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Abstract:

This article examined the dynamic world of remote work along with its advantages and disadvantage. By
means of an extensive analysis of extant literature, the research investigates the effects on workers welfare,
organizational efficiency, and collaborative relationships. The conclusions help companies navigate the
changing landscape of remote work in order to create a robust and creative future.
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Introduction

The increasing prevalence of remote work is causing a profound transformation in the workplace environment.
Organizational dynamics have seen a change that has been driven by global events such as the COVID-19 pandemic and
accelerated by technological advancements. This change has presented both opportunities and challenges. In this piece,
we explore the complex world of remote work, looking at the advantages and disadvantages it brings to businesses and
employees.

Even though working remotely allows for unmatched flexibility and adaptability, there are some challenges
involved. A detailed awareness of the challenges and opportunities associated with remote work is necessary to strike the
correct balance between its benefits and drawbacks. The purpose of this study is to provide a thorough analysis of the
advantages and disadvantages of remote work so that businesses and decision-makers can make the most of this changing
work environment.

Literature Review

1. Advantages of Working from Home

Numerous advantages for both employees and companies have been linked to remote work. According to
research by Bélanger and Allport (2008) [1], giving employees more control over their schedules and work environment
through remote work can improve job satisfaction. According to research by Gajendran and Harrison (2007) [2],
telecommuting is associated with better job performance and fewer intentions to leave the company, which suggests that
remote work may help create a more contented and dedicated workforce.

Additionally, implementing remote work gives businesses access to a worldwide talent pool, which promotes
inclusion and diversity (Bélanger & Allport, 2008) [1]. Organizations can access qualified professionals anywhere in the
world by removing geographical barriers, which promotes a more dynamic and diverse workforce.

2. Challenges of Working Remotely

Even though working remotely has many advantages, there are drawbacks as well. The move away from
traditional office settings presents challenges with regard to cooperation, communication, and worker well-being.
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According to Hill et al. (2003) [3], the absence of in-person interactions can impede team cohesion in remote work
settings, which may make it more difficult to uphold a collaborative organizational culture.

Furthermore, a common issue for remote workers is feeling alone (Golden et al., 2008) [4]. Lack of informal
office interactions can exacerbate feelings of isolation and alienation, which can have a detrimental effect on staff
engagement and morale. According to Kossek et al. (2011) [5], there is a risk that working remotely will obfuscate the
lines between work and personal life, which could lead to burnout and stress at work.

Opportunities like greater job satisfaction, access to a wider talent pool, and increased flexibility are all
integrated into the framework (Bélanger & Allport, 2008 [1]; Gajendran & Harrison, 2007) [2]. These components serve
as the cornerstone for the advantages of remote work, fostering a more adaptable and contented workforce.

Challenges. The framework takes into account problems with isolation, communication barriers, and possible
effects on mental health (Golden et al., 2008 [4]; Kossek et al., 2011 [5]). It is imperative for organizations to recognize
and tackle these obstacles in order to establish a remotely supportive work environment.

Embracing Opportunities. There are a lot of benefits to working remotely, and they have the power to change
how people see their careers and how businesses function. According to Golden and Veiga (2005) [6], the flexibility that
remote work offers allows workers to create customized work schedules, which promotes a sense of control and
autonomy. This increased freedom not only improves work-life balance but also job satisfaction.Furthermore, as noted
by Bélanger and Allport (2008) [1], having access to a worldwide talent pool eliminates the conventional geographic
barriers to talent acquisition. Nowadays, companies are able to put together varied teams with complimentary skill sets,
which foster creativity and innovation. According to Maznevski and Chudoba (2000) [7], this border-less teamwork is an
example of how remote work can transform collaboration beyond physical boundaries.

Overcoming Obstacles. The transition to a remote-centric workplace is not without difficulties, though. The
obstacles to collaboration and communication noted by Hill et al. (2003) [3] are formidable, underscoring the significance
of developing successful digital communication tactics. Working remotely forces teams to reassess how they
communicate, share information, and work together by moving from traditional face-to-face interactions to virtual
platforms.

Golden et al. (2008) [4] identified feelings of isolation as a challenge that emphasizes the importance of
organizations giving remote workers' social and emotional well-being first priority. Techniques like frequent check-ins
and virtual team-building exercises can help lessen the negative effects of physical distance on cohesiveness within the
team. Furthermore, Kossek et al. (2011) [5] discussed the possibility of a blurring of the lines between work and personal
life, which highlights the need for a proactive strategy to guard against burnout and guarantee employee well-being.

The Path Forward. Organizations must embrace a comprehensive and flexible approach to remote work as they
navigate these opportunities and challenges. The study's conceptual framework, which acknowledges the interaction
between moderating factors, opportunities, and challenges, acts as a guide. Key moderating factors that affect the remote
work experience are technological support, task complexity, and organizational culture.

In conclusion, the environment of remote work is ever-changing and demands constant research, modification,
and creativity. Organizations can fully utilize remote work by taking advantage of the opportunities it presents and
tackling the problems it raises. It is evident as we proceed through this revolutionary journey that the nature of work in
the future will depend less on physical boundaries and more on the adaptability, resiliency, and creativity of individuals
who seize the opportunities presented by a remote-centrist world.
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FORMATION OF PROFESSIONAL COMPETENCIES AMONG EMPLOYEES BY TRAINING

Abstract:

The research addresses the importance of training in developing employees’ capabilities and competencies
and improving their performance, and it consists of two main variables: an independent variable, training,
and a dependent variable, which is employees’ competence. The research addresses the importance of
selecting appropriate employees for training and methods for building competencies, in addition to the
problems that may face the training process, such as employees’ weak desire to train or their decreased
ability to do so due to work pressures. The research also addresses the importance of choosing a successful
trainer and using scientific methods to solve the problems facing training. The research also addresses
problems that trainees may face, such as poor harmony between them during the training process, or weak
ability to train due to their weak qualifications, and the ideal training duration. The research reinforces the
importance of developing employees’ capabilities by targeting employees, as well as for training methods
to be active and renewed in modern ways. Also, the training environment must be appropriate and the skills
of the trainer that he uses in training to improve the performance of employees to increase their productivity.
To achieve the goals of the organization or company, and through the training process, goals must be
determined without Setting goals becomes a failed process. Training takes several forms, including skill
development, basic training, and routine and usual training. All of this falls within the required training
need. Training passes through three stages: a pre-training stage, a during-training stage, and a post-training
stage. Training is measured after these stages. Through these three, it is possible to know whether the
training is good or not by interviewing the trainees after the training process and asking them whether the
training left anything positive or negative.

Keywords:
training, employees, professional competencies, skills

INTRODUCTION

The research reinforces the importance of developing employees’ capabilities by targeting employees, as well as
for training methods to be active and renewed in modern ways. Also, the training environment must be appropriate and
the skills of the trainer that he uses in training to improve the performance of employees to increase their productivity.
To achieve the goals of the organization or company, and through the training process

1. Conveying information to others has a set of gradual goals that ultimately reach the basic goals, which is a
change in the behavior of individuals. Training may include, among its concepts - developing the individual’s information
and even acquiring new information. Therefore, the training means a set of activities that aim to improve professional
knowledge and abilities, taking into account the possibility of applying them at work (Trainee Training Program Book,
p. 15, Dr. Akram Reda) [1]

2. Matters that training does not address. Despite what we mentioned about the importance of training in
improving and raising the efficiency of employees, it is necessary to warn management people that there are problems
that many organizations suffer from, but training is not effective for them and does not represent the correct solution to
them. The most important of these problems are the following:

a) Imbalance of organizational structures
b) Poor planning
c) Problems of poor employee morale due to low wages or mistreatment

(Human Resources Management Book, p. 321, Professor Dr. Ali Al-Salami) [2]

3. Procedures for planning and implementing training

a) The training needs of employees are determined based on the results of the performance evaluation and
future plans.The annual training budget is determined according to the financial capacity of the institution
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b) Based on the results of the performance evaluation and the recommendations of department managers
regarding the training needs of employees, the Human Resources Officer/ Administrative Director prepares the annual
training plan - HR.

c) The Human Resources Officer/Administrative Director submits reports that reflect the trainees’ activity,
training, and the performance of the training institutions to the General Manager.

(Human Resources Management Guide 2015 prepared by the Palestinian NGO Development Center) [3]

4. Objectives and benefits of training

First: for the organization

a) Improving the organization’s profitability.

Skill and knowledge in the organization

Improving morale at work.

It works to develop new leaders

b) Reducing production costs

¢) Reducing the intensity of conflicts and work pressures - formulates human resources planning policy

Secondly, for individuals

Helps with self-confidence

And self-development

a) Provides information on how to improve communication and assist the individual in making effective
decisions

b) Helps deal with stress.

(Human Resources Management Lectures prepared by Hani Arab http://\WWWw.rsscis.info) [4]

5. Training is one of the most important responsibilities of the manager in order to confront the rapid
development in the field of human resources management and the knowledge and technical explosion witnessed in the
current era. Training contributes to raising the morale of employees as it helps them raise their competencies and provides
them with the necessary experience and skills.(Book of Modern Trends in Human Resources Management by Dr. Rafida
Al-Hariri, p. 79) [5]

6. All indicators indicate an increasing interest in the training function due to this function being linked to the
level of the individual’s performance of the job he holds and productivity or production efficiency. A decrease in the
individual’s performance and production efficiency is considered a clear sign of direct intervention by the personnel
department to take all measures to confront this decline so that this intervention results. Raising the level of individual
performance to the required level and raising productivity to the level of the required standards/ (Human resources
management and organizational performance efficiency, p. 159, Dr. Kamel Barbar,) [6]

7. This includes all aspects of activity related to the education and training of the individuals who have been
acquired for the purpose of raising their skills and increasing their degree of understanding of the nature of the work
assigned to them. The role of training and development activity is not limited to new workers, but extends to current
workers and various administrative levels in order to confront the trends that may occur. In the business environment, in
addition to providing them with the skill to perform new jobs. (Human Resources Management, Professor Dr. Muhammad
Al-Fateh Mahmoud Bashir Al-Maghrabi, p. 65) [7]

8. This research aims to know the role of training for an employee in enhancing needs in the field of knowledge
and new capabilities, and also to identify the elements of training. The problems of the study may disappear if the research
consists of measuring the role of training in developing human resources and appropriate training programs for employees,
and the factors that It affects the training of employees, training programs are determined, and training programs are also
evaluated (Hassan Muhammad Baku, The Role of Training in Human Resource Development in Private Institutions,
Master’s Thesis) [8]

9. There are many definitions regarding training. There are those who believe that it is synonymous with the term
training, although training does not differ from formation. The first means all aspects of learning that an individual
receives from values, skills, cultures, ideas, and information. The second applies its concept to learning as well, but within
the scope of a profession. Given its connection with practical aspect 1, the term training is most commonly used (Tartak
Ahmed, “The Economic Rationalization of Production Capacities in Institutions,” 2002, p.) [9]

CONCLUSION

Thus, This article emphasizes the importance of building employees' professional competencies through training.
It highlights the importance of improving employees' skills and knowledge by providing appropriate training programs.
He points out that the formation of professional competencies contributes to developing performance and increasing
productivity in the workplace.
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THE IMPACT OF GREEN HUMAN RESOURCES MANAGEMENT POLICIES ON EMPLOYER
BRAND

Abstract:

The aim of the study is devoted to the conceptual substantiation of assessing the impact of human resource
management from the standpoint of environmental management i.e., green human resources management
on organization’s employer branding. The research relevance is embedded in the growing importance of
the concept of environmental sustainability on a global scale, aimed at preserving the unique conditions of
human life, counteracting the growing chaos associated with climate change. The socio-economic and
socio-humanitarian spheres are also exposed to environmental threats, as they are an environment in which
the ideas and values of "ecological cleanliness” become critical for the survival of society, both in
institutional and organizational aspects. With a focus on managing the organization's talents as unique
human resources while been conscious of organizations’ environmental footprint, modern organizations
develop the brand of employer in the wide context. In the article, the model of an ecological human
resources management which influences HR-brand is presented.

Keywords:
talent management, green talent management, environmental sustainability

Introduction

The World Economic Forum in its global risk report (McLennan, 2021(1), positioned environmental degradation
as one of the top risks for the mankind. Being aware of the damaging consequences of environmental degeneration has
led to reasonable interest in environmental sustainability among the leaders across the globe. Owing to the harmful
contributions of industries such as air pollution and waste materials, including toxic chemicals (Christmann & Taylor,
2002(2); Shrivastava & Berger, 2010(3)), organizations have to find out ways and techniques to deal with reduction in
ecological footprints besides dealing with the economic issues. The result of this have led the efforts of firms to be
concentrated on achieving sustainable organizational performance which, according to Muthuveloo and Ping (2013(4))
and Opoku et al. (2019(5)), is to achieve a competitive advantage in the market it operates. Hence, the recent focus of
researchers on the best ways to incorporate greening to attraction, recruitment and retention of personnel otherwise known
as Green Talent Management (De Jong and Den Hartog 2010(6); Wikstrom 2010(7)). These policies consist varieties of
practices such as reducing waste, engaging renewable energy sources, implementing green training programs as well as
offering eco-friendly benefits to employees. The impact of these green talent management policies on a company’s
employer branding has yet to be fully explored, however. Employer branding which primary goal is to retain talented
employees and increase their determination, as well as attract valuable talents (Chawla, 2020(8); Tanwar & Prasad,
2016(9)). Being cataloged as a great employer is an excellent strategy that potentially improves a company's reputation.
This recognition also allows companies to be targeted by talented professionals who seek to belong to a successful and
corporative environment, thereby confirming that success attracts success. Therefore, this study intends to understand
what impact Green Talent Management policies has on Employer Branding with an interest on how organizations leverage
their efforts on sustainability to attract and retain top talent, contribute to environmental justice/sustainability and
potentially position themselves in the market through improved reputation.

Model of Green HRM and Employer Branding

Below is a model of the HR functions in which organizations are strategically incorporating greening policies
and how they may have a potential influence on Employer-branding.
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Figurel — Green HRM and Employer Branding Model

Brief Explanation of Some Green Human Resource Management Elements:

Green Recruitment and Selection: Green recruitment and selection of candidates means paperless recruitment
process which will have minimal environmental impact. In this type of recruitment, focus is more on environmental
sustainability and making it major element within the organization. In this process, the medium used are emails, online
applications, resumes from different job portals etc. The company can select resumes of appropriate candidates and
download them. Interview’s observations can be maintained in softcopies. While recruiting, the candidates some questions
should be included to check the environmental awareness among the candidates and candidates who have strong
determination and motivation to keep the office and environment green and natural as it is, should be recruited.

Green Orientation:

The induction, orientation, ice breaking sessions etc. should be designed in such a manner that they focus on
environmental consciousness. Induction or orientation program should focus on organization approach for green
workplace, clean environment, healthy and clean local areas considering health and safety of employees.

Green Performance management and evaluation:

In performance evaluation process, green practices should be included in Key performance index and in Key
performance areas and which can be considered for appraisals as well.

Green Learning and Development:

Different training and development programs, workshops, seminars, presentation session should be designed to
develop and help employees to obtain awareness in green management skills. Different web modules can be used for
training programs. The program should include awareness about the current problem faced and how their small steps can
bring drastic changes in it. Training supervisor should include issues like employee safety, waste management, recycling
energy efficiency etc. The trainer(s) should also use more online course material rather than printed books and broachers
to reduce use of paper.
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Green Compensation and Reward System:

Compensation and reward policy of the organization should include special reward in the form of monetary or
non-monetary benefits for the employees who have shown an outstanding initiative and efforts to keep workplace clean
and green.

Conclusion

GHRM is not merely a trend but a fundamental aspect of modern HR management. By incorporating
environmental considerations into recruitment, training, benefits, and performance evaluation, Organizations would be
demonstrating their dedication to creating a workforce that is not only productive and innovative but also environmentally
conscious. By actively engage their employees in sustainability initiatives, encourage their involvement in community
projects, and provide opportunities for personal and professional growth in the green space, Organisations create a
mecahnism of competitive advantage which they can easily leverage on in terms of improving their branding image
overall. In conclusion, the incorporation of Green Human Resource Management practices is a reflection of these
companies' commitment to environmental stewardship, social responsibility, and a sustainable future.
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WORK READINESS: RECRUITING UNIVERSITY GRADUATES DIRECTLY - IS IT AGOOD
IDEA?

Abstract:

The targeted distribution of graduates of higher education today is again becoming an urgent task, important
for all stakeholders of the labor market and social and labor relations: the state, the sphere of vocational
education, students, organizations of any form of ownership, size and field of activity. Modern companies
equally need young talented professionals with unique professional (hard) and universal (soft)
competencies who can become “drivers” of sustainable business development in a highly competitive and
dynamic market environment.

Keywords:
Human resources management, recruitment, university graduates, employment, work readiness,
professional and universal competencies

Graduates nowadays encounter challenges and obstruction due to the lack of professional labor experience since these
students gain theoretical experience from the educational institutions. However, in practice, attracting recently graduated students
turns out to be a difficult task for HR managers: on the one hand, graduates, as a rule, lack professional experience, practical knowledge
and other skills necessary to become a qualified employee, and the organization’s management is not ready to hire such a candidate,
since his potential has not yet been fully realized

The main goal of the article is, on the basis of theoretical analysis and collection of statistical data, to identify the main
priorities that must be taken into account in the professional training of students in a higher education institution, on the one hand, and
the priorities of the owners/top managers of companies that guide them when hiring young employees, on the other hand.

A possible solution to the problem could be the creation at the university of an educational environment aimed at
strengthening the practical training of graduates through the organization of project-based learning, the participation of students in
innovative activities, the development of student entrepreneurship and other formats of professionally oriented activity that contribute
to successful employment in order to develop their competence potential, which helps be realized in the labor market after graduating
from university.

Gethe (Gethe, 2019, p.158) [1] stated that another direction is the creation of a system of targeted state and non-state
distribution of graduates, accompanied by measures of material (monetary and non-monetary) and non-material (organizational,
administrative and socio-psychological) incentives, retaining talented employees in industries and organizations where their potential
is most in demand. By implementing this method, individuals can have the freedom of choice to decide which option to consider based
on their potential and self-analysis.

There is an underlying expectation that throughout their studies, graduates have opportunities where they are actively engaged
in other areas of their education apart from just achieving final grades. Whilst ‘work ready’ remains an important goal, higher education
institutions should consider the longer-term alternate: the ‘career-ready’ graduate (Spanjaard, p.163, 2018) [2]. Seniors and alumnus
should be ‘work-ready’ despite the opportunities they may have during their academic years in order for them to be ready and qualified
for a good career.

Over the past decades, the way business operates has undergone drastic changes, driven principally by technological
advancement and globalization. As a result of these changes, there is a greater need to examine the requirements of employers with
regard to desirable employee competencies (Pang, E., Wong, M. S., Leung, C., & Coombes, J, p.56, 2018) [3]. The evolvement of
technological services in the world is causing many businesses to quickly change, and people are obliged to adapt to this evolvement
and become exceptionally competent and skillful in order to be hired. In the current period of time, having a set of skills is extremely
mandatory and important in order to become a competent and ascendant employee.

From a university perspective, prospective graduates are considered ready to enter the world of work if they have some
special skills or competencies before completing their education at a certain level (Sartika, D., & Nengsi, A. R, p. 46, 2022) [4]. In
order for students to obtain these essential skills which will qualify them to enter the world of career and labor, the university should
prepare and equip its students with these skills either through special lectures, intensive training programs and/or practical activities.
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As Gethe (Gethe, 2019, p.159-160) [4] described and illustrated that freshly graduates can have advantages and disadvantages
to work directly after graduating:

Fresh graduates are having their own set of advantages due to which companies preferring campus placements for hiring
freshers directly after their studies completion. Advantages of hiring fresh graduates can benefit many companies. There are several
factors which can contribute to the hiring of fresh graduates. Some of them are mentioned below.

1. Freshers can be hired by providing low salaries to them

As the freshers are new in the industry, they are having good theoretical knowledge but less practical exposure because of
which they are having less bargaining power for salary than the professional experienced ones. Of course, A professional will ask for
more salary as he is having the past experience. So, when the company is in growth stage and job profile is such that training and
development is possible companies are hiring freshers instead of experienced ones. Also, freshers are rarely complaining about increase
in salary as compared to experienced one. Thus, hiring a fresh talent for a new startup company is a cost-effective factor for them.

2. New views and perspective

Generally, freshers are only undergone through few internships so they are not old to the industry where they can be trained
to develop new brilliant ideas which cannot be easily generated by experienced one and who are trained in performing regular work.
Thus, freshers can be worked as a huge center for developing new innovative ideas which will propel company’s growth both monetary
and nonmonetary perspective.

3. Fresh graduates are more serious towards work

As the Freshers are new to the world of work, in initial point of starting of their career they are tends to be very serious about
the job that they perform and pays more attention to their work and also ensures work will be done on time with less number of mistakes
will occur so as to present themselves in good way. Though hiring the fresher graduates have its own set of advantages, but some
disadvantages are also be there. Fresh graduates are more like inexperienced person who can sometimes blow up the entire operation
if not made them understood properly what are their roles and responsibilities. So proper handling is very much required for the fresh
graduates than the experienced one, who require little or no nurture to work. Some of the reasons of failure are discussed below.

1. Their interest is fluctuating

As the fresher are new to the world of work they generally prefer to keep experimenting with their job and work. So, if they
think they are getting a new and different job responsibilities to another company without overseeing the implications they took
decisions to switch the job. Also, if they get any good payment in any different organization they won’t think twice before leaving the
previous job. And in initial stage of career their interest about the job role is fluctuating and not stable.

2. Their communication skills are bad

As the freshers are new in the industry, they don’t have a proper knowledge of diplomacy which is needed in corporate world.
Some of the freshers are having a degree for name purpose and are not proficient in domain knowledge and do not have proper and
professional communication skills and etiquettes. Also being a junior, they should be polite to others. Some understand that quite easily
and some don’t. This results in cold mutiny within the industry.

3. They expect more in less

Some of the freshers are having very high expectations regarding their dream job and salary. And they expect it should happen
practically by their employer. Surely, they are doing a hard work but at the initial start of their career, they cannot be paid like an expert
or professional.

For university students preparing to join the labor force, GWR (Graduate Work Readiness) merges discipline expertise with
a host of transferable skills termed as employability skills, which resonate with productivity at work (S., Gopee, S., Rowtho, V., &
Charoux, O, P.94, 2020) [5]. Their skills would significantly improve as soon as they begin to work as they would be exposed to the
work environment and accompanies by colleagues and other professional individuals, and over time, university graduates would
develop more skills important for labor.
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A STUDY ON IMPROVING THE INCENTIVE SYSTEM TO ENHANCE EMPLOYEE
ENGAGEMENT

Abstract:
With an ever-evolving corporate landscape emphasizing the significance of engaged and motivated
employees, this research aimed to explore and assess various incentive strategies to ascertain their impact
on overall employee engagement levels by examining the current stage of incentives in a Chinese real estate
company.

Keywords:
Human Resources management, Incentives, Dedication, Employee Needs, Monetary and Non-monetary
Motivation

China's real estate industry has grown rapidly over the past few years, creating a highly competitive market for
small and medium-sized businesses. Attracting and retaining talented employees is a major challenge for these companies,
and providing effective incentives is critical to employee engagement and retention.[1]

In addition, China's workforce has undergone significant changes in recent years, with younger workers
demanding more flexible work arrangements and a greater focus on employee well-being at work.[2] The contradiction
between employee expectations and company goals makes the topic of optimizing incentives highly relevant and
interesting. Companies need to balance the needs of their employees with their own goals, which requires a well-designed
incentive system.

This paper takes CJ Real Estate Development Company as an example, which is a typical small and medium-
sized real estate company, after years of market operation, the company has achieved certain market development results,
but after a period of rapid growth, the market development speed has gradually slowed down this year, and there have
been difficulties in personnel recruitment, low enthusiasm and engagement of old employees, and high employee turnover
rate.

Although enterprises have begun to pay attention to the incentive problem of employees, they still only use
traditional "material incentives" such as salary increases and bonuses, and the incentive effect has not met expectations,
and the actual rewards issued by the company have not reached the promised number, but have increased the turnover
rate of employees. Therefore, the incentive mechanism of enterprises needs to be improved.

According to the 2021 Chinese employee engagement research report released by Beisen, the engagement rate
of Chinese enterprises is basically the same as last year, with an overall score of 68.53%, an annual increase of 0.88%.[3]

As for small and medium-sized real estate companies, how engaged their employees are at present? One of the
research tasks of this paper is to identify the key factors affecting employee engagement and retention rates in small and
medium-sized real estate companies in China, so that subsequent research can be carried out on how to improve employee
engagement.

Here are some initial guesses that are drivers of engagement.

The incentive mechanism is based on the strategic goals of the enterprise and the needs of employees, using a
combination of certain incentives and punishment measures to stimulate employees' work initiative and enthusiasm,
stimulate potential in an effective way, promote the realization of corporate goals and meet personal needs of the
management mode.[4]

But can the incentive policy at this stage really meet the needs of employees and achieve the strategic goals of
the enterprise?

Based on this problem, we will collect the operational evaluation of the current incentive mechanism at different
levels and positions, and the ultimate goal of the incentive mechanism expected after the upgrade.

According to the survey, the incentives used by the company lacked spiritual incentives, making it difficult to
truly mobilize employees and stimulate their inner potential. So there are four suggestions as follows:
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1. It is necessary to combine material incentives and spiritual incentives, such as corporate culture incentives,
honor incentives, communication incentives, etc., the combination of the two is more conducive to mobilizing employees'
enthusiasm and initiative.

Work environment

Work resources

Work pays off Match people and positions

Compensation and benefits

Work-life balance

Direct superior

Senior leadership

Praise recognition

Leadership effectiveness Colleague relations

Communicate and collaborate

Workflow

Organizational structure

Performance management

Training and learning

Cultivate development Autonomy

Challenging

Career development

Corporate vision

Corporate reputation

Cultural vision .
Innovations

Focus on the customer

Value your employees

2. Establish a fair incentive mechanism suitable for enterprises, and pay attention to clear rewards and
punishments.

3. Enhance the targeted incentive mechanism, according to the needs of different employees, formulate
corresponding incentives, so as to be fair and differentiated, so as to provide employees with initiative.[5]

4. Pay attention to employee career development, meet the needs of employee development, and realize self-
career value.

Insummary, aset of scientific, reasonable and perfect incentive mechanisms should be established and improved,
such as employee evaluation system, the use of diversified incentive methods, the strengthening of the scientific nature
of the incentive mechanism, and the strengthening of effective supervision of incentives to promote the development of
enterprises.
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INCORPORATING GREEN HUMAN RESOURCE MANAGEMENT INTO THE
ORGANIZATIONS: A GUIDANCE FOR UNDERDEVELOPED ECONOMIES

Abstract:

As the world clamors for environmental sustainability, organizations have been called upon to contribute
their parts. Green human resource management, although an emerging field, has been introduced in
different organizations which researchers have found to be effective in contributing to environmental
sustainability. However, being an emerging (not sufficiently explored) field of study, it may be difficult for
many organizations, especially from underdeveloped countries, to implement green HR strategies into their
organizations. Therefore, the aim of this research is to provide a guidance, derived from the review of the
existing literature, on how to effectively incorporate green behavior into the organizations, with emphasis
on underdeveloped nations. The research focus includes the justification, analysis and presentation of stages
through which green human resource management can be effectively incorporated and maintained in the
organization. The stages are the recruitment and selection of green talents (green-oriented workers), green
orientation program, green performance management, green motivation, green training and development
and green retention. Practitioners, especially in underdeveloped countries, can benefit from the strategic
ways through which green human resource management can be introduced into the organizations.
Researchers and practitioners can also develop more understanding of different elements of GHRM and
their potential impacts.

Keywords:

Environmental sustainability, green human resource management, underdeveloped countries, green
recruitment and selection, green orientation, green performance management, green motivation, green
training and development, green retention.

INTRODUCTION

Environmental challenges in the world is no more a news. Maybe it is global warming or environmental
pollution, there impacts can be devastating, especially for developing and underdeveloped countries. Many opinions,
research, activities and programs have been organized to solve human contributions to environmental problems.
Significant focus has been on the negative contributions of organizations, especially industrial organizations, to
environmental challenges. This is because industrial organizations production processes involve releasing significant
carbon-dioxide to the air. Reducing and limiting environmental problems by industrial organizations can be achieved if
employees are willing and able to engage in green activities. The willingness of workers to support environmental
sustainability is not enough without an effective implementation of green activities into the organization. This makes
green human resource management significant. Green human resource management (further — GHRM) is the process of
ensuring that employees contribute to environmental sustainability by changing them from non-environmental
background into environmental-minded employees [1]. It is the incorporation of environmental sustainability-oriented
activities into the human resource management process. The aim of green GHRM is to develop a workforce that will see
green activities as part of their daily tasks.

Although GHRM still requires more empirical research, evidence has shown that GHRM contributes to
environmental sustainability. For instance, “GHRM practices were positively related to employees’ proenvironmental
behavior” [2] which is expected to enhance organizations’ contributions to environmental sustainability. Also, a study
conducted in Malaysia shows that both green recruitment and training are positively related to sustainability [3]. However,
many of these studies show that underdeveloped countries have been largely left out [4], while developing countries have
received significant focus [5]. It can be reasonably suggested that implementing GHRM into organizations, especially
local industrial organizations, in underdeveloped countries can be challenging. The reasons may include lack of sufficient
knowledge of GHRM by managers and employees in these countries, nonchalant attitudes of the organizations, amongst
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others. Also, being an emerging (not sufficiently explored) field of study, it may be challenging to understand how GHRM
works. This research will therefore provide a guidance, derived from the review of the existing literature and human
resource management practices, on how to effectively incorporate green behavior into the organizations, with emphasis
on underdeveloped countries. The research focus includes the justification, analysis and presentation of stages through
which GHRM can be effectively incorporated and maintained in the organization. The stages are recruitment and selection
of green talents (green-oriented workers), green orientation program, green performance management, green training and
development, green motivation and green retention.

METHOD

The paper explores the existing literature and general human resource management practices to propose a
guideline on implementing GHRM for underdeveloped countries. Knowledge of general human resource management
and existing literature on GHRM are synthesized to develop the guideline.

KEY ANALYSES

Green Human Resource Management (GHRM): GHRM can be defined as the incorporation of environmental
sustainability-oriented activities into the human resource management process. It is the process of ensuring that employees
contribute to environmental sustainability by changing them from non-environmental background into environmental-
minded employees [1]. Apparently, it is an emerging field but a field with prospects because of its envisaged contributions
to environmental sustainability. This is because if organizations will yield to protecting the environment, humans
(managers and employees) not machines will be the front runners [6].

Green Recruitment and Selection: Green recruitment and selection have to do with ensuring that workers that
are employed into the organizations are environmentally-oriented. It is the incorporation of environmental sustainability-
oriented activities into the recruitment and selection process. Evidence from Malaysia shows that green recruitment is
positively related to sustainability [3].

Green Orientation: It is important to orientate employees adequately about their need to contribute to different
green activities during their orientation period as new employees. Orientation may take different forms depending on the
organizational type. It is an appropriate day to display the values of organizations regarding the environment.

Green Performance Management: This is the process of appraising [6] how well employees are performing
towards safeguarding the environment, considering the provisions put on ground by the organization. It will help reveal
the aspect that may be hindering employees’ attitude towards the environment.

Green Motivation: Green motivation is the provisions made by organizations or inner drives that encourage
employees towards participation in green activities. Green motivation is important, especially in underdeveloped
countries. Workers in these countries are not always enjoying good jobs; hence, it will take extra effort to stimulate their
interest towards protecting the environment.

Green Training and Development: This has to do with organizing special online and offline programs that
focus on environmental protection techniques. It is a significant aspect that organizations can effectively explore to imbibe
green behavior into their workers. A report shows that green training is positively related to sustainability [3].

Green Retention: Just like in normal human resource management practices, retaining environmental-friendly
employees should be considered. This is also a good way to portray the environmental value of the organization. Retaining
these employees will also improve the employer branding of an organization and motivate workers towards sustaining
the environment.

Environmental Sustainability: Nowadays, sustaining the environment is one of the most discussed topics. This
has influenced several disciplines to consider interdisciplinary studies, such as GHRM and green economy.
Environmental sustainability is the protection of the environment despite taking advantages of its resources.

PROBLEMS OF GHRM IMPLEMENTATION IN UNDERDEVELOPED COUNTRIES

Lack of Sufficient Knowledge: The fact that underdeveloped countries have been largely left out in GHRM
research [4] testifies to the lack of GHRM knowledge among its people. Underdeveloped countries suffer from many
problems — economy, health, environment, illiteracy, amongst others. These people, mostly, just want to work and survive.
Hence, other matters or knowledge may seem more important to them.

Nonchalant Attitudes: Even those with the knowledge may not see it as important. They are likely to prioritize
other issue because of the series of problems they face. Little do they know that green human resource management comes
with many benefits to them.

DISCUSSION

Akey point to be derived from this table is that organizations in under developed countries should not be bothered
by the burden of introducing green initiatives into their workers. Aligning green activities into the process of their regular
activities will make the work seem easy and effective. The table shows that recruiting and selecting employees should be
green initiated; then, appropriate orientation should be given to workers; next, performance measurement should be set
for these workers; after, they should be motivated to improve or increase their green activities; after that, effective training
programs should be organized for the employees to develop their green initiatives; and, the environmental-oriented
workers should be retained. In addition, organizations should consider other aspects of their system that GHRM can fit
it.

Summarily, the stages are not exclusive and rigid; hence, organizations in underdeveloped nations should adopt
any flexibility and find appropriate methods to incorporate green behaviors into their workers.

Implications:
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. The field of green human resource management needs more exploration, this study has contributed to
the field.

. This study is expected to be presented in an international conference organized in Russia; therefore,
widening its reach and also sparking its potential interest among recognized scholars.

. Practitioners, especially in underdeveloped countries, can benefit from the strategic ways through which
green human resource management can be introduced into the organizations.

. Researchers and practitioners can also develop more understanding of different elements of GHRM and

their potential impacts.

Result
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Figure 1 — Graphical representation of GHRM stages

Table 1 — THE GUIDELINE
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Recommendations: The field of GHRM is an interdisciplinary field of management and environmental
management which aims to ensure environmental initiatives into the working place, it is therefore advised that scholars
should contribute to more empirical studies to explore more about the field and bring out the best of its practices.

Limitations: Although this study makes insightful contribution in implementing green human resource
management into the organizations, more empirical results of green human resource management are needed .

Conclusion: GHRM is a management field that hopes to contribute to environmental sustainability. The studies
have been ongoing but underdeveloped countries have been largely left out [4]. This paper has made a guideline for
undeveloped countries to incorporate GHRM into their organizational systems. It is hoped that this paper, at least,
enlightens organizations on how to gradually and systematically incorporate green behaviors into their workers. This will
also enlighten more practitioners and researchers about GHRM.
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STRATEGIES TO PREVENT THE LOSS OF HUMAN RESOURCES DURING ECONOMIC
DECLINE: ASTUDY OF CHINESE ORGANIZATIONS (TC COMPANY)

Abstract:

Recessions are a global challenge impacting organizations of all sizes, industries, and locations. The
financial constraints imposed by economic downturns often lead to actions like layoffs and reductions in
wages and benefits, which can result in the loss of human resources. This loss can have significant
repercussions, affecting productivity, employee morale, and overall organizational performance. To address
this issue, it is crucial for organizations to adopt strategies to prevent human resource attrition during
economic downturns.

This study focuses on Chinese organizations, with a particular emphasis on TC Corporation, a multinational
conglomerate involved in social media, gaming, and fintech, which has experienced substantial growth in
recent years. By analyzing TC Corporation's strategies, this study provides valuable insights into how
Chinese enterprises can maintain employee loyalty, morale, and productivity during a recession. The
research aims to answer two primary questions:

What strategies can Chinese enterprises, especially TC companies, adopt to prevent the loss of human
resources during a recession?

How effective are these strategies in preventing human resource attrition during a recession?

The study begins with a comprehensive literature review, highlighting the impact of economic decline on
organizations and employees, the significance of employee retention, factors influencing employee
retention during economic downturns, and strategies for retaining employees during recessions.

The research design incorporates a mixed methods approach, combining quantitative and qualitative data
collection and analysis. The study first conducts a quantitative survey within TC Corporation, targeting
various factors influencing employee retention. This survey is followed by a qualitative questionnaire
survey of high-performing employees who were at risk of leaving the organization during the recession.
Thematic analysis is employed to extract common themes and insights from the qualitative data.

The findings of this research provide practical recommendations for Chinese organizations, especially TC
companies, to prevent human resource loss during economic downturns. By combining quantitative and
qualitative data, the study identifies effective strategies to maintain employee loyalty, morale, and
productivity during recessions. These insights are invaluable for organizational leaders, human resource
managers, and policy makers in developing strategies to weather economic downturns successfully.

This study also contributes to the literature on Human Resource Management (HRM) during recessions,
laying the groundwork for future research in this field and offering a comprehensive understanding of how
organizations can retain their human resources during challenging economic times.

Keywords:
Employee retentio, economic recession, human resource loss, employee retention strategies, chinese
companies

The economic downturn affects organizations around the world, causing financial stress and prompting cost-
cutting measures such as layoffs and reductions in benefits. Such behavior may reduce employee motivation and
engagement, leading to talent attrition, reduced productivity, and reduced organizational performance. To address this
issue, it is crucial for companies to adopt strategies to retain human resources during economic downturns.

TC Corporation is a multinational group in China involved in various fields such as social media, gaming and
financial technology. Analyzing TC's strategies can provide insights into how Chinese companies maintain employee
loyalty, morale, and productivity during economic downturns.
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Research questions and issues are key components of research because they define the direction and scope of the
study.

To address this issue, this study attempts to answer two research questions.

The first question is, what strategies can Chinese companies, especially TC companies, adopt to prevent the loss
of human resources during the economic recession?

The second question is, how effective are strategies developed to prevent human resource attrition during
recessions?

This section outlines the aims and objectives of the study. The purpose of this study is to investigate what
strategies Chinese organizations, especially TC companies, can adopt to prevent human resource loss during the recession.
A statement of purpose is a concise statement that summarizes the overall purpose of the study.

In order to achieve the purpose of the study, the study aims to achieve three specific goals. The goals are as
follows:

1. Review the relevant literature on human resource attrition during recessions and strategies to prevent it.

2. Propose strategies that TC companies and other Chinese organizations can adopt to prevent the loss of human
resources during the recession.

3. Assess the effectiveness of the proposed strategy in preventing the loss of human resources during the
recession.

By achieving these goals, the study aims to provide practical recommendations for Chinese organizations,
especially TC companies, to prevent human resource loss during the recession.

Data collection methods for this study. Data sources will include academic literature, company reports, and news
articles to identify strategies that organizations can use to prevent human resource attrition during economic downturns.

Data analysis techniques for this study will involve both qualitative and quantitative methods. Qualitative data
analysis will involve analysis of interview transcripts to identify themes and patterns related to the strategies TC
companies used to prevent human resource attrition during the recession. Quantitative data analysis will involve the use
of statistical tools to analyze the effectiveness of proposed strategies to prevent human resource attrition during economic
downturns.

This article highlights that an economic downturn can have a significant impact on TC employee retention,
leading to increased turnover and the loss of valuable human resources.

Figure 1 below shows the main factors TC employees stayed with the company during the economic downturn.
In these data, it is the main factor for 25 employees to stay in the company. These studies included two department heads,
ten computer engineers, and thirteen general employees.

KEY FACTORS INFLUENCING EMPLOYEES TO
STAY WITH THE COMPANY

organizationa
culture
12%

career develop
opportunities
20%

vOrk-life balayfce compensation and

benefits
40%

Figure 1 — Key Factors Influencing Employees to Stay with the Company

This article goes on to discuss several of the main factors that affect employee retention in TC companies during
a recession.

The first factor is job security. The section notes that employees who feel job security is less likely to leave their
TC organization, even during a recession. TC organizations can provide job security by clearly and transparently
communicating their financial health and plans to deal with the economic downturn. For example, organizations can
provide regular updates on business conditions and explain how they plan to respond to the economic downturn.
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The second factor is compensation and benefits. This paper suggests that TC firms can retain valuable employees
by offering competitive compensation and benefits packages, especially for top performers. TC firms may also consider
other forms of compensation, such as stock options or profit sharing, to retain employees during economic downturns.

(1]

The third factor is work-life balance, which is important for TC firms to retain employees during a recession.
This section emphasizes that firms can retain employees by offering flexible work arrangements, such as telecommuting
or flexible work schedules, and by offering programs that support employee well-being, such as wellness programs or
employee assistance programs. Offering such programs can help employees cope with the stress and uncertainty of the
recession and maintain a healthy work-life balance. [2]

The fourth factor is career development opportunities, which plays a role in TC firms' retention of employees
during economic downturns. The paper argues that providing career development opportunities (e.g., training and
mentoring programs) can help retain valuable employees by demonstrating a commitment to their career development.
These programs also provide employees with new skills and knowledge to help them weather the downturn and contribute
to the success of the business.

The fifth factor is organizational culture, and the importance of this factor in retaining employees of TC firms
during economic downturns. The paper emphasizes that organizations can retain employees by creating a positive
organizational culture that values employee well-being, supports work-life balance, and fosters a sense of community and
belonging. Organizations can do this by promoting open communication, recognizing employee contributions, and
creating a collaborative work environment. [3]

Insummary, the above provides valuable insights into the factors affecting employee retention at TC firms during
the recession. This section highlights the critical role of job security, compensation and benefits, work-life balance, career
development opportunities, and organizational culture in retaining employees during economic downturns. This section
provides practical retention strategies that organizations can adopt during a recession to help maintain a stable workforce
and prevent the loss of valuable human resources.
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CORPORATE CULTURE IN THE E-COMMERCE INDUSTRY: COMPARATIVE ANALYSES
OF ALIBABA (CHINA) AND OZON (RUSSIA)

Abstract:

This comparative study delves into the corporate culture incentives within the e-commerce industries of
China and Russia, with specific focus on the companies Ozon and Alibaba. Using a research method based
on existing literature, document analysis, and secondary data sources, this research explores and compares
the corporate culture and incentive programs of the two companies. By considering the cultural and
regulatory differences between China and Russia, as well as the unique organizational strategies of Ozon
and Alibaba, this study aims to identify key similarities and differences in corporate culture incentives
without engaging in primary data collection or interviews. The findings of this research will provide
valuable insights into the corporate cultures of these e-commerce giants and offer implications for
companies operating in similar contexts.

Keywords:
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Introduction: theoretical framework of research

In recent years, the e-commerce industries of China and Russia have experienced rapid growth, with companies
such as Alibaba in China and Ozon in Russia playing pivotal roles in shaping these dynamic landscapes. Central to the
success of these e-commerce giants are their corporate culture and incentive programs, which significantly influence
employee motivation, productivity, and overall organizational performance. This study aims to conduct a comparative
analysis of the corporate culture incentives at Ozon and Alibaba, shedding light on the unique approaches taken by each
company within the distinct cultural and regulatory contexts of China and Russia. By leveraging existing literature, public
documents, and secondary data, this research seeks to explore and compare the corporate culture initiatives, thus providing
valuable insights into the e-commerce ecosystems of these two countries.

The concept of corporate culture has been around for over a century, evolving and expanding over time. In the
early 20th century, the concept emerged in the United States as a way to describe the values, norms, and behavior patterns
of large corporations.[3] Today, corporate culture is a widely studied topic in management literature, with many
researchers investigating the relationship between corporate culture and organizational outcomes (Deal & Kennedy,
1982).[5]

According to this theory, organizations attract individuals who share similar cultural values and beliefs. Once
these individuals are employed, the organization will select those who best fit its cultural norms and practices. Through
this process, the values and behaviors of new employees are socialized into the organization's culture.[4] Over time,
employees who do not fit with the organization's culture may be more likely to leave voluntarily or be pushed out, further
reinforcing the organization's cultural identity. Corporate culture is a complex and multifaceted concept that has attracted
the attention of scholars and practitioners across disciplines.[2] Although there is no universally accepted definition of
corporate culture, it generally refers to the shared values, beliefs, assumptions, and practices that shape the behavior and
decision-making of individuals within an organization (Schein, 2010).[5]

Corporate culture is often seen as a critical factor in shaping organizational identity, attracting and retaining
employees, and achieving strategic objectives (Denison & Mishra, 1995; O'Reilly & Chatman, 1996).[5]

Corporate culture is a critical factor in shaping employee attitudes, behavior, and overall organizational
performance. Scholars have defined corporate culture as the shared values, beliefs, customs, practices, and social
behaviors that shape an organization's identity and influence its employees. Corporate culture also has a significant impact
on employee motivation, satisfaction, and commitment, ultimately affecting organizational outcomes such as
productivity, innovation, and financial performance (Denison & Mishra, 1995; Schein, 2004).[5]

Methodology

The research methodology for this comparative study is based on a comprehensive review of existing literature
and publicly available information, coupled with document analysis. By leveraging previously published academic
papers, industry reports, news articles, corporate documents, and secondary data sources, this method aims to extract
valuable insights into the corporate culture incentives at Alibaba and Ozon.
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Results

Alibaba, one of the leading e-commerce companies in the world, has garnered attention not only for its market
dominance but also for its unique corporate culture and innovative incentive programs. Understanding Alibaba's corporate
DNA is essential in comprehending how its workforce is motivated and aligned with the company's vision.

Overview of Alibaba's Corporate Culture and Core Values:

Alibaba has fostered a corporate culture centered around the core values of customer-centricity, innovation,
collaboration, integrity, and responsibility. Jack Ma, the company's co-founder, has been a prominent advocate of these
values, shaping the overall organizational ethos. The company's culture emphasizes risk-taking, a start-up mentality even
in its sizeable operations, and a strong focus on long-term vision and sustainability.

Alibaba’s incentive programs are designed to reward and motivate its employees, encouraging innovation,
dedication, and commitment to the company's success. These programs include performance-based bonuses, stock
options, opportunities for career advancement, and recognition for outstanding contributions. Moreover, Alibaba has been
known for fostering a culture of intrapreneurship, empowering employees to develop new ideas and projects within the
company.[7]

Analysis of How These Incentives Align with the Broader Cultural and Business Context in China:

The incentives offered by Alibaba are indicative of the broader cultural and business context in China, reflecting
the emphasis on hard work, ambition, and entrepreneurial spirit.[6] The performance-driven incentive structures align
with the competitive nature of the Chinese business landscape and the aspirational mindset prevalent among the
workforce. Furthermore, Alibaba's emphasis on innovation resonates with China's push to become a global leader in
technology and commerce, reflecting the alignment of corporate and national ambitions.

Corporate Culture Incentives at Ozon (Russia)

Ozon, a prominent player in the Russian e-commerce market, has developed its unique corporate culture and
incentive programs, reflecting the amalgamation of global best practices and local nuances.

Ozon's corporate culture is infused with values that emphasize customer-centricity, adaptability, and a
commitment to quality service. [1]As a homegrown e-commerce giant, the company has strived to foster an inclusive and
supportive work environment, promoting collaboration and a strong sense of community among its employees. Moreover,
Ozon's culture reflects its resilience and ability to innovate amidst the dynamic market conditions in Russia.

Examination of Incentive Programs and Initiatives within the Russian Context:

Ozon's incentive programs encompass a variety of mechanisms aimed at recognizing and rewarding employee
contributions. These may include performance-based bonuses, professional development opportunities, and initiatives
designed to enhance employee well-being and work-life balance. Additionally, recognizing the unique economic and
social landscape of Russia, Ozon's incentive programs are tailored to address local needs and aspirations.

Evaluation of How These Incentives Are Influenced by the Russian Culture and Regulatory Environment:

The incentive programs at Ozon are influenced by the distinct characteristics of the Russian culture and the
regulatory environment in which the company operates. These influences may include factors such as the value placed
on job security, the importance of work-life balance, and the regulatory framework governing employee benefits and
compensation. By aligning its incentives with these cultural and regulatory dynamics, Ozon seeks to engender a motivated
and engaged workforce that resonates with its mission and values.

By understanding and evaluating the corporate culture incentives at Alibaba and Ozon, this study aims to provide
valuable insights into the impact of these programs on employee motivation, performance, and ultimately, the success of
the organizations.

Comparative Analysis of the Corporate Culture Incentives at Alibaba and Ozon:

Both Alibaba and Ozon, as prominent e-commerce companies in their respective countries, have developed
unique approaches to corporate culture incentives. Alibaba's focus on innovation and intrapreneurship contrasts with
Ozon's emphasis on adaptability and community. Comparative analysis reveals how these companies respond to the
distinctive cultural, regulatory, and market dynamics present in China and Russia, shaping their organizational ethos and
reward systems.

Identification of Similarities and Differences in Their Approaches:

While both companies prioritize customer-centric values and offer performance-driven incentives, differences
emerge in the specific mechanisms employed. Alibaba places a strong emphasis on long-term vision and risk-taking,
reflected in its incentive programs, whereas Ozon's programs are tailored to address local needs for job security and work-
life balance. The comparative analysis sheds light on these nuanced differences, providing insights into the diverse
approaches to incentivizing employees in the e-commerce industry.

Discussion on the Potential Impact of Cultural, Regulatory, and Market Differences:

The unique cultural, regulatory, and market differences present in China and Russia significantly shape the
design and implementation of corporate culture incentives at Alibaba and Ozon. These differences impact employee
motivation, organizational dynamics, and ultimately, the companies’ competitive positioning within their respective
markets. By understanding the potential impacts of these variations, organizations can better tailor their incentive
programs to align with the prevailing cultural and business norms.

Implications and Recommendations

The findings of this comparative study carry significant implications for both theoretical understanding and
practical application. By unveiling the diverse strategies employed by Alibaba and Ozon, this research enriches our
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understanding of how corporate culture incentives are influenced by cultural, regulatory, and market factors. Moreover,
the study offers practical insights into tailoring incentive programs to align with specific cultural contexts and national
business landscapes.

Recommendations for Both Companies and E-commerce Firms Operating in Similar Cultural Contexts:

For Alibaba and Ozon, the study underscores the importance of continuously adapting their incentive programs
to the evolving cultural and regulatory landscapes. Furthermore, e-commerce firms operating in similar cultural contexts
are advised to carefully consider the cultural, regulatory, and market-specific factors when designing and implementing
corporate culture incentives.

Identification of Potential Areas for Further Research:

This study serves as a springboard for further research into the dynamic interplay between corporate culture
incentives and local business environments. Future research endeavors may delve deeper into the qualitative experiences
of employees at Alibaba and Ozon, or explore how changes in cultural, regulatory, or market factors influence the efficacy
of incentive programs over time.

Conclusion

Through a comparative analysis of corporate culture incentives at Alibaba and Ozon, this study has highlighted
the nuanced approaches employed by these e-commerce giants, offering insights into the impact of cultural, regulatory,
and market differences.

The study contributes to a deeper understanding of how corporate culture incentives are shaped by the unique
contexts of China and Russia, providing valuable implications for e-commerce companies and researchers alike.

The findings underscore the significance of aligning corporate culture incentives with the specific cultural,
regulatory, and market dynamics of a given country, ultimately influencing organizational performance and employee
engagement within the e-commerce industries of China and Russia.
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IMPROVEMENT OF PERSONNEL TRAINING AND RETRAINING IN SERVICE
ORGANISATIONS: RUSSIA AS AN EXAMPLE

Abstract:

This paper discusses the concept, characteristics and classification of training and retraining of service
personnel, analyzes the current situation and problems of training and retraining of service personnel in
Russia, and proposes countermeasures and recommendations for training and retraining. The paper argues
that training and retraining of service personnel should be carried out on the principles of customer
orientation, dynamic changes, practicality, continuity, and classified according to different criteria. The
paper also suggests the principles of organizing effective interaction between vocational educational
institutions, enterprises and organizations, and the establishment of an interactive body for the management
of training of personnel in the service sector. The paper concludes by pointing out that the most important
thing to improve the level of development of the service sector is to develop the quality of the enterprise
itself and to improve itself from within.

Keywords:
staff training, European level of service, quality of service, staff development courses, service sector

Concepts, characteristics and classification of training and retraining of personnel in the service sector

The service sector’s development level and quality indicate a country’s civilization and modernization degree.
Service industries involve human interaction rather than product or technology exchange. Service personnel’s
professional knowledge, skills, attitudes and behaviors affect service industries” success, which require effective training
and retraining to improve and update.

Concept of training and retraining of service personnel: Training and retraining of service personnel is an
educational and training activity for service personnel in order to improve the quality and efficiency of services and to
enhance the competitiveness and satisfaction of services.

Service personnel training and retraining are educational activities for service personnel in order to improve
service quality and customer satisfaction. They have the following characteristics:

1. Customer-oriented: focusing on customer needs and expectations, cultivating customer orientation, service
awareness and service attitude.

2. Dynamic change: updating and adjusting with the changes of market and customer needs, introducing new
concepts, new technologies, new tools and new modes, and cultivating adaptability and innovation.

3. Practicality: Provide practical opportunities and simulation situations in conjunction with the workplace and
environment to enhance skills and experience.

4. Continuity: Ongoing, based on career development and planning, to realize lifelong learning.

Classification of training and retraining of service personnel: training and retraining of service personnel can be
classified according to different criteria: Depending on the target group, it can be categorized into new employee training,
in-service employee training and managerial training. According to the different contents, it can be divided into basic
training, professional training, continuing education and career development. Depending on the modality, they can be
categorized as face-to-face training, distance training, self-study training and mixed training.

Current status and problems of training and retraining of Russian service personnel, and
countermeasures and proposals for training and retraining

In the modern world, the world of tough market relations and capitalism, when everyone strives to get rich from
any kind of activity, everyone wants to get maximum comfort from the results of work and rest as well. Comfort is
demanded of all areas of service; people are willing to pay a lot of money for it and, accordingly, a high level is expected
from the scope of services provided. The European level of service is considered the standard today, and the owners of
most service sector enterprises strive for it. To achieve the European level, domestic workers, regardless of education and
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upbringing, cannot work without total control and compulsory vocational training, without periodic courses to improve
their skills. This can be explained by several factors, with the main one being a superficial view of quality. Why is quality
fundamental in this aspect? Because the European standard of service is based precisely on quality.

Therefore, a huge amount of work has now been done in modern educational institutions and these works are
constantly being improved taking into account changes in the market for the services offered. On the basis of educational
vocational institutions, the development of modules for the formation of profiled basic educational programs is underway,
on the basis of which future specialists will be trained in specialties that are in demand by the time and the labor market.
Teachers, taking into account all the trends of the modern service sector, are adopting the best practices of countries with
a more developed structure, and also, together with future employers, are developing a system for training personnel in
the service sector. Very important and innovative is cooperation with the managers of enterprises who provide the service
and want to improve it so that their business is at the European level. They are happy to take on internships and then
employ the best specialists, which is an indicator of the level of training of future personnel on the basis of the educational
institution. The domestic service industry grew up on other standards, where amateurs from a kindred-friendly
environment often found themselves, and a proper understanding of the essence was not given. Incompetence, disinterest
and simply a lack of personal gain often formed unspoken norms for the provision of services to the population.In market
relations, certain requirements began to be placed on the service sector, competition gave impetus to the development of
higher quality services, and workers began to be taught, accordingly, the teaching staff must be relevant when teaching.
Therefore, when considering the need to organize a system of advanced training for employees, it is necessary to solve
some important problems:

1. Describe the decision-making strategy of management and management in the field of personnel retraining

2. To characterize the dependence of good practice on the quality and level of training and retraining of personnel

3. Name the desired administrative decisions, organization and result of training and retraining of personnel.

This is a century of innovation and progress, technical equipment changes every 3-5 years, therefore, in order to
keep up with the times in the service sector, personnel must also improve. The government has formed a committee on
advanced training, and the representatives of this committee give lectures on advanced training courses. The problem is
that today entrepreneurs often do not see the point in developing this area, they have not appreciated the importance of
the process of advanced training, and until there is a proper understanding of this need, there will be little or no competent
personnel.

