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BBEJAEHUE

AKTyaJIbHOCTh TeMbl HcciaenoBanus. B 21 Bexke, u Poccusa u
Kwuraii Bctynunmu Bo BTO, u cB3p MeXAy 3KOHOMHUKOM JIByX CTpaH U
MUPOBOW IKOHOMHUKOW CTaHOBUTCA Bce Ooisiee TecHOM. Kak BakHas yacThb
SKOHOMUKHM U OOIIEeCTBa, TpaHCHAIMOHAJIbHBIE KOMIIAHUU HTPAIOT
OOJBIIYIO POJIb B SKOHOMHYECKOM U COLIMAJIBHOM Pa3BUTUU JABYX CTpaH.
[ToBpiieHNE H(PPEKTUBHOCTH MCIIOIB30BAHUS TPYAOBBIX PECYPCOB,
IIOBBIICHUE IPOU3BOMMUTEIIBHOCTH Tpyda B  TPaHCHALMOHAJIBHBIX
KOMIIAHUAX ~ CTAl0  BAXXHEHIIMM  BOIPOCOM  HMX  pa3BUTHUA.
TpancHanMoHanbHbIE KOMIIAHUM — HE a0CTPAKTHbIE OpraHU3al[IOHHBIE
CTPYKTYpPBI, HA CAaMOM JI€JIE OHU COCTOSIT U3 KOHKPETHBIX PAOOTHHUKOB, U
paboTa Bcell KOMIIaHUMM HEOTAeauMa OT UX Tpyaa. Bompoc o Tom, kak
YIAYYIIUTh OPraHU3alMI0 TpyAa TPAaHCHALMOHAIBHBIX KOMIIAHWM B
Poccun u Kurae u mnoBbicuTh 3()(PEKTUBHOCTH TpyJda COTPYIHUKOB
IIPUBJICK BHUMAHKUE U COLIMOJIOIOB HAILIUX CTPaH.

[Tocne pacnana CoBerckoro Coro3a 3koHOMHUKa U obmiectBo Poccuu
IIPETEPIEIN CEPbE3HbIE N3MEHEHHUS. I0CKOIBKY ypOBEHD POKIAEMOCTH B
NIOCJIEAHUE TOABI OCTABAJICSA HU3KHUM, IIPABUTEIBCTBO TAKKE YIEISAET BCE
Oonblie BHMMaHusi Bompocam jemorpadpuu. Ilo nanaeim Poccrara,
Hacenenne Poccun ymensumnchk Ha 1 muH. B 2021 ropy. ITostomy,
IIOMUMO IIOOLIPEHHS POXKIAEMOCTH, NPABUTEIBCTBO TAKXKE YIEIACT

BHUMaHHE BONPOCAM COLMAIBHON 3alllUThl TPYASIIUXCA. OTH MEPHI



ChITpalii pPOJb B NPOABHKEHUM CTAaHAAPTU3UPOBAHHOIO DPa3BUTHSA
OpraHM3alni Tpyda B KOMIIAHMAX, YTO IOJOKHUTEIBHO CKa3aJloCh Ha
U3YyYEHUU OCOOEHHOCTEH OpraHu3alMd Tpyda B TPaHCHALMOHAJIbHBIX
KOMIIAHHSIX U COBEPIICHCTBOBAHNE CHUCTEMBI OPraHU3aluu TPYAA.

A B Kwurae, mocie Hauanma peanm3aliu TMOJUTUKH pedopM U
OTKPBITOCTH, TOCYIAPCTBO JECATWIETHSMU ITOAJIECPKUBAIO BBICOKHE
TEMIIbl POCTA SKOHOMHKH U Os1arococTostHus HaceneHus. Ho B mociieqnue
rofibl TEMIIbI IPUPOCTA HACEIEHUS CHU3WIMCH, TEMIIBI S3KOHOMUYECKOIO
pocTa Takxke 3aMmenmuinch. Jlis pemieHust mpoOieMbl MOAAEpKaHUS
BBICOKMX TEMIIOB 3KOHOMHYECKOIO pPOCTa, B JOINOJIHEHHWE K OTMEHE
MOJIMTUKA  IUUJIAHUPOBAaHUS  CEMbHM, CYIIECTBYET TaKXKE  OCTpasd
HEO0OXOIMMOCTh MPOJOJIKATh PACHIUPSITh YPOBEHb OTKPBITOCTH JUIS
BHEIIHETO MUpa. I MMEHHO NMOATOMY TpPaHCHALMOHAJIbHBIE KOMITAHHUU
CTaJIM HOBBIM LEHTPOM pa3BuTHus. UTo emé O0oiblie MOBBICHIO MHTEPEC
NPEACTABUTENIEN YDKOHOMUYECKON COLMOJIOTUH K U3YUYEHHUIO OPraHU3ALUIO
Tpyda TpPAaHCHAaMOHAJIbHBIX KOMIIAHMM B  LEJISIX  ITOBBILIEHUSA
KOHKYPEHTOCIIOCOOHOCTH 3THUX KOMIIAHUH M UX pOJIM B MHUPOBOU
HDKOHOMHUKE.

VYKka3aHHbIE BONPOCHl TPEOYIOT KOMIUIEKCHOTO M3yUY€HUsl OpraHU3aluu
TPyZa TpaHCHAaUMOHAIbHBIX KoMmaHud B Poccum u B Kurae,
BCECTOPOHHETO0  aHajJu3a  OCOOEHHOCTEW  OpraHu3aluu  Tpyda

TPpaHCHAIIMOHAJIbHBIX HpGIIHpI/IHTI/Iﬁ )41 BBIIBHKCHU A HCKOTOPBIX



MPEIOKEHUN IO COBEPIICHCTBOBAHUIO OpPraHU3allMi TPyJda B HUX. IJTO
HUCCJIEI0OBAHNE TaKXE BAXXHO W JJII COBPEMEHHOM HSKOHOMHYECKOU
COLUMOJOTUM U  COUHMOJIOTMM  TPyAd, IMOCKOJBbKY  KOMIUIEKCHBIX
CPAaBHUTEIIBHBIX MCCIICIOBAHUN TPEHCHAIIMOHAJIBHBIN KOMITAHUN HE TaK
yK W MHOro. A CpaBHUTEIBHBIX HKOHOMHKO-COIMOIOTUYECKUX
HCCJIEIOBAHUN MMEHHO POCCHMCKMX M KUTAWCKWX TPAHCHALIMOHAJBHBIX
KOMITaHMH TOYTH HET. B 3TOM 001acTé HEOOXOAWMMBI JTOITOJHHUTEILHBIC
SMIIUPUYECKUE U TEOPETUUECKHUE HUCCIEAOBAHUS, JAHHOE MCCIICOBAHUE
MOXET BHECTU B HUX ONPEICIICHHBIN BKJIA/I.

Crenenb pa3padOTaHHOCTH TeMbl. bOJIBIIYIO POJIb B OpraHU3aliuu
TpyJa TPaHCHAIMOHAJIBHBIX KOMIIAHUM UTPaOT TPYAOBBIE OTHOILICHUS U
PBIHOK Tpyzaa. B mocneaHue roabl KUTAWCKUMU COIMOJIOTaMU MTPOBEICHO
MHOXECTBO HCCJIEIOBAHUA MO 3TOMY BOIPOCY, MOJIOKHBIIUX HAYaJIO
U3YYEHHUI0 OCOOCHHOCTEHW OpraHu3aluu Tpyla B TPaHCHAIMOHAILHBIX
kommnanusax. Cpeau HUX MOXXHO Ha3BaTh CIEAYIOMIMX HCCIIEIOBATEINICH:
®su Unxya ((LHL4E), Hai Lucio (B 2F), Yennunr (5%75°), Xyan Snb
(%), Jyo Lsunuyn (5 13# ZE), Uen Cunp () , Yan Kait (F2)).

VYuensie u3 Poccun u Kuras npoBenu psij ucciieioBaHuil mpogcor30B
U BOMNPOCOB COLMAJIBLHOW 3aIUTHI TPYASIIUXCS, CPEIU MPEICTaBUTENICH
KOTOPBIX MOYKHO Ha3BaTh Takux, kak: A. B. Ilerpos, A. I. AOb130B, A. A.
Tepmanok, Ban Ususoit (LFE#E), SAu Kynrons (#73#7#)). Pesynbsrarsl nx

WCCIIEOBAaHUM TaKXkKe 3a/IeHCTBOBAHBI B JaHHOM pabdoTe.



Counonoruyeckuii aHaiu3 OpraHu3allid TpyAda KOMIIAHHM C TOYKH
3peHUsI pa3BUTHUSL  YOPaBICHUS MHOTOHAIIMOHAJIBHOW  KOMIAHUEH,
OCYIIIECTBUIIUA, HAIPUMEP, TAKUE U3BECTHBIC yueHble, KaKk: UxaH [I3b1sH
(5% F#), Croit Csoxyns (f£HE%%), Ban JInmstons (F3L7), L3sau
[zronbay (FER %), L JTymun (BE-HH), JIro Cuns (XIHT).

XOoTsl MHOTHUE YYEHbIE W3yyaju OTHOIICHHUS TPyJa U KamuTajla u
OpraHu3alyi TpyJla B paMKaXx HSKOHOMHUYECKOM COLHOJOTHUU H
COIIMOJIOTHH TPYJa, UCCIIEOBAHNM 0OCOOCHHOCTEN OpraHu3aiuy Tpyaa Ha
POCCUMCKUX W KUTAWCKUX TPAHCHAIIMOHAIBHBIX MPEANPUATUSIX, TEM
OoJiee CpaBHUTENIBHBIX, HE Tak MHOro. JlaHHas paboTa BOCHOJHSET ITU
poOeIIbI B COBPEMEHHBIX COITMOJIOTMYECKHUX u
3KOHOMHUKO-COILIMOJIOTUYECKUX UCCIETOBAHUSX.

ey 1 3aqa4M TUCCEPTAUOHHOTO UCCJIEIOBAHMSI.

[{es1b10 IUCCEPTALIMOHHOIO UCCIEAOBAHUS  SIBJISIETCS BBISIBIICHUE
0COOCHHOCTEH M M3YUYEHHE CTPYKTYPhl OpraHU3AIMU TPyAa B KUTANMCKHUX
U POCCHMCKHUX TpaHCHAIIMOHAJIBHBIX KoMmaHusx. JlaHHas 1enb
KOHKPETU3UPYETCS B CAEAYIONIUX 3aa4ax:

1. IlpoananusupoBarh oOIlEe COCTOSIHUE OpraHU3allud TpyJda B
KHUTAalCKUX M POCCHUHCKHX TpPAaHCHALMOHAJbHBIX KOMIAHUAX Ha
COBPEMEHHOM 3Tare 3KOHOMUYECKOTO Pa3BUTHSL.

2. CdopmynupoBats 00mMe U OCOOCHHBIE YEPThl OpraHu3aIuu

Tpyaa B KUTANCKHUX U pOCCHﬁCKHX TPpaHCHAIINOHAJIbHBIX KOMIIAHUAX.



3. Ilpoananm3upoBarh oOmme u cruenupuyeckue TPoOIIeMbl B
MPOLIECCE PA3BUTHUS OPraHU3allU TPyAa B IBYX CTpaHaX.

4. ChopmynmupoBaTh CHUCTEMY PEKOMEHAAIMN 1O MOICPHHU3AIUU
CTPYKTYpbl OpraHu3aldd TpyAda B TPAHCHAIMOHAJIBHBIX KOMIIAHHSIX
Poccun u Kuras.

O0bekTOM  JUCCEPTAIIMOHHOIO  HCCJIAENOBAHUSL  BBICTYIAIOT
COLUAIBHO-TPYAOBbIC  OTHOIIEHWS B KHUTAUCKUX M  POCCUUCKHUX
TPaHCHALIMOHAJIbHBIX KOMITAHUSIX. DMITUPUYECKUM 00BEKTOM
WCCJIEIOBAHUS BBICTYIAET POCCHUICKAS W KHUTAWCKasg KOMIAHUS U HX
TPYJIOBBIE€ KOJJIEKTUBBI.

IIpeameTroMm  AUCCEPTALMOHHOIO  HMCCJIACAOBAHMS  SIBIISIFOTCS
OCOOCHHOCTHM U CTPYKTypa OpraHu3allid Tpyda B POCCHUMCKHX U B
kutaiickux THK u ocHOBHBIE cOIMaIbHO-3KOHOMHYECKUE (HAKTOPBI,
BJIMAIOIINE HA DT OCOOEHHOCTH.

TeopeTnKO-METON0JOTHYECKYI)  OCHOBY  JIMCCEPTAIIMOHHOIO
HCCJIEIOBAHUS COCTABUIIM TPYJbl KUTAUCKUX, POCCUUCKUX W 3alaHbIX
YYEHBIX,  HCCIEAOBAaBIIMX  NPOOJIEMAaTUKy  COLMAIbHO-TPYIOBBIX
OTHOILLICHUH, pa3BUTHSA POCCUUCKHUX 151 KUTANCKUX THK,
aHanu3upoBaBmux ocodennoctu pazsutuss THK nocne pacnaga CCCP u
Hauaja peanu3alud MNoJMuTuKu pedopm u  orkpeitoctd B Kurae,
0COOEHHO MPOIECChI, MPOoUCXoasiue B 21 Beke.

I[I/ICCCpTaHI/IOHHOG HCCIICO0OBAaHHUC OCHOBBIBACTCA Ha



CPAaBHUTEIIBHO-UCTOPUYECKOM  TOAXONE, HCTOPUYECKOM METOAE B
HSKOHOMUYECKOW COIMONOTHH. AHaIN3 COMHAIBHBIX OCOOEHHOCTEH
opranmzaumu  Tpyna B THK  0Oasupyercs Ha  TeopeTHUeCcKHX
UcCleIOBaHUsIX KyabTypbl Tpyna I. Xodcreae u aHanmu3ze HU3MEHEHUM
COLUATBHO-TPYAOBBIX OTHOIIEHU B pAMKAaX COBPEMEHHOIO KallUTaJIu3Ma
M. Byposoro.

Meroasl  ucciaenoBaHusi. B mpomecce  OCYIIECTBICHMS
JUCCEPTALMOHHOIO  MCCIEIOBaHUS  ObUIM  HCIOJNb30BaHbl  TaKHE
oOllleHayYHbIE€ METO/Ibl, KaK METOJAbl aHalM3a U CUHTE3a, UHAYKIUU U
nenykuuu. JluccepralmoHHOE HCCIeOBaHUE Oa3upyeTcs Ha aHallu3e
HAayyHOW JIUTEpaTypbl W HUHBIX HWHQPOPMAIIMOHHBIX HCTOYHUKOB, B
YaCTHOCTH, MCIOJIb30BAJICSI BTOPUYHBIN aHAJIN3 CTATUCTUYECKUX JAHHBIX
U PE3yNbTAaTOB pPaHEE MPOBEICHHBIX COLMOJIOTUYECKUX HCCIEIOBAHUM.
JluccepTallMOHHOE HCCIIEIOBAHUE OMUPAECTCA TAKKE Ha PE3YJbTarThl
ABTOPCKOrO SMITMPUYECKOTO COLUOJIOTUYECKOTO MCCIEN0BAaHUSA, KOTOPOE
OBLJIO TMPOBEACHO C MCHOJIb30BAHMEM METO/NA IIIyOMHHOTO HMHTEPBBIO.
DKcnepThl 1711 UHTEPBBIO OTOOPAHbBI U3 YHCIIA COTPYIHUKOB POCCUUCKOM
u kutaiickoit THK ¢ 6ombIuM onbIToM padoThl.

HNudopmaumnoHHoOH 0asoi HUCCJICOBAHUS MTOCITYKUJIN
uHdopmanonHble  Marepuansl  OpraHu3zan ~ SKOHOMHUYECKOTO
corpyaauuectBa u  passutus (ODCP), DenepanbHoil  ciyxOoii

FOCY,I[apCTBCHHOP'I CTaTHUCTHKH Po CCHH, HaLII/IOHaJIBHBIM 61-0p0
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craructuku Kuratickoit Hapomnoit PecnmyOnmku, MaTrepuaibl HHTEPBEIO,
B3ATBIE B  paMKax  IPOBEAEHUS  ABTOPCKOTO  OMIIMPHUYECKOrO
COLIMOJIOTHYECKOTO UCCIEA0BaHUS 110 TEME TUCCEPTALINH.

CoorBercTBHE  TeMbl  JAUCCEPTALMOHHOIO  MCCJICAOBAHUA
TpeboBanusim Ilacnmopra cmemmanabHocTeidi BAK. luccepraunonnoe
WCCIIEIOBAHUE BBHINOJHEHO B paMKax croenuanpHocTH 5.4.2 —
DKOHOMMYECKAs]  COLIMOJIOTMSL M COOTBETCTBYET  CJIEAYIOIIUM
ITYHKTam racropra JNAHHOU CIEIUAIBHOCTH:

1. ConmanpHbIE 3aKOHOMEPHOCTH  DKOHOMMYECKOTO pa3BUTHS; 4.
MoTtuBanus AKOHOMHYECKOM JICSITCIILHOCTH, 5.
ConunanbHO-D5KOHOMUYECKHAE TPYIIbl, CTPYKTYphl W WHCTHUTYTHI; 10,
CommanbHOe COEPKAHUE U YCIOBUS SKOHOMUYECKOMN IesATEeNIbHOCTH; 13.
CoumanbHas 3allMTa B CHCTEME YKOHOMUYECKAX OTHOLICHUI.

Hayuynasi HoBu3HA. 1. BbIsABIEHBI M TpOAHATM3UPOBAHBI KIIFOUEBBIE
npoOJieMbl COBPEMEHHOM OpraHU3aliy TPyJla B POCCUICKUX U KUTAMCKUX
THK. OnpeneneHo, 4T0 OCHOBHBIM HCTOUHHUKOM 3TUX MPOOIEM SBIAETCS
caM Ipolecc pa3BuTusi 3koHOMUKH B Poccunm u B Kurae, cneunduka
KOTOpPOTO  OIpPENEseTCsl BIMSHUEM SKOHOMUYECKOM II00aIM3aIuu.
IIpouecc miobanu3zauMy B ONPENEICHHOW  CTENEHU  ycyryoui
YBEJIMYUBAIOUINICS pa3pblB MEXy OorarbIMu U O€IHBIMU CTpaHAMH, a
TaKkke 00OCTpPUJI SIBHBIE U, OCOOEHHO, CKPBITbIE MPOTHUBOPEUMS MEXKIY

pa6OTHI/IKaMI/I )41 pa6OTO,ZIaT€JIHMI/I. DKOHOMUYECKAs rn06an1/13au1/151
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NeCTa0WIN3UpOBAJIa  COUMAIBHO-TPYJAOBBIE  OTHOILEHHUS,  YCHUJIUB,
YCIIO)KHUB AKCIUTyaTalldi0 Tpyla U OOOCTPUB TPYIAOBBIE KOH(IHUKTHI B
pa3HeIX cTpaHax. [loaToMy OCHOBHOM 3a7adell pyKOBOJCTBA POCCHUMCKUX
u kutaiickux THK sBnsercs co3manue >QQPeKTHBHBIX, YCTOWYHBBIX U
COLIMAIbHO-OPUEHTUPOBAHHBIX ~ CUCTEM  OpraHu3alMu  Tpyda Ha
OPEaNPUITUSIX.

2. Pa3paborara u mpeiokeHa METO0JIOTHSI KOMITJIEKCHOTO aHaJIn3a
0COOEHHOCTEN M XapaKTEepUCTUK COBPEMEHHON OpraHu3aluu Tpyda Ha
POCCUHCKMX M KUTAWCKUX MHOTOHAIMOHAIBHBIX MPEANPUATUIX Ha
OCHOBE CUHTE3a M CTOPUKO-COLIMOJIOTMYECKOTO U
HSKOHOMHUKO-COLMOJIOTMYECKOTO TMOAXO0A0B K MCCIENOBAHUIO MaTepHUaIOB
SMIUPUYECKUX UCCIEAOBAHUN, C UCIIOJIb30BAHUEM COBPEMEHHBIX TEOPHIA
HSKOHOMHUYECKOM COIMOJIOTUU U COLMOJIOTHH TPYAA, B LIENAX MMOCTUXKEHUS
CJIO’KHOTO nporecca pa3BUTHS OpraHu3aluu Tpyaa B
TpaHCHAIlMOHAJIbHBIX  KOMIIAHUSX  JABYX CTpaH B  YCIOBHSX
HSKOHOMHUYECKOH T100anu3anuu.

3. O000111eHBI pe3ynbTaThl UCCIEI0BaHUH 3araJHbIX, POCCUHCKUX U
KUTalCKUX COLIMOJIOTOB, OCYIIECTBICHHBIX B PaMKaX COLMOJIOIHMYECKOrO
aHajM3a TPYAOBBIX OTHOUIEHHH. OOOCHOBAaHO MOJOKEHHE O TOM, YTO
pa3paOoTaHHasl B 3a11aIHOM HayKe METO/IOJIOTHS B OIIPENIETICHHBIX paMKax
OPUMEHMMA K MCCIEI0BAaHUIO COLMAIbHO-D)KOHOMUUYECKUX MpolieM

COBPCMCHHBIX pOCCHﬁCKHX U KUTaMCKHX TPYAOBBIX OTHOHIGHI/Iﬁ,



12

Hampumep, Teopus M. BypoBoro, mis pemieHus mpoOiieM U UCTIPaBICHUS
MOCJIEICTBUI CBEPXYypPOUHOH 3aHATOCTH B coBpeMeHHOM Kutae. Ocobo
OTMEYEHO, YTO, B CBOI O4Y€pElb, B POCCUUCKOM M KHUTANUCKOH
HSKOHOMUYECKOW COIHMOJIOTHH, Takke (OPMUPYIOTCS COOCTBEHHBIC
TEOPETUYECKUE TOAXOABI K conuosniorun opranmsanuu tpyaa B THK,
0COOGHHO B YacTH  TIOCTPOCHUS  MOJAENeH  COBPEMEHHBIX
COI[MAJIbHO-TPY/IOBBIX OTHOIIICHUN HA KOHKPETHBIX HNPEANPUSITUSX.

Ilonoorcenus, golHocumbvle HA 3AUUM):

1. B uccnenoBaHu 0COOCHHOCTH OPraHU3alvK TPY/a B POCCUUCKUX
n xutancknx THK HeoOXomuMo codeTars HECKONBLKO IOAXOJ0B, a
HMEHHO — COIMAJIbHO-TPYAOBOM, SKOHOMUYECKUN (PKOHOMHKA TpyAa) U
cormosiornyeckuit (conuosnorust Tpyaa). CouuanbHO-TPYIOBON MOIXO.
MO3BOJIACT aHAJIM3UPOBATh OCOOCHHOCTH TPYAOBBIX OTHOIICHUM B
KOMIMAaHUX, a TaKKe 3aKOHOMEPHOCTH BBIPAOOTKH W MPUHATUS MEP IO
MOBBIICHUIO  MPOU3BOAUTEIBHOCTH  Tpyldd. OJKOHOMHUYECKUH U
COLUOJIOTUYECKUNA TOAXOAbl TMO3BOJSIOT BBISIBUTH BIUSAHUE Pa3BUTHUS
OpraHu3aluii Tpyda Ha SKOHOMHUYECKOE IIOJIOKEHHUE TMPEANPUATHI U
npoOJIeMHbIE MECTa, CBS3aHHbIE C HMMEIOIIMMUCS U TMOTEHIUATbHBIMU
TPYAOBBIMU KOH(IMKTAMH, a TAKXKe T€ LEJEBbIE COIMaIbHbIEC TPYIIIbI, HA
KOTOPBIE HaIpPaBJIEHbl OCHOBHBIE COLIMATIbHO-YNPABICHUYECKHUE MEphI B
THK. JlamHble Tpu moaXoda B CBOEH COBOKYMHOCTH OOpa3yroT

TCOPCTUKO-MCTOJOJIOTUICCKYTIO KOHCTPYKIMHIO, IMO3BOJIAOITY O
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KOMIUIEKCHO ~HUCCIIEIOBaTh OCOOEHHOCTH POCCHMCKMX M KHTANCKHUX
THK 3a nocinennue necsaTuneTus.

2. B 21 Beke, mo mepe pa3BUTHS IOOATBHOTO KalUTAIU3Ma, 3alIUuTa
paB TPyJAUMXCA NOAHUMAETCS Ha BCE 00Jee BBICOKUN YpPOBEHD.
O¢ddexTuBHOCTH 3TOM 3aIUTHI 3aBUCUT OT Pa3BUTHS HHCTUTYTOB
rpaXJIaHCKOro o0mecTBa W (POPMHUPOBAHUS CHUCTEMBI COIHAILHOTO
naprHepctBa. Ho B 1000ii cTpaHe Bcerna CymiecTBYIOT MPOTUBOPEUHS B
OpraHu3alMi  TpyAda,  [POTUBOPEUUS  MEXKAY  MEHEIKMEHTOM
npeanpuaTuid U padorHukamu. Kpome Toro, mnorpeOHOCTH yCTOMYMBOIO
pPa3BUTHSL 3KOHOMHKHM JIFOOOM CTpaHbl TeNephb BKIIOYAIOT M CO3JaHUE
ONMaronpusTHBIX YCIOBUH JJis PpPa3BUTUS HENPEPHIBHOTO OOy4EHMS,
COLIMANbHON  CTAaOMJIBHOCTM MW  COLMAJIBHOW  3alllUThl, a TaKxke
IPEEeMCTBEHHOCTH TMIOKOJIEHUH Ha Npeanpuatusx. B perymupoBanue
OpraHu3alMi Tpyla BKIIOYEHBI M MPOQPCOIO3bI, KOTOPHIE TOXKE MOTYT
OKa3bIBaTh IO3UTHUBHOE BIMSHHE HA pEIICHHWE HTHX BaXHBIX 3ajad,
CpaBHUTENBHO 3P (PEKTUBHO pabOTasi B pIHOYHBIX YCIOBUSIX.

3. OIHUM U3 aKTyaJIbHBIX HalpaBiI€HUHM pa3BUTUS SKOHOMHYECKOM
counosiorun B Poccum u Kurae sBnsgercs wusydeHue crnenupuku
COLIMAJIBHO-TPYJIOBBIX OTHOLIEHUH B AUQPPEpEeHIHUPOBAHHBIX OOJIACTIX
NEeSTENbHOCTH. OJKOHOMUYeckre pedopmbl 1980-x TT., CBSI3aHHBIE C
(opMHpPOBAaHMEM KHUTANCKOIO M POCCHMCKOTO pBIHKA TpyJda B HOBBIX

yCIOBUSX, akTuBH3UpoBaiuch ¢ 1990-x rr. Ho B mpormecce pa3BUTHs
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pBIHKA TpyZa BCE paBHO OCTaeTCcsd HEMAlIO  CYyIIECTBEHHBIX
COI[MAJIbHO-PKOHOMHYECKUX MpoOIeM U OapbepoB — HU3KUN YPOBEHBb
JIOXO/IOB TpakJaH, 3acTOMHas O€QHOCTh, IpaBoOBas M COLHMAJbHAs
HE3alIHIIEHHOCTb, OrpaHU4eHHAs BO3MO)XHOCTh MOy YEHUSI
oOpazoBaHus (B TOM UHCIE, JIONOJHUTEIBHOIO), HEIOCTATOK
KaueCTBEHHBIX pa0b04YMX MECT W JAPYTHE, KOTOpbIe TPeOYyIOT OTIAEIbHBIX
HCCIICIOBAHUN 1)1l pa3padOTKu Mep M0 UX 3OPEKTUBHOMY TTPEOOJICHHUIO
B LeJIX TapMOHHU3AMM  COIMAJbHO-TPYAOBBIX  OTHOIIEHHH B
coBpemeHHO Poccum u Kurae, B TOM uucie, HalpaBICHHBIX Ha
0000111eHHE U KOMIUIEKCHBIA aHaJIM3 0COOEHHOCTEN OpraHu3alyy Tpyaa B
THK.

4. TIlpoananu3upoBaHbl 00mMEe U cHeU(UUECKHEe YepThl U
npoOsieMbl B MPOLECCE Pa3BUTHUSL OpraHU3ALMM TPyla B JIByX CTpaHax.
OO6mue yepTsl NPOSBISIOTCS B TOM, YTO CUCTEMa MOTHBAIlMU MEpcoHaia
U CHUCTEeMa OIUIaThl TPyJda U B POCCHUUCKUX, U B KUTAHUCKUX KOMITAHMSIX
COOTBETCTBYIOT MEXIYHAPOJHBIM CTaHJApTaM, YTO MO3BOJISIET TOBBICUTh
JOSUIBHOCTh  COTPYJIHUKOB 3a CYET THUOKMX CHCTEM MaTepHalbHOIO
CTUMYJUPOBAHUS U JOMOJHUTENIbHBIX CPEJACTB MOTHUBAIMM IEPCOHANA;
PYKOBOJICTBO, MEHEKMEHT, COTPYIHMKH U KUTAUCKUX, U POCCUUCKUX
KOMITAHUM CTPEMSITCSI TIOHATh KYJAbTYPY KOMMYHHKAIIMH, B TOM 4YHCIE, U
OpraHU3allMOHHYIO KYJIBTYpy Tpyda, C LEJIbl0 TOBBIIIEHUS €ro

IMPOU3BOAUTCIIBHOCTHU, KaK KHTaﬁCKHG, TakK " pOCCHﬁCKHC KOMIIaHHUH, UX
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MEHEIKMEHT, COTPYAHHUKM CTPEMSTCS IEHCTBOBATb CTPOrO B PaMKax
CYIIECTBYIOIINX NHCTUTYLMOHAJIBHBIX PAMOK ITPUHAMAIOIIETO KOMITAHUIO
rocy1apcTBa, 4YTO TOBOPUT O BBICOKOM 3(P(EKTUBHOCTH CHUCTEM
KOMILIA€HC-KOHTPOJISL B HUX.

5. Uto kacaercs cnenuvecKux 4epT U MpodaeM, TO B OTIUYHUE OT
Poccun, B KUTaliCKUX KOMITAHUSAX MPOQCOI03bI HE UTPAIOT BAXKHON POJIU B
pPEryJIMpOBaHUN COLMAIBHO-TPYAOBBIX OTHOLIEHWM W B pPa3pelICHUH
TPYAOBBIX  KOH(JIUKTOB, OTCYTCTBYeT M  pa3BUTas  COLIMOJIOTHUSA
Npo(COIO3HOTO  JBWKEHMS; B  KHUTAMCKUX  TPaHCHALMOHAJIbHBIX
KOMIIAHUSX 3aIINATA [IPAB U UHTEPECOB BCEX COTPYIAHHUKOB BCE XKeE JIydllle,
YEM B MAJIBIX M CPEIHHUX MPEANPUATUAX, TEM HE MEHEE, MO-TIPEKHEMY
CYILLECTBYET CKpbITasi MmpobjaemMa reHIepHON AUCKPUMUHALIMY, TpodIeMa
«CTEKIIIHHOTO TIOTOJIKa» JJI MHOTHX JKEHIIWH-COTPYAHUKOB; BOIPOCAM
OpraHu3aluu OOpaTHON CBSI3U C TPYAOBBIM KOJUIEKTUBOM U YIIPaBJICHUS
KOPIIOPAaTUBHOW KYJIBTYpOW TPyZAa YAEJSAETCS MEHBIIE BHUMAHMS, YEM B
Poccun; MeHblIe BHUMaHHS YACISAETCS W BHYTPUKOPIIOPATHBHOMY
oOyuenuto. B poccuiickux k€ KoMOaHusxX croenudpuka mpolieM
OpraHu3allid TpyAa CBs3aHAa C CYLIECTBEHHOM JMCIPONOPLHEH B
BO3MOXHOCTAX KOMIIAaHWH, paOoTarolMX Ha BHEIIHUN pBIHOK, H
KOMIaHUH, paObOTaOLIMX HCKIIOUYUTEIbHO HAa BHYTPEHHHUI phIHOK. YUem
Ooradye KoMIaHus, TeM OoJblIe y HEE BO3MOKHOCTEN COOIIOaTh IIpaBa U

UHTEPEChl COTPYAHUKOB U TeM 3((eKTuBHEe TaM OpraHuzanus Tpyaa,
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IpaBAa, €Clu COTPYAHHKM CTPEMSTCS 3allUIIaTh CBOM HHTEPECHI, UTO
ObIBaeT HE Bcerna

6. CdopmymupoBana cucTemMa pPEKOMEHAANMK TIO MOJCPHU3AINN
CTPYKTYpbl OpraHu3allMM Tpyda B TPAHCHALMOHAJIBHBIX KOMIIAHUSAX
Poccun u Kuras. C Touku 3peHUs OpraHM3aluu Tpyda KHUTANCKHUX
TPAaHCHAaLMOHAJIbHBIX KOMIIAHWW, B TEPBYIO O4Yepenb HEO0OXOIAUMO
yIy4dIIUTh Mpodcoro3Hyo cuctemy. I[Ipodcoro3bl SBISIOTCS Ba)KHOM
CWJIOW JUIsl 3alIUThl MNpaB W HMHTEPECOB TPYAAUIMXCA. YUHUThIBas
MHCTUTYLIMOHAJIBHO-TIPABOBBIE OCOOCHHOCTH COLIMAIMCTUYECKON CTPaHbI
HEOOXOIMMO  CYIIECTBEHHO  pacliupuTh  (QYyHKUMH  TPOQCOI030B,
YBEJIUYUTh JIOJII0 PAJOBBIX PAOOTHUKOB CpPEAU PYKOBOASIIMX UYJIEHOB
po(Ccor030B, MOOMIN30BaTh AKTUBHBIX PAOOTHUKOB MPEANPHUITHI IS
BCTYIUIGHUSI B  NpoQCOr03bl, CAENaTh MNPO3PAYHON  JEATEIBHOCTD
npocoro30B,  MOAJAEPKHUBATb  TECHbIE  CBA3M  MPOQPCOI30B  C
3aKOHOJIaTEIbHBIMU OpraHaMU BJACTH, OpaTh Ha ce0s WHUIMATUBY
coo01IaTh PYKOBOJCTBY MPEANPUITHS U MPABUTEILCTBY O HApPYIICHUH
npaB pabOTHUKOB. Bo-BTOpBIX, HEOOXOAUMO TpaHC(HOPMUPOBATH B LIEJIOM
CUCTEMY COLMQJIbHOM 3alllMThl pPAOOTHUKOB, HalNpuMep, B IUIaHE
HEIONYILIEHUSI CBEPXYPOUHOM 3aHSTOCTH, YTO XapaKTEPHO JJIsl KPYMHBIX
KATACKUX KOMIAaHUW. B-TpeTbuX, HakKOHEl, TaKke Heo0X0auMOo
YCUJIEHUE  NPaBUTEILCTBEHHOIO  Haja30pa  3a  JIeATEIbHOCTBIO

TPpaHCHAIIHOHAJIBbHBIX KOMIIAaHMM B ILIAHE BBINIOJIHEHUS MMM B3STHIX Ha
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ce0s  ¢dopMaldbHBIX O00S3aTElIbCTB, CBS3AaHHBIX C  COOIIOIECHHEM
TPYAOBOIO  3akoHoaarenbcTBa. (C  TOYKM 3pEHUS]  MOBBILICHHUS
3¢ (EeKTUBHOCTH OpraHU3aluil TpyJda POCCHUCKUX MPEANPHUATHI,
NpeXIe BCEro, HEOOXOAMMO OOECHEUUTh CTAHIAPTH3ALHUIO0 |
COBEpPUICHCTBOBAHUE  OPraHU3alMM  Tpyda TPAaHCHALMOHAJIBHBIX
KOMITAaHUW W JIPYTHX MPEANpHUSITHI B CTpaHe, 4ToObl M30aBUTHCS OT
MEKOTPaACIIEBBIX U CITPOTIOPLIAMA. Bo-BropsIx, HE00X0IMMO
JnanpHelinee  peopMHUpPOBAHME  CUCTEMbI  3apaOOTHOM  TUIaThl,
MIOCTENEHHOE YBEIMYEHHE CpelHel 3apaOdO0THOM IUIaThl COTPYIHUKOB
BO BCEX OTpaciisiX M MEPEOpUEHTAlUs €€ Ha KBAIM(PHUIMPOBAHHBIX
COTPYIHHUKOB.

Teopernyeckasn U NpaKTH4ecKas 3HAYUMOCTH
AUCCEPTALMOHHOIO  MccJjeaoBaHusa. TeopeTudeckass 3HAYUMOCTH
IUCCEPTALIMOHHOTO HCCIECAOBAHUS JJIi COBPEMEHHOM HKOHOMHMYECKOU
COI[MOJIOTUM W  COLMOJIOTMM TpyAa 3aKJ04aeTcss B  Pa3BUTUHU
TEOPETUKO-METONOJIOTUYECKUX HCCIIENOBAHUN TPYAOBBIX OTHOLICHUN B
coBpemeHHoM Poccuu u Kurae, a Taxxe aHanuse nmpoOieM opraHu3aiuiu
TpyJa B poccuiickux u kutaiickux THK.

[IpakTyeckass  3HAUMUMOCTh  JIUCCEPTALMOHHOIO  MCCIEIOBAHUS
3aKJIF0OYAETCs B BO3MOXHOCTH HCHOJB30BAaHUS €ro pe3yiabTaroB IpU
pa3paboTKe Mep MO COBEPIICHCTBOBAHUIO SKOHOMHYECKON U COIIMAIbHON

ITOJIMTUKHU M ITOJIMTHKH ITOBBIIICHUSA 3(1)(1)€KTI/IBHOCTI/I opraHmi3alnuvu Tpyaa



18

THK B P® u KHP, a Takke 3KOHOMHUYECKOTO U COLMAIIBHOIO Pa3BUTHS
Poccuiickoit  ®enepaunn u  Kuraiickoii Haponnoit  PecnyOnukwu.
Pesynbrarel  IHCCEPTAlIMOHHOIO  HCCIEAOBAHHUS MOTYT  OKa3arbCs
MOJIC3HBIMH TIPU Pa3padOTKe MPOTrpaMM IKOHOMHUYECKOW U COIUATHLHOM
MOJUTHUKHU, KaCAIOIIEHUCSl ONTUMU3AIMY OPTraHU3allUuY TPyAa B KOMITAHUSX.

TeopeTnueckne MW MPAKTUUECKHE MAaTEpHUalbl JIHCCEPTALMOHHOIO
HCCIIEIOBAHUSI MOTYT OBITh MCIOJIb30BAaHBI B paMKax KypCOB JIEKIUH st
KUTAUCKUX U poccuickux BY30B: «DkoHOMHYECKAs COLMOJIOTHSDY,
«Coumonorust  Tpyna», «CoBpeMEHHas COLMaJIbHAs  IOJUTHKAY,
«JKkoHOMHUYECKass AeMorpadusi> a Takke MOTYT CTaThb OCHOBOM st
OTZEJIIBHOTO Kypca JICKIHM, MOCBSIICHHOTO H3YyYEHUIO COBPEMEHHOTO
MOJIOKEeHUs opranu3anuu Tpyaa B Poccuu u B Kurae.

Anpolauus pe3yJIbTAaTOB JHCCEPTANMOHHOIO MCCJIeI0BAHMS.
OCHOBHBIE€ TIOJOKEHUSI W BBIBOJBI JAUCCEPTAIMOHHOTO MCCIIEA0BAHUS
OBLTH U3JI0’KEHBI aBTOPOM B JIOKJIaIaX U 00CYKIaJIMCh HA BCEPOCCUMCKUX
U  MEXIYHApOAHBIX KOH(PEpEeHIUSAX: MEXIyHapoaHas KoH(epeHIus
«Poccust 1 Kutaii: moreHuuMan W TEPCHEKTUBBI COTpyAHHYECTBA (K
70-neruto  o6pazoBanusi KHP wu ycraHoBieHus AMIIOMATHYECKUX
orHomeHuil)» B 2019 roay B Cankt-IleTepOyprckoM rocyaapcTBEHHOM
YHUBEPCUTETE; XVI POCCUICKO-KUTANCKOU COLIMOJIOTUYECKOU
KOH(QEPEeHIINH Ha TeMY: «AHTUKOPPYILIMOHHAS KYIbTypa U MOJIOJEKb B

Poccun 1 Kurae: coBpeMenHoe rocynapctBo, ousnec, oodmecto» B 2020
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rony B Cankr-IletepOyprckoM rocyIapCcTBEHHOM  YHHBEPCHUTETE,
«O01IecTBEHHOE 3A0pOBbE U (POPMUPOBAHKE 3T0POBOTO 00pa3a KU3HU B
Poccum wu Kwurae» B 2021 romy B Cankr-llerepOyprcxkom
rOCyJapCTBEHHOM  YHUBEpPCUTETE;  MEXAyHaponHas  KOoH(pepeHuus
«Kwuraii-Poccus: amanor B ycnoBusx mmobammzaruu» B 2021 tomy B
[Isupsae (KHP); «I'mobansHbIe conmanbHbie mporecch 3.0: coruaabHoe
yIpaBJIeHUE U SKOHOMHUYECKOE pa3BUTHE B UPpoBoM obmecTBe» B 2021
rony B Cankr-lIlerepOyprckoM rocyaapCTBEHHOM  YHHUBEPCHUTETE,
<«{IcTtoprueckas COLMOJOTHS M COBPEMEHHOE COLMAJIbHOE Pa3BUTHE B
Poccum wu Kurae» B 2022 r1onmy B Cankr-lIletepOyprckom
roCyJJapCTBEHHOM YHUBEPCHUTETE.

OCHOBHBIE MOJOXKEHUS AUCCEPTALMOHHON padOThl OTPAKEHBI B
CIeNyIOIMUX NyOMUKaUsAX: B IKypHalaX, pekoMeHaoBaHHbIXx BAK
Muno6puayku P® panga nyOnukanuu — pe3ylibTaTOB — KaHAUWJATCKUX
mucceprauuii. Cpeau HuX: crarbs Ha TeMy «®OEHOMEH CBEPXYpOYHOMU
3aHATOCTM B COBpeMeHHOM Kwurae: »KOHOMHUKO-COLMOIOTHMYECKUN
aHaiau3» B KypHase «OOILIECTBO: COIMOJIOTHS, TICUXOJIOTHsI, MeIarOTUKa
B No 3 3a 2021 rom; crarbss Ha TeMy «3aluTa IIpaB CEIbCKUX
TpyAsIIUXCSI-MUTpaHTOB B Kwurae Ha coBpeMeHHOM »dtamne pedopm:
npoOiieMbl M TEPCHEKTUBB» B KypHaje «OOIIECTBO: COIMONOTHS,
ncuxosiorusi, nemaroruka» B Ne 8 3a 2021 rom; crarbss Ha TeEMy

«yl'IpaBJIeHI/Ie HHOCTPAHHBIM IIepCoOHAIIOM KHUTaNCKUX
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TpaHCHAIMOHAIBHBIX KOMMaHui B yciousx mnangemun COVID-19:
COBPEMEHHOE COCTOSIHME H MpoOIeMbl» B KypHaie «OOmecTBo:
conuosorus, ncuxonorus, nexaroruka» B Ne 12 3a 2021 rog. B apyrux
M3IaHHUSIX TaKXKe OMyOJIMKOBaHBI CTaTbu Ha TeMbl: «Pa3BuTHe 1udpoBoro
oOmecTBa» B cOOpHUKE cTareid «l10OabHbIE COLMAIBHBIE MPOLECCHI:
OMBIT colUOIornYecKoro uccieaoBanus» (2019 r.); «OnbIT poccuiickoro
MpO(COIO3HOIO JABMXKEHHS JIl PETYIMPOBAHUSI COLUATIBHO-TPYAOBBIX
otHoweHnii B Kurae» n «lloTeHuman poccuicKO-KUTAaNCKOTO AEIOBOrO
coTpyaHudecTBay B cOopHuke crarbeil «Poccus m Kuraih Ha pyOexe
TpeTbero necatuietnuss XXI Beka: SJKOHOMHUKA, COLMAIBHOE YIIPABIICHUE,
KynbTypa» (2020 1)

Crpykrypa paboThl OOyCIIOBIEHA II€Jbl0, 3ajJadaMd M JIOTHKOMN
uccienoBanusa. Jluccepraumsi COCTOMT U3 BBEIEHUS, TpU IVIaB,
3aKJIIOYEHHUs], CIUCKAa JUTeparypbl (BKIo4aer 117 UCTOYHMKOB Ha

KUTACKOM, PyCCKOM U aHIJIMHCKOM $I3bIKaxX ), TPUIIOKEHUU.
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I''TABA 1. TeopeTnko-MeT01010TrH4e€CKHE OCHOBbI MCCJI€I0OBAHUM

COBpPEMEHHOH OpraHu3anum Tpyaa

1.1 UcTopuKO-COIUOJIOTHYECKH aHAIU3 U3MEHEHUI B OpraHu3anuu

TPyAa B HHAYCTPHAJIbHOM 0011eCTBE

Tpyn sBAsieTCS OCHOBOM  KU3HENEATEIBHOCTH W  Pa3BUTHS
YEIIOBEYECKOr0 00IIecTBal, I03TOMY OH HE TOJBEKO OOBEKT UCCIIEIOBAHMUS
HPKOHOMUYECKOW HayKH, HO U Ba)KHas TeMa uccienoBaHui (uinocopuu u
corronoruu. OIHAKO COIMOJIOTMYECKUE HMCCIENOBaHUs MO MpolieMam
Tpyda HUMEIT Ty XK€ HCTOPUIO, YTO M PA3BUTHE COLMOJOTHMYECKHX
JTUCIUIUIMH, W HWMEIT OoJjiee IIMUPOKOe Tojie 3peHHs. AKIEHT Ha
POU3BOJICTBE M Tpy[Ae Bcerma ObUl OJHUM M3 KIIOYEBBIX AacIEKTOB
KJIacCHYeCKOM couuonornueckor teopuu. B kuure "Kanuran" Mapkc He
Kajeql YCWJINH, 4ToObl MCCIEA0BaTh ''CKPBITYI0 OOMTEIh MPOU3BOACTBA"
(the hidden abode of production). On momnsITanCs PacKPHITH B3aUMOCBSI3b
ME¥XKJy YTHETEHUEM M TOCHOJCTBOM, CKPBITBIMH B KaMUTAJIMCTHUYECKOM
IIPOU3BOJICTBE, U HCCJEN0BAJI BO3MOXHOCTh OCBOOOXKIEHHSI padOYero

xinacca.? Mapkc TakKe HpOBelI KOHKPETHBIE HCCIIEOBaHHS TPyHa, B

! Mmmsosa E.H. Tpyn kak onpeensiomas popMa KU3HEAeATeTbHOCTH TMYHOCTH 1
obrrectBa // BectHuk Anpireiickoro rocyaapctseHHoro yausepcutera. 2005. Ne 3. C
11.

2P A REW SRS —AMEAHVERIRVEY . EHL P ER SR
2007 “-55 3 4. 28 30 Ui. Boub Csan. 3ananHas TeopHs TPYAOBOIO HpoLecca U

KUTANCKUN OTBIT: KpUTHYECKHUI 0030p // Kurtaiickue coruanpabie Hayku. 2007. No 3.
C. 30.
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COYETAaHWU C MBICISIMH PuKapao W Jpyrux, BBIABHUHYJI 'TPYIOBYIO
Teopuio ctoumMocTu". B kauecTBe CyONMCHIUIUIMHBI COIMOTIOTHH, OOBIYHO
CUMTAETCS, YTO M3YUYECHHUE COLMOJIOrMU Tpyaa Hadaiock B 1950-x rr. C
HSKOHOMHUYECKHMH pedopMaMu, MPOBEACHHBIMH 3alaJHbIMH CTpaHaAMH
nocie BTopoM MUpPOBOM  BOWMHBI, COLMAJIbHAS TEOpPHUsS PAaHHHUX
UCCIENOBaHUKA MpoOJeM TpyAa oOKasajga BIMSHUE Ha pa3BUTHE
COLIMOJIOTUM TPY/Ad, PACKPbIB HCTOPUIO PA3BUTHUS M MPOOJIEMBI, C
KOTOPBIMU CTAJIKUBAETCS COLMOJIOTHUSl Tpyda Kak CyOJMCLUMIUIMHA B
3amaHbIX CTpaHax.>

[Ipome roBops, cOLMOJOrUs Tpyda — O3TO HayKa, H3ydarouas
MPOLIECC PETYIUPOBAHUS U KOHTPOJISI MaTEPUAIBHOIO OOMEHA U CO3/IaHUS
MOTPEOUTEILHON  CTOMMOCTH  MEXKIY YEJIOBEKOM U IPHUPOIOM.
[IpeameToM  wuccnenoBaHus  SABISETCS  CTPYKTypa W MEXaHHU3M
COLIMAIbHO-TPYIOBBIX OTHOIIECHHUM, a TaKX e COLMAJIbHbIE MPOILIECCHl B

* VuureiBasg WUPOTy M IIyOMHY COLMOJOTMH TpPyAa, B

MUpE Tpyla.
COBPEMEHHOM OOIIECTBE COLMOJIOTHS TPy[a BKJIHOUYACT TAKXKE M3YUCHHE
OpraHM3alMy TPyZla B KOMIIAHUSAX.

]_I. 0. MapKOBI/I‘{ CUUTACT, YTO B CUCTCMC HAYYHbIX 3HAHUU COLNOJIOTHA

Tpyaa HMCCT ,IIBOI>'IHOI>’I CTaryCc - KakK 0OBIYHAS JUCHUIIIIMHA, TaK H

3 CREIMS: Tt SRR AR R R IRYIER SR,
2017 S5 6 . 25 148 Ti. Uxao Boii, Bosspaluenue B 0011eCTBO: AUCHUILIUHAPHOE
pasButHe u Tpacopmaus corponoruu tpyaa // lsupwksns. XKypHan
HI>apwrsHbCKOT0 yHUBEpcuTeTa. 2017. Ne 6. C 148.

4 A6b130B A. T'., Cmiocaps 3. B. DxoHOMHEKa 1 conponorus Tpyaa. 2015. C 3.
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npodeccuoHanbHas AUCHUIUIMHA. Kareropus oOIed COIMONIOTHU
3aJI0KUJIa OCHOBY JUIsl TPAKTUUYECKUX HCCIENOBAHUI U TEOPETUUYECKOIrO
ocmbiciienus Tpyaa. Cdepa oOIIeH COIMONIOTHH - 3TO TMPEXKAEC BCETO:
MOHUMAHUE TOTO, YTO OOIIECTBO MPEICTABISET COOOW COBOKYITHOCTH
COI[MAJIbHBIX OTHOIIECHHWM, TOHUMAHUE MPUPOAbl COLMAIBHBIX SIBICHUH,
Kiaccuukanus  COUUANIBHBIX  SIBICHUM,  OMNpeAesieHue  cTaryca
YEJI0BEUECKOTO TpYy/a KaK COIMAIbHOTO SIBJICHUS B 3TOM KilacCUUKaIUU,
MOHMMAaHUE TOTrO, YTO JIFOAU SIBISIOTCS OOBEKTOM COIIMOJIOIMYECKHUX
WCCIICIOBAHUM, U TIOHUMAaHUE POJIM TPyJa B MPOUCXOXKICHUU U Pa3BUTUU
yenoBeka. Comuosiorusi Tpyaa JOOJDKHA YUYUTHIBaTh BCE JOCTHIKEHUS
TYMaHUTApHBIX M €CTECTBEHHBIX HAyK, OCOOEHHO KOrjJja OOBEKTOM
WCCIICIOBAHUS  SIBIISIIOTCA  4YeJioBeuecKue (HakTopbl U CONEpINKaHUE
U3MEHEHUN YesioBeueckux (akTopoB B cdepe Tpydaa. IDTOT METOA HE
MPOTUBOPEUYUT CTATyCy COIMOJOTHUU Tpylda KaK CHEeHUATU3UPOBAHHOMN
obnactu couuosioruv. HampoTuB, TOUYHOE H3JIOKEHHE SMIIMPUUYECKUX
TEHJICHIIMN COIIMOJIOTUH TpyJda MOXET 4YEeTKO OTpa3uTh €€ 3ajayd B
KOHKPETHOM TPYIOBOM HpoIecce.”

B  opranmzanumsx — Tpyna — OpeanpuHUMAaTeNd U pabouue
yCTaHABJIMBAIOT OTHOIICHHUS JPYyr C JPYroM, KOTOpPbIE HEPa3phIBHO

CBs3aHbl. B TpynoBBIX oOpranuzanusx CQOPMUPOBAIUCH YHHKAJIbHBIC

® Mapkosnu JI. O. Ilpenmere u 3aadax cormonorns tpyaa / Comoaornyeckue
uccienoBanus, 1996. Ne 3. C 63.
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colualbHble OTHOIIEHUsA. [[03TOMY TpyqOBbIE OpraHU3alUK TAKXKE CTATU
BOXHBIMH OOBEKTaMH WCCJICIOBAaHWH B  COIMOJOTHU Tpyda W
3KOHOMHYECKON COLMOJIOTUHU.

C  HempepplBHBIM  pPa3BUTHEM SKOHOMUKM U  THOCTOSIHHBIM
MOSIBIICHUEM HOBBIX (POPMATOB MCCIETOBAHMS TPYAOBOM OpraHU3alliy B
pPa3IUYHBIX CTpaHaX TakXKe BBIIUIM Ha OoJjiee BBICOKUW YPOBEHBb, U
BOIIPOCHI, CBA3aHHBIE C OpraHM3alUsIMU TPyZAa B HOBYIO 3IOXY, ObUIM
W3J0)KeHbl W wuccaeaoBanbl. B Poccum A. A. ITepmanHok mposen
yr1yOJIe€HHOE UCCIIeIOBAHUE OpraHu3aluu Tpy/aa B cBoed kHure "OCHOBBI
opranuzanuu Tpyzaa'. OH cuuTaet, yTo oOIasi opraHu3aius Tpyaa — 3TO
CUCTEMa B3aUMOJEHCTBUSI pPaOOTHUKOB JIPYr C JAPYrOM M C METOAAMH
TpyZa B poliecce TPyAoBoM aestenbHocTU. ClieqoBarenbHo, 3T0 (pakTop,
KOTOPBIM MPOAOKAET WrpaTh poidb B A(OPEKTUBHOCTH Tpyda U
npousBojicTBa. B 11000i1 SKOHOMUYECKOW CUCTEME, B JIFOOOW OTpaciu U
(YHKIIMU YEeJIOBEYECKOro OOLIECTBA, MOKa OHU OCHALIEHBI OAHUM U TEM
ke 000pyIOBaHUEM, JIyUllIMe pe3yJbTaTbl MOTYT OBITh JOCTUTHYTHI
TOJILKO B TOM CJIy4ae, €cJii paboyasi cuiia Jydlle OpraHu30BaHa.

B cBoto ouepenb, HayyHas opraHusaiusi Tpyzna TpedyeT, 4ToObl Bce
pelIeHns] TNPUHUMAJIUCh HAa OCHOBE IIOJHOTO CHCTEMHOIO aHaju3a,
TOYHBIX PAacYeTOB M HayyHO OOOCHOBAaHHBIX METOAOB. B TO ke Bpems
HEO0OXO/IUM KOMIUIEKCHBIH MOAXOJ MJisi BbIOOpa HAaWJTy4Ilero BapUaHTa

BBaHMOHCﬁCTBHH MCXKAY COTpYOAHHUKAMH MW TCXHHYCCKUMU MCTOAaMU
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MIPOU3BOJICTBA, IPOBEAEHUS BCECTOPOHHETO HCCIENOBAaHUS W IIOHCKA
HanbOonee 5S(QQPEKTHBHOIO pEIIEHHs Ha OCHOBE MOJEIMPOBAHHA. °
[ToaToMy wu3yueHue OpraHu3aluu TpyAa KOMIIAHUN HMeeT OOoJbIIoe
3HAYEHUE IS MOBBILIEHUSI KOPIOPATUBHOM MPOU3BOAUTEIBHOCTH TPyHa
Y SKOHOMHUKH CTPAHBI.

B CIODA Ho66un, Carron, Meiiep wu Cxorr (1993)
MPOAHAIM3UPOBAIIM Tpoliecc (OpMaTU3alMK CUCTEMbI POABHKECHHUS
COTPYIHHKOB B Pa3JIMYHBIX KoproparuBHbIX opraHm3anusax B CIIHA c
TOYKH 3pEHUS COLMOJOTMU OpraHu3auuid. B TeyeHwe iIUTENBHOTrO
BPEMEHM  OCHOBHOE  HANpaBIIEHHE  HCCIEAOBaHMM B  oOmactu
OpPraHU3alMOHHON COLMOJIOTUHA CUHATANO, YTO CO3JAAHUE U DBOJIOLMS
BHYTPEHHUX CHCTEM TPYIOBBIX OpraHu3alii, TakuxX KaK BHYTPEHHHM
PBIHOK,  OrpaHWYeHbl  MexaHusMamu  d¢dektuBHocTH.  OpaHaKo,
OTTAJIKUBAsICh OT TEOPETHUYECKOW JIOTMKM MHCTUTYIIMOHAJIBHOM IIKOJIBI,
aMEPUKAHCKHE COLMOJIOTH BBIJBUHYJIM HHOE MPEANOIOKEHUE, TO €CTh
(dopMUpOBaHUE W SBOMIOLUS BHYTPEHHEW CHCTEMBbl OpraHHU3alluu B
3HAYUTENBHON CTENEHU OTPAaHWYECHBl WMHCTUTYLIMOHAJIBHOM CPENOM H
MEXaHU3MOM JIETUTUMHOCTH, B KOTOPBIX HAXOAUTCS opranusanus. Kpome
TOTO, 3aKOHBbl 1 HOPMAaTUBHBIE aKThl QenepasibHoro npasurenscrsa CLIA

0 "paBHBIX BO3MOXKHOCTSIX TPYJAOyCTpPOMCTBA'" OKa3bIBAIOT OOJIBIIIOE

JAaBJICHUC HA PA3JIMYHBIC OpraHu3aluu, Tpe6y;1 IMPUHATUA O(l)I/IHI/IaJII)HBIX

% Tepmanox A. A. OcHoBBI Opranmsanuu Tpyaa. lepms. 2019. C 2.
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CUCTEM HaliMa M MPOABIKEHHS IO CIyk0e, 4ToObl H30€KaTh WIH
CHU3UTh CTOMMOCTb IOPUIMYECKHX crHopoB. WX wHccieqoBaHue
MOJITBEPKAAET 3TO MPEANOJIOKEHNE C TOMOLIBIO SMIIMPUYECKOTO aHAIN3a
mporecca (HOPMaIBHBIX CUCTEM MPOABMKEHUS B 279 opranu3anusx.
YurarenssM HETPYAHO 3aMETHUThb, YTO 3TO HCCIEAOBAHME HMEET MHOIO
OOLIEro ¢ MCCIENOBAaHUSMU IO COLIMOJOTMU Tpyda B APYTHX CTpPaHax,
YHOOMSIHYTBHIX BhIlIe. Ha camMoM zerie Bce 3TU nccie0BaHus MPOBOIUIIUCH
B paMKaxX OJHOIO MU TOIO € HCCIEI0BATEeIbCKOIO MPOEKTa. JTU ''BO
MHOI'OM OJMHAKOBBIE" HCCIEIOBATEIIbCKUE MEPONPUATUS HAKOIUIIU
MH()OpPMATUBHBIE  SMIIMPUYECKUE JaHHbIE 1  OOBACHUTEIHHOM
crnocoOHOCTU U 3P(HEKTUBHOCTH MHCTUTYLIMOHATMCTCKON TEOPETUYECKOM
JIOTUKH, YTO OYEHb BaXXHO B MPOLECCE PAaHHEr0 pa3BUTHUS >KAHPA.
KoHneuHo, ¢ nanpHEWIIMM pa3BUTHEM AaKaJEMHUYECKOM JESTEIbHOCTH
Oojiee TMO3JHUE OHMIUPUUECKUE MCCIECIOBAHUS JIOJDKHBI IMPEB30UTH
PaboTHI NPELIECTBEHHUKOB U MOIMbBITATHCS CAENATh HOBBIE TPOPHIBLL

B mpouecce pa3BuTus  KanuTajdu3Ma  KOH(IUKTBI  MEXIY
pabOTHMKaMM U PYKOBOACTBOM CTajau ©Oo0j€e HMHTEHCUBHBIMHM, YTO
HO3BOJMMWJIO Npo()cor3aM UIpaThb BaXKHYIO pPOJIb B KOPIOPAaTUBHBIX

TPYAOBBIX OpraHuU3aluvgAX, U COOUOJIOTHU U3 PA3HBIX CTPAH TAKIKC U3ydadJIn

poinb npodcorozoB. B EBporie Yonrep Kopnu yxe naBHO paccykaaeT o

T CHAE SR R 3 IR . 5Kk ZE. 2007 4. 128 T

Wxan IOuxyH. HeomHCTUTYIIMOHAIMCTCKAS TITKOJIA OPTaHU3AIIMOHHOM COIMOJIOTHH.
2007. C 128.
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KOH(JIMKTAaX MHTEPECOB, BO3HUKAIOIIMX Ha TMOJIUTUYECKOW apeHe
€BPOIENCKOro rocy1apcTBa BCeoOLIero 61arococTosHUS, KOTOPOE MOXKHO
paccMarpuBarh Kak JEMOKPaTHYECKyl (OpMy KIIacCoBol GoprOb’. B
CIIA DOpuk OnueH PaliT mpeacTaBuil CIOKHYIO BEPCHI0 MapKCHUCTCKOM
KJIACCOBOM TEOPUM U CTall KIIOYeBOW (UTYpOH B HCTOPUHU Pa3BUTHUS
PRA.® Hsyuenne coumanbubix aemwkenuii B CIIA Takke okasano
KOCBEHHOE BIIMSIHUE HA METOJ| aHaJu3a MCTOYHMKA BiacTd. IlogoGHO
KOHLENIIMM HCTOYHMKA CHJIbl, METOA MOOWJIM3allUh  PECYpCOB
IIPEIOIAraeT, YT0 MOOWJIN3ALKs 3aBUCUT OT CIIOCOOHOCTH CHOPTCMEHA
npuoOpeTaTb W HaKaIUIMBaTh KOJJIEKTUBHBIE PECYpChbl, a TaKXe OT
CIIOCOOHOCTH HCIIONB30BaTh 3TH PECYPCHI B KOIUIEKTHBHBIX JeHCTBUAX.

B EBpome I'spu Mapkc (Marks, 1989) B cBoem wuccienoBaHuU
OOHapyXWJl, YTO TOCYyAapCTBO IOAABISET MPaBO  PaOOTHUKOB

0o0BEIMHATHCS Ha PBIHKE TpyAa (TO €CTh co3[aBaTh MPO()COI03bI), UTO

3acTaBUT  paOOTHUKOB  MIyOXe  MEepeKuBaTh  HECIPABEIMBOCTD

8 Walter Korpi. The Democratic Class Struggle. London: Routledge Kegan & Paul.
1983. P 2.

® Wright, Erik Olin. Marxist Class Categories and Income Inequality. American
Sociological Review, 1977. 42 (1), 32.

0GR E COERIENTITIER” BRI . Sy - ST SR,
R BREEARRS, RAEME - BRI . TEERHTAT. 2020 5
2 1. 25 39 7L,

Crusen [llymari, Kaman JIronsur, Dasapa Beocrep, JIo L[3saupwroy (epeBoI4rK).
Cuna Tpyna: pa3BUTHE <QHATUTHYECKUX METOJOB UCTOUHUKOB JHEPTHUH>>U
cBsi3aHHBIC ¢ 3TUM 1pobsiemsl // ccnenoBanust Teopun npogeoro3on, 2020. Ne 2. C.

39.
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SKOHOMHUYECKON CHCTEMBI M BBI3bIBaTh CHJIBHOE YYBCTBO JIMILEHHUS, H,
TakuM 00pa3oM, 0OpaTUThCS K aKTUBHOCTU. B cTpaHax, rie coBMECTHBIE
npaBa paOOTHUKOB Ha pPBIHKE Tpylda OBUIM CEphE3HO OrpPaHUYCHBI B
TEYEHNE JUIMTENBHOTO BPEMEHHU, TakuX Kak ['epmanus, ABcTpo-Benrpus,
Poccus, ®pannus, Mcnanus u Utanus, npodcoro3bl ObUTH BBIHYXKICHBI
BBIUTH HA MOJUTHUYECKYI0 ApEHY M MOMNBITaThCA MOJYYHUTh BBITOABI C
MOMOILBIO MOJIUTUYECKUX ACHCTBUH, MOTOMY YTO OHHM IMOHUMAIOT, YTO
po(CoOr03bl HE MOT'YT OKa3bIBaTh 3()(PEKTUBHOE BIMSIHHUE HA PBIHKE, [TOKa
He OydyT M3MEHEHbl IpaBWJIa MOJIUTHYECKOH Urpbl. OAHUM H3 NPAMBIX
MOCJIEACTBUIM BbIXOJa MPO(PCOI030B HA MOJUTUYECKYIO apeHy SBIAETCS
CO3/IaHHME COIO30B C JIEBBIMHU MOJIUTHYECKMMHU mapTusiMu. Kak ckazan B.
N. JlenuH, KOMMEHTUpPYsd  CUTyauur0 B  Lapckoi  Poccum:
"Camoniep>kaBHOE YTHETEHHE, IOXOXKE, YCTPAHUJIO BCSAKOE pa3iInyue
MEXy COLMAI-IeMOKPaTUYECKUMH OpraHu3aIusIMu U Mpodcoro3amu’.
BmecTte oOHM cTalKuBalTCS C 3aJadeil HM3MEHEHUs MOJIUTUYECKOro
craryc-kBo. Hemernkoe pabouee nBMXKEHUE CepeIuHBbI - KOHIA 19 Beka
Oojiee TUMMYHO OTpaxkano 3Ty peanbHOcTh. C 1878 mo 1890 rox
npaBUTENLCTBO brcmapka mpumeHsio "AHTHUCOLMAIMCTUYECKUI 3aKoH"
IUISl CYpOBOTO TIOJABJICHHS COLIMAIMCTUYECKON MBICIHA U OPTaHU3aluH, U
npodcoro3bl TaKke OBUTM OOBSABICHBI HE3aKOHHBIMU. OTO MOOYAHIO
npocoro3bl  claenoBaTh KOHIEMIMU  COIHUAJBHBIX MpPeoOpa3oBaHU

Cornuan-1eMOKpaTH4eckol mapTuu, cGOPMHUPOBAB CaMyl CHIIbHYIO
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COLIMATTUCTHYECKYIO UJICOJIOTHIO pabouero JBUKECHUS B
KOHTHHEHTaIbHON EBpone, 1 oHu Takke ObUTM OpTraHU3AIIOHHO CBSI3aHBI
¢ Comman-gemokparudyeckoit  maptuei. OpHako, KaK  TOJIBKO
"AHTUCOIMANTMCTUUECKUA 3aKkoH  3akoHumics B 1890 romy wu
npodCoro3HasT ACATEIBHOCTh OOpena 3aKOHHOE MPOCTPAHCTBO, UX
NEWCTBHSA MOCTENEHHO CTAM YMEPEHHBIMA. 1

Xotss mpodcoro3bl BCcEe €me BepiIT B COIMUAIM3M, WX POJIb
m3menunach. [lo MHeHuI0 npeacraButeneit mpodcoro3os, 'Coruanusm
COCTOMT B TOM, YTOOBI MPEJOCTABUTH MPOCTPAHCTBO JJIsl aBTOHOMHBIX
mpo(COIO3HBIX JIBMKCHHUM, TO3BOJSAS MPOCOr03aM yIydIllaTh YCIOBHS
TpyZa CaMbIM IPSIMBIM CIIOCOOOM, TO €CTh 4Yepe3 pbIHOK Tpyaa' (Mapkc,
1989). B 1o xe BpeMs mnpodcoro3bl Hayajdud CTAaHOBUTHCS Bce Oosee
He3aBHCUMBIMH OT Connan-aeMOKpaTuieCcKor mapTUu.

C pa3BuTHEM BpeMeHH cTapbie (DOpMBI OpraHU3alUU TPyAa yKe He
MOTYT OTBe4Yarb TPEOOBaHHUSAM DSKOHOMHYECKOTO pas3BUTHs. Pa3Butue
KamuTalu3Ma WU MPOrpecc MPOMBIIIICHHOW TEXHUKH CIIOCOOCTBOBAIN
pedbopme opranuzauuu Tpyna. Ilociae mnepBod  MPOMBIIIIEHHOU
PEBOJIIOIIMM HEMELIKasi CUCTEMa TUJIBAEHCKOTO YUEHHYECTBA CTOJNIKHYIACh

C MOIIIHBIM BOBH@ﬁCTBHCM PBIHOYHBIX CHUJI U HpOMBIIHJ'IGHHOfI 6yp>1<ya31/11/1,

0COOEHHO IOCe TOIr'o, KakK IIPYCCKOC IIPABUTCIILCTBO BBCIIO "CBO6OI[y

WO(EEK. $IES TANHRATEAD . BRig. Joat. 4E 222858, 2009 4E25 5 3.
%5 168 Hl. Usmp ®sH. ['ocymapcTBo, HHCTUTYT U (popMUpOBaHKE pabouero kacca //
Ilexun. Connonorudeckue uccienosanus, 2009, Ne 5. C. 168.
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ouzneca” B 1810 romy, caepaHHOCTh THJIBIUU MOCTENEHHO ociiadna. B
TOM KOHTEKCTE€ BCe Oonblie U OOJbIle MPAKTUKYIOIUX HAHUMAIOT
YYEHUKOB B HApYIICHHWE MPAaBWI, U CIy4al >KECTOKOro OOpamieHusi c
YYCHUKAMH TaK)XKe Hadad TMOSBIATHECA B OoJbIioM KommuectBe (Xilun,
2010: 42-44). B wacTHOCTH, TPOMBIIIUICHHAS] PEBOIOIUS ITOTPSCIIA CPEAY
BBDKMBAHUS HEMELIKOM CUCTEMbI YUEHUYECTBA B TMJIBUU 1O CIEAYIOIMINM
TPEM aCHEKTaM.

[IpoGnembl  Tpyma  yXe  JaBHO  IPUBIEKAIOT  KUTAHCKUX
oOmectBoBeoB. Jlo M mocne naBwxeHus ' YerBeproro Mmas' mepBble
muaepsl Kommynuncruueckoit maprun Kuras Jin [Jawkao u Ysupe [ycro
MO/l BIMSHUEM MapKCU3Ma-JICHUHU3Ma MCIOJIb30Bald HCTOPUYECKUI
MaTepHaJii3M B Kauy€CTBE PYKOBOJICTBA JUIsl HAIMCAHUS psAla CTared 1o
Bornpocam Tpyaa B Kurae. Takue, kak "bencreue TpynoBsix npodiaem" JIu
Hauxao, "Xu3znb pabounx Ha yroiapHbIX maxrax Tanmans", "TpynoBbie
npobnembl" Usnb [lycio u Tak ganee. B ucropuu pa3BuTHs KUTaHCKOM
COLIMOJIOTUY M3YYEHHE BOMPOCOB TPY/AA 3aHUMAET OYEHb BAKHOE MECTO.
[Tocne ocnoBanust HoBoro Kuras connonorndeckue uccieaoBanus ObUTH
HAJO0JTr0 TMpepBaHbl H3-3a (akTopoB KylnbTypHOU pPEBOJIOLMU, HO,
ONUpasiCh HA IMPABUTEIBCTBEHHYIO CTAaTHCTHUKY IO COOTBETCTBYIOIIUM
JaHHBIM B cdepe Tpyla, BCE €€ MOXKHO IMOJIYYUTh MHOTO IOJIE3HOU
undopmaruu. I[locme pedopMbl M OTKPBITOCTH COIMOJIOTH OOpATHIH

BHHUMAHHUC Ha HU3YYCHHUC 3alllUTHBI IIpaB U HWHTCPCCOB pa6OTHI/IKOB B
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pa3BuUTUM TPyHoBbIX opranu3zanuii. Cioii U u3 YHuepcutera UyHiana
HCIIOJIB30BAIa  METOA  '"MHOTOTOYEYHOM dSTHOorpadpmm" B CBOCH
auccepranvv ' TpaHCrpaHWYHbBIE  JEWCTBUSA W OXpaHa  TpyAda:
uccaenosanue "J[BM>KEHHsI MPOTHB MOTOTOHHOW padoThl" B I'OHKOHre u
Kutae". TlocpeacTBoM COBMECTHOTO HAOMIOMACHHS 3a IMIECTHIO CIydassMH
Croit U mpemnioxun "spdext Oymepanra" TpaHCTPaHUYHBIX COIIMATBHBIX
JBIKEHUN W OOCYAMJI BOJIIOIUIO TPAHCTPAHUYHOIO JIBUKCHUSI MPOTUB
MOTOTOHHOM  paboTel B MarepukoBoM Kutae u  TOHKOHre:
MPOCTPAHCTBEHHBIN MEpexoJl OT MecTa NOTpeOleHUuss K MECTy
MPOU3BOJICTBA; OT PYKOBOJCTBA CYObEKTaMH B MECTE MOTPEONCHUs K
y4acTUI0 B CyOBEKTOB Ha MeECTe€ TMOTPEOJICeHUsI W TPOU3BOICTBA;
CTpaTeruveckasl 2BOJIIOIMS OT BHEIIHEro JaBJIEHUS K BHYTPEHHEH
mMobunmsamuy. 12 OHa cumTaer, 4TO JBMIKEHUS IPOTHB ITOTOTOHHOI
CHUCTeMBI B JIByX MECTax IIOCTECNICHHO pa3pylIId pPa3udue MExXIy
KUTAaUCKUMU pPa0OYMMU U 3apyOCKHBIMU JEHCTBYIOIIMMU JIHI[AMHU.
bnarogapsi opranmzanuu SAC B kadecTBe IMOCIaHHUKA W TMOCPEIHUKA
JIBWKEHUSI TOCTENEHHO chopMHUpoBaiach TpaHCTPAaHUYHAs CETh IO
06opb0e ¢ MTOTOTOHHOM pabOTO.

B cBoux mnocnemHux pesyiaprarax wucciuenoanus By ToHr w3

BocTrouno-Kuraiickoro IMCAarort4eCKOro yHHUBCPCUTCTA HCIIOJIB30Ball

o (EEATE S5 TR T RMYT LB BT L SR
4>, TpancrpaHu4HbIe JeiCTBHUSA U OXpaHa TPyJa: UccileoBaHue «JIBUKEHHs IPOTUB
MOTOrOHHOM cucteMbl» B Kutae u ['onkonre // Hay4ynas koHdepeHImH.



32

COBMECTHbBIE HAONIONEHUS 3a OpraHu3alusMH TpyAa B  JIEJbTE
KemuyxHoi pexu, 4TOObI MPUITH K BBHIBOIY, YTO C MOSIBIEHUEM MeEp IO
3aIIMTE TPYAOBBIX MPAB C LEIBIO 3aKIIOYEHNS KOJUIEKTUBHBIX JIOTOBOPOB
OpraHM3alKd TpyAa CTAJKUBAIOTCA C IIEPEXOAOM OT  3aIIUTHI
VHJIABUAYAJIBHBIX NPaB K KOJUIEKTUBHBIM II€peroBopaM. B Hem Ttakke
M3YyYaluCh BOMPOCHl TOBBIIICHUS OCBEJOMJICHHOCTH PAaOOTHUKOB,
JNOCTMIKEHHUSI HEIPABUTEIILCTBEHHBIX OPraHU3allMii B NPEOAOJECHUH
BHEIIHUX OIPaHWYEHUN M NpeoOpa3oBaHUs MECTHBIX OPraHOB BJIAacTH B
UX CTPEMJICHMM K MOZEISAM COLMAIBHOIO  YIPABICHUS. OTH
MCCJIEIOBAaHUS MO PAa3BUTUIO TPYIAOBBIX OpraHM3allMii UMEIT NIyOOKHE

MOCJICACTBHS, 3

By Tonrrour "®opmupoBaHME U TNPOAOCIIKECHHUE
eIMHCTBa Tpynamuxcs - Mud o nedarenpHoctu Tpyaosbix HIIO wnwm
IIpeoOpa3zoBanne mectHOro YyrpapieHus?" B crarbe 3TH BOIMPOCHI
peIBApUTEIBHO 00CYKIAAIOTCA.

MbH [{roaHb, KOTOpBIM BCerga VYAECISJI BHUMAHUE JIMHAMUKE
npo¢cor030B, ONMyOIUKOBaN cTarhio '"BoccTaHOBIEHHE OTHOIICHHWH U
KpPYroBO€ COIpoTUBIeHUE: pedopMa MpodCcor030B Ha HU30BOM YPOBHE U
ABOJIIOIMUSL TPOQCOIO3HOTO CO3HAHUS PAOOTHUKOB'" HAa OCHOBE MOJIEBBIX

pab6or. OH cuMTaer, 4YTO OTHONICHUS MEXIy MNpoPCcor3aMu U

pa6OTHI/IKaMI/I SABJIAIOTCA OCHOBHBIM IMPCAIO0KCHUCM pe(i)OpMBI

B (Fahtt &S E ER R RIE) . EHE K. Yausepcuter Lunxya. ®opym
MOJIO/IBIX YUEHBIX B 00JIaCTH COIMOJIOTHH Tpya. [DnekTpoHHbIN pecype]. URL:
http://www.southacademic.com/xsxx/hyda/content/post_183849.html.
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npodcor3oB. Cyas mo TpaHcopmarmu TpodCcor30B B  OBIBIIMX
CONMMAIMCTUYECKUX  CTpaHaX W  pa3BUTHIO  TPo(coro30B B
KalMUTAJIMCTUYECKUX CTpaHax, MPOo(COrO3bl CTpeMATCS HaWTH OanaHc
MEXAy MoOwim3aneli paOOTHHKOB Ha TPOW3BOJCTBO  (BHEIIHSSI
JErMTUMHOCTB) U 3aIUTON MPaB U UHTEPECOB PAOOTHUKOB (BHYTPEHHUX
W BHEMHUX). XOTS mnpoQCO03bl TMPUIATAIOT BCE YCHIUS IS
(opMupoBaHUST ~ MJAEHTUYHOCTH  pabOTHHKOB €  MpogCcor3amH,
no-npexkHeMy OyAyT COCYIIECTBOBaTh TPHU BHJAA OPraHU3allMOHHOIO
CO3HAHUS PaOOTHHUKOB: WHCTPYMEHTAaJIbHAs palMOHANIHOCTb,
CaHKIIMOHUPOBAHHAsI UJICHTUYHOCTD u MaTPUOTU3M.
JluBepcupuIIMpOBaHHOE YYBCTBO OpraHM3allud PaOOTHUKOB CTPOUTCS C
MTOMOIIIBIO OCHOBaHHBIX Ha UHCTPYMEHTAaxX poCcor30B,
OpraHU30BaHHBIX MPO(PCOIO30B, U TEIUIBIX MTPOPCOI030B, COOTBETCTBEHHO,
KOTOpbIe ChOpMUPOBATIU pa3zHOoOOpa3Hbie (OPMBI OTHOIICHUNA MEXKIY
npodcoro3aMu U paOOTHUKAMH.

B cBoeil nokropckoil nuccepranuu "CpencTBa K CyIIeCTBOBAaHUIO U
opraHu3alMoHHas Oopb0a paOOTHUKOB CAHUTAPUM B  KOHTEKCTE
couuanbHbix mpeodpazoBanuit”" Jloy Crospdii ¢ kadeapsl COLMONIOTHH
VYuuBepcurera llunxya oOcyausi posib OXpaHbl TpyAa M OpraHU3alMU
TpyZa B BOJHE 3a0aCTOBOK paOOTHUKOB CAHUTAPUU, KOTOPHIE TPOU3OIILIH
B I'yanwkoy u ®omrane ¢ xoHua 2012 mo nHawano 2013 roga. Ilo ero

MHCHHIO, 5Ta BOJIHA 3a0aCTOBOK OTJIMYAECTCS OT Hpeﬂbmymeﬁ BOJIHBI
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3a0aCTOBOK pPAOOTHUKOB CAHUTAPUU, a TaKXKE OT KOJJICKTUBHBIX
MPOTECTOB TMPOMBINIIEHHBIX pabounx Ha 3aBogax. (OcobeHHOCTH
MHIYCTPUU OONIECTBEHHBIX YCIYT JIEJIAl0T KOJJIEKTUBHYIO OOpBOY
paOOTHUKOB CAaHUTAPWUU YPE3BBIYAMHO 3aMETHOW W MOTYT OKa3bIBaTh
HETIOCPEJICTBEHHOE  BIIMSIHUE HA  TMOBCEIHEBHYIO  JICSITEIBHOCTH
colualnbHOM *u3HU. M3-3a moTepu mpaBa BbICKA3bIBaThCS B MpOLIECCE
PBIHOYHBIX pedopM, BIUSIOMMNX HA COOCTBEHHYIO CYABLOY, MOAACPKUBATh
CpPEelICTBAa K CYIIECTBOBAHUIO PAOOTHUKOB CAHUTAPUU CTAHOBUTCS BCE
TPYyZIHEE U TpyAHEE, a "TOPOACKHUE KOCMETOJoru" Bce Ooublie U OOJbIIe
OMYCKAaIOTCSl Ha JTHO 00mecTBa. B yclOBUSX MOCTOSSHHOTO MOBBIIICHUS
OCBEJIOMJICHHOCTU O 3allldT€ IMpaB U TMOBBIIICHUS CHOCOOHOCTH K
CaMOOpPraHu3ali pabOTHUKY CAaHUTAPUU CTAHOBSTCS Bce Oosee u Oomee
ONBITHBIMA B OpPraHU3allMd  KOJUIEKTMBHBIX  JCUCTBUU. Takue
KOJIJISKTUBHBIE OpraHU3aIllMOHHBIE JEHWCTBUS YacTO MOTYT MPUBJICYD
BHUMAaHHE TPEANPUHUMATEIICH U TPAaBUTEIBCTB, TEM CaMbIM BBIHYX/Ias
pedopMbl opraHuzanuu Tpydaa Jydlle 3allMINaTh MpaBa U HHTEPECHI
paborHuKoB. !

J17151 5KOHOM-COLIMOJIOTOB, B KOHTEKCTE HBIHEUTHETO CTPEMHUTEIBHOTO
pa3BUTHUS [IOOANM3AIMU, HO CTaJKUBAIOUIUXCA C BBI30BAMH, cedyac

caMoOC InoAxomgmece BpeMA IIOABCCTH HWTOIM TCHIACHIWH PAa3BHUTUA

W (G THESHHFEFERIE) . ®opyM MOTOABIX yUeHBIX 10 COIMONOIUU TPyaa

[DnexkTponHsIii pecypc]. URL:
http://www.southacademic.com/xsxx/hyda/content/post_183849.html.
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TPYAOBBIX OpraHu3alni, U3y4HB TPYIOBbIE OpraHu3aluuu
MHOTOHAIIMOHAJIBHBIX KOMITAHWH 3a TOCIEAHHE TOAbl, OCOOCHHO B
Poccun m Kurae, KOTOpbIE NOCTHINIM TECHOIO COTpPyAHMYECTBA. B
KOHKPETHOM MPAaKTHUKE MOXHO HCIOJIb30BaTh TEOPUIO YIPABICHUS
OpraHu3alMe Tpyaa Juisl HW3Y4YEHUs BBIIIEYKAa3aHHBIX BOIPOCOB.
HccnenoBanust  SBISIIOTCS.  BaXHBIM ~ CIIOCOOOM  CleNaTb  HOBBIC
SKOHOMUYECKHE U COLIMOJIOTUYECKHE UCCJEeI0BaHUs Oonee
OOBEKTUBHBIMU U  OIEPATUBHBIMH. bnarogapst oOmielr CTpyKType
COMOCTABJICHUS] PA3JUYHBIX TPYAOBBIX ONEpALM C HX CTPYKTYpOu
yIOpaBlIE€HUsT MOXXHO TMPUMEPHO CYAUTh O TOM, OpraHuzyer’ Jm
NpeanpusaTue padouyro cuily B 3PQPEKTUBHYIO CTPYKTYpY YIpaBICHUS,
YTO O3HAYaeT, YTO OHO YCIEIIHO CO3/JaJI0 XOPOUIYI0 KOPIOPATUBHYIO

OpraHusanmio Tpyna.t

1.2 DJKOHOMMKO-COLMOJIOTHYECKHE HCCJIEAOBAHUS OPraHu3alMu

Tpyaa B Poccuu u B Kurae

C nmnepBBIX JECATUIIETHMH OCHOBaHUA couuojorud B 19 B.
KJIACCUYECKHE COIMOJIOTH TPOBEIH YIIyOJIEHHOE WCCIEIOBaHUE TPY/a,
yIenuB oco0oe BHUMaHuE pabodueMmy BpemMeHU. B cBs3u Cc TecHoM

B3aMMOCBA3BI0 MEXJAYy OpraHu3alueil Tpyna U pabOuyuM BpEMEHEM,

(B, RS EALSNAE. s LR . M. Jbat hE e
Bl 2014 4 3 4 9, 109 1. Ban XoussHb JJOCTOMHCTBO, TpaHC(hOpMAaLHs
CIIEJIOK U YIIpaBlicHHE opranusanuei tpyna: Marepnperanus Foxconn //TlexuH.
Kuraiickue conmansubie Hayku, 2014, Ne 4. C. 1009.
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pabouee BpeMs Takxke HUMeeT Oonbmioe 3HaueHue. (OcHoOBareIu
COLIMOJIOTUN CYHUTAJIHM, YTO BPEMSI UMEET JBOMCTBEHHOCTB: COLMAIBHOE
BpemMss W pabouee Bpems. Bce OHM uW3ydanum MPOIECC MOCTPOCHHUS
COLIMAJIBHOIO  BpeMEHH, HO ux (QokKyc pasznuyeH: Jlropkreim
(oKycupyeTcss Ha OCHOBHBIX KaTe€rOpHsX COLMaIbHOW >Xu3HH, Bebep
00CYKIaeT palMOHAIBHOE BHIpaXKEHUE HOBOro obmectsal®, a Mapkc
dbokycupyercss Ha coIUalbHOW OOphLOE U COLMATBHBIX OTHOIICHUSX.
[IpoGnema counanbHbIX OTHOLIEHUH. L{enblo ux uccieqoBaHusl BpeMEHU
ABJISIETCA HE CaMO BPEMs, a CO3IaHME OCHOBBI JUIS AHAIM3a COLHUAIBHOU
uHTerpauuu U auddepenurany. YToObl MOHATH CIOXKHOCTH pabOYero
mupa, Mapkc, [ropkreiim u BebOep paccmarpuBaii —pa3dyHBIX
COITMANIBHBIX CYOBEKTOB (KJIAacChl, TPYINIbl M OTACIBHBIX JIMI[) Kak
KOHCTPYKTOPOB BPEMEHU M10-CBOEMY.

BeOep onpenenui psij NOHATHH, CBI3aHHBIX C pabOYUM BpEeMEHEM.
[leppoe — »5TO TMOHATHE TMpPAKTUKA, KOTOPOE OMNPENENsIeTcs Kak
NOBBIIIEHUE MPOCTOTHI, CKOPOCTHU, OE30MAaCHOCTH U PEryIIPHOCTH
BBIIIOJIHEHUS 3a/1a49M ITyT€M MHOTIOKpPaTHOTro oBTOpeHus. OH CllenrualbHO
IPOAHAIM3UPOBAJ BIMSHAE COLMOJIOTMYECKUX MIEPEMEHHBIX HA Ka4€CTBO
IPOU3BOACTBEHHOIO  TPyAa: BAXHOCTh  UIKOJIBHOIO  0Opa3oBaHMs
OTpakaeTcs HE TOJIBKO B KBAJIM(UKAIMM ISl MTOJYYEHUS COBPEMEHHOU

HpOPIBBOI[CTBCHHOﬁ pa6OTI>I, HO U CBSI3aHA C JIUYHOM KHU3HBIO, CBSI3aHHOU

16 Sandro Segre. A Weberian Theory of Time // Time & Society. 2000. Ne 2. P. 150.
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c pemuruerr oOpas. Otm 3hPEeKThl OTpakaloTCs dYepe3 TOPOJCKOS
o0Opa3oBaHHE WU MPUHAIIEKHOCTh K OMPEIETICHHOMY YKOHOMUYECKOMY
VUPEKACHUIO, a TaKXKe THUIl 3aHATOCTH MOJIOICKH, OCOOCHHO THUTI
MIPOMBITIUICHHBIX TPEANPUSITHA, U COBPEMEHHYIO CHCTEMY BOCHHOM
ciyxO0bl. CuMTaeTcsi, 4To 3TU (AKTOPbI BIHSIOT HA TPYAOCIOCOOHOCTD.
Ecnu ITH COIMOJIOTUYCCKHE epEeMEHHBIC BIIUISTIOT Ha
paboToCoCcoOHOCTh, TO BAXKHOCTh BPEMEHH B TIEPBYIO OYEpPEb CBsI3aHA C
nosiBIIeHUEM ycTanocTu. Bebep 3ametwsi, uro B Hadasie pabOThl HA CHITY
BOJIM WJIM MOTHBAIIMI0O HETAaTUBHO BIUSIIOT 3a00ThI O pabore, U
COBPEMEHHOM 3TO YBEITWYCHHUE OyJIET MPOIOIDKAThC. JIpyruMu cJIoBaMH,
YeM JI0JIblIe JIUTCS pabota, TeM xyxe OyneT 3¢gdekt. [Toaromy Bebep
CUMTAJI, YTO MHTEPECA B3sUI HA ce0s MIaBHYIO Poib K pabore.t’

Bropoii — paboyass mpuBBIYKA, 3TO HOBBIM TEPMHUH, KOTOPBII
paccMaTpHuBacTCs KaK OTHOCSIIMKMCS K TMPUBBIYKAM CBOCBPEMCHHOCTH
pabotrel. IloHATHS TakXke BKJIIOYAIOT CTCMCHb  OTBJICUCHUS U
KOHIICHTPAIIUH, CKOPOCTh, CIOCOOHOCTh TPHBBIKATH M PUTM. Bebep
PasMBIIIUT O POJM CO3HATENBHBIX W Oecco3HaTeNbHBIX (DaKTOPOB B
NOHUMAaHWU CBOeBpeMeHHOcTH. OH XoTen 3Harh, SBISETCS JIH
“IoCTeNeHHOe MPUBBIKaHNE K pab0Te KOTHUTHBHBIM MTPOILIECCOM PabOTHI,
B KOTOPOM BpeMs UTpaeT BAXXHYIO poiib. Bebep ynenwi ocoboe BHUMaHUE

PO KOPOTKHUX MEPEphIBOB: ''BBeneHue npyroro purma B paboTy, TAaKOro

17 M. Rainer Lepsius. Interests and Ideas. Max Weber’s Allocation Problem. Max
Weber and Institutional Theory. P 24.



38

KaK HEKOTOpbIe KOpPOTKHE (OOBIYHO aKTUBHBIE M HE3aMETHBIC) May3bl,
MOXET TMPUBECTH K 3HAYUTEIBHBIM JOCTHXKEHUAM. BpoxneHHas
aJanTUBHOCTh 3TOW HMHAMBUAYAJbHOM POJIM B OpraHu3aluu pabdoyero
pUTMa O3HAYaeT, YTO BO3MOXXHBI HENPEPBIBHBIA pabO4YMii pUTM U
Yepenyomuecs HU3MEHeHUus puTtma’'. 3HauYe€HHE OpraHu3allud Tpyla
3aKJI0YaeTCs B TOM, YTO MNPU COCTaBICHUM TPYAOBBIX ILJIAHOB
HEO0OXOIMMO MPEyCMOTPETh COOTBETCTBYIOIIEE BpPEMs OTJIbIXa, YTOOBI
MaKCHUMAaJIbHO TOBBICUTH 3(DPEKTUBHOCTH OpraHu3alu Tpyaa.
CounanpHOE BpEMS CBSI3aHO € NPOU3BOAUTEIBHOCTBIO, HO OHO
CBA3aHO HE TOJIBKO C SKOHOMUYECKUMU LiessiMU. Hamportus, conpanbHOE
BpeMsI CHUJIbHO 3aBUCUT OT MECTHOW COLMAJIbHOM cpefbl. PaGouee Bpems
CBSI3aHO C TPAEKTOPHUEH pa3BUTHS Kapbepbl, TEXHUUYECKUMHU YCIOBUSIMHU
IPOU3BOJICTBA U COIMABHBIM MOJOXKEHUEM paboTHUKOB. Ha camom nerne
paboyee BpeMsi HE TOJILKO OTHOCUTCA K OyayiieMy Bceil mpodeccuu, HO U
BKJIFOUYAET B ceOsi CyOBEeKTUBHBIA CMBbICT paboThl. BriBogbl Bebepa u3
ATOTO OMpOca HE OTPAaHUUYMBAIOTCS MPUOOPETEHUEM MTPABAMBBIX 3HAHUM U
MOTYT OBITh HEMNOCPEACTBEHHO COMOCTABIEHblI C COBPEMEHHBIMU
uccinegoBanusaMu. Camoe BaKHOE 3HAUECHHUE 3aKIFOYAETCS B BBIBOJAX C
COI[MOJIOTUYECKOM  TOYkM  3peHus. Hecmorps Ha  TO  4TO
METOJIOJIOTUYECKOM WJIM TEOPETUYECKOM ypoBHE, Bebep nan HaMm 1ieHHbIe

TOYKH 3PCHUA. B3AUMOCBA3b MCKIY O6y‘-I€HI/I€M, HpHBLI‘IKOﬁ H BPpCMCHCM,
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KOTOPO€ BIHMSET HA IIPOM3BOAUTENBHOCTH Tpyaa'®. Dr1o 3aknmameiBaeT
OCHOBY ISl CIICAYIOIIETO WMCCICAOBAHHUS O TOM, KaK ONTHMHU3HPOBATH
B3aUMOCBSI3b ~ MEXIy TPUBBIUKAMH W  BPEMEHEM  IOCPEIACTBOM
PaIMOHANBHOTO PACHPECICHUS TPYAOBBIX OpPraHU3AIMA, TEM CaMbIM
TIOBBIIIAS IPOU3BOAUTEIIEHOCTD TPY/IA.

C yckopeHreM SKOHOMHYECKOH TioOanu3anuu, HaunHas ¢ 20-ro Beka,
crtapas (opma opraHuzanmMM Tpyla HA TPEANPHUATHAX OKa3aiach
HECIIOCOOHOU YIOBICTBOPUTH MOTPEOHOCTH SKOHOMHUUYECKOTO Pa3BUTHA.
B smoxy skoHOMHYECKOW TIOOaNMM3aIliiy COIMAbHAS CIPABEIIUBOCTD,
JeKamas B OCHOBE TOCydapcTBa BCEOOIIEro OJaroCOCTOSHUS U €ro
CHUCTEMBI COIIMAIBHOTO 00CCIICUCHHUSI, TAaK)KE TTePEKUBACT KpU3HC. B 3T0M
CBS3M TPOTHUBOpEUHE MeXAy dS(D(PEKTUBHOCTHIO M CIPaBEIINBOCTHIO
Bceraa ObUTo TeMOM OECKOHEUHBIX Je0aToB, U B3aMMOCBSI3b MEXKIy HUMHU
BCE eIle ocraeTcs HeyoemnutenbHOW. OIMH M3 BaXKHBIX BOIPOCOB
3aKJTFOYACTCS B TOM, KakK IMOHSATH 3HAUCHUE CIpaBelIMBOCTH. J[>koH Poync
(John Rawds) BeIBHHYN J1Ba TpPUHIMIIA CIPAaBEJIMBOCTH B TEOPUHU
"'crpaBeIMBOCTh €CTh CIPaBEIJIMBOCTD . OJWH - 'TPUHIIMI CBOOOABI U
paBeHcTBa", a Apyroil - "mpuHumun paszanuug”.'® OH B OCHOBHOM

MOAYCPKUBACT COLNAJIBHO-3KOHOMHUYCCKOC HCPABCHCTBO U JOJIKCH OBITH

18 Charles Camic. The Matter of Habit // American Journal of Sociology. 1986. P
1039.

19 vgl.John Rawls: Eine Theorie der Gerechtigkeit , Uebersetzze von Hermann
Vetter , Frankfurt a. M ,1975.
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B COCTOSIHUM CIOCOOCTBOBaTh HamOojee O0OE€30JCHHBIM YJIeHaM
oOmiecTBa JIsl MOJy4eHUs HaAuOONbIIMX BbIToA. B To e BpeMmsi OH
OTMETHJI, YTO 3TH JBAa NPUHLIMIIA HE NMapaJUIECIbHbI, & UMEIOT IPHOPUTET,
TO €CTh NEPBBIM MPUHIMI UMEET IPUOPUTET HAJl BTOPHIM IMPHUHLMIIOM. B
COOTBETCTBHUM C YCTaHOBKamMu Poi3a o mpHHIMIE CIIPAaBEUIMBOCTH U €r0
B3aUMOCBSA3M, MOXXHO BHJETh, YTO Ha OCHOBE PEIIUTEIbHOM 3aIUTHI
WHJIUBUyaIbHOM CBOOONBI, NpaB M PABEHCTBA BO3MOXXHOCTEH OH
HaMepeH MAaKCHUMAaJbHO OrPAHUYUTH COIMAJIbHOE HEPABEHCTBO, BBEAS
“OpUHIMI  pa3nuyuusa’, YTOObl MOXHO OBUIO 3alUTUTh HHTEPECHI
paboTHUKOB. B NIByX ciioBax, ¢ OHON CTOPOHBI, IPUOPUTET JOJKEH OBITh
OTHaH 3amure ''cBoboAasl M mpaB" u "dopmanbHOro" paBeHCTBa
BO3MO)XHOCTEH, B TO BpeMsl Kak, C JIPYyroil CTOPOHBI, MOHO MbITaThCs
nepepacrnpenesiuTb SKOHOMUYECKHE BBITOJbI [JIsl JOCTHXKEHUs: OoJee
"cymiectBeHHOro"  paBeHcTBa. [loaTOMy mHpu  NPOEKTUPOBAHUU
OpraHu3allMi TpyZla Ha MPEAIPUSITHH HEOOXOAMMO TAaK)Ke YUYWUTHIBATh
OalaHc MeXy MHTepecaMH paOOTHUKOB U MPEANPUATUN OJHOBPEMEHHO.

C ogpyroii CTOpPOHBI, IO MeEpe TOro Kak TpPaJuLUOHHOE
LEHTPAJU30BaHHOE KPYIHOMAacCIITa0HOE MPOM3BOJCTBO IMOCTENEHHO
3aMEHSAETCS HOBBIMU TUIIAMH JIELEHTPAJIN30BAaHHBIX OHJIAMH-O(UCOB B
KOHTEKCTE SKOHOMHYECKOH Im100anu3aium, XxapakTep padoTbl CTAHOBUTCS
Bce 0oJjiee MepcoHaIM3uPOBAHHBIM, U OOJIBIIOE KOJTMUYECTBO CTaHIAPTHBIX

KBaJII/I(i)I/IIalOBaHHBIX TPYAOBBIX TI'PYIIII B IIPOIIJIOM Ha4daJIl 3aMCHATHCA
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MHOTHMH HOBBIMH TPYIITIAMU, TPHHAIICKAIINME K Pa3TNIHBIM CEKTOPAM.
VBenuueHne YWciIa HWHOCTPAHHBIX HMMMHUTPAHTOB M BPEMEHHBIX
PabOTHUKOB 3aTPYTHIIIO TTPO(COr03aM OpraHU3aIio AeATeTLHOCTH, TaK
4TO MPEACTABUTEIHCTBO MPOQPCOI030B CTANO MOIBEPTaThCsl COMHEHUIO, a
yCHJIEHHE MOOUIIBHOCTH pabo4eil CHUJIBI TaKXkKe CIeNano Mpo(COO3HBIC
OopraHm3ainuu Bce Oojee CBOOOAHBIMH. 3aKOHHOCTh M JIaXX€ CMBICI
CYILIECTBOBaHMS MPO(COI030B C I1IEJIbI0 OO0ecCleYeHusl COoIlualibHON
CIpPaBEUIMBOCTH OBLIM TOCTaBJICHBI MOJ CcoMHeHue. Hampumep, B
I'epmanny, B HAIMOHAIBHOW MPOMBIIMUICHHOCTH, XOTSI W CYIIECTBYIOT
po(COIO3HBIE OpPTraHU3aIlNH, UX XapaKTep U3MEHUJICS M3-3a TpeOOBaHMIA
KJIACCOBBIX MO3UIINI, YTO 3HAYUTEIHHO OIPAHUYMIIO POJIb MPOCOIO30B B
TPAJAWIIMOHHBIX  KOJJIEKTUBHBIX TeperoBopax. MHCTUTYIHOHAIBHBIN
IUagor Mexay mnpod)coro3aMH, IMPaBUTEIBLCTBOM U IPOQCOI030M
paboTtozaresieil mocTeneHHo pasarajics. [leperoBopsl Ha HallMOHAIBHOM
YpOBHE MMEIOT YETKYI0 M CHJIBHYIO TEHICHIIMIO K CHIDKeHHIo. lIpore
rOBOpsI, TIEPBOHAYATILHBIC MTEPETOBOPHI MO KOHTPAKTY OBUIH MEpPEHECEHBI
U3 IITara B OTPACiM, JEMapTaMEHThl U KOMIAHUU U J1aK€ B KOHEYHOM
UTOTE TPOM3OLUIM TOJBKO B OTIAEIbHBIX B3aUMOJEHUCTBUSIX MEXKIY
IPOMBIIIEHHOCTBIO U PYKOBOJICTBOM, YTO TaK)K€ MPHUBEIO K CEPbE3HBIM

M3MEHEHUAM B (pOpME TPYAOBBIX OpraHu3anuii.”

