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1. IlepeyeHb MUIaHNPYEMBIX Pe3yJbTATOB 00y4eHHsI 110 AUCHMIIIMHE, COOTHECEHHBIX €
IVIAHMPYEMBIMH pPe3yJIbTaTAMHU OCBOEHHS NPOTrPaMMbI

I.1. Huctunnuna b1.B.10 «YnpaBnenue yenoBeueckumu pecypcamu komnanuu / Human
Resources Management» o0ecrneunBaeT OBJaJCHUE CIIEAYIOIIMMU KOMIICTEHLHUSMH C y4eTOM
JTana:
Kon HaumenoBanue Kon HaumenoBanue 3tana
KOMTIETCHITUH KOMTICTCHITHH JTara OCBOCHHS OCBOEHHSI KOMITETCHITUT
KOMIIETEHIIUU
ITK-1 CIIOCOOHOCTH IK-1.3 CIIOCOOHOCTD YIIPABJISTH
yIPaBISATh MIPOEKTaMH, CETIMH,
OpraHu3aIusIMH, MOJIpa3ieICHUSIMH,
NoJpa3eICHUSIMH, OpTraHU3aIIsIMH B
rpynmnamMu (KOMaHIaMH) npodeccuoHaTbHON
COTPYIHUKOB, JeSITETbHOCTH
MIPOEKTAMHU U CETSIMU

1.2. B pesynbrate ocBoeHusi aucuuiuinibl b1.B.10 «YnpaBineHue yenoBe4ecKUMU pecypcamu
xomnanuy / Human Resources Management» y CTyZI€HTOB JOJKHBI OBITH C(HOPMUPOBAHBI:

OT®/TP (npu
HAJMYUHI
npodcranaapra)/
TPY/AOBbIE WIH
npodeccuoHaJIbHbIE
aefcTBUA

Kon yTrana
OCBOCHHUSA
KOMIIETEeHIIUH

Pe3yabTaThl 00yueHus

[IpodeccronambHbII
CTaHaapT
«CIIeIMaIuCT 110
YIIPaBICHUIO
[IepCOHANIOM) YTB.
06.10. 2015 . Ne 6911
G/01.7 Pa3paboTka
CUCTEMBI
OTIePaIIMOHHOTO
YIIpaBICHHUS
[epcoHanoM 1 paboThl
CTPYKTYPHOTO
[o/ipa3ieeHus

[IK-1.3

HA YPOBHE 3HAHUIA:

Mertonpl, ciocOObI U MHCTPYMEHTHI YIIPaBICHUS
HEPCOHAIOM

Meroasl  aHanmu3a  KOJIMYECTBEHHOTO U
KaueCTBEHHOI'0 COCTaBa IIEPCOHANA

[Tonutuka yTpaBJIeHUs epCOHAIOM
OpraHu3aluu

Cucrtembl cTaHIapToB MO OW3HEC-Tpoleccam,
npodeccusM, HopMam Tpyzaa

Cuctembl, MeTO/IBI ¥ (HOPMBI MATEPUAIBHOTO U
HEMAaTepHAIIbHOTO  CTUMYJHUpPOBAaHUS  Tpylda
nepcoHaa

TexHomorum W MeETONBI  (OPMHUPOBAHUS U
KOHTPOJIsI OF0/DKETOB

HAa YPOBHE YMEHHIi:

Opranu3oBbIBaTh paboty nepcoHasna
CTPYKTYPHOTO MOJIPa3ACTICHUS

Ormpenenars 3aiaydl MepcoHana CTPYKTYPHOTO
MOJIpa3/IeieHUsI, UCXOM U3 IeJiel U CTpaTeruu

OpraHu3anuu
Co3paBaTth M ONKMCHIBaTH OPTaHU3ALMOHHYIO
CTPYKTYDY, Leny, 3a1a4y, byHKIIT
CTPYKTYPHOTO MOJPA3ACTICHU

IIpumeHATH METO/IbI YIIPaBJICHUS
MEXKJINYHOCTHBIMU OTHOILCHUSIMH,
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(dbopMHpOBaHUS KOMaH[, Pa3BUTHUS JIUICPCTBA U
UCTIOJIHUTEIIFHOCTH,  BBISIBJICHUSI  TaJIaHTOB,
OTIpeIeNIEHUs! YIOBJIETBOPEHHOCTH pabOTOM
OnpenensTh, aHATU3UPOBATh, MOJCIUPOBATH U
BBICTpaMBaTh  BHYTPEHHHE  KOMMYHHKALUU
nepcoHasna

Pa3zpa0aTbiBaTh NpPOEKTHBIE TNPEATOKEHUS U
Meponpustusi 1o 3¢dekTuBHOM  pabdoTe
nepcoHasna

BHeapsaTh  cTparermto 1m0 yNpaBIICHHIO
NepCOHATIOM

CocCTaBIsiTh, PaCCUMTHIBATh, KOPPEKTHPOBATH M
KOHTPOJINPOBATh CTaThbU PACXOAOB Ha MEPCOHAI,
pa3pabareiBaTh TMPEUIOKEHHS 1O 3aTparaM Ha
nepcoHai s GopMHUpOBaHHUs OI0DKETA

HA YPOBHE HABBIKOB:

[TocTranoBKa omepaTUBHBIX LIEJIE IO BOMPOCAM
YIpaBJICHHS EPCOHATIOM

Pa3zpaboTka miaHOB, MporpaMM M MPOLEAYp B
YIPaBJICHUH MEPCOHATIOM

Pa3paboTka Tpemio)KeHUH 1O  CTPYKTYype
NoJIpa3AesieHNus U MOTPEOHOCTH B NIEPCOHANIE
PazpaboTka mnpemioxkeHut 1O 00eCTIeUeHHUIO
HepcoHaIoM, (pOPMUPOBAHMIO CHUCTEM OLIEHKH,
pa3BUTHS, OIUIaThl TPYyAd, KOPHIOPATUBHBIM
COIlMAJIBHBIM  MporpaMMaM M COLMAJIbHOM
MOJINTHKE

PaspaboTka mpemiokeHud O 3arparax U
dhopMHupoBaHHUIO OIOHKETA HA TIEPCOHAIT
Pa3zpaGoTka mnpemiokeHU MO 3aKIIOUCHHIO
JIOTOBOPOB [0 YNPABJICHHUIO IEPCOHAIOM C
MOCTaBIIUKaMHU yCIIyT u IIPOBEJCHUE
IIpEeBAPUTEIIBHBIX poLenyp 1o nx
3aKJIFOUEHUIO




[TpodeccronanbHbII
CTaHAapT
«Crienuanuct 1o
YIPaBICHUIO
[IEPCOHATIOM

yTB. 06.10. 2015 1. Ne
691H

G/02.7 Peanuzanus
OTIePAITMOHHOTO
yIIpaBIeHUS
MEPCOHATIOM U PaOOTHI

CTPYKTYPHOTO
[O/Ipa3AeTICHUS

I1K-1.3

HA YPOBHE 3HAHUIA:
@opMBI M METOABI OLCHKM IEpCOHaIa |
pE3yAbTAaTOB UX TPYyIa
Teopun ynpaBieHUsT MEPCOHAIOM U €ro
MOTHUBaIIUun
Metonpl aHanu3a BBINOJIHEHUA IUIAHOB U 3a7a4,

onpeaeneHus ux HKOHOMHYECKOM
b HEeKTUBHOCTH
TexHonoruun OIIEPaTUBHOIO yIIpaBICHUS

MIEPCOHAIOM OpPTaHU3alNuU
Cuctembl, MeTOIBI ¥ (HOPMBI MATEPUAIBHOTO H
HEMAaTepHAIIbHOTO  CTUMYJIUpPOBAaHUS  Tpylda
nepcoHasna
TexHonmorun u Metonbl (HOPMUPOBAHUA U
KOHTPOJISI OI0/KETOB
Teopun u MeTOABI YIpaBIECHUS PAa3BUTHEM
nepcoHasna
DKOHOMHKA Tpyaa
Opranu3anOHHO-IITaTHAS CTPYKTYpa
OpraHu3anuu
[TonuTrka  ympaBieHUS  HEPCOHAJIOM U
collMalibHAs OJMTHKA OpraHu3alnuu
Llenu, crparerusi pa3BuTHs W OW3HEC-TUIaH
OpraHu3anuu
MeToauKN TUIaHUPOBaHUS M TPOTHO3MPOBAHUS
MOTPeOHOCTH B TIEPCOHATIC
[Topsiiok yperyaupoBaHusi TPYIOBBIX CIIOPOB
TpeboBanusi U mnpaBuia MPOBEACHUS ayauTa
paboThI ¢ IEPCOHAIOM
Dopmbl COLIMAJILHOTO  MapTHEpCTBA U
B3aUMOJICHCTBUS €  TPOQPEecCHOHATHLHBIMHU
COI03aMU U JAPYTUMHU HPEICTaBUTEIbHBIMHU
OopraHamu pabOTHUKOB, u WHBIMH
OpraHu3alusIMu
[Topsiok opopmiIeHHs: KaJpOBBIX TOKYMEHTOB U
MPUJIaHUS UM IOPUIUYECKON CHIIBI
[Topsimox mpoBeneHus 3aKyMOYHBIX MPOLEAYp U
0(OpMIIEHHUS COMMYTCTBYIOIIEH TOKYMEHTALUN

HA YPOBHE YMEHUH:

OnpenensiTb  30HBI ~ OTBETCTBEHHOCTH U
3P PEKTUBHOCTH paboThI nepcoHaa
CTPYKTYpHOTO TOJpAa3/eNeHUs, paclperesTh
3ajaul = U o0ecrleuynBaTh  MaTepHaIbHO-
TEXHUYECKHUE PECYPCHI JJIsl UX UCIIOTHEHUS
[TpuMeHATh METOABI ONEPATUBHOTO YIPABIICHUS
MIEPCOHAIOM OpPTaHU3alNuU

