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1. HEJIb OCBOEHUSA JUCHUITJINHBI

JucuuninuHa «YpaBieHue MepcoHaqIoM» BXOAUT B IPOrpaMMy Maructparypsl « Teopusi KOMMyHUKAIUN
1 MEXIYHapOJHbIE CBsI3U ¢ 00mmecTBeHHOCThIO (PR) - MIHOCTpaHHBIN S3BIK: ABAa MHOCTPAHHBIX S3BIKA» IO
HarnpasiieHuto 45.04.02 «JIuHrBUCTHKA» W U3y4yaeTrcs B 3 cemecTpe 2 Kypca. JHUCIUIUIMHY peanu3yer
Kadenpa Teopun u mpakTUKH MHOCTPAHHBIX S3BIKOB. J[MCHMIUIMHA COCTOMT W3 7 paznenoB U 19 Tem u
HafpapjeHa Ha U3yYeHHE MUPOBOTO M OTEYECTBEHHOTO OIBITA YNPABICHUS MEPCOHANIOM, METOAOB aHAJIN3a
KaJpOBbIX CHUTyallMii M TEXHOJOTWH TPUHATUS OOOCHOBAHHBIX KAJpPOBBIX pEUICHHM, a Takke Ha
dbopMHupOBaHWE KOMIETEHIIMH, HEOOXOAMMBIX JUIsl PEIICHHUS NPAKTHYECKUX 3amad B cdepe momdopa,
OLICHKH, Pa3BUTHUS U MOTHBAIMK NIEPCOHANA, YTO 00ECIIEYNBAET TOTOBHOCTh BBITYCKHUKOB K 3(h()eKTUBHON
npodecCHOHANBHON JEesATEIbHOCTH B OOJIACTH YHpaBJICHHS YEOBEUYECKHUMH PECypcaMH B COBPEMEHHBIX
OpTraHMU3aI[MOHHBIX YCIOBHSIX.

Ilenpto OcBOEHUS MUCHUIUIMHBI SBISETCS (OPMHPOBAHHE y CTYIEHTOB HAy4YHOIO Ipe/CcTaBiIeHHs 00
yOpaBJICHUH I[EPCOHAJIOM Kak O BHJE NPOPECCHOHANBHON IesATENIbHOCTH; OCBOEHHE MHPOBOTO U
pOCCHIICKOTO OmbITa B JaHHOW cepe ¢ aKIEHTOM Ha BBIABICHHE M KPUTHUECKHM aHalU3 KaJpOBBIX
cUTyanuii, TpeOyoImuX yIpaBIeHYECKUX PELIECHHI; MOArOTOBKa 00yUYaIOUIMXCsl K PEHICHUIO MPaKTHYEeCKUX
BOMPOCOB, CBSA3aHHBIX C Pa3JIMYHBIMH CTOPOHAMHU KaJpPOBOW NEATEIBHOCTH OpraHu3anuu. JucuuruimHa
TaKkK€ HalpaBlieHa Ha TMOATOTOBKY CIIELIMAJIUCTOB, CIOCOOHBIX IUIAHUPOBaTb, OPTraHU30BHIBATH U
KOHTPOJUPOBATh MPOLECCHl yNpaBiIeHHs] MEpCcoHANIOM, pa3palaTbiBaTh UM peann3oBbiBaTh HR-ctparerum,
obecrnieunBath A()PEKTUBHBIA MOAOOP, aJaNTalMIO, PA3BUTHE M yACP)KAHUE COTPYIAHHKOB, a TaKkKe
YOPaBISATh OPraHU3alMOHHBIMH HW3MEHEHUSIMH M MEXKYJIbTYpHOH KOMMYHHUKalMEed B COBPEMEHHBIX
MHOTOHAIIMOHAJIbHBIX KOMITAHUSX.

