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1. EJIb OCBOEHMA JUCIIUITJIMHbI

JucuunnuHa «YTpaBlIeHHE NEPCOHAIOM» BXOOUT B MPOrpaMMmy Marucrparypsl «Teopus
KOMMYHHKAIMM U MEXIyHapOJHble CBsA3U ¢ 00mecTBeHHOCThI0 (PR) - MHOCTpaHHbI A3bIK: 1Ba
MHOCTPAHHBIX sA3bIKa» N0 HanpasiieHuto 45.04.02 «JIunreuctuka» u usydyaercs B 3 cemectpe 2
Kypca. Jucuuminuny peanusyer Kadeapa TeopuMm M NpakTUKM HHOCTPAHHBIX  SI3BIKOB.
JlyucumMmiuHa COCTOUT M3 7 pa3fenoB M 19 TeM M HampaBieHa Ha HM3y4E€HUE MHUPOBOIO U
OTEYECTBCHHOI'O OIIbITA YNPABICHUS IEPCOHAIOM, METOJOB aHalIM3a KaJpOBBIX CHUTyallMd Hu
TEXHOJIOTUH TpPUHATHS OOOCHOBaHHBIX KAJpPOBBIX pEIICHWH, a Takke Ha (popMupoBaHue
KOMIIETEHIMH, HEOOXOAUMBIX IJI pEIICHUs MPAKTHUYECKHX 3aJad B cdepe 1moadopa, OLEHKH,
Pa3BUTHS U MOTHUBALIMH IIEPCOHAJIA, YTO 00ECIIEYNBACT TOTOBHOCTH BHITYCKHUKOB K 3((EKTUBHOM
poheCCUOHATIBHON JIEATEIBHOCTH B OOJIACTH  yNPAaBJIEHUS YEIOBEYECKMMHU pecypcamMHu B
COBPEMEHHBIX OPraHU3aLMOHHBIX YCIOBUSIX.

Ilenpt0  OCBOEHUS JMCLUIUIMHBL ABIseTCS (OPMHUPOBAHUE Yy CTYIEHTOB HAy4HOI'O
IPEACTaBICHUs 00 YIpaBJICHUM IIEPCOHAJIOM KakK O BHJE NPO(ECCUOHAIBHOU AEATEIbHOCTH;
OCBOCHHE MHUPOBOIO M POCCUICKOrO OmbITa B JAaHHOW cepe ¢ aKLEHTOM Ha BBIABICHHE U
KPUTHUYECKUM aHaIu3 KaJpOBBIX CUTYalUil, TpEOYIOIIMX YNPaBICHUYECKUX PELICHUH; MOAr0TOBKA
o0yyaroIuxcs K PELICHUIO0 MPaKTUYECKUX BOIPOCOB, CBSI3aHHBIX C PA3IMYHBIMU CTOPOHAMHU
KaJpOBOM JEATEIbHOCTH OpraHu3auuu. JlucnuimmHa TakKe HalpaBieHa Ha IIOATOTOBKY
CIELUAINCTOB, CHOCOOHBIX IUIAHUPOBaTb, OPraHU30BBIBATb M KOHTPOJIMPOBATH HPOLIECCHI
yIpaBJIeHUs] TEPCOHAIOM, pa3pabareiBaTh W peanu3oBbiBaTh HR-cTpatermm, obecreunBaTh
3¢ deKTUBHBIN 110100, alaNTallio, pa3BUTHE U yAEp)KaHHE COTPYAHUKOB, a TAKXK€ YHPAaBIAThH
OpPraHM3allMOHHBIMM HM3MEHEHMSIMHM UM MEXKYJIbTYpHOW KOMMYHHUKALlUEH B COBPEMEHHBIX
MHOT'OHALIMOHAJIbHBIX KOMITAHUSX.

2. TPEBOBAHMUS K PE3YJIBTATAM OCBOEHMUS JUCHUITVIMHDBI

OcBoeHHne NUCUUILIMHBI «YIIpaBleHHE IMEPCOHAIIOM)» HaINpaBiIeHO Ha (OPMHPOBAHUE Y
00yJaroImuxcs CIEAYIONINX KOMIIETCHIINHN (YacTH KOMITETECHIINN ):

Tabnuya 2.1. Ilepeuenv komnemenyuti, Gopmupyemvix y o0y4arowuxcsi npu 0C60eHuu
OUCYUNTUHDBL (DE3YILIMAMbL OCB0EHUSI OUCYUNTIUHBL)

