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Dear readers,

Frank Schauff Human Resources (HR) is one of the key company departments and depending on
Chief Executive Officer, the situation the HR manager can play a variety of roles. As a professional manager
Association of European

Businesses the HR manager is responsible for general business processes like recruiting, admin-
istration, staff development, corporate culture and so on, in close cooperation with
other departments. This means that he or she has to manage many different tasks

at any one time.

Sometimes the HR manager can assume the role of business partner and he or she
should be aware of the main goals of the company and what he or she can help
reach them.

Organisational development and motivation are two more responsibilities of the

HR manager. He or she must create an effective connection between the different
branches of the organisation, point out the problematic sectors that are hampering
development and create the conditions in which the company staff feel comfortable
and assured. Simply put, the HR manager does his or her best to make the work of
the company employees enjoyable.

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

and give you useful information on further training.

I hope you enjoy reading our publication!
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Dear readers,
We are glad to present the 2™ edition of our publication dedicated to the Russian Michael Germershausen
HR sector. This issue will provide you with the AEB member company surveys, Antal Russia,

Managing Director,
Chairman of the AEB
HR Committee

interviews, reports and other useful materials devoted to HR, recruitment and the
labour market. As the Chairman of the AEB HR Committee I would like to inform
you that our committee brings together more than 100 HR experts from Europe’s
leading corporations. In addition to preparing thematic publications like this one,
we share our experience and best practices at regular events. It would be our
pleasure if you would join us in some of our upcoming events, which will be pub-
lished on the AEB website.

The economic difficulties in Russia have brought many challenges for business.
With the current high level of uncertainty, up-to-date information about the mar-
ket and the expertise of professionals may be more important than ever in order
to prepare your company for hard times. This applies to all aspects of business,
including working with your staff.

It is important to remember that staff reductions are not the only way to optimise
the business in terms of personnel. These days, it is important to maximise all the
HR management techniques not only to develop the potential and effectiveness
of employees, but to get through these difficult times with your team in the least
painful way possible.

We hope that the information in this publication will help you to do this. We are
looking forward to seeing you at our events and wish you happy reading and
some new insights!



Labour market trends 2015

MICHAEL

Managing Director,
Antal Russia

SALARY

The complicated economic situation in
Russia has had an impact on salary
growth. In 2015, only 37% of those sur-
veyed received a salary increase, com-
pared to 64% in 2014. Of those who
received a salary increase in 2015, the
majority of respondents (60%) had a
small salary rise of less than 10%. 11%
of respondents have had a salary reduc-
tion in 2015, while in 2014 only 2% had
their salaries reduced.

JOB CHANGE

The main reason people are changing
jobs remains the same as last year —
to achieve a higher salary. This can be
explained by the fact that fewer com-
panies are currently reviewing salaries,
which makes changing jobs the only
way to achieve a sizable pay rise.

We have seen in our work in the last six
months that candidates are less likely
to consider new jobs and more likely
to accept counter offers, and this was
confirmed by our survey. The number
of people who are not ready to consider
any new vacancy has risen to 36%. In
2014, 27% of respondents were not
planning to change their position.

GERMERSHAUSEN

For the sixth time in a row Antal Russia is conducting an annual study
of the labour market in Russia. This year more than 5,000 specialists
and mid to senior level managers from Russian and international com-
panies took part in the survey. Below you will find a brief summary of

the results of our research.

JOB SEARCH

The respondents most often found jobs
through recruitment agencies and web-
sites (23% of respondents specified each
of these). According to the respondents,
references and private contacts (93%),
websites (85%), recruitment agencies
(83%) and social networks (73%) are
the most effective tools in the job
search, although only 3% have actually
found a job via social networks.

COMPENSATION

When choosing a new job, a bonus
scheme (91%) and VMI (86%) are the
most important benefits for respond-
ents. Flexitime and a mobile phone al-
lowance are also important (65% and
64% respectively). Of these important
benefits, employers most rarely offer
flexitime — only 37% of respondents
have it.

STAFF CUTS

More than half of the respondents
(55%) are expecting staff cuts in their
companies in the near future, and the
bigger the company, the higher the
percentage of people who are expect-
ing a cut. Among the respondents who
have been made redundant, 74% re-

ceived additional compensation. Half
of these received two to three addi-
tional monthly salaries following their
dismissal.

RELOCATION

Only 38% of those surveyed would
move into another Russian region to
take an interesting position, while 58%
of respondents would relocate to an-
other country. The most popular desti-
nations for relocation within the country
are traditionally Moscow and St. Peters-
burg. The most popular overseas des-
tinations are the countries of Western
Europe.

ECONOMIC PROSPECTS

This year certainly has not been a sim-
ple one for business. Significant chang-
es in the economic situation have had
a considerable impact on the profits
of many companies and significantly
influenced the labour market. 46% of
those surveyed were pessimistic about
the economy in Russia over the next 12
months. Nevertheless, the level of opti-
mism from our respondents increased
a little in comparison with 2014, with
18% feeling optimistic compared to
14% last year. B

1 Qur research comprises data received from an online survey of 5,106 respondents from across Russia. The professionals surveyed include
high-ranking specialists and top and mid level managers, primarily working in Moscow and the Moscow region. The survey was conducted
from 30 March to 30 April 2015. To get the full version of the survey please leave a request on the Antal Russia website.
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Large telecommunication company, one of the leading players
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The change of senior management and the following business
realignment showed the necessity of business processes optimization.
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Best places to work

according to [Russian workers

OLGA
MALININA

AXES Management

The AXES management conducted a
new survey in 2015. The survey ana-
lysed the opinions of employees about
companies that the 146,752 respond-
ents considered the best places to
work. This survey is unique because
the Russian workers who participated
in this survey were from completely
different companies and job sectors.
We gave complete freedom of choice,
including the option for respondents to
rate their current employer as the best
one. Any company that came to mind
could be selected, and the survey is
of particular value because we did not
have a limited list of companies, so any
company could be rated. The analysis
was based on the survey called The
Best Employers of Russia and the Aon
Hewitt survey methodology.

Each participant could choose up to
five companies that he or she con-
sidered a good place to work. The list
includes top companies in all sectors.
The survey enables us to get results
in different sectors. The following table
illustrates the best companies to work
for according to the working Russians.

It is generally accepted that engaged
employees bring success to companies.
The question is how to retain the best
employees and maximise their perfor-
mance. The engagement study enables
us to evaluate and plan further meas-
ures to increase employee satisfaction,
and also to detect problems. The en-
gagement study is currently global prac-
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Communications Management Expert,
Leader of the Best Employers Study project,

tice. Engagement is more than just sat-
isfaction: it is the readiness and desire
of an employee to do everything that
is possible for the company he or she
works in. The “engagement” parameter

Company Gt lotes
1 Gazprom 28,782
2 Rosatom 13,304
3  Sberbank 7,527
4  Lukoil 6,805
5 Rosneft 6,479
6 MTS 5,169
7 Megafon 4,299
8 ytn3 3,907
9 Beeline 3,873
10 Rostelekom 3,439
11 RzZD 2,389
12 OMK 2,871
13 TBaN 2,277
14 Gazprombank 1,710
15 Transneft 1,691
16 Google 1,436
17 M.Video 1,385
18 Home Credit Bank 1,353
19 VIB 1,321
20 Alpha-Bank 1,241

is directly connected with the business
results of a company. All the companies
in the ranking in which people want to
work are the leaders in their fields for
good reason.

Sector

Qil/gas
Energetics
Banking
Oil/gas
Oil/gas
IT and telecommunications
IT and telecommunications
Metallurgy
IT and telecommunications
IT and telecommunications
Transport/logistics
Metallurgy and mining
Energetics
Banking
Oil/gas
IT and telecommunications
Retail
Banking
Banking
Banking



There is an overall ranking for all sec-
tors in the table above, and in the
table below there are rankings for
individual sectors, which we obtained
enough data about: banks, retail,
pharmacology and metallurgy/mining.
Such small samples are especially in-
teresting because they show us what
the preferred companies are in a giv-
en sector.

The employees choose:

Il Banking sector

Company Gt lotes
1 Sberbank 4,937
2  Gazprombank 1,690
3  Bank Home Credit 1,353
4 VIB 1,274
5  Alpha-Bank 1,231
6 VTB Bank 1,126
7  Rossehozbank 1,107
8 VITB24 1,035
9 Raiffeisenbank 699
10 CBRF 558
11 Pension fund 419
12 Moscow Bank 310
13 Promsvyazbank 310
14 Open Bank 303
15 National Bank RK 223

The highest ratings were given to the
largest Russian banks. The banking sec-
tor in Russia is considered as moderately
stable, so people do not tend to change
their field of work. The state banks domi-
nate, probably because of distorted mar-
ket competition (57% of all the system
assets belong to the 4 biggest banks).

Il Pharmacology

Company Number

of votes

1 Novartis 188
2 Takeda 168
3 Sanofi 164
4  Pfizer 138
5 Bayer 121
6 AstraZeneca 96
7  Abbott 74
8 Johnson & Johnson 68
9 Servier 46
10 Roche 45
11 Astellas 38
12 Boehringer Ingelheim 36
13 GlaxoSmithKline 31
14 Eli Lilly 24
15 MSD 24

There are foreign companies in this
list. The employees in this field do not
highly rank Russian companies, even
though major changes were imple-
mented in 2008 aimed at improving
the Russian pharmacology business.
Foreign goods are preferable because
of a number of different reasons, such
as the opacity of Russian law and cost
regulation, the absence of the neces-
sary number of companies that work
to the European GMP standard and so
on. Nevertheless, many experts con-
sider that this market has the potential
to develop and many companies are
considering expanding and opening
new production facilities.

M Retail

Company Gt \Ctes
1 M.Video 1,385
2  Eldorado 1,121
3 Leroy Merlin 1,089
4  Media Markt 1,010
5 IKEA 947
6 DNS 636
7 OBI 598
8 Castorama 590
9 Modis 389
10 METRO Cash&Carry 372
11 Svyaznoy 324
12 INDETEX 289
13 TexHocuna 284
14 LaModa 242
15 Ulmart 241

The crisis has had a big impact on the
retail business: the prices for goods and
rent have increased. Most companies
in the list are the largest in the market,
which is probably a result of the desire
of people to obtain stability. Most compa-
nies in the sector are specialised in appli-
ances and digital equipment, and this is
not just a coincidence: according to stud-
ies, this is one of the most promising and
growing markets in Russia (with growth
of about 20-25% per year). The reasons
for the desire of people to work in large
shops are also understandable — 54% of
Russians do their shopping in famous and
specialised commercial chains, therefore
offering better prospects for growth. Il
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Attracting candidates in life sciences industry

EKATERINA
PANFEROVA

Head of Siberian Branch,
Brainpower — BPI Group

ELENA

KOLESNIK

Marketing Communications
Manager, Consultant,
Brainpower — BPI Group

In the current economic downturn and instability in Russia, job cuts and an increasing unemployment rate, choosing
the right employer with an attractive employer brand and satisfactory benefits is of extreme importance for candi-
dates. Employers are seeking to develop an attractive HR brand in turn enabling them to retain key employees and to

recruit new talent.

In summer 2015, the executive search
and management selection agency
Brainpower — BPI Group, held an all-
Russian survey on employer attractive-
ness among life science professionals.
More than three thousand professionals
who deal with pharmaceutical products,
medical devices and appliances par-
ticipated in the survey. The candidates
were asked to name the most important
criteria for choosing a job. Brainpower
Life Science experts shared the main
trends uncovered during the survey.

» The most important factor influenc-
ing the decision to take a job in 2015 is
company stability. The candidates define
stability as the ability of the company to
continue working in the same vein as be-
fore: without personnel cuts or cuts to
employee training and professional de-
velopment, notwithstanding the negative
market conditions in the region/country.

» Not only do the candidates evalu-
ate how strong the company’s product
brand is; they also evaluate the promot-
ability of each product line and the prod-
uct they are offered to work with. This
can often be a decision-making factor:
the healthcare product is really impor-
tant for life science candidates as they
want to sincerely believe in the product,
to understand its social importance and
to see a positive outcome from its use
on patients in the foreseeable future.
The candidates gravitate toward seri-
ous, often expensive products aimed at
curing serious diseases.
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» The candidates always keep in mind
the situation in the region. A company
can have a good positioning globally and
country-wise, but a weak position or
unfavourable reputation on the regional
market. This can be a reason to turn
down a job offer.

» Candidates for rather junior roles, i.e.
medical representative positions, often
rate the possibility of career advance-
ment in the company as highly impor-
tant, while professionals who are more
advanced in their careers pay less atten-
tion to this aspect of an offer.

» One of the main decision-making fac-
tors, as ever, is the compensation pack-
age (the candidates tend to omit this
factor as an improvement in the pay
rate and/or other benefits vs. their cur-
rent level is considered self-evident). An
average expected pay increase is 20%.

» Most candidates point to another ma-
jor influencing factor when considering
a job in a new company, and that is
information on the relationships be-
tween team members and “reasonable/
adequate management”. 90% of candi-
dates gather information about the com-
pany, including the atmosphere in the
team, and the microclimate from “flies on
the wall”, who are ex- and current em-
ployees of the company, or through social
networks, medpred.ru, etc.

» A new trend for 2015 is the candidates’
willingness to only consider offers from

Russian pharmaceuticals companies,
while being cautious of American compa-
nies, for example.

» Despite this trend (7), large interna-
tional companies still override local ones
in terms of employer attractiveness. Ac-
cording to the candidates questioned,
Russian companies can rarely compare
to their foreign competitors in terms of
compensation packages, internal pro-
cesses, the management system, and at
times, unfortunately, the quality of their
products.

» Another new trend for 2015 is candi-
dates’ loyalty regarding jobs that cover
maternity leave. In comparison with
2014, such offers were turned down
much less frequently.

» One more relatively new trend is the
importance of trust on the part of the
employer towards the employee. Many
field specialists refuse to understand
and accept the installation of tracking
systems in their cars or on their tablets.

It is worth mentioning that due to
the general instability of the market,
talent mobility, or the readiness of
professional to switch jobs has signifi-
cantly decreased both in the life sci-
ences industry and in the local market
overall. Employees tend to prefer the
stability of the current job to possi-
ble risks at a new one, even though
it might offer a better compensation
package or greater responsibilities. l



Four trends shaping HIRM landscape

Recent studies by CEB pinpoint four crucial emerging mega-trends that
will dramatically change the HR management landscape in the near future,
both globally and in Russia. A comprehensive and pragmatic insight into
these trends is essential for business leaders who aim to succeed.

The first novel trend uncovered by
CEB research concerns redefining em-
ployee productivity and effectiveness.
Almost 60% of the global workforce
interact and collaborate with their col-
leagues (including those from other
functions or locations) more closely
than three years ago, whereas over
50% feel more dependent on the
efforts and contribution of their col-
leagues. This translates to a seismic
shift in the very nature of work, and
consequentely the way we define em-
ployee performance can no longer
be limited to what a single employee
does on his or her own. According to
CEB, what matters exactly as much
for the enterprise today is network
performance — i.e. the conscious ef-
fort applied and the results achieved
by the employee’s participating in the
work of others and by helping them
to perform, and also by engaging col-
leagues so that they contribute to
one’s own projects and activities. In
effect, the overall contribution of the
employee is the sum of two equally
valuable factors: individual effective-
ness and network performance.

The second trend deals with a spectac-
ular change in managing the employer
brand. With 60% of the candidates
reporting increasing doubts over what
employers communicate, convention-
al approaches to building employer
brands — that is, increasing investment
volumes and setting targets solely in
terms of the number of applicants —
are evidently no longer effective or
meaningful. Enter the new strategy:
branding for influence. The new gen-
eration of employer brands must be fo-

cused on the quality of applicants and
precisely targeted at the kind of talent
the business requires. Furthermore,
instead of broadcasting the message,
the brand should invest in networking
with prospective applicants and invit-
ing them to connect and interact.

In effect, the overall
contribution of

the employee is
the sum of two
equally valuable
factors: individual
effectiveness

and network
performance.

The third trend discovered by CEB is
the shift in managing employee train-
ing and development activities (T&D).
While this sphere of talent manage-
ment is reportedly one of the chief
priorities for HR managers in Russia,
global data suggests that enormous
efforts and budgets spent on T&D
may be largely wasted as merely 20%
of all employees are in fact capable
of learning new skills and developing
the required competencies. The trend
therefore is to replace the ineffective
culture of total learning participation
with a productivity-oriented one. This
would imply limiting educational op-
portunities to target only the most cru-

MAXIM
PESKIN

Product Specialist,
CEB SHL Talent
Measurement
Solutions

cial skills and competencies, as well as
focusing intensely on building up the
employees’ learning and development
skills.

The fourth trend is the emerging in-
terest in high potential employees
(HiPos). Despite being a top priority
globally, HiPo identification and devel-
opment remains a salient challenge as
over half of the HR professionals are
uncertain about the outcomes of their
HiPo programmes. The typical root
cause of failure is either misalignment
of the programme with the corporate
strategy or fundamental misidentifica-
tion of HiPos. According to CEB, a true
HiPo demonstrates not only excellent
performance in his or her current role
but also the aspiration to achieve a
higher position with more responsi-
bility, the ability to perform in such a
position and the necessary levels of
engagement to stay with the business
in the foreseeable future. To develop a
HiPo effectively, the organisation must
design a long-term individual growth
plan encompassing stretch roles, ambi-
tious assignments and high-risk, high-
reward projects.

