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Tabavua 1 / Table 1

MATb OCHOBHbIX rPynNn MOTUBOB TPYAOBOIO noseaeHus” / Five main groups of motives for labor behavior

HasBaHue rpynnbl MOTUBOB UHaekcaumsa rpynnbl . .
;?y / A u,. p¥ OnepauunoHanbHasa pepuHuumsa / Operational definition
Motive group / Group indexing
O6BEKT MOTUBALMU AASI TOAYHEHUSA CYLLLECTBEHHBIX AAA HETO AEHEXHBIX AW He-
MpuobpeTeHusn (MA) AEHEXHbIX BO3HarpaxAeHWi BbINOAHAET NPeANUCaHHble CyObeKTOM ynpaBAeHUA
TPyAOBblE AEMCTBUA
O6BbEKT MOTUMBALMKW BbINOAHSET T€ AEMCTBUS, KOTOPbIE BbI3bIBAKOT Y HEMO NMOAOXM-
YAOBAETBOPEHUS (ME)
TEAbHO OKpaluMBaemble 3MOLMK OT NPoLEect U (MAM) pesyabTata TpyAa
XapakTep TPyAOBOro NoBeAEHWA 0ObekTa MOTUBALMU AETEPMUHUPYETCA Xena-
besonacHocTu (MS) HUEeM n3bexatb NOCTYNKOB U AEMCTBUI, KOTOPble MOTYT BbI3biBaTh CyLLECTBEHHO
HenpuemMAeMble ANt HEMO CaHKLMKM U NOCAEACTBUA.
Cy6BbeKT MOTUBaLMK COBEpLUAET TPYAOBbIE MOCTYMKU U AEVCTBUS HEe paAW YAOB-
MoaunHeHns (MD) AETBOPEHMS CBOUX AUUHbBIX LEAe U NOTPeBHOCTEN, @ OPUEHTUPYACH HA HEKWe
rpynnoBble HOPMbl U NPEANUCAHUA AGXE €CAU OH UX AUYHO U He pa3penseT
CybbeKT MOTUBaLMM CTapaeTcsi COBEPLUATb Takue NOCTYMKU U AEMCTBUSA, KOTOPble
OHeprocbepexeHus (MP) NO3BOASIIOT EMY AOCTUUb NOCTABAEHHbIX MEPEA HUM CYyObEKTOM ynpaBAEHUA
Lener MUHUMU3UPYS CBOW TPyAO3aTpaThl

UcTouHUK / Source: coctaBAeHOo aBTopoM / compiled by the author.

“ B paAbHeiLEeM - MPOCTO MOTHUBI.

aCIeKTOB IMPO6IeMbI IPUBJIEUEHNS U YO eP>KaHWS Ta-
JIAaHT/IMBBIX MOJIOJIBIX CITEI[MaIMCTOB B HayKe U BbIC-
meM o6pasoBaHuu. [Ipy 3TOM HEOOXOIMMO YUECTh
U TO 0BCTOSITENIbCTBO, UTO COBPEMEHHbBIE LIVI(DPOBHIE
TEXHOJIOTMM BO MHOTOM CIIOCOOCTBYIOT akajgemuue-
CKOJ1 MOGMIBHOCTY MOJIOZIBIX YUEHBIX 6€3 He0OXOmM-
MOCTU (DU3NUECKOTOo MepeMelieHus] B Beqyliue Ha-
YKOTpabl CTPaHBbI.

[MpoBemeM aHanM3 MOTUBALMOHHBIX YCTAHOBOK
TAJIAHTIVBOV MOJIOAEXY, BbI3bIBAIOIIVIX BHYTPEHHME
TICUXO0JIOTUYeCKMe YCTAHOBKYM Ha pa3BuUTHe (He pas-
BUTME) CBOEIT KapbepHOI TpaeKTOPNM B chepe HayKu
U BBICILIEr0 0Opa30BaHysl. B KauecTBe TeopeTnuecKoit
OCHOBBI JIJI1 HAIIMX PACCYXXAeHUI U MHTEepIIpeTalumn
MTOJIyYeHHBIX Pe3y/abTaTOB GyIeM MCIIOIb30BaTh Te-
OpUI0 MOTMUBAIIMOHHOTO KOMILJIEKCA TPYIOBOJ [esi-
TEJIbHOCTU U CO3aHHBIN B €e paMKax MeTOAMYEeCKII
MHCTpyMeHTapuii [1]. Ho BHauase nMeeT CMbICI pac-
CMOTpETH B OOIIMX UepTaX METOIMUECKIE TTOIXOMIbI,
KOTODbIE MbI IPUMEHSII B JTAHHOM Hay4HOM MCCIIe-
IIOBaHUM.

METOAVKA UCCNEAOBAHNA

B pamKax MeHeI)KMeHTa Kak HayKiu paspaboTaHbl
U IIMPOKO MCIOIb3YIOTCSI MHOTOOGpa3Hbie KIacCu-
(ukauum hakTOpOB ¥ MOTUBOB, OTIpeIe/ISIOMNX Ha-
MpaBJIeHye ¥ XapaKTep MoBeieHNs TIepCoHasIa Ha pa-
6oueM MecTe, a TAaKKe METOAUK Ha OCHOBE KOTOPbIX
MOYKHO JiefiaTh 060CHOBaHHbIE BHIBOMIBI O XapaKTepe
¥ 9BOJTIOLIMOHHONM HANpPaB/I€HHOCTM TPYAOBOIO ITO-
BeleHNsI MHIMBUIYYMOB KaK CJeICTBUSI M3MeHeHMit
CTUMY/ISILIVIOHHOTO TIONS UX (PYHKIMOHMUPOBAHUS U
pasBuTiust. CaMbIM ITPUMEHSIEMBIM aJrOPUTMOM pe-
HIeHMsI 3TOM 3a7auy SIBJISIETCS TeOpUs MOTMBALUN,
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Puc. 1/ Fig. 1. CTpyktypa A-cBsi3el B MOTUBaLlUOHHOM KOM-
nAeKce TpyAOBOM aeATenbHOCTH / A-bonds in the motivational
complex of labor

UcTouHnk / Source: coctaBaeHO aBTopom / compiled by the author.
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Puc. 2 / Fig. 2. CTpykTypa Y-cBSi3el B MOTMBALMOHHOM KOM-
nAeKce TpyAoBoWM aeATenbHocTH / O-bonds in the motivational
complex of labor

UcTouHnk / Source: coctaBaeHo aBTopom / compiled by the author.
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Puc. 3 / Fig. 3. Ctpyktypa M-cBizeit B MOTUBALUOHHOM
KOMMAEKCE TPyAOBOM peaTeAbHocTH / AO-bonds in the
motivational complex of labor

UctouHnk / Source: coctaBAeHO aBTopoM / compiled by the author.
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A.A. \UTBUHIOK

peJios)keHHas KaHaACKUM Icuxosiorom B. Bpymom.
Yale ee B HAY4YHOJ 1MTepaType Ha3bIBAIOT TeOpuen
OXUIAHUST WM Teopueii skcrekrakuuit (Expectancy
theory). ComepskaHue U aIrOpUTMBbI pacyeTa CTPYyK-
TYpbl MOTMBAIIVIM, HA OCHOBE 6A30BbIX MMOJIOKEHUIT
BBIIIEYIIOMSIHYTO TEOpUM, JOCTATOYHO TOAPOOGHBI
OIMCaHbl B ero MoHorpadumu «Tpya M MOTUBAIVSI»
(1964) [2]. OpHako, Korga B CBOe BpeMs Mbl IIbITa-
JIVCh UICTIONB30BATh AITOPUTMbI TEOPUM IKCITEKTAK-
LV 71 M3y4eHusl MOTMBAIMM, OKa3ajoCh, UTO C
MPaKTUYECKOl TOYKM 3PEHMS] 3TO peann3oBaThb A0-
CTATOYHO MpobaeMaTuHO. OCHOBHbBIE TOKA3aTesu,
UCIIONIb3yeMble B pacueTax U MMeHyeMble aBTOPOM
Kak valence u expectancy (B pyCCKOSI3bIYHO JIUTe-
parype yallle UCIOAb3YIOT TEPMMUHBI BaJIEHTHOCTb U
OXUIaHKe) JOCTATOYHO CJIOXKHO MHTEPIIPETUPOBATH
KO/JIMYEeCTBE€HHO, 4YTO IIPMBOOUT K HEKOPPEKTHBIM
BBIBOZAM U pe3ylbTaTaM MPOBOJAMMBIX HAYUHBIX UC-
cJIelOBaHMIA.

B nauase 90-x paboTast HaJ JOKTOPCKOI Ayccep-
TalMel U MPOBOAS MHOTOUMCIEHHbIE Hay4YHbIe JC-
Cef0BaHMs TI0 U3YUEHUIO0 MOTUBALIUY TPYA,0BOI fe-
SITEJIbHOCTHY TEPCOHAJIA TOPTOBBIX OPraHU3alii MbI
MpeIyIoKUIM ¥ 060CHOBAIY HOBYIO YHUBEPCAIbHYIO
KkinaccuduKalmio MOTUMBOB TPYJOBOIO TTOBeleHNS B
paMkax chOpMYIMPOBAHHON HAMM HOBOV TeOpuUm
motuBanuu!. Ha ee ocHOBe B ja/ibHeiilieM ObLIu
pa3paboTaHbl U JOCTATOUHO YCIEIIHO arnpobupoBa-
HbI LIEJBIA PSIL METOAUK, CBSI3aHHBIX C M3yUYeHMEeM
CTPYKTYPBI MOTMBALIMM KaK OTHEJIbHbIX MHAVBUIY-
YMOB, Tak paboumx rpymir. Takke ObUT MPeIIoKeH
QITOPUTM TIPOTHO3MPOBAHMUSI IBOMIOLVU TPYLOBO-
ro TNOBeJeHMsI KaK OTAeNIbHbIX MHAUBUIYYMOB, TaK
¥ pabouyx TPYIIl B 3aBUCUMOCTU OT M3MEHEHMIT U
KOPpeKINii IPUMEHSIEMbIX CUCTEM MaTepUaTbHOTO
Y MOPaJIbHOTO CTUMY/IMPOBaHMS Tpyaa (Tab. 1).

[Tpu n3ydyeHUM 0COOEHHOCTE TPYLOBOTO ITOBee-
HMS CyObEKTa MOTUBALIVY CJIeIyeT MMETh BBUAY, UTO
BCe MpeJIoKeHHbIe HaMy I'PYIIIbI MOTUBOB (Tab:.1)
HaJ0 paccMaTpMBaTh KakK aHaJIOr BEKTOPHBIX CUII
B MaTemaTyke. VIHBIMM CIOBaMy, OHM OKa3bIBAalOT
BJIMSIHME HA TPYAOBOE MOBeIeHVe PabOTHUKOB I
pabounx TpymnI He IIOCIENOBATENbHO, & OILHOMO-
MEeHTHO.

«BexkTopHYI0O CymMMy» 3TOTO BIMSIHUSI (Pe3yib-
TUPYIOLLAsl TPYLOBOIO ITOBEeAEeHMsI) U IIPOTHO3 Hau-
6oJiee BEPOSITHBIX IECTBUIT U MOCTYNKOB CYyOhEKTa
MOTUBAIMM, B paMKax ero nmpodeccruoHaabHO aes-
TEJIbHOCTY MOKHO OIPeAennUTh, UCIIONb3YsI TPOCThIe
JIOTMYeCcKMe oIepaluy, Ha OCHOBE MOCIef0BaTellb-
HOTO UCITO/Ib30BaHUSI TPUHLIUIIOB U NpaBui « Teopun

! Teopust MOTMBALIMOHHOTO KOMIIIEKCA TPYHOBOIL 1eITeNbHOCTI.
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MOTMBALIMIOHHOTO KOMILJIEKCa TPYA0BOM esTe/IbHO-
cTu» [3].

KntoueBbIM MOHSITMEM Halllell TEOPUU SIBISIETCS
«MOTUBaLMOHHBIV KOMILUIEKC TPYAOBOI IesaTelbHO-
et (MKT/I)» 1 CTPYKTypa ero BHyTPeHHMX CBsi3eiiZ,

MKT/]I MOXHO OIIpefennTb «LeJIOCTHYIO U OVHa-
MUUYHYIO CUCTEMY, B3aMMOCBSI3aHHBIMM 3JIEMEeHTa-
MU KOTOPOI SIBJISIIOTCSI BblllleNIOKa3aHHbIE TPYMIIbI
MOTMBOB (Tab6i. 1), KOTOpbIe OKa3bIBAIOT BEKTOPHOE
BJIMSIHME HA XapaKTep U CoIepskaHue TPyLoBOro Io-
BeJIeHMs KaK OTHeJbHOro pabOTHMKA, TaK U paboueii
IPYIIIBI B 1IeJIOM» [3].

Brimensiemble HAMU SITh IPYIIIT MOTUBOB paccMa-
TpuUBaloTCs B «Teopuy MOTMBALIMOHHOTO KOMILIEKCa
TPYIOBOV NTeSITeTbHOCTM» KakK KOHGUTrypalus B3a-
MMOCBSI3aHHBIX 5JIEMEHTOB, KOTOPbIE BbI3bIBAIOT HA
6a3e CBOero B3aMMO/IeNiCTBYSI, OIIpeIe/IeHHbIe IMep-
IKeHTHbIe 9(Q(GeKThl B TPYZOBOM ITOBEIEHUN O0b-
exta moTuBauun. CnegosatenbHo MKT/I MmoxHO yc-
JIOBHO MPEeJCTaBUTb KaK «UePHbII SIIVK», BXOTHBIMMI
IaHHBIMM KOTOPOTO SIBJISIIOTCSI CTUMYJIbI, CO3/aBae-
MblIe CyOBEKTOM YITPaBIEHMS U BBIXOIOM — TPYIOBbIE
TIOCTYIIKY U IeACTBYUS 06'beKTa MOTUBAIIUN

PaHee HaMM 6bUIO TOKAa3aHO U 060CHOBAHO, UTO
MeXOy MOTUBAMM, COCTaBJSIONMMU 3I€MEeHTHYIO
6a3y MKT]I, uMmeloTcst ABa BUAA IMPSIMbIX U IIOCTO-
SIHHBIX CBSI3€ii M OOVH BUJ, OOPATHBIX ¥ BPEMEHHBIX
cBsizeit’.

Axmusupyrwujue cesisu (A-cesi3u), KOrma BHEI-
Hee ycuiaeHue (owrabieHne) KaKoro-jimbo MOTHUBa
(IpenbIayIero) MPUBOAUT K YCuIeHUIo (ociabie-
HMIO) IPYrOro MOTUBA (nocnenyfomero)“. CtpykTypa
A-cBs3eii oka3aHa Ha puc. 1.

BropsiMm Bunom cBs3eit Mexny MotTuBaMu B MKT/]
ABIAOTCA yeHematouwjue (Y-c8sa3u). HampaBieHHOCTD
UX BAUSIHUS IIPSIMO TIPOTUBOIIOI0XKHA 110 CBOEMY Xa-
paKkTepy OeliCTBUI0 aKTUBUPYIOLIMX CBs3ei. MTHbIMU
CJIOBaMM, BHeIlIHee ycuieHue (octabieHye) mpembl-
IOyIIero MOTHMBA, IPUBOAUT K OC/IabaeHnio (ycuie-
HMI0) mocnenyroiero. CTpykrypa Y-CBsi3eil rokasa-
Ha Ha pucC. 2.

Kpome npsimbix A-cBsizelt u Y-CBsi3€eil B CTPYKType
MKT/I MbI BbIEISIEM €I1Ie M 00paTHbIE, TAK Ha3bIBa-
eMble, npomugoyzHematroujue cessu (II-cesasu). B ot-
Jin4ye OT ABYX MPeAbIAYIINX BUAOB OHU OelCTBYIOT
B CMCTeMe MOTMBALIMM TPYLOBOTO MOBEIeHNSI ITepCo-
2 Manee o Texcty MKTI.