Indp Kommerenust HNuaukaTopsl AOCTH)KEHHA KOMINETEHUHH
(B paMKax JaHHOUW NHUCUUTUINHBI)
VYK-2.1 UmeTh npeacTaBiieHne 0 criocobax ynpaBieHHs IPOSKTOM
Crioco0eH ympaBisTh MPOEKTOM )
VK-2 Ha BeeX HTANAX Cro JKHBHEHHOMo |1 BEEX TAllaxX ero jKM3HEHHOTO UK,
- YK-2.2 [IposiBIATE CIIOCOOHOCTH yNPaBIIATH IPOEKTOM Ha BCEX
JTanax ero JKH3HEHHOTO IMKJIa,
YK-3.1 meTs npeacTaBieHns O MPUHIMIAX U TEXHOJIOTHU
BBIPAOOTKH CTPaTEernyl KOMaHIHON pabOThI ISl JOCTHIKEHHS
MIOCTABJIEHHOM LIeNTN, OCHOBAX JIMJIEPCTBA M KOMaH/1000pa30BaHus,
0COOCHHOCTSIX pa3JIMUHBIX CTHIIEH JUIEPCTBA; poLeccax
CnocobeH opraHu30BbIBaTh U |BHYTPEHHEH JMHAMHWKH KOMaH[bl, TEXHOJIOTHH M METO/aX
PYKOBOANTH pabOTOM KOMaH/BI, |KOOIepannuy B KOMaHIHOH paboTe;
YK-3 BBIpa0aThIBasi KOMaHIHYIO VK-3.2 [IposiBAsITH CTIOCOOHOCTD IPUMEHSTH TEOPETHUECKHE
CTpPATETHIO ISl JOCTIDKEHUSI | OCHOBBI BRIPAOOTKH CTPAaTEerMy KOMaHIHOM pabOThI [yIs
MOCTAaBIICHHOH IEJH. JIOCTYDKEHUSI TIOCTABICHHOW IENTN Ha TIPAKTHKE;
VK-3.3 O6snanath HaBbIKAMH OpTaHU3AIIUN COBMECTHOM PaboTHI B
KOMaHJe I JOCTHKEHHS TOCTaBICHHOHN [TV, HABBIKAaMHU
000CHOBAHMS M COTIIACOBAHUS CTPATETHUECKUX PEIICHHUH B
YCIIOBHSAX HEOTPEAEICHHOCTH;
Buageer TexHonorusmu I1K-4.1 NmeTs npeaicTaBICHNE O TEXHOJIOTUSAX YIIPABICHUS
K-4 YNpaBJIeHHs NpoLeccamu IpOoLecCaMU MEXKYIbTYpPHOU KOMMYHHMKALIUU, MEAHALIUI
MEXKYIbTypPHOH KOMMYHHMKALIUY, |[I€PEBOAA;
MeJIMaliy NepeBoa ITK-4.2 [TposBiaTh CIIOCOOHOCTH UCTIOJIB30BaTh TEXHOJIOTHH




I/IH}II/IKaTOPLI JOCTHIKCHHUSI KOMIIETCHIINHN

Mudp Komnerennus o
(B paMKax JaHHOUW TUCUUTUIMHBI)

YIPaBICHUSI IPOIIECCAMU MEXKKYIBTYPHON KOMMYHUKALIHH,
MeIualuK epeBoia;

[1K-4.3 O06manaTe HaBBIKAMHA HCIIOJIH30BaHUS TEXHOJIOT AN
YIPaBICHUSI IPOIIECCAMHU MEXKKYJIbTYPHONH KOMMYHHKAIHH,
MeJIHalliK IePeBOIa;

3. MECTO JUCIMIIJIMHBI B CTPYKTYPE OII BO

JucuumnuHa «YpaBieHue MepcoHaIoM» OTHOCUTCS K YacTH, (OPMUPYEMON y4aCTHUKAMHU
o0pa3zoBaTeNnbHBIX OTHOWIEHHUN O70Ka 1 «/lucuruimabl (MOIy M )» 00pa30BaTEIbHOM MPOTrPaMMBI
BBICILIET0 00pa30BaHUs.

B pamkax o0Opa3zoBaTesbHOM MporpamMmbl BBICIIETO O0pa30BaHUS OOy4YaIOIIMECS TaKxKe
OCBaWBAIOT JApyrue JUCHHUIUIMHBI W/HWIW  TPAKTHKH, CIOCOOCTBYIOIIME  JIOCTHIKEHHUIO
3aIIaHUPOBAHHBIX PE3YIHTATOB OCBOCHUS AUCHUILIMHBI « Y IPABICHHUE MTEPCOHATIOM).

