CoLMO0JIOrd OTMEYaloT, YTO IPU ABYX
PaBHBIX IPEIIOXEHUIX COTPYIHUK BbIOM-
paeT KOMIIaHUIO, FapaHTUPYIOLIYIO MOJIyYe-
HUe JIbroT. U3B€CTHO U TO, YTO BCE 4Yallle
B Oopb0Oe 3a TaJlaHTHI collMajbHOE obecre-
YeHUE UCIIOJb3YIOT IJIs TOTO, YTOOBI «IIepe-
MaHWMTb» KBAJIM(MULIMPOBAHHBIX U LIEHHBIX
paboTHUKOB. TO €CTh, OYEBUIHBIM CTaHO-
BUTCSI, YTO PACCUUTHIBATh CETOAHS Ha IPK-
BJIcYeHME BbICOKOKBAIUMDUIMPOBAHHOTO
rnepcoHaja 0e3 mpeaoCTaBIeHUs COLUAIb-
HOTO ITaKeTa MPaKTUYeCKU HepeasbHO.

C yyeToM pacTyliux IMoTpeOHOCTE me-
peYeHb JIbIOT, BKJIIOYAEMbIX B COLIMAIbHBII
IaKeT, MOXET ObITh OYEHb Pa3HOILJIAHOBBIM
U pa3zHooOpa3HbIM. B HEro MoryT BXOAUTh
Kak TpocTeiinue (ornjgara MOOMIILHOM CBSI-
31, MIUTAHUsI, IIPOe3aa 10 MecTa pabOThI),
TaKk ¥ 0oJiee 3HAYMMbIC U JOPOTOCTOSIIME
MHCTPYMEHTHI MOTUBALIMU — OT 1OOPOBOJIb-
HOTO MEIMIIMHCKOTO CTPaXxOBaHUS U CTpa-
XOBaHUS XXU3HU 10 OeCIIPOLICHTHBIX 3aiiIMOB,
COLIMAJIbHOTO 0bOecIieueHUs OJIM3KUX POJCT-
BEHHMKOB, (pOpMUPOBAHUS KOPIIOPATUBHOM
nmeHcuu (puc. 2).

KopmnopaTtuBHast meHCHsl MOJb3YyeTCs
MHTEPECOM Yy OOJIbIIMHCTBA PECIIOHICHTOB
(69%). 1ns1 16% onpolieHHbIX (B OCHOBHOM
5TO OIbITHbIE HAEMHBbIE COTPYIHUKM ) HAJIM -
YKe 3TOM JIbIOTHI SIBJASETCS PellaloliuM
¢dakTopoM Mpu BeIOOpE paboTomaTes.

BHuMaHMe K KOPIIOPATUBHO TEHCUOH-
HOIl mporpamMme CBsI3aHO B TOM YUCJIE
U C aXKMOTaXeM BOKPYT CUCTEMbI 00513aTeIIb-
HOTO MEHCUOHHOIO cTpaxoBaHus. 1o cux
IIOp TaK M He MOHSATHO, YTO CTAaHET C ee
HaAKOIIMTEJIbHOM 4acThio, OyIeT JIM BhIIIa-
YHMBAThCSI TOCYAapCTBEHHAsl MEHCUS Yepe3

10—15 netr. U uMeHHO MO 3TOil NIpUYUHE
y paboTaIInX 1 MOTeHIIMATbHBIX COTPY/I-
HUKOB BO3pacTaeT CIIPOC Ha KOPIIOPaTUBHOE
TMIEHCMOHHOE 00ecIleueHHE.

KopnopatuBHas meHCMOHHAs IporpamM-
Ma B COCTaBe COILIMAJIbHOTO MTaKeTa SIBJISICTCS
JIOJTOCPOYHBIM MHCTPYMEHTOM MOTHBAIINM.
BaxHeiimmasa 3agaya TaKoro MHCTpyMeHTa —
3aKperjieHue/yaepxaHue nepcoHana, ¢hop-
MUPOBaHUE JIOSJIbHOCTUA paOOTHUKA K Opra-
HU3alMU B 0003pUMOI EePCIIeKTUBE U T10-
BBIIIICHUE TPUBJICKATEIbHOCTH paboToaaTe-
JIS 111 HOBBIX COTPYIHUKOB.

