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B cTarbe paccmaTpuBaloTcs npobriembi
B3anMOCBSI3U KOPIopaTUBHbIX

v MHONBUAYaJbHbIX Uenen

pa3BUTUSA, NOKa3bIBAE€TCS POJib
KopriopaTuBHoOV ob6pa3oBaTesibHOM
cpeabl 45151 [LOCTUXKEHNS NX
conmmxeHus. Ha npumepe OAO «P)XK/[»
npoaHan3npoBaHbl MEXAHU3MBbI,
UHCTPYMEHTbI U TEXHOJIOT UM,
cTumMynupyowme n obecneynsarmoLyme
POCT 3HaHWUI N KOMINeTeHUNA [J1s1
KJII04EeBOU B OCYLLEeCTBJIEHUN
npeobpa3oBaHWii N cTpaTern4eckoro
Pa3BUTUSA KOMINAaHUN KaTeropum
nepcoHasa — pykoBoAUTEJIeHN.

KnioyeBbie ¢/ioBa: HernpepbiBHOE
obpasoBaHuvie, KopriopaTnBHOEe
obpa3oBaHue, KOMIETEeHLNN, TEXHOI0MM
oby4yeHusi, obpa3oBatesibHasi cpeaa,
nHanBuayasibHoe pa3BuTHe.
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OBPASOBAHVE VI KAL

KopnopaTueHbie o6pa3oBaTesibHble
TE€XHOJIOrMU: CUHTE3 JINYHbIX
U KOpnopaTUBHbIX 3a4a4 pa3BuUTUS

3aiiyeea Aréna Bacuaveena — samecmumens
dupekmopa no ynpagaeHuro 3HaHUSMU U KOMMep4ecKol
pabome AHO «Kopnopamugnuiii ynugepcumem

OAO «PKID»».

YCJIOBUSIX COBPEMEHHON 3KOHOMUKU
3HAHUI pealn3alus TIaHOB Pa3BUTHUS
KOMITaHM 1 3aBUCUT HE TOJbKO OT UMEIO-
IMUXCSl B HAJTUUUU MaTepualbHBIX CPEJCTB,
(MHAHCOBOIO U MHTEIEKTYaJIbHOTO KanuTaia
[1], moTeHUMana TOCTYMHBIX IJI UCIOJIb30Ba-
HUS YeJIOBEYECKUX PECYPCOB, HO M OT CIOCO0-
HOCTM KOMIIaHUU CaMOpa3BUBAThCs, CTABUTD
U peliaTh HOBbIE CTpaTernyeckue 3aauu, aaarn-
TUPYSICh K PHIHOYHOW KOHKYPEHIIMU, HOBBIM
TeXHOJOTUsIM. M B 3TOM MuiaHe BaxkKHeMIIei
OCHOBOI1 J/Is CAMOPa3BUTUSI SIBJISIETCS CO3IAHUE
CHCTEMHOI CBSI3M lieJeil KOMMaHUU KaK opra-
HU3ALIMU U LIeJieii paOOTHUKOB KaK MHAMBUIOB,
B MEPBYIO OYepelib, B KOHTEKCTE MPETBOPEHUS
B XU3Hb 337124 JOJTOCPOYHOTO IJIaHa.
HauGonee 3HauMM 3/1€Ch OMBIT MpaKTUYE-
CKOI peanusaluu 3asiBJIEHHOTO MoJXoaa, Mo-
CKOJIbKY B TEOPETMYECKOM TJIaHe MO3UIIUU UC-
cienoBaTesieil U MPakKTUKOB OTHOCUTENIbHO 1ie-
Jieil TTIOCTPOEHUST CUCTEMBI YITpaBJIeHUsT 3HAHU -
SIMM He pacxonasTcst [cM., Hamp., 2—8]. B OAO
«PXK/l» Takoii moaxon mnocjaenoBaTebHO BHE-
IpsIEeTCS ¢ MOMEHTa CO3MaHUsI KOMIAaHUKU
B 2003 romy, peanusaiius ero rnpoluia psii 3Ta-
MOB, HAKOTUJIEH MO3UTUBHBIM OMBIT U — TJaB-
HO€ — MOSIBUJIMCH CBOM, HapaOOTaHHbBIE MO
YCJIOBUSI PHIHOUHOM KOPIOPATUBHOM JesITeNb-
HOCTH MEXaHU3Mbl U TEXHOJIOTUM.
Heob6xoauMo oroBoputh, uto B ciiyyae OAO
«P2K[I» mpucyTcTBYeT cBOsI Ga3oBasi, Onpeaesisi-
jo111asi TEHJAEHLIUM Pa3BUTUSI CUCTEMbI YIIpaBJie-



HUs 3HAHUSIMU crielnduka, copMupoBaHbI
a/ieKBaTHbIE COBPEMEHHOMY IMOAXOAY CHCTEMa
HemnpepbIBHOTO 00pa3oBaHUs U 0Opa3oBaTe/b-
Hasi cpena [3].