These four trends herald new and
daunting challenges yet they also
present outstanding opportunities to
succeed. Business leaders in every in-
dustry and market niche should ben-
efit substantially from understanding
the nature of these trends, the power-
ful impact they have on their organi-
sations, and the practical ways and
means to harness them in order to cut
costs, increase efficiencies and gener-
ate more value for clients. B
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Smarter way to spend your food money

Our company is set to continue expanding its retail chain, opening new
hypermarkets, which means that we must be “on the crest of the wave”
as an attractive employer. It is no secret that many job seekers are in-
terested in the presence of a compensation package. When choosing a
future employer, potential employees pay particular attention to the fol-
lowing benefits: subsidised food, health insurance, and the bonus system.
Reimbursement for meals is one of the primary employee requirements
as employees spend over 8 hours at work and to remain productive and
committed to serving our customers, they naturally have to receive qual-
ity warm meal every day with decent variety.

Leroy Merlin has a highly developed
social policy. We care about our em-
ployees, offering them a comfortable
working environment and good social
benefits, including subsidised food,
life and accident insurance, voluntary
medical insurance, etc.

My project is about providing food al-
lowance. Recently, we have built, in
our view, an optimal subsidised food
allowance program for the head office
personnel. More than 500 employees
are currently working at the Leroy
Merlin Russia head office. Previously,
each employee received food vouch-
ers at the beginning of the month, and
the administration process was very
time-consuming and uneconomical.
For example, the value of one voucher
was made up of two parts, the com-
pany subsidy (80%) and the retention
of the value of the coupon from the
employee’s salary (20%). Due to the
20% deduction, there were often mis-
understandings with our employees
about why a certain amount had been
deducted. Besides, the voucher system
had other disadvantages: employees
could use them to pay for lunch at only
three cafes nearby. The complexity and
costs for the company of administering
program was not ideal, yet employees
were not very happy with limited vari-
ety of cafes and raised questions about
food deductions from salary.
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In early 2015, I was entrusted with a
project to optimise the food subsidy
programme for employees. Frankly, I
had to begin from scratch: I met food
vouchers providers and office food
contractors, analysed alternatives and
came to the conclusion that checks
and vouchers are a thing of the past.

Nowadays we are accustomed to using
cards: we shop online on the internet,
buy tickets, pay for parking and even
utility bills using payment cards. The
rhythm of life dictates to us its terms:
these cards are convenient, practical
and, most importantly, we can quickly
obtain the service we require. In this
case, our handy food card is called
Foodcard.

LARISA
KURGAN

_ Personnel

L. Administration and
| Social Benefits
Manager,

. Leroy Merlin

Foodcard is a provider of food payment
card services in Russia. The company’s
motto is: “Foodcard. Benefits compa-
ny. Benefits employees”.

We launched a joint project, and in a
relatively short period of time we built a
new food subsidy system for the head
office. Foodcard payment cards were
issued and each employee received
one. They also were given access to
a convenient mobile app, where they
can find a list of all the restaurants
and cafes that accept the cards, and
where they can check their balance,
card transactions and so forth. Food-
card has enabled us to double the
number of places the employees can
have meal. So, today Leroy Merlin em-

www.foodcards.ru

)
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ployees can use the Foodcard not only
in the canteen of the company’s head
office, but also in many other places.
We have included a variety of cafes,
canteens and restaurants in the sub-
sidy system, and it did not take long
for the first reviews to come in from
my colleagues:

“It's great that there is now a
choice of cafes and restaurants
where you can have lunch and
take your mind off things.”

“Well done Larissa! You managed

to find a good supplier! Here is to

the successful development of the
project!”

"I have already taken advantage
of this super card! It is very attrac-
tive and it is a pleasure to put in
my purse. I am very happy!”

For me it is critical, that with Foodcard,
I can easily manage our programme —
issue a new card (for a new employ-
ee), block it (if it is lost or an employee
leaves), implement any changes in al-
lowance policies, quickly get employee

Potential
employees pay
particular attention
to the following
benefits: subsidised
food, health
iNnsurance, and the
bonus system.

report for accounting office. It is as
simple and efficient as managing a per-
sonal bank card as Foodcard provides
me with the web portal where I can see
transactions and change everything in
real time.

This program also has allowed us to
reduce inefficient work for our col-
leagues. Previously, we spent time and
effort on preparation, accounting, and
the distribution of coupons. For us and
the accounting department this pro-
cess took up to four days a month.
Now we spend less than one hour per

month on transferring funds to the
cards and managing the electronic re-
porting.

The realities of the present day mean
that we have to look at the finances of
any new solution. In this sense, we can
gain additional benefits through taxes,
flexible food limits and the allocation of
unspent funds. This will enable us to use
these funds for the benefit of the compa-
ny and its employees in the coming year.

But we are not resting on our laurels —
we will continue to develop this pro-
ject, but in our hypermarkets. Our
immediate plan is to introduce the
cards in our Moscow shops, and then
in our regional shops. This will allow
us to use a single solution for all the
company’s employees in Russia.

So this one small task under the Best
Initiatives project for the head office
has grown into a national project, and
become a key project for the company.
I am very pleased that this project will
have an effect on every employee and
make his or her life in the company
better. B
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Immigration overview. 2" quarter of 2015

OLGA

Head of
Immigration
Services,
Intermark
Relocation

MAKESHINA

The second quarter of 2015 was marked by several amendments to the Russian immigration laws.

NEW FMS ADMINISTRATIVE
REGULATION ON ISSUING
CORPORATE AND PERSONAL
WORK PERMITS

The Federal Migration Service (FMS)
order has replaced the former admin-
istrative regulation on the issuance of
corporate work permits and work per-

mits for foreign nationals.

This order has summarised the amend-
ments to the legislation made in 2008—
2014 and has introduced the new FMS
regulation on the issuance of corporate
work permits (CWP) and work permits

(WP) for foreign nationals.

The administrative regulation deter-
mines the CWP issuance procedures,
its replacement in case of loss, WP
issuance, extension, alteration, etc.
Also the regulation specifies time
frames for such procedures, the list
of required documents, and reasons
for refusal to accept or issue the doc-

uments.

One of the most important amend-
ments that has been made by this
regulation is the determination of ap-

plicant passport validity:

p the passport of non-HQS employees
must expire not earlier than 1-year from
the date of submission of the WP ap-

plication to the FMS;
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» the passport of HQS employees must
expire not earlier than 3-years from the
date of submission of the WP applica-
tion to the FMS;

» the same rule applies to employees
of foreign commercial organisations:
their passports must also expire not
earlier than 3-years from the date of
submission of the WP application to
the FMS.

NEW APPLICATION FORMS

FOR NOTIFYING THE STATE
AUTHORITIES OF THE
EMPLOYMENT OF FOREIGN
NATIONALS HAVE BEEN
CONFIRMED

The notification procedure has been
amended and specified by the order
of FMS Russia. New application forms
for notifying the authorities of the em-
ployment of foreign citizens are now
provided.

The order has made changes to sev-
eral notification forms: the applica-
tion form for notification of conclusion
of a labour agreement with a foreign
national (in particular, the part about
work permits for highly qualified spe-
cialists has been clarified); the appli-
cation form for notification of termi-
nation of a labour agreement with a
foreign national has been completed
with technical nuances; also the wages

paid to the employee stated in applica-
tion forms for notification of fulfillment
of the employer’s obligations to pay a
salary to the HQS are to be indicated
for each month, but not for the quota.

The most significant change has been
made to the deadlines for notifica-
tions: now the employer has three
business days after conclusion or ter-
mination of a labour agreement with
a foreign citizen to notify the FMS
about one of these facts.

The order enables the FMS to be no-
tified via the post office, with a list

Also it is stated
that in case of
change of name,
surname or any
passport details,
the foreign
employee must
contact the FMS
to correct his or
her work permit
or patent.



of attachments and a delivery notice;
via submission of hard copies of no-
tifications to the local FMS author-
ity and via public telecommunication
networks in digital form.

NEW PENALTIES FOR HIRING
MIGRANT WORKERS WITH A
DISCREPANCY CONCERNING
THEIR PROFESSION HAVE BEEN
ESTABLISHED

The amendments to the Federal law
"On the legal status of foreign na-
tionals in the Russian Federation”
have established administrative li-
ability for migrants whose activities
do not match the ones prescribed in
the work permit or patent, and also
whose work is performed outside of

the Russian region prescribed in the
work permit or patent.

Also it is stated that in case of change
of name, surname or any passport
details, the foreign employee must
contact the FMS to correct his or her
work permit or patent.

Activities that do not match the ones
prescribed in the work permit or pat-
ent or work performed outside of
the prescribed Russian region will
result in an administrative penalty
for a foreign national of up to 7000
roubles with or without administra-
tive deportation. For legal entities (for
employers) the penalty will amount to
1,000,000 roubles or the administra-

tive suspension of the employer’s ac-
tivity for 14 to 90 days.

The foreign employee should con-
tact the FMS with regards to changes
to his or her work permit or patent
within 7 business days upon entry to
Russia (if his or her personal data is
changed outside Russia) or within 7
business days from when the chang-
es are made (if his or her personal
data is changed in Russia, e.g. at the
consulate of his or her country of ori-

gin).

A violation of the above terms will
result in an administrative penalty
for foreign nationals of up to 5,000
roubles. H

13
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Employee email monitoring.
Legal framework

ALEXEY
SAPOZHNIKOV
Attorney at Law
(Germany),

Rodl & Partner,
Moscow

INTRODUCTION

This article covers in detail the legal
aspects of employer monitoring of
employee’s corporate and personal
emails and protection of the em-
ployee’s right to privacy of personal
correspondence granted by Article
23 of the Constitution of the Russian
Federation; furthermore, the article
presents a comparative analysis of
the legal rules covering similar situa-
tions in Germany and provides practi-
cal advice.

Nowadays the overwhelming major-
ity of office workers has access to
the internet and the possibility to use
it for corporate and personal needs.
Quite often, though, this can be det-
rimental to the employer if the em-
ployees spend too much time on the
internet and waste lots of time email-
ing their friends. Employees can even
use the internet to “spy”, i.e. to send
business information stored on the
employer’s servers to unauthorised
third parties. There are certain typi-
cal situations that the employer has
to deal with on a daily basis:

1. Use of corporate email by employ-
ees for private purposes.

2. Use of corporate PCs during work-
ing hours by employees to visit web-
sites for private purposes and in order

VERA
GIRYAEVA

Bonn, Lawyer,
Rodl & Partner,
Moscow

to access their personal email ac-
counts on free mail servers.

LEGAL FRAMEWORK IN THE
RUSSIAN FEDERATION

Article 23 of the Russian Constitution
states that the right to privacy of cor-
respondence and telephone conversa-
tions, postal, telegraph and other mes-
sages is a personal non-transferrable
right of each individual and can only
be restricted by court ruling. The “non-
transferability” of a right means that
depriving a citizen of this right is con-
trary to the constitutional principle of
protecting human dignity (Article 21 of
the Russian Constitution)!. That is why
the employee’s waiver of this right in
writing as permission to the employer
to monitor the employee’s corporate
email is not valid in legal terms if the
email account or telephone line is used
for private purposes. A notice (in par-
ticular in writing) to the employee, that
messages in his/her corporate mailbox
may be monitored by an authorised
representative of the employer will
also be treated as an infringement of
the personal right to privacy of corre-
spondence. If any of the employee’s
personal messages are read, we are
dealing with an infringement by the
employer of the personal rights of the
employee protected by the Russian

Dr. phil. University of

Constitution. Consequently, it would
be necessary in all practical purposes
to divide the employee’s business mes-
sages and personal messages in the
corporate mailbox.

Russian law does not give a clear defi-
nition of the terms “personal corre-
spondence” and “business correspond-
ence”. In our opinion, the employer
should treat all the employee’s email
as personal correspondence because
of this legal uncertainty in order to
prevent an infringement of their non-
transferrable rights. However, there
are lawful methods to discourage em-
ployees from using corporate commu-
nication lines for private purposes and
from disclosing confidential information
via these lines. This opportunity arises
from the provisions of the Russian La-
bour Code on internal labour policy and
labour discipline. Also, it is possible to
draw from the wealth of experience ac-
cumulated in other countries.

GERMAN EXPERIENCE

Monitoring employee’s use of corpo-
rate email also presents a serious legal
issue in German law. In terms of con-
stitutional rights, the employer’s inter-
ests are protected by Article 12 of the
Constitution of the Federal Republic of
Germany (occupational freedom) and

! Please refer to: Ruling no. 20-P pronounced by the Constitutional Court of the Russian Federation on 02/07/1998 // Corpus of Legislative
Acts of the Russian Federation — 1998. Issue 28, Page 3393; Ruling no. 4-P pronounced by the Constitutional Court of the Russian Federa-
tion on 03/05/1995 // Corpus of Legislative Acts of the Russian Federation — 1995. Issue 19, Page 1764.
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by Article 14 of the German Constitu-
tion (private property rights).

The employee’s interests are protect-
ed by Article 10 of the German Con-
stitution (privacy of correspondence,
posts and telecommunications). The
legal basis for monitoring corporate
emails is the Federal Data Protec-
tion Act (Bundesdatenschutzgesetz) of
14/01/2003?, the Telecommunications
Act (Telekommunikationsgesetz)® of
22/06/2004 and the Penal Code of the
Federal Republic of Germany.

Since the employer is the owner of
the computer equipment made avail-
able to the employee, the employer
is within his or her right to ban the

2 BGBI. I 2003, S. 66.
3 BGBI. 12004, S. 1190.

use of such equipment by the em-
ployee for private purposes. This ban
must be expressly stated in the em-
ployee’s contract. It is the prevailing
view that all employee emails should
be treated as business letters within
the meaning of Article 257 of the
Commercial Code (HGB) in the event
that the use of corporate email for
private purposes has been expressly
banned, and the applicable rules of
document flow are similar to those
applicable to hardcopy business cor-
respondence.* In other words, such
emails may be read and filed.>

Article 88 of the Telecommunications
Act to protect privacy of correspond-
ence in general does not apply to em-

4 Compliance fiir den Mittelstand / Fissenewert P. (Hrsg.). — Miinchen, 2013. — S. 100.
® Klengel J.D.W., Miickenberger O.: Internal Investigations — typische Rechts- und Praxisprobleme unternehmensinterner Ermittlungen // Cor-

porate Compliance Zeitschrift, 2009. — S. 81.

ployers, because they are not email,
mail or internet service providers.®
The employer is not allowed to read
the contents of an email message by
legal rules protecting the privacy of
correspondence solely when the mes-
sage is clearly marked as “personal”.

German lawyers view situations where
the employer allows his or her em-
ployees to use corporate email for
private purposes as borderline. In that
case all emails in the corporate mail-
box are treated a priori as personal
correspondence. Currently employers
who have not banned the use of cor-
porate email for private purposes and
who are monitoring employee emails
are potentially exposed to the risk of

6 Seel H.A.: Aktuelles zum Umgang mit Emails und Internet im Arbeitsverhaltnis — Was sind die Folgen privater Nutzungsmaglichkeit? //
Zeitschrift fiir das 6ffentliche Arbeits- und Tarifrecht, 2013. — S. 4; Kramer S.: Gestaltung betrieblicher Regelungen zur IT-Nutzung // Arbe-

itsrecht Aktuell 2010. - S. 164.
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infringing Article 206 of the German
Penal Code.

EMAIL MONITORING BY

THE EMPLOYER

A complex approach is required to
build a sound system for monitor-
ing employee’s emails: the employer
should clearly state a ban on the use
of corporate email for private purpos-
es in the employer’s internal regula-
tions and in employment contracts
and warn all employees of possible
disciplinary sanctions according to
Articles 192-194 of the Russian La-
bour Code in the event this ban is
broken. Furthermore, the employer
should issue internal regulations
clearly listing all types of informa-
tion that are considered a business
secret, implement a business secret
regime in accordance with Article 10
of the Federal Trade and Business
Secrets Act: On Business Secrets,
make employees aware (with the
acknowledgement of a signature) of
the list of types of information con-
sidered to be a business secret and
of the business secret regime imple-
mented by the employer and respon-
sibility for infringement thereof, and
obtain employee consent in writing
(if necessary) to receive information
that constitutes a business secret for
the employer.

Furthermore, the employer should
ensure proper conditions that enable
the employee to comply with the
business secret regime implemented
by the employer (Article 11 of the
Federal Trade and Business Secrets
Act: On Business Secrets). Please
note that the implementation of a
business secret regime alone does
not entitle the employer to monitor
employee’s emails.

It would be necessary also to de-
velop a formal corporate email policy,
to approve it by means of internal
regulations and to make all employ-
ees aware of this policy with the ac-
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knowledgement of a signature. We
have based our algorithm for a rec-
ommended approach described be-
low on the comparison between the
current exchange of emails and the
“pre-computer era” document flows.
In the past all incoming and outgoing
letters were registered with the com-
pany’s register of incoming/outgoing
mail. Besides, the letters were filed
in the relevant folders, which granted
access to classified folders to respec-
tively authorised officers.

If the internal regulations of a com-
pany ban the use of corporate email
for the private purposes, any mes-

If any of the
employee’s personal
messages are read,
we are dealing with
an infringement by
the employer of the
personal rights

of the employee
protected by

the [Russian
Constitution.

sage sent to a counterparty or to a
colleague inside the company can be
allocated to a project, properly subti-
tled and either printed out and filed in
the respective project folder or saved
in the general access electronic folder
that has been created for the project.
Therefore, each employee will have to
independently assign his/her emails
to generally accessible electronic or
hardcopy document folders. The pro-
cedure for saving or filing of emails
has to be detailed in each employee’s
job description.

