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Pabouass mnporpamma gucuuruiiHbl «MHOCTpaHHBIA S3BIK» COCTAaBJI€Ha B COOTBETCTBUU C
®enepabHBIMU TOCYAAPCTBEHHBIMU TPEOOBAaHUAMHU K CTPYKTYpE MPOTrpaMM IMOJrOTOBKHM HAay4YHBIX
U HAy4yHO-TIIEJAarOrMYECKUX KaJpoB B aCHUPAHTYpE, YCIOBUSM UX pealn3allid, CPOKaM OCBOEHUS
TUX TPOTPaMM C Y4YETOM pa3IUuHbIX (GopM 00ydeHHs, oOpa30oBaTEIbHBIX TEXHOJOTUH U
0COOEHHOCTEH OTIENbHBIX KAaTEropuil aclupaHTOB, YTBEPXKACHHBIMH IpPHKa3oM MUHHUCTEPCTBA
oOpazoBanus 1 Hayku Poccuiickoit @enepamnmn ot 20 okTsa6ps 2021 1. Ne 951.



1. ey n 3axa4M M3y4eHHUS TUCHHUIIIMHBI

Ilens xypca - popMupOBaHHE M COBEPIIEHCTBOBAHHE MPOGECCUOHATIBHO OPUEHTHUPOBAHHOMN
MEXKYJIBTYPHOH KOMMYHHKAaTHBHOM KOMIIETEHIIMH aclupaHToB (couckareneil) B chepe
CHCTEMHOI'0 aHaJIN3a, YIpaBJIE€HUS U 00pabOTKH, Pa3BUTHE SI3BIKOBBIX HAaBBIKOB M PEUEBBIX YMEHHH
Ha OCHOBE MEXKYJIBTYPHOTO MOAX0/1a; 00yYEHHE CAMOCTOSTEIbHOMY MPUMEHEHHIO 3TUX 3HAHUH B
Hay4YHOM M NpOQECCHOHANBHONW AEATENBHOCTH, B TOM 4YHCJE IPU OCYIIECTBIEHUH MHCbMEHHOTO
nepeBoja JAOKYMEHTOB MH()OPMATUKA M BBIYMCIUTENBLHOM TEXHUKH C WHOCTPAHHOTO S3bIKa Ha
PYCCKHI, a Takyke U1 HUCIOJIb30BaHUS MHOCTPAHHOIO SI3bIKA KaK CPeJCTBa MPO(ECCHOHAIBHOIO
oOIIeHHs B HAyYHOU cdepe.

2. MecTO TMCHHUILIMHBI B CTPYKTYPe NPOrPaMMbl aCIUPAHTYPHI
Hucrunmaa  «HOCTpaHHBI — A3BIK» OTHOCUTCA K (OOpa3oBaTeIbHOMY KOMIIOHEHTY
«AMCIUIUIIMHBI (MOJIYJIHN )» IPOTPaMMBbI aCIIMPAHTYPBI IO CIEHUAIBHOCTH 5.2.6 «MeHeKMEHT.

3. TpeOoBaHuA K pe3yJIbTATAM OCBOEHUS JUCIUILTHHBI
B pesynbTare nzydenus AUCUUIUIMHBI «IHOCTpaHHBIN S3bIK» aCIIUPAHT JIOJIXKEH:
3HaTh:

® 0COOEHHOCTH TMpPEJCTaBICHUSI PE3yJbTaTOB HAy4YHON [EATENIbHOCTH B YCTHOH U
nmMcbMeHHONW  (opme Tpu  paboTe B POCCHUCKUX H  MEXKIYHAPOIHBIX
HCCIIEIOBATEIhCKUX KOJICKTUBAX;

e JICNOBYIO U NMPOo(hecCHOHATBHYIO JEKCUKY HHOCTPAHHOTO S3bIKa B 00BEME,
HEOOXOMMOM JJIsl YTEHHUS U TIepeBO/ia MHOA3BIYHBIX TEKCTOB MPOQPECCHOHATBHOM
HaIpaBJICHHOCTH,

e 00111y10, JEIOBYIO JIEKCUKY HHOCTPAHHOTO SI3bIKa, HEOOXOAUMYIO /JIsl BEACHUS
JIeJIOBOW AUCKYCCHUH, TPE3EHTALUH;

¢ TOHKOCTH MW HIOAHCBHI IMpaBUJI PEUYCBOr0 I3THUKCTA, XAPAKTCPHBIX JIA O6H.I€HI/ISI Ha
MHOCTPAHHOM SI3bIKE;

YMmers:

® [IPUHUMATH AKTUBHOE YYaCTHE B IUCKYCCHUAX HA MHOCTPAHHOM SI3BIKE;

® U3BJIEKaTh HEOOXOAMMYIO MH(OPMAIUIO U3 YCTHBIX M IMUCHbMEHHBIX HCTOYHHUKOB Ha
MHOCTPAHHOM SI3bIKE;

o CBO6OI[HO YuTaTb W MNCPCBOAUTL AYTCHTHUYHBLIC HC aAallTUPOBAHHBLIC CTAaTbU II0
HaITpaBJICHUIO UCCIICIOBAaHUS,

e cjenoBaTh HOPMaM, MPUHSATHIM B HAy4YHOM OOIIEHHM MPH paboTe B POCCUHCKUX U
MEXIYHApOJIHBIX HCCIIEOBATEIbCKUX KOJUIEKTUBAX C IIEJIbI0 PEIICHUs HAyYHBIX U
Hay4YyHO-00pa30BaTeIbHBIX 33/1a4;

Bnanern:

¢ HaBbIKaMH aHalin3a OCHOBHBLIX MHUPOBO33PCHYCCKUX U MCTOJOJIOTMUCCKUX HpOGHeM,
B T.4. MEXIUCIUIUIMHAPHOTO XapaKTepa, BOSHUKAIOIIUX MPU paboTe MO PEIICHUIO
HAy4YHBIX M Hay4yHO- 00pa3oBaTENbHBIX 337a4 B POCCHUMCKHUX WM MEXKIyHAPOIHBIX
HCCIIEIOBATEIhCKUX KOJJICKTUBAX;

e HaBbIKaMU MOHUMAaHUS JIEKIUH MO OOIIMM BOIPOCaM;

e HaBBIKAMHU YTEHHUS U HAXOXKJEHUS MHPOpPMAIMU B TEKCTaX MO IIMPOKOMY Mpoduiio
CHELHMATIbHOCTH;

o OCHOBHBIMM HaBBIKAMH IIMCbMaA, HGO6XOI[I/IMBIMI/I g BCACHHUA  TICPCIIUCKU,
pedepupoBaHus, aHHOTUPOBAHUS U COCTABIICHUSI PE3IOME;

4. O0beM U BUJI Y4eOHOH padoThl



HucununnuHa mnpeanonaraer uszydenue 1 pasgena, 4 Tem.  OOmas TpyaoeMKOCTb
JTMCIUIUTAHBI COCTaBiseT 5 3aueThbix equnuil (180 gacos).
No | ®opma Kypc O6mas B Tom wumcne konrtakTtHas | Cam. | [Ipomex.
oOyueHus TPYAOEMKOCTh | pabora pabo | arrecranus
C MpenojiaBaTesieM Ta
B BCEr0 | JIEKIINU [Tpakr.
3.€. yacax 3aHSITHS
! Ounas 1 xypc 5 180 48 4 44 96 36
Pacnpenesnenue yueOHOro BpeMeHH
1Mo TeMaM M BHIaM Y4eOHbIX 3aHATHil
HaunmenoBanue paznenos, | Bcero KonrakTHas pabora Camoct. | IIpomex.
/i TeM y4eOHBIX 3aHATUI 9acoB C TpernojiaBaTesieM pabora aTTecT.
Bcero JIEKIIUU | TPAKT.
3aHSIT.
[Tocnenunnomuoe
oOpa3oBaHue.
1 AcnupaHTckue 36 12 4 8 o4
UCCJIEIOBAHUS.
Hanuvcanue kanauaaTckou
JMICCEePTALIHU.
MeTtoanl Hcciaeq0BaHus.
Hcnonp3oBanue
KOMITBIOTEPHBIX
2 | TeXHOJIOTUl B 36 12 - 12 24
UCCJIEIOBAHUSX.
[Ipe3enTanus
HCCJIEIOBAHUSI.
3 Hayunble koH(pepeHIun. 36 12 i 12 o4
Hayunsbie cratpu.
I'paHTBI 1JI4 acIUPaHTOB.
4 | TTouck paboTHI JIst 36 12 - 12 24
aCIIUPAHTOB.
5 | Pedepar, 3auer, 5x3aMeH 36 36
Uroro 180 48 4 44 96 36

5. ConeprxkaHue THCHUINIMHBI

5.1. Coneprxanue pazzena U TUIAKTHUECKON €IMHHIIBI

Tema 1. IlocneguruiomHoe oOpa3zoBaHUE.

KaHIUJATCKON JUCCEPTALUH.
HaydHo-opueHTHpoBaHHasE WHOS3BIYHAS KOMMYHHUKAIMS B MpoQecCHOHANBbHON cdepe ¢
Y4eTOM OTpacieBOi crernuanu3anui. JICKCHKO-TpaMMaTHUeCKUe U CTHIIMCTHYECKHE OCOOSHHOCTH
YKaHPOB HAYYHOT'O CTHJIS U3JI0KEHHS B YCTHOM U MUCbMEHHOM pa3HOBUIHOCTAX

ACHI/IpaHTCKI/Ie HCCIICA0BaHHUA.

Hammcanue



OcHoBHas nurepatypa [1-3]
JlononuuTenbHas aureparypa [1-4]

Tema 2. Meroasl wuccnenoBanus. Mcmonp3oBaHWE KOMITBIOTEPHBIX TEXHOJOTHH B
uccnenoBanusx. [IpesenTanus ucciegoBaHusl.

NUKT B  UWHOA3BIUHOM  HAy4YHO-HUCCIIEIOBATENIbCKOM  JESATEIBHOCTH  CHELHUAIINCTA,
KOMMYHHKaIus B npodeccuoHansHol chepe. MHOA3bIUHAS TEPMHHOIOTHS B MpOodhecCHOHATbHOM
chepe.

OcHoBHas nurepatypa [1-3]

JlononuuTensHas aureparypa [1-4]

Tema 3. Hayunbie koHpepennmnn. Haydnpie cTaThu.

[IpodeccnonanbHO OPUEHTUPOBAHHBIM TEPEeBOJ] KOMMYHUKAIMH B MNpodecCHOoHaNTbHON
cepe C ydyeToM OTpacieBOd crnenuanuzanuu. PeueBble CTpaTerMm U TAKTUKH YCTHOTO M
NUCbMEHHOTO MPEACTaBICHUS WHPOPMALMK 10 TEeMe HAyYHOIO MCCIEAOBAaHHUS B KOHKPETHOM
OTpaciIy NpoPecCHOHATLHON KOMMYHUKALIUH.

OcHoBHas nurepatypa [1-3]

JlononuuTenbHas aureparypa [1-4]

Tema 4. I'pantsl a5 acnupanToB. [lorck paboThI 71 aCTUPAHTOB.

Hcnonb30BaHME HMHOSI3BIYHBIX HMH(OKOMMYHUKAI[MOHHBIX PECYPCOB CETH JUIsl PabOThl ¢
npodecCHOHANBHBIMU TOKYMEHTAMHU.

OcHoHast aurepatypa [1-3]

JononuurensHas tuteparypa [1-4]

6. @oHA ONIEHOYHBIX CpPeACTB [ TMpoOBeJdeHUS TMPOMEKYTOYHOH aTTecTaluu
ACMHUPAHTOB MO IMCUMUILINHE.
@dopma aTTecTalMu: 3a4eT, SK3aMeH.