Oo6pazoBartesbHas THOPACTPYKTypa MOCTPO-
€Ha Ha COYeTaHUM KOPIOPATUBHBIX 2JIEMEHTOB
(KopriopaTuBHbBI1 YHUBEPCUTET, CETh LIEHTPOB
npodeccroHaTbHBIX KBATU(hUKALIUI, TEXHUYE-
cKas yyeba B CTPYKTYPHBIX MOApa3aeaeHUsIX)
1 5JIEMEHTOB MapTHEPCKOI ceTH (00pa3oBaTesib-
Hble OpraHM3alMU XeJe3HOMOPOKHOIO TpaH-
criopta). [1pu 3TOM Bce 3BeHbsI CUCTEMbI Pabo-
TaIOT B paMKax eIMHOI CUCTEMbI HEMTPEPLIBHOTO
npodeccroHaIbHOTO 00pa3oBaHus (OT MOJIyye-
HUs Tpodeccuu, cpeiHero MpodeccuoHalTbHO-
IO WM BBICIIEro 00pa30BaHUs 0 MOBbIIIEHUS
KBaTM(UKALIMY UK 00YUeHHsT KOPITOPATUBHBIM
KOMITeTeHIIMSIM). BaxkHelmuM CBS3YIOIIUM
3BEHOM 7151 (HOPMUPOBAHUS €AMHOI KOpropa-
TUBHOI 00pa3oBaTeJbHON Cpeabl, U B ITOM
MPOCJIEKUBAETCS 2JIeMEHT MHHOBALIMOHHOCTH,
SIBJISIETCSI KOMILUIEKCHBIN, CUCTEMHBIN MOAXOM
K Pa3BUTHIO Y BCEX KaTeropuii mepcoHaua Kop-
MOPaTUBHBIX KOMIIETCHIIUI [cM., Hamp., 10].
KoHeuHo, OHY 1eKOMIO3MPOBaHbI B COOTBETCT-
BUHM C YPOBHSIMM IOJDKHOCTEH M TaK Xe, Kak
U npodeccuoHaIbHbIE KOMITETEHIUM, (HOPMU-
PYIOTCSI B COOTBETCTBUU C MpoduieM AesiTesb-
HOCTH, HO B paMKax eIMHOI MaTpHUIlIbl KOPITO-
PaTUBHBIX KOMMETEHIIUI 1 001Iero mis Bcei
KOMMaHUM MexaHu3Ma KBaJIuMUKaIIMOHHBIX
TpeboBaHUii K nepcoHaiy. To ecTh CylIeCTBEH-
HBIM 2JIEMEHTOM CUCTEeMbI YITpaBJIeHUS 3HAHU -
SIMU CTAHOBUTCS CUCTEMa YIIpaBJIeHUsI PAa3BUTH -
eM IepcoHaja [Hamp., 4, 10, 12].

B 27011 CBsI31 BEIWIECHSITH 00yYeHME ITpodec-
CHUOHAJbHBIM U KOPITOPATUBHBIM KOMITETEHIIM -
sIM, O3HEC-00pa30BaHMeE WU BLIACSITh OTACb-
HbI€ KATeropuu MepcoHaa B LesIX JeMOHCTpa-
LI UCTTIOIb3YeMbIX TEXHOJOTU I U MEXaHU3MOB
yIpaBieHUs 3HAHUSIMU ObLIO ObI, C OJHOM
CTOPOHBI, HeKOPPeKTHO. C Ipyroii e CTOPOHBHI,
B KOHTEKCTe 00pa3oBaTeIbHBIX TEXHOJIOTUI,
HalleJIeHHBIX Ha obecrieueHrne caMOpa3BUTHS
KOMIIaHMM, HanboJiee XapaKTepHbIM MEXaHU3-
MOM SIBJISIETCS] CHHXPOHU3ALIUS LIeJIeii ee pa3Bu-
THS U 33124 pa3BUTUS €€ PyKOBOIUTENEl, KOTO-
pbI€ OTNPENesIOT BEKTOP NaTbHEHIITNX U3MEHE-
HUH, peau3yloT uX yepe3 pyKOBOACTBO OU3HEC-
npolieccamMmu, TPaHCIUPYIOT CBOE TTOHUMaHUe
1ejgeil pa3BUTUSL PAaOOTHUKAM MOAYMHEHHBIX
CTPYKTYPHBIX TTOApA3AeICHUIA.

