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1. Ilepedyenb MIaHNpPyeMbIX Pe3yJbTATOB 00yUeHHS MO0 JUCIUIINHE, COOTHECEHHBIX C
MJIAHUPYEMBbIMH pPe3yJIbTaTaAMH 0CBOEHHS MPOrPaMMbl

1.1 Tucuuruimna b1.5.14 Ynpasnenue uenoedeckumu pecypcamu (Management of human
resourses) ooecreyrBaeT OBJIAJICHUE CICAYOIMMHA KOMITETCHIIMSIMHU C Y4€TOM dTara:

Kon HaunmenoBanue Koz srama ocBoenus HanmenoBanue 3Tamna
KOMITIETEHIIU U KOMITIETEHIIU U KOMITIETEHIIN U OCBOEHUA KOMIIETECHIINU

YK-3 CrniocoGHOCTH BecTu | YK-3.2 Crniocoben

ceOss B COOTBETCTBUU C BOBJICKAThCs1/y4acTBOBATh B
TpeOOBaHUSIMHU POJIEBOMA KOMAaH/THOM JAEATEIbHOCTH
HO3UIMU B KOMaHJIHOU
paboTe

IIK-1 Brnanenne  waswikamu | [1K-1.2 Crroco6GHOCTE
UCIIOJIb30BaHUS aJanTUpPOBaTh MPUHIUIBI H
OCHOBHBIX TEOpHii METOJBl MEHEKMEHTa K
MOTHBAIUH, JIUJICPCTBA KOHKPETHOW  CHUTyallud, B
W BJIACTH ISl PEIICHUS KOTOPOi HaXOIUTCS
CTpaTETUUECKUX u OpraHu3aIus.

OTIEPaTUBHBIX
yIpaBJICHYECKUX 3a/ad,
a TaKKe TUTST
OpraHu3aIuu
rpynnoBoi paboThl Ha
OCHOBE 3HAHUS
IIPOLIECCOB  IPYIIIOBOM
TUHAMUKA u
MIPUHIIUIIOB
¢dbopmupoBaHus
KOMAaHBbI, YMEHHIN
MIPOBOANTH ayauT
YeJI0BEYECKHX
pecypcoB u
OCYIIECTBIATh
JTUArHOCTHKY
OpraHu3allMOHHOM
KYJIBTYPBHI.

1.2 B pe3ynbraTe 0CBOGHUS TUCIMIUIMHBI Y CTYJCHTOB JIOJIKHBI OBITH CPOPMUPOBAHBI:

OTD/TD Kon srana Pe3ynpTarhl 00ydeHus
(npu HanUUUU OCBOCHUS
npodcrangapra)/ KOMIETEHIH
npoeccuoHaIbHbIE
JEUCTBUSA

YK-3.2 AHanusupyer Trpynny € TOYKM — 3pEHHS
COLMAIBHO-TICUXOJIOTUYECKUX XapPAKTEPUCTHK.
[To3unmonupyet cedst B Tpymrie.

Hcnonp3yer HaBBIKM  KOMMYHHUKAallUd B
KOMaHJie.

[Tpumenser IpYyNIOBBIE METO/IBI
B3aMMOJICHCTBHS B 3aBHCHUMOCTH  OT




KOMAaHJIHOHU 3aJ1a4U.

[louck, npusineyenue,| [1K-1.2
mooop u 0TOOp MepcoHanIa.
A IMUHUCTPUPOBAHNE
[POIIECCOB "
ITOKYMEHTO000pOTa
oOecredeHns: IepCOHAIOM.
Opranuzanuust U TNPOBEIACHUE
OLIEHKHU TIEpCOHAIA.
Opranuzauusi U TNPOBEIACHUE
aTTeCTalliy TIepCoHaNa.

A IMUHUCTPUPOBAHNE
[IPOLIECCOB u
TOKyMEeHTO000pOoTa npu

[IpOBEICHUU OLICHKH il
aTTeCTAllMU NIEpCOHaa.

Opranuzauusi U NPOBEACHUE
MEPOIPUITUH 110 PA3BUTHIO U

[10CTPOCHUIO
po(heccCHoHabHOM Kapbepbl
repcoHaa.
Opranuzanus o0ydeHus
repcoHaa.

OpF aHu3aluA aaanTaiqum u
CTAXKUPOBKU IICPCOHAJIA.

A IMUHUCTPUPOBAHNE

[poLecCcoB u
TOKyMeHTO000pOoTa o
[Pa3BUTHUIO u

podeccCHOHATLHOU Kaphbepe,
OOy4eHHIO, aJanTaluu U
CTOKUPOBKE ITEPCOHAIA.

Opranuzanus Tpyna
[epcoHana.
Opranuzanys OIjarel TPyAa
[epcoHana.

