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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 NEPCOHAII-TCXHOJIOTUHU TIOATOTOBKU

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 KOMIeTeHINH
KOMIIETeHI[U U
CnocobeH opraHn30BBIBATH Cnoco0eH TeMOHCTPHPOBATH TOHUMAHHE
Y PYKOBOJUTH PabOTON MPUHIIAIIOB KOMaHIHON paObOThI U
VK-3 KOMAaH 1bl, BEIpa0aThIBast VK-3.1 HCIIOJI30BaTh MOTCHIIUAT TUYHOCTHU 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.
npodecCHOHATBEHOTO
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 0CBOEGHUS AUCHUILIINHBI y CTYIE€HTOB JIOJKHBI OBITH C(HOPMUPOBAHBI:

Kon

KOMIIOHEHTA Pe3yabTaThl 00yueHus

KOMIEeTeHUNH
HA YPOBHe 3HAHMIA:
TEXHOJIOTHH yTpaBleHUs TepcoHasioM (HaiiMa, oTOOpa, TpUeMa W PACCTAaHOBKH
nepcoHana, npooprUeHTAIMU U TPYIOBOH ajanTaluy NepcoHalia, OpraHu3aluy 00y4eHus
NepCoHaNa, yOpaBleHUs JEJIOBOW  Kapbepol H  CiIy:KeOHO-IpodecCHOHATBEHBIM

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 CiIykeOHO-TIpodhecCHOHATBHBIM
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
mrTata COTPYIHHMKOB (XeIXaHTHHT, exXecutive search (9KCKIIO3MBHBIH T10A00D),
PEKPYTMEHT, CKPHHUHI TEpCOHANa, JIM3WHI TepcoHana, ayTCOPCHHT, ayTcTaddunr,
bpuanc, HactaBHHUYeCcTBO, TexHosorus Welcome (mobpo moxkanosars), Buddying
(mpusitenbeTBo), Shadowing (OBITH TEHBIO), IKCIIEPTHBIN OMPOC, TEXHOJIOTHUS OLeHKH «360
IpagycoB»,  aCCEeCCMEHT-LEHTp,  Oacker-mMeTo,  HOpPT(OINO,  HMHTEPBBIO IO
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
yhpaBiieHHS pa3BUTHEM IMepcoHana (OpraHu3alMd TEeKylleW OeNOBOH OLEHKH, B TOM
4ycje aTTeCcTalluy IEPCOHANA).

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

HAa YPOBHe HABBIKOB: MEIOIAMU OOyHeHMS! HaBbIKaM IPOAYKIVBHOIO JIEJIOBOIO  OOLLICHS,
COBPEMEHHBIMU TEXHOJIOTUSMHU OpraHU3allMM TEeKyLIel JeoBON OIIEHKH, B TOM YHCIE
aTTECTAaLUH NIEPCOHAA.

YK-5.1

HA YpOBHe 3HAHWIA: TEXHOJIOTWW YIPABICHUS JEIOBOW Kaphepod U CIy>KeOHO-
HpO(I)CCCI/IOHaIH)HbIM MMPOABMIKCHUEM II€pCOHAJIa, OCHOBBI ayauTa W 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 SKOHOMMYECKOU U COHH&JILHOP'I 3(1)(1)CKTI/IBHOCTI/I
IMPOCKTOB COBEPHICHCTBOBAHMWS CUCTEMbI U TCXHOJIOTHU YIIPABJICHUA IICPCOHAIIOM.

2. O0beM U MeCTO THCHMILJIMHBI B CTPYKTYpe 00pa3oBaTeIbHOIi MPOrpaMMbl

O0beM TUCHUTIINHBI

OO0mas TpyI0eMKOCTh AMCIUILTUHBI COCTaBIseT_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 -
Koncynpramumn 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 CTPYKTYpPe 00pa30oBaTe/ibHOM 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(EeCcCHOHATBHOrO LMKJIA Y4eOHOro IiaHa
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),
MIPUMEHSIEMOT0 B MoJicucTeMax (0TOop, OlIeHKa, aTTecTalusl, 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
KaJIpPOBBIX TEXHOJIOTHI COBPEMEHHBIMH CITy>KOaMH YIIPaBIIEHUS IEPCOHAIIOM;

— 0TpaboTaTh HABBIKK MTPOBEICHUSI OCHOBHBIX KaJPOBBIX MPOLEAYD.

JI71s1 yCrenHoro OCBOCHHS Kypca CTYACHTHI IOJKHBI BJIaJIETh KOMITETCHIIUSMU, MOTYy4YECHHBIMHU
IpU M3Y4YEHHH [TUCIUIUIMH MPEAlIeCTBYIONmEro oOpa3oBaHus (OakamaBpuaT WM CIELUUAIUTET):
«MenemxMeHnT», «OCHOBBI yIpaBieHHs] HepcoHaom», «TpynoBoe mpaBoy, «KoHGIMKTOIOTHS
u Jap.

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

JlocTyn K cucTemMe TUCTaHIIMOHHBIX 00pa30BaTeNbHBIX TEXHOJIOTUN OCYILECTBISIETCS KaXKIbIM
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 ¢opMbl Tekyliero KOHTpOJIsS, MPOBOJMMBIE B CHCTEME AMCTAaHLHMOHHOIO OOy4YeHHS,
OILICHUBAIOTCSI B CUCTEME AMCTAHIIMOHHOTO oOydeHus. [locTym K BHIEO M MaTepuanaMm JIEKIHiA
MIPEIOCTaBIIACTCS B TEUEHUE Bcero cemectpa. JlocTynm K KakaoMmy BUAY pabOT M KOJHMYECTBO
MONBITOK Ha BBIIIOJHEHUE 33JIaHUs TPEIOCTABISAETCS HA OTPAHUYEHHOE BPEMS COTVIACHO PETJIAMEHTY
nucHUIInHel, onyonukoBanHoMy B CJ1O. [IpenonaBatens OlleHUBAET BBITTOIHEHHBIE 00YYAIOIIMMCS
paboTsl He mo3aHee 10 pabounx qHEH ociie OKOHYAHHS CPOKa BBHIMOTHEHUSI.

N3ydyeHne QUCHMIUIMHBI OCYIIECTBISETCS B TEUEHHUE OJTHOTO CEMECTpa: JUIsl CTYJAEHTOB OYHOM
(dbopMbI 00ydeHHS — Ha 2 cemecTpe 1 Kypca, B TeueHne |1 Kypca Juist CTYICHTOB 3a09HOUN (POPMEL.

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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o0yuyarwIuxcsi ¢ mpenoaaBarejieM
10 BUIAM YYeOHbIX 3aHATHI
J/ 10T JIP/ 3/ KCP

KOHTPOJIs1
ycneBaeMocTu®,

NPOMEKYTOYHOM

OT | JOT

aTTeCTalluu

Tema 1
Topic 1

CoBpeMeHHbIE
KaApOBLIC TEXHOJIOTUHN
KakK (baKTop ITIOBBIIIICHUA
3 dexTrBHOCTH
CHUCTCMbI YIIPABJICHUA
NepcoHaIoOM
oprauuszaruu / Modern
personnel technologies
as a factor in increasing
the efficiency of the
organization's personnel
management system

13

KC, K

Tema 2
Topic 2

KoMmnereHTHOCTHEIH
II0AX04 B COBPEMEHHBIX
KaapOBBIX TEXHOJIOTHUAX
/ Competence approach
in modern personnel
technologies

13

YO, I13

Tema 3
Topic 3

OCHOBHBIE TEXHOJIOTHH
MOKCKa U o00pa
nepconaia / Basic
technologies of
personnel search and
selection

15

YO, 1

Tema 4
Topic 4

CobecenoBaHue Kak
OCHOBHOM METOJI
mo0opa nepconana /
Interview as a basic
method of personnel
selection

13

higy|

Tema 5
Topic 5

Ananramis HOBBIX
COTPYTHUKOB
/Adaptation of new
employees

15

YO, I13

Tema 6
Topic 6

Orenka OnsHec-
nepconaia / Business
staff evaluation

17

I13, YO

Tema 7
Topic 7

Lentp oueHku
/Assessment Center

13

PU

Tema 8
Topic 8

Merton oneHkH «360
rpaaycosy / 360 degree
method evaluation

13

PU

Tema 9
Topic 9

OO0yu4enue nepconana /
Staff Training

15

YO, I13

Tema 10
Topic
10

VYnpasneHue kapbepoi
nepconaia B ousnece /
Personnel business
career management

15

YO, T

HpOMe)KYTO‘-IHaH aTTeCTanusa

KoncyabTamuu — 2/1,5

3auer ¢
OLIEHKOH
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Bcero (akan/actp):

144/
108

20/12

36/27

86/64,5

ponesas uepa, K — ketic, KC — kpyenwiti cmon, T — mecmupoganue.
3aounasa ghopma oodyuenusn

Hpumeuanue: * YO — ycmuviii onpoc (cemunap), [H — denosas uepa, 113 — npakxmuyecxoe 3anamue, PH —

Ne i/l

HauMmeHnoBaHue TeM
H/WJIM pa3ieioB

O0beM qUCHUIIMHBI (MOY/JIsT), Yac.

Bcero

KonTakTHast padoTa

o0yyalolmuxcs ¢ npemnojaBaTeieM
10 BUJAM YYeOHbIX 3aHATHI

J/I0T

JIP/
JOT

3/
JIOT

KCP

Cp

®opma
TeKylero
KOHTPOJISA
ycneBaeMocTu®,
NPOMEKYTOYHOM
arrecTanMu

Tema 1
Topic 1

CoBpeMeHHBIE
KaApOBLIC TEXHOJIOTUHN
Kak (haKTOp IMOBHITIICHIS
3 dexTrnBHOCTH
CUCTEMBI YIIPaBJICHUS
[IEPCOHAIIOM
oprauuszaruu / Modern
personnel technologies
as a factor in increasing
the efficiency of the
organization's personnel
management system

13

13

Tema 2
Topic 2

KoMIleTeHTHOCTHEIN
IIOAXOJ] B COBPEMEHHBIX
KaApPOBLIX TCXHOJOTHUAX
/ Competence approach
in modern personnel
technologies

13

13

Tema 3
Topic 3

OCHOBHBIE TEXHOJIOTHH
MOKCKa U o00pa
nepconaia / Basic
technologies of
personnel search and
selection

14

13

YO, a1

Tema 4
Topic 4

CobeceoBaHue Kak
OCHOBHOM METOJI
moi0opa nepconana /
Interview as a basic
method of personnel
selection

14

13

N

Tema 5
Topic 5

Ananranys HOBBIX
COTPYIHHKOB
/Adaptation of new
employees

14

13

YO, I13

Tema 6
Topic 6

Orenka OnsHec-
nepconana / Business
staff evaluation

14

13

I13, YO

Tema 7
Topic 7

IlenTp ouenku
[Assessment Center

14

13

PU

Tema 8
Topic 8

Meron oreaku «360
rpamaycoB» / 360 degree
method evaluation

14

13

PU

Tema 9

OO0yu4enue nepconana /

14

13

YO, I13




Topic 9 | Staff Training
Tema 10 | YopasieHue kapbepoit
Topic nepcoHana B OusHece / 14 2 13 VO.T
10 Personnel business ’
career management
[Ipome as arTe 3auver ¢
POMEHYTOTHAA griecTaint 4/3 Koncyabpramuu — 2/1,5 aer -
OLIEHKOM
Bcero (akaa/acTp): 144/




3.2. Conep:xkanue TUCHUMIHUHBI

Tema 1. CoBpeMeHHbIE Ka/IpOBbIe TEXHOJIOTHH KaK (pakTop noBbimieHus 3¢ PeKTHBHOCTH
CHCTEMBI YIIPABJIeHUS NEPCOHAIOM OPraHU3aAINU.

CoBpeMeHHbBIE KaJpPOBHIE TEXHOJOTHMH KaK COBOKYMHOCTh IPHUEMOB, CIOCOOOB M METOIOB
BO3/ICHCTBUSI HAa NIEpCOHA] B TMpoIlecce HaiiMa, WCIIOIb30BAaHMS, PA3BUTHS W YBOJHHEHHUS.
Teopernueckue Moaxoabl W NPUHIMIBI PAa3BUTHS TEXHOJOTMH ympaBieHus nepconanoM. Iloxbop
nepcoHana (MOMCK M IPUBJICYEHHE KaHIUIATOB, OTOOp JYYIINX, afganTanus HOBHIX). OOydeHue u
pa3BUTHE COTPYAHUKOB (IIOJATrOTOBKA, MEPEIIOATOTOBKA, MOBBIIICHHE KBATH(UKAIIMN, POPMUPOBAHUE
KaJpOBOTO pPe3epBa, INTAHUPOBAHUE KaphEPHI).

Onenka W KOHTpONb (OLEHKA TmoKazarened 3((EeKTUBHOCTH, KOHTPOJIb TPYAOBOH H
WCIIOJIHUTEIBCKON JTUCIUIUIMHBI, KOHTPOJbh COCTOSHHUSI BCEX YYacCTKOB pPa0OTHI C TEPCOHAIIOM,
YCTAHOBJICHUC HOPMATHBOB MW OPUCHTHPOB BBINIOJIHCHUA OCHOBHBIX BH/I0B pa60T). AKTI/IBaI_II/ISI
MOTEHIIANIa YEJIOBEUYECKUX PECypcoB (CHCTEMa MaTepPHAIbHOTO M MOPAIBHOTO CTHMYJIMPOBAHHS
TpyZna, cucTteMa WHGOPMUPOBAHUS IEPCOHANA, COIMANbHAs 3alldTa M CHCTEMa JIbIOT,
(dbopMupoBaHUE OPraHU3ALMOHHOW KYJIBTYPHl U pa3BUTHE TPYAOBOM HpaBCTBEHHOCTH). KitoueBbie
(baxTophl 3PPEKTUBHON CUCTEMBI YIIPABICHUS ITEPCOHAIIOM.

Tema 2. KoMneTeHTHOCTHBINI MOAX0/ B COBPEMEHHBIX KaJIPOBBIX TEXHOJIOTHAX

Monens 1 npoduis KoMreTeHImd. Buasl kommnereHmii: mpodeccuoHalbHbIe, ClIeUabHBIE,
KOpIIOpaTHBHBIE. MeTOI0NOTHS Pa3pabOTKU MPOopMIIs KOMIIETCHIMN. 3HaYeHnEe MPO(UIIst B CUCTEME
ympaBiieHus: nepcoHanoM. [IpodunbpHbiil ananu3 Ha npuMepe HR-menemkepa: onucanue M oLeHKa
komnereHui. [IpaBuna pa3sutus npodus.

Tema 3. OcHOBHBIE TEXHOJIOTHM NOUCKA M N0A00PA NMEePCOHAIA

[TonGop u mombop mepcoHana Kak KaApOBbIE TEXHONOTMH. TpeboBaHMS K KaHAWIATaM Ha
3aMelleHNe BaKaHTHOM JoykHOCTU. OpraHusanus mporecca oTO0opa MPeTeHACHTOB Ha BAaKaHTHYIO
TOJDKHOCTh. CTpyKTypa W ycioBus oTOopa. OCHOBHBIE (DYHKIIMM W TPUHIMUIBI OTOOpA, METOMbBI
3aroJHEeHUs JTOJDKHOCTEH. Metonbl or6opa. OTOOpouHOE cobecenoBaHME Kak BEOYIIMH METO.
noadopa nepcoHana B COBpeMeHHOM kommnanuu. [Icuxonorudeckas AUarHoCTUKa npogecCuoHaIbHO
BAXHBIX KA4eCTB JIMYHOCTH. OHJIAWH-TECTUPOBAHME M KOMIIBIOTEPHBIE MPOTPAMMBI ISl OIIEHKHU
BBIPKEHHOCTHU MPOo(ecCHOHATBHBIX KOMITETEHITUHN 1 JIMYHOCTHBIX KaUYeCTB COTPYIHUKOB KOMITAaHUH.
Texunomoruu: xeaxaHTHHT (XeaxaHTuHr), Executive Search, on-line moabop mepcoHana, CKPUHUHT,
ayTCOpCcHUHT, ayrcTadPuHr, ppunanc, TU3UHT IepCOHaa.