TlepBuuHoOe ycioBue masg hOpMUPOBAHUS
00111er0 MOHUMaHUSI PYKOBOIUTEIAMU Lieei
U 3a/1a4 pa3BUTHUsI KOMITAaHUU — (hOPMUPOBAHUE
CBOETO POJia KOPIIOPATUBHOM MapaauTMbl U CITy-
Kaiei ee GopMHUpPOBaHUIO 00pa3oBaTeNbHOM
maatdopMbl. BropuuHoe ycioBre — TOMUHUPO-
BaHWE caMOpa3BUBAIONICIICS yIpaBIeHYeCKOM
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cpelibl, MOCKOJBKY OT PYKOBOJIMTEISI TpeOyeTcs
MOCTOSIHHOE Pa3BUTHE KOMMETEHIIUMI, KaK MU-
HUMYM aJieKBaTHOE, a ONITUMATbHO — OTepexa-
folllee YpOBEeHb pa3BUTUS KOMITAaHMM. 3amaya
KoprnopatusHoro yHuBepcureTa, eciu hopmy-
JIMPOBATh ee HehopMaTbHO, KaK pa3 3a1aTh TEMIT
caMOpa3BUTHUSI (KOHEYHO, TIOCTIEe OLIEHKU MOTEeH-
1Maja ero BO3MOXHOCTEl). DTO MPOUCXOIUT
yepe3 obyueHue B ¢popmax, MaKCUMalbHO
MPUOJMXKEHHBIX K pealbHOMY MPOLIECCy Me-
HeIkMeHTa (Kelchl, reitmudukanus [11], ko-
MaHI000pa3oBaHue, MPOEKTHO-0(ucHas pado-
Ta). Ho Takue MHCTpYMEHTHI, B KOHEUHOM CUeTe,
HampaBJeHbl UMEHHO Ha (popMUpoOBaHUE COO-
CTBEHHOT'0 BEKTOPa JIMYHOCTHOTO 1 KAPbEPHOTO
pocTta pykoBoauTess. B aTom kitodye oaHo
13 00513aTeIbHBIX TEXHOJIOTUIT MHAWBUIYAIbHO-
ro ody4yeHust B KoprnopaTMBHOM YHUBEPCUTETE
SIBJISIETCSI COCTaBJICHUE U pealn3alusi UHAUBU -
nyanbHoro 1iaHa passutus (UITP). Tlpuuem
KOMITaHUS MOJYyYaeT BO3MOXHOCTb, C OJHOM
CTOPOHBI, OLIEHUTD YMPaBIeHYECKUI1 TOTEHIIU-
aJl ¥ CMPOTHO3UPOBATh MEPCIEKTUBBI TOTO WK
MHOTO PYKOBOIUTEJIA, a C APYroi — IIOMOYb UM
BBIICJUTH MPUOPUTETHI U PACCTABUTDH AKIIEHThI
Mpy 00yYeHUU B COOTBETCTBUU CO CTpaTernye-
CKMMH LIeJISIMU OpraHU3aluM.

WIIP (1moka Mbl TOBOPUM O TPAAULIMOHHOM,
«OyMaxkHOM» (hopMaTe) — TOKYMEHT, B KOTOPOM
11eJIM MHAMBUAYAJbHOTO Pa3BUTHUS CBSI3aHbI
C KJIIOYEBBIMU KOPTIOPATUBHBIMU KOMIIETEHITU -
sIMW U Ha3BaHbl OXKUJaeMble ACCTBUS, ydacThe
B MEPOIPUATUSIX, TTOMOTAIOIINX AJOCTUYbL 000-
3HauyeHHbIe Lean. Peanuzanus UITP npexycma-
TpMBaeT HEeCKoJIbKO 3TarnoB [12]. Ha nepsoM
aTare pyKoBOAUTEIb HA OCHOBE COCTaBIEHHOTO
IIJIS1 HErO OTYETa IO pe3yJbTaTaM OLEHKHU MMe-
OLLIETOCs Y HETO YPOBHSI Pa3BUTUSI KOPIIOPATUB-
HBIX KOMITETEHIIMI COCTaBJIsIeT COOCTBEHHbII
IJIaH CPOKOM Ha TOJITOpa rofa ¢ BblAeJeHUEM
IIBYX KOMIETEeHIUi, MoAIexalinux nepBooye-
peaHoMy ycuiieHuto. [Ipy 2ToM MojJ Kaxaylo
U3 HUX (POPMYIUPYIOTCS KOHKPETHbBIE, U3MEPSI-
eMble 1IeJu.

Crenyomuii oTan — COCTaBJIeHUE OMNTH-
MaJIbHOM pa3BUBAIOILEH MPOrpaMMbl (TPEHUHTH,
CEMUHApbI, U3yYeHHE OIbITa KOJUIET U OpraHu-
3alluii, CTaXXUPOBKU, caMOOOyYeHUe U T.[.)
¢ onpeneneHueM cpokoB u gat. UITP cornaco-
BBIBAETCS CO CMELUATUCTOM MO UHAMBUAYAb-
HOMY Pa3BUTUIO, KOTOPBII KOPPEKTUPYET €ro,
oneHuBas 3hGEKTUBHOCTD MIAHUPYEMbIX Jeii-
cTBUil. HakoHel, MHAMBUAYAJIbHbBIN MJaH yT-
BepXKIAeTCsl HEMOCPEACTBEHHBIM PYKOBOIUTE-
JieM. JlanbHelumii aTan — coOCTBEHHO peaiu-
zauus UITP.

IMocnenytolee coBepilieHCTBOBAHUE TEXHO-
soruii UTTP cBsizaHO € HEOOXOIMMOCTBIO 00ecC-
MeYeHUs] HeMPEPbIBHOCTU MPolecca MOHUTO-
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pMHTa, aganTalyu, KOPPeKTUPOBKM IJIaHa.
W KopnopaTuBHbIN yHUBEPCUTET, U CAM PYKO-
BOJUTENb, pPeaJn3yIolMi MporpaMMy CBOETro
pa3BUTHUS, HYXIAIOTCS B MTOCTOSIHHOM ABYCTO-
poHHelt obpaTHoli cBs3u. KpoMe Bompocos
TEKYIIEro KOHTPOJISI 32 XOJOM BBITTOJTHEHMUS
3aj7a4 U MepOMNpUsITUii co ctopoHbl Kopmopa-
TUBHOTO YHUBEPCUTETA U MOJTYYEHUsT KOHCYJIb-
TallMii CO CTOPOHBI PYKOBOIUTENS OO0LIei
npobjeMoil cTag BbIOOP MHAMBUAYAIbHBIX
MpPOrpaMM, 4YTO SIBJISIETCS KJIIOUEBBIM 2JIE€MEH -
TOM TIpollecca.

