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[En | AEB RUSSIA'S HR SECTOR 2016/2017 Introduction

Dear readers,

Frank Schauff It is a pleasure to introduce you to the 3 issue of the AEB publication “Russia’s HR
Chief Executive Officer, Sector: Surveys, Analyses, Facts”.

Association of European

Businesses

Doing business in Russia is a challenge, but there are many opportunities. The AEB
is an excellent partner which helps solve issues of practical and commercial impor-
tance for its members.

The main goal of this publication is to share with you information on current trends
and predictions that human capital and hiring experts agree on. Leading experts
from the HR sector review the main challenges and priorities of importance for the
year, and predict any respective changes, or otherwise, in the year ahead.

After surveying the main trends in the HR community, for this issue we have se-

lected articles on labour market trends, new leadership dimensions, motivation in
crisis times, solutions under the conditions of prohibited agency work, and other

important issues.

The materials presented in this publication will perhaps help you to create a clearer
picture of HR related topics, challenges and possible solutions in your hiring and

personnel training practice.

I hope you will enjoy reading our publication!
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Dear readers,

Once again we have brought together the expertise of AEB member companies to Michael Germershausen

create an overview of the Russian labour market and HR sector for this year. Chairman of the
AEB HR Committee,

Managing Director,

Despite the overall economic situation not having seen any dramatic changes Antal Russia

since last year, business has moved on. Companies have adapted to the new
economic circumstances and the good news is that the situation in the job market
appears to have stabilised. According to a recent labour market survey, close to
50% of staff received a pay rise in the last 12 months, which is a better result
than last year, while 40% did not see any changes to their salary and around
10% received less in their wallet than last year. What we are also seeing among
candidates is that considerably fewer people are ready to make a change in their
career right now.

Speaking about employers, the top three things businesses are doing to improve
productivity in these challenging times are redistributing work among fewer em-
ployees, meaning that they are working more for the same amount of money, re-
ducing the amount of people eligible for corporate benefits, and laying off people.

However, there is much more business can do to optimise and develop its hu-
man resources. Most HRDs are now involved in working on sustaining employee
motivation during the difficult times to keep up morale. They are considering a
variety of material and non-material incentive tools in search of the best solutions
to increase the efficiency of employees and boost other business indicators by
increasing personnel involvement.

I hope this publication will be a valuable source of new ideas for the HR industry
and will help you attain your business goals. And of course I will be very pleased
to see you at our forthcoming AEB HR Committee events to exchange insights and
best practices in person.



Labour market trends 2016

MICHAEL

Antal Russia

PLANS TO CHANGE JOB

Over the last two years, the number of
people who do not envisage changing
their job has been steadily increasing.
Compared to 2015, the proportion of
such people has grown by 5% (41% of
the respondents); if compared to 2014,
there are now 14% more “stable” re-
spondents. With the growing economic
uncertainty, people are increasingly less
likely to risk changing their job. The
proportion of people who were search-
ing for a new job at the time of the sur-
vey has decreased from 30% to 25%.

Besides, the salary expectations of the
candidates have become noticeably
more moderate since 2014. The pro-
portion of respondents who do not ex-
pect a pay rise after changing their job
has increased from 3 to 12% over the
past two years. As for benefits, the re-
spondents still name the annual bonus
scheme (90%), voluntary medical in-
surance (83%), flexible working hours
(64%), and mobile phone allowance
(63%) as the most important when
choosing a new job.

It is interesting that for respondents
changing their job now, nearly 70%

GERMERSHAUSEN
Managing Director,

Antal Russia executive recruitment company has presented the first
results of the 7" annual labour market survey, in which nearly 6,000
middle and senior-level managers and professionals participated.

would prefer an international compa-
ny. The national identity of the com-
pany does not matter to 26% of the
respondents.

REMUNERATION

Despite the fact that the economic en-
vironment in the country is still chal-
lenging, according to the results of the
2016 survey, the number of respond-
ents who stated that their salary had
grown has increased by 6%, reaching
43%. Similar to last year, nearly 60%
of the respondents received a pay rise
of no more than 10%.

The proportion of respondents who
received an annual bonus in 2016 has
gone slightly down compared to 2015
(by 3%). The bonus was received by
55% of the respondents. The propor-
tion of people whose compensation
package does not include a bonus has
increased to 22%.

STAFF CUTS

The proportion of respondents who
expect staff cuts in their company
is 38%, which is 17% less than last
year. The reason for this is that some
companies have already cut their staff.

Of the people who expect cuts, about
a half know it for a fact because the
companies have officially declared
that the cuts are planned. Meanwhile,
of the people who do not expect any
cuts, less than a third have received
official confirmation.

76% of the jobless respondents sur-
veyed in 2016 received redundancy
payment. This is 2% more than in
2015. Moreover, the proportion of re-
spondents who received decent pay-
outs amounting to more than 4 month-
ly salaries has increased.

ASSESSMENT OF THE PROSPECTS
FOR THE RUSSIAN ECONOMY

The economic developments in the
country have not made our respond-
ents more optimistic. Despite a
greater number of respondents who
received a pay rise this year and a
smaller number who expect reduc-
tions, more respondents are now very
pessimistic about the future of the
Russian economy in the nearest 12
months (a rise by 3%), while the pro-
portion of optimistic assessments has
decreased by 5%.

* The survey was conducted from 6 April to 29 April 2016 by means of an online questionnaire and included 5,574 people employed in Russian
and international companies from various regions of Russia. The professionals surveyed included high-ranking specialists and top and mid-
level managers, primarily working in Moscow and the Moscow region. To obtain the full version of the survey please leave a request on the

Antal Russia website.



New leadership dimensions

In the increasingly complex business environment of today, traditional
definitions of leadership no longer fit the bill. The emergence of the
network leader heralds an entirely new outlook on leader performance
that matches the rising demands of the role in a network-driven, inter-

connected world.

Leader competency models typically
underscore two facets of leadership:
transactional, which concerns main-
taining extant processes and systems,
and transformational, which deals with
uncertainty, change, and innovation.
CEB research suggests as many as two
thirds of leaders are effective across
relevant competencies. However the
performance, skills and abilities that
enabled past successes, while certainly
necessary, are not exactly sufficient to
ensure continuing growth of an organi-
sation.

Consider the following data. Accord-
ing to the 2014 CEB survey of senior
executives, nearly three business units
out of four have leaders who are not
fully equipped to handle future tasks
and problems. HR managers further
lament the low levels of agility and re-
sponsiveness of current leaders.

In a nutshell, this has to do with
fundamental shifts in the business
environment: the core challenges
and problems facing modern leaders
are dramatically different from the
past ones. First and foremost, both
the leaders’ scope of work and the
diversity of tasks they perform are
increasing rapidly. Secondly, the or-
ganisational structures they operate
in are growing more complex. There
are more stakeholders to consult prior
to any decision, and more connec-
tions to build and foster, especially
across functions and geographies.

AEB RUSSIA'S HR SECTOR 2016/2017 J{EN]

MAXIM PESKIN
R&D Consultant,
CEB SHL Talent
Management

Simply put, modern leaders must contribute
meaningfully to the performance of their
peers and engage them to reciprocate, and
also drive the team’s network performance,
.e. lead the teamn to cooperate with the
network environment as a unit.

Thirdly, leaders spend less time with
their teams. While this implies more
autonomy for the team, the leader
must also enable and encourage his
or her people to guide, support and
help each other grow instead of rely-
ing solely on his or her input.

These radical changes in the context
of leadership call for profoundly differ-
ent leaders. The traditional definitions
of leadership, whatever competencies
and skills they may include, effectively
consider the individual dimension of
leadership only: the leader must per-
form effectively and enable the team
to achieve their collective targets. The
new environment however substanti-
ates and validates a new dimension
of leadership which requires network
performance. Simply put, modern
leaders must contribute meaningful-
ly to the performance of their peers
and engage them to reciprocate, and
also drive the team’s network perfor-
mance, i.e. lead the team to cooper-
ate with the network environment as
a unit.

Leaders who are sustainably effective
across both dimensions make a huge
impact on the top and bottom line re-
sults of the company, delivering 12%
more revenue, 20% higher customer
satisfaction rates, 23% more innova-
tion, and 30% more engagement in
their teams. Network leaders deliver
this tangible value due to consistent
behaviours standing in stark contrast
to what traditional leaders do. For
example, besides delegating respon-
sibilities downwards, network leaders
enable the team to perform, providing
vital resources and required visibility.
Instead of simply giving instructions,
they connect their teams with units
and individuals who can both enhance
and benefit from the team perfor-
mance.

In the global business environment
where complexity is the new norm and
change is the only reliable constant,
this radically new outlook on leader-
ship is essential to successfully navi-
gate and overcome the emerging chal-
lenges. &



Motivation programme in crisis times -
reduction or adaptation. Survey results.

. &=s TAMARA KOPACHEVSKAYA
T /, “®Ge Head of Marketing and Communications,

Coleman Services

|
In the context of the challenging eco-
nomic situation, in addition to the obvi-
ous need to optimise costs, companies
are also facing the acute challenge of
retaining and motivating key employ-
ees. Simply ensuring job retention and
employee salaries in a crisis is often
inadequate for motivating better per-
formance and retaining company staff.

In the first half of 2016, Coleman
Services conducted a comprehen-
sive survey on the motivational as-
pects of personnel management. On
the one hand, representatives of HR
departments of Russian and foreign
companies were interviewed to iden-
tify the features of the tools used
for motivation purposes, and about

any possible change in the priorities
and approaches to this issue. On the
other hand, a survey of employees
from various industries and special-
ties was conducted to find out what
support they expect from their em-
ployers and how effective the tools
used may be.

43 COMPANY REPRESENTATIVES AND 1,090 EMPLOYEES FROM VARIOUS COMPANIES PARTICIPATED

IN THE SURVEY.

e Almost half of the companies surveyed (46%)
left the existing incentive programme unchanged.
15% of employers have reduced their incentive pro-
gramme. However, the proportion of companies that
have changed the priorities in the incentive programme
is 38%.

® 46% of employers support their employees via a
combination of financial incentives and non-financial
motivators.

e Almost a quarter of respondents (23%) do not
give additional support to employees.

e Out of the financial incentives for company em-
ployees, bonuses for special achievements are used
most often (57% of responses).

e Training and workshops are a leading tool among
non-financial support measures (21% of responses).

e With regard to the effectiveness of the support
provided, companies gave the flowing appraisal: 40%
noted an overall improvement in the mood of the team;
27% of companies believe that work under the moti-
vation policy had a positive impact on attracting and
retaining talent; 20% of respondents reported an in-
crease in employee efficiency; and 13% did not notice
any changes.

e Most of the employees surveyed (82%) expect financial
support from employers, and only 18% of them expect non-
financial support.

e Employees consider bonuses for special achievements as
the most effective kind of financial incentive — 34% of respond-
ents.

e From the point of view of employees, the most efficient
non-financial motivator is training — 37% of respondents.

® 76% of respondents indicated that they do not receive ad-
ditional support from their employer, but almost half of them
said that, since there was no reduction in the current benefits
package, they considered this as a positive factor in the chang-
ing political and economic situation in the country. 24% of par-
ticipants reported that they receive additional support from their
employers.

e The most frequently used additional reward is training, as
indicated by 16% of respondents. The second in terms of fre-
quency (14%) is payment of bonuses for special achievements.

e A frequent motivator is also personal praise from the com-
pany’s management or public appreciation — 13%.

e As a result of support, employees indicate a sense of sta-
bility (37% of responses); increase in confidence in the com-
pany’s management (26%); confidence in the company’s future
(22%). 14% of respondents did not notice any changes.
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COMPARISON OF EMPLOYEE EXPECTATIONS AND MOTIVATORS PROVIDED BY EMPLOYERS

Financial incentives Non-financial motivators
57 H Training and work-
shops
34 Il Personal praise from
9 the management
l 14 15 18 14 [ Provision of infor-
0 0 mation on the cur-
- - rent status of the
Bonuses Downsizing  Salary in- Expansion company
for special of inefficient crease with- of benefits 14 Opportunity to
achieve- employees  out bonus package share ideas and
ments reduction initiatives

Contests and com-
petitions within the
company

[l Participation in
important meetings
and negotiations

Il EMPLOYEES EMPLOYERS

ADDITIONAL SUPPORT PROVIDED BY EMPLOYERS, ACCORDING TO EMPLOYEE RESPONSES

Trainings and 8% Downsizing of inefficient Participation in important
workshops employees and redistribution meetings and negotiations
of their salaries among the within the company

remaining ones

Bonuses for special 8% Opportunity to share ideas @ Contests and competitions
achievments and initiatives within the company

Personal praise from the
company’s management Expansion of the benefits Bonus increase with sal-
or public appreciation package ary reduction

Provision of informa-
tion on the current Salary increase with bonus
status of the company reduction

The obvious result of the survey is that first of all employees expect financial support from their employers. In fact, the
situation is such that companies primarily use a combination of financial incentives and non-financial motivators, and both
the responses of employees and company representatives point to such an approach. B
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[Review of immigration news.
January-June 2016

The development of Russian immigration legislation in 2016 has
been taking place on the complicated backdrop of mutual economical
sanctions between countries, tensions between Russia and Turkey,
and concurrently with the large-scale reorganisation of the Russian
Federal Migration authorities. In our opinion the following changes

have been the most important.

P> New passport validity requirements
have been established for obtaining
a Work Permit for (1) foreign highly-
qualified specialists or (2) foreign citi-
zens appointed to work in a foreign
commercial organisation in the Rus-
sian Federation (cl. 31 of FMS Decree
No. 574 dated 30.12.2015, which
came into force on 18.02.2016).

Before: passport validity not less
than 3 (three) years starting from
the WP application date.

After: passport validity not less
than 1 (one) year starting from
the WP application date.

P A new simplified procedure for em-
ploying foreign specialists has been
established for the following catego-
ries of employers (cl. 4 of FMS De-
cree No. 574 dated 30.12.2015, which
came into force on 18.02.2016):

Companies participating in the

international medical cluster pro-

ject (in accordance with part 4 of

cl. 2 and p. 3 of part 1 of cl. 14

of Federal Law No. 160 dated 29

June 2015):

o the employer is exempted from the
necessity to obtain permission to re-
cruit foreign workers if they are scien-
tists, medical or educational workers;

* employed workers are not subject to
quotas on the number of foreigners
who can be invited to work;

o the issuance of letters of invita-
tion and work permits is performed
through the managing company of
the international medical cluster;

e Work permits are issued for the
term of the labour agreement, but
not more than 3 (three) years.