Duly authorised officers (e.g. IT per-
sonnel) will monitor corporate emails
at pre-established intervals, without
reading the contents of messages.
Search by key words is also possible. If
an email is detected that has not been
printed out and filed in the relevant
folder or that has not been saved in
the respective electronic folder and/or
not subtitled according to the estab-
lished template, the management may
request the concerned employee to
provide an explanation on the basis of
the monitoring officer’s internal mem-
orandum in accordance with Articles
192-193 of the Russian Labour Code.
If the concerned employee fails to
provide an explanation within the
term established by the law or admits
that a message not properly saved
is actually his/her private message,
the employer will be able to take dis-
ciplinary action, such as warning the
concerned employee. However, the
employer cannot read the employee’s
“not filed” messages, because they
are treated a priori as private cor-
respondence. If the employee is re-
peatedly (systematically) in breach
of his/her obligations regarding the
electronic flow of documents, the
employer may even fire him/her in
accordance with Article 81.5 of the
Russian Labour Code for “the em-
ployee’s repeated failure to perform
his/her duties without valid grounds,
in the event the concerned employee
already has a record of at least one
disciplinary action taken against him
or her”,

Similarly, the employer may ar-
range for the monitoring of emails
sent from corporate mailboxes to
free email accounts (such as www.
mail.ru). This situation requires the
introduction to the employer’s inter-
nal regulations of an express ban on
the use of corporate email for private
purposes and of a separate ban on
the sending of personal messages
from corporate mailboxes to email
accounts on free email servers. It



should be remembered however that
even if the employer detects a non-
compliance with internal regulations,
he is not entitled to read a “dubious”
message — because reading it would
be an infringement against the em-
ployee’s constitutional rights. Expert
handling of employees’ emails in
technical and legal terms will addi-
tionally strengthen the employer’s
position in court.

If the employment contract or the em-
ployer’s internal regulations clearly im-
pose a ban on use of the employer’s
computers for employee private pur-
poses, to include visits to internet sites
for private purposes, it would be pos-
sible either to block access to certain

internet sites or to register all visited
internet sites in a log in order to detect
employee’s visits to sites that might
serve private purposes in the employ-
er's opinion, e.g. visits to free email
servers. If it is determined that such a
visit has occurred, labour law entitles
the employer to request an explanation
from the concerned employee.

Reading employee emails, i.e. a de-
tailed scrutiny of the text of the mes-
sage, is a wrongful act and an offence
according to Article 173 of the Rus-
sian Penal Code. If the employer ac-
cesses the employee’s personal mail-
box without the latter’s consent and
finds that the employer’'s documents
have been emailed from the em-

ployee’s personal email account, the
disciplinary action taken against the
concerned employee will be based on
information obtained illegally.

If the employment contract or the
employer’s internal regulations do
not ban the use of the employer’s
corporate email for the private pur-
poses of the employee, the employer
has no legal recourse under Russian
labour law to monitor whether the
employee’s email is used for private
purposes. Clearly the implementa-
tion of the above-mentioned email
controls system would be very cost-
intensive, but it is the only option
for employers to monitor corporate
email legally. ®
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HR market trends in finance

VICTORIA
SHASHKINA

SCHNEIDER GROUP

MAIN TRENDS IN THE
RECRUITMENT MARKET

During the current period of econom-
ic and political instability, many com-
panies are trying to minimise costs,
including staff budgets. Economic
crises should not just be seen as a
time of slowdown for business, but
as an opportunity to implement inter-
nal projects, reorganise the company
structure, and focus on staff head-
counts.

At the present moment there is a sup-
ply and demand disequilibrium on the
labour market. This is due to the fol-
lowing trends:

» a reduction of inefficient employees
and employees whose work overlaps
with others;

» the large number of unqualified
candidates on the market;

» layoffs during mergers and acquisi-
tions of employees who joined the com-
pany most recently;

P cost-saving and internal restructur-

ing.

HR TRENDS IN FINANCE

If we examine the finance segment in
more detail, we can see that the top-
management of local companies and
HQSs are very selective when recruit-
ing for positions such as CFO, chief
accountant, and financial controller.

This is due to the fact that the role

of the candidate for these positions
has changed during the last year.

18

Senior Recruitment Expert,

Businesses do not simply need a solid
professional with excellent knowledge
of Russian accounting and financial
standards — they need a strategist
and a manager, who can take difficult
decisions to keep the business afloat.

We are receiving an increasing num-
ber of requests to find chief account-
ants with a detailed knowledge of
IFRS or US GAAP, financial control,

INn general, the
prospects for
professionals

in finance and
accounting are
positive right now.

forecasting, budgeting and SAP. This
means that the responsibilities of the
chief accountant overlap with finan-
cial tasks.

A lot of high-quality candidates en-
tered the labor market in the first
half of 2015 in the finance industry.
This is a direct result of the struc-
tural reorganisation and optimisation
that occurred within companies due
to the need to optimise expenditures,
as well as changes in company strat-

egy.

Another trend that has surfaced this
year in finance is the awarding of po-
sitions due to recommendations. More
than 25% of candidates found their
new job because of their good pro-
fessional networks and upon recom-
mendation from former colleagues or
partners, rather than through recruit-
ment websites.

The time taken to search for a job de-
pends on the professional competence
of the candidate and the expected sal-
ary. Companies have started to offer
smaller compensation packages for a
greater quantity of functional tasks and
greater workloads.

Another trend, although one which
is not yet particularly widespread, is
the willingness of candidates from the
central regions (in particular Moscow
and St. Petersburg) to move to other
regions of Russia to take up offers to
work at the production sites of inter-
national and major Russian compa-
nies.

In general, the prospects for profes-
sionals in finance and accounting are
positive right now. You should be
aware of your competitive advantage,
have a diverse skill set, and a good
knowledge of the English language
and technical programmes.

It is important to remember that the
economic crisis brings new opportuni-
ties for you and your career. B
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®pank Waydd
FeHepasibHbIN AMPEKTOp,
Accoumaums eBpONencKoro
6busHeca
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Aoporuve yitartenn,

KazpoBblii 0TAEN — OAMH M3 KITOYEBbIX 31IEMEHTOB CTPYKTYpPbI Nt060M KOMMaHWUu,
a caMu MeHeKepbl Mo NepcoHasy MOryT urpatb pasHble ponv B 3aBUCMMOCTU
oT 06cTosATENLCTB. Kak NpoLeccMHr-MeHemkep, COTPYAHUK OTAena Kaapos
OTBEYaET 3a OCHOBHbIE HM3HEC-NPOLECcChl opraHn3aumn (Habop nepcoHana,
AAMVHUCTPUPOBaHNE, pa3BUTME NepcoHana, KoprnopaTueHas KynbTypa 1 ap.) B
TECHOM B3aMMOAEWCTBUM C APYTMMU NOAPA3AENEHUAMM KOMMaHWK, YTO HEpeaKo
npeanonaraet paboTy ¢ abCoNOTHO NPOTUBOMOSIOXHbBIMK 3aa4aMu.

MHorga MeHeaykep Mo KaapaM npuMepsieT Ha cebsi ponb 6uU3Hec-napTHepa U1
[OJDKEH MOHUMaTb, Kak1Me OCHOBHbIE 3aZlaum CTOST nepes KOMMaHuell B LenoM, a

TaKXE 4YTO HY>XXHO AeNaTb B paMKax CBOEI OTBETCTBEHHOCTU [NS1 UX AOCTUXKEHMUS.

OpraHv3aumoHHOe pa3BUTUE U MOTUBALMS COTPYAHMKOB — eLle [BE 30Hbl
OTBETCTBEHHOCTU. MeHempkep No Kagpam AomkeH obecrneunsatb IheEKTUBHOE
B3aMMOAENCTBME MeXay pa3fIMYHbIMU BETBAMW OpraHW3aLmm, BbISIBNSTb
npobneMHble 3N1eMeHTbl, TOPMO3sLUME pa3BUTHE, 1 CO34aBaTb BCE YCI0BUS,
4yTObbI MEepcoHan 4YyBCTBOBasN cebst KOMPOPTHO M yBEPEHHO. B AByX crnoBax:

OH [enaeT Bce BO3MOXHOE, YTO6bI MepcoHas noslyyan yaoBOSIbCTBUE OT CBOEN
paboTbl B KOMMaHUN.

[aHHas nybnmkaums nocesilieHa BornpocaM pbiHka HR, BO3MOXHbIM TPYAHOCTAM
B 3TOW Chepe 1 MX NOTEHUMaNbHbIM peleHnsM. Haaetock, ony6mMKkoBaHHbIE
3/€ecb MaTepuasbl NOMOryT BaM kak B Habope KBanmbuLMPOBAHHOMO NepcoHana,
TaK W B Ja/ibHelLWeM ero o6yyeHnm.

Ha 3ToMm >xenato Bam npusaTHOro npoyteHus!



YBa>kaemble HiTaTenu,

Mbl pagbl NPeACTaBUTb BalleMy BHMMaHWIO BTOPOK BbIMyCK Nybankaumm,
MoCBsILLEHHOM poccuiickoMy HR-cekTopy. B 3TOM M3gaHnM Bbl HalAeTe MHOXECTBO
none3HbIX MaTepuasnos Mo BONpPOCaM pbiHKa Tpyaa U paboTbl C NepCOHaNoM:
nccrneaoBaHuns, 0630pbl M aHaNMTUKY OT KOMMaHui-uneHoB AEB. KomuteT AEB no
TPYAOBbIM pecypcaMm, npeaceaaTeneM KOToporo g SBnsiocb, obbeanHsaeT 6onee
100 HR-3KkCnepToB 13 KOMMaHUI pa3fiMyHblx oTpacnei. MoMmMMo NoAroTOBKM
TEMaTUYeCcKnX NybnmKaumii, Mbl NPOBOAUM perynsipHble MeponpuaTus Ans obmeHa
OMbITOM U NYYLIMMU PELLUEHUSMM, K KOTOPbIM MpUriallaem Bac NpUCOeaNHUTHCS.

MHbopMaumio o NpeacTosLwmx cobbITUsX Bbl HalaeTe Ha calite AEB.

CeroaHs Poccust HaxoAWUTCS B HEMPOCTOM SKOHOMUYECKOM MOSIOKEHUM, U 3TO
6pocaeT BbI30B 6U3HECY. B cUTyaLMmn BbICOKOV HEOMPEAENeHHOCTM aKTyasbHas
MHGOPMaLWs O PbIHKE U 3KCMEPTHBIE 3HAHWS M OMbIT NMPOECCHOHANIOB MOTYT
0Ka3aTbCsl Kak HUKOTAA BaXXHbIMM AJ1s1 TOrO, YTO6bI MOArOTOBUTL KOMMAHUIO K
TPYZAHbIM BpeMeHaM. ITO KacaeTcsi BCeX acneKToB 6usHeca, B TOM uucie paboThi
C MepCoHasoM.

XoTtenock 66l 06paTUTL Balle BHUMaHWE, YTO COKPALLEHUS — HE eANHCTBEHHOE
peLIeHNne Mo oNTUMM3aumMn busHeca ¢ Touku 3peHunst HR. Ceityac BaxHO
MCNOJIb30BaTb BCE TEXHUKWN yrNpaB/iEHNA YenoBe4eCKMMMN pecypCaMu no
MaKCMMyMy, pa3BMBaTb NMOTEHLMAN COTPYAHMKOB U MX 3dEKTUBHOCTbL, AenaTb
BCE BO3MOXHOE /151 TOro, YTOObl MEepeXUTb 3TOT HEMPOCTOW Nepuoa BMecTe

CO CBOEW KOMaHAoW HauMeHee 6one3HeHHO. HazjeeMcs, YTO NpeacTaBneHHas B
Hawei nybnmkaumm MHdopMaLmMs NOMOXET BaM B 3TOM. Xenaem BaM MPUSITHOrO
1 MONE3HOr0 YTeHUs, a Takoke byaeM padbl BUAETb Bac Ha Hawwmx 6yayumx

MeponpusaTnsx!

AEB RUSSIA'S HR SECTOR 2015

Muxaunn Nepmepcxay3seH
YnpaBnsitowwmii AMpeKTop
Antal Russia,

MNpencepatens komuteTa AEB
Nno TPyZOBbIM pecypcam
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TeHAeHUUW pbiHKA TpyAaa 2015

MUXA3J1b

YnpaBnsioLmi
[MpeKTop,
Antal Russia

3APABOTHASA MJIATA

HenpocTas 3KoHOMM4Yeckas cuTyauumst
oTpa3wnacb Ha AMHaMUKe pocTa 3apa-
60THbIX Nnat. B 2015 roay 3apaboTHast
nnaTa Bblpocna Bcero y 37% OnpoLueH-
HblX, Torga kak B 2014 rogy — y 64%.
Mpun atom y 6onblumHcTBa (60%) poct
3apaboTHOM MnaThl Obl1 HE3HAUUTESb-
HbIM (MeHee 10%). Y 11% pecnoHaen-
TOB 3apaboTHas nnata B 2015 roay co-
KpaTunacb, Toraa kak B 2014 rogy oHa
CHM3MNach Bcero y 2% OMpOLLEHHbIX.

CMEHA PABOTbI

[NaBHasi Mpu4MHa, MO KOTOPOWN Ntoam
MEHSIOT paboTy, OCTAeTCs TOW XKe, YTO
n B 2014 rogy: 6onee BbicOKas 3apa-
60THast nnata. 9TO MOXHO O6BSICHUTb
TEM, UYTO CEFOAHS MEHbLLIEE KONMMYECTBO
KOMIMaHWIN NepecMaTpyBaloT pa3Mep 3a-
paboTHOI MNaThl, @ 3TO AENaeT Nepexoa
Ha HOBYHO paboTy eANHCTBEHHO BO3MOXK-
HbIM CrOCOBOM YBEIMUNTL CBOW [AOXOA,

C Havana 2015 roga Mbl OTMevYanu us-
MEHeHVs1 B NOBEAEHUM KaHAMAATOB: OHM
MeHee OXOTHO paccMaTpvBanv HOBbIE
npensioXxeHus o pabote 1 yalle NpuHK-
Mann KoHTp-oddepbl. 3Ta TeHaeHUms
NOATBEPXKAAETCA W HalMM UCCreaoBa-
HMEM: KONMYECTBO JIIOAEN, HE FOTOBbIX
MeHsITb paboTy, Bo3pocio Ao 36%. B
2014 rogy He nnaHUpOBanM NepeMeHbI
B Kapbepe 27% peCnoHAEeHTOB.

FEPMEPCXAY3EH

Vke wecToi pa3s noapsa pekpyTuHrosas komnaHus Antal Russia npo-
BOAMT eXXeroAHoe uccsiefosaHue pbiHka Tpyaa' B Poccun, B KOTOPOM Ha
3TOT pa3 NpuHAIM yyacrue 6onee 5,000 cneunanncros, MEHEMKEPOB U
pyKoBOAUTENEN POCCUACKMX U MEXAYHapOoAHbIX KOMNaHuii. 06 OCHOB-
HbIX BbIBOAAX UCC/IEA0BAHUS YMUTaiTe HMKe.

CMNOCOBbI MOUCKA PABOTbI
YyacTHUKM UCCefoBaHNS Yallle BCero Ha-
X0Aamnn paboTy C NMOMOLLbIO PEKPYTUHIO-
BbIX KOMMaH1I 1 CalToB Mo NOUCKy pabo-
Tbl (Mo 23%). Hanbonee acdekTBHBIMK
cnocobamu nowmcka paboTbl PeCrnoHAEHTbI
CYUTAOT PEKOMEHAALMMN U JINYHBbIE KOH-
TakTbl (93%), CaifTbl MO MOUCKY PaboThl
(85%), pexpyTuHroBble koMnaHum (83%)
n coumanbHble cetn (73%). Mpu 3TOM
yepes coumanbHble CETU Halwm paboty
Bcero 3% pecroHAeHTOB.

JIblroThl

Mpun BbIGOPE HOBOM paboThbl Hanboree
BaXXHbIMW JIbroTaMy A7l PEeCroHAeH-
TOB SIBNAIOTCS HanMuMe B KOMMaHWU
60HYyCcHoM cxeMbl (91%) n AMC (86%).
Takke BaXKHbl FTMOKMI rpachuk U KOM-
neHcaumss MobunbHon cBsian (65% u
64%, cooTBeTCTBEHHO). Cpean Bax-
HbIX AN COTPYAHWKOB JbroT pexe
Bcero pabotoaaTeny npeanaratoT rub-
Kuin rpacdmK: OH ecTb TONbkO y 37%
PECNOHAEHTOB.

COKPALLEHUA

bonbLue NonoBMHbI pecrnoHaeHToB (55%)
OXMAAIOT COKPALLEHMI B CBOMX KOM-
naHusix. MpuyeMm yem KpyrnHee KoMMa-
HUS, TEM BblILLE JOSIS TEX, KTO OXMAAET
COKpalleHuin B 6yaywem. Cpean Tex
YYACTHMKOB OMpOCa, KOro Y>Ke COKpaTy-
NW, AOMONHUTENbHbIE BbINIATLI NPy CO-

KpaLLeHnn nonayyunnn 74% pecnoHaeH-
TOB. /3 HUX NOYTKM MONOBMHA MOTy4YnIn
npwv YBONbHEHWW 2—3 AOMOSHUTESbHbIE
MeCsiYHbIe 3apnaThl.