Wrak, c mepexomnom Ha pplHOYHbBIE OTHO-
IIeHUsI COIMAIbHBIN MaKeT MPOYHO BOIIE
B POCCHUICKYIO IPaKTUKY OM3HEca U MOTH-
BalIMIO IepcoHasIa. B ¢BSI3M C TEHAECHIIMSIMU,
CJIOXUBIIMMMCS Ha PHIHKE TPYJa, COLIMAIIb-
HbIe JbrOThI, OOHYCHl U MPOrpaMMBbl CTaJN
IJIaBHBIMU 3JIeMEHTaMU CTUMYJMPOBaHMsI/
YACpKaHUs COTPYOAHUKOB B KOMIIaHUAX.
IIpoBeneHHoOe MccaemoBaHUEe OOIIECTBEH-
HOI'0O MHEHHS O COIIMaJIbHOM 00eCIeYeHN
JI0Ka3aJ0 BaXXHOCTb U IEPCIEKTUBHOCTD
COIIMAILHOTO MaKeTa.
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ABSTRACT

Due to high competition in the labor market,
staffing agencies and human resources departments
(HR) are literally «<hunting» for qualified «brains». In
these circumstances, HR managers are designed
to create effective programs for recruitment and
retention of staff. Social package and its components
are becoming the competitive advantage of
organizations. The article explores the role of social
resources in staffing, the results of public opinion
research on the social potential and opportunities
for employees offered by employing organization.

ENGLISH SUMMARY

Background. Staff plays a major role in any
company. The functioning of the organization
depends on the working people, their skills,
abilities, ideas, and willingness to work. Without
human resources there cannot be organizations,
without qualified personnel it is impossible to
achieve any goal.

Personnel management is the process of
providing the enterprise (organization, company)
with personnel, their effective and efficient use, as
well as professional and social development. The
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employees, involved in preparation and output of
products, determine the success of the total labor.
Therefore, in modern system of production there
are entire groups (departments, divisions and
services) that are engaged in human resource
management.

Departments of Human Resources or HR
implement control functions, which include, in
particular, planning, training, motivation, evaluation
of personnel. In terms of market, private property,
changing legislation staffing services can acquire
new functions, but the basic and unchanging
function remains staffing of an organization.

Staffing refers to recruitment of quantitative
and qualitative team of employees to address the
main objectives of the company operation in the
economic space.

Number of personnel is a payroll of employees
required for organization functioning. Staff number
depends on the nature, scope, complexity, labor
intensity of production and management processes,
as well as their degree of mechanization and
automation.

In turn, the qualitative composition of staff is
a complex of professional, moral and personal
characteristics, expressing a measure of
employees’ compliance with the requirements
for a specific position. Qualitative composition is
reflected in the set of requirements for professional
qualification and skills necessary for performance
of certain functional tasks.

The need to respect road safety influences
staffing of transport organizations. The so-called
human factor often becomes increasingly important
in the emergence of accidents. For example,
the activities of railway staff, specifically, their
professional qualification, experience, ability to
orient quickly and make the right decisions are of
key importance not only for accurate organization
of the entire transportation process, but also, and
mainly, for its safety and reliability.

The author emphasizes that staff training is a
complicated, long process that involves number of
stages, in particular the staff recruitment, search
and selection of the most appropriate personnel.

Search and selection of staff becomes more
and more complicated every year, there is a «<hunt»
for the professionals at the labor market. Research
centre of the recruitment portal « Superjob.
Ru» notes that Moscow labor market in January
2013 has been characterized by high activity of
employers who have offered 8.1% more vacancies
than in December 2012. The author believes that
the employers’ search for qualified specialists will
only worsen and enumerates possible reasons for
it. They include:

— economic growth of the country, which
constantly needs new people;

— increase in demand for skilled professionals
in view of the continuation of the process of
technological re-equipment of the main industrial
facilities, the introduction of innovative technologies;

— deterioration of the demographic situation,
the shortage of human resources.

Working-age population decreases in Russia.
In this regard, the labor market remains market-
seeker of specialists in various fields. According to
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the recruitment agency «Penny Lane Personnel»,
the demand for candidates in 2012 increased by
5-20%, depending on the scope of business. The
same trend was in 2013.

Besides, the labor market is aging. In the coming
years a relatively small group of people born in the
1990s - early 2000s will begin working, and those
born in the 1950s and early 1960s, when Russia’s
birth rate was the highest for all the postwar period,
will retire. Moreover, the average worker’s age
is increasing. While in 2005 the average age of
economically active Russians was 39.6 years, in
2010, it came close to 40 years. Most Russians
engaged in economic activities (in 2010-75.4 million
people) are middle-aged workers.

Aging of the labor market is certainly one of the
major limitations of long-term economic growth.
Working population decreases gradually and by 2030
could be reduced by 12%. Unemployment is already
at a fairly low level, i. e. a shortage of supply in the
labor market can be a serious problem. Another
problem is the fact that skilled workers retire and
are replaced by the current generation without work
and life experience, only with a theoretical basis
behind. Consequence of the marked trend is the
need to motivate all categories of staff, including
highly qualified professionals and senior managers
to stay working in the company and in the industry.

