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NUADPJIBIK DKOHOMUKA JAMYbBIHBIH IHETEJIAIK TOXXIPUBECI

N3MAXAHOBA AHAP KAPAMAHOBHA
AnmMatel TeXHOJIOTHSITBIK Y HUBEPCUTETIHIH CEHbOP-JIEKTOPHI
Anmarel, Kazakcran

Annomauun: Maxanaoa Oyeinei 3amanayu Ko2amoazvl o3ekmi macenenepOiy Oipi Oonvin
MabwLLIAMvIH YUPDPAbIK IKOHOMUKA OAMYbIHbIH Uemenoik maxcipubeci KapacmulpulieaHn.

Kinmmi  ce30ep: yuppivik  9KOHOMUKA,  MOPMIHWI — OHEPKICINMIK  Peonoyus,
Kubepxayincizoix, unHosayus, yugpavlx backapy

Hudpasik 5KOHOMHUKA JaMYBIHBIH MIETEIAIK TOKIPUOEC] SKOHOMUKAIIBIK ©CYl bIHTATAHABIPY
’KOHE OMIp CYpYy calachlH XKaKCapTy YIIIH aKMapaTThIK TEXHOJIOTHSIIAPIbl ai1anany 16l OapbIHIIa
apTThIpyFa OarbITTaJIFaH OpTYPJIl TOCUIIEP.l, WHHOBALUSIIAPABI XKoHE pedopmaniapibl KaMTUIbI.
OPTYpIi enyiepaid TKipuOecin Tannay TepTIHII OHEPKICITITIK PEBOTIONUSHBIH MIHJETTEPIH MICHTY
YIIIH KOJJIAaHBUIATBIH YIATTHIK HUQPIBIK 0acKapyJblH TOPT HETI3rl TOCLIIH aHBIKTayFa MYMKIHJIK
oepei.

Bipinmi Tocin-1udpaslK 6ackapy cajachlHIarbl HHHOBALMSUIAPAbl OIPIKTIPY >KOHE MHTEPHET
neH HUPIbIK HMHPPaKypbUIbIMFA KOJ JKETKI3yll KaMTaMachl3 eTy. byFaH kemTereH MyJieii
TapanTapAblH KaThICybIMEH WHTEPHETTI 0acKapy MOJENIH KYpy >KOHE IHallor apKbUIbl KENIIK
TpaHchopmaIius TpolecTepiH Kypy apKbLIbl KOJM JKeTKi3imeml. bynm Tocimal coTTi KOJaaHAaThIH
ennepaid Mbicaaapel  Oonbin  [lBeitapus, bpaszunusa, AKII Tabeuiagel. byn Tocin e3iHIH
THIMAUTITIMEH, BIHTBIMAKTACTHIKTBIH KEH JCHreWiMEH, WHTErpalusIChIMEH JKOHE Oocekenec
MYUIETIEp/IiH TeTe-TeHIITIMEH epekmenenen [1].

[Bewnapusina 1udpaslK  OackapyAblH HETI3rl  MakcaThl —aKMapaTThIK KOFaMFa TEH
MYMKIHIIKTEp MEH aJmblFa OipAei KaThICybl KaMTaMachl3 €Ty OOJIbIN TaObuIaabl. byFan Gapiibik
TYpPFBIHJIApFa JKOFaphl camajbl KeNIiK WHOPaKYphUIBIMFA KOHE WHHOBAIMSUIBIK KbI3METTEp MEH
KOCBIMITIATapFa KEMCITYCI3 KOJI JKETKI3y apKblIbl Koo keTki3uieni. AKII-ta MHaTepHeT nepekrep MeH
KbI3METTEP aFbIHbIHA MUHUMAJIBI KeAeprijaepi O0ap ramamiblK OaiyiaHpic iaTdopmachkl peTiHIIe
KapacThIpblIaAbl. by XalbIKapadblK cayJaHblH KEHEIOiHe, YKIMETTepaiH KeaeprilepiHiH
TOMEH/ICyiHE BIKIAJ €Te/Il )KOHE KOMMEPIIHSIA )KaHa MYMKIHIKTEp ally apKbUIbl MHHOBALIHSIAPIbI
KOJIIan b1 [2].

ExiHmmi Tocist akbUIIBI KOFaM MEH MEMJICKETTIK KbI3METTEP/IiH JaMybIMEH OaiylaHbICThI. byran
a3aMaTTapJbIH MYMKIHIIKTEPIH KEHEUTY, ITUQPIIBIK COMKECTIKTI KAJIBINTACTHIPY apKbLIbI IIU(PPIIBIK
TpaHcOpMAaIUSHbl BIHTAIAHJBIPY JKOHE HMHHOBAIMUIBIK MEMJICKETTIK KbhI3METTEepAl MNaiijanaHy
YIIiH OUQPIBIK cayaTThUIBIKTBI apTThIPY apKbUIbI KO KeTKizineai. by Tocinai coTTi KoiaaHaThIH
ennepain KatapeiHa CuHramyp, YHAICTaH, DCTOHUS XKoHE T. 0. kaTkpi3yra Oojanpl. CuHramyp
aKbUIIbl KOFaMJbl JIAMBITYAAFbl QJMEMIIK KemrOacuibl OONbIN TaObLIaAbl, OHAA YKIMET KalalbIK
Macenenep/l menly YiIiH HHHOBAIMsUIapabl OeliceHal TypAe eHri3el )KoHe azaMaTTapbl >KacaHIbl
MHTEJUJIEKT, POOOTOTEXHUKA KOHE ONOKYEWH CHUSAKTBI O3BIK TEXHOJIOTHUSIIAP/IbI KOJAAaHA OTBIPHIIL,
KbI3METTEP/I1 331pJey KOHE YChIHY OpTajbIlFbiHA KOsibI [3,4].

Ocronus, Jlanus sxoHe YHJIICTaH YWITTBHIK HU(PIBIK COUKeCTeHIIpY Kyiienepin Oencenai Typae
JaMBITYa, OYJ1 MEMJIEKETTIK KbI3METTEep/AIH TUIMALIITIH apTThIPYAbIH, YTKBIPJIBIKTEI KaMTaMachl3
eTy/IH XoHE NaijanaHyusl TOKIpUOECIH KEHUAETY/IH HETi3rl JIeMEeHT] peTiHJe KEeKe TyJiFara
xKorapel MoH Oepeni. CuHramypaa azamaTTap 3JEKTPOHIbI Keke Kyamikrepai (SingPass) amampl,
YHaictanna OuoMeTpusIblK LUGPIBIK colikecTeHaipyre HeriznenreH Aadhaar mmatgopmacs
KonaHeazapl, an Jlanusaa opbip azaMar meH KOCIMOPBIHHBIH MEMIIEKETTIK OpraHJapMeH OHJIaiH
e3apa dpeKeTTecy YIIiH keke kabuHeTTepi Oap.

Perteynix yuriHmi Tocum kaHa KOFapbl TEXHOJIOTHSUIBIK KOMIIAHHSIIAPABI TUIMII KOJAAyIbl,
MEMJIEKETTIK-)KEKEMEHIIIIK OPINTECTIKTI JAaMBITY/bl, LIaFbIH KOHE OpTa OW3HEC YIIIH KOJaWbl
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KarJaimap Jkacayabl, COHAAW-aK IOCTYpJi cajamapibl HUQPIBIK TEXHOJOTUSIApAbI EHri3yre
BIHTAJAHABIPYbl KAMTHU/IBL.

byn namy napaaurmacel ¥neiOputanus, Keitait, 'epmanust sxoHe OacKaiapbl CHIKTHI elepae
KEHIHEH KOJJIaHBLIa/bl, MYHJIa YKIMETTEp I'paHTTap, CyOCHAMsIap JKOHE CAJBIKTHIK BIHTATAHIBIPY
apKBUIBI FBUIBIMHU 3epTTeyliepre, HUQPIBIK HWHBECTULMSIAPFA JKOHE HUMPIBIK KOCHIMIIAIAPIBI
a3ipJieyre BIKIAal eTeTiH KOpaap sl OSICEH Il KON IbI.

Y IpIOpUTAHUSIAFEI FRUIBIMU-3EPTTEY KYMBICTAPBIHBIH YITTHIK KOPJIAPBIHBIH Oip 06IIiri kKeke
CEKTOPIBIH MHHOBAITMSUIBIK TEXHOJIOTHSIIAPFa MHBECTHIIMSUIAPBIH BIHTATAHABIPY apKbLIbl FATBIMIAP
MEH MHXEHEPJIEP apachIHJAFbl iCKEPIIIK BIHTBIMAKTACTHIK apKBUIBI 3epTTEYJIEp MEH o3ipiieMenepi
xeHUIneTeTiH the Catapult centres-ke xiOepimeni. CoHmaii-ak, elje FhUIBIMH-3EPTTCY KOHE
TOKIPUOETIK-KOHCTPYKTOPIIBIK CaJIBIKTBIK HECHeJep, COHJali-aKk WHHOBALMSIIBIK CTapTamnTap.bl
KOJIJIalThIH MHBECTOPJIAP YIIIH CAJIBIKTBIK KEHUITIKTEp *KYyHecl CUSKThl apHalbl CAJIBIK peXUMAEp]
Oap.

Iepmanusiga IT kayincizairi, TUpIbIK HApPBIKKA €HY XKoHE IUGPIIBIK MPOIECTepP, COHIai-aK
OpTYpJl TEXHOJOTHSUIBIK cajlajapAarbl WHHOBALMAJBIK kKoOamap OoMbIHIIA KeHec Oepy
KBI3METTEPIHIH MIBIFBIHAAPHIH JKaly YIIIH IIaFbIH OM3HECKE TpaHT Oepy Oarnmapiamanapsl 6ap. by
TPaHTTap MIBIFBIHAAPIABIH 55% - Ha NeWiH oTen/Il.

Mpicansl, ABCTpaHs YKIMETI aBCTPAIMSUIBIK KOMIIAHUSIIAPIBI OJIEMJIIK  HapbIKTapa
KHOEpKAyITCI3AIK OHIMEPI MEH KBI3SMETTEPIH 1TepIIeTy 1€ KOIAayIbl, COHIai-aK KHOEpKayInCi3IiK
oneyeTi JKOFapbhl MHHOBAIMSJIBIK CTapTanTapra WHBECTHIMSIIAPIBI BIHTAJIAHIBIPYBI JKOCIIApIIan
oTbIp. M3pamsip ykiMeTi COHbIMEH KaTap KHOEpPKEHICTIKTI SKOHOMMKAJIBIK OCYMIH, QJIEyMETTIK
KAaMCBI3JIaHAbIPYAbIH KOHE YIITTHIK KayIMNCI3IKTIH KO3FayIllbl KYIIl peTiH/e NaiiajgaHa alaThlH )KOHE
KHOEPKEHICTIKTET1 TEXHOJOTHUSJIBIK MHHOBAUSIAp/AbIH KOIIOACIIbICHl 00JTyFa YMTHUIATHIH KETEKII1
e 0oy YIIiH ©31HIH CTPATeTUsIIBIK MaKCAThIH aHBIKTAIBI [S].

JKamonus kubepKayinci3aiK caJachlH TYPAKThl SKOHOMUKAJIBIK OCYl dKOHE WHHOBAIUSIIAPIBI
BIHTAJAHIBIPY/IBI KAMTAaMaChI3 €Tyre KaOiJIeTTI MHBECTUIIMSUIAP YIIIH MEePCIIEKTUBAIIBI JICTI CAHANTbI.
byn Typreima mmdprablk WHOPAKYPBUIBIMABI KOpFay YIIIH KHOEpPKAYINCI3IiK CajJachIHIaFbl
MEMJICKETTIK-)KEKEMEHIIIIK OPINTECTIKTI JaMbITy 0acThl (pakTop OoJbIn TabbLIaab! [6].

Mpicansl, KpiTaiia 3aTTap HHTEpHETI TEXHOIOTHSUIApbIH JaMBITyFa OarbITTAIFaH MEMIJIEKETTIK
KOJIJIay/IbIH JKYHeNi Kypaljapbl €Hri3ulyjae, ojlap CalbIKTBIK KOJIJay IIapajapblHAa Ja KepiHic
Tabazml [7].

TepTiHII TOCUT-YITTHIK HUQPIIBIK casicaTThl KAJIBINITACTHIPY KE31HIEe KAyINCi3MiK MTeH CEHIMTe
YJIKEH MOH Oepin, ojapabl e3apa O0aiIaHBICTBI HETi3r1 (hakTopiap peTiHIAe KapacThIpabl.

XKorappima  KapacThIppUIFaH  enjepaiH  mudpiaslk  gamyblH — Tangay — Kaszakcran
PecniyOnukaceiHbIH 1TTUGPIIBIK JdaMy MIHACTTEpiHE KOJ JKETKi3y VIINIH KOJIJIAHBUTYbl MYMKIH
KeJleciJiel Tociiaep/ Il alKbIH AN IbI:

1) Tuicti MHPPaKYpbUIBIM apKbLIbl KEH, KOFaphbl camajibl jKOHE KOJDKETIMJII KOCBLTYJIBI
KaMTaMachl3 eTy. by jkeke MHBECTHIMSIIAPIbl TApTy YIIIH SPTYPJi HHBECTHIMSIIBIK MOJEIbACPIl
KypyZbl, OaiiTaHbICTIEH KaMTY bl KEHEHTY/Ii, OHBIH >KbUIIAMIBIFBI MEH TYPAKThUIBIFBIH apPTTHIPYIbI
KoHe HUGPIBIK MHPPAKYPHUIBIM cajachlHAAFbl KOMMAHUSUIAPAbIH WHHOBAIMSIIAPBIH KOJAAy bl
KAMTHU/IBL.

2) yITTBIK UUADPABIK AaMyAblH OachIMIBIKTAPbIH aWKBIHIAWTBIH  TY>KBIPHIMAAMAIIBIK
KyXKaTtTapabl o3ipiey. byFaH KoFaMHBIH, S5KOHOMUKAHBIH KOHE TeXHOJOTHSUIBIK CEKTOPIBIH opTYpIIi
caylajapblH KAMTUTBIH KEIICH I YITTHIK cascaTThl Kypy JKOHE icKe achIpy Kipemdi. byraH a1ekTpoH bl
MeMJIeKeT, "aKkplIabl Kanamap" TYKbIpeiMaaMachkl, 4.0 HHIYyCTPUSCHI >KOHE OacKamapbl CHSKTHI
CTpaTETHSUIBIK KY>KaTTap/ibl 93ipJiey Kipei.

3) YITTHIK HUQPIIBIK CTPATETUSHBI KY3€Te achIpy XkKoHe Oaranay Ke3iHJe MeMJIEKETTIK OacKapy,
KEKE CEKTOp, a3aMaTThIK KOFaM J>KOHE FBUIBIMH TOMNTAp AapachIHAAFbl BIHTBIMAKTACTHIK. by
WHTEPHETTI 0acKapy calachbIHAaFbl HKeM/ll, ”HHOBAIMSIIBIK *KoHE OlpJIeCKeH MIeHIMIep Il a3ipaeyai
KoHe MUGPIBIK OacTamamappl UIrepiieTy YIiH OKIJIeTTIKTepl 0ap opraHibl aHbIKTayAbl KAMTH/IBL.
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4) MEMJICKETTIK-)KEKEIIIeIIIK OPIMTECTIK IMEeH KEePrilikTi HHHOBAIUSUIIBIK dKOXKYHere Oaca Hazap
ayJiapa OTBIpBII, OM3HEC YIIiH KOJaliIsl opTa Kypy. bysn MmemiekerTik mudpIbiK KbI3METTEp i Kypy
YILIiH DAQPIIBIK TEXHOIOTHSIIAPbI €HI13Y1, KCITOPBIHAAP MEH MEMIIEKETTIK OpraHaapAbl HUPPIBIK
CepBUCTEpAl MaljanaHyJa KOJAAyIbl, COHIAN-aK KYNUSJIBUIBIKTBL KOPFay JMOHE JepeKTep.i
naiinanany mMacernenepi OOWbIHIIA 3aHHAMAHBI d31pJIey 1l KaMTH/IBI.

5) MTHHOBAIMSUIBIK OHIMIEPIi 93ipJiiey MEH TeCTiJIeyie opTYPIIi KeJeM/Ieri KOMIaHusIap YIIiH
TeH MYMKIHJIKTEp/ KaMTaMachl3 eTy. byran nupibiK FRUTBIMU 3€pTTEYJIepAl JKaH-KaKThl KOJAay,
CallBIK PEXUMJIEPIH o3ipiiey, KOCIMOpBIHIAAPFA aKMapaTThIK KOJIAAy KOPCETy JKoHE HU(PIBIK
WHHOBALIMSUIAP Il BEHUYPJIBIK KAP>KbUIAHABIPYIbI JAMBITY/IbI BIHTAJIAHIBIPY Kipei.

6) aKkmaparThlK KAyiNCI3MIKTIH KEIIeHJI YITTBHIK CascaThlH KalbINTacTelpy. byran
KuOepKayirnci3aik OOMBIHIIA FBHUIBIMU 3€pTTeyJep KYprizy OarnapiiaManapblH 93ipiiey, *KOFapbl
KuOep aneyeTi 0ap crapTanTap/ibl 931pJiey KOHE ICKe achIpy YIIIIH kKaFIanjap xacay *KoHe dIKCIIOPTKa
apHaJFaH YJITTHIK KHOEpKayilNCI3iK OHIMAEepl MEH KbI3METTEpIH KoJiay Kipesi.

KazakcTanaplk HapbIKTa LHH(QPIBIK CTpAaTErusiHbl €HTI3YAIH HIETEeNAIK TOXIpHUOeciH KOJIAaHy
nanaanel )K9HE OpbIHABI O0Jybl MYMKIH, OlpaK >KepruliKTi JKarJaiaapra, MOJICHH €peKIIeTKTepre
YKOHE 3aH HOpMaJlapblHa MYKHAT OefiMIeny /il Tanarn eTel.
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VYIK 332.1 _
CTAHIAPTHU3ALIUA METPUK B HIU®POBOU CPEJIE

I'EJIBMAHOBA 3051 CAJIMXOBHA
[Ipodeccop, Kaparanauuckuii nHAyCTpUaNbHBINA yHUBEpcuTeT, Temupray, Kazaxcran

CAYJbCKUI FOPUI HUKOJAEBUY
Maructp, KaparanamHckuil ”HAyCTpUaJIbHBINA YHUBEpPCUTET, Temupray, Kazaxcran

HETPOBCKASA ACHS CTAHUCJIIABOBHA
Marwuctp, KaparananHckuil ”HAyCTpUaIbHBIA yHUBEpCUTET, Temupray, Kasaxcran

FAYEZ WAZANI ABDUL WALID
Marwuctp, KaparanamHckuil ”HAyCTpUaIbHBIA yHUBEpCUTET, Temupray, Kasaxcran

CAVYIJIBCKAS OJIBI'A AHATOJIBEBHA
Vuurens, OCII 11, Temupray, Kazaxcran

Annomauun. B ycnosusx yugposou mpancopmayuu u cmpemumenbHo20 pocma 00béma
OaHHbIX KItoYyesvle nokazamenu sgpgexmusenocmu (KPI) cmanosames neomvemnemovim 31eMeHMOM
cmpame2uiecko2o u onepayuoHHo2o ynpasieHus. OOHaKo ux ynpaeieHuecKas YeHHoCms Hanpamyio
3aeucum om cmeneHu opmaiu308anHOCmu, CMaHOapmMU3ayUy U Mamemamuyeckol KOppeKmHocmu
pacuémuuix hopmyn. besz eouroeo nooxooa k gopmyauposke u unmepnpemayuu KPI opeanuzayuu
CMANIKUBAIOMCA C PUCKAMU UCKANCEHUL, HeCONOCMA8UMOCMU OAHHbIX U Hedosepuem K cucmeme
oyeHku. B cmamve npeocmasnenvt memooonocuueckue u nPuKiaouvie 0CHO8bl CMAHOAPMU3AYUU
KPI 6 yughposoti cpede — om nocmpoeHusi 102uiecku HenpomuBopedussvix Gopmyn 0o yHupuxkayuu
eOUHUY UBMEDPEHUsL U 6HEeOPEeHUsT ABMOMAMUIUPOBAHHBIX Mexanu3zmos pacuéma ¢ BI, ERP u HRM-
cpeoax. Aemopul npeonazcarom cucmemuyto kiaccuguxayuro KPI no muny ynpasienueckou yenu
(pe3yromamueHocms, 3¢Qhghekmusnocms, nogedeHue, Kawecmeo, CKOpoCms), Munosvle hopmybl,
NpUMeHUMbLEe 8 MEeNCHYHKYUOHATbHOU cpede, U ancopummul ux pearuzayuu cpeocmseamu SQL, DAX,
Power BI, 1C, SAP. Ocoboe srumanue yoeieHo 60npocam mMacuimadupyemocmu opmyi, npusszKe
K UCTOYHUKAM OAHHbBLX, A8MOMAMUIAYUL PACUEMA HOPMAMUBOS U MPEBONCHBIX NOPO208, A MAKI’CE
susyanuzayuu mempuk 6 oawbopoax. B cmamve 0b60cHo6aHa HEOOXOOUMOCHb KOPHOPAMUBHOZO
cmanoapma na KPI-ouzatin u npeocmasiena cmpykmypa YHUGUYUPOBarnHo20 wabiona Mempuxi,
BKIIIOUASL YOPMYTY, eOUHUYY USMEPEHUS], UCTOYHUK OAHHBIX, NePUOOUUHOCHIb, OMEEMCMBEHHO20 U
MemoO koumpons. Pesynemamul cmamvu umerom npukiaowoe 3HayeHue Oasi pyKogooumelel
yughposvix mpancghopmayuii, HR-oupexmopos, cneyuanucmos no ynpaegienuio s¢hghekmugnocmuoio,
UT-apxumexmopos u ananumuxos. IlpedcmasnenHulii N00X00 N0380j5Aem He MOIbKO NO8bICUMDb
moyHocms U npo3paunocms oyewku KPI, Ho u 3anodxcums OCHO8Y 01 AO0ANMUBHOL,
macumabupyemol U MexXHOI02UYecKy YCMOUYUBOU CUCmeMbl YNPAGIeHUs pe3yibmamamu 8
VCI0BUAX BbICOKOU BONAMUNTLHOCMU U YUGposUu3ayuu 6U3HeCc-npoyeccos.

Kntouesvie cnosa: KPI; cmanoapmusayusi mempuk; ¢hopmynsl pacuéma, yugposas
mpancpopmayus; eounuysl usmepenus, aemomamuzayus KPI; Bl-cucmemvi;, ERP-nnamgopmol;
ynpagnenue  dphekmusHOCmbl0;,  HOPMAIU3AYUS  OAHHBIX,  OUZHeC-AHATUMUKA,  YUuPposas
apxumexmypa, YHuguxayus noxazameinell.

CoBpeMeHHbIE ~ OpraHu3alMd  (QYHKIHUOHHPYIOT B  YCIOBHMSX  BBICOKOW  CTENEHHU
TEXHOJIOTUYECKON HACBHIIIEHHOCTH, HH(OPMAIIMOHHON M30BITOYHOCTH M TIOCTOSIHHOT'O JIaBJICHUS Ha
pe3yIbTaTUBHOCTh. B Takoi cpese KiroueBble MoKazaTesn 3(p(PEeKTHBHOCTH BBICTYIAIOT HE MPOCTO
MHCTPYMEHTOM H3MEpPEHUs, HO M S3BIKOM YIIPaBIEHUS, KOTOPbI TpaHCHOPMUpPYET CTpaTeruu B
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M3MepHUMbIe U yrpasisiemble aeicTBus. Oxnako spdextuBHOCTs KPI HanpsMyto 3aBHCHT OT TOTO,
HACKOJIbKO OHM (hopManu30BaHbl, MaTEMaTUYECKU KOPPEKTHBI, COMOCTABUMBI W TEXHHYECKH
peanu3yeMsbl B IM(POBOM HHPPACTPYKTYPE OpraHnu3aLUH.

Uctopuueckn MHorue KPI paspabarbiBaguch Ha YpOBHE 3KCIEPTHBIX CYXIEHUH U
CyObEKTUBHBIX HAONIOJCHUN, YTO JENall0 WX VYSI3BUMBIMH K HCKaKEHUSM, HEIOBEPUIO H
ManumnyisimusMm. C pacnipoctpanenneM Bl-cuctem, ERP, HRM u apyrux mudpoBbeix miatdopm
CUTyallusl U3MEHUJIACh: MOSIBUJIACH HEOOXOIUMOCTh B TOYHBIX, CTaHJAPTU3UPOBAHHBIX (popMyIax,
OJIHO3HAYHBIX €IMHUIAX U3MEpPEHUs U MOoJIHOM aBTOoMaTu3auuu pacuétoB. KPI mepecramu ObITh
"py4HbIM" MHCTPYMEHTOM M CTaJld YacTbIO AapXUTEKTYypbl JaHHbBIX, BIHUSIOLUICH Ha TNPUHATHE
peuieHni B peaJIbHOM BPEMEHH.

B 10 ke BpeMs, IpaKTHKa MOKa3bIBa€T, YTO OTCYTCTBHE €IMHBIX CTAHJIAPTOB U CIIPABOYHUKOB
nmo (GopmyseoOpa3oBaHUI0 TPUBOAUT K (PparMEeHTApHOCTH aHATUTHUKHU, PA3HOUYTCHUSM B
MHTEPIIpETAIMH Pe3yIbTaTOB U CHIKEeHUIO oBepus Kk cucreMe KPI. Opranuzanusm HeoOXoaum He
TOJIbKO HA0Op METPUK, HO M CTPYKTypHUPOBAHHAs METOJOJIOTHMSI UX pacuéra, BepupHUKaLUU U
BU3yaJIM3alluy, MpHUBsA3aHHAs K OW3HEC-LENsIM, OMEpPAlMOHHBIM pealusM U Bo3MoxHocTsM UT-
Cpenbl.

Lenb uccnenoBanust — 000CHOBATH U MPEACTABUTH MPUHIUIIBI IOCTPOSHUS U CTaHAAPTU3ALUN
¢dopmyn KPI, mokaszaTs ux posb B {u(ppOBOM yIPaBICHUH, a TAKKE IPEIOKUTh YHU(PUIIMPOBAHHBII
MOJXOJ K pacuéram, KOTOPbI MOXET ObITh MHTEIPUPOBAH B MH(POPMAIMOHHBIE CUCTEMBI JTHOO0T0
ypoBHs 3penocTi. Oco0oe BHUMaHUE YENsSeTCsl BOIIPOCY COOTBETCTBUSI MEX Ay (OPMYJIOH METPUKH
1 e€ ynpaBJIeHUYECKUM CMBICIOM, aBTOMAaTU3UPYEMOCTH pacuéToB, a Takxke TpaHchopmanuu KPI B
MOJYJBbHYIO CTPYKTYPY, IPUTOHYIO JUIsl MACIITAOMPOBAHUS U aJanTallluu.

Taxum o6pazom, popmynsl KPI B ycnoBusix nndpoBoit cpeibl — 3T0 He TPOCTO TEXHUUECKHUI
acleKkT, a CTpaTerndyeckuil pecypc, oOeclneuMBalomUi MPO3pavyHOCTb, IOJOTYETHOCTh U
IIPENICKa3yeMOCTb YIIPABJICHUS PE3yJIbTaTaMU.

KnroueBble mnokaszarenn 3(QQEKTUBHOCTH SBISIOTCS HEOTHEMIIEMBIM 3JIEMEHTOM CHCTEMBI
YIPABJICHUS PE3yJIbTaTAMH, OJHAKO MX IPAKTHYECKas 3HAYMMOCTb BO MHOI'OM OIPEIENIAETCS
KOPPEKTHOCTBIO GopMynbsl pacuéra. MmenHo dopmyna mnpugaét MeTpuke OOBEKTHMBHOCTD,
BOCIIPOU3BOJUMOCTb U YIIPABIIEMOCTb, 00€CIIeUnBasi OCHOBY AJIs1 aBTOMATU3AL[MH 1 aHATUTHUECKON
uHTepnpeTanuu. B ycnoBusax nuugpposuzanuu 1 MacitTabupyeMocTH OM3HeC-IIpoLeccoB TpeOOBaHUS
K ¢popmynbHO# goruke KPI BozpactaroT: oHa 10JKHA OBITh OJJHOBPEMEHHO CTPOI'0 MaTEMaTHYECKON
U aJallTHPOBAHHOM IOl KOHKPETHBIM YIIPABJICHYECKUI KOHTEKCT.

dopmyna, nexaias B ocHoBe KPI, 1omkHa cooTBETCTBOBATH psiy 0043aTeNbHbBIX IPUHLIUIIOB,
obecrieunBaroIUX €€ MPUMEHUMOCTh B LIM(POBOIL Cpesie U YIPABIECHUYECKYH0 HHTEPIPETUPYEMOCTD:
dopMmyna JOJKHA ONMpaTbcsd HA KOJIMYECTBEHHbIE JaHHBIE, JOCTYIHbIE M3 JIOCTOBEPHBIX
ncrounnkoB (ERP, CRM, BI, npousBoacTBeHHbIC OTYETH). MeTprKa HEe JOHKHA OCHOBBIBATHCS Ha
OLIEHKaX, MHEHUAX WJIM MPEIIOJ0KEHUSX; B KaKI0H (OopMyIe JOKHBI ObITh YETKO ONpE/IEIEeHBI
YHUCIUTENb, 3HAMEHATENb, JOITyCTUMbIE IIpeo0pa3oBaHMs U MaTeMaTHueckue oneparuu. Hanpumep,
s onieHku ROI Beerza JOMKHO OBITh SICHO, BXOJUT JIM HAJIOI'OBAasl Harpy3Ka B COCTaB NPUObLIH, U
KaKH€ MHBECTULIMU YUYUTBIBAIOTCS — KallMTAJIbHbIE WK COBOKYNHbIE; KPI nomkeH paccunThiBaThCs
Ha KOHKPETHBIH mepuoj (IeHb, HEAENs, Mecsll, KBapTal, I0J), YTO MO3BOJSET CONOCTAaBIAThH
JUHAMUKY U IIPOU3BOUTH OEHUMAPKUHT; METPUKA JIOJDKHA OBITH NMPUIOJHA /ISl CPABHEHUS MEXKIY
COTPY/AHUKaMHU, MOApa3AeIeHUIMHU, IPOEKTaMu, MyTEM nepecuéra Ha OJjHy 0azy — Harmpumep, Ha 1
yen-yac, Ha 100 knueHTOB, Ha 1 MIIH TeHre BBIPYYKH; (opMysa AOJKHA KOPPEKTHO paboTaTh MpH
YBEJIMYEHUU MaciiTaba — OT YPOBHS OTAEIBHOTO COTPYJIHHKA JI0 YPOBHS BCEHl KOMIAHMU;
CTPYKTYypa (hopMyJibl 10JIKHA TO3BOJIATE €€ peanu3anuto cpeacrsamu Bl (DAX, Power Query), SQL,
1C-bopmyn, 6e3 HEOOXOAMMOCTH PYYHBIX NMPABOK MM SKCIEPTHOW MHTEPHpPETAlMU Ha KaXKIOM
sTamne; (GopMmysia He JOJKHA OBbITh M30JUPOBAHHOW — OHA 00s3aHa OTpaXkaTb OM3HEC-IIENb, C
KOTOpOH cBsi3aHa JaHHas MmeTpuka. Hanpumep, «IIpousBoauTensHOCTh» 0€3 MPHUBS3KU K IUIaHY,
Ka4eCTBY MJIM BBIPYYKE MOXKET BBOJUTH B 3a0myxaeHue [1-3].
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KPI nenstcst Ha 1Ba kiacca o GOpMyIbHOM J1oruk [4- 6]: OTHOCUTENbHBIE (JOH, TIPOLIEHTHI).
KPI= (daktuueckoe 3naueHue/IlmanoBoe wnm HOpmatuBHOe 3HadeHwue)/100%; AOcCOMOTHBIC
(HaTypanpHbIE, CTOMMOCTHBIE, BpeMeHHbIe noka3aTtenu). KPI= dakTuueckoe 3HaueHUe B eMHULAX.
OtHocurensable KPI mo3Bomnsitor cpaBHUBaTH 3(p(PeKTHBHOCTH, a abCONOTHBIE — (UKCHPOBATH
00BEM WIIH pPe3yJIbTarT.

Ha mnpaktuke uacTo BCTpEUYarOTCs THUIIOBbIE OIIMOKH, CHIKAIOIIME JOCTOBEPHOCTH U
YIPaBIsIEeMOCTh METPUK [3]: MCHOJB30BaHME HECTAOMIIBHBIX WIIM PYYHBIX MCTOYHUKOB JTAHHBIX
(mammpumep, BBOJ BpyuHyio B Excel); mpumenenue ¢Gopmysn ¢ mepeMeHHOW JIOTHKOW (Ce30HHBIE
K0d(ppunreHTs, HEPUKCHPOBAHHBIE HOPMATHBBI); OTCYTCTBHE IOKYMEHTAIMHM M TEXHHYECKOTO
onucanus pacu€ra; noameHa KPI KRI (kiroueBbIMHM pPHUCKOBBIMU HMHIUKaropamu) uiau Pl
(IpoIlECCHBIMU MHJIMKATOpPAaMHK), YTO MPUBOAUT K IyTaHULIE B YIPABICHUYECKOH TPaKTOBKE;
HEBO3MO)KHOCTh aBTOMATU3ALIMN U3-3a CJIOKHOM MM JIOTUYECKH HEOJAHO3HAYHOU CTPYKTYPHI.

IIpn BHeapennn KPI pexomenayercs cileayroniui IOIIArOBBIM ITOAXOA K IIOCTPOCHHIO
¢dopMynbl [3]: YTO MMEHHO H3MepsieTcs — pe3ynbTar, 3()pPEeKTUBHOCTh, KayeCTBO, CKOPOCTb,
noBesieHue? ; Kakue JaHHble HykHbI? ['1e oHun xpansatcsa? B kakom ¢opmare?; oTHocUTEIbHAS WK
a0COI0THASA?; TIPOTIOPIIUS, UHJIEKC, OTHOIIIEHUE, CpeTHEEe, HAKOTJICHUE | T.11.; HACKOJIBKO GopMyIia
npuronHa ana BHeapeHus B BI/ERP-cucremy?; Ha3HauWTh €IWHUIYY W3MEpPEHUS; 3a/1aTh
JIOMyCTUMBIE TIpENeNbl; JOKyMeHTupoBaTh ¢opmyny B macnopre KPI, Bkiarouas uens, Gopmymy,
WCTOYHUK JAHHBIX, IEPHOJ], OTBETCTBEHHOI'0 U (popMaT BU3yaJIM3alIHH.

Pazpabotka dhopmyn KPI HeBozmoxkHa 6e3 4ETKOTO MOHMMAaHUS TOTO, KaKUe MMEHHO IETH
npecneayeT Ta win uHas Merpuka. KPI — 310 He mpocTo mudpsl, a ynpaBleHYECKUE CUTHAJIBI,
OTpa)karolllie KOHKPETHbIE aCHEKThl AESITEIbHOCTU: Pe3ysbTaT, 3(()EeKTUBHOCTh, BOBJICYEHHOCTD,
coOJII0/IEHHEe CPOKOB, YPOBEHb IIUGPOBOI 3penocT U nmpoyee. [loaToMy crangapTuzanust pacuéToB
JOJKHA OMUPAThCsl Ha OcMbIciieHHyro Ttunonoruto KPI, mo3Bossroniyro mpaBUIbHO BbIOpaTh
CTPYKTYpPY (OPMYJIBI U METOJ HHTEPIPETALUH.

Knaccudukanus KPI o ynpaBieHueckoMy Ha3HAYCHHUIO

Tun KPI [Tpumepsl Ilenb n3mepenus [Tpumepsr popmyn
Pe3ynpTatuBHOCTH O06bEM Tpogax, BeIpyuka, | OTpakeHne KPI =
KOJIMYECTBO KJIIMEHTOB JOCTUTHYTOTO daxTrueckoe
pe3yJipTara 3HAaYCHHE
OddexTUBHOCTD ROI, BemonHenue miaHa, | CpaBHEHHE KPI = (Pe3ynbTat /
KOHBEpCHUS pe3yJibrara ¢ | Pecypc) x 100%
pecypcamu
KauectBo VYpoenr Opaka, SLA, | Onenka kauectBa | KPI = (bpak /
FCR BBIITOJTHEHU S 06bém) x 100%
IPOLIECCOB
CKOpOCTh ¥ CPOKH Time to Hire, cpennee | Kontponn KPI = Z(Bpems) / n
BpeMs OTBETa BPEMEHHBIX
XapaKTEPUCTHK
IloBenenueckue Tekyuects, eNPS, CSI Oruenka KPI = %
METPUKHI BOBJICUEHHOCTH U | MOJIOKHUTEIBHBIX
OTHOIICHHUS OIICHOK 1711
WHIEKC
[udposuzarus u | YpoBeHnb wucnonb3oBanus | Ouenka mudposoit | KPI = (uugpossie /
aBTOMaTU3aIus BI, % aBTromMaTuzauuu | 3penocTu obmue) x 100%
IPOIIECCOB
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Kaxxnpiii u3 THIIOB TpeOyeT CBOEH JIOTHKH pacuéra: HalpuMep, pe3yIbTaTUBHOCTD Yallle BCEro
u3MepsieTcsi B aOCOJMIOTHBIX €AMHUIAX, TOrga Kak 3()()eKTUBHOCTh — B MPOLEHTAX WM MHJICKCaX
[6].

KPI MmoxxHO KI1accu(puuupoBaTh U MO YPOBHIO IPUMEHEHHS B OpraHU3aIUH:

Kopnoparususie KPI — cTparernueckne METpUKH, CBS3aHHBIE C POCTOM HPUOBLIM, T0Jei
pBIHKA, HTHHOBALUSIMHU.

OynkunoHanbubele KPI— i ornenos nponax, HR, mapketunra, UT u npyrux HanpasieHui.

NumuBunyansaeie KPI — nuuHbIE NOKa3aTenu COTPYJHUKOB, IIPUBS3aHHBIE K 3ajadaw,
IJIaHaM U 30HaM OTBETCTBEHHOCTH.

JIJIsi KOPPEKTHOTO KacKaJupOoBaHUs TpeOyeTcs HopManmm3anus GopMyir: oguH U TOT ke KPI
(HampuMep, BBIMOJIHEHUE MJIaHa) JOJDKEH PacCUUTBIBATHCA 10 €AMHOM (POpMyJie Ha BCEX YPOBHIX —
OT COTPY/JIHHKA 10 AUPEKTOpA.

Kaxnas KPl-merpuka pomxHa OBITH MpsIMO CBSI3aHa C  LEIbI0 10 IPUHLUITY:
«llenb — Merpuka — [1nan — ®axkt — Ananus», rae:

[ens — crpaTernueckas uiu onepannoHHas (Hanpumep, « CHU3UTh TEKy4eCcThb»); MeTpuka —
KPI («YpoBenb Texyuectu, %»); [lnan — nopmarus (ue 6omnee 10%); dakt — Tekyuii ypoBeHb
(manpumep, 14%); AHanu3 — HHTEpHpeTalys OTKIOHEHHH U mocinenyoomue aeidctBus. Taxoi
MOJIXO0JT UCKITIIOYAaeT «MEPTBbIE METPUKUY» — IMOKa3aTeNld, KOTOPhIE CUMTAIOTCS, HO HE BIUAIOT Ha
YIPaBIIEHYECKHE PEIICHHUS.

KPI moryt ObITh BbIpa)K€HBI: B HaTypajbHBIX IOKa3aTesiX: €l., Yell., TeHre, 4achl; B
OTHOCHUTENBHBIX: %, UHJIEKCHI, COOTHOIIEHUS;, B MHJIEKCHBIX mKanax: oT 0 go 100, ot 1 go 10 u mp.
(ocobenno B HR u cepBuce). Bpibop 3aBUCUT OT 1iesid, YpOBHSI MHTEpIIpETallid U TpeOoBaHUI
Busyanm3anuu. Hampumep, CSI unm eNPS ynoOHO mpencTaBisaTh B MHACKCHOM IIKaie, TOT/Ia Kak
BBIPAOOTKY — B ej./4en-yac.[7,8].

Enuaunber usmepenuss — HeoThbeMJIeMbIi KoMIoHeHT 0o KPI-merpuku. Jlaxke mnpu
KOPPEKTHOI (hopMyIie, OTCYTCTBUE SIBHO YKa3aHHBIX U CTaHIAPTU3UPOBAHHBIX €IUHHI] IPUBOIUT K
aHAJIMTUYECKUM OLITMOKaM, HEBO3MOKHOCTH KPOCC-COMOCTABIICHUS U HAPYIICHUSM B BU3YyaIU3alluu
JTaHHBIX Ha pambopmax. B ycmoBuwsx mudposuzanuu, rae pacuétel KPI mpomsBomstcs B BI-
miatdpopmax, ERP, HRM u CRM-cucremax, craHmapTu3anms €IUHUIl HU3MEPEHUS SBISCTCS
KPUTHUYECKH BaKHBIM 3JIEMEHTOM apXUTEKTYphl JaHHBIX [9,10].

VYKkazaHue eIMHULBI HM3MEpPEHUs JIeJaeT II0Ka3aTellb: HHTEPIPETUPYEMBIM — MOXKHO
OJIHO3HAYHO IIOHATHh CMBICA 3HAYEHHUS; CONOCTaBUMBIM — MOXXHO CpPaBHUBAaTh MEXKIY
Mo/ipa3iefieHUusIMU, IPOEKTaMU, IEPUOAAMU; aBTOMATU3UPYEMbIM — UG POBLIE MIATHOPMBI MOTYT
arperupoBaTh U BU3YAIM3UPOBAThH JAaHHBIC, MOJOTYETHBIM — MOXXHO (DOPMUPOBATH HOPMATHBBL,
IIOPOTH, TPEBOYKHBIE I'PAHULIBI.

OcHoBHBIE KaTeropuu enuuui] uamepenus KPI

Kareropus nokaszarens Enauiel namepenus [Tpumepsr KPI
duHaHCOBBIC tenre (T), nomnapsl ($), eBpo (€) | Beipyuxka, PUOBLIb,
cebecTONMOCTh
Bpemennsie CeKyHJIbl, MUHYTHI, 4achl, 1OHH, | CpengHee BpeMs 00pabOTKH,
HEIEIIH Time-to-Hire
[Ipon3BoCTBEHHBIE €UHULbI, TOHHAX, M?, JIUTPHl U | BeIyCK MpOayKLIMH, 3arpy3Ka
Ip. MOIIHOCTH
Yenoseueckuit pecypce yen., uyen-yac, FTE (sxBuBanent | TexyuecTs,
MOJTHOM 3aHITOCTH) MIPOU3BOJUTENBHOCTD TPY/Ia
[TpouentHsie (%) MPOLICHTBI Brinonnenue 1JiaHa,
KOHBEPCHUsI, TEKyU€eCTh
HNupexcHoie ot 0 1o 1; ot 0 1o 100; 6annbhas | CSI, eNPS, YPOBEHb
nIKasa 1u(POBOH 3peNOCTH
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KonnyectBennsie IIT., 3a5IBKH, 3aJ1a4H, OIIMOKU KomuuectBo 3aKPBITHIX
a0COJIIOTHBIE MHIIMJICHTOB, Opaka
OTtHoweHus yucno/uucno  (6e3  eamnun), | ROI, k03 urmeHt
KpaTHOCThb 000paynBacMoCTU

TpeboBanus K eqMHULIAM U3MEPEHHS TPH UPPOBON cTaHgapTH3auu|[7,8].

SIBHOE yKa3zaHue €UHHULIBI HU3MEpEHUs B racropre KPI
IIpumep: "Cpennee Bpemss o00paboTku 3asBkM = 12 wmwuHyT", a He mpocro "12".

YHaudukanus no Bceil OpraHu3amnuy.

Hanpumep, ecnmm mpoW3BOAMTENBHOCTh CUMTAaeTCss B "en./den-yac", TO HE JOMYyCKaeTCs
WCIOJIb30BaHue ""eJl./cMeHa" B IPyroM OTele.

CornacoBanue ¢ Bl-cuctemoii. @opmaTbl €IMHHUL JOJKHBI OBITh YUTEHBI MPH pa3paboTKe
BU3yaJM3aluii, 0COOEHHO €CJM MM0Ka3aTesb UCIOIb3yeTCsd Ha KOMOMHUPOBAHHbIX I'paduKax.

[Tognepxka aBromarnueckoi arperanvu. Bl u ERP 1noiKHBI KOpPpEKTHO CyMMHpPOBATh,
YCPEOHSATh W CpaBHUBATh 3HA4YCHHUS (HANpuUMep, HENb3s arperupoBaTh MUHYTHI U 4achl 0e€3
MIpeIBAPUTENILHOIN TpaHCHOpMAIUN).

BosmoxHocTh MaciiTabupoBanus. Hampumep, nmokaszarenb BBIPYYKH MOKET OTOOpaxaThCs B
TEHTE, TBIC. T, MJTH T B 3aBUCHUMOCTH oT YPOBHS nmamoopaa.
JlokyMeHTaus 1 KOHTPOoJib. EAMHUIIBI H3MepeHus T0JIKHBI ObITh 3aMKCUPOBAHBI B METOJUYECKOM
pernamenTe wi u@poBom cripaBounuke KPI.

[Ipumeps! ykazanus equnul B macroprax KPI [7,8]

Haspanne KPI EnuHu1el n3mepeHus KomMmmenTapuii

ROI % OTHOCUTENBHBIN TTOKA3aTEIh
CpenHsisi TpOAOIKUTEIBHOCTD | THU BpemenHol nokazarenb
CIICIIKH

[Ipon3BOIUTENBHOCTH TPYIa eJI./Jden-yac KoMOnHupOBaHHAs €TMHHUIIA

VYposens ynonerBopéHHOCTH | mHAEKC (0—100) WNHuneke, oToOpakaeTcst Ha IIKaje

JKOHOMMWYECKHUE HAYKH

KIIMCHTOB

KonnyectBo 00pabaThiBaeMBbIX | IIT. AOCOIIOTHOE 3HAUCHUE

3asIBOK

3anepxka o CpOKaM | 4achl BakHO y4YHTBIBaTH TOYHOCTBH [0
BBITIOJTHCHUS 4acoB

Koadpunment Kpar bespa3mepHas BEJIMYUHA
000pavYrBaEMOCTH 3aI1acoB (oTHOIIEHHE)

Pexomenpanuu o ynudukanuu eauHul u3mepenus [7,8]: pazpaborarh CipaBOYHUK €AMHMUII
m3mepenusit KPI ¢ knaccuduxanueil mo kareropusiM; BCTPOUTh MPOBEPKY COOTBETCTBUS €IHHHII
pacuétHori Jsiormke B BI/ERP-cucreMax; BU3yanm3upoBaTh CIWHHUIIBI PSAJAOM C ITOKa3aTeIIIMHU
(moamucH, Jere’apl rpaduKkoB); MpU MOCTPOCHUHU JAMIOOPIOB UCIOIB30BATh KOHTEKCTHYIO CMEHY
Macmraba (T — TbIc. T — MJIH T); 00eCIeYuTh ABYSA3bIYHYI0 MapKupoBKYy eauHull (T / KZT; exn. /
pcs.) mpu paboTe B MHOT'OSI3BIYHON Cpelie.

CoBpemennbie 1udpossie miatdopmel, Takue kak Power BI, SAP, 1C, Tableau, TpeGyrot
JeTaIU3UPOBAHHOTO NMOAX0/a K cTanAapTu3anuu ¢popmyn KPI, koTopslii o6ecrieunT KOppeKTHOCTS,
COBMECTHMMOCTb M HHTETpaluio B LU(PPOBYIO Cpedy KOMIAHUM. {1 yclemHoil MHTerpanuu u
obecrieyeHusi aBToMaTu3amu mnporuecco pacuéra KPI BaxHO co0irofaTh HECKOJIBKO KITFOUEBBIX
MIPUHIIUIIOB.

s koppekTHoro u 3¢pdexkruBnoro pacuéra KPI Ha nudpossix miatdpopmax HeoOX0AUMO,
4yro0bl Qopmynsl KPI Obimm ommcanbsl ¢ ucnonb3oBanueM SQL wim DAX. Drto mosBoiser
MHTETPUPOBATh METPUKU B 0a3bl JaHHBIX, a TAK)KE MCIIOJIb30BaTh MOIIHbIE MHCTPYMEHTHI aHAN3a
JAHHBIX A pacuéra TMokaszaresneil B pealnbHOM BpeMeHH. SQL-3ampochkl HCHonb3yroTcs Uis
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arperanu JaHHbIX B ERP-cuctemax m 6a3ax JaHHBIX, 4TO MO3BOJSET Moyy4arh 3HadeHust KPI,
OCHOBAaHHBIC Ha PAa3NUYHBIX Tabmumax naHHbiX. DAX-3ampockl mpumensitores B Bl-mardopmax,
takux kak Power BI, rne oHu oOecneunBarOT CIOXHBIE BBIYMCICHHSI U BBIYHUCICHUS HAa YpOBHE
JAHHBIX C BO3MOXKHOCTBIO JMHAMHYECKON (DMIIBTpaLIUy.

[Tpumep SQL-3anpoca ans pacuéra KPI:

SELECT

employee id,

COUNT(task id) AS total tasks,

SUM(CASE WHEN deadline_met ='yes' THEN 1 ELSE 0 END) AS on_time _tasks,

(SUM(CASE WHEN deadline met ="'yes' THEN 1 ELSE 0 END) * 100.0 / COUNT(task id))
AS kpi

FROM tasks

GROUP BY employee id

Jlia toro yto6s! pacuér KPI Obl1 TOUHBIM M akTyaldbHBIM, HEOOXOIUMO UETKO ONpEAETUTh
WCTOYHUKHU JTAaHHBIX. JTO BKIIOYaeT B ce0s mpuBs3Ky ¢popmyn KPI k jaHHBIM, KOTOpbIE OCTYHAIOT
W3 Pa3IMYHBIX CHCTEM M HMCTOYHUKOB, Takux kak ERP, CRM, HRM, 0a3bl naHHBIX U BHEIIHHE
ucToyHukd. Data source mapping mnojpa3ymMeBaeT CO3/laHHE CXEMbl, B KOTOPOH YyKa3aHbl BcCe
WCTOYHUKHU JaHHBIX it pacuéta KPI, a Takke nx o6padoTka u npeoOpazoBaHue B HY)KHBIN (opMar
Ui aHanuTUkd. Hanpumep, 11s pacuéra npou3BOAUTENILHOCTH TPYJa MOKHO UCIIONIB30BaTh TaHHbIE
n3 HR-cucremsl, a nst orienku ROl — mannble U3 prUHAHCOBOW CHCTEMBI.

