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Abstract.
The manual “People Management in the Global world” is intended for
bachelors and Master’s students of the Faculty for Global Studies (FGS) at the
Lomonosov Moscow State University (MSU), who specialize in the global
economy and management, as well as for the MSU students of inter-faculty
courses on topical issues about modern staff management.
The topic on staff management is a part the course "Global Management",
which is studied by the first year FGS Master’s students and the second year
Master’s students of Higher School of Policy in Culture and Management in the
Sphere of Humanities.
This course, which is innovative, aims to reveal the necessity for a new
approach to modern staff in strategic human resource management within
effective corporate culture. The course explains the new educational challenges,
posed to training of a new type of employees – intellectual employees (that are
innovators, not just implementers), as well as the importance of socialist
experience of the PRC for the transition to a new paradigm of management in
terms of development knowledge based economy.
Keywords: strategic staff management, staff management – where
employee is regarded as a professional individual instead of an ordinary
implementer; leadership in modern management, intellectual employees;
effective corporate culture, employees’ emotional and intellectual involvement,
5th and 6th technological orders.
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Перечень компетенций, формируемых в результате
освоения дисциплины
В процессе изучения учебной дисциплины магистрант может приобрести
компетенции, которые пригодятся ему в будущей профессиональной
деятельности и личной жизни.
В соответствии с ФГОС ВПО по направлению подготовки 220100, магистрант
должен обладать следующими компетенциями:
Шифр

Содержание компетенции
Общекультурные компетенции
Способность совершенствовать и развивать свой интеллектуальный и
ОК-1
общекультурный уровень
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Cпособность к самостоятельному обучению новым методам исследования, к
ОК-2 изменению научного и научно-производственного профиля своей
профессиональной деятельности
Cпособность свободно применять русский и один из иностранных языков как
ОК-3
средства делового общения
Cпособность использовать на практике умения и навыки в организации
ОК-4
исследовательских и проектных работ, в управлении коллективом
Cпособность проявлять инициативу, в том числе в ситуациях риска, брать на
ОК-5
себя всю полноту ответственности
Cпособность применять в практической деятельности новые знания и умения, в
ОК-6 том числе в новых областях знаний, непосредственно не связанных с
управлением интеллектуальными сотрудниками
Cпособность понимать сущность и значение информации в развитии
современного информационного общества, сознавать опасности и угрозы,
ОК-8
возникающие в этом процессе, соблюдать основные требования
информационной безопасности, в том числе защиты государственной тайны
Профессиональные компетенции
Cпособность вскрыть математическую, естественнонаучную и управленческую
ПК-1 сущность проблем, возникающих в ходе профессиональной деятельности,
провести их качественно-количественный анализ
Способность ставить задачи исследования, выбирать методы
ПК-2 экспериментальной работы, интерпретировать и представлять результаты
исследований
Способность анализировать, синтезировать и критически резюмировать
ПК-3
информацию
Способность оформить, представить и доложить результаты выполненной
ПК-4
работы
Способность разработать практические рекомендации по использованию
ПК-5
результатов научных исследований в области управления персоналом
Способность организовать работу коллектива исполнителей, принятие
ПК-6 исполнительских решений в условиях спектра мнений, определить порядок
выполнения работ
Способность применять перспективные методы системного анализа и принятия
решений для исследования проблем управления персоналом на основе мировых
ПК-7
тенденций развития системного анализа, управления и информационных
технологий
Способность формировать технические задания и участвовать в разработке
ПК-9 аппаратных и/или программных средств экспертных систем поддержки
принятия оптимальных решений
Способность принимать непосредственное участие в учебной работе кафедр и
ПК-12 других учебных подразделений по направлению "Стратегическое управление
современным персоналом"
Способность руководить коллективами разработчиков аппаратных и/или
ПК-13
программных средств экспертных систем поддержки принимаемых решений
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Preface
I believe that because knowledge capital has emerged as the one and only
competitive resource for organizations and HR practitioners are experts in
dealing with that resource, the HR function has the potential to become the
single most important leadership role in organizational settings today and in the
future. As in Japan, where senior HR executives are often the future chief
executive officers in training, HR practitioners are ideally positioned to
demonstrate the strategic, operational, and tactical leadership necessitated by
the significant competitive challenges posed by business today.
In the future HR leaders will be HR champions1. "They have the vision,
self-confidence, stamina, and influence to chart a course based on their expert
knowledge of HR and people issues and to unify that course with the
organization's strategic objectives," writes William J. Rothwell2. "They are
capable of making people the organization's strategic resource and acting
accordingly, leading the rest of management team to see the wisdom of their
vision and the opportunities presented by it" (p. xvii).
In the Management of the modern epoch of Globalization the problem of
the Human Resource Management is called on to play the key role. It is
stipulated by the change of role and core of HRM in conditions of transition to
knowledge based economy, when employee, just an object for management, is
turning into the object-subject (and then, in future, into the subject-object). We
have to recognize, that it is necessary to realize the new approach to personnel:
human being management.
The knowledge-based economy drastically changes the attitudes of
employees to their managers. According to Jonas Ridderstrale and Kjell
Nordstrom, the boss is dead. We no longer trust in managers who are always
1