Tabnuya 3.1. Ilepeuenv komnonenmos OII BO, cnocobcmeyrowux o0ocmudiceHuro
3aNIAHUPOBAHHBIX PE3YIbMAaAmo8 0C80EeHUS OUCYUNTIUHB]

IlpenecTByrommue Ilocaenywmue
HIngp Haumenosanue }Jlflcﬂl/l)ilﬂﬂﬂblyMOI;[lyﬂﬂ l[l/lC[ll/lIlJ]l/lill}l/;l/;luOZ[yﬂPl
& &

KoMuereniim NpaKTHKH* NpaKTHKH*

Crnoco6eH opraHu30BEIBATH
U pYKOBOANTH pabOTOM
KOMaH/IbI, BEIpaOaTbIBast KoncynpranonHas mpakTHKa;
KOMaH/IHYIO CTPaTETHIO JJIs
JOCTH)KEHHS TIOCTABICHHON
LEITH.

YK-3

Cnoco0eH ynpaBiaTh Hctopus u MeTo0JI0THs HAyKH
YK-2 IIPOEKTOM Ha BCEX 3Talax "JIunreucTuka';
€ro )KU3HEHHOTO [IUKJIA.

KoHcynbTanmonHas MpaKkTHKa;

Buiageer TexHonorusmMu
YIpaBI€HUS IPOLIECCAMU MexnyHapoIHbIE CBSI3U C
[1K-4 MEXKYJIBTYPHOI 0O0IIIeCTBEHHOCTEHIO;
KOMMYHUKAIIUU, MEAUaIuA

nepeBosia

* - 3aMONHSAETCS B COOTBETCTBUH ¢ MaTpuiei kommnerenuii u CYII OI1 BO
** - 3NIeKTUBHBIC TUCIUIUIMHEI /TIPAKTHKH




4. OFbEM JUCHUILIVMHBI U BUJIbI YYEBHOM PABOTHI

OO1m1ast TPYI0EMKOCTh JIUCIUILTUHBI « Y TIPaBJICHUE TIEPCOHATIOMY COCTABIISIET «4» 3a4ETHBIC SIMHHUIIBI.
Tabnuya 4.1. Buowl yuebHOU pabomvl no nepuooam 0cC80eHUsi 00pa308amenbHOl NPOSPAMMbL 8blCUIC20 00pA308aAHUSL Ol OYHOU (HOPMbL
0OyueHusl.

Buja yueOHoii padoThl BCETIO, ak.u. CeMecBT pCED)
Koumaxmmnas paboma, ax.u. 12 12
Jlexrun (JIK) 36 36
Jlabopartopusie pabotsl (JIP) 0 0
IMpaktryeckue/cemunapckue 3ansatus (C3) 36 36
Camocmosmenvras paboma 00y4arOWuxcs, ax.u. 54 54
Koumponw (ax3amen/3auem c oyenkoil), ax.u. 18 18
OO01asi TPYI0E€MKOCTh THCHHILTHHBI aK.4. 144 144
3a4.e/1. 4 4




5. COAEP)KAHUE JTUCIUIIJIMHbI

Tabauya 5.1. Cooepoicanue oucyuniunvl (MoOyis) no 8u0am y4eonoi pabomoi

Bun
Homep HaumenoBanmue pazaesna .
HaunmeHnoBanue TeMbl Copep:xaHue TeMbl yueOHoit
pasiena AUCHHUTLIUHBI %
padoThl

Distinction between traditional personnel management focused on
administrative tasks and strategic human resource management
aligned with organizational goals. Historical evolution from
scientific management and human relations movement to modern

Concepts of “HR Management” and HRM as a value driven business function. Subject of the course:

“Personnel Management” and their Evolution.

1.1 - . systematic study of attracting, developing, motivating, and retaining | JIK, C3
SUbJECt.Of t_he Course. HR Management Aims h)L/Jman capital. )I;rimary aimgof HRMpinquding worlgforce ’
and Objectives oL .
optimization, legal compliance, employee engagement, and
competitive advantage. Key objectives such as talent acquisition,
performance management, compensation planning, and succession
development.
Theoretical foundations of HRM drawn from organizational
behavior, labor economics, psychology, and strategic management.
Evolution of basic approaches: administrative, legal, motivational,
systemic, and competence based models. Core principles of HRM
HR MANAGEMENT Theoretical Aspects of HR. Evolution of Basic |including meri_to_cracy, gqu_ity, transparency, legal compliaqce, and
Pazmen 1 BASICS Approaches to HR Management. HR respect for individual dignity. Methods of HRM classified into
1.2 |Management Principles and Methods. HR economic (wage incentives), administrative (regulations), socio JIK, C3
Management as a System. Cross-Cultural psychological (climate building), and digital (HR analytics, e HR).
Approach to HR Management HRM as an integrated system of interconnected subsystems:

recruitment, development, appraisal, compensation, and employee
relations. Cross cultural approach addressing national cultural
dimensions (power distance, individualism, uncertainty avoidance)
that shape HR practices in multinational environments