Companies-residents of the free

port of Vladivostok (in accordance

with cl. 13.6 of Federal Law No.

115 dated 25.07.2002):

e employers on the territory of the
free port do not have to obtain per-
mission to recruit foreign workers;

o foreign specialists working in the
port are not affected by quotas on
the number of foreigners who can
be invited to work and obtain a WP.

P The list of Russian companies
which have the right to employ Turk-
ish citizens in Russia within the limits
set for such workers as of 31.12.2015
has been amended (Russian Govern-
ment Act No. 396 dated 06.05.2016):
six companies have been excluded
from the list and six new companies
have been added. The total number of
companies remained unchanged (53).

P> The new list of Russian companies
that have been granted the right to
employ Turkish citizens in Russia with-
out any limit on their quantity has been
established (Russian Government Act
No. 396 dated 06.05.2016*). This list
is comprised of 14 companies.

P The Federal Migration Service of
Russia has been abolished. The pow-
ers, functions and FMS staff (reduced
by 30%) are transferred to the Minis-
try of Internal Affairs of Russia (cl. 1
of Russian President’s Decree No. 156
dated 05.04.2016).

OLGA MAKESHINA
Director for Immigration
Services, Intermark

Relocation
.|

Organisational and staff arrange-
ments under the Decree are to be
finalised by 01 June 2016.

FMS liquidation procedures are to
be finalised by 31 December 2016
inclusive*.

P Starting from 1 June 2016, the
Moscow Department of the Federal
Migration Service (External labour mi-
gration office located in the village of
Sakharovo, the Moscow Region) has
implemented the practice of verifying
foreign specialist voluntary medical
insurance (VMI) agreement (policy)
for its compliance with the require-
ments of the Decree of the Central

Bank of Russia No. 3793-Y dated 13

September 2015:

e the validity of the VMI agreement
(policy) has to be in accordance
with the requested term of the work
permit;

e the insurance coverage has to be
not less than 100,000 RUB per each
insured person;

e the VMI agreement (policy) has to
cover the Russian region where the
insured foreign citizen intends to
work.

As per today the other local FMS
Departments have not reported
that they are implementing such
a practice. H

* cl. 3 of Decree No. 1025-r of the Rus-
sian Government dated 26/05/2016
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Solutions under the conditions
of prohibited agency work

Due to the rapidly changing market conditions and constant reduc-
tions in operational costs, many companies are relying on the use of
non-standard forms of employment, which allow businesses to be

more flexible and competitive.

In the light of the legislative changes
which we will discuss below, particu-
lar attention this year has been paid to
flexible forms of employment such as
agency work (provision of personnel).

The modern agency work market ap-
peared in Russia much later than in
the majority of the European coun-
tries, and initially only de facto. On 1
January 2016, agency work obtained
a legal framework, and Federal Law
No. 116-FZ dated 5 May 2014 (herein-
after —“116-FZ") introduced a definition
of agency work! and prohibited its use.

At the same time, a new term “provision
of personnel” was introduced by the law.

As to its nature “provision of person-
nel” is agency work under the Europe-
an model. However, instead of legalis-
ing agency work, the Russian legislator
chose to introduce a new term and sig-
nificantly limited its application.

The above changes forced many com-
panies to restructure their human re-
sources strategies.

Despite the limited jurisprudence, as
well as the lack of labour inspection
audits in compliance with 116-FZ in
the current year, it can be said that the
scheme for personnel provision that
is allowed is much less attractive to
businesses, with the legal restrictions
make it virtually impossible to use
agency employees.

For instance, the limitation on the pro-
vision of personnel to only 9 months

makes it impossible for companies to
cooperate with agencies under long-
term projects under the 116-FZ model.
In this respect many businesses are
choosing to outsource, which involves
transferring certain business-process-
es or functions.

In contrast to the standard model of
agency work, in the outsourcing model
management and control and compli-
ance with labour safety requirements
in relation to the employees is per-
formed by the agency. Moreover, the
outsourcing model implies standard
pricing (hourly rate, subscription fee)
— the cost of the services shall not be
directly tied to employee salaries.

The abovementioned characteristics of
outsourcing, along with the subject of
the outsourcing contract (i.e. the provi-
sion of services) are, in our opinion, the
features that draw the line between pro-
hibited agency work and legitimate civil
law relations regarding rendering ser-
vices (outsourcing). However, we cannot
say with absolute certainty which criteria
the labour inspectorate will apply.

Taken into account the characteristics
of existing agencies such as their re-
sources, structure and experience on
the Russian market, we assume that a
real transfer to the outsourcing mod-
el can be executed only by a limited
number of agencies and not in all busi-
ness areas.

So ManpowerGroup Russia & CIS is
actively developing business-process
outsourcing, the outsourcing of recep-

IVAN
BERDINSKIKH
Legal & Compliance
Director,
ManpowerGroup
Russia & CIS

tion, logistical and many other servic-
es, using the knowledge accumulated
during many years of work, attracting
the best managers and specialists on
the market.

However, if the company prefers to have
control over the employees and the pro-
ject falls under the scheme permitted by
116-FZ, it may choose the provision of
personnel option. In order to apply the
legal personnel provision scheme, the
agency, client and employee conclude
three documents (the client agreement,
the employment agreement with the
employee, and an additional agreement
with the employee on his/her work with
the client), thereby the written consent
of the employee is provided and the
time period of the project is considered
in accordance with the requirements of
the new law.

ManpowerGroup Russia & CIS has
several projects that fall under the
scheme permitted by 116-FZ. They in-
clude the provision of personnel for the
plant producing elevator and escalator
equipment, which has seasonal pro-
duction cycles, as well as a number of
projects with IT-companies.

In conclusion, we believe that the intro-
duction of the legal framework regard-
ing agency work in the Russian Federa-
tion should be regarded as a positive
step. However, the core principles and
general concept of the new regulation
do not entirely ensure a balance of in-
terests between the parties, and so in
many cases the 116-FZ model may not
become widespread on the market.

! The performance of work by an employee in the interests and under the control of a person who is not formally his/her employer.
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“Tastier. Higher quality. Better value”:
the new approach to corporate meals

' M\'

LARISA
IGUMNOVA
Compensation and

Benefits Manager, OBI

Every major international company spends heavily on employee benefits,
and OBI is no exception. OBI Russia offers its employees a comprehensive
benefits package, including a food allowance. The company is constantly
enhancing its employee benefits package, and closely monitors the situation
on the market as a whole and among its ‘peers’ in particular. The ultimate
goal is for the company to offer its employees the best benefits package.
And our colleagues highly value it: at the end of 2015, 93% of employees
responded in an engagement survey that they agree with the statement
that the current benefits package meets their needs. This is not unusual
— for many years the company’s employees have consistently stated that
social benefits are one of the strengths of OBI Russia.

The highly rated social benefits are
primarily the result of the work of the
modestly-sized Compensation and
Benefits (C&B) Department at OBI
Russia, as well as the company’s ex-
ecutives, who are doing everything
possible to ensure that the compa-
ny’s 5,000 employees are happy. Of
course, this requires significant com-
mitment, and primarily time and ef-
fort into ongoing liaison with the re-
spective departments, suppliers and
directly with the staff. Therefore, the
technology that the company uses
must work flawlessly.

Initially, the company was not plan-
ning to make any changes to the pro-
vision of staff lunches. The process
itself worked quite well and did not
require any improvements: in each
OBI city the stores chose a service
provider, agreed on terms and the re-
quirements for the quality of the food.
The caterer delivered and handed out
set lunches based on the order made

10

in advance on the personnel schedule,
and the payment was made automati-
cally based on the cost of a set meal
and the number of days worked per
employee. At first glance, the secrets
of this success are simple: the cost of
the meals and honesty of the caterer.
But then the company Foodcard came
to the assistance of OBI. Foodcard is
a provider of food payment card ser-
vices in Russia.

Having jointly reviewed the organisa-
tion of the lunch service, Foodcard
identified opportunities for process
optimisation at OBI Russia. Foodcard
is a payment system operator which
offered not only electronic payment
cards, but a solution for the integrat-
ed management of the employee food
allowance with transparent reporting
and control of expenses, meaning
that we would pay for the services
based on the dishes actually bought
by the staff, rather than a forecasted
number of set meals. It all seemed

very tempting, since it could help
to centralise the incentive scheme,
standardise processes, and improve
the attitude of the staff to the meals
that are offered as a service that is
provided by the company. Foodcard is
unique in that it enables savings on
the VAT refund for all food expenses
and the allowance unspent by em-
ployees, when, for example, a card is
lost or an employee dismissed. Em-
ployees and our C&B team highly rate
the modern technologies provided by
Foodcard, such as the customer web
portal that is easy to use and useful
and slick mobile applications for card
holders. However, the main reason for

At first glance, the
secrets of this
success are simple:
the cost of the
meals and honesty
of the caterer.

us to implement the Foodcard solu-
tion was the opportunity to save up
to 10% on our food budget while im-
proving its quality and maintaining
the high staff rating of this benefit.
This almost seems like an impossible
task. But OBI put its trust in Foodcard
and launched a pilot project.



As a test store OBI Parnas in St. Pe-
tersburg was selected. This city was
chosen for good reason — it was nec-
essary to test the working procedures
and new communication scheme in
more than one store. Since OBI hy-
permarkets are located in 13 cities
across Russia, but only two of them
— Moscow and St. Petersburg — have
multiple stores (nine and five, respec-
tively), it was decided that the so
called Northern Capital would be the
most suitable location.

The success of this experiment means
that the further implementation of the
system will be much easier.

After the Foodcard project was launched
the operator took full charge of liaising
with all stakeholders — from OBI ac-
counting to store managers and suppli-
ers of meals.

In fact, OBI placed the responsibility
on the shoulders of its partner for all
matters related to the organisation of
set meals, the establishment of the
necessary contacts and the integra-
tion of the Foodcard payment solutions
with the OBI accounting system. At
the same time, liaison with the caterer
was reduced to discussions on pressing
quality issues and the range of prod-
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ucts offered. The employee now pays
for each dish separately or chooses
a set meal, while the caterer has ex-
panded the range of additional dishes,
improving the variety for employees.

So the Foodcard integrated allowance
management and payment system
also has enabled dishes to be paid for
separately instead of being restricted
to set meals. Stores are continuing to
inform the contractor about the num-
ber of employees, but the company
now pays only for dishes actually re-
ceived by employees.

This approach suits everyone. OBI
Russia as an employer has received
a controllable and transparent tool
that allows our company to save sig-
nificant amounts of money, a simple
and affordable document manage-
ment and accounting system, an ef-
fective communications system for all
stakeholders. The company employees
are offered a variety of dishes, the
best service, quality and cost control
through a special application on their
mobile phone. Finally, lunch providers
can generate more revenue by ex-
panding the range of products offered.

After the successful pilot run at OBI
Parnas, the project has been rolled out

to the remaining four hypermarkets in
St. Petersburg, and further tested in
Moscow.

At the time of writing OBI was ready to
launch the project across all the stores
located in the capital and then bring
in the remaining cities by the end of
2016. The first few months of the new
payment scheme for lunches has ena-
bled savings of up to 20%. For OBI
Russia this is a potential saving of tens
of millions of roubles a year. And this
despite the fact that the company has
raised the food benefit for employees
by 10%.

Of course, as with any new project,
Foodcard has room for improvement
and may meet with resistance, so OBI
has asked its employees to bear with
any possible inconveniences during
the transition period, and paid special
attention to liaising with staff and con-
veying the positive changes that the
employees will receive upon the imple-
mentation of the project.

In conclusion, it should be noted that
modern technology is helping us to
improve the quality of social benefits,
to save resources and create a more
positive image as an employer on the
market. W
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HIQR compliance review: why important?

LUBOV
GRIBANOVA
Corporate
Compliance and
Migration Manager,
Tax and Legal

| Department, Mazars
‘- |

EKATERINA
SHMATOVA
Lawyer, Tax and

Mazars

The Russian labour legislation imposes many requirements to employers
relating to HR compliance, including on the drafting of internal documents
on labour issues such as internal regulations, policies and orders. Accord-
ing to our practice, top management could be unaware of the violations
until the company faces the claims and complaints from the employees
and administrative fines are imposed by the state authorities.

Review of the company’s HR docu-
ments, or so-called “HR compliance
review” is a verification of documen-
tation and processes on labour mat-
ters that helps to identify the existing
discrepancies, defects and gaps in the
labour law compliance and the pos-
sible failure to correspond to the HR
policies and procedures existing in the
company or adopted by the legislation.
This review of the personnel documen-
tation helps to identify the existing de-
fects and give the management an op-
portunity to align quickly the processes
and documents in accordance with the
applicable law.

The HR compliance review includes an
analysis of the documents regulating
the company’s HR policies and proce-
dures, which results in commenting on
their sufficiency and compliance with
the law. The personnel information
storage and processing system is also
under investigation — the HR compli-
ance review verifies whether the docu-
ments are drafted in a timely manner,
properly signed and stored.

The aim of the HR compliance review

is to analyse the areas where incompli-
ance with the labour regulations could
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result in material financial and reputa-
tional risks for the company.

Firstly, the key HR compliance area
is the correctness of all labour docu-
ments, as the certain wording of la-
bour agreements and internal regula-
tions on labour matters could either
preserve the employer from the com-
plaints of the employees or put the
company at risk of claims from the
employees and lead to the corre-
sponding litigations. Typically, labour
disputes are associated with ambigu-
ous or unfair remuneration system,
undocumented facts of labor relations
and other omissions in HR processes

The key HIR
compliance area is
the correctness of all
labour documents.

of the employer. The Russian courts in
such disputes often support the em-
ployee and may require the company
to pay the employee not only the dis-
putable amount, but also to compen-
sate him the moral harm.

