Вариант 3

I. Терминология по теме «Strategic Human Resources Management»
1.Соотнесите слова, данные ниже, с подходящими определениями. 
	1. 
	Human resource management 
	a. Payments, benefits, and services pro-vided to employees for their work. 

	2. 
	Job analysis 
	b. A payment to the sales staff based on sales made. 

	3. 
	Job description 
	c. The strategic planning process involved in acquiring workers, preparing them for work, overseeing their performance and providing compensation. 

	4. 
	Resumes 
	d. The process by which jobs are studied to determine the tasks involved in performing them. 

	5. 
	Compensation 
	e. An objective, structural means of evaluating a worker's performance according to job-related factors. 

	6. 
	Performance appraisal 
	f. A summary of person's education and other personal data. 

	7. 
	Wage 
	g. Compensation based upon time worked for a week, month, or year rather than for an hour. 

	8. 
	Salary 
	h. A compensation payment in addition to regular wages or salary, which serve as a reward for achievement. 

	9. 
	Bonus 
	i. A specific statement of the tasks involved in a job and the working conditions. 

	10. 
	Commission 
	j. Payment for services based upon the number of hours worked or the number of units produced. 



II. Основы профессионально-ориентированного перевода по теме «Strategic Human Resources Management»
2. Переведите текст, используя лексические и грамматические трансформации:

	Трансформации необходимы, чтобы соблюсти «правильность» языковых норм в языке перевода, и чтобы речь переводчика воспринималась как «грамотная речь».
Лексическая трансформация — отклонение при переводе от словарных соответствий, которое заключается в замене отдельных лексических единиц исходного языка на лексические единицы переводного языка, не являющиеся их эквивалентами.
Лексические трансформации можно разделить на следующие группы: Лексическая замена, или подстановка одного слова вместо другого. Часто возникает из-за различных семантических структур слов исходного языка и языка перевода.
Наиболее распространенными видами лексических трансформаций являются транскрипция, транслитерация и калькирование
Под грамматическими трансформациями понимают вид переводческих преобразований, заключающихся в замене в процессе перевода грамматических форм и структур единиц исходного языка (ИЯ) формально неэквивалентными формами и структурами языка перевода (ПЯ) при сохранении смыслового соответствия между ними.
Грамматические трансформации: дословный перевод (или синтаксическое уподобление), грамматические замены (замены членов предложения, форм слова, частей речи) и членение предложения; - комплексные (или лексико-семантические) трансформации: экспликация (описательный перевод), антонимический перевод и компенсация.



The Concept of “HR-Strategy”. Analysis of the Existing Models of Strategies of Human Resources Management
The concept “strategic human resources management” still has not got a universally recognized definition. According to some experts, it is a topic for great scientific debate, the results of which are quite controversial. Therefore, Tyson in his book “Human Resource Strategy” (1995) gives the following definition for HR-strategy: it is overt and covert intentions of the corporation in the management of its employees, expressed through philosophy, policies and practices [20]. Over the time, the idea that HR-strategy should not be presented on paper and should not be explicit, as it is stated in the definition of Tyson, appeared. An idea that strategy is not something finished and detailed, but it is something developing and progressive. 
There is serious scientific research, suggesting that strategic HR-management is based on the need to solve problems rather than a formulation of a single integrated strategy. Strategic thinking, strategic direction and strategic decisions were considered to be more realistic. Views on the strategy as a process not necessarily rational and top-down but political and evolutionary appeared in the literature on general strategy in parallel with these ideas. Mintzberg argues that strategy is formed, rather than formulated, and that any conceived strategy can be changed by circumstances, actions of employees, etc., so the implemented strategy may differ from its original conception. 
According to Mintzberg, strategy can be determined only in retrospection. This view includes the idea that strategy is not necessarily determined only by top management but it may be influenced from the grass roots – while new ideas are tested in the part of the organization and, if they are useful and successful, they gradually spread in the whole organization. This leads to the concept of strategy as learning both in the part of the content and in the part of the process that is supported by understanding strategy as a process of change. The necessity to feel the changes in the outside world, develop an appropriate strategy and implement it is indicated in the literature. Although the function of HR is often excluded from the process of forming a strategy, HR-strategy is being implemented in the implementation of the organizational strategy, however, it is very weak. The ability of the most successful companies to implement strategic plans quickly is an important feature of successful management. However, many scholars and practitioners indicate the lack of attention to the implementation of HR-strategy and available evidence indicates that this area has problems. 
The model of division represents a variant where there is no interaction if these two strategies do exist in the organization in a clearly distinctive form. This picture was typical twenty years ago, but it does take place now, especially in small organizations. The model of compliance represents a variant in which a growing recognition of the importance of human factors in achieving the organization’s strategic objectives is observed. Employees are regarded as a key to the implementation of the declared strategy of the organization, and HR-strategy is developed in accordance with this. This approach generally depends on the common view on strategy as a logical and rational process. The examples of relations in the model of compliance are organizations that distribute business objectives in a cascade way – down from senior management across the units, departments, teams, etc. The units of the organization, for example, are to propose a strategy of the unit that promotes the achievement of objectives of the organization’s strategy. Departments are to propose their strategy that would help implement the strategy of the unit, and so on. HR-department, like any other, must determine its strategy in order to meet the requirements of the organization. 