Tema 4. CoGeceoBanue Kak 0CHOBHOM MeTO/ 10A00pa nepcoHaia

Opranmsanus npoiiecca cobecegoBanusi. CocTaBieHHE IJIaHA COOECEIOBAaHHMS Ha OCHOBE
npoduns komnereHuud. CTpykTypa uUHTEpBbIO. Bunbl u ctwnm uHTepBbIO. OCOOEHHOCTH
IpoBe/IeHus1 cobeceoBaHUil Mpu OTOOpE KaHIUAATOB HA 3aMELIeHHE BAaKAaHTHBIX JOJDKHOCTEH
Pa3IMYHOIO YpPOBHS: PSOBOM IEPCOHAN, PYKOBOACTBO CPENHEr0 3BEHA, pyKOBOJACTBO. Kpurepuun
OLIEHKU KaHIuaaToB. TpeOoBaHus K MpodeccHoHaNbHBIM KauecTBaM MHTepBbioepa. Mcnonp3oBanue
IIPOEKTUBHBIX TECTOB: ILTIOCHI U MUHYCHI. CTaHIapThl Ka4eCTBA UHTEPBBIO.

TexHonornu: KOMIETEHTHOCTHOE UHTEPBbIO, CTPECC-UHTEPBBIO, OHJIANH-UHTEPBBIO.

Tema 5. Ajanranusi HOBbIX COTPYAHHKOB
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AnanTaiusi Kak KaapoBas TEXHOJOTHs. [ICHXOIOrHYecKoe COMPOBOXKACHUE aaalTallMOHHBIX
nporieccoB. [IporpaMmel aganTtaryu st MOJOIBIX CIIEIIHATHCTOB.

Texunonoruu: Secondment (cpeanee oOyueHue npu npueme Ha padory), Buddying (apyxoa),
WHIYKIKSA, TPUBETCTBEHHOE OOyYeHHE HOBHYKOB, METOJA IOTPYKEHHUsS, I[IKOJa IEePCOHAa,
HacTaBHHYeCTBO, Shadowing (ObITh TEHBIO).

Tema 6. bu3Hec-o1eHKA MePCcoOHAIA

busnec-onieHka nepcoHana kKak kajapoBas TexHosorusa. OlleHKa NMOTEeHUUaNna KaHAUIATOB JUIs
3allOIHEHUS BAaKaHTHBIX JOJDKHOCTEH. OIleHKa MOTEHLMada COTPYAHHKOB JUIS 3a4UCICHHUS B
KaJlpoBbIi pezepB. OmeHKa pe3ylbTaToB paboThl iepcoHaa opranm3anun. OneHka 3QGeKTHBHOCTH
paboThl TOMpA3ACICHUI YIPaBICHHUS MEPCOHAIOM M OpPraHM3alMH B IETOM. METOABI JIEI0BOI
OLIEHKH IIepCOHaja: TECTUPOBAHNE, AHKETUPOBAHUE, JIEIIOBBIE UIPbI, KEICHI.

TexHosornu: HKCHEPTHBIM OMNpPOC, TEXHOJIOIMS OLEHKH 360 rpanycoB, LEHTP OLEHKH,
KaJIpOBBIN ayIHUT, METOJl KOP3UHBL, TOPTHOIIHO.

Tema 7. LleHTp OleHKHN

Uctopust pa3Butus merona. OOuue NPUHIMIBI M MpaBWiia IPOBEICHUS OLEHKU. MeTopbl,
WCTIOJb3yeMbIe MPH OLEHKE. 3aJayM, pelraeMble METOJOM OleHHBaHUA. D((EeKTHBHOCTH MeTona
oneHkd. Pa3paboTka KpUTEpHEB ONEHKH M HH(OOPMUPOBAHHE IEPCOHANA O KPUTEPHUSIX OICHKH.
PernamenT npouenyps! oueHku. Onpeaenenre NepcoHaIbHOr0 COCTaBa 3KCIEPTOB, YYACTBYIOIIUX B
MpoIeaypax OLEHKH, opraHu3anus ux padorsl. OOpaboTKa U MHTEPIpPETALMs OLCHOYHBIX JTaHHBIX.
[IpoBeprTe cnmcok. dopmynrpoBaHUE BHIBOJOB U PEKOMEHAALUN IO pe3ylbTaTaM OIEHOYHBIX
MpOLEayp.

Tema 8. Merox ouenku «360 rpagxycos»

Texnonorus xkpyrosoit ornenku (omenka 360 rpagycos). Llenu u 3agaun Merona orneHku 360
rpagycoB. OOmiye NpUHIUIB U TpaBuia npoBeneHus oueHku 360 rpagycoB. dopMupoBaHHe
paboueil rpynnel. @opMUpOBaHHWE W OpraHU3alUs pabOThl TPYMIbI 3KCHEPTOB JI MPOBEIECHUS
orneHku 360 rpamycoB. @opMylIUpoOBaHHE BBIBOJIOB M PEKOMEHIAIMMN MO pe3ynbTaTam oleHku 360
rpagycoB. [IpenmyiiecTBa U OrpaHUYEHHS] TEXHOJIOTUU.

Tema 9. O0yueHnne nepconana

OOyuenue mnepcoHala Kak KaJIpoBas TexHOJorus. OCHOBHbIE MOHATUS U KOHLEMIUH
KOpIOpaTUBHOTO oOy4deHHs. OCHOBHbIE TPHHLUIBI aHAPArorukd COCTAaBJIAIOT  CHEHUPHUKY
oOpa3oBaHMs B3pocCibIX. Buabl oOyueHus mepcoHana U ux 3pQPexkTuBHOCTb. MeToapl 00ydeHUs
nepcoHana. Jlucranmuonnsie GopMbl 00ydueHUs nepcoHana. Ponb ciyxObl ynpaBieHus: NepcoHaIoM
B OpraHu3anuy npodecCHOHAIBHOTO OOyUeHHsSI W Pa3BUTHS NepcoHana. OYHKINU MEHEKepa o
O00Y4YEeHHIO U PA3BUTHUIO TIEPCOHAIA KOMITAHUH.

TexHONOrMM: TPEHUHTH, IENOBBIE WIPHI, KEHCHI, KOYUYUHT, MHTEIUICKT-KapThl, JIEKTPOHHOE
oOyueHue.

Tema 10. Ynpapiienne kapbepoii nepcoHana B Ou3Hece

HpO(l)eCCI/IOHaJ'II/ISM U KOMIICTCHTHOCTH KaK LECJIW Pa3BUTHA. Bo3MOXHOCTH NTHYHOCTHOTO
Pa3BUTHA B paMKax HpO(l)eCCI/IOHaJ'IBHOI\/’I JCATCIIBHOCTH. ITonstue KapbEphl, €€ BUAbI, THUIIbI, MOJACIIN
U crparerud. /lmarHocTrka W pa3BUTHE KapbepHOW KOMIIETEHTHOCTH. KapbepHas MoTHBaus:
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MMOHUMAaHHE Kapbephl, NACHTU(UKALNSA Kaphepbl U YCTOMYUBOCTh Kapbephl. [lnannpoBanue kapbepsl
coTpyaHuka. POpMHUpPOBAHUE KALPOBOrO PE3€PBA KAK CPEACTBO KaphEPHOIo pocTa. Buasl, kpurepuu,
GYHKIIMU H 1eNId KaJpoBOro peseppa. MCTOYHUKH KaapoBOro pesepBa. MeToasl (HOpMUPOBAHUS
KaJpOBOTO pe3epBa.

Texnonoruu: KapsepHbiii MEHEIDKMEHT/KaphepHOE CaMOYITPABJICHHUE.

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 a modern company. Psychological diagnostics of professionally important personality traits. on-
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.
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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,
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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. MaTepuaJjbl TEKYIIero KOHTPOJIsI YCIIeBAeMOCTH 00y4alomuxcst
4.1. B xone peanuzanuu qucuuninnbl b1.B./[B.04.01 «Hnnosayuonnsle nepconan-mexHonocuu
noozomoexu mypucmckux kaodposé | Innovative personnel-technologies for training tourist
personnel» HCHOAB3yHTCS  CiedylolMe MeTOAbl TEKYIIero KOHTPOJs YCIeBaeMOCTH
00y4Jaroumuxcs:
Ilpu nposedenuu 3anamuil J1eKYUOHHO20 muna: JEKUUOHHBIM MeToa (Jekuus-oecena),
YCTHBIH OIIPOC.
npu npoedeHuU 3aHAmuli CeMUHApPCKO20 MUnd: YCTHBIA OIpPOC, KEWUCHI, KPYIJIbIA CTOI,
JIeJIOBasi UTPa, POJIeBasi UTPa, TECTUPOBAHUE, MPAKTUIECKUE 3aAHITHS.
npu KOHMpoae pe3yibmamos CamoCmoamenvHol pabdomsl CmyOeHmos. CaMOCTOSITEIbHOE
W3Y4YCHHE JHUTEpaTyphl; JOMAIIHUE 3aJaHUs, KOTOphIe BKIIOYAaeT B ce0s BBHIMOJHEHHE
pa3IMYHOTO poja 3aJaHUi, KOTOphIE OpPHUEHTUPOBAaHBI Ha Ooliee TIIyOOKOE YCBOCHHE
MaTepuaga U3y4aeMoi JHUCUUIUIMHBI; MOJTOTOBKAa K CEMHUHAPCKUM 3aHSTHUSM; MOJATOTOBKA K
9K3aMEHY.

B cayuae peanuzayuu oucyunaunvt 6 JJOT hopmam 3adanuti adanmupogarn 0is niamgopmol
Moodle.

4.2. TunoBbie MATEPHUAJIBI TEKYIIET0 KOHTPOJIS YCIIEBAEMOCTH 00yYAKOIIUXCSH
TunoBble oleHOYHbIE MaTePHAJIbI 110 TeMe Nel

3ansaTue 1. Kpyruslii croJ, rpynnoBasi JMCKyCCHs
IIpoananuszupyiime 6biCKA3b16AHUSA, OYEHUME UX, BbICKANCUME C60€ MHEHUe U OCHOpbme
MOYKY 3peHUs. ONNOHEHMA.
1. Ponb Mozenu KOMIETEHMI B CUCTEME YIIPABICHHUS IIEPCOHAIOM.
2. Bunpl komnereHnuii: npodeccuoHanbHble, ClielnaibHble, KOPIIOPaTUBHBIE.
3. MeTonbl OLIEHKU U pa3BUTHS KOMIIETEHLUN
4. NOUCKOBBIE HCTOYHUKHU M METO/IbI 0TOOpa KaHIU/1aTOB Ha 3aMEIleHUE BAKAHTHBIX JJOJKHOCTEH;
5. «®wibTpel» mnoadopa MepcoHana: OOBSABIEHHWE O BAaKAHCHM, pE3lOME M aHKeTa KaHAMJara,
TECTUPOBAHUE, JIETIOBBIE UTPBI U KEHCHI.
6. OcHOBHBIE BUBI U 3Tallbl aJalTallUd COTPYIHUKOB.
7. HacTaBHUYECTBO M KOYYMHI KaK TEXHOJIOTHH aaNTallun
8. Metoibl U TeXHOJIOTUH OM3HEC-OLIEHKH nepcoHaia. VX nmpeumyiecTBa 1 OrpaHudeHHs..
9. «Kparkuii opueHTHpOoBOUYHBIN TecT» (aBTOpHI: B.H.By3un, E.®.Banaepnuk),
10. Opranu3aliMOHHBIN TECT,
11. MoaudunupoBaHHas Bepcusi MEXXINIHOCTHON nuarnoctuku T. Jlupn),
12. Tunonornueckuit onpocHuk Maitepc-bpurrc (MBTI).
13. Bomnonaenue ynpaxHenus «Cianom» (OATOTOBKA U pEIIeHNE MUHU-KEHCOB
14. npUHLIKIIBI ¥ TEXHOJIOTUH 00pa30BaHUs B3POCIBIX
15. npenmy1iiecTBa U OrpaHUYEHUS PA3TIMYHBIX METOJIOB 0OyUEHUS;
16. cTpykTypa mporpaMMbl KOPIIOPATUBHOTO OOYYIECHHUS, BUBI YIIPAKHEHUM.
17. Tunel, TUIIBI, MOAEIIH, CTPATETUN KAPbEPHI.
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18. KapbepHble KpU3UCHI U ITYTH UX MIPEOIOICHUS.

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.

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.

3anarue 2. Pemenne kelic-3agannii

IIpoananusupyiime ungopmayuio, onpedenume, ycmaHogume u yKaxjcume c6oe omuouienue K
3amponymou meme, cqpopmyaupyime omeemaul Ha 60NPOCHL.

Keiic 1. Mogepun3anus cucTeMbl IIOATOTOBKHU KAaPOB

Kommnanusa «Cunterux». Ilpodunbs nesrenbHOCTH — MOCTAaBLUIMK KIIOYEBBIX KOMIIOHEHTOB
MH(OPMAIMOHHON HWHQPACTPYKTYphI, BKJIOYas IMPOEKTHUPOBAHHE, IOCTaBKY, MOHTaX, 3alyCK H
oOciyxuBanue. CTpykTypa - TOJIOBHas KOMIaHUS M 5 ¢uinanoB. YHCIEHHOCTh COTPYIHUKOB —
6omnee 300 uenoBek. Cpok KU3HH KOMIIAHUU 8§ JIET.

OO6mas cutyauus. [Ipousomna cMeHa BiajenbieB koMnaHuu. HoBbIM reHepanbHbI JUpEKTOp
B3s11 Ha ce0sl ynpaBiieHue koMrnanuei. OHUM U3 BOIIPOCOB, KOTOPOMY OH YA€ 0c000€ BHUMAHUE,
ObuUlO CHMKEeHue 3arpar. Ha coBemanum AMpeKTOpy IO MepcoHaly Oblla IOCTaBleHA 3aj7aya
IPEeJCTaBUTh 0OOCHOBAHHBIM OTYET O 3aTparax Ha 00ydeHHEe COTPYAHUKOB, a TAKXKe MPEIOKEHHS 10
ONTHMHU3AIIMU MTPOLECCOB MOAIEPKAaHNS U TOBBIIICHUS KBATU(DUKAIIUU.

B mrare xoMmaHuum ecTh pa3paOOTUMKU IMPOrPaMMHOIO OOeCHeueHus, CHEHUaTMCThl IO
MH(OPMAIIMOHHON 0€30MMacCHOCTH, MPOEKTUpOBaHUIO U BHenpeHuto WT-pemenwnii, Hactpoiike UT-
MHQPACTPYKTYpPbI, CIEHHUATUCTBI MO MpoJakaM, yIpaBleHYecKuid nepcoHan. Opranuzanus akTHBHO
COTPYAHHMYAET C BEAYLIUMH 3apyOeKHBIMH M POCCHHUCKUMH TNPEINPUATHAMH — DPa3pabOTUYUKaMU
NPOrpaMMHOTO  OOecrieueHHs, IOCTABIIMKAMM pEIIeHUH M  CHEelMaJbHOro 00OpYHOBaHMUS,
CHUCTEMHBIMHU UHTETPATOPaMHU.

JUid crenuanucToB pasHBIX KaTeropuil OYEHb AKTMBHO IPOBOASATCS MEPONPUATUS 11O
MOBBIIIEHUIO KBaTM(UKALMK — KaK MTApTHEpAaMU KOMIAHUH, TaK U IITaTHBIMU TPEHEPaMHU.

Opranuzanus umeeT Y4eOHBI ILEHTp, pacHojokeHHbIi B MockBe. B permonanbHbIX
¢unnanax TakUX CTPYKTYp HeT. boiblioe Koau4ecTBO MHporpamMm oOOydeHHsl MO pa3paboTke H
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BHE/IPEHUIO HOBBIX TEXHOJIOTMYECKHX PELICHUH SBISAIOTCS O0O0s3aTelbHBIMM, IO pe3ylbTaraM HX
NPOXOXKJEHHUS  (MEPUOAMYECKUMH)  CIECHUAIUCTBl  MOJIYYaloT  CepTH(PHUKATHI  COOTBETCTBHSL.
CoTpyIHUKH pPErHOHANBHBIX (PUIMANIOB ydaTcsl ropasio peke, B OCHOBHOM IpHE3Kas B CTOJIHMILY.
OOyyeHne CHEIMATUCTOB MO MPOAaKaM NPAKTHYECKH HE MpOBOAHUTCS. [ ynmpaBiIeHUYECKOTo
NepCOHaja TPEHUHTH B YUeOHOM LIEHTPE MPOBOASATCS PEAKO.