Jlornyeckum 1marom B 3TOM HanpaBieHUU
CTajgo co3naHue ABTOMATU3UMPOBAHHON cUC-
TeMbl yIpaBJieHUsI MHAWBUAYaIbHBIM Pa3Bu-
tueM pykooauteis (ACY UPP) B cetu UH-
TpaHeT Ha BHYTPEHHEM IopTajie XOJAWHTa
(ACY OJWT) Ha y3ne KoprnopaTuBHoro
yHUBepcuTeTa. B pedyabTaTe Obla co3gaHa
WHTepaKTUBHAas TJI0IIaAKa, KOTopas MO3BO-
JIWJIa caeaTh BeCh MPOIecC Pa3BUTUST PYKO-
BoauTeist 6osiee 3DhHEeKTUBHBIM. YCIOBUS 1151
9TOr0 B KOMIIAaHUU UMEJIUCh: 10Tyl K MHTpa-
HEeTy MMeeT OOJILIIUHCTBO PYKOBOIUTEEH,
MpUYeM ero CKOpOCTb U MPOTYCKHas CIoco0-
HOCTb MO3BOJISIIOT OPTaHMW30BaTh AUCTAHIIM-
OHHOe oOyueHue. EcTb U rapaHTUH caMOCTO-
SITeJIBHOCTU PabOThI: BXOJ B CUCTEMY BO3MO-
JKEH TOJIbKO ¢ paboyero Mecta ciyiaress.

ITo cytu, chopmupoBacs aHaIOT pexxruMa
«ogHOoro okHa». B Hauasne o6yyeHus: B Kopmo-
pPaTMBHOM YHUBEPCUTETE CAyLIaTe b MOJyJYaeT
JIOCTYII B CBOI «JIMUHBIN KaOUHET», YHUKaJIb-
HbI€ JIOTUH, TIapoJib. 37eCh OH MOXET 3aIpo-
CUTb y CHellMaJucTa Mo OlLEHKe JaHHbIe
MO CBOMM IOKa3aTeJsiM YPOBHS pa3BUTHUS
KOPIOpaTUBHBIX KOMIETEHIIMI (1aHHbIE OTO-
OpaxaroTcss Ha MOHUTOPE WU (hOPMUPYIOTCS
B BUJE MUCbMa, HAMPaBJISIEMOTO B MOYTY CIY-
1aTes).

3HauYUTENbHO CUCTEMATU3MPOBAH MPOIECC
coctaienus WUITP, moctaHoBKM 3a1ay U UX
peanu3aluu.

Taxk, u3 Katajora pa3BuBaloIIMX IeWCTBUI
PYKOBOJUTENb MOXET BbIOpATh T€, KOTOPbIE,
MO ero MHEHMIO, SIBJISIIOTCS HauboJsiee ONTH-
MaJIbHBIMM [IJI51 JOCTMKEHUSI OMHOM U3 ITOCTaB-
JIeHHBIX 1eneil. Hampumep, B pamkax 6j0Ka
«CaMOpa3BUTUE» MOXHO N100aBUTh KHUTH JJIST
u3ydeHus (co3naHa yHUKalbHasl 3J1eKTPOHHAs
OubIMOTEKa OM3HEC-TUTEpaTypPhl, B KOTOPOU
cobpano nopsiaka 400 uzgaHuii).

B 6inoke «TpeHUHIM U ceMMHapbl» AJs
JKeJaluxX MpeaycMOTPEeHO MPOXOXIeHHUe
JNUCTaHLIMOHHBIX KYpCOB IO BHIOPAHHBIM KOM-
MeTeHIUIM (7151 pa3BUTHS BCEX KOPITOPATUB-
HBIX KOMIMETeHIIMii pa3paboTaHo 44 UHTepaK-
TUBHBIX Kypca — OT IBYX /10 YETBIPEX IO Ka-
KON KOMITETeHIINH).

® MUP TPAHCIOPTA, Tom

B 6n10ke «Pa3zButue Ha paboueM MecTe»
clyliateab YHUBEpPCUTETa pa3pabdaTbiBaeT IJisl
cebsl cUCTeMaTU3UPOBAaHHBIN KOMIIEKC Mep,
HarmpuMep, MOXKHO pa3feuTh BCE COBEILIAHMS,
B KOTOPBIX MPUXOIUTCSI MPUHUMATD yUyacTHe,
Ha TUIIBI U OMPENeSUTb A KaXXI0TO U3 HUX
LIeJIM U ONITUMaJIbHYIO0 (hOPMY MPOBENEHUSI.

B 61oke «OOpaTHas CBsI3b» CIaylLIaTeNb,
K IPUMEDPY, OTNpeAeIsIeT, Kak YaCTO HEOOXOAM -
MO ToJTy4aTh UHGOPMALIUIO OT MOAYMHEHHBIX
M KOJIJIET O TOM, HAaCKOJIbKO OH 3(D(HeKTUBHO
OpraHu3yeT U periaMeHTUpyeT paboTy, KOTO-
pasi HampsIMYIO KacaeTcsl UX pelieHui.