5 Cm. JTurBuHIOK A.A. MOTMBaLIMOHHBIE KOMILIEKCHI TPYI0BO fe-
SITeJIBHOCTU B CUCTeMe MeHeIKMeHTa. ,Z[I/ICCepTaLU/IH Ha COoMCKa-
HJe YYeHOJ CTeleHy JOKTOpa 3KOHOMMYeckux Hayk. 1997. URL:

https://www.elibrary.ru/item.asp?id=15967238/ (mata o6paiiie-
Hust: 05.04.2020).

4 TIpenpiaylium SBASETCS MOTUB, PACIIONIOKEHHbBI B MOTMBALIV-
OHHOM KOMILJIEKCE TPYIOBOI IeSITeIbHOCTM paHee ToCaeyIole-
TO, TIPU MX HAOTIOEHMH, TT0 YaCOBOI CTpEJIKe.
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HaJla He TIOCTOSIHHO, a MIPOSIBJISIIOTCSI TOJIBKO IIPU He-
HOPMAQJIbHO (OYeHb BBICOKOV MJIM OYe€Hb HU3KOIA),
B paMKax Hallleli TeEPMMUHOJIOTMM MaTOJOTYeCKO,
cujle BEKTOPHOTO BO3[eEICTBUS Ha TPyL4OBOe IOBe-
IeHye cyobeKTa MOTUBAIVM OIHOI 13 TPYIIIT MOTU-
BOB. XapaKTep UX BAMSIHME Ha TPYLOBOE MOBeIeHIe
AQHAJIOTMYeH MeXaHM3My BO3[elCTBUS YTHeTaIX
CBsi3elt, MUHBIMU CJIOBaAMU — POCT CUJIbI A@ICTBUS O]l -
HOTO MOTMBA BPEMEHHOTO MPUBOIUT K 0C/Ia0I€HNIO
CUJTBI TIOCTIEAYIONIET0 MOTHUBA U, HA060pOT. CTPYKTY-
pa I1-cBsi3eli mokasaHa Ha puc. 3.

[Mepuonuyeckass akTUBalMsl MPOTUBOYTHETAIO-
myux cBsizeit B MKT]I 06bIYHO MPOBOIMPYET MOSIBIIE-
HJe MOTMBALMOHHBIX CO0EB B TPYLOBOM ITOBeHeHUM
TepCOHAa, YTO MPEACTaBIIsIeT c060Ii OTpeIeIeHHYI0
YTpo3y AJist KaApOoBOJi 6e30MacHOCTY TF0607 OpraHm-
3ay (KaK HeKiii aHaJIoT e BUaHTHOTO MoBeeHs)°.

YuuteiBask CTPyKTYpPy Tpex BUL 0B cBsizelt B MKT/],
MOXHO AOCTaTOYHO TOYHO MPOTHO3UPOBATh TPYIO-
BO€e MOBeIeHMe JII0O0ro cyobheKkTa MOTMBALIUM TIPU
U3MEeHEeHUU CTUMYJISIIMOHHOIO MOJis, B paMKax Ko-
TOPOTO MPOUCXOIUT €ro PyHKIMOHMPOBAHME U Pa3-
BuTre. OCHOBHbIE QITOPUTMBI U TPOLELYPhI TIO-
JIOOHOTO MPOTHO3MPOBAHUS AOCTATOUHO MOAPOOHO,
B CMbICJIE UX MPAKTUUECKOTO MPUMEHeHMs, ObUIU
ONMCaHbl HAaMM B MOHOTrpaduu «MeTomonmorus Mo-
TUBaLlMM TPYLOBOM OEeSATeNbHOCTU TOCCIYXKalUX,
OpPMEHTUPOBAHHOI Ha JOOCTVDKeHMEe KOHEUHBIX pe-
3yJabTaTOB» [4, . 75-90].

OCHOBHDbIE PE3YJIbTATbI NCCJTEAOBAHUA

VcrieliHasi Hay4yHasi M MHas KpeaTuBHas Jesi-
TeJIbHOCTD /1a/IeKO He BCerja SIBJSIeTCS pe3y/bTaToOM
TBOPYECKUX CITOCOOHOCTE ¥ MOTUBAIUM TaJaHTIN-
BBIX Jitofieii. [opa3mo yaiie — 3To pe3yabTar rnpodec-
CUMOHAJIbHOM [eSTeNbHOCTM HEKOM «KPUTUUECKOM
MacCChI» JIIOZeiA, IeJieHarpaBIeHHO paboTaloIMX Ha,
KOHKPETHBIM HayYHbIM TPOEKTOM.

Eciu BHMMAaTENbHO M3y4yaTh SBOIIOIMIO KaiPOBO-
o IOTeHIMaa POCCUIICKOTO BBICIIETO 0OPa30BaHMS
U HayKu, MOXKHO KOHCTaTMPOBATh UYTO, HECMOTPS Ha
BCe «aJMUHUCTPATUBHBIE YCWIIMSI» TIO €T0 OMOJIOXKe-
HUIO U CHVDKEHMIO CpeTHEro Bo3pacTa pabOTHUKOB,
TaJIAHT/IMBbIE U TIePCIIeKTUBHbIE MOJIOAbIe CIely-
JIMCTBI YIIOPHO He >KealoT BOCIIPUHUMATH 3TOT Ba-
PUAHT KapbepHOl TpaeKTOpuu cBoero mpodeccuo-
HaJIbHOTO Pa3BUTUS KaK MepCHeKTUBHBIN.

Bce 9TO BBI3BAaHO BHYTPEHHUMMU YOEKIEHUSIMU

5 B pamKax 3TOif CTaTb¥ MBI MPOGIEMY MOTMBAIMOHHBIX C6OEB
B JajbHelIeM 3aTparuBaTh He Gymem. OHUM [TOCTaTOYHO ITO[I-
POGHO paccMOTpeHbI B yuebHOt muTepaType. Hanpumep, JInteu-
HIOK A.A. OprannsanyoHHoe nosegenne. M.: FOpaiit, 2018. 527 c.
URL:https://www.elibrary.ru/item.asp?id=37222300. (maTa o6pa-
mwenus: 05.04.2020).

Tabauua 2 / Table 2

Haunbonee npuBreKkaTeAbHble NPOdEeccUr N0 MHEHUIO
COBpEMEHHOMN poccuickon monoaexu / Most attractive
occupations in the labor market according to youth

Bo3pacTtHas rpynna pecnoHAeHToB (MOAHBIX AeT) / Age group of
respondents (years)

14-17 18-22 23-30
Aucnetuep, H0puct, HR-MeHeaxep, MapkeTonor,
HR-meHepxep, MeHepXep,
3KOHOMMCT
3KOHOMMUCT duHaHcHceT

UcTouHmk / Source: coctaBaeHo aBTopom / compiled by the author.

pOCCUIiCKOI MOJIOmeXXM, 4To 3Ta cdepa mpodeccu-
OHAJIbHOW JIeSITeTbHOCTM HEIpecTMsKHa M3-3a HU3-
KOTO YpPOBHSI OIUIaThl TPy[a, MOJTOTO BPeMEHHOTO
Jlara mpogeccruoHaJbHbIX TOCTVKEHMIA, HeCTabuIb-
HOJi 3aHSITOCTM ¥ HU3KOI'O YPOBHSI MaTepPUaJbHOTO
BO3HarpaskaeHus. «IlapajiiesbHO ¢ 3TUM SIBIEHUEM
ele ¥ OYeHb YacTO IOCTYIAIOT B acCMMUPAHTypy Te
MOJIO[ble CIIelMaINCThl, KOTOPble IO CBOEMY WH-
TeJIJIEKTYaJbHOMY M TBOPYECKOMY YPOBHIO ITPOCTO
He cIoco6HbI 3(PGHEeKTUBHO 3aHUMAThHCSI KPpeaTUBHOI
IesaTeNIbHOCThIO» [5].

PaccMoTpuM BHauaje 4TO ke OmpenensieT B CO-
3HAaHUM COBPEMEHHOI POCCUIICKON MOJIOAEeXu mpe-
CTUMKHOCTD TOTO MM MHOTO BapyuaHTa TPYAO0YCTPO¥i-
ctBa. KpacHoB I0.A. Bpigennn OeBSITb OCHOBHBIX
(haKTOpOB, JAOIIMX OTBET Ha 3TOT BONPOC [6]:

e BEPOSITHOCTD YCIIEIIHOM BePTUKAIbHOI Kapbephbl;
e BO3MOXHOCTb CaMOCTOSITeJIbHO PacClopsKaThCs
pecypcamy, HeOOXOOVIMBIMM [JisT BBIIIOJHEHUS

TPYAOBBIX (PYHKIIWIL;

e BBICOKUII YPOBEHb MaTepUaIbHbIX BO3HArpaxmie-

HUI U JIbIOT;

e IUINTEJIbHOCTb U CJIOKHOCTh OCBOEHMS Tpodec-

CUn;

e MPUOMMKEHHOCTh Tpodeccuy K TocymapcTBeH-

HOJ BJIaCTH;

e COlMa/IIbHAS 3HAUMMOCTD BBITIONIHSIEMBIX TPYH0-

BbIX QYHKITUIA;

e yBaXkeHMe B OOIECTBE;
e YpOBEHb OOIIECTBEHHOTO AOBEPUS Y XOPOIIIas CO-

LMabHas PeryTamms.

B koniie 2018 r. BIIOM o6HapomoBas pe3y/ibTa-
ThI TIPOBEJIEHHOT'0 M OIIPOCa O MPECTVKHOCTU MPO-
deccuit cpenyt cOBpeMEHHOI POCCUIICKOI Moofe-
KU C yUeTOM pa3Mepa BO3MOXKHOTO MaTepuabHOTO
BO3HarpaskaeHus 1 mpodeccuoHalbHO TpaeKTOpUn
CBOETO pa3BUTHA:

e aJBOKAT, IPOKYPOP, I0pUCT (15 % ompolieHHbIX);

© BLMOM (BcepoccuiicKuit LEHTp M3ydeHus OBIIeCTBEHHOTO
MHEHMSI) — POCCUIACKMUI UCCIeN0BaTeIbCKIUIT MHCTUTYT. Bemyias
oTeuecTBeHHasl opraHusanusi B chepe cOIMaTbHBIX, TOMUTHYE-
CKMX M MapKeTMHTOBbIX ompocoB. URL: https://wciom.ru/about/
aboutus. (mata ooparenusi: 05.04.2020).
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Tabauua 3 / Table 3

YcpeaHeHHble MOTMBALIMOHHbIE NPOPUAU TPYAOBOMW AEATEABHOCTU pecnoHAeHToB / Averaged motivational profiles
of labor activity of respondents

Bbliaensiemblie rpynnbl pecnoHAEHToB /
Selected groups of respondents

Cuna BAMSIHUA Ha TPYAOBOE NOBEAEHWE MOAOABIX CMELUAAUCTOB
OTAEABbHbIX Fpynn MOTUBOB (YycAOBHbIE 6anAbl) / Influence on
the labor behavior of young professionals of certain groups of
motives (conditional points)

MA ME MS MD MP
MpenoaaBaTeAn U HayuHble PabOTHUKM 3,0 6,0 4,0 0,0 -2,0
MpeAcTaBUTEAN AAMUHWUCTPATUBHO-YNPABAEHUYECKOTO NepcoHana 1,0 2,0 2,0 2,0 0,0
Pasmax Bapuaumu - R (YcpeaHeHHble nokasaTeAn npenopaBaTeneit 1
Hay4HbIX COTPYAHUMKOB MUHYC YCPEAHEHHbIE NOKa3aTeAU NPeACTaBUTENEN +2,0 +4,0 +2,0 -2,0 -2,0
AAMUHUCTPATUBHO-YNPaBAEHUYECKOro annapara)

UcTouHuk / Source: coctaBAeHO aBTopom / compiled by the author.

e TOCyJapCTBeHHbIe cayskaiye (13 % onpoleHHbIX);

o Bpayu 1 HedTAHUK (12 % OMpOIIeHHbIX) .
AHaJIOTMYHbIE MCCIeNOBAHMS, ObUIM TTPOBEHEHBI

Hamu B 2015-16 IT., B pamMKax BBIIOJIHEHMS Hayd-

HO-MCCJIeOBATEIbCKOM paboThI 1O 3amaHmio [IpaBu-

TelbCTBA MOCKBBI U ITOCBSILEHHOM MCCIESOBAHMIO

TO/IOKeHMs] MOJIOZIeXK! Ha CTOIMYHOM phIHKe Tpyaa’.
OHM TOKasaiy TMPUMePHO aHaJIOTMYHbIe TI0

CMBICJTY U COA,ePKaHUIO Pe3ysbTaThl [7].

[TepBbIMM Tpemsi KpUTepUATbHbIMU MPUOPUTE-
TaMU IIPU BbIOOPE CTapTOBOI U MEePCIIeKTUBHOI AJIst
JaJbHEeNIIero KapbepHOTO pa3sBUTUM Ipodeccun
0Ka3aaunch:

e BBICOKUI1 ypOBEHb MaTepUaIbHOTO BO3HATPaXKIe-
Hus (44 %);

e KODOTKMII BpEMEHHOI1 Jlar KapbepHOTO U, B OC-
HOBHOM BepTUKaJIbHOTO, pa3Butus (21 %);

e HaJIMuMe COIMATBLHOIO MTaKeTa C GOBIINM KO-
YeCTBOM He00s13aTe/TbHBIX BITUIAT U JIbroT (20 %).
[To MHeHMIO GOJIBIIMHCTBA OIPOIIEHHBIX HAMMU

MOJIOABIX CITEIMATUCTOB, MOAOOHBIM KpUTEpPUATb-

HBIM IIpUMOpPUTETAM B COBpeMeHHO} Poccum cooT-

BETCTBYIOT Tpu Tpodeccuu. IlpuueM ux Habop He-

CKOJIBKO BapbUPYeTCs MO OTHONIEHUI0 K BO3PacTy

PEeCIIOHIeHTOB (TabJI. 2).

AHanusupysi  BBIIIEM3JIOKEHHbIE  MaTepualbl,
MOXHO CZieJiaTh BBIBOJI: B COBpeMeHHOoI1 Poccuu mo-
JIOZible CITeLIMANNCTBI, TIPU BHIOOpPE TEPCIEKTUBHONM
II7IST HUX KapbepHOi TpaeKTOpuu nmpodeccruoHanbHO-
ro pasBUTHS, B OCHOBHOM MOTMBMPOBAHbBI TOIyYe-
HMEeM OBICTPOTO MaTePUaIbHOTO Pe3y/abTaTa, T. €. Ha
HUX CUJIbHEe BCero, COrMIaCHO Hallleii TepMUHOIOTUH,
BJIMSIIOT MOTUBBI IIPUOGPETEeHMS.

VHbIMM (JIOBaMM, TIepCIieKTHBa CBOEro JOJro-
CpPOYHOTO TPO(EcCHMOHATBPHOTO PA3BUTKUS B TaKMUX

" Coupmonoru HazBany camMmylo pecTiskHyo mpodeccuto B Poccun.
URL:https://ria.ru/20181024/1531341162.html. (mata oO6pariie-
Hus: 05.04.2020).