OOyuatomuiicss  ymeer a/lanTHpPOBATh
IPUHLIMUIBI M METOABl MEHEKMEHTa K
KOHKPETHOU CHUTyal[ud, B KOTOPON HaXOIUTCA
OpraHu3aIus.

2. O6beM U MecTO TUCHUILTHHBI B cTpyKType OI1 BO

O0BbeM ITUCHUTIINHBI

O0bem nucriuinnesl: 144/4 108/4
KonrakTHas padora: 36/27
Jlexuuu: 12/9

JlaGopaTopHubie paboThI
[MpakTrueckue 3ansarus: 24/18
CamocrostenbHas pabdora: 72/54

Mecto qucuuninnsl B ctpykrype OII BO
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WHJIeKC U HauMeHoBaHue aucuumuinabl: b1.6.14 Ynpapnenue yenoBeyeckUMHu pecypcamu

(Management of human resourses)

Kypc(bl), cemecTp(bl) WK TpuMecTp(bl) €€ OCBOCHHS B COOTBETCTBUH C Y4COHBIM IJIAHOM:

3 Kypc, 6 cemecTp

AUCHUILIMHA PCAIU3YCTCS ITOCIC N3YUCHU .

b1.B.11 Haseiku nyoauunoro Beictymienus (Public Speaking, Persuasion and Influence)
b1.B.04 Eporeiickoe munepcTBO U KylIbTypHOE camoco3nanue (European Leadership and

Cultural Intelligence)

(dhopMa mPOMEKYTOUHOM aTTECTAIIMH B COOTBETCTBUU C YUCOHBIM IIITAHOM: DK3aMeH

3. Conepixanue ¥ CTPYKTYpa IHCHHILIMHBI

Ounas popma ooyuenusn

Ne n/m HaumenoBanue tem O0beM quCIMILUIMHBI (MOIYJIs), Yac. ®opma
(pasneinos), Bcero KontakTnas padora CP TeKylero
00y uAIOIINXCS ¢ onrponst
ycneBaeMoCTH™ ™,
npernoaaBaTeieM TP OMEIKY TOMHOI
10 BUJAM YUeOHbIX 3aHATHI aTTecTalMU™
J/30, JIP/ 30, m3/30, | KC
A0T* AoT* JAOT* P
Tema 1 | Introduction to HRM 215 215 6/54, Ji |
Tema 2 | Objectives and metrics 6/4 Il
of HRM 2/1,5 5 '
Tema 3 | Recruitment and /15 2/1,5 6/4, K
Selection ! 5
Tema 4 | Compensation and 2/1,5 6/4, K
Benefits 5
Tema 5 | Performance /15 2/1,5 6/4, I
Management ! 5
Tema 6 | Managing Employee 2/1,5 6/4 C
Relations '
5
Tema 7 | Training, Employee 2/1,5 6/4 K
Recognition and 2/1,5 5 '
Discipline
Tema 8 | Professional 2/1,5 6/4, C
Development 5
Tema 9 | Creating A  Safe 2/1,5 K
Workplace 21,5 8/6
Tema 10 | The role of
communication in 2/1,5 8/6
HRM
Tema 11 | The Future of HRM 2/1,5 4/3 8/6 pi |
[IpomexxyTrounas IK3aMeH
aTTecTaIus
Bcero: 144/4 12/9 24/18 72/ 36/27
108/4 56

*Ipumeuanue — epynnosoti npoexm (KII), cumynsyus (C), xetic (K), oucnym (/).




Coaep:xkanue IUCHUNJINHBI

Ne HaunmeHoBaHue TeM Conep:xanue
Tema 1 Introduction to HRM HRM activities and roles
Professionalism in a HRM context
HRM Challenges in the Twenty-First Century
Tema 2 Objectives and metrics of HR across management structures, and
HRM orientations
Development of HR through history
Tema 3 Recruitment and Selection Selection process
Interview types/process
Tema 4 Compensation and Benefits Determining Pay Rates For Positions
Hourly, Salary and Incentive-Based Pay
If Money Doesn’t Motivate
Time Off
Health, Dental & Life Insurance
Tema 5 Performance Management Standards, Criteria, and Evaluation Mechanisms
Good Performance Management System
Tema 6 Managing Employee | Positive/Progressive discipline
Relations Terminations
Tema 7 Training, Employee | Employee Orientation
Recognition and Discipline Personal, Management and Leadership Development
Training Tools
Motivating and Recognizing Staff Members
Performance Assessments and Reviews
Taking Disciplinary Action
Tema 8 Professional Development Training and Development Activities
Individual Career Development Plan
Management Trainee Programs
Tema 9 Creating A Safe Workplace Laws, Topics and Issues
Creating a Safe and Healthy Work Environment
Tema 10 The role of communication in | The vital role of communication
HRM The nature of communication
Downward  communication  systems Upward
communication systems
The informal communication system Improving
organizational communication
Tema 11 The Future of HRM The most significant trends in human resource

management
Innovative and effective organizational strategies.