Quality management and quality results are mainly in the power of personnel and their qualifications. Based on
how competently the personnel is selected by the HR department, the future development of the enterprise and the receipt
of profitability as the main essence of the organization depend. (1;p.29-31)

At the same time, when solving problems aimed at improving the qualifications of personnel in the service sector,
effective interaction between institutional structures is important. This should include the following priorities:

o organization of interaction and mutual understanding of the scientific and pedagogical staff of
vocational educational institutions, management of enterprises and organizations who are ready to employ students in the
future and have received the knowledge base that is in demand at this enterprise. Those employers who need qualified
personnel and who are interested in improving their existing employees;

) ensure the exchange of experience between specialists on the basis of foreign institutional structures
aimed at improving personnel training in the field of providing quality services;
) introduction of methods and development of programs for the learning process and practice based on

specialized training, taking into account new technologies and mechanisms. In this case, good monitoring of the use of
educational projects is needed;

o taking into account data on the demand for specialists in the labor market and timely response to
changing market needs for training in new specialties, analysis of the work carried out with students after training and
internships, in order to identify errors and develop more advanced training programs;

o control over the employment and improvement of trained employees, certification of personnel in the
service sector.

Based on these priorities, the following principles of interaction between institutional structures for regulating
personnel training for the service sector are recommended:

1) Creation, together with the authorized representatives of the employer, of a system of training and
retraining of personnel for the service sector for reasons of entry into the labor market and the development of demand
for services. Having analyzed proposals and changes in the approach to education in a particular service sector, taking
into account the post-crisis economy.

2) When training, take into account the intense development of competition in the services market, and
train personnel ahead of these factors.
3) Determine the levels of service enterprises, take into account the contingent of services with a priori

inflated requirements. Depending on this level, train future personnel, who must be ready to communicate with different
classes of society and respond adequately to everything that happens, must be able to assess the situation and, regardless
of external factors, be able to show restraint. Provide a basis for service quality.

4) Monitor, together with representatives of employers, the labor market needs for personnel in order to
identify the needs of the service sector for personnel with in-demand qualifications.
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5) Development and implementation of proposals for the development and operation of the education
quality management system, and marketing of services in terms of the competence of the education received. The
assessment is carried out by independent experts from organizations of future employers

6) Provide the opportunity to undergo internships at service sector enterprises during the training process
and evaluate work and knowledge with the help of stakeholders of the enterprise. Give a chance for employment in a
service company, on a competitive basis, or to those who are clearly in demand and have undergone training specifically
for employment in this organization.

A competent, qualified specialist who has received education taking into account the listed priorities when
preparing for employment will have the concept of adequacy, endurance, stress resistance, communication skills, non-
conflict, and tact, which will further affect the improvement and growth of the enterprise, its image, authority, prestige
and competitiveness. Thus, it is the staff that determines the quality indicator of the enterprise itself.

Quality indicators are qualitative or quantitative characteristics of one or more properties of a service or product.
(2, p.64-67)

service characteristic classes

functional characteristics

social characteristics

time characteristics (for example, speed of execution, punctuality, reliability)
safety characteristics; environmental characteristics

ergonomic characteristics related to human comfort and convenience

ethical characteristics (for example, courtesy, honesty, truthfulness of staff)

ola|hlw|N|FR|Z

Given the current situation, we can say with confidence that without control over personnel in fulfilling the
requirements for service and services, without appropriate qualifications and education and without the development of a
regulatory framework, which is currently absent in Russia, there will be no service and pricing for these services in Russia.
meet the quality.(3; p.43)

If we take foreign experience in the service sector, then it is the staff that sets the tone and level of
competitiveness of the enterprise, creates and maintains the image, and this property is achieved precisely from the
competence of the employees. Domestic personnel began to learn the quality characteristics of service relatively recently,
so this must also be taken into account when assessing the level and qualifications, just like self-education, which is still
raw in contrast to foreign analogues. The main thing here is to find a middle ground so as not to go towards international
standards, adjusted for mentality.

An employee’s qualifications are a characteristic of an employee’s complex of knowledge and skills, established
in the form of assigning him a certain qualification, title, corresponding rank, category or class.

Advanced training is training caused by changes in the nature and content of the work of specialists in their
positions, and the obsolescence of knowledge.

Factors that influence training needs:

1. evolution of external factors;

2. inversion of behavior;

3. developing a fresh, different structure, new types of enterprise;

4. analysis of the level of compliance with the requirements of jobs, the qualities of workers occupying these
places.

So what is fundamental in improving the service sector? One of these areas in the improvement of personnel is
advertising; it should extend not only to paper media, but the personnel themselves should be a living advertisement of
the enterprise. Advertising has another branch of direction - surveys. Firstly, surveys allow you to identify the pros and
cons of an enterprise, and at the same time, self-promotion occurs during surveys; those who take part in the survey, a
client or a potential client, learn about the enterprise. Effective surveys in improving the service sector are “mystery
shoppers”, online and offline surveys on the Internet, surveys of visitor lists and live surveys of people. The use of surveys
is most effective when studying customer expectations and preferences, so it is not advisable to use them to evaluate the
quality of staff work. Advertising and surveys help understand the gaps between expectations and perceptions of the
service received. As a result of surveys and questionnaires, conclusions can be drawn for further development, including
identifying who is to blame. You should also point out one more branch from advertising - this is the assessment of
customer loyalty. The main thing here is to correctly formulate just one question, but form it in the form of a so-called
“fork”. For example, “How likely are you to recommend our company to your friends?”” Answer options are from 0% to
100% in 10% increments. A loyal consumer will always choose 90% or 100%.

The next round of improvement in the service sector is the organization at the enterprise of a quality service,
quality department, quality management, and the employees of such a department should be models for all other
personnel, otherwise there is no point in having such a department at the enterprise. If the business is not large enough,
then it is quite possible to use external consultants. There is a standard scheme for quality management, although it works
differently for all enterprises. Method - strategy - motivation - mechanism - approach.
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Modern quality departments must be guided by such types of quality as: material quality, intangible quality,
psychological quality, and another important quality indicator is service time.

And the most important thing in developing the improvement of the service sector is the development of such
quality in the enterprise itself as self-improvement from within. The enterprise itself must be able to develop new, creative,
better services for the end consumer and employee, learn to develop an excellent motivational base, and growth prospects.
(4; p.76).

The above areas are a small part of the possible transformations and improvements available. However, this is
the minimum that can make an enterprise several levels higher in terms of qualifications and quality of services provided.
Which, accordingly, brings an increase in visitors and profitability. This gives us a huge chance to survive in a competitive
system and set our own tone for the development of the service area.

Conclusion

The service industry is an important part of modern society, which directly affects people's quality of life and
satisfaction. Under the conditions of market economy, the service industry is facing fierce competition and diversification
of customers' needs, therefore, improving service quality and level has become the primary task of service enterprises.
Through the implementation of such a system of personnel training and retraining, the professionalism and
competitiveness of service personnel can be raised, thereby enhancing the image, reputation and profits of service
enterprises and promoting the development and innovation of the service industry. This is a direction and goal for the
development of the service industry that meets the needs and expectations of modern society.
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TRAINING OF NEW EMPLOYEES IN START-UP COMPANY

Abstract:

Today, talented personnel are the key “driver” of business development, and in the context of global
economic degradation, the ability to quickly and efficiently train new employees from ordinary employees
into talented people becomes a necessary condition for the survival and development of startups. Qualified
human resource management in young start-up companies ensures rapid and sustainable business
development. A special role in this process, along with many other management processes - adaptation,
motivation, etc. allocated to the personnel training system. The purpose of the article is a theoretical analysis
and discussion of problems associated with the design and implementation of personnel training in new
companies in China, identifying mistakes that companies make when organizing training, as well as
identifying ways to overcome risks and threats in order to achieve better results in the development of
talented employees.

Keywords:
Human resource management, eemployee training, Start-up Company

Introduction

As China's economy continues to grow and market competition intensifies, new employee training for new
companies has become a key means for enterprises to enhance their competitiveness. Effective employee training helps
to improve job skills, efficiency, and foster a sense of belonging and loyalty. Through literature review, field investigation
and case analysis, this paper will explore effective employee training strategies and training programs tailored to employee
needs and corporate goals. [1]At the same time, this paper will also discuss the importance and significance of new
employee training, and how to evaluate the training effect and improve the training plan. Through field surveys and data
analysis of companies of different industries and sizes, this article will delve into effective employee training strategies
and how to customize training programs according to employee needs and business goals to improve employee
satisfaction and work efficiency and promote sustainable development of the company.

The current situation, problems and development trends of new companies training new employees in
China

1. Current situation of training new employees in new companies in China

(1) Training needs and objectives

New companies in China pay attention to employee training to improve business ability, overall quality and
loyalty. In the face of rapid business development and fierce competition, the ability of employees has higher
requirements. Training needs focus on professional skills, teamwork, market development and so on. When setting
training goals, the new company focuses on practical applications and business needs, solves employees' practical work
problems, and improves efficiency and performance. At the same time, develop teamwork skills and innovation awareness
to adapt to the changing business environment.

(2) Training contents and methods

The content of employee training for new companies in China has shifted from skills training to comprehensive
quality training, including online learning, offline training and team sharing. Online learning breaks the limitations of
time and space, offline training enhances employee interaction, and team sharing promotes mutual learning. However,
some new companies lack systematic and targeted training content selection, pay too much attention to skill training and
ignore other aspects, resulting in insufficient comprehensive quality of employees, unable to meet the actual needs.

(3) Training implementation and evaluation

New companies have a certain degree of flexibility in the implementation of employee training, usually
according to business needs and employee characteristics to develop personalized training plans. However, there are also
some new companies lack of systematic training plans and evaluation mechanisms, resulting in unsatisfactory training
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results. In order to improve the training effect, Chinese scholars suggest that new companies should establish a sound
training plan and evaluation mechanism, including demand analysis before training, effect evaluation during training and
feedback summary after training. [2]

2. Training of new employees in new companies in China

Although new companies in China have made some progress in employee training, there are still some problems
that need to be addressed and addressed. Here are some of the main ones:

(1) Lack of training experience

Many new companies underinvest in employee training and lack sufficient resources to support effective training
programs, including money, time, and human resources. This limits new companies to provide comprehensive training
content and high-quality training experiences, affecting employee growth and company sustainability. For new companies
with limited capital, too much investment in training can affect other important business areas, such as product
development and marketing. At the same time, time and human resource constraints may also hinder the implementation
of training programs.

(2) The training is disconnected from the actual work

The training content of some new companies is disconnected from the actual work needs, and the training results
cannot be transformed into actual work performance. This may be due to the lack of targeted training programs, or the
problems encountered by employees in actual work are not effectively solved. If the training content does not match the
actual work needs, employees may feel confused and disappointed, resulting in poor training results.

(3) Lack of continuous training programs

Some new companies lack ongoing training programs to meet the long-term development needs of their
employees. Due to the lack of long-term training programs, new companies may not be able to provide comprehensive
training content and systematic training programs, resulting in limited growth and development of employees. Therefore,
new companies need to develop long-term training programs to meet the long-term development needs of employees.

Case analysis

M Company is a newly established educational service company, the product volume is not high due to high unit
price, long service cycle and small customer group. The company has a staff of 13, including sales, marketing and service
specialists, led by three experienced executives, and has recruited five inexperienced young new employees. The company
adopts the mode of supervisor training new personnel, and the planned training cycle is 2 months.

In the initial training, five new employees learn as assistants to the supervisor and are not directly responsible
for the company's business. With the arrival of the sales season, the company adjusted its training policy, and new
employees were also responsible for sales work, under the guidance and supervision of supervisors. In practice, formal
training activities are flexibly arranged by the management according to the actual situation, and there is no clear training
plan and form, and the training effect is rarely assessed.

After the end of the three-month sales season, eight sales personnel, including the director, failed to complete
the expected sales target. In terms of marketing work, we signed referral agreements with 40 partners, but failed to
consolidate relationships. Problems such as delayed service delivery and unstable service quality have been complained
by customers.

Five new employees had problems such as frequent work mistakes and decreased enthusiasm for work, and one of them
resigned.

Table 1 — Employee’sale Performance

Employees Target Actual performance | Post-training status

Supervisor A 15 8

Supervisor B 15 7

Supervisor C 15 7
New Employee A 10 5 on the job, unfixed
New Employee B 10 4 on the job, unfixed
New Employee C 10 4 on the job, unfixed
New Employee D 10 3 on the job, unfixed
New Employee E 10 0 leaves

Based on the above content, it can be seen that Company M has the following problems in the training of new
employees:

1. Unclear training objectives: M company did not make clear the training objectives of new employees in the
early stage of training, which led to the lack of systematic and targeted training content and methods. Because the goal is
not clear, the company can not accurately evaluate the training effect, and can not find and solve problems in a timely
manner.

2. Lack of clear training plan and form: M company does not provide a clear training plan and form for new
employees, nor does it have a clear training time and cycle. This results in a lack of guidance for new employees in the
training process, unable to systematically learn the company's business and products, and unable to master the necessary
job skills.

478



I‘IpaKTqucme acneKkTbl ynpasneHna mMetannyprmieckmm npeanpuatmemM n HR-meHegxmeHTa

3. The training content is too focused on sales work: M company focuses the training content of new
employees too much on sales work, while ignoring the work content and responsibilities of other positions. This leads to
new employees in the face of other types of work tasks, unable to quickly adapt and master, affecting their work effect
and the development of the company.

4. Lack of follow-up and guidance to new employees: After the new employees began to assume work
responsibilities, M company did not follow up and guide their work in time, resulting in their inability to adapt to the new
working environment and work content. The lack of follow-up and guidance can also lead to new employees not being
addressed in a timely manner when mistakes and problems occur at work, affecting their motivation and satisfaction.

5. Insufficient evaluation of training effect: M company lacks effect evaluation in new employee training,
which makes it impossible to understand the effect of employee training and find and solve problems in time. A lack of
evaluation can result in an inability to accurately assess the actual work capabilities and performance of employees,
affecting business development. Therefore, Company M needs to improve the training plan for new employees to ensure
that employees can quickly adapt to the working environment and work content, improve work effect and satisfaction,
and make contributions to the development of the company.

How to train new employees scientifically and reasonably

1. Clear training objectives

Before setting up a new employee training plan, the company needs to clarify the objectives of the training.
These goals should be aligned with the company's strategic goals and values, and should help new employees better adapt
to the work environment, improve work skills, and enhance teamwork. For example, a company can set training goals to
improve the sales skills of new employees, improve customer satisfaction, and increase market share.

2. Develop a comprehensive training plan

A comprehensive training plan is the key to new employee training. This plan should include training content,
time, period, method, etc., and should be customized for different positions and job responsibilities. Here are some
suggestions:

1) Training content: In addition to job-specific job skills and knowledge training, it should also include company culture,
values, business processes, product information and other aspects of training [3]

2) Training time: The training time should be based on the specific situation, usually ranging from one week to one
month. If the company is busy, you can also shorten the training time to a few days

3) Training methods: A variety of training methods can be adopted, such as classroom explanation, case analysis, role
playing, online learning, etc. The specific method should be based on the actual situation of the company and the
training content. [4]

3. Establish a positive incentive and reward mechanism for employees

Establishing a positive employee incentive and reward mechanism can stimulate the enthusiasm and creativity
of new employees and enhance their sense of belonging and loyalty. For new employees, especially those in the probation
period, their salary level is already relatively low, and they usually do not have the psychological expectation that they
will get bonuses. Therefore, in the training process, through the evaluation and assessment of the training effect, giving
certain rewards to new employees with good training effect will achieve twice the result with half the effort, and this
influence will exist for a long time. [5]

4. Evaluate the training effect regularly

This is what the author thinks the company in the case did not do well, and it is very important to evaluate the
training effect and work performance of new employees regularly, and make adjustments and improvements according
to the evaluation results. This will ensure the pertinence and effectiveness of the training program. [6]

So how do you do regular assessments? Here are some suggestions:

1) Set evaluation indicators: According to the training objectives and expected results, set corresponding evaluation
indicators, such as employee engagement, exam results, job satisfaction, etc.

2) Develop evaluation plans: According to evaluation indicators, develop corresponding evaluation plans, including
evaluation time, evaluation methods, data collection and analysis methods.

3) Collection and analysis of data: Collect data through questionnaires, exam results, job performance and other ways,
and analyze the data to understand the specific situation of the training effect. [8]

4) Establish a long-term and effective evaluation mechanism: institutionalize regular evaluation and establish a long-
term evaluation mechanism to ensure continuous monitoring and improvement of training effects. [9]

Summary

In short, as a new company in China, it is very important to conduct scientific and reasonable training for new
employees. Through the training method described in this paper, the company can effectively improve the work skills
and knowledge level of new employees, enhance their teamwork ability and corporate loyalty, and provide strong support
for the long-term development of the company. At the same time, the company should also choose appropriate methods
and measures according to the actual situation and the needs of new employees, and constantly improve and perfect, in
order to achieve the best training results. Only in this way can we allow new employees to maximize their potential on
the company's platform and drive the company's continued development and progress.
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COBPEMEHHBIE IIOJAXOJbl K VYIHPABJIEHHUIO 3AIIACAMHU MATEPHAJIBHBIX
PECYPCOB HA METAJLUIYPTHUYECKUX NNPEAITPUATUAX

AnHomayus:

Cratbst TOCBsIIIIEHa ONTUCAHHIO MPOOJIEMATHKH ITOIX0JI0B K (JOPMUPOBAHUIO CHCTEM yIPaBIICHUs 3artacaMu
Ha COBPEMEHHBIX METALTYPrHYECKUX MPEANPUATIIX ¢ YIeTOM HE0OXOIMMOCTH ONTUMH3AINH H3/ICPIKEK
Ha (JOpMHUpPOBaAHUE U NOJEPKAHUSI TEKYIIEro ypOBHS 3allacoB B IPHBS3KE K KOHIEHIMH OepeKIMBOrO
NIpOU3BOACTBA. [laHO onpeeneHue OCHOBHBIX LIEIEH CUCTEMBI YIIPABIEHUs 3alacaMi, YKa3aHbl OCHOBHBIE
IIPUOPUTETHBIC HANIPABJICHHUS 110 Pa3BUTUIO U JAIIBHEHIIIEMY COBEPILIEHCTBOBAHUIO TAKUX cUCTEM. B crarbe
paccMaTpUBAIOTCI OCOOCHHOCTH (DYHKIIMOHMPOBAHUS CHCTEM YINPABICHUH 3allacaMH B YCIOBHSAX
COBPEMEHHBIX HM3MEHEHMH B CTPYKTYpE HMEpapXuM METaLUIypru4eckoro NpousBoncTBa B Poccuiickoi
@eneparu. PaccMOTpeHBI ONMBIT W MPOOJIEMBI POCCHHCKHX METALUTyPrHYECKHUX TPEONPHATHA 10
(OpMHUPOBaHHIO TNIAHOB CHA0KEHHS PON3BOJICTBA OCHOBHBIM CHIPHEM.

Kniouesvie cnosa: 3anacel, cucTeMa yrpapJieHHUs 3aracaMy, MaTepHalbHbIe Pecypchl, CHaOKEHHE JIOMOM
METAJUTy PrUYECKHUX MPEIIPHATHH.

C TOYKM 3peHHs KOHICTIUH OepexKIMBOr0 IPOU3BOICTBA Il METALTY PTUYECKOr0 MPEIIPUATHS TOCTYILICHHE
JIOMa Y€PHBIX MCTAJIOB, KaK OCHOBHOI'O ChIPbA, HeO6XOI[I/IMO OpraHun3oBaTb TOYHO B CPOK, IPHU 3TOM O6H3aTeHLHBIM
YCJIOBHEM SIBIISIETCS OTCYTCTBHE MPOCTOEB CTAJCIUIABUIIBHBIX arperatoB, a TaK)Ke MHUHUMAJbHBIC TIOTEPH BPEMEHH B
CHCTeMe yNpaBJieHus 3anacamu U rnocraBkamu. C Ipyroii CTOpOHBL, 3aBOY TPEOyeTCsl COKpaIlaTh U3JEPIKKU B CIIOKHOM
CHCTEME yMpaBJIeHUsI 000POTHBIMH CPEICTBaMH U (PHMHAHCOBBIMH PE3YJIbTATAMH, B TOM BOIIPOCE MOXKET IIOMOYb TEOPHS
Y IPUMEHEHHE Pa3INYHbIX MOJENEH yIIpaBIeHHUs 3anacamH.

KauecTBeHHOE MOCTPOCHUE CHCTEMBI YIIPABICHUS 3allacaMi Ha BCEX dTarax JABHKEHUs, GOPMHUPOBAHUE MOJIEIH
JIBUDKCHHS MaTEPUANIBHBIX IIOTOKOB KaK OTJENbHOM CaMOCTOSATENBHOMU MOJACUCTEMBL B CTPYKTYPE LIEJIOT0 MPEAIPUATHS,
K 3a]1a4aM KOTOPO# OTHOCUTCS (PYHKIIHsI 0OeCTIeueH sl TPOU3BOCTBA U PEaTM3al[iK TPOAYKIHH, TOJHKHO OCHOBBIBATHCSI
Ha HUHTErpaguu MaTepuajbHOTO IIOTOKa, O3TO MO3BOJUT YAOBJICTBOPUTHL 3alIPpOCHL HOTpe6PITe.Heﬁ U IIOBBICUTH
3¢ (GEKTHBHOCTh BCEX BHYTPEHHHX omeparuii. [{enpro ynpapiieHuss 3TUM HHTETPHPOBAHHBIM MaTePHAIbHBIM IIOTOKOM
CTAaHOBHUTCS CHHXPOHHM3AlUs TpeOOBaHWI 3aKa3uMka W JBIDKCHUS PECYpCOB OT IIOCTABIIMKOB, OOECIIEeUCHUE
MaKCHMAaJTBHO BO3MOXKHOT'O YPOBHsI OOCITYXMBaHUS KJIMCHTOB IPH MHUHUMAILHOM YPOBHE 3allacOB U M3JIEPXKEK Ha UX
COZIepIKaHue.

HeB0o3MOXHOCTh TOYHO COIJIACOBATH MOMEHT MHPOU3BOJACTBA MPOJAYKTA W €ro MOTPEOJCeHHs MPHUBOIUT K
HEO0OX0TUMOCTH (GOpPMHUPOBaHHUsS 3amacoB. DPGEKTUBHOCTh yIPABICHUS WMH W BJIOKEHHBIMH B HHUX OOOPOTHBIMU
CPEICTBaMH OKa3bIBaeT CYIIECTBEHHOE BIHsHUE Ha 3(PEKTUBHOCTh (YHKIHOHUPOBAHUS BCETO MPEAMPUATHSL.
IMockosbky 3amackl B OOJbIIEH CTEEHH M3MEPSIIOTCS B CTOMMOCTHOM BBIPQKEHHH, HETOYHOCTh B OINpPEElICHUH
nOTpeOHOCTEH B YPOBHE 3a11acoB CKa3bIBAETCS HA CE0ECTOMMOCTH MPOAyKIH. [1oiepKanue 3amacoB Ha HE0OX OJUMOM
YPOBHE MMO3BOJISIET BBIIOIHATH MPOM3BOICTBEHHOE 33/JaHNE M 00ECIIEUNBALT MPH ITOM TosTyueHne npubsuin. [lokasarens
PEHTa0ENBHOCTH MPOU3BOJICTBA, PACCUUTHIBAIOINUICS KaK OTHOIICHUE MPUOBLIH K CYMME TPOU3BOICTBEHHBIX (DOHJIOB,
HampsMYIO 3aBHCHT OT pa3MepoB 3amacoB [1].

Jis  COBpPEMEHHBIX METAULyprU4€CKUX MPEANPUATHI OCHOBHBIMU IIPUOPUTETHBIMU HAIPaBJICHUSMHU
YHpaBJICHUA MaTCPUATIbHBIMU 3artacaMiu ABJISAIOTCA:

- COBEPIIICHCTBOBAHUE MPOIECCOB HOPMHUPOBAHHUS IMOTPEOHOCTH B 3alacax KOHKPETHBIX BHIOB MaTCpUAIOB
(meTasbHO C Y4ETOM COPTaMEHTA CHIPhS M TIPOTYKIINH );

- pEeryJIMpOBaHUE B3aUMOCBSI3H MEX/Ty ONEPAIIMOHHBIM U (PHHAHCOBBIM [IUKJIAMH;
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- CHIDKCHUE YPOBHS HEJIMKBUIHBIX, CBEPXHOPMATHUBHBIX, 3aJICKAIBIX W YMEHBLIAIOIINX PEHTA0CIbHOCTD
3a1acoB C LEJbIO TOBBIILEHUS UX (P EKTUBHOCTH;

- COBEPIICHCTBOBAHNE MEXAHHM3MOB BO3AECHCTBHS Ha COBIT HEIHKBUAHBIX 3aIllacOB, OCYIIECTBIEHHE IOMCKa
KaHaJIOB M ()OpM cOBITa HEXOIOBBIX MaTepHAJIOB TPOMU3BO/ICTBA;

- OCYIIIECTBJICHHE KOMIUIEKCHOTO IJIAHMPOBAHUS MPOLIECCOB MPOM3BOICTBA HEOOXOIUMBIMU MAaTepUATbHBIMU
pecypcamu.

BaxHo#t 0coOeHHOCTBIO (PYHKIMOHMPOBAHMS CHCTEM YIpPaBJCHHUS 3allacaMd MMEHHO B METaJUTyprUYecKoin
OTpaciy SBISIETCA CYIIECTBEHHOE BIMSHHE W3MEHEHHMH, MPOM3OIIENIINX B CTPYKTypax mnpeanpusthaid. KpymHsre
MeTaJuTy prudeckie KOMOMHATBl HHTETPUPOBAINCH C IPYTMMH KOMIIAHUSIMU, OJJHOBPEMEHHO C 3THM ITPOU3O0IIEIN POIece
BBIZICTICHUS PsZla BCIIOMOTATENbHBIN CTPYKTYp M IIPOM3BOACTB B jaouepHHE npeanpusitus. IIpousomo obpasoBanue
METaJUTyprU4ecKiX XOJIMHIOB, OTHEIbHBIC IOJpa3/elieHHss KOTOPBIX SBISIFOTCS XO3SHCTBYIOIIMMH CyObeKTam,
CBSI3aHHBIC OOIINM TEXHOIOTUYECKUM MPOLIECCOM, HO HaJIENIEHHBIE OTPEIEIIEHHON CaMOCTOSTENbHOCTBIO.

B Merammypruu BaKHO ONMPAThCsl Ha METOMBI, KOTOPBIE YYHMTBIBAIOT OCOOCHHOCTH (DYHKIMOHHPOBAHUS
CTPYKTYPHBIX MOpa3ieeHNHN, yIUTHIBAIOT NX 3KOHOMHYECKOE M TEXHOJIIOTHYECKOE 3aBUCHMOE ITOJI0)KEHHUE B XOJIUHTE.
be3 ywera 31Ol crmenn(UKH NOCTPOCHHE CHUCTEMBI YIPABICHHUS IPOM3BOJACTBEHHBIMH 3amacamMu OyaeT MeHee
3 hekTHBHBIM.

CymecTByromue Ha HacTosIIee BpeMs MOApoOHO ONMCAHHbBIE B HAYYHOH JINTEpaType METOIOJIOTHH YIIPABICHUS
3amacaMyd OPHUEHTHPOBAHBI HAa CAaMOCTOSTENBHBIC XO3SHCTBYIOIINME CYOBEKTHI. Takwe IOAXOIbl HAllpaBICHBI Ha
HNOAJCP)KaHWE OINTHMAJIbHOTO YPOBHS 3alacoB, OHU IPEIyCMarTpHUBAlOT BO3MOXXKHOCTh CBOOOJHOIO HM3MEHEHUS
HapaMeTpoB UX (OPMHUPOBAHMS, YTO JAJIEKO HE BCET/Ia BO3MOXHO B PEAIBHBIX YCIOBHAX PabOTHI METALTYPTrHUYSCKUX
npeanpusaTuit [2].

OmpezneneHne ONTHMAIBHBIX CPOKOB IIOCTaBKM W ONTHMAIbHOTO pa3Mepa MapTHUH SBISIFOTCS OCHOBHBIMH
napameTpaMy yIpaBieHHs B cucTeMe 3amacoB. [1o00p KOMIETEHTHBIX MOCTABIIMKOB, Pa3BHTHE JIOJTOCPOYHBIX
OTHOILIEHUI C HUMH SIBIISIETCS OCHOBHOW II€JIbI0O B OpPTraHM3allMM 3aKyNOK M cHaOkeHWH mpeanpusitus. [Ipouexypst,
METO/Ibl aHAJIM3a, OLEHKH 1 BbIOOpA MMOCTABILUKA, T0JAPOOHO ONMCaHHbIE B HAYYHOU JIUTEpaType NO3BOJISIOT ONPENEIUTh
HanOosee mpuemyieMoro maptHepa. Ho omucaHHbIE MOAXOABI MOTYT OBITh NMPUMEHHUMBI TOJBKO HAa PBIHKE YHCTOH
KOHKYPEHIIH. Y CIOBHS HECOBEPIIEHHON KOHKYPEHIIMH W MHOTHE JApyrue (aKkTOpbl, OrPaHUIUBAIONINE BO3MOXKHOCTD
BBIOOpA TIOCTABIINKOB, OKAa3bIBAIOT CYIIECTBEHHOE BIMSHHE Ha TIOCTPOCHUE ¥ (JYHKIIMOHNPOBAHUE CHCTEMBI YIIPaBIICHUS
3anacaMy Ha METAJUTy PrUYECKUX MPEIIPUSITHSIX.

B crpykType 3arpaT MeETAIYypruuecKHX HpeanpusTHid 10 85 % COCTaBIISIOT W3AEP)KKH Ha OCHOBHBIE
MarepHabl JUsl POU3BOJICTBA: JIOM, (hbeppocIuiaBbl U Ipyrue 100aBoYHbIe MaTepualibl. Bo MHOroMm oT ocobeHHOCTEH 1
crienipUKN pHIHKA U BapUAHTOB CHA0KEHNS STUMHU OCHOBHBIMU MaTe€pHallaMH 3aBUCHUT OJaronosrydue, peHTabelbHOCTh
U JajbHelinee GyHKIMOHUPOBAHUE U PA3BUTUE NPEATIPHUSATHS.

B coBpemenHoit Poccun npennpusTus MeTaIypruueckoil NPOMBIIIICHHOCTH NPHIAIOT OOJbIIOE 3HAYCHUE
BEPTHKAIBHOW HHTErPALUH C TOCTABIIMKAMH OCHOBHBIX CHIPHEBBIX PECYPCOB U METAIIIONOMA, B YaCTHOCTH. KoMmanuu
paccMaTpuBalOT TaKOil BapHaHT BeleHUs OM3Heca, Kak CIOCOO CHUMKEHUS M3JEPKEK U PUCKOB C obecredeHHeM
CTpaTEeTMYeCKN Ba)KHBIX MO3UIMA. OJHAKO B YCIOBHSX BEPTUKAIBHOW HHTETPALlMM C TIOCTABIIMKOM BCErga €cTh
BO3MOKHOCTh KYITUTh M TNPOZATh JIF000OE KOJNMYECTBO TOBapa MO PHIHOYHOM IIEHE, Ja)Xke eciaW OHa OyneT Kazarbes
«HECHPAaBEINBOW» MO OTHOIIEHMIO K COOCTBEHHBIM H3ICPKKAM.

B npaxTrke paboThl GONBIIMHCTBA MPEINPHUATHH YEPHOW METaJUTy pI'y IPUMEHS €TCS TI0AX0]], OCHOBAHHBIN Ha
CTaTHCTHYECKOM aHaJIN3€ 00BEMOB 3aKyIOK MPEIbIAYIINX JIeT. Icnonb3yeTcss peTpOCIeKTUBHBINA METOJl OLICHKH, NPH
9TOM 3a4acTyl0 HE YUHTHIBAETCS MEPCIEKTHBA PA3BUTHUS MPEANPUATHS B 3KOHOMUYECKOM M TEXHOJOTHUECKOM acCIeKTe,
HE YIHUTHIBAIOTCS PHCKH CEPhE3HOT'0 M3MEHEHMS 00BEMOB ITPOU3BOACTBA [3].

B Crpareruu pa3sutus MeTalayprudeckoil mpomsinuieHHocTH Poccuiickoit @enepauun Ha nepuon mo 2030
rojia OMpeJeNeHbl Ha JOJITOCPOYHYIO IEPCIEKTHBY 00beMbl cOopa u mepepabotku jgoma B Poccun. Tem He MeHee,
HecTaOWJIbHAs BHEINHSS Cpela M BBICOKas HEONPENENIEHHOCTh IPEAONpPENeNsioT HU3Kyl 3(deKTHBHOCTD
CTPATErMYECKOT0 TJIAHWPOBAHUS, IS METAJUIyPIHUECKUX 3aBOOB, IUTAHBI Ha O00ECIIEYCHHE JTOMOM B JOJITOCPOYHOM
MEepPCIEeKTUBE SIBISIOTCS OOJIbIIE HEKMM OpPUEHTHPOM, HEXENIH pealbHON LEeNbl0 pa3BUTHA. MeTaulypruuecKkue
HPENIPHUATUS yASIAIOT CYIIECTBEHHO OOJIbIIC BHUMAHMS CPETHECPOUYHOMY (OT rojia 0 IATH JIET) U KPAaTKOCPOTHOMY
(oT Mecsina 110 ro/a) IUIAHUPOBAHHUIO CHAOXKEHNS METATIONIOMOM.

Io napopmannu ¢ caiita MA «Metamr-Okcrepr» OONBIIMHCTBO KPYIMHBIX METAJUTypIHYECKHUE MPEIIPUITHS
YTBEPXKIAIOT I'OJIOBBIE IUTaHBI IO TIOCTaBKaM jioMa [4]. 'otoBo# miiaH pa3duBaercs Ha KBapTallbHbIE M MECSYHBIC TLIAHBI,
KOTOpBbIE (POPMHUPYIOTCS MCXOI M3 IIAHOBBIX IOKAa3aTelel MPOMU3BOJACTBA C YUETOM HCIONb30BaHUS 000pYyJOBaHMS,
HNEPHOJMYHOCTH M HPOJOJDKMTENBHOCTH TEKYLIEro OOCIY)KMBAHUS W KalUTaJIbHBIX PEMOHTOB CTaJeIlIaBUIIbHBIX
arperaroB. [IpumedarensHO, 4YTO NTOTOBasi CyMMa MECSYHBIX IIAHOB MHOTHX paccMaTpHBAaEMBIX NMPEANPUSTHI Ooiee
yeM Ha 10% oTiin4aeTcst OT rof0BOr0 [UIaHa, KOTOPbIH ObUT chOPMHUPOBAH M3HAYAIBHO. DTO CBUIETENBCTBYET O TEKYIIUX
KOPPEKTHPOBKAX 3aBOJaMH TOJOBOTO IUIaHA B COOTBETCTBHM C HW3MCHSAIONIMMHNCS BHEIIHNMH W BHYTPEHHHUMH
ycioBusMHU. HekoTopsle mpeanpusTis peryssipHo GopMHUPYIOT 3amac JioMa, YCTaHaBJIMBacMbld Ha Hadallo Toja U B
MOCIIEIYIONIEM Ha HAa4ajao Kakaoro mecsmna. IIpeanpusiTvs, KOTopsle Takue 3amacsl He (JOPMHUPYIOT OJHOBPEMEHHO C
OTCYTCTBHEM 3aTpaT, CBA3AHHBIX C BBIBOZOM OOOpOTHBIX CPEACTB Ha (popMUpOBaHME 3amaca, HECYT 3HAUUMBIA PHCK
OCTaHOBKHM ITPOM3BOJICTBA B CBS3M C HECBOEBPEMEHHON IIOCTAaBKOHW METAJLIONIOMA.
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PaccMoTpum Goree moapoOHO CYIIECTBYIONIYIO cucTeMy cHaOkenus jomoM mnpenmpusataii TMK. Kak
rOBOpWJIaCh paHee, OOJBUIMHCTBO METALTyPrHYeCKMX XOJJIMHIOB YJIEIAI0T 0co00e BHUMaHHE (OPMHUPOBAHHIO
CPEIHECPOUHBIX M KpaTKOCpouHbIX IutaHoB, TMK B nmaHHOM Bompoce He siBisercss uckiaroueHueMm. Ha pucynke 1
MpeNCTaBIeHa CTPYKTypa (GOPMHUpPOBaHUS TUIAHOB IO cHaOkeHuio npeanpustuiit TMK merammonomom. O6o3HAUUM
OCHOBHBIE JTallbl IMPU IUIAHUPOBAHUU M IOApPA3JeeHHe KOMIIAHHH, KOTOPOE OCYIIECTBISIET NMPUHATHE PEIIEHHUs M0
YCTaHOBJICHHIO TIOKa3aTese A Ka)kJoro 3Tama Iporecca.

OCHOBOIIONArarouM JTOKYMEHTOM, BKJIFOYAIONINM TOMOBBIC IDIAHOBBIC IMOKAa3aTelIH OOCCIICUYCHHS KaKIOTrO
3aBOJIa JIOMOM C Pa3OMBKOI1 110 MecsIaM, SBISIETCS YTBEPKICHHBIA IpadiK 3aKyIKH METaIIoNoMa Ha TOI.

Takoii rpaduk mnpencraBiager co0OW TPEXCTOPOHHEE COTJAIIEHHE Ha MOCTaBKy METalojioMa MEXTy
KoHKpeTHBIM 3aBojioM, [TAO TMK u I'K «'EPMEC» mi6o TMK «MET A». B Takom rpaduke ycTaHOBIEHBI CIEIYIONTIE
TUIAHOBBIE MOKA3aTeNH I KaXJ0ro Mecslia ¥ 110 Ty B LIEJIOM:

- IUTAHUPYEeMBbI 006 eM ITPOU3BOJICTBA CTAIIH;

- KOJIMYECTBO JIOMA, HE00X0AUMOTO JJIsl BBIIOJTHEHHUS IPOTPaMMBI ITPOU3BO/ICTBA;

- 00beMbI 00pa30BaHuUs COOCTBEHHOTO 0OOPOTHOTO JIOMA;

- ©KeMecsdHas MOTPEeOHOCTh B IOKYITHOM METAJLIOJIOME ¢ Pa30MBKOM MO OTAETIBHBIM BHIAM;

- OCTaTKH JIOMa Ha KOHEI Ka)KI0T0 MEPHO/Ia H 10 TOY B IIETIOM.

[lomoGHBIE yTBEpKACHHBIE MPOTPAMMBI IPEAOIPEACIIIIOT TEKYIIYI0 MOTPEOHOCTh B IOCTaBKaX MOKYITHOTO
METaJIIONIOMa JUTS BCEX CTalleIUIaBHIIBHBIX Mpomn3BoacTB TMK

COBpEMCHHBIM METAJUTyPrHYCCKUM MPEINPUATHIM TPUXOAUTCS OTHICKUBATh ONTHMAJIbHBIC PCIICHUS IO
HOPMHPOBaHHUIO W TONJCPKAHUIO YPOBHS 3allaCOB OCHOBHOTO CBHIPhS IJIsi oOecredeHus 0e30CTaHOBOYHOH pabOTHI
NPOU3BOJCTBA U MHHHUMAaJIbHO BO3MOKHOT'O BOBIICUEHHs OOOPOTHBIX CPEACTB B (OPMHUpPOBAaHHME M OOCIYKMBaHHE
TEKYIIEero M CTPaxoBOro 3amaca. Jis amantanuy cTaHIapTHEIX MOJX0A0B YIIPABICHUS 3allacaMy C YI€TOM KOHIICITIUT
0epeKIMBOTO MPOU3BOJCTBA, TPEOYIOTCS CEPhe3HbIE MCCIENOBAaHNs B3aUMOCBS3EH MEX/Iy MOCTABIIMKAMH OCHOBHOI'O
CBIPbSI M KOHKPETHBIM METAJUTYPTHYECKUM 3aBOJIOM, H3YYCHHUE PHUTMHYHOCTH M CTPYKTYpPHI IOCTaBOK, CIIPOCA,
M3MEHEHUsI I[eH Ha JIOM U JpyTHe MaTepHalIbl pa3IndHbIX KaTeropui. TolIbpKo y4eT Bcelf COBOKYIHOCTH (haKTOPOB MOXKET
MO3BOJIUTH pa3paboTaTh Oojiee TOYHBIEC, THOKHE W ONHOBPEMEHHO >(pQEKTHBHBIE MOJAEIH U pacdeTa HOPMAaTHBOB
3aMacoB, WX ONTHMH3ALIMN WM TOJIYYEHHS JOMOJHUTEIHHONW BBITOIBI OT PAIMOHATHHOTO (DYHKIIMOHMPOBAHHS BCEH
TIPOM3BOACTBEHHON CHCTEMEI.

Takum oOpa3zoMm, CHIKEHHE OONIMX 3arpaT NpH YIepKaHUM YpPOBHS OOCTy)KHMBaHUS TOTPEOHOCTEH
MIPOHM3BOCTBA MOXHO PACCMOTPETh, KaK OCHOBHYIO 3a7ady CIIO’KHOU CHCTEMBI yIpaBieHus 3amacamu. OHa HarpaplieHa
Ha CIep)KMBaHUE pocTa ceOECTOMMOCTH TOTOBOW MPOAYKIMU M MOMOTaeT B JIOCTH)KEHHH CTPAaTErHm4ecKux Lelneil 1o
PAa3BUTHIO MPEIIPUITHS.
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3tan popmupo-BaHUA
NsaHOB MO NOKYyNKe
noma

CopepaHue aTana

Npeanpuatne TMK,
nNpYHUMa-toLLee pelleHune

YTBepxaeHme o6bEmos

MnaH No NpousBoACTBY Ha ros GopmupyeTca Ha OCHOBE 3aKa3oB
No 3aKIlOYeHHbIM [J0roBopam C notpebutenamu TpybHoM

Npomn3-BoACTBa TPyOHOM [P MPOAYKLMM, C y4ETOM NPOrHO30B NO peanusaummn Tpyd NAO TMK
NPOAYKLUMMN U CTanun TpybHOI NpogyKumn. PopmmpyeTca nporpam-
v v
Ha 6a3e nporpammbl N0 NPOM3BOACTBY CTaM COCTABASAETCA NAaH AO «CT3»,
PacyeT noTpebHOCTM B [, obecneyeHns nNpPou3BOA-CTBA CbipbeM W Marepuanamu. Ha AO «BT3»,
Cbipbe U MaTepuanax JaHHOM  3Tane  paspabaTbiBaetca  niaH  obecneyeHus AO «Tarmer»,
Npou3BOACTBA IOMOM YEPHbIX METANNO0B AO «MHT3»
v v
Ha ocHoBe nnaHa obecneyeHns NPoU3BOACTBA JIOMOM YepHbIX
meTannos yCTaHaBAMBaOTCA o6bembl obpasoBaHus
cobcTBeHHOro 060poT-HOro Jsioma W Tpebyemble o6bembI AO «CT3»,
PacueT notpebHoCTM B [, NOKyMHOro snoma. Tpebyemble o06bembl MOKYNHOrO Jaoma AO «BT3»,
NOKYMHOM /iome paccuuTbIBalOTCA, WUCXOAA W3 YCTAHOB/IEHHbIX  PaCXOAHbIX AO «Tarmer»,
K03pPMUMEHTOB 3a BblMETOM 06pa30BaHMA BHYTPM3ABOACKOrO AO «MHT3»
060POTHOrO NIOMa, KOTOPbIA ABAAETCA OTXOA4O0M CTajenna-
BW/IbHOTO M TPYBONPOKATHOrO NPOU3BOACTBA
v v
MNoTpebHOCTb B MOKYMHOM JIOMe  pacnpefenaTcs Ha
noTpebHOCTb B 3aroToBKe, NepepaboTke u peanmnsaumm 1oma Ha
Pacuet cTpyKTypbI 00O «EPMEC»
.| npeanpuatua TMK cobcTBeHHbIMM  10MO3arOTOBUTENbHbLIMM

MOCTaBOK MOKYMHOro 10Ma

npeanpuaTuamu Fpynnsl TMK v noTpe6HOCTb B NOKYNHOM iome
OT CTOPOHHUX NOCTaBLUMKOB TPAH3UTHOTO JIoMa

000 «TMK META»

v

v

Pacuet cTpyKTypbI
NOCTaBOK TPAH3UTHOrO
noma (ana KpaTko-
CPOYHbIX NNAHOB)

MoTpe6HOCTb B NOKYMKe TPaH3UTHOrO IOMa pacnpesensercs Ha

06bembl MOKYMKM KOHKPETHbIX BMAOB /1IOMA, MO pPervoHam
MPUCYTCTBMA, @ TakKe No LeHe Kak 6e3 y4yera, Tak U C y4eTom
TPaHCMOPTHbIX 3aTpaTt

000 «TEPMEC»
000 «TMK META»

npou3BoCcTBa joMoM B I'pyrme TMK®
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MODERN APPROACHES TO INVENTORY MANAGEMENT OF MATERIAL RESOURCES AT
METALLURGICAL ENTERPRISES

Abstract:

The article is devoted to the description of the problems of approaches to the functioning of inventory
management systems at modern metallurgical enterprises, taking into account the need to optimize the costs
of forming and maintaining the current level of reserves in relation to the concept of lean production. The
definition of the main objectives of the inventory management system is given, the main priority directions
for the development and further improvement of such systems are indicated. The article discusses the
features of the functioning of inventory management systems in the context of modern changes in the
structure of the hierarchy of metallurgical production in the Russian Federation. The experience of Russian
metallurgical enterprises in forming plans for supplying production with basic raw materials is considered.

Keywords:
stocks, inventory management system, material resources, scrap supply of metallurgical enterprises.
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YAK 331.101
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HUcmarnnosa N'anuna BsivecsiaBoBHa,

KaHAUAT YKOHOMHYECKHIX HayK, IOLEHT,

kadeapa SKOHOMUKHU M YIPABIECHHS HAa METALTYPIrHYECKUX ¥ MallMHOCTPOUTENIBHBIX MPEIPUATHSIX,
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OI'AOY BO «Ypaibckuit QenepanbHblii yHHBepcuTeT MMeHHM nepBoro IIpesuaenta Poccun B.H.
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r. ExatepunOypr, Poccuiickas ®eneparus

HHTTEI'PAIINA ITPOLHECCOB AYAJIIBHOI'O OBPA3OBAHUA [1JIA HOAI'OTOBKH
MMPOU3BOJCTBEHHOI'O IIEPCOHAJIA HA ITIPUMEPE AO «ITHT3»

Annomayus:

B crarbe npencTaBieH 4acTHBIN ciiydail mpolecca AyalbHOro 00pa3oBaHus Kak MEXaHH3Ma YIpaBlIeHHUs
MIPOM3BOJUTENFHOCTBIO TPY/a B METAIYPIMH Ha OCHOBE MYyJbTUCKWIMHrA. [IpencraBiieHa cxema
mporiecca AyainbHOTO oOpazoBanmsa Ha npumepe AO «llepBoypanbCkuii HOBOTPYOHBIH 3aBOa». ABTOp
Jenaer BbIBOA 00 3((EeKTHBHOCTH IyalbHOro 00pa3oBaHHMsS IO OOECHEYEHHIO METaLTyprHYecKuX
HPEeNPUSATAI BBICOKOKBATH(UIIMPOBAHHBIM MYJIbTH(YHKIIHOHATEHBIM IIEPCOHATIOM.

Knrouesvie crosa.
[Ipou3BOMUTENBHOCTE  TpyHNa, MeETAUTyprudeckas IPOMBIIUICHHOCTh, JyalbHOE 00pa3oBaHHE,
MY THCKHJIMHT .

CerogHs  mepe  NPOMBINUICHHBIMH — NPEANPUATHSIMH  OCTPO CTOMT  BOIIPOC MOy YCHHUS
BBICOKOKBAJIM (PUIIMPOBAHHBIX KaJapoB. B Hacrosiiee Bpemst KBamuQuKanus OONBIIMHCTBA BBIILYCKHHUKOB CHCTEMBI
cpeHero npogecCHOHATLHOTO 00pa30BaHKs HE COOTBETCTBYET HEOOX0IMMOMY YPOBHIO KOMIIETEHIIUH, TpeOy eMBIX JUIs
BBIITYCKHUKOB IMPOMBINIJICHHBIX Hpe}:[HpI/IHTI/Iﬁ, TaKX€ OHU BECbMaA OTHAJICHHO IMPEACTABIAIOT ITPOU3BOACTBO. BBIXOI[OM
W3 CIIOKUBIIEICS CHTYAIUH SBISICTCS pa3BUTHE TyaJbHOTO 00pa30BaHUS Ha OCHOBE MYJIbTHCKHJIMHT Q.

[Ipu 3TOM, U IPOM3BOACTBA BaXXHO MMETh KBATH(UIIMPOBAHHBIN ITEPCOHAN, Blaaeomuii 2-3 npodeccusamu.
Taxoxe, MyTb(YHKINOHATHPHOCTh OCHOBHOTO IIEpCOHANIa He00X0oAuMa B Cllydae HEXBATKU IITATHBIX COTPYAHHUKOB IPHU
PE3KOM YBEITUYECHUN 00BbEMOB PabOTHI MPEANPHUATHUS [3]. aHHBIH MOAX0M TIOMOXKET CHU3UTH BpEMs Ha
peopraHn3anuio TPOU3BOJCTBCHHBIX IPOIECCOB B MOMEHT BHEAPEHHS HOBHIX IPOM3BOJICTBEHHBIX MPOIECCOB M
TEXHOJIOTil.

IocpencTBoM peanu3alii MPOCKTOB IyalbHOTO 00pa30BaHHS MPEIIPHUITAE MOXKET IOIYYUTh OCSI3acMBIH
pe3yJIbTaT HOBBILICHHUS IPONU3BOIUTEIBHOCTH TPYAa (33 CYET MYJIbTH(QYKIHOHAIEHOCTH ) - IIPOLIECC NOATOTOBKH KaJpOB,
BII3JICIOIINX HA0OpPOM IpPOQECCHOHANIBHBIX KOMIIETEHIIMH, XapaKTEpPHBIX IS HECKOJBbKHX IPOHU3BOJCTBEHHBIX
npodeccuit (Tak Ha3bIBaGMbId MYJIbTHCKWUIMHT, OT aHri. multiple — mMHOkecTBeHHbId U skill — ymMeHuHe, HaBBIK),
MOJCP)KUBAIOIIHME [IEHHOCTH KOPIIOPAaTHBHOM (punocopuu.

PasButne nyampHOro 0Opa3oBaHHS Kak cQepbl BCTPEYHBIX COLMANBHBIX WHBECTHLHI TOCymapcTBa W
NPEANIPUATHAS B MPOPECCHOHATBHYIO MOATOTOBKY IIEPCOHANIa AT BO3MOXXHOCTh KAaYECTBEHHOTO W BCECTOPOHHETO
0o0y4eHHsI M MOTHBAIlMU TPYIOYCTPOICTBa OOyUarOmMXCcs Ha MECTe MX NPAKTHUKH, a TAaKk)Ke IMMO3BOJIUT PYKOBOICTBY
MPEATIPUATHS COBEPIICHCTBOBATh CHCTEMY MEHEKMEHTA KOPIIOPATHBHOMN COIMATFHON OTBETCTBEHHOCTH, YTO B IIEIIOM
Oymer cnocoOCTBOBAaTh IIOBBIIICHWIO ITOKAa3aTeNed IUIaTEKECIIOCOOHOCTH, JMKBUIHOCTH, PEHTAO0CTHHOCTH W
MOJIOXKHUTENEHOTO (PMHAHCOBOTO pe3ynbTara [1].

OCHOBHOH TENBI0 MPEONpUATHS B cepe MOITOTOBKA HOBOTO MPOHM3BOJCTBEHHO-TEXHUYECKOTO IepcoHaIa
ABJISAETCA TPYJIOYCTPOHCTBO HEOOXOJMMOr0 MPOM3BOACTBY KOJIMYECTBA BBIMYCKHUKOB IPOTPaMM Iy albHOTO
00pa3oBaHus, YbM KOMIIETCHINU U KBATHU(HUKAIMI COOTBETCTBYIOT TpeOOBaHMSIM paboTomaTens, a TakxkKe 3aKperIeHne
MOJTOTOBJICHHBIX KaJPOB Ha NPEANPHUITUN U TEPPUTOPUU €T0 PACIONOKEHHUS [2].

Cucrema gyanpHOro 00pa30BaHUS JOIDKHA CTPOMTHCS HA OCHOBE COBMECTHON pealM3aliy MPEINIpUSITHEM U
00pa3zoBaTeIbHOM OpraHu3aIiiel cIeIyIONMX OCHOBHBIX M BCIIOMOTaTEeNIbHBIX (00ECIIEINBAOINX) IPOIIECCOB!

1. leaTensHOCTD O YIPABIEHUIO Ka9eCTBOM 00pa30BaHUS;

2. [IpoektupoBanue u pazpaboTka 00pa30BaTEIBHBIX IIPOTPAMM;
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2.1. IlporuosupoBanue noTpeGHOCTEH B paboumx Kaapax W (OPMHUpOBAaHHE 3aKaza paboTonaTens CUCTeMe
obpazoBaHus;

2.2. Meroandeckoe obecredeHre yaeOHOoro mpoiecca;

3. Peanmmzarnust ocHOBHO# oOpa3oBatenbHOi nporpammbl CI1O;

3.1. IlpueM cTyICHTOB;

3.2. Peanu3arus Moysieii 0Opa3oBaTeIbHON MPOTPaMMBI;

3.3. Opranuzauus U OpoBeJICHUE MPAKTUK;

4. BcnoMorarenbHbIE IPOLIECCHI:

4.1. IlpodopuenranonHas pabora;

4.2. IloaroToBka v pa3BUTHE MEAATOrOB;

4.3. IloaroToBKa U pa3BUTHE HACTaBHUKOB,

4.4, TpynmoycTpoOHCTBO U aJanTaIus BBIITYCKHUKOB;

5. 3MepeHue U KOHTPOJIb PE3yJIbTaTUBHOCTH:

5.1. OueHka ¥ MOHHTOPHHT PE3yJIbTaTHBHOCTH;

5.2. BHyTpeHHUE ayTUTHI.

IepBoypansckuii HOBOTPYOHBIH 3aBOJ ABIAETCSA OAHUM U3 ()JIarMaHOB PeaN3alli JyalbHOTO 00pa30BaHus Ha
0aze wMmetamrypruyeckoro mnpeanpusatus. OOpasomarenpHas mnporpamma B [AIIOY CO  «lIlepBoypanbckuii
METaJLUTy PrU9ecKHi KOJUIEIK» 110 MOArOTOBKE KBATM(HUINPOBAHHBIX KaapoB peanusyercs ¢ 2011 roga. 3a aTo Bpems
HOATOTOBJIEHO Oosee 1,6 ThIC. crienmanucToB. I1pu 3TOM CTOUT OTMETHTH, uTO Oosee 60 % u3 Hux padorator Ha [THT3.
K mpumepy, BBIIyCKHHKH JApyrux 0Opa3oBaTEeIbHBIX YUPESKIECHHH CpemHero NnpodecCHOHAIBHOrO 00pa3oBaHUA,
BEIYIIMX HOATOTOBKY IO TEXHHYECKHM CIIEHUAIBHOCTSM, 3a4acTylo padoTaloT He MO CHENHATBHOCTH — CPEeIHHH
HPOLEHT TPYAOYCTPOCHHBIX 110 Tpodeccuu cocTasisteT auuib 30 %.