B pamkax paspuBatoliero aeiicteus «O6-
YJ4€HME Ha OMBITC APYTUX» PYKOBOIUTEIb
onpeesieT KPYr JIUIL, Y KOTOPbIX OH XOTeJ Obl
MepeHsTh ONpeaeaEHHbIE HABBIKM U YMEHMSI.
Hanpumep, onbIT pyKOBOAUTENSI CMEXHOTO
noapasiesieHus 1Mo MO3UTUBHOMY BO3IEMCT-
BUIO Ha APYTUX JIIOAEH IPU NPOBEJEHUU COBE-
WaHui U BugeokodepeHnit. i MeTombl
U MPUEMBI, KOTOPbIE TPUMEHSIJIM B CBOUX
BBICTYIIJIEHUSIX JIy4YIII€ CITMKEPbI UJIU BBICTY-
naroie Ha MEPOTIPUSITUSIX.

3HAUYUTENBHO YIPOIIEH MOPSII0K COTIacCO-
Banus UIIP. [1naH oTnpaBisieTcs: Ha corjiaco-
BaHMe HaxkaTHeM JIMIIb OJHOM KHonKU. Crie-
LIAAJUCT MO MHIAMBUAYAJIbHOMY Pa3BUTUIO
CMOXET UHTEPAKTUBHO €TI0 MPOBEPUTH, BbI-
cKa3aTh CBOM 3aMeYaHMs U MPeITOXEeHHUSI.

BHenpeHue aBTOMaTU3MPOBAHHOM CUCTE-
MBI YXe Ha 2Tare MIaHUPOBAHMS U COTIAco-
Banust TP nokazano cBot 3¢hGHeKTUBHOCTD.
B 1iesiom mporecc MOCTaHOBKU 1iejieil pa3Bu-
TUS, BIOOpa pa3BUBAIOIIUX AEWCTBUI U CO-
rJ1acoBaHus TJIaHa CTaJl TOpa3ao pallMoOHa b-
Hee. Ero cpok cokpartuiics ¢ mojyrojaa a0 of-
HOro-JIBYX MecsleB. DTo TeM Ooiiee 3 dek-
TUBHO B YCJOBHUSIX MHTEHCUBHOM 3arpy3ku
PYKOBOAUTENEI Ha pabouMX MECTax U peaibHO
ofbJieryaet mpoiecc ooyuyeHusl.

TTocne Toro Kax rjiaH corjlacoBaH U yTBep-
KINEH, BCEe MaHHbIE W3 HEro aBTOMATHUYECKU
MEePeHOCSTCS B MHTEPAKTUBHBIN MepCOHab-
HBII KaseHaapb. OH moMoraeT KOHTPOJIUPO-
BaTh CPOKU MCIIOJHEHMS Pa3BUBAIOLINX eii-
CTBUMII, OMoOBeIaeT O TOM, KOTIa HYXHO
MPOMTU KypC MJIM OCYLIECTBUTH 3aIlJIaHUPO-
BaHHOE MEPOTIPHUSITHE MO PAa3BUTUIO HA pabo-
yeMm MecTe. Crona e pyKOBOAUTENb MOXET
3aHECTHU TOCTUTHYTbIE Pe3yJbTaThl.

3HAYUTEIBbHO 00JIerY€H JOCTYN K HE0OX0-
IUMOTt 17151 pa3BuTusl nHopmauuu. MHTepe-
cylolIMe Kypchl WJIM KHUTY MOXXHO HAWTU TTPU
rnepexolie Mo CChliKe, yKa3aHHOW B MHTEpaK-
TUBHOM KajieHnape. Hampumep, auteparypy
MOJYYUTh U U3YYUTh B «bubnnoreke», rue
MpeacTaBieHbl Bce TpeOyonmecs: 31eKTPOH-
Hble KHUTU. Pa3HOro poja MexceccuoHHas

24,C.226-232 (2015)
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MoaAepKKa, AOMAllHUE 3aJaHus TakKe WH-
TerpupoBaHbl B cuctemy. [IpenycmoTpeHa
BO3MOXXHOCTh CAMOKOHTPOJISI 3HAHUIi: B pas-
nene «[IpakTrueckue 3aiaHUsI» MOXHO, Ha-
npuMep, MPOMTU TECTUPOBAHUE.

Cy1iecTBEHHO BO3POCAM BO3MOXKHOCTHU
KOHTPOJISI CO CTOPOHBI KopropaTMBHOTO YHU -
BepCcUTETa 3a CYET BHEAPEHUS CIelUaTbHOM
CHCTEeMBbI, KOTOpas OTcjJexXuBaeT caM (hakT
MPOXOXAEHUS T€X UM UHBIX TPOTpamMM, a Tak-
K€ pe3yJabTaThl MpoIeJaHHONi PabOThI.

PazpabotaHa u anpoOrpoBaHa cucTema ap-
XUBAalUUX UHIUBUIYATbHBIX IJIAHOB Pa3BUTUS,
KOTOpasi MOMOTaeT yYUThIBaTh KOHEUHbIN pe-
3yJIBTAT pabOTHI CyIIaTe s, HAKArIMBaTh aHa-
JIUTUYeCKUe TaHHbIE B pa3pese MoapasaeaeHuit
OAO «PX]l», kaTeropuii 10JKHOCTEM, KauecT-
Ba BbinoaHeHus1 TP, HauMeHoBaHUS UCTIONb-
30BaHHbBIX MPOTPAMM U Pa3BUBAIOIIMX IEHCTBUIA.