Jia ob6ecnieuenust koppektHocTH pacuétoB KPI B indpoBsIx cucremMax HEOOXOIUMO yKa3aTh
GUIbTPHl U UCKIIOYEHHS, KOTOpbIE MOMOTYT TOUHEE HHTEPIPETHPOBATH JaHHbIE. VckiroueHue
ctax€poB: B KPI, cBA3aHHOM C NpPOU3BOIUTEIBLHOCTHIO WMIJIM BBIPYYKOW, CTAKEPHI MOTYT HE
y4acTBOBATh B pacy€Tax, MOCKOJbKY MX MOKAa3aTeIN HE OTPAXAIOT MOJHYI0 KapTUHY. MckitoueHue
HenoJiHoro Mmecsina: Hanpumep, B pacuére "Bpemsi HaliMa" MOXHO MCKIIIOUUThH HEMIOTHBIE MECSILIBI,
€CIM OHU HE OTPAKAIOT HCTUHHYIO AWMHAMUKYy. DUIbBTphl MO pOJISIM WM JernapTaMeHTaMm: B
HEKOTOPBIX CIIy4asX Ba)XXHO YUYUTBHIBAaThb TOJBKO OIpPEACIEHHBIE TPYyNNbl COTPYAHUKOB WIH
nojipa3ziesieHus, YTo0bI N30eKaTh UCKAKEHUH B TaHHBIX.

Jlns moBbIIEHUS! TOYHOCTH U aBToMaTu3annu pacu€roB KPI cnenyer nnrerpupoBats HOpMbI 1
TPEBOKHBIE MOPOTH B LIU(PPOBBIE CUCTEMBI, UTO MO3BOJSET ONEPATUBHO BBISBISATH OTKJIOHEHUS OT
YCTaHOBJICHHBIX LieJe M MpOrHo3upoBaTh Ipodiaembl. HopMmbl: YcTaHOBIEHHE CTaHIAPTHBIX
3HAYEHUM M7 KaXIOM METPUKH, KOTOpPBIE HCIOJIB3YIOTCA Kak OpUEHTHpbl sl pacuéra KPI
(HampuMep, TUIAHOBBIE IOKA3aTeNd MO BbIpydke, 00bEMY MPOM3BOJACTBA). TpPEBOXKHBIE MOPOTH:
Omnpenenenre NOporos, IpU KOTOPBIX cUCTeMa OyIET aBTOMaTHYECKU YBEIOMIIATh MEHEKEPOB UITU
pykoBojuTenell 00 OTKJIOHEHHUSX OT HOPMBI (HAmpuMep, €ClIM YPOBEHb TEKy4eCTH KaJpoB
npeBsimaet 10%).

[Ipumep anroputma Asnst pacy€ra TPEBOKHOTO MOpora (Harmpumep, sl YpOBHS TEKy4eCTH):

SELECT

department _id,

(COUNT(employee id) * 100.0 / total employees) AS turnover rate

FROM employees

WHERE status = 'resigned'

GROUP BY department_id

HAVING turnover rate > 10

Jns ycnemHoro BHeapeHus M 3kciuryaTauuu KPI B pamkax nu¢poBBIX CHCTEM Ba)KHO
MIPaBUIILHO HACTPOMUTH MHTerpanuto Bcex ousHec-cucreM (ERP, HRM, CRM) ¢ mnatrpopmamu s
aHanmu3a gaHHbeIX (Power BI, Tableau). 910 no3Bossier o6ecneunTh €AUHBIN HCTOUHUK MPABJIbI JUIS
BCEX COTPYAHUKOB U PYKOBOJUTEIEH, KOTOpBIM IIOMOXKET IIPUHUMATh pPELICHUS Ha OCHOBE
AKTyaJIbHBIX U TOUHBIX JaHHBIX.
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Pexomenoayuu: obecrieunts coBmecTuMocTh Gopmyn KPI ¢ naHHbIME M3 BCEX MCTOYHHKOB
yepe3 LeHTpanu3oBaHHble Bl-mmatdopmbl; ycTaHOBUTH (DUABTPHI U MCKIIOYEHUH W HANAIUThH
aBTOMATH3UPOBAHHYIO pabOTy C JaHHBIMH, YTOOBI MUHUMM3HPOBATH PYyYHOE BMEMIATEIHCTBO U
OMOOYHBIE PACUYETHI; CO3/aTh BHYTPEHHHE DErJIAMEHTHI JUIsi BepU(DUKAIUU U TECTUPOBAHHS
dopmyn KPI nmepen nx BHEpEeHNEM B peIbHYIO SKCIUTYaTallI0; HACTPOUTH CUCTEMBI YBEIOMIICHUN
U TPEBOT, YTOOBI ONIEPATUBHO PEArupoBaTh Ha OTKJIOHEHUS OT YCTAHOBJIEHHBIX [IOPOI'OB U HOPM.

®opmyner KPI — 310 crpatermueckass WHPPACTPYKTypa YIIPABJICHUS, OOCCIICUMBAIOIIAS
BOCIIPOM3BOJUMOCTb, COIOCTaBUMOCTb M YIPaBISEMOCTh MeETpUK. be3 uérko mnponucaHHON
dopmynbHO# soruku cucrema KPI cranoBuTcst GoOpManbHOH M TepsieT aHATUTHUYECKYIO CHITY;
CTaHapTU3alus pacu€THbIX popmy HeoOxoauma ais unrerpauuu KPI B BI-, ERP- u HRM-cpenpr.
OTo BKIIOYAeT B ce0s YHU(UKALNMIO MEPEMEHHBIX, JIOTUKH pacy€ra, HOPM U MOPOIOB, a TaKkKe
noanepxky ¢opmyin B uudposom popmare (SQL, DAX, 1C u ap.); eAMHULIBI U3MEPEHHUS ABIISIOTCS
o0s13aTenbHBIM KOMIIOHEHTOM J1t0001 KPI-meTpuku. VX oTcyTCTBHE MM HECOTIIACOBAHHOCTD MEKTY
MO/Ipa3JieIeHUsIMA TIPUBOJUT K AHAJUTHUECKUM M YIPABIEHYECKHMM HMCKRKEHMUSIM, a TaKke
HEBO3MO)KHOCTH MaciutabupoBanusi cucremsl; tunosorus KPI mo umensim (pe3yabTaTUBHOCTS,
3¢ (HEeKTUBHOCTD, MOBENIEHNE, CPOKU, KaueCTBO, U(pOBU3AIKsI) TTO3BOJSET MPABUIBLHO MOJA00paTh
CTPYKTYpy (QOpMyJIbl U MHTEpIIpETaLnIO0 JaHHbIX. HepasnnueHue 3TUX KIacCoB BENET K MyTaHUIE
Mexay nokaszarensmu U uaaukaropamu (KPI, KRI, PI); aBromartu3zanus pacuéToB B COBpEMEHHBIX
mwiargopmax TpedyeT 4YETKOro ONUCAaHUS MCTOYHUKOB JIaHHBIX, (UIBTPALUU, HCKIIOYSHUH,
COrJIacOBaHUs MepuoioB U (popmarta Buzyainzauund. ABTOMaTH3alys HEBO3MOKHa 0e3 cTaHaapTa Ha
KPI-nu3zaitn; dopmynsr KPI nomkHbl ObITh yCTONYMBBI K MacIITAOMPOBAHUIO U UHTEPIIPETHPYEMBI
Ha BCEX YPOBHSIX YIpPAaBJIEHUS — OT UHAMBHUIYaJIbHBIX IIeJie COTPyAHHKA J0 CTpaTerHnYecKhX
MoKa3areie KOMIAHUU. OTO TpedyeT KacKaJHOro HOPMHUPOBAaHUS U HOPMAaJIU3yeMOCTH
rokazaTeneil; orcyTcTBue IudpoBoro cupaBounuka KPI u macropruzanuu Gopmysl 3HaAYUTEIBHO
CHMKAET YNPABIIIEMOCTh M JIOBEpUE K CHCTEME OLEHKH. OpraHusanuy HYXJAIOTCS B JKUBOM,
noanepxxuBaeMoM peectpe KPI, BctpoeHHOM B HH(GOPMAITMOHHYIO CUCTEMY.

Ilpakmuueckue pexomenoayuu. Jns ynpaBnenneBs u  HR-gupexTopoB: yTBEepauThH
KOPIOpPAaTUBHBIN cTaHmapT Ha noctpoenue KPI, Bximrouast mrabmorsl Gpopmysn, o0s3aTebHbIE OIS
MacropTa ¥ METOAUKY BU3yalIU3aliu; 00eCIeUUTh CBSI3b KaXk10i METPUKH ¢ OM3HEC-1eNbI0, n30erast
«MEpTBBIX IOKazareseil» 0e3 ympaBJIeHYeCKOro BO3ACHCTBUS; pa3padborath uepapxuio KPI:
CTpaTeruueckue, (yHKIUMOHAIbHbIC, WHAMBHUAyallbHbIE — C €IWHBIMHM IpaBUJIaMH pacuéra u
KacKaJUpOBAHMUSL.

Jst cnermanuctoB mo Bl m UT-apxurekTopam: peann3zoBath GOpMyJbl B YHUBEPCAIbHBIX
nudposeix BeipakeHusx (DAX, SQL, 1C), ¢ BO3BMOXHOCTBIO U3MEHEHUS HOPM M HCTOYHUKOB
JaHHBIX 0€3 MepenuchiBaHUs KOJAa; co3/1aTh eauubliii cripaBounnk KPI ¢ API-moctymom s Becex
nudposeix cucrem (ERP, CRM, BI, HRM); unterpupoBaTh MeXaHU3Mbl TPEBOXKHBIX IOPOTOB H
OTKJIOHEHH, aBTOMAaTHYECKH CUTHAIM3UPYIOMIHUX 00 OTKIOHEHHSIX OT HOPMBI. JlJis aHAaIUTUKOB U
METOA0JI0roB: BHeApUThL Tunosornio KPI mo ynpaBieHuecKOMYy HAa3HAYEHUIO KaK OCHOBY IS
noctpoenust ¢opmyn u Buzyanuzanuu; Bectu macmopra KPI ¢ ykazanwem: unenu, ¢Gopmyiibl,
€AVMHUIbl U3MEPEHUsl, UCTOYHHKA JAHHBIX, IEPUOJIMYHOCTH U OTBETCTBEHHOI'O; KOHTPOJHUPOBATH
coONIOICHHE CTaHAapTa €IUHHI] U3MEpPEHHs,, OCOOCHHO NpHU MOCTPOCHMHU NambopIoB U Kpocc-
cpaBHeHuu. [ umdpoBbIX TpaHCHOPMALMOHHBIX MPOEKTOB: caenarh ¢opmynsl KPI uacthio
aApXUTEKTYphl HU(POBOM 3pENOCTU: BKIOYATh UX B PEECTPHI, MOIYJIbHbIE CHUCTEMBI YIpPaBIICHUS,
OKR/BSC-cBsi3ku; PerynspHo nepecMaTpuBaTh GOpPMYIIbI U €JMHUIBI H3MEPEHUSI HA COOTBETCTBHE
ousHec-peanusM u IT-undpacTpykrype; 00ydarh pPyKOBOIMTENEW M JHUHEHHBIX COTPYIHUKOB
YTeHHUI0, MHTeprpeTanuu u wucnons3oBannto KPI B cBoeit pabore. Ycmemnas cuctema KPI B
nupoBOi OpraHM3allid — 3TO HE IPOCTO HabOp TMOKazareled, a CTPYKTypUpOBaHHAs,
dbopManu3oBaHHas U YIpaBisiemas dKOcHCTeMa, rae Kaxkaas (opmyna — 3TO ympaBieHUECKas
rurnoresa, mposepsiemas AanHeiMH. Ctangaptusanus Gopmyn u equHuI] usmepenus KPI — sto mar
HE B CTOPOHY YCJIOXKHEHHUS, @ B CTOPOHY yIPaBJIEHUYECKON 3PEIOCTH, MPO3PAYHOCTH U CIIOCOOHOCTH
OBICTPO aJanTUPOBAThCA K HM3MEHEHHsIM BHeEIIHEH cpeapl. OpraHuzanusM, CTPEMSIIUMCS K
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u(pOBON yCTOMUMBOCTH, KU3HEHHO HeoOxoaumo BHenputh He npocto KPI, a KPI-by-design —
MOJIX0/, TMPH KOTOPOM KaxKJas METpHKa M3HAYaIbHO MPOEKTHPYETCs Kak IM(poBoi apredaxr,
BCTPOEHHBIN B KOPIIOPATUBHYIO CUCTEMY YIIPABJICHUS PE3yJIbTaTaMU.

@opmyinbl, pacu€Tel U eauHULBl M3Mepenust KPI mpencraBisior coOoii HE TEXHUYECKUH, a
CTpaTeTHYECKH BAKHBIA CJIOW YIPABICHUYECKOH apXUTEKTypbl LUGPOBOM opraHu3amuu. Mx
CTaHJApTHU3alMs II03BOJISIET HE TOJBKO YCTPAHWUTh HHTEPIPETALMOHHBIE M METOIOJIOTMYECKUE
Pa3HOYTEHUS, HO U CO3JaTh €MHOE AHAIUTUYECKOE MPOCTPAHCTBO, B KOTOPOM KaXbIH IT0KA3aTENb
IIpO3payveH, BOCIIPOU3BOAUM U CBA3aH C KOHKPETHOW YIIPABICHYECKOM LIEIIBIO.

B xonme wuccnenoBaHuss 00OCHOBaHAa HEOOXOAWMOCTb IIEpPEXo/la OT «PY4YHOIO» U
¢bparmentapaoro noaxona k mocrpoenuto KPI x cucremHomy u nmdppoBoMy. Bbinu BBISBICHBI
0a3oBble  mpuHIMNIB  KoppektHoro  KPI-muzaitnHa —  uU3MepuUMOCTh,  OJTHO3HAYHOCTH,
HOPMAaJIM3yeMOCTh, YCTOMYMBOCTh K MAacIITAOMPOBAHUIO M aBTOMAaTU3UpyeMocThb. [IpennoxeHsl
TUIIOBBIE POPMYJIBL, KJIaCCU(UKALMN METPHK IO YIIPABJIEHYECKOMY Ha3HAUEHUIO, a TAKXKE CTPYKTypa
yHu¢unuposanHoro mabdaona KPI, npuronnoro misa ucnons3osanus B Bl, ERP u HRM-cpenax.

Oco0oe BHMMaHME YJIEJIEHO BOIIPOCY €IUHUI] U3MEPEHUs KaK HEOTHEMJIEMOMY JJIEMEHTY
MHTEPIPETUPYEMOCTH U BU3yanu3anuu. B ycnoBusx nudpooil Tpanchopmaliuy UIMEHHO GopMyiia
C KOPpPEKTHOM eIMHUIEeH U3MEpPEeHMs] M MCTOYHMKOM JaHHBIX CTAaHOBUTCS <«SIAPOM» LUGPOBOI
METPHUKH, UHTETPUPYEMOM B CKBO3HBIE JAIOOp bl M CUCTEMBI YIIPABJICHUS HA BCEX YPOBHSX.

Peanuzanus npeniokeHHOro noIxo/a TpedyeT He TOJIBKO METO/I0JIOTMUECKOM 3pesiocTH, HO U
B3auUMoJIeHCTBUS Mexay OusHecoM u UT, mexay uensiMu M JaHHBIMHM, MEXIY YIpaBlI€HUEM U
apxutektypoil. Cranmaptuzanmus ¢opmyn KPI — »3T0 He Bompoc MareMaTukd, a BOIPOC
YIIPaBISEMOCTH U J10OBEPUS.

Hudposas cucrema KPI — 310 He Habop mokazaTeneid, a SKOCHCTEMa, B KOTOPOW KaxKaas
dopmyna, Kaxpaas €AMHUIA W3MEPEHHS U KaXIbld pacyETHBIH MEXaHM3M SIBISIOTCS YacTbhIO
CTPaTErn4eCcKOro KOHTypa yInpasiieHUsA. IMEHHO Takast MOJEIb II03BOJIIET OPraHU3alusIM He IPOCTO
(buKCcUpoBaThH MPOILIOE, HO U (POPMHUPOBATH yIpaBisieMoe OyayIee.
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KAK UIBMEPUTH «<HEBUJAUMOE»: AHAJIMTUKA SOFT SKILLS 1
CAMOOPT'AHU3BAIINU OBYYAIOLIUXCS

I'EJIBMAHOBA 3051 CAJIMXOBHA
[Ipodeccop, Kaparanauuckuii nHAyCTpUaNbHBINA yHUBEpcuTeT, Temupray, Kazaxcran

CAYJbCKUI FOPUI HUKOJAEBUY
Maructp, KaparanamHckuil ”HAyCTpUaJIbHBINA YHUBEpPCUTET, Temupray, Kazaxcran

IHETPOBCKASA ACHS CTAHUCJIIABOBHA
Marwuctp, KaparananHckuil ”HAyCTpUaIbHBIA yHUBEpCUTET, Temupray, Kasaxcran

FAYEZ WAZANI ABDUL WALID
Marwuctp, KaparananHckuil ”HAyCTpUaIbHBIA yHUBEpCUTET, Temupray, Kasaxcran

CAVYJBbCKAA OJIBI'A AHATOJIBEBHA
Vuurens, OCII 11, Temupray, Kazaxcran

Annomayun. B ycnosusx yugposoii mpancghopmayuu obpazosanus neped neodazocamu
86cmaém Ho8as 3a0a¥a — He MOJbKO nepedasams npeomMemmubvle 3HAHUS, HO U CROCOOCmE08ams
Gopmuposanuro  HAONPEOMEMHbIX HABLIKOG, MAKUX KAK CAMOOP2AHU3AYUs, KPUMUYECKOoe
MbluleHue, SMOYUOHATIbHBIU UHMELIEKM, KOMAHOHAsl paboma u opyeue snemenmsl soft skills. dmu
HABbIKU 6CE Yaue CMAHOBAMCA UHOUKAMOPAMU 20MOBHOCMU 00YUAIOWe20Csl K CAMOCMOAMENbHOU
NpOheccUOHATbHOU OessMeNbHOCIU U K YYACTUIO 8 CILONCHBIX MEHCOUCYUNTUHADHBIX NPOEKMAX.
Oo0Hako ¢ mouku 3penus npenooasamenbCKol NPAKMUKU UMEHHO dMuU KOMREeMeHYUuU OKa3bl8aomcs
HaumeHee BUOUMBIMU U MPYOHee 8Ce20 NOOOAIWUMUCS POPMATUZ08AHHOU OYeEHKe.

Ilpenooasamens 3auacmyro Habarwoaem, Umo 0OHU CIYOEHMbl CUCTNEMHO YNPABIIOM CBOUM
8pemMeHeM, OeMOHCMPUPYION BbICOKUL YPOBEHb CAMOPe2YIAYUU U GKIIOUEHHOCMU 8 NPOEKMHYIO
0esimeNbHOCIb, 8 MO 8peMsi Kak opyaue 001aoaom Xopoulumu meopemuyeckumu 3HaAHUsMU, HO
cn1abo 6oeneueHvl, He ymerom padbomams 6 KOMAaHoe u Oblcmpo mepsom momusayuio. dmu
HaOI00eHUs, XOMsL U UHMYUMUBHO MOYHDL, He 6Ce20d HAXOOSM OMPAdCeHUue 8 UNo208blX OYEHKAX,
OPUEHMUPOBAHHBIX HA KOHMPOAb 3Hauull. B pezyromame cozdaémcs uckadcenue KapmuHbl
pazeumus  IUYHOCIMU — 00yYaowe2ocsi U mepsaemcs — 803MONCHOCIb — YeleHANPABIeHHO2O0
neoazocuyecko2o conposodcoeruss soft skills.

Cmamws Hanpasiena Ha npeodoaeHUe IMo20 paspwied. B neil npedcmasnenvl meopemuueckue
OCHOBAHUSL U NpaKmMudeckue UHCMPYMeHmbl Ol aHaiusa u usmepenus soft skills u ypoews
Camoopeanu3ayul, NpUMeHuUMble KaK 6 WKOJIbHOU, MaK u 6 8y308ckoll cpede. ObOOCHOBbIBAEMC S
HeobXoo0umMocms nepexooa om cyObeKmusHuIX HabII00eHUll K CUCIEMHOM) cOOPY U UHMepnpemayuu
OAHHBIX — C UCNONIL308AHUEM YUPDPOBbIX clledos odyuarowuxcs, LMS-ananumuxu, oopmupyrowezo
OYEHUBAHUS, peer-review-naam@opm u UHOUBUOYAIbHLIX mpeKkepos pazsumusi. [Ipednodcentvie
NnOOX00bl  NO3BOJAIOM  NPENn00Asamento  8blCmMpausams — 6Oonee  YeloCmHYI0  MpPaeKmopuro
CONPOBOANCOCHUSL YUAWE20Csl, CBOCBPEMEHHO BbIAGIAMb MPYOHOCMU, A MAKI}Ce UHMEeSPUpPO8anms
oyeHky soft skills 6 obpazosamenvublii npoyecc Kax OpeaHUYHYIO U NeOA202UHeCKU 3HAYUMYIO

COCMasnAnwWyIo.
Taxum obpasom, cmamvs adpecosana, npedcoe 8ce20, NPenooagamensim U Memooucmam,
CMpeMAWUMCSL COelamb «HegUOUMoe» — GUOUMbBIM, a pazeumue Soft skills — ynpaensiemvim u

OUACHOCMUPYEMbIM 8 PAMKAX PEeaibHO20 00PA308AMENbHO20 NPOYeccd.
Knrouesvie cnoea: soft skills, camoopeanuzayus, obpazosamenvhas aHaiumuxa, yu@posas
neoazocuka, popmupyrowee oyeHusanue, 06pazoeamenbHvle mpeKepvl, Komnemernyuu 6yoyue2o.

0 “MexayHapoJHbIA HAyYHO-UCCIejoBaTeabcKUH neHTp “Endless Light in Science”


https://doi.org/10.5281/zenodo.17012980

JKOHOMUHWYECKHWE HAYKHN

2024 -5.99

CoBpemeHHOe 00pa3oBaHHME CTPEMUTENBHO BBIXOJUT 33 PAMKH Nepeiadd aKaIeMHUYECKUX
3HAaHM, BCE dale CTaBs meped coOOd 3agady pas3BUTHS Yy OOYYaIONIMXCS IIMPOKOTO CIIEKTpa
HaAMPOPECCHOHANBHBIX KOMIIETEHIIMH — Tak Ha3bpiBaeMbix soft skills. K HuM oTHOcsATCS
KPUTHYECKOE MBIIUICHUE, CIIOCOOHOCTh K CaMOOpTaHU3alMH, KOMaHIHOE B3aWMOJICHCTBHE,
SMOIMOHAIBHAS OCO3HAHHOCTh W JIPYT'Me€ METAHaBBIKH, 0€3 KOTOPBIX CTAHOBUTCS HEBO3MOKHBIM
yCIIenTHoe yyactue B u(ppoBoii 3KOHOMHUKE, THOKOE TPUCIIOCOOIEHNE K MEHSIOIUMCS YCIIOBHSIM U
MPOJYKTUBHAs paboTa B MEXAUCLUIUIMHAPHON cpelie.

Kak npenogaBarenu, paboTaromuye Ha CThIKE TPAIUIIMOHHOTO ¥ IU(POBOTO 00pa30BaHUS, MBI
©KEJHEBHO HaONIONaeM, Kak HaJlM4We WJIM OTCYTCTBHE JTHUX HAaBBIKOB BIIMSET Ha IOBEICHHE,
pe3yIbTaThl M IMYHOCTHYIO JTHHAMUKY CTYACHTOB. OZIHH yJalniiuecs MposBISIOT HHHIMATHBY, YMEIOT
IUTAHUPOBATh CBOIO HAarpys3Ky, OpraHH30BBIBAaTH pPa0OTy B TPOEKTHBIX TpYyMNax, HaXOAUTh
HEeCTaHIapTHBIE pemeHus. [lpyrue — HecCMOTpsI Ha XOpOITUe 3HAHUS TPEAMETa — HE CIPABIISIFOTCS
C Je/UlalHaMH, TIaCCHBHBI TPH TPYNIIOBOM B3aMMOICWUCTBUH, HWCIBITHIBAIOT TPYJHOCTH B
CaMOOPTaHU3AIUK. DTH Pa3IN4Ms OYEBHIHBI, HO OHU PEJIKO CTAHOBSATCS MPEIMETOM aHalN3a, emé
peke — OIEHKH, U TPAKTUYECKH HUKOT/1a — MHCTPYMEHTA Pa3BUTHSL.

TpaguumoHHass cucTeMa OIICHKH TIO-TIPEKHEMY OpPHUEHTHpPOBAaHA IPEUMYIIECTBEHHO Ha
3HaHUEBBIC MIOKA3ATENIN U HE YUUTHIBACT MOBEJICHYECKHE U IMIHOCTHBIE aCTIEKThI 00pa30BaTEILHOTO
nporiecca. B pesynbrare soft skills ocrarorcst «HeBUIUMBIMIY — UX pa3BUTHE MYIIEHO HA CAMOTEK,
a MOTEHIHAJI TTeJJATOTUIECKOTO BO3JICHCTBHUS CBOJUTCS K CUTYaTHBHBIM COBETaM M HeOpMaIbHON
oOpatHO# cBsizu. OgHAKO B YCIOBHUSX LHU(PPOBH3AIMUA Yy HAC, MPENoAaBaTeeH, MOSBIACTCS
BO3MOKHOCTh IPe00pa3oBaTh HAOMIOICHHSI B METPUKH, a MHTYHIIUIO — B CHCTEMHYIO aHAJIHUTHUKY.
Hudposslie cpensl, muatdopMsl ynpasieHus ooyuennem (LMS), HHCTpYMEHTBI COBMECTHOIM pabOThI
u  (GOPMHUPYIOUIETO OIEHUBAHHUS IIO3BOJIAIOT CcoOWMpaTh HH(PPOBOM clel 00ydaromerocs,
aHAJIM3UPOBATh €r0 TPACKTOPHUIO PAa3BUTHS, BBIABIATH MPOOJIEMHbIE 30HBI U CBOEBPEMEHHO
pearupoBarsb.

Lenb nccnenoBanust — noka3aTh, Kak U3MEPATH TO, YTO PaHBIIIE€ CUUTATIOCH TPYIHOYJIOBHUMBIM
Y HEOLIEHUMBIM: CaMOOPraHU3al1I0, KOMMYHHUKATUBHbBIE U SMOIMOHAJIbHbIE HABBIKH, KPUTHUECKOE
MbIiieHne. Hamu paccMoOTpeHbl TeopeThdeckne OCHOBBI m3MepeHus soft skills u mpakrtuueckue
MHCTPYMEHTBI, IPUMEHUMBIE B 00pa30BaTeIbHOM Cpeie — OT OMPOCHUKOB A0 HU(POBON aHATUTUKH.
Oco0oe BHUMaHHE YJENAETCsS UHTETPAIlUK 3TUX METOJ0B B MIOBCETHEBHYIO padOTy MpenoaaBaTers,
0e3 u3nuiHel hopManu3ali U MpU COXPAaHEHUH MEAarornyeckoro CMbIcia.

B pe3ynbraTe npenoaBaTend CMOTYT HE TOJIBKO JIydllle IOHUMATh CBOMX 00y4Yaronnuxcs, HO U
6onee r3¢dhexTuBHO HOPMHUPOBATH Y HUX HABBIKU, KOTOPBIE IEHCTBUTEIBHO BaxHbI B X XI Beke — u
JUIS Kapbepbl, U JIJIS )KU3HH.

[Tonstue soft skills — wim ruOkux, HAANIPEAMETHBIX, YHUBEPCATbHBIX HABBIKOB — BCE Yallle
¢burypupyer B 00pa3oBaTeNbHON MOJIUTHUKE, MPOrpaMMax Pa3BUTHUS KOMIETCHIMA U CTpaTEerUsix
By30B. OTH HaBbIKM MpoTuBomnocrtapisitorcs hard skills — KOHKpeTHBIM 3HaHUAM W
npodeccuoHaNbHBIM YMEHUSIM, U3MEPSAEMbIM TecTaMH U dk3ameHamu. OHako umeHHo soft skills —
yMeHHe paboTath B KOMaHje, OpraHM30BbIBaTh ceOs, pemiaTh HeCTaHAApTHBIC 3aJauu,
KOMMYHHIIUPOBaTh U aJalTUPOBATHCA — CTAHOBATCS KIIOUEBBIMU MPEIUKTOPAMHU YCHEIIHOCTH
BBIITYCKHHUKA B YCJIOBUSIX HEONPEACNEHHOCTH.

C nenarornyeckoit Touku 3peHust soft skills mpenctaBistor co60l KOMIUIEKC JTaT€HTHBIX
MIEPEMEHHBIX — TO €CTh KayeCTB, KOTOpbIE HEJb3s1 U3MEPHUTh HAINPSIMYIO, HO MOKHO HaOII0aTh
yepe3 MOBEJCHHE, AMHAMHKY, Pe3yJibTaThl I'PYNNOBOM M HMHIAMBHYaJbHOM AEATENBHOCTH. OTO
TpeOyeT OT MpenoAaBaTes NepeoCMbICIEHUS CaMOM TPUPO/Ibl OLIEHUBAHUS: OT OLIEHKH pe3yJibTaTa
— K aHaJIM3Y MpoLecca; OT UTOrOBOM OTMETKU — K TUarHOCTUKE Pa3BUTHS.

Jnist Toro utoOsl soft skills cTamu 00beKTOM H3MepeHus U pa3BUTHUS, HEOOXOIUMO MPOBECTH UX
OTEepaLMOHATIM3AIMI0 — TepeBecTH aOCTpaKTHbIE KAaTEeropuu B HAOJIOAaeMble, ONUCHIBAEMBIE U
¢buKcupyeMble MHAUKATOPHl. B COBpeMEHHOW menaroruke Juis 3TOTO HCHOJb3YIOTCS HECKOJIBKO
B3aMMO/IOTIOTHSAONINX TIOJIX0/I0B:
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[ToBenenyeckuii MOAX0A — OCHOBAH Ha aHAIM3€ KOHKPETHBIX JIEUCTBHI OOyuaromierocs B
00pa3oBaTENbHBIX W TMPOEKTHBIX CUTYalUsX: HHULUATUBHOCTh, YMEHHE apryMEHTHPOBATH,
CIIOCOOHOCTH K pedIeKCHH, MPOJYKTUBHOCTh B KOMaHIE.

PesynbTaTUBHBIN 1MOAXOJ — ONUpAeTCs HAa aHalu3 BBIIOJHEHHBIX 3aJaHUil: 3cce,
MPE3CHTAIN, TMPOEKTHBIX pPabOT, TAe NPOSBISIOTCS HABBIKK IUIAHUPOBAHUS, KPUTUYECKOTO
OCMBICTICHHS, MHTErpallii HHPOPMAIINH.

CyObeKkTHBHbBIE IIKaJbl — BKJIIOYAIOT CAMOOIIEHKY, OLIEHKY CBEPCTHUKOB (peer-review),
HKCTIEPTHYIO OIEHKY Teaarora. XoTs TaKHe IIKaIbl He SIBIISIOTCS MOJHOCThIO OOBEKTHBHBIMH, TIPU
JOCTaTOYHONW KaIMOPOBKE OHHM JAIOT IEHHYI0 MH(POPMAIHIO O CAMOOIIYIICHWH W METaro3HAHUU
o0yuJarorierocs.

[Hudposasi aHaTuTHKa MOBEICHUS] — HUCIIOJIb30BAaHUE JIOTOB aKTUBHOCTH B LMS, ¢opymos,
oHnaiH-cepBucoB (Google Docs, Trello, Moodle u ap.), KoTOpble O3BOJIAIOT AaHATTU3UPOBATH PUTM
paboThl, KOMMYHUKAIIH, PEaripOBaHNE HA JAC/UIAHBI M IPYTHE aCTIEKThl CAMOOPTaHNU3aIUH.

CoueraHue 3THX MOAX0JI0B MO3BOJIET NMEPEUTH OT Pa3pPO3HEHHBIX HAOIIOIEHUH K CHCTEMHOM
Me/IarOrMYECKON JUAarHOCTHKE.

[Ipumenenne anamutuku soft skills TpeOyeTr 3THyeckoil OCBEJOMIEHHOCTH U COOJIOJNCHUS
MPUHIMTIOB TIEJAarOTUYECKOW OTBETCTBEHHOCTH. B OTIIMYME OT TeCTOB, TaKWe M3MEPEHUs 3a4acTyro
MIPOBOJIAITCSL B YCIIOBHSIX PEANIbHOTO B3aWMOJICHCTBHS W C HCIOJIB30BAHUEM HU(POBBIX CIIETOB
oOydJaroruxcsi, 9To Tpedyer: nHPOPpMUPOBAaHHOTO coracus (B cirydae cOopa mu(pOBHIX JaHHBIX U
WCTIOIB30BAHUSI Peer-review); oOpaTHON CBSI3U — OOYYArOIINIICS JOHKEH TTOHMUMAaTh, KaK U 3a4eM
MPOBOJIUTCST JIMATHOCTUKA; TPOBEPKH BATUJAHOCTH W HAA&KHOCTH MPHUMEHSEMBIX IIKAIT U
MHCTPYMEHTOB; MCKJIIOUYEHHUs cTUrMaTu3auuu: MeTpuku soft skills He momkHbl mpeBpamaThCcs B
SIPJTBIKH, a JIOJDKHBI CIIOJIb30BaThCS KaK OCHOBA JUTSI Pa3BUTHS.

Baxxno noHuMarp, 4To J1t00ble HHAUKATOPBI — 3TO JIUIIb MTPOEKLIUU CI0KHOTO JTUYHOCTHOTO
pazButus. OHHM HE 3aMEHSIOT JKMBOTO B3aUMOJEHCTBUSA, HO MOTYT I[IOMOYb TI€Iarory
CTPYKTYPUPOBaTh HAOJIIOICHUE U IPUHUMATH 00Jiee 000CHOBAHHBIC PEIICHMUS.

CoBpemeHHOE 00pa3oBaHUE MEPEXOMUT OT HAeU OOydeHMs] KaK TPaHCISIUM 3HAHUH — K
MMOCTPOCHUIO 00pa30BaTEIIPHOW JKOCHCTEMBI pPa3BUTHsA JIMYHOCTH, Thae soft skills cranoBsTcs
CBSI3YIOIIUM 3BEHOM MEXKIY KOTHUTHUBHBIMH, SMOIIMOHATBHBIMU U COIMAIBHBIMU KOMIIOHEHTaMHU.
OnHu o0ecreynBalT yCTOMYUBOCTh K CTPECCY, BKIIOUEHHOCTh, CIOCOOHOCTh K CaMOOOYUYEHUIO U
ajanTamuo K HOBbIM (GopmaM paboTel. Takum oOpa3om, uzmepenue soft skills — 3To He mombITKa

OLICHHUTH ”XapaKTep”, a BO3MOXXHOCTH IMOCTPOUTDH Nnegarorud4eCKyro HaBUT'alTUIO —
MMOJACPIKHUBAIOIIYIO, paA3BUBAOIIYIO U a/IAIITUBHYIO 110 OTHOIICHUIO K HHHHBHHY&HBHOﬁ TPACKTOPUU
y4dqamerocs.

Cpenu Bcero criektpa soft skills uMeHHO caMoopranu3aius 3aHMMaET HEHTPAITbHOE MECTO. ITO
HEC IIpoCTO HaBBbIK, a HHTCIpajibHasA METAaKOMIICTCHII M, orocpeayromasn Apyruc
Ha,Z[HpO(beCCI/IOHaJ'IbHBIC KadyeCTBa: KPUTUYCCKOC MBIIIJICHHUC, CIIOCOOHOCTEL K O6yLICHI/IIO,
SMOILIMOHANBHYIO YCTONYMBOCTh, YMEHUE paboTaTh B koMmanze. OOydaromuiics, He 00Iaaaromui
0a30BLIMH HpI/IéMaMI/I caMoperyJsiiini, HE CMOXKCET HU IJIaHUPOBATH CBOE 06yquI/Ie, HH aACKBATHO
p€arupoBaTb Ha BbI3OBbI, HA 3(1)(1)6KTI/IBHO KOMMYHUIIUPOBATH B I'PYIIIIC.

C TOuYKH 3pCHUA MpCIioaaBaTeisl, CaMOOpranu3anusa — 3TO TO, YTO IIPOSABIIACTCA Ha CTBIKC
MMOBCACHYCCKUX ITATTCPHOB, y‘IC6HBIX CTpaTeFI/Iﬁ 1 OSMOLIMOHAJIBHOT'O (1)0Ha. HMmenno ona O6’bHCHHCT,
nmoyeMy aBa CTYACHTA C OAMHAKOBLIMHU 3HAHUSAMHU NOKA3BIBAIOT PA3HLIC PC3YJIbTATHI B HpOCKTHOﬁ
ACATCIIBHOCTHU, YCIICBACMOCTU U KOMaHHHOﬁ pa60Te. HOBTOMy neaarorn  OOJDKHBI  YMCTHb
pacrnio3HaBaTb, OUCHUBATH U PA3BUBATH 3Ty KOMIICTCHIIMIO CUCTCMHO.

B neparornueckoin smreparype [1,2] camoopraHm3zanus TpaKTyeTCsi KaK COBOKYIHOCTb
CJICAYIOIIUX KOMIIOHCHTOB:

VnpaejzeHue epemeHem: CIIOCOOHOCTH CTaBUTh ey, pacCTaBJIATh IPUOPUTCTHI, CO6J'IIO)IaTL
JeJIalfHbI.

Yuebnas Mmomueayusa: BHYTPCHHSASA IOUCHUILIINHA, HAacTOMYMBOCTbL B BBINOJHEHUHN 3ajJa4,
yCTOfI‘IPIBOCTB K OTBJICKAKOLIUM (I)aKTOpaM.
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Memanosnanue: 0CO3HAHME CBOUX CHJBHBIX M CJIa0BbIX CTOPOH, YMEHHE OTCJICKUBAThH
COOCTBEHHBIN MTPOrpecc, KOPPEKTUPOBATH ITOBEICHHE.
OmeemcmeeHHOCMb U CAMOKOHMPO.Ib: TOTOBHOCTH OpaTh Ha ceOst 00s13aTenbCTBa U COOTIOAATh

JIOTOBOPEHHOCTH.
T'ubrocmu: CTIIOCOOHOCTD ATANITHPOBATHCS K H3MEHEHHSIM B YI€OHOU cpejie, MEHSTh TOIXOIbI
IIpH BO3HWKHOBCHUU CIIOKHOCTEH. DJTH KOMIIOHEHTHI HE Pa3BHUBAOTCA aBTOMATHYECKHW — OHHU

TpeOYIOT METOAMYECKOTO COMTPOBOKICHHS U OLEHKH CO CTOPOHBI MTPETIO1aBaTelsl.

JUIs ~ 1MarHOCTUKH  YPOBHS  CAaMOOPTaHM3AIMHM TPUMEHSIOTCS KaK — TPaJUIlMOHHBIC
MeIarOTMYECKUE CPENICTBA, TaK M HU(POBBIE HHCTPYMEHTHI, MO3BOJISIONINE MTEPEUTH OT TOUCUHBIX
HAOJIOJICHUH K aHAJTUTUKE:

OnpocHuku u camooyenka: T1IKaja CcaMOOpraHu3amuu 1o Zimmerman[l]; mkama
akagemuueckoil camoperynauuu (SRLQ); nHeBHUKN HaOIIOASHUN U )KypHaJ IPUBBIYEK.

Tlosedenueckas ananumuka 6 LMS: KOTMYECTBO U CBOEBPEMEHHOCTh BXOJIOB B CHICTEMY; PUTM
BBITIOJTHEHUS 331aHUH; COONIO/ICHHUE JIe/IaifHOB; MCIOIh30BAHUE JIOTIONHUTEIBHBIX MaTEepPHAJIOB.
OTO JaHHBIE, KOTOpbIE TIPENoJaBaTelb MOXET AaHaJU3UPOBATh AaBTOMATUYECKH depes3
aaMUHUCTpaTUBHYIO nanens Moodle, Canvas win npyrux LMS.

HUncmpymenmuol npoexmnoeo ynpaenenus: uctnonszoanue Trello, Notion, Asana unu Google
Workspace T0O3BOJISIET OTCIIEKUBATh: BBITIOJTHEHHE STAllOB MPOEKTOB; PEAKIHI0 Ha W3MEHEHWS,
CTETIeHb BOBJICUEHHOCTH U COOITIOZICHNE CPOKOB.

Topmdhonuo u pegaexcusnvie 3a0anus; MHUCbMEHHBbIE pedieKCHH, €KEHEAETbHbIE OTUETHI,
BHJICOACCE M CAMOOIIEHOYHBIE OJaHKH MO3BOJISIOT (PMKCHPOBATH W3MEHEHHS B CAMOBOCTIPUSTHH U
MPUBBIYKAX CTYCHTA.

Ileoazocuueckoe nHabnodenue u wKaavl: CUCTEMaTU3UPOBaHHOE HaOmIoeHue ¢ (ukcanuen
YacCTOTBHl M KauecTBa MPOSBJICHHWH (Hampumep, Ha 4-0auTbHOM IIKajie) IO3BOJIAET H30eKaTh
CyOBEKTHBHOCTH.

Ha ocHoBanum HaOmiofeHuii U aHanu3a LUQPOBBIX CIIEJOB MOXHO BBIIEIUTH YCIOBHYIO
TUTIOJIOTUIO O0YYaOIIUXCS:

Camopezynupyemvie: TPOSBISIOT BHICOKYIO aBTOHOMHIO, XOPOUIO MIAHUPYIOT U BBITOJIHSIOT
3a/1auH.

Ilepuoouuecku akmugHvle: CIOCOOHBI K CAaMOOPraHU3alMu B OJArONpPUSITHBIX YCIOBUSX, HO
JIETKO TEPSIFOT PUTM.

Peaxmuenvie: NeCTBYIOT TOJBKO IIPU BHEITHEM KOHTPOJIE UJIH MOJ] IaBJICHHUEM CPOKOB.

Ycnosno naccusnvlie: He TPOSBISIOT CUCTEMHOW aKTUBHOCTH, TPEOYIOT MOCTOSIHHOTO
conpoBoxaeHus. Takol MOAX0/A MOMOraeT He KIeHMUTh, a auddepeHpoBaTh neaaroruiyecKyro

CTpaTeruro: il OJHHUX — MHHUMAaIbHBIN KOHTPOJIb H pe(bJ'ICKCI/IH, 1 ApYyrux — YETKOE
CTPYKTYpPHUPOBAHHUC U ITOIIAroBas oMOUib.
OLIGHKa caMOOpranm3zaiivy HEC OOJIKHA OBITh HSOHHpOBaHHOfI HpOI.[CI[ypOﬁ — OHa A0JIDKHa

CTaTh YacTbIO IEJAarorMyeckoro CLEHapusi CONPOBOXKJIEHHS. B 3TOM KOHTEKCTe mpernojaBareib
BBITNOJIHSET POJIM: HACTaBHMKA (OMpeAeNsieT 30Hbl pOCTa, MOJCKa3bIBaET CTpATEerun); Gpacuiauratopa
(opranusyer mporiecc, 3a1a€T pUTM, CO31aET CTPYKTYPY); OLEHIIMKA (1aeT OOpaTHYIO CBA3b, HO HE
BBIHOCHUT (PMHAJIbHBIIN «IIPUTOBOP» ); MOJEIHN OBEJECHNUS (CaM MOKa3bIBaeT IPUMEPHI CTPYKTYPHOCTH,
OpraHu30BaHHOCTH, camopeduiekcuu). Ilemarormyeckoe CONPOBOXAECHUE CaMOOpPraHHU3aLUU
0co0eHHO 3(p(PeKTUBHO B (hopMaTe METOAUYECKUX BOPKIIONOB, MOIYJISAX LIU(PPOBON IrPaMOTHOCTH,
KOYYHMHT'OBBIX CECCHUH, a TaKXkKe Yepe3 BHEIPEHHE NAI00PI0B CAMOOLIEHKH M TPEKHUHIa ITporpecca.

CoBpemennble  oOpasoBarenbHble  cpeabl (LMS, mnmardopmbl  coBmecTHOH — paboThl,
MECCEH/KEphI) (GOpMUPYIOT OOMIMPHBIN 1H(POBOI cien oOyyaromierocs — HabOp JaHHBIX O €ro
aKTUBHOCTH, B3aUMOJICHCTBUH, TeMIaX pabOThl U BOBIEYEHHOCTU. DTU JAHHBIE MOTYT CIIy>KUTh HE
TOJIBKO a/IMUHUCTPATUBHBIM, HO U MEJarorH4ecKUM pecypcoM, €ClId MPaBUIbHO CTPYKTYPUPOBAHBI
U UHTEPIpETUPOBaHs!I [3,4].

Tunuynble BUAbBI IUQPPOBBIX  CIENOB: JOTMHBI M NPOJODKUTENBHOCTh — CECCHUH;
CBOEBPEMEHHOCTh BBINIOJHEHUS 3a/IlaHU; yacToTa y4acTusi B (popymax M yaTax; KOJHMYECTBO
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OTKPBITBIX ¥ MPOCMOTPEHHBIX MAaTEPHAJIOB; MOBEJICHUE B KOMAHJIHBIX MPOEKTax (pelakKTUPOBAHUE
¢daiioB, KOMMEHTHpOBaHHWe, cobOmoaeHue odtamoB). [ludpoBoit cmex — 3TO  3epkaio
CaMOOpraHu3alud W BOBICYEHHOCTH. Ho, 4YToOBI HE TOJMEHUTH KHBOE B3aUMOJICHCTBUE
AQHATMTUKOM, BaXXHO MIOHUMATh, YTO MBI U3MEPSIEM U C KaKOM 11eJIbIO.

B ycnoBusx muQpoBH3ANMU IEIAror MOXET HCIOJIb30BaTh KAaK BCTPOCHHBIE (DYHKIUU
00pazoBaTeNbHBIX IIAT(HOPM, TaK U BHEIIHHUE HHCTPYMEHTHI aHAJTUTHKH [5].

Hawmu npuBenén 0630p Hanbosee NpUMEHUMBIX PEIICHUH:

HNucTtpymenT DyHKIUA ITonpnepxuBaemblie
HABBIKU
Moodle Analytics / LMS AXTUBHOCTB, Camoopranusanus,
Reports coOro/IeHne CPOKOB, | yueOHast JUCITUTIIINHA
IPOCMOTP MaTEPUAJIOB
Google Workspace Ananus KoMMyHHUKaTUBHOCT®,
(Docs, Sheets) peIaKTUPOBAHUSA, KOMaH IHas paboTa
KOMMEHTapHEB,
BOBJICUEHHOCTH B TPYIIIIOBBIC
3aJIaHus
Trello / Notion / Asana PaGora ¢ 3amadamm, [TnanupoBanwue,
JeIaifHaMH, OOHOBJIEHUSIMU OTBETCTBEHHOCTbH, THOKOCTH
Peergrade / Bzanmuas OIIeHKa, Pednekcus,  smmarus,
FeedbackFruits KadecTBO (pumborka KPUTHYECKOE MBIIIICHUE
Microsoft Power BI / Buszyanmusanus NHnuBuyanpHBINA
Tableau WHIUBHTy ATBHBIX TpekoB | mporpecc mo soft skills
pa3BUTHUSA
Al-cepBUCHI aHanu3a Brinenenue apryMeHTOB, Kputnueckoe
TEKCTOB CTPYKTYpBI,  pedICKCUBHBIX | MBIIIJICHHUE, pedreKkcus
KOMITOHEHTOB

OTH HHCTPYMEHTHI MTO3BOJISIOT HE TIPOCTO cOOpaTh JaHHBIC, HO M BU3YAJIM3UPOBATH TUHAMUKY
pa3BUTHS HABBIKOB, YTO OCOOEHHO BaXHO B (opMare MOAYJIBHOTO M TPOCKTHOTO OOYYCHHSI.
[udposas Bu3yanuzanus Aa€T MPENOJABATENI0 HOBBI ypOBEHb IOHHUMAHUS TPACKTOPHUU
oOy4aromierocs.

HecmoTpst Ha moTeHIMaN HUPPOBBIX MHCTPYMEHTOB, HEOOXOUMO YUUTHIBATh U OTPAHUYCHUS:
upoBasi aKTUBHOCTh HE BCErZla OTPaKaeT peajbHble yCWiHs (HAIpUMep, CTYJCHT MOXKET OBbITh
BOBJICU€H, HO paboTaTh o(aiiH); He Bce 00ydJaroniuecss UMEIOT OJMHAKOBBINH yPOBEHb ITU(MPOBOMA
IPaMOTHOCTH, YTO MOXKET MOBIIUATH HA UX TIOKA3aTeIN; Ype3MEpHast eTaIu3allis MOKET IPEBPATUTh
00pa3oBaTeIbHYIO CpPEIy B CUCTEMY HAOJIIOJICHHS, BBI3bIBAasi TPEBOXKHOCTD; OJIHU M T€ )KC JAHHBIC
MOTYT UMETh pa3HblC 3HAYCHHUS B 3aBUCUMOCTH OT THUIIA 33/IaHUS, JINYHBIX OOCTOSTEILCTB H YPOBHS
noarotoBku. I[lpenomaBaTento BaKHO COXPAaHUTh OallaHC MEXIy AHAIUTUKON W YEIOBEYHOCTHIO,
MEXIy TU(GPOI U JUATIOTOM.