Legal Department,

Secondly, if the company intends to
perform the payment of bonuses and
other allowances it is important to
have properly drafted regulation on
bonuses. The absence of regulation
on bonuses or its improper drafting
could result in a situation where the
employer is not allowed to claim profit
tax deductions with regard to bonuses
payable to its employees. Consequent-
ly, the lack of attention to the labour
regulations could result in substantial
increase of the effective profit tax rate
or the respective challenges from the
tax authorities.

And the last but not the least, the
documents relating to staff movement
and redundancy, compensation and
benefits, changes in wages should be
drafted and stored in a way required
by the law. The state labour inspec-
tions could perform ad hoc checks of
the Russian employers on labour law
compliance matters. In case the labour
inspection identifies violations of the
labour legislation, it could bring the
employer and its general manager to
the administrative responsibility and
impose administrative fines.

Carrying out an HR compliance review
is a laborious and time consuming pro-
cess that requires good knowledge of
the Russian labour legislation. Some-
times, the companies do not have suf-
ficient skilled in-house resources, and
therefore the involvement of a profes-
sional firm could be a good solution. W
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AEB RUSSIA'S HR SECTOR 2016/2017 Beenerme

Aoporuve yitaTtenn,

®paHk Waydod Pa3pelunTe NpeacTaBUTb BaM TPETUIA BbiMyCck Nybnvkaummn «Kaaposble pecypcbl
l'eHepanbHbIV AMPEKTOP,
Accoumaums eBponemnckoro
6usHeca

Poccuun: onpockl, aHanus, GakTbl».

BeneHwne 6u3Heca B Poccum — croxkHast 3afada, Ho Poccusi npeaocTaBnsieT MHOMO
BO3MOXHOCTEN. AEB — He3aMeHVMbIN NapTHepP, OKa3blBaOLMIN COAENCTBME CBOUM
YfieHaM B peLleHUU NPaKTUYECKUX U KOMMEPYECKUX BOMPOCOB.

OcHoBHast LieNb AaHHoOW Ny6aMKaLumm — NpeaocTaBUTb BaM MHMOPMALIMIO O
TEKyLMX TeHAEHUMSIX B cchepe TPYAOBbIX PECYPCOB M NMPOrHO3ax 3KCNepTOB.
Bepywume cneumanuctbl B 0611aCTU KaapoBbIX PECYPCOB paccKasbiBaloT 06
OCHOBHbIX NPo6IEMax 1 BaXXHENLWMX NPUOPUTETaX rofa U AaloT NPOrHo3 o
COOTBETCTBYIOLLMX U3MEHEHUSIX U UHBIX COBLITUSIX Ha CreaytoLwmii roa,.

Mocne 0630pa OCHOBHbIX TEHAEHLMI Pa3BUTUS CEKTOpa TPYAOBbIX PECYPCOB
CNeaytoT CTaTbM O PasBUTUM PbiHKa TPYAQ, HOBbIX M3MEPEHWSIX NTAEPCTBA,
MOTVBaLMV BO BPEMEHa KpK3nca, BO3MOXKHOCTSIX paboTbl B YCNOBUSX 3arnpeTa
3aeMHOro TpyAa 1 ApYrux BaXKHbIX BOMPOCaX.

Hapetock, 4TO NpeacTaBeHHble B My6aMkaumMm Matepuranbl NOMoryT BaM CO34aTh
60osee SICHYI0 KapTUHY NPobeM, CBSI3aHHbLIX C TPYAOBLIMU pecypcaMu, BbI30BOB U

BO3MOXHbIX peLLeHWi B Ballel paboTe No HaliMy M NMOArOTOBKE MepcoHana.

Hagetocb, Bbl MO AOCTOMHCTBY OLEHMTE Hally My6ankaumio!
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YBa)kaemble HiTaTenu,

Mbl BHOBb 06bEAMHSAEM OMbIT KOMMNaHWUi-4eHoB AEB, 4Tobbl NokasaTb Mwuxasnb NepmepcxayseH
Mpencepatens koMuTeTa
AEDB no TpyaoBbIM pecypcam,

YnpasnsioLLmii ANPEKTop
HecMoTpsi Ha To, YTO 06LLas SKOHOMUYECKAs CUTYaLMs 3a NMOCEAHEE BPeMS! Antal Russia

06BEKTMBHYIO KapTUHY NPOUCXOASLLErO Ha pbiHKe Tpyaa U B HR-cekTope B Poccum.

3aMETHO He M3MEeHMNach, Mo CPABHEHMIO C NPOLUSIbIM roAoM BU3HEC LWarHyn Bnepea.
KoMnaHuy agantupyoTcs K paboTe B HOBbIX SKOHOMUYECKUX YCIIOBUSIX, U CUTyaLmnst
Ha pbIHKe TpyAa CTabunmanpyeTcs. 3To XxopoLas HOBOCTb. COrfiacHoO pe3yrbTaTtaMm
HefaBHO NpoBeAEeHHOro ucceaoBaHus, okono 50% coTpyaHWKoB 3a nocnegHue 12
MecsLEeB MOYYMIN NOBbIWEHME 3apnsiaThl, YTO B SIyULLYHO CTOPOHY OTANYaETCs OT
rokasaTesniel Npowioro roga. Tem He MeHee, 40% OMPOLLEHHBIX HE YBUAEN KaKuUX-
NMB0 U3MEHEHMI B CBOEN 3apnaTte, a okosio 10% pecroHAEHTOB 3aMETUMN, UTO UX
KoLeneK ornycresn U3-3a CHUXKEHUS YPOBHS AOX0A0B. TakxKe BaXXHO OTMETUTb, UYTO
CenYac HaMHOTO MeHbLLE NIOAEN FOTOBbI Kak-TO MEHSITb CBOKO Kapbepy.

loBopsi 0 paboToaaTensx, Ans NOBbILEHWS NPOAYKTUBHOCTY B 3T
C/IOXXHbIE BPEMEHA KOMMaHUM UCMOSb3YHOT, B OCHOBHOM, TPW MHCTPYMEHTaA:
nepepacrpeaeneHve 0643aHHOCTEN Ha MEHbLLIEE KOJIMYECTBO paboumx
PYK, COKpaLleHne KOIMYEeCTBa COTPYAHUKOB, KOTOPLIM NPEAOCTABSOTCS

KOpnopaTuBHbIE NbroThbl, 1 ONTUMMN3aUUA NepCcoHana.

TeM He MeHee, KOMMaHWM MOryT caenaTb HaMHOro 6onblue AnsS ONTUMK3aLMK
N pa3BUTUS YeNOBEYECKUX pecypcoB. BonbLUMHCTBO HR-AMPEKTOPOB CeroaHs
BeAyT paboTy no noaaep>XaHuio MOTMBALMKU COTPYAHUKOB B 3TOT HEMPOCTOM
nepvoa, Aabbl COXPaHUTL MX MOpasibHbIN AyX. OHU paccMaTpUBaOT pa3nnyHble
MaTepuanbHble 1 HeMaTepuasbHble COcobbl MOTMBALMM B MOUCKAX NTydLUero
peLLeHns No MOBbILEHWNIO NPOAYKTUBHOCTN COTPYAHUKOB W YIyULIEHUIO APYruX
6u3Hec-nokasaTenen, paclumpsis BOBIEYEHHOCTb KOJIIEr B 3TOT MpoLiecc.

S Hapetocb, 3Ta Ny6nMKaumMst CTaHET LieHHbIM UCTOYHMKOM HOBbIX MAEN 1 NOMOXKET
BaM AOCTUYb MOCTaBNEHHbIX 6u3Hec-Luenei. M koHeuHo, Byay paa BMAeTh Bac

Ha npeacroawmx Mepornpusatusax HR-komuteta AEB, rae Bbl CMOXETE IMYHO
0BMEHATLCS 3HAHMSMKU 1 NepesioBbIM OMbITOM C KOS/ieramu.
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[NaBHble TeHAeHUWU PbIHKA TPyAa

B 2016 roay

MWXA3J1b

YnpaBnstoLmii
AVPEKTOP,
Antal Russia

MNJ1IAHbI MO CMEHE PABOTbI

B nocnegHve gBa roga CTaHOBUTCS
Bce 60sbLle NoAeN, KOTopble He pac-
CMaTpvBalOT BO3MOXHOCTb CMEHbI pa-
60Tbl. Mo cpaBHeHuio ¢ 2015 rogom
nx gons ysenuumnace Ha 5 n.n. (41%
BCEX PECMOHAEHTOB), @ B CpaBHEHWUU
€ 2014 rogom «CTabunbHbIX» pecrnoH-
[JEHTOB cTano 6osnbwe Ha 14 n.n. B
YCNOBUSAX TMOBbILWIEHHOW 3KOHOMMUYeE-
CKOW HeonpeaeneHHocTU Nioan Bce
MeHblUEe XOTSAT PWUCKOBAaTb M MEHATb
paboty. KonmMyecTtBO  y4aCTHWMKOB
onpoca, HaxoAMBLUMXCS HAa MOMEHT
nccrnefoBaHMs B MOMCKe, COKpaTu-
nock ¢ 30 go 25%.

Mpy 3TOM OXWMAAHUS CoMCKaTenei no
3apnnarte npu cMeHe pabotbl ¢ 2014
rogja CranM 3aMeTHO CKpOMHee. 3a
Aaea roga ¢ 3 go 12% Bblpocna gons
PecrnoHAEHTOB, HE pacCYMTbIBAOLLMX
Ha MOBblWEHWe 3apniaTbl MNpyU CMeHe
MecTta paboTbl. ECiv roBopuTb O Nbro-
Tax, Hanbonee BaXXHbIMU A9 YUYaCTHU-
KOB orpoca npv Bblibope HOBOro MecTa
paboTbl ocTalTcd 60oHycHas cxema
(90%), OMC (83%), rmbkuin rpacuk
paboTbl (64%) ¥ KOMMeHcaums Mo-
6unbHol cBsizu (63%).

FEPMEPCXAY3EH

PekpyTuHroBsas komnaHus Antal Russia npefgcraBuna pesynbTaThbl cefb-
MOro0 e)XXerogHoro UCCJIEA0BaHMS PbIHKA TPyAa, B KOTOPOM MPUHSUIO yua-
CTHe NouTH 6 ThICAY MEHEM)KEPOB CPeAHEro U BbICLLIEro 3BeHa U cneum-
anucroB. Kak nokasbiBaloT pe3ysibTaTbl ONPOCa 3TOro roga, CUTyaums Ha
pbiHKe TpyAa CTabunmaupyercs, OQHAKO KaHAUAATbI He CrellaT BepUTb
B NepcneKTUBbl POCCUICKOI SKOHOMUKMN U HE TOPONATCA MEHATb PaboTy.

BO3HATPAXXOEHUE

HecmoTpsi Ha coxpaHeHue B CTpaHe
CNOXHOW 3KOHOMWYECKOM CUTyauuu,
no pesynbTatam uccnegosaHus 2016
roga Ha 6 n.n. (8o 43%) ysenuunnacb
[0N9 pecrnoHAEHTOB, yKa3aBLMX, YTO
nx 3apnnarta Bo3pocna. Kak u B npo-
wnom rogy, noytn y 60% pecrnoH-
[EHTOB POCT 3apn/iaTbl COCTaBU/ He
6onee 10%.

COKPALLEHUA

[ona pecrnoHAEHTOB, OXMAAKLWNX
COKpaLLEHMI B CBOMX KOMMaHUSAX, CO-
ctaBuna 38%, 4to Ha 17 n.n. Huxe,
yeM B MPOLIOM rogy. Takoe CHwxe-
HMe 0OBACHSIETCA TEM, YTO B 4acTu
KOMMaHMI COKPaLLEeHUS yXKe MpOLLIN.
Cpeon Tex, KTO OXwuAaeT cokpalle-
HWI, OKOMIO MOJIOBMHbI PECTIOHAEHTOB
3HalOT 06 3TOM HaBepHsKa, TaK Kak B
KOMNaHMn oduumanbHo 0b6bsBUAM O
TakuMx nnaHax. Torga Kak cpegun Tex,
KTO COKpaLLEeHWI He XaeT, oduumanb-
HOe NOoATBEpPXAEHNE STOMY MOAYYUN
MeHee TpeTMu.

76% 6e3paboTHbIX, OMpOLUEHHbIX B
2016 roagy, nony4mnu BbINAaTbl Npwu
coKpaleHun. OTO Ha 2 M.M. Bblle,
yeM NO pe3yfnbTaTaM UCCefoBaHUS
2015 ropa. lpu 3ToM yBenuuunacb

[0N51  PECrOHAEHTOB,  MOJSyYMBLUMX
KpynHble BbiNnaTbl B pa3mepe 6onee
4 MecsyHbIX 3apnsarT.

OLIEHKA MNEPCMNEKTUB
POCCUIACKOWN SKOHOMUKU
PasBMTME 3KOHOMUYECKON CUTyaLum
B CTpaHe He npubaBwio ONTUMU3Ma
y4acTHMKaM uccrefosaHus. HecmoTps
Ha 6onbluee KOMMYECTBO PECMOHAEH-
TOB, MOJTYYMBLUMX MOBbILEHNE 3ap-
nnatel B 3TOM rogy, U MeHbllee Ko-
JIMYECTBO OXMJAEMbIX COKPaALLEHWUN,
KOMIMYECTBO PECMOHAEHTOB, OLEeHU-
Batowwmx byayuiee skoHOMMKM Poccum
B TeyeHue Gnmxanwmx 12 Mecsues
O4YeHb MNEeCCMMUCTUYHO, YBEIMYUIOCh
Ha 3 M.n., @ 4o ONTUMUCTUYHBIX OLe-
HOK cokpaTunacb Ha 5 n.n. M

* B uccnenoBaHuy NpeacTaBied aHanus AaHHbIX, MOMyYeHHbIX B pe3ysibTaTe OHMaiH-0npoca, B KOTOPOM NpUHAIK yyactue 5 574 cotpyaHuka
POCCUICKUX 1 MEXAYHAPOAHBIX KOMMaHUI U3 pa3HbiX pernoHoB Poccun. Cpeam onpoLLeHHbIX 6biiv CreLmanvcTbl BbICOKOrO YPOBHS U
MeHe[Xepbl CPeHEro v BbICLLEro 3BeHa, paboTatolume npenmyllecTBeHHo B MockBe U MockoBCkolM obnacTu. ViccneaoBaHue npoBoanioch ¢
6 no 29 anpens 2016 roga. YTo6bl NOMYy4YMTh MOSHYIO BEPCUIO UCCNIEA0BAHMS!, OCTaBbTe 3asiBKy Ha calite Antal Russia.
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HoBble n3mepeHnsn A\MaepcTea

TpaAMLMOHHbIE OMpeAesnieHnsl IMAEPCTBA BCe MEHbLLE COOTBETCTBYHOT CO-
BpEeMEHHbIM peanusaM. B yc/ioBUsiX MHTEHCMBHOIO B3aMMOAENCTBUS MeXAY
noAbMU U HapacTalollei CIOXHOCTU 6U3Heca K pyKOBOAUTENSM MNpeab-
ABNATCA Bce 60nee BbicOkMe Tpe6oBaHUsi. IMEHHO NOSTOMY Ha NepBbIi
nJi1aH BbIXOAUT KOHLIENLMs CETEBOr0 JIMAEPCTBa, NO3BOJAIOLAs NO-HOBOMY
B3MSIHYTb Ha AEATENIbHOCTb U PE3Y/IbTAaTUBHOCTb JINAEPOB.