2. TPEBOBAHMUS K PE3YJIBTATAM OCBOEHUA JTHCIHUIIJIMHBI

OcBoeHHe TUCITUTLIMHBI « YTIIPaBIeHUE MEPCOHAIOM» HAIMPaBJICHO Ha (pOpMHUpOBaHHE y 00yHAIOIINUXCS
CJEIYIOIIMX KOMIIETEHIINH (YACTH KOMIIETEHIIN):

Tabnuya 2.1. Ilepeuenv komnemenyuil, popmupyemvlix y 00y4aouuxcs npu 0C80eHul OUCYUNIUHb
(pe3ynbmamul 0C80eHUS OUCYUNTUHDL)

I/IH)II(IKaTOI)I)I JOCTHIKCHHSI KOMIICTCHIINHN

Mndp Komnerennns M
(B paMKax JaHHOU TUCHMIINHBI)

Crnioco0eH ynpaBisTh IPOEKTOM Ha BCEX YK-2.1 Umets npeacTaBieHue 0 Criocodax yrnpaBieHUs
JTanax ero >XU3HEHHOTO IUKJIA. IIPOEKTOM Ha BCEX JTalax ero *XU3HEHHOTO 1UKJIA;
YK-2.2 [IposBiaTh CHOCOOHOCTD YIPABIATH IPOESKTOM
Ha BCEX JTamnax ero *XU3HEHHOTO 1UKJIA;

VK-2

CriocoOeH OpraHu30BbIBaTh U PYKOBOAUTH VK-3.1 UmeTh npencraBieHus 0 NpUHIUNAX U
paboToii koMaHbl, BIpaOaThIBasi KOMaHIHYIO TEXHOJIOTMHU BBIPAOOTKHU CTPAaTErny KOMaHIHOW paboThI
CTpATETHIO Ul AOCTHKEHHUS TIOCTaBIEHHOMN JUIS JOCTHKEHUS IIOCTaBJIEHHOM L€, OCHOBAX
LEIH. JHMJEepCTBa U KOMaHJ000pa30BaHusl, 0COOCHHOCTSIX
pa3NUYHBIX CTUJIEH JIMAEPCTBa; IpoLeccax BHYTPeHHE
JUHAMUKY KOMaH/bl, TEXHOJIOTHU U METOaX
KOOIIepaliy B KOMaHIHOH paboTe;

YK-3.2 [IposBiATh CHOCOOHOCTD IPUMEHSTh
TEOPETHYECKHUE OCHOBBI BHIPAOOTKH CTpaTeruu
KOMaH/IHOW paOoThI JUIsl TOCTHKEHNUS TOCTABICHHON
L[eJIN Ha IIPAKTHKE;

VYK-3.3 Obnanarb HaBBIKAMH OpPraHU3aIllMi COBMECTHON
paboThI B KOMaH€ JUIs JOCTH)KEHHUS TIOCTABICHHON
LIeJTH, HABBIKAMH 00OCHOBAHUS U COIIACOBAHMS
CTPaTErMUeCKUX PELICHUN B yCIOBUSAX
HEOMPEAEICHHOCTH;

VK-3

Brnaneer TexHonmorusMu yrpasieHUs [TIK-4.1 NmeTh npecTaBIeHe 0 TEXHOIOTHIX
MIPOIIECCAMU MEXKYJIBTYPHONH KOMMYHHKAIIUH, YIPpaBIEHUS MPOIECCAMH MEKKYIBTYPHOU
MeInaIy IepeBoia KOMMYHUKAINY, MEIUAITIH [IEPEBOIa;

TTK-4.2 TIposBAsTh CITOCOOHOCTH HCIIOE30BaTh
T1K-4 TEXHOJIOTHH YIIPaBJICHUS IIPOLIECCAMU MEXKYIbTYPHOMN
KOMMYHUKAIN{, MEIUAITIH [IEPEBOIA;

T1K-4.3 O0nazars HaBBEIKAMH MCIIOIb30BAHUS
TEXHOJIOTHH YIIpaBJIeHHUS IPOLIECCaMU MEXKYIbTYPHOMN
KOMMYHUKAIN{, MEIUAITIH [IEPEBOIA;




3. MECTO JUCHUIIJIMHBI B CTPYKTYPE OII BO

Jucrumimna

«YTpaBiieHHE MEPCOHATIOMY

OTHOCUTCA K YacCTu,

dbopMHupyeMoOil  ydacTHUKaAMHU

o0OpasoBarebHBIX OTHOIICHUH O70Ka 1 «JlucIuimHab! (MOIY/IN )» 00pa30BaTeIbHOMN MPOTPAaMMBI BBICIIIETO

o0Opa3zoBaHws.