Cucrema nyansHoro oopasoBanus B AO «ITHT3» dopmupyercs u pa3BuBaercsi Ha OCHOBE IPHHIMIIOB KayecTBa
U COIMAIbHOM OTBETCTBEHHOCTH, HAIPABICHHBIX Ha BBHISIBICHHUE M YJOBJICTBOPCHHE TPeOOBaHMH W OXMIaHHN
noTpeduTeNneil 1 3aMHTEPECOBAHHBIX CTOPOH KOPIOPATUBHOM 00pa3oBaTeIbHON MporpaMMsl [4].

3amaun 0Opa3oBaTeNbHON MPOrpaMMEBl TyanbHOTo 00pa3oBanus, peanu3zyemoir AO «[THT3»:

- OpraHm3amys COBMECTHOW [EATENFHOCTH TEXHHUKYMa M TPENNpUATHS 10 OOYYCHHIO, BOCIIHTAHHIO,
npodeccHOHATPHOM OPUEHTAINH U TPYIOBOH afalTallnyd MOJIOJBIX CIICIHAINCTOB;

- obecredeHNe COBPEMEHHBIX MaTEPUaIbHO-TEXHUUECKUX YCIOBHH ISl (POPMUPOBAHUS MPO(EeCCHOHATBHBIX
KOMITETEHIIUH MOJIOABIX CIIEUAIINICTOB;

- co3ianue KOM(OPTHBIX YCIOBUI 115 NPO(ecCHOHAILHOI0 00yUeHUs ¥ JINYHOCTHOTO Pa3BUTHS CTY/IEHTOB;

- BOBJICYCHHUE CTYAECHTOB B KOPIIOPATHBHYIO KYJIbTYPY IPEIIPHUSTHS;

- Tepejada CTyAEHTaM IPOrpaMMbl YHUKAIBHOTO MPOM3BOICTBEHHOI'O OMBITA U NPO()ECCHOHANBHBIX 3HAHUI
4yepe3 HaCTaBHUYECTBO;

- TapaHTUPOBAHHOE TPYAOYCTPOMCTBO BBIIYCKHHKOB, COOTBETCTBYIOIIMX TpeOoBanusiM OOmectsa |
3aKJIFOYMBIINX JOTOBOPHI O I€JIEBOM 00yUEHHU.

YKPYITHEHHO LUK MOATOTOBKH NMPOU3BOACTBEHHOTO IIEPCOHAIA HA OCHOBE MOJEIH TyalbHOr0o 00pa3oBaHUS
COCTOHT M3 OCHOBHBIX (DYHKIIMOHAIIBHBIX 3TAIlOB, B paMKaX KOTOPBIX OCYIIECTBISETCS B3aMMOACHCTBUE YIaCTHUKOB U
3aUHTEPECOBAHHBIX CTOPOH, PUCYHOK .

B pamxkax obpazoBarensHoi nporpammsl [THT3:

- OCYIIECTBIISIET IPOTHO3HYIO OLEHKY M INTAaHUPYET MOTPEOHOCTh B MOATOTOBKE KBATU(PHUIIMPOBAHHBIX pab0OINX
U CHENUATHUCTOB;

- OpraHu3yeT MaTepuagbHOE 00ECTICUCHUE U PeaT3alio IPaKTHIecKoro ody4eHns B coorsercTBun ¢ PI'OC,
npodeccHoHaBbHBIMU CTaHJAaPTaMH M KBAIM(HUKAIMOHHBIMU TpeOOBaHMAMHU Ha rutonaake OOpa3oBaTeIbHOIO LIEHTpa U
B IIEXaxX 3aBOJA,;

- MPOBOAUT TPAaKTUYECKOe OOy4YeHHE Ha IMPOTSDKEHWH BCEro Iepuojia OOyueHHss W BKJIIOYaeT OOyueHHe
MIEpBOHAYANBHBIM TPAKTUYECKHM HaBBIKaM M0 TpodeccusiM, y4eOHYI0 TPAKTHKY C IENbI0 O3HAKOMIICHHS C
TEXHOJIOTHYECKUMH MPOLECCaMU, MPOM3BOJCTBEHHYIO NPAKTUKY C LENIBI0 OCBOCHHUS HECKOJIBKHX BOCTPEOOBAaHHBIX
npodeccHii U MoTyIeHUs KOMITSTEHITHIA

- OCYIIECTBIISIET IPON3BOJICTBEHHOE HACTABHUYECTBO CTYAECHTOB M BBIILY CKHUKOB IIPOTPAMMBI;

- OpraHu3yeT CONPOBOXKACHHE CTYJEHYECKHMX TPYNI KypaTopamMH OT IPOW3BOJICTBA C LENIBIO YKPEIJICHUS
yu4eOHOH ¥ y4eOHO-TIPOM3BOACTBEHHON JAMCHUIUIMHBI, Pa3BUTHUS JIMYHOCTH OOYYalOIIMXCS M WX BOBJICUYEHHS B
KOPIOPAaTUBHYIO KYJIbTYPY 3aBOJA;

- (uHaHCHpYyeT OCHAIEHHE, NOAJEpPKAHUE M Pa3BUTHE MaTEePUAILHO-TEXHUUYECKOH 0a3bl U JesTelIbHOCTh
OO0pa3oBaTeNbHOTO IICHTPA, 3aKYII CIIEHOAEXK/IbI, PACXOIHBIX MaTepUaioB U HHCTPYMCEHTOB;

- OpraHu3yeT CTAKUPOBKY MEaroroB IO 3asBKE KOJUIEKA.

OcHoBHasg 1enb (HOPMHUPOBAHMS IPOIECCa MOATOTOBKH IMPOM3BOJCTBEHHOTO IEpPCOHATa HOBOT'O IMOKOJECHHUS
COCTOMT B TOM, 4TOOBI OCYLIECTBIJISITH OOpa30BaTeNbHBIN IMPOIECC B COOTBETCTBHU C 3aKOHOAATEeNbCTBOM PD n
TpeOOBaHMAMHU K KauecTBy 0Opa3oBaHMS M OJHOBPEMEHHO OOECTIEUMBATH BBHITIOJIHEHNE M BHEAPEHUE KOPHIOPATHBHON
¢mrocopun M IEHHOCTeHl B Tmporecc O0O0y4eHHs. ABTOPHI NpearaloT pPacCMOTPETh MPOIECC IOATOTOBKH
KBaJTH(DUIIPOBAHHBIX CIIEHATIUCTOB B paboUrX, KOTOPHIH H300pa)keH Ha puCyHKe 2, peanmn3zyeMblid B AO «ITHT3».
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ITpor#os moTpedHOCTH
E [IepCOHAlle H odopMIeHHS
3akaza o0pa3oBaTelbHOH

OpPraHH3ALHH
TpyzoycTpoiicTBO [MpodopHeHTAITHOHHAS
H ATaNTAIHA BEIIYCKHHKOB pafoTa H IpHeM CcTyISHTOB

AN L

o i PeanH3allHg TeOopeTHIECKOTO
OrueHKa KBaTH(pHKALHH 00yteHHd Ha Da3e KOUIeIEa

—

Peannzannsa MIPaETHYISCREOTO
05}"-16‘HHJI Ha I[IPOH3BOOCTBE

Pucynok 1 — Iuks ayansHOro 06pa3oBaHms

JaHHas cxeMa JEMOHCTpPHPYET, YTO Ha BXoje mporecca «JlyambHoe oOpa3oBaHME» HAXOIATCA OXKHIAHUS
3aKa3YMKOB B JIMIIC BHEIIHUX W BHYTPCHHUX 3aWHTCPECOBAHHBIX CTOPOH (aKIIMOHEPOB, MEHEIKEPOB, KOJUICKTHBA,
MECTHOTO COOOIIECTBa, MYHHIUIAINTETa, OOIIECTBEHHBIX oOpraHu3ammii). Ha BeIxome mpormecca IOMDKHBI OBITh
pe3ynbTaThl NEsITEIHHOCTH BJaJeliblla M OTBETCTBEHHBIX HCIOJHHTENCH Ipolecca MOATOTOBKU IPOU3BOICTBEHHOTO
nmepcoHara. DTH Pe3yJbTAaThl JOJDKHBI OOECIICYNTH BBITOJMHEHHWE TPEOOBAaHWI W yIOBJICTBOPEHHOCTH 3aKa3YHKOB U
3aMHTEPECOBaHHBIX  CcTOpoH. OCHOBHas 3ajaya 00pa3oBaTENbHOW  NPOrPaMMBI  COCTOUT B OOy4YeHHH
BLICOKOKBaJ'II/I(bI/IHI/IpOBaHHI)IX CTYACHTOB, IIOJHOCTBIO TOTOBBIX K CaMOCTOSITEILHOH pa60Te Ha COBpPEMCHHOM
000pYZI0BaHUH U Pa3JICISIONIMX TPOU3BOJICTBEHHYO (HHIOCODHIO KOMITAHHH.

[lo oxoH4WaHWMIO O0OyYeHHS BBIMYCKHUKH I[lepBOypasibCcKOTO METAJUTyprHYecKOro KOJUIeKa OOydeHBI
HECKOJIBKUM pabouuM npodeccusM (0T OAHON 70 YeThIpex Mpodeccuii), YTO 3HAUUTENBHO MOBBIIIAET X IIEHHOCTh KaK
JUTS TIpEIIPHUSTHS, TaKk U Ha PEIHKE TPyAa, co37aeT MOOMIFHOCTE pabounx kaapoB. He menee 60% BpeMeHHU CTYICHTHI
OCBaMBAIOT MPAKTHYECKHE HABBIKM Ha Y4EOHBIX TpeHakepax WM METALTyprHuecKOM OO0OpYAOBAaHMU B KOJUIEIKE, a
TaKKe MPOXOT MpakTHKy B nexax [THT3. IIpu 3ToM Bce BBITyCKHUKH 00JIAAal0OT CIecapHBIMHU HaBBIKaMH, 0a30BBIMHU
3HAHUSIMHM TTHEBMATHKH, THUAPABIUKH, MEXaTpoHUKH. [lomMumo monmydeHus 0a30BBIX 3HAHUU BO BpeMs OOYyYCHWs,
CTYACHTH HM3y4YalOT TEXHOJOTHIO M 00OpyJOBaHWE KOHKPETHOTO IIPOM3BOJACTBA. [IpemnpusTue TpyAOyCTpauBaeT
CTY/ICHTOB Ha T¢ pabodre MecTa, Ha KOTOphIe OHU B OYIyIIeM, O OKOHYAHHH KOJUICHXKA, MOTYT MPHUUATH JUT Havyaia
TPYAOBOH JEATEITHHOCTH.

[Ipu atom, cerogns B [THT3 Her menocTHON CHCTEMBI OLIEHKH Pe3yJIbTaTHBHOCTH NyajbHOI'0 00pa3oBaHMI.
ABTOpBI IPEIUIAaraloT CBOE BHUJICHNE KIIIOUEBBIX NIOKa3aTesel pe3yIbTaTHBHOCTH CHCTEMBI.

1. CpenHuii 6amn arrectaTta Mpu npuemMe CTyAeHToB (6asm).

2. Utoru mpoMexyTOYHOTO (110 UTOraM 2 Kypca) pedTiara cTy1eHTOB (% CTYICHTOB ¢ BEICOKUM PEHTHHTOM).

3. Cpennuii 6ayu1 AUTIIIOMA TIPH BEIMYCKE CTYACHTOB (0am).

4. CooTBeTCTBHE KOMIIETEHIINH 1 KBAIW (PUKAITNH BHIITYCKHIKOB TPEOOBaHISIM MTPOU3BOICTBA (% COOTBETCTBUS
IO UTOTaM KBaJIM (PUKAITMOHHOT0/ IEMOHCTPAITMOHHOTO 3K3aMeHa).

5. CoOTBEeTCTBUE KOJTMYECTBA TPYIOYCTPOCHHBIX Ha IIPOU3BOICTBO BHIITYCKHUKOB

TUTAaHOBBIM TOKa3aTelsiM (% TPy I0yCTpOHCTBa BBIIY CKHUKOB 3a EPHO).

Wrak, npencraBieHHas cucreMa oOpa3OBaHUS IMO3BOJMT MPOMBIIUICHHBIM MPEAIPUATUSIM HE HUCIBITHIBATH
0CTpOro neduiMTa KaJpoB W FOTOBUTH pabouuil mepcoHasi, 0O0NanaroIinii HYKHBIMH KOMICTCHIUSAMH HE TOJBKO B
TEeKyILEM ITepruo/ie, Ho U B OimKaiitei nepcrektrnse. CeroHs Ha PEaNpHATHX O0JIbIIOE 3HAaUSHHE UMEET CIOCOOHOCTh
nepcoHana ObICTPO MEPEKIIIUaThCs Ha pEellieHN e Pa3HbIX 3a/1a4d U/WIIN BBINOIHATh HECKOJIBKO 33/1a4 OJJHOBPEMEHHO.

VYenemnas  peanuszanyss 00pa3oBaTeIbHOTO TPOEKTa JAyajbHOro oOpasoBaHusi Ha [lepBoypanbckom
HOBOTPYOHOM 3aBOZIE MOXKET ITPEICTABIATH HHTEPEC Al MHOTHX npeanpusataii Poccuiickoit @enepannu. Ha ero ocHoe
MOJKHO OTCJICIUTh MHHOBAIIOHHEIE MTPOIIECCHl B COBPEMEHHOM 00pa30BaHIH. MHOTHM TP OMBIIUICHHBIM TPEATIPHSTUHIM
cTommo OBl B3ATh Ha BOOPYXEHHE ONBIT peajn3aluyd IyalbHOTO OOpa3oBaHUS C IO  IONyYEHHS
BBICOKOKBAJIM (PUIIMPOBAHHBIX KaIpOB, OOJANAOIIAX HYXHBIM HaOopoM KomrmereHImA. Takum o0Opa3oM, IyambHOE
o0pazoBaHHE Ha OCHOBE MYJBTHCKIUIMHTA SBIIETCA dPPEKTUBHBIM PEIICHUEM U 00ECIeYeHNST METAILTyPrUIeCKUX
3aBOJIOB BBICOKOKBAIU (PUITPOBAHHBIM IIEPCOHAIOM.

% CocrapiieHo aBTOPOM
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VYpasistolee Bo3 e CTBUE:
YyCTaHOBJIEHHE TPEeOOBaHMIHA

K 2JIEMEHTaM | [POIIeccaM CHCTEMBI
IyanbHOT0 0OpaszoBanust AO
«ITHT3», npaBui B3auMoAeHcTBUA
MEXIy HUMH JJIS TOCTHKEHUS
HAWITYYIIUX PEe3yIbTaTOB B cdepe
oOecTiedeHns IPON3BOICTB
BBICOKOKBAJTH (DUIIMPOBAHHBIMHU

Kagapamu
IIpouece: JlyaanHoe oOpa3oBaHMe Ha OCHOBe
MYJIbTHCKHJIMHI A

Bxoa npouecca:
TpeOOBaHMsI 3aKa3YHKOB
(rocynapcrsa,
paboTomarens,

TPaXIaH), OKUITAHUS
3aNHTEPECOBAHHBIX CTOPOH
K KBaJTH(DHUITUPOBAHHBIM
CHenuanucTaM u padbodnum

Ieas npounecca:

obecrieueHne KauecTBa

1 3QGEKTUBHOCTH MOATOTOBKH
KBaTH(UIIUPOBAHHBIX KaAPOB IS
npon3BoacTB AO «ITHT3»

HAa OCHOBE MOJEIH TYaITbHOTO
o0Opa3oBaHHs.

Bnanenen nporecca:

JIUPEKTOP IO MIEPCOHATY

Brixoa npouecca:
yJIOBJIETBOPEHHOCTh
3aKa34MKOB (rOCyapCTBa,
paboTonarens, TpakiaH),
3aHHTEPECOBAHHBIX CTOPOH;
KBaIN(ULIUPOBAHHbBIE
CIIEIM AN CTHI U paboune,
Bianeromue 1-4
npodeccusiMu

Pecypcni:

PYKOBOAUTEIHN U CHELIHATUCTHI
paboToznaresnst 1 00pa3oBaTeIbHON
OpraHU3alMy; NeJarory,
TIpero/1aBareiy, MacTepa,
HACTaBHUKY, HHCTPYKTOPBI;
000pyI0BaHHbBIE YucOHbIC KAOUHETHI,
nabopaTopuH U MacTePCKHUE;
IIPOM3BOJICTBEHHOE 000PYAOBaHUE
Pucynox 2 — YkpylnHeHHas cxema Ipoliecca JyajabHOro 00pa3oBaHus
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INTEGRATION OF DUAL EDUCATION PROCESSES FOR THE TRAINING OF
PRODUCTION PERSONNEL ON THE EXAMPLE OF JSC «PNTZ»

Abstract:

The article presents a special case of the process of dual education as a mechanism for managing labor
productivity in metallurgy based on multiskilling. The scheme of the process of dual education is presented
on the example of JSC Pervouralsky Novotrubny Plant. The author makes a conclusion about the
effectiveness of dual education in providing metallurgical enterprises with highly qualified multifunctional
personnel.
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Labor productivity, metallurgical industry, dual education, multiskilling.
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HCNOJBb30BAHAE BO3MOXHOCTEH MCKYCCTBEHHOI'O WHTEJUIEKTA IS
YJIYUYIIEHUS YIIPABJIEHUSA YEJIOBEYECKHUMU PECYPCAMUT

AnHomayus:

UckyccrBennblii unTemnekt (M) mnpousBen peBOMIONUIO B Pa3IUUYHBIX OTpacisX, U CEKTOp
3paBOOXpaHEHMsl HE sABJIETCS UCKIIOUeHHEeM. B aToli crathe uccnenyercs noreHuuan MW B ynpasinenun
yenoBeueckumu pecypcamu (HRM) B 6onbHuIax. Vcmonb3ys TEXHOIOTHMH UCKYCCTBEHHOTO HHTEIICKTA,
OOJIBHUIIBI MOTYT ONTHMH3UPOBATh CBOM KAIPOBBIE MPOLECCH, MOBBICUTH 3((PEKTHBHOCTh M MOBBICHUTH
VAOBJIETBOPEHHOCTh COTPYAHMKOB. OJHAKO JHIIb HEMHOTHMEe OO30pHBIE WCCIENOBaHUA ObUIN
COCPENOTOUYECHBl Ha M3YyYEHUU BCEX AaCHEKTOB BIMSHHUA HCKYCCTBEHHOI'O WHTEIJIEKTa Ha YIpaBJicHHUE
mepcoHanoM B OonmpHHImax. B 3Toil craThe mpencTtaBieH o030p mpumeHeHmss WM B OonpHMYHOM
YIIPABJIEHUH IIEPCOHATIOM U BBIIETIEHBI COOTBETCTBY FOILME CCBUIKU.

Knrouesvie cnosa:
YIpaBICHUE YEIOBEUCCKUMHU PECypcaMH, HCKYCCTBCHHBIH HWHTEUICKT, MEAUIMHCKas cdepa, OICHKA
MIPOU3BOUTEIHHOCTH, BOBJICUCHHOCTh COTPYIHUKOB

Beenenne/Introduction

HckyccrBennsiii uatemiekt (M) — 310 OblcTpo pa3BuBaromiascst o0macTe WHGOPMATHKH, LENbI0 KOTOPOH
SBJISIETCS CO3JAHNE MAIINH, CIIOCOOHBIX BBIOJIHATE 3a1a4l, 0OBIYHO TPEOYIOIINE YeIOBEYECKOI0 HHTEIIICKTA.

OTa TEXHOJIOTHS MOXET 3HAYMTENIbHO YIYYIIUTh MPOLECCHl YIPABICHHUS 4YeJIOBEUYECKUMH pPEcypcaMu B
MenuuuHCKoi chepe. Hapumep, M MoxeT HOMOYBL ONITHMHU3HPOBATH INIAHUPOBaHUE paboyeil CHIIbI, IPOrHO3UPOBATh
HOTPEOHOCTH B YEJIOBEUECKUX PeCypCax, YIYUIIUTh IPOLECCHl O1arocoCTOSHMUS 1 0€301aCHOCTH COTPYAHHUKOB, a TAKKe
YIAYYIIUTE KAY€CTBO 0OCITYKUBAHUS MALMEHTOB U UX CEMEH.

HckyccTBEHHBIH MHTEUIEKT Tak)Ke MOXKHO MCIOJIB30BaTh Ul aHalM3a MEIULUHCKHX JaHHBIX W 3aruceid
HAlMCHTOB, YTOOBI CIIPOTHO3UPOBATH MOTPEOHOCTH MEAULIMHCKOW cepbl B pabodeit CHile U YENOBEYECKHUX pecypcax.
Ora uHpOpMaIMI MOXET IIOMOYb MEHEIKepaM MO IEepPCOHaly IPUHUMATh Oojiee KadecTBeHHble M 3¢ (EeKTHBHBIE
pelieHus o HaliMe, 00y4eHHN M Pa3BUTHHU IIEPCOHAIA.

B 1enoM, UCKyCCTBEHHBIH HHTEIUIEKT B YIPaBICHUH MIEPCOHAIIOM B MEAUIMHE MOXKET 3HAYUTEIILHO TIOBBICHTh
NPOU3BOJUTENFHOCTE W 3(Q(EKTUBHOCT YEIOBEUECKHX PECypCOB, a TaKXKe KadecTBO MEIUIMHCKHX YCIyT,
NPENOCTABISIEMBIX MEIUIMHCKIMHU OPraHU3alUsIMH.

MeTonoorus uccjie0BaHHs

CraTbs MpEACTaBIACT KOHLENTYaIbHBIH 0030p, OCHOBAHHBIH HCKIIOYHTEILHO HAa HEAABHO OITyOIMKOBAHHBIX
HCCIIeIOBATENIbCKUX PaboTax, a TAaKKe Ha aHalM3e HOBOCTEH M BTOPUYHBIX JAHHBIX, JTOCTYIHBIX HA Pa3lIMYHBIX BeO-
caifrax rmo Temaruke «MIcKkyCCTBEHHBIH HHTEIUIEKT U YIPaBJICHHE YeTIOBEUYECKUMHU PECYPCaMm».

[Mony4eHHbIe JaHHBIE CIPYIIUPOBAHBI HAMH 110 Py OpUKaM:

1) mIaHUpOBaHHUE YEIOBEYECKHX PECYPCOB;

2) PpEeKPYTHHT YEIOBEYECKUX PECYPCOB;

3) omeHKa MPOU3BOAUTEILHOCTH HEPCOHATIA;
4) BOBIICUCHHOCTH U yACPKAHUE COTPYIHHKOB;
5) o6yueHne u pa3BUTHE;

6) BO3MOXKHOCTH MPOTHO3HOMN aHATHUTHKH.

AHanm3 yKa3aHHBIX IIPOIIECCOB IIPOBOAMIICS B ACHEKTE POJIM M BO3MOXKHOCTEH PUMEHEHH
MCKYCCTBEHHOTO MHTEJUICKTA IS YIYYIICHHUS YIPABICHHUS YEIOBEYCCKUMHE PECypCaMu.
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Results

1) IInanupoeanue paboueii cuivl ¢ HOMOWBIO UCKYCCIBEHHO20 Unmennekma (0anee - HH)

PykoBoguTenu M MeHEMKEphl 1O MEepCoHay IeNaloT CTpaTeruuyecKuil BEIOOp MU BHEAPEHUH, pa3paboTke U
BHeApeHun VU mis QyHKINE yripaBieHus epCcoHaIoM. ANTOPUTMBI UCKYCCTBEHHOT'O HHTEIIEKTa MOTYT ToMoub HR -
oTJenaM BBIABIATH NMPOOETsl B HaBBIKaX M pa3pabaTbiBaTh CTPATETHM IUIAHUPOBAHUS paboueil cuibl. AHAMU3UpPYs
TEKyIINE HAaBBIKM COTPYIHHMKOB M Oymymue TpeOosanus, MM MokeT pekoMeHIOBaTh MPOrpaMMbl OOYUEHHS HIIH
CTpaTernd Haiima, 9To0BI 00eCIeYnTh KOMIIETCHTHYI0 padouyro cuiy. [1] Kpome Toro, U MoskeT TOMOYb B yIIpaBICHUH
3I0pPOBBEM HACEICHUS U pa3padOTKe pyKOBOJACTB. [2]

2) Pexpymunz u omoop Ha 0CHOBe UCKYCCHIEEHH020 UHMENTeKma

MbI J0JDKHBI TIOTBITATBCSl ONHMCATh PONb M NPEUMyIIecTBa ucnosb3oBanus WM-npunoxennii B mporecce
nozabopa rnepcoHaia 1 00J1acTH, B KOTOPBIX HX MOXKHO HCITONIb30BaTh. BHeapenne N -npuioxxenuii B nponecce noxdopa
nepcoHaia OBICTPO PACTET, XOTA B HACTOSIIEE BpeMsI OOIBITMHCTBO KoMIaHuH, mpuMeHstomux VU B mporecce mogdopa
MepcoHana, SBISIOTCS JHOO OuYeHb KPYIHBIMH, JIMOO TEXHWYECKH IOJKOBAHHBIMHU HMHHOBAllMOHHBIMH (HPMaMH.
YToMHTENBHBIE U MOBTOPSIONINECS pabOTHl MOKHO aBTOMATH3HPOBATh B IIPOIECCE MOAO0PA IIEPCOHANA, YTO ITO3BOIUT
C3KOHOMHUTH MHOTO BPEMEHH, SHEPTHH U CPEJICTB.

XOTs CyIIECTBYIOT pa3liM4HbIE 00JIacTH, B KOTOPBIX MOXHO HCIIOIB30BaTh mpuiokeHus M, Ho gar-60Tsl,
ABTOMATH3WPOBaHHAs CB3b, IPOTPaMMHOE OOeCIIeueHne IS MIPOBEPKH NPIUIOKEHUH 711 Habopa mepcoHaja — 3TO
obmacth, B koTopeix M ucmonb3yercs gamie Beero. [3]

3) Ouyenka npou3zeooumenvHocmu u 00pamuasn cea3v

WHTterpamust HMCKyCCTBEHHOTO HWHTEIUIEKTa B  3JPAaBOOXPAHCHHWE MMEET OrPOMHBIM IOTEHOWaNm IS
PEBOJIFOLIMOHHOIO U3MEHEHUS yXOJAa 3a MallMeHTaMHM M pe3ylbTaToB JiedeHus. IIporHosHas aHamMTHKa Ha OCHOBE
HCKYCCTBEHHOT'O HHTEIUIEKTa MOXKET IIOBBICHTH TOUHOCTb, 3()(pEeK TUBHOCTH M SKOHOMHMYHOCTD IMarHOCTHKH 3a00J1€BaHN I
U KJIMHUYECKUX J1a00paTOpHBIX HccinenoBanuii. MM mMoxeT aBTOMaTH3MpOBaTh OLEHKY 3()(EKTHBHOCTH, aHAIU3UPYS
JAHHBIE U3 PA3JINYHBIX UCTOUHUKOB, TAKUX KaK OT3bIBBI ALMEHTOB, TIOKA3aTEN KaueCTBA U 3KCIIEPTHBIE OLIEHKU. DTOT
npouecc OOBEKTHBHOW OLEHKM YCTpaHSET IPEAB3ATOCTh U OOECIIeYMBACT CIPAaBEUIMBYIO OOpaTHYIO CBsI3b [UIS
COTPYIHUKOB. [2]

4) Boeneuennocms u yoepocanue compyoHuKkos

B nccnenoBannu Retention Study 2018 roga u3nmosxeHs! 50 KIFOUEBBIX MIPUYHH, IO KOTOPBIM PAaOOTHUKH P STITHITI
OTKa3aThCs OT CBOMX JIOJDKHOCTEH, M pa3zenieHsl uX Ha 10 moakaTeropuid, 7 U3 KOTOPHIX paboTOdATENH CUUTAIOT, YTO UX
MOXHO M30€XaTh ¥ MPenoTBpaTtiTh. [I9Th OCHOBHBIX THIOB NPHYMH, [0 KOTOPBIM JIIOAW YXOIST C PaOOTHI, BBITIISAAT
CIENYIOIHUM 00pa3zoMm:

1) KapbepHBII POCT: HE3HAUNTEIBHBIE MIIM HU3KHE BO3MOXKHOCTH KapbhepHOT'O pOCTa M TPYJOYCTpoicTBa - 21%;

2) GamaHc Mexay pabOTOM M JMYHOW KHU3HBIO: YJIydYIllcHHE OaaHca MEeXIy pabOTOi M JIMYHOU KHU3HBIO,
BKJIIOYaroniee Oosee OiaronpuaTHbIi rpaduk, rudkuil rpadyk U coKpalieHne BpeMeHH B myTH - 13%;

3) TOKCHYHOE PYKOBOICTB: HeMpo(decCHoHAIbHbIE, HEyBaKUTEeIbHbIE pyKoBoAUTETH - 11%;

4) ncuxuyYecKoe 3/10poBbe — IMPoOIIEMBI CO 3I0POBBEM Y COTPYJHUKA WM €ro ceMbu - 9%;

5) KOMITEHCAIIMOHH sl ITOJIMTHKA: KOMIIEHCAIIMK 00CYKIAI0TCs Yallle, YeM JIbIoThI - 9%.

CornacHo uccienoBanuio MexayHapoaHoi koMmmnarnu qaHabX (IDC), oaHa U3 KITFOYEBBIX IPUIHH, IO KOTOPOH
paboOTHHKHK OpPOCAIOT CBOIO PabOTY, 3aKIIOYAETCS B TOM, YTO OHH OOHAPYKUBAIOT, YTO TPATAT CIUIIKOM MHOTO BPEMEHU
Ha TOBEPXHOCTHBIC 3aHATHS M HENOCTAaTOYHO BPEMEHH, YTOOBI COCPEIOTOYMTHCS Ha Oojiee 3HAUMMBIX Bellax.
Hcnonp3oBanne 1uiardopmbl ATl aBTOMAaTH3alMM THOBTOPSAIOIIMXCS ONEpanuii — pasyMHBIH CIOCOO MOBBICHTH
MPON3BOJUTENHLHOCTD TPy A epcoHana. OHU CMOTYT TPAaTUTh CBOE BPEMs Ha AES TEIBHOCTh, KOTOPast IPUHOCUT OOJIbIIIee
YZIOBJIETBOPEHHE OT pabOTHI, YTO B KOHEYHOM HTOTE MPUBENET K CHIKEHHUIO yOBUTH TIepcoHana. [4]

5) Obyuenue u pazeumue

[Imaropmsl 00y4deHHS HAa OCHOBE HMCKYCCTBEHHOT'O MHTEIIEKTAa MOTYT Tpenjararh IepCOHATM3UPOBAHHBIC
IporpaMMbel OOy4deHHs JUIs IepCOHana MEAUIMHCKUX Yy4YepeskAeHuil. AHanu3upys WHIUBHUIYyalbHbIE HAaBBIKH,
TIPOM3BOAUTENBEHOCTD U IPEANIOYTEHHS B 00ydeHNH, anropuT™MbI MM MOTYT peKOMeHI0BaTh COOTBETCTBYIONTHE yUeOHBIC
MOJTyJIH, 0OecIieurnBas HempeprIBHOE MpodeccroHaIbHOe pa3BuTue. [1]

6) Ilpozuo3nan ananumuka Ha OCHOGE UCKYCCIEEHHO20 UHMeNNeKma

[Noaxox NpPOrHO3HOM aHATMTHUKM Ha OCHOBE HMCKYCCTBEHHOTO WHTEIJIEKTA JUISI PAHHETO IPemyNpexIeHUs
OCHOBaH Ha IIPEIIIOCHIIKE, YTO YacTO (PUKCHPYIOMCS HE3HAUUTENbHBIC M3MEHEHUs, KOTOpBIC IMPEICTaBIAIOT cOOOH
NPU3HAKW OOJE3HM WM CHHAPOMBI, KOTOPHIE MOXKHO OOHAapyXXHMTh 3a HECKOJIbKO YacoB 10 HEOIaronpusTHOTO
KIIMHUYECKOTO COOBITHSA. [5]

3akiioueHue

Wurerpamyst  MCKyCCTBEHHOro  MHTe/uleKTa B HR-MEHemXKMEHT  MeIMuMHCKOH  cdepbl  MOXKeT
PEBOJIIOLIMOHU3UPOBATH  CIIOCOOBI  YIPABJIEHUSI IPOLIECCAMHU  YIPaBJIEHUs] IEepPCOHANOM. Vcrmonb3ys TEXHOJIOrHH
WCKYCCTBEHHOTO HHTEIJIEKTa, OONBHHUIEI MOTYT ONTHMH3MpPOBaTh Ha0Op TepCOHama, IMOBBICHTH YpPOBEHb
YKOMITJIEKTOBaHHUSA II€PCOHANOM, IIOBBICHUTH BOBJIEYEHHOCTh COTPYJHHKOB U CHOCOOCTBOBAaTH HEMPEPHIBHOMY
npodeccHoHATBHOMY Pa3BUTHIO.
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Abstract:

Artificial Intelligence (Al) has revolutionized various industries, and the healthcare sector is no exception.
This article explores the potential of Al in human resource management (HRM) within hospitals. By
leveraging Al technologies, hospitals can streamline their HR processes, improve efficiency, and enhance
employee satisfaction. However, few review studies have focused on examining all aspects of the impact
of artificial intelligence on hospital human resource management. This article provides an overview of the
applications of Al in hospital HRM and highlights relevant references.
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METO/JbI YJEPKAHUSI MOJOJABIX CHELUAJIUCTOB Y3KOWM CHELUAJIM3ALIUU B
METAJLIYPTUYECKOI OTPACJIN: AHATUTUYECKUE UCCJIEJOBAHUS

Annomayus:

Crarbsl mocBsiIeHa pa3pa0OTKe OOBEKTHBHBIX KPUTEPHEB OICHKH YCHEUTHOCTH CHCTEMBI YICp>KaHHS
CIICIUATUCTOB Y3KOH KBATU(UKAIIMK B METAJUTyPrHYCCKON OTPACITH C YISTOM CHEIU(PUKU ACITSITBHOCTH
MIPENPUATHS U [1eXa, a TaKKe WHIANBUAYTBHBIX OCOOEHHOCTEH TaKWX CIeHaTUCTOB. [Ipeamoxken psy
KJIFOUEBBIX METPUK U OMKCAHBI MEXAaHU3MBI X UCIIOJIb30BaHUSL.

Knioueswie crosa:
MOJIOABIE  CIEHHUANHNCTBI, IapaMeTpbl TNPUBICUCHUS W yJCpXKaHWA, Yy3Kasg  CHEIHaIu3anus,
MeTaJLTy prudecKasi oTpacib

Heo6xomuMocTh yaepkaHusl CIIEUATUCTOB Y3KOH HAPaBIEHHOCTH - OJTHA U3 KIFOYCBBIX U aKTYyalIbHBIX 3a]1a4
MeHeDKMEHTa MPpeAnpusaThs. Bee Jarie 3Tu 3a1aun npoenupyroTes Ha YpOBEHb PyKOBOJIHUTEINECH [[EX0B U MOIpa3IeiIeHUH
KOMITaHUH.

BaXHBIM acCIeKTOM pealH3allid METOJOB M WHCTPYMCHTOB YACP)KaHHS CIICHUATUCTOB Y3KOTO MPOGUIIs
SIBIISICTCS IEPUOINYECKAs OLCHKA A DeKTHBHOCTH MPUMEHEHHSI STUX METO/IOB, aKTyaJIbHOCTH PE3yJIbTATOB, PeaTH3aluu
pa3paboTaHHBIX MepornpusThHil. [IoMHMO OICHKM KOJIMYCCTBEHHONH M KauyeCTBEHHOH OO0ECIIEUeHHOCTH IMepCOHAIOM
Y3KOTr0 MPOQHIIs BAXKHO OTCIEKHUBATH IMOKA3aTeNN TEKYYECTH KaJIpOB B ATOH KaTETOPUHU COTPYIHUKOB, UX JOSIHHOCTH,
YIOBICTBOPEHHOCTH, a TAaKKe JaBaTh OOIIYI0 SKOHOMHYECKYIO OIEHKY A(PQEKTHBHOCTH NpPHHUMAaeMBIX Mep. Takoit
aHaM3 HEOoOXOJWM JUIsl YCTpaHeHHs TOTEHIUMAIBHBIX Mpo0ieM, a Takke KOPPEKTHPOBOK CHCTEMBI YIepiKaHUs
MepcoHala, B T.9. C YIETOM U3MEHEHHI Ha pHIHKE TpyAa. [loCKOMBKY yaepskaHHe KBaH(UIIMPOBAHHOTO IIepCoHaNa, B
0COOEHHOCTH MOJIOZIOTO, SIBIIIETCS CIIOKHBIM U MHOTOTPAHHBIM TIPOIIECCOM, TIPEIITIaraeTcs HECKOIBKO MapKepOB OICHKH
3¢ PEKTHBHOCTH MPUMEHICMBIX METOIOB, OTIMCAHHBIX Hamu paHee [1].

HecoMHeHHO, OHMM U3 MOKa3aTeeil SBISCTCS CpeoHull 603pacm TO MOJAPa3JelieHuto (LeX, 3aBOi, Tpymmna
KOMIIaHU#, oTpacib). PabOTHUKM cpemHero Bo3pacTa — JIIOAHM, MOJNYYHBIIHE COOTBETCTBYIOIIEE 0Opa3oBaHUEC H YiKE
MPOILEAIINE CTAIUI0 TPYJAOBOM aJalTalud B CBOCH Mpo¢)eCCHOHAIBHON Kapbepe, YTo o0ecleunBaeT 00peTeHne MU
npoQeCCHOHANBHO 3HAYMMBIX KauecTB [2]. BaxHO coxpaHsaTh OanaHC MEXIy 3I0POBBIMU M YMEPEHHBIMH aMOHUIIUSIMU,
MOJJIepXKaHUEeM TBOPYECKUX WAEH W HENOMyIleHHheM 3acTosi W Oe3piHUIMaTuBHOCTH. [lokazarenh MOXeT OBITh
WHIUBUY ATHHBIM M HE MOXKET OBITh JOIMaTHYCCKUM, HCOOXOTMMO YYUTHIBATH CIEHU(UKY TPSIIPUSTHS, OTPACITH.

IlockonpKy mOKOIEHUE «shorts and reels» momoapIx o€, MPHUBBIKIINAX K BOCTIPUATHIO MHPOPMAIUH depe3
KOPOTKHE POJUKH COLMAIBHBIX CETeH, HEe BCET/a TOTOBHI K OJHOTHUITHON pabore, TpeOyeTcs TakoW IMOKa3aTelb, Kak
cmensemocms npogheccuu (000pyIOBaHMS, CTaHKA, CTaHa). MOJOIBIX CIENUATUCTOB OBICTPO YTOMIISIET OJHOTHITHAS
paboTa TOYHO TaK ke, KaK MX YTOMIIIET MPOCMOTPEHHBIH KOPOTKHH POJHMK B IOO0H momynsapHON cetu. OHH C
YIOBOJIGCTBHEM M MO TNPWUBBIYKE TOTOBHI INEPEIHCTHYTH 3Ty CTPAaHWUYKY CBOeH HpoQecCHOHATHHON NesITETHHOCTH,
IpUYeM MPUHIUITHATEHBIM 00Pa3oM. ..

B manmpiii Moment Ha YemssOuHckoM TpyOompokaTtHoM 3aBone (manee — UTII3) peammsyercs moaxon
CMEHSIEMOCTH TPO(ECCHU, MCHSIOUINI OTHOIICHHE K OOYYCHHIO IepcoHajda M €ro TOPH30HTAIBHOMY Pa3BUTHIO.
Knaccuuecknii MeTon yxoauT B mporuioe. [Ipexae Bcero, MeHseTCss OTHOIIEHNE PYKOBOAUTENS, K COTPYAHUKY U €Tr0
pabouecii ®HM3HU Ha MpeanpusATHA (OOYUCHHIO, BOCIHTAHHUIO, MPOU3BOJICTBEHHOW ICITCIBHOCTH, PA3BUTHH U MIp.).
Co3znanuie CenuanicTa «C HyJish» U Ha JIOJTHE TObI CEroTHS MOYTH HEBO3MOXHO. MOJIObIE JIIOI1 HE TOTOBBI TOCBATHUTH
BCIO JKU3HBb OJHOW mpodeccuu, OAHOMY MecTy paboThl. X B3IIAAbI HECTAOWIIbHBI, MOJIO/IBIC CIICI[HATMCTBI TOTOBBI K
KapIMHAIHHBIM IIepeMeHaM, B TOM YHCIIE KaKk K CMeHe cephl AeITeNbHOCTH, Tak U K cMeHe paboromatens. [locneaanm
JKe 3TO KpaliHe HEMHTEPECHO B yCIOBUAX JAeUINTa KaJAPOB. 3a1a4a pPyKOBOAUTENSI — HAXOTUTh TOUYKH COPUKOCHOBCHHUS
HOBBIX MHTEPECOB MOJIOJOTO COTPYAHUKA C MHTEpPECaMH Iexa, MPEeIIpUATHS U MPEIOCTABISATH BO3SMOKHOCTH IUIS UX
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ynosierBopeHus. Co BpeMEHEM Y MOJIOJBIX CIELUAINCTOB IIOSIBJISICTCS CTaOWIBHBI HHTEpEC K CIOXXHOW H
BBICOKOKBATU (PUIIMPOBAHHOM padoTe.

[okazaTenb 0Oy4EHHOCTH M CMEHSEMOCTH NPO(EecCHH TaKXe WHAMBUAYyaleH il nonpasaeneHus. Ciyuyau
oOydeHus 1Mo 4eTbipeM u Oosiee mpodeccusiM - Hepenkoe sBieHne. JlepumuT crienuanrcToB Ha PHIHKE TPyaa JeinacT
CYIIECTBEHHO JOPO’KE UX MOKMCK U MIPHEM, IIPU TOM, UTO aXe B CIydae JOCTYITHOI'O Ha PhIHKE CIIEI[HATINCTa HaiiM 0OBIYHO
OKa3bIBAETCsI JJOPOIKE MEPOIIPHUATHH 10 yASPIKAHUIO YXOIAIIET0 U3 KoMnanuu padboTHuKa [3]. [ToBbImaeTcs 3HaUeHUE HE
TOJBKO KBATH()HUKAIIMOHHBIX 3HAHUN M YMEHHHA, HO U TBOPYECKUAX CIHOCOOHOCTEH YeNOBEKa, €ro0 CAMOCTOSATEIEHOCTH U
WHUNUATABHOCTH. TpaHchopMupyeTcs poilk padOTHHKA B TPOU3BOACTBEHHOM IIPOIIECCE: «OH JIOJKEH YMETh HE TOIBKO
CaMOCTOSITEIBHO ONPEEINsTh OCHOBHBIE TApaMETPhl CBOETO TPYAOBOTO MpOIecca U KOONEpaluy C MapTHEpaMH, HO U B
OTIpEIeIICHHBIX CIYYasX BBIIOIHATE psil QYHKIMN caMoro IpeanpuHuIMaTes [4, ¢. 49]. Ot kBanudukanuu nepcoHana,
ero npoecCHOHaIbHON MOArOTOBKH, JIEJIOBBIX KaUeCTB B 3HAYMTENILHON Mepe 3aBUCHT 3()(EKTUBHOCTD JIEITEIbHOCTH
mo0oi opranuzanuu [S].

Konuuecmeo eaxancuii B TOJpa3fefieHUH, Ha MPEANPUATHU TaKXkKe MpejiaraeTcs Kak MeTOoJ KOHTpOJs
3¢ GEKTHBHOCTH MPUMEHIEMBIX MEp 10 yAEpXKAHUIO CHEIHAJIICTOB Y3KOH HalpaBIeHHOCTH. MOHUTOPUHT BaKaHCH,
SBJISSICh COCTABHOM 4YacCThIO MCCIIEIOBATENILCKOIO IIpollecca COLMAlIbHO-TPYIOBOM cdepbl, MpeicraBisieTr coOon
JOTIOJTHUTENBHBI UCTOYHUK MH(OPMAIIUN O COCTOSHUH PHIHKA TPY[a, TO3BOJITIONINHA OLEHUTh W3MEHEHHE TEeKyIei
notpeObHOCTH B paborHukax [6]. [lokaszarenb, KiIacCHYeCKHH, KIIOYEBOM M €ro HEOOXOJMMO paccMaTpuBaTh B
COBOKYITHOCTH CO CPeOHUM 803pacmoM. 3alOoJHEHHWE BaKaHCHH KaK COTPYJHHKAMH MOJIOJOTO IOKOJEHHS, TaK U
COTPYAHUKaMHM CTapILero rnokKoyueHus 0e3 NpUBSI3KU K 001 eMy NOKa3aTeIio CPEHEro BO3pacTa, a Takke 00ydeHHOCTH
(IperMyIIEeCTBEHHO U MOJIOIOTO TOKOJICHHSI) HEIeNecoO0pa3Ho, TaK KaKk HE JaeT CHHEPreTHIecKOro dddexra s
NOApa3ieNIeHns, KOMITAHUHU B 11eJI0M. MBI MOXKeM, HallpuMep, 3all0JHUTh BaKaHCUH COTPYAHUKAMHU CTapIIero Bo3pacra.
Ho 310 abcomoTHO OecnepcrnekTrBHOE 3aHsATHe. OHE cnabo 00y4aeMbl, HE MOTHBHUPOBAHBI K CAMOPa3BUTHIO, Kak
MpPaBUJIO, HE MMECIOT HM YMEPCHHBIX, HM 3aBBIMICHHBIX aMOunuid. ['opa3mo 1enecoobpasHel 3amofHsITh BaKaHCUU
MOJIOJIBIMH, MyCTh M HEONBITHBIMH COTPYIHHUKAMH, B KpaifHEM ciyd4ae, COTPYIHUKaMH CPEIHHUX JIET ¢ HEeOOIbIIUM
omnbIToM padoTel. CHIKEHHE KOJIMYeCcTBA BAaKAaHCHH B Ii€Xe, Ha MPEIIPUATHH B COBOKYITHOCTH CO CHHXEHHUEM CpeoHe20
6o3pacma 10 U3MEPSIEMOMY ITOIPa3IeIEHIIO MOXKHO CUMUTATh YCIICITHBIM PE3yJIbTATOM BHEIPEHUS Mep IO yAepKaHHIO
MepcoHala y3Kou HalpaBJ€HHOCTH.

Cpeodnuii so3pacm npuxoosux 8 KOMnaunuro (noopasoeierue) COmpyOHUKo8 U Y80IbHAWUXCA N3 Hee OyaeT
SABISITBCA OJHUM M3 MapKepoB 3(P(EKTHBHOCTH MPUMEHSEMBIX METOJOB INPHUBICUCHUS, YIACPKAHUS W BOCHHTAHUS
CTEUATNCTOB Y3KOH HampaBICHHOCTH. J[OMONHUTENBPHO TaKXKe CIeIyeT paccMaTpUBATh KOJHUYECTBO COTPYIHHKOB,
BOCITUTAHHBIX 110 METOAMKE MIPUBJICUCHHS U YACPIKAHKS, HO 110 TEM WM WHBIM IIPUYMHAM, IOKUHYBIIMM MPEINPHUSITHE.
3nech TpeOyercs CTPYKTypa HMPHYUH U pa3padOTKa MOMOJHUTEIbHBIX MeponpusaThii. COrJIacCHO HCCICIOBAHHSM,
JUHEHHOE PYKOBOJICTBO CPEIHECTATHCTUYECKO KOMITAaHUHM B CHJIaX HOBIHUATH Ha 75% Bcex NMPUYHH JAOOPOBOJIBHBIX
YBOJILHEHUH COTPYAHHMKOB, YTO JIEJIaeT HAlpaBJeHUE yAEpKaHUs IepcoHalla KpaiHel MepcrieKTUBHBIM C TOYKH 3pEHUS
passutus HR-menemxmenta [7]. HemanoBakHBIM siBiisieTcst (PakT CJIOKHOCTH TPYJOYCTPOKUCTBA COTPYIHUKOB ocie 40
ner. [Iporecc 04eHb YacTO HEMPOCTON M COMPOBOXKAACTCS PSIOM aMOMIMN KAk CO CTOPOHBI pabOTOJATENsl, TAK U CO
CTOPOHBI paboTHHKA. Takue meperoBopsl HAYT BCeraa O4eHb cinoxkHO. OJHUM U3 TNIaBHBIX ()aKTOPOB, BIMSIONINX Ha
0TKa3 TIpH TipueMe Ha padoty B Poccun mocne 40 ner, SBIsAeTCS CIOXKHOCTh 00yUEHHS COTPYIHHKOB 3TOM BO3pACTHOI
KaTeropum. JTO CBA3aHO C MCUXO(PU3NOIOTHISCKIMI OCOOCHHOCTSIMU JIUIT cpenHel 3penoctu [8]. B copok-msareaecsaT
JIET JKU3HU YENIOBCK OKAa3bIBACTCS B YCIOBHUSX, ICHUXOJOTHYECKH CYIIECTBEHHO OTJIMYAOIIUXCS OT IPeKHHX. B
OpraHu3Me YeJOBeKa HAUYMHAIOT NMPOUCXOANUTH 3aKOHOMEpHBIC (DM3HOIOTHYECKHE U3MEHEHH, K KOTOPBIM €My TaKkKe
MPUXOJUTCSI TIPUCTIOCAOINBATHCS, HAUMHAIOT MOSABIATHCS CEPbE3HBIE MMPOOJIEMBI CO 3/I0pOBbeM. Ero MOXKHO MPUMEHSThH
BCETHa, TPH JIOOBIX CHUTYAaIMAX C COCTOSHHEM JIeNl 10 HAaJW4YHI0 TepcoHalla B IMOApa3AeicHWH. 3HadanbHO, TpH
BHEJIPEHUU MEp 110 YAEP)KAHUIO CIICIMAINCTOB MBI 3aBbILIAEM 3TOT HapaMeTp: YBOJIbHSIEMBIN COTPYIHHUK JOJDKEH OBITh
MHUHHMYM B JIBa pa3a cTapiie npuHuMaeMoro. Co BpeMeHeM, IIPH PELICHUH YACPIKaHHS CIIENHATHUCTOB Y3KOT0 IPOQHIIL
9acTh KOHTPOJIUPYEMBIX TapaMeTPOB, TaKUX KaK Hanuuue eakarcuil U 00U cpednuti go3pacm yiayT Ha BTOPOHl IJIaH.
Ho 3TOT cpaBHUTENBHBIIN MOKa3aTeNlb YBOIBHAIONINXCSA M MPUXOIAIMINX HO-TIPEKHEMY OCTaHETCS KIFOUEBBIM U OyaeT
MOAIUTHIBATH L[EX, IPEINPUs THE MOJIOIBIMHU KaJpaMH.

CumtaeM, d9TO TMOKa3aTeNb cpedHe20 603pdacma B OICHKE CHCTEMBl YJAepKaHWsA IIepcoHaja y3KOW
HanpaBJieHHOCTH OyneT 3(Q(eKTHBHBIMH B TEPBBIA IO BHEAPCHHS MEp IO YICPKAHUIO IMPH €ro CHIDKCHHH II0
nofpa3aeneHuto Ha 15%. Taxoke cunTaeM ImoJIoKUTeIbHBIM MOMEHTOM HOJyYeHHE JaHHBIX, YKa3bIBAIOIINX Ha CHIDKEHIE
WIN TIPEKpAaIlCHUE POCTa KOIUYeCMEd 8aKAHCUlLl TI0 EXY, MPEANPUATHIO CITYyCTs 2 ToJla TOCIC BBEACHUS MEPOTIPHUSTHI
mo yzaep>kaHuto. Takol Mapkep, KaK POCT obOyueHHocmu nepcoHana (CpedHee KOIMYecTBO mpodeccuid Ha OTHOTO
COTPYJHUKA) Ba)KHO aHAIM3UPOBAaTh HE TOJBKO B OOIIEll NUHAMUKE, HO U IO «IIHUPOTE», T.e. MO KOJIUYECTBY
COTpPYIHUKOB, BOBJICUCHHBIX B CMCHY JCATEIBHOCTH. 3aTeM WHANBUIY ATBHO, YIUTHIBAS CIICHU(HKY I10 M0 Ipa3IelICHUO,
MOYKHO JIeJIaTh BBIBOJIBI 00 3P EeKTUBHOCTH 3TOM Mepbl. CUNTaeM, YTO OTHOILEHHE CPEOHE20 603PACTA YEONbHIIOUUXCS
COMPYOHUKO8 K NPUX00AuumM NOIDKHO OBITH HE MEHEe ABYKPATHBIM 3a TOT K€ TOJ0BOW Mepuos. 37ech, HECOMHEHHO,
B3aMEH COTPYJIHHKA CTapLIeTO IIOKOJCHHS IOAPA3ACNeHUs IelecooOpa3Hell M TpoIle IPUHATh B KOJUICKTHB
CTEIH AN CTa MOJIOJIOT'0 ¥ TIEPCIIEKTUBHOTO.

OTMeTHM, YTO MPHU ONHCAHUH MapKepoB KOHTPOIA 3(P(PEeKTHBHOCTH NMPUHHUMAEMBIX MEp MO BHEIPECHUIO U
yAEp>KaHUIO CHEIUAINCTOB HEOOXOIUMO BKJIFOUUTh TaKOH MOKa3aTelb, Kak cpedHull 00X00 MOJIOJIOTO CIEIHAINCTA, eTo
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pocT M cpaBHEHHE C pbIHKOM. CunMTaeM AWHAMUKY IO JOXOJaM HPaBWIBHO NPHUBSA3aTh K POCTY NPOEeCcCHOHATIN3MA
COTPYHUKA U €T0 JKeJIaHUI0 paboTaTh M pa3BUBATHCA B PAMKaX CHCTEMBI yAepKaHUS.