Mozenu KOMMETEHUMI PyKOBOAUTENEN
06bIYHO BbIAENSIOT [Ba acrekTa ynpas-
NEHUS: TPaH3aKLUMOHHbIV, HamnpaseH-
Hbli Ha MNOAJEP)KaHME CyLLECTBYIOLIMX
MpOLIECCOB M CUCTEM, M TpaHchopMa-
LIMOHHBIN, CBSI3aHHbIN C HeonpeaeneH-
HOCTbIO, M3MEHEHUSIMW, MHHOBALIMSIMU.
Mccneposannst CEB nokasbiBaloT, 4TO
MoYT! [BEe TPETU NIMLAEPOB [AEMOHCTPU-
PYIOT COOTBETCTBYIOLLME KOMMETEHLMM

Ha AO/MKHOM YpoBHE. OfIHAKO TeX HaBbl-
KOB 1 YMEHUI, KOTOPbIE NOMOrasn 06u-
BaTbCs PE3y/IbTAaTOB B MPOLLSIOM, MOXET
6bITb HeOCTaTOMHO Ans obecneyeHus
6yayLMX YCrexXoB OpraHM3aLmm.

Mo AaHHbIM OMPOCOB PyKOBOAMTENEW
BbICLLIErO 3BeHa, npoBeaeHHbix CEB B
2014 r., nupepbl noutn 75% 6usHec-
noapasfeneHnii He B MOSHOM Mepe
roToBbl pewatb 6yaywime 3agaun u
npobnembl 6usHeca. Kpome Toro, HR-
MEHeDKEPbI 0TMEYAIOT HU3KUIA YPOBEHb
rMOKOCTM M alanTUBHOCTUN TIMAEPOB.

MpuunHa KpoeTcs B yHAAMEHTASbHBIX
W3MEHEHUSIX YCNIOBWI BeaeHusi busHe-
Ca: Te 3a/lauu U BbI30Bbl, KOTOPbIE CTO-

AT nepea  CEroaHAWHWMU  Nuaepamu,
paaMKarnbHO OT/IMYAKOTCS OT MPOLLSIbIX
TpyaHocTel. Bo-nepBbixX, CTPEMUTENBHO
paclumpsieTcst cdepa OTBETCTBEHHOCTY,
06beM ¥ pasHoobpasve 06s13aHHOCTEN
pyKoBoAuTenen. Bo-BTOpbIX, MOCTOSIHHO
YCNOXHSIIOTCSI OpraHU3aLMOHHbIE CTPYK-
Typbl: BO3paCTaeT 4MCIO /WL, BOBIeE-
YEHHbIX B NMPUHSATHE PELLEHWIA, YBENNYN-
BAETCS KOJIMYECTBO CBSI3EN U KOHTAKTOB,

B TOM 4MCNe B APYrux noapasaeneHnsx
W CTpaHax. B-TpeTbux, pyKoBOAWUTENM
MPOBOAST MeHblUE BPEMEHWN CO CBOMMMU
KOMaHAaMu: 3TO He ToNbko TpebyeT oT
CaMuX KoMaHA 60/bluell aBTOHOMHOCTY
M HE3aBMCMMOCTW, HO W CTaBUT nepen
NMAEepOM HOBYIO 3adauy: Co3aaTb yCo-
BWSI, B KOTOPLIX COTPYAHWKK ByayT Ha-
NpaBnsiTb, NMOAAEPXKMBATL W Pa3BMBaThb
ApYr Apyra, a He TONbKO MonaraTbCsl Ha
QVPEKTUBLI U MHEHWS PYKOBOAWUTENS.

KapanHanbHble WM3MEHEHWSI  YCNIOBUI
paboTbl 03Ha4aloT, YTO MO CyTU Opra-
HU3auuaM TpebyloTcs Apyrve nuaepbl.
TpaguuMOHHbIE MOAXOAbl K MAEPCTBY
OrpaHWYMBaOTCS MHAMBUAYANIbHOM CO-
CTaBnsoWen: nuaep nomkeH adddek-

MAKCUM
MECKUH
KoHcynbTaHT R&D,
CEB SHL Talent
Management

TUBHO BbIMOSHATL CBOWM COBCTBEHHbLIE
3a4aum M [obuBaTbCs  AOCTMXKEHMS
KOMaHAoM MoCTaBneHHbIX uenen. Ho B
HOBBbIX YC/IOBUSIX BefeHusi BusHeca no-
SIBNSIETCS HOBOE M3MepeHWe NnaepcTBa,
Tpebytollee ceTeBoi 3(HEKTUBHOCTY.
OTO O3Ha4YaeT, uYToO /maep AOSHKEH Oc-
MbIC/IEHHO y4acTBOBaTb B paboTe Kon-
Nier U BOBMEKaTb MX B CBOWM 3afauv u
MPOEKThI, a Takxke obecneunBaTtb ceTe-
BYtO 3(PhEKTUBHOCTb KOMaHAbl, MOMO-
rast NoOAYMHEHHbLIM 1EMCTBOBaTb aHaso-
rMYHbIM 06pa3om.

PykosoauTenu, 3ddeKTuBHbIE C TOYKK
3pEHUst KaK TPaAMLUMOHHBIX MOAXOLOB,
TaK M CETEBOro NMaepcTBa, AobvBakoTcs
6necTsawmx (OUHAHCOBbLIX PE3ysbTAToB.
Bblpyyka MX KOMaHA OKa3blBAeTCs Ha
12% BbllLe, YAOBNETBOPEHHOCTb KITNEH-
TOB — Ha 20%, ypoBeHb MHHOBALMOHHO-
CTV — Ha 23%, a nokasaTesin BOB/IeYeH-
HOCTW COTPYAHWNKOB — Ha 30%. [Mpu 3TOM
CeTeBble Inaepbl He NPOCTO AenernpyoT
MOAYMHEHHBIM 06513aHHOCTM M 3afaun,
HO W HAOEnsloT KOMaHAy pecypcamu
1 obecreynBaloT TaKylo OpraHv3aumio
paboThl, YTObbLI AESTENBLHOCTL KOMaHAbI
6bina BMAHA BCEM 3aMHTEPECOBAHHbLIM
CTOpoHaM. Bmecto Toro 4ytobbl paspga-
BaTb YKasaHWsi, OHW YyCTaHaBIMBaloT
CBSA3U MEXAY KOMaHAOoM v TeEMM NIoAbMM
W NoApasAeneHnsMn, KOTopble MOr/n
6bl NONYYMTb MOML3Yy OT AeATEeNbHOCTU
KOMaHAbl — 1 NMOMOYb EM.

B MOCTOSIHHO YCMOXHSIIOLLEMCS! U MEHSI-
toemcs Mupe 6usHeca 3TO HOBOE W3-
MepeHue NnaepcTBa HeobxoaMMo opra-
HU3aLUMK AN TOro, YTobbl NPeosoneTb
BO3HUKAlOWME TPYAHOCTU U AOBUTHLCS
ycTonumBoro ycrnexa. M
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MoTmsaumnoHHas nporpamMmma B Kpn3uc
— COKpAduladTb AN dAdNTNPOBATD.

Pe3ynbTaTbl nccAeaAOBaHUS.

Coleman Services

B ycnoBusiX CNOXHOW 3KOHOMWMYECKOM
CUTyaummn nepes KOMMaHWsiM1, MoMMMO
0YEBMAHON HeobXoaMMOCTU  OMTUMMU-
3aUMM PacxodoB, OCTPO CTOMUT 3ajaya
MOTVMBaLMWM W YAEPXaHUS KIOYEBbIX
coTpyAaHukoB. CaM (haKT COXpaHEeHWS
paboyero Mecta M 3apaboTHOM MaTbl
BO BpeMS KpM3uca 3a4acTyto HefocTa-
TOYEH AN MOTMBALMM COTPYAHMKOB K

TAMAPA KOIMNAYEBCKAS
PykoBoavTenb 0TAeNa MapKeTUHra 1 KOMMYHVKaLIWA,

HEHWsi KaApPOBOro COCTaBa KOMMAHWM.
B nepBsoli nonosuHe 2016 roga Kom-
naHuss  Coleman Services nposena
KOMMJIEKCHOE  MCCnefoBaHMe MOTU-
BaLMOHHbIX ACMEKTOB B yrnpasne-
HUM nepcoHanoM. C OAHOWN CTOPOHbI,
6binn onpolleHbl Npeactasuteny HR-
OTAENOB POCCUMCKMX M MeXAyHapoa-
HbIX KOMMaHW C LENbO BbISIBNIEHMS

MEHSIEMbIX B paMKaX MOTWBALIMOHHOW
MOMIUTUKK, BO3MOXHOM CMEHbI MNpU-
OPUTETOB M NOAXOA0B K AAHHOMY BO-
npocy. C Apyrovi CTOPOHbI, NPOBEeAEHO
AHKETMPOBAHME COTPYAHWUKOB pa3fny-
HbIX cchep 1 crneumanbHOCTeN C Lenbio
BbISIBUTb, KaKyt0 MOAAEPXKKY OHU XXAYT
OT CBoux paboTomaTenenm M KakoBa
BO3MOXHasl 3P (EeKTUBHOCTb UCMOSb-

6onee athheKTMBHOI paboTe U CoXpa-  OCOBEHHOCTEN MHCTPYMEHTOB, MpPU-  3YEMbIX MHCTPYMEHTOB.

B UICCNEQOBAHWUMN NMPUHANMN YYACTUE 43 NPEACTABUTENSA KOMIMAHWUA U 1090 COTPYAHUKOB
PA3JINYHbIX OPFAHU3ALINIA.

e MMouTH NONOBMHA ONPOLUEHHbIX KOMMNAHU
(46%) ocTaBnM 6€3 M3MEHEHUI CyLLECTBYIOLLYIO
MOTMBALIMOHHYIO MonuTHKY. 15% paboToaaTteneii
COKPaTUAN MOTMBALIMOHHYIO MporpamMMy. Npu aTom
[0 KOMMaHWUIM, KOTOPbIE MOMEHSIW NMPUOPUTETHI B
MOTMBALIMOHHOW MporpaMMe, coctasuna 38%.

® 46% paboTopaTenei 0kasbiBalOT MNOAAEPXKKY
CBOMM COTPYAHMKaM, MPUMEHSIA COYeTaHne MaTepu-
arnbHbIX ¥ HEMaTepuasbHbIX BUAOB MOOLLPEHNS.

o MMouTn YeTBepTb YHaCTHMKOB onpoca (23%) He
OKa3bIBAET A0MOTHUTENBHOW NOAAEPXKKN COTPYAHNKAM.

e Cpeau MaTepuasibHbIX MOOLPEHUI COTPYAHMU-
KOB KOMMaHUM Yallle BCEro UCMosb3yHT NpeMMpoBa-
Hue 3a 0cobble aocTmxkeHus (57% OTBETOB PECMOH-
[IEHTOB).

e O6yyeHne U TPEHUHIU — OCHOBHOW UHCTPYMEHT
HeMaTepuanbHoM noaaepXku (21% oTBETOB).

® Pe3yNIbTaTUBHOCTb OKa3biBaeMOW NOAAEPXKKM OLle-
HMBAETCS KOMMaHMsIMK crneaytowmm obpasom: 40%
oTMeyaloT obLee ynyylleHne HaCTpOeHUs KOMaHApbl;
27% KOMMAaHWI CUMTAIOT, YTO paboTa B paMKax MOTU-
BaLIMOHHOW MOMMUTUKM NOMOXKUTENBHO OTpasuiack Ha
NpyYBNEYEHWN U yaepXKaHun TanaHTos; 20% onpo-
LUEHHbIX YKa3a/M Ha MoBbiLleHMe 3P HEKTUBHOCTI
paboTbl COTPYyAHMKOB; 13% He 3aMeTunv Kakux-imbo
U3MEHEHWI.
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e BOJIbLUMHCTBO ONPOLUEHHbIX COTPYAHMKOB (82%0) oxuaatoT
oT paboToaaTeneit MaTepuanbHyto NOAAEPXKKY U TONMbKO 18% — He-
MaTepuasbHbIe MOOLLPEHUS.

e Haubosnee AeCTBEHHbIM B1AOM MaTepuasibHOrO NOOLLPEHNS!
COTPYAHWKN CYUTAIOT MPEMUMPOBAHME 3a 0CODbIE AOCTVDKEHNS —
34% OTBEeTOB.

e Cpeau HeMaTepuasibHbIX BUAOB NOOoLpeHus Havbornee aen-
CTBEHHbIM, C TOYKMN 3PEHUSI COTPYZHWKOB, SBNSieTCs 0byyeHue: Tak
cuntaroT 37% pecrnoHAEHTOB.