PaGora ¢ uudpoBoil aHamuTUKON TpeOyeT OT mpemnojaBaTelis HOBOM IUPOBOI
MeJarornyeckol TPaMOTHOCTH, BKIIOYAIONICH: yMEHHE HHTEPIPETUPOBATh JaHHBIE, BHIOOD
pENIeBAaHTHBIX METPHK; BU3YyalH3allMI0 Tporpecca B yA00HOW Qopme; AMaIOroByr padoTy c
o0ydaronuMcsi Ha OCHOBE JAaHHBIX; MOHUMaHHE T'PAaHUIl MPUMEHUMOCTH aHATUTHKU. BHeapenue
ananutuku soft skills — 3To He 3aMeHa megarora alropuTMOM, a PacIIMPEHHE €ro BO3MOXKHOCTEH
BUJIETh, COMTPOBOXKIATh M pa3BUBaTh 00yYaroIierocs 6ojaee OCMBICIEHHO U UHAWBUIYyallbHO.

MHorue npenojiaBaTeI HMHTYUTUBHO PACIO3HAIOT YPOBEHb camoopranu3amnuu u soft skills y
CTYJCHTOB: 110 TOMY, KaKk OHH BXOJAT B MPOIIECC, 33Jal0T BOMPOCHI, paboTatoT B rpymme. OnHako,

0 “MexayHapoJHbIA HAyYHO-UCCIejoBaTeabcKUH neHTp “Endless Light in Science”



JKOHOMUHWYECKHWE HAYKHN

2024 -5.99

9TOOBI STH HAOIIOACHUS CTAIM YacThl0 OCO3HAHHOW IEeJarorn4yeckoil CTpaTerud, HEoO0XOIuM
nepexo K CUCTEMHOM (puKcanuy, aHaJIn3y U KOPPEKTUPYIOIINM JCHCTBUSM.
Ilepsvie wazu eneopenus:

1. Omnpenenuts 3—5 xmroueBsix soft skills, Hanboee peneBaHTHBIX Kypcy.

2. BriOpath MHAMKATOPHI, KOTOPHIE MOXHO OTCIICKHBATH (CPOKM CHA4M, Y4acTHE B
0OCYKICHHSIX, Pe3yJIbTaThl Peer-review u T.1.).

3. Berpouts onenky soft skills B ydeOHBIN TUTaH Kak GOPMUPYIONIYIO (2 HE UTOTOBYIO)
HIPOLEAYPY.

4. JIOHEeCTH A0 CTYIEHTOB MPO3PaYHbIe KPUTCPHH U 1IETh TUArHOCTHKH — HE KOHTPOJIb,
a pa3BUTHE.

5. Hcnonb30BaTh NOMy4YyeHHBbIE JAAaHHBIE I WHAMBHUIYallbHOM 0OpaTHOW CBSI3U H

ajantauu MeToAauk. Takoi moaxon He TpeOyeT paauKaabHOW NEepecTpOMKU Kypca, HO JIeJaeT ero
rI1y0Ke U MepCOHATM3UPOBAHHEE.

D¢ dexTuBHOE pazBuTHe U oreHka soft skills mporcxonuT He Ha TEOPETUUECKUX MOJYJISAX, a B
mporiecce MPOEKTHOW, HCCIIENOBATENbCKOM W MPAKTHKO-OPHEHTUPOBAHHOW  JESITETHHOCTH.
Hawnyumme Ttoukum wuHTErpanuu: [Ipoekmuvle Hedenu: TAE CTYIACHTHI PACIPEACISIOT POJIH,
COTJIACYIOT JIEUCTBHS, COOMIONAIOT Cpoku. Oocyscoenuss u Oebamvi: Pa3BUTHE apryMEHTAIUH,
KPUTHYECKOTO MBINUICHUS, JTUYECKUX CYXKIEHWH. Peer-review u 63aumHoe oyeHusauue:
(dbopMHpOBaHHE SMITATHH, YMEHHUS JaBaTh KOHCTPYKTHBHYIO OOpaTHYIO CBs3b. Peghnexcugnvie
3a0anus: 3cce, THEBHUKH, BUaeopedIekcnn o uroram Moayiei. [ pynnosas paboma c yugposvimu
uncmpymenmamu (Google Docs, Trello, Miro): pazButre KOOpIMHAIIMKA U OTBETCTBEHHOCTU. BaxkHO,
9TOOBI MTPETIoIaBaTelb HE IPOCTO HAOIFOIAN 33 STUMH IIPOIECCaMH, HO M BCTPOMJI B HUX OIICHOYHBIC
AIIEMEHTHI: pyOPHUKH, YEK-THCTHI, IIIKAJTBI.

OddextuBHoe BHeApeHue aHamuTUkM soft skills HeBo3MOXXHO paccMmarpuBaTh Kak
WHIUBUAYATbHYI0O HHULIMATUBY OJHOIO INpenojaBaTensa. be3 monaepKku Kojuler U METOANYECKOi
CIIy’kObl Takue MPAKTUKH OBICTPO BBIPOKAAIOTCS B «TOUCUYHBIE SKCIIEPUMEHTH» U HE BIUAIOT Ha
oOpasoBarenbHyl0 cpeny cucreMHo. HamportuB, korma soft skills cranoBsTcs mnpeamerom
COTJIaCOBaHHOM paboThl HA YPOBHE MPOrPaMMBbI, Kadeapbl Wi yueOHOTO HaIllpaBJIeHUs, Pe3yIbTaThl
MPOSBIIAIOTCS B YCTOWYMBOM pOCTE KayecTBa 0Opa30BaHus U BOBJICYEHHOCTH O0YYAIOIINXCS.

OnHuM M3 KITIOYEBBIX YCIIOBHM SBJISETCS co3naHue ooOmeir momenu soft skills, B koropoii
orpezaeneHbl 4—6 KIIOYEBBIX KOMIETEHLMH (Hampumep, caMOOpraHu3alus, KOMaHiHas padora,
KpUTHYECKOE MBbIIUIeHUe, pediuekcus, nudpoBas KOMMYHHKAIHMs); MPOIKCAHBI MOKA3aTeNu IO
YPOBHSM — OT HauaJIbHOIO JI0 MPOJABUHYTOTr0; pa3paboTaHbl HHCTPYMEHTHI OLICHKH, TPUMEHUMBIE B
pa3HbIX JUCHMIUIMHAX (AHKEThI, YEK-JIMCThI, 3aJaHHUsl C OTKPBITBIM HAOJIOJAEHUEM, TpPEKephI
aKTUBHOCTH); COIJIACOBAHBI CIIOCOOBI BU3yalHM3alluU Mporpecca (Aambop/ipl, JIEKTPOHHBIE KapThl
KoMIieTeHIuH, nmoptdonano). Takol moaxos 1mo3BoJisieT BCTpouTh padboty ¢ soft skills B yueOHBIi
MpoLIeCC HE DSIU30JMYECKH, a IIeJICHANPABICHHO, HAa TMPOTHKEHUH BCEe 00pazoBaTenbHON
TPaeKTOPHUH.

MeToauCThl BBIMOJTHSIOT (PYHKIMIO HHCTUTYIIMOHAIBHON MOJJIEPKKH TpenojaBaTeneid u
o0ecreunBaOT 00yUYeHHe Me1aroroB METOIMKaM TMarHOCTUKU U (POPMUPYIOIIETO OLleHUBaHuUs Soft
skills; pa3zpaboTky TuUNOBBIX (OpM, KpUTEpHEB U MIAOIOHOB (OMPOCHUKU, PYOPUKU, BU3YyaJIbHbBIE
mkanel); agantanuio LMS u mudpoBeix mnatdopm mop 3amaud orciekuBaHus soft skills;
¢dacunuranuioo OOCYXJEHHI Ha METOACOBETaxX, MeJarorMyeckuX MAacTepPCKUX, BOPKILIOMNAX;
KypaTOpCTBO MO BHEAPEHUIO AalIO0OpAOB M aHAIUTUKU. BakHO, YTOOBI METOIUCTHI HE BBICTYIAIN
KaKk KOHTPOJNEpHl, a Kak NapTHEPBl B Pa3BUTHH MHUQPPOBOM TMeNarorukd, MPeaoCTaBIss
MpernoaBaTeNsiM MPOCTPAHCTBO IS aIalTallii HHCTPYMEHTOB MO/ CIENU(PUKY TUCIUILITUHBI [6].

Ha ypoBHe mnpenojnaBareneil neiaecooOpazHo (OpMHPOBATh MEXAUCHUIUIMHAPHBIE MUHU-
IPYNIbI, B KOTOPBIX NPOMCXOJUT OOMEH KelicaMM M 3aTpyJHEHUsMHU npu oueHke soft skills;
COIJIACYIOTCSl CKBO3HBIE KOMIIETCHIIMU U CIOCOOBI MX (OPMHMPOBAHUS B pa3HbIX Kypcax; BeAETcs
HakonuTesnbHoe nopTdonno cryaenta no soft skills; cozparorcs enuHble KpUTEpUN U S3bIK 0OpaTHOM
CBSI3U, YTO CHM)KAET MyTaHHIYy U CyOBEKTUBHOCTD. Takas KOOpAMHAIMS MO3BOJIAET 00yUaromemMycs
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BUJICTh, YTO TPEOOBAHUS K CAMOOPTaHU3AIMH WIM KOMAaHIHON paboTe — 3TO HE «IPUXOThY OJHOTO
IpernojaBaTessl, a CHCTEMHOE OXKUIaHUE Ha BCEX ATarax oOydyeHus.

CorylacoBaHHbIE JeiicTBUS IpernojaBaTeNedl M METOAUCTOB JaloT clexyromue 3(GQeKThl:
coznaéres enuHas oOpasoBaTenbHas JOrHKa, rae pazsutue soft skills He mpuBs3aHoO K OTAETBHOMY
KypCy, @ CTAHOBHUTCSI CKBO3HBIM DJIEMEHTOM BCEH IMPOTPaMMBI; IMOBBIIIACTCS HAJIS)KHOCTh OLIEHKU:
MIPH COTIIACOBAaHMH KPUTEPUEB U MPOLEAYp rcue3aeT 3(p(HeKT « IBOWHBIX CTAaHIAPTOBY; POPMHUPYETCS
npogeccuoHaIBLHOE COOOIIECTBO, CIIOCOOHOE THOKO BHEAPSTH M Pa3BUBATH HU(PPOBBIC HHCTPYMEHTHI
aHaJM3a U COMPOBOXKICHHS, PACTET MOTHBALMS CTYACHTOB: OHHU OIIYIIAIOT, YTO MEAATOTHYECKUI
MpoIecC JIOTWYCH, CBS3aH W OPHEHTHPOBAH Ha WX pa3BUTHE. TakuM 00pa3oMm, pojb KOMAaHIbI
IpernojaBaTenei 1 METOUCTOB 3aKIF0YAETCsl HE TOJIBKO B TEXHHUECKOM CONPOBOXKAECHUH Ipoliecca
ouenku soft skills, Ho u B ¢opMupoBaHur HOBOW 00pa30BaTENbHON KYJBTYpHI, /i€ pa3BUTHE
JMYHOCTU CTAHOBHUTCSI COBMECTHBIM, BUAMMBIM U OCMBICIIEHHBIM TIPOIIECCOM.

[IpenoaBaTeny HEPEIKO CTAIKUBAKOTCS CO CIEAYIOUIMMHU 3aTPyAHEHUSIMHU:

bapbep Kak npeonoJiern
OtcyTcTBUE BpEMEHU Ha Hcnonb3oBath BCTpOCHHBIE — (DYHKIIUU
JIOTIOJTHUTEIbHYIO AHAJUTHKY LMS, aBTOMaTH3aIHIO
ConpoTuBieHUE CTYJEHTOB OOBSCHATh  TENHU, JEMOHCTPUPOBATH
MI0JIb3Y, BOBJIEKATh B CAMOOIICHKY
Henmocratok  1mudpoBBIX HABBIKOB Y [IpoBOIUTE METONWYECKHE CEMHUHAPHI,
MpernoaBaTesen MCITOJIH30BATh MTA0JIOHBI
[Teperpy3ka MeTpukamMu OcTaBisTh TOIIBKO KJIFOUEBBIE
WHIUKATOPBI, HE YCIOXKHSThH
Crpax cyOBbEKTUBHOCTH Hcnonp30BaTh KOMOMHAIMK  METOJOB
(mdpoBoii cien + caMOOIIeHKA)

Baxxno momuuTh: ananutuka soft skills — He dopma KOHTpPOIS, @ HHCTPYMEHT TOIIEPKKH
pa3ButHsl. B 3TOM — €€ negarornueckuii CMbICII.

Buenpenue cucreMHOl orieHKH B aHATUTUKH soft skills okaspiBaeT MHOTOypOBHEBOE BIIMSIHHE
Ha o0pa3oBaTebHBIN MpoIlecc, MEHsS Kak MOBeAeHHE OOydaroluxcs, TaK U MpPernojaBaTeIbCKue
MpakTUKU. OTH 3((EKThl MOXKHO YCIOBHO pa3[e/iuTh Ha HEMOCPEACTBEHHbIE (HaOtogacMble B
TEYEHHE Kypca) U OTCpPOYECHHbIE ((POPMUPYIOLIMECS IO 3aBEPIICHUU MOJIYJS, MPOrpamMMbl WU
y4eOHOT0 roja).

Habnrwoaemvie s¢hgpexmot (6 meuenue 4—12 nedens)

Tosviwenue pummuunocmu yyedbnou akmusrHocmu. OOydaromuecs Ha4MHAIOT Oojee YETKO
coOmonath JAe/UIaliHbl, IJIAaHUPOBATh BBHINOJHEHHE 3aJaHuil 3apaHee. 3a cyér 1UpPOBOI
BHU3yaJU3alluu mporpecca (HamoOopabl, Tadenu aKTUBHOCTH) YCHIIMBAETCS OCO3HAHUE Y4eOHOTo
BPEMEHU U OTBETCTBEHHOCTU. Pocm eoeneuénnocmu u unuyuamuseHocmu. llocne BBeneHus
peryisipHoil peduiekcMM W peer-review CTYJISHTbl aKTHUBHEE Y4YacTBYIOT B O0OCYXKIECHUSX,
MHUIMUPYIOT 3alpoChl Ha OOpAaTHYIO CBS3b, 3aJalOT OOJbIIE YTOYHSIOIIMX BOIPOCOB — 3TO
yKa3bIBa€T Ha IMOBBILICHUE BHYTpeHHEW MoTUBAaLUU. CHudicenue "nomepv” cmyodenmos. 3a cuér
MeJarornyecKo HaBUTAlMM W paHHEW JUArHOCTUKU CHIDKAETCS KOJIMYECTBO OOYyYaroIuxcs,
"Bpimagaomux" w3 mporecca. lIpermomaBarens MOXKET OMEPATUBHO OOHAPYKUTh CHUKCHHE
AKTUBHOCTH U TPENJIOKUTh MEPhI MOAIEPKKHU (HApUMEpP, KOYUYHUHT, KOHCYIbTAILMIO0, U3MEHEHUE
dopmara 3amanusi).  Vkpennenue kynomypwvi obpammuoti cesaszu. IlocreneHHo ¢Gopmupyercs
HOPMAaTHUBHOE TIOBEJICHHE: 1aBaTh apryMEHTHPOBAHHYIO, KOPPEKTHYIO, KOHCTPYKTUBHYIO OOpaTHYIO
CBSI3b CTAHOBUTCSI HEOTHEMIIEMOU YacThlO yU4eOHOM cpeqbl. ITO 0COOEHHO 1IEHHO B KOMAaHIHBIX U
MPOEKTHBIX dbopmarax. Cmewenue goxyca c ommemxu Ha pasgumue.
CryneHTsl HAYMHAIOT BOCIPUHUMATH 33JJaHHsI HE TOJIbKO KaK CPEJCTBO MOTYYSHUSI OIEHKH, HO KaK
WHCTPYMEHT JHUYHOCTHOTO pPOCTa, OCOOCHHO TpPH YCIOBUM BKIIOYCHHS CaMOaHalln3a,
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WHANBUAYAJIBHOI'O Imporpecca u auajaora C IIpE€IoaaBaTCICM.

Omcpouennvie s¢hghexmul (6 meuenue 1-2 cemecmpos u donvuse).

Ilosviuenue  obweco  ypogHua  yugposol U MEMAKOSHUMUBHOU  3PeloCmu.
[Ipu perynspaoit pabore ¢ gambopaamu, Tpekepamu, (opMaMH CaMOOLEHKH CTYAEHTHI
pUOOPETAIOT HABBIKK CaMOpe(IeKCHH, CAMOJMATHOCTHKH M IaITHBHOTO TNIAHUPOBAHUS — TO, UTO
nexxut B ocHoBe lifelong learning. Pazeumue ycmouuueou yuebnou asmounomuu.B Kypcax, rie
BHeapeHa soft skills-ananutuka, ¢uxcupyercs 0ojee BBICOKas YCHENIHOCTh IPH Tepexonie K
WHIMBUIYaIbHBIM TPACKTOPHUSM, OHJIAMH-KypcaM, CTOKHPOBKAM M BHEIIHUM IPOEKTaM —
o0yyJaromuecsi JEeMOHCTPUPYIOT TOTOBHOCTh K CAMOCTOSITEIILHON OpraHU3aluy TPyJa U OOy4YeHH .
Pocm akaodemuueckoii wecmnocmu. Ilpu mepexone xk (GOpMUpPYIOIIEH W MOBEIEHYECKOW OIEHKE
CHIDKAETCS KOJMYECTBO CIHUCBIBAHMM, "MyCThIX paboT", MOTOMY 4YTO aKIEHT IEPEHOCUTCS C
pe3yiapTata Ha TPOLECC, a KOHTPOJb JOMOJHSETCS COMPOBOXKAECHUEM. [lepeocmvicieHue
npenooasamenvckou poau. IlpenonaBarenu, npumeHsomue aHamutuky soft skills, ormeuaror

W3MEHEHHE CBOEW Mo3uluu — OT "KOHTponépa" u '"nexkropa" K HACTaBHHUKY, MOJeEpaTopy,
apxXuTeKTOopy oOyuarouieil cpespl. ITo BEAET K Oonee ruOKOMY M YeIOBEKOLIEHTPUUHOMY MOAXO0/Y.
Deontoyust  obpazosamenvHol  cpeobl. [ToBbIIaeTcsi TOTOBHOCTH BCEMl  0Opa3oBaTEIbHOM

OpTraHM3aIUK K BHEJPESHUIO TU(POBBIX MHCTPYMEHTOB, MOJTyJIbHBIX KypCOB, MEHTOPCKHX TIPOTPaMM
1 TuOKo mepconanu3anuu. AnanuTtuka soft skills cranoBuTcst yacThio 00IIEH KYJIBTYpHI Ka4eCTBA
oOpazoBanms. Takum oOpa3om, aHamuTuka soft skills — 3To He mpocTo «HOBas hopma OIEHKH, a
nHQpacTpyKTYpHBIA cABUTr B menaroruke. OHa cnocoOCTByeT (pOPMHUPOBAHUIO CPEAbI, B KOTOPOM
JUYHOCTHOE PAa3BUTHE CTAHOBHUTCS H3MEPHMBIM, YIIPABISEMBIM U MTEAArOTHYSCKH COTIPOBOKIAEMBIM
MIPOLIECCOM.

PazButne soft skills u camoopranmzanuMyM CTaHOBUTCS  HEOTHEMJIEMOM  YacTbiO
oOpazoBarenbHON Muccu XXI Beka. B ycnmoBusx HeonpeAaenéHHOCTH, CTPEMHUTEIBHOM
1 (poBHU3aUH U pOCTa TPeOOBAHUN K CAaMOCTOSATEIBHOCTH BBIITYCKHUKOB, IIPETIOAABATENHN YK€ HE
MOTYT OTpPaHUYMBATHCA MCKIIOUUTENBHO TPAHCIALMENH 3HAHUM M OLIGHKOW MO TPaAUuLIMOHHBIM
kputepusam. [lepen Hamu cTout Gosiee cioxHasi, HO U OoJiee 3HaUMMas 3aJjaua — BUJIETh, pa3BUBATh
U COTPOBOXAATh JTUYHOCTHBIE M METAKOMIIETEHTHOCTHBIE KayecTBa 00y4aroIerocs.

OmnbiT BHeApeHus aHaauTHKU soft skills B oOpa3zoBaTenbHBIN MPOIECC MOKA3BIBAET, YTO JaXKE
TaKle Ha MEePBBIA B3I TPYAHOYJIOBUMbBIEC aCHEKThl, KaAK BOBJICYEHHOCTh, CAMOOPTaHU3AIUS WIN
peduekcus, TONAIOTCS JAMArHOCTUKE M IEJarorMYecKOMY COMPOBOXKICHHIO MpPHU  YCIOBHUHU
IrPaMOTHOTO MMPOEKTUPOBAHUSI METPHK, 3TUYHOT'O cOOpa TAaHHBIX U OCMBICICHHOW HHTEPIIPETALIUH.

Hudposas negarornyeckas aHaJIUTHKA OTKPBIBAET MEepe IPErnoaaBaTeeM HOBbIe TOPU3OHTHI:
BO3MOXHOCTh BHJIETh HWHIUBUAYAIbHYIO TpPAEKTOPUIO CTYyIEHTa HE B BHAE "OTMETKH 3a
KOHTPOJIbHYIO", a KaK >KMBOM M pa3BUBAIOIIUINCS MPOGUIb HABBIKOB, MIOBEJCHUYECKUX CTpATETUil U
TOoueK pocTa. B 3ToM noaxoze npemnoaBareib NepecTaér ObITh UCKIIOYUTEIbHO HOCUTEIEM 3HAHUS
— OH CTaHOBUTCSI KOOPAMHATOPOM POCTa, (haCHIUTATOPOM OCO3HAHHOCTH U MAPTHEPOM B Pa3BUTHH
KOMIIETEHIIUH.

Ilpakmuueckue pekomenoayuu 051 npenooasameneil U Memooucmos.

1. Hauunaiime ¢ manoeo: BbiOeputTe 1—2 HaBbIKa Ui OTCIIEKUBAHUS B Kypce (Hampumep,
caMOOpraHu3alvs U KOMaHIHas padoTa).

2. Bempausaiime oyenky 6 npoyecc, a He Jenaite e€ OoTIEIbHON aKTUBHOCTHIO: soft skills
pa3BHUBAIOTCS B ICATEIHHOCTH, a HE Ha TeCTax.

3. Ucnonvzytime mo, umo yxce ecmo: pynkuuu Moodle, Google Workspace, peer-review —
JOCTYMHBI OOJBIIMHCTBY MPENOIaBaTENECH.

4. Obvsacualme obOyuarOWumcs, 3aiem 6vl 9mo Oeideme — OTKPBITOCTh IEJeH OIEHKU
CHIDKAET TPEBOKHOCTH U MOBBIIIAET BOBICUYEHHOCTD.

5. Pa3zsusatime yugpogyro nedazo2uieckyro epamomHocms — He TOIbKO TEXHUYECKH, HO U
METOANYECKH.

6. He npespawaiime ananumuxy 6 Ha030p: NaHHBIE HOJDKHBI OBITH CPEACTBOM MOJICPKKH, a
He (hopMOil 1aBrIeHUsI.
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7. Coszoavime npocmpancmeo 074 peghiexcuu — NaWTe CTyJeHTaM BO3MOKHOCTb OCMBICIHUTh
CBOM CTpaTeTuu, OIINOKH, IIPOrpecc.

8. Pabomatime 6 komanoe — eAUHBIA OAXO] K oLieHKe soft skills moBsIaeT cpaBeyInBOCTH
u HanéxkHocTh. B Oymymem menmarormka soft skills Hem3OexHO craHeT HEOTHEMIIEMON YacThIO
mo60ro 0Opa3oBaTeNbHOTO Mpomuecca. He moroMy, 94To 3T0ro TpedyeT phIHOK, a MOTOMY YTO STOTO
TpeOyeT JIOTUKa CaMOi JKU3HU — CJIO0XKHOH, HEONpenenéHHON U TpeOyromei moaen, yMEermux
YUUTBCS, lyMaTh, 1yBCTBOBATh M JICHCTBOBATH BMECTE.
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HR-AHTH®PAT'MJIBHOCTbB: KAK CTPOUTH KAIPOBYIO CUCTEMY,
KOTOPAS KPEITHET OT KPU3UCOB

I'EJIBMAHOBA 3051 CAJIMXOBHA
[Ipodeccop, Kaparanauuckuii nHAyCTpUaNbHBINA yHUBEpcuTeT, Temupray, Kazaxcran
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Maructp, KaparanamHckuil ”HAyCTpUaJIbHBINA YHUBEpPCUTET, Temupray, Kazaxcran

IHETPOBCKASA ACHS CTAHUCJIIABOBHA
Marwuctp, KaparananHckuil ”HAyCTpUaIbHBIA yHUBEpCUTET, Temupray, Kasaxcran

FAYEZ WAZANI ABDUL WALID
Marwuctp, KaparananHckuil ”HAyCTpUaIbHBIA yHUBEpCUTET, Temupray, Kasaxcran

CAVYJBbCKAA OJIBI'A AHATOJIBEBHA
Vuurens, OCII 11, Temupray, Kazaxcran

Annomauyusn. Coepemennas OpeaHU3ayUOHHAS Cpeda XapaKmepusyemcs blCOKOU CMeneHbio
HecmabunbHoCmu, 20e KpU3UChl, MEXHONI02U4ecKue CO8Uel, 2e0N0IUMUYecKas HeOnpeoeléHHOCHb U
KYIbMYpHble MPAHCHOPpMAYUL CMAHOBAMCA He UCKTIOYeHUueM, a HopMou. B makux ycnosusx
mpaouyuoruvie modenu HR-ynpasnenus, OCHO8AHHblIE HA  YCMOUYUBOCMU, NOKA3bIBAIOM
02PAHUYEHHYIO 3(hekmusHocmb: OHU 0Decneuusarom Gulicusanue, HO He CHOCOOCMBYIOM
pazeumuio. B cmamve 6800umcsi u obocnogvlieaemcs Kouwyenyus HR-amwmugpacunonocmu —
nooxoo0a, npu KOMopom Kaoposds CUcmema He RpoCcmo a0anmupyemcsi K 6HeUHUM Cmpeccopam, a
UCNOTb3Yem UX KaK UCIOYHUK COOCMBEHHO20 YCUNEHUsL U MPAHCHOPMAYUOHHO20 POCTA.

Ha ocnose uoeu Haccuma Taneba 06 ammuppacunvhocmu Kaxk ceotcmee cucmem
960NIOYUOHUPOBAMb  NOO  OAGIEHUEM  HEeONpeOeléHHOCmU, 6  cmamve  npedcmasieHd
ONEepayUOHATU3AYUSL FMO020 NOHAMUS 6 chepe ynpaesnenus nepconanom. Ocoboe enumanue yOeieHo
OMAUYUIO AHMUPPALUTLHOCIU OM AOANMUSHOCHU U YCIMOUYUBOCMU, 4 MAKIHCE XAPAKMEPUCMUKAM
HR-cucmem, obradarowux cnocobHOCMbIO YCUTUBAMBCS 8 YCLOBUAX KPUUCA.

Paccmampusaromes cmpykmypuvie 1 nogedenueckue HNpuzHaku anmugpacunvroco HR:
MOOYVIAPHOCIb KOMAHO, KAOPOBAsi ONYUOHAILHOCHb, KYIbmMypd 0OpamHoU cesa3u U owubox, a
makoice OeyeHmpanuzayusi npuuasmus pewieHul. llpoananuzupoganvl KapbepHvle cmpamecuu,
OCHOBAHHbLE HA HEUHEHOU MPAeKMOopUlL pa3eumusi, MOOeau 00yYeHUsl Yyepe3 KPU3UCHbLEe CYeHapul,
a maroice hopmuposanue NCUXOI0SUYECKU OE30NACHOU Cpedbl Kak 00313amenbHO020 YC108Us
peanuzayuu aHmuppasuibHo20 NOMEHYUAId.

Knwuesvie cnosa: anmugppazunvnocms, HR-anmuxpynkocms, kaoposas cucmema, Kpusuc,
aoanmayusi, OpeaHU3AYUOHHASL YCMOUYUBOCHIb, CIPECC-UHMELIEKM, 0eYeHMPAIU3ayusl, KapbepHole
mpexu

VYnpaBieHue uyenoBeuecKMMHM pecypcamu B XXI Beke mpereprneBaeT TIiyOOKyIO
TpaHc(hOpMalHIo, BEI3BAHHYIO HECTAOUILHOCTBIO BHEIIHEH CpeJibl, yCKOPEHUEM TEXHOIOTHYECKOTO
pa3BUTHS M M3MEHEHHEM IIOBEIEHYECKMX MOJENEH COTpYyAHHUKOB. [IpakTmka mnociaenHux Jer
[IOKa3bIBAa€T, YTO TPaJAULMOHHBIE MOAXOAbl K YycroWumBocth HR-cucreMm, ocHOBaHHBIE Ha
CTaHJApTH3alMM, JUHEHHOCTH ¥ MHHUMH3AIMH PHUCKOB, YTPAauMBaIOT CBOK 3(P(PEKTHBHOCTH B
YCIIOBUSIX IOCTOSIHHOM HEONPEAEIEHHOCTH.

Kpusuchsle nepuogsl — OyIb TO MaHAEMHs, SJKOHOMHUYECKHE CAaHKLUHU, TEXHOJIOTHYEeCKHe
PEBOJIIOLIMM WM BHYTPEHHHE OpraHU3allMOHHbIE NIEPECTPOMKM — CTJIM HE BPEMEHHBIMH
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aHOMAJMSIMU, a HOBOW KOHCTaHTOH. DTo Tpedyer or HR-QyHKIMUM HE MpoCTO CIOCOOHOCTH
aJanTHPOBATBCA K H3MEHEHHMSM, HO YMEHHUS HCIIONb30BaTh HECTAOMJIBHOCTh KaK HCTOYHHMK
OpPraHM3aLMOHHOTO U YEJI0OBEYECKOI0 pocTa. B 3TOM KOHTEKCTE BO3pacTaeT 3HaUMMOCTbh KOHLIEIILIUU
«anTudparuabHOCTH», BBenéHHOM Haccumom  Hukomacom Tamebom u  mpuMeHSEMOi
MIPEUMYLIECTBEHHO B SKOHOMUKE, UH)KEHEPUH U CUCTEMHOM MbIIUIEHUH [1].

AHTHQPAruIBHOCTD, B OTIMYUE OT YCTOWYMBOCTH, MPEIIOIAracT He COXpAaHEHHUE MPEKHETO
COCTOSIHMSI TIpM BHEIIHUX BO3JCHCTBHAX, a CHOCOOHOCTh CHCTEMBI yCHJIHMBATHCA U
HBOJIIOIIMOHUPOBATH O] IaBJICHUEM cTpecc-pakropoB. TpaHcsms 3Toi uaeun B cepy ynpasieHus
MIEPCOHAJIOM MO3BOJISET BBHICTPOUTH HOBYIO mapaaurmy HR — He kak (QyHKIHIO MHUHUMH3AINHA
OTIEPALIMOHHBIX PHCKOB, a KaK CTPATErHYECKYI0 CHUCTEMY, (DOPMHUPYIOIIYIO Cpeay, B KOTOpOii
KPHU3HCHI CTAHOBATCS BO3MOKHOCTBIO JJIs1 TPO(ECCUOHATILHOTO, OPTaHU3ALMOHHOI0 U KYJIbTYPHOTO
paszButus [2-5].

B cratee npennpuHMMaeTcss MOMBITKA TEOPETUYECKOTO OOOCHOBAaHUS U IPAKTHUECKOM
KoHKpeTu3anuu mnoHaTus HR-antudparunpnoctn. Yepes mpusmy aHain3a OpraHU3aLMOHHBIX
MO/IeTIeH, MOBEJEHUECKHUX NAaTTEPHOB U UHCTPYMEHTOB YIIPaBJICHUS [IEPCOHATIOM PacCMaTPUBAIOTCS
MPU3HAKK, MEXaHU3Mbl U TPaHMIIBI MPUMEHEHUs aHTH(dparuiapHOro noaxonaa. Ocoboe BHUMaHUE
yaensiercst TeM acnekraM HR-cuctem, koTopbie criocoOCTBYIOT (POPMHUPOBAHUIO ONMIIMOHAIBHOCTH,
CIIOCOOHOCTH K CaMOOOHOBJIEHHIO M HMHCTUTYIIMOHAJIBHOMY OOY4YEHHMIO Ha OCHOBE OHIMOOK U
o0paTHOI1 CBs3H.

[lepexon k antudparunpHomy HR-MbIenuto TpeGyer OT KOMMaHMK mEpecMoTpa
OpraHM3al[MOHHOTO Au3aiiHa, u3MeHeHus poau HR kak QyHkuMM M BHeOpeHUsS NPUHIUIIOB
rMOKOCTH, pacHpelesi€HHOro JUAepcTBa M IcUXosoruueckoil OezomacHoctu. MccnemnoBanue
HarpaBJieHO Ha (OopMUpOBaHWE HAYYHO-TIPAKTUUYECKOW 0aszbl JJIs pa3pabOTKH TaKHX MOJEJeH,
CIIOCOOHBIX HE TMPOCTO COXPaHATh PabOTOCIOCOOHOCTH B TYpOYJICHTHOM cpefie, a CTaHOBUTHCS
cuibHee Oyaromapsi caMmoit mpupoje HecraduiabHocTH [1-3].

Konnent «antudparunsaocTiy, npemioxkennbii Haccumom Tanebom, mpeacrapisier co0oit
KayeCTBEHHO HOBYI0 DaMKy Il aHajJuW3a CUCTEM, I[IOBEIEHHE KOTOPhIX B  YCIOBHSX
HEOIPeIeIEHHOCTH M CTpecca OTJIMYAeTCsl OT NMPUBBIYHBIX Mojened. Tane® yTBepkaaer, uTo B
IPUPOJE U OOIIECTBE CYHIECTBYIOT HE TOJIBKO XPYNKHE U yCTOWUYMBBIE CUCTEMBI, HO U T€, KOTOpbIE
YKPEIUISIIOTCS U pa3BUBAOTCS Oiarogapsi crpeccy, omuOKkam, TypOyJIeHTHOCTH, BOJATUIBHOCTH U
BHEIIHEMY JaBleHMIO. Ero Ttesuc: «Xpynkocte OoutTcss BpeMeHH. AHTUQPArkwjibHOCTh JHOOUT
eroy[1].

Jlist KOppeKTHOro nepeHoca konuenuuu B HR-koHTEKkCT HEOOX0UMMO 4ETKO pa3iauyaTh TPH
COCTOSIHUS:

XpynKkocTh — KajJpoBas CHUCTEMa JIOMaeTcs IpH IIOKaX: YBOJbHEHUS KIIHOYEBBIX
COTPY/AHUKOB, BHE3aIIHbIE TPaHC(HOPMALMK PhIHKA TPYJa, U3MEHEHUS 3aKOHOJATEIbCTBA IPUBOIAT
K JIe30praHu3aliy, IoTepe yrnpaBisieMOCTH U AEMOTHUBALIUY.

VYcroilunBocTh — cucTeMa coxpaHseT paboTOCIOCOOHOCTh B CTPECCOBBIX YCJIOBHSX, HO HE
U3BJICKACT U3 HUX PA3BUTUS: KOMIIAHUS «IAEPKUT YAap», HO HE MEHSAETCA Ka4yeCTBEHHO.

AntudparunsHocts — HR-cucrema He mpocTo pearupyer Ha CTpecc, a UCIOJIb3YeT ero Kak
CTUMYJI K CaMOOOHOBJICHUIO: IIE€PEOCMBICICHUIO POJIel, YCKOPEHHI0 IU(POBU3ALMHU, YCUICHHIO
JUJIEPCKOT0 KOpIyca, ImepecTpoiike KapbepHbIX Mojeneil. Takum oOpa3om, aHTUDPArUIbHOCTh —
3TOo He peakuus, a crparerus. B HR-uzmepenum ona tpeOyer CHCTEeMHOW TOTOBHOCTH K
HEOIPeIeIEHHOCTH U CIOCOOHOCTH TpaHCcHOpMUPOBATh PUCKH B pocT [1-3].

AnTtudparuiasHocTs B HR-npakTHKe JTOrMYHO TPAaKTOBATh Yepe3 aHAIOTHIO ¢ OMOJIOTHUECKON
HBOJIIOIMEH, I/le BBDKUBAIOT HE CHIIbHEHIINe, a Te, KTo ObICTpee aJlanTHpYyeTcsl K U3MEHsIoIencs
cpene. OpraHusmbl, oOnajgarolMe TI'E€HETUYECKOM BapHATUBHOCTBIO, (OPMHUPYIOT pe3epB
BO3MOKHOCTeH mans Oynymeidl aganranuu. AsanornyHo, HR-cucrema, Bkmowaromass B cels
TOPU30HTAJIBHBIE CBS3H, CKPBIThIE KOMIIETEHIIMN, MHOT'0331a4HOCTh, BHYTPEHHHE PECYPCHI Pa3BUTHS
Y TOTOBHOCTB K OIIMOKE, OKa3bIBaeTcs 0oJee )KU3HECIOCOOHON B KPU3UCHBIX YCIOBUSX.
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BaxHo ornuuaTh aHTU(PArwIbHOCTH OT IMPOCTOrO «YNpaBICHUsS pUCKamu». Ecim puck-
MEHE/UKMEHT HalpaBjeH Ha MUHHMHU3ALUIO MOTEPh, TO aHTU(PPATHIBHOCTh CTPEMHUTCS U3BIICKAThH
MOJIb3y U3 HecTaOmiIbHOCTHU. [IpuMep — KpHU3HCHOE COKpallleHHe MepcoHaia: B XPYIKOH cucteme
OHO NPHUBOJUT K IOTEpE KIIIOYEBBIX KOMIETEHLMH U YIPaBIECHYECKOM Je30praHu3aluu; B
YCTOMUMBOM — MPOXoAuT (OpMalbHO, ¢ MUHUMAJIbHBIMH TOTEPSIMH;, B aHTH(PPAruIbHOH —
UCTOJB3YeTCsl KAaK BO3MOXKHOCTh PECTPYKTYPHpPOBAaTh KOMAaHIbBI, MOBBICHTH 3()()EKTUBHOCTS,
OTKPBITh BHYTPEHHHE BAaKaHCHHM JJISi TOPU3OHTAIBHOW MOOMIBHOCTH, BBISIBUTH JIHICPOB U
MIPOTECTUPOBATH HOBYIO apXUTEKTYpy Tpyaa [6-10]. Takum oOpa3zom, aHTU(DPAarHIbHBIN MOIX01 HE
«TaCcHT TIOXKAp», @ CTPOUT U3 HETO HOBBIN (PyHIaMEHT.

[IpumeHeHne KOHLENIMK TpeOyeT CUCTEMHOIO0 OPraHU3alMOHHOIO Au3aiiHa, rae HR-monens
MIPOCKTUPYETCS ¢ YUETOM CIEAYIOMMX XapakTepuctuk [11-14]:

N30bITOYHOCTE — HaNW4Me KaJpoBOIO pe3epBa, AyOJUPOBaHUS KIIOUYEBBIX (DYHKUHUH,
BO3MOXHOCTEHN NepeKBaIi(PUKaIIUH.
BapuaTuBHOCTD — MHOKECTBEHHbIE TPAECKTOPUHU PA3BUTHS COTPYIHUKOB, allbTEPHATHBHbIE

IIyTH KapbepHOTO pOcTa, rnOKue (GOpMBbI 3aHSITOCTH.

PacnipenenéHHOCTh peleHnii — J0BEpUE K JIOKAIbHBIM KOMaHAAM B IPUHSATHH PELICHUN 110
HaliMy, 00y4€HHI0, TePErpyIIUpPOBKE 3a/1a4.

BerpoenHoe o0yueHne — UWHCTHTyHUOHanmu3aus ¢uadska, «pazbop mOJIETOB» MoOCIe
KPU3HCHBIX SMU30/10B, CO3/IaHUE MEXaHU3MOB Pe(IIEKCHH.

HeBo3BpaTHOCTH — OTKa3 OT BO3BpaTa K «JIOKPU3HCHON HOpME» U MPUHATHE U3BMEHEHUHN KaK
HeoOpaTUMOro Imporecca.

Jnst peanusanuu  antudparuinpbHOcTH Kak cBoiictBa HR-cuctemsr  TpeOyercss cmeHa
YIpaBlIeHYECKOU KyIbTYphl [4,5]: OT KapaTenbHOr0 aHaIN3a OMIMOOK — K MCIOJB30BaHUIO OIINOO0K
KaK CTPAaTErM4ecKoro pecypca; 0T HeEpapXU4eCKOro KOHTPOJIS — K PACIIPEACTIEHHOMY JTUAECPCTBY; OT
(dopmanbHOro 00y4eHHs — K CUTYaTUBHOMY U KOHTEKCTHOMY pa3BuThi0. HR nipu 3TOM craHOBHTCS
HE TOJBKO (YyHKIMEH, HO MEAMaTOpOM HOBOIO THIIA MBIIUIEHUS, (GOPMHUPYIOLUM IEHHOCTH,
MTO3BOJISIIOIIME JIIOAAM U OpraHU3alusaM YKPEIUIATECA OT MOTPSICEHUN.

B nHay4HOI 1 IpUKIagHON IUTEPATYpE MIMPOKO PACIPOCTpAHEHO MOHATHE ananTuBHOCTH HR-
CHCTEM, MOJpPa3yMEBAIOIIEe UX CIOCOOHOCTh MPHUCIIOCAOIMBATHCS K BHEUIHMM HM3MEHEHUSM U
COXPaHATH YCTOMYMBOCTH IIPH HApYLIEHUW IPUBBIYHOIO mopsanka. OIHAKO B yCIOBHUAX
IOCTUH/YCTPHAILHOIO OOIECTBA, IJI€ M3MEHEHHUsI HOCAT HE JIMHEHHbIH, a SKCIOHEHIMAIbHBIN U
HEJIMHEWHBIN XapaKkTep, aallTUBHOCTH YK€ HEAOCTATOYHO.

KntoueBoe orinume aHTU(QPAruabHOCTH OT aJalTUBHOCTH — B HAINpPaBICHUM U IyOuHE
peakuuu cucteMsl [1-3]: aganranus npeanosaraeT peaklHI0 Ha BHEIIHUE CHUTHAJIBI, CTPEMIICHHE
MUHUMH3UPOBATh YIIEPO M BEPHYTbCA K HCXOIHOMY COCTOSIHMIO; aHTH(paruibHOCTb — 3TO
HCIOJIb30BAHUE BHEILIHETO CTpecca Kak TpUrrepa BHyTpEeHHEH TpaHchopMaliy, Co3/1ar01iel HOBbIe
IIOBEJCHYECKUE NATTEPHBI, YIIPABIECHYECKHE MEXaHU3MBbI U CTPYKTYPBI.

Antudparunsaeiii HR MOXHO npenctaBuTh Kak KHOEPHETUYECKYIO CHUCTEMY BTOPOTrO
HopsiiKa, KOTOpash He TOJIBKO pearupyeT Ha OTKIOHEHMs, HO M IEpenpoeKTUPYET COOCTBEHHbIE
JITOPUTMBI peakUU. ITO cucTeMa ¢ (PyHKIMSIMU CaMOaHaIN3a, CAMOHACTPOMKHI U CaMOyCKOPEHUSI.
B Ttakoil cucreme Kaxaplii cOOM CTaHOBUTCS BXOJHOW TOYKOM A aHanmu3a Hea(pdeKTHBHBIX
Ipouenyp; Kaxkaas KpU3UCHAs CUTyallus WHULMUPYET HUTEpaluio, a He OJOKMPOBKY; KaxJbli
COTPY/ZHUK CTaHOBHUTCS HE OOBEKTOM ajanTaluu, a cyobekToM TpaHcdopmanuu. Hampumep, B
KOMIIAaHUU C BBICOKOH CTENEeHbI0 aHTU(ParujibHOCTH COKpalleHHe OrojpkeTra Ha oOydyeHHE He
OCTaHAaBIMBAET Pa3BUTHE MEPCOHANA, & MHULUHUPYET CO3/JaHUE BHYTPEHHUX IIKOJI, KOYYMHIOBBIX
COOOIIECTB U TOPU30HTAIBHOTO 0OMEHa 3HAHUSAMHU.

AnantuBHas HR-cuctema pearupyer moctdaktyMm, (pUKCHpys OTKIOHEHHE U WHULMUPYS
KOppekTupyoliee JeiictBue. AHTU(paruipHas ke cucreMa paboTaeT Ha onepexeHue, GopMupys
CIICHapUM BO3MOXKHBIX HM3MEHEHUH IpeIHAMEPEHHO 3alyCcKaeT TypOyJeHTHOCTb, MOJEIUpPYS
KPU3UCHl  (CTpecc-TeCThl, AHTHUKPU3MCHBIE CUMYJIIIMM, OPr-XaKaTOHbBI); JeNaeT OLIMOKU
JOMYCTUMBIMH, 4YTOOBI HCIIOJIb30BaTh MX KaK OCHOBY OOy4YeHMs M Tepe3alycka MpOIEecCOB;
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dbopmupyeT KynbTypy He3aBep€HHOCTH, rie HR-Mozens Bcerna sBisieTcsi SKCIEPUMEHTOM U HE
MPETEH/IyeT Ha OKOHYATEIbHYIO CTAaOMIBHOCTh. Takum oOpa3oM, B anTH(parmwipsnoM HR-nmoxxoxe
IIPUOPUTET CMEIIAETCS ¢ BOCIIPOU3BOACTBA HOPMBI Ha IIPOU3BOJICTBO HOBU3HBI.

B pamkax antudparmnpHoi mapagurmbl HR mepectaér ObITh HCKIIOYMTENBHO CEPBUCHOU
¢byHKIMEH ¥ mpHOOpeTaeT CBOWMCTBA aKTHBHOTO MPEOOpa3oBaTessi CHCTEMBI. JTO BBIPAKACTCS B
CJIeIYIOIIUX XapakTepucTukax [1-3]:

HR kax apxutexTop sKcnepuMeHTanbHbIX npocTpaHcTB. HR-oTaen He Tonbko pa3pabarbiBaeT
MOJMUTHKH, HO M 3alyCKaeT MWIOTHl, TECTUPYET HOBBIE (OpMaThl 3aHATOCTH, CTUMYJIHPYET
KYJbTYpPHBIE CIBUTH.

HR kak HOcuTenb cMbicioB. AHTH(parmwibHas HR-cuctema popmupyer He TOIBKO MPOIECCHI,
HO M MHTEPIPETAlHN: OHA 33aJaET paMKU IOHUMAHHUs ITPOUCXOMAIIETO M IIOMOIaeT COTPYAHUKAM
YBHUJIETb B U3MEHEHHUSAX CMBICII, IEPCIEKTUBY U TOYKH POCTA.

HR kak ympasinsiomas cuctemMa BTOPOro nopsiika. 9To 03Ha4aeT He NMPOCTO KOPPEKTHUPOBKY
ITOBEJICHUS COTPYIHUKOB, a YIPABJICHUE APXUTEKTYPOH CaAMOYIPABICHHS U PA3BUTHSL.

[Ipumepsbl nepexoja OT ajlanTally K aHTUQParujibHOCTH

Cutyauus kpuszmuca Peakuust apantuBHoii HR- | [loBenenune antudparmnbHorr HR-
CUCTEMBI CHUCTEMBI

VYBOJBHEHHE KIFOUEBOIrO | 3aKpBITHE BAaKaHCHUHM, | AyAUT PHUCKOB 3aBUCHUMOCTH, 3aIyCK

COTpYIHUKA nepepacnpesesIeHue 3a4a4 | IPOrpaMMbl HaCTaBHUYECTBA,

BBIABJICHHME HOBBIX JIMACPOB
[lanenne copoca Ha | CokpauieHue — mnepcoHana, | Co3manue  Kpocc-QyHKIIMOHATbHBIX

MIPOYKT MPUOCTAaHOBKA HaiiMa KOMaH/I, nepeoOydeHwue, TTOUCK
BHYTPCHHUX WHUIIMATUB
Brezamnas ynanénka | Opranuzanus  yaai€HHOro | PecTpykTypu3amnuss KOMMYHHKAIIWH,
(Hampumep, MaHIEeMus) JIOCTYTIA, COXpaHEHHE | mepexo Ha IUGPOBbIE WHCTPYMEHTHI
(hopMaNTbHBIX TPOLIEAYD JHUIIEPCTBA, TECTHPOBAHNE THOPHIHBIX
dbopmartoB

AntudparuasHocth B HR — 3T0 He abcTpakTHas Kareropusi, a COBOKYITHOCTh KOHKPETHBIX
CTPYKTYPHBIX, TIOBEJACHUYECKMX H IPOIECCHBIX MNPHU3HAKOB, IMO3BOJISIONIUX CHCTEME HE IPOCTO
(YHKIIMOHUPOBATH B YCIOBHAX HEOMPEACIEHHOCTH, HO HCIIOIh30BaTh €€ KaK HCTOYHHK pocTa [1-3].

MoaynsipHOCTh — 3TO CIIOCOOHOCTh OPraHU3aIlUN CTPOUTHCS U3 OTHOCHTEIILHO aBTOHOMHBIX,
HO B3aWMOCBSI3aHHBIX KOMIIOHEHTOB, KaXIbIi M3 KOTOPBIX MOXET aJanTHPOBAThCH,
MePECTPANBATHCS WM 3aMEHAThCA 0e3 paspymieHus Bceit cucrembl. B HR-koHTEKCTe 3TO 03HauaeT
[1-3]: oTka3 oT kEcTKOM (DYHKIIMOHAIILHON MEepapXWH B TOJIb3Y THOKHX KpPOCC-(YHKIMOHATBHBIX
KOMaHJ; BO3MO)KHOCTh OBICTPOM pEOpraHu3alMy MPOEKTHBIX TPYMI TOJ HOBBIE 3aJadu 0Oe3
CTPYKTYPHBIX MOTpACEHUN; (opMHpOBaHHE E€IUHUI] C MOJHOW OTBETCTBEHHOCTBHIO 3a pPE3yJbTar,
CIOCOOHBIX JEMCTBOBATh HE3aBHCHMO OT IIeHTpa. MoayspHble KOMaH/bl JIeT4e PEOPraHnu3yIoTCs,
s dekTrBHEE yuaTcsi Ha COOCTBEHHBIX OMMOKAX, U, YTO BAXKHO, 00NIaat0T 00Jiee BHICOKUM YPOBHEM
BHYTPEHHEH MOTHUBAIlMU 3a CUET aBTOHOMMH. Takas apXUTEKTypa IOBBIIIAET SBOJIOIMHOHHYIO
ycroitunBocTh HR-cucTembl B ycrnoBusix HeCTaOUIBLHOCTH.