Hamu BblieseHBl caMble BaXKHbIE JJIS IPUBICUCHUS U yIEPKAHUS MOJIOABIX CIIELIMAIUCTOB MAPKEPhI OLEHKH.
Ectp u npyrue, B AO «UTII3», Hanmpumep, MPOBOANTCS CTATUCTUUECKUI aHAIN3 KOJIMIECTBA yCTPOCHHBIX COTPYAHUKOB
C MOMEHTa IIEPBOT0 Pa3roBOpa U MPHUTJIAlIeHns Ha coOeceoBaHMs. DTO BA)KHO B paMKaxX KOMITAaHUH, HO JIUIIb KOCBEHHO
BIIMSIET HAa PaboTy C y3KOHAIPABJICHHBIMH CIIeaIucTaMu. KpoMe 3Toro, mpoBOoAsSTCS KOHKYPCHI PO (ECCHOHATBHOTO
MacTepcTBa, IMOJOXKHUTEIbHBIC PE3YJIbTaThl KOTOPBHIX COOTBETCTBYIONIMM 00pa3oM okasbiBaioT PR-Bo3neiicTBie Ha
MOJIOZBIX M 3a9acCTyIO IOHBIX CIHENHAINCTOB y3KOro mpo¢uis. JlaHHbIe MOKa3aTeNy Tak>Ke MOXHO HCIIONIB30BATh JUIS
aHaM3a MPUHUMAEMBIX Mep T10 yIepKaHUIO0 CHENNAINCTOB Y3KOT0 NPOQHIISL B 3aBUCHMOCTH OT CHENU(HUKH KOMITaHHH,
HoJpa3JeIeHHUs.
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MPOBJEMbl YCTOMYMBOI'O PA3BUTHS ONEPAIIMOHHOM D®®EKTUBHOCTH
HNPEAIIPUATUS

AnHomayus:

Crarhbs IOCBAIICHA aHATHU3Y MPOOJIEMBI MTOBHIIICHUS ONEPAIIMOHHON 3) PEKTHBHOCTH Opranu3anuu. JJaHo
oTIpe/ieTICHHE TTOHATHIH — OTepaMOHHON Y(PPEKTUBHOCTH U TPOU3BOACTBEHHON CHCTEMBI. PaccMOTpeHbI
NPUYUHBl W CIEACTBUS, MEIIAIOLIIUE PA3BUTHI0 M JIOCTUIKEHHUIO PE3yJbTAaTOB IO IOBBIIIEHUIO
OTepaMoHHON 3(()EKTUBHOCTH KPYIHBIX METALTYPrUYecKUX MPEANpUsSTHNA. B COBpEMEHHBIX peanusx
OpeAnpusTie He CMOXeT 3(PdeKTHBHO pa3BUBaThCSI 0O€3 MPOH3BOJCTBEHHON CHUCTEMBI, SBIFOIICHCS
OCHOBOW ISl TOCTHKEHUS OTlepariiioHHo# 3¢ pextinBHOCTH. ONHUM W3 THIIOB OPTraHU3alNH IPOU3BOACTBA
SIBJISIETCSI TaKasi IPOU3BOJICTBEHHAs CUCTEMa, KOTOpasi HallpaBjieHa Ha YMEHbIIIEHHE TIOTePh BCEX BUIOB U
BO Bcex ciepax mearenbHOCTH. [ pa3BUTHS MPOM3BOJICTBEHHOM CHCTEMBI OONBIIOE 3HAYCHUE UMEET
BOBJICYCHUE COTPYTHHUKOB. [IpH 3TOM, CIIeyeT y4ecTh, 9YTO IKOHOMHYECKAs CTAOWIBHOCTh COBPEMEHHOTO
MHpa JalleKo He COoBepIleHHA. [IpOMBIIUIEHHBIM KOMIIAaHUSIM HPUXOJUTCS MOCTOSIHHO pearupoBaTh Ha
BHCIIHUE BO3JCHCTBUSA U TeMa OMNepanroHHON 3((eKTUBHOCTH BCerga HAXOAWTCS B IIEHTPE 0COOOTro
BHUMaHUs. BHepeHre HOBBIX MH(POPMAITMOHHBIX TEXHOJIOTHI U ONTHMHU3aLUs OU3HEC MPOIECCOB BIHSCT
Ha TOBBINICHUE ONEPAIMOHHON 3()P(HEeKTUBHOCTH OpraHu3alMu. Bce ke He Bcerja 3alUlaHUPOBAHHBIE
MEpOTPHSITUS TIPUHOCAT 0XKHUTAEMbIC Pe3ybTaThl. Ha CHIDKEHHE OnepanuoHHON 3P EeKTHBHOCTU BIHSIOT
MHOTHE (haKTOPBI, CBSI3aHHBIC C H30BITKOM aHATUTHYCCKOM HH(DOPMAIHH, Tepe3arpyKeHHOCTh IEPCOHANA,
CIIO)KHOCTHIO MACIITAOMPOBAHUS MpPH POCTE KOMITAHWH, HU3KMM KadeCTBOM BHINIOJNHAEMBIX paboT,
OTCYTCTBHEM BBICTPOGHHOT'O MEXaHW3Ma paboThl MEXAYy MOApa3JeleHUsIMH M y4acTKaMHU,
HEKBAM (QUIIIPOBAHHBIM PYKOBOJICTBOM W IEPCOHATOM. BOT ¢ TakuMu MpoOiIeMaMy CTaIKHBAIOTCS
PYKOBOIWTENH TIPEANPUATHA Ha BceX YpOBHAX. ONTHMANbHOE HCIIOIH30BAHME PECYPCOB IPEAIIONaraeT
OTBETCTBEHHOE OTHOLIEHHE K eIy KaXKJIOTro COTpYIHHMKA, CTPEMJIEHHE BCEX YJICHOB KOMaHIbl MITHU K
moctaBieHHON 1enu. OjHako cHopMHUpPOBaTH KOMaHIy M HACTPOUTh BCE OM3HEC-TIPOICCCHI OYCHB
HernpocTo. B maHHOI craThe paccMOTpEH aHanHu3 (PAKTOPOB, BIMSAIONINX HA CHU)KCHUE ONCPAlHOHHON
3¢ GEKTUBHOCTH, YKA3aHHBIX BBIIIC U PSJl METOAUK, KOTOPbIE HAOOOPOT IOMOTAIOT JOCTHYb YCTOWYHBOTO
Pa3BUTHS ONEPAITMOHHON A(PPEKTUBHOCTH MPEANPUATHS. 3a9aCTYI0O MHOTHE PYKOBOJUTEIH CKEIITUYCCKU
OTHOCSTCS K TIOBBIIICHUIO ONEPAIHOHHON 3(GGEKTUBHOCTH, CUMTAas, YTO 3TO pPa3oOBOE JCHCTBHE,
HAIIEJICHHOC Ha CHIDKECHHUE U3JICPIKEK B OJJHOM Om3Hec mporecce. B cTratbe 000cHOBaHA HEOOXOAUMOCTh
TpaHcopManuu MoAXo/1a K yIpaBIeHUIO OMEePaIMOHHON 2P PEKTUBHOCTHIO, @ UMEHHO CO CIIOKHBIIIETOCS
«pa3oBO¢ NEeHCTBUE K JIOKATEHOMY O0BEKTY» K KOMIICKCHOMY, TO €CTh «KOMIUIEKC MEP», OXBAaTHIBAIOIITIX
Bce ceprl AeITeTbHOCTH NPEANPHUATHS U HAIETICHHBIX C IIEPBOH MUHYTHI yIyUIIaTh paOodre MPoIecCHl,
CHIDKATh U3JICPKKH, OBHIIIATh PE3YIbTATUBHOCTH TPyIa U OOpBOY C MOTEPSIMHU IPOU3BOJICTBA.

Knrouesvie cnosa:
OmnepannonHas 3pPeKTUBHOCTE, TPOU3BOACTBEHHAS CUCTEMA, ONITUMU3AIIHS 3aTpaT, OU3HEeC-TIpoIece.

Tepmun «oneparpionnas 3¢ dextrBHOCTHY (OD) He NMEepBbIi roJ SIBJISIETCS KIIOYEBBHIM MMYHKTOM Ha TOBECTKE
nHA npenupustuid. M aTomy ecth pasymHoe oObscHeHue, T.K. OD TOBBIIIEHHE O3HA4YaeT OCYILECTBICHHE
MIPOM3BOICTBEHHON AEATENFHOCTH MPEIIPUATH Hanboiee pe3yabTaTiuBHEE, YeM Y KOHKYPEHTOB.

Lenbto maHHOTO HCCIIENOBAaHUs SBISETCS HIEHTHU(HUKALKMS (aKTopoB, O0OECHEUUBAIOIUX JUHAMUYHOE
COBEPIIECHCTBOBAHHE IIPOM3BOACTBA C OCYIIECTBICHHEM B KOHEYHOM pE3yJIbTaTe€ BBIMYCKAa KadeCTBEHHOM,
KOHKYPEHTOCIIOCOOHOH TIPOIyKIIMH, UMEIOIIEeH epBOOYEPEIHOM CIIPOC Ha PBHIHKE.
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O030p TPaKTOBOK IO ONPEACICHHUIO MOHATHH ONlEePaliMOHHON 3(()EKTHBHOCTH pa3INYHBIMU aBTOPaMH BBISIBHII
P Pa3HOCTOPOHHMX B3IIA0B Ha 3HAUUMOCTh O3, HO BCeX UX 00BEIUHAET NOHATHE 00 ONTUMAIBFHOM COOTHOIIEHUHI
MEXIly IPUBJIEKaEMbIMU PECYPCaMU U UTOTOBBIM KOHKYPEHTOCHOCOOHBIM PE3YJIbTATOM AESTEIBHOCTH MPOU3BOJICTBA.
Takoe COOTHOIIEHHE MOKET CBHUJETENbCTBOBATH O MOBBINICHUH PE3yJbTaTHBHOCTH TNPOM3BOACTBA, MHHUMH3AIHH
OUIMOOK M ONTHMAJILHOM HCIIOJIB30BAHUM BCEX BUJOB 3aTpPaT, YTO TOBOPUT O NpodeccHOHANM3ME U MPaBUIILHOCTH
HNPUHATHS PEIEHUH PYKOBOIUTEISIMH HPEATIPUSITUH.

B pesynbrare ananmza HaydHBIX pabOT aBTOPOB, U3YJAIOMIMX MPOOJIEMBI TMHAMHUYHOTO COBEPIICHCTBOBAHUS
MPON3BOJCTBA, MOKHO 0000mNTh 3HaUNMOCTs OO B NMOCTOSHHOM HENPEKPAIIAOMIEMCsl TEXHOIOTHYECKOM IIpoILecce.
0D sBisieTcs TAapMOHUYHON CHCTEMOH, BKIIOYaromIas B ce0st OM3HEC-CTPaTEeTHIO, TPYJOBBIE PECYPCHI, TEXHOJIOTHUECKHE
MEXaHU3Mbl U METOJIbI, IPX KOTOPBIX MPEINPUATHS JOCTUTal0T KOHCTPYKTHBHBIX, 3aKOHOMEPHBIX PE3yJIbTaTOB CBOCH
JeATeNbHOCTH. [ J1aBHas 11eJib — 3TO cOaNaHCHPOBaHHAs TAaKTHKA MOWCKA BCEX BapHAHTOB BHYTPEHHUX PE3EPBOB M HX
OCYIIECTBIICHHE.

Jyist 3T0r0 HEOOXOMUMO:

- JOCTHraTh MENeH, KOTOpBIE ONPEIETICHbl CTPAaTeTHEH pa3BUTUS MPEANPHATHS IIyTEM METOAWYHOTO,
YCTOHYMBOTIO MpoIiecca OlePallMOHHOMN JesITeNbHOCTH IPOU3BO/ICTBA,;

- BCTpauBaTh FapMOHHYHYIO CHCTEMY COBOKYIHOCTH OM3HEC-TIPOEKTOB, IIEPCOHANA, IIPOLIECCOB U TEXHOJIOTHH
B O/IMH MOTOK, IIPH KOTOPOM JTOCTIIKEHHE BCeX LieNeil OyaeT He ciydailHoe, a JIOrHYecKOe U IIPOTHO3UPYEMOE;

- TIOCTOSIHHO COBEPIICHCTBOBATH JICATEIBFHOCTD NPEANPHATHS, BOBJIEKasl BECh IEPCOHAT OT PYKOBOAUTENEH
IIEPBOTO YPOBHS JIO PSIZIOBBIX HCIIOJIHUTENECH, TOJAEPKUBAsk TAKTHYECKOE IIPEHUMYIIECTBO B KOHKYPEHIIHH.

U Bce 3T0 10MKHO (PyHKIMOHMPOBATH HA IIOCTOSIHHOW OCHOBE, 0OecrednBas CTabniIbHOE (PyHKIMOHMPOBAHKE
MPOU3BOACTBEHHOM cucTeMbl [1].

[IpocMoTpeB psit MHTEpIPETALMi 10 ONPEAeIeHHIO IPOU3BOICTBEHHON CUCTEMbI, MOXKHO IPHUHTH K BBIBOIY,
uyto npouzsoocmeennas cucmema (IIC) — 3TO COBOKYNMHOCTh B3aMMOCBSI3aHHBIX, (DYHKIIMOHHPYIOIIMX MPOLECCOB
MPOU3BOJICTBA U SABJISETCS COIUAIBHO-TEXHHYECKHM MEXaHH3MOM, B KOTOPOM OIEpalMOHHBIE PECYPCHI MPEATPHATHS
peoOpa3oBBIBAIOTCS B TOTOBYIO PO IYKIHIO.

Uro ke MemaeT pa3sBUTUIO M JOCTH)KGHHIO BBICOKMX pE3YJIbTaTOB II0 TOBBIIEHHIO OMNEPALHOHHON
3¢ eKTHBHOCTH HAa KPYIHBIX METAJUTypPruuecKux npeanpusiTisax? OHOM U3 rIaBHBIX IPUYKH, [0 HallleMy MHEHHIO, 3TO
BBICOKasI JHEPTrOEMKOCTh ITPOIIECCOB TTPOM3BOJICTBA MPH UIaBKE U 00paboTKe MeTautoB. Pemenne mpoOieMsl JIEXKUT B
UCIIOIb30BAaHNH SHEPTOCOEPETAIONINX TEXHONOTHSIX.

B xone ncciaenoBannii BEISIBICHBI U IPyTHe TPOOIEMBbI:

- OTCYTCTBHE Kaue€CTBEHHOTO ChIPbsl (HE0OX0AMMO HCII0Ib30BATh HOBEHIIINE METO bl KOHTPOJIS Ka4eCTBa);

- HeZIopabOTKa IIPOU3BOICTBEHHBIX IIPOLIECCOB (COBEPIIEH CTBOBAHUE TEXHOJIOTHYECKHX METO/IOB);

- HeTOYHO o100paHHBIe TapaMeTphl IPOU3BOCTBEHHOIO Ipoliecca (IlepeHacTpoiika 060pynoBaHus);

- HEJOCTAaTOK KBaIM(UIMPOBAHHBIX pabOYMX C OMBITOM PaboTHl (IepernoaroroBka, oOy4eHHEe W pa3BUTHE
nepcoHana);

- Meperpy>XeHHOCTh COTPYJHUKOB (IIEpecMOTp 00s3aHHOCTEH COTPYAHUKOB Oe3 mayOiaupoBaHusi (QyHKIUH, C
XOPOIIIO IPOAYMaHHOM OpraHN3aMOHHON CTPYKTYPOH, B KOTOPOH IPOCMAaTPHUBAETCs CIakeHHas paboTa mepcoHana);

B pesynbrare aHann3a Hay4yHBIX PaOOT OMBITHBIX CHEIHATICTOB, U3YYAlOMINX MPOOIEMBI 10 ONEPAMOHHON
3¢ dexTrBHOCTH, 0003HaAYEHA MACIITAOHOCTh 3aTPyAHEHHMH Il yBEPEHHOTO CTapTa MporpamMm moBkImeHus 09:

- HUTMYME Ca0O0Ta)KHUKOB M TOKCHYHBIX JINAEPOB B KOJUIEKTUBE, YTO IIPUBOAUT K IPOM3BOACTBEHHBIM OIINOKaM
¥ KOH(IIMKTaM B TIOAPA3/ICIICHNAX;

- OTCYTCTBHE CIIQ)KEHHOCTH JICHCTBHH COTPYIHHKOB (HEOOXOIMMOCTH B COOJIIOJICHUM BCEMH COTPYAHHKAMHU
OJJHMX TIPABWJI U NIPHUHIIUIIOB, a TAK)KE MOJIEPKUBAaHUE OOIIUX [eNei U MTOJINTHK);

- HEIOCTAaTOYHOCTh KOMMYHHMKATHBHBIX HaBBIKOB M IPOOJIEMBI C MCIOJHHUTENIbCKOW IUCIUIUINHON, KOTOpas
SBIISIETCS CTEP)KHEM OIIEPAIIMOHHON 3 (h(hEeKTUBHOCTH.

- HaJlnuue NpoOJIEeMHBIX OTHOILEHUH MEXIY MOAPa3/IeNeHUsIMH, OTIeJIaMHU, KOTAa 3aJa4k OHOT'O OIIOHEHTa
MEIIAfOT BBITIOJHEHUIO IPOU3BOJICTBEHHBIX (DyHKIWH npyroro [2].

O030p Hay4HBIX paboT rmokasai, uto OD o0ycioBieHa U BHEIIHUMU (DaKTOpaMH, MPENICTaBICHHbBIE HA PUCYHKE
I, Ha KOTOpble NPEANPHUITHS HE HMEIOT BIWSHUSA, HO CaMHU OHHM B 3HAYUTCIBHOW CTEHNEHNM BO3ACHCTBYIOT Ha
3¢ PEKTHBHOCTH NPOU3BOJICTBA U SIBIISIOTCS MAIOM3Y4YEHHBIMU aCIIEKTaMH.

Bo-nepBbIX, 3T0 ToCcyapcTBEHHAs MONNUTHKA, TAE JOJDKHO OBITH MECTO ISl (PMHAHCOBOM MOAICPIKKH HAy4HO-
TEXHUYECKUX MEPONPHATHH, TPOU3BOJICTBEHHBIX TPOTPaMM, JIOCTYITHBIE CTABKH KPEUTOBAHMSI.

Takxe WMHCTHTYIMOHHBIE MEXaHWU3MBl HEOOXOIMMO COPHUCHTHPOBATH Ha YyBennueHHe 3(PQeKTHBHOCTH
9KOHOMUKH B IIEJIOM IIyTEM OCYLIECTBICHHUS MOJrOTOBKY KaJpPOB Ha Pa3HBIX YPOBHSX yIPaBJICHUS.

[IpousBosacTBEeHHAs, PHIHOYHAS, W COLMAlbHAs MHPPACTPYKTYpa NPH 3HAYMTEILHOM YpOBHE Pa3BUTHUS JaeT
poct onepaoHHON 3()(HEeKTHBHOCTH TP SANPUSITHH.
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BHEUIHUE
®AKTOPBI
SOPEKTUBHOCTH
NPOM3BOACTBA
L R N
TocynapcTBeHHast HNHcTHTY IHOHAIbHBIE Hudpacrpykrypa CTpyKTYypHBIE
MOJTUTHKA MeXaHU3MbI H3MEHEeHHus

Pucynok 1 — Brentane ¢akTops! 3P eKTHBHOCTH IPOU3BOCTBA [3]

BiusHue CTPYKTYpHBIX M3MEHEHHH SKOHOMHYECKMX ¥ COLHAIBHBIX HAalpaBlICHUH IIPOUCXOIUT B cdepe
3aHATOCTH HacelieHus (pabodvasi cuijia ¥ TPyJOBOH MOTEHLMAN), B COBOKYITHOCTH OCHOBHBIX (DOHJOB, B IPHBICYCHUH
HOBEHIIMX TEXHOJOTHH H B pa3paboTKaxX HayYHBIX HCCIICTOBaHU.

[MToka3zaTenu BHEIIHEH Cpe/ibl MOXKHO MOJIEIUTH Ha JIBa 3BEHA!

- KOCBEHHOE BO3JICHCTBHUE, KOI/1a NPEANPUATHS HE MOI'YT OKa3bIBaTh BIMSHHUE, a JHIIb HMEIOT BO3MOXXHOCTb
OTCICKMBATh W3MEHEHMS JUIi KOPPEKTHPOBKM IIOCTAaBJICHHBIX 3amad (COLMalbHO-DKOHOMHYECKas cpena,
WHHOBALMOHHBIC TEXHOIOTUH, IPYIIIOBast 3aHHTEPECOBAHHOCTh, KIUMATHYCSCKHE YCIOBUS );

- IpsIMO€ BO3/IeiCTBIE, K KOTOPOMY OTHOCHTCSI KOHCTPYKTHBHOE OKPY>KEHHE MPEIIPHSTHS, UMEIOIIee MpsIMoe
BIIMSTHHE Ha CTpaTernyecKue 3a1a4un (IIOCTABIINKH, PEIHOK COBITa, KOHKYPEHTHI, 1€I0BbIE KOMITAaHBOHBI).

BHyTpeHHue (GakTOpbl NESTENLHOCTH MPEINPUATHS JENSATCS Ha 3HAYMMBIC, KOTOpbIE ONPENEISIIOT yCIeXu
HPOM3BOJCTBA, M BCIIOMOTAaTENbHBIE, C IOMOLIBIO KOTOPBIX XOTh U (hOPMHpPYETCs AesTeNBHOCT IIepCOHANa, HO OHH He
MIPUBSA3aHBI K YIUTHIBAEMBIM MTOKa3aTessiM [3].

D®AKTOPBI, BIUAIIUE HA S®PEKTUBHOCTbH

JESATEJIBHOCTUY NMPEAINIPUAT U

T BHYTPEHHUE

PrinouHBIE MarepHanbHO-TEXHUYECKHE

KonbekrypHbie OpraHu3alliOHHO YIIPAaBIIEHYECKHE

Xo03s1iicTBeHHO-TIPaBOBbIE DKOHOMHUYECKHUE

AHMPIHI/ICTpaTI/IB HBIC COHI/I&HI;HLIC

Pucynok 2 — ®@akropsl, Biustomue Ha 9(hHeKTHBHOCTD ACSTENHLHOCTH MpearnpusiTus [3]

B xoze uccnenoBanuii BBISBICHO, YTO TOJBKO MPU €IMHEHUM BceX (OpM aKTHMBHOCTH B KOMIIAHMHM MOXKHO
peann30BaTh HAMEUEHHBIE IIEJIN, TaK KaK ONeparoHHast 3P EeKTUBHOCTH SBISIETCS IIOCTOSHHBIM U HEMTPEKPAIIAIOIIIMCS
nporeccoM. Heo0xoaumo BoBleUb B 3Ty CUCTEMY MAKCHMAaJIbHOE KOJHYECTBO COTPYAHHUKOB C NIPELOCTABICHUEM BCEX
3¢ PEKTHBHBIX HHCTPYMEHTOB B TOM YHCIIE€ I MOTHBAIIMOHHBIX.

B nieHTpe BHUMaHUs HY)KHO BCET/a YAEP>KHBATh INIaBHbIC HalpaBICHUS:

- IOCTPOCHHUE U MOAEPIKKA YCTOMYMBON ¥ TapMOHWYHON OTIEPalMOHHON CHCTEMBI;

- 00pa3oBaHKe HOBOIT OPraHM3alIOHHOH CTPYKTYPBI;

- KOHCOJIUAAIMS KOPIOPATUBHON KyJIbTyphl M BOBJIEYEHHE COTPYIHHUKOB KOMIIAaHHM BO BCE IPOLECCHl U
COOBITHSI 110 YJTY4IICHHUIO TPOU3BOACTBA. MICX0/11, U3 BBIIIE NEPEYHCICHHBIX (haKTOPOB, 00ECIIEUNBAIOLINX AUHAMHUYHOE
COBEPIICHCTBOBAHHE NPON3BOJICTBA, KOMIIAHUM HEOOXOJUMO BBICTPOUTH CHUCTEMBI ITOCTOSHHOTO MOHHTOPHHIA 3THX
JIAHHBIX U OBITh TOTOBBIMHU IIPUHUMATH OPTaHU3al[MOHHbIE PEIICHUs JJIs Pa3BUTHS ONlEepalMOHHON () (EKTUBHOCTH.
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PROBLEMS OF SUSTAINABLE DEVELOPMENT OF OPERATIONAL EFFICIENCY OF THE
ENTERPRISE

Abstract:

The article is devoted to the analysis of the problem of improving the operational efficiency of the
organization. The definition of the concepts of operational efficiency and production system is given. The
causes and consequences hindering the development and achievement of results to improve the operational
efficiency of large metallurgical enterprises are considered. In modern realities, the company will not be
able to develop effectively without a production system that is the basis for achieving operational efficiency.
One of the types of production organization is such a production system, which is aimed at reducing losses
of all types and in all spheres of activity. The involvement of employees is of great importance for the
development of the production system. At the same time, it should be taken into account that the economic
stability of the modern world is far from perfect. Industrial companies have to constantly respond to external
influences and the topic of operational efficiency is always in the center of special attention. The
introduction of new information technologies and optimization of business processes affects the
improvement of the operational efficiency of the organization. However, planned events do not always
bring the expected results. The decrease in operational efficiency is influenced by many factors associated
with an excess of analytical information, overloaded personnel, the complexity of scaling with the growth
of the company, the poor quality of work performed, the lack of a structured mechanism of work between
departments and sites, unskilled management and personnel. These are the problems faced by business
leaders at all levels. Optimal use of resources implies a responsible attitude to the work of each employee,
the desire of all team members to go to the goal. However, it is very difficult to form a team and set up all
business processes. This article examines the analysis of the factors influencing the decrease in operational
efficiency mentioned above and a number of techniques that, on the contrary, help to achieve sustainable
development of the operational efficiency of the enterprise. Often, many managers are skeptical about
improving operational efficiency, believing that this is a one-time action aimed at reducing costs in one
business process. The article substantiates the need to transform the approach to operational efficiency
management, namely from the established "one-time action to a local facility" to a comprehensive one, that
is, a"set of measures" covering all areas of the enterprise's activities and aimed at improving work processes
from the first minute, reducing costs, increasing labor efficiency and combating production losses.

Keywords:
Operational efficiency, production system, cost optimization, business process.
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HUHCTPYMEHTBI VYIIPABJIEHUSI ITPOU3BOJACTBEHHBIMU ITPOOHECCAMMU HA
METAJJITYPTHYECKUX NPEAINPUATUAX

Annomayus:

JanHas cTaTbs NOCBAIICHA BOMPOCAM YIIPaBIECHHUS MPOW3BOJCTBEHHBIMHU IIPOILECCAMH B COBPEMEHHBIX
npeanpusTusax. OHa TMpencTaBiIsieT co00d 0030p CyHMISCTBYIOIIMX MOIXOJOB M WHCTPYMCHTOB,
HANIPaBICHHBIX HAa ONTHMHU3ALUI0 W YIyYIICHHE MPOM3BOJCTBCHHBIX IIPOIECCOB. YTIIpaBICHUE
MIPOU3BOJICTBEHHBIM MPOIIECCOM — 3TO CUCTEMHBIN MOJXO0/ K MJIAHUPOBAHUIO, OpPraHU3aIluU, KOHTPOIIO U
COBEPIIICHCTBOBAHHUIO BCEX ACIIEKTOB IPOU3BOJICTBEHHON S TEIHPHOCTH OPraHU3alNH, KOTOPEIA BKJITFOYACT
B ce0sl KOOPAMHAIIMIO U KOHTPOJIb BCEX ATAMOB IIPOU3BOJICTBEHHOTO Mpoliecca, HAauMHas ¢ 3aKYIKH ChIPbsI
W 3aKaH4YWBas ITPOWU3BOJCTBOM M IIOCTaBKOH TOTOBOM mpoxykuuu. Llemsto  ympaBieHus
MPOU3BOACTBEHHBIMU  TIpOlleccaMu  sIBIsieTCsl  obOeclieueHrne MaKCUMaidbHOH J(QQEeKTUBHOCTH U
KOHKYPEHTOCITOCOOHOCTH OpTaHM3alliil Ha pBIHKE, YIOBIETBOPCHHWE MOTPEOHOCTEH KIMEHTOB U
JIOCTHKEHUE MOCTABICHHBIX I1eNieil. B MeTaurypruu cymecTBYIOT pa3InuyHble HHCTPYMEHTHI YIIPaBICHUS
MIPOU3BOICTBEHHBIMHU TPOIIECCaMH, KOTOPBIE TIOMOTAIOT MOBBICUTH 3((EKTHBHOCTh W KaU4eCTBO PabOTHI
npennpusTaid. OHH SIBISIOTCS KIIFOUEBBIMH ()aKTOpaMU B JOCTHIKEHHH KOHKYPEHTHOT'O MPEUMYIIECTBA U
YIOBICTBOPCHUH MMOTPEOHOCTEH KIIMEHTOB.

Oco0oe BHUMaHHE YNIEICHO WCIOJIb30BAHUIO COBPEMEHHBIX MH()OPMAIIMOHHBIX TEXHOJOTHUH M CHCTEM
yOpaBlIeHHUsT I ONTHMH3AIUU MPOIECCOB B pPEaIbHOM BpeMCHH. MHCTPYMEHTHI yIIpaBiCHHS
MIPOU3BOJCTBEHHBIMU MPOILECCAMH B METAUTYPrUM IMOMOTAIOT MPEANPHSITHSIM JOCTHYb BBICOKOU
3G GEKTHBHOCTH, ONTHUMHU3UPOBATh 3aTPAThl, VYIYYIIATh Ka4eCTBO MPOAYKIHU U JIOCTHTHYTH
KOHKYPEHTHOT'O MPENMYIIECTBa Ha phIHKE. X HCIIONIb30BaHUE CIIOCOOCTBYET COBPEMEHHOMY Pa3BUTHIO
OTpaciii M CTaHOBUTCS KIIIOUEBOW COCTaBISIIONICH yclexa MeTAUIypruYecKuxX MpennpusTui.
BonbIIMHCTBO COBPEMEHHBIX METAJUTyPrU4eCKUX MPEANpHUsITHH, Ha JaHHBIA MOMEHT, BHEIPSIOT
TEXHOJIOTHH HaIlpaBIICHHbIE HA MOHUTOPHHT U NMHA()POBU3AIIIO OCHOBHBIX TEXHOJOTHYECKIX ITPOIECCOB.
Takve HHCTPYMEHTHI MMO3BOJITIOT MMPOU3BOIUTE aHAN3 OOJBIIOT0 KOJIMYECTBA JNaHHBIX M KaK CIEICTBHE
MIPUHUMATE YIPaBICHICCKUE PEIICHHUS HCKIIOYNB YEIOBCUCCKUH (PaKTOp. DTO MO3BOIIIET 3HAYHTEIHHO
CHM3WTH 3aTpaThl Ha TWPOM3BOAMMYIO MPOAYKIMIO, a TakXKe IIOBBICUTH KadecTBO. OTMeuaercs
HEOOXOUMOCTh JaJbHEHIIECT0 Pa3BUTH TCXHOJOTHH, alalTHPOBAHHBIX CHCHUANBHO [UIA CHCHU(QHUKH
METAJUTyprUdecKOl OTpacii, a TakXKe BHEIPEHUS COBPEMEHHBIX METOJIOB aHalW3a [IaHHBIX U
HCKYCCTBEHHOT'O HMHTEJUIEKTa JUIl MPOTHO3UPOBAHUS M ONTHMHU3AUMU TPOU3BOACTBEHHBIX IPOLIECCOB.
HoBsie pa3paboTku ¥ MPOEKTUPOBAHUE BCE OONbBIIE UHTETPUPYIOTCS B MIPOU3BOJICTBO U COOTBETCTBYIOT
TpeOOBaHMSM 3aKa3YHKa MPOIYKIMU. BONBIIMHCTBO METAIUTYPTUYCCKHUX TIPEATIPUSTHI B ITOCICIHEE BPeMs
CTaJIv UCIIOJIb30BaTh KAUECTBEHHYIO aHAIMTHKY JaHHBIX, JJISl ONITUMHU3AIIMH TTPOIECCOB MPOU3BOJICTBA.

B 3aksroueHre aBTOp CTaThH JICTAET BBIBOJ] O BAXKHOCTH () (DEKTHBHOTO YIPABICHUS P OU3BOICTBECHHBIMU
MIPOIIECCAaMHM IS TIOBBIIIICHUS] KOHKYPEHTOCIIOCOOHOCTH TIpennpusTHi. JlampbHelme uccueaoBaHus 1o
YTOUYHCHWIO W Pa3BHTHIO IMOIXOAOB K VIPABICHHIO IPOW3BOJCTBEHHBIMH TIPOLECCAMH MOTYT
CIIOCOOCTBOBATh  YAYYIICHHIO  IMPOM3BOMUTENBFHOCTH, COKpAIIEHWIO 3arpaT ®  ITOBHIIICHHIO
YIOBICTBOPCHHOCTH KJIMCHTOB.

Knroueesvie crnosa:

VYnpasieHue Ipon3BOACTBEHHBIMHU IPOIIECCAMHU; ONTUMH3ALHS POILIECCOB; MOHUTOPHHT; U(POBU3aNus;
U(pPOBBIE TEXHOJIOTHH.
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Tema ynpaBieHuss NMPOM3BOACTBEHHBIMH IIPOLIECCAMH Ha METAUTYPTHYECKUX INPEINpHUsITUSIX 00yCIOoBIeHA
COBEPIICHCTBOBAaHWEM IIPOM3BOACTBEHHBIX CHCTEM, BHEIPEHHEM HOBBIX TEXHOJIOTHH M MOJEpHHM3alMell OCHOBHBIX
(OH/IOB C 1IENBIO MOBBIMIEHUS YKOHOMHUUYECKOH 3¢ dexTHBHOCTH. YTpaBieHne NPOU3BOJICTBEHHBIM IPOLECCOM — 3TO
CHCTEMHBII TOIXOJ K IUIaHHUPOBAHUIO, OpPTaHM3allMM, KOHTPOIIO W COBEPUIICHCTBOBAHMIO BCEX ACIEKTOB
MPOU3BOJCTBEHHON JIEATEIbHOCTH OpraHM3allii, KOTOPbIA BKJIIOYAeT B ce0si KOOPIMHALMIO U KOHTPOJIb BCEX HTAIOB
MPON3BOJCTBEHHOTO MPOILIECCAa, HAYWHAS C 3aKyNKH CBIPbS M 3aKaHYHWBas NPOU3BOACTBOM M IIOCTAaBKOH T'OTOBOH
MPOIYKIHH.

Lenbro ynpasiieHus MPOU3BOACTBEHHBIME IPOIIECCAMU SBIIIETCS 00ECTIeYeHNE MaKCUMATBHON 3 (EKTHBHOCTH
U KOHKYPEHTOCIIOCOOHOCTH OpraHM3allMi Ha pBIHKE, YJOBJIETBOPEHHE MNOTPEOHOCTEH KIMEHTOB M JOCTHIXKEHHE
MIOCTABJICHHBIX LIEJEH.

YnpasieHue Npou3BOICTBEHHBIMH IIPOLIECCAMH SIBJISIETCS OJTHOM M3 KIIIOYEBBIX (DYHKLUH BHYTPH NMPEIIPHATHS,
OKa3BIBAIOIIECH HEMOCPEACTBEHHOE BIMSHHE Ha ero 3((eKTUBHOCTP M KOHKYpPEHTOCHOCOOHOCTh. OmHako, B
COBPEMEHHOI JMHAMUYHOW M OBICTPO MeHsolIeiics OW3Hec-cpene, YNpaBleHHE MPOM3BOJACTBEHHBIMH IPOIIECCAMU
CTaJIO BBIJBUTaTh HOBBIE TPEOOBAHUS U BBI30OBBI IIEPE/ PYKOBOJUTEIISIMH U CIIEUATICTAMHY B 3TOH oOmacTu.

IlepBas 0OCOOEHHOCTH YIpaBIECHUS MPOM3BOJCTBEHHBIMH IIPOILIECCAMHU 3aKJIIOYaeTCs B HEOOXOJUMOCTH
MOCTOSIHHOTO TIOBBIIEHUS () (PEKTHBHOCTH M ONTHMHU3AIMU TporeccoB. C MOCTOSHHO PacTyIIUMH TPEOOBaHUSIMU CO
CTOPOHBI TIOTpeOWTEeNell KauecTBa M CPOKOB IIOCTAaBKH, MNPEANpPUATHS IOJKHBI CTPEMHTBCS K HENPEPHIBHOMY
COBEPIICHCTBOBAHWIO  CBOMX  IPOM3BOJCTBEHHBIX  IIPOIECCOB, YCTPAHCHUIO  HM30BITOYHOCTH,  YIJIyYIlECHHIO
MPOU3BOJAUTENBHOCTU M CHUXKEHUIO 3aTpart.

Bropast ocoGeHHOCTD CBsI3aHa ¢ yIpaBJIeHHEM padodell CHIION U OneparioOHHBIM nepcoHanoM. Opranusanys u
KOOpJMHALUs paboTHI JI0JeH Ha IPOU3BOJICTBE TPEOYET He TOJIBKO MPUBJICUECHHS KBATN(UIIMPOBAHHBIX CIIELHAINCTOB,
HO 1 co3naHusi 3((PEKTUBHBIX CHCTEM OOY4YeHHs, MOTHBALMM M KOHTPOJS. YNIPAaBJIEHHE NEPCOHAIOM CTAHOBUTCS
0COOEHHO Ba)XHBIM B YCIOBHMSAX M3MEHUMBOCTH PBIHKA TPyJa M Pa3BUTUS HOBBIX TEXHOJOTHH, KOTOpBIE TPeOYIOT
nepeoOyUYeHus 1 aJlanTaluy IepcoHaa.

Tperbst 0COOEHHOCTH CBsi3aHA C HCIOJb30BAaHWEM HH(OPMALMOHHBIX TEXHOJOIMH M LU(POBBIX pEIICHHUI.
CoBpeMeHHBI€ TPOU3BOICTBEHHBIC IIPOLIECCH CTAHOBATCS BCe O0Iee aBTOMAaTH3MPOBAHHBIMY 1 IN(POBEIMU. BHenpernne
CHICTEM YIPaBJICHUS ITPOM3BOICTBOM, HHTEPHETA Bellleil, HCKyCCTBEHHOTO MHTEIIJICKTa U IPYTUX TEXHOJIOT M TO3BOJIET
NPEIIPHUATUSIM TOBBICHTh YPOBEHb aBTOMATH3AILMH, COKPATHTH BPEMS NWKJIA MPOHW3BOJCTBA U MOBBICUTH T'MOKOCTH
MPOLIECCOB.

YerBeprast 0COOEHHOCTD KacaeTcs yNpaBJIeHUs IOCTAaBKAMHM U LIETISIMH 1OcTaBoK. ONTHMHU3aIHMs 0CTaBOYHBIX
LENOoYeK U CHUHXPOHU3AIMs CBA3AHHBIX IMPOU3BOJACTBEHHBIX MPOLECCOB C IMOCTABUIMKAMHM U KJIHEHTAMH SBISIOTCA
BOKHBIMU aCIeKTaMM YCIIEIIHOTO YIPaBIEHHUS IPOU3BOJACTBOM. HeoOXoaMMOCTh CHIDKEHHS CTOMMOCTH 3allacos,
YITydIIeHHUs KauecTBa TOCTABIIEMbIX MATEPHAIOB U COCTABIISIONINX, @ TAK)KE COKPAII[CHHE CPOKOB ITOCTAaBKH CTAHOBSITCS
Bce OoJiee aKTyallbHBIMU 3a/1a4aMu.

VYnpaBneHue MpOU3BOJICTBEHHBIMU TPOLIECCAMH MPEACTaBIAET OO0 CI0XHYI0 U MHOTOTPAaHHYIO CHUCTEMY,
TpeOyIOIIyI0 BBICOKOW KBaJIM(HMKALMU PYKOBOIHUTENEH M criennaniucroB. OCOOEHHOCTHM MEHSIOLIErocsl pbhIHKA W
TEXHOJIOTMH, IOBBIIICHHNE TPeOOBaHMH K 3() PEKTHUBHOCTH M Ka4eCTBY IPOIYKIINH, a TaKKe HE0OX0IMMOCTh THOKOCTH 1
aJlanTanyy JIeNafoT YIpaBIeHue IPON3BOCTBEHHBIMH IIPOIIECCAMH KITFOUEBBIM (paKTOPOM ycIiexa MpeaArpusi THS.

B Meramryprum CymecTBYIOT pa3iIMYHbIE HWHCTPYMEHTHI YNPAaBICHUS MPOM3BOACTBEHHBIMH IIPOIECCAMH,
KOTOpbIE IIOMOTAIOT MOBBICUTH 3((EKTHBHOCTh M KadyecTBO PabOThl mpeanpustuii. OHM SBISIOTCS KIIOUEBBIMH
(hakTOpaMH B IOCTI)KEHNN KOHKYPEHTHOT'O NMPEUMYILECTBA U yAOBICTBOPEHUH MOTPEOHOCTEH KianeHToB. PaccMoTpum
HECKOJIBKO YHUKAJIBHBIX HHCTPYMEHTOB, UCIIOJIB3YEMbIX B METALITypru4eckoil oTpaciu:

- MaTeMaTHYeCKOe MOJICITUPOBAHIE M ONITHUMH3AIS MIPOIIECCOB: C UCIIOIb30BAaHUEM MaTEeMaTHIECKUX MOaeIei
U COBPEMEHHBIX ITOPUTMOB ONTHMH3ALUH, B METAUIyPrUM pa3padaThIBAlOTCS ONTHMAJIbHBIE CXEMBI IPOM3BOICTBA,
YYUTHIBAIOIINE Pa3IHdHbIe (DAKTOPHI, TaKWE KaK CHIPhE, SHEPro3aTparhl, SKOIOTHYECKHE TPEOOBAHHS M KadeCTBO
KOHEYHOH MpoayKiuu. MojenupoBaHHE MO3BONSET NPHHUMATh B3BEIICHHBIE PEIICHHs, OCHOBAHHBIE HAa TOUYHBIX
JAHHBIX, ¥ ONITUMHU3UPOBATH TPOLIECCHI IS JOCTIHKEHHS HAWIYUIIero pe3yibTaTa,

- aBTOMaTH3ays 1 NM(pPOBU3AIMS TPOU3BOJCTBEHHBIX MPOIECCOB: BHEAPEHHE aBTOMAaTH3UPOBAHHBIX CUCTEM
KOHTPOJISI ¥ YIIPABJICHHSI B METAJUTyPIHIECKOM NPOM3BO/ICTBE ITO3BOJSIET CHU3UTH BO3JEHCTBHE (PAKTOPOB, 3aBHCAILINX
OT 4YenoBedeckoro (akropa, n obecreunTh Ooiee BBICOKYI0 TOYHOCTh W HaAEKHOCTh IpOoLeccoB. TexHOJIOrnu
mudpoBmzanny, Takne kKak uHTepHeT Bemed (loT), amanuThka HaHHBIX W HWCKyCcCTBEeHHBINM wuHTemnekTr (UMUN),
CIIOCOOCTBYIOT COOPY ¥ aHAIN3Yy OOJNBIIMX 00BEMOB JAHHBIX B PEXKUME PEATBHOTO BPEMEHH, UTO IT03BOJISIET IPUHIMATh
OIIepaTHUBHBIC PEIICHUS U ONITUMH3HPOBATH IIPOM3BOJICTBO;

- ONTHMAIBHOE YIIPABICHUE YHEPTrONOTPEOICHUEM: dHEPro3aTpaThl SABISIOTCA 3HAUYUTEIBbHONH COCTaBISIOIIEH
3aTpar B METALTY pruuecKoi POMBIIIICHHOCTH. Vcnosib30BaHe HMHHOBAIIMOHHBIX CUCTEM MOHUTOPHHTA M yIIPaBJICHHS
9HEPronoTpedIeHNUEM MO3BONISIET METALTYPTHYECKUM IPEAIPHIATHSIM 3(P(EKTHBHO UCIIOIB30BATh SHEPTUIO, COKPATHTh
3aTpaTl W CHHU3HWTH HKOJOTMYECKOE BO3ACHCTBHE. DTO MOTYT OBITH CHCTEMBI aBTOMAaTHYECKOTO OTKIIFOUCHUS
000pYyZOBaHMS B PEKUMAax MPOCTOSI, ONTHMU3ALNH PaCcIIPeie]ICHNs SJHEPTUU U KOHTPOJISA NOTEPh;

- WHTETPUPOBAHHBIE CHUCTEMBl yNpPABICHUS KadyeCcTBOM: Ui OOECHEeYeHHs BBICOKOIO KadecTBa
METAITyprU4ecKOil MPOAYKIHMH HCHOJB3YIOTCd HWHTETPUPOBAHHBIE CHCTEMBI YIPABIEHHS KadeCTBOM, KOTOPHIE
BKJIFOYAIOT B ce0s MPOIIecChl KOHTPOJIS, aHAIN3a U YITydIIeHHst KadecTBa. OHH MO3BOJSIIOT MUHUMU3UPOBATh A€ EKTHI 1
OTKJIOHEHHS B IIPOM3BOJICTBEHHBIX MPOIECCaX, 00eCIeunBas COOTBETCTBHE CTaHIApTaM B TPEOOBAHISIM KITMEHTOB.
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OTu yHMKaIbHBIE MHCTPYMEHTH! YNpPaBIIEHUs MIPOU3BOACTBEHHBIMM IPOIECCAMH B METAIIypPrUH MOMOTal0T
NPENIPUATUSIM JIOCTHYb BBICOKOH 3()(EeKTHBHOCTH, ONTUMU3MPOBATH 3aTPAThl, YJIYYIINTh KAau€CTBO NPOAYKLHUH H
JOCTUTHYTh KOHKYPEHTHOT'O NPEHMYIIecTBa Ha pbIHKE. VX MCHOJIb30BaHUE CIIOCOOCTBYET COBPEMEHHOMY Pa3BUTHIO
OTPACIH ¥ CTAHOBUTCS KJIFOUEBOH COCTABIIONIEH yCIexa METALTYPTrHIeCKUX TP eaIPHSITHIH.

BoNBIIMHCTBO COBPEMEHHBIX METALTYPrUYECKUX MPEINPUATHH, Ha JaHHBIH MOMEHT, BHEAPSIOT TEXHOJOTHH,
HallpaBJICHHbIE HAa MOHHTOPHHT M IH(POBH3ALUIO OCHOBHBIX TEXHOIOTHYECKHX IIPOLECcCOB. Takhue HWHCTPYMEHTHI
MO3BOJISIFOT IPOM3BOANTH aHaIM3 OOJNBIIOr0 KOJMYECTBA JAHHBIX M Kak CIEACTBHE IPHHUMATH YIIPaBJICHUECKHE
pelIeHNs MCKIIOYUB dYelNOoBeUecKHi (pakTop. DTO MO3BONSAET 3HAYMTENBLHO CHHU3HWTH 3aTpaTbl Ha IPOU3BOIMMYIO
MPOIYKIIHIO, @ TAKXKE MOBBICUTH KaueCTBO.

[MTAO «CeBepcranby BHenpsieT HU(POBbIE WHCTPYMEHTHI COOCTBEHHOW pa3pabOTKM B CTaJeIIaBUILHOM
nepeneie "Yepenosenkoro merkomouHara". Oxut u3 3PEeKTHBHBIX HHCTPYMEHTOB — aBTOMATHYECKHI BBIITYCK IJIABKH.
CrienmanbHas IporpaMMa aHAIN3HUPYeT COCTOsHUE pabouel (yTepoBKH U IapaMeTphl MeTajla, a 3aTeM GOpMHUpYyeT I
Ka)XI0H TUIaBKH YHUKAIBHBIN rpad MK HAKJIIOHAa KOHBEPTEpa, KOTOPOMY HEOOXOIMMO CIIeZI0BaTh BO BPEMsI BBIITYyCKa. JTO
MO3BOJSIET M30€XKaTh IMOMAJaHWs NIJIaKa B CTAIEPAa3NUBOYHBIX KOBII. CHCTEMa aBTOMATHYECKOTO CIIMBA IUTABKH
HaKJIOHSIET KOHBEPTEP MOJ HEOOXOIMMBIM YIJIOM M B CTPOIOM COOTBETCTBHMHU C Ipa)MKOM IIOBOPOTA, YTO MO3BOJISIET
MPON3BOAUTE O0JIEE MONHBIN BBITYCK MeTamta B KoBul. OnepaTop ciieAnT 3a paboTOH CHCTEMBI IO MOHUTOPY HA ITyIbTE
ynpasneHus. LndpoBoil mMOMONITHIK IOMOTAeT YBEINYUTh BBIXOJ MOJHON KUAKON CTalld, COOTBETCTBEHHO CHIDKACT €
cebectommocTh. B 2020 romy mHcTpyMeHT mpuHec cBbime 100 mimH pyOmeir. Ha kakmom sTame craneruiaBHIbLHOTO
nepenenaa BBEJICHBI KalbKYJISATOPHl — CBOEOOpasHbIE MOJEpaTopbl TEXHOJIOrMYeckoro mnpouecca. K mpumepy,
KIBKYJISTOPHl MoJa4du (eppoCIUIaBOB, TEMIIEPATyphl, LIMXTOBOK. JTO JaeT BO3MOXKHOCTH CHIDKaTh 3aTpaTrbl Ha
MPOU3BOJCTBO U HOJy4aTh HEOOXOIMMBIN XUMHUYECKUH COCTAaB CTAllM C MAKCUMAaJIbHOW TOYHOCTBIO. Tak, KalbKyJIsSTOp
JIETUPOBAHHBIX JIOMOB IIO3BOJISIET PAacCUYMTaTh ONTHUMAIGHOE KOJMYECTBO JIETMPYIOIIMX MaTepHaloB, KOTOpoOe
HEeo0X0/IMMO J00aBUT B IUIABKY ISl TPOU3BOJICTBA TOW WIIM MHOM MapKu ctanu. JlaHHbli kanbKyssitop B 2020 roxy Obut
YCOBEPIIEHCTBOBAH, YTO JIOMOJIHUTEIBHO MPUHECIO KOMITaHUH ropsiaka 70 mutH pyoneit [1].

I'pynmna YTII3 Buempwia Ha IlepBoypanbckom HOBOoTpyOHOM 3aBome (ITHT3, CeepmioBckas 001acTh)
TEXHOJIOTHIO MAIIMHHOTO 00y4eHHs Ha OCHOBE HCKYCCTBEHHOT'O HHTEJIEKTa — «aJITOPUTM IIOMOIIH cTaneBapy». HoBoe
pelIeHre M03BOJIMI0 ONTHMHU3HPOBATE MPOU3BOACTBO CTAIN M TPYOHOMH 3ar0TOBKH [2].

Cucrema BHeapeHa B asekTpocranemiaBuibHoM Lexe [IHT3 «XKenesnsiit Ozo0H 32». UM ananusupyer
HPEIBIAYIINH OIBIT NMPOU3BOJICTBA CTAIM U B PEXHME PCATLHOTO BPEMEHH PEKOMEHIYET CTajleBapy ONTHMAabHBIN
XMUMHYECKHH cOCTaB Marepuaja sl BBIIYCKa ONpENeNEHHOW MapKHM CTajld. TEeXHOJIOTHS Tak)Ke I03BOJISIET
OINITHMU3MPOBATh CTOMMOCTh (DEPPOCIIIIABOB U CHU3UTH MIOTEPH NIPU PacXoje Chipbs [2].

B YTII3 na HauanbHOM JTame BHeApeHus TexHonoruu, B 2019 roxy IlepBoypanbckoMy 3aBofy yJalloch
cakoHOMUTH 50 MIH pyOueii. B nanpHeliniem skonoMmuueckuii 3gdexT cocrasui coitie 100 MiH pyoneit. [2]

ITocne ynaunoro BHeapenus «Ilomomnuka cranesapa» B OCIIL «Kene3Hslit 030H 32» yacTh NPOrpaMMHBIX
6110K0B 00ImIel cucTeMs! yxke Hadainu BHeApATh Ha Becex DCIIL mpennpusatuit TMK: Bomxckom u CeBepckoM TpyOHBIX
3aBojiax, TaraHporckom u SIprieBCKOM MeTaTypruueckux 3aBojaax [3].

TexHOIOTHH HCKYCCTBEHHOTO HHTE/UIEKTa B COBPEMEHHOM MHpPE BOILIM MNPAKTHYECKH BO BCE COEpHI
MOBCEJHEBHOM JKM3HHM: CHCTEMBI YMHOT'O TOpOJa, OMOMETpHS JWI, PEKOMEHIAIMHM B PA3IMUHBIX CTPUMHHIOBBIX
cepBHCcax, IPUHATHE PEUICHHUSI O BbIJa4e KPEAUTOB, TOJIOCOBBIC MOMOIIHMKH, aBTONUJIOT HA aBTOMOOWIIAX M MHOTOE
apyroe. IIpon3BoJCcTBO He SIBISETCS MCKIIOUCHUEM.

C TOMOIIBIO AITOPUTMOB MAIIMHHOTO 00YYEHUS 1 KOMITBIOTEPHOTO 3pEHUSI MPOBOAAT MOHUTOPHUHT COCTOSTHUS
000pyIOBaHMs, CIEIIT 32 TEXHOJOTHYECKMM IIPOLIECCOM M er0 KOPPEKTHOCTBIO, M3MEPSIOT CKOPOCTH JBHIKEHHMS
KOHBeHepa, MPOBOIAT U3MEPEHUSI OOBEKTOB, NETEKTHPYIOT AE(PEKTH M MHTEPEeCylomue oOBbEeKThl Ha BUAEO U (OTO,
obecrieynBarOT 6€30MacCHOCTb COTPYTHUKOB. [21]

B nacrosmee Bpems Bce 00JbIIe METAUTyPTHYECKUX KOMIIAHWN MPUHHUMAIOT y4acTHE B MHBECTHPOBAHUHU B
mudpossle TexHonoruu. HoBble pa3pabOTKM M NPOEKTHPOBAaHHE BCE OOJIbIIE HHTETPUPYIOTCS B IPOU3BOJCTBO U
COOTBETCTBYIOT TPEOOBAaHMAM 3aKa3YMKa MPOTYKIMH. BOJIBIIMHCTBO METALTYPTHUYSCKUX HPEANPHITHI B TOCIETHEE
BpEMs CTAIM UCIOJIb30BaTh KAUECTBEHHYIO aHAINTHKY JaHHBIX, JUIS ONTHMH3ALUHU NIPOLIECCOB IPOU3BOICTBA.

Buvi60o0

D¢ exTnBHOE ynpaBiIeHNWE INPOU3BOJACTBEHHBIMH IPOLIECCAMH WIPAET DEINAIOIIYI0 pOJb B TIOBBILICHUH
KOHKYPEHTOCIIOCOOHOCTH MPEANPUATHHA B COBPEMEHHOM OnsHec-mupe. I paMOTHOE pyKOBOACTBO M MOHHUTOPHHT BCEX
9TaloB MPOU3BOJICTBA MO3BOJISIET MOBBICUTH 3((PEKTUBHOCTH OIEpalMi, CHU3UTh H3JEPKKH U YIYUIIUTh KadeCTBO
KOHEYHOH npoayKiuu. B nenom, 3¢ exktuBHOE yripaBieHne MPOM3BOACTBEHHBIMH MPOIIECCAMH ABIIAETCS HEOThEMIIEMO
Y4acTbI0 KOHKYPEHTOCIIOCOOHOCTH TPEIIPHUSTHIA.

JanpHelimye MCCle0BaHUs MO YTOYHEHUIO M Pa3BUTHIO TIOAXOJOB K YIIPABICHHIO MPOU3BOJCTBEHHBIMHU
IpoleccaMd MOTYT CHOCOOCTBOBATh YIYUIIEHHUIO IPOU3BOJIUTENBHOCTH, COKPAIEHUIO 3aTpaT M IOBBIMIEHUIO
YIOBIETBOPEHHOCTH KJIMEHTOB.
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PRODUCTION MANAGEMENT TOOLS OF PRODUCTION PROCESSES AT
METALLURGICAL ENTERPRISES

Abstract:

This article is devoted to the management of production processes in modern enterprises. It is an overview
of existing approaches and tools aimed at optimizing and improving production processes. Production
process management is a systematic approach to planning, organizing, controlling and improving all aspects
of an organization's production activities, which includes coordination and control of all stages of the
production process, starting with the purchase of raw materials and ending with the production and delivery
of finished products. The purpose of production process management is to ensure maximum efficiency and
competitiveness of the organization in the market, customer satisfaction and achievement of goals. In
metallurgy, there are various tools for managing production processes that help to improve the efficiency
and quality of enterprises. They are key factors in achieving competitive advantage and meeting customer
needs.