8 FocymapcTBeHHbIi KOHTPakT N2 OY3/05.2-4/15 ot 10.07.2015.
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061aCTSIX IesaTeIbHOCTH, KaK HayKa MM BbICIee 00-
pasoBaHMe He KaskeTCs MM JIOCTATOYHO MpyBJIeKa-
TenbHOV. [IpMYMH 31eCh IBe:

e HU3KUIA, TIO JABHO YCTOSIBLIEMYCSI B Cpefie poc-
CUIICKOJ MOJIOAEXU, U, TI0 HallleMy MHEHUIO, BO
MHOTOM MPaBWIbHOM MHEHUMU, YPOBEHb CTapTO-
BOJi 3apabOTHOI IIaThI;

e JIMTUATENIbHBIN BpeMeHHOIt Jyar mpodeccroHalb-
HOT'O pa3BUTUS, TO3BOJSIOUINIA AOCTUYDL IIPU-
eMJIEMOT0 [IJisi MOJIOAOTO CIeluaNncTa, YPOBHS
(bUHAHCOBOY CTAaOMJIBHOCTU, OCOOEHHO B YacTy
peanu3ainuy MPeCcTUKHONM B Halllell CTpaHe Bep-
TUKQJIbHOM Kapbephl.

IMpakTHUYecKy Takue ke MpobaeMbl aKTyaabHbI U
IJIST IPYTUX CTPaH, 06pa30BaBIIMXCs Ha MeCcTe GbIB-
mmx peciry6nmuk CCCP [8, 9].

Mpbl mosiaraeM, YTO BOTIPOCHI, pacCMaTpuUBaeMbie
B paMKax 3TOJt CTaTby, B TOM YMCJIe PACKPBITIE BHY-
TPEHHMX YCTAaHOBOK IIpPeACTaBUTENIE POCCUIICKONM
MOJIOZIeKM, MOTUBUPYIOIIUX WU T€MOTUBUPYIOITUX
MX K TPYAOYCTPOJMCTBY B By3ax WJIM HayuHbIX Opra-
HU3AIUSX, UMEIOT OOJIBIIYI0 HAYYHYIO M ITpaKThye-
CKYI0 3HAUMMOCTb.

Perrenye mpo6ieMbl TIPUBJIEUEHNMS TATaHTIUBOI
¥ KpeaTuBHO MBIC/ISIIIE MOJIOAEkM B chepy HAyKu
M BBICIIEr0 00pa30BaHMsI TIO3BOIMIIO ObI «IIOTHSITh»
HOBYIO «T€XHOJIOTMYECKYI0 BOJIHY», IaTh TOJUOK CO-
IMaJbHO-9KOHOMMYECKOMYy pas3Butuio Poccum. A
TTOCKOJIbKY, B 0003pMMOM OyAyIIeM CaHKI[MOHHAS
TOJIUTUKA, TIOJIMTUKA BHEIIHel M30MSUMM Hallei
CTpaHbI CKOpee Bcero OymeT MpomoyikeHa, HAM He-
00X0aMMO B ropasio GOJbIIEN CTEIeHM OMUPAThCS
Ha COOCTBEHHbIE MHTEJIEKTyalbHbleé BO3MOXKHOCTH.
Ha craguu crapra 1uudpoBoii 3KOHOMUKM, pa3BU-
TUSI TEXHOJIOTUI MCKYCCTBEHHOI'O MHTEJIJIEKTa BPSIZ,
JIX KTO OyIeT meIuThcsl 3HaHUsSIMM, kKnow-how u ro-
TOBBIMMU 3(PGDEKTUBHBIMU PeIIeHUSIMM He TOJbKO C
Poccueii, HO U ¢ JII0GbIMY TTOTEHIMATbHBIMY KOHKY-
peHTaMMu.
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YuuThiBasi BaKHOCTb IIOCTaBJIEHHON 3amauu, B
paMKax BbBITTOJHEHMs mpoekTa POOU, 6blia mpen-
TIPUHSITA TIOTBITKA PACKPBITh XapaKTepHble 0COOEH-
HOCTM MOTMBALMOHHOTO MPOQMIS YCHENIHbIX, C
TOUKM 3peHust paboTomaTess, peacTaBuUTeNeil poc-
CUIICKOIT MOJIOEKM, KOTOPbIE CO3HATEIbHO BhIOpaIn
IJIST cebsT CTpaTernueckylo KapbepHYI0 TPaeKTOPUIO
podeccMoHaIbHOTO Pa3sBUTHUSI B BbICIIEM 06paso-
BaHMM U HayKe. IIpy 3TOM Obla ellle U MOCTaB/IeHa
1e/ib HaWTU CyIIeCTBEHHbIE PAa3Iuuus B Cujie Jeii-
CTBMSI MOTUBOB MEXAY 3TOM TPYMIIOi MOJOAEXU U
X POBECHUKAMM, TaK Xe OCMBICIEHHO OpUEHTUPY-
IOIMMMCS Ha Apyrue QyHKIMOHAIbHbIE cephl IPOo-
(eccroHanbHOI NEATENTbHOCTY B paMKax By3a WIN
Hay4YHOlI OpraHu3aluu.

B kauecTBe pecnoHAEHTOB (MX 661710 520 UeI0BeK)
BBICTYIIM/IM TIperoiaBaTe U HayuyHble COTPYIHUKU
B BO3pacTe JI0 35 JieT, a Takke acCIMpaHTBI U CTY-
JIeHTbI BBIMYCKHBIX KypcoB ®I'BOY BO «Poccuiickuit
SKOHOMMYECKUi1 yHuBepcuTeT uM. I.B. [TnexaHoBa»,
BKJIIOUAsl ero LeHTPaJIbHYI0 TIONIAAKy, Boarorpa-
ckuit, KemepoBckuit 1 CMOIeHCKMIT GUTMAIIbI, 8 Tak-
Ke CTY[IeHTBI ¥ aclMpaHThl psifa APYyTUX BYy30B Mo-
cKkBbl, Bosrorpana, CmosneHcka u Kemeposo.

TpakToOBKa MOJyUeHHbIX Pe3y/lIbTaTOB OMMpaaach
Ha OCHOBHbBIE TIOJIOXKEHUS YITOMSIHYTO# Bbilie «Te-
OpMUM MOTMBALIMOHHOTO KOMILJIeKca TPYHOBOii nesi-
TEeJIbHOCTV» U CO3[IAaHHBIX HA €e OCHOBe aBTOPCKUX
IMarHOCTUYEeCKNX MEeTONIMK, C IpUMeHeHeM COBpe-
MeHHBIX [TU(POBBIX TEXHOIOTHUIA.

BHauase mMeeT CMbUI TPOBECTM CpaBHEHME MO-
TUBAIMOHHBIX TIPOQUIEN YCIENIHbIX MOJIOIbIX
TperogaBatesieili ¥ HaAyYHbIX PAaOOTHMKOB C MOTHU-
BAIllMOHHBIMM TIPOQWISIMU MX POBECHUKOB, TaKXKe
YCIEIIHO paboTaloIMX B BBICHINX YUeOHBIX 3aBefe-
HMSIX B COCTaBe UX afMUHUCTPATUBHO-YIIpaBIeHye-
ckoro annapata (AVII). PaccuuTaHHble HaMU yCpe[-
HeHHbIe, TT0 HauboJiee YacTo BbIOMpaeMbIM OTBETaAM,
MOTMBAIMOHHbBIE TPOMUIN UMEIOT CIeAyIoInye KOH-
urypauym (tabm. 3).

Omnupasicb Ha pe3y/lbTaThl, IpMBeIeHHbIe B Ta0JI.
3, MOXKHO ClieJiaTh CIeAyIoliie BbIBOIbI:

1. Ha mpernogaBaTeneii ¥ HayYHbIX PaOOTHMKOB
ropasfgo CujibHee MeVCTBYIOT MOTUBBI YO OBJIETBO-
penus (R=(+4). HpIMM CJIOBaMM, OHM B GOJIbIIEN
crerieHyu, yem Inpeactasutenu AVII cuurtaroT npu-
OPUTETHBIMMU [1JisT cebst BBITTOJTHEHME TeX TPYIOBBIX
orepaluii, KOTOpble BbI3bIBAIOT ¥ HUX MTO3UTUBHbBIE
3MOILIMM U OT pe3y/ibTaTa TPYA0BOI AesiTeIbHOCTH, U
OT ee IpoLiecca.

2. XapakTep ¥ 0CO6EHHOCTU UX TPYIOBOTO ITOBe-
IleHUsT B OOJbIIIEN CTEIeHY 3aBUCST OT BApMAHTOB U
pasMepoB IOIYy4YaeMOr0 MMM MaTepUaabHOI'O BO3-

Tabauua 4 / Table 4

YcpeaHeHHbIe MOTUBaLMOHHbIE MPOPUAM TPYAOBOM
AEATEAbHOCTM OMPOLUEHHBIX CTYAEHTOB POCCUICKUX By30B /
Averaged motivational profiles of labor activity of surveyed

students of Russian universities

lpynnbl MoTK- Cuna BAMAIHWUA OTAEAbHbIX MOTMBOB Ha Bbl-
BOB / Groups AeNeHHble rpynnbl pecnoHAaeHToB / Influence
of motives of individual motives on a selected group of
respondents

A b B

MA +5 +6 +3

ME +3 +3 +5

MS +3 +4 +4

MD +1 -2 +1

MP -1 -3 -5

WctouHnk / Source: coctaBAeHO aBTopoM / compiled by the author.

Tabauua 5 / Table 5

CooTBeTCTBME MOTUBALMOHHOIO NPOdUAA CTYAEHTOB
XKeAatoLWwux (HeXeAatoLWwmx) NPoAOAKHUTL 0byueH e B
acnupaHType ¢ 3TaAOHHbIMU 3HAYEHUAMM YCMELUHbIX
MOAOAbIX CNELMANUCTOB B chepe HayKu, BbICLLErO
obpa3oBaHu1A U BbICOKMX TexHoAOTUI / Correspondence of
the motivational profile of students (un)willing to proceed
with their postgraduate studies with the reference values
of successful young specialists in science, higher education
and high technologies

3HaueHue
nokasarteas (p) /

TecHoTa cBA3M MeXAY rpynnamMu PecnoH-
ApeHTOB / Connection between the groups of

respondents Indicator value (p)
MepcneKTMBHbIE MOAOABIE NPENOAaBaTEAN 0,675
1 HayuHble PpabOTHUKM ~ CTYAEHTbI rpynnbl 1
MepcnekTMBHbIE MOAOABIE NPENOAaBATEAN 0,600
1 HayuHble PabOTHUKM ~ CTYAEHTbI rpynnbl 2
[epcnekTMBHblE MOAOABIE MPENOAABATEAU 1,000

W Hay4Hble pPaboTHUKK =~ CTYAEHTbI rpynnbl 3

WcTouHumk / Source: coctaBAaeHo aBTopom / compiled by the author.

HarpaxgeHus: (6osee CUIbHOE BIIMSIHME MOTUBOB
MpMobpeTeHNsT) 3a Pe3yabTaThl UX MPodeCcCroHab-
HOV gesatenbHOCTU (R=(+2).

3. [IpernogaBaTeny ¥ HAyYHble PAOOTHNUKM CKIIOH-
HbI 6oJlee CKPYITy/Ie3HO, MPUIEePKUBATHCS YCTAHOB-
JIEHHBIX HOPM TPYZ0BOIO MOBEEHNMS U perjiaMeHTa
BBITIOJIHEHUSI TPYLOBBIX orniepauuii (R=(+2). [Ipyrummn
CJIoBaMM, OHM BIIOJTHE OCO3HAaHHO TIBITAIOTCS W3-
GeraTh NEICTBUIT M TIOCTYIIKOB, BEOYIIUX K HEXe-
JIaTeJIbHBIM CaHKUMSIM CO CTOPOHBI PYKOBOIMTENeN
3a «HeMpaBWIbHOE TPYJ0BOE MOBeAeHMue». DTO yKa-
3bIBaeT Ha UX MOBBILIEHHYI0O MOTUBAIMIO CTpaTeru-
YeCKM COXPAHSATh CBOM pabouye MecTa B YCIOBMSIX
MIpMMeHEeHNST KOHKYPCHO cucTeMbl (POpMUPOBAHNS
npocdeccopcKo-IperonaBaTeaIbCkoro coctaBa (bosee
CUJIbHbBIE MOTUBBI 6€30TaCHOCTH).

4. Mosozple TperofaBaTeny 1 HayyHble paboT-
HUKU, U3-3a JIaOGOTO BO3MENCTBUS HAa UX TPYHAOBOE
ToBeJleHlie MOTUBOB ITOAUYMHEHMS, B MeHbllleli cTe-
TIeHY CTPEMSTCS K GOPMMUPOBAHUIO CIVIOUEHHBIX He-

COLMATIBHO-TPYJOBBIE CCJIEJOBAHMSA  1/2021
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Tabauua 6 / Table 6

3HaueHUsA OCHOBHbIX KAMHUUYECKMX WKan Tecta MMPI cTyaeHTOB XeAaaroLux (HeXenatoLwmx) NPpoAOAKUTL 0byueHue
B acnupaHTtype C 3STaAOHHbIMU 3HAYE€HUAMU YCNEeLUHbIX MOAOAbLIX CeLUaAnuCToB B ccbepe HayKu, BbiCLLUETO oﬁpasoBava
1 BbICOKMX TexHonorum / Values of the main clinical scales of the MMPI test for students (un)willing to proceed with their
postgraduate studies with the reference values of successful young specialists in science, higher education and high
technologies

HaumeHoBaHWe KAMHUYECKUX YcnelHble MonoAble CTyAEeHTBI, IBHO He XeAatoLue pas- CTyAEeHTBI XeAatoLuue npo-

wkan / Clinical scale npenopaBaTeEAU U HayuHble | BUBaTb cebs B chepe HayKu M BbICLLIEro | AOAKATb CBoe obpasoBaHue

paboTHukM / Successful obpasoBaHuna / Students who clearly B acnupaHtype / Students

young peoples teachers and do not want to develop themselves in willing to proceed with their

researchers science and higher education postgraduate studies

MnoxoHaApUA 42,41 56,21 49,31
Aenpeccus 65,50 54,80 56,94
WUcTepusa 44,26 59,07 59,07
Mcuxonatus 48,46 56,15 71,54
MyCKYAMHHOCTb-GEMUHHOCTD 63,14 63,14 75,30
MapaHoins 49,15 58,41 56,56
McuxoacteHus 64.40 69,76 67,32
LLinzodppenns 61,08 61,08 69,08
fMnomaHusa 62,06 50,29 50,29
CoumnanbHas UHTpoOBepCHUSA 57,88 57,88 59,88

UcTouHuK / Source: coctaBAeHo aBTopoM / compiled by the author.

dopmanbubix rpymn (R=(-2). Tak ske ouu 60ee opu-
€HTUPOBaHbI Ha TBOPUECKUIL, KPeaTUBHBII XapaKTep
TPymoBoii gestenpHOCcTH (R=(-2)°.

[TpoBenmeHHbIe HAMY paHee Hay4YHbIe MCCIeI0BaHMS
[10, c. 80] mokasanmn, 4TO CTPYKTypa MOTMBALIMMIOHHOTO
podusIst TTPAKTUUECKM BCErma MMEET CKOpee BPOXK-
IIeHHBII, a He MpuobpeTeHHbIl xapakTep. OTcooma
MOXHO ChOopMyIMpoBaTh CJIeAyIOI/e MpaKTUUecKue
TIpeIIoKeHNST HeOOXOMMMbIe [JIsT TeHePaLyM I1eJIeBbIX
MIPU3HAKOB 0T6OPA TATTAHTINBOM MOJIOHEKY U yIepska-
HMsI ee B chepe HayKu U BBICIIIETO 0Opa30BaHMs:

HNmeeT cmbICI elie HA CTagUM TOTyUYEHUS] BBIC-
1rero o6pasoBaHMs ¥ Ha MJIAIIINX KypCaX BBISBIISITh
MOTEeHIMATbHO TTePCIeKTUBHBIX KaHAUAATOB Cpeau
CTYy[IEHTOB ¥ MOTUBMPOBATh UX K YYaCTUIO B Hayu-
HOJi paboTe U MOC/IeIyIONEeMY ITOCTYIUIEHMIO B aCIN-
pPaHTypy. 3a OCHOBY O0TOOpa Hajlo 6paTh CaeAyIoe
1ieJieBble MPU3HAKU:

e HU3KUI yPOBEHb CUJIbI JeMICTBUSI MOTUBOB MD;

e HM3Kas cuia AeiicTBusi MOTUMBOB MP;

e BbIpa)XKeHHas CuJia eiCTBUSI MOTUBOB MA;

e BBICOKMI1 YPOBEHb CUJIbI BIUSHUS Ha UX TPYLOBOE
noBegeHue MoTuBoB ME.

