


Since 1998 the BLS™ (Businessland) Law Firm has specialized solely
in protection of interests of Employers in the sphere of Employment

Law in the Russian Federation.

WORKING FOR CLIENTS WE SET AND ACHIEVE THE FOLLOWING GOALS:

1. Winning by Employers of legal disputes with employees if they take place
2. Passing inspections of the State bodies without fines
3. Documentary confirmation of labor record of Company employees,
based on which they will receive full scale social protection including pensions

THE SERVICES WE PROVIDE WITH:

HR-administration (for dozens foreign companies with more than 7,000 employees);

Legal advice\informational support on Labor Law (for dozens foreign companies with more than 15,000 employees);

Payroll Services (for dozens foreign companies with more than 3,000 employees);

Health&Safety (for dozens foreign companies with more than 12,000 employees);

Expertise (audit) of HR documentation for assessment of Employer risks (for dozens foreign and Russian companies per year);
Legal defence of the Employers on Labor disputes (for dozens foreign companies per year)

REFERENCES FROM THE CLIENTS:

Our Company highly appreciates the level of professional competence and the benefits of cooperation with BUSINESSLAND, which has been working with since 2010. As a result

of collaboration with BUSINESSLAND a stable system of HR — administration and the Executive System for Labor Safety, meeting modern requirements of our company and in accordance
with the RF legislation was created. Consultations on labor law are exhaustive and correspond exactly to the questions posed. We would also like to acknowledge the high level of advisers
and supervisors professionalism of the company BUSINESSLAND, using unique methods of applying the standards of modern business communications. We are confident in the quality
of services BISNESSLAND and reliability as a partner.

Anna Gromova, HR Business Partner, Glenmark Impex LLC

Currently our Company is using constant informational legal assistance of BUSINESSLAND in solving complex problems concerning Labor Law and out-sourcing of HR-administration.
We receive answers on issues in an on-line mode and appreciate careful treatment of our needs and high quality of services provided, which corresponds to our expectations.
Irina Shurukhnova, HR Administration, Reporting & Planning Manager, Sanofi-Aventis

Company “Orion-Pharma” expresses sincere gratitude to BLS and the lead consultant Mrs. Elena Kozhemyakina for the professional conduct of the joint project. Your lawyers have demonstrated
excellent knowledge of labor law, the ability to apply new advanced legal and managerial techniques, as well as helped our company to properly assess and minimize risks for the business.
Chief ive officer N

*BLS is a member of the AEB and rated among the TOP-50 Law Firms in Russia
(rating by PRAVO.RU and “VEDOMOSTI" newspaper 2012, 2013)
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AEB RUSSIA'S HR SECTOR 2014 Introduction

Frank Schauff Dear [Reader,
Chief Executive Officer,

The Association
of European Businesses I am pleased to introduce to you this brand new AEB publication!

Any company’s growth depends mostly on its image in the market. This image is
created partially by its staff. Whatever that is, whether accounting or marketing,
people work everywhere. Human resources play a significant role in every company’s
success, yet they can also be the cause of numerous difficulties, often due to labour
legislation with regard to compensation, benefits, recruitment itself and many other
things.

This magazine is devoted to the HR sector, its potential challenges and their possible
solution. I hope that the information in it will help you recruit qualified workers and

guide you with respect to their further training.

On this note I would like to wish you pleasant reading.



Introduction AEB RUSSIA'S HR SECTOR 2014

Dear Reader,

We are happy that you chose our publication to learn more about HR and its pro-
viders in the Russian market. The Association of European Businesses has a wide
range of members from many different industry sectors, cultural backgrounds and
areas of expertise. The HR committee brings together experts from its member
companies, both consultants and in-house specialists. It offers a highly diversified
selection of experience gained in the Russian market as well as global knowledge.
We see ourselves as a platform for the exchange of information and the dissemina-
tion of best practice advice to our members.

The HR committee covers a wide range of topics from Recruitment, via Compensa-
tion and Benefits and Training and Relocation to Employment Law. Our members
are leading experts in their relevant specialisations. This publication tries to give
you an overview of the companies servicing the HR industry in Russia.

Our colleagues will be able to answer most of your HR-related questions, and we
of course would be very pleased to see you at one of our forthcoming events.

Michael Germershausen
Managing Director,

Antal Russia,

Eastern Europe FiveTen
Group Limited,

The Chairman of the AEB
HR Committee
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Trends in Global
Employee Engagement
2014 and what defines
Best Employers

How prepared are you, your company and your talent to drive perfor-
mance improvements in the face of impending change? Business leaders
face unprecedented challenges brought on by simultaneous macro-level
economic, technological, demographic and social trends. These trends
have created a multitude of business challenges: industry consolidation
and disruption, changing customer and consumer demand etc. Many
business leaders will need to revisit and renew their strategies. But this
will be really hard to achieve without the support and work commitment
of employees, especially engaged employees who invest their discretion-
ary effort in helping their firm achieve future business results. Making
engagement happen will be the business challenge of the next decade
and a focal point of the emerging talent imperative.

WHAT IS ENGAGEMENT?

KEN OEHLER
Partner, Aon Hewitt,
the Head of Global
Engagement
Practice

EKATERINA
MAZINA

Analyst, AXES
Management

Il The Aon Hewitt Employee Engagement Model

Engagement Engagement Business

Aon Hewitt defines engagement as Drbvers Cteomed Qutcomes
the psychological state and behav- . i
ioural outcomes that lead to better Twtien
performance. The Aon Hewitt Engage- s e a;’“'“m“""“
ment Model examines engagement :
outcomes as Say, Stay and Strive. En- = m b
gaged employees: ey
M—speak positively about the m ®
organization to co-workers, potential s
employees and customers; e —-—

—have an intense sense of be- o ]
longing and desire to be a part of the i L"“:ﬁ“_m
Organization; Tulend aretviaking \Warkilily balers mmm‘n

are motivated and exert ef-
fort toward success in their job and for
the company. gagement drivers and higher employee
engagement levels. Our research has
We also examine the work experience in-  consistently found that companies with

dicators that have an impact on engage-

higher engagement levels also have
better talent, operational, customer
and financial outcomes.!

ment. These are the engagement drivers
that are within management’s control—
brand, leadership, performance, work,
the basics and company practices.

Finally, we include the business out-
comes that often result from strong en-

6

! Roberts, D. (2013) “Using Engagement Analytics to Improve Organizational Performance.”
Employee Relations Today. Wiley Periodicals.

2 Adair, C., Morewitz, C., Oehler, K., Parker, S., Roberts, D., Rubin, D. and Smith, R. (2013, April
12). “Employee engagement linkage to business performance: Best practices and implica-
tions.” Presented at the Society for Industrial and Organizational Psychology Annual Confer-
ence, Houston, Texas.



Employee engagement and workforce
perception data in this article come
from Aon Hewitt’s five-year rolling Em-
ployee Research Database. They repre-
sent the views of over 7 million employ-
ees across more than 6,000 companies
in 68 industries and 155 countries.

ENGAGEMENT CORRELATES WITH
BUSINESS RESULTS

The most important outcome that
we have established is that the level
of engagement correlates with busi-
ness results. This fact helps us define
factors connected with employees’
performance, to evaluate and, where

nies but which also have top quartile
levels of leadership, performance and
brand). The results are persuasive.

Bottom quartile engagement compa-
nies perform worse than average on
all financial indicators, particularly op-
erating margin and TSR. Companies
with top quartile engagement levels
outperform the average company by 4
percentage points on sales growth, 2
percentage points on operating margin
and 4 percentage points on TSR. The
best employer organizations outper-
formed these top quartile engagement
companies by 2 points on each of the
three financial indicators. This means

I Incremental Business Impact vs. Average Company

(% Pt Difference from Average)

Laley Crowth

Cparating legie

necessary, correct them. That allows
companies to raise their productivity
and possibly become market leaders.
Successful companies with high busi-
ness results and level of engagement
are called Best Employer Companies.

We analysed 284 global companies
in our database and correlated 2010-
2012 employee perceptions with 2012
financial performance in sales growth,
operating margin and total sharehold-
er return (TSR). We compared three
groups of companies against compa-
nies with average level of engagement:
bottom quartile engagement compa-
nies (those with roughly half or less of
their employees engaged), top quartile
engagement companies (those that
have more than 7 out of 10 employees
engaged) and those we will refer to as
best employer companies (all of which
are top quartile engagement compa-

Bottom Quantile Esgagrment

Best Employen

that for three separate $1 billion com-
panies (one average, one with the top
quartile engagement and the third a
best employer company), the top quar-
tile engagement company is earning
$20 million more in profits than aver-
age, and the best employer company

is earning $40 million more profits than
average. The best employer company
earns twice as much incremental oper-
ating profit than companies with high
engagement alone.

KEY DRIVERS OF EMPLOYEE
ENGAGEMENT

We define factors which help us esti-
mate the level of engagement. How-
ever, some of these factors are more
important to improving engagement
than others. The key drivers below
were identified through analyses that
prioritise work experience areas based
on statistical importance to employee
engagement, as well as opportunity for
improvement in the work experience
area itself. The table below shows the
results from a meta-analysis across al-
most 3,000 client organizations in our
database representing over 3 million
employees across the globe. These
drivers are the priorities for making en-
gagement happen. They are different
for different regions, and Best Employ-
er Companies usually know not only
the specific of their companies but the
specifics of their regions too.

Three of the top engagement drivers—
managing performance, organizational
reputation and pay—improved; commu-
nication fell 2 percentage points; and the
top engagement driver, career opportu-
nities, remained the same. Pay continued

Il Key Drivers of Employee Engagement (ranked)

2012 2013 Perception Change North Asia Latin
Drivers Global Global 2012 to 2013 America Europe Pacific America
1 1 -

Career Opportunities

Managing Performance 2 l
Organization Reputation 2 3 i |
Pay 3 4 1
Communication 5 5 i |
Innovation l
Recognition 4 i
Brand Alignment 1 |

0% pts

2% pts

7% pts

2% pts

-2% pts

-2% pts

2% pts

-2% pts

1 1 1 1

2 5 5
3 2
3 2 4
3
4
5 4 2
4 3 5
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to be an employee engagement priority
in 2013 and continues to increase in posi-
tive perception. Pay’s importance in the
engagement equation could be attribut-
able to a variety of factors. Pay freezes
could be hitting a hygiene threshold in
contracting markets. For example, pay is
the #3 driver in Europe and perceptions
of pay are down in this region. Pay could
also be increasing in importance due to
talent competition in the emerging mar-
kets of Asia-Pacific and Latin America.
Also, with more and more employers fo-
cusing on “pay-for-performance” strate-
gies, and thus forcing more variation in
reward levels, there could be more vari-
ability in pay that is better aligned with
engagement and performance output. All
of these possible reasons point to a shift-
ing employment contract where getting
pay right is not just a price of entry, but
critical to motivate the best performance.

Innovation, a top engagement driver in
Europe, improved 1 percentage point
in that region despite falling globally by
2 percentage points. Recognition im-
proved globally in Asia-Pacific and North
America, but fell 5 points in Latin Amer-
ica. It appears as if the improvement in
three out of the five 2012 engagement
drivers globally were sufficient to push
employee engagement forward; how-
ever, bear in mind that improvement
of 7.2 and 2 percentage points in three
out of the top five engagement drivers
only produced a 1 point improvement
in employee engagement.

Overall, the employer should know his
key drivers of employee engagement in
order to develop his business and help
his firm become a better place to work.

ECONOMIC INDICATORS
CORRELATE WITH ENGAGEMENT

We have been tracking the relationship
between economic forces and employee
engagement since 2010. The research
started as a quest to understand the

8

Il Global Engagement Trends Compared to Economic Indicators

#
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impact the Great Recession of 2009 was
having on employee engagement and on
the work experience in general. Indeed,
the negative GDP growth that occurred
across most markets in 2009 was followed
by a large dip in employee engagement a
year later. When global GDP swung back
into positive growth territory in 2010,
engagement also bounced back a year
later. We posit that there is a lag effect
between economic forces and employee
engagement. The mediating variable we

Innovation, a top
engagement driver
iNn Europe, improved
1 percentage pointin
that region despite
falling globally by

2 percentage points.

suggest is that corporate decisions (ei-
ther cost-cutting or investments), in re-
sponse to economic forces, have a much
more direct impact on employee engage-
ment. These decisions come in the form
of corporate transactions, restructurings,
program designs and communications,
as well as the general tone set by lead-
ers. Steady, positive GDP growth (albeit
moderate) since 2011 has been followed
by steady, moderate growth in employee
engagement.

Since the period of more extreme, eco-

ana

1% thange vet]
okl GDF
[ chagt 'Wa¥]

Fk) U (lgrecnl)

nomically-driven engagement dynamics
in 2009-2011, the general pattern has
held true, but to a lesser degree. Slow-
ing GDP growth tends to be followed
by slowing engagement growth in sub-
sequent years. Note that GDP growth
declined from 4 percentage points
year-on-year (YoY) growth in 2010 to 2
percentage points YoY growth in 2012.
Engagement growth has also slowed
from 2 percentage points YoY growth in
2011 to just 1 percentage point growth
in the most recent 2013 engagement
levels. This pattern can be seen in the
graph below.

RUSSIAN ECONOMIC
INDICATORS CORRELATES WITH
ENGAGEMENT

AXES Management, an exclusive part-
ner of Aon Hewitt, HR-consulting com-
pany, conducted surveys in which 73
companies and 200,000 employees
took part. The results can be seen in
the graph below. After the dip (-7.8%)
in 2008-2009, the Russian economy
rose sharply (4% in 2010) and the level
of engagement followed this trend a
year later (from -2% in 2010 to 4%
in 2011). There was slight fall in GDP
growth from 2011 to 2014, and the
same tendency is evident in the en-
gagement level in different companies
(falling by 3% in 2014). These survey
data are important as it is known that
companies’ success and profit are also
correlated with their employee engage-
ment level. That is why the trends in
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the Russian economy will influence the
engagement level. Employers will need
to make more effort to stimulate their
workforce to work effectively.

CONCLUSION

Finally, the engagement drivers glob-
ally and across all segments above
paint a compelling picture about what
employees are looking for in order to
engage. They provide useful insights
with some powerful lessons:

e Engagement is connected with busi-
ness results and economic indicators.
That makes it important for compa-
nies. Russian GDP continues to fall,
and this is a signal for employers to
pay attention to the level of engage-
ment in order to defend their position
on the market.

¢ Focus on the engagement behaviour
required for performance and busi-
ness success. Getting real about em-
ployee engagement requires moving
beyond a generic concept and clari-
fying the behaviour level which you
would like employees to achieve and,
if possible, exceed. Aligning perfor-
mance management, people manage-
ment, learning and development, and
rewards and recognition with these
engaged behaviour expectations will

== Engagement
in Russia

2013 2014

Employers will need
to make more effort
to stimulate their
workforce to work
effectively

focus, enable and reinforce employ-
ees’ efforts and energy.

e Create a culture of engagement. En-
gagement is not a survey score or
a program. Engagement is about
people. Building a culture of engage-
ment is about what you do and how
you do it.

The engagement priorities are as im-
portant as engagement itself in that
the drivers and engagement outcomes
collectively create a more holistic pic-
ture of culture and organizational
health. Strong and engaging cultures
have a strong brand (marked by driv-
ers like organizational reputation and
EVP alignment), performance orien-
tation (marked by aligned drivers like
performance management, pay, rec-
ognition and career opportunities) and
leadership (marked by drivers like com-
munication and innovation, which are
the leaders’ responsibility to execute).
These themes are seen as significant
strengths by best employer organiza-
tions. W

AEB RUSSIA'S HR SECTOR 2014 [ EN|
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Employment Migration:

the status quo

The development of Russian migration law under the Concept of the State Migra-
tion Policy of the Russian migration law through 2025 and in accordance with the
Plan on implementation of the Concept in 2012-2015 (first stage), as approved by

the Russian Government, continues.

EKATERINA
MOSKALEVA
Senior Advisor,
Immigration
Department,
INTERMARK
RELOCATION

The main objectives of Russia’s current
migration policy are:

v assisting in the innovation de-
velopment and competitiveness
of the Russian economy and in
meeting its requirements with
respect to the labour force;

v protecting the national labour
market and ensuring the prior-
ity right of the Russian nation-
als to employment;

v counteracting illegal migration.

At the first stage of the Concept im-
plementation (2012-2015), the legis-
lative and the executive bodies of the
Russian Federation are mainly concen-
trated on:

v creating effective mechanisms
of the evaluation of the foreign
labour force demand of the
Russian economy;

v improving the procedure of

quota allocation and other
mechanisms of foreign labour

10

employment (for example, on
the basis of patents);

v adopting diverse programs
for short-term and long-term
migration, i.e. different meth-
ods of employment, selection and
usage of foreign labour force and
different regimes of stay for differ-
ent categories of foreign nation-
als (highly qualified specialists/
qualified specialists of deficient and
highly demanded professions at
the Russian labour market);

v improving the control system
over foreign nationals’ entry
and stay in Russia;

v strengthening the responsibil-
ity for violations of the migra-
tion legislation;

v setting up centers of assistance
with migration to Russia, and
medical expertise for expatri-
ates (including those abroad).

The first two years of the state au-
thorities’ activity in the realization of
the long-term Concept of the State
Migration Policy have resulted in the
adoption of a number of legislative
acts that have changed substantially
the terms and conditions of entry, stay
and employment of foreign nationals
in Russia.

The most significant developments in

employment migration law that came
into force in 2014 are the following:

The new order of obtaining Work
Permit has been introduced for

foreign specialists employed in
Representative offices, Branch of-
fices and Subsidiaries of commer-

cial entities registered in World
Trade Organization (WTO) mem-
ber states

v these categories of employers
are exempted from the re-
quirement to obtain Quota and
Corporate Work Permits;

v Work Permits (issued for up
to 3 years) are applicable to
several regions;

v the given order works only in
case when both foreign special-
ists and employers meet several
requirements (salary, qualifica-
tion, work experience, number
of workers employed etc.).

Foreign specialists with an annual
income of 1 min roubles working
for state accredited IT companies
have been added to the category

of “Highly Qualified Specialists”
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Foreign Highly Qualified Special-
ists have received the right to be
employed by Representative offic-
es of foreign entities (accredited
in the Russian Federation)

© shutterstock.com / sheelamohanachandran2010

A new rule has been introduced
which requires foreign nation-
als to demonstrate (by a certifi-
cate) knowledge of the Russian
language, history and the basis
of the Russian Federation legisla-
tion when applying for Work Per-
mits or Patents, Temporary Resi-
dence Permits and Permanent
Residence Permits

The new order of employing for-
eign nationals from the visa-free
regime countries on the basis of

v The procedure of notifying the
tax authorities on Tax Identifi-
cation Number (TIN) obtaining
for highly qualified specialists
was eliminated [Federal Law
dated July 23, 2013 N2 248
-Fz];

Patents is currently under consid-
eration in the State Duma

v when applying for Temporary

Residence Permits or Perma- v legal entities and individual en-

nent Residence Permits some
categories of foreign nationals
are exempted from the above
requirement including highly
qualified specialists and their
accompanying family mem-
bers (who apply for Permanent
Residence Permits);

v when applying for Work Per-

mits, highly qualified special-
ists and their accompanying
family members (as well as some
other categories of foreign nation-
als) are exempted from the
above requirement;

v Certificates proving the knowl-

edge of the Russian language,
history and the basis of the

trepreneurs (but not only Russian
private persons) will be able to
employ foreign specialists from
visa-free regime countries;

v patents will be issued for up to
1 month, and can be renewed
for not more than 1 year, and
they will be applicable to a
single region;

v Government of the Russian
Federation, local authorities
and the Federal Migration
Service (FMS) will be able to
stop the issuance of Patents in
a certain region in accordance
with the current situation in
the labour market.

v Notifications on salary, employ-

ment/civil-law agreement ter-
mination as well as on unpaid

leave for more than 1 calendar
month have to be submitted to
the Federal Migration Service
or its local department quarter-
ly, not later than the last work-
ing day of the month following
the financial quarter [Order of
FMS N 182].

State authorities are monitoring en-
forcement of the new laws, and evalu-
ating their effectiveness on the migra-
tion situation with the aim of making
further amendments to current migra-
tion programs and considering new
ones. W

The new order of state authorities’
notifications on highly qualified spe-
cialists" employment has been ac-
cepted.

Russian Federation legislation
will be issued by accredited
educational institutions (start-
ing from 1 September 2014).
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Demographic slowdown
and growing difficulty of
attracting talent

make research aimed

at target audience
understanding increasingly

important

TATIANA
GUSEVA
Senior project
manager,
FutureToday

Since 2008, Future Today has
conducted annually the only study
of career expectations focused on
a clearly defined target audience:
students and graduates from lead-
ing universities. This year the study
involved more than 6500 people
who had graduated from 27 high
schools in 4 cities (Moscow, Saint
Petersburg, Yekaterinburg, and
Novosibirsk) in 2014-15.

Accuracy in defining the research target
audience and the impressive number
of the respondents provided us with a
generalized picture of a young profes-
sional in each university and a summary
portrait of a graduate from leading Rus-
sian high schools. It also showed how
graduate students prefer to look for a
job and what factors are important to
them when choosing an employer. It
also enabled a ranking of the most at-
tractive employers in 2014.

What is a young professional like to-
day? More often than not, he (or she)

12

already has work experience (64% of
respondents); knows English; has an in-
come of 20-25,000 roubles in Moscow,
15-20,000 roubles in St. Petersburg,
10-15,000 roubles in Novosibirsk and
Yekaterinburg. As for sectors of employ-
ment, traditionally he dreams of work-
ing in Banking/Investment/Leasing, but
in reality he works in science, educa-
tion and/or sales. A number of factors
are important for him when choosing a
job: in Moscow and St. Petersburg the
most important one is an opportunity to
learn, and in the regions it is stability
and confidence in the future.

Our analysis of advertising channels
demonstrated that today the most ef-
fective channels of job search for the
respondents are career sites, direct
appeals to employers and “by pulling
strings”. www.hh.ru remains the most
popular “working” site, but the big six of
career sites for students and graduates
(job.ru, superjob.ru, career.ru, fut.ru
and rabota.ru) are also still in demand.

VKontakte is the leading social net-
work, constantly used by 91% of the
respondents. This year Facebook sur-
rendered second place to Instagram
which is becoming more and more
popular (46% of respondents use it
constantly).

According to the study, we made a
rating of the “top 10 the most attrac-

tive employers 2014”. They were:
(1) Gazprom, (2) Google, (3) Apple,
(4) BMW, (5) Yandex, (6) Rosneft, (7)
Sberbank, (8), Aeroflot, (9) Lukoil and
(10) Mercedes-Benz.