III. Аннотирование и реферирование по теме «Strategic Human Resources Management»
3. Cоставьте аннотация текста.

	Аннотация должна отражать следующие моменты научного исследования:
1. Тема и цель статьи.
2. Постановка проблемы.
3. Методология исследования.
4. Результаты и выводы исследования.
Текст можно оформить одним абзацем или несколькими абзацами с подзаголовками. На каждый из подпунктов отводится 2-3 предложения, состоящих из 10-20 слов для оптимального восприятия читателем.
Речевые стандарты для составления аннотации
Статья (работа) опубликована (помещена, напечатана...) в журнале (газете...)
Монография	вышла	в	свет	в	издательстве...	
Статья	посвящена  вопросу (теме, проблеме...)
Статья представляет собой обобщение (обзор, изложение, анализ, описание...) (чего?)
Автор		ставит (освещает) следующие проблемы...   / останавливается на следующих проблемах... / касается следующих вопросов....
В статье                   рассматривается (затрагивается, обобщается	) (что?)
говорится (о чем?)
дается оценка (анализ, обобщение) (чего?) представлена точка зрения (на что?) затронут вопрос (о чем?)
Статья	адресована (предназначена) (кому?) /  может быть использована (кем?) / представляет интерес (для кого?)
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The Main Components of Human Resources Management Strategy
 Let us first consider the elements of human resources management strategy. The basic elements of human resource management strategy are: 
1. Corporate objective. It is determined based on the organization’s mission, its capabilities, internal and external environment of the company. 
2. Planning system of organization. It depends on the type of organization, the time necessary to make a product or to deliver a service, the size of organization and the company planning systems adopted in the country.
3. The relationship between top management personnel. It means the nature of subordination, the degree of formalization of relations between the leaders, the presence or absence of the management team, where relations between managers are based on the principles of leadership, that is, instead of relations “Boss – Task Worker”, there are relations of leaders and followers. For human resource management an important role plays the level of human resource manager of the company: whether he is in the committee of directors, whether he is a vice president or reduced to a personnel manager (even if it is called the Department of HR Management).
 4. The organizational structure of human resources management. This structure may provide the minimum number of hierarchical links (as in Japan), or their number exceeds 11–12 hierarchical levels of (as in U.S. companies). 
5. Measure of efficiency of human resources management system. Today in most organizations of the world, a measure of efficiency of human resources management system is very subjective, as the activities of the director and the staff of human resources does not give immediate results, it is remote in time. This leads to the fact that managing staff strives above all to have good relations with the first head, not showing too much initiative, because it is the first leader to judge the quality of human resources management. 
6. Restrictions on the operation of the system (financial, of time, material, of age, social). Not only in Russia but also in most foreign countries the financing of human resources management is carried out if not as a residual, then at minimum standards. In many organizations in Russia, many people of retirement age are working in personnel departments, and their social status is insufficient to address the critical issues of strategic human resource management. 
7. Availability, completeness and validity of used information. In many organizations where the head of human resources management is not a part of the senior management of organization, the important information about the strategic plans of the organization is communicated to the manager of human resources too late or not fully. Lack of the information on strategic plans of the organization does not allow taking all necessary measures in the field of personnel policy, which leads to delayed decisions in human resource management strategy.
8. Education of the manager. This factor has a special role especially in these days, when under the influence of the third industrial revolution, industrialized countries are moving to an information society, which is based on intelligence, information and interests. The condition for efficient work of a manager at any level is a good training. Personnel departments in the former Soviet Union, as well as the departments of personnel management in modern Russia, had in the past and now have less educated personnel than other functional departments of organizations. Meanwhile, the strategic management of human resources is a science and an art that can only be learnt in the course of ongoing improvement of the competencies and lifelong learning. (Our department, Department of Labor Economics and Personnel Management, Reshetnev Siberian State University of Science and Technology contributes to the training of personnel management).
9. Relationship with the external environment. This element of human resource management strategy is rarely taken into account in Russia, as well as abroad. The main task of personnel work was considered in the past and is still considered now as an effective personnel management, staff motivation, the solving of other management functions associated only with the internal problems of the organization. The external environment in the past, as well as in the present either ignored or is considered as an area of interest of the senior managers of organizations.

