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OO0 aHAJIMTHUYECKOM JOKJaJe

B nepBoM paspesie HaCTOSIILIEr0 aHAIUTUYECKOTO JOK/IaLa OCBELIAeTCsl NesiTeIbHOCTh
MeXKIyHApOIHOV CeTM MCCIefoBaTeNeil MPakTUK YIIpaBaeHMs YeJI0BeueCKMMM pecypca-
vy CRANET (Cranfield Network on Comparative Human Resource Management), mosy-
yMBIIeil Ha3BaHMe oT KpaHbwmiacKoii MIKoIbl MeHeIsKMeHTa.

Bo BTOpOM pasnesne mpencraBieHbl pe3ylabTaTbl POCCUIICKON YaCTU UCCIeLOBaHMUS
HaumHaga ¢ 2008 r., korga Poccus crana yactbio cet CRANET. IlocnemoBaTenbHO pac-
CMAaTPUBAIOTCS pe3ybTaThl TPeX BOJIH ucetegoBanms: 2008-2009, 2014-2015 u 2021-
2022 rr. B cuny pasnnumii B moaxofax K GOpPMMUPOBAHUIO BBIOOPOK M MX CTPYKTYPBI
CpaBHEHMe pPe3yJbTaTOB IIPOBOAMIOCH TaM, TAe 6bLIO BO3MOXHO. Ho pacmmputh
CpaBHEHME HeJIb3S 10 MeTOI0IOTUIECKMM COOOpaskeHMSIM. [lTaHHbIe OIIPOCOB B JTOKJIa-
Jle IpUBEEeHbl C TOVM TOYHOCTBHI), C KOTOPOJ BO3MOXHO, @ B HEKOTOPBIX C/Iydyasx —
HeobX0oIMMO.

B HOs16pe 2017 1. B MockBe cocTosuiach ouepenHasi Bcrpeuya wieHoB CRANET — mpen-
CTaBUTENIM MCCIeN0BATENbCKUX TPYII U3 Benukobpuranmu, Benrpun, Upnangun, Hu-
IepnaHnoB, I'penuy npuHsau ydyactue B 10-71 eXXerogHON MeXIyHapOLHOV Hay4dyHOM
KoH(pepeHMMu «COBpeMeHHbIVi MEeHEeI)KMEHT: POO6JeMbl, TUIIOTEe3bl, UCCIeIOBAHMUSY,
npoBoayvmoii 1lIkomoii 6u3Heca U JeI0BOro aAMMHUCTPUPOBaHMs (paKynbreTa 6M3HEca
u MeHemkMmenTa HWY BIID. KoopauuaTtop cetu, mpodeccop KpaHOUIACKON IIKOIBI
MeHemkMeHTa dMMma [Isppu (Emma Parry) npencrasuia pe3yibTaTbhl MeXAYHApPOLHOTO
cpaBHeHMS maHHbBIX orpoca 2014-2015 rr., KOTOpble yUTEHbl aBTOpPaMM OOKIana Ipu
OOGCY>KIEHMM POCCUIMCKMX MPAKTUK YIIpaBaeHus yenoBeyeckumu pecypcamu (YUP).

B TpeTbem paspeie mokiama Brepsbie B ctropuy CRANET npoaHanu3upoBaHa aesi-
TEJIbHOCTh CeTH KaK IpUMep OpraHu3aIy COBMECTHOJ Hay4YHO! paboThl C TOUKM 3pe-
HUSL CO3JaHMs LEHHOCTM [IJIS CaMOM CeTU ¥ ee YYAaCTHUKOB — MHCTUTYLMOHAIbHBIX
U MHOVBUOYAJIbHBIX MCCAeIOBaTEe.

ABTODPCKMIT KOJUIEKTMUB aHATUTUYECKOTO IOKIa1a OObeIMHSIET KaK OIMBITHBIX UCCIeN0-
Bareneit (0.1. 3enenona, B./. Kabanuna, K.B. PemmerHnkosa), kotopbie HaumHas ¢ 2008 T.
Y4aCTBOBAJIM B OPTaHMU3aLNU U TIPOBESEHUN POCCUICKON YaCTU UCCIeLOBaHMS, TaK U MO-
JIOJTbIX YYEHbIX, aCIMPAHTOB, CTYIEHTOB MarucTpatypsl 1 6akagaBpuara HAY BIIID.

brnaromapym y4acTHMKOB IIE€pBOM MCIeLOBATENbCKONM TPYIIIbI [10L PYKOBOLCTBOM
N.b. T'ypkoBa, yCHemHo OCyLIeCTBUBIIMX HAy4HBI NpoekT «[IpoBemeHMe poOCCUIICKON
YacTM MEXIYHAPOAHOTO MCC/IeNOBaHMS INMPAKTUK yrpaBieHus nepcoHaiom CRANET»
ripu nopaepskke Hayunoro ¢onma I'Y BIII3 B 2008-2009 rr.



B 2014-2015 rr. BTOpYyI0 BonHy ucciaenoBauusi CRANET mpoBomuia HayuHas yue6Has
TPYIINa CPABHUTETBHBIX MCCIeAoBaHMIi TpakTuK YUP mon pykoBoactBom B.U. Kabamm-
HOJi, CO3[IaHHasl M0 pe3yiabTaTaM KOHKypca mporpammbl «Hayunbiii doug HUY BIIID».
B cocraB rpymnmnel Takke BXOOWIM CTYOEHTbl MaruCTepCKOW IpOrpamMmmbl «YIpaBjieHue
Yesi0BeueCKMMU Pecypcamm».

B 2021-2022 rT. TpeThs BOJIHA MCCIeAO0BaHMs OblIa peajin30BaHa B paMKax ITPOeK-
Ta QyHIaMeHTaAbHBIX MccaenoBaHmii «CoBpeMeHHbIe MPakTMKy YUP Ha OCHOBE MeX-
nyHapopHoro ucatenoBanyss CRANET» Breicieit mkosbl 6u3Heca HUY BIIID, B KoTopom
npuHsan ydactue acnmpaHTbl A.C. Ocumosa, O.U. BepmmunHa, C.A. TaTeBOCSH,
B.P. JleBuH, crymeHTKa Marucrepckoi mporpammbl «HR-aHanutuka» A.B. Makaposa
U CTyIeHTKa o6pa3oBaTebHOI MporpaMMbl 6akajaBpuaTta «YIpaBjieHue GM3HEeCoM»
O. BamarTtep-Pogpurec.

Pesynbratel poccuiickoit yactu uccienoBanuii CRANET jerniv B OCHOBY Hay4UHBIX
myoamMkanuii u qokaamoB!. laHHble MexxayHapomHoro ompoca CRANET 2014-2015 rr.
ObUTM MTPOaHAIM3MPOBAHbI U McMonb3oBaHbl O.B. MoHIpyC B Aucceprauyum Ha COUC-
KaHMe CTelmeH) KaHAMOaTa HayK M0 MeHeIXKMEHTy. Psim cTymeHTOB 6GakaiaBpuaTa

1 I'ypkoB M.B., 3enenosa O.U., Canpgos 3.b., Tonpabepr A.C. Cructema yIipaBjieHus I€PCOHAIOM Ha POCCUIACKMUX
¢dupmax B 3epkaje MeXAyHapomHOro cpaBHeHus // Mup Poccun. Conyonorusi. dtHonorust. 2009. T. 18. N 3.
C. 132-150;

Gurkov I., Zelenova O. Managing Human Resources in Russia // Managing Human Resources in Central and
Eastern Europe. London: Routledge, 2009. DOI 10.4324/9780203886335-16;

Gurkov 1., Zelenova O. Human resource management in Russian Companies // International Studies of Man-
agement and Organization. 2011. Vol. 41. Iss. 4. P. 65-78. DOI 10.2753/IMO0020-8825410404;

Gurkov 1., Zelenova O, Saidov Z. Mutation of HRM practices in Russia: an application of CRANET methodol-
ogy // The International Journal of Human Resource Management. 2012. Vol. 23. Iss. 7. P. 1289-1302. DOI
10.1080/09585192.2011.581633;

3eneHoBa O.1., PemerHukoBa K.B. Pa3Butue cucreM ynpapieHNMsl Ye0OBeUeCKMMI PecypcamMy B POCCUIICKUX
OGM3HeCc-OpraHM3anusIxX (1Mo UTOraM POCCUIICKOM YacTy MeXmayHapomHoro uccnemoBanusi YUP CRANET B 2008
n 2014 rr.) // XVI Anpesnbckast MexxayHapogHasl HayyHasi KoHdepeHIyst 1o npo6aemMam pa3BUTHUSI SKOHOMUKU
u oburectBa: B 4 KH. K. 3. M.: U3sg. gom Beicureitr mkonbl skoHomuky, 2016. C. 453-463;

