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Frank Schauff

Chief Executive Officer,
Association of European
Businesses

Dear readers,

It is my sincere pleasure to present “Russia’s HR sector: surveys, analyses, facts”
to you. This is the fourth issue of the magazine and each time we strive to address the
most relevant challenges that human resources specialists have to encounter.

For companies, human capital is the core element to enhance corporate competitiveness,
improve efficiency of business operations and succeed within a global market.

The current edition covers diverse HR-related topics. In particular, the magazine
provides an overview of labour market trends in 2017 in terms of job search, salary
expectations and remuneration. Flexible forms of employment with a focus on
employees’ rights and responsibilities are analysed from a legal perspective. Several
significant aspects of the new rules of the Code of Administrative Court Procedure are
precisely articulated. A case of a corporate meal service as well as medical insurance
solutions are provided as an example of attractive employee benefits packages.
Finally, experience to apply digital programmes for staff training and development of
skills is shared.

I would like to express gratitude to the members of the AEB Human Resources
Committee for their continuing support and trust. I offer them my heartful thanks for
the efforts invested in producing the publication.

I genuinely hope that the magazine will be interesting to HR experts with respect to
professional nuances and sector-specific peculiarities. I also believe that the articles
could be of help to member companies seeking out best practices and fresh solutions
in the area of HR management. For a wider audience, the publication can be a
fascinating read as well.

Enjoy your reading!
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Dear readers,

The HR market in Russia is going through quite a transition. Part of this is due to the Michael Germershausen
political and economic situation, but we also cannot escape the global trends here in Chairman of the AEB Human
Resources Committee,
Managing Director, Antal
Russia

Russia. This means that our AEB member companies need to be convinced that their
suppliers of HR services are participating in this transformation.

Local trends are mainly the drive towards localisation and the so-called import sub-
stitution. In our industry, this means that the number of expats needed in Russia has
dropped significantly, personal data that a company saves of their staff and business
partners needs to be stored locally, and several new legal initiatives ensure that doing
business in Russia remains a challenge, unless you use the right service providers.
With the oil price being significantly lower than several years ago and subsequently
the rouble being fairly weak, it has become more difficult to generate good profits
in Russia. This means the trends towards automation and lower salary raises will
continue.

If we are looking at the global trends, Russia cannot again escape these develop-
ments. With regards to HR-related topics, this means a trend towards much more
project-related work, gaming in training and other business processes as well as a
trend towards economy-sharing, which is affecting almost every market.

This publication is devoted to those AEB member companies that provide HR-related
services. As the HR Committee of the Association of European Businesses, we ensure
that the best practice is implemented. Our subcommittees such as the Recruitment
subcommittee, the Relocation subcommittee, the Compensation & Benefits subcom-
mittee, the Labour Law subcommittee as well as the Assessment, Training & Develop-
ment subcommittee have all participated in gathering up-to-date-information for this
brochure which will help business and HR decision makers take the right decisions
when it comes to human resources questions.

We look forward to seeing you at the AEB upcoming events.
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Labour market trends 2017

KONSTANTIN
BRYAUZOV
Partner, Industrial
Department, Antal,
Russia
|

JOB SEARCH

According to the results of this year’s
survey, it now takes a bit less to find
a job. Nearly 60% of the respon-
dents who were searching for a job
last year managed to find it in less
than 3 months. This is 5 pp more than
in 2016.

SALARY EXPECTATIONS
91% of the respondents expect to re-
ceive a salary increase with the move.
This is 5 pp more than in 2016, which
shows a slight rise in optimism con-
cerning the labour market.

REMUNERATION

The salary growth trend has stayed
positive since last year: 44% of the
respondents had a pay raise, and for
48% salary remained unchanged. As
in 2016, international companies in-
creased salaries for their employees
more often than Russian companies
(55% vs 30%, respectively).

Most often, salaries increased in
healthcare (54%), chemicals and com-
ponents (53%), FMCG and the auto-
motive sector (52% each).

Compared to 2016, the share of re-
spondents who had a pay raise of 20%
and more grew by 4 pp in 2017 and
now equals 22%. Most respondents
(56%), though, had an insignificant
salary increase of less than 10%.

Antal has presented findings on the status, trends and features of the
Russian job market based on a survey* conducted in 2017 covering
over 8,000 middle-level and senior-level managers and professionals.

Apart from that, 55% of those sur-
veyed received a bonus in 2017.

JOB SATISFACTION

The survey shows that more than a
half of the respondents (68%) are sat-
isfied with their job on the whole. Most
of all, respondents are happy about
their team relationships (72% are fully
satisfied or rather satisfied) and rela-
tionships with their supervisors (69%).
The participants of the survey are the
least satisfied with their compensation
package and workload/compensation
balance (only 48% and 46% are fully
satisfied or rather satisfied, respec-
tively).

ESTIMATION OF THE PROSPECTS
FOR THE RUSSIAN ECONOMY

In 2017, 23% of the respondents are
positive or very positive about the fu-
ture of the Russian economy in the
next 12 months. Compared to the last
year, the number of optimistic Rus-
sians has grown by 9 pp. Also, the
share of people who are pessimistic
or very pessimistic has decreased: in
2017, it is just 35%, which is 13 pp less
than in 2016.

CONCLUSION

The job market in Russia is gradually
stabilising. We see positive trends in
the feelings of our respondents con-
cerning the prospects for the Russian
economy, as well as in the reduction

in a job search duration period, and in
the salary growth dynamics.

The market environment is becoming
more favourable for candidates, while
employers are beginning to face new
challenges.

The war for talent is likely to continue.
The volume of open vacancies still
exceeds the number of suitable can-
didates, and this trend will continue.
Finding a really good employee will re-
main critical, and the task is not going
to become easier in the next few years.

With limited resources for increas-
ing salaries, companies are forced to
rely on non-material motivation. But
does it really help to improve em-
ployee engagement? According to our
survey, 20% of the respondents have
secondary employment in addition to
their main job. This can mean that
employees find that their earnings in
their main job are insufficient or that
they are not adequately engaged in
the working process. This may also
indicate that as a growing number of
people consider working remotely or
on specific projects, the very scope
of interaction between employers and
employees is changing.

We will continue observing the upcom-
ing developments in the job market in
Antal future surveys. &

* The survey was conducted from 28 March to 28 April 2017 by means of an online questionnaire and covered 8,155 people employed in Rus-
sian and international companies from various regions of Russia. Please leave a request on the Antal website to get the full survey results:

www.antalrussia.com/salary-survey.
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Flexible forms of employment: topical
Issues of determining the place of worlk and
working schedule, problems of retaining
control over employees, peculiarities of

dismissal

IVAN
BERDINSKIKH

Let us first discuss the place of
work. According to the review of 26
February 2014, approved by the Pre-
sidium of the Supreme Court of the
Russian Federation, a place of work
is an organisation, located in a cer-
tain place, its representative office,
branch and other separate structu-
ral subdivision. Importantly, the con-
cepts of “place of work” and “work-
place” should be distinguished. So,
the workplace is the place where the
employee should be present (desk in
the office, a specific machine in the
factory, a point in the store, etc.).
It is also important to note that the
workplace is not an indispensable
condition of the employment con-
tract, so it is better not to specify it,
because otherwise any movement of
the employee will be possible only
with their consent.

Remote employees are a special
category. There are two main criteria
for remote work. The first one is when
an employee works outside a fixed
workplace, for example, at home,
while commuting, in a café, in another
city, etc. Another criterion is that the
employer shall instruct the employee
to perform tasks via the Internet or

Head of Legal Counseling &
Compliance Department,
ManpowerGroup Russia & CIS

There are several priority issues for employees. Thus, accord-
ing to a study by Millennial Careers: 2020 Vision, conducted by
ManpowerGroup, when looking for employment, the majority
of respondents focus on money (92%), reliability (87%), free

time (86%), colleagues (80%) and flexibility (79%). Taking
into account these results, flexible forms of employment are
gradually becoming more relevant and preferable for both

the employer and the employee.

e-mail and other information and tele-
communication technologies. Regio-
nal medical representatives, magazine
editors, designers, programmers, au-
ditors and other white-collar employ-
ees are an example. To comply with
the law, the text of the employment
contract must state the following: the
work is remote, the fact that work is
executed outside of the company’s or
its separate subdivision location, and
contain information about the place of
work, where the remote worker will
perform the job function (for exam-

ple, city).

Sometimes employers face a situa-
tion when an employee does part of
the work in the office, and part of the
work has traveling nature. This form
of labour is not envisaged in the La-
bour Code of the Russian Federation.
The following options are possible in
this case: either add an additional
clause on the workplace according to
Part 4, Article 57 of the Labour Code
of the Russian Federation, or refer to
an individual work schedule and peri-
odically send it to the employee.

Changes in the law on part-time
employment should be mentioned.

Whereas an employer previously es-
tablished either a part-time day or
part-time working week, now, starting
from 29 June 2017, you can combine
these forms of working time. It is im-
portant to note that in some cases,
the employer is obliged to provide the
employee with part-time work at their
request (pregnant women and other
protected categories of employees).
At the same time, the establishment
of an unregulated working day is al-
lowed only if the employee is assigned
a part-time working week, but with a
full working day.

To ensure that the inspectors do not
have claims, it is necessary to pre-
scribe a lunch break in the internal
labour rules and regulations. How-
ever, starting 29 June 2017, it is al-
lowed not to provide a lunch break for
an employee who works less than 4
hours a day. This should also be re-
flected in the internal labour regula-
tions or in the employment contract
with the employee.

The payment for overtime and work
on weekends is not taken into account
when calculating overtime hours.
Payment in an increased amount is

AEB RUSSIA'S HR SECTOR 2018 [ EN|



made only for actually worked hours
on weekends and non-working holi-
days.

What are the means to control
remote employees? The employ-
ee determines the working schedule
independently, however, it is neces-
sary to register the details of inter-
action with the remote employee in
the employment contract (call at the
beginning and end of the working
day, sending reports, mailing checks,
etc.). We recommend envisaging
obligatory actions by the employee,
in case of problems with equipment
provided by the employer/owned by
the employee (contract on property
liability of the employee). Define the
procedure for notifying the employ-
er about an illness. If the employee
does not answer without explaining

6

the reasons, the employer should
execute acts and stop paying wa-
ges. Our company has developed an
IT-platform JOBZZ to monitor work-
ers. This platform allows determining
the geolocation, the time of arrival
and departure of the employee, and
seeing a completed work report on
the work done. For ease of use, this
platform is available as an applica-
tion, both for the employee and for
the employer (supervisor).

A separate issue for employers is
the dismissal of remote workers.
It is recommended that the employ-
ment contract state the dismissal pro-
cedure, additional grounds resulting
from the remote nature of the work
and related to business qualities. For
example, the repeated failure to com-
ply with the format of the report on

the completed task, the employee’s
failure to meet work deadlines, the
employee’s failure to communicate,
excess number of acceptable mis-
takes.

In some cases, it will be easier for the
employer to apply special grounds to
dismiss workers (for example, it is al-
most impossible to prove the absence
of a remote employee). Besides, the
courts are positive about the applica-
tion of additional grounds for dismiss-
al for remote employees.

According to our practice, flexible
forms of employment are used by an
increasing number of organisations.
This allows the employer to use re-
sources more efficiently, and the em-
ployee to have more free time, which
is beneficial for both parties. l



[Remote worl¢: a cure-all solution
or a potential conflict

ANNA
CHAYKINA
Associate, Head

at Borenius Russia
|

Remote work means:

e an employee performs their job at
a location other than that of the
employer or of any standalone unit
of the employer;

e the place where the job is performed
is not under the employer’s control;

e to perform their job functions and
interact with the employer, the em-
ployee uses the Internet.

In other words, these are functions
which the employee may perform re-
motely, rather than by being present
in the office.

HIRING A REMOTE EMPLOYEE
When an employee is originally hired
to perform remote work, the employ-
ment agreement serves as the main
document for the employment con-
ditions and the way the parties will
subsequently interact.

In addition to the mandatory terms and
conditions, the employment agree-
ment includes the following conditions:

Method of exchanging documents
The law offers two options: (i) ex-
change of documents that are signed
by an enhanced, encrypted and certi-
fied digital signature, or (ii) exchange
of originals of documents by post or
by means of personal delivery. The
parties may agree not to send each
other scanned copies of documents,
which are to be handed over by vir-
tue of the law, since such form of
documents, according to court prac-

of the Employment Practice

In modern society, the ability to use one’s own time efficient-

ly and effectively is becoming ever more important. This was

also reflected in the Russian Labour Code when provisions
regarding remote work were introduced into it in 2013.

tice, may not serve as valid evidence
of the will of the parties.

Registry in the work record book
By virtue of an express statement in
the law, a record containing informa-
tion about remote work may be omit-
ted from the employee’s work record
book, if the parties agree.

Equipment and compensation for
expenses

There are two possible options, which
may also be combined: (i) an employer
provides its own equipment (and com-
pensates for the maintenance expen-
ses), or (ii) the employee uses their

own equipment (and receives compen-
sation for using their own equipment
for work-related purposes).

Working hours, reporting, and
supervision mechanisms

By default, the employee is entitled to
determine their working hours at their
own discretion, unless the agreement
provides otherwise. This option is suit-
able when the employee works to at-
tain a specified result. If the employer
is interested in its employee adhering
to defined working hours and being
contactable during them, it is recom-
mended that the agreement should
provide for particular working hours.
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An employer may supervise the work
of an employee by setting the proce-
dure for the employee to submit re-
ports about their work, or by using
other means of supervision, such as
monitoring the response time to a te-
lephone call and participation in video
conferences, among others.

Grounds for dismissal

The law offers the possibility of set-
ting additional grounds in the em-
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ployment agreement for terminating
it upon the initiative of the employer.
These should not be discriminatory
and should be work-related (e.g. the
failure to submit a report on several
occasions (more than three)).

However, the inspectors do not consider
that the following grounds should be in-
cluded in the employment agreements:
e an employment agreement may not

be terminated upon the decision of

\When an employee
S originally hired to
perform remote work,
the employment
agreement serves as
the main document
for the employment
conditions.

the employer, if another employee is
hired to the same position and will
have a workplace at the employer’s
office;

e unreasonable dismissal of an em-
ployee by the employer.

Workplace

It is recommended that the commu-
nity or region where the employer
works be indicated in the employment
agreement, to avoid any disputes with
the employee over compensations set
for employees in specific geographical
areas and for setting the salary not low-
er than the regional minimum month-
ly wage.

CHANGING THE NATURE OF

WORK TO REMOTE WORK

There are two options for changing the

work of an employee who was origi-

nally hired to work at the employer’s
office to remote work:

¢ with the consent of the employee;

e by issuing an order changing the
organisational working conditions,
outlining the reasons for such a
change and giving two months’ no-
tice of the change to the employees.

Work of a ‘hybrid’ nature is also pos-
sible: for one part of the week, the
employee performs their job duties
at the office under the main contract
and combines this with remote work
on a part-time basis for the rest of the
week, under separate agreement.
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Litigating with the Ministry of Internal Affairs
and the State Labour Inspectorate under the
new rules of the Code of Administrative Court
Procedure: five important aspects to consider

ANDREY SLEPOV
Partner, Head of the
Labour and Migration
Practice of the
Moscow office of the
BEITEN BURKHARDT
law firm
|

In 2015, Russian lawmakers enacted the Code of Administrative
Court Procedure (CACP), which among other things governs the
procedure for appealing against directives and decisions (such
as entry bans) issued to companies and foreign nationals by
the migration divisions of the Ministry of Internal Affairs (MIA)
and the State Labour Inspectorates (SLI). During the applica-
tion of the CACP, a number of issues arise that require close
attention.

1. JURISDICTION

Court proceedings that employ the provi-
sions of the CACP are held in courts of
general jurisdiction. However, it is not al-
ways the case that claims are filed at the
location of the state executive authority.
If the location of the state executive au-
thority does not coincide with the terri-
tory to which its powers apply, or where
the official performs their duties, then
the claim is filed with the court of the
district in which the authority performs
its duties. In other words, for example, if
the SLI of Moscow issues a directive to a
company, then the appeal must be filed
at the location where the inspection was
performed, and this means the district
court that covers the company’s address.