Special attention is paid to the use of modern information technologies and control systems to optimize
processes in real time. Production process management tools in metallurgy help enterprises achieve high
efficiency, optimize costs, improve product quality and achieve a competitive advantage in the market.
Their use contributes to the modern development of the industry and becomes a key component of the
success of metallurgical enterprises. Most modern metallurgical enterprises, at the moment, are
implementing technologies aimed at monitoring and digitalization of the main technological processes.
Such tools allow you to analyze a large amount of data and, as a result, make management decisions
excluding the human factor. This allows you to significantly reduce the cost of manufactured products, as
well as improve quality. It is noted that there is a need for further development of technologies adapted
specifically for the specifics of the metallurgical industry, as well as the introduction of modern methods
of data analysis and artificial intelligence for forecasting and optimizing production processes. New
developments and design are increasingly integrated into production and meet the requirements of the
customer products. Most metallurgical enterprises have recently begun to use high-quality data analytics to
optimize production processes.

In conclusion, the author of the article concludes about the importance of effective management of
production processes to increase the competitiveness of enterprises. Further research to refine and develop
approaches to managing production processes can help improve productivity, reduce costs and increase
customer satisfaction.

Keywords:
Production process management; process optimization; monitoring; digitalization; digital technologies.
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YAK 336.2

Hcemaruiaosa Kpucruna ApkaabeBHa,

aCIUpPaHT,

VYpanbckuif WHCTUTYT YympaBieHus — ¢unuan Poccuiickoil akajgeMuu HApOIHOTO XO3SUCTBA W
rocyaapcTBeHHOH ciry»x0b1 pu [Ipesmaente Poccuiickoit @enepamnmn

r. ExatepunOypr, Poccuiickas ®eneparust

MPOBJEMHBIE BOITPOCHI HAJTOI'OBOM IMOJIMTUKH ITPOMBIIIJIEHHOT'O
HOPEANPUATHUA

Annomayus:

Hamoru BhICTymaroT OCHOBOH momoiHeHHs Oromkera P® Ha ypoBHAX ¢eaepanbHOl M MECTHOM
rOCYy/IapCTBEHHON M MYHHIIMIAIBHOW BIIACTH, CJIEAOBATEIHHO YKIOHEHHE OT YCTAHOBJICHHON 3aKOHOM
0053aHHOCTH TI0 YIUIaT€ HAJIOTOB CO3JAeT CYIIECTBEHHYIO SKOHOMHUYECKYI0O M COLHATBHYIO YIpo3y,
CBSI3aHHYIO C ITpo0sieMaMu (puHaHCHUPOBaHKS OO PKETHBIX OPraHU3allnii, rOCYy IapCTBEHHBIX COLHATBHBIX
MIPOEKTOB, OIIJIATHI TPYy1a B Or0mKeTHOU chepe.

B ycioBusix CaHKIIMOHHOTO 5KOHOMHYECKOI'O NABJIEHUS CO CTOPOHBI HEAPYXKECTBEHHbIX Poccuiickoit
Qdenepanuu TOCYHApCTB, TPYIHO NEPEONECHUTh 3HAUYEHHE CTaOWIbHOTO obecredeHHs (DUHAHCOBBIX
pacxXoIoB HaIIeW CTpaHbl IJs PAa3BHTHSA CBOCH IPOMBIIUICEHHOCTH, COXpaHEHHE OCe30IacHOCTH,
000pPOHOCITIOCOOHOCTH H YCTOWYHBOCTH KOHCTHTYIIMOHHOTO T'OCY Iap CTBEHHOTO CTPOSI, VTSl COLUAIBHOTO
OJaromnonyyne rpaXxaaH U Pa3BUTUS TCPPUTOPHI.

CrabunbHOCTh (DPMHAHCOBOM CHCTEMBI BO MHOTOM CBsi3aHa C 3((PEKTHBHOW CHUCTEMOW IMPaBOBOTO
KOHTPOJISI U PETYJIMPOBAHUS YIUIAThl HATOTOBBIX IMJIATEXEH.

ITo nanubiM 3amectuTens CrnencTBEHHOTO KoMUTeTa PD Kaxplii TOJl HaIlle TOCYAapCTBO BCIEICTBHE
COBEpIICHHS HAIOTOBBIX IPECTYIUICHHH HeceT OOKETHhIE MOTEPH Pa3InYHOTO YPOBHA HA OOIIYIO
CyMMY B CpefiHeM oKomo 58 mMipy py6ieit’. Hemanyto 07110 yKa3aHHOH HEIOMMKM 3aHUMAIOT HANOTH U
cOOpHI HE TOCTYNHBIIIKE B OIOKETHI HAa YPOBHE CyOBeKTOB PD 1 OpraHoB MECTHOTO CaMOYIPaBIICHUS.
B cBi3M cymiecTBEHHBIM KOJNHMYECTBOM HAJIOTOB W COOPOB, MPEACTABISIETCS IIeJIeCOO0OpasHBIM
HCCIEIOBaTh TMPOOJIEMHBIC BOMPOCH HAIOTOBOW TOJUTHKH MPOMBIIUICHHOTO MPEANPHUITUS TPH
pa3MelieHnH 0TX040B IPOU3BOCTBA Ha 3eMJI€ HA IPUMEPE YIUIAThl 3eMEJILHOr0 HAJIOTa.

B cBoro ouepesib BONPOCH CTAHOBIICHHS M COBEPIIICHCTBOBAHMS HAJIOTOBOTO 3aKOHOIATENILCTBA B chepe
YVKJIOHEHUS OT YIUIaThl HAIOTOBBIX IUIATeXeH W (Wwim) cOOpPOB CICHAyeT paccMaTpHBaTh B KOHTCKCTE
(hopMHpOBaHUS 3aKOHOJATEIBHBIX aKTOB MECTHOI'O CaMOYIIPABJICHHUS, TaK KaK BEJIMYMHA MOKA3aTeJIs,
BIIUSIIOLIET0 HA CyMMY HAJIOTOBOT'O IUIATEKa yCTaHABIMBACTCS HA IPAaBOBOM YPOBHE MYHHIIMIIATbHBIX
oOpazoBanuii. BappupoBaHue CyMMBbl HAJIOTOBBIX TUIATEXKEH OKa3bIBaeT CBOE BIHMSHUE HA HAIOTOBYIO
Harpy3Ky HOpeanpusTus.

HanoroBast 6aza, mpumeHsiemMass B OTHONICHUH 3e€MENb, 3aHATHIX MMOJ MPOMBIIUIEHHBIMH OTXOJaMH
TpeOyeT MOTpaBOK, HOBOBBEICHUI M COBEPHICHCTBOBAHUS, B IENIOM. B WacTHOCTH, cucTeMa pacdera
HAJIOTOBBIX IUIaTeXeil TpeOyeT mepepabOTKM W HAydHOTO OOOCHOBAHHS B pPaMKax JAEHCTBYIOIINX
HOPMAaTHUBHO-TIPABOBEIX ~ aKTOB  (eepalbHOTO W PETHOHAIBHOTO  YPOBHS,  PETYIHUPYIOIIAX
HAJIOT000JI0KCHU € TIPOMBIIUICHHBIX MPEINPUATHIA B 0TX0I000pa3yIoIel e TeIbHOCTH.
HecoBeprieHCTBO HajIOroBOro 3aKOHOJAATENbCTBA MPHUBEIO K TOMY, YTO P HPOMBILUIEHHBIX
MPEANPUITHN YKIOHIETCS OT YILIaThl HAJOTOBBIX IUIATEXel 3a (pakTHUYeCKOe HCIOJIb30BaHUE 3EMITH, ITPH
9TOM MPOU3BOJUT OILIATY 3a MOJb30BAaHME 3€MJIM [0 APYrOMY BHJly Pa3pELIEHHOI0 €€ MCI0JIb30BaHUs.
Kak crmenctBue pervoHanbHBIM OIOMKET HENOMONydaeT [ICHEeXKHBIX CPEICTB Ha BOCCTAHOBJIICHHE
HapyUICHHBIX 3eMeJb.

B Hacrosmiee BpeMst K akTyalnbHBIM Ipo0IeMamM clexyeT OTHECTH CUCTEMY HaJIOT000JI0KEHHUS B 00IacTH
pa3MenieHns OTXOJOB Ha 3eMJiie, a TaKKe BOMPOCH MPUMEHEHHs HOPM 00 OTBETCTBEHHOCTH B cepe
YKJIOHEHHUS OT yIIIaThl HAJIOTOBBIX IDIATEeXeH M (W) cOOpPOB, B TOM YHCIE PU YKIOHEHHUH OT yIIIATHI
COOTBETCTBYIOILIMX 3€MEJIbHBIX TIATEKEH.

B cratbe paccMOTpeHBI BOIPOCH HAJIOTOBOH ITOJUTHKH IMPOMBIIUICHHOTO TMPEANPUATHS, TpodiIeMa
YKJIOHEHHUSI OT YIUIaThl 3€MEJIbHOI0 HaJlora MpeAlpUATUSIMU TOPHO-METALTypruueckoro KOMIUIEKCa B
paMKax pa3MeIIeHUs] 0TXOJ0B IIPOM3BOJICTBA HA 3eMJIE, IPEIIOKEHBI BApHAHTHI PEIICHHU MPpoOIeMBbl Ha
3aKOHOZATEILHOM YPOBHE.

Knioueesvie crnosa:
3eMenbHBIN HaJIor, YKJIOHCHHME OT YyIUIaTbl HAJIOroB, HAJIOroBas IIOJIMTHUKA, HaJIOroBOC
3aKOHOAATCIIbCTBO, 3EMJIM ITPOMBIIIJICHHOTO HAa3HAYCHU .

% B CK  waseatu ymepd OT HAIOTOBBIX  TpECTYIUIEHHWiT Juis  Olmkera  [Dnmektpommeli  pecype].  URL:
https:/iww.rbc.ru/economics/25/07/2020/5f1bb3d59a7947bd3e6a5f03 ?y sclid=lImf4zovn60144283 74 (nara obpauenus: 20.08.2023).
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Hanoru BbICTYmaroT ocHOBO# momnonHeHus Owompkera P® Ha ypoBHSAX QenepasbHOM M MeCTHOH
rOCYIapCTBEHHON M MYHHUITUIIAILHOM BIIACTEH, CIeJOBATEIbHO YKIOHEHHE OT yCTAaHOBICHHOM 3aKOHOM 00S3aHHOCTH 110
yIJIaTe HaIOTrOB CO3JaeT CYIIECTBEHHYI0 JKOHOMHMYECKYI0 M COLMAIbHYIO YIrpo3y, CBSI3aHHYIO C IpoOieMamu
(mHAHCHUPOBAHMS OFODKETHBIX OPTaHM3AINH, TOCYAapCTBEHHBIX COIMAIBHBIX MPOEKTOB, OIJIATH TPyAa B OFOKETHOM
chepe.

B ycnoBusix CaHKIMOHHOTO SKOHOMHYECKOTO [aBJIEHHS CO CTOPOHBI HEIpYKecTBEHHbIX Poccuiickoit
®deneparu TocyapcTB, TPYAHO INEPEONEHUTh 3HAYEHUE CTAOWIBHOTO obecriedeHHs (MHAHCOBBIX PACXOIOB Hamen
CTpaHBI ISl PA3BUTHSA CBOEH MPOMBIIIICHHOCTH, COXPAaHEHHs 0€30MacHOCTH, 0OOPOHOCIIOCOOHOCTH M yCTOHYMBOCTH
KOHCTHUTYLIMOHHOTO TOCYIApPCTBEHHOTO CTPOS IS COLHAIBEHOTO 0J1aromnoiryyus TpakiaH v pa3BUTUSI TEPPUTOPHI.

B pamkax JaHHOM CTAaThbM paccMaTPHBAIOTCS BOIIPOCHI HAJOTOBOM MONMTHKH IPOMBIIIJICHHOTO MIPEANPUATHS,
KOTOpOE B IpOIecce CBOEH NesTeIbHOCTH 00pa3zyeT oTxoabl 4-5 kiacca, 3aHMMarolire OOJbLIME IUIOIIAAN 3EMENb.
[IpennpusaTus ropHO-METALTYPTUIECKOTO KOMILIEKCa HCIIONB3YIOT B MIPOI[ECCEe CBOCH AEATENFHOCTH 3E€MITI0 KaTeropuu
«3eMJIH IPOMBIIIUIEHHOCTH» C HECKOJIBKUMU BHAAMH Pa3pelIeHHOT0 UCIOIb30BAHUS 3€Melb, B COCTaB KOTOPBIX BXOJAT
3eMJTH 10T TTPOU3BOICTBEHHBIMH TUTOMIAASIMHE U 3€MJIH TI0]] pa3MelIeHreM 0TX010B nponsBozacTBa. CornacHo cT. 396 HK
P® 3emenbHBIN HAIOT HAYUCISETCSA, UCXOAS U3 HAIOTOBOW Oa3bl M CTaBKH HAJIOTa, YCTAHOBJIEHHONH HOPMAaTHBHBIMH
MPaBOBBIMH aKTaMH NIPEICTaBUTEIbHBIX OPraHOB MyHHIMIATBHBIX 00pazoBaHuii [1].

Oco0y10 posib B HAJIOTOBOH MOJUTHKE WTPAeT ONTHMHU3AIM HAJOTOBBIX IUIATEXEH, MMO3TOMY TJIaBHAS 1(ENb
HaJIOTOBOH MOJINTHKU — OIIPEIETICHNEe ONTUMAaIbHON BEIMIMHBI HAIOTOBBIX ITATEXeH U, KaK CIEACTBHE, yBEINICHHE
(hMHAHCOBOTO pe3yJibTaTa, MMEHHO K 3TOMY CTPEMHTCS Hajoromarensiiuk. HecMorps Ha TO, uTO (hopMupOBaHHE
3¢ PEKTHBHON HAIOTOBOW MOJIMTHKH NPEATIPUATHSA JOJDKHO 0a3MpoBaThCs Ha CTPOTOM COOIIIOACHHH IEHCTBYIOLIETO
HaJIOTOBOTO 3aKOHOZATENILCTBA, UYTO B CBOIO OYepenb OOyCIaBIMBAaeT HCKIIOYEHHE BO3MOXKHOCTEH YKIOHEHHS OT
yIJIaThl HAJIOTOBBIX IUIATEXEH, CTaTHCTHYecKue HaHHble ToBopsAT o0 oOpatHoM [2]. Ilo maHHBIM 3amecTHTENs
CrnenctBeHHoro xomutera P® xaxpiil roj Halle rocy1apcTBO BCISACTBHE COBEPIICHUS HAIOTOBBIX MPECTYIUICHUI
HeceT 610/ KeTHBIE MOTEPH Pa3IMYHOrO YPOBHS Ha OOIIYIO CyMMY B CPEIHEM OKOJIO 58 Miips py6ueir®,

OreHuBasi COpa3MEpHOCTh 3EMENIBHOT0 HAJOTa C APYTMMHU BUJAMHU HAJIOTOBBIX IUIATE)KEH CIEAyeT OTMETHUTH,
YTO €ro NpOILEHT AOBOJIBHO HEOOMNBIION B OOIIEH o€ HAJTOTOBBIX IUIATEXKEH, OJHAKO IPH 3TOM CYIIECTBEHHBIM
OTJIIMYHMEM JaHHOTO BHIa HAJIOTA SBISETCS TO, YTO 3TOT HAJIOT SBJISETCS BAKHBIM HCTOYHUKOM (POPMHUPOBAHUS MECTHOTO
0r0/KeTa, N3 IEHEKHBIX CPEJICTB KOTOPOTO B AAIBHEHIIIEM BEJETCS BOCCTAHOBICHUE HAPYIICHHBIX 3€MEIIb.

Panee npoBeneHHOE HCCiIENOBAHUE TIOKA3aII0, YTO MPOOIEMa yKIOHEHHUS OT yIUIaThl HAJIOTOBBIX IJIATEXEH U
(mm) cOOpoB  OTXONOOOPA3yIONIMMH MHPEANPUSATUSAMH, OTCYTCTBHE IIPAaKTUKHM NPHUBJIEYEHHS K YTrOJOBHOH
OTBETCTBEHHOCTH HAJIOTOMJIATEIbIINKOB 3aKIII0YAeTCsI B OTCYTCTBUU PErUCTPALIM OOBEKTOB Pa3MEIEHUs OTXO/I0B B
TOCYAapCTBEHHOM peecTpe OOBEKTOB pa3MEIICHUs] OTXOZOB. [ MOKOCTh HAIOrOBOTO 3aKOHOJIATEIbCTBA TaK JKe
HEraTMBHO CKa3bIBa€TCs HAa ypOBHE JIATEHTHOH IMPECTYIMHOCTH B SKOHOMHYECKOH cdepe. DTo CBs3aHO C TeM, UTO
HECTaOMJIBHOCTh HAJIOTOBOTO 3aKOHOAATEIbCTBA SIBISICTCS CIOKHBIM MOMEHTOM JUISi TPMBJICUCHUS K YTOJOBHOU
OTBETCTBEHHOCTH. [leproanueckoe n3MEHEHHs CTaBOK, HAJIOTOBO 0a3bl, pa3Mepa cOOpOB, CTPaXOBbIX B3HOCOB BCE 3TO
BJIMSIET Ha CyMMY UTOTOBOT'O TUIaTeXa 3a MOJIb30BAaHUE PECYPCOM U HeouMKH [3].

B pamkax 3K010T0-5KOHOMHYECKUX OTHOIIEHUH IPHPOIa-TIPOU3BOCTBO-UEIOBEK 3HAUNTEIBHYIO POJIb HI'PAET
3eMEIBHOE 3aKOHOAATEIbCTBO, KOTOPOE PErIIaMEHTHPYET ACATEINbHOCTh, CBA3AHHYIO C HMCIOJIB30BAHUEM 3EMEIBHBIX
YYacTKOB, MPaBOM COOCTBEHHOCTH, KAaTErOpPHEH, MECTOM M BHJOM pa3pEUICHHOTO HCIOIb30BAHHUSA 3EMIIN.
COBOKYIHOCTb M3MEHSIOIMIMXCA HOPMAaTUBHO-NPABOBBIX AaKTOB CO3JA€T ONPENENECHHBbIE TPYAHOCTH JUIS BBISBICHUS
00BEKTUBHBIX TPU3HAKOB cocTaBa mpecTyrieHus cT. 199 YK P® u kak ciuexcTBue I IPUBIEYCHUS K YTOJOBHOM
OTBETCTBEHHOCTH.

B kadecTBe pemieHHs BBINICyKa3aHHBIX IpoOieM mo mopyderuto Ilpesnnenrta Poccuiickoit eneparn ObLT
pa3paboTaH KOMIUIEKC Mep, HalpaBiICHHBIX Ha BHEAPEHHE W MCIIOIb30BaHUE HAWIYYIIMX JOCTYIHBIX TEXHOJIOTHH B
JIEATETbHOCTH TIPOM3BOJCTB C IIETBIO CHIDKEHHMS TEXHOTCHHOM HAarpy3KM Ha 3€MJIM M TOYBBI PETHOHA, a TaK JKe
okpyxatoiyto cpeny. OOHMM K3 pe3yJIbTATOB JAaHHOTO MOPYUYEHHUS CTANO MOANUCAaHHE (eaepalbHOro 3aKOHa OT
21.07.2019 Ne 219-®3 «O BHecenmn m3MeHeHHH B DenepanbHbI 3akoH «O0 OXpaHE OKpYXAOMIEH cpeas» u
OTJeIbHbIE 3aKOHOJaTeNbHbIe akThl Poccuiickoit denepanun» (nanee — @enepanbHelit 3akoH Ne 219-03). B nanHoM
(dbenepanbaoM 3akoHe Ne 219-D3 3akperieHo OHATHE HAMTy4ITue TOCTyIHbIe TexHoyoruu (namee — HAT) [3].

Hanyumme pocTynHble TEXHOIOTHH — 3TO TEXHOJIOTHH ITPOM3BOACTBA TOBApOB, pabOT M yCIyr Ha OCHOBE
COBPEMEHHBIX JOCTHXEHUH HAyKH, M TEXHHKH NPH HaWIy4dlIeM COYETaHWH NPHPOIOOXPAHHBIX KpUTepueB. Tak ke
ObUIO 3aKITIOYEHO TpeOoBaHME K pa3paboTKe MHPOPMAIMOHHO-TEXHUYECKOTO CIPABOYHHMKA MOAOOHBIX TEXHOJIOTHIL.
Lenpro aHHOTO CHpPaBOYHMKA IO IUIAHY AOJDKHO OBIIO CTaTh OOecredeHHe KOHTPOJS COOTBETCTBUS KOHKPETHBIX
npoussozcts HJIT. TlepBble aecATh TaKUX CIPABOUHMKOB ObUTH pa3paboTaHbl M yTBepskaeHs! B 2015 roay .

s BeicTpanBanus 3tanoB BHeApenus HAT ®enepanbusiii 3akon 219-D3 pasnenun npeanpUaTHs HA YETbIpe
KaTeTOpHHU MO CTENeHN HEraTUBHOTO BO3/IeHCTBIE Ha OKpyxaromryto cpeny (nanee — HBOC). Ilepexon na HAT Brnactu
B TEPBYIO OdYepenh JOOMBAINCh OT OOBEKTOB IMepBO Kareropum — co 3HaunTenbHbiM HBOC. TlonrBepkmath
COOTBETCTBHE MX TexHojormueckux mporeccoB HIAT momKHBI KOMIUIEKCHBIE 3KOJOTHYECKHE pa3pelieHus (nanee —

38 - B CK  HasBamm ymep0d OT HaJIOIOBBIX TpecTyInieHMH [uis  Oromkera [Omekrponnslii  pecype]. URL:
https:/iwww.rbc.ru/economics/25/07/2020/5f1bb3d59a7947bd3e6a5f03 ?y sclid=lmf4zovn60144283 74 (nara obpamenus: 20.08.2023).

% Tpynnoctr nepexona. Kak poccuiickas MPOMBIIUTEHHOCTh CTPEMHTCS K HATYYIIAM JOCTYITHBIM TEXHOIOTHAM [ DEKTPOHHBIA pecypc]
// TIpodeccuonanbHbIii akonorndeckuii koncantunr. 2021. URL: https://www.kommersant.ru/doc/5118142 (nata obparenus: 02.09.2023)
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K9P). KoMmuiekcHOE 9KOJIOTHYECKOE pa3pelieHue — JJOKYMEHT, KOTOPBIH BbIJAE€TCS YIOJIHOMOYECHHBIM (eiepallbHbIM
Oopranom HCITOJTHUTENBLHON BJIACTH IOPUAUYCCKOMY JIMITY WJIW UHAUBUAYAJIBHOMY MPECANPUHUMATECIII0, KOTOPLIC BEAYT
XO3SHMCTBEHHYI0O U JPYTyI0 IeATeIbHOCTh Ha 00BEKTe, OKA3bIBAIOIEM HEraTHMBHOE BO3JICHCTBHE HAa OKPYKAIOIIYIO
Cpeny, U COIEPIKUT 00sI3aTeIbHbIE IS BEIIOJIHEHISI TPEOOBAaHMS B 00JaCTH OXpaHbl OKPYKAIOMIEH CpeIbl.

I'maBa Pocmpupoananzopa Csernana PammonoBa ocenpto 2021 roma konctatupoBana: «Ecte chmcok
HaWJIYYIIUX JOCTYITHBIX TEXHOJIOTHH, KOTOPEIE BHEAPSIOT KOMITaHUH. HO MBI HE BCEMU JOBOJIBHBI M BOOOIIIE CUUTAEM,
YTO MOJIOBHHA M3 HUX MOUISKHUT IepecMoTpy. He cunTaeM MxX SKOIOTHIHBIME U HAWITY YIIIHMID).

[pomnecc momydennst KOP Ha nepBEIif BT ABIAETCSA JOCTYITHBIM B TOHATHBIM. Tak, 3asBKa H HEOOXOIUMBIE
JOKYMEHTBI TIPEICTAaBISIOTCS B MEXperHoHajdbHOE ynpasieHne PemepanbHOl ciaykObl 1O Haa3opy B cdepe
MPUPOOIIONB30BaHMs. PaccMOTpeHHEe IOKYMEHTOB OCYIISCTBIECTCS 110 NPUHIHUITY «EOWHOTO OKHA», PEHICHHE
NPUHAMAETCS HECKOJIbKUMHU BEJIOM CTBaMHU.

OpHaKo MOATOTOBUTENBHBIHN 3TAll HAIPABICHHUS 3aBKH SBISIETCS TOCTATOYHO YHEPTO- M PECYPCO- 3aTPATHBIM.
Bwmecte ¢ Tem KOP nonrteep:xnaer ESG-craTyc kak OTBETCTBEHHOI'O OCTABIITUKA.

ESG o3HagaeT OTBETCTBEHHOE OTHOIIECHUE K OKPYIKAIOIIEH cpefe, BRICOKAs COIMAIbHAS OTBETCTBEHHOCTD H
BBICOKOE KaueCTBO KOPIIOPAaTHUBHOIO ympamieHus. Hamuune naHHOTO cTaTyca HE 3aKpeIyieHO Ha 3aKOHOJATeIbHOM
YpOBHE U HE HOCUT UMIIEPATUBHBIA XapakTep A MPEANPHUATHS, OJHAKO NEATETHHOCTh TAKOTO MPOM3BOACTBA JODKHA
0a3MpoBaThCS Ha CIEAYIOIIMX MPUHIWIAX: OJKOJOTMYECKHH, CONHMANbHBIM M ympaeineHueckuil. [lpm 3TOM
SKOJIOTUYCCKUI MPUHIMIT 3aKII0YaeTCs B TOTOBHOCTH TPEINPHATHS MEPSHTH HA TEXHOIOTHH, KOTOPBIE COKPATIT
yuiep0d, HAHOCHUMBIH 9KOJIOTMM B IIPOIiecce IPOM3BOJCTBEHHOW JesrenbHOCTH. COnManbHBI IPHHIMI TOBOPHUT O
TOTOBHOCTH TP EANIPHUATHS HHBECTUPOBATh B COLMATEHO-BAXKHBIE MMPOEKTHL. Y IPaBICHYCCKUN TPUHIIAT 3aKITF0YACTCS B
OTKPBITOCTH OTYETHBIX JIAHHBIX, IPO3PAYHOCTH (PUHAHCOBBIX C/IEIOK ¥ HAJIOI'OBOIM OTYETHOCTH.

Iepexon orxomompomsBomutens Ha HJIT momkeH pemnTh OTHOBPEMEHHO PsI SKOJIOT0-3KOHOMUYECKUX
HpO6JIeM, da UMCHHO CHU3UTH TEXHOI'CHHYIO HArpys3Ky Ha 3€MJIM U IMOYBBI PETHOHA, a TaK K€ CHU3UTHL HAJIOTOBYIO
Harpy3Ky MPOMBIIIJICHHOT'O TPEIPUSATHS M KaK CIIEACTBHE NPoOJIeMy YKJIOHEHHS OT yIJIaThl HAIOTOBBIX IUIATEXeH U
(mn) cOopoB. A Tak ke MOMOOHBIN MOAXOJ 3aKOHOJATENs MO3BOJUT 00jiee TOYHO OMPENSIUTh MOTEHIMAIbHbBIE
MacmTadBl MaTepUaIbHOTO Bpeaa, IPUINHAEMOT0 KaKIBIM KOHKPETHBIX TP EATIPUSTHEM .
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ISSUES OF IMPROVING TAX ADMINISTRATION IN THE METALLURGICAL
INDUSTRY

Abstract:

Taxes are the basis for replenishing the budget of the Russian Federation at the levels of federal and
local state and municipal authorities, therefore, evasion of the statutory duty to pay taxes creates a
significant economic and social threat associated with the problems of financing budget organizations,
state social projects, remuneration in the budgetary sphere. In the conditions of sanctions economic
pressure from states unfriendly to the Russian Federation, it is difficult to overestimate the importance
of stable provision of financial expenditures of our country for the development of its industry,
preservation of security, defense capability and stability of the constitutional state system, for the social
well-being of citizens and the development of territories.

The stability of the financial system is largely related to an effective system of legal control and
regulation of tax payments.

According to the Deputy Investigative Committee of the Russian Federation , every year our state , as
a result of committing tax crimes , incurs budget losses of various levels totaling an average of about
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58 billion rubles . A considerable share of this arrears is taken up by taxes and fees that have not been
received by budgets at the level of the subjects of the Russian Federation and local self-government
bodies. Due to the significant amount of taxes and fees, it seems appropriate to investigate the
problematic issues of the tax policy of an industrial enterprise when placing production waste on land
using the example of paying a land tax.

In turn, the issues of formation and improvement of tax legislation in the field of tax evasion and (or)
fees should be considered in the context of the formation of legislative acts of local self-government,
since the value of the indicator affecting the amount of tax payment is established at the legal level of
municipalities. Varying the amount of tax payments has an impact on the tax burden of the enterprise.

The tax base applied to lands occupied by industrial waste requires amendments, innovations and
improvements, in general. In particular, the system of calculating tax payments requires processing and
scientific substantiation within the framework of existing regulatory legal acts of the federal and
regional levels regulating the taxation of industrial enterprises in waste-generating activities.

The imperfection of tax legislation has led to the fact that a number of industrial enterprises evade
paying tax payments for the actual use of land, while paying for the use of land for another type of
permitted use. As a result, the regional budget does not receive enough money to restore the disturbed
lands. Currently, the current problems should include the taxation system in the field of waste disposal
on land, as well as the application of the rules on liability in the field of tax evasion and (or) fees,
including when evading the payment of relevant land payments.

The article considers the issues of the tax policy of an industrial enterprise, the problem of land tax
evasion by enterprises of the mining and metallurgical complex within the framework of the disposal
of production waste on the ground, offers solutions to the problem at the legislative level.

Keywords:
Land tax, tax evasion, tax policy, tax legislation, industrial lands.
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YHOPABJIEHUE TIIPOOECCOM OCBOEHHUA HOBBIX BHJIOB IIPOAYKIIMHU HA
MPEJMPUATUAX TPYBHOU NPOMBIIIJIEHHOCTH

AnHomayus:

PaCCMOTpeH COBpeMeHHBII\/'I IOAXO0J K YIIPABJICHUIO HPOIECCOM OCBOCHHA HOBBIX BUAOB NPOAYKIIMH Ha
IIPUMEpPE OTEUECTBEHHBIX MPEANPUITHI TPy OHOH IpOoMBbIIIIeHHOCTH. 151 06ecniedeHus] CBOEBPEMEHHOr0
BBIBOZIA HA PHIHOK HOBBIX NMPOIYKTOB TPeOyeTcsl MCHOIb30BaHNE Hanboiee paboTOCIIOCOOHBIX METOIUK.
W3BectHas KOHICIII WA 6epe)KJ'II/IBOFO MMPOMU3BOACTBA MOXKET IMMPUMEHATHCA HE TOJILKO B ITPOU3BOACTBEHHBIX
YCIIOBHUSIX, HO M BO BCEX OM3Hec-Tporieccax 0e3 MCKIIOYEHHS, B TOM YHCIIe U I COKpALIeHHs M0Teph B
HHHOBaHHOHHOfI JACATCIBPHOCTH.

Knrouesvie cnosa:
HoBble BHIBI TPOAYKIMH B METALTYPrHH, MOAXONBI K pa3pab0TKe WHHOBAIMOHHBIX IPOIYKTOB,
OepeKIIMBOC MPOU3BOJICTBO B METALTYPrud, 3 eKTUBHOCTh OCBOCHUS HOBBIX BHJIOB MPOIYKIIUH.

B ycnoBusix Texyuiel 5KOHOMHUECKON CUTyalluHl yIpaBlIeHne HHHOBALUSAMH IPUOOPETaeT BaXHEUIIIYIO POJIb U
CTQHOBHUTCSl HEOTHEMJIEMOH YacThIO CTPATErHYECKOro Pa3BUTHs KOMIaHUH Jiro6oro ypoBHs [1]. OcoOeHHOE BHUMaHUE
pa3paboTKe M BHEIPEHUIO MHHOBAIMN YAETSIOT KPYNHBIE NPOMBIIIJICHHBIE NPEANPHUATHSA, TaKk KaK YCIECHUTHOCTb
MHHOBAIIMOHHOT'O PAa3BUTHS OTPENEIsieT KOHKYPEHTOCTIOCOOHOCTh, @ B HEKOTOPBIX CIyJasix, TO3BOJIIET CO31aTh HOBBIE
PBIHKY U JOMUHUPOBATh HA HUX.

3a nociieHNe Ba JECATHIECTH METaJUTyprudecKas OTpacib IPH OTCYTCTBHH NPOPBHIBOB B (DyHIaMEHTAIBHOM
HayKe COBEpINMIAa KaueCTBEHHBIH MEpexo]i Ha HOBBIH YpOBEHb, B MEPBYIO OUYEpEb, 3a CUET JOCTHXEHUH B 00IacTH
aBTOMAaTH3allMi W nu¢poBH3auK mpoueccoB. COBpeMEHHas METALTYPrus OTJIHYAeTCsl IOBBIIICHHBIM YpPOBHEM
aBTOMATH3allUU MIPOIECCOB, CIOKHOCTHIO NMPUMEHAEMBIX MHOTOCTYIIEHUYAThIX TEXHOJIOTUH U CHOCOOOB €€ KOHTPOJI,
HETIPEPBIBHBIM CTPEMJICHHEM K IIOBBIIICHHIO IPOU3BOJUTEIFHOCTH U CHIDKEHHIO CE0ECTOMMOCTH IPOU3BOIMMON
npoaykuud. Ho onHOM M3 caMblX BaXXHbIX 4Y€PT COBPEMEHHOM METaLIyprU4eCKOM IPOMBIIIICHHOCTH SBJISETCA
KJIMEHTOOPHEHTHPOBAHH OCTh, @ IMEHHO CTPEMJICHHE KOMITAHUH IIPOM3BOIUTD POIYKLHUIO HE 110 00IIeMy CTaHAapTy, a
0] KOHKPETHBIE TEXHMUYECKHE YCIOBHA KiHMeHTa. Ecimu paccmMoTpers TpyOHYIO OTpacib, TO B HACTOSIIEE BpeMs
MOJIYYHIIO Pa3BUTHE IPOM3BOJICTBO TPYOHOH MPOIYKIMH ONpPENeNIeHHOr0 BH/a CHEIUAIbHO O] MPOEKThl KOMITAaHHH -
3aKa34uKoB. Bce 3TO MpUBOAUT K aKTMBHOMY PACIIMPEHUIO COPTAMEHTHOIO psla MPOU3BOAMMOM IPOAYKLUH, IapKa
000pyZIOBaHMS W IIyJla TEXHOJIOTMH, KOTOpble MOTYT OBITh peaTM30BaHbl Ha HMEIOMEMCs O00OpYyIOBAaHWU ISt
MPON3BOJCTBA TPYO MO KOHKPETHBIE, 3a4aCTyI0 YHUKAIBHBIE, YCIOBUS HKCILTy aTalluu.

B onmcaHHBIX BBIIIE yCIOBUSAX KOMMEPUYECKHH yCreX KOMITaHWH BO MHOTOM OOYCIIOBJIEH CKOPOCTBIO PEaKIMN
Ha PBIHOYHBIC BBI30BBI, CIIOCOOHOCTBIO ONPENENATh TEKYIIHH MOTPEOHOCTH KOMITAHUH-KJIMEHTOB U BOBPEMS TOTOBHUTH
HeoOXxouMble permeHus i Hux [1, 2]. iMeHHO 3TuM 00yCIIOBIIEH ITOBBIIIEHHBII HHTEPEC KPYITHBIX METAJLTY PrudeCKUX
KOMITaHHH K OCBOEGHHIO HOBBIX BUJIOB ITPOAYKIIMHU U pPa3pabOTKe HOBBIX TEXHOJIOTHH.

TpaguMuMOHHO HCHONb3yeMas CHUCTEMa OCBOEHHs HOBBIX BHUJOB IPOAYKLHUH, 3aKIIOUAIOLIAACI BO
B3auMozelcTBUM ¢ oTpacieBbiMia HUU, BecbMa HHEpTHA K M3MEHEHHUAM U TpeOyeT OONBIIOro KOJMYECTBA BPEMEHHBIX
PECypcoB Ha coriacoBaHue padoT (B JaHHOM Cllydae — TPEXCTOPOHHEE B3aUMO/ICHCTBIE MEX/Iy HayYHOW OpraHu3anuei,
KOMIIaHUEW-TIPOM3BOIUTENIEM M KOMIIaHWEH-ToTpeduTeneM), Ha O3HAKOMIIEHHE C MPOW3BOJICTBOM, Ha COOCTBEHHO
HayuyHylo paboTy M Ha dTall ONBITHO-IPOMBILIIEHHOT0 OnpoboBanus. Haubosee nepejoBbie KOMIaHUU AJIsL yCTPAHESHHS
NOAOOHBIX 3aTpaT CO3JMal0T CBOM HAyYHO-TEXHWYECKHH IMEHTPHI W IIKOJbI, 3aHMMAIONINECS IPUKIATHBIMU
HCCIIEIOBAHUSIMI B KOHKPETHBIX 001acTax. OIHaKo, HECMOTPsl Ha HAJIMYKE TOA00HBIX IIEHTPOB, MTPOBeeHNE paboT Mo
OCBOCHMIO HOBBIX BHOB HNPOJYKIMH M HOBBIX TEXHOJIOTHH MMEET psiJ Mpo0IeM: HEIOCTATOK KBaIH(UINPOBAHHOIO
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HepcoHaa, pacrnpeeaeHue paboT Mex 1y OOJIbIIMM KOJINYECTBOM ITOIpa3/ieeH uil, JUINTeIbHOE BPEMs Ha COTJIaCOBAHUE
Y MIPOBEJICHUE HCCIIEI0BATENILCKUX Pa0OT, a TaKXkKe, 04eHb YacTo, JUIUTEIbHYI0 TOPaOOTKY MPOAYKTA IO X0y OCBOCHHUS
(1opaboTka MpoIyKTa MOXKET 3aHUMATh HECKOJIBKO JIET).

CornacHO MHOTOYHCIEHHBIM HCCIeoBaHUAM 0Koso 70-80 % mpobiem ¢ KauecTBOM IMPOAYKTOB BO3HUKACT Ha
cTaauu pa3pabOTKU M OCBOEHHUS MPOM3BOACTBA [3]. YcTpaHeHHe 3al0’KeHHBIX Ha JAaHHOM J3Tame MmpoOieM 3a4acTylo
TpeOyeT AIUTENTHLHOTO BpEMEHH 1 OOIBIINX (PHHAHCOBBIX 3aTPAT, a B yCIOBHUSX XKECTKON PEIHOYHOM KOHKYPEHIIMH MOXKET
MPUBECTH K YTpaTe PHIHOYHOM JTOIH.

Konnenmust 6epexmBoro mpou3BOJCTBA, MOTYUMBINAS PaclpoCTpaHEHHE B CEpeJWHE IMPOIIoro Beka [3],
JIOBOJIGHO ITMPOKO PaclpocTpaHEHa B IIPOM3BOACTBEHHBIX IIpolieccaX, OJHAKO MHOTHE KOMIIAHWH HE CTPEMSTCs ee
UCIIONB30BaTh B JPyrux cgepax, HECMOTpS Ha €€ YHHBEPCAIbHOCTh. HHOBaIMOHHBIN TpolecC HE SBISETCS
UCKJIIOUYEHUEM ISl BO3MOXKHOT'O IIPUMEHEHHsI HHCTPYMEHTOB OEpeXIIMBOIO IPOM3BOICTBA M €CIIM PACCMOTPETh €ro C
TOYKH 3PEHHS BBIABIECHHUSI HOTEPh (PUCYHOK 1), TO MOXHO OOHApPYy KUTh, 9TO MPAKTHIECKH MO KAKIOH COCTaBIIONIEH
3aTpaT Ha OCBOCHHE HOBBIX BUJIOB ITPOJIYKIIMU MOYKHO HAMTH PE3EPBHI [0 COKPAIICHUIO.

Z3HBH = Zan + Z3H + Z3M + Z?P_H_ + Z% + Z3m. +Cyp
/ / \ VHyI\LleHHaH

COBOKYTIHEIE HUIOKP Martepuaisl BBITOIA
3aTpaTH Ha

ocBoenne HBII

Cepruduranis
OGopymnosanme i

HHCTPYMEHTEI IMepconan

[lepenen

Pucynok 1 — CocTtaB COBOKYIMHBIX 3aTpaT Ha OCBOCHUE HOBBIX BUA0B npoaykiuu (HBII) Ha mpumepe npearnpusitus
TpyOHOMH OTpaciu

st yerpaneHust mpoGJieM ¢ KauecTBOM YiKe 3allyl[€HHOr0 IPOAYKTa B KOMITAHUSX C Pa3BUTHIM HAIlpaBIeHHEM
OepesxnuBoro mpomusBonacTBa ucnoipdyercs uumkn DMAIC (Define — Measure — Analyze — Improve — Control),
SIBIISTIONIMIACS COCTABIISIONICH TIPOEKTOB yiIydlieHu# o Merozosorud Lean Six Sigma. DMAIC no3BosiseT ¢ moMoIisio
CIIENMANTBHBIX WHCTPYMEHTOB YIPaBIATh XapaKTePUCTHKAaMU KauecTBa (OOBIYHO OIHOM XapaKTEpUCTHUKOW B paMKax
OJHOTO IIPOEKTA YIYUIIEHUH ) 1 OYEHb XOpOLIO cedsl 3apekoMeHoBal. OHAKO, OH MIPUMEHSIETCS IPEUMYILECTBEHHO TS
YCTpaHeHHs YK€ UMEIOUIMXCs mpobiieM u TpeOyeT OOJIBbIINX BPEMEHHBIX 3aTpar, YTO C TOYKH 3PEHHsT OEpPEKIUBOIO
MPON3BOJCTBA SBISIETCS TOTEPEH.

Taknm o6pazoM, cozaHne HOBOTO MPOIYKTa C MUHUMAJIbHBIM KOJIMYECTBOM JJOPAOOTOK B MpOIECcCe OCBOCHHUS
MO3BOJIUT YMEHBIIUTh BIIOXKCHHUS Ha yCTpaHEHHE MPOoOIeM Ha MOPSAIKH M 3HAUYUTENBHO YCKOPHTH BBIBOJI MPOAYKTA HA
pbiHOK. [lnst oo 1enu B mocneauue 10 jger HEKOTOPHIMH 3apyOeKHBIMH KOMITAHMSMHU NPUMEHSETCS METOI0JIOT s
Design for Six Sigma (DFSS), mo3Bsossioriias co31aBath MPOAYKT C 3apaHee 3aI03KSHHBIM €I11e Ha ITalle IPOSKTUPOBAHHUS
Y ITpopabOTKU TEXHOJIOTUH MOKa3aTesIMU KayecTBa M HEOOXOIMMBIMHU XapaKTEepPUCTUKaMHU BO3MOXKHOCTEH mporecca [4,
5]. JlanHble mMpoeKTHI B pamkax meromosioruu DFSS CHIBHO OCIOXHEHBI TEM, YTO B Ka4eCTBE IENEBBIX BBIXOIHBIX
(KpUTHUYHBIX JUIsl Ka4eCcTBa MPOIYKTa B LIEJIOM) [TapaMeTPOB UCIOJIB3YIOTCS CPa3y HECKOJIBKO XapaKTEPHUCTHK, a HE O/IHA
(kak B OOBIYHOM IpOeKTe yiyulneHuid Lean Six Sigma), HO JaHHAs CIIOKHOCTH OKYIAeTCs COKPAIEHHEM BPEMEHU M
3aTpaT Ha OCBOGHHE HOBOT'O B/ ITPOIYKLIUH.

Ha ocHoBaHNM ombITa MEXIyHApOAHBIX KOMITAHUI MOXHO BBIJEIHT CIEAYIOIIUE [UKIIBI, HCIIOIb3yEMBbIE MIPU
peanuzarmu npoektos DFSS [4]:

- DMADV (Define — Measure — Analyze — Design — Verify), ormmuaromuiicss or tunmusoro DMAIC
HOCIEHUMHU JIByMs CTaIUsIMA W HMEIOLIEM BaKHBIC OCOOCHHOCTH Ha CTaJMd M3MEpeHus W aHaim3a (o cyTu
UCCIIEIOBaHu);

- ICQV (Identify — Conceptualize — Optimize — Validate);

- 4D (Define — Discover — Develop — Demonstrate).

Hanbonee gacTo NCIOIB3yeMBIM U3 NIEpEUHCICHHBIX sBisercs nuki1 DMADV.

Meronosorust DFSS moapasymeBaer npuMeHeHHe H3BECTHRIX HHCTpyMeHTOB Lean Six Sigma u gomosnsercs
HOBBIMH cHelU(pHUYECKUMH HHCTPYMEHTAMHU, IPUMEHEHHE KOTOPBIX MO3BOJISIET YCTPAHUTh MPOOJIEMbI OCBOEHHUST HOBBIX
BHUJIOB ITPOIYKIIMH, B TOM YHCIIE U B3aUMOAEHCTBUS M COTIIACOBAHHOCTH TMOIPA3IECHHU 3a cCUeT 0003HAUEHHMSI KITFOUEBBIX
HarpaBJIeHUH JeATeIbHOCTH pa3pabOTYMKOB M TEXHOJIOTOB, MPECIEAYIONINX OHY 1Ieb — CKOPEHILNI BBIBOJ Ha PHIHOK
HOBOT'O KaueCTBEHHOT'O TPOAYKTA, YAOBICTBOPSIOIIETO BCEM, Aaxe HE 00s3aTebHBIM, HO JKEIIAEMBIM, TPEOOBaHUSIMHA
noTeHIanbHOro norpedutens. I[Ipoekter DFSS BechMa Cllo’KHBI MaTeMaTHYECKH, TaK Kak MAaKCHMAJIbHO HCITOJIB3YIOT
CTATHCTHYECKHE METOMBI B YCIOBHAX HEOCTATKA JIAHHBIX, YTO OOBSICHIET OrPaHMUYE€HHOE NX IIPUMEHEHHNE U OCIIOXKHAET
ee u3y4eHHe.

Ormucanue Bcex ocobenHocTelt Merononornu DFSS MoxHO HaiiTh B crienuann3npoBaHHOI JIUTEpaType, 0JTHaKO
CTOUT OTJEIBHO OCTAaHOBHUTHCSI HA HEKOTOPHIX U3 HUX [4, 5].
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Oco0biit uaTepec B DFSS ynensercs Tak Ha3pIBaGMOMY «TOJIOCY KIHEHTa», TO €CTh BCEM TPCOOBAHUAM H
MOYKEJIAaHUEM KJIMCHTA, BRIPAXKCHHBIM KaK B IIMCbMEHHOM (B BH1€ HOPMATUBHOM JOKYMEHTAIMH), TaK U B YCTHOH (opme.
Jlyis OLIGHKH YPOBHS YIOBIETBOPCHHOCTH KJIMEHTAa PEKOMCHIYETCS MOJEIb PACIpeCICHHOW (YHKIIMKA KadecTBa,
MpeUIoXKeHHas ATMOHCKUM uccienoateneM H. Kano. Ha pucyHke 2 mpezicraBieHa ykazaHHas MOJENb, TTO3BOJISIOMIAST
Ui ce0sl ompenennTh HEO0OO3HAYCHHBIC, CKPBITHIC IMOXKETAHUS KIUCHTa. B HEKOTOPBIX CiIydYasX, ONpECICHHBIC
TIOXKETIAaHWSI He MPONMCHIBACTCS HU B OJHOM JOKYMEHTE M HE BXOISIT B CTaHAAPT KauyecTBa, OJHAKO MOJIpPa3yMeBaeTCs
MOTpEOUTEIIEM, PACCUUTHIBAIOIIEM Ha JUTUTEIBHYIO KCILTyaTauro. [Ipu 3ToM HeoCITOprMOH SBISIeTCS HEOOXOUMOCTh
BBITIOJTHEHHUS 0A30BBIX TPeOOBAHUI, IPOITMCAHHBIX B HOPMATHBHOW IOKYMEHTAIINH, YTO B COBOKYITHOCTH C BBIITOJTHCHHEM
TpeOoBaHMi, He 0003HAYCHHBIX MPSIMO KIUCHTOM, SIBJISICTCS 3aJI0I'OM BBICOKOH YIOBJIETBOPEHHOCTH H JIOJITOCPOYHOTO
MapTHEPCTBa B Oy AyIIEM.

OmHUM W3 caMbIX WHTEPECHBIX M TOJE3HBIX mnpemiaraeMbix B DFSS umHCTpymMeHTOB siBisieTcs «(QyHKIHS
KauecTBa», a UMEHHO, TaK Ha3sIBaeMBbIH, «1oMHK KadecTBa (House of Quality)», koTopsiii 00bequHsET B ceO€ U3BECTHRIE
MpeuMyIlecTBa IPUYHMHHO-CIEICTBEHHON nuarpaMMel VcukaBbl, MaTpHIbl IPUYUH U CJIEACTBHUM, a Takxke FMEA, u
pacmmupsier uX BO3MOKHOCTH. B 4acTHOCTH, «TOMUK Ka4eCTBa» (PHCYHOK 3) TIO3BOJIAET B KPaTYaIIINe CPOKH OMIPEISITUT
KpUTHYHBIE JJIs1 KadecTBa (KJIMEHTa) CBOMCTBA MPOIYKIMH, a Tak)Ke OMPENENUTh MyTH BO3ACHCTBHUA HA HUX. JTO
3HAYUTEIEHO YKOHOMHT CPEICTBA M BpeMsl Ha pa3paboTKy U MO3BOJISET CKOHIIEHTPUPOBATh YCHIIMS HMEHHO Ha TOM, YTO
HY)KHO KJIUCHTY.

IIpon3BOACTBO C
YAoeonbcTeMe BBITIOTTHEHIIEM
Heo0O03HaueHHBIX
TpeboBaHHUII

Henaemblie
Bocxuwatouue

OCXHnu

¢yHKU,VIOHal1bHOCTb

BespaznuuHble /
O6s3aTenbHble

OOBIUHEBIH
YPOBEHb
IIPOU3BOJCTBA

Pucynok 2 — Mopenb olieHKH ypOBHS y10BIeTBOpeHHOCTH kiueHTa H. Kano

Bomkckuit tpyOHslit 3aBon (BT3), Bxomsumii B coctaB [TAO «TMK», nepBbIM cpeau MeTajuryprudecKux
NpeNnpUATHil B OTEUECTBEHHON MpakThuke onpoOoBan HoByw MeTonojoruto DFSS. Corpynuukamu BT3 peanuzosan
NWJIOTHBIH MPOEKT 1O pa3paboTKe HOBOW MapKH CTalM U W3TOTOBICHMS BBICOKONPOYHBIX MY(TOBBIX 3arOTOBOK,
KOTOpbIE paHee BBITTOIHSUINCH TOIBKO € MOMOIIBIO YIPOUHSIONIeH TepMudeckoit oopadbotku. Ha pucynke 3 npencrasiex
MIOCTPOCHHBIN B paMKax BBIMIOJIHEHHS NpoekTa «JloMuK kadecTBa». B neBoii yacTu ykaszaHbl TpeOOBaHMS KIIMEHTA, B
BEpXHEH 4acTH — MapaMeTphl IPOAYKIMN, KOTOPbIE MOTYT OKa3bIBaTh BIMSHKE HA TpeOyeMble KIMEHTOM IapaMeTphl C
YYETOM KOPPENSIMK MEXKIY HUMH, B LCHTPAILHON YacTH IpPEACTaBICHA PAHTOBas CHCTEMa OIICHKH, MO3BOJISIONIAs
OTIpENeNIUTh «KPUTUUHBIE JJIS Ka4eCcTBay MapaMeTphl IPOIyKTa, a 3HAYUT U OCHOBHBIE HAIIPABICHUS paboT 110 OCBOCHHIO.

Hcnonp3oBanne MHCTpYMeHTOB Meronoiorun DFSS B ycnoBusix Bomkckoro tpyOHOro 3aBOma MO3BOJIMIO
COKpAaTUTh BpeMs pa3pabOTKHU C TUIIMYHBIX B JAHHOM CIllyyae JBYX JIET JO YEThIpEX MECSIEB, a TaKXkKe MO3BOJIHIO
oboiiTuch 0e3 NpHUBJIEUEHHs] HAYyYHBIX LIEHTPOB C COOTBETCTBYIOIIMMHU 3aTpaTamu. [1ogoOHbIi onbiT BHyTpH TpyOHON
METaJTy prudeckoil KOMIAaHUU TIPU3HAH Y CIEIIHBIM.

B kadecTBe OCHOBHOrO MNpEHMYIECTBA HCIIOJIB30BAaHMS JaHHOW METOJOJIOTMH MOYHO BBIJECIUTH UYETKOE
CTPYKTYPHUPOBAHHE BCEX ONBITHBIX Pa0OOT M HCHONB30BAaHUE CTAaTHCTHYECKHUX METONOB OOpabOTKM AAaHHBIX Ui
TUTAHUPOBAHUSI SKCIEPHUMEHTOB M 0OpaOOTKH ITOydSHHBIX PE3YJIbTAaTOB. JTO 3HAYMTENIBHO COKpAIlAaeT M3/EPXKKH Ha
UCIIPaBJICHHE OIMMOOK M IOBTOPHOE 3KCIEPUMEHTHpOBaHWME. Kpome TOro, mIMpokoe MPHUMEHEHHE COBPEMEHHBIX
(POBBIX TEXHOJOTHH, a MMEHHO MaTeMaTHYECKOTO MOJCIHPOBAHUS, JaeT BO3MOXXKHOCTh HE MPOBOANUTH HATypHBIC
9KCIIEPUMEHTHI M0 pa3pabOTaHHOMY IUIaHy, a IIPOBECTH TONBKO TE€ M3 HHUX, KOTOPBIE AadyT MONOKHUTENbHBIN 3(dekT ¢
HanOoJbIIeH BEPOSTHOCTHIO. V3 HEIOCTaTKOB MOKHO OTMETHTH BBICOKHME TpeOOBaHMS K IIOJrOTOBKE MEpCOHANA U
HE00XOIMMOCTh €TI0 IOTIOJTHHUTEIBHOTO 00YIECHUS.
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Takum o00pa3oM, MHHOBaLMOHHAs AEITEIBHOCTb, Kak M Jro0as Apyras, He JMIIEHa II0Tepb, YTO JaeT
BO3MOJYKHOCTh HCIIOJIb30BaHHMS 3apEKOMEHJIOBABIINX Ce0sl B MHUPOBOH MpPaKTHKE HWHCTPYMEHTOB OepexkIMBOrO
npousBojcTtBa. [lpu 5TOM, BBICOKMI ypOBEHb KOHKYPEHLMH IIOCTOSHHO TpeOyeT peakuuh OT KOMIaHHWH
METAJUTYy PrUUeCKOr0 CEKTopa W ONMpoOOBaHW HOBBIX CIOCOOOB MOBBIMICHUS 3G deKkTHBHOCTH. OnucaHHas B JaHHOU
pabore meromonorust Design for Six Sigma, oueBuHO, SBISETCS OJHUM U3 TPUMEPOB HOBOTO JUIS OTPACIH MOAXO0IA B
MHHOBAI[MIOHHOM MEHE/IKMEHTE.
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MANAGEMENT OF THE PROCESS OF NEW PRODUCT TYPES DEVELOPMENT AT PIPE
INDUSTRY ENTERPRISES

Abstract:

A modern approach to managing the process of developing new types of products is considered using the
example of domestic enterprises in the pipe industry. Ensuring that new products are brought to market on
time requires the use of best practices. The well-known concept of lean manufacturing can be applied not
only in production conditions, but also in all business processes without exception, including to reduce
losses in innovation activities.