Homxnocts PykoBoauTensi YueOHoro Llentpa. Ilo 3ampocy aupekTopa mo mnepcoHairy
VY4eOHblil HEeHTp NpeaocTaBu HH(POPMALIMIO, HA OCHOBAHUU KOTOPOH OBLI ClieJIaH BBIBOJ O TOM, YTO
Oro/pKeT Ha 00yyeHHe HEOOXOIUMO YBEIUYUTh MUHUMYM B 2 pa3a. KoMnaHMM-KOHKYPEHTBI ropasio
aKTHBHEE IOBBIIIAIOT KBAJIM(UKALMIO CBOEro INepcoHana. Hekoropele M3 HUX HMEIOT y4yeOHbIE
LIEHTPhl B pErHOHaX, Jpyrue OpraHU30BaJM JUCTAHIIMOHHOE OOY4YeHHWE M TECTHPOBAHUE C
MCIOJIb30BAaHUEM 3JIEKTPOHHOTO OOyueHUs U OHJIAiH-TeXHONMOTHi. C TOUKH 3peHHS MpPEeACTaBUTEINCH
VY4yebHOro ueHTpa, pa3paboTKa aBTOMATH3MPOBAHHBIX WHTEPAKTHUBHBIX KypCOB Ha OCHOBE
MarepuanioB UT-ipaktuku Syntegrator rakxe MOXeT ObITh MHTEPECHON U MPOTYKTHBHOU. Y 4eOHBII
LEHTp TOTOB IMPOBOAUTH Iporpammbl Juist |T-cmenmanucToB 3aka3dMKoB, a TaKXKe OTKPBIBATh
CEeMMHapbl, CIIOCOOHBIE MPUBJIEYb MOTEHLIUAIBHBIX KIMEHTOB. bu3Hec-1ulaH pa3BUTHS «PHIHOYHOTO
HarpaBJICHUS», NIPEJICTaBIEHHbIH Y4eOHbIM LIEHTPOM, IIOKa3aJl, YTO 3Ta JIEATEIbHOCTh MOXET CTaTh
npuObLIbHON yxke depe3 roi. Ho ecnu OyneT HNpUHATO MOJIOKUTEIbHOE pelleHHe, MOTpedyroTcs
OIpe/IeTICHHbIE NHBECTUINH.

Anaamn3 3¢ dexTuBHOCTH 00yueHHMsl 3a mpomenmmii nmepuona. HR-cneumanuctel nomamm
00JIbIIIOE KOJIMYECTBO 3asfBOK Ha OOydYeHHE OT COTPYJHHKOB KOMMAaHMHW. VX aHanmu3 mokasal, uTo
CyliecTByrome B Hel (opMbl 0OydeHHs, HalpaBICHHbIE B TIOAABIIONIEM OOJBIIMHCTBE HA
pa3BUTHE TEXHUYECKMX KOMIICTEHLIMH, SBHO HE IIOKPBHIBAIOT CYILIECTBYIOIIME MOTpeOHOCTH. B
YaCTHOCTH, OTCYTCTBYET 3HAaHME€ HHOCTPAaHHBIX S3bIKOB, Ha KOTOPBIX HalMcaHa JOKyMEHTAalWs,
npefocTaBisgeMasl MocTaBIlMKaMu oOopynoBaHusa. Kpome Toro, siBHO HeoOXOAMMO pa3BUBATh Yy
CIELUAINCTOB COOTBETCTBYIOLIMX OT/IEJI0B HaBBIKU MPOJaK U pabOThI ¢ KIMEHTAMH.

Bb1 qupexTop no nepconady. Ilepen Bamu nocrapieHa 3ajaya: B yCJIOBHIX OOIIel TEHICHIIUU
K CHIJKEHUIO 3aTpaTr 00OCHOBATh HE TOJIBKO CYLIECTBYIOIIME 3aTpaThl HA 00yuYeHue, HO U, BO3MOXKHO,
MOKa3aTb HEOOXOAMMOCTh YBeNIMUeHUs 3TuX 3arpar. CylecTBYIOIIYI0 CHUCTEMY MOAJIEPKAaHUA U
MOBBIIIEHUS KBaJU(UKALUU KaApOB CIEAyeT U3MEHUTh. Takke cleqyeT y4YUThIBaTh, UTO TEKYUYECTb
KaJpoOB TIOCTENEHHO YBEIUYMBAETCA, a KOHKYPEHLHMS Ha PpPbIHKE KBAIU(QHUIMPOBAHHBIX KaJpOB
KECTKasi, XOTs 3apruiatel B «CHHTErparope» HECKOJIBKO BBIINIE, YEM B CPEIHEM IO PBIHKY. bbuin
&KanoObl OT KIMEHTOB Ha pabOTy pEeruoHaJbHBIX OTAEICHUH. YUeOHbIM IIeHTp MHOATOTOBUII
UHTEpPECHBIE NPENIOKEHUS,, HO MX HEOOXOIUMO JONOJHUTENBbHO MPOAHAIU3UPOBATH M OLEHUTH.
OueBuAHO, YTO OOJIBIIIE BHUMAHHUS CIEAYET YAEATh MOArOTOBKE CIEIMAIMCTOB OTpaciu. Bo3MoxHO,
BaM CTOMT AaKTHBHO HCIIOJIb30BaTh JAMCTAHLIMOHHOE OOyYeHHE WIM MOPYYUTh 3Ty (PYHKIHIO
CTOpPOHHEH opraHu3zanuu. B mrobom ciydae mpemiokeHne Mo MOJEpPHHU3AMH 00pa30BaTesIbHOTO
mporecca JOKHO OBITh pa3syMHBIM U IPUBJIEKATEIbHBIM JUIsI PYKOBOJICTBA KOMIIAHUU C TOUYKH
3peHusi COOTHOUIEHHSI HEOOXOMMBIX 3aTpaT U MOJIy4aeMoro pe3yibrara.

Bonpocsl u 3axanus

1. Onpenenuth, Kakue KauyeCTBEHHbIE M KOJMYECTBEHHBIE IMOKA3aTelId TEKYIIEro COCTOSHUS
CUCTeMBbI OOY4YeHHsI B KOMIIAHUU CIIEAyeT MPOAHATU3UPOBATh, YTOOBI MOATOTOBUTH 00OCHOBAHHBIM
OTUET O 3aTpaTax Ha MOJJIepKaHNE U TTOBBIIICHNE KBATU(UKAIINK ITIEpCOHAA.

2. YKaxuTe BO3MOXKHBIC KPUTEPUH OIEHKH S(P(PEKTUBHOCTH CHUCTEMBI OOYYECHHS C TOYKH
3pEeHUs PYKOBOAUTEEH KOMITAHUY.
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3. Ilpoananu3upoBarh BO3MOXHbBIE MMYTH U (GOPMBI ONITHUMHU3ALIUKA 00PAa30BaATEIBHOTO Mpoliecca
[0 COOTHOIIEHHUIO «II€HA-KAueCTBO», HEOOXOIMMBbIC HMHBECTUIMOHHBIC 3aTpaTbl U OXKHIAEMBbIH
pe3yINbTart, OEHUTh CPOKU MOJICPHU3ALMU CUCTEMbI 00pa30BaHUs C YUETOM PErHOHOB.

4. I[ToAroTOBUTH MPEATIOKEHHUE 110 COBEPIICHCTBOBAHUIO CHCTEMBI 00pa30BaHUS.

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
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.
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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.

TunoBble OLleHOYHbIE MATEPHUAJIBI 110 TeMe No2
3ansaTue 3. Cemunap (Bonpocsl 1Jist 00CyKIeHHS)

H3znoorcume meopemuueckue 0CHOBbL N0 OAHHOU meme (Oatime onpeoenenus, nepeduciume u
Hazoeume) u 0OOCHYlUme (apeymeHmupyume u NPOOeMOHCMPUpylme) ceoe omuouienue K OAHHOU
meme (Ha KOHKPEemHOM npumepe).

— Ponb MOJI€nTM KOMIIETEHIIMI B CUCTEME YIIPABJIEHUS IEPCOHAIIOM.
— Buapl komneTeHnwmii: npodeccruoHanbHbIe, ClielUaNIbHbIE, KOPIIOPATHBHBIE.
— MeToapl OLIEHKH U Pa3BUTHUSI KOMIIETEHIIUN

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

3ansrtue 4. [IlpakTnueckoe 3ansiTue

Pa6ora B MajbIxX rpynnax: paspadoTrka M aHaJIM3 NpoduIIsi KOMIEeTeHIMIA.
Cobepume ungopmayuio no npedioxiceHHol meme, coeiaiime 0030p.
TuroBble NONCKO-UHNBH/TyalIbHBIE 3aIaHUs JIJIs IPOBEPKU YPOBHS KOMIIETEHLIUI
1. Mozenb 1 ipohuiib KOMIIETEHIIUH.

2. Buabl KoMIIeTeHITi

3. Meronuka pa3paboTKu mpodusisi KOMIETSHITH.

4. TTon6op u moadop mepcoHana Kak KaapoBble TEXHOJIOTHH.
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5. OT60pOYHOE HHTEPBHIO.

6. [Tcuxonormyeckas fMarHOCTHKA PO(ECCHOHATHPHO BaXKHBIX KQUECTB JINYHOCTH.
7. XenxaHTUHT (0XOTa 32 TOJIOBaMH),

8. Ilouck pykoBoaUTENEH.

9. OHnaiiH-peKPyTHUHT.

10. CkpuHUHT.

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 oleHOYHbIE MaTEPHAJIbI 0 TeMe Ne3
3ansaTue 5. Cemunap
Bomnpocs! mtst 06cyKaeHus:

H3znooicume meopemuueckue 0CHOBbL N0 OAHHOU meme (Oatime onpeoenenus, nepeduciume u
Hazosume) u 0bOOCHylUme (apcymeHmupylime u NPoOeMOHCmMpUpylime) ceoe omHouleHue K OaHHOU
meme (Ha KOHKPEMHOM npumepe).

- McTOoYHMKY MTOKMCKA U METOJIbI 0TOOpa KaHIUIaTOB HA 3aMEIIICHHE BAKAHTHBIX JOJDKHOCTEH;
- «DunpTpe» TOMOOpa MepcoHana: OOBABIEHHE O BaKaHCHM, PE3IOME U aHKeTa KaHIWJaTta,
TECTHPOBAHUE, IEJIOBBIE UTPHI U KEHCHI.

- 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.

3ansaTue 6. /lesioBasi urpa

Cmolenupytime u Hayyumecb HAXO0OUMb camble ONMUMANbHbIE peulenus OusHec-3a0ay 6
npoyecce uepvl, 4mooObl NpU BO3HUKHOGEHUU PedalbHOU cumyayuu Obimb CHOCOOHLIM NPUHAMb
€OUHCIMBEHHO NPABUTIbHbLE PeUleHUs.
Henosast urpa «Haiim corpynnukay. OOCyXIeHHE U aHAIIU3 PE3yIbTATOB JEIOBON UTPHI.

Business game "Hiring an employee." Discussion and analysis of the results of the business game.

Tunosblie oLleHOYHBIE MaTepHAaJbI MO TeMe Ned
3ansaTue 7. /lesioBasi urpa

Cmoldenupytime u Hayuumecob HAX00UMb camvle ONMUMALbHbIE peuleHuss OuzHec-3a0ay 6
npoyecce uepuvl, 4mooOvbl NPU BO3HUKHOBEHUU PealbHOU CUumyayuu Ovlmb CHOCOOHLIM NPUHAMD
€OUHCMBEHHO NPABUNbHBLE PEULCHUSL.
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Paboraiite B Manmpix rpymnmax. MojaendpoBaHuE CHUTyalMu coOeceqoBaHUs/MHTEPBBIO (POJIeBOM
UTPBI) C UCTIOJIB30BAHUEM Pa3HBIX CTUJICH M BUAOB MHTEPBbIO. AHAIN3 PE3yJIbTaTOB cOOECET0BaHMIA
C MIEPCOHAJIOM.

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.

TunoBble OleHOYHbIE MATEPUAJIBI 110 TeMe NeS
3ansitue 8. Cemunap
H3znoocume meopemuueckue 0CHO8bl NO OAHHOU meMe (Oalime onpedeienus, nepeyuciume u
Hazosume) u 0OOCHylUme (apeymeHmupyume u npooemMoHCmpupylime) céoe OmHouleHue K OAHHOU
meme (Ha KOHKPEemHOM npumepe):
Bomnpocs! 1u1st 06cyxaeHus:
— OCHOBHBIC BH/IBI ¥ 3TAIIbI aJIANITAIIMU COTPYTHUKOB.
— HacTaBHHYECTBO ¥ KOYYUHT KaK TEXHOJOTHH aJarTalliK

— The main types and stages of adaptation of employees.
— Mentoring and coaching as adaptation technologies

3anarue 9. [IpakTnyeckoe 3ansiTue

Cobepume unpopmayuio no npednoxicenHol meme, coeiaiime 0030p.
PaGora B MampIX Tpymnmax C [OOCIEAYIOIIUM  OOCYKIAEHHEeM: pa3paboTka MporpaMMbl
MICUXOJOTMYECKOH M OpraHU3allMOHHOW MOJACPKKU aJanTallid BHOBb MPHUHATOrO Ha paboTry
COTPYJIHUKA.

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 OlleHOYHbIE MATEPUAJBI 110 TeMe Ne6
3ansaTue 10. Cemunap

H3znoocume meopemuueckue 0CHOBbL N0 OAHHOU meme (Oatime onpedeieHus, nepeduciume u
Hazosume) u obocHyuUme (apeymeHmupyime u npoOeMOHCmMpupylme) ceoe omuouieHue K OaHHOU
meme (Ha KOHKpemHoMm npumepe):
Bomnpocs! 1t 06cyxaeHus:
— MeTo/BI ¥ TeXHOJIOTHHU OM3HEC-OICHKH MepcoHaa. X mpenmyIecTsa 1 orpaHIYCHHUS.

— Methods and technologies of business assessment of personnel. Their advantages and limitations.

3ansaTue 11. [IpakTnyeckoe 3ansaTHE
Cobepume unpopmayuio no npednodxcenHol meme, coeiaiime 0030p.
JlnarHocTHKa J1€J10BbIX U JINYHOCTHBIX KOMIETEHIIMHA HA OCHOBE MICUXOJIOTHYECKUX METOAMK:
- «Kpatkuit opuenTupoBouHbIH TecT» (aBTOophl: by3un B.H., Baunepnuk E.®.),
— OpraHu3aluoOHHbIN TECT,
— MoaudunupoBanHas Bepcus MeXINYHOCTHOM nuarHoctuku T. Jlupn),
— Tunonorudeckuit onpocHuk Maiiepc-bpurrc (MBTI).
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- Bemonnenue ynpaxxkaenus «Ciamom» (MOATOTOBKA U PEIICHHE MUHU-KEHCOB)

- "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)

TunoBble OleHOYHbIE MATEPUAJIBI 110 TeMe Ne7
3ansaTue 12 IIpakTnueckoe 3aHsATHE

Cmooenupytime u nayyumeco HAXOOUMb Camble ONMUMANbHLIE peuleHus OusHec-3a0ay 6
npoyecce uepbvl, umobbl NPU 603HUKHOBEHUU PeanbHOU cumyayuu Oblmb CNOCOOHBIM NPUHAMb
eOUHCMBEHHO NPABUNbHbIE PEULEHUS.
Ponesas urpa «[IpoBeneHue acecCMEHT-LIEHTpa»

Role-playing game "Conducting an assessment center

TumnoBbie OlleHOYHBIE MATEPUAJTBI MO TeMe Ne§
3anartue 13 [IpakTuyeckoe 3aHsiTHE

Cmoldenupytime u Hayuumecvb HAX00UMb camvle ONMUMAIbHbIE peuleHuss OuzHec-3a0a4 6
npoyecce uepvl, 4mobbl NpU BO3HUKHOBEHUU DealbHOl cumyayuu Oblmb CHOCOOHbIM NPUHAMb
€OUHCMBEHHO NPABUTIbHbLE PeLUleHUs.
Ponesas urpa «IIpoBeaenue onenku Ha 360 rpagycoBy.

Role play "Conducting a 360 degree assessment".