Having data on each university indi-
vidually, we also know the specifics of
the cities.

Thus, in Moscow VTB/VTB 24 is in-
cluded in the rating in Moscow; in St.
Petersburg it is IBM and Coca-Cola;
respondents from Novosibirsk gave
4th place to DoubleGIS which was not
named in the other cities, and Sony
and Samsung are popular in Yekaterin-
burg. These differences highlight once
more that a company’s activity and
reputation influence the rating results
in a particular region.

The development of any company
depends on staff potential, espe-
cially with young employees who
are able and encouraged to change
and develop the company. Due to
the current situation in the young
professionals labour market, it is
necessary to work with this target
audience, not only to meet staffing
needs, but also to lay the foundation
of the future. To make investments
work, the strategy should be based
on market intelligence, because
only figures obtained as a result of
a qualitative study are useful for ra-
tionally-planned investment.

FutureToday is the market leader in
employer branding and graduate re-
cruitment. Among our clients are
leading Russian and foreign compa-
nies. Our daily work consists of pro-
jects for our clients which enable us
to deepen our expertise constantly. In
addition, FutureToday is a member of
One Agent and TMP international net-
works, which gives us an opportunity
to gain experience from our colleagues
in other countries, where work on the
employer brand is one of the most im-
portant for any company. l



The adventures of
foreigners in [Russia,
or the peculiarities of

employment for expats

The practice of hiring foreign experts appeared in Russia many centuries
ago. Today it is still relevant. However, there are not many expats in po-
sitions of top management in Russia. On average, this figure is no more
than 10% of the total number of executives. Based on our experience as
a headhunting company it may be noted that there are positions where
almost 100% of Russian employers would like to see Russian candidates
for such positions as CFO or legal director. This is justified by the fact that
a candidate has to have knowledge and understanding of Russian legisla-
tion and be fluent in the Russian language.

Nevertheless, there are also such po-
sitions as the CEO, Operations Direc-
tor, Marketing Director, Sales Direc-
tor where expatriates are in demand.
Moreover, for several positions employ-
ers actually prefer such candidates.
The reason is that the level of technol-
ogy, business processes and manufac-
turing technique in Europe and US is
higher than in Russia and the foreign
employee is able to bring efficient in-
ternational practices to the company.
Foreign companies that work in Rus-
sia also want to have expats in certain
jobs, although generally they prefer
relocating their existing employees. As
a rule, we may say that headhunters
more often recruit expats for Russian
companies rather than for international
ones.

In specific sectors like production and
R&D, expats are often the preferred
applicants for top positions. For exam-
ple, as high-tech is more highly devel-
oped in many countries than in Russia,
candidates from Europe, Japan or the
United States have a greater appeal
than Russian experts. There are some
positions in the areas of sales, market-
ing and business development where
we see candidates from abroad.

If the applicant has
regularly moved

from place to place
and cannot show

a successful track-
record, it will be
difficult to get a job in
[RUSSIa.

Obviously, getting lucrative offers de-
pends on the specialty and the experi-
ence of the person, but a good candi-
date can get it fast enough. However,
if the applicant has regularly moved
from place to place and cannot show
a successful track-record, it will be dif-
ficult to get a job in Russia, even if
he has worked in the United States or
European countries before. Generally,
it is true that the candidates from Rus-
sia and from abroad currently have
almost equal opportunities, though
of course requirements are different.
However, expats don’t have any par-
ticular advantages.

YULIA
ZABAZARNYKH
Partner,
headhunting
company, Agentstvo
Kontakt

Any candidate needs time to find a
new job. The length of this time main-
ly depends on the applicant’s resume:
his previous experience, education,
personality, and of course the demand
for the profession in Russia. At the
same time, domestic headhunters of-
ten face the problem that expat can-
didates do not evaluate the situation
in Russia correctly and, for example,
expect a higher level of compensa-
tion or an extended benefits package.
Then they have to spend a lot of time
searching for the right company for
them. In addition, if the foreigner was
originally invited to Russia on a so-
called “expat contract” (the practice
when international companies relo-
cate their internal employees to an-
other country and provide them with
a package which includes an apart-
ment, compensation for education of
children, health insurance for him and
his family, compensation for tickets to
visit his native country on vacations,
etc.), the process is longer because his
expectations are higher than that of
the local candidate.

Agentstvo Kontakt had an interesting
experience when an applicant had a
clause in a labour contract stating that
he had to be evacuated by helicopter
from the territory of Russia within 24
hours in the event of force majeure.
This is an exception, but usually a
foreigner is more expensive for the
company than a local employee. This
makes it harder for expats to find suit-
able positions. W
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Specifics of regional
labour mariets in [Russia

With nearly 77 million people employed, Russia has the 7th largest work-
force in the world. The last few years have shown a substantial shift in
employment from the public sector to the private, while a reduction in
the economically active population has resulted in a sizable decrease in

unemployment.

In general, Russian employees are
used to a dynamic market, quick career
advancement, and fewer social ben-
efits than their Western peers. It would
be inaccurate, though, to refer to the
Russian labour force as an undifferenti-
ated mass. There are substantial vari-
ations in the density, composition, and
features of the work force depending
on the region. This article is focused
on the main sources of talent, the chal-
lenges, and the advantages of four
Russian regions: Northwest, South,
Urals and Volga, and Siberia and the
Far East.

The Northwestern Region com-
prises 10% of Russian territory and has
a population of 14 million. The main
hub is Saint-Petersburg, where a large
variety of industries operate. Pharma-
ceuticals and automotive production,
logistics, IT, retail, and B2B trading are
all highly developed. Consulting and
scientific centres also contribute to the
local economy. Another hub is Kalinin-
grad. Its location gives it a logistical ad-
vantage for trade with Europe, making
it an attractive destination for investors
to run production locally.

Several universities provide a high
level of professional education which
facilitates graduate hiring. The labour
market is almost as favourable as in
Moscow, but salaries are considerably
lower (the average in St. Petersburg
is 34,000 roubles, against 56,000 in

The labour market

in the Northwestern
[Region is almost

as favourable as in
NMoscow, but salaries
are considerably
lower

Moscow). Another advantage of the
Northwest is a large English-speaking
population. The main hiring challenges
in the region are long decision-making
processes, since most company head-
quarters are located in Moscow, and
a lack of English-speaking employees
outside the hubs. However, these chal-
lenges are minor when compared to
the advantages: a large population,
a number of reputable universities, a
mature market with well-organized
business processes, proximity to Eu-
rope, the presence of international
companies, and an overall high-quality
workforce. All these factors work in the
Northwestern Region'’s favour.

Northwesterners willingly relocate from
small cities to hubs in search of career
opportunities and better compensa-
tion and employee benefits. Saint Pe-
tersburg is a migration centre, and its
residents are usually reluctant to move
elsewhere, as the northern capital of-
fers plenty of career opportunities and

ELENA
KOLESNIK
Marketing
Communications
Manager,
Brainpower CIS

a high standard of living. Only profes-
sionals in Marketing, Finance, HR and
Law tend to be willing to relocate, since
these functions are usually centralized
at headquarters in Moscow.

In the Southern Region, which
comprises 3% of Russian territory, 14
million people live. Important in the lo-
cal economy are logistics, trade, agri-
culture and industrial production. The
main hubs are Rostov-on-Don, Kras-
nodar, and Stavropol. The Southern
universities cannot compete with the
capitals’, but still contribute relevant
professionals to the local market. Peo-
ple in the South are usually quite mo-
bile, though they expect a significant
salary increase when they move (the
average salary here is 21,000 roubles).

The number of English-speaking pro-
fessionals is noticeably smaller here
than in the capitals. So they often have
more job opportunities, and are there-
fore more expensive than the average
for their function and experience. It is
also difficult to find experts in common-
ly headquarter-centralized areas, like
marketing. Another typical challenge of
the region is that many people own a
business and try to run it part-time in
parallel with full-time employment, but
without informing their employer. The
strongest motivation for local employ-
ees is monetary reward. This is more
important to them than career trajec-
tory, challenging work, etc. An ad-
ditional problem is that job sites like
hh.ru and job.ru are not widely used in
this region. On the other hand, a pool
of active consumers who are keen on
famous brands drives the development
of the retail sector. The local specialists
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in sales, retail, logistics, and agricul-
ture are highly qualified, and graduate
recruitment is not competitive.

The Urals and Volga region is home
to 41 muillion people and covers 16%
of Russia and 2 time zones. The major
cities here are Yekaterinburg, Samara

Northwest
Federal District
Central
Federal District
Urals
Federal District

‘Volga
Federal District

North Caucasus
Federal District

and Kazan, with industrial produc-
tion, logistics, scientific and research
centres, and trade being the major
contributors to the local economy.
Industrial production development is
supported by special economic zones
such as Titanium Valley and Kazan
Smart City. Since the region lies on
the border between Europe and Asia,
key logistic and transportation hubs
are located here. Tyumen and Khanty-
Mansiysk are famous for their oil and
gas production. There is also a high
concentration of international compa-
nies and joint ventures here. They at-
tract plenty of expats for integration or
reorganization projects, and thus pro-
vide an opportunity for locals to obtain
experience working in an international
environment.

The main challenges of the region in-
clude the excessively narrow speciali-
sation of many professionals, the low
percentage of English speakers, and
a lack of expertise in digital market-
ing, consumer insight, HSE, and lean
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manufacturing management. As a
result, many people are transplanted
into the region. Being removed from
the main offices in the capitals, the lo-
cal offices have to replace face-to-face
communications with technologically-
based ones (Skype, teleconferencing,
on-line training), thus hindering full

Far East
Federal District

Siberian
Federal District

integration and complicating trouble-
shooting.

A 15% addition to base salaries is pro-
vided for by law in the Urals. Receiving
part of one’s salary under the table is
still a common thing (the average sal-
ary in Urals and Volga is 24,000 rou-
bles).

Siberia and the Far East makes up
two thirds of the country’s territory,
and spans 4 time zones that can in-
clude up to a 7-hour difference with
Moscow. However, the population in
this large territory is only 25 million
people, and it continues to shrink. The
main hubs of the region are Novosi-
birsk, Krasnoyarsk and Vladivostok.

Talent is concentrated in specific
parts of the region, depending on the
most developed businesses there.
Logistics experts are numerous in
Western Siberia, the main transpor-
tation hub for eastern Russia. The IT
talent base is in Novosibirsk with its

“Russian Silicon Valley”. Mining spe-
cialists are located in Kuzbass; while
oil and gas talent is concentrated
in Krasnoyarsk and Yuzhnyi Sakhal-
insk. It is difficult to find experienced
back-office specialists, especially in
marketing and finance. A search for
HoReCa professionals is not easy ei-
ther, so specialists for international
fast-food chains that are actively
penetrating the regions have to be
brought in from other regions.

People usually move willingly from
east to west, and, unlike other re-
gions, are ready to cover their relo-
cation costs. The talent flow goes
from Vladivostok and Khabarovsk
to Novosibirsk, and from Siberia to
Moscow and St. Petersburg. On the
contrary, people are very reluctant
to move east, unless motivated by
additional compensation (employers
have to double compensation levels),
and their employment package often
includes accommodation, transpor-
tation, and medical insurance for all
family members. The average salary
in Novosibirsk is 27,500 roubles; in
Vladivostok it is 34,000. In Siberia
and the Far East an additional 20-
30% payment to base salary is im-
posed by law.

The time difference with headquarters
complicates business operations and
hiring. The remoteness of the hubs
from each other makes personal meet-
ings hard to organize and increases
relocation costs. Another disadvantage
of the region is the lack of English-
speaking professionals. On the posi-
tive side, some high-level universities
are located in Novosibirsk. They pro-
vide quality graduates for the region
and the capitals.

In summary, each Russian region fol-
lows the national economy’s trends at
its own speed and based on certain
particularities that should be taken
into consideration when planning a
successful local recruitment project. W
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Local HR trends:
a brief overview

In the field of HR, a handful of notions are presently regarded as corner-
stones: that HR should be a strategic partner to business; that every stage
of the employee life-cycle should contain adequate, valid and reliable as-
sessments; and that data-based people insight is required to make in-
formed business decisions that deliver performance. While the majority of
consultants, academics and opinion leaders appear to consider these ideas
demonstrably correct, the crucial question remains whether the same is
true for HR practitioners and business people in general.

It is with the aim of discovering the view
of HR professionals that CEB SHL Talent
Management Solutions has been publish-
ing Global Assessment Trends Reports
based on annual surveys of HR people
across the globe. In 2014, for the sec-
ond year in a row, SHL Russia & CIS has
conducted a parallel survey in Russia,
Ukraine and Kazakhstan in order to fo-
cus on specific issues seen as more vital
to local businesses. This article presents
some of the key findings of this survey.

Local HR professionals evidently sub-
scribe to the idea of the strategic impor-
tance of HR as strongly as their global
counterparts, with roughly 75% report-
ing that their organisation views HR as
a strategic function. Furthermore, local
HR is definitely business-minded, as
74% of the HR professionals surveyed
believe that people decisions made in
their organisations are aligned with
business objectives (the global figure
is 83%, so there is room for improve-
ment). However the actual perspective
of the business is somewhat different:
in Russia and the CIS a mere 45% of
companies use information about tal-
ent to make business decisions (com-
pared to 52% globally).

This gap between the practical out-
looks of HR and business reveals a
fundamental obstacle to forming a
truly meaningful partnership between
the two, suggesting that strategic im-
provement in communication and co-

operation is essential. According to
global data, this gap is slightly wider
in emerging economies, thus neces-
sitating a deeper overhaul of business
practices and operations.

In terms of HR focus, the profile of
Russia and the CIS is remarkably simi-
lar to that of emerging economies as
revealed by the global report. The top
three local priorities are employee en-
gagement and retention, training, and
performance management, with high
potential talent identification coming
a close fourth. Notably however, ex-
ternal hiring, which is a relatively low
priority globally, ranks as fifth most
important area for HR locally.

A recent trend in external hiring, which
possibly affects the very nature of this
HR process, is the use of social media
for recruitment, both as a data source
and a means of prospective candidate
engagement and interaction. Local and
global survey data underscore the lim-
ited usefulness of social media informa-
tion, a lack of confidence in its quality
and an overall dubious impact on hiring
decisions (not to mention various legal
limitations).

In Russia and the CIS the use of social
media for recruitment has decreased
dramatically since last year, reflecting not
only a global move beyond the hype in
this area but also a local shift towards
social media usage patterns more typical

MAXIM PESKIN
Product Specialist,
CEB SHL Talent
Measurement
Solutions

o Maxim joined SHL Russia & CIS in
early 2013 after graduating from Hult
International Business School with
a Master’s degree in International
Business.

o His past experience includes a range
of marketing positions with FMCG
and telecom multinationals, as well as
copy-writing for insurance and asset
management companies. He also holds
a BSc in Management from Bauman
University, Moscow.

e With SHL he presently acts as local
supervisor for Talent Analytics offering,
leads regional research and marketing
initiatives and also contributes to new
assessment tools development and
roll-out as well as various large-scale
consulting projects for key clients.

o Among his interests are organizational
culture and structure, managing
strategic change, big data in HR, cutting-
edge marketing initiatives, systemic
thinking and innovation management.

for established economies. In fact, HR

professionals in established economies

are only half as likely to use social me-
dia as a data source. The most popular
types of data gathered cover candidate
work history (reported by 60% of re-

spondents globally and 65% locally, a

drop from 80% last year), education (re-

spectively 56%, 56% and 80% last year)

and recommendations from others, e.g.
on LinkedIn (respectively 45%, 59% and

69% last year).

Local HR practice obviously caters to,

and is primarily driven by, local busi-

ness needs and demands. However
survey data also suggests that HR in
Russia and the CIS is in practice com-
parable with the global community

and in line with current trends. B
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Only 15% of employees are not considering moving
for a job to another town/region
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NO to budget increases

for employee benefits

programs, YES to increases
In the effectiveness of
programmed spending

In the first half of 2014, AGroup
carried out a survey which aimed
to discover trends in the evolu-
tion and development of corporate
employee benefits programs by
employers in the Russian market.
We were interested in the way em-
ployers are planning to respond to
the new challenges of the economy
in the next two years. Big Russian
and international companies from
different industries have partici-
pated in the survey.

Regardless of the fact that the results
are summarized by groups, from totally
different companies and kinds of busi-
ness, the following tendencies could be
observed as gaining momentum in the
second half of last year:

e The budget for 2014 corporate ben-
efits programs, compared with last
year, in the best cases increased in
line with inflation, but more often has
remained unchanged or even been
cut;

¢ Employers, who used to cover in full
all expenses related to corporate in-
surance programs for close relatives
of their staff, more often either refuse
to do so or insist on a contribution
(co-financing) from the employee;

¢ Medical insurance programs for em-
ployees have been revised in order
to make them cheaper by refusing
expensive clinics and cutting differ-
ent options;

¢ The amount of the coverage for risks
in the programs of accident insur-
ance have been reduced;

e Internal procurement departments
submit tenders to insurance com-
panies and other benefits suppliers
more aggressively, in order to ensure
less budget spending for the same
content of benefit programs;

¢ An extremely careful attitude towards
corporate pension programs among
those employers who have not yet
included them in their benefit pro-
grams. Most such companies say
that the level of confidence in the
pension system has been sharply re-
duced due to the state withdrawal of
the cumulative part. Employers pre-
fer not to increase their expenses,
and instead take a waiting position.

The unofficial politics of the majority
of employers could be described as
follows: “NO to budget increases for
employee benefits programs; YES to
increases in the effectiveness of pro-
grammed spending.”

The main drivers of negative tenden-
cies and conservative budgets are geo-
political events and the unpredictability
of further developments, leaving possi-
bilities for gradual smoothing of current
political conflicts, as well as for active
escalation. The pessimism of market
participants is enhanced by negative
forecasts of developments in the Rus-
sian economy, which according to the

DENIS CHALOV
General Director,
AGroup Russia

Ministry of Economics has already en-
tered a recession.

All this makes employers put the self-
effectiveness issue in the foreground,
anticipating optimisation of expens-
es and business structures, and the
search for alternative income. Negative
expectations make companies want to
“clean house”, getting rid of ineffective
departments and unprofitable direc-
tions in their business.

Nevertheless, it is important to note
that even though majority of market
participants consider short-term and
medium-term perspectives in the econ-
omy as not very positive, the compa-
nies leading in industries which are not
in any way related to state structures
see positive sides to the current situ-
ation. They feel that the current situ-
ation gives them a chance to adapt to
possible future changes both in the in-
ternal market in Russia and in interna-
tional markets. They are taking the op-
portunity to make change faster than
competitors can, and to gain additional
market share that way.

Such companies put their largest bet on
their human capital, namely those em-
ployees who make key decisions at criti-
cal moments and who search for, create
and use new opportunities to sell, cre-
ate, develop and support the company.
Such employers are confident that hu-
man capital is their main asset, and the
quality of it determines whether the
business is to grow or decline in uncer-
tain conditions. Here the tasks of right
motivation and employee development,
increase and maintenance of loyalty
takes centre stage.
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Moreover, in contrast to their competi-
tors, such companies are also head-
hunting professionals who will replace

several ineffective employees who
have been let go. Special attention
is paid to increase in the motivation
and loyalty of current employees, so
that wise competitors could not do the
same to them.

The distinctive feature of such com-
panies in the current market is that
they keep expanding their benefits
packages for employees. But instead
of investing additional funds in ex-
panding these budgets, they increase
the effectiveness of their spending
while at the same time increasing the
satisfaction level of their employees
(meaning also their loyalty) with the
company.

The market leaders specify the follow-
ing main methods of increasing the ef-
fectiveness of benefits budget usage:

e Flexible benefits, when a certain
budget is granted for each employee
who can choose any benefit from an
internal corporate benefits catalogue
(or menu, which is why such social
programs are often referred to as a
benefits cafeteria);

20

¢ Offering employees a wide range of
different products and services from
different suppliers on more attrac-
tive terms than they could get in
the market. The employer, working
with suppliers, provides conditions
that are more beneficial for its em-
ployees, but the employee makes
the decisions about purchase and
financing on his or her own.

Systems of flexible
benfits are widely
used in the West,
but in [Russia they
are just starting to
gain ground, despite
their numerous
advantages

Systems of flexible benefits are wide-
ly used in the West, but in Russia
they are just starting to gain ground,
despite their numerous advantages.
The major constraint is confidence
that the cost of a benefits program,
built according to the principle of the
cafeteria, is significantly higher than
the more common “one size fits all”

© shutterstock.com / Gustavo Frazao

approach. However, the experience
of the market leaders is not always
like that. The employer setting a
maximal budget for each employee
makes the cost of cafeteria program
predictable. The possible growth in
expenses for administrating such a
benefits program is equalised using
specialized software which allows
administrative processes to be auto-
mated while enabling benefits choice
by the employees according to the
self-service principle.

The second method allows the em-
ployer, in cooperation with different
suppliers (for example, insurance com-
panies, banks, fitness centres, training
centres, etc.), to offer its employees
different products and services at a
substantial discount (insurance pro-
grams for children and relatives, em-
ployee’s car and estate insurance,
deposits, credits and card products,
fitness programs, foreign language
training, qualification increase train-
ing, different discount programs, etc.).
The distinctive feature of such ar-
rangements is that all these benefits
are paid by the employees — either by
themselves or by making deductions
from the salary. The employer does
not have any direct expenses. Admin-
istrative expenses again are equalised
by automation of the process using
corresponding IT systems.

These methods have a lot in common:
a personalised approach to the em-
ployee’s needs, preliminary work with
suppliers, and a high level of process
automation.

A time of change, even if not the best
changes, is a time of possibilities! A
wait-and-see approach may let such
possibilities go by. The market leaders
continue investing in people, and peo-
ple protect those leaders’ positions.
The importance of the HR Director’s
role, which includes leading on benefit
program models and IT technologies,
can be hardly overestimated. B



Effective employee
engagement starts
with the individual

SURVEY BACKGROUND

In January 2014 we conducted a sur-
vey of 1,255 employees across a vari-
ety of industries, sectors and job roles,
asking them about their individual at-
titudes and concerns around employee
engagement.

EXECUTIVE SUMMARY

As organisations start to recognise the
severity and impact of disengaged em-
ployees on their bottom line, customer
service ratings and employee turnover
rates, we decided to investigate how
organisations can really address disen-
gagement by understanding the indi-
vidual. We surveyed 1,255 individuals
across a wide variety of industries, sec-
tors and job roles.

This report presents the findings of our
survey and offers practical advice as to
what organisations can do to engage
and retain individuals and realise their
business potential.