20 (A BFAERAL I RRPNAE A E PR ——— DR E Dy E]) - SgEte. 88 5.
g, ERMEL. 2005 4EE 3 HH. 68 1.
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B nocrnenyromnieM mnporecce pa3BUTHS COIMOJIOTHU Tpylda ObLIO
MIPOBEIEHO MHOI'O MCCJIEJOBAaHUM, MOCBSALIEHHBIX B3aUMOCBS3M MEXIY
opraHuzanuel Tpyga M paOodyMM BpEMEHEM B KOHTEKCTE 3IOXH
uHaycTpranuzanud. OO0IIyi0 TeMy WHAYCTPHAIBHON 3MOXHU COIHMOJIOTOB
Tpyda MOXHO  pPE3IOMHUpPOBaTb KakK KpPUTUKY  COBPEMEHHOCTH,
YHUKAJIBHOCTH M €JUHCTBAa HMHAYCTpPUAJIBHOrO BpeMeHu. Takoro pona
KPUTHUKH MOTYT HUCXOJMTh C TOYKH 3PEHHUS] TYMAHUTAPHBIX HAYK, TaKUX
kak OpuaMaH; WK B OOJbIIEH CTENEHH C TOYKU 3PEHUS MOTUTHUYECKUX
HayK, Takux kak HaBwine. Bce OHM cuuTaOT, YTO MPOMBIIUICHHbBIE
pabourie HE HWMEIT BO3MOXHOCTH CAMOCTOSATEIBHO OIpPEAENATh
BPEMEHHBIE HOPMbI, KOTOPBIE YIPABIIAIOT OOIIECTBEHHOM KU3HBIO.

Jns  coumonoruu Tpyna pabodee BpeMsi — 3TO HalpaBieHUE
UCCJIeIOBaHUM, B KOTOpOE CTOMT BKJAJbIBaTh sHepruto. [Ipexzae Bcero,
ATO OTIENSET BpeMs MPOU3BOJCTBA TOBAPOB U YCIYT OT BPEMEHU >KU3HHU.
B pamkax paboThl BpeMs CTaHOBUTCA Mepod mpodecCuOHaTbHOM
nesitenbHOoCTH. Kak ormMernn HaBuiie, mockonbky pabodee BpeMs JAEIUT
COLMAJIBHYIO  JKM3Hb Ha  JBE YaCTU B  3aBHUCHUMOCTH  OT
IPOIOJKUTENBHOCTH, Tpaduka U puTMa AESITEIBHOCTH, 3TO Pa3JIeICHUE
IOJHUMAET BAKHYIO COLIMAIbHYIO Npobiemy. Pabodee Bpems onpenenser

PaMKH OJid COHHaHBHOﬁ ACATCIBbHOCTHU, KOTOpAad YCTAaHABJIIMBACT BHU/bI

®orn Mnaxya u Jlait [{ucio: BRI30B 5KOHOMHUYECKOM T100aTH3aluHA €BPONIEHCKOMY
roCyJIapCTBY BCEOOIIEro OJIarocCOCTOSHUSL Ha npumepe I'epmanuu // llanxai.
MexnyHapoanoe Habmonenue. 2005. Ne 3. C. 68.
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NEATEIbHOCTH B TEUEHHUE OrPAaHUYEHHOIO BPEMEHU U 33JaeT PUTM
MpoIeccy nepexoaa OT OAHOTO BUJIA IESITEIBHOCTH K JPYTOMY, U KaXKIbIl
BUJl JICATEIbHOCTH HUMEET CBOIO COOCTBEHHYIO MPOAOIKHTEIHHOCTD,
puT™M U rpaduk. B opranmzanumsax Tpyaa HEOOXOAUMO OTAENIATH pabouee
BpeMsI OT BPEMEHH >KHU3HU C MOMOIIBI0O PA3yMHOW CHUCTEMBbI, YTO TaKKE
SBIIICTCSI OMHOW W3 BAaXHBIX (DYyHKOWA oOpraHm3anmuii  Tpyga B
COBPEMEHHOM OOIIECTBE.

Pa3Buture couumonornu Tpyaa B MPOLIJIOM BEKE HEPA3PBIBHO CBSI3aHO CO
3HAMEHUTBIM JKcnepuMeHTOM XoTopHa. Counuonor M»aio PyKOBOIWII
skcnepuMeHTOM XoTopHa B 1927 romy. OkcnepuMeHT XOTOpHa
MPEACTaBIIsT COOOM CEepUI0 HMCCIIENOBaHUM, MPOBENCHHBIX Ha (adpuke
Xoropna kommanuu Western Electric memanexo or Yukaro ¢ 1927 mo
1932 roxg. OTo wucclenoBaHUE BIEPBbIe OBLIO MPOPUHAHCUPOBAHO
xommanueir General Electric, a uccienosarenssmu Obltu DaToH Mbiio u
€ro MOMOIIHUKU. M310 - mpenojaaBareiib U KOHCYJIbTAHT [ apBapacKoro
YHUBEPCHUTETA.

[lepBoe wccieqoBaHME COCTOSUIO B TOM, 4YTOOBI H3MEHUTH
OCBEUIEHUE TPYNIbl pa0OTHUKOB U CPABHUTH MX MPOU3BOAUTEIBHOCTD C
rpynmnoil pabOTHUKOB, OCBEILIEHHWE KOTOpPhIX HE H3MeHusoch. Kak HH
CTPaHHO, KOTJja OCBEUIEHUE B SKCIIEPUMEHTAIILHON T'PYNIE YBEINYUIIOCH,
POU3BOIUTEIBLHOCTS Tpyda o0Oeux Tpynn pabOTHUKOB BO3pOCIa.

[IpousBoauTeNnbHOCTh Tpyla pabouuMx B JABYX TpYIIax MOpoaosbKaia
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pacTu Jaxke MOocCJIe TOro, Kak B AKCHEPUMEHTAJIbHOW TIpynne ObuIo
BBIKIIFOUEHO ocBelleHue. [I[pon3BoANTENIBHOCTh HE HAYHET CHUXKATHCS 110
T€X MOp, MOKa CBET HE NMOTYCKHEET /10 YPOBHS JYHHOIO CBETa (B 3TO
Bpemss General Electric mpekparuna ¢unancupoBanue). B apyrom
AKCIIEPUMEHTE ISl TPYMIIbI U3 9 yenoBek ObUT MCIOJIB30BAH MO3TAIHBIN
IJIaH CTUMYJIHMPOBAaHUS I COOPKH KJIEMMHBIX MOHTQXHBIX IUIAT JUIS
TeneoHHBIX 0(pucoB. CorlacHO HAyYHOW TEOPUM YNPABICHUS, KaKbIi
paboTHUK OyJeT cTaparhCsl BBIMNOJHUTH HAUOONBIINI 00beM pabOThl U
MOJIyYUTh HauOoJbliee Bo3HarpaxaeHue. Ho M»piio u ero moMOnIHUKU
oOHapyXuiau, 4yTo paboyass Tpymnmna caMOCTOSTEIbLHO CchopMHUpOBala
Heo(UUHMAIBHBI  ypOBEHb MpUEMJIEMOro pe3ynbrara. PaboTHHKWH,
MPOU3BOIUTEIBHOCTh KOTOPBIX MPEBBIIIAET 3TOT YPOBEHb, HA3BIBAIOTCS
"MmpecTylmHUKaMu', a paOOTHUKH, MPOU3BOAUTEIHBHOCTh KOTOPBIX HUKE
OTPENICICHHOTO YPOBHs, HasbiBatoTca "mokenamu”." JlJisi TOro 4YTOOBI
OBITh MPUHSTHIM KOJUJIEKTUBHO, MPOU3BOAMTENIBHOCTh TpyJda pPaOOTHUKOB
JOJKHA ~— TOAJEp)KHUBarbcsi  Ha  npuemiemMoMm  ypoBHe.  Korma
IPOU3BOJIUTEIBHOCTh JIOCTUTHET OSTOTO YPOBHS, PAaOOTHHUKH Hayailu
pacciabnsaThes, YTOObl U30€KaTh YpEe3MEPHON TPOU3BOUTEIHLHOCTH.
Jlpyrue sKCIepUMEHTHI BKIIIOYAIOT MPOEKT MHTEPBBIO C Y4acCTHEM
ThICSiY palboTHHMKOB. brarogapst 3tomy wuccienoBanuio Mbpdiio U ero

IIOMOIITIHHUKH IIOHAJIH, YTO ITIOBCACHHC 4YCIIOBCKA Ha pa60qu MCCTC

ropasao BaXHCC, YCM CHHTAJIOCH PAHCC. HaHpHMep, B JKCIICPUMCHTC C
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OCBEIIEHNEM OOBSICHEHHE PEe3yIhTaTOB JKCIIEPUMEHTA 3aKII0YaeTCs B
TOM, YTO, BO3MO)XHO, BIIEPBbIE PAOOTHUKHU MOIYUIIIH 0CO00€ BHUMAHUE U
COCTpajaTenbHOE  pyKOBOACTBO. IlpnumHa, mnoO  KOTOpOM  IUIaH
CTUMYJUPOBAaHUSI HE CpaboTan, 3aKIIO4aeTCs B TOM, YTO Ba)XHOCTh
CTUMYJIOB K 3apa0OTHOM IIare HIKE, YeM BaXHOCTh COIUATHLHOTO
npuszHaHusg. Kopode roBopsi, JIOAM U COLIMAJbHBIE MPOIECCHl UTPaAIOT
BOXHYIO pOJIb B OIPEICICHUU B3IVISJ0B M TMOBEACHUS PaOOTHUKOB.
Bnauane 31oT skcniepuMeHT (aKTUUECKHU MPOBOAMIICS KaK MCCIIEIOBAHUE
B 00JIacTM yHOpPABIEHUS, HO COIMOJOTM OOHApPYKWJIM, 4YTO CHUCTEMaA
CTUMYJIMPOBaHMS 3apaOOTHOM TIarhl, KaK YacTh OpraHU3aluu Tpyaa
MNPEANPUSATHS, UTPACT BaXKHYIO POJb B TMOBBINICHUU 3(PHEKTUBHOCTH
OPEANpUSATAS M YKPEIJIEHUM CTPYKTYphl OpraHu3aldd Tpyaa. ITOT
AKCIIEPUMEHT HE TOJbKO B O0OJACTH yIpaBieHUS, HO M TOJHUMACT
U3yYeHHE COLMOJOTMM TpyJda Ha HOBBIM YpPOBEHb U  BBI3BAI
KOHIICHTPUPOBAaHHOE U  OOJBIIOE KOJIMYECTBO HCCIEIOBAaHUN IO
COITMOJIOTUU TPyJa, KOTOPbI€ TaKKe BBI3BAIM JUCKYCCHUM MEXIY
pa3MYHbBIMM TOYKaMH 3peHusi. B 1946 romy aMepuKaHCKHI COIMOJIOT
Tpyaa Y. 3. Myp ony6nukoBan kaury "[Ipon3BoACTBEHHbIE OTHOIICHUS U
COITMAJIbHBIN MOPSAIOK", KOTOpasi CYMTAeTCs MEPBOMl paboTol, B KOTOpOI
IOpeNNpUHATA TOMbITKA CO3JaTh CHUCTEMY HCCIe0OBaHUN B oOmacTu
COLIMOJIOTUU Tpylda. B 3Toil KHHUre HCHOJIB3YyeTCS COLMOIOTHYECKas

TCOpUA  OJIA O6CY)KI[GHI/IH B3aUMOCBA3U MCKAY VIIPABIICHUCM U
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NEATENIbHOCThI0, PA0OYMMU U KANMUTAJUCTAMH, MPOMBIILICHHOCTBIO U
o0mecTBOM B TpyaoBoM obOmiectBe. SmoHCKWil corumonor Tpyaa Bax
Uen60 npoxkommeHTHpoBai: "Y.E.Myp ycHemHo MOHSJI OpraHu3aIuio
WHJYyCTPUAJILHOTO OOIIeCTBA € TOYKU 3peHus oOueld CTPyKTypbl
COBPEMEHHOTO 00IecTBa M TOMECTUJ SIBICHUS, KOTOpPHIE H3y4YaIHCh
M30JIMPOBAHHO B MPOLUIOM, TakuWe Kak (OPMHpPOBaHHE TpPYMI, Kiacc
BJIACTH, KOH(DPOHTALMS MEXKYy PAOOTHUKAMU U PYKOBOJICTBOM, B €AMHYIO
chepy COIMOJIOTMM M CO3Jajl LENOCTHYH cucremy. C TOYKH 3peHHs
colepxaHusi,  OOJBIIMHCTBO  €ro  paboT, 3a  HCKJIIOYCHHEM
JOTIOJIHUTEJIBHBIX ~ JIAHHBIX O  MPOMBIIUICHHONW  OpraHu3aiuu U
MHyCTPUAJILHOM OOIIECTBE MOCJE BOWHBI, CETOAHSI CTall OOBEKTOM
MCCIIeNOBaHU B 00NacTH MPOMBINUIEHHOW couuonorun.” B 1951 romy
amepukanckue couuosorn Tpyna . K. Mwmiep u VY. X. Dopm
omyonukoBaiau "IlpombinuienHyo couumonoruto”. OH mpoBen Ooree
CUCTEMAaTHYECKOE HCCIIEOBAaHUE U OOCYKJIEHUE Pa3IMYHBIX BOIPOCOB,
CBS3aHHBIX € comuoyoruerd Tpyaa. O0a aBropa yTBEpXKAAIOT, YTO 3Ta
KHUTa SIBJIIETCS MEPBOM KHUIOM, B KOTOPOM HCIIOJB3YETCA MOHSTHE
"unpycrpuanbHas  conuonorus . Hazpanme “Couwmonorus Tpyna"
BriepBbie TOsIBUIOCH BO Dpanmuu. B 1959 romy Bo ®pannuu Obul
OCHOBaH coluojornueckuii xypHan "Comuosnorust Tpyaa'. B Oymymem
KOHIIEIIHS COLMOJIOTUM TPyJda pacHpOCTPAaHUIIACh B TAKUX CTpaHaXx, KaK

O®pannus, Coserckuit Coro3, Bocrounas EBpona m Kwurait. B CIIA,
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3anagnoii EBpone u SIMOHMU NPHUBBIKIM HCMOJIb30BaTh TaKUE MOHSTHS,
Kak 'TipoMbllJIeHHas coruosorus , 'KoprmopaTtuBHas cOIUOIOTHSA" U
“npoMblNuIeHHas conuonorus’.?!

C  HempephiBHBIMH ~ M3MEHEHUSIMU B IIPOU3BOJCTBEHHBIX
OTHOIICHUSX, OCOOEHHO C YCKOpEHHWEeM WHAYCTpUATIU3AlUA W
WH()OPMAITMOHHBIX TEXHOJIOTHH, OpraHu3anoHHas (Gopma mpeanpusThuit
TAaKXe MpeTeprena cepbe3Hbie n3MeHeHus. Co BpEMEH NMPOMBIILICHHON
PEBOIONMM KPYMHBIE 3aBOJbI, KOTOpbIE OBUIM OCHOBOW [JI1 Haiima
pabOTHUKOB, MOCTENEHHO yIUIM B mpouuioe. COBpeMEHHBIE 3aBOIbI,
KOTOPBbIE 3aMEHSIOT pabouyl0 CHJIY BBICOKOTEXHOJIOTHYHBIMU, CTalld
OCHOBHBIM HallpaBJICHUEM, U OOJIBIIOE KOJTUYECTBO paboueil CUIIbl TAKXKe
neperekio B cdepy yciayr. CoBpeMeHHass UHIYCTPUs YCIYr NPUHUMAET
00JIBIIOE KOJMYECTBO PAOOTHUKOB, TaKUX Kak Typu3M. [lockonbky oHa
OXBaThIBAaET OOJIBIIIOE KOJIMYECTBO OTpaciiei, TaKUX KaK OOIIECTBEHHOE
NUTaHWe, TPAHCIOPT U OTenu, ee (opma opraHuzanuu Tpyaa u
MPOMBIIIJIEHHBIE TPEANPUSITUS CTATU YaCThIO 3TO HEJIb3s UTHOPUPOBATH.
DOKyC HCCIECNOBAaHUM COLMOJIOTUM HA TEOPHUAX, CBI3aHHBIX C TPYIOM,
TaK)K€ M3MEHWICS, U TPOIECC TpyJda MNOCTENEHHO CTall OCHOBHBIM

COACPIKAHUEM COLIMOJIOTHH TPYyAda HA JdHHOM 3TaIlC.

[Tonatue "TpymoBoii mporecc" BIepBble MOSBWIOCH B "Teopuu

2L CEHEED L PR EBEM R ER L) KDY . CaMblii BakubIi
HKCIEPUMEHT B UCTOPUU MEHEKMEHTA: SKCIIEPUMEHT ¢ (pabpukoii B XOTOPH.
[DnexTponnsiii pecypc]. URL: https://zhuanlan.zhihu.com/p/28401793.)
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kanutana" Mapkca. BHawanme 5To OblIa KOHIIEMIMS IOJWTHUYECKON
sxoHoMuHU. ComIacHo onpeneneHno Mapkca, OHa OTHOCHUTCS K IpoLEeccy
npeoOpa3oBaHusl MPHUPOIHBIX OOBEKTOB WM CBHIPbS B MPOAYKTHI,
YIOBJIETBOPSIOIINE noTpebHOCTH YeJIoBeKa OCPEICTBOM
LEJICHANIPABICHHON JAESATENbHOCTH. Mapkc Ha3BaJl 3TO HPOCTHIM
dakTopomM” TpymOBOrO Tpoliecca, KOTOPHIA BKIIOYAET B ceOS TPy,
paboune mnpeaMeTsl, O0OpYJOBaHHME W HMHCTPYMEHTBI, a TaKXe LEeJb
pabotel. C Tex mop, XOTA HEKOTOpbIe (PPAHIY3CKUE U HTAIbIHCKUE
Y4EHbIE-MAaPKCUCThI UCIOJIb30BAJIA KOHLIECTILIMIO TPYAOBOIO Mporecca ais
aHaju3a U 00BACHEHHUs MpobieM Tpyaa nocie Bropoit MUpOBOl BOWHBI,
UX MCCIENOBaHUS OKAa3aJld HE3HAUYMTEIbHOE BIMSHUE U3-3a SI3BIKOBBIX
orpanunueHnii. Tonbko korma B 1974 romy Beinuia kHura bpaBepmana
"Tpyl ¥ MOHONOJBHBIA KamuTal', U3y4eHUE TPYIOBBIX IPOLECCOB
Hayajo NpUBJIEKaTb BHUMaHue Jrofed. OTTaJKuBasChb OT TPYIOBOIO
npouecca Mapkca, bpaBepMan KpUTHUECKH MPOAHAIM3UPOBAJ MPOrpecc
TEXHOJIOTUN U HAYYHOTO MEHeKMeHTa nocie 20-ro Beka, 4To MPUBEJIO K
CHI)KEHUIO  HCIOJb30BaHMsS  TPYAOBBIX  HaBBIKOB  pabouux B
IIPOU3BOJICTBEHHOM IIPOLIECCE.

OObexkToM ananu3a bpaBepmana sBusercs cucrema Teinopa u
cucteMa Popaa, KOTOpbHIE SBIAIOTCS SAPOM 3alaJHOM  “CHCTEMBI
Hay4qHOro MeHemkMeHTa '".Ilo ero MHEHWIo, IpPOLECC CTPEMIICHHUS

KanuTanu3Ma K 3(QQGEeKTHBHOMY MPOU3BOACTBY - ATO TakXe IMPOIeCC
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KOHTPOJIS 32 JABIKEHUEM pabOvMX M HENPEPHIBHBIX MHHOBAIIMM METOMOB
yrpaBieHus. bnaronaps mnepecMOTpy TEXHOJOTHH, 3HaHWM U paOOThI
pabOTHUKHM TOCTENEHHO HWCKIIOYAIOTCS W3 CHUCTEMBI YIPABICHHUS BCEM
MPOM3BOACTBEHHBIM mponeccoM. OcHoBHas wuaes bpaBepmana o
KOHTpoJie 3a paboyeil cuioil CBOAWUTCA K CICOyIOIIeMy: Ha
KalUTAJINCTUYECKOM pabodeM Mecte, Oymbp To ¢abpuka wim odwuc,
“paboTa W MONMTHYECKAss SKOHOMHUAX M ‘“‘pacHIMpEHUE KamnuTana M
aucOanaHc BiacTH  Haa paboToM”  cBsizaHbl MexAy coOoil. OnH
pacupoCTpaHUII HAyYHOE YIIPaBJICHUE HA Pa3BUBAIOLIMECS CEKTOPA YCIyT
U TpoeCCHOHANBHBIX PAOOTHUKOB WM TOMHSUI BIWSHUE TEUIOpU3Ma H
dbopauzma Ha paboTy Ha OoJiee BBICOKHI YPOBEHb IKOHOMHUKH B 11E€JIOM.
YuuteiBasi 0COOEHHOCTH CTaHOBIICHHUSI TEOPUU TPYIOBOTO IMpoliecca,
Uxao Boit cumrtaer, 4To Teopusi TPyAOBOTO IMpoiiecca Oblia MOTHOCTHIO
pa3pabotaHa u cdopMuUpoBaHA KakK OTHOCHTEIBHO IIOJIHAs CHCTEMa
Toibko B 1980-x - nHawane 1990-x rr. IlosiBUIMCHh y4€HbIE, KOTOPHIE 110
CUX TIOp OBLIM OY€HBb BIUATEIBHBIMH, HaNOOJIEe MPEACTABUTEIbLHBIM 3
KOTOPBIX SIBJISIETCA aMepUKaHCKUM couuoior bypapoit. Boobme 1980-e
rofbl OBLIM TIEPUOAOM CEPhE3HBIX TEXHOJOTMUYECKUX H3MEHEHUH.
N3meHeHuss B TEXHOJNOTHUSX M METOIAaX YIpaBICHHS, a TaKxke
MEKPETUOHATBHBIM MOTOK KamuTaja ¥ U3MEHEHHUsS] B OpraHU3allMOHHOU
dbopMe KpYMHBIX KOMIIAaHUW OOBEKTUBHO CIOCOOCTBOBAIU Pa3BUTHUIO

TCOPHUHN TpPYHAOBOI'O IIpomecca. HN3MeHeHue MCTOAOB  YIIPABJICHUA,
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BBI3BAaHHOE ''Ne-TeXHU3alel'", SBISCTCS IIEHTPaJbHOW NIpoOIeMON H
OCHOBHOM KOHIIENIIIUEN TEOPUHU TPYIOBOro Impouecca. bpaBepman cuuraer,
YTO KOHTPOJIb B TPYAOBOM IIPOLECCE B MEPUOI TEWJIOpHU3MA CBSI3aH C
HHU3KUM YPOBHEM JOBEpUs, NPUHYKICHUEM, KpAallHE OTrPaHUYCHHBIMHU
MpaBaMM Ha MPEJICTABUTEIBCTBO PAOOTHUKOB M HEMOCPEICTBEHHO
perynmupyemont paboueit cpemoii. OH MOAYEPKHYN, YTO METOJ MPSMOTO
KOHTpOJIE Ha pabodyeM MecTe SBISETCS OTPaKCHUEM COIMATbHBIX
OTHOUIIEHW MOHOIIOJMCTUYECKOTO Kanuranu3ma. Benen 3a bpasepmanom
MHOTHE YY€HBIE COCPEIOTOYMJIA CBOE€ BHHUMAHHE Ha OOCYXXJICHUU
METOJ0OB KOHTPOJISI PYKOBOJCTBA. BUAHO, YTO B 3TOT MEPHOJ COLMOIOTH
3aMETUJIM  yrHETEeHHE padodyuX COBPEMEHHON KalmUTaTIUCTUUYECKON
cUCTeMOW ympaBiieHuss W ¢dopMamMu ee peanu3alud W Cclelain
ONPEAECIICHHBIE BBIBOJBI.

OnHako cpeay MHOTHX YYEHBIX aMepUKaHCKUi conuonor M. Bypasoi,
HECOMHEHHO, SIBIIIETCS caMbIM BiuATENbHbIM. B 1979 romy bypaBoii
omyonaukoBan " Manufacturing Consent: Changes in the Labor Process
Under Monopoly Capitalism”. Ox mnombiTajcss  HCIONb30BaTh
TEMaTU4YEeCKUE MCCIEeIOBaHUs, YTOObI TEOPETU3UPOBAaTh O PaOOTHUKAX B
KPYNHBIX COBPEMEHHBIX KOMIIAHHMSIX C CHJIBHBIMU Mpodcoro3aMu H
CTaOWJIbHBIM BHYTPEHHHM PBIHKOM TpyAa. PyKOBOACTBO mMpUMEHSIET
METOJIbl MPUHYAUTEIBHOTO KOHTPOJISI, B3aUMOJCUCTBYSI C paOOTHHUKAMH,

4T0OBI 3aCTaBUTH UX coracuthes. B “The Politics of Production: Factory
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Regimes Under Capitalism and Socialism”, omyonukoBanHoit B 1985 rosy,
BypaBoii mnpennoxkui TakuMe KOHUEMIMH, KaK ' T€reéMOHHCTCKUM
MPOM3BOACTBEHHBIN mporecc” u "¢dabpruynas cucrema". OH YETKO 3asBUII,
4yro (abpuyHasi cucTeMa OTHOCHUTCS KO BCEM MOJUTHYECKHM (popmam
IIPOM3BOJCTBA, BKJIKOYAS IOJUTUYECKUE TOCIEACTBUSA  TPYAOBOIO
mponecca M NOJATHYECKHE MEXAaHW3Mbl IPOM3BOACTBA. bypaBon He
TOJILKO OTKPBUI IMYyTh K OOBSCHEHHUIO MCCIEOBAaHUN Ha paboyeM MecTe B
paMKax COBPEMEHHOM CHCTEMBI YIIPABICHHsS, HO M paccMarpuUBall
OTHOILICHMS YIPABJIEHUS M KOHTPOJS Ha 3aBONAX KaK BAXHYIO 4YacThb
KAIUTAJIUCTUYECKUX COUUAIBHBIX OTHOIEHNN. BUIHO, UTO HE TOJBKO Ha
KpYHHBIX 3aBO/IaX, HO U B MHTEPHET-KOMIIAHUSX U B cepe yCIyr TakkKe
CYILIECTBYET “rereMoHus”, HO (opMa KaNUTAIMCTHUYECKOIO YTHETECHHUS
npereprienia onpeaeIeHHbIe U3MEHEHUS U sBIsieTcst Oonee 3amyTanHoi. C
koHIa 1980-x no mepBbix 10 ner 21 Beka Teopusi bypaBoro crana
JTOMUHUPYIOIIEH TEOPETUUECKOMN MapagurMoil 1jist 0ObICHEHHS TPYTOBBIX
U COLIMANIBbHBIX MpoOsieM. CuuTaercs, YTo OH BHEC 3HAYUTEIbHBINA BKJIA/ B
U3y4YECHHE TPYAOBBIX IIPOLECCOB U KOPIIOPATUBHBIX OPraHU3allui TPyAa.

B cBsi3u ¢ BaXHOW pOJIBIO, KOTOPYIO MI'PAXOT OpPraHu3aluu Tpyaa B
PKOHOMHMKE M OOLIECTBE, HE TOJIBKO HayuyHble KpYI'HM, IOJIUTUKA U
pa3jNyYHble OTpacid MPOMBIIUIEHHOCTH TaKXe YIEIST OoJblIoe
BHUMAHHME MX XapaKTEpUCTHKaM, M O3TH JAHHBIE TaKXKE€ IPUBICKIH

BHHUMAaHHUC COINHUOJOTHYCCKOI'O COO6HICCTBa. Hal'[pI/IMep, COorinmaCHO
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MOCJEIHUM €XKETOAHBIM OLEHKAM, ONyOJIMKOBAHHBIM MeXAyHapOIHOMI
opraHu3zanuei Tpynaa, nmoaATrBepxkaeHo, uro B 2020 roay pbIHOK Tpyaa
MPETEPIUT OTPOMHBIE U3MeHeHud. [locneHne naHHbIe MOKAa3bIBAIOT, YTO
B IPOIIIOM Toay molajibHOE pabodee Bpemsi cokparmioch Ha 8,8 % (1o
CPaBHEHUIO C JIaHHBIMU 3a 4eTBepThld KkBaptan 2019 roma), uro
SKBUBAJIEHTHO COKpPAILIECHUIO 255 MUJUIMOHOB pabOYMX MECT C IOJHON
3aHATOCTBbIO. DTO MPUMEPHO B YETHIPE pas3a OOJbIIE, YEM MOTEPSHHOE
pabouee BpeMsi BO BpeMsi MUpoBoro (puHancoBoro kpuszuca B 2009 romy.
OTU noTepsHHbIE padoure Yachl B OCHOBHOM BBI3BaHbI COKpAIICHHEM
paboyero BpeMEHU 3aHATHIX JIOAEH U ''OecnpeleleHTHBIMU' TOTepsMU
pabounx mect (10 114 munnnoHoB yenoBek).CTouT oTMeTUTh, uyto 71 %
(81 MUTMOH YeIOBEK) ATUX MOTEPh pabOUUX MECT MPOU30ILIH B (hopme
SKOHOMHYECKON HEAaKTUBHOCTH, a HE 0€3pabOoTHIIbI, YTO O3HAYAET, YTO
OpUYMHA, TO KOTOPOM JIOAM TOKUJAIOT PBIHOK TpyAd, MOXKET
3aKJIIOYaThCS B TOM, YTO OHM HE MOTYT paboTarh M3-3a OrpaHUYEHUMN
SIUJEMUU WM TPOCTO MEPECTalOT UcKaTh pabory. Ecium mocMoTperh
TOJIKO Ha YpPOBEHb 0e€3paloTHIlbl, TO BIUSHUE SMHUJIEMUM HA PBHIHOK
Tpyda CHJIBHO HEJOOLICHMBAETCSI. OJTO TaKXe CTaBUT MEpeN
npo(COIO3HBIMU OpraHu3alusaIMHU OoJjiee CIOKHBIE 3a/aud [0 3alIUTe
npaB W HHTEPECOB pPAOOTHUKOB M TMOBBIIIEHUIO 3(P(HEKTUBHOCTH
IPOU3BOJCTBA.

B KI/ITae, IMTOCKOJIbKY ,ZIGI\/'ICTBYIOH.IE?C TPpyaAOBOC 3aKOHOAATCILCTBO H
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TPYZOBBIE OpPraHU3allMi B OCHOBHOM OpPHEHTHPOBAaHbI Ha PaOOTHUKOB
COCTOSIIIMX B KOHTPAKTHBIX OTHOLIECHHUSX, a IPABOBOM CTaTyC paOOTHUKOB
B HOBBIX (hopMax 3aHATOCTH HE MOXKET OBITh YETKO OMPEIENICH, TPYIHO
NONy4nuTh dJ(PQPEKTUBHYIO TMPABOBYIO 3alUTy MpaB H HHTEPECOB
001b1I0T0 YnciIa paOOTHUKOB B HOBBIX (popmax 3ansroct. HoBas popma
3aHATOCTH OTHOCUTCA K HECTAaHAAPTHBIM TPYIAOBBIM OTHOIICHHSM,
OCHOBaHHBIM Ha WHTEpHET-IIaThopMax, Hedopmanuzanuu
MIPOU3BOJICTBEHHOMN JI€ATEIbHOCTH, HE(PUKCUPOBAHHOCTU PabOUYMX MECT U
ruoKoi 3aHATOCTH. OHA B OCHOBHOM BKJIFOYAeT PaOOTHUKOB JOCTAaBKH Ha
niargopmax BhIHOCA U T. . U HE PACIPOCTPAHSAETCA Ha CYIIECTBYIOIINE
TPaJUIIMOHHBIE CTAHAAPTHl TPHU3HAHUS TPYAOBBIX OTHOmEeHWH. Ha
JaHHOM OJTamne mnpu3HaHue KuraemM TpyHAOBBIX OTHOIIEHHH B HOBBIX
dopMax 3aHIATOCTH BCE €IlI€ HAXOAUTCS B CTaguu OOCYXKIEHHUS, U
COOTBETCTBYIOLIME IIPABOBbIE HOPMBI  €lle HE CHOPMUPOBAHBI.
Hekotopbie ydeHble U3y4Yald ONpENENIEHUE TPYIOBbIX OTHOILIECHUN
"OHJIalH-KOHTPAKTHBIX PaOOTHUKOB" U CUMTAIOT, YTO OIpeeiIcHUE
TPYJAOBBIX OTHOIICHUN "OHJIAMH-KOHTPAKTHBIX PAaOOTHUKOB' JOJIKHO
OBITh YMEPEHHO MSTKUM, TO €CTh B JIONOJIHEHUE K TUTUYHBIM KPUTEPUSIM
onpeeIeHUs TPYAOBBIX OTHOIICHHI, U3YYUTD KpUTEpUU
UACHTU(UKAIIMM HETUINHYHBIX TPYJAOBBIX OTHOUIEHUH U OMNPEIEIHUThH
"OHJIAH-KOHTPAKTHBIX PaOOTHUKOB", KOTOPHIE COOTBETCTBYIOT 3TOMY

CTaHAApPTy, KaK HCTHUIIMYHLIC TPYAOBLIC OTHOIICHHUA. EIIIG YUYCHBIC
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CUMTAIOT, YTO OIpEJEJICHUE 3aHATOCTH M TPYAOBBIX OTHOIICHUN Ha
OHJIaMH-TIaTPopMax  JODKHO  OCHOBBIBATbCA  HA  (PaKTUUECKUX
XapaKTEePUCTHUKAX 3aHITOCTH B Pa3HBIX OTPACISIX, pa3HbIX IIaTGopMax u
pa3HbIX TUNAX pPaOOTHUKOB, BCECTOPOHHE YUYHUTHIBATh BCE (DAKTHI Jieia U
OPOBOAWUTh  KOHKPETHBIA  aHalu3, yACHSITh OOnblle  BHUMAaHUS
CyOOpAMHAILIMYU TI0 CYIIECTBY M MOJHOCTHIO YUHTHIBATH Takue (hakTopsl,
Kak pabouee Bpemsi pabOTHUKOB IUIAT(HOPMbI, MCTOYHUKH JOXOAA U
HEO0OXOIMMOCTh COL[MAIbHON 3alUThl. B TeueHune JIMTEIbHOIO BpEMEHH
BOMPOC O TOM, KaK palloHAJbHO OINPEACTUTh MPaBOBOM CTaTyc
paOOTHUKOB TIPH HOBBIX (QopmMax 3aHATOCTH, 4YTOOBI 3S()PEeKTUBHO
3allUIIATh TpaBa M HMHTEPEChl HECTAHAAPTHO 3aHATHIX PAOOTHUKOB,
OHOBPEMEHHO CHOCOOCTBYSl yCTOMYMBOMY M 3I0POBOMY Pa3BUTHIO
SKOHOMHKH TIaT(OPMBI OyJIET BaKHOE UCCIEN0BAHKE. >

B cB3M CcO MHOTMMH TEKyIIMMH MpoOieMaMu, C KOTOPBIMHU
CTAJIKUBAIOTCSl OpTraHU3allMU Tpyla KUTANUCKUX NPEANpPUATHH, I HX
pelieHrss HeOOXOMUMO HCIONh30BaTh TEOPUU U METOABI COIMAIEHOTO
ynpaBiieHus. B 4YacTHOCTH, B COOTBETCTBHM CO ''CJIOXHOCTBIO' U
"pazHooOpaszueM”, Ha KOTOPBIX COCPEIOTOYEHA KOHIICHIUS yIIpaBICHUS,

d TAKXC XApPAKTCPUCTHKAMH COTPYAHHUYCCTBA MU YYACTHUA, YIIPABIICHUC

2 (pEE N TR AR -G SRR A BHIEBk L) . Creumanbhbii Bemmyck
Deloitte Human Capital — npoGiembl yesioBe4eCKUX PECypCcoB B
MOCTHAaHIEMUYECKYIO 310XY.. [DnekTponHslii pecypc]. URL:
https://www?2.deloitte.com/content/dam/Deloitte/cn/Documents/human-capital/deloitt
e-cn-hc-hasc-quarterly-publication-zh-200414.pdf.
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COBPEMEHHBIMHU KUTalCKUMU TPYJAOBBIMU OTHOLIECHUSIMU
paccmarpuBaeTcs KaK “nporecc, OCYIIECTBISIEMBIN IIyTEM
COTPYIHUUECTBA MEXKAY TOCYJapCTBEHHBIMH BEIOMCTBAMH, YaCTHBIM
CEKTOPOM M COLMAIbHBIM CEKTOpoM (Tpetuil cektop)” (YaHHUHT,
2009a).910 He TONMBKO TpeOyeT, YTOOBI BCE YYACTHHKH TPYIOBBIX
OTHOILIIEHUM MOIVIM aKTUBHO B3aWMOJICHCTBOBaThL W pearupoBarh Ha
MOTPEOHOCTU JPyr JApyra B paMKaxX IPaBOBOM CHUCTEMbI, HO TaK¥kKe
TpeOyeT Xopolleld COIMaJbHOM Cpelbl M CHUCTEMBI  COLUAIBHOU
MOJJIEP>KKU, YTOOBI BMEIIMBATHCS B MPOILIECC YIPABICHUS TPYAOBBIMU
OTHOIIICHUSIMA B (OpME COIMANIBHBIX YCIYT, CMSr4arb TPYAOBbBIC
OTHOILICHUS C TIOMOIIBIO YCIYT, KOOPAUHUPOBATh UHTEPECHI U MPOOIEMBI
Ipyr Jpyra, cooOmarb O B3aUMHBIX TpPeOOBaHHUSAX U OKa3bIBaTh
MOJIJICPXKKY M TIOMOIIb CyOBheKTaM, KOTOpbIe HE MOTYT aJanTHPOBAThCs K
U3MEHEHUSIM U BbI30BaM TPYIOBBIX OTHOIICHHH. B B3 ¢ 3THM
COITMAJIbHBIA CEKTOp, HE3aBUCHUMBIM OT MIPaBUTEIbCTBA U YaCTHOTO
CEKTOpa, MOXKET Y4acTBOBAaTh B YIPABICHUU TPYIOBBIMH OPTraHU3ALUSIMU
yepe3 pas3lidyHble COIMaIbHbIE OpPraHU3allid M CIENHAIM3UPOBAHHBIC
COLIMaJIbHBIE CIYXObl, a TaKXe MCIOJIb30BaTh KOHLEMIIMM U METOJbI
IPOMBIIUIEHHBIX COLMAJIBHBIX CIYXO I yAY4YIIEHUS CTPYKTYpPHI
ynpasieHus. OH MOXET ObITh HaleJdeH Ha TEHICHIUIO MPeanpUsSTHI
UTHOPUPOBATh COIMAJBLHYIO CIPaBEUIMBOCTh U3-3a CTPEMIICHUS K

MOJyYEHUIO TMPUOBUIM W TMPEAOCTABIATh YCIYTH KOPHOPATHUBHOM
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COLIMAJIbHOM OTBETCTBEHHOCTH U HWCIPABICHHS OTKJIOHEHHH OT Tak
Ha3bIBaeMOro ''cOOS pBIHKA'; OH TakKKe MOXET OBITh HalleJeH Ha
roCyJapCTBEHHbIE BEAOMCTBA M3-3a ‘“TIOBEICHHUS], CBA3AHHOIO C MTOMCKOM
peHTH” B UX QYHKIMOHATIBHON TpaHCHOpPMAIH U ''PAaCTOUUTENBHOCTH U
Hed(D(PEKTUBHOCTH B MOCTaBKAaX OONMIECTBEHHBIX TOBAPOB', BBI3BAHHBIX
agMuHUCTpatuBHOUW  Otopokparuert  (Uewnnwnr, 2013), BBITONHSITH
GYHKIMM  TOCYIapCTBEHHOM  CIYKObI, TepeJaHHble U3  peopMbl
rOCyJapCTBEHHOM CHCTEMbl aJMUHHUCTPAaTUBHOIO YNPAaBIEHUSA, JUIS
pemieHust mpoOieMbl “cO0sl IPABUTENIBCTBA” B YIPABICHUHU TPYAOBBIMU
OTHOUIEHUSIMU. B TO Xe BpeMs, Kak HauOojiee Ba)XHOE COJEpIKaHHE
MPOMBIIIEHHBIX COIUATBHBIX YCIYT, OHO TaK)Xe€ MOXET MPEJOCTaBIAThH
ycayru s cinabbix yeiaoBui TpyAa' paOOTHUKOB, TAKMX KaK OTCYTCTBHE
rojioca ¥ MOOMJIbHOCTH B OpPTaHU3aIUAX TPYa, ISl YCUJICHUS UX BIAcTH
Y YIy4dIIeHUs UX HeOIaroNpUATHOIO MOJI0KEHUS. >

DBotouust opMbl OPraHU3aAUU TPY/1a TOKA3bIBAET, YTO: BO-TIEPBBIX,
NepeHoC coueTanusi (PaKTOpoB MPOU3BOACTBA 3a MPEAENbl NPEAIPUITHS
OpuBed K pa3pylieHHio pabodyero MecTta W TPYAOBBIX OTHOIICHHH.
Bo-BrophiX, mepexoi OT BHYTpEeHHeW KoMOuHaIMU  (PaKTOpOB

POU3BOJICTBA K BHYTPEHHEW M BHEIIHEH KOMOWHAIMU MPEAIpUSITHS,

mepexoa OT IIOAYMHCHHOIO Tpyadda Kd4K OCHOBHOI'O HAIIPABICHHUA K

B (B RRIGES TOALSRRP M) 87 dbat. P EARKZEZ R T
TRl 2014 45 6 #H. 16 71, g Hun. YnpasneHue Tpy0B5IMEM OTHOLICHUSMH U

MIOCTPOECHHUE MHAYCTPHAILHOTO COI[MalIbHOTO nopsiaka. // Ilexun. [lepenedatanubie
MaTepuasl rasetsl JKanbMuHbCKOTO YHUBEepcuTeTa Kutas. 2014. Ne 6. C. 16.
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TMOKOCTH 3aHSATOCTH U ''TPYIOBBIM OTHOUIEHUSIM', CYIIECTBOBABIIUM B
OonpioM KonmdecTBe 10 snoxu “HUuTtepHeT+”, a smoxa “HUutepuer+” -
3TO HE YTO MHOE, KaK BO3MOXXHOCTb €€ MHTCHCH(PHUIPOBaTh. B-TpeTbux,
snoxa "MHTepHeTt" W3MEHMIIA TOJIBKO CIOCOO CcoOYeTaHus Tpyda co
CpeICTBaMU MPOU3BOACTBA, HO HE U3MEHWJIA XapaKTep COYETaHUs Tpyna
U CPEICTB MPOM3BOACTBA. BBUAY 3TOrO, 3TO BCE €lle HEOOXOOUMO st
"OHJIaITH-KOHTPAKTHBIX PAaOOTHUKOB", U MOXHO MOHATH UX TPYAOBBIC
OTHOUIEHUS UM TPYIOBbIE OTHOLIEHUS MO XapaKTepy COYETAHUsS TpyHa U
CPEICTB MPOU3BOJCTBA. B ycinoBusix HOBOUM (DOPMBI 3aHSTOCTH BaKHOCTD,
aKTyaJIbHOCTh U CIIOKHOCTh WIACHTU(UKALMHU TPYAOBBIX OpraHU3alMM
MPEANPUATANA CTaHYT BO3MOKHOCTBIO pOpcUpoBaTh pedopMy TPYAOBOIO
3aKOHOJIaTEeNbCTBA JJIS YAOBIETBOPEHUSI OTPEOHOCTEN TMOKOCTH pBhIHKA
Tpyna.2*

OpraHuzanuu TpyJa y4acTBYIOT BO BCEM Mpolecce Tpyaa, MOITOMY
po¢cor03bl, UMEIOIINUE OOJBIIOE 3HAYCHHUE IS 3alIUThl PaOOTHUKOB,
TaKXke CTalu OoObeKTaMH wuccieaoBaHuii couuosioroB. A. B. Ilerpos
pPaccMOTpeN UCTOPUIO PA3BUTHUSA U MPOOJIEMBI POCCUUCKUX MPO(COI030B B
crarbe "Poccuiickue paboune NBMKEHUS U MPOQPCOIO3bI: MPOOIEMBbI U
TE€HJICHIMH pa3BUTHSA". OH CUATAET, YTO COLUOJIOTUYECKUE UCCIIET0OBAHUS

ABJIAIOTCA BaXHBIM HMCTOYHHKOM I/IH(i)OpMaHI/II/I. Onu MOI'yT OTpPaXaTb

2 (CRT AP HLE ST Sl E R TR R ) . P EBUF.

[IpaBurenscTBo KHP. PykoBonsiimue 3akiIfo4eHMs MO 3aIUTE NIPAB U NHTEPECOB
pabOTHHUKOB B HOBBIX (hOpMax 3aHATOCTH.
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U3MEHEHUS B OHOMOLMSAX M MOTPEOHOCTAX MPOCTBIX PaOOTHUKOB,
BCTYNUBIIUX WM HE BCTYNUBIIMX B Mpodcoro3bl. COIMOIOTHYECKHE
MCCIIEIOBAaHUS TIPO(COIO3HOTO JIBM)KEHHUS TaKXKe SBISIOTCS Ba)KHEHIIINM
MCTOYHUKOM TMPOQCOI03HON CTaTUCTUKU. I[Ipodcoro3nbie nuaepbl u
MpeacTaBuTeN paboToAarenei, KOTopble BEAYT COLUAIbHBIE JUAJIOTH OT
UMEHU PO(COI030B, a TAKXKE MPEACTABUTENN TOCyIapCTBEHHBIX OPTraHOB,
KOTOPbIE€ YIPABISIIOT COLMAJIbHBIMA M TPYAOBBIMH OTHOIICHHUSIMHU Ha
HallMOHAJbHOM 3KOHOMHMYECKOM YpOBHE, OUYEHb HYXKIAIOTCS B 3TOU
craructuke. OIHAKO CileayeT OTMETUTh, 4YTO B Havaie 21 Beka
poccuiickue Tpodcoro3bl  ObUIM  KPYNMHEWIIMMU  OpraHU3aALUSIMU
Ipa)KJaHCKOro 00IeCcTBa, HACUUTHIBABIIMMHU 30 MUIJIJTMOHOB WIEHOB, YTO
cocTaBisio 45 % or obmero uyuciaa paOOTHUKOB pas3IMYHBIX (opm
coOcTBeHHOCTH. Takoe OOJNBIIOE YUCTIO CBUETEIBCTBYET O BaXKHOM POIH
npo(Ccor030B B pEryIMpPOBAHUU TPYIOBBIX OTHOIIEHH, BHICOKOW CTETIEHH
oBepUsl PaOOTHUKOB K mpodcoro3zaM U HEOOXOAUMOCTU YITyUIIECHUS
po¢cor03HON paboOThI, TO €CTh O TOM, KaK MOBBICUTH A(()EKTUBHOCTh
O00prOBI 3a HMHTEpechl paboyero Kiacca B COBPEMEHHBIX YCIOBMSIX
CBOOOJTHOTO PBIHKA.

ITo muenuto A. B. IlerpoBa, ¢ KOTOpbIM BIIOJIHE MOXHO COIVIACUTHCH,
pOCCHIICKHE yY€HbIE Pa3AeId Pa3BUTHE POCCUNCKHUX MPO(COI030B Ha
Tpu otana. Ha mnepBom »stane B Poccum mnosBuimch mnpo¢coro3bl.

Poccuiickue npo¢coro3bl MOSBUINCH B TEPUOA UHIYCTPHAIBHOTO Oyma
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koHIIa 19-ro m Hauama 20-ro BekoB. B CI0KHOM MOJIOKEHUM I[APCKOIO
peXuMa [[apCKUe BIACTH >KECTOKO MOAABIISUIM 3apOKaaroluecs: padoune
opranm3anuy. BO3HHUKHOBEHHE POCCHICKUX MPOJPCOI030B BO MHOTOM
CBS3aHO C Pa3BUTHUEM COLHMAJ-AEMOKPATUYECKOTO pabovyero JBUKEHUS.
Jluaepom conma-IeMOKpaTHIecKoro pabodero nBrkeHus sipsiercs 1. B.
IImexanoB, ocHoBarenb nepBo B Poccnu MapKCUCTCKOM OpraHM3allHH.
Nmenno IlnexaHoB moKazal MOJOJBIM POCCHMCKUM Mpodcoro3am
MeXAyHapoJiHoe pabouee u nmpodcorozHoe aemxeHue. Becuoi 1905 rona,
BO BpeMs TMEpBOM PYCCKOM pPEBONIOIUM, OOJIBIIMHCTBO CEKTOPOB B
AKOHOMHYECKH U MPOMBIIIUICHHO Pa3BUTHIX pernoHax Poccuu CrioHTaHHO
co3ganud Mpodcoro3bl. B OKTAOpe TOro ke roma COCTOSIIOCh MEPBOE
cobpanue npencrasuteneit O6mepoccuiickux npodcorw3oB. B ycnoBusax
npoBajia TMEpPBOM PYCCKOM pEBONIOLNMU TMOJIUTHYECKUE PEIPECCUU
HAHECIU Cepbe3HbId yuiepO MNpPOPCOIO3HOMY ABUKEHUIO, U MHOTHE
npodcoro3bl  OBLIM  3aKpBIThl, HO BCKOpPE BO300OHOBWJIM  CBOIO
nesrenbHocTh. C 1906 roga napckoMy peXUMy MPUIILIOCH OPUITMATIBHO
OpU3HATh CYUIECTBOBAHME POCCHUMCKUX MPOQPCOI030B, TaKUX Kak
“@enepanus npodcoro3or”’. B nayane 1907 roga 3,5 % 3aHATHIX paboynx
BeTynwin B mpodcoro3sl. [Ipodcoro3 yuacTBoBanm B M30MpaTENbHBIX
KaMITaHUSX TIEpBOM U BTOpoi ['ocymapcTBeHHOM JIyMBl.

Bropoit sram pazBuTHs TPOQCOIO3HOTO ABMKEHHUS Hayajcs C

YCTAHOBJICHHUCM Y BJIACTHU OOJILIIIEBUKOB U COBETCKOTO peKHuMa. B IICPBLIC



60

rogel  CoBerckoii  Poccun  mpaBUTENHCTBO — Hayalo  IepenaBarh
onpeneneHHble (QYHKIMU TOCYJapCTBa, MYHULMIMAIUTETOB M JIPYTHX
opraHoB Bnactu mnpodcor3am. B Coserckoit Poccun nHabmronaercs
TeHJCHIMS K 1eHTpamu3anuu 1npodcoro30oB. [lentpanbubiii Coser
Bcecorozapix mpodcoro3oB (oOpazoBan B 1917 romy) sBisieTcs ero
BBICIIMM OPraHOM YIPaBICHUS M PYKOBOIUT BCEU JIESITEIIBHOCTBHIO
podcor030B BO BpeMsl 3aKphITUs chesna npodceoro3oB. Mccnenosarenu
COBETCKHX MPO(COI030B OTMEYANIA, YTO COLUUAIBHBIE U SKOHOMUYECKHE
o0s3aTennbcTBa MPOCO030B B mepuoj npouperaHus COBETCKON BIacTH
ObLIM YpEe3BBIYAHHO OOIIMPHBIMU M pa3HooOpazHbIMU. CyliecTByeT
uensix 170 QyHkumii  1podCorO3HBIX  KOMHUTETOB  COBETCKHX
MPOMBINIJICHHBIX MPEANPUITHN, HaYMHAsg OT CTPEMJICHUS TIOBBICUTH
OPOU3BOJIUTEIBLHOCT TpyAda W 3aKaHUMBAs OpraHu3alueil JeTHUX
KaHukyn s geredd.  I[lostomy  mpodcoro3bl  SIBISIOTCS  OYEHB
BIUATENbHBIMA Opranu3auussmMu B crpaHe. K konny 1980-x romos
opunuanbubie podcoro3sl B CoBerckom Coro3e ObUIM HEOThEMIIEMOM
Y4acThIO TOCYJAPCTBEHHOMN CHUCTEMBI YIIPABIICHUSI.

Tpetuit sTan cBA3aH C pagUKaJbHBIMU PHIHOYHBIMH pedopMamMu B
Poccun, nauaBmmmucs B Hadane 1990-x rogoB. PagukanbHbie phIHOYHBIE
pedopmbl  TpeOYIOT OT MPOCOI030B CEPHE3HBIX HM3MEHEHUH B HUX
GYHKIMSAX M pONM B 3alIUTe HHTEpEcOB Tpyasumxcsa. Poccuiickue

HpO(I)COIOSBI OoJIbIIIC HE SBIAIOTCS YacCThIO l"OCYIlapCTBCHHOI\/'I CHUCTCMbI
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VOpaBJICHUS W JODKHBI Ha4YaThb Wrparb CBOK COOCTBEHHYIO DOJIb
camocTosTenbHo. HeonmubepanpHass HanuoHaidbHas moiauTuka B 1990-x
rofiax CONPOBOXIAJAch Ppa3IEJICHUEM POCCHICKOTO MPOGCOI03HOTO
JBYDKEHUS. “‘TPaMIIMOHHBIE” MacCOBbIe TPO(COI03bI, OpPraHW30BAHHBIC
paHee B paMKax HpPO(COIO3HOIO JBUKEHHUS, COCYILIECTBOBAJIU C
Oepneparueid  HezaBUcUMBIX mpodcoro3oB  Poccuiickoit  Denepanuu
(mpaBomnpeeMuuiieit CoBerckux mpodcoro3oB u llenrpansHoro CoBera
Bcecoro3nbix mpodcor30B), KOTOpble 00beAUHUINCH B Hayane 1990-x rr.
[TosiBUnOCH MHOTrO "allbTEpHATUBHBIX  MPOQPCOIO30B, HEKOTOphIE U3
KOTOpbIX npucoeanHwinch K Poccuiickoit ®enepaunu tpyna (KTII) u
Bceepoccuiickoit  ®epepanuun tpyna (BKT). Ilpeomonenue 3Toro
pazneneHuss U OObEIUHEHHE TPO(COIO3HOTO JBUKEHUS SIBISIFOTCS
BOXHBIMU 3aJladyaMU, CBSI3aHHBIMM C HMX COOCTBEHHBIM OyaylIuM B
Pa3BUTHH POCCUMCKUX MPOGCcOr030B B Havyase 21 Beka.

A. B. IlerpoB cumtaer, 4uro mpodCoOr3bl, UMEIIINE HE3aBUCHMBbIC
(opMbI 1 HE3aBUCUMBIE OT TOCYAAPCTBA U paboToAarenei, CTOIKHYJIUCH B
IIPOLIECCE CBOETO PA3BUTHUS CO MHOTMMH NIpPOOJIEMaMU, KOTOPBIE TAKXKe
MOKHO YCJIOBHO OTHECTH K MpoOiieMaM TPYAOBBIX OTHOUIEHUI HA MaKpo-
U MHUKpOypoBHsX. [loaTromy mpodcoro3sl UrparoT He3aMEHUMYIO POJib B

pasBuTHH opranuzamuu Tpyna.” Tak kak mpodcoro3 SBISETCS BaXKHOM

TP I TN TS MESRREEAR) . EY R AL V. AR
A5, 2012 455 9 5. 96 1.
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YaCThI0 OpraHU3alMM TPyAa KOMIIAHWH, TO A3TOT BaXXHbIM HWHCTUTYT
IpaKIaHCKOro oOOIIecTBa HEOOXOAUMO BKJIIOYUTH B HCCICIOBAHUS
opranmzanuu Tpyga THK. Takum oOpazoM, B cienyroiieM pasjele
MpOaHATU3UPOBAHBI 0COOEHHOCTH OpraHu3aluu Tpyaa
TPpaHCHALIMOHAJIbHBIX KoMnaHuii B Poccun m Kwurae, BKiIrowass u 3TOT

(akTop colMaIbHON 3alTUTHI TPYASIIUXCS TOXKE.

[TerpoB A. B. PabGouee nBmwxkenue u mpodcoro3sl B Poccuu: mpoOieMbl 1 TCHICHIINH.
/] Teopetnyeckas tuHaMuka 3a pyoesxxom. 2012. Ne 9. C. 96.
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I'naBa 2 CoBpeMeHHas1 OPraHu3anus TPyAa B POCCHIICKUX

TPaAaHCHAIIMOHAJbHbIX KOMIIAHUAX

2.1 IlpeanocblIKH pPa3BUTHS OPraHM3allUM TPyla B POCCHICKHUX

TPAaHCHAIIMOHAJBbHBIX IMPECANIPUATHAX

Ha mnocrtpoenune opraHuszanuu Tpyda KOMIIAHUM BIUAIOT MHOTHE
dakTopbl, U OpraHu3alys TPyAa B Pa3HbIX CTPaHAX COOTBETCTBEHHO
UMEET  pa3Hble  Xxapakrepuctuku. I[losromy s uU3ydeHHs
0COOEHHOCTEH OpraHM3aluy TPyJa POCCUUCKHX TPAHCHAIIMOHAIBHBIX
KOMITAaHH HE0OXOIMMO UCXOAUTh U3 HAIMOHAJIBHBIX yClIOBUU Poccun.
Cpenn HecKOJIBbKUX (DaKTOPOB, BIMSIONIMX HA OpPTaHU3AIMIO TPYAa,
PBIHOK TPYZla OKa3bIBA€T OTPOMHOE BIIMSIHUE HA OpraHU3alUIo Tpyda B
koMnaHud. OCHOBHBIM AacI€KTOM pbIHKA TpyAa SBJISETCS KaueCTBO
pabodeit cunbl. B cBsi3u ¢ 3TUM YpOBEHb KauecTBa pPhIHKA Tpyda B
Poccun namuoro Beime, yem B Kwurae. CormacHo CTaTHCTHKE,
CPENHECTAaTUCTUUCCKUM TpakaaHuH Poccum mmeeT ropazgo Oolee
BBICOKH ypOBEHb 00pa3oBaHUs, YeM B cpemHeM 1o mupy. CormacHo
pe3yapTaraM  UCCIEeNOBaHUA  POCCHMCKOTO  MCCIEN0BaTEIbCKOTO
yYHUBEpcuTeTa ''BpICIIas MIKOJIa SKOHOMUKH ', Poccus BXOOUT B YHMCIIO
CTpaH C CaMOM BBICOKOM JOJIEH JIIOAECH, ITONYYaloIMX BBICIIEE
oOpazoBanue B Mmupe. Jlonsi poccusiH B Bo3pacte OoT 25 no 64 ner,

MMEIOINX JUIUIOM O BBICIIEM oOpa3oBaHuu, aocturaetT 54% (cwm.
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tabmuiyy 1), 310 3Hauut, Poccusi MMeeT BBICOKYIO JOJIO JIHONEH,
OKOHUYMBIIHMX By32°. DTo Goraroe Haciemue CHCTEMbI 00pa30BAHMS €IIE
COBETCKOM MOXH A COBPEMEHHOU Poccun. ComnitacHo
COLIMOJIOTMYECKUM ompocaM, 84% KUTenell KpyHmHbIX W CPEIHHUX
POCCHIICKMX TOpPOJOB CUMTAIOT, YTO OHHU MOTYT IMOJYYUTh XOpOIIee
COBPEMEHHOE 00pa3soBaHME B CBOMX Topogax’’. Bombloe Komud4ecTBo
XOpOIIO O00pa30BaHHBIX TPaXJAaH MOXKET TMPEAOCTaBUTh Oorarbie
TPYZIOBBIE PECYPCHl Pa3HBIM KOMMAHHSIMH W OpPraHHU3aIHsIM, OCOOECHHO
BBIMTYCKHUKaMH KOJUIEIDKEH, KOTOphIE MOTYT CO3[aTh OOJiee BBICOKYIO
npUOBLTb I IPEATPUSITHH.

Tabnuua 1. Jlons HaceleHHs ¢ BBICIIUM O00pa30BaHUEM B BO3pPACTE OT

25 10 64 net B pa3HEIX cTpaHax (B %)

Crpana Bo3spact 25-64 net(%)
Poccus 54
CIIIA 44
I'epmanus 27

26 Komy noctymnHo Beiciiee oOpa3oBanue B Poccun. [Dnextponssiii pecype] URL:
https://ig.hse.ru/news/190611819.html. (/Iata ooparmienus:30.01.2017)

21" Jlokyaz o TMONOKEHHH MOTOAEKHI M PEaTM3allii TOCYIAPCTBEHHON MOJIOAEKHOM
MOJIUTUKU B poccHiickoil (penepanmu. Monoaéxe 1 Moston&xHas noautuka B Poccun
B KOHTEKCTE I100aIbHBIX TeHASHIMH. MUHHCTEpCTBO 00pa30BaHus M HAYKH
Poccuiickoit ®enepanuu. [Dnexrponnsiit pecypc] URL:
https://fadm.gov.ru/documents/download/672/ (J]lata oopamenus:25.08.2015)

28 TTammeie ODCP 3a 2019 rox. [dnexrpornsiii pecype] URL:
https://www.hmong.press/wiki/List_of countries_by _tertiary_education_attainment#
Countries_by level of tertiary_education.
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Kurait 17

Y Poccuu Takxke €CTh PEUMYLIECTBO C TOYKU 3pEHUS Tpyaa U
coluanbHoro obOecneueHus. Poccus AocTuIia BBICOKOTO YPOBHS
MHyCTpUAJIM3alMU elle B repBoi nosoBuHe 20 Beka (K COXAICHUIO, B
koHIIe 20 Beka B Mpoliecce HEOIUOEepaTbHBIX peopM OHA MEPEeKUIa
YKECTOKYIO " JISMHyCTpralin3alyio ). B HacTosiee BpeMst OHa HaXOAUTCS
B MPOLECCE pEUHAYyCTpUaIM3aluvu. Emie B COBETCKAM IEpUOI B
Poccunm Obuia co3maHa cucTeMa  COIMAIBLHOIO  OOecIedYeHus,
OXBaThIBAIOIIAsl BECh HApOJ. XOTSA ATa CHUCTeMa OblIa CEPbE3HO
nedopmupoBana B xone pepopm B 1990-¢ rr., oHa COXpaHSET CBOIO
3HAYUMOCTh ¥ MOIIIb IO CHUX TIOP.

Ho ¢ Touku 3peHuss pasmepoB peiHKAa Tpyna Poccus
OTHOCUTENLHO HeBennka. B Poccuu cokparieHue 4YHMCIEHHOCTH
HACEeJIEHUsl CTajl0 TPEBOKHOM  COLMAIBLHO-DKOHOMHYECKOH U
neMmorpaduueckoi npoonemoit. I[Tocie pacmaga CCCP B 1991 rony
HaceneHue Poccum cokpamiaercss Mo MHOTUM 3KOHOMHUYECKUM U
condanbHbiM TipuudHaM. B 1993 romy Hacenenue Poccun
cocraBimsio 148,6 mummoHa denoBek, a k 2008 romy oOHO

COKpAaTHiIoCh mpuMepHo 10 142,8 mummnona®®, To ects moutw Ha 6

29 Bummenckwuit. A.I'. [lemorpaduueckuii kpusuc B Poccun. Russie.NEL Visions.
2009. Ne 41. C 17.
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MuiioHoB denoBek. C 2009 roma umciieHHOCTh HaceneHus Poccnm
repecrajia CoOKpamarbCsi, U B TEYECHHE BOCBMH JIET TMOAPSAT OHa
IeMOHCTpupoBana HeOompimoi npupocT. B 2013 rogy B Poccum
BIIEpPBbIE C MOMEHTa Hauajsa pedopM MOPOU3OILIIO ECTECTBEHHOE
YBEJIMYCHHE YHUCIECHHOCTH HaceneHus: Ha 22 900 4genmoBeK poOaMIIOCH
6onpmmie, yvem ymepino. B 2015 romy oOmias 4MCIIEHHOCTh HACEJICHUS
Poccun yBemnumnace g0 146,3 MWIIMoOHA 4eNOBEK, a LENM U 3a1a4U
"Konuenuuu nemorpaguueckoil nonutuku Poccuiickoir denepauuu 10
2025 roma" Obum BBIMOJHEHBI JocpouHo. B 2017 romy oOmas
YUCIICHHOCTh HacesneHusa Poccun Beipocna 10 146,88 MULIMOHA YETOBEK,
YTO SIBJISIETCS BTOPBIM IIOKa3aTeleM IO YHCJICHHOCTH HACEJIICHUS B
Poccun mocne pacmama Coserckoro Coro3a (cM. puc. 1). Ho B TO *ke
BpeMs cpenHui Bo3pacT HaceneHus Poccum B 2002 romy cocrasisn 33
rona, a B 2020 roxy on ysemuumics g0 40.2 ner®®. 3a BoceMb €T OH
yBEIUYWJICA Ha 6 JieT. DTO o3Ha4aeT, 4yTo HacejeHue Poccum B 11e1om
CTaOUJIM3UPOBAIIOCh U TEPEXOAUT K CpeJHEeMY BO3pacTy. OITOT
MOKa3aTeJlb BBIIIE, YeM B CPEIHEM MO OOJBIIIMHCTBY CTpaH MUpa.
Pucynok 1. OOmas 4uCIeHHOCTh, HaceneHus Poccuiickoi

denepaunu (Poccun) 3a 1991-2020 rox®

%0 IIlep6akosa E.M. Jlemorpaduueckue urorn I momyrozus 2020 roxa B Poccun
(uacts 1) // lemockon Weekly. 2020. Ne 869-870. [Dnextponnsiii pecypc] URL:
http://demoscope.ru/weekly/2020/0869/barom01.php (/lata o6pamenus: 30.01.2022)

81 Poccuiickas ®enepamus (Poccus) - ckonbko Hacenenns B 1991-2020 roxy?
[DnexTponnsiii pecype] URL: https://xn----8sbncanfseqabeh4bfdoOg7e4c.xn--plai/


http://demoscope.ru/weekly/2020/0869/barom01.php
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B commansHo-neMorpaduaeckom cmeiciie Poccus 3aBepmmia
nepexoa OT TPAJUWIMOHHOW MONEIU JACTOPOXKICHUS (IJIaBHAs
OCOOCHHOCTh - HWMETh OOJbIIe JeTeil) K COBPEMEHHOH Mojenu
neTopoxkaeHus: (maBHasi OCOOEHHOCTh - MMETh MEHbIE JeTeil).
[TogoOHast Tpanchopmanus Poccun mpousolnuia HaMHOTO paHbIIIE,
yem B Kwurae. Dta TpaHcpopMmanus Hayalacb B POCCUHCKOM
o0I11IeCTBE BCKOpE IMOCTe OKOHYaHWs BTopoil MHpoBOW BOMHBI U
Obl1a B OCHOBHOM 3aBepiieHa B 1970-x romax. OgHako KUTaKWCKoOe
o0lIEeCTBO BCE €II€ HAaxXOAWJIOCh B  COCTOSHUU  BBICOKOM
poxkaaemMocTu 10 Hadana 1970-x ronos. Tpancdopmariys Hauanach B
cepeaune 1970-x romoB, HO OHA Pa3BUBAJIACH YPE3BBIYANHO OBICTPO
1 OblIa B OCHOBHOM 3aBepiineHa K Hadany 1980-x romos. Paznuuus
Mexnay Kuraem m Poccueid B m3BMEHEHMH MOZEIEH POKIaeMOCTH
OPOSIBJISIFOTCSL.  HE  TOJBKO B IMPOJOJKUTEIBHOCTH  BPEMEHU
TpaHcopmany, HO ¥ B MOTHUBAIMKM TpaHC(HOPMAILIUU, TTOCKOIbKY

Tpancdopmanus B Poccuu mpoMCcXOAUT CHOHTAHHO. DTU (PAKTOPHI
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MOBIUSJIA HAa OpPraHU3alMil0 TpyAda B COBPEMEHHBIX POCCHUHCKHX
KOMIIAHUSIX.

OnHako PKOHOMHUYECKHE M COLUANbHBIC (DAKTOPHI, MPUBEIIINE K
COKpAIIICHUIO YMCICHHOCTU HaceleHus Poccuu, KOpeHHBIM 00pa3oM He
YAYUYIIHIUCH, U CHUKEHUE JIEMOTpapruecKoro AaBIeHUSI BO30OHOBUIOCH
nocise koporkoro nepuona ocnadnenusi. C 2018 roga nacenenue Poccun
CHOBA HA4aJI0 COKPAIIATHCS, U ATO COKPAIIEHUE YCHIIMBACTCS (CM. pUC. 2).
[TocTpagaBmmx ot smuaemuun COVID-19 muoro, uncno cmepreit B 2020
rogy yBennuuioch Ha 18% mo cpaBHenuro ¢ 2019 rogom m cocraBuio
okoio 2,139 mwiuona, u3 kotopbix okosno 104 000 cmepreit ObLIH
HerocpeacTBeHHo Bb3BaHbl manaemun COVID-19. 3a ToT ke mepuon
YUCJIEHHOCTh HaceleHus, poauBiuerocss B Poccuu, cocraBuia OKOJO
1,437 munnuona yenoBek, yto Ha 44 600 menwiuie, yem B 2019 romy.
Uucno ymepmmx HaMHOTO TMPEBBIIAET YHUCJIO POJAUBIIUXCS, a
€CTEeCTBEHHAas! YObUIb HACEJIEHUS JIOCTUIJIA CAMOTO BBICOKOTO 3HAYEHUS C
2005 roma. Dnuaemusi OrpaHUYMIIAa IPUTOK HHOCTPAHHBIX UMMHUIPAHTOB,
u B 2020 rogy B Poccum Oymer mpokuBarh ToJibKO okojo 100 000
YeJlloBeK M3  4YMciia  HMHOCTPaHHbIX  MMMHrpanHTtoB.  CoderaHue
€CTECTBEHHOW YOBUIM HACEJICHUS] U PE3KOT0 COKPAIEHUS WHOCTPAHHOU
UMMUTpAILUM NIPUBETIO K ToMY, 4TO B 2020 roay YMCICHHOCTb HACEJIEHUS
Poccun cokparutcs npumepro Ha 600 000 genosek, uto B 18 pa3 Gosbliie,

yeMm B 2019 rony, u sBisieTcs cambiM 00sbITUM TT0KazaTenem ¢ 2003 rona.
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Pucynox 2. PoxmgaemMoCTh, CMEPTHOCTh M €CTECTBCHHBIN

npupocT Hacenenus B Poccun o romam®?

Po}aaemocTb, CMePTHOCTb U eCTeCTBeHHbIN NPUPOCT HaceneHnA Poccumn

.......

1950 1960 1970 1980 199041995 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009-20007 2011 2012 2013 2014 2015 2016 201/ 20%6-2049

e PO ASEMOCTE e CMEPTHOCTE EcTecTaeHHbIi npUpocT

B nociianuu B. B. Ilytuna o nonoxennu B Poccuun B 2020 romy
3asBJIEHUE 110 BOINPOCAM HAPOJOHACENICHHUS 3aHUMalO TPETh
IOCJIaHKsI, @ B MOciaHuu O nojoxeHnn B Poccum B 2021 ronmy
YKa3bIBaJIOCh, YTO HaceleHue Poccum HaxonuTces B ''Upe3BhIUaHON
cutyauuu”.3® Hacenenue TpynocnocoGHOro BO3pacTa NpeaCTaBIseT
co00if OCHOBHOM pe3epB TPYIOCIOCOOHOTO HaceleHus. TpymoBoi
pE3EPB CTAJKHUBAETCA C pACTyLUIMM MCTOLIEHUEM, C HEXBATKOM
paboueil cuibl B 10 MUJIMOHOB YENIOBEK, YTO MPUBEJIO K BHICOKUM

[IEeHaM Ha pabo4ylo CUITy, 0COOCHHO B OOrarbiX pecypcamu pailoHax,

32 PO)K,[[aeMOCTB CMCPTHOCTH U €CTECTBCHHBIN MMPUPOCT HACCIICHUA B Poccun o
ronam. [DnektponHsiii pecypc] URL:
https://infotables.ru/statistika/31-rossijskaya-federatsiya/784-rozhdaemost-smertnost

¥ (%30 FEE R =FMP WA LAY 2, AR, Jbe, 2021 4F
19 1., 2B 62 T,

JIu Mun. Jlemorpaduueckue nzmenenus B Poccun 3a nocnennue 30 jet u nocieHue
Tpu rozaa // Mup 3Hanuii. [Tekun. 2021. Ne 6. C 62.
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TaKuX Kak He(Th, IPUPOIHEIN Ta3 U aApeBecuHa Ha JlamsHem BocTtoke u B
Cubupu. HexBaTka MOJIONON M CUIILHOW MYKCKOM paboueil cuibl cTaja
O0ojee CEphe3HOW, YTO B  ONPENCICHHON CTEMEHW 3aMeIJIAIIO
3KOHOMHUYECKUM poct Poccun. MOXHO cuHMTarb, 4YTO BaXXHOCTh U
aKTyaJbHOCTh JaeMorpaduyeckux mnpobmem B Poccum mnomssuuch Ha
OecmpenieieHTHRI  ypoBeHb. Jlemorpaduueckue mpoOIeMbl —CTau
BOXHBIM (DAKTOPOM, BIMSIONIMM Ha BHYTPEHHHUE Ji€Jla U BHEIIHIOIO
nonmuTuKy Poccum. CokpalleHue 4YnCIIEHHOCTH HACEIEHUs UM CTapeHue
OUYCHb BPEIHBI IS SKOHOMHYECKOro pas3Butusi Poccum. MccnenoBanus
MoKa3ajiu, 4To cpeau (PaKkTopoB, CHOCOOCTBYIOIIUX HKOHOMHYECKOMY
pocty Poccum 3a mocnemnue 20 jet, BkiIan paboyed CuUIIbl Urpant
OTHOCUTENILHO HEOOJNBIYIO POJib, a BKJIAJ WHBECTULMOHHOTO KamuTaa
uMeeT OOJIBIIIOE U OTHOCUTENBHO CTa0MIIbHOE 3HAaUeHUe. BiusHue 1eH Ha
HSHEPrOHOCHUTENIM Ha SKOHOMHUYECKUH POCT OYEHb BaXKHO. JTa TEHACHIIMS
OKa3ajla HEraTMBHOE BIMSHUWE Ha TMOCTPOEHUE OpraHU3alMUU Tpyla
KOMIIAHUM ¥ COLMAaJIbHO-3KOHOMHYECKOE pAa3BUTHUE CTpaHbl. YwucIo
CHECHHAIKNCTOB-NIPAKTUKOB B~ NIPOMBIIUIEHHOCTH,  CTPOUTENBCTBE,
arpoJiecoMeInopalnu, Hayke u cepe HaydHBIX YCIyr COKPaTHJIOCh, YTO
IIPUBENIO K CEPhE3HOM «yTeuke yMoB»>4. ObecledeHre panuoHaIbHOIO

UCIIOJIb30BAHMS TPYAOBBIX PECYpPCOB CTpaHbl CTANIO BaKHEHIIEH 3amadeit

3 Vpan Anexcannapos. Poccus: pe3koe YCKOpEeHHEe yTeUKH MO3TOB — HAIHOHAIBHOE
OeJICTBHE WIIN «HUYEro TparuyHoro»? [OnekrponHsiit pecypc] URL:
https://russian.eurasianet.org/poccusi-pe3Koe-yCKOpeHHE-yTeUKH-MO3TOB-—HaIIHOHAJ
bHOE-0€ICTBHE-WIN-«HUYEro-Tparndyoro» ([lara odpamenns:10.05.2021)



71

ColMalibHO-PKOHOMHYECKOoro pa3utusi Poccuu. I[Ipobrnemsr ¢
pabodeil CuJIOW TaKXe 3acTaBWJI PYKOBOJCTBO POCCHUCKUX
KOMITAaHUW yAensATh Oonblie BHUMAHUS 3apabOTHOM TuIaTe W
COLIMANIBHBIM TOCOOUSIM, a TaK)Ke TapaHTHUSAM TPYAOBBIX IMpaB B
LHEeNIsX  NpPUBICUEHHMS M yAepXaHus  KBaJU(UUIUPOBAHHOIO
IIepCoHaJIA.

NMeHHO 1o BBIIEYKa3aHHBIM IPUYMHAM B IIOCIEAHUE TOABI BCE
Oonpie M OoOJbLIE  POCCUMCKUX  YYEHBIX TaKXKe  IPOBOAST
COOTBETCTBYIOIIME  MWCCIENOBAHMS IO OpraHu3alvMd Tpyda B
TPaHCHALIMOHAIbHBIX KOMITQHUSX. AHanuzupys HEAOCTaTKA
MEKyHApPOIHBIX OPTaHU3alUK U 3aKOHOB B 3aIUTE MPAaB U UHTEPECOB
paOOTHUKOB, HEKOTOpPHIE YYEHbIE YyKa3aJldi Ha BAXKHOCTb TPYAOBBIX
OpraHHU3aLnn TPaHCHALIMOHATBHBIX KOMIIAHUI: HE00X0IUM
KOMIUIEKCHBIN MOAXO/ IS PETYIUPOBAHUSA U MOHUTOPUHTA MTOBEICHUS
KOMIIAaHMM 1O BompocaMm IMpaB paboTHHKOB. HemocrarouHo umerhb
BJIMSHUE MEKJIYHAPOIHBIX OPraHU3alUil, IMOTOMY 4YTO 3TOT BOMIPOC
MOXET OBbITh MO-HACTOSIIEMY YPEryJupOBaH TOJIBKO IPH MOAJIEPIKKE
CTpaH, TJe PacioIokKeHbl (UIHAIbI TPAHCHAMOHATIBHBIX KOMITAHHI Y,

B JOITIOJIHCHUC K COOCTBECHHOM opraHm3anuu Tpyaa KOMIIAHHH,

% Maxkapesuu M. JI., Antonosa I1. A. IIpo6GaeMbl IOBBIIIEHNS OTBETCTBEHHOCTH
TpaHCHAIMOHAJIBHBIX KOPIOpAUi B 00JIACTH COOIOACHUS TIpaB PaOOTHUKOB //
WHHOBaOHHAs 9KOHOMUKA: NIEPCIEKTUBBI pa3BUTHUS U cOBeplIeHCTBOBaHUs. 2017.

Ne 1. C 199.
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POCCHUICKOE TPYIOBOE 3aKOHOJATENIbCTBO TAKXKE OKA3bIBAET MOIIEPIKKY
OpraHu3allMM TpyJda KoMIaHuu. TpynoBoe 3akoHOIATeNbCTBO Poccum
noApOOHO  ompenensieT mpaBa M O0A3aHHOCTH  pPAOOTHUKOB H
NPEANPUATANA, KOTOpbIE HMMEIT OOJIbIIOE 3HAYEHUEe [JIs  3allUThI
OpraHu3aliy TPyJla B KOMIIAaHUU. DTU MOAPOOHBIE 3aKOHBI 00€CIIEUNBAIOT
BCECTOPOHHIOIO TPABOBYIO MOIACPKKY MPOPCOIO3HBIM OpPTraHU3aAlUAM
JUISL 3al0UThl 3aKOHHBIX IMPaB M HMHTEPECOB PAOOTHUKOB U IO3BOJISIOT
NpO(COIO3HBIM OpraHu3alusiM, B TOM YHCJIE€ MHOTOHAIIMOHAJIbHBIM
KOMITAaHUSIM, TNPUHUMATh SPQPEKTUBHBIE MEPbl MO  YCTPAHEHHUIO
HapylLIEeHU! NTpaB U UHTEPECOB paOOTHUKOB.

DOxoHoMmHueckasi cucreMa Poccum Havana TpaHcOpMHpOBaThCS B
1990-x rr. Ilox BamMsIHEEM paauKambHBIX pedopM, TaKUX Kak "IIOKOBas
Tepanusi’, MHOTME KOMIIAaHMM, B TOM YHCJE€ TpaHCHAI[MOHAJIbHbIE
KOMIIAHUH, OBLIM CO3JaHbl OTHOCUTEIBHO MO31HO. "B coueranuu c
W3MEHYMBOM MPABOBOM, HAJIOrOBOM M (UHAHCOBOM Cpeaoll MHOTHE

KOMIIAHUM OuYeHb Tpyauble". ¥

B osror mnepuom TpyaoBas rpynna
POCCHMCKUX MPEAIPUATUNA BCE €IlE€ HAXOAUIAaCh HA HAYaJbHOW CTAJUU

Pa3BUTHA, U €€ CTATYC BBIDKMBAHUA U PAa3BUTHUA HC OBLI ONITUMHMCTHYHBIM.

B pesynbrare HapymieHuss TpPyJOBOTO 3aKOHOAATEIbCTBA U IIPaB

B (HBERIR 3 0 FLCRRET A5t A 5o - BEER. b &K
W2, 2021 SE55 4 . 55 4 Ta.

JIn 13ssupMunb. Poccuiickas skoHomuka yepes 30 net nocie pacnana CoBETCKOTO

Coro3a: ananu3 Tpanchopmanuu u pocta //Ilekun. Dxonomuka EBpazuu. 2021. Ne 4.
C4.
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pabOTHUKOB MPEANPUATUSAMHU SBISAIOTCA OOJee CEepbe3HbIMU, YEM B
apyrue mepuoabl. JIms  poCCHMCKMX KOMIAHUW OoJbIas 4YacTh
COBEPILEHCTBOBAHUS OpraHU3alUd TpyJa B KOMIIAHMM BCE €Ile
HaxOIMTCSI Ha YPOBHE BBIIOJHEHUS OCHOBHBIX FOPHIMYECKHX
00513aTeNbCTB, U HET MOTEHIMANA JJIs1 U3yUYEHUS U MOBBILIECHUS YPOBHS
opranuzauuu Tpyaa. C TOYKM 3pEHHS POCCUHCKOTO NPaBUTENIbCTBA,
nmpoosieMa KOPHOPATUBHOM 3aJJ0JPKEHHOCTH MO 3apabOTHOM IjiaTe u
BBICOKMH YpOBEHb 0€3paOOTHIbI BCErnia ObLIM BaXKHBIMU (DAKTOPAMH,
BIMSIOIIMMUA Ha CTaOMJIBHOCTh B pa3jIMYHbIX peruoHax Poccuu.
[TosTOMy poccuiickoe MNpaBUTEIBCTBO NpPHAAET OOJIBIIOE 3HAYECHHE
BBITIOJITHEHUIO OCHOBHBIX IOPUIUYECKUX 00S3aTEIbCTB OTE€UECTBEHHBIX
MpEeANnpUATAA, 0COOEHHO TPaHCHALUMOHAJIBHBIX MPEANPUATUH, B cdepe
pPEryIMpOBaHUsl  COLMANIBHO-TPYAOBBIX  OTHOIIEHHWH. B  1enom
POCCHUICKOE MPaBUTEIBCTBO OKA3bIBAET OOJBIIYIO MOAAECPKKY MaJbIM
U CPEIHUM IPEANPUATUAM C TOUKU 3PEHUSI SKOHOMUYECKOM MOJIIUTUKH,
CHUXasi OpeMs KOPIIOPATUBHBIX HAJIOTOB, YNPOIIAsi COOTBETCTBYIOIINE
OPOLENYpBl, TaKAE€ KaK PpErucTpanys KOMIIAHWM U €XCIHEBHbBIC
IPOBEPKH, W TapaHTUPysl UX MPOU3BOACTBO U PA3BUTHE, POCCUMCKOE
IPABUTEIBCTBO CIIOCOOCTBYET BBIIOJIHEHUIO OCHOBHBIX HOPUINYECKUX
oOs3atenbeTB  mpeanpustuil.  [lpenmpusitus, KOTOpble  BOT-BOT
CTOJIKHYTCSI C OaHKpPOTCTBOM, IIPaBUTEILCTBO  3acCTaBiIsIE€T B

MaKCHUMaJbHO BO3MOXHOM CTEIICHU CO6J'II-0I[aTI> COOTBCTCTBYIOIIUC
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MpoIeTyphl NX (PYHKITMOHUPOBAHUS M OAHKPOTCTBA U KaK MOXKHO CKOpee
MPUHATh TPUHIUIT OTKPBITOCTH, YTOOBI UX COTPYIHHUKH HMEIH IPABO
3HAaTh U PEAJIM30BbIBATh CBOM OCHOBHBIE IPaBa, HA 3apa0dOTHYIO IJIaTy U
(GUHAHCOBYIO MOAACPKKY. BUAHO, UTO I IPENNPUATHI TIPABUTEIHCTBO
Oompmie  3a00TUTCS O  BBHINOJIHEHWH  OCHOBHBIX  IOPUAMYECKHX
00s13aTe€NbCTB  NPU  BBIIOJHEHUU  KOPIIOPATMBHOM  COLMAJILHOM
OTBETCTBEHHOCTH, MOTOMY YTO TOJBKO IIOCJIE€ TOTO, KaK OpraHU3alus
Tpyzna OyAeT COBEPLIEHHON, MOKHO OyJIEeT 3alllUTUTh MpaBa U UHTEPECHI
pabOTHUKOB U YMEHBIIUTh HETAaTUBHOE BO3JIEUCTBUE Ha OOIIECTBO.
OTBETCTBEHHOCTh 3a pabo4yre MecTa U 3apabOoTHYIO IJIaTy COTPYIHUKOB
ABJIIETCSI TTOBCEAHEBHOM COLIMAJIBHONW OTBETCTBEHHOCTHIO KOMITAHMM B
Poccun.

B To BpeMs Kak MHOTME POCCHUHCKHE KOMMIAaHUH, OCOOCHHO MaJble U
CpelnHue MPEanpusTsi, OOPIOTCS 3a BBDKHMBAHHUE, HEKOTOPHIC KPYITHBIE
rocygapcTBeHHble mnpeanpuatus B ObiBiieM CoBerckoMm Coro3e ObLIH
OPUBATU3UPOBAHBI PA3IUYHBIMU CHOCOOAMH B MPOLECCE paAUKaIbHOM
TpaHchopMaI POCCUUCKONW IKOHOMUYECKOW cucteMbl B 1990-e 1T
Kpome Ttoro, Gorareie 3amacbl pecypcoB B Poccum Takke HOpOIuiIH
0OJIBIIIOE KOJUYECTBO “‘ONIMTapXHUYECKuX’ TMPEINPUIATHH B 00JIaCTH
HHEPreTUKH, TMOJIE3HBIX MCKOMAaeMbIX U (PUHAHCOB. B CBs3M ¢ OBICTpPHIM
Pa3BUTHEM PECYpPCOAOOBIBAIOIIETO CEKTOpPa POCCHUHCKOW IKOHOMHUKU B

nocjaeqHue JBa JCCATWICTHS OTH  OJUTapXuueckue'  KOMIIaHWH,
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Oaszupyrommecss B Poccum, OBICTPO BBIPOCIM H  TOCTEIICHHO
MpPEBPATUIIUCh B  KPYNHbIE  TpPAaHCHAIMOHAJIbHBIE  KOMIIAHUH,
3aHUMAIOIINE BAXKHOE MOJOKEHUE B SKOHOMUYECKOM pa3BuTuu Poccum.
ITo cpaBHEHHIO ¢ MaJbIMU U CPEIHUMH MPEINPUITUSIMU 3TU KPYITHbBIE
TpaHCHAIIMOHAJbHBIE KOMIAHMU O0NagatoT Oonbliod (UHAHCOBOM
MOIIbI0, OOJIBIIUM KOJIMYECTBOM COTPYAHUKOB M CIOCOOHOCTBHIO
BHOCHUTH OOJIBIIMI BKJIAJ B MOCTPOEHUE HOBBIX CHCTEM OpraHU3allUuU
Tpyaa. [TosTOMy  COBEpILICHCTBOBAHME  OpraHM3alMu  Tpyja
POCCUMCKMX  KOMIAHUM W BBINOJHEHHUE  COOTBETCTBYIOIIUX
COIIMAIBHBIX 00S3aTeJIbCTB B 3HAYUTEIBHOM CTEICHM JICTVIM Ha IJICUH
ATUX KPYNHBIX TpPaHCHAIMOHAJIBHBIX KoMmaHui. Ha camom gerne,
POCCUICKOE MPABUTEIBCTBO TAKXKE HEOJHOKPATHO TPeOOBao, YTOObI
ero CcoOCTBEHHbIE TpaHCHAIMOHAJILHbIC KOMIAHUW Opaiu Ha ceds
00JIbIIIE COLMANIBHBIX 00S3aTEeNbCTB, UTO TaKXKE TPEOYEeT OT KOMITAHUM
NOBBIIIEHUS 3(PGEKTUBHOCTH PETYJIUPOBAHUS COLIMATBHO-TPYAOBBIX
orHomeHnui. J[. A. MenBeneB onHaxasl npusBail "B Poccum
aKTUBHOCTh YaCTHOTO OM3Heca BO 01aro rocyaapcrba U OOIIECTBA YKe
JOJITUE TOAbl CTUMYJIUPYIOT '"COLMAIbHOW OTBETCTBEHHOCTHIO". U
ceiiuac, Korja rocydapCTBOM IIOCTaBJICH BONPOC O MOJCPHHU3ALINU
SKOHOMHKH, YaCTHOMY OHM3HECy CHOBa 00 JTOM OTBETCTBEHHOCTH

HaIIOMHUMIJIN. "Bbonbiiie JACHBI' IMpcaIrojiararoT )41 6OJ'II>IHy1-O
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OTBeTCTBEHHOCTR" .3’

UtoObl  dyuiie  pa3BUBaThCd B YCIOBUSIX  BHYTPEHHEH U
MEXAYHAPOIHOM  KOHKYPEHLHUH, POCCHIICKME TpaHCHALMOHAJIbHbIE
KOMITAaHUM Takke oOpaIlatoT BHUMaHUE Ha BIUSHUE MEXaHU3MOB U LEJIeH
OLICHKM  KOPIIOPaTWBHOW  COLMAJIbHOM  OTBETCTBEHHOCTH, YTOOBI
MOJIEP>)KUBATh CBOM COOCTBEHHBI XOPOILIWKA KOPHOPATUBHBIA MMHUJIK, a
KOPIIOPAaTUBHBIA ~ MMHJ/K  HEpPa3pbIBHO CBA3aH C  YJAy4YLICHUEM
OpraHu3alHH TpyAa, 03TOMY OCTPOCHHE COLIMAJIBHOM
OTBETCTBEHHOCTH 3aCTaBUT KOMIIAHUM OCYIIECTBISITH IOCTPOCHHE
opraHuzaluu Tpyzaa. B To ke Bpems, 4TOObl OTKPBITh PBIHOK JUIS
pPa3BUTHS MHOCTPAHHOIO OW3HECA, POCCUUCKOE IMPABUTENIBCTBO TaKKe
VAYYIIUIO  CTPYKTYpPYy  OpraHM3aluud  Tpylda,  PYKOBOJICTBYSChH
HAllMOHAJIbHBIMU CTaHJAPTAMHU MPEANPUITUNA B OLICHKE U BHEIPECHHUU
KOPIIOPAaTUBHOM COLMAJILHOW OTBETCTBEHHOCTH. B TocnemHue roasl B
OpraHu3allii Tpyla pPOCCUNWCKHE TpaHCHALMOHAIbHBIE KOMITAHUM
NO0OUITUCH OOJIBIIOTO Pa3BUTHS Ojarofaps CONEUCTBHUIO MPABUTENILCTBA.
KoHkperHbIM mposiBneHHeM 3Toro spiasercs 1o, 4ro ¢ 2004 roma
NpaBUTENBCTBO Poccuu Hayano yaensiTh BHHUMAaHUE BHEAPEHUIO U
Pa3BUTHIO KOPIIOPATUBHOW COLMAJIILHOW OTBETCTBEHHOCTH. Poccuiickas
Qeneparnus npeanpruHUMAareneil npuHsia "Poccuilckyto KOpIopaTuBHYIO

COLIMANIBbHYIO XapTHIO", KOTOpasi 3HaMEHYyeT OQHUIIMaIbHOE POABUKECHHE

8" Bnagumup Kyssmun. CosecTs Moaepuusamu // Poccuiickas Tazera. 2010. Ne 30.
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MIPaBUTEIBCTBOM  IPAKTHKMA  COLHMAJIBHOM  OTBETCTBEHHOCTHM Ha
npeanpusITusx. B Tom xe romy AreHTCTBO ColUaibHONW MH(POPMAIIHH,
NHCTUTYT 3KOHOMHYECKUX OCHOB ToponoB, Poccumiickas denepanms
npennpuaumMarenet, Kiryd kopnoparuBnbeix ¢unantponoB u MHCTUTYT
pa3BUTHS  NpeanpuHuMarenscTBa ['pynmbel  PeHoBa  coBMecTHO
yupeaunn " JlenoBoi ki1y0 mo pa3BUTHIO HEDUHAHCOBON OTYETHOCTH
KOTOPBI CTajl OAHUM M3 OCHOBHBIX HMHCTUTYTOB, CIIOCOOCTBYIOLIMX
Pa3BHUTHIO OTYETHOCTHU O KOPHOPATHBHOI S,

B Poccun mMoxHO HaOMIONATh pa3jiM4yHOE OTHOLIEHUE K Pa3BUTHUIO
pPa3IMYHBIX TUIOB MPEANPUATUN KaK C TOUYKH 3PEHUS TPABOBBIX HOPM,
TaK U C TOYKU 3pPEHUS OPUEHTALUU TOCYJApCTBEHHOW MOJUTHUKH, U
MOYKHO YAEJSTh BHUMAaHUE PA3IMUMIO0 MEXKIY pa3IMYHbIMU YPOBHAMHU
KOPIOPAaTUBHOM oOpranuzauuu Tpyda. OTHOIIEHHE NPABUTENIbCTBA
TaKke CWJIbHO oTinyaeTca. Kak ynmomuHanoch paHee, Al KPYIHBIX
TpaHCHAIMOHAIBbHBIX  KOMIIAHWH, Onaromaps ©X (QUHAHCOBBIM
pecypcaM U COOCTBEHHBIM BO3MOXKHOCTSIM B 00JacTH pa3BUTHS,
IIPaBUTEIBCTBO YACTO 00paIllaloT BHUMaHUE Ha (DYHKIMH OpTaHU3aluu
TpyZa 10 OOCIYXKMUBAaHUI OOIIECTBEHHBIX OOBEKTOB, KOTOpHIE
OKa3bplBAIOT BIMSHME Ha OOUIECTBEHHYIO KH3Hb, M 0OpaIiaroT

BHMMAHHC Ha BBIIIOJTHCHHUC CBOHUX COIMAJIbBHBIX 00513aTCILCTB B paMKax

8 Caiit JlenoBoro kimy6a 1o pa3BUTHIO HePUHAHCOBOM OTYETHOCTH. [DNEKTPOHHKIIA
pecype] URL: https://soc-otvet.ru/
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"yaCTHO-TOCYIapCTBEHHOTO MapTHepcTBa'. B obnactu criopra, HCKYCCTBa,
MEJUIIMHBI U 3APABOOXPAHEHUS, & TAKKe 00pa30BaHUSI MECTHBIE OpPTraHbl
BJIACTH BHEAPSIIOT KOMMEPUECKHE PECYPCHI, MOAMKUCHIBAS O(UIIHATBLHEIC
COMNAIIICHUSI O COTPYAHUYECTBE, C OJHOM CTOPOHBI, MPABUTEIHCTBO
UCIOJB3YET OSTOT METON i MOOWIM3alMU JHTY3UMa3Ma YacTHBIX
OPEANPUSATANA JUISl Y4acTUsl U TOAJACPKKU MNPEANPUITHI C MOMOIIbIO
"TOCYIapCTBEHHBIX 3aKYyNOK YCIOyr'; ¢ JOpPYrod CTOPOHBI, 3TO TaKkKe
CIIOCOOCTBYET HSKOHOMHYECKOMY Ppa3BUTHIO CaMOT0 MPEIIpUsTUS U
MOXET MO3BOJIUTh JOCTUYL II€JIEH, TOCTABICHHBIX MEPE]l OpraHu3anuen
Tpyaa komnaHuu. BooOiie roBops, ¢dopma opraHuzalivu TpyJa KpymHbIX
KOMIAHUM B OOJBIIEH CTENEHU OTPaKaeTcsi B €IUHOM BBIMOJHEHUU
IOPUIMYECKUX U MOPAJIbHBIX 00s13aTEIhCTB KOPIIOPATUBHON COIMAIbHON
OTBETCTBEHHOCTU. [lOCKOJIbKY MAESATEIbHOCTh KPYIHBIX MPEANPUSTUN
OTHOCUTEIBLHO  CTaHJApPTU3UPOBAaHA,  HAPYUIEHUH  IOPUAMYECKHUX
00513aTeILCTB OTHOCUTEJIPHO Majlo, MO3TOMY MOJUTUYECKAss OpUCHTAIUS
PYKOBOJICTBA CKOHIIGHTPUpPOBAaHA Ha BBHIMIOJIHEHUU CBOMX MOpPaJbHBIX
00513aTEILCTB.

Jlns MalbIX W CPeIHUX MPEANPHUATHNA 3TO WUrpaeT BaXXHYH pOJIb B
MOBBIIIICHUN TUOKOCTH pbIHKA. Hu3Kass cTOMMOCTb co3maHus padoumx
MECT MaJbIMH U CPEIHUMU MPEANPUATHIMH SBISCTCS UX HECPABHUMBIM
PEUMYIIIECTBOM Tepe]l KPYIMHBIMH MPEANPUATASIMU Ha PBIHKE Tpyzda, a

TAK)KC HX POJIb HE3aMCHUMA IJIA THOKOTO 3aroJIHCHMS HpO6CJIOB Ha
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PBIHKE, C KOTOPBIMH HE CHIPABIISIOTCS KPYIHBIE NPEANPUSATHS, TAKUE
KaKk pO3HHMYHAs TOProBis, cdepa YCIAyr, MEIULUHCKUE U
HAy4HO-UCCIIEAOBATENbCKUE YyCayru. llmaH comumanbHOro pasBuTHA,
peann3yeMblid POCCHMCKAM TOCYJAapCTBOM, YETKO OIPEAEISIET POJIb
MaJjblX W CPEIHUX NPEANPUSATUN B CHUKEHUM YPOBHS 0€3paOOTHLIBI.
Manele 1 cpenHue NpeaupusaATHs “‘MOTYT NPUHHMAarb IEHCHOHEPOB,
HECOBEPUICHHOJETHUX, HHBAJIMJIOB C ONPEAEIIEHHBIMU CIIOCOOHOCTAMHU
x paboTe, MHOroAeTHBIX Marepell u T.1.”%° Buano, uro ans Poccum
3I0pPOBOE Pa3BUTUE OPTAHU3ALMM TPYAA MaJbIX U CPEIHUX KOMITAHUI
0COOEHHO Ba)XHO JJI COLIMAIBHOW CTAOMJIBHOCTH U YKOHOMHYECKOTO
pasBuths. OOHAKO B MpOLECCE Pa3BUTUS MaJBIX M CPEIHUX
MPEANPUSTUNA, U3-3a BIUSHUS POCCUNUCKON "'TEHEBON YKOHOMUKH ', OHU
4acTo MOABEP>KEHbI OAHKPOTCTBY, BI3BAHHOMY UpE3MEpPHON Harpy3Koi
U  (UHAHCOBBIMU TPYAHOCTSIMHM B  pa3BuTuu. [lostomy s
POCCUHCKOTO TPAaBUTENbCTBA, YTOOBI MOMOYb MaJlbIM U CPEAHUM
NPEANPUATUSAM Jy4lle BbDKUBATh U PAa3BUBAThCS, a 3aTE€M BBIIOJIHATH
CBOM TpyAOBbIe (YHKIMHU, C OIHON CTOPOHBI, HEOOXOAMMO YCHIIUTH
NOJIUTUYECKYI0 TOIJEPKKY, a C JpPYrod CTOPOHBI, HEOOXOAMMO
IPEeOTBPATUTh HEBBIILJIATY 3apa0OTHOM IUIAThl MaJbIMU U CPEIHUMHU

MpCaANpUATHAMA H3-3ad H€3(1)(1)€KTI/IBHI)IX I/IHBGCTI/IIII/Iﬁ KalijgTaljia, a

% TMasnosa O. H. Manblii u cpeaUil 6U3HEC: TOTUCTHYECKAS U
coluabHO-9KOHOMHUecKas ¢pyHkuuu // Hayka u Texnuka. 2007. Ne 5. C 61.
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TaK)K€ HaApyIICHUs MPaB U UHTEPECOB PAOOTHUKOB M3-3a OAHKPOTCTBA.
Hcxonss ©3  3TOro,  BBINOJIHEHHWE  OCHOBHBIX  KOPHOPATUBHBIX
COLIMANIBHBIX  00f3aTENbCTB  MalbIX W CPEAHMX  MPEeNNpHITHN
oOecredrBaeT 3alIUTy MpaB M HWHTEPECOB PAOOTHHUKOB W BBHITIOJHEHHE
oOemanuit 1Mo 3apabOTHOM TUTaTe HA OCHOBE COOJIOMCHUS TUCITUTUTMHBI U
3aKOHa M B OCHOBHOM (POKyCHpYyeTCS Ha BBINOJIHEHHHM U peau3aluu
IOpUIMYECKUAX TapaHTUH.

