUUIUIMHE, CBOOOAHOE BIIAJICHUE MOHATUIHBIM ammaparomM H
TEPMHUHOJIOTUEN TUCUUIUINHBI, 3HAHHE OCHOBHOM U 3HAKOMCTBO C JIOTIOJHUTEIbHON JIMTEPATYPOH.

Ha «xopomo» oOleHHBaeTCsl OTBET, JEMOHCTPUPYIOIIMN 3HAHUE KIHOYEBBIX MpolieM
IIPOrpaMMbl U OCHOBHOT'O COJEP)KaHHUs JIEKIIMOHHOTO Kypca, YMEHHE I0JIb30BaTbCSl INOHATHUHHBIM
anmapaTroM, 3HaHUE OCHOBHBIX paboT U3 CIHMCKA PEKOMEHI0BAaHHOH JINTEpaTypHhI. Ha
«YAOBJICTBOPUTEJIbHO» OLICHUBAETCS OTBET, JEMOHCTPUPYIOLIUI JHIIbL (parMEHTapHbIE 3HAHUS
OCHOBHBIX pPa3[eJOB IMPOrpaMMbl M COIEPKAHMSA JIEKHMOHHOTO Kypca, 3aTpyIHEHHs C
HCIIOJIb30BAaHUEM IMOHATHWHOIO aIapaTa ¥ TEPMUHOJOTHH JUCLHUIIMHBL, YACTUYHOE 3HAKOMCTBO C
PEKOMEHI0BaHHOM JIUTEPATYPOH.

OneHka «HeyI0BJIeTBOPHTEIbHO» CTaBUTCA IPU OTCYTCTBUH JHOO OTPHIBOYHOM
MPEJCTaBICHUN Y4eOHO-IIPOrPaMMHOI0 MaTepuala, OTCYyTCTBUYM 3HAHUSI OCHOBHBIX pa0oT U3 CIMCKA
PEKOMEHI0BAaHHOU JIUTEPATYPBHI.

OneHka «OTJIMYHO» BBICTABISETCA CTYICHTY, €CIM OH IJIIYOOKO M IPOYHO YCBOMII
MIPOrpaMMHBIM MaTepua, HCYEepIbIBAIONIE, MOCJIEI0BATEIbHO, YETKO M JIOTMUECKH CTPOHWHO €ro
U3JIaraeT, yMeeT TECHO YBA3BIBATH TEOPHIO C IMPAKTUKOW, CBOOOJHO CHpaBisieTcsl € 3ajaydaMu,
BONPOCAaMHU U JAPYIMMH - BUJAMM NPUMEHEHUs 3HAHWH, MpUYEM HEe 3aTPYyJIHSETCS C OTBETOM IIpH
BUJOM3MEHEHUM 33JaHMM, HCIIONb3YyeT B OTBETE€ MaTepHall Pa3iM4YHOM JINTEpaTypbl, IPaBHIBHO
00OCHOBBIBACT MPHUHATOE HECTAHAAPTHOE peIIeHUe, BIAJAECET PA3HOCTOPOHHHUMU HaBbIKAMHU U
IIpUEeMaMH BBITIOJHEHUS MPAKTHYECKUX 33/1a4 M0 (POPMHUPOBAHUIO KOMITETEHIIHH.

6. MeToanyeckue MaTepuaJibl 10 0CBOCHHIO TUCHUIIIMHBI
CTyaeHT omycKaeTcsl K 3a4eTy Mo AUCIUIUIMHE B CIydae BBIMOJTHEHUS UM BCEX 3aJaHUN U
MEPOTPUSITHH, MPETYCMOTPEHHBIX TPOTPAMMON TUCIIUILTAHEI.
3ader ¢ OIEHKOW TMPOBOJMUTCS B MEPHOJ CECCHU B COOTBETCTBHHM C TEKYIIUM TrpaduKOM
y4eOHOT0 TIpollecca, YTBEP)KICHHBIM B COOTBETCTBHMU ¢ YycTaHOBJIEHHBIM B C3UY mopsiakom.
[TpomomKUTENBHOCTS 3aUeTa C OIEHKOW IS KaXKJIO0ro CTYACHTa HE MOJXKET IMPEBBIINIATh YETHIPEX
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aKaJIeMUYECKUX YacOB. 3a4€T C OLICHKOW HE MOXET HauumHaTbcs paHee 9.00 4acoB M 3aKaHUMBATHCS
no3aHee 21.00 ygaca. 3adyer ¢ OLEHKOM IPOBOAMTCS B ayJUTOPUHU, B KOTOPYIO 3aIlyCKAIOTCS
OHOBPEMEHHO He Oonee 5 dYenoBeK. BpeMs Ha MOATOTOBKY OTBETOB IO OWJIETYy KaxIOMYy
oOyuatomemycs orBoautcs 45 MuHyT. [Ipu siBKe Ha 3a4eT ¢ OIEHKON O00y4Jaromuiics JOKCH HMETh
npu cebe 3adeTHYIO KHIDKKY. Bo BpeMs 3adera ¢ OLEHKOW  oOydaromipecs MO PELICHHIO
npernojaBaTesis MOTYT TOJb30BaThCs y4eOHOM MpOrpaMMoil TUCHUIUIMHBI M CIIPABOYHOM
JIUTEPATYPOIl.

B ciuywae mnpoBeneHus 3ayeTra, MNPENOJABATEN0 IPEJOCTABISIETCS IPaBO  3a]aBaTh
MarvcTpaHTaMm JOMOJIHHUTEIbHBIE BOIPOCHl B paMKax pabodeil yueOHOU MporpaMMbl AUCLUILINHBI B
o0beMe, He TIpeBbImaroeM o0beMbl Owiera. [Ipu cmaue 3auera, MarucTpaHT, WCHBITHIBAIOLIMNA
3aTpyJHEHUS TPU IMOATOTOBKE K OTBETY II0 BOIIPOCY, UMEET IPaBO IOJIYYUTh Y IPENOJaBATEINs
BTOPOI BONPOC C COOTBETCTBYIOLUIMM IIPOAJIEHUEM BPEMEHHM Ha MOAroToBKY. llpu »sTom
OKOHYAaTEJIbHAs OLEHKA CHUKAETCs Ha o uH Oay1. BeiOop TpeThero Bompoca He JoIycKaeTcsl.