4. MarepuaJbl TeKyliero KOHTPOJIsl yCIIeBaeMOCTH 00y4aroIuxcs

(l)OHIl OIICHOYHBIX CPEACTB l'[pOMC)KyTO‘lHOfI aTTeCTAllMi IO JMCHUIIJIMHE

4.1. ®opMbl W MeTOABI TEKYWIr0 KOHTPOJISI YCIIEBAEMOCTH, O0Oy4YalOIIMXCHA M
NMPOMEKYTOYHOM aTTeCcTaluu.




411. B xoge peaau3anuM IMCUMIUVIMHBI MCHOJb3YHTCH CJeIyIOIIMe MeTOAbI
TeKYyIero KOHTPOJIsl yCIIeBaeMOCTH 00y4aroMXCs

IIpu npoBeaeHny 3aHATHI JIEKIIMOHHOTO THMa: Kelic
IIpY NIPOBEICHUN 3aHATUIN ceMHHapcKoro tuma: Kelic, rpynnoBoil MpoeKT, CUMyIsAus
4.1.2. Jx3ameH (3a4eT) MPOBOAUTCSI C MPUMEHEHHEM CJISTYIOIINX MeTOI0B (CPeICTB):
DK3aMeH NPOBOJUTCS B BUJE ICCE.
5. MarepunaJjbl TeKylero KOHTpoJIs ycneBaeMoCTH 00y4aloImmXxcsl.

Keiicbl — pemienue u npe3eHTalus Keicos.

Watson Public Ltd Company is well known for its welfare activities and employee oriented
schemes in manufacturing industry from more than ten decade. The company employs more than
800 workers and 150 administrative staff and 80 management level employees. The Top level
management views all the employees at same level. This can be clearly understood by seeing the
uniform of the company which is Same for all starting from MD to floor level workers. The
company have 2 different cafeterias at different places one near the plant for workers and other
near the Administration building. Though the place is different the amenities, infrastructure and
the food provided are of same quality. In short the company stands by the rule Employee
Equality. The company has one registered trade union and the relationship between the union and
the management is very cordial. The company has not lost a single man day due to strike. The
company is not a pay master in that industry. The compensation policy of that company, when
compared to other similar companies, is very less still the employees don’t have many
grievances due to the other benefits provided by the company. But the company is facing
countable number of problems in supplying the materials in recent past days. Problems like
quality issues, mismatch in packing materials (placing material A in box of material B) incorrect
labeling of material, not dispatching the material on time etc... The management views the case
as there are loop holes in the system of various departments and hand over the responsibility to
HR department to solve the issue. When the HR manager goes through the issues he realized that
the issues are not relating to system but it relates to the employees. When investigated he come
to know that the reason behind the casual approach by employees in work is

@ The company hired new employees for higher level post without considering the potential
internal candidates.

@ The newly hired employees are placed with higher packages than that of existing employees in
the same cadre.

Questions:

1. Narrate the case with suitable Title for the case. Justify your title.

2. The points rose by the HR manger as reason for the latest issues in the organization is
justifiable or not. Support your answer with Human resource related concepts.

3. Help the organization to come out from this critical issue. If you are in the role of HR manager
what will be your immediate step to solve this case.

CumyasiuMsi — CTYACHTHI pa3pabaThIBAIOT CTPATErHIO Ui PEIICHUS BOIMPOCOB B OO0JIACTH
YIPaBJICHUS YCTOBCYCCKMMU peCypcaMu.

Strategic HRM Simulation

Students will be assigned teams for a head to head competition against the other teams in the
class in a Strategic HRM Simulation. In this simulation you must incorporate your training from
other courses to make strategic HR decisions at least WEEKLY for a firm including
compensation and payroll, promotions, training, incentives, hiring, firing, layoffs and employee



9

relations issues. Based on the team’s decisions, the simulation software will calculate the most
probably outcome (e.g., if another team in the course offers higher wages, your turnover may
increase). These outcomes will create scores on your “balanced scorecard”. The PRIMARY way
students earn points in this simulation is 1) by winning and 2) peer evaluation.

At the end of the simulation the three teams with the highest balanced scorecard average across
all time points will receive full credit (200 points pending peer evaluation). All other teams will
receive no greater than a C on this Sample Syllabus portion of the course if no other action is
taken beyond the simulation performance. HOWEVER, all other teams WILL have an
opportunity to earn between 100-200 points on this assignment by writing a 8-10 page paper
describing 1) what strategy they used, 2) what actions they took, 3) why those actions did not
work and 4) what they would do different now. This written assignment will be graded based on
rigorous analysis, appropriate conclusions, logic and flow of the paper. Please note that technical
support is available for the simulation for technical (not strategic) questions.