PEJTOKALUSA

MepeexaTb B Apyron permoH Poccum,
YTOObl 3aHSATb MHTEPECHYID MO3ULMIO,
cornacvnunce 66l 38% OMpPOLLEHHbIX, @
nepeexatb B Apyryto ctpaHy — 58%.
Hanbonee nonynspHbIM1 HanpaeneHu-
AMWU AN nepeesga BHYTPU CTpaHbl Tpa-
OVLUMOHHO aBnstoTcs MockBa 1 CaHKT-
MNetepbypr, a 3a rpaHuuUy — CTpaHbl
3anagHoi EBponbl.

OLIEHKA NMEPCIEKTUB
HactynuBwuini rog  Henb3s HasBaTb
NpocTbIM ans 6usHeca. 3HaunTeNbHbIE
M3MEHEHWSI B SKOHOMMUYECKON U BHELL-
HEMosIMTUYECKON CUTyauuu, Npouso-
lwealwne B nocnefHee BpeMsi, BHeCIU
CBOM KOPpeKTVBbl B paboTy MHOrmx
KOMMaHWN M OKa3anu 3aMeTHoe Bnu-
SIHMe Ha PpbIHOK Tpyda. TeM He MeHee
YpOBEHb OMNTUMM3Ma HaLIMX PeCroH-
[JEHTOB HEMHOro BbIPOC MO CpaBHe-
Huto ¢ 2014 rogom. lMo-npexHeMy 46%
OMpOLLEHHBbIX  OueHuBaloT  Byayllee
3KOHOMMKM Poccun B cnegyowme 12
MecsiueB NeccuMmncTMyHo. OaHako on-
TUMUCTOB cerogHsa yxe 18%, 4To Ha
4 NpOLEHTHbIX MyHKTa 6onblue, YeM B
npowsiom rogy. Ml

! B nccnenoBaHuy NpeacTaBneH aHanms AaHHbIX, MOMyYEHHbIX B pe3ynbTaTe OHMalH-0mpoca, B KOTOPOM MpuHsanu ydactve 5,106
PEeCrnoHAEHTOB U3 pasHbiX peroHoB Poccun. Cpeamn onpoLLeHHbIX Bbln CeLMannCTbl BLICOKOTO YPOBHS M MEHEMKEPLI CPEAHENO U BbICLLErO
3BeHa, paboTatoLime npenmyLLecTBeHHO B MockBe M MockoBckol obnacTu. WccneaosaHne nposoamnock ¢ 30 MapTa no 30 anpens 2015

roga. Ytobbl NoNy4YMTh MOSHYIO BEPCUIO UCCIIEA0BaHWS, OCTaBbTe 3asiBKy Ha calite Antal Russia.
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A\y4uwne mecTta paboTbl

No MHeHuMIo paboTaloLnXx poCCcUsIH

B 2015 roay AXES Management npoBena HOBOe uccienoBaHue, B paMKax
KOTOpOro 6buIM NpoaHasiM3upoBaHbl OT3biBbl 0 KOMMaHUAX, CYMTAIOLNXCS
AOCTOMHbIM MEeCTOM paboTbl, N0 MHeHU0 146,752 paboTaroWMX POCCUSIH.
3710 uccnepoBaHMe YHUKaNbHO TEM, YTO B ONpoOCe y4YacTBOBa/iM Hemnocpepn-
CTBEHHO paboTHMKM CaMbiX Pa3HbIX OTpac/iell U KoMnaHwii. Mbl gaBanu nos-
Hyro cBo6oay Bbibopa, BrIOYass BO3SMOXKHOCTb OLIEHUTb CBOEro TeKyLiero
pa6oTtoparens Kak Jiyuwiee Mecro Ais paborbl. MoXkHO 6bU10 Ha3BaThb JtO-
6yr0 KOMNaHUIO, KOTOpas TOJIbKO NpuAeT B rosioBy. UccnepgoBaHne LieHHO
TeM, UTO HET 3apaHee OrpaHUYEHHOro CrMCKa KOMMNaHui. B peiATUHr Mornu
nonacrb Jitobble opraHMsauuu. AHanm3 nposoawsca Ha 6ase AaHHbIX «Jlyy-
wue pa6oropgarenm Poccumn>» Ha OCHOBE METOAO0/IONMU U3YyYEHUsI BOBJIEYEH-
HocTtu Aon Hewitt.

Kaxxabli pecroHAeHT Mor BbibpaTb [0

v OpraHmsaums e
naTu |§omnaHvu4, KOTOpbIE OH CUMTaET FONOCOB
JOCTOMHbIM MeCToM paboTbl. Hike
npeacTaeneHa Tabnuua opraHusaumit- 1 Fasnpom 28,782
NnaepoB Mo BCeM oTpacnsaM. Bonee 2 PocaToMm 13,304
TOro, pesynbTaTbl MCCIeA0BaHMS Aal0T
BO3MOXHOCTb MOCMOTpeTb oTpacne- 3  C6epbaHk 7,527
Bble cpe3bl. [JaHHas Tabnuua otobpa- .

P N A le P 4 Jlykoun 6,805
YKaeT peMTUHT NyULIMX POCCUMCKUX Op-
raHu3auui, No MHEHMIO paboTaroLmX 5 PocHedTb 6,479
POCCUSIH.
6 MTC 5,169
Kak M3BeCTHO, ycrnex KoMnaHusM npu- 7 Meradon 4,299
HOCAT BOBJ/IEYEHHbIE COTPYAHUKM. Ho
KaK yaep)aTb Nydlmx paboTHUKOB U 8 4Tn3 3,907
MOBbICUTb MX NMPOWU3BOANUTENBHOCTb A0 9  Bunaiin 3,873

MakcumyMma? WccnenoBaHve  BoBne-
YEHHOCTW MO3BONSIET OLEHUTL U Crina- 10 Pocrenekom 3,439
HMPOBaTb [asbHellmne AeNCTBUS Mo 11 PXA 2389
YBENNYEHMNIO YOBNETBOPEHHOCTU Ba-
LIMX COTPYAHWKOB, @ TakXe BbISBUTb 12 OMK 2,871
npobnemHble dakTopbl. Vccnenosa-

HWE BOB/IEYEHHOCTM Y)Ke CTasio NoBCe- 18| el 2,277
MECTHOW NPaKTUKOW. BoBNeYEHHOCTb — 14 rasnpom6aHk 1,710

3TO He CTOMbKO YAOBIETBOPEHHOCTb
COTPYAHWKOB, CKOMbKO FOTOBHOCTb M 15 TPaHCHedTb 1,691

)KenaHwe caenaTb BCe BO3MOXHOE ANS
y 16 Google 1,436

KOMMaHWUK, B KOTOPOW OHW paboTatoT.
MapamMeTp BOBNEYEHHOCTM HAMpsIMyHo 17 M.Bupeo 1,385

CBsi3aH C bu3Hec-nokasaTensiMM KoM-
18 BaHk Xoym Kpeaut 1,353

naHun. Hepapom Bce Kopriopauuu 13
pENTUHra, B KOTOPbIX JIIOAM XOTST pa- 19 BTB 1,321

6oTaTb 6onblle BCEro, SBAAOTCA NU-
20 Anbca-baHk 1,241

AEpPaMN B CBOUX OTpacnsx.

OJIbrA
MAJIMHUHA
JKCnepT no
YNpaBeHunio
BHYTPEHHVUMMU
KOMMYHUKaLMSAMU,
PykoBoautenb
npoekTa “Jlyyme
paboTtoaatenu”,
AXES Management

OTpacnb

HedTb 1 ras
DHepreTuka
BaHku
HedTb 1 ras
HedTb 1 ras
IT n Tenekom
IT v Tenekom
MeTannyprus
IT v Tenekom
IT n Tenekom
TpaHCnopT 1 JIOrUcTUKa
Metannyprus n ropHogobbl4a
DHepreTuKa
BaHkn
HedTb 1 ras
IT n Tenekom
Puteinn
BaHkn
BaHkn

BaHkun

23



Bbllle HaxoauTCs PEUTUHT MO BCEM
oTpacnsM cpasy, 34ecb Xe MpeacTas-
NeHbl Cpe3bl MO KaXXAOM OTpaciu, no
KOTOpOW Yy Hac 6bl10 AOCTaTOYHO AaH-
HbiX: 6aHkW, puTein, dapmakonorus
n Metannyprus/ropHofobeiva. Takue
y3Kue Bbl60pKM OCOBEHHO MHTEpECHBI,
MOCKO/bKY MO3BOJISIOT Y3HaTb CaMble
npeanoyTUTENbHbIE KOMMaHuM B OT-
pacnu.

PaboTHMKK BbIOMpatOT:

[l BankoBckwii cekTop

OpraHuzauus r::;'ng
1  C6ep6aHk 4,937
2 Tasnpom6aHk 1,690
I [l 1,353
4 BTB 1,274
5  Anbca-BaHk 1,231
6 BaHk BTB 1,126
7  Poccenbxo36aHk 1,107
8 BTB24 1,035
9  PaiidpaitzeH6aHK 699
10 UBb PP 558
11 MeHcnoHHBIH doHA 419
12 BaHk MoCKBbI 310
13 MpomcBa3b6aHK 310
14 BaHk OTKpbITHE 303
15 HauunoHanbHbIN 223

BaHk PK

BbICLUME PENTUHIM 3aHMMAIOT KpPYHEA-
Lwue 6aHkM Poccun. BaHKOBCKUIN ceKTOp
B Poccum cunTaeTcs yMepeHHo cTabusb-
HbIM, MO3TOMY JIOAM HE CTPEMSITCS ne-
pexoauTb paboTtaTtb B Apyrue cdepsbl.
locynapcTBeHHble 6aHK1 AOMUHMPYIOT,
BO3MOXHO, BO MHOTOM M3-3a UCKaXeH-
HOW pbIHOYHOM KOHKYpeHLnKM (57% Bcex
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AKTMBOB CUCTEMbI NPUXOAUTCAHA4 Kpyn-
HEMLWMX roCyAapCTBEHHBIX 6aHKa).

Il ®apmakonorus

OpraHusaums Hncro

ronocos
1 Novartis 188
2 Takeda 168
3 Sanofi 164
4  Pfizer 138
5 Bayer 121
6 Astra Zeneca 96
7  Abbott 74
8 Johnson & Johnson 68
9 Servier 46
10 Roche 45
11 Astellas 38
12 Boehringer Ingelheim 36
13 GlaxoSmithKline 31
14 Eli Lilly 24
15 MSD 24

B AaHHOM CricKe Mbl BUAUM 3apybexxHble
KOMMaHuu. PaboTHUKM B 3TOM OTpacim
He BMAST nepcrnekTvB B pabote Ha poc-
CUICKWE OpraHM3aumMmM, HECMOTPS Ha pe-
opMy poccuiickolt  chapMaLeBTUYECKON
oTpacn, kKotopast Havanacb B 2008 roay.
MpeanoyTeHne MHOCTPaHHbIM  ToBapaM
OTAAETCS MO pasHbiM MpUYMHaM, B TOM
uicie B pesysibTaTe  HEenpo3payHOCTU
POCCUICKOrO 3aKOHOAATENBHOrO perynu-
POBaHMs U LIeHOO6Pa30BaHws, OTCYTCTBS
HY)XHOrO KONMYECTBa MpEeAnpusiTUi, pa-
GoTaloLLMX MO EBPOMENCKOMY CTaHAApTY
GMP, n Tak panee. TeM He MEHee, MHO-
rvie 3KCMEPTbI CYNTAIOT, YTO Y 3TOMO PbiH-
Ka eCTb MepcreKTUBbI Pas3BUTHS), MHOTUE
KOMMaH11 3a[lyMbIBAIOTCS O PacLUMpPEHnU
W 3anycke HOBbIX MPOVU3BOACTB.

[l Po3ununas Toproens

OpraHuzauus r::sng
1  M.Bugeo 1,385
2 dnbpopapno 1,121
3 Leroy Merlin 1,089
4  Media Markt 1,010
5 IKEA 947
6 DNS 636
7 OBI 598
8 Castorama 590
9 Modis 389
10 METRO Cash&Carry 372
11 Cssi3HOM 324
12 INDETEX 289
13 TexHocuna 284
14 LaModa 242
15 Ulmart 241

Kpu3nc AoCTaToOuHO CUSIbHO 3aTPOHYI
PLIHOK PO3HWYHbLIX MPOAaX, LieHbl Ha
apeHay 1 ToBapbl BbIpoCW. BosbLUMH-
CTBO KOMMaHW B CrUCKe SIBASIOTCS
KpynHEMLIMMIM Ha CBOEM PbIHKE, 4To,
BO3MOXHO, CBSI3aHO CO CTPEM/IEHWEM
nofen K ctabunbHoCTU. Bonbluas vacTb
KOMMaHUIi B CNIUCKE CrieLmanusnpyercs
Ha 6bITOBOV M UM(POBON TEXHUKE, U
3TO HE C/lyyYaliHO: MO NPOBEAEHHbIM HC-
CnefoBaHusaM, 3TO OAMH U3 CaMbIX nep-
CMEKTUBHbBIX 1 Pa3BMUBAIOLLMXCS PbIHKOB
B POCCMIACKON 3KOHOMUKE (POCT COCTaB-
naet 20-25% B roa). Takxe MOHSATHbI
MPUYMHBI XenaHus noaelt pabotaTb B
KpynHbIX MarasvHax: 54% poccusiH co-
BEPLUAIOT MOKYMKW B M3BECTHbIX Cre-
LManuM3MpoBaHHbLIX TOProBbIX CETAX, a
3HAUMT MEpCrekTBbl PasBUTUS  eLle
Bbile. H
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Yem npmBneyb KBHANAGTOB B chepe
3APaBOOXpPaHeHuns

EKATEPUHA
NAH®EPOBA
[JvpekTop
CVI6MpCKOFO odwmca,

" Brainpower — BPI Group

EJIEHA

KOJIECHUK
MeHnemxep rno
MapKeTUHIOBbIM
KOMMYHUKaLMAM,
KoHcynbTaHT,
Brainpower — BPI Group
|

B HacTosiLiee BpeMsi B YC/TIOBUSIX SKOHOMMUUECKOIH HECTabu/IbHOCTM U COKpalleHusi pabounx MecT nepepn comckarte-
NISIMM KaK HMKOrAa aKTyaslbHO CTOMT BONpoC Bbi6opa paboToaaTens, NpuBneKaTesIbHOCTY ero 6peHaa, counanbHON
3awmuieHHocTU. PaboTtoaaTenu, B CBOKO ovepeab, CTPEMSITCA CO34aTh MaKCMMasibHO npueriekaTesnbHbii HR-6peHa,
KOTOPbIii NO3BO/IUT yAepPaTb Hanbonee 3(p(heKTUBHbIX COTPYAHMUKOB U PEKPYTUPOBaTb HOBbIX.

Jletom 2015 roga pekpyTUHIOBOE areHT-
ctBo Brainpower CIS (BPI Group) npoBe-
110 BCEPOCCUICKOE MUCCNIEA0BAHNE MPU-
BneKaTenlbHOCT paboTogdaTtens cpeam
COTPYAHMKOB, paboTalomMX Ha PbIHKE
dapmaLeBTUYECKMX NpenapaTtos, 060-
PYOOBaHWSI U U3LENUA MEAMLMHCKOro
Ha3HauyeHus. B uccnenoBaHMm NpuHAIN
yyactue 6onee Tpex TbiCSY crieumanu-
crtoB. CouckaTtenu OTBeYany Ha Takue
BOMPOCHI, KaK: MO KaKMM OCHOBHbIM

KpuTepusim Bbl ByaeTe BblbupaTb 6y-
[yuwiero pabotopatenst U 4To ANns Bac
Ba)XHO npw Bbibope MecTa paboTbI?

SKcrepTbl Brainpower, KOHCYNbTaHTbl Ha-
npaeneHuns Life Science, nogennnucb
OCHOBHbIMW TPeHAaMW, KOTopble Obinn
BbiSIB/leHbl B pe3yfbTate AaHHOro Uc-
cnefoBaHus.

» B 2015 rogy ans kaHAMAATOB Haw-
6onee BaxHbIM Obln dakTop CTa-
6unbHOCTM KOMMaHuK. Moa cTabunb-
HOCTbIO KaHAuAaTbl NoapasyMeBanu
BO3MOXHOCTb KOMMaHuu paboTaTb
B TOM Xe peXxume, YTO U paHblue,
HEeCMOTPS Ha 3KOHOMMWYECKYID CUTY-
auMio B pervoHe/cTpaHe, He COKpa-

WaTb LWTaT, NPOAO/MKaTb pa3BMBaTb
CBOWX COTPYAHMKOB.

P> KpoMme CWbHOM TOProBoW MapKw
KOMMaHWW, KaHAMAATbl OLEHUBAIOT Nep-
CMEKTUBHOCTb KaXXA0ro KOHKPETHO-T0
HanpaBneHusi, caM NpPOAYKT, C KOTO-
pbiM OHWM 6yayT paboTaTb. YacTto 3To
UrpaeT peLaoLyto posb. B uenom Ha
(hapmaLeBTNYECKOM PbIHKE KaHAuAa-
TaM O4YeHb BakeH npenapat (npenapa-
Tbl), C KOTOPbIM OHM ByayT paboTtaTb.
M peicTBUTENbHO XOYeTCs BepuTb
B HEro, MOHMMAaTb €ro CouMasnbHy
3HAYMMOCTb M B MepCrneKkTUBe BUAETb
pe3ynbTaThbl Ha nauueHTax. osTomy
KaHauAaaTbl B 6onblueli CTeNeHn cTpe-
MSITCS K CEpPbEe3HbIM, 4aCTO AOPOroCTo-
AWMMK NpenapaTtaM, HaueNleHHbIM Ha
60pbby C TXKENBIMM 3a60NEBaHNAMMU.