ConepxaHue 3a4era:

1. Yrenue u mepeBoA CO CJOBAapeM HAa PYCCKUH S3bIK OPUTMHAIBHOTO TEKCTa MO
CIIEIMAJIBHOCTH.

2. V3noxeHue Ha MHOCTPAHHOM SI3BIKE COJIEPKAHUS OPUTUHAILHOTO TEKCTA.

[To pe3ynpTaTam mpenojaBaTellb BBICTABISICT O0YYAIOMIEMYCsl OIICHKY «3a4TEHO» WM «HE
3a4TEHO», PYKOBOJICTBYSCH CIEAYIOIIMMH KPUTEPUSIMHU:

Onenka XapaKTEepUCTHKH OTBETA 00yUaloIIerocs

3aureHo - 3HAET CUCTEMY MOHSTH, KaTeropuil yueOHOMN AUCIUIUINHBI,

- TBEpAO YCBOWJ MPOrPaMMHBIM MaTepuan, TpPaMOTHO M MO CYILIECTBY
M3JIaraeT ero, ONUpasiCh Ha 3HaHUS OCHOBHOU JIMTEpPATYpHI;

- He JIOMYCKAaeT CYIIECTBEHHBIX HETOUHOCTEH;

- YBS3BIBAET YCBOCHHBIE 3HAHUS C MPOPECCUOHATBHON AATEIbHOCTHIO;

- JIeJaeT BBIBOIBI U 000OIIEHNUS.

He 3aurteno - HE 3HAeT OCHOBHBIX KaTErOPHH M MOHATUN y4eOHOW MHUCIUTIINHBL,
- HE U3Y4HJI OOJIBIIYIO YaCcTh MPOTPAMMHOTO MaTeprara;
- I[OHyCKaeT CYH_IGCTBGHHBIG OLHI/I6KI/I 1 HCTOYHOCTU HpI/I paCCMOTpeHI/II/I




y4eOHBIX BOIIPOCOB;
- HCIBITBIBAET TPYJHOCTH B MPAKTUIECKOM MPUMEHEHUH 3HAHUN;
- HE YMEET JIeTIaTh BHIBOJBI M 0000IICHHUS

ConeprkaHue dK3aMeHa:
1. Yrenue wu mnepeBoa
CHELHUAILHOCTH.

CO CIIOBapEM HAa PYCCKUH S3bIK OpPUIMHAIBHOIO TEKCTa II0

2. OOcyxaeHre Ha THOCTPAHHOM SI3BIKE COJICPIKaHUSI OPUTHHAIBHOTO TEKCTA.
3. Pedepar Ha aHTTIUICKOM S3BIKE TEMBI, CBSI3aHHOW CO CIEIIHAIBHOCTHIO M HAYYHOH paboTOM

acrMpaHra.

[To pesynpraTam »K3aM€Ha [MperojaBaTelb  BBICTABISIET OOYyYaloIIeMycsl OIICHKY,
PYKOBOJCTBYSICh CIEAYIOLUIUMHU KPUTEPUIMHU:

Ounenka XapakTepUCTHKH OTBETA CTY/AEHTA
OT1auvHo - acmupaHT TiTyOOKO M BCECTOpPOHHE YCBOWJI Y4YeOHBI MaTepuall,
HE COBEPINAET rPAMMATUIECKHUX OLITHOOK;
- CIIOBapHBI 3arac yCBOEH B IMOJIHOM 00BEME;
- aCmHMpaHT B COCTOSIHUM OOCYXXIaTh W3YyYeHHbIE CTaThbH U
000011aTh MaTepran
Xopomo - acmupaHT TBEPAO YCBOWJ YUeOHBIH MaTepuan, HO COBEpIIACT
HE3HAYUTEIbHbIE TPAMMATUYECKHUE U JIEKCUUECKUE OIINOKH;
- ACIIUPAHT B COCTOAIHUUN OGCY)K,Z[&TB HN3YUYCHHBIC CTATbU
YaoBieTBOpUTEILHO - acmupaHT YCBOWJ Yy4eOHBIH Marepuaa HE B IOJHOM O0beMme,

COBEpIIIAeT CYIIECTBEHHBIE TPaMMaTHUYECKUE U JIEKCUYECCKHE
OILINOKH;
00CYXJIaeT N3YYEHHBIE CTAThU C TPYIOM.

HeynoBierBopurejbHO

aCIIMpaHT HE YCBOWJ 3HAUUTEJIbHOW 4YacTh MPOWMIEHHOTO
yueOHOro MaTepHaia:

coBepmiaeT OONBIIOE KOJUYECTBO TPAMMATUUYECKHUX OIIHOOK,
CJIOBapHEIi 3amac OeneH

aCIMpaHT HE B COCTOSIHUU 00CYKJaTh U3yYEHHbIE CTaThU

TexcThI K 3a4eTy U SK3aMeHy npuiioxeHsl B [Ipunoxennn 1.

7. IlepeyeHb OCHOBHOIi U JONMOJTHUTEJIbHON JUTEPATYPbl, HEOOXOAMMOI IJIsI OCBOEHUS

JUCHHUILTHHBI

a) OCHOBHAs JIUTEepaTypa:

1) Taparyns C.M. AHrIuMiiCKui S3BIK U1l aCIUPAHTOB U COMCKATENeH yueHO# cremeHu. ['ym.
Mz patensckuii nentp Biaagoc, Mocksa, 2015
2) H.B. EBnoxumoBa. AHrimiickuii si3bIk tst I T-cnienmanuctoB. — Pocto-Ha-J{oHy:

«Penunkc», 2014

3) B.H. Buuyros, T.M.KpacHoBa AHIIIMACKHIA S3BIK JUTS CIICIUAIMCTOB B 00IaCTH MHTEPHET-
TEXHOJIOTUH.: YueObHoe nocooue. — Tomck: ToMckuii momMTexHu4Ieckuii yausepcuret, 2012

0) nomonHUTENBHAS TUTEpaTypa: (5-8 HanMeHOoBaHWMi)




1) O.A. Kamenkuna, M.A. Kpyriosa, A.A.Makapoga, JI.b.Caparosckas. Computational
Thinking. Kommneroreproe MbinuieHre. Y4eOHO-METOANYECKOE ocodue. — M.
«APTAMAK-MEJI1A», 2014.