Typical organizational structures of HR departments ranging from
centralized to decentralized, functional to matrix configurations.
Key functional areas within HR departments including recruitment,
training and development, compensation and benefits, employee
1.3 |Organizational Structure of HR Department relations, and HR administration. Reporting relationships and JIK, C3
integration of HR department with finance, legal, and operational
units. Factors influencing HR department structure: organizational
size, industry sector, geographic dispersion, and strategic priorities.
Emerging trends such as shared service centers, HR business partner




Homep
pasnena

HaumeHnoBaHnue pa3aeia
JUCHUIIINHBI

HaumeHoBaHue TeMBbI

Coaep:xanue TeMbl

Bun
y4eOHo
padoThr*

models, and e HR digital platforms

Pasnen 2

HR MANAGEMENT
STRATEGY

21

Concept of HR Management Strategy. HR
Management Strategy Stages

Concept of HR management strategy as a long term plan aligning
human resources with organizational mission and competitive
objectives. Vertical integration of HR strategy with corporate,
business, and functional strategies. Horizontal alignment among
different HR practices (recruitment, development, reward) to create
synergistic effects. Stages of HR strategy development:
environmental analysis, strategic choice (cost leadership,
differentiation, focus), implementation, and evaluation. Key
components of HR strategy including workforce planning, talent
acquisition strategy, development strategy, retention strategy, and
succession planning.

JIK, C3

2.2

HR Policy, its Elements and Interrelation with
Strategy. External and Internal Factors of
Influence on HR Policy and Strategy

HR policy as a set of guiding principles, rules, and procedures
governing HR decisions and actions. Core elements of HR policy
including recruitment policy (internal vs external), compensation
policy (fixed vs variable), training policy (general vs specific),
promotion policy (seniority vs merit), and discipline policy
(corrective vs punitive). Interrelation between HR policy and HR
strategy where policy provides operational guidelines for strategic
implementation. External factors influencing HR policy and
strategy: labor market conditions, legal framework, economic
situation, technological change, and socio cultural norms. Internal
factors: organizational strategy, corporate culture, financial
resources, technological capabilities, and employee demographics.

JIK, C3

2.3

SWOT analysis of HR in Organization

SWOT analysis as a strategic planning tool for assessing internal
strengths and weaknesses of HR function. Identification of HR
strengths such as skilled workforce, strong employer brand,
effective training systems, and low turnover rates. Recognition of
HR weaknesses including skill gaps, high absenteeism, outdated HR
technology, or poor succession planning. Opportunities for HR
function arising from labor market trends, new training
technologies, demographic shifts, and changing workforce
expectations. Threats to HR effectiveness such as talent shortages,
rising compensation costs, legal risks, and competitive poaching of
key employees.

JK, C3

Paznen 3

RECRUITMENT AND

3.1

HR Planning. HR Planning Stages

HR planning as a systematic process of forecasting future human

JK, C3
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HaumeHoBaHue TeMBbI

Coaep:xanue TeMbl

Bun
y4eOHo
padoThr*

STAFFING

resource requirements and determining how to meet them. Strategic
importance of HR planning for ensuring organizational capability,
controlling labor costs, and supporting business growth. Stages of
HR planning: analyzing current workforce inventory (headcount,
skills, demographics), forecasting future HR demand based on
strategy and turnover projections, forecasting future HR supply
from internal and external sources, and developing action plans to
address gaps.

3.2

HR Planning Stages. Qualitative Staffing
Requirements. Elaboration of Job
Requirements. Internal and External Sources of
Recruitment

Qualitative staffing requirements defined as knowledge, skills,
abilities, and competencies needed for effective job performance.
Elaboration of job requirements through job analysis resulting in job
descriptions (duties, responsibilities) and person specifications
(education, experience, competencies). Internal sources of
recruitment including employee referrals, job postings, promotions,
transfers, and succession pipelines. External sources of recruitment
including job boards, social media, recruitment agencies,
educational institutions, and professional associations.

JIK, C3

3.3

Personnel Selection Goals. Personnel Selection
Methods. Typical Selection Process Steps.
Organization of the Selection Procedure

Personnel selection goals as identifying candidates who possess
required competencies, fit organizational culture, and demonstrate
potential for future growth. Personnel selection methods including
application screening, telephone interviews, competency based
interviews, assessment centers, psychometric testing, work samples,
and reference checks. Typical selection process steps: application
receipt, initial screening, preliminary interview, formal selection
methods, final interview, background verification, and job offer.
Organization of selection procedure requiring clear roles for HR and
line managers, standardized evaluation criteria, legal compliance,
and positive candidate experience.