2. SCOPE OF ISSUES

The CACP prescribes the scope of cases
that are to be resolved using this Code.
Not all acts of the state authorities can
be appealed using the procedures of the
CACP. Those that can include directives
of the SLI and decisions of the MIA on
prohibiting a foreigner from entering the
country, i.e. acts that are authoritative
and administrative in nature and that are
binding on the company/foreigner. For
example, appeals against MIA resolutions
imposing an administrative penalty for
late registration of a foreign national with
the migration authorities are considered
according to the procedures set forth in
the Code of Administrative Offenses.

3. PROCEDURAL DEADLINES

Under the CACP, the deadline for a com-
pany to appeal against an act of the MIA
or SLI is three months. This deadline is
reckoned from the time the company
learned of the violation of its rights and
lawful interests. Thus, the legislation es-
tablishes a deadline that runs regardless
of whether the company attempts to ap-
peal the act through a superior authority
or official.

The deadline for foreign nationals to file
appeals is also three months from the time
when they learned or should have learned
of the violation of their rights (for exam-
ple, this may be from the date a stamp
denying entry is made in their passport).

4. ENGAGEMENT OF LAWYERS

The CACP places stricter requirements
on a person who represents a party’s
interests in court. The representative
may be any person who has the sta-
tus of attorney-at-law or other person
with a higher education in law. To con-
firm their authorities, the representative
must show their attorney’s certificate
or a document confirming they have a
higher education in law. However, the
requirement of a higher education in law
extends specifically to representatives
acting based on a power of attorney; if a
company’s interests are represented by,
for example, its CEO, no such require-
ment is made.

5. REQUIREMENTS ON THE CON-
TENTS OF THE POWER OF ATTORNEY
The CACP makes strict requirements on the
contents of any power of attorney to repre-
sent a party’s interests in court. The power
of attorney must clearly indicate the right
of the representative to take the basic pro-
cedural actions and the right to take these
actions independently or with the consent
of the party being represented. The CACP
contains a list of actions, the power to per-
form which must be stipulated in the power
of attorney, regardless of which of these
will be performed in practice:

e signing of the statement of adminis-
trative claim, objections thereto, and
their submission to court;

e petition for a preliminary injunction in
the claim;

e submission of an administrative coun-
terclaim;

e conclusion of a settlement agreement
or an agreement on matters of fact;

o full/partial withdrawal of an adminis-
trative claim or recognition of a claim;

e change in the subject of/grounds for
an administrative claim;

e signing of an application for a review
of judicial acts based on newly dis-
covered facts;

e appeal of a judicial act;

e submission of an enforcement docu-
ment for execution;

e receipt of monetary awards or other

property;

delegation of powers to another person. Il
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Benefits in the context of savings: how to
optimise the meal budget without affecting
the employee benefit

ANASTASIA
ANTONOVA
HR Director,
Delonghi

Money in a bank account may indeed
make an employee happy during the
first months of work. However, after
that it may become routine and even
taken for granted, with an employee
beginning to ask the questions: “What
is next?” or “What else can you offer?”

Many of the most qualified applicants
are aware that companies have ad-
ditional tools available to attract and
retain employees. Knowing this, em-
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The job market nowadays is competitive not only regarding wages and bo-
nuses but also with respect to the working environment and benefits. Gone
are the times when an applicant was interested only in the financial

aspect of an employment contract.

ployers compete with one another
to offer the most comprehensive
employment benefits packages and
invent new ways to motivate employ-
ees that are not connected with di-
rect bonuses.

It is important to note that, as with
consumers of a good or a service,
the first step for the HR department
is to attract competent employees.
The long-term goal is to retain and

motivate these employees. The em-
ployment benefits package will be the
most important tool available to retain
employees, i.e. increase loyalty, if it
meets employee expectations — easy
to use, not time-consuming and in-
novative.

Under the strict monitoring of expen-
ditures, the HR department faces the
managerial challenge of reducing the
costs of employment benefits while



maintaining the quality of the benefit
package so as not to lose the loyalty of
the company’s employees. The ideal
solution is one in which the employees
experience no reduction in benefits,
or even experience an enhancement
in benefits, while board members see
real budget savings in hard numbers
at the end of the year. This ideal sce-
nario seems to be fantastically unreal.
However, an interesting and innova-
tive solution of this nature exists.
The vendor that provides a corporate
meal service solution in this case is
Foodcard. The key to efficient ma-
nagement of the corporate meal ser-
vice is unique payment plastic cards.
HR monitors the cards through its ac-
count with Foodcard and associated
app. Each plastic card is designed for

Employers compete
to offer the most
comprehensive
employment
benefits packages
and invent new
ways to motivate
employees that are
not connected with
direct bonuses.

one user who can choose a restaurant
and a cost of a lunch. These cards are
accepted in different restaurants and
cafés throughout the country. They
are managed through HR’s account
and app, which are capable of helping
with the management of the corpo-
rate meal system and development of
subsequent financial statements.

Foodcard began a partnership with
Delonghi three years ago with Food-
card organising meals for the staff of
Delonghi’s Moscow office. The results

Budget optimisation results
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for the first half of 2017 are quite im-
pressive. Meals were organised for all
employees in the office of 60 people.
Initially Foodcard, the operator of the
electronic cards, connected the com-
pany with various restaurants, offer-
ing employees a great deal of choice.
Now Delonghi employees regularly
visit an average of 8 restaurants. De-
longhi was required to agree on a list
of places to eat, which took into ac-
count the interests of all employees.
Foodcard continued and finalised all
negotiations, signed contracts and
made the technical connections.

The key for corporate savings in De-
longhi’s transition to the Foodcard
system was the close monitoring
of expenditures and the setting of
expenditure limits. Every personal
card has a monthly limit with a daily
usage time restriction. If, for example,
a Delonghi employee did not use the
card to pay for a meal during a given
day’s lunch time, then the employee
may use the money allocated for that
day’s food only on the next working
day. If an employee does not use all
of the money allocated for food du-
ring a calendar month, the money
will not be transferred for the next

M Meal expenditures Foodcard service fee

Actual budget figures with Foodcard system

month. This unused benefit amount
returns to the company. Therefore,
an employee can visit different restau-
rants every day, however, if the card
is not being used, the available mo-
ney on the card does not accumulate,
which logically leads to savings for
Delonghi, since Delonghi only pays for
meals which are actually ordered by
an employee. The plastic card system
permits a quicker meal management
organisation process and a reduction
in monetary losses associated with
working directly with individual restau-
rants and cafés, which may not always
have clear financial reporting.

The savings in hard numbers are more
telling — the budget forecast for the
corporate meal benefit in the first half
of 2017 was RUB 1,914,000, but the
actual budget was only RUB 1,556,379,
which included the Foodcard service
fee. Through the use of Foodcard and
associated daily and monthly limits,
Delonghi’s total savings in the first half
of 2017 was 19%. At the same time,
the number of employees receiving
the corporate meal benefit did not de-
crease. On the contrary, from January
to July 2017 the number of card hold-
ers increased by 10%. H
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Insurance solutions available for
treatment of critical ilinesses

NATALIA
SAVICHEVA
Head

Department,
MAI Insurance
Brokers

Nevertheless, even until recently
there have not been any solutions on
the Russian insurance market avail-
able to arrange treatment of critical
(serious) illnesses under a VMI policy
since such diseases have traditionally
been excluded from the coverage.

There used to be several reasons for
such a situation.

First, critical illnesses (like onco-
logy for example) used to be treated
mainly within the State Health Sys-
tem and insurers used to have very
limited opportunities to arrange such
medical care under a VMI policy.

Second, even if an insurer was able
to arrange the necessary treatment
at a specialised State clinic, service
provided at it under the VMI policy
was almost the same as the one typi-
cal of State medicine.

Third, to be able to cover critical ill-
nesses within the VMI policy and de-
termine an adequate quote, the in-
surer has to have extensive relevant
statistics to evaluate the probability
of such insurance cases depending
on various factors, the average cost
of the treatment and other risks.

The first two aforementioned reasons
did not allow the insurers to accu-
mulate the relevant statistics to the
required extent and launch such pro-
grammes on the market.

12

of Employee Benefits

Voluntary medical insurance (VMI) has long been an integral part
of the employee benefits package of many companies. VMI pro-
grammes allow you to get high-quality medical care in various cases.

The whole picture has dramatically
changed over recent years. In case of
a critical illness, it has become pos-
sible to get the necessary treatment
at commercial clinics and within the
VMI as well. The clinics apply modern
medical methods, adequate medicines
and equipment are used and patients
can enjoy comfortable conditions.

Moreover, several international provi-
ders with extensive experience in the
field of treatment of critical illnesses
have recently entered the Russian
insurance market. These companies
have not only the relevant expertise,
but also long-term extensive statis-
tics accumulated in many insurance
cases. As a result of cooperation be-
tween international and local carriers,
a wide range of combined insurance
products have been launched.

Depending on an insurer, the scope
of services covered by the products
may vary, but there are several fea-
tures common for all of them:

oncology is always covered. Ad-
ditionally, the programme can be
extended to serious cardio-surgi-
cal and neurosurgical operations,
transplantations;

the waiting period is always applied
when coverage is not in force. Its
duration depends on the product
and the provider;

a “second opinion” option is usually
included in any programme to ap-

prove (or decline) an initial diagno-
sis by another doctor specialised in
this field of medicine;

e medicines prescribed are covered
as well as flight expenses, transfer,
hotel accommodation and patient
escort to the clinic.

Treatment is mainly arranged abroad
(in Germany, Israel, Spain, South Ko-
rea, Turkey) at clinics and with doc-
tors who have the best record for ef-
fective therapy.

At the same time, it is becoming avail-
able to get medical treatment under
programmes in Russia, since such an
option is very much in demand now. It
is quite evident as treatment is provided
in a familiar atmosphere, in native lan-
guage and without the need for long
flights. Quite a few Russian hospitals are
now fully capable of arranging the medi-
cal process at the most up-to-date level
in accordance with international treat-
ment protocols and with positive results.

And another thing that is impor-
tant. If critical illnesses are not in-
cluded in the employees’ insurance
programmes, but the treatment of
such an illness is required, it is al-
ways possible to arrange the whole
process through medical assistance
companies — starting from the choice
of the physician with the most posi-
tive record of patients with the illness
who have been cured and ending
with rehabilitation after treatment. l



How to increase your employees’
contentment? Ask Orange!

EKATERINA
KOKAREVA

Head of Contract
Law, Legal
department, Orange
Business Services

YULIA
RUDAKOVA
Head of HR
Administration,

Services

Orange Business

In March 2015, Orange presented a new strategic plan for 2020 called ‘Essentials 2020°. Our ambition was to
provide our clients with an unparalleled customer experience. Care for the company’s employees and implemen-
tation of digital technologies is a primary tool to achieve this goal. In 2016, Orange announced its promise to be
a caring employer that introduces digital technologies to its employees, as well as its aim to become a company

that employees are proud of.

Now Orange actively promotes initia-
tives focused on the people, and also
develops use of digital technologies
to provide its staff with first-class im-
pressions of working in the company.
This, in turn, stimulates all of us to
contribute to the goal of Orange to
provide clients with incomparable cus-
tomer impressions. In fall 2016, these
ambitions were widely discussed at
the international World Café event.
Employees of the company were giv-
en the opportunity to independently
identify the growth zones and share
their proposals for the development
of the company’s ‘Digital and Caring’
initiatives. As a result, a lot of ideas
were collected that later were care-
fully considered by the HR team. In
the end, 17 projects were selected
for further implementation in the sec-
ond phase of the campaign, which
is named ‘Orange Promise in Action’.
In 2017 this new phase of the Or-
ange Promise campaign was officially
launched in Russia with a team of
more than 20 specialists working to
bring Orange’s promises into action.

‘PROMISE IN ACTION'. STAY
UPDATED!

This year Orange Business Services has
launched a new project called ‘Orange
Promise in Action’, in which employees

from various departments are pitching
in. Together, they are implementing
ideas and programmes that were sug-
gested by the company’s colleagues.
So, what is new? What is already un-
der our belt? What are the plans?

FLEXIBLE WORKING METHODS
Flexible Hours. A number of the
company’s departments are already
working flexible hours: Accounting
Department, Operations Administra-
tion and Development Department,
Organisational Development and HR
Directorate for Russia and the CIS,
and the Client Service Sector. Before
the end of the year, we plan to de-
velop a set of regulations for this new
working mode in the company. There
are also plans to introduce flexible
working hours in other departments
starting next year as well.

Agile Workspace. In collaboration
with Art Lebedev Studio, the pro-
ject team is developing a navigation
and branding system for the office in
Mercury Tower. In addition, various
systems powered by the Internet of
Things (IoT) concept will be used in
our offices, thus increasing the perfor-
mance and office space comfort, and
also functioning as a good advertising
tool for us as well.

ENCOURAGING THE INVOLVE-
MENT OF EMPLOYEES

Digital BRAVO. We publish a weekly
ranking of Digital BRAVO leaders on
Plazza. We have already brought to
life employee initiative to award a
medal for the best feedback and dis-
plays of gratitude from clients. More-
over, there is also the opportunity to
get several medals in a single day.
Digital BRAVO ranking leaders get
such awards on a regular basis.

CROSS-FUNCTIONAL COLLABO-
RATION

Key Projects Visibility. Our inter-
nal communications manager and top
managers recently discussed their
key projects. The department of cli-
ent support and operational manage-
ment, network infrastructure, and IT
is now leading numerous projects
of the same kind. By the end of this
year, the most exciting information on
these projects as well as interviews
with project teams, will be published
on Plazza, while the most significant
projects will be covered by the team
members at the all hands meeting.

Global Teaming. At the top ma-
nager meeting, the project team got
information on key expectations re-
garding the project and the priority
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areas of cooperation. On the basis
of analysed results, a detailed plan is
set to be elaborated. This plan is ex-
pected to be brought to life through
collaborative efforts, which fully com-
plies with the idea that a mutually
beneficial collaboration with a global
team is among the key success fac-
tors in our multinational team.

Job Swap. BSI and CSO specialists
will be the first to take part in the pi-
lot stage of this project. This October,
two specialists from the departments
also tried working in a new sphere
and within a new team. As soon as
the pilot stage is over and the results
are assessed, a procedure will be
developed to make the programme
available for more participants.

Teambuilding. In the summer, we
held a half-year All Hands Meeting as
part of the project, and another event
is currently scheduled for the end of
the ongoing half-year period.

TRAINING AND DEVELOPING
SKILLS FOR FUTURE NEEDS
Skills Anticipation. As part of the
global Skills Anticipation programme,
a special tool — the Skills drive por-
tal (SDP) — has been both developed
and launched. It gathers and analy-
ses data on competency assessments,
and will be used to assess key com-
petencies mostly regarding functions
that have direct contacts with clients.
The data have been entered in the
system and through its analysis it will
be made possible to assess the cur-
rent level of competencies and the
overall training needed throughout
the whole company.

Learning Journey. This manager
training programme was launched in
September for the second time. In
2015, it was then successfully imple-
mented for the Sales Department em-
ployees. Now the list of participants
includes managers from other depart-
ments, and participants of the Con-
stellation development programme.
Learning Journey was developed
jointly with DDI, and consists of four

14

two-day modules led by our internal
training and development manager.

DIGITAL SOLUTIONS

Plazza. The project team has com-
pleted the design of the ‘Plazza in
the Russian Style’ space. This is a
user support group that provides
FAQs, professional recommendations
or helps to find suitable training for
entry-level users of Plazza.

Olife Revamp. The project team
suggested a number of new technical
solutions to optimise Olife, a corpo-
rate portal: integrated the feed with

Orange actively
promotes initiatives
focused on the
people, and also
develops use of
digital technologies
to provide its staff
with first-class
impressions of
working in the
company.

Plazza on the main page; decluttered
the website from outdated files; cur-
rently, the new service ‘Click to ac-
cess for managers’ is being deve-
loped.

Orange Products Internal Appli-
cations. The project group is de-
veloping new ways of using Orange
products within the company. On
Olife, there is a page with Orange pro-
duct accessibility statuses that can be
tested by our employees.

CONSTELLATION DEVELOPMENT
PROGRAMME. THE CENTRE OF
EXPERTISE ESTABLISHMENT
PROJECT

The new Constellation development
programme is now gathering pace.

The programme includes three direc-
tions:

Sun — development of managers;
Orion — development of technical ex-
perts;

Sirius — development of nontechnical
experts.

At the end of the second half-year,
the participants of Sun and Sirius
were named. These are employees
and managers who make significant
contributions to the company’s de-
velopment and are dedicated to their
personal, professional and career
growth.