2) V.Evans, J.Dooley, E.Pontelli. Software Engineering. Express Publishing, 2014

3) Xpomoga T.W. O0y4yeHue 4TeHHI0, aHHOTHPOBAHUIO U pe()epUPOBAHHIO HAYYHON
JUTEPATYPHl HA aHTJIMHCKOM SI3BIKE M TIOJITOTOBKE MPE3eHTAINi: yueOHoe mocooune/
Xpomona T.U., Kopsikuna M.B.— DnexTpoH. TekcToBble faHHble.— M.: MOCKOBCKHIA
rOCyIapCTBEHHBIN TEXHUUECKU yHUBepcuTeT nMeHn H.D. baymana, 2014

4) 0. B. UBanosa, 1. H. Mopo3. Gadgets and Entertainments. Yue6Hoe mocooue, KUC
«Bektop» 1D 14597, 2013

8. Ilepeuenb pecypcoB HMHGPOPMANMOHHO-TEJIEKOMMYHUKAIIMOHHON ceTH «WHTepHETY,
HGOﬁXO}lHMLIX OJI1 OCBOCHHUSA JUCHUIIJINHBI
1. »smekTpoHHBIE M3aHMS, pa3MeIIeHHbIE B 3JIeKTpoHHO# 6ubmroreke KUC «PocHOVY:
2. KOMIBIOTEPHbIE IPOTPAMMBI, BUIECOTIOCOOH S, BUACOIECKIIHH:
3. HHrepHeT-pecypchr:
www.multitran.ru
www.merriam-webster.com
http://www.online-translator.com/
http://www.promt.ru/
https://translate.google.ru/
http://translate.yandex.ru/
http://lingvo.yandex.ru/
http://www.lingvo-online.ru/
http://slovari.yandex.ru/
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9. Ilepeyenr HHGPOPMANMOHHBIX TEXHOJOIHii, MCNOJb3YeMbIX NPH OCYLIECTBJIEHHUH
o0pa3oBaTe/IbHOI0 Ipolecca MO JAMCHUILVIMHEe, BKJIOYas IMepeYeHb IPOrpaMMHOIO
obecreyeHns1 U HHGOPMAIMOHHBIX CIPABOYHBIX CHCTEM

[Mpn w3ydeHunm yueOHOW MAWCIMIUIMHBI TPEIIIONIATACTCS TPHUMEHEHUE COBPEMEHHBIX
MH(GOPMANMOHHBIX TexHONorui. Komruiekt mporpamMmHoro oOecriedeHHs Ui WX HCHOJIb30BaHUS
BKJTIIOYAET B ceOsL:

nakeTbl oducHoro mporpammuoro obecmeuenus Microsoft Office (Word, Excel,
PowerPoint), OpenOffice;

BeO-Opaysep (Google Chrome, Mozilla Firefox, Internet Explorer ap.);

ANIEKTPOHHYIO OnOImoTeunyro cucremy |IPRB0OOKS;

cucteMy pasMemieHus B cetn «/HTepHeT» M THPOBEpKH Ha HaJIM4YHE 3aMMCTBOBAHUM
KYpPCOBBIX, HAYYHBIX U BBIITYCKHBIX KBATU(UKAIMOHHBIX padoT «AHTHIIIarnar.BY3.POy.

Jns noctyna K ydeOHOMY IUIaHY W pe3yibTaTaM OCBOCHHS IHMCIMIUIMHBI, (OpMHpOBaHUS
[TopTdonmo oOyyaromerocs ucronab3dyercs JINUHbIN KaOUHET cTyeHTa (OH-JIalfH JOCTYII Yepe3 CeTh
Wurepuer http://Ik.rosnou.ru). [as obecrieueHus A0CTymma 0OYYarOMIMXCs BO BHEYy4eOHOE BpeMs K
ANIEKTPOHHBIM 00pa30BaTENIBHBIM pecypcaM Y4eOHOW IUCHUIUIMHBL, a TakXke JUIS CTYICHTOB,
00ydJaromuxcsi ¢ TMPUMEHEHHEM JAWCTAaHIHMOHHBIX O00pa30BaTEIbHBIX TEXHOJIOTHH, HMCHONB3YeTCs
nopTai AeKTpoHHOro oOydenus Ha 6aze CJJO Moodle

Jlns mpoBeieHNs JIEKIUH HCIIONIB3yeTCs JEKIMOHHAs ayAUTOpHs, 000pYyJOBaHHAS 3KPAHOM,
KOMITBIOTEPOM U IPOEKTOPOM, TIO3BOJISIFOIIUM OCYIIECTBIATh IEMOHCTPAIMIO TPE3CHTALINH.

JInst mpoBeAeHNsI CEMUHAPCKUX 3aHATHH UCIIONb3YyeTcsl yueOHas ayIuTopHsi, 000pyIoBaHHA
KOMITBIOTEPOM, TPOEKTOPOM.


http://www.multitran.ru/
http://www.merriam-webster.com/
http://www.online-translator.com/
http://www.promt.ru/
http://translate.yandex.ru/
http://lingvo.yandex.ru/
http://www.lingvo-online.ru/
http://slovari.yandex.ru/

3angaTus ¢ HHBAJIMAaMH 110 3pCHHIO, CIIYXY, C HAPYUWCHHUAMHU OIIOPHO-ABUTATCIILHOTO
anmapara MpOBOSATCS B CIEIHAIBHO 000PYIOBAHHBIX ayJAUTOPUAX MO UX MPOChOE, BHIPAKCHHON B
MUCBMEHHOU (opMe.