OueHka 3a 3a4eT MPOCTABIIAETCS B 3K3aMEHALMOHHOMW BEJIOMOCTHM M 3a4YETHBIX KHMXKKaX
MarucTpaHTOB, IIPY TOM OLEHKH «HE3a4€T» B 3aUETHYIO0 KHH)KKY MAaruCTpaHTOB HE IPOCTABIISIOTCS.

O6yuenune no quctumiuHe b1.B.J[B.04.01 «HHOBanmOHHbBIE IEPCOHANI-TEXHOIOTHH MTOATOTOBKHU
Typuctckux kaapo / Innovative personnel-technologies for training tourist personnel» npeamnonaraer
M3Y4YE€HHE Kypca Ha ayJUTOPHBIX 3aHATUSX (JIEKLIHMU U MPAKTHUECKUE 3aHSTHUS) U CAaMOCTOSITEIbHON
paboTBl CTYIEHTOB, BKIOYas TOATOTOBKY K 3a4éry. [IpakThueckue 3aHATHS TUCIMILIHHEI
b1.B.IB.04.01 «/HHOBalMOHHBIC TIEPCOHAT-TEXHOJIOIUU MOJTOTOBKH TYpPHUCTCKUX KaapoB /
Innovative personnel-technologies for training tourist personnel» npennonararoT uX NPOBEACHUE B
pa3nuYHbIX (JOPMaXx C LIEJIbIO BBISBICHUS MMOJYY€HHBIX 3HAHUN, YMEHUH, HABBIKOB U KOMIIETCHIIUH.
Iloozomoexa Kk nekyuu

C uenbio o0ecrieueHus yCrenHoro 00y4eHus CTyIeHT I0JKEH TOTOBUTHCSA K JIEKIIUH,

MIOCKOJIbKY OHa SIBIISIETCS BasKHEHIIe popMoii opraHu3anuu yueOHOro mpoiiecca, MOCKOIbKY:

— 3HAKOMMT C HOBBIM yY4eOHBIM MaTepHaIOM;

— pa3zbscHsET yueOHbIE 3JIEMEHTHI, TPYIHbIE ISl TOHUMaHUS;

— CHCTeMaTU3UpPYyeT yueOHbII MaTepHalt;

— OpHEHTHPYET B yueOHOM Mpoliecce.

Iloozomoexa K neKyuu 3aK1104aemcs é c1edyruiem:

— BHHMATEJIbHO IPOYUTANTE MaTEpUall IPEABIAYIIEH JIEKINN;

— Y3HaiiTe TeMy NpeACTOosIEeH JeKIUH (10 TEMaTHYeCKOMY IUIaHy, 10 HHPOPMALIUH JIEKTOpa);
03HaKOMbTECH C YUEOHBIM MaTepUaIOM MO YUEOHUKY U Y4€OHBIM ITOCOOUSIM;
rocrapaiTech ysICHUTb MECTO U3y4aeMOW TEMBbI B CBOEH MpoQeccuOHaNbHON MOArOTOBKE;
3aMMIIUTE BO3MOXHBIE BOIIPOCHI, KOTOPBIE BbI 3a1aJUTE JIEKTOPY HA JIEKLUH.

Iloozomoexa kK npaKkmuueckum 3aHAMUAM:

— BHUMATEJIbHO IPOYNUTANTE MaTepuan JIEKIUN OTHOCAIIMXCA K JaHHOMY CEMHUHApCKOMY

3aHSATHUIO, 03HAKOMBTECh C YUEOHBIM MaTEpHAIOM IO YUEOHUKY M YUE€OHBIM ITOCOOUSIM;

— BBIIUIINATE OCHOBHBIE TEPMUHBI;

— OTBETbTE HA KOHTPOJbHBIE BOIMPOCHI MO CEMHUHAPCKUM 3aHATUSM, TOTOBbTECh J1aTh

pa3BEpPHYTHIN OTBET HA KaXbIl U3 BOIIPOCOB;

— YSCHHUTE, KaKue y4eOHbIe JIEMEHThI OCTAJINCh ISl BaC HESICHBIMU U MOCTapalTech MOIYYUTh

Ha HHUX OTBET 3apaHee (IO CEMMHAPCKOTO 3aHATHS) BO BpeMs TEKYIIUX KOHCYJIbTalUil

MpenojaBaTens;

23



— TOTOBUTHCSI MOKHO WHAWBUIYAIIbHO, TIApaMH WM B COCTaBE MaJOH TPYHIbI, MOCIEIHUE
SBISIIOTCS (D PeKTUBHBIMUA popMaMu pabOTHI.

Iloozomoexa k onpocy nipeAcTaBisieT cO00W MPOSKTHUPOBAHUE CTYACHTOM OOCYXKICHHsS B TPYIIIE B
dbopMe aucKyccuu. B 3THX 1eNnsx CTyACHTY HEOOXOAUMO:

— CaMOCTOSTEIBHO BBIOpATh TeMy (TpoOiieMy) AJisi IPOBEIEHHS OIPOCa;

— pa3paboTatb BONPOCHL, MpoAyMaTh MpoOJeMHBbIE CHTyallud (C  HCHOJIb30BAaHUEM

MEePUOINYECKON, HAYYHOH JINTEPATyphl, a TAK)KE HHTEPHET-CAUTOB);
— pa3paloTaTh IUIaH-KOHCIEKT OOCYXIEHHUS C yKa3aHHEM BpPEMEHHU OOCYXKJIEHHS, BOIPOCOB,
BApUAHTOB OTBETOB.

BriOpannas crymenTom Tema (mpoOjiema) TOJDKHA OBITh aKTyajdbHa Ha COBPEMEHHOM JTare
pa3BUTHSA, JODKEH OBITH MPECTAaBIICH MOJPOOHBIN MIaH-KOHCIIEKT, B KOTOPOM OTPa)KEHbI BOMPOCHI
JUIS JTUCKYCCHHM, BpPEMEHHOM perjaMeHT OOCYXKICHHs, JaHbl BO3MOXHBIE BapHaHThl OTBETOB,
MCIIOJIb30BaHbI PUMEPHI U3 HAYKU U IPAKTUKH.