KoHTponupoBarh HCIOTHEHUE TOPYYEHHH |
3aJla4, BHOCUTH CBOEBPEMEHHBIE KOPPEKLHUU B
TUTAHBI U 33/1a491

Omnpenenarp  mnokazatenun  3PHEKTUBHOCTH
paboThI EpCOHANA MOPa3ACIICHHS

YnOpaBisiTh  MOTHBAaIlMENd  MEPCOHANIA,  €ro
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BOBJICYUCHHOCTHIO M TUCIUIUTMHON Tpyaa
CocTtaBiaTh TUTAHBI JEATeIBHOCTH
CTPYKTYpPHOTO TOZIpa3/IeIeHUs] OpraHu3aluu
CocCTaBiATh, pacCUNTHIBATh, KOPPEKTHPOBATH U
KOHTPOJINPOBATH CTaThbU pacxonoB
CTPYKTYPHOTO HO/pA3ACTICHUS TSt
dbopMupoBaHus OIOHKETOB
[Ipon3BoauTh aHAINU3 TEKYIIEH IEATEIbHOCTH
CTPYKTYpPHOTO TOApA3JeNCHUsT M  BHEAPATH
IPOLEAYPHI IO €€ ONTUMHU3ANN
[TpencraBiasTh UHTEPECHl OpPraHU3alUUd U BECTH
IIepeTrOBOPBl C TOCYIAPCTBEHHBIMU OpraHaMH,
npoeCCHOHANBHBIMU ~ COI03aMH U IPYTUMHU
IPE/ICTABUTENIFHBIME OpraHaMH pabOTHHKOB IO
BOIIPOCaM IepCOHaa
BecTtr meperoBopsl ¢ MOCTaBIIMKAMHU YCIYT IO
YCIIOBHSIM 3aKITIOYAEMBIX JJOTOBOPOB
[Ipon3BomUTE TpeABapUTENbHBIC 3aKYHOYHBIC
npouenypsl ¥ oopMIIATH  COMYTCTBYIOLIYIO
JOKYMEHTAITHIO 10 3aKIIOYECHHUIO IOTOBOPOB
[IpoBOoIMTH ayauT pe3ylnbTaToB pabOTHl C
HIEpCOHAIIOM
HA YPOBHE HABBIKOB:
[TnanupoBaHue NEATENFHOCTH TOAPA3ICTICHUS U
nepcoHasna
OmneparuBHOE yTpaBJIeHUE HIepCOHAIIOM
NOJpa3eTICHUs OpraHnu3allul
Pacuer 3aTpar mo nozppasaeneHuIo 1 MoroToBKa
IpeIoKEeHUH U popMuUpoBaHUs OrOKETa
Pa3paboTka CTaH/JapTOB JEATEIEHOCTH
NoJpa3AesieHus U YHU(DHUKALKS IPOIIECCOB
[IpoBenenue HHCTPYKTaXa MO OXpaHe TPy/a
[ToctanoBka 3amay pabOTHUKAM CTPYKTYPHOTO
HOAPA3IeNeHNs, OTPE/ICNICHHE PECYPCOB IS HX
BBITOJIHEHHSI, KOHTPOJIb UCTIOJTHEHHS
AHanu3 IUTaHOB M OTYETHOCTH ITOJYMHEHHBIX
paOOTHUKOB, pa3paldOTKa MPEUIOKEHUNA T10

YIYYIICHHUEO rokasaresei JeSITeITbHOCTH
MOJIPa3ICTICHHS
dopmupoBanme OTYETOB 0 pabote

CTPYKTYPHOTO MOAPa3ICICHUS

[TpodeccronanbHbII
CTaHIapT
«Crienuanuct 1o
YIIpaBJICHUIO
[IEpPCOHATIOM» YTB.
06.10. 2015 . Ne 6911
H/01.7 Pa3zpabotka
CHCTEMBI

I1K-1.3

HA YPOBHE 3HAHUIA:

CymHOCT, ® COJEp)KaHWE  yIpaBJICHUS,
npobiaeM MOTHUBAIIHH, JTUIepPCTBA u
PYKOBOJICTBA, COIIMAJIBHO-3TUYECKHX aCIEKTOB
yIpaBIeHUS

Mertomp yIpaBJICHUS pa3BUTHEM u
3¢ GEeKTUBHOCTRIO  OpraHU3alluy, aHajamn3a
BBITTOJIHEHHS IJTAHOB U TIPOTPAMM, OIPEIeIICHHSI

CTPaTErnYeCKOro UX SKOHOMHUYECKOU 3P PEeKTUBHOCTH
yIIpaBICHUS Meronel  OLEHKH ~ PabOTBl  CTPYKTYPHBIX
[IepcoHaIoOM NoJpa3Ae]IeHUH, pe3yIbTaToOB TPY/ia MepcoHasia
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OpraHu3alu

MCTO,Z[BI MMpoOBCACHUA ayAUTOB, KOHTPOJUIMHIA
yIpaBICHYECKHIX TPOIIECCOB

MCTO,Z[BI aHaJInu3a KOJIMYECTBCHHOT'O u
Ka4eCTBEHHOTO COCTaBa MIEpCOHAA

CucreMbl CTaHAAPTOB MO OW3HEC-TIpOIIECCaM,
npodeccusM, HOPMBI TPy

Cuctembl, MeTOZIBI ¥ (HOPMBI MATEPUAIBHOTO H
HEMATePUAIIBHOTO ~ CTUMYJHMPOBAaHUS  Tpyna

nepcoHasa
Mertonpl aHanW3a COUUAIBHBIX MPOTpaMM |
onpeaeneHus ux HKOHOMHYECKOM
3¢hHEKTUBHOCTH

TexHomorun W MeTOnbl  (OPMHUPOBAHUS U
KOHTPOJISI OFOKETOB Ha MEePCOHAI

TpeOoBaHusi oxpaHbl M O€30MACHBIX YCIIOBHIi
Tpyna

Ilenu, crparerus W KajpoBas TIOJUTHKA
OpraHU3aLUH

HAa YPOBHE YMEHHIi:

Hcnonb30BaTh COBPEMEHHBIM MHCTPYMEHTApHUMI
YIOPaBICHUS  YEJIOBEYECKMMHU  pecypcamy,
MeTonsl  (DOPMHUpPOBAHUS W TMOJACPIKAHUS
TUYHOIO KJIMMAaTa B OPraHU3ALMM U HABBIKU
JIETIOBBIX KOMMYHHUKALINI

Co3pgaBaTth M ONMCHIBaTH OPraHU3ALMOHHYIO
CTPYKTYPY, LeNH, 3a/1a4u, byHKIIT
CTPYKTYPHBIX IOIPA3ACICHUM U IOKHOCTHBIX
JIU1L

ITpumensTH METO/bI YIPaBICHUS
MEXJINYHOCTHBIMU OTHOILIEHUSIMH,
(bopMHpOBaHUS KOMaH[, Pa3BUTHUS JIUJEPCTBA U
UCIIOJHUTEIBHOCTH,  BBISBICHUS  TaJIaHTOB,
OIpeIeJIEHUs YIOBJIETBOPEHHOCTH paboTOM
OnpenensiTb Y aHaJIU3UPOBaTb BHYTPEHHUE
KOMMYHHUKAllM{, MOJEIMPOBAaTh  IIOBEICHUE
IIepCOHAJIa

[IpencraBnsTh  MHTEpECHl  OpraHU3alUyd B
roCyJapCTBEHHBIX OpraHax, BO B3aUMOJEHCTBUU
¢ npodcoro3aMyu, MHBIMU NPEACTAaBUTEIbHBIMU
opranamu pabOTHHKOB IO BOTIPOCAM MEPCOHAA
CocTaBniaTh, pacCUUTHIBATh, KOPPEKTUPOBATh U
KOHTPOJINPOBATh CTAaThbH PACXOJ0B OIOHKETOB U
(GOHIOB Ha MNporpamMMbl M MEpPONPUATHA IO
YIIPABJICHUIO IIEPCOHAJIOM OpraHU3aluN
PaboTtate ¢ MHPOPMALMOHHBIMU CHCTEMaMHU M
0aszamMM JaHHBIX [0 BOIpPOCAaM YIIpaBIICHUS
IIEPCOHAJIOM

[TpoBOIMTH ayAUT W KOHTPOJUIMHT B 00JacTH
YIPAaBICHUS IIEPCOHATIOM

Pa3pabarbiBaTh KOpPIOpPATUBHBIE COLUAJIbHBIE
IIPOrPaMMBbI

8




HA YPOBHE HABBIKOB:
IlocTaHoBKa  CTpareruyeckux  LEJIed B
YIPaBICHUH IEPCOHATIOM
Pa3paboTka KOpropaTBHON NOJIUTUKH, IIJIAHOB,
IporpaMM, IpoUeAyp U TEXHOJOTUH 10
YIPaBJICHUIO IEPCOHAIOM
Pa3paboTka  KOpHopaTMBHOW  KYJIBTYpbl U
COLMAIIbHOM TOJIMTHKH, CHUCTEM MOTHBALUHY,
3 PEKTUBHOCTH, OLIEHKU 1 Pa3BUTH MIEPCOHATIA
dopmupoBaHue CHCTEMBI OIJIaThl u
OpraHu3anuu Tpyaa
Pa3zpaboTka  OpraHM3allMOHHOW  CTPYKTYpHI,
IUIAHUPOBaHWE TOTPEOHOCTH B  IEpCOHAJE
OpraHu3alLHu

[IpodeccronanbHbII
cTaHIapT
«CIenIMaInucT 110
yIIpaBJICHUIO
[IePCOHAIIOMY» YTB.
06.10. 2015 1. Ne 6911
H/02.7 Peanu3zarus
CHCTEMBI
CTPATEru4eCcKOro
yIIpaBiIeHUs
[IepcoHaIIOM
OpraHu3aluu

IIK-1.3

HAa YPOBHE 3HAHMIA:
Teopuu ynpaBieHus: OpraHu3aluei, MoJIuTUKa U
CTpaTerus ynpaBJIeHHs IEPCOHATIOM

MeTombt yIpaBICHUS pa3BUTHEM u
3P PEKTUBHOCTHIO OpraHu3aIum, METOJIBI
aHaIM3a BBINOJIHEHUS TUIAHOB U IPOTPAMM,
OTIpeIeIICHUS 174 HKOHOMHUYECKOU
3¢ HEeKTUBHOCTH

Opranuzanus yIpaBJICHUS pa3BUTHEM
OpraHu3aIuu

Mertopl aHaIM3a BBITIOJIHEHUS IJIAHOB W 3ajad,
oTpeieIeHus ux KOHOMHYECKOM
3¢ HEKTUBHOCTH

MeTombt OIICHKH, pe3yIbTaTOB u

3¢ HEeKTUBHOCTH TpyAa

Mertoasl  BHEIPEHUST CHCTEMBI  yIIPaBJICHUS
HIepCOHAIIOM

OcHOBBI pabOTHI 110 MTPOGHOPUECHTALIUU
MeToanKy TUITAHUPOBAHMS W MPOTHO3WPOBAHUS
noTpeOHOCTH B IEpCcoHase