Staff turnover causes considerable damage
to the organization. The author provides certain
examples. Today, as it is estimated by domestic
and foreign experts, costs of replacement of one
worker make up 7-20% of his annual salary, of one
specialist — 18-30%, of one manager — 70—100%.
Losses grow when employees are narrowly focused
specialists, for example locomotive drivers or
assistant drivers.

So, nowadays a huge role in achieving the
required quantity and quality of staff starts playing
staff motivation. Today, potential employees are
increasingly attracted by social benefits offered by
the employer.

The author notes that employees pay more
attention not to the material components of
motivation (remuneration, bonuses), but to intangible
components (professional and career growth, social
support measures that allow to maintain a balance
between work, personal life and other things).

Objectives. The main goal is to find out the
attitude of Russians to the social package provided
by the employer.

Methods. From August to October 2013
the author carried out an anonymous survey-
questionnaire on social security.

Results. The study involved 147 respondents
from Moscow and Moscow region: the age of the
respondents — 20 to 65 years, 8% — entrepreneurs
or business owners; 72% - employees; 12% -
students; 5% - pensioners, 3% — temporarily not
working people.

The study shows that social package (social
benefits) is important for the majority of respondents
(82%) and is a determining factor in choice of an
employer (See Pic.1).

Social package is a set of additional social
benefits provided by the employer. These additional
benefits and bonuses are formed by employers



on their own initiative and mostly on a voluntary
basis. Thus, he and his organization develop loyalty
among staff, create a competitive advantage in the
labor market in order to attract and retain the best
employees in the company.

According to the surveys, a few years ago a
social package could be the determining factor in
choosing an employer only for a third of potential
employees, but today an increasing number of
respondents pay attention to social guarantees.
Obviously, if a person goes all out on his work, he
needs appropriate conditions of work and rest. In
this regard, the employee begins to appreciate
the concern of the employer in the form of social
benefits, bonus programs more.

First social package began to be formed in the
major U.S., European and Japanese corporations,
which were forced to reckon with the growing
need to attract and retain skilled employees.
Effectiveness of the social package in foreign
companies is fully tested in practice.

As for Russia, the system of social benefits for
workers in the USSR emerged through the creation
of enterprise funds, reaching its peak after Kosygin
reform (1965-1970 gg.). The distribution of these
funds was associated with job performance,
but mainly leveling approach was dominant.
Later, during Perestroika and the transition to a
market economy, social protection of workers by
organization was lost. In the 1990s the majority of
workers of domestic companies were motivated
by money in the form of bonuses for the holidays,
seniority and promotion.

Now social package is an integral part of
conventional Russian practice. It is offered by any
respectable organization, which is interested in
qualified staff.

Research conducted by the author, shows
that 60% of all respondents will not work in an
organization where there is no social security for
employees. The respondents, who are ready to
work in companies without social security (40% of
all respondents) involve:

1) Unemployed and temporarily not working
people (100%). Most likely they are interested
exclusively in wages for a normal existence in
society.

2) Entrepreneurs and business owners (58%).
This category of citizens assumes responsibility
and risks of their personal welfare and social

security. At the same time as employers they
are «on the opposite side» of employees, their
interests are to increase company’s profit and
minimize staff costs.

3) Employees (39%). 54% are women aged 20
to 35 years (most having children or periods off the
job). And 46% are men of the same age: it can be
assumed that they do not pay much attention to the
choice of the employer, because they do not have
proper level of qualification. Most likely the main
purpose of this category of people in employment
is to gain experience to further build their career in
a more stable company with the provision of social
benefits and guarantees.

4) Pensioners (38%), who probably enjoy the
social benefits provided by the state, and work for the
sake of monetary rise in less reputable companies.

5) Students (28% ) without work experience, who
agree with all terms of employment for the acquisition
of seniority and employment records.

In view of the growing needs, the list of benefits
included in a social package can be very diverse and
varied. It may include both simple (payment of mobile
communication, food, transportation to the place of
work), and more significant motivation tools — from
voluntary health insurance and life insurance to
interest-free loans, social security for close relatives,
corporate pensions.

For 16% of respondents (mostly experienced
salaried employees) the availability of corporate
pension program is an essential factor in choice
of an employer. Attention to corporate pension
program is related to the changes in the system of
the mandatory pension insurance in Russia, because
it is not clear now whether pension will be paid in
10-15 years. Corporate pension program as part
of a social package is a long term motivation tool.
The mostimportant task of this tool is staff retention,
formation of employee loyalty to the organization in
the short term and increase in the attractiveness of
an employer for new employees.

Conclusions. With the transition to market
relations social package has become an integral
part of Russian business practices and staff
motivation. Due to the trends in the labor market,
social benefits, bonuses and programs have become
essential elements of encouragement / retention of
employees in companies. The study of public opinion
on social security has proved the importance and
potential of social package.

Keywords: personnel management, motivation, social package, corporate pension program.
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