Orion group will consist of specialists
who possess deep technical know-
ledge in one of our key spheres.
Each Constellation participant crafted
a personal development plan jointly
with their supervisor. These plans
provide an individual trajectory of
their professional or career develop-
ment in the company. It is a well-
known fact that practice is the best
method of learning, which means
learning through the fulfillment of
specific practical tasks. Therefore,
together with trainings and other
educational activities, Constellation
participants work exclusively with
projects, which is to become their
main development tool.

Sirius group members are engaged
in individual projects, while Sun par-
ticipants formed a project team to
join efforts to establish the Centre of
Expertise in the strategically impor-
tant areas of Maritime and Internet of
Things.

On 19 July 2017, the first meeting of
Sun participants and the company’s
top managers was held. The team of
top managers spoke about the pro-
ject’s tasks, and emphasised their ut-
ter importance for the entire company.
Over the next two months, the project
team was thoroughly elaborating all



the aspects of the future Centre of
Expertise. As a result, the top ma-
nagers were presented two models of
the Centre of Expertise: CoE IoT (Cen-
tre of Expertise Internet of Things)
and Maritime CoE (Maritime Centre
of Expertise). Both models were as-
sessed from the viewpoint of the ne-
cessary resources, financial costs and
lead time.

According to the plan, CoE IoT repre-
sents a separate team of 12 various
specialists with expertise regarding
solutions on the Internet of Things
market. The team will be formed
within the Business Solutions & In-
novations Department. Its main task
is the development and promotion of
our IoT solutions. The issue of this
professional team’s geographic loca-

tion will be settled considering the
factors of proximity to our clients,
and the availability of all necessary
competencies within the company
or on the external labour market.
Maritime CoE is planned as a vir-
tual, geographically distributed team
that will focus on the realisation of
solutions on the Maritime service
base. B
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®pank Waydd
FeHepasibHbIN AMPEKTOp,
Accoumaums eBpONencKoro
6busHeca
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Aoporuve yitartenn,

C VICKpPEHHWUM Y[OBO/IbCTBUEM TMpeACTaBssio BaM «KagpoBble BOMpockl B Poccuu:
UCCNeaoBaHus, aHanuTUKa, GakTbl». ITO yXKe YETBEpPTbIA BbINYCK XypHana, u
KaXablii pa3 Mbl CTpeMuMcsl obpallaThcs K Hanbonee 3HauMMbIM MpobriemMam, C
KOTOPbIMM MPUXOAMTCS CTaNIKMBaTLCA CrieunanmcTam B cchepe TpyAoBbIX PECYPCOB.

YenoBeyeckuin kanuTan — 3TO KNtoYeBOW (hakTop pocTa KOHKYPEHTOCNOCOBHOCTH
KOMMaHWIA, NoBbiLleHWst 3(DEKTUBHOCTM BU3HEC-NMPOLIECCOB U YCMELLIHON AesTENb-

HOCTW Ha rnobanbHbIX PbIHKaX.

[laHHOe n3paHne OXBaTbIBAET LWMPOKMUIA CMIEKTP TEM, CBSI3aHHBIX C CEKTOPOM Tpy-
[LOBbIX pecypcoB. B 4acTHOCTW, OMMCBIBAOTCS FMlaBHble TEHAEHUMWN pbliHKA TpyZa B
2017 rofly B KOHTEKCTe Moucka paboTbl, 3aprniaTHbIX OXWAAHWIN 1 YPOBHS BO3Ha-
rpaxkaeHust. MpMBOAMTCS OpMAMYECKas OLeHKa Borpoca rmbkux hopM 3aHATOCTM
C aKUEeHTOM Ha npaBa M 0653aHHOCTM paboTHMKa. YeTko chopMynmMpoBaHbl He-
KOTOpble BaXkKHble acreKTbl HOBbIX NpaBun Koaekca agMUHUCTPATUBHOIO CyA0MNpo-
M3BOACTBA. B kauecTBe npumepa NpuBAekaTenbHOro AN COTPYAHWUKOB KOMMeHca-
LIMOHHOrO NnakeTa paccMaTpUBaETCS KEWC OpraHu3aLmm KOpnopaTyBHONO NUTaHMs,
a TaKke pelleHus B 061acTv MeAMUMHCKOro CTpaxoBaHus. OnucbiBaeTcs OnbIT
NPUMeHeHNs LUMMPOBbLIX NPOrpamMM aAnst 06y4eHns nepcoHana U pa3BuTus He0Hxo-

ANMbIX HaBbIKOB.

S xoTen 6bl Bbipa3nTb 6narogapHoOCTb YneHaMm KomuTeTta AEB no TpyaoBbIM pecyp-
caM 3a NnoaaepXKy v AOBEpUe; CkasaTb OFPOMHOE cracvbo 3a BkIaA4 B CO3AaHue
nyénukaumm.

S UCKPEHHE HaZeloCh, UTO XypHas 6yAeT MHTEpPECeH 3KcnepTaM B cepe TpyAoBbIX
PECYPCOB C TOUKM 3peHUs NPOheCCUMOHasbHBIX HI0AHCOB M CrieumbnyecKkmx Bonpo-
CoB.  Tawkke Mofarato, YTo CTaTbu MOrv 6bl 6biTb MONE3HbI TEM KOMMAHUSM-
usfieHaM, KOTOpble HaxOAATCA B MOMCKE JyUllMX MPaKTUK U CBEXUX PELIEHWI B
o6n1acTv ynpaBneHusl TpyaoBbIMK pecypcamu. st LUMPOKOW ayaAMTOpuK TeMaThka
XXypHana Takoke MOXET NPeACTaBNATb ONPeAeNeHHYH0 LIEHHOCTb.

MNpusaTHoro yteHus!



YBa)kaemMblie HiTaTeAW,

CerofHs pblHOK HR B Poccum nepexwuBaeT nepexofHblit nepuod. OTyacTi 3To cBs-
3aHO C MOJSIUTUYECKON U SKOHOMMYECKON CUTyauMel, HO TakKe Mbl HE MOXEM W3-
6exaTb U BAMSHUS rnobanbHbIX TEHAEHUMIA. TO 03HAYaET, YTO KOMMAHUSM-YsieHaM
AEB Heobxoammo ybeamTbes, YTo X NpoBaiaepbl HR-ycnyr He CTOST B CTOpOHE OT

npouncxoadawmnx N3MEHEHWI.

VI3MeHeHMs Ha NIOKaSIbHOM YPOBHE CBSi3aHbl, B MEPBYIO 04epesb, C Jlokanu3aumeit u
MMMOPTO3aMELLEHNEM: KOJTMYECTBO 3KCMaToB, HEOﬁXO,El,VIMbIX B POCCVIVI, 3HauynTENbHO
COKpaTWUNOCh; NepCOHasibHble AaHHbIE COTPYAHWUKOB U KIIMEHTOB AO/MKHbI XPaHUTHLCA
B COOTBETCTBUM C 3aKOHOAATENbCTBOM Ha TeppuTopun PO. 3T1 1 apyrvne nameHeHus
N1LLb NMOATBEPXKAAIOT, YTO BeAeHue brsHeca B Poccum Ans MHOCTPaHHbIX KOMMaHWUiM
roKa OCTaeTCsl He caMblM NPOCTbIM AenioM 6e3 NOMOLUM NPOBEPEHHbLIX MapTHEPOB.
MocKkonbKy LeHbl Ha He(Tb CErOAHS 3HAUYUTENBHO HIDKE, YEM HECKONBKO NET Ha3ag,
n3-3a 4vero Kypc pybnsi 3ameTHo ocnaben, nonyyatb Npubblib Ha YPOBHE MPOLLSIbIX
NET cerofHs B Poccum Toxxe crnoxHee. IT0 03HaYaeT, YTo BM3HEC NPOAOMKUT UCKATb
nyTv aBTOMaTU3aumu, a 3apriatbl OyayT pacti No-NpeXXHEMY MeaneHHo.

Ecnu Mbl cHoBa 0bpaTuMcs K rnobanbHbIM TEHAEHUMAM, TO OBHApY>XUM 1 UX BKS-
HMe Ha 6u3Hec B Poccun. YTO KacaeTcs BOMPOCOB, CBSi3aHHbIX ¢ HR, 3T0 1 BO3pac-
TatoLas NonynsipHOCTb MPOEKTHOW paboTbl, U BKIKOYEHME 3MIEMEHTOB reiMuduka-
LMW B TPEHUHIU 1 BU3HEC-NpoLecchl. Takoke CTOUT OTMETUTbL TEHAEHLMIO Pa3BUTUS
3KOHOMWKM COBMECTHOIO MOTpebneHuns, KOTopasi OKa3blBaeT BMSIHWE NMPaKTUYeCKu
Ha KaXkabli PbIHOYHBIM CEKTOP.

B 31Ol nyb6nvkaumu Bbl HalgeTe CTaTbM KOMMaHuii-uneHoB AEB, koTopble npeao-
crasnsioT HR-ycnyru. Kak npeacrasuteny Komutera no TpyaoBbiM pecypcam Ac-
coumaumm eBponeickoro busHeca, Mbl CTPEMUMCSl, YTOBbl Y Bac Gblila BO3MOX-
HOCTb peanM3oBaTb Jydllne NMpakTUKU B 3TOM obnactu. Hawm noakoMuTeTbl — Mo
PEKPYTMEHTY; MO penokaumu; Nno KOMMNEHcaUUsM 1 Nibrotam; no TpyAoBOMY Mpasy;
Mo OLEHKe, 0OyYEHNIO M pa3BUTUIO MepCoHana — NPUHSNM ydactue B cbope akTy-
anbHOM MHGOPMaLMK ANs AaHHONM Ny6ankaumm, KOTopasi MOMOXET NpeacTaBUTENsM

6u3Heca 1 cdepbl HR B NpUHSTAN NpaBUbHBIX PELLEHWI, CBSA3AHHbIX C MEPCOHAOM.

M, KOHeYHO, Mbl ByaeM pafbl BUAETb Bac Ha NPEACTOALWMX MeponpuaTusix AEB.

AEB RUSSIA'S HR SECTOR 2018

Muxasnb NepMmepcxayseH
MNpencepatens Komuteta AEB
no TpyAoBbIM pecypcam,
Ynpaensiowmin anpektop Antal,
Poccusa
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[ A@BHble TeHAeHUU
pblHKa TpyAa B 2017 roay

PekpyTuHrosas komnaHusi Antal npeacrasuna pesynbTaTbl UCCnegoBa-
HUA* poccuiickoro pbiHka Tpyaa 3a 2017 roa, B KOTOPOM MPUHSIN yya-
cTtne 6onee BOCbMM TbICSIY4 MEHEAKEPOB.

MOUCK PABOTbI

Mo pesynbTaTaM WCCNeaoBaHWs 3TO-
ro roga, KaHauaaTbl CTann HaxoauTb
paboty u4yTb 6bicTpee. Moyt 60%
PECMOHAEHTOB, KOTOpblE 3aHMManuchb
NMOMCKOM paboTbl B TeYeHue nocnea-
Hero roga, CMOrM TPyAOYyCTPOUTLCS
MeHee YeM 3a 3 MecsiLa.

3APMJIATHbIE O)KUAAHUSA

91% pecnoHAEHTOB pacCUnUTbIBAKOT
Ha noBbllleHWe 3apnnaTbl Npu nepe-
Xo4e Ha HoBoe MecTo paboTbl. ITO Ha
5 n.n. 6onbuwe, yem B 2016 roay, 4To
rOBOPUT O HEKOTOPOM MOBbILLEHNM ON-
TUMM3Ma PECTNOHAEHTOB B OTHOLLEHUN
pblHKa Tpyaa.

BO3HAIPAXXAEHUE

C npowwsioro roga TeHAEeHUMS Mo pocTy
3apnnaT NpoAo/HKaeT COXpaHsTb Noso-
XKUTENbHYIO AMHaMKUKY: 44% pecrnoH-
[EHTOB NOMY4YUIn NOBbILEHWE 3apra-
Tbl, @ Y 48% OnpoLIeHHbIX 3apniaTa He
n3MeHunacb. lNpu 3ToM, Kak 1 B 2016
rofly, MeXxayHapoAHble KOMMaHuu ro-
BblLLANM 3apnnaTy COTpyAHUKaM 4alle,
yeM poccuiickue (55% npotus 30% co-
OTBETCTBEHHO).

Yalle Bcero 3apnnaTa yBenmumBanach
B TaKMX OTpacnsiX, Kak 34paBooxpa-
HeHne (54%), XMMUS U KOMMOHEHTHI
(53%), aBTOMOGWLHLI CEKTOP M MOo-
Tpebutenbckue ToBapsbl (Mo 52%).

B 2017 roay, no cpaBHeHuio ¢ 2016
rofioM, O/ OMPOLUEHHbIX, MOJTyYUB-
LWKMX noBbllweHre 3apnnaatbl Ha 20%
n 6onblue, Bbipocna Ha 4 n.n. u co-
ctaBuna 22%. Xotsa y 60nblIMHCTBA
pecrnioHaeHToB (56%) 3apnnarta mno-

BbICM/1AaCb HE3HAUYUTENIBHO — HA BeNn-
4nHy 4o 10%.

Momnmo 3Toro, 55% onpoLleHHbIX no-
nyunnu 6onHyc B 2017 roay.

YAOBNIETBOPEHHOCTb PABOTOM
Onpoc nokasan, 4to 6onble nono-
BMHbI pecroHAeHToB (68%) B LeOM
YAOBNETBOPEHbI CBOEN paboToi. bosb-
Le BCEro pecrnoHAEHTbl A0BOSbHbI OT-
HoweHusiMn B KomnnekTtuee (72% non-
HOCTbIO WM CKOpee YAOBNETBOPEHbI) 1
OTHOLUEHUSIMA C HayanbCTBOM (69%).
MeHblle BCEro Yy4yacTHUKM uccneno-
BaHUS [0BOJIbHbI  KOMMEHCALMOHHBIM
MaKeTOM M COOTHOLLEHWMEM Harpy3ku K
BO3HarpaxaeHus (Bcero 48% un 46%
MOJSTHOCTBIO UK CKOpee YAOBNETBOPEH-
HbIX COOTBETCTBEHHO).

OLIEHKA NEPCNEKTUB
POCCUIACKON SKOHOMUKH

B 2017 roay 23% pecnoHAEeHTOB oLe-
HMBaloT 6yaywee Poccum B cneayto-
wue 12 mecsueB OMNTUMUCTUYHO WK
O4YeHb ONTUMWUCTUYHO. 0 CpaBHEHMIO
C NpoWJSbIM roAoM, YMCIO ONTUMU-
CTUYHO HaCTPOEHHbIX POCCUSH yBeNn-
unnock Ha 9 n.n. Takxke cokpaTunacb
[ONS pecrioHAEHTOB, KOTOpble AaloT
MEeCCUMUCTUYHBIA WM OYEHb MNEccu-
MUCTUYHBIM NporHo3: B 2017 roay oHa
coctasuna Bcero 35%, 4to Ha 13 n.n.
MeHbLUe, YeM B 2016 roay.

SAKJTHOMEHME

CuTyaumst Ha pbiHKE TpyAa nocTerneH-
HO cTabunusmpyetcs. Mbl OTMEYaeM
MOJSIOXKMTENbHbIE TEHAEHUMM M B Ha-
CTPOEHUW PECMOHAEHTOB OTHOCUTESb-
HO MEepCreKTMB Pa3BUTUS POCCUINCKON

l Ill
i

KOHCTAHTUH
bPAAY30B

MapTHep,
[enapTtameHT no
paboTe ¢ KOMMNaHUaMK
NpOoun3BOACTBEHHOIO
cekTopa, Antal, Poccus
.|

3KOHOMWKM, W B COKpaLLEHWN CPOKOB
noucka paboThbl, M B AMHaMMKE poCTa
3apaboTHbIX Nnart.

[lna couckaTenei cuTyaumst Ha pbiHKe
CTaHOBWTCA 6onee GnaronpusiTHON, a
nepea pabotogatensmu 6yayT BO3HU-
KaTb HOBbIE BbI30BbI.

BoiiHa 3a TanaHTbl npomomkutcs. OT-
KPbITbIX BakaHCWIA MO-MPEXHeMY 60/1b-
LUe, YEM NOAXOAALUMX KaHAMAATOB, U 3Ta
TEHAEHUMs COXpaHUTCs. 3adaya HaTu
MO-HaCTOSILLEMY XOPOLUEro COTpYAHMKa
He MOTepsIET CBOK aKTyaNbHOCTb U He
CTaHeT ans paboToaartenen Gonee npo-
CTOI B HrvpKaiiLLMe HECKOSbKO JIeT.