W3 3Toro BUIHO, YTO OJIMH U3 OCHOBHBIX OIMBITOB OPTaHU3AINH TPY/Ia B
POCCHIICKMX KOMITAHMSIX 3aKJII0YAeTCsl B TOM, YTOOBI COCPEIOTOUUTHCS Ha
BBISIBIICHUM PAa3WYUil B CONEP)KaHWU COIMAIBHOW OTBETCTBEHHOCTH
pa3MYHBIX THUMOB MpeanpusaThii. [IpaBUTENbCTBO MPUACPKUBACTCS
pPa3IMYHBIX TOAXOJOB W TOJUTHKA B OTHONICHWUU MPEANPHUATHI
pa3IMYHBIX TUIIOB U MacIITabOB, U yIesIeT BHUMAHUE PETYIHMPOBAHHIO
COLIMANTLHOW OTBETCTBEHHOCTH Ha pPa3HBIX YpOBHAX. [l KpymHBIX
NPEANPUATANA, TAKUX KaK TpaHCHAIIMOHAJbHBIC KOMITAHWW, OHH JTOJIKHBI
BBIMIONHATh CBOM (YHKIIMM 1O OpraHW3alu Tpyda BO BCeX
HalnpapiIeHUsX, Oyap TO peanus3anus OPUIAWYECKUX WIM MOpPaJIbHBIX
00513aTeNbCTB; JUIsl POCCHUMCKMX MalblX W CPEJHUX HNPEeIIpUSITUN
cOONIIOICHNE JUCHMIUIMHBI M 3aKOHAa M 3allUTa IpaB U HHTEPECOB
pabOTHUKOB SIBISIOTCS Ba)XHBIMU ACHEKTaMU BBINOJIHEHUs (DyHKIUH
OpraHM3alMM Tpyla HUX KOMIIAaHMUM, MU OHU B OCHOBHOM YIEJSIOT

BHHUMAHHNC BBIIIOJIHCHUIO CBOHUX HOPUINYCCKHX o0s3arenseTB. Iloka oHM
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MOTYT 3()(PEeKTUBHO 3amUIaTh TpaBa W HHTEPECHl COTPYIHUKOB,
MaJible M CpEAHHE TMPEANpHUsATAS MOTYT TapaHTHUPOBATh UX
HOpMaJIbHYIO padoTy. [ToaToMy M3ydeHne 0COOCHHOCTEW OpraHu3aIuN
TpyJa POCCUHUCKMX TpPAHCHAI[MOHAJIBHBIX KOMIIAHMN  TO3BOJISIET
3G ()EKTUBHO TOHATH CHCTEMY W CTPYKTYpy OpTraHU3alHUH TpyAa
POCCUMCKHMX KOMIIAHMM, YTO UMEeT OOJblIoe 3HAYeHUEe s

MCCJIEIOBAHUM 110 COLIMOJIOTUH TPY/a.

2.2 Oco0ennocTn OpPraHu3aluMu TpyAa POCCHHMCKHX

TPAHCHALMOHAJIBHBIX NMPEANPUATHH

MotuBanus — 3T0 BaxkHas (PyHKIUS OpraHU3aIMK TPYla KOMITaHUH.
CormacHo Teopuu omnepaHTHOro ooOycmaBnuBanus b. ®. CkunHHEpa
MOBEJICHUE YeJIOBEKa OIpeessieTcss BHEIIHEH Cpeloi, U BHEIIHUE
(bakTOphl MOTYT YyJIydIllaTh IMOBEACHUE, a TTOBEACHUE JIFONEH SBIISCTCS
pe3ynbTaToM HX Tpeaplayiiero odydeHus. Eciaum dbe-To moBeneHHE
OIICcHEHO (TIOJIOKHUTEIIPHOE TMOJKPEIJICHHE), OHU MOTYT ITOBTOPUTH
JNaHHO€ JeuicTBue. Ecim JIeMcTBHE HE pacCIO3HAHO, OHO BPSI JIM
MOBTOpPUTCS  (perpeccusi), W TIOBEJCHUE YEJIOBEKa MPUBEIET K
HETaTUBHBIM  TOCHAEACTBUSAM  (YAydlllEeHUE WM HaKa3aHue), U
nmoBeZicHUe O0OBIYHO Oyner mpekpamieHo. OmHAKO Haka3zaHUE HE
rapaHTUpyeT NOTEepI0 IMOoBeAeHHs. BaXHOCTb TEOpUH ONEPAHTHOIO

O6YCJ'I21BJ'II/IBaHI/I$I JJIA MOTHBAllMM 3aKIO4YacTCa B TOM CbaKTe, 44TO B
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MEHE/UKMEHTE YEJIOBEK MOMKET KOHTPOJMPOBATH IOBEJEHUE Ha padore,
KOHTPOJIMPYsT MoTHUBalMio. [1o3TOMy MeHemKepbl KOMIIAHWH JIOJKHBI
CTAaBUTh YETKWE LIEJIM MPU BHEAPEHHH MOTHBAIMOHHOIO MOBEJICHUA, a
(aKkTHUeCKOe MOTHMBAIlMOHHOE TIOBEJACHHE JOKHO HMMETh YETKOe
HAIpPaBJIEHUE: Pa3EIUTE BECh TPOLECC JOCTUKECHUS LIEJIN HA HEOOIIbIINE
iard, 4YTo0bl War 3a maromM (opMupoOBaTh MOBEACHUE SHTY3UACTOB. JTa
uH(OpMaIMs MO3BOJSET MOTMBUPOBAaHHBIM JIIOASM OBITH B Kypce
pE3yJIbTaTOB, TMOOUIPSIET MPaBUIbHOE IOBEAECHUE MOTHMBHPOBAHHBIX
JIOe WM BOBPEMS HCIPABISET W HCIPABISAET HENPABUIBHOE
MOBEJACHUE MOTUBUPOBAHHBIX JIIONIEH.

C Touku 3peHHs (QYHKIMI CTUMYJIMpPOBAHUS, OpraHu3alus Tpynaa
POCCUHCKHUX TPAHCHALIMOHAJIbHBIX KOMIIAHUI UMEIT CBOM OCOOEHHOCTH.
TouHo Tak »xe, Kak OpJbI HAa POCCHUICKOM TIOCYIapCTBEHHOM Trepoe,
KOTOpPbIE CHMBOJU3UPYIOT BOCTOK M 3alajl, MOJUTHUKA PETyIUpPOBAHUS
OpraHu3aliKi TPYAAa POCCHUHCKUX KOMIAHUU TaKK€ MMEET BOCTOYHbBIEC U
3amajiHble XapakTepucTUKU. B coBeTckuil nepuon ObUIM IPOBENEHBI
OOLIMpPHBIE UCCIIEIOBaHMS 110 CO3/1aHUI0 HAyYHOM OpraHU3ally Tpyna, HO
B Oojee MO3AHMNA MEPUOA COOTBETCTBYIOLIME MCCIEAOBAaHUS ObUIN
OTpaHHMYEHBbl B OINpEAEIECHHOW CTemneHH, moka mnocie pacmaga CCCP
HOBBbIE ()OPMBI OpraHU3allMu TPyJa HE BOLLIA B [10JI€ 3pEHUS COLIUOJIOTOB.
Hekoropple KOMIaHMM NBITAJUCh BOCCTAHOBUTH COBETCKYIO CHUCTEMY

PETYINPOBAHUSA COMAJIBHO-TPYAOBBIX OTHOLIICHUH C ITIOMOIIBIO
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TPAAUIIMOHHBIX JTOCOK MOYEeTa U MACIITAOHBIX KOHKYPEHTHBIX MEp, B
TO BpeMsI KaK JIPYyTHE CJIENO MCIOIb30BaJIM METOMBI 3allaIHBIX CTPaH.
Brenpenue momoOHBIX METONOB XapaKTEPHU3yeTCsl CIIOHTAHHOCTBIO H
OHOCTOPOHHOCTBIO W HE Aaio A((HEKTUBHBIX pe3yibTaToB. Jlumeps
NBITAKOTCS MEPEIOMUTh CHUTYalMIO, CO3/1aBasi LEJIOCTHYK CHUCTEMY,
OCHOBAaHHYI0 Ha MNPUHUWIE MHOXKECTBEHHBIX CTHUMYJIOB, BKJIOYAs
WHJIUBHyabHOE oOTHomeHue. B Poccum mnoBwlieHne 3apaboOTHOM
IJIaThl TTOCTENEHHO CTAHOBUTCS MOJAEIBIO MOTHMBALMHU U YIIPABICHUS
OPEANpUSTUIMU U sIBIsAeTCS 3(P(OEKTUBHBIM CPEJICTBOM MOTHBAIIMU
COTPYOHUKOB. PyKOBOOWTENIN POCCUUCKUX KOMIAHHUM HCIOJIb3YIOT
CTUMYJIMPOBaHHE  3apa0OTHOW  TIaThl  JJIi  Y/AOBJIETBOPEHUS
MOTPEOHOCTEN CBOMX COTPYAHUKOB M JOCTHUXKEHUS II€JIEM KOMITAaHUH.
CtumynupoBaHuEe TpPU TOMOIIM 3apa0OTHOM IIaThl — 3TO METOJ
U3MEPEHHUSI  MPOU3BOJUTEIBHOCTH  Tpyda COTPYJHUKOB IyTEM
COYETaHNSA KAUYECTBEHHOW M KOJIMYECTBEHHOW OIEHKU. OJTO MOJIEIb
CTUMYJIMPOBAHMS, C TIOMOIIBI0 KOTOPOH JIETrKO (DOPMUPOBATH CTUMYJIbI
s cotpynHukoB. Ilockonbky 3apaboTHas Tjiara BiAMsSeT Ha o0a
aCIEeKTa, 3TO HE TOJIbKO NMPU3HAHUE U OLICHKA TEKYIIEH HANpPsKECHHOU
paboThl COTPYIHHMKOB, HO TakXe OXHIAaHUE U OIICHKAa YpPOBHS
3apabOTHON IIIaThl COTPYAHUKOB, KOTOPYIO OHHM MOTYT IOJYYHUTh B
OyIyIieM, 4TO TMOJIOKUTENIBHO CKa3bIBaeTCs Ha pabOTe COTPYIHHUKOB.

COTpyIHUKM MOTYT HCIOJIb30BaTh CTaBKy 3apa0OTHOM IIarkl B
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Ka4eCTBE IMOKa3aressi COOCTBEHHOM LIEHHOCTH, YTOObl MOTUBUPOBATH HX
MPOAOIDKATh pabOTaTh B KOMIIAHUM U BHOCHTH CBOW COOCTBEHHBIN BKIIAJ.
bnaronaps ynopHoil pabore U 3HTy3Ua3My COTPYIHUKH MOJIy4YHJIM OoJee
5¢(GEeKTUBHYI0O M BBICOKOOIUIAYMBAEMYIO0 paboTy, dYTO HE TOJBKO
MOBBIIACT WX MNPOPECCHOHATNBHBIA JHTY3Wa3M, HO U TO3BOJISET
COTPYAHHUKAM HCIBITHIBATH YYBCTBO BBINOJIHEHHOTIO J10JIFA U BHYTPEHHETO
YIOBJIIETBOPEHUS, a TAKXKE yBaXaTh APYTrUX B MPOLECCE MPOABUKEHHS 10
ciyx0e. TBOpUYECKHiI TOTEHLIUANl U SHTY3Ua3M COTPYIHUKOB €lIe OOJIbIIIe
CTUMYJUpPYIOTCS. EciM cOTpymTHUKHM XOTAT MOiy4arb 0oJiee BBICOKYIO
3apa0OTHYIO IUIATy, OHU JIOJDKHBI MPOAOJKAaTh YycepAHO pabdoTrarb u
MOBBIIIATH CBOIO KBanu(uKkaiuio. Eciii yenoBek BHEC OONBIINMM BKIa Ha
JOJKHOCTH HHU3KOTO YPOBHSI, €ro 3apIuiara MOXKET ObITh 3HAYUTEIBHO
NOBBIIIEHA 33 CYET IMOBBIIMICHUS Ha JOHKHOCTb. Cpenu OTIAENbHBIX
KOMIIAaHWM, HE MMEIONIMX IMOJHOIIEHHOW CHUCTEMbl  yIPaBJICHUS
EPCOHAJIOM, U HEKOTOPBIX HEOONBIINX HEPETYIUPYEMBIX KOMITAHUWA OHU
elle HEe CMOIVIM B MOJIHOM Mepe 0CO3HATh, HACKOJIBKO BaKHO () (PEKTUBHO
yHOpaBiIsATh 3apaOOTHON IuaTod. B Xoae MpakTHKM MHOTME KOMIaHWU
IIOCTENIEHHO OCO3HAJIM BaKHOCTh BO3HArPaKACHUN U MPUILIN K BBIBONY,
4yro Oosiee 3((EKTUBHOE YIPaBIECHUE BO3HAIPAXKIECHUEM COTPYIHUKOB
MOXET 3HAYUTEIbHO MOBBICUTh KOHKYPEHTOCIOCOOHOCTh KOMIIAHUM.
Bo3HarpaxxaeHust MOryT He TOJIBKO MOATBEP)KAAaTh M MOATBEPKIAaThb

IMOBCACHUC B IIPOIIJIOM, HO M IIpCAlloIararb, 4TO 6y,Z[y1HI/I€ pacxoabl HA
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paboty OymyT ormiadeHbl. 3apaOOTHas TjiaTa MPHU3HAET CIIOCOOHOCTH
COTpyIHUKA paboTaTh B OMPEIEICHHONW CTEIEHU BO WMS MOBEICHUS U
MEPCIEKTUB pa3BUTUA cOTpynHUKa. [losToMy ympaBineHue 3apaboTHOM
MJIaTOH — 9TO HE TOJNHKO (DMHAHCOBBIA MEHEIXKMEHT, HO M CIIOKHBIH,
HO 2(QGEKTUBHBIA METON CTUMYIUpoBaHUs. KOHEYHO, 3TO MOXKET
BKJIFOUATh B CE€0S1 CTUMYITBI 33 TOCTHKCHUS M CTUMYJIBI 32 JOIKHOCTH.
B mocnemnue romapl cTUMynMHpoOBaHHME 3apaOOTHOW TUIAThI BCE 4Yallle
UCIIONIB3YeTCSl B YIPABICHUM KOMIAHUSMH, W PE3yJabTaThl ObLIH
3aMedaTeNIbHbIMUA. PaOOTHUKY TIPEANPUATANA HYKIAIOTCS B JICHBrax Ha
paHHMX JTamax cBoed paboTel. Ceilyac OHU OOJBIIE CTPEMATCS K
AyXOBHOMY  yIOBIeTBOpeHHIO. Poccuiickue Ou3HEC-MEHEIKEpHhI
MOCTETIEHHO CHIDKAIOT JIOJIF0  0a30BOiMl  3apabOTHOM IUIaThl B
3apabOTHOW TIIaT€ COTPYAHUKOB M YBEIWYHMBAIOT JONIO APYTUX
0a30BBIX CTUMYJIOB K 3apa0OTHOI mJare.

Hampumep, ocHoBHBIC TipenBaputensHbie BeiBoabl Carl Fey (2010)
M0 yMPaBICHUIO YEITOBEUECKUMHU PECypcaMu O CUCTEME MHOCTPAHHBIX
JOYEpHUX KoMMaHuii B Poccuum MOXHO pe3lOMHUpOBaTh CIEAYIOIIUM
oOpazom: CucrteMa 3apabOTHOM TIaThl OCHOBaHA Ha XOpoIlel 6a30Boi
3apabOTHOM IUIaTe, U CTUMYJIMpPOBaHUE 3apabOTHOM IUIaThl AKTUBHO

pa60TaeT4°. CYIHGCTBYCT MHOXCCTBO JOIIOJHHUTCIBHBIX HCACHCKHBIX

40" Carl Fey. pening the black box of motivation: A cross-cultural comparison of
Sweden and Russia // International Business Review. 2005. N. 3. Vol. 14. P. 350.


https://www.sciencedirect.com/science/article/abs/pii/S0969593105000302?via%3Dihub#!

86

JBTOT, BKJIOYas OECIUIaTHOE WM CyOCHAMpYyeMOE€ MUTAaHHUE BO BpeMs
rOpsiYuX CMEH U JOMOJHUTEIbHYI0 METUIMHCKYIO CTpPaxoBKy. bwian
NPHUJIOKEHBI OTPOMHBIC YCHJIMS Ui yACpKaHHUsS COTPYAHHUKOB Ha BCEX
ypoBHsx. [IpunaBanock GONbIIOE 3HAUEHHE OOYUEHHUIO M Pa3BUTHION,

B nononHeHre K MOBBILIEHUIO 3apa00THOM TUIaThl, TPYAOBBIE CTHMYIIBI,
KOTOpble ~ MOTYT OBbITh  peanu3oBaHbl B  Poccuu,  BKIIIOYArOT
CBOCBPEMEHHYIO OIIaTy pabo4MX MECT, MPEMHUH, COIHAIbHbIE OOHYCHI,
YAYYIIEHHE YCIOBUN TPyZa, BOZMOXHOCTH MEPENOATOTOBKY, MOBBIIIICHUE
npodeccuOHANbHBIX HAaBBIKOB, OTHOIIEHWS B KOJUIEKTHBE, OTHOILICHHE
aJIMUHHUCTPATUBHBIX PYKOBOAWTEIEH K TEpCOHANy, CTaOUIBbHOCTD
yCIOBMM  BeAeHUsT  Ou3Heca W CTAOWIbHBIE  TNEPCHEKTHUBBI
TpynoycrpoiictBa*?. TIpy peryaupoBaHHM OPraHU3ALMK TPyAa KOMIIAHUH
MOTYT UCTOJIB30BATh Pa3IMYHbIC CTUMYJIBI: HAIPUMED, B COOTBETCTBUU C
OPUHIIMIIOM pacIpeiesieHuss B3HOCOB, 3apa0oTHas Miata U OOHYCHI
TEXHUYECKOTO IEepPCOHaja W TOPrOBOTO TIEPCOHANIA, KOTOpPhIE BHECIH
3HAYUTETHHBIA BKJIAJ, HAMHOTO BHIINIE, YeM y WX HAYaJbCTBA, MOATOMY
OHH MOTYT YYBCTBOBaTh ce0s KOM(OPTHO Ha CBOEHl CylIecTBYyIOIIEH

pa60Te, AaXXE €CJIM UX B JOJDKHOCTHU HC ITOBLIIIAIOT, OHU MOT'YT IIOJIYy4aTb

41 1gor Gurkov. Human resource management in russian manufacturing subsidiaries
of multinational corporations. [Dmnextponnsiii pecype] URL:
https://wp.hse.ru/data/2014/11/25/1101696968/28MAN2014.pdf/ (Jlata obparetus:
11.25.2014)

(R ks A w) G TR R AT L BTHES. KA. AROR A, 2012 4F. 5B 28

1. AsHa. AHanu3 MoJeIM MOTHBALMU COTPYIHMKOB TPaHCTEIEKOM.
Yanuyss:1[3ununasckuil yausepcurer. 2012. C 28.
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0ojiee BBICOKYIO 3apa0OTHYIO IUIaTy, YTO 3acCTaBISET COTPYIHUKOB
BEPUTh, YTO TOJBKO YCEpAHO paboTas Ha KOMITAHUIO, OHH MOTYT
caMopealnu3oBarhes B Tpyze Ha He€. [10CKoIbKy yCHelHbIe TEXHUYECKUE
CHEIUATUCTBI M MPOJABIBI MOTYT CaMOPEanu30BaThCsA B TPYAE, OHU
BKJIQJIBIBAIOT BCIO CBOIO DHEPTHIO M KaJAPHI B Ty paboTy, KOTOpas UM
MTOJIXO/INT, TEM CaMbIM OO€CIIeUrBasi MAaKCUMAJIbHYIO 3(PPEKTUBHOCTD U
MPOU3BOUTENBHOCTh. KpoMe TOro, poccuiickue KOMIaHuu, 0COOEHHO
KpyIHBIC TPaHCHAIMOHAJIbHBIC KOMIIAHWW, KaK MPaBUJIO, MOTYT JaTh
CBOMM COTPYIHHKaM YyBCTBO O€30MacHOCTH W mpu3HaHus. Jlaxke
€CIM TPOU3BOAUTEIBHOCTh Tpyda WX COTPYIHHUKOB HE SIBIISCTCS
BBITAFOIICICS, OHH, KaK MPABHIIO, HE OYyIyT JIETKO MPUHUMATh MEPHI 110
WX YBOJBHEHUIO (B OTIMYHAE OT KHTAWUCKUX TPAHCHAIIMOHAIBHBIX
KOMMaHUN, 0COOCHHO YaCTHBIX KOMIIAHUM, KOTOPBIE, KaK MpaBuiio, 6e3
POMEJICHUS] YBOJIBHSIOT COTPYIHUKOB 3a TUIOXYI0 paboTy), MOITOMY
MOYKHO CKa3aTh, YTO METOJIBI CTHUMYJIHPOBAaHUS TPyda POCCHUCKHUX
KOMMaHuK Oosiee CIOCOOCTBYIOT yIAEP)KaHUIO COTPYJHHUKOB Ha CBOUX
pabounx wmecrax. Ilo craructuke, 70% pOCCHICKUX COTPYIHUKOB
npopaboTanu B cBoell kommanun Gomee 10 ner*®. DTo HepaspbBHO
CBSI3aHO C Pa3yMHBIMU CTUMYJIaMH OpPTaHU3AlMH TPyAa KOMITAHHH.
Tonbko MO3BOJISIA COTPYAHMKAM YYyBCTBOBATH ceOsi B OE30MAaCHOCTH U

YAOBJICTBOPCHHBIMH CBOUM TPYIOM, MOXHO COXPAHUTb HUX TAJAHTHI U

# Axcenosa E.A. Ynpasnenue nepconanom. FOuutu-Iana, 2018. C 423,



88

MOBBICUTh MPOM3BOAMTENBHOCTh Tpyda komnaHuu. Kak mnpumep
POCCUMCKOM MHOTOHAlMOHAJIBHOM KOMITAHWHW, OpraHu3alnus Tpyda
Gazprom AG sBnsiercss o0pa3noM MOTHBAllMM COTPYIHUKOB. Ennnas
cucTteMa CTUMynupoBaHus mepcoHana Gazprom AG mnommepKuBaeT
COTPYAHUKOB B MOCTOSSHHOM CTPEMJIEHUHU K HOBBIM JOCTMXEHUsAM. Llenu
Y TPUHLHUIBl MaTe€pUAJIbHOTO M HEMaTepPHAIbHOIO CTUMYJIUPOBAHUS
COTPYAHUKOB PACKPBITHI B €IMHOM MOJUTUKE BO3ZHATPAXK/ICHUSI KOMIIAHUU.
"T'azmpoM" nmponoikaeT pa3padaTeiBaTh U BHEAPSTH METO, OCHOBAHHBIN
Ha HAKOIUTEIbHOM MOJENU CTUMYJIMPOBAHUS, KOTOpas JIEKUT B OCHOBE
MJjaHa  KOMIIGHCAlMM W  COUMAIbHOM  TOJEPKKHM  KOMITAaHHUHU.
HakonuTenbHas MoOjeNlb CTUMYJIMPOBAaHUSA BKIIOYAET B Ce0sl IMaKeThbl
3apa0OTHOM TMJIaThl, PsiA JIBIOT, a TAKXE BO3MOXKHOCTH KAapbEepHOIO H
npo(ecCHOHANIBHOIO pocTa sl COTpyAHUKOB. Kommanus aHamusupyer
PBIHOK Tpy/Aa B ONEpPAallMOHHOM 30HE W PEryisipHO IepecMaTpuBaeT
YPOBEHD 3apaboTHOMN TJIaThI, YTOOBI obecnevnTh
KOHKYPEHTOCIOCOOHOCTh MaTepHabHOW CUCTEMbI OIuIaThl Tpyaa. B 2020
rogy cpeaHemecsyHas 3apabotHas miara "lasmpom HedTH" cocraBuia
141 000 pyOGmeit (HecMOTpsI Ha TSDKEIYIO CHUTYaIlMI0 Ha PBIHKE, OHA BCE
paBHO BbIpocia Ha 5%). DTO HaMHOrO BBIIIE, YEM B CpPEIHEM IO
koMrianuu. [loatomy koadduimeHT Tekyuku kaapoB B «['aznpom HePTH»
causuics ¢ 2017 roxpa. (cm. puc. 3)

Pucynok 3. Kosdduument tekyuku kaapoB (%) B «[asmpom
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OcobenHoctu Opra"u3anuu Tpyna POCCHICKUX
TPAaHCHALIMOHAJbHBIX KOMIIAHUWA TECHO CBSA3aHBl C MX HMCTOPUEH H
KyJnbTypoil. Oco0asi opranuzanus TpyJaa CO3HATEIbHO OPUEHTUPOBAHA
Ha Pa3BUTHE Y COTPYAHUKOB YYBCTBa OOIIHOCTH, OTBETCTBEHHOCTH M
y4acTHus, YTO TAKXKE SBISIECTCA OTIMYUATEIBHONM YEPTOM POCCUKUCKOTO
HallMOHAJILHOIO xapakrepa. Poccus pacnonoxeHa B EBpasun, 4to
JIEJIAET €€ KYJbTYPy JBYCTOPOHHEW C BOCTOYHOM U 3alagHOU
KyJbTypaMu. [1odTH ThICAYENETHSA COLlMalbHas UCTOPUS U KYJIbTypa
Poccun KynpTuBHpOBaIM TPAOULMOHHYIO DKOHOMHUYECKYHO KYIBTYDY.
bynbs TO mMaeonorus aBTOKpaTM4EeCKOTO IPABICHUS LAPCKOro IMEpUOa
WIN  BBICOKOIICHTPAJIM30BAHHBIE W  OIOPOKPATUYECKUE  METOJbI

YIIPaBJICHUA owiBiero  COBETCKOTO C0}03a, BO BCC TICPHUOJbI

# Oryer 2020. I'asnpom HedTs. [DnexTponnsiii pecype] URL:
https://ar2020.gazprom-neft.ru/sustainable-development/work-with-personnel.
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BOCIPOU3BOAWIACH TPAAUIIMOHHAS 3TralIUTapHAsl SKOHOMHYECKAsi MOJIEIb
u Orwpokparnueckue metoasl ymnpasieHus. I[locie Ttoro, kak Poccus
BCTyNMWJIa B TIEPUOJl PBIHOYHBIX NpeoOpa3oBaHUl, OHa MpuUjaBalia
0OJIBIIOE 3HAYEHUE POJIHM OTACIBHBIX JIUI[ B PYKOBOJCTBE W BHEIAPCHHUH
WHHOBAIM HAa TPEANPHATHSIX W omupaiach Ha ¢uinocoduio OuzHEeca
€BPOINEUCKUX KOMIIAHWWA IS CO3/JaHUsl COBPEMEHHOM  CHCTEMBI
OpraHu3aluy TPy/Ja B CBOUX KOMITAHUSIX.

(1) 3mMeHuTh KOHUEMINIO a0COMIOTHOTO MOAYUHEHUS JTUAEpaM U
CTPOTOM MEPAPXUUYECKON CUCTEMBI B IUIAHOBOM YKOHOMHUYECKOM CUCTEME.
CoTpyaHUKH MOTYT Yy4aCTBOBATh B MPUHATHH PELICHUN HA TIPEANPUITUN
U TI0Jb30BaThCSl OMPEEICHHBIM IMPABOM TOJ0Ca U JEMOKPATUYECKOU
BIACThi0. M3MEHUB MaTepHANMCTCKUNA CTUJIb YIPaBICHUS, COTPYIHHUKU
M30aBUIIUCh OT CBOEH 3aBUCHMOCTH OT JUAEPOB M OCMEIMINCH B3STh Ha
ce0st Tpy/IOBbIE 00SI3aHHOCTH.

(2) IlooupsiTh COTPYIHUKOB K WHHOBAlMAM, B TOJHOM Mepe
NPOSIBISINTE UX CYOBEKTUBHYH) WMHUIIMATHUBY, COBEPIICHCTBYUTE HX
CIIOCOOHOCTH M KayecTBa M YBEJIMYMBANTE BBITOMABI IS MPEATPUSITHS.
CoTpyHUKHM TIpeAnpusATrAs 00JIalal0T CIIOCOOHOCTBIO Pa3BUBATH PHIHOK,
001a1at0T OOMIMPHBIMU 3HAHUSMH PHIHOYHOW SKOHOMHUKH U 3HAKOMBI C
MEXaHU3MOM (PYHKIIMOHUPOBAHUS BHYTpPEHHero pbiHKa. OOpamarsb
BHUMAaHHE HAa TEXHUYECKHE CIOCOOHOCTH COTPYAHUKOB M  HX

CITOCOOHOCTH peuarb CJIOKHBIC 3aaaqu, HOOHlp}IP'ITe COTPYAHUKOB
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OocCBaMBaTh HOBbIE paboure HaBBIKM M HAKAIUIMBATh OMBIT pabOTHI B
PBIHOYHBIX YCJHOBHSX. M3MEHsIs1 KyJbTypHbIE LIEHHOCTH, COTPYAHHKHU
MOTYT Jy4ll€ aJanTUpPOBaThCs K TPEOOBAHUSAM PBIHOYHON SKOHOMUKH
K TmpodeccuoHanbHOMY KaueCTBy M CTaTh HOBBIMH COTPYAHHKAMH,
o0NafaloMMU  HE3aBUCHUMOW  OCBEIOMJIEHHOCTBIO O PBIHOYHBIX
VHHOBAIUSX.

[TepBoe — 3TO pa3BuUTHE KOMMYHUKATUBHOM OCBEIOMJIEHHOCTH.
[Ipu mnocTpoeHnHn camMo0Oy4Yaromieicss OpraHu3alud OCHOBHBIMU
KOHIENIUSAMU JIOJKHBI OBITh KOMMYHHMKalMs W OOparHas CBS3b,
KOTOpPbIE  CIOCOOCTBYIOT ~ TOMY, 4YTOOBI  KaXKIbId  pazaensia
OTBETCTBEHHOCTh 3a CHCTeMHbIe MpoOiaembl. OJHAKO B TEUYECHHE
JUTMTEIBHOTO BPEMEHU B MPOLUIOM POCCUICKAE KOMIIAHWUN HE YIAEISIIN
00JIBIIOr0 BHUMaHUS 00paTHOM cBA3U. X MH(pOpMaLIMOHHBINA MOTOK B
OCHOBHOM OBblI BEpPTHKAJIbHBIM, U MEHEIKEPhl HEOXOTHO JEJATCS
uHpopmanreil u obecrneunBaloT OOpPaTHYIO CBA3b C MOJYMHEHHBIMHU.
AHanoruyHbiM 00pa3oM, COTPYAHUKHA YACTO TOJIBKO TNPUHUMAIOT
MH(pOPMAIMIO U HE IIPEAOCTABIIAIOT 0OpaTHYIO CBA3b. B onpeneneHHon
CTEIIEHW Ha 3TO BCE €UIE BIUAET COBETCKUH IIEpUON B HCTOPUHU
PETYIIMPOBaHUS TPYAOBBIX OTHOLICHHWM, W 3TO TAK)KE TECHO CBA3aHO C
JUCTAaHLMEH BIACTH B POCCUHCKON KyJIbType, KOTOpas IIpuUBesla K
pa3peIBy MEXIy BEPXHUM M HWXXKHUM YpPOBHSMH. B oTBer Ha 3T

npoOyieMbl  TPYIOBbIE  OpPraHM3allMd  POCCHMCKUX  KOMITaHUU
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MOCTENIEHHO OCO3HAJU BaXXHOCTb OOpPAaTHOM KOMMYHHUKAIIMM, MPOBEIU
COOTBETCTBYIOIIIEE PA3BUTUE U HAKOIUICHHE OMbITA, CBA3aHHOIO C
0oOpaTHON KOMMYHUKALIMEH, I BCEX KAaTErOpHil COTPYAHHUKOB, a TAKXKE
VIYYIIMJIN COOTBETCTBYIOUIUME HABBIKA COTPYAHUKOB C TOYKH 3pPEHUS
OCBEJIOMJIEHHOCTH O KOMMYHHUKAIIMX 1 HABBIKOB OOIIICHHUSI.

BTopoe — »3TO pa3BuTHE UYYyBCTBA OTBETCTBEHHOCTU. B TeueHue
JUTUTEIBLHOTO BPEMEHU POCCUICKAs CUCTEMa MEHEIKMEHTA HE MOOIIpsiia
PYKOBOJUTENEH U COTPYAHUKOB OpaTh Ha ce0s PUCKU U OTBETCTBEHHOCTD
NPy pelieHuU MpodsieM. DTa MyTaHUIlA C JIMYHOW OTBETCTBEHHOCTHIO
MOXET OBITh OOBSICHEHA KOJUICKTUBHU3MOM B POCCHUMCKOW KYJIbTYpe, C
OJTHOM CTOPOHBI, TAKOM KaK MepapXuueckas opraHu3allMOHHas CTPYKTypa
U CHCTEMa KOJUIEKTUBHOTO PYKOBOJICTBA B COBETCKHI MEpPUOJ, KOTOpas
CIOCOOCTBYET KOJUICKTUBHOM (2 HE WHIMBUAYaJIbHOW) OTBETCTBEHHOCTH.
locymapcTBeHHBIN TIIaH OMpenesseT Ieu, CTPYKTYpY W pa3BUTHE
OpeANpUsaTHs, W MEHEIKEephl HE Bcerga MOTYT KOHTPOJUPOBATh
pe3ynbTaThl OpraHu3aluyd U Mpou3BOCTBa. M30eranne OTBETCTBEHHOCTH
CTaJI0 UX KOHCEHCYCOM; C JIPyTrOil CTOPOHBI, 3TO MOXHO OTHECTH K
n30eraHui0 HEONPEACIICHHOCTH B POCCHUUCKOM KynbType. Poccuiickue
MEHEDKephl HaOMparoT Oojee BbICOKME Oauibl MO  HM30EraHuio

HCOIPECACICHHOCTH, YCM aMCPUKAHCKHUC MCHGI[)KGpBI45, 49TO 03HAa4YacT, 4TO

%5 M. Warner. P. Joynt. Managing Across Cultures: Issues and Perspectives //
Thomson Learning. 2002, P. 89.
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MEHE/KEPbl UMEIOT BBICOKWW YPOBEHb TPEBOTH IPU CTOJIKHOBEHUU C
HEONpeIeICHHbIMU cUTyalusiMu. OJIHAKO MEHEIKEPbl POCCUUCKUX
KOMITAaHUI 001a1at0T OOJIBIION BJIACTHIO, YTO MPOTUBOPEUUT PUHIIUITY
B3aMMHOCTH  OOsi3aHHOCTE W mojHomoumnii.  CoBpeMeHHBIE
POCCHIMCKHAE KOMIIAHHHM OCO3HAJIM PAaBHYK) BaXXHOCTb OCO3HAHUSA
JTUYHOU OTBETCTBEHHOCTH U OCO3HaHUA KOJUJIEKTUBHOM
OTBETCTBEHHOCTH, W TPOJBHKEHHUE M MPOJABUKEHUE TOTO U JIPYroro
MOCTENEHHO CTaJl0 BaXXHbIM COJAEPKAHHEM MPAKTUKU Pa3BUTHS
YEJIOBEYECKUX PECYpCOB. bBONBIIMHCTBO KOMITAHWMM  IOBBIIIAIOT
YyBCTBO  OTBETCTBEHHOCTHM CBOUX COTPYIHUKOB TMOCPEACTBOM
COOTBETCTBYIOLIMX OOpa3oBaTelbHbIX U OOYyYarOMIMX MEpPONPUATHHA U
MPOMAraHIupy0T COYETAaHHE JMYHBIX HHTEPECOB, KOPHMOPATUBHBIX
UHTEPECOB, UHTEPECOB KIMEHTOB M COIMATBHBIX HHTEPECOB, UYTOOBI
o0ecreynuTh  XOpOIIYyI0 OCHOBY IJii  YCTOMYMBOIO  Pa3BUTHUS
TIpeIpUsTHiA. *°

Hakoner], BaKHO y4acTBOBaTh B Pa3BUTHM CO3HAHUS PaOOTHHUKOB.
OTO CBSI3aHO C BHYTPEHHUMM YYyBCTBAMH COTPYIHHUKOB (TaKMMH Kak

y4acTUe B MPUHSATUU PELIEHUHN, MOTUBALIUS, TPUBEPKEHHOCTh paboTe,

IMPOU3BOAUTCIBHOCTE U YIOBJICTBOPCHHOCTDH pr,Z[OM) N BHCUIHHMMH

O CHRE AL I N BRI TT R S ) AR 5 AL B RS W AR W 37,2011 4F
25 7 W].%8 16 7. Cyn locroo. [pakTnka pa3sBUTHS YETOBEYECKHUX PECYPCOB

poccuiickux npeanpusituii // Ilekun. Peinok Poccun, LlenTpanbHoi A3uu u
Boctounoii EBponbl. Ne 7. 2011. C 16.
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OpraHM3allMOHHBIMA  acneKkTamMu (TakKuMHU Kak OOIIEHHE MEXIY
COTPYIHUKAMU M OpraHu3alMOHHAs KyJbTypa). OTO BO MHOIOM
XapakTepHO  JUI1  COBETCKOro  mnepuoxa. B mpouwtom  Ha
TOCYJApCTBEHHBIX TMPEANPUITUAX OTCYTCTBOBaja 3HAauMMas CHUCTEMaA
OpraHu3aIuy pabOTHUKOB, 3aHSATOCTh ObLJIa EAMHOOOPA3HO OPraHU30BaHA
roCyJapCTBOM, a HWHJAWBHAYyaJlbHasi  aBTOHOMHUS  OTCYTCTBOBAJa.
CoBpeMeHHbIE POCCUHCKHE KOMIAHWU, OCOOCHHO TpPaHCHAIMOHAJIbHbIE
TPYJIOBbIE OpraHu3alyu, MTOCTENIEHHO OCO3HAJIU BaXKHOCTb
OCBEJIOMJICHHOCTH 00 yYaCTMM M Haualld W3y4daTh COJEpKAHUE,
CBSI3aHHOE C Yy4YaCTUEM COTPYIHHMKOB B 3allaJHOM KOPHIOPaTUBHOU
KyJIbTYpe W TPAIAWIMUA YNOPABICHHUS 4YEIOBEUECKHUMHU PpPECypCcaMH, U
IIPUMEHAThL €ro B OpraHU3allMOHHOM Ipaktuke. Ilo cpaBHeHHIO C
KUTAUCKUMU  TPAHCHAMOHAJIBHBIMA  KOMIIAHUSIMH  PYKOBOJUTENH
POCCUMCKUX TpPaHCHAIMOHAJIBHBIX KOMIAHUW Oo0jiee OXOTHO BOBJICKAIOT
CBOMX COTPYOHUKOB B MPOLECC MPUHATHUS pemieHuil. Kak ynoMuHamoch
panee, B Kutae oTHOCHUTENbHO Oobllasi AUCTaHIMS BiacTu. Jlumepsl
IPEINOYUTAOT MPUHUMATh PEIIEHUSI CAMOCTOSTENIbHO U HE OOBSCHSIOT
NpUYUHbl cBOoMX pemeHuid. CoTpyqHUKaM HYKHO TOJIBKO CJENOBATh
UHCTpYKIMsM. Eciaum  Bo3HHMKHET nmpo0iemMa ¢ HMX HCIOJTHEHHUEM,
PYKOBOJACTBO MOXKET NPHUHATH PAAUKAJIbHBIE MEPbl; U B POCCUHCKUX
KOMIIAHUSIX COTPYAHUKM MOTYT aKTMBHO Yy4acCTBOBAarb B IPOLECCE

[MPUHATHUA peIIICHI/Iﬁ KOMIIAHUM WM BHOCHUTh CBOM COOCTBCHHBIC
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MIPEIIIOKEHUS 1O IPUHATHS PELICHUS.
MeHnemxeppl  Takk€ MOTYT  IOJHOCTBIO  yYWTHIBaTb ~ MHEHHUS
COTpyAHMKOB. Takoe d4yBCTBO ydacTusi oOierdaer co3JaHHe
FapMOHUYHOM  KOPIIOPATUBHOW arMoc(epbl, YTO OJAronpusiTHO
CKa3bIBaeTCsl Ha MOCTpoeHWH 3((EKTUBHON OpraHM3alvH Tpyda B
KOMITAHHH.

C TOukM 3peHus KOpIIOPaTMBHOM KyinbTyphl, Poccuss mnpupaer
0osbIIO€ 3HAaYeHHE >(PPEKTUBHOW BEPTUKAIM BIIACTH, YBAKEHHUIO K
PYKOBOACTBY M KOPIOPaTMBHOMY COOOILECTBY, KOTOpPOE YHAEISAET
BHMMAaHHE 3TUKETY U BJIACTU. B opranusanuu Tpyna KOMOaHUM MHOTHE
JIEJIOBbIE pElIeHUs] MPUHUMAIOTCS B He(dopMalibHON oOcTaHoBKe. JlJis
penieHus: npodsieM JIOASIM 4YacTo MPUXOAMTCS HapyllaTh mpaBuia. B
TOM Clly4ae [Uisl JOCTH)KEHHUS OIpPENEICHHOW LeNnu Heo0X0auMo
COCPEIOTOUYUTHCS Ha O(UIMAIBHBIX KaHallaX CBA3M U CTPEMHUTHCS K
IpY>KECKUM OTHOIICHMSIM IS perieHust mpooinembl. Kak yrnmomuHanoch
paHee, cpeAu KHUTANCKUX KOMIAHUW COTPYIHHMKH PEXKE KPUTHKYIOT
CBOE€ PYKOBOJCTBO, B TO BpeMsl Kak B Poccuum MOXHO OOHapyXWTb
oOparHoe, HaOnoAasl 3a KOPIIOPATUBHOM KYJNBTYpOW: B HEKOTOPBIX
KOMIIAHUSAX KOHCTPYKTHBHAsI KPUTHKA PYKOBOZCTBA HE TOJIBKO HE OyneT
npecekarbcs, HO M OyneT mnooupstbes. KopnopaTuBHblE KyIBTYpPBI
Kuras u Poccum Taxke umerorT pasHele Tunbsl. Ha mnopasisromem

OOJIBIIMHCTBE KPYMHBIX Npeanpusatuii B Kutae HOBbIE COTpYTHUKU
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JIOJDKHBI  MPOXOIUTh Kypchl OOy4YeHHsS] KOPIIOPAaTUBHOM  KYJBType
IIPOJOJKUTENBHOCTBIO OT OJHOM HEAENM 10 OOHOTO MecdAla I0cie
MOCTYIUIEHUS Ha pabory. B TedeHuwe 3TOro mepuoga OHU HE TOJIBKO
U3y4yaloT TEOPETHYECKUE 3HAHUS, HO U MPOXOAAT TPEHUHTH IO
ajanTanuy, YroObl MaKCHMajbHO TOJHO TOHSATH H  YCBOWTH
KOPIIOPATUBHYIO KYJIbTypy. B 3amagHbpIX KOMIIAHUAX CYILIECTBYIOT
AQHAJOTUYHBIE MEpPONPUATHS, KOTOpblE MOIYT YIYYIIUTH paboTy
NpEeANpUATAA W AMCHMIUIMHY coTpyaHukoB. B Poccum OonpmIMHCTBO
KOMITAaHUH Takke OynyT yaensiTh 0co000€ BHUMaHUE COBEPILIEHCTBOBAHUIO
METOJ0B paboThlI, YAYUYLIEHUIO B3aMMOOTHOILIEHUN MEXIY
PYKOBOJIUTEISIMUA M COTPYAHUKAMH U YIyUIIEHHIO padoyeil cpenbl. Takas
KOpIIOpaTUBHAS KYyJIbTypa HE NMPHUBEAET K MPOU3BOIBHOMY pPYKOBOCTBY.
Pocculickue KOMITaHMM UMEKOT JAaBHIOKW Tpaaunuio. MX coTpyaHuku c
yIOBOJBCTBUEM BMECTE OTMEUAIOT PA3IUYHbBIC MPA3THUKU WA TTPOBOAST
coOpanusa. Takas kopropaTHBHas KyJbTypa OBICTPO CY3UT OTHOUICHHS
MEXIYy COTPYOHUKAMU U TIOMOXXET OOBEAMHUTH COTPYAHUKOB. [lo3TOMy
ONPENENICHHBIN JIUACP 4acTO MHULUUPYET YACTHOE U HENPHUHYXIACHHOE
obmenue. [Ipu BeneHUM 1eperoBOpoB POCCHUSIHE LIEHAT MEXINYHOCTHBIE
OTHOILIEHUS U MOJAPOOHBIE IUIaHbl. JTO 0Ka3ajo BIMSHHUE HAa IOCTPOECHUE
OpraHu3alMy TPyAa B KOMIIAHUU.

Korpga opranmzanys Tpyla KOMIAHUU 3allMINAET MPaBa U UHTEPECHI

COTPYAHHUKOB, PABCHCTBO MCXKIAY MYKXYWMHAMHU MW KCHIIUMHAMHU TaAKKC
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ABISIETCA  akTyanbHOM — Temou.  Konctutymus u Tpymosoe
3aKOHOATENBCTBO Poccutickoit denepaunn 3anpenarT
JUCKPUMHUHALIMIO N0 Mpu3Haky mnona (crarbs 3 "JluckpumuHanus B
cthepe Tpynma 3ampemieHa"). OgHako Ha MPAKTUKE >KEHIIUHBI MOTYT
CTOJIKHYTBCS C 3THUM, XOTS M B CKpbITO (hopme. Pa3priB B ommare
Tpyda MEXAy MyXUMHamMu M xeHuuHamu B Poccnm B 2019 rony
cocraBmi 27,9% (paccuntaHo 1o AaHHbIM Poccrara, cM. Tabmuily 2),
YTO 3HAYUTENHHO BBIIIE CPEAHEMUPOBOIO MTOKA3ATENS.

Tabmuua 2. Pa3pelB B omuate Tpyaa MEXAY MYXKYMHAMH U

’KEHIIMHAMU B ctpanax Espomns (B %)%

Ctpana Pa3zpriB B omiate(%)
Poccus 27.9
['epmanus 18.3
OpanHIys 15,8
dunmangus 16.7

OTHU JaHHBIE TaKXe MOSBUIIMCH B HAIMOHAJIBHOM CTaTUCTUYECKOM
o03ope Poccum mo moctmwkenuto llemeit ycroituymBOTO pa3BUTHA,
npencrasieHHoM Ha [Tomutuueckom hopyme OOH B mrone 2020 rona:

B 2019 romy noxonbl pOCCUHCKUX MYX4YMH ObLIM Ha 27,9% BbllIe, yem

47 Gender pay gap statistics. [9nextponnsiit pecypc] URL:

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_sta

tistics.


https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics
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Y JKEHILUH.

PaspelB B ommare Tpyga MeEXIy — pas3IMYHbIMM  BUJAAMHU
HSKOHOMHMYECKOM JIEATEIBbHOCTH W MNPO(ECCHOHATBHBIMU TPYMIIaMU
CHJIBHO Pa3InYyacTcs, U, Kak U B JPYTUX YacTAX MHpa, B mpodeccusx, rie
npeodIagaroT MYXYUHBI, YacTO HAOMIOMACTCsl 3HAYUTEIbHBIA pa3pbiB B
3ansaroctd. Hampumep, B rpynme mpodeccuil “omepaTopsl 3aBOJOB U
CTAHKOB, MOHTQ)XHUKHU M BOJIUTENIN Pa3pblB B OILIATE TPyAa COCTABISAET
29,3%. I'enaepHblil pa3pbiB B 3apabOTHOM TJIaTe 3aBUCUT OT CEMEHHOIo
MOJIOKEHUSI M BO3pacTa KEHIIMH: pa3pblB YBEIUYUBAETCS C BO3PACTOM
PabOTHUKOB: e€cJik B Bo3pacte ot 16 10 29 net oH cocrasnset 18-20%, To
¢ 30 net pa3peiB yBesmuutcs Ha 27-30%. Takas quHamuka 3apaOOTHOM
miaarel  00ycioBieHa TeM (AKTOM, YTO J€TOPOJIHBIA TEpPHOA H
JOUIKOJIbHBIN MEPUOJ AETEH MPUXOAATCS HAa BO3PACT >KEHIIMH mocie 30
JIET, KOrJja OHU OOBIYHO paboTaroT Oojiee KOPOTKUU padouuid AeHb, YTO
IIPUBOIMT K CHIDKEHUIO 3apa00THOM miatel*® DTo 03HAYaerT, 4To ¢ TOYKH
3pEHHUsI PaBEHCTBA B OIUIATE TPyJda HEOOXOJUMO YCUIIUTh 3alIUTy MpaB U
UHTEPECOB COTPYOHUIl. IJTO TpeOyer, 4YToObl OpraHusaius Tpyaa
KOMITAHUM TIOJHOCTBIO y4YMThIBaja (U3HOJOTHYECKHE OCOOEHHOCTH

KCHIIINH, colaJIbHbIN CTaryCc u CEMEHHOE IOJIOKECHUE Ipu pa3pa60TKe

48 I[enapTaMeHT MHOT'OCTOPOHHETO 9 KOHOMHNYCCKOI'0 COTPYAHNYCCTBA
MUH3KOHOMpa3BuTHUs Poccuu. [DnexkTpoHHbId pecypc]|
URL:https://www.economy.gov.ru/material/file/65f53df7ef144f6f6b43ea8529869f52/
101965562.pdf
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CHCTEMBI OIUIAaThl TPY/AA, a TaKXkKe 4ToObI OblIa pazpaboTaHa HayyHas U
palroHagbHas cucTeMa Tpy/a v 3apaOb0THOMN TIIAThI IS KEHILUH, YTOObI
rapaHTUPOBATh, YTO COTPYIHULBI CMOTYT MOJYYaTh Ty K€ 3apIuiaTy, 4TO
1 paOOTHUKH MY>KCKOT'O MOJIa.

Hanpumep, cpenu mnpodeccuoHambHOM Tpymmbl '"MEHEmKephl'”
CPENHEPOCCUMCKUN TE€HICPHBIN pa3pblB B OIUIATE TPyHda MPEBBIIIAECT
CpPEOHEPOCCUNCKUI TIOKa3arenb, gocturas 32,7%. B To xe Bpews,
eciii Oparh B Ka4eCTBE MpuUMepa MeHeKepoB, B MIBaHOBCKOM o0nacTu
ATOT pas3pbIB COCTABIAET 29,6%, 4TO BBINIE, YEM CPEOHUN pa3pbIB B
3apabotHol mnare B Poccuiickoit @enepanuu (20,7%), HO HUXKE, YeEM
CpenHuil pa3phlB B 3apabOoTHON TuiaTe Bced mpodecCHOHATBHOM
rpynnsl. MccnenoBanue, nposefaeHHoe I. TopHTOHOM B mapre 3TOro
roja, mokasano, 4yro Poccusi ctajza MUPOBBIM JHAEPOM B 00nacTH
TeH/IEPHOTO PABEHCTBA CPEJIM BBICHIETO pyKOBOACTBA. B noxasnstomem
OOJNBIIMHCTBE poccUickux KoMmaHui (91%) mo kpaitHelt Mepe onHa
KEHIIMHA 3aHUMAET BBICIIYIO PYKOBOIAILYIO JAOHKHOCTb, YTO BBILIE,
yem B Benukobpuranuu (75%), @panuuu (79%) u CILIA (81%). Oto
enie He Bce. B 2017 rony 1o ke ucciaenoBaHue Takke MOKa3ayio, u4To B
Poccun camast BbICOKasi JOJI KEHIIMH HA PYKOBOJSAIIUX JOJIKHOCTSX,
nocturaromas 47% (cm. Tabnuiy 3), 3a Het cnenyror Uunonesus (46%)

u Ocronus (40%), a SAnonus Toasko 7%.
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Tabnuna 3. {0514 KeHIMH-yIpaBIeHLEB B cTpanax EBporsr®?

Crpana J0J1s1 KEHIIMH-yTIpaBieH1eB(%)
Poccus 47

I'epmanus 18

Nuanns 17

SAnonus 7

M. AprembeB, HCTOPUK U peropTep poccuiickoro u3manusi Forbes,
CUMTAET, YTO TMPUYUHBI TEHJEPHOTO pa3HooOpa3usi B  BBHICIIEM
PYKOBOJICTBE MOTYT OBITh CBSI3aHBI C KCTOPHEH, COLMAIBHBIMU U
nemMorpaduyeCcKUMU YCIOBUSIMHU U TpaaulusiMu. B coBeTckuii mepuoa Ha
yaunax ObUIM JIO3yHTH O TOM, YTO “TOOEAWTh MOTYT TOJIBKO CTPaHbl C
PaBHBIMHU TIpaBaMU JJi1 MY>XYUH UM keHIuH". M3-3a (usudeckor Cuibl
KCHIIIMHBI OOBIYHO HE paboTalOT B OTPACIAX, KOTOPHIE CUUTAIOTCS
WH)XEHEepHbIMU oOnactamu. [lo3ToMy € cOBETCKOro Imnepuoia U 1O
HACTOSIIEE BPEMs NPABUTEIBCTBO HMMEET HEKOTOPHIE OrPAaHUYECHUS B
OpraHM3alMu Tpylda KoMmmaHuh. Hampumep, cOITaCHO POCCUHUCKOMY
3aKOHOJIATENILCTBY, HEMPEPBHIBHBIA BEC PYYHOW HArpy3KH ISl )KEHIIUH BO
BpeMs pabounx CMEH HE JIOJDKEH MPEBBINIATh 7 KT, a TIPH YEPEIOBAHUU C
JIPYTMMH BUJaMU paOOT pyyHas Harpyska He JOJDKHA mpeBblmarh 10 Kr

KaKJple 2 yaca. XOTS 3TO MOCTAHOBJIEHUE COKPATUT KpYyr npodeccui,

49 Grant Thornton. Women in business New perspectives on risk and reward. 2017. P
24.
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KOTOPBIMU MOTYT 3aHUMAThCsl JKEHIIWHBI, €r0 OTIHPABHOW TOYKOU
TaK)Ke SBIISIETCS 3alllUTa 310pOBbs KEeHIIMH. HekoTopeie oOmacrtu,
KOTOpbIE HE TpeOyIoT OOJBIIOr0 KOJIMYECTBA PYYHOTO TpyAa,
OPUBJIEKIN  OONBIIOE YKCIO OJKEHUIMH K  TPYIOYCTPOWCTBY.
Hanpumep, B Takux oTpacifx, Kak (PUHAHCHI, OPUCIPYACHIINS,
MeaunuHa U oOpazoBanue. [losTomMy B Takux mpodeccusix, Kak
Bpaud, CybU U YYHUTENs, TPAJAULMOHHO MPeoOIaaatoT >KEHUIUHBL
Ora cuTyauus HM3MEHWJIAch IOCIE SKOHOMUYECKHX pedopMm, U
BHE3aITHO CTAJIM MONYJISPHBIMUA Takue Mpodeccuu, Kak OyXxrajirepsl
M SKOHOMHUCTBI, YTO TO3BOJIMJIO MHOTMM JKEHIIMHAM 3aHUMAaTh
PYKOBOZSINME TODKHOCTU B Kommauusax*’. B 2019 romy Muntpyn
Poccun mpoBen wmacmtabHyro a0pabOTKy 3akoHa U Jopadoral
npoekT ykaza "OO yTBEp)KICHHHU IMEpEeyHs MPOM3BOJCTB, paboOT U
JOJKHOCTEM C BpEIHBIMH UM ONAcCHbIMH YCIOBUAMU TpyAa,
OTPAHUYHUBAIOIINX 3aHATOCTH KEHIIUH'. Haumuas ¢ 1 suBaps 2021
rojia, pOCCUICKHE >KEHUIMHBI Oyl1yT BHOBb 3aHMMAarbcsl Oosee yeM
100 mpodeccusiMu, TaKMMHU KakK: YJIEHbl SKUMaXeW, MaIIMHUCTHI
AIIEKTPOIIOE3/I0B M  TMApOBO30B, ABTOMEXAaHUKHM ¢  BOAMUTENU
CEIBbCKOXO3SIMCTBEHHBIX TPAKTOPOB, & TaKXe, B TOM YHCIE, CMOTYT

3aHUMAThCSl XUMUYECKUM MPOU3BOJICTBOM PTYTH, Pocdopa, Xiopa,

O (R WA Lo N AR ERD) B D BT, Poccus mumupyer B Mupe
10 KOJIMYECTBY JKEHIMUH-pyKoBoauTeNeit. Russia Beyond. [DnekTponHsiii pecypc]
URL:http://tsrus.cn/shehui/2018/08/14/662585/ ([laTa oopamenwus: 14.08.2018)
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fona, MopduHa U APYTUX MATEPUAITIOB, TOOBIYEH MOJIE3HBIX HCKOAeMBbIX,
00pabOTKOIM METAIOB M BBIIJIABKOM IIBETHBIX METAUIOB. CUMTAETCS, UYTO
JUTBE M CBapka, padoTa aBUAIMOHHBIM MEXaHUKOM M paboTa 10
OOCITy’)KUBAaHUIO  ABUALMOHHBIX  JBUTaTe€lIed  CEPbE3HO  YIPOXKAIOT
PENpPOAYKTUBHOMY 3/J0POBBIO JKEHIIMH. JKEHIIMHAM MO-IPEeXHEMY
3arpemeno yuacTposars B 100 pabounx npodeccuii.®

PaBeHCTBO MeEXIy MY>XKYMHAMU UM OKCHIIMHAMU B POCCHUUCKHUX
KOMITAaHUSIX HE OBUIO JIOCTUTHYTO B OAHOYache. PoccuM, BO3HHKIIEH
nocime pacnaga Coserckoro Coroza B 1991 romy, mnpuunuiock
BOCCTAHABIIMBAaTh  COLMAJbHBIA  TMOPSAOK, BKIIOYAash  U3MEHEHHE
MOJIOKEHHUSI KEHIIMH B CEMbe M Ha paboTe. B mepuoj 3KOHOMHUYECKOTO
cnaga B Poccuu craryc xeHIIMH Ha paboyeM MecTe CUIIbHO MOCTPaa, v
MOYTH OYEHb MAaJIO KEHUIMH MOTYT 3aHMMAaTh PYKOBOISLIME JOKHOCTH
Ha npeanpuarusx. Ha nporsskennn 1990-X rogoB MHOTHE KEHIIMHBI
NOCTYNaJM Ha paboTy, HO CTAJIKUBAINCh C MPENSATCTBUSIMHU Ha MyTH K
npoaBuxkeHuto no ciuyxoOe. IlpaBurensctBo Poccum BrnocneacTBuu
OPUHSJIO PSAI  3aKOHOB M HOPMATHBHBIX aKTOB, 3allpEHIAOIINX
JUCKPUMHUHALIUIO B OTHOIICHWM >KEHIIUMH IpU IMpUeMe Ha pabory -

Hanpumep, DenepanbHbil 3akOH O Tpyne Poccuiickon Penepanuu

(ITepecmoTpenHass ~ penmakius)  DIacUT:  “‘00E€CIIEUEHHE  PABHBIX

Sl (BT E =Rk . YL, Pabora u 6ymymee poccHilcKnX
eHIuH. Sohu. [Dnextponnsiii pecypc] URL:
https://www.sohu.com/a/347840517 260616
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BO3MOXKHOCTEHN BceM rpaxkaanam Poccuiickont denepanyu HE3aBUCUMO
OT HAMOHAJIBHOCTH, I10J1a, BO3pacCTa, COLMAJIBHOIO IIOJIOKECHMS,
MOJIMTUYECKUX YOEKIEHUI U OTHOLIEHUS K PEJIMTUY B peajn3aliy IpaBa
Ha JO0OpPOBOJBHBIM TpPyd W CBOOOMHBINA BBIOOP 3aHATOCTH. 3aKOHBI
Cc0cOOCTBOBAJIM MOTHBALMM OPraHU3aLMU TPYJa KOMIIAHUH K 3aLIUTE
npaB xkeHIIMH. Kak ynomuHanoces paHee, Oojiee KpylHbIE KOMIIaHUH,
0COOEHHO KpYyNHbIE TPAHCHALIMOHAJIbHBIE KOMIIAaHUH, OyITyT 00pa31[0BO
coOntonate mpaBoBble HOpMblL. Hanpumep, B npasienuun "["azmpoma,
KpyHHeiIIeil B MUpe ra3oBOl KOMIAHUM, €CTh [BE KCHIUHBIZ, B
OTJIMYME OT KUTANCKOTO IapTHepa, KOTOpbId cBsizaH ¢ "l'asmpomom",
Kuraiickoli HanmoHanbHOW HE(MTAHON KOpHOpauueH, rie BCE UYJICHBI
COBETa JUPEKTOPOB - Myk4uMHBL>} TakuM 00pa3oM, B POCCHIACKHX
TPaHCHAIIMOHAIBbHBIX KOMIIaHUAX KOJINYECTBO
KEHIIMH-PYKOBOAUTENEH, a TAKXKE MpaBa W HHTEPECH COTPYAHHI
OTPaKAIOT BHUMAHHUE MEHEKMEHTA KOMIIAaHWH K IpaBaM U UHTEpECAM
KEHIIUH.

B ObiBlIee Bpemsi >KEHIIMHBI, KOTOpble UCKalu padoty B Poccum,

YaCTO OKa3bIBAJIMCh B HCBBII'OJHOM IIOJIOKCHUHU HA PBIHKC TPYyOa. Xots

C HHMH 06pama}0Tc;I BCXKJINBO, OHH BCCraa IIPOUTPBIBAJIM B

52O J"aznpome [dnexrponnsiii pecypc] URL:
https://www.gazprom.ru/about/management/board/

%3 O KHHK. KuTaiickas HaluoHanbHas He(yTera3oBas KOpIopamus. [ DIeKTpOHHbIH
pecypc] URL: http://www.cnpc.com.cn/ru/jtge/gsge_index.shtml
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KOHKYPEHIIMH C MY>KYMHAMH, HE3aBUCUMO OT TOro, ObLIa JM MO3HUIMS
OINIMOHEHTa BBIIIE HMX COOCTBEeHHOW. Jlake Ha ceMHMHapax >KEHIIUHBI
4acTO OOHAapyXHMBAalOT, YTO MX MHEHHE TPYJHO MPUHHUMAETCS
OKpYXaroUIMMH, B TO BpeMs KaK MHEHHE MY>KUMH BCErAa IOJb3yeTCs
0671arocKIOHHOCTHI0. OIHAKO C Pa3BUTHEM U MPOTPECCOM COBPEMEHHOTO
POCCHICKOro OOLIECTBA 3Ta TEHAEHIMS TAKKe 0OpaTHIach BCIATh. > JT0
TaK)ke BO MHOT'OM CBSI3aHO C YpPOBHEM 00pa3oBaHMs >keHIIUH. Euie B 18
Beke Exarepuna |l, BeicTynaBmas 3a eBponelckoe CBOOOJOMBICIHE,
npujaBajia 0o0JblI0e 3HaYUeHUE 00pa30BaHUI0, OCOOCHHO TOCJE TOTO, KaK
nox BAUSHUEM (QpaHIy3CKMX TMpPOCBETHTENed OHa OblUla TOJHA
pemuMocTH Bocnutarh B Poccum “HoBoe mokojieHue Jironen”. UToObl
OCYIIECTBUTh TAaKOE€ YECTONOOMBOE HAMEpEHHE, MMIeparpula MOHsJIA,
YTO JOJDKHA HAaYaTh ¢ MaTepeld CBOMX JEeTed, MOTOMY YTO MMEHHO OHU
HeCcyT Opemsi BOCIUTAHMS HOBOro mnokosieHus. OOpa3zoBaHHE PYCCKHUX
KEHIIMH HAa4aJoch ¢ biiaropogHoro keHCKoro yuyuiuiina npu CMoIbHOM
MOHACTBIpE, KOTOpPO€ ObLIO OCHOBaHO B 1764 rogy mno mpuKazy
Exarepunbr Il. IlepBoHauambHOE HaMmepeHHE WMIIEPATPULBl  IIPU
CO3/IaHMU UIKOJIBI JUISl JIEBOYEK B TO BPEMsI COCTOSUIO B TOM, YTOOBI
“BOCHMTBIBaTH OOpa30BaHHBIX JKEHUIMH, IPEKPAacCHbIX MaTeped u

ITOJIC3HBIX YJICHOB CCMBbH U O6HI€CTBa JJIA CTpaHBI”. Poccuiickoe

MO (P e ) L BRP 4R . KyneTypa poccniickux xommaHmi. Pycckmit
npakoH. [DnexTponHslit pecype] URL:
https://www.163.com/dy/article/ DFRAQ6MQ0512F6HA.html
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oOpa3oBaHUe JIEHCTBUTEIHLHO HAYaJI0 pa3BUBaThCS B Havasie 19 Beka. B
1802 romy Obut0 cozmano MunuctepctBo oOpaszoBanusa. B 1803 romy
HallMOHAJbHAs CHUCTeMa 00pa3oBaHMs ObuTa KiaccudummpoBaHa domee
noApoOHO u ObuM ompenesieHbl 4 ypoBHsA. OpHaKo K 0Opa3oBaHUIO
KCHIIIMH BCETNIa OTHOCWJIMCH HecmpaBeqinBo. IIIKombr mis neBouek,
Oynb TO HauajdbHAs IIKOJA WM CPEHSS IIKONA, OBUTM HAMHOTO
MEHBIIIE 110 YUCIICHHOCTH, YEM IIKOJIBI JIJIT MAJIBUUKOB, U OHU HE TaK
XOPOIITH, KaK IIKOJBI JJII MajBdUKOB, C TOYKH 3PEHUS COICPIKAHMUSI
npenoaaBanus. B 1860-x rogax cymiectBoBasia oOiasi mOTpeOHOCTh
KCHIIIMH B TIOJYYCHHWH BBICIIETO 0Opa30BaHMS, W HA OTOW OCHOBE
KCHIIMHBI JIOJITOE€ BpeMs OOpOJIMCh 3a TO, YTOOBI BOCITOJIB30BATHCS
CBOMM CITpaBeJIUBBIM IpaBoOM Ha oOpa3zoBanue. B To Bpems 3To
IPUBJICKIO IIMPOKOe BHUMaHWE B oOmiecTBe. COOTBETCTBYIOIIHE
OpraHW3allM¥ HE TOJBKO TMPOBEIM PSIA JUCKYCCHH O TOM, Kak
obecrneunTh BhICIIEE 00pa30BaHUE JKEHIIWH, HO U CO3JaJl KOMHUTETHI
JUISL  TPEACTaBJICHWUsS  IUIAHOB W TCTUIHWHA  IPaBUTEIIbCTBY.
CTONKHYBIIUCh C TakOM CHUTyalHUeW, MpaBUTEIbCTBO B TO BpeMs
BBIHY>KJIEHO ObUIO MOWTHM HA YCTYNKM M COIVIaCHJIOCh Ha CO3/laHue
KEeHCKUX yueOHbIX KypcoB. I[locne ocnoBanusi CoBerckoro Corosa
paBaM M MUHTEPECaM KEHIIUH CTaJIO0 YIETSAThCA 3HAYUTENIBHO OOJIbIIe
BHuMaHug. B 1918 romy coBeTckoe HpaBUTEIBCTBO OOHAPOIOBAJIO

“ITonoxeHue o NMpueMe B BBICIIME YueOHBIC 3aBEJCHUS , B KOTOPOM
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TrOBOPWIOCH: "BBITYCKHUKM CpeJHEH IIKOJbl, HE3aBUCUMO OT 11074,
MOTYT HampsIMyl0 MOCTYIUTb B OIPEACICHHbIA YHHBEPCHUTET IOCIE
CHauM BCTYNMTENBHBIX JK3aMEHOB". DTO YCTPAaHWJIO NPEMATCTBUSA IS
MOJTyYeHHUsl JKEHIIMHAMU BBICIIETO OOpa3oBaHHUS W Jajo >KCHIIMHAM
TaKoe K€ MpaBO Ha o0pa3oBaHUE, KaK U MyKuMHaM. JKEeHCKOe BhICILIEE
obpazoBanue B CoBerckoM Coro3e pa3BUBAIOCH OBICTPHIMU TeMiamu. ‘B
1918 romy >KEHUIMHBI-UCCIEAOBATEIN B BBICHIMX YYEOHBIX 3aBEICHUSX
cocraBiusia 13,2 mpouenta, a B 1980 romy onum cocrasmsma 40,6
npoueHTa. [IaTyro yacTe HaydyHbIX COTPYyAHHKOB COBETCKOM AKaJleMUU
OOIlIECTBEHHBIX HAayK cocTaBisuin keHuHbl . Ilocine  pacmana
Coserckoro Coroza, 1mocine nepuoia COLUAIBHBIX MOTPSCEHUU,
pOCCHUICKOE PABUTENBCTBO HAYAIO0 IPUHUMATH PSII MEP MO YKPEIICHUIO
COLIMANIbHON CTAaOMJIBHOCTH, COACHCTBUIO YKOHOMHUYECKOMY Pa3BUTHUIO U
SHEPrUYHOMY  TPOBEACHUIO  00pa3oBaTelbHBIX  pedopM.  ITO
o0OecreynBaeT TrapaHTHIO TpaB >KEHIIMH Ha oOpa3oBaHWE M CO3AACT
00JIbIIE BOBMOXKHOCTEH ISl TPYAOYCTPOIMCTBA JKEHUIMH-BBITYCKHUKOB B
OynymeM. OTo Takke OOecrneurBaeT MPEIIpHUSATHS  OOJIBbIIMM
KOJIMYECTBOM TANAHTIIMBBIX KEHIIMH. KoMmaHuum MOryT cO371aBarh
0oJbIIe JOKHOCTEW Ui KEHIIMH-COTPYIHUKOB U CIOCOOCTBOBAThH
PaBEHCTBY >KEHILMH B cpepe 3aHATOCTH.

MEeHEIKMEHT POCCUMCKHAX TPAHCHALMOHAIBHBIX KOMIIAHWI TaKkKe

npuaaoT OoNbIlOe 3HaYeHuE 00y4YeHHIO COTpyAHUKOB. CerofHsi ObICTPO
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MEHSIOTCS KaK BHEIIHME YCIOBHs (HAIlMOHAJIbHAs SKOHOMHYECKAs
MOJMUTHKA, 3aKOHOAATEIbCTBO M  CHUCTEMBl  HAJIOTOOOJIOKEHHUS,
MOSIBIICHUE HOBBIX KOHKYPEHTOB U T.J.), TaK M BHYTPEHHHE YCIOBHUSA
OpPraHM3AIMOHHON JEATENIbHOCTH (KOPIOpaTUBHAS PECTPYKTypU3aIUs,
CTpaTerMyeCcKue W OPraHU3AIMOHHBIE CTPYKTYpbl MHOTHX KOMIIaHHM,
TEXHOJIOTMYECKHE U3MEHEHUSI U TIOSBJICHHE HOBBIX paOOTHUKOB H T.1.),
YTO  3acTaBiseT  OONBIIMHCTBO  KOMIIAHUM  CTalKWBaThCs  C
HEOOXOJUMOCTBIO O0YUYEHHUsI COTPYTHUKOB pabOTE B HOBBIX YCIOBUSIX.
HoBas opranuzanmoHHasi cTparerusi TpedyeT cepbe3HbIX H3MEHEHUI B
CHUCTEME YIIpaBJICHUs IMEPCOHAJIOM, W OOyueHHe MepcoHana B ITHX
YCIIOBUSAX CTajo KIIOYEBBIM DIEMEHTOM TMpoIlecca yIpaBICHUS
nepcoHasioM. MHOTMM OpraHu3auusM HEOOXOIMMO HaWTH Haubosee
3¢ dexTuBHbIE  CMOCOOBI  TOBBIMICHUS  MTPOU3BOAUTEIBHOCTH U
s pexTuBHOCTU TpyJa. Ceituac pabotogarenu OomblIe
3aMHTEPECOBAHBl B BBICOKOKBATH(HUIIUPOBAHHBIX M KOMIETEHTHBIX
JIONISIX, CIOCOOHBIX CO3/1aBaTh TOBAPHI U YCIYTH, CIIOCOOHBIE yCIIEITHO
KOHKYpUPOBATh C TOBapaMH U yclyraMu, KOTopble XJabiHYau B Poccuro
¢ 3anana u Boctoka. TpeHUHT HarpaBieH Ha OJArOTOBKY COTPYIHUKOB
K MpaBWIbHOMY pEIICHHIO OoJjiee IIMPOKOro Kpyra 3agad H

obecnieueHne >PQPEKTUBHOCTH WX paboOTHL>® B mepBbIe THH LENBIO

% Marypa M. U. Kyp6arosa M. b. O6yueHue nepcoHana Kak KOHKyPEHTHOE
MperMyIIecTBO. YnpaBieHue nepconanom, 2004. C. 216.
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pa3BUTHUS YIPABISEMBIX COTPYAHHKOB POCCHHCKHX KOMIIAHUN Ha CaMOM
aene ObUTI0O OOy4YeHHE COTPYIHHKOB, OOECIEUMBAIOIINX COONIOACHHE
MOJUTUKU KOMITAHUNA. DTO MPOSBIISETCS B COCPEAOTOYCHUN BHUMAHHS Ha
pPa3BUTUN KOJMYECTBEHHBIX HABBIKOB YMPABICHUYECKUX COTPYAHUKOB H
COBEpIIICHCTBOBAHUH 0A30BBIX 3HAHUI U HABBHIKOB MEHEKEPOB, BKITIOUAs
oOmrue obmacTu ympaBiieHHs (TaKhe Kak TMEperoBOphl), OM3HECc-00IacTh
(Takue Kak OpraHM3allMOHHOE TOBEJEHUE), 00JacTU JHAEpCTBA (TaKue
Kak (opMuUpOBaHHME KOMAaHJbI) W TEXHUYECKHE OO0JacTu (Takue Kak
KOMITBIOTEPBI U TPOrPAMMHOE 00ECIIEUEHHE).

Co BpeMeHEM pOCCHICKHE KOMIAHUM TOCTEIIEHHO OCO3HAIU
CBSI3aHHBIE C 3TUM MPOOJIEMbl M HAYalW YIAENATh BHUMAaHUE Pa3BUTHUIO
COBPEMEHHOM yIpaBIEHUYECKOH OCBEIOMJIEHHOCTH M HABBIKOB B 00JacCTH
pa3BUTHS MEHEDKMEHTa U pacCMarpuBaTh ATO KaK BaXXKHBIM BOMPOC B
pa3BUTUU MEHEKMEHTA. B TO ke BpeMs pa3BUTHE MEHEIKEPOB JOKHO
HE TOJBKO CAENaTh WX YCHEIIHBIMH YMIPAaBISIONIMMH KOMITAHUW, HO U
3aCTaBUTh WX O0JafaTh KadecTBaMHU ‘‘KpPEaTMBHOCTH, HAXOTYUBOCTU U
Tpynonoous”. Opranuzanus Tpyaa pOCCURCKUX KOMIIAHUI UMEET OYEeHb
YEeTKYIO 1[eb JJI Pa3BUTHS COTPYIHUKOB, HE SIBIISIOIIMXCS MEHEIKEPaMH,
a UMEHHO: IPEINPUHUMAIOTCS YCUJIUS, YTOOBI YIYYIIUTh UX 3HAHUS U
HaBBIKM B 00JacTM TPO(PECCHOHAIBHBIX KOMIIETCHIIMMA, OBJIAJCTh
0a30BbIMU O(UCHBIMU MPOLIETyPAMU U 3HAHUSIMU B 00JaCTH TICUXOJIOTHH

6H3Heca, YIIYYIIUTb HABBIKH O6CJ'IY)KI/IBEIHI/IH KJINCHTOB U O6HICHI/IH nTno.,
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YTOOBI YAYYIUTh CHOCOOHOCTh COTPYAHHKOB PabOTaTh W TOBBICHTH
MIPOU3BOUTEIBHOCTh MX TpyJda. Takoro poja MpaKkTHKa pa3BUTHS
YEJIOBEYECKUX PECYPCOB MOXKET 00ECHEUUTh HEOOXOIHUMBIE PE3EPBBI
YeJIOBEYECKOTO Karnurasna JUTS JOCTHKECHUS OTJIUYHOMN
MPOM3BOAUTENFHOCTH, YTO HWMEeT OoJbllloe  3HAYeHHE IS
KOMMEpPYECKUX OpraHu3aluid, a TaKXe 3aKiaJblBaeT OCHOBY UL
"TOPH30HTAILHOTO KaphepHOro pocra” corpyanukos.”® Hampumep, B
KPYIHBIX TPAHCHAIMOHAIBHBIX KOMITAHUAX, TakuX Kak '"[asmpom",
MEHE/UKMEHT  4YacTO  yCTaHAaBIMBA€T  XOPOILUME  OTHOILIEHHUS
COTPYIHMYECTBA C aKaJeMUUYECKUMH UHCTUTYTaMHU B Pa3HBIX CTpaHax,
rae ectb ero ¢uinnansl. COTpyIHUKA MOTYT MOJYYHTh BO3MOXHOCTH
JUISl TIOBBIIIIEHUSI CBOUX MPO(PECCHOHANIBHBIX HABBIKOB B COBMECTHBIX
YHUBEPCUTETAX, YTO MOXKET HE TOJBKO CIIOCOOCTBOBATh CO3/IaHUIO
3¢ HeKTUBHON OpraHu3aly TpyAa KOMIAHUHU, HO U 3aJI0)KUTh OCHOBY
JUIsl ©X COOCTBEHHOTO COBEPILIEHCTBOBAHUSI.

Uto0bl B panbHelmeM obOecnednTh 3(PPEKTUBHOCTH MOATOTOBKU
nepcoHana, KpyInHas TpaHCHAlMOHaIbHAs Kommnauus '"l['azmpom" B
2016 romy co3mana KOPHOPATHBHBIA  YHUBEPCHUTET, KOTOPBIN

O6’I)C,Z[I/IHSICT MCXAaHU3MBI 06y‘I€HI/IH COTPYAHUKOB B Pa3JIMYHbIX

S (IRZ AL N TR IETF RS2 ) RIE 22 AL S AT W AR BT, 2011 4E
BT AT T

CyH TNocroa. [IpakTuka pa3BUTHS YETOBEUYECKUX PECYPCOB POCCUICKUX MPEITPHUITHIA
// Tlexun. Peinok Poccun, Llenrpanpaoii Azun u Bocrounoit EBponsl. 2011. No 7. C
17.
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MoJpa3ieNeHUsIX U O0NacTAX B paMKax OpraHM3aliH Tpyla KOMIIaHUH,
3aKJIaJpIBasi OCHOBY JJisi HOPMajbHOW pabOThl TpaHCHAIMOHAIBHBIX
CTPYKTYp OpraHM3alMii Tpyla W peaJu3alud CTPATerHuecKuX Ienen
komnanuu. Ilepconan, oOydaeMelii B YHHBEPCHUTETE KOPIOpAIUH,
BKJIIOYAET KaK PSAAOBBIX COTPYIHHKOB, TaK M TIEPCOHAJ BBICIIETO 3BE€HA, U
CJIEAYIONINE KOJUTEKH ObUTA CO37aHbl B COOTBETCTBUU C MOTPEOHOCTAMU
Pa3IMYHbIX JOJKHOCTEH Ha MPEINPHUITHH: pa3BelKa U 100b4a (BKIIOYas
MPOU3BOJICTBEHHbIE (DYHKIIMM OJIOKa pa3BeAKM MU A00bUM M OJloKa
pa3pabOTK MOPCKUX MECTOPOXKJICHMI); JIOTUCTUKA, TepepadboTka Hu
MapKeTUHT; (PYHKIMH KOMMIaHUM (BKJItOYash (PYyHKIUM KOMIIAHUU BCEX
OJIOKOB); ~ MpOMBINUIEHHAass ~ 0e30MacHOCTb M 3(P(PEKTUBHOCTD;
YIpaBICHYECKUE W KOPITOPATHBHBIC BO3ZMOKHOCTH.

Tabnuna 4. Jlunamuka oOy4yeHHs IepcoHana Ha MPEANPUATUIX

«asnpom HEPTEN®!

MPOLLTH 2014 2015 2016
oOyueHue —

BCETO, YEJIOBEK

B Tom umce 50939 50395 52582

pykoBoautenu | 27381 32904 33491

H CIICIUAJINCTHI

®" Tomosoii cuer. 'asnpom Hedts. [Dnextponnsiii pecype] URL:
https://csr2016.gazprom-neft.ru/hr-development/training-and-development
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pabouue 23558 17491 19091
MY>KYUHBI 31073 30741 32075
JKEHIIIUHBI 19866 19654 20507

CornacHO JaHHBIM TaOIUIBI(CM. Tabnuily 4), YUCIO COTPYAHHKOB,
npoleAmrx 00y4eHne B KOpIopaTuBHbIX yHUBepcuTeTax B 2016 rony,
nocturo 52 582. B 2016 rony B "T'aznpom-HedTu" padorano 6onee 66
000 uenosek, u3 kotopsix 51% cocrapnsanu "cuare BOpoTHUUKU'", a 49%
- MEHEKEPBI, IKCIEPThl U COTPYAHUKUA. DTO O3Haudaet, uro B 2016
roay obydenue npouu 6omiee 79% corpyanukos "["aznpoma’.

B nononHenue k koprnopaTuBHOMY yHUBepcuTeTy "['azmpom" Takxke
co3al IEHTP MPOoPeCCUOHATBHOTO POCTa, YTOOBI 00ECTIEUYUTh KaHAJbI
MOBBIIICHUS KBalu(pUKAIMM paOOTHUKOB B KOMIIAHMM Ha OCHOBE
o0y4yeHHs] Ha KOHKpETHbIX Hpumepax. CoIvIacCHO CTarucTUKE, Cpeau
130 BHYTpEeHHHX TpPEHEPOB B LIEHTPE pOCTa HacyuThiBaeTcs 18
MITQJIIIUX Bpaded u 4 JOKTOpa, B TO BpeMsl Kak O0IIee YHCIIO TPEHEPOB
nocturno 2547. Kpome toro, "['a3mpom" akTUBHO COTPYAHHYAET C
KPYINHEUIIUMU POCCUUCKUMU YHHUBEPCUTETAMH U KOJUIEIKAaMU B
pa3paboTKe IIeNIeBbIX 00pa30BaTENbHBIX MPOrPAMM, OCHOBAHHBIX Ha
LEeIsIX KOMIIAHMM B COOTBETCTBHM C KOHLENUMEH COBMECTHOM
MOArOoTOBKU KajapoB. Crnenuanuctsl "['a3npoma” akTUBHO YYacTBYIOT B
OpraHmM3aluu yuyeOHOro mpoiiecca. BkiloueHre crenuagbHbIX KypcoB

B 0a30BBIC KYPCbl 1 COBMCCTHBIC MAruCTCPCKUC IIPOrpaMMBbI IIOMOIracT
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pa3BuUBaTh HEOOXOAMMBIE CHOCOOHOCTH CTYAEHTOB M OOECHeYuBaET
LE€JICHAIPABJIEHHYO [TOATOTOBKY MOJOBIX CIIEIUATUCTOB.

B mnactosimee Bpemsi oTkpbiBaeTcs kadenpa '"l'asmpom-nedtn" B
Poccuiickom rocynapcTBeHHOM yHHMBEpPCUTETE HE()TH M MPUPOIHOTO Tas3a
(HNY) wum. I'yokmra m B OMCKOM TOCYIapCTBEHHOM TEXHUYECKOM
yuuBepcutere. CoBmectHo ¢ Caskr-lIlerepOyprckum  TOpHBIM
YHUBEPCUTETOM, MOCKOBCKMM  (PU3UKO-TEXHUYECKUM  HHCTUTYTOM,
Cankr-IlerepOyprckuM  TEXHOJIOTMYECKUM  yHUBepcuteTtoM llerpa
Benukoro, Cankr-IlerepOyprckum rocyaapCcTBEHHbBIM YHUBEPCUTETOM M
TIOMEHCKHUM rOCyJapCTBEHHBIM YHUBEPCUTETOM OBbLIN CO3AaHbI LIEJIEBbIE
MporpaMMbl  MarucTparypbl MOPEAOPUATHI W Kypchl IOBBIIICHUS
KBAIM(UKALUKA JUIsl TOATOTOBKH  CTYJEHTOB MO CHEUUAIbHOCTH
"ApXUTEKTYpa M TpPaXITaHCKOE CTPOUTENIbCTBO" B  Ydumckom
roCyJJapCTBEHHOM YHUBEpPCUTETE HE(DTAHBIX TEXHOJIOTUH.

B 2016 rogy "I'aznmpom" u TroMeHCKHI1 TOCYAapPCTBEHHBIN YHUBEPCUTET
COBMECTHO  3alyCTWJIM  Marucrepckyro mnporpammy '"Pa3zpaborka
KOHLIECIIIIMU MECTOpOXKJIeHUI HeQTH U raza". [lnan Bkito4aeT Mogynu 1o
(OpMHUPOBAaHUIO KOMMYHHMKATHUBHBIX HaBBIKOB, HAaBBIKOB KOMaHIHOMN
paboOTBl, YMEHHUIO HCIHOJb30BaTh  pa3jMuHble HH()OPMALMOHHbBIE
TEXHOJIOTUH, KPUTHYECKOMY M CHCTEMHOMY MBIIUICHUIO U BEICHUIO
epPEeroBopoB. JIEKTopaMHu M AKCIEPTAMU IIPOTPaMMBbI SBJISIOTCS YUEHBIE

N OKCIICPThI pOCCHﬁCKHX )41 Sap}I6C)KHBIX TCXHOJIOT'HMYCCKUX KOMHaHI/Iﬁ,
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BEIYIIUX POCCHUICKHX HAyYHBIX, MPOEKTHBIX, TEXHOJIOTUYECKUX U
WHXUHUPUHTOBBIX LEHTPOB. OTH COBMECTHBIE 0Opa3oBaTelbHBIC
MIPOEKTHI MPUBJIEKIN OOJBIIOE KOJIWYECTBO MOJIOABIX TAJIAHTOB IS
yueOnl. [locnme momydeHus QOpPMaIbHOTO U IEJIEBOTO BBICIIETO
oOpazoBaHHs B  KOJUIEJUKaX WM YHUBEPCUTETaX  MOJOAbIE
KBaJM(UIIMPOBAHHBIE KaJIphl MOTYT MOCTYNUTH B ['a3mpom Ha padory.
[TockonbKy OHHM TOMYYWIM TIIyOOKO€ TMOHMMAaHWE KOMIAHUU U
npodeccuoHanbHble 3HAHUS BO BpeMsl y4yeObl B ILKOJIE, HOBBIE
COTPYAHUKHA BCKOPE CMOIYT aJanTHUpOBaTbCi K Temily paboOThl u
BHECTH CBOM BKJIaJl B KOMIIAHUIO U JIMYHOE Pa3BUTHE.

He Tompko '"T'asmpom", HO u Jpyrasg KpynHas pOCCHUKCKas
TpaHCHAIlMOHAIbHAS KOMIIAHUSI TaKXe MPEeIOCTaBIseT OOIIMpPHBIE
BO3MOXKHOCTU JUIsl OOy4YeHUsl CBOMX COTpyIHUKOB. HedtsiHas rpymnma
CuOyp Taxxe OTKpbLIa KOPIOPATUBHBIA YHUBEPCUTET ISl TPOBEICHUS
nporpamMm oOy4YeHUs U Pa3BUTHS JUIEPCKUX KAYECTB JJIsl COTPYAHHUKOB
KOMIMAaHWW, a Takxke ISl TMOAJACPKKM HHHOBAIIUOHHBIX IPOEKTOB
KOMITAaHHH. Y4eOHbI€ KYpPChl, COBMECTHO MPOBOAMMBIE COTPYIHUKAMHU
CuOypa 1 BHEITHUMU SKCIIEpTaMu, HallpaBJIeHbI Ha Miepeady 3HaHul U
IPEAOCTABIECHUE MPAKTUYECKOTO ONbITAa. JTO TaKXe BKIKOYAET
COBMECTHBIE POrPaMMBbl C YHUBEPCUTETAMH MUPOBOTO KJIacca.

B 2018 rony Cubyp coBmecTHO ¢ MexayHapOaHONW OU3HEC-IITKOIOM

INSEAD 3anyctui nporpamMmy oOydeHHUsI KOPIIOpaTUBHOMY OH3HECY,
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pa3paborannyro YHuepcuteroMm npeanpuHumareinbctsa CUBYPA. Tlnan
pa3paboTan Jyuisi mepcoHana JBYX ypoBHeW ympamieHus Cubypa U B
HACTOsIIIeE BpeMs peanu3yercs, M OH OyaeT JIOMOJHHUTEIHHO
YCOBEpIICHCTBOBAaH B JIByX acrekrax. llepBbii Momyns 1miiaHa
NpeAHa3HauYeH IS JIMHEHHBIX MEHEDKEPOB W PYKOBOJIUTENEH
mTa0-KBapTUPHI, OTBETCTBEHHBIX 3a 3aBoAgpl CUBYP Xonauura, B TO
BpeMsi Kak BTOpPOM MOJAYJdb TMpeAHA3HAYeH [JIsi PYKOBOAUTEEH
Ta0-KBapTUPHl U PYKOBOAMUTENEH, OTBETCTBEHHBIX 3a 3aBoasl CHUBYP
Xonmuura. O6a mMporpaMMHBIX MOJYJsi OCHOBAaHbl Ha KOHIEHIUU
“cripaBelTUBOCTH JIUJIEPCTBA”, POKYCUPYSACh Ha (pUHAHCAX, MAPKETHHTE,
CTpaTeruv U yNpaBJICHUU OIEpalUSIMHU, KOTOPHIE SIBISIOTCS OCHOBHBIMHU
HalpaBJICHUSIMU OOy4YeHHs. DTH JBa MOJYJs MPU3BaHbI OTKPBITH HOBBIE
BBICOTHI OW3HEC-MBILIUICHUS JJi1 MeHemkepoB Cubypa, mpenocTaBisis
IpU ATOM BO3MOXKHOCTb YYUTBCS Ha 3apyO€KHOM OIBITE U MHUPOBBIX
TeHJICHIIUAX BO Bcex cdepax xu3nu. B 2021 romy VYHuBepcurer
npeanpuHuMareabctBa  CulOypa  MEpBBIM  CpPeId  POCCHUMCKUX
NPOMBIIIJIEHHBIX ~ KOMIIAHWM, KOTOPBIA MOIYYUT MEXKIYHAPOIHYIO
ceprudukanuo cuctemsl kauectsa CLIP EFMD (European Management
Development Foundation Enterprise Learning and Improvement Process
Certification). EBponeiickuii ¢gona passutus menemkmenta (EFMD) -
MEXAyHapOoJaHAas  accolualus  OW3HEC-MIKOJI U KOPIOPAaTUBHBIX

YHUBCPCUTCTOB, pa3pa60TaBH1a;1 CUCTEMY OLICHKHA KadCCTBa 141
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ceprudukanuu a1 QyHKOUM KopriopatuBHoro oOydenust CLIP
(ITpormtecc coBepIieHCTBOBAHUST KOpIIOpaTuBHOTO 00y4eHus1). Cucrema
HamnpaBlieHA HAa IOCTOSHHOE COBEPIICHCTBOBAHHE KOPIIOPATUBHOTO
obpazoBanus. B cocraB Cepruduxanumonnoro komutera CLIP Bxomst
BEAYLIUE MEXIyHAPOTHBIE OSKCIEPTHl B 00JaCTH KOPIOPATUBHOTO
oOy4yeHHs, B TOM YHCJIE AUPEKTOpP MO TMEPCOHATYy U OOyYEHHIO
KPYTTHBIX MEXKTYHAPOTHBIX KOMITaHUH " PYKOBOAMUTEH
00pa3oBaTeIbHON MPOrpamMMBbl J1JIsi PYKOBOJAUTENEH BeayIIe MUPOBOI
ousnec-mkonbl.  Ilpomecc  ceprudukanuu  BKIOYAET  OLICHKY
COOTBETCTBHUSI  KOPIIOPAaTHBHOTO yHHUBEpcuTeTa 35 cTaHgapTram
kadectBa CLIP, B Tom umcne: cOOTBETCTBYIOT M MHCCUS H IEIH
KOPIIOPATHBHOTO YHUBEPCUTETA CTPATETUH KOMITaHUH, Y PeKTHBHOCTH
CHUCTEMBI YIIPaBIICHHUS, CIIOCOOHOCTH pearupoBarh Ha MOTPEeOHOCTH
Ou3HecC-ToIpa3IesIieHU, mpoliecca pa3paboTKu yYEOHBIX MpOorpamMM U
coyeTaHus Yy4deOHBIX Tporpamm, KadectBa U 3PPEKTUBHOCTH
BHeApeHus.  [locne  3aBepiieHWs  MpPEABAPUTENBHON  OLEHKHU
OPUHUMAETCSl PEIIeHUE O TOM, CJIEAYET JIM pa3peliarh MOoCIeAyolue
ATanbl cepTU(UKALMKA: BHYTPEHHIOIO OLEHKY M YIIYOJICHHBINH ayauT
HE3aBUCUMBIMH JKCIIEpPTaMHU. DTH XOPOLIO 3apeKOMEHJ0BaBIINE ceOs
CUCTEMbI OOYyYEHHMs MPUBJICKIU OOJBIIOE KOJIUYECTBO TAIAHTOB IS
OPENNPUATUH, COIIACHO pe3yJIbTaTaM MEXIYHapOHOTO UCCIIEeI0BAHUS

xomnanuu Randstad Holding NV B 2021 roay, CuOyp BO3mIaBisieT
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PEUTHUHT caMbIX MPUBJIEKATEIBHBIX paldoTo/maTeNIel B XUMHYECKOM
npoMbIUIeHHOCTH. Harpaga Obuta mpucyaeHa Ha OCHOBE pe3yJbTaToB
HE3aBUCHUMOI'0 MEXIYHAPOAHOTO HMCCIEOBAaHUSA U MOJy4yuia aKTUBHOE
yuactue Oosee 190 000 OxcneproB u3 34 crpan mupa u 6136
KoMIaHui-paboronareneii. Ompoc mpoBonuics B Poccum B Tedyenue
BocbMH ceccuii. Cpemn Hamboiiee BaXXHBIX KPUTEPUEB XOPOIIETO
paboTtozaaresist IKCepThl OTMETUIIN: XOPOIIIYI0 3apaboTHyto mary (78%),
dbuHa"coByr0 ctabmibHOCTh (78%), kapbepHbiil pocT (60%), NPUIATHYIO
pabouyto armocdepy (59%) u wuHTepecHyo pabory (57%). S8
[IpuBeneHHbIe BBINIE PE3YJIbTaThl  JIOKA3bIBAIOT, YTO TIOCTPOCHHE
3¢ (DEeKTUBHON U Hay4YHOW CHUCTEMbl OOYYEHHUS COTPYAHHKOB MOXET
OKa3aTh  TMOJOXHUTENbHOE  BIMSHME HA  OpraHU3alMI0  Tpyna
TPaHCHALIMOHANBHBIX ~ KoMmMNaHwid. [IpuBeACHHBIE BBINIE MPUMEPHI
I'aznpoma u Culypa 10Ka3bIBaIOT, YTO CHUCTEMa OOYUYEHHS] COTPYIHUKOB
HE SIBJISIETCS. MCKJIIOUEHHEM Cpeld POCCUUCKUX TpaHCHAIIMOHAJIBHBIX
koMranuii. CopMupoBasicsi OTpaciaeBOl KOHCEHCYC, KOTOPbIA HIpaeT
3HAYUTEIBHYIO POJIb B MOBBIIEHUU 3PGEKTUBHOCTH OpPraHu3alluu Tpyaa
POCCUNCKHUX KOMITAHUM U MMPOU3BOAUTENLHOCTHU TPYy/la PEIPUATUH.

Ananuz pe3yibmamos IMAUPUYECKO20 uccneoo8anus —

MOJyCTPYKTYPUPOBAHHOTO HMHTEPBBIO C JKCIEPTaMU — COTPYIHUKAMHU

% Hosocts Cubypa. Caiit IIAO «Cubyp Xonaunry». [dnexrponnsiii pecype] URL:
http://www.sibur-int.cn/news/article/308 / ([lata oOpamenus: 26.04.2021)
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poccuiickux THK. B kauecTBe OCHOBHBIX OCOOCHHOCTEH OOBEKTa
WCCJICMIOBAHUS, TOBIUSBIINX HA OPTaHW3AIMI0 WHTEPBBIO M OTOOP
AKCIIEPTOB, MOKHO Ha3BaTh CIIEAYIOIIME: MHOTOJETHUN OMNBIT padOThl B
POCCUMCKUX TPAHCHAIIMOHAIBHBIX KOMIIAHUSIX; TPOBEACHUE NHTEPBBIO HA
YCJIOBUSAX AHOHUMHOCTH; HUHTEPBBIOUPYEMBIE COTPYIHUKH BBIMOTHSIIOT
00513aHHOCTH MPEACTABUTEIBCKOTO XapaKTepa.

AHanu3 pe3yynbTaTroB IO IMATH OJIOKaM BOIPOCOB, COCTABICHHBIX MCXOJIsS
13 OCHOBHBIX 331a4 ¥ pabOyuX rMIIOTE3 SMIUPUUECKOTO UCCIIEI0BAHNUS:
1. Kak 3apruiata HMHOCTpPaHHBIX COTpPYAHHMKOB poccuiickux THK

COOTHOCHTCS € 3apILIaTON pOCCUMCKUX COTPYIHHUKOB B Poccnn?

Bce skcniepThl cunTaror, yciaoBus omarsl Tpyzaa B poccurickux THK s
MHOCTPAHHBIX COTPYJIHHUKOB B OCHOBHOM TaKHE€ €, KaK Y MECTHBIX
POCCUMCKUX COTPYIHHUKOB. KOHKpEeTHBIE pa3nudusi MEXIy KOMIaHUSIMHU
ONPENENSIIOTCA coAepkaHnreM paborel. Hampumep, oguH M3 3KCIEpPTOB
OpsIMO 3asiBUJI B UHTEPBbIO: <B Moeli KoMnauuu, Kmo pabomaem
akmueHee, mo e2o 3apniama eviuie>> (FKCIepT 2). XOoTs 3apruiara TOXe
3aBUCHUT OT MecTa pabOoThI U YPOBHS JOJKHOCTU. [[pyroit skcnept ckaszali:
<«fHanpumep, y moeti komnaunuu oguc 6 2opoode lllamxaii, kumatickue
COMPYOHUKU, eClU UX OOAHNCHOCMU OO0UHAKOBble C HAMU, mMo20a U
3apnaama modxce oounakogas>> (dkcrnept 1). Kak u B KpymHO#H
TpaHCHAIIMOHAJIbHON KOMIIaHMM B Poccum, 3apruiara 3KCIEPTOB U HX

KOJIJICT HaXOIATCA Ha O6MCpOCCHﬁCKOM OTpacJICBOM YPOBHC. I[ame B
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HEKOTOPBIX KOMITAHHSIX, YPOBEHb 3apIUiaThl BbILIE. «B Hawelu ompaciu
(punancosoe obcryxmcusanue) Hawu ¢ UHOCMPAHHBLIMU  KOLTE2AMU
3apniamsl @vlule, yem 6 Opy2ux Komnauusax» (dkcnept 3). A Mepsl 1O
YIIPABIICHUIO KOPIOPAaTUBHOW  KYyJABTYpOW  Tpyaa, HarpuMmep,
IMPEMUPOBAHUIO, B  KOMIIAHUM  BKIIOYAIOT  COOTBETCTBYIOLIME
COI[MOKYJIETYpHbIE OCOOCHHOCTH CTpaHbl. Kak oTmedaer skcheprt, <o
MOUX KUMAUCKUX KOJe2, He MONbKO 80 8pemMsi 00bIUHO20 HOB020 200d, HO
U HA KUMAUCKUU HOB8blIL 200 KoMnanus evloaem nooapku> (dxcnept 1). K
POCCUHCKAM COTPYTHHKAM W HWHOCTPAHHBIM COTPYJIHHKAM OTHOIICHUE
OJIMHAKOBOE KaK B CUCTEME OIIaThl TPYy/a, TAK U B MpeMUpOBaHUU. Takoii
MoaxoJ,  O€3yCJOBHO,  CIOCOOCTBYeT  peaju3ali  MPUHIUIIOB
CIPaBEAJIMBOCTU B COLMATIBLHOM 3aIUTE TPYASIIUXCS.

2. MHOro 11 MTHOCTPAHHBIX COTPYAHUKOB B poccuiickux THK?

B KOoMITaHHSIX 3KCIIEPTOB PabOTAIOT MHOTHE MHOCTPAHHBIC COTPYIHUKH.
Ho coGmiomaercss paBeHCTBO B oOpalieHMM U craryce. YTo Kacaercs
COOTHOIICHHSI POCCHMCKUX W MHOCTPAHHBIX COTPYIHHKOB KOMIIAHWH, TO
U3-32 OCOOCHHOCTEW OpraHu3alMh Tpyla KOMIIAHUM OOJIBIIMHCTBO
COTPYAHUKOB cocperoroueHo B Poccuu. OnpeneneHHOE KOJIUYECTBO
UHOCTPAHHBIX COTPYOHUKOB padoTaeT B LEHTpalbHOM oduce u
3apyOekHBIX oducax. <B Mockee pabomarom Hekomopwvie U3 MOUX
uHocmpauHvlx Koinee uz Kumas, smom ¢axkm 0ns Hac easxiceH, NOCKOIbKY

nrobas mpaHCHAYUOHAJIbHAA KOMNAHUA npeénozlazaem HeKoniopoe 4ucio
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UHOCMPAHHBIX COMPYOHUKOS> - 3asIBUIT OJTUH U3 DKCIIEPTOB (IKCIEPT 2).
A gapyroii skcmepT OTMeTWI: «MHocmpauHbiXx Kollee He MAlo, HO
OONLUIUHCIMBO U3 HUX HAXOOSMCS 8 CEOUX CMPAHAX, 0ObIYHO Mbl 6Mecme
pabomaem 6 OucmanyuonHnou ¢opme» (dkcmept 3). Ho B memom, B
POCCHMCKOW  TPAaHCHAUIMOHAJIBHOW KOMIIAHWHM OPHUEHTHUPYIOTCA HaA
MECTHbIE KaApbl. <Xoms 6 Hacmosawee 6pems YUCLO UHOCMPAHHLIX
COMPYOHUKO8 MOeU KOMNAHUU HeBeIUKO U 8 OCHOBHOM COCPE0OmO4eHO 8
OMOENbHBLIX  NOOPA30ENeHUsX, YUCIO UHOCHPAHHBIX — COMPYOHUKOB
npodondxcum pacmu 6 Oyoywem no mepe YenyOneHus  YpoeHs
UHMEPHAYUOHATUZAYUY KOMNAHUU>Y - CKA3aJl elI€ OJIUH AKCIEPT (IKCIEPT
1). <8 pecuonarvhom oghuce 6 Kumae pyxkoeoOcmeo makoice HAHAILO
KUMQAUCKUX — MeHeoxcepo8 OJisi  COMPYOHUYecCmed ¢  POCCUUCKUMU
MeHeOdcepamu O U3y4eHusi polHKa>; - 100aBUJI ATOT HKCHEPT (IKCIEPT
1).

