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OCOBEHHOCTHU ®YHKIIMOHUPOBAHUSA PBIHKA UHAYCTPUU TYPU3MA
N IT'OCTEITPUMMCTBA B COBPEMEHHBIX YCJIOBUAX 9 KOHOMMNYECKOI'O
POCTA KA3AXCTAHA

ABJIYPAXMAHOBA 3VJIIIAPY3A AMUPBEKOBHA
MarucTp, CTapIiuii mpernoaaBarens Kadeapbl JKOHOMHUKA U MEHEKMEHT (haKyIbTeTa
SKOHOMUKA U TpaBa, Y HueBpcuteTa nMeHn JKymadeka AxmeroBuua Tammenesa, [IIbiMkeHT,
Kazaxcran

CAITAPBAEBA DJIbMUPA ABTUXAMMOBHA
MarucTp, cTapiiuii nmpemnoaanarenb kKadeapbl « IKOHOMUKA U MEHEIKMEHT» (paKyJbTeTa
«IKOHOMHUKA U TIpaBoy», Y HUEeBpcuTeTa uMeHu JKymadeka AxmeroBuda TameHeBa, [IIbIMKeHT,
Kazaxcran

Annomauusn: B oannoii cmamve paccmampusaiomes cneyuguieckue ocobenHocmu pabomul
PBIHOUHO20 MeXaHusma 8 cghepe MypUCMCKUX U 2OCMUHUYHLIX YCIye, KOmopwvle HeoOX00UMo
VUUMbIGAMb NPU  OP2AHUZAYUU MYPUCMUYLECKO20 U 20CMUHUYHO20 OusHecd, 20e OCHOBHbIM
00bEKMoOM 83AUMOOMHOWEHUN HA KOMOPOM ABNAIOMCA YCIY2U, MAKH#Ce BblOeNeHbl HEeCKOIbKO
BAJCHBIX OMAUYUMETbHBIX YEePM, XAPAKMEPHBIX NPEeUMyUeCmeeHHo Ol DbIHKA Mypusma u
UHOYCMPUU 20CMENPUUMCMEA.

Knrouesvie cnosa: umnoycmpus mypusma, 20CMUHUYHOE XO3AUCMBO, cepa yciye, pblHOK
20CMUHUYHDBIX YCIV2, PECMOOPAHHbLU U 20CTMUHUYHBIU OU3HEC.

Ha coBpeMeHHOM »3Tame WHIYCTPHs TOCTENIPUMMCTBA Pa3BUBACTCA CTPEMHTEIbHBIMU
TEMIIaMH, CTapasiCh YAOBICTBOPUTH BCE BO3PACTAIOUIME MOTPEOHOCTH HACENICHHS W, KOHEYHO,
MOJy4YUTh MPUOBLTE. C 3TOH LEBI0 HA MPEINPUATHSIX TOCTUHUYHOTO X03HCTBA CO3/IAal0TCS] HOBBIE U
COBEPUICHCTBYIOTCS CTapble IpeaocTaBisieMble yciayrd. JlopaboTKu Takke TpeOyIOT U METObI
yIpaBJICHUS: BAKHO YMETh MPABUIBHO M I'PAMOTHO COYETaTh MX MEXIy CO0Oi, 4TOOBI JOCTHYB
ONTUMAJILHOTO pe3yibTaTta. CerofHs Ka3axCTaHCKUI TOCTHHUYHBIA PHIHOK Pa3BUBAETCS BHICOKUMU
temnamu. PaccmarpuBasi crnenm@uKy Ka3aXCTaHCKOTO pBIHKA TOCTUHUYHBIX YCIYT, CIEIyeT
OTMETHUTb, YTO HA PHIHKE OYEHb BBICOKHE IIEHBI HA YCIyTH. BIiojHe BO3MOKHO, YTO KPH3HC 3aCTABUT
BJAJIENBLIEB AyMaTh O PEAIbHOW CTOMMOCTH CBOMX YCIYT'HM W PHIHOK HAauyHET BBIPAaBHUBATHCS.
PeiHouyHBIe oTHOmEHuss B cdepe ycmyr, oOmamas OOIMMH dYepTaMHu, HMEIOT OCOOCHHBIC
XapaKTePUCTHKH, IPUCYIINE TOMY WM HHOMY CEIMEHTY phIHKa yciryr. Kpome Toro, B iccie10BaHUN
PBIHKA OMPENEeIEHHBIX YCIyT OONBUIYIO MPAKTHYECKYI0 3HAYMMOCTh PUOOPETAIOT PETHOHAIBHBIC
ocobeHHOCTH (POPMHUPOBAHMUS U TEHACHIINH PAa3BUTHUS pPhIHKA. VccnenoBanue npodiieM 1 IepCIeKTHB
Pa3BUTHSI PbIHKA TOCTUHUYHBIX YCIIYT XapaKTEPHU3YIOLIETrocs pacTyLIUM CIIPOCOM Ha JAaHHBIE YCIyTH
SBIISICTCSI aKTyaJbHBIM, OCOOCHHO B YCIIOBHSAX YKOHOMHUYECKOW M MOJMTHYECKON CTaOMILHOCTH B
ctpane [1].

B coBpeMeHHBIX YCIIOBHAX B DKOHOMHKE MHOTHX CTpPaH MHpa YCTOWYHBOE Pa3BHTHE CQEpHI
yCIyT, BKJIIOYAIOMIEH TYPH3M M TOCTUHMYHOE XO3SAHCTBO, BBIPAKAeT M3MEHEHHE B MPHOPUTETAX
00IIECTBEHHOTO Pa3BUTHS, BO3pACTAHKE POJIH H JIOJIA TMYHOCTHON COCTABIISIFOIIEH B ()OPMHUPOBAHUHT
o0I1ecCTBEHHOr0 OorarcTBa, OOy TIio0anu3anuioo Ou3Heca, HEOOXOJUMOCTh PACIIUPEHUs M
MOJIICPIKAHUST MEKTYHAPOIHBIX KOHTAKTOB, N3MEHEHUE CUCTEMBI IIEHHOCTEH U POJIH TOCYTA.

PazHooOpa3zue cdepbl ycayr, OCOOCHHOCTH CKJIAJIbIBAIONIUXCA B HEH OTHOLICHUH
MPOM3BOJICTBA M OOMEHa B OTHENBHBIX OTpacisax chepsl yciayr, MNPHUBICKAIOT BHUMAaHUE
OTEYECTBEHHBIX CIEIUATUCTOB B 00JACTH KOHOMMKHM M YNIpaBJICHUSA. PhIHOUHBIE OTHOILEHHS B
cdepe ycnyr, obsagast 00IIUMU YepTaMU, UMEIOT OCOOCHHBIE XapaKTEPUCTUKH, IPUCYLIIE TOMY WU
MHOMY CETMEHTY pbIHKa yciyr. KpoMme Toro, B Mccie10BaHUM PHIHKA ONPeIeIEHHBIX YCIYyT OOIBIIYIO
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MPAaKTUYECKYI0 3HAYUMOCTh IPHOOPETAIOT PETHOHANBbHBIE OCOOCHHOCTH (HOPMHUPOBAHHUA U
TEHJCHIMY Pa3BUTHUS PBIHKA.

CraHOBJIeHHE PHIHKA TOCTHHUYHBIX ycIyT B Ka3axcTrane BBISIBHIIO LIEIBIH KOMILIEKC PoOIeM
U TIPOTUBOPEYMH, CBA3AHHBIX C TPYAHOCTSAMHU IEPEX0Ja TOCTMHWYHBIX NPEAIPUATHNH K HOBBIM
YCIIOBHSIM X03sHicTBOBaHUS. OduUIManbHble TaHHBIE CTATHCTUYECKUX CIYXKO CBHIETEIBCTBYIOT O
COKpAILlEHUN KOJHMYECTBA TOCTUHUYHBIX MPEINPUATUI M yMEHBLIEHHHM TOCTHHUYHOro (oHxa.
OKcnepTel OTMEYAIOT, YTO JJs MHOTMX CTpaH, B ToM uucie Kaszaxcran, xapakrepHa
TEppUTOpUAIbHAS HEPAaBHOMEPHOCTb Pa3BUTHS TOCTMHHYHOM 0a3bl, NpPOSBIAIOLIASCT B
pPETHOHATBHBIX OCOOSHHOCTSIX PhIHKA TOCTUHUYHBIX YCIIyT. B Hamiell crpane, IMEHHO B peTHOHAX,
O0COOEHHO B CEJIbCKOH MECTHOCTH, IOCTHHHUYHBIE HPEANPUATHS CTAJIKUBAIOTCS C IMpobsieMaMu
MOBBILIEHUS] KOHKYPEHTOCIIOCOOHOCTH HAa HALIMOHAJIBHOM U MEXIYHapOJAHOM pBIHKaX, OBBIIICHUS
3¢ GEeKTUBHOCTH U JJOXOAHOCTH OHU3HECA, IPOIOJDKEHUS X03UCTBEHHOM AedTenbHocTH. OT peteHus
JaHHBIX TMPOOJIEeM, W3yYeHHs] NPUYMH HMX BO3HUKHOBEHHUS W CIIOCOOOB BO3JCHCTBUS C IICIBIO
CHW)KEHHUS OTPULIATENIBHBIX NIOCIEACTBUM 3aBUCUT PAa3BUTHE PbIHKA TOCTUHUYHBIX YCIIyT U TYpU3Ma,
MOTEHIMA KOTOPOTO B HAIIICH CTpaHe 3HAUMUTEIIEH [2].