MeToauyeckne yKa3aHUsA M0 OPraHU3aIUU CAMOCTOSITEILHOI padoThl

CamocrosTenbHas BHeayJUTOpHAsh padoTa MO KypCy BKIIOYAET MU3ydeHHE Y4eOHOH M HaydHOU
JTUTEpaTyphl, MOBTOPEHUE JICKIIMOHHOTO MaTepuasa, MOATOTOBKY K MPAKTUYECKUM 3aHITHSIM, a
TaKXe K TEKYIIEMYy U UTOTOBOMY KOHTPOJIIO.

[IpakTuueckne 3aHATUS TMPEIYyCMAaTPUBAIOT  COBEPIICHCTBOBAHME HABBIKOB  PabOTBHI ¢
AyTeHTUYHBIMU TEKCTaMU M JIEKCUKO-TPAaMMaTHUYECKUM MaTepuaioM, METOAOJOTHH H3yYCHHS
MpeIMeTHOM crienupuKu Kypca

Bompocel, He paccCMOTpEeHHbIE Ha JIGKIMSIX M MPAKTHYECKUX 3aHATHSX, JOJDKHBI OBITh H3y4YEHBI
MarucTpaHTaMM B XOJI€ CaMOCTOSITENIbHON paboTbl. KOHTponb camMoOCTOSTENbHON paboThI
MarucTpaHTOB HaJ y4eOHOM MpOrpaMMor Kypca OCYIIECTBISECTCS B XOJ€ MPAKTHYECKUX 3aHATUN
METOJIOM YCTHOT'O OINpOCa MM OTBETOB HA KOHTPOJBHBIE BOIMPOCH TeM. B xoae camocTosTeNbHOU
paboTHl Kablii MAaruCTPAHT O0S3aH MPOUYUTATh OCHOBHYIO M TIO BO3MOKHOCTH JIOMIOJIHUTEIBHYIO
auTepaTtypy 1o uszydaemod Teme. OOyuaromuics JOJDKEH TOTOBUTHCS K MPEACTOSALIEMY
MPAKTUYECKOMY 3aHSATHIO IO BCEM, OOO3HAUYEHHBIM B METOJMYECKOM MocoOuu Bompocam. He
MPOSICHEHHBIE (IMCKYCCHOHHBIE) B XOJI€ CaMOCTOSTEIHHONW PabOTHI BOIPOCHI CJIENYeT BHIMUCATH B
KOHCIEKT JIEKIIUI 1 BIOCIEICTBUU MPOSCHUTH UX HA MPAKTUUECKUX 3aHITUAX WA WHIUBUYaTbHBIX
KOHCYNbTAIUAX C BEAYUIUM MPEMNO0/IaBaTEIIEM.

CamocrosiTenbHass paboTa oOyJaronuxcsl MpearnoiaraeT u3ydeHue B COOTBETCTBUU C JaHHBIMH
METOJAMYECKUMHU PEKOMEHJAIUAMH YYEOHOW M HAyYHOU JUTEpaTyphl, HOPMATUBHBIX JOKYMEHTOB,
JAHHBIX HAyYHBIX HWCCJEJIOBAHHMM, MaTEepUATIOB HHTEPHET-UCTOUYHHUKOB, a TAKXKE  BBHINIOJHECHHE
MPaKTUYECKUX 3aJaHui, TMOJATOTOBKY JOKJIAMOB M pedepaTa, MOATOTOBKY K TECTUPOBAHUIO U
KOHTPOJBHON paboTe, K OMpocaM Ha 3aHATUAX U K 3aUeTy. PekoMeHIaluu 1o Hay4yHo# JuTepaType,
MH(OPMAIIMOHHBIM UCTOYHUKAM U y4EOHO-METOJUIECKOMY O0ECTIEUEHUIO0 CAMOCTOSTENBHON PabOThI
coJiepkatcs B paznenax 6 u 7 nannoit PII/I.

Y4eOHO0-MeTOoAMUYECKOE 00ecIeYeHHe CAaMOCTOATEIbHON padoThl
1. bazapos, T.FO. TexHomorusi 1EeHTPOB OIEHKH TMEpPCOHANA: TPOIECCHl M Pe3yabTaThl: TPAKT.
mocoOue [ Coll. TICUXOJI0TOB, MEHEKEPOB 1O TiepcoHany, kaaposukam u ap| / T.FO. bazapos.
—M.: KHOPVC, 2014. - 304 c.
2. Bonrun, H.A. Kelic-cTany B TOATOTOBKE 3KOHOMHUCTOB M MEHE/KEPOB: YICOHUK I CTY/I. BY30B
/ H.A. Boarun, FO.I'. Oneros, O.H. Bonruna. — 2-¢ uza. — M.: JlamkoB u K*, 2014. — 440 c.
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. Bomonmuna, H.B. AnanTanus nepcoHana: pOCCHMCKUAN OIBIT TOCTPOSHUST KOMIUIEKCHON CUCTEMBI /
H.B. Bonomuna. — M.: Dkemo, 2015. — 240 c. Kpeivos, A.A. Bl — ynpaBnstonuii nepcoHaiom /
A.A. Kpbimos. — M.: Bepmuna, 2014. — 320 c.

. Eropmun, A.Il. VYnpaBneHue mepcoHaaoM: y4eOHUK JUis CTy[d. BY30B, oOyd. TO CIHell.
«Ynpasienue nepcoHanom», «MenemxmenT opranuzanun» / A.Il. Eropmmn. — 4-e u3a., ucnp. —
H.Hosropoa: U3n-Bo Huwxeropos. nH-Ta MeHeDKMeHTa U OusHeca, 2015. — 720 c.

. Kypasnes, I1.B. Texnonorus ynpasnenus nepconaaom. HacronpHas kaura meremkepos. / I1.B.
Kypasnes, C.A. Kapramos, lO. I'. Oneros, — M.: Ox3amen, 2015. — 576 c.

. 3aitiieBa T.B. Ynpapnenue nepcoHanoM: y4eOHHK JJIs CTYICHTOB 00pa30BaT. YUPEKIACHUN CPE]I.
npod. obpazosanus / T. B. 3aituesa, A. T. 3y6. - M.: DOPYM : UHOPA-M, 2013. - 336 c.