We believe that the key to an engaged
workforce is motivating people at an
individual level. Our research findings
demonstrate that clear understanding
and meaningful response to individual
dissatisfaction are the most effective
solutions to disengagement, and the
most powerful means towards retain-
ing and motivating employees.

SURVEY FINDINGS
Who is motivated?

Only 2 in 10 employees are driving the
business forward.

With nearly 30% of employees re-
ported as being unmotivated, 10% of
whom are very unmotivated, and a fur-
ther 49% only fairly motivated, the re-
sponsibility for driving business perfor-
mance forwards falls on just one fifth of
your employees.

This finding shows clear room for im-
provement for organisations want-
ing to increase motivation and get
the best from their employees. Our
findings demonstrate this point very
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Driving
forward

clearly, with 8 out of 10 respondents
stating that if their organisation under-
stood them as individuals they would
be more energised and engaged with
their job. By treating all employees as
a homogenous group who are all moti-
vated by the same thing, organisations
are actually creating disengagement.
This reduces the discretionary effort
employees would be willing to put in,
and inevitably results in driving talent
out the door.

49,

Half-heartedly
paddling

LUCY BEAUMONT
Talent Q Solutions
Director

WHAT REALLY MOTIVATES
EMPLOYEES?

Employees reported a broad range
of factors that they found motivating
about their current job: “Always learn-
ing new things”, “Feedback”, “Nothing”,
“Colleagues”, “Challenging”, "My per-

sonal success”, etc.

This range of responses clearly demon-
strates the human nature of motivation
and the fact that we really are all differ-

Enjoying
the view

ent. Unfortunately, the most common
response was “nothing”. For many em-
ployees motivation at work is a luxury.

Our Drives motivation questionnaire
measures 16 factors that motivate and
engage people at work. Data from our
Drives assessment demonstrates that
only around a third of the population
has a strong need for any one of the
16 factors relating to workplace mo-
tivation. This means that implement-
ing generic engagement activities
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across the organisation will only have
a chance of engaging one third of the

organization.

WHY DO EMPLOYEES LEAVE?

People leave jobs and organisa-

tions not their managers

Alarmingly, 37% of employees are
planning to leave their jobs. Of those
who are looking to leave, 33% attrib-
uted their decision to the organisation
and 29% attributed it to the job, with
only 20% saying they are leaving be-

cause of their line manager.

AGE DIFFERENCES IN LEVELS
OF MOTIVATION

Midlife crisis fuelled by unhappy

workers

Our research has demonstrated that
35-54 year olds feel the least moti-
vated at work. The most motivated
age group was 16—24 year olds, with
75% describing themselves as “very
or “fairly” motivated. This is compared
with 69% of 35-54 year olds reporting

the same.

This is particularly interesting in light of
the current focus on Gen Y employees
(those born between the early 1980s
and late 1990s). Our research shows
that employers are wrongly dedicating
resources to motivating and engaging

this generation.

SECTOR DIFFERENCES IN LEVELS

OF MOTIVATION

A terrifying 46% of employees in the
finance sector reported being either
“very” or “fairly” unmotivated in their
current role, the lowest of any sector.
By comparison, those working in archi-
tecture, engineering and building were
found to be the most motivated, with
79% saying they are “fairly” or “very
motivated. Professional services runs
close behind, with 78% of employees

being motivated.
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100%

Architecture,
engineering and
building 79%

Arts and culture 77%

Healthcare 75%

78% Professional services

76% Sales, media
and marketing

73% IT and telecoms

HR71%7

Legal 71%

Education 67%

Finance 54%

0%

LINE MANAGER RELATIONSHIPS

Line managers play a significant role in
employee engagement, suggesting that
the type of relationship employees have
with their managers can make a con-
siderable impact on employees’ levels
of motivation. The results of our survey
demonstrate that most individuals have a
“professional” (33%) or “amiable” (32%)
relationship with their managers, whilst
5% report a “tense” relationship. Only
11% reported a “personal” relationship.

Just over half of all respondents (51%)
do not think that their manager adapts
their working style to suit them:

Strongly agree 1 60/ (0]

Slightly agree 3 3 0/0

Slightly disagree 260/0
Strongly disagree 250/ 0

Further findings show that employees
believe managers provide differential
treatment to different individuals within

the team, with 16% suggesting that this
caused ill-feeling. 25% of respondents

71% Retail, catering and leisure

69% Travel and transport

62% Manufacturing

reported that their manager showed
favouritism towards certain members
of the team, whilst 37% said that their
manager treated individuals equally.

CONCLUSION

The findings provide some clear sign-
posts for employers wanting to increase
engagement levels. The overriding mes-
sage is that employees do not currently
feel valued or engaged within their busi-
ness, but that if they did feel valued and
engaged this would lead to a more ener-
gised and motivated workforce.

The relationship between engagement
and business outcomes is long estab-
lished, with revenue, employee turno-
ver and performance all known to be
key factors relating to engagement.

Many organisations have an engage-
ment strategy in place, and deploy en-
gagement activities consistently and
efficiently. Commonly, strategies involve
some sort of engagement survey con-
ducted on a regular basis at a macro-
level. However these do not address en-
gagement at an individual level. As such,
they are often set up for failure. Drives,
our online motivation questionnaire, is
designed to measure the factors that
motivate individuals and provide help-
ful information for managing individuals
and increasing their engagement. W
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®pank Waydd
leHepanbHbI ANPEKTOP,

AccoumaLms eBponenckoro
busHeca
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Aoporve 4yutaTtenm,

Pap npuBeTcTBOBaTh Bac B Haluel HoBol nybnukauum!

PocT no60oii KOMMNaHWM HEMPEMEHHO 3aBUCUT OT €€ UMWUPKA Ha PbIHKE, KOTOPbIN
CO3[1a€eTcsl, B TOM uucie, paboTalolmuMm B Hel COTpyAHMKaMKU. byab To
byxranTepus unm oTAeNn MapKeTUHra — Be3ae paboTaloT noan. Yenoeyeckne
PECYpPChl UIPAOT HEMANOBAXHYHO POJib B XKMU3HM KOMMAHWUIA U €8 AOCTUXEHWIA,

1 B AaHHON cdepe Toxe BO3HMKAET 60/IbLLOE KOMYECTBO CIOKHOCTEN:
BOMPOCHI TPYZAOBOIO 3aKOHOAATENbCTBA, KOMMEHCALUMK, BbinaTbl, HA6Op caMmoro
rnepcoHana n MHoroe Apyroe.

[aHHas nybnmkaums nocBsileHa BONpocaM pbiHKa TPYAOBbLIX PECYPCOB,
BO3MOXHbIM TPYAHOCTSIM B 3TOM cpepe M X NMOTEHLMANIbHBIM peLleHUsIM,
Hapetocb, 4TO MaTepuansl, onybnnkoBaHHble 34ech, MOMOryT Bam kak B Habope
KBanMMULMPOBAHHOMO NepcoHasa, Tak 1 ero AanbHenweM obyyeHum.

XKenato Bam npuaTHOro npoyteHus!



YBa)kaemble HnTaTenw,

Mbl O4YeHb pajbl, YTO Bbl BbIGPaNN Hall 0630p /s MOMOSIHEHWS 3HAHWUI

B Bonpocax HR v 0 TeX, KTO 3aHWMaeTcsl OkasaHMeM Takoro poaa yciyr

Ha POCCMIACKOM pbiHKe. Hallia 6u3Hec-accoLmaums BKIYAET 60MbLLoe
KONMYECTBO MNpeACTaBUTENeN Pas/iMUHbIX OTpaciei BUsHeca, KybTypHbIX
Tpaauumii 1 npodeccMoHanbHOro aHanusa. B KoMuTteTe no TpyAoBbIM pecypcam
Accoupmaumm eBponeiickoro 6usHeca paboTaloT TOMbKO NPohecchoHabl 13
KOMMaHWI-4/IEHOB accoLMaLnm - OT KOHCY/bTaHToB A0 HR creumanuctos. OHu
npeAnaraloT pasHoo6pasHbIi OMbIT M 3HaHUS B cepe, Kak POCCUIMCKOro, TaK

¥ MEXAYHapOAHOro pblHKa. Mbl NPeAOCTaB/IsIEM BO3MOXXHOCTb 06MEHMBATHCS
OMbITOM M 3HAHUSMK, @ TaKXKe BblpabaTbiBaTb HA MX OCHOBE NyYLLNE
MPaKTUYECKME COBETHI ANA YSIEHOB accCoLMaLmm.

KomuTeT AEB no TpyaoBbiM pecypcaM OxBaTbiBaeT 60/bLIOE KOMYECTBO

TEM, HauMHas OT Habopa nepcoHana 1 3akaHuMBasi BONPOCaAMM KOMMEHCaLN

W NbFOT, TPEHWHIOB M aanTauyn KOMMaHUi K U3MEHEHUSIM B TPYAOBOM
3aKoHoAaTeNbCTBE. YneHbl Halero KOMUTETa SBASIOTCS BEAYLUMMU 3KCNepTaMm
B CBOMX OTpacnsx. dTa nybnnkaumsi npegaraet BaM 0630pbl KOMMaHWI,
3aHuMatowmxcs passutrem HR nHgyctpum B Poccum.

Mbl y6exaeHbl, YTO HallW KOJIJIENM CMOTYT OTBETUTbL HA 6OJIbLLMHCTBO BOMPOCOB,
CBSI3aHHbIX C HR CEKTOpPOM, U Mbl, KOHEYHO e, ByaeM paabl BUAETb BAaC Ha HaLIMX
NPeACTOSALLMX MEPONPUATUSIX.

AEB RUSSIA'S HR SECTOR 2014

Muxaunn Nepmepcxay3seH
YnpaBnsitoLwmin ANpeKTop,
Antal Russia,

BoctouHas EBpona

FiveTen Group Limited,
MNpencepatens Komuteta AEB
no TPyZOBbIM pecypcam
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Mwuposbie TpeHAbl BoBAeHeHHOCTU B 2014
roay: HTo otTAn4aeT KOMNaHUKN, cTaswue
AyHwnmm pabotoaatenamin?

KEH OJIEP
MapTHep Aon Hewitt,
PykoBoauTenb npak-
TUKWN BOBIEYEHHOCTY
B MUpe

EKATEPUHA

y MA3UHA

' AHanutuk, AXES
Management

Hackonbko Bbl, Bawsa koMnaHuvsa n
Balwum cCOTpyAHUKM rOTOBbI yrpaB-
natb 3(p(peKTUBHOCTbLIO B YC/I0BUAX
6yaywmx usMmeHeHunii? busHec-nu-
A€epbl CTaIKMBalOTCA C He6biBasbl-
MM BbI30BaMM, BOSHUKAIOLWMUMMU NOpA,
B/INSIHUEM OAHOBPEMEHHbIX MaKpo-
SKOHOMMUYECKUNX, TEXHOJIOTMUYECKUX,
AeMorpaduueckmx U counanbHbIX
TpeHAoB. U3-3a 3TUX TPEHAOB U BO3-
HUKJI0 MHOXXECTBO 6u3Hec—3aau:
YKpYNHeHue oTpac/n, U3MeHeHne
notpeburenbckoro cnpoca u 1.4. B
pe3ysibTaTe MHOrMM paboTtoaaTensam
npuaeTcs nepecMoTpeTb U paspa-
6oTaTb HOBblIE CTpaTerMu BegeHus
6u3Heca, UTo 6yaeT KpalHe CZI0XKHO
caenatb 6e3 nopaepIKKU COTPYAHU-
KOB, U B 0CO6€HHOCTH BOBJIEYE€HHbIX
COTPYAHUKOB, KOTOpble CTPeMATCS

K TOMY, 4TO6bl KOMNAHWUA AOCTUIra-
Jla nocTaB/ieHHbIX 6U3Hec—Lenei.
YMeHue ynpaBnsiTb BOB/IeYE€HHO-
cTbio 6yaeT oaHoOI U3 6u3Hec-3apay
cnepylowero AecATUIeTUs U OCHOB-
HOW nnaTtdopMoii Ansa npueBneve-
HUS TAJIAHT/INBbIX COTPYAHUKOB B
opraHmMsaummu.
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YTO TAKOE BOBJIEYEHHOCTb?
AonHewitt onpeaensieT BOBNEYEHHOCTb
KaK rcuxosiormyeckoe COCTOSIHME U Mo-
Be[leHNe COTPYAHWKA, KOTOpoe npu-
BOAMT K MOBbILEHNIO 3(PDEKTUBHOCTH
feaTenbHocTu. Mogenb BOBMEYEHHO-
ctn AonHewitt paccmaTpuBaeT uepes
YPOBEHb BOBJ/IEYEHHOCTU MOCPEACTBOM
Tpex MHAMKATOPOB: «FOBOPUT», «OCTa-
ETCs», «CTPEMUTCS». BOBNEYEHHbIN
COTPYAHWK:

- COTPyAHWK Bcerga mo-
3UTVUBHO OT3bIBAETCS O KOMMAHWUK B 06-

LLEHMN C KoJIeraMu, NoTeHUManbHbIMM
COTPYAHUKAMU U KJIMEHTaMM.

- COTPYAHWK AENCTBU-
TENbHO XOYEeT OCTaTbCs B KOMMaHWu
Ha AnuTenbHoe BpeMsi, BbiTb YacTbto
KOMMaHuu.

- COTPYAHVK MpUKNa-
[bIBAET AOMOSHUTENbHbIE YCUUSI, YTO-
6bl cnocobcTBoBaTh ycnexy busHeca.

Mbl Takke aHanuaupyem akTopsbl,
CBS3aHHble C MpoueccoM  paboThl,
BIUSIOLLME Ha BOBMEYEHHOCTb. B Ha-

el MeTodosniorMm akTopbl BOBJE-
YeHHOCTW 37O - bpeHp paboToaatens,
BbiCLUEE PYKOBOACTBO, YrpaBfieHue
3 PeKTUBHOCTBIO, OpraHu3auust pa-
60Tbl, 6a30Bble MPUHLMIMLI U NPaKTUKK
KOMMaHui. W, HaKoHeL, Mbl BK/OUAEM
6u3HEeC - pe3ysnbTaTbl, KOTOPble YacTo
ABNAIOTCS OTPAXKEHMEM BbICOKMX MOKa-
3aTenel no hakTopaM BOB/IEYEHHOCTY
M BbICOKOTO YPOBHSI BOBJIEYEHHOCTM
cpeam CoTpyaHuKOB. B pesynbTtaTe Ha-
LUMX MCCefoBaHUiA Bb110 06HAPYIKEHO,
YTO B KOMMAHMUSIX C BbICOKMM YPOBHEM
BOBNIEYEHHOCTN 6oree BbiCOKasi Mpo-
U3BOANTESNBHOCTb TPyAa COTPYAHWUKOB,
Bbllle CTEneHb YAOBIETBOPEHHOCTM
K/IMEHTOB, Jlydlle OnepaunoHHbIE W
(bMHaHCoBbIe NokasaTenn.!?

[aHHble NO BOBNEYEHHOCTU COTPYAHW-
KOB ¥ BOCMpUSTUIO paboyero mpouec-
ca cobpaHbl 6narogaps nNATUNETHEMY
GopmmnpoBaHnio 6asbl AaHHbIX MO UC-
cneposaHnsaM AonHewitt n otpaxatoT
MHEHUs1 7 M/H. COTPYAHMKOB U3 6one-
eyem 60 000 kKoMnaHui B 155 cTpaHax
Mupa.

Il Mogenb BoBneueHHoctn AonHewitt

WHpnkaTopsbl Busnec
PaKTOPbl BOBMEYEHHOCTU
BOBIMEYEHHOCTU nokasarenu

‘OBpartHas cBA3b. “KapbepHble BO3MOXHOCTH

*CornacoBaHHOCTb O6yuyeHve u passuTie
nmmumka paboronarens
‘PenyTauus

pabotonarens

19HAL3 LMhUL LD

MpakTukn
KOoMnaHun

WORK
EXPERIENCE

agoceq

- Ton-meHeaxepsb!

* IuHeiiHble
MeHe/pkepb!

* Konnern

* LeHHocTb
COTPYAHMKOB

Kauectso
KUIHN

* Ycnosus Tpyaa
- BanaHc paGotbl 1
JIM4HON KN3HN
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“Mpouecchl

-3apnnarta
-Counaket
‘Mpuananue
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BOBJIEMEHHOCTb CBA3AHA C
BU3HEC — PE3YJ/IbTATAMU

OnHO 13 caMbIX BaXXHbIX OTKPbITUI, KO-
TOpOe Mbl CAEeNanu 3a BpPeMs Uccrieao-
BaHW — 3TO CBSI3b YPOBHSI BOB/IEYEH-
HOCTM C busHec - pe3ynbTaTamu. IT0
3HaHWE MO3BOMWIO HaM onpesensTb
aKTopbl, CBsA3aHHble C 3PHEKTUBHO-
CTbto paboTbl COTPYAHUKOB, OLEHMBATb
1 KOPpeKTUpoBaTb UX. TakuM 06paszom,
KOMMaHuW1 MOryT NOAHMMATb CBOO MPO-
W3BOAMUTENBHOCTb U JaXke A0CTUraThb
nMAepcTBa Ha pblHKe. KomnaHwu, cy-
MEBLUME AOCTUYb YCrexa, CTaHOBSATCS
nyyqwmmn pabotopatensmu. B Hawwei
6aze npoaHanu3vnpoBaHbl 284 Mexay-
HapoAHbIX KOMMAHWM U  BblsIBNIEHA
CBSA3b MeXAy BOCMPUSTUEM COTPYAHU-
koB 3a 2010-2012 roabl 1 b1HAHCOBBI-
Mu pesynbtatamu 2012 roga no Takmm
nokasaTensM, kak poct obbema npo-
[aX, onepaumoHHas npubbinb U COBO-
KYMHbIA aoxoa akumoHepos (TSR). Mbl
CPaBHUIN OpraHu3auMu, B KOTOPbIX
Habntoaancs cpefHuii ypoBeHb BOBIe-
YEHHOCTW, C TPeMsl rpynnaMmn Komna-
HWU: HWKHUIN KBapTU/b (BOBMEYEHDI
MeHee MOMOBUHbI COTPYLAHWKOB), BEpPX-
HWI KBapTU/b (KOMMAHWKM, B KOTOPbIX
7 13 10 yenosek BOBMEYEHbI) U KOMMa-
HWK, KOTOPbIE Mbl OTHOCUM K yYLUMM
pabotogatenam (Takve akTopbl, Kak
PYKOBOACTBO, ynpasneHune addekTuns-
HOCTbIO 1 6peHa paboToaaTens Takxke
HaxoasTCcs B BEPXHEM KBapTWNe).

KoMnaHuu ¢ ypoBHEM BOBIEYEHHOCTH
B HW)XXHEM KBapTuUne AEeMOHCTPUPYIOT
6onee HM3KMe pe3ynbTaTbl N0 CpaBHe-
HUIO C KOMMAHWUAMK CO CpeHUM YpOB-
HEM BOBJ/IEYEHHOCTM MO BCEM (DUHAH-
COBbIM MOKa3saTensM: B YaCTHOCTH, MO
onepaumnoHHon npubbinn n TSR. Kom-
naHWM C YpOBHEM BOBJIEYEHHOCTU B
BEPXHEM KBapTU/IE NPEBOCXOAAT KOM-
NnaHWM CO CpedHUMM YpOBHEM BOBJie-
YEHHOCTM B cpeaHeM Ha 4% no pocTy
npofax, Ha 2% - Mo onepaLnoHHOW

npubbIM 1 Ha 4% - no TSR. B cBoto
ouepeab, KOMMaHWUK1, KOTOpble Mbl OT-
HOCMM K nyywuMm paboTtopaTensM,
NpeBOCXOAAT KOMMaHWM C YpPOBHEM
BOB/IEYEHHOCTU B BEPXHEM KBapTuie
Ha 2% no KaXxgoMy uHavkaTopy. Yto-
6bl NPONNNICTPUPOBaTL BAUSIHWE MO-
JTYYEHHbIX pe3ynbTaToB Ha KOMNaHUu,
BO3bMEM 3 opraHu3auuum ¢ 060poToM
1 mnpa. gonn. (kOMMNaHMio CO CpeaHUM
YPOBHEM BOBJIEYEHHOCTU, KOMMaHWIO
M3 BEPXHEro KBapTWAsS U KOMMAHWIO
— nydwero pabotoaatens). MNpubbiib
KOMMaHW1, Monafalolwmnx B BEPXHWUM
KBapTWIb, MpPeBOCXOAMT  Mpubbiib
KOMMaHWi CO CpeaHUM YpOBHEM BO-
B/ie4eHHOCTN Ha 20 MNH. gonn. a npu-
6b11b Ny4lLnx paboToaaTeneit — Ha 40
MJTH. fon. UTak, KoMnaHum — fyyline

paboTopatenu nonyyaloT B 2 pasa
60sbLUe onepaunoHHON NpUbbIIKN, Yem
MPOCTO KOMMaHWU C BbICOKUM YPOBHEM
BOBJIEYEHHOCTM.

KJTHOMEBbBIE ®AKTOPbI
BOBJIEMEHHOCTU

Mbl onpepensieMm @akTopbl, KOTOpble
NMoMOratoT HaM OLEHWUTb YPOBEHb BO-
BreyeHHocTn. OAHaKO HekoTopble U3
3TUX (haKTOPOB BAMSIOT Ha BOBJEYEH-
HOCTb 60nbLUE, YeM Apyrue. 3Tu Kito-
yeBble (akTopbl 6blIM BblAENEHbl C
MOMOLLbIO CTAaTUCTUYECKOrO aHanmnsa
BANAHUS (DaKTOPOB Ha BOB/IEYEHHOCTb.
B Tabnvue npeacTaBneHbl pesynbTaThl
MeTa-aHanu3a cpeau nodtyn 3000 op-
raHU3aLUuni, 3aHEeCeHHbIX B Hally 6asy
[aHHbIX, OTpaxarlime MHeHus 6onee

[l Bamsinve BoBneueHHocTn Ha 6usHec pesynbTaThbl (%npupocTa

K pesynbTaTaM KOMMaHW1 CO CPeIHMM YPOBHEM BOBJIEYEHHOCTK)

10

-10
PocT npogax OnepaumoHHas

npubbINb

06wwmit goxop,
aKUMoHepoB

B BoBNEYEHHOCTb, HUKHUM
KBapTWUIb
BoB/iie4eHHOCTb, BepXHMUiA
KBapTW/Ib

M /lyywme paboTtogartenu

Il KnioueBble dhakTopbl BOB/IRUEHHOCTH

2012 (8 2013 (8 V1ameHeHus ¢

uenomno | uenomno | 2012 mo 2013 B
dakTopbl ) Mpy) MM
KapbepHble .
BO3MOXHOCTU - 0% pts
YnpasneHue .
KayecTBOM 2 1 2% pts
Penytaumns .
pa6otopatens 2 3 7% pts
3apnnara 3 4 o 2% pts
SdekTnBHLIE )
KOMMYHUKaLmn 5 5 3 2% pts
BHeapeHve e
MHHOBaLIA 1 -2% pts
Mpu3HaHue .
COTPYAHUKOB 4 3 2% pts
BpeHa .
paGoTogarensi 1 -2% pts

2 5 5
3 2
3 2 4
3
4
5 4 2
4 3 5

! Roberts, D. (2013) “Using Engagement Analytics to Improve Organizational Performance.” Employee Relations Today. Wiley Periodicals.
2 Adair, C., Morewitz, C., Oehler, K., Parker, S., Roberts, D., Rubin, D. and Smith, R. (2013, April 12). “Employee engagement linkage to busi-
ness performance: Best practices and implications.” Presented at the Society for Industrial and Organizational Psychology Annual Confer-

ence, Houston, Texas.
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3 M/IH. COTPYAHWKOB MO BCEMY MUPY.
21 dakTopbl ABASKOTCSA KIIHOYEBbLIMU
pbl4aramMu Ans ynpasfieHUs BOBNEYeH-
HOCTbIO. PaKTOpbl pa3nMualoTcs B 3a-
BMCMMOCTM OT PErMOHOB 1, KOMMaHuu,
ABNSOLWMECS NyYlunMMmn paboTogaTens-
MU, OBbIYHO 3HAIOT HE TOMbKO Creuu-
UKy cBOMX KOMNaHWIM, HO U cneundu-
Ky CBOMX PErMOHOB.