Llemn, crparerust pa3BUTHA | OW3HEC-TUIaH
OpraHu3aIH

Teopun wm wmeromsl QopmupoBaHHIi0 OpeHza
OpraHu3aIiH

TpeGoBanuss oxpaHbl M O€30MACHBIX YCIOBHH
Tpyna

HAa YPOBHE YMEHHIi:

HpOI/I?;BOZ[I/ITI) aHaJInu3 ACATCIIBHOCTU 1o
VOpaBICHUIO  TEpCOHAOM,  pa3pabaThiBaTh
noka3atesiu 3PPEKTUBHOCTH PabOTHI
@dopmupoBaTh IJIAHBI W MEPONPUITHS TIO
YIIPaBJICHUIO TIEPCOHATIOM

PaccuuthiBath Oro/pkeT B 00JacTH ympaBlIeHHS

MepCOHAIOM

Onpenensrhb 30HBI OTBETCTBEHHOCTH
pabOTHUKOB W TMOApA3/ICJICHUMN, CTaBUTh 3aa4d
PYKOBOAMUTEIISIM MOJIpa3IeICHU I H

00ecreunBaTh PECypPChI ISl UX UCTIOJHEHUS
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KonTponuposars u KOPPEKTUPOBATh
UCTIOJTHEHUE MTOPYYEHUH U 3a1a4

Ynpasnarb 3pPEKTUBHOCTHIO u
BOBJICYCHHOCTHIO ~ NEpPCOHANA, JAUCIHUIUINHON
Tpyla u coOmoJeHneM Oe30MacHbIX YCIOBUM
Tpyaa

Bectu meperoBopsl O BOIIPOCAM COLMAILHOTO
HapTHEPCTBA WM MPEACTABIATh  HHTEPECHI
OpraHu3allil B TOCYJApCTBEHHBIX OpraHax,
npodecCHOHABHBIX ~ COI03aX WU JPYTHX
NPEJCTaBUTENIbHBIX OpraHax paOOTHUKOB, U
OpraHM3aLMX 110 BOIPOCaM IEePCOHANA
PaboTtate ¢ MHPOPMALMOHHBIMU CHCTEMaMU M
0azaMM [aHHBIX MO BONPOCAM YIPABICHUS
NIePCOHATIOM

[IpoBOmUTH aymUT W KOHTPOJUIMHT B OOJIACTH
yIpaBJIEHUS IEPCOHAIOM

®opmupoBaTh W MPOBOAUTH  COIHAIBHYIO
HOJHUTUKY U COLUAIIbHBIE IPOTPAMMBI

BecTtu meperoBopsl ¢ MOCTaBIIMKAMHU YCIYT IO
YCIIOBHSM 3aKITIOYAEMBIX JJOTOBOPOB
[TponsBomuTh 3aKyINOYHbIE HpOLEYPHI,
0OpMIISITh U aHATM3UPOBATH

HA YPOBHE HABbIKOB:
[TnanupoBaHue [JEATETBHOCTH U pa3paboOTKa
MEPOIPHUATHN I10 YIIPABICHUIO IIEPCOHATIOM IS
peanuszanyu CTPaTETUYECKUX neneu
OpraHu3aluu

BHenpeHne NONWMTHK, IUIAHOB, IIPOTpamw,
IpoLeayp M TEXHOJOIMM II0 YIIPAaBICHUIO
IIEPCOHAJIOM

IlocTpoeHne OpraHU3aLMOHHOM CTPYKTYPBI C
YY€TOM IIAHOBOM MOTPEOHOCTH B MEpPCOHANIE U
B3aUMOJICHCTBYS CTPYKTYPHBIX IOAPa3JACICHUN
OpraHu3aluu

Buenpenue u mnojaepaHue KOPIOPAaTUBHOMN
KyJbTYpPbl ¥ COLMAJIbHOW IIOJINTUKH, CHUCTEM
MOTUBAlMM, A(PPEKTUBHOCTH, OLEHKU U
pa3BUTHSA IIEPCOHANA

Buenpenue u moaAepKaHUE ~— CUCTEMBI
OpraHu3aluy TPyAa U OILIAThI IEpCOHAIIA
VnpasineHue  BHEAPEHUEM  IPOrpaMM U
NPUHIUIOB  CTaHAApTU3alUM, YHH(UKALUY,
aBTOMATU3aLUU IIPOLIECCOB YIIPaBJICHUS
NEPCOHAJIOM U Oe30IacHbIX YCIOBUH Tpyza
Opranuzanus IIPOBEJICHMUSI ayuTa U
KOHTPOJUIMHIA B YIIPABJICHUU IIEPCOHAIOM
ITocranoBka 3a1a4 PYKOBOAUTEIISIM
CTPYKTYPHBIX IOJPA3JECICHUN, ONpEACICHUE
MaTepPUAIBHO-TEXHUUECKUX PECYPCOB Ul UX
BBITIOJTHEHHUS

AHanu3 OTYETHOCTHU 10 YIPABJICHUIO
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IIEPCOHAJIOM M  BBISBIEHUE PECYPCOB  IIO
YIY4IIEHHUIO JeSTeIbHOCTH OpraHu3aluu

CornacoBanue yCIIOBUI 3aKITI0YaEMbIX
JOTOBOPOB ~ TIO  BOMpOcCaMm  yIpaBICHUS
[IEPCOHAJIOM

Opranuzanus MIPOBEJCHHUS 3aKyMOYHBIX

IpoLEeayp o BOIIPOCaM yIpaBJIeHUsS
HEpCOHAJIOM U O(OPMIIEHHUS COIYTCTBYIOILEH
JOKYMEHTAIIH 110 HUM

dopmupoBanue  OrojpkeTa  Ha  [EpCOHAI,
TEXHOJIOTHH ayauTa padoThl C NEPCOHAIOM U
KOHTPOJUIMHIA

[IpumeHeHne Kk pabOTHUKAM Mep MOOLIPEHHs U
JUCHUIUIMHAPHOTO B3bICKaHMS

2. O0bem n MecTO AUCHMILIMHBI B cTpyKType OII BO

Huctummaa b1.B.10 «YmpaBnenue yenoBeyeckMMH pecypcamu kommanuu / Human
Resources Management» BXOAUT B 00s3aTeIbHYI0 YacTh Y4eOHOTro IiaHa. B cooTBeTcTBUHU C
yuyeOHbIM IUIAaHOM JHCLUUIUIMHA H3ydaeTcss Ha 2 Kypce B 3 cemectpe. KommyectBo
aKaJeMHUYECKHX YacoB, BBIJICJICHHBIX Ha KOHTAKTHYIO paboTy ¢ mpernojaBaTeseM, cocTaBisier 18
YacoB: JIeKIMH — 6 daca, mpakTuyeckue 3aHaTusi — 12 uacoB. CamocrosrenbHas paboTa
coctaBisieT 54 yacoB. OOmas Tpya0eMKOCTb TUCITUTIIIMNHBI COCTABIISET 2 3.€.

OcBoeHHe TUCIHITINHBI ONUPAETCS HA MUHUMAJIBHO HEOOXOIMMBIH 00BEM TEOPETHUECKUX
3HaHUH B OOJIACTH COBPEMEHHOIO MEHEIKMEHTA, TCHXOJOTHH JIMYHOCTH W COLMAIBHOM
NICUXOJIOTHH, a TaKKe Ha MPHOOpPETeHHbIE paHee YMEHUS W HABBIKM IIPABOBBIX OCHOB
yIpaBiIeHUs, TEOPUN OPTaHU3AIMH U OPTraHU3AIMOHHOTO MOBEICHHUS.

HucuunnuHa peanusyercs mnocie usydeHua guciumuinH: b1.5.01  «CoBpeMeHHBINH
MenemxmeHT™ (1 cemectp), b1.5.02 «Metoasr uccnenoBanuii B MeHemmkMeHTe» (1 cemectp),
b1.B.09 «Oxonomuka u ympasienue opranuzaunueit» (1 cemectp), b1.5.05 «Crparernueckuit
MEHEDKMEHT U cTparermdeckuii ananmm3» (1 cemectp), b1.6.03 «Teopust opranuzanuu u
opraHuzanoHHoe mnoseneHue» (2 cemectp), bl1.b5.04 «DuHaHCOBBI MEHEIKMEHT U
KOpIiopaTuBHbIC (PUHAHCHD (2 ceMecTp).

dopma NpoMeKyTOUHON aTTECTALMU B COOTBETCTBUU C YUEOHBIM IIJIAHOM — 3a4eT.

3. Conep:kaHue M CTPYKTYPA THCHUIINHBI

Ounasn ¢hopma odyuenusn

O0beM THCIUILTHHBI, Yac. ®Dopma
KonrtakTHas padora TeKyLIero
Ne n/nt HanmeHnoBaHue Tem o0yJaImuxcs ¢ KOHTpOJS
(pa3neJioB) Bcero npenoaasarejemM CpP ycneBaeMocTH ,
10 BUJaM y4eOHbIX 3aHATHI MPOMEKYTOYHOIH
J | JIP | 113 | KCP arTrecTaluu
Ounasn ¢popma 0oyuenusn
Topic The  essence  of
1 human resources | 10 2 8 I
management
Topic | Human resource ] ) 6
2 management system.
Topic | Human resource | 12 2 2 8 T
3 planning  in  the
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O0beM IMCHHUIIJIMHBL, Yac. ®opma
KonrakTHas padora TEKYILEro
HaumeHnoBaHue Tem o0yyaromuxcs ¢ KOHTPOJISA
Ne n/n o
(pa3neJioB) Bcero npenoaaBareyemM Cp yCIIeBaeMOCTH ,
10 BUJAAM Y4eOHBIX 3aHATHH TMPOMEeKYTOUHOM
J | ap | 1m3 | KCP aTTecTAMH
Ounas ¢popma odyuenusa
organization
Topic | Management of
4 recruitment,
selection and | 10 2 8 I
adaptation of
personnel
Topic | Performance
5 managemer}t of an | ’ 3 E
employee incentives
and salary structure
Topic | Management of
6 training and staff | 10 2 8 T
development
Topic | Management of staff
7 behavior, structural 12 4 8 C
and interaction
Interim certification Credit
Bcero: 72 6 12 54
Note:

forms of the current monitoring of progress: interview (I), testing (T), colloquium (C),
essay (E), abstract (A).