YunTblBasl orpaHUYEHHbIE Pecypchl pa-
6oToaaTenen B BOMPOCE MOBbILLIEHMUS
3apaboTHbIX MaT, KOMMaHuM AenatoT
CTaBKy Ha HemaTepuasibHble MeToZbl
MOTMBaUMM nepcoHana. Ho nomoraer
NN 3TO YBENMYMBATb BOBJIEYEHHOCTb
nepcoHana? CornacHo pe3ynbTatam
nccneposanus, 20%  pecrnoHAeHTOB
WUMEIOT  AOMOSIHUTENBHYIO  3aHATOCTb
MOMMMO OCHOBHOM paboTbl. ITO MOXET
rOBOPUTb O TOM, YTO COTPYAHWMKAM He
XBaTaeT 3apaboTka Ha OCHOBHOW pabo-
TE WM OHW HEeOOCTaTOYHO BOBJIEYEHbI
B npouecc. Ho Takxke 3TO MOXeT CBU-
[EeTeNbCTBOBATb U O TOM, YTO, YYMThbI-
Basl YBE/IMYEHME 4MCIa NIIOAEN, pac-
CMaTpUBAIOLLMX BapWaHTbl MPOEKTHOM
W yfaneHHon paboTbl, caM TuMn B3aMMo-
[eNCTBUSI COTPYAHMKOB W paboToaate-
nei NpoAoHKUT TpaHCOpMMPOBaTLCS.

Mbl NnpogomknM cneguTb 3a TeM, Ka-
KM€ U3MEHeHUs XAOyT PbIHOK TpyAa, B
cneayowmx nccneaoBanmsix Antal.

* UccnepoBaHue npoBoamnock ¢ 28 mapTa no 28 anpens 2017 roga NocpeacTBOM OHMalH-oMnpoca, B KOTOPOM MpUHSAKM ydactue 8155
COTPYAHUKOB POCCUMIMCKUX U MEXAYHAPOAHBIX KOMMaHWi U3 pasHbIX PermMoHoB Poccun. YTobbl MOMYYMTb MOMHYIO BEPCUIO UCCNELOBaHWS,
OCTaBbTe 3asiBKy Ha calite Antal, Poccusi: antalrussia.ru/salary-survey.
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[ nbikne popmbl 3aHATOCTU: aKTY3AbHbIE
BOMNPOCHLI onpeAeneHns mecTa paboTl

N pe>xuma pabodero spemeHn,
npobAemaTunka coxpaHeHns1 KOHTPOAS1 HAA
paboTHMKammn, ocobeHHOCTN YBOAbHEHWSI

MUBAH
BEPANHCKUX

Russia & CIS

Ona Havyana noroBopuM O Me-
cre pa6otbl. CornacHo o63opy oT 26
despansa 2014 roga, yTBEPXAEHHO-
My [lpesvamymom BepxosHoro Cyga
P®, mectom paboTbl Ha3biBaeTcs pac-
MOSIOXKEHHAs! B OMpeAesieHHOM MecTe
OpraHv3aums, ee npeacTaBUTENLCTBO,
dbunmnan n nHoe 060cobneHHoe CTPyK-
TypHOe nogpa3sgeneHve. CneagyeT oT-
NNYaTb MOHSTUSI «MeCTo paboTbl» U
«paboyee MecTo». Tak, pabouee Mec-
TO — 3T0O MecCTo, rae paboTHUK AOSHKEH
HemnocpeacTBEHHO HaxoauTbcs (pabo-
YW CTON B 0h1CE, KOHKPETHBIV CTaHOK
Ha 3aBofe, TOYKa B MarasuHe U T.4.).
TakKe BaXXHO OTMETUTb, YTO pabouee
MECTO He SIBNSIETCA 0693aTeNbHbIM YC-
NTIOBMEM TPYAOBOro [0roBOpa, NO3TOMY
Nyylle ero He KOHKPETM3MpOoBaTb, TaK
KaK B NMPOTMBHOM Cny4ae noboe nepe-
MelleHne paboTHuka 6yaeT BO3MOXHO
TOJIbKO C €ro cornacusi.

Ocob6yro KaTeropuMio COCTaBJisi-
T AWUCTAHUMOHHbIE PabOTHUKM.
CywecTByeT [Ba [/aBHbIX KpUTEpUS
AMCTAHUMOHHOM paboTbl. MepBbii K3
HWUX — 3TO KOrAa paboTHWK BbINOMHSET
paboTy BHe CTaumoHapHoro pabouero
MeCTa, HanpuMmep, 0Ma, B TPaHCMopTe,
B kace, B ApyroM ropoae v T.4. Apyrum
KpUTEPUEM SIBNISIETCS CUTyauus, koraa

[vpekTop AenapTaMeHTa
IOPUAMNYECKOrO CONMPOBOXAEHMS
1 KOHTponsl, ManpowerGroup

CyLlecTByeT HEeCKOJIbKO NMPUOPUTETHLIX Belei ans paboTHu-
koB. Tak, no gaHHbIM uccnepgosaHua Millennial Careers: 2020
Vision, npoBeaeHHOro koMmnaHuei ManpowerGroup, 60/bLUNH-

CTBO PECNOHAEHTOB NpU TPYAOYCTpPOiCTBE 06paLlaloT BHUMa-
HMe Ha AeHbru (92%), HagexHocTb (87%), cBo6ogHoe BpeMs
(86%), konnekTuB (80%) M rmbkoctb (79%). YuntbiBasi 3Tu

pe3ynbTaTthbl, rMbkue (popMbl 3aHATOCTU NOCTENEHHO CTAHOBAT-
ca Bce 6osiee aKTyasnbHbIMM U NMPeAnoYTUTENbHBIMU KaK Ass
pa6oroparens, Tak u gnsa paboTHuka.

paboTopatenb nopyyaer paboTHMKY
3afaHns yepe3 ceTb WHTepHET, anek-
TPOHHYIO MOYTY W Apyrue uHcbopMa-
LIMOHHO-TENIEKOMMYHUKALMOHHbIE  TeX-
Honorun. [puUMepoM MOryT CIYXWUTb
pervoHasnbHble MeauLMHCKVe npeacTa-
BUTENN, XXYPHANWUCTbI, PeAaKTOpbI, An-
3aiiHepbl, NPOrpamMMUCTbI, ayanTopbl U
Apyrvie paboTHUKU YMCTBEHHOIO TpyAa.
[nsa cobnoaeHns 3akoHodaTenbCTBa B
TeKCTe TPyAOBOro [0roBopa Heobxo-
AMMO YyKas3aTb, YTO paboTa HOCUT AuC-
TaHUMOHHLIA  XapaKTep, BbINOSIHEHWE
paboTbl OCyLLeCTBNSETCS BHE MecTa
HaxOXAeHWUsl KOMMaHuM wnu ee obo-
COBMIEHHOrO MOAPa3AeneHuns, a Takke
nponucaTtb CBeaeHust o mecte paboThl,
B KOTOPOM AWMCTaHLMOHHbIA PaboOTHUK
6yaeT BbINOMHSATL TPYAOBYIO (DYHKLMIO
(Hanpumep, ropon).

MHorpa pabotogatenu CTankueatoT-
Csl C cuTyauMel, korga 4acTtb paboTbl
BbINOJIHAETCS paboTHUKOM B oduce, a
YacTb paboTbl HOCUT pa3be3fHON Xxa-
pakTep. Takyto dopmy Tpyaa TK PO He
npeaycMaTpuBaeT. 34eCb BO3MOXHbI
cnepylowye BapuaHTbl: M60  BKIIIO-
YNTb JOMOSHUTENBHOE YCIOBME O pa-
604eM MecTe COrfiacHO 4acTu YeTBep-
Towu ctatbn 57 TK P®, nnbo cocnatbcst
Ha MHAMBMAYanbHbIA rpacuk paboT u

nepuvoanYecKkn yCTaHaBIMBaTb €ro Ans
paboTHuMKa.

Crout ckasaTtb 06 HW3MEHeHusX
3aKoHopaTesIbCTBa B 4acTuM He-
nosiHoro paéouero BpeMeHu. Eciim
paHblle paboToaaTenb YyCTaHaBAMBan
60 HEMoMHbIN pabounit aeHb, 6o
HenosnHyto pabouyto Hegento, To Te-
nepb, ¢ 29 uoHa 2017 roga, MOXHO
KOMBMHMPOBaTb 3TN hopMbl paboyero
BpPEMEHU. BaxxHO OTMETWUTb, YTO B OT-
JenbHbIX Cyyasx pabotoaatens 06si-
3aH YCTaHOBUTb PaboTHMKY HenosHoe
pabouee BpeMsi No ero npockbe (bepe-
MEHHBIM XXEHLLMHAM U MHbIM 0C060 3a-
LUMLLIEHHBIM KaTeropusiMm paboTHWUKOB).
Mpwn 3TOM, yCTaHOBNEHWE HEHOPMMPO-
BaHHOro paboyero AHs [AonycKaeTcs
TOMBKO B TOM Cly4yae, eciiv paboTHUKY
YCTaHOB/EHA HeMnosHas paboyast Heze-
181, HO C NOJMHBLIM paboymM AHEM.

YTo6bl Y NpOBEPSIIOWMX HE BO3HWUKIM
npeTeH3nn, HeobxoamMMo 06s13aTenbHO
nponucaTtb nepepbiB Ha obea B MBTP.
OpHako ¢ 29 uoHs 2017 roga pabot-
HVKY, KOTOPbI paboTaeT He 6onblie 4
4acoB B [A€Hb, MOXHO 06efeHHbIN Me-
pepbIB He NPeaoCTaBnATb. OTO AO/HKHO
6bITb TaKkke 3akpenneHo B MBTP nnbo
B TPYZOBOM AOroBOpe C paboTHUKOM.
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Onnata cBepxypoyHoi paboTbl 1 pabo-
Tbl B BbIXOAHbIE AHN HE YYUTbIBAETCS
npy NoACYETE CBEPXYPOUHbIX YacoB. B
MOBbLILLEHHOM pa3Mepe MpOoM3BOANTCS
onsaTta To/bKO 3a hakTnyeckn otpabo-
TaHHblE Yacbl B BbIXOAHbIE M Hepabo-
yme npasaHUYHbIE AHW.

Kak KOHTpo/sMpoBaTb AUCTaAHLMU-
OHHbIX PaboTHMKOB? Pexum pabo-
Yero BpeMeHW PpaboTHUK onpeaensieT
CaMOCTOSITENBbHO, OAHAKO HeobxoanMo
mponucaTb AeTany B3auUMOAENCTBUS C
yoaneHHbIM paboTHMKOM B TpyAOBOM
[oroBope (3BOHWTb B Hayane W KOH-
e paboyero AHsl, HamMpaBnsTb OTYETHI,
MpOBEPSTb MOYTY U T.A.). PekoMeHayeM
npeaycMoTpeTb 06s13aTesbHble AeNCTBUS
paboTHMKa, B Clyyae BO3HWKHOBEHMS
npobnem € npeaocTaBfieHHbIM/NpUHAL-
nexawmm emy obopynosaHveM (foro-
BOp O MaTepuasibHOW OTBETCTBEHHOCTU
paboTHrka). Onpeaenute NopsidoK yse-
fomneHus paboropatenss o 6onesHu.

20

Ecnm paboTHUK He BbIXOAMT Ha CBSA3b 63
06BACHEHWS NMPUYMH, COCTaBNSNTE aKTbl
B NPOM3BOSIbHON (hopMe 1 npekpallanTe
BbiNylauvBaTh 3apaboTHyl0 nnaty. [ns
OCYLLECTBNEHNS] KOHTPONS PabOTHUKOB B
HaLLe KOMMaHumM 6bina paspaboTaHa IT-
nnatdopma JOBZZ, koTopas no3BonsieT
ornpesennTb reonoKaLmio, BpeMs MPUXo-
[a-yxoaa paboTHMKa, MOCMOTPETb OTYET
0 npogenaHHoli pabote. [na ynobcTea
Monb30BaHMsl [aHHasi nnatcopma ao-
CTyrnHa B BUAE MPUIOXEHUS, KaK Ansl
paboTHMKa, Tak u gna paborogartens
(cynepBaiizepa).

OTaenbHbIA Bonpoc y paboroaare-
nei BbI3bIBAlOT YBOJIbLHEHUS AWUC-
TaHUMOHHbIX paboTHMKOB. Heobxo-
AMMO MponucaTh B TPYAOBOM [OroBope
npoueaypy YBOJbHEHWSl, NpenycMo-
TpeTb [OMOJIHUTENbHBIE  OCHOBaHMS,
KOTOpble AO/MKHbI BbITEKaTb U3 AUCTaH-
LIMOHHOro XxapakTepa paboTbl U 6biTb
CBSi3aHbl C 1EeN0BbIMU KayecTBamu. Ha-

npyMep, HeoAHOKpaTHoEe Hecobnioae-
HWe chopMaTa oTYeTa O BbIMOSIHEHHOM
3a[aH1KM, HEUCrosHeHWe PaboTHWUKOM
CPOKOB BbIMOMHEHNS PabOThl, HEBBIXOZ
paboTHMKA Ha CBA3b, MPEBbILLEHNE 10~
MyCTUMOrO KOMMYECTBA OLWINGOK.

B psine cnyyaeB pabortopartenio 6yner
MpoLLe MPUMEHUTb 0COBble OCHOBaHMS
ANt yBOMbHEHUs1 paboTHWMKOB (Hanmpu-
Mep, [oka3aTb Nporys AMCTaHLMOHHOIO
paboTHMKa MPaKTUYECKN HEBO3MOXHO).
[Mpyv 3TOM CyAbl NOOXUTENBHO CMOTPSIT
Ha MPUMEHEeHVe AOMOMHUTESNbHBIX OCHO-
BaHWI YBONbHEHWSI AN ANCTaHLMOHHbIX
pabOTHMKOB.

Takum o0b6pasoM, Bce 6onbluee uuc-
70 OpraHu3auMin UCronb3yeT rmbkue
dopmbl  3aHATOCTU. OHWM  MO3BONSIOT
paboTtopatento achdekTMBHee pacrnpe-
[ensaTb pecypcbl, a paboTHUKY — MMETb
60nbLue cBO6OAHOr0 BPEMEHU, YTO Bbl-
rogHo ans o6enx cropoH. M



AVNCT3HUNOHHBLIV TPYA: «NaHaUes1» A
NOTeHUMaNbHbIN KOHPAUKT

AHHA
YANKUHA

Moa AVCTaHUMOHHBIM TPYAOM MOHUMa-

eTcs::

e BbINOSIHEHNE PabOTHWKOM TPYAOBOM
QYHKUMM BHE MeCTa HaxOXAeHusl
pabotogatens unm ero obocobnex-
HOro CTPYKTYPHOrO MoApasaeneHuns
(B ntoboit chopme);

® MECTO BbINOSIHEHWSI TPYAOBON (DyHK-
UMN HEe HaxoauTCs MOA KOHTPONEM
paboTtogarens;

* MCMOMb30BaHNe paboTHUKOM CeTU
WHTepHeT Ans BbINOMHEHUS CBOEN
TPpyaoBoW (YHKUMM W B3aMMOAEN-
cTBus ¢ pabotopatenem.

VIHbIMW ClIOBaMU, 3TO TOT (hyHKLIMOHA,
KOTOPbIi PaBOTHUK MOXET BbIMNOJHATbL
YAANEHHO, He NpUCYTCTBYS B oduce.

NMPUHUMAEM HA PABOTY
«AUCTAHLIMOHLLINKA»

Mpu HaliMe paboTHMKA NSt AUCTaHUM-
OHHOW paboTbl OCHOBHbIM AOKYMEHTOM,
(VKCUpYIOLLMM YCIIOBUSI TPYAOYCTpPOiA-
CTBa 1 NopsaaoK ,qaaneVlLuero B3anMO-
[ENCTBUSI CTOPOH, SIBASIETCS TPYAOBOM
[0roBOp.