Tunosble OlleHOYHbIE MATEPUAJBI 110 Teme Ne9
3ansaTue 14. Cemunap
H3znoorcume meopemuyeckue ocHogbl N0 0AHHOU meMe (Oaiime onpeoenenus, nepevuciume u
Hazoeume) u 0OOCHyUmMe (apeymeHmupyume u npoOeMOHCmMpPUpylme) ceoe OMHOUEHUe K OaHHOU
meme (Ha KOHKpemHoM npumepe):
Bomnpocs! 11t 06cyxaeHus:
— MPUHLIMIIBI U TEXHOJIOTUU 00pa30BaHMsI B3POCIBIX
— NMPEUMYILECTBA U OTPAHUYEHUS PAa3IMUHBIX METOJIOB O0yUYEHHUS;
— CTPYKTypa MporpaMMBbl KOPITOPATHBHOTO OO0YYEHUSI, BUIIBI YITPAKHEHHH.

— principles and technologies of adult education
— advantages and limitations of different teaching methods;
— the structure of the corporate training program, types of exercises.

3ansrue 15. [IpakTnyeckoe 3ansiTe

OTtpaboTKa OCHOBHBIX BUOB TPEHHUPOBOUYHBIX YIpaXHEHUH (pa3MuHKa, scTadera, paboTa B Majon
rpymrne, Kelc-3aaada u T.11.)
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Practicing the main types of training exercises (warm-up, relay race, work in a small group, case-
task, etc.)

TumnosBblie olleHOYHBIE MaTepHaIbl 10 Teme Nel(
3ansaTue 16. Cemunap
H3znoorcume meopemuyeckue oCHO8bl NO OAHHOU meMe (Oaiime onpeoenenus, nepevuciume u
Hazoeume) u 0OOCHYUmMe (apeymeHmupyume u nPoOeMOHCmMpupylme) céoe OmMHoOueHue K OaHHOU
meme (Ha KOHKPEMHOM npumepe):
Bonpocsr 1uist 06cyxienus:
— Twribl, TUTTBI, MOJIETIH, CTPATETUU KaPhEPHI.
— KapbepHbie KpU3HCH M ITYTH UX TPEOJI0JICHUS.
KapnepHoe camoyripaBieHHe.

— Types, types, models, career strategies.
— Career crises and ways to overcome them.
Career self-management.

3ansrtue 17. TectrupoBanue
Cocmagbme cnucox omeemos Ha 60ONPOCHl MeCmd, GbINONHAA 3A0AHUSL, CHOPMYTUPOBAHHbIE 8

Kaxcoom eonpoce mecma.

1 Kakoe ynpaBineH4YecKOe JCHCTBHE HE OTHOCUTCS K (DYHKIIMSIM YIIPABICHUS TIEPCOHAIOM?

a) MJIaHUPOBAHUE;

0) MPOTHO3UPOBAHNUC;

B) MOTHBAIIHS,

') OTYETHOCTD;

1) OpraHu3aIus.

2. K ynpaBneH4eckoMy epCcoHaly OTHOCSATCS:
a) BcIioMoraTesbHble paOOTHUKY;

0) ce3oHHBIE paboyme;

B) MJIaILINH 00CITY>KHBAIOLINI EpCOHa;

I') PYKOBOJMTEH, CIIELIUAIUCTHI;

1) OCHOBHBIE pabouue.

3. SImoHCKUI KaJPOBBIA MEHEKMEHT HE TPUMEHSIETCS:

a) MOXKU3HEHHAs 3aHSTOCTh;

0) NPUHLIMIIBI CTAPIIMHCTBA IIPU OIIaTe U Ha3HAUEHUH;

B) KOJIJIEKTUBHASL OTBETCTBEHHOCTH;

r) HeOpMaJIbHBIN KOHTPOJIb;

1) TPOJBM)KEHHE IO KAaphepHOW HepapXWu 3aBUCUT OT Mpo(decCHOHATU3Ma U YCIEIIHO
BBITOJIHEHHBIX 33/1a4, a HE OT BO3pacTa pabOTHHKA UJIH CTaXa PabOTHI.

4. Kakve TUCIUIUIMHBI HE CBSI3aHbI C CHCTEMOM HayK O TPYJ€E U IepcoHaie?
a) «DKOHOMHKA TPYIa»;
0) «TpaHciOpTHBIE CHCTEMBIY;
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B) «Ilcuxomorusi»;
r) «@U3MOIOTUS POJIOBY;
1) «Counonorus Tpyaar.

5 JJomKHOCTHAS. MHCTPYKITUS HA MPEANPUATHH pa3padaThiBacTCs B IEIIX:

a) OINpeNelCHUE OTACTBHBIX KBATU(UKAIMOHHBIX TpPeOOBaHWH, OOS3aHHOCTEH, IpaB W
OTBETCTBCHHOCTH TIEPCOHAIA TIPEATIPUSITHS;

0) HaiiM paOOTHHKOB Ha IIPEANPHUATHE;

B) 1oA00p MepcoHalia Ha ONPEICICHHYIO JODKHOCTB;

') B COOTBETCTBUU C JICHCTBYIOIIUM 3aKOHOAATEILCTBOM;

1) TOCTHKEHUE CTPATETUICCKUX EIeH MPEIITPHUSITHSL.

6. UccrnenoBanue KajpoBOi NOJUTUKU IPEAIPUITUN-KOHKYPEHTOB HAIIPaBJICHO Ha:
a) pa3palbaThIBaTh HOBbIE BU/IbI POIYKIUH;

0) ompenensaTh CTpaTerHuecKuil Kypc pa3BUTHUS MIPEIPHUSITHS;

B) CO3/1aTh JOIOJIHUTENIbHBIE paboyle MecTa;

T) JUId iepenpoUIMPOBAHUS IEATEIbHOCTH MPEANPUSITHUS;

1) pa3zpaboTarh 3(Hh(HEKTHBHYIO KaIPOBYIO MOJUTUKY BAIIETO MPEATPUSATHS.

7. YTo BKIIIOYAET B ce0sl HHBECTHPOBAHNE B YCIOBEUECKUI KamUTan?

a) NHBECTULIUU B IIPOU3BOJCTBO;

0) MHBECTUPOBAHHE B HOBbIE TEXHOJIOTHH;

B) pacxo/ibl Ha pa3BUTHUE NEPCOHANIA;

I') UHBECTUPOBAHHUE B CTPOUTEIHCTBO HOBBIX OOBEKTOB.

1) ”HBECTUPOBAHHUE B COBEPILIEHCTBOBAHNE OPIaHU3ALMOHHON CTPYKTYPbI PEATIPHUATHS.

8. UenoBeueckuil KanmuTas — 3T0:

a) ¢popma MHBECTHLIMM B 4Y€JIOBEKa, T.€. CTOMMOCTh OOLIEr0 M CIEUHUAIBLHOTO OOpa30BaHMUS,
HaKOIUIEHHE CYMMBI 3/I0pOBbs OT POXJIEHHUS U 4yepe3 cucrteMy oOpa3oBaHHUS 10 TPYAOCIOCOOHOTO
BO3pAacTa, a TAK)K€ SKOHOMHUYECKH 3HaYUMasi MOOUIIbHOCTb.

0) MHBECTUPOBAHHE B CPEACTBA IPOU3BOJICTBA;

B) HEMaTepHaJIbHbIE aKTUBBI MPEATIPHUATHS.

I') MaTepHaIbHbIE AKTUBBI PN PUATHUS;

1) O9TO COBOKYHNHOCTH (OpM U METOAOB palbOThl aJMUHHUCTpALUM, OOECIIEUHBAIOIINX
3¢ (eKTUBHBIN pe3yibTar.

9. ®yHKIMAMH YIPaBIEHUS IEPCOHAIIOM SIBIISIFOTCSI:

a) COBOKYITHOCTb HAIpaBJIEHUH M MOJIXOJ0B K padoTe ¢ MepCOHaIOM, OPUEHTUPOBAHHBIX Ha
YIOBJIETBOPEHHOCTh

IIPOU3BOJCTBEHHBIE U COLUAIIBHBIE HYK/bI IPEAIPUATHUSA;

0) COBOKYIHOCTbh HaNpaBJICHUH U IMOAXOJOB MO MOBBIIICHUIO 3()(PEKTUBHOCTH NEATETBLHOCTH
NPEATIPUATHS;

B) KOMIUIEKC HaIlpaBJIEHUH U MOJXO0B M0 YBEIMUEHHUIO YCTAaBHOIO KalluTalla OpraHu3aluu;

') COBOKYITHOCTh HAIPaBJICHUN U TIOJIXO0JI0B [0 COBEPILIEHCTBOBAHUIO CTPATErHH MPEATIPUATHS;

1) KOMILJIEKC HampaBiIeHUI 1 MEPOIIPUATHIH 110 CHUYKEHUIO C€0ECTOMMOCTH MPOAYKLIUH.
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10. ITorenuuman crenuanicra — 3To:

a) COBOKYITHOCTb CLIOCOOHOCTEH, 3HaHUH, ONBITA, CTPEMJICHUI U TIOTPEOHOCTEH;
0) 3I0pPOBBE YETIOBEKA;

B) CLIOCOOHOCTH aJJalITUPOBATHCS K HOBBIM YCIIOBUSIM;

I') BO3MOKHOCTh COBEPILICHCTBOBATh CBOIO KBAUTM(HUKAINIO HA pabodeM MecTe;
1) CIOCOOHOCTH YeTIOBEKa MMPOU3BOIUTH MPOIYKIHIO

11. T'opu3oHTaNIEHOE TIEpEMEIIICHHE PA00YETOo MPEyCMaTPUBALT CIACAYIOIIYIO CUTYaIUIO:

a) MEepeBOJ C OJHOW PabOTHl HA JAPYI'YIO C MU3MCHEHHEM 3apa0OTHOW IUIAThl MM YPOBHS
OTBETCTBCHHOCTH;

0) mepeBoA ¢ OnHOW pabOTHl Ha JpYryo 0e3 M3MEHEHHs 3apa0OTHOM IIaThl M YPOBHS
OTBETCTBCHHOCTH;

B) OCBOOOXICHHE paOOTHHUKA,

T') HIOHWKCHUE B IOJDKHOCTH paOOTHHKA,

1) IPOJIBIYKEHHE PAOOTHHKA T10 TOJIKHOCTH.

12.ITpodeccuorpamma — 310:

a) mepeyeHb MpaB U 00s13aHHOCTEN paOOTHUKOB;

0) omricaHue OOIINX TPYAOBBIX U CHEIHATBLHBIX HABBIKOB KXKIOTO pAOOTHUKA TIPEITPHSITHSI,

B) 3TO OIMCAaHHE OCOOEHHOCTEH KOHKPETHOM Npo(deccuu, pacKpbIBAIOIIEE COJEepKaHUE
npodeccnoHaNbHOM IeATEIBHOCTH, a TAaKXKe TPeOOBaHUS, IPEIBIBIIEMbIC K YETIOBEKY.

r) mepedeHb npodeccuii, KOTOPHIMU MOXET OBIAJeTh pPAOOTHUK B TMpefenax CBOeH
KOMIIETEHIIHH;

1) CIICOK BCeX MpodeccHid.

13. Kakoro paszena He COIEPKUT JOHKHOCTHASI MHCTPYKIIMS?
a) «O01mIMe MOJOXKESHUSY,

0) «OCHOBHBIE 3a/1a4M»;

B) «O053aHHOCTHY;

r) «YIpaBiIeHYECKUE TOJTHOMOUUSY;

1) BeiBoibI.

14. NnTennexTyalbHble KOHQJIUKTH OCHOBaHbI Ha:
a) O CTOJIKHOBEHMM IPUMEPHO pPaBHBIX IO CHJIE, HO IPOTUBOIOJIOXKHO HaIlpaBIEHHBIX

OTpeOHOCTEN, MOTUBOB, UHTEPECOB U YBJICUEHHUH Y OHOTO U TOTO XK€ YEJIOBEKa,

0) CTOJIKHOBEHUE BOOPYKEHHBIX TPYII JIFOJIEH;

B) 0 OopnbOe mael B HayKe, €IMHCTBE M CTOJIKHOBEHHHM TaKHX IMPOTHBOIIOJOKHOCTEH, Kak
HCTUHHOE U OIINOO0YHOE;

I') 0 IPOTHBOIIOCTABJICHUH J100pa U 3713, 0053aHHOCTEN U COBECTH;

1) O IPOTUBOCTOSIHUY CTIPABEUIMBOCTH U HECIIPABEVIUBOCTH.

15. KoHpnUKTHON cUTyanueil sBisieTcs:
a) CTOJIKHOBEHHE MHTEPECOB PA3HBIX JIFOJIEH C arpECCUBHBIMU JICHCTBUSIMU;
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0) TpenMeThl, JIOJU, SBJICHHS, COOBITHS, OTHOIICHHS, KOTOPbIE HEOOXOIWMO IMPHUBECTH K
orpeJielIeHHOMY OanaHcy, oOecneunBaonMi KOM(GOPTHOE COCTOSHUE JIML, HAXOISAIIUXCS B TIOJIE
JAHHOM CUTYallUu;

B) COCTOSTHHE IIEPETOBOPOB BO BpeMsi KOH(IIUKTA;

T') OTpe/esieHre CTaiuii KOH(JINKTA;

1) IPOTUBOPEUYUBBIE MO3ULIUU CTOPOH OTHOCUTENILHO PEIICHUS KaKUX-TH00 BOIIPOCOB.

16. Ha xakoil ctaauu KOH(GIMKTA NOSBISETCS SIBHOE (HATJIATHOE) IPOSIBICHHUE OCTPHIX
pasHoriacuii,

JOCTUTHYTO B X0J1¢ KOH(IIUKTA:

Hauano;

0) pazBuTHE;

B) KYJIbMHUHAILINS;

I') OKOHYaHUE;

1) . TOCTKOH(M)JIMKTHBIA CHHAPOM KaK IICUXOJIOTMUYECKOE MePEKUBAHUE.

17. JlaTenTHBII eproa KOH(IIMKTA XapaKTepU3yeTCsl CIEAYIOIIEH 0COOEHHOCTHIO:

a) CTOPOHBI €I11€ He 3asBUJIU CBOU IIPETEH3UU JIPYT K JIPYTY;

0) ofHA U3 CTOPOH IMPU3HAET MOPAXKEHHE WU IOCTUTAETCsl IEPEMUPHE;

B) myOnM4yHOEe pa3o0iiadeHre aHTaroHW3Ma Kak Uil CaMUX CTOPOH KOH(IIMKTA, TaK W JUIS
CTOPOHHUX Ha0OIoAaTeNeH;

I) KpaiiHee arpecCHBHOE HEJOBOJILCTBO, OJOKUPOBKA CTPEMIICHUH, JUTUTEIIbHBIA HETaTUB

IMOIMOHAJIBHBIC TIEPEKUBAHUS, I€30PTaHNU3YIONINE CO3ZHAHNE U AEATEIbHOCTD;

) MEXIYy KOHQIUKTYIOIIUMH CTOPOHAMHU OTCYTCTBYIOT BHEIIHHE arpeCCUBHBIC JICHCTBUS, HO
UCTIOJIB3YIOTCS] KOCBEHHBIE METO/Ibl BO3JICHCTBHSL.

18. Ctunp noBeneHUs B KOH(MIMKTHOM CHUTyallUH, XapaKTepU3YIOIIMNCS aKTUBHOW OopnOOi
JIMYHOCTH 33 CBOM UHTEPECHI, UCIOJIb30BAHUEM BCEX JOCTYIMHBIX € CPEACTB ISl JOCTUKEHHSI CBOUX
mnese, -

OtoT:!

a) ajanTalus, COOTBETCTBUE;

0) YKIJIOHEHHUE;

B) IPOTUBOCTOSIHUE, KOHKYPEHLIUS;

I') COTPY/AHUYECTBO;

1) KOMIIPOMHCC.

19. KomruiekcHasi orieHKa paboThl — 3TO:

a) OIleHKa PO eCCHOHATBHBIX 3HAHUH U YMEHHIA C TIOMOIIHIO0 KOHTPOJIBHBIX BOIIPOCOB;

0) onpezeneHre KOMIUIEKCAa paCUeTHBIX MOKa3aTenel KauecTBa, CI0KHOCTH U 3PHEKTUBHOCTH
paloT U cpaBHEHME C MPEIBITYIIIMH NEPUOIAMH C UCTIOIb30BAHUEM BECOBBIX KOA(PPHUIIMEHTOB;

B) OLIEHKa MpOo(eCCHOHAIbHBIX 3HAaHUM, HABBIKOB M YPOBHS HHTEIUIEKTa C IOMOIIBIO
KOHTPOJIbHBIX BOIIPOCOB;

T) ompeneneHne MpoPecCHOHATBHBIX 3HAHUI M HABBIKOB C TIOMOIIBIO CHEIHATbHBIX TECTOB C
JalbHeNIIe ux pacppoBKOH.
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J) OIleHKa TPO(ECCHOHAIBHBIX 3HAHUH, HABBIKOB W YPOBHS HMHTEIUIEKTa C TIOMOIIBIO
COIMMOJIOTUYCCKUX OITPOCOB.