I'pynnoBoii nNpoeKT — aHAU3 TEKYIIUX COOBITHUMN, CBSI3aHHBIX C YIPABICHUEM UYEIOBEYECKUMHU
pecypcamu, KOTOpbIE OCBEIIAIOTCS B IIpEcce.

Topic: Current HR Issues

HR issues are in the news on a regular basis. Media coverage of issues such as discrimination,
skill deficiencies, labor negotiations, and workplace violence occur regularly. Each group will
identify a current event covered by the media that relates to an HR topic and respond to that
event in a (maximum 3 page) analysis. Student written papers must focus on and include
answering the following two questions:

- What should HR be doing in light of this event?

- What is the significance of this event from an HR perspective?

Responses should begin with a full citation of the media source and a brief summary of the
event. This should be followed by the student's perspective on the event within the context of
HR. In order to get credit for the assignment, please attach a copy of the article to your paper.
We will be discussing the consequences to the business environment, the organization and its
members. Be prepared to fully, but informally discuss your article in class.

4.3. OueHoYHbIE CPeACTBA A5 MPOMEKYTOYHOI aTTecTaluu.

4.3.1. ®opmupyembie KOMIETEHIIUH

Kon HaumenoBanue Kon srama ocBoeHus HammenoBanme sTamna
KOMIICTCHITUH KOMIICTCHITUH KOMIICTCHITUH OCBOCHHUS KOMIICTCHIINH
VYK-3 CnocoOHOCTh Bectu | YK-3.2 Cnocoben
ce0s B COOTBETCTBHUU C BOBJICKAThCs1/y4acTBOBATh B
TpeOOBaHUSIMHU POJIECBOMA KOMAaH/THOM JEATEIbHOCTH
HO3UIMU B KOMaHJIHOU
paboTe

IIK-1 Brnanenne  maseikamu | [1K-1.2 CrrocoGHOCTE
HCIIOJIb30BaHUS aJanTUpPOBaTh MPUHIUIBI H
OCHOBHBIX Teopuit METOJbl MEHCIKMCHTA K
MOTHBAIUH, JIUJICPCTBA KOHKPETHOW CHUTyallid, B
W BJIACTH ISl PEIICHUs KOTOpOU HaXOJIUTCS
CTPAaTETUYECKUX u OpraHu3aIus.
OTIEPAaTUBHBIX
yIpaBJICHYECKUX 3a/ad,
a TaKKE IS
OpraHu3aIuu
IpynnoBor paboThl Ha
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OCHOBE 3HaHUS
MPOLECCOB TPYNIIOBOU
JTUHAMUKHI u
MIPUHIIUIIOB
¢dbopmupoBanus
KOMAaHBbI, YMEHHIN
MPOBOJUTH ayJuT
YEJI0BEYECKUX
pecypcoB u
OCYILECTBIIATh
JIMAarHOCTUKY
OpraHu3allMOHHON
KYJIBbTYPHI.

4.3.2 TunoBble OLEHOYHbIE CPEACTBA

Adcce

Final Examination: Essay examination that covers the entire course, both class lectures
and discussions as well as the required reading. It will be distributed at the last class. Students
will whrite 2000-2500.

ESSAYS TOPICS

Methods for implementing different theories of human resource management in real-
world organizational environments

Examining the capacity of human resources departments to drive organizational change

Issues and concerns in overseas outsourcing from a human resources perspective

Examining the role of organizational management in collaborating with human resources
departments

Examining the role of employee negotiation power in human resources management

Investigating the use of employee training and development to increase organizational
resilience against economic crises

Examining the impact of employee training and development on organizational profits

Discussing budgetary considerations in human resources, such as accommodating the
need for employee training

Examining the relative value of soft skills and hard skills when selecting personel for
available job positions

Finding methodologies for systematically improving poor employee selection processes

Using human resources management to smooth processes of organizational change

Monitoring and responding to recent trends and developments in approaches to human
resource management

Examining how a strong human resources department creates tangible value for
companies and organizations

Examining the extent to which employee performance can be effectively managed

Examining the implications of performance management for potential wage capping

Examining subjectivity versus objectivity in employee assessment and evaluation

Examining the concept of “fairness” in employee wages, hours, and other considerations

The implications of human resource management strategy for facilitating employee
motivations

Investigating the relationship between reward and motivation among employees

Reviewing both legal and ethical aspects of maintaining workplace diversity

Examining methods of controlling subjective personal biases among human resources
personnel in charge of interviewing and hiring job candidates




IIxaJia oneHUBaHHA.
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Kpurepnii ouennBanus

IToka3zareJnb OLEHUBAHUSA

AHanu3upyeT TpyHImy C TOYKH 3pEHHS
COLIMAJIBHO-TICUXOJIOTHYECKUX
XapaKTEePUCTUK.