AKTyaJllbHOCTBIO JITaHHOTO HCCIEOBAaHUS SIBIISIETCA HCCIEJOBAaHME B OTEYECTBEHHOMN
auTepaTtype npo0seM, CBI3aHHBIX ¢ OCOOCHHOCTSIMU (DYHKIIMOHUPOBAHUS PhIHKA YCIYT UHIYCTPUH
rOCTENPUMMCTBA U TypU3Ma, 4YaCTh HOCUT OBEPXHOCTHBIN, HETITYOOKHI XapakTep, a UCIOJIb30BAHUE
6oraToro 3apy0e;KHOr0 OIbITa B IPAKTUKE BEJCHUS FTOCTUHUYHOIO OHU3Heca TpeOyeT ero ajanTaluy,
BO-NIEPBBIX, K KAa3aXCTAaHCKUM YCIJIOBUSIM, BO-BTOPBIX, K YCIJIOBUSIM KOHKPETHOIO DETHOHA.
Heo0OxonuMocTh paccMOTpeHHUsl TaHHBIX MPOOJIeM U pa3pabOTKU MPEJIOKEHUN ISl UX PEIIeHUs
OIIPEACIINIIN AKTYaJIbHOCTh HACTOSALIETO UCCIIEN0BAHUS.

Cy1iecTBeHHBIHN BKJIaJ B U3y4YEHHE MPOOJIEM OpraHu3allii pa3BUTHSA PECTOPAHHOrO OM3Heca,
€ro MOHSATHS M POJIM B PHIHOYHON 3KOHOMHUKH BHecnu yueHble bamabanos U. T., AutoHoBa B. A,
Kunxos U. E., 3nopoB A. b., 3opun U. B., Kasepuna T. II., Kpucrod 3. T., B. A., KpaBuenko JI.
HU., Ocunona O. b., CemenoB A. B., Teimuyk B. B., lllenkuna E. b. ConuanbHo-3K0HOMHYECKUE
mpoOJieMbl OOIIECTBEHHOTO TMHTAHHUS OCBEIICHBI TaKMMHU aBTopamu, kak: B.I'. Bberukor, B.B.
lonyGesa, I'.I'. 3aBuneiickuii, B.H.3agopoxwusiii, [I.1. Ununzep, A.. Kouepra, [.H. JloBauesa,
N.A. ®eiizynaeB. B kauecTBe MeTo/l0B HCCleOBaHMSA OBUIM HCHOJB30BaHbl CPABHUTEIBHBIA U
CUCTEMHBI aHaJM3, KAayeCTBEHHOE M KOJMYECTBEHHOE H3Y4YEHHE pPEAJIbHOCTH, 3KOHOMHUKO-
CTaTHCTUYECKUE METOABI U METO, IKCIIEPTHBIX OLICHOK.

OOBexTOM UCCNeI0OBaHMS ISl U3YUYEeHHUsI BOIIPOCOB PECTOPAHHOTO U TOCTUHYMHOTO Ou3Heca. B
XOZI€ MCCIIEIOBAHUS BBIABICHBI IPOOJIEMBI PBIHKA - 3TO OTCYTCTBHE BAPHUAHTOB LIEHOBOI'O BbIOOpa
y NOTEHIMAJIBHBIX ~ KJIMEHTOB  TOCTMHMIBI. B mensdx  MOBBILIEHUS  KadecTBa U
KOHKYPEHTOCIIOCOOHOCTH ~ TOCTUHHYHBIX  HPEANpUATHA  HEo0XoAMMO  (OpPMHUpOBaThH U
COBEpILECHCTBOBAaTh CHUCTEMY KadecTBa YCIYyT, BKIIOYAIONIYI0 OOECIeYeHne, YIpaBiIeHHE U
yiydiieHue KadecTsa. I[loBbIIeHHME KadecTBa TOCTMHHYHBIX YCIYT BO3MOYKHO NP BHEIPCHHUH
CHUCTEMBI IyTeM MNoadopa M oOyueHHs MepCOHaNa; CTaHIAAPTH3AIMU IpoLecca MPeAOCTaBICHUS
YCIIyT; KOHTPOJISI CTENIEHN YIOBJIETBOPEHHOCTH MOCETUTENEH 00CTyKMBaHUEM C ITOMOILBIO aHAJIN3a
XKayi00, CPaBHEHMSI KauecTBa MPEAOCTABIISIEMBIX YCIIYT ¢ KAYECTBOM YCIYT KOHKYPEHTOB U U3YUEHUS
KJINEHTOB.

Crnenyer OTMETHUTD, YTO TaHHBIE TOCTUHUYHBIC YCIYTH HE TPEOYIOT MX KIacCU(PUKAIIMUA HU 110
OJITHOM W3 CIIOKMBILUXCSI B MUPOBOM NPAaKTUKE CHCTEM, YTO M BBI3BIBAECT HAa OT3bIBAX JIUL, YXKE
BOCITOJIB30BABIINXCS JAHHOW YCIIYTOM M OCTABUBLINX CBOM OT3BIB O HEW HAa CaiTe COOTBETCTBYIOILEH
CHCTEMBI [TIOUCKA U OPOHUPOBAHUS CIIOKHOCTh B KOHTPOJIE KAUECTBA OKA3aHUSI TOCTUHUYHBIX YCIIyT
[3].

Kpome Toro, npyrum BakHEHIIMM (DaKTOPOM, BIMSAIOIIUM Ha YCTAaHOBJIEHHE IIEHbI Ha
o0CITy’)kKUBaHUE, OCOOCHHO, HSKOHOMHYHOTO OOCIY)XWBaHUs, SBISETCS (DaKTOp CE30HHOCTH.
HuddepenurpoBanHoe, B 3aBUCUMOCTH OT CE30HA, LIEHOOOpa30BAaHUE SIBIISETCS PETYJIATOPOM
PBIHOYHOTO PaBHOBECHSI, IIPU 3TOM B paMKax KOHKPETHOIO NEpHOJa, Yalle BCEro roja, Mepsl o
CIJIQXMBAHUIO CE30HHOCTH B CIPOCE WM IPEAJIOKEHUU HOCIT HENPEPBIBHBI WU PEryJspHbII
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XapakTep, NPOSBIAIOUIMICA B IMHAMHUYHOCTH KOHBIOHKTYPBI pBbIHKA. JlaHHYI0O 0COOEHHOCTH
PBIHOYHOTO PaBHOBECHS HATJISITHO OOBSCHSET TaK Ha3blBaeMas «IayTHHOOOpa3Has» MOJENb PhIHKA.
B naHHOI MO/I€NTM TEOPETUYECKH BBIACISIIOT TPU BapUaHTa U3MEHEHUS 1IEHBbIL:

a) OTKJIOHEHHUE OT PAaBHOBECHS YMEHbBILIAETCS;

0) OTKJIOHEHUE OT PABHOBECHS! YBEIUYUBACTCS (MOJIENb «KAaTaCTPO(BI»);

B) PHIHOK LIUKJIMYECKU KOJIeOIeTCsl BOKPYT TOUYKHU PAaBHOBECHSI, HO paBHOBECHE HE IOCTUTAeTCsl.