. Kapramos, C.A. Pexpyrunr: Haiim niepconana: yued. nocooue mis crya. / C.A. Kapramos, FO.T'.
Oneros, U.A. Kokopes; o pen. FO.I'. Onerosa. — M.: Dx3amen, 2015. — 320 c.

. Kubanos A. 4. VYhpapineHue MEepCOHAJIOM OpraHu3aldu: CTpaTerusi, MAapKETHHT,
WHTEpHALMOHAIN3aU: y4eb. mocoOue Jisi CTYJIEeHTOB, [MarucTpaHToOB, aCHUPAHTOB], 00yY. IO
Hampasil. "MenemkmenT" u "Ynpapnenue nepconaioM” / A. 5. Kubanos, U. b. Jlypakosa. - M.:
NHO®OPA-M, 2013. - 301 c.

. Morunéskun, E.A. HR-unctpymeHTsl: mpakTuueckas oieHka. Kak ompenenutb COTpyJHUKOB,
KOTOpBIE MOTYT JaTh MaKCHMAJIbHBIA pe3ynbpTa: ydeOHo-TpakTHueckoe mocodue / E. A.
Morunéskun, A.C. Hosropoaos, C.B. Knunukos. — CI16.: M3a-Bo «Peuby, 2012. — 320 c.

10.  VYmparieHHE TIEPCOHAIOM OPTaHHU3AIUU: MPAKTUKYM : y4el. TocoOue i CTYACHTOB BY30B /

[aBT.: A. 5I. KuGanos, U. A. Barkaesa, JI. K. 3axapos u ap.] ; mox pen. A. 5. Kubanosa ; ['oc. yH-

T ynpasjieHus. - 2-¢ u3., nepepad. u gom. - M. : UHOPA-M, 2013. - 365 c.

11. VYrpasiaenue nepcoHagoMm: SHImKIoneaus : [okojgo 3500 tepmuuoB] / [aBT. kom.: A. .

Kubanos, B. B. Bogsnosa, E. H. I'ankuna u ap.] ; nox pen. A. S1. Kubanosa. - M.: UTHOPA-M,

2013. - VI, 554 c.

38}13HI/IH JJIS1 CAMOCTOSITEIbHOI MOAr0OTOBKH K 3aHATHUSM JEKIIMOHHOTO U CEMHUHAPCKOIo
THIIOB
Hepeqeﬂb H TeMAaTUKA CAaMOCTOATEC/JIbHBIX paﬁoT CTYACHTOB 110 JUCIHUIIJIMHE

1.1 IloaroroBka cBOAHOI TA0UIbI: HCTOYHUKH MOUCKA M MOA00PA NMepcoHaia

HcTounuk moncka MPpEUMyIIECTBA OrpaHUYCHUA MpUMEYaHUA

1.2 MloaroToBKAa CBOAHOI TA0JIMIIBI: METOABI 1€J10BOI OLEHKH MEePCcoHAIa

MeTtonas! NpeumMyniecTBa OrpaHU4YCHUsd NpUMCEYaHUA
TEXHOJIOTUH OLICHKH

1.3 lloaroroBKa CBOAHOI TAGJIMIBI: TEXHOJIOTHHN AJANTALIMU NEPCOHAJIA
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TEXHOJIOTH MpEeUMYILEeCTBa OTpaHUYCHHS [IpUMEYaHUs
aJanTaun

1.4 IloaroroBKa CBOAHOI TA0JMIbI: TEXHOJIOTMH 00y4eHHS MEPCOHAJIA

Texnonoruu IIpeNMyIIecTBa OTpaHWYEHHS PUMEYaHUS
o0y4eHus

1.5 IloaroroBKka cBOAHOI TA0JMIbI: TEXHOJOTHH YIIPABJIEHHS /1€J10BOIi Kapbepoii mepcoHaJia

Texnonoruu IIPEeNMyIIecTBa OTpaHWYEHHS MPUMEYaHUS
Kapbepbl

MeToanyecKue peKOMeH/IALHH 110 NOAT0TOBKE K 0IIPoCy

VYCTHBIM ompoc SBISETCSs OJHUM M3 OCHOBHBIX CIOCOOOB IPOBEPKH YCBOEHMs 3HAHUHN
oOyyaromiuMucs. Pa3BepHyTbIil OTBET CTyJIEHTa JOJKEH MPEACTaBIATh COOO0M CBA3HOE, JIOTMYECKU
MOCJIeIOBAaTEIbHOE COOOIICHNE Ha ONPEACICHHYIO TeMy, ITOKa3bIBaThb €ro YMEHHE NIpPUMEHSTH
OTIpeJIeJICHUs], TpaBMJia B KOHKPETHBIX ciaydasx. OCHOBHBIE KPUTEPUH OIEHKH YCTHOTO OTBETa:
MPaBUILHOCTh OTBETA 10 COJIEPIKAHMIO; MOJTHOTA U TIIYOMHA OTBETA; JIOTHKA U3JI0KEHUSI MaTepHaia
(Y4uTBIBaETCS YMEHHE CTPOUTH LIEIOCTHBIN, MOCIEA0BAaTEIbHBIA paccKa3, TPaMOTHO MOJb30BAThCS
CreLUaNbHOM TEPMUHOJIOTHEN ); UCII0JIb30BaHHUE JONOIHUTEIBHOTO MaTepuaia.

[TonroroBka oOydaroIMXCs K ONPOCY MpenarnojaraeT U3ydyeHHe B COOTBETCTBUM TEMAaTHUKOM
JUCLUIUIMHBl OCHOBHOW/ JIOTIOJIHUTENBFHON JIMTEpaTypbl, HOPMATHUBHBIX JIOKYMEHTOB, MHTEPHET-
HCTOYHHKOB.