MoMMMO 06s3aTeNbHbIX YCOBUIMA, B
TPYAOBOW [IOrOBOP BKJ/IKOYAIOTCS Crie-
AytoLume yCnoBus:

Cnoco6 o6MeHa fOKyMeHTaMu

3aKoHOAaTeNbCTBO MPeaoCTaBnseT [Ba
BapviaHTa: o6MeH AOKyMEHTaMU, MOAMNM-
CaHHbIMM YCUNEHHOMN KBanMbULMpOBaH-
HOM LMchpOBON MOAMMCHIO, MM OBMEH
OpUrMHanamMn [JOKYMEHTOB MO royTe
WM nyTeM NIMYHOM nepepaun. Cropo-
Hbl HE MOTyT AOrOBOPUTLCS 06 OTrpaB-

OpwcT, pykoBoauTENb

NpaKkTyku «TpyaoBoe NpaBo»
CaHkT-TeTepbyprckoro oduca
topuanyeckol pupMbl «bopeHnyc»

B coBpemeHHOM o6LwiecTBe BCce 60/bLUYIO0 LLEHHOCTb Mpu-
obpeTaeT BO3MOXHOCTb paLoHasibHOro u acpekTuBHOro
MUCMNONb30BaHUA CO6CTBEHHOro BpeMeHW. YKa3aHHOe Ha-
wno ceoe otpaxkeHue u B TK P®, koraa B 2013 roay B Hero

6bI/1M BHECEHDbI NMOJIOXKEHUSA O AUCTAHLMOHHOM TpyAe.

Ke CKaH-KOMui OKYMEHTOB ApYyr Apyry,
MpeaocTaB/eHne KOTOpbIX MpeaycMo-
TPEHO 3aKOHOM, MOCKO/bKY Takasi (op-
Ma [OOKYMEHTOB, COI/IAaCHO CyaebHol
NPaKTUKE, HE MOXET CNY>XUTb Haase-
XaLLMM [10Ka3aTe/lbCTBOM BOJEN3bSIB-
NEHNS CTOPOH.

BHeceHMe 3anucu B TPyAOBYHO
KHUXKY

B cuny npsiMOro ykasaHusi 3akoHa, o
COrnalleHuo CTOPOH CBEAEHWUS O AUC-
TaHLUMOHHOMN paboTe MOryT He BHOCUTb-
CS1 B TPYAOBYIO KHUKKY AUCTAHLMOHHO-
ro paboTHuKa.

O6opyanoBaHue U KOMNeHcauus
pacxopnoB

Bo3MOXHbI IBa BapuaHTa Uam X cove-
TaHve: pabotopatenb MpefocTaBnsieT
CBoe 060pyaoBaHMe (M KOMMEHCUpYeT
pacxofbl Ha ero obcnyXuBaHue), um
paboTHUK uMcronb3yeT cBoe (KU nony-
YaeT KOMMEHCaLMIO 332 UCMOJb30BaHWe
CBOEro UMyLLeCTBa B CIYXeOHbIX Le-
nax).

Pexxum paboTtbl, npegocraBsieHne
OTYETOB M MEXAHU3Mbl KOHTPONSA

Mo ymonyaHuto paboTHUK Bripase ornpe-
[ensTb CBOM pabounin rpacmk no cob-
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CTBEHHOMY YCMOTPEHUIO, €C/IU MHOE He
yKasaHo B [A0rosope. Takoi BapuaHT
noaxoamT, ecnm paboTHuMK paboTtaeT
«Ha pe3ynbTat. Ecm xe paboropare-
0 BXXHO CObNMofeHne onpeaeneHHoro
peXxxuMa paboTbl U AOCTYMHOCTM paboT-
HUKa ANsl CBSI3W, pPEKOMeHAyeTcs rpe-
LlyCMOTPETb TakoM PexuM B OroBope.

PaboTogaTenb Takke MOXET KOHTPONW-
poBaTb AeATENbHOCTb PabOTHUKA NyTeEM
YCTQHOB/MEHWSI Mopsidka npeaocTasie-
HMS pabOTHMKOM OT4YETOB O paboTte nnn
NCMO/b3YSl MHbIE MEXaHU3Mbl KOHTPOSIS:
BPEMSI pearvpoBaHusl Ha 3BOHOK, y4a-
CTUe B BUAEOKOH(EpeHUMSX 1 ap.

OCHOBaHUSA YBOJIbHEHMUS

3aKoHozaTesb YCTaHaB/IMBAET BO3MOX-
HOCTb MpeayCMOTPETb B A0rOBOPE Tako-
ro BuAa AOMOSHUTENbHBIE OCHOBAHUS
€ro pacTopXKeHUs! Mo MHULUMaTMBE pabo-
Togatensi. OHM He [OMKHbI UMETb AUC-
KPUMMHALWOHHBIA XapaKTep W AOMKHbI
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6bITb CBS3aHbl C paboToi (HanpuMep,
HeofHOKpaTHoe, bonee Tpex pas, He-
cobnogeHe CpPoOKOB NpeaoCTaBneHns
oTyeta).

OnHOBPEMEHHO, MHCMEKTOPLI He cYnTa-
0T BO3MOXHbIM BK/OYaTb B TPyAOBble
[OroBOpbI CriefytoLLye OCHOBaHMS:

e TPYZOBOW [0OrOBOP HE MOXET ObiTb
pacToprHyT Mo petueHunio paboTtoaarte-
NS B CNlyYae npveMa Ha 3Ty A0/KHOCTb
paboTHMKa, paboumMM MEeCToM Anst Ko-
Toporo byaeT oduc paboTtogaTens;

e YC/I0BME, COTMACHO KOTOPOMY paboT-
HMK B ntoboe BpeMsi MOXeT ObITb
yBONieH paboTtopartenem 6e3 obwbsc-
HEHWSI MPUYMH.

MecTto pa6oTbl

PexomeHayeTca nponuceiBaTh B TPYAO-
BOM [JOFOBOPE HACENIEHHbIN MYHKT WK
pEervoH, B KOTOPOM TpyauTCs paboT-
HMK, 4TObbI M36exaTb CNopoB ¢ paboT-
HVMKOM B OTHOLLEHUW MPefOCTaBNeHMSI

KOMMEHCaLmii, YCTaHOBIEHHbIX As pa-
6OTHUKOB ONpeaesieHHbIX TEPPUTOPUI,
a Takke noanepxaHus 3apaboTHOM
nAaTbl He HWXe pernoHansHoro MPOT.

U3MEHEHUE XAPAKTEPA TPYAA

HA AUCTAHLUMOHHDI

XapakTep Tpyaa paboTHMKa, U3HaYasb-

HO HaHsToro Ansa pabotbl B odmce pa-

6oToaaTensl, BO3MOXHO WM3MEHUTb Ha

AVUCTaHUMOHHBIV ABYMSI criocobamu:

e MpU HanMuuK cornacust paboTHUKa;

e MyTEM U3OaHWS NpuKasa 06 M3MeHe-
HUM OpraHM3aLMOHHBIX YCIOBUWIA TpYy-
[1a 1 NpUUMHaX TakUX M3MEHEHWI, C
YBEAOMIIEHNEM PABGOTHMKOB 3a 2 Me-
caua.

Bo3MoXeH W «rmMbpuaHbIA» XapakTep
TpyAa: BbINO/IHEHNE paboThl B oduce no
OCHOBHOMY [OrOBOPY YacCTb Heaenu, a
B TEYEHVe OCTaBLUENCs YacTu Heaenm —
Mo JOroBOpPY O AMCTaHLUMOHHON paboTe
no copMectutenscTay. M
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Cyanmcs c MmnHUCTepcTBOM BHYTPeHHUX
AeN n [f'ocyaapcTeeHHOWM MHCNeKumen
TpyAa NO HOBbIM NpasunaMm IKoaeKkca
aAMVUHNCTP3TUBHOINO CyAONPON3BOACTBA.
NSITb Ba>KHbLIX COBETOB

1. OPUCOAUNKLUNA

CynebHoe pa3bupaTtensctBo C npuMme-
HeHneM nonoxeHnin KAC npoxogut B
cypax oblwei ropucamkumn. Mpy 3ToM
MCK NOAAeTCs He 06s3aTeNbHO No MecTy
Hax0XKAeHUs1 opraHa rocyAapCTBEHHOW
Bractn. Ecim Mecto HaxoXaeHus ro-
Cy[apCTBEHHOrO OpraHa He CoBrnafaet
C TeppuTOpueN, Ha KOTOPYK pacrpo-
CTPaHATCS €ro MoSHOMOYMSI WM Ha
KOTOPOM WCMOSHSAET CBOM 06S13aHHOCTY
[O/MKHOCTHOE JIMLIO, TO WUCK MoJaeTcs
B CyA TOro paiioHa, Ha TeppuUTOpUK KO-
TOPOro opraH MCMOJHSIET CBOM 06si3aH-
HoCcTU. TO eCTb, Hanpumep, B Cyyae
BblAauM KOMMaHwu npeanucanna TUT
MockBbl UCK Heobx0AMMO noaasaTb MO
MECTY NPOBEAEHMS MPOBEPKU, @ 3HAUNT,
B PalOHHbIN CyA MO aAapecy KOMMaHWM.

2. KPYT BOnprocoB

B KAC o4epueH Kpyr gen, Kotopble pe-
LLIAKTCA C NPUMEHEHWEM AAHHOMO KO-
[ekca. He Bce aKTbl rocyapCTBEHHbIX
opraHoB obxanytotca B nopsiake KAC.
Tak, B fJaHHOM nopsiake obxanytoTcs
B TOM uucne npeanucanusa MTNT, pe-
weHua MB[ Poccun 0 HepaspelueHum
BbE3/la B CTpaHy MHOCTpaHLy, TO eCTb
aKTbl, WMelolWMe BACTHO-pacrnops-
OMTENbHBIV XapakTep U coaepaluue

AHAPEW CJIENOB

MapTHep, pykoBoaMTENb
NMpaKTVKV TPYyAOBOroO U
MUIrpalUnOHHOIo npaea
MOCKOBCKOIro ocbmca
MEeX/1yHapOAHOW HOpUANYECKOM
brpmbl «BANTEH BYPKXAPIT»

B 2015 roay 3akoHoaaTeneM 6bin npuHAaT Kogekc agMMHUCTpa-
TUBHOIO cyaonpousBoAcTBa (Aanee — KAC), perynupyowmii B

TOM Ync/ie NopsiAoK 06)KasoBaHMA NPEeANUCaHUi U pelueHui
(Taknx Kak Hepa3pelueH1e Bbe3fa), BbIHOCUMbIX B OTHOLLIEHUU
KOMMaHUA U MHOCTPaHHbIX FpaAaH MWUrpaLMOHHbIMM NOA-

pasaeneHnsamMn MuHucrepcrBa BHyTpeHHux aen (MBA) m lo-

cynapcTBeHHbIMU MHCNeKunsiMu Tpyaa (panee — N'MT). B xope
npMMeHeHUs1 AAHHOro HOPMaTUBHOIO aKTa BO3HMKaeT HeMaJlo

BONPOCOB, TpebyoLWmMX NPUCTasibHOro BHUMAHMS.

oba3aTeNibHble AN KOMMaHWI/UHO-
CTpaHHbIX rpa)kaaH ykasaHusi. Obxa-
NIOBaHWe nocTaHoBneHn MB/ o Hano-
KEHUWM aAMUHUCTPATUBHOMO LWTpada,
HanpuMep, 3a HECBOEBPEMEHHYIO MO-
CTAHOBKY Ha MUTPaLMOHHBIA YYET MHO-

CPpOK AAS NOASH
ICK3 NHOCTPaHHBLIM
MPAKASHNHOM
COCTaBASIET TP
Mecsua C MOMEeHT3,
KOrA3 OH Y3HaA A
AONKeH DbIA y3HaTL
O HapyLweHn
CBOEero Npasa.

CTPaHHOro paboTHMKA MPOUCXOAUT B
nopsiake Kogekca 06 aMMHUCTpaTWB-
HbIX NMpPaBOHaPYLUEHUAX.

3. MPOLIECCYAJIbHbIE CPOKHA
Cpok, B KOTOPbIi KOMMaHUSi MOXeET
obxanoBatb akt MBA unu TUT, co-

crtaBnset cornacHo KAC 3 mMecsua.
Mpn 3TOM OTCYET MAET C TOr0 MOMEH-
Ta, Korga KOMMNaHun cTasno M3BECTHO O
HapyLleHMM ee npaB M 3aKOHHbIX WH-
TepecoB. TeM CaMbIM 3aKOHOAATENEM
YCTaHOBJIEH CPOK, KOTOPbLIN TEYET BHE
3aBUCMMOCTM OT TOro, MbITAeTCA /1
KOMMaHusa 06>xanoBaTh aKT Yepe3 Bbl-
LUECTOALMIN OpraH WIN AO0/HKHOCTHOE
muo.

Cpok Ansg noAayu Ucka MHOCTPaHHbIM
rpaXKaaHWHOM TaKKe CoCTaBnseT 3
Mecsila C MOMEHTa, KOrAa OH y3Han
WM JOSKEH BblT Y3HaTb O HapyLWEHUN
CBOEro npaea (HanpuMep, 3TO MOXET
6biTb AaTa MPOCTaBNEHMs WTaMna B
rmacropTe 0 HepaspeLleHnn Bbe3Aa).

4. NPUBJIEMEHUE HOPUCTOB

KAC npeabsasnsiet 6onee crtporue Tpe-
60BaHMA K NnLYy, KOTOPOEe MpaBOMOY-
HO NPeaCTaB/siTb MHTEPECHl CTOPOHBI
B cyae. Tak, nNpeacTaBUTENEM MOXET
6bITb NMUo, obnagatoliee CTaTycoMm
aABoOKaTa, WM MHOE NULO, MMetoLlee
BbiCLLEE topuanyeckoe obpasoBaHue.
[ns noAaTBEPXAEHUS CBOMX MOJSHO-
MOUMI MpeacTaBUTENb NpPEeabsBAsSET
aBOKATCKOE YAOCTOBEpPEHME Unn [o-
KYMEHT, MOATBEPXAAOLWMNIA Hanmume
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BbICLLErO  OpUANYECKOro 06pa3oBsa-
Hus. OpHako TpeboBaHWE Hanuuus
lopuanyeckoro o6pasoBaHUs pacnpo-
CTpaHsAeTc WMMEHHO Ha npeacTaBu-
Tenen no A0BEpPeHHOCTVM — B Cllydae
NpeacTaBfieHNsl UHTEPECOB KOMIMAHWUK,
HanpuMmep, ee eauHONIMYHBIM UCTOoN-
HUTENbHLIM OpraHoM, Takoe TpeboBsa-
HUE He NpeabsABAeTCcs.

5. TPEBOBAHUA K COOEP)KA-
HWUO AOBEPEHHOCTM

[na npeacraeneHns MHTEPECOB B cyae
KAC npenycMaTpyBaeT XecTkue Tpebo-
BaHUA K COAEP>KaHUIO LI,OBepeHHOCTEI‘/’I.
B AOBEPEHHOCTY AO/MKHO YETKO YKasbl-
BaTbCA MpaBO npeacraBuTend no Ao-
BEPEHHOCTU OCYLLECTB/ATL OCHOBHbIE
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rpoueccyanbHble AENCTBUS M MPaBo

Ha UX OCYyLUECTB/IEHWE CaMOCTOATENb-

HO WMAKM C cornacms NpeacTaB/sieMoro

nmua. KAC coaepxuT nepeveHb aeid-

CTBWI, MOSIHOMOYMSI Ha COBEPLUEHME

KOTOPbIX AO/MKHbI OblTb OrOBOPEHLI B

[OBEPEHHOCTM BHE 3aBUCUMOCTU OT

TOrO, Kakue 13 HUX ByayT Ha npakTuke

OCYLLECTBNATLCS:

e joanucaHve agMMHUCTPaTUBHOMO MC-
KOBOMO 3asB/IEHUS], BO3PAKEHUN Ha
Hero, nogaya ux B cya;

e 3aAB/IEHNE O TMPUMEHEHUN Mep
npeaBapuTeSIbHONM 3alWTbl MO UCKY;

e ogaya BCTPEYHOro aAMWUHUCTPa-
TUBHOrO 3asiBfIeHNS;

e 3aK/IOYEHME COrnalleHns o npu-
MWPEHWUU CTOPOH WM COrfalleHuns

no akTnyeckuM obCTosATENbCTBaM
aena;

MOJHbIN/YACTUYHBIN OTKA3 OT aAMMU-
HUCTPATMBHOIO WUCKa WAW MpU3Ha-
HMEe UCKa;

N3MeHEeHNe NpeaMeTa/0CHOBaHUS af-
MUHWUCTPATUBHOMO UCKa;
noAnucaHne 3asiB/IEHUsI O MepecMo-
Tpe cyaebHbIX akTOB MO BHOBb OT-
KPbIBLUMMCSt 0OCTOSITENBLCTBAM;
obxxanoBaHue cyaebHoro akTa;
npeabsiBNeHNE K B3bICKAHMIO UCMON-
HUTESIbHOrO AOKYMEHTa;

NnoslydeHne MPUCYXAEHHbIX AEHEeX-
HbIX CPeACTB WM WMHOMO WUMyLle-
CTBa;

nepeaaya rosHOMOUMIA APYroMy Ly
B nopsake nepenosepvs. M



CounakeT B yCAOBUSIX SKOHOMNIN: KaK
onTuMnM3nposBaTb bloAKeT Ha NTaHne

bes3 yulepba ans nepcoHana

AHACTACHKA
AHTOHOBA

HR aunpekTop,
Delonghi

Cymma 6aHKOBCKOrO cuyeTa paayet
TONbKO B MepBble Mecsubl paboTbl,
o4eHb ObICTpO MpeBpalascb B npu-
BbIYKY M AAHHOCTb, W COTPYAHMK Ha-
UYMHAET 3a4aBaTbCs BONPOCOM: «A 4TO
Janblwe? Yto ewe Bbl MOXETE MHe
NPeANOXUTb?>».