[To3unmonupyet cedst B rpyrre.
Hcnonp3yeT HaBBIKM KOMMYHHUKALUU B
KOMaHJe.

AJIeKBaTHO OIICHUBAET COLMAIILHYIO OOLIHOCTH U €€
COLIMAIIbHO-TICUXOJIOTMUECKUE XapaKTEPUCTUKH.
AJIEKBaTHO W MOJIHO PEAIU3yeT CBOIO MO3HILHUIO U
pOJIb B TpyIIIIE.

CaplIUT U caymaeT Apyrux 4JI€HOB KOMAaH/IBI.
AJNIeKBaTHO  NPUMEHSET  TPYNIOBBIE  METOJBI

IIpumenser

B3aUMOJEHCTBUA

IpYNIIOBbIE

B 3aBUCHUMOCTH oT

KOMAaHJIHOH 3aJ1auu.

METOABI B3aI/IMO,Z[CI\/’ICTBI/IH.

OOyuatomuiicss ymeer
NPUHIMIBL U METOJBI

KOHKPETHOU

HAaXOAUTCS OpraHu3aLus.

aJarTupoBaTh
MCHCIXKXMCHTA K 2. B oejioM YyCOnClmHO, HO HE CHCTCMATUYCCKU
CUTYyall1u, B

=

He ymeer

KOTOpOH OCYILECTBIISIEMbIE YMEHUS
3. B menoMm ycmemiHele, HO coJepXKaliue
OT/AEIbHBIE MPOOEIIBI YMEHUS
4. B menoMm ycremHsle, HO  COJAEp)Kalue
OTJIeNIbHBIE MTPOOEIIbI YMEHUS
5. CdopmupoBaHHOE YMECHHE

Bbanabl
(perTUHTOBOM
oreHku), %

Ounenka

TpeOoBanus Kk 3HAHUAM

100-81

5, «oTmmuHO»

- OreHKa OTIMYHO» BBICTABIISICTCS CTYICHTY, €CIU OH
DIyOOKO W TPOYHO YCBOWJI IPOTPaMMHBIM  Marepual,
MCUEPIIBIBAIONIE, MOCIEIOBATENIFHO, YETKO M JIOTMYECKH
CTPOMHO €ro wu3jaraeT ero Ha »JK3aMeHe, yMEeT TECHO
YBSI3bIBATh TEOPUIO C MPAKTHKOHM, CBOOOJHO CHpaBIISETCS C
3aJa4aMy, BONpPOCAaMHM M JAPYTMMH BHJAMH TNPUMEHEHUS
3HAaHUHM, TpUYEeM HE 3aTpyIHseTcs C OTBETOM IpU
BUJIOM3MEHEHUN 3aJlaHHi, MCIOJB3yeT B OTBETE MarepHai
MOHOTpa(pUUYECKOl JMTEpaTyphl, MPAaBUIBHO OOOCHOBBIBACT
MIPUHATOE PELICHHUE.

- VY4ueOHble JOCTHMKEHUS B CEMECTPOBBIH MEpPUON H
pe3ynprataMi  pyOeKHOTO  KOHTPOJSL  JAEMOHCTPUPYIOT
BBICOKYIO CTETIEHb OBJIA/ICHUS IPOrPAMMHBIM MaTepHATIOM.

80-61

4, «Xopo1o»

- OneHka «XOpOIIO» BBICTABIISIETCA CTYAEHTY, €CIU OH
TBEPAO 3HAET Marepuall, IPaMOTHO U II0 CYLIECTBY M3JIaraer
€ro, He JOIYCKas CYLIECTBEHHBIX HETOYHOCTEH B OTBETE Ha
BOIIPOC, IIPAaBUIILHO IPUMEHSAET TEOPETUYECKUE I1OJIOKEHUS
[IPU PELICHUU NPAKTUYECKUX BOIPOCOB M 3a1ay, BIIAJEET
HEOOXOIMMBIMU HaBBIKAMH U IIPUEMAMU MX BBIITOJTHEHHUS.