Kabalina V., Zelenova O., Reshetnikova K. Contemporary Human Resource Management Practices in Russia:
Flexibility under Uncertainty // International Studies of Management and Organization. 2019. Vol. 49. Iss. 4.
P. 422-440. DOI 10.1080/00208825.2019.1646490;

Kab6anmua B.U., 3enenoBa O.U., PemernukoBa K.B. CoBpeMeHHbIe MPAKTUKYU YIIPABIEHUS] YETOBEUECKUMU
pecypcaMy B POCCUICKMX KOMIIAHMSIX (MTOTM POCCUIACKOI 4acTu MeXnyHapopgHoro uccienoBaHuss CRANET
2014-2015) // Coumonorus u O6LIECTBO: TPAAULIMMU ¥ MHHOBALIMM B COI[MATbHOM Pa3sBUTUM PETMOHOB: C6Op-
HUK JoknazoB VI Beepoccniickoro coimonornyeckoro Kourpecca (Tromenb, 14—16 okts6ps 2020 r.). M.: POC;
@®HUCILIL PAH. 2020. C. 2497-2508. DOI 10.19181/kongress.2020.302;

Kabalina V., Zelenova O., Reshetnikova K. Contemporary Human Resource Management Practices in Russia:
Flexibility under Uncertainty // Comparative Human Resource Management. London: Routledge, 2021.
P. 82-100. DOI 10.4324/9781003168461-6;

Morley M.]., Kohort A., Podr J., Kazlauskaité R., Kabalina V., Blstdkova ]. Human Resource Management in the
Postsocialist Region of Central and Eastern Europe // The Oxford Handbook of Contextual Approaches to
Human Resource Management. Oxford: Oxford University Press, 2021. P. 239-264. DOI 10.1093/oxford-
hb/9780190861162.013.11.



M MarucTpaTypsl ucronab3oBaiyu gaHHbie CRANET B cBOMX BBIITYCKHBIX KBaJMpUKaLM-
OHHBIX paboTax.

Bnaromapum Bcex aHOHMMHBIX PECTIOHIEHTOB, PYKOBOIMUTEJIEN U CITEIIMAIVCTOB CITYKO
YUYP komnaHuii, KOTopbie NpuHsiu yuactue B oripocax CRANET B Poccum B 2008-2009,
2014-2015 n 2021-2022 rr.

Matepraibl aHaIUTUYECKOTO JOKIana OyayT IMoJIe3Hbl TEM, KTO 3aHMMAaeTcs Iia-
HMPOBaHMEM MeXIYHApPOOHBIX, MEXPETrMOHaIbHbIX U CPABHUTEJbHBIX MCC/IeA0BaHUI
B [IeJIOM, ucciegoBatensm npaktuk YUYP B Poccuu, HR-cneuyanucram u mpencTaBu-
TeqsiM OM3Heca, MHTePEeCYIIIMMCSI TPeHIaMy B YIIPaBJIEHUM JIIOObMU B POCCUICKUX
KOMITaHUSX.



Executive summary

The CRANET project is a unique phenomenon for the scientific and professional
community in the field of human resource management. It exists in the form of a net-
work of scientists from more than 40 countries. Its implementation over the course of
35 years testifies to the successful solution of a number of methodological and organi-
zational issues inherent in international comparative research. In particular, the issue
of sampling in countries with different economic structures and economic sizes, the
development of a common questionnaire for all countries, and the coordination of the
process of data collection and analysis. This report is the first to analyze the activities
of the CRANET network as an example of organizing collaborative scientific work from
the point of view of creating value for the network itself and its participants - univer-
sities and researchers.

A team of researchers from the Higher School of Economics, representing Russia in
the project, took part in three waves of the study: 2008-2009, 2014-2015 and 2021-2022.
In the analytical report they are considered sequentially, with a separate subsection
devoted to each of the waves. Due to differences in approaches to compiling samples
of companies, comparisons of the results of the survey waves were carried out where
possible. Also, survey data in the report is presented as accurately as possible, and in
some cases, necessary. It is worth noting a common feature across all three waves of
the study. Its results reflect an objective picture of the state of human resource man-
agement in Russian companies at a certain point in time. The objectivity of the infor-
mation presented is due to the fact that the survey respondents were HR directors and
heads of human resources services of companies and organizations. They gave answers
to the survey questions that did not involve value judgments and required reference to
accurate data and facts.

The 2008-2009 study was conducted on a sample of predominantly small and me-
dium-sized companies (almost 84% of companies; the total number of companies sur-
veyed was 56). Perhaps for this reason, a number of characteristics of the HRM system
in Russian companies (primarily the low share of personnel costs in operating costs
and the leading role of line management in basic HRM issues) were close to those
existing in companies in Eastern European countries. However, the status of heads of
HRM services in the management hierarchy in Russia was higher than in most countries
of Eastern Europe, with the exception of the Czech Republic and Slovenia.

Notable features of human resource management in Russian companies were the
high degree of use of various flexible forms of employment (primarily fixed-term con-
tracts and casual employment) and the low formalization of the personnel assessment
system. The degree of coverage of companies with formalized personnel assessment



systems in Russia turned out to be lower than in any country included in the CRANET
study. This provided line managers with additional opportunities to influence subordi-
nates.

Freezing ruble wages and reducing the number of personnel has become the main
ways to reduce operating costs in a significant proportion of organizations. Most often,
employee incomes were cut due to the variable (bonus) part and bonuses, although
salaries in their “grey” part were also reduced. Line managers used “squeezing out” of
employees by transferring them to a lower level of pay (without bonuses and addition-
al payments). Large companies resorted to massive staff reductions or announced such
plans in order to obtain government support funds.

The results of the Russian part of the survey in 2014-2015 reflected the state of
human resource management mainly in large companies, which dominated the sample
(68% of companies; the total number of surveyed companies was 131). Notable features
of the Russian human resource management system at that time were the high degree
of structuring and formalization of HRM processes (having a documented HRM strate-
gy was already becoming the norm); the involvement (in one way or another) of HR
directors in developing the company’s strategy, but they were rarely members of senior
management bodies.

An analysis of the distribution of responsibility for decisions in the field of human
resource management between the personnel service and line managers did not show in
this wave of research the predominance of the role of line managers, as was the case in
the 2008-2009 wave. For most issues, HR managers took primary responsibility, albeit
subject to consultation with line managers, including in matters of personnel regulation.
Only issues of personnel incentives remained the prerogative of line managers.

The main functions of HRM in general in the countries studied were implemented
by companies independently. The tendency to attract external service providers (out-
sourcing) for training and development of personnel has been observed in European
countries, including Russia.

In Russian companies, the leading method of recruiting managers was internal hir-
ing. Internal recruitment, employee referrals, and posting vacancies on job search sites
were used almost equally to recruit specialists. To find employees and workers, the first
place was the method of posting vacancies in the media. All countries in the study
noted the use of social networks to find and evaluate candidates.

In personnel training, a common trend across all countries, with a wide range of
training and development methods used, has been the predominance of on-the-job
training. In Russian companies, the second most popular area was personnel reserve



programs, talent development and mentoring, and the least used practice was interna-
tional assignments, coaching and development centers (which were widespread abroad).

Across all study countries, the vast majority of organizations used assessment of train-
ing results to determine their training needs and make important training and development
decisions. And in this sense, Russian companies were not alien to modern trends, although
they used qualitative indicators much more often than quantitative ones.

The results of the study showed that remuneration practices in companies were quite
diverse, but financial participation schemes were used to a limited extent, i.e. a small
proportion of companies in most countries. Russian companies widely used the practice
of performance-based pay and bonuses for individual achievements; executive bonuses
were linked to the achievement of organizational goals.

It is worth eliminating the variability in the use of additional social benefits by
companies in different countries, which reflected the characteristics of national social
security systems and the capabilities of companies. The most popular corporate benefits
in Russia were additional medical insurance, maternity leave at the birth of a child, and
educational leave.

Despite the low level of unionization of company employees in most countries of
the study, it was noted that trade unions still have some influence on organizations,
including in Russia.

Another common trend across most countries in the study was that communication
through the line manager was the most widely used form of internal communication,
both top-down and bottom-up. Internal corporate communications in Russia, in ad-
dition, are characterized by the predominance of information flows in the “top-down”
direction.

Diagnosis of the state of HRM practices used by Russian companies in 2021-2022
took place, as in previous waves of research, under the conditions of a difficult so-
cio-economic situation, this time caused by the COVID-19 pandemic. The sample cov-
ered 367 companies, which were mostly medium-sized companies (77.1%). At the ini-
tiative of the Russian research group, the questionnaire included questions about the
presence of formalized corporate values in the organization and the use of digital
technologies in the implementation of a number of HRM functions.