OnmuoHanbHOCTh B TMOHMMaHMM Taneba — O5TO HanuuMe BapuUaHTOB Ha Oyaymiee 0e3
HeoOXoauMocTH X HemeeHHol peanu3anuu [1]. [IpumenutensHo kK HR — 510 kauecTBeHHO
HOBBIM TMOAXOJ K KaJpOBOMY pe3epBy, Tle pedb HAET HE MPOCTO O CHHCKaX “‘Oyaymux
PYKOBOJUTENEH”, a 0O Pa3BUTUU MONU(PYHKIIMOHAIBHBIX COTPYAHUKOB, CIIOCOOHBIX BPEMEHHO WIIH
MOCTOSIHHO OpaTh Ha ceOsl HOBBIE POJIN; TOPU3OHTATEHON MOOMIIBHOCTH KaK MPAKTUKE MTOCTOSTHHOTO
OOHOBJICHHS OMbITA W KOMIIETCHIWH; CTUMYJIMPOBAaHUM BHYTPEHHEH MpeANpUHUMATEIHCKON
WHUIMATUBBL, TIO3BOJSIONICH BBIABIATH JUACPOB HE MO (QOpMalbHBIM MpH3HAKaM, a TIo
MOBEJICHYECKOW aKTUBHOCTHU B YCIIOBHSIX HEOMPEACTIEHHOCTH.
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Antudparunsaas HR-cuctema co3maér BHYTpeHHHE “ONMIMOHBI’, TO3BOJIAIONIUE OBICTPO
3aIlyCKaTh MUJIOTHI, SKCIIEPUMEHTAIbHBIE IPOEKTHI, BPEMEHHbIE MHULIMATUBBI U KPU3UCHBIE I'PYIIIbI
pearupoBaHusl.

Tpaguumonnsie HR-cucTembl HaleneHbl Ha MHHMMH3ALUIO OHIMOOK, TPAaKTys HMX Kak
OTKJIOHEHHSI OT HOPMbI. AHTH(parmwibHas cucTeMa, HallpOTUB, BCTPAUBAET OLIUOKY B apXUTEKTYpy
00y4eHHs1, UCTIOJB3Ys € KaK Croco0 CaMOIpPOBEPKU U pocTa. ITO TpeOyeT: HHCTUTYLNOHAIH3AINN
00paTHOM CBSI3M HA BCEX YPOBHAX — OT ONEPAIIMOHHOTO JI0 CTPATETHUECKOT0; KyJIbTYpHhI «blameless
postmortem» — aHanu3a HeyZad Oe3 MOMCKa BHHOBHBIX, a ¢ (DOKyCOM Ha CHUCTEMHBIE YPOKH;
MOOMIPEHHs Pe(ICKCUBHOTO MOBEIEHHS COTPYAHUKOB U KOMaHJ[: YMEHHUS BHJIETh HECTAOMILHOCTh
Kak BBI30B, a He yrposy. OmmOku, He Bexymue K QaranbHbBIM CcOOSIM, CTaHOBSTCS
MUKPOMHHOBALIMSAMY, JalOIIMMHM CHCTEME BO3MOXXHOCTh HapaluBaTb YCTOMYHMBOCTH U
a/larTalliOHHbIE TAaTTEPHBI.

[lenTpanu3oBaHHbIE CUCTEMBI CTPAZAIOT OT 33€PKEK, HEOCTAaTKa JIOKaJIbHOU NH(OpMAaLIUU 1
JIeMOTHBaluu ucnoauuteneil. B antudparunsnoit HR-monenu xirodeBsie pemeHus AenerupyroTcs
OnmuKe K MCTOYHUKY JAEWCTBHS, YTO: TIOBBIIIAET CKOPOCTb PEAKIUH; CO3MAET YCIOBUS s
OpPraHU3aI[MOHHOT0 00yYeHHUsl B TOUKaX HECTAOMIbHOCTH; aKTUBUPYET UyBCTBO OTBETCTBEHHOCTH U
BOBJICUEHHOCTH Y COTPYAHMKOB. JlelleHTpanu3auus MNpearnojaraeT He aHapXui, a TpaMOTHO
pacnpenenéHHoe J0BEepHe, NPU KOTOPOM TpaHULbI IMOJHOMOYHMH $ICHBI, HO HE CTAaTUYHbI, a
pErylMpyrOTCsl B 3aBUCHUMOCTH OT KOHTEKCTAa. OTO TO3BOJSET OpraHu3alusM JeicTBOBATH
CUHXPOHHO M THOKO JJa)Ke B YCIIOBUSAX CUIIbHOU TypOYJI€HTHOCTH.

[locne ompeneneHuss NPUHIUIOB W TpuU3HAKOB aHTH(parmnbHOl HR-cucrembr BcTaér
KIIFOYEBOM BOIPOC: KaK MEPEeBECTU ATy KOHUEMIUI0 B KOHKPETHbIE MIPAKTHKH, HE MpeBpaias e€ B
TEOPETUYECKYI0 KOHCTPYKIHIO. AHTU(PAruabHOCTh TpeOyeT He MPOCTO pa3oOBbIX HW3MEHEHUH, a
TyOMHHOM mepecTpoiiku apxuTeKTypsl HR kak cpespl, MOCTOSTHHO co3arorieii BO3MOKHOCTH IS
pocTa U3 HECTAOMIBHOCTH.

TpaguuuoHHas KapbepHas MOJENb IPEAINONAracT JUHEHHOE BOCXOKIEHUE IO CTYICHSM,
OCHOBAHHOE Ha BBICIYyTe JIET U (popManbHBIX 3aciayrax. B aHTudparmibHOW MOJEnu KapbepHbIE
TPEKH CTPOATCS KaK HaOOpP OMIIMOHOB M KOHTEKCTHBIX BO3MOKHOCTEH, MMO3BOJIIONINX COTPYIHUKY:
JBUTaTbCSl TOPU3OHTAIbHO, NpOOys CMEXHble (YHKIMH; BPEMEHHO IEPEXOAUTh B POJIU
KOHCYJIbTaHTa, HACTAaBHUKA WJIM INPOCKTHOrO JIMAEpA; y4acTBOBaTb BO BHYTPCHHMX CTapTamnax,
BPEMEHHBIX HMHUIMATUBAX, TPAHC(POPMALMOHHBIX Iporpammax; (OopMHpPOBaTh WHIAMBUIYaJIbHbIE
MapLIpyThl pa3BUTHsI — IMOKHME, HECTAaHJAPTHU3UPOBAHHbBIC, HO CTPATEIHMYEeCKU 3HauMMble. Takas
MOJZIEIb IIO3BOJISIET CHCTEME HAKaIlJIMBaTh 4YEJIOBCUECKHUH KalMTall BBICOKOW BAapUAaTUBHOCTH, a
COTPYZHUKAaM — OCTaBaTbCsl aKTUBHBIMH CyOBbEKTaMHU B MPOLIECCE U3MEHEHHH.

AHTU(QPAruabHOCTh  YKpEIUIeTCsd uepe3 BOBJIEUEHHE COTPYAHMKOB B  OCO3HAaHHOE
npeosioyieHre HecTabmibHOCTH. Cpein AeHCTBEHHBIX HHCTPYMEHTOB:

Blameless postmortem — ¢opMar 0e301IeHOYHOT0 aHaiM3a OIMMOOK, HAIpPaBJIECHHOTO Ha
U3BJICUCHUE CUCTEMHBIX YPOKOB, a HE HA IIOMCK BHHOBHBIX; AHTUKPU3UCHBIE CUMYJISALUU —
MOJICJIMPOBAaHUE CUTYyallMi HEONpeAeIEHHOCTU (HallpuMep, yTpaTa KIo4eBoro kiueHra, cooi IT-
cucTeMbl, MH(QOPMAIIMOHHBII KPU3HUC); POTAllMM B HECTAOMJIbHBIC O/Pa3/EiCHUs — BPEMEHHBIE
NIEPEBO/IbI COTPYAHUKOB B «TOPAIIME» 30HBI (CIYKObl MOJIEP’KKH, MPOEKThl C BBICOKOH moiieit
pHuCKa), TJ€ HAKaIUIMBAETCS OMNBIT OBICTPOrO pearupoBaHHUsi W pabOThl B YCIOBUSX BBICOKOM
n3MeHYuBOCTH. KittoueBast 1ienb — nepeBoji KpU3nca U3 pa3pylIaromiero B 00yyaromuii KOHTEKCT,
I71e KaX/bli COTPYAHUK IPUOOPETAET IMUHBINA ONBIT YCTOMUUBOCTH U CaMOIIpeoOpa3oBaHusl.

AHTH(paruabHOCTh HEBO3MOXKHA B cpefie cTpaxa. TolbKO IICHXOJOrMYeckH Oe3omacHas
aTMocdepa Mo3BOJISIeT COTPYIHUKAM [5]npu3HaBaTh omMOKK 6€3 yrpo3bl penpeccHii; Opats Ha ceds
MHULMATUBY, HE OMNAacasich IpOBajla; MPOSABIATE OTKPBITOCTb, KPEAaTMBHOCTH, YSI3BUMOCTb H
auepcTBo ogHoBpeMeHHO. HR-QyHKIMs ODKHA CTaTh apXUTEKTOPOM TakoW Cpelbl, peanusys
CJIEAYIOIINE IIark: BHEAPEHHUE PErYJISIPHBIX aHOHUMHBIX OIIPOCOB YPOBHSI O€30IIaCHOCTH U I0OBEPUS;
o0y4yeHHEe JMHEWHBIX PYKOBOJIUTENECH OCHOBaM SMOLIMOHAJIBHOIO JMJEPCTBA W YNpaBJICHUS
cTrpeccom B KomaHmax [15,16]; pa3BuTHE CTpeccC-WHTEIUIEKTa — CHOCOOHOCTH OCMBICIEHHO
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B3aUMO/JICHICTBOBATh CO CJIOYKHOCTHIO, HEONPEIEIEHHOCTbIO U BHYTPEHHUM HampsbkeHueM. Kpome
TOT'0, BAYKHO BKJIIOYATh JIEMEHTHI MEHTAJIBHOTO Onaromnoiyuus B oouryro apxurektypy HR: He xak
pa3oBy0 MHULIMATUBY (BEOMHAP M0 CTPECC-MEHEKMEHTY), a KAK YaCTh IIOBCETHEBHOU KYJIbTYPBHI.

st yCTOWYMBOTO BHEAPEHHUs aHTU(PArwIbHOCTH TpeOyeTcs TeXHUYecKas M IPOIECCHas
roroBHOCTh HR-cucTeMBl K JEHCTBHIO B HECTAaHJAPTHBIX CHUTYalUAX. DTO PEATU3YETCS uepes:
ruOKHe perjaMeHThl, JOIMYCKAIONIME OTCTYIUIEHHE OT KECTKUX MPOIENyp NpU ONpeAeiIEHHBIX
ycinoBusiX (Hampumep, OBICTpOE BpPEMEHHOE IepeMEIIeHne COTPYJIHUKOB 0O€3 CTaHIapTHOU
OrOpoKpaTHH); MIAOJOHBI PEHICHWH B HEONPEAEIEHHOCTH — JOKYMEHTHPOBAHHBIC CIICHAPUU
MOBEJICHUS TIPU KPU3HUCE, COOSIX, CMEHE MTPUOPUTETOB; U(POBbIE HHCTPYMEHTHI OOPATHOM CBS3U U
MOHHUTOPHHIa (HAalpUMeEp, €KEHEIENbHbIE ITyJIbC-OMPOCHI, AAMOOPAbl CAMOYYBCTBHUS KOMAaHJ),
no3possitorine HR-cucreme ObITh B pexuMe MOCTOSHHOTO CKaHMpOBaHMs. TakuM oOpa3om,
aHTU(QPAarwIbHOCTh HHCTUTYLHOHAJIN3UPYETCA: CTAHOBUTCS HE TOJNBKO KYyJbTypoH, HO U
TEXHOJIOTHEN.

Teopernueckas Mmoaens antTudparuibHoro HR nmpuobperaer npaktuyeckyro yOeAUTEIbHOCTD
TOJBKO TOTJA, KOI/JAa NOJAKPEIUIAECTCS KeWcaMu M3 peajJbHOM yIpaBieHYECKOW mNpakThku. Hamu
MIpe/ICTaBJIeHbl IPUMEPBl OpraHu3aluii, KOTOpPble HE TOJIBKO MEPEXMIN KPU3HUC, HO MCIIONIb30BalIN
€ro Kak KaTajlu3aTop BHYTPEHHHMX TpaHcpopmaluii — mpekae BCero B 00JacTH YIpaBJICHUS
MEPCOHANIOM. OTH KEWChl WJUIIOCTPUPYIOT, KaK AaHTHU(QParwibHOCTh pealu3yeTcsi B pa3HbIX
KOHTEKCTaX, OT MEKIyHAPOIHBIX KOPIOpAUi 10 IPOM3BOJICTBEHHBIX KOMIIAHUI HA TOCTCOBETCKOM
MIPOCTPAHCTBE.

Komnanus, uzBectnas paspabotkoit Tkann GORE-TEX, moctpomna cBoto HR-apxurekrypy
BOKPYT MPHUHIIMIIOB CaMOYTIPABIISIEMbIX KOMaH]l, MUHUMAJIbHON MEPApXUU U BHICOKOI aBTOHOMHUU
corpyaHukoB. Korga B 2008 rogy MUpOBOI SKOHOMUYECKHI KpU3UC MOBJIEK 3a cOO0H craj crpoca,
Gore He mouuia Mo MyTH MAacCOBBIX YBOJILHEHMH. BMecTo 3TOro ObLIM 3amylleHbl: BHYTPEHHHE
MUKPOMHHOBAI[MOHHBIE J1a00paToOpuu, T1€ COTPYAHUKH MTpeIarajay HOBbIE IPOIYKThI U yITyUIlIEHUS;
IIEPECTPOMKA TPOEKTHOW apXUTEKTYphl, IIO3BOJIMBINAS IIEPEPACHPENEIUTh IIEPCOHAT  HA
MIEPCIIEKTUBHBIC HANpaBIEHUs; INPOrpaMMa TOPHU30HTAIBHOIO JIMACPCTBA, AKTHMBU3WPOBABILIAS
He(OpMallbHBIX JHUIEPOB. Pe3ynpTaT — He NpOCTO yAep)KaHUE MEepCOoHaa, a 3alyCK HOBBIX
IIPOLYKTOBBIX JIMHUM, YKPENMBIINX IMO3ULINUN KOMIIAHUH B CICIYIOIINE FOJBI.

[lIBenckuii  My3bIKaIBHBIH  cepBUC  Spotify cTaJl  XpecTOMAaTHUMHBIM  MPUMEPOM
OpPraHM3alMOHHOIO JM3aiiHa, OCHOBAHHOIO Ha MOJYJSPHOCTH U ACLEHTpaln3alud. B ycnoBusax
TUIIEPKOHKYPEHIIMH U CTPEMHUTENIBHOIO POCTAa KOMITAHUS BHEJPUIIA CTPYKTYpPY Ha OCHOBE «CKBAJ0B»
— ABTOHOMHBIX KpOcCC-(YHKIMOHAIBHBIX KOMAH C IPABOM MPUHATHUS PELICHUN IO NpoAyKTy. B
NEepUoJl JaBICHHUS CO CTOPOHBl KPYHHBIX KOHKYPEHTOB M HEOOXOJMMOCTH IOCTOSTHHOI'O
MaciutabupoBanus Spotif y: He LEHTpaau30Bal KOHTPOJIb, a YCWIWI KyJbTypy AOBEpUS U
IIPO3payHOCTH; Ppa3BUBAJ BHYTPEHHHE CHUCTEMbl OOpaTHOM CBSI3M, IO3BOJSIOIIHME OBICTPO
pearupoBaTh Ha CUTHAJIbI OT KOMaH; IOOILPSI BHYTPEHHHE MIEPEXObl MEXKAY IPOEKTAMHU, YCUIINBASI
KaJpoByt0 THOKocTh. Kpusuc He 3aMeanml pocT KOMIIAHMHM, a CTaJl MOBOJOM JUIs YIiIyOneHus
BHYTpEHHEN pe(ieKCHU U OpraHU3alliOHHOr0 «epegopMaTupoBaHus» 06€3 MoTepu UACHTUYHOCTH.

B Pixar Opuia oco3HaHa BaXXHOCTh OpPraHM3allMOHHOM TOJIEPAHTHOCTH K omMOKaM B
KpeaTuBHOM cpenie. B kpu3ucHble MOMEHTHI (HarpuMep, MPOBaJIbHbIE TECTOBBIE MOKa3bl (PUIBMOB
WM BHe3amHas cMeHa pexxuccépa) HR-noapasnenenue urpano pons dacuauraropa oOpaTHoO cBsA3U
U CO3/1aHHU YCJIIOBUM AJIs KOJJIEKTUBHOTO aHAJIN3A.

OcobenHocTy uX nmojxona: «Braintrusty-ceccun — OTKPBIThIE BCTPEUM KOMaHJI, II€ MOYKHO
o0cyxaTh HeyAaun 0e3 cTpaxa pempeccHii; MoJenb r'MOKUX poJiel, MO3BOJIAoNIasl COTPYAHUKAM
BPEMEHHO BXOAWTHh B KOMAHJbl Ha JPYIHE MPOEKThI; BCTPOCHHBIE MEXAHU3MBI IICHUXOJOTHNYECKON
MOJVIEP’KKM, KaK 4YacTh MPOEKTHOrO IMKJIA. ODTH MPAaKTUKM MO3BOJIMIM HE TOJIBKO M30eXaTh
«CUHJpOMa BBIFOpaHMS» B KPEaTMBHOM WMHIYCTPUH, HO U CO3/aTh KYJIbTYpy, I'/leé OUIMOKH —
o0s13aTeNbHas YacTh MOMCKAa MHHOBAIIMOHHOI'O PEIIEHUs, a He MPU3HAK ITpoBaJa.

AHanu3 KeHcoB MOKa3bIBaeT, 4yTo aHTU(parmisHocTh B HR — 3TO0 He Teopernueckas
abcTpakiusi, a HabOp BOCIIPOU3BOANMBIX YIIPABICHUECKHX PELICHUH, peanu3alisi KOTOPbIX TpeOyeT
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oInpenenEéHHON 3penocTu, TMOKOCTH U JO0BEpHUs BHYTpH opranuszanuu. HeszaBucumo ot orpaciwy,
KJIIOUYEBBIM YCJIOBHUEM CTAHOBUTCA: IPU3HAHIE HECTAOMIIBHOCTH KaK HOPMBI; IIEPEOTIPEICIICHUE POIIU
HR — or kxoHTponépa K apXuUTEKTOPY pOCTa; OTKA3 OT YHUBEPCAIbHBIX PELENTOB B IOJIb3Y
CUCTEMHOM BapuaTUBHOCTH.

Hecmotps Ha npuBiekaTeabHOCTh KOHLENIIMY aHTU(QparuibHOCTH, €€ BHenpeHue B HR-cpeny
COIPSKEHO C psAIOM pUCKOB. OTKa3 OT HM30BITOYHON perjiiaMeHTalllM, YIop Ha BapHaTHBHOCTD,
TOJIEPAHTHOCTh K OLIMOKAaM M JIEUEHTpajdu3alusl pelleHUud — BCE 3TO MOXKET NPUBECTH K
MOJIOKUTEIFHBIM CIBUTAM, eCJii COONMIoACH cTparernveckuii Oananc [14]. B mporuBHOM citydae
aHTU(PAruIbHOCTh PUCKYET BBIPOJUTHCS B XAOTHYHOCTh, YTPATy YIPABISIEMOCTH U MOJIMEHY
CTpaTeTUM CHUTYaTHBHOW pEaKTHBHOCTHIO. Upe3MepHOe yBIIEUEHHE THOKOCTHIO, MOCTOSHHBIMU
peopraHu3ausIMi U SKCIIEPUMEHTAMH MOXET MPUBECTH K OpraHU3allMOHHOM yCTaloCTH, KOI/a
COTPYJIHUKH TEpSAIOT OPUEHTHUPHl M OILIyIIEHUE CTaOWIBHOCTU; JAErpajaliil JOJITOCPOYHOIO
IUTAaHUPOBAHUS, MTOCKOJIbKY TEKyIllas aJanTallls BBITECHSET CTPaTErHuyecKoe MBIIUICHHUE; MOJMEHE
JTUCLUMIUIMHBI UMIIPOBU3ALIMEN, YTO OCOOEHHO OMACHO B OTPAciAX ¢ KPUTUYHBIMU TPEOOBAHUSAMHU K
0e301acHOCTH, COOTIOACHNIO CTaHAPTOB M ONEPALMOHHONW YCTONYUBOCTH.

AHTUQPArUILHOCTE — O9TO HE Xaoc, a CTPYKTYpUPOBAHHBIM Cmoco0 paboTel C
HEONpeAeNEéHHOCThIO, U OH TpeOyeT YETKOTro pasrpaHMyYEHUs MEX]y 30HaMH, TJ€ JOIMYCTUM
AKCIEPUMEHT, U 30HaMH, I'/ie He00X01Ma CTa0MIIbHOCTbD.

Opranuzanuu, 4pe3MepHo MoJlararolirecs Ha BApUaTUBHOCTh, PUCKYIOT YTPATHUTh SIAPO CBOEH
KyJnbTypbl [4,5]. Korna Bc€ moanexxut nocTossHHOMY IepecMOTpY, COTPYIHUKAM CTaHOBUTCS TPYIHO
MOHSATh, YTO B KOMIIAHUW JIEHCTBUTEIBHO HEW3MEHHO; Kakue MPHUHILMUIBI  SBISIOTCS
OCHOBOIOJIATalOIIMMU; TJ€ 3aKaHYMBaeTcs CBOOOJAa M HAayMHAETCAd OTBETCTBEHHOCTh. Takas
CUTYyallUsl MOXKET MPUBECTH K KYJIbTYPHOMY PEISTUBU3MY, CHH)KEHUIO JIOSUIbHOCTU U OCJIA0JIEHUIO
LEHHOCTHON pamku. B aHTu(dparunpHOl cucteme 00s3aTeNbHO JOHKHO MPUCYTCTBOBATH SIPO
YCTOWYMBOCTH — MYCTh Jla)ke MHUHMMaJIbHOE, HO (POpMHUpYIOIee UACHTUYHOCTh U HOPMATHBHYIO
OCHOBY.

TonepanTHOCTH K OIIMOKaM, €CJIM OHa He MOAKpeIieHa riy0okoii pediekcueil u CTpyKTypHBIM
aHaJIM30M, MOXET OOEpHYThCS IMOBTOPEHHEM OJHUX M TeX Ke cOOeB, MOJ BUIOM «OIBITay;
nHpamret ¢uadska, Korma oOpaTHas CBSI3b CTAHOBHUTCS (OPMAIBHOCTHIO, HE TMPHUBOJAIICH K
pEAIbHBIM YIIyYILIEHUSIM; POCTOM OPTraHM3AalMOHHOTO IMHU3MA, €CJIM COTPYIHUKU BHUJAAT, UTO
OLIMOKM TPOIIAIOTCSA, HO HE pa3duparorcs. AHTU(PAruIbHOCTH HE paBHA BCEIO3BOJICHHOCTH.
Ommbka uMeeT LEeHHOCTb, TOJBKO €CJAM OHAa CTAHOBHUTCS MPEIMETOM OCMBICIEHHOTO
peoOpa3oBaHuUs.

[lepenaua mosHOMOUYMN B JIOKAJbHbIE KOMAHJBl U OTIENbI TpeOyeT CO3AaHUS MEXaHU3MOB
TOPU30HTAILHOM COTJIaCOBAaHHOCTH. be3 3Toro Bo3HMKaeT: ayonupoBaHue (GYHKIUN U yCHIUH;
pacxoskJieHue B YIPaBJICHYECKUX MOJX0/aX, BILUIOTh 10 BHYTPUOPraHU3AMOHHON KOHKYPEHIIUH 32
pecypchl; THPOPMAIMOHHBIN [TYM, TTPH KOTOPOM OPraHu3alus TePsEeT LeTO0CTHOE MPEACTaBIEHUE O
cebe. [lns ycrenrHol JereHTpanu3aniil HeoOX0AUMbI €UHbIE [IEHHOCTH, U(POBbIE TIaT(HOPMBI
CUHXPOHM3AINH, KyIbTypa “shared context” — obiiee moHMMaHue 1IeJiel U paMOK PEIIeHHI.

OcoOenHo omacHa aHTH(parmwibHOCTh B HR, ecnu oHa BhITeCHSET periaMeHT TaM, rie OH
KpUTHYEH: Hampumep, B cdepe cobmoaeHuss TpyaoBOro Kojaekca, OXpaHbl TPyJa, AUCIUTUIIHHBI
pacuéToB WM AHTUKOPPYIIMOHHON KOMILIaeHC-cpeabl. be3 4YéTkoro pasrpaHuyueHus MexIy
HKCIIEPUMEHTOM M 00s3aTenbcTBoM HR-0oTen puckyeT:co3aTh NpaBoBYIO YSI3BUMOCTb; JOMYCTHTh
HENPEeIHAMEPEHHOE HapyIIEHHWE NpaB COTPYJHHUKOB; MOTEPATH JOBEPUE CO CTOPOHBI JIMHEHHOIO
MepcoHaNa U PyKOBOJCTBA. AHTHU(PATUIHHOCTh AOJKHA OBITh BCTPOCHA B CTPYKTYPY (POpPMaNIbHBIX
00513aTeNLCTB, a HE 3AMEHSATH UX.

Konuenuust antudparunpHocT npenoctasiser HR-dpyHkimm He mpocto  HOBYIO
ymnpaBlieH4YecKyt0o MeTadopy, a (yHIaMeHTaIbHOE H3MEHEHHE MapaAurMbl. B ycrmoBusx, korma
HECTaOMJIBHOCTh CTAHOBUTCS MEPMaHEHTHBIM (DakTOpoM, KaJpoBas cHCTEMa HE MOXET ObITh
OpPUEHTHUPOBAaHA HCKJIIOUUTEIFHO HA BOCHPOM3BOJCTBO TOpsIKA, COOJIOAECHUE TMpoLeayp U
MuHUMU3anul puckoB. CoBpeMeHHbli HR 00s3aH  mpoekTupoBaThCs Kak JWHAMUYHASA,
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CaMOpPa3BHBAIOIIASACS M KOHTEKCTHO-UyBCTBHUTEIbHAs CHUCTEMa, CIIOCOOHAs YCHJIMBAaThCS B
pe3ynbTare TypOyJICeHTHOCTH.

Antudparunsasiii HR — 310 cucrema, kotopasi: He 6outcs ommnboK, a TpancopMupyeT ux B
TOIJIMBO POCTA; HE (UKCUPYET POJH, a MPOCKTUPYET TMOKHE KaphbepHBIE M POJIEBBIE TPEKU; HE
KOHTPOJIMPYET JKECTKO, a pa3BUBACT JIOBEPHUE, ONMIMOHAIBHOCTh U OCO3HAHHYIO JICIICHTPAN3AIUIO;
HE CONPOTUBIISICTCS U3MEHEHUSM, a BCTPAWBaET UX B TOBCEHEBHYIO KYJIbTYPY.

Onnako aHTU(PArMIBHOCT — 3TO HE YHHBEPCAIBHBIA OTBET Ha BCce BBI30BHI. EE peanuzanus
TpeOyeT BBICOKOH CTENEHH 3PEJOCTH YIPAaBICHUYECKOW KYJIbTYpBI, SICHOTO DPAa3IUYCHUS MEXKIY
30HAMH JKCIEPUMEHTAa W 30HAMHU O00s3aTEIbCTBA, PA3BUTHIX MEXAaHM3MOB OOpAaTHOW CBSI3U U

WHCTUTYIHOHAILHON peduiekcun. KomroueBast 3amaya HR-mgupekropa — crarth apXUTEKTOPOM
OaaHca MeEXJy TMOKOCTHIO W JTUCHUIUIMHOM, 3KCIIEPUMEHTOM W HOPMATHBOM, aBTOHOMHEH u
KOOPJAMHALMEM.

B stom kontekcte HR mepectaér ObITh BecriomorareabHOM (yHKIUMEH U CTaHOBHUTCS SAPOM
OpPraHM3aI[MOHHOMN IBOJIIOLNHU, (POPMUPYIOIIUM KYJIBTYpY, IPU KOTOPOH KakJaash BHELIHsS yrposa
CTaHOBUTCS BHYTPEHHEH BO3MOKHOCThIO. AHTU(parniabHocTh B HR — 3T0 He BpeMeHHbIHN TpeH I, a
HEeoOXoArMasi KOMIIETSHIIHS JJI yCTOMYMBOTO OyAyIIEro OpraHu3aliuii.
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VYIK 332.1
OIUIATA U DOPEKTUBHOCTD IIEJATOI'MYECKOI'O COCTABA B 2110XY
NUDPPOBU3AIINN: HOBBIE IMIOJAXO0/Ibl K OHEHKE U BBISIBJIEHUIO JIMJAEPOB

I'EJIBMAHOBA 3051 CAJIMXOBHA
[Ipodeccop, Kaparanauuckuii nHAyCTpUaNbHBINA yHUBEpcuTeT, Temupray, Kazaxcran

CAYJbCKUI FOPUI HUKOJAEBUY
Maructp, KaparanamHckuil ”HAyCTpUaJIbHBINA YHUBEpPCUTET, Temupray, Kazaxcran

HNETPOBCKASA ACUSA CTAHUCJIABOBHA
Marwuctp, KaparananHckuil ”HAyCTpUaIbHBIA yHUBEpCUTET, Temupray, Kasaxcran

FAYEZ WAZANI ABDUL WALID
Marwuctp, KaparananHckuil ”HAyCTpUaIbHBIA yHUBEpCUTET, Temupray, Kasaxcran

CAVYJBbCKAA OJIBI'A AHATOJIBEBHA
Vuurens, OCII 11, Temupray, Kazaxcran

Annomauyun. Cospemennoe obpazosanue nepedxcusaem 3n0xy 21yO0KOU mMpanc@opmayuu,
00YCNI0BNEHHYI0  MACCOBbIM — BHEOPEeHUeM YUPDPOBbIX — MEXHONo2UU, U3MeHeHueM Mooeell
83AUMOOEUCMBUSL MeNHCOY YUACTHUKAMU 00paA308AmMeNlbH020 Npoyecca U pocmom mpebosaHuil K
2UOKoCmu U a0anmueHOCmMu npenooasamenvckol oesmenvHocmu. Ha smom gpone ocobenno ocmpo
ecmaém npoonrema HecoOmeemcmeuss Mexcoy peanlbHblM BKIA0OM Nedazo2o8 6 YUPDPosyo
Mpancghopmayuio U ycmapesuiumMu - CUCmeMamy  Oniamvl mpyod, KOMopwle NO-NPedCHeM)
Oa3uUpyrOmMcs NpeumMywecmeeHHo Ha hOPMATbHLIX KPUMeEPUsX: CImasjice, Kame2opuu, akademMuieckoll
cmeneHu u 06véme ayOumopHoU Hazpy3Ku.

B cmamve npedcmasnen Kpumudeckuti aHaiu3 Cyuecmeyiouwux npaKkmuk OyeHKy U oniamol
mpyoa neoazocos 8 WKOIAX U 8Y3aX, C AaKYEeHmMOM HA Mo, KAK Yugpposas aKkmusHOCHMb U
neoazocuyeckoe IuUoepcmeo oCmaromces 6He Goxyca 0eucmeyiomux KOMNeHCAyuoHHbIX Mooenell.
Hccneoosanue onupaemcs Ha npakmuyeckue OaHHvle, COOPAHHbIE 8 X00€ peanu3ayuu NUIOMHO20
npoekma no mpaHcghopmayuy cucmemvl CMUMYIUPOSAHUSL 8 00PA3Z08AMENbHBIX YUPEIHCOCHUSX
Kazaxcmana, a makace na mexcoynapoonwiii oneim (OECD, UNESCO, Harvard).

Ilpeonazaemcsi KoHyenyusi MpPEXKOHMYPHOU MOOeIU ONJIAMbL, GKIOUAIOWAs 6A308)10 YACMb,
2UOKULL MOOYIb YUpposou d¢hghexmuenocmu u Ha0OABKU 3a NPOSGIEHHOe AUOEPCMBO 8 YUPDPOBOL
cpede. Kpome moeo, 6gooumcsa moodenv «yughposozo nedazocuieckozo npouiny, OCHOBAHHAA HA
KOJIUYECMBECHHbIX U KAYeCMBEHHbIX Mempukax: akmuenocmu 6 LMS, unnosayuonnocmu
UCNONb3YEMbIX — (pOpMamos, — B06IEYEHHOCMU — CMYOeHmMOo8,  21yOuHe 0Opamuol  Ces3U U
KOJLIabOpamusHoUu akmusHocmu. Ima mMooeb N0360Jisiem He MOJIbKO 00beKMUBHO OYeHU8ams 6K1d0
Kasico020 npenooasamenis, HO U blAGISAMb IU0EPO8 Mpanchopmayuu — mex, Kmo CmaHo8Umcs
HOCumenem u mpaucismopom yu@dposoul Kyibmypsl 8 nedacoeuieckom KoJLIeKmuee.

Mamepuanet cmamvu adpeco8anvl ynpasieHyam 0opazo8anusi, OUPeKmopam wKoJj, peKmopam
8y308, HR-cneyuanucmam u paspabomyuxam obpaszosamenvrou noaumuxu. Onu ciayxcam
OCHOBaHUEM OISl NPAKMUYECKO20 NEPECMOmpPa NOOX0008 K OyeHKe mpyod, (YoOpMUPOBAHUI0 HOBbIX
Mooenel MOmusayuy u npoosUNCeHUI0 Yu@pposvix uzmenenuli 6 oopazosamenvholi cpeoe. Ocoboe
BHUMAHUE YOENIeHO MEXAHUSMAM CRPABEONUBO20 CMUMYIUPOBAHUS, CHUICEHUSI MeKYYeCmu Kaopos U
NOBbIULEHUSL NPECUNCA NPEN0OABAMENbCKOU 0esTMeNIbHOCIU 8 INO0XY YUPDPOBUZAYUU.

Knwueevie cnoea: yugpposusayus obpazosanus, 3¢gexmusnocms neoazoea, cucmema
onjamsl, nedazo2uyeckoe 1Uoepcmeo, Yupposvle MEMpUKy, ynpagieHue 8y30M.
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]_II/I(prBI/I?;aHI/Iﬂ O6p2130BaHI/ISI — OTO HE IIPOCTO TEXHUYECKUN anrpeﬁ)l, a I‘JIY6OK3,$I

KyJIbTypHasi 1 OpraHu3alMoOHHas TpaHc(opMaIus, KOTopast MEHSIET caMy MPHUPOTY MeIarornyecKoi
nestensHOCTH. Ecnu emé mecsTuieTre Ha3aa OCHOBHOMW 3ajadyeil mperojaaBarens ObLIO mepeaaya
3HaHUH B ayAUTOPHOW (oOpMe, TO CEroAHS OH BBICTYNAET OJHOBPEMEHHO Kak (hacuimTarop,
uppoBOi KypaTop, apXUTEKTOpP 0O0pa30BaTEIbHOTO KOHTEHTa W AaHAJUTHUK 00pa3oBaTeIbHBIX
naHHbIX. Takue n3meHeHus: TpeOyroT OT neaaroroB He Toybko BiagaeHuss KT -koMnerenuusimu, HO
U CIIOCOOHOCTH K TIOCTOSSHHOW aJamlTally, MPOEKTHOW pabdoTe, MEHTOPCTBY, SMOIMOHAIBHOMY
UHTEJUIEKTY U JUAEPCTBY B Cpesie ObICTPhIX U3MEHEHUH [1-3].

OpHako AeHcTBYIOLME MOJENIN OLIEHKH U OILIaThl TPYAd, B OCOOCHHOCTH B IIKOJIaX U BYy3ax
MIOCTCOBETCKOTO MPOCTPAHCTBA, MO-IPEXKHEMY OMMPAIOTCS HA YCTApEeBIIYIO JIMHEHHYIO JIOTHKY:
CTaBKa, Tapu(Has CEeTKa, KaTeropus, KOJWYECTBO 4acoB. lIpu 3TOM NpakTUYECKH OTCYTCTBYET
MIpU3HAHUE U BO3HArpakJeHHE 3a y4yacTHe B IIU(PPOBBIX MPOEKTaX, BHEAPEHHE HOBBIX (HOpMATOB
(refiMuukanys, cMemaHHoe 00y4eHne, MUKpOKypchl), Benenue LMS, co3nanue nudpoBbix KelcoB,
KypaTopcTBO B rubpuHoi cpene [1-3]. Takas cuTyanus co31aéT pucKk BOZHUKHOBEHUSI HOBOT'O THIIA
negopmai: IUPPOBO-aKTUBHBIE MENArord IMEperpy’eHbl M HEIOOIEHEHbl, B TO BpeMS Kak
MacCUBHAas aJanTanus coxpaHsercs B KoM(popTHOI 30He (opMaIbHON CTAOUIBLHOCTH.

Oco0yto 00€CIIOKOEHHOCTh BBI3BIBAET Ppa3pblB  MeXAYy peanbHOH 3()(HEeKTUBHOCTHIO
npenojaBaTesns U cucteMoit MotuBauuu. D¢ dexktuBHbli nenaror XXI Beka paboTaer 3a npeaenamu
ayJIUTOPUU: OH obmaeTcs B HU(POBBIX KaHaldaX, OTBEYAEeT Ha BOIPOCHI CTYJEHTOB B yaTe B 22:00,
MozepUpyeT (QOpPYMbI, aganTHUpPyeT MaTepuaibl MOJ pa3Hble CTUIM OOyYeHHs, OTCIEKHUBAET
1n(poBOH ciesl CTYACHTOB U HaCTpauBaeT UHIUBUAyaIbHbIE TPACKTOPUU. Be€ 3T0 — «HeBuaANMAas
paboTay, KOTopasi OCTaéTcsi BHE HOPMATHBHOM yu€THOM cucTembl. Kak ciieicTBue — neMOTHBAIINSA,
TEKy4eCThb, BBITOPAHUE U yTpaTa KaJIpoOBOTO spa, Hanbojee cnocoOHOro K Tpanchopmaruu [4].

CraTbsl HampaBlieHa Ha IE€PEOCMBICIIEHUE KPUTEpUEB MEAaroruueckoi 3¢QQGEeKTUBHOCTH B
3MOXy UU(POBU3ALMH, B KOTOPOH NpeaaraeTcsi KOMIUIEKCHAs MOJEb OLIEHKU U OIIAaThl TPYAa,
yUUTBIBaOLas HUGPOBOW BKJIAN, JHAEPCKHE (YHKLUMU M CTENEHb BIUSHMUA IpenojaBaTess Ha
paszBuTHEe 00pa3oBaTeNbHOM cpebl [5,6]. Onmupasch Ha MPUMEPHI MJIOTHBIX HHUITMATUB B IITKOJIaX U
By3ax, a Takke Ha MexayHapomaeie moaxonasl (TPACK, SAMR, DigCompEdu), aBTOpsI
GopMyIMpYIOT IPAKTUYECKHE PEKOMEHJAlMM 110 CO3[JaHMI0 CHPAaBEUIMBOM, THOKOH WU
MOTHBALIMOHHOW CHUCTEMBI CTHUMYJHMPOBAHUS, CIOCOOHOH HE TOJBKO YJepXkaTb, HO U pPa3BUTh
nudpoBoe nexarornyeckoe auaepcTso [7]. Takol moaxo He MPOCTO OTBEYAET HA BBI30BBI BPEMEHH,
HO M 3aKJaJlbIBAE€T OCHOBY Ul ()OPMHPOBAHUS HOBOM 0Opa30BaTEIbHONW KyJIbTYypbl — KYJbTYpHI
IIPU3HAHUSA, TOAJEPKKH U POCTa B IUPPOBOH 3110Xe.

TpaguumonHas cucreMa omjartel TpyJa M[eJaroroB Obula cGOpPMHpPOBAHA B 3MOXY
MHAYCTPUAIBHOW MoJenu o0pa3oBaHMs, IJeé OCHOBHOE BHMMAHHUE YAEISUIOCh KOJIMYECTBEHHBIM
napameTpam: 00bEMY akaJeMUYeCKON Harpy3KH, JOJKHOCTHON KaTeropuu, y4eHOH CTeTEeHH, CTaxy.
Ota Mozenb INpejanojaraeT cTabuiIbHOCTh U MPEACKAa3yeMOCTb, HO HE YUYUTHIBAaeT KaueCTBEHHbIE
U3MEHEeHMs, Mpousolennue B mnpodeccud IMoJ BiIMsSHUEM IudpoBu3auuu. B pesynbrare
(bopmupyeTcs mapaJoKc: IpenojaBareiy, Hanbosee BoBIeUEHHbIE B LU(POBbIE TpaHCchopMauy 1
CO3JlaHME€ MHHOBALMOHHBIX (POPMATOB OOYyUEHUs, HEPEAKO OKa3bIBAIOTCS B MEHEE OJIaronpHUsTHBIX
YCIIOBUSX, YEM UX MEHEE aKTUBHBIE KOJUIETH.

Omnata Tpyda ceroiHs HO-NpeXKHEMY Oa3UpyeTcss Ha MEXaHHYeCKHMX pacyérax YacoB
ayJMTOPHOM pabOoThl, YaCTO UTHOPUPYS BHEAYAUTOPHYIO LU(PPOBYIO aKTUBHOCTh. Takue acHeKThl,
Kak pa3paboTKa MyJIbTUMEIMHHBIX KYPCOB, BE/IEHUE OHJIaWH-IUCKYCCUH, (hacuIuTanus B THOpHUTHON
cpeze, Ln(ppoBOe HACTABHUYECTBO, IPOEKTHAsA paboTa, OCTAIOTCS 32 paMKaMH HOPMAaTUBHOM OLIEHKH,
HECMOTPS Ha UX BBICOKYIO IIEHHOCTb JJIs yueOHoro npoueccal8].

C pocrom EdTech-pemenuii u pacnpoctpanenuem LMS (Moodle, Canvas, Google Classroom
U JIp.), poJb Iejarora BhIIUIA 3a Mpeesibl KJIacCu4eckoi nunakTuku. [IpemnoaaBarens cTaHOBUTCS
HE TOJBKO HOCUTEIEM 3HaHWM, HO M MOJAEPATOpPOM OHJIAHH-KOMMYHHUKAIMH, AHAJIUTHUKOM
aKTUBHOCTH CTY/AEHTOB, JHM3ailHEpOM O0OydalolMX ClieHapueB U HU(PPOBBIM MEIMATOPOM. ITa
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pabotra TpeOyeT HE TOJIBKO BPEMEHH, HO U BBICOKOTO YPOBHS IHU(PPOBOH TIPaMOTHOCTH,
SMOLIMOHAIIBHOI'O UHTEJUIEKTA U YIPABIECHUYECKUX HABBIKOB.

KiroueBast mpobnema 3aKiIoyaeTcss B TOM, YTO OOJIbIIast 4acTh 3TOW HU(PPOBOA JEITEIHHOCTH
HE BUJIHA HU OyXTaJTepHuu, HU YIPABJICHUIO, HU Ja)K€ MHOTUM KoJuteram. Kak ciencTsue — oHa He
10JIy4aeT UHCTUTYIIMOHAIBHOIO MPU3HAHUS U HE BKJIIOYAETCs B cucTeMy oruiatel. [IpenonaBarens
MO>KET IIOTPATUTh JAECATKU 4acOB Ha pa3pabOTKy HU(PPOBHIX KEHCOB, aBTOMATHU3AIIMI0 TECTUPOBAHUS
VI MEHTOPCTBO B OHJIAH-(pOpMaTe, HO 3TO HE TIOBJIHUSAET Ha €ro CTaBKY, KATETOPHIO MIIN KaphePHBIN
pocrT.

Takoe HECOOTBETCTBHE MEXAy BKJIAJOM M BO3HArpakieHWeM (OPMHPYET HE TOJBKO
CyOBEKTUBHOE OIIYIIEHUE HECIIPABENTMBOCTH, HO U OOBEKTUBHBIN PUCK TOTEPU KITFOUYEBHIX KaJpOB
— TeX, KTO Mor Obl ObITh ApaiiBepoM TpaHcpopmauuil. [{udpoBo-akTuBHBIE NIEAArOTH BHITOPAIOT
ObICTpee, OCOOEHHO €CJIM CTAJIKUBAIOTCSI C HETIOHUMAHUEM WIIN JJa)Ke CONTPOTUBIIEHUEM CO CTOPOHBI
KOHCEpBaTUBHOM cpebl. X ycrns ocratores BHE pamok KPI, a nvHunmarnBa 3a4actyro He HAaXOUT
MOJIEPKKU CO CTOPOHBI aIMUHHUCTpALUH [9].

BozHukaer onacHoe siBiieHHE «1IM(PPOBOIi AeBaIbBALIMNY, KOT/1a HNHHOBAI[MOHHBIE IPAKTUKH HE
3aKpPEIUISIOTCS CUCTEMOM CTHUMYJUpPOBAaHUS, a 3HAYUT He BocnpousBoaarca. Mormojbie
MpenojaBaTesid He BUIAT CMbICIa B IU(PPOBOM pa3BUTHH, €CIM OHO HE BJIMSET Ha OIJIATy U CTaTyC.
Tax TepsieTcss HE TOIBKO MOTHBAIUS, HO 1 MHCTUTYLIMOHAJIbHAS YCTOWYNBOCTb.

Pemenue npoGiemsl TpeOyeT HE KOCMETHUECKUX U3MEHEHHH B Tapu(HOM ceTKe, a mepexoja K
MHOM JIOTMKE NMPU3HAHUS U OLEHKHU Iegarornyeckoro Tpyna. HyxHa cucrema, B koTopoii nudponas
MPOTYKTUBHOCTh CTAHOBUTCS BUAMMOW, M3MEPUMOW W BO3HarpaxmaaemMou. Baxuo dopmupoBath
HOBYIO apXUTEKTYpy CTUMYJIUPOBaHHUA, KOTOpas Oy/eT yYUThIBaTh Kak 0a30BYIO MeJaroruyecKyro
KOMIIETEHTHOCTh, TaK W YypOBEHb IM(PPOBOIl HMHUIIMATUBHOCTH, JIMAEPCTBA W BKJIaga B
oOpazoBarenbHyI0 dKocucTemy(Tabmumal).

Tabmuma 1 - CpaBHeHHE TPaJAMIIMOHHOTO U ITM(POBOTO TPya negarora: BUAUMOCTh M OTljIaTa

[TapameTtp Tpamuumonnsiit Tpyn | Iludposoii Tpya OTpakeHHe B OIJIaTe
dopmar Ouneble nekiuu, | OHIalH-KypCHhl, YactruuHo
JESTETLHOCTH CEMHUHAPBI rubpugHoe oOydeHwue,
1M (ppoBbIE KEHCHI
HNHCcTpyMeHTHI [IpesenTarnum, LMS, Trello, Miro, | He otpaxkaercs
OyMa)KHbIe METOJUYKH | Z0Om, HTEpaKTUBHbBIC
JIOCKHU
Buaumocts st | Beicokas (pacniucanue, | Huzkas (dbopymsl, | Kak MpaBuIIo,
aAMUHUCTpALIIU OTYETHI) YaThbl, MOJJIEPKKA BHE | OTCYTCTBYET
pacrucaHus)
O6BéM PermamentupoBan JnHamuyuen, He xomniencupyercs
BHEAyIUTOPHOU pacmmpsieTcsi 3a C4ET
Harpy3Ku 1 ppoBbIX popMaToB
YpoBeHb KOoHTposs U | Bricokuit (Tabenb, | Cnaldbli, Tpebyer | He BCTPOCHO B
yuéra Harpyska Io yacam) CIIeLUaJIbHBIX CTaHJapTHbIE
UHCTPYMEHTOB CHUCTEMBI
MOHUTOPHHIA
Pons npenonasarens | Jlekrop, Hocurensb | Pacuurarop, He NpU3HaHa B
3HaHUH TBIOTOpP,  MEAMATOp, | CUCTEME OIIATHI
ugpoBon
APXUTEKTOP
MotuBanus u | CraOwibHas Harpyska, | [oBbllieHHBIE Belicoknii pHUCK
BBITOPAHUE YMEPEHHBIN pUCK 0KHMJIaHMsI, HAarpy3Ka | BBITOpaHHs
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BBIIIIC — MOTUBaALlUU
MCHBIIIC
CooterctBue omiate | OTHOCUTEIBHO Jucnponopuus OtcyTtcTBHE
cOalaHCUPOBAHO MEXIy BKJIAZIOM U | CHCTEMHOMN
BO3HATPAKJICHUEM KOPPEISIIH

Takum 00pa3omMm, 3amadya HE TOJIBKO B TepepacrpeneieHny (OHIOB OIUIaThl TPyAa, HO U B
[IEPEOCMBICIEHUN CaMOM LIEHHOCTH IPENOAABaTENbCKOr0 TpyJa B 30Xy LU(POBON MeNaroruku.
TonbpKO cHCTEMHBIN TOAX0 — € Y4ETOM IHU(POBBIX METPUK, OOPATHOM CBSI3U U JHIEPCKUX POJICH
— CHOCOOEH BOCCTAHOBUTH CIIPABEAIMBOCTb M OOECHEYUTh YCTOMUMBOE pa3BUTHE KaJIPpOBOIO
MOTEHI[Maja 00pa30BaHMUsL.