Ulrich, D. Human Resource Champions: The Next Agenda for Adding Value and Delivering Results. Boston:
Harvard Business School Press, 1997
2
Rothwell, W. J. Strategic human resource leader: how to prepare your organization for the six key trends
shaping the future. Davies-Black Publishing, Palo Alto, California, 1998, p. xvi - xvii
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right and pretend to know more than we know. Management by means of
numbers is left far behind in the past. Fear-based management works no longer.
If management is first of all about people then the art of management must
turn into the art of People Management3. Better to say: Human being
Management.
Today the PM is turning out to be more important and at the same time
more complicated for successful company performance. The person’s attitude to
work greatly depends on mutual relationship between people as individuals, not
as producers. Thus it impels to lay stress on social and psychological aspects of
people management. The problems and objectives of personnel administration
are changing, the status of personnel department is enhancing: now in the most
corporations HR managers are presented on the board.
In my opinion, the new society with the core as intellect, information
and interest is coming into being. The conception of this society was brought
about by the Third industrial revolution commenced in 80-s of 20 century. Due
to the above, the role of management of professional and corporative personnel
adaptation is becoming greater under conditions of speedy changes either in
enterprises and society on the whole.
Today we can speak about the Fourth Industrial Revolution. There are
three reasons why today’s transformations represent not merely a prolongation
of the Third Industrial Revolution but rather the arrival of a Fourth and distinct
one: velocity, scope, and systems impact. The speed of current breakthroughs
has no historical precedent. When compared with previous industrial
revolutions, the Fourth is evolving at an exponential rather than a linear pace.
Moreover, it is disrupting almost every industry in every country. And the
breadth and depth of these changes herald the transformation of entire systems
of production, management, and governance.

3

G. Fidelman, ibid., p. 98.
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The Fourth Industrial Revolution, finally, will change not only what we
do but also who we are. It will affect our identity and all the issues associated
with it: our sense of privacy, our notions of ownership, our consumption
patterns, the time we devote to work and leisure, and how we develop our
careers, cultivate our skills, meet people, and nurture relationships. It is already
changing our health and leading to a “quantified” self, and sooner than we think
it may lead to human augmentation. The list is endless because it is bound only
by our imagination.

PEOPLE MANAGEMENT
IN THE GLOBAL WORLD
(Lecture and Seminar Course)

Lectures
1. The End of Management
4-я промышленная революция. Изменение цели производства. Новая
роль сотрудников в организации. Изменение места сотрудников.
Необходимость нового подхода к персоналу в инновационной
компании. Причины неэффективности традиционного управления
персоналом.
2. Strategic People Management
Сущность стратегического управления персоналом. Место управления
персоналом в единой концепции стратегического управления. Понятие
видения, как цель развития фирмы и персонала в рамках эффективной
организационной культуры. “Куб управления персоналом” М. Хильба
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(Швейцария). Условия получения синергетического эффекта при
управлении персоналом.
3. Leadership and the First Leader
Что такое лидерство? Сущность лидерского менеджмента, его отличие
от классического управления. Первый лидер – кто он? Отличие первого
лидера от первого руководителя. Отличие команды от рабочей группы.
Условия формирования эффективной команды лидером.
4. Intellectual employees in the modern economy
Современные

сотрудники:

кто

они

и

где

они?