Omnupasich Ha BbIlIENIPUBEIeHHbIE 1ieJIeBble TIPU-
3HAKM MY TIEPBUYHOM OT60pe KaHIMIATOB Ha 06yyJe-
HMe B acIMpaHType, MO>KHO OCO3HAHHO IPUBJIEKATD B
HayKy ¥ BbICIlIee 00pa3oBaHie MMEeHHO TeX JIIOfIei, KO-
TOpbIe OYIYT CO3HATETLHO 3aKPEILISITHCS B 9TUX chepax
JIesITeNTbHOCTY, a He TOIaiaTh B 3Ty cdepy rmpodeccro-

° COrnacHO OCHOBHBIM TIONIOXEHUSI TeOpPUM MOTUBAIMOHHOTO
KOMIUIEKCA TPY[OBOM IESITEIbHOCTHM, YeM HIDKe CuUa AeiCTBUS
MOTMBOB 3HeprocéepexxeHusi Ha MHAMBMIAYYMA, TeM OOJIblle OH
OPMEHTMPOBaH Ha MHHOBAIMOHHbI XapakTep TPYZOBOIO IOBe-
OeHUs.

COLMATIBHO-TPYJOBBIE MUCCJIEJOBAHMA 1/2021

HaJIbHOJ [IeITeIbHOCTY CTy4YaiiHbIM 06pa3oM, Kak 3TO

yacTo GbIBaeT ceifuac. ATa IMpocTast Mepa MO3BOJIAT IT0-

BBICUTb YPOBEHbD 3aIUIAEMOCTU BBIITYyCKHUKOB aCTIN-

paHTyphl (6e3 yU4eHOI1 CTelleHy B COBpeMeHHOoi1 Poccyn

JIOCTAaTOYHO CJIOKHO <«XOPOUIO TPYAOYCTPOUTHCSI» B

cdepe HayKM ¥ BBICIIETO 0OPA30BaHMsT) Y, HAKOHEI[-TO,

MIPUCTYTIUTD He K (POPMaTbHOMY CHVDKEHUIO CPETHETO

BO3pacTa 3aHsIThIX B 3TOI cdepe IesTeTbHOCTH, a K pe-

aTbHOMY OMOJIOKEHUIO KaApOBOTrO TMOTEeHILMana poc-

CUICKMX BY30B V1 HAYYHbBIX OpraHMU3aL/iA.

Ternepb, YTOOBI OIEHUTDb peajbHble MOTMBAI[MOH-
HbIe YCTAHOBKM POCCUIICKUX CTYOEHTOB Ha BbICTpau-
BaHlMe CBOEeJi KapbepHOJi TPaeKTOpPUMU B chepe HayKu
M BbICIIETO OOpa30BaHMS MMeeT CMbBICI CPAaBHUTH
MOTUBAIMOHHbIe TTPOGMIIM TeX PeclOHIeHTOB, KO-
TOpbIE, B XOJle IPUBEAEHHOTO0 HAMM BBIIIEYIIOMSHY-
TOrO OIIpoca:

e BBICKA3a/IM YETKOE KeJaHue B OyayIieM ITpoIosi-
SKUTb CBOIO TMPOGEeCCMOHATBHYIO IOATOTOBKY B
acmupaHType (rpynrma A);

e OKOHYATEJIbHO ellle He ONMpeNeNuInCh OymyT Jn
OHM IIOCTYNATh B aCMIMpPaHTypy (rpymrmna b);

e SBHO He KeJalT mpodeccroHaIbHO pPa3BUBATH
cebs B HayKe U BbICclieM o6pa3oBaHuu (rpyrma B)
(Tabm. 4).

Ilaxke TIpOCTOe COIOCTaBAe€HME [aHHBIX, IPU-
BEJIEHHBIX B Tabs. 3 u B Tab1. 4, 1aeT BO3MOXKXHOCTb
caenaTh B HEKOTOPOM POJie MapafoKCcaabHBI BBIBO/I:
CTYIOEeHTbhI, He JKe/Ialolyie Pa3BMUBaTh ceGsl B Hay-
Ke ¥ BbICIIeM 00pa30oBaHUM, B ropa3ao OoIbLIeit
CTeNeHU COOTBETCTBYIOT MO CBOEMY MOTHUBaIiu-
oHHOMY mpodwmiIo 3TOi ob6macTu mpodeccuo-
HaJIbHOM IesTeJIbHOCTH.
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Tabamua 7 / Table 7

CteneHb COOTBETCTBUA OCHOBHbIX KAMHUUYECKUX LLUKaA
Tecta MMPI cTyA€HTOB enatoLwmx (HeXxenaroLwmx)
NPOAONKUTL 06yueHMe B acnuMpaHType ¢ 3TaAOHHbIMMU
3HAYEHUAMMU yCneLwHbIX MOAOABIX ceuuanucToBs B c¢epe
HaykHM, BbicLlero o6pa3oBaHUA U BbICOKUX TEXHONOTUM /
Compliance of the main clinical scales of the MMPI test
for students (un)willing to proceed with their postgraduate
studies with the reference values of successful young
specialists in science, higher education and high
technologies

3HaueHue nokasa-
Teaq (p) / Indicator

TecHOTa CBA3K MEXAY rpynnamu pecroH-
AeHTOB / Connection between the groups of

respondents value (p)
Moynna A 0,442
lpynna B 0,297

UcTouHuk / Source: coctaBAeHo aBTopom / compiled by the author.

CTymeHTbl, KOTOpble M3HAUYAJIbHO IIJIAHUPYIOT
MPOJO/DKEHME CBOEro OGYUYeHUs B aCIMPAHTYpE, C
MOCJIeAYIOMIVIM TPYAOYCTPOMCTBOM B BBICHIMX yueO-
HBIX 3aBeJleHMSIX ¥ HayUHbIX OpraHu3auusx, UMeIoT,
He OueHb MOIAXOsILNe IJIs1 ITOTO 1ie/ieBble MOTHUBA-
LIMOHHbIE TTPU3HAKN.

VHbIMM Cc/TOBaMM, TIpeICTaBUTEIM COBpPeMeHHO
POCCHUIACKOI MOJIOZIEKM, KOTOPbIE BPSI, JI MOTYT 3()-
(bexTMBHO 3aHMMATBCSI KPeaTUBHOI IEeSITeTbHOCThIO
UCIIBITBIBAIOT BHYTPEHHIOID MOTMBAIMIO K TPYHOY-
CTPOICTBY MX B chepy HayKM UJTM BBICIIIETO 00pa3oBa-
Hus. Ho, Kak HM CTpaHHO, MMEHHO OHM HAYHYT Y>Ke B
0603pMMOM GyAyIleM pa3sBMBaTh ¥ GOPMUPOBATH ITY
0671aCcTh PO ECCHOHATBHO HesTeTbHOCTM.

[aHHBI/I BBIBOL IOATBEPXKIAIOT UM pe3y/lbTaThl
CTAaHJApPTHOTO CTaTUCTUYECKOTO pacyeTa ¢ puMeHe-
HueM o6IIen3BecTHOro Kosdduimenta CrypmeHa
(p) (Tabm. 5)1°.

AnanoruuHble BbIBOABI MOXKHO CHenaTh U Ha OC-
HOBe COIOCTaB/IeHNs 3HaUeHMIT OCHOBHBIX KIMHNYe-
cKkux 1mKkan tecta MMPI (Ta6i1. 6) rapa/uiesibHO ITIpo-
BeJleHHOTO HaMU Y Tex ke pecrioHfeHToB!!. JlaHHble
pacueta Kosdduumenta CrupmeHa (P) MPUBEIEHBI
HVoKe (Tab. 7).

Hanuble pacyera kosdduimenta CrimpmeHa (p)
MIpUBeIeHbI HIKe (Tabt. 7).

BbIBOAbI, KOTOPBIE MOXKHO C/ie/IaTh HA OCHOBE JaH-

10 MeTomuka momo6HOro pacyeTa u3IoKeHa B pabote [11, p. 329-
342].

I MyHHEeCOTCKMIT MHOTOACTIEKTHBII TMYHOCTHBII OIPOCHUK WU
MMPI (anr1. Minnesota Multiphasic Personality Inventory) — nnu-
HOCTHBII OITPOCHMK, pa3paboTaHHbIii B KOHIE 30-X — Hauase 40-x
rofoB B YHuBepcuteTe MuHHecoThl CTapkoM XaTayarieM u JIko-
HoM Makkuuau. MMPI — Han6osiee M3yueHHAs U OfHA U3 CAMBIX
TIOMYJISPHBIX TICUXOAMATHOCTUYECKNX METOAMUK, IpeaHa3HaUeH-
Has IJIs1 UICCTIeNOBAHMS MHIOVBUAYATbHBIX OCOGEHHOCTeNH M TCK-
XUYECKUX COCTOSIHUI JNUMYHOCTU. [IMpOKO mpuMeHsieTcs B KIN-
HMYecKkoi npaxkTuke. «MMPI» — 3aperncTpupoBaHHbI TOBAPHBIN
3HaK YHuBepcuretra Munnecotsl. URL: https://psytests.org/mmpi/
index.html. (maTa o6pamenns: 05.04.2020).

HBIX, IPUBEJEHHBIX B TabJ. 7, aHAJOTMYHBI TEM, UTO
BBITEKAIOT M3 JaHHBIX Tab1. 5. KommeHTapuu 3mech
U3UIIHN.

PaccmoTpuMm Haubosiee CyleCTBeHHbIe TTPUUMHBI
OIMCAHHOV BbIlle cuTyauuu. Huskas sdderTus-
HOCTb ITOITOTOBKYM HayYHBIX KaJipOB B COBPEMEHHO
Poccun — 310 6eccriopHbIit (aKT, BUIVMMBIA 3aHSITHIM
B 9TOI chepe IeaTebHOCTH CIIelaaucTaM U «HeBU-
IMMbIii» Ha YPOBHE TOCYIapCTBEHHBIX CTPYKTYD, pe-
TYJIUPYIOIIMX 3TOT Tpoliecc. [IpuBeneM pesynbTaThl
orpoca, rposeneHHoro Pesuukom C./I., M3B€CTHBIM
CIIELMAIINCTOM B 067acTVM YIIpaBJIE€HUST BBICIIVMMU
yueOHbIMM 3aBemeHusIMU. Cpeay MPUUMH HU3KOM
MOTMBAIMM OONBIIMHCTBA BBIMTYCKHMKOB aCIMpaH-
TYpbI OCTaTbCsI pabOTaTh B By3e, OCHOBHBIMU SIBJISI-
I0TCS CJIefytoIye:

«3apIuiaTa MOJIOJOTO YUYeHOro WM TpernojaBare-
Ji1 He IO03BOJISIET BbDKMBATh (96,6 % ONpOLIEHHBIX);
MOJTydeHHble B acCMMpaHType MpodeccroHaIbHbIe
KOMIIETEeHIIMM ropaszo Bbillle (B MaTepuaJbHOM Ilia-
He) OyOyT OIleHEeHbI B KOMMEpUYECKUX CTPYKTypax
(91,1 % pecrnioHgeHTOB); 25,4 % pecroHIeHTOB KOH-
CTaTUPOBAJIN, UTO JJOXOJOB MM XBaTaeT TOIbKO Ha IH-
TaHue, OIeXKOY 1 06YBb, HO OHI He MOTYT ITIO3BOJIUTh
cebe KyIuThb, HATIpUMep, TeJIeBMU30D, XOTOAVIbHUK U
IpyTUe TOBaphl IIUTEILHOTO MOMb30BaHus; ¥ 14,5 %
OITPOIIIeHHBIX Ha MUTaHMe AeHeT ellle XBaTaeT, HO yke
npuoGpeTeHme OIeXKIbI MV OOYBU BbI3bIBAET CEPhE3-
Hble MaTepua/ibHble MPOOIEeMbl; AeHEer He XBaTaeT
ke Ha NuTaHue y 6,4 % ONpOIIeHHbIX aClIPAHTOB;
IIOXOIOB XBaTaeT Ha Bce, KpoMe MPUOOPEeTeHMST KI-
JIbSI, TOJIBKO Y 16,2 % PeCcrioHIeHTOB; He MUCITbIThIBAIOT
0COOBIX MaTepUasIbHBIX 3aTPYIHEHMII TOIbKO 23,4 %
OIIPOIIEHHbIX PeCIIOHAEHTOB» [12].

B momonHeHue K TPUBEIEHHBIM BbIllle JTaHHBIM
OITpOCa MMeeT CMBIC]I OCTAHOBUTBCS U ellle Ha OLHOM
acreKkTe paccMaTpUBaeMoit IPobIeMbl.

JTO Ha/ln4uue SIBHOTO TeHAEPHOro TepeKkoca IMpu
bopmMHUpOBaHNYM KAAPOBOTO IMOTEHIMANa HAYYHBIX
OopraHmsaiuii 1 By30B, T. €. TeHJiepHas aCUMMeTpuu-
HOCTb. UMCIO >KeHIMH, 3aHSIThIX B HaykKe, B MUPe
cocrasisieT 29%, a B Poccun — 43 %. Jlons >KeHIIMH
Hay4HBIX PAOOTHMKOB B CTPAaHAX, KOTOPbIE TPAIUIIN-
OHHO CUMUTAIOTCS YCIIeIIHbIMMU B TIJIaHE Pa3BUTUS HAY-
KU, cocTapJsieT: B SImoHum Bcero — 16 %; B ®PT' — 28 %;
B Benmukobpuranum 39 %.

YTo KacaeTcsl POCCUMCKMUX BBICHIMX YUEOHBIX 3a-
Be[IeHI1, TO SKeHIIMHBI COCTaBIAIOT 60 % ux rpodec-
COPCKO-TIPerofiaBaTeIbcKoro cocranal?,

12 Muno6pHAYKM: OIS SKEHIIMH B POCCHMICKOI HayKe COCTaB-
nset 43% mpotusB 29% B muposoit. URL: https://news.rambler.
ru/education/40848463-minobrnauki-dolya-zhenschin-v-
rossiyskoy-nauke-sostavlyaet-43-protiv-29-v-mirovoy/. (mata 06-
pamrenusi: 05.04.2020).
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A.A. \UTBUHIOK

[TpoBeneHHble HaMM MCC/IEOBAaHUSI HAMISIAHO
JIeMOHCTPUPYIOT: MOJIOZIble CHEeLMATUCThI JKeHCKOTO
nona B Poccuiickoii ®emepanyy B ropasmo O0bIIeit
CTereHM CTpaTernvyecky MOTMBUPOBAHBI K TPYAOY-
CTPOJCTBY B cepe HAYKM U BBICIIETO 0Opa30oBaHMS.
PesynbraTsl mpoBeneHHOro HamMu elle B utoHe 2019T.
9KcIIpecc-onpoca 6osee, yuem 300 CTYyIEeHTOB, ITPOXO-
ISIIMX o0yueHMe Ha CTapIiux Kypcax By30B Bojro-
rpaga, KemepoBo, MockBbl 1 CMOMIEHCKa MOKa3asiu,
YTO CPeliy CTY[IEHTOB — IOHOIIIel SIBHOE JXeJlaHMe TTPo-
IOJDKaTh OOyUeHMe B acIMPaHTYpe C LIebI0 TTOCTemy-
IOIIero pasBUTHMSI B HAayKe ¥ BbICIIEM 06pa30BaHNUM
BBICKA3aJI/ BCEro JINIb 4 % peCliOHOEeHTOB, a Cpeau
cTyneHToK — 10 %. BeiBog, MokeT ObITh OnMH. ['eHmep-
HOe HepaBeHCTBO B Mcciemyemoi Hamu cdepe mes-
TeJIbHOCTY OYZIeT CTabUIbHO PACTH.