TpaguioHHbIE MHCTPYMEHTHI OLIGHKH A(PQEKTUBHOCTH IIpernojaBaTeNss — Takue Kak
aTTecTalus, KOJMYECTBO YacOB, aKaJeMHUUYECKHe 3BaHMsI U PE3yJbTaThl TOCYJapCTBEHHOMN
aTTecTalliy CTYJIEHTOB — HE YYHUTHIBAIOT (PyHIaMEHTaJbHbIE WM3MEHEHMs, IMPOU3OLIEIINE B
oOpazoBarenbHOM  cpeme. B ycmoBusx  mudpoBuzanmyu  3Q(EKTUBHOCT  CTAHOBUTCS
MHOT'0aCIeKTHOW, THOpUIHOM, HennHelHoH. [legaror He mpocTo mepenaér 3HaHUA, a YHIpPaBIseT
BHMMAaHHEM, BOBJIEKAET, (PACUIUTHPYET, KOOPAUMHUPYET MEKAUCHUIUIMHAPHBIE MPOEKTHI, CO3/1aET
1ndpoBble MapIpyThl 00yueHus. Bc€ 3To BBIXOAUT 3a paMKH KJIACCUUECKUX IMapaMeTpPOB.

CH0XHOCTb 3aKJII0YaeTCsl B TOM, YTO MHOTHE YIPABIEHIbl U METOJUCTHI IO CHX IOP MBICIST
KaTeropusiMu "dacel — Oaibl — OLEHKU'", UTHOPUPYS HOBBIE MPOSBICHUS KauyecTBa: TIyOHHY
B3aUMO/JICHCTBUS, U(PPOBYIO MHUIMATUBHOCTh, THOKOCTh (hopMaTa, MEPCOHATU3ALUI0 O0yUYEHUS.
be3 oOHOBiEHMST METpUK 00pa3oBaTeIbHbIE YUPEKACHUS TEPSIOT CIIOCOOHOCTh BHUJETh PEAbHYIO
LIEHHOCTb TpY/Ja MPEenoaBaTes.

udposast cpega oOyueHHs OCTABJSET 3a MperojaBaresieM OoraThlil «U(PPOBON Clemy —
COBOKYITHOCTh KOJMYECTBEHHBIX M KAa4ECTBCHHBIX JAHHBIX O €r0 aKTUBHOCTH, BOBJICUEHHOCTU U
BIMSHUU. DTOT CJIe]] MOXKET OBbITh arperupoBaH B HAOOpP OOBEKTUBHBIX METPHUK, OTPAXKAIOIIUX HE
TOJIBKO «4TO» JeJIaeT MPEeIolaBaTellb, HO U «KaKk» OH BJIMsET Ha 00pa30BaTebHbIN IPOLIECC.

K xnroueBbiM MeTpukaMm u@poBoit 3p(HEKTHBHOCTH MOKHO OTHECTH:

WHTEHCUBHOCTH paboTel B LMS (Hanpumep, Moodle, Canvas, Google Classroom): KOJTUYECTBO
3arpy>K€HHBIX MaTEpUaAJIOB, AKTUBHBIX KYpPCOB, CKOPOCTh M 4acTOTa OOpAaTHOW CBsA3M, OOHOBJIEHUE
KOHTEHTA; L1(poBas afalTUBHOCTh: pa3HOOOpa3ue UCIOJb3yEMbIX HHCTPYMEHTOB (BUICOJIEKIINY,
UHTEPaKTHUBHbIE JOCKH, OIpPOCHl, (OPYMBl, BUpPTyalbHbIE J1a0OpaTOpuM); KOIPPUIMEHT
BOBJICYEHHOCTH CTYJIEHTOB: CPEIHsS aKTUBHOCTh OOYYAIOLIUXCsl HA Kypcax, BBIITOJHEHNE 3alaHUH,
ydacThe B HUPPOBBIX TUCKYCCHSX, IITyOMHA OOpaTHOM CBSI3M; HHAMKATOPHI IPOEKTHON aKTUBHOCTU:
MHUIMMPOBAHUE U COMNPOBOXKJIEHHE LU(PPOBBIX NMPOEKTOB, KEHC-CTAaH, KPOCC-IUCLUIUIMHAPHBIX
3aJJaHUi; OOpaTHAas CBS3b OO0YYAIOLIUXCS: HE TOJNBKO (pOpMasbHbIE OLIEHKH, HO U CO/EpKaTeNbHbIe
OT3bIBbl, IMpPHU3HAHME IE€JArOrM4YecKOM MOJUIEP’KKH, YIOMHUHAHUS B OTKPHITHIX (opymax wuiu
COLICETSX; MEHTOpPCKas aKTUBHOCTh: y4yacTHe B LHM(PPOBOM HACTaBHUYECTBE, COIPOBOXKIACHUE
TPAEKTOPUI CTY/IEHTOB B YCJIOBUAX OHJIaH-(hopmarTa.

BaxHo noHumarb, 4to uuppoBas IPPEKTUBHOCTb — 3TO HE MPOCTO KOJIMYECTBEHHAs
aKTUBHOCTb, HO M KaYECTBO CO3/1aBaeMOM 00pa3oBaTeIbHOM cpeibl. DTO BKIIOYAET B ce0sl: YPOBEHb
Bloom-ananu3a, cTeneHb aHaJIMTUYECKOTO0, KPUTUYECKOI'O MM KpPEaTMBHOI'O MBIIJICHHUS,
TpeOyeMoro OT CTYJECHTOB; HCHOJb30BaHHWE TIeMMH(UKALNK, WHAMBUIYAIbHBIX MapIIpPyTOB,
BU3YQJIbHBIX 3JI€MEHTOB, HHTEPAKTUBHOCTH; CTHJIb OOPAaTHOM CBSI3U, SMIATUYHOCTb, JOCTYIHOCTD,
KyJIbTypa LU(POBOro OOIIEHHs; BHEAPEHHE HECTAHIAPTHBIX PEHIEHUH — OT BUPTYyaJIbHOW H
JIONIOJTHEHHOM peaJlbHOCTH /10 UCKYCCTBEHHOTO MHTEIJIJIEKTA U 4aT-00TOB. DTH aCeKThl MOT'YT OBbITh
M3MEPEHBI Yepe3 SKCIEPTHYIO OLIEHKY, KOHTEHT-aHaIu3 LHU(POBBIX MPOIYKTOB, PEEr-review cpeau
KOJIJIET, a TaKkKe METOJIaMH MAaIIMHHOTO 0OydeHUsl — HalpuMep, depe3 aHaau3 (GopMyJIUPOBOK B
LMS.

Ha ocHOoBe BbIlIEyKa3aHHBIX METPUK BO3MOYKHO IIOCTPOEHHUE HWHTETPAIBHOIO HHAEKCA

udpoBoii d¢ppexTuBHOCTH NpenogaBareias. OH MOXET ObITh MCIIOJIb30BaH KakK: MHCTPYMEHT IS
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BHYTPEHHEI'0 CTUMYJIMPOBAHUS U IPEMUPOBAHMS; KOMIIOHEHT aTTECTAl[MOHHOM MPOLIeTyphl; OCHOBA
st GhopMUpOBaHUS U(PPOBBIX KAPHEPHBIX TPEKOB; MHANKATOP TOTOBHOCTH TEarora K MpoeKTHOU
WIH JUJIEPCKOM POJIM; apryMEHT B MIEPEroBOpax 00 M3MEHEHUH HArpy3KH WM CTaTyca.

[Tpumep popmyiisl (BapuaHT i BYy30B):

NIIT = (0.3 x ALMS) + (0.2 x UIIIT) + (0.2 x KC) + (0.15 x OBC) + (0.15 x D)

rjae:

- ALMS — aktuBHOCTE B LMS;

- AIIIT — MHHOBAaUMOHHOCTh MNEAArOrHYECKUX MPAKTHUK;

- KC — xoaddunmeHT cTyneHdeckoii BOBICYEHHOCTH,

- OBC — kayecTBO 00paTHO¥ CBSI3M;

- U® — unpaexc dhacumuranuu B THOPUIHON cpere.

Bmecre ¢ Tem, Ba)XHO y4YWTHIBaThb BO3MOXHBIE PUCKH: IpENoAaBaTellb MOXET "Tpy3uTh"
MaTepuabl, He 3a00TACH 00 X Ka4eCTBE; MPH MOJHON HH(POBU3ALMN MOXKHO YIIYCTHTD [1€Jaroros,
paboTaromux B <GKUBOM» (opMaTe; MOCTOsSHHAs HU(pOoBasi OLIEHKa MOYET BbI3bIBaTh CTPECC U
CHIDKEHHE MOTHBAIMM; METPUKM TyMAaHUTApUEB M TEXHapel pas3uuHbl 1O CTPYKType U
nposiBiieHUsIM. Peniennem siBisieTcss TMOpUAHAs MOJENb OLIEHKH, BKJIIOYarolias W 1udposble, U
9KCHEPTHBIE, U CAMOOILICHOYHbIE KOMIIOHEHTHI, C ajanTanuedl moJ CHernupuKy AWCHUIUIMHBI U
KOHTEKCTA.

[legarornueckoe JnUAEPCTBO B  YCIOBHUAX IM(PPOBU3ALMUU yTPAauMBaeT IPHUBBIYHYIO
BEPTUKAIbHOCTh. PaHee nHMIEepcTBO accOLMMpPOBANIOCh C AJAMHHHCTPATUBHOW MO3ULUEH —
3aBenylomuM Kadenpoi, MeronucTtoMm, KypatopoMm. CerogHss e OHO HOCHUT CETEBOH,
(GYHKIIMOHATBHBIM M MpoeKkTHBIH XapakTtep. L{udpoBoit memaror-nuaep — 3T0 He 00sA3aTEILHO
PYKOBOJIUTENb B IITaTHOM paclUCaHMM, a YelIOBEK, BOKPYI KOTOPOTO BBICTpauBaeTcs
TOPU30HTAIBHOE COOOIIECTBO MPAKTHUKOB, KOTOPBIA BHEApsSET HOBbIE (OpMaThl, BIOXHOBIISIET
KOJUIET, TPaHCIUPYET MUGPOBYIO KYJIBTYPY M COITPOBOXKIACT MHHOBAIIMU(TA0IMIIA2).

Tabmuma 2. KitoueBble 1udpoBbie MeTpUKH SPPEKTUBHOCTH Iemarora M 0O0JACTH HX
IPUMEHEHHS

Mertpuka Yro uzmepsier NcTtouHuk qaHHbIX [Ipumenenue B
yOpaBJIeHUU
AxtuBHOCTH B LMS Yacrora oOHOBIIeHHH, | CHCTeMHas Jlmaraoctuka
no0aBieHHE aHaJIUTUKA (LMS- | BoBneu€HHOCTH,
MaTepHuayoB, padoTa ¢ | OTYETHI) KpuTepuii OOHYCOB
3aJlaHUSIMU
PaznooOpasue Hcnonb3oBanue CamooTuéthl,  peer- | BoisiBienue
u(poBHIX EdTech (Padlet, Miro, | review WHHOBAIIMOHHBIX
UHCTPYMEHTOB Buaeo, AR u T.11.) MPAKTHK,
omnpeziesieHUe JIJIEPOB
HNuaukaropel ITocemaemocTs, LMS, ot4éthel | Orenka
CTYJCHUECKOI AKTUBHOCTD B | KypaTopoB, »ypHAalIbl | pe3yJIbTaTUBHOCTH,
BOBJICUEHHOCTH bopymax, AKTUBHOCTH KOPpEJISILIHs c
BBITIOJTHEHHE 3a/IaHUM KayeCTBOM
MIPENoIaBaAHMS
Ob6patHas cBs3b | [ myOuHa, conepkanue | AHKeThl,  OTKphIThie | KoppekTupoBka
oOyJaronuxcs u SMOIMOHANIbHBIN | KOMMEHTapUHU MOAXO0/0B, ITapaMeTp B
TOH OT3BIBOB Mozenn
CTYJICHTOB CTUMYJIMPOBAHUS
[IpoekTHas NunnumnpoBanue Meroaunueckue OcHoBaHue JUTSt
aKTUBHOCTD U(GPOBBIX  KEHCOB, | OTYETHI, JKCHEpPTHAs | JTUJEPCKOoro OoHyca U
MpenoiaBaresis OIICHKA KapbepHOTO TpeKa
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MEXAUCLUIIIIMHAPHBIX
3a1aHUI
HacraBanuectBo /| CompoBOXIeHUE Jlexkanarsl, [ToBbiIEHUE
bacunuranus OpyTUX BuyTpennue EdTech- | uudposoit  3pemoctu
npernojaaBarenei, IpyIIBI KOMaHbl, MOAJIEPKKa
CTYACHTOB, IU(PPOBBIX BHYTpPEHHEN
VMHUIMATHB HKCIEPTU3BI
Nunexe mudpoBoii | UaTerpambHbIit Komno3uThsit OcHoBanue U1
MHULMATUBHOCTU II0Ka3aTellb 1o | Jamobop, aHAIMTUKA | IPEMUPOBAHUS,
(cBOAHBIN) COBOKYITHOCTH Ha3HAYCHHS,
BBIIIEYKa3aHHbIX BHYTpPEHHEN
METPUK penyTanuu

JlaHHAs cUCTeMa METPHK MOXKET OBITh BHEJpPEHA TOATAITHO U aJalTHPOBaHa MoJl Crielu(pUKy
yupexaeHus. [ maBHOe ycloBre — JOBEPHE U MPO3PavyHOCTh, @ HE KapaTelbHBIH KOHTPOJIb. MeTpuku
JOJDKHBI BOCIIPUHUMATHCSI KAK HHCTPYMEHT Pa3BUTHS U MPU3HAHUS, a HE KaK CPeACTBO (hopMaTbHOU
otuétHoctu [10-12].

Takoit nuaep crocobeH He TOIBKO 3(PPEeKTHBHO 00y4yaTh, HO M IEPEOCMBICIATH CaMy
CTpYKTypy oOOydYeHHs, mpemiarat W peann3oBbiBaTh uWHUNMATHBEI B EdTech, craHoBUTHCS
BHYTPEHHUM areHToM m3MeHeHuid. OH JEeHCTBYET KaK ThIOTOP M (PacCHIMTATOP, YacTO BHE PaMOK
JOJDKHOCTHBIX HWHCTPYKIIMHA, W WMEHHO Takue (UTYPHI CTAHOBSATCS KIIOYCBBIMH JIpaiiBepaMu
yCTOWUYMBOM I (PpoBOIi TpaHCHOpMALIHH.

PacnpoctpanénHass B By3ax ¥ IIKOJAaxX MpPaKTUKa dbopMHpOBaHUE «PEHTHHTOB
npernojaBaTesiei Ha OCHOBE MTOTOBBIX OIIEHOK CTYJIEHTOB M IOKa3aTelel ycleBaeMOCTH — He
oTpakaeT TIyOuHBI IU(POBON Temarormdeckoi padoTel. Kpome TOro, Takme pEeHTHHTH JIETKO
MOAJAIOTCS MAHUITYJSIIMM: 3aHWKEHHE TpeOOBaHMM, OpUEHTAalMsl Ha «IOIMYJSIPHOCTH) BMECTO
pa3BuTHs. Pe3ynbTaToM CTaHOBUTCS IMOOLIPEHHE MEAaroroB 3a (opMalbHBIN pe3yibTarT, a HE 3a
MOVIMHHYI0 TPaHC(HOPMAIIMOHHYIO aKTHMBHOCTh. JluaepcTBo B mudpoBoM oOpa3oBaHMH TpeOyeT
MHOTO MHCTPYMEHTapHsl — MHOTO(QaKTOPHOM MoAeIN Npoduiis, KOTopas MO3BOJIUT (PUKCUPOBATh U
aHAJIM3UPOBATH pealbHbIC MPU3HAKH JIUJEPCKOTO BIUSHUS.

[Ipennaraercst cuctema, OCHOBaHHasi Ha KOHIENIMU HU(POBOro Meaaroruyeckoro mpodums
(LIIIT), B koTOpoM (PUKCHPYIOTCS KIIIOUEBbIE MOBEICHUYECKHE U PE3YJIbTaTUBHBIC XapaKTEPUCTUKU
MpenoaaBaTelis Kak cyobekTa Tpancopmanuu(tadiuial).

Tabnuna3 - KomnoneHTs! b poBOro nNearornyeckoro npoduis:
brok npoduis [IpumMepsl HHIMKAaTOPOB
[HudpoBas akTHBHOCTH Kon-Bo co3mgaHHBIX OHJaH-KypcoB, pabota B LMS,
1U(POBbBIE PECYPChl, METMAKOHTEHT
['eiimuduxanus, MIPOCKTHOE oOyueHue,
MHTEpaKTUBHBIE cpeabl, ucnosb3zoBanue MU
Benenne wmetoauMyeckux TIpyIlll, HACTaBHUYECTBO,
opranuzanus EdTech-npoekTos
VYyacTtue B KOMaH/THBIX Kypcax,
MEXIUCHUIIIIMHAPHBIEC TPOEKThI, COABTOPCTBO
OOpatHast  CBA3b, AaKTUBHOCTH B  (opymax,
MOCEIIAeMOCTb, MHIMBUAYAIN3aLUs MOX01a
VYyacTtue B CTpPaTeTMYECKUX  HWHHUIHMATHUBAX,
BHYTPEHHsS SKCIEPTH3a, pa3paboTKa CTaHIapTOB

HMHHoOBanmoHHEIE IIPAaKTUKH

HI/II[epCKaH HMHHIIKMAaTHhBa

KonnaGopaTuBHOCTb

OI_ICHKa BOBJICUEHHOCTH CTYJACHTOB

Yyactue B Pa3BUTHU UHCTUTYTA
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Taxoii mpo¢uib Mo3BONAET NepeiTH OT (PparMEHTAPHBIX OLIEHOK K LIEJIOCTHON KapTUHE POJIU
npernojaBaTenss B HU(POBOM KOHTeKCTe. OH MOXET BH3YaJIM3HpOBAThCS B BUJE Jamoopna,
nojepkuBatbesi LMS mnmn HRM-cucremamu 1 ObITh HHCTPYMEHTOM KaphepHOTO TPeKa.

Ha ocnoe LIIIT BO3MOXHO (opMHpoBaHHWE peecTpa MEeJAroruyecKuX JHACPOB, TIE
(UKCHPYIOTCS: TIPETIoIaBaTeNU C BEBICOKUM YPOBHEM HU(POBOTO BKIIA/1a; HACTABHUKH JIJISI MOJIOJIBIX
CMEUMANNCTOB; KAaHIUAATHl Ha JOJDKHOCTH BHYTPH WMHCTHTYIHOHAJIBHOW TpaHC)OpMaIUY;
BHyTpeHHHe ambaccanopsl EdTech-kynbTypsi.

MexaHu3mbl TOpU3HAHUST MOTYT BKJIHOYATh: T'MOKHME Juaepckue OOHYChl; y4yacTHE B
pacnpe/iesieHuu PeECypCcoB U MPOEKTHBIX CTUIEH IMI; BOBJICUEHUE B CTPATETHYECKHE COBETHI By3a WU
IIKOJIBI;  BO3MOXKHOCTH ~ BHEIIHETO  MPEJCTAaBUTENBCTBA  (KOH(pEpeHIHH,  IyOJIHKaINy,
MeXAyHapoAHbIe MPOEKThI). Takum 00pa3oM, BBISBICHHUE ME1arorH4ecKUX JIMAEPOB CTAHOBUTCS HE
npocto  HR-mpakTukoil, a  ymnpaBiIeHUECKMM  pblYaroM YCTOMYMBOM  TpaHchopMaluu
o0pa30BaTeNbHON OpraHu3aluy.

[udposas amoxa cnocoOCTBYET pa3BUTUIO TOPU3OHTAIBHBIX (POPM JIMIEPCTBA: IPAKTUK, KOT 1A
MHULMATHUBA UCXOJUT C HU3Y, a HE CBEpXY. Takue nmeJarornueckue «Maskm» Co3JaloT COOOIIEeCTBO
BOBJICUEHHBIX, HHUIIMMPYIOT IE€JIaroruyeckue crapTamnbl, BeAyT LHU(poBbIe KIyObl U CTaHOBSITCS
o0pa31oM HeOpPMaTHLHOTO BIUSHUS.

VYnpapieHndyeckas 3ajjaua COCTOUT HE B TOM, YTOOBI BCTPOUTH 3THUX JIUAECPOB B HEpaApXHIO, a
Hao0OpOT — CO3/1aTh YCJIOBHUSA, NMPU KOTOPBIX TOPU3OHTAJIbHBIE JUJEPHI MOIY4alOT MpU3HAHUE,
MOAJEPKKY U TPOCTPAHCTBO JJsi pa3BUTUA. TOJNBKO B TakKOW JIOTMKE MOKHO TOBOPUTH 00
YCTOMYHMBOM pOCTe ITU(POBOIA 3pEIIOCTH 00pa30BaTeIbHOM cpeap(Tabmuiias).

Tabmuna 4 - IlpusHaku 1KMGPOBOro MeNaroruvyeckoro JUAEpCTBA U YIPaBIEHYECKUE
MEXAHU3MBbI UX PU3HAHUS

[Tpusznak [IposiBnenue B | UHCTpyMEHT dopma npusHaHus /
ME€JarOrHYECKOr0 00pa30BaTeNbHOMN MPAKTUKE | BHISBICHUS MOOLLPEHUS
JIMAepcTBa
Hudposas 3anmyck HOBBIX OHJaWH- | [lopTdonmo, ['mbkass HanmbaBka,
VHUIMATUBHOCTh KypcoB, BHeapenue EdTech, | camoonenka, y4acTue B
ajanTanus HECTAHJAPTHBIX | SKCIEPTHOE CTpaTernueCcKnX
peuieHui HaOJI0ICHHE ceccusix
HacraBunuectBo  u | [lomnepxka komier, | OT4éTnl EdTech- | bonyc
dacuuranus BBeleHHE B  1udpoBble | Tpynn,  oOpaTHas | «BHYTPEHHUH
IpOLIECChl,  KOOpAUHALUSA | CBS3b JTUAEp», KapbepHbIN
pabouux rpynn npenoiaBarenen pocT
Kpocc- VYyactue B COBMECTHBIX | AHaNN3 VYyactue B
JUCUUIUIMHAPHOCTh | KypcaX,  MHTErpauus  C | paclucaHus, METO/ICOBETE,
Y KOMaH/Has paboTa | ApyruMH IpeIMeTaMu MIPOEKTHBIX TPEKOB, | IPEMUHU 3a
SKCIIEpTHAsA OLEHKA | UHTErpPaTUBHBIC
KYPCBI
Bricokas uudpoBasi | AKTUBHOCTh Ha | LMS-ananutuka, IIpusHanue Ha
BOBJICYEHHOCTh wiatopmax, OXKUBJIEHHBIE | OT3BIBBI CTYJEHTOB, | YDOBHE
CTYJCHTOB (bopymsl, uupoBeie | HUPPOBOH cies (baxyabTEeTa/By30B,
MPOEKTHI CTYACHTOB paciupeHue
IIOJTHOMOYHUH
Penyrannonnoe HedopmansHoe nuaepctso, | BHyTpennuit onpoc, | Haznauenue
BIIUSIHUE BHYTPH | pacipoCTpaHEHUE pEKOMEHJauu U (pPOBBHIM
KOJUIEKTUBA YCHEIIHBIX TPAKTUK KOJUIEeT ambaccaJ1opoM /
MEHTOPOM
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VYyactue B | Unencrso B pabouux | [IpoTokomsl, JInnepckas
MHCTUTYLHOHAJIBHBIX | Fpynnax, pa3paboTka | yyactue B | Ha10aBKa,
U(pPOBBIX CTaHIApTOB, y4YyacTHE B | 3aCEAAHUAX IIpUrJalieHue B
MHULMATUBaX EdTech-pedopmax YIPaBJIEHYECKOE
SIIPO U3MEHEHUI

TpaauumoHHBIE CUCTEMBI YIPABJICHUS YaCTO HE BUIAT HE(HOPMAIBHBIX M TOPH30HTAIBHBIX
JTUJEPOB, NEUCTBYIOIIMX BHE HEpapXuH. JTa TaOJMIa MOMOTAeT BBIUJICHUTH Takue (QUTYpPHI U
CHCTEMHO WHCTHUTYIIHOHAJIM3UPOBAaTh HMX BKIAM dYepe3 KOHKpETHble (OpPMBI TpPU3HAHHUS W
CTUMYJIUPOBAHUS.

Cy1iecTByIoUMEe CUCTEMBI OIUIAThl TPyJia B IIKOJAX U BY3axX, Kak MpaBUiIo, 0a3upyroTcs Ha
Tapu(pHON ceTKe, B KOTOPOM KIIIOUEBBIMH MapaMeTpaMHU SBIISIOTCS: CTaK pabOThl; akaJeMuuecKas
CTENEHb WJM KaTeropus; KOJUYECTBO AayAMTOPHOM Harpy3KH; ydacTue B aTTECTallUd WU
MeToipadoTe. Takoil moaxon uMeeT aBe pyHIaMeHTaIbHbIE MPOOIEMBbI B YCIOBUIX IIU(PPOBU3ALINN:

Wnpnsauus peanpbHOro BKIaga — BKIAA B pa3BUTHE LU(GPOBOM Cpelbl, BHEApPEHUE
MHHOBAIMOHHBIX (hopMaToB, akTUBHOCTH B EdTech He monmyuyaeT MarepraibHOT0O BhIpaXKEHUS.

NuepuroHHOCTh M HErMOKOCTh — CHCTEMa cl1abo pearupyer Ha U3MEHEHHsI B XapakTepe Tpya
U MOTHBAIlMM MEAaroroB, 0coOeHHO MoyoabiX. Kak cieacTBue, BO3HHKAeT AMCOATIaHC MEXKIY
(akTUYeCKUM cofepKaHHEeM TpyJa U €ro BO3HArpakJeHHEM, 0COOEHHO i IU(POBO-aKTUBHBIX
MeJaroroB, BRIMOIHSIOMUX "HEBUIUMYIO padoTy"[13].

[Ipennaraemass mMojenb OIUIaThl TPyAda OPUEHTHPOBaHA Ha THOKOCTb, CHPABEIIMBOCTb M
CTpaTernyeckyro Motupanuio. OHa CTPOUTCS Ha TPEX KIFOUEBBIX MPUHIUIAX:

[Tpo3padyHOCTh — KpHUTEPHUN HAYUCIICHHUS CTUMYJIHPYIOIIUX BBIIJIAT MOHATHBI, OOBSICHUMBI H
OCHOBaHbI Ha U3MEPUMBIX MOKa3aTeIAX.

Huddepenunanus — y4UTHIBAIOTCS pa3MuMsl B BKJIAJAE IMpernojaBaresieil, He TOJIbKO
KOJIMYECTBEHHBIE (Yachl), HO M Ka4eCTBEHHBIE (IIM(PpOBast aKTUBHOCTD, JTUIACPCTBO).

JIMHAMHYHOCT — BO3MOJKHa KOPPEKTHPOBKAa MOJETH C y4ETOM H3MEHEHHs IHU(PPOBOTO
KOHTEKCTa, BHEAPEHHUS HOBBIX IIaTdopM, 3ahady M HHUIMATUB. Ha OCHOBE BbIIIEyKa3aHHBIX
NPUHIUIIOB  Mpeuiaraerca TPEXKOHTYpHasT MOJeNb CTUMYJIUPOBAaHUS TpyJla IeJaroros,
BKTFOYaromias( Tabmauma 5)

Tabnuna 5 - TpéXKoHTYpHAsi MOJIeb CTUMYJIMPOBAHUS TPYJa MEIaroros

KommoneHnt Conepxanue Lens

OIJIATHI

ba3oBas yacTb dukcupoBaHHas CTaBKa B | ['apanTupoBanHoe
3aBHCUMOCTH oT KaTeropuy, | BOZHarpaxkJIeHUe 3a BBINOJIHEHHE
KBaJIM(UKaLUY, CTaHJAPTHOM | HOPMAaTUBHBIX (DYHKIUI
Harpy3ku

I'ubkuit Mmoxynb Homnatel Ha ocHOBe 1uGpoBbX | CTUMYIIUpOBaHUE uugpoBoi
METPUK, IPOEKTHOH  aKTUBHOCTH, | 3PPEKTUBHOCTH, Ka4yecTBa,
00paTHOM CBSI3U CTYAECHTOB r'MOKOCTH U MHHOBAlIUOHHOCTH

JIunepckuit 6onyc | Bo3narpaxaenue 3a HactaBHHUYecTBO, | [lognepikka U IpU3HaHUE
U(POBOE JIHJIEPCTBO, OPraHU3ALMIO | KIIOYEBBIX MEeJaroroB Kak areHToB
EdTech-uaunumaTus, ¢dacuauTanuio TpaHchopManuu

[Ipumepsl mapameTpoB i TMOKOTO MOXYJs: akTUBHOCTE B LMS u 1mudpoBbIX Kypcax;
ydacThe B IM(POBBIX 00pa30BaTENbHBIX MPOEKTAaX; BHEJPEHUE HOBBIX HUGPOBBIX pemieHuil (AR,
UHTEpaKTHUBHBIE JIOCKHM, 4aT-00Thl); OOpaTHas CBA3b OT CTYAEHTOB (OMpOCHI, OT3bIBBIL, NPS);
ITOKAa3aTe BOBJICYEHHOCTH YUalUXCA.
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[Ipumepsl mapaMeTpoB i Juaepckoro OoHyca: kyparopctBo Han EdTech-rpynmoii;
IIPOBEJIEHUE BHYTPEHHUX CEMHUHAPOB U MaCTEP-KJIACCOB; ThIOTOPCTBO U CONPOBOKICHUE MOJIOABIX
MIe/1IaroroB; y4acTue B pa3paboTke Hu(ppOBO CTpAaTETUH BY3a/IIKOJIbI.

Hdns  peanuzanuy  TOJOOHOM  Moaenu  HEOOXOAMMBI  LU(GPOBBIE  HMHCTPYMEHTHI,
uHterpupoBaiible B LMS wunu BHyTpenHue HR-cuctemsbl. Takue HHCTPYMEHTBHI BKIIIOYAIOT:
namoop UpPOBO AKTHMBHOCTH IIENarora; aBTOMAaTH3MPOBAHHBIA Moaynb pacuéra KPI mo
IU(GpPOBBIM METPHUKAM; IIaHENIh CAMOOLIEHKHM W peer-review (OIeHKa KOJUIEraMH); aHAJIMTHKA
BOBJIe4€HHOCTU U NPS cTy1eHTOB; rubKasi cucreMa 3asiBOK Ha JUAEPCKUEe OOHYChI U IPEMUM.

BaxxHo: cucrema 1oykHa paboTaTh HE KaK KOHTPOJIBHBIM MEXaHU3M, a KaK MOTHUBHUpYIOLIas U
pa3BuBaoIlasl cpeia, IZe IpernojaBaTellb MOXKET BHJIETb, KaK €ro BKJIAJ OTpakaeTcsi B
PO ECCHOHAIBHOM POCTE U (PMHAHCOBOM BO3HATPAXKICHUH.

Hudposas Tpanchopmanus oOpa3oBaHUs TpeOyeT HE TOJBKO IMEPEOCMBICIEHUS METOJI0B
npenojaBaHus ¥ GopMaTOB B3aMMOJAEUCTBUSA ¢ O0yUYaAIOUIUMUCS, HO U PaJAUKAIBHOIO IepecMoTpa
JIOTUKM OIEHKM U OIUIaThl TpyAa Iegarornyeckoro cocraBa. CoxpaHsiomascsi NpUBS3Ka K
TPaJMLIMOHHBIM MTapaMeTpaM — TaKUM KaK KOJIMYECTBO YacOB, CTaX U (hopMajbHbIE KaTETOpUU —
BCTYNAaeT B MPOTHBOPEYUE C PEAIbHON CTPYKTYpPOH COBPEMEHHOrO IMEJarorMueckoro Tpyja, Iie
KJIFOUEBYIO POJIb UTPAIOT MU(POBasi BOBJICUEHHOCTh, THOKOCTh, MHHOBAIIMOHHOCTh U CITIOCOOHOCTH K
(dbacunmuTanuu 00pa3oBaTEIHLHON CPEIBI.

B cratbe 060cHOBaHAa HEOOXOAUMOCTH MEPEX0/ia OT YCTAPEBIIMX CXeM K TMOpHAHON Moaenn
CTUMYJUPOBAHUS, YUUTHIBAIOLEH TPU YPOBHS: 0a30BYI0 Harpysky, Hu(poBYIO MPOIYKTUBHOCTh U
muaepckuit Bknaa. [IpenogaBatens B HUPPOBYIO 3MOXY — 3TO HE MPOCTO NEpeNaTuuK 3HAHUM, a
apXUTEKTOP LUPPOBOr0 KOHTEHTA, HACTABHUK, MPOEKTHBIN JIUEP U MOJEPATOp CMbICIOB. MIMeHHO
9TH (QYHKIHMH JOJKHBI HAXOJAUTh OTPAKEHHUE B CUCTEME OIUIAThI U MPO(eCCHOHATBHOTO MPU3HAHUS.

Buenpenne uudpoBbIX METpHK, pa3paboTka HIHUQPPOBOTO IMENArorHYecKoro Mpodus,
MOCTPOCHHE CUCTEMBbl IMOKHX OOHYCOB M JIMJEPCKUX HAJ0ABOK IMO3BOJIAIOT HE TOJBKO MOBBICUTH
CIPaBEAJIMBOCTh CUCTEMbI CTUMYJIMPOBAHUS, HO U COPMHUPOBATH YCTOHYHMBYI) MOTHBALMOHHYIO
cpeny, B KOTOpOW HMHMLMATHBA, TBOPYECTBO M HMHHOBAILMM CTAHOBATCA HOPMOM. B ycroBusax
HapacTaolmell KOHKYpEeHIMH M HEOOXOAMMOCTH YAEp)KaHUS LU(PPOBO-KOMIETEHTHBIX KaJpOB
1o100Hast MOZIENb SABJISAETCS HE MPOCTO KeIaTeIbHO, a CTpaTernueckKd HeOOXOUMOI.

BaxcHo moHUMaTk, 4TO peyb UAET HE TOJIBKO O JAEHbIaX, a O IEHHOCTHOM CABMI€ B OTHOLLIEHHH
K Tpyny nexarora. Hacrosuiee npusHaHue HauuMHAeTCs € TOro, KaK CHCTEMa OLCHMBAET U
BO3HArpaxJaeT yCWJIUs, BBIXOJAIIKE 3a npeaensl popmanpHoro. Eciu mkona nim By3 Xo4eT ObITh
U(POBO 3pebIM, OH AOJKEH ObITh TOTOB MPU3HATh BKJIAJ T€X, KTO ATY 3PEIOCTb CO3/AET.

Taxum o6pazom, OCTPOEHHE HOBOM CHCTEMBI OILIATHI TPYJa — 3TO He OyXrajirepckas 3a/1aua,
a YIpaBJICHUYECKOE PELIeHUE, HAIIPSMYI0 CBSI3aHHOE C KaueCTBOM OOpa30BaHUs, TOBEPHEM BHYTPH
KOJIJIEKTMBA M YCTOMYMBOCTBIO caMOM 00pa3oBaTesibHOM opraHuzanuu. M yem paHbllie Takue
n3MeHeHMs Oy IyT 3allylleHbl, TeM BbllIe OyIeT IIAaHC HE TPOCTO aAaNTUPOBAThCA K LIM(PPOBOH A110XE,
a popMupoBaTh €€ CTAaHIAPTHI.
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TEOPETHYECKHUE U METOJOJJOI'MYECKHUE OCHOBBI 110 PASPABOTKE
OPTAHM3AIIMOHHO-9KOHOMUWYECKOI'O MEXAHU3MA B OPI'AHU3AIILU
HEJIPOITIOJIb30BAHUA

CAJIKBIHOB APHAT TYPCBIHBEKYJIbI
MBA, Jloktopant DBA,
Anmatsl MeHeKMEHT Y HUBEPCUTET
Pecniy6nuka Kazaxcran, r. Anmatsl

Annomayun: Onoxa ObiICMpo2o HAYYHO-MEXHUYECKO20 Npozpecca npueend K pocmy
HAYUOHANbHO20 IKOHOMUYECKO20 OIA20COCMOSHUS U KAYeCBd JHCU3HU, A MAKIHCe OMKPLLIA HO8ble
B03MOXNCHOCMU Ol pazeumusi odwecmea 01a200aps NPOUCXOOAUUM  NPOU3BOOCHBEHHBIM,
MEXHOI02UYECKUM U COYUATbHO-IKOHOMUYECKUM usmeHerusam. C Opyeoll cmopoHbl, aHMpono2eHHoe
8030elicmaue Ha OKPYHCAIWYI0 cpedy NPUBOOUM K B03HUKHOBEHUIO PAOA IKON0SUUECKUX NPODIeM.
na obecneuenuss 6ananca 6 OOCMUNCEHUU HAYYHBIX, MEXHOI02UYECKUX, COYUATbHO-IKOHOMUYECKUX
u axonoeudeckux yenetl 8 Kazaxcmane HeoOX00UMO0 peanu308bl8ams XOPOULO U3BECHIHYIO KOHYENYUIO
VCMOUYUB020 pA38UmMuUsi U OCHOBAHHYIO HA Hell KOHYEeNnYuro YUpPKYISAPHOU IKOHOMUKU 6 cepe
HeOpononvzosanus. Llenv ucciedosanus, onpeoersiowas e20 HAYYHYI0 HOBUIHY, 3AKI0YAEmcs 6
pazpabomie MemoooI02udecko2o nooxooda K (opmMuposanuio 0peaHu3ayuoOHHO-IKOHOMUYECKO20
MEXAHUMA YUPKYTAPHO20 UCNOIb308aHUsA Hedp 8 Kazaxcmane, 20e NpoMbluLieHHOCIb OCHOBAHA HA
000blYe NONEe3HbIX UCKOnaemuvlx. B Ooannou cmamve mbl paccmampueaem OCHO8Hble KOHYUenyuu
pazeumus YupKyJIsapHOU SKOHOMUKU Ol chepvl HeOpONnoIb308anus 6 pamkax oOelucmeyouell
KoHyenyuu pabomwl 8 Pecnyonuxe Kazaxcman.

Knrwouesvte cnosa: cekmop Hedpononvb306ans, YnpasieHue opeanuzayueti HeOponoab3068ansl,
MEXAHU3MbL YNPAasieHust 8 cihepe HeOPONOIb308aHUS, OP2AHUZAYUOHHO-IKOHOMUYECKUe MEXAH3UMBL,
Mmanvie u cpeOHue OpeaHu3ayuu HeopPOnoIb3068AHUSL

Cpeny MHOXECTBa 3KOJOTMYECKMX M HKOHOMUYECKHX AacleKTOB IUPKYJSpHas SKOHOMHUKA
UTpaeT KIOYEBYIO POJib B PELICHUU MPOOIIeM, CBA3aHHBIX C YIPaBIEHHEM O0TXoJaMu. B 3Toii cBs3u
OJTHOM W3 TPUOPUTETHBIX cdep e€ BHEAPEHUS BBICTYNACT HEIPOIOJIb30BAHUE, HAa KOTOpOe
npuxoautcs 6osee 90 % obiiero oobemMa 0TX0A0B, 00pasyrouuxcs Ha TeppuTopun Kazaxcrana. B
CBS3M C 3TUM KOHUEMNIMM U CTPATErWd YCTOMYMBOIO MPOCTPAHCTBEHHOTO Pa3BUTHS PETHOHOB,
CHEIHATM3UPYIOMIMUXCS Ha J0O0bY€ MHUHEpPalIbHBIX PECYpPCOB, BKIIOYAIOT  HAIpaBlICHUS,
OpUEHTHpOBaHHbIE Ha 3G (EKTUBHOE yMpaBlIeHHE OTXOJaMH HEAPOIOJIb30BaHMS, a TaKXKe Ha
paloHaIbHOE UCIIOIB30BAHNE BTOPUYHBIX MUHEPAJIBLHBIX PECYPCOB.

[lepexon MHHEpPATbHO-CHIPHEBOTO CEKTOpa K MOJEIH LUPKYJISIPHOW SKOHOMHUKU TpeOyeT
pean3anuy MacTabHbIX TEXHHUECKUX U TEXHOJIOTUYeCKUX mpeoldpazoBaHuil. DG(HEeKTHBHOCT X
BHEJIPEHUS BO MHOTOM OIPEAEISAETCS HATUYUEM JICHCTBEHHOTO OPraHU3aIllMIOHHO-3KOHOMHYECKOT0
MEXaHH3Ma, CIIOCOOCTBYIOIIETO HWHTETpallMd [UPKYJSPHBIX OusHec-mozeneit B chepy
HeAponoab30BaHuss. HecMOTps Ha Hanvuue 3HAYUTEIBHOIO KOJMYECTBA HAYUYHBIX ITyOJIMKAILIMA,
MOCBSIIEHHBIX (DOPMUPOBAHUIO MOJOOHBIX MEXAHM3MOB, B HACTOSIIEE BPEMSI OTCYTCTBYET €IuHas
METOAOJOTUYECKAs] OCHOBA, CHENUAIbHO AIANTHUPOBAHHAS JUIsl YCJIOBHM  LHUPKYJISPHOTO
HEJpOIoab30BaHus [1].

Onoxa OypHOro HAyYHO-TEXHHYECKOTO DPa3BUTHS CIOCOOCTBOBAJa POCTY SKOHOMHUYECKOTO
ONarococTosSHUSL M KayecTBa KU3HU HACEJCHMs, a TaKKe OTKphLJa HOBBIE BO3MOXKHOCTH JIJIst
pasBuTHs o0I1IecTBa 6Iarofaps MPOUCXOAAIIUM IIPOU3BOICTBEHHO-TEXHOJIOTHYECKUM U COITUAIBHO-
SKOHOMHUYECKUM M3MeHeHUsM. C Apyroi CTOPOHbI, TEXHUYECKO-TIPOU3BOAUTENILHOE BO3/ICHCTBUE HA
OKPY’KaIOIIYIO CPely, BEI3BAHHOE MPOJBUKEHUEM PA3BUTHEM TEXHOJIOTHH B CHIPHEBOI IKOHOMUKE,
MOPOXKJIAET PsAJ dKOJIOrHUeckux mpobiem. s obecniedenus c6amaHCHPOBAHHOCTU B JIOCTHXKEHUU
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HAyYHO-TEXHOJIOTMYECKHUX, COLMAJIbHO-3KOHOMUYECKUX M JKoJIorMueckux ueneid B Kazaxcrane
HeoOXouMa pealnn3anus W3BECTHOW KOHIIETIUM YCTOWYMBOTO Pa3BHTHS W OCHOBAaHHOM Ha HEH
KOHUENIUHU UKINYECKON SKOHOMUKH.

DKCIepThl U y4eHbIe OOBIYHO OINpPENeNAIOT IMUPKYISIPHYI0 SKOHOMHUKY, TaK)KE Ha3bIBAEMYIO
HSKOHOMHUKOHN 3aMKHYTOI'O LIMKJIA, KaK SKOHOMHKY, KOTOpasi MOXET MOJJEPKUBATh BOCCTAHOBJIEHUE
U 3aMbIKaeT IUKJIbl B IPOMBILUIEHHOM Ipou3BoAcTBe. OHa OTJIMYAETCS YMEHbIIEHUEM O0beMa
noTpeOeHnsT U TepepadOTKHM TEPBUYHOTO CHIPBS, YTO JOCTHTAETCS 32 CYET MCIOJIb30BAHUS
BTOPUYHBIX PECYPCOB, UTO MPUBOAUT K SKOHOMHMHU PECYPCOB, COKPALICHUIO KOJIMYECTBA OTXO/I0B U,
KaK ClIeZICTBHE, IIJIOLAAEH, BBIICTICHHBIX JUISl UX YTUIM3ALUH.

B skoHOMMKE IPUPOJHBIX peCypcoB Oojiee MpaBUIbHBIM SIBJISETCS UCIOJIb30BAaHUE TEPMUHA
«OpraHu3allMOHHO-I)KOHOMUYECKUI MEXaHU3M YIPABJIEHUS MPUPOIHBIMH pECYypcamm», MOCKOIbKY
OH BKJIIOYAaeT B ce0sl HE TOJIbKO HKOHOMUYECKHE, HO M OpraHU3allMOHHbIE M YIPABIEHYECKHE
MHCTPYMEHTBI, KOTOpbIE TECHO B3aMMOCBs3aHbl. B mporiecce pa3BUTHS LUPKYJISIPHOW 3KOHOMUKHU
Jy4lie TOBOPUTh 00 OpraHM3allMOHHO-’KOHOMHUYECKOM MEXaHU3ME LMPKYISIPHOTO YIpaBICHUS
MIPUPOJIHBIMU pecypcamu [2].

Pa3Hble aBTOpBL, XOTS M ONPENENAIOT TEPMHUH «UUPKYJISPHOCTHY» JOBOJBHO CXOJHO,
PacKpbIBaIOT €ro CyTh MO-pasHOMY. HanmpuMep, OHU CBSI3BIBAIOT HUPKYJISPHOCTH C PSAIOM HAay4HBIX
WJeH, aJanTHPOBAHHBIX K KOHIEMIINN UPKYISAPHON SKOHOMHUKH, TAKHX KaK:

—3KOJIOTHYECKH YCTOWYMBAsk MOJIENb JUIsl IPOMBIIIIEHHOCTH, IPOMBILIIEHHAs SKOCUCTEMA;

—KOHIIETILINS HYJIEBBIX OTXO/I0B;

—YCTOMYMBOE HCIOIb30BaHUE IPUPOAHBIX PECYPCOB;

—0€30TX0IHOE MTPOU3BOJICTBO, COIMANIbHAS OTBETCTBEHHOCTh U T. J[ [1].

PaccmaTpuBaemasi KOHUEMIUS XapaKTepU3yeTCsl «MUHUMM3AIUEH MOTpeOieHus] MepBUYHBIX
CBIPBEBBIX MaTepUalOB M o0beMa MepepadaThIBa€MbIX MATEpPHAIOB, YTO COMPOBOXKIAETCS
YMEHBIIEHHEM KOJIMYECTBA OTXOJIOB, OTHPABIISIEMBIX HA YTWIM3ALUIO, NPU OJHOBPEMEHHOM
COKpAllleHWM  IUIOAAW, 3aHUMAeMOW  IOJMIOHAMM  JUII  3aXOpPOHEHHsS  OTXOIOB W
HEOPraHU30BaHHBIMHM CBaJKaMHW». B HCClIeTOBaHMM KOHLIENITYaJlbHBIX OCHOB YYEHBIE CBS3BIBAIOT
UPKYISIPHOCTH CO COATaHCHPOBAHHOM yCTOMYMBOCTBIO M JUHAMU3MOM. Kak mokasas Hail aHamus,
JUIS OTIMCAHUS IIUPKYJISIPHOCTH OTEUECTBEHHbBIE U 3apyOeKHbIE yUEHbIE UCTIOIb3YIOT TAaKHE MOHSITHS,
KaK «HYJEBOM OTXOI», «HU3KUU YPOBEHb OTXOIOBY», «pPEcypcocOepexeHuner, «KOMIUIEKCHOCTHY,
«YCTOWYUBOCTBY, «3((HEKTUBHOCTHY, U T. /1.

Oprann3aluOHHO-3KOHOMHUYECKHI MEXaHU3M LIUKJIAYECKOTrO HEJPOIOJIb30BaAHNUS
Mpe/ICTaBiIsieT CcO0OM COBOKYIHOCTh OPIraHU3ALIMOHHBIX, YIPABICHUYECKUX U SKOHOMHUYECKUX
MHCTPYMEHTOB, CTUMYJMPYIOLIUX OCYIIECTBICHUE pecypcocOeperamomeid, KOMIUIEKCHOH U
MaJIOOTXO/ITHOM JAESTENbHOCTH, CBA3aHHON C I'E€OJIOTMUYECKHM HM3Y4YEHHEM, IMOMCKAMHU U Pa3BeIKOU
Hep U JoObIueH MOJIE3HBIX UCKOMAEMBIX, a TAK)KE C HCIOIb30BAHUEM HEJP B IIEJIAX, HE CBI3aHHBIX
C 100BIUEeH IMOJIE3HBIX UCKOMMaeMbIX [3].

Hcxons w3 BBIILIECKA3aHHOTO, MOXHO J1aTb HOBOE OIpPEICIICHHUE HOBOMY TEPMHHY.
Oprann3alluOHHO-3KOHOMUYECKHI MEXAHU3M LUPKYJISIPHOTO YIIPaBJICHUS IPUPOAHBIMU PECYpPCAMU
— 3TO COBOKYITHOCTh OPraHM3allUOHHBIX, YINPABICHYECKUX U HKOHOMUYECKUX HHCTPYMEHTOB,
CTUMYJIMPYIOLIUX TAKOE UCIOJIb30BAHKUE PUPOIHBIX PECYPCOB, KOTOPOE IKOHOMUT PECYPChl, HOCUT
KOMILIEKCHBIM XapaKTep U FeHEpUPyeT MUHUMAJIBHOE KOJIMYECTBO OTX00B. OJJTHAKO B OTHOLLIEHUH
CEKTOpa MUHEPAJIbHBIX PECYPCOB CTPAHBI U €€ MPOMBIIIJIEHHBIX

+ PErnuoHOB MpeAIaraeTcsi MPUMEHITh TEPMUH «OPraHU3ALMOHHO-I)KOHOMUYECKUN MEXAHU3M
LUPKYJISIPHOTO  MCIIOJIb30BaHUS HEIpP», IOCKOJIbKY CYLIECTBYIOT HEKOTOpble OCOOEHHOCTH
HCIIO0JIb30BAHNSI MUHEPAIIbHBIX PECYPCOB.