Taxum 00pa3om, XOTs MO KOJIMYECTBY €CTh Pa3sHUIlA, HO B POCCHICKHIX
THK akTuBHO paboTaOT MHOCTPAHHBIE COTPYAHUKU. DTO TaKKe BaXKHBIN
Iar B MHTEPHALMOHAIN3AlUYA U TUBEPCU(PUKALIMN OpraHU3allud TpyJa U
CUCTEM YNPABJIEHUS POCCUUCKHUX TPAHCHAIIMOHAIBHBIX KOMITaHUH.

3. KakoBbl XapaKTepUCTUKH JIbIOT, KOTOpbIE TPENCTABISIOTCS
coTpyaHukaM poccuiickue THK?

KoneuHo, 1o ypoBHIO 3apruiar, pa3Hble KOMIIAHUA UMEIOT OTIHYHUS, HO

aerotel B THK 0OBIYHO 3HAYMTENBHEIC. OI[I/IH N3 OKCIICPTOB 3asBHII:
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<fawa xomnanus - ummepHem KOMNAHUS, HOIMOMY KpOMe 6blCOKOU
3apniamel, 8adX)CHA MaKdxice U cucmema evinaam u OOHYCO8 K Hell,
Hanpumep - NOOKIIOYeHue noonucku Premium Ha 31eKmMpOHHOU
niamegopme, 05t MOIOOLIX PAOOMHUKOS MO 04eHb none3Ho>>(3Kerept 1).
N B pa3HBIX TpaHCHAIMOHATHHBIX KOMIIAHUSX €CTh pa3Hble OOHYCHI U
BBITIJIATHI, HAlPUMEP, KCIEPT B OTpaciu (PMHAHCOBOTO OOCITYKHBAHHS
CKazaJa, «JJIsl COTPYIHUKOB, €CTh TaKas JIbTOTa, HAIPUMEP: MTOHMKCHHAS
MPOLICHTHAs CTaBKa MO KPEAUTY, 3TO TOKE OCOOCHHOCTh OaHKa» (IKCIEPT
3). ITo cioBaM 3KCIEPTOB, Y COTPYJAHHUKOB KOMITAHWH €CTh JIbIOTBHI HE
TOJILKO BO BPEMS OTITYCKOB, HO M, YTO Ba)KHO JIJIST MOJIOJBIX COTPYIHUKOB,
JOTIOTHUTENbHBIC OOyJarone Kypchl. <&, Kkax u oOpyeue KpynHvle
poccutickue — MPAHCHAYUOHANbHbIE — KOMHAHUU,  MOSL  KOMNAHUSL
npedocmasisaem — MHONCeCmeo  00y4arwux  Kypcog Ol  CB0UX
COMPYOHUKOB, C NOMOWBIO KOMOPHIX COMPYOHUKU MO2YM NOBbICUMD
NpOU3B0OUMENLHOCIb mMpyoad U €030amb  cebe  BO3MONCHOCMU  Ois
npoosudicenusi no cayxcoe> (dKCrept 2). DKCHepThl MOATBEPKIAIOT
3¢ (HEKTUBHOCTH CUCTEMBI JIBIOT JJIsl COTPYIHUKOB KOMITAHUM.
4. Muoro nu coTpyauull B Bamelt koMnanuu? 3aHUMAIOT JIM SKEHIIUHBI
MO3UIIMK pyKoBoAuTeNel B Bamel kommnanun?

B poccuiickux TpaHCHAalMOHAIBHBIX KOMITAHHUSIX pPabOTA€T MHOIO
KEHIUH. <cobeHHOCmU MHO2UX OONHCHOCMeEl NPeonoiazaom, Ymo

COMPYOHUKU-IHCEHUJUHBL DONbULE NOOXOOAM Ol BLINOJIHEHUS HEKOMOPbIX
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mpyoosvix 3a0ay, O0CODeHHO OyXeanimepcKkol U AaOMUHUCTPAMUBHOU
pabomwi>; - 3asBUN OOUH W3 3KcnepToB (3kcnept 1). B OonbimivHCTBE
KOMITaHWH, HA CTOWKax pPETUCTpAalUd WM B (PUHAHCOBOM OTJElE B
OCHOBHOM pa0O0TalOT >KEHUIMHBL. <Fcmb maxue omoenvl, 20e Hem
COMPYOHUKOG-MYNHCUUN>S - TIOMYCPKHYI elI€ OUH dKCHepT (IKcmepT 2). A
KEHILMH-PYKOBOAUTENIEH MHOTO B OTpaciau (PMHAHCOBBIX YCIYT, «8 Hauiell
komnanuu 60% compyonurkos u 80% pyxkosooumeneii - 3mo HceHWUHbBLY
- 3agBui okcnepr 3. Jlond JKEHIIMH-PYKOBOIUTENEH B POCCUHCKON
TPaHCHAIIMOHAJIBHOM KOMIIAHUM TO-TIPEKHEMY OTHOCHUTEILHO BEJIMKA,
YTO TAKXKe CBUACTEILCTBYET O BBIIAIOIIEMCS BKJIAJI€ KEHIIUH B Pa3BUTHE
YIPaBIEHYECKUX U COLUAIBHO-TPYAOBBIX OTHOIIEHHWA B COBPEMEHHOM
Poccuun. B 106aBok oAMH W3 3KCIEPTOB CKazal: «B Hekomopwlx omoenax
JHCEHWUHBL 800OWe pabomarom yyule, yem Myxcyunvl>>(dKcnepT 1).

5. B uem 3akmrogarorcsi 0COOEHHOCTH CHUCTEMbl OpraHU3aluu TpPyaa,
pa3paborannoii B poccuiickoit THK?

Uto Kacaercs CHUCTEMbl OpraHu3alMu TpyAa, TO CJleayeT 0co0o
Noa4YepkHyTh, uTO poccuiickas THK crporo colmomaer TpyaoBoe
3aKOHOJIaTeNbCTBO Poccuu v Apyrux cTpad. DKCIepT MPOKOMMEHTHPOBAT
3TtoT Gakt: «Tooce caviwian, umo 6 KUMAUCKUX KPYHHbIX KOMNAHUAX
COMPYOHUKU pabOmMarom yacmo C8epxypouHo, K Cuacmuio, ¥ HAC MAaKo2o
Hem>> (3kcriepT 1). «Tak kak Ha Oupke (PUKCUPOBAHHBIE YaChl CHIEIIOK, TO

MOATOMY HaIll PEXUM paboThl TOXe (DUKCUPOBAHHBIN» (dKcmepT 3),



122

3asBUJI OKCIEPT B OTpaciu ¢GuHAHCOBOTO oOcmyxkuBaHus. CormacHO
ONMCAHMAM OIPOLIEHHBIX COTPYAHHUKOB, 110 CPABHEHHIO C KHTAUCKUMH
KoMmmnanusmu, B poccuiickoii THK penko nHaOmromatoTcss sBICHUS
Ype3MEPHON CBEPXYpPOUHOM pabOThI, Takue Kak padora no moaenu 996 B
Kurae, u mpaBo COTpYIHHMKOB Ha OTABIX B MPHUHIMIE COOIIOTACTCH,
pabodee Bpems CTpororo He npeBbiaeT 40 4acoB B HENEITIO.

6. B uem 3akmouarorcst ycuiust poccuiickux THK mo 3ammre npas u
MHTEPECOB CBOMX COTPYAHUKOB?

C ToukuM 3peHHs MpPaBOBOW 3alMTBI COTPYZHHMKOB poccuiickas THK
TaK)Xe MpUAaeT OOJBIIOE 3HAUYEHUE MPaBOBBIM Bompocam. llockoibky
THK oOblyHO sIBASIETCSI TUTAHTOM, €r0 CJIOBa M JieJla MPHUBIICKAIOT
BHMMaHUE BCeW oTpaciu. B paMkax cuCTeMBbl OpraHu3aluyd Tpyna
yaenseTcsl BHHMAaHUE 3allUTe IpaB M HWHTEPECOB COTPYIHHUKOB, a
IOPUJIMYECKANA OTHEN U OTAE IO YIPaBIEHUIO MEPCOHAJIOM KOMIIaHUH
COCPEIOTOYMJIM BHHMMAaHHE Ha TMOAJIEPKAaHUM HOPMAJIbHOM paboOThI
COTPYIHHKOB M TpPYAOBBIX OTHOLICHWH B KOMmaHuu. B wyacTHOCTH,
AKCIIEPT OTMEYAET, UTO <Komnauus HaAyuunia Hac coonrooams He MmoibKo
poccutickoe mpyoosoe 3aKOH00AMeNbCMBE0, HO U 3apybedicHoe mpyoosoe
3aKOHOO0AmMeNbCmeo modice, Ymoovl 3auuuams HAWU npasa U yCneutHo
Hanaxcusams OuzHec ¢ UHOCMPAHHOM napmuepom> (dkcuept 1). A
AKCIIEPT B OTpaciu GUHAHCOBOTO OOCTY>KMBAHUS 3asIBIIIA, «KaK JIJISl BCEX

KOMITaHW (MHAHCOBOM OTpacCiM, HOPUIAMYECKHE BOMPOCHI IS HaIIeH
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KOMITAHUHY Ba)KHBI, TOATOMY KOMITAHUS TAKXKE YIEISIET BHUMAHUS [IpaBaM
M MHTEpEecaM HallluX COTPYAHUKOB» (3kcmepT 3). Bynp TO poccuiickas
mTa0-KBapTHpa WM KUTAUCKWA (QUInal, €ro JIeATelbHOCTh 10
OpraHu3alMyi TpyJda COOTBETCTBYET 3akOHaM W mpaBwiaM Poccuun u
Kutas. Tak kak akTUBHO COOJIIOMAIOTCS TPYIOBOE 3aKOHOAATENIHCTBO,
3amMTa npasa COTpyAHUKOB poccuiickol THK HaxomuTcss Ha BBICOKOM
YPOBHE.

Cyns 1O [OpUBEICHHBIM  BBINIE  PE3yNbTaraM  HUHTEPBBIO,
OpraHu3alvi0 TpyJla pacCMAaTpUBa€MOW B Ka4eCTBE MpUMEpa
poccuiickoii [T-komMmanum MOXKHO paccMarpyuBaTh KaK THUIIHYHBIN
Claydyall —OpraHu3aldu Tpylda POCCUHUCKUX TPAHCHAIIMOHAJIBbHBIX
kommanuu. [Ipexnae Bcero, paccMarpuBaeMasi KOpHopaus MOJTHOCTHIO
YBAKAET CBOMX COTPYAHUKOB, M PEIKO BCTPEUAIOTCS SBJICHUS,
nono6Hkie Moaenu 996 B Kurtae. B mpoliecce nHTepHAIIMOHATU3AIIMN
paccMarpuBaemasi — poccuiickas  |T-kommanust  Takke — HaHsIa
ONPEJENICHHOE KOJIMYECTBO KHUTAMCKUX COTpyAHUKOB. B dunuanax
KOMIIAaHMM ~ paboOTaeT MHOTO  SKCHIIUH-COTPYIHUI, a MHOIHE
PYKOBOJSIIIME  JOJDKHOCTH  TAKXKE 3aHUMAIOT  KEHUIUHBI, 3TO
CBHUJIETEIILCTBYET O TOM, YTO COOTHOILIECHHE MYXYHH U >KCHIIWH B
POCCHUIMCKHMX  TpPAaHCHAIMOHAJIbHBIX  KOMIIAHUSX  OTHOCUTEIBHO
cOaTaHCUPOBAHO, U Y JKEHIIUH TAKXKE €CTh MHOTO BO3MOXXHOCTEH s

IPOABMKEHHUST TIO ciiy:)k0e. B mpornecce ocymiecTBieHus: ynpaBieHUs
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paccmarpuBaeMasi poccuickas [T-koMmaHus MNOJHOCTBIO YBaXaeTr W
KUTAalCKUX COTPYAHMKOB H NPENOCTABIAECT HEKOTOPBIM KHUTAWCKUM
COTpyAHMKaM Ooyiee BBICOKME IIOJIHOMOYMS, I[O3BOJSIOIIME UM
IIPUHAMATh pELICHUs, OCHOBAaHHBIC HA pPEAIBHBIX YCIOBHUAX IIpU
npoABIKeHNU Ou3Heca B Kurtae, 4To Takxke OTpa)kaeT HaydHBIM XapakTep
CUCTEeMBbI OpraHusauvu Tpyaa. C TOYKM 3pEHHs] OpPraHU3alMM TPyda U
3aIMUTHI IPaB U UHTEPECOB COTPYAHHUKOB, paCCMaTpPUBaEMasi pOCCUMCKas
IT-koMnanuss MOXET B MOJHOM Mepe 3allMIIATh 3aKOHHBIE WHTEPECHI
COTPYIHHKOB. B mponecce mocTpoeHuss OpraHu3aluy Tpyda KOMIIAHUS
IIpeoCTaBWiIa  COTPYOHUKAM  JOCTATOYHBIE  BO3MOXKHOCTH  JUIA
KOPIIOPATUBHOTO M JOMOJHUTEIBHOTO OOYYEHHUs, YTO 3aKJIaJbIBAET
OCHOBY [JIs1 INYHOCTHOI'O Pa3BUTUSA COTPYIHUKOB.

[IpoaHanu3upoBaHHbIE C TOYKU 3PEHUSI SKOHOMUYECKON COLIMOJIOTHUH,
POCCUMCKME TpPAHCHALMOHAJIBHBIE KOMIIAHUM, KAk BaXKkHas 4acThb
POCCUMCKONW KOHOMMUKH, UMEIOT CaMblii BBICOKUH YPOBEHb OpraHU3aluu
TpyZxa. Ha ocHOBe aHaiM3a MarepuanoB U UHTEPBBIO C HKCIIEPTAMU BUIHO,
YTO OpraHu3alus TpyAa OONbIIMHCTBA POCCUUCKUX TPaHCHALMOHAJIBHBIX
KOMIIAaHUH MOXKET IIOMOYb KOMIIAHUAM IIOAJAEPKUBATH  BBICOKYIO
IIPOU3BOANUTEIBHOCTD TPYHA, dPPEKTUBHO 3alLMIIATh IIpaBa U UHTEPECHI
pabOTHHUKOB, CHOCOOCTBOBATh PAa3BUTHIO NPEANPUATUN U MOBBIIICHUIO
3¢ (EeKTUBHOCTU COTPYJHHUKOB, a TaKK€ BHOCUTbH 3HAUUTENbHbBIN BKJIaJ B

COMMAJIBHO-OKOHOMHYCCKOC PA3BUTHUC Poccun.
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I'naBa 3 CoBpeMeHHas1 OPraHM3alNu TPYAA B KUTAMCKUX

TPaAaHCHAIIMOHAJbHbIX KOMIIAHUAX

3.1 IlpeamocblIKH Ppa3sBUTUS OPraHM3aluil TPyla KHTAMCKHUX

TPAHCHALMOHAJIBbHBIX NPEANPUATHI

C tex nmop kak Kuraii Bcrymun B BTO B 2001 romy, xuraiickue
TpaHCHALIMOHAJIbHBIE KOMIIAHWHM TMPOAOJKAJIM Pa3BUBATbCA M PACTHU.
Jlo cux mop Huawei, Xiaomi, Alibaba u apyrue xoMmnaHHu H3BECTHBI
BceM. M B mocnegHue roapl, oTHouieHue Mexay Kuraem m Poccuen
OJIM3KHE, POCCUMCKO-KUTAMCKOE JIEJIOBOE COTPYAHUUYECTBO OTKPBLIO
MHOT'O BO3MOXKHOCTEH JIs1 000MX HAPOJOB U UMEET OOJIbIIOE 3HAUCHUE
TSI TTOJINTHYECKOTO u MIPOU3BOICTBEHHO-PKOHOMUYECKOTO
coTpyaHuuecTBa. [ToTeHIuan coTpyaHuYeCTBa MEXKY POCCUMCKUMU U
KUTAaCKUMH KOMIIAHUSIMH OTPOMHBIN, TOXKE MPEICTaBUI OObIIe

BO3MOKHOCTEH /ISl TPAHCHALMOHAIBHBIX KOMIAHHI Y,

B npouecce
pa3BUTUS TPAHCHALIMOHAJBHBIX KOMIIAHUM CTPATETUsl PA3BUTUS H
HANpPABJICHUE PA3BUTUS NPEANPUATHN H3MEHWINCh C YCKOPEHHEM
VHTEpPHALIMOHAIN3AlMA, W OpraHh3alus TpyAa, KOTOpas SBISAETCS

OCHOBOM IIpoOn3BOACTBA NpCAIpPUATUd, CCTCCTBCHHO, JOJDKHA

AJaITUPOBATHCA K pCaiiiIM BPECMCHMU.

% An I0OnBK). [ToTeHIMAan pocCUiiCKO-KHTAHCKOTO IeT0BOT0 COTPYAHHYECTBA /
Poccus u Kuraii Ha py6esxe Tpetbero aecstunetuss XXI Beka: 5KOHOMHUKA,
couualpHOe ynpasienue, Kyiabrypa(Coopuuk crateit) / Ilog pea. A. B. Ilerposa (oTB.
pen.), O. I1. T'opskoBoit, Ysns Yxkumunb. — CI16.: Actepuon, 2020. C. 49.
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Bcerynnenne B BTO o3nauaert, uto 3xoHoMuka Kutas uHTerpupoBaHa B
TEHJEHUUU MHUPOBOM 3KOHOMHKM M COOTBETCTBYET OOLIEH TEHACHLIMU
SKOHOMHUYECKON mnobanmu3auuu. Brnusaue Berymiennss B BTO Ha
SKOHOMUKY Kwurtas MHOrorpaHHo, ¥ BIHMSHHE Ha 3KOHOMHUKY CTpaHbl
Hen30€KHO CKaxkeTcs Ha 3anaroctd B crpane®. Berymnenne B BTO
MPUBEJIO K M3MEHEHUSM B CHUCTEME pblHKa Tpyaa Kurtag u cozpmaer
npoOnemMbl I TPAJAULUMOHHOM CHUCTEMbI 3aHSITOCTH: BO-TIEPBBIX,
HEO0OXOIMMO YCTAHOBUTH JIOMUHUPYIOILIEE IMOJOKEHUE PaOOTHUKOB Ha
pBIHKE TpyJda, U PAOOTHUKM MOTYT CBOOOAHO IMEpEeMENarbCcsi MEXIy
TOPOACKUMH U CEJIbCKUMH palloHaMH. AJMUHUCTPATUBHBIE OTPAaHUYECHUS
JOJKHBI TOCTEIIEHHO CHMKAThCSA, IMOKa OHM He OyayT YCTpaHEHBI.
Bropoe 3akimroyaeTrcsi B TOM, UYTO  HOPENNpPHUATHSA, OCOOEHHO
rOCyJJapCTBEHHBIE MPEANPUATHS, MOTYT Oojiee THOKO peryaupoBaTh
YUCJIEHHOCTh pabodell CHIbl B COOTBETCTBUM CO CBOMMHU MOTPEOHOCTIIMHU
U CaMOCTOSATENILHO ONpPENeNsiTh paclpeiesieHre 3apaO0THOW IUIaThl Ha
OCHOBE KOHOMHMYECKHX BBITOJl, & TAaKK€ KOHTPOJIMPOBATH 3aTparbl Ha
pabouyro CHUJIy Ha OCHOBE LIEH Ha pblHKE Tpyaa. OJHAKoO B cHCTEME
3aHgaTOoCcTH B KHTae B TO Bpems Bce elle cyuiecTBoBaia mpobiema. OHa

I[MPOABJACTCA B TOM, YTO H3-3d H€COB€pH.I€HHOﬁ CHUCTCMBbI COIIHMAJIBHOI'O

0 NS FRIE b n B ARAG R ST ) . BEAHE. B & LPEI4 ARk, 2002 4F. 53
1. Xyan SIub. UccnenoBanye n3MeHeHui mpooiem 3anstocty B Kurae nocie

BcTymuieHus: Mmoeit crpanbl B BTO. Hanbuan: M3natenscTBo
DHrHAaHCOBO-dKOHOMMUYECKOro yHuBepcuteTa L3sHcn, 2002. C. 172.
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oOecredeHns, KOTopas OTpaHMYMBAET MOOUIBHOCTH PabOYeil CHIIBI,
OONbIIOE KOMUYECTBO COTPYAHUKOB IKIAYT HOBBIX TMOJUTUK OT
MPaBUTEIBCTBA NIOCJIE YBOJIBHEHMS, BMECTO IMOMCKA PaOOThI; aBTOHOMUS
NpEeANpUATHS B HallMe JIFOAEH U pacupeeseHuu 3apab0oTHOM I1aThl HE
ObUTa TIOTHOCTBIO peaNr30BaHa, a JOXOABl PYKOBOJHUTENCH BBICIIETO
3B€HA U TEXHUYECKOIO0 NMEPCOHAJA €€ HE COOTBETCTBYIOT PHIHOYHOM
uene®}; peIHOK Tpy/la HEAOCTATOMHO PA3BUT, M CYLIECTBYIOT TOPOICKHUE
U CEJbCKHE, OTpAciieBble, PETMOHAJbHBIE U JPYrH€ CErMEHTALUH
pBhIHKA, (DYHKUMU M METOABl PHIHOYHBIX CIY>KO 3aHITOCTH HE MOTYT
UATH B HOTY CO BPEMEHEM, M OTCYTCTBUE MEp MO MOBBILIEHUIO
KauecTBa paboueil cuiibl BIMSIET Ha HOPMaJbHBIM MOTOK U
nepeMenieHue pabOTHUKOB. %

Toneko Ha Tperbem Ilnenapunom 3aceganum 11-ro cwe3na
Hentpansnoro komuteta KIIK Obiia uetko cdopMynupoBaHa
KOHIIEMIUS "pblHKa TpyAa'. DTO uMeNno OOJbIlIoe 3HAYCHHUE IS
CTAHOBJICHHS] M COBEPILIEHCTBOBAHUS CUCTEMbl PHIHOYHONW 3KOHOMMKHU.
Ha camom gerne, B rocylapCTBEHHOM DKOHOMUYECKOM cekrope Kuras

JJIOOW IIPUBLIKIIN CBA3BIBATH HpO6J'ICMBI 3aHATOCTH CO CTAaTyCOM

LI WTO HIRE Ak )y . 35, bt 55 5) fRIRIE H.2000 55 4 1. 20 7.
Mo Kyn, Berymienne B BTO u 3anarocts B Kurae //I1lekun. MabopmarimoHHbIH
OIOJUTIETEHB 110 BOIPOCAM TpyJa U coraiibHoro ooecrnedenus. 2000, Ne 4. C 20.

02 AN IR 55 B M RS2 Me B0 ). BPEZE. R, & 500, 2001 428 10 3.
62 . Jlyo I[3sunbu3ioHb. Bausnue BeTymienus Moeit crpansl 8 BTO Ha Tpya u

3aHATOCTh B KuTae u Mepsl nmpotuBoneiicTBus sTomy. Taifroans. OxkoHomuct. 2001.
Ne 10. C 62.
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pabOTHHUKOB. 3aHITOCTh PAOOTHUKOB — 3TO HE CTOJIBKO KOHOMHUYECKast
npobseMa, CKOJBKO COLUaldbHO-TIOIUTHYECKas. [losToMmy B TeueHue
JUIMTEIBHOTO ~ BPEMEHM  PYKOBOIMTEIM  HA  BCEX  YPOBHSX
rOCYJApCTBEHHOTO CEKTOpa DYKOHOMMKH HA3HAYAJIMCh IPABUTEIBCTBOM, a
paboTHUKM HAOWpaIMCh TOCYJApPCTBEHHBIM JIETIapTAMEHTOM TpyZda B
COOTBETCTBHM C IUTAHOM. Kak TOIBKO YE€NOBEK MOMKET CTarb IITAaTHBIM
COTPYIHHKOM TOCYIApPCTBEHHOIO CEKTOpAa JKOHOMHUKH, XOTS OH U HE
ITOJIy4aeT UCKIIOUUTENBHO WIEAPOE IEHEKHOE BO3HATPAKIACHUE, HO €CIIH
OH HE HapyIaeT 3aKOH, OH MOXKET padoTarh /10 yX0oAa Ha MEHCHIO.

[Tocne Berynnenns Kurtasg B BTO nHOCTpaHHBIE KOMIIAHWUY TTPULUIA B
Kutaii B Oonpmmx wmacimrabax, ¥ CaMbIMU OOJBUIIMMHU CTUMYJaMU
ABJISIIOTCS: |. ¢ ONTMMU3MOM OTHOCHJIMCh K OTPOMHOMY HACEJIEHUIO
Kutas, Oonpmiod moTeHIUan pbhIHKA, 2. MHOTHE JIellIeBbIe pabouune
cunel. [Ipennpusarun uz-3a pybexka, TpeOyercs OONbIlIe CHEIUATUCTOB
CpPEIHEr0 M CTapllero 3BEHa, OCOOEHHO C OIpEAeNIEHHON CTENeHbIO

00pa3oBaHus M ONBITOM paboThl. °3

[Tockonbky npennpusTus,
(uHaHCHpyeMble U3-3a pyOeka, UMEIOT OOJbIION NEPEJOBOH OMNBIT B
CUCTEME OpraHu3aluu Tpyda M HMEIT OONbllMe IPEUMYIIECTBa B

YPOBHC Sapa6OTHOﬁ IJ1aTbl, CUCTCMAX 3aHATOCTH MW BO3MOXHOCTAX

pa3BUTHA, OHU ABJIAIOTCA OCHOBHBIMH KOHKYPCHTAMH I'OCYAapPCTBCHHBIX

3 (N JE [ FERGE ST 3 g ) #UER. bRt &5 2000 45 2 1,
46 71, Yen CunbMunb. Kutail Hy’K1aeTcs B CTaHAAPTU3UPOBAHHOM PHIHKE TPy /Ia

nocne Berymienus B BTO //Ilexkun. OxoHomuka. 2000, Ne 2. C 46.
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NPEANPUATAA M YUYPEKACHUH. OTO ONpenenser HX CHIbHYIO
MIPUBJIEKATEIbHOCTh. HekoTopble JIIOAM € BBICIIMM OOpa30BaHHEM,
peajJbHbIMU TAJIAHTAMHU U MPAKTHYECKUM OIBITOM OBUIM MPUBJIEUYEHBI
HOBBIMU WMHOCTPAaHHBIMM KOMITAHMSIMH. 3aT€M KUTalCKUE KOMIIAHUH,
OCOOCHHO KpYMHBIE TpPaHCHAIMOHAJIbHBIE KOMIIAHWH, KOTOPHIC
HAXOJATCS B IPSIMON KOHKYPEHIIUH C KOMITAHUAMHU, (PUHAHCUPYEMBIMU
n3-3a pyOexa, JNOJDKHBI YBEJIMYUTh CBOIO 3apa0OTHYIO IUIATy, YTOOBI
COXPAHMUTh UX, €CJIA OHU XOTAT IPOAOIKATh padoTark. TakuM 00paszom,
OynyT cuTyaluu, Korjga 3apa0oTHas Iulata JIIOAEH € OJMHAKOBBIM
YPOBHEM 00pa30BaHMsI MOXKET OTIMYAThCA. VICTUHHBIA KpUTepuil 1ist
pa3IMYeHs TaTAaHTOB — ATO HABBIKU U criocoOHocTU. [losTomy mocie
BcrymiieHuss B BTO t1pebGoBanuss k 00pa3oBaHUMIO M HMCTUHHBIM
TPYAOBBIM CIIOCOOHOCTSM CTAHOBSITCS 0oJiee YETKUMHU, YTO TaKXKe
BBIJIBUTAET HOBBIE 3a/1a4M MO MOATOTOBKE KaJipoB. M3 aToro BuaHO, 4TO
Beryrienne B BTO BbeIiBUHYNO Oojiee BBHICOKHE TPEOOBAHUS KO BCEM
acneKkTaM OpraHu3aluu Tpyda KUTAUCKUX NpeanpusiTUd, 0COOEHHO
TPaHCHALMOHAJIBHBIX NPEANPUATUH, HE TOJIBKO K CUCTEME TPyAad, HO U
K TOArOTOBKE IEPCOHAJAa, CHUCTEME OIUIaThl TPyHa, 3aLUTE IMpaB U
MHTEPECOB PAOOTHUKOB U JPYTUM aCIEKTaM.

[Ipexxae ueM u3ydaTb OCOOCHHOCTH OpPraHU3aluu TpyJa KUTaCKuX
TPaHCHALIMOHAJIBHBIX NPEANPUATUH, CHauaja HYXHO paccCMOTPETh

MCTOPUYECKYIO IBOJIOLUIO KUTAMCKON OpraHu3alu Tpyna u peopmsl
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pPBIHKA TPYZAa, 4TOOBI JIy4dIl€ MOHATH LEJIOCTHOCTh M IpoLecc pedopMsl
peiHKa Tpyaa Kwuras, a Takxke NOMOXET Jydlle NOHSATh, KaK IOBBICUTh
3¢ (GEeKTUBHOCTh OpraHu3allid TpPyAa W PbIHKA Tpyda IS KUTANCKUX
npeanpusituid. CoracHo wuccienoBanuio mnpodeccopa Yan Kas,
nupekropa MHCcTUTyTa TpyROBBIX OTHOIIEHUM KuTalickoro yHuBepcurera
XsHpMHUHS, pedopMa cUCTEMBbI OpraHu3anuu Tpyaa B Kurae B 0CHOBHOM
npouuia ciuenyroume yeteipe stana. [lepseiit atan: B 1984 rony Kurait
Hayajl omnpoOOBaTh CHUCTEMY TPYAOBBIX KOHTPAKTOB U  BHEIPUI
"ONTUMU3ALMIO COCTaBa padoyeil cuiibl". ITO MpeaBapUTENIbHAS OMbITKA
pedopmupoBars cucremy Tpyna Kwuras. Ee 3HaueHue cocTouT B
OCHOBHOM B TOM, 4YTOOBl pa3pyliUuTh TPATULUUOHHYIO CHCTEMY
(PUKCUPOBAaHHOM 3aHATOCTH, U B ONpPENENEHHON CTENEHM OHa Hayaia
BHEJIPATh MHIAYKLIHMIO HAa OCHOBE 3aCiIyl M YIPaBJIECHUE KOHTPAKTAMHU.
Hekotopsie coTpynHHKU ¢ Oosee HU3KOM KBalu(UKalKed MOCTENEeHHO
YBOJIBHSIFOTCSL U CTAHOBATCS “U30BITOUHOM paboueil CHIoN” mpeanpusTui.
DTO MOXHO paccMaTpuBaTh KaK 3apOXkAEHUE pbIHKA TpyAa. Bropoii stam:
CucreMa TpyIOBBIX KOHTPAKTOB Oblia BHenpeHa B 1986 romy, B 3ToMy
rony locynapctBennsiii coBer Kwutas TpebGoBanm  mpennpusTus
NOJIMCHIBAIM  TPYLOBBIE  JOTOBOPBI CO  BCEMH  IIOCTOSIHHBIMU
pabOTHUKaMM, HAHATBIMU B paMKax Leled HalMOHAJIbHOIO IIJIaHa.
BnocnencrtBun cucrema TpYIOBBIX JIOTOBOPOB OblIa IOCTENEHHO

pacnpoCTpaHeHa Ha KaJpOBYIO TPYIIY MPEANPUATHS, U, HAKOHEL, Oblia
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peanu3oBaHa CUCTEMAa TPYJOBBIX JIOrOBOPOB JUIsl BCEX PaOOTHUKOB
npexnpusatua®. Dra pedopMma CBOZMT Ha HET CUCTEMY 3aHATOCTH
MTOCTOSIHHBIX PAOOTHUKOB”, KOTOpasl AECATUIIETUSMHU MPUMEHSIIaCh Ha
rOCyJapCTBEHHBIX NPEANpUATHAX. braronaps mognMCcCaHUIO TPYIOBBIX
JOTOBOPOB  MEXAY TMNPEANPUATHIMH U pabOTHUKaAMH CHCTEMa
3aHSATOCTH MPEANPUATAA MOCTENEHHO MHTETPUPOBAJIACh B PHIHOYHBIE
YCIOBHS, TaK 4YTO pPAOOTHUKA U MEHEIKEPbl TOCYIAPCTBEHHBIX
NpeANpUsSTANA Hayally MpeBpamiarbes B 'padboronareneii’” U "HaeMHBIX
paObOTHUKOB" B YCIIOBUAX PHIHOYHON SKOHOMHUKHU. DTy pehopMy MOKHO
paccMaTpuBaTh Kak JalbHEHIIYI0 MONBITKY CO31aTh PBIHOK Tpy[a.
Tperuit osran: "CokpallleHM€  YWUCICHHOCTM U  TOBBIIICHUE
s¢dexTuBHOCTH" W "yBOJIBHEHHE COTPYIHUKOB' TOCYIApCTBEHHBIX
npeanpusaTui, Hadapmmecs B 1992 romy. Ha sTom sTamne, miaBHbIM
o0pa3oM ¢ CO3[JaHHEM CHUCTEMbI COIMAJTUCTUYECKON PBHIHOYHOM
HSKOHOMHUKH, TaKXe€ Hadajla BHEAPSTHCS CHCTEMa COBPEMEHHBIX
npennpusatuidi. Co3naHue COBPEMEHHOrO pbhIHKAa Tpylda CTajo
HEOTJIOXKHOM 11eNbto pedopmbl cucteMbl Tpyna Kuras. B 1o ke Bpems
TOCYIApCTBEHHBIE MPEANPUATHS, PYKOBOACTBYSCh MEpPaMHU COIVIACHO
pedopme “cokpamenue U APPEKTUBHOCTH', HaYaJId MacCOBO

COKpaliaTrb COTPYAHHUKOB, BbI3BAaB BOJIHY YBOJII)HGHI/Iﬁ Ha

8 (=R ARMEA ) YL dbE. P ER S 2008 55 6 #. 39
1. Yan Kaif. DBoONNS TPYAOBBIX OTHOIICHHUH 3a IMOCIEAHNE TPH aecaTuaeTus //
Ilexun. Kurtaiickuii ousnec. 2008, Ne 6. C39.
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rOCyJapCTBEHHBIX NPEANPHUATHAX, YTO OOECIEeYMIO JOCTATOYHBIE
TPYAOBBIE PECYPCHI JUIsl CTPOUTENBCTBA PhIHKA Tpyaa. YeTBEPThIA dTam:
KopnoparuBaass ~ pecTpykTypu3auuss W 3aME€Ha  COTPYAHUKOB,
HayaBmmecss B koHHe 1990-x romoB. K xonmy 1990-x romos
TOCYIApCTBEHHBIE NMPEANPUATUS OCYIIECTBUIM  PECTPYKTYPHU3ALMIO,
KOTOpas CTajia NMpoLecCOM AKIMOHWPOBAHUA M npuBaru3anuu. Hapsany c
ATUM IPOLIECCOM JIMYHOCTh PAOOTHUKOB MPEINPUATUI TaKKe IIpeTepriena
M3MEHEHMS, U OblIa MpepBaHa MOCIEIHSA CBSI3b MEXIy paOOTHUKAMU U
rOCy/IapCTBEHHON COOCTBEHHOCTHIO. PaOOTHUKM OKa3aJIUCh JIIOIbMHU, Y
KOTOPBIX HET HUYEro, KpoMe COOCTBEHHOro Tpyda. B pe3ynbrare pbIHOK
Tpyaa Kutas 6611 ouiranbHO co3aaH.

B npouecce 31oit peopmbl 1 3BOIIOLUK TPYAOBbIX OoTHOIIEHHH B KHP
MOYKHO OOHapy>KUTh, YTO KOHEUHOH LIENBIO psiia pepopM CUCTEMBbI TpyAa
CTaJI0 CO3/IaHME pBIHKA TpyAd. YTO OKa3ajio CyLIECTBEHHOE COACHCTBUE
CTaHOBIICHHIO U PA3BUTUIO PHIHOYHON 5KOHOMHUKH Kuras®,

Korga JIro Baii n3 HaHKMHCKOTO HHCTUTYTA MOJUTUYECKUX HayK U Llyii
IOjicton wn3 Kwuralickoi AkanemMuud TPYIAOBBIX OTHOIIEHUW W3ydaau
poOsieMbl TPYIOBBIX OTHOILIEHUH B KuTae, OHM MUK K BBIBOAY O TOM,
YTO B COOTBETCTBUHU C HAIMOHAJIBHBIMHM yCIOBUSMU KuTas ppIHOK Tpyna

Pas3aciiCH Ha ABa PbIHKA: BHYTPH CHUCTCMbI U BHC CUCTCMBEI. PriHOK Tpyaa

 (KEZF TS BIPURFIRTFY . Xk b5 @57 2017 25 7 #H. 68

51, JIro Boii, CtaTyc-KBO M MephI IPOTUBOAEHCTBHS PHIHKY Tpyaa Kutas, [lekun.
OkoHoMmuueckue uccaegosanusa, 2017. Ne 7, C 66.
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B CHCTEME Ompenensuics Kak (UKCHpOBaHHAs 3aHATOCTh B
MOAPA3ACICHUSIX  BHYTPU  TOCYAapCTBEHHOM  cucTembl  (T.e.
TrOCYIapCTBEHHBIE ~ OpraHbl, aJMUHHUCTPATUBHBIE YUYPEXKACHUS U
TOCYIapCTBEHHbIE MPEANPUATUSA); PHIHOK Tpyla BHE CHCTEMBbI
ONpeNesUiCs KAk pPbIHOK 3aHATOCTA Ha MNPEAIPUSATUSIX BHE
rOCYIapCTBEHHON CHUCTEeMbl (YaCTHBIE MPEANPUSITUS, TPEANPUSITHS,
dbuHaHCUpyeMble H3-3a pyOeka, U COBMECTHBIC NPEANPUSITUS U
COBMECTHBIE IPENPUITHS I10J] PYKOBOJACTBOM MHOCTpaHLEeB)®®
[Toapaznenenuss BHYTPU TOCYHApCTBEHHOW CHCTEMBI  CTPOTO
cOONIONAOT HAIMOHAJIBHBIE 3aKOHbI W TpaBUJia U YIEISIOT 0coboe
BHUMAaHUE 3alllUThl MPaB U UHTEPECOB pPaOOTHUKOB. M3-3a BBICOKHX
3aTpaT Ha  YBOJBHEHHE U  JKOHOMHUYECKYI)  KOMIICHCAIUIO
MOJIpa3/iesIeHUs] TOCYIapCTBEHHON CUCTEMBI C MEHBIIIEH BEPOSITHOCTHIO
OylyT YBOJIbHATH PaOOTHUKOB. B TO ke Bpemsi paOOTHUKH TaKxke
CKJIOHHBI 3aluIaTh CBOU COOCTBEHHBIE HHTEpechl. Eciau oHu He
CTAJIKUBAIOTCSl C BHE3alIHBIMU HETaTUBHBIMU (haKTOpaMu, paOOTHUKU
HEe OyayT MNpOSBIATh WHUIMATHBY, YTOOBI MPOCUTH OO OTCTaBKe,
0COOEGHHO BO BpeMs snujeMuu. l3-3a HecTaOMIBHOCTH JEJIOBBIX

onepaunﬁ 00JIBIIIOE KOJTMYECTBO MOJOOBIX JIIOI[Cﬁ B Kurae 3anmcanuce

O (IRHIN AN B D T I SOE R S  etEE R E ) EEES . kst T E 5T 5)
KRR ER. 2013 458 2 W, 56 T1. Llyit FOiicion. MccenoBanue pa3induii B
ruOKOCTH U 0€30ITaCHOCTH PBIHKOB Tpy/Ja BHYTpH H BHE cucteMsl // Ilexun. XKXypHan
Kuralickoro nacturyTa Tpyn0BbeIx oTHomeHui. 2013. Ne 2. C 66.
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Ha O9K3aMEH Ha TOCYJapCTBEHHYIO CIOyxO0y, H YHCIO JIIOAEH,
3aperucTpupoBaHHbix B 2021 romy, JOCTUIIO PEKOPAHOIO YPOBHS °’
(cMm. Tabnuny 5). B pesynbrare nepeMeiieHus: JIOAeH Ha pbIHKE Tpya
BHYTPH CHUCTEMBI CTaJM OCOOEHHO MeIJIeHHbIMU. BTopoe 3akitodaercs
B TOM, YTO pa3jefieHHEe MepcoHaja Ha PBhIHKE TPyAa BHYTPU CHUCTEMBI
OTHOCHUTENIbHO (PUKCHPOBAHO, M BEPOATHOCTH IMEpeBO/a IEepcoHala B
ApyTye YUYpeXJACHUS WIM Ha APyrue TOHKHOCTH MEHEE BEpOsTHA, a
poTalus JODKHOCTEH MPOUCXOJUT PEXe, UYTO MPHUBOAUT K CHUXKCHHUIO
(YyHKIMOHANBHOW THOKOCTH. B-TpeTbux, ypoBeHb 3apa0OTHOM IUIaThI
pabOTHHUKOB Ha PBIHKE TPy/Aa B CUCTEME OTHOCUTEIHHO CTa0MIICH, M HAa UX
JOJI0 TPUXOJUTCS 3HAYMTEIbHAs J0Js OOHYCOB M JIBIOT, M3-3a YEro
3apaboTHasi 1jiata paOOTHUKOB KOJEOJETCS M pacTeT MEIJIEHHO, 4TO
PUBOANT K HU3KOH 37aCTUYHOCTH 3apabOTHOM TUTATHI.

Tabnuua 5. Yncino aOUTYypUEHTOB, 3alMCABIIMXCS HA HAIlMOHAJILHBIN

BCTYNUTENBHBIN dKk3ameH 2018r-2022 rr. (MiH. uen. )%

I'on 2018 2019 2020 2021 2022

KomuuectBo | 1.65Mimr | 1.27 v | 1.10 Mo | 1.50 mitH | 2.02 MuTH

 (EXBBAEEXEE 200 77) AR EFE M. Uucao aGuTyprueHTOB Ha
HALMOHAJILHBIN BCTYUTENbHBIN DK3aMEH BIIEPBBIE NPEBBICUIIO 2 MUJUTHOHA YEIOBEK
// China News Network [Dnekrponnsiii pecypc].URL:
http://www.chinanews.com/gn/2021/10-25/9594119.shtml

%8 HanmonanmsHoe 610po TOCYIapCTBEHHOM CTyKObI. UHCIIO aOUTYPHEHTOB Ha
HAIMOHANBHEI BCTYIIUTEIBHBII JK3aMeEH.
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Ha BHerocynapctBeHHOM pbIHKE cUTyanus ciaoxkuee. [Ipennpusarus ¢
MHOCTPAaHHBIM KalUTaJIOM OOBIYHO COOTIONAIOT TPYIOBBIE HOPMBI, UMEIOT
0osiee BBHICOKYIO 3apa0OTHYIO IUIaTy COTPYAHHMKOB M UMEIOT Pa3BUTYIO
CUCTEMY OpraHM3aluy Tpyda. Ha dYacTHBIX DpeanpusaTusax u3-3a
KOH()JIMKTa HMHTEPECOB B COYETAHUU C OONBIIMM KOJMYECTBOM U
CIIOKHOCTSIMM /I HaJ30pa 3a IpaBaMu U UHTEpecaMu paOOTHUKOB 3TH
npaBa OOBIYHO HE TapaHTUPYIOTCS. XOTA KpPYIHBbIE YacTHBIC
NPEANPUATHS MPEAJIaraloT BbICOKYIO 3apaOOTHYIO IUIaTy, OHM YacTo
HCIIONB3YIOT CBEPXYPOUHBIM TPyHd, B TO BpEMsl KaK MaJbleé YaCTHBIE
MPEANPUATUS TPEIaratoT HU3KYH 3apaOOTHYIO IJIaTy M MHOTAA He
BBIIJIAUMBAIOT €€ BOBpeMs. BHIHO, 4TO cHTyanus Ha DBIHKE BHE
TOCYIAPCTBEHHON CHUCTEMBI IIOJHOCTBIO OTIMYAETCA OT CUTYyaluu
BHYTPH TOCYIApPCTBEHHOM CHUCTEMBbl. OTH (HaKTOpPbl OKa3bIBAIOT
OoibpIIOE  BIMSHME  HA  OpraHu3aluio  Tpyla  KUTaWCKuX

TpaHCHAIIMOHAJIbHBIX KOMIIaHMH.

3.2 Oco0ennocTn OpraHu3anuu TpyAa KHUTalCKNX

TPAHCHAIMOHAJIBHBIX NPeINPUSTHH

B 2013 rony npaButenbctBo Kurtas npennoxuiio crpareruto “OauH
nosic, ovH NyTh . Kutalickue TpaHCHAIIMOHAIbHbIE KOMIIAHUU TAaKKe
MOJIyYUJIA OTPOMHBIE BO3MOXHOCTU JJIsI pa3BUTUs. B TO ke Bpems,

BMCCTC C BOSMOKHOCTAMU IJIAI PA3BUTHSA, CYHICCTBYIOT TAKIKE OopIIHNe
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mpoOieMbl, OCOOCHHO B TIPOIECCE HUX JEATEIBHOCTH 3a pyOexoM,
TpaHCHAIMOHAIbHBIC KOMITAHWM CTAJIKWUBAIOTCS C MpoOIeMaMu, Korja
KUTANCKUE 3aKOHbl M CHCTEMA OpPraHU3alMU TPyda OTIUYAIOTCA OT
3aKOHOB JIPyTHX CTpaH. B 3TOM KOHTEKCTE OYEHb BaXKHO IOHATH, Kak
aJarTUPOBaTh CUCTEMY OPraHU3allMy TPYyJa K HAlMOHAJIbHBIM YCIIOBUSIM
CTpaHbl, B KOTOPOH pa3MemaroTcs (Priinaibl KHTaHCKIX KOMITAHHH.

CraHgapThl yCIIOBHIM Tpy/Ja, 3TO BaXKHAasl 4YaCThb CUCTEMA OpPTraHU3alUU
Tpyda, a CTaHJIapThl YCJIOBUH Tpyda BKJIIOYAIOT 3apa0OTHYIO ILIATY,
pabouee BpeMs, OTIbIX, €XKETOAHBIM OTMYCK U T. M., KoTopwle TecHO
CBSA3aHbl C 3arparaMu Ha pabouylo0 CWIy MNPEANPUATAN U SBISIOTCS
OCHOBHBIMM  (pakTOpaMu  KOH(IMKTOB  MEXIy paOOTHUKaMHU MU
PYKOBOJICTBOM.

C ToukM 3peHUsT KOHKPETHBIX CTAHJAPTOB, CBS3aHHBIX C TPYAOBOI
NEATEIbHOCTBIO, MUHUMAJIBHBIN BO3pacT TpyaoycTpoiictBa B Kwurae,
€XKEHEICJIbHBIE OTIYCKAa, YCTAHOBJICHHBIE 3aKOHOM OTIYCKa U CTaHAAPThI
MUHHMMaJIbHOM 3apa0OTHOM IUIaThl ONKMKe K CTaHgapraM CTpaH
LlenrpaneHort u Bocrtounout EBpombl, HO CTaHAAPThl E€XETOIHOTO
OTIYCKa U IEHCHOHHOTO Bo3pacTa B Kutae HaxoAsTca B HU>KHEN 4acTh B
TE€X CTpaH, KOTOPBIE YYacTBYKOT B IPOEKTE€ OAWH IOSIC, OJIUH IIyTh.
MuHUMaNbHBINA YCTAaHOBJIEHHBIN 3aKOHOM CTaHJIapT €KErOJHOT0 OTITYCKa
B KHP cocraBnser 5 nHel, 4TO SBISETCS HAMMEHBIINM KOJIUYECTBOM

IIHCﬁ OTIIYCKa Cpcau CTpaH, BKIIOYMBHINXCA B PCAIN3AlHUIO ITPOCKTA
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"OnuH mosic U oAWH MyTh". MUHHUMAaNBHBIN CTaHAAPT E€HKETOJAHOTO
ornycka qas  crtpad IOro-Boctounoit Asum, FHOxHoil A3swum,
[enTpanbHoil A3um u Apyrux peruoHoB coctasisieT 10-14 mueiut. [l
OOJBITMHCTBA CTpaH 3arma Hoi AWK OH COCTABIISIIOT Okoyio 20 aHEe, a
nns ctpadn LlentpaneHoii m Bocrtounoir EBpornbl OH B OCHOBHOM
cocrasisieT 20-28 nuelt (cM. Tabmuiyy 6).

Tabnuma 6. CTanaapT JIMTEIBHOCTH €KETOHOTO OTITYCKa B Pa3HbIX

crpaHax (B qHsax)%

Crpana Kwuraii CIIA Ounistaua | Poccus Cunranyp

Jan 5 10 35 28 7

MoxHO cKa3aTb, YTO CTaHAAPThl OOJBLUIMHCTBA CTPAaH C TOYKH
3pEHHUsI €KErOJHOTO OTITyCKa HAMHOI'O BBILIE, YEM HBIHEUIHSS CHCTEMa
Kurasg, mnmo3roMy ecTb  BO3MOXHOCTH  JUI1  JAJIBHEHIIETO
coBepuieHcTBOBaHUs. PaboraronuM sxkeHmyHam S50 JeT, U HbIHEIIHUN
craHmapr 55-65 ner, Kak IpaBWIO, pPACIHpPOCTPAaHEH B CTpaHax,
PACIIONIOKEHHBIX BJIOJb JIOTHCTUYECKHX NyTeH IMpoekra. Pa3peiB
coctaBisgeT 5-15 JeT, 4TO COBEPIICHHO OYEeBUAHO (cM. puc. 4).
ITepenucs, nposenenHas B 2020 roay, MOKa3bIBaET, YTO J0JI CTAPECHUS

Hacesnenus Kuras nocturna 18,7%"°.

%9 Ckombko nHelt AIUTCS OTIYCK B PasHBIX CTpaHaX. [DIeKTPOHHBIH pecypc]
URL :https://zen.yandex.ru/media/vpoiskahluchegomesta/skolko-dnei-dlitsia-otpusk-v
-raznyh-stranah-5db6baleecfb8000ae7e03db/ ([lata oOpamenus: 28.10.2019)

70 CC,Z[LMa}I HallMOHAJIbHAA MEPENUCH. HanuonansHoe 6I0p0 craTucThku Kuras.



https://zen.yandex.ru/media/vpoiskahluchegomesta/skolko-dnei-dlitsia-otpusk-v-raznyh-stranah-5db6ba1eecfb8000ae7e03db/
https://zen.yandex.ru/media/vpoiskahluchegomesta/skolko-dnei-dlitsia-otpusk-v-raznyh-stranah-5db6ba1eecfb8000ae7e03db/
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Pucynok 4. TOII-5 cTpaH ¢ caMbIM HU3KHM IIEHCUOHHBIM BO3PacTOM ' *

CrpaHa  MyKuMHbI KeHLLMHDbI
OA3 49 49
Kurai 60 55
Poccua 65 63
60-65 60-65
MHoua (B 3aBMCMMOCTM OT LITATa, (B 33BMCMMOCTHM OT WTATa,

B KOTOPOM NPOXMWBAET NEHCMOHEP) B KOTOPOM MPOXMBAET NEHCUOHED)
Anolma  60-70 60-70

AKkaneMuueckoe CcOoOOIIEeCTBO B ILEJIOM CYUTAET, 4YTO CTaHJAPT
IIEHCHOHHOTO BO3PacCTa MPUBEN K IMyCTOM TPaTe YEIOBEUECKUX PECYPCOB.
UToOBl aganTUpOBAThCS K YBEIMYCHHUIO CTApEHUS HACEJICHHS, Ba)KHO
W3BJICYb YPOKH M3 IMPOTPECCUBHOM NEHCHUOHHON CHCTEMBI, MPUHATON
3anaJHbIMU Pa3BUTBIMU CTPAHAMH, U TMOCTENEHHO MOBBIIATH CTAHIAPT
NEHCHOHHOTO BO3pacTa.

[Ipobnema mpodcoro30B Takke SABISETCS BaXKHBIM  aCIEKTOM
OpraHu3aluu Tpyola H yIIpaBJICHUSA MHOTOHAIIMOHATbHBIMU
OPEeNNpUsATUIMUA, W ITO TaKXKE €CTECTBEHHas CJIa00CTh KUTAWCKUX
IpEeANPUATHI, KOTOpast SBIAETCS cepbe3Hor mpodiemoil. [Ipodcoro3sl Bo
MHOTMX CTPaHaX, BKJIIOUMBUIMXCS B pealin3aluio npoekra "OIuH mosic u

OJIMH MyTh", OKa3bIBAIOT OoJIbllIee BIUsIHUE HA paboTHUKOB. Hanmpumep, B

' TlencuoHHBIH BO3pacT B pa3HbIX cTpaHax Mupa B 2019 roay. [DIeKTpOHHbIIH
pecypc] URL:
https://emigrant.guru/kuda/tops/pensionnyy-vozrast-v-raznyh-stranah-mira-tablica.ht
ml/


https://zen.yandex.ru/media/vpoiskahluchegomesta/skolko-dnei-dlitsia-otpusk-v-raznyh-stranah-5db6ba1eecfb8000ae7e03db/
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cTpaHax EBpomeiickoro cor3a XOpomo pa3BUTHI NPOQPCOIO3HBIC
Opranusanuu, npodcoro3bl OTHOCUTENHFHO CUJIBHBI U 00J1a/1al0T BHICOKOM
CIIOCOOHOCTBIO BECTH KOJUICKTUBHBIE NEPErOBOPHL. 3a0acTOBKH U
JEMOHCTPALIMU BCTPEYAIOTCS €Il Yalle. B crily HaMOHaIbHBIX YCIOBUN
Kurast ¢pynkimn npodcoro30B oTanyUaloTcs OT (QyHKIU 3apyOeKHbBIX
ctpad. [Ipodcoro3pl B HEKOTOPBIX CTpaHaX OKa3bIBAIOT OOJbIIIEe
BIMSIHE Ha KOHKpPETHBIE oTpaciu. KuTalickue KOMIIaHWHM MOTYT
MEPEeHSITh Y BCEMHUPHO HU3BECTHBIX TPAHCHAIMOHAIBHBIX KOMITAHUA
3(PEeKTUBHBIN OMBIT COTPYAHUYECTBA C TPOPCOI03aMU U UCIIOJIB30BATh
MEXIyHApOIHbIE KOHLEMIIUU YIPABICHUs s COTPYyAHHYECTBA C
npodcorozamMu, dYTOOBI KOMIIEHCHPOBATh BPOXKACHHBIE HEIOCTATKU
KUTAWCKUX KOMITAHWWA B 00JacTH COTPYIHUYECTBA C WHOCTPAHHBIMU
npodcorozamu. OcoOEHHO B MOCIEIHUE TOMbI SBJIEHUE CBEPXYPOUYHOM
paboThl HAa KPYMHBIX KWUTAaHCKWX KOMIIAHMSX, B TOM YHCTE
TpPaHCHALIMOHAIBHBIX KOMIIAHUSX, CTAaHOBHUTCA Bce Ooyiee cepbe3HOU
poOJIEeMOi PEryIUPOBAHUS TPYAOBBIX OTHOIICHUH, ¥ MEHEIKMEHTY
eme Oojee HEOOXOAMMO BBINONHATH (PYHKIMIO 3alIUTHI TpPaB U
MHTEPECOB PaOOTHUKOB.

11 anpens 2019 r. /Ixek Ma, ocHoBarenb kopmopaimu «Alibaba
Group», Ha o4epeaTHOM BHYTPH-KOPIOPATUBHOM COOpPaHUU TPYHAOBOTO
KOJJICKTHBA 3asBUJ clenyromee: «bonpimoit ynmaueil mis MomombIx

pa6OTHI/IKOB ABJIIACTCA TO, 4YTO KHATaNCKUE NpcanpuiaATusd HUMCIOT
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BO3MOXHOCTh BHEIPUTH CHCTEMY OpraHmsamuu Tpyga “996”»2. Dro
0COOEHHO CO3BYYHO aKTyaJIbHBIM IpoOjeMaM COBPEMEHHOCTH: Haubosee
OCTPO B KOHTEKCTE€ PAa3BUTHS COBPEMEHHOM MHPOBOW SKOHOMMKHA U
SKOHOMHKH OTAENBHBIX CTPAaH CTOMT BOIPOC 3aHATOCTH MOJIOMEKH .
Hcnonb3zoBaHue KUTAUCKUMH KOMIAHUSIMHU M HPEANPUSITHIMHU
nonyo(uIMaNbHON CUCTEMBI OpraHu3anuu Tpyaa «996», B pamkax
KOTOpO#l paOOTHUK HauyMHAeT paboTy ¢ 9 yacoB yTpa, 3aKaHYMBaeT B 9
4acoB Beudepa, paboTaeT MIECTh JHEH B HEJENIO, SIBISETCS OObEKTOM
KApPKUX JUCKYCCHMA KaK Cpeld MPOCTBIX TIPaxJaaH COBPEMEHHOIO
KUTalicKoro oOIiecTBa, TaK M CpeAM HCCIEAOBaTENe TPYydOBBIX
OoTHOLIEHUN. [IpOTUBHUKM 3TOM CUCTEMBI CUMTAIOT, UTO OHA HAPYIIAET
3aKOHOJATENLCTBO B chepe IpaB M HMHTEPECOB TPyASMIUXCA '+ .
CTOpOHHMKH JK€ €€ CYMTalT, 4YTO HMMEHHO cucrema «996» Kak
JETUTUMHU3ALUST CBEPXYPOUHOM 3aHSATOCTH MOXET CTaTh JBIXKYLIEH

CUJIOW COBPEMEHHOT0 3KOHOMHYecKoro pa3Butus Kuras. Tem Gonee uro

cic€ J0 AaKTHBHOI'O BHEAPCHHA B CONHUAJIBHO-TPYAOBLIC OTHOIICHHA

2 (SRR 996: AENE 996 RAERAIMEIR, REZ NEHEEHLE) IETEHHE.
Ma IOusb u cucrema 996. [lonmnaii. 2019. 12 anpens.

& [TerpoB A.B. ConmanbHoe MapTHEPCTBO U MPOOIEMbI 3aHATOCTHA MOJIOJICKHU B
COBpPEMEHHOM riobansHoi 3koHOMHEKE // O61mecTBo. Cpena. Pazutue. 2012. Ne 4
(25). C. 116.

O 996 I EE T B E BT AR BRIEE, £ U7 EK THRBUA R
4. 2019 4E56 6 #H. 66 1. Jlan 3 Xyncs, Ban ®anr. IIpocMOTp TPY10BOM 3aIUThI
Kuras u3 «cucremst 996 // Uynuun. XKXypuan FOro-3anagHoro yHuBepcureTa
nosutosioruu u npasa. 2019. Ne 6. C 66.
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cucteMbl  «996» cpemHeromoBas IMPOAOKUTEIBHOCTh pabodero
BPEMEHU KHTAMCKUX TPYASAMMXCA M TaKk ObUla OMHOW M3 CaMbIX
BBICOKMX B MHpe (CM. puc. D), a cBepXypouHas pabora (QpaKTUUECKH
BOIUIA B TMPUBBIYKY y MHOTHUX KHUTAWIIEB. DTO OOCTOSTEIHCTBO H
MPUBJICKAET BHUMAHHE COIMOJIOTOB K paccMarpuBaeMoMy (EHOMEHY,
BCE B OOJIBIIICH Mepe BIHSIONIEMY Ha MTOBCETHEBHYIO KU3HD TPaXKIaH.

Pucynok 5. Jluarpamma «PaGodee Bpems B pa3HBIX CTpaHax» '°

2500 2272
1965
2000 1779
1538

1500 1386
1000

500

0
CLWA KHP PO AHMUA epmaHus

[To nmanapiM OpraHuzanvii SKOHOMHYECKOTO COTPYIHHYECTBA W
passutust (OOCP) u HamuonansHoro Oropo cratuctuku Kuras,
CPEIHEro/IoBasi MPOAOIKUTEILHOCTh pabodyero BPEMEHU KHUTaHCKUX
pabouux B 2019 . noctuma 2272 yacos, yto Ha 27 % Oobliie, 4eM B
CILA (1779 uacoB), u Ha 15 % Bbuue, yem B Poccuu (1965 gacos)’®.
DTO 3HA4YUT, 4TO cucTteMa «996)» He HOBa W OTPaXaeT JABHIOKO

MCTOPHMIO Pa3BUTUS MOMOOHBIX TPYIOBBIX OTHOIIEHMH B Kurae'’.

75Average Annual Hours Actually Worked per Worker OECD [DnektpoHHbIit pecypc]

URL: https://stats.oecd.org/In-dex.aspx?DataSetCode=ANHRS
6 Average Annual Hours Actually Worked Per Worker 2019. OECD.

77 Cui Jingyi. Research Review on Overtime Issues. Modern Management. 2018.8, 4.

P. 387-394. https://doi.org/10.12677/mm.2018.84045.
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CepxypouHasi paboTa OpraHM4YHO BHHCATach B OPraHU3AMMOHHYIO
KyJIbTYpY HpPEANpUSATUN pa3HbIX CTPaH, a PACHPOCTPAHEHUIO €€ CpEeau
pabOTHHKOB BO Bce OompIIeld Mepe Temepb  CIOCOOCTBYET
SKOHOMMYECKas TI00aIm3aus .

B nocnmeguue  pecsaTmieruss  JIBaguaroro  Beka.  Mogenb
COLIMAJIbHO-PKOHOMUYECKOr0 pa3ButHs Kutas M MeTon peryaupoBaHHUs
COLIMAIbHO-TPYIOBBIX OTHOILIEHUW MPETEPNesid CEePhbE3HbIE W3MEHEHHUS.
ITocne co3manuss HoBoro Kwuras, Ha mnepBoM 3Tamne CTPOUTEILCTBA
HAIIMOHAJIBHON 3KOHOMHUYECKOW cucTeMbl, Kutaii mogpaxan CoBeTCKoMy
Coro3y, ckomupoBajd MOJEIb IUIAHOBOM OSKOHOMHUKM M HPHUHSI
COOTBETCTBYIOILYIO MOZENb PAacHpeleieHUs] U YNPaBIE€HUS TPYIOBBIMU
pecypcamu’®. Ongnako B konue 1970-x rogos Kurail Hauan mpoBOmuTS
HOBYIO TOJUTUKY 'pe@opM © OTKpbITOCcTH'. YacTHas 3KOHOMHKA
nosyuniia pazButue. ChopMupoBascs peIHOK TpyAa. EcTecTBeHHO, UTO C
YBEJIMYECHUEM 4YHUCJIa YaCTHBIX NPEAIPUSATHI 3HAUMUTEIBHO BO3POC H
cnpoc Ha pabouyro cuity. braromapss HU3KOM CTOMMOCTU COTPYIHUKOB B
NEpPBbIE HECKOJIIBKO JIECATWICTUN pead3allii TOJUTUKU YaCTHBIE

KOMITaHHUH I10JIY4aJI1 BBICOKYIO HpI/I6I>IJIB, a YKOHOMHYECKHI PocCT Kuras

78 Petrov A.V. Labour Culture in the Trap of Economic Globalization: View of
Contemporary Economic Sociology // Journal of Economic Sociology. 2013. 1, iss. 1.
P.116-129.

P (BRI LR E S IR G . Rkss. dbnt. #P AR RR LA
5T. 2019 4F%6 6 . 135 T, JIro Jlalixyoii. MccneqoBanus pocCHiiCKol SKOHOMUKH
nociie pegopm u otkpeitoctr B Kurtaes // [lexun. MccienoBanus mo Poccun,
Boctounoii EBpone u Lientpansnoit Azun. 2019. Ne 6. C 135.
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obu1 ObicTphIM. B 1985 romy kutaiickuit corumornor Xyan L[3yHwku
JakKe Hadajl WCIONb30BaTh TEPMHUH “BHYTPEHHUUW o0O0BbeM™ s
OMMCaHUs MPOILECCa Pa3BUTUS COLMAIBHBIX M TPYIOBBIX OTHOIICHMI,
yKa3blBasi Ha TO, YTO H3-32 HU3KUX HMHBECTULHUA B YEJIOBEYECKHUI
KaluTajl 00beM IIPOU3BOJCTBA 3HAYMTEIBHO YBEJIMYWIICS, BbI3bIBAas BCE
OoJee cepbe3HbIE COLMaIbHBIE TPoOeMsl. &

Opnako B coBpeMeHHOM Kwutae BO3MOXHOCTH HCHOJIb30BaHUS
pECYpCOB HaceJeHUsl B MPOMBIIUIEHHOM M SKOHOMHUYECKOM Pa3BUTHH
CTpaHbl MOCTENEHHO COKpallaiTcs. PaccunThiBaTh Ha NpPUBICYECHHE
OOJIBIIIOTO KOJIMYECTBA JICIIEBOM paboueld Cuiibl JJIsl TOBBILICHUS
MPOU3BOIUTEILHOCTH  TpyAda  OOJbIIE  HEBO3MOXHO, IO3TOMY
KUTACKUEe KOMITAHMM HAaYaJld WCKATh JPYrHe CIOCOOBI MOBBIILIECHUS
3¢ HeKTUBHOCTH UCITOJIb30BaHUS TPYAOBBIX pecypcoB.
[IpeanpuHuMaTeny CKOPPEKTUPOBAIM CBOE paboyee BpeMs, YTOOBI
YBEIMYUTHh pabouee BpeMs sl NOAJEp:KaHUsS TpeOyeMbIX TEMIIOB
pocta npuObu. B cBs3u ¢ stuM Obuta BBemeHa cuctema “996”.
CrenyeT OTMETUTh, YTO, HECMOTPSI Ha HETaTUBHOE BOCHPUATUE ATOU
CUCTEMBI B 00111€CTBE, MHOTHE PAOOTHUKH BCE €I11€ TOTOBBI PUHATH €€

ycioBus. JlaHHBIE Oompoca MOKa3bIBaKOT, YTO cuctema 996" mmpoko

pacnpocTtpaneHa He Toiibko B UT-unayctpuu (HeperynsipHast padora

O (ALK NRATF St aIT) - EEE. . b h R, 1986 4. 36 .
Xyan LI3yHwkH. DKOHOMHUYECKUE U COLMAIBHBIC U3MEHEHHS MEJIKHX (epMEPOB B
Cesepnom Kurae. [lexun. U3natens Yxynxya. 1985. C 36.
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YK€ SIBISIETCS PETYISIPHOM), HO U B IPOMU3BOICTBE, CTPOMTENIBCTBE U
napyrux cdepax 8 . Onmmako, NOCKONBKY 3TO SBIEHHE OCOOEHHO
CEpPBE3HO B UT-unnycrpun, 0COOEHHO cpenu KPYIIHBIX
TPAaHCHALMOHAJIbHBIX TEXHOJOTMYECKUX KOMIAHWM, KOH(IMKTBI B
TPYAOBBIX OTHOIIEHMSX, KOTOPBIE OHO IOPOXAAET, TAKKE BBI3bIBAIOT
HanOOJIBITYI0 03a00YECHHOCTD.

[Touemy cnoxunacek nogoOHas cutyanusi? C nagana XXI B., B CBS3U CO
cTpeMuTelibHOM nHpopmaTu3anueit u nudpousaiuein skonHomuku Kuras,
CYLIECTBEHHO YBEJIUYUJIOCh KOJIMYECTBO BBICOKOOOPA30BAaHHBIX MU
XOpOoUIO 3apadarhIBAIOIIMX CIEUUATUCTOB, 3aHATBHIX B |T-uHgycTpum.
Tpyn Takux pabOT-HUKOB 00JaJjaeT OMNpeaeeHHON CcrherudUuKon,
CBA3AHHOW C €ro CyIIECTBEHHOW HMHTEJUICKTyalM3alueld U BBICOKUMH
TPeOOBAHUSIMHU K KPEATUBHOCTH, YTO TAKXKE€ MPEojiaraeT ruOKOCTb pH
BBITIOJJTHEHUM  MPOMU3BOJICTBEHHBIX 3aJad W BBICOKUHA  YPOBEHb
CaMOCTOSITEJIbBHOCTU B IPUHATHU PELICHUM, CBSI3aHHBIX C PACXOAOBAHUEM
UHIMBUIYAJIBHOTO pabouyero BpemMeHUu. M 3TO Hepeako NpUBOAUT K
CMEIICHUIO TPUOPUTETOB CaMUX TPYASIIUXCS: CBOOOJHOE BpeMs OHH

JaCTO CTaJd HCIIOJIb30BATh KaK JOIIOJHHUTCIBHOC pa6oqee, KOTOpOC

CTaparoTCA 3aHATb  BBIIIOJIHCHHUCM  TCKYIIUX W JOIIOJHUTCIIBHBIX

8L (HEIERFN R shiEd]) |« R PhVEE. TR AR, dE R A S SEIF AT, 2015
FESS 3 1. 186 TH.

Wk [Nyanxyaii, Cynp Xyaii, Ban Caaayn. Kontpons 3a Tpyaom B HeopManbHOI
sagsaroctd // [leknn. Coumonornueckue uccieqosauust. 2015. Ne 3. C 186.
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TPYAOBBIX IIOPYUYEHH.

JI1st TOro 4T00BI OOBSICHUTH CTPEMIICHUE TAKUX JIFOJEH B3ATh Ha ce0st
JOTIOJTHUTENIbHBIC TPYIOBBIE 00s3aTeIhCTBA B YIIEPO JHIHOMY
CBOOOHOMY BpPEMEHH, MOXHO OOpAaTUTHCS K BBIBOJAM 3HAMEHUTOTO
cormosiora M. BypaBoro, clienaHHbBIM UM B €ro M3BECTHOUM pabore —
«ITpou3BOACTBO coOIIacusi: U3MEHEHHUSI B MPOIECCE TPYAa B YCIOBUSIX
MOHOIOJIUCTHYECKOTO KalUTaIu3Ma» 2 . AHamusupys NIpoOneMbl M
MPOTUBOPEUHNS] KAMUTATUCTUUYECKOTO pbIHKA TpyJa, HCCIeN0BaTelb
BBISIBUJI MHTEPECHYIO TEHJEHIIUI0 €r0 COBPEMEHHOIO PAa3BUTHS: C
ABOJIIOLIMEN MPOU3BOJCTBA KJIACCOBBIE MPOTUBOPEUUS] CMEIIAIOTCA B
chepy NPOTUBOCTOSHUSI PAOOTHUKOB W YIIPABJICHIICB MPEAMPUITUS
(Tom-meHemkepoB). OgHAKO MPU 3TOM OCOOCHHO BaXXHO TO, YTO YE€M
JabIlIe Pa3BUBACTCS KOPIOPATUBHBIN KalHWTalu3M B OOJBIIMHCTBE
CTpaH, TEM MCHBIIIC HaeMHBbIC PAOOTHHKH OKa3bIBAIOT CONPOTHUBIICHUE
AKCILTyaTaTOPCKOM CHCTEME KOPIOpPAaTUBHOW oOpraHu3aluu Tpyaa, H,
O0oiee  TOro, JAOOPOBOJBHO  «COMVIAIIAIOTCS»  HA  OYEBUIAHO
HECMPABEUIMBYI0 CHUCTEMY PErYIMPOBAaHUS  COLMAIBHO-TPYAOBBIX

OTHOIIEHHI HAa COBPEMEHHBIX NpeAnpuaTusax®, [IpuHATHE MHOIHMH

COTpYAHUKAMU KUTANCKUX KOMITAaHHUH (He TOJILKO

8 Burawoy M. Manufacturing Consent: Changes in the Labor Process Under
Monopoly Capitalism. Chicago, 1982. P 267.

B (NE IR EAL R T T BT, Yxao Quamm.
MHBOMIOLNH U <9Irpa TPYJa>COBPEMEHHOT0 KuTaiickoro obmectna. [lonmaii. 2020.
16 nexabpsi.
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BBICOKOOTUTAYMBaeMbIMH  crieruanuctamu I T-cepor) cucrembr «996» —
SPKAN TOMY IIPUMED.

M. bypaBoil  ykasplBae€T, 4YTO Ha 3ape€ HHIAYCTPUAIBLHOIO
KallUTAJIU3Ma TOCIOACTBYIOIIEH KOHILIENIMEN OpraHu3auuu TPYJOBBIX
OTHOIIEHUH ObUT «()OpaAu3M», SIBISABIIMICS CHHOHUMOM SKOHOMHYECKOTO
aBTopuTapu3Ma. KanutaaucTsl MOJTHOCTHIO MOJarajnuch Ha «(pabpuuHyIO
JUKTAaTypy» B  yHOPaBJIE€HUU PAOOUYMMHU C  LEJIbI0  TMOBBIIIEHUS
s¢pdexTuBHOCTH TpousBoacTBa. Ho curyanus u3MeHWIach, U B
1960-1970-x rr. 3anajHble OM3HECMEHBI OOHAPYKUIIN, YTO TOJIBKO JIHIIH
MPUBBIYHOE JJII HUX SKOHOMUYECKOE MPUHYXKICHHUE YK€ OOoiblle He
MOXKET ONpPENENsATh MOPSAOK MPOM3BOACTBA. 1103TOMY BO3HUKIIO HOBOE
HOHATHE — «100poBOIBLHOE pabeTBoy (“voluntary servitude™)®,

B xoze cBoux uccnenoBanuii M. BypaBoii o6Hapy:xui crienu@uieckui
COLIMAJIbHO-YIIPABIIEHYECKU ~ MEXaHM3M, C TOMOIIBI0  KOTOPOTO
KalUTAJIMCThl  CO3JAIOT  JIATEHTHBIE  YCJIOBHMS  JUJIl  MPUCBOCHMUS
npruOABOYHONW CTOMMOCTH B COBPEMEHHOM MPOU3BOACTBEHHOH CHCTEME,
IIPU 3TOM €1l U o0ecreunBast «100pOBOJIBHOE COMIACHe» paOOTHUKOB Ha
YCWICHHE KallUTAIMCTUYECKOM DKCIUTyaTallud B ITOCTUHAYCTPUAJIBHOU
skoHOMHKe. Crenudurka (yHKIMOHUPOBAaHUS YKAa3aHHOIO MeXaHH3Ma
TaKOBa: HA COBPEMEHHBIX MTPOU3BOACTBEHHBIX MPEANPUATUAX 3apaO0THas

Iiara CymeCTBYCT B BUC HpHMOﬁ CIIGHLHOﬁ CUCTCMBI OILIAThI TPydd, HO

8 Burawoy M. Op. cit.
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C MUHUMAJbHBIMU TapaHTHSIMH  BbIIUIATBL. Takum  oOpa3om
(GopMHUpyeTCsl TONOTHUTENbHBIM CTUMYA AN KaXJAO0ro KOHKPETHOTO
paboTHHKA, TOCTOSIHHO MOATAJIKUBAIONIMK €ro K J0OPOBOJIbHBIM
WHJIUBUIYyaJIbHBIM  TPYIOBBIM  JICWCTBHUSIM, HANpaBICHHBIM  HA
IOJTydEHHE JOMOIHUTENBHOM 3apaboTHOM miate®™. B pamkax sToi
CUCTEMBI JUIA KaXIOM MPOU3BOACTBEHHOM ONEpanuuy NPEIIpUSITHE
YCTaHABIMBAET ONTHUMAJIBHBIE I10KA3aTEIU: HAIPUMEP, KOJIMYECTBO
MPOAYKIMH, KOTOPOE€ MOXKET ObIThb MPOM3BEIEHO 3a 4Yac W,
COOTBETCTBEHHO, OIIaueHO. [Ipyn BBIMOJHEHNH TPYIOBOIO 3aJaHus HA
YPOBHE 3THUX MOKa3aTeae pabOTHUK MOXKET MOJYYUTh TOJIBKO 0a30BYIO
(1, cKopee BCero, COBCEM CKPOMHYIO) 3apaOOTHYIO TIJIaTy; OHAKO MPHU
MPEBBIIEHUA  «IUIAHA» OH YK€ BIpPaBE€ pacCUMTHIBaTh Ha
3HAQYUTENbHYIO  MPEMUI0 WM  CYIIECTBEHHYI0  NpUOaBKy K
YCTaHOBJICHHOW 0a30BOM CyMMe OILIaThl €ro TpyAa. 3a cYeT 4ero Oyaer
JOCTUTHYTO JAaHHOE TMIPEBBIIMICHUE — TIOBBIIICHUS HHTEHCUBHOCTH
TpyJda WU CBEPXYPOUHOUM pabOThI — ATO YK€ OMpeAesseT KaKIbli
pabOTHUK caMm, UHIMBHUAYadbHO. M TOCKONBKY Takasl cucTeMa OIIaThl
Tpyda B  OCHOBHOM  OpHUEHTHPOBAaHAa HA  CTUMYJIUPOBAHUE
WHJMBUAYaJIbHBIX, a HE KOJUIEKTUBHBIX TPYAOBBIX YCUJINH, TO OHA €IIIE

151 O6OCTpH€T KOHKYpPCHIOHUIO MCXKAY OTACIbHBIMHA pa6OTHI/IKaMH 3a

8 (N R R X —FE) . FIEAR. B #1250 2009 4E55 1 . 178 T, 1O
Wxonmuek. Jpyroit ciocob co3nanus cornamenus // Ilanxai. O6mectro. 2009. Ne 1.
C 178.
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MpEeMUI0 WIW TpuOaBKy K  3apruiate, 4YTo TakKkKe  SBISACTCS
JIOTIOTHUTEIHbHBIM TPYAOBBIM CTUMYJIOM. [TomoOHbBIH
COIMABHO-YIIPABICHYECKIU  MeXaHu3M (DAKTHYECKH IONTATKHUBACT
MTOJIABJISIONIEE OONBITMHCTBO HAEMHBIX PAOOTHUKOB (KaK MPABHUIIO, Y HUX
HET HUKAKHUX JIPYTUX UCTOYHUKOB J0XO/Ia, KpOME 3apabOTHOM IIarhl) K
MOCTOSIHHOMY YYacCTHIO B OTOW BHYTPHOPTaHU3AIMOHHOM «HUTpe 3a
MOJTyYCHHUE MTPUOABKIY, BEIb BEIMTPHIII B COBPEMEHHBIX YCIOBHSIX OyIET
03HA4aTh HE TOJHKO MOBBINICHNE WHINBHUIYAIBHOTO YPOBHS KH3HU, HO H,
[IaBHOE, KadecTBa KU3HUC®.

B  moctmHmycTpmampbHOM ~ OOIIeCTBE  ydacThe  OOJIBIIMHCTBA
TPYASIINAXCS B MOTOOHOW «TOHKE» TpaHCHOPMUPYET TPATUITHOHHBIA IS
WHIYyCTPUAILHOTO  KallUTalu3Ma  KJIACCOBBIM  KOH(MIMKT — MEXIY
COTpYAHUKAMH TIPEANPUATHA M WX COOCTBEHHUKAMH B ITOCTOSHHO
HapacTaloNlyl0  KOHKYPEHIIMIO YK€  HEMOCPEACTBEHHO  MEXKIY
TPYASIIAMHCS 3a TIOJYyYCHHE TOTOTHUTEIBHOTO (M 3a4acTyi0 BechMa
CYILIECTBEHHOT0) BO3HArpaxjaeHusi 3a pabotry. Kpome Toro, ywacrtue
JTIOME B OTOM  «HWTpe» Takke OOYyCIOBIEHO CyIIECTBOBAaHUEM

HCMATCPUAJIbHOI'O CTUMYJIa — KYJIbTa YCII€XA, IIPOABIIAIOMICTOCA, IIPCIKIC

BCCTO, B paCIIMPpCHUN BO3MOXKHOCTEH HHTCTPpAlINN KAKIOTO KOHKPETHOI'O

8 (hEZFEMNIAE: BEWEITIINIEL) . Kuraiickoe nccaenopanue
3aHATOCTH JIOMAITHUX XO3SMCTB: B3I HA TO, KAKKE OTPACIH pabOTarOT OOJbIIE
CBEpXypouHo. [DnekTpoHHsIi pecypc] URL:
https://cpr-iesr.jnu.edu.cn/2019/0703/c14618a356991/page.psp



149

paboTHHKa B «O0OMmECTBO TOTpPeOICHUS» B CBOEH cTpaHe (TpH
OpUEHTALlMM Ha MOJApa)KaHUE NOTPEOUTEIBCKUM BO3MOKHOCTAM
3aI1aIHOEBPOINEICKOrO U CEBEPOAMEPUKAHCKOTO CPEIHETO Kilacca). ITOT
KyJIBT CTajJl HEOThEMJIEMOM WEHHOCTBIO TIEOKYJIbTYPbl MHPOBOIO
KanmuTaian3Ma, ObBICTPO PacpOCTPAaHUBIINCH B CHCTEME COBPEMEHHBIX
00IeCcTB Oarofaps SJKOHOMHYECKOM M KyJILTYPHOMN III00aIu3aum’ .
CrpykTypa ¥ oOpraHm3anusi MOpOU3BOJACTBA B COBPEMEHHOU
UU(PPOBUBUPYIOIICHCS  KUTANCKOM  DKOHOMHUKE  MPETEpIeBaIOT
cepre3nble Tpanchopmanuu. B xomnanusx |T-unnyctpuu ocHOBHas
MPOU3BOJICTBEHHAS  JEATEIBHOCTh OCYIIECTBISIETCS YK€ HE B
3aBOJICKUX II€XaX HWHIYCTPUAJIBHOM 3pbl, a MPEUMYIIECTBEHHO B
opucax. Ilpm >TOM OCHOBHYIO NpPUOBUIb KOMIIAHHUSIM MPUHOCAT HE
«CHUHHE BOPOTHHYKH» SKOHOMHUKH, a «Oeble» — MpeAcCTaBUTEIH
IIOCTUHAYCTPUAIIBHOMN MPOU3BOACTBEHHON cUcTeMBI. [Io cpaBHEHUIO €
TPAAUIIMOHHBIMUA  TPOMBIIIJIEHHBIMH ~ padoyMMu  OHU  Ooree
HE3aBUCUMBI OT TPYAOBOI'O Ipoliecca, BOIUIOIMIEHHOTO B pe3yJibTarax
KOJUIEKTUBHBIX YCUJIUH, U TTOATOMY Bce 0o0Jiee aKTUBHO KOHKYPUPYIOT
Mexay coOoil. Cucrema opraHuzanuu Tpyaa «996» — 3To JHIIb

MPOU3BOJHAS OT HWHTEHCHU(UKAIIMU TOA00HON OEIOBOPOTHUUKOBOM

KOHKYpEHLIMU, U ecli paboromarensM OydeT HYXHO, TO B

8" TlerpoB A. B. «I'mobanu3ariiusy. «modanusamus» 5KOHOMUKH: COIUATbHbIE
u noautuyeckue acnektel. CI16., 2009. C 198.
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c(OpPMUPOBABIIUXCA  MOCTUHAYCTPHAIBHBIX  COLUATBHO-TPYIOBBIX
OTHOUIEHUSIX OHU CMOTYT peanu3oBaTb H cucremy «997». Xors
KOHKYPEHLUsI Cpeau, K NpPUMEPY, MPOrPAMMHUCTOB WA  HMHBIX
IT-cmetmanucToB  yke Onuszka K (U3HOJOTUYECKHM  TpEenam
YeJIOBEYECKOI0 OpraHu3Ma, Bce 0O0JIbLIee YUCIO «OeIbIX BOPOTHUYKOBY C
TOTOBHOCTBIO BKIIIOYAIOTCSI B «UTPY 3a IMOJMydeHHWEe NpuOaBKu» W,
UCIIBIThIBAsl HA ce0€ BIMSAHUE METOJOB «I00POBOJIBHOTO MPUHYKICHU,
OPUEHTHUPYIOTCS Ha CBEPXYypOUHYIO palOTy, CTAHOBAIIYIOCA Ha BCE
OOJbIIEM KOJIMYECTBE NPEANPUATUNA HOPMOH, NPUHUMAEMOW BCEM
MepcoHalioM, COOJI0CHUE KOTOPOl 000paunBaeTCsd MHTEIUICKTYalbHBIM
U (pusmonornueckuM mnepeHanpsbkeHueM. Pabounii ctpece crienuanucThl
BcemMupHo#n opraHuzanuu 34paBOOXPAHECHUS YK€ CUUTAKOT JMUIEMHUEHU
XX1 8%,

B nauane ssuBaps 2021 1. B kuTaiickoM uHTepHET-rHrante «Pinduoduo>>
(B HacTos1IEe BpeMs B 00JIACTH KUTAMCKOM 3JIEKTPOHHOW KOMMEPLIMHM OH
ycrymaer  Tonbko — kommanuu  «Alibaba») 3a  Hememo  Obuim
3a(MKCUpOBaHbl JIBE BHE3AIIHbIE CMEPTH COTPYAHHUKOB B PE3YJbTaTe
coBepuleHMsT MMM  camoyOuiictBa. Ilo  nmaHHBIM  moOnMIEHCKOrO
paccienoBaHus, oba pabOTHHKA [UIMTEIBHOE BpeMs HaXOAWIUCh B

COCTOAHHNHN CTpECCa U HCI/IXO(bI/IBI/IOJIOI“H‘-IG CKOTO IICPCHAIIPAKCHUA

8 (LSRR PR RS AEMBNEAEE) | EREEL . dbat. 44, 2019
S 3 M. 95 Ti. Ban Usupoii, An KyHstons. [IpenIpuiMUKBBIi ¥ TOTEPSAHHBII:

npodeccruoHanbHas )XKU3Hb CTaxepoB-nporpaMMucToB //Tlekun. O0mecTBo. 2019. Ne
3.C95.
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BCJIE/ICTBUE aKTUBHOTO BHE/IPEHUS B yIpaBieHUE
COLUAIBHO-TPYOBEIMU OTHOIIEHHSMH OPraHM3allul CUCTEMBI «996»8°,
Ectp Takke mHpopMaIus 0 TOM, YTO MHOTHE COTPYIHUKUA KOMIIaHHUH
cTaparoTcs paborarh 6e3 OTIyCcKa, YTOOBI MOYYUTh €r0 KOMIICHCAITHTO
B Buje OoHyca. Ha camom ngene He Tonbko B «Pinduoduo», Ho u BO
Bcel IT-unnyctpuu ¢ opranuzanued Tpyga Jeno OOCTOMT MMEHHO
TakuM  oOpazom. [lo  fmaHHBIM  SKOHOMHUKO-CTATHCTUYECKUX
UCCIENOBaHUM, 3apa0oTHasg 1iara  pa0OTHUKOB, 3aHATHIX B

IT-unnycTpum, BellUIa Ha JuaMpyromme no3unuu B Kurtae (cm. puc.
6).

Pucynok 6. [marpamma «CpenHEeMECAYHBIM JOXOJ KHUTAMCKUX

IpOrpaMMUcTOB»
OT130 o 50 Teic. p. T 126
Ot 50 go 80 Thic. p. NN 19,8
OT180 oo 100 Thic. p. N 16,6
OT10,1 7o 0,2 MnH p. I 32,3
OT10,2000,5 MNH p. I 16,3
Or05001MmHp. Wl 1,2

bonee 1 MnHp. WA 1,4

0 5 10 15 20 25 30 35

[To manaeiM HammonanpHOro Oropo craructuku Kuras, B 2017 T

CpCAHCMCCAIHAA 3apa60THa;I IjiaTra JIIO,ZICI‘/’I, 3aHATBIX Ha YaCTHBIX

8 B Kurae ymepia Monoaas COTpyIHHIA KPYITHOM TEXHONOTHYECKOH KOMITAHHH.
OO11ecTBEHHOCTh BUHUT HAIPSKEHHBIN rpaduk padboTsl [DneKkTpoHHbIH pecype] /
DK/I! URL: http://ekd.me/2021/01/pinduoduo-young-employee-death/ (mara
obpamenus: 01.03.2021).

% TToxnan o moxoxax KuTalckux nporpaMmuctos B 2017 roxy (Alibaba Group)
[DnexktponnsIii pecypc] / Cniteyes. URL:
https://www.cniteyes.com/data/upload/2018/0103/14/5a4c76601c0a4.pdf.
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NpEANpUSTUIX B Meranoiaucax crpansl, coctaBuia 38 000 p., B To Bpemst
KaKk cpelaHeMecsyHas 3apaboTHas IulaTa KUTAWCKUX PaOOTHHUKOB
IT-ungycTpu B TOM e Troay ObUIa 3HAYUTENBHO BbIIIE. Takum
o0pa3oM, J[JaHHBIE CTAaTUCTUKKA TOATBEPXKAAIOT TOT (akT, dYTO
YEJIOBEUECKHM  KallUTal  NIPEANPUITUI IT-unnyctpun  Kuras
CYILLECTBEHHO BBIPOC B LIeHe. OHAKO €CTh TYT U CKPBITOE IPOTUBOPEUHE:
C OJHOI CTOPOHBI, U3-3a YCHUJICHUS KOHKYPEHILIMM Ha PbIHKE KOMIIAaHUU
ATOU c(epbl 3aMHTEPECOBAHbI B HOBBIX pa3padOTKax JJid MOJyUYEHHS BCE
0oJbIIe NMPUOBLIM W B TOM, YTOOBl KBAIM(PUIMPOBAHHBIA MEPCOHA
3aKJII0Yall ¢ HUMHU JIOATOCPOYHBIE TPYAOBbIE€ KOHTAKTHI JJISI COXPAHEHHS
HY>KHOTO YpOBHS M KauecTBa KaJpOBOro KamuTaia; ¢ APYroil CTOPOHBI,
npeanpuatug | T-uHayCTpUM HYXKIAIOTCA B IMOCTOSIHHOM TOBBILIEHUU
IPOU3BOJIUTEILHOCTH TPYyAa CBOMX CIELMAIMCTOB, MO3TOMY BHEAPSIOT
Bce Ooyiee HOBBIE M HW3OLIPEHHbIE CHUCTEMbI SKCIUIyaTallud Tpyaa,
BEAyIllMEe K YBEIUYEHHUI0 OOBEMOB «JIOOPOBOJIBHOTO MPUHYXKIACHUS» U
APO3UHM YEJOBEUYECKOr0 KaluTaja BCJIEACTBHE MpPOaHAIHM3UPOBAHHBIX
BbILIE TPUUMHYY,

He MeHee BaxXHO WH3yu€HHE BOCHPHUATUS CBEPXYPOUHOUM pPabOTHI
CaMUMU Tpyasqumucs. Hanpumep, KUTAaUCKUH COLMOJIOT-3KOHOMUCT H

Osit (yruBepcuter lluHxya) B pe3ynbrare MPOBEICHHOTO UCCIEIOBAHUS

IMpuHIcia K ciacayromemy BBIBOAY: CCJIn AHAJIM3UPOBATH

91 JMoxiax o 0XOHaxX KUTAHCKHX nporpammuctoB B 2017 roxy.
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COIMOKYJIBTYPHBIN (DEHOMEH CBEPXYpPOYHOU PabOTHI C TOYKH 3PEHUS
€ro BOCHPHUATHS CaMHUM pPaO0OTHHUKOM, TO €ro «JI00pOBOJIBHOE
coracue» Ha TOJOOHYIO CBEPXIKCILIyaTalldi0 CO CTOPOHBI YaCTHBIX
paboTomareneld TECHO CBS3aHO C  COLMAJIbHO-DKOHOMHYECKUM
pasButueM Kurtas B 1enOM, a MMEHHO C YCKOPEHHEM mpoliecca
Pa3BUTUSI MOCTUHIYCTPUAIBHOTO YpPOAHU3UPOBAHHOTO OOIIECTBA M
COOTBETCTBYIOIIEH €My XO3SMCTBEHHON cHCTEMBI. [[1s TOro 4ToOBI
UTh B KPYITHOM TOpOJE, TPYASIIMECs AODKHBI padoTaTh BCe OOJbIIE
1 OoJibllie, TPUYEM Ha Bce 00Jiee BHICOKOTEXHOJOTMYHOM, TpeOyromieit
3HAHUW W Ka4eCTBEHHOro  oOpa3oBanusi pabore. Ho ¢
MHTEeHCU(PUKanuen ypOaHu3alMu U OBICTPHIM MOBBILIEHUEM YPOBHS
00pa3oBaHUs, PACIIUPEHUEM BO3MOXXHOCTEH JIJIsl TTOTyUEHHUSI BBICIIIETO
o0pa3oBaHWs, POCTOM  UHCJA  BBIMYCKHUKOB  YHHUBEPCUTETOB
KOJIMYECTBO TPEUIOKEHUNM Ha pBIHKE Tpylda B  MeTrarojaucax
yBenuuuBaercs (cMm. Tabmuiyy 7). K mpumepy, comacHO JaHHBIM,
onyOinMKoBaHHBIM MUHHCTEPCTBOM oOpazoBanus Kutasi, TOIBKO YHCIIO
BBIITYCKHUKOB KoJuiemxked B 2022 1. mocturHer 10.7 muH yenoBek??,

4TO CTAJIO PCKOPAOM.

Tabnuua 7. KommaectBo BeiyckHUKOB By3oB Kuras ¢ 2018 q0 2022

2 (R AE 2022 HENEWET3) . B 2022 rofy KoJMYECTBO BBITYCKHMKOB
Koie ke mpeBbicuT 10 MuuMoHOB uenoBek. Llennsie Oymaru Taiimc.
[DnexTponnslii pecypc]. URL:
https://www.stcn.com/xw/news/202201/t20220106_4046132.html. (maTa oOpamieHws:
06.01.2022)


https://www.stcn.com/xw/news/202201/t20220106_4046132.html
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1%

I'on 2018 2019 2020 2021 2022

KomuuectBo | 8.2 MmutH | 7.3 MIIH 8.7 MitH 9.1 mH 10.7 Mo

BHe BCcSKMX COMHEHMI, Takoe OOJIBIIIOE KOJWYECTBO JIIOJCH,
MOJYYMBIIMX Ka4eCTBEHHOE 00pa3oBaHHWE, C OJHOM  CTOPOHBI,
obOecreunBaeT MOTPEOHOCTH OOIIECTBA B TaJaHTIMBBIX PaOOTHUKAX,
CTOJIb HEOOXOIMMBIX [IJIS BBICOKOTEXHOJIOTMYHBIX MPOU3BOACTB, a C
Opyrod — PE3K0 yCWIMBAeT KOHKYPEHLHMIO 33 BO3MOXKHOCTh
TPYAOYCTPOUTBCS HAa BBICOKOOILIaUMBaemMoe pabouee mecrto. [lomydyenue
OCHOBHOT'O M JOIOJHUTEIBHOIO O0pa30BaHUs, HAXOXKICHHE XOPOIIETO
paboyero Mecra BOBCE HE rapaHTHpYIOT ycmnex. JIromsMm, HecMoTps Ha
BBICOKYIO KBaJIM(PHKAIMIO U yCcepane, NpUXoauTcsa paboraTs Bce OoJblIe
U MHTEHCUBHEE, YTOOBbl XOTSd OBl DIIEMEHTApPHO COOTBETCTBOBATH
MOCTOSIHHO MOBBIIAIIIMMCS TPEOOBaHUSIMU U 3arpocam padoToaaresne.
[TosTOMYy CBEpXYpOUHBIM TpyA CTAHOBUTCA COLMAIBHO OAOOpsSEeMOit
HOPMOM U3HHU B KPYMHBbIX Toponax. Tem Ooisiee eciin paOOTHUK KETaeT
’KUTh B MeEramojiuce, TIJ€ BCE HEMBICIUMO JOpPOroe, M MOJy4yarb

cBepx3apabotok B cdhepe | T-ungycTpun®.

9 (2022 fE A E KA BNV ABO RNV TESR 4T . Aranus konndectsa

BBIITYCKHUKOB KUTalCKUX BY30B CUTYallMH C TPYAOyCTpOHCTBOM B 2022 1.
[DnexTponnslii pecype]. URL: chyxx.com/industry/202202/994477.html. (nata
obpamenus: 02.02.2022)

¥ EEAL S BIRR “996 INPESCAL”: NfTINBEEGESS? ) LK.
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Kak ormewaer eme omun coumosnor Ban Usu Baii (yHuBepcurer
[{unxya), IT-komnanuu Bce Oosiee aKTUBHO WMCIONB3YIOT pPa3IMUHBIC
METOJMKH YIPAaBICHUS KOPHOPAaTUBHOM KyJAbTYpoW TpyAa IS
CTUMYJUPOBAHHUS  OCO3HAHHUSI ~ BaXHOCTM M HEOOXOAMMOCTH
WHTCHCU(DHUKAIMU TPYAOBBIX YCHJIUH ¥  KOHKYPCHIIMH  MEXITY
COTPYAHMKAaMU KaK CHOCOO MOBBIIIEHUS MPOU3BOAUTEIBLHOCTH TPYAa,
1St ocTrkeHus adexra «100poBOIBLHOIO coriacusy pabOTHUKOB Ha
CBEpPXYypOUHYIO paboOTy U OTKa3za OT JOocyra B OOMEH Ha MaTepHuaibHbIe
rapaHTUd U BO3MOXXHOCTh MPOXKUBAHUS B Meramnoijimce (yxe camu 1o
ce0e ABJIAIONMIMECS CTaTyCHbIM Omarom)®,

TakuM 00pa3oM, pacCMOTPEHHas HaMH CHUCTEMa CBEPXYyPOUYHOU
3aHATOCTH «996» UMEET CBOIO 00BEKTUBHYIO
COLIMAIbHO-PKOHOMUYECKYI0 TOMOIUIEKYy B coBpeMeHHOM Kurae,
aKTUBHO BHEApPSIETCS B pa3HbIX OTpACIAX, MpPEXKAE BCET0 B

I T-ungycrpun®®. Ee pacnpocTpaHeHHe B PETyIMPOBAHMH TPYIOBBIX

Su ®oii. Kynbrypa cucremsl 996: [louemy cBepxypodHas paboTa — 3TO TEHICHLUSA?
[DnexTponnsiii pecypce]. Sina. URL:
https://www.bilibili.com/video/BV1Qy4y127bP?from=search&seid=3768525451490
908451

® (It E R ERREE dbn NROCEIH L. 2021 4. 15 7. Ban
Unnpaii. Conmonoruueckoe npukitodeHue. [lekun. M3narens HapoHOM TUTEpaTyphl
2021. C 15.