[MpyuyHAMM TTOMOOHOM CUTYaIMK SIBJISTIOTCSI, T10
JAaHHBIM SKCIIpeCcc-0Ipoca, CJIeAyIome 06CTosTeb-
CTBA.

Bo-nepBbIX, — 3TO MPOEKTHBIV IMOAXOJ 4acTO MC-
MOJIb3yeMbIX 11T (DOPMUPOBAHMS HAYUHBIX KOJUIEK-
TUBOB M KOHKYpCHasi CHUCTeMa TpPYydOyCTpOICTBa,
KOTOpbIe He CITOCOOCTBYIOT TApaHTUSIM TPYOOBOI 3a-
HATOCTH. [TOMOOHBII acIeKT 3aHITOCTY OYeHb BaskeH
i1 CHelMaauCTOB MYKCKOTO TMoja, T.K. B Hallem
001IecTBe MY>KUMHA TPaAUIIMOHHO JO/DKEeH obecrie-
YMBATh MaTepMaJbHOe 6JIaroCOCTOSTHUM ceMbU. Bosee
TOTO, TIOCTOSTHHBbIE COKpalleHUsI KaJpoB, MPOBOAM-
Mble B MOC/Ie[[HEe BpeMsl B HayUYHbIX OpraHM3aIusIx
M By3ax, He CIIOCOOCTBYIOT (POPMMUPOBAHUIO YCTONUM-
BbIX BHYTPEHHMX YCTAHOBOK y MOJIOJIbIX MYKUMH Ha
BpPEMEHHYIO CTaOMIIbHOCTh CBOETO TPYIOYCTPOIICTBA B
paccMaTpuBaeMbIX chepax TPyoOBO IesITeTbHOCTH!.

Bo-BTOpBIX, Y MHOTMX PYKOBOAUTENIE POCCUMCKUX
BY30B M HAyuHbIX OpraHm3aluii B HacTosiiee Bpe-
MSI MMEeT MeCTO KpaiiHe HU3KUII ypOBEeHb 0a30BBIX
3HAHMIT B 00JacTM CIlenupuUIeckux 0co6eHHOCTel
HR-MmeHemkmMeHTa B chepe HAyKu U BhICIIEro obpa-
30BaHMS. 3a4aCTyI0 OHU IEeCTBYIOT UCIIOIb3YsI METOT,
«ITp006 U OIMIMOOK», UHBIMM CJIOBAMM, BHIHYKIEHBI 3a-
HOBO «1300peTaTh BEJIOCUTIE».

Bosnbiilasi 4acTh BY30BCKOT'O TOII-MeHeIKMeHTa
He 3HAeT KakK yAep>KMBATb IIePCIeKTUBHBIX MOJIOObIX
COTPYAHMKOB, YIIPaBJISITh TaJlaHTaMM, CO3/1aBaTh (-
(bexTUBHYIO CMCTEMY MOTMBALIMM TPYyAa TBOPUECKUX
PabOTHMKOB U T. T1. DTO IPUBOIUT K CUTYaLIMM, KOTA Y
TJAHTIMBOM MOJIOEXY He (GOPMUPYIOTCST BHYTPEH-
HMe YCTAHOBKM Ha IOCTPOeHMe CBOeil KapbepHOil

TPaeKTOPUY B HAyKe ¥ BbICIIEM 06pa30BaHmMm’>.

15 MauHbIT BBIBOJ, aBTOp JeNaeT Ha OCHOBe CBOeit Tpex/aeTHel
MPAKTUKM TPOBEIEHMSI 3aHSITUI IO TIOBBIIEHMIO MPOdeccyo-
HaJIbHO KBaMM(UKAIMY TOII-MeHeIXepoB 1 KapoBOro pe3epsa

P3Y um. I.B. [nexaHoBa B 06/1aCTH yIIpaBJIeHNs TIePCOHATIOM BbIC-
VX YUeOHBIX 3aBeeHNIA.

COLMATIBHO-TPYJOBBIE MUCCJIEJOBAHMA 1/2021

HO,ELO6H3H cuTyanuus ABJIA€HTCA C1edCTBMEeM Ha-
el «poCCUIICKOIl TpamuIuu», U O0COGEHHO B TIO-
cJIegHMe aBa OecsaTunjaeTns, Korga KIueBble ITOCThI
B BBICHIMX y‘IeGHI)IX M HAaYYHBIX OPraHM3alusgxX BCe
daiie 3aHMMAalT «CIIMCaHHbIE IT0 BO3PAaCTy» UMHOB-
HUKU; «OTCIY>KMBIINE CBO€» ITOJIUMTUKU, 6u3HecMme-
HbI, KOTOPbIe OTOILIN OT e/ ¥ UM Mofo6Hble . OTi
JIna MMelT OYeHb c1aboe npencraB/jeHMe O Xapak-
Tepe Tpya MpernofaBaTesis Uiy HayqHOTO paboTHM-
Ka, a TaKKe 0 crenuduke yrpaBaeHus MOg0OHbIMU
CTPYKTYpaMMu. OOBIYHO OHM IBITAIOTCS BbICTPpAaMBaThb
pr,[[OBOVI mpomnecc, omnmMpasiCb Ha IIPMBBIYHBIE MM
HAaBbIKM, B JIVUIIUX «ODUCHBIX TPAOULIUSIX». ITO Ie-
MOTUBUDPYET, B II€PBYIO oUepenb, JIMI C TBOPUYECKUM
CK/IIaAOM JIMYHOCTU K UMCITY KOTOPBIX, KaK ITPpaBUJIO,
M OTHOCMITCSI TAaJIAHT/IMBbI€ MOJIOAbIE CIIenMaJIMCThI
MY>KCKOTO I1071a.

I‘eH,uepHa;[ ACMMMETPMYHOCTb HMKOI'La U HUTrOe
He CII0co6CTBOBAJIA Pa3BUTUIO U MPOLBETAHMNIO HaA-
VKU U BbICIIEro o6pasoBanms. [IJisl TOATBEPKIEHNS
9TOro, He COBCE€M KOPPEKTHOIr'o OJisdi COBPEMEHHbIX
001IeCTBEHHbIX TeHIEeHIINIT BbIBOAA, MOXKHO IIpUBe-
¢ty ouIMaTbHbIE JAHHBIE O T0JIe YUEeHBIX-)KEeHIIVH
cpeny 1aypeaToB HobeneBckoit mpeMun 3a Bech Iie-
puon ee npmy}K,ueHMﬂls. «ITo HOMMHAUUU Meau-
uyHa — 5,7 %; 1mo xumum — 2,3 %; 1o S5KOHOMMKE —
1,3 %; o dusmke — 1,0 %; B cpeiHEM IT0 BCEM BUAAM
HOMI/IHE\].U/IVI, Oa’ke BK/IIOYas JIMTEPATYpPy U IMpeMunio
Mupa, - 5,5 %»1°.

[MonBops TpenBapuTe/ibHbIe UTOTY CKa3aHHOMY,
MOJXHO KOHCTaTUpPOBAaTb, YTO OCHOBHbBIMM IIPpUYMHA-
MU, YOEPXNBAKMIMMNU TaTAaHTIMBBIX MOJIOABIX CITe-
oMaanucTos, a 0COOEHHO MY)XKYMH, KOTOpbI€ B HallieM
O6IJ.[ECTB€ TPpaAMIIMOHHO OTBEYUAIOT 3a MaTepualib-
HOe 6J1IaroCOCTOSTHME CeMbM, OT TPYIOYCTPOVICTBA B
cdepe HAyKM U BbICIIEr0 06pa30BaHMsl, IBJISIIOTCS, B
GOJIbILIVHCTBE CJIy4yaeB, MaTepMaJibHble M OpraHu3a-
IIVMOHHBbIE HpO6HeMbI.

4 B mpunmuMme TOmOGHBI BapMaHT (GOPMMPOBAHUS TOI-
MEHE/[)KMEHTa HayYHbIX OPTraHM3alnii M By30B BbI3BaH OLIMOKa-
MU B TeHEpPMPOBAHMY OLIEHOYHbIX [TOKa3aTenesi mogo6Horo posa
opranusauuit. Hanpumep, korna adbekTMBHOCTD HAYUHbBIX UCCITe-
[IOBaHMI1 OTIPEMENSIeTCs] He [TOMYYeHHBIM HayUHbIM Pe3y/IbTaToOM,
a 06beMOM IIPUBJIEUYEHHBIX ¥ OCBOEHHBIX (MHAHCOBBIX CPEJICTB,
11e71eC0006Pa3HO Ha K/IIOUEBbIE TOKHOCTY BBIIBUTATh HE TaIaHT-
JIVBBIX YUEHbIX, Kak ycrewmHo genanu B CCCP, a mofeii, KoTopble
MMEIOT OIpe/ie/IeHHbIe «CBSI31», [I03BOJISIIOIIME VM YCITEIITHO TP~
BJIeKaTh BHEOIOIKETHBIE CPELCTBA.

15 TTonst )eHmuH cpeny naypeatos HobeneBckoit mpeMuy u Ipy-
roe. URL: https://uspensky.me/2017/10/01/women-nobel/ (mata
o6pamenus 05.04.2020). Pasmep u npaBmia HAUUCTEHUS CTHU-
nenguu acnupantam B 2019 romy. URL:http://posobie-help.ru/
subsidii/obrazovanie/stipendija-aspirantam.html/http://posobie-

help.ru/subsidii/obrazovanie/stipendija-aspirantam.html  (maTa
o6paienns: 05.04.2020).
16 TMonst skeHIMH cpeau MaypeaToB HobeneBCcKkoit IpeMun i Apy-
roe. URL: https://uspensky.me/2017/10/01/women-nobel/ (mata
o6paienns: 05.04.2020).
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MHorue Apyrue MCC/ieAOBaHNS, TAKKe yKa3biBa-
0T Ha TPUMEPHO MOMO6HbIe MOTHMBAI[MOHHBIE Oa-
poepsl [13, 14 u 15]. Ha Ham B3Isi, GOIBIIMHCTBO
CIEIMAIVICTOB, KOTOPbIE UX MMPOBOAMIIN, 6€3YCIIOBHO
npasbl. [IpoBemeM TmpocToe comocTaBieHue. CTu-
TIeHAMST acIMpaHTa OYHOI (GopMbl 06ydyeHuss B PD
00BIYHO YKJIaJbIBaeTCS B MHTEepBaa oT 3120 mo 8755
P B mecsii!’. B 6piBmemM CoBeTckoM Coro3e, Tie, 110
HallleMy MHEHUIO, YPOBEHb MOJITOTOBKY HAayYHO-ITe-
JIarorMYecKyuX KaapoB ObUT ropasmo 60jee BhICOKUM,
CTUTIEHAMST aclMpaHTa cocrasisia 120 coBeTCKUX
py0. B MeCSIII, YTO IO MOKYIaTeTbHOM CIIOCOGHOCTI
cooTtBeTcTBYeT npuMepHo 24 000 poccuitckux py-
6eii'®. Tlomo6HYI0 CUTYaIMI0 KOMMEHTUPOBATh He
MMeeT CMbIC/IA.

Vimerorcst u Gojiee ITyOMHHBIE OOCTOSITETHCTBA,
10 KOTOPBIM HAy4YyHOJM UM MNperofaBaTe/bCKOM [esi-
TeJIbHOCTHI0 HAUMHAKOT 3aHMMATbCS JINLIA SIBHO K HElt
He cItocobHbIe. B paMKax paboThl HaJl BHITTOTHEHVEM
rmpoekTa Poccuiickoro poHma pyHmamMeHTaaIbHbIX UC-
cepoBaunii (POOU) «ITpo6ieMbl MOBBILIEHST MOTH-
BaIlM MOJIOJIbIX CITEIIMAIVICTOB K TPYIOYCTPOICTBY B
chepe HayKu, BBICOKMUX TEXHOJIOTMIA U BBICIIETO 00-
pa3oBaHMsl B cOBpeMeHHO#1 Poccum»!® Mbl mpoBenu
3aKpbITHIN OonpoC 127 CTYyAeHTOB MOCKOBCKUX BY30B,
KOTOpbIEe, 10 TeM WM MHBIM KM3HEHHBIM OOCTOS-
TeJIbCTBAM, PEIIMIM MPOJO/DKATh CBOe OOyueHue B
acrMpaHType. PacripesiesieHre OTBETOB, O IPUYMHAX
MOOOHOTO pelleHus], IO YacTOTe UX BbICKA3bIBa-
HMS, OBITIO CJIEAYIOMIVIM: «CJIOKHO 6BICTPO HAMTH T10-
HAaCTOSIIEMY XOPOIIYI0 M TMEePCIeKTUBHYI0 pPaboTy,
acmupaHTypa Io3BojsieT yBenuunTh deadline Ha ee
rmouck (40,6 %); Bo BpeMst 0OyUeHMsT B aCIIMPaAHType
MOXHO TapajuieibHO paboTaTh, a JUIJIOM KaHAa-
Ta HayK, B pSAe CUTYyaluii, 1aeT BO3MOXXHOCTb YCKO-
puth mpodeccuoHaNbHYI0 Kapbepy (27,5%); xouy
3aHMMAaTbCS HayKoii (15,0 %); He 3Hato 3auem (9,7 %;
MOYKHO OTCPOYMTD IPU3BIB B apPMUIO WJTM BOOOIIE €T0
usbexxatb (7,2 %)» [7].

B pesysnbraTe MHOTME MOJIOAbIE CIEIMATCTI
MOC/ie OKOHYAHMSI MaruCTPaTyphl WIK CHeIUaTNTe-
Ta MCIOMb3YIOT 00yUYeHue B OYHOI aclupaHType B
KauecTBe «BPEMEHHOTO YOeXkMIla» J0 HaCTYIIEHUS
Gosiee GIATONPUSITHBIX BPEMEH WIM YCJIOBUI ISt
CBOETO KeJIaeMOTO KapbepHOTO Pa3BUTHSI.

7 Pasmep u mpaBuIa HauMCIeHMs] CTUIIEHAMM acIUpaHTaM B
2019 romy. URL:http://posobie-help.ru/subsidii/obrazovanie/
stipendija-aspirantam.html/http://posobie-help.ru/subsidii/
obrazovanie/stipendija-aspirantam.html ~ (maTa  oGparieHus:
05.04.2020).

18 Kakoit kypc Coserckoro py6ns CCCP x Poccmiickomy?
URL:https://zen.yandex.ru/media/mamin_sibiryak/kakoi-
kurs-sovetskogo-rublia-sssr-k-rossiiskomu-5c318a322fe7ad-
00aa076b4d. (maTa o6parenns: 05.04.2020).
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Bce HbIHeNIHME aJMMUHUCTPATUBHbBIE ITOIBITKA
C03/1aTh HEKOHKYPEHTHbIE MPEMMYIIeCTBa IJIT MO-
JIOIBIX CIEIMATMCTOB Ha POCCUIICKOM PBIHKE TPyaa
M 32 CUeT 3TOTO OMOJIOAUTD KaAPOBbI COCTAB B Ha-
yKe ¥ BbICIIeM 06pa3oBaHMM, BPSH JIM MPUBEIYT K
peanbHOMY pe3ynbrary. OHU GYAYT CITIOCOOCTBOBATH
TOJIbKO BPEMEHHOMY YIYUIIEHUIO PSIia CTATUCTU-
YeCKMX IoKasaTesieil, KOTOpble «MOTYT BIIEUATISITh»
TeX JII0JIeli, KOTOPbIE TAIeKV OT ITUX ITPOO6IeM.