IV. Просмотровое чтение аутентичных текстов по теме «Main points of Strategic Human Resources Management»
4. Прочитайте текст и переведите на русский язык часть текста, выделенного курсивом. 
Текст «Communication – It is Much Easier Said than Done»

Trust is key in an open organization
Getting staff to talk to each other ought to be the least of your problems, but internal communication can be one of the hardest nuts to crack in business. “Communication comes up in every department. The repercussions of not communicating are vast,” says Theo Theobald, co-author of “Shut up and Listen! The truth about how to communicate at work”.
Poor communication can be a purely practical problem. Gearbulk, a global shipping business with branches around the world, faced language and geographical difficulties, as well as a huge amount of paperwork. With up to 60 documents per cargo, it was a logistical nightmare to track and monitor jobs, while tighter security regulations after 9/11 meant customs documents had to be ready before a ship was allowed to sail.
Installing an automated system means data is now entered only once but can be accessed by anyone in the company, wherever they are.
“Reporting is faster by a matter of months,” says Ramon Ferrer, Vice President of Global IT at Gearbulk. “An operational team carrying a voyage all the way across the world doesn't always have to be talking to each other – and we don't waste time duplicating the same information.”
Given today's variety of communication tools, it seems strange that we still have a problem communicating. But the brave new world of high-tech can create barriers – senior managers hide behind their computers, staff use voice mail to screen calls, and employees sitting next to each other will send emails rather than speak.
“Managers should get up, walk round the office and talk to people,” says Matt Rogan, Head of Marketing at Lane4, a leadership and communications consultancy. “Face-to-face communication can't be beaten.”
Theobold recommends checking e-mail only three times a day, allocating a set period of time to deal with it. “If you leave the sound on, the temptation is as great as a ringing phone. People will interrupt meetings to check their e-mails.” 
Another problem is simply hitting the “reply all” button, bombarding people with information. “We had unstructured data coming at staff from left, right and center, leaving it up to individuals to sort out,” says Gearbulk's Ferrer. “Our new system has reduced e-mails and changed the way people work. It will remind you about work flow.”
Information overload also means people stop listening. But there may be a deeper reason why a message fails to get through, according to Alex Haslam, Professor of Psychology at Exeter University. “Everyone thinks a failure to communicate is just an individual’s error of judgment, but it is not about the person: it is about the group and the group dynamics,” he says. “Just training people to be good communicators is not the issue.”
The problem is that employees develop common loyalties that are far stronger than the need to share information. This can even extend to questions of safety. “In the mid-1990s were a lot of light air crashes in Australia because the two government departments responsible for air safety were not communicating,” says Haslam. “The government was trying to save money and both groups felt threatened. The individuals were highly identified with their own organization and unwilling to communicate with the other department.”
A company is particularly at risk when cost-cutting is in the air. Individuals withdraw into departmental loyalties out of fear. Sending such people on jet another “how to communicate” course will be pointless. Instead, Haslam believes that identifying the subgroups within an organization and making sure each group feels valued and respected can do far more to encourage the sharing of information. The key to communication, he says, is trust.