Отличие

интеллектуальных сотрудников (по П. Друкеру) от работников
умственного труда. Вовлеченность персонала. Ценности современных
сотрудников – новаторов. Лишь 15% сотрудников в России вовлечены
в рабочий процесс и готовы «вкладывать душу в свою работу». (Самый
низкий показатель в мире!). Новые задачи менеджмента персонала.
Основные особенности экономики знаний. Основа экономики знаний:
интеллект, интерес, информация. Основные характеристики экономики
знаний. Девиз инновационной компании: “Новое и иное”.
5. Corporate Culture in the modern Management
Сущность корпоративной культуры и ее роль в современном
менеджменте. Типология корпоративной культуры. Составляющие
корпоративной культуры.

Влияние культурных особенностей

страны на корпоративную культуру.

6. Methods to form an effective Corporate Culture
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Изучение существующей корпоративной культуры (метод Г. Хофштеде
и Д. Боллинже. Дополнительные методы изучения корпоративной
культуры).

Методы

формирования

эффективной

корпоративной

культуры (оценка культуры организации и перспектив ее развития
сверху и снизу).

7. Specific feature of Corporate Culture in Russia
Факторы, влияющие на корпоративную культуру в России. Анализ
корпоративной культуры конкретной организации с применением
метода

Г.

Хофштеде.

Эволюция

национальной

культуры

в

постсоветской России (1991 – 2015 гг.) и ее влияние на корпоративную
культуру организаций. Типы культур организаций (организационных
культур) в современной России.
8. New demands for education in the era of globalization
Стратегическая роль образования в прошлом веке и настоящем. Основные
недостатки образования на Западе. Снижение уровня российской системы
образования с начала 90-х годов XX века. Основные факторы,
определяющие

современные

требования

к

образованию.

Условия

формирования новой системы образования в России и мире: 1. Изменение
культурных ценностей общества (создание общества созидания (Labor
society) вместо общества потребления; 2. Преодоление интеллектуальной
деградации общества.

9. Socialism in China and its importance for the modern world.

11

Почему необходимо реформировать и развивать социалистическую
систему в КНР? Основы современного социализма в Китае. Основные
приоритеты в социально-экономической политике КНР. Мировой
экономический кризис и положение в КНР. Результаты развития КНР в
последние 30 лет. Уроки Китая для мира.
Case study
1. Modern trends in human resource management strategies
2. Leadership in Siemens Russia
3. Mr. Brown is the director in Moscow company
4. Corporate Culture at the Company Instrum-Rand (Russia)
5. Management systems in USA, Japan and your country
6. Who is responsible for your future?