10. O0y4enune HHBAJIUAOB M JIUI ¢ OTPAHNYEHHBIMH BO3MOKHOCTSMHM 310POBbA

N3yuenne y4yeOHON IUCHMIUIMHBI OOYYalOIUMMCA C OTPAHUYEHHBIMH BO3MOXHOCTSIMU
3JI0POBbsSI OCYILIECTBIISIETCS B COOTBETCTBUM ¢ [Iprkazom MunuctepcTBa 0Opa3oBaHust U Hayku PO
ot 9 Hos0pst 2015 1. Ne 1309 «O6 yrBepxkaenuu [lopsaka oGecniedeHus yCIOBUMA JOCTYITHOCTH JJIst
MHBAJIUI0B OOBEKTOB U MPEIOCTABIISIEMBIX YCIYT B chepe oOpa3oBaHMs, a TAaK)KE OKAa3aHUS UM TPH
9TOM  HeoOXxonumol  noMomm», «MeToauYecKUMH  pPEeKOMEHJAIMsIMU 110  OpraHu3aluu
00pazoBaTeIbHOro Iporecca i 00ydeHUs UHBATUIOB U JIUI] C OTPAHUYEHHBIMH BO3MOXKHOCTSIMH
3J10pOBbsl B 00pa30BaTEIbHBIX OPraHU3ALMIX BBICHIETO 0Opa30BaHUs, B TOM YHCJIE OCHAIEHHOCTH
00pazoBaTeIbHOrO MpOIeccay, YTBEP)KICHHBIMA MUHHUCTEpCTBOM 00pa3zoBaHus UM Hayku PD ot
08.04.2014r. Ne AK-44/058H, «I[lonoxenneM 00 opraHuzanuu 0Oy4YEHHUS] aCIUPAHTOB — MHBAJIHJIOB
U JIMI C OTPAaHMYCHHBIMHA BO3MOXKHOCTSIMH 3JI0POBbSI», YTBEP:KIECHHBIM IPUKA30M peKTopa OoT 6
Hosiopst 2015 roma Ne 60/0, «llomokeHMeM O TIIEHTpEe WHKIIO3UBHOTO OOpa3oBaHUS U
ncuxonorunyeckort nomoum» AHO BO «Poccuiickuit HOBbI yHHBepcuTeT» oT 20 mas 2016 roma Ne
187/0.

[IpenocraBneHne cHenManibHbIX TEXHUYECKUX CPEICTB OOY4YEHHs KOJUIEKTMBHOTO U
VH/IMBUAYaAJIBHOTO TOJIB30BaHUsA, MOA00p U pa3paboTka y4eOHBIX MaTepHajoB JIJsl 0Oy4YaromuXCcs C
OIPaHMYEHHBIMH BO3MOXHOCTSMHU 370POBbsl IPOMU3BOAMUTCS IPENOAABATENSIMU C Y4YETOM HX
WHIUBUAYAIBHBIX MCUXO(PHU3HOJIOTHYECKUX OCOOCHHOCTEW W cHeuu(ukd MpuemMa-repeaadu
y4aeOHOH nH(pOpMAIIHH.

C oOyuaroummMucs 1Mo UHIAMBUAYATLHOMY IJIaHY U MHIUBHIyaTbHOMY I'pauKy IPOBOIATCS
WH/IMBUAYaJIbHBIE 3aHITUS U KOHCYJIBTALUH.



[Ipunoxenne 1. TeKCTHI K 3a4ETY U SIK3aMEHY

Tekcr 1 k 3auery:

Nowadays, the theory and practice of corporate risk management are not
adaptive enough to a dynamic market. Thus, the global nature of the information
changes in the global economy is of particular interest. Taking into account the
development of information technologies, these days, continuous corporate
improvement is a must. Theoretical foundations of the company's information
resources management in a turbulent environment demonstrate immaturity in many
ways. It is mainly driven by the absence of systematic research on the application of
the managing of information within corporate risk management. Companies require
not only the principles of establishing but also specific actions applicable to various
markets and types of companies to improve the effectiveness of the information
resources and corporate risk management. The theoretical unification of corporate
strategies based on these actions leads to managerial interaction with information
resources, information products, the information field, etc. However, in today's
theoretical context, there is no single position on the functional boundaries and
universal definitions of the objects mentioned above.

The recognition of information as a resource is a topic of scientific debates in
the economic literature. According to Connell (1981), information is not a resource;
its value is subjective and does not depend on external factors. In contrast to this
view, Gupta, Tan, Ee & Phang (2018) concluded that information should be treated as
a resource that must be managed: it has value, cost and properties that can be
managed to improve its quality.

The second topic of scientific debates is the scope of information when
classifying it as information resources. Bowen (2009) and Berestova (2016) reduce
the nature of information resources to the concept of documents. The documentary
approach is based on the fact that information becomes a resource only when it is
materialized and circulates in the information space independently of its primary
source. Therefore, the transfer of intangible information requires a tangible medium.
We agree with the authors that a document is an important information resource. At
the same time, documents can be material and digital. However, we believe that this
approach limits the understanding of information resources, since it narrows the
sources of information. The researchers Gurdev (2013) and Ganaie & Rather (2015)
propose a broader approach to the interpretation of “information resources”. The
concept includes all forms information (documented and undocumented information).
In fact, information resources are extremely diverse. Therefore, a generalized
approach allows consideration of a wide range of tangible mediums (video content,
oral expert advice, etc.) as a source of information.
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The lack of local research makes it challenging to see the big picture of what is
really happening in the development of management accounting across countries.
Accordingly, it is difficult to reconcile local developments given the tactics that have
been suggested by various reports on best practices, which are produced by
professional bodies, such as The Chartered Institute of Management Accountants, The
Association of Chartered Certified Accountants, Institute of Management
Accountants and alike.

It is suggested that the extent of discussion of the evolutionary and contingent
nature of management accounting in various publications could be much broader
(Hopwood, 1977) and that conducting regional studies contributes to the
understanding of related processes (Shields, 1998). Russia presents a particularly
interesting geographical scope for studies of the development of management
accounting because it sets the tone in the post-Soviet region due to the relative power
of its economy and supporting infrastructure (e.g. education, consulting industry etc.)
in comparison to other countries of the former Soviet block. Thus, Russia is a prime
starting point for understanding both Russian and the wider dynamics of the region.