JlaHHble MOJENIM phIHKA IMOKA3bIBAIOT, YTO HA HEKOTOPBIX PBIHKAX (HAIpUMEp, Ha PBHIHKE
TOCTUHUYHBIX YCIIYT) PAaBHOBECHOTO COCTOSIHUS MOXET W He OBbIThb: IMOJ BIUSHUEM (aKTopa
CE30HHOCTH, T.€. CHI)KEHHS WM IOBBIIIEHUS CIpOCa, IMPOU3BOAUTENb BO3JEHCTBYET HAa PHIHOK
pPa3IUYHBIMM METOJAMH IIEHOOOpa30BaHus, U, TAKUM 00pa3oM, MpUOIMKas PHIHOK K PABHOBECHUIO.
Hanee, nmox Bo3JIeHCTBUEM (PAKTOpPAa CE30HHOCTH, PHIHOYHOE PAaBHOBECUE H3MEHSAETCSA, U LUK
BO3JICHCTBUS HA PBHIHOK MOBTOpsieTcs. TakuM 00pa3om, MOTpeOUTEIH MEHSIOT COCTOSIHUE PHIHKA, a
IIPOU3BOJUTENIN OKa3bIBAIOT BO3/IEHCTBUE HA PHIHOK 1IEHOOOpa30BaHUEM, U3MEHEHUEM CTPYKTYPBHI.
B cBs31 ¢ TeM, 4yTO TaHHOE UCCIIeI0OBaHKE 3aTparuBaeT MpoOIeMbl pbIHKA Ha PETHOHATIBHOM YPOBHE,
TO BONPOCHI IIEHOOOpA30BaHUs OTAEIBHOIO NPEANpUITUS HE paccMaTpuBatorcs. [lpennaraemoe Ha
pPBIHKE TOCTHHUYHOE OOCIy)KMBAaHHE ONpEeNsieT CTPYKTYypy MNpeaokKeHHs, a BOCTpeOOBaHHOE
noTpeduTesneM TOCTUHUYHOE O0CIy)KMBaHUE -CTPYKTypy crpoca. B cBow odepenb, CTPYKTypy
notpeOuTeneii U MPOU3BOAUTENEH HA PHIHKE ONPEEIIAIOT T€ MPU3HAKHU, B COOTBETCTBUU C KOTOPBIMH,
SKOHOMUYECKUX CYOBEKTOB PhIHKA MOXHO pa3[eiuTh Ha 0ojee WM MEHEe OJHOPOJIHBIE IPYIIIHL.
PaccmoTpuM 6onee moapoOHO CTPYKTYpPY NPOU3BOAUTENCH U MOTpeOUTENe TOCTUHUYHBIX YCIIYT.

CtpyKTypu3anusi NpOU3BOAUTENEH TOCTHHUYHBIX YCIyr TpeOyeT yTOYHEHHsI MOHSATUN
«cpenctBo pasmelieHus» u «roctuHuna». CormacHo I'OCT P 51185-98 «Typuctckue yciyru.
Cpenctsa pasmemnienns. O0mue TpeOoBaHM», CPEICTBOM PA3MEIICHUS CUUTACTCS 000N O0BEKT,
IIpeIHa3HAYEHHBIN JIJIs1 BpEMEHHOI'O NTPOXKUBAHUS I TYPUCTOBY, a YCIYT'M CPEJCTB Pa3MEIIECHHUS -
3TO <«JIESITENBHOCTh HCIOJHUTENS 10 pPa3MEIIEHUI0 TYpUCTOB M OKa3aHHI0 TOCTUHUYHBIX,
CHELHUATU3UPOBAHHBIX (J1€4e0HO-03/10POBUTEIBHBIX, CAHATOPHBIX, CIOPTHBHBIX, TYPUCTCKUX) MU
JOPYTHUX YCIYT.

CrannapTHas Ki1accupuKaiys CpeaCcTB pa3MelleHus, pa3padoTaHHast skcepramu BeemupHoit
Typuctckoit Opranuzauuun (BTO), onpenenser TocTHHMIy KaK «KOJUIEKTUBHOE CPEICTBO
pa3MeIIEHNs, COCTOSALIEE U3 ONPEACIEHHOTO KOJIMUECTBA HOMEPOB, UMEIOLIEE EAMHOE PYKOBOJCTBO,
MpeIoCTaBIIsIIoNIee HaOOp YCIYr M CTPYIIUPOBAHHOE B KJIAacChl M KaTErOPHUH B COOTBETCTBUHU C
IIPEIOCTABIISIEMBIMH YCIyraMu U 000py0OBaHUEM HOMEPAY.

CpaBHeHHME CcOAEpKAaHUSA NOHATHUI «CPENCTBO PpPa3sMEUIEHUS» W «TOCTHHMIAY IO03BOJIAET
C/IeTIaTh BBIBOJ O TOM, YTO «CPEACTBO pa3MEeUIeHUs» 0ojee MHPOKOe, YeM «TOCTHHUIIAY, TOHSITHE.
Hampumep, cpencta pa3melieHuss MOTYT ObITh KOJUIEKTUBHbBIE WJIM UHIUBUAYaIbHbIE, @ TOCTHHUIIA
TOJILKO KOJUIEKTUBHBIM CpEACTBOM pasMmenieHus. [lo mpuBeaeHHON KiaccuUKAIMU CPEICTB
pa3mMenenus (Tabn.2) BUIHO, YTO B pa3psia «'OCTMHHUIIBI U aHAJOTHYHBIE CPEACTBA pa3MELICHUS
COCTaBIAIOT TOCTHMHMIIBI U  AQHAJOTUYHBIE CpPEACTBA pa3MEUICHMs, IIO3TOMY CUUTaeM
1enecoo0pa3HbIM, MCIOIB30BaTh B paMKaX HACTOSILIETO MCCIEIOBAaHUS TMOHATHE «TOCTUHUYHOE
MPEANPUATHE», KOTOPOE MOAPAa3yMEBAET UMEHHO AAHHBIN pa3ps] U IPyIIbl CPEACTB pa3MELICHUS
[4].

3apyOexxHbIe MCCenoBaTeNn, Hanpumep, bpaiimep P.A. Ha OCHOBE TakMX MPHU3HAKOB, KaK
pasMep roCTUHUIIBI, MECTOPACIIONIOKEHNE TOCTUHULIBI, 00CTYKHUBaHUE, IIeHa, TOTPEOUTENb, YCIOBUS
(mpoXuBaHUA), yIPABICHHUE MPEJIaraeT CIeAyIOIIyI0 CTPYKTYPY («TUIIOTOTHIOY) TOCTUHUIL: OTEJb-
JIIOKC; TOCTUHUIIA (CPEeIHUN KJIacc); TOCTUHUIA-aapTaMEeHT; MOTElb; TOCTUHHIIA IKOHOMUYECKOTO
KJlacca; 4YacTHasg TIOCTUHHUIA (HOWIET W 3aBTpPaK); KypopTHash TOCTHMHMIA; TOCTMHMILIA THIIA
KOHJIOMUHUYM; IOMOBJIa/ICHHE, IPUHAIJIEXKAIllee opraHu3auusam Jlanee B uccie0BaHUU TPUMEHSS
MOHSITHSI «IIPOU3BOAUTEh TOCTUHUYHBIX YCIYT», KTOCTUHUYHOE NPEAIPUATHE)», aBTOPOM UMEETCS B
BH]ly TOJIBKO TOCTUHHMIIBI U @aHAJIOTMYHBIE CPEACTBA PA3MEILECHUSI.

O0ocHOBaTh 3TO MOXKHO TE€M, YTO KJIacC TOCTUHUYHOIO MPEANPUATUS ONperessieT
KAaueCTBEHHBIA U KOJMYECTBEHHBIH COCTaB MPEIJIOKEHUS WIM BHUJ TOCTUHUYHOTO OOCITY>KWBaHUS,
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COCTaB U CTPYKTYpy HOTpeOHUTENeH, meHy oOCIyKMBaHUS, YCIOBHS IPOKUBAHUS, a CTPYKTypa
TOCTUHUYHBIX MPEANPUATUH 10 popMe COOCTBEHHOCTH SIBISIETCA MMOKa3aTeNeM, XapaKTepU3yIOIUM
CTETeHb MOHONOJM3AIMU PBIHKA, YPOBEHb PA3BUTHS YaCTHOTO MPEANPHHUMATEIBCTBA M CTEIICHb
y4acTusi HHOCTPAHHOTO KaluTaja B pe3ysbTaTax AesITeIbHOCTU NpeAnpusiTuu. OTHOCUTENBHO MECTa
pacIoNIOKEHUsT CIeIyeT OTMETUTh, YTO B 3aBUCHMOCTH OT JAHHOTO INpH3HAaKa B OOJBIIMHCTBE
Clly4aeB MEHSETCSl TaK >kKe, KaK W MpU HM3MEHEHUHM Kjacca TOCTHHHMIIBI, BUJ TOCTHHHUYHOTO
00CITy’)KNBaHUs, CTPYKTYypa MOTpeOUTeNe, yCIOBHS POKUBAHUS U apyroe. MHbIME ciioBamu, 1S
UCCJIEIOBaHUS CTPYKTYpbl M COCTaBa MPOU3BOJUTENEH HA PHIHKE TOCTUHUYHBIX YCIYT IaHHbBIE
MIPU3HAKH SIBJISIIOTCSI HAMOOJIee BaKHBIMHU.