[paMOTHbIE COMCKAaTENM XOPOLIO OC-
BEeZIOM/IEHbI O CYLLECTBOBaHWUM A0MOs-
HUTENbHbIX UHCTPYMEHTOB MOTUBALMM
nepcoHana. PaboTogatenn KOHKypu-
PYIOT B MPEASIOXXEHUM Hanbonee uHTe-
PECHbIX YC/TOBUIA COLMABHOIO MakeTa,
“306peTas BCE HOBbIE BApUaHTbI Npu-
B/IEYEHUsI MePCOHana, He CBA3aHHbIe C
MPSMbIMU (UHAHCOBBLIMU BbINIaTamu.

BaxkHO 1 TO, UTO, Kak 1 B paboTe ¢ no-
TpebuTensammn ToBapa uUam ycyru, npu-
B/IeYb FPaMOTHOMO COTPYAHMKA AN OT-
fena HR — 370 nuwb nepsbIl war. Llenb
B [10/IFOCPOYHON MepcreKkTvBe — yaep-
XaTb M MOTUBMPOBATb Ha EXEAHEBHYIO
achdekTvBHYIO paboTy. [JOCTOMHbIN COLl-
MaKeT CTaHET OAHWUM U3 BaXKHENLIMX WH-
CTPYMEHTOB MOBbILLEHUSI NIOSSTIbHOCTH,
ecm Gyger oTtBeyaTb MNOTPEbHOCTAM
COTPYAHUKA C TOYKM 3peHust yaobCTBa,
MUHWUMarbHbIX 3aTpaT BPEMEHW, WHHO-
BALMOHHOCTY Noaxofa.

B yCnoBuMaX XeCTKOro KOHTpons pac-
XOAOB, OTAENn nepcoHana pelaeT
HEMpOCTYI0  YMNpaBleHYecKyo 3ada-
4y — CHU3WTb 3aTpaThl Ha KOMMEHCa-
LIMOHHBI MAKET, COXPaHWB KayecTBO

CoBpeMeHHbIi PbIHOK OMJ1aThl TPYAA — 3TO KOHKYPEHLMS! HE TOJIbKO OKJ1afioB
M 6GOHYCOB, HO M BCEro KOMIUIEKCA YC/IOBUI pa6oTbl. BpemeHa, koraa
NpeTeHAEHT Ha AO0/HKHOCTb MHTEPECOBAJICA UCKJIIOUUTENIbHO (PMHAHCOBOM

CTOPOHOM KOHTPaKTa, AAaBHO MPOLWIN.

06CNy>XMBaHMSI U HE MOTEpPSIB JI0ASb-
HOCTb COTPYAHUKOB. CaMblii ONTUMarb-
Hbli BapWaHT peLleHuss 3ToN 3aja-
4yM — Koraa YCnoBuMsl COLMANIbHBIX Bbl-
nnat Ans COTPYAHMKOB He yXyala-
IOTCSl, @ [JaXXe MEHSIIOTCA B JIyLLYIO
CTOPOHY, W YfeHbl MpaB/ieHust BUAAT
peasibHyt0 3KOHOMMIO BrofpKeTa B KOH-
KpeTHbIX UMdpax no utoram roga. B
YCIIOBUSIX SKOHOMUM TaKOM CLEHapui
pasBUTUSA COBbLITUI KaxeTca daHTa-
CTUYECKM HeBeposiTHbIM. Ho  uHTe-
pecHoe W WMHHOBALMOHHOE peLleHne
ecTb. NS opraHusaumm KopriopaTuB-
HOro nNuTaHusa — 3To cepeuc Foodcard.
CucteMa opraHvM3aumMu MnUTaHuUs Co-
TPYAHMKOB MOCPEACTBOM YHUKANbHbIX
NNATEXHbIX KapT, YNpaBiseMbIxX Yepes
NNYHBIA KAaBUHET M MOBWNbHOE MpU-

noxexuve. [nacTukoBas KapTa pac-
CyMTaHa Ha OAHOro Mnonb3oBaTens C
BO3MOXXHOCTbIO BblOOpa KyXHU U CTO-
uMocTM obefda, MPUHMMAETCSl B pas-
NNYHBIX pecTopaHax Mo BCeN CTpaHe,
YNpaBnseTcs yepe3 JIMYHbIA KabuHeT
1N MOBuNbHOE NPUIOXEHNE U Crocob-
Ha pellaTb 3aflayl, CBsI3aHHblE C Op-
raHu3aument NUTaHUS 1 NocneayoLLEN
OTYETHOCTbIO.

CotpyaHunyectBo Delonghi n Foodcard
Hayanocb 3 roga Hasaj B paMkax op-
raHM3aumm nNUTaHus COTPYAHWUKOB MO-
CKOBCKOro oguca. PesynbtaTbl Nepeo-
ro nonyrognsi 2017 roga AOBOMbHO
noKasaTesibHbl X NPOCTO BNEYaT/IsIoT.
OpraHn3oBaHO NUTaHWE ANs BCEX CO-
TpyAHUKoB oduca B konuyectse 60
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yenoseKk. WM3HayanbHO OnepaTtopoMm
3MEKTPOHHBIX KapT nutaHua Foodcard
6611 NpeanoXeHbl U NOAKIOYEHbI
pecTtopaHbl Ha Bbl6Op, M3 KOTOPbIX
Ha CerofHs COTPYAHMKaMM KOMMaHum
Delonghi nocewatotcs B cpeaHem 8 3a-
BeaeHuii. OT komnaHum Delonghi Tpe-
60Basnioch BbIGPATb XENAaeMbIi CrINCOK
pecTopaHoB U Kade, C y4eToM nHTepe-
COB BCEX COTPYAHMKOB, @ BCIO OCTasb-
Hyto paboTy — neperosopbl, noanuca-
HMEe [OKYMEHTOB M TEXHWYECKOEe MoA-
K/IlOUYEHNE — OCyLLEeCTBWUIa KOMMAHUS
Foodcard.

DKOHOMUA Mpu paboTe C cucTeEMOM
nutaHus Foodcard coctoutT B Tua-
TENbHOM NIMMUTUPOBAHUM U KOHTPOSE
pacxofoB. Ha nepcoHanbHoW kapTte
MUTaHUS KaXKA0ro coTpyaHunka Delonghi
YCTQHOBMEH MECSYHBIN JIMMUT C exe-
[HEBHbIM OrpaHWyeHWeMm Mo BpeMe-
HW wWcnonb3oBaHusa. Ecam no kakow-
TO TMPUUMHE COTPYAHMK KOMMaHum
Delonghi He Bocrnonb3oBancs KapTon
NS onnatbl NUTaHus B TeyeHue obe-
[EHHOr0 BpEeMeHW, TO MCMonb30BaTb
BblAE/IEHHbIE CPEACTBA COTPYAHUK CMO-
XKET TOMbKO Ha creayrowmin padboumnit
feHb. B cnyyae, ecnu COTpyAHUK He
n3pacxomyeT BCIO CyMMy BblAeNeHHON
[OTauuM B TeYeHMe Mecsiua, AeHexX-
Hble CPEACTBa He NepexoasT Ha cre-
LytoLMiA Nepuog, a OCTakoTCs B pacro-
psXKeHWM KoMnaHuu. Takum obpaszom,
COTPYAHVK MPU XKENAHUW MOXET Mu-
TaTbCS B PA3/IMYHbIX PECTOpaHax Kax-
Obli ieHb, NpY 3TOM HEUCMNOsb30BaH-
Hble CpefCTBa He HaKamn/IMBaloTCs, YTO
3aKOHOMEPHO MPUBOAUT K 3KOHOMUU
ans komnaHum Delonghi, nockonbky
OMNMayYMBalOTCA UL haKkTUYeckn 3a-
Ka3aHHble COTpyAHuKOM 6moga. Cu-
CTeMa NacTUKOBbIX KapT MO3BONSET
COKpaTWUTb aAMUHUCTPUPOBAHME MPO-
Luecca, a TakkKe CHU3WUTb 3SKOHOMMU-
yeckne noTepu, B CBA3U C He Bcerga
MpO3payYHON OTYETHOCTHIO OT TOYEK
NUTaHWs1, eCNv Bbl NPeArnoYnTaeTe pa-
60TaTb C HUMK HanpsMyio.

SKOHOMUS B AEHEXXHOM BbIPaXXEHUM Bbl-
rnaaut 6onee nokasatenbHO: 3an/iaHu-
POBaHHbIN BHODKET Ha KOpropaTUBHOE
nuTaHue B nepsoM nonyrogum 2017
roga 6bin paseH 1 914 000 pybnei,
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Pe3ynbtaTt onTuMnsauum 6ropgxera
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(bakTyeckme e 3aTpaTbl COCTaBUU
Bcero 1 556 379 pybneit ¢ yueTom ycnyr
Foodcard. Takum 06pa3oM, 3KOHOMWS
HeWCrnosb30BaHHbIX CPeACTB MepBoro
nonyrogmsa 2017 roga cocrasuna 19%,
3a CYET (PaKTUHECKMX PaCXOAO0B COTPYA-
HWKOB Ha MUTaHWE M OCTaTKOB Ha Kap-

FPaboToaaTenn
300peTaloT
Pa3AVHHbIe
BapV/aHTHI
NpUBAEHEHINS
NepCoOHaNg,

He CBS13aHHbLIe
C NPSMbIMIA
(PVHaHCOBLIMI/
BbINASTAMI.

Tax C YCTAHOB/MEHHbIM Ha HUX MECSAYHbIM
NIMMUTOM C €XEeAHEBHbIM OrpaHUYeHu-
€M MO0 BPEeMeHW WCnonb3oBaHus. [pu
TOM, KONMYECTBO COTPYAHWKOB, MOMy-
YaloLLMX KOpropaTUBHOE MUTaHWUE, He
YMEHbLUNNOCh; HAaobopoT, € SiHBaps Mo
nionb 2017 r. HabnogaeTcs pocT umcna
nepxatenei kapT Ha 10%.

M Pacxogpbl Ha nutaHve  Ycnyru Foodcard

BropxeT c cucremoii Foodcard

Mbl BUAMM, 4YTO MpW 3HAYUTENBLHON
3KOHOMUM BroXKeTa, COTPYAHMKU KOM-
naHum Delonghi no-npexHemy nony-
YaloT KayecTBeHHOe M pa3Hoobpas-
Hoe nuTaHue B yaobHol ans odwca
reorpadum, KpoMe TOro, UM He HY>XHO
6eCrnokonTbCS O HaNNUMK CPEACTB Ha
KapTe, kak-TO KOHTPONIUpys uX; AocTa-
TOYHO MPOCTO MMETb KapTy npu cebe un
€Xe[HEBHO MCMOonb30BaTh ANs Ornna-
Tbl KOPNOpaTUBHbLIX 06ea0B. Perynsp-
HOe MOAKIIIOYEHNE HOBbIX 3aBeAeHWi
no3BoNsieT BHOCUTb pa3Hoobpasve B
npoLecc, a MHHOBALIMOHHOE peLleHue
3KOHOMWT BPEMSI COTPYAHWUKOB 1 ya00-
HO B Mcnonb3oBaHun. PabotopaTtens,
B CBOIO O4epedb, NMPUMEHSIET rMBKyIo
MU BbICOKOTEXHOIOTUYHYKD ~ CUCTEMY
OpraHusauuM KOpropaTUBHOIO MuTa-
HWSI, NErko afanTUpYeMyo MoA HyX-
Abl Delonghi, ¢ BO3MOXHOCTbIO Mony-
YeHus Bcell HeobX0AMMON OTYETHOCTM
B y#OOHOM BuUAEe WM MPOrHO3MPOBaHUS
pacxopoB.

B coBpeMeHHbIX peanusax 6u3Heca
YCTQHOBKA Ha 3KOHOMMWIO MHOFAa nLb
CNYXXUT MPEAnochifIKo K MOUCKY Ho-
BbIX HeECTaHAAPTHbIX BO3MOXHOCTEMN,
B pe3y/fbTaTe Yero BbIUrpaloT BCe.
YcnewHsii onbiT Delonghi n Foodcard
[AEMOHCTPUPYET, YTO SKOHOMUS MOXKET
6bITb NPOCTO ONTMMM3aLUMeEN 3aTpaT Co
3Hakom ntoc. |
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N\e4deHne KputTndecknx saboneBaHWA:
CTpaxoBble pelleHuns

HATAJ1bSA
CABUYEBA
PykoBoauTenb
[enapTtameHTa
JIMYHBIX BULOB
cTpaxoBaHus, MAI
CrpaxoBble 6pokepbl

Ho BMNOTb 4O HeaaBHEro BPEMEHW Ha
POCCMIACKOM PblHKE CTpaxoBaHWUs He
CYLLECTBOBASIO pELLEHWI, MNO3BOSISIHO-
WX B paMKax AOroBOpa MeaMLMHCKOro
CTpaxoBaHusl MnosiyyaTb JleyYeHue T.H.
KpUTUYECKMX (TshKenbiX) 3abonesaHui,
KOTOpble  SBASNCE  TPaAULMOHHBIMU
UCKTIOYEHUSIMU U3 CTPaxoBOro MOKpbI-
T1s. Ha TO 6bI110 HECKOBKO MPUYMH.

Bo-nepBblX, O0Nroe BpeMs COXHbIe
3aboneBaHuns, Kak, HampuMmep, OHKO-
JIOTUSi, NEYNSIUCb B OCHOBHOM B paMKax
roCyZlapCTBEHHON MeAWLMHbI, U CTpa-
XOBLUMKM MMENWN OYeHb OrpaHWYeHHble
BO3MOXHOCTM A1 OpraHM3aumnm nede-
Hus no AMC.

Bo-BTOpbIX, Aa)ke Mpyv BO3MOXHOCTK
nonyunte no AMC neyeHue B crieum-
anM3MpPOBaHHOW roCyAapCTBEHHOW Kn-
HVKE, ero cepBMUCHAs COCTaBALLAsA B
TO BpeMsi Mano oT/iM4yanacb OT npeao-
craBnsemoi no OMC.

W, B-TpeTbUX, ANt TOro YTOObl MOKPbI-
BaTb KpUTUYeCKne 3aboneBaHns B paM-
kax AMC, cTpaxoBLMKN OOMKHbI UMETb
B CBOEM nopTdene 06LWNpHYIO CTaTUCTU-
Ky MO Takoro poga 3abonesaHusiM Ans
KOPPEKTHOW OLIEHKM BEPOSITHOCTM HacTy-
MneHnst CobbITUIM B 3aBUCMMOCTM OT pas-
NNYHBIX (DAKTOPOB, CPEAHEN CTOMMOCTY
NeYeHns 1 NPOYMX PUCKOB C TEM, YTOObI
onpeaennTb aAeKBaTHbI Tapud.

Hanuuve nepBbIX ABYX YMNOMSIHYTbIX
BblILLIE MPUYNH HE 1aBasi0 BO3MOXHOCTY
aKKyMy/IMpOBaTb AAHHYIO CTaTUCTUKY
B HY>XHOM 06beMe M, COOTBETCTBEHHO,
npeanaratb NnoAo6HbIe NporpaMMbl.