Management accounting in Russia is still an emerging concept (Lebedev,
2014), which has come a long way from its widely held understanding somewhat
equivalent to “shadow accountancy” in the 90s to “management reporting systems” or
vague assumption of the process of “identification, measurement, collection, analysis,
preparation, interpretation, transmission and reception of information necessary for
the management of the organization to carry out its functions” (Sheremet, 2002). It
follows its own specific way. On one hand, Russia is adopting western-style business
practices, commercial, legal and accounting systems, as well as approaches to
management and strategy, and formal management accounting controls. However,
while western-based control practices are being integrated into routines of Russian
firms, the application of contemporary practices continues to be limited by many
firms. On the other hand, many Russian business practices run counter to
internationally accepted ways of doing business. Often these business practices rely
on informal relationships and act in the environment of excess, favoritism, non-
transparency, and abuses of power (Chenhall, Kallunki, & Silvola, 2011). This leads
to distortion of tools and practices and their departure from what they were initially
intended to serve for; often with an opportunistic and voluntaristic redefinition of
many generally accepted concepts and approaches.

The article seeks to answer the research question: “How did the management
accounting concept evolve and develop in Russia during the post-Soviet era?” This
research focuses on the contextual change and related management challenges that
cause a transformation of the management accounting agenda and tools in use.
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Nowadays the effective functioning of the quality management system (QMS)
of an enterprise should include ensuring the quality of its process management as
well. In accordance with the new version of ISO 9000:2015 enterprises that have
implemented and developed their QMS should define, evaluate and improve the
processes necessary for its effective operating, in particular personnel processes. At
the same time, human resources are given special significance compared to the rest of
the enterprise’s resources.

The availability of a large range of tools and technologies to design correct
QMS personnel processes demonstrates the continuing interest of researchers and
experts to this issue. However, the majority of enterprises having implemented QMS
have not received the expected results, including in improving product quality. This
fact is explained, in particular, by the formal approach to human resources that do not
take into account their specificity, and by insufficient development of personnel
processes, which does not allow to control them effectively. In this regard, there is a
need to rethink the methodological approaches to human resource management in the
enterprise’s QMS.

Analysis of scientific references in this subject area has allowed us to come to
the conclusion that, personnel processes are characterized by the following, in
particular:

- the absence in the scientific community of an unambiguous understanding of
human resources nature (the personnel is considered as a resource, valuable asset,
product), which complicates the work on structuring and describing personnel
processes;

- the substitution of the essence of the process with a functional approach to the
development and management of personnel activities, which leads to ambiguity in
determining the object, level, results, etc. of this management activity;

- limited practical use of tools to justify the optimal structure of personnel
processes, balancing the significance of the processes in the management structure
and the costs of their implementation;

- development of personnel risk management mainly in the context of
eliminating threats resulted from personnel activities, which does not allow the
organization to make maximum use of opportunities created by human resources;

- the lack of models to manage personnel risk and opportunities, which reduces
the reliability of the research results;

- describing indicators of results and efficiency of personnel processes through
the formal characteristics of human resources and the lack of their relationship with
the quality of labor and products.

According to the analysis of publications, the improvement of personnel
processes in the QMS is relevant, as it allows to reduce the level of uncertainty in
personnel management, to improve the quality of work and employee satisfaction.
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The management of complex organizational systems to which construction
companies can be attributed is based on the application of principles and methods for
achieving goals that presuppose the co -operation of executive activity based on the
realization of managerial functions. To achieve the goals of management, it is also
necessary to develop general patterns of implementation of management activities that
contribute to the formation of sustainable decision-making schemes.

The development of a management system in accordance with the requirements
of the international standard 1SO 9001: 2015 series focused on the production of
quality products that meets the requirements of consumers is the key to the
competitiveness of the enterprise.

There are three most common management approaches: process, system and
situational.

In the process approach, management functions are considered not as
autonomous, but as organically interrelated and forming in their totality a single
management process. At the same time, the management process is considered as a
chronologically ordered and cyclically organized system of management functions.
Management functions can be grouped into four main categories: planning,
organization. motivation and control. Consequently, the main condition for successful
management is not only the efficiency of managerial functions, but also their correct
co-organization in a single process.

The system approach assumes the perception of an organization as a single
integral structure consisting of interconnected parts that include qualitatively
heterogeneous components (equipment, technology and people). At the same time, it
IS necessary to take into account that any, even private, managerial influence on any
component of the system directly or indirectly affects the achievement of
management objectives. Any organization as a system has its own internal laws that
must be considered when making management decisions. The system approach forms
a new understanding of the organization as a socio- technical system, the management
of which should be based on making management decisions based on a
comprehensive assessment of the dependency of the system components.

The situational approach also develops one of the main theses of the system
approach, supplementing it with the statement that any organization is an open system
that is in constant interaction with the external environment (informational, energy,
material). Consequently, the main reasons for internal laws should be sought in the
external situation in which it actually functions. Under the situation understand the
specific system of circumstances and conditions that most strongly affect the
organization at a given time.

For the most successful achievement of the objectives of the organization in a
variety of life situations, the manager needs a synthesis of heterogeneous knowledge,
as well as the ability to choose the best methods and methods of management.
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According to the author’s opinion, the hypotheses, put forward in this paper,
permit to have a new look on the model of management from the point of view of
theory and it practical implementation within the organization. The solution of these
issues facilitates the acceptance of the management science. The main goal, set by the
author of the research, is to provide prerequisites for systematizing and generalizing
his works in the field of the perspective management hypotheses. Considering the
rapidly changing economic situation, the author tries to evaluate the influence of the
contemporary management theories on the possibilities of the developing
management science and to reveal the positive qualitative changes in the area of new
management products.

The offered methods of generating the ideas via the peculiar ways of mental
activity, elaborated by the author, give possibility to synthesize ideas and to make
suppositions.

Modality of managing the generation of the resultant ideas via
multidimensional organization structures is based on perfection of mental activity in
terms of obtaining the obvious results. The required obviousness is admitted by the
fact of transforming the generated idea into the final product. The point is that the
efficiency of ideas implementation at the strategic level in management is 2-10%. It
happens due to the bulkiness, inconvenience and complexity of management systems.
For instance, the 10-step successive chain of costs management requires the millions
of combinations. Insignificant improvement in one part leads to substantial loss.
Moreover, the field of management does not provide the unified concept of unified
subject.