KazgpoBbelii ke mOTeHIMaA B UCCIeOyeMO HaMu
cdepe meATETHBHOCTY, KAUECTBEHHO HE Y/IYYIIAeTCst
Y peasbHO IO CUX MOp Bce 3¢ (deKTMBHbIE HAYUHBIE
MCCIe0OBaHMSI TIPOBOJSIT, IO OOJIbINIEN YacTu, JOCTa-
TOYHO BO3PACTHbIE CIIEI[MATMUCTEI.

EnuHcTBeHHBIM 3 ()EeKTUBHBIM BapyaHTOM OMO-
JIOSKeHMST HayYHBIX KaZpOB, HA HAIIl B3IJISI, SIBJISIETCS
1e/leHaITpaB/ieHHast paboTa rocyIapCcTBa 1o OoBbIIIIe-
HUIO COLMATBHON MPECTUKHOCTHU MPOdeCcCHOHATbHO-
r'0 Pa3sBUTHUS B pacCMaTpPMBaeMbIxX chepax IesaTeIbHO-
¢ty (mogo6Hast KOMIIaHMsI B Hallleli cTpaHe yske Oblia
IOCTATOUHO YCITENIHO IMPOBeJEeHa M0 OTHOUIEHUIO K
BOEHHOJ CITY3K6€), a TaKKe M3MeHeHMe MTOJIUTUKY Ma-
TEPUATBHOTO CTUMYIMPOBAHUS B BBICHIUX YUEOHBIX
3aBeIeHUSIX ¥ HaYYHBIX OPTaHM3alMSIX HEe TOJIbKO
10 OTHOIIEHMIO K MOJIOAbIM TaJaHTIVBBIM CITELIM-
aJmMcTaM, HO M KO BCeM 3aHSIThIM B 3TOV cdepe. ITO
CTpaTerMuecky AacT MOTEHIMAJbHYI0 BO3MOXKHOCTb,
IyTeM HamISIIHOTO MPUMepa, YIepKUBaTh MOJIOIBIX
OIlapEeHHBIX JII0eli B HAyKe 1 BBICIIIEM 0O6pa30BaHNMN.

BbIBOAbI

CoBpeMeHHas rocyfapCcTBeHHas onuTuka B Poc-
curickoin @enmepauny, HampaBieHHas Ha OMOJIOXKe-
HMe HayYHBIX KaJIpOB, TPAAUILIMOHHO OPUEHTUPYeT-
Cs1 Ha TOCTVKeHYe OTpe/ie/IeHHbIX KOMMYeCTBEeHHbIX
rokasaresieil U He yUUThIBAeT KaueCTBeHHbIe acrek-
THI pelraeMoli po6eMbl. [I09TOMY HpU CO3TaHUN
IOTIOJTHUTENbHBIX PabouMx MeCT IJIsI MOJIOAEXU B
9TOi cdepe TPYIOBOI IEeSTETbHOCTY HEOOXOOMMO,
B IIepBYI0 ouepenb, 0OpaliaTh BHMMaHME Ha Kaue-
CTBEHHBIII cOCTaB IepcoHasa. [Ijig 3Toro Tpebyercs
paspaboTaTh ¥ BHEAPUTH CUCTEMY paHHEl AMAarHo-
CTUKM TBOPUECKOTrO IOTeHIMasia CTYyJeHTOB MJajl-
IIMUX KYpPCOB, U lleJieHallpaBAeHHO UX MOTUBUPOBATH
He TOJIbKO K TTOCTYIVIEHNIO B aCTIMPaHTYPY, HO U I11a-
HUPOBaHUIO CBOEro MpodeccroHaaIbHOTO Pa3BUTHUS
B KpeaTUBHBIX chepax TPyIOBOil JesITeTbHOCTH.

IMockombKy Tpu (GOpMUPOBAHMM KaAPOBOTO I0-
TeHIMa/ia By30B ¥ HAayYHbIX OpraHM3alMii B Hallel
CTpaHe MMeeT MeCTO CYIleCTBeHHbI reH/IepHbIi 1e-
peKoC BO BCeMMU BBITEKAIOUMMMU [AJIs1 OTeUeCTBEeHHOM
HayKM HeTaTUBHBIMMU MocaencTsusimu [16, 17,18, 19],
CUMTAEM I1€7IeCO00Pa3HBIM:
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paspaboTaTh U peasn30BaTh C TOMOIIbIO CPEJICTB
MaccoBOil MHPOPMALMM U BO3MOKHOCTEN ceTe-
BBIX PECYPCOB KOMILJIEKC Mep I10 TIOBBIIIEHUIO CO-
LIMaIbHOM MPeCTUKHOCTU HAyKM U BbICIIErO 06-
pa3oBaHUs;

OTKa3aThCsI OT MMPOEKTHOTO MO/IX0a K GopMupo-
BaHMIO HAYYHBIX KOIJIEKTUBOB, KOTOPBIi He 00e-
creynBaeT rapaHTMii 3aHSITOCTH, B TIEPBYIO OUe-
penb MOJOABIX CIIeVaIUCTOB;

MPEKPATUTh MPAKTUKY UCIIONb30BAHNS KPUTEPUSI
cpenHero Bo3pacTa Kak Iokasartenst 3¢deKTus-
HOCTM KaJpOBOTO TMOTeHIMana, OHa HAMIIIHO

pPMaHT OOMOJHUTEIHHOIO MaTepUaabHOIO CTU-
MYJIMPOBaHUST MPeAIIoaaraeT JOJrOBpPeMeHHYIO,
0OBIYHO 10 IIECTH JIET, PA6OTY MOJIOJOTO CHEeIN-
ajJucTa 1o PYKOBOJACTBOM OITBITHOTO YUEHOTO.
9TO MOTYT 6bITh KaK OTpaHMUYEHHbIe 110 BpeMe-
HM Hay4YHbIe MCCAeHOBAHMS, TaK M IpernogaBa-
Tenbckas geaTenbHOCTh [20]. [MogobHas mpak-
THKa T03BOJISIeT 06eCIeunTh MPeeMCTBEHHOCTD
3HaHMIT ¥ HABBIKOB B HayKe U AaeT MOJIOJOMY
CITeIMaIMCTy BO3MOXHOCTD AOCTATOYHO OBICTPO
3aBepIINUTh TPOIlecc cBoeit mpodeccruoHanbHOIM
aJanTalun.

He pemmuB BbllllenepeuncieHHbIX TPO6IeM, MbI
He CMOKeM BBICTPOUTb B HayKe U BbIClieM oOpa-
30BAaHUM COBpeMeHHYI0, 3b(eKTUBHYIO CUCTEMY,
B KOTOPOJI 6yayT BOCTpeOOBAaHbI HE TOIBKO MOJIO-
Ible, HO U J1I0Oble TaJaHT/IMBbIE CIeLMaINCThI, a
KJIIOYEBbIE€ PEIIeHMS] CTAaHyT MPUHUMATh He «3(-
(deKTUBHbBIe MEHEeIKePbl», a KpeaTUBHO MbIC/ISIINE
CIIeLIVauCThI.

IeMOHCTPUPYET MOJIOABIM CIeIMaIUCTaM <X
MepCIIeKTUBbI» IIPU IOCTVSKEHUY UMM OIpese-
JIeHHBIX BO3PACTHBIX TAPAMETPOB;

¢ U3MEHWTH CUCTEMY MaTepPUATLHOTO CTUMYIMPO-
BAHMA TPY/JA MOJIOABIX CIIELMATNCTOB B paccMa-
TpUBaeMbIX HaMM cdepax JesTelbHOCTU MyTeM
BBeIeHMS] TPAJMLIMOHHOTO JJII MHOTMX CTPaH
MHCTUTYTA TOCTIOKTOPaHTYpbIZ'. JlaHHBIN Ba-

20 Or anr. Postdoctoral training.
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ABSTRACT

Migration is a great challenge of our time: people freely move across borders in search of better economic,
career, and social opportunities. But besides being a challenge, migration brings benefits to countries and
organizations around the world. This is due to the migration of highly skilled professionals fueling economies
with human capital, which is recognized to drive economic performance, productivity, innovation, and competi-
tive advantages of both firms and countries. This makes human capital and its carriers, i.e. talents, a scarce
resource, which has led to the so-called “war for talent” worldwide. The ability to attract and retain highly
skilled individuals explains the success of companies on a global scale. The aim of this study is to analyze the
high-skilled migration from the perspective of the human capital theory, the effect of the COVID-19 pandemic
on human capital mobility, and to review successful examples of immigration policies of both developed and
developing economies at the country and firm level.
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AHHOTALMA

Murpaumsi SIBNSIETCS BbI30BOM COBPEMEHHOCTU — ntoan CBOH6OAHO nepecekaroT reorpaduyeckne rpaHuubl B
MOUCKAX JTyYLLIMX SKOHOMUYECKMX, KapbEPHbIX 1 COLMANbHBIX BO3MOXHOCTEN. HO MOMMMO TOro, YTo MUrpaLms
AB/ISIETCS BbI30OBOM, OHa JaeT MpenMyLlecTBa CTpaHaM M opraHu3aumsiM no Bcemy mMupy. Llenbio gaHHoro uc-
CNefoBaHMs SIBASIETCS aHaIM3 MUIpaLnm BbICOKOKBAIM(UUNPOBAHHbIX CNELMAMCTOB C TOYKU 3pEHNS TEOPUMU
YesI0BEYECKOro Kanutana, BiMsHus nanaemmm COVID-19 Ha MOBMIbHOCTb YE€N0BEYECKOro KanuTana, a Takke
0630p YycCneLHbIX NPUMEPOB MMMUIPALIMOHHOM MONIMTUKM KaK pa3BUTbIX, TakK U pPa3BMBAIOWWMXCS CTPaH Ha
YPOBHE CTpaHbl 1 GUpMbI.

Mwurpaumsi BbICOKOKBaIM@PUUMPOBAHHbBIX CNELManmCTOB SIBASETCS CNOCO60M CHabXeHMs 3KOHOMUKM YernoBe-
YECKMM KarnuTasnoM, KOTOPbIA, Kak U3BECTHO, MOJIOXUTENbHO B/IMSIET HA SKOHOMUYECKUE NoKa3aTenu, npous-
BOAUTENbHOCTb, WHHOBALMOHHOCTb M KOHKYPEHTHbIE NMPenMyLLECTBa Kak (MpM, Tak n CTpaH. B pesynbtate
YesIoBEYECKMI KanuTas U ero HOCMTENW, TO €CTb TaNaHTbl, CTAHOBSITCA PEAKMM PEeCcYpcoM, UYTO MPUBENO K
«BOWVHE 3a TaNaHTbI», OXBaTUBLLEN MHOTME CTPaHbl. YMEHWE NPVBEKaTb U YAEPXMBATb BbICOKOKBAIMMULN-
POBAHHBIX CMELMANIMCTOB CMOCOBCTBYET YCNeXy KOMMAHWiA Ha rnobanbHOM ypoBHE. B TO BpeMs Kak pasBUTbIM
CTpaHaM y[aeTcs NpUB/EKaTb KBaMMUUNPOBaHHbIX CMELMANNCTOB M3-3a pybexa v yaOoBNeTBOPATbL CNPOC Ha
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TanaHTbl, CTPaHbl C paBBMBalOU.leVICFI 3KOHOMUKOW npourpbiBaoT B aTOoN KOHKYPEHLUMWN 3a TaNlaHTbl U CTAHO-
BATCS UCTOYHMKOM YeSioBeYeCcKoro kanutana Ans passuTbix cTpaH. OaHako naHgemus COVID-19 n oTBeTHbIe
MEpbl Ha HEE, B YaCTHOCTU OrpaHNY€HNA Ha NOE3AKN U 3aKpbITUE HALMOHAJIbHbIX rpaHnL, MOryT NOBJIUATb HA
Tpa,CI,VIU,VIOHHbIﬁ cnoco6 HaKomneHns YenoBeYeCcKoro KanvTasna v CTaTb BO3MOXHOCTbIO A4St CTpaH C pa3BuBa-
tOLLIENCS SKOHOMUKOM NnpuBJiEYb peENATPNaHTOB U3 Pa3BUTbIX CTPaH U YAEPXATb MECTHbIX Ta/laHTOB.
Pe3ynbTaTbl UCCnenoBaHUSA Nnokasanu, YTo AN NpuBnevYeHns MeXxayHapoAHbIX TaflaHTOB C BbICOKUM YPOBHEM
YEJSIOBEYECKOro Kanntasna MECTHbIM KOMMaHUAM U NMPaBUTENBCTBEHHbLIM OpraHn3auusaM B CTpaHaX C pa3BuBa-
IOLUMMMCS SKOHOMMKaMM HeobxoamMo BHEAPATb pa3Hoo6pa3Hble MMMUTPALUMOHHbIE NOJIUTUKN U MPaKTUKK,
KOTOpbIE obecneumsatoT 6J'IaFOI'IpVI$ITHbIe SKOHOMUYECKHNE, KapbEPHbIE N NCCNEAOBATEIbCKUE BO3MOXHOCTU
ans FIpVIGbIBa}OU.lVIX BbICOKOKBaJ'IM(bVILI.VIpOBaHHbIX cneymanncTtos U, Taknm o6pa30M, CO3[al0T CU/IbHBIA Ha-
LIMOHA/TbHBbIV 6peH,u, pa60To,anen$|. MoMuMo 3TOro 6bI10 BbIABNNEHO, 4TO npo6neMa YTEYKN YMOB U3 pas-
BUBAKOWMNXCA CTpaH MOXET CTaTb OTHpaBHOVI TOYKOW ANSt MOTEHUMANIbHOrO CHabXXeHust CTpaH 4YENOBEYECKUM
KanuTtaszioM 4yepe3 MHBECTULIMN B 06paBOBaHVIe, co3aaHune Bd)(beKTVIBHbIX NMMUTPALUMOHHbIX MONMUTUK N aKTUB-
HOE npuBJIEHEHNUE paHEE SMUTPUPOBABLLUNX B pPa3BUTbIE CTPaHbl BbICOKOKBaJ'IVICbVIU,VIpOBaHHbIX cneumanncrTos
— penaTpuaHToB. [1pn 3TOM, NOCKONbKY BO BPEMS NaHAEMUN U CBA3AHHOIO C HeW Kpn3nca MUrpaHTbl YA3BUMbI
nepeq noTeHUManbHoM n0Tepe17| paGOTbI, 3apa60TH0171 nnatbl, MEOANLIMHCKOIO CTpaxoBaHUA U A0CTYyNa K MeEAU-
UMHCKUM yCnyraMm no CpaBHEHUIKO C MECTHbIMU XUTENAMU, NAHAEMUA MOXET CrpOBOLUMNPOBATL MPUTOK pena-
TPUaHTOB, B TOM Yucne BbICOKOKBaJ'IMd)VILI,VIpOBaHHbIX, B pa3BMBaloOLLMECH CTpaHbl. /I NOCKONbKY penaTpuaHThbl
Nno pe3ysibTaTaM MeXayHapoAHOro onbita NpUyMHOXWJTM CBOU 3HAHUA U HAaBblKMU, OHM MOryT BHECTU BKNaa B
Pa3BUTUE MECTHbIX KOMMaHUI K CTpaHbl B UenoM. B gaHHOM cnyyae, 3aaadva nNpaBUTENLCTB U opraHM3au,m7|
13 pa3BMBaOLLNXCA CTPaH — 3TO CO34aHNE CTUMYJIOB, a TaKXXE NpOorpaMMm u NpakTuk and npuBneyvyeHna u, 4To
HEMaNoBaXXHO, yAepXaHnda penaTpuaHTOB.