ABTOMaTU3MPOBaHHAs cCUCTeMa MO3BOJIMIA
00ABUTH e11I€ OTHY BaxkKHYI0 (yHKIIMIO. Terepb
JNMCTaHIIMOHHBIE KYPChl PYKOBOJAWUTEIU MOTYT
MPOXOIUTD BHE MPOrpaMM 11eJIEBOTO O0YUYEeHUSI.
17151 9TOTO 1OCTATOYHO JIMIIb TOTTOJTHUTETbHOM
3asiBKM OT (PYHKIMOHAIbHBIX (puarano OAO
«PXK]1». O0yuuThCS MOXHO 6€3 OTphIBA OT MPO-
M3BOJCTBEHHOM JesITeTbHOCTH.

Cuctema 1 B IJ1aHe COOCTBEHHOTO pa3BUTHS
COOTBETCTBYET CBOUM BHEIIHUM LieasiM. OHa
He SIBJISIeTCSI KOHCePBAaTUMBHOI, TOCTOSIHHO UJET
pa3paboTKa HOBBIX (PYHKIIMOHATBHOCTEH. Yuu-
ThIBasi, YTO HE Y BCeX MonpasaeeHnii KoMmrma-
HUM, HampUMep €€ JOYEPHUX U 3aBUCUMBbIX
00111ecTB, ecTh 1ocTyn B MHTpaHeT, 3amylieH
aHayior ACY UPP u B rino6anbHoii cetu MHTep-
HeT. PazpaboTaHa BepcHsl CUCTEMBI [JIs1 MO-
OWJIbHBIX YCTPOMCTB. DTO CYIIECTBEHHO MOBbI-
maeT 9 GeKTUBHOCTh 00yUEHUS CiyllaTesei,
coznaeT uM 6osiee KOMMOPTHBIE YCIOBUS IS
paboThI, B TOM YMCJIe 3a CYET PAIllMOHAIBLHOIO
MCIOJIb30BaHUSI HEOOJBIIUX OTPE3KOB Bpe-
MEHHU.

BHenpeHue cucTemMbl yrpaBieHUs pa3Bu-
teM paboTHuKOoB OAO «PXK]I» B pamkax ne-
sgteabHoCcTM KopnopaTMBHOTO YHUBEPCUTETA
MO3BOJMJIO MPUCTYNUTH K PEIIeHUI0 psiaa
CHUCTEMHBIX 3a/1a4: 00eCeYnTh eNIUHYI0 MHHO-
BallMOHHYIO (OCOOEHHO C YYETOM UCIOJb3Ye-
MBbIX MH(OPMAIIMOHHBIX TEXHOJIOTHUIT) 00pa3o-
BaTeJbHYIO Cpely, MOCTPOUTh MEXaHM3M Ha-
JIOXKEHHUS 3alay KOPIMOPAaTUBHOIO Pa3BUTUS
Ha MHAMBUIYaTbHbIE 331241 PA3BUTHUS OTAEb-
HBIX PYKOBOJHUTENEH, co3aaTh 6a3uc 1Sl Mo-
CTEeMEHHOro YKOPEeHEeHHUsI B KOPIIOPAaTUBHOM
KyJBTYpe LIEHHOCTEe caMOpa3BUTHUSI.

Cucrema MOCTOSTHHO CaMOCOBEPIICHCTBYET-
Cs1, UCITOJIb3Ys1 HaKaIJIMBAaEMBbIiA OITBIT, MEXaHU3-
MbI OOpaTHOM CBSI3M, UHTETPUPYETCS B CUCTEMBI
yIpaBJeHMS IEPCOHAIIOM, OOeCIIeurBasl eAMHbIe
KOpIiopaTUBHbBIE TpeOOBaHUS K HEMY, SIBJISIETCS
OCHOBOI U1 (hOPMUPOBAHUS MHTEJUIEKTYaIbHO-
ro kanurtaiga OAO «PXK]I». Bce a10 co3maer Be-
COMBII 3ae)1 I yIpaBIeHUsT YeJI0BEYECKUMU
pecypcaMu, CIIoCOOCTBYET U peaii3aliiy IIaHOB
pa3BuTHsI KoMIaHUM. OMBIT TAKOTO poJa BO MHO-
TOM SIBJISIETCS YHUBEPCAIbHBIM 1 MOXET IIpUMe-
HSITBCS B IPYTUX OM3HEC-CTPYKTYpax, HO, KOHEeU-
HO, C yY4€TOM JIOKAJbHBIX YCIOBUI, XapaKTepa
JIOJITOCPOYHBIX 3a1a4, CTeTICHU BIMSIHUSI KOMIIe-
TEHLIMUI IIEpCOHaIa Ha KJIIOUEBbIE BUIbI OCHOBHOM
NIeSITeJIbHOCTH.
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CORPORATE EDUCATIONAL SYNTHESIS TECHNOLOGIES OF PERSONAL AND
CORPORATE DEVELOPMENT OBJECTIVES

Zaytseva, Alyona V., Corporate University of JSC «Russian Railways».

ABSTRACT

The article raises issues of relationship be-
tween corporate and individual development
objectives, showing the role of corporate edu-
cational environment for their rapprochement.
Specific mechanisms, tools and technologies

that promote and ensure implementation of
individual development plans of managers,
representing key staff category essential for the
success of reforms and corporate strategic
development, were analyzed at the example of
JSC Russian Railways.