JIK, C3

Paznen 4

MANAGING
ADAPTATION, TRAINING
AND DEVELOPMENT OF
PERSONNEL

4.1

Personnel Development Concept. Main
Directions of Personnel Development
Programme in Organizations

Personnel development concept as a systematic process of
improving employee knowledge, skills, abilities, and competencies
over time. Distinction between training (focused on current job
requirements) and development (focused on future career growth).
Main directions of personnel development programmes including
onboarding for new hires, technical skills training, soft skills
development, leadership development, and career management.
Organizational benefits of personnel development such as increased

JK, C3
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productivity, higher employee engagement, reduced turnover, and
stronger succession pipelines.

4.2

Professional and Organizational Adaptation of
Personnel. Types and Aspects of Adaptation.
Conditions for Successful Adaptation.
Adaptation Technologies. Adaptation Quality
Assessment

Professional adaptation as the process of mastering job tasks, work
procedures, performance standards, and technical requirements.
Organizational adaptation as the process of understanding corporate
culture, social norms, power structures, and informal networks.
Types of adaptation including primary (for new employees) and
secondary (following role changes). Aspects of adaptation
comprising psychophysiological, socio psychological, professional,
and organizational dimensions. Conditions for successful adaptation
including clear job expectations, supportive supervision, peer
mentoring, timely feedback, and appropriate training. Adaptation
technologies such as buddy systems, mentoring programmes,
onboarding plans, orientation sessions, and regular check ins.
Adaptation quality assessment through retention rates, time to
productivity, supervisor ratings, employee satisfaction surveys, and
probationary period evaluations.

JIK, C3

Pasnen 5

JOB ROTATION AND
REDEPLOYMENT OF
STAFF

51

Building an Organization’s Talent Pool: Goals,
Stages and Activities. Staff Turnover Analysis
and Preventive Measures. Personnel Training
Objectives

Building a talent pool as a strategic process of identifying and
developing internal candidates for future key positions. Goals of
talent pool development including reducing succession risk,
retaining high potential employees, and ensuring leadership
continuity. Stages of talent pool building: identifying key positions,
assessing current talent, selecting high potential employees,
developing targeted development plans, and monitoring progress.
Staff turnover analysis through calculation of turnover rates, exit
interviews, stay interviews, and turnover cost analysis. Preventive
measures for excessive turnover including competitive
compensation, career development opportunities, recognition
programmes, work life balance initiatives, and improved
management practices. Personnel training objectives defined as
closing skill gaps, improving job performance, preparing for future
roles, ensuring compliance, and supporting organizational change.

JIK, C3

52

Cyclical Training Model. The System of In
house Employee Training

Cyclical training model as an iterative process comprising needs
assessment, training design, training delivery, and training
evaluation phases (Kirkpatrick’s four levels: reaction, learning,
behavior, results). Needs assessment phase including organizational

JIK, C3
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analysis, task analysis, and person analysis to identify specific
training requirements. Training design phase involving setting
learning objectives, selecting training methods, developing
materials, and choosing instructors. Training delivery phase
encompassing classroom instruction, on the job training, e learning,
simulation, and blended approaches. System of in house employee
training as a structured approach to developing internal capabilities
through internal trainers, mentoring, job rotation, cross training, and
corporate universities.

53

Training at the Initial Stage of Employment.
Forms and Methods of Training, their
Advantages and Disadvantages

Training at the initial employment stage known as onboarding or
induction training for new hires. Purpose of initial training including
organizational socialization, safety instruction, policy
familiarization, and basic job skills. Forms of training including on
the job (coaching, mentoring, job rotation, apprenticeships) and off
the job (lectures, seminars, workshops, simulations, e learning).
Advantages of on the job training: relevance, immediate application,
lower cost, minimal work disruption. Disadvantages: variability of
trainer quality, potential for bad habits transmission, productivity
loss during training. Advantages of off the job training: access to
expert instructors, focused learning environment, networking
opportunities, standardized content. Disadvantages: higher costs,
time away from work, potential for low transfer of learning, generic
rather than customized content.