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";

b) "Transport systems";

c) "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.
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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.

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.
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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.

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,;

¢) 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.
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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. OneHo4nble MaTepHUaJibl l'lpOMe)KyTO‘-IHOﬁ arrecranuu 1mo J1MCuuIJjanHe

5.1. 3ayeT ¢ OLEHKOW MPOBOAMTCHA € MPUMEHEHHEM CJIEIYIOIIMX METOA0B (CPeacTB): B paMKax

cllauy 3ayeTa C OLICHKOM npeaycMaTpuBacTCs YCTHBIﬁ OTBCT CTYACHTOM Ha HOJ'IyLIGHHHﬁ BOIIPOC.

B cayuae nposedenus npomesxcymounon ammecmayuu 6 OUCMAHYUOHHOM  pedcume
ucnonvzyemcs nramgpopma Moodle u Teams.

5.2. OueHo4HbIe MATEPHAJBI IPOMEKYTOYHON aTTECTALUH
Kommnonent ITpomexyTOYHBIN/KIH0YeBOH Kpurepnii onenuBanns
KOMIIeTeHIIM U HHIMKATOP OLeHUBAHNUA
YK-3.1 Criocoben | [lemoHCTpUpyeT MOHMMaHKE MPUHLIUIIOB | KoppekTHO ONpeaeIICHbI oOrme u
JE€MOHCTPHPOBATh KOMaH/IHOW ~ paboTbl ¥ HMCIOJIB3YET | TexHOMOrHYecKie QYHKIMHI
MOHHMAHWE  NPUHINIOB | MOTEHLMAN JMYHOCTH K TOCTOAHHOMY | \ieyekmenTa, OpraHH3AIHOHHBIE (OPMBI
KOMaHJIHOIl pa®OTBl U | pa3BUTHIO, BBIPAOATHIBAs KOMAaHIHYIO
KOJIJIEKTUBHOTO yIpaBJleHUs,
UCIIOJIB30BaTh MOTEHIHAN | CTPATErHIO TUIs JOCTHKEHUS
MICUXOJIOTMYECKHE

JUYHOCTH K IOCTOSTHHOMY
pa3BuTHIO, BhIpabaTHIBas
KOMaHIHYI0  CTpPaTeruio
TSt JOCTYKEHHUS
IIOCTABJIICHHON LIENH.

IIOCTaBIICHHOM OCIINn.

aCIEKThl Ka[pOBOI0 MEHEKMEHTA.
[IpaBunbHO TpPUMEHUMBI (enepalbHble H

OTpacjieBble ~ HOPMAaTHBHBIE  IIPAaBOBBIC
JOKyMEHTBl B 00JAacTH  PEryIHpOBAHUS
TPyIOBOH JEATeNIbHOCTU TYPUCTCKUX
pPabOTHUKOB.

UETKO BBIABIEHBI NMPOOIEMBI U MPABHIBHO
HalJIeHbl COCOOBI UX PEIICHHS MIPH aHAIN3E
KOHKPETHBIX MPOU3BOJCTBEHHBIX CUTYyalUil B
00y1acTH KaapoBOTo MEHEDKMEHTA.

Yeérko

chopMyIHpOBaHbI CBOU

IIOTCHIHUAJIBbHBIC BO3MOXHOCTH M COCTaBJICH
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KoMmmnoneHnr

ITpomexyTOYHBIN/KIH0YeBOH

Kpurepnuii onenuBanuns

KOMIIETEeHIIHHU HHAUKATOP OLICHUBAHUSA

IUIAH WX MaKCHUMAJIBHOM peanu3aluy B
paMKax cBOei npodeccruoHaIbHOM
JEeSITEIBHOCTH.
JlocTur mOCTaBIEHHBIX pe3yIbTaTOB B
COOTBETCTBHH C MPUHATON MPOrPaMMOH.

YK-4.1 Cnoco0Oen | OcymecTBiser aKaJEMHUYECKOE u | BelcTpoeHa BHYTpeHHsIsI JOTHMKa JeJIOBOM

OCYILECTBIISITD IpOo(eCcCHOHANIBHOE B3aUMOJCHCTBHE, B | KoMMyHHUKAIIN.

aKaJeMHUIecKoe M | TOM YHCIC HA WHOCTPAHHOM SA3BIKC M | iyt coGece HUKA.

npodeccnonaabHOE UCTIONB3YET COBPEMEHHBIE

B3aMMOJCHUCTBHE, B TOM
YHUCJIE Ha HWHOCTPAHHOM
SI3bIKE W MCIIOJIB30BAaTh
COBpEMEHHBIE
MHQOPMAaITUOHHO-
KOMMYHUKAaTUBHBIC
cpencTBa
KOMMYHUKAIIWH.

JUIS

nH(OPMaITMOHHO-KOMMYHHUKATHBHEIE
CpPEACTBA 11 KOMMYHUKALIUH.

B TekcTe He JOMYIIEHO S3BIKOBBIX OLIMOOK.
BremonHens!l TpeOoBaHUS TO OQGOPMIICHHUIO
JIOKYMEHTA.
Conepxanne JOKyMEHTa JIOTHYECKH
BBICTPOCHO B COOTBETCTBUM C BBIOpaHHOM
(hopMoit.

He wucmeITeiBaeT 3aTpymHeHWI B BEIOOpE
SI3BIKOBBIX CPEJICTB.

Peun rpamoTHast, cBOOOHAS.

CaplmuT coOeceHNKa aIEKBATHO Pearupyer
Ha ero apryMeHTAIIHIO.

He nomyckaer pedeBbIX OIIHOOK.

Bnaneer cnenuduueckoi JIEKCUKOM,
pacipoCTpaHEHHO B JICJIOBOM cdepe.
Hcnonb3oBana cneunduyueckas JIEKCHKa,
MpUMEHsieMas B JIeJIOBOH cdepe.

[IpaBunbHO coOpaHa, obobmeHna u
npejcTaBieHa WHPOpPMaIUs O pe3yiabTarax
po(heCCHOHAIBHOM JIeATEIbHOCTH.

Yérko ompenesieHbl COBPEMEHHBIE CIIOCOOBI
MpeJICTaBICHUS PE3YJIbTATOB aKaJIeMHUIEeCKOH
u npodeccunoHaIbHON JeSITeNbHOCTH

TYPHUCTCKOTO paboTHMKa, sICHa WX
CpaBHUTEIbHAS XapaKTEPHCTHKA: TEKCTOBHIC
paboThI,

YCTHBIC BBICTYIUICHUA,

Mpe3eHTalllH, BUICO(DUITBMBI. 3HaTh
(akTOphl, BIMSIONIME HA BBIOOpP CTWIS U
(hopM OOIICHHUS C Pa3TUYHBIMU ayAUTOPUIMHU
YYaCTHUKOB COBMECTHOM JI€SITEILHOCTH.
Xopolo BIaJeeT MHOCTPAaHHBIM SI3bIKOM B
o0beMe, HEOOXOIMMOM IS BO3MOKHOCTHU
YCTHOM M NUCBMEHHOM KOMMYHUKALUU U
MOJTy4eHUs] WHQOPMAIlMH W3 WHOCTPAHHBIX
HCTOYHHUKOB.

HpaBHJ’IBHO@ HCIIOJIb30BAaHUC COBPEMCHHBIX

30




KommnonenT ITpomexyTOYHBIN/KIH0YeBOH Kpurepnuii onenuBanuns

KOMIIETEeHIIHHU HHAUKATOP OLICHUBAHUSA
CpencTB nHpOPMAITHOHHO-
KOMMYHHKAIIHOHHBIX TEXHOJIOTHH.
YK-5.1 CniocobeH | OCymIecTBISIET COIUANBHYIO TOTUTUKY U | DPPEKTUBHO BBISBIISET CYLTHOCTh
OCYIIECTBIATD COIMANbHOE PA3BUTHE OPTraHHW3AIMH C | B3AMMOCBS3M  COIMANBHON TONUTHKA U
COIMABHYIO TOJHUTHKY U | y4ETOM MEKKYJIBTYPHOTO | aKTyaJIbHOTO COCTOSIHUSI COLMATBHOM c(epH;
couuansHoe pa3BUTHE | B3aUMOACHCTBHS. OCHOBHBIE  TEHJEHIIMM W  MEXaHU3MBI
OpraHu3alid C Y4eTOoM yhpaBlieHHsI B COLUaBHOH cdepe.
MEXKYITBTYPHOTO YeTko (GOpMYIHPYET OCHOBHBIC HMPUHIIUIIEI
B3aUMOJICHCTBUSL. PYKOBOJCTBa KOJJICKTHBOM B cdepe CBOEH

npodecCHOHANBHON AEATENbHOCTH.
Yerko (opMmynupyeT OCHOBHBIC MPHUHIIUIIBI
TOJICPAHTHOTO PYKOBOJCTBA KOJJIEKTHBOM B

STHHYECKUX, KOH()ECCHOHAIBHBIX
KYJBTYPHBIX Pa3IN4Hi B KOJJICKTUBE.

YCIIOBUAX HaJIn4us1 COIMAaJIbHBIX,

"

Tunosbie OLleHOYHBIC MATEPHAJIBI IPOMEKYTOYHON ATTECTALIUH
Bomnpocs! k 3a4ery

H3znoxcume meopemuueckue O0CHO8bL N0 OAHHOU meme (Oaiime onpeodeeHus,

nepeuuciume u Hazoeume) u 000CHyiime (apzymeHmupyiime u npoOeMOHCmpupyiime) ceoe

OmHoOUuIeHUue K OAHHOI meme (Ha KOHKPEemHom npumepe):

1

0 N L A W DN

11.
12.
13.
14.
15.
16.
17.
18.
19.
21.
22.
23.
24,
25.

. KoHnenuus coBpeMeHHON KapOBON TEXHOJIOTUU

. Cdhepa npuMeHEHHS] COBPEMEHHBIX KaJIpPOBBIX TEXHOJIOTUN

. TeopeTnueckue MoaX0/Ibl ¥ MPUHIIUIIBI PA3BUTUS TEXHOJIOTHH YIIPABICHUS IIEPCOHAIOM.
. KimroueBsie hakTopsl 23 (heKTUBHOIM CHCTEMBI YIIPAaBJICHUS IEPCOHAIOM.

. Moaeinb u npoduib KOMIETEHITUH.

. Buapl xoMIeTeHIIniM

. Metonuka pa3paboTku mpoQuiis KOMIETEHITHA.

. [Tog6op u moxbop nmepcoHana Kak KaJpoBble TEXHOJIOTHH.

. OT6opouHOE cobecenoBaHue.

. Ilcuxonmoruyueckasi AIMarHOCTUKA MPOPECCHOHATHHO BaKHBIX KAYeCTB JIMYHOCTH.
XeaIXaHTUHT (0XO0Ta 3a FOJIOBAMH),

ITouck pykoBOAUTEINIEH.

OnnaliH-peKpyTHHT.

CKpUHUHT.

AyTcopcuHr,

Ayrtctaddunr,

®punancep,

JIv3uHr nepconana.

CobecenoBanue o komnereHusaM.20. CTpecc-UHTEPBbIO.
Aparnranyst Kak KaJpoBasi TEXHOJIOTHSL.

[Icuxonoruyeckoe CONMpPOBOXKICHHE AN TAIIHOHHBIX MTPOIIECCOB.
AnanTtanysi MOJIOJIBIX CTIEIIHAIUCTOB.

Secondment (BropuuHOe 00yueHHE ITPH TPUEME Ha padboTYy),
bannunr (npyx0a),
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26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.

induction, Welcome — TpeHHHTH [1)IsI HOBHYKOB.
HacraBunuectso.

Shadowing (6sITh TeHBIO).

busznec-orieHka nepcoHaia Kak KaJipoBasi TEXHOJIOTHS.
DKCHepTHBIN OMpoc.

Ouenka Ha 360 rpaaycos.

OLICHOYHBIN LIEHTP.

Kop3unHnblii MeTOI.

[Toptdonuo.

[ToaroroBka kaApoB Kak KaJpoBasi TEXHOJIOTHUA.

Bunsl o0y4yenus nepconana u ux 3pPpeKTuBHOCTb.
Metozbl 00y4eHus mepcoHaia.

OOyuecHue.

Jenosas urpa.

Jeno

[TonsiTHE Kapbepsl, €€ BUIIbI, TUIIbI, MOJIETH U CTPATETHH.
VYpasneHue Kapbepou

KapbepHoe camoyrmipaBienue

Kanposslii pe3eps

Bo3moskHbIe omMOKY pu BHEAPEHUU COBPEMEHHBIX KaJIPOB — TEXHOJIOTHH.

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.
11.
12.
13.
14.
15.
16.
17.
18.
19.
21.
22.
23.
24,

Psychological diagnostics of professionally important personality traits.
Headhunting (headhunting),

Executive search.

On-line recruitment.

Screening.

Outsourcing,

Outstaffing,

Freelance,

Staff leasing.

Competency interview.20. Ctpecc-MHTEpPBEIO.

Adaptation as a personnel technology.

Psychological support of adaptation processes.
Adaptation of young professionals.

Secondment (secondary training when applying for a job),
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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.

Ixana oneHuBaHUA

OneHka pe3yabTaTOB MPOM3BOIUTCS  Ha OCHOBe IlonokeHuss O TeKylleM KOHTpoJe
yCIIeBaeMOCTH OOYyYaroIIMXCsl M MPOMEXYTOYHOM aTTecTalMM oOeraromuxcs 1no o0pa3oBaTelbHbIM
nporpaMMaM — CpeAHero NpoecCHOHAIBHOTO M BBICIIEro 0O0pa3oBaHus B  (eaeparbHOM
rOCYJapCTBEHHOM OIOPKETHOM| 00pa30BaTEIbHOM YUPEKJIEHUHN BHICIIETO oOpa3zoBanus «Poccuiickas
aKaJeMUM HApOJHOI XO034WCTBa W TOCyJapcTBeHHON ciyx0bl npu Ilpesuaentre Poccuiickoit
®enepanuny, yreepxkaeHHoro Ilpukasom Pekropa PAHXul'C npu Ilpesunente PO or 30.01.2018 r.
Ne 02-66 (n.10 paznena 3 (mepBwiii a03am) u m.11), a Taxke Pemenuss Yuenoro cosera Cepepo-
3amagHoro uHcrutyra ynpasieHuss PAHXul'C npu Ilpesunente PO ot 19.06.2018, mpoToxosn Ne 11.

Onpoc mpoBOAUT MpenojaBaTeNlb MO0 BCEM TeMaM TUCIUIUIMHBL. 3HAHUS, YMEHUS, HABBIKH
CTyIEHTa TpU TPOBEACHHM OIPOCa OIEHUBAIOTCA «3aYTeHO», «HE 3adyTeHo». OCHOBOHM s
OMPCACIICHUA OLCHKU CIYXXHUT YPOBCHb YCBOCHHA CTyACHTaMU Marcpuaia, NpCaAyCMOTPEHHOIO
JTAaHHOM paboyeil mporpaMMoH.

Ounenka TpeGoBanusi K 3HAHHSM

Jan monHBIM, pPa3BEPHYTHII OTBET Ha TIOCTaBJIECHHBIM BOMNPOC;, IOKa3aHa
COBOKYITHOCTb OCO3HAHHBIX 3HaHWH 00 OOBEKTE W3Yy4EHHs], J10Ka3aTeJIbHO
PacCKpBITHI OCHOBHBIE TIOJIOKEHHS (CBOOOIHO ONEPHPYET MOHITUAMHU, TEPMUHAMH,
«3a4TCHO» MepCOHAMAMHA ® Jp.); B OTBETE€ TPOCIEKHBAETCA UETKAsA CTPYKTypa,
BBICTPOEHHass B JIOTMYECKOW  IOCIENOBAaTENBbHOCTH;  OTBET  M3JIOKEH
JINTEPaTYpHbIM TPAMOTHBIM SI3BIKOM; Ha BO3HHMKLIME BOIPOCHI IPENOAABATENS
MAarucTpaHT JaeT 4E€TKUE, KOHKPETHBIE OTBETHI, ITOKA3bIBAas YMEHUE BBIACIATH
CYILIECTBEHHBIE U HECYLICCTBEHHBIE MOMEHThI MATEpUaIIA.
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JlaH HenmonHBIM OTBET HA MOCTABICHHBIN BOMPOC, JIOTUKA U MOCIEA0BATEILHOCTD
«He 3aureHO» U3JIOKEHUS HMEIOT CYIIECTBEHHBIE HapylleHUs, IOMYIIEHBl CYIIECTBEHHbIE
OIIMOKU B W3JIOKCHUH TEOPSTUYECKOTO MaTepuayia M yIMOTPEOIICHUU TEPMHHOB,
TEPCOHAIINI; B OTBETE OTCYTCTBYIOT JOKA3aTEIbHbIE BEIBOJBL, pE€Ub HETPAMOTHAS.