[Ao6poBonbHoe MeauLMHCKoe cTpaxoBaHue ([MC) gaBHO yXke CTazio HeOTb-
€MJ1eMOi1 YaCTbi0 KOMNEHCALMOHHOrO NaKeTa A/isl COTPYAHUKOB MHOMMX KOM-
nanuii. MporpamMmbl [IMC No3BONAIOT MOJ/y4aTh KAYECTBEHHYHO MEAULIMHCKYIHO

MOMOLLb B CaMbIX Pa3JIM4YHbIX CJyYasX.

3a nocnegHue HeCKOmbKO NEeT CUTyaumst
CUNbHO M3MeHunacb. CTano BO3MOXHbIM
nony4atb HeobXxoanMMoe fieyeHne Tshke-
NbiX 3aboneBaHUi B CEKTOpEe KOMMEp-
Yeckon MeauUMHbl, B T.4. no AMC. Mpu
3TOM MPUMEHSIOTCS COBPEMEHHbIE METO-
[MKK, UCMOMb3YHOTCS afieKBaTHbIE NeKkap-
CTBEHHble CpeacTBa M obopyaosaHue,
nauueHTam obecneumBaeTcs KOMGopT.

KpoMe Toro, Ha poCcCUMCKMIA CTPaxoBoW
PbIHOK BbILIMIO HECKOMBKO MEXayHa-
POAHbLIX KOMMaHWK1, creuvanusnpyo-
LLMXCSI HQ OPraHM3aLumn NeYeHns Kpu-
TUYECKUX 3a60/1EBaHUIA 1 UMEIOLLIMX He
TOMbKO HEOBXOAMMBIN OMbIT U 3HAHWS
B JaHHOW 0611aCTK, HO U MHOMOJIETHIOKD
OGLUMPHYIO CTAaTUCTUKY MO CTPAXOBbIM
CnyyasM. B pesynbTate nosiBUICA Le-
NbI P CTPaxoBblX MPOAYKTOB, CO3-
[laHHbIX JI0Ka/NbHbIMK CTPAXOBLLMKAMU
COBMECTHO C MEXAYHapOAHLIMU Mpo-
Balgepamu.

B 3aBMCMMOCTM OT CTpaxoBLUyKa Mpo-
JYKTbl MOTYT Pa3finyaThCs, HO €CTb He-
CKO/bKO OBLLMX XapaKTepUCTUK:

e JleyeHne OHKOMorMyeckunx 3abone-
BaHWIA MOKPbLIBAETCS! BCEraa; Kpome
TOro, MOXET 6bITb BK/ILOYEHA OMia-
Ta CNOXHbIX KapAMOXMPYPrUUeckux
N HEeNpOXMPYPruyecKux onepauui,
TPaHCMIaHTaUyMsl OpraHoB;

e BCEraa ecTb Nepuoj 0XuaaHus, Kor-
[1a OpraHM3aLms IeYeHnst He Npoms-
BOANTCA. Ero mpoao/mKuTenbHOCTb
3aBUCUT OT KOHKPETHOWN MPOrpaMmbl
1 npoBaiiaepa;

e B MporpamMmy 06bIYHO BXOAWUT ONLMS
«BTOpOe MHeHVe» — A1l MOATBEPXK-

ZeHnst (MM onNpoBepXKeHUs) NepBo-
HayanbHOr0 AMarHosa y QApyroro
NpPOUIBLHOMO CNeLUManvcTa;

e [OKPbIBAETCS NekapcTBeHHoe obe-
CrneyeHne, a TaKkxke OnsadMBaloTcs
nepenet, TpaHcdhep, pasMeLleHne B
oTerne, CONpoBOXAEHVE NauueHTa B
KIMHWKY.

JleyeHue valle Bcero opraHusyeTtcs 3a
pybexxom (FepmaHusi, U3pannb, Wcna-
Hus, IOxHasa Kopes, Typumus u np.) — B
KIIMHWKAX U Yy KOHKPETHbIX crieumanu-
CTOB, UMEIOLLMX HauNyuLUyLO pe3y/bTa-
TUBHOCTb JleYeHus.

Mpu 3TOM B NocneaHee BpeMsl B CBSI3M
C BbICOKOW BOCTPEBOBAHHOCTbIO, MOSi-
BUMCb NPELSIOXKEHNS MO OpraHn3aLmnm
neyeHus B Poccum, YTO BMOSTHE MOHSAT-
HO: NeyeHne NpoXoanT B 3HaKOMOW 06-
CTaHOBKe, Ha POAHOM 53blke, 6e3 Heob-
XOAMMOCTU ANUTENbHBIX NepeneTos. B
HacTosiLLee BpeMs Lenblil psifi poCCuii-
CKMX KJIMHUK MMEET BCE BO3MOXHOCTU
[Ns opraHn3aumnm nevebHoro npouecca
B COOTBETCTBUMM C MEXAYHAPOAHbIMM
NMpPOTOKOMaMM, Ha CaMOM COBPEMEHHOM
YPOBHE 1 C XOPOLUMMY Pe3yNbTaTaMu.

W elle oanH BaXkHbIM MOMeHT. Ecnm co-
TPYAHWKM He 3aCTpaxoBaHbl MO yKa3aH-
HbIM NMpOrpamMMaM, Ho HeobX0AMMOCTb B
TaKOM JleYEHWN BO3HWKIIA, BCErAa ecTb
BO3MOXHOCTb OpraHu3oBaTb BECb Mpo-
Lecc uepe3 MeAVLMHCKUE CepBUCHbIE
KOMMaHUM, HauuHasi C Bbibopa Bpaya,
obnafaloLero  MosIOXKUTENbHBIM - Ofbl-
TOM JleYeHWsl MaUMEHTOB C AaHHbIM 3a-
6onesaHneM, 1 3aKaHuMBas peabunnTa-
Lmelt nocne npoBeaeHHoro fieyeHus. l
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AEB RUSSIA'S HR SECTOR 2018

IKaK NnoBbICUTL YAOBAETBOPEHHOCTb
COTpYAHUKOB? Y3HaunTe y Orange!

EKATEPUHA
KOKAPEBA

npaBoro otaena,

HavanbHvK [loroBopHo-

Opunanyeckas ampekums,
Orange Business Services

HoJInAA PYOAKOBA
HavanbHuk Otaena
aIMUHUCTPATVBHO-
KaZpoBOro yyera,
[vipexkums o nepcoHarny,

Orange Business Services
|

B maprte 2015 roaa Orange npeacraBu/ia HOBbI CTpaTernueckuii niaH ao 2020 ropga noa HasBaHueM Essentials
2020. Ero rnaBHas Uesib — NOAHATb Ha HOBbIA YPOBEHb PaboTy C KJIMEHTaMM, UCNOJIb3Ysl B KAYeCTBE M1aBHbIX
MHCTPYMEHTOB U1 ee AOCTMKEeHUS 3a60Ty 0 CBOMX COTPYAHWKaX M BHeApeHue B paboTy HOBbIX TEXHOJIOMMM.
Ans atoro B 2016 roay 6bina 3anyuieHa kamnaHusa Orange Promise, ubeil 3apgaueii 6610 caenatb Orange Tou
KoMnaHuel, paboToii B KOTOpO# COTPyAHUKM 6yAyT NO-HACTOSALLEMY FOPAUTLCS.

Celyac Orange aKTUBHO MOAAEPXU-
BaeT couManbHble WHULMATUBLI ANs
CBOWX COTPYAHMKOB, a TaKxe CTpe-
MUTCS MOBbICUTb YAOBCTBO WX pa-
60Tbl, BHeapsia HoOBble LMdpPOBLIE
peweHuns. OceHbto 2016 ropa npo-
rpamma Orange Promise obcyxaanacb
COTPYAHMKaMM KOMMaHUM CO BCEro
MMpa B paMmkax Meponpusatus World
Café. OHM nony4nnu BO3MOXHOCTb
CaMOCTOSATENbHO 0003HaYNTb  30HbI
pocTa 1 NoAenuTbCS CBOMMU Npeano-
XXEHWUAMM MO JanbHENLIEMY Pa3BUTUIO
noao6HbIX UHMUMATMB KOMNaHuu. o
utoram Meponpusitus 6bino cobpa-
HO MHOXECTBO MAEN, KOTopble 6bln
paccMoTpeHbl koMaHaor HR. 17 npo-
€KTOB 6blI 0TOBpaHbl ANs AaNbHEN-
Lero BHeApeHWsI B paMkax BTOpOM
da3bl kamnaHum — «Orange Promise
B newncteum». B 2017 roay cneayto-
wasa dasa kamnaHum Orange Promise
6bi1a odmumanbHO 3anyweHa B Poc-
cun. Hap npeTBopeHueM obeLaHui
Orange B XWu3Hb b6yaeT TpyaMTbCA
KoMaHZa u3 6onee yem 20 yenosek.

ORANGE PROMISE. BY1b B KYPCE
COBbITHIA!

B 3TOM roay cTapToBas HOBbIM Mpo-
ekT Orange Business Service «Orange
Promise B [OencTBuM», B KOTOPOM
YYaCTBYIOT COTPYAHMKM pa3HbIX noa-
pasaeneHuit. OHW peanusyoT Uaeun u
nporpamMMbl, MNpeasioXXeHHble Kosne-
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ramMmm KomnaHuu. MTtak, 4Tto HOBOro?
YT0 yxe caenaHo? U 4yTo nnaHupy-
erca?

T'MBKUE METO/bl PABOTbI
Flexible Hours. B pexume rubko-
ro paboyero BpeMeHM yxe paboTaeT
paa noapasaeneHuin komnauuu: OT-
fen pacyetoB, OTaen onepauyoHHOro
ynpaBfieHuss U passuTus, [dupekums
Mo OpPraHM3auUMOHHOMY pasBUTUIO U
yrpaBfieHnio nepcoHanom B Poccun u
ctpaHax CHI n Cektop obcny>kmBaHums
KIMEHTOB. [10 KOHLA roAa nnaHupyet-
cs pa3paboTka npaBus, pernameHTu-
pYIOLMX 3TOT PeXuM paboTbl B KOM-
naHun. BeepgeHne rnbkoro pabouero
BPEMEHW B OCTasIbHbIX NOAPa3AeNieHn-
AX KOMMaHWM MNaHUpyeTcsl Co cneay-
foLLEero roga.

Agile Workspace. [lpoekTHas Ko-
MaHga npu  COTPyAHWMYECTBE  CO
Ctyavein Aptemus JlebepeBa pas-
pabaTbiBaeT CUCTEMY HaBuraumn u
6peHanpoBaHus ansg oduca B HalHe
«MepKkypuii». Kpome TOro, B Halimx
ocduncax HanayT peasibHoe MpuUMeHe-
HMe pasnnyHble CUCTEMbI C UCMOSIb30-
BaHueM KoHuenuwmm Internet of Things
(MHTepHeT Belwei, IoT), koTopble no-
BbICAT 3(PPEKTUBHOCTb U KOMPOPT-
HOCTb O(WUCHOro NpPOCTpaHCTBa, a
TaKkXke MocnyxaT ANns Hac Xopoluew
peKIaMoit.

MOOLPEHUE BOBJIEMEHHOCTUA
COTPYAHUKOB

Digital BRAVO. Mbl nybnvkyem exe-
MecsiuHble penTuHrn nuaepos Digital
BRAVO Ha Plazza. Yxe peanv3oBaHoO
NOCTynuBLUEE OT HalKWX COTPYAHM-
KOB MpeanoXeHWe HarpaxgaTb Me-
[Janbio 3a XOpOLUME OT3bIBbl KAWEH-
TOB M BblpaXxeHns GnarogapHoOCT ¢
MX CTOPOHbI, MpUYyeM NpeaycMoTpeHa
BO3MOXHOCTb MOJSIyYEHUSI HECKOJb-
KUX Meaanei B TeYeHWE OAHOMO AHS.
Jinpepol peintunra Digital BRAVO no-
Ny4aloT Takue Harpagbl perynsipHo.

KPOCC-®YHKLMOHAJIbHOE
COTPYAHUYECTBO

Key Projects Visibility. Haw cne-
LUManMCT MO BHYTPEHHUM KOMMYHM-
KauusiM nobecefoBana C  KOMaHAOM
TOMN-MeHeMKEPOB 06 UX KIOUEBLIX MPO-
eKTax. [lenapTaMeHT MoaAep)KKn K-
€HTOB W OrnepaTUBHOrO YMNpaBneHws,
ceTeBOW MHbpacTpykTypbl U UT Beaet
60/1bLIOE KOMMYECTBO TaKMX MPOEKTOB.
B KOHLIe TeKyllero roga Hanbonee WH-
TepecHble cBeaeHns 06 3Tux pabotax, a
TakXXe VHTEPBbIO C NMPOEKTHLIMU KOMaH-
famn 6yayT nybnukosaTbcsl Ha Plazza,
a 0 Hamnbosee 3Ha4YMMbIX NPOeKTax pac-
CKaXKyT CaMu COTPYAHWKM 3TUX KOMaHZ
Ha All Hands Meeting.

Global Teaming. Ha BcTpeue ¢ Ton-
MeHe[pKepaMn MpoeKTHas KOMaHAa



nony4ymna nHhopMaumio 06 0CHOBHbIX
0XMAAHUSIX OT 3TOrO NpoeKTa 1 o Npu-
OPUTETHBLIX HanpaBMEHUSX COTPYAHU-
yecTBa. Ha ocHoBe aHanu3a nony4yeH-
HbIX pe3ynbTaToB 6yaeT npopaboTaH
[eTanbHbI NMaH, peanusaumio  Ko-
TOpOro npeanosiaraeTcs  OCyLyecT-
BNSTb COBMECTHbIMW YCUM/IMAMW. ITO
MONTHOCTBI COOTBETCTBYET TOMY, YTO
B3aMMOBBIFOAHOE COTPYAHWYECTBO C
rno6anbHON KOMaHAoM — B YMCE KIo-
yeBbIX (haKTOPOB YyCneLwHol paboTbl B
Hallel MHOroOHaLMOHasbHOM KOMaHAe.

Job Swap. lNepBbiMK, KTO byaeT y4a-
CTBOBATb B «MWIOTHOM» CTaauu Mpo-
eKTa, ctanm coTpyaHukm BSI n CSO. B
OKTSI6pe ABa crieusanucra 3TuX noa-

pasaeneHnin yxxe nonpoboBann CBOU
CWMbl HA HOBOM AJ151 HYX y4yacTke pabo-
Tbl U B HOBOW KoMaHze. lNocne 3aBep-
LUEHWs! MUIOTHON CTaanM U OLEHKM ee
pe3ynbTaTtoB byaeT paspaboTtaHa npo-
Leaypa, U nporpamMMa CTaHeT AOCTyrnHa
[N paclUMpeHHOro Kpyra y4aCTHUKOB.

Teambuilding. B pamkax pgaHHOro
MpoeKTa NeTOM COCTOSICS MONyrofo-
Bo All Hands Meeting, a B koHLE Te-
KyLlero noslyroavsi NniaHvpyeTcs elle
O[HO MeponpusiTVe.

OBYYEHUE U PA3BBUTUE HEOBXO-
AUMBIX B BYYLLIEM HABbIKOB

Skills Anticipation. B pamkax rno-
6anbHol nporpamMmsl Skills anticipation

pa3paboTaH ¥ 3anyLleH creumnasnbHbIn
nHctpymeHT Skills drive portal (SDP),
Mo3BONSOWMIA COBMpaTb WM aHanmuaw-
poBaTb AaHHbIE MO OLEHKE KOMMeTeH-
umin. C nomolbto SDP npeanonaraetcs
OLIEHUTb BaXKHble KOMMETEHLUMWN rNaB-
HbIM 06pa3oM B cepe Tex yHKLMNA,
KOTOpblEe HanpsiMyl0 B3aUMOAENCTBY-
lOT C KINeHTaMu. Hamu yxe 3aBepLueH
BBOZ [AaHHbIX B CUCTEMy. AHanu3 co-
6paHHbIX AaHHbIX MO3BOMWUT OLEHUTb
TEKYLIMA YPOBEHb KOMMETEHLMUIA U
noTpebHOCTb B 0byYeHnn B LieNoM no
KOMMaHuu.