» CouckaTenu BCerga y4uTbIBAOT CU-
TyauMio B perMoHe: Bedb Y KOMMaHuu
MOXET 6bITb CEPbE3HbIN CTaTyC B CTpa-
He (Mupe), HO cnabas no3vumst B OT-
[EeNIbHOM pEernoHe MM HeoAHO3HauHast
penyTauusi Ha PervoHasbHOM pbIHKE.
3TO BMOSIHE MOXET MOCNYXUTb NpUYU-
HOW OTKa3a OT BaKaHCUK.

P [NpeTeHaeHTbl Ha HEBbLICOKME MO3U-

LMW, HanpuMep Ha AOMKHOCTb Meau-
LMHCKOrO MpeacTaBuUTeNs, 3a4acTyto
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OTMEeYaloT BaXXHOCTb BO3MOXXHOCTU Ka-
PbEPHOro POCTa/pa3BuTHsl BHYTPU KOM-
naHuM, B TO BpeMs Kak ux 6onee npo-
[BVHYTbIE MO KapbePHOMN NECTHULE KO-
nerun 06pau4ar0T MeéHblle BHUMaHWUA Ha
3TOT aCMneKT NpeanoXxeHust o pabore.

P [Mo-npexHeMy OAWMH M3 OCHOBHbIX
(haKToOpOB, BAUSIIOWMX HA MPUHATUS
npeanoxeHuns o paborte, — 3TO ycro-
BUSI OMMAThl TPYAQ, KOMMEHCALIMOHHbI
NaKeT (3BYYMT pexe; Mo YMOSYaHuIo,
couckatenu npeanonaraloT Haanyume
HEKOEro yny4leHuns no CpaBHEHUIO C
TEKYLLMM YPOBHEM KOMMEHcaLUun).

» BONbLIMHCTBO KaHAMAATOB OTMeYa-
0T, YTO OAHUM M3 OCHOBHbIX (HaKTO-
pOB, BAMSAIOWMX Ha MpUHATME pelue-
HMS O BbIXOAE B HOBYKO KOMMAHMIO,
ABNSIETCS MH(OPMaUMS O XOPOLUNX OT-
HOLLEHUSX B KOJINIEKTUBE U «afeKBaT-
HoM» pykoBoacTBe. 90% KaHAMAATOB
cobupatoT MHdopMaLMIo O KOMMNaHuu,
B TOM umncne 06 atmocdepe B Kosnek-
TMBe, MuKpokiumaTe. O6blyHO cbop
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MHopMaumm
UM KaHanam»: cpeau 6bIBLUMX W Ael-
CTBYIOLUMX COTPYAHUKOB KOMMaHWH,
B COLMAsbHbIX CETSX, Ha caliTe Www.
medpred.ru n gp.

NpoONUCXoauT «no CBO-

» Creundwmkort 2015 roga cran TOT
(bakT, 4YTO YacTb KaHAWMAATOB CO3Ha-
TENbHO PAcCMaTPUBAET MPEJIOKEHNS
TOMbKO OT POCCUIACKMX hapMaLeBTu-
YECKMX KOMMaHWi M onacaeTcs nepe-
XOAUTb, HampuMep, B aMepuKaH-ckue
KOMMaHuu.

» K 0CcoBeHHOCTAM TeKylero roga
TakkKe MOXHO OTHEeCTU JN0SNbHOCTb
KaHAMAATOB MO OTHOLUEHMIO K AeKpeT-
HbIM cTaBkaM. 1o cpaBHeHwto ¢ 2014 .
YMCIIO OTKA30B NPU PacCMOTPEHUM Ta-
KMX MPEeanoXeHUi 3aMeTHO CokpaTu-
NOCb.

» KpynHble MexayHapoaHble KOM-
MaHWN MO-MPEeXHeMy SIBMSIOTCS Mpu-
OpWUTETHBIMW B CMIUCKE MPEANOYTEHNN
KaHAMAATOB MpU PacCMOTPEHUM Ba-

KaHCcui. Mo MX MHEHWI0, pOCCUICKME
KOMNaHWM BCe elle YCTynakloT WHo-
CTPaHHbIM KOHKYPEHTaM W B YCI0BU-
SX onnaThl TpyAa, U C TOYKM 3peHus
BHYTPEHHUX MPOLIECCOB W  CUCTEMbI
ynpaBneHus, a NopoK, K CoXaneHuto,
1 B Ka4yecTBe MnperapaTos.

» OTHOCUTENBbHO HOBbLIM TPEHAOM SB-
NSIETC  BaXHOCTb ANs  couckaTenei
[loBepust CO CTOPOHbI paboTtoaaTens
(MHOrve COTPYAHUKW He roTOBbl MO-
HATb U MPUHATb HEOOXOAMMOCTL YCTa-
HOBKM CUCTEM C/IEXEHUS B aBTOMOOU-
nAX 1 (MNK) Ha NNaHWeTax).

Cne,qyeT TaKXXe OTMETUTb, YTO B CBA3N
C obLen HecTabubHOCTBIO MOBUIb-
HOCTb KaApoB B LIENIOM Mo pblHKY (U B
CerMeHTe 3/paBOOXPaHEHWsi, B 4acT-
HOCTM) 3aMeTHO CcHu3unacb. Cneuw-
aInCTbl Npeano4vnTatoT CTabunbHOCTb
Ha TekylleM Mecte paboTbl BO3MOX-
HbIM pucKkaM Byayluero pabotoaaTens,
Jaxe Npu yydLleHnn YCIoBmin onnathl
TpyZa v noBbilLeHnn B omKHOCTU. Il
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YeTbipe HoBbIX TpeHAa B HIR

CornacHo HoBeiinMM uccnegosaHuam CEB, B 6nmkaiiluem 6yaywem B che-
pe HR B Poccum 1 BO BceM MMpe peluarollyto posib 6yayT urpatb 4Yetbipe
TpeHaa. Fny6okoe n, BMecre € TeM, NparMaTM4YHoOe NOHMMaHue 3TUX TPEHAO0B
KPUTUYECKN Ba)KHO AJISi pyKoBoauTenei 6usHeca, CTpeMsAmMxcsl AOCTUYDb

ycnexa.

MepBbI M3 HUX — HOBbIA MoAxoAd K
onpeneneHnto NpoayKTUBHOCTU U 3cb-
(DeKTUBHOCTM AeATeNbHOCTM COTpYA-
HukoB. CerogHsa nouvtn 60% coTpya-
HWKOB BO BCeM Mupe 6onee WHTeH-
CMBHO B3auMOAEWCTBYIOT CO CBOMMM
konneramu (B T.4. U3 Apyrnx GyHKUM-
OHanbHbIX MOAPA3AENEHUl U CTpaH),
yeM Tpu roaa Hasag, u 6onee 50%
ronaratT, 4TO KX ycnex B 6osbLuen
CTEMEHN 3aBUCUT OT BKSaZa WX KOJ-
ner, YeMm paHblue. 3TN umdpbl oTpa-
XatloT dyHOaMeHTanbHOe M3MeHeHve
caMoi cylHocT paboTbl. Kak cnea-
CTBUE, MOKa3aTenu pe3ynbTaToB Co-
TPYOHMKA YXX€ He MOryT OrpaHuuu-
BaTbCs Chepolt ero caMocTosTeNbHO
LesiTensHOCTU. He MeHee 3HauuMm ansi
6u3Heca M CETEBOWN pe3ynbTaT, B OC-
HOBE KOTOPOro — CO3HAaTesIbHble YCU-
N8, HampaBfieHHble Ha y4acTue B
paboTe ApyrvMx u NOMOLb Kosseram,
a TakXe Ha npuvBreYeHue Komnner K
y4yacTuo B COBCTBEHHbLIX MPOEKTax U
3apavax. [Monb3a, KOTOpYyK COTpyA-
HMK NPUHOCUT OpraHu3aLmnn, cknagbl-
BaETCS U3 ABYX OAMHAKOBO 3HaYMMbIX
(hakTopoB: MHAMBUAYaNbHOW 3ddek-
TUBHOCTU W CETEBOr0 pe3ynbTarta.

BTopoii TpeHA KacaeTcsl CyliecTBeH-
HbIX M3MeHEeHW B GpeHae paboTopa-
Tensa. 60% KkaHAuaaToB coobLlatoT,
YTO OTHOCSTCS K WHcopMaumm, pac-
MPOCTPaHsieMO O cebe KOMMaHWUAMM,
C BO3pacTaloLMM CKENcMcoM. 3TO 03-
HayaeT, YTo CTaHAapTHble NoAXoabl K
MOCTPOEHUIO U pasBUTUIO BpeHAa pa-
6oTogaTens — yBenuueHune OtogkeTa

M OKyC Ha KONMYecTBe KaHAMAATOB —
TEPSIOT  NPEeXHIol 3 EKTUBHOCTb.
HoBasi cTpaTteruns, nonyumBLIas Ha3Ba-
HWe «bpeHz, HanpaBneHHbIN Ha okasa-
HWe BAUsSHWS», noapa3yMmeBaeT (OKyC
npexae BCero Ha kayecrtse KaHavaa-
TOB W HaLENeHHOCTb bpeHaa Ha Tex
CMNEeLMaUCTOB U Te KOMMETEHUMMN U Ha-
BbIKWM, KOTOpble AEMCTBUTENbHO Heob-
XOAMMbI kKoMnaHuu. Kpome Toro, 6peHs
HOBOrO MOKOJIEHUSI CTPEMUTCS YCTaHO-
BUTb aKTUBHbIE CETEBbIE OTHOLUEHUS C
noTeHUManbHbIMU KaHaMAaTaMu.

TpeTwii TpeHa, BbisBneHHbli CEB, oT-
HOCUTCS K M3MeHeHusaM B obnactu ob6-
YUYEHUSI U Pa3BUTUS COTPYAHWKOB. [0
[aHHbIM WCCNIeAoBaHNI, 00ydeHne |
pasBUTVE — OAUH U3 BaXKHEWLIMX Mpu-
oputetoB ans HR B Poccun. OpHako
OrpPOMHbIE YCUNUSt U BIOIKETHI B 3TOM
cchepe MOryT 3a4acTylo pacxoaoBaThCst
BMNYCTY!0, Befb Bcero 20% coTpyaHUKOB
[IENCTBUTESNIBHO CrIOCOBHbI NpUOBpeTaTh
HOBble HaBbIKN 1 pa3BuBaTb TpebyeMble
KOMMeTeHUMW. HoBbIM TPeHZ COCTOUT B
TOM, YTOObI 3aMeHUTb HEIDPEKTUBHYIO
KynbTypy BceobLuero yyactus B 0byuye-
HWW Ha KyNbTYpY, OPUEHTUPOBAHHYIO Ha
pe3ynbTaT. B yacTHOCTH, Ans 3TOro He-
06X0AMMO COKpaTUTb AManasoH npea-
naraembIx COTPyAHMKaM MporpaMM U
cchoKyCrpoBaTLCS Ha pa3BUTUM Hambo-
fee BaXKHbIX HaBbIKOB W KOMMETEHLMN,
a TakkKe Ha TOM, YTobbl yuMTb COTPYA-
HUKOB YUMTbCS.

UeTBEPTbIN W3 KI/IHOYEBbIX TPEHAOB,
onpepensiolmx Gyayllee COCTOsHUE

MAKCUM
NMECKUH
Cneuvanuct
Mo npoayKTam,
) CEB SHL Talent
. Measurement

“ Solutions

|
ctepbl HR, — 3T0 pacTylmin uHTEepec
K BbICOKOMOTEHUMAbHBIM  COTPYAHW-
kam (HiPo). x BbisiBneHwe v passutue
OCTaeTcsi HEemnpocToil 3agadelt: Gonee
nonosuHbl  HR-cneumanucToB  Hego-
BOJIbHbI pe3ynbTtatamMu nporpamM HiPo
B CBOMX oOpraHu3aumsx. Kak npasu-
N0, NMpUYMHA Heyda4y TaKux nporpamm
KpoeTcsl B OTCYTCTBMM CBSI3U CO CTpa-
Termen busHeca UM B OLLIMGOYHOM Bbi-
aneHun HiPo. CornacHo mogenu CEB,
HacToswmi HiPo He TONMbKO [AEMOH-
CTPUPYET BblAaloLwmecs pe3ynbTaThl Ha
TeKyLlei JO/MKHOCTU, HO M obnagaeT
TpEMS BaXXHbIMW XapaKTePUCTUKaMMU:
CTpeMneHneM K poctumkeHuio 6onee
BbICOKOW  MO3MLMM, CMOCOBHOCTSMM,
Mo3BONAIOWMMN  0BUTLCA yCrexa, U
BOBJIEYEHHOCTLIO. Pabota ¢ HiPo no-
TpebyeT OT opraHu3auum hopMrpoBa-
HUS JONTOCPOYHBIX WHAMBUAYANbHbBIX
NIaHOB pPasBUTUS, OMMPAOLLMXCA Ha
CIIOXHblE, aMOWLMO3HbIE N BbICOKOPU-
CKOBbI€ MPOEKTbI.

DTN YeTblpe TpeHAa HecyT C coboi
HE TOSIbKO 3HAuWTeNbHbIE Yrpo3bl, HO
W BrevyaTnsowme BO3MOXHOCTU. [1ns
LOCTMXKEHUSI yCrexa pyKOBOAUTENSIM
opraHusauuii — B 11060l 0Tpacam 1 Ha
Ntob0OM pbIHKE — HE0BX0AMMO 0CO3HATb
UX NPUPOAY U CYLUHOCTb, MOHSATb, Kak
OHW BIMSIIOT Ha B13Hec, 1 pa3paboTaTb
npvKnaaHble crnocobbl 3aencTBoBaTh
3T TpeHapbl, 4TObbI COKPaTUTL pac-
X0Abl, NOBbLICUTb 3PDEKTUBHOCTb, OM-
TUMWU3MPOBaTb MPOLECCHI U MOBBICUTb
LIeHHOCTb CBOMX TOBapoB W YCIyr Ans
KnneHTos. M
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Mol caenanm cybcmnaviio
Ha NUTaHWe SIpKon
N TexXxHOAOM4HOW

B nnaHax koMnaHum «Jlepya MepneH» NOCTOSIHHOE pacluMpeHue CeTU Ma-
rasmHoOB, OTKPbITUE HOBbIX FMMNEPMapKeTOB. 3HA4YMT, Mbl AO/MKHbI 6biTb
«Ha rpe6He BOJIHbI» KaK NpuB/eKkaTesibHbiA paboTtogaTenn. He cekpeT, uto
MHOIMe COMCKaTesIM MHTEPECYOTCA HaJInuMeM KOMIMEHCALMOHHOIo nakera.
Bbi6bupas 6yayuiero paéoroaaresns, noTteHUuasibHble COTPYAHUKM obpalla-
IOT ocoboe BHMMaHME Ha cneaylowMe NpyMBWIErMn: AOTaLMA Ha NMUTaHUE,
MeAMLUMHCKas CTpaxoBKa, CUCTeMa npeMupoBaHus. Mpu 3ToM KoMNeHcaums
pacxoaoB Ha NUTaHME OCTAaeTCs O[HOM U3 NepBUUHbIX NOTpe6HoCTel paboT-
HUKOB, TaK Kak OHM NPoBoAAT 60s1ee 8 yacoB Ha paboTe, 0OCTaBasiCb BbICOKO-
3¢pceKTMBHLIMK M 06ecneunBaloLIMMK BbICOKMIA YPOBEeHb cepBUCca A/is Ha-
KX nokynaresnien. UIMeHHO NO3TOMYy COTPYAHMKAM TakK BaXXHO €XeAHEeBHO
noJsly4aTb Ka4eCTBEHHOE ropsiuee NuTaHue C A0CTaTOYHbIM pa3Hoo6pasunem.

B «Jlepya MepneH» BbICOKO pa3BuTa
coupanbHas nonuTuka. Mel 3a6oTuMcs
0 HalLWX COTPYAHWKAX, Npeanaras KoM-
(bopTHble yCnoBus TpyZa M XOpOLIMI
coLMarnbHbIN NakeT. B coumanbHbIn na-
KET BXOAAT TaKWe NbroThl, Kak AoTaums
Ha NWTaHWe, CTPaxoBaHWE XW3HWU U OT
HecYacTHbIX C/ly4yaeB, A0OPOBOSILHOE
MEAMLMHCKOE CTPaxoBaHWe U T.A.