% €996 MNFE TAEM: FLHCH A FE B HIASITAF L) .« . dbat. Bl 5tk
2. 2019 4E55 3. 71 T1. JIam Mon. Cuctema 996 cBepXypodHOi pabOoTHI:

HCCIICIOBAaHUE U3MEHCHHI B CHCTEME YIIPABJICHUS HHTEPHET-KOMIaHusamMu // [Texun.
Hayxa u o6mectBo. 2019. Ne 3. C 71.
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OTHOUIEHWII HAa COBPEMEHHBIX KUTAHCKUX MPEINPHUATUAX SABIAECTCS
OOOpOTHOM CTOPOHON WHTEHCHU(PHUKAIIMK COLUATHLHO-3KOHOMHYECKOTO
pa3BUTHSL  CTpaHbl U CBUJACTEIBCTBOM  YCHJICHUS  BIMSHUS
SKOHOMHYECKON mnobanu3anuu Ha Kwutaid. «/{oOpoBoibHOE coriacue»
COTPYAHUKOB BBICOKOTEXHOJIOIMYHBIX KOMIIAHMII Ha CBEPXYPOUHYIO
paboTy mpencTaBisieT cOOOW TakKe MPOSBICHUE OObEKTUBHOTO MpoIiecca
JNAJpHEUIIEW MapKeTU3aluuyd OPraHU3allMOHHOW KyJBTYphl Tpyaa B
paMKax pa3BUTHS [IOOAIBHOIO MOCTUHIYCTPUAIBLHOIO KamuTaIu3Ma.
[To3uTrBHBIE U3MEHEHUS B CIIOKUBILICHCSA CO CBEPXYPOUHOU 3aHSATOCTHIO
CUTYallUd BO3MOXKHBI JIMIIb TMPU CYIIECTBEHHBIX HHCTUTYIIMOHAIBHBIX
M3MEHEHHUSX B MPOLECCE  TOCYIAapCTBEHHOIO  PEryJMpPOBAHUSA
COLIMANIbHO-TPYIOBbIX OTHOIIeHH. CBepxypouHas paboTa B TakKuX
YCIIOBUSIX TPENCTaBIsACTCS HEU30€KHOCThIO, OHAKO €€ JajbHeilIee
aKTUBHOE UCIIOJIb30BAHUE B COBPEMEHHOM
IPOMBIIIEHHO-2KOHOMUYECKOM pa3BuUTUU Kutas He MOXET HMETh
JOJITOCPOYHYHO TNEPCHEKTHBY B CBSI3M C CYIIECTBYIOIIMM 3alpOCOM Ha
COLIMAJIPHYI0 CIPAaBEIJIMBOCTh W IPOTHO3UPYEMBIM CHELUAINCTAMHU
JOCTH)KEHHEM YK€ B CKOPOM BPEMEHHU MCHUXO(PHU3UOJIOTHYECKOTO U
COLIMAIbHO-TICUX0JIOTMYECKOTO Tpezesia 3pPeKTUBHOCTH TaKOH TPYIOBOM
nesTenbHOCTH. OJJHAKO SKOHOMHKO-COLIMOJIOTMYECKU aHaau3 (eHoMeHa
CBEPXYpOUHOM 3aHATOCTH [IOJDKEH OBITh TMPOJIOJDKEH B CBSI3U  C

MHOTI'OI'PAHHOCTBIO ABJICHUA CBGpX}’pO‘IHOﬁ ACATCIIBHOCTH U €C ciaboi
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W3YYEHHOCTBIO B PAMKAX COBPEMEHHBIX SKOHOMHUKO-COLMOJIIOIMYECKUX
uccnenosanmii.®’

PaBeHCTBO Mexay MyXYMHAMH M SKCHIIMHAMHU TaKXKe SBISETCS
BaXHOM 4acThi0 paboyero Impolecca OpraHu3aludyd Tpyda Ha
NpeanpuaTud. B mocnenHue roapl NOJIOKEHNE KUTAMCKUX JKEHIIUH Ha
NPEANPUATUAX  3HAYUTENBHO  YIAY4YLIIWJIOCh, HO  TEHJIEPHOE
pa3Hoo0pa3ue Mo-MPEeKHEMY CTAIKUBAETCA CO MHOTMMH SIBHBIMU WJIU
HEeBUIUMbIMU TMpoOiemamu. B "Otuere 0 Mi00aJIbHOM T'€HIEPHOM
paspsiBe 3a 2020 rox", omyOnrkoBaHHOM BCeMUPHBIM SKOHOMHYECKUM
(dopymMoM, OBUT OLIEHEH MHAEKC T'eHJAepHOro paspeiBa B 153 crpanax
mupa, 1 Kuraii 3ans1 106-e mecto n onmycruics Ha 45 mect 3a 11 ner
(cm. Ttabmuny 8). B mokname mokazaHo, YTO IO CPAaBHEHUIO C
pasButhiMu  cTtpaHamu  EBponbl u CIIA  pgoma  kuTaiCKux
KEHIIMH-IMJEPOB Kak B OW3HEcCe, TaK U B MOJUTUKE 3HAUYUTEIHHO
HUXE, 4YeM Yy Myx4uH. VccienoBaHue, COBMECTHO MPOBEACHHOE
MexayHapoaasiM BamoTHBEIM horgom (MB®) u LinkedIn (Linkedln),
NOKa3bpIBAa€T,  YTO  KWTANCKHE  JKCHIIMHBI, KaKk  IPaBUIIO,

HCOAOIIPCACTABJICHLI B OOJIBLIITMHCTBE Pa3BUBAOIINUXCA OTpaCHeﬁ.

Ta6nuna 8. ['MobanbHbIi HHAEKC reHaepHoro paspbisa 2020 r.%

" SIu IOHBK). DeHOMEH CBEpXyPOUHOH 3aHATOCTH B COBpeMeHHOM KuTae:
HKOHOMHKO-COLMOJIOTHUECKUH aHanu3 // OOIIeCTBO: COLUOIOT U, ICUXO0JIO0T s,
nexparoruka. 2021. Ne 3. C. 66.

% Global Gender Gap Report 2020. World economic forum. [9nexrponssiii pecypc].
URL.: https://www3.weforum.org/docs/WEF_GGGR_2020.pdf
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Crtpana CHIA Poccus Kwuraii SAnonus

Mecto 53 81 106 121

[Io »srtomy Bompocy L3sn WH, uwnen HapomHoro mnoautudeckoro
KOHCYJIBTaTUBHOTO coBeTa Kurtas W cTapmmid  BUIE-TIPE3UJICHT
"Ilenoita" B A3Marcko-THMXOOKEAaHCKOM pEruoHe, CYMTAeT, 4YTO B
KOHTEKCTE YCKOPEHHUS Pa3BUTHS OSKOHOMHKH CIIEyeT CO3/1aTh OoJee
CIPaBEJIMBBIC YCIOBHUS [UISI PA3BUTHS JUIsl KCHIIMH W YBEIUYHTH
TUBUJICHIBI OT TEHACPHOTO Pa3HOOOPA3HI.

Hpyras mnpuumHa mpoOieM - '"TONWTHKA TUITAHUPOBAHUS CEMbBHU',
Hayatad B Kurae 30 net Hazazn. I[1. MopToH cienan nporsos, 4To, Mpekie
BCEero, u3-3a noiautuku Kurtas B 00lacTH pOXKIaeMOCTH B MPOILIOM
""ceMbU, UMEIOIINE TOIBKO OJIHY J04b, OyAyT OOJIbIe OECIOKOUTHCS O €€
AKOHOMHYECKOM TIOJIOKCHUM M OKa3biBaTh JiaBiieHUE', MOOyxkjas ee
BbIOpaTh paboTy ¢ HAaMOONBIIMMH IIAHCAMU HA MPOABUKEHHE MO CIYxOe
Y TOBBIIIEHUE 3apruiatel. M korpa 3Tu Jloduepu pemiar 3aBeCTU JeTei
CaMOCTOSTENIbHO, TaKke OyleT MOoolpAThCA OajlaHC MEXIy padoTod H
JUYHOM >ku3HbIO. "'TloMMTHUKA TUIAHUPOBAHUS CEMbH CO3/1aJila XOPOIINE
YCJIOBUS JIJISl KEHIUH', - OTMETHJ OH. "OOBIYHO YeThIpe yesoBeka (00a
ponuresisi) OepyT ogHOro pedbeHka. MaTtepsiM He HY»KHO UCKaTh HSHIO CO
CTOPOHBI, © UM HE HY)KHO BBIOMpATh MEKIy OaJIaHCOM MEXIy paboTol |
JUYHOW KU3HBIO (PKEHIMHBI B JPYTMX CTpaHaX JTOJKHBI 00€CIIeUunBaTh

O6ananc)." XoTs Temeph 93Ta CHUTyalus Takxke u3MeHuinach. Crapas
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CUCTEMa IUIAHUPOBAHUS CEMbH OblIa IOJHOCTBIO OTMEHEHA U
3aMEeHEeHa MOJIMTUKOH, TTOOIIPSIONel pokaaeMocTs. Ho 3Ta u ObiBIIas
MOJINTUKA 3HAYUTENIbHO O0OJerdmsia KOpPIOPATUBHBIM  TPYAOBBIM
OpPTaHU3alUAM 3aIUTy PAB U HHTEPECOB JKeHIHH. Y
B npounecce pazBuTHs TpyAOBBIX OpraHU3aMi TPAHCHALIMOHAIBHBIX
NPEANPUSTAA OHU CTAIKUBAIOTCS C MOPOOJIEMON MEXKKYIbTYPHOTO
yIpasiaeHus. MeXKyJIbTypHOE YIPABICHHE OpPraHU3alHdeld Tpyaa Ha
TPAHCHALIMOHAJBHBIX MNPEINPUATHIX 3aKIIOYaeTCsi B TOM, 4TO
MPEANPUATAE COCTOMT H3 COTPYOHUKOB C pa3HbIM KYJIbTYPHBIM
YPOBHEM M ATHOKYJBTYPHBIMH PA3NUYHUSAMHU, PA3JIHYHBIE KYJIbTYpPHBIE
Ka4eCTBA 3TUX COCTABJISIOIINX COTPYAHUKOB OKAa3bIBAKOT BIUSHHUE HE
TOJIBKO HAa WX IOBCEIHEBHYIO JKW3Hb M TIOBEIAEHUE, HO TAaKKE
OKa3bIBAIOT BIUSHKE Ha 00pa3 MBIIUICHUS JIIOACH, U B TO K€ BpeMs
OHM OKa3bIBalOT BIMAHME HA TO, KaK OLEHHUBAETCA KOHKPETHOE
IIOBEICHUE B KOHKPETHOW MPOU3BOJACTBEHHOW CHUTyaluu. Takum
o0pa3oM, KyJIbTypHbIE (DAKTOpPBI SIBISIOTCS BaXKHBIM  (PAKTOpPOM,
BJIVSIOLMM HA TPAHCHALIMOHAJIbHBIC NPEANPUATHS BO BCEX CMBICIIAX.
MeXKyabTypHbIH ~ MEHEIKMEHT —  3TO  pa3BUBarolleecs

HAIIpaBJICHUC PCTYJIHPOBAHUA COLOUAJIBHO-TPYIOBBIX OTHOMGHHﬁ,

IMPU3BAHHOC  aAalITUPOBATL  IIPCANPUATHA K  MCKAYHAPOIHOMY

9 (FHEERI LML TR RAEAR B A 2 /£ 7 ). Hackonbko TOICTBIH MOTONOK HaJ
roJIOBaMH KHUTaWCKUX XKEHIMH Ha padodyeM mecte? Wharton university of
pennsylvania. Dnextponnsit pecypc. URL:
http://www.knowledgeatwharton.com.cn/article/2887/
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SKOHOMUYECKOMY pa3BUTHIO. OTO CBOETr0 poOAa MYJIBTUKYJIBTYPHBII
WHCTUTYT KOPIOPATUBHOIO YIPABICHUS, KOTOPBIM B OIPENEICHHOU
cTeneHn >(PQPEKTUBHO COYETACT TMOJHUTHUKY, SKOHOMHKY M KYyIbTYpy U
dopMHupyeT HayyHYI0 CHCTEMYy YINpaBJICHHSA, HANpPaBIECHHOTO Ha
YCTAHOBJICHHE CBA3€H MEXKJIY BOCTOYHOM KyJbTYpOM M 3amagHOU
KynbTypor. CyliecTByeT sBHas pPa3sHHULA MEXKIY IBYMS KyJbTYpaMH.
BocTok TpaaMIIMOHHO OPUEHTHUPOBAH HA KOJUIEKTUBUCTCKYIO KYJIBTYpY,
3amag ~ OpHUEHTHPOBAH  HA  WHIMBUAYAJIMCTHUYECKYIO  KYJIBTYpY.
MexkynbsTypHass OpraHus3alys Tpyda W YIPABICHUE HUIPAIOT BaXHYIO
poJIb B TNPUMHUPEHHHM paA3JIMUYAA MEXKIYy BOCTOYHOM M 3amagHOU
KyJIbTypaMHy ¥ NOBBILIEHUH CILUIOUEHHOCTH COTPyIHUKOB. [Ipexne Bcero,
YIIPaBJICHUE MEKXKYJIBTYPHBIMU TPYAOBBIMHU OpraHu3aIUsAMU
TPAaHCHAIIMOHAJIBHBIX  KOMIIAHMWA  HAIIPaBJIE€HO HAa  pa3pelICHUE
KYJABTYPHBIX pa3nuuuii U KoH(IUKTOB. TpaHCHAIMOHAJIbHBIE KOMITAHUU
UMEIOT CBOM YHHKaJbHBIE KYJIBTYpHbIE OCOOCHHOCTH, W HEU30€kKHO
BO3HUKHYT KOH(MIMKTH. Eciu CcOTpyAHUKH HE TOHUMAIOT KYIBTYypY
KOMITAaHMM, 3TO OKaXeT HEraTuBHOE BIUsSHUE Ha OW3HEC-IMpollecC
KOMITAaHWM M TIOBJIMSIET Ha pa3BUTHE KommaHuu. [loaTromy HeoOXxomumo
HAUTA METOJ YIPABJICHHUS KOPHOPATUBHOW KYJIBTYpPOH, KOTOPBIU
NPU3HAETCA JIIOABMU U TMPEOAOJEBACT pa3JIMuMsl B KOPIOPATUBHOU
KyJABTYpE U pa3judHble NMPEnsITCTBUS. TpedyeTcs ynpaBlieHHe KyJIbTypoil

TpyAa s noBbIeHUs 23pGEeKTUBHOCTH opraHu3anuu Tpyaa. Kpome toro,
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pa3HbIE CTPaHBl M PETHOHBI WMEIOT CBOM COOCTBEHHBIE OOBIYAU M
KYJIBTYPHBIE TPAJIUIIUNA, U YHUBEPCAIbHBIE METO/IbI YIIPABICHUSI MOTYT
HE TMOAXOAUTHb JUisi Kaxzaoro peruoHa. Iloatomy BHeapeHue
MEKKYJIBTYPHOTO YIPABICHUSI TPAHCHAIIMOHAJIBHBIMU MPEAIPUATUSIMU
HEeoOXomMMO  codeTarb € (DAaKTHYECKUMH  ONEPalMOHHBIMH
XapaKTEpUCTUKAMU CaMOro mpeanpustus. BaxHo ucCnpaBuTh U
MPUMEHUTH €ro, YTOObI aAaNTUPOBATh €T0 K OKPYKAIOIIEH cpeie.
lomnmannckuit  neuxosmor I.  Xoderene npensiokuna  TEOPHUIO
KYJIBTYPHOTO U3MEPEHHUSI B Kaue€CTBE OCHOBBI ISl HM3MEPEHUS
KYJIBTYPHBIX pa3IMuuii B pa3HbIX cTpaHaxX. OH CUMTAET, YTO KYJIbTypa
— 3TO IICHUXOJOTHYECKAs MPOrpamma, KOTOPYIO JIFOAU Pa3leisioT B
cpene, KOTopas MOXET OTIMYaTh OJHY TPYyNmy JoAed OT APYTrux.
brnarogapst psay uccienoBaHUW OH CYMMHPOBAI Pa3IUYHUs MEXKITY
pa3IMYHBIMM ~ KYJIBTYpaMHd B IIECTH OCHOBHBIX  H3MEPEHUSX
KYJIBTYPHBIX LIEHHOCTEN. B obnactu KPOCC-KYJBTYPHOTO
CPABHUTEIBHOTO MEHEKMEHTA €ro MCCIENOBAaHUS OKa3ald ITyOoKoe
pausHue 10 . DTo Takke CTalo0 TEOPETHYECKOM OCHOBOM A

POBENIEHUS APYTUX KPOCC-KYJIBTYPHBIX MCCIEAOBAHUM. DTO TaKxke

CIYyXUT OPHUCHTUPOM JII HU3YUCHHA  OpraHuU3aluu Tpylda B

100 (e 2 S otk it R Aol A FRAR R ) b s R P SRAE AT . ik T4 1R, JE .
B 2021 45 7 8. 193 T1. Yxan Lizsian. Croit Csokyns. MccenoBanue BIUSHUS
KYJIbTYPHBIX Pa3IMuiii Ha MOJIE/b YIIPABJICHHUs TPAHCHAIIMOHAILHBIMU

NPEINPUATHSIMEA U MEPBI IPOTUBOACUCTBUS dTOMY //IlekuH. Yrpasnenue. 2021. Ne 7.
C 193.
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TPaHCHALIMOHAIbHBIX MPEAIPUATHSIX. CornachHo pabote
“Opranuzanuonnas nuHamuka” (1980), kymbTypa — 23TO “oOmimii
IICUXOJIOTHYECKUM  mpolecc”  JIIIeM B OKPYXKAOWIEW  cpene.
OCHOBBIBasICb Ha MHEHHMM, 4YTO “HEHHOCTH SBIISIIOTCS KpPaeyrojbHbIM
kamMHeM KynbTypsl”, [. Xodcreae m3mepsieT KynbTypHBbIE pa3iudus H
XapAKTEPUCTUKU KaKIOM CTPaHbl C YETBIPEX TOYEK 3PEHUS: IUCTAHLMS
BJIACTH, M30€raHve HEONpeleIeHHOCTH, WHJWBHUIYaTn3M/KOJIEKTUBU3M
U MYXECTBEHHOCTH/’)KEHCTBEHHOCTb. HAacKOIbKO  Ba)KHBI  BJAcCTh,
OpraHM3alMOHHBIA CTAaTyC, NPECTHK WU YPOBEHb B HEPAPXUUYECKON
CcTpykType opranuzanuu? Kakue mpaBa gaeT TOJDKHOCTHas (PyHKIus B
MPUHATUN PELIEHUN pyKOBOAUTENAM? B Kakol CTENEeHHW COTPYAHUKH
JOJDKHBI aBTOMAaTHYECKU NOMUYMHATBHCSA KEIAHUAM U DPEIICHUSM CBOMX
pyKoBoOAUTENEN? Hacxkonbko YyBCTBUTEIbHA, 3aBHCHMA "
BOCIpUHMMAaeMa Bl1acTh? UToOBI OTBETUTH Ha ATH Borpockl, I. XopCrene
IPUHSIT KOHIEMINUIO JUCTAHIUH BIACTH.

JlucTaHus BIACTU OTHOCUTCA K YOEKIEHUIO B TOM, UYTO CYILECTBYET
CUJIbHAsT M 3aKOHHAs BJACThb, OIPEIEISAOMAas BO3MOXHOCTb IS
OPUHATHS PELICHUM, KOTOpas OTIEISAET MEHEIKEPOB OT COTPYIHUKOB.
DTy NPUBBIYKY YAaCTO MOXKHO HaOmonarh B crpaHax Aszuu u FOxHoi
AMEpPHKH WIH B OPraHU3ALNH, CTEIIEHb KOHLIEHTPALIMHU BJIACTU U CTEIICHb
JUKTaTypbl PyKOBOJICTBA, a TAK)Ke CTENEHb, B KOTOPOH OOIIECTBO MOXKET

I[MPUHATb 3TO HCPABCHCTBO B PACIPCACICHUN BJIACTH B OPTraHU3aAIllHUH. Ha
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NPEANPUSTAA 3TO MOXKHO TMOHUMATh KaK COLMAJIbHYIO JAUCTAHIIUIO
MEXKy COTPYAHUKAMH U MeHeJKepamu. HezaBUCUMO OT TOro, MMEeT
U KyJabTypa OOJBIIYIO JUCTAHIMIO BIACTH WJIM MallylO0 JUCTAHIIUIO
BJIACTHU, ATO HEU30EKHO OTPA3UTCS Ha ILEHHOCTSX IMpeJCcTaBUTENeH
pa3IMYHBIX YpPOBHEW BiIacth B 3ToM oOmiecTBe. CreaoBaresbHO,
n3yyas IIEHHOCTHM 4YJIEHOB OOIIECTBA, MOXXHO OIPEIEIUTh CTEIEeHb
MIPUHSTHS pa3pbiBa BO BJIACTU B OOIIECTBE.

Hampumep, CIIIA - crpaHa ¢ OTHOCHUTEIBHO HEOOJBIION
JVCTAaHLIMEN BIIACTA. AMEpPUKAHCKHE CIyXKalllue, KakK IpPaBujo, HE
MPUHUMAIOT KOHIIEMIMIO MPUBUJIETHI pykoBojcTBa. [logunHeHHBIE
OOBIYHO JyMAalOT, YTO WX HaYaJIbHUKHU - “TaKue Ke JIOAH, Kak 5.
Takum o6pazom, B CIIA coTpyaiHUKH U MEHEIKEphl 0oJjiee paBHBI U
UMEIOT OoJiee TapMOHUYHBIE OTHOIIEHUS. COTPYIHUKU TaKXKe JIydIle
y4arcsi, COBEPIICHCTBYIOTCS U TPEBOCXOIAT caMuX ce0s, YTOObI

peann30BaTh IMYHYIO HEeHHOCTH !

. YcioBHO roBopsi, Kuraii - ctpana ¢
OONBIION JUCTAHIIMEW BIACTU. 37e€Ch OYEHb BaXXHbI CTATyCHBIE
CUMBOJIBI. [IpuBHIIerny, KOTOPHIMU 00JIaIal0T HAYAIBHUKH, CAUTAIOTCSI

OIIpaBAdAHHBIMH. Taxkoro poaa IMPHUBUIICTUH B 3HAYUTEIBHOM CTEIICHU

CHOCO6CTByI-OT peaiu3ai BJIACTU Ha4YaJIbCTBA HaA IMOAYMHCHHBLIMH.

O R BN AE B ST AR . AR, Z2FH. 220 K22 244R. 2003 4E55 4
HH. 60 T1. Usky FOumn, O KyJIbTYpHBIX HHHOBALUSAX B YIIPaBJICHHH,

OpHEeHTHUPOBaHHOM Ha sronel // AupSIH. XKypran Yauepcutera Aubsia, 2003 Ne 4. C
60.
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OTU XapaKTepUCTUKU SBHO HE CIIOCOOCTBYIOT CO3JAaHHIO TapMOHUYHBIX
OTHOUIEHUI MEXIy COTPYOJHUKaMH U MEHEIKEpaMH, a TaKxke
HEIMPEPBIBHOMY OOYYEHHMIO U MPOIPECCY COTPYIHUKOB HA MPENNPUATUU.
[ToaToMy Ha KUTANCKUX MOPEANPUITHSIX HEOOXOAMMO TPUHATH JIBE
T'YMAHUCTUYECKUE ITOJIMTUKA “TIOCTPOCHUS T'apMOHMYHBIX OTHOIICHHUU
MEXIY COTPpYIHHUKAMHM W  MEHEIKEpaMHu W TIPEIOCTABIICHUS
COTPYAHUKAaM BO3MOXXHOCTEH JJ1s1 00y4yeHusl Ha paboTe, 4TOObl OHU MOIVIH
MIPOJOJIKATh MPOrPECCUPOBATH . PyxoBonutensim HEOOXOAUMO
CO3HATENIbHO  COKpamarb  JWCTAHLUWI  MEXAY  BHYTPEHHUMH
MOJIHOMOYHUSIMUA MPEANPUATUS HAa TPaKTUKE, 4YTOOBI Jy4lle JOCTUIaTh
LeJIEN YIIPABIICHUA.

Korga MeHemkepoB U3 pa3HbIX CTPaH CIPOCHIIM, CYUTAIOT JIM OHH, YTO
JUTSl HUX OY€Hb Ba)KHO JaBaTh TOUYHBIE OTBETHI HA OOJIBIIMHCTBO BOIIPOCOB
00 ux padbote, KOTOpbIE 3aaI0T UX NOJUMHEHHBIE. OKOJIO TpEX YeTBepTen
WHJIOHE3UNCKUX U SAMOHCKUX MEHEIKEPOB COINIACHBI C TEM, YTO 3TO TAK
(4TO yKa3bIBaET Ha BBICOKYIO CTEIEHb TMCTAHIIUN BIACTH).

B ommume OT 3TOro, TOJNBKO OKOJIO YETBEPTH MEHEIKEPOB B
Benukoopuranun, Hanun n CHIA comiacuinch ¢ 3THUM  BBIBOAOM.
ITocnenHss rpymma Jroae He comiamanach Ha poib 3KCIEpToB. Bmecrto
TOr0 OHM CYMTAQJIM, 4YTO OHMU JOJDKHBI OBITh pPECYpCcOM, pellarhb

npoOyieMbl U MOTYT OKa3blBaTh CBOErO poJia JIMYHYIO MOAJEPXKKY (UTO
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yKa3bIBaeT HA HM3KYIO CTEIEHb AUCTaHIMHU Baactv)’?. BuaHo, uTO B
MPOIIECCEe OCTPOCHUS KOPIIOPATHBHBIX TPYIOBBIX OPTaHU3AINN B TUX
CTpaHax HEOOXOIMMO COOTBETCTBYIOIIUM O0pa3oM  COKpAaTHUTh
JAUCTAHIIUIO BIIACTH.

B pomojHeHMe K JOWCTAHIMKM BJAcTH, B JIIOOOM OOIIECTBE, IJIEC
OpraHWU30BaHbI TPYIOBBIE OPTaHU3AINH, JTIONHU OyAyT 4yBCTBOBATh, YTO
OHHU CTAJIKHBAIOTCS C HEONPEIECICHHOM, pacIUIbIBYaTONW CUTyallMEN B
OyayiieM, ¥ OHU BCErJa MBITAIOTCA €€ MPeAoTBpaTuTh. ECTh MHOTO
CIIOCOOOB TMPEAOTBPATUTH 3TO, TaKUX Kak oOecredeHue OoJbIei
npoQeccuoHanbHOM CTaOMJIBHOCTH, YCTaHOBJICHHE Oonee
(bopManbHBIX MPABWII U TIPEIMTUCAHNN, HETOMYIIEHNE OTKIOHSFOITIXCS
uJel W TOBEACHHS, CTPEMIICHHE K a0CONMIOTHO ayTEHTHYHBIM BelaM,
CTpeMJICHHE TPHOOPECTH CIEeNUaTN3UPOBaHHbBIC 3HAHUS M TaK Jajee.
AKTyaJIpbHOCTh TIPEIOTBPAIICHHUS HEOMPEJACICHHOCTH pa3InyHa ISl
Pa3HBIX dTHHYECKUX TPYMI, CTPAH WU PETHOHOB. YCIOBHO TOBODS, B
00I1IeCTBE ¢ HM3KON CTENEHBI0 M30ETaHusl HEOIPEISTEHHOCTH JIFOMIH,
KaK TpPaBUJIO, HCIBITHIBAIOT YYBCTBO O€30MACHOCTH, CKIOHHBI
CIIOKOMHO OTHOCUTHCA K >KM3HM M CKJOHHBI MOOMIPATH pPHUCK. B
00IIIeCTBE C BHICOKOM CTENMEHBIO M30ETaHus HEONPeIeIeHHOCTH JIIOH,

KaK IIpaBHJIO, O6J'Ia,ZIaIOT BBICOKMM YYBCTBOM KPCATUBHOCTU H

102 R 224 S A A FE R0 1) SR = L) . TTpakTrueckoe 3HaYEHHE TEOPHHU
KyJBTYpHBIX U3MepeHnit Xodcerene. [Dnekrponnsiii pecypc]. URL:
http://www.chenxingmall.com/etagid45313b0/
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WHUIMATUBBI, YTO TMO3BOJSIET JIETKO CGOPMUPOBAaTH BHYTpPEHHEE
100yKIeHIE yCepaHo paborars, 103

Tpernii U 4ETBEPTHIM NapaMeTpbl OTHOCATCA K WHIWBUAYAIN3MY H
KOJUIEKTUBHU3MY, & TAK)KE€ PaBEHCTBY MEKIY MYXYMHAMH M JKEHUIMHAMU,
YTO TaKXK€ OYEHb BaXXHO [UIsI TPAHCHAUMOHAIBHBIX TPYAOBBIX
opranmzanuii. CHIA — 53T0 001IECTBO, KOTOPO€ BBICTYNAET 3a
WHIUBUIyaIU3M W TOJYEPKUBAET CBOOONY JIMYHOCTH U JIMYHBIE
noctkenus. Iloaromy »sddexTuBHass TrymMaHUCTHYECKas MOJIUTHKA
CTUMYJMPOBAHUS 3aKJIIOYAETCs] B NPOBEICHUU JIMYHON KOHKYPEHLIMH
MEXAY COTPYIHUKAMH U BO3HATPAXJEHUU 3a JUuyHyto padoty. I Kurai,
n  SnoHus  ABIAIOTCS  OOIIECTBAMHM, KOTOpbIE MpPONAaraHAHPYyHOT
KOJUIEKTUBM3M. Paau  KOJUIEKTMBM3MAa  MOXXHO  OTKa3arbcsl  OT
OTNPEEICHHBIX JIMYHBIX UHTEpecOB. COTPYIHUKHN IMOLMOHAIBHO 3aBUCST
OT OpraHu3ali, W JOJDKHO OBITh JIETKO MOCTPOUTh TapMOHHUYHBIE
OTHOUIEHUSI MEXAY COTPYAHUKAMU U MEHEKEPaAMHU.

B nsroii maBe pabGotel I. Xodcrene, ocHOBaHHOW Ha KUTaHCKOM
KOH(YIIMAaHCKON KyJIbTYPHOM KOHLEMNIMH, IPEIaraercs, 4Yro a3uarcKue

CTpaHbl B IOCJIOM IIPUACPKUBAIOTCA ,Z[OHFOCpO‘IHOﬁ HCHHOCTHOi’I

OpHUCHTALlUU, U TAKOC 06H.ICCTBO paccMaTpruBaCT, KaK IMOBCIACHUC JII-O,Z[Cﬁ

103 (et RGP FARATES SO ) . B dbnt. EFREmh. 2014 4
5 3 #H. 10 7. Ban JIunzrons, KynbsTypHbIi KOHQIUKT U MEXKYIBTYPHOE

yIpaBJICHNE KATACKUMHU OaHKaMu B IpyTrux ctpanax // [lekun. MexxayHapoaHbIe
¢unancel, 2014, Ne 3, 10.
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noBusAeT Ha Oymyme mokosnenusi. Hampumep, B SIMoOHWM KOMITaHUH
WHBECTHPYIOT C JOJATOCPOYHOU mepcreKkTuBoi. [ogoBas mpuObUs HE
BaxHa. Camoe miaBHOE - OOMBATHCS Mporpecca M3 rojga B TOXM IS
JNOCTHKEHHSI TOITOCPOYHOM LETIN.

B  koHkpeTHOW  opraHuzalMu  Tpyda TPAHCHALMOHAIBHOTO
NPEANPUSTAS OCHOBHBIMM MPUYMHAMH KYJIBTYPHBIX KOH(IMKTOB
SBJISIFOTCA: pacoBasi JUCKPUMHHALIMS, CUCTEMBbI YIIPABJIECHUS, KOTOPHIE
HE COOTBETCTBYIOT MECTHBIM TPAJIULMSAM, Pa3JIUYHBIE KYJIBTYPHBIC
TpaaullUU, HEAOIOHUMAaHUE B OOIIEHHUH, KYJIBTYpHbIC YCTAHOBKH U T.]I.
Ecnu MeHemkep B TpaHCHAlMOHAIBHOW KOMIIAHMM HACTauBaeT Ha
WCTOJIb30BAHUM  STOIEHTPUYECKOM KOHILIENMUIWUM YOPaBICHUS s
oOpallleHlsi ¢ COTPYJAHMKAaMHU C CHUCTEMaMH KYJIbTYPHBIX IIEHHOCTEH,
OTJIUYHBIMHU OT €r0 COOCTBEHHOM, 9TO HEU30ESKHO MPUBEIET K MPOBATY
PYKOBOJCTBA U Ja)e€ COMPOTUBIICHUIO. [IprMepBI TaKOro poia HEPEIKU
B KPYITHBIX TpaHCHAIMOHAIBHBIX KoMmmanusx. Korma Haier, kuraiickas
KOMIIaHUs TI0 TIPOU3BOJACTBY OBITOBON TEXHUKH, BIIEPBBIC BBIILIA HA
peiHOK CIITA, oHa ckonupoBaia CUCTEMY YIIpaBiieHUs TpyaoM B Kurae.
Koraa corpyanuku Kaxkioe yTpo UayT Ha padoTy, OHU JIOJKHBI YUTaTh
CJIOTaH KOMITAaHUHU BCIYX M OOCYXKJaTh CBO€ MOHMMAaHUE M YyBCTBA 10
noBoy paboThl. AMEpPUKAHCKHE COTPYIHUKH, KOTOpPbIE JIaBHO
OPUBBIKJIM K  CBOOOJHOM TOMUTUKE YOPABICHUS, HE  MOTYT

AJJalITUPOBATLCA K TAKHUM IIpaBHUJIaM. Onu CUHUTAIOT, YTO HaKa3aHUC 3a
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HapylIeHHUs] JIO00TO perflaMeHTa HapyllaeT IpaBa 4ejoBeKa. TOJBKO
mociie Toro, kKak Haier BoBpeMst M3MEHHIIA CBOIO CTPATETUIO YIIPABICHHS
U IIepeoOpHeHTUpOBaia €€ B COOTBETCTBUM C MECTHOM CHUCTEMOU
ynpasieHus: U KyaeTypHbiMu Tpanuiusimu CIIIA, ona Obuia mpu3HaHa
MECTHBIMH COTPYIHUKAMH.

B nmpomecce paboTel B YCHOBHAX pPa3HBIX CTpaH KHUTaWCKHE
TpaHCHAMOHAJIbHbIE KOMIIAHWH, 0€3yCJIOBHO, CTAJIKUBAIOTCS C OOLIMMHU
KOHIIENTYaJbHBIMU Pa3IUYMsIMU B Cpelle MHOCTPAHHOIO MepcoHana Mpu
YIPaBICHUH MPOIIECCAaMHU MEKKYIBTYPHONH KOMMYHHUKAITMH B KOJJICKTUBE.
Hanpumep, B pumckom ¢ummane «Air China» paboraer B o00mmei
CJIO)KHOCTHU 26 COTPYIHUKOB, B TOM YHUCJE |8 UTanbsIHIEB, UTO SBIISIETCA
OTHOCUTEIILHO BBICOKMM TIOKa3aTeleM Cpeau 3apyOeXHBIX OTIEJIOB
nponax «Air Chinay. ITocne Havana snuaemun B Kutae mrab-kBapTupa
<Air China» morpeboBaia OT BCeX BHEIIHUX JENApTAMEHTOB YCHIIMTh
Mepel 1o mnpoduiaktuke U OoprOe ¢ dnuaemuen. [eHepanbHbIN
MEHEKEep OTAeNa NPOoAaX 3apaHee OpPraHu30Bal 3aKylKd MAacoK H
NE3UH(PUIUPYIOIIUX CPEACTB U pa3padoTan MoApoOHbIH MIaH padoThI MO
npoduIIaKTHKe AMUAEMUU UMEHHO JUIsl OTAENO0B Ipoaax. PykoBomurenu
Pa3UYHBIX OT/AEJIOB OO0s3aHbl ObUIM €XKETHEBHO MPOBEPSATH COCTOSHUE
3I0pOBbsl  TMEpcoHaja ¥  MPUHMMATh  BCE  PEKOMEH]IOBAaHHBIE
IPOTUBOAMIUAEMUYECKEe Mephl. [loHadany uTanbsIHCKUNA TIEPCOHAI 3TOTO

HC ITOHHMaAJI. COpr,Z[HI/IKaM HC HpaBWJIACh OI'PAaHHUYUTCIIbHAA ITOJIMTHUKA,
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MOCKOJIbKY OHM TPHUBBIKIIM K HMHOM KYJIbType OOLIEHHS U
BpEMSIIPENIPOBOXKICHUSA. I KUTaliCKOMYy MEHEI)KMEHTY CTOUJIO OYEHb
OONBIINX YCHIMK JI0Ka3aTh WTAIbIHCKAM COTPYIHUKAM HajJudue
BO3PACTAIOLIEW OIACHOCTU. Brllleyka3aHHbIE pas3inuus B CO3HAHUHU
MOTYT OBITb OOBSICHEHBI TEOPHEH KyJIbTYypHOTO u3MepeHus [.
XodcTene, KoTopas MPEACTABISIET COOOH aNTOPUTM ONPEISICHUS
KYIBTYpHBIX pasiMuuii B pasHeix cTpanax (Hofstede, 2015). 104
CormacHo y4YeHOMY KyibTypa — OTO COIMAIBHO-TICHXOJIOTHYECKas
nporpaMMa, KOTOPOM JIFOAM BBIHYKJEHBI CIIEIOBaTh U KOTOPAsk MOXKET
OTJIMYATh OJIHY TPYyINIly JIrofeu ot Apyroil. B xome uccnenoBanmii I.
Xogerene o00OMMI pa3iuyusi MEXKAY PA3TUUYHBIMU KYyJIbTYpaMH B
IIECTH OCHOBHBIX HW3MEPEHMSIX KYJIBTYPHBIX IIEHHOCTEH. 3amamHas
EBpomna u CIIIA sBusrorcst o0miecTBaMu, KOTOpPbIE MPOMaraHAUPYIOT
WHAUBUIYAIN3M, MOTYEPKUBAasi CBOOOAY JHYHOCTH M CYOBEKTHBIC
noctwxkeHus. [lostomy >QQexTuBHAsS TyMaHHUCTHUYECKas IOJHUTHKA
CTUMYJIUPOBAHUS E€BPOICHIIEB 3aKIIOYaeTCs B OOECIEUYCHUU JIMYHOU
KOHKYPEHIIMM MEXIy COTPYIHHMKaMH ¥  BO3HATrPOKICHUH 32
NEpCOHANBHBIN BKIaA B JoCTwkeHUs ¢upmbl. Kutait u  SnoHwms
SBIISIIOTCS ~ OOIIECTBaMHU, KOTOpbIE, HApOTHWB, OCHOBAaHBI Ha

KOJIJICKTUBHU3MC. PaI[I/I O6HICCTBa rpaxxaaHc 3THUX CTpaH MOI'YT

104 Hofstede, G. H. Cultures and Organizations: Software of the Mind. London. 2015.
P. 279.
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OTKa3aThCsl OT OMPENEICHHBIX JIMYHBIX HHTEepecoB. [lepcoHan 3aBucuT ot
OpraHu3alii, W T[O3TOMY B OTHX CTpaHaX OTHOCHTEIBHO JIETKO
NOCTPOUTh TApPMOHWUYHBIC OTHOUICHHS MEXKAY COTPYIHHUKAMH |
menemxepamu (Yxan 1[3eian, Croii Csokxyns, 2021).1%° Hampumep, B
KyJIbTYPHOW KOHIIENIIMA WHAWBHyajdl3Ma HOIICHUE MAacOK SIBISETCS
OYEBHHBIM OrpaHMYEHHEM MpaB JUYHOCTH. [loaToMy eBpormeiickue u
aAMEPUKAHCKUE COTPYIHHKU KOMITAaHWM, KaK MPABUIIO, XapaKTEPU3YIOTCS
CTOMKUM HENpPUSATHEM OTPAHUYUTEIILHBIX MeEp, NPUHATBHIX BO BpeMs
snunemun. W cutyarus B pumckom otaene «Air China» HamsaHo
MoKa3ajia, HACKOJBKO CJIOKHO YOEIWTh HMHOCTPAHHBIX COTPYIHUKOB
CTpOro coOdromaTh MpaBWiIa KOMIAHHUM MO  TPEJOTBPAIICHUIO
pacrpocTpaHeHus] UHPEKIUHU.

OpHako naxe mpu aOCONMIOTHO MPOTYMAaHHOM IOIXOE K OpTaHU3alud
TpyJa B MEKHAIMOHAIBHBIX KOJUICKTUBAX HEU30SKHBI TPYIHOCTH,
BO3HHMKAIOIIUE TPH YIPABICHUU HMHOCTPAaHHBIM TiepcoHaioMm. Cpenu
CTCIMAIMCTOB TI0 SKOHOMUYECKO# cormosnioruu B Kutae u Mupe B 11es1oM
JaHHas TeMa BCerJa BbI3bIBAJa aKTUBHBIM WHTepec. [Ipu sToM poib
dbopMHUpOBaHUS CTUMYJIOB B TMOBBIMICHUH 3(H(PEKTUBHOCTH PabOTHI

ImepCcoHalia pacCMarpuBaAcCTCsA B Ka4CCTBC OCHOBHOM q)YHKHI/II/I

105 (b 5PN NAREFE) KynsTypa n ynpapieHue JTIOIbMH. . [DNeKTpOHHEII
pecype] URL: https://www.tfzikao.com/show-43-3528-1.html/ (/lata obparieHus:
21.05.2005)


https://www.tfzikao.com/show-43-3528-1.html/
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KOpIIOpaTuBHON opranmsamuu Tpyna B KHP (baburues, 2009).1%° B
MOBCEHEBHON  TPYIOBOWM  JAESATEIBHOCTH B  paMKax CHUCTEMBI
CTUMYJIMPOBAHUS OYEHb BaKHA pasyMHas KOMIICHCAILUS TPYHOBBIX
YCHIIMM COTPYIHUKOB. B KauecTBE Ba)XHOM YacTH BO3HATPAXKICHUSA
WHOCTpPAHIIEB 3apaboTHas IjjarTa 4YacTO paccMaTpUBaeTcs Kak
YHUKAJIbHOE CPEACTBO BOCHUTAHHUS YYBCTBA MPUHAMICKHOCTH K
opraumsamuu (Wxao Ilymmn u ap., 2019).% Jlna mmOcTpanHOro
nepcoHajga KHUTAWCKUX TPaHCHAIIMOHAIBHBIX KOMIIAHMNA CHCTEMa
OTLIaTHI TPyZla COueTaeT B ceOe KUTaCcKue 0COOEHHOCTH M a/IalTaIlIio
K MECTHOM KyJIBTyp€ W HHCTHUTYLHOHAJIBHOW cpene. B ycnoBusx
naggemun  COVID-19, oxBaruBiieit wmwup, 3apabOTHYIO ILIaTy,
MPEIOCTABIAEMYI0 KATaWCKUMHU TPAaHCHAIMOHAIBHBIMA KOMITAHUSMU
MHOCTPAaHHBIM COTPYAHHKAM, MOXHO DPa3lelUTh Ha JIBE KaTETOPHUU:
CTaH/apTHHIE BBIIIJIATHI M JTOTIOJIHUTEIHHOE BO3HATPAXKICHHUE.
CrangaptHasi 3apaboTHas IUIaTa BKJIIOYAeT YCTAHOBJICHHYIO U
HEe(UKCUPOBAHHYIO YacTH. YCTAaHOBIEHHas 3apaboTHas T1iara B
OCHOBHOM OTHOCHUTCSI K IEHCUOHHOMY M MEIUIIMHCKOMY CTPaXOBaHUIO,

BbIIIJIaTaM Ha ,Z[CT€I>'I U T. O.; B TO BPCMA KakK He(I)I/IKCI/IpOBaHHaSI OaszoBas

106 BaGunres B.I1. VYrpaBieHue mepcoHaioM C MO3UIMHU corroorun // Beiciee
obpazosanue B Poccuu. 2009. Ne 4. C. 155.

WA BEER TR WRSRE. SAEZFSER) BEEY, ki, BE
=, i ANESB S, 2019 4F55 12 1. 50-73 T1. Uxkao Illymun. Ysxan MuHs.
Uxao Mcroans. Bek ynpaBineHus 4€I0BEUYECKMMU PECYpPCaMU: IBONIOLINS U PA3BUTHE
// 3apybexxHasi 5koHOMHUKA U MeHeKkMeHT. 2019. Ne 12. C. 55.



172

3apaboTHas IUIaTa OOECHEeYMBAET CEMEWHBIA JOXOA COTPYIHHUKOB,
HamnpaBiieHa Ha YAYYIIEHWE MX 3JI0pPOBbS M TapaHTHPYyeT (PUHAHCOBYIO
CTaOMIBHOCTh B Ciy4dae (POPCMaKOPHBIX OOCTOSATENHCTB. Bo Bpems
SMUAEMHUHU, MOCKOJIBKY B Pa3HbIX CTpaHax ObUTM BBEAEHBI Hepaboune
HEJENIH  Pa3HOM  NPOAODKUTENBHOCTH, Yy  TPaHCHALUMOHAJIbHBIX
KOMITAaHW BO3HHUKJIA HEOOXOAMMOCTh OOECIIEUUTh TIEPCOHAT 3apabOTHOM
MJIaTOM B paMKax YK€ 3aKJIIOUEHHBIX TPYAOBBIX KOHTPAakToB. B kauecTBe
npuMepa MOXHO paccmorperb oduc «Sichuan Airlinesy B Taunanne.
XOTsT MEXIyHApOAHbIE pEChl ObUTM MPUOCTAHOBIEHBI HA TMEPHUOJ
SMUJAEMUHA, 4 MECTHBIM TAUCKWKA TIEPCOHAJ HAXOAMWJICSI B OTIYCKE,
xomnanwust «Sichuan Airlines» He Tolbko He yBONMIa paOOTHHKOB, HO W
BbIIUIAYMBajIa UM 0a30ByI0 3apal0OTHYIO IulaTy B TedueHue 20 MecsieB.
XOTsl 3TO YBEJIMYWIIO KOPIOPATUBHBIE PACXOJIbl, HO 00ECIEUHIIO I0BEpHE
U JIOSUTBHOCTh MHOCTPAHHOTO MEepcOoHaNa K koMnaHuu. PaboTHuKM mocie
BBIXOZA HAa CTaHAAPTHBIA pexuM (YHKIIMOHUPOBAHUS OPTraHU3AINU
JEMOHCTPHPOBAIM WHUIIMATHBY MO TMOUCKY KJIMEHTOB JJIsi KOMIIAHUU U
HaXOJWINCh B IOJIHOM TOTOBHOCTU K BOCCTAHOBJICHUIO TYPUCTHYECKHX
IIOTOKOB TIOCJIE YITYYIIEHUSI CUTYalUH C SIUAEMUEH.

JlononHuTeNnbHAS 3apa0oTHAs IJlaTa B OCHOBHOM BKJIIOYAET CyOCHINU
Ha €XErOIHbI OTHYCK, Mpa3JHUYHbIE JHU U OKCTPEHHBIM OTIYCK.
Hanpumep, B MOCKOBCKOM Hay4YHO-HCCJIEIOBaTE€IbCKOM HHCTUTYTE

xoMmmanuu «H anei», B COOTBCTCTBHUHU C KOPIIOPATUBHBIMU IIpaBHJIAMU H,
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POCCHUICKHIA TIEpCOHAN MOJIB3YETCs NpeuMyllecTBaMu oTabixa B Kutae
nu Poccuum opHoBpemeHHo. Bo Bpemsi nOpa3gHUKOB OHU MOTYT
M0JIb30BATHCS JOMOJHUTEIbHBIMU CYOCHUIIUSIMU, BKJIIOYasi OOHYCHI U
MOAApKU. OTU MPEUMYIIECTBA TaKKe CIOCOOCTBYIOT  pOCTY
JIOSUTbHOCTU COTPYIHUKOB MO OTHOIICHUIO K KOMIIAHUU.

Takum 00pa3oM, MOXKHO 3aKIIOYUTh, YTO MaTEpHUAIbHBIA CTUMYII
WUrpaeT BAXKHYIO pPOJb B YIPaBICHUUM HHOCTPAHHBIM MEPCOHAIOM
TpaHCHAIIMOHAJIbHBIX KOMITAHUI BOOOIIE U KUTAHCKUX B YACTHOCTH.

Bo Bpems mammemun COVID-19, opranmsanus Tpyaa urpaer
BXHYIO POJb, OCOOEHHO OHAa MOXKET HCIOJIb30BaTh TMOJUTUKY
ympasineHuss nepconana. C 2020 roma aBUalMOHHBIE KOMIIAHUU
MEePBBIMU MOYYBCTBOBAJIA TSXKECTh MAHJAEMHUIHBIX MociencTBuil. Jlo
nosieienus Bupyca COVID-19 Onmaromapsi BbICOKOMY CIpOCy Ha
TypU3M U JICJIOBbIC TOE3JIKM M CHIKEHHIO MHUPOBBIX 1IEH Ha HEe(PTh
OTIEpaIlMOHHBIE JTOXOJbl KUTAWCKUX TPAaHCHAIMOHAJIBHBIX KOMITAHUM
rpakgaHckoil aBuanmu ObicTpo pocnu. B 2019 1. Tpu kpynHeimme
aBuanoHHble kommanuu Kuras — «China Southern Airlines>» <«China
Eastern Airlines» u «Air China>» — nmonyumiau o6uiyro npuObLib B
pasmepe 12,2 mapna roanei (cm. Tabnuiy 9). OgHako M3-3a dSMUIEMUH B
2020 r. agMUHUCTpaUA TpaKIaHCKON aBuanuu Kurtas BBena crporue
OTPAaHUYEHHS HAa MEXIYHAPOAHbIE MaccaXupckue peiicel. Crpoc Ha

BHYTPEHHHE MapIIPYThl TAKKE COKPATUIICS.
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Tabmuma 9. WtoroBass mpuOBUTE TpeX KHUTAWCKUX KpPYIMTHEHIINX

108

aBHAKOMITaHUU
I'on 2019 2020 2021
[Ipu6bLIL 12,2 miapa |- 37 wupa |- 40,959 wipn

FOaHEeN F0aHEN 0aHen

Kuraiickue TpaHCHAIMOHAIbHBIC ABUAKOMITAHUHM OBUIA BBIHYKICHBI
HayaTh PeaM3aIliio CICIUAIBHON TOJUTUKA YIIPABICHHS TTEPCOHATIOM.
B gacTHOCTHM, TIOCKOJNBKY  OOJBIIMHCTBO  TPaHCHAIMOHAIHHBIX
aBrakomnaHuii Kutas sBISIOTCS TOCYIapCTBEHHBIME TPEANPUATHSIMUA, TO
OHM B3sJI Ha ce0s 0coOble ColMaIbHbIE 0053aTeNbCTBA, TOATOMY JIaXKe
MIPU COKPAIEHUU PHIHOYHOTO CIPOCa U YBEIMUYEHUN IKCIUTyaTaI[MOHHBIX
pacxomoB HE TMPOW3BOMUIUCH YBOJBHEHHSI COTPYIHHUKOB. YTOOBI
MONI/IEP>)KMBATh HOPMAJIBHYIO pabOTy OpraHM3aIiuii, TPaHCHAIIMOHAIBHBIC
aBUAKOMIIAaHWUW BHEJIPUJIM B TPAKTHKY PaOOThI aHTUKPUZHCHYIO MOJIETIb,
COMJIACHO KOTOPOM JIETHBII COCTAB MO OYEPEIU BBIMOIHSI PEUCHI, YTOOBI
o0ecreunTh PaBHYIO 3aHATOCTh IMEpPCOHANa. B CBSI3M ¢ yMEHBIICHHEM
YHUCiIa TMAaCCAKUPCKUX PEUCOB BO BPEMs SIHJICMHH, HO OTKPBITHEM

0O0JIBIIOrO KOJMYECTBA TPY30BBIX PEHMCOB, COTPYAHUKH, B TOM YHUCIE

108 (= RMIRE TR A ALY - =KW A w45 B8 H 2. Caitr Kenmen.
[DnexkTponHslii pecypc]. Sina. URL:
http://finance.people.com.cn/n1/2022/0401/c1004-32389803.html (nata obparueHws:
01.04.2022).
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WHOCTPaHHbIE, TIO-TIPEKHEMY JODKHBI HAXOAWUTBCS B MECTHBIX
a’pomoprax Juisi OOCTYXUBAaHUS PEHCOB, MOITOMY O€30MMacHOCTh
MEpCOHAJIa TAaKXE CTajla MPUOPUTETHOW 3a00TOM  KUTaWCKHUX
aBuakoMrianuii. B3sB 3a oOpasen opranusamuio Tpyaa B «Sichuan
Airlines», nHOCTpaHHBIE CHEIHATKMCTHI, Pa0OTAIOIINE B MOCKOBCKOM
OT/IeTIe TPOJAX, MPOMODKUIM BBIIOTHITH CBOM OOSM3aHHOCTH M BO
BpeMsl  DIHJEMHH, COMNpoBoxmas pericel  «Sichuan  Airlines>y
NEPeBO3AIIME MEIWIIMHCKAE MaTrepHalibl, a TaKkKe OTBEYald 3a
KOOPAMHALMIO  adpPONOPTOB W TaMOXHH  JiIsi  OOecreyeHHsI
OecniepeOOMHOTO TMOTOKA TPY30BBIX MEPEBO30OK MEXKIY ABYMS
CTpaHaMH.

B konue 2020 — navane 2021 rr. B Tomcke ObUI MHUIIMUPOBAH
IPOCKT COTPYAHHYECTBA, CONIACOBAHHOTO MPaBUTEIbCTBAMU Kurtas u
Poccun. B coorBerctBum ¢ HuM «Sichuan Airlinesy nomxkna
OpPraHW30BaTh W BBINOJHUTH JIBA YapPTEPHBIX peiica IS MEPEeBO3KH
UH)XCHEPHO-TEXHUYECKOro IniepcoHasla B Tomck. B pamkax wux
MOJATOTOBKA MOCKOBCKHI  IEpCOHAl KOMIIAHMHM  HEOJHOKPATHO
coBepIIall Moe3aku Mexay MockBoii M TOMCKOM AJisi KOOpAMHAIIAU
neiicreuit. «Sichuan Airlines» naxke yBenuumia 3apabOTHYIO ILIaTy
POCCHIICKMM COTPYJAHHKAM U TPEIOCTaBUia OOJBIIOE KOJIUYECTBO
CPEACTB  WHAMBHIYyQJIbHOW  3allUTBl I OOECIEYCHHs] WX

0e30macHOCTH B nepuoa IaHACMHUU. OTH MCPBI ACMOHCTPHUPYIOT
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0c000€ OTHOILIEHNE KUTAMCKUX TPaHCHAIIMOHAIBHBIX KOMIIAHUNA K CBOUM
COTpYOHMKAM M CTEHKXOJAepaM, a TaKXe CO3HAal0T YCJIOBHS JUIS
MONJEPKAHUST  HAJIEXKAallero IOpsAKa YNpPaBiI€HUs WHOCTPAHHBIM
nepconanaom’®,

Jlnst ynipaBieHUsl OpraHu3alyen Tpyia TpaHCHAMOHAIbHBIX KOMITAHUM
YIIPABJICHHUE IIEPCOHAJIOM SIBIIAETCS BAXKHEWINEW YACTBIO YIIPABICHUS.
[Ipupoga TpaHCHAIIMOHAIBHBIX KOMIIAHWWA OIpENeNsier, 4YTO B HUX
KOMITAaHUSIX €CTh KaK MECTHbIE HA€MHbIE PAOOTHUKHU, TAK U UHOCTPAHHBIE
COTPYAHHUKHU, OTIPABICHHBIE U3 CBOMX CTpaH. B moBcegHeBHON palorte
TPYAOBBIX OpPraHU3alMil OYEHb Ba)KHA JILIOTHl Pa0OTHHUKAM. Y Ka)IbIX
OpraHu3alui TpyJa CBOM 0COOCHHBIE JIbTOTHI.

Ha mpumepe Huawei, Hay4HO-HCCIe0BaTeIbCKUE HHCTUTYTH Huawei
€cTh 10 BceMy Mupy, U Poccusi, koHeuHO, He uckioueHue. Kak kpymnHas
nio0anpHas KoMmIanusi, Huawei He ctayia myOnUYHOM, HO TPHHSIA TJIaH
IpeA0CTaBICHUs akuuil corpyaHukoM. B 1990 rony Huawei nomeiranach
BBECTH MEXaHU3M «BHYTPEHHEr0 (PMHAHCUPOBAHMS U BIAJICHUS aKUHUSIMU
coTpynHuKoB». Huawei wu3HadanpHO pa3paborana o0coOblli  MeTon
BJIQJICHUS aKLIUSAMU COTPYAHUKOB: «Kaxkablii COTpyIHUK, TpopaboTaBIIni
Oonee ONHOIO roja, MOXKET KyNHUTh AaKIUM KOMIIAHUM; KOJIUYECTBO

MOKYIIOK 3aBHCHUT OT YpPOBHS M JOJDKHOCTH coTpyanuka (13-23),

199 g5 IOHBKD. YnpaBieHre HHOCTPAHHBIM NIEPCOHATIOM KHTaHCKUX
TpPaHCHALIMOHAJIBHBIX KOMIaHuH B ycioBusax nanaemun COVID-19: coBpemenHoe
COCTOSTHHE | Tpo0JIeMbl // OOIIECTBO: COLMOJIOTHS, TICUX0J0rHs, ieaaroruka. 2021.
Ne 12. C. 149.
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MPOU3BOAUTEILHOCTH, YCTOWYMBOIO BKJIaga, M T. A., OOBIYHO 3TO
KOJIMYECTBO aKLUH, KOTOPOE KOMIAHHUS COOOIAET CBOUM COTPYJHHUKAM B
KOHIIE TO/1a, KOTOPBIE MOTYT OBITh MPHOOPETEHBI; COTPYAHUKHU TOKYTIAIOT
aKIMy Ha 3apa0OTHYIO IUIaTy W MPEMUU MO HMTOraM Trofa, W €cid
CPEICTB HEIOCTAaTOYHO, KOMIIAHUSl OKa3bIBa€T MOMOIIb B IOJYyYEHUU
KpeauTa («KpeauT Ui JUYHOIO OM3HECa»), [IeHa MOKYIIKHA COCTABIISIET
1 r0aHp 3a aKIMIO, a YUCThIE AKTUBBI KOMITAHUHM HE CBSI3aHbI, OCHOBHOM
JI0XOJl COTPYAHHUKOB IMOCJE MOKYNKHA aKIUi MOCTYMAET OT AUBUACH/IOB
KOMITAaHWHW, a JOUBUACHIBI CBSI3aHbI C Jbroramu kommnanwu. Korma
COTPYIHUKH YBOJBHSIOTCS, KOMIIAHUSI BBIKYNAET y COTPYAHHKOB HUX
aKMU TI0 ITI€PBOHAYanbHOM I1eHe 1 1o0amp 3a akuuro» 0. 3a
uckimroueHueM 1995 w1996  romoB, COTpYOHHKM — ITONYYWIIU
cepTu(UKATHl BIAJCHUS aKIMSIMH, BBIJAHHBIC KOMIIAHHWEH, B ApyTHe
rObl COTPYAHUMKH HE TONydYaiau CepTU(UKATHI BIAICHUS AKIHSIMH,
BbIJIaHHbIC KOMIIAHHEH, HO OHM MOTJIU MPOBEPUTH CBOM COOCTBEHHBIC
NaKeThl aKuui B Lu(ppoBOoM popmare.

B srot nepuoa 3apabotHas miara, IpeMUU U AUBUAEH/BI 110 aKLIUSAM
ObUIM OCHOBHBIMU COCTABJIIIOIIMMHU BO3HArpaXkIeHusi pabOTHUKOB, U
KOJIMYECTBO 3TUX TPEX COCTABJSIOMIMX ObUIO mouTH paBHBIM. Cpenn

HHUX BBIIIYCK aKHHﬁ, KaKk MCTOJ q)HHaHCI/IpOBaHI/IH, HC TOJIBKO

WO (AN Fe AR B I ks ) . iy Ab st o E N DI R, 2014 58
10 #4. 78 U1. JIro Cunb. Mctopus passutus komnanuu Huawei u ee

KOMIIEeHcalmoHHas ctparerus. [lekun. PazButne dyenoseuecknx pecypcoB B Kutae.
2014. Ne 10. C 78.
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oOecreunBaeT JEHEKHBINA MOTOK JJII KOMIIAHUHU, HO ¥ YCHIIMBAET YyBCTBO
MPUHAIJICKHOCTH COTPYIHUKOB K KOMIAHUU. ITO dA()PEKTUBHBII
MEXaHU3M CTUMYJIUPOBAHUS, KOTOPBIA 3HAYUTEIIBHO CHUIKAET PUCK JUIS
JICHE)KHBIX TOTOKOB M PHUCK HECTAOWJIbHBIX MPEANPUHUMATEIHCKUX

yewmii 1

Hexoropble kuTanCkue H POCCUUCKUE COTPYIHUKH
MOCKOBCKOTO Hay4HO-HCCIIEIOBAaTeILCKOr0 MHCTUTYTa Huawel Ttaxke
BJIQJICIOT AKUUSMU KOMIIAHHUM U MOTYT €KErOIHO MOJy4YaTh JIUBHJICH/IbI
or akuui. Takol IUTaH BIAACHUA AaKUMSAMU YCWIMBAET YYBCTBO
MPUHAIJIEKHOCTH KATAWCKUX U MHOCTPAHHBIX COTPYIHHUKOB K KOMIIaHUU
Y MOTHBUPYET COTPYAHHUKOB ycep/Hee padboTarh.

Emé mnanpumep-corpyauuku China State Construction Engineering
Corporation, koropsie OTHpaBIsAIOTCS B Poccuio, JODKHBI MMOJATh
3asBJIEHUE Ha OaHKOBCKYIO KapTy cOepOaHK U TI0/aTh HaJIOTOBbIC
JeKJIapali B COOTBETCTBUH C POCCUICKUM 3aKOHOATEIBCTBOM.

UtoObl pemmuth 3Ty TpobiaeMy, OONBIIMHCTBO TPaHCHAIIMOHAIBHBIX
KOMIIAaHWM BHEJpSeT IUIaH BbIpaBHMBaHUS HainoroB. CyTh IIaHa
3aKJII0YaeTCsl B TOM, YTOOBI TpaHCHAIMOHAJIbHbIE KOMIIAHUM HECIH 3TO
JOTIOJHUTENbHOE HajoroBoe Opems. Hawubonee pacnpocTpaHeHHBIM

MCTOAOM AJIA TPAHCHAIINMOHAJIbHBIX KOMITQHUU SIBISIETCS OIIpCACIICHNUC UX

0a30BoM 3apabOTHOM IUIATHI U JPYTUX JOMOIHUTEIBHBIX JOXOJA0B (TaKUX

VRN R THREIE AR S EOR) BRI RR. Jba 2Rk, 2018 4R
12 #. 108 T1. I{u Jlymun, Tan L[3t0Hb, ONBIT U NPOCBEIIEHHUE B CUCTEME BJIaICHHS
akiusimu cotpyaHukoB Huawei // Tlexun. I'mobanu3zanms, 2018. Ne 12. C 108.
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KaK OOHYCHI) Ha OCHOBE JIOXOJOB IKCIIATOB B UX POJHOU cTpaHe. B 310
BpEMsI MOXKHO PacCUMUTaTh OOIIYI0 HAJIOroo0iaraeMyro CyMMy 3TOTO
J0X0/1a, a 3aTeéM CpaBHUTb €€ ¢ HajoroodmaraeMoil CcyMMoOM
(akTHUeCKOro 0X0Aa SKcmaroB. Bce yacTH, mpeBBIIAIONIME HAJOT,
MOJJIXKAIIMNA yIJIaTe 3KClaraMd B UX POJHOM CTpaHEe, OIUIadYMBaOTCS
MHOTOHAallMOHAJIbHBIMA ~ KoMHIaHusiMu.  Kpome  Toro,  MHOrue
TPaHCHALMOHAIbHbIE KOMIIAHUH TaKXe MPOBOJSAT IMOJIUTUKY HAJIOTOBOM
3allMTBl, TO €CTh HAJIOL, MOUIeKAIIMKA yIUlare »dKClaTaMU B
MPUHUMAIOIIEH CTpaHe, MOXKET COCTABIATh CyMMYy He 00JIee CyMMBI
HaJiora, mojyiexanieil ymiare B COOTBETCTBUM C YPOBHEM 3apaOOTHOM
mjarbl B CTpaHE MNPOUCXOXkAeHUs. B 3Tom ciywae, ecnu Hajor,
YILUIAYEHHBIA [TPUHUMAIOIIEH CTPAaHOW, MEHBIIE HAJIOra, YILIAYEHHOIO
CTPaHOU MPOUCXOKACHUS, IKCIIAT MOXKET MOJIIYYUTh 3TY YaCTh Pa3HUIIBL
Jloxon »5SKcmaroB, KOTOPHIM HE HYKHO IUIaTUTh HAJIOTH, TakKXe
YIAEPKUBAETCS UMHU B KaU€CTBE BO3HATPAXKICHUS 32 IPUEM IKCIIATOB.

B 106011 cTpane Bcerna CymecTByIOT IPOTUBOPEUHS B OpraHU3alNK
TPYAd, MPOTHBOPEYMsS] MEXAY MEHEIKMEHTOM IPEANPUATHNR U
paboTHukamu. Kpome TOro, morpeOHOCTHM YCTOMUMBOIO pa3BUTHS
SKOHOMMKHM JIFOOOM CTpaHbl Telepb BKJIKOYAIOT M CO3AaHUE
OJaronpusATHBIX YCIOBUH Ui Pa3BUTHS HENPEPHIBHOTO OOy4EHHS,
CTaOMJILHOCTH U IPEEMCTBEHHOCTH IOKOJIEHMH Ha mpeanpusatusax. U

HpO(I)COIOSBI TOXC MOT'YT OKa3bIBATb ITO3UTHBHOC BJIMAHUC HAa PCIICHUC
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5THX BaXHBIX 3amad 2. IlodsToMy eme OmHOM BaXHOM (yHKIMEH
OpraHM3alvil TpyAa NPEANPUITHI ABISIETCS 3alllUTa 3aKOHHBIX MpPaB U
MHTEPECOB paOOTHUKOB 7151 o0ecreueHus 3Q(HeKTUBHOCTH MTPOU3BOACTBA
Ha MPEINPUATUN U MOBBIIIECHUS] TPOU3BOAUTEILHOCTU TpyAa. DTy 4acThb
(GyHKIMM B OCHOBHOM BBINOJHSIOT mpodcoro3sl. Ha camom nene
KUTANCKOE TPABUTEIIBCTBO CO37aJI0 KUTAWCKHE MPO(COI03bI BO BTOPOM
nonoBuHe Aajanaroro Beka no npumepy CCCP. B nmepuon miaHoBou
SKOHOMHUKH OOJIBIIIMHCTBO NPEANPUITUH U UX MPOU3BOJICTBEHHAS
JEeSATENbHOCTh KOHTPOJIIMPOBAIACch TOCYAapCTBOM. TakuM 00pa3oM, mpuem
Ha paboTy M YBOJbHEHHUE COTPYAHHKOB (DAKTHUECKU MOAJIekKAT
aIMUHUCTPATUBHOMY HaJ30DpYy. Baxxno OBLIO peanu3oBarb
HallMOHAJIbHBINA TUIAH PACTIPEACNICHUs TPYAOBBIX PECYPCOB. JTOT ACHEKT
TaKKe€ CHHUXKAET BEPOSTHOCTh KOH(DIMKTOB MEXAy paOOTHUKAMU U
pyKOBOACTBOM. [loaTOMY B 3MOXy IUIAHOBOM JKOHOMHMKH OCHOBHAS
3ammTHas (QyHKIMsS Mpodcor30B sl paOOTHUKOB MPEANPUSTHNA BCEX
ypoBHel (akTuuecku He wurpana poiu. Tonbko korga Kwurait Havan
IPOBOAUTH MOJUTUKY pedOpM U OTKPBITOCTH, KOHrpecc Mnpodcor30B

BKJIIOUMJI 3alIUTY UHTEPECOB TPyAsAUIUXCs B cBoi ycTas. Jlo 1921 rona B.

H. Jlenun IMPOBO3ITIACHUJI, YTO B COIHAJIMCTUYICCKOM O6HI€CTB€ OoubIIIe

12 qn FOnBK). OHBIT POCCHUIACKOTr0 NPOQCOIO3HOTO ABUKEHHUS IS PEryTHPOBAHUS
colMaabHO-TpyA0BbIX oTHOHIeHHH B Kutae / Poccus u Kuraii Ha pyOexxe TpeTbero
necaruieruss XXI Beka: 5KOHOMHUKa, COIUATIBHOE YIIpaBiIeHHue, KyabTypa(COopHHUK
crateit) / [lox pen. A. B. IlerpoBa (otB. pexn.), O. I1. I'opbko-Boii, Ysap WKUMUHE. —
CII6.: Actepuon, 2020. C. 29.
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HET OJKCIUTyaTalldd, IOATOMY OCHOBHOM (yHKIMEH mnpodcoro30B
JOJKHO OBITH MOBBIIIEHUE TPOU3BOIUTEIBHOCTH TPYAA.

Nmenno Gmaromapst 31oit Mpiciu JleHrHa ObUTH OmpeieieHbl OCHOBHBIE
NPUHIUIBI U QYHKIMH TaK Ha3bIBAEMOTO “‘TPAAMIIMOHHOTO ayann3ma’
KUTAICKUX  COLMAIMCTUYECKHX mpodcoro3oB. C  mNosBICHHEM
OONBIIOTO KOMUYECTBA YACTHBIX NPEANPUATANA B HOBYIO 3IIOXY
PBIHOYHOW 3KOHOMHUKHM TOCYAApCTBO YTPATHIIO CHOCOOHOCTH KECTKO
KOHTPOJIMPOBATh €€, U Y HOBBIX KalIUTAIUCTOB HE 0Ka3aJ0Ch CTUMYJIOB
yBaXkaTb BCE IIpaBa HaeMHbIX pabOTHUKOB. B mpouecce mepexona K
PBIHKY KUTalcKue mpocor03bl ObUTH BBIHYKIEHBI MPUCIIOCA0IUBATHCS
K HOBOM CHUTyallud, YTO MPHUBEIO K OCHAOJICHUI0 WX BIMSAHHUS Ha
PEryIMpPOBAaHUE COLMAIBHO-TPYIOBBIX OTHOILICHUH.

BosBpaiasch Kk (yHKIHMHU KOPIOPATUBHBIX TPYIOBBIX OpraHU3alui
MO 3aIIUTE MPaB U UHTEPECOB PAOOTHUKOB, CIEIYeT OTMETUTh, YTO B
CBSI3M C aKTUBHOHM IM(poBU3aLME KUTAHCKOro oOIiecTBa mpoodiieme
3alllUTHl IPAaB U UHTEPECOB PAOOTHUKOB YIEJSETCS BHUMAHHUE U3 BCEX
cioeB obOmectBa. IIpodcoro3pl KUTAWCKUX NPEANPUATHI CTanu
aKTUBHEE YYaCTBOBATh B 3aIMTE [IPAB U HHTEPECOB PAOOTHUKOB.

B 2019 rony Bcekuraiickas denepariusi mpodcor030B BBICTYIIHIIA C
3asBJICHUEM, [PU3BIBAIONIUM K MPAKTUUYECKUM JIEHCTBUSAM IO
3¢ (EeKTUBHOMY COJCHCTBUIO PELICHHIO MPOOJIEMBI 3a/10JKEHHOCTH 110

3apa0OTHOM MUIaTe W 3allUTe NpaB U HHTEPECOB PAOOTHUKOB. ITO
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OCOOCHHO aKTyaJlbHO [Isl KOMIIAaHW, KOTOpPbIE CHCTEMaruuecKu H
3JIOHAMEPEHHO HAPYIIAOT [IPaBa COTPYIHUKOB.

B xoHTEKCTE peamu3anuy MOAEIM COLMAIbHOM PBIHOYHOW 3KOHOMHUKH
npo(coro3bl, Kak OCHOBHBIE NPEACTABUTEIN HHTEPECOB pPAOOTHUKOB,
CTadd  BaXHEHIIMMM  yYaCTHUKAMH  COLIMAIBHOIO  IapTHEPCTBA
(counanbHOrO AMANIOra) - mpolecca, HalpaBJIeHHOro Ha MPEA0TBpPaALCHHE
M pa3pelieHue  MPOU3BOJACTBEHHBIX  TPYIOBBIX  KOH(IMKTOB,
YCTAaHOBJIEHHE COLIMAIIBHOIO U TPYAOBOTO KOHCEHCYCa U PEryJIMpOBaHUE
phIHKA TpyAa. B cucreme ppIHOYHOM 3KOHOMHKH, OPUEHTHPOBAHHOW Ha
o0I1IeCTBO, yIydYllleHHE cTaryca paOOTHUKOB TIO CPaBHEHUIO C
paboTojaTesiMM BOBMOXKHO TOJIBKO Onarofapsi CHJIBHBIM Ipodcoro3am,
KOTOpbIE  pacloyiaraloT  MpPaBOBbIMU ~ MEXaHU3MaMHU  BIMSHHUS  Ha
PHIHOYHYIO CUTYallMI0 M OKA3bIBAIOT HMIMPOKYIO COLHUATIBHYIO MOIIEPKKY
CBOEU AEATEILHOCTH.

Urto xacaerca GyHKIUN KUTaHCKUX MPO(GCOI030B, TO OHU OTBEYAIOT HE
TOJBKO 32 3allUTy IMpaB pabOTHUKOB, HO M 3a TMOAJEpKaHUE
CTaOMJIBHOCTH CEKTOPa TPyAa B IKOHOMHUKE. [l TEIbHOCTh B 3TUX JIBYyX
o0JsacTsX MHOIA MPOTUBOPEUUT Ipyr Apyry. [Ipexne Bcero, 3To cBsI3aHO
C pa3HbIMM LEISIMH IPO(COI030B U NpaBUTENbCTBA. C OJHONW CTOPOHBI,
"3akoH o mpodcorozax" mpemycMarpuBacT, YTO KUTaWCKHe MpodCOI03bl
ABJISIFOTCS. MAaCCOBBIMU OpPraHU3alUsAMHU, T0OPOBOIBHO OPraHU30BAHHBIMU

pabouynM KJaccoMm, MPU3HAIOT PYKOBOACTBO KOMMyHUCTHYECKOW MapTuu
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Kutas, m ux QyHKIUS 3aKIIOYAETCS B 3alUTE 3aKOHHBIX TIPaB H
uatepecoB. C apyrod CTOpPOHBI, MPOQCOIO3bI SIBISIFOTCS BaKHEHIIICH
CHUCTEMOM OOpaTHOW CBS3M MEXAYy paboduuM KIACCOM M PYKOBOJCTBOM
Kuraiickoit Haponnoii PecniyOnuku. [losToMy rocynapcTtBo npu3HaeT
3aKOHHBIE TpaBa NPOPCOIO30B HA 3aKOHOAATEIHHOM YPOBHE, H
mpodCOrO3bl  HECYT JBOWHYID OTBETCTBEHHOCTB: IMPEACTABIATH
WHTEpeChl PA0OTHUKOB B TPYAOBOM IMPOIECCE M Y4acTBOBAaTh B
rOCyIapCTBEHHOM YIIPaBIICHUMU. Onnaxko OTBETCTBEHHOCTH
MPAaBUTEIILCTBA, OYEBHUIHO, BBIXOAUT 3a PAMKHA NPU3HAHUS 3aKOHHBIX
MpaB U UHTEPECOB TPYyASAIUXCA. [[paBUTENbCTBO MPEACTABIISIET BOJIO
BCErO0 HApoa M SBISETCS MIABHBIM OpPraHOM IO OCYIIECTBICHUIO
MAaKpPOKOHTPOJISI M COLMAaIbHOro ympasieHus. OHa NPUHUMAET
OOIIIECTBEHHBIE HMHTEPECHl B KauyeCTBE II€JM CBOUX JelcTBUi. B
YaCTHOCTH, HallMOHAJIbHbIE MHCTUTYTHI, MPEJCTABICHHBIC
PaBUTEIILCTBOM, YACIAIOT OOJbIlle BHUMAaHUS KOOPJAWHAIIMM U
NOJJEPKAHUIO COIMATbHOW CTAOMIIBHOCTH Ha MaKpOYPOBHE, a TaKXe
KOOPAWHALIMM M HHTETPAlUM TNOBEACHUS PA3JIUYHBIX TPYINN JIOACH,
OCHOBaHHOTO Ha MHTEpecax, BKItoYas KOHQIUKTH B cdepe Tpyaa. C
JIPYyrod CTOPOHBI, KUTalcKue Mpog)Ccoro3bl ObUIM BBIHYKJIEHBI 3aHSTh
IPOTHUBOPEYMBYIO TMO3UIUIO - YYACTBOBaTh B MAaKPOCOIMAJIbHOM
YOPaBICHUA W PETYJIUPOBAHMM 11 KOOPAMHALMHU COLMAJIBHBIX

OTHOIIICHWH M TMOJiep>KaHusi oOmeld CTaOuIIbHOCTH, ITOJHOCTHIO
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noepxuBas pabOTHUKOB B 3aLIUTE MX 3aKOHHBIX IIPaB U HHTepecoB s,
Ananus pe3yibmamos IMAUPULECKO20 UCC1e008amnsl -
ITOJIyCTPYKTYPUPOBAHHOTO HMHTEPBBIO C JKCIIEPTAMHM — OCHOBHBIMH
corpynuukamu kutaiickux THK B Canxt-IlerepOypre u B Mockse. B
KaueCTBE OCHOBHBIX OCOOCHHOCTEH 00BEKTa UCCIIEAOBAHNUS, TOBIHUSBIINX
Ha OpraHu3alll0 HWHTEPBBIO M OTOOp SKCIEPTOB, MOXHO Ha3BaTh
CIEAYIOLIHE: MHOTOJIETHUI OIIBIT paboThI B KUTaNCKUX
TPaHCHAlMOHAIbHBIX KOMIAHUAX, a TaKXke JUIMTENbHOE OOydyeHue B
Poccun; nmpoBeneHMe  MHTEPBBIO HA  YCIOBUSX  AHOHHMHOCTH;
MHTEPBBIOUPYEMBIE COTPYIHHMKHU BBIITOJIHSIIOT 00s13aHHOCTH
IIPEACTABUTENBCKOTO XapaKTepa.

AHanu3 pe3yabTaroB MO TMSITH OJIOKaM BOIPOCOB, COCTABIECHHBIX
UCXOJl M3 OCHOBHBIX 3aJlad M pabodyMx THUIOTE3 HMIUPUYECKOTO
UCCIIEOBAHUSA:

1. Kak 3apruiata WHOCTpaHHBIX COTpYOHUKOB kuTaiickux THK
COOTHOCHUTCS C 3apIJIaTON KUTAMCKUX COTPYIHUKOB PAaOOTHUKOB?

Jlns MecTHBIX poccuickux coTpynHukoB kutadickux THK, uToObI
NOBBICUTH JIOSIBHOCTh HMHOCTPAHHBIX COTPYAHUKOB K KOMIIAHUU U
CTUMYJUPOBATh MPEAAHHOCTh COTPYIHUKOB KOMITAHMH, MX 3apaboTHas

IJ1aTa TaK>XXC BLIIMIC CPCAHCTIO BHYTPHUOTPACICBOI'O YPOBHSA B POCCI/II/I, ac

113 gy FOHBK?. 3amuTa NpaB cenbCKUX TPYAAIMXcsS-MUTpanToB B KuTae Ha
COBpPEMEHHOM 23Tare pedopm: mpoOIemMbl U iepcreKTUBbI // OOIIECTBO: COIMOIOTHS,
ncuxonorus, negaroruka. 2021. Ne 8. C. 106.
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TOYKH 3PEHHUS BHYTPHUKOPIIOPATUBHOTO YPOBHS 3apa0OTHON TIaThl U
JOMOJIHUTENBHBIX JIbIOT - HAa OAUHAKOBOM YpOBHE. <QueHb HpUsmHO
pabomams ¢ pOCCUUCKUMU KOLLe2aMU, Maxk KaK Mbl emecme peuiaem
MHO2Ue NPOU3800CMEeHHble NPoOLeMbl, NPU IMOM BAHNCHO OMMEMUMD,
Yymo 3a 00UHAKOBbIL 00beM pabomvl Y HAC 0OUHAKOBAS U 3APNIAMA>y -
3asiBHJI OJJMH M3 JKCIIEPTOB B MHTEPBBIO (3KcmepT 4). «Compyonuxu u3
Kumas u Poccuu coomeemcmeyiom opye opyay no npogeccuoHanbHoMy
VPOBHIO, a4 UX oniama ompanxcaem NPUHYUNsvl CAPAGeoIUBOCMU 8
cucmeme op2aHuzayuu mpyoa Hauwieu KOMRAHuu>; - OAYEPKHYI APYTou
aKkcepT (IKcmepT 5). DkcmepT B JPyrod KOMIIAHUHM 3asBUJ, «68 Moell
KOMNAHUU, NO Npasuiam, COMpPYOHUKU He MO2YM PAcCKpuleamb CEOH0
3apniamy, HO HA camom oOele KUMQAUCKue U pOCCULICKUEe COmpPYOHUKU
yacmo CpasHUBalOmM CeOU 3ApHaamel JUYHO, HNPU  HEepOPMALbHOM
obwjeHuy, U OOHAPYHCUBAIOM, UMO 3APNIaAmMbl NOYMU OOUHAKOBLL>>
(okcmepT 6). DTa Mepa TapaHTHPYeT PaBEHCTBO B OOpalleHUU C
COTpYOAHMKAaMH MW B CTAaTyce COTPYIHUKOB JBYX CTpaH. «be3
npeyGeluyeHUus MONCHO 3as6UmMb; Mbl PAGHbL», - J00ABWI JKCHEPT
(okcrept 4).

2. MHOro 1 HHOCTPAHHBIX COTPYAHUKOB B KuTaickux THK?

B macrosmee Bpems OuszHec MHorux kurtaiickux THK B nmpyrux
CTpaHax aKTHMBHO pPa3BHBACTCS B CTPOMUTEIBHOM OTpacid, OCOOCHHO B

Poccun. OTtoGpanHbIe T MHTEPBBIO AKCIEPTHI TOXKE pabOTalOT B ITOU
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orpaciu. IIpu 3TOM OmHON M3 0COOEHHOCTEH PabOTHI B CTPOUTEIHHOM
OTpaciu SBISETCS TO, YTO OOJIBIIIOE KOJUYECTBO PabOYMX HAHUMACTCS
MOCPENCTBOM ayTCOpPCHHTa W Jpyrux ¢opM HailMa Ha Bpems
(aKTUYECKOTO CTPOUTEIIbCTBA OOBEKTOB. <B npoyecce haxmuueckozo
cmpoumenscmea — Hauumaemcsi  0OnbUIOe — KOMUYECM80  MEeCMHbIX
poccutickux pabouux>; - oOpallaeT BHUMaHHE Ha OCOOCHHOCTH Haiima
skcriepT (Akcrnept 4). OObIYHO POCCHICKUX COTPYAHUKOB HAHUMAETCS
MHOTO. <mobbl MaKCUManrbHO adanmuposamsbcsi K MeCmubiM 3aKOHAM U
coyuanvuvim ycnosuim 6 Canxm-IlemepoOypee, Mos KomMnanus makoice
HAHANA POCCULICKUX UHIICEHEPO8 U MeHeddcepos. Cpeou HUX eeHepalbHbllL
MeHeOdcep NpOoeKma Hecem COBMECHHYI0  OMBEmCMBEeHHOCMb  3d
KUMAaUuCKuti U  POCCUUCKUU NEePCOHAN, a MAaKdxice 3amMecmumend
2CHEPANIbHO20 OUPEKMOopa U NONOBUHA UHICEHEPO8 MAKHCe SGIAIOMCS
mecmuvimu  oncumenamu 6 Canxkm-Ilemepbypee> - cKa3zal OIUH U3
AKCIEepTOB (PKCIEpT D). D10 oueHb BakHO i kuTakickux THK. <«dlo
CPABHEHUIO C KUMAUCKUMU COMPYOHUKAMU, MECmHble COMPYOHUKU 8
Canxkm-Ilemepbypee nyuwe cnpaeiaiomcs ¢ 3a0a4amu YCMAHOBEeHUs
KOMMYHUKAYUU C MECMHbIMU KIUEHMAaMU U 61ACMAMUY, - TOAYEPKHYII
apyroit skcmept (dkcmept 4). Ay apyroro skcmepra (dkcmepT 6)
oI00HAsT e CUTYAIUs: «MOSI OTPaciib OTIMYAeTCsl OT Apyrux, B Poccun
MHOTO COTpPYIZHHUKOB paboraeT B [T-koMmaHusix, Kro moJdy4ai

MCKAYHAPOAHBIC HArpaAbl U I'PAHTBI B CTYACHYCCKHC I'OJAbI, IIOOTOMY MO
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KOMITAaHWSI O4Y€Hb aKTUBHO HAaHMMaeT MeCTHBhIX |T-cmenmanucros,
MOATOMY OOJIBIIMHCTBO COTPYAHHKOB B POCCHICKOM (uimuane —
MECTHBIE COTPYIHUKH, Fpakaane Poccun>» Takum 00pa3oM, B KUTaAHCKUX
THK, paGorarormux B Poccum, coOmromaercss HyKHas JUisl Pa3BUTHS
Ou3HEeca MPONOPIHS KUTAHCKUX U POCCUUCKUX COTPYIHUKOB.

3. KakoBbl XapaKTepUCTUKH JITOT, KOTOPBIE TPEICTABIISIOTCS
corpyaHukaMm kutaickux THK?

Uro kacaeTcs IBrOT IS COTPYAHHUKOB, TO TaKOBBIE BKJIIOUAIOT Kak
KHTANCKAE JJIEMEHThI CTHUMYJIHMPOBAHUS TpydAa, TaK W MECTHBIC.
<«Hanpumep, 8 npasociIaBHvIli HOBLIL 200 KOMNAHUA — 3aKynaem
POAHCOECMBEHCKUE €lKU, 8 KOPNOPAMUBHBIX OPUCAX, 8 COOMEEMCMBUU C
POCCULCKUMU  0OBIYAAMY, COMPYOHUKAM OAPSAMCA  POHCOECMBEHCKUE
nooapku u oaxce NpuIaulaemcsi poccutickuti “‘0oed mopos”, umoowl
000asumsb NPA30OHUYHOU ammocgepvl>; - KOMMEHTHPYET OIUH U3
akcrepToB  (dkcmept 5). <«Bo  epemss Kumaiickoco Hosozco 2oda
COMPYOHUKAM Npeodnazaemcs npucomo8ums neibMeru 0Jisi NPA30HO0BAHUS
8 COOMBEMCMEUU C KUMAUCKUMU 00bIYASAMU>% - TOBOPUT APYTOW IKCIIEPT
(oxcnept 4). Komnanus skcriepra 6 JCUCTBYET MPOIIC: <KOMNAHUS
pazoaem OeHbeu KUMAUKAM U POCCULUCKUM COMPYOHUKAM 60 BDeMsl
NpazoHuKos, a nocie pabomsl NO380j5em COmpYOHUKAM 000UX CmMpau
emecme examuv 8 6apvl uiu opyaue mecma 0jisi Ommeyanus npazoHuxka>x B

HNX KOMIIaHUAX, K&)K,Zlblﬁ MMpasgHUuK BMCCTC OTMCYAIOTCA KUTANCKUMH M
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POCCUHCKMMH COTpyAHUKaMu. BooOIie, JbroThl MOMOTAIOT KUTAWCKUM
THK 1oBBICUTH yIOBIETBOPEHHOCTh COTPYAHUKOB OT pabOThl B
KUTANCKON KOMITAHUMU.
4. MHoro 51 coTpyaHul] B Baiieit komnanun? 3aHUMAIOT JIM JKEHIIUHbI
MO3UIMU pyKoBoAUTeNeH B Batieit kommanuu?

<B KUMAaUCKux MpaHcHAYUOHATbHLIX KOMNAHUAX, KOHEYHO, MHO20
COMPYOHUKOB-JICEHWUH, ~UYMO  MAKH#Ce ONpeoelsiemcs Xapakmepom
OOJIHCHOCMHBIX 00A3AHHOCMEN. HA HEKOMOPBIX OONHCHOCMAX HCEHUJUHBL
bonee aghghexmusnvr>; - 3agBUI OTUH U3 dKCIEpToB (dKcmepT 4). <dHo,
YeCMHO 2080psl, JHCEHWUH, 3AHUMAIOWUX DYKOBOOsAUUe OONHCHOCMU,
0elCm8UmMeNbHO O04eHb MAlo, V OJHCEHWUH OMHOCUMENbHO MAJo
B03MOMCHOCMEU Ol NPOOBUdICEHUsT NO  Cydcbe, U  PYKOBOOCMEO
npeonoyumaem,  4moObl  JCEHWUHbL  BbINONHAIU 8  OCHOBHOM
npeocmagumenvckue @QyHKyuu, U He NPUHUMAIU YNPABILEHYECKUe
pewenusy (AkcnepT 5). MyX4uHBI C OOJIbIIEH BEPOSITHOCTHIO TOJIydaT
MOBBIIIICHUE, €CIIM OHM PA0OTAIOT B TOM K€ OTHEJE, <HUOMOMY Ymo
PYKOBOOUmMENU ONAcaromcsi, 4mo epmuibHOCMb HCEHWUH NOGIUsAem HA
Ux pabomy, UnU HCEHWUHbL OOJNHCHBI 3ADOMUMBCL O CEOUX CEeMbAX, U
PYKOBOOUmMENU cyumaem, Ymo y Mys#cuur 00abue 8pemeHu 0 pabomvi>;
- nmoGaBun apyroi skcmepr (dkcmept 4). B IT-xommanusax cutyarus
cnoxHee. JkereptT | T-kommanun ckazan (JkcreptT 6): «B ObUIbie BpeMeHa

mporpaMmucTamMu OOBIYHO OBLIN MYXXYHUHBI, 4 YHUCJIO XCHIIWH OBLIO
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OTHOCHUTENBHO HeOonpbmmM. C ynydileHHeM OOpa30BaHMS >KEHUIUH B
IIOCIIEHUE TOZBI YHUCJIIO0 KEHIIMH-COTPYIHUKOB 17}
KEHIIMH-PYKOBOJAUTENEN CYIIECTBEHHO YBEINUMIIOCH>>

5. B dem 3akmo4aroTcsi 0COOGHHOCTH CHCTEMBl OpraHM3alMH TpPYy[a,
pa3paboranHoi B kutaiickoit THK?

B cdepe opranmzanmum Tpyga W YNOpaBICHUS MPOU3BOJICTBOM
kutaiickas THK  ctporo  coOmiomaeT  pOCCHUICKOE  TPYIOBOE
3aKOHOJIaTENbCTBO M TapaHTupyer 40-4acoByr0 cuUCTEMY paOOThl. <&B
cryyae  c8epxypouHou — pabomwl  3apabomuas  niama  3a  Heé
BBINIAYUBAEMCS 8 COOMBEMCMBUU C POCCUNICKUM 3AKOHOOAMENbCMEOM>
- oTMeTHJ 3KcrepT (dkcnepT 4), 4yToObl 3(P(EKTUBHO TapaHTUPOBAThH
3aKOHHYK) JEATEIbHOCTh M TapaHTHPOBATh, YTO HET HHUKAKHUX
HE3aKOHHBIX JEHCTBUNA CO CTOPOHBI aAMUHUCTpauu. «B |T-kommanuu B
Kutae cymectByeT heHOMEH CBEpXYpOUHOIl 3aHIATOCTH, HO B Poccun mMost
KOMITaHMSI COOJIONAET 3aKOH M HE 3acTaBisieT COTPYOHUKOB paboTarh
CBEPXYypOYHO, YTOOBI 3allMTUTh 3aKOHHBIE TpaBa U HHTEPECHI
COTPYIHUKOB>} - 00ABUJI IPYTOM AKCIIEPT (IKCIEPT 6).

6. B uem 3akmrouarorcs ycwius kutadickux THK mo 3amure mpaB u
MHTEPECOB CBOMX COTPYIHUKOB?

OTa BakHas 3ajada [Jis1 TPAHCHAIMOHAJbHBIX KOMIAHUU B Pa3HbBIX

ctpanax. Kwuraiickas THK co3mama chnenwanpHbI OTAEN, YTOOBI

3allUIIaTh IIpaBa COTPYIHHKOB. Oco0eHHOCTBIO TpaHCHaHHOHaHLHOﬁ
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KOMITAaHUK CTaJo To, 4To <kumaickas THK Hawna nepesoouuxa u
poccutickoeo adgokama cneyuaivho onsa Quiuara Poccuu, ons eedenus
oen 0 3awume UHMeEPeco8 UHOCMPAHHBIX COMPYOHUKOG>; - 3asIBUII OJMH
u3 sKcrepToB (AKcrepT 3). <Koeoa compyOHuKu cuumarom, 4mo ux npasa
Hapywalomcs, MOJNCHO coobwams 00 3momM COmpyoOHUKam omoend
3awumsl, U A0BOKAM MONCEM peuiums dmu npooiemMsbl>; - CKazall Ipyrou
skcniept (3xcneptT 4). U no cioBam skcnepra B [T-komnanuu (3xcmept 6),
«HE TOJILKO Ha paboTe, HO M B KU3HU COTPYTHUKH TOXKE CTATKHBAIOTCS C
IOpUAMYECKUMH  TpobneMaMu. YToObl COTPYIHHMKM MoOIIM paboTarh
CIIOKOMHO, FIOPUCKOHCYJIBT MO€H KOMIAHHEH TaKXKE MOXKET ITOMOYb
COTpYAHUKAM DPEIIUTh IOPUIMYECKUE MPOoOIeMbl B HEpabouux cdepaxy».
CornacHO JaHHBIM MHTEPBBIO, MOKHO 00001aTh, uyto kuTaiickue THK
aKTHBHO 3aIUIIAIOT IIpaBa COTPYTHHKOB.

Cyns 1Mo TpHUBENCHHBIM pe3yJbTaTaM HWHTEPBBIO C JKCIEPTaMH,
OpPTraHU3aALMU TPYJA B UCCIECAYEMON KUTAUCKOU CTPOUTEIILHOW KOMIIAHUU
UMEET CBOM OTIIMYMTEIbHBIC KUTAHCKUE U POCCHUHCKHUE XapaKTEPUCTHUKH.
B nepByto odepenb, ¢ TOUKU 3pEHUS CUCTEMbl OIUIATHI TpPyda, C TOUYKH
3pEHHUsI TONOJHUTEIbHBIX CTUMYJIOB, OHA MPUIAAET UMITYIbC COTPYAHHUKAM,
9TOOBl BHECTHM CBOM BKJaJ B 3(PPeKkTuBHYIO pabOTy KOMIIAHUH H
MOBBIIIAET CIUIOYEHHOCTh OpraHu3aliu Tpyaa B kommnanuu. Kpome toro,
KOMITAaHMSI TapaHTUPYET, YTO KUTAHCKHE M POCCUHCKHE COTPYIHUKH

I[MOJY4Yar0oT TaKoOC JKC JICHCHHUC IIpU OJHNMHAKOBBIX O6CTO$IT€JII>CTBaX;
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Pa3syMHO pacHpenensieTcss KOJIWYECTBO HMHOCTPAHHBIX M MECTHBIX
COTPYIHHKOB B COOTBETCTBUU C PEAJbHOM CUTyallMed B KOMIIAHUU U Ha
00CITy’)KHBAEMOM €10 pBIHKE. XOTS KpPOCC-KYJIbTYPHBI MEHEIKMEHT
AKTUBHO  OCYILIECTBJSIETC W OH  IIOJIHOCTBIO  COOTBETCTBYET
dakTudeckoit curyanuu. Beap MeCTHBIE COTPYIHHUKH, 3HAKOMbBIE C
CUTyaleil, oHu MOTYT pabotarb Oojee 3((HEKTHBHO, YTO CHUXKAET
TPAHCAKLIMOHHBIE M3JEPKKH TPEAIPUATAS W OKOHOMHUT BpeEMSA U
pecypcel. OTO HEOTAEIMMO OT HAy4YHOM OpraHM3aluM Tpyna
npeanpuatug. Cucrema JbroT M COLUMAIBHOM 3amMThl padoTaeT
COIVIaCHO 3akoHoxarenbcTBy Poccun. M B TO ke Bpems oTpaxaer
0COOEHHOCTH OOJBUIMX KHUTANCKUX TOCYAAPCTBEHHBIX MNPEAIPUITHH,
COTpYIHHKM B PocCCHM HCHBITBIBAIOT YYBCTBO COIPUYACTHOCTU H
YAOBJIETBOPEHUSI TPYAOM, 4YTO B CBOK OYEpEAb TAPAHTUPYET
HOpPMaJIbHYI0 pPaboTy opraHu3aiuu. XOTs, KOHEYHO, B KHUTaWCKOMN
KOMITAHMM €CTh U CBOA cnenuduka opraHuszaluu Tpy[a, CBS3aHHAs C

KUTACKUMU COLMOKYIBTYPHBIMUA OCOOCHHOCTSAMH.
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3AKJIIOYEHUE

B nuccepralMoOHHOM HCCIEIOBAHUM NPOAHAIN3UPOBAHBI KIIOYEBBIE
aCIEKThl PA3BUTUSA OpPraHU3allMd TPyAa B POCCUMCKUX U KUTANCKUX
TpaHCHAIIMOHAJIBHBIX KOMIAHUSAX B COBPEMEHHOM OOIIECTBE, a UMEHHO:
oO11asi cucTemMa COLMAJIbHO-TPYOBBIX OTHOILIECHUM, COLMaIbHas 3alluTa
COTPYIHHKOB M CUCTEMA OPraHU3aLNH TPY/a.

PaspuTne opraHuzanuu TpyAda TPAHCHAUMOHAIBHBIX KOMITAHUI
IPOUCXOJIUT KaK OJJHA M3 CTOPOH COLIMAJIbHO-?KOHOMHYECKOTO Pa3BUTHUS
Poccun n Kuras B nemom. A pa3BUTHE TPAaHCHAI[MOHAJIBHBIX KOMIAHUN
MOKHO aHAJIM3UPOBaTh, HMCIHOJB3yd MOAX0Abl conuosioruu. C omHOuU
CTOPOHBI, UCTOPUKO-COLIMOJIOTUYECKUM TTOJIX0 MO3BOJISET ONIAHYThCS Ha
IPOWACHHBIN IMyTh Pa3BUTUA TPAHCHAIIMOHAIbHBIX KOMIIAHUM, W Jy4lle
IIOHATh  COLIMAJIbHO-3KOHOMHYECKYID U  COLMO-MHCTUTYLMOHAIBHYIO
cpedy OpraHM3anuu Tpylda TpPaHCHALlMOHAJIBHBIX  KOMIIAHUM B
COBPEMEHHOM JTare pa3BUTHSA HallUX CTpaH. A
HYKOHOMMKO-COLIMOJIOTUYECKUN IOAXO0/ MTOATBEPINII HaJIN4ne
0COOEHHOCTEH Pa3BUTHS OPTaHU3AIMH TPYJA B POCCUHCKUX M KATAWCKUX
TPaHCHALIMOHAJIbHBIX KOMITAHUSX.

C KoHIIa IMPOIIOro BeKa B 3KOHOMHUKE H o01iecTBe B Poccun u B Kurae
MIPOU3OIILITN OOIBIINE U3MEHEHHUSI.

PaszButne conumanbHO-TpynOBBIX oOTHOmIEHMHM B Poccum u Kurtae

CBUACTCIILCTBYCT O TOM, YTO C TOYKH 3pPCHUA SKOHOMHUYECKOM
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COLUHOJOTUM OpraHu3anus Tpyda B POCCUUCKHUX M KHUTaWCKHUX
TPaHCHAMOHAIBHBIX NPEINPUATUAX UMEET KaK IEPEJOBBIE YEPTHI, TAK
M AaCIIeKThl,  3aCiHyKMBAKOIIWEe  yiloydlwleHusa. B dgacTHOCTH,
MPEANPUHATOE JUCCEPTALMOHHOE HCCIEIOBAaHHWE II0KA3aJlo, YTO
IIPENMYILECTBA OPraHU3aLNN TPYa B KUTAUCKUX TPAHCHALMOHAJIBHBIX
MPEANPUATHAX 3aKIIOYAIOTCS B CIEAYIOLIEM:

I. Cucrema MOTMBAIMM TNE€pCOHAa M CHUCTEMa OIUIaThl Tpy/a
COOTBETCTBYIOT ~MEXAYHAPOAHBIM  CTAHAAPTAM, YTO  IIO3BOJISIET
MOBBICUTh  JIOSJIBHOCTh COTPYIHHMKOB 3a CYET THUOKHX CHCTEM
MaTepUajJibHOIO  CTUMYJIMPOBAHUS W  JONOJHUTEIBHBIX CPEICTB
MOTHUBALIH, BKJTFOYAOIIUX KOMILIEKC KOpPIOPATUBHBIX
COI[MAJIBHO-D)KOHOMMYECKUX JIbIOT, HMEIOIUX I COTPYIHHKOB
BaXHOE COIMAJIbHOE 3HaueHue (oriara aBMAOWIIETOB, JUBUJIECHIBI B
BHJIE MPOLIEHTOB MO aKIHAM, YBEJIIMUYEHHUE CPOKOB OTITYCKOB U JIPyTHE
CpelacTBa). OTH  COLMAIbHO-DKOHOMHYECKHE MEpbl HE  TOJBKO
NOBBIAIOT 3(P(HEKTUBHOCTh pabOThl MEpCOHANIa MPEANPUSITHI, HO U
CIOCOOCTBYIOT ~ SKOHOMHUYECKOMY W  COIMAJIbHOMY  Pa3BUTHUIO.
Hampumep, dyem Oosbllie BpEMEHU OCTAETCsl NJisi Pa3BICUYCHHS, TEM
Jaydmie Ui pa3BUTUS cepbl YCIyr, KOTOpasi SIBISIETCS OJHUM U3
JJOKOMOTHBOB ~ COBPEMEHHON KUTAaWCKOM 3KOHOMUKH. KpymHble
KUTACKKME KOMIIAHUU U OCOOCHHO TPaHCHAIIMOHAJIbHBIE KOPIOPALINUH,

TEM CaMbIM, ACMOHCTPUPYIOT IIPCANPUATHAM MAJIOro MU CpCAHCTO
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Ou3Heca XOpomwmi TpuMep 3a00ThI O TPYASIIUXCS W CHWDKEHUS (WIH
CYILIECTBEHHOTO CAEP>KUBAHUS) YPOBHSA MX HIKCIUTyaTallid B PHIHOYHBIX
YCIIOBUSIX, B KOTOPBIX OJKCIUTyarauus HeEW30ekHa, MpUMEHss Oomee
YIOPSJOYEHHYIO ~ CUCTEMY  PEryJMpPOBAaHHS  COLMAIbHO-TPYIOBBIX
orHomenuii. Takas nmesrenpHOCTh KuTaiickux THK cmocoOna oka3zarh
BIIMSIHUE HA U3MEHeHUs B opranuzaiuu tpyaa B KHP yxe B 0003pumom
Oyyuiem.