® 76%0 pecrnoHAEeHTOB YKa3a/n, YTo He MosyYatoT AOMOMHUTESb-
HOM NOAAEPXXKM OT paboToAaTensi; Mpy 3TOM MOYTU NOMOBKHA
U3 HUX OTMETWIIN, YTO OTCYTCTBME COKPALLEHNS AENCTBYHOLLErO
COLIMANBHOrO MaKeTa — NOSIOXXUTENbHbIN (DAKTOP B YCIOBUSIX U3-
MEHSIIOLLIENCSl SKOHOMUYECKOM M MOIMTUYECKOM CUTYaLIMK B CTPaHe.
24% y4aCTHUKOB OTBETW/M, YTO paboTodaTeNM OKasbIBakoT UM
NOAAEPXKKY.

e Haunbosnee 4acro 1Crnosb3yeMbIM JOMOTHUTENbHBIM MOOLLPEHNEM
aBnsetca obyyeHue: ero ykasann 16% pecnoHaeHToB. BTopbiM Mo
yactoTe (14%) sBnsieTcs NpeMMpoBaHMe 3a 0CO6ble AOCTMIKEHMSI.

e Takoke YacTo BCTpPe4aroLMMCA BUMAOM MOOLLPEHUSA CTana
NMYHas MoxBana PyKOBOACTBA KOMMAHWUM UK e nybnnyHas bna-
rogapHocTb: 13%.

e B kauecTBe pe3ynbTaTa 0KasblBaeMON NOAAEPXKKM COTPYAHMKM
oTMeYanu oulyLleHue ctabunbHoct (37% OTBETOB), POCT AO-
BEpYSl K PYKOBOACTBY KOMMaHuu (26%), yKpenneHvie yBepeHHOCTH
B OyayLuem koMmnaHum (22%). 14% onpoLLEHHbIX HE 3aMETUN
KaKNX-1IMB0 U3MEHEHWN.
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CPABHEHMWE O)XXWAAHWU COTPYAHUKOB M NMPEAOCTABJISIEMbIX PABOTOAATE/IIMU NOOLLPEHWNIA

\laTepranbHble NOOLLPeHns HemaTepraAbHbIe NOOLLPEeHIS]

l ObyueHve v Tpe-
HUHIU

M /lnyHasa noxesana
PYKOBOACTBA

M VHdopmuposa-
HME O TEKyLLEM
MONOXeHUU Aen
B KOMMaHUK
Bo3mMoXHOCTb ae-
NIUTLCSA NAESMU U
WHMLMATMBAMM
KoHKypcCbl 1 copes-
HOBaHMsI BHYTpU

OTO KOMMaHuu

AATENN M YyacTtue B BaXKHbIX
BCTpeYax 1 cose-
LaHUsX

57

15 18 14
[ | .
[Mpemupo- CokpalleHue [oBbllweHne PaclumpeHue o
BaHue 3a Heapdek-  oknapa 6e3  cou. nakera 14 ” SN
ocobble 10-  TUBHBIX CO-  MOHWUXXEHNUS %

CTUXEHUS TPYAHUKOB  MpeMuasb-
HOW YacTu

14

iy

W COTPYAHNKN PABOTOOATENN

AONOJIHUTEJIbHbIE «MOTUBATOPbI>», UCMOJIb3YEMbIE PABOTOAATEJIAIMM (MO OTBETAM COTPYAHUKOB)

O6yueHvie 1 TPEeHUHII 8% CokpalueHue HeahekTnB- YyacTve B BaXkHbIX BCTpeYax
HbIX COTPYAHMKOB W pacrpe- N COoBeLLaHmax
[efieHve nx CTaBoK Bpeau
OCTaNbHbIX paboTHMKOB
MNpemuposaHve 3a 8% Bo3MOXHOCTb AennTbcs @ KOHKypCbl 1 cOpeBHOBa-
ocobble OCTUXEHNS naessMn 1 MHUUMATUBaMM HWUSI BHYTPY KOMMaHun
JInuHasa noxsana
pyKOBOACTBa Mn PacwmnpeHwne cou. naketa lMoBbILWEHME NpeMnanbHoi
ny6nnyHoe noowipeHne YacTW C NMOHMXEHNEM OKIaaa
NHdbopMmpoBaHue o MNoBbiweHWe oklaga
TEKYLLEM MOSOXEHUM C MOHWXEHNEM
[ien B KOMMaHuu npemMuanbHOM YacTu

MccnenoBaHue C O4EBMAHOCTBIO MOKa3bIBAET, UTO COTPYAHUKM, B NMEPBYIO OUYepeab, OXNAAIT MaTepUanibHOW NMoAAEP KN
OT CBOMX paboToaaTeneil. Ha npakTnke KOMMNaHuv NPUMEHSIOT, B OCHOBHOM, COHYETaHME MaTepuarnbHbIX U HEMaTepuasbHbIX
BWAOB MNooLLpeHust. Takol Noaxo/ NoATBEPXKAAETCS OTBETAMU Kak paboTHUKOB, TaK M npeacTaButeneii opraHmsauui. Il
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0O630p NUMMUTPAULNOHHBLIX HOBOCTEN.
1-e nonyroane 2016 roaa

OJ1ibIrA MAKELLIMHA
[vpekTop fenaptamMeHTa
UMMUIPaLMOHHBIX YCNyT,
MHTepMapk PenokenLH

B 2016 roay poccuiickoe MMrpaLMOHHOE 3aKOHOAATE/IbCTBO Pa3BUBAJIOCh B CJIOXKHbIX YC/IOBUSIX CAHKLIMOHHOW BOWHbI
Mexay Poccueit u ctpaHamu 3anaga, 060CcTpeHns OTHOLWEHUIt Mexay Poccueii u Typuueit n napasienbHoO € Mac-
wTabHoi peopraHusaumei opraHoB PMC Poccun. Hanbosnee BaXkHbIMM U3MEHEHMSIMM, Ha Hall B3rnag, ABASOTCA

cnepyrowme.

P> YcTaHOBMEH HOBbIN MUHUMASbHbIN
CPOK OKOHYaHus AeNCTBUS mnacrop-
Ta, HeobxoauMbIM ANs MoNyyYeHUs
pa3speweHuss Ha paboty (PHP) (1)
WHOCTPaHHbIM BblCOKOKBanndunuumpo-
BaHHbIM CreumanncTtom unm (2) nHo-
CTpaHueM, HarnpasnsieMbiM B PO ans
paboTbl B MHOCTPaHHYyD KOMMepu4e-
CKyto opraHmsaumto (n. 31 lNpukasa
OMC N@ 574 o1 30.12.2015, BcTynun
B cuny 18.02.2016).

Bbbino: He MeHee 3 (Tpex) NeT Ha
MOMEHT Nnojauu 3asBJIEHUS O Bbl-
aaue PHP.

Crano: He MeHee 1 (oaHOro) roga
Ha MOMEHT nojauu 3asBJ/IEHUA O
Bbiaaye PHP.

P> OnpeneneH ynpoLueHHbIit NOpsiaoK
NpUBEYEHNS] MIHOCTPaHHBIX PaboTHU-
KOB NS CnefytoLwwmx KaTeropui pa-
6oTtomatenelt (n. 4 Mpukasa GMC N2
574 ot 30.12.2015, scTynun B cuny
18.02.2016):

KoMnaHuMu-y4yacTHMKM  npoekTa
MeXAyHapoAHOro MeaAMLMHCKOro
Knacrepa (B COOTBETCTBUM C Y. 4
ct.2un. 34.1cr. 14 ®3 N? 160
oT 29 uoHs 2015 r.):
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PaboTtoaaTenb
oCBOOOKAEH OT
HeobxoANMOCT
NOAYHeHWs]
pa3peLleHis Ha
npvBAeYeH e
NHOCTPaHHbIX
PabOTHMKOB, eCcA
OHW OTHOCSITCS K
KaTeropuin Hay4HbIX,
MEeANUMNHCKWIX,
NeAarornyeckinX
CNeuviaACToB

e paboTtogaTtenb 0CBOGOXAEH OT He-
06X0AMMOCTM MONyYEHUS pa3peLle-
HWS Ha NpUBEYEHNE UHOCTPAHHbIX
paboTHMKOB, €C/IN OHWM OTHOCSTCS K
KaTeropmm HayuHblX, MEAULIMHCKMX,
nefarornyeckmnx CrneuuanvicTos;

* Ha NpuBfEKaeMbIX pPaboTHMKOB He
pacrnpoCcTpaHsItoTCA KBOTbI MO KOMU-
YeCTBY MPUraLleHNn MHOCTPaHLEB
Ha paboTy;

e ohopMIEHVE MpPUrNaLLEHVI Ha pa-
60Ty ¥ paspeLleHunit Ha paboTy ocy-
LLECTBNSIETCA Yepe3 YrpaBnsioLlyto
KOMMaHWUIO MEXAyHapoAHOro Meau-
LIMHCKOrO LiEHTpa;

e paspelleHVe Ha paboTy BblAAETCSs
Ha CpOK AeMCTBUS TPyAoOBOro A0ro-
BOpa, HO He 6onee yeM Ha Tpu roga.

KoMnaHum, npusHaBaeMbie pe3u-
AeHTamu ceoboaHoro nopta Bna-
AVBOCTOK (B COOTBETCTBMM C CT.
13.6 ®3 N2 115 oT 25.07.2002):

e paboTogaTtenu, AeNCTBylOWIME Ha
TEPPUTOPUM MOPTa, HE AOXKHbI MO-
JlyyaTb paspeLleHne Ha npuBreve-
HME MHOCTPaHHbIX PabOTHMKOB;

® Ha WMHOCTPaHHbIX PabOTHWUKOB, TpY-
[smMXcs B MOPTY, He pacnpocTpa-
HAKOTCA KBOTbl Ha MPUrNALEHUs Ha
paboTy M pa3pelleHuss Ha paboTy,
YCTaHOBJIEHHbIE A/ MHOCTPAHLEB.

D> BHeceHbl M3MeHeHUs B paHee yT-
BEPXKAEHHLIVA [lepeyeHb POCCUMIACKMX
KOMMaHWii, UMetoLLMX MpaBo NpuBne-
KaTb TypeLKuX rpaxaaH ans paboTbl
Ha TeppuTopun PO B npepenax umc-
NEHHOCTU Takux paboTHMKOB MO CO-
cTtosHno Ha 31.12.2015 (MocraHoB-
nenue lMpasutenbctea PO N2 396 ot
06.05.2016%*):



13 MNepeyHst UCKOYEHbI LIECTb KOMMa-
HWIN U 0OBaBNeHb! LECTb HOBbIX; 06-
LLIee YMCII0 KOMMaHM B HOBOM [lepeu-
He oCTanocb HensmeHHbIM (53).

D> OnpeneneH HoBbiii MepeyueHb poc-
CUNCKUX OpraHv3auuni, HageneHHbIX
npaBoOM MpWBeKaTb rpaxaaH Typumm
6e3 orpaHuyeHuss YUCIEHHOCTU Mpu-
BrekaeMblx paboTHukos (MMocTaHoB-
nenwue lNpasutensctea PO N2 396 ot
06.05.2016).

B yTBepXAeHHbIN [epeyeHb opraHu-
3aUuii, 0CBOBOXAEHHbIX OT cobntoae-
HMS YCNIOBUSI O pa3peLleHHOM Konnye-
CTBE TypeuKunx paboTHMKOB, BowwM 14
KOMMaHuM.

P> depepanbHasi MUrpaLMOHHas ClTyX-
6a Poccumn ynpasgHeHa. MonHoMouus,
(QYHKUMM W WTaTHas YMCIEHHOCTb
®MC Poccum (¢ cokpalueHnem Ha 30%)
nepefaHbl MMHUCTEPCTBY BHYTPEHHUX
gen PO (n. 1 Ykasa Npe3ngeHTta PO ot
05.04.2016 N9 156).

OpraHM3aLMOHHO-LUTATHbIE Me-
ponpusaTUA NOo peanusaunm Ykasa
AODHKHbI 6bl/IN 6bITb 3aBepLUEHbI
Ao 1 nroHa 2016 r.

JInkBMAaUMOHHbIE MEeponpUATUS
no ynpasgHeHuro ®MC Poccum
AOJHKHbI 6bITb 3aBepLueHbl A0 31
Aekabps 2016 r. BKJIIOUUTEJIbHO*,

P C 01 nioHs 2016 roga YOMC Poccum
no r. Mockse (OTAen TpyAoBoOi MUrpa-
umn B CaxapoBO) Mpv npueme [OKy-
MEHTOB Ha 0OopMJIEHNE U NPoAJSIeHNE
pa3pelleHunii Ha paboTy BBEN NpakTu-
Ky npoBepku gorosopa (nonuca) AMC
MHOCTPaHHOro paboTHMKa Ha COOTBET-
cTBME TpeboBaHWsAM, coAepXalmmcst
B YkasaHuu BbaHka Poccumn NQ 3793-Y
oT 13 ceHTa6psi 2015 «O MUHMMAnNb-
HbIX (CTaHAapTHbIX) TpeboBaHUsSX K
YCNOBUSIM U MOPSIAKY OCYLLECTBEHNS
MEAMLIMHCKOrO CTpaxoBaHUsi B 4acTu
L[06POBOMBHOIO MEeAMLMHCKOro CTpa-
XOBaHWS MHOCTPAHHbIX FPaXxaaH 1 nL
6e3 rpaxaaHcTBa, HaxOAsLMXCA Ha
TeppuTopun Poccuiickoin depepaumm ¢
LieNblo OCYLLECTB/IEHUS UMW TPYAOBOM
[esTeNbHOCTU>:

* CpPOK [JeWncTBusi goroBopa (nonwuca)
OMC pomkeH COOTBETCTBOBaTb 3a-
npalvMBaeMoOMy  CPOKY AEiCTBUS
pa3pelueHns Ha paboTy;

e CyMMa CTPaxOBOr0 MOKPbLITUS AOMK-
Ha cocTaBnsaTb He MeHee 100,000
pybnei Ha Kaxaoe 3acTpaxoBaHHOe
nuo;

e TeppuTOpuUs AENCTBUS  AOroBopa
(nonuca) OMC pormkHa BKIOYATb
cybbekt PO, B KOTOpOM 3acTpaxo-
BaHHbIM  MHOCTPAHHbIN  PaboTHMK
MIAHUPYET OCYLLECTB/IATb TPYAOBYO
[esTenbHOCTb.