C nmpakTHdyeckoW TOYKH 3peHHs, pa3paboTaHHBIE W  OOOCHOBAHHBII B  CTaThe
METOJIOJIOTMYECKH MOJAX0A K (OPMHPOBAHUIO OPraHU3allMOHHO-3KOHOMHUYECKOTO MEXaHHW3Ma
LHUPKYJISIPHOTO HCHOJB30BaHUSl HEApP IMO3BOJSET TOCYJapCTBEHHBIM OpraHaMm BJAacTH H
aJIMUHHUCTpAIIMM CO3JaBaTh U pPEaTM30BBIBAaTh JPPEKTUBHYIO TMOJIUTHKY CTHMYJIHUPOBAHUS
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HEJpONOJb30BaTENIed K OpraHM3alMM 3aMKHYTOI'O IIMKJIAa IIPOM3BOJICTBA U  OOECIIEUEHUIO
OJarompUATHBIX SKOJIOTHYECKUX yciaoBuil [1]. IlpemnaraemMple opraHu3aliiOHHbBIE, YIIPABICHUECKUE
U S3KOHOMHMYCCKHEC HHCTPYMCHTBI LUPKYJIAPHOr0 MCIIOJIb30BaHUA HEApP, C OHHOfI CTOPOHBI,
COOTBETCTBYIOT TPAAULMOHHBIM II0IX0/1aM K YIIPaBJIICHUIO IIPUPOJHBIMU pecypcamu B Kazaxcrane,
a C Jpyroi CTOPOHBI, YYUTHIBAIOT TAKUE€ COBPEMEHHBIE TEXHOJIOTMM YIPABICHUS, Kak Ou3Hec-
MOJICIIMPOBaHUE, KIIACTEPHU3aIHs, 0OpaTHas JIOTUCTHKA, KOTOPBIE O3BOJISIFOT MPOYKTUBHO PEIIaTh
HpO6JI€MI)I 3aMKHYTBIX HUKJIOB B UCIIOJIb30BAHWH HEAP.

OnHako, co3TaHre MUKINIECKON SKOHOMHKH B HEAPOIOJIb30BaHIH MPAKTHYECKH HEBO3MOKHO
0e3 TrocylapCTBEHHOW MOJACPKKH MPEINPUATHI, KOTOpash MOXET OCYIIECTBIATHCA B (opme
cyOcuamii, CyOBeHIIMH W I'PaHTOB HA MPHPOTOOXPAHHBIE MEPOIPHUATHS, BHEAPCHUE IUKIMYECKUX
Ou3Hec-MozeNell W peanu3alyio 3aMKHYTBIX 1I€To4eK TmocTaBok. Heapomonb3oBatenu,
OPHUCHTHPOBAHHBIC HA nepepa60TI<y OTXOJ0B U UCII0JIb30BAHNEC BTOPUYHBIX MUHEPAJIbHBIX PECYPCOB,
MOTYT IOJIYYUTH CY6CI/IJII/IIO, HAIlpaBJICHHYI0O Ha HWHBCCTULUW B MPUOPUTCTHBIC JIA CTPaHbI
HaIrpaBJICHWA, TaKUC KaK BHCAPCHUC HaAWITydYIIUX JOCTYITHBIX TEXHOJIOTHA W CHHKEHHE
AQHTPOIIOTEHHOM HArpy3KU Ha OKPYKAIOIIYIO cpeny [4].

B paMKax Cymi€CTBYIOUICTO B OKOJIOTHYCCKUX U SKOHOMHNYECCKNX HayKaX TCPMUHOJIOTUICCKOT'O
anmapara («IHUPKYJISIPHOCTHY, «HEPOTIOIb30BaHUEY, «OPTaHNU3AIMOHHO-)KOHOMHYECKHI MEXaHU3M
MIPUPOJIOTIONB30BAHMA») HaM YIalloch C(HOPMHUPOBATH PSI HOBBIX TEPMHHOB, DPACKPBIBAIOIINX
COBpPEMCHHBIC TEHACHIIUU KOHICIITYaJIbHOT'O pa3BUTHUA HI/IKJ’II/I‘-IGCKOﬁ OKOHOMHKHN B
HEJPONOIb30BaHUU: «IUKINYECKOE MPUPOAONOIb30BAHUEY», «OPraHU3AI[MOHHO-3KOHOMUYECKHM
MEXaHU3M IUKIAYECKOTO IPUPOIOTIONH30BAHUS.

Crnenyer OTMETUTH 11€1€CO00pa3HOCTh MpUMEHEHHs Au(PepeHIIMPOBaHHBIX CTAaBOK IPH
YCTaHOBJIEHUU pa3Mepa Hajora Ha A00bluy mnone3Hbix uckomaembix (HIIIM) ans xKOHKpeTHBIX
MECTOPOKJICHUI TBEPHABIX IOJIE3HBIX HCKOMAEMbIX MM KOHKPETHBIX YCIOBHH HX pa3paboTKu.
['oponnsiHCKHIE 000CHOBBIBAET BBIOOp MU(PPEpEHIIMPOBAHHOW TOPHOW PEHTHI MEPBOTO BUAA IS
pacuera IUIaTeXel 3a MONb30BAaHUE HEApPaMU. ODKOHOMHCTBI TaKKe  MOAICPKUBAIOT
muddepeHITMpOBaHHBIN TOIX0, oTMeuas, 4ro «rmiockas mkarta HJIIIM, To ecth orcyrcTBHE
PEHTHOTO MOAXO0Aa K HAIOTO00JI0KEHHIO TOObIYM HETH | ra3a, MPUBOIUT K TOMY, YTO pa3padoTKa
KaK BBICOKOPEHTA0ENbHBIX, TAK 1 HEKOHIUIIMOHHBIX 3allacoB 00JiaraeTcs OJAMHAKOBBIMHU pa3MepaMu
iaTexeny. ITo yTBep)KICHHE BIOJIHE MPUMEHUMO U K APYTUM BHUJIaM MOJIE3HBIX HCKOIMAeMBbIX [5].
Takas Hajoropasi cucTeMa IMO3BOJISIET HEIPOIOJIb30BATENSIM A0OBIBAThH OJIE3HbIE MCKOMAeMble Ha
Oonee OOrarblX y4acTKax, 4YTO MPOBOIHUPYET MNPEXIAEBPEMEHHOE OJOKMPOBAHHE 3HAUUTEIBHBIX
3armacoB B HEApax.

C npakTUyecKoi TOUKU 3peHH s, TOIX0A K (POPMUPOBAHUIO OPTaHN3AIIMOHHO-3KOHOMHYECKOTO
MEeXaHW3Ma IMKJIMYECKOTrO HEIPOIOJIb30BaHUS MMO3BOJIIET OpraHaM TOCYJapCTBEHHOW BJIAacTU U
yopasiieHuss (opMHUpOBaTh U pealn3oBbIBaTh A(Q(EKTHUBHYIO MOJIUTHUKY CTUMYJIUPOBAHUS
HEAPOMOJb30BaTENIe K OpraHu3alMi 3aMKHYTOrO IIMKJIa TPOM3BOJACTBA M  OOECIEUEHUIO
OnmaronpusaTHON 3KoJorudeckoid odbctaHoBku. [Ipeanaraempie OpraHU3allMOHHO-YIIPABICHYECKUE U
SKOHOMHUYECKHE MHCTPYMEHTHl IIUKIMYECKOTO HEIPOMOJIb30BaHUS, C OJHOW CTOPOHBI,
COOTBETCTBYIOT TPAIUIIMOHHBIM MOJIXOJaM K YIIPaBJICHUIO MPUPOIHBIMU pecypcamu B Poccun u ee
pEruoHax, a ¢ Ipyroi — yYuThIBAIOT TAKWE COBPEMEHHBIE YIIPABICHYECKHE TEXHOJIOT UM, KaK OM3HeC-
MOJICTIMPOBaHUe, KIACTepU3allis, BO3BpaTHAs JIOTMCTHKA, MO3BOJISIONIME MPOAYKTUBHO pELIaTh
po6IeMBbl 3aMKHYTHIX IIMKJIOB HEAPOTIOJIb30BAHUS.
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Abstract . In the context of rapid digitalization of the educational environment, the concept of
digital literacy of a teacher acquires not only methodological, but also strategic significance. A
modern teacher is not just a transmitter of knowledge, but a curator of the digital experience of
students, an intermediary between technologies and meanings formed in the educational process.
However, in practice, high saturation with digital resources does not always lead to an increase in
pedagogical effectiveness. A paradox arises: having access to digital tools does not guarantee their
effective didactic use.

The article is devoted to the analysis of digital literacy as a key factor in pedagogical
effectiveness. The authors , relying on the experience of implementing digital solutions in schools and
universities, propose a theoretically substantiated and practically tested model for developing digital
literacy in teachers. The study reveals the components of digital competence, determines the
mechanisms of their influence on academic success, engagement and development of meta-skills of
Students.

The proposed model for the development of digital literacy is based on the principles of
adaptive learning, personalization of professional growth and pedagogical reflection. Particular
attention is paid to the role of digital mentoring, microlearning and self-diagnostic tools in the
formation of sustainable digital practices. The model is integrated into existing processes of advanced
training and can be scaled both at the level of an individual educational institution and within the
framework of state policy in the field of digital transformation of education.

Thus, digital literacy is viewed not as an isolated skill, but as a holistic pedagogical resource
capable of radically transforming the quality of education and improving the effectiveness of teachers
in the digital age.

Keywords: digital literacy, pedagogical effectiveness, digital transformation, teacher,
development model, digital competence.

Digital transformation of education has ceased to be an option and has become an inevitable
reality. From preschool to university level, there is an intensive implementation of information and
communication technologies (ICT), which changes not only the format of presentation of educational
material, but also the very logic of educational interaction. In the context of hybrid and distance
learning, the growth of the number of digital platforms, services and analytical tools, the key role in
ensuring the quality of the educational process is assigned to the teacher as the bearer of digital
pedagogical culture.
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However, as practice shows, the availability of technical resources does not automatically
correlate with the growth of pedagogical effectiveness. Many educational institutions experience the
so-called “second-level digital divide” — when a teacher has access to technologies, but has difficulty
using them in a targeted, methodically verified manner. This leads to the formal use of digital tools,
reduced student engagement, and fragmentation of the educational process.

Modern pedagogical science, responding to the challenges of the digital age, offers numerous
interpretations of the concept of "digital literacy". In international practice, such frameworks as
DigCompEdu (European Commission), ISTE Standards for Educators (USA), ICT-CFT UNESCO
are used, but most domestic educational institutions lack a systemic model adapted to the national
context and real teaching conditions [ 1-3]. Meanwhile, not only the quality of digital content depends
on the level of digital competence of the teacher, but also its impact on motivation, cognitive results
and the development of 21st century skills in students [4-10].

The relevance of this article is due to the need to rethink digital literacy not as a set of
technological skills, but as an integral resource that influences the effectiveness of teaching. The
complexity of the subject lies in the interdisciplinary nature of digital competence, which combines
technical, methodological, communicative and reflexive components [11-14] . It is important not only
to identify these components, but also to offer an effective tool for their development - a model
applicable in the practice of teaching at a university, college or school [15-17] .

The concept of digital literacy is evolving in response to technological changes, social demands,
and educational needs [18] . At the beginning of the 21st century, it was limited to basic skills in
working with computer devices and software. However, with the development of technology and the
transition to the digital age, the concept has expanded significantly and began to cover not only
technical skills, but also deeper competencies, including the ability to analyze information, work with
data, and interact in digital communities [19-21].

Modern studies distinguish several levels of digital literacy: from basic knowledge and skills to
higher ones associated with critical perception of digital technologies and their ethical use [1,22,23].
Thus, the European Commission, within the framework of DigCompEdu, proposed a model of digital
literacy for teachers, which includes several components: technological, pedagogical, organizational
and ethical literacy [1] . This model emphasizes the need not only to master the tools, but also the
ability to integrate them into the educational process, adapt them to the educational goals and needs
of students.

At the same time, in international practice, the definition of digital literacy is not limited to a
set of knowledge and skills, but also includes developmental components, such as the ability to
continuously learn and adapt to changing digital conditions [13]. This is especially important in
teaching, where dynamic changes in technology require teachers to constantly self-educate and
implement innovative approaches [17].

Digital literacy of a teacher covers several interrelated components, each of which affects the
effectiveness of his/her teaching activities. According to research by JISC (Joint Information Systems
Committee ) and the DigCompEdu model , the following key components of digital literacy of a
teacher can be identified [1] :

Technological competence. Includes knowledge and ability to work with various digital tools
and platforms: from basic applications for content creation to more complex educational technologies
(for example, Learning Management Systems , cloud services and other tools). This component is
based on the knowledge and skills that allow the teacher to effectively use digital resources for the
educational process.

Methodological competence. Education ceases to be exclusively a transfer of knowledge, but
becomes a process of joint learning. The teacher must be able to integrate digital technologies into
teaching methods, adapting traditional approaches to the educational process for the effective use of
ICT. Methodological competence includes the skills of designing digital educational materials,
creating interactive tasks, and developing flexible and blended learning formats.
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Communicative competence. Includes the ability to use digital technologies to effectively
communicate with students, colleagues and educational structures. This component is related to the
skills of using social networks, online resources, forums, chat platforms to share experiences and
support students in the learning process.

Ethical competence. It is important that a teacher not only knows how to use digital tools, but
also adheres to the ethical principles of their use. This includes compliance with data security
standards, the ability to work with students' personal information, as well as the ethical aspects of
interaction in the online environment (e.g. respect for opinions, cultural identity, internet safety, etc.).

Reflective competence. A teacher must be able to evaluate the effectiveness of their use of
digital technologies in teaching. Reflection allows identifying successful practices and shortcomings,
adjusting approaches and developing personal digital competencies.

There are various approaches to measuring and assessing a teacher’s digital literacy. Several
models have been developed internationally that offer a comprehensive view of the requirements for
teachers’ digital competencies [1].

DigCompEdu model (European Commission) consists of 6 areas:
assessing and improving the quality of learning using technologies ; designing and implementing
pedagogical approaches using digital tools ; creating teaching materials and integrating them into the
learning process ; interacting with learners through digital platforms ; developing personal digital
competencies . Responsibility for digital security, ethics and data protection.

ISTE Standards for Educators (USA) is another popular model that focuses on the teacher’s
ability to create active learning environments adapted to the digital world. ISTE highlights key
principles such as using technology to support learning, developing a creative approach to the use of
ICT, and increasing student engagement [2].

ICT-CFT (UNESCO) - recommendations aimed at integrating technologies into educational
processes, taking into account the context of a specific country or educational institution [3].

Despite the existence of global standards and models, in real educational practice there remain
problems that hinder the effective implementation of digital literacy: In many countries and
educational institutions, there are significant differences in access to digital resources, which creates
barriers to the effective implementation of technologies. The problem is relevant not only for
developing countries, but also for individual regions of highly developing countries; overcoming
stereotypes about “traditional” education and switching to the use of new technologies takes time and
effort. Teachers often face barriers in adapting old pedagogical models to new conditions; it is
important that digital literacy training is not limited to teaching how to work with specific tools, but
includes a pedagogical component aimed at creating an effective educational environment (Table 1).

Table 1 — Components of teacher digital literacy and their characteristics

Digital Literacy . oy Targeted .
Component Brief description skills/abilities Educational value
Working with LMS, | Increases the technical
Proficiency in diital cloud services, | confidence of the teacher,
Technological tools and %atfor rr%s interactive allows the implementation
p whiteboards, of digital learning
applications scenarios
Integration of ?ses?%lrrl;lréits digital Ensures meaningful use of
Methodological technologies into the £ ’ ICT within the educational
teaching process adapting rgethods, context
blended learning
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Working with chats, | Creates sustainable digital
Communicative Usipg digitgl channels | forums, o'nl'ine communication  between
for interaction conferences, digital | teachers, students and
discussion boards colleagues
Maintaining  digital PrOteCtlf n of Supports a safe, ethically
Ethical ethics and  legal Igersona} Qatla, respect sustainable digital learning
literacy or. dlg.l tal space, environment
anti-plagiarism
Reflecting on  and Self-ar}alysis, o Promoteg professiopal
Reflexive evaluating your own analysis .of digital growth, improves teac;h%ng
digital practice results, adjustment of quallt}{ through  digital
approaches reflection

Pedagogical effectiveness is traditionally considered as a set of indicators characterizing the
success of the educational process: academic performance, development of cognitive abilities, the
degree of student engagement, the formation of meta-subject and personal competencies. In the
context of digitalization of education, the concept of effectiveness takes on a new dimension - the
ability of a teacher to create a productive digital educational environment that promotes sustainable
learning, self-regulation and the formation of 21st century skills [23].

The digital environment in this context acts not just as a set of tools, but as an ecosystem that
requires a new organizational and methodological culture from the teacher. There is a need to rethink
the role of the teacher: from an information carrier to a navigator of digital knowledge, a moderator
of the educational process, capable of adapting the content and forms of interaction to the individual
trajectories of students.

Modern research confirms the existence of a direct relationship between the level of digital
literacy of a teacher and the quality of educational results. Thus, in the OECD TALIS report [13] It
has been recorded that teachers with a high degree of digital confidence are more likely to implement
interactive teaching methods, use feedback tools, and develop students’ critical thinking. According
to McKinsey & Company [17], the introduction of digital practices into teaching leads to an increase
in effectiveness by an average of 8—15%, provided that digital tools are integrated consciously and
methodologically soundly.

As part of domestic research conducted in a number of schools and universities in Kazakhstan
and the CIS countries, correlations were also identified between the level of digital training of
teachers and: the degree of student engagement (according to surveys and observations), the quality
of completion of digital assignments and projects, the level of development of meta-skills
(independence, digital communication, information selection). However, it is important to note that
the presence of digital skills in itself does not guarantee effectiveness. Pedagogical design, the ability
to build digital didactics, as well as the teacher's readiness for constant reflection and updating of
professional practices are of significant importance [24,25].

Considering digital literacy as a factor of pedagogical effectiveness, it is appropriate to talk
about it as a mediator between the methodological intention of the teacher and the educational effect.
If we consider the interaction through the prism of the pedagogical model TPACK ( Technological
Pedagogical Content Knowledge), then digital literacy is a key element that allows us to combine the
content of the discipline, pedagogical approaches and digital tools into a single system.

A teacher with a high level of digital literacy is able [18,20,22] to: build differentiated digital
trajectories for students, use learning analytics to diagnose and adapt the process, effectively organize
collaborative online interaction, apply elements of gamification, visualization and adaptive platforms.
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At the same time, digital literacy itself acts not as an external skill, but as an internal component of
pedagogical thinking, integrated into the professional identity of the teacher.

It should be recognized that in the context of the mass introduction of digital technologies, there
is a danger of formalizing digital literacy, which is reduced to the technical mastery of platforms and
templates. This leads to the so-called “digital pseudo-development ”, in which the use of ICT is not
accompanied by pedagogical changes [3] . In this case: digital tools are used without regard to
pedagogical goals, there is a substitution of content by form (for example, an interactive activity
without a didactic purpose), an overload of students is created in the absence of pedagogical support.
Another risk is technological determinism—the belief that digital tools themselves improve learning.
This is an illusion, since without meaningful methodological application, technology can only
complicate the process and lead to frustration for both the teacher and the learner. Thus, digital
literacy can and should be considered as a system-forming element of pedagogical effectiveness, but
only on condition of its integration into pedagogical design and practice, constant updating through
professional development, availability of institutional support (advanced training programs, digital
mentoring, infrastructure) At the intersection of these conditions, there is a need for a holistic model
for the development of digital literacy, aimed not only at teaching technical skills, but also at
developing a reflective, methodologically rich digital pedagogy [11] (Table 2).

Table 2 — The Impact of Teacher Digital Literacy on Teaching Performance

Digital literacy | Characteristic manifestations Risks of insufficient
. . . Impact on students
level in teaching practice level
. Use of ICT at the level of Limi‘ted engagement, Forr'nali.sm, decreased
Low (basic) resentations and formal tasks low interest in digital | motivation, lack of
p content interactivity
Average Confident use of LMS, digital | Increased discipline, | Lack of deep
(instru%n ental) resources, online | feedback, growth of | integration, format
communication functional literacy overload
Digital  technologies are | Increased academic
Hich integrated into  didactics, | performance, Requires systemic
(in%e rative) active use of TPACK, | development of | support and  self-
& gamification, learning | meta-skills , high | reflection
analytics engagement
The teacher not only applies
. . ..o | L b . .
but also designs the digital carners CCOME 1 ack of like-minded
Advanced . . .| digitally
. environment, participates in . people can lead to
(Reflexive ) autonomous, active
the development of methods, . . burnout
. subjects of education
and shares experience

The development of a model for the development of digital literacy of a teacher is based on an
interdisciplinary synthesis of pedagogy, digital didactics, competency theory and principles of
continuous professional growth. The methodological base used is approaches to the formation of
professional competencies in the context of digital transformation, models of digital pedagogy/as well
as a system- activity approach to adult education [16,18].

The key message of the model is that digital literacy cannot be developed in isolation from the
pedagogical context [11,20,22] . It must be integrated into the real professional activity of the teacher
and accompanied by reflection, feedback and meaningful pedagogical action. Therefore, the model
is focused on integrating digital skills into the pedagogical process with an emphasis on effectiveness
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[23] : both at the level of students' academic achievements and at the level of the teacher's personal
professional growth.

The model was designed taking into account the following principles: adaptability - taking into
account the level of digital training, motivation, subject area and working conditions of the teacher;
cyclicality - development as a repeating process: diagnostics — development — application —
evaluation; practical relevance - focus on the applicability of acquired digital competencies in daily
work; Mentoring support — involving colleagues, experts and IT mentors in the process of
professional growth.

The model is a five-stage development trajectory, each stage of which is aimed at forming
specific digital competencies and translating them into effective teaching practice.

Step 1: Diagnosis and self-reflection.

The goal is to determine the starting level of digital literacy of the teacher. The following are
used: questionnaires, case studies of digital situations, digital portrait. The result is a personal digital
map of the teacher’s development, identifying areas of strength and weakness.

Stage 2: Formation of an individual educational trajectory.

Based on the development map, the teacher: identifies areas for growth (e.g. working with
learning analytics or designing digital assignments); chooses the format of advanced training: face-
to-face courses, online modules, microlearning , participation in hackathons and pedagogical
workshops; consolidates the plan within the PDP system.

Stage 3: Integration of digital practices into teaching activities .

At this stage the teacher: designs digital lesson or course scenarios using the TPACK (
Technological , Pedagogical and Content Knowledge) model; masters tools for visualization,
interaction, testing, and adaptive content; tests digital solutions in educational practice with
mandatory collection of feedback from students. The use of the SAMR model to assess the depth of
digital transformation of teaching is recommended [16] .

Stage 4. Digital Mentoring and Professional Community.

An internal network of digital mentors is being formed within the school/university. Elements:
support from more experienced colleagues, exchange of practices through workshops,
methodological seminars, EdCamp, etc., use of peer -to- peer platforms mentoring. This allows for
horizontal learning to develop, avoid isolation and create a culture of digital interaction.

Stage 5: Reflection, performance assessment and adjustment.

The teacher evaluates: changes in student outcomes (through LMS analytics, satisfaction
surveys, quality of digital work), your attitude towards digital learning, the effectiveness of the digital
solutions used. Based on the results, the individual development map is adjusted. A repeated cycle is
launched taking into account new tasks and experience.

The model can be adapted to different levels and types of educational institutions: in schools -
implementation is possible through a system of methodological associations, digital coordinators and
inclusion in the programs for advanced training of the Institute of Advanced Training. In colleges and
universities - the model can be integrated into programs for pedagogical support of young teachers,
into the network interaction of departments, into digital initiatives of universities (for example,
“Digital Teacher”, “EdTech Academy”, etc.) (table 3).

To assess the success of implementation, it is recommended to use performance indicators:
increasing student engagement in digital courses; the variety of digital tools and platforms used;
teacher readiness for digital experimentation and innovation; positive dynamics of professional self-
reflection.

Table 3 — Five-stage model for developing digital literacy in teachers

Model stage The goal of the stage | Key actions of the teacher Expected result
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. . . Understanding
Determine the Completing questionnaires strengths and
Diagnostics and . (DigCompEdu, JISC.). & )
) baseline level of . D . weaknesses, creating
self-reflection VI Analysis of digital experience e .
digital literacy o7 o an individual digital
Building a digital profile
development map
Defining learning objectives.
Selecting formats (courses, Start of professional
Individual Create a personal | workshops, EdTech events, | ;. . P
. . ) . digital growth, focus
learning path development plan microlearning ). Drawing up a on practical tasks
PDP ( Personal Development p
Plan )
of dicital Designing digital scenarios | Increase n
. & Translate digital | (TPACK, SAMR) Using LMS, | pedagogical
practices into . L . . .
edagogical knowledge into real | visualization, gamification | effectiveness,
Ectivi A practice Collecting  feedback from | student engagement,
Y students didactic validity
Participation in peer -to- peer Expandmg the
Strengthen . professional
Mentoring  and | professional support mentoring environment
; Conducting/attending  digital . T
Community and exchange of .| spreading digital
. workshops . Involvement in . .
experience . " practices, reducing
online communities. . .
isolation
Analysis of results (LMS Sustainable
. Assess ; ) development of
Reflection and erformance. adiust metrics, SUrveys, peer-review ). dizital literac
adjustment per > 24 Correction of PDP and digital stta racy
trajectory . . . conscious digital
strategies Repeated diagnostics . .
pedagogical identity

The developed model for the development of digital literacy of a teacher reflects the current
demand of the educational environment for tools to improve pedagogical effectiveness in the context
of digital transformation. Its value lies not only in structural clarity and methodological flexibility,
but also in the fact that it is based on the principle of individualization of professional development,
not opposing digital skills and pedagogical skills, but integrating them into a single professional
image of a modern teacher.

One of the key advantages of the model is its adaptability to the context: it is applicable both in
school and university environments, takes into account the different levels of digital training of
teachers and can be implemented both within the framework of formal advanced training programs
and in informal learning (digital clubs, mentoring, peer-learning ). In addition, the model allows
avoiding typical mistakes of digitalization - the mechanistic development of platforms without
understanding their didactic potential.

From a pedagogical point of view, the model promotes the formation of a meaningful digital
action by the teacher - not for the sake of the tool, but for the sake of achieving an educational result;
strengthens professional self-reflection and motivation for continuous development; increases the
ability for multi-level pedagogical navigation in a changing digital environment; enhances
interprofessional collaboration and the development of digital sharing cultures. Thus, digital literacy
in the model is not separated from real teaching, but becomes its conscious component. Despite the
proven effectiveness of the model, the practice of its implementation reveals a number of limitations
and challenges that require a systematic approach from the administration, methodological services
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and the teachers themselves: digital divide and infrastructural differences. In institutions with a
limited technical base, the full implementation of the model is difficult. State and institutional support
is needed to create a minimum sufficient digital infrastructure. Resistance to change. The persistence
of traditional teaching models, especially among experienced teachers, creates barriers to the
implementation of digital practices. An effective solution here is a soft transformation through
mentoring , joint projects, and recognition of colleagues' digital achievements. Teacher overload.
Integration of digital tools requires time, emotional and cognitive resources. It is important that the
model does not complicate, but rather optimizes the workload by automating routine processes,
enhancing feedback and flexibility of formats. Limited methodological support. Often, teachers are
offered technical training (for example, on how to work in an LMS), but there is no support for the
pedagogical meaningfulness of digital solutions. The model overcomes this gap, but its success
depends on the availability of methodologists who are able to work at the intersection of pedagogy
and digitalization.

For sustainable implementation of the model, institutionalization of its elements is necessary:
inclusion of the model in certification and human resource development programs; creation of digital
tracks as part of advanced training with elements of certification, micro-learning and professional
digital cases; launching pilot projects in schools and universities with subsequent dissemination of
best practices; use of the model within the framework of state and regional strategies for digital
transformation of education. Particular attention should be paid to the formation of digital
pedagogical leadership - teachers who are able not only to apply, but also to design digital practices,
broadcast them to the professional community, and act as mentors for others.

The implementation of the model in pilot formats (for example, the “Digital Teacher 360°”
program) confirmed its impact on increasing: academic results of students (through variable formats
and digital didactics), motivation and engagement of students, satisfaction with the educational
process (according to questionnaires and interviews), professional satisfaction of the teachers
themselves. This allows us to assert that digital literacy, being developed systematically, becomes not
only a technological but also a valuable resource of education, changing the nature of interaction
between all participants in the educational process (Table 4).

Table 4 — Advantages, limitations and prospects for implementing the model for developing
digital literacy of a teacher

Aspect Content Comments and examples

Adaptability to context (school, college,

university)

Integration with teaching practice. For example, in the Digital
Advantages of the Rerspgallzatlop ‘of development Teaf:her 360 .pI'OJeCt,
model (individual trajectories). participants noted an increase

Support for horizontal exchange of|in motivation and digital

experience. confidence

Improving Performance through

Reflection

Digital divide (infrastructure, access).

igilﬁgrslce to change among some These risks are particularly
Key limitations Overload and burnout from the digital propounced i Teglons with

limited IT support and in the

onslaught, absence of mentorin

Lack of methodological support at the &

local level
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Inclusion of the model in certification and
advanced training.
Creation of digital tracks and development | Universities and IPCs can use

Vectors of | modules . the model as part of a
institutionalization Formation of an internal institute of digital | comprehensive policy of
mentors “digital teacher growth”
Linking to the digitalization strategy of
education

The digital era places different demands on teachers than the traditional educational model.
From mastering the subject and teaching methods, we are moving on to the need for conscious digital
mediation competence, which combines technical skills, pedagogical reflection, and the ability to
design digital educational environments. In this context, digital literacy acts not as an auxiliary skill,
but as a system-forming factor in pedagogical effectiveness.

We have found that the level of digital literacy of a teacher directly affects the effectiveness of
educational interaction, the academic achievements of students, the level of their involvement, as well
as the quality of professional self-realization of the teacher himself. However, this dependence
manifests itself only if digital skills are integrated into pedagogical practice meaningfully and
methodologically substantiated.

The model for developing digital literacy in teachers proposed in the article responds to the
challenges of the modern educational environment and includes five key stages: diagnostics of the
level of digital competencies, formation of an individual educational trajectory, integration of digital
solutions into teaching, digital mentoring and a stage of reflection with feedback. The model has been
tested in university practice and demonstrates potential for scaling at the level of school and university
education.

The advantages of the model are its adaptability, practical orientation, cyclicality and the
possibility of inclusion in advanced training systems. At the same time, limitations have also been
identified, including the digital divide, resistance to change and the need for institutional support.
These factors require a comprehensive approach to the implementation of the model, including
administrative, methodological and infrastructural solutions.

Thus, digital literacy of a teacher is not a technological fad, but a strategic basis for modern
education, capable of ensuring sustainable quality of pedagogical work and increasing the
effectiveness of the educational process. Formed and supported systematically, digital competence
becomes a tool for professional growth, pedagogical effectiveness and educational innovation.

Prospects for further research are seen in the following areas: empirical verification of the
model at different levels of education (pre-school, general, secondary vocational, higher);
development of digital indicators of pedagogical effectiveness; integration of artificial intelligence
elements into digital teacher support processes; analysis of cultural, age and subject differences in the
perception and acquisition of digital literacy.

The transition from fragmented digital learning to conscious digital pedagogy requires scientific
reflection, institutional support, and the internal readiness of the teacher himself for constant
professional renewal. The model presented in the article is only a step in this direction, but a necessary
step, systemic and oriented towards the future of education.
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Abstract . In the context of digitalization and complexity of organizational structures, the
importance of studying not only formal management mechanisms, but also hidden processes of
formation of behavioral and cognitive loyalty of employees increases. The article is devoted to the
analysis of the phenomenon of corporate subjectivity as a special form of internalization of
organizational norms, language, logic and disciplinary strategies. And the latter rely on critical
theories of power (M. Foucault), ideological interpellation (L. Althusser ), as well as on modern
developments in the field of cognitive psychology and organizational behavior. The transition from
external control to internal self-management is considered, in which employees not only obey
regulations, but begin to think in the logic of the corporate system, including its evaluation categories
(KPI), rhetorical constructions and value patterns. Particular attention is paid to key performance
indicators (KPI) as a tool of mental discipline, as well as the role of organizational discourse in the
transformation of the employee's linguistic and mental picture of the world. The psychosocial
consequences of this process are analyzed, including the development of self-censorship , the blurring
of boundaries between work and personal life, a decrease in authenticity, and an increase in
emotional burnout. In conclusion, practical recommendations are offered for maintaining personal
autonomy in the context of institutional pressure: the development of critical thinking, linguistic
independence, psychological hygiene, and the formation of stable personal boundaries. The article
is addressed to researchers in the field of HRM, organizational behavior, cognitive psychology and
sociology of labor, as well as practicing managers interested in the ethical and conscious
construction of corporate culture.

Key words: corporate subjectivity , disciplinary power, KPI, cognitive internalization |,
Althusser , Foucault, psychosocial risks.

Modern forms of organizational management increasingly rely not on direct coercion, but on
subtle mechanisms of influence that shape the internal normativity of employees. This reflects a shift
from the traditional model of power — external, observable, regulated — to power built into the very
perception, thinking, and behavior of the employee. In the context of an increasingly complex
corporate environment, high uncertainty, and digitalization, management practices are increasingly
aimed not only at coordinating actions, but also at constructing subjects capable of acting within the
logic of the system even outside its direct control.
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The formation of so-called corporate subjectivity is a process in which an individual begins to
think and act in accordance with the norms, expectations and goals of the organization. This process
is accompanied by the internalization of disciplinary mechanisms (for example, KPI), the acquisition
of corporate language and the transfer of management logic to the sphere of personal beliefs [1].
Thus, the organization ceases to be an exclusively external structure and becomes part of the
employee's inner world [2].

The theoretical basis for this analysis is Michel Foucault's work on "capillary power" and
disciplinary institutions, Louis Althusser's theory of interpellation , and cognitive concepts that
explain how language, repetition, and the structure of information form stable mental patterns. These
approaches allow us to consider the corporate environment not as a neutral space of activity, but as
an active agent of cognitive and behavioral modeling. personalities [3-7].

The question posed in this article goes beyond the classical HR analysis focused on motivation,
engagement or efficiency. It is about a profound transformation of subjectivity , during which the
employee ceases to distinguish external expectations from internal attitudes, thereby becoming a
“bearer” of corporate logic — not by force, but as a result of an imperceptible but systematic process
of adaptation and inclusion .

The purpose of the article is to identify and describe the mechanisms by which corporate norms
are internalized , as well as to assess the potential risks that accompany this process, including
cognitive and psychosocial distortions. The focus is on KPIs as a tool of mental discipline, language
as a means of shaping perception, and the internal boundaries between personal autonomy and
corporate loyalty.

Throughout the 20th century, the dominant management model was based on hierarchy,
external supervision and regulated discipline. In classical organizations, control was exercised
through direct management: instructions, regulations, reporting and sanctions. However, with the
development of post-industrial society and the increasing complexity of the nature of work (especially
in the knowledge economy), the effectiveness of direct control began to decline. In its place, more
subtle, flexible and internally mediated mechanisms of power began to form. Michel Foucault, in his
concept of “disciplinary power,” showed that modern society increasingly relies on mechanisms that
“penetrate” the body and consciousness of the individual, producing obedient, normalized subjects
[3,4] Power no longer represses, but shapes, creating types of behavior, types of thinking, and even
types of self-identification.

In the context of the corporate environment, this means that control over employees is exercised
not only through external procedures (job descriptions, reporting), but also through the integration of
company norms into the structure of the employee's daily experience. Regulations turn into habits,
and norms into personal attitudes. This is the manifestation of capillary power: power that acts not
from the top down, but from within, through the self-awareness and self-organization of the subject.

The French philosopher Louis Althusser, developing the ideas of ideological criticism,
introduced the concept of interpellation - a process by which ideology "appeals" to the individual,
turning him into a subject to a certain logic [5]. In an organization, interpellation is implemented
through such practices as: recognition ceremonies (awards, praise, corporate events); adaptation
rituals (trainings, onboarding, mentoring); reinforcing role identity (“you are part of the team”, “be
120%7). All this creates a sense of belonging that replaces conscious loyalty with a ritualized and
automated acceptance of organizational ideology. The employee no longer simply “performs tasks”
— he or she lives the corporate identity as his or her own.

Modern HR systems based on digital technologies have significantly expanded the possibilities
of self-monitoring. The employee now sees his/her performance in real time, receives automated
feedback, compares himself/herself with colleagues based on analytical metrics. These tools make
external control redundant: the individual begins to monitor himself/herself based on the normative
model of the “ideal employee”.

This is how a new form of discipline is formed - internal normativity, in which the subject
voluntarily strives to meet corporate expectations, without coercion and threats. This is a key moment
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in the formation of corporate subjectivity : control ceases to be an external factor and becomes part
of the internal structure of the individual.

The HR function plays a key role in this transformation. Modern HR is no longer limited to
personnel records management or hiring — it becomes a technologist of norms, an architect of
meanings that convey the rules of “normal” behavior. Through value models, codes of ethics, regular
assessment, a development and feedback system, the HR function embeds corporate logic into the
employee’s cognitive map, turning it into a coordinate system. The HR system acts as a social
interface of discipline, where control and subordination are presented in the wrapper of development,
motivation, involvement and leadership. This makes the processes of internalization even more
effective - because they are no longer perceived as pressure, but as care.

Thus, in modern organizations, a fundamental shift is observed: from vertical and repressive
control to horizontal and cognitive. The employee becomes not an object of management, but a
subject of discipline, self-reproducing corporate norms and standards. This is not just a change in the
management format - it is a transformation of the very nature of work, where internal subordination
takes on the form of conscious and even desired self-organization. However, the price of this
transformation is the blurring of the boundaries between the “I”” and the “role”, between the personal
and the institutional, which requires further analysis, including in light of the psychological and
ethical consequences (Table 1).

Table 1 — Evolution of control forms: from external supervision to internal discipline

Traditional . .
Modern (internal Theoretical
Parameter (external) . .( . ) . . Importance for HR
discipline Interpretation
control
The employee | Foucault:
Manager, . proy ueat HR system as a creator
Source  of . himself (self- | capillary power; .
regulations, . of self-regulation
control . . control, internal | Althusser .
job description . . environment
norm) interpellation
Instructions KPI, corporate | Production  of
Mechanisms ’ values, 360° | the subject | Formation of behavioral
. orders,
of action sanctions assessment, through  norm | loyalty through culture
mission language and repetition
Interiorization Expectation of
Employee Reactive, Proactive, self- | about initiative, self-
behavior executing organizing organizational accountability , constant
logic involvement
i No strict supervision is
. Internal d | Shift .
Attitude to | External and | o 0@ an S. HHng . required - the self-
accepted as | discipline into ..
the norm formal " N - subordination
natural cognitive space .
mechanism works
Formal Substitution of
Risks behavior, Anxiety, burnout, | personality with | Prevention of cognitive
resistance, loss of authenticity | a functional | pressure is required
sabotage mask
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HR as a
translator of
disciplinary
logic  through
soft forms of
power

Responsibility for the
balance between control
and autonomy

Architect of norm
Controller and chitect ol norms,

HR role . values,
administrator .
environment

Key performance indicators (KPIs) were originally an operational management tool designed
to quantify an employee’s contribution to achieving the organization’s goals. However, in modern
corporate culture, KPIs go beyond the measurement function [8,9]. They become not just an
evaluation mechanism, but a form of disciplinary action deeply integrated into the employee’s
consciousness. KPIs are transformed into a norm of thinking, a pattern of behavior, and an internal
regulator of motivation, thereby forming the mental and behavioral contours of corporate subjectivity
[10]. Over time, KPIs have ceased to be just an analytical tool and have turned into an organizational
ideologeme — a symbol of rationality, efficiency, and controllability of labor. Their widespread
implementation is associated with the expectation that “everything can be measured” and “what is
not measured is not managed.” This attitude has a powerful cognitive impact on the employee,
replacing the value of labor with its quantitative representation.

Thus, KPIs begin to perform a normative function: they determine not only what is a result, but
also what is considered correct, worthy, normal behavior. Anything that goes beyond the metrics is
outside the zone of attention - and, therefore, outside the zone of recognition.

The formation of internal commitment to KPIs occurs through a number of management and
psychological mechanisms: Regular reports, one -to- one meetings, dashboards and data visualization
introduce KPIs into the daily routine; KPIs become elements of a competitive environment, activating
internal motivations through comparison and recognition; successful employees are described in
terms of achieving KPIs, reinforcing the image of the “ideal employee” through metrics; appraisal
conversations and self-assessments encourage employees to evaluate themselves through the prism
of KPIs even without external pressure. Thus, KPIs gradually turn into cognitive markers of self-
assessment, and compliance with them becomes the most important element of self-respect and
belonging to the system.

Based on Foucault's optics, KPIs can be considered as a new type of disciplinary technology
[3,4]. They do not require strict supervision or violent control, since they form a habit of self-control
in the individual. The person monitors his own indicators, compares them with the norm, punishes or
rewards himself based on internal criteria.

The phenomenon of KPI discipline is manifested in the following: the employee plans tasks not
according to meaning or need, but according to metrics; everything that is not measured is pushed out
of priorities; even a temporary deviation from planned values causes stress and a decrease in self-
esteem. In other words, KPIs are becoming not only a management technology, but also a form of
soft subordination, where the employee voluntarily takes on the burden of compliance.

One of the most alarming consequences of the internalization of KPIs is the expansion of
metrics beyond the workplace. Workers, especially in white-collar environments , are beginning to
apply the same efficiency logic to their everyday lives: quantitatively measuring sleep quality,
physical activity, leisure productivity, and emotional state. In popular culture, this is reflected in the
proliferation of trackers, habit-tracking apps, quantified self-etc. Thus, KPIs not only structure work
activities, but also modify the anthropological model of a person: from a subject seeking meaning to
a subject striving for maximum productivity and optimization.

KPI in the conditions of a modern organization is not only a performance management tool, but
also a mechanism for producing disciplined thinking. Being internalized , they become part of the
employee’s inner world, transforming the ways of perceiving, evaluating and planning their own
activities. This forms a new type of corporate subjectivity — rationalized, self-controlled, focused on

constant productivity. At the same time, such a transformation carries the risks of psychological
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exhaustion, deformation of self-identity and blurring of the boundaries between work and personal

[11, 12] (table 2).

Table 2 — KPI as a tool for discipline and internalization

Aspect The original | Internalized KPI Csoirllll(t)ll\(])e-ical HR
P function of KPI | function psy £ conclusion
effect
. KPIs become an | KPI affects
. Formation of self-|.
Purpose of use Measuring esteem self- internal norm and | not only
P Performance o standard of | actions, but
organization . Lo
behavior also thinking
An
. assessment of
Role in | External control | Built-in cognitive eizrelcfjostmc?ég the cognitive
thinking model evaluation structure p lannli)n load from
p & KPIs is
required
. A habit of self- .
Response to | Proactive self- abit of se An "inner
Employee . control and woo
. management observation and . overseer" s
behavior . perfectionism .
request striving for the norm . being formed
arises
work-life Control of the
Expanding KPI logic to . KPI
Spread . boundaries  and .
Absent personal life (sleep, | . . application
beyond work . increasing .
sports, recreation) area is
constant stress .
required
It is important
Emotional Motivation to | Anxiety when deviating Productw;ty . to have a
. . comes with risks | mental health
impact achieve from the norm
of burnout support
system
. .| HR not onl
Moderator of cognitive | KPIs require not-onty
. . calculates, but
The Role of | Rating pressure and architect | complex also reeulates
HR Administrator of motivational | integration with a &
. . semantic
environment supporting culture
pressure

Comments: KPIs are being transformed into a tool for forming subjectivity and require not only
a methodological but also an ethical revision; it is important to understand that excessive metrication
can displace the intangible values of labor- creativity, initiative, empathy; HR should not only
implement KPIs, but also be able to diagnose overload, accompany the culture of assessment with
reflection and support.

Language is not just a means of transmitting information; it is a mechanism for the cognitive
organization of experience, social influence, and institutionalization of norms. In the context of the
corporate environment, language simultaneously becomes a management tool, a cultural marker, and
a means of creating loyalty. Through everyday speech practices, repetitive formulas, and stable
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phrases, a special type of thinking is formed—a corporate mentality that integrates the individual into
the structure of normative expectations [13,14].

In M. Foucault's theories, language is considered as a field of power, where acceptable forms
of knowledge and behavior are fixed through rhetorical constructions [3,4]. In the corporate
environment, discourse performs a similar function-it normalizes thinking, fixing the patterns of what
constitutes a "correct" employee, a "successful" strategy, an "effective" solution. Phrases like “must
be 100% involved,” “be part of a team,” “show ownership ,” “create value” act as speech markers of
ideological influence. They carry not only a semantic load, but also value pressure, forcing the
employee to accept a certain role and build his behavior in accordance with the corporate model of
the subject [15].

The process of internalization of corporate language occurs in stages [6]: Standard formulas are
actively used in briefings, presentations, internal letters and informal communication; the use of
corporate vocabulary is encouraged in assessments, feedback and career trajectories; corporate style
is recorded in documents, rules, missions, visual materials and corporate media. In this way, the
company's vocabulary becomes the linguistic carrier of culture and behavior, turning individual
thinking into an extension of the organizational narrative.

Like KPIs, language in an organization performs a disciplinary function [6,7]. In terms of
cognitive psychology, regular use of certain expressions reinforces cognitive schemes, forming
predictable patterns of thinking. An employee who constantly uses terms like “value,” “result,”
“transparency,” and ‘“synergy” eventually perceives reality through the prism of these categories,
displacing alternative models of interpretation (e.g., empathic , creative, or critical).

Language becomes the internal interface of power, where control is exercised not through
coercion, but through an imposed picture of the world [6]. It encodes not only meanings, but also the
boundaries of acceptable thinking: what can be discussed, what cannot be questioned, how actions
and goals should be interpreted. We have examined a number of typical lexical constructions and the
hidden cognitive imperatives they carry (table 3):

Table 3 — Typical lexical constructions

Phrase Hidden message Psychological impact

"Be 100% involved" Not having the right to emotional Formatlon‘of a sense of guilt
resources or rest when slowing down

"Take responsibility" Be responsible for everything, even Incrgased anxiety, self-
external factors punishment

"Add Value" Anythmg that doesn't generate Dlsplacgment of non-material
profit is useless. motivation

" e Be ahead of expectations, don't wait | Constant mobilization, risk of

Proactivity

for a request burnout

"Don't sl d th . o . i itical thinki

on S,,O wodown the Individuality hinders efficiency Suppressing - critica fning
processes and pauses

Thus, language not only formalizes communication, but also programs behavior, modeling the
perception of normality and deviation.

The corporate lexicon is not a neutral instrument, but a powerful regulator of consciousness,
through which cognitive discipline and normative thinking are implemented. It supports and
strengthens internal subordination, setting mental boundaries of loyalty and "correctness". Within this
lexical field, a subject is formed that is capable of not only complying with metrics, but also
reproducing the language of the system, thereby enhancing its stability. For HR analytics, this means
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the need for conscious management of corporate discourse, its critical assessment and the
development of a language policy that does not suppress subjectivity, but creates space for meaningful
inclusion, dialogue and professional autonomy.

The concept of autocolonization in the context of the corporate environment denotes a process
in which an employee does not simply accept external norms, but integrates them into the structure
of his or her own “I,” subordinating personal attitudes, behavior, and even emotions to the logic of
the system. Unlike external pressure or formal subordination, autocolonization is a voluntary and
unnoticeable form of self-subordination supported by the subject himself or herself. This process
carries with it a number of hidden psychosocial risks that have long remained outside the field of
view of both management theorists and HR practitioners. One of the first signs of autocolonization is
the formation of internal self-censorship . The employee stops expressing doubts, criticism,
alternative ideas - not because of prohibitions, but because he internally accepts corporate guidelines
as absolutely correct.

This is accompanied by the displacement of the individual voice: creative impulses are filtered
through the “permissibility”” within the corporate canon, critical thinking is replaced by performative
loyalty, language, style, and behavior are standardized in favor of the “corporate image.” This is how
a psychological dissociation is formed between the external and internal “I”, where the externally
demonstrated identity becomes a mask that serves the expectations of the system [10,12,13].

Autocolonization leads to a blurring of personal and professional boundaries. The employee
mentally “stays at work™ even during non-working hours, experiencing a sense of duty, anxiety, or
guilt for insufficient productivity. This can manifest itself in: checking work chats on weekends,
mentally scrolling through KPIs and tasks while on vacation, refusal to restore in order to achieve
indicators. This absorption of personal time by KPI logic creates the risk of permanent involvement,
which over time depletes cognitive and emotional resources [11]. When control becomes internal and
evaluation is constant, the employee faces the effect of Foucault's panopticism - he feels observed
even in the absence of an external observer [3,4]. This activates the syndrome of self-observation, in
which the individual constantly compares himself with the normative model ("ideal employee"),
experiences anxiety from any deviations from plans, feels "guilty" without a formal reason. Such
anxiety is often not recognized, but accumulates in the form of psychosomatic stress, emotional
burnout, loss of motivation and disorientation [11].

Autocolonization leads to the employee starting to identify himself through his functional role.
Profession, position, KPI, corporate achievements become his only criteria of value. This is dangerous
for several reasons: the multi-layered personality disappears, the connection with non-material
meanings is lost; Any decline in performance is perceived as an existential threat; a person loses their
inner core if the organization or position changes. From the perspective of cognitive psychology, this
leads to a decrease in authenticity, a violation of self-regulation and the risk of depersonalization.

Autocolonization is rarely an individual process; it is supported and reproduced through group
normativity. A corporate microenvironment is formed in which discussion is supplanted by
consensus, criticism is perceived as disloyalty, difference of positions as a threat to the team, emotions
and doubts are taboo. This leads to social isolation of employees with critical thinking, a decrease in
innovation and the formation of a false consensus effect [16]. The illusion of harmony is maintained
within the group, while deep alienation and cognitive discomfort remain unexpressed.

Autocolonization is not simply a consequence of adaptation to corporate culture, but a subtle
mechanism of self-limitation that leads to a narrowing of thinking, displacement of personal
meanings, and an increase in psychological stress [11]. It increases controllability, but at the same
time reduces the stability of the individual, destroys the boundaries of “work-life”” and creates long-
term cognitive and emotional risks. For the HR function, this means the need to develop tools for
psychological hygiene, support authenticity, manage the boundaries of involvement and create an
environment that allows for multiple identities, not just a functional one. compliance (table 4).