2. Kuralickue KOMIaHUU B IpOLIECCE CO3/laHus (PUIMAIOB B Pa3HbIX
cTpaHax, BKkIouas u Poccuro, yrmiyOunum cBO€ MOHHMMAaHHE MECTHOM
KYJIBTYPbl Y1 HAKOMWJIM OMNBIT MEXKKYJIBTYPHOTO YNPABICHUS, TOCTPOCHUS
0c000i1 opraHu3alu Tpyaa B MEeXIyHaApOIHBIX KoJUleKTuBax. Kuralickue
KOMITAaHUM PACIIMPSIOT pabOTy Ha POCCUICKOM PBIHKE M MX TENephb He
MOYKET HE MHTEpPECOBaTh M3YYEHHE OCOOEHHOCTEN COLMAIbHO-TPYAOBBIX
orHomieHn B Poccum, Beab OT JITOTO  HANPSIMYyK  3aBUCUT
IPOU3BOJUTEIBLHOCTh Tpyla NepcoHalia W ux npubbuib. Hampumep,
«China Construction Group> 3akiouniia KOHTPAKTBl Ha pPeau3allfio
Heckoiabkux mpoektoB B Cankr-IlerepOypre, a «China Railway
Construction  Group»  ocymiecTBWJa HECKOJbKO HPOEKTOB IS
«MOCKOBCKOTO METPOIOJIUTEHA», U B PEal3allMi dTUX IMPOEKTOB COTHU
KUTAlCKUX CIEIUAIMCTOB MNPHUHSIM akTUBHOE ywactue. OpraHusauus
TpyZAa NPEIIPUSITHI MOKET OBITh BRICTPOEHA UCXO/S U3 YIIPABICHUYECKUX

KOHIICTIIMM pa3HbIX CTpaH, KylabTyp W cucteM. Ho pykoBoACTBO



195

kutaiickux THK Temeps cTpemutrcs QopMyaupoBaTh MOIUTHKY
YIPABICHUS MNEPCOHAIIOM HMEHHO C YYETOM COLHUOKYJIBTYPHBIX H
COIMO-WHCTUTYIIMOHAIBHBIX 0COOCHHOCTEN pa3HBIX CTPaH, YTOOBI OHA
COOTBETCTBOBaJla WX KYyJIbType W 3aKOHaM, 4YTOOBI CHCTEeMa
opraHu3anmuu Tpyaa Obuta coruaidbHO dS()PEKTUBHON, TO €CTh
YYHUTHIBaJIa ObI 0COOCHHOCTH HMEHHO TOTO OOIECTBA, €r0 COMMAIBHBIX
KOMMYHHUKAIUH, I71€ KUTaiickas KOMIIaHHUs BeJET OU3HEC.

3. Kurailickue TpaHCHaIlMOHAJIbHBIE KOMIAHUKA MOTYT OOpa3IoBO
coOmofarh 3aKOHBI  IpUHUMAaromiel  crpanbl. l[locine  Havana
peanuzanud  ToIUTHUKA  pedopM U OTKpbIToctd  Kuras
TpaHCHAIIMOHAJIbHBIE KOMIIAHWM HE TOJBKO B3SUIM Ha ceOs (YHKIIUIO
MOJTyYeHUs] TPUOBLITN, HO U TaKXKe B3sJIM Ha ce0s OTBETCTBEHHOCTH 3a
YKpeIJICHUE MEXIyHapoaHoro uMuka Kutas u ykperieHue apyx0bl
c oOmecTBaMu pas3HbIX cTpaH. CerogHsi HE TOJIBKO TOCYIapCTBEHHBIE
TpaHCHALIMOHAJbHBIE KOMIIAHWM, HO Y YaCTHBIE TPaHCHAIMOHAILHBIC
KoMmaHuu, Takne Kak «Alibaba» wmm  «Huawel» BeImogHSIOT
AQHAJIOTMYHYI0 COLMAIBbHYKD MHUCCHIO. B COOTBETCTBHM C 3TOM
OPEANOCHUIKOM B paMKax pErylupoBaHUs COLMAIbHO-TPYAOBBIX
otHomieHnit kutarickue THK 00s3anbl cTporo coOmromarh 3aKOHBI U
npaBWja,  JEUCTBYd  CTPOr0 B  paMKaX  CYIIECTBYIOLIUX
MHCTUTYLUOHAJIBHBIX PAMOK OIpPEAENIEHHOTO rocyaapcrsa. He Toibko

U3BJIEKATh MPUOBLIb, HO M CTaTh 00pa3lOM PETyIUPOBAHUS TPYAOBBIX
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OTHOUIEHWM — BOT BakKHas 3ajada jgesarenbHocTn kutanckunx THK 3a
pyOeKoM.

Bce wumeer nBe CTOPOHBI, M OpraHu3anus Tpyda KUTaAUCKUX
TPaHCHAIMOHAJLHBIX MPEINPUATHI TakKe MMEET U CBOU HEJIOCTATKH.
O06o0mias pe3ynbrarbl, MOJY4YEHHbIE B XOJ€ JAUCCEPTAIMOHHOIO
UCCIICIOBAHUS, MOXHO CHOPMYIUPOBATh  CIEAYIOIIME OCHOBHBIC
npoOJieMbl ~ OpraHu3alMyi  Tpyla KHUTAHCKUX TpPaHCHAIIMOHAIBHBIX
KOMITAHUN:

1. ITo cpaBuenuto ¢ Poccuell u apyrumMu cTpaHamu mpoQcCcoro3bl B
Kutae u kuTalickux KOMIAHUSIX HE WrpaloT BaXXHOW poJIM B
pPEryJIupOBaHUN COLIMATBHO-TPYAOBBIX OTHOIICHUHM W B pa3pelleHUuH
TPYAOBBIX KOH(IUKTOB.

JIMHAMUKa KOJIMYeCTBa Mpodcoro30B B komnanusx Kuras'

I'on 2018 2019 2020 2021 2022

Komnuectso | 273.1 261.1 270.2 275 280

OTU JaHHBIE TI0Ka3biBalT, 4ro B 2018-2022 TIT. KOJIUYECTBO
po¢cor030B B KOMIaHUsAx Kutasi moCTOSHHO MEHSIETCsI, HO UX BCE paBHO

saBHO He xBaraer. [lo nanHbpiM Bceekuraiickoit deaepaiuu npodcoro3oB u

U (dhEM I TSEE) Kommuectso npodcoro3os koMmanuii B Knrae.

[Dnektponnslii pecypc] URL:
http://www.rmzxb.com.cn/c/2022-07-30/3170707.shtml
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HarmuonansHoro 0ropo craructuku Kutas, mo coctostHuio Ha 2021
rog B Kurae nacuuteiBaercs 48,42 muH npennpustuii u 740 miH
pabOTHUKOB, a TIO BCEW CTpaHE HACUYHUTHIBAECTCS 2,8 MIIH HU30BBIX
npodCoro3HbIX opranu3anuii ¢ moutd 300 MIH YIEHOB ATHX
opraHuzanuii, B ToM uwucie, 1.5 MiIH paOOTHUKOB — 3TO YJICHBI
mpoCOr030B TOCYIApPCTBEHHBIX opraHu3ammii. Ha OGomee uwem 1,3
MJIH TIPEANpPHUATAN UMEIOTCs Tpodcoro3bl (HO 310 numb 2% Ot
o0Iller0 KOJMYEeCTBa IO CcTpaHe). XOTS KOJUYECTBO YJICHOB
npodcoro30B cocranisieT 40% OT yucia 3aHATHIX, OOJIBIIMHCTBO U3
HUX palboTaeT Ha KPYIMHBIX MNPEANPUATHIX, a OoJbllias 4YacThb
pa0OTHUKOB MaJblIX U CPEIHUX NPEANPUITANH HE OXBaUYCHBI
npodwienctBoM. B Kutae mno-npexHemMy CIMIIKOM MHOTO
KOMITaHHM, T7Ie Tpo@Cor03bl BOOOIIE OTCYTCTBYIOT. M1 UX HE TOJBKO
Majgo, TOpodCcoro3Has  CHUCTeMa  KHUTAMCKUX  MPEAIpHUSITHHA
MO-TIPEXKHEMY COXPaHSAET YepPThl MEPHOJia IIAHOBOW YKOHOMHUKH U
uMeeT HU3KYH0 3(()EKTUBHOCTh B PRIHOYHBIX YCIOBUSIX. M Ha Masbix
U CPEIHUX MNPEONPUSATHSX, U B KPYIHBIX TpaHCHAIIMOHAJIBHBIX
KOMITAHMSIX, M YaCTHBIX, U TOCYAApCTBEHHBIX IMpECEeNaTeb
npo(CcorO3HOTO  KOMHUTETa, KaKk TMPaBWIO, TECHO CBSI3aH C
PYKOBOJICTBOM TMPENINPHUATHSA, HAXOIACh OT HEro B CTPOro
3aBUCHUMOCTH. Bosbmew, K puMepy, KUTANCKYIO

TpaHCHAIIMOHAIbHYIO KoMmaHuio «Fuyao Glassy. Drta xommnaHwus
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nmojmHsyia cBoW aproputer Ha ¢uiabMe «Kwuraiickas ¢abpuka». Kak
KpymHasi TMPOW3BOACTBEHHAS KOMIIAHWS, OHAa HAHUMAEeT OOJIBIIOE
konmuyectBo paboumx. Jlaxke B CIIA, rme, kak W3BECTHO, CHIIBHBI
po(COIO3HbBIE TPATUIINH U CaMU PO COI03bI UMEIOT 3HAYUTENBbHBIN BEC,
«Fuyao Glass» ymamoce wu30exarb co3maHus Mpodcoro3a, MPOCTO
3apY4YUBIINUCH MOJJEPKKOM aMEPUKAHCKUX COTPYIAHHUKOB, KOTOPBIM
nooOenany MOCTOSIHHYI0 MHAEKCAMIO 3apa00THOM T1aThl. beIBaeT u Tak,
41O MPO()COI03bl HA KUTAUCKUX MPEANPUSTUAX TaKe KOHTPOIUPYIOTCS
POJACTBEHHUKaMH  Biajeiblia KomMnaHud. CMoxkeT U 1podcoro3
3alIUTUTh MHTEPEChl paboyux B Takux yciaoBusx? Jlisi cuctemsl
coruanbHoM 3amuThl pabotHukoB B KHP 31O siBnsiercss mpobiemoii, B
OTJIMYUE OT TeX K€ POCCHUUCKUX NPEANpUsITUH, TIJI€ AaBHO €CTh
He3aBucuMble Mpodcoro3bl. [loaroMy mnoBbIIeHHE 3(PGEKTUBHOCTH
NEATeIbHOCTH KUTAUCKUX MPOQCO030B MO 3aIIUTE MpaB TPYASIIUXCS, B
TOM YHCJI€ CEIbCKUX MUTPAHTOB (COCTABIISIONIMX OCHOBHYIO YacTh He- U
HU3KOKBATM(PUIUPOBAHHONW paboyeil Cuibl, B TOM 4YHUCJE, 3aHATON Ha
npousBojcTtBax THK), omHa u3 akTyalbHBIX MpoOJIEM peanu3aiuu
COLIMAIbHOM TMOJIMTUKK Ha COBpeMeHHoM arare pedopm B Kurae u
BayKHas 3aJ1a4ya JJIsl pa3BUTHS COLMAIIbHO-TPYAOBBIX OTHOLIEHUU. U 31€eCh
00JIBIIIOE 3HAYEHUE TSI PA3BUTHUSL KUTAHCKOTO MPO(GCOIO3HOTO JABUKCHUS
UMEIOT COLMOJOTUYECKHUE uccienoBaHus, ctaHoBieHne B KHP Takoit

oTpaciin AKOHOMHUYECKOU COIIMOJIOTHH, KaK COIIMOJOI'Us HpO(i)COIOBHOI‘O
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JBUKEHUS, KOTOpas, KCTaTd, Y€ JOCTAaTOYHO XOpOIIO pa3BUTa B
Poccunt®®,

2. UnTtepecer paboratorux skenmuH B KHP myxnatorcs B
YKpEIUIEHUH  3alMThl. B KUTaHCKUX  TpaHCHALIMOHAJbHBIX
KOMITAaHUSX 3allUTa NpaB U MHTEPECOB BCEX COTPYJHUKOB BCE Ke
Jy4ylie, 4eM B MaJbIX U CPEIHUX MNPEANPHUITHSIX, TEM HE MEHEE,
MO-TIPEKHEMY  CYIIECTBYET  CKpbITas MpoldiiemMa TeHJIEpHOU
JUCKPUMHUHALUM, TPOOJIeMa «CTEKJISIHHOTO MOTOJIKA» JUIsl MHOTHMX
KEHIIMH-COTPYIHUKOB. KomMmaHum MOryT OTKa3aThb B IpHEME Ha
paboTy HE3aMy>XHUM >KEHIIMHAM, Yy KOTOPBIX eni€ HeT HEeTeu.
OcHOBHasl MPUYMHA B TOM, YTO KOMITAHUU OOATCS, YTO >KEHIIMHBI
YUAYT B JEKPETHBIM OTHYCK BCKOpE MOCJE MpueMa Ha paldoTy B
KOMITaHWIO. XOTS CHUTyallusi MEHSETCS C OTMEHOW TMOJUTUKHU
PEryJIMpOBaHUS POKJIAEMOCTH, TEM HE MEHee, MpobiieMa reHAepHON
JUCKPUMHUHALUU TMO-TIPEKHEMY OKa3bIBAET CYIIECTBEHHOE BIUSHUE
Ha  3(Q(EKTUBHOCT,  PETryIUpPOBaHUS  COLUAIBHO-TPYAOBBIX

otHourenu B KHP.

10 nyummx komnanuii-padoronareneii Kuras, peiitunr Forbes!®

Mecro Kommnanus-paboronareins Otpacnp

115 Tletpos A.B. Couuonorus npogcorozsoro gsumxenus. CI16., 2008. 140 c.

18 JTyumme pa6oromatenn Kurtas B 2022 oy, peiitunr Forbes. [DneKTpoHHBIH
pecypc] URL:
https://baijiahao.baidu.com/s?id=1737778970141991446&wfr=spider&for=pc



200

1 HAIER DNIeKTPOHHKA

2 LENOVO DIEeKTPOHUKA

3 ANT GROUP drHaHCHI

4 HITACHI ENEGY DHepreTuka

3) SCHNEIDER DneKTpoHUKa

6 Mm% (Wei pin hui) OHJIaiH-IIIOTITTUHT
7 Xiaomi DJEeKTPOHUKA

8 s (Yuan jing) DHepreTHKa

9 Bank of China duHAHCHI

10 CiCC DuHAHCHI

B Tabmuna ykazansr 10 qyummx komnanui-padoronarenein Kuras,
peittunr Forbes, B Tom uucie, 6 kOMIIaHWI — YacTHbIE KUTAWCKuUE, 2
KOMIIAHUM — C HWHOCTPAHHBIM YYacTHEM, a 2 - TOCYJapCTBCHHBIE.
Takum o6pa3zom, B KHP B pa3nbix oTpacisx BCE ke €CTh KOMIIaHUH,
OpraHu3alnys COUHAIbHO-TPYAOBBIX OTHOIICHUN Ha KOTOPBIX MOJy4YaeT
BBICOKHE OLIEHKH OT COTPYOHUKOB. DTH KOMIIAHUU MOTYT W SIBJISIFOTCS
OpPUEHTHpAMU Il APYTUX KUTAWUCKUX KOMIIAHWK, B TOM YHUCIE, U
TpaHCHAIIMOHAJIBHBIX, B IUIaHE TOBBIMEHUS 3P (HEKTUBHOCTH
OpraHMu3alny TPYIa.

N3 naHHbIX, MOTYYEHHBIX B XOJ€ UCCIEAOBAHUS OPraHU3alU TPyAa

B U3YYCHHBIX KATaNCKUX KOMIIAHUSIX MOYKHO TaK»Ke CAciIaTh BBIBOA, YTO B
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KOHKPETHOM TIPOLIECCE PETYJUPOBAHUS TPYAOBBIX OTHOLIECHUN
CUCTEMA COLMAJIBHOIO O0OECHeYeHHs KOMIAHUM, 3aKIIYEHUe
TPYAOBBIX JOTOBOPOB, PETYIMPOBAHNE pabOYEro BPEMEHHU, YPOBEHb
3apa0OTHON TUIaThl, (PAKTOPHI OE30MACHOCTH W 3JO0POBBS MOTYT
BBI3BIBATh TPYIOBBIE CIIOPHI. TakuM 00pa3oMm, yKperieHue oOpaTHOU
CBSA3M MEXKIY COTPYOJHUKAMH M MEHEDKMEHTOM NpeaNpUsTUi
ABJIAETCS. OJHUM M3 BaXHEHIIMX CIOCOOOB MPENOTBPAILCHHUS
KOH(IUKTOB MEXIy paOOTHUKaMU M aJIMHUHHMCTpPALMEd U CO3/IaHUs
MEXaHU3MOB PAHHETO MPEIYNPEKICHUS TAKUX KOH(PIIUKTOB, a TAKXKe
OCHOBOM JIJIsl peann3aluy CTPaTeruii BHYTPEHHEro MOCPETHUYECTRA.
Yto6sl 100UThCA HMHPOPMALMOHHOM KOMMYHHUKAIIMHM, KOMITAHUH
MOTYT o0Oparutbcsi K 3PPEKTUBHOMY POCCHUHCKOMY OIBITY U
UCIOJIb30BaTh CJENYIOLIME METOAbl: BO-TIEPBBIX, OpraHU3alUs
CUCTEMbl  TMOCTOSHHBIX  KOHCYJIbTAlUd  C  COTPYIHUKAMHU.
[Ipeanpuaruss MOryT OpraHM30BBIBATH  TPYAOBBIE COOpaHus
COTPYAHUKOB /I  Y4YaCTUSi B  HEKOTOPbIX  BHYTPEHHHX
yIOpaBICHUYECKUX Jefax mHpeanpustus. Bo-BTopeix, cucrema
IIOCTOSTHHBIX KOHCYJIBTALMi 110 BOIPOCAaM YIIPaBJIEHUS IEPCOHATIOM.
[Ipennmpusitue M 1podcoro3 JOKHBI  PETYASIPHO IPOBOAUTH
KOMMYHHKAI[UOHHbIE M KOHCYJBTAlIMOHHBIE BCTPEUU IO BOIPOCAM
yIpaBJIeHUs [IEPCOHATIOM, YTOOBI OBITh B KYpCE€ TEKYIIUX TPYAOBBIX

HpO6JICM 151 KOH(i)JII/IKTOB, 0COOEHHO ATO Ba)KHO HJIL IIPpCAOTBPAIICHUA
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KOH(IIUKTOB. B-TpeTbnx, HEOOXoaMMa CHUCTeMa PACCMOTPEHHUS Kauoo
COTpyAHUKOB. IlocpencTBOM CO3MaHMS <«SIIIMKOB ISl MPENJIOKEHUN»,
ropsiuuX JIMHUKA OOpaTHOM CBSA3M M JAPYrux miaardopm st oOIIeHHS C
COTPYIHUKAaMH, 4YTOOBI OHU MOIVIM BBIPa3UTh CBOU TpPeOOBaHMS.
[IpoBeneHre peEryaspHbIX BHYTPEHHHX KOPHOPAaTUBHBIX O030pOB U
UTOTOBBIX COBELIAHHN — TOXE SBISETCS emie OgHUM 3(P(PEKTUBHBIM
cnoco0OM MpeAOTBpALIEHUs KOH(DIMKTOB MEXIy paOOTHHKaAaMU M
PYKOBOJICTBOM M CO3JaHUSl MEXaHU3MOB pPAHHEro NperynpeKIeHUs
KOH()JIUKTOB.

[IpenmyiiecTBa opraHu3alyy Tpyaa POCCUICKUX TPaHCHAIMOHAIBHBIX
NPEANPUATANA O JAHHBIM JUCCEPTAIMOHHOTO MCCIEOBAaHUS MOYXHO
OTMETUTb, [JIABHBIM 00pa3oM, B CIECAYIOIINX MOMEHTAX:

1. B paMkax COLMAIbHO-TPYIOBBIX OTHOLIEHUN POCCUHUCKUX
TPAaHCHAIIMOHAIbHBIX KOMIAHUN PYKOBOAMTEIM M PAOOTHUKH HMEIOT
Oosiee TecHOe OOIlEHHE, a B MOBCEAHEBHOM pabodyeM MpoLecce MOTYT
MaKCUMaJIbHO YYHMTBIBaTh MHEHUE Jpyr npyra. B opranuzanuu Tpyna,
IIOMHMO MaTepuajbHbIX OJlal, TakuX Kak 3apaboTHasl IuIara, TaKkKe
pelaronee 3HaueHue HuMeeT paboyas arMocdepa U KOpHOpaTHBHAs
KylabTypa. Bompocam ynpaBieHHs KOPIOPaTUBHOW KyJbTYpoH Ha
POCCUMCKMX MPEANPUITUSIX yAEseTCs 00Nl BHUMAHMUSL.

2. OpraHumszanuss  Tpyda  POCCHUMCKHMX  TpaHCHALMOHAJIbHBIX

OPEeNNpUsATANA TPEeIOCTaBIsAeT OOoJbllle BO3MOXKHOCTEW i OOy4eHHUs
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coTpynHHUKOB. Hampumep, KpymnHble MNOpeaNpusATHs, TaKue Kak
«"azmpomy, MPEAOCTABISIOT BO3MOKHOCTH MIOJIHOTO
poQeCCHOHATBHOTO OOYYCHHS JJII COTPYIHUKOB PAa3HBIX OTIEIOB H
YpPOBHEH, 4YTOOBI COTPYAHUKHA MOTJIMA MPOAOKATh MOBBIIIATH CBOM
ypOBEHb KBalu(UKaUK U JIy4llle YAOBIECTBOPUTH MMOTPEOHOCTH
npeanpusitusa. B To ke Bpems, 3TO TaKke MPEAOCTaBIseT OOJIbliie
BO3MOXXHOCTEM JJIsl TPOJABMXKEHUS MO CIyk0€ sl COTPYIHHUKOB.
Cucrtema  oOydeHHSI  COTPYJHHUKOB  HU3YYEHHOM  POCCHICKOI
MHOTOHAITMOHATBHON KOMIIAHUM JIOCTOWHA TOJpa)XKaHusl KPYHHBIMHU
KUTaUCKUMU NPEATPUATUSIMU.

3. B poccuiickux KOMIaHUSIX OOJIbIIIE BHUMAHUS YAEISACTCS
MPEIOKEHUAM  KaXJ0ro pabOTHUKA, KOTOPbIE MOTYT TMOBBICUT
a¢pdexTuBHOCTS Tpyda. B opraHuzamuum  Tpyma — KUTaWCKUX
IpeANpUATUI 0OBIYHO BCE PEIllaeT HaYaIbHUK, HE TOJBKO OpraHU3aIys
Tpyda, HO W (opMa H CcoAep)KaHHE KOJUIEKTUBHBIX JOCYTOBBIX
MEPOMNPUATUN, TAKUX KaK TUMOWJIIMHT, ONIPEICISIOTCS PYKOBOAUTEIEM.
B poccuiickux KOMOaHUSX B aHAJIOTMYHOM CUTyallMM PYKOBOIUTEIH
OyayT 3ampallvBaTh MPEAIOKEHUS Y COTPYIHUKOB U MPETBOPATH UX B
KU3Hb.

4. Opraauzanuss TpyAda PpPOCCHMCKMX  TpPaHCHAIIMOHAIbHBIX
npennpusiTuii Oojee COBEpIIeHHAa B 3alllUTe MpaB M HMHTEPECOB

pa6OTHI/IH. Kak YIIOMHWHAJIOCh BBIIIC, B COOTBGTCTBYIOIHCfI IJ1aBC, JOJIA
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KEHILMH-PYKOBOJUTEIEH B POCCUICKUX TPAHCHAILIMOHAJIBHBIX KOMIIAHUAX
OTHOCHUTEJIBHO BBICOKa, a IpU MpueMe Ha paboTy IKEHIIUHBI
CTAJIKMBAIOTCA € JUCKpUMMHamMen pexe, 4deM B Kwurae. U3-3a
npoBoguMo B PoccnM  TOMMTHKKA — TOOWIPEHUS  POXKIAAEMOCTH
rOCyJapCTBO BIIOXKHJIO 3HAYUTENBHBIE CpEACTBA B CyOCHIMPOBAHHE
JICTOPOXKIEHHUS, a Takke BO BceM oOmecTBe Cc(HOpPMUPOBATIOCH
UJICOJIOTUYECKOE U KYJIBTYPHOE OCO3HAHHME YBAa)KEHUS MPaB U UHTEPECOB
KEeHIUH. JKeHIMHaM-COTpyIHUIIaM Topa3fno mnpouie U 3PpQdeKTUBHEE
MOYKHO CaMOpEaIU30BaTbCs B TPYJAE B POCCHUMCKUX KOMITAHMSIX, YEM B
KUTANUCKHX.

KoHeuHo, ecTh MU HEAOCTaTkKd B OpPraHU3alMU Tpyla U POCCUMCKHUX
TpaHCHAallMOHANBbHBIX  Kopnopauuid. Hampumep,  BBICOKOAOXOJHBIE
TpaHCHAIlMOHAJIbHBIE KOMIIAHWHU, Takue Kak «l'a3mpom», HMEOT
OTHOCUTENBHO 3(P(EKTUBHYIO OpraHU3aLMIO TPYyla, a paBa paOOTHUKOB
TaM MOJIHOCThIO TAPAHTUPYIOTCS, OHAKO B IPYTHX OTPACIIAX, KOTOpPbIE HE
OpUEHTHUPOBAHbI HA BHEIIHUNA PHIHOK C HU3KOW MPUOBLIBIO BOZMOKHOCTH
oOyueHUsI  COTPYAHUKOB WJIM  BBIIUIAThl  COLIMAJIBHBIX  MOCOOMIA
OTHOCHUTEIBHO HEBEIIUKHU.

10 nyummx komnanuii-padoronareneii Poccun, peiirunr Forbes!!’

Mecto Komnanus-pabotonarens Otpacib

1750 myummx xomnanwmii-paboronareneii Poccun, peiitunr Forbes. [DnekTpoHHbIi
pecypce] URL:https://basetop.ru/50-luchshih-rabotodatelej-rossii-rejting-forbes/
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1 Hopunbsckuil HUKENb DHepreTuka
2 [Tomroc DHepreTuka
3 ["azmpombank DuUHAHCHI
4 Yandex IT

5 Polymetal International DHepreTruka
6 BTb OUHAHCHI
7 Anpoca DHepreTuka
8 Coepbank Poccun DuHAHCHI
9 ["azmpom DHepreTuka
10 HoBatsk DHepreTuka

AHnanmutuku noptana Superjob.ru mposenu ompoc 3000 denoBek u
y3HAIIM, KaKue TmapaMeTpbl paOOTHUKUA CUYUTAIOT CAMBIMU Ba)KHBIMU
MpU TOCTYIUICHMH Ha pabory. Bompockl K HUM OBUTM TIPHU3BaHBI
MPOJIEMOHCTHPOBATh CHUTYAllMI0O C OpraHu3aiuedl Tpyga B ITHX
KoMmmaHusx. Hampumep, ObUTM 3a7aHbl TaKue BOIPOCHI, KAK: KAKOB
pasmep Bameit 3apriatel (camblii  BakHBIM KpuTepuid)? KakoBbl
ycnoBust Tpyna? IlpoBoauT 1M KOMITaHHWS BHYTPUKOPIOPATHBHOE
oOyuenne? W T W pe3ynprarhl TOKa3aid, 4YTO C TOYKH 3PEHUS
POCCUHCKHX paOOTHHKOB,

Poccun — 310 Kak pa3 TpaHCHALMOHAJIBHBIE KOMIIAHWU, OCOOEHHO

10 mydmumx KomnaHui-paboTtomarenei

paboraromue B cepe sHepreTuku, pruHaHCOBBIX ycruyT u IT.
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Takum 00pa3oM, opraHuzamusi Tpyda B POCCHMUCKUX M KHUTAMCKUX
TPAaHCHAMOHAIBHBIX KOMIAHUSAX MMEIOT PA3JIMYHbIE XapaKTEPUCTHKU U
MPUCYIIME MM MPOOJEMbI, KOTOpblE HEOOXOIMMO pelmarb C Yy4eTOM
HKOHOMHMYECKHX U COIUATBHBIX (DAKTOPOB.

C TOuUKM 3peHMs] OpraHu3aluy TPY/a KMUTANCKUX TPAHCHALIMOHAIBHBIX
KOMITAaHWH, B TEPBYIO0 O4Yepelb HEOOXOIMMO YIydIIUTh MPO(COI03HYIO
cuctemy. [Ipodcoro3nl SBASIOTCS Ba)XXHOM CUJION JJisl 3alIUTHI MpaB U
MHTEPECOB  TPYASIIUXCSA. YUUTHbIBa HWHCTUTYLIHMOHAJIbHO-IIPABOBbHIE
0COOEHHOCTH COLMAJIMCTHYECKOM CTpaHbl HEOOXOAMMO CYIIECTBEHHO
paciputh (QyHKUMH TPOQPCOIO30B, YBEIUYUTH JIONIO  PSAJOBBIX
pPaObOTHUKOB Cpeau PYKOBOASIIHUX YJIEHOB MPO(COH30B, MOOMIN30BATh
AKTUBHBIX PaOOTHUKOB MNPENNPUATHH JUIsl BCTYIUIEHUS B TPO(COIO3bI,
cZeJiaTh MPO3pavyHOi AeATENBHOCTh MPOQPCOI030B, MOAIEP)KUBATH TECHBIE
CBSI3M MPOQCOI030B C 3aKOHOAATEIBHBIMH OpraHaMu BJIAacTH, OpaTh Ha
ce0s  MHUUMATUBY  COOOIIAaTh  PYKOBOJACTBY  MPEANPUATUHS U
OpaBUTEIBCTBY O HapylUleHMH TMpaB pabOTHUKOB. Bo-BTOpBIX,
HE00XOIUMO TPaHC(POPMUPOBATH B [EJIOM CUCTEMY COILMATBHOM 3aIlUTHI
pabOTHUKOB, Hampumep, B IUIAHE HEJOMYUIEHUS CBEPXypOUHOUH
3aHSATOCTH, YTO XapaKTEpPHO I KPYNHBIX KHUTANCKUX KOMITaHUU.
B-Tperbux, HakoHel, Takke HE00XOIMMO, 4YTOOBI  YCHJICHHE
IPaBUTEIBCTBEHHOTO HAaJ30pa 3a JEATEIbHOCTHIO TPaHCHAIIMOHAIBHBIX

KOMITAaHWI B INIAaHE BBINOJIHCHUS HWMHU B3STBIX Ha ceOs (1)OpMaJ'II>HI>IX
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00513aTeLCTB, CBSI3aHHBIX c coOmroeHneM TPYAOBOTO
3aKOHOJIaTENIbCTBA.

C Touku 3peHHs MOBBIIIEHUS (H(HEKTHBHOCTH OpPTaHU3AIUN TPy
POCCUHCKHUX TPEANPHUATHH, MPEXKAEC BCETO, HEOOXOMUMO OOECIICUHTH
CTAH/IAPTU3AIMI0 U  COBEPUICHCTBOBAHME OpraHuU3alMd  Tpyda
TPaHCHAIMOHAJBLHBIX KOMIIAHUM U JPYruX MNPEANpUSTHA B CTpaHe,
yTOOBl M30aBUTHCS OT MEXKOTPACJIEBBIX AuUcHporopuuid. Bo-BTopsix,
HEOOXOMMO JalibHelIee pe@opMUpPOBAHHE CUCTEMBI 3apaOOTHOM
IJarbl, TOCTENEHHOE YBEJIMYEHHE CpeJHEed 3apa0OTHOM IUIATHI
COTPYIIHUKOB BO BCEX OTpacisgX M I[EepeopUeHTalHusl €€ Ha
KBaJTU(DUITMPOBAHHBIX COTPYIHUKOB.

B X0j1e MPOBEACHUS COOCTBEHHOTO AMITUPUYECKOTO
COLIMOJIOTUYECKOTO  HKCCIEAOBAaHUSA,  IMOCBAILIEHHOTO  HU3YUYEHUIO
OTHOILICHHUSI COTPYAHUKOB K OpraHu3alu Tpylda B POCCUUCKUX H
KUTAUCKUX TPaHCHAIIMOHAIBHBIX KOMITAHUSX, ObUIO TaK)Ke BBISBIICHO,
YTO COTPYAHUKH B TPAHCHAITMOHAIBHBIX KOMITAHUSAX OOBIYHO B IIE€JIOM
JIOBOJIbHBI OpraHU3alMeil Tpyla B CBOUX KOMIAHUSAX. YUHUTHIBAS
BAXHYIO pOJIb TPAaHCHALMOHAJIBHBIX KOMIIAHUW B 0OOMX CTpaHax,
opraHuzanus TpyJla TpaHCHAllMOHAJIbHBIX KoMmmaHuii B Poccun u B
Kutae mMoxer cimyxuThb 00pa3lioM AJis OpraHu3aluil Tpyda B JIPYTUX
KOMITaHUSIX.

B o0o3pumom Oynmyriem opraHuzanusi TpyAa TPAHCHAIIMOHAJIBHBIX
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xopriopauii B Poccun u Kurae Oyzner mo-npexHeMy BbI3bIBaTh MHTEPEC
COLIMOJIOTOB. Onnako YKOHOMMKO-COLIMOJIOTUYECKUN aHam3
ocobenHoctu opranmzanuu Tpyna THK momkeH ObITh TIPOAOIKEH B
CBSI3M C MHOTOIPAaHHOCTBIO MPOOJIEM M BONPOCOB OpraHu3alvu TpyAa
TPaHCHALMOHAJIbHBIX KOMIAHUI M €€ ci1aboil M3y4eHHOCThIO B paMKax
COBPEMEHHBIX HKOHOMHMKO-COLMOIOTUYECKUX VCCIICJOBAaHUMN.
Oprann3zanusi Tpyaa B POCCUUCKAX M KUTAHCKHUX TPaHCHAIMOHAJIBHBIX
KOMITAaHUSIX 00sI3aTE€JIbHO MOJYYUT HOBOE Pa3BUTHE, MEPEHAs Ha HOBBIM
Tan B paMKax uH(popmaruzanuu U UU(pOBU3ALMH, HO, IJIaBHOE, B
paMKax COLMaIbHOM TapMOHHU3ALMHU, K YEMY IMPEKIAE BCETO U CTPEMSATCS

KHUTalCKoe U poccuiickoe ob1ecTa B 21 B.



209

CHHMCOK JIMTEPATYPbI

Ha pycckom si3bike:

1. A6w130B A. I, Carocaps O. B. DxoHomuka u cormonorus Tpyaa. 2015.

-212c.

. AxcenoBa E.A. Vnpasnenue nepconanoMm. HOnutu-/lana, 2018. —
423c.

. babunuer B.Il. YmpaBneHnue mnepcoHaaoM C MO3UIIUU COIIUOJIOTHH //
Bricmiee o6pazoBanue B Poccun. 2009. Ne 4., C. 155-156.

. B Kurae ymepna mMonoaasi COTpyIHHILIA KPYIHOW TEXHOJIOTMYECKON
koMranuu. OOIIECTBEHHOCTh BUHUT HANpPsHKEHHBIA rpaduk padoThl
[DNEeKTPOHHBII pecypc] // OK! URL.:
http://ekd.me/2021/01/pinduoduo-young-employee-death/ (mara
oOpamie-aus: 01.03.2021).

. BumneBckumii. A.I.  [emorpaduueckuit kpuzuc B  Poccum.
Russie.NEI. Visions. 2009. Ne 41. — 29 c.

. Bmagumup Kysemun. CoBects monepum3aiuu // Poccuiickas 'azera.
2010. Ne 30.

. T'epmanok A. A. OcHoBbl opranu3zanuu Tpyaa. [lepms. 2019. — 226 c.

. TomoBo#i cuer. T'asmpom Hedtb. [Dnexrponnsrii pecypc] URL:
https://csr2016.gazprom-neft.ru/hr-development/training-and-develop
ment

. Hanapie ODCP 3a 2019 rop. [Onekrponnsii pecypc] URL:


https://csr2016.gazprom-neft.ru/hr-development/training-and-development
https://csr2016.gazprom-neft.ru/hr-development/training-and-development

210

https://www.hmong.press/wiki/List_of countries_by tertiary educatio
n_attainment#Countries_by level of tertiary education.

10./lemapTaMeHT MHOTOCTOPOHHETO SKOHOMHYECKOTO COTPYAHHYECTBA
MHHAKOHOMPAa3BUTHS Poccun. [DNeKTpOHHBII pecypc]
URL:https://www.economy.gov.ru/material/file/65f53df7ef144f6f6b43
ea8529869f52/101965562.pdf

11. Joknan o noxonax kurtaiickux nporpamMmmuctoB B 2017 rony (Alibaba
Group) [DNeKTpOHHBIM pecypc] // Cniteyes. URL:
https://www.cniteyes.com/data/upload/2018/0103/14/5a4c76601c0a4.
pdf.

12.Jlokmam o moxojax KUTaickux mporpamMmucToB B 2017 roxy.

13.JIoknmag O TONMOKEHWHM MOJIOAEKH M peaau3allii TOCYIapCTBEHHON
MOJIONIEKHOM TOJIMTUKU B poccuiickol Qenepanuu. Mononéxp u
MOJIONIEXKHAsE ToIMTUKa B Poccum B KOHTEKCTe T0OAIbHBIX
TeHJeHIMH. MuHHCTepcTBO oOpa3oBaHusi M Hayku Poccuiickoi
denepanuu. [ DNeKTpOHHBIN pecypc] URL:
https://fadm.gov.ru/documents/download/672/ ([ara
obpamenns:25.08.2015)

14.san AunexcanapoB. Poccus: pe3koe yCKOpeHUE YTEUKH MO3IOB —
HaIMOHAIbHOE OEJCTBUE WJIM «HUYETO TPAru4HOro»? [DIeKTPOHHBIN
pecypc] URL:

https://russian.eurasianet.org/poccus-pe3koe-yCKOpeHHE-yTEUKH-MO3T0



211

B-—HAallMOHAJIbHOE-0eICTBUE-NITN-«HUYETO-TPATUIHOT 0 (dara
obpamenus:10.05.2021)

15.Komy noctynHo Bbiciiee oOpazoBanue B Poccun. [DneKTpoHHBIN
pecypc]  URL:  https://iq.hse.ru/news/190611819.html.  (/lara
obpamenus:30.01.2017)

16.JIyummne paGoromarenu Kwuras B 2022 romy, peditunr Forbes.
[ DIeKTpOHHBIN pecypc] URL:
https://baijiahao.baidu.com/s?id=1737778970141991446&wfr=spider
&for=pc

17.Marypa M. WM. Kypbaroa M. b. OOyueHue mnepcoHana Kak
KOHKYPEHTHOE IPEUMYIIECTBO. YIpaBieHue nepconaiom, 2004. — 216
C.

18.Makapesuu M. JI., AnrtonoBa II. A. IIpoGnembl mnOBBILIEHUS
OTBETCTBEHHOCTH TpAHCHAIIMOHAJBHBIX KOpPIOpamuii B objactu
cobOmrofieHrss TpaB paboTHUKOB // VIHHOBallMOHHAsT SKOHOMMKA:
NEpPCIEKTUBBl pPa3BUTHS M coBepumieHcTBoBaHus. 2017. Ne 1. C
199-203.

19.MapkoBuu JI. O Ilpenmere u 3amayax couuojorud Tpyaa //
Conumonoruueckue ucciaenonanus, 1996. Ne 3. — 367 c.

20.HammonaneHoe  OWOpO  TrocylaapCTBEHHOM  ciyxObl.  Ywucio
a0UTYPUEHTOB HAa HAIIMOHAJLHBIM BCTYMUTEIbHBIN K3aMEH.

21.HoBoctes Cubypa. Caiit [TAO «Cubyp XommauHr». [DIEKTpOHHBIN



212

pecypc] URL: http://www.sibur-int.cn/news/article/308 / ([lara
obOpamenus: 26.04.2021)

22.0 «l"azpomey. [DneKTpOHHbIN pecypc] URL.:
https://www.gazprom.ru/about/management/board/

23.0 KHHK. Kwuraiickas HamuoHanpHas HedTerazoBas KOPIOPAIIHSL.
[DneKTpOHHBIM pecypc] URL:
http://www.cnpc.com.cn/ru/jtgc/gsgc_index.shtml

24.0tuer 2020. Tasmpom HedTh. [DOnekrponHbii pecypc] URL:
https://ar2020.gazprom-neft.ru/sustainable-development/work-with-pe
rsonnel.

25.1TapmoBa O. H. Mamnbiii u cpeqauii OW3HEC: JIOTHCTHYSCKAs W
colruaibHO-PKOHOMHUYecKast pyHkiuu // Hayka u Texauka. 2007. Ne 5.
C 58-62.

26.TlencuoHHBIH BO3pacT B pa3HbIX cTpaHax wmupa B 2019 rony.
[ DNeKTpOHHBIM pecypc] URL:
https://emigrant.guru/kuda/tops/pensionnyy-vozrast-v-raznyh-stranah-
mira-tablica.html/

27.IletpoB  A.B. «InmobGanuzanus» SKOHOMHUKH: COLIMAJIbHBIE |
nojmtrdeckue acrekrel. CII6., 2009. — 200 c.

28.1letpoB A.B. CommanbHOe MapTHEPCTBO M MPOOJIEMBI 3aHSATOCTH
MOJIOAIC)KM B COBPEMEHHOHN TIy100abHOM 3KOHOMHUKE // OOIIecTBoO.

Cpena. Pazsurune. 2012. Ne 4 (25). C. 116-120.



213

29.TletpoB A.B. Commomnorus mpodcorozroro npmxeHus. CII16., 2008.
-140 c.

30.ITmmzoBa E.H. Tpyn kak onpexnenstoniast popma KU3HEACATETHHOCTH
JUYHOCTH W oOmiecTBa // BecTHUK ANBITEHCKOTO TOCYIapCTBEHHOTO
yHuepcuteta. 2005. Ne 3. C 11-17.

31.PoxmaeMoCTh CMEPTHOCTh M E€CTECTBEHHBIA MPHUPOCT HACEICHUS B
Poccun o roziam. [DIEeKTPOHHBIN pecypc] URL:
https://infotables.ru/statistika/31-rossijskaya-federatsiya/784-rozhdae
most-smertnost

32.Poccwuiickas @enepannst (Poccust) - ckonbko Hacenenus B 1991-2020
roxay? [DneKTpOHHBIM pecypc] URL:
https://xn----8sbncanfsegabeh4bfdoOg7e4c.xn--plai/

33.Caiit JlenoBoro kiyba mo pa3BUTHI0O HE(PUHAHCOBOM OTYETHOCTH.
[DnexTponnsiii pecypc] URL: https://soc-otvet.ru/

34.Caiit  HaumonaneHblii  (OpyM  KOPIIOPATUBHOM  COLMAJILHOM
OTBETCTBEHHOCTH. [ DNeKTpOHHBIN pecypcl].
URL:http://www.csrforum.ru/

35.CeapMmas HallMOHANIbHAS Tiepenuchk. HanronanbHoe 010pO CTaTUCTUKHU
Kwuras.

36.Cxonpk0 AHEH UIMTCS OTIYCK B Pa3HBIX CTpaHaX. [DIEKTpOHHBIM
pecypc]

URL.:https://zen.yandex.ru/media/vpoiskahluchegomesta/skolko-dnei-



214

dlitsia-otpusk-v-raznyh-stranah-5db6baleectfb8000ae7¢03db/  ([lara
obpamenus: 28.10.2019)

37.11lep6akoBa E.M. Jlemorpadudeckue utoru I momyromust 2020 roga B
Poccun (wacte II) // Jlemockom Weekly. 2020. Ne 869-870.
[DneKTpOHHBIH pecypc] URL:
http://demoscope.ru/weekly/2020/0869/baromO1.php ([ara
obpamenus: 30.01.2022)

38. dn IOwbKd, Wxm Il3unkail, Jlto Ceiss. Pa3zsurue mmudpoBoro
oOmectBa /  I7oOanbHBIE  COLMANbHBIE  IPOLECCHI:  OIMbIT
couuonoruyeckoro uccinenoBanus (Coopuuk crareit) / [lox pen. A. B.
[TerpoBa (oTB. pen.), A. A. bparunoit, M. B. bopuckunoii, O. II.
I'opekoBoii, A. B. Jlo6ponunkoit, M. JI. Pacunoii, M. A. PyMsHI1I€BO.
— CII6.: Acrepuon, 2019. C. 137-142.

39.411 IOHbK3. ONBIT POCCUICKOTO MPOQPCOIO3HOTO JIBHXKEHUS IS
pPETyIupPOBaHUs COIMAIBHO-TPYAOBBIX oTHOIIeHW B Kutae / Poccus
u Kuraii Ha pyOexe Tperbero necaruierus XXI Beka: sKOHOMUKA,
coruanbHOe yrpasieHue, Kyiabrypa (CoopHuk crareit) / [loxg pen. A.
B. Ilerposa (otB. pen.), O. Il. TopekoBoit, Usns Uxumunb. — CIIO.:
Acrepuon, 2020. C. 26-30.

40. 511 FOubpKa. [ToTeHuan poccuicKo-KMTalCKOTO JEI0BOTO
corpyanuuectBa / Poccus u Kutail Ha pyOexe TpeThero AecsaTHIeTUS

XXI Beka: 5KOHOMHKA, COLIMANIbHOE yTpaBiieHue, KyiabTypa (COopHUK



215

crareit) / [Tox pen. A. B. IlerpoBa (ot1B. pexn.), O. I1. I'opekoBoii, UsHb
Wxumunb. — CI16.: Acrepuon, 2020. C. 47-50.

41511 IOHbK?. DPEHOMEH CBEPXYpPOUHOW 3aHITOCTU B COBPEMEHHOM
Kutae: 3KOHOMHKO-cOIMOJOTMYECKH  aHaim3  //  OO1ecTBo:
conMoiorus, rcuxojorus, negaroruka. 2021. Ne 3. C. 62-67.

42 511 YOHBK?. 3anmra npaB CelbCKUX TPYASIIUXCSI-MUTPaHnToOB B Kurtae
Ha COBPEMEHHOM 3Tane pedopm: mpodieMbl U MEPCIEKTUBHI //
OO0m1ecTBO: conuoiorus, ncuxonorus, megarorunka. 2021. Ne 8. C.
103-108.

43.5ln IOHBK?. YmpaBieHHE WHOCTPAHHBIM TIEPCOHAIOM KHTAHCKHUX
TpaHCHAIIMOHAJIBHBIX KOMMaHW B ycnoBusax manaemun COVID-19:
COBPEMEHHOE COCTOsIHuEe u TpoOnembl // OOIIECTBO: COLMOJIOTHS,
rcuxonorus, megaroruka. 2021. Ne 12. C. 147-151.

44 51 HOubKd. OcoOeHHOCTH MU(POBU3AIMUA TOCYTAPCTBEHHBIX YCIYT B
Kutae / ImobGanbHble couumanbHbie Tmpoiecchl 3.0: conuanbHOe
yOopaBie€HHE W DKOHOMHYECKOe  pa3BuUTHE B HUGPOBOM
obmectBe (Coopuuk crareit) / [lox pen. A. B. Ilerposa (ot1B. pen.), K.
0. becegunoii, K. W. TaBpunosoir, E. M. Jlykunou, C. C.
[Toropenoi, An KOubks. — CII6.: Actepuon, 2022. C. 12-15.

45.50 nyumux kommnaHui-paboromareneir Poccum, peittunr Forbes.
[DNEeKTPOHHBII pecypc]

URL.:https://basetop.ru/50-luchshih-rabotodatelej-rossii-rejting-forbes/



216
Ha auramiickoMm si3bIKe:

46.Average Annual Hours Actually Worked Per Worker 2019. OECD.

47.Average Annual Hours Actually Worked per Worker OECD

[DnexTponHbIit pecypc] URL:

https://stats.oecd.org/In-dex.aspx?DataSetCode=ANHRS

48.Burawoy M. Manufacturing Consent: Changes in the Labor Process

Under Monopoly Capitalism. Chicago, 1982. P 267.
49.Carl Fey. pening the black box of motivation: A cross-cultural

comparison of Sweden and Russia // International Business Review.

2005. N. 3. Vol. 14. P. 350.

50.Charles Camic. The Matter of Habit // American Journal of Sociology.
1986. P 1039-1087.

51.Cui Jingyi. Research Review on Overtime Issues. Modern

Management. 2018.8, 4. P. 387-394.

https://doi.org/10.12677/mm.2018.84045.

52.Gender pay gap statistics. [DmekrponHbiii pecypc] URL:

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gend

er_pay_gap_statistics.

53.Grant Thornton. Women in business New perspectives on risk and

reward. 2017. P 24.
54.Global Gender Gap Report 2020. World economic forum.

[ DNEeKTpOHHBIM pecypc]. URL:



217

https://www3.weforum.org/docs/WEF_GGGR_2020.pdf

55.Hofstede, G. H. Cultures and Organizations: Software of the Mind.
London. 2015. P. 279.

56.1gor Gurkov. Human resource management in russian manufacturing
subsidiaries of multinational corporations. [OnexTpoHHBI pecypc]
URL:
https://wp.hse.ru/data/2014/11/25/1101696968/28MAN2014.pdf/
(dara oopamenns: 11.25.2014)

57. Rainer Lepsius, M. Interests and Ideas. Max Weber’s Allocation
Problem. Max Weber and Institutional Theory. P 24,

58.M. Warner. P. Joynt. Managing Across Cultures: Issues and
Perspectives // Thomson Learning. 2002, P. 89.

59.Petrov A.V. Labour Culture in the Trap of Economic Globalization:
View of Contemporary Economic Sociology // Journal of Economic
Sociology. 2013. 1, iss. 1. P. 116-129.

60.Sandro Segre. A Weberian Theory of Time // Time & Society. 2000. Ne
2. P. 147-170.

61.Vgl.John Rawls: Eine Theorie der Gerechtigkeit , Uebersetzze von
Hermann Vetter , Frankfurt a. M ,1975.

62.Walter Korpi. The Democratic Class Struggle. London: Routledge
Kegan & Paul. 1983. P 277.

63.Wright, Erik Olin. Marxist Class Categories and Income Inequality.



218

American Sociological Review, 1977. 42 (1), 32-55.
Ha kurajickoM si3bIke:

64. {2019 FX"—m—EIRLERRTGERBL) -FEBSH.
WMuBecTUMu M COTPYIHUYECTBO CO CTPAHAMHU BIOJb <OJAWH MOSIC H
oguH myTs>>B 2019 roxy. MunucrepctBo Toprosinu Kurasi.

65. 2022 FHRERFLEEVANZRERLEZE D) . Anams
KOJIMYECTBA  BBIMYCKHUKOB  KUTAHCKUX  BY30B  CHUTyallud C
TpynoycrpoiictBom B 2022 1. [OnexkrponHeii pecypc]. URL:
chyxx.com/industry/202202/994477 .html. (mara oOpanieHus:
02.02.2022)

66. {996 fIPITIEH: BEEKMASEEREZEHTEMR) - RFILR.
RF5244.2019 £ 3 Hj. 67-86 T1. JIam MbH. Cucrema 996
CBEPXypOUHOM paboOThl: HCCIENOBAaHWE W3MEHEHUH B CHUCTEME

ynpaBiieHusl uHTepHeT-koMmmanusimMu // Ilekun. Hayka u oOGmiecTBo.

2019. Ne 3. C 67-86.

67. (M~ 996 HIE"ETEMNFNRF) - ZAE X FEKXK MEK
ERKFFHR.2019 £ 6 H3. 60-75 T1. JIan 3 XyHacsa, Ban danr.
[IpocmoTp TpymoBout 3amuthl Kurtas u3z «cuctembr 996 //UyHuuH.
Kypnan FOro-3anagHoro yHuBepcUuTeTa NOJIUTOIOTUU U mpaBa. 2019.
Ne 6. C 60-75.

68. (TEHANRAFH-FRIBERRHA N FREYEK) . Cretmarsubrit

Boimyck Deloitte  Human Capital — mnpoGnembl yenoBedYeCKuX



219

pECYpCOB B IMOCTIAHAEMUYECKYIO 3I0XY.. [DIEKTpOHHBIA pecypc].
URL:
https://www2.deloitte.com/content/dam/Deloitte/cn/Documents/huma
n-capital/deloitte-cn-hc-hasc-quarterly-publication-zh-200414.pdf.

69. (PN ITANEHMN IR RBERRERE)  KEFK AV
bt EIMNBIRFN75.2012 F£55 9 Hf. 94-99 Ti.ITerpo A. B. Pabouee
ABWKEHHE W Tpodcoro3bl B Poccum: mpoOnembl u TeHaeHuuu. //
[Texun. Teopernueckas nuHamuKa 3a pyoeskom. 2012. Ne 9. C. 94-99.

0. (ETHLENR L ERMARK) HIN. Pabora n Gynymee
poccuiickux keHHMH. Sohu. [Onekrponubii  pecypc] URL:
https://www.sohu.com/a/347840517 260616

71 (BT WHANNTBEFLLEK) REZ. IERBETHHILR
Fithiz. 2011 F£58 7 #f. 15-19 T1. Cyn Tocroo. Ilpaktuka pa3BuTHS
YEeJIOBEUECKUX PECYpcoB poccuiickux mpeanpusituii //Ilexun. PoiHOK
Poccun, LlentpanbHoii A3zun u Boctounoit EBponbl. 2011. Ne 7. C
15-19.

RABFHEVLZUSEABABEIR) BERETE. Poccus
JUAUPYET B MHUpPE IO KOJUYECTBY KEHIIMH-pyKoBoauTened. Russia
Beyond. [ DNeKTpOHHBIM pecypc]
URL:http://tsrus.cn/shehui/2018/08/14/662585/ (lara oOpaiieHus:
14.08.2018)

73. (T Hr W L) BT Er 3R . Kynerypa poccHiiCKMX KOMIAHUIA.


https://www2.deloitte.com/content/dam/Deloitte/cn/Documents/human-capital/deloitte-cn-hc-hasc-quarterly-publication-zh-200414.pdf
https://www2.deloitte.com/content/dam/Deloitte/cn/Documents/human-capital/deloitte-cn-hc-hasc-quarterly-publication-zh-200414.pdf
https://www.sohu.com/a/347840517_260616

220

Pycckuii JIPAKOH. [DMeKTpOHHBIM pecypc] URL:
https://www.163.com/dy/article/DFRAQ6MQO0512F6HA. .html
B AKZHHBLAIRLHMERSH) WERKE FTHK

%.2012 &, 74 T1. Asana. AHanu3 MOJENM MOTHBALlMU COTPYIHHKOB

TpancrenexoM. HanuyHnb:1[3mimnabscknil yausepeurer. 2012, — 74 c.
75. (REH S FEHHRFNFRRRIER) . &5 FRYLRIIX
FeAdl 2017 4E2E 6 B, ZE 146-152 T1. YUxkao Boii,

Bo3Bpamienne B 0oOLIECTBO:  JHUCLHMIUIMHAPDHOE  pa3BUTHE U
Tpanchopmaruss coumonorunt  Tpyaa //  Il»apwksnb.  XKypHan
HIsapwxonbckoro yauepeuteTa. 2017. Ne 6. C 146-152.

76. (IFIEXFAW FRIFENIESD. B AR A AR IR AZED
73.2015 £ 55 3 #. 170-195 T1. Uxon Iyanxyait, Cynp Xysi, Ban
Csaunyn. Kontposs 3a TpyznoM B HeopMmanbHOM 3aHsATOCTH // [1eKuH.
Cormmonornueckue uccienosaunsd. 2015. Ne 3. C 170-195.

77 AMEFABRURPENEFTHLFHR) R, LR BETHR
Mk b A A1 53.2019 4 25 6 HA. 130-147 T1. JIro Jlaiixynii. Mccnenoanus
poccuiickoil 3KOHOMUKU mocie peopm U oTkpbiToctu B Kutaes //
Ilekun. MUccnemoBanuss mno Poccum, Bocrounoii EBpore wu
HentpanpHoit Azun. 2019. Ne 6. C 130-147.

78. {EREEN 4 2022 FAEFBT /) . B 2022 romy Koam4ecTBO
BBIITYCKHUKOB KOJUIeIKel npeBbIcUT 10 MIILTMOHOB YenoBek. LleHHbie

Oymaru Taiimc. [ DNIEeKTPOHHBII pecypcl]. URL:


https://www.163.com/dy/article/DFRAQ6MQ0512F6HA.html

221

https://www.stcn.com/xw/news/202201/t20220106_4046132.html.
(nara ooparmenus: 06.01.2022)

9. AR THPFRLYESFHERENEZNESEAL) - FEBUF.
[IpaBurensctBo KHP. PykoBoasimue 3akiiroueHus IO 3alIUTE OpaB U
MHTEPECOB PaOOTHUKOB B HOBBIX (POPMAX 3aHATOCTH.

80. {Ex. HIES T AR - PRl JER AZFH5. 2009
F5 5 8. 8 165-188 T1. Usup ®ou. TocymapcTBo, MHCTUTYT U
dbopmupoBanue padbouero knacca //Ilekun. Couuonoruueckue
nccaenosanus, 2009, Ne 5. C. 165-188.

BLAEEZRBAMERRM 200 7 ) . F E # B M Yucno
aOUTYypHUEHTOB Ha HAIMOHAJIBHBIM BCTYMUTENBHBIN YK3aMEH BIIEPBBIC
npeBbiciio 2 wmwuiMoHa denoBek // China News Network
[DneKTpOHHBIH pecypc].URL
http://www.chinanews.com/gn/2021/10-25/9594119.shtml

R (EEFHELEEEMN—ALR: ERXT] LR .Cavwi
BOXHBI OKCIEPUMEHT B HMCTOPUM MEHEIKMEHTa: SKCIEPHUMEHT C
dabpukoit B XOTOpPH. [ DIEKTPOHHBIN pecypc]. URL:
https://zhuanlan.zhihu.com/p/28401793.

83. (¥ X 0 EFERFE=ZFMPFWAOTL) Fx, L= HFHMIR.
2021 £ 5 19 H3., ZF 62-63 T1. Jlu Mun. Jlemorpaduyeckue
u3Mmenenus: B Poccuu 3a nmocneanue 30 et u nocineaHue Tpu roga //

[Texun. Mup 3nanwmii. 2021. Ne 6. C 62-63.


http://www.chinanews.com/gn/2021/10-25/9594119.shtml
https://zhuanlan.zhihu.com/p/28401793

222

84. (EILRVNREFEHETIE)  BRE. IR FEHF. 1986
F .373 Tl . Xyan L[ByHwkH. DKOHOMHYECKHE M COLHUAIILHBIE
u3MeHenus menkux pepmepos B Cesepnom Kurae // Ilexun. U3narens
Uxynxya. 1985. —c 373.

85. (L NMARPEL HHM &) X/Er. b= FEAN D FIREFT
%.2014 £ 10 H§. 76-83 Ti1. Jlro Cunb. Hcrtopus pasBuTHs
komnanun Huawei u ee kommeHcanuoHHasi crparerusi // Ilekus.
PasButne uenoBeueckux pecypcos B Kurae. 2014. Ne 10. C 76-83.

86. (LA RTIHKRFNENER S5 Bx) - FEH KRR IR L.
2018 % 12 HB. 107-115 T1. Lu Jymumn, Tan L[3toHb, Oneir u
MPOCBEIIICHUE B CUCTEME BIAJEHUS aKUUsIMU cOTpynHukoB Huawei //
[Texun. I'mob6amm3amus, 2018. Ne 12. C 107-115.

87. BRI FTE L AR IEILAILFRE X ) pakTuueckoe 3HAYCHHE
TEOPUM KYJIBTYpPHBIX M3MepeHui Xodcreae. [DIEKTpOHHBIA pecypc].
URL: http://www.chenxingmall.com/etagid45313b0/

88. (HM XK. EFREIEMNRLAIR) EiEFE HinE.4LR.
#1£.2019 455 3 #5. 93-122 1. Ban  Uommoii, Su  KyHbIOHE.
[IpeanpuuMuuBbBIi W TOTEPSAHHBIN: MpodeccuoHaNbHAs KU3Hb

ctaxxepoB-niporpammuctoB // Ilekun. O6mectBo. 2019. Ne 3. C

93-122.
89. (EFEIRUNEUM B ER OB R——UEENBI). Bt

#H2E LR BRI EL.2005 5 3 Hf.66-72 T1.®oa  Uuxya wu


http://www.chenxingmall.com/etagid45313b0/

223

Hait I{ucro: BBI30B SKOHOMHYECKOW MII0OAIU3allMi €BPOMEHCKOMY

TOCYIapCTBY BCEOOIIETO 0JIATOCOCTOSHUS Ha npumepe ['epmanun

// Tlexun. Mexmynapoaaoe Haomronerue. 2005. Ne 3. C. 66-72.

90. (A WTO S5EHE ML) EoR. L5 . HEI{RERI.2000 F58
4 Hp. 18-21 T1. Mo XKyn, Berymnenne B BTO u 3ansrocts B Kurae //
[Texun. WudopmarmoHHbld OMOJIETEHh 1O BOMpocaM Tpyda H
conuansHoro ooecrneuenus. 2000, Ne 4. C 18-21.

0L (BETNESF LR FE'RIOFTI EZ3"HR) - FARPT
%> TpaHCrpaHUYHbIE JEHCTBUS W OXpaHa TpPyda: HCCIEJOBAHUE
«/IBM>KEHHSI POTUB MOTOrOHHOM cucteMbl» B Kurtae u I'onkonre //
Hayunast koHpepeHmn.

2. (FERXRARBESTIHSHFNEN) 7. R FEARK

FEENHT)HERL2014 F£5 6 H. 11-17 T1. Uans Hun. Yopasnenue

TPYAOBBIMU  OTHOLIEHUSMH M TOCTPOCHHE HMHAYCTPUAIBHOTO
conuanpHoro mopsiaka. // Ilekun. IlepernedaTraHHble MaTepHAIbI
ra3etbl JKaubMuHbckoro ynusepcurera Kuras. 2014, Ne 6. C. 11-17.

9B. (FLIHNE"NERRDP T E NAREEE) - B%5r £F
%R, F2 #5124, Z20E HEEE, XEMGE). ERIx

IBRHFET. 2020 455 2 H#A.58 35-53 T1. CruBen Illymarn, Kaman

JIronsur, DnBapa Beocrep, Jlio [3sapwkoy (mepeBoaunk). Cuiia Tpyaa:
Pa3BUTHE «AHAJUTUYECKUX METOAOB KCTOYHUKOB DJHEPrUM» U

CBA3aHHBIC C OJTHUM HpO6J'I€MI>I /| TlexuH. HCCHGI[OB&HI/ISI TCOPHUH



224

mpodcor30B, 2020. Ne 2. C. 35-53.

94. (BIAANAREERI AL BIFET) REH. % FH.LFHEKXFFHR 2003
F 5 4 #§.58-60 T1. Wxy IOuun, O KyIbTypHBIX MHHOBALMAX B
yYOpaBICHUN, OPUEHTHPOBAHHOM Ha Jmioned // AwubaH. JKypHan
Yuusepcurera AubsH, 2003 Ne 4. C 58-60.

95. (L =KX 996: RETZ 996 ZIERMTER, REANBRRNE) ZHF
¥rE. Ma Oub u cucrema 996. Ionmaii. 2019. 12 anpens.

9. {WES5HARPEMSHETHR) & TH. %HEHE. Dxao
JuHanu. VHBOMIOLMM M «MIpa TPYZa» COBPEMEHHOIO KHUTAMCKOTO
obOmectna. [lonnaii. 2020. 16 gexadps.

N AFTHIHZTFAEBTERNFEHKIRIZ) . 7FEKRZFE. Yuusepcurer
[uuxya. @opyM MOJOIBIX YYEHBIX B OO0JACTH COIMOJOTUU TpYAA.
[ DNEeKTpOHHBIM pecypc]. URL:
http://www.southacademic.com/xsxx/hyda/content/post_183849.htm

98 AANAREEBFE: BLSAR) HEH, k8, #ESIR.
INERFSETR, 2019 F5 12 Hf. 50-73 T1. Uxao lllymun. Ysxan
Munb. Uxao HMcroanb. Bek ynpapiieHUsI YETOBEUECKUMU PECYPCAMU:
sBomonuss U pasButue // Ilexun. 3apyOexkHas »HKOHOMHUKA H
MeHeKMeHT. 2019. Ne 12. C. 50-73.

99. NN HEFZTHFHL T WEITR) FHE. JEm.45%)H.2001
58 10 #A. 62-63 T1. JIyo L[3uubL3I0HL. BiusHue BeTyIuieHHs MOEi

ctpaubl B BTO Ha Tpyn u 3anstoctb B Kutae u mepbl


http://www.southacademic.com/xsxx/hyda/content/post_183849.htm

225

npotuBoaeiicTBus 3tomy // Ilexkun. Dxonomuct. 2001. Ne 10. C 62-63.

100. (AtEEESVEBENZAHAR) B BE. IAVE
hk#t. 2002 £F. 53 T1. Xyan Sub. Uccnenosanue u3MeHeHUH mpooaem
3anaroctd B Kwurae mocne BcrymieHus moeit ctpansl B BTO //
Hanpuan: M3parensctBO OHUHAHCOBO-3KOHOMHYECKOTO YHHUBEPCHUTETA
3sucu, 2002. - 53 c.

101, (AHEFEFTBIENFAMH) EHER. JERr. 25
%.2000 FE58 2 #f, 47-49 T1.Yen Cunbmunb. Kuraii Hyxmaercs B
CTaHJApTU3UPOBAHHOM pBIHKE Tpyha mnocie Berymiienus B BTO //
ITexun. Dxonomuka. 2000, Ne 2. C 47-49.

102. (= AfIEFTMIBEL) -  ZAMERIFSHREBIL.
Caiit  Xenmen. [OnexkTpoHHBIA  pecypc]. Sina. URL:
http://finance.people.com.cn/n1/2022/0401/c1004-32389803.html
(mara obpamienus: 01.04.2022).

103. (=TEXRFRXANWEZNHE) FIl. L= T ER5.2008
58 6 Hf. 37-39 T1.Yan Kaii. DBomonys TPyZOBBIX OTHOIIEHUH 3a
nocneanue Tpu aecaruierus // Ilekun. Kuraiickuit 6usnec. 2008, No
6. C37-39.

104.  (EEE 3 0 FRCRMNBTHEF LSBT F
EE. b .M £L555.2021 £ 4 .56 1-21 T1. JIu  LI[31HbMUHB.
Poccuiickas sxoHnomuka uepe3 30 et mocie pacnana CoBETCKOTO

Coroza: ananmu3 Tpancopmaruu u pocra // IlekuH. DKoHOMHKA



226

EBpazun. 2021. Ne 4. C 1-21.

105. (EHINISHNTHNRAESLREUEZRMR) ERT.
R FEFERRFHFR.2013 F5 2 £, 54-60 11.Lyit IOiicioo.
UccnenoBanne pa3nmuyuii B THOKOCTH W O€30MACHOCTH PBHIHKOB TPy/a
BHYyTpu u BHE cuctemsl // Ilexun. XKypuan Kuraiickoro mHcTUTyTa
TpynoBbix otHomeHuH. 2013. Ne 2. C 54-60.

106. (XU ERNBEELVEBREANATENRAR). KT
1Smemn. JLELETE.2021 F£55 7 #1.192-194 T1. UWxan L3bisan. Croii
Csioxyns. MccnenoBanne BIMSHUS KyJbTYPHBIX Pa3jMyuil Ha MOJEIb
YOpaBJICHUS TPAaHCHALMOHAJIBHBIMU  MHPEANPUATUSIMU U MEpBI
npotuBogeiicTBuss 3tomy // Ilexun. VYmpaenenue. 2021. Ne 7. C
192-194.

107, (XHARERINFRRTEXUEE) IIF. LR ER
4 Fh. 2014 F£58 3 Hf. 7-10 T1. Ban JIuuzions, KynsrypHblii KOHQIUKT
U MEXKYJIbTYpHOE YMPABICHUE KUTAUCKUMH OaHKaMud B APYTrHX
crpaHnax // [lekun. Mexaynapoausie ¢punancel, 2014, Ne 3, 7-10.

108. (XMUEUANIARHEIR) KynsTypa U yImpaBlIcHUE THONLMH. .
[ DNeKTpOHHBIN pecypc] URL:
https://www.tfzikao.com/show-43-3528-1.html/ (Jlata oOpamieHus:
21.05.2005)

109.  (FEFHOTHHNIVRMXIK) . XE. LR E5F0R.2017

5 7 Hf. 66-70 T1. JIro Boii, Craryc-KBO U MepHI NPOTUBOAEHCTBUS



227

poiHKy Tpyna Kuras // [lekun. DxoHomudeckue uccinenoBanus, 2017.
Ne 7, C 66-70.

110. (AHNFHIEERSHERZR: —MEHMEARE) . 5.
= . FEHSREIE. 2007 F£5 385.55 29-39 T1. Bonb Csan. 3anagnas
TEOPHs TPYLOBOIO MPOLECCAa U KUTAWCKUIN ONBIT: KPUTUYECKHUIT 0030p
// Tlexun. Kuraiickue conmanbubie Hayku. 2007. Ne 3. C. 29-39.

111, (—HHH=FER. EE#H) R ARXZFHMRE. 2021
F.260 T1. Ban Ysmsoii. Couuojorudyeckoe MNpUKIoueHue. IIeKkuH,
2021. — 260 c.

112, (HIEINERX —FRI0) GHFIEM. £/8.41%.2009 5 1 H.
173-196 71. 1O Wkonnuub. [pyroit cnocod co3maHus coriamieHus //
lanxaii. O6mectBo. 2009. Ne 1. C 173-196.

113. (HEALIVITEEHE) KommyectBo npocor30B KOMIAHUN B
Kurae. [DneKTpOHHBIM pecypc] URL:
http://www.rmzxb.com.cn/c/2022-07-30/3170707.shtml

114. (P EREFIVIFZE) Kuraiickoe ucciegoBaHue 3aHITOCTH
JOMAITHUX XO3SIUCTB. [DeKTpOHHBIM pecypc] URL:
https://cpr-iesr.jnu.edu.cn/2019/0703/c14618a356991/page.psp

115, (HERZHEMLMHRERZ KB LE? ) Hackonsko
TOJICTBIA TIOTOJIOK HAJl TOJOBAMH KHTAMCKUX XCHIIWH Ha padodeM
mecte? Wharton university of pennsylvania. DnekrponHsIid pecypc.

URL.: http://www.knowledgeatwharton.com.cn/article/2887/


https://cpr-iesr.jnu.edu.cn/2019/0703/c14618a356991/page.psp
http://www.knowledgeatwharton.com.cn/article/2887/

228

116. (HLAHZFHFFIEEXFIK) - 5KKkZE. 2007 F.360 IT.
Wxan FOHXyH. HEOMHCTUTYLIMOHAMCTCKAS IIKOJIA OPraHU3alMOHHOM
cormonoruu. 2007. — 360 c.

117, (& X5HBSFHAELGE: S LR). THE it
. HEASRF.2014 &£ £ 4 H.107-120 T1.Ban Xou3sHb
JIOCTOMHCTBO, TpaHCcpopManusl CACTOK W YIPaBICHUE OpraHu3alfei

tpyaa: Murepnperauusa Foxconn // Ilekun. Kuraiickue couuaibHble

Hayku, 2014. Ne 4. C. 107-120.



229

HPUJIOKEHUSA

Ipuiaoxenune 1
I'aiix MHTEPBBIO € IKCIIEPTAMU
I'aiin 1. Opranmsanus Tpyna poccuiickux THK

1.Kak 3apmiata HMHOCTpaHHBIX COTpPYAHHMKOB poccuiickux THK
COOTHOCHTCS € 3apILIaTON MHOCTPAHHBIX COTPYAHUKOB B Poccun?

2. MHOr0 11 UHOCTPAaHHBIX COTPYAHUKOB B poccuiickux THK?

3. KakoBbl XapakTepuCTUKH JILIOT, KOTOPbIE MPEICTABISIOTCS
coTpyaHukaMm poccuiickux THK?

4. Muoro 1 cotpyaaull B Bameit komnanun? 3aHUMArOT JIH
KEHIIMHBI TO3ULIMY PYKOBOJUTEINEH B Bamelr komnanun?

5. B ueM 3akitodaroTcsi 0COOEHHOCTH CUCTEMBI OpTraHU3aluu TPY/a,
paspaboranHoii B poccuiickoir THK?

6. B uem 3axmtouarorcs yeunusa poccuiickux THK 1o 3amure npas u

MHTEPECOB CBOMX COTPYIHUKOB?

Taiix 2. Opranusanus Tpyaa kuraiickux THK

1. Kak 3apruiara HHOCTpaHHBIX COTPYAHUKOB KuTalickux THK
COOTHOCHUTCS C 3apIljIaTON KUTAMCKUX paOOTHUKOB?

2. MHOTrO0 T THOCTPaHHBIX COTPYIHUKOB B kutaiickux THK?

3. KakoBbl XapaKTepuCTHUKH JIbTOT, KOTOPBIE TIPEICTABIISIOT COTPYIHUKAM

kutaiickux THK.
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4. MHuoro nu cotpyaHull B Baiiieir komnanuu? 3aHUMAIOT JIX AKEHITUHBI
MO3UIMHU PyKOBoAUTENEH B Batieit kommanuu?
5. B ueM 3akirouaroTcsi 0COOCHHOCTH CUCTEMbI OPTaHU3alNY TPY/Ia,
pa3paboranHoi B kutaiickoit THK?
6. B uewm 3akmiouatorcs ycunus kutaiickux THK mo 3amure mpas u
WHTEPECOB CBOMX COTPYIHUKOB?
Ipuiaoxenue 2

IIpumMep TpaHCKpPHUIITAa MHTEPBBIO € IKcneproM 1 (kMTalcKkui
JKCIEPT).

3npaBcTByHTE!

Mens 3oByr An HOHBK3. S sBHsitOCh acnupaHToM (akynabTeTa
couuonorun Cankr-IlerepOyprckoro rocyaapCTBEHHOTO YHHUBEPCUTETA.
A npoBoxy wuccienoBaHne Ha TeMy «COLMONIOTMYECKUN aHaIu3
O0COOCHHOCTEH OpraHu3alvu TpyJa B POCCHUHCKMX H KUTAMCKUX
TPaHCHAIIMOHAJIBHBIX KOMIIAHUAX». Llenp wHccnenoBaHus - BBISBUTH
OCHOBHBIE 0COOCHHOCTHU OpraHU3alMKU TPyAda COBPEMEHHOI'O POCCUUCKOM
U KUTaliCKOW  TpaHCHanuoHanbHOW  komnanuu. Cnacubo, 4TO
COMNIACUJIMCH NIPUHATH ydacThe B MHTEpBbIo! Hanerch, OHO HE OTHUMET Y
Bac mHoro Bamiero aparoneHHOro BpEMEHH, HO OYEHb IMOMOXKET
IPOBECTH MOE COLIMOJIOTUYECKOE UCCIIENOBAHUE.

MHTEPBBIOP: Cameble nepBbie MOM BOMPOCHI OyAyT OOIIMMHU, O

Bamen kapeepe. Pacckaxure o Hel, TOXKaIyHUCTA.
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OKCIIEPT: Mmue 27 ner, tenepb paboraro B China State
Construction Engineering Corporation.

MHTEPBBIOP: ITouemy Bl BbIOpau 3Ty KOMIAHUIO?

OKCIIEPT: Korma s OKOHYMII OaxanaBpuar B
Cankr-IlerepOyprckoM  TOpHOM  YHHMBEPCHUTETE,  IOSIBUJIACh
BO3MO)XHOCTh MOPAd0TaTh B ATOW KPYyHMHOW KOMIIAHWH, MOJYYHUTb
OMNBIT, BOT s U BbIOpan 3Ty ¢upmy. Kpome toro, mos neBymika -
poccHsiHKa, emé W IMmodToMy s BbIOpan padory B China State
Construction Engineering Corporation.

MHTEPBBIOP: IIpekpacno! To ectb Bl XO0TUTE MPOIOIKUTH
KUTb U padotars B Cankr-IlerepOypre?

OKCIIEPT: Koneuno, Cankr-IletepOypr - 3TO BEJIMKUNA TOPO/I,
J1a ¥ KOMIIaHUS TOKE XOpOIIasl.

MHTEPBBIOP: MoxHo 51 00BSICHUTH, MoYeMy Bbl cunraere,
YTO IMEHHO 3Ta KoMIanug s Bac nogxonut?

OKCIIEPT: Beicokas 3apmniara, JJIMHHBIM OTIYCK, U KOHEYHO,
MOKHO KUTh B TAKOM KPaCHBOM TOpOJIE.

NHTEPBBIOP: Beicokas 3apmiara, 310 BaxHO. Ckaxure
nokanyiicta, Kak omiara Tpyma corpyaHukoB China  State
Construction Engineering Corporation B Cankr-IlerepOypre
COOTHOCHUTCS C OIIaTON TPY/Aa MECTHBIX PAOOTHUKOB?

OKCIIEPT: 2To xopommii BONpOC, Ha CaMOM Jefe, W JJIs
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KUTaUCKOrO COTPYAHUKA, U JJI1 POCCUIMCKOTO COTPYAHHUKA, €CIU 00beM
paboT OOMHAKOBBIM, TOrJA 3apIuiaTa y HHUX TOXe OyaeT OJuHaKoBas.
OnrymaeM paBeHcTBo. Ho, K coxaneHuio, 1 HE MOIy CKa3arb TOYHYIO
cymmy. Ho cienyer ormeTuTs, 4TO Hama 3apruiara BBIIIE, Y€MY
cOTpyIHHUKOB B Knrae, moromy 4ro mel Haxonumcst B Pocecnn, naneko ot
Oomm3kux, emé W Bo Bpems manaemun. B Kutae mpomieHsl crporue
orpanuderus mo COVID-19, naxe KuTaliCKUM TpaxkJaaHaM TOXKE TPYIHO
BepHYThCcs B KuTaii, mo3TOMYy KOMMIaHUS IJIATUT HaM OoJiblIE 3apIiuiary,
YTOOBI MOOIIPSATH HAC AKTUBHEE padOTATh.

NMHTEPBBIOP: IIpekpacno, 310 3HaunT y Bac xopomas kKoMIaHus.
Bbl ckazanu, 4TO MeCTHble pPAa0OTHUKM TOXKE IOJYy4YalOT BBICOKYIO
3apIUIATy, CKAKUTE MOKAITYHCTAa, MHOTO JIX HHOCTPAHHBIX COTPYJAHUKOB B
Bameit komnanuu B Cankrt-IletepOypre?

OKCIIEPT: MoXHO TOBOpPUTB, IOJISI KUTAWCKUX M POCCUHUCKHUX
COTPYAHUKOB B KOMIIAHMM 3aBUCUT OT OCOOEHHOCTEH paboThl B
CTPOUTENBHOM  OTpaciu, OOJBIIOE KOJIMYECTBO pPAOOUYMX  HAHATO
MOCPEJICTBOM  ayTCOpCMHra M Jpyrux Qopm Hailma Ha Bpems
(aKTUYECKOTO CTPOUTENLCTBA OOBbEKTOB. B mpolecce QakTuyeckoro
CTPOUTENHCTBA HAHUMAETCSA OOJIBIIOE KOJUYECTBO MECTHBIX POCCHUMCKUX
pabounx, a TaKkKe BHYTPEHHEE PYKOBOACTBO U WHXKEHEPHI TPYIIIHL.
YTtoObl MaKCMMaJbHO AJaNTHPOBAThCS K MECTHBIM 3aKOHaM U

connanpubiM ycaoBusiMm B Cankr-IlerepOypre, China State Construction



233

Engineering Corporation Taxke HaHsIa POCCUHCKHX HH)KEHEPOB M
MeHeKepoB. [Ipu 3TOM TreHepallbHbII MEHEIKEP IMPOEKTa HECET
COBMECTHYK) OTBETCTBEHHOCTb 3a KHUTAWCKUH W POCCUMCKHHI
IIEPCOHAJ, a TAaKXEe 3aMECTUTENb TI€HEPAJIbHOIO IUPEKTOpa |
IIOJIOBUHA  WHXXCHEPOB  SIBISIIOTCS ~ MECTHBIMHU  KUTEISIMU
Canxkr-IlerepOypra. Ilo cpaBHEHUIO ¢ KUTANCKUMU COTPYJHUKAMHU,
MECTHBIE COTPYAHUKHU B Canxr-IlerepOypre Jy4lie
B3aMMOJEHCTBYIOT C MECTHBIMU KIMEHTAMHU W IPEICTABUTEISIMU
BJIACTH.

NMHTEPBBIOP: IIpexpacHo. Emé kpaiiHe akTyaJIbHBIN BOIIPOC,
KACAIOLIMICS pPaBEHCTBA COTPYJHUMKOB B KoMmaHuu. Ckaxure
MoXanyhucTa, MHOTO JIM COTpYyAHUI B Bamel komnanuu? 3aHUMaroT
JIY KEHIIMHBI TO3ULINY PYKOBOIUTENEH B Bammel komnanuu?

OKCIIEPT: DT0 x0pommuii Borpoc. B Hamieil KOMIIAHUM MHOTO
COTPYZIHHII, XOTS MOSI KOMIIAaHUSI — 3TO CTPOUTEIIbHASI KOMIIAHUs, HO
HEOOXOJIUMBbI COTPYAHUKHU, KOTOPbIE MOIJIM Obl HE TOJBKO CTPOUTH
OOBEKTBI, HO BBICTPAUBaThb KOMMYHHUKALUU C MPEICTaBUTEISAMU
BIACTU MU peuiarb (PUHAHCOBBIE MPOOIEMBI, 3TH BOMPOCHI OOJIbLIE
NOAXOOUT K O>KeHUMHe. B Hamel kommaHuu OOJBIIMHCTBO
COTPYZIHUIl U PYKOBOJUTENIb (PMHAHCOBOIO OTAENA - *eHIIMHbL. Ho
BBICOKME PYKOBOAMTEIM, HAIPUMEP TI'€HEPAJIbHBIM JUPEKTOP U

3aMCCTUTCIIb TCHCPAJIBHOIO OUPCKTOpa, - BCC MYXYHMHBI, 3TO
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0COOEHHOCTH KHTAMCKUX KOMITaHWWA. MHE Ka)KeTCs, B HaIled CTpaHe,
COTPYIHUKHU MOYTH BCEX KOMMAHWM MCIYTalINCh Obl, €CIM Obl UMH CTaja
PYKOBOAMTH JKCHINMHA, BeAb €l HaJo Ooiblle 3a00THUTCS O CeMbe, H,
CKOpee BCEro, €l IMpOCTO HE XBaTUT BPEMEHU Ha BBINOJIHEHUE
00s13aHHOCTEH AMpeKTopa Wiu HadaidbHHKA. [losTomy mory o06001mars,
COTPYIAHUI] MHOTO, HO PyKOBOAMTEJIEH-KEHIIUH BCE K€ MaJIo.

MHTEPBDBIOP: Emé Baxusiii Bonpoc! Pacckaxure moxanyicra o
TOM, B YE€M 3aKJIIOYAIOTCA OCOOEHHOCTH CHUCTEMbI OpraHu3allu Tpyla B
China State Construction Engineering Corporation?

OKCIIEPT: Cucrtema opranuzauu tpyaa China State Construction
Engineering Corporation, mnpexzae Bcero, CTPOro OPHEHTHPOBaHA Ha
COONIOIEHUE POCCUIICKOIO TPYIOBOTO 3aKOHOAATENIbCTBA U TAPAHTUPYET
40-yacoByto cucteMy pabotel. B ciyudae cBepXypouHOil paboThI
3apaboTHasl TUIaTa 3a CBEPXypOUHYIO paboTy OyaeT BBITUIAYUBATHCS B
COOTBETCTBUHM C POCCHICKUM 3aKOHOJATEIbCTBOM, YTOOBI 3((HEKTUBHO
rapaHTUpPOBaTh 3aKOHHOCTh W TapaHTUPOBATh, YTO HE OyAeT HUKAKUX
He3aKoHHBIX naeicTBuil. Ho xoren 6b1 orMeTuTh, uTo B Kutae curtyanus
CO CBEpPXYPOYHOW 3aHATOCTBbIO OYEHb THKENAs, HO TaM Mbl pabOoTalu C
XOPOILINM HACTPOEHUEM.

MHTEPBBIOP: UYrto6er He wMemars Bam mgonro Bompocamu
nocienHuit Bonpoc. Moxkere i Bol pacckasath 00 ycwusax China State

Construction Engineering Corporation mo 3amure mpaB W HHTEPECOB
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CBOUX COTPYJTHUKOB?

OKCIIEPT: 3ammTa npaB COTPYIHUKOB - 3TO OYEHb BaXHO, HO
Takas pabora He Bcernga BuaHA, 3ameTHa. Kak kutabickas THK B
Poccun, nHama KoMmITaHuWs JIOJDKHA COOMIONATh KHTAMCKAM U
POCCUHCKUI 3aKOH, YTOOBI 3alUTHTH TpaBo coTpyaHHKoB. China
State  Construction Engineering  Corporation co3mama u
MO/JICP’KUBACT CUCTEMY 3alIUThl pabOTHHKOB. OpraHu3anuu Tpyaa
OpeANpUsSTANA  MpeanoyiaraeT  HaJluuue  CIelUaJIu3UPOBAHHBIX
YUPEKJICHUN U TIepcoHaia JJisl pelieHus] BOIIPOCOB 3allUTHI MIPaB U
WHTEPECOB COTPYIAHHKOB. B TO ke BpeMs, B COOTBETCTBUU C
3akoHamu Kwurtas u Poccum u mpaBWiiaMu KOMITAHWH, OTIEN IO
MPaBOBBIM BOMpPOCaM KOMIIAHWU OINEpPAaTUBHO pearupyer Ha
TpeOOBaHUS COTPYIHUKOB O 3alUTE 3aKOHHBIX MIPaB U UHTEPECOB. S
JIyMaro, 4YTO Hallla KOMITAaHWS HAaXOJUTCS Ha BBICOKOM YPOBHE
3aIUTHI PAB COTPYTHUKOB.

NHTEPBBIOEP: Bce mnonarHo. boinbiie BONpOCOB HET.
bonbimoe cnacubo Bam 3a mompoOHble OTBETHI W IMOMOIIb B
UCCJIeIOBAaHUU.

OKCIIEPT: Iloxanyiicta. Yiauu Bam.

Ilpumep TpPaHCKPHUIITA HMHTEPBBLI0 ¢ 3KcneproM 4 (poccuiickuii
IKCIEPT)

3npaBcTByMTE!
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Mens 30ByT A FOHBKD. A sBmsitock acnupanToM (DaKymbpTeTa
couuonorun Cankr-IleTepOyprckoro rocyaapCTBEHHOTO YHUBEPCUTETA.
S npoBoxy wuccinenoBaHne Ha TeMy «COLMOJIOTMYECKHA —aHaIU3
0COOEGHHOCTEH OpraHW3allMd Tpyla B POCCHUHUCKUX M KHUTAWCKHUX
TpaHCHAIMOHAJBHBIX KOMMOaHuAX». Llenb wucciaenoBaHusi - BBISBUTH
OCHOBHBIE 0COOCHHOCTH OPTraHU3ALMK TPyAa COBPEMEHHOI'O POCCUICKOM
M KUTACKOW  TpaHCHaUMOHalIbHOW  komnanuu. Cnacubo, 4TO
COMNIACWJIMCH IIPUHATH ydacThe B MHTEpPBbIO! Hanercs, OHO HE OTHUMET y
Bac wmHoro Bamero aparoueHHoOro BpEMEHHM, HO OYEHb [IMOMOXET
IIPOBECTU MOE COLIMOJIOTHYECKOE UCCIIENOBAHUE.

NMHTEPBbLIOP: Cambie mepBble MOM BOMPOCHI OyayT OOLIMMH, O
Bamen kappepe. Pacckaxure 0 HEM, OKAIYHUCTA.

OKCIIEPT: 3npasctByiite! Ckonbko Jier, ckoinbko 3um! Hama
nepBas BcTpeda Obuia B 2018 rogy, Bo BpeMs mepesieTa Ha caMoJieTe U3
Mocksel B Usnny. Kak Bwi 3Haere, mue 31 roa, u paborato s B chepe
MH(POPMAIIMOHHBIX TEXHOJOTHM. MoOsi KOMIaHUs - KpyIHAasl pOCCHiicKast
TpaHCHALIMOHAIbHAsA KOMITaHHUS.

NHTEPBBIOP: ITouemy Bsl BbIOpanu 3Ty KOMITaHHIO?

OKCIIEPT: A mockBuu, u oxkoH4mJs OakanaBpuar B MI'Y, mocrue
OKOHYaHUs yHUBEpPCUTETa S Hadaldl paldoTarb B OJHOM KUTaWCKOM
KOMIIaHWHU, HO IIOTOM MOsI Kapbepa IpeTepnesa HEKOTOpbIE N3MEHEHHUS. S

BBIOpAJ IPYTYIO, YK€ POCCUUCKYIO (hUpMY.
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NMHTEPBBIOP: IlonsarHo. Kak Bwl cuuTaere, kakas pa3HuIla
MEKy KUTAlKO KOMIIaHUN U POCCUUCKON KOMIaHUN?

OKCIIEPT: Hy, »T0 TpyaHO Tak cpady ckazarb. Kutaiibl
mo0sT paboTaTh B BBIXOAHBIC THH, HO BOT B HaIllCH KOMIIAHUU B
BBIXOJTHBIE JTHM OOBIYHO BCE )K€ HUKTO HE paboTaeT.

MHTEPBBIOP: MoxHo i 00bsIcHUTH, TOueMy Bbl cuutaere,
YTO UMEHHO 3Ta KoMIlaHu /i1 Bac moaxoaut?

OKCIIEPT: Paborars 31ech MHE ropaszio KoM(popTHee, TyT i
MOTY yAepkaTb OajlaHC BpeMEHHM MexaAy paboToll W JMYHOU
KU3HBIO.

MHTEPBBIOP: Oto0 npekpacHo. Bam komdopTHO paborars B
TaHHOM (upMe, TO €CTh U 3apIuiaToid, U BCEM OCTaJbHBIM BbI
NOBOJIbHBL. CKaKUTE TOXKAIyHCTa, Kak 3apIuiaTa WHOCTPAHHBIX
COTPYIHHUKOB Bailieil KoMImaHuu COOTHOCUTCS C 3apIUIATOW MECTHBIX
COTPYAHHUKOB?

OKCIIEPT: YectHo roBopsi, 0OBIYHO HAIIM KOJUJIETH HE JIFOOST
OTBEYATh Ha BOIPOCHI O 3apIUIaTe, HO S MOTY KOPOTKO OTBETHUTH JJISI
Bamero uccnepoBanus. CrnepBa OTMedy, YTO Hallla KOMIIAHUS -
KpyIHasi, M03TOMY pPa0OTHMKOB MHOTO. Sl 3HaI0 y Hac HEKOTOPBIX
kojier u3 Kuras, HO W3-3a NMaHIEMHUM KOPOHAaBUpyca OHHU IOKa
Haxonatcs B Kutae, ux 3aprara B pyOsisx UK B I0aHSX 3aBUCUT OT

KOHKpPCTHOIO MCCTa pa60TLI N BBIIIOJHACMBIX TaM TPYAOBBIX
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¢yukuii. Ho, HackoIbKO 3HAIO, OHU JOBOJBHBI, YPOBEHb WX 3aPIUIATHI
COOTBETCTBYET HAIIEH, KOTOPYIO MBI MOJIydyaeM TyT. MOXXHO CKa3arb, 11O
3apriaTe, WHOCTPAHHBIE COTPYAHUKM HAIIEH KOMIIAHUA W MECTHBIE
PaBHBI.

MHTEPBBIOP: Oto xopowmo. Kak Bel ckazanu, Bbl 3HaKoMbl ¢
HEKOTOphIMU KoJuieramu u3 Kuras B Bamrei kommanuu, a MHOroO Jju
WHOCTPaHHBIX COTPYIHUKOB BOOOIIEe B Bareii kommanuun?

OKCIIEPT: Ecmu Ha mpuMepe Moero otraena cKa3aTh, TO U3 25
pabOTHUKOB 5 - MHOCTpaHIlbl, TO €cTh 20%, 3TO CPAaBHUTEIHHO MHOTO.
Ecnu roBoputh mpo Apyrol OTAEN, HaOpUMEp OTIAENT KIMEHTCKOIO
cepBuca 1o Poccun, To Tam Bce paOOTHUKH MECTHBIE, [IOTOMY YTO B 3TOM
OTJIeJie HEe HYKHbI THOCTpaHIIbl. BooO111Ie B Halllelf KOMITaHUH KOJIUYECTBO
WHOCTPAHHBIX PAOOTHUKOB 3aBUCUT OT CIpOca Ha UX ONBIT H
HEOOXOAUMOCTh €r0 HCIIOJIb30BaHUS B OOIIEHUH C KIMEGHTaMU B
KOHKPETHBIX OTZIeNaxX. S TyMaro, 4To JUIsl TPAHCHAIIMOHAIBHOW KOMIIaHHH,
3TO HOpMajbHO. I[lOTPeOHOCT, B TPHUBICYECHUHM WHOCTPAHIICB JIS
BBITIOJTHEHUSI KOHKPETHBIX TPYHOBBIX O0OS3aHHOCTEH 3aBUCUT OT
0cOoOEHHOCTEH BBIMOJHEHUST H3TUX oOs3aHHOCcTe. Ho B Oymyiem,
yOexeH, UHOCTPAHHBIX COTPYIHUKOB y Hac OydeT HamMHOro OOJiblIe,
BE€Jlb Mbl PACLIMPSEM HAIly AEATEIbHOCTD.

NHTEPBBIOP: A comacen ¢ Bamu. Emé€ ecte Bompoc o ToOM,

KaKOBBI XapPaKTCPUCTUKU JIBI'OT, KOTOPBLIC IMPCACTABIIAIOTCA COTPYAHUKAM
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Bameit komnanuun?

OKCIIEPT: IIpo nbrotel u OOHYCHI S TOXKE MOTY paccka3aTb,
Belb O3TO TO, YTO HCHOJB3YeTCS JJIsl  JIOMOJHUTEIBLHOIO
MaTepUaibHOTO CTUMYJIUPOBAHUSI HAIIUMX COTPYyAHHMKOB. Hamu
OOHYCHI OT (UPMBI UMEIOT MECTHBIE 0COOCHHOCTH. Tak Kak Hamia
KoMITaHusi paboraeT B cdepe WHPOPMANMMOHHBIX TEXHOJOTHHA, TO
Hallld JIbIOTHl TOXE B ATOM cdepe, W Jis UHOCTPAHHBIX, WU IS
MECTHBIX Pa0OTHUKOB OHHM OAMHAKOBBI. OOBIUHO COTPYIHUKAM
MPEAOCTABISAIOT MPOMOKOJ] OT MHTEPHET-TUIaT()OPM, UK CKUJIOUHbBIC
KapThl ISl JOCTABOK HYXKHBIX TOBApOB M3 cyrnepmapkeToB. Camas
IJIaBHAs JIbIOTa — 3TO CKUAKUA BO BpeMs MpasznHukoB. Hampumep,
nepel HOBBIM TOJIOM, MbI MOJTYYUIIM TIPOMOKOJ JIJIsi OJJHOTO CaiTa,
CKHJKUA OOJIbIIINE, HO KOHKPETHOE KOJIMYECTBO JEHEr s HE MOTy
CKa3aTh, OTO CEKpPET. XOTSA MHE KaXETCs, YTO ATUX OOHYCOB YXkKe
JIOCTATOYHO.

NMHTEPBBIOP: A nonmumaro Bac. Dto wuHTepecHo, y Bac
xopomiast kommnanus. ClIeayromuil BOIpoc: MHOTO JIM COTPYOHUIL B
Bameit  kommanuu?  3aHUMArOT JIA  KCHIIMHBI  TTO3HMIIUHU
pykoBoauTenel B Bamel kommanuun?

OKCIIEPT: Ilo odunuanpbHbIM JaHHBIM B HAIled KOMITaHHI
o6omee 10000 cCOTPYIHHKOB, 3TO YK€ JOCTATOYHO OOJIBIIOE

KOJIMYECTBO. S HE 3HaK TOYHBIC JaHHBIC HWMCHHO 000 Bcex
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COTPYIHHMIIAX, HO MOTYy CKa3aTb IIPO CUTyallMIO B MOeM otxeiie. B Moem
otAene 3 COTPYIHHUIbI, paboTarolle, Kak M Mbl, IPOrpaMMHUCTaMH,
OoOBIYHO B OTAEINE IT-texHonoruii  coTpyaHul,  Majo, a
COTPYAHUKOB-MYX4YMH BCE ke Oombiie. Ho BOT B oTnene KIMEHTCKOIO
CEepBUCA COTPYAHUI] JCUCTBUTEIBHO MHOTO. ECIM s MpaBUIIBHO MTOMHIO,
TO Y PYKOBOZMUTEND OT/EJIa KIMEHTCKOTO CEPBUCA - KEHILINHA, U B IPYTUX
OTJIeNIaX €CTh JKEHILUHBI-PYKOBOAUTEIH.

MHTEPBbBIOP: Emé Bonpoc no opranuzauuu tpyzaa. [lo-Bamemy, B
YeM  3aKJIOYalTCS OCOOEHHOCTHM CHCTEMbl OpraHu3alud  TpPyaa,
pa3zpaboranHoi B Bameit komnanumn?

OKCIIEPT: A paboranm B KUTalCKOM KOMITAHMH, TO3TOMY SI MOTY
CpaBHUTh. B kuTalickoil TpaHCHAIMOHAIBHOW KOMIIAHUU YacTO pabOTaroOT
CBEPXYpPOYHO, 3TO, KOHEYHO, HE KaK IpPaBWIO, HO BCE KHUTANCKHE
pPaOOTHUKHM CYUTAIOT, YTO 3TO HOPMAJIbHO, a 51 BOT AyMaro, YTO HE OYECHb.
N B moel KOMIAHWHM NEHUCTBYIOT YKECTKHE MEPBI MO PETYIUPOBAHUIO
OpraHu3aluy TPyaa, AJisl CTPOroro COOMIOACHUS 3aKOHHOCTU. DTO BaXKHO.
Ho, BO3MOXHO, Haimia MOJIOEXKb JIOOMT paboTarb U CBEPXYPOUHO,
MOTOMY YTO TOTJIa M 3apIliaThl OoJIbIle, ecii Obl MHE ObLTO 20-23 rofa, s
TOXKE€ XOTeJl ObI MHOTO padoTaTh, YTOOBI 3apaboTaTh OOJIbIIIE, HO TETEPh Y
MEHSI KEeHa W JIETH, MOTOMY CTporas B IJIaHE COONIIOEHUS TPYIOBOTO
3aKOHOJATENIbCTBA CHCTEMAa OpraHu3aluy Tpyda MOEH KOMIIAaHWUU MIJIs

MEHS [OAXOIUT.
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MHTEPBBIOEP: Bam orBerT cBsI3aH ¢ MOUM HOCJIEIHUM
BOIIPOCOM. BBl ckazanu, 4ro Bama kommanus 1eMCTBYET CTPOrO I10
3aKOHY, TPYAOBOMY KOJEKCY, 3TO 3HAYUT PYKOBOACTBO BHUMATEIILHO
3anuiaetr Bamm TpynoBbie mpaBa. B ueM KOHKPETHO 3aKII0YArOTCS
ycunusa Bamed KoMmaHuM IO 3aliuTe NpPaB U HHTEPECOB CBOMX
COTPYJIHUKOB?

OKCIIEPT: 3Orto oueHp xopommii Bompoc. BepositHO, 3TH
YCWJIMSL 3aKJIOYAIOTCS B TOM, YTOOBI H30erarb, NperoTBpallaTh
TPYAOBbIE KOH(IUKTBI, K MPUMEPY, MEXKIY PYKOBOJICTBOM U
ITOAYNHEHHBIMU, MEXIY COTpyAHUKamMu. VMIMEHHO mO3TOMY MHE HHU
pasy u He MPUXOAUJIOCH Mpuberath K Takod 3amure. S 3HAKO, 4TO
IOPUIMYECKU OTAENl KOMIIAHMM MOXKET IOMOYb HaM O(OpPMHUTH
mo00il  JTOKyMEHT, KOrga Yy Hac BO3HHMKAIOT  KakKue-JIn0o
Iopuaudeckie mnpoOnemsl. Sl nymaro, Halla KOMIAHHUS aKTUBHO
3alMIIAET HAIIU TPYIOBbIE ITPaBa.

NHTEPBBIOEP: Bce mnonarHo. boinbiie BONpOCOB HET.
bonbimoe cnacubo Bam 3a mompoOHble OTBETHI M IOMOIIbL B
HcCIIeI0BaHNuN !

OKCIIEPT: He 3a uto. XKenaro Bam ycrniexos!
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INTRODUCTION

Relevance of the research topic. In the 21st century, both Russia and
China joined the WTO, and the link between the economies of the two
countries and the world economy is becoming increasingly close. As an
important part of the economy and society, transnational companies play a
large role in the economic and social development of the two countries.
Improving the efficiency of labor resources and increasing labor
productivity in transnational companies have become the most important
issue of their development. Transnational companies are not abstract
organizational structures, in fact, they consist of specific employees, and
the work of the whole company is inseparable from their labor. The
question of how to improve the organization of labor of transnational
companies in Russia and China and increase the efficiency of employees
has attracted the attention of sociologists of our both countries.