Despite the fact that the share of companies with formal written documents (strat-
egies or regulations on HRM practices) was at an average level, in the range of 44-64%,
many companies noted the presence of formulated corporate values, among which the
most popular were values related to professional employee characteristics.
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Outsourcing is becoming a common way to reduce HR costs and streamline process-
es. At the same time, medium-sized companies and some large companies resort to it
more often (for individual practices), while small organizations are less likely to choose
this type of optimization due to the small amount of suitable work.

An important direction in the development of HRM practices has been the digitali-
zation of processes. The greatest spread of digital technologies is noted in such functions
as the organization of remuneration, personnel training and internal communications.

When hiring personnel, companies differentiate methods for managers and special-
ists and for workers and employees. For managers and specialists, recruiting through
recommendations, internal hiring and rotation is more common, and interviews (one-
on-one and panel), collection of recommendations and professional tests are more
often used for selection. In relation to workers and employees, recruiting is more often
used through advertisements on aggregator sites, the website of the organization itself
and in the media, and the most popular selection methods are professional tests, indi-
vidual interviews and collection of reviews.

The survey results indicate that companies often centrally determine base salaries
at the organization/division level, but use an individual approach to determine the
level of base salaries for managers, and also refer to concluded tariff agreements as the
main benchmarks for all categories of personnel.

The vast majority of companies provide employees with additional social benefits,
most often maternity leave for the birth of a child and educational leave.

The low level of employee membership in trade union organizations determines the
weak influence of trade unions on the activities of organizations. This is confirmed by
the fact that employees resolve labor issues not through trade unions, but in other ways,
primarily through their immediate supervisor.

In most companies, managers and specialists are more knowledgeable about such
aspects of the company’s activities as business strategy, financial performance and work
organization than employees and workers.

In intra-company communication, informing employees (top-down communication)
is more developed than receiving feedback (bottom-up communication). At the same
time, the most common channel in both directions is communication through the im-
mediate supervisor.

The portrait of an HR service employee, compiled on the basis of a block of the
questionnaire with information about the respondent, includes such characteristics as
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being female, having a higher education and a diploma in economics or business and
management, work experience in the field of personnel management up to 5 years (for
an HR specialist) and up to 10 years (for an HR director). The portraits of a specialist
and a director of an HRM service overlap in general terms, however, HR directors, as
a rule, work in the organization longer than HR specialists and have higher or addi-
tional education in the field of personnel management.

An examination of the CRANET research network’s performance from 1991 to 2021
through the lens of its value creation, as measured by the number of citations to arti-
cles published by its members in leading journals, revealed the following.

Valuable, i.e. potentially receiving a large number of citations are both comparative
and country-specific studies based on data from one wave or several waves, conducted
in collaboration with researchers from different universities and countries or teams of
researchers from the same country. Each network node is important for the formation
of the result of the activity. Each researcher, team, university, country, as a participant
in the CRANET network, is able to contribute to the value of the network, which is
manifested in achieving the network effect inherent only in this type of collaboration.
The network effect implies non-linearity in the growth of the value of the network, in
this case limited by definition by the number of citations.

We were able to establish that a nonlinear effect in citations is present, and the
shape of the network’s accumulated value curve supposedly has a quadratic relationship,
comparable to the growth dynamics of university collaborations in the CRANET network.
Verification of the identified relationship opens up prospects for developing a network
value model formed on the basis of research collaborations.



Pa3oen 1

MexayHaponHasa cetrb CRANET:
UCTOPUSI U METOJO0JIOTUS UCCIedO0BaAHUS

1.1. Kparkas uctopmyeckas cipaBKka’

MesxkoyHapomHasi CeTb MCC/IeIOBaTe el IMPaKTUK YIIPaBIeH)s YeI0OBeUeCKIUMI pecyp-
camyu CRANET 6b11a cosmaHa B 1989 r. B BetmkoOGpuTaHUy 110 MHMLMATYBE OTHOTO M3
MapTHEPOB KOHCAJITUHIOBOM KomItaHuu Price Waterhouse I'ssunaa Agama (Gavin Adam)
u ripodeccopa Kpuca bproctepa (Chris Brewster) 13 KpaHbuIacKoii IIKOIbI MEHEIKMEH-
ta (Cranfield School of Management) 1 nmepBoHauaabHO HasbiBasach The Price Water-
house Cranfield Project (PWCP). Hnest co3maHus TaKoii CeTu cTaja peakiyeil Ha OTCyT-
CTBME COITOCTABMMBIX €BPOIIEiCKMX JTAaHHBIX, KOTOpPOe OCOOEHHO OCTPO OIIYIIaa0Ch
B cBeTe (popMMUPOBAHMS €OMHOTO eBPOIeICKOro phIHKA Tpyda®. ®oKycupoBaHue MPoeK-
Ta Ha EBporme orpasmioch B cinemyioniem HasBauuu cet — Cranfield Network on Euro-
pean HRM (CRANET-E).

Ha mepBbIx 3Tamax ucciegoBaTenu GbLIM OPMEHTMPOBAHBI HA OXBAT CTPAH C IOXO-
SKMMM XapaKTepUCTUKAMM, YTO IIO3BOJISLIO MCKIIOUUTH BIMSIHME pasMepa, CTPYKTYpPhI
SKOHOMVKM, KYJIbTYPHBIX IIEHHOCTEN 1 OOJIbIIIe COCPEIOTOUMTHCS Ha PA3INUNSIX B ITPe]I-
MeTe MCCIeOBaHus, T.e. B CaMMX IIPAaKTUKax YIIPaBAeHUs Yel0BeYeCKMMU pecypcamu
(YYP). lHMLIMaTOphI MpoeKTa yoemuan MpecTVKHbie YHUBEPCUTETHI M GU3HEC-IIKOJIbI
B ISITH eBporielickux crpadax (Opaunuwms, lepmanus, Mcnanwus, lIBenys u Bennkobpu-
TaHus) nposectu B 1990 r. mepsbIii onpoc.

ITo mpormecTBuM Tpex jJeT oT co3gaHust cetu Price Waterhouse mpekpaTuiaa MaTepu-
aJIbHYIO TMOAIEPKKY IIPOeKTa, HO akaJeMMUUecKkue YUYaCTHUKM HallIM COGCTBeHHOoe ¢u-
HAHCUPOBAHME B KaXKIOJ CTpaHe IJIs IPOHOJIKEHMsT paboThl. IToHavanmy MpUXOOuUIOCh
MIPUIJIAIIATh SKCIIEPTOB MPUCOEOVHUTHCS K MPOEKTY, OOHAKO BCKOpEe CTPaHbl CaMu
CTaJ/IM TOJABaTh 3asiBKM Ha y4dyacTue B UCC/IeTOBAHUMN.

[TocTerneHHO COCTaB YUaCTHMKOB MMPOEKTa PacIIMPSIICS, HO OTPaHUUMBAJICS €BPOIIeiicKM-
MM cTpaHamu 1o 1992 r., korma K cety mpucoeavHmiack Typuus. B 2005 1. uccienoBaHye
oxBaTwio 7914 xommaHuii u3 32 crpaH, B ToM unciae 10 HeeBporelickux, Bkiaroudast CIIIA.

URL: https://cranet.la.psu.edu/about/

Brewster C., Hegewisch A., Lockhart ]J.T. Researching Human Resource Management: Methodology of the Price
Waterhouse Cranfield Project on European Trends // Personnel Review. 1991. Vol. 20. Iss. 6. P. 36-40. DOI
10.1108/EUM0000000000804.
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Poccust cTana wieHOM CeTM M BIIepBble yyacTBoBasia B ucciaemoBanuyu B 2008 r.* K Hauamy
2022 r. uccneposarenbckast cetb CRANET oxBaTbiBana IIpefCcTaBUTesIell YHUBEPCUTETOB
u 6usHec-1IKo 6omee uem u3 40 crpad B EBporre, Asum, CeBepHoit 1 IOkHOIT AMepuike,
a Takke u3 ABcrpanuu. ITooteqHuit orpoc 6bUT MpoBesieH B 35 crpaHax B 2021-2022 1.

ITepBOHAYaAIBLHO MCCAEOOBaHME IIPOBOAMUIIOCH €KETOAHO, HO 0KAa3a10Ch, UTO BPEMEHN
MeXOy BOJMHaMM (MHaue — payHAAMM) HeJOCTAaTOYHO IJis TIIATeJIbHOTO aHaamu3a Co-
OpaHHBIX JAHHBIX, K TOMY K€ IMOJUTUKM U MPaKTUKM YUP MeHSIMCch He Tak 6bIcTpo. I1o
Mepe pacIiMpeHMs] CeTH U yBeaMueHMs] BpeMeHM Ha KOOPAMHALIMI0 B3aMMOMEICTBUS
MeXIy CTpaHaMM-yJ4acTHMIIAMM Ha cOOp JaHHBIX CTajM OTBOOUTH OOjiee OJHOIO roja,
a repumo, MeXXIy BOJIHAMM YBEJIMYMIICS A0 YeThIpex jieT u 6ojee (1995-1996, 1999-2000,
2004-2005, 2008-2009, 2014-2015, 2021-2022 rr.)°. Tak, MeXay IOC/TeOHE BOJHOIA
2021-2022 rr. u nipeapiAyleii MpoIuio CeMb JIeT.