DKcnepThl B 00J1aCTH TOCTUHUYHOTO OM3HEcCa W TypU3Ma CUUTAIOT, YTO TPYAHOCTH MPUHSITHS
€IMHOW MEXITyHAPOAHON KiIacCU(UKAIMH TOCTUHHI[ OOYCIIOBIICHBI BIMSHHEM A>KOHOMHYECKOH,
KyJIbTYPHOH, PABOBOM Cpe/ibl KOHKPETHOM cTpaHbl. OHOMN MX MOMBITOK MPEOJI0JICHUS TAKOTO poja
cnoxHocTed Obuto BBeneHue Cekperapmarom BTO enmHo# kimaccudukanuu roctuHul] B 1989 r.
Knaccudukanus Obiia OCHOBaHa Ha pa3pabOoTaHHBIX PekoMeHAalusX MO MEXpPErHOHAIbHON
TapMOHHU3alMU KPUTEPHEB TOCTHHUYHOW KiacCH(UKAMU HA OCHOBE CTAHIAPTOB, INPHHATHIX
PErHOHAIBHBIMU KOMHUCCHSIMU [5].

Juddepennmanys rocTUHUL 10 GopMe cOOCTBEHHOCTH 3HAYMMa B CBSI3U C TEM, YTO UIMEHHO
yacTHasi COOCTBEHHOCTb CTHMYJIUPYET pPa3BUTHE TOCTUHMYHOro OusHeca. C y4éToM BBICOKOM
JTOXOJHOCTH TOCTHHUYHON WHAYCTPUH B HEKOTOPHIX CTpPaHaX TOCYAapCTBO CaMOCTOSITEIHHO
MHBECTUPYET CTPOUTEIBCTBO H PEKOHCTPYKLIMIO FTOCTUHUI] COBMECTHO C YACTHBIMU U MHOCTPAHHBIMHU
WHBECTOPAMHU.

B 3aBucHMOCTH OT MeCTa pacroyIOKE€HUs] TOCTUHUYHBIE MPEJIPUATHS MOXKHO pa3esiuTh Ha
CJICIYIOIIHE TPEINPUATHS: TOPOACKHE TOCTHHUYHBIC MPEANPHSITHS, MPUTOPOAHBIE TOCTHHUYHBIC
IpeanpUsATHsL.\

[lo mHeHWIO aBTOpa, TakKoe JAENeHHEe TOCTUHHYHBIX MPEANPHATHH MOXXHO OOBSCHHUTH
pazmuuusiMM B (YHKIIMOHAJBHOM HA3HAUYEHUM TOPOJACKUX U  TMPUTOPOJHBIX TOCTHUHHIL
OyHKIIMOHAIEHOE Ha3HAYEHHE TOPOJICKUX TOCTHHUIL 3aKITF0YAETCS B TOM, YTO IOMUMO 00ecrieueHus
BPEMEHHOT'O TPOXKUBaHHUA TYPUCTOB M PEATU3ALMM CBOMX (YHKUHMI Kak 3Je€MEHTa TYpPHUCTCKOH
CHCTEMBI, JaHHBIC TOCTHHUIIBI SBIISIOTCS 4acThi0 MH(MPACTPYKTYpHI TOpoaa. B mociennem ciydae
TOPOJCKHE TOCTUHUIIBI BBICTYNAIOT OOBEKTOM HEIBHXHUMOCTH, (HOPMUPYIOIIUM PEKIAMUPYIOIIUM
UMUDK TOopoJa B TOJMTUKE MAapKeTUHra MECTHBIX BJacTed W BHOCSAT CBOM BKJIAJ B
rpagoo0pasytomyo (yHkiuo. BaxkHo ydecTh TOT akT, 4To pa3pabOTKa WHBECTULHMOHHBIX
MIPOEKTOB PEKOHCTPYKIIMH U CTPOUTEIHCTBA TOCTHHMII JTOJDKHA OCHOBBIBATHCS HA KOMILIEKCHOM
MCCIIEZIOBAaHUH KaK PETHOHAIBHOTO, TAaK ¥ MEXKTyHAPOJHOTO PHIHKA TOCTHHUYHBIX YCIIYT, BBIABICHUH
LIEeJIeBBIX CErMEHTOB U OCOOEHHOCTEH crpoca Ha yciayru. B 3Tom miaHe ompeneneHue Haubolee
3HAYMMBbIX MPU3HAKOB CTPYKTYpHU3alUU MOTpPEeOUTENeH sBIIEeTCS HEOOXOAMMBIM Ha MEPBOM JTarie
MPUHSITHS WHBECTULMOHHBIX pemieHui. Ilpexne ciemyeT oTMETHTH JBa (hakTOpa, BIMSIOLINE Ha
CIPOC Ha MEKIYHAPOJHOM PBIHKE TOCTUHUYHBIX YCIyr. Bo-niepBeIx, nemorpaduieckue N3MEeHEHUs
B 00111€CTBE, KOTOPBIEC MPUBEIH K BBIJCICHNUIO HOBBIX MOTPEOUTEIHCKUX CETMEHTOB, PA3IUYHBIX 110
BO3PAaCTHOMY, ITOJIOBOMY, CEMEHHOMY IpHU3HAaKaM. BO-BTOPBIX, MOBBIIIICHHE YPOBHS 00pa30BaHUS U
yBEJIMYEHUS MOTPEOHOCTU B KOM(OPTE U OTHABIXE, IPUBEJIO K TOMY, YTO COBPEMEHHBIH MOTPEOUTENH
YCIIyT TOCTHHUI] OOJIbIIIOE BHUMAaHHUE YAENSET 310pOBOMY 00pa3y XH3HH, KapbepHOMY pPOCTY.
Nzyuenue 3apyOexHOM TUTEpaTyphl IO TOCTUHUYHOMY OM3HECY MOKa3allo, 4TO JJisi COBPEMEHHOTO
pBIHKA JTAaHHBIX YCIYT XapaKTepHa CErMEHTAIUs MOTpeOuTeNeil mo mensM moe3nok (pmpose-of-trip
segmentation). Y4UuThIBas, YTO B CErMEHTALMU MOTpeOUTENeH MO LENSM MOE30K BBIACISAIOT JBE
OCHOBHBIE IIeJIM MOE3AKH — jaenoBas (business) n oTnbix (pleasure), TaHHBIN KPUTEPHIA SIBIISETCS
coOupaTenbHbIM, BKIIOYAIONINM U ApPYTUe KpUTEpUH (BO3pAcT, MOJ, PO 3aHATUH, YHCIO CEeMEH,
YpOBEHb 00pa30BaHUs, YPOBEHb KYJIbTYPhI, TPAJAULUH). B 3aBHCHMOCTH OT I1€7TH MTOE3KHU BBIIEISIOT
CIeyIOIINe TPYIIBL: JeJIoBbie TypUCThl (business travelers), TypuUCTHI ¢ LeNbI0 OTAbIXa (pleasure
travelers).
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B nenoM TeHaeHUMHU pa3BUTHSI MEXAYHApOAHOI'O PbIHKA CBUIETEIBCTBYIOT O BO3pacTaHUU
J0JM JIEJIOBBIX TYpUCTOB B MHUPOBOM CTATUCTHKE TypU3Ma, a TaKXe I10Ka3blBalOT BBICOKYIO
JTOXOAHOCTh JAEATEIBHOCTH TOCTHUHHIL, OOCIY>KUBAIOIIMX MAaHHBIA TOTPEOUTENbCKHI CETMEHT.
Typuctel ¢ nenabto OTABIXa CTPEMATCS K Oojiee HM3KUM II€HaM, HO ONTHMAaJbHOMY KauyeCTBY
oOcyxuBanus. s naHHOHM TPyl MOTpeOuTENei HeMaJIOBaXXHBIM, KPOME LIEHBI 00CTyKUBaHUS,
ABJISICTCSl HAJIM4YMe YCIOBMM JUIi NOJHOLEHHOTO OTAbIXa M pekpeanuu. TakuMm o0pazom,
HCCJIEIOBAHUE OCHOBHBIX PKOHOMHUYECKUX KATErOpUH phIHKA FOCTUHUYHBIX YCIYT IOKa3ajio, YTo
0COOEHHOCTH JJaHHOT'O phIHKA ()OPMHUPYIOTCS HOJ| BIUSHUEM CTPYKTYPbl 00BbEKTa KYIIH-IPOJAXKU
(rocTHHUYHOTO OOCITY)XMBaHUS), CTPYKTYpPHl M COCTaBa TIPOU3BOAMTEICH U TOTPEOHTENCH.
I'ocTuHHYHOE O0CTyKMBaHUE PA3JIMYAETCsl B 3aBUCUMOCTH OT Ka4eCTBEHHOI'O M KOJIMYECTBEHHOIO
coctaBa yciyr, IeHbl oOciyxuBaHus. CylIECTBEHHbIMU NpPU3HAKAMU  CTPYKTYpH3aLUU
IIPOU3BOIUTENICH TOCTUHUYHBIX YCIYT BBIJIEJIEHBI KJIACC TOCTUHHIIBIL, (pOopMa COOCTBEHHOCTH, MECTO
pacnionoxxenusi. Hakonen, morpeduteneil TOCTHHUYHBIX YCIYT MOXHO YCJIOBHO Pa3ZeliuTh Ha JIBE
IPYyMNIbl B 3aBUCUMOCTH OT LM MOE3KHU: JEJIOBbIE TYPUCTBI U TYPUCTHI C LeNbl0 OTAbIXa. Llenb
MOE3JKU U JOXOJl MOTPeOUTENs ABISIOTCS BaXXHBIMU CETMEHTAllMOHHBIMH MPU3HAKAMHU, KOTOPbIE
TECHO CBsI3aHbI C JPYTUMU NPU3HAKAMH CTPYKTYPU3ALUU MOTpeOUTENeH FrOCTUHUYHBIX YCIyT [6].
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Annotation. Modern organizations face a structural contradiction: when promoted internally
to mid-level management positions (shop supervisor, department head), employees receive minimal
salary increases, despite increased responsibility and deep organizational knowledge. In the external
market, the same role is valued significantly higher. This creates a "loyalty penalty": the rational
strategy for an employee becomes leaving, then returning or switching to a competitor. This
phenomenon is explained by the inertial link between internal salaries and historical baseline
salaries, while the external market focuses on shortages, risks, and the value of the role. The
consequences include hidden turnover, demotivation, the destruction of the talent pool, declining
management quality, and the erosion of trust.