- VY4ueOHble JOCTHKEHUS B CEMECTPOBBIA MEpPUON H
pe3ynprataMi  pyOeKHOTO  KOHTPOJISL  JAEMOHCTPUPYIOT
XOPOLLYIO CTENEHDb OBJIAJACHUS IIPOTPAMMHBIM MaTEPHUAIIOM.
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- Onenka «YIOBJIETBOPUTEIILHO» BBICTaBIISCTCS
CTYNEHTY, €CIM OH HMEET 3HAaHHUS TOJBKO OCHOBHOIO
Marepuaja, HO HE YCBOWJI €ro JAeTajled, JAOIyCKaer
HETOYHOCTH, HEJOCTAaTOYHO TIpaBWIIbHBIE (HOPMYIHPOBKH,
3, HapyLIEHUsl JIOTUYECKOU II0CIEN0BATEILHOCTU B U3JI0KEHUU
60-41 «YIOBJIETBO- | IPOrPAMMHOIO MaTepuaya, HCIbITBIBACT 3aTPyJHEHUs IpU
PUTEIBHO» | BBIMOJIHEHUH MPAKTHYECKUX PaloT.

- VY4ueOHble JOCTHMKEHUS B CEMECTPOBBIM MEpPUON H
pe3ynprataMu  pyOeKHOTO  KOHTPOJSL  JEMOHCTPUPYIOT
JIOCTAaTOYHYIO (YZOBJICTBOPUTEIBHYIO) CTEICHb OBJAICHUS
IIPOrPaMMHBIM MaT€PUAJIOM.

- OneHka  «HEyHOBIETBOPUTEIBHO»  BBICTABISIETCS
CTYAEHTY, KOTOPBIM HE 3HAaeT 3HAYUTEIBHOM  4YacTu
MPOTPAMMHOIO  Marepuana, JOMYCKAET CYIIECTBEHHBIE
OIMOKH, HEYBEPEHHO, C OOJBIIMMH  3aTPYAHCHUSIMH
BBHITIONHSCT MpakTHUeckne paboTel. Kak mpaBumiio, oleHKa
«HEYIOBIIETBOPUTEIBHO» CTABUTCSA CTYAEHTAM, KOTOpBIE HE
MOTYT TIPOJOJDKUTE 00yueHne 0e3 JTOMOIHUTEIBHBIX 3aHATHH
10 COOTBETCTBYIOLICH NUCLIUILIMHE.

- Y4eOHbIE IOCTHXKEHUS B CEMECTPOBBIM MEpPHOA U
pe3yibTaTaMu pyOeKHOTO KOHTPOJS JIEMOHCTPUPOBATH HE
BBICOKYIO CTEIIEHb OBJIAJICHUSI IIPOTPAMMHBIM MAaTEPUAIIOM 10
MHHUMAJIbHOW TUIAHKE.

2,
40-0 «HEYJIOBIET-
BOPUTEIBHO»

- Kypc mnonHocteio ocBoeH. CTyaeHT MOKa3bIBAaeT
XOpOLINK CTaHJAPTHBIA YPOBEHb 3HAHMM BCEX AacCIEKTOB,
UCIOJb3YeT TEPMHUHOJIOTHIO U CJIOBOOOPA30BaHHE M XOPOIIO
IIPUMEHSET TEOPUIO K PEILICHUIO 3aay.

45-100 3auer

- CTyneHT He TMOArOTOBIEH M HE MOXET I10Ka3aTh
JOCTAaTOYHOIO 3HAHUs Marepuaia Kypca.

0-44 Hezauer

4.4 MeToauveckne peKoOMeHIalNuU

IIpu HanmMcaHuu 3cce cIeAyeT PYKOBOACTBOBATHCH CJACAYIOIMMHI KPUTEPUAMM

1. SICHOCTB. 3cce JMODKHO OBITh HAamMcaHO 4YeTko. Muew JOomKHBI OBITh
npeicTaBiIeHbl  mocienoBarenbHo. CTHIIB  MHChMa  JIOJDKEH  CHOCOOCTBOBATH — MOHHUMAIO
U3JIOKCHHBIX HJed. PexomeHayeTcs nucarb KOPOTKMMH M IOHSATHBIMU IIPEIJIOKCHUSIMU,
COCTaBJISIIOIIMMH YETKHE HEJUTMHHBIEC a03a1ibl.

2. ApryMeHTanus. 3cce JODKHO OBITh YEeTKO M CBA3HO apryMEHTHPOBAHHO.
HenocratoyHO mNpuBECTH CHUCOK CTOPOHHUX HJEH WM KE IMOBTOPUTH IEPBOHAYAIBHBIN
Matepuan. Cnenyer mocTaparbecsi BBICTPOUTH COOCTBEHHYIO CUCTEMY apryMEHTALUH.