B pamkax oOpa3oBaTenbHONW TPOrpaMMBbl BBICHIETO OOpa3oBaHUs OOydYaroIIMecs Tak)Ke OCBAaWBaIOT
Jpyrue TUCHUIUIMHBI W/WIU TPAKTUKH, CIIOCOOCTBYIOIIUE IOCTH)KCHUIO 3aINTAHMPOBAHHBIX PE3YIIBTATOB
OCBOCHUS TUCIMITIMHBI « YIIPaBICHUE ITEPCOHATIOM).

Tabnuya 3.1. Ilepeyenv komnonenmos Ol BO, cnocob6cmeyowux 00CmudceHuro 3an1aHupo8aHHbIX
Pe3yIbmamos 0C80enUs OUCYUNTUNBI

Mudp

HaumeHnoBaHue
KOMIIETEHITUH

IIpenmecTByomue
AUCHHUILINHBI/ MOTY.IH,
NMPaKTUKU*

Mocaenyromue
AUCHUTIIAHBI/MOLYJIH,
NMPaKTUKH*

VK-3

CriocoOeH OpraHu30BbIBaTh U
PYKOBOIUTH paboTON
KOMAaH/IbI, BhIpa0aThIBas
KOMaHJIHYIO CTPaTeruio st
JIOCTHKEHUS TIOCTaBJICHHON
LEIH.

KOHch'II)TaHI/IOHHaH MpaKTHUKa,

VK-2

Crioco0eH ynpaBisTh
IPOCKTOM Ha BCEX JTamax ero
JKU3HEHHOTO LHKJIA.

Hcropust 1 METO0TIOTUS HAYKH
"JIuarsucruka";

KOHch'II)TaHI/IOHHaH MpaKTHUKa,

[1K-4

Brnaneet TexHonorusMu
yIpaBJIeHUs IPOLeCCaMu
MEXKYIbTYPHOI
KOMMYHUKAIUY, MEAUALUI
nepeBoja

Mex1yHapOJIHBIE CBS3H C
00I1IECTBEHHOCTEIO;

* - 3aMOJHAETCS B COOTBETCTBHY ¢ Marpuiiet komnerennuit u CYII OIT BO
** - 3JIeKTHBHBIC AUCIUIUIHHBI /TIPAaKTHKU




4. OFBbEM JUCHUILIMHBI 1 BUJIbl YYEEHOM PABOTBI

OO01mas TpyI0eMKOCTh AUCIUILIHHBI « YIIPABICHUE IEPCOHATIOMY COCTABISIET «4» 3aUETHBIC CIUHUIIBI
Tabnuya 4.1. Buowl yuebHot pabomuvl no nepuooam 0C8oeHUsl 00pa308amMenbHOU NPOCPAMMDBL 8biCULE20 0OPA308aHUSL OISl OYHOU OopMbL 00YUeHUS.

Bun yueoHoii padoTsl BCEIO, ak.u. CeMec:;r P(bD)
Koumaxmmuas paboma, ax.u 72 72
Jlexmmn (JIK) 36 36
Jlaboparopusie pabotsi (JIP) 0 0
[Ipaxtnueckue/cemmnapckue 3ausatus (C3) 36 36
Camocmosmenvhas paboma obyuaouuxcs, ax.y. 54 54
Koumponw (sx3amen/3auem c oyenkou), ax.y. 18 18
ak.u.| 144 144
Oo0masi Tpy10eMKOCTb JHCHUILINHBI aK. Y.
3a4.ef. 4 4