5. Выберите три фактора, которые, на Ваш взгляд, способствуют эффективной коммуникации.

	Trust - flexi time - open plan offices - small teams
voice mail - strong corporate identity
e-mail - frequent meetings - mobile phones - staff parties



6. Ответьте на вопросы:
1. What communication problems did Gearbulk have?
2. How did Gearbulk overcome the problems?
3. What solutions does Theobald recommended for the above problems?
4. According to the author, why do stuff often receive too many e-mails? 
5. Why weren’t the two government departments (responsible for air safety) communicating?
6. What does the author think about sending people on communication courses?

7. Укажите слово в каждой группе, которое не образует словосочетание со словом, выделенным жирным шрифтом.

 1) waste - time / resources / information
2) face – trouble / problems / difficulties
3) duplicate – information / time / work
4) install – systems / factories / equipment
5) save – money / time / experience
6) develop – truth / loyalty / motivation
7) share – support / information / ideas
8) allocate – time / ideas / resources
9) interrupt - e-mails / conversations / meeting

V. Научные контакты:
Тема «Call for Papers»
8. Соотнесите слова 1-7 со словами a-g, чтобы получились словосочетания по теме “Научная конференция»
	1. keynote 
	a. conference 

	2. submit 
	b. speakers 

	3. curriculum 
	c. attachment 

	4. an interdisciplinary 
	d. vitae 

	5. a call for 
	e. an annual meeting 

	6. a Word 
	f. papers 

	7. hold
	g. a proposal



9. Статья в материалах конференции включает следующие части. Расположите их в правильной последовательности.
	Elements of a conference paper
	Right Order

	a. Proposed method 
	

	b. Title and affiliations 
	

	c. Acknowledgments 
	

	d. Conclusions 
	

	e. Introduction 
	

	f. Abstract 
	

	g. Experimental data and results 
	

	h. References
	



10. Изучите информацию в «Abstract Submission» и ответьте на вопросы.

ABSTRACT SUBMISSION
 Abstracts should only be submitted online. 
 The deadline for abstract submission is: July, 28th 2017. 
 All abstracts must be submitted and presented in English. 
 Abbreviations should be defined the first time they appear in your text. Example: HEA (Higher Education Area), before being used as an abbreviation only. Please, do not define or use abbreviations in the title. 
 Tables, charts or other graphics may not be included and will be deleted by the editors. 
 Abstracts may not be longer than 3500 characters including spaces. 
 The minimum number of characters for an abstract to be reviewed is 900 including spaces. 
 Authors should indicate their presentation preference: oral, poster or virtual. The 
 Authors will have their personal access and password codes, in order to manage, edit, etc. their abstracts. 
 After having registered as an author, you will receive a confirmation by email with your login and password codes. 
 After registering your abstract, you will receive an email with your abstract id. 
 If you encounter any problems during the submission process or you do not receive any confirmation by email please contact the Conference Secretariat: iceri2016@iated.org 
 The notification of acceptance/rejection of the abstracts submitted will be sent to you via email by September 1st, 2017. 
1. When is the last day for abstract submission? 
2. What is the shortest size for an abstract allowed? 
3. What are the types of presentations? 
4. What do you need an abstract id for? 
5. When will you learn if the abstract is rejected or not?