JIK, C3

Pazgen 6

ORGANIZATIONAL
CULTURE

6.1

Types of Organizational Culture and Methods
of its Maintenance. Concept and Role of
Organizational Culture. Organizational Culture
Diagnosis

Concept of organizational culture as shared values, basic
assumptions, beliefs, artifacts, and behavioral norms that shape
organizational life. Role of organizational culture in providing
identity, commitment, stability, and sense making for organizational
members. Types of organizational culture: clan (collaboration),
adhocracy (innovation), market (competition), and hierarchy
(control) according to Cameron & Quinn. Methods of maintaining
organizational culture through selection of culturally aligned
candidates, systematic socialization, visible role modeling by
leaders, consistent rewards, storytelling, and rituals. Organizational
culture diagnosis using qualitative methods (interviews,
observation) and quantitative methods (surveys such as OCAI).

JK, C3

6.2

Organizational Behaviour. Modern

Organizational behaviour as an interdisciplinary field studying

JIK, C3
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Manipulations Techniques on Organizational
and Group Behaviour

individual and group behavior within organizational contexts.
Determinants of individual behavior including personality traits,
values, attitudes, perception, emotions, and stress. Group level
phenomena encompassing norms, roles, status hierarchies, cohesion,
and group decision making processes. Ethical boundaries between
legitimate influence and manipulation in organizational settings
based on transparency, intent, and respect for autonomy.

Pazgen 7

MANAGING CHANGE IN
ORGANIZATION

7.1

Basic Theories and Approaches towards
Organizational Change

Lewin’s three stage model of change comprising unfreezing
(creating motivation for change), moving (implementing new
behaviors and processes), and refreezing (stabilizing change as
permanent practice). Kotter’s eight step model for leading
organizational change including creating urgency, forming a
powerful coalition, developing vision and strategy, communicating
the vision, empowering action, generating short term wins,
consolidating gains, and anchoring change in culture. Action
research approach as a planned change methodology involving
diagnosis, action planning, implementation, evaluation, and learning
cycles. Planned change perspective assuming change can be
deliberately designed from the top down. Emergent change
perspective viewing change as an ongoing, unpredictable process
arising from local adaptations.

JIK, C3

7.2

Reasons to Resisting Organizational Change

Individual sources of resistance to change including habit and
comfort with routine, fear of the unknown and uncertainty,
economic insecurity and fear of job loss, selective information
processing, and loss of competence. Organizational sources of
resistance such as structural inertia from established procedures,
limited focus of change, group norms enforcing conformity, power
redistribution threatening established authority, and threat to
allocated resources. Systemic sources of resistance including sunk
costs, external contractual commitments, and path dependency
where past decisions constrain future options. Positive functions of
resistance as a mechanism for signaling implementation problems,
preventing reckless change, prompting dialogue, and maintaining
stability when change is misguided.

JK, C3

7.3

Tools to Overcome Resistance towards
Organizational Change

Education and communication about the rationale, need, benefits,
and consequences of change to reduce uncertainty and build

JK, C3

10
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understanding. Participation and involvement of affected employees
in change design and implementation to increase ownership and
commitment. Facilitation and support including training,
counseling, coaching, time off, and emotional support to help
employees cope with change related difficulties. Negotiation and
agreement with resistant individuals or groups offering trade offs,
incentives, and concessions to secure cooperation. Manipulation and
co optation (selective information sharing, co opting resistant
leaders) to be used with caution due to ethical concerns. Explicit
and implicit coercion including threats of job loss or demotion
reserved as a last resort. Role of change agents, champions, and
opinion leaders in driving adoption and modeling desired behaviors.
Building psychological safety and readiness for change through
trust, transparency, and recognition of employee concerns.

* - 3anonaseTcs Toabko mo OUHOW dopme odyuenus: JIK — nexyuu, JIP — nabopamopusie pabomul; C3 — npakmuueckue/ceMuHapcKue 3aHamusl.
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6. MATEPUAJIBHO-TEXHUYECKOE OBECIIEYEHUME JJUCHUIIJINHBI

Tabnuya 6.1. MamepuaneHo-mexnuueckoe obecneuerue OUCYUNIUHbL

Tun aynuropun

OcHaleHue ayauTopun

Cneuuajau3upoBaHHoOe
yueOHoe/1a00paTopHoe
obopynoBanme, I1O u
MaTepuabl 1J1s1 0CBOCHHSA
AMCUMILTUHBI
(mpu HEOOXOTUMOCTH)

AyauTopus JUisi IpOBEICHUS 3aHATUI
JIGKIITMOHHOTO THUIIa, OCHAILICHHAS

Hoyt0yk 15.6/15/8/256 — 1
T, [Ipoextop BenQ — 1
1T, AKTUBHAS
aKycTtuyeckas cucrema — 1
KoMiiekt, 110
OmnepannonHas cuctema