B 2021 r. koopauHauyonHsiit meHTp CRANET mocie 30 et 6a3upoBanus B Benuko-
o6putanum 6b11 iepeBenieH B CIIIA — B LleHTp MeXIyHapOIHBIX MCC/IeNOBAHNIT YeoBe-
yeckux pecypcoB YauBepcuteta [lencunbanum (Center for International Human Resource
Studies at Pennsylvania State University).

B Hacrosimee Bpemsi CRANET sBisieTcss KpyIiHeiieiln B MUpe MCCIeS0BaTeIbCKOM
ceThl0 MpakTUK YUP ¢ yHMKaAJIbHBIM OIIBITOM cOOpa CPaBHUTEIbHBIX JAHHBIX 00 YUP
B pa3HBIX CTpaHaX Ha MPOTSDKeHMM OoJiee Tpex IecsITWIeTHi. B rmociegHux BoMHAX MC-
CJieloOBaHUSI MPUHUMAIM y4dacTue mouTu 10 ThIC. KOMIIaHWUIA, UTO JaeT HaldeXHelilee
OCHOBaHMe KakK JjII MEXKCTPAaHOBOTO CPaBHEHMSI, TaK ¥ OCOOEHHO ISl aHa/lIM3a OTpac-
JeBbIX IpakTuK YUP. CTaTbu, ocHOBaHHbIe Ha JaHHbIX CRANET, my6G/IMKyIOTCST B BEAYIIUX
MeXIYHapOIHBIX KypHaiaX, a pe3yabTaThl MCCAeO0BaHMII MPeNCcTaB/AsIOTCSI Ha CaMbIX
MIPECTMKHBIX HAYUYHBIX KOHPEPEeHINSIX 110 BCeMYy MUpY.

1.2. Metomonorusa ucciaegosanusi CRANET

B uccnenoBanusix npobiem YUP cyiiecTByeT HaBHSISI TpaguLMSI CpaBHEHMS CTpaH,
¥ HAI[MOHAIbHBIN KOHTEKCT B HACTOSIIIee BpeMsl MPMU3HAETCST BaXKHBIM JIJIS TTOHMMaHMS
VUP B pas3jMuHbIX KyJIbTYPHBIX M MHCTUTYLMOHAIbHBIX YCIOBUSIX®. BMecTe ¢ pocTom
MEKIYHaPOIHbIX CPaBHUTENbHBIX MCCIe0BaHMIi B obmactu YUP yrimybnsieTcss moHuma-

4 B urone 2022 r. wieHcTBO Poccum B ceTy 6bUIO MPUOCTAHOBIIEHO.

5  Biemann T., Mayrhofer W., Koch-Bayram I. Embedded in context: How time and distance affect the convergence
of personnel selection practices // Human Resource Management Journal. 2021. Vol. 33. Is. 1. P. 47-68. DOI
10.1111/1748-8583.12339.

6 Parry E., Morley M.]., Brewster C. Contextual Approaches to Human Resource Management: An Introduction
// The Oxford Handbook of Contextual Approaches to Human Resource Management. Oxford: Oxford Univer-
sity Press, 2021. P. 1-22. DOI 10.1093/oxfordhb/9780190861162.013.1.
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HJe MHOTUX ITp06ieM, BO3HUKAIOIIUX IIPU OTHOBPEMEHHOM CO0pe COMOCTaBMMbIX JaH-
HBIX B HECKOJIBKMX CTpaHax. MeTomoornueckye pelieHns, KacaroIyecss CpaBHUTETbHBIX
MCC/IeNOBaHMIA, XOPOIIO 3aJ0KYMEHTMPOBAHbI, HO HEAOCTATOUYHBI IJIST pelIeHMs ITpaK-
TUYECKMX 3aJ1au, CBSI3aHHBIX CO COOPOM MTaHHBIX B pasHbIX CTpaHax'.

HestenbHoctb CRANET meMoOHCTpUpyeT IparMaTuMyeckuii Mogxon K paspaboTke
CPAaBHUTENIbHBIX MICCIENOBAHMIA Y TTO3BOJIIET OOCYAUTDH OIBIT, TIOTYYEHHDbINI B TaKUX
0071acTsIX, Kak (OpMMpOBaHMe BbIOOPKM M aHKeThI, COOp JaHHBIX, 06paboTKa ¥ aHa/INn3
JAHHBIX, a TAKKe BOIPOCHI YIIPABIEHMSI MEKIYHAPOIHOI CeThIO MCCIemoBaTeeits.

ITpoexkt CRANET co3maBajncs Kak MCCaegOBaHMe, MeXIyHApOJHOe I0 CBOMM Iiep-
CTIeKTMBaAM M CpaBHUTeNbHOe Mo 1enn’. MccienoBaHue MpOBOAUTCS METOIOM CTaHAap-
TU30BAaHHOTI'O aHKETHOTO OIPOCA IUPEKTOPOB 110 MTePCOHATY MM PYKOBOIMTENIEN CITYKO
YYP opraHm3aimii.

Ha momenT 3anycka nepsoro onpoca CRANET ymenoch OTHOCUTEIbHO Majlo JaHHBIX
0 mpakTukax YUP B pasHbIX CTpaHax AJisl IPOBEAEHMSI CUCTEMHOTO aHa/IN3a MeXIyHa-
POIHBIX TpeHI0B B o61acTyt YUP. MeTon KOHKPETHBIX cuTyaLuii (case study) Kak crocoo,
MIPUMEHSIBIINIACS Ji7Is1 c6opa JaHHBIX B OCHOBHOM B ITPOJIBMHYTHIX KOMITAHMUSIX, MOT J1aTh
JIO)KHOE IIpeficTaBlIeHNe O CoCTosiHUM YUP B cTpaHe B LIeJIOM.

UccnepoBaTensamu CRANET 651710 TPUHSATO pellieHre OPraHn30BaTh OMPOCHI Ha YPOB-
He cTpaHbl. [lepBoHaYa/NbHO peub 1ia o EBpore, rme YUP B G0/bIIMHCTBE CTPaH HAXO-
OUTCS TOZ, CUJIbHBIM BJMSIHMEM HAlMOHAJIbHON MPaBOBOW M MHCTUTYLMOHAIbHOM
cpenpl Jaxke MPU TOM, YTO OPraHM3AIMM 10 BCEMY PEryMOHY CTaJKMBAIOTCS C OOIMMU
S5KOHOMMYECKMMMU U CTPYKTYPHBIMM M3MEHEHMSIMMU, KOTOpbIe, KaK IIpeCTaBIIsIeTCs,
IO/DKHBI BBI3bIBATDh CXONHBIE peakuuy B crparterusx YUP. [losToMy nepBUYHBIM OpUEH-

7  Parry E., Farndale E., Brewster C., Morley M.]. Balancing Rigour and Relevance: The Case for Methodological
Pragmatism in Conducting Large-Scale, Multi-country and Comparative Management Studies // British Jour-
nal of Management. 2021. Vol. 32. Iss. 2. P. 273-282. DOI 10.1111/1467-8551.12405.

8  Morley M.]., Heraty N. The Anatomy of an International Research Collaboration: Building Cumulative Com-
parative Knowledge in Human Resource Management // International Studies of Management and Organiza-
tion. 2019. Vol. 49. Iss. 4. P. 341-354. DOI 10.1080/00208825.2019.1646485;

PexoMeHyeM IMOCMOTpeTH 3amuch BebuHapa Developing IHRM insight using effective cross-national research,
npoBeneHHoro 1 nekabps 2021 r. B pamkax IHRM Webinar Series. B xone Be6uHapa npodeccop Kpaudunackoii
LIKOJIBI MeHemKkMeHTa dMma [1appu, koopauHatop cetu CRANET nmo 2021 r. BKIIOUMTENbHO, U SPYTUe U3BeCT-
Hble yueHble B 00J1aCTM MeXOYHApOJHOTO MEHEeIKMEeHTA M3 PasHbIX GM3HEeC-IIKOI JeNATCS 3HAUMUTETbHBIM
OIIBITOM B pa3paboTKe ¥ MPOBENEeHUM MPOEKTOB CPAaBHUTETbHbIX MCCIELOBAHMIA, a TakKKe B YIPaBIeHUU
MeKIyHapOAHBIMM VCC/IENOBATENbCKMMY CETSIMU. 3alMch JOCTYITHA MO CccblUiKe: https:/www.youtube.com/
watch?v=MXKEWHZ_7W4.