Peub noiper o AoTauum Ha NUTaHve.
OTHOCWTENBHO HEAABHO Mbl BLICTPOU-
JIW, Ha Haw B3rNsA, ONTUMANbHYK Cu-
CTeMy TaKoW JOTaumu Ans COTPYAHUKOB
LleHTpanbHoro odwmca, roe pabortatot
6onee 500 yenosek. PaHblue KaXabll
COTPYAHUK B Hauyane Mecsila nonydan
TasloHbl Ha MUTaHWe, NPOLECC aaMUHW-
CTpVpOBaHus 6bln1 BECbMA TPYAOEMOK U
HepeHTabeneH. Hanpumep, CTOMMOCTb
O[HOro TasioHa cocTosfia M3 ABYX 4a-
cTein: notaums oT koMnaHuu (80%) u
YaCTb CTOMMOCTM TasloHa, yaepkvBae-
Masi U3 3apaboTHONM MNaTbl COTPYAHMKA
(20%). B cBSI3M C TakvM yaepXaHUEM
(20%) y COTpYAHMKOB 4acTO BO3HMKa-
/10 HEAOMOHMMaHWE, MOYEMyY yaepKaHa
Ta unm uHas cymma. K Tomy e, y npo-
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Lecca «TanoHoobopoTta» 6binnM u apy-
rMe MUHYCbl: COTPYAHVKM MOrM onna-
TUTb 0bes TOMbKO B Tpex Gnvbkanmx
TOYKaxX MWUTaHWs. B LeOM CNoXHOCTb
MPOLIECCOB M 3aTpaTbl KOMMaHUM Ha aj-
MWHWCTPYPOBaHWE NporpamMMbl 6bin He
naeanbHbIMKW, @ COTPYAHUKOB He YAOB-
NETBOPSNIO OrPaHNYEHHOE KOJIMYECTBO
3aBefeHunin Ans NMUTaHWS U yBENMYMBa-
loLLieecs KO/IMYECTBO BOMPOCOB OTHOCH-
TeNbHO yaepXKaHWi 13 3apnnaThbl.

JIAPUCA KYPIrAH
MeHemxep no
AAMVHVCTPUPOBaHMNIO
repcoHana u
coumanbHbIM
L fbroTaM,
Leroy Merlin

B Hauane 2015 roga MHe 6bin goBe-
peH MpoeKT Mo onTMMM3aLMK AoTaumnm
Ha nMUTaHWe COTPYAHWKOB. YecTHO ro-
BOPS, S Hayana BblCTpamBaTb BCe 3a-
HOBO: BCTpeyvanacb C MOCTaBLUMKaMM
YeKOB NUTaHus, noapsaynkamm no op-
raHm3aumm odWCHOro nuTaHusl, Mpo-
aHanuMsMpoBana afibTepHaTUBHbIE BO3-
MOXXHOCTW W NpULLA K BblBOAY: YEKU
N TasoOHbI YXXe B NPOLLSIOM.

CoBpeMEHHbI YesloBeK MPUBbLIK K UC-
Mosib30BaHMIO KapT: Mbl AeflaeM Mo-
Kynku B cetu VIHTepHeT, npnobpetaem
6uneTobl, OnNiayMBaeM NapKoBKY, Aaxe
KOMMYHaJIbHblE MNaTeXM NPoxXoasT no
cucTeMe onnaTbl KapTamu. PUTM xus-
HW ONKTYET CBOU YCNOBUA: Mbl MOXKEM
Mony4YnTb HEOBXOAMMbIN CEPBUC YA06-
HO, MPaKTU4YHO, a rNaBHOe — BbICTPO,
ncnonb3ysl MNnacTMKoBYlD KapTy. B
[JaHHOM Crflyyae Hawa ygobHas Kkap-
Ta Ha NuMTaHue HasbiBaeTcs Foodcard
(®yakapr).

www.foodcards.ru

KomnaHuu 861200H0. CompyOHUKam BKYCHO.

0000 000000




«@yaKapT» — NEPBbIN NNaTeXHbIN cep-
BUC A1 KOPMOPaTUBHOIO MWUTaHUS MO
kapTam B Poccun. Ero gesus: «Komna-
HMK BbIroaHO. COTPYAHMKAM BKYCHO».

Mbl 3amycTuIM COBMECTHbIN MPOEKT U
32 OTHOCUTESIbHO HEGOJLLION CPOK Bbl-
CTPOM/IN HOBYIKO CUCTEMY YrpaBfieHUs
[oTaumeln Ha nutaHve B LieHTpansHoM
ocmce. bbin BbiNyLLEHbI NIACTUKOBbLIE
kapTbl foodcard v BblgaHbl KaXkaomy
COTPYAHWKY eanHoXAbl. COTpyAHWUKaM
TaKKe AOCTYNHO yaobHoe MobunbHoe
MPUNIOXKEHWE, TAE OHWM MOMyT HalTU
nepeYyeHb BCEX PecTopaHoB M kade,
KOTOpble MPUHUMAIOT AaHHbIE KapThl,
npocneanTb OCTaTOK CPeAcTB, ornepa-
umm no kapte u np. Kaptbl foodcard no-
3BOMIMAM HaM BABOE YBENUYUTb KOMK-
YeCTBO 3aBeAeHWn ONsi eXeQHEBHOro
MUTaAHUS COTPYAHMKOB. Tak, Ha ceroa-
HA cOTpyaHuKM «Jlepya MepneH» Mo-
ryT onnaTuTb KapToii foodcard nutaHve
He TOSIbKO B CTOM0BOM LleHTpanibHOro
odwmca, HO 1 3a ero npeagenamu. Ham
yaanocb nogobpatb Ans COTPYAHUKOB
pas3nnyHble Kacde, CTOMoBblE M PecTo-
paHbl, U NepBble 0T3blBbl MOWX KOMser
He 3acTaBunn cebs xaaTb:

«0yeHb 340POBO, YTO NOSIBUJICA
Bbl60p Kacellek U pecCTopaHoB,
rae MOXHo nposecTu o6eaeHHOe
BPEMS U HEMHOIO OTBJIEUbCS».

«Jlapuca, Tbl MOnoAeL, cymena
HalTK xopollero nocraBwmkal
XXenaro ynauyHoro pa3sutus
MPOEKTY>.

«S1 y)ke BOCNo/ib30BaJiaCb 3TOM
cynepkapToii! OueHb cMMNaTU4YHas,
M ee NPUSATHO NOJIOXKUTb B
Koluesek, 1 o4eHb AOBOJIbHA!»

[ns MeHs oueHb BakHO, 4To ¢ Foodcard
1 MOTy O4YeHb MPOCTO YNpaBNsiTb Mpo-
rpamMMOM: BbINyCKaTb HOBbIE KapTbl A1
HOBbIX COTPYAHWKOB, GMIOKMPOBaTb MX,
€C/iM  HeobX0AMMO, NPUMEHSTb M3Me-
HEHWS1 B KOMMEHCALMOHHOWN MOSIUTUKE,
6bICTO NONYYaTb EKTPOHHDIN OTYET MO
COTpyaHWKaM ansi Byxrantepumn. 310 Tak

[lOTeHuUaAbHbIe

COTPYAHUKI
obpaLLatoT ocoboe
BH/MaHVe Ha
CAAVYIOLLIVEe
npBUAer .
AOTaUNS H3 NTaHWe,
MeANLINHCKAS!
CTPaX0BKa, CCTEeMa
NPpeMpOBaHS]

e MpOoCTO U BLICTPO, Kak yrnpaseHve
NMYHOM BaHKOBCKOM KkapToit: Foodcard
npeaocrtaBun AOCTYN K «UYHOMY Kabu-
HETY» B CETW WHTEPHET, rae s Mory oT-
cnexuBaTthb BCe TpaH3aKunn 1 onepaunn
B PeXWMe peanbHOro BpeMeHM.

Taroke Hala HoBasi NporpamMma no3so-
nvna onTMMUM3MpPOoBaTh pabouee Bpems
Konser. PaHblle Mbl TPATUIN OrpoOM-
HOE KONNYEeCTBO BPEMEHW U CWU Ha
MOArOTOBKY, YYET U pa3fayy TaslOHOB.
[ns Hac n byxrantepun 3TOT npouecc
3aHMMan o 4 fgHeit B Mecsil. Ternepb

Ha HauucCneHwe CpeacTB Ha KapTbl U
paboTy C 3MEeKTPOHHOM OTYETHOCTbIO
yXoAauT MeHee 1 yaca B MecsiL.

Peanun CErogHALIHUX [OHEN Takke 3a-
CTaBMIAOT CMOTPETb Ha  (PMHAHCOBYIO
CTOpOHY /0600 HOBOrO pellieHns. B
[AHHOM Crly4ae Mbl MOSYyYUNIM AOMOSHM-
Te/bHbIE BbIFO/bl 33 CHET YUETa Hasloros,
MMBKOW HACTPOWKM IMMUTOB Ha MuTaHue
W pacnpeaeneHns HeM3pacxoAoBaHHbIX
[EHEXHbIX CPEeACTB, KOTOPbIE Mbl CMO-
XEM MCMO/b30BaTh Ha 6/1aro KoMMaHum 1
€€ COTPYAHMKOB Y)Ke B B/IvbKalLLeM roay.

Mbl He OCTaHaBNMBaeMCS Ha LOCTUIHY-
TOM: 3TOT MPOeKT ByAeT UMETb NPOAOS-
YKEHWE, HO Y>KE B HALLUMX rUrepMapKeTax.
B 6rvkaliwmx nnaHax BHeApeHWe KapT
Ha MWTaHWe B MOCKOBCKMX, @ 3aTeM U B
pervioHasibHbIX MarasHax. 3TO Mo3BO-
JIUT UCMONb30BaTb OAHO PeLIeHWE Ans
BCEX COTPYAHMKOB KOMMaHuu B Poccum.

Tak Mosi paboTa C OfHOW He6ObLLOM
3aflaueil B paMkax npoekTa «Jlyylume
nHMumaTBb» ans LieHTpanbHoro odu-
ca nepepocia B HaLMOHaNbHbIA Npo-
eKT W CTana OfHOW M3 KIIHOYEBbIX AJ1S
KOMMaHuW. 5 o4eHb pada, uTo MpoeKkT
3aTPOHET KaXAoro COTPYAHMKA U cae-
NaeT ero >XXu3Hb B KOMMaHuM nydie. Ml
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0O630p MMMUrpaUNOHHLIX HOBOCTEN.
2-0 KBapTaAn 2015 roaa

OJIblrA
MAKELUUHA
PykoBoauTenb
oTaena
MUPALMOHHBIX
ycnyr, Intermark

Relocation
.|

Bo BTopom kBapTtane 2015 ropa
npeacraBfieHbl HEKOTOPble HOBO-
BBeAi€HUS B MMMMUIpaLMOHHOe 3a-
KoHoAaTenbcTBOo Poccuiickoit ®e-
Aepauum.

HOBbI AOMUHUCTPATUBHDIA
PEMNTAMEHT ®EAEPAJIbHOW
MVIFPALI,VIOHHOVI CNY)KBbl

Mo BbIAAYE PA3PELLUEHUIA HA
MPUBNEYEHWUE MHOCTPAHHOMN
PABOMEN CWUNbI, A TAK)XXE
PA3PELLEHWUWA HA PABOTY AN
MHOCTPAHHbIX FPAYXAAH
Mpukazom ®MC npeabiaywmin agMUHN-
CTPaTUBHbIN PErNAMeHT Mo Bblgadve pas-
peLIeHNI Ha NpUBNEYEHNe MHOCTPaHHOM
paboueii cunbl, @ Takxe paspeLueHnit Ha
paboTy AN MHOCTPaHHbIX MpaXxaaH, 3a-
MEHEH Ha HOBbIA, MOALITOXMBLLMM BCe
MonpaBKK K 3aKOHOAATENbCTBY 3a Nepu-
oa ¢ 2008 no 2014 roa.

AIMUHUCTPATUBHBINA PErnameHT, B YacT-
HOCTW, onpenenseT npoLeaypbl Bbiaaun
paspeLleHust Ha NPUB/EYEHNE MHOCTPaH-
HOW paboyeit Cuibl, ero 3aMeHbl B CIly-
yae yTepW, NPOMJIEHNS, KOPPEKTUPOBKM
U T.4. PErNamMeHT Takoke yCTaHaBNMBAET
BPEMEHHbIE PaMKU [Ns BbILLENEPEYNC-
NEHHbIX NPOLEeAYP, CNIMCOK HEOBXOANMbIX
[OKYMEHTOB, MPUYMHBI, MO KOTOPLIM MO-
YT 6biTb HE MPUHATBI AOKYMEHTbI UMK HE
BblIaHO paspeLLeHme.

OnHvM 13 Havbonee BaXHbIX M3MeHe-
HWiA, KOTOPOE MOBNEKSTO 3a COBOI HOBOE
MOCTaHOBNIEHWE, CTano oOnpeaeneHve
CPOKOB AENCTBUS NMacropTa 3asiBUTeNS:
» nacnopt paboTHMKa, HE OTHOCALLEro-
cs Kk kateropum BKC, gomkeH ncrekaTb
He paHee 4eM 4Yepes rof nocie nogayn
B OMC 3asBneHns Ha nosyyeHvie pas-
pelleHns Ha paboTy;

» nacnopt paboTHuka kateropumn BKC
[O/MKEH UCTekaTb He paHee 4yeM uye-
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pe3 Tpu roga nocne nogayn B OMC
3asBMIEHNS Ha NOSlyYeHUe paspeLle-Hus
Ha paborty;

P Takoe >xe MpaBWO MPUMEHSETCS K
COTPYAHMKAM WHOCTPaHHBIX KOMMepue-
CKMX OpraHv3auuit: ux nacrnopT A0/MKeH
UCTeKaTb He paHee YeM yepes Tpu roga
nocne nogauv B ®MC 3asaBneHuns Ha no-
NyYeHve paspeLleHns Ha paboTy.

YTBEP)XOEHbI HOBbIE

®OPMb! YBEAJOMJIEHUIA

OB OCYLUECTBJIEHUN
UHOCTPAHHbBIMU FrPAXXOAHAMU
TPY10BOW AEATENBHOCTU

B POCCUMN

Ykazom ®MC Poccumn BHECEHO M3MeHe-
HWe B npoueaypy yBeAoOMeHUS: npea-
CTaBeHbl HOBblE OPMbI 3asIBNIEHUI NS
YBEAOM/IEHNUA TOCYyAapCTBEHHbIX Opra-
HOB 06 OCYLLECTBIEHUM MHOCTPAHHLIMK
rpa)xaaHaMu TpyAoBOW eATENbHOCTU B
Poccuun.

TakvM 06pa3oM, BHECEHbI M3MEHEHMS B
cnegytowme opMbl yBeaOMIEHUI: yBe-
[OMJIEHVE O 3aBepLUEHUV TPYA0BOro 0-
roBopa C MHOCTPaHHbIM pPaboTHUKOM (B
YaCTHOCTY, YTOYHEHa YacTb, Kacatowa-
[Cs pa3pelleHns Ha paboty ans BKC);
yBeZoM/IEHWE O NpeKpaLleHnn TpyAoBO-
ro AOroBopa C MHOCTPaHHbIM paboTHW-
KOM (JOMOSHEHO HEKOTOPbLIMU TEXHWYE-
CKUMM acrieKkTamm); cymMMa 3apaboTHOM
nnatel paboTHWKA, YyKa3biBAKOLAsCA B
3asBNEHUSIX [N YBEAOMNIEHUS O Bbl-
nonHeHnn paboTopaTteneM cBouX 06s-
3aTeNbCTB, JO/MKHA YKasbiBaTbCa NMOMe-
CSIYHO @ He MOoKBapTasibHO.

Hanbonee 3HauuTeNbHOE W3MEHEHME
MpOM30LLIO B OTHOLUEHWM CPOKOB MO-
[laun yBeOMNeHVs: paboTofaTento oT-
BOAWUTCA TpWU [HS MNOC/Ee 3aBEpLUEHUS
WM NpeKpaLleHnst TPya0BOro A0roBopa
C MHOCTPaHHbIM FpaXxaaHUHOM Ansi yBe-
pomnenunst 06 astom ®MC.

YKa30oM yCTaHaBIMBAETCS BO3MOXHOCTb
yBegomneHns ®MC yepes nouTty (c onu-
Cbl0 BJIOXKEHMS| U yBEAOMSIEHNEM O [0-
CTaBKe); MyTeM HarpaBfieHus B MeCT-
Hoe oTaeneHne ®MC neyaTHbIX KOMuid
YBEOM/IEHMS] UK MYTEM €ro nepegayu
Mo CeTSM CBA3U 0bLLiero nosb3oBaH1s B
LmdpOoBOM BUAE.

B POCCUM BBEJEH LUTPA® 3A
MPUBJIEYMEHUE NHOCTPAHHbIX
rPAXKOAH K TPYIOBOW
AEATEJ/IbHOCTU HE NO
NMPO®ECCUU

MonpaBkn Kk ®egepanbHoMy 3akoHy N2
115-03 «O npaBoOBOM MOSIOXKEHUN WMHO-
CTpaHHbIX rpaxkaaH B Poccuiickoit depe-
pauum», a TaKke K AGMUHUCTPaTUBHOMY
komekcy Poccuiickon depepaumu, ycra-
HaBNMBaOT aAMUHWUCTPATMBHYIO OTBET-
CTBEHHOCTb B OTHOLUEHWM MHOCTPaHHbIX
paboTHMKOB, Ybsl TPyAOBast AEATENbHOCTb
HE COOTBETCTBYET yKa3aHHOM B pa3pelle-
HUM Ha paboTy WnM MaTeHTe, a Takxke B
Cnyyae ecin Ux TPyaoBast AEATENbHOCTb
OCYLLECTBISIETCA 32 MpeaenaMy pernoHa
Poccum, ykasaHHOro B paspelleHun Ha
paboTy nnn naTeHTe.

B ciyyae cMeHbl MMeHK, hamMmmnmm unm na-
CMOPTHBIX AaHHLIX WMHOCTPaHHbIN paboT-
HUK Jo/mKkeH 0bpatnTbest B ®MC ¢ npock-
6011 BHECTV COOTBETCTBYHOLLME U3MEHEHUSI
B paspeLueHne Ha paboTy unm NaTeHT.