PexomeHgaumm no noAroToBKe K TeCTHPOBAHUIO

TectupoBanue sBisgercs GopMaMu KOHTPOJISI YCIIEBAEMOCTH O0y4YarOIIUXCsl, OLEHKU YPOBHSI
OBJIAACHUA TCOPCTUUCCKMMHU 3HAHUAMH H HABbIKaAMWU TMPUMCHCHHSA OTHX 3HAHUH npu peIICHUN
MPaKTUYECKUX 3a1a4. [IoAroToBka K TECTUPOBAHMIO MIPEAIIOIATAET:
- O3HAaKOMJIEHUE C MaTepHalaMu JIEKIIU;
- U3y4YeHue yaeOHOM TUTepaTyphl, CIPABOYHBIX U HAYYHBIX UCTOYHHUKOB;
- YTOYHEHHE TEPMUHOB, OCHOBHBIX ITOHATUI U KaTETOpUI;
- CaMOCTOSATENbHBIN TO00p HHPOPMAITHH, HEOOXOUMOM ISl apTYMEHTAIIMHA aBTOPCKON TTO3UIIHH.

Bce Bonpock! 1 3a1aHs TECTOB OPUEHTHPOBAHBI HA CHCTEMAaTH3alMI0 3HaHUI 00yJaronmxcs,
pa3BUTHE CIOCOOHOCTEH K CAMOCTOATEIFHON aHATUTHYECKON IeITeTbHOCTH.
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Pe3ynbTrathl KOHTPOJIBHBIX pabOT M TECTOB NPU3HAIOTCS MOJIOKUTEIbHBIMU, eciu 75%
OTBCTOB SBJIAIOTCA IIPpAaBUJIbHBIMU.

MeTtoauyeckue peKOMeHAalMHU 110 3aIIHUTe KelCoB:

Keficsl — 3TO mpoOsieMHbIE CUTYaluH, CIEIHAIBHO pa3padoTaHHbIE HA OCHOBE (PAKTHYECKOTO
MaTepuaia JijIsl OEeHKH YMEHHUI U HaBBIKOB 00YYarOIINXCS.

Llenp MeTOa MPUMEHEHHSI KEWCOB - HAYYUTh OOyYalOUIUXCS, aHAJM3UPOBATh MPOOIEMHYIO
CUTYaIMIO, BO3HUKIIYIO IIPU KOHKPETHOM IOJIOKEHHUH e, U BhIpaboTaTh HanboJiee palloOHAIbHOE
pelieHre; HayduTh paboTrath C HWH(OPMALMOHHBIMU HMCTOYHHMKAMHM, TepepadaThiBaTh U
aHAJIN3UPOBATh UX.

Ha 3nakoMcTBO M pemieHue keiica oOydatomemycs orBogutcs 30 muH. OOyuaromuiics
3HaKOMHUTCS C MaTepuasioM Kkeiica. OcwmbicnuBaer cutyanuio. Ecnu HeoOxomumo, cobOupaer
HE00X0MMYI0 MH(POPMAIMIO N0 CHTyalnuu. PaccMarpuBaeT anbTepHATHBBI PEIICHUS MPOOJIEMBbI U
HaXOJUT €e BEpHOE WIM ONTUMajbHOe peuieHue. OOyyarouuiics npe3eHTupyeT (3alluiiaer) cBoé
pemienue. [IpenonaBarens OlEHUBAET KAUE€CTBO BHIMIOJHEHUS 33JaHUS MO KPUTEPHUSIM: TUATHOCTUKU
mpoOyieMbl, KadyecTBa MPEIOKEHUM M PEeKOMEHJAIM MO PELICHUI0 Keica, KauecTBa H3JI0KECHUS
MaTepuana.

MeTtoauyecKue peKOMeHAalMH 110 NPOBEICHUIO IPYIIIOBOIO0 32 JaHUA
['pynmnoBble 3amaHuss — 93TO METOA OOy4YeHHs, TPeOYIOIUH COBMECTHOW JEATEILHOCTH
o0ydJaromuxcs, Korjaa KaxIblid B TPyIIe pemaeT o0yt 3a1aqy, 00CyKIaeT ee U rpymmna BEIHOCHT
equHoe pemenue. ['pynma cocrout u3 3-4 obyuaromuxcs. Ha Beimonnenue 3aganus orBoautcs 40
MUHYT, Ha MPEACTaBICHUE PE3YyIbTaTOB PaOOTHI Ipymiibl 0oTBoAUTCA 10-12 MUHYT.

MeToanyeckue peKOMEeHAANMH 10 MPAKTHYECKUM 3aJaHUAM

[Ipy BBIMOTHEHWM 3aJaHUIl MPAKTUYECKOW pabOThl CTYAEHTY HEOOXOAMMO BHHUMATEIHHO
IIPOCMOTPETh KOHCHEKTHI JIEKIMM II0 COOTBETCTBYMOIIEH Teme. IIpounraTes Marepuanm mo Tteme,
oOcyxmaemMoii Ha 3aHATHH, B YydeOHUKe. I[lpounTaTh JOMOJHUTENBHYIO JUTEPATYpPYy IO
COOTBETCTBYIOLIEH TE€ME. BBINOIHUTH MPENOKEHHbIE PENoAaBaTesieM 3aJaHus M0 MPAKTAYECKOMN
pabore. IIpoBepuTh MPABUIHLHOCTH BHITIOJIHEHHS TONYYEHHBIX 3aqaHui. [[0ArOTOBUTHCS K YCTHBIM
OTBETaM K BONpOCaM, MPEMIOKEHHBIM JUIsi oOCykiaeHus. [Ipu HEOOXOIMMOCTH 3amaTh BOMPOC
MPENO/IABaTEII0 Ha 3aHATHH.

MeTtoauyeckue peKOMEHAALMH CEMHHAPCKOMY 3aHATHIO (JOKIa1/ IUCKYCCHS):