Keywords:

New types of products in metallurgy, approaches to the development of innovative products, lean
production in metallurgy, efficiency of development of new types of products.
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HememaeB AHaTosuii AjieKcaHAPOBUY,

MarucTpaHT,

HHCTUTYT 5KOHOMUKH U YIIPaBJICHHUS,

OI'AOY BO «VYpanwsckuit (enepanbHblid yHUBEpcUTeT WMeHH TmepBoro IIpesmaenta Poccum B.H.
Enbuuna»

r. ExatepunOypr, Poccuiickas ®eneparust

Hcmarniaosa IN'anuna BsiyecsiaBoBHA,

KaHUJIAT YdKOHOMHYECKIX HAYK, IOLCHT,

Ka(be)lpa OKOHOMMKH M YIPABJICHUA HA METAUTYPIrUIC€CKUX U MAITKMHOCTPOUTEIBbHBIX IPEATIPUATUAX.
MHCTUTYT 35KOHOMUKH U YIIPaBJICHHUS,

OI'AOY BO «VYpanbckuit (enepanbHblid yHUBEpcUTeT WMeHH miepBoro IIpesmmenta Poccum B.H.
Enprunan

r. EkarepunOypr, Poccuiickas @eneparus

METOJUKA NMEPEXOJA HA UT-AYTCOPCHUHI, KAK NTHCTPYMEHTA INOBBIINEHUSA
IOPEKTUBHOCTU AEATEJBHOCTHU

AnHomayus:

Cratbst NOCBSIIEHA ONMMCAaHNIO pa3padoTaHHOM METOANKH nepexoa Ha M T-ayTcopcuHr B MeTaIy pruu.
HccnenoBanns NMpakTHUK NPUHATHA pEIIEHHS 00 HCIONB30BaHMHM ayTCOpcHHTa W mepexonxa Ha UT-
ayTCOPCHUHT, B YaCTHOCTH, MOKa3aJIH, YTO CYIECTBYET MHOXECTBO HHCTPYMEHTOB U METOAUK. B pa3HbIx
00JIacTSIX MPOMBIIIJICHHOCTH M OM3HEca MaHHbIE METOIUKH HYXHO NPUMEHATh C YYETOM peaTbHON
CUTyallld Ha PBIHKE YCIyT ayTcopcuHra. @opMUpOBaHHE KPYMHBIX METAJUTyprHYECKHX XOJIHHIOB B
Poccun mpoucxomuito 3a cyeT MOCTOSHHOT'O IPHOOPETEHNST HOBBIX aKTHBOB, 3TO MPUBEJO K ToMy, uTo NUT-
HHOPACTPYKTypa MAHHBIX KOMIIAHMH HMeEeT He CTaHAapTU3MPOBAaHHBINA XapakTep, T.K. HAa KaXIOM
NPEeNIPUATUH OHA PAa3BUBAJIaCh CAMOCTOSATENBHO U B PE3YJIbTATE CTalla CIIOXKHO ynpasisieMoil. Taxxke Ha
poiake UT-ycayr He nocrarouno kpynHsix U T-koMnanuid, 0651a1ai0nx KOMIIETEHIMSAMEI HE00X 0 TUMBIMA
Ui okazaHus ycinyr U T-ayTcopcuHra KpynHbIM METAJLTYprUYECKUM XOJIMHT aM.

Aytcopcunr B Poccun Mcnonb3yeTcst aBHO M JIOCTATOYHO MOJAPOOHO ONMUCAH MHOTMMH POCCHHCKUMHU
aBTOpaMU, U3YYalOIMMHU JaHHOE HalpaBlieHne. TUIIOBOM alropuTM ONKCHIBAIOIIUI Mpoliece Nepexoia Ha
UT-ayTcopcuHr, KOTOpBI yKa3aH B OOJIBIIMHCTBE HAy4YHbIX MyONMKalMi, HE TOAXOIUT JUIs
METaJUTy PrU4ecKOi OTPaCi B CBS3H C BBIIIE ONMMCAHHBIMU ()aKTOPaAMH.

Paspabotannas meroauka nepexona Ha W T-ayTCOpCHHT B METaUTyprHH COBEPLICHCTBYET rpaduueckuii
METOJ B BHJIE aITOPHUTMA M SKOHOMHYECKHA METOI B BHJE pacuera 3KOHOMHYecKoi 3¢ddexTuBHOCTH,
METOAWKA YYHUTHIBACT OCOOEHHOCTH OTPACId M BKIOYaeT B ceOI HECKOIBKO HWHCTPYMEHTOB,
PEKOMEHIyEMBIX K IPUMEHEHHUIO Ha COOTBETCTBYIOIIMX 3Tanax. Ha nepBoM aTare ucnosp3yercst Marpuua
PricewaterhouseCoopers, Ha  BTOpOM  JTalle  HMCHOJNB3YETCA  MOMAENb  IEJIeCO00pasHOCTH
aytcopcuHra/uacopcuara A. Kyp0OaHoBa, mpecTaBieHbl OpraHu3aloOHHbIC U SKOHOMUYECKUe 3¢ QeKThI
OT peayIu3alim.

Ha cnenyromem otane mnepexoga Ha HWT-ayTcopcHMHr mNpeyIoKeH MEXaHHU3M, ONUCHIBAIOLINI
HEMOCPEACTBEHHO Mporiecc BoieneHus UT-ciyx0 U opraHu3aiio B3auMOISHCTBUS MEKIY 3aKa3UUKOM
U McnoyiHUTeneM. Peanmuzanus sTana HanpaBieHa Ha JOCTIXKEHUE OPraHU3alHOHHOTO U 9KOHOMHUYECKOT 0
3¢ dexToB. OpraHu3aIMOHHbIH 3(PPEKT BEIpaXKeH B TpaHCPOpMaIui OH3Heca, OCHOBAHHBIH HA N3MECHCHUN
OpPTaHU3allMOHHOM  CTPYKTypsl mpennpustua. IIpouMcXomuT cokpalleHue TOPU3OHTAIBHBIX U
BEPTUKATHHBIX 3BEHHCB YNPABICHUS, a TaK)Ke OpPHUEHTAIMS Ha KIIOYEBBIE BHUIBI JEATEIBHOCTH
MTOCPENICTBOM TIepefayd Henpo(MIBHBIX MPOIECCOB WIH (YHKIHMH BHEIIHEMY CIEIHAIN3UPOBAHHOMY
HCIOJIHUTEIIO.

Ha 3aBepmaromem stame npomnecca BHeaperns M T-ayTcopcrHra mpou3BOIUTCS OIeHKA () (HEKTHBHOCTH
BEITIOJTHEHHBIX TpeoOpa3oBaHnii. Ha maHHOM »Tame ompexaensercs, COOTBETCTBYET M IONYYCHHBIN
pe3yibTaT IOCTAaBICHHBIM 3aJadaM H CTPATeTHHM PA3BUTHS NPCIIPUATHS/KOMIAHUH. B 11emom
9KOHOMHYECKHH (PP EKT OT NPUMEHEHHUS ay TCOPCHHTA BEIPAKCH B CHIDKEHUH PACXOJIOB IO BBHIITOJHEHUIO
nporecca niv GpyHKIUH, YIyUYIIEHHH ero KauecTBa, JOCTyIle K COBPEMEHHBIM TEXHOJIOTHSIM, YMEHBIICHHN
PHCKOB, PpOCTE€ NPOU3BOAUTEIBHOCTH TpPYAd, UYTO IPHUBOAUT K VYCHJICHHUIO PBIHOYHBIX ITO3HIUH
npexnpusitis. Takum 0Opa3oM, MPU AOCTHKEHWH OPraHU3allMOHHOIO M 3KOHOMHYECKOro 3(¢eKToB OT
MIPUMEHEHUS ayTCOPCHHTa (POPMHUPYETCSI CHHEPTeTHIeCcKUi 3¢ PeKT.

B pesynbrare paspaborana 6osee moapoOHas Mmeroauka nepexona WUT-nporieccudra Ha ayTCOPCHHT, IPH
9TOM YUHTHIBaeTcA crennuka npumenenus UT-ayTcopcuara B KPyIMHBIX METAIUTYPTHYEeCKUX KOMIAHUAX
P®.
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Knrouesvie crosa:
UT-ayrcopcunr, metonuka nepexoaa Ha MT-ayTcopcuHr B MeTarypruu.

HccnenoBanus MpaKkTHK MPUHATHS PEIISHUS 00 MCIIONB30BAaHUN ayTCOPCHHTA U mepexona Ha U T-ayrcopeuHr,
B YaCTHOCTH, ITOKA3aJIi, YTO CYIIECTBYET MHOXECTBO HHCTPYMEHTOB U METOAUK. B pa3sHBIX 001acTAX IPOMBIIUIEHHOCTH
1 On3Heca JaHHBIE METOANKHN HYKHO IIPUMEHSTh C yIETOM 0COOEHHOCTEH NeATENbHOCTH JaHHBIX KOMIIAHUH 1 PEeaIbHOM
CHUTYaIlUM Ha PBIHKE ycIyr ayTcopcura. [Ipomecc ¢popMupoBaHHs KpYyITHBIX METAUTYyprU4ecKHX XOJIAuHroB B Poccun
MPOUCXOAMI 3a CUET IOCTOSIHHOTO INMPUOOpETEeHHs HOBBIX aKTHBOB, 3TO MpUBENO K ToMy, uro WT-undpactpykrypa
JAHHBIX KOMIIAaHMM MMeEeT HE CTaHAapTU3MPOBAHHBINA XapakTep, T.K. Ha KaXJIOM MPENpHITHH OHAa pa3BUBANACh
CaMOCTOSITEIBHO U B PE3yJIbTATE CTalla CIO0XKHO yNpasisieMoil. Bee atn dakTops! nmpuBenn k HU3KoH ddexTrBHOCTH 1
6onbinnm 3atparam Ha UT. [Tpouecc BHenpenus UT-ayTcopcunra, HapasieH Ha CHHYKEHHE SKOHOMHYECKHX U3JEPIKEeK
KoMMaHuii o ynpasneruio UT-uHdpacTpykTypoii, a Takke Ha ee JajbHeiiee pa3BUTHE, BBIIOIHACTCS B ONIPeIeIEHHON
nocnenoBarensHocT! [1]. CoriacHo uccneaoBaHUAM POCCHUHCKHMX aBTOpPOB, M3ydaromux Temy WT-ayTcopcuHra Hamu
BBIZICTICHBI OCHOBHBIC 3Tarbl nporecca BHeapeHus MT-ayTcopcunra, KOTOpbIE MPEACTaBICHbl HA pucyHKe 1. JlaHHBIH
anroputM nepexona Ha UT-ayTCOPCHHT CX0X C arOPUTMAaMH MepeXxo/ia B IIEJIOM Ha ayTCOPCHHT B pa3IMYHbIX chepax
HPEIIPHHUMATENBCKON JEATeIbHOCTH, HO HE YYHTBIBACT CIENU(PHUKH CTpoeHHs u pa3Butus UT-nHpacTpyKTypsl B
KPYIIHBIX KOMIIAHUSAX M B METAJUIYpPTHH, B YacTHOCTH. Mcromp30BaHME JAHHOTO AITOPUTMA B METALIYPTHH MOXKET
MPUBECTH K HEyZadaM IIPU peanu3aluu NPoeKToB mepexona Ha M T-ayTcopcuHr.

OI_IC HKa nejiccoo 6p213HOC TU ucnonab3oBanus WUT - ayTCOpCHUHTa

Onpenenenue Buga U T-ayTcopcunra

Br160p ayTCOpCHMHTOBOM KOMIIaHUH

IloaroroBka n nnoanucanue noropopa MT-ayrcopcuHra

Peamzanusa nnpoekra nepexona Ha U T-ayTcopcuHr

Onenka ¢ dexTuBHOCTH Hctiob3oBanus M T-ayTcopcunra

Pucynok 1 — O6mmii anroputm BHeapenust U T-ayrcopcuHra Ha npeanpusiTui/KOMIaHUH

Lenbro 1aHHOTO MCCIIENOBAaHUS SBIAETCS PA3BUTHE METOAMKHM Iepexona Ha MT-ayTcopcuHr, yduThIBaromen
crienpuKy AesSTETBHOCTH METAUTYPrUIECKUX NPEANPUSITUN U KPYITHBIX XOJIJUHTOB.

Kak 65u10 onmcano panee nepexon Ha U T-ayTcopcHHT B METAILITYprudecKUX KOMITAHUAX UMEET OIpe/ieIeHHbIe
0CcOOCHHOCTH, CBS3aHHBIC CO CIOKHOW WM He cTaHmaprmsupoBaHHOW WUT-mHbpacTpykTypoil. Ympasnenune takor UT-
UH(pacTpyKTYpo# TpeOyer OT NOTEHIMAIBHBIX ayTCOPCEPOB MHOXKECTBO KomrereHimid. Ha poccuiickom peiake WUT-
YCIIYT Jlaske Ha CErOHAMIHUNA MOMEHT MaJIo KOMITaHUH, 00JIafaloyX JaHHBIMH KOMIICTEHIIUSMHU, II0O3TOMY B PE3yJIbTaTe
HalIero MCCIeI0BaHus JaHHbIH (PaKTOP TaK)Ke yUUTHIBAIICS.

B pesynbTare mpeanoskeHHas MeToIuKa (PUCYHOK 2), B KOTOPOW YTOYHEH M YCOBEPIIEHCTBOBAH I'padyndecKuit
METOJ] B BHJIE QIrOpUTMa M DKOHOMHYECKHH METOJ B BHIE pacueTa SKOHOMHYECKOH 3(QeKTHBHOCTH, yUMTHIBAET
OCOOCHHOCTH OTpaciu M BKJIIOYAeT B ce0sS HECKONBKO MHCTPYMEHTOB, PEKOMEHIYEMBIX K IPHMECHEHHIO Ha
COOTBETCTBYIOIIUX 3TaNax.
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Ha mepBoM 3Tame B METOOMKE HCHOJB3yeM HHCTPYMEHT - Marpuua ayrcopcunra PricewaterhouseCoopers
KOTOpasi ToKa3biBaeT, 4ro W T-IpoIecCMHI MOXHO OTHECTH K HEKOHKYPEHTHOM M HecTpaTermdeckoil (GyHKINU
METaJLITy pPrU4ecKOro Mpenpusi TUsL.

Ha Btropom sTame umcnonszyem moxaens A. KypOaHoBa, KoTopas SBISETCS OCHOBOW MPHUHATHS pPEUICHUS U
COIJIACHO KOTOPOH aHallu3 MPOBOJMTCS HAa OCHOBE YpPOBHs d(PEKTUBHOCTU CHUCTEMbl M MHAEKCA 1€Jeco00pa3HOCTH
ayTCOpPCHHTa/MHCOPCHHTa. MHAEKC OCHOBAaH Ha M3MEPEHHH CTOMMOCTHBIX M Ka4ECTBEHHBIX XapaKTEPUCTUK Iepenadn
npolecca Ha ayTCOPCHUHT MIIM €rO BBITOJNIHEHUS! coOCTBeHHBIMU criaMu [2]. CocTaB Mmokasarenei, BIMSIOMmUX Ha ero
3Ha4YeHUE, 3aBUCUT OT KOHKPETHOTO BHJA ayTCOPCHHTA M TeX LENed U 3a1a4, KOTOpble CTaBUT MpeAnpusaTre. Tekymiee
COCTOSIHME KaXKIOTO M3 3THX (haKTOPOB OLIEHMBAETCS B MPOIICHTHOM OTHOLICHUM K HAWIyYIIEMy €ro 3HAYEHHIO JUIs
OpraHu3alliu, TO €CTh 3HaY€HHE HHJeKca BappupyeTcs oT 0 no 1, rae mpeaenbHble 3HA4E€HHs COOTBETCTBYIOT: 0 —
Hea(PEeKTUBHOE BBHIMOJIHEHUE ONpeneNiéHHOro mnpouecca Wik (yHKouu, 1 — yJOBIETBOPEHHE IOCTaBJIEHHBIM
TpeboBaHmMAM J[I11 MeTamIypruieckoi 0Tpacin HHAEKC eIeco00pa3HOCTH ayTCOPCHHT 8/ HHCOPCHHTA TOCTaTOYHO BBICOK
(6onee 50%). Cornacuo mpencrapneHHor Mmoaenu A. Kyp6aToBa B OTHOIIIEHUN TPUHSATHS PEIICHUS] PUMEHEHHsI BUJa
WT-ayTcopcuHra B METaUIypriuy HaMU BEIOpaHa CTPATErus abTEPHATUBHOIO BEIOOPA ay TCOPCHHI/HHCOPCHHT .

IIpu BeIOOpE Mexay ayTcopcHHroM U mHCopcuHroM WT, HamMu y4uuThIBaroTCs cnenuduueckue 0cOOEHHOCTH,
KOTOpBIE CYIIECTBYIOT B MeTauryprud. Kak yke ObLIO OTMEUEHO paHee, crenuduka (OpMHPOBaHMS KPYITHBIX
METaITy pPrUYecKUX XOJIMHTOB HAJOXKIJIa OTIEeYaToK Ha 0coOeHHOCTH mpuMeHeHns W T-ayTcopcunra. Prucku noay4nts
yxynuienue kagectBa UT-ycemyr, 3acTaBuinm MHOTHE KOMITAHHH PAacCMOTPETh TMOPUAHBIA BapHaHT, T.e. BbiBecTH UT-
HoJpa3feNeHus BCeX NPEANPUATU XONAUHTA B OTAENbHOE ropuauueckoe auio co 100% noadyMHeHHOCThIO TOJIOBHOM
komnaHu. BHOBb co3zganHas UT-kommaHus Al KaKOOro NpeAnpHATHs SBISETCS ayTCOPCEPOM, a Ul MaTEPUHCKOMN
KOMITaHUHM MHCcopcepoM. [loaToMy B pamkax pa3paboTaHHOH METOAMKH HaMH ITPOITYIIEH 3Tal BEIOOpa ay TCOPCHHIOBOM
KOMITaHWH. B ciydae eciu Ha HTOM 3Tare BBIOOD OyIeT cliesaH B 10JIb3y BHELIHETO MOJAPS JUMKa, TO B IaHHAsI METOANKA
npelycMaTpHBaeT 3Tall BEIOOpa ay TCOPCHHIOBOM KOMITaHHH.

Ha cnenyromem stamne nepexona Ha T-ayTCOpCHHT Mpe1oKeH MEXaHU3M, OMMCHIBAOIIUI HEMOCPEICTBEHHO
nporecc Boinenenns UT-cnyx6 ¥ opraHu3aiuio B3auMOJSHCTBUS MEXIy 3aKa3ulKoM M HCIoNHHUTedeM. Peanmzanus
JTana HalpaBlieHa Ha JIOCTHXEHHE OPraHU3alMOHHOTO M 3KOHOMHYECKOTro 3¢dekToB. OpraHn3anuoHHBIN >(dexT
BEIpaKeH B Tpancopmanuu Ou3Heca [3], OCHOBaHHBIM Ha M3MEHEHWH OpPTaHW3aIMOHHOW CTPYKTYPBI MPEINPHUSTHS.
IIponcxouT cokpanieHne TOpU30HTAIBHBIX M BEPTHKAIbHBIX 3B€HBEB YIPABICHU, a TAKIKE OPUEHTALMS HA KIIOUEBBIE
BUIBl  ACATENBHOCTH  TOCPEACTBOM  IEPeJaud  HEMpOQMIbHBIX IPOLECCOB MM  (DYHKIMH  BHEIIHEMY
CIIENMATN3UPOBaHHOMY HcnosHUTEN0. K ToMy ke Ha maHHOM 3Ttame ompezensercs ypoBeHb SLA (cornmamenne o6
ypOoBHeE 00CITyKMBaHHs BKJIIOYAlolIee B ce0si KOHKPETHbIE METPUKH CEPBHCA MO OKa3aHHUIO YCIIYT).

Ha 3aBepmaromem stame mporecca BHeapeHuss WMT-ayrcopcuHra mpon3BomuTtcesi oneHKa 3(¢eKTHBHOCTH
BBINOJTHEHHBIX IpeoOpa3oBaHuii. Ha naHHOM »JTame ompenensercs, COOTBETCTBYET JIM IIOJyYCHHBIH pe3ynbTaT
MIOCTABJICHHBIM 33/1a4aM U CTPATEruu pa3BUTHs npexnpusTus/koMnanuu. Koagduuuent 3 nomkeH 0b1Th 6ombuie 1, uto
MOKAa3bIBaeT, 4TO CTOMMOCTH 3arpat Ha UT mocie nepexoma Ha M T-ayTCOpCHHT JOKHA OBITH MEHBIIIE SKOHOMHYECKOTO
a¢dekra, nonyuennoro ot UT. HecoorBeTcTBHE pe3yibTara BOZHHKAET MO HECKOJbKUM NPUYMHAM: HEBBIIOJIHEHHE
YCIIOBHUIT TOTOBOPA MCIIOITHUTENEM, HEKOPPEKTHAs TOCTaHOBKa Ienei u 3axa4d U T-ayTcopcuHra, HeoCcTaTOYHbIN aHATN3
puckos nipu nepexoze Ha U T-ayrcopcunr. B nienom skonomudeckuii 3phekT oT mpuMeHeHUs ay TCOPCUHTA BBIpaXXEH B
CHIDKEHHH PacXO0JOB IO BBIMOIHEHUIO Tpolecca Ui (QYHKIUH, YIydIIeHHH €T0 KadecTBa, JOCTYIE K COBPEMEHHBIM
TEXHOJOTHSIM, YMEHBIIEHHUU PUCKOB, POCTE MPOU3BOAUTEIBHOCTU TPYAd, YTO NPHUBOJUT K YCHJICHHIO PBIHOYHBIX
no3uimi npeanpuatust. Takum 006pa3oM, TPy JOCTHKEHUN OPTaHN3alMOHHOTO (OMMCAHHOTO BBIIIE) H 9KOHOMHIECKOTO
3¢ EeKTOB OT MPUMEHEHUS ay TCOPCUHTa (POPMUPYETCSI CHHEPT eTHIecKii 3 PexT.

B pesymbrare maHHOTO WCCIENOBaHHA pa3paboTaHa yCOBEpIICHCTBOBAaHHas Merojauka nepexoma UT-
IPOLIECCHHTa HA ayTCOPCHHT, YUnThIBalomas creuuduka npuMmenenus U T-ayTcopcuHra B KpyIHBIX MPOMBIIUIEHHBIX
kommnaHusix PO B ToMm umcne Metauryprun. [IpuMeHeHne TaHHONH METOIMKH MOXET IMOMOYh MEHEIDKMEHTY KPYITHBIX
KOMIIaHWi u30exarh OIMOOK THpH pa3zpaboTke npoekToB BbiBoja MT-nporeccuHra Ha ayTCOPCHHI M M30ekaTh
JIOTIOJTHUTENBHBIX BPEMEHHBIX, OPTaHU3AIMOHHBIX U (PMHAHCOBBIX M3JEpKEK.
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CTpaTeFquCKaH uenb -CHUXXeHne nsgepek Ha

noanepXKy v passutre UT-naHgwadra KOMNaHUu
Llenb ynpas/iieHns — NpUHATHE peLleHmns 0 Nepexose Ha A
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Pucynok 2 — Metonuka BHeapenus U T-ayTcopcunra Ha npeANpUsTHI/KOMITaHUH
CIIMCOK UCTIOJIb30BAHHBIX HCTOYHHUKOB

1. 3n06una, H.B. TexHonorus BHEeApEeHUs ayTCOPCHHIa B CHUCTEMy MEHEPKMEHTa KadecTBa opranuszauuu / H.B.
3mobuna, B.A. Toncromewnna// Hayuno-texumdeckue Bemomoctn CankT-IlerepOyprckoro rocynapcTBEHHOTO
nmonuTexHnyeckoro yuusepeurera. — 2011, — Ne 5. — C. 116-121.
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METHODOLOGY OF TRANSITION TO IT OUTSOURCING AS A TOOL FOR IMPROVING
THE EFFICIENCY OF ACTIVITIES

Abstract:

The article is devoted to the description of the developed methodology of transition to IT outsourcing in
metallurgy.

Studies of the practices of decision-making on the use of outsourcing and the transition to IT outsourcing,
in particular, have shown that there are many tools and techniques. In different areas of industry and
business, these techniques need to be applied taking into account the real situation in the outsourcing
services market. The formation of large metallurgical holdings in Russia was due to the constant acquisition
of new assets, which led to the fact that the IT infrastructure of these companies is not standardized, because
it developed independently at each enterprise and as a result became difficult to manage. Also, there are
not enough large IT companies in the IT services market that have the competencies necessary to provide
IT outsourcing services to large metallurgical holdings.

Outsourcing in Russia has been used for a long time and has been described in sufficient detail by many
Russian authors studying this area. A typical algorithm describing the process of transition to IT
outsourcing, which is indicated in most scientific publications, is not suitable for the metallurgical industry
due to the factors described above.

The developed methodology for switching to IT outsourcing in metallurgy improves the graphical method
in the form of an algorithm and the economic method in the form of calculating economic efficiency, the
methodology takes into account the specifics of the industry and includes several tools recommended for
use at the appropriate stages. At the first stage, the PricewaterhouseCoopers matrix is used, at the second
stage, the A. Kurbanov outsourcing/insourcing feasibility model is used, organizational and economic
effects of implementation are presented. At the next stage of the transition to IT outsourcing, a mechanism
is proposed that directly describes the process of allocating IT services and organizing interaction between
the customer and the contractor. The implementation of the stage is aimed at achieving organizational and
economic effects. The organizational effect is expressed in the transformation of the business, based on a
change in the organizational structure of the enterprise. There is a reduction in horizontal and vertical
management links, as well as orientation to key activities through the transfer of non-core processes or
functions to an external specialized contractor. At the final stage of the IT outsourcing implementation
process, the effectiveness of the transformations performed is evaluated. At this stage, it is determined
whether the result obtained corresponds to the objectives and development strategy of the
enterprise/company. In general, the economic effect of outsourcing is expressed in reducing the costs of
performing a process or function, improving its quality, access to modern technologies, reducing risks,
increasing labor productivity, which leads to a strengthening of the company's market position. Thus, when
organizational and economic effects are achieved from the use of outsourcing, asynergistic effect is formed.
As a result, a more detailed methodology for the transition of IT processing to outsourcing has been
developed, while taking into account the specifics of the use of IT outsourcing in large metallurgical
companies of the Russian Federation.

Keywords:
IT outsourcing, methodology of transition to IT outsourcing in metallurgy.
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COBEPHIEHCTBOBAHHUE COIUAJIBHO-IICUXOJOI'MYECKOT' O KJINMATA B
KOJUIEKTHUBE OOO «I'A3ITPOM TPAHCI'A3 EKATEPUHBYPI»

Annomayus:

[Mpobnema co3maHust W TOJUIEPXKaHUs OJIATONPUSATHOIO COLMAITBHO-TICHXOJIOTMYECKOTO KIMMaTa B
KOJJIEKTUBE HOCUT MOCTOSHHBIA aKkTyallbHBIN XapaxTep. Llenbio ncciieoBaHus SIBISETCS AMArHOCTUKA
COLIMANIBHO-TICUXO0JIorn4eckoro kimmara B noapasnencann OO0 «['asnpom Tpancraz ExarepunOypr» u
pa3paboTKa pEeKOMEHJALUN IO €ro CoBepIIeHCTBOBaHMIO. Ha oOCHOBE IPOBEJEHHOrO aHalIu3a C
HCIIOJIb30BaHUEM IICHXOJIOT0-JHarHOCTHYECKUX W COLMOJIOTMYECKHUX METOJ0B pa3padoTaHbl OCHOBHBIE
HaIpaBJIEHUs YIy4dIISHUS COIIHATbHO-TICUXOJIOTHYECKOT0 KJIMMaTa B KOJIIICKTHBE.

Knrouesvie cnosa:
YHpaBHCHI/IC YCJIOBCUCCKUMHU peCypCaMi, prZ[OBOfI KOJUICKTHB, COLTMAJIBHO -IICHXOJIOTHYECKHM KIINMaT.

BBenenue

CounanbHo-nicuxonornyeckuii kimmatr (nanee — CIIK) npezacrasiser co00il COBOKYIHOCTb ClieU()UIECKUX
SIBJICHUH, KOTOpbIe OCHOBAaHBI Ha OCOOCHHOCTSIX BOCIIPHSTHS YEJIOBEKOM JAPYTOro 4ejoBeKa, MX B3aUMHOM OOIIEHUH,
qyBCTBAX, KOTOPBIC OHH UCIBITHIBAIOT NIPH B3auMopeicTeuu [1].

CounanbHO-TICUXOJIOTHYECKHH KIMMaT TaKkkKe — O9TO XapaKTepHOE JUIs OIpENeNIeHHOW Tpynmsl olmiee
HACTpOEHHE, KOTOpOoe HanboJee HarjsIHO POCIEKUBACTCA B IIPOIIECCe UX COBMECTHOM AeATENbHOCTH [2].

ConuanbHO-NICUXOJOTHUECKUI KJIMMAaT BKIIOYACT KOMIUIEKC Ppa3IUUHBIX XapaKTepPUCTUK MU H3Mepsercs
CHCTEMOH IIOKa3aTeliei, Ha OCHOBAaHWM KOTOPBIX BO3MOJKHO OLICHHTH €ro ypOBEHb H COCTOsHHE. PaznmuaroT
ONarompuUsTHEINA ¥ HEOJIATONPUSATHEIA CONUATBHO-TICUXOJIOTHIECKAN KiuMar [3].

BbnaronpusTHBIN MCHXOMOTMYECKUI KIUMAT — 3TO KJIMMAT, KOTOPBIA ITOJI0KHUTENBHO BIHSIET HA CAMOYYBCTBHE
KOJJICKTHBA U OTIpeAeNseT OOIMNi SMOIIMOHATBHEII HACTPOH Ha NEITeIBHOCTD [3].

HebGmaronpusaTHBIN MCUXOJIOTHISCKUM KIIMMAT — 3TO, HAIIPOTHB, HE3OPOBBIA KIMMAT, KOTOPBIA BKIIIOYACT B
ceOs  IPOTUBOIIOJOXKHBIE  XapaKTEPUCTUKH, TaKHe KaK HEYBa)XKCHHWE, HAalpPsDKCHHOCTh, KOHQIMKTHOCTb.
Heo6naronpustasiii CITK cBHAETENBCTBYET 0 MpoOiieMaxX BHYTPH KOJUICKTHBA.

Ectb rnaBHBIC NPU3HAKY, IO KOTOPBIM MOXHO CYAUTH O COCTOSIHUU COLMAIbHO- IICUXOJIOTHYECKOr0 KIIMMaTa B
KOJIJIEKTHBE. DTO BKIIIOYAECT:

- YPOBEHb TEKY4ECTH KaJIPOB;

- Ka4eCTBO MPEIOCTaBIIEMBIX TPOIYKTOB UIIH yCIYT;

- KOJIMYECTBO OMO3JaHUi U IPOTYJIOB,;

- BBIMIOJTHEHHE PAa0OTHI BOBPEMS HIIH C OTIO3AaHHEM;

- YaCTOTa BOSHUKHOBCHHS KOH(PIUKTOB; [4]
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MeTo10/10THSI H METOBI
Ilenv uccneoosanus — OIEHKA COIMATBHO-TICUXOJIOTHYECKOTO KJIMMara KOJUIeKTHBa oTaena kaapoB OOO

«T"aznpom Tpancras EkatepurOypr» u pa3paboTka MporpaMmmbl MEPOIIPUSITHHI 110 €0 COBEPILEHCTBOBAHMUIO.

1.

Hccneoosamenvckuil uncmpymenmapuil BKIIOYAJ JBE MCUX0JIOT0-IUarHOCTUY €CKHUE METOAUKH U UHTEPBBIO:
Oxcenpecc-memoouxa O.C. Muxanioxk u A.FO. Llanvimo M0 W3YYEHHUIO COIMATBHO-TICUXOJOTUYECKOT0 KiIuMara B
KOJUICKTHBE, KOTOpas BBIABISIET TPH KIIIOUEBBIX KOMITOHEHTA OTHOIICHHWH B KOJUIEKTHBE: AMOIMOHAIBHBIN,
MOBEJCHYCCKIA W KOTHUTHBHBIA. B KadecTBe CymIECTBEHHOTO TMPH3HAKA SMOIHMOHATHHOTO KOMIIOHCHTA
paccMaTpuBaeTCs KPUTEpHil IPUBIEKATENEHOCTH - Ha YPOBHE TIOHATHH «HPABUTCS - HE HPABUTCS, KIPUATHBIN - HE
npuATHBINY. [IpU KOHCTPYHUpPOBAaHWU BOMPOCOB, HAMPABICHHBIX HA HM3MEPCHHE IMMOBEICHYCCKOTO KOMITOHCHTA,
BBIJICP)KMBACTCS KPUTEPHI <(OKelaHWE - HE JKelaHue paboTaTh, yUUThCA BMecTe». OCHOBHBIM KpPHUTEPHEM
KOTHUTHBHOTO KOMITOHEHTA U30paHa MepeMeHHAs «3HAHUE - HE 3HAHUE 0COOCHHOCTEH WICHOB KOJUICKTHBAY.
JIONOJIHUTENBEHO METO/IMKA pacCMaTPUBAET TAKHE BOIPOCHI, KaK:

® UHJEKC I'PYNIIOBOM OLICHKU OTHOLICHUH B KOJUICKTUBE;

® [IPOM3BOJICTBEHHBIE YCTAHOBKH, T. €. OTHOLLIEHNE COTPYAHMKOB K CBOEH pabore;

®  XapaKTEPUCTHKA JICIOBBIX U JIMYHBIX KAYECTB PYKOBOIUTEIS.

Okcmpecc-meroauka O.C. Muxamok, A.JO. [llansiTo onpenenser CTpyKTypy OTHOIIEHHH K KOJUIEKTHBY B paboTe B
LEJIOM Ka)KA0T0 COTPYAHMKA OpraHu3aluy. DTO SBISIETCS BaKHBIM aCIIEKTOM B padOTe, Tak Kak O1aroaapst XOpoLuIuM
OTHOIICHUSAM B KOJUICKTHBE YKPEIUIIeTCS KOMaHIHBIA AyX, YIydIlaeTcs KOMMYHHUKAIHs, a TaKXKe MOBBIIIAETCS
3¢ (HeKTHBHOCTH pabOTHI.
Memoouxa P.C. Hemosa «CoyuanbHO-NCUXOIOSUYECKAS. CAMOOYEHKA KOLIeKmueay, KOTopas IO3BOJISET NeNIaTh
MEPUOJIMYCCKUE «CPE3bD» C MENBI0 JUArHOCTUKU COCTOSHHS IICHXOJOTHYSCKOr0 KJIMMaTa B KOJUICKTHBE,
MIPOCIIC)KUBATH IPPEKTHBHOCTD TE€X WU WHBIX Meporpuatuil U ux pnusaue Ha CIIK. MeTtonnka oleHUBaeT Takue
BaxkHbIe nokazarenu CIIK, kak:
® cmpemieHUue K COXPAHEHUI) YeNOCMHOCMU SPYANbl (JCelaHue 4ieHO08 SPYnnbl COXPAHUMb eOUHCMEO,
coeduHerue U CmadubHOCHb GHYMPU 2PYNNbl, pabomas emecme u n000epIICcUsas odujue yeau u YeHHoCmu,)
®  CNIOYEHHOCMb (83AUMONOHUMAHUE U COMPYOHULECTHBO MEeXHCOY YNeHAMU 2PYRNbl)
®  KOHMAKMHOCMb (CHOCOOHOCMb YCMAHABNUSAMb U HOOOEPHCUBAMb CEA3U U KOMMYHUKAYUIO C OpYeUMU
T100bMU)
®  OmMKpBIMOCMb (CNOCOOHOCMb 0OMEHUBAMbCS UHGOpMAayUel, 20MOBHOCMb NPUHUMAMb U PACCMAMPUBATIL
HOBble udeu, MHeHUs U ONbIM Opyaux Jiooetl)

®  0peaHU308aAHHOCMb (CHOCOOHOCL NIAHUPOBAMb, KOOPOUHUPOBAMb U YAPABIAMb PA3TUUHBIMU ACHEKMAaAMU

pabomsl epynnvi)

®  uHpopmMuposaHHOCMb (HAAUYUE OOCMAMOYHOU UHGOPMAYUU U NOHUMAHUE CUMYayuu O RPUHSAMUL

000CHOBAHMBIX peeHUll U Oelicmaull)

®  0mMEemCcmEeHHOCmb (0CO3HAHUE U NPUSHAHUE TUYHOU POIU U 00A3AHHOCIEl 8 2pynne)

3. Humepevio — ouenka CIIK Bemymmm crenmamucrom mo kagpam OOO «I'asnpom Tpancraz ExatepunOypr».

OCHOBHBIE€ AaCIEKTEI OLICHKKW HalpaBJICHbI Ha BbIABICHUEC HNPOBOAUMBIX pa60T Mo YJYYIICHUIO COLUAIIBHO-
TNICUXOJIOTUYECKOr0 KjiiMMara, OTBCTCTBCHHBIX 3a JaHHYIO pa60Ty, a TaKXKC 603MOICHbLX CNOPO6 U leb’H()RJClCltﬁ 6
KoJjulekmuee U ux paspeuleHus.

XapaKTCpI/ICTI/IKa BLIGOpKI/I HCCIICAOBaHNA NPCACTaBICHA B Ta6J'II/II.lG 1.

Tabnuma 1 — XapakTeprcTHKa BEIOOPKH HCCIIETOBaH S

[on Kencknit — 75% Myxckoit — 25%
OOpaszoBaHue Beiciiee — 85% Cpennee npodeccruonansHoe — 15%
Crax Jo 10 et — 75% Cseirre 10 et — 25%
Bo3spact Ho 45 ner — 75% ITocne 45 et — 25%
PesysibTarhl

1. Oyenxa pesyrvmamos uccneooganus CIIK no memoouxe O.C. Muxanioka - A.FO. laneimo.
OmormonanbHbI KoMmoHeHT CIIK BbIpakeH B BBICOKOH CTEMEHH IMO3UTHBHO, YTO O3HAYAET, 4YTO

COTPYAHUKH KOJUICKTHBA APYT APYTY MPHATHBI HA YPOBHE MPUBIIEKATEIBHOCTH, M MM HE COCTABIISIET TPyAa HAXOAUTHCS
PSIOM U BMECTE JIPYT C APYTOM.

OnHako HOBe,ZIeH‘ICCKI/II\/'I ¥ KOTHUTHBHBINA KOMITOHEHTHI BBIPAXXCHBI IPOTUBOPCUYNBO, YTO T'OBOPHUT O TOM, YTO

Y COTPY AHUKOB HET BHICOKOI'O KCJIaHNA paGOTaTL Apyr ¢ ApyromM B OAHOM KOJUJICKTUBE, a TAKKE O TOM, YTO OHU HE 3HAIOT
JINYHBIX 0COOEHHOCTEH YJIEHOB KOJUICKTHBA.

KoMnoHeHThI O THOIIIEHHS COTPYAHHUKOB K CUCTEME YIIPABJICHUS paCIOJIaratoTCsa Ha YpOBHE BBILIC CPEAHETO,

YTO T'OBOPUT O AOCTATOIHO BBICOKOH OIlCHKE COTPY AHUKAMU CUCTEMBI YIIPABJIICHU B OpraHU3alliH.

B 006001menHOM BHie OTy4EeHHBIE pe3yIbTaThl IPEACTaBIeHBI Ha puc. 1.
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1
0,8
0,6
0,4
0,2

0 — A — A — —
02 OmouuoHaANBHEIN  [loBeneHUeCKHit KoruntuBuelii  MuHpekc rpymmnoBoi OtHo1IEHHE Kparkas

! KOMIIOHEHT KOMIIOHCHT KOMITOHCHT OIICHKM OTHOIIEHHUH COTPYAHUKOB K XapaKTepUCTHKA
-0,4 B KOJICKTHBE cBOEii paboTe  JICNOBBIX M JIMYHBIX

KavecTB

-0,6 PyKOBOJIUTEIA
-0,8

-1

Pucynox 1 — Pesynbrarer auarnoctuku CIIK o metoanke O.C. Muxanmoxka - A.1O. lansiro

2.  Oyenxa pe3ynomamog ucciedoganusi no memoouke P.C. Hemosa.
WuTencuBHOCTh pa3Butus Kaxaoro nokaszarens CIIK, B ienoM, HaXOAUTCS 4yTh HIDKE CPEIHEr0 YPOBHS BRIPAXKECHHOCTH,
He npesbimas 50%. (Puc.3) [Ipu 5TOM, B HauMeHbIIEH CTENEHH BBIPAXKEH MOKAa3aTelb «CTPEMJICHHE K COXPaHEHUIO
LEJIOCTHOCTH TPYIIIBI».

50,00% 49,15%

49,00% 48,40%

47,70%
48,00% 47,25%

47,00% 46,35% 46,50%
46,00%
45,00%
43,60%
44,00%
43,00%
42,00%

41,00%

40,00% Cn/aioveHHOCTb OTKpbITOCTb NHbOPMMPOBAHHOCTb
CtpemieHue K KonrakTHOCTD OpraHu30BaHHOCTb OTBETCTBEHHOCTb

COXPaHEHHIO
LEJIOCTHOCTU IPYHITBI

PucyHoxk 3 — Pesynbrarsl uHTeHCcHBHOCTH pa3Butus nokasareneit CIICK no meronuke P.C. HemoBa

CpaBHeHHE pE3yNbTAaTOB IICHXOJOT0-IMAarHOCTUYECKHX METOAMK TmokaseiBaeT, uro CIIK B wuccremyemoit
OpraHM3alliU HE MPEBBIIIACT CPEIHEr0 YPOBHS BBIPAKEHHOCTH. DTO CBUAETENBCTBYET O TOM, YTO TPYJOBOH KOJUIEKTHB
He 00J1a/1aeT BHyTPEHHEH 1IeT0CcTHOCTRIO, U ero CIIK HaxomuTcs mox yrpo3oil.

3. Pe3ynbraThl HHTEpBBIO ¢ BegymuM crenquannctoM 1o kajapam OOO «['asmpom tpancra3z ExarepunOypr»
MIOKA3bIBAIOT, YTO B KOJUIEKTUBE MPHUCYTCTBYET MOAACPKKA M B3aHMOIIOMOIIb MEX/y COTPYIHUKAMH, OHAKO HUKAKOH
PabOoTHI 1O YJIYUIICHUIO WIX MOJAEPKaHUIO COLMaIbHO-TICUXOJIOTHYECKOTO KiIMMara HeT. Elo oTMeueH Takxke HU3KHH
MOKa3aTeslb KOJUIEKTUBHOW pabOThl, YTO O3HA4aeT OTCYTCTBHE OTBETCTBEHHOI'O UENOBEKa, KOTOPBIH Obl 3aHUMAJICS
yiryumenueM CIIK camocTosTensHo.

Pexomenpanuu
Pe3ynbTaThl HccnenoBaHUs MO3BOMSAIOT CHAENATh BBIBOJ O TOM, YTO COLMATbHO-TICUXOJIOTHYECKHH KIMMAT B
koyekTuBe coTpyaHukoB OO0 «I"aznpom Tpancras EkarepunOypr» Hyxkmaercs B cyliecTBeHHOM yiayunieand. C 3Toi
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LeJbI0 HaMHM pa3paboTaHbl OCHOBHBIC HANPaBICHHWS COBEPLICHCTBOBAHUS COLMAIBHO-IICHMXOJIOTHYECKOTO KJIMMaTta
komnexTrBa B OO0 «I"a3npom Tpancrasz ExatepunOypr» (Tabu. 2)

Ta61mua 2 - OCHOBHBIG HarpaBJICHUA COBEPIICHCTBOBAHUA COIMUAIIBHO -TICUXOJIOTUYCCKOI'0 KJIMMaTa KOJUICKTHBA B
000 «I"aznpom Tpancra3 Exatepuno

194

Meponpusatuss 1o ymayuimeHuro | OTBETCTBEHHBIN Y4acTHUKHT Cpoku
Ne | CIIK MPOBEICHUS
IIpoBoauts MOHUTOPHHT | Bemymmit  cnenmanuct mo | KomnexktuBsl  otgena | Paz Brox
1. | commanpHO-TICHXOIOTHYECKOTO Kazpam, PYKOBOAUTENH | KaApoOB M CMEXHBIX
CaMO4YyBCTBHs KOJIJIEKTHBA TpyNIbI OXPaHbI TPy 1a nojpaseneHui
OpraHuzoBslBaTh ~ Meponpustusa | Bemymuii u crapunii | Komnexktussl  oraena | Pa3 B monroaa
2. | m1a  oTOpIXa M COBMECTHOTO | CHEIHAIMCTBI 110 KaapaM (Bce | KaIpoB M CMEXHBIX | (10 JKEIaHHIO
BPEMSIIPOBOXKACHUS JKeJaroIue) nojpa3senaeHuit MOJKHO Harle)
IMonnepxuBate cO6bop MHeHMit u | Bemymmit  cnemmanucrt 1o | Kommextuser  otmena | Ha
3. | IpeasoKeHNH COTPYAHHMKOB IO | KaJpam, PYKOBOJAUTENb | KaApOB MU CMEXHBIX | MOCTOSHHON
cosepmreHcTBoBanMi0 CIIK TPYIIIBI OXPaHBI TPy Ia noapa3aeseHui OCHOBE
IIpoBoauTh paboTty no | Benymmit  cneumanucr  mno | KomuektuBbl  otmena | Pa3 Bron
4. | obcyxneHHIo NepcrekTuB | kaapaM, pykoBogutens OOO | kagpoB U CMEXHBIX
KapbepHOTO pocra no | «['a3mpom TpaHcra3 | nojapasjeseHun
nojJpa3ieIeHUsIM ExarepunOypr»
O6opynoBaTh HOBbIE u | PykoBogurens OOO «I'asmpom | KommektuBel  otnena | B tedenuwe 2
5. | mepeobopynoBath crapele | TpaHcra3z ExatepunOypr» KaJpoB Jer
paboune MecTa OTJena KaJpos
IloBbimiars OTBETCTBEHHOCTh | Bemymmit  cmemmanuct mno | KomnektuBel  otamena | Ha
6. | COTPY/IHHUKOB B KOJJICKTUBE: Kajpam, PYKOBOAUTENb | KaApOoB U CMEXKHBIX | IOCTOSHHOMN
1. CraBuTh peanuCTHYHBIC IETH | TPYMIIEI OXPaHBI TPy Ia NoJpa3 eI eHui OCHOBE
2. Yerko ompenenats o0Opa3
KOHEYHOT'O pe3ysbTara
3. BoBiekarb COTpyJHHKOB B
[TOCTaHOBKY nenen u
pa3paboTKy IUTAHOB

BCIIGHI/IC CHCTEMATHYECKOU paGOTI)I o NoAACPKAHUIO COIUAIBHO-TICUXOJIOTMYCCKOro KJjInuMara IMOMOXKET
3HAYUTCIIbHO YITYYIIUTh O6CTaHOBKy B KOJIZICKTHBC.
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IMPROVING THE SOCIO-PSYCHOLOGICAL CLIMATE IN THE TEAM OF GAZPROM
TRANSGAZ YEKATERINBURG LLC

Abstract:

The problem of creating and maintaining a favorable socio-psychological climate in a team is constantly
relevant. The purpose of the study is to diagnose the socio-psychological climate in the division of Gazprom
Transgaz Yekaterinburg LLC and develop recommendations for its improvement. Based on the analysis
carried out using psychological, diagnostic and sociological methods, the main directions for improving the
socio-psychological climate in the team were developed.

Keywords:
Human resource management, workforce, socio-psychological climate.
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YaijikoBckuii ikoB Hukosnaesuy,

MarucTpaHT,

HHCTUTYT 5KOHOMUKH U YIIPaBJICHHUS,

OI'AOY BO «VYpanbckuii (enepanbHblii YHUBEpcUTET MMeHH TnepBoro IIpesmmenta Poccum B.H.
Enbuuna»

r. ExatepunOypr, Poccuiickas ®eneparust

Caykuna CBeTiiaHA AJIeKCAHIPOBHA,

JIoleHT, KaHIUAaT SIKOHOMHUYECKUAX HAYK

Ka(be)lpa OKOHOMMKH M YIPABJICHUA HA METAUTYPIrUIC€CKUX U MAITKMHOCTPOUTEIBbHBIX IPEATIPUATUAX.
MHCTUTYT 35KOHOMUKH U YIIPaBJICHHUS,

OI'AOY BO «Ypanbckuii (enepanbHblii YHUBEpcUTET MMeHH TmepBoro IIpesmaenta Poccum B.H.
Enbpuuna»

r. EkarepunOypr, Poccuiickas @eneparus

JUATHOCTUKA W BBIGOP HAMNPABJEHWI COBEPIIEHCTBOBAHUS CHUCTEMBI
OBECIHEYEHUS HAJEXHON PABOTHI OBOPYJOBAHHUSI TMPOMBIIIJIEHHOIO
HOPEANPUATHUA

Annomayus:

B craTbe paccMOTpeH METOAMYECKUH MOAXO0] K COBEPIICHCTBOBAHUIO CUCTEMBI O0ECTIeueHHs HAIEKHON
paboTel 000pYyOBaHMS MPOMBIIUICHHOrO mpexnpustus. Ilonxox OCHOBaH Ha KOMIUIEKCHOH OICHKE
CHCTEMBI Uepe3 HalpaBJIeHWs OOCIYyXXMBaHMS, IUIAHUPOBAHMS, CHaOXeHWs, MH(GOpPMalnuy, aHannu3a U
KoHTpoJs ¢ yaetoM nukia PDCA (turaHupyii — genait — KOHTpoupy# — aHanmu3upy#). [loaxon yanTeiBaeT
BIIMSTHUE BCEX COCTABJIAIONIMX U MTO3BOJISIET ONPEEIUTh BOSMOKHBIE HAIIPABICHHS YTy YILICHUH.

Knroueswvie cnosa:
Hanexnass paborta oGopynoBanwusi, cuctema TOwWP, coBeplieHCTBOBaHHME CHUCTEMBI, LUK JlemuHTa,
KOMILIEKCHAsl OLICHKA.

C MoMeHTa U300peTeHHs U CO3/1aHMs MEPBhIX MEXAHW3MOB U MAlllMH YEJIOBEYECTBO BBIHY)KACHO MCKATh ITyTH
obecriedeHus] JOJITOM M HANEKHOH pPabOThl BCErO CO3/IaHHOTO B YCIOBHAX OrPAaHHYCHHS PECYPCOB C IIENbIO
YIOBICTBOPUTH CBOM MOTPEOHOCTH M MOJYYHTh MAaKCUMAIILHO BO3SMOXKHBIH pe3yJIbTaT MIPH MHHAMAIBHBIX 3aTpaTtax. C
pacimupeHreM 0ONacTedl MPUMEHEHHS W POCTOM KOJMYECTBA MAIMH, 3HAYUTEIbHO MNPEBOCXOMSIIUX IO
MPOU3BOJUTEIILHOCTH YEJIOBEYECKHUH TPy A, COOCTBEHHUKH IIOHUMAIOT, YTO IIOTEPH OT HOJIOMOK M IPOCTOEB MPUBOIAT K
3HAYUTENBHBIM YOBITKAM, CHIXKCHUIO MPUOBLIBHOCTH HCIOJIb30BaHus 060pynoBaHusi. COOTBETCTBEHHO, HEOOXOIUMO
OpraHu30BaTh TO, YTO OOECIEUUT CTAOMIBHBIN TOXOJ Yepe3 CTabMIbHO padoraromiee o0opyaoBaHue. TakuM oOpazom
MOXHO BBIJICJIUTh BAKHYIO COCTABISIONIYIO, 3HAYUTEIBbHO BIMSIOIIYI0 HA TMPOIECC BeJEHUS Ou3Heca M ycmex
npennpuaThs. ITo HajJexkHas paboTa ero OCHOBHBIX (DOHJIOB, a B 4aCTHOCTH 000PY0BaHMSI.

Jns obecriedeHusi HaleHOW pabOTHI 00OPYAOBaHHS HEOOXOJUMO YTPABISTh CO3JIaHHUEM W oOecrieueHueM
(YHKIIMOHUPOBAHUSI, aHAIM30M COCTOSHHMSI M COBEPILEHCTBOBAHMEM CHCTEMbI OOECHeueHMsl Ha/e)XKHOH paboTbl. s
3TOr0 HEoOXOAMMAa CHCTEMa TEeXHUYecKoro obcmyxkuBaHusi u pemonta (TOuP) — cucrema, Bkiouaromias B ceds
COBOKYITHOCTb JJOKyMEHTAIlMH, IIepCOHAla W TEXHHYECKHX JACHCTBUIl, HEOOXOAMMBIX I TOIJAEpKaHHsi U
BOCCTaHOBJICHHs PaboTocmocoOHOro coctosiius oObekTa [1]. CoBeplieHCTBOBAHHME CHCTEMBbI, €€ aJanTanus B
M3MEHSIOIUXCS YCIOBUSX, IOJDKHBI MOBBIIIATE 3 (QEKTHBHOCTh OM3HECA C yUETOM MHTEPECOB BCEX 3aMHTEPECOBAHHBIX
CTPYKTYp IIPOH3BOJICTBA, COBITA H CITY>K0 0OecredeHus: paboThl 000pyIOBaHUS.

Henbro uccnenoBanus spisercss GOpMUPOBAHUE METOIMYECKOTO MOAXOJA K COBEPIICHCTBOBAHUIO CHUCTEMBI
obecrieyeHus HaIe)KHON paboThl 000PY IOBAHKS IPOMBIIIIEHHOTO MPEATPHUSTHS.

HanexHocts, onpenensemas 0€30TKa3HOCTbIO, JI0JATOBEYHOCTBIO, PEMOHTOIIPUTOJHOCTBIO, M COXPaHsEMOCTBIO
(c TEeXHUYECKON TOYKHU 3PEHHUS) 3aBUCHT OT OPTaHU3AIMOHHBIX H TEXHHUYCCKUX JCHCTBUI MEpCOHANa U JOKYMCHTAIUH.
I[Tpu popmupoBanuu paboTtsl cucrembl TOUP MOTYT IpUM EHSITBCS Pa3IMyYHbIE 10IXO0/IbI U KOHIIEIINH, a TaK)Ke 00JbII0e
KOJIMYECTBO YaCTHBIX Hokaszartesnedd [2, 3]. Tlpu 3HAYMTENHHOM Pa3HOOOpPA3UH MOAXOMOB M MHCTPYMEHTOB, OOJIBIIOM
KOJIMUECTBE MOKa3zaTeell y NMpeAnpUsITHi MOTYT BO3HHKHYTh CJIOXHOCTH BbIOOpa MOAXOJIOB K MPUHSITHIO PELICHUH B
KaKOM HaIpaBlICHUU MPUIIAraTh YCUIIUS U JCWCTBOBATh B YCIOBHUSAX OPAaHHYCHHOrO 00beMa PecypcoB; KaK MOBBICHUTD
3 (HEKTUBHOCTL CHCTEMBI B IIEJIOM, C YYETOM TOTO, YTO 3a pa3IUYHbIC HAINpaBJICHHUSA IeATeNbHOCTH B chepe TOwuP
OOBIYHO HA MPEINPHUITHIX OTBEYAIOT PA3HbIC CIEIUATNCTDI, KAXKAbIA U3 KOTOPBIX HMEET CBOM KITIOYEBBIC MTOKA3aTenn
(TMaBHBIA MEXaHHUK MM SHEPTeTHK — MPOCTOU; JUPEKTOP IO MEPCOHANY — CPEAHECITUCOYHASI YHCICHHOCTh MTEPCOHAA;
KOMMEPYCCKHUI TUPEKTOP — COOI0cHNE OI0)KeTa U T.1I.).