Content of the discipline (module)

Topic 1. The essence of human resources management.
Tezaurus: «humany, «society», «subject», «object», «activities», «labor», «managementy,
«structurey, «systemy», «communicationy, «positiony, «statusy, «intrinsic motivationy, «roley.
Key concepts: «staffing — staff — human resources» genetic-functional approach. Genetic
(biological, cultural, material, moral), subjective (individual, group, institutional, state, regional-
continental, global), functional (activities — consciousness — relations) aspects of scientific
research of human existences.

Topic 2. Human resource management system.
Factors determining the structure, content and management of the organization. The
organization's management system and the main subsystems and elements. Goals, functions,
organizational structure and options for incorporating the HR subsystem in SMO: world
experience. Features of the functioning of management units (departments, services): personnel,
organization of production, labor and wages, training of personnel, social and technical support.
Personnel management system (PMS) and human resources management system (HRMS):
general and special. Design of the personnel management system. Methods of researching the
current state of the organization and management effectiveness: self-analysis, observation,
conversation, interview, study of documents, comparison. Methods of development and
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construction of HRMS: expert-analytical, comparisons and analogies, goal structuring (goal
tree), parametric, simulation modeling, functional-cost, matrix.

Classification of variables affecting the development of the organization, R. Likert: causal
(organizational structure, control, policy, training, behavior of managers); intermediate
(installation, perception, motivation, qualification, work in teams, intergroup relations); resulting
(increase of productivity, increase in sales volume, reduction of costs, consumer loyalty, revenue
growth). The McKinsey Model "7S".

Topic 3. Human resource planning in the organization.

The essence, goals, tasks, methods and algorithm of staffing SUP. Determination of the
quantitative composition and qualitative characteristics of management personnel. Specific
requirements for the staffing of HRMS in various fields of activity (business, politics, science
and education, culture). The main tasks of information support of HRMS. Designing the
subsystem of information support for the HRMS: the organization of information loading of
managers and specialists, information flows and workflow. Content, movement and storage
media for personnel. Organization of office work in the personnel service. The composition of
the main documentation for personnel management: a personal card, a personnel record sheet, an
employment agreement (contract), an employment agreement, a work book. Classification of
organizational and technical means of personnel management. The main tasks, indicators and
directions of designing the technical support of the HRMS. Composition of project
documentation.

The essence and content of the legal and regulatory support of HRMS. Legal framework of the
HRMS: laws, decrees, resolutions. Classification of documentation. Normative base of HRMS:
regulations, regulations, standards, standards, etc. Officials and bodies that carry out legal
support for HRMS.

Topic 4. Management of recruitment selection and adaptation of personnel.

Basic methods of managing recruitment and selection of personnel. The main categories of the
organization's personnel are: managers, leading specialists, technical executors, workers. Factors
affecting the size and ratio of major categories of personnel. Principles and tools of personnel
selection. Labor adaptation and adaptation in the team.

Topic S. Performance management of an employee incentives and salary structure

Human needs and motives of his behavior. The essence, content and specifics of the processes of
stimulation and motivation. Substantive and procedural theories of motivation. The theory of the
hierarchy of needs of A. Maslow, ERG theory of K. Alderfer's motivation, D. McGregor's "X-Y"
theory, D. McCleland's theory of acquired needs and F. Herzberg's two-factor model. The theory
of reinforcement of the motive (E. Thorndike, B. Skinner, J. Hermann, J. Komaki), theory of
justice (S. Adams), expectation theory (V. Vroom, L. Porter, E. Lawler), target theory of
motivation (E Loke), a modification of behavior (F. Lutens, R. Creightner).

The main methods of stimulation (monetary, target, enrichment of labor, partisipativnost): a
comparative analysis.

Topic 6. Management of training and staff development.

Professional and personal development of the employee. Characteristics of immaturity (passivity,
dependence, limited number of behaviors, primitive interests, short-term perspective, subordinate
position, lack of self-awareness, low self-esteem) and maturity (activity, independence, diverse
behavioral models, deep interests, long-term perspective, dominant position, self-awareness and
self-control) of the person. The problem is "smart but poor": Russian specificity.

The concept, the main stages and types of business careers. Examples of managing a business
career in Russian and foreign organizations. Modeling of career growth taking into account the
life cycle (LC) of the organization and the individual. Mistakes of beginning managers.
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Advantages and disadvantages of the main methods of training, retraining and advanced training
of personnel: in the workplace; in specialized firms and scientific and educational institutions -
internally, internally in absentia and in absentia; remotely. Objective and subjective prerequisites
for the formation of a system of continuous training and staff development. General
characteristics of the learning process. The basic principles of didactics (purposefulness,
scientific character, practical orientation, consciousness, activity and independence of trainees,
visibility, systematic, consistent and complex, high-level learning difficulties, strength of
mastering knowledge, skills and knowledges, collectivism and individual approach).

Topic 7. Management of staff behavior, collaboration and interaction.
Ethical norms of interpersonal relations. Conflict Management. Personnel release management.
Dismissal and reduction of workers. Typical organizational structures. Business communications.

Interaction and teamwork.

4. MartepuaJjbl TeKylero KOHTPOJIsl yCleBaeMOCTH 00y4aromuxcst U (POHT OLeHOYHBIX
CPeACTB MPOMEKYTOYHOM aTTeCTAIMY MO AUCHUIIHHE

4.1. ®opMBI M MeTOABbI TEKYyLIEro KOHTPOJS YCIEeBAEMOCTH OOy4YaloIIUXcs M
MPOMEKYTOYHOM aTTecTAlMU.

4.1.1. B xoxe peanusanuu qucuuminabl b1.B.10 «YnpasieHnune 4esioBe4eCKUMH pecypcaMu
xkomnanun / Human Resources Management» HCIOJB3YIOTCH CJICAYHOIIHE MeETOAbI
TeKYyLIero KOHTPOJIS YCIIeBaeMOCTH 00y4aroMXCs:

Tema w/unu paznen MeTozp! TEKyIIEro KOHTPOJIS
yCIIEBAEMOCTH

Topic 1. The essence of human resources management Interview
Topic 2. Human resource management system Abstract
Topic 3. Human resource planning in the organization Testing
Topic 4. Management of recruitment selection and .

. Interview
adaptation of personnel
Topic 5. Performance management of an employee Essa
incentives and salary structure Y
Topic 6. Management of training and staff development Testing
Topic 7. Management of staff behavior, collaboration )

Colloquium

and interaction

4.1.2. 3ayeT NPOBOAUTCH C IPUMEHEHUEM CJIEAYIOLINX MEeTOA0B (CPEACTB):

3auvet o mucnumuinae b1.B.10 «YmpaBneHne denoBEeYeCKUMHU pecypcamMH KOMITAaHUH /
Human Resources Management» s BEISIBJICHHUS] YPOBHS OCBOSHHS KOMIIETSHIIMH MPOBOAUTCS B
MMCbMEHHOU (hopme.

4.2. MaTtepuaJjibl TEKYIIEr0 KOHTPOJIS YCIIEeBA€MOCTH 00y4ar0IIMXCsl.
TunoBble OLCHOYHBIC MaTE€pHaAJbI

Topics for writing essays and abstracts:
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33.
34.
35.
36.
37.

38.
39.
40.
41.
42.
43.
44.
45.
46.
47.

48.

The concept of human resource management

The social and economic context of labor migration (internal and external).

Migration Policy of Russia.

Forecasting the number and professional structure of human resources.

Trends in labor supply in Russia for the period up to 2050.

Globalization: social consequences and impact on labor markets.

The object and subject of HRM at various levels of management (enterprise, region, state).
Human resource management functions.

Choice of HR strategy.

. Policy of HRM.

. The life cycle of the organization and HR.

. Planning the need for human resources.

. Personnel monitoring.

. Marketing of human resources.

. Outsourcing.

. Time management.

. Assessment.

. Corporate motivation systems.

. Compensation management in the HRM system.

. Corporate social responsibility of business.

. Vocational training of workers in the enterprise.

. Coaching, mentoring, etc.

. Definition of the coefficient of human development.

. Management of human resources of science-intensive productions.
. Organizational behavior in the HRM system.

. The system of labor relations in HRM.

. Anti-crisis HRM.

. International HRM.

. International labor organizations.

. Comparative analysis of foreign models of personnel management.
. The human factor as a decisive factor in the modern economy.

. Formation of personnel management as a scientific discipline: a comparative analysis of

theoretical concepts.

The labor potential of the organization: the concept, components and evaluation.
Competitiveness of the labor potential of the organization and methods for its evaluation.
Sociocultural aspects of personnel management.

Organizational culture and methods of formation of labor behavior of workers.

Human resources management and strategic management: the relationship and
interdependence.

Marketing concept of personnel management.

Methods of planning the number of staff.

Personnel policy of the organization and its features at the present stage.

Operational plan of work with the personnel.

Personnel strategic planning.

Hiring employees of the organization, selection methods, efficiency analysis.

Essence and methods of business valuation of personnel.

Socialization and labor adaptation of personnel.

Personnel certification: essence, procedure of behavior.

The main directions and methods for assessing the level of use of personnel in the
organization.

Professional development of the organization's personnel: the concept, forms, methods and
problems.
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49. Information and technical support of the personnel management system.

50. Normative and methodical support of the personnel management system of the organization.

51. Evaluation of the effectiveness of human resources management services.

52. The role and importance of workplace analysis in the effective management of staff.

53. Provision of employment and release problems.

54. Evaluation of the economic and social efficiency of projects to improve the human resource
management system.

55. Organization of intra-company social programs to help employees of the organization:
domestic and foreign experience.

56. Problems and practice of application of sociological methods in personnel management.

57. Value and application of psychological knowledge in the practice of personnel management.

58. Legal support of the personnel management system: a comparative analysis of the labor
legislation of different countries.