Table 4 — Psychosocial risks of autocolonization: manifestations, causes, consequences
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effect
Internalization of
norms as the | Reducing o
e . | Maintain a culture
only acceptable | criticality, Loss of authentic
. . . of open feedback
Self-censorship ones; fear of | restricting thinking and
. e and tolerance for
deviation from | freedom of | initiative .
. } dissent
the rhetoric of | expression
the system
Transferring the | Inability to Promote an " off-
Blurring the | logic of | "switch  off" | Chronic stress, | time " policy and
boundaries of | efficiency and | from the role, | decreased respect for
work-life responsibility to | permanent recovery, anxiety | personal
personal life mobilization boundaries
Internal Constant Integrate
. duplication  of | comparison Increased anxiety, | elements of
Self-observation N .
svndrome external control; | with the | burnout, psychological
M KPI as a built-in | normative depersonalization | relief and anti-
evaluator “ideal” KPI zones
o Dependence of | Emotional Maintaining non-
Identifying . : .\
self-esteem on | exhaustion, work identities:
Loss of | oneself . . ; .
- . ... | compliance disorientation volunteering ,
authenticity exclusively with | . . .
with role | when  changing | creativity,
a corporate role .
expectations roles development
Group
reinforcement of .
Suppression of . . . Support a culture
. | norms, taboo on | ;. . Social  isolation,
False consensus in | .. . dissent, illusion of polyphony and
criticism, decreased .
the team . of agreement, | . . psychological
internal Y innovation
. .| deficit of ideas safety
censorship in
communication

Comments: Autocolonization increases controllability but reduces the adaptability, creativity,
and resilience of employees. Psychosocial risks accumulate slowly and are often not diagnosed
through classic HR tools. An integrated approach is needed that combines monitoring of emotional
background, rethinking KPI culture and developing support for personal boundaries.

The transition from external control to internal self-regulation, as shown earlier, leads to the
formation of a new type of employee-disciplined, adapted, but often vulnerable to internal cognitive
and emotional overload. In this regard, the question becomes especially relevant: is it possible to
maintain personal autonomy in conditions of deep integration into the corporate environment?
Autonomy in this context is interpreted not as a refusal to participate in the life of an organization,
but as a way of existence of a subject that maintains criticality, stability and personal integrity with a
high degree of inclusion in institutional processes.

Critical thinking is a basic condition of cognitive autonomy. Unlike subordinate thinking, which
is focused on reproducing attitudes, critical thinking allows recognize hidden ideologies in corporate
narratives; separate personal beliefs from role expectations; evaluate the impact of metrics and
vocabulary on your own behavior. Systematic development of skills of analysis, argumentation and
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counter-position (for example, through training, coaching, reflective practices) allows one to build
the internal cognitive distance necessary to maintain subjectivity. One of the hidden mechanisms of
autocolonization is subordination to the language patterns of the system. Maintaining autonomy
presupposes a conscious attitude to language: refusal to automatically use corporate cliches;
formulating one's own judgments in neutral or personal vocabulary; deconstructing formulaic
formulations such as “value”, “proactivity”, “ ownership ~ through rephrasing in the context of
personal meaning. Linguistic independence is a form of mental independence that ensures the right
to one's own interpretation of reality.

Psychological stability is impossible without clear internal and external boundaries. In
conditions of corporate pressure, the following are especially important: time boundaries (strict
separation of work time from personal time); boundaries of expectations (refusal of constant
availability, overtime); boundaries of identity (not identifying oneself exclusively with the work role);
boundaries of emotional response (the ability not to internalize external feedback as an assessment of
one’s own value). The HR function can support these processes through corporate “ off-time ” rules,
non-discrimination for refusing overtime, and support for mental health.

Autonomy is impossible without regular internal reflection, which allows one to evaluate: the
current state of identity; degree of subordination to external norms; the presence of a discrepancy
between personal and corporate goals. Effective tools include: keeping a diary of self-observations,
cognitive maps of values and meanings, meditative and mindfulness practices, professional
supervision and psychological counseling. Emotional intelligence—the ability to recognize,
understand, and regulate one's own emotions—also serves as a foundation for autonomy and
resilience.

Individual autonomy is strengthened in an environment where diversity of views is welcomed,
not just demonstrative loyalty. Support from colleagues, horizontal channels of expression, informal
communities and peer -to- peer interactions create space for safe deconstruction of ideological
templates; alternative forms of recognition and feedback; a sense of value regardless of whether it
meets KPIs or “company values.” The challenge for HR here is to support a culture of diversity in
which doubt, criticism, and emotional reactions are acceptable, not just rationalized assertions of
effectiveness.

Maintaining personal autonomy in the context of institutional integration is not an act of
resistance, but a form of mature subject position that combines professionalism, loyalty, and internal
integrity. This requires the development of critical thinking, linguistic awareness, psychological
hygiene, and the protection of personal boundaries. For HR, this means shifting the focus from
behavior management to supporting agency through mental health programs, developing emotional
intelligence, and a cultural architecture based not on uniformity but on respect for difference [17].

The formation of corporate subjectivity is a complex, multi-level process, during which
employees not only adapt to the requirements of the organization, but also internalize its language,
norms, rhythms and metrics, turning them into elements of their own cognitive and behavioral
structure. This shift from external control to internal self-regulation marks not only an increase in
management efficiency, but also a profound transformation of the very understanding of power,
loyalty, and identity in the conditions of modern labor [18].

Drawing on the critical theories of Michel Foucault and Louis Althusser [3-5] and data from
cognitive psychology, the article reveals the mechanism by which the corporate system becomes not
an external disciplinary agent, but the internal voice of the employee. KPIs, corporate lexicon and
ritualized forms of communication serve as means of cognitive subordination, which increases
involvement , but at the same time creates risks such as self-censorship , burnout, anxiety, and the
blurring of boundaries between work and personal life.

Of particular concern is the phenomenon of autocolonization , in which the employee himself
becomes the bearer of power over himself, reproducing and strengthening disciplinary mechanisms
without external pressure. This internal normativity, being more effective than coercion, conceals the
danger of psychological exhaustion, loss of authenticity and functionalization of the personality.
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At the same time, preserving personal autonomy should not be understood as opposition to the
system. On the contrary, mature and conscious subjectivity is a condition for a sustainable, ethically
built and innovatively capable organization. Critical thinking, linguistic independence, emotional
self-regulation and institutionalized support for polyphony are the tools that allow an employee to
remain himself in the structure without losing either productivity or human dignity.

Thus, the future of effective personnel management is not connected with strengthening control,
but with constructing such conditions under which corporate subjectivity does not destroy the
individual, but develops it within the framework of reflexive and ethical participation in a common
goal. For HR, this means a transition from administration to work with deep forms of inclusion ,
where the value of a person is measured not only by indicators, but also by the degree of his internal
freedom.
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Abstract. Modern human resource management practices in the context of digital
transformation demonstrate a shift in emphasis from routine administrative functions to strategic
change management and the initiation of complex projects. HR departments are increasingly
becoming key participants in organizational development programs, including the implementation of
HR information systems, digitalization of personnel document flow, optimization of employee
selection and adaptation processes, formation of corporate culture and development of remuneration
systems. The increasing complexity and interdisciplinary nature of such initiatives require the use of
modern project management methodologies that can ensure a balance of flexibility, structure and
controllability.

The article presents a comparative analysis of five methodological approaches — Agile, Scrum
, Kanban , Waterfall , and Hybrid — from the standpoint of their adaptability to the HR context. The
mechanisms by which flexible methodologies help minimize response time to changing conditions,
enhance feedback with internal clients, and increase team engagement are analyzed. The advantages
of structured approaches that provide a high degree of predictability and control over project
parameters in the context of stable requirements are studied. The specifics of hybrid models that
integrate elements of various methodologies to achieve an optimal balance between implementation
speed, result quality, and resource efficiency are highlighted.

The scientific novelty of the work lies in substantiating the need for methodological adaptation
of project management to the specifics of HR activities and in forming a systematized algorithm for
selecting an approach taking into account the nature of tasks, the level of uncertainty, the maturity
of the project culture and the specifics of the corporate environment. The practical significance of
the study is expressed in the possibility of applying its results to develop strategies and regulations
for the implementation of project methodologies in HR departments, which allows for increased
manageability of changes, accelerated implementation of innovations and the formation of a
sustainable project culture within the organization.

Keywords: project management, HR, Agile, Scrum, Kanban, Waterfall, Hybrid, digital
transformation, project culture, organizational change.

The transformation of modern business, caused by the acceleration of technological progress,
globalization of markets and digitalization of key processes, has a direct impact on the strategic role
of HR services in organizations. The classical model of their functioning, focused primarily on

0 “MexayHapoJHbIA HAyYHO-UCCIejoBaTeabcKUH neHTp “Endless Light in Science”


https://doi.org/10.5281/zenodo.17013117

JKOHOMUHWYECKHWE HAYKHN

2024 -5.99

personnel administration, is increasingly giving way to a model of strategic partnership, where HR
becomes not only a conductor of organizational policy, but also an active initiator of change [1].

The implementation of modern HR information systems, automation of document flow,
development of training and adaptation programs, formation of corporate culture and motivation
system - all this requires a comprehensive approach to planning, implementation and control of
initiatives. The growing complexity of HR projects is associated with many factors: the
interdisciplinary nature of tasks, the high dynamics of the external environment, the need to involve
various categories of internal stakeholders, as well as limited resources and deadlines.

In the face of such challenges, traditional linear approaches to work organization become
insufficient. The lack of flexibility and adaptation tools slows down the implementation of changes,
increases the risk of missed deadlines, and worsens the quality of the final result. That is why project
management methodologies, widely used in IT, engineering, and marketing, are beginning to actively
penetrate the HR environment. At the same time, their application requires not direct copying, but
adaptation taking into account the specifics of HR processes and corporate culture [2].

In recent years, five methodological approaches have become the most widespread: Agile,
Scrum , Kanban , Waterfall and Hybrid . Each of them has its own set of advantages and limitations
that determine the appropriateness of use in a particular type of HR projects. Flexible methodologies
allow you to quickly respond to changing requirements and ensure transparency of interaction with
internal clients. Classic cascade approaches ensure predictability, clear planning and control, which
is especially important in projects with fixed requirements. Hybrid models combine the strengths of
different approaches and allow you to take into account the individual characteristics of the
organization.

Despite the obvious potential for using these methodologies in HR, the issue of choosing the
optimal model remains debatable. This is due to the fact that HR projects vary significantly in terms
of uncertainty, duration, complexity, and the degree of impact on the organization as a whole.
Therefore, a systematic approach is needed to compare the characteristics of the project with the
parameters of the methodology and determine the best match.

The purpose of the article is a comparative analysis of five key project management
methodologies in order to identify their applicability in the HR context. The paper examines the
principles of adapting methodologies to the specifics of HR processes, develops recommendations
for their selection and implementation, and forms a methodological basis for developing a project
culture in HR departments.

Historically, HR functions were focused on operational and administrative activities: personnel
records management, timekeeping, payroll, and compliance with labor laws. This format of work
corresponded to the industrial economy, where personnel policy was stable and changes occurred
relatively slowly.

The transition to a knowledge economy, increased competition for talent, and the growing
importance of human capital in creating added value have changed the role of HR in an organization.
Today, the HR function covers a wide range of strategic tasks: forming a corporate culture,
developing leadership, managing changes, implementing digital technologies, and building adaptive
employment models [3-5]. These tasks are essentially project-based — they have clearly defined
goals, limited timeframes, resource frameworks, and success criteria.

That is why, in the last two decades, HR departments have begun to master the project approach,
borrowing and adapting methodologies originally developed for IT, engineering and manufacturing.
Project management in HR allows you to systematize activities, improve the manageability of
initiatives, ensure transparency of interaction with stakeholders and minimize the risks of missed
deadlines and budget overruns.

Unlike technical or production projects, HR projects have a pronounced social and
organizational nature. Their results are directly related to the behavior, motivation and involvement
of people, and the effect of the implemented solutions is often delayed. Key features of HR projects:
human-centricity — the final “product” of the project is changes in the competencies, behavior, or
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satisfaction of employees ; multi-level impact — the project affects both the individual and team,
organizational levels; uncertainty of initial conditions — the requirements and expectations of
stakeholders may change during the implementation process; the need for communication support —
the success of the project largely depends on the quality of information support and the readiness of
employees to change; integration with corporate culture — incompatibility of the methodology with
the values and norms of the company can lead to resistance to change. These features determine the
need for flexible, adaptive, but at the same time manageable implementation methods.

Among modern approaches to project management, several can be identified that are most
applicable to HR [6-13]: Agile is a flexible development philosophy focused on adapting to changes
and constant interaction with the customer. In HR, this approach is used for rapid testing of initiatives,
iterative improvement of employee training and adaptation programs, as well as in cultural
transformation projects ; Scrum is a structured framework within Agile, providing for work in short
cycles (sprints), with a clear distribution of roles and regular team meetings. Suitable for HR projects
where intermediate results and high intensity of interaction are important; Kanban is a method for
visualizing the flow of tasks and managing the team's workload. In HR, it is used to optimize work
with recruitment applications, training requests, and employee inquiries; Waterfall is a cascade model
that involves sequential completion of project stages. It is effective in HR projects with fixed
requirements, such as implementing payroll or electronic document management systems; Hybrid is
a combined approach that combines elements of various methodologies. In HR, it is appropriate for
large-scale transformation initiatives when strategic planning requires structure, and operational tasks
require flexibility.

One of the key factors for the successful application of methodologies is the level of
development of the project culture in the HR department [14-16]. The project culture includes the
awareness of the value of the project approach by all participants; proficiency in planning, monitoring
and analysis tools; ability to work in cross-functional teams; readiness to manage change and risks;
the existence of a mechanism for exchanging knowledge and best practices. A developed project
culture allows HR departments not only to apply the chosen methodology, but also to adapt it to their
own tasks, achieving a higher level of efficiency and sustainability of results.

Theoretical analysis shows that the implementation of project methodologies in HR is not a
simple transfer of tools from other areas, but a process of adaptation taking into account the specifics
of HR processes, the human factor and the organizational environment. The choice of approach
should take into account the nature of the project, the degree of uncertainty, resource constraints and
the team's readiness for self-organization. It is the combination of the methodological base and project
culture that determines the ability of the HR service to become a driver of change in the organization.

The use of project methodologies in the HR environment requires consideration of a number of
factors that are not always critical in technical or production projects [17-20]. Firstly, HR projects
directly affect the interests of a wide range of internal stakeholders — from line employees to top
management, which determines the high importance of communication strategy and change
management. Secondly, a significant part of the results of HR projects is intangible, which
complicates the measurement of efficiency and requires the use of complex KPIs, including both
quantitative and qualitative indicators.

The methodology should be adapted to the maturity level of the HR team, corporate culture and
scale of the initiative. Thus, flexible approaches are effective when there is a need for rapid testing
and refinement of solutions, while cascade models are appropriate in stable, strictly regulated
processes.

Agile is not a specific methodology, but a holistic project management philosophy, enshrined
in the Agile Manifesto, which emphasizes the values of flexibility, collaboration, and focus on results
[7]. The key idea of Agile is the readiness to constantly adapt solutions in response to changing
conditions and customer needs. In the HR context, the customer is not only top management, but also
internal clients - department heads, line managers, employees involved in the process.
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Unlike traditional models, where a project is planned in full and implemented strictly in stages,
Agile assumes an iterative approach: a product or service is created and improved in small portions,
and each iteration ends with the receipt of a working result available for testing and evaluation.

Agile is especially effective in situations where the initial requirements for a project are partially
uncertain or may change as the work progresses; it is important to quickly test hypotheses and make
prompt adjustments; The project has a strong human and cultural component that requires the
involvement of participants. Typical HR projects where Agile demonstrates high efficiency include
the development and implementation of employee onboarding programs, where the first modules can
be launched even before the completion of the entire program; creation of corporate training platforms
and courses, allowing the release of individual courses as they become ready; projects to develop
corporate culture, where it is important to test initiatives on individual groups and scale up successful
solutions; pilot HR innovations, such as the introduction of chatbots for communication with
employees or gamification systems for motivation.

Key Agile mechanisms adapted to the HR environment include [7] iterative development of
solutions - regular short work cycles with mandatory analysis of results; continuous feedback from
internal clients to promptly identify and resolve any non-conformities; prioritizing tasks based on
business value and employee needs; self-organization of the team and distributed responsibility.

An important tool in Agile for HR is short meetings, which allow the team to synchronize
actions, identify obstacles and make decisions quickly.

Advantages of Agile for HR: the ability to adjust the project at any stage without significant loss
of time and resources; the first results appear within a few weeks after the start; regular participation
of managers and employees in the formation of requirements and evaluation of results; identification
and elimination of problems at early stages.

Limitations and risks of using Agile in HR: the need for a mature team; difficulties in budgeting;
incompatibility with rigid hierarchical structures; risk of “blurring” of goals [7].

Conditions for successful implementation of Agile in HR : support from management and
willingness to delegate authority to teams; training HR staff in Agile principles and tools; availability
of infrastructure (task management systems, communication channels, analytical tools); clear
definition of areas of responsibility and performance indicators at each stage. Thus, Agile in HR
practice is a powerful tool for accelerated implementation of initiatives in conditions of high
uncertainty and the need for flexibility. It allows HR departments not only to respond faster to
business demands, but also to form a culture of continuous improvement, involving employees in the
change process. However, to achieve a sustainable effect, organizational readiness, a mature project
culture and the ability to balance between operational adaptation and strategic goals are required.

Scrum is a structured framework within the Agile philosophy, designed to manage projects in
conditions of high dynamics and the need to regularly obtain tangible results. Unlike the general Agile
approach, Scrum clearly regulates roles, artifacts and events, which allows you to maintain process
control while maintaining flexibility [8].

In the HR context, Scrum is especially in demand in projects that require serial implementation
of similar tasks, high intensity of team interaction and constant verification of intermediate results.

Scrum has proven itself in the following scenarios: mass recruiting , where each sprint can be
dedicated to recruiting candidates for a specific department or region; assessment centers and
assessment activities carried out in batches by groups of employees; launching corporate educational
programs, when individual modules are designed, tested and implemented in stages; implementation
of HR technologies, such as onboarding systems or digital engagement tools, where a fast
“development-test-adjustment” cycle is important.

Roles in Scrum and their adaptation to HR. Product Owner (product owner) - in HR, this role
is often performed by the HR director or project manager, who defines the goals, priorities and
expected results. Scrum Master — a coordinator who ensures compliance with Scrum principles,
removal of organizational barriers and effective team communication. This role can be performed by
an HR project manager. Development (implementation) team - in HR, this is a cross-functional group
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of specialists (recruiters, HR analysts, business partners, trainers) who directly carry out the sprint
tasks.

Scrum Artifacts in HR . Product Backlog - a complete list of all required project tasks (e.g.
vacancies to close, training modules, communication activities). Sprint Backlog is a set of tasks
selected for completion within a specific sprint. An increment is a finished result of a sprint that can
be demonstrated to the customer: a fully staffed team, a finished course module, and a completed
assessment.

Scrum Events in HR . Sprint Planning — defining sprint goals and scope of work. Daily Stand-
Ups - Short synchronization meetings to monitor progress. Sprint review - presenting the results to
internal clients and collecting feedback. Retrospective is a discussion of what can be improved in the
next cycle.

Advantages of Scrum for HR. Transparency of processes - all participants and customers see at
what stage the project is. Regular feedback - the customer receives the result in stages and can
promptly adjust the requirements. Flexibility within the structure - the ability to make changes
between sprints without losing control. Increased team engagement - all team members are actively
involved in planning and reviewing work .

Limitations and risks of Scrum in HR. Risk of overload - if the tasks are assessed incorrectly,
the team may face excessive workload. High demands on discipline - it is necessary to strictly adhere
to the rhythm of sprints and accepted procedures. The Need for Experienced Scrum Master - the lack
of a qualified coordinator reduces efficiency. Cultural barriers - in organizations with a rigid
hierarchy, the principles of self-organization may encounter resistance.

Conditions for successful implementation of Scrum in HR. Training the team in Scrum
principles and their adaptation to HR processes; management support that allows the team to work
autonomously within sprints; realistic sprint planning taking into account the actual workload of
employees; using digital tools (Trello, Jira, MS Planner) to manage backlog and tasks. Thus, Scrum
in HR combines flexibility with high structure, which makes it especially valuable in projects with
limited deadlines and the need to quickly deliver intermediate results. However, its successful
application requires a prepared team, support at the management level, and the organization’s
commitment to a culture of transparency and continuous improvement.

Kanban is a visual task management method that originated from the Toyota Production System
and has become widely used in project management due to its simplicity, clarity, and ability to
effectively allocate resources. Unlike Scrum and other flexible frameworks, Kanban does not require
radical restructuring of processes or strictly regulated cycles [9]. It allows for gradual implementation
of improvements without interrupting current activities, which makes it especially popular in HR
departments with high operational loads.

Kanban method is especially effective where the HR service works with a constant flow of
similar requests and tasks that require control at all stages of execution. Such processes include
tracking the status of each vacancy from the moment the application is received until the employee
starts work; recording incoming applications, coordinating, organizing training and summing up the
results; processing requests on issues of personnel administration, benefits, compensation;
implementation and support of HR tools - for example, automation of vacation calculations, collection
and processing of feedback on HR services.

Kanban principles in the HR context. Visualization of the workflow - all tasks are reflected on
the Kanban board (physical or digital), divided into stages ("Incoming”, "In progress", "Under
approval", "Completed”). WIP limitation - limiting the number of tasks in progress at the same time
to avoid overloading the team and ensure a stable flow of execution. Incremental improvements -
changes to the process are made evolutionarily, based on an analysis of the current workload and
bottlenecks. Transparency and shared responsibility - all team members have access to task status
information, increasing engagement and reducing the risk of delays.
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Benefits of using Kanban in H. Allows you to instantly assess the workload and progress of the
work. Does not require global reorganization of processes. Limiting WIP helps to distribute work
evenly among employees. Analysis of "bottlenecks" leads to increased efficiency of processes.

Limitations and risks of using Kanban in HR. No strict deadlines; risk of incoming flow
overload; dependence on team discipline; efficiency Kanban declines if members do not update task
statuses.

Practical implementation of Kanban in HR in modern HR services, Kanban is most often
implemented using digital tools: Trello, Jira, Asana, Microsoft Planner. This allows boards to be
integrated with corporate HRIS systems; set up automatic notifications about a task moving to the
next stage; conduct analytics on execution time, bottlenecks and employee workload.

Conditions for successful application of Kanban in HR: regular updating of task statuses on the
board; defining WIP limits to prevent overload; implementation of task prioritization based on criteria
of urgency and importance; training employees in the principles of visual management and self-
organization. Thus, Kanban is an optimal tool for managing constant task flows in HR, providing
transparency, load balancing and the ability to smoothly increase efficiency without abrupt
organizational changes. However, for maximum effect, it must be supplemented with prioritization
and deadline control mechanisms, which will avoid delays in tasks and maintain a stable work rhythm.

The Waterfall model is one of the earliest and most formalized approaches to project
management, in which the entire project is divided into clear sequential stages, and the transition to
the next is possible only after the previous one has been fully completed. The concept has become
widespread in engineering and IT projects, but it continues to be used in the HR sphere where tasks
require strict regulation and minimal variability.

Unlike agile methodologies, Waterfall assumes that all project requirements can be defined in
advance, and changes at later stages are highly undesirable. For HR, this can be useful in situations
where legislation, regulations, or corporate standards do not allow flexible interpretation of processes.

Using Waterfall in HR. Watertfall is well suited for projects of development and implementation
of HR policies and regulations, where multi-stage approval is required; large-scale certification and
assessment of personnel, carried out according to a single approved plan; implementation of HRIS
systems, when integration affects key databases and must proceed strictly according to the project
plan; conducting mandatory training programs (for example, on labor protection or compliance ),
which cannot be changed during the implementation process.

Waterfall stages in an HR project. Initiation and requirements analysis — formulation of goals,
objectives and expected results; in HR this may include analysis of current processes, regulatory
requirements, resource constraints. Design is the detailed development of the plan, project structure,
schedule and responsible persons. Implementation is the execution of planned activities in strict
accordance with the approved plan. Testing and verification is the quality control of project execution;
in HR, it is the verification of the correctness of the implemented procedures and systems.
Implementation and handover into operation — final implementation of the solution and its handover
into operation. Maintenance — support and adjustment within the framework of regulatory restrictions.

Advantages of Waterfall in HR: full project specification at the start; each stage has a completed
result, which simplifies execution control; convenient when working with mandatory regulations;
suitable for large and distributed teams where strict management is required.

Limitations and risks of Waterfall in HR: making changes at late stages requires significant
resources; risk of the end result not meeting current needs during long-term implementation; lack of
intermediate results for evaluation and course correction; long implementation cycles, which can
reduce the involvement of participants.

Conditions for successful application of Waterfall in HR : absence of expected significant
changes in the project process; defining a mandatory order of actions; team readiness to strictly adhere
to schedules and procedures; use of control tools ( Gantt charts, corporate PM systems).

Thus, Waterfall remains relevant for HR projects that require a high degree of formalization
and stability, especially in the context of strict regulatory restrictions. However, when implemented
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in a dynamic business environment, one should take into account its lack of flexibility and the
possibility of lagging behind the rapidly changing needs of the organization.

Hybrid models are a combination of elements of traditional (Waterfall) and flexible (Agile,
Scrum, Kanban) approaches, adapted to specific project conditions. Their key feature is the ability to
simultaneously maintain the structure and control inherent in cascade models and provide the
flexibility and adaptability inherent in Agile methodologies.

In the HR environment, hybrid approaches are especially in demand in projects that
simultaneously include strictly regulated blocks (for example, compliance with legal requirements,
HR administration) and dynamic, creative tasks (for example, development of corporate training
programs or engagement events).

Examples of successful application of hybrid models: implementation of HRIS or ERP systems,
where technical integration requires a cascade structure, and user interface development and testing
can be carried out using Agile; creation of corporate training programs, where mandatory modules
are developed using Waterfall, and additional ones are developed using Scrum for quick adaptation
to requests; corporate culture transformation projects, where the strategic framework is set by a
traditional model, and individual initiatives are tested in pilots using agile methodologies; large-scale
onboarding and recruiting programs where the basic procedures are fixed, but the communication and
interaction mechanisms can be improved iteratively.

Principles of hybrid management in HR . Dividing the project into stability zones and flexibility
zones; integration of tools; control of different rhythms; the role of the HR project office.

Benefits of Hybrid in HR. Ability to meet requirements and simultaneously respond to changes;
formalization of costly and critical stages, acceleration of creative and experimental ones; adjustments
can be made to parts of the project without disrupting the overall plan; a combination of tools allows
minimizing the likelithood of missed deadlines or inconsistency of the result.

Limitations and risks of Hybrid in HR: Complexity of coordination; risk of “blurring” of
methodology; increased communication requirements; dependence on the competence of the project
manager.

Conditions for successful implementation of Hybrid in HR: Clear decomposition of the project
into fixed and flexible parts; defining a single point of control (project manager or project office) to
ensure consistency of processes; training participants in both traditional and flexible working
methods; use of digital integration tools (e.g. MS Project + Jira, Trello + corporate ERP). Thus, hybrid
management models allow HR departments to build projects taking into account both the need for
strict compliance with regulations and the need for rapid adaptation of solutions. This makes them
especially valuable in the context of digital transformation, when HR simultaneously solves the
problems of technological integration and increasing employee engagement. However, the successful
use of Hybrid requires a highly mature project culture, a clear communication structure, and
experience in managing mixed teams.

The decision to use a particular methodology should be based on an analysis of: the nature of
the project (innovative, operational, infrastructural); level of uncertainty (stable requirements or
changing conditions); implementation deadlines (short-term initiatives or long-term programs); team
maturity (experience working with flexible or structured models); corporate culture (openness to
experimentation or focus on regulations).

The analysis showed that there is no universal methodology for all HR projects. Efficiency
depends on the context, goals, and the team’s readiness for change. Flexible approaches ensure speed
and adaptability, but require high levels of self-organization. Cascade models guarantee stability and
control, but are less suited to rapidly changing conditions. Hybrid solutions help find a balance, but
their implementation requires experience and a developed project culture (table 1).

Table 1 — Comparative methodology of application in HR
Methodology Typical HR projects | Key Benefits ‘ Main limitations
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' Adaptation programs, High flexibility, fast It is dlfﬁcu}t to
Agile cultural development predict the timing
! A response to feedback
projects, pilot initiatives and budget
Assessment _ . centers, Clear structure, high | Risk  of  team
Scrum corporate training launch, .
. ) speed sprints overload
mass recruitment campaigns
Regr}lltment, Processing of s There are no strict
Kanban training applications, | Visibility, load balance .
: : deadlines
support of internal services
Implementation of HRIS,

Waterfall electronic document Predictability, control Low ﬂex1jb111ty, risk
management, development of delays in changes
of job descriptions
Reform of the remuneration . Difficulty of

. . . Balancing control and
Hybrid system, implementation of s management  and
. adaptability g
HR policies coordination

Analysis of the collected data showed that the choice of project management methodology in
HR is largely determined by the level of uncertainty of the initial conditions, the scale of the initiative
and the team's readiness for self-organization. At the same time, there is no universal approach that
is equally effective for all categories of projects: a methodology that demonstrates high results in one
context may be of little use in another.

It has been found that flexible methodologies (Agile, Scrum ) have an advantage in projects
where the key success factor is the ability to quickly adapt to changes and promptly provide interim
results. In turn, structured approaches ( Waterfall ) remain relevant in long-term initiatives with fixed
requirements, and Kanban is widely used in supporting and operational processes. Hybrid models
demonstrate sustainable results in complex transformation programs where it is necessary to combine
strategic planning and operational adaptation.

Based on the analysis conducted, a number of principles can be identified that allow HR
departments to make an informed choice of approach to project management: The methodology
should reflect the nature of the task: flexible approaches for initiatives with high uncertainty,
structured approaches for projects with fixed parameters, hybrid approaches for complex
transformations; with low readiness for self-organization, a methodology with a clear structure and
fixed roles is preferable; with high readiness, flexible and adaptive models can be used; The
methodology should fit organically into the value system and accepted management practices of the
company; The choice of approach should take into account the availability of human, time and
financial resources; The methodology should provide mechanisms for communication and
stakeholder involvement, especially in projects with a strong cultural and organizational impact.

In order to simplify the process of selecting a methodology, it is advisable to use a matrix in
which the type of project is compared with priorities and the level of uncertainty (table 2):

Table 2 — Type of HR project

) . .. Recommended
Type of HR project Level of uncertainty Priority goals methodology
Mass recruitment in a .
short time frame Average Speed, quality control Scrum
Laungh' of a corporate High Flexibility, adaptation Agile
training program
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Support for incoming Short Transparc?ncy, load Kanban
HR requests optimization
Implementation of Iy
HRIS or ERP module Short Predictability, control Waterfall
Reform of the . . Balance between :
remuneration system Medium / High flexibility & structure Hybrid

For the successful implementation of project methodologies in HR practice, the following
algorithm is recommended: process diagnostics; selection of a pilot project; team training; piloting;
analysis of results; scaling; continuous improvement. In the process of integrating project
methodologies into HR work, risks are possible that require advance management: staff resistance;
lack of competence; team overload; mismatch with corporate culture.

Strategic recommendations: Create internal centers of excellence, exchange of experience and
best practices. Train HR teams in multiple approaches and build the ability to combine them. Assess
not only operational performance, but also the strategic impact of the project on the organization. The
conducted research confirmed that the application of project management methodologies in HR
practice is not simply borrowing tools from related areas, but requires their targeted adaptation to the
specifics of HR processes, the human factor and organizational culture. The choice of approach
directly depends on the type of project, the degree of uncertainty, the maturity of the team and the
strategic priorities of the organization.

Flexible methodologies such as Agile and Scrum demonstrate high efficiency in dynamic
projects with changing requirements, allowing for quick response to feedback and continuous
interaction with internal customers. Kanban has proven itself as an effective tool for managing a
constant flow of tasks and optimizing team workload. Waterfall remains relevant in long-term
infrastructure projects with fixed parameters, providing stability and control. Hybrid approaches
allow combining the advantages of different models, which is especially valuable when implementing
complex transformations.

Prospects for further research are seen in an in-depth study of the influence of corporate culture
on the success of implementing various methodologies, the development of integration models that
allow combining elements of several approaches within one project, as well as in the analysis of the
influence of digital tools on the development of project culture in HR.

Thus, in the context of digital transformation and growing competition for human capital,
mastery of project methodologies is becoming for HR not an additional skill, but a key competence
that determines the ability of the HR service to be a strategic partner of the business and a driver of
organizational change.

0 “MexayHapoJHbIA HAyYHO-UCCIejoBaTeabcKUH neHTp “Endless Light in Science”



JKOHOMMWYECKHUE HAYKH

Impact Factor: SJIF 2023 - 5.95 ECONOMIC SCIENCES
2024 -5.99
LITERATURE

1.  Gelmanova Z.S., Petrovskaya A.S., Saulsky Yu.N., Ivanova A.V. HR as a strategic partner in
managing organizational changes// Endless light in science ,2025.

2. Gelmanova Z.S., Batyrbek A.E., Volokitin A.V., Petrovskaya A.S., Fayez Wazani A. W. Project
Management / Study Guide: - Almaty: ADAL KITAP, 2025- 300s.

3.  Gelmanova Z.S., Saulsky Yu.N., Ivanova A.V. Formation of leadership competencies of
employees through HR tools: implementation of training and mentoring programs for
development of human resources potential// Endless light in science.,2025.

4.  Gelmanova Z.S., Saulsky Yu.N., Ivanova A.V. Modular format of employment: innovative
approaches and prospects for use// In the world of science and education, 2025.

5. Gelmanova Z.S., Saulsky Yu.N., Ivanova A.V. Role Big Data and technology Blockchain in
HR service // In the world of science and education, 2025.

6. Project Management Institute. A Guide to the Project Management Body of Knowledge
(PMBOK® Guide). 7th ed. Newtown Square, PA: PMI, 2021.

7. Agile Alliance. Manifesto for Agile Software Development. URL: https://agilemanifesto.org
(date of access: 08.08.2025).

8. Schwaber K., Sutherland J. The Scrum Guide: The Definitive Guide to Scrum. Scrum.org, 2020.

9.  Anderson DJ Kanban: Successful Evolutionary Change for Your Technology Business. Sequim,
WA: Blue Hole Press, 2010.

10. Turner JR Handbook of Project Management. 4th ed. London: Routledge, 2022.

11. Kerzner H., Saladis F. Project Management: Best Practices. 5th ed. Hoboken, NJ: Wiley, 2023.

12. Highsmith J. Agile Project Management: Creating Innovative Products. 2nd ed. Boston:
Addison-Wesley, 2010.

13. Crawford L. Project Management Maturity Model. 3rd ed. Boca Raton: CRC Press, 2015.

14. Kerzner H. Project Management: A Systems Approach to Planning, Scheduling, and
Controlling. 13th ed. Hoboken, NJ: John Wiley & Sons, 2022.

15. PRINCE2®. Managing Successful Projects with PRINCE2. 7th ed. Axelos, 2023.

16. Royce W. Managing the Development of Large Software Systems. Proceedings of IEEE
WESCON, 1970.

17. Kozyrev A. N., Tarasov I. E. Project management: methodology, standards, practice. - M.: Infra-
M, 2022.

18. Ivanov A. A., Martynova O. S. Flexible methodologies in project management: experience of
application in HR.//Human Resources and Intellectual Resources Management in Russia. -
2021. - No. 4. - P. 45-53.

19. Dyatlov V. A., Ryabinin I. A. Project management in the digital economy: adaptation of
methodologies to social systems. - St. Petersburg: Piter, 2020.

20. Sidorova E. V., Lukyanova N. M. Tools for digital transformation of HR: a project approach. /

/ Human capital and professional education. - 2022. - No. 1. - P. 17-26.

0 “MexayHapoJHbIA HAyYHO-UCCIejoBaTeabcKUH neHTp “Endless Light in Science”


https://agilemanifesto.org/
https://agilemanifesto.org/
https://agilemanifesto.org/

JKOHOMUHWYECKHWE HAYKHN

2024 -5.99

https://doi.org/10.5281/zenodo.17013141
UDC 332.1

HYBRID LEARNING IN SCHOOL AND UNIVERSITY: NEW APPROACHES,
PROS, CONS AND IMPLEMENTATION MODELS

GELMANOVA ZOYA SALIKHOVNA
Professor, Karaganda Industrial University, Temirtau, Kazakhstan

SAULSKY YURI NIKOLAEVICH
Master, Karaganda Industrial University, Temirtau, Kazakhstan

PETROVSKAYA ASIA STANISLAVOVNA
Master, Karaganda Industrial University, Temirtau, Kazakhstan

FAYEZ WAZANI ABDUL WALID
Master, Karaganda Industrial University, Temirtau, Kazakhstan

SAULSKAYA OLGA ANATOLIEVNA
Teacher, Secondary School No. 11, Temirtau, Kazakhstan

Abstract. In the era of accelerated digital transformation, education is faced with the need to
rethink classical approaches to organizing the educational process. Hybrid learning, integrating
traditional face-to-face forms and digital distance technologies, is becoming not just a technological
trend, but a strategic direction for modernizing the education system at all levels - from school to
university. The article discusses innovative approaches to designing hybrid educational models,
including a modular-competency structure, adaptive platforms, "flipped classroom" technology and
the integration of EdTech tools (VR/AR, artificial intelligence, gamification).

The authors rely on the experience of managing projects for the implementation of hybrid
formats in educational organizations, conduct a comprehensive analysis of pedagogical,
organizational, methodological and infrastructural aspects. The advantages and limitations of hybrid
learning are assessed in detail from the standpoint of the effectiveness of material acquisition,
accessibility, motivation and quality of feedback. Special attention is paid to the development of
organizational models that allow for a balance between synchronous and asynchronous interaction,
as well as building a system for monitoring results based on KPIs and educational analytics data.

The practical value of the work lies in the proposal of methodological recommendations for
structuring the educational process, choosing optimal digital platforms, adapting educational
programs to a blended format, improving the digital literacy of teachers and creating a sustainable
infrastructure. The approaches presented in the article can be applied both in mass schools and in
higher education, ensuring flexibility, personalization and sustainability of the educational
environment in the context of global changes.

Keywords: hybrid learning, blended learning, digital transformation, educational technologies,
blended education, school, university, implementation model.

The modern educational environment is undergoing fundamental changes caused by the rapid
development of information and communication technologies, changes in socio-cultural demands and
the need for increased flexibility and personalization of learning. If in the first half of the 21st century
distance technologies were perceived primarily as an auxiliary tool, then in recent years they have
become one of the key factors in the strategic transformation of education.

Hybrid learning, a model that combines elements of traditional face-to-face interaction and
digital distance formats, is today considered not only as a temporary measure in the event of force
majeure (pandemics, natural disasters), but also as a sustainable, long-term vector for the

0 “MexayHapoJHbIA HAyYHO-UCCIejoBaTeabcKUH neHTp “Endless Light in Science”


https://doi.org/10.5281/zenodo.17013141

JKOHOMUHWYECKHWE HAYKHN

2024 -5.99

development of educational systems. This format provides unique opportunities for combining the
strengths of offline and online learning: interactivity, live communication and practical work in the
classroom with unlimited access to digital resources, adaptive content and an individual development
trajectory.

The key challenge is not just the technical implementation of hybrid learning, but the creation
of a methodologically and organizationally verified model that ensures equal access to quality
content, an adequate workload for students and teachers, and an objective system for monitoring
results. The pedagogical perspective requires taking into account not only the content of the
educational material, but also the psychological, motivational and cognitive characteristics of
students, who react differently to combined interaction formats [1,2].

In a school environment, hybrid learning opens up opportunities for differentiation of
assignments, expansion of project activities, and formation of digital literacy from an early age. In
university practice, this format promotes the development of self-organization skills, critical thinking,
and research independence, as well as the integration of students into the global educational space.

Thus, the relevance of the study of hybrid learning is due to the need for a systematic approach
to its implementation, including the development of adaptive methods, optimization of digital
infrastructure, training of teaching staff and the introduction of educational analytics tools. The article
is aimed at a comprehensive analysis of approaches, advantages, limitations and organizational
models of hybrid learning at school and university, as well as the formation of practical
recommendations for its effective implementation in the context of digital transformation.

Given the above, it is important not to limit ourselves to a theoretical understanding of hybrid
learning, but to consider specific approaches and tools that allow us to turn this concept into an
effective educational practice. The effectiveness of implementing a hybrid format directly depends
on how deeply an educational organization understands modern pedagogical models, is able to adapt
them to its goals, and is ready to integrate them into the existing structure of the educational process.

Hybrid learning as a pedagogical concept has gone beyond the simple alternation of online and
offline classes in recent years. Modern approaches create an integrated educational environment
where technology and pedagogy complement each other, and the course structure is built on the basis
of competency-based goals and flexible interaction formats.

Personalization in hybrid learning is no longer just a pedagogical technique — it is becoming a
strategic tool that ensures the transition from a mass unified delivery of material to individualized
development trajectories for each student. From the point of view of managing educational projects,
this approach is the core of the hybrid model, since it allows for simultaneous improvement of
academic performance, student satisfaction, and resource efficiency.

Adaptive LMS platforms (Moodle, Canvas, Microsoft Teams, Google Classroom, Blackboard
Learn, as well as specialized solutions with artificial intelligence integration) provide not only flexible
content management, but also dynamic adjustment of tasks to the level of knowledge, pace of
assimilation and learning style of each participant. In this context, project management of
implementation requires the formation of a bank of tasks of varying complexity, development of
algorithms for branching educational scenarios, integration of diagnostic tests that allow the system
to promptly adjust the trajectory[3]; ensuring seamless data exchange between LMS, electronic
journal systems, competency assessment modules and analytical panels for teachers and
administrators; creation of a KPI system, including indicators of student progress, level of task
completion, frequency of interaction with the platform and engagement indicators. From a
pedagogical point of view, personalization based on adaptive platforms allows solving several key
tasks at once by automatically providing additional simulators, step-by-step instructions and
multimodal materials to reinforce basic skills; through access to advanced assignments, project tasks
and integration with external educational resources ( Coursera , Khan Academy , edX ); including
skills in self-organization, critical thinking, and managing one's own educational time.

We emphasize that the successful implementation of personalized learning requires not only a
technological base, but also the preparation of the teaching staff for the role of tutors and moderators
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of educational trajectories. The teacher ceases to be exclusively a transmitter of knowledge, turning
into an architect of an individual educational path who uses analytical data to promptly adjust work
with each student.

From a project sustainability perspective, it is critical to consider: piloting stage on a limited
sample of classes/groups with subsequent scaling; methodological support in the form of course
templates, instructions and a bank of best practices; regular content calibration based on the analysis
of task completion statistics, which allows us to exclude outdated or redundant materials. Thus,
personalized learning based on adaptive platforms is not just a component of the hybrid format, but
the foundation of its effectiveness. It ensures maximum compliance of the educational process with
the needs of a specific student, while simultaneously creating conditions for the strategic development
of the entire educational organization in the digital environment.

The modular-competency structure is the key methodological foundation of modern hybrid
learning, ensuring the logical integration of online and offline components into a single educational
process. Unlike the traditional linear structure of curricula, where disciplines follow in a fixed
sequence, the modular-competency model is built around clearly defined learning outcomes
expressed in terms of formed competencies [4].

From the point of view of managing educational projects, the transition to a modular-
competency approach allows for flexible adaptation of course content to employers’ requests,
requirements of professional standards and rapidly changing industry trends ; ensuring variability of
educational trajectories, allowing the student to master modules in a convenient sequence or combine
them with other programs; integrating assessment mechanisms at each stage of the module, which
facilitates monitoring of progress and timely correction of the educational route.

From a methodological standpoint, modules can be structured so that part of their content is
mastered in a digital environment (theoretical blocks, interactive simulations, online tests), and the
other part-in a face-to-face format (practical tasks, case studies, laboratory work). This approach
ensures complementarity of formats: the online component provides a theoretical basis and training,
and the offline part consolidates it in applied tasks.

From a pedagogical point of view, the modular- competence structure Reduces cognitive
overload, as the material is presented in compact logical blocks; Increases the transparency of learning
goals - the student understands what skills and knowledge he will receive as a result of a specific
module; Motivates through intermediate achievements - the completion of each module is
accompanied by a visible result (certificate, badge in LMS, credit). The implementation of this
structure within the framework of hybrid learning requires detailed project documentation:
competency maps, graduate profiles, matrixes of correspondence between modules and
competencies; creating a bank of digital and offline resources linked to specific competencies; setting
up analytical tools to track the development of competencies in real time (dashboards in LMS, KPI
reports).

A successful transition to a modular-competency model in hybrid learning is impossible
without preparing the teaching staff for a new planning and assessment format. It is necessary to train
teachers not just to transfer knowledge, but to manage the formation of competencies, building a
lesson or lecture as part of a systemic trajectory. Thus, the modular-competency structure of courses
in a hybrid format ensures a balance between academic depth and practical applicability of
knowledge, creates conditions for adaptation to different educational contexts and allows for the
effective integration of digital technologies into the educational process without losing the integrity
of the pedagogical concept.

The flipped classroom model in the context of hybrid learning is not just a change in the
sequence of studying the material, but a qualitative restructuring of the pedagogical process, in which
online and offline components do not duplicate, but complement each other. From the point of view
of managing educational projects, this approach requires detailed preliminary development and
inclusion in project documentation digital content standards , input control mechanisms , and face-
to-face lesson scenarios. The inclusion of microlearning technology enhances the potential of the
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flipped classroom, as it allows online material to be structured into small modules lasting 5-10
minutes. This content organization: reduces cognitive load and increases digestibility; gives students
the opportunity to flexibly allocate their time for study; makes it easier to review key topics before
assessments. From a pedagogical point of view, this combination solves several strategic problems:
the student understands that the success of practical classes directly depends on preliminary
preparation; face-to-face classes become a platform for discussion, joint search for solutions and
consolidation of knowledge through practice; critical thinking, communication, teamwork and
reasoned expression of a position.

When implementing this model, it is necessary to provide for piloting in a limited number of
courses or classes to identify methodological and technical bottlenecks; methodological support for
teachers-training in the creation of high-quality multimedia content and the design of active forms of
interaction; analytics system in LMS, which allows you to track not only the fact of completing online
material, but also the level of engagement (number of attempts, viewing time, task completion).

The key risk of this model is the formal completion of the online part by students, especially
with low internal motivation. This risk is reduced provided that: online assignments are integrated
into the final assessment system; the practical part of the lesson is directly based on online material,
The teacher demonstrates the relationship between prior learning and actual classroom results. Thus,
the “flipped classroom” combined with microlearning is a model of high pedagogical efficiency: the
online component provides a foundation of knowledge at an individual pace, and the offline
component consolidates and expands this knowledge through joint activities. This approach allows
for the efficient use of hybrid learning resources, while maintaining its key advantage — a balance
between technological flexibility and personal interaction.

EdTech technologies into hybrid learning today goes beyond the auxiliary function and
becomes a strategic tool for the formation of a new quality of the educational process. Modern digital
solutions allow not only to optimize the transfer of knowledge, but also to create unique educational
scenarios that are impossible within the framework of an exclusively face-to-face or online format.

From the point of view of educational project management, EdTech integration involves:
determining which technologies will bring real value (VR/AR for modeling complex processes,
gamification for increasing motivation, Al assistants for personalized feedback); ensuring seamless
integration with LMS, video conferencing tools and analytical dashboards; creating instructions,
training scenarios and criteria for assessing the effectiveness of technology use. VR/AR technologies
allow students to be transported to virtual laboratories, historical reconstructions, industrial
simulators or medical training machines. This is especially important for disciplines that require a
high degree of visualization and practical training of skills in conditions close to real ones, but safe
and controlled. Gamification (systems of levels, achievements, ratings, points) acts as a powerful
motivator, especially in an environment where independent work of students is significant. It
increases engagement, strengthens internal motivation and helps to form a sustainable study habit.

Artificial Intelligence and Learning Analytics open up the possibility of building personalized
trajectories. Al modules are capable of: adapt tasks to the pace and level of the student; predict the
risks of lagging behind; offer the teacher specific recommendations for additional support. From a
pedagogical point of view, EdTech integration should not be based on the novelty effect, but on a
conscious methodological goal. Technology becomes valuable only when [5]: enhances
understanding of the material; increases accessibility; develops key competencies of the 21st century.

Implementation of EdTech requires preliminary training of teachers to work with selected tools;
creation of an internal methodological bank of “best practices”; regular assessment of the
effectiveness of the technology based on pre-defined KPIs (e.g. level of engagement, speed of
learning, improvement in final grades).

Thus, the integration of EdTech technologies into hybrid learning should be viewed as a
controlled, step-by-step process, including needs diagnostics, selection of relevant tools,
methodological adaptation and continuous monitoring. When implemented correctly, digital

0 “MexayHapoJHbIA HAyYHO-UCCIejoBaTeabcKUH neHTp “Endless Light in Science”



JKOHOMUHWYECKHWE HAYKHN

2024 -5.99

technologies become not just a means of knowledge transfer, but a catalyst for educational
experience, ensuring its depth, interactivity and personalization.

Collaborative learning in a hybrid format is not just group work, but a systemically structured
process of joint knowledge creation, in which students unite to solve educational problems, exchange
experiences and jointly achieve set goals, using both face-to-face and remote interaction channels.
This approach forms not only academic, but also social and communicative competencies, which are
today considered key to successful professional implementation. From the perspective of educational
project management, the introduction of collaborative learning into a hybrid model requires
development of clear regulations for joint work; selection of digital tools; integration of a system for
monitoring the contribution of each participant ; creation of mechanisms for evaluating group
projects. In the pedagogical aspect, collaborative learning solves a number of strategic tasks:
developing skills to work in intercultural and interdisciplinary teams; developing distributed
leadership skills, strengthening learning motivation through the effect of social support and mutual
responsibility; training of "soft skills". Practice shows that in a hybrid environment, collaborative
learning can be implemented in different formats: joint online projects with periodic face-to-face
meetings; interuniversity and interschool initiatives (virtual scientific conferences, distance debates,
hackathons); hybrid master classes and laboratories, where some participants work on-site, while
others connect remotely.

The key factor for success is the creation of a technologically and methodologically transparent
environment: all participants must have equal access to materials, tools and communication channels.
Particular attention should be paid to: training teachers to facilitate group processes in a digital
environment; introduction of gamification elements into teamwork (team ratings, virtual awards);
providing feedback not only from the teacher, but also from team members . Thus, collaborative
learning in a blended environment is a powerful tool for developing complex competencies, ensuring
the integration of academic knowledge and practical teamwork skills. When properly organized, it
transforms the hybrid format from a set of disparate activities into a living educational community
capable of generating new ideas and developing sustainably in the context of digital transformation.