3. Crpykrypa: Dcce TO0MKHO OBITh CTPYKTYPUPOBAHHO, OHO JIOJDKHO COCTOSATH U3
YETKOIO BBEIEHUS, OCHOBHOM YacTHM W 3aKJIIOYEHHs, IPU BO3MOXKHOCTH, BKIIKOUATh
JOTIOJTHUTENbHbBIE pa3fensl. Men NomKHBI ObITH YETKO pa3zielieHbl Ha ab3ailbl, HEOOXOIUMO
COOMIONATh TUIABHBIN JIOTMYECKUI Tepexo]l OT OAHOTO maparpada K Apyromy.

4. KonuenTyanpHas SICHOCTh. HEOOXOAMMO TIOKa3aTh 4YETKOE€ IOHHUMAaHUe
paccMarpuBaeMbIX — KoHuenuuid. Creayer  IOCIEAOBAaTENbHO — MEPEXOAUTh  OT  OJHOM
paccMarpuBaeMol KOHLENIUU K Apyroi. CienyeT KOppEeKTHO M BHUMATEIbHO MCIIOJIb30BATh
TEPMHUHOJIOTMYECKUM ammapar, CBA3aHHbIMH C paccMarpuBaeMoill koHuenuueid. Crenyer
PacKpbIBaTh 3HAYCHUE BCEX BIIEPBBIC UCIIOJIB3YEMBIX TEPMUHOB.

S. AKTyanbHOCTh pabOThl M OKpaHWYCHHE: TPU HANUCAHUU 3CCE CIEayeT
UCIIOJIb30BaTh MaTepHall, CBSI3aHHBIA UCKIIOYUTEIBHO C MPOOIEMAaTHKON pabOTHI, OMyCKaTh Jake
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camble WHTEPECHBIE CTOPOHHHE MaTepualibl. ByabTe TrOTOBBI MHOTO YMTAaTh M HU3J1ararb CBOM
MBICJIH B MAaKCUMAJIbHO JJAKOHUYHOU MaHepe.

6. Odopmienne: 3cce cmaeTcs B Hale4aTaHHOM BHJIE, TOCIE TIIATEIbHON
NpEABAPUTEIHLHON BBIYMTKH M penakTypbl. HeoOXomaumo ynenuTh BHHUMAaHUE IMPaBOIMHCAHUIO,
COOJIONEHUIO TpaMMAaTHYECKUX TMpaBHJ, pa3gefNeHHI0 Ha maparpadbl ¥ IpaBUIBHOMY
0(OpPMIICHHIO  CIIHCKAa  JIUTEPaTyphl. Hanuuyme rpamMmariyeckux, JIGKCHUECKUX U
MYHKTYAIIMOHHBIX OMIMOOK MPUBOJHT K CHIDKEHUIO (pUHANBHOH o1leHKH 3a pabdoty. [IpaBuibHOE
oopmieHrne IMTAT W HaJWYME TIOJIHOTO CIHCKA JIUTEparypbl B KOHIE pabOTHI SIBISIOTCS
oOsi3aTenbHBIME ycnoBUsAMU. HaGop Tekcra pa®oTel ocymiecTBiusercs mpudrom pasmepom 12
NYHKTOB C JBOWHBIM mpoOernoM. Ilpu BO3MOXKHOCTH, B LEISIX SKOHOMHUU Oymaru paborta
reyaraercs Ha 00erX CTOPOHAX JIHCTA.

7. PaboTa ¢ MCTOYHMKAMU: MCTOYHHKH, MCIIOJIb3yeMble MIPU HAIIMCAHUU PaOOTHI,
JOJDKHBI COOTBETCTBOBAaTh TPEOOBAHUAM, MPUMEHIEMBIM K paboTaM CTYIEHTOB, 0OyJarOIIUXCs
Ha TepBOM Kypce OakanmaBpuara. HemocTtatok ()OHOBBIX T'yMaHMTApHBIX 3HAHUH W HaBbIKA
MCCIIeIOBATENIbCKONW paboThl 3HAUUTENHFHO OCJIOXKHSET YCIENIHOE HamucaHue scce. He cnemyer
BCELEJIO JIOBEPSATh OHJIAHH HCTOYHMKAM — HEPENKO KauecTBO MPEJOCTaBIsIEeMO HUMHU
MH(pOpPMAIIMU OCTABJSIET KeJaTh JIydlnero. Takke HE CIeAyeT OTPaHUYMBATHCS OJHUM MU
IByMs HUCTOYHHMKaMu. He ciemyer umrtath Bce moapsn. DKOHOMBTE CBOE BPEMS: HCIIOJB3YHTE
JUTEparypy, YIOMSHYTYIO B JaHHOW Opouiope, a TakXKe HWCTOUYHUKH, IPHUBEICHHBIE B
O6ubnuorpadusx Npu3HaAHHBIX U3AaHUH. B 11emoM, uem Gonbliie Bbl YUTAETE, TEM BBIIE Ka9Y€CTBO
Bamieil paboTel. OHAKO HE CIIEAYET CChUIAThCS Ha BCE MPOYMTAHHBIE UCTOYHHKHU — 3TO MOXKET
IpeBpaTuTh Balie 3cce B HaOop murar. Llenpio O3HAKOMIIEHHSI C JIMTEPaTypoul SBISETCS
BCECTOPOHHEE IOHMMAaHHE MPOOIEMAaTUKU pPabOThl 0€3 HEMOCPEICTBEHHOTO IPAKTHUYECKOTO
YUYaCTHA.