59. The role of managers in the implementation of the strategy and HR policy of personnel
management.

60. Regulation of the personnel management system.

61. Methods of personnel management, their classification and content.

62. Organizational structure of personnel management: their types and design principles.

63. Staff costs: their types, influencing factors and methods for determining

64. Quality of the working life of the personnel: the essence, components and indicators of
evaluation.

65. The concepts of personnel management in the organization: the essence, components and
influencing factors.

66. Objectives and functions of the personnel management system. Functional-Target Model.

67. Management of the organization's safety and health.

An indicative list of topics for preparation for the interview / colloquium:
The concept of "scientific management" F.U. Taylor: Theory and Practice.
The concept of "administrative management" A. Fayol: theory and practice.
The concept of "bureaucratic management" M. Weber: theory and practice.
The concept of "human relations" by E. Mayo: theory and practice.
Basic styles of personnel management: comparative analysis and ways of implementation in
modern conditions.
6. Basic concepts of leadership: comparative analysis and ways of implementation in modern
conditions.
7. The four-factor model of the organizational culture of G. Hofstede and its contemporary
significance.
8. Principles of Personnel Management: General Characteristics and Implementation Problems
in Modern Conditions.
9. Methods of personnel management: general characteristics and problems of implementation
in modern conditions.
10. Personnel potential and personnel policy of a modern enterprise (with a specific example).
11. Characteristics of staffing of the personnel management system.
12. Actual problems of planning and selection of personnel, ways and means of solution.
13. Actual problems of recruitment and placement of personnel, ways and means to solve them.
14. Actual problems of professional training and retraining of personnel, ways and means to
solve them.
15. Actual problems of stimulating and motivating staff (using the example of a particular
organization).
16. Substantial theories of motivation: general characteristic and applied value.
17. Procedural theories of motivation: general characteristics and applied meaning.
18. Evaluation of business activity of cadres: essence, content, specificity.
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19. Evaluation of the effectiveness of the personnel management system: the essence, content,
specificity.

20. Professional competence and personal charisma of the manager as factors of cohesion and
development of the work collective.

21. Individual work of the manager with the personnel: essence, content, specificity.

22. The specifics of the HR manager's work with different categories of personnel (gender,
ethnicity or age, one by choice).

23. Technologies for prevention and conflict resolution in the organization.

24. Personal management: essence, content, specificity.

25. The concept of spiritual values. The role of the manager in approving corporate ideals.

26. Gender strategies of personnel management: essence, problems and prospects of
implementation.

27. "Russian soul": myths and realities. Formation and development of HR management in
modern Russia.

28. The main models of financial and labor relations in Russia: a critical analysis.

29. The role of the elite and the masses in reforming modern Russian society.

30. Features of personnel management (human resources) in modern multinational companies.

Exemplary test tasks for the discipline:
1. Staff is ...
A) personal (staff) composition of the organization, united by professional or other
characteristics, performing production or management functions;
B) able-bodied part of the population;
C) part of the organization's employees (legally formalized), performing management operations;
D) part of the organization's employees (legally executed), which performs only production
operations;

2. In the practical management of personnel in any organization included:

A) only personnel management service;

B) all employees and all services in the enterprise;

C) only line managers;

D) all persons and all services in the enterprise, responsible for work with personnel.

3. Determine the correct sequence of work with the staff in the organization:
Option A:

1. Collect information about staff.

2. Define the objectives of production planning.
3. Plan the needs for staff.

4. Plan staff use.

5. Plan organizational staff costs.

Option B:

1. Plan the needs for staff.

2. Plan staff use.

3. Define the objectives of production planning.
4. Collect information on staff.

5. Plan organizational staff costs.

Option C:

1. Plan organizational staff costs.

2. Plan staff use.

3. Define the objectives of production planning.
4. Collect information on staff.

5. Plan the needs for staff.
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Option D:

1. Plan staff use.

2. Define the objectives of production planning.
3. Collect information on staff.

4. Plan organizational staff costs.

5. Plan the needs for staff.

4. Modern concepts of human resource management are based on...

A) mainly on the principles and methods of administrative management;

B) only on the increasing role of the individual worker;

C) on the one hand, on the principles and methods of administrative management, and on the
other hand, on the concept of comprehensive personality development;

D) to a greater extent on the need for managerial staff management.

5. Planning of human resources is...

A) the process of determining the organization's need for human resources and developing
methods for its coverage;

B) process of choosing planning methods;

C) a set of balance, normative and mathematical-statistical methods of personnel planning;

D) set of various plans.

6. Job description:

A) list of tasks to be performed, description of working requirements for execution, rights,
employee responsibility;

B) list of functions of the employee;

C) description of the workplace and requirements for the employee,

D) only job description.

7. To external movement of the personnel carry...
A) staff turnover;

B) qualifying;

C) interdepartmental,;

D) all of the above.

8. The recruitment is...

A) set of methods of work with the personnel;

B) creation of a reserve of applicants for occupying vacant posts;
C) selection from a certain number of applicants;

D) determination of sources of coverage for staff requirements.

9. Competence of staff:

A) knowledge, skills, ability to communicate;
B) level of general knowledge;

C) ability to work;

D) level of intelligence.

10. The essence of delegation is:

A) transfer of responsibility to a lower level of management;

B) transfer of authority down and acceptance by their manager of the lowest level;
C) setting priorities;

D) in trusting their subordinates.
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11. Professiogram ...

A) discloses both the content of the profession and the requirements that it exposes to a person;
B) this is a "portrait" of the ideal employee;

C) the same, as the job description;

D) all of the above.

12. Marketing personnel includes:

A) selection of ways to cover the need for staff;

B) clarification of data submitted by the applicant for the vacancy;
C) testing;

D) personnel interviews.

13. Methods for constructing the HRM system:

A) system analysis, comparison method, decomposition, etc..;
B) search and solutions;

C) «divide and ruley;

D) none of the above.

14. Stages of organizational design of the HRM system:

A) project preparation, organizational general project, organizational working project;
B) mission, goals, objectives, project;

C) project preparation, design, implementation;

D) all of the above.

15. What methods of teaching in the workplace are most effective in the process of
professional development of personnel?

A) rotation, use of instructions, copying, coaching, delegation of authority;

B) rotation, role-playing games, learning situations ;

C) copying, business games, modeling, rotation;

D) business and role-playing games.

16. As a result of the interview of the head of the HR department and the applicant for the
vacancy of the head of the advertising department, the firm for the trade in small-format
printing devices, such characteristics of the applicant:

1. Age-35 years, male;

2. Higher education in the field of machine tool construction;

3. Experience in practical work as a PC operator - 7 years;

4. Experience in leadership positions is absent;

5. High ability to work on the computer (at the system level);

6. Level of interpersonal skills above average;

7. Logical thinking.

17. Labor as an economic category is ...

A) physical and intellectual abilities in accordance with the conditions reproduction;

b) reflect relations with the population in accordance with the conditions reproduction of labor;
B) labor cost;

I') labor cost.

18. Rational mode of work:

A) scientifically based alternation of work and rest;
B) rigid daily routine;

C) flexible working hours;
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D) minimum load employee during working hours.

19. Key factors affecting people in the production process:
A) wage, relations with superiors;

B) image of the organization, position;

C) relationships with colleagues and subordinates.

D) hierarchical structure, culture, market;

20. Components of the HR strategy:

A) Selection, evaluation, promotion, development of staff;
B) ideas, thoughts, rules, procedures;

C) mission, goals, objectives ;

D) general management strategy of the organization.

21. Staff costs:

A) integral indicator, including all costs associated with the functioning of the human factor;
B) one of the indicators of labor;

C) wage;

D) state subsidies.

22. Sources of coverage for staffing requirements:

A) illegal commercial activities;

B) "their" people and foreign partners;

C) labor exchange, educational institutions, employees of the organization;
D) mandatory state distribution of young specialists.

23. Substantive theories of motivation are based on:

A) the concept of employee needs;

B) evaluation of the relationship between effort and the result;
C) analysis of the work process;

D) fairness of remuneration.

24. Procedural theories of motivation are based on:

A) view that a person is naturally lazy;

B) hierarchy of needs;

C) the concept of the importance for the person of the process and the performance of work;
D) concept of "hygiene factors".

25. The process of influencing a person in order to induce him to take certain actions by
awakening certain motives in him is called...

A) motivating;

B) promotion of;

C) manipulation;

D) stimulating.

26. According to the theory of "X", the manager should:
A) forcing subordinates to work;

B) be attentive to the subordinates;

C) to understand and stimulate their work;

D) respect subordinates.

27. According to the theory of "Y":
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A) work is not against nature;

B) work does not give people satisfaction;

C) workers try to get everything they can from the company;
D) employees can't join the organization.

28. Your employee is very efficient, active, can work as a ""binge". Usually, after the rise of
activity, there comes a period of depression, a decline in strength. Especially when his
efforts are not supported by success. In relationships with colleagues, they can be quick-
tempered, straightforward, but able to influence others. Most likely, you will entrust him
with work:

A) work with a pronounced cyclist;

B) quiet, monotonous work;

C) always active, requiring constant work with people;

D) monotonous, not requiring frequent adjustment from one task to another.

29. The methods of personnel management are...

A) organizational-administrative, democratic, liberal;

B) administrative-command, democratic;

C) organizational-administrative, economic, social-psychological;
D) all of the above.

30. Corporate culture is based on:

A) shared by most members of the organization's beliefs and values;
B) features of production;

C) adopted in the society forms of behavior;

D) rules, defined only by the leadership of the organization.

4.3. OueHo4YHbIE CPEACTBA VIS IPOMEKYTOYHOM aTTeCTALUM.
4.3.1. IlepeyeHb KOMIIETEHIMI ¢ YKa3aHUeM 3TanoB UX GopMHpOBaHUs B mpouecce

OCBOcHHs1 oOpasoBarejbHONW mnporpamMmbl. [loka3atem M KpUTepHMH OLCHUBAHHA
KOMIIETEHIIMH HA Pa3/IMYHBIX ITanax ux ppopmupoBanus

Kon HaumenoBanue Kon srana HaumeHnoBanue 3Tana
KOMIIETCHIIUH KOMIIETeHIINH OCBOCHHS OCBOCHHS KOMIICTCHIIUH
KOMIIEeTeHIIMH
[K-1 CIOCOOHOCTD YNPaBIISATh IIK-1.3 CIIOCOOHOCTD YNPaBIATh

OpraHu3anusaMu,

IIpOCKTaMH, CETIAMU,

NOJIpa3/IeIeHUSMH, TPyIIIaMu M0JIpa3/ieICHUAMM,

(KOMaHJ1aMU) COTPYIHHUKOB, OpraHu3alusIMi B

IIPOEKTaMHU U CETSIMHU npodeccHoHaIbHON
JIeSITEJIbBHOCTH

JTan oCBOCHHUS

IToxka3zarean oueHUBAHUSA

Kpurepunii onenHuBanus

KOMIIeTeHI U
[1K-1.3 cnocobnocts | Mcnonp3yeT OCHOBHbIE Teopuu | ['(paMOTHO mHpUMEHSIET OCHOBHBIC
YIIPABIATh MOTHBAIMH, JINJIEPCTBA U BIACTH | METOMBI " TPUHIINIIBI
NPOCKTAMHU, CETAMH, | JUIS PELICHHUsS YIPABICHUYECKHX | ACTCTUPOBAHUA  IOJHOMOYMH U
HO/IPA3ACTICHUSIMH, 3amaq OTBETCTBEHHOCTH B TPYIOBOM
OpraHu3aIMsIMU B ITpuMeHsieT OCHOBHBIE METOJBI | KOJIEKTHBE
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npodeccruoHaIbHON U TOPUHLUIOBL  JenerupoBaHust | KOppekTHO NpUMEHSET METOAMKY