BbiBOabI, C(bOpMYJ'IMpOBaHHbIe Ha OCHOBaHWM AaHHOIoO UCCNeaoBaHUA, a TakKXXe NMpuUuMeEpbl YCI'IeUJHOﬁ pa6OTbI
Nno NpUBJIEYEHUIO YEJSTOBEYECKOIO KanunTana Apyrux ctpaH, MoryTt 6bITb NONE3HbI Kak Ans busHeca m OopraHoB
BacCtTn, Tak U Ana Hay4yHoro coobulecrsa. ,El,aaneVlLuwe nccnenoBaHns HeobxoamMbl AN BbISIBNIEHUS 3d)cbe|<-
TUBHbIX OPraHn3aunOHHbIX NMPAaKTUK ynpaBieHna YenoBeYECKMMIN peCypCaMn Angd npuBneyvyeHna U yaep>XaHua
MeXAyHapoAHbIX TasllaHTOB, BK/OYaa penaTtpuaHToB. bonee Toro, BaXxHO B 6YE,YLIJ,VIX NccneqoBaHMAX npose-
CTW aHann3 BANAHUA NaHAEMUN HaA MUTPaLMO, @ UMEHHO Ha MUTPaUMOHHbIE MOTOKU, MUTPALUMOHHbIE HaMepe-
HUA UHOAUBMAOB, a TaKXXE Ha OpraHu3aunn, KOToOpbIE B nepmnoa A0 NaHAEMUN B 60MbLLON CTENEHM 3aBUCENN OT
NOTOKa MeXAyHapOoAHbIX CneunasincTos.

KnroueBble c/ioBa: YenoBEUYECKMIA KanuTas; MUrpaLmst BbICOKOKBaNIMMMLMPOBaHHbIX CNeLManncToB; pacTy-
LUMe SKOHOMMKMK; KOHKYPEHTHOE NMPenMyLLeCTBO; MMMUIPaLMOHHAs NOUTUKA; yrnpaBieHne YenoBeveckrMm
pecypcamu; naHaemmuss COVID-19.

For citation: LLararknHa M. Murpaums 1 YeAOBEUYECKWIA KanuTaA: NOCAEACTBUA NaHAEMUU AAR €r0 HakonAeHWA. CoLMarbHO-TPYAOBbLIE MCCAEAOBaHMS.
2021;42(1):126-134. DOI: 10.34022/2658-3712-2021-42-1-126-134.

INTRODUCTION
Since the middle of the 20th century, increased in-

to accumulate as much human capital as possible [2;
4]. Developed countries are successful in attracting

ternational migration has resulted in over 270 million
people living in countries other than their countries
of origin [1]. Among the reasons are globalization, the
openness of economies, and low migration barriers, as
well as the growing knowledge intensity of countries’
production and development [2; 3]. Countries them-
selves create incentives specifically for the relocation
of highly skilled individuals, offering them attractive
economic and career opportunities in exchange for
their human capital [2; 4] which is recognized to have
a positive impact on the economic and non-economic
performance and competitive advantages of both
firms and countries [26]. This has led to the so-called
“war for talent” worldwide [7].

This competition for the highly skilled individuals
makes countries develop diverse immigration policies
and organizational strategies that could help them
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skilled specialists from abroad which allows them to
support the appropriate supply of talents. As such,
the United States, Canada, and Australia together
host around 70 % of all the highly skilled migrants [2].
Emerging economies are still less successful in tal-
ent attraction, but they recognize the importance of
human and social capital for their future growth and
development [4; 8]. For instance, China is developing
its own strategy for attracting talents, and as one of
the directions, it works with returnees — a substantial
share of previously emigrated Chinese students and
employees returned to their home country given eco-
nomic and career opportunities [9].

As the COVID-19 pandemic spread globally, it
brought severe changes to most of the economic and
social activities of people and triggered the economic
crisis in most countries [10; 11]. Consequences of the
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pandemic for migration may be long and overwhelm-
ing as travel restrictions suspended international
mobility for an uncertain period of time [11; 12]. This
may change the human capital accumulation model
which relied heavily on highly skilled mobility in the
pre-pandemic times. However, as many countries reo-
pened their national borders for their own nationals
and residents1 [12], emerging economies may see the
opportunity to attract returnees in particular from
developed countries who possess high levels of hu-
man and social capital, international experience, and
thus may contribute to the economic development
and innovation of their home countries [9; 13].

The purpose of this paper is to analyze highly
skilled migration from the perspective of human and
social capital theories, governmental and organiza-
tional policies for human capital accumulation, and
the effect of the COVID-19 pandemic on international
mobility.

HIGH-SKILLED MIGRATION AND HUMAN CAPITAL

Human capital is the basis for the sustainable de-
velopment of countries and poverty reduction [14].
It is an intangible asset consisting of the knowledge,
skills, abilities, and experience of an individual [15;
16]. Human capital may be general and firm-specific
[15; 17]. The general one represents the result of in-
dividual investment in education and professional
training [18]. Firm-specific human capital is mainly a
result of firms’ investment in employees in the form
of knowledge of the firm’s internal processes, tech-
nologies, routines, or professional relationships [17].
Development of both types of human capital is rec-
ognized to bring advantages at different levels. At the
individual level, human capital makes it possible to
realize the potential, increase earnings, and improve
the quality of life [15]. At the country level, it contrib-
utes to technological innovation, economic growth,
a rise of entrepreneurial activities, increased com-
petitiveness and prosperity in the long term [14; 16].
Benefits of human capital at the organizational level
include improved performance, competitive advan-
tage [17; 19], innovation and increased productivity
[15; 20].

In addition to human capital, talents have a high
level of social capital [3; 21] represented by a network
of relationships with other individuals, which devel-
ops and enhances the positive effect of human capi-
tal [18; 22; 23; 24]. Social capital provides its carri-
ers with an access to valuable resources and business

L IATA Travel Centre. COVID-19 Travel Regulations Map. Available
from: https://www.iatatravelcentre.com/world.php.

contracts, information and knowledge benefits [23].
Social capital facilitates the transfer of knowledge,
improves absorption capacity, innovation, and as a
result the performance of firms [22; 24].

The positive influence of human capital on di-
verse individual, organizational, and country-level
outcomes results in high demand for highly skilled
specialists, i.e. talents who are the carriers of human
capital for organizations [2]. Talents, in turn, are free
to choose the best employer making firms compete
for essential human capital resources [4; 17] leading
to the global “war for talent” [7] and frequent reloca-
tion of human capital between geographic boundaries
[3]. Traditionally, talent migration is explained by ine-
quality between countries in terms of their economic,
social or political environment, caused by globaliza-
tion processes [25; 26]. Migration decisions of highly
skilled individuals include efficiency considerations -
acquiring knowledge and skills where their cost is low
and then applying the obtained human capital where
it is highly rewarded for [26; 27]. If talents’ expecta-
tions for earnings and career opportunities are not
met in their home countries, they may consider mi-
gration [28]. Highly skilled individuals are more mi-
gratory in comparison to low-skilled [26; 29] as they
have higher expectations in terms of wage, welfare,
and career development [26; 28; 30; 31]. It means that
they migrate in search of a higher return on invest-
ment in their human capital [32; 28], often choosing
developed countries as a destination [33; 29].

The growing demand for high-skilled individuals
in OECD countries, caused by an increasing level of
knowledge intensity of their activities and a lack of
local talents [2], is forcing these countries to attract
talents from abroad [33; 34], often from developing
countries such as China, India, Mexico, Russia, and
others, where the demand and career and develop-
ment opportunities are worse than in the developed
countries [34]. The share of international migrants
residing in high-income countries increased from
43% to 60% between 1960 and 2010 [1]. Wherein,
the United States, Canada, the United Kingdom, and
Australia have managed to attract up to 70 % of the
highly skilled individuals, mainly due to their effec-
tive immigration policies aimed at accumulating hu-
man capital [2]. While high-skilled migration can help
countries to accumulate the necessary human capital,
it also poses challenges for local organizations and
policymakers to successfully integrate and retain new
talent [3; 35].

This situation leads to an uneven distribution of
highly skilled individuals across countries, cities,
and regions [33]. Developed countries succeed in this
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competition as they implement various policies and
practices towards global talent attraction and reten-
tion [4]. Whereas emerging economies often serve as
a source of human capital for the developed countries
losing knowledge resources and opportunities for im-
proving their performance and competitiveness [3;
33]. Thus, retaining and attracting talent is a major
challenge for developing countries [32].

BRAIN DRAIN, BRAIN GAIN, AND BRAIN
CIRCULATION

The balance between inward and outward high-
skilled migration leads to such effects as brain drain,
brain gain, and brain circulation [36]. Brain drain may
be defined as a net outflow of skilled professionals
from one country [37], or a decrease of per capita hu-
man capital in a home country [16]. More often this
phenomenon concerns developing countries where
economic, social, and political conditions do not sat-
isfy local talents resulting in their increased willing-
ness to emigrate to more developed countries [4; 33;
31]. Brain gain is the net inflow and increase of hu-
man capital in a country [27; 38]. Brain circulation
is a positive phenomenon associated with the return
migration of highly skilled individuals who previously
migrated to developed countries [39].

There are controversial views on brain drain ef-
fects on the countries of origin [36]. One stream of
research argues that brain drain has negative con-
sequences for the originating developing countries
due to the loss of human capital [28; 36] and the
consequent erosion of knowledge networks [40], de-
creased country competitiveness, reduction of per
capita growth [4], and negative welfare effects [41;
42]. According to another point of view, in the long-
run, the brain drain leads to positive effects for both
source and destination countries [36; 43]. Source
countries observe flows of remittances from mi-
grants and return migration [39; 43]. For instance,
by extensive use of national policies that offer eco-
nomic opportunities for returning specialists with
unique knowledge and skills, China has attracted
nearly 84 % of Chinese students who obtained their
degrees in developed countries by 2017 [9]. This
active work with returnees is one of the factors
explaining China’s extensive growth and interna-
tional business expansion [9]. The indirect effect is
the investment in human capital development that
local governments make to prevent the loss of tal-
ent and their human capital [36]. This means that
the brain drain stimulates the development of the
country’s education system and immigration policy
[2; 4] and ultimately leads to the brain gain or brain
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circulation, i.e. a win-win outcome for both source
and destination countries [43].

GLOBAL HIGH-SKILLED MOBILITY ACTORS

As the rates of international migration are in-
creasing each year, countries observe a wide variety
of labor market participants other than locals [1; 3].
With respect to highly skilled specialists with dis-
tinctive levels of human and social capital, the three
categories are of particular interest for international
business and human resource management research —
immigrants, expatriates, and returnees [2; 3; 9]. Each
group has its own characteristics and peculiarities
which should be taken into account when developing
policies and practices aimed at attraction, retention,
development, and integration.

Highly-skilled immigrants

Immigrant is “an individual who moves into a
country for the purpose of settlement” [44], i.e. they
consider becoming legal residents in a chosen desti-
nation country [3]. Immigrants leave their home coun-
tries in search of better career opportunities, wages,
and living standards [26; 44]. Besides, they may have
families and/or friends in a chosen location, which
facilitates their decision to migrate [44]. Incoming
highly skilled migrants may be sources of human, role
models for local employees, and they can compensate
for underinvestment into local human capital devel-
opment under conditions of favorable immigration
policies [45]. Immigrants tend to choose for immigra-
tion countries where their expertise will be relevant,
applicable, and may benefit them in their purposes
[3]. Immigrants do not always stay permanently in a
host country and they are free either to move to yet
another country or to return to their motherland and
hence become a returnee? [3] promoting brain circu-
lation beneficial for all parties [39; 43].

Expatriates

Expatriates may be defined as highly skilled em-
ployees of MNCs going abroad for work temporarily
[45]. There are two types of expatriates — assigned (or
corporate) and self-initiated [46]. Assigned expatri-
ates are being appointed by their MNC to travel to one
of the subsidiaries in order to accomplish a specific
task, and self-initiated expatriates take responsibility
for their relocations themselves [45; 47].

Researchers highlight three main purposes of ex-
patriation [47].First,expatriatesrealize position filling

2 International Organization of Migration. Migration data portal.
Available from: https://migrationdataportal.org/.
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in subsidiaries or organizations of developing coun-
tries where there is a lack of specialists with the nec-
essary skills and competences [48]. Second, expatria-
tion allows for management development throughout
organization through international experience and
knowledge of foreign businesses [48]. Third, expatria-
tion contributes to the organization’s development by
making local managers and expatriates familiar with
corporate culture, policies, procedures, and best prac-
tices and allows mutual understanding and consist-
ency in organizational operations [47].

Expatriation is a relatively easy and cheap way to
enrich MNCs’ subsidiaries and other organizations
with knowledge and skills in comparison to invest-
ment in learning and training of local employees.
This explains a growing trend in the number of ex-
patriates worldwide — with an annual growth rate of
almost 6 % there were more than 66 million expatri-
ates in 2017 [47].

Returnees

Returnees are individuals who have spent a sub-
stantial period of time working and/ or studying in
a foreign country (often one of the developed coun-
tries) and then returned back to their motherland
to continue career development [13; 23]. Return-
ees can either get a top-management position, be-
come entre- preneurs, or regular employees in their
home coun- tries. The majority of skilled returnees
to emerging economies arrive from advanced econo-
mies of Euro- pean, North American, and Asia-Pacific
regions [49].

Working and studying in a developed country pro-
vides access to new knowledge and skills [9; 13; 49]
and gives an opportunity to learn a new culture, lan-
guage, society, markets, technologies, and managerial
practices [35]. Organizations from developed coun-
tries are usually the pioneers in technological de-
velopment, managerial practices, and they are more
successful and competitive than those from emerg-
ing markets [51]. For these reasons, returnees from
developed to developing countries, when compared
to local employees, possess higher level of both hu-
man capital and social capital. Therefore, returnee-
entrepreneurs and top-managers are positively asso-
ciated with organizational performance, innovation,
and competitive advantage [17; 23]. Returnee-led
firms in emerging markets are more successful in in-
ternationalization, investment activities, and export
performance [13; 35; 51]. Returnees’ recruiting maybe
regarded as a learning mechanism and a strategic
source of knowledge and innovation for organizations
in emerging market firms [24; 50; 51].

GOVERNMENTAL AND ORGANIZATIONAL POLICIES
FOR ATTRACTING AND MANAGING HIGHLY SKILLED
MIGRANTS

In order to accumulate human capital in a coun-
try, countries seek to increase the share of highly
skilled professionals in their labor markets to drive
performance, technological progress, and competi-
tive advantage [2]. It may be achieved by creating
favorable environment and developing diverse immi-
gration policies, diaspora networks, and special firm-
level practices [2; 3; 4]. This is especially relevant for
emerging economies because they are still in a catch-
up position with respect to developed countries in
terms of technological, social, and economic develop-
ment. In this case, developed countries’ policies and
practices of human capital accumulation may be used
as a benchmark for developing economies [2].

Immigration policies of the USA, Australia, Can-
ada, and the UK contribute to the talented special-
ists’ accumulation, retention, and integration mak-
ing them attractive destinations for highly skilled
individuals® [2]. They demonstrate a strong national
employer brand — the image of a country as a safe,
well-managed, tolerant, inclusive, and fair employer
in terms of reward [52]. These countries implement
two different types of immigration systems — merit-
based (or point-based) and employer-driven [2]. In
a merit-based system, the potential immigrants are
being screened based on their education, language
skills, qualifications, and experiences [2] as well as
the presence of the applicants’ relatives and their
status in a destination country [53]. The employer-
driven system implies that firms in a country select
themselves highly skilled specialists they need, who
should also have certain education level, skills, and
qualifications and will be screened by the government
[2; 53]. Canada and Australia use mostly merit-based,
whereas the USA — employer-driven [2]. The advan-
tage of the employerdriven system is in its immediate
employability of talents which is beneficial for both
immigrants and firms — while the former do not waste
time for job search, the latter get the labor that fits
their needs and requirements [2].