Learning Journey. JTa nporpamMma

06Yy4eHust Anst MeHeXepoB CTapToBa-
na B ceHTsI6pe yxxe BTOpoi pa3. B 2015
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rogy oHa 6bina ycnewHo peanv3oBa-
Ha Ans COTpyAHWKOB [lenapTameHTa
npoaax. Celyac cpean Yy4aCTHUKOB
MeHeXepbl ApYrvX MNOApasAeneHuin
KOMMaHWK, y4aCTHWKM NpOrpaMMbl pas-
BUTUSA «Co3Be3aune». Learning Journey
pa3paboTaHa COBMECTHO C KOMMaHWen
DDI 1 cocTouT 13 YeTbipex ABYXAHEB-
HbIX MoAY/EN.

LIN®POBbLIE PELLEHUSA

Plazza. lpoekTHas rpynna co3gana
npocTpaHcTBO  «Plazza Mno-pyccku».
STo rpynna MoAAEpXXKX Monb3oBaTe-
nein, NpefoCcTaBnsioLLas BO3MOXHOCTb
O3HAKOMJIEHUSI C «4aCTbIMK BOMpoOCca-
MW U OTBETaMWU», MOSTydeHust npodec-
CMOHAIbHOIO COBETA W/IM HAaXOXAEeHUS
0byyeHns HeobxoanMoro ypoBHSI Ansi
HauMHatoLWMX nonb3oBaTenei Plazza.

Olife Revamp. [MpoekTHas koMaHAa
NpeanoXuna HECKONbKO HOBbIX TeX-
HWYECKMX pEeLLeHUn Ons OMnTMMU3a-
UMM BHYTPUKOPNOPaTUBHOrO rnopTtana
Olife: nHTerpupoBana neHTy c Plazza
Ha rNaBHOM CTpaHMLE caiTa; OYMCTU-
Nla MpOoCTpaHCTBa caiiTa OT yCTapes-
wmx aiinos; B HacTosiliee BpeMs
paspabatbiBaeTcs HoBbIV cepsuc Click
to access for managers.

Orange Products Internal Appli-
cations. [lpoekTHas rpynna 3aHu-
MaeTcsl HanpaBfeHWeM Mo pa3BUTUIO
ncnonb3oBaHust  npoayktoB Orange
BHYTpM KoMnaHuu. Ha Olife pa3melye-
Ha CTpaHWLa C yKa3aHWeM CTaTyCoB Mo
peanu3auny LOCTYNMHOCTU MPOAYKTOB
Orange, kOTOpble MOryT MpOTECTMPO-
BaTb HaLUW COTPYAHUKMW.

NMPOrPAMMA PA3BUTHUA
«CO3BE3AME>». MPOEKT
CO34AHNUA LEHTPA
SKCNEPTU3bI

HoBasi nporpamMma pa3suTust «Co3Bes-
ave» Habupaet 06opoTbl. MporpamMa
BK/tOYAET B cebs TpU HanpasneHns:
Sun — pa3BuUTNE MEHEMKEPOB;

Orion — pasBUTUE TEXHUYECKUX IKC-
nepTos;
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Sirius — pa3BuTME IKCMEPTOB HeTex-
HUYECKUX HanpaBEeHW.

B KOHLe nepBoro nonyroavs onpeae-
NIMNCb  YYacCTHUKM B HanpaBfieHUsIX
Sun n Sirius. 3TO COTPYOAHWUKN U Me-
He[pKepbl, KOTOpble BHOCAT 3Hauu-
TeNbHbIV BKIaA B Pa3BUTE KOMMaHMUM
1 HaueneHbl Ha cobcTBeHHOe npodec-
CMOHAaJIbHOE N KapbepHoe pasBuTHE.
B rpynny Orion BOWMAYT CNELUanmncTbl,
obnagatowme rnyboKMMM TEXHNYECKM-
MM MO3HAHUAMMN B OZIHOMN 13 OCHOBHbIX
chep. Kaxkabii yyacTHuK «Co3Be3anss»
COBMECTHO CO CBOWM PYKOBOAMUTENEM

Orange
NOAAEPXKMBaEeT
CcounanbHble
VHVLUNETBBLI ANS]
CBOVIX COTPYAHWKOB,
a TaKOKe CTPeMnTCS
CAeASTb Donee
VAOBHOWM 11X
paboTy, BHeAPSIS
HOBbIEe LIN(DpOBLIE
peLueHmsl.

paspaboTan nnaH SIMYHOro pasBuTUS,
KOTOpbI MpeaycMaTpuBaeT WHAMBU-
AyanbHyIo TPAaeKTopuio ero npodeccu-
OHasIbHOTO WM KapbepHOTo PasBUTUS
B KOMMaHWM.

Kak M3BeCTHO, CaMblii 3(PheKTUBHBIN
cnocob obyyeHns — NpakThKa, TO ecTb
06yyeHne Yepes BbIMNOSIHEHNE KOHKPET-
HbIX MPaKTUYeCKMX 3afad. [losTomy
Hapsgy C TPEeHWHramMu v apyruMm 06-
YYatoLLMMK MEPOMPUSTUSIMUA YHACTHUKN
nporpamMmbl «Co3Be3aune» 3aHMMatoTCs
HEMOCPeACTBEHHON MPOEKTHOW Aes-
TENbHOCTbIO, KOTOpasi Ao/KHa CTaTb
OCHOBHbIM UHCTPYMEHTOM UX Pa3BUTHSI.

[ns 4yneHos rpynnsl Sirius 3To UIHANBU-
AyanbHasi MpoeKkTHasi AesTeNbHOCTb,
a y4yacTHMKM Sun 06beauHWInCbL B
MPOEKTHYKD KOMaHAy ANns COBMeCT-
Hol paboTbl Haj co3gaHueM LleHTpa
skcnepTtusbl (Centre of Excellence)
no CTpaTernyecku BaXKHbIM HamnpaBs-
neHusim — Maritime u Internet of
Things.

19 wiong 2017 roga coctosinace nep-
Bas BCTpeya yyacTtHukoB Co3se3aus-
Sun (HanpasneHns Sun) c KOMaHaoMn
TOM-MeHeaXepoB KOMMaHun. KomaH-
[a ToM-MeHeoXepoB pacckaszana o
3aflayax MpoeKTa, MOAYEPKHYB €ro
0co6YI0 3HAUYMMOCTb A1 BCEN KOMMa-
Huun. CnegyroLye ABa MecsiLa NpoeKT-
Has KOMaHAa 3aHMManacb AeTaslbHOM
npopaboTkoi BCcex acnekToB byaylue-
ro UeHTpa 3kcnepTtusbl. B pesynbTa-
Te KOMaHAe Ton-MeHemkepoB 6biin
npeacTaBneHbl MoAenn [AByX LeH-
TpoB 3kcneptu3bl: CoE IoT (Centre
of Excellence Internet of Things) u
Maritime CoE (Maritime Centre of
Excellence). O6e mMogenu yxe oue-
HeHbl C TOYKM 3peHUs HEOOXOAMMbIX
pecypcoB, MaTepuasibHbiX 3aTpaT U
CPOKOB peanu3sauuu.

CornacHo nnaHy npoekta, CoE IoT
npeacTaBnsieT coboi oTAeNbHYO Ko-
MaHay u3 12 cneumanucTtoB pasHoro
Npocuns ¢ 3KCNepTU30M B PELLIEHMSIX
Ha pblHke MHTepHeTa Belleli. KomaHaa
6yneT cosgaHa BHYTpW noapasaene-
Hus Business Solutions & Innovations.
Ee ocHoBHas 3apaya — pa3paboTka u
npoaswxkeHve Hawwmx IoT-pelueHui.
Bonpoc TeppuTOpManbHOro pacnoso-
KEeHUA 3ToN NpodeccroHanbHOW Ko-
MaHabl byaeT peweH ¢ ydeToM chak-
TOpPOB 6/IM30CTYM K HALIMM KJIMEHTaM U
Ha/IMYnsi HEO6XOAMMbIX KOMMETEHLMN
BHYTPV KOMMaHWM WIN Ha BHELUHEM
pbiHke Tpyaa. Maritime CoE nnaHu-
pyeTcs Kak BupTyanbHasi TeppuTo-
puvanbHO pacnpegeneHHas KOMaHaa,
KOTOpasi COCpefoTOuUTCs Ha pea-
NM3aumMmn pelleHnit Ha 6asle cepBuca
Maritime. H
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AEB MEMBERSHIP APPLICATION FORM / SAABAEHUE HA YAEHCTBO AEB

Please, email a scan of completed and signed application form to: membership.application@aebrus.ru, and send
the original document by post / lNoxanyicTa, BbILUAWUTE CKaH 3an0JIHEHHOIO 1 NOANUCAHHOIO 3asiBNIEHNS HA aApec:
membership.application@aebrus.ru, a opurnHan HanpaebTe NOYTON.

Calendar year / KanengapHbiii rog: 2018 | (Please check the appropriate box/boxes / YkaxuTe cOOTBETCTBYIOLMI roa,/roaa)

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

1. COMPANY /CBEAEHNA O KOMIMAHUA

Company Name in full, according to company charter. (Individual applicants: please indicate the company for which you work /
HasBaHne koMnaHuM B COOTBETCTBUM C YCTaBOM. (15 MHOMBUAYaANIbHBIX YJIEHOB — Ha3BaHMe KOMMaHuK, B KOTOPOI paboTaeT 3asBUTESb):

Legal Address (and Postal Address, INN / KPP / UHH/KMM:
if different from Legal Address) /
IOpuandecknii 1 hakTdecknii anpec, Phone Number / Homep Tenedona: Fax Number / Homep dakca:

€CJIN OH OT/In4aeTC4a OT ropnan4ecKoro:

Website Address / CTpaHuua B UHTEPHETE:!

2. CATEGORY/KATEIOPUA: THE CATEGORY IS DETERMINED ACCORDING TO THE WORLD'S TURNOVER OF THE COMPANY
Please attach the information letter on the activity of the company and its annual turnover with the signature of the head
of the company on the official letterhead

Company’s world-wide turnover
(euro per annum) / MupoBoii 060poT
KOMMaHuu (eBpoO B rof,)

Please indicate your AEB Category /
OTmeTbTe KaTeropuio

AEB Membership Fee /
YneHckuii B3HOC B AEB

[] | SPONSORSHIP / CrnioHcOpcTBO - 10,000 euro/eBpo
[ ] | CATEGORY A / Kateropusi A >500 million/MunnnoHos 6,300 euro/eBpo
[ ] | CATEGORY B / KaTteropus b 50-499 million/munnnoHos 3,800 euro/eBpo
[ ] | CATEGORY C / Kateropusa C 1-49 million/MmunnuoHos 2,200 euro/eBpo
[] | CATEGORY D / KaTeropusa [, <1 million/MmunnuoHos 800 euro/eBpo
| otvounL (/BT e s -

Any non-EU / non-EFTA Legal Entities applying to become Associate Members must be endorsed by two Ordinary Members
(AEB members that are Legal Entities registered in an EU / EFTA member state or Individual Members —
EU/EFTA citizens) in writing/
3asBneHue nobdoro PUONYECKOro N1LA N3 CTPaHbl, He Bxoasilel B EBpocoto3/EACT, u xenatoulero ctatb 4ieHom AEB,
DOJIKHO ObITb MMCbMEHHO MOATBEPXAEHO ABYMS YneHamu AEB (lopnanyecknmm nmuamm, 3apermncTpmpoBaHHbIMU
B EBpocoto3e/EACT, nnn nugneuayanbHbiMy YneHamn — rpaxgaHammn Espocotosa/EACT)

Individual AEB Membership is restricted to EU / EFTA member state citizens, who are not employed
by a company registered in an EU / EFTA member state /
K paccMoTpeHuio NpuHMMaloTCs 3asiBNEHNs Ha UHAMBUAYaNIbHOE YIEHCTBO OT rpaxaaH EBpocoto3a/EACT,
paboTalLmx B KOMNaHWUSX, CTPaHa NPOUCXOXAEHNS KOTOPbIX He BXxoauT B EBpocoto3/EACT

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

3. CONTACT PERSON / INDIVIDUAL MEMBER / KOHTAKTHOE AULIO / UHAMBUAYAABbHbBIW UAEH

Title, First Name, Surname / ®.1.0:

Position in Company / [10/XHOCTb:

E-mail Address / Aaopec an. no4Thbl:




4. COUNTRY OF ORIGIN / CTPAHA NMPOUCXOXXAEHUA

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

or B. For an individual applicant /

V|H,EI,I/IBI/I,EI,yaJ1beIM 3aABUTENAM:

Please specify the country, of which you hold CITIZENSHIP /
YKazaTb rpaxaaHcTBO

Please note that only EU / EFTA members can serve on the Executive Board and the Council of National Representatives/
BHumaHue! B CoBeT HaumoHanbHbIX npeactasutenei 1 NpasneHne MoryT ObiTb M36paHbl YNeHbl,
npencraensaoLme ctpaHbl EBpocotosa nnm EACT.

Please fill in either A or B below/ 3anonHuTte Tonbko rpady A nnu B

5. COMPANY DETAILS / UHOOPMALUA O KOMNAHUU

Company present in Russia since: / KomMnaHums nprucyTCcTBYET HA POCCUNCKOM PbIHKE C: r.
Company activities/ Primary / Secondary /
JearenbsHoCTb KOMMaHum OcHoBHas: BTopocTteneHHas:
Company turnover (euro)/ |In Russia/ Worldwide / LPlease do not include this in
the AEB Member Database/ He
O6opoT komnaHun (B EBpo) B Poccum: B MUpe: .
BKJllOYaliTE 9TO B CnNpaBoYHMK AEB
. . [ ] Please do not include this in
Number of employees In Russia Worldwide
ploy / / / the AEB Member Database/ He
KonnyecTtso cOTpyaHMKOB B Poccuu: B MUpE: .
BKJ/ItOYalTE 9TO B CNpaBo4HMK AEB

Please briefly describe your company’s activities (for inclusion in the AEB Database and in the AEB Newsletter) /
KpaTkoe onvcaHue gestensHocTy Balwwein komnanum (ans BkioveHns B 6a3y aaHHbix AEB 1 nybnnkaunin AEB)

6. HOW DID YOU LEARN ABOUT THE AEB / KAK Bbl Y3HAAU Ob AEB?

[ Personal Contact / J/InuHbI KOHTaKT [ Internet / iHTepHeT
[IMedia /CMU [] Event / MeponpusTtune
[] Advertising Source / Peknama [ ] Other / Opyron
Signature of Authorised Representative of Applicant Signature of Authorised Representative of the AEB /
Company / lNoanmcb ynosHOMOYEHHOMO LA 3asBUTENS: Moaonuces PykoBogutens AEB:
Date/[ara: Date/OaTa:

'Location of a parent company or of the main shareholder/ MecTtoHaxoxaeHue ronoBHOM KOHTOPbI I OCHOBHOIO Y4peauTens.
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Insurance & Pensions
1 Machine Building
Ba n kl ng & Engineering
Human Ressources

COn I"IECtIVG « Health & Pharmaceuticals
Finance & Investments

Commerciaﬂ/eghlic-:-e? IPerggun;lers EffeCtive ¥
Energy Agribusiness

Intellectual Property

Home Appliance§Taxati0n
Informative.

Real Estate  Small & Medium-Sized Enterprises
Migration

Product Conformity Assessment
Retail Trade Construction Equipment

WE HAVE BEEN SUPPORTING
EUROPEAN COMPANIES IN RUSSIA SINCE 1995

WWW.AEBRUS.RU .



AEB SPONSORS 2017/2018

Allianz IC 0JSC

Atos

Bank Credit Suisse (Moscow)

BP

BSH Russia

Cargill Enterprises Inc.

CHEP Rus

Clifford Chance

Continental Tires RUS LLC
Crocus International

Deloitte

DuPont Science & Technologies
Enel Russia OJSC

ENGIE

Eni S.p.A

EY

FAURECIA Automotive Development LLC
GE (General Electric International (Benelux) B.V.)
HeidelbergCement

ING Wholesale Banking in Russia
John Deere Rus, LLC

KPMG

ManpowerGroup

Mercedes-Benz Russia

Merck LLC

Messe Frankfurt Rus

MetLife

METRO AG

Michelin

MOL Plc

Novartis Group

OBI Russia

Oriflame

Porsche Russland

Procter & Gamble

PwC

Raiffeisenbank AO

ROCA

Shell Exploration & Production Services (RF) B.V.
Soglasie Insurance Company LLC
Statoil Russia AS

Total E&P Russie

Unipro PISC

VimpelCom PISC (Beeline)
Volkswagen Group Rus OO0
YIT

YOKOHAMA RUSSIA LLC