UHdpopmaumusa o noaobHou npak-
TUKE OT APYIrUX TEPPUTOPUAZIbHBIX
opraHoB YOMC He noctynana. B

* n. 3 PacnopspkeHust MNpaBuTenbCcTea

Poccuitckon ®epepaumm N2 1025-p ot
26.05.2016.
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PaboTa B ycnoBUSIX 3anpeTa

33eMHOro TpyAa

Bcnepcreue 6bICTPO MEHSAOLWMXCSA PbIHOYHbIX YCJI0BMIA M COKpalue-
HUA OMEpPaLMOHHbIX PacXxoA0B MHOrMe KOMMaHWM MOJiaratoTcsa Ha
MUCNoJIb30BaHUEe HETUNUUHbIX (hOpM NpuBeUYeHnUs paboTHUKOB, UTO
nossonser 6usHecy 6biTb 60/1€e rM6KMM U KOHKYPEHTOCMOCO6GHbIM.

B cBeTe 3aKoHOAaTeNbHbIX U3MeHe-
HWIA, O KOTOPbIX Mbl MOFOBOPUM HUXE,
ocoboe BHMMaHue B 3TOM rogy 6bi10
yAeneHo Takow (opMe 3aHATOCTH, Kak
3aeMHbIN TpyAa (npefocTaBeHne nep-
CoHana).

COBPEMEHHBIN PbIHOK 3aEMHOr0 Tpyaa
noseunca B Poccun 3HaunTenbHO nos-
e, YeM B GOJbLUIMHCTBE EBPOMNENCKMX
rocyiapcTs, NPUYEM U3HAYanbHO TOSb-
ko de facto. C 1 aHBapsa 2016 r. oTHo-
WweHmns B cchepe 3aeMHOro Tpyga nosny-
ymnu npasosyto dhopMy: deaepanbHbIM
3aKOHOM OT 5 Mas 2014 r. N2 116-03
(nanee — «®3-116») B 3akoHOAaTENb-
CTBO OblIM BBeAEHbI OnpeaeneHne 3a-
€MHOro TpyZa! v 3anpeT Ha ero Ucnosb-
30BaHue.

OnHOBpeMEHHO B NpaBoBOW 060poT
66110 BBEAEHO HOBOE MOHATME: Mpe-
[focTaBneHve Tpyaa paboTHukos (nep-
COHana).

Mo cBoel CyTM «npenocTaBneHne
Tpyaa paboTHMKOB» £BNSIETCA 3a-
€MHbIM TPYAOM MO €BPOMnenckon Mo-
nenu. OaHako BMECTO Neranusaumu
3aE€MHOro TpyAa POCCUMIMCKMI 3aKOHO-
[aTenb Npeanoyen BBECTW HOBOE Mo-
HATWE, NPU 3TOM 3HAYUTENbHO Orpa-

HNWYMB  BO3MOXHOCTU TMPUMEHEHUA
camo NPaKTUKM  nNpeaocTaBeHNA
nepcoHana.

[laHHble M3MeHeHUs 3acTaBu/v MHO-
rMe KOMMaHuM pecTpyKTypupoBaTb
MOAENN NMpUBIeYEHNs Kaapos.

HecMOTps Ha eauvHWYHylo CcyaebHyto
MPaKTUKy, @ TaKXXe OTCYTCTBME B Te-
KyLLeM rogy MpoOBEPOK TPYAOBbLIX WH-
CNeKuMn Ha npeaMeT COOTBETCTBUS

F

TpeboBaHuam ®3-116, yxe cerogHs
MOXHO FOBOPWUTb O TOM, 4YTO pas-
peleHHass CxeMa npeaocTaBneHus
repcoHana B MeHbLUEeN CTEeNeHn npu-
BrekatenbHa ans 6usHeca: 3akoHoaa-
TeflbHble OrpaHn4yeHust 3HaunTesnbHO
CHWXXAIOT BO3MOXHOCTb MCMOMb30Ba-
HUS1 pabOTHMKOB KaAapOBbLIX areHTCTB.

! OcyLwecTBneHVe paboTHUKOM TpyAa B MHTEpecax M Moz yrnpasfieHUeM nuua, KoTopoe

¢opmManbHO He aBnsieTca ero paborogarenem.
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MBAH BEPANHCKHNX
[unpeKTop AenapTameHTa
tOpUANYECKOro
COMPOBOXAEHUS U
KoHTponsi, ManpowerGroup
Russia & CIS

Harnpumep, orpaHvyeHue npenocTas-
neHnst paboTtHuMka nNoO BpemeHu (He
6onee 9 mMecsaUeB) AenaeT HEBO3MOX-
HbIM COTPYAHWYECTBO C areHTCTBaMu
Mo A0ArOCPOYHBLIM MPOEKTaM B paMKax
CXeMbl, paspelueHHon ®3-116.

B 3TOM CBSI3M ANS MHOMMX KOMMaHWM

6onee NpeanoYTUTENbHLIM peLleHreM
CTAHOBWTCA UCMOMb30BaHNE MOAENU
ayTCOpCMHra, 4YTo npeanonaraer ne-
peaady opraHvsauuen onpeneneHHbIX

6usHec-NpoLeccoB  un

CTBEHHbIX (hYHKLMIA.

npousBoa-

B oTnmymMe OT NpYBLIYHON Moaenu 3a-
€MHOro TpyAa, B paMKax ayTCOpPCUHra
yrnpaBfieHMe W KOHTPOSb, BbIMOJSIHE-
HME HOPM OXpaHbl TPyAa W PSA UHbIX
npaB U 0643aHHOCTEN B OTHOLIEHWU



pabOTHMKOB  OCYLUECTBASIET — areHT-
ctBo. Kpome TOro, B gorosopax ayT-
COpCUHra UCMonb3yeTcs CTaHAapTHas
[N5 JOrOBOpa OKasaHUs ycnyr MoAenb
onnatbl (Mo4acoBas, aboHeHTCKas unm
nowTy4yHas). CTOMMOCTb YCNyrn He
MOXET ObITb HampsiMylo MpuBsiaHa K
3apaboTHoN nnate paboTHUKaA.

BblenepeyncrieHHbIe XapakTePUCTUKN
AYTCOPCMHIra B COBOKYMHOCTM C Mpes-
METOM [0roBopa ayTcopcuHra (oka-
3aHMe YyCnyr), Mo HaweMy MHEHWUIO,
ABNAOTCA pa3rpaHUYnUTENbHbIMKU MPpU-
3HaKaMM 3anpeLLeHHOro 3aeMHOro Tpy-
[a W NErMTUMHbBIX rpaXkaaHCKO-MpaBo-
BbIX OTHOLUEHWI MO OKa3aHWio YCnyr
(ayTcopcuHra). OpHako Henb3si Cka-
3aTb C MOJSHOM YBEPEHHOCTbIO, KakKMMU
KpuTepusiMm 6yayT pyKOBOACTBOBATHCS!
npoBepstoLLME OpraHbl.

MpuvHMMas BO BHMMaHMe Heobxoau-
MOCTb Ha/IM4Msl Y KafpOBbLIX areHTCTB
pecypcoB, CTPYKTYpbl U OnbiTa npeao-
CTaBNEHMUS YCIYr HA POCCUMACKOM PbiH-
Ke, nojiaraem, 4to pea)‘lebIVI nepexoa
Ha MoAeNlb ayTCOPCMHra CroCObHbI
obecneunTb [aneKko He BCe areHTCTBa
N He BO Bcex cdepax busHeca.

Tak, Hanpumep, ManpowerGroup Russia
& CIS akTMBHO pa3BMBaeT ayTCOPCUHT
613HeC-NMpoLEeccoB, YCTyr pecenLuH,

Cam akT
yVPeryApOBaHMS
MMOKX TPYAOBBLIX
OTHOLLEHW,

B H3CTHOCTU
33eMHOIrO TPYAS,

B POCCUINCKOM
3aKOHOASTEABLCTBE
IMeeT NOAOXKUNTeNAL-
HOe 3Ha4eHVe.

JIOTUCTUYECKNE U MHOMME Apyrue ycny-
1, NCMOJb3ysl NPMOBPETEHHbIE 3a MHO-
rme roapl paboTbl 3HaHMSs, NpuBeKas
NIYYLMX CMELMANIUCTOB U MEHEIKEPOB
Ha pbIHKE.

TeM He MeHee ecnm KOMMaHusa npea-
noynMTaeT OCYLLECTBNSTb KOHTPO/b
Hag paboTHMKaMM CaMOCTOSITENbHO U
NpOeKT YKNaAblBaeTCs B paspeLleH-
Hyto ®3-116 cxemy, ycnyra npepgo-
CTaB/leHUs1 MepCcoHana MOXEeT CTaTb
ONTUMasnbHbIM  BapuaHTOM.  YTO6bI
OTFPaHWUUTb  Pa3peLLEHHY0  CXemy
npeaocTaBneHnst paboTHMKOB OT He-
neranbHON, KaApPOBOE areHTCTBO, KI/K-
€HT 1 paboTHUK OPOPMASIOT MAKET U3

Tpex [AOKYMEHTOB (K/IMEHTCKUIA KOH-
TPaKT, TPyZLOBOW AOrOBOP C paboTHM-
KOM U1 AOMOJTHUTENbHOE COralleHne o
HanpaBfieHMN paboTHMKA K KIIMEHTY),
TeM caMbiM obecneumBasi NMMCbMEHHOE
cornacue paboTHMKa 1 y4eT cpoka pa-
60Tbl Ha MpoeKTe B COOTBETCTBUM C
TpeboBaHWMAMM HOBOMO 3aKOHa.

ManpowerGroup Russia & CIS Beger
HECKO/NbKO MPOEKTOB, KOTOpble CO-
OTBETCTBYIOT  pa3peLlueHHon $©3-116
cxeme. Cpeau HWX npeaocTaBrieHne
nepcoHana pans 3asBoja MO MNpous-
BOACTBY MTOBOMO M 3CKanaTopHOro
obopynoBaHMsl, Ha KOTOPOM MpOWUC-
XOOWUT CE30HHOE paclUMpeHue Mpouns-
BOACTBA, a TakxXe psg npoektos ¢ IT-
KOMMaHUAMM.

B 3aBepLueHve criegyeT OTMETUTDb, UTO
caM aKT yperynnpoBaHus rmbkmx
TPYAOBbIX OTHOLWIEHWA, B YacCTHOCTM
3aeMHOro TPyAa, B POCCMICKOM 3aKo-
HOAAaTeNbCTBE MMEET MOJSIOXKUTENbHOE
3HayeHuve. [pu 3TOM, K COXaneHuio,
OCHOBHbIE MPUHUMMbI M 06Las KOH-
Luenuusa  perynvpoBaHus npeaocTaBs-
NeHnst nepcoHana He Bcerga obecne-
uymBaeT H6anaHC MHTEPecoB CTOPOH, B
CBSA3M C YeM B pse ClyyaeB [aHHas
MOAE/b MOXET HE MOJyYMTb LWMPOKOro
pacnpocTtpaHeHusa Ha npakTtuke. ll
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«BkycHee. Ka4yecTBeHHee. DKOHOMU4Hee».
HOBbI NOAXOA K KOPNOpP3aTUBHOMY NMNT3HUIO

' m\‘
- NAPUCA

UrymHOBA

MeHemxep

Mo KOMMNeHCaUnaM

n norotam, OBI
|

Jlro6as xkpynHas MexayHapoAHasi KOMMaHUSI eXeroAHo TPaTUT 3Hauu-
TeNbHble CPeACTBa Ha COLManbHbI NaKeT Qs CBOMX COTpyAHUMKOB. OBU
He ucktoueHne. B OB Poccus coTpyaHukaMm npepsiaraercs gocratou-
HO LUMPOKWMIA COLMasIbHbIN NMakKeT, OAHOW U3 YacTeil KOTOpPOoro ABJSEeTCH
KOMMeHcauua nutaHusa. KoMnaHusa nocTossHHO COBEPLUEHCTBYET J1broThl,
KOTOpble NMpeaocTasB/isieT COTPYAHUKAM, U BHUMATEJIbHO OTC/IeXKMBaeT CU-
Tyauuio Ha pbiHKEe B LieJIOM M Y KOJIJIer «Mno Lexy» B 4aCTHOCTU. Bce ato
AenaeTcsa Ang Toro, YTo6bl NpeanaraTb COTPyYAHUKAM JIyuLUUA COLMaKeT.
U konnerun 3To 4eHAT: Tak, no utoram 2015 roaa B paMkax uccneaoBaHus
BOBJIEYUEHHOCTU 93% OnpOoLUEHHbIX COTPYAHUKOB COMIaCU/IUCh C YTBEPXK-
AeHUeM, YTO AeUCTBYIOWMNIA coLnaKeT BNoJIHeE COOTBETCTBYET UX NOTpe6-
HOCTSIM. B 3TOM HeT HM4Yero Heo6bI4YHOro: (pakTop «counakeT» Ha npo-
TSOKEHUM BOT YyXK€ MHOIMX JIeT CTabuibHO ABNSAIETCA OAHOWM M3 CUJIbHbIX
cropoH OBM Poccusi, no oLleHKke caMuX COTPYAHUKOB.

Bbicokasi oLieHKa COTpyAHWKaMu couna-
KeTa — 3TO BO MHOIOM 3acsyra Hebosb-
woro OTAena KOMMeHcauunm W Nbrot
OBW Poccus, a Takxe pyKkoBOAMTEnel
KOMMaHWK, KOTOpble [ENaloT Bce BO3-
MOXHOE, YTOBbl 5 ThICSY COTPYAHUKOB
6b111 10BOSbHbI. KOHEYHO e, 3T0 Tpe-
6YeT OrpOMHbIX 3aTpaT, B MEPBYIO OYe-
pedb, BPEMEHU W CUM HA MOCTOSIHHbIE
KOMMYHMKaUMW C NpoduibHBIMU  Ae-
napTamMeHTamu, MOCTaBLUMKaMWU U He-
NOCPeACTBEHHO MepcoHanoM. MoaTomy

Ha nepBbIi B3rAsIA,
CeKkpeThl yCnexa
NPOCTbI: CTOVMOCTb
0beAa 1 HeCTHOCTb
KenTepa.