5. COAEP)KAHUE JUCLHUIIJINHBI

Tabnuya 5.1. Coodeporcanue oucyuniutvl (MoOYs) no eudam yuebHou pabomot ™

Homep HaumeHoBaHue pa3iena B .
pastera S HaunmeHoBaHue TeMbI Conepixanune TeMbl y4ueoHOMI
padoThI*
Concepts of “HR Distingtion between traditional personnel. manage;ment fogusgd on administ.rativ'e tasks anq
Management” and strateglq human resource management allgne'd with organizational goals. Historical evolution
“Personnel Management” fr(?m smenpﬁc management apd human relations movemgnt to modern HRM asa Valu§
. . . driven business function. Subject of the course: systematic study of attracting, developing,
1.1 and their Evolution. Subject o - . . . . . JIK, C3
of the Course. HR mogvgtmg, and retaining human capital. Primary aims of HRM 1n01.11.d1ng workforce
Management Aims and opFlml'zatlon, legal comphanc.e,. e?mployee engagement, and competitive adyantage. Key
Objectives objectlv'es such as talent acquisition, performance management, compensation planning, and
succession development.
Theoretical Aspects of HR. Theoretical foundations. of HRM drawn from qrganizatiqnal behavior, 1abor.ec'0nor'nics,
Evolution of Basic psygholpgy, and strat.eglc management. Evolution of basic appr'oac.hes: admlnlstyatlve, .legal,
Approaches to HR moqvatlonal, sygtemlc, and competence baseq models. Core prmc1p!es of HRM .1nc.ludmg
Management. HR meritocracy, equity, tragspars:ncy, legal cgmphange, and'respect for 1pd1v1dua1 dlgnlty.
Pasren1 |HR MANAGEMENT BASICS |1.2 Management Principles and Mthods of HRM claSS}ﬁed mtq economic (Wage incentives), .admlnlstratlve (regulations), JIK, C3
Methods. HR Management as socio psychological (‘chmate building), and digital (HR analytics, e HR). HRM as an
a System. Cross-Cultural integrated §ystem of 1nterc0nnecteq subsystems: recruitment, developmfsnt, appralsal,
Approach to HR cgmpeqsatlon, and er.nployee.relgtl'ons. Cross culturgl approgch addressing national cult.ural.
Management dlme.nsu.)ns (powe?r 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,
13 Organizational Structure of |employee relations, and HR administration. Reporting relationships and integration of HR K. C3
) HR Department 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 models, and ¢ HR
digital platforms
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
Concept of HR Management corpgrate, businpss, and functional strategies. Horizontal aligpmgnt among different HR
practices (recruitment, development, reward) to create synergistic effects. Stages of HR
2.1 Strategy. HR Management ] . . . . . JIK, C3
Strategy Stages st.rategy fie\./elopment. e;nv1r0nmentgl analysis, strats:glc choice (cost leadership,
differentiation, focus), implementation, and evaluation. Key components of HR strategy
Pasen 2 HR MANAGEMENT including workforce .planning,. talent acquisition strategy, development strategy, retention
STRATEGY strategy, and succession planning.
HR Policy, its Elements and HR policy as a set of guiding prinpipks, rul.es, and p.rocedures .gove'rning HR decisions and
Interrela ti(;n with Strategy. actions. que elements of HR poh.cy 1nclud1.ng recrul'tment policy (1ntemal Vs extema}),
29 External and Internal Factors compensation policy (fixed vs variable), training policy (general vs specific), promotion JIK, C3