The author proposes the issue of studying the procedures of efficient ideas
generation. There is also an attempt to systematize an experience accumulated in the
area of efficient organization of mental activity. Life experience becomes the basis for
the formation of advanced thinking, allowing responding with proactive actions and
determining the missing steps in the chain, rather than focusing on handling with a
large number of operations. In fact, it allows creating a new reality and the ability to
generate and implement new ideas. Then it is necessary to appeal to the laws of
epistemology, dealing with decoding the conditions of transforming the living matter,
consisting of ordinary atoms and molecules, in matter minded. As a result, the
accumulated experience is analyzed from a theoretical point of view, and the
preconditions for the development of procedure of comprehension, synthesis and
creation are formed on this basis.

The approach, offered by the author, is strictly applied, since it allows not only
finding the reserves of increasing the personal controllability, but also generating
unexpected solutions in the process of brainstorming, negotiations, in the situations of
searching the hidden benefits, etc. These factors provide opportunity to create
innovative products taking into account the justified needs.
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This study analyzes human resource management in commercial banks in
Jordan. Commercial banks provide financial services to the general public and
business, ensuring economic and social stability and sustainable growth of the
economy; however, commercial banks are not restricted to native banking services.
The commercial banking system has gone through several transformations in the last
several decades. There have been dramatic regulatory changes, considerable advances
in information and banking technologies, the extensive dominance and acceptance of
the market economy by less open economies, and the increase and integration of
global financial markets and markets and institutions have created new opportunities
and challenges for commercial banking institutions. While these transformations have
provided an expanded opportunity set for banks, they have intensified the competitive
pressure in the global banking arena as well.

Commercial banks in Jordan contribute to enhancing the formation of capital
and investment and play a significant role in influencing the economy. The
commercial banks in Jordan play a decisive role in the growth and development of the
country. They are the pillar of economic activity as well as key providers to the
national economy as they play a leading role in improving economic growth in the
country. Low-interest rates will encourage investment and jointly commercial banks
contribute to the implementation of the financial policy that is controlled by the
Central Bank of Jordan (CBJ). By increasing the quantity of cash in circulation
through the supply of credit or by reducing interest rates, commercial banks directly
Impact economic development.

Commercial banks suffer from several challenges that threaten their capabilities
and competitiveness, particularly since the beginning of the monetary crisis that the
worldwide economy was exposed to. This has negatively impacted several
commercial banks in terms of their monetary performance such as weak portfolio,
poor investment, low liquidity, among others. The poor performance of the inner and
external operations of these banks in terms of meeting the wants of consumers The
commercial banks have not been able to avoid risks and protect investments from the
customers and shareholders. Further, operational, credit, and liquidity risks suggested
having an impact on bank performance in Jordan.

Therefore, commercial banks have rethought the way they are doing business.
The foremost need for commercial banks is to predict changes and confront these
challenges, develop its internal settings, and adapt to the external settings. Therefore,
there is an increasing need for human resources who have distinct capabilities and
high skills that competitors are unable to imitate. Human resource management
(HRM) has emerged mainly in recognition of the fact that human resources need to be
managed strategically for the firm to enjoy a sustainable competitive advantage over
the competition.
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High-involvement work processes (HIWPs) foster high levels of autonomy in
employees’ individual jobs and/or high levels of their involvement in decision-
making about how their work team or work unit is organised. They are widely seen as
offering benefits to three sets of stakeholders: to organisations in terms of fostering
such outcomes as quality and innovation, to employees in terms of greater self-
determination and more fulfilling work, and to societies through greater deployment
and development of human capabilities. However, the high-involvement model is far
from widespread, and it would be a mistake to imagine that we can stimulate more of
it by simply ‘turning up the volume’ on its virtues. The purpose of this article is
twofold: first, to highlight what we have learnt about the high-involvement model,
including the factors that affect its adoption, and second, to discuss the tensions that
challenge its genuine and sustained implementation in a firm. We begin by setting the
scene, emphasising key points about the meaning, evolution, intellectual underpinning
and research examination of the high-involvement model. This leads into a section
that discusses the contextual factors that enable and constrain its uptake. Our final
section recognises that a decision to adopt the model does not equate to a successful
implementation of it. It reviews what we know about the tensions that affect the
quality and sustainability of particular implementations, including how these are
evolving in our complex and unstable environment.

In terms of setting the scene, it helps to contrast the high-involvement model
with another commonplace term: that of ‘high-performance work systems’ (HPWSS).
Following MacDuffie (1995), writers using both terms have tended to underline the
value to organisations of constructing a reinforcing ‘bundle’ or system of practices to
achieve positive synergies in how work and people are managed. In Appelbaum et
al.’s  (2000) framework, this means aligning improvements in employee
empowerment, such as self-managing teams, with greater investments in employee
skills and motivational incentives. In the high-involvement literature, it makes sense
to talk of high-involvement work systems (HIWSs) when high-involvement work
processes are reinforced in these complementary ways.

However, definitional issues have dogged the notion of HPWSs from the outset
with writers regularly observing that ‘little consensus exists among researchers
regarding the specific practices to be included in the configuration of high-
performance human resource practices’. It would be wise to stop lamenting this and to
accept that the problem is inevitable because managers choose from a diverse set of
human resource (HR) policies and practices, along with other means at their disposal,
to shape performance across the different contexts they face. As researchers in
strategic human resource management (HRM), our first task is to identify which
models of HRM they use in which contexts and why. The notion of a high-
involvement model of managing work and people is one of these, which managers
adopt in some contexts or for some employees and not in other contexts or not for
other employees
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Our approach to this review was inspired by Sanders and De Cieri’s (2021)
review of 189 articles addressing the research field of international and comparative
HRM, published in Human Resource Management over 60 years, which identified
several trends. First, international and comparative HRM articles published in Human
Resource Management increased over the decades and empirical studies became the
dominant form in recent years. Second, they found growing diversity of the scholars
writing in the international and comparative HRM field, with an increasing number of
female (first) authors as well as more authors affiliated with non-US universities in
more recent years. Exploring the similarities and differences between the three
research streams, Sanders and De Cieri found that there are connections and
conversations between the three research streams, particularly with regard to shared
theoretical frameworks and the use of similar methodologies, particularly the use of
subjective measures. While their review provides an important building block for the
present review, it did not offer an Asia-Pacific perspective.