TpynoBass [eATeNnbHOCTb, HE COOTBET-
CTBYIOLLAs yKa3aHHOM B pa3peLueHumn Ha
paboTy WM NATEHTE WUSIN OCYLLECTBISIHO-
Lascs 3a npeaenamMu pernoHa Poccuy,
YKa3aHHOro B paspelleHun Ha paboTy
WM naTeHTe, BeAeT K aAMUMHWUCTPa-
TUBHOMY LWITpady AN MHOCTPAHHOIO
rpaxaaHvHa B pa3smepe go 7,000 py-
6n1ei ¢ BO3MOXHbIM aAMUHUCTPATUBHBIM
BbIABOPEHMEM. [N IOPUANYECKUX NN,
(pa-6oToaaTens) 3To HapyLleHMe MoXeT
06epHyTbCS WTpacoM B pa3Mepe [0
1,000,000 pybnei nav agMUHUCTPaTUB-
HbIM MPUOCTAHOBNEHWNEM AEATENbHOCTU
Ha nepuog oT 14 1o 90 gHen.

MHOCTpaHHbIN paboTHMK [okeH obpa-
waTtbcsd B ®MC B OTHOLUEHUW KOPPEKTU-
POBKM €ro paspelueHns Ha paboty wnm
raTeHTa B TeyeHue 7 paboumnx AHel mo-
cne Bbe3ga B Poccnio (ecsim MaMeHeHus
6b1nM NpousBeseHbl 3a npeaenamMn Poc-
cn) Unn B TeueHue 7 paboumnx aHel no-
e Npou3BEAEHUS U3MEHEHWIA (eCn ero
nepcoHanbHble AaHHbIe OblM M3MEHEHDI
Ha TeppuTopuUmn Poccum, HanNpyMep B KOH-
CynbCTBE).

HapyllueHne BbilEyKa3aHHbIX CPOKOB
NpuBEAET K aAMUHUCTPATUBHOMY LUTPa-
¢y B pasmepe go 5,000 pybneii. B
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LLInnoHa)K 3a koppecnoHAeHUuen
paboTHUKOB. paBoBble paMKi

CAMNOXXHUKOB
ANEKCEM
HOPbEBUY
Angokart (OPI),
Rodl & Partner,
MockBa

BBEAEHUE

B Halwuen ctaTbe Mbl NoapobHO paccMo-
TPUM MpaBOBble acreKTbl BO3MOXHOCTY
KOHTPOS KOPrOpaTUBHOM W JIMYHOM
3N1EKTPOHHOM NOYTLI paboTHWUKOB pabo-
ToAaTeneM, oxpaHbl NpaBa paboTHUKOB
Ha TalHy MNEpPEnnUCKY, 3aKpernsIEHHON
B CT. 23 KoHcTuTyumn PO, nposepem
CpaBHWTESbHbIN aHanu3 NpaBoBOro pe-
ryNMpOBaHNs aHaNorMYHOM CUTyaLum B
FepMaHWu 1 AauM HEKOTOpbIE NMpaKTy-
yeckme pekoMeHaauum.

B coBpeMeHHbIX YCoBUSIX MOAABIs-
towiee 60MbLMHCTBO O(UCHBIX paboT-
HMKOB WMEET AOCTYM K WHTEPHETY U
BO3MOXXHOCTb €r0 MCMOMb30BaHUA Kak
B paboumx, TaK M B JIMYHbIX Liensx. Ya-
CTO 3TO 6naro obopaymBaeTcs NPoTUB
paboTtogatens: paboTHUK 3n0ynoTpe-
6nseT BO3MOXKHOCTbIO  MO/Ib30BaHUSA
WMHTEPHETOM, MHOIO BpEMEHU YyAenss
nepenuncke ¢ Apy3bsMu, UK BbIXOAUT B
CeTb AN KLIMMOHAXa», T.€. NEePECHIKM
KoMMepyeckoii MHdopMaLmm ¢ cepeepa
paboToaatens TpeTbiM nuaM. MoxHo
BbIAENNTb HECKOJIbKO TUMOBbIX CUTYa-
LM, C KOTOPbIMU PaboTHMKM K pabo-
TOAATENWN CTaNKMBAKOTCS Ha MPaKTUKE:
1. PaboTHMK WCMONb3YeT B JINYHbIX
Lensix KOpropaTUBHYIO 3SIEKTPOHHYHO
nouTy.

TMPAEBA
BEPA

Bonn, HOpwucr,

2. PaboTHMK MCMonb3yeT pabounii KoM-
MnbloTep A1t BbIXOAA B MHTEPHET B pa-
bouee BpeMSt B JIMYHbIX LENsSxX U Ans
MCMOMb30BaHWs CBOEN JIMYHOM MOYTbI Ha
6ecnnaTHbIX NOYTOBbIX CEPBEPaAX.

NMPABOBbIE PEAJZTUN B POCCUN

CornacHo cT. 23 KoHcTutyuun PO, npa-
BO Ha TaliHy nepenuckn u TenedoHHbIX
MeperoBopoB SIBMISIETCS JIMYHBIM HEOT-
Yy>KAAEMbIM MPaBOM KaXXAoro Yesnose-
Ka, KOTOpOe MOXET 6bITb OrpaHUYEHO
TO/MBKO MO peLleHnto cyaa. Heotuyx-
[aeMblii XapaKTep npaBa O3HayaerT,
YTO JIMLLIEHWE FpaXxAaHWHa 3TOro npa-
Ba MNPOTMBOPEUUT KOHCTUTYLIMOHHOMY
NpUHLMMNY OXpaHbl [OCTOMHCTBA nY-
HocTn (cT. 21 KoHcTtuTyummn P®):. Mo-
3TOMy OTKa3 paboTHMKa OT 3TMX MpaB,
MpefoCTaBNeHHbI  paboTogaTento B
BUAE MWUCbMEHHOrO Ppa3pelleHnst Ha
YTEeHWe ero KOpropaTUBHOW 3MEKTPOH-
HOW NoYTbl, He ByaeT MMeTb topuanye-
CKOW CWfbl B ClyYae, eC/M MEKTPOH-
Has noyta wmm TenedoHHas CBA3b
MCMONb30BaIMCb B JIMYHBIX  LiENsiX.
YBepomseHne (B TOM yucnie NUCbMEH-
Hoe) paboTHMKa O TOM, 4YTO MMCbMa B
€ro KopropaTVMBHOM MOYTOBOM SILLMKE
MOryT 6bITb MPOCMOTPEHbI YMOSHOMO-
YeHHbIM MpeacTaBuTeneM paboronare-
nsi, Takoke ByAeT TPaKToBaThbCs Kak Ha-

HUKOJIAEBHA
Dr. phil. University of

R&dI & Partner, MockBa
|

pYLUEHWe NpaBa Ha TalHy MNepenucku.
B cnyyae ecnm NpouYMTaHHbLIMU OKasa-
JIMCb JIMYHbIE COOOLLEHNS PaboTHWMKa,
peyb OydeT uaTM O HapyleHun pabo-
ToAaTeneM  oxpaHsieMblX  OCHOBHbIM
3akoHoM npaB. CnegoBaTesibHO, BO3-
HMKaeT HeobXOAMMOCTb Ha MNPaKTUKe
pa3genuTb AenoBoe U ninyHoe obule-
HMe paboTHWKA C MCMOMb30BaHME KOop-
MopaT1BHOMN MOYTHI.

B poccuiickoM npaBe OTCyTCTBYHOT 3a-
KOHOAATENbHO 3aKpern/ieHHbIE NMOHATUS
«JIMYHasi Nepenncka» 1 «aenosas ne-
penucka». B cuTyaumu Takol mpaso-
BOM HeonpeaeneHHoCTH, Ha Hal
B3rnag, pabotodatenb AoKeH byaet
obpallaTbCsl CO BCEW 3MEeKTPOHHOMN
nepenunckor paboTHMKA Kak C JINYHOM,
YTO6bl FApaHTUPOBAHHO HE HapyllaTb
€ro HeoT4y)xaaemble npaea. OaHako
npaBoBble METOAbl MPOTUBOAENCTBUSI
MCMOb30BaHMIO  paboTHUKaMKU  Kop-
MOPaTUBHbIX CPEACTB CBA3WN B JINYHbIX
Lenax v pasrfaweHunto KoHbuaeHum-
anbHOM MH(OPMAaLIMK C NMOMOLLbIO YKa-
3aHHbIX CPEACTB BCE e CyLIeCTBYHOT.
Takue BO3MOXHOCTW MPeAoCTaBnsoT
nonoxeHust Tpyaosoro kogekca PO o
TPYZAOBOM pacriopsiike v AUCUUMNIIMHE
TpyAa. 34eCb TakXke BO3MOXHO WC-
nosib30BaHMe OnbiTa ApYrux CTpaH.

1 Cm. MoctaHoBneHne KoHCTUTYyUMOHHOrO cyaa PO ot 2 nions 1998 r. N2 20-11 // C3 P®. 1998. N2 28. Cr. 3393; MNocTaHoBneHne
KoHcTuTyumoHHoro cyaa PO ot 3 mast 1995 r. N2 4- // C3 P®. 1995. N 19. Cr. 1764.
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HEMELLKW OMbIT

Bomnpoc KOHTpONs MCnosb30BaHWsl pa-
60THMKaMM KOPMOPATUBHOM MOYTHI Mpea-
CTaBnseT coboi cepbesHylo opuanye-
CKyl0 NpobneMy u B HEMELIKOM MpaBe.
Ha KOHCTWUTYLMOHHO-NPABOBOM YpOBHE
MHTepecbl paboTodaTenst 3aluMLLeHb
cT. 12 (npaBo Ha cBoboay npodeccun)
n ct. 14 (npaBo 4YacTHOM COBCTBEHHO-
ct) OCHOBHOrO 3akoHa desepaTVBHOM
Pecny6nuku l'epmannm (®PI).

MHTepechl paboTHMKa 3aLumLLeHbI cT. 10
OCHOBHOro 3aKoHa, rapaHTVpYyoLeN
TallHy nepenuckn u TenedoHHbIX ne-
peroBopoB. MpaBoBoi 6a30li KOHTPO-
Nt KOPMOPATUBHOM MOYTbI SBASIOTCS:
®defepasnbHbIi 3aKOH 0 3aLmTe UHGOp-
Maumm (Bundesdatenschutzgesetz) ot
14.01.2003?, 3aKOH O TETEKOMMYHWKa-

2 BGBI. I 2003, S. 66.
3 BGBI. 12004, S. 1190.

umax (Telekommunikationsgesetz)® ot
22.06.2004 n YK ©PT.

Wcxops w3 Toro, yto pabotopatenb
ABNAETCS COOCTBEHHWKOM OprTEXHU-
KW, Ha KOTOPOW TPYAWTCS PaboTHUK,
y HEero ectb NpaBO 3anpeTuTb ee WC-
nonib30oBaHMe B JIMYHbIX Uensix. Ta-
KON 3amnpeT AO/MKEH comep)aTbCs B
TPYAOBOM [A0roBope C pabOoTHUKOM.
Ecnn 3anpeTt Ha mcnonb3oBaHve Kop-
MOpaTMBHOM MOYTbl B JIMYHBIX LENsX
YCT@HOBIIEH, TO, MO FOCMOACTBYHOLLE-
MYy MHEHWIO, BCE 3JIEKTPOHHbIE MUCH-
Ma paboTHMKa CYMTalOTCS AENOBbIMMI
nucbMamMn B cMbicie §257 Toprosoro
ynoxenust (HGB) ot 10.05.1897 u «k
HVM MPUMEHSIIOTCS MpaBuia AOKYMeH-
TOO6OpOTa Kak K AefloBON nepenmcke
Ha O6yMaXkHbIX HocuTensx!. 3To 3Ha-

4 Compliance fiir den Mittelstand / Fissenewert P. (Hrsg.). — Miinchen, 2013. — S. 100.
5 Klengel J.D.W., Miickenberger O.: Internal Investigations — typische Rechts- und Praxisprobleme unternehmensinterner Ermittlungen // Corpo-

rate Compliance Zeitschrift, 2009. — S. 81.

YWT, YTO MMCbMa MOryT 6bITb MpoYMTa-
Hbl 1 COXPAHEHDI®.

K nenoBoi nepenucke He MPUMEHSIOT-
CSl MOMOXEHWSI O 3almTe TalHbl nepe-
MWCKKM, NpeaycMoTpeHHbIe §88 3akoHa o
TesIeKOMMYHMKaLMsXS. OTa HopMa  felt-
CTBYET TOJbKO B OTHOLLEHWUW MEeperoBo-
pOB /WL, OKa3bIBAIOLLMX TETEKOMMYHU-
KaLMOHHbIE USIN MOYTOBbIE YCITYTW, B TO
BpeMsi kak paboTofatenb Takue yayru
paboTHWKY He MpefocTaBnsieT. TONMbKo
€C/I 3M1EKTPOHHOE MUCbMO OHO3HAYHO
MOMEYEHO KaK «/IMYHOE», AENCTBYET 3a-
MPET Ha ero NpoyTeHve paboTtoaaTtenem
B paMKax 3alUuThbl TalHbl NEpPEnmCKH.

CrOpHOM, C TOYKM 3PEHUSI HEMELIKMX
IOPUCTOB, SIBNSIETC CUTyauusi, Koraa
paboToaaTesnb pa3peLlaeT cBoMM paboT-

6 Seel H.A.: Aktuelles zum Umgang mit Emails und Internet im Arbeitsverhaltnis — Was sind die Folgen privater Nutzungsmaglichkeit? //
Zeitschrift fiir das offentliche Arbeits- und Tarifrecht, 2013. — S. 4; Kramer S.: Gestaltung betrieblicher Regelungen zur IT-Nutzung // Arbeitsre-

cht Aktuell 2010. - S. 164.
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HMKaM WCMOJIb30BaTb KOPMOPaTUBHYIO
MoYTy B JIMYHBIX LiENsX. B 3ToM criydae
BCE MUCbMa, HaxoAasLMecs B KOpropa-
TMBHOM TMOYTOBOM SlUMKE PabOTHUKA,
anpuopy CUMTalOTCA JIMYHOM nepenu-
CKO. B HacTosimin MoMeHT paboToaa-
TenM, He 3anpeTuBLUME WCMOMb30BaTh
KOPMOPaTMBHYIO MOYTY B JIMYHbBIX LIENSX
1 YMTaloLLME KOPTIOPATMBHYIO MOYTY pa-
60THWMKa, NOTEHLIMANBHO PUCKYIOT Hapy-
wuntb §206 YK ®PT.

KOHTPOJ1b 3JIEKTPOHHOM
MEPENMUCKU PABOTOAATEJIEM
[ns NoCTpOeHMs CUCTEMbl KOHTPONS
3@ 3/IEKTPOHHOM noyToM paboTHUKa
HeobXoAMM  KOMMJSIEKCHBIN  MOAXOA:
paboTogaTenb AO/MKEH BKIOYUTL B
NOKanbHble HOpMaTMBHble aKTbl (Aa-
nee — JIHA) v TpyaoBble AOroBOpbI
pabOTHMKOB MOMIOXEHWE O 3anpete
UCMOMb30BaTb KOPMOPATMBHYIO MOYTY
B /IMYHBIX LEensiXx W npeaynpeautb O
BO3MOXHOCTW  AUCUMMIMHAPHOW  OT-
BETCTBEHHOCTM 33 HapyLlleHue 3TOro
3anpeta B paMkax CT. cT. 192-194
Tpynosoro kogekca P®. Kpome Toro,
BaXKHO YeTko onpefenutb B JIHA ne-
peyeHb MHQOPMaLMK, COCTABNSIOLLEN
KOMMEpYECKYIO TalHy, YCTaHOBUTL pe-
XXMM KOMMEPYECKON TaWiHbl COrflacHo
cT. 10 ®egepanbHOro 3akoHa «O KOM-
MEpYECKON TalHe», 03HaKOMWUTb pa-
6OTHMKOB MO Pacnucky C NepeyHeM
nHdopMaummM, COCTaBNSIOWMM  KOM-
MEpYEeCcKyt0 TalHy, YCTaHOBJIEHHbIM
paboTogaTenemM pexuMoM KoMMepye-
CKOW TaliHbl M MepaMu OTBETCTBEHHO-
CTW 3a ero HapylleHve, a B Heobxoau-
MbIX C/ly4asix Moay4nTb OT paboTHMKa
MMCbMEHHOE COrnacme Ha ero A0CTyn K
KOMMepYecKoii TalHe.

Takxe paboToaaTesb AO/MKEH CO3aaTb
paboTHWUKY HEOBXOAUMbIE YCI0BUS ANs
COBMOAEHNST UM YCTAHOBNEHHOTO pa-
6oToaaTeneM pexumma KOMMepYeckon
TalHbl (cT. 11 3akoHa «O KOMMepue-
CKOW TallHe»). BaXxHO OTMETUTb, YTO
PEXWUM KOMMEPYECKONM TalHbl caM Mo
cebe He paeT paboToaaTento Npaea Ha
MOHWTOPWHI 3/1EKTPOHHOM MOYThI pa-
60THMKOB.