The study suggests a role- centric approach to compensation, compensation "windows" for
manageable salary increases, and an investment logic for internal growth. This helps align the
internal and external value of roles, preserve organizational knowledge, and restore confidence in
career advancement.

Key words: internal labor market, career advancement, compensation strategies, external
recruitment, hidden turnover, organizational behavior.

Internal promotion is traditionally considered a tool for knowledge retention and motivation.
However, in practice, promotions to mid-level positions are accompanied by a nominal salary
increase, while an external candidate for the same role receives significantly more. This creates a
paradox: loyalty is devalued, and leaving the organization becomes a rational option. This problem
is particularly acute in production and hierarchical structures, where mid-level managers bear
significant operational responsibility. The study analyzes the causes, consequences, and ways to
overcome this phenomenon.

The internal labor market should reduce transaction costs and motivate employees [1].
However, compensation inertia ties salaries to historical baselines rather than to role value [2,3]. The
external market values the employee's function, while the internal market values the employee's
biography. This leads to demotivation and the rationalization of leaving as a career strategy [4].

Within formalized HR systems, compensation inertia is justified by the need to maintain
budgetary discipline, maintain internal equity, and prevent dramatic pay imbalances. However, in
practice, these arguments lead to the substitution of the logic of the role for the logic of the employee's
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biography. Promotions are interpreted as gradual upward mobility, rather than a qualitative leap in
responsibility, risk, and impact on organizational performance.

Unlike internal candidates, external candidates are assessed based on the market value of the
position itself. The compensation offer is determined by the level of shortage, the difficulty of
adaptation, the risk of management errors, and the candidate's alternative capabilities. Thus, the
external market is characterized by a role- centric evaluation logic, while internal procedures retain a
person- centric approach based on past income.

The "historical salary" effect is particularly noticeable when filling mid-level management
roles, where status and responsibilities formally change, but the compensation package is not radically
revised. A shop floor supervisor or department head finds themselves in a situation where their
management workload increases exponentially, while their compensation increases only
symbolically. Meanwhile, the organization continues to view such a promotion as an act of
recognition, failing to acknowledge the resulting imbalance between contribution and compensation.

From a behavioral economics perspective, such practices foster a persistent sense of unfairness
among employees and reduce the subjective value of career advancement. Promotions are perceived
not as an opportunity for development, but as increased responsibility without adequate
compensation. Over the long term, this leads to a decreased willingness to accept management roles,
increased latent resistance, and the development of rational exit strategies.

Compensatory inertia is not a neutral administrative mechanism, but an active factor distorting
the internal labor market. Linking salary to historical levels makes internal promotions economically
disadvantageous and undermines trust in the very idea of career growth within the organization.

Distortions arising in the internal promotion system inevitably translate into behavioral changes
in employees. When promotions within the organization are accompanied by increased responsibility
without equivalent compensation, career decisions cease to be based on values or identification and
become driven by economic rationality. Under these conditions, loyalty and long-term commitment
to the organization cease to be strategic advantages and are viewed as costs.

From a behavioral economics perspective, an employee facing an internal promotion faces an
asymmetry of costs and benefits. Taking on a management role entails increased workload, a greater
risk of mistakes, and heightened emotional and time pressure, while the financial rewards are limited
and delayed. In contrast, entering the external market allows for an immediate reset of internal
evaluation anchors and a reward reflecting the true market value of the management role. As a result,
leaving the organization begins to be perceived not as a last resort, but as a rational career optimization
strategy.

A phenomenon of hidden demotivation is emerging, whereby employees formally accept
promotions or continue to perform expanded responsibilities, but internally lose their willingness to
take initiative and develop. Career advancement begins to be associated not with opportunity, but
with exploitation, which undermines trust in management institutions and reduces their willingness
to assume future responsibility.

The spread of such attitudes in mid-level management poses a particular danger. These
employees are the bearers of operational knowledge, informal practices, and the links between
strategy and execution. Their demotivation doesn't always manifest itself in direct turnover, but rather
in reduced decision quality, caution, risk avoidance, and minimal personal engagement. As a result,
the organization faces the phenomenon of formal management without managerial energy.

Over time, such behavioral distortions become collective. Observing the experiences of their
colleagues, employees begin to adjust their career expectations proactively, foregoing internal growth
or viewing it solely as a temporary stepping stone before departure. Thus, the internal labor market
loses its retention function and becomes a transition zone where experience is accumulated for
subsequent market revaluation.

Consequently, the paradox of internal promotion influences not only individual career decisions
but also the overall organizational dynamics. The rationalization of departure and the demotivation
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of internal growth become systemic reactions to the discrepancy between management expectations
and compensation reality.

Organizations view internal promotion as a "savings strategy," ignoring the long-term costs:
decreased engagement, loss of contextual knowledge upon departure, and increased dependence on
external hiring [5,6]. Despite a high salary, external candidates incur hidden costs of adaptation,
mistakes, and loss of social capital [7]. The pay gap signals to employees the undervalued nature of
their experience, triggering attrition [8].

In management practice, compensation decisions for internal promotions are often justified by
the logic of resource conservation. Promoting an "internal" employee with a minimal pay increase is
perceived as a rational compromise between the need to fill the position and payroll constraints. An
internal candidate is already familiar with the processes, does not require recruitment and onboarding
costs, and therefore, from a formal calculation standpoint, can be considered a "cheaper" management
decision. However, this logic is illusory and based on an extremely narrow evaluation horizon.

The short-term financial impact of restraining compensation can indeed be positive: the
department's budget is maintained, there are no sharp imbalances within the grading system, and
management decisions are formally within the approved limits. It is at this level that the analysis most
often stops. However, indirect and deferred costs, which are not directly reflected in the payroll line
item but have a systemic impact on the organization's performance, are left out of the calculation.