3a4yer ¢ OLeHKOM

Ha «OTIM4YHO» OIEHHMBAaeTCs OTBET, JEMOHCTPUPYIOIIMH TIJIyOOKO€ 3HAHUE BCEro
IIPOrpaMMHOI0 MaTepuajna [0 JUCLUIUIMHE, CBOOOJHOE BIIAJCHHE IOHATUHHBIM amnmaparoM H
TEPMHUHOJIOTUEN TUCUUILUINHBI, 3HAHHE OCHOBHOM M 3HAKOMCTBO C IOTIOJHUTEIbHON JIUTEPATYPOH.

Ha «xopomo» oneHuBaeTcs OTBET, JAEMOHCTPUPYIOLIUI 3HAHHE KIIOYEBBIX MPOOIEM
IIPOrpaMMbl U OCHOBHOI'O COJEP’KAHMS JIEKIIMOHHOI'O Kypca, YMEHME II0JIb30BaTbCA IOHATUHHBIM
anrmapaTroMm, 3HaHUE OCHOBHBIX paboT U3 CIHMCKAa PEKOMEHI0BAaHHOH JINTEpaTyphI. Ha
«Y/10BJIETBOPUTEJIbHO» OIICHUBACTCA OTBET, JEMOHCTPUPYIOIIMKA JHIIL (parMeHTapHbIe 3HAHHS
OCHOBHBIX DAa3felioB IpOrpaMMbl UM COIEP)KaHUSA JIEKUUOHHOIO Kypca, 3aTpyJHEHHUS C
HCII0JIb30BAaHNEM IIOHATUHWHOTO ammapara U TEPMUHOJIOIMM JUCLUIUINHBL, YACTUYHOE 3HAKOMCTBO C
PEKOMEHI0BAaHHOU JIMTEPATYPOH.

OneHka «HeyJ0BJIeTBOPHTEIbHO» CTaBUTCA IPU OTCYTCTBUM JHOO OTPHIBOYHOM
IIpE/ICTaBICHUH Y4eOHO-IIPOrPaMMHOI0 MaTepuaa, OTCYTCTBUU 3HAHUSI OCHOBHBIX pabOT M3 CIUCKA
PEKOMEHI0BAaHHOM JIUTEPATYPBI.

OneHka «OTJMYHO» BBICTABISETCA CTYICHTY, €CIM OH IJIYOOKO M IPOYHO YCBOWII
IIPOrPaMMHBIM MaTepuall, UCYEPIbIBAIOLIE, I1OCIECJOBATEIbHO, YETKO M JIOTHYECKU CTPOMHO €ro
U3JIaraeT, yMeeT TECHO YBS3bIBaTb TEOPUIO C MPAKTUKOM, CBOOOJHO CHpaBISIETCS € 3aJadyaMmy,
BOIIPOCAaMHM M APYTMMHU - BHJAMU IPUMEHEHUS 3HAHUH, [IPUYEM HE 3aTPYIHSAETCSA C OTBETOM IIPH
BUJIOM3MEHEHUM 33JaHUM, MCIOJB3YyeT B OTBETE MaTepHal PA3IMYHOM JINTEPATYpbl, MPaBUILHO
00OCHOBBIBACT MPHUHIATOE HECTAHAAPTHOE pEIICHHE, BIAJCET PA3HOCTOPOHHUMH HABBIKAMH H
MIpUEMaMHU BBITIOJTHEHUS MPAKTUYECKUX 3a/1a4 10 (POPMUPOBAHUIO KOMIIETEHIUH.

6. Metoaguyeckue MaTepuaJjbl 10 0CBOCHUIO TUCHHUIINHBI

CryneHT nomycKaeTcsl K 3aueTy M0 AMCLUMIUIMHE B CIIy4ae BBIOJIHEHUS UM BCEX 3aJaHUil U
MEPOIPUATHH, TPETyCMOTPEHHBIX TPOrPaMMOM TUCIIUTUINHBI.

3aueT c OLUEHKOHM MpPOBOAUTCA B NEPUOJ CECCUU B COOTBETCTBUU C TEKYUIUM IpapuKoM
y4eOHOro mpoliecca, YTBEP)KICHHBIM B COOTBETCTBMM C ycTaHOBIeHHbIM B C3UY mnopsakom.
IIpoaOMmKUTENBHOCTD 3aUeTa C OLEHKOM JUIsl KaKIOro CTYAEHTAa HE MOJKET IPEBBIMIATH YETHIPEX
aKaJEMHYECKHUX 4acoB. 3a4eT C OLICHKOW He MO)XET HauumHaThCs pa”ee 9.00 yacoB U 3aKaHYMBATHCS
no3gHee 21.00 ygaca. 3ader ¢ OLUEHKOM NPOBOAMUTCA B ayAUTOPHHM, B KOTOPYIO 3aIlyCKarOTCA
OJIHOBPEMEHHO He Oojee 5 uenoBek. BpeMs Ha NOJATOTOBKY OTBETOB MO OWJIETYy KaKIOMY
oOyuaroriemycst orBoautcst 45 munyT. [Ipu siBKe Ha 3a4eT ¢ OIEHKOM OOyYaronIuics TOJKEH UMETh
nmpu cebe 3aueTHYI KHWKKY. Bo Bpemsi 3adera ¢ OIEHKOM  OOydYaromipecs IO PEIICHUI0
mpenojaBaTesis MOTYT TOJb30BaThCs y4eOHOM MporpaMMoil JUCHUIUIMHBI M CIIPABOYHOM
JIUTEPaTypOu.

B cnyuae mnpoBeaeHMs 3adera, MPENONABATENI IPEJOCTABIAETCS IPaBO  3aJaBaTh
MarucTpaHTaM JOMOJHHUTEIbHBIE BOIPOCH B paMKax pabodeil yueOHOM MmporpamMMmbl TUCIMITIIMHEI B
o0beMe, He MIpeBblaroeM o0beMbl Owiera. [Ipu cpaue 3auera, MarucTpaHT, WCHBITHIBAIOLIMNA
3aTpyJHEHUS TPU TMOATOTOBKE K OTBETY IO BOIPOCY, UMEET IMpaBO MOJYYUTh Y IMPEroJaBaTels
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BTOPOM BONPOC C COOTBETCTBYIOUIMM IIPOMJIEHWEM BPEMEHHM Ha MNOATOTOBKY. llpm sToMm
OKOHYATEJIbHAs OLEHKA CHUKAETCs Ha ouH Oays1. BeiOop TpeThero Bompoca He J0IycKaeTcsl.
OneHka 3a 3a4eT IMPOCTABIAETCS B SK3aMEHALIMOHHOM BEJIOMOCTH U 3aU€THBIX KHMIKKAX
MarucTpaHTOB, IIPU 3TOM OLIEHKH «HE3a4ET» B 3aUETHYIO KHUKKY MaruCTpaHTOB HE MPOCTABJISIOTCS.
Oo6yuenue no aucuumuinie b1.B.J1B.04.01 «lHHOBaniMOHHBIE IEPCOHAI-TEXHOJIOTHH TOATOTOBKH
Typuctckux kaapos / Innovative personnel-technologies for training tourist personnel» npeamonaraer
U3yueHHe Kypca Ha ayJUTOPHBIX 3aHATUAX (JIEKLMU M NMPAKTHUYECKUE 3aHATUS) U CaMOCTOSATEIbHOM
paboOThl CTYIEHTOB, BKJIOYas MOATOTOBKY K 3a4éry. [IpakTuueckue 3aHATHS TUCLMILIMHBI
b1.B.JIB.04.01 «/HHOBAallMOHHBIE IEPCOHAI-TCXHOJOTHH IOJArOTOBKH TYPUCTCKHX KaapoB [/
Innovative personnel-technologies for training tourist personnel» mpennosnaratoT ux MPOBEACHUE B
pa3nuyHbBIX (hopMax C LETbIO BBISBICHUS MOTYYEHHBIX 3HAHWH, YMEHUH, HABBIKOB U KOMITETCHIINH.
Iloozomoeka K nexkyuu
C nenpio o0ecrieyeHrs yCnemHoro 00yueHust CTyICHT JOJKEH TOTOBUTHCS K JICKIINH,
IIOCKOJIbKY OHa SIBJIETCS BayKHeHei Gpopmoil opranuszanuu yueGHOro npouecca, oCKoIbKy:
— 3HAKOMMT C HOBBIM Y4eOHBIM MaTE€pHAIOM;
— Da3bsCHSET yueOHbIE JIEMEHTBI, TPYAHbIE JIJIs1 TOHUMAaHUS;
— CUCTeMaTU3UpyeT yueOHbI MaTepuall;
— OpUEHTHpYET B yueOHOM Mpoliecce.
Iloozomoexa K neKyuu 3aK1104aemcs é ciedyruiem:
— BHHMATEJIbHO IPOYUTANTE MaTepUall IPEAbIAYIIECH JIEKIUH;
— Y3HaiTe TeMy IpPeACTOSAIIEeH JIEKIUH (10 TEMAaTHYECKOMY TUIaHy, 10 HHPOPMAIIUH JIEKTOPa);
03HAKOMBTECH C YYEOHBIM MAaTEPHAJIOM 10 YIYEOHUKY U y4eOHBIM TTOCOOUSIM;
nocrapanTech ySICHUTh MECTO U3y4aeMOl TeMBI B CBOEH IPOQeCcCHOHATBHOMN IMOATOTOBKE;
3aMUIIUTE BO3MOXHBIE BOIPOCHI, KOTOPBIE BbI 3a/1aJJUTE JIEKTOPY Ha JIEKIUH.
Iloozomoexa Kk npakmuuecKkum 3aHAMUAM:
— BHUMATEJIbHO IPOYUTANTE MaTepuan JIEKIUH OTHOCAIIMXCA K JaHHOMY CEMHUHApCKOMY
3aHSTHIO, 03HAKOMBTECH C YU€OHBIM MaTEPHUAJIOM 0 YYEOHUKY M Y4€OHBIM ITOCOOUSIM;
— BBIIUIINUTE OCHOBHBIE TEPMUHBI;
— OTBETbTE HA KOHTPOJBbHBIE BOINPOCHI MO CEMHUHAPCKUM 3aHATUSM, TOTOBBTECh J1aTh
pa3BEpHYTHIN OTBET HAa KaKJbIi U3 BOIIPOCOB;
— YACHHTE, Kakue y4yeOHbIe 3JIeMEHThI OCTAJIUCh JJIsl BaC HEACHBIMU U IOCTapaiTech MOIy4yUTh
Ha HUX OTBET 3apaHee (10 CEMMHApPCKOIO 3aHATHsA) BO BpeMs TEKYIIMX KOHCYJbTaIUi
IIpenoaaBaTes;
— TOTOBUTBHCS MOXHO HHIVBUAYAJIBHO, IApaMU WJIM B COCTaBE€ MaJOM TPYIIbI, IOCIEIHUE
ABISAOTCS 3 (HEKTUBHBIMU (POPMaMU PaOOTHI.

IToozomoexa Kk onpocy TipelcTaBiseT co00i MPOEKTUPOBAHUE CTYACHTOM OOCYKIEHUS B TpyIIe B
¢dopme muckyccun. B aTUX 1ensx cTyAeHTy He0OX0IuMO:
— CaMOCTOSITEIFHO BBIOPATh TeMy (TIpo0IemMy) UTsl TPOBEICHUS OMPOCa;
— paszpaboTaTth BONpPOCH, MpPOAYMaTh MPOOJEMHBIE CHUTyaUud (C  HCHOJIB30BAHHUEM
MEePUOINYECKON, HAYYHOH JINTEPATyphl, a TAKKE HHTEPHET-CANTOB);
— pa3paboTarh MJIaH-KOHCIEKT OOCYKIEHHMS C yKa3aHHEM BpPEMEHHU OOCYKIEHHs, BOIPOCOB,
BapHaHTOB OTBETOB.

35



BriOpannas crymenTom Tema (mpoOiieMa) MODKHA OBITh akTyallbHa Ha COBPEMEHHOM JTare
pa3BUTHSL, JOJDKEH OBITh MPEACTaBICH MOAPOOHBIN IIAH-KOHCIEKT, B KOTOPOM OTpPa)KEHbI BOIPOCHI
UL JAMCKYCCHM, BPEMEHHOW perijaMeHT OOCYXJIEHHUS, NaHbl BO3MOXKHBIE BapHAHTHI OTBETOB,
WCTIOJIb30BaHBI TPUMEPHI U3 HAYKH U MIPAKTUKH.

MeToanyecKue yKa3aHusl 10 OPraHUu3alul CAaMOCTOATeIbLHON padoThl

CaMocTosiTenbHasi BHeayUTOpHas paboTa Mo Kypcy BKJIIOYAeT U3ydeHHe Y4eOHON M HaydHOU
JTUTEpaTyphl, MOBTOPEHUE JIEKIIMOHHOTO MaTepuana, MOArOTOBKY K MPAaKTHUYECKUM 3aHATHSAM, a
TaK)Xe K TeKyIIeMy U UTOTOBOMY KOHTPOJIIO.

[IpakTuueckre 3aHATHA MPEIyCMaTPUBAIOT  COBEPIICHCTBOBAHME HABBIKOB  PadOTBHI ¢
AyTCHTUYHBIMH TEKCTAMHU M JIEKCUKO-TPAMMATHUYECKUM MAaTEepHaiOM, METOJOJOTHH H3yYCHHS
MPEeIMETHOM crenuduKu Kypca

Bomnpockl, He paccMOTpPEHHbIE Ha JIEKIUAX W MPAKTHYECKUX 3AHATUAX, JOJDKHBI OBITh U3y4YCHBI
MarucTpaHTaMH B XOJI€ CaMOCTOSTENbHOW paboThl. KOHTpONb CcaMOCTOATENBHOW PabOTHI
MarucTpaHTOB HaJl y4eOHON MpOrpaMMoil Kypca OCYIIECTBISETCS B XOJ€ MPAKTUYECKUX 3aHATHM
METOJIOM YCTHOTO OMpOoca WJIK OTBETOB Ha KOHTPOJIbHBIE BOIPOCHI TeM. B Xoae camocTosTenbHON
paboThl Kbl MAarUCTPAaHT OO0S3aH MPOYUTATH OCHOBHYIO M 10 BO3MOXHOCTH JIOTOJHHUTEIBHYIO
auTepatypy mo wuszydaemod Teme. OOydaromuics HOJDKEH TOTOBUTHCA K MPEACTOSIIEMY
MPAKTUYECKOMY 3aHATHIO 1O BCEM, OOO3HAYEHHBIM B METOJUYECKOM IOocoOmHM BompocaMm. He
MPOSICHEHHBIE (IMCKYCCHOHHBIE) B XOJE€ CaMOCTOSTEIBHOW PabOThI BOMPOCHI CIIEAYET BBHINHCAThH B
KOHCTIEKT JICKIM 1 BIIOCJIEICTBHH MPOSCHUTD UX HA MPAKTUYECKUX 3aHIATUAX WM WHIUBHyaTbHBIX
KOHCYJIBTAIMSIX C BEIYIIHM IIPETIO1aBaTeNIeM.

CamocrosTenbHast paboTa o0y4aronuxcs MpeanoiaraeT M3y4eHHue B COOTBETCTBUU C JIaHHBIMH
METOJIMYECKUMH PEKOMEHIAIMSIMHI Y4eOHOW M HAyYHOM JTUTEpaTyphbl, HOPMAaTUBHBIX JOKYMEHTOB,
JTAHHBIX HAyYHBIX HCCIIEIOBaHUI, MaTepUalOB HHTEPHET-HCTOYHHUKOB, a TAaKXe  BBIIOJHEHUE
MPAKTUYECKUX 3a/laHui, MOATOTOBKY [OKJIAN0B U pedepara, MOATOTOBKY K TECTUPOBAHHUIO U
KOHTPOJILHOM paloTe, K OIpocaM Ha 3aHATHSX U K 3a4eTy. PekoMeHaanuu no Hay4dHoOM JuTepaType,
MH(OPMALIMOHHBIM UCTOYHUKAM U y4EOHO-METOJUYECKOMY O0ECIIEUEHUIO0 CAMOCTOSTENIbHON pabOThI
coJiepkatcs B paznenax 6 u 7 mannoit PIT/I.