CemuHapckoe 3aHsiTHe (CeMHMHap) - OJHAa U3 OCHOBHBIX (DOPM OpraHM3aluM y4eOHOro
mporecca, MNPEeACTaBIAMmAas COO0OM KOJUIEKTMBHOE OOCYKICHHE CTYACHTAaMH TEOPETHYECKUX
BOIIPOCOB I10JI pyKOBOJACTBOM Npenofasareis. CeMHUHAapCKOe 3aHITHE OPraHUYHO CBSI3aHO CO BCEMHU
OpyruMu  ¢GopMaMu OpraHu3aluu y4eOHOro Impolecca, BKIIOYas, MPEXKIE BCEro, JEKIUU WU
CaMOCTOSITENIbHYIO padoTy cTyneHToB. Ha ceMuHapckue 3aHSATUSI BBIHOCATCS Y3JIOBBIE TEMBbI Kypca,
YCBOEHHME KOTOPBIX OINpeeNsieT KauecTBO MpohecCHOHATbHON MOArOTOBKY CTyieHTOB. Ilpu  »ToM
Ba)XHO, YTOOBI yueOHbIE BOIPOCHI, BBIHOCHMBIE Ui OOCYXKJECHUS Ha CEeMUHape, He yOIHMpoBaiu
MaTepuaiga JIEKIMH, HO COXPaHsJIM Obl TECHYIO CBSI3b C €€ MPUHUUMHAIBHBIMHU TOJ0XECHUSMHU.
OCOOEHHOCTBIO CEMMHAPCKOTO 3aHATHUS SBJSIETCS BO3MOXKHOCTH PABHONPABHOIO M aKTUBHOTO
y4acTusl KaXKJ0ro CTyJIeHTa B 00CYXIEHUH pacCMaTPUBAEMbIX BOIIPOCOB.

HCJ'II) CCMHUHApPCKOI'0 3aHATHA - Pa3BUTUC CAMOCTOATCIBHOCTH MBIIUICHUSA U TBOp‘IeCKOI\/’I
aKTUBHOCTH CTYJIEHTOB, (POPMHUpPOBAHUE OOIINX KOMIIETEHIIUH.
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3amaul CEMUHAPCKOIO 3aHATUS: — 3aKpelvieHue, yriIyOlleHne M pacllupeHue 3HaHUM
CTY/IGHTOB IO COOTBETCTBYIOIIEH y4yeOHOM MuCHUIUIMHE; — (OPMHUPOBAHUE YMEHHS TIOCTAHOBKHU H
pelleHrs WHTEIUIeKTYalbHBIX 3aJad M Mpo0JieM; — COBEPIICHCTBOBAHUE CIIOCOOHOCTEH IO
apryMeHTalluu CTYJEHTaMH CBOEH TOUKM 3PEHHs, & TAKXKE IO JOKA3aTelIbCTBY U OINPOBEPIKEHUIO
IPYTUX CYXIEHUH; — JEMOHCTpalus CTYIAEHTaMU JIOCTUTHYTOI'O YPOBHS TEOPETUUYECKOMN
MOATOTOBKU; — (DOpMHpOBaHKE HABBIKOB CAMOCTOSITENIbHOM pabOThI € IUTEPATYPOI.

PexoMeH1aIMM 10 MOATOTOBKE K KPYIJIOMY CTOJNY/IUCKYCCHU:
[TonroroBka K KpYIJaoMy CTOJy MpeICTaBisieT co0Oil MPOEKTHPOBAHHE CTYACHTOM
oOcykIeHus B rpyImime B (opMe AUCKYCCHUU. B 3THX 1eNnsx CTyAeHTY HEOOXO0AUMO:
— CaMOCTOSTEIBHO BBIOpaTh TeMY (MpoOIeMy) KPYyIjIoro cToja;
— pa3paboTaTh BOMNPOCHI, MPOAYMaTh MPOOJIEMHBbIE CUTyallUd (C HCIOJIb30BAHHEM
NIEPUOJNYECKOM, HAYYHOH JINTEPATYphl, a TAKKE UHTEPHET-CANTOB);
— pa3paboTaTh IUIAH-KOHCIEKT OOCYXIEHHS C YKa3aHHEM BPEMEHH OOCYKICHUS,
BOIIPOCOB, BAPHAHTOB OTBETOB.

7. Y4eOHas quTepaTypa u pecypcbl HH(POPMAIMOHHO-TEJTIeKOMMYHUKAIIMOHHOM CeTH
HNuTepHET

7.1. OcHoBHAas JUTEepaTypa

1. Apwmcrponr, M. IlpakTtuka ympaBieHusi 4YejgoBedeckKMMH pecypcamu.-10-e m3manme / M.
Apwmcrponr / iep. ¢ aari. nof pea. C. K. Mopaosuna. — CII6.: TTutep, 2017 — 832 c.

2. MakapoBa, Wpuna KamwmibeBHa. YmpaBieHHE 4YeJIOBEYECKHMMH pecypcamu [DJIEKTPOHHBIN
pecypc] : ypoku 3dpdextuBHoro HR-menemxmenra : yuebHoe nocodue / M. K. Makaposa ; Poc.
aKaj. Hap. X03-Ba U roc. ciayx0sl npu Ilpesunenre Poc. @enepanun. - DnekTpoH.gaH. - M. :
Heno, 2015.-421 ¢

3. Mamok, Bnagumup VBanoBuu. CoBpeMeHHbIE MpOOJEMBI MEHEKMEHTa [DJIeKTPOHHBIN
pecypce] : yue6.mocobue ans GakanaBpuara u Maructparypsl / B. Y. Mantok. - DneKkTpoH.1aH. -
M. :¥Opaiir, 2018. - 191c.

4. MouceeBa, E. I'. Ynpasnenue nepconanoMm. COBpeMEHHbIE METO/bl M TEXHOJOTUU : yueOHOe
nocobue / E. I'. MouceeBa. — CapatoB : By3zoBckoe oOpa3zosanue, 2017. — 139 ¢c. — ISBN
978-5-4487-0039-2. — TekcT : SNEKTPOHHBIA // DnekTpoHHO-OmOmmoteynas cucrema IPR
BOOKS : [caiit]. — URL: http://www.iprbookshop.ru/68732.html

5. Cucrema OlLIeHKHU NepcoHaia B opranuszanuu : yueonuk / . A. MBanoBa, E. B. Kamuesa, 1. A.
Koxosa [u ngp.] ; mon penakuueit M. B. IToneBoit. — Mocksa : [Ipomereit, 2018. — 280 c. —
ISBN 978-5-907003-87-3. — TekcT : 31eKTpOHHBIH // DnekTpoHHO-0ubnmoTeynas cuctema [IPR
BOOKS : [caiit]. — URL.: http://www.iprbookshop.ru/94528.html