KayecTBy nuTaHus. Kelitep pgoctaensn
n obecneunBan pasgady KoOMMJeKc-

TEXHO/OMMM, KOTOPbIE UCMOJb3YyeT KOM-
naHusi, AO/KHbI 6e3ynpeyHo paboTtaTtb
B aBTOMATUYECKOM peXxuMe.

/3HauyanbHO KOMMaHUs He MnfaHMpo-
Bafla YTO-IM60 MeHSTb B OpraHu3auum
MUTaHWst coTpyaHukoB. Cam npouecc
6bi1 BbICTPOEH [AOCTAaTOYHO XOPOLLO M
yfnyJylleHnin He TpeboBan: B KaXaoMm
ropoAe MarasvHbl BbiGMpanu OAHOro
MOCTaBLUMKa YC/yr, COrMlacoBbiBaiu C
HUM yCloBUS paboTbl M TpeboBaHMs K
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Hblx 06eaoB Ha OCHOBE 3akasa, 3apa-
Hee cOopMMPOBaHHOro Nno TabenbHoMy
pacnucaHuio paboTHMKOB, a onaTta
Npou3BOAMIAacL aBTOMATUYECKU WCXO-
[S U3 CTOMMOCTU OfHOrO KOMMJIEKCHO-
ro obena u konnyecTsa 0TpaboTaHHbIX
OHEN Kaxxaoro paboTHuka. Ha nep.biii
B354, CEKPETHI yCrexa npocTbl: CTOMU-
MOCTb 06efia 1 YecTHOCTb KeiiTepa. Ho
TyT Ha nomowpb OBM npuwna komna-
Husa Foodcard, onepaTop 31eKTPOHHbIX
KapT Ha nuTaHue.

CoBMECTHO MnpoOaHanuM3vMpoBaB OpraHu-
3aumnto nuTaHus, Foodcard BbisiBUna BO3-
MOXHOCTW AJ11 ONTUMMU3ALMM MPOLIECCOB
B OBU Poccsi. OnepaTop nnaTexxHou cu-
crembl Foodcard npeanoxwmn He nNpocTo
MIATEXHbIE 3NEKTPOHHbIE KapTbl, @ WH-
CTPYMEHT, MO3BO/ISIOLLNI BHEAPUTb €aM-
HOEe peLleHVe MO YMPaBNeHWIO NUTaHU-
€M, BECTV MPO3payHbIi YUYET U KOHTPOSb
oriepaumii, onnaunBaTb yCnyru Kentepa
UCXOAS W3 peanbHO MOMyYeHHbIX pa-
60THMKaMM 6ntoa, a He abCTpaKTHbIX
06en0B. Bce 3T0 Ka3anocb O4YeHb 3aMaH-
UMBbIM, TaK KaK MOFJI0 MOMOYb LieHTpa-
N30BaTb MOTMBALMOHHYIO CXeMy, CTaH-
[apT13MpoBaTb MPOLECChbl,  YIyulUUTh
OTHOLLUEHME COTPYAHUKOB K MUTAHUIO
KaK K CEpBWCY, KOTOpbI NpeaocTaBnsieT
KOMMaHus. YHUKanbHbIMU 0COBEHHOCTS-
Mmn Foodcard cTanu BO3MOXHOCTb He Te-
pATb cpeacTea Ha Bo3spate HAC u ocTa-
TOK A€HEXHbIX CPefCTB Npu notepe kapT
WM YBOMbHEHUM COTPYAHMKOB, @ Takxke
COBpEMEHHbIE TEXHOIOMMM — OT JIUYHOIO
KabuHETa A0 MOOWIILHOTO MPUIIOXKEHMUSI.
HakoHel, rnaBHbIM apryMeHToM CTa-
na BO3MOXHOCTb C3KOHOMUTL A0 10%
6lopKeTa Ha NUTaHWE MpU YyYdLLEeHUN
€ro KayectBa WM COXPAHEHWW BbICOKOM
OLieHKM nepcoHana. Kasanock 6bl, noutu
HeBbINoMHMMas 3agada. Ho OBU pose-
punack Foodcard v 3anycTvna nunoTHbIN
MpOEKT.

B kauectBe TectoBoro MarasuHa
6611 BblbpaH OBW MapHac B CaHKT-
MeTepbypre. BbibOp Ha AaHHbIV ropoa
nana He Ciy4YalHO: Hy)XHO 6bl10 ornpo-
60oBaTb MeTOAMKM paboTbl U HOBbIE
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CXeMbl KOMMYHMKaLMI He MpoCTO Ha
OOHOM MarasuHe. [locKonbKy runep-
MapkeTbl OBU HaxoaaTca B 13 ropogax
Poccun, HO TONbLKO B ABYX U3 HUX — Mo-
ckBe u CaHkT-TeTepbypre — ux uncnio
[OCTUraeT AeBATM W NSATU COOTBET-
CTBEHHO, 6bIno peleHo, 4To «Cesep-
Hasi CTONML@» MOAOMAET Jlyylle BCero.
Ycnex Takoro aKCnepuMeHTa O3HavaeT,
YTO AasibHENILIee BHEAPEHWE CUCTEMbI
NPONAET 3HAYMTESBHO MPOLLE.

MNMocne 3anycka npoekta ¢ Foodcard
onepaTop MOSIHOCTbIO B3si1 Ha cebs
B3aMMOJENCTBME CO BCEMM YYacTHUKa-
MM npouecca — ot byxrantepun ObU n
PYKOBOACTBA MarasmHOB A0 MOCTaBLUM-
Ka nutaHus. Paktnyeckn OBU nepeno-
XWna Ha NapTHepa OTBETCTBEHHOCTb 3a
peLleHne BCeX BOMPOCOB, CBSA3aHHbIX C
opraHu3aLmei KOMMNIEKCHOro NUTaHus,
BbICTpaMBaHWeM HeobxoauMbIX Leno-
YeK KOHTaKTOB W WHTerpauueil nna-
TeXxHoro pewexunst Foodcard B cuctemy
HaumcneHnn u otyeTHocT OBWU. Mpm
3TOM KOMMYHWKaLMK C KelTepamu cBe-
[eHbl NULWb K 0B6CY>XAEHUIO HaCyLLHbIX
BOMPOCOB KayecTBa W accopTUMeHTa
NnoCTaBASEMbIX NPOAYKTOB. PaboTHMK
Xe onnauusaet 6a04a No OTAenbHO-
CTU UnK BbIBUPaeT KOMMIEKCHLIN 0bes
LIeNIMKOM, @ KenTep paclumpwus accop-
TUMEHT JOMONHUTENBHBIX 651104,

Takum obpasom, Foodcard yHudbumum-
poBaJ CUCTEMY NnaTeXel, a Takxke rno-
3BOJIJT OMNJIAYMBaTb NUTaHWE OTAENbHO
no 651104aM BMeCTO KOMMJIEKCHbIX 0be-
[0B. MarasuHbl NpoAo/MKaT MHMOP-
MMPOBaTb MNoApsAYMKa O u4ucne Co-
TPYZAHWKOB, OAHAKO TEnepb KOMMaHus
onnayMBaeT NUWb (aKTUYeCKn nony-
YeHHble COTpyAHMKamm bntoaa.

Takoi noaxon yctpoun Bcex. OB
Poccna kak pabotopaTtenb nony4yuna
KOHTPOSIMPYEMbIA M MPO3PAYHbIA  UH-
CTPYMEHT, MO3BOMSAOWMIN CIKOHOMUTb
3HauUWUTENbHbIE CPEACTBA KOMMAHWUM,
MPOCTYI0O M [OCTYMHYIO CXeMy Yy4yeTa
M [OOKYMEHTOO60pOTa, HanaXXeHHyo
CUCTEMY B3aMMOAEWNCTBMSI CO BCEMU
yyacTHukamu npouecca. CoTpyaHuKaMm
KoMMaHuu npeanoxunu  6Gonee pas-
HoobBpasHoe NuTaHue, NydLlnii CePBUC,
KauyeCTBO M KOHTPOSb PacxofoB C Mo-
MOLLbIO  CMELMANbHOr0  MPUIOXKEHWS
Ha MobunbHOM TenedoHe. HakoHel,
nocTaBWwmkn 06efoB MOryT nony4atb
[OMONHMTENbHYI0O MpUbLINbL 3@  CYeT
paclMpeHns HOMEHKNaTypbl npeana-
raemMow NpoayKLum.

Mocne ycnewHoro «nunota» B OBU
MapHac npoekT 6bl1 TUPaXXMPOBaH Ha
OCTaBLUMECH YeTblpe rurnepmapkeTa B
CaHkT-leTepbypre n 3aTem anpobupo-

BaH B MockBe. Ha MOMeHT HanucaHus
ctatb OBU rotoea 6bina 3anycTuTb
NMpOeKT BO BCEX MarasvHax CTOMMLpbI
N 3aTeM MNOAKIHYUTL OCTaBLUMECS rO-
poda go koHua 2016 roga. [lepsble
MECSLbl UCMO/Tb30BAHUS HOBOW CXEMBb
onnartbl 3a MNWUTaHWE MoKa3ann, 4To
9KOHOMMSI MOXET cocTaBnaTb Ao 20%.
MoTteHumansHo ans OBU Poccna — 3To
9KOHOMUS [OECATKOB MWI/IMOHOB  py-
6nel B rog. M 3To NpUTOM, YTO KOMMa-
HMA MOBbICMNAa CTOMMOCTb 06eA0B ANA
coTpyaHukoB Ha 10%.

KoHeYHo e, KaK 1 Ntoboi HOBbIN Npo-
ekT, Foodcard nmeeT cBOM 30HbI ANsi
pa3BUTUS, MOXET BCTPeYaTb COMpo-
TuBneHne, nostomy OBW nonpocuna
COTPYAHWKOB C MNOHMMAHWEM OTHECTUCH
K BO3MOXXHbIM Hey106CTBaM B Nnepexoa-
HbIi Nepuoa 1 yaenuna ocoboe BHUMa-
HME KOMMYHMKaUMsSIM C MepCoHanoM,
TPaHCINPYSt MONOXKUTENbHbIE M3MeHe-
HWSI, KOTOpbIE COTPYAHMKW MOJTy4YaT Mo
UTOraM BHEAPEHWS NMPOEKTa.

B 3aknoueHne MOXHO OTMETUTb, YTO
COBpEMEHHbIE TEXHOMOMUM MOMOratoT
yAyywaTb KayecTBO COLManbHOro mna-
KeTa KOMNaHWK, 3KOHOMUTb pecypchl U
dopmupoBaTb 06pa3 nydwero paboTto-
farens Ha poiHke. Wl
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NMpoBsepka KaApOBOI AOKYMEHTaUUN:
no4yemy 3TO Ba>KHO?

Menemxep no
KopropaTuBHOM
N MUIPaLMOHHOM

N 1OpUANYECKINIA

Poccuiickoe TpyaoBoe 3aKoHOAA-
TeNbCTBO NpeabaBsieT k paboroaa-
TensaMm 6onbluoii 06LeM Tpe6oBaHMiA
B o6nacTu ynpasneHus NepCcoHasioM,
B TOM YMCJie No pa3paborTke BHyTpPeH-
HUX AOKYMEHTOB B cpepe TPpyAOoBbIX
OTHOLUEHUI, TaKMX KaK npaBWia
BHYTPEHHEro pacnopsifgka, nosioxe-
HUS ¥ NpMKasbl. Halla npakTuka no-
Ka3blBaeT, YTO BbiCLLEE PyKOBOACTBO
3a4acTyro MOXXET He 3HaTb O KaKux-
160 HapyLueHusX A0 TeX Nop, Noka
KOMMaHUs He CTOJIKHETCS C NpeTeH-
3uaAMM U xanobamm paboTHUKOB UK
rocyfapcrBeHHble opraHbl He HaJso-
»WaT agMUHUCTPATUBHbIE WiTpadbl.

0630p AOKYMEHTOB KOMMaHuM B cdepe
YNpaBneHusi NEPCOHANoM (M Tak Ha3bl-
BaeMasi «MpoBepka KafpoBOW AOKYMEH-
Tauuu») — 3TO UCCIefoBaHNE W NpoBep-
Ka [IOKYMEHTOB W MPOLIECCOB KOMMaHuu
B 06/1aCTN TPYAOBbLIX OTHOLUEHMI, KOTO-
pasi NO3BOJISIET BbISIBUTL CYLLECTBYOLLME
NpOTMBOpPEYMsl, HEAOCTaTKN U Npobenbl B
KafpOoBOMN AOKYMEHTaLWMW, ee HeCOOTBeT-
CTBME TPYAOBOMY 3aKOHOZATENLCTBY, a
Takke BO3MOXXHOE HECOOTBETCTBUE YKa-
3aHHbIX OKYMEHTOB KaipOBOW MOUTUKE
W npoueaypaM, MPUHATBIM B KOMMaHUM
N Ha 3akoHodaTenbHoM ypoBHe. O630p
KaZpoBOM  [IOKYMEHTauuM MO3BOJISiET
BbISIBUTb CYLLECTBYIOLME HEeLOCTaTKu U
[laeT pyKOBOACTBY BO3MOXHOCTb ObICTPO
MPVBECTM NMPOLIECCHI U [OKYMEHThI B CO-
OTBETCTBME C [EWCTBYIOWMM 3aKOHOAA-
TENbLCTBOM.

MpoBepka KaApOBOW  AOKYMEHTaLMu
BK/IOYAET aHaNM3 [OKYMEHTOB, perna-
MEHTUPYIOLWMX KaApOBYIO MOMUTUKY W
npouesypbl  KOMMaHWW, pe3ynbTaToM
KOTOPOro SIBNISOTC KOMMEHTapuu o
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JIOBOBb IPUBAHOBA

noaaepxxke, Hanorosbii

fernaptameHT, Mazars
L

MX COOTBETCTBMIO TpeboBaHUsM 3aKo-
HOB. CucTeMa XpaHeHusi u 0bpaboTku
KaapoBoii MH(OpMaLMM TakKe BXOAUT
B 0bnactb uccnenosaHus: npu 063ope
KaZpoBbIX [JOKYMEHTOB M3y4aloT CBOEB-
PEMEHHOCTb COCTaB/IEHUS, Haa/iexallee
noanucaHue W BbiMoNHeHWe Tpebosa-
HUI B YaCTW XpaHeHUs! JOKYMEHTOB.