Peanuzanus npemaraeMoro MeToAM4YECKOro MoAX01a K COBepIleHCTBOBaHUIO crcteMbl TOuP opueHTnpoBana
MMEHHO Ha JIOCTHKEHHE 00uyeli Ien — HaJeKHOHW paboThl 000py TOBaHUSL.
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®dopmupoBaHue MpeIOKEHHH METOAMYECKOro 1moaxoaa 6a3upyeTcst Ha npuMeHeHun nukia Jemunra PDCA
(mTaHMpy# — nenaii — KOHTPOJIUPYH — aHATM3UPYHl) KaK OAHOTO M3 OCHOBHBIX IIPH YIIPaBICHNUH JHO00H eI TENbHOCTBIO.

OcyuiecTBieHre ynpaBjieHYeckux (yHKuuil, nepeuncieHHblx B abOpeuarype PDCA: mnanupoBaHue —
UCTIONTHEHNE (OpraHM3aIusa) — KOHTPOJIb — aHAIH3, TPeOyeT COBEPIISHHOTO HHPOPMAIIMOHHOTO 00eCIIEUeHUS KaXKI0TO
JTana ynpasieHueckoro nukiaa. Ilostomy G0k MHGOPMaIMOHHOIO 0OECIIeUeHHs, IPOLECCH KOTOPOro HYXKIAIOTCA B
CYIIECTBEHHOM COBEPIICHCTBOBAHHH, BBIICIIEH HAMH OT/AEIBHO B PSITy COBEPLICHCTBYEMBIX MIPOLIECCOB (PUCYHOK 1).

Kpowme Toro, B oTi4ne oT KJIaCCHYECKOH CTPYKTYPBI IIMKJIa YIIPaBIICHNUS, TIEPBOE MECTO OTJaHO OJIOKY aHaIH3a,
MIOCKOJIBKY PeYb HAET HE O BHOBB CO3/1aBAEMOM, a O COBEPILICHCTBYEMOH CHCTEME, COBEPLICHCTBOBAHNE KOTOPOH TpedyeT
IpeABapUTENbHOM TUAarHOCTUKY — aHAIH3a.

CxeMaTHYHO COCTaB M B3aMMOCBS3HM COBEPIICHCTBYEMbIX IpouieccoB cucreMbl TOuP nHa 6aze muxia PDCA
MpEeACTaBIEHbl Ha PUCYHKE 1.
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Pucynok 1 — B3auMOCBA3b COBEPIICHCTBY EMBIX TIpOleccoB B cucteMe TOUP, BbieneHHbIX Ha ocHOBe ukia PDCA®

B pamkax mpenyaraeMoro METOJMYECKOTO IOJXO0Ja PAacCMOTPUM B OTAENBHOCTH CTAIWH IUTAHUPOBAHM,
UCTIOJHEHHS (OpraHU3aliK), KOHTPOJIS M aHaJIN3a, BB JUTS KKI0H CTagny TpeOyroIuecs, ¢ Hallel TOUKH 3peHns,
it obecnieuenust GyHKIMOHUpOBaHUs cucreMbl TOMP M ee coBeplIeHCTBOBaHUS HAlpaBJICHUs: YPOBEHb aHAIH3A U
KOHTPOJISI IIPOLIECCOB, YPOBEHb IiIaHupoBanus TOUP, ypoBeHb 00CiTy)KMBaHUs M SKCILTyaTalul 000py I0BaHHUsI, yPOBEHb
CHaO>KeHUs, ypPOBEHb MH(OPMAIIMOHHOT0 00ecTiedeHuns! (HaIMYUsl U IOCTYITHOCTH HH(OPMALHH).

IIpu paccMOoTpeHHM KaXJOTO HANpaBICHHUA IpeIiaraeTcs BBIABICHHE TOTO, 4YTO MOXET CMECTHTb
3¢ (GEeKTHBHOCTh CHCTEMBl B XYyOIIYIO WIH Jy4dmrylo oOmacte. HemocraTtkm W mpoOiIeMHBIE MOMEHTHI B
¢yHKunoHnpoBaHNM cucTeMbl TOWP ecTh mMpakTH4YecKH Ha BCEX HPENNPUATHAX. JTO TOBOPUT O HEOOXOTMMOCTH
COBEPIICHCTBOBAHMS CHCTEMBI.

Pa3paboTaHHbI METOIMYECKHUIT ITOIX0 BKIIOYAET IBA OCHOBHBIX AJIEMEHTA:

METOJMKY AWarHOCTHKU YpoBHS cucreMbl TOuWP, ocHOBaHHyI0 Ha (DOPMHPOBAaHMM KOMIUIEKCHOH OLICHKH
YPOBHS;

METOMYEeCKHEe PEKOMEHJalliK 10 BEIOOPY HalpaBiIeHUH coBepiieHCTBOBaHUA cucTeMbl TOuP (pucyHnok 2).

SJIEMEHTBI METOJUYECKOI'O IIOAXOJA K
COBEPIIEHCTBOBAHMIO CUCTEMBI TOuP

L

( Metoanueckre pekoMeHTaIli
Meronuka A 5 p A H
110 BBI HaTpaBIEHUH
JMarHOCTUKH YPOBHS 0 OpYy Harpasiie
COBEPILEHCTBOBAHUS CHCTEMBI
cuctemsl TOuP
\_ TOuP

PucyHok 2 — DneMeHTBl METOIMYECKOI0 MOIX01a K COBEPLUICHCTBOBAHUIO CUCTEMBI TOuP*

[pennaraercs s auarHocTuku cucteMbl TOUP mpuMeHeHne KOMILICKCHOTO TIOKa3aTeNsl Ha OCHOBE YaCTHBIX
MoKa3arelel, YYHUTHIBAIOIIMX M OXBATHIBAIOIIMX OpPraHU3allMOHHBIC, TEXHUYCCKHE, KAJAPOBbIC M WH(OpMAIIMOHHBIC
aCTIEKTBI.

DOopMHUpPOBAHUE YACTHBIX T[OKa3aTeled OCYIISCTBISETCS MO BBIICICHHBIM BBIIIE HAMpPaBICHUSM,
COOTBETCTBYIOIINM CTPYKType IMKiIa JleMHHTa C BHECCHHBIMH KOPPEKTHBAMH, OTPAKAIOMHUMHU CIIEOU(PUKY
paccMaTpUBaeMbIX IPOLIECCOB:

40 CocraBneHo aBTOpaMu
41 CocraBneno aBTopamu
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YPOBEHb aHAIM3a U KOHTPOJIS MPOLIECCOB;

ypoBeHs m1anupoBanust TOuP;

YPOBEHb 00CITyKUBaHHUs M DKCILITyaTalluu 000pyI0BaHHUs;

YpOBEHb CHAOXEHWS;

ypOBeHb HH(OPMAIIIOHHOT0 00eceueHus! (HAIMYUSL U JOCTYTHOCTH HH(OPMAIIKH).
KowmrmnekcHbIi TokazaTenb 3amaercs popmydoi (1).

K= A*TT*O*C*I, (1)

rae K — koMIIeKCHEBIN ITOKa3aTeb OIEHKU cucTeMbl TOuP;

A — dKkcnepTHas OaIbHasi OIICHKA YPOBHS aHANIM3a U KOHTPOJIS MPOIIECCOB, CBI3aHHBIX C OOCITYKHBAHUEM U
dKCIUTyaTanuell 000pyaoBaHuS;

IT — sxcniepTHas GauibHas OlleHKa YpoBHS IaHuposaHus TOuP;

O — skcnepTHas OayTbHAs OIEHKA YPOBHS O0CITYKUBAHUS M OKCILTyaTallui 000pyI0BaHUS,

C — skcniepTHas OajubHasl OLICHKA YPOBHS CHaOXKeHus (oOecieueH st MaTepuaiaMu U 3allaCHBIMU YacTSIMH);

W — bskcrepTHas OayuibHAs OIEHKA YPOBHS HWH(QOPMAMOHHOTO obOecredeHHus (HAIMYUS U JTOCTYIMHOCTH
HE00X0TMMON HHPOPMAITUH ).

[Ipu ©Hambomee ONATONMPHUATHOM CIEHApUH KaXIbld KOA(P(UIMEHT MaKCHMaIbHO paBeH CeAMHUIIC,
COOTBETCTBCHHO, OOIIMII PAaBCH CIUHHIIE, U ITO COOTBETCTBYCT HA JTAHHOM ATale OLCHKU ONTUMAIBHOCTH YCHIUHA U
pabOTHI CHCTEMBI.

Jis mpoBefieHUsT KCHEPTHOM OIICHKH 10 KaXIOMY HAINpaBICHHIO HpeJUiaraloTcsi HaOOphl MoKaszaTeled u
XapaKTEPUCTUK COOTBETCTBYIOIIMX MPOIECCOB, MO KaXKIOMY M3 KOTOPBIX CYMIECTBYIOIIECE HA MPEANPHATHH COCTOSIHUE
cucrembl TOuP momxuHo OBITH omeHeHo Oamwtamu oT 1 go 10, rame 10 COOTBETCTBYEeT ONTHMAIBHO HAICKHO
(hyHKIHOHHpYIOIIEMY Tmporeccy. IIpH 3TOM OICHKH MO KaXAOMY IOKa3aTelro, JaHHBIC Pa3HBIMU JKCIIEPTaMH,
YCPEHSIOTCSI: PACCUMTBHIBACTCS CpeiHee apu(METHUECKOE OLIEHOK SKCIEPTOB, €CIIH XKe Pa3dopoc 3HAUYEHHH OLICHOK 110
MOKA3aTeIt0 3HAYNTENCH, HTOrOBas OayUTbHAs OIIEHKAa MOJKET OBITh pacCUMTaHa Kak MeIuaHa.

3arem (opmupyeTcs CBOJHAS OIEHKA MO KaXKIOMY W3 IISITH HANpaBICHWH Kak cpelHee 3HaueHHe OauTbHBIX
OIICHOK IT0 YaCTHBIM ITOKAa3aTelsIM TaHHOTO HampasieHus, neneHHoe Ha 10. [lenenue Ha 10 mo3BoIIsIeT MPOHOPMHUPOBATH
MOJy4EeHHBIE CBOIHBIE OIICHKH, 00ecrednBas uX Bapuamuro B nmpegenax ot 0 go 1.

Ha ocHOBe TOy4YeHHBIX CBOJHBIX OIICHOK ITO HAmpaBleHMsIM 10 Gopmyiie (1) pacCUuThIBaeTCS KOMILIEKCHON
nokazatelsib ypoBHs cuctembl TOUP. Heo6xoaumMo 0TMETHTh, UTO COCTaB M KOJMUYECTBO YUUTHIBAEMBIX MOKa3aTene u
XapaKTePUCTUK HE SBIICTCS pa3 M HaBCerJa 3aJaHHBIM, KaKIOC MPENPHITAE JOMOIHICT IepeveHb, MCXOMAS W3
crieripUKU CBOETO MPOM3BOJICTBA, OTPACIEBOI MPUHAUIEKHOCTH, TEXHOJIOTHYECKUX U MHBIX 0COOEHHOCTEH.

Ieprou4HOCTE MpeUIaraeTcsi ONPEACsATh CAMUMHE NpeanpusiTiusMu. Ho pekoMeHayemasi — OJJH pa3 B TOJ, B
CBsA3U C HCO6XOI[I/IMOCTI)IO (IIOT'PYKEHUA» OKCIIEPTOB B PA3HLIC HAIPABJICHUA OCATCIbHOCTH. KpOMe TOroOo,
[EeNeCO00Pa3HO MPOBOAUTH ATH OMPOCH U (POPMUPOBATH UTOTOBBIC OLIEHKHU 10 POPMUPOBAHHS KAXK/BIM PYKOBOIUTEIEM
LeJei U TUIaHOB Ha CIIEAYIOIINM roJ.

B npuBoaumoit Hmxe Tabnmie 1 mpencrasieH npuMep GOpMHUPOBAHUS TIOKa3aTelel U mapaMeTpoB IPOILIECCOB
110 OTHOMY W3 IISITH HAaIpaBICHUHN — «AHAIN3 U KOHTPOJIB», KOTOPHIE JOJIKHBI OIICHUBATHCS H MTPEIIOKESHBl BApHAHTHI
MyTeH COBEPIICHCTBOBAHUS IMPOIECCOB IIPH HUX HEYJOBICTBOPUTEIFHOM (YyCTaHABIMBAEMOM Ha KOHKPETHOM
MPEANIPUATAN) YPOBHE M BO3MOXKHBIC IYTH COBEpPIICHCTBOBaHHUA. [lo NaHHOMY HampaBIeHHIO O0Iee KOJIHMYECTBO
OILICHMBAEMBIX MTapaMeTpoB paBHO 7. [1o BceM ocTabHBIM HAMIPABICHUSAM TaKXkKe pa3paboTaHbl OICHUBAEMBIC ITAPaM €TPHI
1 HalpaBJICHUS COBEPUICHCTBOBAHUSA CHCTEMBI (HE MEHEE CEMU 110 KaXKIOMY HAIPaBICHHUIO).

[Tony4yeHHBIC OLICHKH O HAMPABJICHUSIM IMO3BOJIAT BBEIOPATh TE M3 HUX, KOTOPHIC TPEOYIOT MEPBOOYCPEIHOTO

BHUMAHHWA — HAIIPpaBJICHUA ¢ HAUMCHbBIIUMU OLCHKaMU.
PeSyﬂbTaTbI OLCHKHU KOMIUIEKCHOTI'O IMOKa3aTeJisk MOT'YT OKa3aTbCA JOCTATOYHO HU3KUMU U T'OBOPUTH O He3¢)¢)eKTI/IBHOﬁ
paboTe cucTemMbl oOecrieueHus] HaaeKHOH paboThl 000pymoBaHUsA. B aToM ciydae TiiaBHOE — pa3paboTaTh IJIaHBI
Pa3BUTHS U YIIy4IISHUS Ha IEPUO/IbI, KOTOPbIE NPUHSATHI B OPTaHU3aIMU U 00ECIIEYUTh TUHAMUKY pocTa Kod(hpHIeHTa
K. Iemecoobpa3Ho NpHHUMATh YCWIHS 110 DPAa3BUTHIO BCEX OIEHMBAaGMBIX HAINpPABICHUH, maxe ecam OyayT
MPUCYTCTBOBATh BBICOKHME OLEHKU 4YacTH W3 HuX. C OIHOM CTOPOHBI, yCHWJICHHE JOOOr0 HANpaBIICHUS YaCTUYHO
KOMIICHCHPYET Pa3InIHOT0 Pojia MPOMaxH B IPYTHX, HO JOCTIDKEHIE KOMIICKCHOM BRICOKOI OLIEHKH BO3MOYKHO TOJIBKO
npu ONM3KHUX K CJMHUIIC OICHKAX BCEX HAIPABICHUN OTHOBPEMEHHO, MOCKOJBKY Hed((EeKTHBHAs paboTa KaKOro-TO
HalpaBJIeHUs ciocoOHa CBECTH Ha HET BCE TOCTIKEHUS 10 P YTHM.

Tabnuua 1 — OueHnBaeMble MapamMeTphbl U HaPaBJICHHUS COBEPILEHCTBOBAHMS IIPOLIECCOB MO HANPABICHHUIO KAHAIN3 U
KOHTPOJIbY (Ipumep)

Ne Tloka3zarenu u mapaMeTpsl MPOLECCOB [Ipeanaraemble IyTH COBEPILICHCTBO-BAHUA CHCTEMBI IIPH

n/n OTCYTCTBUHU 5008 HU3KOM ypOBHE peanuzanuu
COOTBETCTBYIOIIUX MPOLECCOB

1 Ha perynspHoifi ocHOBe ©poOBOAUTCA  aHAIM3 | AHanu3 JOJDKEH BBINIOJIHATBCS PYKOBOJUTEIIEM,

HoKa3aTelnel, pa3paboTaHHBIX HA IPENPUITHIL: OTBETCTBEHHBIM 32 JIOCTHIXKEHHE pPE3yJIbTaTOB C IIEJNBIO

- HOPMATHUBEI IIPOCTOEB TI0 CITy>KOaM; BO3MO>KHOCTH pearupoBaHus u pa3paboTKH

- INMHUTHI 3aTPaT 110 CTaThsAIM OI0KeTa; KOPPEKTUPYIOINX  MEpONpusTHiL. AHamM3 HeoO0XO0IUMO
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- KO3 PUIMEHTHl TEXHHIECKOH TOTOBHOCTH; MPOBOJIUTH PETYISPHO, B COOTBETCTBHH C YCTAHOBICHHOH Ha
- ko3¢h¢ummeHtsl o0med 3¢dexTuBHOCTH PpabOTHl | HNPEIIPUATHH NEPHOTUIHOCTHIO
00opynoBaHus;

- OTHOLIEHHE (PAaKTHIECKOTO KOJIMYECTBA PEMOHTOB K
IUIAHOBOMY KOJIMYECTBY.

Ilpy >TOM aHanM3 BBHINOJHAETCS  IEPCOHAIIOM,
OTBETCTBEHHBIM 32 PE3YJIbTaThl

2 AHalu3 CTaTUCTUYECKUX JIaHHBIX MO MOKaszaTessiM 1.1, | AHalu3 JaHHBIX OPraHU30BaTh HA PETYJIIPHOW OCHOBE, C
3aIlaCHBIM YacCTsM, 3aTpaTaM BeIeTCs YKPYINHEHHO WIM | LEJIbI0 CBOEBPEMEHHOIO IIIaHUPOBAHUSA

0 KaXKIOMY 000pYI0BaHUIO

3 Perynsapro BemeTcs aHanW3 Hanu4usA, OCTaTKOB | OpraHmM30BaTh MPOBEACHUE aHAIN3a Ha PETYJISPHONH OCHOBE
3aMacHBIX YacTel, M CPOKOB TIOCTABKU Jutst o0ecTieueHNs TeKy e eI TeTbHOCTH

4 AHanu3 Hanuuus B CTPaxOBOM 3amace 3amyactedd | OOecneduTh peryJsipHOCTh aHalu3a s TOIJCpKaHUS Ha
MPOBOJIUTCS HA PErYJISIPHOI OCHOBE TpeOyeMOM YpPOBHE C IENBI0 MCKIIOYSHHS JITUTEIBHBIX

IIPOCTOCB U CHUXKCHUSA CTCIICHU BJIIMAHUSA CPBIBOB ITIOCTABOK

HpeL[HO)KeHHI:Jﬁ MeTO[[I/I‘-IeCKI/Iﬁ MoaAXoJ MO3BOJIACT IPOBOAUTDH O6’I)eKTI/IBHyIO AUArHOCTUKY COCTOSHUA
cucreMbl oOecriedyeHHs HaJe)KHOH pabOTBl O0OpYIOBaHHS W BBIOMpAaTh IIyTH €€ COBEPIICHCTBOBAHUS HA OCHOBE
MOJYYEHHBIX PE3yJIbTAaTOB. DKOHOMHYECKHH 3((PEKT OT NPUMEHEHHS MPEUIOKEHHOTO MOAXO0Ja BBIpakaeTcs B
COKpAIIlEHHH YPOBHSI 3allacoB 3alaCHBIX YacTell M MATepPUANOB JUIS PEMOHTA U OOCIy)KUBaHUS OOOPYAOBaHUS MPH
OJTHOBPEMEHHOM YIIYUIIIEHUH CTPYKTYPHI 3TUX 3allacoOB W COKPAIEHUH KOJIMYECTBA CUTYaIlUil HE0OECIIEYeHHOCTH UMHU
MPOBOIMMBIX PaboT, @ TAKIKE B COKPAIICHUH 3aTPAT HA BBIOJHECHHE PEMOHTOB 3a CUET MPHOIMKEHUS MEKPEMOHTHBIX
LMKJIOB K ONTUMAJIbHBIM 3HAYCHUSIM U OOJiee palMoOHAIbHOMY PacX0JI0BaHUIO PECYPCOB.
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INDUSTRIAL ENTERPRISE

Abstract:

The article discusses a methodological approach to improving the system for ensuring reliable operation of
equipment at an industrial enterprise. The approach is based on a comprehensive assessment of the system
through the areas of maintenance, planning, supply, information, analysis and control, taking into account
the PDCA cycle (plan - do - control - analyze). The approach takes into account the influence of all
components and allows us to identify possible areas for improvement.
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YAK 338

HIaxorknua UHna BaagumupoBHa,

CTYJZIEHT,

kadenpa «Kona yrnpasjieHUS U MEKIUCIUILINHAPHBIX UCCIIEIOBAHUN (IeIapTaMeHT )y,

WHCTUTYT SKOHOMUKH U yIIPaBIECHUS,

OI'AOY BO «Ypanbckuil QemepanbHBId yHUBEepCHTET WMeHH mepBoro llpesmpenta Poccum B.H.
Ensnuna»

r. ExarepunOypr, Poccuiickas ®enepanust

HUCCIEJOBAHUE MEXAHU3MA ®YHKIOUMOHUPOBAHHUA U BU3HEC - INPOIIECCOB
TPAHCHOPTHO-JIOTUCTUYECKOMN CUCTEMbI METAJLTYPITHYECKOT' O
HOPEAIIPUATUS

AnHomayus:

B crarbe 0000111eHbI (paKkTOPBI, BIUSIONINE HA BRICTpanBaHue d3(PEKTUBHOM TPAHCIIOPTHO-JIOTUCTHYECKOI
CHCTEMBI, BBlAEIsAEMble pa3sHbBIMH aBropamMu. CQopMmynnpoBaHa OCHOBHas mpoOlieMa B paMmKax
0003HaYEHHOI'O HANpaBJCHHsS HCCIENOBaHMS Ha JTane (QopMUpoBaHMS M (DYHKIMOHUPOBAHUS
TPAHCHOPTHO-JIOTUCTHYECKOH CHCTEMBI IMPEANPUATHS, SIBIISIOIICHCS BaKHBIM 3BEHOM JAESATEIbHOCTH
MIPEANPUSITHS, HATIPSIMYIO BIMSIOIINM Ha €ro 9KOHOMUYECKYI0 3() heKTHBHOCTb.

Knioueswvie crosa:
Jloructrka, IepeBo3KH, (PaKTOPBI, IPOMBIIUICHHOE TP SATIPUATHAE, TPAHCIOPT.

Tpancnopt siBiseTcs BaKHEHIIUM (akTopoM 3(h(HEKTHBHOTO Pa3BUTH SKOHOMHUKH. CTaHOBIICHHUE PHIHOYHBIX
9KOHOMHYECKHX OTHOLICHHWH YCHJIMBAET 3Ty pOJb TPAHCIOPTA, TaK KaK IPH €ro HEMOCPEICTBEHHOM YYacCTHH
(opMupyIOTCSl perHoHaNbHBbIE TOBapHbIE PHIHKKA. CTaHOBUTCS OoJyiee aKTyaldbHOW TIJlaBHas 3ajada TpaHCIopTa -
ycKopeHue 000poTa MaTepHaIbHBIX IIEHHOCTEH, JOCTaBKH TOTOBON MPOAYKIIUH, YTO MPSMO 3aTparuBaeT 3JKOHOMUYIECKHE
MHTEpEChl KaK MPON3BOJUTENEH, TaK U TOTPeOUTEIEeH.

OcHoBHasg mpobiemMa B paMKax OOO3HAUEHHOI'O HAIPAaBICHHUS MCCICIOBAHUS COCTOMT B HECOBEPIIECHCTBE
MeToJu4Yeckoro obecriedeHus (GOPMUPOBaHUS W (PYHKIMOHMPOBAHMS TPaHCIOPTHO-JOTHCTUYECKOW CHUCTEMBI
HPENIPHUATUS, YTO OOYCIOBIEHO OTHOCHUTEIBHO HEOONBIINM CpPOKOM MOSIBICHHS COOTBETCTBYIOIIEIO HAyYHOTO
HalpaBJICeHUS W IIPOJOJIKEHHEM CTAaHOBJICHUS JAHHOW CHCTEMBI KaK BA)XHOTO 3BEHA JEATENbHOCTH INPEANPUSATHS,
HAIPSAMYIO BIIUSIOLIETO Ha €ro 9KOHOMHUUIECKYIO 3()(EeKTUBHOCTS.

I'maBHast 3ama4a JIOTHCTHYECKOTO IpoLecca MPEANPHITH — 00ECIeUNTh BEICOKYIO CKOPOCTh JIOCTAaBKHU I'py3a,
€ro COXPaHHOCTh U Ka4eCTBEHHYIO 00paboTKy. UTOObI MOHATH, KaK BEICTPOCHHBIH JIOTHCTHYECKHI MTPOIIECC CIIPABIAETCs
C 9THM, JIeNIaeTcsi OleHKa 3 (HEeKTUBHOCTH TPAHCIIOPTHON JIOTUCTHKHU. Ee 11enb — BBISIBUTh M YCTPAaHUTh cadble MecTa B
pabounx Tporeccax, MOBBICHTh CKOPOCTH, a TAK)Ke KaueCTBO OKa3zaHus ycuyr [1, ¢.241].

[Nokazatenn >¢GQPEKTUBHOCTH TPAHCHOPTHOM JIOTMCTHKM HANpsMYyIO BIHMSIOT Ha KOHKYPEHTOCIIOCOOHOCTS,
CKOpOCTb 0OpaOOTKM M JIOCTaBKH TOBApOB, CTAOMJIBHBIH IIOTOK KIMEHTOB M POCT JIOXOAOB HPEANPHUATHA. ITO
TapaHTUPyeT HU3KYI0 CTOMMOCTh M BBICOKOE KAueCTBO OKa3aHMs YCIyr. A U1 NpeAnpHUSTHs BBICOKHH YpOBEHb
3¢ HEeKTHBHOCTH TO3BOJISAET:

- CHU3HUTb CKJIAJICKHE 3a11achl TOTOBOM MPOM3BEICHHON POTYKITIH;

- YMEHBIINTH BPEMs M ONTHMHU3UPOBATH PACXO/Ibl HAa JOCTaBKY TOBapa MOIY4aTeNsIM;

- CHU3HTH 3aTPAThl HA COJIEPYKAHHUE CKIIAJCKHIX IOMEIIEHUH 1 TEXHUKH;

- IOBBICUTH MPHOBUTb IIPETPHUSITHSL.

Beiensror 1Be npo6iaeMbl oLeHKH 3 pEeKTHBHOCTH JTOTUCTHYECKUX TPOLIECCOB!

- HaIM4ue psAla acleKTOB K y4eTy, KOTOpbIE BBIP@XKAIOTCS, KaKk B OOBEKTHUBHBIX, TaK M B CyOBEKTHBHBIX
MOKa3aTeNAxX, U3-3a 4Yero BOZHUKAET CIO0KHOCTh B IPUBEJICHUU PE3yJIbTATOB K €IUHBIM NTapaMeTpam;

- 00BEKTUBHOCTH COITOCTABIICHUS MOIYyYEHHBIX PE3yJbTAaTOB B MPOLIECCE OLIEHKH C IMOCTABICHHBIMHU LEISIMU
HIPEAIIPUATUEM.

YroObI M30€KaTh ITHX MPOOIIEM U C/IeNIaTh yIIPaBICHUE IPOLIECCOM NPOLIE U JIErye, BBOAATCS SANHBIE KPUTEPHU
oueHKH. TakuM 00pa3oM MOXKET IOCTUraThCsl HE00X0uMast Pe3yJIbTaTHBHOCTh MEPOIIPUSI THSI, YTO ITO3BOJISIET PAMOTHO
ONITHMHU3MPOBATh paboyre MpoIecchl Ha NpakTHKe. [lo TakuM KpHUTEpUsM HPOBOAUTCSA OIEHKa 3(PQEeKTUBHOCTH
TPaHCHOPTHON JTOTHCTHKH MPEIIPUATHS:

- CyMMa H3JepXKeK. OTa 4acTh HANpsMYyIO CBA3aHA C aHAIM30M OOIIMX 3aTpaT Ha IPOBEACHHE DPA3IMIHBIX
JOTUCTUYECKHUX omepanuii. V3aepsKKku MOTYT OBITh OILICHEHBI C YYETOM PacXoJ0B Ha BO3MOXKHBIE MOTEPH OT PHCKA.
BoIBoauTcs nMaHHBIN KpPUTEpUH B IIPOLIEHTHOM COOTHOLIGHWH K CTaHJApTHBIM Moka3zaTeasiM. CaMbIM TOYHBIM
MOKAa3aTEeNEM SIBISIETCS OTHOIICHHE M3/EPXKEK K 00beMy NPOaax;

- 0011ast JUTUTENEHOCTD OJJHOTO JIOTMCTHYECKOT0 IMKJIa. JJaHHBIH KpUTEpHil OTBEYAET 3a OLIEHKY UM TEIbHOCTH
oJHOro 3aKka3a. OH ABIAETCS CaMBbIM JIETKUM B BBIUHCIICHUH, TaK KaK HA HET'0 He BIUSIOT IpyTrHe JaHHBIC,
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- IPOJAYKTHBHOCTH JIOTUCTHYECKOTO LUKIA. JIOTMCTHYECKUI LUKII SIBISIETCST Ba)KHBIM IOKa3aTeNleM, TaKk Kak
paccmatpuBaeT 9SG (GEKTHBHOCTh CKBO3HBIX OHW3HEC-OIepaluii U, CIIeA0BAaTEIbHO, OTKPBIBAET BO3MOXKHOCTH
3HAQUUTENbHBIX YIIy4YIIEHWH, KOTOpbIE YacTO YIYCKalTCs M3 BHJY B IUIAHOBBIX IPOrpaMMax MOBBILICHHS
3¢ (EeKTHBHOCTH.

- Ka4eCTBO CEepBHCA. JTOT KPUTEPHUl SBISETCS CaMbIM MPOOJIEMHBIM, TaK KaK OT3bIB O MpOJeiaHHOil paboTte
MOXKHO TOJYYUTh CIIYCTS HEKOoTopoe BpeMmsa. lcmomb3ys cTaHmapTHBIE METOIBI, MOXXHO IIOHATH, YTO KadecTBO
U3MepsIeTCS B HAIGKHOCTH, CKOPOCTH NPEO0CTaBICHHUS YCIyT U Oe30macHoCTH [2, ¢.98].

Kpome Toro, B IOTHCTHYECKOH OTpacid, KaKk W B JIIOOOM OM3HECe, CyNIECTBYIOT CBOW CHEIH()HUYCCKIE
TIOKa3aTeNy pe3yIbTaTHBHOCTH, K HUIM OTHOCSITCS, HAaITpUMep:

- (hakT 3aKITFOUEHUS JOTOBOPA ¥/ BEITIOHEHUS 3aKa3a, Kak U (hakT 0TKa3a OT JOrOBOPA;

- CBOEBPEMEHHOCTb  BBIIIOJIHEHMS| 3aKa3a, JTala TPAHCIOPTHPOBKH, O(GOPMIICHUS
MOTPy30pa3rpy30uHBIX paboT U T.11.;

- pacxoq I'CM u 1pyrux pacxoJHbIX MaTepHaioB Ha €IUHUILY PACCTOSHUSL.

Taxke B KadecTBE KIIOUEBBIX I[IOKa3aTeleH MOTyT OBITh HCIOJB30BAHBI IOKazaTenu 3ddexTuBHOCTH
UCIIOJIb30BAHMUS CPEJICTB, HAIIPHUMED:

- COOTHOIIIEHNE CTONMOCTH JTOCTaBKHU K TPOJAKaM;

- Cpe/HsIsl CTOMMOCTD JIOCTaBKH €MHHUIIBI IPy3a WK MECTa B TPAHCIIOPTHOM CPEJICTBE;

- BBITIOJTHEHHBIH 3aKa3 - 3aKa3 CAMTACTCS BBIIIOJTHEHHBIM, €CIIM BCE OIEpaii OBLIH COBEPIICHBI Oe3 OIIMOOK H
B IIOJJHOM COOTBETCTBHM C YCIOBHSMH jaoroopa. MHuekc coBepuieHHoro 3akasza (perfect order index wmm POI)
paccuHTHIBaeTCS B MPOIEHTaX OT obmero kommdectBa 3aka3oB. Mumekc POI paccumTriBacTCs mpou3BeAeHHEM TPEX
MOKa3aTeNen:

- cBoeBpeMeHHOCTh gocTtaBku (OTD);

- YKOMIIJICKTOBAHHOCTh: KJIMEHT MOJYYMII TOT Jke 00bEeM TOBapa, UTo 3aKa3bIBal;

- 0e30mMO0YHOCTh: HET MOBPEXKICHWH M OTKIOHEHUH B TPAHCHOPTHPOBKE, COIMYTCTBYIOIIAS JOKYMEHTallis
cocTraBjieHa KoppekTHo [3, c.111].

IMokazaTens cBoeBpeMeHHOCTH focTaBku - On-time delivery (OTD) - noka3arenb cuntaercst OJJHUM U3 HauboJee
BKHBIX B JIOTHCTHKE, TaK KaK OH HAINPSIMYIO BIMSAET Ha yIOBJICTBOPEHHOCTh KJIMEHTA.

Jns manpHEWnero UCCIeI0BaHUs PAacCMOTPUM IKENE3HOIOPOIKHBIN M aBTOMOOMIEHBIH TPAHCIIOPT, KOTOpPHIC
3aHUMAIOT JTUIUPYIOIIee MOJIOKEHIE Ha PHIHKE TPAHCIIOPTHBIX yCIYT — CpaBHEHHE IPEACTABICHO B Tabmwme 1.

JAOKYMCHTOB,

Tabnuia 1 — CpaBHUTENbHAS XapaKTEPUCTUKA KEJIE3HOJOPOKHOTO M aBTOMOOMIILHOTO BUJIOB TpaHcmopra [3, ¢.21]

Bup tpancnopra JlocTouHcTBa Henocrartku
= 1 BO3MO>XXHOCTB TIEPEBO30K MACCOBBIX I'PY30B 1 Hu3kast OCTYMHOCTh K KOHEYHBIM TOYKaM
2 2 BrIcoKas perynspHOCTb IEPeBO30K noTpedIeHns
§ 3 OTHOCHUTENBEHO HU3KHE TapH QB 2 Henocratouno BBICOKAas CTENeHb
& 4 He3aBUCUMOCTb OT KIUMAaTHUECKUX U | COXPAHHOCTHU rpy3a
5] MOTOTHBIX YCIOBUI 3 MemienHas ckopoctb mepeBo3ku (180 — 330
E KM B CyTKH)
5 4 DddexTBeH TUPH HCMONB30BaHWUM Ha
A paccrostaus cBbiie 200 — 300 kM
1 Bricokast 1OCTYITHOCTb. 1 CpaBHUTENFHO  BBICOKAas  CTOMMOCTH
2 BO3MOXHOCTh IOCTAaBKM Ipy3a OT «ABEPU K | IEPEBO30OK
JIBEPI 2 3aBUCHMOCTh OT IOTOIHBIX M JOPOXKHBIX
3 Bricokas ckopocTb goctaBki (60 — 90 km/yac) | ycinoBui
= 4 BbIcokas MOOWIBHOCTh, MAaHEBPEHHOCTb, | 3 Hu3kas mpon3BOANTENHHOCTH
2 I'HOKOCTB 4 DKOJNOTHYECKH  «3arps3HAIONIMI»  BUJ
é 5 BO03MOXHOCTh OTIpaBKM Ipy3a MaJIbIMHU | TPaHCIOPTa
3 HapTUSIMU
S 6 Bricokas coxpaHHOCTB Ipy3a
E 7 Bo3aMO>KHOCTB BBIOOpa Hanbomee moaxo IS IIero
© NEPEBO3YHKA

ITpu BBIGOpPE BUIA TPAHCIOPTA CIIEAYET YyUUTHIBATD:
- ypOBEHb 00BEMa Pa3oBOil NOCTABKH;
- YpoBeHb Tapuda JIOTHCTHYECKUX IOCPEIHUKOB (YTO ONPEAENSIeTCS HMCXOHAS U3 CIOXKUBIIUXCS II€H Ha

TPAaHCIOPTHOM PBIHKE);

- BpeMsi HaxOXACHHsS MaTepUalbHOrO MOTOKAa B MyTH (YTO 3a(UKCHPOBAHO B JIOTOBOpPAX IMOCTABOK HIIH
CIIPAaBOYHO MPENOCTABIACTCS JIOTUCTHYECKUMH [TOCPEIHUKAMH ).

Kpome Toro, mpu BeIOOpE pa3muyYHBIX BHIOB TPAHCHOpPTAa I OCYIIECTBICHHSA IIEPEBO30YHOTO IIpolecca
HEOOXO/MMO YYMTHIBaTh M LENbIH psx OpYrux (pakTopoB, KOTOPHIE CYLIECTBEHHO BIMAIOT Ha 3()P(EKTHBHOCTH €ro
UCIIOIb30BAHNUs, CHIDKEHUE Ce0ECTONMOCTH MEPEBO30K U MOBBIMICHHUS UX PEHTA0eIbHOCTH.
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Hawubonee BaKHOW LENBIO, KOTOPYIO CTaBAT Mepea cOO0i MPOMBINUICHHBIC XOJNIUHTH, PElias TPAHCIOPTHO-
JIOTUCTHYECKUE 3aJaud, SBISICTCS OSKOHOMHS WM3JEPIKEK, CBA3aHHBIX C TMOTPEOJICHHMEM, MPOU3BOACTBOM U
pacrpeneneHieM MPOAYKIMH. DTOMY CIIOCOOCTBYET CBOEBPEMEHHAsl MMOCTABKAa TPY30B U TOBAPOB B ONTHMAaIbHOM
KOJIMYECTBE M COTJIACOBAaHHOM HOMEHKIIAType, B TpeOyeMblil CpOK, 4TO MMEeT BakKHOE, a MHOTJa U ONpeelsioliee
3HAYCHHUE JJIs IOBBIIICHHS KOHKYPEHTOCIIOCOOHOCTH IPEANPHUsITHs. B HacTOsIIee BpeMsI HEOCTATOYHO OCYIIECTBIIATh
yIpaBJIeHHE LEMsIMH MMOCTABOK Yepe3 MPHU3MYy OCHOBHBIX (DYHKIIMOHAIBHBIX OOJIacTel: 3aKyIKH, TPAaHCHOPTHPOBKA,
CKJIAJIUpOBaHKe, yrpasieHue (uHancamu, cObIT u ap. COBpeMEHHbIC TEHICHI[MHM Pa3BUTHS PHIHOYHONW SKOHOMHUKH
MPEIIoNIaraloT HHTErPUPOBAHHOE PACCMOTPEHHE BBIIICYKa3aHHbBIX 00IaCTe.

B cuny cnenuduvecknx 0COOCHHOCTEH METAJLTyprHYCCKUX MPOHM3BOJCTBCHHBIX MPOIIECCOB JIOTUCTHYECKAS
UH(pACTPyKTYpa — BHYTPH3ABOACKOU TPAHCIIOPT (PKEIE3HOJOPOIKHBII 1 aBTOMOOHIBHBIN, CIICIUATBHBII aBTOTPAHCIIOPT
JUIE TEXHOJIOTMYECKHX IEPEeBO30K) M CKIAAbl NPEANPHUITHS — UIPAlOT BAXHEUIIYI pOJIb B IPOU3BOJCTBE.
HHubpacTpyKTypa HEMOCPEACTBEHHO BIIUSCT U Ha XO/I BHIIIOJIHEHUS IIPOU3BOCTBEHHOM MPOrPaMMBbI, ¥ Ha CE0ECTOMMOCTh
TOTOBOM mpoaykimu [4, ¢.97].

CxemaTiHyHOE Ipe/ICTaBIeHUE MPOLeCcca BHY TPEHHEH JIOTMCTHKH Ha MPEANPHUATHH MPEICTaBICHO Ha pUCYHKeE 1.

cHa0KeHIIE TTIPEJIIPUATHUE CcOBIT
JIOTHCTHKA BHYTPEHHSS JIOTHCTHKA
"Ha BXozme" JIOTHICTHKA "Ha BpIXOa¢c"

Pucynok 1 — IIporecc BHyTpeHHEN JIOTUCTHKH [4, ¢.99]

VYuuteiBas crnennpudeckne 0COOEHHOCTH METAJUTyPTrHYecKUX MPEANpPUATHH, CTAHOBHUTCS OYEBHIHO, UTO
(hyHKIIMN TPaHCIIOPTHOM JIOTUCTUKY WUTPAIOT JKU3HEHHO BAXKHYIO POJb B COATAHCMPOBAHHOM Pa3BUTHHU IPEANPHUATHS.
CTaHOBSCh «Y3KHM MECTOMY», OTH (PYHKIHWH HAYMHAIOT CACPKHUBATH Pa3BUTHE MPOHM3BOJCTBA, aKKYMYIHPYIOT B ceOe
CYIIIECTBEHHBIE M3EPIKKH F, B KOHEYHOM HUTOT€, HETATHBHO BIUSAIOT HA CBOEBPEMEHHOCTB OTTPY3KH T'OTOBOU MPOIYKIIUI
KITUCHTAM.

B Hacrosiiee BpeMs y METaLTyprudeckux NpeanpusTHi, IpH yBeandeHnn 00beMoB nponsBoacTsa Ha 20-30%
B I'0fl HaOJII0aeTcsl HENPONOPLIUOHATIBHBIA POCT 3aTpaT, CBA3aHHBIX C JIOTHCTHKOM, — Ha 40—-60% 3a TOT e nepuo. 1o
TOBOPUT O HECAOCTATOYHOM W HEPpAllMOHAJIBHOM PAa3BUTUU MPOLECCOB TpaHCHOpTHOﬁ JIOTUCTUKU PA3BUTUIO JIOTUCTHUKHU
[5, c.156].

Ha npennpustusx B mepBy0 ouepelb, TJIaBHBIM CUUTAETCs OOHOBJICHHE TEXHOJOTHMUYECKOro 000pYyIOBaHUS
OCHOBHOT'O TIPOM3BOJICTBEHHOTO IIMKJIA, a PELICHHUIO JIOTUCTHYECKHX 33/1a4 IIPHJIAeTCs BTOPOCTEINIEHHOE 3HAYCHHUE, MTPH
9TOM, OpraHu3amnus Mpon3BOACTBA B COOTBETCTBUHU C JIOTUCTUYCCKUMU MPUHITUIIAMHU crocoOHa TMPUBECTU K COKPAIICHUIO
U3JepIKeK Ha BHy TpU3aBocKue nepemenieHns 10 30%. [ToTeHnman cHImKeHHS 3aTpaT BO3MOXKEH YKe ITPH PEIICHUH TIATH
KITIOYEBBIX MPOOIIEM JIOTUCTHKH TPEIIPHSTHS.

Ocoboro BHUMaHHSA K cede TpeOyeT aBTOTEXHUKA — Ha MPEANPUATUAX ATO Hambolee MOCTYIHBIN pecype. Kak
MIPaBUJIO, ABTOTPAHCIOPT HYXEH IPAKTHYSCKH BCEM NOIpAa3eIeHIsIM, HadyWHAas OT IIPOW3BOACTBEHHBIX IIEXOB
(crienTexHUKA) M 3aKaHYHBAsI PYKOBOJUTEISIMU OTACIOB (CIyKeOHBIe aBTOMOOWIN). TeHIEHINS TaKOBa, YTO HA MHOTHX
IPEeNIPUATHAX HAYaT IPOLECC MepexoJa Ha ayTCOPCUHI: TPAHCIOPT, NPUIMCAHHBIN K pa3IM4YHBIM IOAPa3JEJICHUSAM
3aBo/a, epeaaeTcs B CreualIn3upoBanHoe npeanpusaTie. I exT, Ha mepBbli B3I, OT Ipoliecca oueBuIeH. BMecto
pacCessHHbIX PECypCOB MOSBISETCS LEHTPATM30BAHHBIH Trapak M CKIaJ 3am4acTed, coKpaimaercs oOlee YHCIo
MEXaHUKOB M JIEKTPHKOB.

Tem He MeHee, Ha OOJBITMHCTBE NMPENNPUATHI aBTOTEXHHUKA BCE €IIe PacIpeNenseTcs Mo IOApa3AeICHUsIM
COrjlaCHO MNPCABAPUTCIILHBIM 3adBKaM Ha KOJMYCCTBO C€AUWHUI] TPAHCIIOPTAa HYXHOTO THIIA U TI'PY30IOABCMHOCTH.
CKITaickoMy X03HCTBY — JJIs TIEpeMEIIeHHST TOBapHO-MaTePHAIBHBIX [IEHHOCTEH B I1eXa M MEXIy ckiamamu. [lexam —
JUISL TEXHOJIOTHYECKUX TEepPeBO30K M caMoBbIBo3a TMII co ckmamoB. Kpome 3Toro camo aBTOmpeAnpusITHE MPHU3BAHO
pemarts 3amaun o gocraBke TML] oT mocTaBIIMKOB Ha CKIIAIBI CHAOKEHHS M TOCTaBKE TOTOBOM MPOIYKIINH KIIMEHTaM
[6, c.172].

[Ipu Takom moaxoxe TpeOYIOTCS NOTONHUTENBHBIC OPTaHU3aI[MOHHBIE MEPBI IS MEPUOANICCKOTO KOHTPOIIS
Pe3yJIbTaTUBHOCTH HCIIOJIB30BAHUS TPAHCIIOPTa, YTO, pa3yMeeTcsl, BecbMa 3aTpaTtHo U HeaddektusHo. [Ipu nedunure
)K€ aBTOTEXHUKH 3aKa3UUKH CTPEMSTCS «3a0pOHHPOBATE» 32 COOOH OOJNBIIe SAMHMII, TEM CaMbIM eIle Ooiee ycyryomss
1 0e3 TOro HEeMpPOCTYIO CHTYAIIHUIO.

B Hacrosmiee BpeMs, COTJIaCHO CTaTHCTHKE, CBBINIE 85% OT 00mero o0beMa MEXIEXOBBIX ITEPEBO3OK
OCYIIECTBIISIETCS. C ITOMOLIBIO JKENE3HOJIOPOKHOIO TpaHcropTa. Kpome TOro, BHYTpH3aBOJCKHE JKENIE3HBIE JIOPOTH,
pabotas mo emuHOMY co craHmusMu mpuMbikaHus OAQO «PX]I» TexHOIOTHYECKOMY TIpoIecCy, OOEeCIeYnBaIOT
METAJLITY prudeCKO€ MpCAnpuATrueC MOCTOSIHHOM CBSA3BIO C CETHIO TOCyJapCTBEHHBIX MaFHCTpaJ'IefI.

OCHOBHO#1 3a/1a4eli TOT0 BH/IAa TPAHCIIOPTA SBIIsICTCA HanboJee OBICTpOe 0CBOOOXKICHIE BATOHOB [UIS CIa9H FX
Ha CTaHIMIO NPUMBIKaHus. [Ipu 3TOM BaXKHYIO POJIb UTPAET 00ECIeUeHNE MEPEABIKEHHS U IIOrPY30YHO -pasrpy30YHbIX
paboT Ha COOTBETCTBYIOMHX (POHTAX B MaKCHMAaIBHO KOPOTKHE CpOoKH. OmHAKO ceifdac Ha MHOTHUX TNPEANPUATUIX
JKEJIE3HOJJOPOXKHBIH 1IeX padoTaeT B peKHME «IOXKAPHOW KOMaHJIbI», CTapasich ONEPATUBHO PearupoBaTh Ha IOCTOSHHO
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MOCTYHAIOIIKE HOBBIC MOTPEOHOCTH. [IpHYMHBI ATOr0 KPOIOTCS U B HEJOCTATOYHOM ILIAHHUPOBAHUM, U B OTCYTCTBHH
JUCIUIUTAHBL pa0OThl IIEXOB, M B CKyJHOW HWHGOpPMAIMK O TMOAXOJC BaroHOB, U B Hed(hEeKTHBHOH pabore c
MOCTaBUIMKaMU IO 00€CTIEUEHUIO PAaBHOMEPHOCTH MOCTABOK BaroHamH.

BHyTpHu3aBo/cKast TOTHCTHKA METAIITY PTHIECKOTO IPEAIPHATHSI XapaKTEPH3yeTCsl CIIETYIOINMHU TapaMeTPaMHu:

- HATMYUEM MOIIHBIX OTOKOB OOJIBIIOTO YHCIa TSUKEBIX TPY30B (KelIe3Has U MapraHIeBas pya, JIOM, yroJlb, OTHEYTIOPHL,
MpOKar);

- OONBIIMMH U TOCTOSHHBIMHU TIOTOKAaMHM CIeNU(HUIECKHX TPy30B (OTHEHHO-XHIKHE METAIN M IITaK, TOPSYHe CIUTKH,
arjoMepar);

- CPAaBHUTECJIBHO MCHEC 00BEMHBIM rpy3000TOKOM MAaTCPHUAJIBHO-TEXHUYECCKUX PECYPCOB IJIA ueneﬁ KalTMuTaJIbHOI'O HWIIH
TEKYLIETO PEMOHTA U CTPOUTEIBCTBA,

- IOCTaTOYHO OOJIBIINMHU PACCTOSIHUSIMU HEPEBO30K (HECKOJIBKO JECATKOB M COTEH KMIOMETPOB JKEJIE3HOJOPOKHBIX IyTeH
U aBTOHOPOT);

- MHOT0OOpa3ueM HCIIOIB3YEMBbIX BUIOB TPAHCIIOPTA (TUIIOB IOABHKHOTO COCTAaBa M IPY30BOr0 aBTOTPAHCIIOPTA);

- Pa3HOYAAJICHHOCTBHIO ¥ OOJIBLIMM KOJHMYECTBOM LIEXOB U CKJIATOB (HECKOJBKO JIECATKOB);

- HAJIMYMEeM MHOTOYHUCICHHBIX U MHOTOO0OPAa3HBIX MOABEMHO-TPAHCIIOPTHBIX YCTPOKCTB, BCIIOMOTaTEIEHOI0 000y I0BaHHs
[7, c.65].

[pu3HaTe Hanmuuue mpobieM Ha CBOEM MNpexnpusTHH Hempocto. OAHAKO M 3TO TONBKO Hadano myTH. HeoGxomumo
BBICTPOUTH T'PAMOTHYIO CTPATCrui0 INPUHATUA peLueHnﬁ C TEM, 4TOOBl MHHUMAJIbHBIMH 3aTpaTaMu JOCTUTHYTh MaKCHUMAJIbHOT'O
9KOHOMHYECKOTO dexra. st 3TOro npexe Bcero HeoOX0aUMO MOHATh, K 4eMY CTPEMHThCS.

IIpn >TOM, HECKONBKHMX THIOBBIX 3()(EKTUBHEIX PEIICHHH, KOTOpblE MOXHO OBUIO OBl NPUMEHHTh Ha COOCTBEHHOM
HPENpPUSATHH U Cpa3y OIIyTHUTh ONTUMU3AIHKIO NIPOLEcca, HEBO3MOXKHO - HE CYNIECTBYET €IHHOM CXeMBI YCIIEITHOH pabOThl CHCTEMBI
JIOTUCTHKH, OIUHAKOBOH JUIA BCEX, TaK KaK MPUIMHBI IPOOIEM MOTYT OBITh TaK XKe Pa3IMYHbI, KAK U CAMH HPEIIPHATHSA, JaKe eCIIH
OHH paboTalOT B OJHOH oTpacinu. BmecTe ¢ TeM, NPHHIMIEI OpraHu3auuy 3()(HEKTUBHOH CHCTEMBI JIOTUCTUKH OIMHAKOBEI, YTO
HO3BOJISIET YTBEPIKJIATh, YTO BHEJPEHHE MEXaHM3MOB COBEPIICHCTBOBAHMUS YIIPABICHHS TPAHCIIOPTHO- JIOTHCTHYECKOH CHCTEMBI Ha
METaJUTypTUYEeCKNX HPEANPHUATHAX, MO3BOIMT IOJHATH IIOKA3aTEIH TPAHCIOPTHOW JIOTHCTHKHM Ha HOBBIH HPO(ecCHOHAIbHBIH
YPOBEHb.

CIIMCOK UCIIOJIb30BAHHBIX HCTOYHHUKOB

1. Kypranos, B.M. Jlorucruieckue TpaHCHOPTHBIC MOTOKH: Y4eOHO-NpakTHieckoe nocobue / B.M. Kypranos. - Mocksa: Bricmras
mikoja, 2017. — 678 .

2. Ceprees, B. I1. Ynpasnenue nemsmu nocraBok: yueOuuk st By3os / B. 1. Ceprees. — Mocksa: M3natenscto IOpaiit, 2022. — 480
c.

3. JleBkum, I'. I'. KonTposunHr norucruueckux cucreM: ydebnoe nmocobue mist Byzos / I'. T'. Jlekun, H. b. Kypmakosa. - Mocksa:
IOpaiir, 2021. - 166 c.

4. Tamxunckuit A. M. Ilpaktukym no soructuke / A. M. I'ajpkunckuit. — 8-e m3n. — M.: U 31aTenbcko-Toprosast KOpopamust
«JlamkoB u K°», 2018. — 312 c.

5. llymaes, B. A. OcHoBbl norucTHKH: y4eb. mocobue / B. A. IllymaeB. — M.: FOpuamdeckunit uacruryt MUUT, 2016. — 314 c.

6. Hownann Jx. Bayspcoke, HdeiBun [x. Knocc. Jlorncruka. MHTerpupoBanHas 1ens nocraBok. 2-¢ m3n./ [Ilep. ¢ anrm. H.H.
Bappimrauxosoit, b.C. [Tunckepa] — M. M3natensctBo: «Onumn-busnec», 2017. — 640 c.

7. Ceprees B.U., Kuzum A.A., DnbsmeBud [1.A. I'moGanbHble Toructuaeckue cucreMsl: Yu. noc. - CI10.: busnec-npecca, 2020 - 240
c.

Shakhotkina Inna V.,

student,

Department "School of Management and Interdisciplinary Studies (Department)”,
Graduate School of Economics and Management,

Ural Federal University named after the First President of Russia of B.N. Yeltsin
Yekaterinburg, Russian Federation
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Abstract:

The article summarizes the factors influencing the formation of an effective transport and logistics system,
identified by different authors. The main problem is formulated within the framework of the indicated
research direction at the stage of formation and functioning of the transport and logistics system of the
enterprise, which is an important link in the activity of the enterprise, directly affecting its economic
efficiency.

Keywords:
Logistics, transportation, factors, industrial enterprise, transport.

531



PA3BUTHUE BU3HECA: CTPATEI'UU, IIPOEKTbBI, PUHAHCBI U KOMMYHUKALIUU

YK 005

Baxaymun Esrennii Cepreesuy,

CTYZIEHT,

kadenpa MEHePKMEHTa, IIKOJIa YIPAaBICHUS U MEXIUCHUIUIMHAPHBIX UCCIIEJOBAHMUI,

WHCTUTYT S5KOHOMUKH U yIIPaBIECHUS,

OI'AOY BO «VYpanbckuil (emepanbHbelii yHHBepcuTeT MMeHH mepBoro Ilpesmmenta Poccun B.H.
Ensnuna»

r. ExatepunOypr, Poccuiickas ®eneparust

YTO UBMEHUMJIOCH C BBIXOJOM YKA3O0B IIPE3UJIEHTA P® Ne 166 U 250

Annomayus:

B cratpe paccMoTpeHs! 1 0000mIeHs TpeboBanus Yka3os [Ipesnnenra Poccuiickoit @eneparmu B o0macTa
nHpopmaronHoii 6ezonacHocty. [IpoBeneH aHanM3 W chelaHbl BEIBOABI O BIMSHUM TakUX YKa30B Ha
OTpacib 1 0€30I1aCHOCTh I'OCY JApCTBA.