Tpu cambIx BaxHbIX akTopa BoBfe-
YEHHOCTU — ynpaBneHune 3bdeKkTUBHO-
CTblO, penyTauus pabotoaatens n 3ap-
nnata — ynyywunucb; 3ddekTnBHbIe
KOMMYHMKaLMK ynanu Ha 2%, a Takou
aKkTop, Kak KapbepHble BO3MOXHO-
CTW, OCTaNCs Ha MpPEeXHen no3uumnun.
dakTop «3apaboTHas nnata» npoaos-
)KaeT OKa3blBaTb MO3UTUBHOE BAUSHNE
Ha BOBMIEYEHHOCTb Cpean COTpyAHU-
KOB WM OCTaeTCs KOYEBbIM (PaKTOPOM
n B 2013 roay. MNpwu 3ToM 3apaboTHas
nnata HaxoauTCs Ha 3-M MecTe cpeau
akTopoB, BaxHbIX Ans EBponbl, HO
BOCMpUATME 3TOro (aktopa B AAHHOM
pervioHe NpoAo/HKAET CHWXaTbCs. Mpu
3TOM Bce 60osblle paboToaaTesnien KoH-
LeHTPUPYIOTCSA Ha CTpaTerMm «onnarta
no pesynbTatam», TeM CaMbiM CO34a-
Bas 6onblwe cnocobos BO3Harpaxkae-
HWUS COTPYOHUKOB M 60MbLUYIO pa3Hu-
Uy B pa3buske 3apaboTHbIX niat no
YPOBHSIM. DTO Jflyylle COOTHOCWUTCS C
pesynbTaTamMy MO YPOBHIO BOBJEYEH-
HOCTU U 3(PDEKTUBHOCTU AEATENbHO-
CTV KOMMaHuW. MepeyncneHHble Bbille
MPUYMHBI NPUBOAST K U3MEHEHUIO TPY-
[IOBOrO Aoroeopa. B Hem 3apaboTHas
nnaTa CTaHOBUTCS HE MPOCTO OMNaTou
TpyZAa, HO (PakTOpOM MOTMBUPYHOLLMM
3¢ deKTMBHOCTb paboTbl COTPYAHUKOB.

BHeapeHVe MHHOBAUMIA, OAMH U3 BaX-
Helwmx cakTopoB B EBpone, yny4wum-
nocb Ha 1%, HecMOTps Ha ero nage-
HMe Ha 2 n.n. no Bcemy mMupy. ®daktop
«MpU3HaHUE» MOAHSCS B PEUTUHre B
A31aTCKO-TUXOOKEAHCKOM pervioHe W
CeBepHolt AMepuKe, HO yrnan Ha 5 m.n.
B JlaTuHckol AMepuke. Co3gaeTcst oLly-
LeHVe, YTO YMydleHus Tpex U3 NsSTv
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KNtoveBbIX (HaKTOPOB BOBJIEYEHHOCTM
3a 2012 roa okasanocb AOCTaTOYHO,
4TO6bl MOBLICUTL YPOBEHbL BOB/IEUYEHHO-
ctv B Mmpe. OHaKo, CTOUT NPUHATb BO
BHMMaHWE, YTO Y/yuLleHne Tpex OCHOB-
HbIX (haKTOPOB MPVBOAUT K MOBLILLEHUIO
BOBJIEYEHHOCTM BCero Ha 1 m.n.

Takum obpasom, paboToaaTento uene-
C006pasHO 3HaTb K/oYeBble (PaKTopbl
B KOMMaHWUM, KOTOPbIE BMSIIOT Ha Ypo-
BEHb BOBJIEYEHHOCTM, 4YTOObI pa3Bu-
BaTb CBOIO OPraHM3aLmIo 1 NpeBpaTUTb
€e B 01HO 13 NyYLUnX MecT paboTbl Ans
COTPYAHMKOB B J@HHOWN OTpac/u.

BOBJIEMEHHOCTb CBA3AHA

C 9KOHOMUYECKUMMU
NMOKA3ATEJ/IAMU

Mbl OTCNEXMBAEM CBSA3b MEXAY 3KOHO-
MUYECKMMM MOKa3aTeNssMn U YpPOBHEM
BoBfeveHHocTn ¢ 2010 roga. Wccnepo-
BaHME Hayanocb C LeNblo MOHATb BW-
SIHME 3KOHOMMYeckoro Kpusmca 2009
roga Ha BOB/I€YEHHOCTb COTPYAHMKOB U
Ha pabounii npouecc B LenoM. B utore
3a nageHvem BBIl, kotopoe mnpouso-
IO MpaKTUYEeCKM Ha BCEX PblHKaX B
2009 roagy, nocnegosano nageHve Bo-

CyLLEeCTBYET npsMasi CBsi3b, HO C J1aroM
B 1 rog. Mel npegnonaraeMm, 4to CBS-
3yIOWMM 3BEHOM SABNAIOTCA KOpropa-
TUBHbIE pelleHns (COKpalleHus wTaTa
WY MHBECTULIMM), KOTOPbIE OKa3bIBAKOT
CUNbHOE BSIMSIHWE Ha BOB/IEYEHHOCTb
COTPYAHVKOB, B PaMKaX OTBETHbIX Aeii-
CTBMA Ha 3KOHOMMUYECKYID CUTyaLMio.
3TN pelleHnss peanu3yloTcs B BUAe
KOPMOpaTWBHbIX CAENOK, PecTpyKTypu-
3aummn, pa3paboTkn pasfnyHbIX Mpo-
rpaMM M KOMMYHMKaLMWii, @ Takke B
o6bLleM HacTpoeHuK, 3afaHHOM nnaepa-
MM KOMMaHun. CTabwunbHbI pocT BB
B MocCseayloLwmne roapl TakKe npusen K
CTabunbHOMY POCTY YPOBHSI BOBeYeH-
HOCTW 10 MUpY.

WTak, npegnonaranocb, YTo C 3aMen-
neHveMm pocta BBI1 nocneayet 3amen-
NleHMe pocTa YPOBHS BOBIEYEHHOCTU
B cneaytowme rogsl. ObpaTuTe BHUMa-
Hue, 4yto pocTt BBl 3ameanuncs ¢ 4%
B 2010 roay o 2% B rog B 2012 roay.
PoCT ypoOBHSI BOBMEUEHHOCTM TaKxe
3aMefnnncs, Ho Ha 2% B 2011 rogy m
Bcero Ha 1% B 2013 rogy. 3TO MOXHO
YBUAETb Ha rpadmke HuXe.

. MupoBblie TpeHAbl BOBJIEYUEHHOCTU B CPAaBHEHUU C SKOHOMUYECKUMU

nokKasaTensasmMmum
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W3meHeHue k npeppiaywemy rogy B %

-4.0%

-4.0%

-5.0%
2009 2010 2011 2012

BIEYEHHOCTM Cpeaun COTPYAHWUKOB, HO C
oTCTaBaHveM B 1 rog. Koraa »e Mupo-
Boi BBIM cHoBa cTan pactu B 2010 roay,
Mbl OTMETWU/N, YTO W BOBNEYEHHOCTb
CTana BOCCTaHaBMBATbCS, HO YXe B
2011 roay. Takum obpa3oM, Mbl caena-
JIN BbIBOA, YTO MEXAY SKOHOMUYECKM-
MW MoKasaTensiMM U BOBMEYEHHOCTHIO

"‘ MpupocT muposoro BBM

MpupocT 8 MMpoBoM
YPOBHE BOB/IEYEHHOCTH

2013 2014

POCCUNCKUE 9KOHOMWYECKUE
MOKA3ATEJIN CBSAA3AHbI C
YPOBHEM BOBJIEHEHHOCTU
CTtonT OTMETUTb, YTO BOBJIEYEHHOCTb
Koppenupyet ¢ BBl B pa3Hbix CTpaHax
no-pasHomy. AXES Management, 3kc-
KJII03MBHBIN NapTHep AonHewitt, npo-
BEN UCCNefoBaHne 73 KOMMNaHWUM, MMe-
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. YpoBeHb BOBJIe4HEHHOCTU B Poccum B CpaBHEHUM C SKOHOMUYECKUMU

nokKa3aTesissMu
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towmx 6onee 200 ThIC. COTPYAHMKOB B C|/| AbHblIe
Poccun. PesynbTtaTthl npeacTaBnieHsbl Ha
rpaduke Hmxe. MNocne cunbHOro nage- ODl_aHI/BaLU/IOHHbIE

HMA poccUiMckon skoHoMukm (-7,8%) B
2008-2009 rr. Hayancs pesKuin pocT
BBl (2010 roa), » BOBAEYEHHOCTb
TaKxke nocnefosana 3a 3TUM TPeHAOM
(pocT Havancsa ¢ -2% B 2010 rogy Ao
4% B 2011 roay). MNpwv 3TOM B Nepmopa C
2011 no 2014 rr. Habnoaanocb CHMXe-
Hue pocTa BBI1, u Takas xe TeHaeHums
MMena Mecto U B M3MEHEHMW YPOBHS
BOBJIEYEHHOCTM B CTpaHe (ypOBeHb
BOB/ie4YeHHOCTN ynan Ha 3% B 2014
rogy). [aHHble 3TOro wccnesoBaHus
MMetoT 60Mblloe 3HaYeHue ANs KOM-
MaHWii, NOCKOMbKY C BOBEYEHHOCTbHIO
CBSI3aHbl M YCrex KoMnaHum, u ee 6ums-
Hec — pe3yfbTaTbl. DTOT TPeHA CHUXe-
HUst BU3HEC-pe3ynbTaToB OTPA3NTCS Ha
YPOBHE BOBJIEYEHHOCTN COTPYAHMKOB,
YTO MpuBeAeT K HeobxoaMMOCTU pa-
6oTomaTeneil MpuknaabiBath 6osblie
YCUIMI ANs TOro, YTobbl MX KOMMNaHMS
1, B YaCTHOCTW, BCE COTPYAHUKN pabo-
Tanm apdekTMBHO.

3AKJTFOMEHMUE

B 3ak/toyeHne Hy>XHO OTMETWUTb, YTO
uccnefoBaHe BOBNEYEHHOCTU B Lie-
NOM U (aKTOPOB BOB/IEYEHHOCTU B
MUpEe U MO pervoHam Mo3BOMSIET YBU-
[eTb SICHYIO KapTWHY TOro, 4TO He-
06x0AMMO COTpyAHMKaM, 4Tobbl ObiTb
BOBJIeYeHHbIMU. MccnefoBaHne npea-

KYABTYPbI C BbICOKUM

YpOBHEM BOBAEHeHHOCTI

00AaASIOT CUABHBLIM
OpeHAOM, KyAsTYPOW
3(PPEKTVBHOCT
PYKOBOACTBOM.

CTaB/ISIET BO3MOXHOCTb B3I/SHYTb Ha
BHYTPEHHIOIO 06CTaHOBKY KOMMAHWU U
n3BneYb Ans cebs NonesHble YPoKu:

* BoBMeYEHHOCTb CBSI3aHa C H6u3Hec —
pesynbtatamMM M 3KOHOMUYECKUMU
nokasaTensiMu, YTO BaXXHO AN1S1 KOM-
MaHWIN, CTPEMSLUMXCS CTaTb inaepa-
MW Ha pbiHKe. 1o oueHkaM cneuma-
nuctos, BBl B Poccun npopomkaet
nagatb, 4YTO $BMSETCA CUrHANOM
ans paboropaTenein obpatuTb BHU-
MaHMe Ha ypOBeHb BOBJIEYEHHOCTU
C LieNblo YKPenuTb CBOM MO3ULMMK Ha
PbIHKE.

e [1nsa TOro, 4tobbl NOBLICUTL Ihek-
TUBHOCTb [AESATENbHOCTM U ycrex
KOMMaHUK1, HeobXOAMMO CKOHLEH-
TpUpoBaTbCd Ha MNOBEAEHUN BO-
B/IEYEHHbIX COTPYAHUKOB. Ecniu Bbl,
LeNCTBUTENbHO, X0TUTE paboTaTb C

BOBJIEYEHHbIMW  COTPYAHWKAMKU, TO
Bam HeobxoauMO BbIATK 3a paMKu
obLMX OnMcaHuii 0 TOM, Kak [of-
XKEeH BeCcTn cebsi COTPYAHUK, U 06b-
SACHUTb NIOASAM, KaKoe NoBeAeHve OT
HUX OXXMAETCS B AaHHOW KOMMaHUW.
Tonbko nocne 3Toro Bbl cMoxeTe
asuratbcs ganbuwe. CornacoBaHue
rnokasaTtenei no ynpaeneHuio 3¢-
pekTMBHOCTbIO, 0byyeHnto u pas-
BUTUIO, BO3HArPaXAeHWIo 1 NpusHa-
HUIO B KYMe C SICHBbIMU OXWMAAHUAMM
noBeseHNst COTPYAHWKOB npuBeaeT
K KOHLEHTpaLuM 1 MOBbLILLEHNIO CUN
M 3HEpruM, KOTOpble COTPYAHUKM
BK/1aAblBalOT B paboTy.

o Co3paliTe KynbTypy BOBJIEYEHHOCTU.
BoBneyeHHOCTb — 3TO HE NpPOCTO
pe3ynbTaTbl Orpoca WM Kakas-To
nporpamma. BoBneyeHHOCTb — 3TO
nogn. ®opMmpoBaHue KynbTypbl BO-
BJIEYEHHOCTU — 3TO MPOLECC OCO3Ha-
HUS TOrO, YTO Thl AeNaellb U Kak Tbl
3TO fdenaewb C MNocneaylowmMm co-
BEPLUEHCTBOBAHMEM MPOLIECCOB.

®akTopbl  BOB/IEYEHHOCTU  BaXHbI
TakXe, Kak U cama BOBNEYEHHOCTb,
NMOTOMY YTO BMECTE OHM MO3BONSAIOT
co3naTb 6onee LENOCTHYO KapTUHY
OpraHM3aLMOHHON KynbTypbl M MCK-
XOJIOrMYeCcKOoro 30pOBbsS KOMMaHUM.
CunbHble OpraHv3auuOHHbIE KyMbTy-
pbl C BbICOKUM YPOBHEM BOBJIEUEH-
HOCTVM 06/1afaloT CUMbHBIM BpeHAoM
(oTpakaeTcst B TakoM akTope, Kak
penytauua pabotogatens wu co-
rnacoBaHHOCTb uMMAXaA paboTona-
Tensa), KynbTypoh 3hbeKTUBHOCTM
(oTpaxkaeTcsl uepe3 Takume akTopbl,
Kak ynpasneHne 3(p@eKTUBHOCTbIO,
3apnnata, Mpu3HaHue, KapbepHble
BO3MOXXHOCTM) M PyKOBOACTBOM (OT-
paxkaeTcsa yepes Takue haKTopsbl, Kak
obpaTHasi CBsi3b, BHeApEHME VHHOBa-
LMK, 3@ KOTOpble OTBETCTBEHHbI py-
koBoautenu). B LenoMm 3Tu cunbHble
CTOPOHbI MO3BONSIOT BbIAENUTb Opra-
HM3aLUK, SBASIOWNECS NYYLIUMU pa-
6otopgatenamu. B
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TpyaOoBast MUMPALING:

CTaTyC-KBO

Pa3BuTHe poccMiCKOro MMrpaLjMOHHOro 3aKoHoAaTeNbCcTBa B pamMkax KoHuenuuwm
rocyapCTBEHHOI MUIrpaLMOHHOI NonnTukKn Poccuiickoit ®epepauunn ao 2025 roga
M B cooTBeTcTBUM C MnaHOM MeponpusaTuii no peanusauuu B 2012 - 2015 rogax
(nepBbii 3Tan) 3Toi KoHuenuwu, yTBep)xAEHHbIM lMpaBuUTENbCTBOM Poccuiickoi

depepaumm, MAET NOJIHBIM XOAOM.

EKATEPUHA
MOCKAJIEBA
BegyLumii

MMMUIPaLMOHHbIX
yanyr,
INTERMARK
RELOCATION

OCHOBHbIMM 33fj@4aMN  COBPEMEHHOM
MUIPaLUMOHHON MOAWTUKM Poccun sB-
NA0TCA:

v copeicTBUe MHHOBAaLMOHHOMY
Pa3BUTUIO U MOBbILWEHNIO KOH-
KypeHTOCnoco6HOCTH oTpacnei
POCCUIICKON SKOHOMMKMU, 06e-
cneyeHuio eé noTpe6bHocTeli B
pa6oueii cune;

v 3alyMTa HaLUMOHAJIbLHOIO PbIHKA
TpyAa u obecneueHue npu-
OPUTETHOrO NpaBa Ha TpyAo-
YCTPOMCTBO rpaxaaH Poccuii-
ckoit degepaunu;

v NPOTUBOAEICTBME HE3AKOHHOM
MUrpaumm.

Ha nepsBom 3Tane peanusauun 3TOK
nonutukn (2012-2015 r.) ycunusa 3a-
KoHozaTene U UCNOMHUTENbHBIX Op-
raHoB Poccuiickont ®enepaumm 6binu
HanpaB/ieHbl B NMEPBYIO OYepeab Ha:

v co3naHue 3cdheKTUBHbIX Mexa-
HU3MOB OLIEeHKMU NoTpe6HOoCTH
POCCUIACKON SKOHOMMUKMU B MHO-
CTpaHHOMW paboueii cune;
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KOHCY/IbTaHT, OTAEN ¢ coBepLUeHCTBOBaHUE Mexa-

HU3Ma KBOTMPOBAHUS U UHbIX
MeXaHU3MOB NpuBJIeYEeHUs
MHOCTpPaHHOI paboueil cubl
(vanpumep, Ha OCHOBaHUM
naTeHToB);

v co3paHue aucddhepeHunpoBaH-

HbIX MPOrpaMM KpPaTKOCPOYHOM
M AOIrOCPOYHOM TPyAOBOW
Murpaumm, 1.e. audpcpepen-
LMPOBaHHbIX MEXaHM3MOB
npusneyveHums, otébopa, uc-
nosb30BaHMA, a TaKxe and-
(pepeHUMpPOBaHHbIX PEXXUMOB
npe6biBaHnA B PO ansa pasHbix
KaTeropuii MHOCTpPaHHbIX pa-
60THMKOB (BbICOKOKBanudmnLm-
pOBaHHbIX CeLUasnucToB/KBa-
NAMPULUMPOBaHHbIX pa60THMKOB
no aedunUUTHBIM U BOCTpe6o-
BaHHbIM npodeccusam);

v/ COBeplLlIeHCTBOBaH1e CUCTEMbI

KOHTpONns Bbe3aa u npebbiBa-
HMSl UHOCTPAHHbIX rpaXkAaH Ha
Tepputopum PO;

v/ yCWJieHue OTBeTCTBEHHOCTH 3a

HapyweHune MUrpaumMoHHOro
3aKoHO4aTeN1IbCTBa;

v co3faHue LIeHTPOB coAencTBus

MMMUrpauum B Poccuiickyto
denepauuio 1 MEAULIMHCKOrO
0CBMAETE/IbCTBOBAHUS UM-
MUrpaHTOB, B TOM YUCsIe 3a
py6exom.

MepBble ABa roga akTWBHOW paboThbl
rocy4apCTBEHHbIX OpraHoOB Haj pea-
nu3aumen fonrocpoyHor KoHuenumm
rocylapCTBEHHON MWUrpaLMOHHON Mo-
JIMTUKN  3aBEPLUWSIUCL  MPUHSTUEM
MHOXXKECTBA 3aKOHOAATENbHbIX aKTOB,
CYLECTBEHHO W3MEHMBLUMX YC/IOBUS
Bbe3aa, NpebblBaHWs 1 OCyLIeCTBe-
HUS TPYAOBOW AESTENbHOCTU MHO-
CTPaHHbIMK rpaXkgaHaMun Ha TeppUTO-
puun Poccuiickon deaepaumu.

B cdhepe Tpynoson murpaummn Hanbo-
Nlee BaXKHbIMW U3 BCEX 3aKOHOAATE b-
HbIX HoBOBBeAeHui 2014 ropa sBnsi-
I0TCA Cregylowme:

YCTaHOBJ/IEH HOBbI MOPSAAOK MO-
JIyYeHUs paspelleHnii Ha paboty
AN VHOCTPaHHbIX PpaboTHUKOB
npeaAcTaBUTEeNbCTB, cduvnnanos
M AOYEpPHUX OpraHu3aLuMi MHO-

CTPaHHbIX KOMMEpYeCcKux opra-
HM3aumii - uneHoB BceMmupHoO#
ToproBoii OpraHuMsauum

v faHHas kaTteropus paboropa-
Teneii ocBo6oXkaeHa OT nony-
YeHMSs! KBOTbI U pa3peLueHus
Ha npuBJ/ie4yeHue n UCnosib3o-
BaHUe UHOCTPaHHOM paboueii
cuIbl;

v paspelueHusi Ha pa6oTy Bbl-
[AKOTCSA CPOKOM AeiicTBusa Ao 3



NeT U AeACTBYIOT Ha TEPPUTO-
PUM HECKOJIbKUX CY6bEKTOB;

v/ AaHHbI NOPSAOK NPUMEHUM
npu co6noaeHnn psaga Tpebo-
BaHW# K MHOCTPAHHbIM cneuu-
anucram (pasmep 3apaboTHOM
nnaTtbl, ypoBeHb kBasincuka-
UMK, cTaxk paborbl B fOMK-
HOCTK) U K paboTopaTtensam
(MakcMManbHasi YUMCNIEHHOCTb
COTPYAHUKOB).