JlekumoHHast KOMILJICKTOM CIeluau3npoBanHoil medenu; | Microsoft Windows
JIOCKOH (9KpPaHOM) U TEXHHYECKUMU Jlunensus Ne 72828973
CpeACTBaMHU MYJIbTUMENINA TPE3CHTAIUH. JaTa mpoAJICHHS
30.04.2024, Oducubrit
nakeT Microsoft Office 365
JInnensus Ne 72828973
nata npoerus 30.04.2024
Hoyt6yk 15.6/15/8/256 — 1
wit, [Ipoexkrop BenQ — 1
. IIT, aKTUBHAS
Aynuropus Ui IPOBEICHUS 3aHATUI ’ 1
CEMHHAPCKOTO THIIA, TPYIIIOBBIX U AKYCTHHCCKAA CHCTEMA
WHIUBUAYAIbHBIX KOHCYJIbTAIIUHN, TEKYIIETO KoMmex, I10
L OmneparnuonHas cucTemMa
CemuHapckas KOHTPOJIA M IPOMEYTOIHOM aTTCCTALHH, Microsoft Windows
OCHAMICHHAA KOMILICKTON Jlnnensus Ne 72828973
CHeIHaTN3UPOBAHHON MeOeH 1
TEXHUYECKUMHU CPEJICTBAMHU MYJIbTHME A Aata IpOJUICHI .
e 30.04.2024, Oducubiit
nakeT Microsoft Office 365
Jlunensust Ne 72828973
nara npojyienus 30.04.2024
Mouno6sok ASUS Zen Aio
Pro Z340IC — 12 T,
ITpoextop BenQ MWS535 —
1 i, HoyrOyk Aser 15,6 —
1 1mIT., aKTUBHAS
Aynuropus Ui CaMOCTOSITENNBHON pabOThI aKycThueckas cucrema — 1
Tins oOydJaroruxcs (MOXKET UCTIOJIB30BAThCA UIsl | KoMIuiekT, [10
. | MpOBeIeHUs] CEMHUHAPCKUX 3aHSATHH U OmneparmonHast cuctema
CaMOCTOSITENILHOM . . .
pabors! KOHCYJIbTAIIHi ), OCHAIIEHHAS KOMIIEKTOM Microsoft Windows

CHEIHATN3UPOBAHHON MeOeH 1
KomnberoTepamu ¢ goctynom B DUOC.

JInnensus Ne 72828973
JlaTa MpoJIICHUS
30.04.2024, O¢ucHbIit
makeT Microsoft Office 365
JInnensus Ne 72828973
JlaTa mpoJIICHUS
30.04.2024, SDL TRADOS
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* - ayIUTOPHS IJIsT CAMOCTOSTENIbHOM paboThl o0yuaromuxcs ykassiaercs OBA3ATEJIbHO!
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Ocnoenas numepamypa:
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— 143 ¢. — (Bricmiee oOpazoBanue). - ISBN 978-5-16-018770-9. - TekcT : 3MeKTPOHHBIMH. -
URL.: https://znanium.com/catalog/product/2053223

2. Jletineka, A. B. YnpaBiieHue uenoBedeckuMu pecypcamu : yaeOHuk / A. B. Jlelineka,
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05126-5. - Tekcr : anextponnsiid. - URL: https://znanium.com/catalog/product/2084844

3. 3ybuoga, JI. K. The Career of a Manager = IIpodeccust — meHemxep : yaeOHo-
Meroandeckoe rmocodue / JI. K. 3ybrosa. — 4-¢ u3z., crep. — Mocksa : ®JIMHTA, 2025. - 95 ¢. :
ui. — Pexxum nocryna: no noanucke. — URL:
https://biblioclub.ru/index.php?page=book&id=363593. — bubmuorp.: c. 93. — ISBN 978-5-
9765-1637-3. — TekcT : MeKTPOHHBIH.
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OopazoBarenbHas miardpopma FOpaiir [caiit]. — URL: https://urait.ru/bcode/583983

6. Kapramoga, JI. B. Yrpasnenue uenoBeueckumu pecypcamu : yaeonuk / JI.B.
Kapramosa. — Mocksa : UHOPA-M, 2023. — 235 ¢. — (Yuebuuku ans nporpammsl MBA). -
ISBN 978-5-16-002196-6. - Tekcr : anexTponHsIii. - URL:
https://znanium.ru/catalog/product/1915461

7. Kubanos, A. f. YnpapneHue rnepcoHaioM opraHu3aiuy : yaeOHukK / mox pexd. A. 5.
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8. JIupumun, A. C. YrpapiieHre 4eI0BEUECKUMHU PECYPCaMU : TEOPUsI M MIPAKTHKA :
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(Beicmee oopaszoBanune). — ISBN 978-5-534-06344-8. — Tekcr : anexrponnstii / DBC Opait
[caiiT]. — URL.: https://urait.ru/bcode/470874