Emerging economies struggle to compete with de-
veloped countries in talent attraction and serve as a
source of talent for developed countries [33]. However,
they recognize the importance of human and social
capital for their economic and technological develop-
ment and take action towards talents attraction, and

5 The Global Talent Competitiveness Index. 2018. The Global Tal-
ent Competitiveness Index 2018. INSEAD. Available from: https://
www.insead.edu/sites/default/files/assets/dept/globalindices/
docs/ GTCI-2018-report.pdf.
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retention [2; 4]. To turn the brain drain into brain cir-
culation emerging economies try to work on policies
for the attraction of returnees as a source of impor-
tant human capital [2]. One of the examples is China’s
favorable policies towards the attraction of previ-
ously emigrated Chinese specialists and students [9].
To attract returnees back, developing countries offer
them opportunities for career development, access to
research funds and support for science, high wages,
and favorable working conditions [4; 27]. Moreover,
organizations of the IT sector in such countries as
Taiwan and China adapt their strategies and manage-
ment to the global competitive level in order to re-
tain local talents and reduce emigration rates to the
United States [39].

THE EFFECT OF THE COVID-19 PANDEMIC ON
HUMAN CAPITAL MOBILITY

The global “war for talent” and human capital ac-
cumulation through international migration were
possible provided the possibility of free movement.
However, as the COVID-19 pandemic began and in-
vaded daily activities, most countries closed their
national borders indefinitely [10; 54; 55]. Thus, inter-
national mobility has been suspended and migration
flows are expected to decline [11]. The expatriation
growth rate observed before the pandemic [57] is un-
likely to continue [54]. Since highly skilled migrants
and expatriates are important sources of human
capital for developed countries [2], travel restrictions
threaten their ability to satisfy the demand for skills.
The demand may be only partially met by the digital
technologies and available solutions for online con-
ferencing (e.g., Skype, Zoom, etc.) as tacit knowledge
is being transferred more effectively through personal
communication between people [10; 54]. Thus, the
cost of knowledge will increase [10].

While the travel restrictions are imposed, the re-
turn migration is possible as some countries left na-
tional borders open for their nationals and residents
[11; 12; 56]. The list includes both developed and de-
veloping countries such are Russia, China, Brazil, and
India“. This time is a unique opportunity for emerg-
ing economies to attract and retain their highly
skilled returnees who, at this time of uncertainty and
instability may decide to come back to their countries
of origin [11; 57] motivated by the push and pull fac-
tors [58]. During this time of the pandemic and relat-
ed crisis, migrants are vulnerable to potential loss of a
job, salary, health insurance, and access to healthcare

4JATA Travel Centre. COVID-19 Travel Regulations Map. Available
from: https://www.iatatravelcentre.com/world.php.

COLMATIBHO-TPYJOBBIE MUCCJIEJOBAHMA 1/2021

services compared to locals [11; 57]. Furthermore,
lockdowns made face-to-face interactions and meet-
ings between people unavailable which affected men-
tal health and could cause feeling of exclusion of mi-
grants in host countries [57]. As developed countries
are characterized by higher standards of life and con-
sequent high prices for housing, essential goods and
services, migrants may be motivated by those push
factors and decide to return to their motherlands [11;
57]. Among the pull factors are family reasons, safety
and easier access to healthcare services, lower cost of
life in home countries [11]. Under these circumstanc-
es, emerging markets face an opportunity to attract
and accumulate returnees and their valuable human
and social capital. Ultimately, countries can turn brain
drain into brain circulation [39]. This opportunity also
points to the importance of policymakers and local
organizations to design special policies and programs
which can attract returnees, engage them and inte-
grate into economic activities back home. From the
organizational side, effective human resource man-
agement practices and global talent management
should be implemented for selection, training and
development, and retention of returnees.

To provide an example for the above discussion,
it is worth demonstrating the case of New Zealand
although it is not an emerging economy. New Zea-
land is one of the countries experiencing brain drain
with a large share of its population living and work-
ing abroad in search of higher wages and career op-
portunities. As the country allowed their national
and residents to cross national borders during the
COVID-19 pandemic, nearly 50,000 New Zealanders
returned since March, and the number is expected to
increase depending on the length of the pandemic
and related to it crisis. Safety is one of the reasons as
New Zealand managed to prevent mass virus spread
inside the country due to fast and effective govern-
mental response. Experts say that the return of highly
skilled nationals might bring many benefits to New
Zealand as these valuable returnees can share knowl-
edge, skills, and social capital they obtained during
their stay overseas. Once returnees arrive, the coun-
try’s government and companies should provide op-
portunities for those carriers of international human
capital and social capital to find appropriate jobs.’

The pandemic may also contribute to the decrease
of high-skilled outflows from countries. As the travel
restrictions are imposed, the potential highly-skilled
migrants including students may suspend their deci-

S Frost, N. (n.d.). New Zealand’s ‘brain gain’ boost. Available from:
https://www.bbc.com/worklife/article/20200827-new-zealands-
brain-gain-boost.
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sion to migrate and ultimately stay in a home country.

As such, local organizations and policymakers may

use this chance and integrate local skilled labor, i.e.

talents into domestic economic development.

As a result of the analysis of human capital mobil-
ity and the effect of the pandemic, a set of potential
research questions for future studies may be pro-
posed:

» How will the way of accumulating human capital
change after the pandemic?

» Will the pandemic change the attitude of organi-
zations towards the international assignments
and digital technologies as substitutes for the
physical relocation of expatriates?

«  What policies and practices, in particular Human
Resource Management and Global Talent Man-
agement, will be used by organizations and poli-
cymakers to attract and retain human capital?

» How will the pandemic change the motivation of
highly skilled individuals towards migration?

CONCLUSION

The aim of this paper was to analyze highly skilled
migration from the perspective of human and social
capital theories, government and organizational
policies on human capital accumulation, and the
effect of the COVID-19 pandemic on international
mobility. To attract international talent, countries,
together with local firms, are implementing diverse
immigration policies and practices that provide fa-
vorable economic, career, and research opportuni-
ties for incoming highly skilled individuals and thus
build a strong national employer brand [2; 52]. De-
veloping countries are also becoming more involved
in the creation of attraction and retention strategies
similar to that of Western developed countries [2; 9].
Doing so, emerging economies have all chances to
turn brain drain into brain circulation, which is ben-
eficial for both home and host countries as it allows
for knowledge flow among them [43].

The COVID-19 pandemic has posed challenges
and opportunities for countries around the world
[10; 11; 55]. As the travel restrictions and border
closures were imposed, international migration
was suspended [54; 55]. This situation may lead to
modification of models of human capital accumu-

lation used by countries. As many developed coun-
tries rely on international highly skilled migrants
as a source of human capital, the pandemic sets
challenges for them. On the contrary, a pandemic
crisis is a unique opportunity for countries experi-
encing a brain drain, especially for emerging econo-
mies. Since the national borders of many countries
are open for their nationals and residents, there is
a possibility for return migration of highly skilled
individuals with international experience, distinc-
tive social capital, and knowledge of foreign man-
agement practices, technologies, and markets [23].
The inflow of returnees, in turn, may turn the brain
drain into brain circulation, which contributes to
the development and growth of the economy [39].
Thus, the goal for policymakers and organizations
in emerging market economies is to create incen-
tives and develop policies and practices to attract
and retain returnees [2; 11; 54].

The research contributes to the theory of highly
skilled migration, providing its analysis through the
perspectives of human and social capital joining the
existing discussion on the topic [2; 3]. Moreover, the
study identifies and analyses possible governmental
and organizational efforts that can be undertaken
by countries to attract highly skilled individuals and
accumulate human capital [2]. The study shows that
brain drain may be beneficial for developing coun-
tries as it motivates organizations and policymakers
there to invest in local human capital development
as well as to attract returnees back with an increased
level of human capital [39; 40]. This is especially rel-
evant during a pandemic crisis, when highly skilled
migrants return to their home countries, motivated
by push factors of host countries and pull factors of
home countries [11; 56].

Future studies may investigate returnees’ attrac-
tion and retention in the context of developing coun-
tries using human resource management practices, in
particular global talent management. It is also impor-
tant to analyze the effect of the COVID-19 pandemic
on international human capital mobility. Therefore,
future studies may benefit from investigation of this
situation and its implications for traditional views on
migration, human capital accumulation, and the “war
for talent”.
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AHHOTALMA

AKTYanbHOCTb TEMbI UCCNIEA0BaHMS 00YCTOBEHA PO BHELLHMX Y BHYTPEHHMX A0ArOCPOYHBIX (DaKTOPOB Ha
pa3BuTHe aemMorpacdmyeckmnx npoueccos B Y3bekncraHe. Lienb paboTbl — aHanm3 CyLLeCcTBYOLWEro pa3aeneHns
HaceneHus No TeppuTopuanbHOMY MPUHLIMNY, a TakKe U3yyeHne CoumyMa, NpoXnBatoLLero B npeaenax KoH-
KPEeTHOW Tepputopun. [na peanusaumm AaHHON LEeNW aBTOPOM BbINOJSIHEHbI CleayroLme nccnesoBaTenbekue
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neHuns pecnybnvkun; nyyeHsl u onpegeneHbl (akTopbl AMHAMUYHOIO POCTa NOKa3aTess NPOAO/IKUTENBHOCTU
)KMU3HW rOPOACKOro HaceneHust Ha npeacroswmin 30-neTHuiA nepyoa; faHa ob0CHOBaHHasi XapakTepucTuka u
OLEHKa TeHAEHLMAM MUIrPaLMOHHBIX MPoLeccoB. B HacToswei paboTe ncnonb3oBanvMcb MeToabl CTaTUCTU-
YeCKOro aHanM3a M CMHTE3a, a TakXke MeToAMKa MPOrHO3MPOBAHUS PENpPOAYKTUBHOMO 3[10POBbS CENbCKOro
HaceneHusi Pecny6numku Y36ekuncraH.

B pesynbTate wuccnenoBaHWs MOMyYeHbl MPOrHO3HbIE AaHHbIE O POCTE YMCIIEHHOCTU CENbCKOr0 M FOPOACKOro
HaceneHusi B 6nvmxkaiwme 30 net. MporHo3bl pa3paboTaHbl C YYETOM OXWMAAEMON AMHAMUKM HaceneHus, B Co-
OTBETCTBMM C TPebYEMbIM YPOBHEM pa3BUTHSi 0OBLEKTOB COLMaNbHOM MHMPACTPYKTYypbl U YCyr, BbIBOPOM Hau-
6onee 3chheKTUBHbIX MAPKETUHIOBLIX CTpaTerin. CaenaH BbiBOA: HaceneHve Pecnybnvku YsbekuctaH Gyaet
AMHAMUYHO pacTy 1 K KoHLy 2050 r. cocTaBuT 0Komo 45 MSIH YenoBek. Pe3ynbTaTbl HayYHbIX U3bICKaHWUI B BUAE
MPOrHO3HbIX 3HAYEHNI MOFYT BbITb UCMONBL30BaHbI B KAUYECTBE HaMbonee BaXKHbIX MCXOAHBIX AAHHBIX 471 NPUHSI-
TUS PELLIEHMI B pamMKaX pecrnyb/IMKaHCKON CUCTEMbI YNPaBieHnst MyHULMMAbHBIM U PEFMOHAbHbLIM Pa3BUTUEM.

KnioueBble cnoBa: neMorpad)vm; POXAaeEMOCTb U CMEPTHOCTb HACENEHUA,; NMPOrHO3bl BOCMNpPONU3BOACTBA
ropoACKOro 1 CeNbCKOro HaceneHnsa, BHYTPEHHAA U BHELWWHAA MUTpaLna.
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ABSTRACT

The relevance of the research topic is due to the role of external and internal long-term factors on the devel-
opment of demographic processes in Uzbekistan. The aim of the work is to analyze the current division of the
population by territory, as well as to study the society living within a specific territory. To achieve this goal, the
author attempted to assess the expected parameters of the reproduction of the rural and urban population of
the republic; studied and determined the factors of the dynamic growth of the life expectancy of the urban
population for the coming 30-year period; substantiated the characteristic and assessed the trends of migra-
tion processes. The author used the methods of statistical analysis and synthesis, as well as the method for
predicting the reproductive health of the rural population of the Republic of Uzbekistan.

The study result is the predictive data on the growth of the rural and urban population in the next 30 years.
The forecasts consider the expected dynamics of the population, in accordance with the required development
of social infrastructure and services, the choice of the most effective marketing strategies. The conclusion is
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Topuu Poccun u CCCP. Bo BTOpOI1 KHUTe TIpUBeIeHbI
aHa/IN3 U aBTOPCKast TPAKTOBKA COBPEMEHHO CYCTEMbI
nedVHUINIT Y KaTeropuii, MpMMeHSIeMbIX [TPU U3yUYeHUU
SIBJIEHUSI MUTpalyin. TpeTbst KHUTA COEPKUT OTMCaHMe U
MUCTOPUIO CO3AAHUSI TEOPUM TPEX CTAANUI MUTPAIIMOHHBIX
MpolieccoB. M3maHme aipecoBaHO CTYAeHTaM BbICIINUX
yueOHbBIX 3aBeIeHNI, 06yUalonMCs 0 TYMaHUTapHbIM
HarpaBJeHMs], a TAk)Ke BCeM MHTePeCYIIMMCS TTPOLiec-
caMy MUTPaLM HaceJleHUsI.
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HacTostiast MoHoTrpadusi paccMaTpuBaeT KOHIEIINH,
METO/IbI, TEXHOJIOTMM M MEeXaHM3MbI YIIPaBJI€HNS VH-
TeJIEKTYaTbHBIM TPYJOM PAGOTHMKOB OPTraHMU3aIIA,
COCTaBJISIONIME BasKHYIO YaCTh MOBbIIIEHMS 3D PeKTUB-
HOCTM JIeTeTbHOCTY PabOTHMKOB YMCTBEHHOTO TPyZa Ha
COBPEMEHHBIX MPeNIpUITUIX. B paboTe ommcaHbl Teope-
TUYECKMe TIOCTY/IAThI U TTPOAHATU3MPOBAHbI Pe3YIbTaThI
aBTOPCKUX MCCIeIOBaHMIA, CTOCOGCTBYIOIIME TTpUpale-
HIMIO HAYYHOTO 3HAHMS B 06JIACTY OpraHu3aIum MHTE-
JIEKTYaJIbHOTO TPY/a paGOTHUKOB KaK BaXKHOIi COCTABHOIA
YacTy 9KOHOMMUKM TpyAa. MoHorpadus npegHasHavueHa
IIJIS1 Y9eHbIX-3KOHOMMCTOB B 06JIaCTM SKOHOMUKM TPyaa U
yIpaBeHMs IEPCOHAIOM, TIperofaBaTeseii CouuaabHO-
9KOHOMMYECKUX U YIIPaBIeHUeCKUX IUCIIUTIINH, aCIIn-
PAHTOB M CIEIVAINCTOB B 06JIACTY YIIPABIEHNS Uelo-
BeueCcKMMM pecypcamu, a TaKKe BCeX MHTEPECYIOINXCS
npo6eMaMy yIpaBaeHUs MHTeIIEKTYaaIbHbIM TPYLOM
PabOTHMKOB B COBPEMEHHbBIX OpPraHM3aIsIX.
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