Case study 1
Modern trends in human resource management strategies.
Analyze the experience of the most successful companies in the U.S. and give
your opinion on the following questions:
1. Does this experience meet the requirements of the "knowledge-based
economy"?
2. Which of these lessons are applicable to your country, and under what
conditions?
3. How would you formulate 13 lessons of successful companies in your
country today?
According to the experience of the most successful and fast-growing companies
of the U.S. the following lessons are of crucial importance:
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Lesson 1. All the people involved in creating a prosperous and fast-growing
company are able to tell what they want to achieve in the long run.
Lesson 2. Successful entrepreneurs are always filled with unquenchable
optimism.
Lesson 3. Executive managers of the most successful companies do their best to
create a feeling of a small team or even a family in large companies.
Lesson 4. Every fast-growing company adheres to the strategy of expanding its
market share, it is always focused on increasing its sales.
Lesson 5. Every successful company is convinced that the quality of its
products or services is the highest.
Lesson 6. All successful and fast-growing companies pay close attention to
customer service.
Lesson 7. Fast-growing companies know better on how to focus on the key
aspects of their activities.
Lesson 8. Many fast-growing companies keep a tight lid on their patents,
software and technological advances. They do not hurry to share their
discoveries and license them.
Lesson 9. Fast-growing companies have an ability to attract and retain talented
people.
Lesson 10. Most of the fast-growing companies demonstrate an increasing
flexibility in management and organization of production process.
Lesson 11. Most of the fast-growing companies in the U.S. demonstrate a strong
desire to share benefits, especially the increase of profits, with their employees.
Lesson 12. Fast-growing companies offer their employees attractive conditions.
Lesson 13. Fast-growing companies take into account what is happening inside
and outside of the company.
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Case study 2
Practical work
Questions:
1. Which main factors brought to success at the Company Instrum-Rand?
2. Which indexes of corporate culture has the Company?
I would like to draw your attention to the corporate culture of RussianAmerican Instrum-Rand (city Pavlovo, Nizhegorodski Region).
Instrum-Rand, formerly an average enterprise, has become a leading
Russian manufacturer of pneumatic tools, its customers including General
Motors, Ford, Mercedec-Benz, and Formula’1. Presently Instrum-Rand exports
over 80% of its products.
The success stemmed rather from changes in principal values of the
corporate culture, than from a cutting-edge technology or high wages. The
company managers are convinced that a really sound product may only be
manufactured after the style and culture have been altered of the people who
make it. A worthy life, the absence of fear, the joy of surmounting difficulties
and meeting challenges faced by each employee and forbearance from
repressive management (Deming principle) were proclaimed principal values of
the corporate culture. The highest priority was assigned to the involvement of
all employees in the search for the ways of product upgrading. Every employee
was gradually becoming a partner in business management. In fact the “power
distance” (G. Hofstede) has been minimized. It has become the company’s rule
to provide for continuous training and development of every one employee.
Generally the company has formed a corporate culture featuring a
relatively low “seeking for avoidance of uncertainty” index and dominated by
the values of cooperative corporate culture. The latter is typical of effective self-
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learning organizations with a high level of motivation. As a general rule
innovative entities have cooperative culture.
Finally, the Instrum-Rand “manliness-womanliness” index shows that a
basically “female organizational culture” has been developed appreciative of the
quality of life, solidarity, extension of aid to associates, equality (“employees
are partners in business management”).
Generally the best Russian organizations realize that the global change of
values requires the development of a new corporate culture. Each nation will
become even more multinational, personnel of both global and many national
organizations will inevitably become even more diversified. Employees will
have different expectations, experiences, and origins. Creativity and innovation
can only result from diversity — diversity of people, their prospects, ideas and
value system. The HRM objective is to create a corporate culture channeling
such diversity into the attainment of the organization's current and strategic
goals.

Case study 3
Practical work
Questions:
1. Does this situation need to change systems of HR management? If "yes",
why?
2. Suggest your own HR management system for the organization.
Mr. Brown
Mr. Brown is the director of the Moscow branch of a multinational
pharmaceutical company. This branch was formed on the basis of the local
plant, acquired by the company. One of Brown's priorities is to create a system
of human resource management. His company is known worldwide as a leader
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in the application of new methods of human resource management psychological testing, pay for knowledge, a 360-degree assessment.
Having worked for two weeks from 9 a.m. until 9 p.m., Brown was trying
to study human resource management system that existed at the factory. But his
great efforts have led to quite poor results - it turned out that the factory had
little formal (embodied in procedures) methods of human resources
management, and the few that existed, were fundamentally different from that
of Brown's own view of modern HR management. Brown found out that the
selection of new employees has been accomplished solely by recruiting friends
and acquaintances; at the plant there was no idea of career planning, testing of
the personnel, training of reserve managers. Vocational training was not
planned, but was organized when it was necessary for the heads of divisions.
Factory workers got piecework wages, and administration officials - salary and
monthly bonuses, up to 40% of salary. The actual amount of the premium
determined by the Director of the plant and for the 95% of employees was 40%
of salary. Indexation of wages was made by the director at a time when, in his
words "it’s impossible to wait any longer’.
During some friendly talks with the factory’s administration, which was
suffering from significant losses, Brown tried to raise the issue of changes in the
field of HR, but received no support - his interlocutors preferred to discuss the
transfer of technology, offering to "leave things as they are, until better times"
in the field of HR management putting forward as the main argument some
"specific local conditions." Discussing the situation at the factory with his
French counterpart from another company working in Moscow for two years,
Brown received similar advice "not to get involved in a bad job."
Case study 4
Practical work
Management systems in USA, Japan and your country
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Task:
1. Please, name the current features of the management system in your
country.
2. What management system is needed for the development of innovation
economy in your country?