Since the collapse of the Soviet Union, Russia's economy and society
have undergone major changes. As the birth rate has remained low in recent
years, the government is also paying increasing attention to demographic
issues. According to Federal State Statistics Service (Russia), the Russian
population decreased by 1 million in 2021. Therefore, in addition to
encouraging fertility, the government is also paying attention to the issues

of social protection of workers. These measures played a role in promoting
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the standardized development of labor organizations in companies, which
had a positive impact on the study of the peculiarities of labor organization
in multinational companies.

In China, after the reform and opening-up policies began, the state has
maintained high rates of economic growth and population welfare for
decades. But in recent years, the rate of population growth has slowed, the
rate of economic growth has also slowed. To solve the problem of
maintaining high rates of economic growth, in addition to abolishing
family planning policies, there is also an urgent need to continue to expand
the level of openness to the outside world. This is why national companies
have become a new hub of development, which has further increased the
interest of economics in studying the labor organization of multinational
companies in order to increase the competitiveness of these companies and
their role in the global economy.

These issues require a comprehensive study of the organization of labor
of transnational companies in Russia and China, a comprehensive analysis
of the peculiarities of the organization of labor of transnational enterprises
and the nomination of some proposals for improving the organization of
labor in them. This study is also important for both modern economic labor
sociologies, because there are almost no comparative economic and
sociological studies of Russian and Chinese transnational companies.

Additional empirical and theoretical studies are needed in this area, and
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this research can make a contribution to them.

The degree of development of the topic. Labor relations and the
labor market play an important role in the organization of labor of
transnational companies. In recent years, Chinese sociologists have
conducted many studies on this issue, which have begun to study the
peculiarities of labor organization in multinational companies. Among
them are the following researchers: Feng Yinghua (532 4E), Dai Qixiu (&
J2%5), Qian Ning (5% 5°), Huang Yan (&35 ), Luo Jinjun (% # %), Chen
Xin (3E#7), Chang Kai (F2)).

Scientists from Russia and China conducted a number of studies of trade
unions and issues of social protection of workers. Some of the
representatives are: A. V. Petrov, A. G. Abyzov, A. A. Gershanok, Wang
Chengwei (EF£##), Yang Kunyun (#%1#%9). The results of their research
are also involved in this work.

Sociological analysis of the organization of labor of companies in terms
of the development of the management of a multinational company was
carried out, for example, by such well-known scientists as: Zhang Ziyang
(3KF1%), Xu Xiaokun ({fEE22), Wang Lijun (£ 37 F), Jiang Junlu (Z1%
#%), Qi Luming (22 8B), Liu Xin (XI]Bf).

Although many scientists have studied the relationship between labor
and capital and the organization of labor within the framework of economic

and labor sociologies, there are not so many studies of the features of labor
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organization in Russian and Chinese transnational enterprises, especially
comparative ones. This work fills these gaps in modern sociological and
economic-sociological research.

Goals and objectives of the dissertation research.

The purpose of the dissertation research is to identify the features and
study the structure of labor organization in Chinese and Russian
multinational companies. This goal is specified in the following tasks:

1. To analyze the general state of labor organization in Chinese and
Russian transnational companies at the present stage of economic
development.

2. To formulate common and special features of labor organization in
Chinese and Russian transnational companies.

3. To analyze the general and specific problems in the process of
development of labor organization in the two countries.

4. To develop a system of recommendations for the modernization of
the structure of labor organization in transnational companies in Russia and
China.

The objective of the dissertation research is social and labor
relations in Chinese and Russian transnational companies. The empirical
object of the study is the Russian and Chinese companies and their labor
collectives.

The subjects of the dissertation research are the features and
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structure of labor organization in Russian and Chinese Multinational
companies and the main socio-economic factors affecting these features.

The theoretical and methodological basis of the dissertation
research was the works of Chinese, Russian and Western scientists. These
scientists studied the problems of social and labor relations, and the
development of Russian and Chinese multinational companies. They also
analyzed the features of the development of multinational companies after
the collapse of the USSR and the beginning of the implementation of the
policy of reform and opening up in China, especially the processes taking
place in the 21st century.

This dissertation is based on the comparative-historical approach, the
historical method in economic sociology. The analysis of the social features
of the organization of labor in Multinational companies is based on
theoretical studies of the labor culture of G. Hofstede and the analysis of
changes in social and labor relations within the framework of modern
capitalism by M. Burawoy.

Research methods. In the process of carrying out the dissertation
research, the general scientific methods such as the methods of analysis
and synthesis, induction and deduction were used. The dissertation is based
on the analysis of scientific literature and other information sources, in
particular, a secondary analysis of statistical data and the results of

previously conducted sociological research was used. The dissertation is
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also based on the results of the author's empirical sociological research. a
study that was conducted using the in-depth interview method. The experts
for the interview were selected from among the employees of the Russian
and Chinese Multinational companies with extensive experience.

The information base of the study was from the materials of the
Organization for Economic Cooperation and Development (OECD), the
Federal State Statistics Service of Russia, the National Bureau of Statistics
of the People's Republic of China, and the interview materials taken as part
of the author's empirical sociological research on the topic of the
dissertation.

Compliance of the topic of dissertation research with the
requirements of the Passport of Specialties of the Higher Attestation
Commission. The dissertation research was carried out within the
framework of the specialty 5.4.2 - economic sociology and corresponds to
the following points of the passport of this specialty:

1. Social regularities of economic development; 4. Motivation of
economic activity; 5. Socio-economic groups, structures and institutions;
10. Social content and conditions of economic activity; 13. Social
protection in the system of economic relations.

Scientific novelty. 1. The key problems of the modern organization
of labor in Russian and Chinese Multinational companies are identified and

analyzed. It is determined that the main source of these problems is the
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very process of economic development in Russia and China, the specifics
of which are determined by the impact of economic globalization. The
process of globalization to a certain extent exacerbated the growing gap
between rich and poor countries, and also the exacerbated economic
globalization has destabilized social and labor relations. This, strengthens
and, complicates the exploitation of labor and exacerbating labor conflicts
in different countries. Therefore, the main task of the leadership of Russian
and Chinese Multinational companies is to create effective, sustainable and
socially-oriented systems of labor organization in enterprises.

2. A methodology has been developed for a comprehensive analysis
of the features and characteristics of modern organization and labor in
Russian and Chinese multinational enterprises based on the synthesis of
historical-sociological and economic-sociological approaches to study the
materials of empirical research by using modern theories of economic
sociology and sociology of labor. These approaches allow to comprehend
the complex process of development of labor organization in transnational
companies two countries in the context of economic globalization.

3. The research of Western, Russian and Chinese sociologists, carried
out within the framework of sociological analysis of labor relations, are
summarized. The position is substantiated that the methodology developed
in Western science is within certain limits applicable to the study of socio-

economic problems of modern Russian and Chinese labor relations. For
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example, the theory of M. Burawoy, could not be used to solve the
problems and correct the consequences of overtime employment in modern
China. It is emphasized that, in turn, in Russian and Chinese economic
sociology, their own theoretical approaches to sociology need to be formed
for organization of labor in Multinational companies, especially in terms
of building models of modern social and labor relations at specific
enterprises.

Provisions to be defended.:

1.In the study of the peculiarities of the organization of labor in
Russian and Chinese Multinational companies, it is necessary to combine
several approaches, namely- social and labor approach, and economic
(labor economics) and sociological approach. The social and labor
approach allows us to analyze the features of labor relations in companies,
as well as the patterns of development and adoption of measures to increase
labor productivity. The economic and sociological approaches makes it
possible to identify the impact of the development of labor organizations
on the economic situation of enterprises and problem areas associated with
existing and potential labor conflicts, as well as those target social groups
to which the main socio-managerial measures in Multinational companies
are directed. These three approaches together form a theoretical and
methodological construction that allows a comprehensive study of the

characteristics of Russian and Chinese Multinational companies over the
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past decades.

2. In the 21st century, as global capitalism develops, the protection of
workers' rights rises to an ever-higher level. The effectiveness of this
protection depends on the development of civil society institutions and the
formation of a system of social partnership. But in any country there are
always contradictions in the organization of labor, contradictions between
the management of enterprises and employees. In addition, the needs of
sustainable development of the economy of any country now include the
creation of favorable conditions for the development of lifelong learning,
social stability and social protection, as well as the continuity of
generations in enterprises.  Trade unions are also included in the
regulation of labor organization, which can also have a positive impact on
the solution of these important tasks, working relatively effectively in
market conditions.

3.0ne of the current directions of development of economic sociology
in Russia and China is the study of the specifics of social and labor relations
in differentiated areas of activity. The economic reforms of the 1980s,
associated with the formation of the Chinese and Russian labor markets in
the new conditions, have intensified since the 1990s. But in the process of
developing the labor market, there are still many significant socio-
economic problems and barriers - low income levels of citizens, stagnant

poverty, legal and social insecurity, limited opportunities for education
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(including additional education), lack of quality jobs and others, which
require separate research to develop measures to effectively overcome
them in order to harmonize social and labor relations in modern Russia and
China, including those aimed at generalizing and comprehensively
analyzing the features of labor organization in Multinational companies.

4. The general and specific features and problems in the process of
development of labor organization in the two countries are analyzed.
Common features are manifested in the fact that the system of staff
motivation and the remuneration system in both Russian and Chinese
companies meet international standards, which allows increasing employee
loyalty through flexible systems of material incentives and additional
means of staff motivation; management, and employees of both Chinese
and Russian companies strive to understand the culture of communications,
including the organizational culture of work, in order to increase its
productivity; both Chinese and Russian companies, their management and
employees seek to act strictly within the existing institutional framework
of the host state, which indicates the high efficiency of compliance control
systems in them.

5. As for specific features and problems, unlike in Russia, in Chinese
companies trade unions do not play an important role in regulating social
and labor relations and in resolving labor conflicts, there is no developed

sociology of the trade union movement; in Chinese multinational
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companies, the protection of the rights and interests of all employees is still
better than in small and medium-sized enterprises, however, there was
still a hidden problem of gender discrimination, a glass ceiling problem for
many women employees; less attention is paid to the organization of
feedback from the labor collective and the management of corporate labor
culture than in Russia; less attention is paid to in-house training. In Russian
companies, the specifics of the problems of labor organization are
associated with a significant disproportion in the capabilities of companies
operating for the foreign market and companies operating exclusively for
the domestic market. The richer the company, the more opportunities it has
to respect the rights and interests of employees and the more effective the
organization of work there, however, if employees seek to protect their
interests, which is not always the case.

6. A system of recommendations on modernization of the structure of
labor organization in transnational companies of Russia and China has
been formulated. From the point of view of the organization of labor of
Chinese multinational companies, first of all, it is necessary to improve the
trade union system. Trade unions are an important force for the protection
of workers' rights and interests. Taking into account the institutional and
legal characteristics of a socialist country, it is necessary to significantly
expand the functions of trade unions, increase the proportion of ordinary

workers among the leading members of trade unions, mobilize active
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employees of enterprises to join trade unions, make the activities of trade
unions transparent, maintain close ties between trade unions and
legislative bodies, take the initiative to inform the management of the
enterprise and the government about the violation of workers' rights.
Secondly, it is necessary to transform the overall system of social
protection of workers, for example, in terms of avoiding overtime
employment, which is typical for large Chinese companies. Finally, it is
also necessary to strengthen government supervision over the activities
of transnational companies in terms of fulfilling their formal obligations
related to compliance with labor legislation. From the point of view of
improving the efficiency of labor organization of Russian enterprises,
first of all, it is necessary to ensure the standardization and improvement
of the organization of labor of transnational companies and other
enterprises in the country in order to get rid of cross-sectoral disparities.
Secondly, it is necessary to further reform the wage system, gradually
increase the average salary of employees in all sectors and reorient it to
qualified employees.

Theoretical and practical significance of the dissertation research.
The theoretical significance of the dissertation research for modern
economic sociology and sociology of labor lies in the development of
theoretical and methodological studies of labor relations in modern Russia

and China, as well as the analysis of the problems of labor organization in
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Russian and Chinese Multinational companies.

The practical significance of the dissertation research lies in the
possibility of using its results in the development of measures to improve
economic and social policy and policies to improve the efficiency of the
organization of labor of Multinational companies in the Russian Federation
and the PRC, as well as the economic and social development of the two
countries. The results of the dissertation research can be useful in the
development of economic and social policy programs, relating to the
optimization of the organization of work in companies.

Theoretical and practical materials of the dissertation research can be
used in the framework of lecture courses for Chinese and Russian
universities: "Economic Sociology", "Sociology of Labor", "Modern
Social Policy", "Economic Demography", and can also become the basis
for a separate course of lectures devoted to the study of the current state of
labor organization in Russia and China.

Approbation of the results of the dissertation research. The main
provisions and conclusions of the dissertation research were presented by
the author in reports and discussed at all-Russian and international
conferences: the international conference "Russia and China: potential and
prospects for cooperation (to the 70th anniversary of the formation of the

PRC and the establishment of diplomatic relations)" in 2019 at St.

Petersburg State University; XVI Russian-Chinese Sociological
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Conference on the theme: "Anti-corruption culture and youth in Russia and
China: modern state, business, society" in 2020 at St. Petersburg State
University; "Public Health and the Formation of a Healthy Lifestyle in
Russia and China" in 2021 at St. Petersburg State University; International
Conference "China-Russia: Dialogue in the Context of Globalization" in
2021 in Shenyang (China); "Global Social Processes 3.0: Social
Management and Economic Development in a Digital Society" in 2021 at
St. Petersburg State University, "Historical Sociology and Modern Social
Development in Russia and China" in 2022 at St. Petersburg State
University.

The main provisions of the dissertation work are reflected in the
following publications: in journals recommended by the Higher Attestation
Commission of the Ministry of Education and Science of the Russian
Federation for the publication of the results of Ph.D. theses. Among them:
"The phenomenon of overtime employment in modern China: economic
and sociological analysis" in the journal "Society: Sociology, Psychology,
Pedagogy" in No. 3 for 2021; article on the topic "Protection of the rights
of rural migrant workers in China at the present stage of reforms: problems
and prospects" in the journal "Society: Sociology, Psychology, Pedagogy"
in No. 8 for 2021; an article on "Foreign Personnel Management of Chinese
Multinational companies in the Context of the COVID-19 Pandemic:

Current Status and Challenges" in the journal Society: Sociology,
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Psychology, Pedagogy in No. 12 for 2021. Other publications also
published articles on the following topics: "Development of a digital
society" in the collection of articles "Global Social Processes: Experience
of Sociological Research" (2019); "The experience of the Russian trade
union movement for the regulation of social and labor relations in China"
and "The potential of Russian-Chinese business cooperation" in the
collection of articles "Russia and China at the turn of the third decade of
the XXI century: economy, social management, culture" (2020)

The structure of the work is determined by the purpose, objectives and
logic of the study. The thesis consists of an introduction, three chapters, a
conclusion, a list of references (includes 117 sources in Chinese, Russian

and English), annexes.
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CHAPTER 1. Theoretical and methodological foundations of studies

of modern labor organization

1.1 Historical and sociological analysis of changes in the organization

of labor in industrial society

Labor is the basis of the vital activity and development of human
society, so it is not only an objective of study of economic science, but also
an important topic of research in philosophy and sociology. However,
sociological research on labor problems has the same history as the
development of sociological disciplines and has a wider field of view. The
emphasis on production and labor has always been one of the key aspects
of classical sociological theory. In his book Das Kapital, Marx spared no
effort to explore !the "hidden abode of production." He attempted to
uncover the relationship between oppression and domination hidden in
capitalist production and explored the possibility of the emancipation of
the working class.? Marx also conducted specific studies of labor,
combined with the thoughts of Ricardo and others, put forward the "labor

theory of value." As a subdiscipline of sociology, with the economic

1 Przyzova E.H. Labor as a determining form of life activity of the individual and
society // Bulletin of Adyghe State University. 2005. Ne 3. P 11.
2 Wen Xiang. The Western Theory of the Labor Process and the Chinese Experience:

A Critical Review // Chinese Social Sciences. 2007. Ne 3.30 ( W75 oL
S5hEZE: — M EHMRNRTE. B FESRIS. 2007 F£5 3 #1.30.) (in
Chinese)
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reforms carried out by Western countries after World War II, the social
theory of early studies of labor problems influenced the development of the
sociology of labor. This reveals the history of development and the
problems faced by the sociology of labor as a subdiscipline in Western
countries.’

Simply put, the sociology of labor is a science that studies the process
of regulating and controlling material exchange and creating use value
between man and nature. The subject of the research is the structure and
mechanism of social and labor relations, as well as social processes in the
world of labor.* Given the breadth and depth of the sociology of labor, in
modern society the sociology of labor also includes the study of the
organization of labor in companies.

D. O. Markovich believes that in the system of scientific knowledge, the
sociology of labor has a dual status - both an ordinary discipline and a
professional discipline. The category of general sociology laid the
foundation for practical research and theoretical comprehension of labor.
The sphere of general sociology is, first of all: understanding that society

is a set of social relations, understanding the nature of social phenomena,

3 Zhao Wei, Return to Society: Disciplinary Development and Transformation of the
Sociology of Work // Shenzhen. Journal Shenzhen University. 2017. Ne 6.P 148 (3 [g]

M FHSFRNFRARMER. &5 Rl RIIKFFIR. 2017 F£5 6
HH. P148) (in Chinese)

4 Abyzov A. G., Slyusar E. V. Economics and sociology of labor. 2015. P 3.
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classifying social phenomena, determining the status of human labor as a
social phenomenon in this classification, understanding that people are the
object of sociological research, and understanding the role of labor in the
origin and development of man. Sociology of labor should take into
account all the achievements of the humanities and natural sciences,
especially when the object of research is human factors and the content of
changes in human factors in the world of work. This method does not
contradict the status of the sociology of labor as a specialized field of
sociology. On the contrary, an accurate statement of the empirical trends of
the sociology of labor can clearly reflect its tasks in a particular labor
process.®

In labor organizations, employers and workers establish relationships
with each other that are inextricably linked. Unique social relations have
been formed in labor organizations. Therefore, labor organizations have
also become important objects of research in the sociology of labor and
economic sociology.

With the continuous development of the economy and the constant
emergence of new formats, the study of the labor organization in various
countries has also reached a higher level, and issues related to labor

organizations in the new era have been outlined and investigated. In Russia,

® Markovich D. O. Subject and tasks of sociology of labor // Sociological research,
1996. Ne 3. P 63.
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A. A. Gershanoke did an in-depth study of the organization of labor in
his book “The Basics of The Organization of Labor”. He believes that the
general organization of labor is a system of interaction between workers
and with the methods of work in the process of labor. Therefore, this is a
factor that continues to play a role in the efficiency of labor and production.
In any economic system, in any industry and function of human society.
as long as they are equipped with the same equipment, better results can
only be achieved if the workforce is better organized.

In turn, the scientific organization of labor requires that all decisions
be made on the basis of a complete system analysis, accurate calculations
and scientifically based methods. At the same time, an integrated approach
is needed to select the best option for interaction between employees and
technical production methods, conduct a comprehensive study and find the
most effective solution based on modeling.® Therefore, the study of the
organization of labor of companies is of great importance for increasing
corporate productivity and the country's economy.

In the U.S., Dobbin, Sutton, Meyer, and Scott (1993) analyzed the
process of formalizing employee promotion in various corporate
organizations in the U.S. from the perspective of the sociology of
organizations. For a long time, the main direction of research in the field

of organizational sociology believed that the creation and evolution of

® Gershanok A. A. Basics of labor organization. Perm. 2019. P 2.
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internal systems of labor organizations, such as the internal market, are
limited by efficiency mechanisms. However, starting from the theoretical
logic of the institutional school, American sociologists put forward a
different assumption, that is, the formation and evolution of the internal
system of the organization is largely limited by the institutional
environment and the mechanism of legitimacy in which the organization is
located. In addition, the U.S. federal government's "equal employment
opportunity" laws and regulations put a lot of pressure on various
organizations to enact formal recruitment and promotion systems to avoid
or reduce the cost of legal disputes. Their study confirms this assumption
through an empirical analysis of the process of formal promotion systems
in 279 organizations. It is not hard for readers to see that this study has a
lot in common with research on the sociology of work in the other countries
mentioned above. In fact, all of these studies were conducted as part of the
same research project. These "largely identical" research activities have
accumulated informative empirical data for the explanatory ability and
effectiveness of institutionalist theoretical logic, which is very important in
the process of early development of the genre. Of course, with the further
development of academic activity, later empirical research should surpass

the work of predecessors and try to make new breakthroughs.’

7 Zhang Yonghong. Neo-Institutionalist School of Organizational Sociology. 2007. P
128. (AR FHFHIE T X FIR. 5Kk A& 2007 ££.128) (in Chinese)
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As capitalism developed, conflicts between workers and management
became more intense, allowing trade unions to play an important role in
corporate labor organizations, and sociologists from different countries
also studied the role of trade unions. In Europe, Walter Korpi has long
speculated about the conflicts of interest that arise in the political arena of
the European welfare state, which can be seen as a democratic form of class
struggle.® In the U.S., Eric Olin Wright introduced a sophisticated version
of Marxist class theory and became a key figure in the history of the
development of PRA.® The study of social movements in the U.S. has also
had an indirect influence on the method of analyzing the source of power.
Like the concept of the source of power, the method of resource
mobilization suggests that mobilization depends on the athlete's ability to
acquire and accumulate collective resources, as well as on the ability to use
these resources in collective actions.?

In Europe, Gary Marks (1989) found in his study that the state

suppresses the right of workers to unite in the labor market (that is, to form

8 Walter Korpi. The Democratic Class Struggle. London: Routledge Kegan & Paul.
1983. P 2.

® Wright, Erik Olin. Marxist Class Categories and Income Inequality. American
Sociological Review, 1977. 42 (1), 32.

 Steven Schumatz, Kaman Ludwig, Edward Webster, Liu Jianzhou (Translator).

Strength Labor: development «Analytical Methods Sources Energy» u Associated ¢
hereby trouble // Investigations Theory Trade unions, 2020. Ne 2. P 39. (35 Ty 1 &
BRBEDNIE NEAREESE. BFS F5R, T2 HBEER, ZRE SR,
XEMF). TRIBHIZ. 2020 F£55 2 #§.39) (in Chinese)
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trade unions), which will cause workers to experience more deeply the
injustice of the economic system and cause a strong sense of deprivation,
and thus turn to activity. In countries where the joint rights of workers in
the labor market have been severely restricted for a long time, such as
Germany, Austria-Hungary, Russia, France, Spain and Italy, trade unions
have been forced to enter the political arena and try to reap the benefits
through political action, because they understand that trade unions cannot
exert effective influence in the market until the rules of the political game
are changed. One of the direct consequences of the trade unions entering
the political arena is the creation of alliances with left-wing political parties.
As V. 1. Lenin said, commenting on the situation in tsarist Russia:
"Autocratic oppression seems to have eliminated any distinction between
social democratic organizations and trade unions." Together, they face the
challenge of changing the political status quo. The German workers'
movement of the mid to late 19th century more typically reflected this
reality. From 1878 to 1890, Bismarck's government applied the "Anti-
Socialist Law" to severely suppress socialist thought and organization, and
trade unions were also declared illegal. This prompted the trade unions to
follow the social transformation concept of the Social Democratic Party,
forming the strongest socialist ideology of the labor movement in
continental Europe, and they were also organizationally linked to the Social

Democratic Party. However, as soon as the "Anti-Socialist Law" ended in
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1890 and trade union activity gained legitimate space, their actions
gradually became moderate.!

Although trade unions still believe in socialism, their role has changed.
According to trade union representatives, "Socialism consists in providing
space for autonomous trade union movements, allowing trade unions to
improve working conditions in the most direct way, that is, through the
labor market" (Marx, 1989). At the same time, trade unions began to
become increasingly independent of the Social Democratic Party.

With the development of time, the old forms of labor organization can
no longer meet the requirements of economic development. The
development of capitalism and the progress of industrial technology
contributed to the reform of the organization of labor. After the First
Industrial Revolution, the German guild apprenticeship system faced the
powerful influence of market forces and the industrial bourgeoisie,
especially after the Prussian government introduced "freedom of business"
in 1810, the restraint of the guild gradually weakened. In this context, more
and more practitioners are hiring students in violation of the rules, and
cases of student abuse have also begun to appear in large numbers (Xilun,
2010: 42-44). In particular, the Industrial Revolution shook the survival

environment of the German guild apprenticeship system in the following

11 Chen Feng. The State, the Institution and the Formation of the Working Class
Beijing. Sociological Research, 2009, No 5. P. 168 (E%. #IE5S T AR,

FRIE. JEBT.3t£ 3%, 2009 £E 45 5 HA. 168 1) (in Chinese)
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three respects.

Labor issues have long attracted Chinese social scientists. Before and
after the May Fourth movement, the first leaders of the Chinese
Communist Party, Li Dazhao and Chen Duxiu, influenced by Marxism-
Leninism, used historical materialism as a guide for writing a series of
articles on labor issues in China. Such as "The Disaster of Labor Problems"
by Li Dazhao, "The Life of Workers in the Coal Mines of Tangshan",
"Labor Problems" by Chen Duxiu and so on. In the history of the
development of Chinese sociology, the study of labor issues occupies a
very important place. After the founding of New China, sociological
research was interrupted for a long time due to the factors of the Cultural
Revolution, but relying on government statistics on relevant data in the
world of work, a lot of useful information can still be obtained. After the
reform and openness, sociologists paid attention to the study of the
protection of the rights and interests of workers in the development of labor
organizations. Xu Yi of Chongshan University used the method of
"multipoint ethnography" in her dissertation "Cross-Border Action and
Labor Protection: A Study of the "Sweatshop Movement" in Hong Kong
and China. Through joint observation of six cases, Xu Yi proposed a
"boomerang effect" of cross-border social movements and discussed the
evolution of the cross-border sweatshop movement in mainland China and

Hong Kong: the spatial transition from place of consumption to place of
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production; from the management of subjects at the place of consumption
to participation in the subjects at the place of consumption and production;
strategic evolution from external pressure to internal mobilization. She
believes that anti-sweatshop movements in two places have gradually
shattered the distinction between Chinese workers and foreign actors.!?
Thanks to the organization of SAC as a messenger and mediator of the
movement, a cross-border network to combat sweatshop work was
gradually formed.

In his latest findings, Wu Tong of East China Normal University used
joint observations of labor organizations in the Pearl River Delta to
conclude that with the advent of labor rights protection measures to
conclude collective bargaining, labor organizations are facing a shift from
protecting individual rights to collective bargaining. It also examined
worker awareness-raising, the achievements of non-governmental
organizations in overcoming external constraints and the transformation of
local authorities in their pursuit of social governance models. These studies

on the development of labor organizations have profound implications.®

12 Cross-Border Actions and Occupational Safety and Health: A Study of the
"Sweatshop Movement" in China and Hong Kong // Scientific Conferences. (551&17
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13 University Tsinghua. Forum of young scientists in the field of sociology of labor.
[Electronic resource]. URL:
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Wu Tongtong "The Formation and Continuation of Workers' Unity - The
Myth of Labor NGOs or the Transformation of Local Government?"

Meng Quan, who has always paid attention to the dynamics of trade
unions, published the article "Rebuilding Relations and Circular Resistance:
Grassroots Union Reform and the Evolution of Workers' Trade Union
Consciousness" based on fieldwork. He believes that the relationship
between trade unions and workers is the main proposal for trade union
reform. Judging by the transformation of trade unions in the former
socialist countries and the development of trade unions in capitalist
countries, trade unions seek to find a balance between the mobilization of
workers for production (external legitimacy) and the protection of the
rights and interests of workers (internal and external). While unions are
working hard to shape workers' identities with unions, three kinds of
workers' organizational consciousness will still coexist: instrumental
rationality, sanctioned identity, and patriotism. A diversified sense of
workers' organization is built through instrument-based trade unions,
organized trade unions, and warm unions, respectively, which have formed
a variety of forms of relations between trade unions and workers.

In his doctoral dissertation, "Livelihoods and Organizational
Struggles of Sanitation Workers in the Context of Social Transformation,"
Dou Xuewei of the Department of Sociology, Tsinghua University,

discussed the role of occupational safety and health and labor organization
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in the wave of health worker strikes that occurred in Guangzhou and
Foshan from late 2012 to early 2013. In his opinion, this wave of strikes is
different from the previous wave of strikes by sanitation workers, as well
as from the collective protests of industrial workers in factories. The
characteristics of the public services industry make the collective struggles
of sanitation workers extremely visible and can have a direct impact on the
daily activities of social life. With the loss of the right to speak out in the
process of market reforms that affect their own destiny, it is becoming more
and more difficult to maintain the livelithoods of sanitation workers, and
"urban beauticians" are sinking more and more to the bottom of society.
With ever-increasing awareness of advocacy and self-organization,
sanitation workers are becoming more and more skilled at organizing
collective action. Such collective organizational action can often attract the
attention of entrepreneurs and governments, thereby forcing labor
organization reforms to better protect the rights and interests of workers.*

For economic sociologists, in the context of the current rapid
development of globalization, but facing challenges, now is the right time
to take stock of the trend in the development of labor organizations by
studying the labor organizations of multinational companies in recent years,

especially in Russia and China, which have achieved close cooperation. In

14 Forum of young scientists on sociology of labor [Electronic resource]. URL:
http://www.southacademic.com/xsxx/hyda/content/post_183849.html. (55 T#t &=
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concrete practice, you can use the theory of labor organization management
to study the above issues. Research is an important way to make new
economic and sociological research more objective and operational. Due
to the general structure of comparing different labor operations with their
management structure, it is possible to roughly judge whether the
enterprise "organizes" the workforce into an effective management
structure, which means that it has successfully created a good corporate

organization of work.!®

1.2 Economic and sociological studies of labor organization in Russia

and China

From the first decades of the founding of sociology in the 19th century,
classical sociologists conducted an in-depth study of labor, paying special
attention to working time. Due to the close relationship between the
organization of work and working time, working time is also of great
importance. The founders of sociology believed that time has a duality:
social time and working time. They have all studied the process of
constructing social time, but their focus is different: Durkheim focuses on

the main categories of social life, Weber discusses the rational expression

15 van Hejian Dignity, Transformation of Transactions and Management of The
Organization of Work: Interpredation Foxconn //Beijing. Chinese Social Science,

2014. Ne 4. P 109 (B, XPEBEFMALRIE: MEELR. IME. JEx
mEMSRE, 2014 £ & 4 Hi. 109) (in Chinese)
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of the new society,'® and Marx focuses on social struggle and social
relations. The purpose of their study of time is not time itself, but to create
a basis for the analysis of social integration and differentiation. To
understand the complexity of the working world, Marx, Durkheim, and
Weber viewed various social actors (classes, groups, and individuals) as
constructors of time in their own way.

Weber defined a number of concepts related to working time. The first
is the concept of practice, which is defined as increasing the simplicity,
speed, safety and regularity of the task through repeated repetition. He
specifically analyzed the influence of sociological variables on the quality
of productive labor: the importance of school education is reflected not
only in the qualifications for obtaining modern production work, but also
is associated with personal life associated with religion image. These
effects are reflected through urban education or belonging to a particular
economic institution, as well as the type of youth employment, especially
the type of industrial enterprises, and the modern system of military service.
It is believed that these factors affect the ability to work. If these
sociological variables affect performance, then the importance of time is
primarily associated with the appearance of fatigue. Weber noticed that at
the beginning of work, willpower or motivation is negatively affected by

job worries, and today this increase will continue. In other words, the

16 Sandro Segre. A Weberian Theory of Time // Time & Society. 2000. Ne 2. P. 150.
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longer the work lasts, the worse the effect will be. Therefore, Weber
believed that interest had taken a major role in the work.’

The second is the work habit, which is a new term that is seen as
referring to the habits of timeliness of work. Concepts also include the
degree of distraction and concentration, speed, ability to get used to, and
rhythm. Weber reflected on the role of conscious and unconscious factors
in understanding timeliness. He wanted to know whether "gradual
addiction" to work was a cognitive process of work in which time plays an
important role. Weber paid particular attention to the role of short breaks:
"Introducing a different rhythm to the work, such as some short (usually
active and imperceptible) pauses, can lead to significant achievements. The
innate adaptability of this individual role in the organization of the working
rhythm means that a continuous working rhythm and alternating changes
in thythm are possible." The importance of the organization of work lies in
the fact that when drawing up work plans, it is necessary to provide for
appropriate rest time in order to maximize the efficiency of the
organization of work.

Social time is associated with productivity, but it is not only about
economic goals. In contrast, social time is highly dependent on the local

social environment. Working time is related to the trajectory of career

17 M. Rainer Lepsius. Interests and Ideas. Max Weber’s Allocation Problem. Max
Weber and Institutional Theory. P 24.
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development, the technical conditions of production and the social position
of workers. In fact, working time not only refers to the future of the entire
profession, but also includes the subjective meaning of work. Weber's
conclusions from this survey are not limited to the acquisition of truthful
knowledge and can be directly compared with modern research. The most
important thing is the conclusions from a sociological point of view. Even
though on a methodological or theoretical level, Weber gave us valuable
perspectives: the relationship between learning, habit, and time that affects
productivity.!® This lays the groundwork for the following research on
how to optimize the relationship between habits and time through the
rational distribution of labor organizations, thereby increasing productivity.

With the acceleration of economic globalization since the 20th century,
the old form of labor organization in enterprises has proved unable to meet
the needs of economic development. In the era of economic globalization,
social justice, which underpins the welfare state and its social security
system, is also in crisis. In this regard, the contradiction between efficiency
and fairness has always been the subject of endless debate, and the
relationship between them still remains unconvincing. One important
question 1s how to understand the meaning of fairness. John Rawls put

forward two principles of justice in the theory of "justice is justice": one is

18 Charles Camic. The Matter of Habit // American Journal of Sociology. 1986. P
1039.
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"the principle of freedom and equality" and the other is the "principle of
difference". He basically emphasizes socio-economic inequality and
should be able to help the most disadvantaged members of society to obtain
the greatest benefits. At the same time, he noted that these two principles
are not parallel, but have priority. that is, the first principle takes
precedence over the second principle. In accordance with Rawls' principles
on the principle of justice and its relationship, it can be seen that, on the
basis of a resolute defense of individual freedom, rights and equality of
opportunity, he intends to limit social inequality as much as possible by
introducing °the "principle of distinction" so that the interests of workers
can be protected. In a nutshell, on the one hand, priority should be given to
the protection of "freedom and rights" and "formal" equality of opportunity,
while, on the other hand, mono try to redistribute economic benefits in
order to achieve more "substantial" equality. Therefore, when designing
the organization of labor in the enterprise, it is also necessary to take into
account the balance between the interests of employees and enterprises at
the same time.

On the other hand, as traditional centralized large-scale
manufacturing is gradually replaced by new types of decentralized online

offices in the context of economic globalization, the nature of work is

19 vgl.John Rawls: Eine Theorie der Gerechtigkeit , Uebersetzze von Hermann
Vetter , Frankfurt a. M ,1975.
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becoming increasingly personalized, and a large number of standard skilled
labor groups in the past have begun to be replaced by many new groups
belonging to different sectors. The increase in the number of foreign
immigrants and temporary workers made it difficult for trade unions to
organize their activities, so that the representation of trade unions began to
be questioned, and increased labor mobility also made trade union
organizations increasingly free. The legitimacy and even raison d'étre of
trade unions in order to ensure social justice have been called into question.
For example, in Germany, in the national industry, although there are trade
union organizations, their nature has changed due to the demands of class
positions, which has significantly limited the role of trade unions in
traditional collective bargaining. The institutional dialogue between trade
unions, the government and the employers' union gradually disintegrated.
Negotiations at the national level have a clear and strong downward trend.
Simply put, the initial contract negotiations were moved from state to
industries, departments, and companies, and even ended up happening only
in separate interactions between industry and management, which also led
20

to major changes in the form of labor organizations.

In the subsequent process of development of the sociology of labor,

20 Feng Yinghua and Dai Qishu: The Challenge of Economic Globalization to the
European Welfare State——The Case of Germany // Shanghai. International

observation. 2005. Ne 3. P 68 (557 £ KL 3T BOMtEF E X AIHkEL PUEE A
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many studies were conducted on the relationship between the organization
of labor and working time in the context of the era of industrialization. The
general theme of the industrial era of labor sociologists can be summarized
as a criticism of modernity, uniqueness and unity of industrial time. Such
criticisms can come from the perspective of the humanities, such as
Friedman; or more so from the perspective of political science, such as
Naville, all of whom believe that industrial workers do not have the ability
to independently determine the time limits that govern social life.

For the sociology of labor, working time is a field of research in which
it is worth investing energy. First of all, it separates the time of production
of goods and services from the time of life. Within the framework of
work, time becomes a measure of professional activity. As Naville noted,
since working hours divide social life into two parts depending on the
duration, schedule and rhythm of activity, this division raises an important
social problem. Working time defines a framework for social activity that
establishes activities for a limited time and sets the rhythm of the process
of transition from one activity to another, and each activity has its own
duration, rhythm and schedule. In labor organizations, it is necessary to
separate the working life from time to time with the help of a reasonable
system, which is also one of the important functions of labor organizations
in modern society.

The development of the sociology of labor in the last century is
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inextricably linked with the famous Hawthorne experiment. Sociologist
Mayo directed Hawthorne's experiment in 1927. Hawthorne's experiment
was a series of studies conducted at Western Electric's Hawthorne factory
near Chicago from 1927 to 1932. This study was first funded by General
Electric, and the researchers were Elton Mayo and his assistants. Mayo is
a lecturer and consultant at Harvard University.

The first study was to change the lighting of a group of workers and
compare their productivity with a group of workers whose coverage did
not change. Ironically, when coverage in the experimental group increased,
the productivity of both groups of workers increased. The productivity of
the workers in the two groups continued to rise even after the lights were
turned off in the experimental group. Productivity would not start to
decline until the light dims to the level of moonlight (at which time General
Electric stopped funding). In another experiment for a group of 9 people, a
phased incentive plan was used to assemble terminal circuit boards for
phone offices. According to scientific management theory, each worker
will try to do the most work and get the most reward. But Mayo and his
assistants found that that the working group had itself formed an informal
level of acceptable outcome. Workers whose productivity exceeds this
level are called "criminals," and workers whose productivity is below a
certain level are called "liars." When productivity reached this level,

workers began to relax to avoid excessive productivity.
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Other experiments include a draft interview involving thousands of
workers. Through this study, Mayo and his assistants realized that human
behavior in the workplace is much more important than previously thought.
For example, in an experiment with lighting, the explanation for the results
of the experiment is that, perhaps for the first time, workers received
special attention and compassionate guidance. The reason the stimulus plan
didn't work 1s that the importance of wage incentives is lower than the
importance of social recognition. In short, people and social processes play
an important role in determining the attitudes and behaviors of workers.
Initially, this experiment was actually conducted as a study in the field of
management, but sociologists found that the system of stimulating wages,
as part of the organization of labor of the enterprise, plays an important
role in improving the efficiency of the enterprise and strengthening the
structure of the organization of labor. This experiment is not only in the
field of management, but also raises the study of the sociology of labor to
a new level and has led to a concentrated and large number of studies on
the sociology of labor, which also caused discussions between different
points of view. In 1946, the American labor sociologist W. E. Moore
published the book "Production Relations and Social Order", which is
considered the first work in which an attempt was made to create a system
of research in the field of sociology of labor. This book uses sociological

theory to discuss the relationship between management and activity,
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workers and capitalists, industry and society in a labor society. Japanese
labor sociologist Wang Chenbo commented: "W.E. Moore successfully
understood the organization of industrial society in terms of the general
structure of modern society and placed phenomena that were studied in
isolation in the past, such as the formation of groups, the class of power,
the confrontation between workers and management, into a single sphere
of sociology and created a holistic system. In terms of content, most of his
works, with the exception of additional data on industrial organization and
industrial society after the war, have today become the object of research
in the field of industrial sociology. In 1951, the American labor sociologists
D. C. Miller and W. H. Form published Industrial Sociology. He conducted
a more systematic study and discussion of various issues related to the
sociology of work. Both authors claim that this book is the first book to use
the concept of "industrial sociology". The name "Sociology of Labor" first
appeared in France. In 1959, the sociological journal "Sociology of Labor"
was founded in France. After that, the concept of the sociology of labor
spread to countries such as France, the Soviet Union, Eastern Europe and
China. In the United States, Western Europe and Japan, it is customary to
use such concepts as "industrial sociology", "corporate sociology" and

"industrial sociology".?!

21 The most important experiment in the history of management: the experiment with
the hawthorne factory. [Electronic resource]. URL.:
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With continuous changes in production relations, especially with the
acceleration of industrialization and information technology, the
organizational form of enterprises has also undergone major changes.
Since the Industrial Revolution, large factories, which were the basis for
hiring workers, have gradually become a thing of the past. Modern
factories that replace the workforce with high-tech ones have become the
main focus, and a large number of the workforce has also flowed into the
service sector. The modern service industry accepts a large number of
workers, such as tourism. Since it covers a large number of industries such
as catering, transport and hotels, its form of work organization and
industrial enterprises have become part of it which cannot be ignored. The
focus of sociology research on theories related to labor has also changed,
and the process of labor has gradually become the main content of the
sociology of labor at this stage.

The concept of the "labor process" first appeared in Marx's Theory
of Capital. In the beginning, it was the concept of political economy.
According to Marx's definition, it refers to the process of transforming
natural objects or raw materials into products that satisfy human needs
through purposeful activity. Marx called it a "simple factor" of the labor

process, which includes labor, work items, equipment and tools, and the

https://zhuanlan.zhihu.com/p/28401793) (B F ML LREEMN—RLH: BER
T J3258) (in Chinese)


https://zhuanlan.zhihu.com/p/28401793

283

purpose of the work. Since then, although some French and Italian Marxist
scholars have used the concept of the labor process to analyze and explain
labor problems after World War I, their research has had little impact due
to language limitations. It was not until Braverman's book Labor and
Monopoly Capital was published in 1974 that the study of labor processes
began to attract people's attention. Starting from Marx's labor process,
Braverman critically analyzed the progress of technology and scientific
management after the 20th century, which led to a decrease in the use of
labor skills of workers in the production process.

The object of Braverman's analysis is the Taylor system and the Ford
system, which are the core of the Western "scientific management system".
In his opinion, the process of capitalism's desire for efficient production is
also a process of controlling the movement of workers and continuous
innovation of management methods. Thanks to the revision of technology,
knowledge and work, employees are gradually excluded from the
management system of the entire production process. Braverman's basic
idea of labor control boils down to this: in the capitalist workplace, whether
it is a factory or an office, "work and political economy" and "the expansion
of capital and the imbalance of power over work" are linked. He extended
scientific management to the developing service sectors and professional
workers, and raised the influence of Taylorism and Fordism on work to a

higher level of the economy as a whole.
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Given the peculiarities of the formation of the theory of the labor
process, Zhao Wei believes that the theory of the labor process was fully
developed and formed as a relatively complete system only in the 1980s -
early 1990s. . In general, the 1980s were a period of serious technological
changes. Changes in technologies and management methods, as well as
interregional capital flow and changes in the organizational form of large
companies objectively contributed to the development of the theory of the
labor process. The change in management practices caused by "de-
technization" is the central problem and the basic concept of labor process
theory. Braverman believes that control in the labor process during the
Taylor period is associated with a low level of trust, coercion, extremely
limited rights to represent workers and a directly regulated working
environment. He stressed that the method of direct control in the workplace
is a reflection of social relations in monopoly capitalism. Following
Braverman, many scholars have focused on discussing methods of
controlling leadership. It can be seen that during this period sociologists
noticed the oppression of workers by the modern capitalist system of
management and the forms of its implementation and drew certain
conclusions.

However, among many scientists, the American sociologist M. Burawoy
is undoubtedly the most influential. In 1979, Burawoy published

Manufacturing Consent: Changes in the Labor Process Under Monopoly



285

Capitalism. He tried to use case studies to theorize about workers in large
modern companies with strong unions and a stable internal labor market.
Management uses coercive control techniques, interacting with workers to
get them to agree. In "The Politics of Production: Factory Regimes Under
Capitalism and Socialism.", published in 1985, Burawoy proposed
concepts such as the "hegemonic production process" and the "factory
system". He made it clear that the factory system applies to all political
forms of production, including the political consequences of the labor
process and the political mechanisms of production. Burawoy not only
opened the way to explaining workplace research within the modern
management system, but also viewed the management and control
relationships in factories as an important part of capitalist social relations.
It can be seen that not only in large factories, but also in Internet companies
and in the service sector, there is also "hegemony", but the form of
capitalist oppression has undergone certain changes and is more confusing.
From the late 1980s to the first 10 years of the 21st century, Burawoy's
theory became the dominant theoretical paradigm for explaining labor and
social problems. It is believed that he made a significant contribution to the
study of labor processes and corporate labor organizations.

Due to the important role played by labor organizations in the
economy and society, not only academia, politics and various industries

also pay great attention to their characteristics, and these data have also
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attracted the attention of the sociological community. For example,
according to the latest annual estimates published by the International
Labor Organization, it is confirmed that in 2020 the labor market will
undergo huge changes. The latest data shows that global working hours fell
by 8.8% last year (compared to data for the fourth quarter of 2019), which
is equivalent to the reduction of 255 million full-time jobs. That's about
four times as much as lost working hours during the global financial crisis
in 2009. These lost working hours are mainly caused by the reduction in
working hours of employed people and the "unprecedented" loss of jobs
(up to 114 million people).It is worth noting that 71% (81 million people)
of these job losses occurred in the form of economic inactivity rather than
unemployment, which means that the reason why people leave the labor
market may be that they are unable to work due to epidemic restrictions or
simply stop looking. Work. If you look only at the unemployment rate,
the impact of the epidemic on the labor market is greatly underestimated.
It also poses more challenging for trade unions to protect workers' rights
and interests and improve production efficiency.

In China, since current labor laws and labor organizations are mainly
focused on employees in a contractual relationship, and the legal status of
workers in new forms of employment cannot be clearly defined, it is
difficult to obtain effective legal protection for the rights and interests of a

large number of workers in new forms of employment. The new form of
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employment refers to non-standard labor relations based on Internet
platforms, informalization of production activities, non-fixed jobs and
flexible employment. It mainly includes delivery workers on take-out
platforms, etc. and does not apply to existing traditional standards for the
recognition of labor relations. At this stage, China's recognition of labor
relations in new forms of employment is still under discussion, and the
relevant legal norms have not yet been formed. Some scholars have studied
the definition of "online contract workers" labor relations and believe that
the definition of the employment relationship of "online contract workers"
should be moderately lenient, that is, in addition to the typical criteria for
determining labor relations, it should examine the criteria for identifying
atypical labor relations and define "online contract workers" who meet this
standard as atypical labor relations. Scientists also believe that the
definition of employment and labor relations on online platforms should
be based on the actual characteristics of employment in different industries,
different platforms and different types of workers, comprehensively take
into account all the facts of the case and conduct a specific analysis, pay
more attention to subordination on the merits and fully take into account
factors such as the working time of platform workers, sources of income
and the need for social protection. For a long time, the question of how to
rationally determine the legal status of workers in new forms of

employment in order to effectively protect the rights and interests of
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precarious workers, while contributing to the sustainable and healthy
development of the platform economy will be an important study.??

Due to the many current problems faced by the labor organizations of
Chinese enterprises, it is necessary to use the theories and methods of social
management to solve them. In particular, according to the "complexity"
and "diversity" on which the management concept is focused, as well as
the characteristics of cooperation and participation, the management of
modern Chinese labor relations is seen as "a process carried out through
cooperation between government departments, the private sector and the
social sector (third sector)" (Channing, 2009a) This not only requires that
all participants in the employment relationship be able to actively interact
and respond to each other's needs within the legal system, but also requires
a good social environment and social support system to intervene in the
management of labor relations in the form of social services, to mitigate
labor relations through services, to coordinate each other's interests and
concerns, to communicate mutual demands and to provide support and
assistance to subjects, who cannot adapt to the changes and challenges of
labor relations. In this regard, the social sector, independent of the

government and the private sector, can participate in the management of

22 Deloitte Human Capital Special — Human Resource Challenges in the Post-
Pandemic Era. [Electronic resource]. URL.:
https://www2.deloitte.com/content/dam/Deloitte/cn/Documents/human-
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labor organizations through various social organizations and specialized
social services, as well as use the concepts and methods of industrial social
services to improve the management structure. It can target the tendency
of businesses to ignore social justice because of the desire to make a profit
and provide corporate social responsibility services to correct deviations
from the so-called "market failure"; it can also be targeted at government
departments because of "rent-seeking behaviour" in their functional
transformation and "wastefulness and inefficiency in the supply of public
goods" caused by administrative bureaucracy (Channing, 2013), to
perform civil service functions transferred from the reform of the public
administration system to address the problem of "government failure" At
the same time, as the most important content of industrial social services,
it can also provide services for the "weak working conditions" of workers,
such as the lack of voice and mobility in labor organizations, to strengthen
their power and improve their disadvantaged position.?®

The evolution of the form of organization of labor shows that: firstly,
the transfer of the combination of factors of production outside the
enterprise led to the destruction of the workplace and labor relations.
Secondly, the transition from the internal combination of factors of

production to the internal and external combination of the enterprise, the

28 Qian Ning. Managing Labor Relations and Building an Industrial Social Order.
Beijing. Pthe newspaper materials of Renmin University in China. 2014. Ne 6. C. 16.
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transition from subordinate labor as the main direction to the flexibility of
employment and the "labor relations" that existed in large numbers before
the era of "Internet +", and the era of "Internet +" .It is nothing more than
an opportunity to intensify it. Third, the Internet+ era changed only the way
labor was combined with the means of production, but did not change the
nature of the combination of labor and the means of production. In view of
this, it 1s still necessary and possible for "online contract workers", to
understand their employment relationship or labor relations by the nature
of the combination of labor and means of production. In the context of the
new form of employment, the importance, relevance and complexity of the
identification of labor organizations of enterprises will be an opportunity
to accelerate the reform of labor legislation to meet the needs of labor
market flexibility.?*

Labor organizations are involved in the entire labor process, so trade
unions, which are of great importance for the protection of workers, have
also become objects of research by sociologists. A. V. Petrov considered
the history of development and problems of Russian trade unions in the
article "Russian labor movements and trade unions: problems and trends
of development". He believes that sociological research is an important

source of information. They may reflect changes in the emotions and needs

24 Government of the People's Republic of China. Guidelines for the protection of the
rights and interests of employees in new forms of employment. (& F 43P #rmt MV 72
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of ordinary workers who have or have not joined unions. Sociological
studies of the trade union movement are also the most important source of
trade union statistics. Trade union leaders and employers' representatives
who conduct social dialogues on behalf of trade unions, as well as
representatives of public authorities that manage social and labor relations
at the national economic level, are in great need of these statistics. However,
it should be noted that at the beginning of the 21st century, Russian trade
unions were the largest civil society organizations, numbering 30 million
members, which accounted for 45% of the total number of employees of
various forms of ownership. Such a large number testifies the important
role of trade unions in regulating labor relations, the high degree of
workers' confidence in trade unions and the need to improve trade union
work, that is, how to increase the effectiveness of the struggle for the
interests of the working class in today's free market.

According to A. V. Petrov, with whom it is quite possible to agree,
Russian scientists have divided the development of Russian trade unions
into three stages. At the first stage, trade unions appeared in Russia.
Russian trade unions emerged during the industrial boom of the late 19th
and early 20th centuries. In the difficult situation of the tsarist regime, the
tsarist authorities brutally suppressed the nascent workers' organizations.
The emergence of Russian trade unions is largely connected with the

development of the social democratic labor movement. The leader of the
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social democratic workers' movement is G. V. Plekhanov, the founder of
Russia's first Marxist organization. It was Plekhanov who showed young
Russian trade unions the international workers' and trade union movement.
In the spring of 1905, during the First Russian Revolution, most sectors in
the economically and industrially developed regions of Russia
spontaneously formed trade unions. In October of the same year, the first
meeting of representatives of the All-Russian trade unions was held. With
the failure of the first Russian Revolution, political repression caused
serious damage to the trade union movement, and many trade unions were
closed but soon resumed their activities. Since 1906, the tsarist regime had
to officially recognize the existence of Russian trade unions, such as the
Federation of Trade Unions. At the beginning of 1907, 3.5% of the
employed workers joined the trade unions. The trade union participated in
the election campaigns of the first and second State Duma.

The second stage in the development of the trade union movement
began with the establishment of the Bolsheviks and the Soviet regime in
power. In the early years of Soviet Russia, the government began to transfer
certain functions of the state, municipalities and other authorities to trade
unions. In Soviet Russia there is a tendency to centralize trade unions. The
Central Council of All-Union Trade Unions (formed in 1917) is its highest
governing body and directs all trade union activities during the closing of

the Congress of Trade Unions. Researchers of Soviet trade unions noted
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that the social and economic obligations of trade unions during the period
of prosperity of Soviet power were extremely extensive and diverse. There
are as many as 170 functions of trade union committees of Soviet industrial
enterprises, ranging from the desire to increase labor productivity and
ending with the organization of summer holidays for children. Therefore,
trade unions are very influential organizations in the country. By the late
1980s, official trade unions in the Soviet Union were an integral part of the
state system of government.

The third stage is associated with radical market reforms in Russia,
which began in the early 1990s. Radical market reforms require trade
unions to make major changes in their functions and role in protecting the
interests of workers. Russian trade unions are no longer part of the state
system of governance and must begin to play their own role on their own.
Neoliberal national policies in the 1990s were accompanied by the division
of the Russian trade union movement. "Traditional" mass trade unions,
previously organized within the framework of the trade union movement,
coexisted with the Federation of Independent Trade Unions of the Russian
Federation (the legal successor of the Soviet trade unions and the Central
Council of All-Union Trade Unions), which united in the early 1990s.
Many "alternative" trade unions appeared, some of which joined the
Russian Federation of Labor (KTP) and the All-Russian Federation of

Labor (CGT). Overcoming this division and uniting the trade union
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movement are important tasks related to their own future in the
development of Russian trade unions in the early 21st century.

A. V. Petrov believes that trade unions, which have independent forms
and are independent of the state and employers, faced many problems in
the process of their development, which can also be conditionally
attributed to the problems of labor relations at the macro and micro levels.
Trade unions therefore play an indispensable role in the development of
work organization. ?° Since the trade union is an important part of the
organization of the company's labor, this important institution of civil
society should be included in the studies of the labor organization of
Multinational companies. Thus, the next section analyzes the features of
the organization of labor of transnational companies in Russia and China,

including this factor of social protection of workers too.

% petrov A. V. The Labor Movement and Trade Unions in Russia: Problems and
Trends. // Ttheoretical dynamics abroad. 2012. Ne 9. P 96. (& Z H#r89 T AN i=zhF0 T

R DBASEREESE. WEFTRK A V.EINERFNZS.2012 £5 9 #§. 96) (in
Chinese)
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Chapter 2 Modern Organization of Labor in Russian Transnational

Companies

2.1 Prerequisites for the development of labor organization in Russian

transnational enterprises

Many factors influence the construction of the company's labor
organization, and the organization of labor in different countries,
respectively, has different characteristics. Therefore, to study the
features of the labor organization of Russian transnational companies, it is
necessary to proceed from the national conditions of Russia. Among
several factors affecting the organization of labor, the labor market has a
huge impact on the organization of labor in the company. The main aspect
of the labor market is the quality of the labor force. In connection with the
with this, the level of quality of the labor market in Russia is much higher
than in China. According to statistics, the average Russian citizen has a
much higher level of education than the world average. According to a
study by the Russian Research University Higher School of Economics,
Russia is among the countries with the highest proportion of people
receiving higher education in the world. The share of Russians aged 25 to
64 with a diploma of higher education reaches 54% (see Table 1), which

means that Russia has a high proportion of people who graduated from the
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university.?® This is a rich legacy of the Soviet-era education system for
modern Russia. According to sociological surveys, 84% of residents of
large and medium-sized Russian cities believe that they can get a good
modern education in their cities.?” A large number of well-educated
citizens can provide a wealthy workforce to different companies and
organizations, especially college graduates, which can create higher
profits for businesses.

Table 1. Proportion of the population with higher education aged 25

to 64 years in different countries (in %)?®
Country Age 25-64 years(%)
Russia 54
United States 44
Germany 27
China 17

Russia also has an advantage in terms of labor and social security.

26 \Who has access to higher education in Russia. [Electronic resource] URL:
https://ig.hse.ru/news/190611819.html. (Date of access:30.01.2017)

2! Report on the situation of young people and the implementation of the state youth
policy in the Russian Federation. Youth and Youth Policy in Russia in the Context of
Global Trends. Ministry of Education and Science of the Russian FederationRadio.
[Electronic resource] URL: https://fadm.gov.ru/documents/download/672/
(Retrieved:25.08.2015)

28 OECD data for 2019. [Electronic resource] URL:
https://www.hmong.press/wiki/List_of countries_by tertiary _education_attainment#
Countries_by level of tertiary education.


https://www.hmong.press/wiki/List_of_countries_by_tertiary_education_attainment#Countries_by_level_of_tertiary_education
https://www.hmong.press/wiki/List_of_countries_by_tertiary_education_attainment#Countries_by_level_of_tertiary_education
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Russia reached a high level of industrialization in the first half of the 20th
century (unfortunately, at the end of the 20th century, in the process of
neoliberal reforms, it experienced a cruel "deindustrialization"). It is
currently in the process of reindustrialization. Back in the Soviet period, a
social security system was created in Russia, covering the entire people.
Although this system was seriously deformed during the reforms in the
1990s, it retains its significance and power to this day.

But in terms of the size of the labor market, Russia is relatively small.
In Russia, population decline has become an alarming socio-economic and
demographic problem. Since the collapse of the Soviet Union in 1991,
Russia's population has declined for many economic and social reasons. In
1993, Russia's population was 148.6 million, and by 2008 it had shrunk to
about 142.8 million?®, nearly 6 million people. Since 2009, Russia's
population has stopped declining and has shown a slight increase for eight
consecutive years. In 2013, Russia experienced a natural increase for the
first time since the reforms began. Population: 22,900 more people were
born than died. In 2015, the total population of Russia increased to 146.3
million people, and the goals and objectives of the "Concept of
demographic policy of the Russian Federation until 2025" were fulfilled

ahead of schedule. In 2017, Russia's total population grew to 146.88

29 Vishnevsky. A.G. Demographic crisis in Russia. Russie.NEI. Visions. 2009. Ne 41.
C17.
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million, the second most populous population in Russia since the
collapse of the Soviet Union (see Figure 1). But at the same time, the
average age of the Russian population in 2002 was 33 years, and in
2020 it increased to 40.2 years.*® In eight years, it increased by 6
years. This means that the population of Russia as a whole has
stabilized and is moving to middle age. This figure is higher than the
average for most countries of the world.

Figure 1. Total population of the Russian Federation (Russia) for
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In a socio-demographic sense, Russia has completed the
transition from the traditional model of childbearing (the main feature

is to have more children) to the modern model of childbearing (the

%0 Shcherbakova E.M. Demographic results of the first half of 2020 in Russia (part 11)
// Demoscope Weekly. 2020. Ne 869-870. [Electronic resource] URL:
http://demoscope.ru/weekly/2020/0869/barom01.php (Date of access: 30.01.2022)

31 Russian Federation (Russia) - how many population in 1991-2020? [Electronic
resource] URL.: https://xn----8sbncanfseqabeh4bfdoOg7e4c.xn--plai/
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main feature is to have fewer children). Such a transformation of Russia
occurred much earlier than in China. This transformation began in Russian
society shortly after the end of World War II and was largely completed in
the 1970s. However, Chinese society was still in a state of high fertility
until the early 1970s. The transformation began in the mid-1970s, but it
developed extremely quickly and was largely completed by the early 1980s.
The differences between China and Russia in changing fertility patterns are
evident not only in the length of the transformation time, but also in the
motivation for the transformation, as the transformation in Russia occurs
spontaneously. These factors have influenced the organization of labor in
modern Russian companies.

However, the economic and social factors that led to Russia's
population decline have not fundamentally improved, and the decline in
demographic pressure has resumed after a short period of weakening. Since
2018, Russia's population has begun to decline again, and this decline is
intensifying (see Figure 2). The number of deaths in 2020 increased by 18%
compared to 2019 and amounted to about 2.139 million, of which about
104,000 deaths were directly caused by the COVID-19 pandemic. During
the same period, the population born in Russia was about 1.437 million
people, which is 44,600 less than in 2019. The number of deaths far
exceeds the number of births. and natural population decline has reached

its highest level since 2005. The epidemic has limited the influx of foreign
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immigrants, and in 2020 only about 100,000 foreign immigrants will
live in Russia. The combination of natural population decline and a
sharp decline in foreign immigration has led to the fact that in 2020
the population of Russia will decrease by about 600,000 people,
which is 18 times more than in 2019, and is the highest figure since
2003.

Figure 2. Birth rate, mortality and natural population growth in

Russia by year®?

PoxaaemocTb, CMEPTHOCTb U eCTeCTBEHHbIA NPUPOCT HaceNieHUsa Poccuun

In V.V. Putin's message on the situation in Russia in 2020, the
statement on population issues occupied a third of the message, and
in the message on the situation in Russia in 2021, it was indicated that

the population of Russia is in an "emergency situation".3® The

32 Birth rate mortality and natural population growth in Russia by year. [Electronic
resource] URL.: https://infotables.ru/statistika/31-rossijskaya-federatsiya/784-
rozhdaemost-smertnost

% Lee Ming. Demographic changes in Russia for the last 30 years and the last three
years // The world of knowledge. Beijing. 2021. Ne 6. P 62 (i3 % 30 £ 513 X =F &

THIAO T2, HREMR, Jb5, 2021 F£55 19 H#A. 62) (in Chinese)
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working-age population is the main reserve of the able-bodied population.
The labor reserve is facing increasing depletion, with a labor shortage of
10 million people, which has led to high labor prices, especially in
resource-rich areas such as oil, natural gas and timber in the Far East and
Siberia. The shortage of a young and strong male workforce has become
more severe, which has slowed Russia's economic growth to a certain
extent. It can be considered that the importance and relevance of
demographic problems in Russia have risen to an unprecedented level.
Demographic problems have become an important factor affecting Russia's
internal affairs and foreign policy. Population decline and aging are very
detrimental to Russia's economic development. Studies have shown that
among the factors contributing to Russia's economic growth over the past
20 years, the contribution of the labor force has played a relatively small
role, and the contribution of investment capital is of great and relatively
stable importance. The impact of energy prices on economic growth is very
important. This trend has had a negative impact on the construction of the
organization of labor of companies and the socio-economic development
of the country. The number of practitioners in industry, construction,
agroforestry, science and scientific services has declined, leading to a
serious brain drain. Ensuring the rational use of the country's labor
resources has become the most important task of Russia's socio-economic

development. Labor shortages have also forced Russian company
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executives to pay more attention to wages and social benefits, as well
as labor rights guarantees, in order to attract and retain qualified
personnel.®*

It is for the above reasons that in recent years more and more Russian
scientists have also conducted relevant research on the organization of
labor in transnational companies. Analyzing the shortcomings of
international organizations and laws in protecting the rights and interests
of workers, some scientists pointed to the importance of labor
organizations of multinational companies: an integrated approach is
needed to regulate and monitor the behavior of companies on issues of
workers' rights. It is not enough to have the influence of international
organizations, because this issue can be truly resolved only with the
support of countries where branches of multinational companies are
located. In addition to the company's own labor organization, Russian
labor legislation also supports the organization of the company's work.
Labor legislation of Russia defines in detail the rights and obligations of
employees and enterprises, which are of great importance for the
protection of labor organization in the company. These detailed laws

provide comprehensive legal support to trade union organizations to

3 |van Alexandrov. Russia: A Sharp Acceleration of the Brain Drain — a National
Disaster or "Nothing Tragic"? [Electronic resource] URL.:
https://russian.eurasianet.org/ Russia-sharp-acceleration-brain drain---national-
disaster-or-"nothing-tragic" (Accessed:5/10/2021)
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protect the legitimate rights and interests of workers and enable trade union
organizations, including multinational companies, to take effective
measures to remedy violations of workers' rights and interests.%®

Russia's economic system began to transform in the 1990s. Under the
influence of radical reforms such as "shock therapy," many companies,
including multinational companies, were created relatively late. Combined
with the volatile legal, tax and financial environment, many companies are
very difficult." During this period, the labor group of Russian enterprises
was still at the initial stage of development, and its status of survival and
development was not optimistic. As a result, violations of labor laws and
workers' rights by enterprises are more serious than in other periods. For
Russian companies, most of the improvement of labor organization in the
company is still at the level of fulfilling basic legal obligations, and there
is no potential for studying and improving the level of labor organization.
From the point of view of the Russian government, the problem of
corporate wage arrears and high unemployment have always been
important factors affecting stability in various regions of Russia. Therefore,
the Russian government attaches great importance to the fulfillment of the
basic legal obligations of domestic enterprises, especially transnational

enterprises, in the field of regulation of social and labor relations. In

3 Makarevich M. L., Antonova P. A. Problems of increasing the responsibility of
transnational corporations in the field of observance of workers' rights // Innovative
economy: prospects for development and improvement. 2017. Ne 1. P 199.
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general, the Russian government provides great support to small and
medium-sized enterprises in terms of economic policy, reducing the burden
of corporate taxes, simplifying the relevant procedures, such as company
registration and daily inspections, and guaranteeing their production and
development, the Russian government contributes to the fulfillment of
the basic legal obligations of enterprises. Enterprises that are about to
face bankruptcy are forced by the Government to comply as much as
possible with the relevant procedures for their operation and bankruptcy
and to adopt the principle of openness as soon as possible so that their
employees have the right to know and exercise their basic rights to
wages and financial support. It can be seen that for enterprises, the
government cares more about fulfilling the basic legal obligations in
fulfilling corporate social responsibility, because only after the
organization of labor is perfect, it will be possible to protect the rights
and interests of employees and reduce the negative impact on society.
Responsibility for workplaces and salaries of employees is a daily social
responsibility of the company in Russia.

While many Russian companies, especially small and medium-sized

enterprises, struggle to survive, some large state-owned enterprises in

%.Li Jianmin. The Russian Economy 30 Years After the Collapse of the Soviet Union:
An Analysis of Transformation and Growth // Beijing. Economy of Eurasia. 2021. Ne

4.P 4 (7rEREA 3 0 FRCRMNEZ AT HE SRR FRERE LR KT
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the former Soviet Union were privatized in various ways in the process of
radically transforming the Russian economic system in the 1990s.
enterprises in the field of energy, minerals and finance. Due to the rapid
development of the resource sector of the Russian economy in the last
two decades, these "oligarchic" companies based in Russia have grown
rapidly and gradually turned into large transnational companies that occupy
an important position in the economic development of Russia. Compared
to small and medium-sized enterprises, these large multinational
companies have great financial power, a large number of employees and
the ability to contribute more to the construction of new systems of labor
organization. Therefore, the improvement of the organization of labor of
Russian companies and the fulfillment of the corresponding social
obligations largely fell on the shoulders of these large transnational
companies. In fact, the Russian government has also repeatedly demanded
that its own multinational companies take on more social obligations,
which also requires companies to better regulate social and labor relations.
Dmitry Medvedev once called for "In Russia, the activity of private
business for the benefit of the state and society has been stimulated for
many years by "social responsibility." And now, when the state has raised
the issue of modernizing the economy, private business has again been

reminded of this responsibility. "Big money comes with a lot of
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responsibility."3’

In order to develop better in the face of domestic and international
competition, Russian multinational companies also pay attention to the
impact of the mechanisms and goals of assessing corporate social
responsibility in order to maintain their own good corporate image, and
the corporate image is inextricably linked with the improvement of labor
organization, so building social responsibility will force companies to
build labor organization. At the same time, in order to open the market
for the development of foreign business, the Russian government has
also improved the structure of labor organization, guided by the national
standards of enterprises in assessing and implementing corporate social
responsibility. In recent years, Russian multinational companies have
achieved great development in the organization of labor thanks to the
assistance of the government. A concrete manifestation of this is that
since 2004 the Russian government has begun to pay attention to the
introduction and development of corporate social responsibility. The
Russian Federation of Entrepreneurs has adopted the "Russian
Corporate Social Charter", which marks the official promotion by the
government of the practice of social responsibility in enterprises. In the

same year, the Agency for Social Information, the Institute of Economic

87 Vladimir Kuzjmin. Conscience of Modernization // Rossiyskaya Gazeta. 2010. Ne
30.
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Foundations of Cities, the Russian Federation of Entrepreneurs, the Club
of Corporate Philanthropists and the Institute for Enterprise
Development of renova Group jointly established the "Business Club for
the Development of Non-Financial Reporting", which became one of the
main institutions contributing to the development of corporate reporting.*

In Russia, one can observe a different attitude to the development of
different types of enterprises both from the point of view of legal norms
and from the point of view of the orientation of state policy, and attention
can be paid to the difference between different levels of corporate labor
organization. The government's attitude is also very different. As
mentioned earlier, for large multinational companies, thanks to their
financial resources and their own development capabilities, the
Government often pays attention to the functions of the labor organization
in the maintenance of public facilities that have an impact on public life
and pays attention to the fulfillment of its social obligations within the
framework of "public-private partnership". In the fields of sports, arts,
medicine and health, and education, local authorities introduce commercial
resources by signing formal cooperation agreements, on the one hand, the
Government uses this method to mobilize the enthusiasm of private

enterprises to participate in and support enterprises through "public

3 Website Businessgo cluba on the development of non-financial reporting.
[Electronic resource] URL.: https://soc-otvet.ru/
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procurement of services"; on the other hand, it also contributes to the
economic development of the enterprise itself and can allow it to achieve
the goals set for the organization of the company's work. Generally
speaking, the form of organization of labor of large companies is more
reflected in the unified fulfillment of legal and moral obligations of
corporate social responsibility. Since the activities of large enterprises
are relatively standardized, there are relatively few violations of legal
obligations, so the political orientation of management is focused on
fulfilling its moral obligations.

For small and medium-sized enterprises, this plays an important role
in increasing market flexibility. The low cost of job creation by small
and medium-sized enterprises is their incomparable advantage over
large enterprises in the labor market, and their role is indispensable for
flexibly filling gaps in the market that large enterprises, such as retail,
services, medical and research services, cannot cope with. The social
development plan implemented by the Russian state clearly defines the
role of small and medium-sized enterprises in reducing unemployment.
Small and medium-sized enterprises "may accept pensioners, minors,
persons with disabilities with certain working abilities, mothers with

many children, etc. "3 1t can be seen that for Russia, the healthy

% Pavlova O. N. Malyi i sredniy biznes: logisticheskaya i sotsial'no-ekonomicheskii
functions // Nauka i tekhnika. 2007. Ne 5. P 61.
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development of the organization of labor of small and medium-sized
companies is especially important for social stability and economic
development. However, in the process of development of small and
medium-sized enterprises, due to the influence of the Russian "shadow
economy", they are often subject to bankruptcy caused by excessive
workload and financial difficulties in development. Therefore, for the
Russian government, in order to help small and medium-sized enterprises
better survive and develop, and then perform their labor functions, on the
one hand, it is necessary to strengthen political support, and on the other
hand, it is necessary to prevent the non-payment of wages by small and
medium-sized enterprises due to inefficient capital investments, as well as
violation of the rights and interests of workers due to bankruptcy. Based on
this, the fulfillment of the main corporate social obligations of small and
medium-sized enterprises ensures the protection of the rights and interests
of employees and the fulfillment of salary promises on the basis of
compliance with discipline and the law and mainly focuses on the
implementation and implementation of legal guarantees.

From this it can be seen that one of the main experiences of labor
organization in Russian companies is to focus on identifying differences in
the content of social responsibility of different types of enterprises. The
Government has different approaches and policies with regard to

enterprises of different types and sizes and pays attention to the regulation
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of social responsibility at different levels. For large enterprises, such as
multinational companies, they must carry out their functions of
organizing work in all directions, whether it is the implementation of
legal or moral obligations; For Russian small and medium-sized
enterprises, compliance with discipline and the law and the protection of
the rights and interests of employees are important aspects of performing
the functions of their company's labor organization, and they mainly pay
attention to fulfilling their legal obligations. As long as they can
effectively protect the rights and interests of employees, small and
medium-sized enterprises can guarantee their normal operation.
Therefore, the study of the features of the organization of labor of
Russian transnational companies allows us to effectively understand the
system and structure of labor organization of Russian companies, which

is of great importance for research on the sociology of labor.

2.2 Features of the organization of labor of Russian transnational

enterprises

Motivation is an important function of the organization of the
company's work. According to B. F. Skinner's operant conditioning
theory, human behavior is determined by the external environment, and
external factors can improve behavior, and people's behavior is the result

of their previous training. If someone's behavior is appreciated (positive
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reinforcement), they can repeat the action. If an action is not recognized, it
is unlikely to recur (regression), and the person's behavior will lead to
negative consequences (improvement or punishment), and the behavior
will usually be stopped. However, punishment does not guarantee a loss of
behavior. The importance of operant conditioning theory for motivation
lies in the fact that in management, a person can control behavior at work
by controlling motivation. Therefore, the company's managers should set
clear goals when implementing motivational behavior, and the actual
motivational behavior should have a clear direction: divide the entire
process of achieving the goal into small steps in order to form the behavior
of enthusiast’s step by step. This information allows motivated people to
be aware of the results, encourages the correct behavior of motivated
people, or corrects and corrects the wrong behavior of motivated people in
time.

From the point of view of incentive functions, the organization of labor
of Russian transnational companies has its own characteristics. Just like the
eagles on the Russian state emblem, which symbolize east and west, the
labor organization policy of Russian companies also has eastern and
western characteristics. During the Soviet period, extensive research was
carried out on the creation of a scientific organization of labor, but in a later
period, the relevant research was limited to a certain extent, until after the

collapse of the USSR, new forms of labor organization entered the field
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of view of sociologists. Some companies tried to restore the Soviet
system of regulation of social and labor relations with the help of
traditional boards of honor and large-scale competitive measures.
while others blindly used the methods of Western countries. The
introduction of such methods is characterized by spontaneity and one-
sidedness and has not yielded effective results. Leaders are trying to turn
the tide by creating a holistic system based on the principle of multiple
incentives, including individual attitudes. In Russia, wage increases are
gradually becoming a model of motivation and management of
enterprises and are an effective means of motivating employees. Russian
CEOs use wage incentives to meet the needs of their employees and
achieve the company's goals. Payroll incentives are a method of
measuring employee productivity through a combination of qualitative
and quantitative assessments. It's an incentive model that makes it easy
to create incentives for employees. Since wages affect both aspects, it is
not only an acknowledgement and appreciation of the current hard work
of employees, but also an expectation and assessment of the level of
employees' salaries that they can receive in the future, which has a
positive effect on the work of employees. Employees can use the salary
rate as an indicator of self-worth to motivate them to continue working
for the company and make their own contributions. Through hard work

and enthusiasm, employees have been given more efficient and well-
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paid jobs, which not only increases their professional enthusiasm, but also
allows employees to experience a sense of accomplishment and inner
satisfaction, as well as respect others in the process of promotion. The
creativity and enthusiasm of employees are further stimulated. If
employees want higher salaries, they must continue to work hard and
improve their skills. If a person has contributed more to low-level positions,
their salary can be significantly increased through promotions. Among
individual companies that do not have a full-fledged personnel
management system, and some small unregulated companies, they have
not yet been able to fully realize how important it is to effectively manage
wages. In the course of practice, many companies gradually realized the
importance of remuneration and came to the conclusion that more effective
management of employee remuneration can significantly increase the
competitiveness of the company. Rewards can not only confirm and
confirm past conduct, but also assume that future work expenses will be
paid. Wages recognize an employee's ability to work to a certain extent for
the sake of an employee's behavior and development prospects. Therefore,
payroll management is not only financial management, but also a complex
but effective method of incentives. Of course, this can include incentives
for achievements and incentives for positions. In recent years, wage
incentives have been increasingly used in the management of companies,

and the results have been remarkable. Employees of enterprises need
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money in the early stages of their work. Now they are more eager for
spiritual satisfaction. Russian business managers are gradually reducing
the share of basic wages in employees' wages and increasing the share
of other basic wage incentives.

For example, Carl Fey's (2010) main preliminary findings on human
resource management about the system of foreign subsidiaries in Russia
can be summarized as follows: The wage system is based on a good basic
salary, and wage incentives are active. There are many additional non-
monetary benefits, including free or subsidized meals during hot shifts
and additional medical care. There are many additional non-monetary
benefits, including free or subsidized meals during hot shifts and
additional medical care. Insurance. Tremendous efforts have been
made to retain staff at all levels. Great importance was attached to
training and development. 404

In addition to wage increases, labor incentives that can be
implemented in Russia include timely payment of jobs, bonuses, social
bonuses, improved working conditions, retraining opportunities,

professional skills enhancement, team relations, the attitude of

40" Carl Fey. pening the black box of motivation: A cross-cultural comparison of
Sweden and Russia // International Business Review. 2005. N. 3. Vol. 14. P. 350.

1 Igor Gurkov. Human resource management in russian manufacturing subsidiaries
of multinational corporations. [Electronic resource] URL.:
https://wp.hse.ru/data/2014/11/25/1101696968/28MAN2014.pdf/ (Retrieved
11.25.2014)
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administrative managers to personnel, the stability of business conditions
and stable employment prospects. When regulating the organization of
work, companies can use various incentives: for example, in accordance
with the principle of distribution of contributions, the salaries and bonuses
of technical personnel and sales personnel who have made a significant
contribution are much higher than those of their superiors, so they can feel
comfortable in their existing job, even if they are not promoted in the
position, they can receive higher wages, which makes employees believe
that only by working hard for the company, they can self-actualize in
working for it. Since successful technicians and salespeople can self-
actualize in labor, they invest all their energy and personnel in the work
that suits them, thereby ensuring maximum efficiency and productivity. In
addition, Russian companies, especially large multinational companies, are
usually able to give their employees a sense of security and recognition.
Even if the productivity of their employees is not outstanding, they will
generally not easily take action to fire them (unlike Chinese multinational
companies, especially private companies, which tend to immediately
dismiss employees for poor performance), so it can be said that the methods
of stimulating the labor of Russian companies are more conducive to
retaining employees in their workplaces. According to statistics, 70% of
Russian employees have worked in their company for more than 10 years.

This is inextricably linked to reasonable incentives for the organization of
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the company's work. Only by allowing employees to feel safe and
satistfied with their work can their talents be preserved and the company's
productivity increased. As an example of a Russian multinational

company, the organization of work 424

of Gazprom AG is a model of
employee motivation. The unified system of incentives for Gazprom AG
personnel supports employees in a constant desire for new achievements.
The goals and principles of material and non-material incentives for
employees are disclosed in the company's unified remuneration policy.
Gazprom continues to develop and implement a method based on the
accumulative incentive model, which is the basis of the company's
compensation and social support plan. The cumulative incentive model
includes salary packages, a number of benefits, as well as career and
professional growth opportunities for employees. The company analyzes
the labor market in the operating zone and regularly reviews the level of
wages in order to ensure the competitiveness of the material
remuneration system. In 2020, Gazprom Neft's average monthly salary
amounted to RUB 141,000 (despite the difficult situation on the market,

it still grew by 5%). This is much higher than the company average.

Therefore, Gazprom Neft's staff turnover rate has decreased since 2017.

42 Ayana. Analysis of the model of motivation of Transtelecom employees.
Changchun: Jilin University. 2012. P. 28 (% #reki@ /A =) 52 TERAET 2 4. o 7
ALEH. S MAF.2012 £E. 28) (in Chinese)

43 Aksenova E.A. Personnel Management. Unity-Dana, 2018. C 423.
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(see figure 3)

Figure 3. Staff turnover rate (%) at Gazprom Neft*

Staff turnover rate (%)

52

2016 2017 2018 2019 2020

The peculiarities of the labor organization of Russian transnational
companies are closely related to their history and culture. The special
organization of work is consciously focused on the development of
employees' sense of community, responsibility and participation, which is
also a distinctive feature of the Russian national character. Russia is located
in Eurasia, which makes its culture bilateral with Eastern and Western
cultures. Almost a thousand years of social history and culture of Russia
cultivated a traditional economic culture. Whether it was the ideology of
autocratic rule of the tsarist period or the highly centralized and
bureaucratic methods of governance of the former Soviet Union, the

traditional egalitarian economic model and bureaucratic methods of

44 Report 2020. Gazprom Neft. [Electronic resource] URL: https://ar2020.gazprom-
neft.ru/sustainable-development/work-with-personnel.
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management were reproduced in all periods. After Russia entered a
period of market transformation, it attached great importance to the role
of individuals in the management and implementation of innovations in
enterprises and relied on the business philosophy of European
companies to create a modern system of labor organization in their
companies.

(1) Change the concept of absolute obedience to leaders and a strict
hierarchical system in a planned economic system. Employees can
participate in decision-making in the enterprise and enjoy a certain right
to vote and democratic power. By changing the paternalistic
management style, employees got rid of their dependence on leaders and
dared to take on work duties.

(2) Encourage employees to innovate, fully show their subjective
initiative, improve their abilities and qualities and increase the benefits
for the company. Employees of the company have the ability to develop
the market, have extensive knowledge of the market economy and are
familiar with the mechanism of functioning of the internal market. Pay
attention to the technical abilities of employees and their ability to solve
complex problems, encourage employees to learn new work skills and
gain experience in market conditions. By changing cultural values,
employees can better adapt to the demands of a market economy for

professional quality and become new employees with independent
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awareness of market innovations.

The first is the development of communicative awareness. When
building a self-learning organization, the main concepts should be
communication and feedback, which contribute to the fact that everyone
shares responsibility for systemic problems. However, for a long time in
the past, Russian companies did not pay much attention to feedback. Their
information flow was mostly vertical, and managers are reluctant to share
information and provide feedback to subordinates. Similarly, employees
often only accept information and do not provide feedback. To a certain
extent, this is still influenced by the Soviet period in the history of labor
regulation, and it is also closely related to the power distance in Russian
culture, which led to a gap between the upper and lower levels. In response
to these problems, labor organizations of Russian companies gradually
realized the importance of reverse communication, carried out appropriate
development and accumulation of experience related to reverse
communication for all categories of employees, and also improved the
relevant skills of employees in terms of communication awareness and
communication skills.

The second is the development of a sense of responsibility. For a long
time, the Russian management system did not encourage managers and
employees to take risks and responsibilities when solving problems. This

confusion with personal responsibility can be explained by collectivism in
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Russian culture, on the one hand, such as the hierarchical organizational
structure and collective leadership system in the Soviet period, which
promotes collective (rather than individual) responsibility. The state plan
defines the goals, structure and development of the enterprise, and
managers cannot always control the results of organization and
production. Avoiding responsibility has become their consensus; on the
other hand, it can be attributed to the avoidance of uncertainty in Russian
culture. Russian managers score higher on uncertainty avoidance than
American managers,* which means that managers have a high level of
anxiety when faced with uncertain situations. However, managers of
Russian companies have great power, which contradicts the principle of
reciprocity of duties and powers. Modern Russian companies have
realized the equal importance of awareness of personal responsibility
and awareness of collective responsibility, and the promotion and
promotion of both has gradually become an important content of the
practice of human resource development. Most companies increase the
sense of responsibility of their employees through appropriate
educational and training activities and promote a combination of
personal interests, corporate interests, customer interests and social

interests to provide a good basis for the sustainable development of

%5 M. Warner. P. Joynt. Managing Across Cultures: Issues and Perspectives //
Thomson Learning. 2002, P. 89.
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enterprises.*°

Finally, it is important to participate in the development of workers'
consciousness. This is due to employees' internal feelings (such as
participation in decision-making, motivation, commitment to work,
productivity, and job satisfaction) and external organizational aspects (such
as employee communication and organizational culture). This is largely
characteristic of the Soviet period. In the past, state-owned enterprises
lacked a meaningful system of organizing workers, employment was
uniformly organized by the state, and individual autonomy was absent.
Modern Russian companies, especially transnational labor organizations,
gradually realized the importance of awareness of participation and began
to study the content related to the participation of employees in the Western
corporate culture and the tradition of human resource management, and
apply it in organizational practice. Compared to Chinese multinational
companies, the heads of Russian multinational companies are more willing
to involve their employees in the decision-making process. As mentioned
earlier, China has a relatively long power distance. Leaders prefer to make
decisions on their own and do not explain the reasons for their decisions.

Employees only need to follow the instructions. If there is a problem with

6 Sun Goshue. Practice Development Human Resources Russian Enterprises //
Beijing. Market Russia, Central Asia u Eastern Europe. Ne 7. 2011. P 16. (i % Hr 1
WA A TR R L REF LR T B W AR 1572011 F£55 7 H4.16) (in
Chinese)
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their implementation, management can take drastic measures; and in
Russian companies, employees can actively participate in the company's
decision-making process and make their own suggestions before making a
decision. Managers can also fully consider the opinions of employees.
Such a sense of participation facilitates the creation of a harmonious
corporate atmosphere, which favorably affects the construction of an
effective organization of work in the company.

From the point of view of corporate culture, Russia attaches great
importance to an effective vertical of power, respect for management
and a corporate community that pays attention to etiquette and power. In
the organization of the company's work, many business decisions are
made in an informal setting. To solve problems, people often have to
break the rules. In this case, in order to achieve a certain goal, it is
necessary to focus on official communication channels and strive for
friendly relations to solve the problem. As mentioned earlier, among
Chinese companies, employees are less likely to criticize their
management, while in Russia you can find the opposite by observing the
corporate culture: in some companies, constructive criticism of
management will not only not be suppressed, but will also be encouraged.
The corporate cultures of China and Russia also have different types. In
the vast majority of large enterprises in China, new employees must

undergo corporate culture training courses lasting from one week to one
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month after entering the workplace. During this period, they not only study
theoretical knowledge, but also undergo adaptation training in order to
fully understand and assimilate the corporate culture as fully as possible.
In Western companies, there are similar activities that can improve the
work of enterprises and the discipline of employees. In Russia, most
companies will also pay special attention to improving working methods,
improving relationships between managers and employees and improving
the working environment. Such a corporate culture will not lead to arbitrary
leadership. Russian companies have a long tradition. Their employees are
happy to celebrate various holidays or hold meetings together. Such a
corporate culture will quickly narrow the relationship between employees
and help unite employees. Therefore, a certain leader often initiates private
and relaxed communication. When negotiating, Russians value
interpersonal relationships and detailed plans. This had an impact on the
construction of the organization of work in the company.

When the organization of work of the company protects the rights and
interests of employees, equality between men and women is also a relevant
topic. The Constitution and labor legislation of the Russian Federation
prohibit discrimination on the basis of sex (article 3, "Discrimination in
employment is prohibited"). However, in practice, women may encounter
this, albeit in a hidden form. The wage gap between men and women in

Russia in 2019 amounted to 27.9% (calculated according to Rosstat, see
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Table 2), which is significantly higher than the world average.

Table 2. Gender pay gap in Europe (%)*’
Country Payment gap(%)
Russia 27.9
Germany 18.3
France 15,8
Finland 16.7

These data also appeared in Russia's national statistical survey on
achieving the Sustainable Development Goals, presented at the UN
Political Forum in July 2020: in 2019, the incomes of Russian men were
27.9% higher than those of women.

The pay gap between different economic activities and occupational
groups varies greatly and, as in other parts of the world, male-dominated
occupations often have a significant employment gap. For example, in
the group of professions "factory and machine operators, installers and
drivers", the wage gap is 29.3%. The gender wage gap depends on the
marital status and age of the women: the gap increases with the age of
the workers: if at the age of 16 to 29 it is 18-20%, then from the age of

30 the gap will increase by 27-30%. Such wage dynamics are due to the

47 Gender pay gap statistics. [Electronic resource] URL:
https://ec.europa.eu/eurostat/statistics-
explained/index.php?title=Gender_pay_gap_statistics.
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fact that the childbearing period and the pre-school period of children fall
on the age of women after 30 years, when they usually work a shorter
working day, which leads to a decrease in wages.*® This means that,
from the point of view of equality in remuneration, it is necessary to
strengthen the protection of the rights and interests of female employees.
This requires that the organization of the company's work take full account
of the physiological characteristics of women, social status and marital
status in the development of the remuneration system, and that a scientific
and rational system of labor and wages for women be developed to ensure
that employees will be able to receive the same salary as male employees.

For example, among the professional group of "managers", the average
Russian gender pay gap exceeds the national average, reaching 32.7%. At
the same time, if we take managers as an example, in the Ivanovo region
this gap 1s 29.6%, which is higher than the average wage gap in the Russian
Federation (20.7%), but lower than the average wage gap of the entire
professional group. A study conducted by G. Thornton in March of this
year showed that Russia has become a world leader in the field of gender
equality among top management. In the vast majority of Russian

companies (91%), at least one woman holds the top management position,

8 Department of Multilateral Economic Cooperation of the Ministry of Economic
Development RRussia. [Electronic resource]
URL:https://www.economy.gov.ru/material/file/65f53df7ef144f6f6b43ea8529869f52/
101965562.pdf
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which is higher than in the UK (75%), France (79%) and the USA (81%).
That's not all. In 2017, the same study also showed that Russia has the
highest proportion of women in decision-making positions, reaching 47%

(see Table 3), followed by Indonesia (46%) and Estonia (40%), and Japan

only 7%.
Table 3. Proportion of women managers in Europe?®
Country proportion of women managers(%)
Russia 47
Germany 18
India 17
Japan 7

M. Artemiev, a historian and reporter for the Russian edition of
Forbes, believes that the reasons for gender diversity in the top
leadership can be associated with history, social and demographic
conditions and traditions. In the Soviet period, there were slogans on
the streets that "only countries with equal rights for men and women
can win." Due to physical strength, women do not usually work in
industries that are considered engineering fields. For example,
according to Russian law, the continuous weight of the manual load

for women during shifts should not exceed 7 kg, and when alternating

49 Grant Thornton. Women in business New perspectives on risk and reward. 2017. P
24.
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with other types of work, the manual load should not exceed 10 kg every 2
hours. which women could do, and its starting point was also the
protection of women's health. Some areas that do not require a lot of
manual labor have attracted a large number of women to employment. For
example, in industries such as finance, law, medicine and education.
Therefore, professions such as doctors, judges and teachers are
traditionally dominated by women. This situation changed after economic
reforms, and suddenly professions such as accountants and economists
became popular, allowing many women to occupy senior positions in
companies.®® In 2019, the Ministry of Labor of Russia carried out a large-
scale revision of the law and finalized the draft decree "On Approval of the
List of Productions, Works and Positions with Harmful and Dangerous
Working Conditions Restricting the Employment of Women". Starting
from January 1, 2021, Russian women will again be engaged in more than
100 professions, such as: crew members, drivers of electric trains and
steam locomotives, auto mechanics and drivers of agricultural tractors, as
well as, among other things, will be able to engage in the chemical
production of mercury, phosphorus, chlorine, iodine, morphine and other

materials, mining, metal processing and smelting of non-ferrous metals.

%0 Russia Leads B World along Number Women-Leaders. Russia Beyond.

[Electronic resource] URL:http://tsrus.cn/shehui/2018/08/14/662585/ (Date
Treatment: 14.08.2018) (B F i\ &M E B A B IK BAEKTH) (in
Chinese)
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Casting and welding, working as an aircraft mechanic, and working
to maintain aircraft engines are believed to seriously threaten women's
reproductive health. Women are still barred from participating in 100
occupations.>!

Equality between men and women in Russian companies was not
achieved overnight. Russia, which emerged after the collapse of the
Soviet Union in 1991, had to restore social order, including changing the
position of women in the family and at work. During Russia's economic
downturn, women's status in the workplace has been hit hard, and almost
very few women can hold leadership positions in enterprises.
Throughout the 1990s, many women entered the workforce but faced
obstacles to promotion. The Russian Government has subsequently
adopted a number of laws and regulations prohibiting discrimination
against women in employment - for example, the Federal Labor Act of
the Russian Federation (Revised Edition) states: "Ensuring equal
opportunities for all citizens of the Russian Federation, regardless of
nationality, sex, age, social status, political beliefs and attitude to
religion, in the exercise of the right to voluntary work and free
Employment choices have helped motivate the company's work

organization to protect women's rights. As mentioned earlier, larger

1 Work u future Russian Women. Sohu. [Electronic resource] URL:
https://www.sohu.com/a/347840517_ 260616 ({i % &< M4 A9z W B = A0 A 345 9K)
(in Chinese)
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companies, especially large multinational companies, will be exemplary in
compliance with legal regulations. For example, there are two women on
the board of Gazprom®?, the world's largest gas company, as opposed to a
Chinese partner that is affiliated with Gazprom, the China National
Petroleum Corporation, where all members of the board of directors are
men.”® Thus, in Russian multinational companies, the number of women
executives, as well as the rights and interests of female employees, reflect
the attention of company management to the rights and interests of women.

In the past, women who sought employment in Russia often found
themselves at a disadvantage in the labor market. Although they were
treated politely, they always lost out in competition with men, regardless
of whether the position of the opponent was higher than their own. Even in
seminars, women often find that their opinions are difficult to accept by
others, while the opinions of men are always favorable. However, with
development and progress.® This trend has also been reversed in modern
Russian society. This is also largely due to women's level of education. As

early as the 18th century, Catherine II, who advocated European free-

52 O «Gazprome>: [Electronic resource] URL:
https://www.gazprom.ru/about/management/board/

%3 About CNPC. China National Petroleum Corporation. [Electronic resource] URL:
http://www.cnpc.com.cn/ru/jtgc/gsge_index.shtmi

® Culture of Russian companies. Russian dragon. [Electronic resource] URL:
https://www.163.com/dy/article/DFRAQ6MQO0512F6HA .html (15 F & 1> Ml ST 4k 45

T Hr A FR) (in Chinese)
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thinking, attached great importance to education, especially after she
was determined to bring up a "new generation of people" in Russia under
the influence of the French enlightenment. To carry out such an
ambitious intention, the Empress realized that she had to start with the
mothers of her children, because they bear the burden of raising a new
generation. The education of Russian women began with the Noble
Women's School at the Smolny Monastery, which was founded in 1764
by order of Catherine II, Russian education really began to develop in
the early 19th century. In 1802, the Ministry of Education was
established. In 1803, the national education system was classified in
more detail and 4 levels were defined. However, women's education had
always been treated unfairly. Schools for girls, whether primary or
secondary, were much smaller than boys' schools, and they were not as
good as boys' schools in terms of teaching content. In the 1860s, there
was a general need for women to pursue higher education, and on this
basis, women struggled for a long time to exercise their equitable right
to education. At that time, it attracted wide attention in society. The
relevant organizations had not only held a number of discussions on how
to provide higher education for women but had also set up committees
to submit plans and petitions to the Government. Faced with this
situation, the Government at that time had to make concessions and

agreed to the establishment of women's training courses. After the
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founding of the Soviet Union, much more attention was paid to the rights
and interests of women. In 1918, the Soviet government promulgated the
"Regulations on Admission to Higher Educational Institutions," which
stated: "Secondary school graduates, regardless of gender, may directly
enter a certain university after passing the entrance examinations." This
removed obstacles to women's higher education and gave women the same
right to education as men. Women's higher education in the Soviet Union
developed rapidly. "In 1918, women researchers in higher education
accounted for 13.2 per cent, and in 1980 they were 40.6 per cent. A fifth of
the researchers of the Soviet Academy of Social Sciences were women."
After the collapse of the Soviet Union, after a period of social upheaval,
the Russian government began to take a number of measures to strengthen
social stability, promote economic development and vigorously pursue
educational reforms. This guarantees women's rights to education and
creates more employment opportunities for female graduates in the future.
It also provides businesses with a large number of talented women.
Companies can create more positions for women employees and promote
women's equality in employment.

The management of Russian multinational companies also attaches great
importance to the training of employees. Today, both external conditions
(national economic policy, legislation and taxation systems, the emergence

of new competitors, etc.) and internal organizational conditions (corporate
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restructuring, strategic and organizational structures of many companies,
technological changes and the emergence of new employees, etc.) are
changing rapidly, which forces most companies to face the need to train
employees to work in new conditions. The new organizational strategy
requires major changes in the personnel management system, and staff
training in these conditions has become a key element of the personnel
management process. Many organizations need to find the most
effective ways to increase productivity and efficiency. Now employers
are more interested in highly qualified and competent people who are
able to create goods and services that can successfully compete with the
goods and services that poured into Russia from the West and the East.
The training is aimed at preparing employees for the correct solution of
a wider range of tasks and ensuring the effectiveness of their work.>® In
the early days, the goal of developing managed employees of Russian
companies was actually to train employees who ensure compliance with
company policies. This manifests itself in focusing on developing the
quantitative skills of managerial staff and improving the basic
knowledge and skills of managers, including general management areas
(such as negotiations), business areas (such as organizational behavior),

leadership areas (such as team building), and technical areas (such as

% Magura M. I. Kurbatova M. B. Staff training as a competitive advantage. Personnel
Management, 2004. P 216.
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computers and software).

Over time, Russian companies gradually realized the problems
associated with this and began to pay attention to the development of
modern managerial awareness and skills in the field of management
development and consider this as an important issue in the development of
management. At the same time, the development of managers should not
only make them successful managers of companies, but also make them
possess the qualities of "creativity, resourcefulness and hard work". The
organization of labor of Russian companies has a very clear goal for the
development of employees who are not managers, namely: efforts are made
to improve their knowledge and skills in the field of professional
competencies, to master basic office procedures and knowledge in the field
of business psychology, to improve customer service and communication
skills, etc., in order to improve the ability of employees to work and
increase their productivity. This kind of human resource development
practice can provide the necessary reserves of human capital to achieve
excellent performance, which is of great importance for commercial
organizations, and also lays the foundation for the "horizontal career

"

growth" of employees.®® For example, in large multinational companies

5 Song Guixue. Practice of human resources development of Russian enterprises //
Beijing. Market of Russia, Central Asia and Eastern Europe. 2011. Ne 7. P 17. (%
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such as Gazprom, management often establishes good cooperative
relations with academic institutions in different countries where it has
branches. Employees can get opportunities to improve their professional
skills in joint universities, which can not only contribute to the creation of
an effective organization of the company's work, but also lay the
foundation for their own improvement.

In order to further ensure the effectiveness of personnel training, a
large transnational company Gazprom in 2016 created a corporate
university that combines mechanisms for training employees in various
divisions and areas within the framework of the company's labor
organization, laying the foundation for the normal operation of
transnational structures of labor organizations and the implementation
of the company's strategic goals. The staff trained at the corporation's
university includes both rank-and-file and senior staff, and the following
colleges have been established in accordance with the needs of various
positions in the enterprise: exploration and production (including the
production functions of the exploration and production unit and the
offshore development unit); logistics, processing and marketing;
company functions (including company functions of all blocks);
industrial safety and efficiency; management and corporate capabilities.

Table 4. Dynamics of personnel training at Gazprom Neft
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trained — total, | 2014 2015 2016
man

Including 50939 50395 52582
managers and | 27381 32904 33491
specialists

Work 23558 17491 19091
men 31073 30741 32075
women 19866 19654 20507

According to the table (see Table 4), the number of employees trained at
corporate universities in 2016 reached 52,582. in 2016, Gazprom-Neft
employed more than 66,000 people, of whom 51% were blue-collar

workers and 49% were managers, experts and employees. This means that

in 2016 more than 79% of Gazprom's employees were trained.

In addition to the corporate university, Gazprom has also created a
professional growth center to provide channels for the professional
development of employees in the company based on training on specific
examples. According to statistics, among the 130 internal coaches in the
growth center, there are 18 junior doctors and 4 doctors, while the total

number of coaches has reached 2547. In addition, Gazprom actively

" Annual bill. Gazprom Neft. [Electronic resource] URL: https://csr2016.gazprom-

neft.ru/hr-development/training-and-development
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cooperates with major Russian universities and colleges in the
development of targeted educational programs based on the company's
goals in accordance with the concept of joint training. Gazprom specialists
are actively involved in the organization of the educational process. The
inclusion of special courses in basic courses and joint master's programs
helps to develop the necessary abilities of students and provides targeted
training for young professionals.

Currently, the Gazprom-Neft department is being opened at the
Gubkin Russian State University of Oil and Natural Gas (NRU) and at
the Omsk State Technical University. Together with St. Petersburg
Mining University, Moscow Institute of Physics and Technology, Peter
the Great St. Petersburg Technological University, St. Petersburg State
University and Tyumen State University, targeted master's programs of
enterprises and advanced training courses were created to train students
in the specialty "Architecture and Civil Engineering" at the Ufa State
University of Petroleum Technologies.

In 2016, Gazprom and Tyumen State University jointly launched the
Master's program "Development of the Concept of Oil and Gas Fields".
The plan includes modules on the formation of communication skills,
teamwork skills, the ability to use various information technologies,
critical and systemic thinking and negotiation. Lecturers and experts of

the program are scientists and experts of Russian and foreign technology
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companies, leading Russian scientific, design, technological and
engineering centers. These joint educational projects have attracted a large
number of young talents for study. After receiving formal and targeted
higher education in colleges and universities, young qualified personnel
can enter Gazprom for work. As they gained a deep understanding of the
company and professional knowledge while in school, new employees will
soon be able to adapt to the pace of work and contribute to the company
and personal development.

Not only Gazprom, but also another large Russian multinational
company also provides extensive training opportunities for its employees.
Sibur Oil Group has also opened a corporate university to conduct training
and leadership development programs for the company's employees, as
well as to support the company's innovative projects. The training courses,
conducted jointly by Sibur staff and external experts, are aimed at
transferring knowledge and providing practical experience. It also includes
joint programs with world-class universities.