KaTteropus «BblcOkOKkBannpuum-
POBaHHbIX CNeuuasiMcToB» MNo-
NnoJZIHWIaCb MHOCTPaHHbLIMKU cne-
uuManucTtamMm c goxoaom B 1 MnH.
pyébneit B rog, paborarowmmu B
UT-koMnaHuMaX, NONYYUBLUUX [AO-
KYMEHT O rocCyAapCTBEHHOW aK-
KpeauTaumm

lNpeacraBuTenncrBa MHOCTpaH-
HbIX KOMMaHWi, aKKpeauTOBaH-
Hble Ha Tepputopuu Poccuiickoii
denepaumm, nNOAyHYMAM MNpaBo
npuBJIEKaTb MHOCTPAHHbIX BbICO-
KOKBa/IM(PULMPOBaHHbIX CheLuu-
aNINCTOB AJisl OCYLLECTB/IEHUS UMM

TPYAOBOV AEATENbHOCTM Ha Tep-
putopum Poccuiickoii depepaumm

BBeaeHa HopmMma, o6sa3biBaiowian
MHOCTPaHHbIX rpaXxaaH npm obpa-
LWeHMM 3a pa3peLlueHMeM Ha pabo-
Ty M60 NaTeHTOM, pa3pelueHneM
Ha BpeMeHHoe NpoXXMBaHWe U BU-
AOM Ha XXMTENbCTBO, NOATBEPIK-
AaTb B/lafleHNe PYCCKUM f3bIKOM,
3HaHue ucropun Poccum M OoCHOB
3aKkoHopaTenbcTBa Poccuiickon
denepauum

v/ Npu noAaye 3asBJIEHUSA O Bbl-
Aaye pa3pelieHnst Ha BpeMeH-
HOE npoXXuBaHue Wi eMaa
Ha XXUTEJIbCTBO psAA KaTero-

PV MHOCTPaAHHbIX rpa)kaaH
0cB060XXAal0TCsA OT AAHHO
06s13aHHOCTH, B TOM uncse
BbICOKOKBa/IM(PMLUMPOBaHHbIE
CneuvanucTbl U YieHbl UX ce-
Me# (npm o6palleHuun 3a BUAOM
Ha YXUTEeNbCTBO);

v Npu nogaye AOKYMEHTOB Ha
ocdopMneHune paspelleHns Ha
pab6oTy BbicOKOKBanmpuumpo-
BaHHble CNeLManuncTbl U YieHbl
ux cemei (M pag Apyrux Kare-
ropuii MTHOCTPAHHbIX FPaXAaH)
0CcB060XXAAIOTCSA OT AAHHO
06s13aHHOCTH;

v cepTudmnkaTt 0 BJlageHum pyc-
CKWUM 13bIKOM, 3HAHUMN NCTOPUMN
M OCHOB 3aKOHoOAaTeNbCTBa
Poccuiickoi ®Pepepaunn 6yaer
BblAaBaTbCsl YNOJIHOMOUYEHHbI-
MK o6pa3oBaTesibHbIMMN Yupex-
AeHusiMu ¢ 1 ceHTA6psa 2014
ropa.

HoBblii noOpsSAoOK npuBAeYeHUs
K TPYAOBOW AEATENIbHOCTU WMHO-
CTpaHHbIX rpakgaH u3 6e3Bu30-

BbIX CTpaH Ha OCHOBaHWM NaTeH-
Ta HaXOAMUTCS HA PacCMOTPEeHUM
FocynapcrBeHHOM [lyMo#

v B kauecTBe paboTtoparTens B
OTHOLUEHMUM MHOCTPAHHbIX
rpaxxaaH u3 6e3BU30BbIX CTPaH
Tenepb CMOryT BbIiCTynaTtb
(noMuMo pusnUECcKux ny)
ropManyeckme nuua u UHAUBKU-
AyanbHble NnpeanpuHUMaTenu;

v MaTteHTbl 6yAyT BbiAaBaTbCA
CPOKOM fieiicTBUS Ha 1 Mecsay
C nocneayroLwWnM NpoasieHueM,
HO He 6os1ee YeM Ha OQ4MH roa,
u 6yayT AelcTBOBaTb Ha Teppu-
TOopuM ogHoro cybbekTa.

v Mpasutenbcreo P®, peruo-
HaJibHble OpraHbl rocyaap-
CTBeHHo# Bnactu u ®MC
CMOryT NPUOCTaHaB/IMBaTb UK
npekpalwiaTb Bbigauyy NaTeHTOB

Ha TEPPUTOPUU KOHKPETHOIO
cy6bekTa B COOTBETCTBMM CO
CNo)XXuBLUENCA 06CTAaHOBKOM Ha
pblHKe TpyAaa.

YTBEPXXAEH HOBbIN MOPSIAOK YBEAOM-
NeHVs1 rocyAapCTBEHHbLIX OpraHoB 06
OCYLLECTBMEHUM TPYAOBON [esiTenb-
HOCTM  BbICOKOKBaNMGULMPOBaHHbLIMU
cneyumannctamm

v YnpasgHeHa npoueaypa no-
Aaum pabortoparenem yse-
AOMJIEHUA O NOCTAHOBKE
BbICOKOKBanuduLMpoBaHHOro
cneuManunucTa Ha HalloroBbli
yuet [DeneparbHblil 3aKOH OT
23.07.2013 N 248-®3].

v MNMopaua yBeaomnenuit B ®MC
Poccum nnv ee ynonHoMoueH-
Hblli TeppUTOpUaJIbHbIIA OpraH
0 Bbinnarte 3apaboTHOW NnaThl,
pacTop)XeHnH TPyAoBbIX/ rpa)x:-
AAHCKO-NPaBOBbIX OrOBOPOB,
a TaK)Ke 0 npefocraB/ieHumn
oTnyckoB 6e3 coxpaHeHus
3apa6oTHoii nnaTtbl (NpoAos-
MUTENbHOCTbIO 60n1ee 1 ka-
JieHAapHoOro Mecsua) ocyLyecr-
BJISIETCA €XXeKBapTaJibHO, He
nosaHee nocnegHero paébouero
AHSA Mecsila, cneayrowero 3a
OTYETHbIM KBapTanom [lpuka3
®MC Poccum ot 12.03.2014 N 182].

locynapcTBeHHble OpraHbl MOCTOSIHHO
NPOBOASIT @aHa/IM3 NPaBONpPUMEHUTESb-
HOV MPaKTVKMU U OCYLLECTBASIOT OLEeH-
Ky 3(PhHEKTUBHOCTM MPUHSTLIX HOpPMa-
TUBHbIX MPaBOBbLIX aKTOB Poccuickoin
depepaumn B LENsiX KOPPEKTUPOBKM
CYLLECTBYIOLMX MUrPaALMOHHBIX MpPO-
rpamMM u pa3paboTKn HOBbIX.

3aKOHOTBOPYECKMI MPOLIECC B paMKax
peanu3auum OCHOBHbIX HanpaBreHuii
roCyZlapCTBEHHOM MWIPaLMOHHOW MO-
MTUKKM Poccuiickoin deaepauum  ak-
TMBHO npogomkaeTcs. M
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Aemorpadpunyeckmni cnaa v
P3CTYUW3N CAOXKHOCTb 33A34U
No NpmnBAeYvYeHnio TaAaHTOoB
AeNaloT Bce bonee BaXKHbIMA
NccAeAOBaHNS1, HanpaBAeHHbIe
Ha NOHNMaHVe ocobeHHoCTen
LueneBo ayAUTOpUN.

HaumHas c 2008 roaa, FutureToday
eXerogHo npoBOAUT €eAWHCTBEH-
HOe Ha CeropHsIlHUA AeHb uccrne-
AOBaHME KapbepHbIX OXXUAAHMMNA,
OpPMEeHTUPOBaHHOE Ha YeTKO onpe-
AEJIEHHYIO LEeJIeBYI0 ayAuTOpuUIo
- CTYAEHTOB U BbiMyCKHUKOB Beay-
wux By30B. B 3TOM roagy B uccne-
AOBaHUM MPUHANO y4yacTue 6onee
6 500 ctryaeHToB 2014-2015 rogos
Bbinycka U3 27 By30B B 4 ropoaax:
Mockse, CankT-lNeTtepbypre, HoBo-
cnbupcke, Ekatepunbypre.

YeTKOCTb B OMpeaeneHnn LieneBon
ayaAMTopuUM UCCNefoBaHUS W BHYLUW-
TeNbHOE KOIMYECTBO OMPOLUEHHbIX MO-
3BO/MM HaM COCTaBUTb 0B0OLLEHHBIV
MopTpeT MOJI0AOrO CreumanicTa Kax-
[I0r0 By3a B OTAENbHOCTM U CBOAHbI
NMopTpeT BbIMYCKHMKA BeayLlMX By30B
CTpaHbl, NOKa3anu, Kak CTyAEHTbl Bbl-
MYCKHbIX KYPCOB MNPeanoynTaloT uc-
KaTb paboTy, Kakme (akTopbl BaXKHbI
AN HUX npy Bblbope paboToaaTens, a
TaKXKe MO3BOMWM COCTaBUTb PENTUHT
CaMbIX NpuBeKaTenbHbIX paboTogaTe-
neu B 2014 roay.

Kakoil >xe& OH CEroAHsIUHUIA MO0A0M
cneumanuct?  Yawe BCero OH yxe
nmeeT onbIT paboTbl (64% onpoLueH-
HbIX), 3HAET aHIMNCKUI $A3bIK, UMEeT
ypoBeHb aoxoaa 20.000-25.000 pyb6. B
Mockee, 15.000-20.000 py6. B CaHkT-
MNetepbypre, 10.000-15.000 py6. B
HoBocnbupcke n EkatepuHbypre. Yto
KacaeTcsl cdep 3aHATOCTU, Tpaauum-
OHHO OH MeuTaeT 0 paboTte B baHkax/
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NHBecTnumsix/JInsmHre, Ho paboTaeT B
Hayke/O6pazoBaHumn v Mpogaxax. Ans
Hero BaXkeH psa (hakTopoB npu Bbl6O-
pe Mecta pabotbl: B MockBe u CaHKT-
MNeTepbypre no-npexHeMy Haubonee
Ba)XXHbI M3 HUX - 3TO BO3MOXXHOCTb
YUUTBCS, @ B PermoHax — CTabuibHOCTb
N YBEPEHHOCTb B 3aBTPaLLUHEM [HeE.

AHanu3 peknaMHbIX KaHasoB MoKasa,
4YTO CerogHsi camble 3deKTBHbIE Ka-
Ha’bl Moucka paboTbl 4151 PECTIOHAEHTOB
— KapbepHble CaliTbl, “Yepe3 3HAKOM-
CTBO” M npsMble obpalleHns K pabo-
TopatensM. hh.ru ocraeTcs cambiM mno-
NYNSPHbIM «pPaboTHBIM» CATOM, TaKXe
no-npexxHeMy BocTpeboBaHbl 6osbluast
LIecTepKa CaluToB 0 paboTe ANs CTy[eH-
TOB W BbIMYCKHUKOB - job.ru, superjob.
ru, career.ry, fut.ru n rabota.ru.

JNnpunpyrowasa coumansHas ceTb - BKoH-
TaKTe, ee MOCTOSIHHO Mcronb3yeT 91%
onpoLleHHbiX. Facebook B 3TOM roay
yCTynun BTOpPOe MecTo Bce bonee Ha-
6upatowemy nonynspHoctb  Instagram
(46% pecnoHAEHTOB MCNOMb3YHOT ero
MOCTOSIHHO).

Mo pesynbTaTaM UCCNenoBaHMSI Mbl CO-
cTaBuaM peiTuHr “TOP-10 cambIx npu-
BriekaTeNbHbIX pabotopatenen 2014"
B koTopbli Bownm (1) Tasnpom, (2)
Google, (3) Apple, (4) BMW, (5) Angekc,
(6) PocHedTb, (7) CbepbaHk, (8) Aspo-
¢nor, (9) Nykoin n (10) Mercedes-Benz.

VIMesi AaHHble MO KaXkAoMy By3y B OT-
[ENbHOCTM, Mbl 3HaeM W creumdu-

TATIANA
GUSEVA
Senior project
manager,
FutureToday

Ky Kaxgoro ropopa. Tak, B Mockse B
penTuHr BxoauT BTB/BTB24; B CaHKT-
MNetepbypre — IBM 1 Coca-Cola; B HoBo-
cnbupcke 4 CTpoUKy perTUHra 3aHuMa-
et [y6nblmc, BoobLle HE OTMEYEHHBbII
pecrioHAeHTaMn B ApYyruMx ropogax, a
B ExkaTepuHbypre nonynsipHbl Sony u
Samsung. 3TK pasnnunsa ele pas noa-
YepKMBAOT TO, KaK aKTMBHOCTb U pe-
nyTauust TOM WA MHOW KOMMAHWM OT-
pa)kaeTcsl Ha PEeNTUHre B KOHKPETHOM
pervoHe.

Pa3BuTVE NO6ON KOMMaHUK 3aBUCUT OT
noTeHuMana COTPyAHWKOB, paboTato-
LLMX B HEWM, 0COBEHHO MOJIOAbIX, CNOCO6-
HbIX 1 MPU3BaHHbIX €€ MEHSTb U pa3Bu-
BaTb. B CBA3M C TeKylLEN cuTyaumeil Ha
paHKe TpyAa MOMoAblX CMeLManncToB
HeobxoanMo paboTaTh C 3TONW LIENEBOM
AyAUTOPUEN He TOMbKO AJ1s YOOBETBO-
PEHUS1 TEKYLUMX KaapOBbIX MOTPEBHO-
CTel, HO M ceivac 3aknagplBaTb QyH-
nameHT 6yaywero. Ons Toro, 4to6bl
MHBECTVUMKN, BHOCMMblE B 3Ty pabo-
Ty, TNPUHOCKNIN XXENAEMbIN pe3ynbTarT,
cTpaTernst [O/MKHa OCHOBbLIBATbLCS Ha
aHanMTUKe pblHKa, BeAb TONbKO LMdpbI,
MOJTyYeHHbIE B XOA€ KauyeCTBEHHO Mpo-
BEAEHHOr0 MCCNeaoBaHUs, MO3BONAT
MHBECTMPOBaTb OCO3HAHHO.

FutureToday - nuaep pbiHka employer
branding n graduate recruitment. Hawm
KJIMEHTbI - BEAYLLME POCCUMINCKME U 3apy-
6exHble koMnaHuW. Hawa exegHeBHas
paboTa — pasnnMyHble MPOEKTbl HaLIMX
KS/IMEHTOB, UTO NO3BOJISIET HAM MOCTOSH-
HO yrnybnsaTb Hawy 3kcneptusy. Kpome
Toro, FutureToday BxoauT B MexayHa-
poaHble cet One Agent u TMP, 4to
JaeT HaM BO3MOXHOCTb Mofy4aTb
OMbIT OT HaLMX Konner u3 3apybexHbix
CTpaH, rae pabota Haa employer brand
ABNAETCA OAHON U3 BadKHEWLMX ANd
nroboli koMnaHun. M
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[NpuknAlOYeHns
NHOCTpaHueB B Poccun,
nAm ocobeHHoOCTU
TPYAOYCTPOWNCTB3
3KCNaTPUaHTOB

MpakTUKa NnpuBeYEeHNs MHOCTPaHHbIX cneuvanucros B Poccum nosisunachb
elle HeCKOJIbKO CToNeTUi Ha3ad. CrnycTsi MHOrO JieT, 3TO No-NpeXXHeMy aK-
TyasibHO. Ho roBopuTb 0 60/1bLLIOM KOJIMYECTBE SKCMNATOB Ha MO3ULMsaX TOm-
MeHemxepoB B Poccuu cerogHs He npuxogutcs. B cpegHem 3ta umdpa co-
cTaBnsieT He 6onee 10% ot o6Liero konuyecTsa pykosoautenen. Onupascb
Ha Hall ONbIT KaK XeAXaHTUHIroOBOW KOMMaHMUU, MOXXHO OTMETUTb, YTO eCTb
no3uuMm, Ha KoTopble npakTnyeckn 100% poccuiickux paboroparenei xo-
TAT BUAETb POCCUIACKUX KaHAMAATOB — CpeAM HUX No3uuuu (PMHaAHCOBOIO
AVpEeKTopa WK AUpEeKTopa No IpuanYeckMM Bonpocam. 3To 060CHOBbIBa-
eTcsl TEM, YTO OT KaHAauaaTa Tpebyercs 3HaHMe U MOHMMaHue cneundukn
POCCHIACKOro 3aKOHOAATE/NIbCTBA U O4E€Hb XOPOLLMIA PYCCKUNA A3bIK.

Ho Ha Takve no3vumm, Kak rnaea npea-
CTaBUTENLCTBA WM reHepasbHbIf au-
peKTOp KOMMaHWK1, AMPEKTOp Mo npo-
W3BOACTBY, AMPEKTOP MO MapKETUHIY
WM NpoAaXaM MOryT MpeTeHaoBaTh
WMHOCTPaHHble rpaxxaaHe. W, 6onee
TOrO, Ha HEKOTOopble BakaHcMM pabo-
ToAAaTeNM MILYT MMEHHO 3KCraToB. Ha
TO €CTb CBOV MPWYMHBI, MOTOMY YTO B
EBponie, 6e3ycnoBHO, YpOBeHb TEXHO-
NIOTUIA U MPOU3BOACTBEHHBIX MPOLIECCOB
Bblle, Yyem B Poccun. Kpome Toro, nHo-
CTPaHHbIN COTPYAHWK CrocobeH npu-
BHECTU B KOMMAHMWIO MHTEPECHbIE MeX-
AyHapoaHble NpakTukn. MHoCTpaHHble
KOMMaHuK, npucyTcTeyowme B PO, Ha
onpeaenéHHble BakaHCUK TOXe FOTOBbI
6paTb 3kcnaToB.. MNpaBaa B 3TOM Cyyae
OHMW NpeanoYnTaloT penoumpoBaTh CBO-
WX BHYTPEHHMX KaHAMAaToB. B uenom,
MOXHO CKa3aTb, YTO Mo noabopy aKkcna-
TPUAHTOB XeAxaHTepbl COTPyAHUYaoT
Yallle BCero C poCCUMCKMMM KOMMaHusi-
MU, HEXENN C MeXAYHapOAHbLIMU.

ECM roBOpUTb O KOHKPETHbIX CEKTO-
pax, raoe npeanoyMTaloT BUAETb Ha
TOMOBbIX MO3ULMUAX UMEHHO MHOCTPaH-

LeB, 3TO, Npexzae BCero, Npou3BOACTBO
n R&D. MNockonbKy BO MHOIMMX ApPYrux
CTpaHax onpeaenéHHble TeXHOMN0ormm
pa3BUTbI HECKOJTLKO NydLle, YeM B Poc-
CUM, TO KaHAmAaTbl U3 cTpaH EBponbl,
AnoHnn nnn CLLUA nonb3ytoTcs 605b-
MM MPEUMYLLECTBOM Meped pOCCuit-
CKMMK creumanuctamu. B cdepe npo-
[aX, MapKeTuHra, passutusi GusHeca
BaKaHCMM TOXe perynsipHo 3aKpbiBa-
I0TCA KaHAMAaTaMmn 13 3arpaHnLbl.

be3ycnoBHO, MoMy4YeHWe BbIFOAHOIO
NpeAnoXeHNs 3aBUCUT OT crielmnasb-
HOCTM 1 onbiTa paboTbl YesoBeKa — Y
XOpOLLEro KaHamaaTa 3TO MOJyYnUTCSs
[l0CTaTOYHO 6bICTPO. Ho, ecnu concka-
Tesb YacTo Nnepexoaun C MecTa Ha Me-
CTO M He UMEET [0Ka3aHHOro ycrneLl-
Horo onbiTa, TO B Poccun emy byaet
CMIOXXHO YCTPOUTLCS, AaXke, ecnu [o
3TOro oH paboTtan B AMepuke unu eB.-
ponencKnx cTpaHax. B uenom, ctout
cKasaTb, YTO KaHAuzaTtbl M3 Poccumn
N u3-3a pybexa Ha AaHHbIi MOMEHT
MMEIOT MOYTM PaBHble BO3MOXHOCTM,
O[IHAKO HYXXHO Y4MTbIBaTb, YTO Tpebo-
BaHMWSI K HM NpeabaBnsioT pasHble. B

ronins
3ABA3APHbIX
MapTHep,
Xe[XaHTUHroBas

KoHTakT»
|

LIefIoM, 0CO60ro NPENMyLLECTBA Y SKC-
NaTPUaHTOB HeT.