6. Xazanosa, [l. JI. busHec-opHeHTHPOBAHHOE YIIPABJICHHE TIEPCOHANIOM : yueOHoe rmocooue / 1. JI.
XazanoBa. — Tam00B : TamO0BCKHi1 TOCyTapcTBEHHbIN TexHuueckuil yausepcuret, 9bC ACB,
2017. — 101 c. — ISBN 978-5-8265-1725-3. — TekcT : 2JMEKTPOHHBIH // DIEKTPOHHO-
oubnmoreunas cucrema IPR BOOKS : [caiit]. — URL: http://www.iprbookshop.ru/85953.html

7.2. JlonoTHUTEIbHASI JIUTEpaTypa
1. bapsnunukoBa, E. 1. Ouenka nepconana MeToioM acceccMeHT-1ieHTpa. Jlyumume HR-ctparernn
: nyumne HR-ctpaterun / E. U. Bapeimaukoa. — Mocksa : MaunH, MBanoB u ®@epbep, 2013.
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— 239 ¢. — ISBN 978-5-91657-793-8. — TekcT : 21eKTpOHHBIN // DNEKTPOHHO-O0MOIMOTEYHAs
cucrema [IPR BOOKS : [caiit]. — URL: http://www.iprbookshop.ru/39325.html
2. bynbkoBa, M. II. CoBpeMeHHBIE MEPCOHAI-TEXHOJOTHH :@ METOJMYECKHE PEKOMEHIAlUU K

npaktudeckuM 3aHstusm / M. I1. BynpkoBa. — Jlumenk : Jlumenkuil rocyaapCTBEHHBIN
texuuueckuid ynusepcurer, ObC ACB, 2013. — 41 c. — ISBN 2227-8397. — Texkcr :
AJIEKTPOHHBIA // DnexkrpoHHO-OMOnmMoreuHas cuctema IPR BOOKS : [caiit]. — URL:

http://www.iprbookshop.ru/55158.html
3. JmutpueB, A. B. VYmpaBieHue mnepcoHajioM B TYPHUCTHYECKOM M TOCTMHMYHOM OwW3HEce :

yuebnoe mocobue / A. B. Jmutpues, JI. H. Npanoa-llIBen. — MockBa : EBpa3uiickmii
OTKpBITBIA HHCTUTYT, 2011. — 112 c. — ISBN 978-5-374-00275-1. — Tekcrt : 351eKTpOHHBIH //
DNeKTPOHHO-ONOIMOTeYHAs cucTema IPR BOOKS : [caiiT]. — URL:

http://www.iprbookshop.ru/10903.html

4. Kopuwmituyk, I'. A. Ilpuem u yBoibHeHHE pabOTHUKOB. OdopmieHne TpyIOBBIX OTHOIICHUH,
noabop u onenka nepconana / I'. A. Kopuuituyk, C. B. Ko3unuea. — Capatos : Aii [Iu Dp
Meaua, 2011. — 160 c. — ISBN 2227-8397. — TekcT : 31eKTpOHHBINA // DIEKTPOHHO-
oubmmotreunas cucrema [IPR BOOKS : [caiiT]. — URL: http://www.iprbookshop.ru/1559.html

5. Ilerposa, HO. A. 10 xpurepueB oleHkH nepcoHana : yueobnoe nocodue / FO. A. Ilerposa, E. b.
CrnupugonoBa. — 2-e¢ m3a. — Caparos : Aii [Iu Op Meama, 2019. — 101 c. — ISBN 978-5-
4486-0451-5. — TekcT : 21eKTpOHHBIN // DiIeKkTpoHHO-OMOMMoreuHas cuctema [IPR BOOKS
[caiiT]. — URL: http://www.iprbookshop.ru/79759.html

6. Ileruenko, T. B. Hectanmaptasie MeToasl onieHku nepconana / T. B. IlleBuenko. — CapatoB :
At Ilm Op Meama, 2010. — 108 c. — ISBN 2227-8397. — TekcT : 3IEKTPOHHBINA //
DNeKTPOHHO-O0MOIMOTeYHAs cucremMa IPR BOOKS : [caiit]. — URL:
http://www.iprbookshop.ru/848.html

7.3. HopmaTuBHbBIE IPABOBBIE JOKYMEHTHI M HHASI IPABOBasi HH(OPMALUA
He mpenycMotpeHo.

7.4. UHTepHeT-pecypchl

C31Y pacnomaraeT JOCTylIOM uYepe3 calT Hay4yHoi Oubimorexkm http://nwapa.spb.ru/
K CJICIYFOIMM TOJIUCHBIM JJICKTPOHHBIM PECypcam:

Pycckoazviunvie pecypcol

. ONEeKTPOHHbIE YUEOHUKHU AJIEKTPOHHO - OnbinoreuHoit cucremsl (ObC) «Aidyke»

. DNIeKTPOHHBIE YYEOHUKHU IIEKTPOHHO — OnbmuoTeunoi cuctemMsl (ObC) «Jlanb»

o Hay4Ho-npakTHueckue ctaTby mo (puHaHcaM M MEHEKMEHTY M3marenbckoro gjoma
«bubmunoreka ['pedbeHHNKOBAY

o CraTby U3 MEPUOAMYECKUX M3JAaHUNA MO OOIIECTBEHHBIM W I'yMaHHMTapHBIM HayKam
«Hcrt - Bero»

o OHIUKIIONEINH, CIIOBapH, CIIPaBOYHUKH «PyOpuKoH»

. [TomHple TEKCTBI auMccepTanuii W aBTopedeparoB InekTpoHHas bubmnoreka
Hucceprauuit PI'b

o HNudopmannonHo-npaBoBbie 6a3bl - KoHCynbTanT mtoc, ['apaHr.

AHIJIOSI3bIYHBIE PeCYpPChl
o EBSCO Publishing — moctyn Kk MyJNbTHAMCHMIUIMHAPHBIM TTOJIHOTEKCTOBBIM 0azam
JIAHHBIX Pa3JIMYHBIX MHUPOBBIX H3/ATEIbCTB MO OHM3HECY, YKOHOMHUKE, (PUHAHCAM, OyXTalTepCKOMY
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yd4eTy, TYMaHUTapHBIM M €CTECTBCHHBIM O0JacTsAM 3HaHUH, pedepaTaM ¥ IOIHBIM TEKCTaM
nyOJIMKaUi U3 HaAyYHBIX U HAYYHO-TIOMYJISIPHBIX KYPHAJIOB.

o Emerald - kpynseiinee MHpPOBOE U3IaTENLCTBO, CIEIHAIM3UPYIOIIEECS Ha
AIIEKTPOHHBIX JKypHaJaxX U 0a3ax JAaHHBIX 0 YKOHOMHUKE M MEHEIDKMEHTY. IMeeT cTaTyc OCHOBHOTO
UCTOYHHMKA MPOPECCHOHATBHON HMHGOpPMAIMM Ui TIperojaBareield, HccieaoBareeil u
CIICI[ATIMCTOB B 00JIACTH MEHE/PKMEHTA.