In 2018, Sibur, together with the International Business School INSEAD,
launched a corporate business training program developed by SIBUR
University of Entrepreneurship. The plan was developed for Sibur's two
levels of management and is currently being implemented, and it will be
further improved in two aspects. The first module of the plan is intended

for line managers and headquarters managers responsible for SIBUR
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Holding's plants, while the second module is intended for line managers
and headquarters managers responsible for SIBUR Holding's plants. is
intended for heads of headquarters and managers responsible for SIBUR
Holding's plants. Both program modules are based on the concept of
"leadership equity"”, focusing on finance, marketing, strategy and
operations management, which are the main areas of study. These two
modules are designed to open up new heights of business thinking for
Sibur managers, while providing an opportunity to learn from foreign
experience and global trends in all spheres of life. In 2021, Sibur
University of Entrepreneurship will be the first Among Russian
industrial companies to receive the international certification of the
QUALITY SYSTEM CLIP EFMD (European Management
Development Foundation Enterprise Learning and Improvement
Process Certification). ) is an international association of business
schools and corporate universities that has developed a quality
assessment and certification system for the corporate training function
CLIP (Corporate Learning Improvement Process). The system is aimed
at continuous improvement of corporate education. As part of the CLIP
Certification Committee includes leading international experts in the
field of corporate training, including the director of personnel and
training of large international companies and the head of the educational

program for managers of the world's leading business school. The
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certification process includes an assessment of the corporate university's
compliance with 35 CLIP quality standards, including: whether the mission
and goals of the corporate university are consistent with the company's
strategy, the effectiveness of the management system, the ability to respond
to the needs of business units, the process of developing curricula and a
combination of curricula, the quality and effectiveness of implementation.
allow subsequent stages of certification: internal evaluation and in-depth
audit by independent experts. These well-established training systems have
attracted a large number of talent for enterprises, according to the results
of the international study of Randstad Holding NV in 2021, Sibur tops the
rating of the most attractive employers in the chemical industry. The award
was awarded on the basis of the results of an independent international
study and received the active participation of more than 190,000 Experts
from 34 countries and 6136 employing companies. The survey was
conducted in Russia for eight sessions. Among the most important criteria
of a good employer, experts noted: a good salary (78%), financial stability
(78%), career growth (60%), a pleasant working atmosphere (59%) and an
interesting job (57%).>® The above results prove that the construction of
an effective and scientific system of employee training can have a positive

impact on the organization of work of multinational companies. The above

%8 Sibur News. Website of PJSC Sibur Holding. [Electronic resource] URL:
http://www.sibur-int.cn/news/article/308 / (Retrieved 26.04.2021)
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examples of Gazprom and Sibur prove that the employee training system
is no exception among Russian multinational companies. An industry
consensus has been formed, which plays a significant role in improving the
efficiency of the labor organization of Russian companies and the
productivity of enterprises.
Analysis of the results of an empirical study - a semi-structured interview
with experts - employees of Russian Multinational companies. As the main
features of the research object that influenced the organization of
interviews and the selection of experts, we can name the following: many
years of experience in Russian multinational companies; conducting
interviews on condition of anonymity; interviewed employees perform
representative duties.
Analysis of the results in five blocks of questions, compiled on the basis of
the main tasks and working hypotheses of the empirical study:
1. How does the salary of foreign employees of Russian Multinational
companies correlate with the salary of Russian employees in Russia?
All experts believe that the terms of remuneration in Russian Multinational
companies for foreign employees are basically the same as those of local
Russian employees. Specific differences between companies are
determined by the content of the work. For example, one of the experts
directly stated in an interview: "In my company, who works more actively,

his salary is higher" (expert 2). Although the salary also depends on the
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place of work and the level of the position. Another expert said: "For
example, my company has an office in shanghai, Chinese employees, if
their positions are the same as us, then the salary is also the same."”
(expert 1). As in a large multinational company in Russia, the salaries of
experts and their colleagues are at the all-Russian industry level. Even in
some companies, the salary level is higher. "In our industry (financial
services), our salaries with foreign colleagues are higher than in other
companies" (expert 3). And measures to manage the corporate culture of
work, for example, bonuses, in the company include the relevant socio-
cultural characteristics of the country. As the expert notes, "for my Chinese
colleagues, not only during the usual new year, but also for the Chinese
New Year, the company issues gifts" (expert 1). Russian employees and
foreign employees are treated equally both in the wage system and in
bonuses. This approach, of course, contributes to the implementation of the
principles of justice in the social protection of workers.
2. Are there many foreign employees in Russian Multinational companies?
Many foreign employees work in expert companies. But equality of
treatment and status is respected. As for the ratio of Russian and foreign
employees of the company, due to the peculiarities of the organization of
labor of companies, most of the employees are concentrated in Russia. A
certain number of foreign employees work in the central office and foreign

offices. "Some of my foreign colleagues from China work in Moscow, this
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fact is important for us, since any multinational company involves a certain
number of foreign employees," said one of the experts (expert 2).

And another expert noted: "There are not a few foreign colleagues, but
most of them are in their own countries, usually we work together in a
remote form" (expert 3). But in general, the Russian transnational company
focuses on local personnel. "Although the number of foreign employees of
my company is currvently small and mainly concentrated in individual
divisions, the number of foreign employees will continue to grow in the
future as the level of internationalization of the company deepens,” said
another expert (expert 1). "In the regional office in China, the management
also hired Chinese managers to cooperate with Russian managers to study
the market," the expert added (expert 1).

Thus, although there is a difference in number, foreign employees are
actively working in Russian Multinational companies. It is also an
important step in the internationalization and diversification of the labor
organization and management systems of Russian multinational companies.

3.What are the characteristics of the benefits that are provided to
employees by Russian Multinational companies?

Of course, in terms of salaries, different companies have differences, but
benefits in Multinational companies are usually significant. One of the
experts said: "Our company is an Internet company, so in addition to a high

salary, the system of payments and bonuses to it is also important, for
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example, connecting a Premium subscription on an electronic platform, for
young employees it is very useful” (expert 1). And in different multinational
companies there are different bonuses and payments, for example, an
expert in the financial services industry said, "For employees, there is such
a benefit, for example: a reduced interest rate on a loan, this is also a
feature of the bank" (Expert 3). According to experts, employees of
companies have benefits not only during vacations, but also, which is
important for young employees, additional training courses. "And, like
other large Russian multinational companies, my company provides many
training courses for its employees, with the help of which employees can
increase labor productivity and create opportunities for promotion"
(Expert 2). Experts confirm the effectiveness of the system of benefits for
employees of companies.

4. Are there many employees in your company? Do women hold executive
positions in your company?

Many women work in Russian multinational companies. "The
characteristics of many positions suggest that female employees are more
suitable for some work tasks, especially accounting and administrative
work," said one of the experts (expert 1). In most companies, registration
desks or in the finance department, mostly women work. "There are

!

departments where there are no male employees,” said another expert

(expert 2). And there are many women managers in the financial services
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industry, "in our company, 60% of employees and 80% of managers are

!

women," said expert 3. The share of women managers in a Russian
multinational company is still relatively large, which also indicates the
outstanding contribution of women to the development of managerial and
social and labor relations in the development of managerial and socio-labor
relations in the modern Russia. In addition, one of the experts said: "/In
some departments, women generally perform better than men" (expert 1).
5.What are the features of the labor organization system developed in the
Russian TNK?

With regard to the system of labor organization, it should be emphasized
that the Russian TNC strictly complies with the labor legislation of Russia
and other countries. The expert commented on this fact: "I also heard that
in Chinese large companies employees often work overtime, fortunately,
we do not have this" (expert 1). "Since the exchange has fixed transaction
hours, therefore our mode of operation is also fixed" (Expert 3), said an
expert in the financial services industry. According to the descriptions of
the surveyed employees, compared to Chinese companies, russian
Multinational companies rarely experience excessive overtime, such as
996 work in China, and the right of employees to rest is in principle
respected, working hours do not exceed 40 hours per week.

6.What are the efforts of Russian Multinational companies to protect the

rights and interests of their employees?
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From the point of view of legal protection of employees, the Russian
TNC also attaches great importance to legal issues. Since a TNC is usually
a giant, its words and deeds attract the attention of the entire industry.
Within the framework of the labor organization system, attention is paid to
protecting the rights and interests of employees, and the legal department
and the personnel management department of the company focused on
maintaining the normal work of employees and labor relations in the
company. In particular, the expert notes that "the company taught us to
comply not only with Russian labor legislation, but also with foreign labor
legislation in order to protect our rights and successfully establish business
with a foreign partner"” (expert 1). And an expert in the financial services
industry said, "As for all companies in the financial industry, legal issues
are important for our company, so the company also pays attention to the
rights and interests of our employees" (expert 3). Whether it is the Russian
headquarters or the Chinese branch, its labor organization activities comply
with the laws and regulations of Russia and China. Since labor laws are
actively observed, protection of the rights of employees of a Russian TNK
is at a high level.

Judging by the above results of the interview, the organization of labor
of the Russian IT company considered as an example can be considered as
a typical case of labor organization of Russian transnational companies.

First of all, the corporation in question fully respects its employees, and
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rarely there are phenomena similar to the 996 model in China. In the
process of internationalization, the Russian IT company in question also
hired a certain number of Chinese employees. Many female employees
work in the company's branches, and many senior positions are also
occupied by women, this indicates that the ratio of men to women in
Russian multinational companies is relatively balanced, and women also
have many opportunities for promotion. In the process of management,
the Russian IT company in question fully respects Chinese employees
and provides some Chinese employees with higher powers that allow
them to make decisions based on real conditions when promoting
business in China, which also reflects the scientific nature of the labor
organization system. From the point of view of labor organization and
protection of the rights and interests of employees, the Russian IT
company in question can fully protect the legitimate interests of
employees. In the process of building the organization of work, the
company provided employees with sufficient opportunities for corporate
and additional training, which lays the foundation for the personal
development of employees.

Analyzed from the point of view of economic sociology, Russian
transnational companies, as an important part of the Russian economy,
have the highest level of labor organization. Based on the analysis of

materials and interviews with experts, it is clear that the organization of
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labor of most Russian transnational companies can help companies
maintain high labor productivity, effectively protect the rights and interests
of employees, promote the development of enterprises and improve the
efficiency of employees, as well as make a significant contribution to the

socio-economic development of Russia.
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Chapter 3 Modern Labor Organization in Chinese Multinational

companies

3.1 Prerequisites for the Development of Labor Organizations of

Chinese Transnational Enterprises

Since China joined the WTO in 2001, Chinese multinational
companies have continued to develop and grow. So far, Huawei, Xiaomi,
Alibaba and other companies are known to everyone. And in recent years,
the relationship between China and Russia is close, Russian-Chinese
business cooperation has opened many opportunities for both peoples
and i1s of great importance for political and industrial-economic
cooperation. The potential for cooperation between Russian and Chinese
companies is huge, also presented more opportunities for transnational
companies.®® In the process of development of multinational companies,
the development strategy and direction of enterprise development have
changed with the acceleration of internationalization, and the
organization of labor, which is the basis of enterprise production,
naturally must adapt to the realities of the time.

Accession to the WTO means that China's economy is integrated into

the trends of the world economy and corresponds to the general trend of

% Yang Yunke. The potential of Russian-Chinese business cooperation / Russia and
China at the turn of the third decade of the XXI century: economy, social
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economic globalization. The impact of WTO accession on China's
economy is multifaceted, and the impact on the country's economy will
inevitably affect employment in the country®. Accession to the WTO
has led to changes in China's labor market system and poses challenges to
the traditional employment system: first, it is necessary to establish the
dominant position of workers in the labor market, and workers can move
freely between urban and rural areas. Administrative restrictions should be
gradually reduced until they are eliminated. The second is that enterprises,
especially State-owned enterprises, can more flexibly adjust the size of the
labor force according to their needs and independently determine the
distribution of wages on the basis of economic benefits, as well as control
labor costs based on prices in the labor market. However, there was still a
problem in China's employment system at the time. It manifests itself in
the fact that due to an imperfect social security system that restricts labor
mobility, a large number of employees are waiting for new policies from
the government after dismissal, instead of looking for work; the autonomy
of the enterprise in hiring people and distributing wages has not been fully

realized, and the incomes of senior managers and technical personnel do

%0 Juan Yan. Study of changes in employment issues in China since my country's
accession to the WTO. Nanchang: Jiangxi University of Finance and Economics

Press, 2002. P 172. (N E R e A B R. "ik. BEJLIAMEH R
#t. 2002 £E. 53) (in Chinese)



350

not yet correspond to the market price ®*; The labor market is
underdeveloped and there are urban and rural, sectoral, regional and other
market segmentations, the functions and methods of market employment
services cannot keep up with the times, and the lack of measures to improve
the quality of the labor force affects the normal flow and movement of
workers.52

Only at the Third Plenary Session of the 11th Congress of the Central
Committee of the CPC was the concept of the "labor market" clearly
formulated. This was of great importance for the formation and
improvement of the market economy system. In fact, in China's public
economic sector, people are used to associating employment issues with
the status of workers. The employment of workers is not so much an
economic problem as a socio-political one. Therefore, for a long time,
managers at all levels of the public sector of the economy were
appointed by the government, and workers were recruited by the State
Department of Labor in accordance with the plan. Once a person can

become a full-time employee of the public sector of the economy,

%1 Mho Rong, WTO Accession and Employment in China //Beijing. Fact sheet on
labour and social security. 2000, Ne 4. P 20 (/N WTO 5FHEM#H. EZE. JE&=.

7 AR 1B11.2000 £ £ 4 HA. 20 T7) (in Chinese)

82 Luo Jinjun. The impact of my country's accession to the WTO on labor and
employment in China and measures to counter it. Taiyuan. Economist. 2001. Ne 10. P
62. (NEXIEFHHL IR RN R. FHE. KJR.L5%)H.2001 £5 10 .
62) (in Chinese)



351

although he does not receive exclusively generous monetary remuneration,
but if he does not violate the law, he can work until retirement.

After China's accession to the WTO, foreign companies came to
China on a large scale, and the biggest incentives are: 1. optimistic about
China's huge population, great market potential, 2. many cheap labors.
An enterprise from abroad needs more mid- and senior-level specialists,
especially those with a certain degree of education and work experience.®
Since foreign-funded enterprises have a great deal of excellence in the
system of labor organization and have great advantages in wage levels,
employment systems and development opportunities, they are the main
competitors of state-owned enterprises and institutions. This determines
their strong attractiveness. Some people with higher education, real talents
and practical experience were attracted by new foreign companies. Then,
Chinese companies, especially large multinational companies that are in
direct competition with foreign-funded companies, must increase their
wages to keep them if they want to continue operating. Thus, there will be
situations where the salaries of people with the same level of education
may differ. The true criterion for distinguishing talents is skills and abilities.
Therefore, after joining the WTO, the requirements for education and true

working abilities become clearer, which also puts forward new tasks for

63 Chen Xinmin. China needs a standardized labor market after joining the WTO
Beijing. Economics. 2000, Ne 2. P 46. (AR EEEMSEN T s Tz EFTR.
LB Z55%2£.2000 4655 2 #3, 46) (in Chinese)
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training personnel. From this it can be seen that accession to the WTO
has put forward higher requirements for all aspects of the organization
of labor of Chinese enterprises, especially transnational enterprises, not
only for the labor system, but also for the training of personnel, the
remuneration system, the protection of the rights and interests of
workers and other aspects.

Before studying the specifics of the labor organization of Chinese
multinational enterprises, it is first necessary to consider the historical
evolution of Chinese labor organization and labor market reform in order
to better understand the integrity and process of China's labor market
reform, as well as help to better understand how to improve the
efficiency of labor organization and labor market for Chinese enterprises.
According to a study by Professor Chang Kai, director of the Institute of
Labor Relations at Renmin University of China, the reform of the labor
organization system in China has basically gone through the following
four stages. First stage: In 1984, China began to test the system of labor
contracts and introduced "optimization of the composition of the labor
force." This is a preliminary attempt to reform China's labor system. Its
significance lies mainly in breaking down the traditional fixed-
employment system, and to a certain extent it has begun to implement
merit-based induction and contract management. Some employees with

lower qualifications are gradually being laid off and becoming a "surplus
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workforce" of enterprises. This can be seen as the birth of the labor market.
Second stage: The employment contract system was introduced in 1986, in
which year the State Council of China required enterprises to sign
employment contracts with all permanent employees hired within the
framework of the goals of the national plan. Subsequently, the system of
employment contracts was gradually extended to the personnel group of
the enterprise, and, finally, the system of employment contracts for all
employees of the enterprise was implemented.% This reform nullifies the
system of employment of permanent workers", which has been applied for
decades in state-owned enterprises. Thanks to the signing of employment
contracts between enterprises and employees, the employment system of
enterprises was gradually integrated into market conditions, so that
employees and managers of state-owned enterprises began to turn into
"employers" and "employees" in a market economy. This reform can be
seen as a further attempt to create a labor market. The third stage:
"Downsizing and increasing efficiency" and "dismissal of employees" of
state-owned enterprises, which began in 1992. At this stage, mainly with
the creation of the socialist market economy system, the system of modern
enterprises also began to be introduced. The creation of a modern labor

market has become an urgent goal of reforming China's labor system. At

% Chiang Kai. The evolution of labor relations over the past three decades Beijing.
Chinese business. 2008, Ne 6. P 39. (=+ERF AR X AZNRLHE. FIILE.F
7 57.2008 F£5 6 H. 39) (in Chinese)
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the same time, state-owned enterprises, guided by measures under the
"reduction and efficiency" reform, began to massively reduce employees,
causing a wave of layoffs at state-owned enterprises, which ensured
sufficient labor resources for the construction of the labor market. Phase
Four: Corporate restructuring and employee replacement, which began
in the late 1990s. By the end of the 1990s, state-owned enterprises had
carried out a restructuring, which became a process of corporatization
and privatization. Along with this process, the identity of the employees
of enterprises has also undergone changes, and the last link between
employees and state property has been broken. Workers turned out to be
people who have nothing but their own labor. As a result, China's labor
market has been officially established.

In the process of this reform and the evolution of labor relations in the
PRC, it can be found that the ultimate goal of a number of reforms of the
labor system was the creation of a labor market. That had a significant
contribution to the formation and development of the market economy
of China.%

When Liu Wei of the Nanjing Institute of Political Science and Cui
Yuxue of the Chinese Academy of Labor Relations studied labor

relations issues in China, they concluded that according to China's

% Liu Wei, Status Quo and Measures to Counter China's Labor Market, Beijing.
Economic research, 2017. No 7, P 66. (B EFHah 1 T mAIIUIRAIXS 3R, XUE. L 5.
225557 33.2017 25 7 HA. 68) (in Chinese)
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national conditions, the labor market is divided into two markets: within
the system and outside the system. The labor market in the system was
defined as fixed employment in units within the state system (i.e. state
bodies, administrative institutions and state enterprises); the labor market
outside the system was defined as the employment market in enterprises
outside the state system (private enterprises, enterprises financed from
abroad, and joint ventures and joint ventures led by foreigners).%®

Units within the public system strictly comply with national laws and
regulations and pay special attention to the protection of the rights and
interests of employees. Because of the high costs of layoffs and economic
compensation, units of the state system are less likely to lay off workers.
At the same time, workers also tend to protect their own interests. Unless
they face sudden negative factors, workers won't take the initiative to ask
for resignation, especially during an epidemic. Due to the instability of
business operations, a large number of young people in China have
enrolled in the civil service exam, and the number of people registered in

2021 has reached a record high®’ (see Table 5). As a result, the movement

% Tsui Yuxue. Study of differences in the flexibility and safety of labor markets
inside and outside the system Beijing. Journal of the Chinese Institute of Labor

Relations. 2013. Ne 2. P 66. ({1 RSN5 3N N m b0 RoE M 5 R4 1 2 BHIR.
BT L5 R E % R B IR.2013 £ 2 #.56) (in Chinese)

%7 The number of applicants for the national entrance exam for the first time exceeded
2 million people // China News Network [Electronic resource].URL :

http://www.chinanews.com/gn/2021/10-25/9594119.shtml  (E#R & AT E KRR
7% 200 7. EHFEM) (in Chinese)
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of people in the labor market within the system has become particularly
slow. The second is that the division of staff in the labor market within the
system is relatively fixed, and the likelihood of staff being transferred to
other agencies or to other posts is less likely, and the rotation of posts
occurs less frequently, which leads to a decrease in functional flexibility.
Third, the level of wages of workers in the labor market in the system is
relatively stable, and they account for a significant share of bonuses and
benefits, which is why the wages of workers fluctuate and grow slowly,
which leads to low wage elasticity.

Table 5. Number of applicants enrolled in the national entrance exam

2018-2022 (million people)®®

Year 2018 2019 2020 2021 2022

Quantity | 1.65M 1.27 M 1.10M 1.50 M 202 M

In the non-state market, the situation is more complicated. Enterprises
with foreign capital usually comply with labor standards, have higher
wages of employees and have a developed system of labor organization.
In private enterprises, due to conflicts of interest, combined with the
large number and difficulties for supervising the rights and interests of

employees, these rights are usually not guaranteed. Although large

%8 National Bureau of Public Service. Number of applicants for the national entrance
examination.
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private enterprises offer high wages, they often use overtime, while small
private enterprises offer low wages and sometimes do not pay them on time.
It can be seen that the situation in the market outside the state system is
completely different from the situation inside the state system. These
factors have a great influence on the organization of labor of Chinese

multinational companies.

3.2 Features of the organization of labor of Chinese transnational

enterprises

In 2013, the Chinese government proposed the "One Belt, One Road"
strategy. Chinese multinational companies have also received huge
opportunities for development. At the same time, along with the
opportunities for development, there are also big problems, especially in
the process of their activities abroad, multinational companies face
problems when Chinese laws and labor organization system differ from the
laws of other countries. In this context, it is very important to understand
how to adapt the work organization system to the national conditions of the
country in which the branches of Chinese companies are located.

Standards of working conditions are an important part of the labor
organization system, and standards of working conditions include wages,
working hours, rest, annual leave, etc., which are closely related to the

labor costs of enterprises and are the main factors of conflicts between
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employees and management.

In terms of specific work-related standards, China's minimum
employment age, weekly vacations, statutory vacations, and minimum
wage standards are closer to those of Central and Eastern European
countries, but China's annual leave and retirement age standards are at
the bottom in those countries that participate in the Belt and Road project.
The minimum statutory standard of annual leave in the PRC is 5 days,
which is the lowest number of vacation days among the countries
included in the implementation of the One Belt and One Road project.
The minimum standard of annual leave for countries in Southeast Asia,
South Asia, Central Asia and other regions is 10-14 days. For most
countries in Western Asia, it is about 20 days, and for central and eastern
European countries it is mainly 20-28 days (see table 6).

Table 6. Standard of duration of annual leave in different countries (in

days)®

Country | China United Finland Russia Singapore

States

Days 5 10 35 28 7

It can be said that most countries' standards in terms of annual leave

are much higher than China's current system, so there is room for further

% How many days the vacation lasts in different countries. [Electronic resource]
URL:https://zen.yandex.ru/media/vpoiskahluchegomesta/skolko-dnei-dlitsia-otpusk-
v-raznyh-stranah-5db6baleecfb8000ae7e03db/ (Date of access: 28.10.2019)
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improvement. Working women are 50 years old, and the current standard
is 55-65 years old, as a rule, is common in countries located along the
logistics paths of the project. The gap is 5-15 years, which is quite
obvious (see Fig. 4). A census conducted in 2020 shows that the share of
China's aging population has reached 18.7%. ™

Figure 4. TOP-5 countries with the lowest retirement age’*

Cpava  MykumHbI JKEHLLMHDI
OAD 49 49
Kurai 60 55
Poccna 65 63
60-65 60-65
MHoua (B 3aBMCMMOCTM OT LWITATa, (B 3aBMCMMOCTM OT WTATA,

B KOTOPOM MPOXMBAET NMEHCMOHED) B KOTOPOM NPOXXMBAET NEHCHUOHED)
Anonna  60-70 60-70
The academic community as a whole believes that the retirement age
standard has led to a waste of human resources. To adapt to the increasing
ageing of the population, it is important to learn from the progressive
pension system adopted by Western developed countries and gradually
raise the retirement age standard.

The issue of trade unions is also an important aspect of the organization

0 Seventh National Census. National Bureau of Statistics of China.

1 Retirement age in different countries of the world in 2019. [Electronic resource]
URL.: https://emigrant.guru/kuda/tops/pensionnyy-vozrast-v-raznyh-stranah-mira-
tablica.html/
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of labor and the management of multinational enterprises, and it is also
a natural weakness of Chinese enterprises, which is a serious problem.
Trade unions in many of the countries involved in the Belt and Road
Initiative have a greater impact on workers. For example, in the countries
of the European Union, trade union organizations are well developed,
trade unions are relatively strong and have a high ability to conduct
collective bargaining. Strikes and demonstrations are even more
common. Due to China's national circumstances, the functions of trade
unions differ from those of foreign countries. Trade unions in some
countries have a greater impact on specific industries. Chinese
companies can learn from world-renowned multinational companies
from effective trade wunion cooperation and use international
management concepts to cooperate with trade unions to compensate for
Chinese companies' inherent shortcomings in cooperating with foreign
unions. Especially in recent years, the phenomenon of overtime in large
Chinese companies, including multinational companies, has become an
increasingly serious problem of regulating labor relations, and
management even more needs to perform the function of protecting the
rights and interests of workers.

On April 11, 2019, Jack Ma, the founder of Alibaba Group
Corporation, said the following at a regular intra-corporate meeting of

the labor collective: "A great success for young workers is that Chinese
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enterprises have the opportunity to implement the 996-labor organization
system."’? This is especially consonant with the current problems of our
time: the most acute in the context of the development of the modern world
economy and the economies of individual countries is the issue of youth
employment.”

The use by Chinese companies and enterprises of the semi-official
system of labor organization "996", in which the employee starts work
from 9 am, finishes at 9 pm, works six days a week, is the object of heated
discussions both among ordinary citizens of modern Chinese society and
among researchers of labor relations. Opponents of this system believe that
it violates the legislation in the field of rights and interests of workers. Its
proponents believe that it is the "996" system as a legitimization of
overtime employment that can become the driving force of China's modern
economic development. Moreover, even before the active introduction of
the "996" system into social and labor relations, the average annual
working hours of Chinese workers were already one of the highest in the
world (see Fig. 5), and overtime work actually became a habit among many
Chinese. This circumstance attracts the attention of sociologists to the

phenomenon under consideration, which increasingly affects the daily life

2 Mum Yun u system 996. Ponpai. 2019. 12 April. (& FE#E. D=1k 996 8t
9% 996 & RAVIER, RZ ARBMUIZALZ) (in Chinese)

3 Petrov A.V. Social partnership and problems of youth employment in the modern
global economy // Society. Wednesday. Development. 2012. Ne 4 (25). p. 116.
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of citizens.”
Figure 5. Country-by-country working hours chart "
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According to the Organization for Economic Cooperation and
Development (OECD) and the National Bureau of Statistics of China,
the average annual working hours of Chinese workers in 2019 reached
2272 hours, which is 27% more than in the United States (1779 hours),
and 15% higher than in Russia (1965 hours)’®. This means that the "996"
system is not new and reflects the long history of the development of
such labor relations in China’’. Overtime has seamlessly integrated into
the organizational culture of enterprises in different countries, and its

spread among workers is now increasingly facilitated by economic

% Liang Z Hongxia, Wang Fang. View China's Labor Protection from the '996
System' // Chongging.Journal Southwest University of Political Science and Law.

2019. N 6. P 66 ( A 996 HE"BEHEMFaFRIFZHAE £ 5 EXABBE
KEFFHR.2019 £ 5 6 Hf. 66) (in Chinese)

75 Average Annual Hours Actually Worked per Worker OECD [Electronic resource]
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" Average Annual Hours Actually Worked Per Worker 2019. OECD.

T Cui Jingyi. Research Review on Overtime Issues. Modern Management. 2018.8, 4.
P. 387-394. https://doi.org/10.12677/mm.2018.84045.
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globalization.®

In the last decades of the twentieth century. The model of socio-
economic development of China and the method of regulating social and
labor relations have undergone serious changes. After the creation of
New China, in the first stage of building a national economic system,
China imitated the Soviet Union, copied the model of a planned
economy and adopted an appropriate model of distribution and
management of labor resources.”® In the late 1970s, however, China began
a new policy of "reform and opening-up." The private economy has
developed. The labor market has been formed. Naturally, with the increase
in the number of private enterprises, the demand for labor has also
increased significantly. Thanks to the low cost of employees in the first few
decades of policy implementation, private companies made high profits,
and China's economic growth was rapid. In 1985, Chinese sociologist
Huang Zongzhi even began using the term "internal volume" to describe
the development of social and labor relations, pointing out that due to low

investment in human capital, production has increased significantly,

8 petrov A.V. Labour Culture in the Trap of Economic Globalization: View of
Contemporary Economic Sociology // Journal of Economic Sociology. 2013. 1, iss. 1.
P. 116-129.

" Liu Laihui. Investigations Russian Economy after Reforms u openness in Chinas
Beijing. Research on Russia, Eastern Europe and Central Asia. 2019. Ne 6. P 135. (2¢
EFF KR E R BHEFTR RS, LR AR B H R TH5.2010 4
%5 6 HA. 135) (in Chinese)
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causing increasingly serious social problems.®

However, in modern China, the possibilities of using the resources of the
population in the industrial and economic development of the country are
gradually decreasing. It is no longer possible to count on attracting a large
amount of cheap labor to increase labor productivity, so Chinese companies
began to look for other ways to improve the efficiency of labor use.
Employers have adjusted their working hours to increase working hours
to maintain the required rate of profit growth. In this regard, the "996"
system was introduced. It should be noted that despite the negative
perception of this system in society, many workers are still willing to
accept its terms. Survey data show that the "996" system is widespread
not only in the IT industry (irregular work is already regular), but also
in manufacturing, construction and other areas.®* However, since this
phenomenon is particularly serious in the IT industry, especially among
large multinational technology companies, the conflicts in labor
relations that it generates are also of greatest concern.

Why is this situation? Since the beginning of the XXI century, in

8 Juan Zongzhi. Economic and social changes of smallholder farmers in Northern
China. Beijing. Publisher Zhonghua. 1985. P 36. (£t MU/ NRZF5HSTIE. &
=& R . EFHG. 1986 4£.36) (in Chinese)

81 Zheng Guanghuai, Sun Hui, Wang Xiangdong. Control over work in informal
employment // Beijing. Sociological investigations. 2015. Ne 3. P 186. (FE IET\NHE M
RIS ENIES]. KB AINE A E R AL R A S F 55,2015 F£5 3 £1.186) (in
Chinese)
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connection with the rapid informatization and digitalization of the Chinese
economy, the number of highly educated and well-paid specialists
employed in the IT industry has significantly increased. The work of such
workers has a certain specificity associated with its significant
intellectualization and high requirements for creativity, which also implies
flexibility in performing production tasks and a high level of independence
in acceptance. solutions related to the expenditure of individual working
time. And this often leads to a shift in the priorities of the workers
themselves: they often began to use their free time as additional work,
which they try to occupy by performing current and additional work
assignments.

In order to explain the desire of such people to assume additional labor
obligations to the detriment of personal free time, one can refer to the
conclusions of the famous sociologist M. Burawoy, made by him in his
famous work - "The Production of Consent: Changes in the Process of
Labor under Monopoly Capitalism". 8 Analyzing the problems and
contradictions of the capitalist labor market, the researcher revealed an
interesting trend in its modern development: with the evolution of
production, class contradictions shift to the sphere of confrontation

between workers and managers of the enterprise (top managers). However,

82 Burawoy M. Manufacturing Consent: Changes in the Labor Process Under
Monopoly Capitalism. Chicago, 1982. P 267.
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it is especially important that the further corporate capitalism develops
in most countries, the less employees resist the exploitative system of
corporate labor organization, and moreover, voluntarily "agree" to the
obviously unfair system of regulating social and labor relations in
modern enterprises. 3 The adoption of the "996" system by many
employees of Chinese companies (not only highly paid IT specialists) is
a vivid example of this.

M. Burawoy points out that at the dawn of industrial capitalism, the
dominant concept of the organization of labor relations was "Fordism",
which was synonymous with economic authoritarianism. Capitalists
relied entirely on the "factory dictatorship" to manage workers in order
to increase the efficiency of production. But the situation changed, and
in the 1960s and 1970s, Western businessmen discovered that economic
coercion alone could no longer determine the order of production.
Therefore, a new concept arose - "voluntary servitude" ("voluntary
servitude").84

In the course of his research, M. Burawoy discovered a specific socio-
managerial mechanism by which capitalists create latent conditions for

the appropriation of surplus value in the modern production system,

8 Zhao Dingzi. Involution u <game Labor>>Modern Chinese Society. Ponpai. 2020.
16 December. (K& SHA R EM S E TiEXR. & TIH. %FEHE) (in Chinese)

8 Burawoy M. Op. cit.



367

while also ensuring the "voluntary consent" of workers to strengthen
capitalist exploitation in the post-industrial economy. The specifics of
the functioning of this mechanism are as follows: in modern production
enterprises, wages exist in the form of a direct piecework wage system,
but with minimal guarantees of payment. Thus, an additional incentive is
formed for each individual employee, constantly pushing him to voluntary
individual labor actions aimed at obtaining additional wages.?® Within the
framework of this system, for each production operation, the enterprise sets
optimal indicators: for example, the amount of products that can be
produced per hour and, accordingly, paid. When performing a work task at
the level of these indicators, the employee can receive only a basic (and,
most likely, very modest) salary; however, if the "plan" is exceeded, he is
already entitled to count on a significant bonus or a significant increase in
the established base amount of his salary. Due to what this excess will be
achieved - increasing the intensity of labor or overtime work - this is
already determined by each employee himself, individually. And since
such a wage system is mainly focused on stimulating individual, rather than
collective labor efforts, it also exacerbates competition between individual
workers for a bonus or increase in wages, which is also an additional labor

incentive. Such a socio-managerial mechanism actually pushes the vast

8 hus, an additional incentive is formed for each individual employee, constantly
pushing him to voluntary individual labor actions aimed at obtaining additional
wages.
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majority of employees (as a rule, they have no other sources of income
than wages) to constantly participate in this intra-organizational "game
for an increase", because winning in modern conditions will mean not
only an increase in the individual standard of living, but, most
importantly, the quality of life.®

In post-industrial society, the participation of the majority of working
people in such a "race" transforms the traditional class conflict between
employees of enterprises and their owners for industrial capitalism into
an ever-increasing competition directly between workers for additional
(and often very substantial) remuneration for work. In addition, the
participation of people in this "game" is also due to the existence of an
intangible stimulus - the cult of success, manifested, first of all, in
expanding the possibilities of integrating each individual employee into
the "consumer society" in his country (with a focus on imitating the
consumer capabilities of the Western European and North American
middle classes). This cult has become an integral value of the geoculture
of world capitalism, spreading rapidly in the system of modern societies

thanks to economic and cultural globalization.®’

8 (hEZRESFVIEE: FEWLTIINPIZ) .China Household Employment
Survey: A Look at Which Industries Work More Overtime. [Electronic resource]
URL.: https://cpr-iesr.jnu.edu.cn/2019/0703/c14618a356991/page.psp

87 Petrov A. V. <«Globalization>» "Globalization" of the economy: social and
political aspects. SPb., 2009. P 198.
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The structure and organization of production in the modern digitalizing
Chinese economy are undergoing serious transformations. In I'T companies,
the main production activity is no longer carried out in the factory floors
of the industrial era, but mainly in offices. At the same time, the main
profits of companies are not brought by the "blue collar" of the economy,
but by the "white" representatives of the post-industrial production system.
Compared with traditional industrial workers, they are more independent
of the labor process embodied in the results of collective efforts, and
therefore are increasingly competing more and more actively among
themselves. The system of labor organization "996" is only a derivative of
the intensification of such white-collar competition, and if employers need
it, then in the formed post-industrial social and labor relations they will be
able to implement the "997" system. Although competition among, for
example, programmers or other IT specialists is already close to the
physiological limits of the human body, an increasing number of "white
collar workers" are readily included in the "game for obtaining an increase"
and, experiencing the influence of the methods of "voluntary coercion", are
guided by overtime work, which is becoming the norm adopted by all
personnel in an increasing number of enterprises, compliance with which
turns into intellectual and physiological overstrain. Experts of the World

Health Organization already consider working stress to be an epidemic of
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the XXI century.®

In early January 2021, the Chinese Internet giant Pinduoduo (currently
second only to Alibaba in the field of Chinese e-commerce) recorded
two sudden deaths of employees in a week as a result of their suicide.
According to a police investigation, both employees were in a state of
stress and psychophysiological overstrain for a long time due to active
introduction into management. According to a police investigation, both
employees were in a state of stress and psychophysiological overstrain
for a long time due to active introduction into management and because
of social and labor relations of the organization of the "996" system.%®
There is also information that many employees of the company try to
work without leave in order to receive its compensation in the form of a
bonus. In fact, not only in Pinduoduo, but in the entire IT industry, this
is the case with the organization of labor. According to economic and
statistical studies, the wages of workers employed in the IT industry

have reached a leading position in China (see Fig. 6).

8 van ChengweiYang Kunyun. Enterprising and Lost: The Professional Life of
Trainee Programmers Beijing. Society. 2019. Ne 3. P 95. (#EVL 5% %k FBFRALS
A RER AR TAERE. iE) bR 4152019 5 3 HA. 95)

8 In China, a young employee of a large technology company died. Obshchestvo
vinits stryatynny grazlozh rabot [Electronic resource] // EKD! URL.:
http://ekd.me/2021/01/pinduoduo-young-employee-death/ (date of access:
01.03.2021).
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Figure 6. Chart "Average monthly income of Chinese programmers"®
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According to the National Bureau of Statistics of China, in 2017, the
average monthly salary of people employed in private enterprises in the
country's megacities was R38,000, while the average monthly salary of
Chinese IT industry workers in the same year was significantly higher.
Thus, the statistics confirm the fact that the human capital of IT enterprises
China's industry has grown substantially in value. However, there is also a
hidden contradiction: on the one hand, due to increased competition in the
market, companies in this area are interested in new developments to obtain
more and more profit and in the fact that qualified personnel conclude long-
term labor contacts with them in order to maintain the desired level and
quality of personnel capital; on the other hand, it industry enterprises need
to constantly increase the productivity of their specialists, so they are

introducing more and more new and sophisticated systems of labor

% Report on the income of chinese programmers in 2017 (Alibaba Group) [Electronic
resource] // Cniteyes. URL:
https://www.cniteyes.com/data/upload/2018/0103/14/5a4c76601c0a4.pdf.
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exploitation, leading to an increase in the volume of "voluntary
coercion" and the erosion of human capital due to the reasons analyzed
above.%!

Equally important is the study of the perception of overtime work by the
workers themselves. For example, the Chinese sociologist-economist
Yang Fei (Tsinghua University) as a result of the study came to the
following conclusion: if we analyze the socio-cultural phenomenon of
overtime from the point of view of its perception by the employee
himself, then his "voluntary consent" to such super-exploitation by
private employers is closely related to the socio-economic development
of China as a whole, namely to the acceleration of the development of a
post-industrial urbanized society and the corresponding economic
system. In order to live in a large city, working people must work more
and more, and in more and more high-tech jobs that require knowledge
and quality education. But with the intensification of urbanization and
the rapid increase in the level of education, the expansion of
opportunities for higher education, the growth in the number of
university graduates, the number of offers in the labor market in
megacities is increasing (see Table 7). For example, according to data

published by the Ministry of Education of China, only the number of

1 Report on the income of Chinese programmers in 2017at.



college graduates in 2022 will reach 10.7 million people,? which was a

record.

Table 7. Number of graduates of Universities in China from 2018 to
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2022%

Year 2018 2019 2020 2021 2022

Quantity 8.2 7.3 8.7 9.1 10.7
million | million million million million

Without a doubt, such a large number of people who have received a
quality education, on the one hand, provides society's need for talented
workers, so necessary for high-tech industries, and on the other hand,
dramatically increases competition for the opportunity to find a high-
paying job. Getting a basic and additional education, finding a good job
does not guarantee success. People, despite their high qualifications and
diligence, have to work more and more intensively in order to at least meet
the ever-increasing requirements and demands of employers. Therefore,
overtime work becomes a socially approved norm of life in large cities.

Especially if the employee wants to live in a metropolis, where everything

%2 In 2022, the number of college graduates will exceed 10 million people. Times
Securities.  [Electronic resource]. URL:
https://www.stcn.com/xw/news/202201/t20220106_4046132.html. 06.01.2022 (51

Ee\p A 2022 FE AEEET )

9 Analysis of the number of graduates of Chinese universities of the employment
situation in 2022. [Electronic resource]. URL:
chyxx.com/industry/202202/994477.html. (date of access: 02.02.2022) (2022 & Hr

RFHE B NE KA FEE5347) (in Chinese)
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is incredibly expensive, and receive super-earnings in the IT industry.%*

As noted by another sociologist Wang Cheng Wei (Tsinghua University),
IT companies are increasingly using various methods of managing the
corporate culture of work to stimulate awareness of the importance and
necessity of intensifying labor efforts and competition between employees
as a way to increase labor productivity, to achieve the effect of "voluntary
consent" of employees to overtime and refusal of leisure in exchange for
material guarantees and the opportunity to increase labor. living in a
metropolis (already in itself being a status boon).%

Thus, the overtime employment system "996" considered by us has
its objective socio-economic background in modern China, is actively
implemented in various industries, primarily in the IT industry.%® Its
spread in the regulation of labor relations in modern Chinese enterprises
is the flip side of the intensification of the socio-economic development

of the country and evidence of the increasing impact of economic

% Yang Fei. Culture of the 996 System: Why Is Overtime a Trend? [Electronic
resource]. Sina. URL:
https://www.bilibili.com/video/BV1Qy4y127bP?from=search&seid=3768525451490

908451 (EHEAT S EHIR 996 MPEXAL": HITHPEARAS? =) (in
Chinese)

% Wang Chengwei. A sociological adventure. Beijing. Publisher of folk literature
2021. P 15. (it =¥ BB ERE#E LR AR F H AR 2021 £.15) (in
Chinese)

% Liang Meng. Overtime System 996: A Study of Changes in internet business
governance Beijing. Science u society. 2019. Ne 3. P 71. (996 A0¥E T {E®H: B ELAW

NE)VEEEFIRITR. R IR BFEE51H%.2019 58 3 . 71) (in Chinese)
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globalization on China. The "voluntary consent" of employees of high-tech
companies to overtime work is also a manifestation of an objective process
of further marketization of the organizational culture of work within the
framework of the development of global post-industrial capitalism.
Positive changes in the situation with overtime employment are possible
only with significant institutional changes in the process of state regulation
of social and labor relations. Overtime work in such conditions seems
inevitable, but its further active use in the modern industrial and economic
development of China cannot have a long-term perspective in connection
with the existing demand for social justice and the achievement of the
psychophysiological and socio-psychological limit of the effectiveness of
such labor activity predicted by specialists in the near future. However, the
economic and sociological analysis of the phenomenon of overtime
employment should be continued in connection with the multifaceted
phenomenon of overtime and its poor study in the framework of modern
economic and sociological research.®’

Equality between men and women is also an important part of the work
process of organizing work in an enterprise. The situation of Chinese
women in enterprises has improved significantly in recent years, but

gender diversity still faces many explicit or invisible challenges. The

% Yang Yunke. The phenomenon of overtime employment in modern China:
economic and sociological analysis // Society: sociology, psychology, pedagogy.
2021. Ne 3. P 66.
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Global Gender Gap Report 2020, published by the World Economic
Forum, ranked the gender gap index in 153 countries around the world,
and China ranked 106th and dropped 45 places in 11 years (see Table 8).
The report shows that compared to developed countries in Europe and
the United States, the share of Chinese women leaders in both business
and politics is significantly lower than that of men. A study jointly
conducted by the International Monetary Fund (IMF) and LinkedIn
(LinkedIn) shows that Chinese women tend to be underrepresented in
most emerging industries.

Table 8. Global Gender Gap Index 2020%

Country United Russia China Japan
States
Place 53 81 106 121

On this issue, Jiang Ying, a member of the Chinese People's Political
Consultative Conference and Deloitte's senior vice president for Asia
Pacific, believes that in the context of accelerating economic
development, it is necessary to create a more equitable environment for
women and increase the dividends from gender diversity.

Another reason for the problems is the "family planning policy"

launched in China 30 years ago. Morton predicted that, above all,

% Global Gender Gap Report 2020. World economic forum. [Electronic resource].
URL.: https://www3.weforum.org/docs/WEF_GGGR_2020.pdf
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because of China's fertility policies in the past, "families with only one
daughter will worry more about her economic situation and exert
pressure" to choose the job with the greatest chance of promotion and
salary increases. And when these daughters decide to have children on their
own, work-life balance will also be encouraged. "The family planning
policy has created good conditions for women," he said. "Usually four
people (both parents) take one child. Mothers don't need to look for an
outside nanny, and they don't have to choose between work-life balance
(women in other countries need to strike a balance). " Although now this
situation has also changed. The old family planning system was completely
abolished and replaced by a policy encouraging fertility. But this and
former policies have made it much easier for corporate labor organizations
to protect women's rights and interests.%

In the process of developing the labor organizations of transnational
enterprises, they are faced with the problem of intercultural management.
Intercultural management of the organization of work in transnational
enterprises is that the enterprise consists of employees with different
cultural levels and ethno-cultural differences, the different cultural

qualities of these constituent employees have an impact not only on their

% How much thick ceiling above Heads Chinese Women on Working Place?
Wharton university of pennsylvania. [Electronic resource]. URL:
http://www.knowledgeatwharton.com.cn/article/2887/ (#= E ER 17 &t L T AY K 4k

AREEE?)
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daily life and behavior, but also influence the way of thinking of people,
and at the same time they have an impact on the fact that how specific
behavior in a particular production situation is evaluated. Thus, cultural
factors are an important factor affecting transnational enterprises in every
sense.

Intercultural management is a developing direction of regulation of
social and labor relations, designed to adapt enterprises to international
economic development. This is a kind of multicultural institution of
corporate governance, which to a certain extent effectively combines
politics, economics and culture and forms a scientific management
system aimed at establishing links between Eastern culture and Western
culture. There is a clear difference between the two cultures. The East is
traditionally oriented towards collectivist culture, while the West is
oriented towards individualistic culture. Intercultural work organization
and management play an important role in reconciling the differences
between Eastern and Western cultures and increasing employee
cohesion. First of all, the management of intercultural labor
organizations of multinational companies is aimed at resolving cultural
differences and conflicts. Multinational companies have their own
unique cultural characteristics, and conflicts will inevitably arise. If
employees do not understand the culture of the company, it will have a

negative impact on the company's business process and affect the
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development of the company. Therefore, it is necessary to find a method of
corporate culture management that is recognized by people and overcomes
differences in corporate culture and various obstacles. Work culture
management is required to improve the efficiency of work organization. In
addition, different countries and regions have their own customs and
cultural traditions, and universal management practices may not be
appropriate for each region. Therefore, the introduction of intercultural
management of transnational enterprises must be combined with the actual
operational characteristics of the enterprise itself. It is important to correct
and apply it to adapt it to the environment.

The Dutch psychologist G. Hofstede proposed the theory of the cultural
dimension as a basis for measuring cultural differences in different
countries. He believes that culture is a psychological program that people
share in an environment that can distinguish one group of people from
others. Through a series of studies, he summarized the differences between
different cultures in six main dimensions of cultural value. In the field of
cross-cultural comparative management, his research has had a profound
impact.1® It also became the theoretical basis for conducting other cross-

cultural studies. It also serves as a benchmark for the study of the

100 Zhang Ziyang. Xu Xiaokun. Study of the influence of cultural differences on the
model of management of transnational enterprises and measures to counter this
Beijing. Management. 2021. Ne 7. P 193. (XL ZFXNEE WV ERER AT K
SRR, KT 158 2 bR B1E.2021 45 7 #7.193) (in Chinese)
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organization of work in transnational enterprises. According to
Organizational Dynamics (1980), culture is the "general psychological
process" of people in the environment. Based on the view that "values are
the cornerstone of culture," G. Hofstede measures the cultural differences
and characteristics of each country from four perspectives: the distance
of power, the avoidance of uncertainty, individualism/collectivism, and
masculinity/femininity. How important are the power, organizational
status, prestige and level in the hierarchical structure of the organization?
What rights does the official function give in decision-making to
managers? To what extent should employees automatically obey the
wishes and decisions of their managers? How sensitive, dependent, and
perceived is power? To answer these questions, G. Hofstede adopted the
concept of power distance.

Distance of power refers to the belief that there is a strong and
legitimate power that determines the possibility for decision-making,
which separates managers from employees. This habit can often be
observed in Asian and South American countries or in an organization,
the degree of concentration of power and the degree of dictatorship of
leadership, and the extent to which society can accept this inequality in
the distribution of power in an organization. In the enterprise, this can
be understood as a social distance between employees and managers.

Regardless of whether the culture has a long distance of power or a small
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distance of power, this will inevitably affect the values of representatives
of different levels of power in this society. Therefore, by studying the
values of members of society, it is possible to determine the degree of
acceptance of the power gap in society.

For example, the United States is a country with a relatively short
distance of power. American employees generally do not accept the
concept of leadership privileges. Subordinates usually think that their
bosses are "people like me." Thus, in the U.S., employees and managers
are more equal and have a more harmonious relationship. Employees also
learn better, improve, and surpass themselves in order to realize personal
value.!%! Relatively speaking, China is a country with a long distance of
power. Status symbols are very important here. The privileges enjoyed by
superiors are considered justified. Such privileges greatly contribute to the
exercise of the power of superiors over subordinates. These characteristics
are clearly not conducive to the creation of harmonious relations between
employees and managers, as well as the continuous learning and progress
of employees in the enterprise. Therefore, Chinese enterprises need to
adopt two humanistic policies of "building harmonious relations between

"

employees and managers" and "providing employees with training

opportunities on the job so that they can continue to progress." Managers

101 Zhu Yuging, On cultural innovation in people-centred management Anyang.
Anyang University Journal, 2003 Ne 4. P 60. (i XA 2 <& T8 (4 ST 44, Bl 557 R #R 98D
ZPH. L PH K 2437.2003 £E 55 4 #7.60 T1) (in Chinese)
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need to consciously reduce the distance between the internal powers of
the enterprise in practice in order to better achieve management goals.

When managers from different countries were asked if they thought it
was very important for them to give accurate answers to most of the
questions about their work that their subordinates ask. About three-
quarters of Indonesian and Japanese managers agree that this is the case
(indicating a high degree of power distance).

By contrast, only about a quarter of managers in the UK, Denmark
and the US agreed with this conclusion. The last group of people did not
agree to the role of experts. Instead, they believed that they should be a
resource, solve problems, and could provide some sort of personal
support (indicating a low degree of power distance).%? It can be seen
that in the process of building corporate labor organizations in these
countries, it is necessary to reduce the power distance accordingly.

In addition to the distance of power, in any society where labor
organizations are organized, people will feel that they are facing an
uncertain, vague situation in the future, and they are always trying to
prevent it. There are many ways to prevent this, such as ensuring greater
professional stability, establishing more formal rules and regulations,

avoiding deviant ideas and behaviors, striving for absolutely authentic

192 The Practical Significance of Hofstede's Theory of Cultural Measurements.
[Electronic resource]. URL: http://www.chenxingmall.com/etagid45313b0/ (k< #f

R EIERHISLIREX)
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things, striving to acquire specialized knowledge, and so on. The relevance
of preventing uncertainty varies from ethnic group, country or region to
region. Relatively speaking, in a society with a low degree of uncertainty
avoidance, people tend to feel a sense of security, tend to be calm about life
and tend to encourage risk. In a society with a high degree of uncertainty
avoidance, people tend to have a high sense of creativity and initiative,
which makes it easy to form an inner urge to work hard.1%

The third and fourth parameters relate to individualism and collectivism,
as well as equality between men and women, which is also very important
for transnational labor organizations. The U.S. is a society that advocates
individualism and emphasizes individual freedom and personal
achievement. Therefore, an effective humanistic incentive policy is to
conduct personal competition between employees and remuneration for
personal work. Both China and Japan are societies that promote
collectivism. For the sake of collectivism, certain personal interests can be
abandoned. Employees are emotionally dependent on the organization, and
it should be easy to build a harmonious relationship between employees
and managers.

In the fifth chapter of G. Hofstede's work, based on the Chinese

Confucian cultural concept, it is proposed that Asian countries as a whole

103 Wang Lijun, Cultural Conflict and Intercultural Management of Chinese Banks in
Other Countries Beijing. International finance, 2014, Ne 3, P 10. (3 fb R 550 &
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adhere to a long-term value orientation, and such a society considers
how people's behavior will affect future generations. For example, in
Japan, companies invest with a long-term perspective. Annual profit is
not important. The most important thing is to make progress year after
year to achieve the long-term goal.

In the specific organization of work of a transnational enterprise, the
main causes of cultural conflicts are: racial discrimination, management
systems that do not correspond to local traditions, different cultural
traditions, misunderstanding in communication, cultural attitudes, etc. If
a manager in a transnational company insists on using an egocentric
management concept to treat employees with cultural value systems
different from his own, this is inevitable. will lead to leadership failure
and even resistance. Examples of this kind are not uncommon in large
multinational companies. When Haier, a Chinese home appliance
company, first entered the U.S. market, it copied the labor management
system in China. When employees go to work every morning, they have
to read the company's tagline aloud and discuss their understanding and
feelings about work. American employees, who have long been
accustomed to free management policies, cannot adapt to such rules.
They believe that punishing violations of any regulation violates human
rights. Only after Haier changed its management strategy in time and

reoriented it in accordance with the local management system and
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cultural traditions of the United States, it was recognized by local
employees.

In the process of working in different countries, Chinese multinational
companies, of course, are faced with common conceptual differences in the
environment of foreign personnel when managing the processes of
intercultural communication in the team. For example, Air China's Rome
branch employs a total of 26 employees, including 18 Italians, which is a
relatively high figure among Air China's overseas sales teams. After the
outbreak of the epidemic in China, Air China's headquarters demanded that
all external departments strengthen measures to prevent and combat the
epidemic. The general manager of the sales department organized the
purchase of masks and disinfectants in advance and has developed a
detailed work plan for epidemic prevention specifically for sales
departments. Heads of various departments were obliged to check the
health of the staff on a daily basis and take all recommended anti-epidemic
measures. At first, the Italian staff did not understand this. Employees did
not like restrictive policies because they were used to a different culture of
communication and pastime. And it took a lot of effort for the Chinese
management to prove to the Italian employees the presence of an increasing
danger. The above differences in consciousness can be explained by the

theory of cultural dimension of G. Hofstede, which is an algorithm for
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determining cultural differences in different countries (Hofstede,
2015). 1% According to scientists, culture is a socio-psychological
program that people are forced to follow and which can distinguish one
group of people from another. In the course of his research, G. Hofstede
summarized the differences between different cultures in six main
dimensions of cultural values. Western Europe and the United States are
societies that promote individualism, emphasizing individual freedom
and subjective achievement. Therefore, an effective humanistic policy
of stimulating Europeans is to ensure personal competition between
employees and remuneration for personal contribution to the
achievements of the company. China and Japan are societies that, by
contrast, are based on collectivism. For the sake of society, citizens of
these countries can abandon certain personal interests. Staft depends on
the organization, and therefore in these countries it is relatively easy to
build a harmonious relationship between employees and managers
(Zhang Ziyang, Xu Xiaokun, 2021).1% For example, in the cultural
concept of individualism, wearing masks is an obvious limitation of

individual rights. Therefore, European and American employees of

104 Hofstede, G. H. Cultures and Organizations: Software of the Mind. London. 2015.
P. 279.

105 Culture u management People. . [Electronic resource] URL:
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companies, as a rule, are characterized by a strong rejection of restrictive
measures taken during the epidemic. And the situation at Air China's
Rome department has clearly shown how difficult it is to convince
foreign employees to strictly comply with the company's rules to prevent
the spread of infection.

However, even with an absolutely thought-out approach to the
organization of work in interethnic teams, difficulties that arise in the
management of foreign personnel are inevitable. Among specialists in
economic sociology in China and the world as a whole, this topic has
always aroused active interest. At the same time, the role of the formation
of incentives in improving the efficiency of personnel is considered as the
main function of the corporate organization of labor in the PRC (Babintsev,
2009).1% In everyday work, within the framework of the incentive system,
reasonable compensation for the labor efforts of employees is very
important. As an important part of foreigners' remuneration, wages are
often seen as a unique means of nurturing a sense of belonging to an
organization (Zhao Shumin and others, 2019).1%" For foreign personnel of
Chinese multinational companies, the remuneration system combines

Chinese characteristics and adaptation to the local culture and institutional

106 Babintsev V.P. Personnel management from the position of sociology // Higher
education in Russia. 2009. Ne 4. P 155.

07" Zhao Shuming. Zhang Min. Zhao Yixuan. The Age of Human Resource
Management: Evolution and Development // Foreign Economics and Management.
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environment. With the COVID-19 pandemic sweeping the world, the
salaries provided by Chinese multinational companies to foreign
employees can be divided into two categories: standard payments and
additional remuneration.

Standard wages include fixed and non-fixed portions. The established
salary mainly refers to pension and health insurance, payments for
children, etc .; while the non-fixed basic salary provides family income
to employees, is aimed at improving their health and guarantees
financial stability in the event of force majeure. During the epidemic, as
different countries introduced non-working weeks of different durations,
multinational companies needed to provide staff with salaries within the
framework of already concluded employment contracts. As an example,
Sichuan Airlines' office in Thailand. Although international flights were
suspended for the duration of the pandemic and local Thai staff were on
vacation, Sichuan Airlines not only failed to lay off workers, but also
paid them base salaries for 20 months. Although this increased corporate
costs, it ensured the trust and loyalty of foreign staff to the company.
Workers after entering the standard regime. The functioning of the
organization demonstrated the initiative to find customers for the
company and were in full readiness to restore tourist flows after the
improvement of the situation with the epidemic.

Additional wages mainly include subsidies for annual leave, holidays
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and emergency leave. For example, at Huawei's Moscow Research
Institute, in accordance with corporate rules and Russian staff enjoy the
benefits of holidays in China and Russia at the same time. During the
holidays, they can enjoy additional subsidies, including bonuses and gifts.
These benefits also contribute to the growth of employee loyalty to the
company.

Thus, it can be concluded that the material incentive plays an important
role in the management of foreign personnel of transnational companies in
general and Chinese in particular.

During the COVID-19 pandemic, the organization of work plays an
important role, especially it can use personnel management policies. Since
2020, aviation companies have been the first to feel the severity of the
pandemic effects. Prior to the advent of the COVID-19 virus, due to strong
demand for tourism and business travel and declining global oil prices, the
operating income of Chinese multinational civil aviation companies grew
rapidly. In 2019, China's three largest aviation companies are China
Southern Airlines, China Eastern Airlines, and Air China. " — received a
total profit of 12.2 billion yuan (see Table 9). However, due to the epidemic
in 2020, the Civil Aviation Administration of China imposed strict
restrictions on international passenger flights. Demand for domestic routes

has also declined.
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Table 9. Total profit of the three largest Chinese airlines®®

Year 2019 2020 2021
Profit 12.2 billion | - 37 billion yuan | - 40.959 billion
yuan yuan

Chinese multinational airlines were forced to start implementing a
special personnel management policy. In particular, since most of
China's multinational airlines are state-owned enterprises, they have
assumed special social obligations, so even with a decrease in market
demand and an increase in operating costs, there were no layoffs of
employees. To maintain the normal operation of organizations,
transnational airlines have introduced an anti-crisis model into the
practice of work, according to which the flight crew took turns to
perform flights to ensure equal employment of personnel. Due to the
decrease in the number of passenger flights during the epidemic, but the
opening of a large number of cargo flights, employees, including foreign
ones, still need to be at local airports to serve flights, so the safety of
personnel has also become a priority concern of Chinese airlines. Taking
as a model the organization of work at Sichuan Airlines, foreign

specialists working in the Moscow sales department continued to

108 Zhenm Websiteen. [Electronic resource]. Sina. URL:
http://finance.people.com.cn/n1/2022/0401/c1004-32389803.html (date of access:

01.04.2022). (Z KB FSBHIWEIL ZAME AT EFESTMEBEEIL)
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perform their duties during the epidemic, accompanying Sichuan Airlines
flights carrying medical materials, and were also responsible for
coordinating airports and customs to ensure an uninterrupted flow of
cargo traffic between the two countries.

At the end of 2020 — beginning of 2021, a cooperation project agreed by
the governments of China and Russia was initiated in Tomsk. In
accordance with it, Sichuan Airlines must organize and execute two charter
flights for the transportation of engineering and technical personnel to
Tomsk. As part of their training, the company's Moscow personnel
repeatedly traveled between Moscow and Tomsk to coordinate actions.
Sichuan Airlines has even increased the salaries of Russian employees and
provided a large number of personal protective equipment to ensure their
safety during the pandemic. These measures demonstrate the special
attitude of Chinese multinational companies to their employees and
stakeholders, and also create conditions for maintaining proper procedures
for managing foreign personnel.1%

For the management of the organization of labor of multinational
companies, personnel management is the most important part of

management. The nature of multinational companies determines that their

companies have both local employees and foreign employees sent from

19 yang Yunke. Foreign Personnel Management of Chinese Multinational
Companies in the Context of the COVID-19 Pandemic: Current Status and Challenges
// Society: Sociology, Psychology, Pedagogy. 2021. Ne 12. P 149.
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their home countries. In the daily work of labor organizations, benefits
to employees are very important. Each labor organization has its own
special benefits.

Using the example of Huawei, Huawei has research institutes all over
the world, and Russia is certainly no exception. As a large global
company, Huawei did not go public, but adopted a plan to provide shares
by an employee. In 1990, Huawei tried to introduce a mechanism for
"internal financing and ownership of employee shares." Huawei
initially developed a special method of owning employee shares: "Every
employee who has worked for more than one year can buy shares of the
company; the number of purchases depends on the level and position of
the employee (13-23), productivity, sustainable contribution, etc.,
usually this is the number of shares that the company communicates to
its employees at the end of the year that can be purchased; employees
buy shares for salaries and bonuses at the end of the year, and if the funds
are insufficient, the company assists in obtaining a loan ("personal
business loan"), the purchase price is 1 yuan per share, and the
company's net assets are not related, the main income of employees after
the purchase of shares comes from the company's dividends, and
dividends are associated with the company's benefits. When employees

leave, the company buys back employees' shares at an initial price of 1
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yuan per share."!® With the exception of 1995 and 1996, employees
received shareholding certificates issued by the company, in other years
employees did not receive share hold certificates issued by the company,
but they could verify their own shareholdings in digital format.

During this period, wages, bonuses and dividends on shares were the
main components of employee remuneration, and the number of these three
components was almost equal. Among them, the issuance of shares, as a
method of financing, not only provides cash flow for the company, but also
enhances the sense of belonging of employees to the company. It is an
effective incentive mechanism that significantly reduces the risk to cash
flows and the risk of unstable entrepreneurial efforts.!*! Some Chinese and
Russian employees at Huawei's Moscow Research Institute also own
shares in the company and can receive annual dividends from the shares.
Such a stock ownership plan reinforces the sense of belonging of Chinese
and foreign employees to the company and motivates employees to work
harder.

For example, employees of China State Construction Engineering

Corporation who go to Russia must apply for a Sberbank bank card and

10 ju Xin. Huawei's history and compensation strategy. Beijing. Human resource
development in China. 2014. Ne 10. P 78. (£ A & & [H 12 X E 37 B ax BE. XU B dE
R.AEANTRIREF%.2014 55 10 H. 78) (in Chinese)

11°Qi Luming, Tang Jun, Experience and education in the system of owning shares
of Huawei employees // Beijing. Globalization, 2018. Ne 12. P 108. (4£4 R T 5% &

EHNER S B FEHRR IR £3RMA. 2018 55 12 #7.108) (in Chinese)
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file tax returns in accordance with Russian law.

To solve this problem, most multinational companies are implementing
a tax equalization plan. The essence of the plan is for multinational
companies to bear this additional tax burden. The most common method
for multinational companies is to determine their basic salary and other
additional income (such as bonuses) based on the income of expats in
their home country. At this time, it is possible to calculate the total
taxable amount of this income and then compare it with the taxable
amount of actual income of expats. All parts exceeding the tax payable
by expats in their home country are paid by multinational companies. In
addition, many multinational companies also have a tax protection
policy, meaning the tax payable by expats in the host country can be no
more than the amount of tax payable according to the level of wages in
the country of origin. In this case, if the tax paid by the host country is
less than the tax paid by the country of origin, the expat can receive this
part of the difference. The income of expats who do not have to pay taxes
is also withheld by them as a reward for receiving expats.

In any country, there are always contradictions in the organization of
labor, contradictions between the management of enterprises and
employees. In addition, the needs of sustainable development of the
economy of any country now include the creation of favorable

conditions for the development of continuous learning, stability and
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continuity of generations in enterprises. And trade unions can also have a
positive impact on these important tasks.!'? Therefore, another important
function of enterprise labor organizations is to protect the legitimate rights
and interests of employees to ensure the efficiency of production at the
enterprise and increase labor productivity. This part of the function is
mainly performed by trade unions. In fact, the Chinese government
established Chinese trade unions in the second half of the twentieth century,
following the example of the USSR. During the planned economy, most
enterprises and their production activities were controlled by the state.
Thus, the recruitment and dismissal of employees are in fact subject to
administrative supervision. It was important to implement the national
labor allocation plan. This aspect also reduces the likelihood of conflicts
between employees and management. Therefore, in the era of the planned
economy, the main protective function of trade unions for employees of
enterprises at all levels actually did not play a role. It was only when China
embarked on a policy of reform and opening-up that the Congress of Trade
Unions included the protection of workers' interests in its charter. Until
1921, V. I. Lenin proclaimed that there was no longer exploitation in a

socialist society, so the main function of trade unions should be to increase

112 yang Yunke. The Experience of the Russian Trade Union Movement for the
Regulation of Social and Labor Relations in China / Russia and China at the Turn of
the Third Decade of the XXI Century: Economy, Social Management, Culture
(Collection of Articles) / Ed. by A. V. Petrov (ed.), O. P. Gorko-voy, Chen Zhimin. —
SPb.: Asterion, 2020. P 29.
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labor productivity.

It was thanks to this thought of Lenin that the basic principles and
functions of the so-called "traditional dualism" of the Chinese socialist
trade unions were determined. With the advent of a large number of private
enterprises in the new era of the market economy, the state lost the ability
to tightly control it, and the new capitalists had no incentive to respect
all the rights of employees. In the process of transition to the market,
Chinese trade unions were forced to adapt to the new situation, which
led to a weakening of their influence on the regulation of social and labor
relations.

Returning to the function of corporate labor organizations to protect
the rights and interests of employees, it should be noted that in
connection with the active digitalization of Chinese society, attention is
paid to the problem of protecting the rights and interests of employees
from all segments of society. Trade unions of Chinese enterprises have
become more actively involved in protecting the rights and interests of
workers.

In 2019, the All-China Federation of Trade Unions issued a statement
calling for practical action to effectively help address wage arrears and
protect workers' rights and interests. This is especially true for
companies that systematically and maliciously violate the rights of

employees.
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In the context of the implementation of the model of a social market
economy, trade unions, as the main representatives of the interests of
workers, have become the most important participants in social partnership
(social dialogue) - a process aimed at preventing and resolving industrial
labor conflicts, establishing social and labor consensus and regulating the
labor market. In a society-oriented market economy system, improving the
status of workers compared to employers is possible only through strong
trade unions, which have legal mechanisms to influence the market
situation and provide broad social support for their activities.

As for the functions of Chinese trade unions, they are responsible not
only for protecting workers' rights, but also for maintaining the stability of
the labor sector in the economy. Activities in these two areas sometimes
contradict each other. First of all, this is due to the different goals of trade
unions and the government. On the one hand, the "Trade Union Law"
stipulates that Chinese trade unions are mass organizations voluntarily
organized by the working class, recognize the leadership of the Chinese
Communist Party, and their function is to protect legitimate rights and
interests. On the other hand, trade unions are the most important feedback
system between the working class and the leadership of the People's
Republic of China. The state therefore recognizes the legitimate rights of
trade unions at the legislative level, and trade unions have a dual

responsibility: to represent the interests of workers in the labor process and
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to participate in public administration. However, the responsibility of the
Government obviously goes beyond the recognition of the legitimate
rights and interests of workers. The Government represents the will of
all the people and is the main body for the implementation of macro-
control and social management. It accepts the public interest as the goal
of its actions. In particular, the national institutions represented by the
Government place greater emphasis on coordinating and maintaining
social stability at the macro level, as well as on coordinating and
integrating the interest-based behavior of various groups of people,
including conflicts in the world of work. On the other hand, Chinese
trade unions have been forced to take the controversial position of
engaging in macro-social governance and regulation to coordinate social
relations and maintain overall stability, fully supporting workers in
protecting their legitimate rights and interests.!
Analysis of the results of the empirical study - a semi-structured interview
with experts - the main employees of Chinese Multinational companies in
St. Petersburg and Moscow. As the main features of the research object that
influenced the organization of interviews and the selection of experts, we

can name the following: many years of experience in Chinese multinational

companies, as well as long-term training in Russia; conducting interviews

113 yang Yunke. Protection of the rights of rural migrant workers in China at the
present stage of reforms: problems and prospects // Society: sociology, psychology,
pedagogy. 2021. Ne 8. P 106.
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on condition of anonymity; interviewed employees perform duties of a
representative nature.

Analysis of the results in five blocks of questions, compiled on the basis
of the main tasks and working hypotheses of the empirical study:

1.How does the salary of foreign employees of Chinese multinationals
correlate with the salary of Chinese employees of employees?

For local Russian employees of Chinese multinationals, in order to
increase the loyalty of foreign employees to the company and stimulate
loyalty of the company's employees, their salaries are also higher than the
average intra-industry level in Russia, and in terms of intra-corporate level
of wages and additional benefits - at the same level. "It is very pleasant
to work with Russian colleagues, as we solve many production problems
together, while it is important to note that for the same amount of work we
have the same salary,” one of the experts said in an interview (expert 4).
"Employees from China and Russia correspond to each other in terms of
professional level, and their remuneration reflects the principles of fairness
in the system of labor organization of our company,” said another expert
(expert 5). An expert in another company said, "In my company, according
to the rules, employees cannot disclose their salaries, but in fact, Chinese
and Russian employees often compare their salaries personally, in
informal communication, and find that salaries are almost the same"

(expert 6). This measure guarantees equality in the treatment of employees
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and in the status of employees of the two countries. "Without
exaggeration, we can say: we are equal,"” the expert added (expert 4).
2.Are there many foreign employees in Chinese Multinational

companies?

Currently, the business of many Chinese Multinational companies in
other countries is actively developing in the construction industry,
especially in Russia. Experts selected for interviews also work in this
industry. At the same time, one of the features of work in the construction
industry is that a large number of workers are hired through outsourcing
and other forms of hiring for the duration of the actual construction of
facilities. "In the process of actual construction, a large number of local
Russian workers are hired,” the expert (expert 4) draws attention to the
peculiarities of hiring. Usually, a lot of Russian employees are hired. "/n
order to adapt as much as possible to local laws and social conditions in
St. Petersburg, my company also hired Russian engineers and managers.
Among them, the general manager of the project is jointly responsible for
the Chinese and Russian personnel, as well as the deputy general director
and half of the engineers are also local residents in St. Petersburg,” said
one of the experts (expert 5). This is very important for Chinese
Multinational companies. "Compared to Chinese employees, local
employees in St. Petersburg are better at establishing communications with

local customers and authorities,” said another expert (expert 4). And
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another expert (expert 6) has the same situation: "My industry is different
from others, in Russia many employees work in IT companies who
received international awards and grants in student years, so my company
is very active in hiring local IT specialists, so most of the employees in the
Russian branch are local employees, citizens of Russia. " Thus, in Chinese
Multinational companies operating in Russia, the proportion of Chinese
and Russian employees necessary for business development is observed.
3. What are the characteristics of the benefits that are provided to
employees of Chinese Multinational companies?

As for employee benefits, they include both Chinese elements of labor
incentives and local ones. "For example, on orthodox New Year's Day, the
company buys Christmas trees, in corporate offices, in accordance with
Russian customs, employees are given Christmas gifts and even invited to
the Russian "Santa Claus" to add a festive atmosphere,” comments one of
the experts (expert 5). During Chinese New Year, employees are
encouraged to prepare dumplings for celebration according to Chinese
customs," says another expert (expert 4). Expert 6's company is simpler:
"the company distributes money to Chinese and Russian employees during
the holidays, and after work allows employees of both countries to go
together to bars or other places to celebrate the holiday.” In their
companies, every holiday is celebrated together by Chinese and Russian

employees. In general, benefits help Chinese multinationals increase
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employee satisfaction from working for a Chinese company.

4. Are there many employees in your company? Do women hold executive
positions in your company?

"In Chinese multinational companies, of course, there are many female
employees, which is also determined by the nature of the job duties. in some
positions, women are more effective,” said one of the experts (expert 4).
"But frankly, there are really very few women in leadership positions,
women have relatively few opportunities for promotion, and management
prefers that women perform mostly representative functions, and do not
make management decisions” (expert 5). Men are more likely to get
promoted if they work in the same department, “Because executives fear
that women's fertility will affect their jobs, or women have to take care of
their families, and executives believe that men have more time to work,"
added another expert (expert 4). In IT companies, the situation is more
complicated. An IT company expert said (Expert 6): "In the old days,
programmers were usually men, and the number of women was relatively
small. With the improvement of women's education in recent years, the
number of women employees and women managers has increased
significantly."

5. What are the features of the work organization system developed in the
Chinese TNC?

In the field of labor organization and production management, the
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Chinese TNC strictly complies with Russian labor legislation and
guarantees a 40-hour work system. "In the case of overtime work, wages
for it are paid in accordance with Russian law,"” the expert (expert 4) noted
in order to effectively guarantee legitimate activities and ensure that there
are no illegal actions on the part of the administration. "In an IT company
in China, there is a phenomenon of overtime, but in Russia my company
complies with the law and does not force employees to work overtime in
order to protect the legitimate rights and interests of employees,” added
another expert (expert 6).

6.What are the efforts of Chinese Multinational companies to protect the
rights and interests of their employees?

This 1s an important task for multinational companies in different countries.
A Chinese TNC has set up a special department to protect the rights of
employees. The peculiarity of the transnational company was that "the
Chinese TNK found an interpreter and a Russian lawyer specifically for
the Russian branch, to conduct cases on the protection of the interests of
foreign employees,"” said one of the experts (expert 3). "When employees
believe that their rights are being violated, it is possible to report it to the
defense staff, and the lawyer can solve these problems," said another expert
(expert 4). And according to an expert in an IT company (expert 6), "not
only at work, but also in life, employees also face legal problems. To ensure

that employees can work in peace, my company's legal counsel can also



404

help employees solve legal problems in non-working areas." According to
the interview, it can be summarized that Chinese Multinational companies
actively protect the rights of employees.

Judging by the results of interviews with experts, the organization of
labor in the studied Chinese construction company has its own
distinctive Chinese and Russian characteristics. First of all, from the
point of view of the remuneration system, from the point of view of
additional incentives, it gives impetus to employees in order to
contribute to the effective operation of the company and increases the
cohesion of the organization of work in the company. In addition, the
company guarantees that Chinese and Russian employees receive the
same treatment under the same circumstances; the number of foreign and
local employees is reasonably distributed in accordance with the real
situation in the company and in the market it serves. Although cross-
cultural management is actively carried out and it fully corresponds to
the actual situation. After all, local employees who are familiar with the
situation, they can work more efficiently, which reduces the transaction
costs of the enterprise and saves time and resources. This is inseparable
from the scientific organization of the work of the enterprise. The system
of benefits and social protection works in accordance with the legislation
of Russia. And at the same time, reflects the characteristics of large

Chinese state-owned enterprises, employees in Russia experience a
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sense of belonging and satisfaction with work, which in turn guarantees the
normal operation of the organization. Although, of course, the Chinese
company has its own specifics of the organization of labor, associated with

Chinese socio-cultural characteristics.
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CONCLUSION

The dissertation study analyzes the key aspects of the development of
labor organization in Russian and Chinese transnational companies in
modern society, namely: the general system of social and labor relations,
social protection of employees and the system of labor organization.

The development of labor organization of transnational companies
takes place as one of the aspects of the socio-economic development of
Russia and China as a whole. And the development of transnational
companies can be liberalized using the approaches of sociology. On the
one hand, the historical and sociological approach allows us to look back
at the path of development of transnational companies, and better
understand the socio-economic and socio-institutional environment of
the labor organization of transnational companies at the present stage of
development of our countries. And the economic and sociological
approach confirmed the presence of features of the development of labor
organization in Russian and Chinese multinational companies.

Since the end of the last century, great changes have taken place in the
economy and society in Russia and China.

The development of social and labor relations in Russia and China
indicates that from the point of view of economic sociology, the

organization of labor in Russian and Chinese transnational enterprises
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has both advanced features and aspects that deserve improvement. In
particular, the current dissertation study showed that the advantages of
organizing work in Chinese multinational enterprises are as follows:

1. The personnel motivation system and the remuneration system
comply with international standards, which makes it possible to increase
the loyalty of employees through flexible systems of material incentives
and additional means of motivation, including a set of corporate socio-
economic benefits that are of great social importance for employees
(payment of air tickets, dividends in the form of interest on shares, increase
in vacation periods and other means). These socio-economic measures not
only increase the efficiency of the work of the personnel of enterprises, but
also contribute to economic and social development. For example, the
more time left for entertainment, the better for the development of the
service sector, which is one of the locomotives of the modern Chinese
economy. Large Chinese companies, and especially transnational
corporations, are thus setting a good example of small and medium-sized
enterprises caring for workers and reducing (or significantly curbing) their
level of exploitation in market conditions in which exploitation is
inevitable by applying a more orderly system of regulation of social and
labor relations. Such activities of Chinese multinationals can influence
changes in the organization of labor in the PRC in the foreseeable future.

2. Chinese companies in the process of creating branches in different
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countries, including Russia, have deepened their understanding of local
culture and accumulated experience in intercultural management,
building a special organization of labor in international teams. Chinese
companies are expanding their work in the Russian market and now they
can not but be interested in studying the special features of social and
labor relations in Russia, because the productivity of personnel and their
profits directly depend on it. For example, China Construction Group
has signed contracts for the implementation of several projects in St.
Petersburg, and China Railway Construction Group " has implemented
several projects for the Moscow Metro, and hundreds of Chinese
specialists have taken an active part in the implementation of these
projects. The organization of labor of enterprises can be built on the basis
of management concepts of different countries, cultures and systems.
But the management of Chinese multinationals is now trying to
formulate a personnel management policy taking into account the socio-
cultural and socio-institutional characteristics of different countries, so
that it corresponds to their culture and laws, so that the labor
organization system is socially effective, that is, it would take into
account the peculiarities of the society, its social communications, where
the Chinese company conducts business.

3. Chinese multinational companies can exemplary comply with the

laws of the host country. Since the implementation of China's reform and



409

opening-up policy, multinational companies have not only assumed the
function of making a profit but have also taken responsibility for
strengthening China's international image and strengthening friendship
with societies in different countries. Today, not only state-owned
multinational companies, but also private multinational companies such as
Alibaba or Huawei carry out a similar social mission. In accordance with
this premise, as part of the regulation of social and labor relations, Chinese
multinationals are obliged to strictly comply with laws and regulations,
acting strictly within the existing institutional framework of a particular
state. Not only to make a profit, but also to become a model. Regulation
of labor relations is an important task for the activities of Chinese
Multinational companies abroad.

Everything has two sides, and the organization of labor of Chinese
multinational enterprises also has its drawbacks. Summarizing the results
obtained in the course of the dissertation research, it is possible to
formulate the following main problems of labor organization of Chinese
transnational companies:

1. Compared to Russia and other countries, trade unions in China and
Chinese companies do not play an important role in regulating social and

labor relations and in resolving labor conflicts.
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Dynamics of the number of trade unions in companies in China!!*

Year 2018 2019 2020 2021 2022

Quantity | 273.1 261.1 270.2 275 280

These data show that in 2018-2022 the number of trade unions
in Chinese companies is constantly changing, but they are still clearly
lacking. According to the All-China Federation of Trade Unions and
the National Bureau of Statistics of China, as of 2021, there are 48.42
million enterprises and 740 million workers in China, and there are
2.8 million grassroots trade union organizations in the country with
almost 300 million members of these organizations, including 1.5
million employees who are members of state-owned trade unions.
More than 1.3 million enterprises have trade unions (but this is only
2% of the total number of members in the country). Although the
number of members of trade unions account for 40 per cent of the
number of employed, most of them work in large enterprises, and
most of the workers of small and medium-sized enterprises are not
covered by trade union membership. There are still too many

companies in China where there are no unions at all. And not only are

Ud (dhEM N TESEE)Y Number of company unions in China. [Electronic
resource] URL.: http://www.rmzxb.com.cn/c/2022-07-30/3170707.shtml
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they few, the trade union system of Chinese enterprises still retains the
characteristics of the period of the planned economy and has low efficiency
in market conditions. And in small and medium-sized enterprises, and in
large multinational companies, and in private and state-owned companies,
the chairman of the trade union committee, as a rule, is closely connected
with the management of the enterprise, being in strict dependence on it.
Take, for example, the Chinese multinational company Fuyao Glass.
This company raised its profile on the film "Chinese Factory". As a large
manufacturing company, it employs a large number of workers. Even in
the U.S., where union traditions are notoriously strong and unions
themselves carry considerable weight, Fuyao Glass managed to avoid
forming a union simply by enlisting the support of American employees
who were promised constant wage indexation. It also happens that unions
in Chinese factories are even controlled by the relatives of the owner of the
company. Will the union be able to protect the interests of workers in such
conditions? For a social protection system for workers in China. This is
a problem for the PRC, unlike the same Russian enterprises, where there
have long been independent trade unions. Therefore, improving the
effectiveness of the activities of Chinese trade unions to protect the rights
of workers, including rural migrants (who make up the bulk of the non-
and low-skilled labor force, including those employed in the production of

Multinational companies), is one of the urgent problems of implementing
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social policy at the present stage of reforms in China and an important
task for the development of social and labor relations. And here,
sociological research, the formation in the PRC of such a branch of
economic sociology as the sociology of the trade union movement,
which, by the way, is already quite well developed in Russia, are of
great importance for the development of the Chinese trade union
movement,!1°

2. The interests of working women in China need to be
strengthened. In Chinese multinational companies, the protection of
the rights and interests of all employees is still better than in small and
medium-sized enterprises, however, there is still a hidden problem of
gender discrimination, the problem of a "glass ceiling" for many
women employees. Companies can refuse to hire unmarried women
who do not yet have children. The main reason is that companies are
afraid that women will go on maternity leave soon after being hired
by the company. Although the situation is changing with the abolition
of the birth control policy, nevertheless, the problem of gender
discrimination still has a significant impact on the effectiveness of the

regulation of social and labor relations in the PRC.

115 petrov A.V. Sociology of the Trade Union Movement. SPb., 2008. P 140.
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10 Best Companies-Employers in China, Forbes Rating!!®

Place Employing company Branch
1 HAIER Electronics
2 LENOVO Electronics
3 ANT GROUP Finance
4 HITACHI ENEGY Power
engineering
5 SCHNEIDER Electronics
6 Mm% (Wei pin hui) Online
Shopping
7 Xiaomi Electronics
8 iz (Yuan jing) Power
engineering
9 Bank of China Finance
10 CICC Finance

The table shows the 10 best companies-employers in China, the
Forbes rating, including 6 companies - private Chinese, 2 companies -
with foreign participation, and 2 - state-owned. Thus, in China in

different industries there are still companies whose organization of

116 The best employers in China in 2022, Forbes rating. [Electronic resource] URL:
https://baijiahao.baidu.com/s?id=1737778970141991446&wfr=spider&for=pc
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social and labor relations receives high marks from employees.
These companies can and are benchmarks for other Chinese
companies, including transnational ones, in terms of improving the
efficiency of labor organization.

From the data obtained from the study of the organization of
labor in the studied Chinese companies, it can also be concluded that
in the specific process of regulating labor relations, the social security
system of companies, the conclusion of employment contracts, the
regulation of working hours, the level of wages, safety and health
factors can cause labor disputes. Thus, strengthening feedback
between employees and management of enterprises is one of the most
important ways prevention of conflicts between employees and
management and the establishment of early warning mechanisms for
such conflicts, as well as a basis for the implementation of internal
mediation strategies. To achieve information communication,
companies can turn to effective Russian experience and use the
following methods: first, the organization of a system of constant
consultations with employees. Enterprises can organize employee
meetings to participate in some of the internal management affairs of
the enterprise. Secondly, a system of constant consultations on
personnel management issues. The enterprise and the trade union

should hold regular communication and consultation meetings on
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personnel management issues in order to be aware of current labor
problems and conflicts, especially for conflict prevention. Thirdly, a
system for dealing with employee complaints is needed. By creating
"suggestion boxes," feedback hotlines, and other platforms to
communicate with employees so they can express their demands.
Conducting regular internal corporate reviews and wrap-up meetings is
also another effective way to prevent conflicts between employees and
management and to create early warning mechanisms for conflicts.

The advantages of organizing the work of Russian transnational
enterprises according to the data of the dissertation research can be noted
mainly in the following points:

1. Within the framework of social and labor relations of Russian
transnational companies, managers and employees have closer
communication, and in the daily work process they can take into account
each other's opinion as much as possible. In the organization of work, in
addition to material goods such as wages, the working atmosphere and
corporate culture are also crucial. More attention is paid to the management
of corporate culture at Russian enterprises.

2. Organization of labor of Russian transnational enterprises provides
more opportunities for training employees. For example, large enterprises,
such as Gazprom, provide full professional training opportunities for

employees of different departments and levels, so that employees can
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continue to improve their level of qualification and better meet the needs
of the enterprise. At the same time, it also provides more opportunities
for promotion for employees. The system of training employees of the
studied Russian multinational company is worthy of imitation by large
Chinese enterprises.

3. In Russian companies, more attention is paid to the proposals of
each employee, which can increase labor efficiency. In the organization
of labor of Chinese enterprises, everything is usually decided by the boss,
not only the organization of labor, but also the form and content of
collective leisure activities, such as team building, are determined by the
manager. In Russian companies, in a similar situation, managers will ask
for proposals from employees and implement them.

4. The organization of labor of Russian transnational enterprises is
more perfect in protecting the rights and interests of female workers. As
mentioned above, in the relevant chapter, the proportion of women
managers in Russian multinational companies is relatively high, and
women face discrimination less often when hiring than in China. As a
result of Russia's policy of encouraging fertility, the State has invested
heavily in subsidizing childbearing, and an ideological and cultural
awareness of respect for the rights and interests of women has been
formed throughout society. It i1s much easier and more effective for

female employees to self-actualize in labor in Russian companies than
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in Chinese ones.

Of course, there are also shortcomings in the organization of labor and
Russian transnational corporations. For example, highly profitable
multinational companies, such as Gazprom, have a relatively efficient
organization of labor, and the rights of workers there are fully guaranteed,
but in other industries that are not focused on the foreign market with low
profits, the possibilities of training employees or paying social benefits are
relatively small.

10 best companies-employers of Russia, Forbes rating!!’

Place Employing company Branch
1 Norilsk Nickel Power engineering
2 Pole Power engineering
3 Gazprombank Finance
4 Yandex IT
5 Polymetal International | Power engineering
6 VTB Finance
7 Alrosa Power engineering
8 Sberbank of Russia Finance
9 Gazprom Power engineering
10 Novatek Power engineering

11750 best companies-employers of Russia, Forbes rating. [Electronic resource]
URL.:https://basetop.ru/50-luchshih-rabotodatelej-rossii-rejting-forbes/
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Analysts of the portal Superjob.ru conducted a survey of 3,000 people
and found out which parameters employees consider the most important
when applying for a job. Questions to them were intended to
demonstrate the situation with the organization of labor in these
companies. For example, questions such as: what is your salary (the
most important criterion)? What are the working conditions? Does the
company conduct in-house training? And the results showed that from
the point of view of Russian employees, the 10 best companies-
employers in Russia are just transnational companies, especially those
working in the field of energy, financial services and IT.

Thus, the organization of labor in Russian and Chinese multinational
companies have different characteristics and inherent problems that need
to be solved taking into account economic and social factors.

From the point of view of the organization of labor of Chinese
multinational companies, first of all, it is necessary to improve the trade
union system. Trade unions are an important force for the protection of
workers' rights and interests. Taking into account the institutional and
legal characteristics of a socialist country, it is necessary to significantly
expand the functions of trade unions, increase the proportion of ordinary
workers among the leading members of trade unions, mobilize active

employees of enterprises to join trade unions, make the activities of trade
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unions transparent, maintain close ties between trade unions and legislative
bodies, take the initiative to inform the management of the enterprise and
the government about the violation of workers' rights. Secondly, it is
necessary to transform the overall system of social protection of workers,
for example, in terms of avoiding overtime employment, which is typical
for large Chinese companies. Thirdly, finally, it is also necessary to
strengthen government oversight of the activities of transnational
companies in order to fulfil their formal obligations to comply with labor
laws.

From the point of view of increasing the efficiency of the organization
of labor of Russian enterprises, first of all, it is necessary to ensure the
standardization and improvement of the organization of labor of
transnational companies and other enterprises in the country in order to get
rid of intersectoral disproportions. Secondly, it is necessary to further
reform the wage system, gradually increase the average salary of
employees in all sectors and reorient it to qualified employees.

In the course of conducting its own empirical sociological research on
the study of the attitude of employees to the organization of work in
Russian and Chinese multinational companies, it was also revealed that
employees in multinational companies are usually generally satisfied with
the organization of work in their companies. Given the important role of

multinational companies in both countries, the organization of labor of
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multinational companies in Russia and China can serve as a model for
labor organizations in other companies.

In the foreseeable future, the organization of work of transnational
corporations in Russia and China will continue to arouse the interest of
sociologists. However, the economic and sociological analysis of the
peculiarities of the organization of labor of Multinational companies
should be continued in connection with the multifaceted problems and
issues of labor organization of transnational companies and its poor
study in the framework of modern economic and sociological research.
The organization of labor in Russian and Chinese transnational
companies will certainly receive a new development, moving to a new
stage in the framework of informatization and digitalization, but, most
importantly, within the framework of social harmonization, which is

what Chinese and Russian societies strive for in the 21st century.
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APPENDIX
APPENDIX 1

Guides of interview on the study « Features of labor
organization in Chinese and Russian multinational companies:
economic and sociological analysis »
Survey of Russian experts
1.How does the salary of foreign employees of Russian Multinational
companies correlate with the salary of foreign employees in Russia?
2. Are there many foreign employees in Russian Multinational
companies?
3. What are the characteristics of the benefits that are provided to
employees of Russian Multinational companies?
4. Are there many employees in your company? Do women hold
executive positions in your company?
5. What are the features of the labor organization system developed
in the Russian multinational companies?
6. What are the efforts of Russian multinational companies to protect

the rights and interests of their employees?

Survey of Chinese experts
1. How do the salaries of foreign employees of Chinese Multinational

companies relate to those of Chinese workers?
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2. Are there many foreign employees in Chinese Multinational
companies?

3. What are the characteristics of the benefits that Chinese Multinational
companies provide to employees?

4. Are there many employees in your company? Do women hold
executive positions in your company?

5. What are the features of the work organization system developed in
the Chinese multinational companies?

6. What are the efforts of Chinese Multinational companies to protect the

rights and interests of their employees?

APPENDIX 2

Example of a transcript of an interview with an expert 1 (Chinese
expert).

Hello!

My name is Yang Yunke. I am a graduate student at the Faculty of
Sociology of St. Petersburg State University. I am conducting a study on
the topic "Sociological analysis of the peculiarities of labor organization in
Russian and Chinese transnational companies". The purpose of the study
is to identify the main features of the organization of labor of a modern
Russian and Chinese transnational company. Thank you for agreeing to

take part in the interview! I hope it won't take up much of your precious
p p p your p
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time, but it will help a lot to conduct my sociological research.

INTERVIEWER: My very first questions will be general, about
your career. Tell us about it, please.

EXPERT: I am 27 years old, now I work at China State
Construction Engineering Corporation.

INTERVIEWER: Why did you choose this company?

EXPERT: When I completed my bachelor's degree at the St.
Petersburg Mining University, there was an opportunity to work in
this large company, to gain experience, so I chose this company. In
addition, my girlfriend is Russian, and that's why I chose to work at
China State Construction Engineering Corporation.

INTERVIEWER: Great! That is, you want to continue to live and
work in St. Petersburg?

EXPERT: Of course, St. Petersburg is a great city, and the
company is also good.

INTERVIEWER: Can you explain why you think this company
is right for you?

EXPERT: High salary, long vacation, and of course, you can live
in such a beautiful city.

INTERVIEWER: High salary, that's important. Please tell me,
how does the remuneration of employees of China State Construction

Engineering Corporation in St. Petersburg correlate with the
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remuneration of local workers?

EXPERT: This is a good question, in fact, for both a Chinese
employee and a Russian employee, if the amount of work is the same, then
their salary will also be the same. We feel equal. But, unfortunately, I can
not say the exact amount. But it should be noted that our salaries are higher
than those of employees in China, because we are in Russia, far from loved
ones, even during the pandemic. In China, strict restrictions on COVID-19
have been extended, even Chinese citizens also find it difficult to return to
China, so the company pays us more wages to encourage us to work more
actively.

INTERVIEWER: Great, that means you're in good company. You said
that local workers also receive high salaries, please tell me, are there many
foreign employees in your company in St. Petersburg?

EXPERT: We can say that the share of Chinese and Russian
employees in the company depends on the peculiarities of work in the
construction industry, a large number of workers are hired through
outsourcing and other forms of hiring for the duration of the actual
construction of facilities. In the process of actual construction, a large
number of local Russian workers are hired, as well as internal management
and engineers of the group. To adapt as much as possible to local laws and
social conditions in St. Petersburg, China State Construction Engineering

Corporation has also hired Russian engineers and managers. The general



444

manager of the project is jointly responsible for the Chinese and
Russian staff, as well as the deputy general director and half of the
engineers are local residents of St. Petersburg. Compared to the
Chinese employees, the local employees in St. Petersburg better
interact with local customers and authorities.

INTERVIEWER: Great. Another extremely relevant issue is
regarding the equality of employees in the company. Tell me please,
how many employees are there in your company? Do women hold
executive positions in your company?

EXPERT: That's a good question. There are many employees in
our company, although my company is a construction company, but
we need employees who could not only build facilities but build
communications with government officials and solve financial
problems, these issues are more suitable for a woman. In our company,
the majority of employees and the head of the financial department
are women. But high-level executives, such as the CEO and deputy
CEQ, are all men, these are the characteristics of Chinese companies.
It seems to me that in our country, employees of almost all companies
would be frightened if they were led by a woman, because she needs
to care more about the family, and, most likely, she simply will not
have enough time to perform the duties of a director or boss.

Therefore, I can generalize, there are many employees, but there are
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still few female managers.

INTERVIEWER: Another important question! Please tell us about the
features of the labor organization system in China State Construction
Engineering Corporation?

EXPERT: China State Construction Engineering Corporation's labor
organization system is, first of all, strictly focused on compliance with
Russian labor laws and guarantees a 40-hour work system. In the case of
overtime work, overtime wages will be paid in accordance with Russian
law in order to effectively guarantee legality and ensure that there will be
no illegal actions. But I would like to note that in China the situation with
overtime employment is very difficult, but there we worked with a good
mood.

INTERVIEWER: So as not to disturb you for a long time with
questions last question. Can you tell us about the efforts of China State
Construction Engineering Corporation to protect the rights and interests of
its employees?

EXPERT: Protecting the rights of employees is very important, but
such work is not always visible, noticeable. As a Chinese TNC in Russia,
our company must comply with Chinese and Russian law to protect the
rights of employees. China State Construction Engineering Corporation
has created and maintains a system of employee protection. The

organization of labor of enterprises involves the presence of specialized
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institutions and personnel to solve issues of protecting the rights and
interests of employees. At the same time, in accordance with the laws
of China and Russia and the rules of the company, the legal
department of the company promptly responds to the requirements of
employees to protect legitimate rights and interests. I think that our
company is at a high level of protection of the rights of employees.

INTERVIEWER: It's clear. No more questions. Thank you very
much for the detailed answers and help in the research.

EXPERT: Don't mention it! Good luck.

APPENDIX 3
Example of a transcript of an interview with an expert 4 (Russian
expert)

Hello!

My name is Yang Yunke. I am a graduate student at the Faculty
of Sociology of St. Petersburg State University. I am conducting a
study on the topic "Sociological analysis of the peculiarities of labor
organization in Russian and Chinese transnational companies". The
purpose of the study is to identify the main features of the organization
of labor of a modern Russian and Chinese transnational company.
Thank you for agreeing to take part in the interview! I hope it won't

take up much of your precious time, but it will help a lot to conduct
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my sociological research.

INTERVIEWER: My very first questions will be general, about your
career. Tell us about it, please.

EXPERT: Hello! How many years, how many winters! Our first
meeting was in 2018, during a flight from Moscow to Chengdu. As you
know, I am 31 years old, and I work in the field of information technology.
My company is a large Russian multinational company.

INTERVIEWER: Why did you choose this company?

EXPERT: I am a Muscovite, and I graduated from Moscow State
University, after graduation I started working in a Chinese company, but
then my career underwent some changes. I chose another, already Russian
company.

INTERVIEWER: Got it. What do you think is the difference between
a Chinese company and a Russian company?

EXPERT: Well, it's hard to say that right away. The Chinese like to
work on weekends, but in our company on weekends, usually no one works.

INTERVIEWER: Can you explain why you think this company is
right for you?

EXPERT: Working here is much more comfortable for me, here I can
keep the balance of time between work and personal life.

INTERVIEWER: That's fine. You are comfortable working in this

company, that is, you are satisfied with your salary and everything else.



448

Please tell me, how does the salary of foreign employees of your
company correlate with the salary of local employees?

EXPERT: Honestly, usually our colleagues don't like to answer
questions about salary, but I can briefly answer for your research. First
of all, I would like to note that our company is large, so there are a lot
of employees. I know some of our colleagues from China, but due to
the coronavirus pandemic, they are still in China, their salary in rubles
or yuan depends on the specific place of work and the labor functions
performed there. But, as far as [ know, they are satisfied, the level of
their salary corresponds to ours, which we receive here. We can say,
according to the salary, foreign employees of our company and local
are equal.

INTERVIEWER: That's a good thing. As you said, you know
some of the colleagues from China in your company, but how many
foreign employees are in your company at all?

EXPERT: If we use the example of my department, then out of
25 employees, 5 are foreigners, that is, 20%, which is a relatively large
number. If we talk about another department, for example, the
customer service department in Russia, then all the employees there
are local, because foreigners are not needed in this department. In
general, in our company, the number of foreign employees depends

on the demand for their experience and the need to use it in
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communicating with customers in specific departments. I think for a
multinational company, that's okay. The need to attract foreigners to
perform specific work duties depends on the specifics of the performance
of these duties. But in the future, I am convinced, we will have many more
foreign employees, because we are expanding our activities.

INTERVIEWER: I agree with you. There is also a question about
what are the characteristics of the benefits that are presented to employees
of your company?

EXPERT: I can also tell you about benefits and bonuses, because this
is what is used for additional material incentives for our employees. Our
bonuses from the company have local features. Since our company works
in the field of information technology, our benefits are also in this area,
they are the same for both foreign and local workers. Usually, employees
are provided with a promo code from Internet platforms, or discount cards
for delivering the necessary goods from supermarkets. The most important
benefit is discounts during the holidays. For example, before the new year,
we received a promo code for one site, the discounts are large, but the
specific amount of money I can not say, this is a secret. Although it seems
to me that these bonuses are already enough.

INTERVIEWER: I understand you. It's interesting, you have a good
company. The next question is: are there many employees in your company?

Do women hold executive positions in your company?
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EXPERT: According to official data, our company has more than
10,000 employees, this is already quite a large number. I do not know
the exact data on all employees, but I can say about the situation in
my department. In my department, there are 3 employees who work,
like us, as programmers, usually there are few employees in the IT
department, but there are still more male employees. But there are
really a lot of employees in the customer service department. If I
remember correctly, then the head of the customer service department
1s a woman, and in other departments there are women managers.

INTERVIEWER: Another question on the organization of work.
In your opinion, what are the features of the work organization system
developed in your company?

EXPERT: I worked for a Chinese company, so I can compare. In
a Chinese multinational company, they often work overtime, this, of
course, 1s not usual, but all Chinese workers believe that this is normal,
and I think not so much. And in my company, there are strict measures
to regulate the organization of labor, for strict compliance with the
law. It's important. But perhaps our young people like to work
overtime, because then the salaries are higher, if [ were 20-23 years
old, I would also like to work hard to earn more, but now I have a wife
and children, so the strict labor organization system of my company

1s suitable for me.
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INTERVIEWER: Your answer is related to my last question. You said
that your company acts strictly according to the law, the labor code, which
means that the management carefully protects your labor rights. What
exactly are the efforts of your company to protect the rights and interests
of its employees?

EXPERT: That's a very good question. Probably, these efforts consist
in avoiding, preventing labor conflicts, for example, between management
and subordinates, between employees. That's why I've never had to resort
to that kind of protection. I know that the legal department of the company
can help us to draw up any document when we have any legal problems. I
think our company actively defends our labor rights.

INTERVIEWER: It's clear. No more questions. Thank you so much
for the detailed answers and help with the research!

EXPERT: You are welcome. I wish you success!