CToMTb OTMETUTb, YTO A1 Momcka Xo-
polleii paboTbl, n6OMy KaHauAaTy
HY>XHO BpeMsi. Konn4yecTtBo 3Toro Bpe-
MEHW 3aBUCUT OT pe3toMe CoucKaTens:
OT MpeablayLlero onbita, 0bpasoBaHus,
JIMYHBIX KA4YeCTB U, KOHEYHO Xe, OT BOC-
TpeboBaHHOCTM npodeccnn B Poccun.
Mpn 3TOM, OTeYeCTBEHHble XeAXaHTepbl
HepeaKo CTaslkKMBAKOTCS C TEM, YTO KaH-
AnpaaT-3KcnaT He COBCEM BEPHO OLEHU-
BaEeT cuTyaumio B Poccumn m, Hanpumep,
oXxvaaet 6onee BbICOKOrO YPOBHS KOM-
MeHCaUMi WM PacLUMPEHHOrO  COLIN-
anbHOrO naketa. Torga emy npuagrcs
noTpaTUTb MHOrO BPEMEHM Ha MOWUCKK
YCTpavBaloOLWEN €ro KOMMaHuu. Tak-
e, e MHocTpaHel, 6bin npurnaweH
B Poccuio Ha Tak HasblBaeMbld 3KCMa-
TOBCKMM KOHTPaKT (NpakTuka, Korga
MeXAyHapoaHble  KOMMaHuu  peniouu-
PYIOT CBOVIX BHYTPEHHWX COTPYAHMKOB
B APYryt0 CTpaHy M NpeaoCTaBnsiioT UM
MaKET, KOTOPbIM BK/IOYAET B cebst apeH-
[ly KBApTVpbl, OnaTy 06ydeHusl AeTew,
MEAMLIMHCKYIO CTPaxoBKy ANS HEro wm
ceMbM, onnaTty 6uneTos Ans noceLleHns
POAHOM CTpaHbl 1 T.A.), TO 3TOT NpoLecc
ONS HEr0 MOXET 3aTAHYTbCS Ha rogbl,
MOTOMY YTO €r0 OXUAAHWUS MO «MaAKETY>»
ropasgo BbllUE, YEM Y MECTHOIO KaHAau-
pata. B onbite AreHTcTtBa KOHTaKT 6bin
WHTEPECHbIN NpUMep, Korga y OAHOro
M3 KaHAWAATOB B KOHTpakTe 6bin mpo-
MMCaH MyHKT O TOM, YTO ero 06s3aHbl
3BaKyMpoBaTb C TeppuTOpuM Poccum Ha
BEPTONETE B TeUeHWe 24 14acoB Npu BO3-
HUKHOBEHWM (hOPC-MaXKOPHOM CUTYaLWN.
3TO MCKtoYeHre, Ho, B 0bLueM, akcnaT
NS KOMMaHUM MoYTK BCeraa obxoamTcst
[OpOXe MECTHOr0 COTpYAHMKa, M 3TO
[JOCTaBnsieT eMy TPyAHOCTM B MOMUCKe
noaxoasuien nosuuyn. M
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OcobeHHOoCTN
permoHanbHbIX PbIHKOB
TpyAa 8 Poccun

Poccua 3aHMMaeT 7-e MecTo B MUpe No YUC/IEHHOCTU SKOHOMUYECKN aK-
TUBHOro HacesneHus (75 mMnH. yen.). B nocnegHue roabl, KpoMme yMeHbLUe-
HUSA YMcna TPYAOCNOCO6HbIX rpaXxAaH U, KaK cliefCTBUe, CYLeCTBEHHOro
nageHuns ypoBHsi 6e3paboTuubl, Habnrogaercs 3HauUTeNIbHOE Nepemelle-

HUe KaapoB B YacCTHbIN CEKTOp.

Poccuiickne HaeMHble paboTHUKKU Npu-
BbIK/IM K BbICOKOW AWMHAMWKE pblIHKa,
6bICTPbIM KapbepHbIM NepeaBMKEHNSIM
M MEHbLUMM COUMasbHbIM fIbFroTaM Mo
CpaBHEHMIO CO CBOMMM 3anaAHbIMK KOJ1-
neramu. OgHaKo, HECMOTPS Ha obwme
TEHAEHUMW, BOCMPUHUMATb TPYAOBOW
pecypc CTpaHbl Kak OAHOPOAHYO Maccy
6bin0 6bl HenpaBW/IbHLIM: B 3aBUCK-
MOCTV OT pervoHa, KaapoBblii COCTaB
3aMETHO OT/IMYAETCS MO MAOTHOCTU U
HamnoJIHEHUIO, @ TakXke CTeneHu npu-
roAHOCTM ANS MHOCTPaHHbIX paboToaa-
Tenen. Hwxe npeacTaBieHbl OCHOBHbIE
MCTOYHMKM  KaApOBOro MoTeHumana,
TPYAHOCTU W MpPEUMMYLLECTBA KaXXAoro
M3 YeTbIpeX KPYMHEMWMX POCCUNCKMX
pervoHoB: CeBepo-3anag, tOr, Ypan un
Bonra, Cvbupb 1 danbHuil BocTok.

CeBepo-3anag c obwmM HaceneHu-
eM B 14 mnH. yen. nokpeiBaet 10%
TEppPUTOPUM CTpaHbl. [NaBHbIM 3KOHO-
MUYECKMMMN LIEeHTPOM saBnsieTcs CaHKT-
MeTepbypr, rae pa3BuTo MPOM3BOACTBO
BO BCEX CEKTOpax OT (papMaLeBTUKN A0
aBTOMOOUSIbHOrO 6U3Heca, NOrucTrKa,
WUT, po3HWMYHas TOproens, npogaxa
YCIyr, KOHCyfbTauWOHHas AesTesb-
HOCTb WM Hay4Hble LeHTpbl. BTOpbIM no
3HaUMMOCTU cunTaeTcs KanuHuHrpag,
ocoboe reorpacduyeckoe MnonoxeHne
KOTOPOro [JaeT eMy JIoructnyeckme
npevmyLLecTsa Ans Toproeau ¢ Eepo-
MoW, TakuM obpasoM, Aenasi ero npw-
BNeKaTeNlbHbIM A1 UHOCTPaHHbIX WH-
BECTMLMI B MECTHOE MPOW3BOACTBO.

HeckonbKko BY30B, MPU3HAHHBLIX KaK B
Poccun, Tak u 3a pybexxom, nocrasns-

IOT Ha PbIHOK BbIMYCKHUKOB C BbICOKUM
YPOBHEM MOArOTOBKM, UTO MO3BOSISIET
LUMPOKO NPaKTUKOBaTb NMPOrpaMMbl Ha-
60pa MonoApIX creumanncToB. B uenom,
PbIHOK TpyAa 34eCb MOYTU Tak xe bna-
ronpusiTeH, kak B MOCKBe, HO 3apnnaTbl
B PErMOHe 3HaUUTENbHO HUXKeE (CpeaHui
ypoBeHb no CaHkT-MeTepbypry — 34 T.
py6., a B MockBe — 56 T. py6.) Cpeau
NpenMyLLEeCcTB MOXHO Ha3BaTb U BbICO-
KW NPOLIEHT HaceneHusi, BnafetoLwero
AHMIACKUM  A3bIKOM. 3aTpyAHEHUS B
noabope nepcoHana BbI3bIBAOT AON-
TUIA MPOLIECC MPUHSTUSI PELLEHWIA, MO-
CKOJIbKY 60MbLWMHCTBO FOMOBHBIX OhU-
COB HaxoauTcs B MockBe, U HexBaTKa
aHrIOroBOPSILLMX CreuManncToB B He-
6onbwmx ropogax. OgHako, 3TM Heao-
CTaTKN HE3HAUUTESIbHbl B CPaBHEHUN C
npenMyLLecTBamMm, KOTOpble AaeT BbICO-
Kasi MJI0THOCTb HaceneHus, MHOXeCTBO
KauyeCTBEHHbIX BY30B, Pa3BUTbIN PbIHOK
C OpraHu3oBaHHbIMKM H6M3HEC npolecca-
My, 6nnsocTb K EBpone, npucyTcTeue
MEXAYHapOAHbLIX KOMMaHUI U1, B LIENoM,
BbICOKOE KayecTBO paboyelt cusbl.

CneumanncTbl C rOTOBHOCTbLIO Nepece-
NIAOTCA U3 MENIKMX ropodoB B MOMCKaxX
KapbepHOro pocTa W Jlyyllero KOMMeH-
caumoHHoro naketa. CaHkT-lNeTepbypr
ABNSETCA KPYMHbIM LIEHTPOM MUrpaumu,
1 ero pesnaeHTbl HEOXOTHO NepeeXxatoT
B [Ipyr1e pernoHbl, NMOCKOSIbKY CEBEpHas
cTofnmua npegnaraeT A0oCTaTO4HO BO3-
MOXHOCTEN A1l KapbepHOro pocta W
BbICOKMI YPOBEHb XU3HW. UCKloueHeM
ABNAIOTCA CMELMannCTbl B MApKETUHTE,
(uHaHcax, ynpaeneHnM nepcoHanoM u

EJIEHA
KOJIECHUK
MeHemxep no
MapKETUHIOBbIM
KOMMYHUKaLMAM,
Brainpower CIS

HOpUCMPYAEHLMKN, NOCKONBbKY 3TN (yHK-
UMM 0BbIYHO LIEHTpanM30BaHbl B roOsI0B-
HbIX ochmcax B Mockse.

B 3koHOMMKe HOKHOro pervoHa,
3aHumatowero 3% TeppuTopumM C Ha-
ceneHnem B 14 MnH. 4en., npe.anu-
pyeT Noructuka, TOproens, CenbCkoe
XO3ACTBO M MPOMbILLISIEHHOE MNPOU3-
BOACTBO. DKOHOMMYECKMMUN LIEHTPaMM
asnsaTca Poctos-Ha-[oHy, KpacHo-
fAap n CtaBponosb. MecTHble By3bl He
MOryT COMepHUYaTb CO CTOSINYHBIMYU,
XOTS W MOCTaBnsoT Heobxoanmble
Kaapbl AN1s MeCTHOro pblHKa TpyAa.
O6blyHO noAan 34ecb 04YeHb Mobub-
Hbl, HO OXWAAIT CEPbe3HOro MoBbl-
LLUEeHMA 3apniaThl B C/lyYae penokauum
(cpenHuit ypoBeHb 3apaboTHOM NnaThl
B pernoHe — 21 T. py6.)

MpoceccnoHanbl C BbICOKUM YPOBHEM
BMAZIEHNS aAHITIMCKMM  A3bIKOM  He-
MHOFOYMCNIEHHbI MO CPaBHEHUIO CO
cTonuuamu, nonydatoT 6onblie npea-
NOXKEeHWU 0 paboTe n 6onee BbICOKME
3apnnatel. Kpome TOro, 3aecb Crox-
HO HaWTU XOpOLWMX CMeLuanncToB B
cchepax, WCTOPUYECKM  KOHLEHTPU-
PYIOLMXCA B FOMOBHbIX odmcax, Ha-
npumep, B MapkeTuHre. Eule opaHol
OCODEHHOCTbIO SAIBMISIETCA Hanuuve y
60NbLIMHCTBA PE3NAEHTOB COOCTBEH-
Horo 6u3Heca, KOTOpbI OHW ObblY-
HO He AeKnapupylT Mpu YCTpoOMCTBe
Ha paboTy. OCHOBHOM MOTMBaLUMEN
60NbLIMHCTBA COTPYAHMKOB SIBNSIETCS
(nHaHcoBasi, a He KapbepHoe/npo-
(eccmoHanbHoe passuTHe U ap. U Ha-
KOHeLl, nopTasbl MO TPYAOyCTPOWCTBY,
Hanpumep hh.ru u job.ru 3gecsk He no-
nynsipHbl. C Apyrov CTOpPOHBbI, Nt060Bb
MECTHOrO HaceneHusi K W3BECTHbIM
6paHAaM MOACTErMBaET AasibHenllee
pasBUTUE PO3HULIbI, PETMOH U306UYET
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BbICOKOKBaNMMULMPOBaHHbIMX Kaapa-
MW B MpoAaXkax, PO3HULIE, JIOrUCTUKE
N CENbCKOM XO3AICTBE, a MpPOrpammsl
HaliMa MOJOAbIX CMEeLUnanucToB elle
He CTasIKMBalOTCS C KOHKYPEHLIMEN.

PernoH Ypan m Bonra oxsaTblBaeT
16% Tepputopum Poccum 1 2 4YacoBbIxX
nosica. 34ecb npoxusaeT 41 MIH. yer.
KpynHenwmne 3KOHOMUYECKMUE LIEHTPbI
pervioHa — EkaTtepuHbypr, Camapa u
KasaHb. 3aecb AOMMHMPYIOT MPOMbILL-
NEHHOe  NPOM3BOACTBO,  JIOrUCTUKA,
HayyHble W ucciegoBaTenbCKue LeH-
Tpbl, 0BYCNOBNEHHbIE reorpachnyecknm
nosioXkeHnem (Ha rpaHvue EBponbl u
A3nmn), HanMumeM KpyrHbIX MECTOPOX-
[eHUA HedTV 1 ra3a U AesTENbHOCTbIO
crneumanbHbIX 3KOHOMUYECKUX 30H (Ha-
npvMep, «TWUTaHOBOW [OMMHbI» B Eka-
TepuHbypre u KaszaHckoro «YMHoro
ropoga»). Takum 06pa3oM, pervoH u3o-
6unyet  BbICOKOKBaNMMOULUMPOBAHHLIMU
cneuvanMctaMnm B JaHHbIX obnacTsx.
Kpome TOro, 3gecb Habnogaercs Bbl-
COKasi KOHLEHTpaumsi MeXayHapoaHbIX
KOMMaHUIA U COBMECTHbIX MPEAnpUsTUiA,
YTO NPMBEKAET CHOAA MHOMOYUCIEHHbIX
3KCNaToB Ha MPOEKTbI MO UHTErpaumnm 1
peopraHv3aLmn 1 Mo3BONSET MECTHbIM
cneuvanvcTaM nonyyvTb OMbIT paboTbl
B Me>/yHapOoAHON cpefe.

OCHOBHbIMW  CITOXXHOCTSIMKM  Ypana w
Bonrn cuuTatoTcs y3kas crneumanvsa-
LSt NpodeCccMoHanoB, HA3KMIA MPOLIEHT
BIRAEIOLLMX aHITIMIACKUM SI3bIKOM U He-
[OCTaTOK 3KCMNEePTU3bl B UHTEPHET-Map-
KETUHre, WCCeaoBaHMNaX MoBeAeHUs
noTpebuTenen M Metoaax 3SKOHOMMWY-
Horo npounseoacTaa. MNoaobHbIX crneun-
aNIMCTOB PENOKUPYIOT U3 ApYruX permo-
HoB. KpoMe Toro, 13-3a yaaneHHoCTu OT
CTOMMMYHBIX FOSTIOBHBIX OPUCOB MECTHBIM
ocdmcam NpUxoanTCs 3aMeHsITb IMYHbIe
KOHTaKTbl Ha WHTepakTuBHble (Skype,
TenekoHMbEepeHLUMN, OHMAMH TPEHMUH-
), YTO MeLaeT MOJSIHOM WHTerpaumm
W 3aMennisieT npouecchbl paspelleHus
KoH(pmkTOB. «Cepble 3apnniatbl» A0
CMX MOp PacrnpoCTpaHeHbl B PErnoHe.
Ypan otnuuvaetr obszatencHas 15%
HapgbaBka K GUKCMPOBaHHON 3apraTe.
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CpenHwii ypoBeHb 3apnnaThl Mo peruo-
Hy — 24 T. py6.

Cu6upb n [lanbHuii Boctok npo-
CcTunaeTca Ha 2/3 TeppuTopun CTpa-
Hbl M OXBaTblBAET 4 YacoBble Nosica, C
MaKCMMasibHOM pa3HuLEN BO BPEMEHWU
¢ MockBol 7 4acoB. YMCNEHHOCTb Ha-
ceneHusl, MPOXMBAIOWEro Ha CTo/b
O6LIMPHON TEPPUTOPUM, CPaBHUTESb-
HO HeBenuka, coctaenser 25 MIH.
yen. 1 Npoao/mMKaeT CHMXaTbes. nas-
HbIMW 3KOHOMWYECKUMW LieHTpaMu §B-
nsaTca Hoeocmbupck, KpacHospck u
BnaaveocTok.

OcobeHHOCTBIO pernoHa SBASeTCs Bbl-
COKasi KOHLEHTpaums CneumanncTos B
reorpacdumyecknx obnactsix ¢ npeob-
nagaHuMeM TOW WM MHOW MHAYCTPUW.
Tak, akcnepTbl B IOrMCTUKe Hanbonee
MHOIOYUCNEHHBI B 3anagHoi Cubupu,
OCHOBHOM TpaHCMOPTHOM Yy3ne Boc-
ToYHOW Poccuu; cneumanuctbl B cde-

OcobeHHOCTHIO
PErvIOHa SIBASIETCSI
BbICOKA%! KOHLIeHTpaLAgl
CNeunaniCToB B
reorpaHecKx
ODA3CTSIX C

NpeobA3A3HVIEM TOW NAA

NHOW HAYCTPUIA.

pe BbICOKMX TEXHONOrMn B 6GonbLiei
cTeneHy npucywm HoBocubupcky, rae
pacrofioxeHa «Pycckasi cunmMkoHoBas
[ONMHA»; Nydlime Kagpbl B A0ObIBato-
LEen oTpacnm MoXHO HalTu B Kysbac-
Cce, a B HehTerasoBom — B KpacHosipcke
n xHoMm CaxanuHcke. CnoXHoOCTU
BO3HMKAIOT B MOWCKE OMbITHbLIX MpO-
deccnoHanos 63k-oduca, 0cobeHHo
B MapKeTWHre M uHaHcax, a Takxke
3KCMEepTOB B 0651aCTU FOCTUHWUYHOIO
N pecTtopaHHOro 6musHeca. Hanpumep,
yrnpaBneHYeckne Kaapbl A5 akTUBHO
pa3BMBAIOLLMXCSl B PEMVIOHE ceTel Bbi-
CTPOro NMTaHMsl YacTo NPUXoanTCS pe-
JIOKMPOBATb U3 PYr1X PervoHoB.

Y Cubupu 1 danbHero BocTtoka cBoS
cneumduka MobUIBLHOCTWM TPYAOBOro
HaceneHusi: Ioan C rOTOBHOCTbIO Ne-
pee3xaloT C BOCTOKA Ha 3anaj U, uto
He CBOWCTBEHHO APYrVM pervioHam,
roTOBbl CaMW MOKPbIBaTb pacxodbl Ha
penokauuto. KagpoBblil NOTOK UAET 13
BnagusocTtoka n Xabaposcka B Hoso-
cnbupck, a u3 Cubupu — B Mocksy M
CaHkT-MeTepbypr. B o6paTHOM Xe Ha-
npaBneHuy Noan nepeMeLlaTes ¢
HEOXOTOMN, eCnu TOMbKO MPeasioXKeHne
He BK/IOYAET [AOMOSHUTENbHYO (u-
HaHCOBYIO KOMMeHcaumio (MoBblLeHME
3apnnaTbl MoXeT gocturatb 100%) m
MaKeT, B KOTOPbI BXOAWUT apeHaa Xu-
Nbsi, TPAHCMOPTHbIE pacxofbl U Meau-
LMHCKasi CTPaxoBKa AN BCEX YNEHOB
ceMbu paboTHuka. CpeaHWi ypoBeHb
3apaboTHoii nnatbl B HoBOCMGMpCKe
- 27,5 1. py6., a BO Bnagueoctoke —
34 T. pyb6. BenuunHa obs3zaTenbHoOM
HanbaBku K 3apnnate ana Cubupu un
[anbHero BocToka BapbupyeTcs OT
20% po 30%.

YaaneHHoCTb KpYyrHbIX ropodoB Apyr
OT Apyra v pasHuua BO BPEMEHU MeX-
oy Cubupblo, [danbHuM BOCTOKOM K
CTO/IMYHBIMW  pernMoHaMmu  MPUBHOCUT
onpefenieHHble TPYAHOCTU B npouec-
ce noabopa nepcoHana: opraHv3aums
JINYHBIX BCTPEY 1 rnepeesaa crieumanm-
CTOB — MEpPONpUATUS HeNerkme n opo-
roctosiyme. Ewle oaHON CNOXHOCTbIO
B nogbope KagpoB ANS MHOCTPaHHbIX
KOMMaHUN SBNSIETCS HU3KWIM MPOLEHT
HaceneHus, BNaZEoLEro aHrMNCKnM
s3blkoM. C ApYroi CTOPOHbI, PEervoH
MOXET MOXBaCTaTbCH XOPOLMMU BY-
3aMK, MOCTaBNSAWMMU BbIMYCKHUKOB
C OT/IMYHOW MOArOTOBKOW, KOTOpble
Nosb3yHTCS CPOCOM U B PermoHax, u
Ha CTONMNYHbIX pbIHKaX Tpyaa.

Kak rnokasaHo Bbllle, KaXabli1 U3 poc-
CUNCKNX PErMoHasbHbIX PbIHKOB TPyAa
cnegyet  06LEIKOHOMUYECKMM  TeH-
[AEHUMAM C MOMpaBKOM Ha CBOMCTBEH-
Hble eMy 0COBEeHHOCTM, KOTOpble Heob-
XOAMMO MPUHUMaTb BO BHWMaHWE npw
MI1aHNPOBAHUN PEKPYTUHIOBOrO Mpo-
Lilecca Ha fiokasibHoM pbiHke.



N\OKanbHble TpeHAbl B HI?:
KpaTKunin 0630p

CerogHsa B cpepe HR cyulecTByeT HECKOJIbKO KJIHOUEBbIX uaei: crpare-
ruyeckoe naptHepcreso mMexay HR u 6uM3HecoM, Hanuume AeUCTBYHOLLMX
M HaAeXHbIX MHCTPYMEHTOB OLIEHKM AJI KaXXAOro 3Tamna >XU3HeHHOro
UMKIa COTPyAHMKA B OpraHuMsaumMm, Heo6xoAMMOCTb 3HaHMA O NepcoHa-
Jle, OCHOBAHHbIX HAa TOYHbIX U 06 bEKTUBHbIX AAHHbIX, AN NPUHATUA 3¢h-
(peKTUBHbDIX yrpaBiieHYECKUX pelueHuii u T.n. C 3TUMKU naessMmu CoriacHbl
6ONbLUMHCTBO KOHCYJ/IbTAHTOB, YUYEHbIX U «/IMAEPOB MHEHMI1», HO rnaB-
HbliA BOMPOC COCTOMT B TOM, UTO 06 3TOM AyMalOT NPaKTUKKN — cneymanm-
ctbl cpepbl HR m nrogu s 6usHeca B Lie/10OM.

[OBMWXUMbIE >XENaHMEM 3TO  BbISIC-
HuTb, CEB SHL Talent Management
Solutions ny6nukyoT «INobanbHble
NCCneaoBaHnsl TEHAEHUM B OLEH-
Ke nepcoHana», OCHOBaHHble Ha pe-
3ynbTaTax exeroaHbix onpocoB HR-
crneunanuctos. B 2014 rogy B Poccun,
YkpauHe 1 KazaxctaHe 6b1/1 BO BTOPOM
pa3 NpoBefeH MapassienbHblid 0mnpoc,
COOKYCMPOBAHHbIN HA KOHKPETHbIX
npobnemax M 3agayax 3TUX JlIOKasb-
HbIX PbIHKOB. B AaHHON cTaTbe npea-
CTaBNieHbl HEKOTOPbIE U3 MOMYYEHHbIX
HaMu pe3ynbTaToB.