9  Brewster C., Hegewisch A., Lockhart ]J.T. Researching Human Resource Management: Methodology of the Price
Waterhouse Cranfield Project on European Trends // Personnel Review. 1991. Vol. 20. Iss. 6. P. 36—-40. DOI
10.1108/EUM0000000000804;

Brewster C., Tregaskis O., Hegewisch A., Mayne L. Comparative research in human resource management:
a review and an example // International Journal of Human Resource Management. 1996. Vol. 7. Iss. 3.
P. 585-604. DOI 10.1080/09585199600000145.
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TUPOM JJISI CPAaBHUTEJIBHOTO aHa/iM3a ObLIM BbIOpAaHBI HAallMOHAJIbHBIE HAHHbBIE, A HE
COTIOCTaB/IeHNe Pe3ylbTaTOB MO Bceil EBpome MeXIy OTpaciasiMu, XOTSI MOTydeHHbIe
JaHHble He MICK/IIOYAIOT TaKOro aHaliu3a.

1.3. ILleaum u TeopeTnUeckassi OCHOBaA MUCCIeLOBaAHUSI

[TepBonauanbHo npoekT CRANET mpecnemoBan OBe KOHKpeTHbIe 1ie/in. B mepByio
ouepelb UCCAeN0BaTeIN XOTeIM MUMEeTb BO3SMOKHOCTb OTC/IEXXMBATh BO BpeMeHU BIMSHME
eBPOIIeiICKOT0 PhIHKA TPYJa Ha MPaKTMUKY paboTsl ¢ IepcoHasioM B EBporie: Tpe60Baioch
BBISICHUTD, BEJIET JIX €BPOIIEVICKNI PBIHOK TPYAa K rapMOHM3AL UM KaLPOBOM MTONUTUKHA
U eCTb JIM CyleCTBEHHbIe pa3nnunsi B TeHaeHIusIx YUP B crpanHax — uneHax EDC (a 3a-
teM — EC). Bropast 11e/1b cOCTOSIIa B TOM, UTOOBI YCTaHOBUTH, KAKMM 06pa3oM B Kagpo-
BOJ MOJIUTUKE IIPOVUCXOOUT CABUT B CTOPOHY CTpaTernueckoro YUP.

Omnpenenennie YUP, ocobeHHO cTparernueckoro YUP, 6bUIO MpPeaIMETOM IVCKYCCUIA
B JIMTEpaType U mopoauiao obcyskaenne uieHamu cetu CRANET TeopeTnueckoii OCHOBBI
UX KOJIMYECTBEHHOTO MCC/IeOBaHMsI. B UacTHOCTH, B BeJIMKOGPUTaHMM MOXKHO BbIAEINTh
(OYHKIIMOHAJIbHBIN MOIX0, KOTOPI TPOBOAUT pas3jiMuyie MEXIY yIIpaBJIeHUeM I1ePCo-
HajioM 1 YYP nyteMm omnpeneneHns] KOHKPETHBIX MOJUTHK. AJIbTepHAaTUBHASL MHTEPIIpe-
tanys YUP ykasbIBaeT B G0JbIlei CTEIIeHM Ha IPo6IeMy CTpaTerM4eckoil MHTerpaumn
MeXIy moauTtukor YUYP u KopnopaTMBHBIMM ILieJISIMM, MOOUYEpPKMUBAasi, YTO pe3yJabTaT
TaKOJl MHTEerpanyy 3aBUCUT OT KOHTEKCTA M He MOXET ObITh CBSI3aH C KaKMM-I1OO
KOHKPETHBIM HabOpOM TOMUTUK. VccaenoBaTensiMu ceTu 6bUIO0 OTMEYEHO, YTO B HEKO-
TOpoM crerneHu omnpenenenusi YUYP u crparermueckoro YUP mepecekarTcs, ITOCKOIbKY
o6a comepskaT HEOOXOOMMOCTb CcTpaTernueckoii uHrerpaiuu. Onpoc CRANET otuactu
oTpaxaJs cBsi3b YUP co cTpaTerueii KOMIaHuu, IMOCKOJIbKY aHKeTa CoJiepykajia BOPOCHI,
Kacaromyecst yuactust cayk6e1 YUP B paspaboTke cTpaTermu Ha pas3HbIX ee dTarax. s
6osiee TIIyOOKOIO MCC/IEOOBAHMSI CTPATEIMUYECKOI MHTEerpauym HeoOXOIMMO YUUTHIBATh
00JIbIIle OPraHM3alMOHHBIX ¥ KOHTEKCTHBIX IepeMeHHbIX. [I09TOMy 1McciemoBaTeIsIsMu
CRANET 651710 BbIOpaHO (QYHKUIMOHATbHOE onpenenedue YUP. [IpyruMu cJioBaMu, IU3aiiH
orpoca 6bIT pa3paboTaH TakKMM 00pa30M, YTOObI MOKHO OBIJIO YCTAHOBUTD, HACKOIBKO
KaJpoBasi MOJIUTHUKA CIVIAHMPOBAaHA, COIVIACyeTCsI ¥ B3aMMOIECTBYeT C KOPIIOPATUBHBI-
MM CTPaTerusiMM, HaCKOJbKO TaJIeKO OHA IPOABMHY/IACh B CTOPOHY OOJIbIIEN TMOKOCTH
U UHAUBUIyaIMU3aLMM TPYAOBBIX OTHOILIEHMI U KaKye M3MeHeHUsT IIPOUCXOAST B TaKUX
obacTsx, Kak Habop, obyuyeHMe 1 BO3HATpakIeHMe MepcoHaa.

Brnocnencreun e ucciaenoBanusi CRANET 6bUIM KOHKPETU3UPOBAHBI, M, COOTBET-
CTBEHHO, BbI/IeJIeHbl YeThIPe OCHOBHbIE 3a7auN:

. CpaBHEHMs MEXAy CTpaHaMM 3a OOMH U TOT Ke TepuoHd, BpeMeHH;
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e  JIOHTUTIOOHBIE CpaBHEHMS B IIpenesiaX OOHOJ CTpPaHbl,
e CpaBHEHMe BpeMeHHbIX TeHIEHI[Mi [0 CTpaHaM;

o M3y4YeHMe KOHKPETHBIX SIBIEHUI BHYTPU OTHON CTpaHbI 32 OAVH Iepuo, BpeMeHM!.

1.4. BbiOOpKa

IMocTpoeHe penpe3eHTaTUBHON BbIOOPKM, Kak ¥ (HOpMUPOBaHMEe U TTePeBOJ aHKETbI
(cMm. mogpaspen 1.5), IBJASIOTCS KJII0OYeBbIMYU MPAKTUUECKMMY ITpobaeMamMu, TPeOYIoIy -
MM pellleHus MPU MPOBeIeHNM MEXIYHAPOIHOIO MCCAeI0BaHMS.

MOKHO TOBOPUTDH 00 OTCYTCTBUM MCTOYHMKOB HEOOXOIVMOI U TOCTaTOUHOI MHDOP-
Maluy, KOTopasi To3Boyiniia 661 ChOPMUPOBATH PEITPe3eHTATUBHYIO BBIOOPKY KOMIIAHM
cpasy 10 BCceM CTpaHaM, BOBJIEYEHHBIM B KccienoBaHue. [103TOMy KOMIIPOMMCCHBIM
perieHueM siByisieTcss popMupoBaHye BbIOOPKM HA HAIMOHAJIBHOM yPOBHE.

[IJ1st TOYTOBOTO MJTM JIEKTPOHHOTO OITPOCa BhIOOPKA OyIeT MMEeTh BUJ, CIIMCKA KOMIIa-
HMIA JOJ19 pacchUiky. Takue CIMCKM KOMITaHMI € agpecaMy MOTYT IPefoCTaBUTh HALVO-
Ha/IbHbBIE MPodeccroHaabHble WM Gu3Hec-acconyanmm. Ho 31ech HYsKHO 3aJaThCsl BO-
MPOCOM, He BO3HUKHYT JIM TIPU 3TOM MCKaXKeH!Me peasbHOTO MOJIOKEHUS e/l B OTpaciin,
repekoc B Ty WM MHYIO CTOPOHY B OxBaTe KOMIaHuit. Tak, BbIOOpPKA POCCUIICKOI YacTu
ompoca 2014-2015 rr. onupasach Ha CIMCOK KOMITAaHMIA — WIEHOB Poccuiickoro corosa
MIPOMBIIIVIEHHUKOB U mipenpuauMateneii (PCIIIT), cpeny KOTOPbIX JOMUHUPYET KPYITHBIN
6usHec. B pesynbraTe JaHHbIE OTPaskaiu B OOJbIIe cTerneHu cutyaryio ¢ YUP B cermeH-
Te KPYITHBIX KOMITAHWIA, YTO OTMEYAJIOCh B OTUETAX M MyOaMKaIumsax 06 ompoce.