Introduction:
Jack Welsh, the general director of the American corporation General Electric
has successfully determined 6 main principles of management4:
1. to perceive the reality as it is, not as it used to be or as it is wished to
be
2. not to control but to direct
3. to be sincere with everybody
4. to implement changes before they become compulsory
5. not to start competition without competitive advantage
6. to have control over your interests otherwise it will do somebody else

National models of Management (Japan, USA and your country)
Japanese model

American model

Model in your country
Existing

Effective
(innovative)

Collective decision- Individual type of
making on a basis of decision-making
unanimity

4

Lillich R.B. The Diplomatic Protection of Multinational Corporations// The New
Sovereigns; Multinational Corporations as World Powers/Ed. by A.A.Said and L.R.Simmons.
- Englewood Cliffs, - 2005. - P.117.
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Collective punishment Individual
responsibility
Non-standard, flexible Well-defined
system of
management structure
Management
Informal organization Clearly formalized
of control
procedure
Collective control

Manager’s individual
control

Deffered employee Smart performance
performance
evaluation, rapid
evaluation and career promotion
development
Manager’s essential Manager’s essential
quality is the ability to quality is
coordinate actions and professionalism
exercise control
Group-oriented
management

Individual-oriented
management

Management
performance
evaluation on the
basis of team
harmonization and
collective result

Management
performance evaluation
on the basis of
individual’s results

Case study 5
Practical work
Who is responsible for your future?
Task: Please, give your opinion on the following questions:
(choose A or B)
1. Successful career is the result of:
A. Fortune
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B. hard work and study, as well as the ability to be at the right place at the right
time.
2. What, in your opinion, is the best description of the labor market for creative
people?
A. Intense competition and a few good vacancies.
B. A few people manage to get a job, and I will definitely get.
3. Do you feel strong or helpless?
A. My life is controlled by other people.
B. My actions and decisions determine my life.
4. Can you influence your future?
A. Yes, if I follow the advice of clairvoyants.
B. Yes, if I set a goal and plan how to achieve it.
5. How do you see your life in two years’ time?
A. No point to plan my future. I might die tomorrow.
B. I will be able to make money doing what I like.
6. My career prospects are…
A. Wait, I would like to call my astrologer.
B. I have found out that career is very promising, because I am working at the
sector that is growing rapidly. However, this year I will have to learn some new
software products to keep up with the times.

Case study 6
Practical work: Leadership in Siemens (Moscow)
(The official document of Siemens Russia)
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Readings
The following are for general references. Specific readings will be assigned as the class goes on.
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Lecture and Seminar Course
The structure and content of the course "People Management in the Global World"
Number of hours – ECTS - 1,5
(46 hours of lectures and seminars).

Forms of monitoring of
academic progress
(weekly)

Analysis
situation
n

education

Self-

seminars

Forms of interim
appraisal
(terms)

lectures

Term

№

Week

Course section

Types
of
academic
activities, including selfeducation and ECTS (in
hours)

1

Topic 1. The End of
Management

2

2

2

Case-study

2

Topic 2. Strategic Human
Resource Management.

4

2

2

Case-study

3

Topic 3. Leadership and
the First Leader

4

2

2

Case-study

4

Topic 4. Intellectual
employees in the modern
economy
Topic 5. Corporate
Culture in the modern
Management

4

2

2

Case-study

4

2

2

Case-study

Topic 6. Methods to

4

-

2

5

6

form an effective
Corporate Culture

of

concrete

26
Topic 7. Specific feature
7.

2

2

2
Case-study

of Corporate Culture in
Russia

8.

Topic 8. New demands

4

0

2

4

2

2

for education in the era of
globalization
9

Topic 9. Socialism in

Discussion

China and its
importance for the
modern world.
Total

32

14

18

Total course:
46 hours

Exam – at the end of the course