JIeSITENLHOCTH ITOJTHOMOYHH H | cocTaBlIEHHS H MPaKTUYECKON
OTBETCTBEHHOCTH B TPYJOBOM | peaau3aiiu Ou3Hec-IIaHa c
KOJIJICKTUBE UCTIOJIb30BaHNEM HH(POPMAIIMOHHBIX
Bnaneer CpPEACTBAMH | TEXHOJIOTUIA

UH(QOPMAITMOHHBIX TexHoJoruil | KOppekTHO mpuMeHseT MeTonsl |
B IpaKkTHKe pa3pabOTKM U | MHCTPYMEHTHl YIpaBlIE€HUS PUCKaMH
peanu3anuy OW3HEC-IUIAHOB B [ AN  NPUHATHA  yNPaBIEHUYECKUX

npodeccroHaTbHOM peleHnit o peanu3anun
JESATEIIBHOCTH KOHKPETHBIX IPOEKTOB U PEIICHUH B
Hcnons3yer METO/IbI u | npodeccuoHaNbHON AESITETbHOCTH
WHCTPYMEHTBI ynpasieHust | CaMOCTOSATENBHO aHAJIN3UPYET
pHUCKaMu JUISt NPUHATHA | BIUSHUE Pa3IUYHbIX (DaKTOpoB Ha
YIPAaBICHUYECKUX PEIIEHUH 110 [ KOHKPETHBIE  BMJBI  IIOBEACHUS
peanu3annuu KOHKPETHBIX | COTPYAHUKOB U 3()PEeKTUBHOCTD HX
IIPOEKTOB M PEIIEHUH B | TPYJOBOH I€ATENBHOCTU
npodeccroHaTBHOM

JIESITEIBHOCTH

4.3.2 TunoBble OLICHOYHBIE CPEACTBA

TumnoBble KOHTPOJbHBIE 3aJaHHA WIM HHBIE MaTepuanbl (TUIOBBIE OLECHOYHbBIE
Marepuaibl), HEoOXOAUMBbIE M OLEHKM 3HAHWH, YMEHUH, HaBbIKOB M (WIH) OIbITa
JeSATeNbHOCTH, XapaKTepu3yromux stanbl GopmupoBanus komnereniuii (I1K-1.3) B mpouecce
OCBOEHMsI 00pa30BaTEIbHON IPOrPAMMBI.

List of sample questions for credit

1. Disclose the concept of "Human Resource Management".

2. List the goals and objectives of HRM.

3. Identify two groups of objectives of the HRM system: the objectives of the employee and the

goals of the administration of the organization, to reveal their similarity and difference, to

determine the degree of their inconsistency.

4. Show the place and importance of the HRM system in ensuring the main objectives of the

organization.

5. Highlight the main activities (stages) of HRM.

6. To reveal the essence of the HRM concept, its components: methodology, system and

technologies of personnel management.

7. To substantiate the systematic approach to the HRM of the organization and the formation of

its management system.

8. Expand HRM as a system.

9. To reveal the composition of subsystems of HR in the general management system.

10. Show that the system of goals of HRM is the basis of the functional division of labor.

11. To disclose the composition, content of HRM functions, the options for their classification,
the relationship and the sequence of implementation.

12. To substantiate the organizational structure of the HRM service, to show its place in the
general management system of the organization.

13. To disclose the goals, objectives, indicators of staffing of the personnel management system.

14. List the methods for calculating the quantitative composition of personnel management
services.

15. Disclose the regulatory and methodological support of the HRM system.

16. List the main types of normative and methodical documents: the rules of internal labor
regulations, the collective agreement, the provisions on division, job description.
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17.
18.

19.

20.

21.

22.
23.

24.

25.

26.
27.
28.

29.
30.
31.

32.
33.
34.
35.
36.
37.

38.
39.
40.

41.

42.
43.

44.
45.
46.
47.
48.

49.
50.

The essence of personnel policy and its features at the present stage.

Show the dependence of the personnel policy of the organization on the general policy of
organization, organizational culture.

List the methods of implementation of personnel policy, their essence and varieties
(administrative, economic and socio-psychological.

To disclose personnel planning as an integral part of planning in the organization and as a
necessary condition for the implementation of personnel policy.

To reveal the essence and tasks of strategic planning of personnel. List factors that influence
strategic planning.

Justify the planning of the need for staff. List methods for quantifying the need for staff.
Justify the choice of the organization's recruitment policy. List the main sources (external and
internal) of staffing and give their comparative characteristics.

To disclose the concept and the main tasks of selection of candidates, the sequence of actions
when selecting applicants for the workplace.

List the methods of selection. Characterize the personnel interview, indicate its purpose and
types.

Expand technology interviews.

Expand the concept and essence of labor adaptation of workers.

List the types of labor adaptation, its structure: psychophysiological, professional, socio-
psychological, organizational.

List the stages of adaptation.

To reveal factors of labor adaptation: personal and industrial.

To disclose and justify the structure of the Program for adaptation of workers in the
enterprise.

List the main foreign and domestic motivational theories.

To justify the need to manage staff motivation.

List the methods for diagnosing employee motivational factors.

To reveal the main features of material and non-material motivation.

To disclose the functions of the social package as one of the mechanisms for motivating staff.
Disclose the essence, goals, functions of business evaluation of employees and the principles
of using its results in practice.

Expand the conditions for the formation of an employee evaluation system.

List business valuation procedures.

To substantiate the choice of evaluation criteria: productivity, indicators of professional
conduct, business and personal qualities.

List methods for measuring evaluation criteria: scaling, ranked rankings, alternative
characteristics, expert survey, method of evaluation by setting goals. Integrated assessment of
the quality of work.

Show the role of line management in conducting business valuation.

To disclose the purpose and content of the appraisal conversation between the manager and
the subordinate.

To disclose the evaluation of employees as a form of business evaluation, list its types.

List the main stages of certification: preparatory, attestation, final.

Evaluation centers (evaluation centers) and their role in personnel management.

To reveal the essence of the system of continuous training of personnel.

To describe the activity of the services for the organization and planning of lifelong learning:
accounting and analysis of the composition of staff, attestation, assessment of the level of
training, evaluation of professionalism, the choice of psychological research, economic
assessments.

List the objectives of training, retraining and advanced training of personnel.

To reveal principles, methods, forms and types of training. Classification and content of
forms of education in the workplace, outside the workplace, near the workplace.
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51. List training methods, their advantages and disadvantages.
52. To reveal the essence of retraining of workers. To classify the forms of advanced training,
their characteristics.

HIxajna oueHUBaHUA

IHlIkana 1. Ouenka chOpMUPOBAHHOCTH OTIAEJbHBIX 3JIEMEHTOB KOMIIETECHIIHI

O0603HaYCHHS DopMyJIUPOBKA TPeOOBAHUIT
TTudp K cTeneHd cGopMHPOBAHHOCTH KOMIIETEHIIUN
Onenka
) 3HATL YMmerhb Biaagers
1 He 3aureno OTcyTCcTBUE 3HAHUIM OtcyTcTBUE yMEHUI OtcyTrcTBUHE
HAaBBIKOB
2 He 3aureno dparmMeHTapHbIe YacTHyHO OCBOCHHOE ®parMeHTapHOE
3HAHUS yMEHUE MpUMEHEHNE
3 3auTeHo O6mue, HO HE B uenowm ycnemHoe, | B menmom ycnemiHoe,
CTPYKTYPUPOBAHHbBIE HO HE HO HE
3HAHUSA CUCTEeMaTUYECKHU CUCTEMAaTH4ECKOe
OCYIIECTBIIIEMOE MpUMEHEHNE
YMEHHE
4 3auTeHo CdopmupoBannsie, Ho | B memnom ycnemnoe, | B nenom ycnemnHoe,
coJiepKallue HO COZIeprKalIe HO cozieprKallee
OTJICTIbHBIC IPOOETBI | OTAENBHBIC IPOOEIBI | OTACIBbHBIC MTPOOEIHI
3HAHUS yMEHUue MPUMEHEHUE
HAaBBIKOB
5 3auTeHo CdopmupoBanHbie CdopmupoBanHoe VYeneuwHoe u
CUCTEMaTUYECKHE yMEHHE CUCTEMAaTH4eCKOoe
3HAHUS MpUMEHEHNE
HaBBIKOB
IIkana 2. KomnjiekcHasi onieHKa c(popMHUpPOBAHHOCTH 3HAHUIA, YMEHHH U BJIaJeHUN
Oo6o3HaueHHS ®opMyMpOBKA TPeOOBAHUH
[udp. O1ieHKa K CTeneHU C()OPMHUPOBAHHOCTH KOMIIETEHIIUH
1 He 3aureno He wumeer HEOOXOIMMBIX TPEICTABICHUNA O IMPOBEPSIEMOM
MaTepuae
2 He 3auteno 3HaTh HA YPOBHE OpPMEHTHPOBaHMA, npezacTasieHuil. CyObekT
Y4YE€HHUS] 3HA€T OCHOBHbIC MPU3HAKU WM TEPMHUHBI U3y4aeMOTO
JJIEMEHTa COAEPKAHMS, UX OTHECEHHOCTb K OIpeaeIeHHON
HayKe, OTpaciu uiau OOBEKTaM, Yy3HAeT HX B TEKCTax,
M300pKEHUSIX WM CXEMax W 3HAeT, K KaKUM HCTOYHUKAM
HY)KHO o0pariarecs Asisi 6ojee JeTalIbHOTO €T0 YCBOCHUS
3 3auTeHo 3HaTh U YMETh Ha PeNpoOAYKTUBHOM ypoBHE. CyObeKT yueHus
60-70 6amioB 3HA€T M3YYEHHBI DSJIEMEHT COJEPKaHUSl PENpPOAYKTUBHO:
MIPOU3BOJIBHO BOCTIPOM3BOJIUT CBOM 3HAHUS YCTHO, MHMCbMEHHO
WM B IGMOHCTPUPYEMBIX JIEUCTBUSIIX
4 3a4TeHo 3HaTh, YMETh, BJIAJIETh Ha AHAJUTHYECKOM YypOBHE. 3Has Ha
71-90 6amnoB PENPOIYKTUBHOM YpPOBHE, YKa3blBaTh Ha OCOOCHHOCTH U
B3aMMOCBSI3U HM3yYCHHBIX OOBEKTOB, HAa MX JOCTOMHCTBA,
OTpAaHWYECHUS, HUCTOPUIO M TIEPCIEKTUBBI  Pa3BUTUA U
0COOEHHOCTH I Pa3HBIX OOBEKTOB YCBOCHUS
5 3auTeHo 3HaTh, YMETh, BIAJIETh HA CHCTEeMHOM ypoBHe. CyObeKT yueHus
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91-100 Gamos 3HACT  M3YYEHHBIM  DJIEMEHT  COJEP)KAHMS  CUCTEMHO,
IPOM3BOJIBHO M JIOKAa3aTeJbHO BOCHPOM3BOJUT CBOM 3HAHUS
YCTHO, IUCBMEHHO WM B JEMOHCTPUPYEMBIX JEHCTBUSX,
YUUTBIBAas M YKa3blBasg CBA3M U 3aBUCHUMOCTH MEXAYy 3TUM
BIIEMEHTOM U JIPYTHMMH DSJIEMEHTAaMH COJEpXaHUA Yy4eOHOM
JUCLUIUIMHBL, €ro 3HAa4uMOCTh B COJCP)KAHUU y4eOHOMU
JUCIUIINHBI