Jpyrum crioco60M MOTydYeHUs CIIMCKa KOMIIaHMIA MOXKeT ObITh COTPYIHMUYECTBO C Be-
OYIIMMY KOHCAQJTMHTOBBIMM KOMIIAHMSIMM, MMEKOIMMIU OOMIMPHYI0 6a3y KIMEHTOB,
OJTHAKO ¥ OH He SBJISIETCS TMOJHOIIEHHBIM. B yacTHOCTHU, He OyAyT MpecTaBiIeHbl Opra-
HMU3ALUMM TOCYJApCTBEHHOTO (0OLIeCTBEHHOI0) CEeKTOpa, Hampumep obpa3oBaTesbHbie
M MeOULVHCKME yYpeRaeHUs. BapMaHTOM IMOMyuyeHMs CIMCKa KOMITaHU MOXKeT ObITh
3aKa3 Ha MMpoBeJleHNe 0TPoca CIelaa3MPOBAHHBIM COIMONOTMYecKUM dhuUpmMam ¢ yKa-
3aHMeM CBOMX TpebOBaHMI K BhIOOPKe.

Kak moxa3sbIBaeT OIBIT, IIPY MPOBEIEeHMM IMOUYTOBBIX OIPOCOB MCCIeq0BaTeNN CTall-
KMBAIOTCS C IIpo06ieMaMi, CBSI3aHHBIMM C TEM, UTO HeJIb3SI 3aCTaBUTh KOMITAaHUM 3aII0JI-
HSITb aHKETBI, ¥ TEM, UTO COTPYIHMKM, TOTOBSIINME OTBETHI Ha BOIIPOCHI AHKETHI, MOI'YT
OBITh 3aMHTEPECOBAHBI B TOM, YTOOBI ITPEICTAaBUThH CBOIO KOMITAHMIO B 60Jiee BHITOJHOM
CBeTe, YTO B pe3y/bTaTe MPUBEAET K MCKAKEHUIO OOIIeil KapTUHBI.
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Ha perynspHbIX pabouMx BCTpeyax YI€HOB CETU MUCKYTUPOBAJICS BOIPOC O HIKHEM
npenesie pasMepa KOMIIAHUM IO YMCI€HHOCTM PabGOTHMUKOB ISl BKIOUEHMS B BHIOOPKY.
ITepBoHAUaabHO OBLIO BHIOpAHO MOporoBoe 3HaueHue B 200 COTPYOHMKOB, ITOCKOIBKY
CUMTAETCS], YTO OpraHmM3aliuy C MEHbIIMM KOJAMYeCTBOM MepcoHasia, Kak IIpaBUJIO, He
MMEIOT CITelMaaM3UPOBaHHbIX OTAENIOB YIIpaBJIeHus IepcoHaioM min cayk6 YYUP. Bro-
CJIEICTBUM CTAJIO SICHO, UTO 3TO HE COOTBETCTBYET ITPAKTMKE B HEOOIBIIMX CTpaHaX,
KOTOpbIe HAaCTauBa/M Ha CHWKeHUM 1opora Ao 100 cOTpyAHMKOB — 3TO IpeJioKeHue
obL10 TIoAAepykaHo wieHamyu cet CRANET.

B mesom ¢dopMupoBaHMe peeBaHTHONM BBIGOPKMU IJisI CPAaBHUTEILHOTO MCCIEm0-
BaHMs SIBJSETCS CIOXKHONM 3amaueil, Mpy pellleHuM KOTOPOii MPUXOAMUTCS UATHU Ha
KOMITpoMMcCChl. KpuTuuecky BakHO, UTOOBI CTPAaHOBBIE BBIOOPKM KaK MOXHO 6ojiee
TOYHO OTpakajii peajbHOCThb. [IpM 3TOM OTKJOHEHMS OT TpeOOBaHMII perpe3eHTa-
TUBHOCTMU BbIGOPKM 3aTPYOHSIOT CpaBHeHMe MeXay cTpaHaMu. C 1e/1bi0 JOCTVKEeHUS
o611ero Moaxoaa K BbIOOpKE OpraHu3aluii-pecrioHIeHTOB I'PYIIOii UcciegoBaTeeit
13 CRANET 6bu1n pa3paboTaHbl peKOMeHIaluu mo GopMupoBaHNUIO pelipe3eHTaTuB-
HO MM CTPaTUULMPOBAHHON CIY4YaiiHO BBIOOPKM, @ TAKXKe IO METOAAM PacIIpo-
CTpaHeHMs aHKeThl 4 cbopa HaHHBbIX. B HacTosee BpeMsl CTpaHOBbIE TPYIIIbI Mpe-
IOCTaB/ISIOT KOOPAMHAIMOHHOMY I[eHTPY BMecTe ¢ 6a30ii JaHHbIX MEeTOI0JI0TUYeCKIIi
OTYeT.

1.5. AHKeTa

ITpu pa3paboTKe MCCIeI0BaTeIbCKUX MHCTPYMEHTOB JIJISI MEKIYHAPOIHbBIX CpaBHEHMI
yueHble CTaJKMBAIOTCI C AMIEMMOi: ¢JledyeT HacTauBaTh Ha COOpe MOEHTUUYHONM CTaH-
IapTU3MPOBAHHOV MH(pOpPMAaLNY, YIUThIBAsI PUCK MOTEPU WIM HEMPaBUJIbHOW MHTEp-
MpeTanuy JaHHbIX, WIX MCIIOAb30BaTh 6ojiee I'MOKYI0 CXeMY JJISI OTpaskeHMs Halyo-
HaTbHOV crietydukyu. CAMTAETCS, YTO OCHOBHBIM IMIPEMMYIIIECTBOM aHKET B KPOCC-KYJ/Ib-
TYPHBIX CpPaBHUTENbHBIX MCCIEOOBAHUSIX SIBISIETCSI CTaHOApTMU3alMsl BOIPOCOB, XOTS
OCYIIIECTBUTh ee BecbMa HeIpocTo. BaskHO obecreunThb aieKBaTHBIV MepeBO]] aHKEThI
Ha SI3bIKU CTPaH, IIe MPOBOAUTCS OIPOC. ByKBaJIbHBIN IepeBO[, SIB/ISIETCS HeLOCTaTOY-
HBbIM, ITIOCKOJIbKY OH He IO03BOJISIET TOYHO IepenaTh 3HaueHMe, CMbICT M3MepsieMbIX
saBjaeHuit. Kakue-To TepMyHbI MOTYT GbITh He3HAKOMbI PECIIOHAEHTaM, ¥ TOLIA HYKHO
IOOUTHCST KOHIIENTYaIbHOM 3KBMBaJIeHTHOCTU. [IpoGiiema TepeBoma ISl COLMATbHbIX
TEPMMHOB CTOUT OCTpee, UeM IJIs1 TEXHUIECKUX, IOCKOJIbKY IepBbIe CBSI3aHbI C UCTOPU-
el U KyJIbTYypPOM KOHKPETHOM CTPaHbl, UTO MPUBOLAUT K BapUATUBHOCTU B 3HAUEHMSX.
OmHuM 13 pellleHuii sBsieTcss o6paTHbIit mepeBos (back translation).

[Tocne o6CyskaeHusT MOAXOA0B K (OopMMUPOBaHUIO aHKeThl uccienoBaTenn CRANET

MPUILJIM K TOMY, UTO B MHTepecax JOJTOCPOYHON COMOCTAaBMMOCTHU TeHAEeHIIii BO BCex
cTpaHax Oy[eT MCIIO0Ib30BAThCSI MAEHTUYHBIN OMPOCHMK. B HEKOTOPBIX pasienax aHKe-
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ThI ObIIO HEOOXOIMMO yUeCTh Hal[MOHATbHbIE Pa3/INuMsl, 3TO OTHOCWIIOCHh K KaTeropusim
[IepCoOHa/Ia U PeryauMpoBaHMIO NpPakTUK YUP B TpymoBOM 3aKoHOAmarenbCTBe. OmHAKO
y 60OBIIMHCTBA BOIIPOCOB aHKEThI (hOPMY/IMPOBKY OBLIM aHATOTUYHBIMMU. [ToTeHIIMab-
HO 60Jiee cepbe3HBIM BBI30BOM SIBJISUICSI BBIOOD M MHTepIIpeTalusi TeMaTuieckux obma-
CTeil ¥ OCHOBHBIX BOIIPOCOB aHKETHI.