Hybrid learning is one of the most promising forms of organizing the educational process in the
context of digital transformation [6]. It combines the advantages of face-to-face and distance learning
formats, allowing for a balance between personal interaction and the flexibility of digital
technologies. The results of international meta-analyses confirm that, with correct methodological
implementation, this format can improve academic performance, engagement, and student
satisfaction.

The use of various information transmission channels-text, audio, video and interactive -
stimulates active perception of the material and increases the stability of interest. Multimodal formats
allow taking into account the peculiarities of perception and preferences of different groups of
students, which contributes to an increase in the overall level of inclusion in the educational process.

Adaptive mechanisms built into digital platforms allow for varying the complexity of
assignments, the pace of the course, and the amount of material depending on the individual
characteristics of students. This increases the effectiveness of learning, minimizes the lag of weak
students, and provides opportunities for in-depth mastery of the subject for strong students.

The face-to-face portion of hybrid learning can focus on practical exercises, discussions, group
work, and problem solving, which adds value to classroom interaction. This approach enhances the
development of critical thinking, communication skills, and the ability to work in a team.

The hybrid model reduces the vulnerability of educational programs to external challenges,
ensuring continuity of learning in unforeseen circumstances. The presence of parallel online and
offline components allows for the process to be quickly restructured without significant loss of
quality.

The integration of digital tools into everyday educational practice helps to develop skills that
are in demand in the professional and academic environment: working with online services, searching
and analyzing information, communicating in digital environments, and effective self-study. The
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benefits of hybrid learning are realized only if it is systematically and methodologically developed.
It requires a clear pedagogical concept, technological readiness and organizational coherence. Only
under these conditions does the hybrid model become not a temporary measure, but a sustainable tool
for improving the quality of education.

The effectiveness of the hybrid model largely depends on the willingness of the teaching staff
to use digital tools. Lack of experience with LMS, video conferencing services and interactive tools
can lead to a decrease in the quality of material delivery and difficulties in organizing the educational
process.

In the absence of proper control over the execution of online assignments, there is a risk of their
formal execution or complete ignoring. The absence of the direct presence of the teacher in the online
part of the course can lead to a decrease in responsibility and self-organization of students.

Traditional forms of knowledge assessment often do not adapt well to the hybrid model. There
is a need to review assessment methods, develop tools for monitoring activity in the digital
environment, and establish criteria that are equally applicable to online and offline components of the
course. Alternating interaction formats requires high adaptability from students and teachers. For
some participants in the educational process, the transition from offline to online environment and
back can cause stress, reduce the quality of communication and weaken the social integration of the
group.

Hybrid learning as an educational technology has many implementation models, each of which
reflects a certain balance between online and offline components. The choice of model is determined
by the objectives of the course, the age characteristics of the students, their level of digital
competence, as well as the resource capabilities of the educational organization.

The flipped classroom model is a pedagogical strategy in which the transfer of theoretical
material is carried out outside of classroom time and is carried out in a digital environment-through
video lectures, interactive presentations, podcasts, infographics and other online resources. The time
of face-to-face meetings is purposefully freed up for interactive forms of learning-discussions, case
analysis, project assignments, role-playing games, laboratory experiments and other practice-oriented
activities [4].

From the perspective of implementation This model requires an integrated approach to design
and change management, including: development of a digital content standard; creation of an input
control mechanism; design of face-to-face lesson scenarios; workload management.

From a pedagogical point of view, the "flipped classroom" model implements the principles of
activity-based and constructivist approaches: the student masters basic knowledge independently and
then applies it in practical and communicative situations in the classroom. This format promotes the
development of responsibility for one's own training; development of meta-subject competencies;
increasing involvement.

In a strategic context, the flipped classroom is not only a methodological technique, but also a
tool for transforming the educational environment. It helps optimize face-to-face time, improves the
quality of knowledge acquisition, develops 21st century skills in students, and allows an educational
organization to reach a new level of competitiveness in the context of digital transformation.

The Flex model is a hybrid learning format in which the bulk of educational content and
assignments are placed in a digital environment, and face-to-face meetings with the teacher are
primarily advisory and corrective in nature [4,5]. A student or schoolchild has the opportunity to
independently choose the time, pace, and sequence of studying the material, while having access to
offline support to clarify complex issues, receive individual feedback, and complete key control
stages.

From the implementation standpoint, the Flex model requires comprehensive organizational
and technological preparation: full digitalization of the theoretical basis of the course, including
lectures, interactive simulations, multimedia and test assignments; structuring training modules so
that the student can complete them in an individual sequence, while maintaining the logical coherence
of the program; creating a consultation schedule (in person or online), working with the LMS
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calendar, integrating tools for booking consultations via Google Calendar , Microsoft Bookings or
similar; use of analytical panels for the teacher, allowing to see the student’s activity, percentage of
completed modules and problematic topics.

From a pedagogical point of view, the Flex model promotes the development of self-
organization skills and responsibility for the result. This format is especially effective for motivated
students and for disciplines where the emphasis is on research or project work. The teacher plays the
role of a tutor - a mentor who does not so much convey the material as help the student comprehend
and apply it.

Key pedagogical effects of the Flex model: individualization of learning; development of
critical thinking; development of digital literacy.

In a strategic perspective, the Flex model allows an educational organization to optimize the
workload of teachers, expand access to courses for students from different regions, and create a
sustainable self-study system that continues to operate even under restrictions on face-to-face
interaction. For a teacher, this is a transition from the role of a lecturer to the role of a mentor and
expert in supporting educational trajectories, and for a student, it is the development of key
competencies of the 21st century: independence, responsibility, and the ability to learn throughout
life.

The station rotation model assumes that within one lesson, students alternate between several
“stations” or learning zones, each of which assumes a certain format of work: online station-
independent work with digital materials, tests, simulations, interactive trainers; offline station-face-
to-face interaction with a teacher or completing practical tasks in small groups; project-collaborative
station-team work on cases, prototypes or research tasks. This approach allows for a combination of
several learning styles in one lesson, maintaining dynamics and engagement, and differentiating
assignments depending on the level of preparation of students.

From an implementation perspective, station rotation requires: clear logistics and time timing-
development of a movement schedule that eliminates downtime and group overlaps; a methodological
scenario for each station-each zone must have a specific goal, a set of materials and criteria for
successful completion; technical readiness- equipping online stations with the necessary equipment
and ensuring uninterrupted access to the LMS and digital resources; Training of teachers and
assistants - each station moderator must have a methodology that corresponds to its format (training,
discussion, project). From a pedagogical point of view, the station rotation model implements the
principles of variability and active learning. It: reduces cognitive fatigue as tasks and activities change
every 15-25 minutes; allows you to quickly identify difficulties and provide targeted assistance;
stimulates the development of universal competencies-communication, collaboration, time
management, flexibility of thinking.

An example of the organizational structure of a lesson using the Station model Rotation (for a
90 minute lesson):

20 minutes - online station: studying the theoretical block, completing interactive exercises in
LMS.

25 minutes - offline station: practical training of skills with a teacher.

25 minutes — project- collaborative station: solving a case in small groups.

15 minutes — general discussion of the results and summing up.

Management recommendations for implementation:

Planning stage : determine the number of stations, their content and duration, based on the
objectives of the lesson.

Technical integration: test equipment and access to resources at each station in advance.

Methodological support: create instructions and checklists for teachers and students to ensure
quick and clear movement between zones.

Performance analytics: Use the LMS to track progress at the online station and feedback forms
to assess the usefulness of other areas.
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From a strategic perspective, Station Rotation is a flexible learning tool that is suitable for both
schools and universities, especially in situations where it is necessary to combine theory, practice and
group interaction in one lesson. When implemented correctly, it creates conditions for the
development of not only academic but also social and communicative competencies, making the
educational process dynamic, engaging and sustainable.

Enriched Virtual Model (enriched virtual model) is a hybrid learning format in which the main
part of the educational process is implemented in an online environment, but the course structure
includes mandatory face-to-face modules. As a rule, such meetings are held at key stages: the start of
the course, midterm assessment, project defense, final knowledge assessment.

Unlike fully distance learning, the Enriched Virtual Model retains the value of personal
interaction, but uses it not to transmit theory, but to control, consolidate and practice knowledge.

From an implementation perspective, this model requires: clear planning of contact points-
identifying key stages at which face-to-face interaction brings the greatest pedagogical value;
development of a complete online infrastructure-LMS with a full course of materials, integration of
video lectures , simulators, forums, automated tests and analytical tools; methodological consistency-
offline modules should organically complement the online part, and not duplicate it; motivation
management- building a system of reminders, mid-term checks and gamified elements so that
students do not drop out of the process between face-to-face meetings.

From a pedagogical point of view, the Enriched Virtual Model : forms in the student the habit
of independently mastering the material, but at the same time does not leave him completely without
live interaction; allows for an in-depth knowledge test - in-person modules give the teacher the
opportunity to ensure understanding and the ability to apply the material in practice; promotes the
development of meta-subject skills - self-organization, planning, critical analysis of information.

An example of the organizational logic of a course using the Enriched Virtual model:

80-85% of the time is online: studying theory, taking tests, participating in online discussions,
working on projects.

15-20% of the time is offline: initial orientation, master classes, defense of group projects, final
certification.

Management recommendations for implementation: Feasibility Study: This model is
particularly effective for programs where a significant amount of knowledge can be acquired
remotely, but key skills require live practice (e.g., engineering, medicine, design, education). Teacher
training: training on how to work in an “enhanced” model, including methods for conducting
intensive offline sessions and using online analytics to adapt face-to-face lessons. KPI integration:
performance indicators, activity in LMS, completion of control tasks before and after face-to-face
meetings. Flexibility of schedule: For students and schoolchildren from different regions, offline
modules should be planned in advance and grouped to minimize logistical difficulties.

From a strategic perspective, the Enriched Virtual Model is a solution for educational
institutions seeking to scale programs while maintaining quality control and live interaction. It is
optimal for courses focused on developing practical competencies that cannot be fully developed in
a purely online environment. This approach allows for broad geographical accessibility of training
while maintaining personal contact and a high level of academic rigor.

Lab Rotation is a hybrid learning model in which students alternate between computer or
specialized lab work and traditional classroom instruction according to a pre-set schedule. Unlike the
Station model, Rotation , where movement between stations can occur within a single lesson, Lab
Rotation involves longer, block-based lab sessions focused on hands-on or research-based tasks using
specialized equipment or software.

From the implementation point of view, this model requires careful infrastructure planning -
the presence of modern laboratories equipped with up-to-date equipment, licensed software, high-
speed Internet and technical support; coordination of the access schedule — optimization of the
schedule so that laboratory resources are used evenly, without downtime and overload;
methodological integration of laboratory sessions — laboratory classes should not be an isolated
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element, but should organically fit into the overall curriculum, be preceded by theoretical modules
and end with analysis of the results; team coordination — interaction of teachers, laboratory
assistants, IT specialists and methodologists to ensure a holistic educational process.

From a pedagogical point of view, Lab Rotation : creates conditions for the application of
theoretical knowledge in real or as close to reality conditions as possible; develops practical
competencies and professional skills that are particularly in demand in engineering, natural science,
medical, technological and IT disciplines; develops the ability to work with professional tools,
observing technical and ethical standards.

An example of the structure of the training cycle according to the Lab Rotation model :

1. Theoretical training (online or in the classroom) - learning basic concepts, safety
instructions, mastering the methodology.

2. Laboratory session—completion of a practical task, experiment, prototyping, modeling.

3. Analysis and reflection — discussion of the results obtained, preparation of the report, mutual
assessment, formation of conclusions.

In a strategic perspective, Lab Rotation ensures the integration of academic knowledge and
practical skills at a high technological level. This model is especially valuable for educational
organizations focused on training specialists in high-tech and knowledge-intensive industries. When
properly organized, it becomes not just an educational format, but a tool for developing human
resources capable of meeting the challenges of the digital economy and the industry of the future.

The variety of hybrid learning models allows educational institutions to flexibly adapt the
process to the specifics of disciplines, the age of students, the level of digital maturity of teachers and
infrastructure capabilities. However, the choice of a specific model should be based on a systemic
comparative analysis that takes into account not only technological but also methodological,
organizational and resource factors (table 1).

Table 1 - Key parameters for model evaluation
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Pedagogical conclusion: Each model influences the formation of competencies in its own way:

Flipped classroom-emphasis on cross-curricular skills, critical thinking and group work.

Flex model-development of independence, planning and self-management skills.

Rotation of stations-development of communication, adaptability, and the ability to switch
between tasks.

Enriched Virtual — integration of online resources with live knowledge testing, forming a
comprehensive approach to learning.

Lab Rotation is a practical training of professional skills, mastering the work with real
equipment.

Management conclusion. From the point of view of project management of an educational
organization, the choice of a model should take into account:

The target audience is the age, level of digital literacy, and degree of independence of learners.

Subject specifics - the proportion of theoretical and practical material, the need for laboratory
and field studies.

Infrastructure readiness - availability of equipment, software, stable Internet connection ,
trained teachers.

The strategic goals of the organization are mass education, development of unique
competencies, and integration into international projects.

It is advisable to consider the implementation of a specific model not in isolation, but as an
element of a hybrid portfolio of formats. This allows them to be combined depending on the
discipline, module, or even a specific group of students. For example, a single curriculum can
combine a flipped classroom for theoretical disciplines and Lab Rotation for practical modules.
Effective implementation of hybrid learning requires a systematic approach, including preliminary
diagnostics of the educational organization’s readiness, phased implementation of technologies, and
ongoing quality control.

Stage 1. Diagnostics and planning.

Goals: identify strategic objectives for the implementation of hybrid learning; assess the
readiness of teachers, students and infrastructure.

Key actions: conducting surveys and interviews with the teaching staff and administration;
analysis of the technical base (availability of equipment, Internet access, licensed software);
identification of the needs of target groups (pupils, students, parents, administration).

Responsible  persons:  administration, IT  department, methodological
Monitoring tools : readiness reports, SWOT analysis, technical support checklists.

Stage 2. Development of a methodological and technological model.

Goals: identify a hybrid learning model that is optimal for a specific context ; develop curricula
that combine online and offline components.

Key actions: determining the share of online and offline classes; development of lesson
scenarios and assessment forms; selection and configuration of platforms (LMS, video conferencing
services, interactive tools).

Responsible  persons: methodologists, subject teachers, IT specialists.
Monitoring tools: course methodological maps, platform testing protocols, expert content assessment.

service.

0 “MexayHapoJHbIA HAyYHO-UCCIejoBaTeabcKUH neHTp “Endless Light in Science”



JKOHOMUHWYECKHWE HAYKHN

2024 -5.99

Stage 3. Improving the qualifications of teachers.

Goals: to develop teachers’ skills for working in a hybrid environment; provide methodological
and technical support.

Key actions: organizing training seminars and webinars on digital pedagogy; individual
consultations with teachers on course setup; creation of an internal methodological bank of best
practices.

Responsible  parties: methodological service, external experts, IT department.
Monitoring tools: certificates of completion of training, analysis of activity in LMS, feedback from
teachers.

Stage 4. Pilot implementation.

Goals: practice the selected model on a limited group; identify the strengths and weaknesses of
the implementation.

Key actions: launching pilot courses or classes with a hybrid model; collecting feedback from
all participants in the process; making adjustments to teaching materials and schedules.

Responsible  persons: project manager, pilot group of teachers, IT support.
Monitoring tools: participant surveys, comparative analysis of academic performance, reports on
technical failures.

Stage 5. Scaling and integration into the system.

Goals: extend hybrid learning to all target programs and courses; integrate the model into the
development strategy of the educational organization.

Key actions: expansion of practice to new disciplines and levels of education; inclusion of
hybrid learning performance indicators in KPIs for teachers and administration; constant updating of
digital tools and methods.

Responsible: administration, methodological service, digital development department.

Monitoring tools: regular course audits, analysis of progress dynamics, annual implementation
reports.

Stage 6. Continuous evaluation and improvement.

Goals: ensure sustainable development of the model; adapt courses to changing conditions and
technologies.

Key actions: annual evaluation of the effectiveness of the courses with the participation of
independent experts; analysis of new technologies and their integration into the process; adjusting
curricula based on feedback.

Responsible  parties: administration,  pedagogical  council, IT  department.
Monitoring tools: engagement metrics, course completion rates, comparative analysis over several
years.

Implementing hybrid learning is not a one-time event, but a strategic process that requires
coordinated actions by all participants. A roadmap based on diagnostics, methodological
development, teacher training, piloting and continuous improvement allows you to minimize risks
and ensure the sustainability of the model in the long term.

Hybrid learning in the modern educational system is no longer a temporary measure to respond
to crisis situations and is becoming a sustainable strategic direction for the development of both
school and university education. The analysis showed that this model has high potential to improve
the quality and accessibility of education by combining face-to-face and distance learning formats,
using adaptive digital technologies and introducing personalized learning paths.

At the same time, the benefits of hybrid learning are realized only under the condition of
systematic methodological development, technological readiness and organizational coordination.
The absence of a comprehensive approach can lead to the formalization of the model, overload of
participants and reduced efficiency. The challenges identified during the study - technical inequality,
insufficient level of digital competence of teachers, difficulties with motivation and assessment -
require targeted work to eliminate them at all stages of implementation.
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A comparative analysis of existing models for implementing hybrid learning has shown that
there is no universal solution: the choice of approach should be determined by the goals and context
of a specific educational organization. The implementation roadmap presented in the work allows for
a step-by-step process — from diagnostics and piloting to scaling and continuous improvement —
taking into account the specifics of the audience, resources, and strategic objectives.

From a pedagogical point of view, hybrid learning helps students develop self-organization
skills, critical thinking, digital literacy, and the ability to collaborate , which meets the requirements
of the 21st century and the demands of the modern labor market. For educational organizations, the
implementation of this model becomes not only a modernization tool, but also a factor of
sustainability in the context of global changes.

Thus, hybrid learning should be considered as a key element of the future educational paradigm,
in which technology and pedagogy are integrated into a single system focused on personal
development, improving the quality of education and its accessibility. Further research should be
aimed at developing unified standards for the quality of hybrid learning, studying its impact on long-
term educational outcomes and forming methodological recommendations taking into account
national and cultural characteristics.
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Abstract. In the context of the rapid development of digital technologies and the transformation
of the educational environment, the problem of maintaining and developing learning motivation is of
key importance for the effectiveness and sustainability of educational systems. Generations Z (1995—
2010) and Alpha (2010 to the present), being digital natives, demonstrate qualitatively different
cognitive, communicative and value models compared to previous generations. Their educational
experience is formed in the context of high-speed information flows, multimedia content, the
integration of social networks and gamified platforms into everyday learning. These generations
require fundamentally new approaches from teachers and educational institutions that take into
account the fragmentation of attention, the need for interactivity, instant feedback and personalized
development trajectories.

The article reveals the theoretical and methodological foundations of motivation for learning
in the digital era, analyzing the transformation of classical motivational concepts ( behaviorist ,
cognitive, humanistic) in the digital environment. Based on the theory of self-determination , it is
considered how basic psychological needs - autonomy, competence and involvement - are reflected
in digital educational ecosystems and influence the formation of sustainable learning motivation.

The article presents the features of value and cognitive attitudes of generations Z and Alpha ,
identifies key barriers that hinder long-term engagement (information overload, superficial
assimilation, shift towards external motivation). Comprehensive strategies for increasing motivation
are proposed, including personalization of learning based on artificial intelligence, semantic
gamification , microlearning , project-based collaborative formats and integration of media literacy.

The synthesis of modern pedagogical approaches, neuropsychological research and EdTech
practice allows us to offer teachers, administrators and developers of digital educational platforms
recommendations for designing learning environments that can not only support but also develop
internal motivation, ensure depth and awareness of learning, and prepare students for successful
activities in the conditions of an ever-changing technological reality. For the first time, a three-level
model of recommendations (strategic, organizational, methodological levels) has been proposed,
ensuring a holistic adaptation of educational processes to the characteristics of digital generations
and minimizing the risks of a decrease in internal motivation in the digital environment.

Keywords: motivation for learning, generation Z, generation Alpha, digital pedagogy,
engagement, EdTech, intrinsic motivation, educational environment.
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At the beginning of the 21st century, education is experiencing a qualitative change caused by
rapid digital transformation and profound changes in the socio-cultural attitudes of society. The
emergence and development of high-speed Internet, mobile devices, social networks and intelligent
learning systems have changed not only the methods of knowledge transfer, but also the very nature
of the educational process. In this new reality, the problem of student motivation has ceased to be an
exclusively pedagogical issue and has turned into an interdisciplinary task requiring the combined
efforts of pedagogy, psychology, cognitive sciences, neurobiology and information technology.

Of particular note in this context are Generations Z (born around 1995-2010) and Alpha (2010—
present), who have been shaped by the constant presence of digital technologies in their lives since
early childhood. Unlike previous generations, they perceive online communication, multimedia
content, and interactive environments not as an innovation, but as a natural, organic part of the
educational and social experience. This has a profound impact on their cognitive habits, the speed of
information processing, the structure of attention, and the ways in which they perceive and process
knowledge.

Modern research shows that the motivational mechanisms of digital generations differ from
traditional models [1-4]. If for generations X and Y, the authority of the teacher, the structure of
educational materials and long-term goals played an important role, then for representatives of Z and
Alpha, the key factors are interactivity, instant feedback, the ability to personalize the learning
trajectory and the practical applicability of knowledge "here and now" [5,6].

In conditions of high information density and competition of educational content for the
attention of the student, the task of the teacher and the educational organization is not only to transfer
knowledge, but also to create conditions in which the internal motivation of the student will be
supported and strengthened. This requires rethinking classical pedagogical concepts taking into
account digital specifics, the introduction of hybrid educational models and the use of tools that can
adapt to the individual cognitive profiles of students [7-12].

Thus, the relevance of the article is due to the need to develop and implement effective strategies
for motivating learning for generations Z and Alpha, capable of ensuring deep, sustainable and
conscious acquisition of knowledge in the digital educational environment. The article is aimed at a
theoretical and methodological analysis of this problem and the development of practical
recommendations for teachers, administrators of educational institutions and developers of EdTech
solutions.

Historically, motivation for learning has been viewed through the prism of several key
theoretical approaches: behavioral, cognitive, humanistic, and social-cognitive. Each of them has
made a significant contribution to understanding how a person’s desire to acquire new knowledge is
formed and maintained. However, in the context of digital transformation of education, these theories
require revision and adaptation to new conditions of perception of information, communication, and
interaction of students with educational content [13,14].

Behaviorism is based on the idea that a learner's behavior can be shaped through a system of
incentives and reinforcements. In traditional learning, this was expressed in a system of assessments,
praise, and punishment. In the digital environment, the role of "reinforcements" has been transformed
into game mechanics (badges, levels, points), instant notifications of progress, and automated
feedback. For generations Z and Alpha, this approach is especially effective in the short term, but
when used excessively, the risk of shifting motivation to the external sphere increases, which requires
balancing with methods that support internal interest [8,9].

Cognitive theory emphasizes the active role of the learner in constructing his or her own
knowledge, where the processes of information processing, searching for meanings, and constructing
cognitive schemes are of key importance. The digital age has increased the importance of this
approach through interactive simulations, adaptive courses, and intelligent learning systems that can
adjust the complexity and format of material delivery to the learner’s level. However, the constant
availability of information on the Internet has created the risk of superficial learning, in which
cognitive structures are formed fragmentarily and without deep integration of knowledge [7].
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Humanistic pedagogy is based on the idea of self-actualization and the desire of the individual
to develop while creating conditions of trust, respect and personal support. For the digital generation,
this theory has acquired a new dimension: the basic levels of Maslow's pyramid (physiological needs,
security) in the online environment are supplemented by the need for digital identity, cybersecurity
and social recognition in virtual communities. The teacher becomes not only a source of knowledge,
but also a facilitator, helping the student to build a meaningful digital trajectory of personal and
professional growth [6,13].

Bandura’s approach, based on the concept of self-efficacy and observational learning, has been
greatly enhanced in the digital environment through online communities, streaming platforms,
collaborative projects, and media content. The ability to instantly observe the experience and
successes of others (e.g. through educational videos, challenges, gamified tasks) enhances the effect
of behavior modeling. However, for generations Z and Alpha, this is accompanied by the risk of
social comparison and demotivation when faced with unattainable standards of success [15]. Thus,
classical theories of motivation have not lost their value, but in the digital educational environment
they have undergone significant changes, requiring the teacher to be able to combine different
approaches, integrating them into personalized and technologically supported motivation strategies.

Self-determination theory, developed by E. Deci and R. Ryan, is one of the most influential
concepts explaining the nature of intrinsic motivation. It is based on the assertion that sustainable and
deep motivation arises from the satisfaction of three fundamental psychological needs: autonomy,
competence, and belonging. In the digital age, especially for generations Z and Alpha, each of these
needs takes on specific forms of manifestation and satisfaction [1].

For digital generations, autonomy is not only the ability to choose a learning path, but also
control over the format, time, and pace of mastering the material. Personalized platforms (Coursera,
Khan Academy, Duolingo) and adaptive LMS allow learners to independently determine the
sequence of modules, choose the difficulty of tasks and integrate learning into their own rhythm of
life. For the teacher, the task is not to provide complete freedom (which can lead to fragmentation of
the process), but to create "directed autonomy", when the learner acts within the framework of a well-
thought-out pedagogical architecture, but with a sense of personal control.

The digital environment offers Generation Z and Alpha constant feedback through automated
tests, digital certificates, badges , ratings and gamified progress metrics. However, to form sustainable
motivation, it is not only the frequency of feedback that is important, but also its quality content-it
should help the learner understand not just the result, but also the ways to achieve it. The practice of
microlearning, interactive simulations and AR/VR environments enhances the sense of competence,
since it allows you to immediately apply knowledge in quasi-real conditions.

Generations Z and Alpha have a strong need for social integration, but they do so primarily
through digital channels, from educational communities on Discord to project groups on Miro or
Notion. For them, learning is often a social event, where not only the outcome but also the shared
experience is important . Digital platforms that integrate group chat, real-time collaboration, and
public recognition of achievements significantly increase the sense of belonging and support learning
motivation [15].

Despite the potential of self-determination theory, the digital context also creates new risks:
platform algorithms can subtly limit choices by pushing you towards certain routes; students may
focus on "quick wins"( badges, likes) instead of deep mastery of the material; Online communication
sometimes remains superficial, without forming long-term professional and educational connections.
Thus, the successful application of self-determination theory to Generations Z and Alpha requires not
only technological support, but also fine-tuning of pedagogical approaches that ensure a balance
between freedom and structure, external incentives and internal motivations.

Generation Z was the first generation to be fully immersed in the digital environment from an
early age. Their childhood and adolescence coincided with the rapid development of smartphones,
social networks, online games and streaming services. This generation was formed in the conditions
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of global interconnectedness, high speed of information exchange and availability of almost any
knowledge "with one touch".

Cognitive traits: Gen Z learners easily switch between text, video, infographics, and interactive
simulations; ability to multitask, but at risk of reduced depth of information processing; habit of short,
dynamic content formats (YouTube Shorts, TikTok) promotes rapid absorption of superficial
information, but makes it difficult to concentrate on one material for a long time; preference for
infographics, animations and visual diagrams over text descriptions.

Motivational attitudes: desire for practical applicability of knowledge: if information is not
perceived as useful “here and now”, motivation to master it quickly decreases; need for instant
feedback and visible progress-digital metrics, ratings and visualization of achievements act as an
important incentive; high importance of individualization of the educational process-they appreciate
it when a teacher or system takes into account their interests, level of training and goals.

Social and communication preferences. active integration into online communities of interest,
including educational ones; a tendency toward an informal style of communication in digital
channels, which requires teachers to be able to adapt the style of presentation of material; the need
for hybrid formats of interaction-a combination of online and offline elements.

To successfully work with Generation Z, a teacher needs to integrate gamified elements into
the learning process, but at the same time provide a meaningful load; use multimodal formats for
presenting material (videos, podcasts, interactive tests); build training on the principle of "short
module — immediate application"; Apply progress and engagement analytics to personalize learning.
Thus, Generation Z combines high technological adaptability with the need for constant interest and
emotional involvement. Their motivation to learn is enhanced when the learning process is perceived
as a personalized, interactive and practically meaningful journey.

Generation Alpha is the first generation to grow up completely in conditions of total digital
integration. While digital technologies have become a familiar tool for Generation Z, for Alpha they
are a natural and integral part of everyday life, communication and learning. From the first years of
life, these children interact with touch screens, voice assistants, smart toys and educational
applications, which forms a different cognitive foundation for them compared to previous
generations.

Cognitive features. intuitive mastery of interfaces and digital tools without formal training; high
speed of attention switching, but at the same time a pronounced dependence on intense stimulation
(dynamic content, sound and visual effects); preference for interactive formats (game tasks, AR/VR,
simulations) instead of passive perception of information; formation of cognitive strategies in short
information cycles - the so-called " TikTok effect", when knowledge is acquired in microdoses.

Motivational attitudes: expectation of immediate feedback on the results of activities (instant
assessments, automatic checking of assignments, audience reaction); increased focus on gamified
learning scenarios - game elements are perceived as a natural form of the educational process; the
need for self-identification through digital avatars, profiles and achievements in educational and
gaming platforms.

Social and communication preferences: social interaction is predominantly carried out through
digital channels (online chats, voice rooms, social games); the formation of a "mixed reality" - the
boundaries between online and offline interaction are practically blurred; a weaker attachment to
traditional forms of authority: for them, the importance of a teacher is determined not by position, but
by the quality of content, communication style and ability to inspire.

To effectively train the Alpha generation it is necessary: integrate interactive and immersive
technologies (AR/VR, holographic simulations, adaptive games); provide immediate and meaningful
feedback, avoiding delays between action and result; build training on short but meaningful modules,
with clear visualization of progress; pay attention to the development of critical thinking and
information processing skills in order to counter the risks of superficial knowledge acquisition.
Generation Alpha therefore requires a highly adaptive, multimodal and interactive learning
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environment where technology serves not only as an engagement tool but also as a means of
developing deep, long-term learning skills.

Despite the significant opportunities that the digital educational environment opens up for
generations Z and Alpha, there are a number of factors that can reduce or distort learning motivation.
These barriers are caused not only by technological and pedagogical aspects, but also by the
peculiarities of the cognitive and social development of students in the context of constant digital
influence.

Modern students are confronted daily with a huge amount of information coming through social
networks, instant messengers, online courses, games and multimedia. According to research by
neuropsychologists, excess cognitive load leads to a decrease in the ability to deeply assimilate
material and form long-term memory. This is especially relevant for generations Z and Alpha, since
their educational activities are often combined with parallel consumption of entertainment content
[9].

Over-reliance on short, dynamic formats (short videos, microposts, infographics) can form a
habit of superficial assimilation of the material. As a result, the student remembers individual facts,
but does not connect them into a systemic picture.

In conditions of high density of digital stimuli, representatives of generations Z and Alpha
develop “clip” thinking, in which attention is easily distracted and it is difficult to hold on one object
for more than 5—7 minutes [14].

Game mechanics, ratings, likes and digital rewards are strong external incentives, but if
implemented incorrectly, they displace internal motivation. The learner begins to learn for the sake
of receiving a reward, and not for the sake of the process of learning itself [2].

In a digital environment, the progress and achievements of other students are often visible to
all participants in the process. While this can stimulate competition, it can be demotivating for some
students, especially if their results are significantly below the average or best of the group.

Developing motivation strategies for Generations Z and Alpha in a digital educational
environment requires integrating classical pedagogical approaches, modern psychological concepts,
and technological solutions. An effective model should be based on a combination of internal and
external motivation, ensure adaptability, practical significance, and emotional involvement.

Personalized learning in the context of Generations Z and Alpha is based on the concept of
directed autonomy within the framework of self-determination theory, which states that motivation
is enhanced when the learner feels in control of the process and sees the personal significance of the
material being studied [1]. In contrast to simple “free choice,” directed autonomy assumes that the
learner’s freedom of action is structured and based on a pedagogical architecture that sets the vector
and framework of the educational process. Thus, individualization should be combined with targeted
support and methodological control in order to avoid fragmentation of knowledge and loss of logical
consistency.

In scientific and methodological discourse, personalized learning is interpreted as the
integration of three components: content adaptation; flexible organizational model; differentiated
feedback.

Practical implementation.

Using systems like Moodle (with Al modules), Canvas, EdApp or Knewton that analyze digital
traces of learning and automatically select content based on test results, engagement levels and
preferred learning formats. Using big data analytics to create a personalized learning plan, in which
modules, assignments, and forms of control are selected to match the student’s professional goals.
Providing the opportunity to choose the format for completing assignments (essay, podcast,
infographics, video project), which allows you to rely on the strengths of the student and develop
multi-channel thinking. Assigning a tutor or mentor who adjusts the trajectory, helping to connect the
individual educational path with long-term professional prospects.

Personalized learning increases the subjective sense of control and significance of the learning
process, which directly enhances intrinsic motivation. For Generations Z and Alpha, who value an
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individual approach and pragmatism, such a model creates stronger links between theoretical
knowledge and its practical application. In the long term, this contributes to the development of self-
organization skills, goal setting, and critical assessment of one’s own results, which is especially
important in a rapidly changing technological environment.

Despite the obvious advantages, excessive personalization can lead to the isolation of the
learner and a decrease in the collective dynamics of the group. Therefore, the pedagogical task is to
combine individual trajectories with collective learning formats, maintaining a balance between
personal interests and common educational goals.

Gamification, as K. Kapp notes, is the systematic use of game mechanics and elements in non-

game contexts to increase engagement and learning efficiency [12]. However, in the context of
working with generations Z and Alpha, its application requires a move away from a superficial
approach focused exclusively on external incentives (points, badges, ratings) towards meaningful
gamification.
Meaningful gamification implies that game elements are organically integrated into the learning
content and are directly related to the formation of target competencies. It is based on the principle
of intrinsic integration, in which gameplay does not distract from educational tasks, but becomes an
integral part of them.

For generations Z and Alpha, who have a high level of experience interacting with digital games
and interactive environments, gamification without a meaningful component quickly loses its appeal.
What is important is not just the form, but the presence of a plot, context and challenge that allow the
learner to experience an experience close to professional or life situations.

Methodological principles of semantic gamification: Each game mission or task should
contribute to the achievement of a specific educational goal, fixed in the course program; individual
tasks are combined into a single narrative line, which increases the coherence of the educational
experience and reduces the risk of fragmentation of knowledge; levels and rewards reflect the growth
of skills, and not just activity; use of team formats and collective challenges that develop
communication and responsibility skills.

Practical implementation. each course topic is designed as a mission with a clear context (e.g.,
“investigate an environmental incident,” “create a startup prototype”), where success depends on the
application of the material being studied; the achievement system focuses not on the fact of
completing the task, but on mastering certain competencies (“Level 2 Analyst,” “Level 1 Strategist”);
students temporarily assume professional roles (journalist, engineer, researcher), which helps to
understand the applied significance of knowledge; tasks that require teamwork and coordination of
actions in a team (e.g., creating a single project, distributing roles, mutual assessment of
contributions).

Meaningful gamification helps to create sustainable internal motivation, as the learner does not
simply perform actions for the sake of a reward, but sees a direct connection between game tasks and
personal educational or career goals. This enhances the sense of competence, promotes knowledge
consolidation through active application, and increases social involvement.

The danger of superficial gamification is the so-called " badge effect ", when the learner's
attention shifts to external rewards rather than to the quality of learning. Therefore, pedagogical
expertise of scenarios is necessary so that game mechanics always have educational content and do
not become an end in themselves.

Microlearning is a didactic strategy in which educational material is structured into short,
clearly defined modules (usually 3—10 minutes), each unit of which is aimed at mastering a specific
knowledge or skill. According to the cognitive theory of multimedia learning and the theory of
cognitive load, breaking information into small logical fragments reduces the load on working
memory, facilitates the integration of new knowledge into existing cognitive schemes, and increases
the likelihood of long-term memorization [9,11].

For Generations Z and Alpha microlearning is particularly effective because their cognitive
habits were formed in conditions of short information cycles (short videos, stories, podcasts), and the
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ability to maintain concentration on one object is limited. However, the key is the semantic saturation
of the module in order to avoid the effect of superficial assimilation.

Methodological principles of microlearning: clear purpose of each module; immediate practical
integration; multimodality of delivery; flexible navigation.

Practical implementation: dividing the curriculum into micro-blocks of 5-10 minutes, each
covering one key idea or skill; creation of adapted content for smartphones and tablets (podcasts,
interactive cards, short videos); mini-tests or assignments at the end of each module with instant
feedback; a combination of microlearning with traditional lecture or project formats to form a holistic
picture of the topic.

Application examples: in the foreign language course-daily S5-minute assignments on new
vocabulary followed by a mini-dialogue. In engineering disciplines - micro-lessons on specific tools
or formulas with application simulators. In the humanities - short thematic podcasts followed by an
analytical question.

Microlearning encourages regular learning habits and creates a sense of rapid achievement,
which increases motivation and reduces the risk of overload. For digital natives, this approach
provides a balance between a format that is familiar to their information consumption style and the
depth that comes from immediate application of the material.

There is a risk of knowledge fragmentation if microlearning is not integrated into a holistic
pedagogical system. Therefore, microlessons should be designed to be combined into logical modules
and courses, and the pedagogical goal should always remain the leading one.

Project and collaborative activities in education are based on the social-cognitive theory of A.
Bandura, according to which learning occurs not only through direct assimilation of information, but
also through observation, joint interaction and modeling of behavior. For generations Z and Alpha,
who grew up in conditions of constant digital communication and online communities, joint work is
not just a method, but a natural form of educational interaction [1].

In the scientific and methodological context, project and collaborative work in the digital era
performs several functions: formation competencies XXI centuries (4 C — critical thinking,
creativity, collaboration, communication); development of meta-skills - self-organization, role
distribution, time management, working with digital tools for collaborative creativity; maintaining
motivation through involvement - a sense of the significance of one's contribution and belonging to
a group.

The peculiarity of working with generations Z and Alpha is the need to integrate digital
ecosystems for collaborative activities (Miro, MURAL, Trello, Notion, GitHub) with project-based
learning methods (Project-Based Learning, Problem-Based Learning), so that collaborative work has
both educational and technological value.

Methodological principles: projects should be related to current social, technological or
professional problems; integration of knowledge from different fields for a comprehensive solution
to the problem; clear definition of the functions of each participant, which increases the sense of
responsibility; recording and analysis of individual and group achievements using digital tools for
tracking progress.

Practical implementation: creating an online space where teams work on projects in real time,
using shared boards, documents and databases; time-limited tasks that require quick coordination of
actions and creative solutions; a combination of offline meetings (to discuss key stages) with online
work (for current tasks and coordination); regular presentations of progress to other teams or experts,
which creates additional motivation and stimulates the exchange of experience.

Application examples: In the marketing course, we will develop a full-fledged advertising
campaign for a local brand using social media analytics. In engineering disciplines, creating a
prototype of a device or system using CAD programs and Arduino. In the humanities — development
of a multimedia research project (documentary film, interactive website).

Project and collaborative work increases engagement through social dynamics and
responsibility to the team. It creates space for the practical application of knowledge, develops
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interpersonal communication skills, critical analysis and creative problem solving. For generations Z
and Alpha , it is the experience of jointly creating a product that can be presented and used outside
the classroom that is important.

In collaborative formats, there is a risk of uneven distribution of workload and the “passenger
effect,” when individual participants make minimal contributions. To prevent this, it is important to
design an assessment system that takes into account both collective and individual results, as well as
to use digital activity trackers.

Media literacy in the modern educational context is considered as a key component of digital
literacy, which ensures the ability to critically perceive, analyze and create media content in the
context of information redundancy and digital disinformation. According to the concept Framework
for 21st Century Learning, media literacy refers to the meta-skills of the 21st century, which develop
in students the ability not only to find information, but also to evaluate its reliability, the authority of
the source and its relevance to tasks [10].

For generations Z and Alpha , who are immersed in the media environment from an early age
and interact daily with streams of visual, audio and textual information, media literacy is becoming
not just an educational skill, but a condition for personal and professional safety. At the same time,
their high technical competence is often combined with insufficient criticality in assessing sources,
which makes the integration of media literacy into the educational process a pedagogical priority.

Methodological principles of media literacy integration: Media literacy should be developed
not as a one-off course, but as a cross-cutting competence integrated into each discipline; work with
real information materials relevant to a specific area of knowledge; regular analysis of one’s own
information habits and search strategies. using simulations, role-playing games and case methods to
develop critical media assessment skills.

Practical implementation: tasks to identify manipulative techniques, check facts, determine the
emotional coloring of the material; teamwork to check the reliability of information in social networks
or media, with a public presentation of the results; development of educational podcasts, videos,
infographics on the topic being studied with mandatory analysis of sources; training in working with
services like Google Fact Check, TinEye, Media Bias / Fact Check.

Application examples: in the social studies course - analysis of news publications from different
media platforms to identify differences in the presentation of information. In medical disciplines -
critical evaluation of Internet materials on treatment methods, identification of pseudoscientific
statements. In engineering courses, this involves checking technical articles and forums for data
reliability and source authority.

Integrating media literacy into the educational process helps students navigate the information
space independently, resist manipulation, and make decisions based on verified data. For generations
Z and Alpha, this not only develops critical thinking, but also increases motivation due to the practical
applicability of skills in real life.

Examples of application in school and university.

Lesson plan at school.

Class:9-11

Topic:The Great Patriotic War: the feat of the people.

Format: mixed lesson with digital technologies and project elements

Organizational moment(2 min). Greetings. Short introductory video (30 seconds) with war
footage and a question on the screen:

"What do you think motivated people to perform feats?"

The goal of the lesson: to understand the key events of the war and see the personal stories of
the heroes through digital sources.

Microlearning: Introduction (5 min).

The teacher shows a 5-slide presentation with key dates and facts (1941-1945).

Format: Short blocks (1 minute per slide) with a question after each one (“Why was this event
a turning point?”).
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Tool: Google Slides / Canva.

Personalized Learning: Role-Playing Immersion (5 min.)

Students are invited to choose “their role” — a front-line soldier, a nurse, a teenager in besieged
Leningrad, an engineer at a defense plant.

Each role receives a QR code with a link to the material: scans of letters, photo archives,
excerpts from diaries.

Task: study the material in 3 minutes and write down 2 facts that are important for
understanding life in that situation.

Gamification with a focus on meaning: the quest "Road to Victory" (10 min.)

The class is divided into 4 teams. Each team receives a "route sheet" with 4 tasks: Determine
the location of the key battle on the map. Match the quote with the hero's name. Solve the encrypted
date (using the Caesar cipher). Answer the question about frontline photography.

For each completed task, the team advances along the virtual war map (Google My Maps).

Project and collaborative work (10 min.)

Each team prepares a mini digital poster "A Feat That Will Never Be Forgotten" in Canva /
Miro.

Material - facts found from your role and quest tasks.

The result is a presentation of the work in the format “1 minute — 1 story”.

Integrating Media Literacy (5 min.)

The teacher shows two historical photos: one is authentic from the archive, the other is fake,
often found on social networks .

The task: to check their authenticity through Google Images or "The Feat of the People".

Discussion: How fakes distort the memory of war.

Lesson summary and reflection (3 min.)

Discussion: “ What surprised or touched you most today?”

Short survey in Mentimeter / Kahoot : 3 questions on key events and conclusions of the lesson.

Homework: record an audio or video story about a veteran (relative or city resident) and upload

it to the school LMS.
Integrating motivational strategies into the lesson
Strategy Element of the lesson Tools
' ' i

Personalized learning Role gelectlon individual QR codes, Google Docs
materials

Gamlﬁcatlon with a focus on Quest "Road to Victory" Google My Maps

meaning

Microlearning Injtrgductory presentation and Google Slides
mini-tasks

Project collaboration Teamwork on a digital poster Canva , Miro

Media literacy Photo Authenticity Verification | Google Images , archives

University lesson plan

Discipline: History of the 20th century

Topic: "The Cold War: Ideological Confrontation and Global Consequences”
Format: interactive lecture + seminar with elements of project work

Organizational introduction (2 min.) Greeting, statement of the problem: “Why does the Cold
War still influence the politics and economics of the 21st century?”’. Showing a short video fragment
(1 min.) with a chronicle of 1947-1991 (the fall of the Berlin Wall, the Cuban Missile Crisis, the

space race).
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Microlearning: introductory block (6 min.) . Mini-lecture in the format of 3 information blocks
of 2 minutes each: Origins of the conflict (post-war world order). Key crises and confrontations .
Results and long-term consequences. After each block - a short question from the audience in
Mentimeter: "What event do you consider a turning point and why?"

Personalized Learning: Research Roles (5 min.) Students choose one of the research roles: US
diplomat. Soviet military analyst. European political scientist. Journalist of a neutral country. Each
role receives a selection of sources via LMS: fragments of speeches, statistics, maps. Task: identify
2-3 arguments that reflect “your” point of view on the Cold War.

Gamification with a focus on meaning: negotiation simulation (10 min.) The room is divided
into 4 groups by roles. Scenario: 1983, crisis in Europe. Each group must: Present your position on
the issue of deploying nuclear missiles. Suggest a compromise solution. For “successful diplomatic
steps” groups receive points (not for speed, but for argumentation and readiness to make concessions).

Project and collaborative work (10 min.). The same groups create an interactive map "Hot spots
of the Cold War " in Google My Maps or Padlet. The map marks at least 3 events with a brief
description, dates, photographs and sources. At the end, 2-3 groups present their cards.

Media Literacy Integration (5 min.): The teacher demonstrates two quotes: one authentic, the
other from a fake social media post attributing the words to Reagan or Gorbachev. Students' task: to
check the authenticity (via Google Scholar, newspaper archives, official websites). A short discussion
about how distortions of facts change historical memory.

Summary and reflection (2 min.) Discussion: “What in the Cold War turned out to be most
relevant for the present day?” Mini Kahoot survey to test key concepts (5 questions). Homework:
Prepare a 3-minute video commentary on one hot spot with source analysis.

Integration of motivation strategies

Strategy Element of the lesson Tools

Selecting a research role and

personal sources LMS, Google Docs

Personalized learning

Gamification with a focus on

. Simulation of negotiations Scenario, scoring system
meaning
Microlearning Three short lecture blocks Presentation, Mentimeter
Project collaboration Creating a hotspot map Google My Maps , Padlet
Media literacy Verifying the authenticity of Google Scholar , archives

quotes

Effective work with generations Z and Alpha in the digital era requires a comprehensive
approach from educational institutions, including strategic planning, organizational transformation
and methodological modernization. The proposed model of recommendations includes three
interrelated levels: strategic, organizational and methodological.

Strategic level - formation of digital educational policy. Objectives: ldentify long-term
priorities in the development of digital forms of learning and motivational strategies. Align
educational policy with EdTech trends and labor market requirements.

Recommendations: Develop a digital transformation roadmap that includes the implementation
of adaptive platforms and hybrid learning models. Include KPIs for student engagement and
satisfaction in the strategy. Ensure the integration of approaches based on self-determination theory
into educational policy.

Organizational level - adaptation of infrastructure and processes.

Goals: Create conditions for sustainable digital motivation of students. Ensure flexibility and
personalization of the educational process.
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Recommendations: Implement adaptive LMS with a data analytics module to track individual
progress and engagement. Organize blended learning by combining online modules and offline
practice. Introduce regular methodological sessions for teachers on the use of gamification,
microlearning and project formats. Create digital collaboration spaces (virtual laboratories, project
platforms).

Methodological level - design of educational experience.

Goals: Develop training materials and scenarios that take into account the characteristics of
Generations Z and Alpha. Maintain a balance between technology and pedagogical appropriateness.

Recommendations: Structure courses into short modules with clear objectives and the ability to
immediately apply knowledge. Use multimodal delivery of content (videos, interactive tasks,
simulations). Integrate meaningful gamification—game elements that are closely linked to
educational goals. Integrate media literacy practices into every course to develop critical thinking.
Conduct regular analysis of digital learning traces to adjust methodology.

The final pedagogical guideline: educational institutions should perceive the motivation of
generations Z and Alpha not as a separate element of the process, but as a result of the integration of
pedagogy, psychology and technology into a single educational ecosystem. Only a comprehensive
approach will allow maintaining long-term internal motivation, preventing the effect of "rapid
burnout" in the digital environment.

The problem of motivation for learning in the digital era for generations Z and Alpha is a
complex and multidimensional phenomenon that cannot be reduced to individual methodological
techniques or the introduction of new technologies. The study showed that a successful educational
strategy should be based on a synthesis of classical psychological theories of motivation and modern
tools of digital pedagogy adapted to the cognitive, social and value characteristics of students.

Generation Z, with its high digital adaptability and propensity for multimodal perception,
demands flexibility, personalization, and integration of practice-oriented tasks from educational
practices. Generation Alpha, being fully formed in the digital ecosystem, needs the most interactive,
dynamic, and visually rich formats, while the task of developing deep critical thinking and long-term
concentration skills in them is acute.

The identified barriers to motivation — cognitive overload, the effect of superficial learning,
decreased concentration, shift of motivation to the external sphere, and risks of social comparison —
demonstrate that the digital environment is simultaneously a source of opportunities and an area of
increased risks. This requires teachers to be able to balance between technology and pedagogical
expediency, building the educational process so that technology enhances internal motivation, rather
than replacing it.

The proposed strategies — personalized learning, meaningful gamification, microlearning ,
project collaboration , and media literacy integration — form the basis for building sustainable
motivational models. Their effectiveness will be maximal when implemented within the framework
of a systemic approach that includes the strategic, organizational, and methodological levels of
educational policy.

From a pedagogical perspective, the key is to shift the focus from knowledge transfer to
designing learning experiences in which the learner is an active participant rather than a passive
recipient of information. Further research in this area could focus on developing metrics for deep
engagement, studying the neuropsychological effects of digital learning, and creating adaptive
systems that integrate Al to support individual motivational trajectories. Thus, motivating generations
Z and Alpha in the digital age is not just a pedagogical challenge, but a strategic task, the solution to
which will determine the quality of human capital and the competitiveness of educational systems in
the 21st century.
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