Knroueesvie cnosa:
HNudopmanmonnas  0e30macHOCTb,  yKa3, KpUTHUecKas  HWH(oOpMalMoHHas  WH(pacTpyKTypa,
HMIIOPTO3aMEIICHUE, KATATH3aTOp, MPOCKT.

B cBs3m ¢ HecTaOWIIBHOH  TCONMOJUTHYECKOW OOCTAaHOBKOH  KPUTHYECKHE, CTpaTEerMueckue |
cucTeMooOpa3yrolne NpeANpUITHSs U TOCY1apCTBEHHBIH cekTop Poccuiickoit Deaepanyu cTainu HeasaMu U OTIENbHBIX
KHOEPIPECTYITHUKOB M XaKEPCKUX TPYHIUPOBOK, a TAKXKE OMPEAETICHHBIX MOAPa3AeICHI HHOCTPAHHBIX CIIEHaTbHBIX
CIIy0. DTO TMOCITYKWIO MPUINHONH HEOOXOAMMOCTH Ka4eCTBEHHOTO YJIYUIIEHUST YPOBHS KHOEpOe30acHOCTH CTpPaHbl.
Juis peanuzanuu 3T10# 1ienu B Mae 2022 rona ObUT BRIYIICH U oyONiKoBaH Yka3 [Ipesunenta Ne 250, KOTOpEI, TOMIMO
IpEeIbSBICHUS ONPEACICHHOTO IEPEYHs TPeOOBAHNH K OpraHU3alusIM, TOCITY KM KaTaIM3aTOPOM BOBJIICUECHUSI BBICILIETO
PYKOBOJICTBA OpraHU3aLUi B MPoOJIeMaTHKy HH(POPMAIIMOHHON 0€30MacHOCTH, a TaK ke MHULUAIMH HEBHIAHHOTO paHee
B CTpaHe KOJMYECTBa IPOEKTOB B 00J1aCTH HH(POPMAIIMOHHONW G€30TaCHOCTH.

O uem Yka3bl1?

Vka3 Ilpesumenta Nel66 «O Mmepax 1o oOecleueHHIO TEXHOJOTHYECKOW HE3aBHCHMOCTH M 0€30MacHOCTH
KpuTHYecKoil nHdopmarronHoit nudpacrpykrypsl Poccuiickoit @enepannm» 611 omybiaukoBan 30 mapra 2022 rona
(Yka3 Nel66). Ilox mefictBue Ykaza Nel66 momamaroT cyOBEKTH KPUTHYECKOH HH(OPMAIOHHON HHOPACTPYKTYpPHI
(K1), ocymectBusromue 3akynku mo 223-®3. CornacHo TpeboBaHusIM Ykaza Nel66 opraHuzanuu, Iomaaaroiue Mo
€ro JIeWCTBHE:

o HE MOTYT OCYLIECTBJISITH 3aKyNKH HHOCTpaHHOro mporpammuoro obecrnedenus (I10) B memsx
WCTIOIh30BaHMs Ha 3HAUNMBIX 00bekTax KN (3OKNN);

. HE MOTYT OCYIICCTBIIATh 3aKYIKH YCIyr IS Hcmoib3oBaHUSA mHOocTpanHoro I1O ma 30KUU 6e3
coryacoBanus ¢ @enepansHBIM OpraHoM UcTONHATENBHOH BiiacT (PONB);

. ¢ 01 sBaps 2025 roga JOMKHBI IPEKPATUTh UCHOIb30BaHue HHOocTpanHoro 110 na 30KHNU.

Vxa3 Ilpesunenta No250 «O NOMONHUTENBHBIX Mepax Mo o0ecreueHro MHPOPMAMOHHOW 0e3011acHOCTH
Poccuiickoii deneparum» 6but omy6nukoBan 01 mast 2022 ropa (Ykaz Ne250). ITox neitcrBue nannoro Ykaza Ne250
MOTIA/1Al0T:

J OOUB;

o BeICIIne HCIOTHATEIBHBIC OPraHbl TOCYAaPCTBEHHOMN BIIACTH;
J Tl'ocynapcTBeHHBIC KOPHIOPANIMU ¥ KOMIIAHUY;

. Crparerndeckue NpeAnpUsATUS U aKIIHOHEPHBIE 00IIECTBA;

o CucreMo00pa3yrolue Opranu3aium;

. Cyo6bextsr KU

VYkaz Ne250 mpenpsBiser TpeOOBaHUS IO peai3aliy JOTIOTHATEIFHBIX Mep WH(QOpMamoHHOH 6e30MacHOCTH
(MB) x opranu3anysaM, yIIOMSHYTHIM BBIIIE, CPEIH KOTOPBIX:

o HA3HAYUTHh 3aMecTuTeNsl pykoBomurens no Wb u co3mate moxapaspencHue, orBeTcTBeHHOE 3a b B
OpTaHU3aIny;

o MIPOBECTH MHBEHTAPU3AIUIO JTOTOBOPOB C OPTaHU3aUAMH, OKa3bIBAIOIINMH yCIyTH 110 1B;

o MIPOBECTH OIEHKY 3aIUIIEHHOCTH CBOUX WH(POPMAIMOHHBIX CHCTEM H OPraHU30BaTh MOHUTOPUHT Ub;
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. npekpatute ¢ 01 sHBaps 2025 wucmonb3oBaHWE CPEACTB 3alIUTHl WHPOPMAIMU HHOCTPAHHOTO
MIPOU3BOCTBA.

Ykassl llpesugenra P® — kaTtanusarop aeidcTrBuil

[t Toro, 9To0BI 0 KOHIIA OIICHUTH BIHsSHUE YKa30B Nel66 n Ne250 BepHEMCS K MPOIIIOMY U PaCCMOTPUM B
PETPOCHEKTUBE MPEABIAYLIYIO TOJOOHYIO PAKTHKY.

ITomo6HOE y)e mpoucxoamio moutu 10 et Hazan. Yka3 [Ipesuaenta Poccuiickoit @eneparuu (PD) Ne3 1c «O
CO3[IaHUM T'OCYAApPCTBEHHOW CHCTEMBI OOHApY XEHHS, NPEAYNPEXKACHNS U JIMKBUJIAINU MOCICACTBUN KOMITBIOTEPHBIX
arak (I'ocCOITKA) na urdopmanuonnsie pecypcsl Poccutickoit @enepannm» (Ykasz Ne31c) 611 onmyOmukoBas 15 sHBapst
2013 roma M BbI3Ba pa3pabOTKy LEIOTr0 psiia HOPMATHBHBIX MPABOBBIX AKTOB M HHUIMAIMIO TPOEKTOB JUIS HX
peanmzanuu. PaccMoTpuMm 1o maram:

1. ITocne Ykaza Ne31lc Obun BeimynieH eme oxuH Yka3 [Ipesunenta PO Ne K 1274 «O Konuenuun
T'ocCOIIKA» (Yka3 NeK1274), B pamkax KOTOpOro ObLIM ONpEAETIeHbl OPraHN3aMOHHAs U TEXHUYECKHE CTPYKTYPBI
CHCTEMBI, a TAKXKe ee NpaBa, QYHKIHOHAT U 00s13aHHOCTH.

2. Jns anpobannu monoxeHuH, 3aduKcupoBaHHBIX B Ykaze NeK1274, B 2016 romy Opun 3amymieH
NUJIOTHBIA POeKT B MuHucTepcTBe sHepreTuku PO mo nmocrpoenuto u tectupoBanuio ¢pynkumii ['ocCOIIKA, a Takxke
orieHKe 3 PEKTHBHOCTH TEXHOJIOTHYECKUX W OpraHU3aI[MOHHBIX MTPOIIECCOB B €€ padoTe.

3. [To pe3ynmpTaTaM MUIOTHOTO MPOEKTA OBUIM BBISABIICHBI CHUIBHBIC M CIa0ble CTOPOHBI, pa3pabOTaHHOM
paree koHuenuun ['ocCOIIKA. [Tociie ananm3a 3TUX pe3ynbTaToB, OblIa MpopaboTaHa TOPOKHAS KapTa 110 YCTPAHEHUIO
HEJ0CTaTKOB ¥ oryonukoBaH Yka3 [Ipesunenta PO Ne 620 «O cosepmenctBoBannu ['ocCOIIKAY.

4, Hanee B pamkax cosepraeHcTBoBaHHsS ['0cCOITKA ObLT 3amyIeH W pealn3oBaH MPOEKT, B PaMKax
kotoporo B 2017 roay Obu10 cozano Texunueckoe sapo I'ocCOIIKA, a B 2018 roay 6611 copmupoBan HanmoHanbHbIH
KOOPAMHALMOHHBIA IICHTP 10 KOMITBIOTEPHBIM HHIMAeHTaM. [locime dero Oputa 3amymieHa pabota ['ocCOIIKA, u
HayaJI0Ch MOJKIIOUEHNE CyObEeKTOB U B3aUMOJICHCTBHE C HUMH.

U yxe crycrs aeBsath yet, B 2022 roay, Yka3 Ne250 npenbsBun TpeOoBaHrEe 0 HEOOXOIUMOCTH aKKPEAUTAIIHA
eHTpoB ['ocCOIIKA.

Opnako Ykazbel Nel66 u 250 oka3bIBalOT BIMSHUE HE TOJBKO Ha 3allyCK MPOEKTOB M0 AKKPEAUTALUU LIEHTPOB
T'ocCOIIKA, HO u psa npyrux HanpasiaeHui Vb B P®. Bo ucnomnenne Ykaza Ne250 Takske IPUHAT PsiJ HOPMATHBHBIX
MPaBOBBIX aKTOB M 3aITYIIEH PSAJ MPOEKTOB IS UX pEeaTn3allyu:

. Jnsa peamm3zanuy TpeGOBaHUS MO HA3HAYCHHIO 3amecTuTeneil pykoBomurtened mo Mb u co3zmanuns
HOoApa3ieNeHnii, oTBeTCTBeHHbIX 3a Ib B opraHm3anmsx, ObUIO MHUIMMPOBAH W PEATH30BaH IPOEKT IO pa3pabOTKe
THUITOBOrO MOJIOkKEHHS O 3aMECTHTENE PyKOBOAUTENS, OTBETCTBEHHOT O 3a 1b 11 TUIIOBOro MONI0kKEHUS 0 NOAPa3elIeHIH,
obecneunBatomeM 1b B opranuzanmu. [Ipoext peanmmzosan [1paButenscTBoM PD, pe3ynbrar monoxxeHus omyOInKOBaHbI
B [loctanosnenuu IlpaButensctea PO Ne 1272.

o Jast obecriedeHust 10CTaTOYHOCTH KapOB [UIs oApasAeeHui, ooecneunsatomux Vb B opranuzanmsx,
DenepanbHON Ciyk00i MO TEXHUYECKOMY U AKCopTHOMY KoHTpoio (PCTIK Poccun) Ol peann3oBaH MPOEKT IO
peanm3andy BO3MOXKHOCTH IIpuBJIeUeHUs K oOecneuennto VB cnenmamucroB co cpeaHUM Ipo¢ecCHOHaIbHBIM
obpazoBanuneM. Bo3amMoxHOCTh peanuzoBana myTem myOonukanuu [Ipukaza @CTIK Poccun Ne 69.

J ®enepanbHOii cityx00i# 6ezonacHoct PO (PCH Poccnm) Obun peannzoBai MPOEKT IO paspadoTke
MOPSJIKA OCYIIECTBICHUSI MOHHTOPHUHIA 3alIMIIEHHOCTH WH()OPMALMOHHBIX PECYPCOB OpraHU3alHi, HEOOXOAUMOCTh
KoToporo 3akperuieHa B Ykaze Ne250. Cam nopsinok 3akperseH B [Ipukaze @Ch Poccun Ne 213.

. [IpaButensctBoM P® u LlentpansusiM bankom P® Ob1 MHHIMUPOBAH M pEATN30BaH MPOEKT II0
pa3paboTke u yTBepxkaeHu0 OenepanpHoro 3akoHa Ne 243-D3, koTopslil ycTaHaBNMHBaeT TpeOOBaHUSA K (PUHAHCOBBIM
OpraHM3alMsAM, SBISIOMUMHCA CyOBEKTaMH KPUTHYECKOH HMH()OPMAIMOHHON HHQPACTPYKTYpBI, 1O pPEaTU3alNU
UMIIOPTOHE3aBUCUMOCTH B (DHHAHCOBOM CEKTOpe cTpaHsl 1o 2025 roxa.

Bausinue Yka3zon Ilpesuagentra PO

CucTeMaTH3MpOBaB U IMPOaHATU3UPOBAB MH(GOPMALUIO O 3aIUIAHWPOBAHHBIX, PCATM30BAHHBIX IMPOCKTaX, a
TaKk)Ke O TeX MPOEKTaX, KOTOPhIE Ha TEKYIIUH MOMEHT HaxXOJATCS Ha dTale peaau3allid, KaTaau3aTopaMu KOTOPBIX
saBisitoTCst YKaszsl Nel66 u No250, MOKHO cienaTh BBIBOJBI O CTETIEHU BIMUSHUU Y Ka30B Ha OTPacCib:

1. Bosneuenne pykoBozcTsa u 6m3neca B mpobiemarnky Ub. Teneps b BocnpuHIMaeTcs: He KaK 4TO-
TO pa3oBOe, a KaK CHUCTeMa, KOTopod HeoOxommmo ympaeiiate. Pucku UB He «kuByT» camu B cebe, a SBISIOTCS
OTIEPAIlMOHHBIMHU, U JOJDKHBI PacCMAaTPHBATHCS HA POBHE C (DMHAHCOBBIMH M KOPIIOPATHUBHBIMH. Tak)ke Ha BBICIIEM
YpOBHE C(pOpPMHPOBaHA MOTPEOHOCTH B MOATOTOBKE crieruanicto 1b.

2. MoiuHenmuii karanuzatop umnoprosamelneHuss. Mmnoprozamemenue I[1O U cpencTB 3allUTHI
uHpopmaru B Poccruu, KOHEUHO ke, Haganock He B 2022 roxy. OHAKO OHO III0 HETOPOIUIUBO M HEOAHOPOIHO, TOJIBEKO
HEKOTOpBIE OTPACIH W OPTaHWU3AIUH MMEITH CHIIBHOE CTPEMJICHHE K 3TOMY. YKa3bl K€ YCTaHOBWIIM CTPOTHE CPOKH U
YCIIOBHS, TOATOMY OI'POMHOE KOJIMYECTBO MPOCKTOB OBLIO MHUIIMUPOBAHO TOCIE MyOIMKaUN Y Ka30B.

3. Pacmmpenne mepedHs KiIoueBBIX cdep aesTenbHOCTH. Jlo BeIxoma Yka3zoB Nel66 m Ne250
rocynapCcTBOM ObLIO BbIJEICHO 13 KIFOUEBBIX cep AeITeIbHOCTA OpraHu3aluid, OT KOTOPBIX 3aBUCHT €€ YCTOUYHBOE
pa3BuTHE. YKa3bl K€ CHJIBHO PACHIUPSIOT U TEepPeueHb KIIOYEBBIX Cep AESITENbHOCTH, U TIEpEUYeHb OpTraHMU3allni,
KOTOpBIE TIOTAIal0T TOJI KITIOYEBbI€ KPUTEPHUH.
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4. Co3naHne HOBBIX TEXHOJNOTUHM, MpoaykToB U yciyr. Ilocie crapTa ummopro3aMelleHHs U yxXoja
MHOCTPAHHBIX OpraHu3anuii 3 Poccuu €Tajgo MOHATHO, YTO HA POCCHICKOM PBIHKE NMPOCTO OTCYTCTBYIOT HEKOTOpPBIE
BUJIBI TEXHOJIOTUIl, MPOAYKTOB U yCiIyr. Takoro UMIynbca MPOEKTHl MO pa3paboTKe TEXHOJOTHH, MPOTYKTOB U yCIyT
obnacte b B Poccum naBHO He monrydarna.

5. Vkazsl [Ipesunenta — apuratens, HOKyc Ha caMOM TJIaBHOM. B cTpane u 10 3T0ro ObIJIO JOCTaTOYHOE
KOJIMYEeCTBO TpeboBaHuil U npakTuk no b, oqHako HM B OAHOM JOKYMEHTE HE ObLIIO HU OJJHOTO KOMMEHTApHUS O TOM,
KaK JICHCTBOBATh B CTOJIb KPUTHYCCKON CHUTyaruu, KoTopas Obuta B 2022 romy. Ykaszel Nel66 u Ne250 mamm otpacmu
(hokyc Ha TOM, YTO HY>KHO CIENAaTh 3[€Ch U ceidac, (JOKyC Ha CaMOM I'TIaBHOM, a TaK)Ke MPOJIEMOHCTPHPOBAIN BHUMAHHE
k Vb Ha caMOM BBICILIEM YPOBHE.

CerofHs CI0XKHO MEePEOeHNTh BiIussHue YKazoB Nel66 u No250 na otpacies Mb. Tak MuHUMYM OnvpKaimryro
nsATHIETKY, 1o 2027 roja, a To u 00JIbIIe, MOXKHO OyIeT Ha3BaTh MEPUOJIOM 3TUX YKa30B, mepuoaoM «166250%». CBoero
poJia 9To HeOOobIIas PEBOIONHS B 001acTH HHPOPMAIMOHHOH Oe3omacHocT Poccum.

Baklushin Evgenii S.,

student,

department of management, school of management and interdisciplinary research,
Graduate School of Economics and Management,

Ural Federal University named after the first President of Russia B.N. Yeltsin
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WHAT HAS CHANGED WITH THE ISSUANCE OF PRESIDENTIAL DECREES 166 AND 250
Abstract:

The article considers and generalizes the requirements of the decrees of the President of the Russian
Federation in the field of information security. The analysis and conclusions on the impact of such decrees
on the industry and security of the State were made.

Keywords:
Information security, decree, critical information infrastructure, import substitution, catalyst, project.
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Boukapes EBrennii Cepreesny,

CTYJZIEHT,

kadenpa pernoHanbHOM, MyHHUIUIIANbHON SKOHOMHUKH U yIIPABICHHUS ,
WHCTHTYT 5KOHOMUKHU U (PUHAHCOB,

OI'BOY BO «Ypanbckuil roCyJapCTBEHHbII SKOHOMUUECKUIA YHUBEPCUTET»
r. ExatepunOypr, Poccuiickas ®eneparust

HerpoBa Kpucruna HuxosaeBna,

CTYJZIEHT,

kadenpa pernoHanbHOW, MyHHUIUITATEHO SKOHOMHUKH H yIIPABICHHUS ,
WHCTUTYT S5KOHOMUKHU U (DUHAHCOB,

OI'BOY BO «Ypanbckuii TOCY1apCTBEHHBIH YKOHOMUYECKHIA YHHBEPCUTET
r. Exatepun0Oypr, Poccuiickas deneparust

JlaBpoB Urops BajsieHTHHOBUY,

KaHauaaT GpunocohcKux HayK, JOIEHT,

Kageapa SKOHOMUYECKOH TEOPHH ¥ SKOHOMHUYECKOH MTOJIUTUKH,
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OIr'AOY BO «Ypanbckuil QenepanbHbli yHHBEpcUTET MMeHHM mepBoro IIpesmmenra Poccum b.H.
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OIIEHKA PUCKOB KOMIIAHHMH 110 MPOU3BOJACTBY ME/IU KAK UHCTPYMEHT EE
YCTOMYHUBOT O PABBUTHSA (HA IPUMEPE AO «PMK»)

AnHomayus:

B cratbe packphITO MOHSITHE U CTPYKTYPa CUCTEMBI OLIEHKH PUCKOB OPraHU3alMH 10 MPOU3BOJICTBY MEJIH,
BBISIBJICHBI €€ MOTCHIMAJIbHBIC PHCKH, MPOBEJICH X aHAIN3 M OIICHKA, a TAKXKE B IEIAX YCTOWYMBOIO
Pa3BUTHS MPEIIOKCHO MEPOIIPUATHE [T0 MUHIMHU3AIIUH OJHOTO U3 3HAYMMBIX PHCKOB.

Knrouesvie cnosa:
MenHast TPOMBINIIIIEHHOCTh, OIIEHKA PUCKOB, PUCKH OpTaHU3aI[UH 110 MTPOU3BOJICTBY MEIH, YCTOHUYUBOCTbD,
9KOHOMHYECKOE Pa3BUTHE.

«be3 pucka He 00XOAWTCS MPUHIATHE HU OJHOTO pEIICHHs», — TOBOpwI npo puck B.B. Ilytun B 2019 romy
[Omu6ka! UcTouHuk ccbliikM He HaiigeH.]. C Tex MOp MPOLUIO JOCTATOYHO MHOTO BPEMEHHU, CYLIECTBEHHO H
3MEHWJINCD YCIIOBUs (DYHKIIMOHUPOBAHHUS OpraHU3alnii, HO CYIIHOCTb PHUCKa OCTaJIach BCE TAKOM e — JUIS TOCTIKEHUS
YCTOWYIMBOCTH — JIOATOCPOYHOTO0 KOHKYPEHTHOT'O PaBHOBECHS — XO3SHCTBYIOIINM CyObeKTaM He00X0AUMO 00 IyMbIBaTh
Ka)X70€ pelIeHNe, a TAK)Ke YYUTHIBAaTh U IOJDKHBIM 00pa3oM pearupoBaTh Ha BO3HUKAIOIIHME PUCKH.

Puckn opraHmszamum 1O TPOM3BOACTBY MEAM — O3TO CYIISCTBOBAaHHME BEPOATHOCTH BO3HUKHOBEHHS
HETIPeABUACHHBIX TOTEPh PA3INYHOTO POJa B CBSI3U CO CIyYaiiHBIM U3MEHEHUEM YCIIOBHH JEATEIBHOCTH NPEIIPHITHH
MEIHOTO MPOU3BOJCTBA, a TAKXKE MO JEHCTBHEM HEIPEIBHACHHBIX 00CTOSITENBCTB.

Tak, opraHu3anus 1Mo NPOU3BOJICTBY MEAH MOXKET ObITh IOABEPKEHA CIEAYIOIINM PHCKaM:

1) oTpacneBeIM (POCT LIEH Ha PYAy M JOM LBETHBIX METAJUIOB, CHIDKEHHE CIIPOCAa U IIEH Ha IMPOU3BEACHHYIO
HPOJYKIHIO, POCT TapU(OB HA TPaHCIOPTUPOBKY MPOAYKIINH, POCT PACX0J0B Ha OILIATY TPYa);

2) GDUHAHCOBBIM (BATIOTHBIC PUCKU, MHOIISIIIMOHHBIC PUCKU, KPSTUTHBIA PUCK, PUCK JIMKBHIHOCTH);

3) mpaBOBBEIM (M3MEHEHHUE BATIOTHOTO U TaMOYKEHHOT'O PEryJIMPOBaHMsI, HAJTOTOBOT'O 3aKOHOJIATENILCTBA);

4) CTPaHOBBIM U PETHOHAIBHBIM (TTOUTHYECKAS U DKOHOMHUECKAs CHTYallus1, reorpaduueckue 0COOCHHOCTH B
CTpaHaX M PErHOHAaX, B KOTOPBIX OPraHU3AIUs OCYLIECTBISET JEATENbHOCTb; CBSI3aHHBIE C 3IUJEMHOJIOTHYECKOH
cUTyanuei);

5) pery TallMOHHBIM PUCKaM;

6) CTpaTernuecKuM PUCKaM.

B menoM, OHM OCTaTOYHO CXOKH C PHCKaMH MPENNPHUATHIH B II€JIOM, OJHAKO, CYIIECTBYIOT ONpEICICHHBIE
OTpacieBbIE 0COOCHHOCTH:

— CBSI3b PHCKOB C CBIPhEBOI 0a30ii py bl 1 JIOMa IIBETHBIX METAIJIOB;

— IIPaBOBBIE PHCKH KOHLEHTPUPYIOTCS B TOM 4YHCIE HAa TaMOXXEHHOM pEryJHpPOBAaHMM BBHAY O3KCIIOPTa
NPEeIIPUATUSIMH OTPACIH 3HAYUTEIBHOM O NP OJLyKIINH;

— [IeH000pa30BaHu e MPOAYKIMN YCTaHABIMBAETCS, TTIaBHBIM 00pa3oM, Ha OHpiKe;

— OJIUTOMOJIbHAS CTPYKTYpa PhIHKA MeJIH TPeOyeT COOTBETCTBYIOLIETO TI0IX0/1a K OTPACIEBbIM PUCKaM.
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Jnst Toro, 4yro6bl MMHUMH3UPOBATh MOTEHIMAIBHBIA yHiepO, a Takke B LENIAX JajJbHEHIIEro cTabWIbHOIO
pa3BuTHs OM3HECa HEOOXOMMO MIPOBOIUTH OLIEHKY pUCKOB. A. A. Mapnonosa, U. I1. KpuBonanos u A. A. ®okuH nox
OLICHKOIl pUCKa NOHMMAIOT IIpoliecc, OObEAMHSIOMUA HISHTH(QHUKAIMIO, aHAIN3 M CPAaBHUTEIbHYIO OLEHKY pHCKa
[OmmoKka! McToUHUK CCHIIKM He HaliaeH. ] PaccMoTpuM moapoOHee.

Wnentnduxanus pucka — MpoLEcC CHCTEMaTHYECKOT'0 BBIBICHHUS BCEX BO3MOXKHBIX (DAKTOPOB, 0OBEKTOB U
CHTyalui pucka, KOTOpble BO3HUKAIOT B Iporecce OM3Hec-AeSTENFHOCTH OpraHu3alui. AHAJIN3 pUCKa — IMOAPOOHOE
paccMOTpeHHE HEOTPEACICHHOCTH, HCTOYHHKOB PHCKA, IOCIEICTBUN, BEPOSTHOCTH, COOBITHH, CIICHAPHEB, METOIOB
yrpaBieHus puckoM u ux 3¢dexruBHOCTH. CpaBHUTENBHAS OI[CHKA PHCKA — MPOI[ECC CPAaBHEHHUS Pe3yIbTaTOB aHAIN3a
PHCKa C KPUTEPUSIMU PUCKa JIsl ONIpeeTeH s mpueMiaeMocTr pucka [Quinoka! UcTOYHHMK CCHUTKH He HaiileH. ].

IIposenem ouenky puckoB AO «PMK»y, ocymectsisromteit B ['pynme PMK ¢yHKIun ynpapieHns akTHBAMH H
peanu3anuu roroBoil npoxykuuu. OCHOBHBIM BUJIOM €€ AesiTeNbHOCTH aBisieTcs 24.44 (mpousBoacTtso Memu) [Ommodka! U
CTOYHHMK CCHLIKH He HaiileH.].

Ha ocHOBe MOHMMaHHUS CTPYKTYphl PHUCKOB TpeMsl KpYIMHEHIIMMH HIpOKaMU pBIHKA, MPOBOIS Ipolecc
uaeHTHGUKauy, OBLTa cocTaBieHa Tabmuma 1, B KOTOpOW PUCKH BEAYIIMX OpraHM3aluii OBUTH YHOPSAOYEHBI U
crpynnupoBasbl. IlpeacTaBieHHBIM pHCKaM METOJOM OJKCIIEPTHOM OIGHKH OblIa JaHa OIIeHKa BEPOSTHOCTH
HactryruieHus (B) u mocnenctuid HacTymieHus (I1) mo mecaTHOaIBHOM IITKaie, HTOTOBBIH Pe3yabTaT olleHKH pucka (1)
— IIPOU3BEICHUE BEPOSITHOCTHU M MTOCIIEICTBUHA — OTPaXKEH B TIOCIEIHEM CTOJIOIIE.

Ta6auna 1 — Mnentudukanus u onenka puckos AO «PMK»*

WuTerpupos-biii puck | Bua pucka WuaukaTopsl pucka B |II |H
1) Pocr TapudoB Ha  TPaHCIOPTHPOBKY
1. Pocr M3JIePIKEK | IPOAYKLIUY;
OtpacieBbie pUCKH ACP DOy 2 4 15 |20
IIPOU3BOJCTBA 2) PocT pacxo/10B Ha OIJIaTy TPYJa;
3) N3MeHeHue 11eH Ha 3aKyTaeMoe ChIpbe.
IIpon3BoicTBEHHBIE 2. IIpon3BoiIcTBEHHBI .
KonugectBo TpaBM, aBapuii Ha IPOU3BOJICTBE. 2 |4 |8
PpHUCKH TPaBMAaTH3M
3. CHuxeHnue JOBepHUS K .
AOBCP OT3bIBBI O HEKAUECTBEHHOM MPOIyKLUH. 2 14 |8
MPOAYKIHH
HecootBercTBytonias JIEUCTBUTEIBHOCTH
Penyraunonusie 4. OcnoskHEHUS c
HeratuBHass wH(popmanus o0 opranmzanmuu B|8 |4 |32
pHCKH OCBEIIICHUEM JIESITETIHbHOCTH
CMI.
5. HeoOnaronanexHsie
A OT3BIBBL, peITyTaIyst KOHTPAreHTOB. 3 |6 |18
KOHTPAreHTBI
6. Hapymenne wemouxu | Hapymenue KOHTpareHTaMu JIOTOBOPHBIX
JlorucTmaeckue prucKu Py Py p p 2 |4 |8
ITOCTaBOK 0053aTEeIIBCTB.
7. CHWXKeHHE LIeHbl MeIu Ha
OTpacneBbie pUCKH phiHKe A llenoBast KOHBIOHKTYPA Ha MEIb. 6 (6 |36
8. Puck HebmarompusTHOTO
HM3MEHEHUS BATIOTHBIX KYpPCOB | BamoTHBIE KYpCHI M KITFOUEBasi CTaBKa. 5 (8 |40
OUHAHCOBBIC PUCKH | M MMPOIICHTHBIX CTaBOK
9. PUCK HEKOHTPOJIUPYEMOrO
PPy Yposenb undusiiyn B PO 6 |6 |36
pocta HHQIISIHMN
MuBecTuOHHbBIE 10. WuBectunnonHsle | IsmMeHeHNe [1apaMeTpoB pealmsauun | 4 o |4q
PHCKH 9KCIECCHI WHBECTUIIMOHHBIX POCKTOB.
11. Hapyuenue .
Hudopmanmnonssie . HecanknnoHNPOBaHHEIA BBIBOJ, H3MEHEHHE HITH
HHPOPMAITMOHHON 2 |4 |8
PHCKH YHUYTOXKEHHE HH()OPMALIMOHHBIX aKTHBOB.
0e3011acHOCTH
1) CoTpyaHUKH, YBOJIMBIIHKECSH MO0 COOCTBEHHOMY
KEJTAHHUIO;
12. ConmanpHbIe OCIIOKHEHUS > 5 120
2) YXyIuIeHue COL-3K. 0OCTaHOBKH B PErHOHAX
HPUCYTCTBHSI.
CtpaHoBbIe u 1) BoenHsle KOH(MIUKTEI, BBEJICHNE YPE3BBIY-OTO
peruoHansHble pucku | 13. [TonuTnyeckne npoOiIemMsl | HONOXKEHUs], 320aCTOBKH; 7|7 |49
2) Pacmmpenue makeTa caHKIMi mpoTuB PO.
CruxuiiHple  O€ICTBUS, TSKEIbIE IIOTOJIHBIC
14. PernoHasbHbIE TPYIHOCTH | YCIIOBHUS, aBapUH Ha 00BEKTaxX SHeprocHadxenwus, |2 |6 |12
IIaXTaX U Ha JKeJIe3HOJOPOXKHOM TPAHCIIOPTE.

42 Cocrarneno asTopoM 110: [Omnéka! MCTOYHHK CCHIIKH He Haiiien., Ommbka! McTOYHHK CChUIKH He HaiineH., Ommubka! MCTOYHMK CCHUIKH He
HaiijieH. ]
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Orpanu4uTeabHbIe
MIPOTUBOAITUAEMHOJIOTHUECKHE MEPBI CO CTOpOHBI |3 (4 |12
OpraHoOB BIACTH.

1) U3MmeHeHue HaJOroBOro, BAIIOTHOTO H
TaMO>KEHHOTO PETyJIMPOBAHHS; 4 13 |12
2) 3smenenus TpeOOBaHUI 110 JTUIICH3UPOBAHUIO.
1) [IpoTHBOPEUHBOCTH HOPM, COICpIKALINXCS B
HOPMATUBHBIX aKTaX;

15. YxynuieHnve >nuaeMuo-
oif cutyanuu

16. H3menenne
3aKOHOIATEhLCTBA

17. KommnaeHc-puck " 2 |3 |6
IIpaBoBbIe prucku 2) KomuyecTBO  HCKOBBIX  TpeOOBaHMH K
OpraHu3aIyu.
VYiKeCTOYeHHE  DKOJOTMYEeCKHX  TpeOOBaHWiA,
18. VikecToueHUE | aAIMUHUCTPATUBHOTO ~ HAKa3aHWs,  YCHIICHHE 313 |9

OKOJIOT'MYCCKHUX Tpe60BaHI/Iﬁ rocyJapCTBEHHOTO KOHTPOJIA 3a CO6J'IIO,HCHI/IGM
OKOJIOTMYCCKHUX T‘pe60BaHPII>'I.

[anee, Ha 0OCHOBE IIPUBECHHOMN TaOIMIbI, HA pUcyHKe 1 copmupoBana Marpuna puckoB AO «PMK»y, pucku
«KpacHOI 30HBI» B KOTOPOM SIBIISIOTCS HanOoJIee OMACHBIMH, «3€IEHOI» — Hanbosee 6e30MmacHbIMH.

BepositHOCTD

o F N W B~ 01O N 00 ©

0 2 4 6 8 10
TlocnencrBust

Pucynok 1 — Matpuua pucko AO «PMK»*®

3a 3HauMMBbIE B JaHHOM ClTy4yae ObLIM MIPUHSATHI T€ PUCKH, HTOTOBas OIIeHKa KOTOPBIX Oblia 6osee min pasHa 30.
Tak, B nearenbHoctt AO «PMK» sto: monutnueckue mpobnemsl (11=49), puck HeONaronpusTHOrO H3MEHEHUs
BJIIOTHBIX KYPCOB ¥ MPOLIEHTHBIX cTaBOK (1=40), pucK CHM)KEHHS LIEHBI MeIM Ha phIHKE (36), pUCK HEKOHTPOJIUPYEMOTO
pocta undusun (U=36), puck 0CI0XKHEHHsI ¢ OCBelIeHreM nesitenabHocTr (11=32).

PaccmoTpuM npuMep MeponpHsATHS IO MUHAMHU3AINHU PHCKa BEICOKOTO IPHOPUTETA aHANIN3a (PHCK CHIDKCHUS
[IEHBl MEOW Ha pBIHKE), HANPaBICHHOTO HA DPa3BUTHE (PMHAHCOBOTO COCTOSIHHMS OpraHM3aliu. Meab — OCHOBHAs
nponykius opranuzamun. AO «PMK» He MOXeT MoBIMATh HA AWHAMHUKY €€ IICH, BEPOSITHBIM IPEICTaBIsAETCS JUIIb
pa3BUBaTh NMPOU3BOJCTBA JPYIMX METAIIOB, 1a0bl OUBEPCH(HUINPOBATh AaHHBIM pUCK. B Tabmmmne 2 mpencTaBieHsI
MPON3BOMMBIE OPTaHU3aIN el METaITbI.

Ta6auna 2 — Beimyck ToapHoi nipoaykiuu AO «PMK» B 2021 roay*

ToBapHas po LyKLMsL IIpou3BOACTBO, ThIC. TOHH VY nenbHEI Bec, %
Menp 386 78

3051010 0,0049 0,001

Tuak 109 22

Crenyet orMeTutb, 4to 30510170 AO «PMK» nonyuaer u3 nuiama, 00pa3oBaBIIErocs IPH JIEKTPOIUTHIECKOM
padMHUPOBAHUM MEIM M BTOPHUYHOTO ChIphbs. Clie0BaTENbHO, OHO SBISETCS MTOOOYHBIM IPOAYKTOM, 3aBUCSIIUM OT
npousBojcTBa Meau. [lotomy, panroHaabHO, Ha HaIl B3I, OyIET OCYLIECTBICHHE MEPOIPHUATHI 110 HapalBaHUIO
00bEMOB BbIITyCKa IMHKA. Tak, B Tabmuine 3 mpeAcTaBleH IpeularaeMblil IUIaH MEpONpPHATHH, IO3BOJISIONINX
OCYIIECTBUTH JUBEPCU(DHUKALIUIO BBIITYyCKa MPOAYKIMHU ITYTEM Pa3BUTHS IUHKOBOT'O TPOU3BOJICTBA.

4 Cocrarneno apTopoM 1o: [Ommuéka! VCTOUHAK CCHIIKH He Halinen. ]
4 Cocrasiieno asropoM 1o: [Ommbka! UCTOYHHK CCHIIKH He HaiiaeH. ]
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Tabmuna 3 — JIluBepcudukaius BBITyCKa II onyxuﬂn"’S

Meponpustue Irat Cpoxu | 3arpatsl Pesynbrar
ITon6op BuyTpennuii, HesHnaunrenbHbIe: BriOpano  Haumboiee  peHTaOEIbHOE
MPEINPUITHS VIS | CTPYKTYPBI 1 Mec. | HCKIFOUUTEIBHO Ha | TIpEANpHUSATHE JUTS LUHKOBOTO
MOJIEpHHU3AINH PYKOBOJICTBA paboTy nepcoHaa. MIPOU3BOJICTBA
TTpe ONOKUTEbHO PabotocniocoOHbIE  MPOHU3BOICTBEHHBIE
b
MOIITHOCTH, CIIOCOOHBIE IPOM3BOJHUTH
IIpoexTupoBanue, okoio 2 mipa. pyo. OO0 o ’ P A
sakynKa "Tonumer Wioxanupaur” okoso 10 TeIc. TOHH 1uWHKA. Ilpum
. . HATIpaBJICHIUU Ha MIPOU3BOJICTBO
00opyoBaHus, Bremrnuit 2-3T. | BKIaJpIBall B CXOXXHM, HO CO6(I:)TBGHHOFO T BEI wka or
CTPOUTEIIbLHBIE Oosiee KPYHHBIA MPOEKT pri, py
paboThI (120 Thic. ToHH wMHKA B peanu3anyuu  paUHUPOBAHHOT'O IIMHKA
) COCTaBHT OKOIIO 1,7 Mupa. py0. B To1 ipu
ron) 21,4 mapa. pyo.
HBIHEUIHUX IIeHaX Ha IMHK

BesycioBHO, Mog00HOE MEPOTIPHUATHE HE TUKBUANPYET PUCK U JIHIIH OTYACTH TUBEPCUPUIIPYET MPOIYKIIHIO,
OJTHAKO, 3aBICHMOCTE OT IICH Ha Meb OyeT MeHee KpUTHIeCKUM (akTopoM st AesteapbHocTH AO «PMK».

TakuM 00pa3oM, OLEHHB PHUCKH OpPTaHU3AIlUH, OTKPBIBACTCS MHOXKECTBO IyTeH s pa3BuTHi OmsHeca. B
JaHHOU paboTe, MpoBeas NACHTU(UKAINIO, AaHAIN3 W CPABHUTENbHYIO oneHKy puckoB AO «PMK», OpuH ompemeneHb
OCHOBHBIC PUCKOBBIC 00JIaCTH JEATEIBHOCTH OPTraHU3aIlKH, a TAKXKE P SUT0KEHO MEPOIIPHUATHE TI0 MHHUMH3AINH PUCKA
NaJeHUs LIeH Ha MeJlb, B IIEPCIEKTHBE MOJIOXKUTENILHO MOBIIHUSIONIECE HAa €€ IKOHOMHYECKOE Pa3BUTHE.
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The article reveals the concept and structure of the risk assessment system of a copper production
organization, identifies its potential risks, analyzes and evaluates them, and also, for the purposes of
sustainable development, proposes measures to minimize one of the significant risks.
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Bypnaxosa Kcenus OJieroBna,

CTYJZIEHT,

WHCTUTYT S5KOHOMUKH H yIIPaBICHUS,

[Tkomna ynpaBneHus ¥ MEXIY CLUIUINHAPHBIX HCCIIEN0BAHMN

OI'AOY BO «VYpamsckuii (emepanbHBIi yHHBEpCHTET WMEHH TmepBoro [Ipesmapenta Poccun
b.H.Enpuunay

r. ExarepunOypr, Poccuiickas ®enepanus

Hnbimesa MapnHa AHATOJIbEBHA,

KaHAUAT YKOHOMHYECKHIX HayK, IOLEHT,

kadenpa MapKeTHHTa,

WHCTUTYT S5KOHOMUKH W YIPABICHUS,

[ITkona S5KOHOMHUKHU U MCHE)KMEHTa,

OI'AOY BO «VYpanbckuii QenepalbHbI YHUBEpCHTET HMeHW mepBoro [Ipesmmenta Poccum B.H.
Enbuunay

r. ExatepunOypr, Poccuiickas ®eneparist

PA3PABOTKA METOJAUYECKOI'O MOJXOJIA MMOCTPOEHUSI THBPUAHBIX MOJEJIEM
YHPABJIEHWSI TIPOEKTAMM ITPY BHEJIPEHUY CUCTEM YIIPABJIEHMS ’KU3HEHHBIM
LUKJIOM U3EJINS

Annomayus:

B craree paccmarpuBaroTCsi BapHaHTHl TMOPHIM3AIMH ITOAXO/0B YIPABICHHS NPOEKTaMH, KPUTCPHH
MHTETPAIMN KJIACCHYECKOT0 M THOKOTo moaxomaoB. IIpencraBieHa pa3zpaboTaHHAs aBTOPOM THOpHIHAS
MOJIeNIb yNIPaBIEHUs MPOEKTaMHU UMIIOPTO3aMELIEHUS] CUCTEM YIIPaBIEHHSI )KU3HEHHBIM [IUKJIOM U3JeIHH
(PLM) Ha mpenmpustHsx 0OGOPOHHO-TPOMBINLICHHOTO KOMIUIEKCA, a8 TaK)Ke aTOPUTM HCIOJIB30BAHHS
pa3paboTaHHOM Mo ENH.

Kniouesvie crosa:
I'uOpuaHBIA TOAXOM, KacKajaHas MOedb, SCrUM, yIpapicHHE >KH3HEHHBIM IUKJIOM u3nenus, Product
Owner, moacucTeMa, HHKPEMEHT, CIIPHHT.

BricTpo Menstomuiics nanAmadT NpOeKToB B 00JacTH MH(GOPMAMOHHBIX TEXHOJIOTHI TpeOyeT afalTHBHBIX
METOJIOJIOTHH yrpasieHus. KackaaHble MOZEIH HE BCET/1a MOTYT HATH B HOT'Y C 3TUMHU N3MEHEHUSIMH, @ THOKHM MOJETSIM
MOXET HE XBaraTb CTPYKTYphl. BBIX0JIOM MOXKeET cTaThb TMOpHIHAS MOJEIb YIPAaBICHHUS MPOEKTAMHU, MCIIOIb3YIOIIAs
CHIIBHBIE CTOPOHBI 00Oemx Mopeneil. B mpempiaymeit cratee [1] aBTOpoM yxke OBLTH MOAPOOHO PacCMOTPEHBI
KJIacCHYeCKHe ¥ TMOKHEe MOAXO0bl B YIPABICHUH B c(hepe IMPOSKTHOI'O MEHEIKMEHTa, IIPUYMHBI MOIYJISIPHOCTH THOKHUX
MOAXO/I0B B COBPEMEHHBIX PEAINAX, NPHBEICHBI CIOCOOBI MPAKTHYECKOr0 NPUMEHEHHs THOPHIHOTO YIpPAaBJIECHHS
MPOEKTaMU — COYeTaHMsl THOKUX M TPaJUIMOHHBIX MOAX0A0B. Ho 1iis ycnenrHoro npuMeHeHust THOPHIHOM Moaenn
HE00X0IMMO TTpopadoTaTh METOIOTOTMUECKYIO OCHOBY.

CnoXHBIM XapakTep NPOCKTOB BHEAPEHHS AaBTOMATHU3UPOBAHHBIX CHUCTEM VIPABIEHUSA, B UYAaCTHOCTH
JKM3HEHHBIM [UKJIOM W3NS, XapaKTePU3YIOIIUHCAd WX YHHUKAIBHOCTBIO, CIOKHOCTBIO MHUTpAallMd W3 paHee
HCTIONIB3YIOIINXCSl MHOCTPAHHBIX KOMIUIEKCOB M MHTErpallieid MHOKECTBA CHCTEM MEXIy co00ii, TpebyeT Ooiee THOKOH,
HO CTPYKTYpPHUPOBAHHON METOAOIOrUH [2].

Cucrema ympasieHusl )KH3HeHHbIM ukiioM u3aenus (Product Lifecycle Management, PLM). Mcnione3yercs ams
KOHTPOJIS Ha/l ’)KN3HEHHBIM IUKJIOM BBIITyCKaeMoi mpoayKuui. Mo)kHO BeIAEINTH Oosee 10 3TarnoB »HU3HEHHOTO UK
M3/IeNUsl, OT U3yUEeHUs PhIHKA, pa3pabOTKM KOHCTPYKTHBA ¥ TEXHOJIOT' MU M3TOTOBJICHHS 10 SKCIUTyaTalluy U YTHIH3aLUuH
[3]. Cucrema mo3BoiseT ynpaBisTh IaHHBIMH 00 M3JENHAX, CBSI3BIBATh KOHCTPYKTOPOB, TEXHOJOIOB, 3aKYIIKH,
MPOU3BOJICTBO, OOBEIUHSATH JIaHHBIE CIIPABOYHOM, TEXHOJIOIMYECKOH U KOHCTPYKTOPCKOM CHCTEM C APYTMMH JAHHBIMU
00 n3zenuu B eAMHOE HHPOPMAIMOHHOE TPOCTPaHCTBO [4].

CyImecTBYIOT BapHaHThl THOPUAN3ALINH.

1. VYposueas. [Ipenmonaraer HCIOIb30BaHUE PA3IHMYHBIX ITOJXOJ0B Ha pasHBIX ypoBHsix. Hampumep, Agile
MOJKET HICTIOJIb30BaThCs B KOMaHax MCIIOIHUTENEH, a BoAonaa B GopMHUPOBAHUH OOIICH apXUTEKTypPHI IPOEKTA.

2. TlocnemoBarenmpHas. B 3ToM cioydae ruOKMe MeETOIBI BKIIIOYAIOTCS B paHHUE OJTalbl MPOEKTa
(KoHmenTyanu3zanus, pa3pabOTKa, TECTUPOBAHHE, NPOCKTUPOBAHWE), a HAa JTale CO3JaHUs NPOAYKIHMH IPOEKTa
HOJKITIOYAOTCSL MHCTPYMEHTBI HHKPEMEHTAIBHBIX METOIOJIOr Ui (Kak B moaxoxne P3.express).

3. CrpykrypHas. YacTh IIPOEKTOB KOMIIAHUHM MOXKET OBITh peain30BaHa Ha 0a3e KacKaJHOI METONOJIOTHH, a
Jpyras 4acTh — C TOMOIIIBIO UTEPATHBHOM.

4. Metoaunueckas. 31€Ch Mbl YBUAUM CHHTE3 HHCTPYMEHTOB Pa3IMYHBIX METOJOJIOTHH B paMKax pean3aliu
OJIHOT'O TNPOEKTa, B 3aBUCHMOCTH OT YCJIIOBHI KOTOpOro Oyzaer copMHpOBaH IIyJl METOAWYECKOr0 MHCTPYMEHTapHsL.
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Hampumep, B pamkax Scrumban unctpymentst Scrum u Kanban ssaumomnponukaroT apyr B apyra, o0pa3ysi HOBbIN
crieri GUIeCKUil MeTOIUYeCKUI KOHTYP JUTS pean3alliy mpoekTa [S].

Meroanyeckuii MOAX0J MOCTPOEHHS THOPHIHON MOZIEIM YNpaBIeHHs IPOEKTaMU BHEIPEHHS JOJDKEH
YUUTBIBATh CHJIbHBIC U CITa0bIe CTOPOHBI 00X MOJENEH, 4TOOBI TOMOYb CO3/aTh aJalTHBHYIO MOJIEINb, YUHUTHIBAIOIILYIO
MOJIUTHKY HUMIIOPTO3aMELICHUsI, CJIOKHOCTh pabOThl C MHOCTPAHHBIMU HPOIPAaMMHBIMH KOMIUIEKCAMH, OCOOCHHOCTH
koHTpaktanuu npeanpusaTaii  OIIK, pacTymyio CKOpOCTh HM3MEHEHHH TEXHOJOTHMYECKOTO U COIHAIbHO-
MICUXOJIOTMYECKOTO XapakTepa [6].

3agagu rHOPHIN3AIIHH.

[ VBenWuuTh pealn3aluio 3ajad COrJIaCHO CPOKaM, ONTHMH3HPOBATH MPOIECCHI Ul CHIDKEHUSI BPEMEHHBIX
3arpar.

[ Jatp 3aKka3uyMKy BO3MOXKHOCTH MOJIb30BaThCsl MPOJAYKTOM paHblIe. YUYHTHIBas OCOOCHHOCTH BHEIPEHUS
PLM-cucrem, oueHb BakHa oOpaTHas CBA3b OT 3aKa3dyHWKa, YTOOBI ObLIa BO3MOXXHOCTH YCOBEPIICHCTBOBATH YaCTH
NPOJYKTa B 3aBUCUMOCTH OT MOTPEOHOCTEH 3aKa3urka. B 3TOM cMbICIe, «4MCTBIH BOJOIaD» HE MOXKET OTBEYATh ITUM
3aJa9aMm.

[ O6ecrieunTh PErySIPHYIO CHHXPOHH3AIMIO PE3yJbTAaTOB C 3aKa3unkoM. OTCYTCTBHE OOpPATHOW CBS3U OT
3aKa39MKa MOXKET IIPUBECTH K TOMY, YTO HTOTOBEIA Pe3yIbTaT OyAeT CHIIFHO OTJIMYATECS OT ero okumanuil. Mcrmpapnsate
TOTOBBIN MPOAYKT Ha (PMHUIIE CYLUIECTBEHHO JIOPOXKE, YEM BHOCHTH KOPPEKTHPOBKH B OT/AENBHBIE €r0 YacTH MO XOIY
peanmm3anui. YToOB! N30eKaTh MOJOOHBIX OMHUOOK, BYKHO IPOBOIHUTE PETYISPHBIC 0030PHI, CIABATh MPOIYKT IO Mepe
TOTOBHOCTH MOJCHUCTEM M [JaKe 4acTeil MmoJcHcTeM, a Takxke BBecTH pojib Product Owner, kotopelii Oyaer HecTH
OTBETCTBEHHOCTh Iepe]] 3aKa3drKOM. Y3Ke 31eCh MBI BUIUM, 94TO SCIUM Oyner Hamboiee yAadHbIM JOTOJTHEHUEM K
Bojonaxay [7].

U TloBbImIaTh BOBICYCHHOCTD 3aKa3uuKa. Kiraccuaeckuii moxo 1, Koraa 3aka3duk GopMyITupyeT TEXHIHIECKOe
3ajaHue, OI0PKET, CPOKH, TPAHUIIBI TPOEKTa, a MOTOM HOSIBIISETCS TOJNIBKO Ha 3Tare MprueMa MpojayKTa, He MOXET ObITh
3¢ QeKTHBHBIM B 1IpoekTe BHeapeHus: PLM-cucremsl.

Hcxonss m3 Bbllle yKa3aHHBIX 3aj7ia4 Haubosee MOAXOISIIUM BapUaHTOM OyJeT CoveTaHHWe YpPOBHEBOIl M
METOANYECKOH THOpuam3anuu. s KaKIoro moaxona OyaeT onpeneneH cBOW YpOBEeHb NMPUMEHEHHUs, IPH 3TOM OyAyT
peaM30BaHbl MHCTPYMEHTBI KJIACCHYECKOI0 IMMOJX0/a M TMOKMX Merojojoruid. Mcxonms u3 orpacneBoil crenuduky,
a¢pexTHBHOI KoMOMHamel Oymer coderanne BopomanHoi monenu u SCRUM [8]. Bomoman mo3BOdHMT COXpaHHUTH
YeTKUH KOHTYP MPOEKTA, YTO BAXKHO, KaK B acleKTe CHenu(UKN AeSITeIbHOCTH KOMIAHNY U KOHTPAKTALUH, TaK U IS
ydeTa MCUXOJIOTHH MPUHATHUS PEeIIeHHH PyKOBOIHTENEH KoMIaHun-3akaszunka [9]. SCRUM mosxker ucnonb3oBathes B
KOMaH/Iax MCIIOJHHUTENEeH JUIsl yCKOPEHHs pean3aliy yacreil npoayktoB. Meroast SCRUM OynyT BbicTynarh B posin
YCKOpHTENEH, IpaiBepoB TEKYNIUX MPOIIECCOB, KOTOPBIE CMOT'YT MOBBICUTh CKOPOCTh HX IPOTCKAHWS H YIYYIIUTh
KOMMYHHUKaTHUBHBIE Tponeccsl [10].

Omnuiem TUIOBBIE TPOOIEMBI B IPOEKTAX BHEAPEHHS U PElIEHHE UX C MOMOIIbI0 HHCTpyMeHToB SCRUM st
MaKCUMaJIbHO 3 ((PEKTUBHOTO MOCTPOCHHS THOpHIA.

Tabnuua 1 — Tunosbie mpoOIeMbl B IPOEKTaX U CIOCOOBI UX PEIIEHHs C HOMOIIBI0 HHCTpyMeHToB SCRUM.
[pemtoxxeHo aBTOpoM

Ne | IIpobnema Cnioco0 perienus
1 ComnpoTuBiieHre H3MEHEHHUIM [Mpumenenne nHctpymMenToB koyurHra SCRUM-mactepom s
MIOJITOTOBKH JIFO/I€H K N3MEH CHUSM
IIpoBeneHne TeMaTHYECKUX BCTpEd IS MOATOTOBKH JIOACH K
repeMeHaM
2 Heonxo3nauHOCTH TIOJTb30BATENBCKUX | JleMOHCTpaIys YacTel MpoayKTa BO BpEMsI CHPHHTOB
uHTepdeiicon
Perynspabiii cOop 0oOpaTHO# CBS3W JJIs1 COBEPIICHCTBOBAHUS
uHTepdetica
3 HesicHocts Ou3HEC-TICTEH YTouHeHue 63KII0Ta MPOIYKTA
Yerkne OusHec-lend, CPOPMYIHUPOBaHHBIE B  OJKIIOTE,
00ecneYnBaIOT MPO3PAYHOCTh U COOTBETCTBUE CTPATEIMYECKUM
LEISIM
4 CnoXHOCTH B HacTpoiike TpeOoBanust K HacTpOHKaM MOXXHO C(HOPMYJIMPOBATH B BHUJE
TIOJIB30BATECIIb CKHUX HCTOpHﬁ, qTOo IIO3BOJIMT KOMaH/JIC
PaCCTaBIATb HPUOPUTETHL U YIOBJICTBOPATH O3TU HOTpeGHOCTI/I B
paMKax KakZoro CIPHUHTA.
5 Bonmpimoe  konmmuecTBO M CIOXKHOCTH | Biamenmer mponykTa oTBedaeT 3a OIpEeIeNeHHE MPUOPHTETOB
GyHKIMH (YHKIMH Ha OCHOBE [ICHHOCTH JUIS IIOJIb30BATEIIS.
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