ITpobneMa cTaHIapTU3aLMM BOIIPOCOB M MX aJalTally K HallIOHATbHOMY KOHTEKCTY
B nmpoekte CRANET perranack mocpecTBOM COTPYAHUYECTBA UCCAEN0BATENbCKMX KOMaH]L
13 pasHbIX CTpaH. BI6OP OCHOBHBIX TEM M BOIIPOCOB U X IIPMOPUTU3ALIVSI ITPOBOIVINCE
Ha OCHOBE JIBYCTOPOHHMX ¥ MHOTOCTOPOHHMX AMCKYCCHUI 1 TpeOoBayi KOMIIPOMICCOB,
ITO3BOJIMBIIMX IIPUIITU K Pe3y/IbTaTy, KOTOPbIii 06ecreumBa COrJiace 1 BOBJI€UYeHHOCTh
BCcex KoMaHz,. IToce comtacoBaHus MPOEKTa aHKeThl HAa4aJICs MPOIeCC ero 00CYKIeHUs
CO cIeluaaucTaMu-IpakTMkaMu B obiact YUP B cTpaHax — yuactHuiiax CRANET.
3aTeM ObUT IPOBEIEeH IMMIOTAXK aHKEThI B HEOOJIBIIOM Uyc/ie KOMITaHMIA B KaXKA0 CcTpa-
He. C pacumimpenneMm cetu CRANET B mocnegyroommux BOJHAX MPOILECC MOATOTOBKU
U MPOBEeIEHMs OIpoca CTAaHOBMUJICS 6Gojiee IPONO/DKUTEIbHBIM. B TO ke BpeMsl HaKo-
TIJIEHHBIN OIBIT COTPYIHMYECTBA MCCIENOBATEIbCKMX KOMAaH I, CIIOCOGCTBOBAJI €r0 YCKO-
peHuto. B uTore, Korga yepes HeCKOJIbKO BOJIH aHKeTa MOATBepANIa CBO0 PeIeBAHTHOCTb,
YacTh IIPOLIeCcca, CBSI3aHHAsI C KOHCY/IbTAUMSIMU C IIPAKTUKAMM, B CMIY OOJIBIION TPYHO-
€MKOCTY OblTa MCK/II0UYeHa. Ilocie psiga LMKIOB OOCYKIEHMII ¥ KOPPEKTUPOBOK ObLT
ronydyeH (MHAIbHBIN BapyaHT MHCTPYMEHTA MCC/IeIOBaHMs.

Vi3HauajbHO aHKeTa OXBaThIBAIA CAeAYIOIIMe TeMaTndeckme o6acTu: AesiTeTbHOCTD
aryk6b1 YUP u crparerust YUP, obecrieueHrie mepcoHayioM, rnbkue (GopmMbl 3aHSITOCTH,
pa3BUTHE U OLleHKa IepcoHasna, KOMIIeHCAlMK U JIbrOThI, TPYLOBbIe OTHOIIEHUSI U KOM-
MyHUKauuu, nHbGopMarus 06 opraHmM3anum U pecrioHIeHTe.

C MoMeHTa 3aIycka oIpoca CTPYKTypa aHKeTbhl KapAMHAIbHO He MeHsach, ObLI
MCKJTIOUEH TOJIbKO GJI0K BOITPOCOB O MOAXO0JaX K (hOPMMUPOBAHMIO €MHOTO €BPOTIeiiCKO-
ro pbIHKA. Ilepuogmnuecku B KaKO-1MO0 pasmen BKIIOYAICS HOBBIN BOMIPOC MU KOP-
PEKTUPOBANCH (GOPMYIVPOBKY HEKOTOPBIX BOTIPOCOB JJISI OTPAsKEHMUS MCIIOIb30BaAHUS
HOBBIX MeTomoB YUP.

B Hacrosiee Bpems anketa CRANET coCTOUT M3 IIE€CTY OCHOBHBIX GJIOKOB BOITPOCOB:

o  JesTenbHOCTH 1o YUP B opraHmusanuu;

o TIPAKTUKM OOGecrievyeHus: epCoHaIoM;

«  pasBuTHe PabOTHUKOB;

o KOMIIeHCalM U JIbIOThI;
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° TPyaOBbl€ OTHOIIEHMS M KOMMYHUKALIN;
. I/IHd)OpMaLU/IH 00 OpraHm3anvm m peCriOHOeHTe.

Oco6oe 3HaueHye B CTAaHZAPTU3ALMM M aJalTalyy BOIMPOCOB K HAIMOHAILHOMY KOH-
TEKCTY MIMeJI TIPOIIecC IepeBojia aHKeThl Ha JIPyrye SI3bIKY, TTPOBOAMBIINIICS B ABa Iara:
TIePeBOI, C aHIVIMIACKOTO SI3bIKa Ha SI3bIK CTpaHbI MTPOBeIeHNs orpoca (translation) u o6par-
HbIi TTepeBof, Ha aHmMiickuii s13bIK (back translation, retranslation). B ciyuasx korma
MEX/Iy MPSIMbIM 1 06pPaTHBIM TT€PEBOJOM OOGHAPYKMBAICH PA3/INUMSI — 13-32 HEYIauHO-
TO BBIOOPA CJIOB M/IY HETIOHMMAHMS KOHIIENTA B CYJTY CTPYKTYPHBIX MM MHCTUTYLIMOHAITb-
HBbIX OCOGEHHOCTEI pasBUTHS M3y4aeMOro SIBJIEHMs B JAHHOI CTpaHe, — IPOBOIMUIVCDH
JeTalbHble 00CYKIEHMS C LIE/IbI0 YIOCTOBEPUTHCS, UTO 110 aHKETE B PAa3HbIX CTpaHax OymeT
cobupaTtbcst aHanornuHasi MHdopMaiys. [lepeBoabl TeCTUPOBAINCH C MIPUBJIEYEHMEM I10-
TEHIVATbHBIX PECTIOHAEHTOB, MPOBEPSUIOCH, TIOHSITHBI JIM MM TEPMUHBI Y BOITPOCHI.

B 1es19X cTaHAapTU3aLyUy ¥ OMHOBPEMEHHO 00ecrieueHst COITOCTaBMMOCTH PeabHbIX
npakTuk YUP B aHKeTe cofepskaTcsl BOIIPOCHI, MpeaycMaTpMBallie yKa3aHue Kojamde-
CTBEHHBIX, a6COMIOTHBIX MM OTHOCUTEIbHBIX JAaHHbBIX, M 3aKpPbITbie BOIMPOCHI (C Bapu-
aQHTaMM OTBETOB «Ja» U «HET») IJIsl ONpeleeHMs HaM4usl VI OTCYTCTBUST M3yd4aeMo-
ro siBeHus. I Te M Apyrue IO3BOJSIOT M30€KaThb OLIEHOYHBIX CYKAEHWII M CHU3SUTD
BapMaTUBHOCTb B IOHMMAaHMM KaK BOIIPOCOB, TaK M BapMAHTOB OTBETa, KOTOpas BO3-
MOJYKHA 13-3a SI3bIKOBBIX 0COOeHHOCTel. Takke B aHKeTe IIPaKTUUECKM He MCIIONb3YIOT-
€SI OTKPBIThIE BOIIPOCHI: B IIEPBOM BapMaHTe aHKEThI ObIJIO JBa TaKUX BOIIPOCA, 3aTeM
OHM GBLIN VICKITIOUEHBI.

1.6. OOpaGoTKa M aHaINU3 JAaHHBIX

KoopauHanus mpoiiecca 06paboTKM 1 aHa/IM3a JaHHBIX B MEXIYHAPOIHbIX UCCTEN0-
BaHUSIX CO3[aeT pPsif JorucTudeckux mpobnem. Ynenamyu CRANET 6buto MpUMHSITO pe-
IIeHMe, YTO 3TOT MPOLeCC TOJKeH ObITh IEeHTPaIM30BaHHbIM. OCHOBaHMEM IS TAKOTO
penieHus: 6bIJIO CTpeMJIEHMEe K TOMY, YTOObI BCe WIEHBI CETM MMeJIM TPOBEpPEeHHbIe CO-
rocTaByMble JaHHble. LleHTpanmu3anus mpoiecca mogpasymMmeBaia pa3paboTKy eIMHOTr0o
IIJIsT BCeX CTpaH MaKeTa BBOAA JaHHBIX C MCIIONMb30BaHMeM Itaketa SPSS (Statistical
Package of the Social Science — craTucTuueckuii makeT Jjsi COUMATbHBIX HAYK), a TaK-
Ke MPOLEenypy NMPOBEPKM U YMCTKM CTPAHOBBIX JaHHbBIX. BbUIO ONpeneneHo, 4To OTBET-
CTBEHHOCTH 3a (hopMMpOBaHMe MaKeTa, MPOBEPKY M UMCTKY CTPAHOBBIX 6a3 JAaHHBIX
BO3bMET Ha cebsi KoMaHaa u3 Benuko6puranuu, 6asupyiomiasics B KpsHdbuimckoii
LIKOJIe MeHEeI’)KMEeHTa.