S. MeTtonuueckne yKazaHus J1Jisi 00y4aIOIIMXCS 110 OCBOSHHIO TUCIUTLTHHBI (MOTYJIsA)

JUiss  AeMOHCTpallMd W TPUMEHEHHUS KOHICTIMI YIpaBIeHUS TEpCOHANIOM OymayT
MCIIOJIb30BaThCs KEMChl, CUMYISLIUU, OOCYKJICHHUS B MaJbIX IPYyIIax U OOCYKJCHHUS B paMKax
BCEH IPYIIIIHL.

[TocemaeMoOCTh M MOJHOE YYaCTHE OAMHAKOBO BAXKHBI JUISL TOTO, YTOOBI yJalIuecss MOTIN
MOJTHOCTHIO M3BJICUb NOJIB3Y U3 Y4eOHOT0 Mpolecca.

6. Y4eOHas JMTEpaTypa M pecypchbl HH(POPMAIMOHHO-TEJIEKOMMYHUKAMOHHOM CeTH
"UHTepHeT'', BKIKYasl MepeYyeHb Y4eOHO0-MeTOAMYECKOro odecrnedeHns J1Jis
CaMOCTOSITEJIbHOI PaGoThI 00y4alOLMXCsl MO AUCHUTIIINHE (MOTYJTIO)

6.1. OcHOBHas JuTEpaTypa.

1.Personnel Psychology and Human Resources Management : A Reader for Students and
Practitioners, edited by Ivan T. Robertson, and Cary L. Cooper, John Wiley & Sons,
Incorporated, 2015. ProQuest Ebook Central,
https://ebookcentral.proquest.com/lib/ranepa-ebooks/detail.action?docID=1921049.

2.Lawler, Edward. Effective Human Resource Management : A Global Analysis, Stanford
University Press, 2012. ProQuest Ebook Central,
https://ebookcentral.proquest.com/lib/ranepa-ebooks/detail.action?docID=1031943.

6.2. JlonoJHUTENbHAS TUTEpaTypa.
1.Mutsuddi, Indranil. Managing Human Resources in the Global Context, New Age
International, 2011. ProQuest Ebook Central,
https://ebookcentral.proquest.com/lib/ranepa-ebooks/detail.action?docID=3017442.
2.Managing ‘Human Resources’ by Exploiting and Exploring People’s Potentials, edited by
Mikael Holmgvist, and Andre Spicer, Emerald Group Publishing Limited, 2013.
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ProQuest Ebook Central, https://ebookcentral.proquest.com/lib/ranepa-
ebooks/detail.action?docID=1133297.

3.Pynes, Joan E.. Human Resources Management for Public and Nonprofit Organizations : A
Strategic Approach, John Wiley & Sons, Incorporated, 2013. ProQuest Ebook Central,
https://ebookcentral.proquest.com/lib/ranepa-ebooks/detail.action?docID=1272168.

6.3. YuebHo-MeToruecKoe 00ecreueHue CaMOCTOSTEIbHOM paboThI.
6.4. HopmaTuBHbIE IPaBOBBIC JJOKYMEHTHI.

6.5. aTepHeT-pecypchl.

6.6. MlHbIC HCTOYHMKH.

7.  MarepuaJibHO-TeXHHYeCKasl 0a3a, HH(POPMaIMOHHbIE TEXHOJIOTHH, IPOrPaAaMMHOE
ol0ecrieyenne 1 HHPOPMALMOHHBIE CIIPABOYHbIE CHCTEMbI

Jlns mpoBeneHust Kypca HeoOxoauma ayauTopusi, o0OpyJoBaHHas JOCKOM C MapKepamu,
KOMIIBIOTEPOM U IIPOEKTOPOM ISl IPOBEICHHUS JIEKLIMY U IIPAKTUYECKUX 3aHATUN.

W3yyeHne TUCHMIUIMHBI TPeOyeT NepCOHAIbHBIX KOMITBIOTEPOB U AOCTYIAa B MHTEPHET IS
MOMCKA JOTIOHUTENILHONW UH(POPMAIIUH BO BPEMS CAMO CTOSITEILHON pabOThI CTYIEHTOB.