34

MapannenbHo HeobxoauMMo pa3spabo-
TaTb, 3aKpenutb B JIHA 1 03HaKOMUTb
noa pocnucb paboTHMKoB ¢ dhopmanu-
30BaHHOMN cMcTEMOM paboThl C KOpro-
paTUBHOM 3NEeKTPOHHOM noyTon. [Mpu
pa3paboTke Hallero anropuTMa Takow
paboThbl, KOTOpbIN GyAeT npeanoxeH
HWXE, Mbl UCXOAWIN U3 CPaBHEHUS Cy-
LLECTBYIOLLEro CerofHs obMeHa anekT-
POHHbBIMM COOBLLEHMSIMU C IOKYMEHTOO-
60pOTOM, CyLLECTBOBABLUMM B «[OKOM-
nblOTEpHYIO 3py». Torda noboe BXO-
Jsllee 1 ucxopsiiee nucbMo B opra-
HM3aumMn (UKCMPOBANOCh B XXypHasne
BXOZsILLEN/CXoasLLei AOKYMeHTaUmu,
MoZLUMBaNoCbBCOOTBETCTBYOLLYONan-
Ky ¥ CTQHOBW/IOCb AOCTYMHBIM YMOHO-
MOYEHHOMY Kpyry Nuu.

B cayHae ecan
NPOHT3HHBIMIA
OKa3a/A\VICb AVHHbIEe
COODLLIeHS! pabOTHIIKS,
peqb DyAeT AT

O HapyLeH
paboToAaTenem
OXpaHsIeMbIX OCHOBHbLIM
33KOHOM MpaB..

Ecnv B JIHA 3akpenneH 3arnpet Ha
MCrosb3oBaHWe pPaboTHMKOM KOpro-
paTMBHOW MOYTbI B JINYHBIX LENsX, TO
noboe nNncbMo, MOCNaHHOE KOHTpa-
FEeHTY WU KOJIIere BHyTPU KOMMNaHuu,
MOXHO OTHECTM K OnpeaeneHHOMyY
NMpoeKkTy, 03arfaBuUTb YCTAHOBJIEH-
HbIM 06pa3oM u Nnbo pacneyaTaTb U
NOAWMWTL B Marky Mo 3TOMy MpPOeKTY,
B0 COXpaHWTb B 3NIEKTPOHHYIO nan-
Ky C 0OLWMM [AOCTYNOM, CO3AaHHYI0
Ans 3TOro npoekTa. Takum o0bpasoM,
paboTHMK CaM MepeBOAUT CBOK Me-
penucky B paspaa  06LiefoCTYMNHbIX
[IOKYMEHTOB B 3/IEKTPOHHOM Wn 6y-
MaX>XHOM BuZeE.

MopsaoK coXpaHeHUs UNm MOALLMBAHUS
3M1EKTPOHHOW MepPenucKM AOMKeH BbITb
3aKpennieH B [OO/MKHOCTHbIX 0653aH-
HOCTSX Kaxxgoro paboTHuka. C onpe-
[ENEHHON MNEepUOANYHOCTBIO  YMOJSTHO-
MOYEHHbIe COTPYAHWUKW, Hampumep IT,
KOHTPOSIMPYIOT ~ KOPMOpaTUBHYIO  MO-
4Ty, He u3y4yas COAepXaHWus MucbMa.
Tarke BO3MOXEH MOUCK MO KIOYEBbLIM
cnosaM. B cnyyae ecnm bygetr obHa-
PY>X€HO MUCbMO, He pacreyvaTaHHoe 1
He MOoALIMTOe B OMnpeaeneHHyo narnky
WM He COXpPaHeHHOe B COOTBETCTBYIO-
LLYIO DMEKTPOHHYIO Nanky n (Unu) He
03arfaBfieHHoe MO YCTaHOBEHHOMY
o6pasuy, TO aAMUHWUCTPALMS Ha OCHO-
BaHWM JOK/AAHOMN 3anuCKK YMOSIHOMO-
YEHHOrO COTPYAHMKA MOXET 3anpocuTb
y paboTHuMka OObsICHEHUSI B COOTBET-
CTBUM CO CT. CT. 192-193 Tpyaosoro
kogekca P®. Ecim paboTHuk He npe-
[OCTaBWN 06bsICHEHWE B YKasaHHbIN B
3aKOHe CPOK WX NpWU3Han, YTo JOMXK-
HbIM 06pa3oM He coxpaHeHHOe NMCbMO
SIBNSIETCS €ro 4acTHOW NeperncKoi,
paboTtopatenb MOXET 06bsIBUTL paboT-
HUKY AMCUMNIMHApHOE B3blCKaHWe, Ha-
npuMep 3amevaHue.

MpountaTb «HE MOALWMWTYIO» Mnepenu-
cKy paboTHuKa paboTogaTenb, 0AHAKO,
npaBa He MMeeT, T.K. 3TN NucbMa by-
[yT anpuopu cuYMTaTbCs IMYHON nepe-
nmckom. Ecnm paboTHUK cucTeMaTuye-
CKW He UCMOJIHSAET CBOU AO/MKHOCTHblE
0643aHHOCTN MO OpraHM3aunm 3nek-
TPOHHOr0 AOKYMEHTO060poTa, MOXET
BCTaTb BOMPOC O €ro YBOJSbHEHWM MO
n. 5 ct. 81 TK P® «HeogHOKpaTHOe He-
MCMosiHeHNe paboTHUKOM 6e3 yBaxu-
TeNbHbIX NPUYNH TPYAOBbLIX 0653aHHO-
CTEN, €CNIM OH UMEET ANCLMMIMHAPHOE
B3blCKaHue».

o aHanornm MoXXHO OpraH1M30BaTh KOH-
TPOMb OTNPaBKu paboOTHWKAMWU MUCEM
C KOPMOPaTMBHbLIX MOYTOBbIX SLLMKOB
Ha agpeca Ha 6ecnnaTHbIX cepBepax
(HanpvMep, Meiin.py). B gaHHom cny-
Yae HeobxoAuMO KOHKpeTU3MpoBaTb B
JIHA 3anpeT Ha ucrnonb3oBaHWe Kopno-
PaTMBHOIO MOYTOBOIO ALMKA B JINYHbBIX
uensax, nNponvcas OTAENbHO 3anpeT Ha



OTMNpaBKy C KOPMOpPaTUBHOIO MO4YTOBO-
ro siLMKa IMYHBIX MMCEM Ha afpeca Ha
6ecnnatHbiXx cepeepax. lNpu 3TOM He-
06X0AMMO MOMHUTb, YTO OBHapyXeHue
HecobI0AeHNS AOMKHOCTHOM UHCTPYK-
UMM He paeT paboTopaTento npaBsa
MpoYNTaTb «COMHWUTENIbHOE» MUCHMO,
yTO ByAEeT SBNATLCS HapyLUEHWEM KOH-
CTUTYLIMOHHBIX NMpaB paboTHuka. Tex-
HUYECKM W  HOPUAMYECKM TPaMOTHOE
obpallieHne C KoprnopaTUBHOW MOYTOM
paboTHMKa Takke YKpenuT Mo3uumm
paboToaaTens B cyae.

Ecnn B Tpynosom porosope wnn JIHA
3arpeLleHo UCNosib30BaHME KOMIbIoTe-
pa paboTtoaaTens, B TOM 4Mc/e Bbixoda
B WMHTEpHEeT, B /IMYHbIX LENsx, BO3-
MOXHO NM60 3aKpbITb AOCTYN K onpe-
JENneHHbIM MHTEepHeT-pecypcaM, mbo

TeXHUYeCKM (UKCUPOBaTL JIt060 Bbl-
xo4 B WHTepHeT. B cnyyae Bbixoda Ha
pecypc, KOTOpbIiA, MO MHEHWIO paboTo-
fatensi, MoxeT 6blTb WCMOMbL30BaH B
JINYHBIX Uenax, B TOM uuciie Ha cep-
Bepbl 6ecnnaTHbIX MOYTOBbIX CITYXO6,
MOXHO B paMKax TPYAOBOrO 3aKOHO-
faTenbcTtBa notpeboBaTb 0ObSICHEHUS
y paboTHuka. Ho TonbKo npw ycnosuu,
4TO (haKT TaKoro MCronb3oBaHus byaeT
[IOKYMEHTa/NbHO YCTaHOB/EH.

YteHne noutbl (TO eCcTb AeTasnbHoe
M3yyeHnme TeKkCTa nucbma) paboTHu-
Ka byaeTt ABNSATLCS MPOTMBOMNPABHbIM
AesiHMEM, @ UMEHHO HapyLUeHWeM CT.
173 YK P®. Ecnmn 6e3 cornacus pa-
60THMKa ByaeT nony4deH AoCTyn K ero
JIMYHOW NOYTE U YCTaHOBMEH haKT OT-
npaBkn AOKYMeHTOB pabotopatens c

JIMYHOro aapeca paboTHMKa, TO BbIHE-
CEHME AUCUMMNANHAPHOMO B3bICKaHUS
paboTHWKY 6yaeT OCHOBaHO Ha cBe-
[EHVMSX, MONYYEHHbIX C HapyLIEHNEM
3aKOHa.

B cnyyae ecnn pabotoaartens He npea-
YCMOTPUT B TPyZAOBOM A0roBope paboT-
Huka n JIHA 3anpeT Ha wucnosnb3oBa-
HMEe KOPMOPATMBHOM MOYTbI B JIMYHbIX
Lensix, TO NpaBOBbIX BO3MOXHOCTEW B
pamKax TPyAOBOro npasa KOHTPOAMPO-
BaTb MCMoO/Mb30BaHWe paboTHNKOM KOp-
MOPaTMBHOM MOYTbI B JINYHLIX LIENsX y
paboTtopatensi He 6yaet. Pasymeetcs,
MOCTPOEHUE TaKOM CUCTEMbI KOHTPO-
NS 32 3NEKTPOHHBbIMK  COOBLLEHUAMU
6yneT BeCbMa 3aTpaTHbIM, OAHAKO 3TO
€[IMHCTBEHHas BO3MOXHOCTb B paMKax
npasosoro rnons. A
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TpeHAbl Ha pblHKe TpyAad
B PHaHCOBOM CcermeHTe

P |

BUKTOPUSA
LUALUKHUHA
CTapLumii akcnepT
no noabopy
nepcoHana,
SCHNEIDER GROUP

OCHOBHbIE TPEHAbI HA PbIHKE
PEKPYTMEHTA

B nepuvoa 3KOHOMWYECKOM W Monu-
TUYECKON HecTabunbHOCTM 60sbLIoe
4MCNIO KOMMaHui-paboTodaTenen 3a-
HANMW  BbDKMAATENbHYIO MO3ULMIO U
CTPeMATCS ONTMMM3MPOBaTL 3aTpaThl,
B TOM 4ucCne Ha nepcoHan. Kpusuc —
3TO He TOJSIbKO nepuoga cnaaa ans 6ms-
Heca, HO M MpeKpacHasi BO3MOXHOCTb
3aHATbCS  BHYTPEHHUMM MPOEKTaMM,
peopraHusaumein CTpyKTypbl KoMna-
HWUW, YAEUTb BHUMAHME YMUCIEHHOCTU
nepcoHana.

B paHHbIi MOMeHT HabntoaaeTcs auc-
6anaHc cripoca ¥ NpeanoXeHus Ha
pblHKE TpyAa. JTO CBS3aHO C HEKOTO-
PbIMW OCHOBHbIMU TPEHAAMU:

P cokpalueHue 610aKeTOB 1 BHYTPEH-
HsISl PECTPYKTypM3aLmMs KoMMaHuii. Kak
CNneacTBue — yBOMbHeHVE Headdek-
TUBHBIX COTPYAHWKOB WU TeEX, KTO Bbl-
nonHsieT aybnupytowme dbyHKumm;

P yBOSIbHEHWS MNpU cAenkax Mo ciu-
SHUKO U TMOT/OLWEHNIO MPOUCXOAST MO
MPUHLUMMY «KTO TMOCNEAHWIA MpuLwen,
TOT NepBbIN ywWwen»;

P BbIXOA Ha PbIHOK 6OMbLLOrO KoNMMYe-
CTBa HU3KOKBANMAPULUMPOBAHHbIX KaHAW-
[aToB.

TPEHAbI B DUHAHCOBOM
CErMEHTE

B (vHaHCOBOM cerMeHTe MOXHO 3a-
METWUTb, UYTO MepBble NMLA KOMMaHWi
n pykoBoacTBo HQ ouyeHb TLaTesbHO
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noaxoasit K noabopy nepcoHana Ha
TaKMe Mo3vumK, Kak (prHaHCoBbIN Au-
PEKTOp, rNaBHbI ByxranTtep, puHaH-
COBbI KOHTpONEP.

JTO CBSI3aHO C TEM, 4YTO OXMAAHWSA
OT KaHAMAATOB Ha AaHHbIX MO3ULMSX
CUNBbHO M3MEHWSIUCD 3a NOCNIEAHWIA FOA.
KOMMaHMsIM Hy>XEH HE MPOCTO CUJIbHBbIN
npodeccrMoHan ¢ NpekpacHbIM 3HaHWEM
POCCUIACKOro ByXranTepckoro yyeta u
(U1HAHCOB, a YyXe ckopee CTpaTer, py-
KOBOAWUTESNb, FOTOBbLIA MPUHMMATb aK-
TUBHbIE W, MOPOK, C/IOXKHbIE peLIEeHUS
Ans noaaepXkaHuns busHeca Ha nnasy.

Mbl BCe Yalle nony4aem B paboTy Ba-
KaHCUW, rAe K AO/MKHOCTWU NaBHOro
byxrantepa npegbsBasaTcs Tpebo-
BaHuMs no 3HaHuio IFRS mnu US GAAP,
(u1HAHCOBOro KOHTPONs, (POpKacTUH-
ra, 6iopxketnpoBarHma 1 SAP. Ucxoas
M3 3TOro, AO/MKHOCTb FNaBHOro 6yx-
ranTepa MHTErpupyeTcs CO CMEXHbLIMM
HanpaBfeHNSAMN B PUHAHCAX.

Ha pblHOK Tpyaa B MHAHCOBOM cer-
MeHTe B nepsoM nonyrogmn 2015
rofa BbILLIO AOCTATOYHO MHOMO KaH-
AnaaToB. ITO CNeACTBUE peopraHm3a-
UMM 1M ONTUMMU3ALMKU CTPYKTYpbI, KO-
TOPYIO MpOBENM KOMMAaHWUU B paMKax
cbepexeHuss bropxeTa U U3MEHEHUS
CTpaTernv pasButus.

Elle ofHa TeHAEHUMS 3TOro roaa — no-
MCK paboTbl MO pEKOMEHAALMNAM Cpeaun

(vHaHcucToB. bonblie 25% kaHavaa-
TOB Hal/M HoBoe MecTo paboTsl 6na-
rogapsi XopowmM npoceccnoHanbHbIM
CBA39M, peKoMeHaumsIM bbIBLUMX KOJI-
Ner WM napTHEPOB, @ He C MOMOLLbIO
CalToOB MO TPYAOYCTPOWCTBY.

[nnTenbHOCTb Noucka paboTbl Hanps-
MYIO 3aBMCMT OT MPOMECCHOHANbHBIX
KOMMETEHUMN KaHAMAATa WU YPOBHS
oXXuaaemon 3apaboTHol nnathbl. Kom-
MaHuM CTanu npeanaratb MeHbLUUNA
KOMMEHCALMOHHbIM MaKkeT 3a 6osbliee
KONMMYECTBO (DYHKLMOHAMbHbIX 3aday
1 60nbLUMI 06BEM paboTbl.

Elle oauH TpeH[, KOTOpbIM Moka He
C/IMLLIKOM SIPKO BbIPaXXEH, HO yXe Cy-
LLEeCTBYET Ha pblHKE, — 3TO rOTOB-
HOCTb KaHAuAaToB M3 LleHTpanbHoro
perrmoHa, a 4awe n3 Mocksbl U CaHKT-
MNetpbypra, nepeexaTb B Apyrue perun-
OHbI Poccun, rae um npeanaratot pabo-
TY Ha MPOW3BOACTBEHHbLIX MIOLAAKAX
MEXAYHApPOAHbIX U KPYMHbIX POCCUM-
CKUX KOMMaHuM.

B uenom, nepcnekTvBbl Ana npodec-
C1OHanoB B durHaHcax v byxrantepun
cellyac xopoluue, rNaBHOE — 3HaTb
CBOW KOHKYPEHTHbIE NMpenMyLLecTBa U
6bITb rOTOBLIM PACLUMPSATL CBOM MpO-
eccvoHarnbHbIN Npochusb.

Hy>XHO MOMHUTbL O TOM, YTO KPU3UCHOE
BPEMSI — 3TO BPEMS HOBbIX BO3MOXHO-
cTelt ans Baweli kapbepbl. l
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Insurance and Pensions
1 Machine Building
Ba n kl ng & Engineering
Human Ressources

COn I"IECtIVG « Health and Pharmaceuticals
Finance and Investments
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Intellectual Property
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Home Appliance
Construction Equipment
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AEB SPONSORS 2015

Allianz IC 0JSC

Alstom

Atos

Bank Credit Suisse (Moscow)
BP

BSH Group

Cargill Enterprises Inc.
Clifford Chance
Continental Tires RUS LLC
Crocus International
Deloitte

DuPont Science & Technologies
E.ON Russia

Enel Russia OJSC

ENGIE

Eni S.p.A.

EY

HeidelbergCement

ING Commercial Banking
John Deere Rus LLC
KPMG

LEROY MERLIN Russia
ManpowerGroup

Mercedes-Benz Russia
Merck LLC

Messe Frankfurt Rus

MetLife

METRO GROUP

Michelin

MOL Plc

Novartis Group

OBI Russia

Oriflame

Procter & Gamble

PwC

Raiffeisenbank AO

ROCA

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

Telenor Russia AS

TMF Group

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

YIT Rakennus Representative Office
YOKOHAMA RUSSIA LLC