Noes CTpaTernyeckomn BaXKHO-
ctm HR Tak >xe nonynspHa y HR-
cneumanuctos u3 Poccum un CHT,
Kak M y UX KOMser rno BCEMY MUpY:
nopsgka 75% pecrnoHAeHTOB Co06-
WKUAK, YTO MX OpraHusauus cumMTaeT
HR cTpaTermyeckon dyHkUnen 6us-
Heca. bonee ToOro, nokasbHble HR-
cneumanucTbl  OpPUEHTUPOBAHbI  Ha

notpebHocTn 6usHeca: 74% onpo-
LIEHHbIX MonaratT, YTO B WX Opra-
HM3aUMsIX KaApoBble peLleHus npu-
HMMAIOTCA B COOTBETCTBUM C LeNsiMu
M 3agayamm busHeca (Ans cpasHe-
Hus: B Mupe — 83%). Ho ectb n 060-
pOTHas CTOpPoHa Medanu: nuwb 45%
KoMnaHui B Poccum n ctpaHax CHI
UCMosb3yoT UHGOPMaUM O nepco-
Hane ans nNpuHaTUs bUsHec-peLleHni
pa3fIMYHOro YpoBHS (ANS CpaBHEHUS:
B Mupe — 52%).

3a 3TM paspbiBOM Mexay B3rnsiaamu
HR u 6usHeca CTOMT OAHO M3 CaMbIX
(byHAaMeHTanbHbIX NPenaTCTBUMA ANS
MOCTPOEHUSI AEWCTBUTENBHO OCMbIC-
NIEHHOro napTHepcTBa. [Ans npeogo-
NeHust 3Tol npobnembl NoTpebyeTtcs
CTpaTermyeckoe mMoBbILEHNE WHTEH-
CMBHOCTU M KayecTBa KOMMYHMKaLWK
1 B3amMMmoaencTeus. Heobxoaumo oT-
METWUTb, 4YTO, COrnacHo rnobanbHbIM
[aHHbIM, 3TOT pa3pblB OKa3blBaeTCs

MAKCHUM NECKUH
Cneumanuct no
npogyktam, CEB SHL
Talent Measurement
Solutions

\*

e 3akoHuyun MITY uMm. bBaymaHa n
HECKOJIbKO JIET CTa)KMpPOBaJICa U
pa6oTan B KpynHenLwMX NULLEBbIX U
TE/IEeKOMMYHUKaLMOHHbIX KOMMaHUsX.

o MpucoeanHuncs k komanpae SHL
Russia & CIS B Hauane 2013 r.,
nocne okoH4yaHusa Hult International
Business School (JloHaoH, CaH-
®paHLMCKO) CO CTENEHbI0 MarucTpa
MeXxayHapoaHoro 6usHeca.

e B HacTosiLlee BpeMsl pYKOBOAUT
HanpaB/ieHUeM aHaINTUKKN
TajlaHTOB, y4yacTByeT B
JIOKaNbHbIX UCCNIEA0BAHUSIX U
npoeKTax no pa3paboTke HOBbIX
MHCTPYMEHTOB OLIEHKM, a TaloKe B
KpPYNHOMacLWTabHbIX KOHCAITUHIOBbIX
M uccnenoBaTesibCKUX NpoeKTax ans
KJIHO4EBbIX K/INEHTOB.

e Cchepbl MHTEpPECOB: KyJ/ibTypa
M CTPYKTYpa OpraHusaumii,
ucnonb3oBaHue big data B cpepe
HR, coBpeMeHHble MapKeTUHroBble
pelueHusi, CACTEMHbII noaxoa
K ynpaBJ/IEHUIO U yNpaB/ieHue
WHHOBaLMSIMMU.

. _____________________________________________________|
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HEeCKoNbko 60MblUMM B pa3BuMBalo-
LMXCA CTpaHax, U TaM HeobxoaMMO
6onee rnybokoe M3MeHeHWe MOoAXo-
[OB U MpaKTuK.

YTO KacaeTcs OCHOBHbIX 3agady HR,
pe3ynbTaThl N0 Poccun n CHI™ B 3Hauu-
TENbHOM CTEMEHN COBMAAaoT C 06LLMM
npocduneM pasBMBaKOWMXCS  CTPaH.
MsATb rnaBHbIX NPUOPUTETOB — BOBJE-
YeHne W yaepxxaHue COTPYAHWKOB,
obyyeHve, ynpaBneHue 3dhdeKTUB-
HOCTbIO AeATeNIbHOCTM, BbisSIBAEeHWe
BbICOKOMOTEHUMANbHbIX COTPYAHUKOB
W, HAKOHELl, BHELLUHWI HaiiM (B Mupe
B LI/IOM OH OKa3asiCsl HaMHOro MeHee
npuopuTeTHO 3adaden HR).

[FoBOpsS O HaliMe, Henb3st He OTMe-
TUTb OAWMH aKTyaslbHbIi TPeHA, Mo-
TEHUMANIbHO  CMOCOGHbI  U3MEHUTb
caMy cywHocTb 3Toro HR-npouecca,
— UCNOMb30BaHMe CcoLmasbHbIX CETEN,

Kak ans noucka MHdbopMauun, Tak u
[UNS1 BOBJIEYEHNS 1 B3aIMOAENCTBUSA C
BEPOSATHbIMU KaHAMAaTaMu. [aHHble
rno6asbHOro UM JIOKasSIbHOro uccre-
[I0BaHW roBopsiT 06 OrpaHUYeHHOM
nonb3e oT UHdopMaLnM U3 coumanb-
HbIX ceTeil, 06 OTCYTCTBUM YBEpEH-
HOCTM B ee KauyecTBe U O COMHUTENb-
HOCTM ee BKMada B OKOHYaTeslbHble
KaapoBble pelleHus. Mcnonb3oBaHue
coumasnbHbIX CETEN ANs ueneit HaiMa
B Poccumn n CHI™ 3HaumTenbHO Cokpa-
TUOCb 3a MocnedHui rog. ITO OT-
pa)kaeT Kak obliee pas3oyvapoBaHue
B 3TOM WHCTPYMEHTE, Tak U cMelle-
HME CLEeHapWeB WX MCMONb30BaHUS B
CTOPOHY pasBUTbIX CTpaH (B LIESIOM
HR-cneunanucTbl B pasBUTLIX CTpa-
Hax BABOE Pexe WCMOoNb3yloT COLM-
alibHble CETU KaK MCTOYHMK AaHHbIX
0 KaHauaaTe, YeM WX KOJern w3
pa3BMBAIOLLNXCSA CTpaH). Yalle Bcero
HR-cneunanuctbl B Poccumn n CHI™ co-

6UpaloT AaHHbIE O MPOLLIOM OMbITe
kaHangata (06 atom coobwmnm 60%
pecnoHAeHTOB B Mnpe n 65% nokanb-
HbIX PECNOHAEHTOB. [Insl cpaBHEHMWS:
B 2013 rogy nocnegHux 66110 80%),
obpaszoBaHuMM (aHanornyHo, 56%,
56% 1 80% B 2013 roay) v pekoMeH-
Jaumsx OT APYrux Jiloaen, HanpuMep,
B cetn LinkedIn (aHanornyHo, 45%,
59% u 69% B 2013 roay).

OueBugHo, HR B Poccum n CHI, B
nepByl0 o4yepefb, pellaeT 3adauu
nokanbHoro 6u3Heca u pa3BMBaeT-
C B HanpaBfeHuKn, 3aAaHHOM ero
aKTyanbHbIMK LEensaMu 1 noTpebHo-
CTMW. TeM He MeHee, [aHHble Ha-
LUMX MCCIeA0BaHMI NOKa3bIBaOT, UTO
HR-cneumanuctel B Poccun mn CHI
roBopsiT Ha OAHOM $3blk€ CO CBOM-
MW KOJJIeraMmn Mo BCEMY MUPY M Ha-
XOASATCA B KypCe COBPEMEHHbIX [J10-
6anbHbIX TeHaeHumi. |
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MOBWUJIbHOCTDb INMPU
NMOUCKE PABOTDI

Tamapa Konauesckas
PyKosoauTenb OTAENa MapKeTUHra
Coleman Services

Jinwb 15% paboTHUKOB He roToBbl K Nepeesny .q.nn}
paboTbl B APYroM ropoae, permoHe, obnacru

OAKTOPDI, BIMAKOLWWE HA BbiIbOP MECTA PABOTD!

:} pazMep 3apaboTaHHol NnaTtel - 32,4% rOTOBbI 1M Bbl K NEPEE3AAY?
BO3MOMHOCTW KAPbEPHOMND pocTa -
26,9%
- omp EEA
C: COUMANBHBIA MakeT - 12,2% HET
J AA

v s .
@ r;::imm rpadwK - 4,1% BO3MOMKHO
' bpeng komnamnmm - 10,4%

BAXKHBIE YCNOBHUA NPKY PEILEHWA O NEPEE3NQE

ANCAE -

pasmep nepcnexkTuea HHTepPeCcHbiH npefnaraeMas  CoUManbHbI PErnoH
3apaboTtanHoi KapbepHoTO npoeky AOMKHOCTD NaKeT Ha3Ha4YeHHnA
NAaThbl pocTa

FMOTOBHOCTb NEPEEXATH B 3SABUCHMMOCTH
OT ONbITA PABOTHI

N 1

MOTOBbL! A Bhl K NEPEE3NY?
HET - 20,3% HET - 7,3%

72,5% 79,5% 88,6% 93,3%
weronsta [ 1-3roga [ 36 ner [ Gones 6 ner

Hanrbie nccnegosannsa, nposegernHoro komnawneri Coleman Services B HroHe-
nrone 2014 roga. B onpoce npuHanyu yvacrne 1813 pecnoHgeHros

www.coleman.ru
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YeenndeHuio BiloaKeTa Ha
COuUunanbHble NporpamMmmbl

- HET, yBeAnndeHuio

3 PeKTUBHOCTU
pPaCcXoA0BaHNS cpeAcTs — AA

AEHUC YAJIOB
eHeparbHbIli
ANpeKTop,
AGroup Poccusi

B nepBoii nonosuHe 2014 ropa
koMnaHusa Alpyn nposena uccne-
AOBaHWe, Le/iblo KoToporo 6bino
BbISIBUTb TEHAEHUUU B pasBUTUMU
M 3BOJIIOLMM KOPMNOPATUBHbIX CO-
uManbHbIX NporpaMm cpeam pa6o-
TopaTeneil Ha POCCUICKOM pPbIHKE.
Hac uHTepecoBano, kak pab6oto-
AaTesin MJIaHMpPYOT OoTBevyaTb Ha
HOBbl€ BbI30Bbl CO CTOPOHbl W3-
MEHEHUSI SKOHOMMUYECKON CUTY-
auumu B 6nvxkaiiwmve aBa roga. B
nccnenoBaHUM MPUHAJIM yvacTue
KPYNHble pOCCHiiCkMe U MexAay-
HapoAHble KOMMaHUM Pa3/INYHbIX
oTpacnem.

HecmoTpss Ha TO, u4TO pe3ynbTaThl
0606LeHbl B rpynnbl, cocToswme u3
COBEpLUEHHO Pa3fIMYHbIX KOMMaHUA 1
BMAOB OM3HECA, MOXXHO OTMETUTb Crie-
ayowme TeHAEHUMM, KOTOpble Havyanu
HabupaTb cuny elle BO BTOPOW MOJO-
BMHE NPOLL/IOro roga:

o BlomkeT, BblaeneHHbin B 2014 roagy
Ha KopropaTuBHbIE CoLManbHble
nporpammbl, Mo OTHOLLEHUIO K 6toa-
XKeTy npeablayLlero roaa B nyyem
Cnyyae BbIpOC B Nnpefenax pasMepa

40

MHDNAUMK, @ YaLLe He U3MEHWNCS
nnu gaxke 6bin coKpaLleH.

¢ Bce vawe pabotopgartenu, paHee
MOJSIHOCTbIO MOKPbIBABLUME PaCX0-
[bl Ha KOPNOpaTVBHbIE CTPAXOBbIE
nporpamMmMmbl ans 6an3Kux poacTBeH-
HMKOB CBOMX COTPYAHMKOB, NMB0
OTKa3bIBAKOTCA OT TakUX pacxofoB
BoobLle, NMbo BBOAAT 0bsi3aTesb-
Hyto gonnaTty (coduHaHCcMpoBaHMe)
CO CTOPOHbI COTPYAHMKOB.

e [lpoMcxoanT NepecMoTp CTOUMOCTM
MEAMLIMHCKMX CTPaxoBblX MporpamMm
[NS COTPYAHMKOB B CTOPOHY UX
YAELUEBNIEHNS 3@ CHET OTKa3a OT
JIOPOrMX KIMHUK 1 COKpaLLEHNUs pas-
JIMYHBIX OMLUMA.

o CoKpaLlatoTCsl pa3Mepbl CTPaxoBbIX
MOKPbITWIA MO pUCKaM B NMporpam-
Max CTPaxoBaHMUSI OT HECYACTHbIX
cny4aes.

e BHyTpeHHMe cnyxbbl 3akynok 6onee
arpecc1BHO MPOBOAST KOHKYPChI
Cpeay CTPaxoBblX KOMMAHWUM 1 UHbIX
MOCTaBLUMKOB JIbFOT, YTOObI NpK
HEeM3MEeHHOM COCTaBe CoUMasbHbIX
naketoB obecneunTb 6051ee S3KOHOM-
HbI pacxopa 6toaxeTa.

e KpaiiHe 0CTOPOXHOE OTHOLLIEHWE
K KOPMOPATMBHbLIM MEHCUOHHbIM
nporpamMmam cpeau Tex paboTtoaa-
Tenei, KoTopble elle He BKIYNIN
X B CBOW COLMAsIbHbIE MaKETbI.
Mopaenaiouiee 60MbIUMHCTBO TaKMX
KOMMaHWIN 0TMEYAET, YTO YPOBEHb

[l0BEPUS K MEHCUOHHOW CUCTEME U
HEerocyaapCTBEHHbIM NMEHCUOHHBIM
(boHAaM 3HaUNUTENBHO ynasn B CBS3N
C U3bSTUEM rOCYAapCTBOM HaKOMu-
TeNbHOW YacTu neHcun. Pabotoaa-
TENN NPeArnoYnTaloT He YBENNUU-
BaTb CBOM pacxofbl Ha 3TV LieNK,
3aHUMas BbKMAATENbHYIO MO3MLIMIO.

HeoduumanbHyto NONUTUKY GONbLLWH-
cTBa paboTodaTeneil MoXHO cdopmy-
NMPOBaTb TaK: «YBENMYEHWIO Blomke-
Ta Ha coumanbHble nporpammbl — HET,
yBenuyeHnto 3h@EeKTUBHOCTU Pacxo-
nosaHus cpeacts — [A».

OCHOBHbLIMM ApaliBEpaMn HeraTUBHbIX
TEHAEHLUMA M KOHCEPBATMBHLIX 610f-

XKETOB  ABNAOTCA  FEOMONUTUYECKME
cobblTns, cnabasi npeackasyemocTb
[JanbHeMwero  pasBuTUS  COBBITUN,

OCTaBNSIOWME BO3MOXKHOCTH, Kak ANs
MOCTENEHHOTO CrAXMBaHUS TEKYLLMX
NOSIMTUYECKMX KOH(IMKTOB, Tak U A/is
MX aKTUBHOM 3cKanaumu. leccummam
YYaCTHUKOB pbiHKa YCyrybnsietcs He-
raTMBHLIMX MPOTrHO3aMK MO Pa3BUTUIO
POCCUIACKOM 3KOHOMWKW, KOTopasi, Mo
MHEHMI0 MUHOKOHOMPA3BUTHS, Y)KE BO-
1A B TEXHWMYECKYIO PEeLecculo.

Bce 3TO NpuBOANT K TOMY, YTO Ha nep-
BbIM NnaH y paboToaaTtenei BbIXOAST
BOMPOCHl  MOBbILWEHUSI  COBCTBEHHOW
apdekTUBHOCTY, ynpexaatrowas on-
TUMU3aUMsl PacxofoB W  CTPYKTYpbl
6u3Heca, MOWUCK afbTEPHATUBHBIX WC-
TOYHWMKOB AOXOA0B. HeraTuBHbIE OXK-
[aHUs  3aCTaBnsIlOT  KOMMaHWM  yxe
CEerosiHsl NpPoOBOAUTbL «UUCTKY B CBOWX
psagax», n3baensasace oT HeadeKTnB-
HbIX MOAPa3feNeHUin U HanpaBieHui
6usHeca.

TeM He MeHee, BaXHO OTMETUTb, YTO,
HECMOTPS Ha TO, 4TO 6OJMBLUMHCTBO
YYaCTHUKOB pblHK@ CUMTAET KpaTKo-
CPOYHbIE U CpeAHEeCpPOYHbIE Mepcrek-
TUBbl SKOHOMUKWM HE OYEHb MO3UTUB-
HbIMK, BeAyliMe B CBOWX OTpacsax
KOMMaHUM, HUKAK HE CBA3aHHbIE C
roCylapCTBEHHbIMU CTPYKTypamu, OT-
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MEYaloT U MOJNOXMUTENbHbIE CTOPOHbI B
TekyLen cutyaumn. OHK yBEpeHbl, YTo
Tekylas cuTyauusl OaeT UM BeuKO-
NENHbIN WAHC YCNETb aAanTUpOBaTbCs
K MOTEHUMANbHBIM 3HAUUTESbHbIM 13-
MEHEHUSIM KakK Ha BHYTPUPOCCUIACKOM,
Tak M MexXayHapoaHblX pbIHKaX, BOC-
MoJIb30BaThCA BO3MOXHOCTbIO CAENaTh
370 6bICTPEE KOHKYPEHTOB 1 OTBOEBATb
Y HUX JOMOSHATENbHYIO A0SO PbIHKA.

OCHOBHYIO CTaBKy TaKue KOMMaHWUM
[leNnaloT Ha CBOM YenoBeYECKU Kanu-
Tan - COTPYAHMKOB, KOTOPbIE B HY>XHbIE
MOMEHTbI MPUHMMAIOT KJIHOYEBbIE pe-
LIEHUS], ULYT, CO3AAl0T U UCMOMb3YIOT
HOBble BO3MOXHOCTM, NPOAA0T, CO3aa-
0T, pa3pabaTbiBaloT, MOAAEPXKMBAIOT,
obecneumBaloT - AenaloT BCe, 4TOObI
6u3Hec npozomkan pasBuBaTbCs. Ta-
K1e KOMMaHWUK ybexxaeHbl, YTo YernoBe-
YecKui KanuTan - 3TO MX OCHOBHOM aK-
TUB, KQYeCTBO KOTOPOrO ¥ ONpeaenseT,
BbIPacTET /N B HEMPOCTLIX YCNOBUSIX
6u3HeC unu cokpaTuTcs. Ha nepsbii
MnnaH 34ecb BbIXOAST 3a4ayn npaBusib-
HOWM MOTUMBALMW W Pa3BUTUS COTPYAHW-
KOB, MOBbILIEHWS W MOAAEPXKAHUS WX
NOSANBHOCTY paboToaaTento.

Kak M MX KOHKYpEHTbI, N36aBnsisicb OT
HeathdEKTUBHBLIX COTPYAHMKOB, OHW, B
OT/IMUME OT CBOWX KOHKYPEHTOB, akK-
TUBM3MPYIOT «OXOTy» Ha npodeccmo-
HanoB, KaX/blii M3 KOTOPbIX CMOXET
3aMeHUTb COBOI HECKOSbKUX YBOMEH-
HbIX He3(hEKTUBHLIX COTPYAHUKOB.
Mpy 3TOM 0coboe BHUMaHME yaensieTcs
BOMpPOCaM MOTMBALMKW U COXPAHEHWs!
NOSINIBHOCTY  TEKYLUMX  COTPYAHVMKOB,
YTO6bl YMHbIE KOHKYPEHTbI HE CMOI/N
cfienaTtb TO e camMoe C HUMW.

OTAMUUTENBHON OCOBEHHOCTBIO TaKUX
KOMMaHWIM B TEKYLUEM roay SIBASIETCS
TO, YTO OHW MPOAO/KAIOT NIaHOMep-
HO pacLmMpsTb COCTaB KOPNOPaTUBHbIX
couManbHbIX MAKeToB ANs  COTpyA-
HWKOB. [lpn 3TOM BMECTO TOro, 4YTO-
6bl MHBECTMpPOBaTb AOMNOMHUTENbHbIE
CpefcTBa B pacluMpeHne coLmanbHOro
6toakeTa, OHM NOBbIWAIT 3P deKTUB-

HOCTb €ro pacxofoBaHusi MpU OAHO-
BPEMEHHOM MOBbILUEHUN YOOBNETBO-
PEHHOCTM COTPYAHMKOB (@ 3HAuuT, W
UX NIOSINILHOCTU) OT MpPefoCTaBNsSIEMbIX
KOMMaHWen Nbror.

OCHOBHbIMM ~ METOAAMM  MOBbILIEHUS
3(PEKTUBHOCTM UCMONb30BaHNA  CO-
UManbHbIX OOMKETOB NMAEPbl PblHKA
Ha3blBaKOT:

e Cuctema rmbKux nbroT, Koraa Ha
KaXkaoro COTPyAHMKA BblAENSETCs
ornpeaeneHHbIv BromKeT, B paMKax
KOTOPOro COTPYZAHWK MOXET BbIon-
paTb ntobble NbroTbl U3 BHYTPUKOP-
MOpaTMBHOrO KaTtanora nbrot (Mnu
MEHIO, OT Yero Takue coumanbHble
MporpaMMbl YacTO Ha3bIBalOT «Kade-
TEPUEM NbroT»).

o [peanoxeHne COTPyAHWKaM LUMPO-
KOro Habopa pasfiMyHbIX MPOAYKTOB
W yCNyr OT pa3nvyHbIX NOCTaBLUMKOB
Ha 3HauuTenbHO 6onee npuBneka-
TESbHbIX YCII0BUSIX, YEM Ha PbIHKE.
T.e. paboTogatenb, NpoBoas paboTy
C MocTaBLyukamm, obecrneymsaert
6oree BbIroAHblE YCIIOBUS AJ1sS CBOMX
COTPYAHMWKOB, HO peLLeHne O MOKymM-
Ke 1 (MHaHCMpOBaHMe OCTaeTcs 3a
CaMUM COTPYZAHWUKOM.