4.4. MeTogu4yecKkue MaTepHaJibl

CryneHThl JOMYCKAlOTCA K MPOMEXKYTOYHOM aTTecTaluyd MO JUCLUMIUIMHE B Cllydae
BBITIOJIHCHUSI UMM Y4EOHOTO IIJIaHa 10 TUCIUIIMHE: BBIITOJIHCHHSI BCEX 3aIaHUI M MEPOTPHUATHH,
MPEyCMOTPEHHBIX MPOrpaMMON TUCHUIUIMHBI (TI0 (opMaM TeKymero KoHTpousst). CTyneHT
JIOJDKEH TAKXKE BBIIIOJIHUTH TPU MHUCHbMEHHBIX BHEAYIMTOPHBIX 3aJaHUs U BBICTYIIUTH C TPEMS
YCTHBIMH JIOKJIaJaMHU C MpE3eHTalde Mo TeMaM Kypca Ha MPAKTHUYECKUX 3aHSATUSAX B paMKax
TEKYIIEro KOHTPOJS 3HAaHWM MO JUCHUIUIMHE. B ciydae Hamuuusi ydeOHOW 3aJI0JDKEHHOCTH
CTYACHT OTpabaTbiBaeT TMPOMNYIIECHHbIE 3aHATUS B COOTBETCTBHM C TpeOOBaHUSMU
MpernoaBaTessi.

OOBbexkTaMu OLICHUBAHUS BHITIOJTHEHHS Y9€OHOTO TUTAHA 0 TUCIUTUIMHE BBICTYTIAIOT:

¢ vyyeOHas AUCHUIUIMHA (AaKTUBHOCTh HA 3aHSTHUAX, CBOEBPEMEHHOCTH BBHITIOJHEHHUS
pa3IMYHBIX BUIOB 3aJaHUM, MMOCEMIAEMOCTh BCEX BUAOB 3aHATHUN IO aTTECTyEMOM
JTUCITUTUTHE);

® CTENeHb YCBOCHUS TEOPETUUYECKUX 3HAHUM;

® VYpOBEHb OBJIAJICHUS MPAKTUYECKUMU YMEHHUSIMH M HaBBIKAMHM [0 BCEM BHUJAM
yueOHOM paboThI;

®  pe3yabTaThl CAMOCTOSATEILHON paOOTHI.

AKTUBHOCTbH CTY/IEHTa Ha 3aHATHUSAX OLEHUBAETCA IO €ro BBICTYIUICHHMSIM M0 3aJaHUSIM K
MPAKTUYECKUM 3aHATHSIM, BRICTYIUICHUSIM BO BpEMSsI JUCKYCCHH, TUCITYTOB.

Kpurepuu ouieHKH pe3ynbTaToB TEKYIIETO KOHTPOJIS YCIIEBAEMOCTH (B CyMME MAaKCUMYyM
60 6amoB):

[IpouieHT nekuwWii W CEMHUHAPCKHUX 3aHSATHH, MOCEHICHHBIX CTyaeHToM (OoHyC 3a
nocemiaeMocTs 6osee 90%) - 30 6amos.

BrimonHenne WHIWBUAYaTbHBIX 3aJaHMii: Oasibl BBICTABISIOTCS MCXOIS M3 KadecTBa
BBITIOJIHCHUS 3aJJaHUI — MaKCUMaJIbHasi cyMMa 6ayuios - 30.

bannel mo Tekymel paboTe OOBOAATCS A0 OOy4arolmuXCs B Hayale M3y4eHUS
JUACIUTIINHEI,

HroroBas cymma OaiioB MO MPOMEXKYTOYHOW aTTECTAllMU CTYACHTOB CKIIAIBIBACTCS W3
CyMMBI 0ajuIOB, TMOJYYEHHBIX HMH IO pe3yJabTaTaM TEKYIIEero KOHTPOJIS YCIEBAEMOCTH M
KOITMYeCTBa OAJIOB MO TECTY MPOMEKYTOUHOU aTTectanuu. OIEHKAa «3aUTEHO» BBICTABISIETCS
CTYZIEHTY, HaOpaBIlIeMy B cymMMe He MeHee 60 6asuioB.

5. Mertoauueckne yKazaHus i 00y4aIOIIMXCS M0 OCBOEHHIO TUCIIHIIMHBI

3aHATHA TO JUCHUIUIMHE MPEeACTaBIEHbl CIEAYIOIMMU BUAAMH pPalOT: JEKIUSIMHU,
NPAaKTUYECKUMHU 3aHATHSIMHU, CAMOCTOSTETILHON paboTO# CTYIEHTOB.

B pamkax camocrositenbHOW pabOTBl CTYAEHTHI TOTOBAT CaMOCTOSITENIBHO BOIIPOCHI,
TOTOBATCA K NPAaKTUUYECKUM 3aHSATHSIM: MPOBOIAT 0030p MHTEPHET-CAWTOB, MEPUOJUUYECKON
JUTEpaTypbl M NPOPECCHOHATBHBIX H3AAHUN, pa3pabaThIBAlOT KaTajlol HHTEPHET-PECYpPCOB,
OCYILECTBIISIOT MOATOTOBKY K pa3pabOoTKe rpyIMIOBBIX MPOEKTOB IO 3aJaHHOH TeMe, K 3a4eTy.

OCHOBHBIMU BUJAMH CAMOCTOSATEIHHON pabOTHI SIBIISIOTCS:

- MOBTOpPEHHE JIEKIIMOHHOTO MaTepHajia U Marepuasia yueOHHUKOB;
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- YTEHUE OCHOBHOM U JOMOIHUTENIBLHOMN TUTEPATYPHI

- CaMOCTOSTEIbHOE W3y4YCHHE IUIAKTHYSCKUX CIUHUI], PACIIUPSIONINX 3HAHHUS I10
M3y4aeMoi TeMaTHKe TUCITUTLINHEI,

- MO/ITOTOBKA K MPAKTUICCKUM 3aHSATHSIM;

- OATOTOBKA K MPOMEKYTOUYHOW U UTOTOBOM aTTECTAIUH.

Ilpoyedypa noocomosku K 1eKyusim:

Ha 3aHATHAX JNEKIIMOHHOTO THUIA CTYAEHTaAM PEKOMEHIYeTCs BHHMATEIBHO CIYIIATh U
KOHCITEKTHPOBATH JICKITMH. KpaTkue 3amucu JeKIni, X KOHCIICKTHPOBAHHUE ITOMOTACT YCBOUTH
yueOHbId Marepuan. KoHCHIEKT sBisieTcs TONE3HBIM TOTNA, KOrZa 3alucaHo  CcaMoe
CYIIECTBEHHOE, OCHOBHOE U CJIEIIAHO 3TO CaMUM CTYJCHTOM. JKenaTeIbHO 3alich OCYIIECTBISTh
HAa OJIHOM CTpaHWIe, a CIEIYIOIIYI0 OCTaBIATh I MpopabOTKM Y4eOHOTO MaTepuana
CaMOCTOSITENIEHO B JIOMANTHUX YCJIOBHAX. KOHCITEKT JIEKIIMU JTydIlle TOpa3IeisiTh Ha MyHKTEHI,
naparpadsl, coOmonas KpacHYH0 CTPOKY. DTOMY B OOJBIION CTemeHH OymayT CIOCcOOCTBOBATH
MyHKTBl IJIaHAa JICKIWH, TPEJIOKSHHBIE —IpernojaBaressiM. [IpUHIIMIHAIBHBIE MeCTa,
ompeneneHus, GOpMyabl U JIPYroe CIeIyeT COMPOBOXKIATh 3aMEUaHUSMU «BAXKHO», «0OCO00
BXHO», «XOPOIIO 3allOMHUTE» W T.I. MOXHO JellaTh 3TO W C TIOMOIIBI0 Pa3HOIIBETHBIX
MapKepoB WK pydek. PaboTas Haj KOHCIEKTOM JICKIIHiA, BCETr/la HEOOXOAUMO HCIIOJIb30BaTh HE
TOJIBKO YY€OHHK, HO U TY JINTEPATypPy, KOTOPYIO TOTIOTHUTEIHHO PEKOMEHIOBAI JIEKTOP.

IIpoyedypa no02omosku K npaxmu4eckum 3aHamusim.

Ha npakTryeckux 3aHATUSAX CTYACHTHI BBITIOMHSIOT 3aJaHHS, CBSI3aHHBIC C N3YYCHUEM U
00CYXIEHHEeM KITIOYEeBBIX BOIPOCOB OOIIET0 MEHEIKMEHTA, BBICTYIUICHHEM W Y4YacTHEM B
JTUCKYCCHUSX, TUCIyTaxX, PEIICHUEM 3aJ1ad, aHAJTN30M KSHCOB U MIPAKTUICCKUX CHTYAIIHH.