B03MO0KHO UCTIONIB30BaHUE, KPOME BBILICTIEPEYUCIICHHBIX PECYPCOB, U IPYTUX JIEKTPOHHBIX
pecypcoB cetu MHTEpHET.

7.5. UHbIE HCTOYHUKH

1. ApxuB HAYYHBIX ’KYpHAJIOB U3JaTeIbCTBA CambridgeUniversityPress (EN) —
http://journals.cambridge.org

2. ApxuBbl )xypHaioB uznatensctBa SAGE Publications (EN) — http://online.sagepub.com

3. Dnexrponnas oudaunorexka OECD iLibrary (EN) — http://www.oecd-ilibrary.org

4.ProQuest Research Library (EN) — http://search.proguest.com

5.EBSCO Publishing (EN) — http://search.ebscohost.com

6. denepanbHbIii 00pazoBaTeIbHBIN OpTan «IKoHOMHKA. Connornorus. MeHemKMeHT» [ DIeKTPOH.
pecypc] //JoctymHo u3 URL: http://ecsocman. edu.ru/

7. ®enepanbHbIl 00pa3oBarenbHbI TOpTall «Auditorium.ruy [DnekTpoH. pecypc] //JlocTymHo u3
URL.:http://www.auditorium.ru

8. XKypnan “Ynpasnenue nepconanom’ http://www.top-personal.ru/

9. Cratpu o ynpasieHuro nepconanom http://bigc.ru/publications/ other/org_culture/

CaiiTbl ¢ OecrIaTHBIM JOCTYIIOM K TOUCKOBBIM CHCTEMaM
1. http://www.kadrovik.ru
2. http://www.sovet HR.ru

8.MaTtepuajbHO-TeXHUYECKasi 0a3a, HH(POPMANMOHHBIE TEXHOJIOTHH, IPOrPaAMMHOE
o0ecneyeHue U HH(POPMALMOHHBIE CIIPABOYHbIEC CHCTEMbI

Ne/n | HaumeHoBaHue

1. CHCI_[I/IaJ'II/BI/IpOBaHHBIe KJIACChI I ITPOBCACHUA JIEKITUH 1 MPAKTUYCCKUX 3aHATHH

2. Crneunanu3upoBaHHas MeOEb M OPIrCpesiCTBA: ayIUTOPUN U KOMITbIOTEPHBIE KJIACCHI,
000py/1I0BaHHBIE [1OCAI0YHBIMU MECTAMU

3. TexHuueckue cpeacrBa oOydeHus: [lepcoHambHBIE KOMIBIOTEPHI;  KOMITBIOTEPHBIC
MPOEKTOPHI; 3BYKOBBIC JUHAMUKH, MPOTPAMMHBIC CPEICTBAa, 00SCIEYHBAIOIINE TPOCMOTP
Bueodaiinos B popmarax AVI, MPEG-4, DivX, RMVB, WMV.

Ilpozpammmnsie, mexnuueckue u 31eKmpoHHbLE CPEOCHEA 0OYHUEeHUA U KOHMPOIA 3HAHUIL
CMyO0eHmog:

[TakeTsl mporpammHOro oOecredeHuss OOLIEro Ha3HAuY€HUs (TEKCTOBbIE PENAKTOPHI,
rpaduyecKkue peJaKTopsl).

Kypc BkiTto4aeT ucmosib30Banue mporpaMmmuoro oodecrneuenust Microsoft Excel, Microsoft Word,
Microsoft Power Point anst mOAroTOBKM TEKCTOBOTO M TaOIMYHOTO Marepuana, rpapuyecKux
WLTIOCTPALTUH.

Metoapl  0oOyueHHs  MpeanojaraloT  HCHOJb30BaHWE  HMH(MOPMAIIMOHHBIX  TEXHOJOTHMH
(KOMITBIOTEPHOE TECTUPOBAHUE, IEMOHCTPALINS MYTbTUMEANIHBIX MATEPHAIIOB).
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http://journals.cambridge.org/
http://online.sagepub.com/
http://www.oecd-ilibrary.org/
http://search.proquest.com/
http://search.ebscohost.com/
http://www.auditorium.ru/
http://www.kadrovik.ru/

3anelictBoBaHbl HTEpHET-CEpBUCH M AJIEKTPOHHBIE pecypchl (CIpPaBOYHBIE CUCTEMBI, H-D,
Koncynbrant wim I'apaHT, NOUCKOBBIE CHCTEMBI, 3JEKTPOHHAs I04YTa, NPOPecCHOHATHHBIE
TEMaTHYECKHE YaThl U (OPYMBI, CHCTEMBI ayIHO U BHIACO KOH(PEPEHLMH, OHJIANH SHIUKIONEINH,
CIPAaBOYHHKH, OMOIHOTEKH, FIEKTPOHHBIC YUeOHbIC H YUeOHO-METOINIECKHE MaTePHAIIbI).

JlomyckaeTcsi IpUMEHEHHE CHCTEMBI JTUCTAHIIMOHHOTO OOYYeHMs C HCIIONb30BaHUE IIaT(opm
TEAMS, Zoom, Skype for Business, CIO Moodle

HNudopManuoHHbIe CIPABOYHbIE CHCTEMBbI:
1. IlpaBoBas cucrema «['apanT-HHTepHeT» [DnekTpoHHblii pecypc]. — Pesxxum goctyma: http: //
WWW.garweb.ru.
2. IlpaBoBas cucrema «Koucynabrantllmtoc» [DnexkTponnslid pecypc]. — Pexxum mocryma: http: //
http://www.consultant.ru/
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http://www.realtitul.ru/