Cuctema rmbkyx NbroT LUMPOKO MNpu-
MeHsieTCs Ha 3anage, ofaHako B Poc-
CUW, HECMOTPS Ha MHOTOYMCIEHHbIE
NpeMMyLLecTBa, MOKa TOMbKO Hauu-
HaeT pacnpocTpaHaTbCs. OCHOBHbIM
COEPXMBAOLWMM  (DaKTOPOM  SIBASIET-
cs ybexxaeHue, 4TO CTOMMOCTb COLM-
aNbHOM MPOrpaMMbl, MOCTPOEHHONM MO
NPUHUMNY «KadeTepusi», 3Ha4YUTENbHO
Bbille 60siee pacnpoCTPAHEHHOW «BCEX
noa oaHy rpebeHky». OaHako, Mo orbl-
TY NWOEpPOB pblHKA, 3TO [JaNeko He
BCcerga Tak. PabotoaaTenb, dukcmpys
MaKCMasibHbI  BIOMKET HA KaXaoro
COTPYAHWKA, AenaeT CTOMMOCTb Mpo-
rpamMMbl «KadeTepus» npeackasyemon,
a BO3MOXHbIA POCT PacxoAoB Ha aa-
MUHUCTPUPOBaHME TaKoM MpOrpaMMbl
NbrOT HUBENUPYETCS WCMOSIb30BaHNUEM

Crneumann3MpoBaHHOro MporpaMMHOro
obecrneyeHusi, No3BOSISIIOLLErO aBTOMa-
TU3MPOBaTb KakK BCE aAMWHUCTPaTWB-
Hble MpOLIeCcChbl, TaKk W MNpPeaocTaBUTb
COTPYAHWKaM BbIOOpP NbrOT MO MPUHLIK-
ny camoobcny>xmBaHus.

BTopoit MeTon 3ak/oyaeTcs B TOM,
4yTo paboTopaTenb B COTPYAHUYECTBE
C PpasnnyHbIMK MOCTaBLUMKaMKM (Ha-
npuMep, CTPaxOBbIMU KOMMaHUSMMU,
6aHkamu, (PUTHeC-LeHTpaMn,  LeH-
TpamMu 0byyeHus u pasBuUTUS U T.M.)
npeanaraeT CBOMM COTPyAHUKaM CO
3HAUYNUTENIBHON CKWUAKOW WX MpOAYK-
Tbl U yCnyru (CTpaxoBble MPOrpamMmbl
ons Jeteld M poOACTBEHHWMKOB, CTpa-
XOBaHWe aBTOMObWNEe U UMyLlecTBa
COTPYZAHWKOB, AEn03uThbl, KpeauTbl 1
KapTOYHble MpPOAYKTbl, (UTHEC-Mpo-
rpaMMbl, KypCbl MHOCTPAHHOIO Si3blKa,
KypCbl MOBbILLEHNS  KBanudukaumu,
pa3nnyHble AUCKOHTHbIE MPOrpaMMbl 1
T.n.). OTAMUMTENBbHOW OCOBEHHOCTbLIO
AAHHOro MeToAa ABNSETCS TO, UTO BCE
Takve NbroTbl OMiaYMBaloTCs CaMUMU
COTPYAHMKaMKU - MO0 caMOCTOSITENb-
HO, NMM6O yaep>xaHneM M3 nux 3apaborT-
HoW nnaTbl. PaboTopatens mpu 3TOM
He HeceT HMKaKuX MpsiMbIX pacXOAoB.
ALMVHUCTPATUBHBIE Pacxofbl, ONsTb
)Ke, HUBENUPYKTCA aBToMaTu3auuen
npovLecca ¢ UCrnosib30BaHWEM COOTBET-
creytowmnx UT — cucrtem.

O6a 3Tnx MeToaa MMEKT MHOMo 0bLLe-
ro: nepcoHMMULMPOBaHHbIN NOAX0A K
HY)XOaM COTpyAHUKA, NpeaBapuTenb-
Has paboTa C NOCTaBLUMKaMM, BbICOKUM
YPOBEHb aBTOMaTM3aLum npoLecca.

Bpems nepemeH, nyCcTb M He Nny4limx,
3TO - BpeMsi BO3MOXHOCTeN! U BbbKU-
faTtenbHas crpaTterns cebs TOYHO He
onpasAbiBaeT. JInaepbl pblHKa Npoaosn-
KaloT MHBECTVPOBaTb B Jltoael, v Jlioan
3aWmLatoT nosvumn nuaepos. Ponb HR
[AVPEKTOPOB, UrPaloLLMX aKTUBHYIO PO/ib
MapTHepoB 6M3HECa, NPUMEHSIOLLMX
nepeaoBble MOAeNV CoumasibHbIX Mpo-
rpamMmm n UT - TexHonoruum, B 3TU OHU
CNOXHO nepeoueHnTs. Ml
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S deKTBHas KopnopaTUBH3AN
BOBAe4YeHHOCTb Ha4unHaeTCcs1 C AMHOCTU

JIFOCH
BbFOMOHT
[JvipexTop

Mo nNpoAyKTam
Talent Q

OCHOBAHMSA Ans
WUCCNEOQOBAHUA

B sHBape 2014 roga mMbl NpoBeny onpoc
cpean 1255 cOTpyOHVKOB  pasivyHbIX
obnacren, oTpacneit NpoOMbILLIEHHOCTY,
3aHUMAIOLLMX pa3Hble AO/MKHOCTY, Crpa-
wmBas Mx 06 MHAMBMAyanbHbIX Mpea-
MOUTEHUSIX U CJIOXKHOCTSIX B OTHOLLEHWM
BOBJIEYEHHOCTY NEpCoHasa.

PE3IOME

BOB W pearnpoBaHVWe Ha HeyaoBneT-
BOPEHHOCTb  OTAENbHOrO  COTPYAHWKA,
Hambornee 3 heKTUBHbI NMPY HU3KOMN BO-
BIEYEHHOCTY, @ Takke ANa yaepXaHus
1 MOTMBaLMM NepcoHana B LieSIoM.

PE3YJIbTATbl UCCZIEAOBAHUA
KTO MOTUBUPOBAH?

Tonbko 2 n3 10 coTpyaAHMKOB
ABuUraroT 6usHec Bnepen.

Moutn 30% COTPYOHWKOB, BbISIBNIEHDI
KaK «HeMOTMBMPOBaHHble», 10% 13 HKUX
- KpalHe HeMOTMBUPOBaHbl, 49% — Mo-
TMBUPOBaHbI TOMBbKO YaCTUYHO. Takum
06pa3oM, OTBETCTBEHHOCTb 3a pa3BuUTUe
6v3HEeCa NEeXMT MWL Ha OAHOM NSITON

CYTCTBMWSI BOBJIEYEHHOCTU. ITO CBOAUT
«Ha HeT» BCe YCWUNUs, KOTopble COo-
TPYOHWKM TOTOBbI 6blN 6bl BIOXMUTb,
1, HEU3bEXHO, MPUBOAUT K yTEUKe Ta-
JTAHTOB M3 KOMMaHUM.

YTO HA CAMOM [AENE
MOTUBUPYET COTPYAQHUKOB?
COTpYAHUKM COOBLLMMM O LUMPOKOM Ha-
6ope haKkTopoB, KOTOpble MOTMBUPYIOT
UX B Tekyulei paboTe: «M3ydyaTb HO-
Boe», «O6paTHas cBsA3b», «Huuero»,
«Konnern», «MpodeccnoHarnbHble Bbi-
30Bbl», «MOW IMYHBIN ycriex» 1 T.A.

[vnana3oH OTBETOB SICHO [EMOHCTpU-
PYET 4YeNoBEeYECKYO npupoay MoTuBa-

21,

FpebyT
Bnepea

49,

PaGoTtatoT
BRoOnNcunbI

20 Y%

Hacnax
pakTca

MpeanpusiTusi Bce Gorblue HauuMHaloT
Mpu3HaBaTb BaXKHOCTb BOBJIEYEHHOCTM

COTPYAHVKOB W OTpULATENbHOE BMMS-
HME HEBOB/MEUYEHHbIX COTPYAHWKOB Ha WX
UMCTYIO MpKBbINb, YPOBEHL 0BCITYXKMBA-
HUSI KIIMEHTOB M MOKa3aTesn Teky4ecTu
nepcoHana. Mbl NpoBenun uccieaoBaHue
C UEe/blo BbISCHUTb, KaK OpraHu3aLmm
MOryT PEeLUMTb BOMPOC BOBMIEYEHHOCTU
nepcoHana, MpuHUMasi BO BHUMaHWe
NNYHbIE OCOBEHHOCTMN COTPYAHVKOB.

Bbiio onpoleHo 1255 yenosek 3 pas-
HbIX cchep M OTpaciielt NMPOMBbILLIEHHO-
CTW, paboTaroLWmMX Ha Pa3INYHbIX AOSDK-
HOCT$IX.

OTOT OTYET COAEPXUT PeE3ysbTaThbl Ha-
LIEro WCCIeAOBaHMS W MpeanaraeMble
NpaKTUYeCcKUe pPeKOMeHAaUMU Anst BO-
BIEYEHVSI U YOEPXKaHWS COTPYAHWUKOB,
PacKpPbITUA X NoTeHUMana.

Mbl CX0AMM U3 TOrO, YTO CEKPET BOBJE-
YEHHOro nepcoHana — 3TO MOTUBaUUA
KaXaoro Ha mHAnBMAYyalbHOM YPOBHE.
Pe3ynbTaThl Hawero uccnegoBaHUs Mno-
Kasann, 4YTo YETKOE MOHMMaHMeE MOTU-
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YaCTUN COTPYAHMKOB:
OBPALLIATbCSl C COTPYAHUKAMMU
KAK C JINHHOCTAMU

PesynbTaThl MCCneaoBaHUs  [AEMOH-
CTPYPYIOT BO3MOXHBIM MOTEHLUMAN ANs
OpraHu3aumi, CTPEMSILLMXCS NMOBbICUTb
MOTMBALIMIO U UCMOMb30BaTb BCE Nyy-
lwee B COTpyaHukax. 8 ns 10 pecnok-
[IEHTOB YTBEPXJAOT, YTO, €Cn UX B
OopraHuzaumMn MpUHUMAKOT Kak  Ju4-
HOCTW, TO OHW OTAAlT 6Oosblue 3Hep-
MW U aKTMBHEE BOBJIEYEHblI B pabo-
Ty. BocnpuHumasi e COTPYAHUKOB B
KOMMaHWU KakK OAHOPOAHbIE MPYMMbl,
KOTOpbIX MOTWMBMPYET OAHO M TO Xe,
OopraHv3aumMu CO34aloT MoYBy ANs OT-

UMM U TOT (haKT, YTO Mbl BCE pasHble.
K coxaneHuio, Hanbonee pacrnpocTtpa-
HEHHbI OTBET Bbli1 «HUYEro He MOTW-
BUpyeT». [N MHOTVX COTPYAHVKOB Ha
paboTe MOTMBALMSI SIBASIETCS CBOEro
poAa POCKOLLIbIO.

Haw onpocHuk «Drives» n3mepsieT 16
(akTopoB, KOTOpble MOTUBMPYIOT W
BOBJIEKAIOT Ntofen B paboTy. [aHHble
NCCNefoBaHUs MoKasblBakT, YTO TOMb-
KO OfHa TpeTb JoAel MMeeT Bblpa-
XKEHHYIO MOTpebHOCTb B BMAE OAHOMO
13 16 akTtopoB, U 4YTO MpoBeaeHue
MEpOMNpUATUIA MO MOBbILIEHNIO BOBJIE-
YEHHOCTU 3aTPOHET TOMbKO OAHY TPETb
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KOMMaHuu.
NMOYEMY COTPYAAHUKH
YBOJIbHAKOTCA?

Jlroau yxopasT C AO/HKHOCTEN U U3
KOMIMaHWi4, a He OT pyKOBOAUTENEA.
Bbi3biBaeT TpeBory ToT akT, 4to 37%
OMPOLLEHHbIX COTPYAHUKOB MAaHUPYOT
YUTU CO CBOMX AO/MKHOCTEN. U3 Tex, KTo
cobupaetcst yBonuTbcsl, 33% CBA3bIBa-
OT CBOE pelleHue C KomnaHuen, 29%
- C XapakTepoM paboTsl, 1 Tonbko 20%
COTPYAHVKOB 3asiBUM, TMPUYMHOA 13
BO3MOXXHOMO peLLEHUs SIBMSIETCS HEMo-
CpefCTBEHHbI PYKOBOAWUTESb.

BO3PACTHbIE PA3JINYUNA
B YPOBHSAX MOTUBALIU

Kpusuc cpepgHero Bospacra noa-
AepXXUBaeTcs HeJOBOJIbHbIMU
COTpyAHUKaMMU

Hawe wuccnenosaHne mnokasano, u4To
TONMbKO 69% COTpPYyAHWMKOB B BO3pacTe
ot 35 po 54 net uyscTBYIOT Cebsi MOTU-
BMPOBaHHLIMKU Ha paboTte. Camas MOTU-
BMPOBaHHas BO3pacTHas rpynmna - ot 16
[0 24 net; 75% 3Tol rpynmbl ONUCbIBa-
0T cebsl KaK «OYeHb» WM «AoCTaTou-
HO» MOTUBMPOBAHHBLIMU.

3Ta MHdOpMaums MHTepecHa B CBETe
0co60ro BHUMaHMS K COTpyaHuKam [o-
KoneHus Y (Te, KTO poannCs Mexay Ha-
yanom 1980-x 1 koHuoM 1990-x), 1 kyaa
paboTofaTenn YCUIEHHO HanpaBAstOT
CBOWM Pecypcbl Ha MOTMBALMIO U BOBIE-
yeHue.

OYHKLUMNOHAJIbHbLIE PA3JTUYMSA
B YPOBHSAX MOTUBALIUU
«KpaliHe», WM «COBCEM» HEMOTMBU-
pOBaHHbIMM K paboTe npu3HatoT cebs
46% COTpYyAHWKOB (PUHAHCOBbLIX MOA-
pasaenieHnid. 3To - caMblid HU3KUIA Mo-
KasaTtenb u3 Bcex. K npumepy, Te, KTO
paboTatoT B cchepe apXUTEKTYpPbI, MHXe-
HEpUM 1 CTPOUTENLCTBE — CaMble MO-
TMBMPOBaHHbIE. U3 HUX 79% cuwnTatoT,
YTO OHM MOTUBMPOBAHHbI «A0CTAaTOYHO»
W <MOSTHOCTbIO». 78% MOTUBUPOBAH-
HbIX COTPYAHWKOB - B cchepe yCnyr.

100%

ApxutekTypa,
VHXepeHepws,
CTPOUTENbCTBO

WckycctBO M KynbTypa  77%

3npaBoxpaHueHne 759

78% Cdepa ycnyr

76% Mpopaxw,
peKknama, MapKeTUHr

73% IT and TenekomMmyHMKaLmn

HR 71%

lOpuanueckue ycnyru  71%
O6pasoBaHue 67%

DuHaHcoBbIN cekTop 54%

71% Po3HUYHaa Toprosns,
06LLeCcTBEHHOE NUTaHne, JOCyT

69% Typu3sm 1 TpaHcnopT

62% MpounseoacTBo

0%

OTHOLLEHUA C HENOCPEA-
CTBEHHbIM PYKOBOAUTEJIEM
Halwm aaHHble yKasblBatoT Ha TO, YTO He-
MOCPELCTBEHHbIE PYKOBOAUTENN UIPatoT
3HAUMTESNbHYIO PO/l B BOBMIEYEHHOCTU
COTPYZHUKOB, M YTO TWM OTHOLLEHWI
MEeXy HVMMW MOXET CyLLEeCTBEHHO B/U-
STb Ha YpOBEHb MOTVBaLMKW. Pe3ynbTa-
Tbl WCCNEOOBaHWS  CBUAETENbCTBYIOT,
4TO OONMBLUMHCTBO NItOAEN UMEIOT «Mpo-
deccnoHanbHblie»  (33%) v «npu-
arenbckme (32%) OTHOLLEHMSI CO CBOUMM
pykosoauTenamu, 5% OnpoLLEeHHbIX Ha-
XOOATCS B «HATSHYTbIX» OTHOLUEHUSIX, U
11% onpenensitoT UX Kak «NYHbIE>.

YyTb 6onee mMOMOBWHbI PECNOHAEH-
T0B (51%) COMHEBalOTCsl, 4TO UX py-
KOBOAWTENb afanTUpyeT CBOM CTWSb
pykoBoAcTBa. Ha Bompoc: «B Kakoi
cTeneHun Bbl cornacHbl Co cneaytowmm
yTBEPXXAEHNEM:

MonHocTbIO CorsiaceH: 1 60/ 0.
YacTU4HO corsiaceH: 330/0 .
He coBceM cornaceH: 260/0 .

CoBepLUEHHO He COrJ1aceH: 250/ 0.

3AKJTHOMEHUE

Pe3ynbTaThl MCCnenoBaHMS LatoT MOA-
Ckasku paboToaaTtesnsiM, KoTopble XOTST
MOBLICUTb  YPOBEHb  BOBJIEYEHHOCTU.
ViccnepoBaHust mokasanu, YTO CEeroaHst
pabOTHUKN HEeJOCTAaTOYHO UyBCTBYHOT
CBOK LEHHOCTb W BOBMEYEHHOCTb B
6u3Hec, n pabota B 3TOM HanpaBnieHUn
npuBeaeT K Gonblei akTMBaumm 1 Mo-
TUBALMW NepcoHana.

B3anMocBa3b MeXxay BOBIEYEHHOCTLIO
N pesynbTaTtamn busHeca ycTaHOBEHa
y>)Xe AaBHO. Bce 3HaKoT, UTO Takue KIto-
yeBble (haKTOopbl, KakK J0X0f, TEKYYECTb
nepcoHasna 1 Npov3BOAUTENBHOCTL CBSI-
3aHbl C BOB/IEYEHHOCTLIO.

MHorve opraHv3aumMn WUMeroT paspabo-
TaHHYIO CTpaTervio MO BOBMEYEHHOCTH,
NoC/IefOBaTENbHO U Pa3yMHO MPOBOAST
COOTBETCTBYtOLME MeponpusTus.  Kak
NpaBW/o, Takvie CTpaTervy BKIOYALOT B
cebsi paznMyHOro posa onpockl, KOTopble
MPOBOASITCS HA PEryfsipHOM OCHOBE, HO
OHM OCYLLECTB/SIOTC Ha MaKpOYpPOBHE,
M HE YYMTBLIBAIOT MHAMBUOYaNbHYO BO-
BNEYEHHOCTb. 10 3TON MpUYKMHE OMnpockI
YacTo BeayT K OLIMOOYHbIM BbIBOZAM.
Hall MOTVMBALMOHHBIA OH-NalH  onpoc-
HuK Drives, co3aaH crieumansHo ans 6o-
nee rnybokoro aHanmsa Tex (hakTopos,
KOTOpblE MOTUBUPYIOT JIloAeN, UTobbl Ha
OCHOBaHWM  MOJyYEHHON  MHGOpMaLWK
pa3obpaTbCsl C BOB/IEYEHHOCTLIO U OCO-
6EHHOCTSIMW  MOTUBALMM KOO0  OT-
[lenbHOro cotTpyaHuka. Ml
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AEB SPONSORS 2014

Allianz IC 0JSC

Alstom

ASAP Transportation Company LLC
Atos

Awara Group

Bank Credit Suisse (Moscow)
BP

BSH Group

Cargill Enterprises Inc.
Caverion EImek OO0

Clifford Chance

Continental Tires RUC LLC
Crocus International

Deloitte

DHL

DuPont Science & Technologies
E.ON Global Commodities SE
Enel Russia OJSC

Eni S.p.A.

EY

GDF SUEZ

Gestamp Russia
HeidelbergCement

ING Commercial Banking

John Deere Agricultural Holdings Inc.
KPMG

LEROY MERLIN Russia

MAN Truck & Bus AG

Mercedes-Benz Russia
MERCK LLC

Messe Frankfurt Rus OO0
MetLife

METRO GROUP

Michelin

MOL PIc

Novartis Group

OBI Russia

Orange Business Services
Oranta

Pepeliaev Group LLC

PwC

Procter & Gamble
Raiffeisenbank ZAO

ROCA

Shell Exploration & Production Services (RF) B.V.
Statoil ASA

Stupino I Industrial Park
Telenor Russia AS

TMF Russia

Total E&P Russie
Volkswagen Group Rus OO0
Volvo Cars LLC

VSK

YIT Rakennus Representative Office
YOKOHAMA RUSSIA LLC



Mazars is an international, integrated and indepen-
dent organization specializing in audit, advisory,
accounting, tax and legal services.

As of September 1, 2014, the Group operates in 72
countries and draws on the expertise of 13 800 profes-
sionals to assist major international groups, SMEs,
private investors and public bodies at every stage of
their development.

Mazars has been operating in Russia since 1995.
Today, Mazars employs more than 200 multilingual
professionals in its 2 offices in Moscow and Saint-Pe-
tersburg.

CONTACTS

info@mazars.ru

Tel: +7 (495) 792 52 45

MAZARS IN RUSSIA

During its 19 years of constant willingness to accompany its
clients, Mazars in Russia has developed services focused on
Human Resources:

Outsourcing of payroll and all associated HR management

services:

= Payroll calculations and assistance in HR workflow organiza-
tion,

= HR documentation,

= Review and internal consulting procedures.

HR services focused on finance and administrative profes-

sionals:

= Supporting clients and recruitment agencies with the assess-
ment of candidates in accountancy and finance in 2 possible
areas: technical knowledge and potential of soft skills develop-
ment (motivation, personality, leadership, management),

= Counseling in team functional organization through a mapping
of individual abilities,

= Trainings: introduction to Russian Accounting and Tax environ-
ment for new comers, technical accounting issues for Russian
professionals and other tailor-made trainings upon request.

HR legal aspects:

= Drafting and review of labor agreements in accordance with the
Russian law,

Migration support of foreign employees (visas, work permits,
etc.),

= Personal Income Tax compliance,
Labor regulations advisory,

Drafting and adaptation of internal labor policies in accordance
with the Russian law,

Labor disputes resolution.

www.mazars.com - www.mazars.ru

e M A ZARS



Mol 6epum, 100U - 3MO0 2/1a8HbIL AKMUB KOMNAHUU

3ENEFACTORY

Onepamop couuanabHbiX NPocpamMm
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Hatioume npasussHbie NpooyKmel Ucnone3ylime nyquiue npakmuku 018 Co3dasatime nb2ombi, npogodume
07151 CB0UX COUUAIbHBIX NPOZPAMM. C030GHUS COUUAbHLIX NPO2PAMM U3 NAGHA noonucky oHAALH, ynpocmume
Boibepume don20cpoyHbIx Kagemepus, 006p0BObHBIX U 0okymeHmoobopom,
napmH-epos. (DUKCUPOBAHHBIX J1620M. cdenalime npouecc couuansHeiM!

Mpomo koa: AEB2014

Monyunte 6ecnnatHO  NOAHYIO
BEPCUI0 aHAUTUYECKOro OTYeTa
«CouManbHbie nporpamMmbl B
KOMnaHusX Ha Tepputopuun PO:
2014-2015 rr.», BBe A NPOMO-KOJ,
Ha caute:
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Local Solution, Global Experience
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