First, undervaluing an internal candidate reduces the return on a management appointment.
Second, the illusion of savings ignores the cost of lost organizational knowledge. If an internal
manager subsequently leaves, the organization loses not only the employee but also the accumulated
context: knowledge of equipment, processes, informal connections, and real risk points. Third, such
a practice creates a distorted behavioral environment in which internal promotion is no longer
perceived as economically justified. Even employees who don't plan to leave immediately begin to
reconsider their career strategies, reducing their willingness to accept future management roles.

The illusion of savings through internal promotion is based on substituting accounting for
strategic calculations. While restraining compensation allows for immediate cost reductions, it leads
to long-term losses, resulting in declining management quality, increased turnover, and a depleted
internal talent pool.

In management rhetoric, external hiring for executive positions is often presented as a necessary
but controlled measure, justified by the need to attract "market expertise" and a fresh perspective.
Meanwhile, the higher compensation offered to external candidates is perceived as a transparent and
measurable cost of the decision. However, beyond the formal compensation package, there remains
a significant layer of hidden costs that are rarely considered when comparing internal and external
replacements for management roles.

The key source of such costs is the adaptation period. An equally significant factor is the loss
of contextual knowledge, which is virtually impossible to transfer formally. An internal candidate for
a management position possesses an understanding of real tensions, hidden dependencies, and
unobvious risks accumulated over long periods of work within the system. An external manager is
forced to restore this context empirically, often through a series of trial and error, each of which has
its own cost—from reduced performance to loss of employee trust.

Additional costs are associated with the manager's social capital. An internal manager is already
integrated into the system of horizontal and vertical interactions, enjoys legitimacy in the eyes of the
team, and is able to rely on established informal coalitions. An external candidate is forced to rebuild
relationships, overcome hidden resistance, and prove their right to managerial influence. This process
requires time and resources, and under high operational pressure, it can lead to management
fragmentation and decreased controllability.

Finally, external recruitment increases the organization's dependence on market conditions.
External management appointments are accompanied by a complex set of hidden costs that
significantly exceed the formally visible differences in pay. Ignoring these factors and focusing solely
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on salary levels leads to distorted management decisions, increasing personnel instability and
undermining the effectiveness of organizational systems.

External and internal labor markets do not interact in isolation but form a unified signaling
system within which employees constantly compare their value within the organization with
opportunities outside it. Compensation decisions made by management serve not only as a resource
allocation tool but also as a powerful communication signal, shaping employee expectations and
behavioral attitudes. When an organization offers an external candidate a significantly higher level
of compensation for the same management role, it effectively signals to internal employees that their
experience and contribution are undervalued. This signal is perceived not in the abstract, but through
the lens of specific career decisions: employees observe that leaving and then returning, or switching
to a competitor, can significantly increase their income with a comparable level of responsibility. As
a result, the external market ceases to be an alternative and becomes a tool for rational career strategy.

Information transparency plays a particularly important role in enhancing this effect. In today's
environment, information about market conditions, hiring conditions, and compensation levels is
becoming accessible through informal channels—professional communities, social media, and
personal contacts. A phenomenon of self-undermining HR policies is emerging, whereby
organizations, through their own decisions, stimulate the attrition of management potential. Even
employees with high commitment and a focus on long-term development begin to view departure as
an acceptable and logical option. However, turnover may remain latent, emerging not immediately
but as frustration builds and external opportunities arise. The personnel market performs not only the
function of recruiting personnel, but also the role of a mirror reflecting the internal management
contradictions of the organization (Table 1).

Table 1 - Economic asymmetry of internal promotion and external hiring of managers

. Internal External . .
Comparison . . What is not taken Real economic
promotion (as recruitment (as .
parameter . . into account effect
considered) considered)
Minimum Underestimating
) Market fork, | Economic value of | the value of
Base salary increase to .
o upper values the role internal
historical salary
management
.. . . . lection . The illusion of
Position closing | It is considered Se ectlon, Losses during the © Hiusion - o
recruitment , . cheapness for
cost Zero. . entry period .
adaptation domestic use
. Losses in decision
Period of . . Management .
. It is considered . . " quality are not
reaching . Partially pledged | mistakes "due to :
. instantaneous . " reflected in the
effectiveness ignorance
payroll
: . . Hidden losses
The cost of . It is considered | Real  production | .
Not monetized L with external
error abstractly and social risks
entry
. ) . Loss of informal | Devaluation  of
Contextual It is considered a | Not taken into . .
. connections  and | internal
knowledge given account .
knowledge experience
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Signal to staff | responsibility . response of . sing
. increase rational care
without benefits employees
Long-term
Impact on the | Formally It's runnine out Relinquishing shortage of
talent pool preserved & management roles | internal
candidates
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horizon (annual budget) exceed savings
Final . Looks good on | It looks | Total ~ cost  of External hm.n g 18
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reality

One of the most critical consequences of the internal promotion paradox is the gradual
destruction of the internal talent pool: Employees avoid managerial responsibility [9]. The quality of
decisions declines, and management becomes formalized [10]. Trust is eroded and the culture
becomes cynical: loyalty gives way to individual calculation [7,11].

Formally, a talent pool may continue to exist in the form of lists, development programs, and
assessment procedures, but its actual function—the development of motivated and responsible
managers—is lost. In a context where promotion is perceived as economically disadvantageous,
assuming a management role ceases to be a goal of professional development. Instead, it becomes
associated with increased risks, uncertainty, and an imbalance between input and output. As a result,
high-potential employees either decline to be included in the talent pool or participate in it only
nominally, without viewing it as a viable career path.

The phenomenon of eschewing managerial responsibility is particularly telling. Potential
leaders prefer to remain in expert or deputy positions, where responsibility is limited and
compensation is perceived as more equitable. Managerial roles are beginning to be viewed as "high-
risk areas," not compensated either materially or symbolically. This leads to a shortage of candidates
for key positions and forces organizations to increasingly turn to the external labor market.

Over time, this process becomes self-perpetuating. The lack of strong internal candidates serves
as an argument for external hiring, which, in turn, widens the compensation gap and demotivates the
remaining employees. The talent pool becomes a formal institution that fails to ensure the actual
reproduction of management talent.

The paradox of internal promotion undermines one of the fundamental mechanisms of
organizational resilience—the ability to produce managers from within. Abdication of managerial
responsibility becomes a rational response to an unbalanced compensation policy, and the destruction
of the talent pool becomes a systemic consequence of management decisions focused on short-term
savings.

As the paradox of internal promotion entrenches, not only the personnel structure but also the
nature of management decisions is transformed. Executives who ascended to management positions
under conditions of disproportionate compensation gradually shift to a strategy of risk and
responsibility minimization. Management loses its proactive nature and increasingly boils down to
formal compliance with regulations, instructions, and metrics, without addressing the underlying
issues of processes and interactions.
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When a managerial role isn't perceived as a source of fair reward and recognition, the intrinsic
motivation to make difficult decisions declines. Managers avoid initiatives that could entail additional
responsibilities or potential errors. Preference is given to actions that are easily formalized and
accountable, even if their actual managerial value is minimal. Thus, management is gradually
replaced by administration.

Mid-level managers, positioned between strategic leadership and operational staff, are
particularly vulnerable to this process. It is at this level that constant ad hoc decision-making,
balancing goals with real-world conditions, and working with people and informal factors are
required.

The formalization of management is also reflected in a change in management language. The
emphasis shifts from finding solutions to following procedures, from analyzing causes to recording
indicators, and from accountability for results to the correct execution of instructions. In the long
term, the decline in the quality of management decisions becomes less noticeable than staff turnover,
but more destructive in its consequences. The organization retains the outward appearance of
manageability, but loses its internal capacity for development, learning, and crisis prevention.

The final and most profound consequence of the internal promotion paradox is the erosion of
trust between employees and the organization. Unlike direct economic losses or formal personnel
metrics, the loss of trust develops slowly and often goes unnoticed until restoration becomes
extremely difficult. Compensation decisions perceived as unfair create a persistent sense of
discrepancy between professed values and actual management practices.