Y4yeOHO-MeTOoAHYECKOe 0O0ecTeueHHe CAMOCTOATEILHOMH padoThl

1. bazapoB, T.FO. TexHonOrus LEHTPOB OLIEHKM IE€pCOHANA: MPOLECChl M Pe3yibTaThl: MPAaKT.
nocodue [AJ1s coll. IICUXO0JIOTOB, MEHEDKEPOB 10 MepcoHany, kagposukam u nap| / T.FO. ba3zapos.
—M.: KHOPVC, 2014. - 304 c.

2. Bonrun, H.A. Keiic-cTagu B MOAroTOBKE SKOHOMHUCTOB M MEHE/DKEPOB: YUEOHMK JJIS CTYA. BY30B
/ H.A. Boarun, }0.I'. Oxeros, O.H. Boaruna. — 2-e u3a. — M.: Jlamkos u K*, 2014. — 440 c.

3. Bomoguna, H.B. AnmanTarus nepcoHaia: pOCCHACKHIA OIBIT IIOCTPOSHHUS KOMIUIEKCHON CHCTEMBI /
H.B. Bononuna. — M.: Dkemo, 2015. — 240 c. KpsimoB, A.A. Bel — ynpasinsitonuii nmepcoHaiom /
A.A. Kpevos. — M.: Bepmuna, 2014. — 320 c.

4. EropmuH, A.Il. VYnopaBneHue mepcoHanoM: YyYeOHUK JUis CTy[d. BY30B, oOyd. TO CIell.
«YnpasieHue nepcoHanom», «MenemxmenT oprauuzauun» / A.Il. Eropmun. — 4-e u3a., ucnp. —
H.Hosropoa: U3n-Bo Hmkeropoa. uH-ta MeHekMeHTa U OusHeca, 2015. — 720 c.

5. Kypasnes, [1.B. Texnonorus ynpasnenus nepconaioM. HactonpHas kaura menemkepos. / I1.B.
Kypasnes, C.A. Kapramos, 0. I'. Oneros, — M.: Ok3amen, 2015. — 576 c.

6. 3aiiieBa T.B. Ympasienue nepcoHaIoM: YIeOHUK TSI CTYJICHTOB 00pa30oBaT. YUpExkJICHUN CpPe.
npod. odpazosanus / T. B. 3aituesa, A. T. 3y0. - M.: ®DOPYM : UHOPA-M, 2013. - 336 c.

36



7. Kapramos, C.A. Pexpyrunr: Haiim nepconana: y4ue6. mocobue mis crya. / C.A. Kapramos, 10.T.
Opneros, U.A. Kokopes; o pen. FO.I'. Onerosa. — M.: Dk3amen, 2015. — 320 c.

8. Kubanos A. 4. VihpasieHrue INEepCOHAJIOM OpraHU3alUu: CTPATeTHsi, MAapKETHUHT,
WHTEpHAMOHAIM3ANU: y4e0. mocoOue JUIsi CTyEeHTOB, [MaruCTpaHTOB, aCUPAHTORB], 00yY. IO
Hanpasi. "Menemkment" u "Ynpasnenue nepconanom" / A. S. Kubanos, 1. b. lypakosa. - M.:
NHOPA-M, 2013. - 301 c.

9. Morunéskun, E.A. HR-uHCTpyMeHTHI: mpakTHdeckas oneHka. Kak ompeaenuTb COTPYAHHKOB,
KOTOpblE MOTYT JlaTh MAaKCHUMAallbHBII pe3ynbpTa: ydeOHo-mpakTudyeckoe mocobue / E. A.
Morunéskun, A.C. Hoeropoaos, C.B. Kiuaukos. — CI16.: M3a-Bo «Peuby, 2012. — 320 c.

10.  VYmparieHHe EpCOHATIOM OPTaHHU3AIUU: MPAKTUKYM : yued. mocoOue it CTYJSHTOB BY30B /
[aBT.: A. S. Kubanos, 1. A. batkaesa, J1. K. 3axapoB u ap.] ; mox pen. A. 5. Kubanosa ; ['oc. yH-
T YOpaBJeHHUs. - 2-€ u31., nepepad. u jom. - M. : UHOPA-M, 2013. - 365 c.

11. VYmpasnenue nepcoHanoMm: sHmuKioneaus : [okono 3500 tepmunOB] / [aBT. KOm.: A. Sl
Kubanos, B. B. Boxgsnosa, E. H. I'ankuna u ap.] ; mox pen. A. 5. Kubanosa. - M.: UTHOPA-M,
2013. - VI, 554 c.

3apanusi AJ1s1 CAMOCTOSITEIbHO MOATOTOBKH K 3aHATHSIM JIEKIIHOHHOTO M CEMHHAPCKOT0
THIIOB
IlepeyeHb U TeMAaTHKA CAMOCTOSATEIBLHBIX PA0OT CTY/IEHTOB MO TUCHUILINHE

1.1 IloaroroBka CBOAHON TA0JIUIIbI: HCTOYHUKH MOMCKA U MOA00pa MepCcoHaia

Hcroynuk moncka HpeuMyIIecTBa OTPaHUYCHHUS MPUMEYaHUS

1.2 lloaroTroBKa CBOAHOI TAGJIMIIBI: METOABI 1€J10BOI OLIEHKHU MepCcoHaIa

Merons! n MpenMyIIecTBa OTPaHNYCHHUS TIpUMEYaHHs
TEXHOJIOT'UHU OLIEHKU

1.3 lloaroTroBKa CBOAHOI TAGJIMIBI: TEXHOJIOTMHN AJaANTALIMU NEPCOHAJIA

TEXHOJIOTH MpPEeUMYILECTBA OrpaHUYEHUs MPUMEYAHUS
aJanTaun

1.4 TloaroToBKa CBOAHOI TA0JMIbI: TEXHOJOTHU 00y4YeHUs MEPCOHAJIA

TexHonorun MPEUMyLIECTBa OrpaHHYEHHUS IpUMEYaHus
o0y4eHus
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15 IloaroroBka cBOAHOM Taﬁ.]II/IIIbI: TEXHOJOTUHA YIIPABJCHUA J1eJI0BOM Rapbepoﬁ nmepcoHajia

Texnonoruu MIPerMyIIecTBa OrpaHUYEHHS MpUMEYaHUs
Kapbephl

MeTtoauyeckue peKoMeHAAIUH 110 MOATOTOBKE K ONPOCy

YCTHBIA OMpOC SIBISETCS OJHUM U3 OCHOBHBIX CIIOCOOOB TPOBEPKH YCBOCHHS 3HAHHM
oOyuaromumucs. Pa3BepHyTBIi OTBET CTYACHTA JIOJDKEH MPEICTABIATH COOOW CBSA3HOE, JIOTHYCCKH
MOCJIeIOBATEIbHOE COOOIIEHNE HA OINPEICICHHYI0 TEMY, TOKa3blBaTh €ro YMEHHE NPHUMEHSTh
ompeJeeHus, MpaBuja B KOHKPETHBIX ciydasx. OCHOBHBIE KPUTEPHH OILIEHKH YCTHOTO OTBETA:
MPaBUIILHOCTh OTBETA IO COJIEPXKAHMIO; TTOJIHOTA U TIyOWHA OTBETA; JIOTUKA M3JIOKEHUSI MaTepHralia
(Y4uTBIBaETCS YMEHUE CTPOUTH LEIOCTHBIN, MOCIEN0OBATENbHBIN paccka3, TPaMOTHO IOJIb30BAThCA
CHeIHaTbHON TEPMUHOJIOTHEH ); HCIIOJIb30BaHKE AOOJIIHUTEIBHOTO MaTepuana.

[ToaroroBka oOyyarommxcs K OMPOCY HpPEanojiaraeT MU3yuyeHUE B COOTBETCTBUU TEMATHKOM
JTUCIHUIUIMHBL OCHOBHOW/ JOMOJNHUTENBHON NUTEpaTyphl, HOPMATUBHBIX JOKYMEHTOB, WHTEPHET-
HMCTOYHHKOB.

PexoMeHngaumu no noAroToBKe K TeCTHPOBAHUIO

TectupoBanue siBsieTcsi GopMaMu KOHTPOJIS YCIIEBAEMOCTH O0YYarONIUXCsl, OLIEHKU YPOBHS
OBJIQJICHUSI TEOPETHUYECKMMHU 3HAHMSIMU M HaBbIKAMH NPUMEHEHHS 3TUX 3HAHUW TpPU pEUICHUU
MpaKTUYECKUX 3a/1a4. [loAroToBKa K TECTUPOBAHUIO MPEAIIOJIATAET:
- O3HAKOMJIEHHE C MaTepuajaMu JEeKLNM;
- U3y4YeHHe yueOHOM TUTepaTyphl, CIPABOYHBIX U HAYYHBIX UCTOYHHUKOB;
- YTOUHEHHE TEPMUHOB, OCHOBHBIX OHATUHN U KaTETOpUIA;
- CaMOCTOSTEIBHBIN M0100p MH(OpMaIK, HEOOXOIUMOM ISl ApTyMEHTAIIMH aBTOPCKOM MO3HIIHH.

Bce Bompock! 1 3aaHust TECTOB OPUEHTUPOBAHBI HA CUCTEMATU3AIMIO 3HAHUN 00yJaronuxcs,
pa3BUTHE CIIOCOOHOCTEH K CAMOCTOATEIbHON aHATUTHYECKON 1eITeTbHOCTH.

Pe3ynbraTthl KOHTPOJIBHBIX PabOT M TECTOB MPHU3HAIOTCS TOJOXKUTEIbHBIMHU, eciau 75%
OTBETOB SBJISIOTCS PABUIIBHBIMH.

MeToanuyeckne peKOMEHIAUM 110 3a1HUTe KeiCoB:

Keiicbl — 3TO mpoOiaeMHbIE CUTYyallUHU, CTICUATBHO pa3paboTaHHbIe HA OCHOBE (haKTHUUECKOTO
MaTepuaia Jijisl OEeHKH YMEHHHM U HaBbIKOB 00yYarOINXCs.

Ilenp MeTOa MPUMEHEHMSI KEWCOB - HAYYUTh OOy4aloUIMXCs, aHAJTU3UPOBaTh MPOOJIEMHYIO
CUTYAIINIO, BOZHUKIIYIO MPYU KOHKPETHOM TIOJIOKEHUU JIeJI, U BbIpabOTaTh HanOoOJee paloHaIbHOE
pelieHre; HayduTh paboTrath C HMH(OPMALMOHHBIMU HCTOYHUKAMHU, TIepepadaThiBaThb U
AQHaJIM3UPOBATH UX.
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Ha 3nakomcTBO ® pemieHue keiica oOydaroremycst orBogutcs 30 muH. OOywaromuics
3HaKOMHUTCA C MaTtepuasoM Keiica. OcwmbicnuBaeT cutyanuioo. Ecaum HeoOXoanmo, coOupaer
He00X0MMYI0 MH(POPMAIIMIO N0 CHTyauuu. PaccmarpuBaeT anbTepHATHBBI PEIICHHs MPOOJIEMBI U
HaXOJUT € BEPHOE WIM ONTHMaibHOE pemieHue. OOydaronuiics Mpe3eHTUpyeT (3aIuiiaeT) cBoE
pewienue. [IpenonaBarenb OEHUBAET KAUE€CTBO BBIIIOJHEHUS 3aJaHUSI 110 KPUTEPUSIM: TUATHOCTUKU
poOyieMbl, KadyecTBa MPEUIOKEHUM M PeKOMEHJAIMil MO PELICHUI0 Keiica, KauecTBa H3JI0KECHUS
MaTepuana.

MeTtoauyecKkue peKOMeH/AAIMHU 110 NPOBeIEHUIO IPYNIIOBOIO0 32 JaHUSA
['pynmoBeie 3amaHusi — 3TO MeTOA O0Oy4eHHs, TpeOyroIIUid COBMECTHON eATeIbHOCTH
o0yyJaromuxcs, Koraa Kax/Iplid B TpyNIe peniaeT o0Iyro 3a1auy, o0CyKIaeT ee U rpymma BEIHOCHT
enuHoe pemieHue. ['pymnma coctout u3 3-4 oOyvarommxcs. Ha BemonHenue 3aganust orBoautcs 40
MUHYT, Ha TIPE/ICTaBICHUE PE3YIbTaTOB padbOTHI Tpymnbl oTBoAUTCS 10-12 MUHYT.

MeToan4yeckue peKOMEHAALMH 110 MPAKTHYECKUM 3aJaHUAM

[Ipy BbBIMOJTHEHWM 3aJaHUIl MPAKTUYECKOH pabOThl CTYAEHTY HEOOXOAMMO BHHMATEIbHO
MIPOCMOTPETh KOHCIEKTHI JIEKIUM MO COOTBETCTBYIEeW Teme. IIpoumtaTes martepuan mo teme,
oOcykgaeMol Ha 3aHATUM, B ydyeOHuke. IIpounTarTh [OMOTHUTENBHYIO JHTEpaATypy IO
COOTBETCTBYIOIICH TeMe. BBIMOMHUTE TPENIOKEHHBIC MPENojaBaTeseM 3aJaHus M0 MPAKTUYECKOM
pabote. IIpoBepuTh PABWILHOCTh BBIMOJTHCHHS TIOMYyYEHHBIX 3a1aHuil. [I0ArOTOBUTHCS K YCTHBIM
OTBETaM K BOINPOCAM, NPEUIOKCHHBIM sl 00CykJIeHus. [Ipu HEoOXOAMMOCTH 3aJaTh BOIPOC
MPENO/IaBaTeII0 Ha 3aHATHH.

MeToan4yeckue peKOMEeHAAUN CEMUHAPCKOMY 3aHATHIO (I0KJIaA/ IUCKYCCHS):

CemuHapckoe 3aHsTHe (CeMHUHAap) - OJHA U3 OCHOBHBIX (JOPM OpraHM3alMHu Y4eOHOTO
mpolecca, MPEACTaBIAIIAs COO0M KOJUIEKTUBHOE OOCYXIEHHE CTYICHTAMH TEOPETUYECKUX
BOIIPOCOB MO/ PYKOBOJICTBOM IpenojiaBareinsi. CEMUHAPCKOE 3aHATHE OPTaHUYHO CBSI3aHO CO BCEMU
apyrumMu  hopMaMHu  OpTaHM3allMd y4eOHOTo TMpoIecca, BKJIIOYAs, TMPEXKIE BCEro, JEKIUH U
CaMOCTOATENIbHYIO padoTy cTyAeHTOB. Ha ceMuHapckue 3aHATHSI BEIHOCSITCS y3JI0BBIE TEMBI Kypca,
YCBOEHHE KOTOPBIX OINpPEACIIeT KaueCTBO NMPOodeCcCHOHATBHOM MOATOTOBKH CTyAeHTOB. [Ipu  sTOM
BAKHO, YTOOBI yueOHBIE BOMPOCHI, BEHIHOCHMBIEC NJIsi OOCYXKJEHHUs Ha CEMUHape, He AyOnupoBaiu
MaTepuaga JEeKIUU, HO COXpaHsIM Obl TECHYIO CBs3b C €€ MPUHIMIHATBHBIMU TOJIO0XKCHHUSIMH.
OCOOEHHOCTBIO CEMUHAPCKOTO 3aHATHS SIBISIETCS BO3MOXKHOCTh PaBHONPABHOTO U aKTHUBHOTO
y4acTHs KaXI0T0 CTYJEHTa B 00CYXJIEHUU PacCMaTPUBAEMbIX BOIIPOCOB.

[lenp ceMHHApCKOTO 3aHSTHS - PA3BUTHE CAMOCTOSTEIBHOCTU MBIIUIEHHS M TBOPYECKOM
AKTUBHOCTH CTYACHTOB, OpMUpPOBAHUE OOIIUX KOMIIETEHITUN.