of Influence on HR Policy
and Strategy

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




Bun

Homep HaumenoBanmue pa3gena "
HaumeHnoBaHue TeMbl Conep:xanue TeMbl yueOHoit
paziena AUCHATITUHBI *
padoThI
conditions, legal framework, economic situation, technological change, and socio cultural
norms. Internal factors: organizational strategy, corporate culture, financial resources,
technological capabilities, and employee demographics.
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
73 SWOT analysis of HR in including skill gaps, high absenteeism, outdated HR technology, or poor succession planning. K. C3
’ Organization 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.
HR planning as a systematic process of forecasting future human resource requirements and
determining how to meet them. Strategic importance of HR planning for ensuring
31 HR Planning. HR Planning |organizational capability, controlling labor costs, and supporting business growth. Stages of K. C3
' Stages 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.
. Qualitative staffing requirements defined as knowledge, skills, abilities, and competencies
HR Planning Stages. Lo . - . . .
Qualitative Staffin needed for effective job performance. Elaboration of job requirements through job analysis
. £ resulting in job descriptions (duties, responsibilities) and person specifications (education,
32 Requirements. Elaboration of experience, competencies). Internal sources of recruitment including employee referrals, job | JIK, C3
RECRUITMENT AND ' Job Requirements. Internal perience, comp ' ot reerut & employ rals, J ’
Paznen 3 postings, promotions, transfers, and succession pipelines. External sources of recruitment
STAFFING and External Sources of : oo . . . . . R
. including job boards, social media, recruitment agencies, educational institutions, and
Recruitment . L
professional associations.
Personnel selection goals as identifying candidates who possess required competencies, fit
. organizational culture, and demonstrate potential for future growth. Personnel selection
Personnel Selection Goals. . . " . . . . .
. methods including application screening, telephone interviews, competency based interviews,
Personnel Selection Methods. . . .
. . assessment centers, psychometric testing, work samples, and reference checks. Typical
33 Typical Selection Process . . > . . .. . . JIK, C3
o selection process steps: application receipt, initial screening, preliminary interview, formal
Steps. Organization of the . . . . . . P
. selection methods, final interview, background verification, and job offer. Organization of
Selection Procedure . .. . ; .
selection procedure requiring clear roles for HR and line managers, standardized evaluation
criteria, legal compliance, and positive candidate experience.
Personnel development concept as a systematic process of improving employee knowledge,
skills, abilities, and competencies over time. Distinction between training (focused on current
Personnel Development . . .
L job requirements) and development (focused on future career growth). Main directions of
Concept. Main Directions of . . . : . .
4.1 Personnel Development personnel development programmes including onboarding for new hires, technical skills JIK, C3
MANAGING ADAPTATION, Prosramme in Orpaniza tions training, soft skills development, leadership development, and career management.
p 4 TRAINING AND & & Organizational benefits of personnel development such as increased productivity, higher
asaen DEVELOPMENT OF employee engagement, reduced turnover, and stronger succession pipelines.
PERSONNEL Professional and Professional adaptation as the process of mastering job tasks, work procedures, performance
Organizational Adaptation of |standards, and technical requirements. Organizational adaptation as the process of
4.2 Personnel. Types and Aspects [understanding corporate culture, social norms, power structures, and informal networks. JIK, C3

of Adaptation. Conditions for
Successful Adaptation.

Types of adaptation including primary (for new employees) and secondary (following role
changes). Aspects of adaptation comprising psychophysiological, socio psychological,




Bup

Homep HaumenoBanmue pa3gena "
pastena [ ——— HaumeHnoBaHue TeMbI Conepixanne TeMbl y4eOHoit
padoTer*
professional, and organizational dimensions. Conditions for successful adaptation including
Adaptation Technologies. clear jol? expec.ta.tions, suppo.rtive supervis?on, peer mentoring, timely feedba.ck, and
Adaptation Quality approprlgte training. .Adapjcatlon tqchnologles such as buddy systems, .mentorlr.lg programmes,
Assessment onboarding pl'fms, orlenta}tlon sessions, ggd regular f:heck ins. Adaptation quallty a§sessment
through retention rates, time to productivity, supervisor ratings, employee satisfaction
surveys, and probationary period evaluations.
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,
Building an Organization’s ret.ain.ing high pot.ential emplgyees, and eqsuring leadership contiguity. .Stages of .talent pool
Talent Pool: Goals, Stages building: 1dent1fy1ng key positions, assessing current talent, s.ele(,jtmg high potential
and Activities. Sta ff Tumover employees, developing tgrgeted development pla.ns., and monitoring progress. Staff turnover
5.1 Analysis and Preventive analysis thr.ough calcqlatlon of turnover rates,. exit 1nterv1§ws, stgy 1nterv1e\y§, and turnover JIK, C3
Measures. Personnel Training cost analys.ls. Preventive measures for excessive turnover 1nc1ud1ng competitive
Objectives go.rr.lpénsatlon, career development opportumﬂes, 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.
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 analysis, task analysis,
Paszen 5 JOB ROTATION AND Cyclical Training Model. The gnd person anglysis to .identif.y speciﬁc trair.ling reqqirements. Training dgsign phas.e
REDEPLOYMENT OF STAFF (5.2 System of In house Employee|involving setting learning objectives, selecting training methods, developing materials, and JIK, C3
Training 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.
Training at the initial employment stage known as onboarding or induction training for new
hires. Purpose of initial training including organizational socialization, safety instruction,
Training at the Initial Stage policy Ijamil.iarizati().n, and basic. job s.kills. Forms of j[raining including. on the job (coaching,
of Employment. Forms and rr}entorl.ng, job rotat.10n, apprenticeships) and off the _].OIE) (lectures, seminars, Workshops, .
- . simulations, e learning). Advantages of on the job training: relevance, immediate application,
5.3 Methods of Training, their .. . - . > . . . JIK, C3
Advantages and lower cost, m1n1mal WOI:k dlsmptloq. Dlsadvantages: vgr1gb1hty of trainer quality, p(?tentlal
Disadvantages for. bgd habits transm1551op, productivity loss durmg trammg. 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.
Concept of organizational culture as shared values, basic assumptions, beliefs, artifacts, and
Types of Organizational behavioral norms that shape organizational life. Role of organizational culture in providing
Culture and Methods of its  |identity, commitment, stability, and sense making for organizational members. Types of
Paszen 6 ORGANIZATIONAL 6.1 Maintenance. Conpept and organ-izational culture: clan (cgllaboration), adhocra(.:y (innovation), mafket.(c.ompetition), K. C3
CULTURE Role of Organizational and hierarchy (control) according to Cameron & Quinn. Methods of maintaining ’