When employees observe that internal growth is accompanied by symbolic rewards, while
external input is accompanied by substantial bonuses, faith in the principles of meritocracy and long-
term development is eroded. The erosion of trust inevitably impacts organizational culture. A culture
of engagement and responsibility is replaced by a culture of caution and distancing. Employees
increasingly identify with the organization's goals and increasingly focus on individual strategies for
survival and optimization. Management example plays a particularly important role in this process.
Middle managers, who themselves experience an imbalance between responsibility and reward,
unconsciously transmit corresponding attitudes to their subordinates. Through everyday decisions,
communication language, and management style, they reinforce the notion that initiative and long-
term commitment have no economic value. Ultimately, the organization faces a cultural
transformation in which institutions for development, assessment, and career advancement are
formally preserved, but their meaning is lost. Trust gives way to calculation, and organizational
culture to a set of adaptive strategies oriented not toward the development of the system, but toward
individual benefit (Table 2).

Table 2 - Systemic consequences of the internal promotion paradox for the organization

Lc?vel Of Key distortion HOW it manlfgsts Delayed effect Long-term rlsk to the
manifestation itself in practice organization
Decreased
Rejection  of | initiative, Emotional Loss of manacement
Individual managerial avoidance of | burnout, otential \% thout
(employee) rationality of | responsibility, internal p
.. formal turnover
growth formal agreement | demotivation

to promotion
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The key to overcoming the internal promotion paradox is a shift from a person- centric
compensation logic to a role- centric approach. The solution is a shift to a role- centric approach:
compensation is determined by the value of the role, not the employee's history [12,13]. The
introduction of compensation "windows" allows for legitimate salary increases upon appointment.
Internal growth should be viewed as an investment, not a cost-cutting measure; management KPIs
should include retention and succession indicators [14].

A role- centric approach assumes a fundamentally different management logic: the object of
assessment is not the employee's career trajectory, but the management function itself. Each role is
viewed as bearing a certain level of responsibility, influence on results, and management risk.
Accordingly, compensation is determined based on the market and intrinsic value of the role,
regardless of whether it is filled by an internal or external candidate.

Practical implementation of this approach requires a revision of the grading architecture and
compensation brackets. Mid-level management positions should have a clearly defined market
compensation funnel comparable to external offers. Internal promotion in this case does not mean a
"soft increase" from the previous salary, but rather a transition to a different compensation category.
This eliminates the "loyalty penalty" effect and aligns the economic logic of career decisions.
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The transition to role- centric compensation also has a positive impact on management
behavior. Taking on a management role is no longer perceived as an economically risky move and is
now seen as a rational career choice. This increases employees' willingness to join the talent pool,
accept responsibility, and invest in developing their management competencies.

Over the long term, a role- centric approach allows an organization to restore trust in the
institution of internal promotion and reduce dependence on the external labor market. Management
positions begin to be perceived as strategic assets requiring adequate evaluation, rather than budgetary
compromises. This logic creates the foundation for the sustainable development of the management
core and prevents the recurrence of the internal promotion paradox.

Even when adopting a role-centric approach, many organizations face a practical barrier:
existing grading grids, pay scales, and budget caps prevent sharp increases in compensation without
formally "breaking" the system. As a result, a role is deemed more valuable rhetorically, but
compensation continues to be provided based on inertial logic. To overcome this gap, a special
management mechanism is needed—compensation "windows" and managed compensation
increases.

A compensation "window" is an institutionally defined range of salary adjustments that is
activated exclusively when an employee transitions to a management role and is not applied as part
of regular indexations or scheduled increases. This window recognizes the exceptional nature of a
management assignment and recognizes that a role change is not a quantitative but a qualitative
change in the job function.

A controlled compensation increase is fundamentally different from an arbitrary salary
increase. It is based on predetermined criteria: the level of managerial responsibility, the size of the
subordinate staff, the cost of error, the impact on key performance indicators, and the degree of
operational risk. These parameters allow a sharp increase in compensation to be legitimized not as an
individual privilege, but as a consequence of an objective reassessment of the role.

The key managerial effect of this mechanism is the elimination of the "rationality gap." The
internal candidate no longer views promotion as an economically dubious move, and the organization
no longer views it as a budgetary concession. Appointment to a management position begins to be
perceived by both parties as an investment decision: the employee invests their expertise and
willingness to accept responsibility, and the organization invests financial resources in sustainable
management.

It's important to emphasize that compensation windows don't disrupt the grading system, but
rather complement it. They are targeted and applied exclusively to a limited number of roles with
high managerial intensity. Moreover, the transparency of the rules for using such windows reduces
tension within the team, as employees understand that the pay increase is not due to personal
agreements, but to the formalized logic of management evaluation.

The absence of such mechanisms leads to a paradoxical situation in which an organization is
forced to either underpay internal candidates or circumvent its own rules when hiring externally.
Compensation windows help eliminate this asymmetry and establish a unified economic logic for
both internal and external management appointments.

Managed compensation jumps are not a tool for "handing out money," but rather an element of
a mature management architecture. They allow for the alignment of management development
strategies with the real economics of roles and prevent the recurrence of the internal promotion
paradox, while maintaining the integrity of the organization's compensation system.

The final element of redesigning the internal promotion system is a shift in the fundamental
management logic, which views career advancement not as a way to conserve resources, but as an
investment in the organization's resilience. As long as internal appointments are perceived primarily
as an opportunity to cut costs compared to external hiring, any compensation adjustments will be
defensive and temporary. Overcoming the internal promotion paradox requires recognizing that mid-
level management roles are strategic assets, not operating expenses.
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The investment approach assumes a broader horizon for management decisions. The evaluation
of internal appointments should consider not only the direct costs of compensation but also the
expected returns in the form of risk reduction, improved management decision quality, retention of
organizational knowledge, and process sustainability. In this logic, increasing compensation for an
internal candidate becomes justified not in itself, but as a means of preventing much higher losses
associated with turnover, adaptation failures, and the degradation of the management core.

The responsibility of line and functional managers plays a key role in implementing the
investment approach. It is at this level that decisions on the size of raises are most often made,
budgetary arguments are formulated, and signals are communicated to employees. If managers'
management KPIs are focused solely on short-term compliance with the payroll budget, the logic of
cost-cutting inevitably dominates over the logic of development. Including indicators of management
retention, succession quality, and the sustainability of the talent pool allows for a shift in focus toward
long-term effectiveness.

An investment approach also requires a shift in management language. Internal growth should
be discussed in terms of return on investment, management risks, and opportunity costs, rather than
in terms of "available budget" or "possible percentage increase." This shift allows compensation
decisions to be legitimized at the senior management level and integrated into strategic planning.

Ultimately, the transition to an investment-based logic of internal growth creates a new
managerial responsibility. Management ceases to be merely administrators of HR processes and
becomes investors in the organization's managerial quality. This creates the conditions for restoring
trust in the career development system, strengthening the talent pool, and reducing dependence on
the external labor market. Within this logic, internal promotion ceases to be a paradox and returns to
the status of a rational, economically justified, and strategically necessary management decision,
(table 3).

Table 3 - Reassembling the management logic of internal promotion

Traditional logi
Management aditional logic ( Reassembled Key management .
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To prevent the internal promotion paradox from recurring, a holistic management model that
aligns the economic logic of internal and external career decisions is needed, not a collection of
disparate measures. This model includes: a "role passport" with defined responsibilities and risks; a
role-centric pay scale; compensation windows; separation of career and compensation contours; and
management's investment responsibility. Limitations include grade inertia, resistance from middle
management, cultural differences, and the risk of situational application. Such a model should
eliminate a key source of distortion—the difference in evaluation principles for the same management
role depending on the candidate's background.

The proposed model is based on the principle of a uniform assessment of management
functions, according to which each role has a fixed economic value determined not by the employee's
biography, but by a set of management parameters. These parameters include the scope of
responsibility, the impact on key performance indicators, the cost of management error, the
complexity of the context, and the level of operational risks. These parameters form a "role passport"
used for both internal assignments and external recruitment.

The second element of the model is the separation of career and compensation contours. Career
advancement reflects growth in managerial status and sphere of influence, while compensation is tied
to the economics of the role, not the employee's trajectory. This eliminates the historical salary effect
and legitimizes sudden changes in compensation upon transition to higher-level management
positions.

The third component is the compensation window mechanism , which ensures a controlled
transition between pay levels. Compensation windows function as an institutional tool, allowing the
organization to recognize qualitative changes in a role without disrupting the overall grading
structure. Their use is limited to management appointments and is based on predetermined criteria,
reducing subjectivity and management risks.

The fourth element of the model concerns the redistribution of management responsibility .
Decisions regarding internal promotion and compensation levels should be viewed not as local HR
issues, but as investment-based management decisions. Therefore, it is advisable to include indicators
reflecting the stability of the management core, the retention of the talent pool, and the quality of
succession in the management performance assessment system. This shifts management motivation
from short-term savings to long-term sustainability.