VHTepripeTalys JaHHbIX SIBJISETCST Haubosee CJIOKHBIM BOIIPOCOM B MEKIYHapPOTHBIX
CPaBHUTEBHBIX MCC/IEIOBAHMSIX. B OgHMX CIydyastX MOKHO ITOCMOTPETDb Ha IOTyYeHHbIe
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pe3yabTaThl B KOHTEKCTE MPeabIIyIIMX UcciemoBanuii. Ho B M3yuyeHUM HOBBIX 00J1acTeld,
r7ie MOKa MaJIo JAHHBIX M MH(POpPMaLyy, eCTh PUCK OMIMOOUYHbIX MHTEpIpeTaruii. CaMblit
3¢ deKkTUBHBIN CMoco6 AOCTUUYb TITYyOMHBI MEXIyHApOIHOTO CPAaBHUTEIHLHOTO aHaIM3a
COCTOUT B COeAVHEHUM HOMOTeTr4eckoro (nomothetic) n nauorpadmueckoro (idiograph-
iC) moaxomoB, T.e. B BBISIBJIEHUM OOLIMX TEHAEHIMIA U 0COGEHHOCTE! B OINpeneleHHOM
KoHTeKcTe. Kpome TOTO, Takass MHTerpaius Moaaepk1uBaeTcsl CTaHgapTu3aimeii n3me-
peHusi TiepeMeHHbIX. be3 sneMeHTa MHTepIIpeTaly CpaBHUTENbHbIE NaHHbIE MMEIOT
He6OJIBIIYIO [IEHHOCTD M JINILIAIOTCS 00BSICHUTEIbHOTO TIOTeHIMaIa. B Kpocc-HalMoHa b-
HBIX MCCIEIOBAHMSIX 11 OObSICHEHMST KAKOT0-JI100 sIBJIeHMs], haKTopa BasKHO TIOMECTUTh
MOJTyueHHbIe Pe3y/bTaThl B HAIIMOHAIbHbBIN KOHTEKCT.

YToObl CHU3UTH BEPOSITHOCTH HEIPABWIbHONM MHTEpIIpeTalMy JAHHBIX U JOOABUTH
DIyOMHBI, KaXKIbI/l HAIMOHAIBHBIN IEHTP BCTPEYaICs AJISI OOCY>KIEHMsSI Pe3yabTaTOB
OITpOcCa C MaHeNbl0 MPaKTUKOB — HR-cnenmuanncToB opraHmn3annii OCHOBHBIX CEKTOPOB
S5KOHOMMKM CBOe€il CTpaHbl. OKMOAJIOCh, UTO Takye MaHeJIbHble OUCKYCCUM OOIOIHST
pesyabTaThl KaYeCTBEHHBIMM KOMMEHTApMSIMM, TaK KaK ITOJIydeHHble JaHHbIe OYAyT
06CYKIAThCSI B HAIIMOHAJIBHOM KOHTEKCTe. B mepBbie rofpl IMpoeKTa MaTepuasibl Haly-
OHAJIbHBIX IVICKYCCUI UCIIOIb30BaINCh Ha BCTPeYax YIeHOB CeTU, KOTOPbIE IIPOBOAMINCH
[IBa pasa B rof.

CoTpyIHMYECTBO MCC/IeOBATENbCKMX KOMAaH/, M3 pas3sHbIX CTpPaH JIEXKaJo B OCHOBE
dhopMuUpoOBaHKS CBOTHBIX OTUYETOB, 000GIIAIOIINX Pe3yIbTaThl OUePEeIHO BOJHBI MEXK-
IYHApOOHOTO MCCIeq0BaHMs, M HallMCaHMs HayuYHbIX cTaTeit. Tak, HampuMep, MOATOTOB-
Ka CBOJHOTO oTdyeta 1o mucwiegoBanmio 2014-2015 rr. Besach CMeIIaHHBIMY TPYIIIAMMU
MCcCemoBaTeeil U3 pasHbIX CTPaH, KOTOpPbIe TOTOBWIM OIpeIeIeHHbIe ITaBhbI, CPe3bl
aHaaMu3a. Hamr ombIT MOATBEPKAAeT, UTO a3apT U MOJOKUTeIbHbIe BIleUaT/IeHMs OT pa-
O0TBI C MHOCTPAHHBIMM KOJIJIETaMy 3HAUMTEIbHO IIepeBeIlBAIOT TPYIHOCTY, KOTOPbIE
COTIPOBOXKIAIOT MeKIyHapOaHble MCCielOBaHMs.

1.7. HepemieHHbIe ITPOOJIEMBI U AUCKYCCUU
Cnenyet npusHaTh, yTo B mpoekte CRANET He penmuiy MoaHOCThIO IIPOGIEMBI, CO-
MyTCTBYIOIIVE MEXIYHAaPOOHOMY CPaBHUTEIbHOMY MCCIeqoBaHMio. [Io MHeHUIO psa

YJIEHOB, HE BC€ BO3MOXXHOCTU MCIIO/Ib30BaJINCDh, ObLIN OOITYIIE€HbI OIIMOKIN.

OnmHMM U3 YyBCTBUTEIbHBIX MOMEHTOB ISl CPAaBHUTENIbHOTO aHa/M3a JAHHbIX B JIU-
HaMMKe, JaKe B paMKaxX OFHO CTPaHbl, SIBJISIETCS HETIOCTOSIHCTBO BhIOOPKN'C. BHYTpeHHMe

10 Christensen J., Bevort F., Rasmussen E. The Cranet Survey: Improving on a Challenged Research-Practice? //
International Studies of Management & Organization. 2019. Vol. 49. Iss. 4. P. 441-464. DOI
10.1080/00208825.2019.1646491.
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KPUTUKMA CUUTAIOT, YTO MCCIEOOBATEIbCKUM TPYIINIaM HEOOXOOMMO COOOIIATh O JTHOOBIX
OTKJIOHEHMSIX OT okupaemoro mab6aona CRANET 1mmo BceM BOIIpocaM MeTONOJIOTHH, Gyab
TO CTPYKTypa MM COCTaB BBIOOPKM, METOIbI CBSI3YM C OpraHM3alyUsSIMI-PEeCIIOHAEeHTaMMU,
crienyKa BIOOPKY, BhI3BaHHAS HAIlMOHA/IbHBIMM OTPaHUYEHUSIMMU (Harlpumep, He6oIb-
110€ YMCJIO KPYITHBIX OpraHm3aluit); nasxke ecan 3Ta uHopmMaiusi MMeeT OrpaHMYeHHYI0
LIEHHOCTb IJI TEKYIIEro orpoca, TEM He MEeHee OHA BakHa [IJISI KOPPEKTHOTO CPaBHEHMS
JaHHbBIX 3@ pasHbIe BpeMeHHbIe MepuoIbl.

Bropoe npensTcTBMe 151 CPaBHEHMS JAHHBIX Pa3HbIX BOTH — 3TO UCK/IIOYEHMe WIN
no0aBiieHKe BOIPOCOB, KOPPEKTMPOBKA (POPMYIMPOBOK, M3MEeHEeHNMs B LIKanax (M3Me-
pennsix). ITo pacuetam [Ikecriepa Kpucrencena (Jesper Christensen) u ero koser, 1o
9TOV npuumHe 6osee 30% BOMPOCOB CTaaM HEIOCTeI0BaTeIbHbIMIU Y MeHee T0JIe3HbI-
MM [IJIS1 JIOHTUTIONHOTO aHanu3a. [lepuonyyecky 4aeHbl ceTy MOSHMMAIM BOIPOC 06
OGHOBJIEHMY aHKEThbl WINM M3MEHeHUM Oy3aliHa UCCIeNOBaHMS IJIS1 OTPaKeHMSI HOBBIX
TeHJeHUU U pa3paboTok B obsmacty YUP u ympaBiaeHMs B OpraHu3alusx B LEIOM.
[TocnegHsasa pycKyccus Hadanach HakaHyHe 3arycka ornpoca BoinHbl 2021-2022 rr. Beina
co3jaHa MHuUIMaTHBHas rpynna (task force) mist paspaboTky BapyMaHTOB pa3sBUTUS OU-
3aifHa MCC/IeSOBaHMSI M CTPYKTYPbl aHKeThbI, HAUaTO UX OOCYXKIeHMe Ha PeryIspPHbIX
BCTpevax YIEHOB CeTH, IPUYPOUYEHHBIX K BeLylIMM MeXAyHapOIHbIM U HAllMOHAJIbHBIM
KOH(epeHISIM.
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