Looking within each of the research streams, we note that there have been
valuable contributions made by previous reviews of literature focused on the HRM in
MNEs research stream, and reviews of CHRM literature, although these have been
global in their scope rather than focused on the Asia-Pacific region. Much more
attention has been paid to the CHRM research stream within the Asia-Pacific region,
with several reviews that have ‘explored the question of whether the changes taking
place in Asian HRM were leading to a convergence towards what may be termed the
‘Western HRM’ model’. The consensus seems to be that while there is evidence of
convergence of HR practices across countries, there continues to be considerable
divergence of HRM practices.

In this review, we focus on the Asia-Pacific region, a context where changes
have created challenges and opportunities across all industries and for employers and
individuals. Our review offers an analysis and evaluation of the ways in which
international and comparative HRM has been studied and managed in the Asia-Pacific
region. While there have been reviews of the HRM field, reviews of I/CHRM
research, and reviews of issues such as leadership in the Asia-Pacific, to date we lack
a review of the international and comparative HRM research in the Asia-Pacific
region. We argue that such a review is important to build understanding of the cross-
national and comparative HRM issues that are specific to this region.

The following questions guide our review: 1) What are the characteristics of the
articles? 2) What topics have been studied? 3) Which theories have been applied in
this literature? 4) Where (in which countries) have empirical studies been conducted?
and 5) What methods have been used in empirical studies?
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Nowadays, Human Resource Management (HRM) - as the sophisticated
process of managing people belonging to entities in a structured, constant and
thorough manner, is fast becoming a key instrument in the 21st-century organizational
landscape, while Strategic Human Resource Management (SHRM) — as the complex
practice and sustainable process of attracting, developing, rewarding and retaining
employees for the benefit of individuals, companies and society, emphasizes the role
played by both human capital and intellectual capital as drivers for performance
management.

To begin with, human resources represent one of the entities’ main resources
having the powerful capacity to increase their value over time, unlike other
enterprises’ resources which may be used in some cases physically and in other cases
morally. Additionally, as organizations develop over time, it should be pointed out
that they have to deal with a number of essential activities and tasks strongly related
with HRM. Thus, among these particular activities and tasks can be mentioned the
following components: firstly, managers will need to create a complex organizational
plan capable to attract and to retain people possessing the exact skills the
organization’s need; secondly, the implementation of the plan will involve several
significant steps, among which can be stressed recruiting, selecting, integrating,
training, rewarding, and evaluating the employees’ performances in order to check on
a continuous basses wheatear the organizational objectives are achieved.

In the new global economy, the management of human resources takes into
consideration all the activities oriented towards ensuring, developing, motivating and
maintaining human resources within the organization focusing on the methods
needed, on the one hand, in order to achieve with maximum efficiency the entities’
objectives and, on the other hand, in order to satisfy the needs of the employees. A
primary concern for specialists these days is closely related with the organizations’
development and growth processes: in this context, entities worldwide have to deal
more and more with a larger and more complex number of essential aspects of HRM.
Likewise, another significant concern for specialists these days is closely related with
the organizations’ managerial processes and structures: in this context, managers
worldwide have to deal more and more with the challenges derived from the need to
thoroughly create and constantly adapt a plan capable to attract and retain people with
the precise skills needed by their organizations. Investigating the implementation of
the entities’ managerial plan as well as the entities’ activities considered components
of human resources management: (a) involves recruiting, selecting, integrating,
training, rewarding the organizations employees, and, in the same time (European
Commission, 2018b), (b) choosing the most appropriate benefits and permanently
evaluating the performances in order to check if the organizational objectives are
achieved.
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There is a substantial body of literature since the early 1980s on HRM. Our
definition of HRM is the following based on Boselie (2014): HRM involves
management decisions related to policies and practices that together shape the
employment relationship and are aimed at achieving certain goals. These goals
concern performance goals which have been defined and measured in multiple ways.
Using the Harvard model of HRM, Beer, Boselie, and Brewster (2015) bundle these
goals into a multidimensional performance construct. Performance is not only
regarded as organizational effectiveness (that reflects financial performance indicators
and productivity measures for instance), but also as creating employee well-being
(reflected in satisfied and healthy employees) and societal well-being (e.g. an
organization’s impact on society).

Delery and Doty (1996) make a distinction between three modes of strategic
HRM theorizing — universalistic (best practices), contingency and configurational —
highlighting the best practice versus best-fit proposition in HRM research. The best
practice approaches (universalistic) build on the notion of one-size-fits-all in HRM.
The best-fit approaches (contingency and configurational) are more sophisticated
emphasizing that the internal and external organizational context affects HRM
choices, HRM outcomes and the relationship between HRM and outcomes. The
complexity of public sector organizations, both internally and externally, requires a
best-fit approach in which context matters.

In a literature review of 104 empirical articles on the added value of HRM
Boselie, Dietz, and Boon (2005) focused on journal articles that used a ‘multiple
HRM-style practices’ operationalization of HRM. In contrast to for example
psychological approaches to employment relationships like OB in which the focus is
mainly on single HR practices such as recruitment, HRM is considered a bundle or
system of practices that shape the employment relationships in and around
organizations. A bundle or system of human resource practices draws on notions of
high-commitment HR systems, high-performance work systems and high-
involvement work systems existing of coherent and consistent sets of practices like
selective recruitment and selection, socialization, training and development,
performance appraisal and pay, employee autonomy, teamwork and job design
(Boxall and Purcell 2016; Luu 2018). Internal- or horizontal fit suggests that the
alignment of individual HR practices within a bundle or system strengthens
organizational performance. The HR system approaches are generally applied in
HRM research in private and public sector organizations. One of the most popular
theories in contemporary HRM research is the AMO theory.
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