Keywords: life-long education, corporate education and training, competence, educational techno-
logy, educational environment, individual development.

Background. /n modern knowledge econo-
mics implementation of a company’s develop-
ment plans depends not only on available mate-
rial resources, financial and intellectual capital
[1], and on potential of human resources avai-
lable for further use, but also on the company’s
ability to self-develop, to set and meet new
strategic challenges, adapting to market com-
petition, and new technologies. In this regard
the most important basis for self-development
is to create a system relationship of company’s
organization goals and objectives of employees
as individuals, primarily in the context of long-
term tasks.

The most significant is the experience of
practical realization of the declared approach,
since in theory the positions of researchers and
practitioners with respect to the objectives of
building a knowledge management system do
not differ [see e.g., 2-8]. In JSC «Russian Rail-
ways» this approach has been consistently
implemented almost since the creation of the
company in 2003. The implementation process
took a number of steps, positive experience has
been accumulated, and — most importantly —
turned to be corporate own expertise, tried and
tested under the conditions of the company
operation mechanisms and technologies.

Objective. The objective of the author is to
consider corporate technology and tools fa-
cilitating synthesis of personal and corporate
development goals within the knowledge man-
agement system.

Methods. The author uses general scien-
tific methods, comparative analysis, evaluation
approach.

Results. I/t is necessary to specify that in
the case of JSC «Russian Railways» there is a
specific foundation, defining trends of devel-
opment of knowledge management system
specificity, and the system of continuous edu-
cation and educational environment corre-
sponding to this approach has been generated
[3].

Educational infrastructure is built on a
combination of corporate elements (Corporate
University, a network of centers of profes-
sional qualifications, a system of on-the-job
technical training in structural divisions) and
of elements of the partner network (educa-
tional organizations (e.g. universities) of rail-
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way transport). At the same time all parts of
the system work in the framework of a unified
system of continuing professional education
(from obtaining the profession, secondary
vocational or higher education to advanced
training and education in the field of corporate
competencies). The most important link to
form a single corporate educational environ-
ment and that can be considered as an element
of innovation, is a comprehensive, systematic
approach to the development of corporate
competencies among all categories of staff
[see e.g., 10]. Of course, the corporate com-
petencies are decomposed in accordance with
the level of job positions and (in the same way
as professional competencies), are developed
in accordance with job activity profile. But this
process takes place within a single matrix of
corporate competencies and via the overall
company-wide mechanism providing for
qualification requirements for personnel. That
is, a management system of personnel devel-
opment becomes a key element of knowledge
management [e.g., 4, 10, 12].

In this context, it would be, on the one
hand, incorrect to divide professional training
and corporate competencies, business educa-
tion, or to divide individual categories of per-
sonnel in order to demonstrate the used tech-
nologies and knowledge management mecha-
nisms. On the other hand, in the context of
educational technologies aimed at ensuring
self-development of a company, the most
typical mechanism is to synchronize the objec-
tives of its development and the development
objectives of its managers, who determine the
vector of further changes, implement them
through management of business processes,
translate their understanding of the goals of
development to employees of subordinated
divisions.

The primary condition for formation of a
common understanding of company’s develop-
ment goals by leaders is formation of a kind of
corporate paradigm (or pattern) and conse-
quently of an educational platform that serves
its development. Secondary condition is devel-
opment of self-developing management envi-
ronment, as a manager is required to continu-
ously develop his competencies, that should as
a minimum be adequate and optimal, and
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preferably should advance company’s develop-
ment level. The objective of Corporate Univer-
sity, to put it informally, is to set the pace of
self-development (of course, after evaluation
of a potential to further follow development
path). This happens through education in the
forms close to real management process
(cases, gamification [11], team building, proj-
ect and office work). But those tools eventu-
ally are directed specifically to formation of an
own development vector of a manager. In this
vein, one of the key technologies of individual
training at Corporate University is shaping out
and implementation of Individual Development
Plan (hereinafter — IDP). By that process the
company is able, on the one hand, to assess
management capacity and to predict possibility
of development of this or that leader, but on the
other hand - to help them to identify priorities
and to put accents in training and development
in line with strategic objectives of the organiza-
tion.

IDP (first let’s speak about traditional «pa-
per» format) is a document in which key devel-
opment goals are related to individual corporate
competencies, and that provides for specific
actions, participation in activities that help to
achieve defined goals. IDP implementation in-
volves several stages [12]. At the first stage, a
manager on the basis of a specially prepared
report on evaluation of existing development
level of his corporate competencies draws up
an own plan for a year and a half, focused on
identification of two particular competencies
for priority development. Thus, for each of them
concrete, measurable objectives are formu-
lated.

The next stage is drawing up an optimal
developmental program (workshops, seminars,
study of experience of colleagues and organiza-
tions, internships, self-study, etc.) with deter-
mination of terms and dates. IDP is adjusted by
a specialist in personal development, which
corrects it, evaluating the effectiveness of
planned actions. Finally, the individual plan is
approved by the supervisor (hierarchically su-
pervising the manager under review). The next
stage is actual implementation of IDP.

Further improvement of IDP technologies is
associated with the need to ensure continuity
of the process of monitoring, adaptation, ad-
justment of a plan. And Corporate University,
and the manager himself, implementing the
program of his development, required both
constant two-way communication and feed-
back. In addition to monitoring the progress of
tasks implementation (that is needed by Cor-
porate University) and getting advice (that is
needed by the manager), a problem in common
for both sides was the choice of individual pro-
grams, a key element in the process.