Culture. Organizational
Culture Diagnosis

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
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quantitative methods (surveys such as OCAI).

6.2

Modern Manipulations
Techniques on
Organizational and Group
Behaviour

Organizational Behaviour.

Organizational behaviour as an interdisciplinary field studying 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.

JIK, C3

Paznen 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

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.

JIK, 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 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.

JIK, C3

* - zamonHsiercst Tonbko o OYHOU dopme o6yuenus: JIK — nekum; JIP — maboparopusie padotsl; C3 — npakTHuecKre/CEMUHAPCKHE 3aHATHUSL.




6. MATEPUAJIBHO-TEXHUYECKOE OBECIHEYHEHUE JUCIHHUIIVINHBI

Tabnuya 6.1. Mamepuanoho-mexnuyeckoe obecneuerue OUCYUNIUHBL

Crnenuaau3upoBaHHoe
y4yeOHOe/1adopaTopHOe 000pyI0BaHHE,
IO n maTepuaJibl 171 0CBOCHUS
AUCHMIUINHBI (IPH HE00X0IMMOCTH)

Tun ayiuropuu OcHaleHue ayTuTopuu

Aynutopus A71sl IPOBEIEHHS 3aHATHH JTEKIIMOHHOTO
THUIIA, OCHAIIIEHHAs] KOMIUIEKTOM
JlexunonHas CIeLMAIM3UPOBAHHOI MeOeIH; TO0CKOit (3KpaHoM) U
TEXHUYECKUMU CPEICTBAMU MYyIbTUMETNA
Ipe3eHTalHH.

AynuTopus Aisl IPOBEAEHUS 3aHATHI CEMHUHAPCKOTO
TUMAa, TPYNIOBBIX U HHAWBUAYAIbHBIX KOHCYJIBTALUI,
TEKYILETO0 KOHTPOJIS U MPOMEXKYTOUHOH aTTecTaluy,
OCHAIIIEHHAs! KOMIUIEKTOM CIIEUATU3UPOBAHHON
MeOeIi U TEXHUYECKUMH CPEICTBaMK MYJIBTUMEANA
Ipe3eHTalMH.

CemuHapcKas

AyauTopust JuIsi CaMOCTOSITENEHON paboThI
o0yuaronuxcst (MOXKET UCTIONb30BATHCS IS
NPOBE/ICHUS CEMUHAPCKUX 3aHATHH U KOHCYJIbTaluii),
OCHAILIEHHAsI KOMITJIEKTOM CIIeLHaIM3UPOBAHHOM
MeOenu u komnbloTepamu ¢ goctynom B SUOC.

Jms  caMoCTosITeIbHOM
paboTHI

* - ayquTOpUs ISl CAaMOCTOSITEIFHOM padoTs! oOydaronmxcs ykassiBaercst OBSI3ATEJIBHO!
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Vuebno-memoouueckue mamepuanvl 051 CAMOCMOAMENbHOU Pabomuvl 00YYAWUXCI NPU OCBOEHUU
OUCYUNTUHBL/MOOYIS*:

1. Kypc nexuuii mo TUCIUIIIMHE « YIIPABICHUE IEPCOHATIOM.
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