3ajaun CEMHHAPCKOrO 3aHATHS: — 3aKpeIuleHHe, YIiayOlleHHe M pacHIMpeHHe 3HaHWN
CTY/IEHTOB 10 COOTBETCTBYIOIIEH yuyeOHOM TucHUIUIMHE; — (HOPMHUPOBAHUE YMEHHs MIOCTAHOBKHU U
pelleHrs HWHTEIJIeKTYalbHBIX 3aJad M Mpo0JieM; — COBEPIICHCTBOBAHUE CIIOCOOHOCTEH IO

apryMeHTallud CTyJA€HTaMU CBOEH TOYKHM 3PEHHMs], a TaKXe IO JOKA3aTeJIbCTBY U OIMNPOBEPKEHUIO
OPYTUX CYXIEHHM; — JE€MOHCTpAlMsl CTYJEHTAaMU JOCTUTHYTOIO YPOBHS TEOPETUUECKOU
MOATOTOBKH;, — (POPMHUPOBAHNE HABBIKOB CAMOCTOSITEIFHON pabOTHI C JIMTEPATypOil.

PexomeHnaanuu mo noaAroToBKe K KpyrjomMy CTo1y/IHCKYCCHH:
[ToarotToBka K KpYIJIOMy CTOJNY HPEACTaBIsieT co00M MNpPOEKTHUPOBAHUE CTYAECHTOM
00CyX1eHUs B rpymnie B (opMe TUCKYCCUH. B 3THX HEeNsIX CTYAeHTY HE00X0AUMO:
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— CaMOCTOSTEILHO BBIOpaTh TeMy (MpobIeMy) KPYyTjIoro CToja;

— pa3paboTaTh BOMPOCHI, MPOAYMaTh MPOOJEMHBIE CHUTyallMd (C HCIOJIb30BaHUEM
[IEPUONYECKOM, HAYYHOH JINTEPaTyphl, a TAKKE UHTEPHET-CATOB);

— pa3paboTaTh IUJIaH-KOHCIEKT OOCYXKICHHMsS C YKa3aHHEM BpEMEHU OOCYXKICHUS,
BOIIPOCOB, BAPHAHTOB OTBETOB.

7. Y4eOHas quTepaTypa u pecypcbl HH(POPMAIMOHHO-TEJIeKOMMYHUKAIIMOHHOM CeTH
HNuTepHer

7.1. OcHoBHas JqUTEpaTypa

. Apmctponr, M. IlpakThka ynpaBieHHS 4YelOoBeUeCKUMH pecypcamu.-10-e um3manume / M.
Apwmctponr / nep. ¢ anri. noj pea. C. K. Mopaosuna. — CII6.: TTutep, 2017 — 832 c.

. MakapoBa, HMpuna KamuibeBHa. YmpaBieHHE YEIOBEYECKHMMHU pecypcaMu [DIEKTPOHHBIN
pecype] : ypoku 3¢ dextuBHOoro HR-menemxmenTa : yueoHoe nocobue / M. K. Maxkaposa ; Poc.
akaj. Hap. X03-Ba u roc. ciayx0bl npu [Ipesunente Poc. ®@enepanuu. - DnekTpoH.naH. - M. :
Heno, 2015.-421 ¢

. Mamok, Bmamumup VBanoBuu. CoBpeMeHHbIE MPOOJIEMBbl MEHEIKMEHTa [DJIEKTPOHHBIMI
pecypc] : yueb6.mocobue aiis O6akanaBpuara U Maructpatypsl / B. M. Mamok. - DneKkTpoH.AaH. -
M. :¥Opaiir, 2018. - 191c.

. Mouceesa, E. I'. Ynpasnenue nepconanoM. CoBpeMeHHbIE METOJIbI U TEXHOJOTHH : yueOHOE
nocobue / E. I'. MouceeBa. — CapatoB : By3zoBckoe obpazoBanue, 2017. — 139 c. — ISBN
978-5-4487-0039-2. — TekcT : 9JeKTpOHHBIA // DiaekTpoHHO-OMOMMoTeyHas cucrtema [PR
BOOKS : [caiit]. — URL: http://www.iprbookshop.ru/68732.html

Cucrema o1leHKHU mepcoHasa B opranuzanuu : yueOnuk / M. A. MiBanoBa, E. B. Kamuesa, U. A.
Koxosa [u np.] ; mon penakuueit M. B. ITomeBoii. — Mocksa : [Ipomerei, 2018. — 280 c. —
ISBN 978-5-907003-87-3. — TekcT : 3JeKTpOHHBIH // DneKTpoHHO-0nbimmoTeynas cuctema [IPR
BOOKS : [caiiT]. — URL.: http://www.iprbookshop.ru/94528.html

. Xazanoga, [I. JI. buzHec-opueHTHpOBaHHOE YIIpaBIeHUE MEPCOHAIOM : yueOHoe mocooue / 1. JI.
XazanoBa. — Tam00B : TamMOOBCKHI1 TOCy1apcTBEHHbIN TexHUUeckuil yHuBepcureT, ObC ACB,
2017. — 101 c. — ISBN 978-5-8265-1725-3. — TekcT : 31E€KTPOHHBIA // DIEKTPOHHO-
oubmmotreunas cucrema IPR BOOKS : [caiiT]. — URL: http://www.iprbookshop.ru/85953.html

7.2. JlonoTHUTEIbHASI JIUTEpaTypa

. bapenununkosa, E. M. Onenka nepconana MeToaoM acceccMeHT-1eHTpa. Jlyummue HR-cTpareruu
: nyumme HR-ctpaterun / E. U. bappimaukoBa. — Mocksa : ManH, MBanoB u ®@epbep, 2013.
— 239 ¢. — ISBN 978-5-91657-793-8. — TekcT : 21eKTpOHHBIH // DIEKTPOHHO-OMOIHOTEUHAS
cucrema IPR BOOKS : [caiit]. — URL.: http://www.iprbookshop.ru/39325.html

. bynbkoBa, U. II. CoBpemeHHBIE NEPCOHAI-TEXHOJIOTHMHM : METOAMYECKHE PEKOMEHIALUU K

npaktuueckuMm 3anatusMm / M. II. BynpkoBa. — Jlumenx : Jlunmenkuit rocymapcTBEHHBIN
texanueckut yHuepcuter, ObC ACB, 2013. — 41 c. — ISBN 2227-8397. — TexkcT :
ANEKTPOHHBIA // DnekTpoHHO-OuOmmoTeunas cucreMa [PR BOOKS : [caiir]. — URL:

http://www.iprbookshop.ru/55158.html

. Omutpues, A. B. VYnpapieHue nepcoHaJoM B TYpHUCTHUYECKOM M TOCTUHHYHOM OH3Hece :
yuebnoe mocobue / A. B. [mutpues, JI. H. Upanosa-llIsen. — MockBa : EBpa3uiickuii
OTKpBITEIA HHCTUTYT, 2011. — 112 ¢. — ISBN 978-5-374-00275-1. — Tekcrt : 311eKTpOHHBIH //

40


http://www.iprbookshop.ru/94528.html
http://www.iprbookshop.ru/85953.html
http://www.iprbookshop.ru/39325.html

DNeKTpOHHO-OUOIMOTeUHAS cucrema IPR BOOKS : [caiiT]. — URL.:
http://www.iprbookshop.ru/10903.html

4. Kopuwmituyk, I'. A. Ilpuem u yBoibHeHHE pabOTHUKOB. OdopMieHne TPYAOBBIX OTHOILICHHH,
noxbop u onenka nepconana / I'. A. Kopawmituyk, C. B. Ko3unnesa. — Caparos : Aii [1u Dp
Menua, 2011. — 160 c. — ISBN 2227-8397. — Tekct : 31MeKTpOHHBIH // DIEKTPOHHO-
oubmmoreunas cucrema IPR BOOKS : [caiit]. — URL: http://www.iprbookshop.ru/1559.html

5. Ilerposa, IO0. A. 10 kputepueB oneHKH nepcoHana : yueonoe nmocodue / 10. A. Ilerpona, E. b.
CrnupunonoBa. — 2-¢ uzn. — CaparoB : At [Iu Op Meaua, 2019. — 101 c¢. — ISBN 978-5-
4486-0451-5. — TekcT : 2MeKTPOHHBIN // DnekTpoHHO-OMOMmoTeyHas cuctemMa [IPR BOOKS
[caiiT]. — URL: http://www.iprbookshop.ru/79759.html

6. Ileruenko, T. B. Hectanmaptasie metoasl onieHku nepconana / T. B. IlleBuenko. — CapatoB :
Ait IIm Dp Memma, 2010. — 108 c. — ISBN 2227-8397. — Tekct : 3neKkTpoHHbIA //
DNeKTPOHHO-ONOIMOTeYHAs cucTema IPR BOOKS : [caiiT]. — URL:
http://www.iprbookshop.ru/848.html

7.3. HopmaTuBHbBIE IPABOBbIE JOKYMEHTHI M HHASI IPABOBasi HH(OPMALUA
He npenycMoTtpeHo.

7.4. UnTepHET-pecypcehl
C31Y pacnomaraer JOCTyllOM uepe3 calT Hay4yHoi Oumbimorekm http://nwapa.spb.ru/

K CJIEAYIOUINM MOAMUCHBIM 3JIEKTPOHHBIM pecypcam:
Pycckoazviunvie pecypcol

. DNEKTPOHHbIE YUEOHUKHU AJIEKTPOHHO - Onbinoreunoit cucremsl (ObC) «Aidyke»

. DNeKTPOHHBbIE YUeOHUKHU AIIEKTPOHHO — OubnuoreyHoi cuctemsl (ObC) «Jlanb»

o HayuHno-npaktudeckue ctaThb 1o (puHaHcaM M MeHeIKMeHTy M3natenbckoro mpoma
«bubmmoreka ['peOeHHMKOBAY

o CraTby W3 MEPUOANICCKUX H3JAHHUN 10 OOMIECTBEHHBIM W T'yMaHUTapHBIM HayKam
«Hct - Bero»

o DHIUKIIONE/INHU, CIIOBAPH, CIIPABOYHHUKH «PyOpHKOH»

o [Tonubie TeKCTHI aAMccepTalMii W  aBTOpedepaToB INeKTpoHHas bubnnorteka
Hucceprauui PI'b

o HudopmanimonHo-nipaBoBbie 0a3bl - KoncynbTanT mitoc, ['apaHT.

AHTJIOSI3bIYHBIE PecypPChI

. EBSCO Publishing — moctynm k MyJibTHINCHUIUTHHAPHBIM TOJHOTEKCTOBBIM 0a3am
JTaHHBIX Pa3IMYHBIX MHPOBBIX HM3IATEIBCTB 10 OM3HECY, DKOHOMHKE, (DHHAHCaM, OyXralTepcKOMY
y4eTy, TYMaHUTapHBIM W €CTECTBEHHBIM OO0JACTAM 3HaHWM, pedeparaM M TOJHBIM TEKCTaM
MyOJUKAIKN U3 HAYYHBIX U HAYYHO-TIOMYJIIPHBIX JKYPHAJIOB.

) Emerald - kpynHeiitiiee MHPOBOE H3aTENbCTBO, CIEHHATU3UPYIOMICECS Ha
SIIEKTPOHHBIX JKypHAJIaX M 0a3ax JaHHBIX 10 DKOHOMHKE M MEHEKMEHTY. FIMeeT cTaTyc OCHOBHOTO
WCTOYHMKA TpodeccroHanbHOl  wWHGOpMAMK Il MperojaBaTeieii, HccleqoBaTeiel u
CIELMAIUCTOB B 00JIACTH MEHEKMEHTA.

B03MO0OHO UCIOB30BaHUE, KPOME BBINICTIEPEUHCICHHBIX PECYPCOB, U IPYTHUX 3JIEKTPOHHBIX
pecypcoB cetu MHTEpHET.
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7.5. UHbIE HCTOYHUKH

1. ApxuB HayYHBIX KypHAJIOB W3/1aTebCTBA CambridgeUniversityPress (EN) —
http://journals.cambridge.org

2. ApxuBsl )xypHaioB uznatenabctBa SAGE Publications (EN) — http://online.sagepub.com

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

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

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

6. @enepanbHbIi 00pa3oBaTeIbHBIN MOpTal «IKOHOMHKA. Corosiorus. MeHeKMEHT» [ DJIEKTPOH.
pecypce] //Hoctynuao uz URL: http://ecsocman. edu.ru/

7. ®enepanbHblii 00pa3oBaTenbHBIM TOpTan «Auditorium.ru» [DnekTpoH. pecypc] //doctynHo u3
URL:http://www.auditorium.ru

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

9. Cratpu 1o ympasieHuro nmepconanom http://bigc.ru/publications/ other/org_culture/

CaiiThl ¢ OecILIaTHBIM AOCTYIIOM K TIOMCKOBBIM CUCTEMaM
1. http://lwww.kadrovik.ru
2. http://www.sovet HR.ru

8.MartepuajbHO-TeXHUYeCKasi 0a3a, UH(POPMANIMOHHBIE TEXHOJIOTHH, IPOrPaAMMHOe
o0ecneyeHue U MH(POPMALMOHHBIE CIIPABOYHbIE CHCTEMbI

Ne i/n | HaumeHnoBanue

1. CHCHI/IaJII/BI/IpOBaHHI)IC KJIaCChI AJId ITPOBCACHUA JIGKIII/Iﬁ H IPaKTUYICCKHUX 3aHATHH

2. CHCL[I/IaJII/ISI/IpOBaHHaSI MeOenb U oprepeacTBa: ayauTOpu U KOMIIbIOTECPHBIC KJIACCHI,
O60py,I[OBaHHBIe mocaa04YHbIMU MCCTaMH

3. Texnuueckue cpenctBa oOydeHus: IlepcoHanbHbIE  KOMIBIOTEPHI;  KOMIIBIOTEPHBIE
MIPOEKTOPBI; 3BYKOBBIE JIMHAMMKH; MPOTPaMMHBIE CPEJCTBA, 0OECIEUMBAIOLINE MPOCMOTP
Busieodaiinos B popmarax AVI, MPEG-4, DivX, RMVB, WMV.

Ilpozpammniuie, mexnuueckue u 31eKmMpPOHHbIE CPEOCMEA 0OYYEHUA U KOHMPOJIA 3HAHUIL
CHYyOeHmos:

[TakeTsl mporpamMmMHOro oOecredeHusi oOOIIero Ha3HauYeHUs (TEKCTOBBIE PENaKTOPHI,
rpaduuecKue peaaKkTopsl).

Kypc BkITIo4aeT ucmosib30Banue mporpaMmuoro obecrnedenust Microsoft Excel, Microsoft Word,
Microsoft Power Point aiasi mMOArOTOBKM TEKCTOBOTO M TAOIMYHOTO Marepuaya, rpapuyuecKux
WJUTIOCTPALUH.

Metonel  OOy4eHHSI  MPEANONAralOT  HCIOJb30BaHUE  HMH(DOPMAIMOHHBIX  TEXHOJOTHH
(KOMIIBIOTEPHOE TECTUPOBAHNUE, IEMOHCTPAIUS MYJIbTUMEIUNHBIX MAaTEPUATIOB).

3anerictBoBaHbl HTEpHET-CEPBUCHI W JIIEKTPOHHBIE PECYPCHl (CIPABOYHBIE CHUCTEMBI, H-P,
Koncynerant wumm [apaHT, MOUCKOBBIE CHCTEMBI, JJIEKTPOHHAs IM04YTa, MPOQPECCHOHATbHBIE
TEMaTUYeCKHe 4YaThl U (POPYMBI, CHCTEMBI ayJIM0 M BHJCO KOH(MEPCHIIWA, OHJIAHH SHIIUKIIONECINH,
CIPAaBOYHHKH, OMOINOTEKH, TIEKTPOHHBIE YUeOHbIE U YIeOHO-METOANYECKIE MaTEPHUATIbI).

JlormyckaeTcsi MpUMEHEHHE CHUCTEMBI JIUCTAHITMOHHOTO OOYYCHHS C WCIOJb30BaHUE ILIATHOPM
TEAMS, Zoom, Skype for Business, CJIO Moodle

HNHpopManoHHBIE CIPABOYHbIEC CHCTEMBbI:
1. TIlpaBoBas cucrema «['apant-HHTepHeT» [Dnekrponusiii pecypc]. — Pesxxum goctyma: http: //
WWWw.garweb.ru.
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2. IlpaBoBas cucrema «Koucynasrantllmoc» [Dnekrponnsiii pecypc]. — Pexxum mocryma: http: //
http://www.consultant.ru/
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