A logical step in this regard was the creation
of automated control system of individual de-
velopment of a leader (hereinafter — ACS IDL)
on the Intranet at the internal portal of the hold-
ing (ACS ODIT) at the site of Corporate Univer-
sity. As a result an interactive platform was
created, which allowed making the whole pro-

cess of leader development more efficient.
Preconditions for this in the company had been
set previously: the majority of the leaders had
access to the Intranet, its speed and bandwidth
allowed to organize distance learning. There is
a guarantee of independence of the work: log-
in is possible only from the workplace of a
student.

In fact, the analogue of «one window» mode
was formed. At the beginning of training at
Corporate University a manager-student gets
an access to his «My Account», is provided with
unique login name, password. Here, he can ask
the assessment expert to give him data on in-
dicators of the level of corporate competencies
development (data are displayed on the moni-
tor, or are formed in the letter, which is e-mailed
to the trainee).

Process of IDP drafting, goals setting and
their implementation are significantly system-
ized.

So, from a catalog of developing actions a
manager can select those that, in his opinion,
are the most suitable for achieving one of the
goals, for example, within the block «self-de-
velopment» books to study can be added
(a unique electronic library of business litera-
ture is created, consisting of about 400 titles).

In the block «training and workshops» it is
possible to select distant courses on selected
competencies (for development of corporate
competencies 44 online courses were devel-
oped, and some two to four of them are con-
formed to each particular competence).

In the block «On-job development», a Uni-
versity student develops for himself a system-
atic set of measures, for example, it is possible
to divide all the meetings, in which he has to
participate, into types and to determine for each
of them goals and their optimal form.

In the block «Feedback» the listener, for
example, determines how often he wants to
receive «feedback», that is, information from
subordinates and colleagues about how effec-
tively he organizes and regulates the work with
regard to decisions which concern them.

As part of developing action «Learning from
the experience of others» the leader defines a
circle of persons from whom he would like to
share certain skills (for example, the experience
of the head of the other branch in a field of
positive impact on other people while holding
meetings and video conferencing, and methods
and techniques that were used in their speech-
es by the best speakers or speakers at events).

Procedure for approval of IDR is greatly
simplified. The plan is sent for approval with just
one click. Specialist in individual development
can interactively test it, make comments and
suggestions.

The introduction of automated system at the
stage of planning and coordination of IDP has
proven to be effective. In general, the process
of setting development goals, selection of de-
veloping actions and coordination of the plan
has become much simpler. Its term reduced
from six months to one-two months. This is all
the more effective in an intensive unloading of
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managers in the workplace and actually facili-
tates the learning process.

After coordination and approval of the plan,
all the data from it are automatically transferred
into an interactive personal calendar. It helps to
control the execution of developing actions,
reports when it is necessary to take a course or
to take a planned activity for development in the
workplace. The manager can enter obtained
results therein.

Access to the information, necessary for de-
velopment is much simplified. Required courses
or books can be found when you click on the link
provided in the interactive calendar. For example,
the literature can be studied in «Library», which
contains all necessary e-books. All intersessional
support mesures, including homework, are also
integrated into the system. The possibility of self-
assessment of knowledge exists. In the section
«Practical exercises» itis possible, for example, to
take tests.

Possibilities of control from behalf of Corporate
University increased significantly through the in-
troduction of a special system that keeps track of
the fact of getting access to the programs and the
results of this work.

Archiving system of individual development
plans was developed and tested, which helps to
take into account the final result of the listener, to
collect analytical data in the context of units of JSC
«Russian Railways», job categories, the quality of
implementation of IDP, the name of used programs
and developing activities.

The automated system allowed adding an-
other important function. Now distant (remote)
courses can be taken by leaders beyond the tar-
geted training programs. For this additional ap-
plication from the functional branches of JSC
«Russian Railways» is enough. Itis possible to study
without discontinuing work.

The system in terms of its development cor-
responds to its external objectives. It is not con-
servative, new functionalities are constantly de-
veloping. Given that not all divisions of the com-
pany, such as its subsidiaries and affiliates, have
access to the Intranet, the analogue of ACS IDL
has been launched on the Internet. A mobile ver-
sion of the system has been developed. This has
significantly enhanced performance of attendees,
and created a more comfortable working environ-
ment, including through reasonable use of short
time periods.

Conclusions. Implementation of development
management system intended for employees of
JSC «Russian Railways» in the framework of Cor-
porate University allowed us to begin to address a
number of systemic problems: to provide unified
innovations (especially considering the use of in-
formation technology) educational environment,
to build a mechanism for imposing tasks of corpo-
rate development at the individual objectives of
development of individual managers, to create a

basis for the gradual establishment of values of
self-development in the corporate culture.

The system improves constantly, using the ac-
cumulated experience, feedback mechanisms from
the students, is integrated into personnel manage-
ment systems, such as so called common corporate
requirements intended for personnel. It is the basis
for the formation of intellectual capital of the com-
pany. All this creates a significant reserve of human
resources for planning and implementation of
company’s development plans. The experience of
this kind in many respects is universal and can be
applied to other business structures, but, of course,
taking into account local conditions, nature of long-
term objectives, the degree of influence of staff
competencies on a company’s core activities.
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