11. Mertoas! NpUHATHS yIIPaBICHUYECKUX pelIeHHH : yuedHoe mocobue st By3oB / I1. B.
WBanoB [u ap.] ; mox penakmueii I[1. B. iBanoBa. — 2-e u3n., ucnp. u gom. — Mocksa :
WznatenberBo FOpaiit, 2021. — 276 ¢. — (Bricmiee oopa3zoBanue). — ISBN 978-5-534-10862-
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Mocksa : M3natenbctBo FOpaiit, 2021. — 444 c. — (Bricmiee o6pazoBanue). — ISBN 978-5-
53414595-3. — Tekct : anextponnsii // OBC KOpaiit [caiiT]. — URL:
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2. Topenos, H. A. YnpasneHue 4en0BeUeCKUMU pecypcaMu: COBPEMEHHBIHN MOIXO :
y4eOHUK U npakTukyM i By3oB / H. A. T'openos, 1. B. Kpyrnos, O. H. MenbHUKOB ; 1oz
penakuueit H. A. ['openoa. — Mocksa : U3narensctBo FOpaiit, 2021. — 270 ¢. — (Briciiee
obpaszoBanue). — ISBN 978-5-534-00650-6. — Tekcr : anekrponnsiit // ObC FOpaiit [caiit]. —
URL: https://urait.ru/bcode/470091

3. Ky3uenos 1O. B. Teopus opranuzainuu : yueOHUK U paKkTUKyM 17 By30B / 1O. B.
Kysnernos, E. B. MenskoBa. — 3-e u3., nepepad. u gomn. — Mocksa : U3marensctBo FOpaiiT,
2021. — 351 c¢. — (Bricmiee oopazoBanue). — ISBN 978-5-534-02949-9. — Tekcr :
anextponHbii / DBC FOpaiit [caiit]. — URL: https://urait.ru/bcode/468568
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534-09762-7. — Tekcr : anekTpoHHbIN // OOpa3zoBatenbHas miardopma FOpaiir [caiit]. — URL:
https://urait.ru/bcode/586484
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pecypcamu : yueOHUK Ui cpeHero npodeccuonansHoro oopazosanus / C. H. MockBuH. — 2-¢
u31., ucnp. u gom. — Mocksa : U3narensctBo FOpaiit, 2026. — 114 ¢. — (Ilpodeccrnonansuoe
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A. I1. CeBoCTBSIHOB. — 2-€ U311, 101. 1 nepepad. — Mocksa : lupexr-Meaua, 2025. — 420 c. —
Pexxum noctyna: mo moanucke. — URL: https://biblioclub.ru/index.php?page=book&id=713668.
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Pecypcuvl ungpopmayuonno-menekommynuxkayuonro cemu « Mnmepremy:

1. ObC PYIH u croponnue DbC, Kk KOTOPBIM CTYI€HThl YHUBEPCUTETA UMEIOT JOCTYII
Ha OCHOBaHHWH 3aKJIFOYCHHBIX JIOTOBOPOB

- DnekTpoHHo-6mbnuoTeunas cucrema PYJIH — 9bC PY JIH
https://mega.rudn.ru/MegaPro/Web

- OBC «YHuBepcuterckas Oudbanoreka onnaiiu» http://www.biblioclub.ru

- OBC «Opaiit» http://www.biblio-online.ru

- OBC «KoncynbraHT cryfentay www.studentlibrary.ru

- OBC «3Hanuym» https://znanium.ru/

2. ba3bl TaHHBIX U TIOUCKOBBIE CUCTEMBI

- Sage https://journals.sagepub.com/

- Springer Nature Link https://link.springer.com/

- Wiley Journal Database https://onlinelibrary.wiley.com/

- Haykometpuueckas 0a3za nannusix Lens.org https://www.lens.org
Yuebno-memoouueckue mamepuansi 015 camocmosamenvrol pabomol 00Y4arOWUXcs npu
0CBOEHUU OUCYUNTUHBL/MOOYAA ™!

1. Kypc nexuuii no nucuuninie «Y paBieHue IepCOHATOM.

* - Bce yueOHO-METOANYECKHE MaTepHalibl Ul CaMOCTOATENbHOM paboThl 00yJaromuxcs
pa3MenarTcsl B COOTBETCTBHUHM € JAEHCTBYIONUM NOpsaAKoM Ha cTpanule aucuuiuinasl B TYHUC!
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