OO0s13aTeIbHBIMU JIJISI U3y4YEHUS MPHU MOATOTOBKE K MPAKTHUYECKUM 3aHSTHUSM SIBISIOTCS
ouIHaTbHBIC JIEKTPOHHBIC U TICYaTHBIC PECYPChl N3ydaeMbIX OpPraHU3alNui — CTATUCTUICCKUX
CIIy’)k0, MEXIYyHAapOJIHBIX MEKIIPABUTEILCTBEHHBIX M HEMPABUTEIbCTBEHHBIX OpTaHHU3AIlHM,
WH(GOPMAITMOHHBIX areHTCTB, HAYIHO-HCCIIEI0BATeIILCKUX HHCTUTYTOB.

IIpoyedypa nodzomosxu ycmuo2o 00K1a0a u NUCbMEHHbIX AHATUMUYECKUX padOm:

[TonroToBKa YCTHOTO JOKJIAQa C MPE3eHTAIIMeH W MAChMEHHBIX aHATUTHICCKUX padoT 10
TeMaM Kypca TpenojaraeT OCYIIECTBICHHE CIymaTeasMu dPQPEKTUBHOTO TOUCKAa M 0TOOpa
ANIEKTPOHHBIX UH(POPMAITMOHHBIX PECYPCOB, BJIaJICHUE HABBIKAMH PA0OTHI C OOJBIIUM 0OBEMOM
TEKCTOB, MOHUMAaHUE UX CTPYKTYphl. [lpu HCMONB30BaHUU SIEKTPOHHBIX WH(POPMAITMOHHBIX
PECYPCOB pPEKOMEHIyeTCsl OOpamiathCs K KapTe/IyTEBOAUTENO IO OQHUIMATIHLHOMY CaiTy,
UCIIONB30BaTh KIIOYEBBIE CIIOBA, (WIBTPBI, TUMEPCCBHUIKM JUIsI TIOWCKA OMpEeesIeHHOM
WH(POPMAITM B COOTBETCTBHE C ITIOCTABJICHHBIMU HAyIHO-TIPAKTHYSCKUMH 3aqadamu. [lpw
paboTe ¢ HaydyHBIMH TEKCTaMHU PEKOMEHAYETCS oOpamarbcs K aHHOTAIUMSM HAydHBIX padoT, K
TEM WIA WHBIM pas3jeliaM HaydyHbIX pPa0OT, BBUICJICHHBIM C TIOMOIIBIO I0J[3ar0JIOBKOB,
3aKIIFOUEHHUI0 HAYYHBIX pa0oT, B KOTOPOM (HOPMYIHPYIOTCS OCHOBHBIE BBIBOJBI O PE3yabTaTax
MIPOBEICHHOTO HCCIICIOBAHMS.

6. YueOHasi imTepaTrypa u pecypchbl HHPOPMAIHOHHO-TEJIEKOMMYHUKALIMOHHOM ceTH
"HHTepHeT", BK/II0OYAs NepeYeHb Y4eOHO-METOAUYEeCKOro odecnedeHust AJs
CaMOCTOSATeJIbHOI padoThl 00y4aKOUIUXCS 10 AUCHMILIMHE

6.1. OcHoBHas1 JIMTEpaTypa.
1. KubanoB A.fl. YnpaBneHue mnepcoHaloOM OpraHMU3allMM: aKTyalbHbIE TEXHOJIOTMH Haiima,
aJanTallid M aTTecTaldu. [DneKTpoHHBIH pecypc]: yueb. mocodue / A.fSl. Kubanos, U.b.
HypakoBa. — OmekTpoH. nmaH. — M.: KnoPyc, 2014. — 360 c¢. — Pexum pgoctyna:
http://e.lanbook.com/book/53574 — 3aru. ¢ skpaHa.
2. Jleitnexa A.B. YnpaBnenue nepcoHasioMm opranuzanuu: yaeOHuk. - M.: JlamkoB u Ko, 2014.
http://www.iprbookshop.ru/24835
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http://e.lanbook.com/book/53574
http://www.iprbookshop.ru/24835

3. JlpecBaHHukoB B.A. VmpaBineHue 4YelOBEYECKMMM pecypcamMu [DIEKTpOHHBIM pecypc]:
yuebnoe mocodue/ [pecBsuaukoB B.A., Jlocea O.B.— DneKTpoH. TEKCTOBbIC HaHHBIC -
CaparoB: By3oBckoe o0pazoBanue, 2014 http://www.iprbookshop.ru/22644

4. YrpasieHue MepcoHAIOM [DIEKTPOHHBIN pecypc]: yueOHoe mocobue il CTYJICHTOB BY30B,
o0ydJarolmmMxcst MO CHeNHATbHOCTIM  «MEHEIKMEHT OpraHu3alum» ©  «YIpaBjieHUe
nepcorasiomy/ [1.0. lnenaep [u ap.].— DnekrpoH. TekcroBbie AaHHbIe - M.: FOHUTU-JIAHA.
2012 http://www.iprbookshop.ru/8597

6.2. lonoiHMTEILHAS JIMTEPATYypa.
1. JlykuueBa JL.M. VYmpasnenue mnepcoHasoM. YueOHOe mnocobue [DNeKTpoHHBIH pecypc]:
y4aeOHOe nocobue. — DNEKTPOH. Hamn. - M.: Owmera-JI, 2011.
http://e.lanbook.com/books/element.php?pll_id=5542
2. VYmpaBiieHuEe 4EIOBEYECKHMHU pecypcamMH OpraHu3aluu: TEOpHs, MPOLECCHl, TEXHOJOTUHU
[OnexTpoHHbIid pecypc]: monorpadus/ E.B. Muxankuna [u Ap.].— DIEKTpOH. TEKCTOBHIE
nanuble.— PoctoB-Ha-/lony: FOxHbIi Qenepanbhbiii yHusepcuret, 2013.— 428 c.— Pexum
noctyna: http://www.iprbookshop.ru/47165.html .— 3BC «IPRbooks»
3. MakapoBa U.K. YnpaBnenue dernoBe4eCKMMH pecypcamu [DIEKTPOHHBIA pecypc|: ypoKd
spdextuBHoro HR-menemxmenra. YueOHoe nocodue/ M.K. MakapoBa— DJIeKTpOH. TEKCTOBbIE
nanueie.— M.: Jleno, 2015.— 422 c.— Pexum npoctyma: http://www.iprbookshop.ru/51122.htm
— DOBC «IPRbooks»
4. May B.A. Yenoseueckuil kanurtai [D1eKTpoHHBIN pecypc] : BbI30BbI A Poccuu / B.A. May.
— DINeKTpoH. TeKcToBble AaHHble. — M.: [Jlemo, 2013. — 31 c. — 978-5-5749-0783-0. —
Pexxum noctyma: http:// www.iprbookshop.ru/50946.html

6.3 YueOHo-MeTOAUUYECKOE 00ecTieyeHHe CAMOCTOATEIbHO padoThbI.
Bonpocsl 1J1si caMOCTOAATEIbHOM NMOATOTOBKH K 3aHATHAM JEKIHMOHHOIO THIA 10
TeMaM (pa3aesaM) AUCUHUILIHHBI:
Topicl. Human Resource Management System
1. Technocratic and humanistic approaches to staff.
2. Human resource management system in the organization management system.
3. Theories X and Y. Attitude to staff as the main resource of the company.
4. Features of human resources management in Russian and Western companies.
5. Types of staff structure of the organization.
Topic 2: Human resource planning in the organization
1. The need for staff planning.
2. Features of personnel planning in an unstable economy.
3. Foreign experience of personnel classification.
Topic 3: Management of professional and job promotion of staff
1. Kinds of career according to E.Shane. Career Anchors.
2. Impact of personal characteristics of employees on building a business career.
3. Horizontal and vertical career.
4. Features of training employees of the organization.
5. Types of training: lectures, seminars, trainings. Features of the team-forming events.
6. Types of business valuation of employees.
7. Assessment 360.
8. Terms of personnel assessment by the method of 360 degrees.
9. Development of requirements for personnel assessment and evaluation criteria.
10. Feedback based on evaluation results.

6.4 HopmaTuBHBIE PaBOBbIE JOKYMEHTHI.
1. Konctutynus Poccniickoit @enepannn
2. Tpynooii kogekc Poccuiickoit deneparn
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6.5. UuTepHeT-pecypcehl.
1. HR-coo6mmecTBo 1 mybaukanuu - http: // www.hr-portal.ru
2. Benymuit mopTain o KapoBOM MEeHEDKMEHTe - http: // www.hrm.ru
3. HaumonanbHbIN coro3 KaJpoBUKOB - http: // www.kadrovik.ru

6.6. UHBIE HCTOYHHMKH.
He ncnonp3yrores.

7. MaTepuajibHO-TeXHUYecKasi 0a3a, HH(POPMALIMOHHbIE TEXHOJIOTUH, IPOTPAMMHOE
ob0ecrieyeHre 1 HHPOPMALMOHHBIE CIIPABOYHbIE CHCTEMBbI

Jlns mpoBeneHHs 3aHATHM MO JUCHUIUIMHE HEOOXOJMMO CIenylollee MaTepHalbHO-
TEXHUYECKOe obOecrieueHue: y4eOHble ayJUTOPHH U TPOBEACHUS 3aHSATHH JIEKIIMOHHOTO M
CEeMMHAPCKOro THIA, TPYMIOBBIX M WHAWBUIYAIbHBIX KOHCYJABTAIUH, TEKYIIETO0 KOHTPOJS U
MIPOMEXYTOYHOH aTTeCTaIl|y, Il CAMOCTOSITETLHON paOOThI: YATAIBHBIC 3aJThl ONOIMOTEKH.

ITporpammuoe o6ecnieuenue: MS Office Professional Plus 2016.

WNudopmarmonnsie crpaBouHble cucteMbl: Hayunas Oubmmoreka PAHXwul'C. URL:
http://lib.ranepa.ru/; Hayunas AJIEKTPOHHAS 6ubimoreka eLibrary.ru. URL:
http://elibrary.ru/defaultx.asp; HauuonansHast snextponHass O6ubmmorexka. URL: www.nns.ru;
Poccwuiickast rocymapctBennas OubOnmoreka. URL: www.rsl.ru; Poccuiickas HammoHanbHas
ombmuoreka. URL: www.nnirru;  Onektponnas  OumOmmotexka  Grebennikon.  URL:
http://grebennikon.ru/; DnexTpoHHO-OMONMMOTEeUHast cucrema MW3narensctBa «Jlanp». URL:
http://e.lanbook.com; DnexkTpoHHO-6uGMMOTeuHas cuctema FOPAMT. URL: http:/www.biblio-
online.ru/.
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