MpoBepka KaZpoBOW AOKYMEHTALMK Ha-
npaBfieHa Ha aHanu3 Tex obnacTel ka-
APOBOW MONWUTUKK, TAe HecobnoaeHve
HOpPM TPYyZOBOrO 3aKOHOZATENbCTBA
MOXET MPUBECTU K CYLLECTBEHHbIM (DU-
HAHCOBbIM W penyTaLUMOHHbIM PUCKaM
A1 KOMMaHWM.

Bo-nepBbix, KOYEBYIO POSb B Haaexa-
LweM yHKLMOHMPOBaHWUM CUCTEMbI COOT-
BETCTBUSI TPYAOBOMY 3aKOHOLATENbCTBY
B KOMMaHWM MrpaeT MpaBWIbHOCTb CO-
CTaBMEHMs! KaApOBbIX JOKYMEHTOB: ornpe-
[ieneHHble  (hOpMynMPOBKU  TPYAOBbIX
[IOrOBOPOB U BHYTPEHHUX HOPMaTUBHbIX
AKTOB MOryT KaK ybepeub paboToaaTtens
OT Xanob paboTHWMKOB, TaK W MPUBECTM
K PWUCKY BO3HWUKHOBEHWSI MPETEH3W CO
CTOPOHbI PabOTHMKOB W COOTBETCTBY-
towmx cyaebHbix pasbupatenscts. Kak
MpaBWno, TPYAOBble Cropbl CBS3aHbl C
HESICHOW MW HeCrpaBe/IMBON CUCTEMOM
onnatel Tpyda, HEMOATBEPXAEHHBLIMU
(hakTamu TpyAOBLIX OTHOLIEHWUI U ApYTU-
MW He[OoCTaTKaMW B KaZipOBOW MOMUTYIKE
pabotoaatensi. Poccwiickve cyabl B Mo-
[O6HBIX Cropax 4acto MoAAEPXKMBAOT
paboTHMKa 1 MOryT NoTpeboBaTh OT KOM-
MaHuM BbINNATUTbL PabOTHWKY He TOMbKO
CMOPHYIO CYMMY, HO WM KOMMEHCUPOBaTb
€My MopasibHbIN Bpes.

Bo-BTOpbIX, €cnu KOMNaHusi HamepeHa
OCYLLECTBASATL BbINAATy NpeMuin 1 apy-

EKATEPUHA
LLUMATOBA
HOpwucT, HanoroBebii
N IOPUANYECKIN
[EenapTamMeHT,
Mazars

rMX HaabaBoK, BaXKHO MMETb NMPaBUbHO
COCTaB/IEHHOE MOSIOXKEHME O MPEMMPO-
BaHWW. OTCYTCTBME TaKOTO MOSIOXKEHUSI
WM €ro HEBEPHOE COCTaBfIEHNE MOXET
MPUBECTU K CUTyaUuu, Korda paboto-
[aTe/lb He BripaBe 3asiBUTb BbIYET MO
Hanory Ha npubbinb B OTHOLWEHUW Mpe-
MWW, BbiMIa4MBaeMblX  pPaboOTHUKAM.
CrnepoBaTesibHO, HEAOCTaTOK BHUMaHWsI
K HOpMaM TpPyA0BOro 3aKOHOAATE/bCTBA
MOXET MPUBECTY K CYLLIECTBEHHOMY YBe-
NnYeHnto 3cheKTUBHON CTaBKK Hasora
Ha NpubbINb U BO3HUKHOBEHUIO Pa3HO-
rflacuii C HasIoroBbIMM OpraHamy.

HakoHel, [OKyMeHTbl, Kacatowmecs
nepeMeLLeHnst U COKpaLLeHus nepco-
Hana, KOMMEeHcaUuui W NbroT, M3MeHe-
HWi1 B onnaTte Tpyaa, AOMKHbI 6bITb CO-
CTaBNeHbl U XpaHUTLCS B COOTBETCTBUM
(o Tpe6OBaHVIﬂMVI 3aKOHOAAaTeENbCTBA.
[ocynapcTBeHHass TpyaoBasi MHCMEK-
UmMa MOXXET NpoBOAUTb BHEM/1AHOBbLIE
NpoBepKM poCCUCKKUX paboTopaTenen
no BOMpocaM cobnoaeHus TpyaoBOro
3aKoHoAaTeNnbCTBa. B cnyyae ecnu Tpy-
AoBadA MHCMEKUMA BbIABUT HapyLlleEHUA
TPYAOBOro 3aKOHOAATENbCTBA, OHA MO-
XeT npusneyb pabotoaaTens u ero re-
HepanbHOro ANPEKTopa K aAMUHUCTPa-
TUBHOW OTBETCTBEHHOCTU U HaNOXWUTb
aAMWHUCTPATUBHBIN WTpad.

MpoBeseHWe NPOBEPKU KaApoBOW A0-
KYMEHTaLMN — KpOmMoT/IMBLIN U Tpyao-
€MKMI1 npoLecc, Tpebytowmii rny6bokoro
3HaHWs TPYAOBOro 3aKoHOAATENbCTBa
Poccuiickoin ®epepaumnn. UHoraa Kom-
MaHWM He WMEIT [OCTaTOYHO KBasu-
(OMLMPOBAHHBIX BHYTPEHHMX PECYPCOB,
M B 3TOM C/ly4yae XOpOLUMM peLleHneM
MOXET BbITb MpUBNEYEHMe npodeccmo-
HaslbHOro KoHcynbTaHTa., M



Association of European Businesses (AEB)

Krasnoproletarskaya str., 16, bld. 3 M Association
127473 Moscow yAYS =8 of European
Tel.: +7 (495) 234 27 64 MR Businesses

Fax: +7 (495) 234 28 07
Email: info@aebrus.ru
www.aebrus.ru

AEB MEMBERSHIP APPLICATION FORM / 3AABJIEHVE HA YJIEHCTBO AEb

Please fill out the Application Form in CAPITAL letters, sign it and fax it: 234 28 07/
3anonHuTe 3asiBieHne nevyaTHbIMM BykBamu 1 npunute no dakcy 234 28 07
Calendar year / KanengapHbiii rog: 2017 [ (Please check the appropriate box/boxes / YkaxuTe COOTBETCTBYIOLLMIA roa,/roaa)

Name of your AEB Contact / Bawe koHTakTHoe nuuo B AEB:

1. COMPANY / CBEAEHWA O KOMMNAHUW

Company Name in full, according to company charter. (Individual applicants: please indicate the company for which you work /
Ha3eaHve KoMnaHMy B COOTBETCTBMM C YCTABOM. (N9 MHOMBUAYANbHbLIX YEHOB — HA3BaHME KOMMAHWK, B KOTOPOW paboTaeT 3as9BUTESb):

Legal Address (and Postal Address, INN / KPP / IHH / KM
if different from Legal Address) /
IOpuanIeckuii 1 pakTudecknil agpec, Phone Number / Homep TenedoHa: Fax Number / Homep dakca:

€C/1 OH OT/InYaeTCd OT Iopnan4eckoro:

Website Address / Afpec B HTEpPHETE:

2. CATEGORY / KATETOPUA :
THE CATEGORY IS DETERMINED ACCORDING TO THE COMPANY’S WORLD TURNOVER

C ’ Id-wide t
Please indicate your AEB Category / (eu:;n:::‘:nim(:‘; / I\)IA: pzs:;;%‘(l)(:):n AEB Membership Fee /

OTMETbLTE KaTeEropuo YneHcknin B3HOC B AEB
KOMMaHun (eBpo B rofa)

[] | SPONSORSHIP / CnoHcopcTBO - 10,000 euro/eBpo
[ ] | CATEGORY A / Kateropus A >500 million/munnmnoHoe 6,300 euro/eBpo
[ ] | CATEGORY B / Kateropus b 50-499 million/MmunnmnoHoB 3,800 euro/eBpo
[ ] | CATEGORY C / Kateropus C 1-49 million/MmunnnoHos 2,200 euro/eBpo
[ ] | CATEGORY D / Kateropus [, <1 million/MunnuoHos 800 euro/eBpo
o v (/e e any s —

Any non-EU / non-EFTA Legal Entities applying to become Associate Members must be endorsed by two Ordinary Members
(AEB members that are Legal Entities registered in an EU / EFTA member state or Individual Members —
EU/EFTA citizens) in writing/
3aseneHue noboro LPUANYECKOro N1La U3 CTpaHbl, He Bxoasilen B EBpocoios/EACT, 1 xenatoulero ctatb YneHom AEB,
[O/MKHO ObITb MMCbMEHHO NOATBEPXAEHO ABYMs YneHamu AEB (lopnanyecknmm nuuamu, 3aperucTpupoBaHHbIMA
B EBpocoto3e/EACT, nnu nHaneunayanbHbIMU YneHamu — rpaxaaHammn EBpocotosa/EACT)

Individual AEB Membership is restricted to EU / EFTA member state citizens, who are not employed
by a company registered in an EU / EFTA member state /
K paccMoTpeHu1Io NpUHUMAalOTCS 3asIBNEHUS HA MHAOVBUAYaNbHOE YIEHCTBO OT rpaxaaH EBpocoto3a/EACT,
paboTaroLmx B KOMMNaHUsSX, CTPaHa NPOVCXOXAEHUS KOTOPbIX He BXxoauT B EBpocoto3/EACT

Please bear in mind that all applications are subject to the AEB Executive Board approval /
Bce 3asaBneHus yteepxaatotca NpasneHnem AEB

3. CONTACT PERSON / INDIVIDUAL MEMBER / KOHTAKTHOE NILIO / MHOWBUAOYAJbHbIV YITEH

Title, First Name, Surname / ©.11.0:

Position in Company / Jo/mKHOCTb:

E-mail Address / Aopec an. noythbl:




4. COUNTRY OF ORIGIN / CTPAHA MPONCXOXAEHNA

A. For a company / KomnaHusm:
Please specify COMPANY’S country of origin /
YkasaTtb CTpaHy NPOUCXOXAEHNS KOMMaHUK'

or B. For an individual applicant /

MHavBuayanbHbIM 3asBUTENAM:

Please specify the country, of which you hold CITIZENSHIP /
YkasaTb rpaxnaHCcTBO

Please note that only EU / EFTA members can serve on the Executive Board and the Council of National Representatives/
BHumaHuve! B CoBeT HaumoHanbHbIX NpeactaBuTenein u MpasneHre MoryT 6biTb N36paHbl YieHbl,
npeacTaensowme ctpaHbl EBpocotosa nnn EACT.

Please fill in either A or B below/ 3anonHute Tonbko rpady A nunu B

5. COMPANY DETAILS / UHOOPMALIMA O KOMIMAHN

Company present in Russia since: / KoMmnaHus npucyTCTBYET Ha POCCUNCKOM PbIHKE C: r.
Company activities/ Primary / Secondary /
[eaTenbHOCTb KOMNaHun OcHoBHas: BTopocTeneHHas:
. . []Please do not include this in
Company turnover (euro In Russia Worldwide
pany ( 4 _/ . / the AEB Member Database/ He
O6opoT komnaHun (B EBpo) | B Poccun: B MUpE: ~
BKJIIOYANTE 9TO B CrpaBo4HnK AEB
. . Pl incl his i
Number of employees/ In Russia / Worldwide / [IPlease do not include this in
the AEB Member Database/ He
KonuyecTBo COTPYAHMKOB B Poccun: B MUpe: -
BKJIIO4aNTE 3TO B CrpaBo4HnK AEB

Please briefly describe your company’s activities (for inclusion in the AEB Database and in the AEB Newsletter) /
KpaTtkoe onucaHve pgeatenbHoCcTy Balueli komnaHum (ans BkitodeHns B 6a3dy gaHHbIx AEB v nybnukaumin AEB)

6. HOW DID YOU LEARN ABOUT THE AEB / KAK Bbl Y3HAJI Ob AEB?

[l Personal Contact / JIn4HbIN KOHTaKT [lInternet / nTepHeT
[ IMedia /CMU [ ]Event / MeponpusaTtue
Signature of Authorised Representative of Applicant Signature of Authorised Representative of the AEB /
Company / [Noanncb ynoaHOMOYEHHOr0 LA 3asBUTENS: Mognuce Pykosoantens AEB:
Date/[ara: Date/Oata:

'Location of a parent company or of the main shareholder/ MecToHaxoXaeHne rofnoBHOM KOHTOPbI UM OCHOBHOMO y4peauTens.



* ok Association

*
VAV SRl of European
* 4 Businesses

WWW.AEBRUS.RU

Insurance & Pensions
" Machine Building
Ba n kl n g & Engineering
Human Resources

COn neCtIVG « Health & Pharmaceuticals
Finance & Investments

Com merciaﬂ/eallwli::?e l?cl)gﬁc?er:; E ffe Ct i Ve n
Energy Agribusiness

Intellectual Property

Home Appliance Tgxation
Informative.

Real Estatiall & Medium-Sized Enterprises
Migration

Home Appliance
Construction Equipment

WE HAVE BEEN SUPPORTING
EUROPEAN COMPANIES IN RUSSIA SINCE 1995



AEB SPONSORS 2016/2017

Allianz IC 0JSC

Alstom

Atos

Bank Credit Suisse (Moscow)
BP

BSH Russia

Cargill Enterprises Inc.

CHEP Rus

Clifford Chance

Continental Tires RUS LLC
Crocus International

Deloitte

DuPont Science & Technologies
Enel Russia OJSC

ENGIE

Eni S.p.A

EY

Finexpertiza

GE (General Electric International (Benelux) B.V.)
HeidelbergCement

ING Wholesale Banking in Russia
John Deere Rus LLC

KPMG

ManpowerGroup

Mercedes-Benz Russia
Merck LLC

Messe Frankfurt Rus Ltd.
MetLife

METRO AG

Michelin

MOL Plc

Novartis Group

OBI Russia

Oriflame

Philips Lighting Eurasia LLC
Procter & Gamble

PwC

Raiffeisenbank AO

ROCA

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

Telenor Russia AS

TMF Group (2016)

Total E&P Russie

Unipro PISC

Volkswagen Group Rus OO0
YIT

YOKOHAMA RUSSIA LLC
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