Implementing this model eliminates the key contradiction whereby internal growth proves
economically unprofitable compared to external transitions. As a result, internal career development
once again becomes a rational strategy for employees, and the organization reduces its dependence
on the external labor market and the risk of managerial decline.
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Despite the conceptual integrity and managerial logic of the proposed model for preventing the
internal promotion paradox, its practical implementation is fraught with a number of limitations and
risks. Ignoring these risks could lead to formal implementation without achieving the expected results.
An analysis of these limitations is essential for the accurate interpretation of the findings and
enhancing the practical value of the study.

The first significant limitation is the inertia of existing compensation systems. In organizations
with rigidly defined grades, pay scales, and centralized budgeting, any mechanisms for controlled
compensation increases can be perceived as a threat to internal fairness and financial discipline.
Without a preliminary review of the fundamental principles of compensation architecture, a role-
centric approach risks being reduced to a mere declaration unsupported by real management
decisions.

The second risk is mid-level management resistance. Department heads, whose performance is
traditionally assessed through payroll compliance and short-term metrics, may perceive the
investment logic of internal growth as an additional burden and a source of budgetary risks. Without
changes to the KPI system and accountability, the implementation of the model could lead to formal
compliance with procedures while maintaining the previous cost-cutting logic.

The third limitation is related to the organization's cultural characteristics. In environments
where paternalistic or administrative management styles have historically prevailed, a drastic
reassessment of management roles can cause tension and mistrust among staff. Employees may
interpret new compensation mechanisms as a temporary measure or an exception, rather than a lasting
change in the rules of the game. This reduces the effect of trust restoration and requires long-term
management communication. The fourth risk is the potential for the model to be distorted by external
pressure. In times of budget shortages or crises, there's a high risk of a return to inertial practices of
undervaluing internal roles. If the role-centric approach is applied selectively or ad hoc, it loses
legitimacy and reinforces cynical employee expectations, thereby reproducing the very paradox the
model is designed to address.

Finally, a limitation of the study is its focus on mid-level management positions, where the
tension between internal and external assessments is most acute. Extending the findings to other
personnel categories requires further empirical analysis and adaptation of the model to account for
the specifics of functions and labor markets.

The proposed model is not a one-size-fits-all solution and requires deliberate, phased
implementation, taking into account institutional, managerial, and cultural factors. Understanding
these limitations not only improves the model's feasibility but also provides direction for further
research in the field of internal labor market management and compensation policy (Table 4).

Table 4 - A Practical Model for Preventing the Internal Promotion Paradox
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The paradox of internal promotion is a systemic problem associated with compensatory inertia.

The proposed role-centric model allows for the restoration of the economic rationality of internal
growth, reduction of turnover, and strengthening of the management core. Ignoring this problem leads
to long-term management degradation.
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Abstract: In the digital age, overtime is transforming into "digital overtime"—a state of
permanent engagement in the corporate digital environment that extends beyond formal working
hours. Digital tools (SAP, Jira, instant messaging) provide flexibility and transparency, but
simultaneously blur the boundaries of work-life. Balance, increase cognitive load, and create "digital
slavery." The article analyzes the paradox: technology reduces routine workload but produces hidden
mental and emotional overload. The scientific novelty lies in the conceptualization of "digital
overtime" as an institution of labor relations, identifying its dual nature, and proposing a transition
to " super-value " work formats. The risks to human capital, international experience with the "right
to disconnect," and prospects for adaptation in Kazakhstan are considered. Recommendations are
offered for businesses, HR, the government, and employees on transforming overtime from a source
of exhaustion into a factor of development.
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Overtime work is evolving from an industrial model of physically extending the day to a digital
model of constant engagement in communications and unscheduled tasks [1,2]. Digitalization creates
a paradox: automation reduces routine but increases mental stress and blurs the boundaries between
work and rest [3,4]. In Kazakhstan, this is exacerbated by the inconsistency of the industrial Labor
Code [5] with digital practices, creating a legal vacuum.

Digital systems (SAP, Jira) provide transparent time tracking [6] but promote "always-on"
behavior in hybrid work formats accelerated by the pandemic [7,8]. "Invisible overtime" is
emerging—responses in chats, unscheduled online meetings, and unregistered timesheets. In
Kazakhstan, overtime limits (120 hours/year) [5] do not cover digital engagement, leading to hidden
overwork.

The digital economy is breaking down the boundaries between the office and home. The
widespread adoption of remote and hybrid work, accelerated by the COVID-19 pandemic, has created
a new norm: "always on." Email, corporate chats, and collaboration platforms create the illusion of
constant employee availability, where working hours lose their clear boundaries.

For employers, this expands management capabilities, allowing them to respond quickly to
challenges. For employees, however, this model transforms into "hidden overtime": time spent
responding to messages or editing documents late at night effectively becomes unpaid labor. A new
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phenomenon in the digital economy is "invisible overtime." It's not recorded in timesheets, but it
systematically consumes workers' resources: responding to instant messages after 6:00 PM,
participating in video calls on weekends, and maintaining the company's digital infrastructure from
home. This problem is particularly acute in post-Soviet countries, including Kazakhstan, where
regulatory models for overtime are based on industrial logic (hours at the machine, working on
weekends), while digital overtime is "behind the scenes." As a result, the worker formally doesn't
exceed established standards, but in reality, experiences constant mental and emotional strain.

In the Republic of Kazakhstan, labor legislation stipulates strict restrictions on overtime (no
more than 2 hours per day, 12 hours per month, and 120 hours per year). However, the digitalization
of work processes has led to actual practices often deviating from legal norms. Timekeeping systems
record formal overtime, but digital engagement—messaging in corporate messengers, working with
electronic documents, and participating in online meetings—remains unregistered. Thus, a legal
vacuum is emerging, where digital overtime is formally absent, but in fact has become part of
everyday life. This vacuum requires a new understanding and adaptation of labor legislation to digital
realities.

Benefits of digital overtime: Flexibility: individual work rhythm, valued by generations Y/Z
[9]. Career growth: engagement as an indicator of loyalty in IT and consulting. Transparency: Digital
footprint makes it easier to compensate for overtime [6]. Development: Access to additional projects
and training outside of the schedule. Thus, the benefits of digital overtime include increased
individual freedom, career opportunities and transparency in the relationship between employee and
employer (Figure 1).

Flexbility (time
and place)

— D,
- .
B
training Cpportumiee
O
S

Accounting tanse sency

Figure 1 - Benefits of digital overtime

The Risks of Digital Overtime: The Blurring of Worklife balance: constant notifications disrupt
rest and family connections [10]. Burnout: Digital Fatigue from Multichannelism [19]. Digital
bondage: the pressure of algorithms and corporate chats [11]. Legal vacuum: digital processing is not
regulated in Kazakhstan [5,12]. Long-term consequences: Staff turnover and reduced innovation [13].

Digital overtime thus poses a paradox: it expands flexibility and opportunities for career
advancement (see Chapter 2), but at the same time it disrupts balance, increases psychological
pressure, and reproduces new forms of work dependence.
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New forms of regulation. Europe has introduced the "right to disconnect" (France 2017, Spain,
Belgium) [14]. In post-Soviet countries, including Kazakhstan, regulations remain industrial [15,5].
Ethical standards for digital HR are needed to balance control and trust. Legal regulation must be
accompanied by the implementation of ethical standards for digital labor management. The focus
here is on preserving human dignity, respecting personal boundaries, and ensuring the sustainability
of human capital.

Modern HR management must not only utilize digital control tools but also balance interests:
providing employees with freedom of choice, protecting them from overload, and fostering a culture
of trust. In this context, "digital overtime" should be recognized as a risk requiring strategic
management, not as a norm of organizational behavior.

Thus, digital overtime regulation globally is gradually shifting from recording overtime as a
quantity of hours to managing the quality of digital engagement. This presents an opportunity for
Kazakhstan to become a pioneer in the Eurasian space by implementing innovative regulatory models
that combine legal, technological, and ethical instruments. Technology promised liberation from
routine [6], but created new burdens: constant accessibility, increased communication, and mental
stress [3,16]. Overtime is becoming a cultural phenomenon— “digital capital” for careers, but with a
high price in the form of exhaustion.

Digitalization allows companies to increase productivity in the short term through increased
employee engagement. However, in the long term, this poses a paradox: the more an organization
benefits from digital overtime , the greater the risk of employee resilience. Companies gain today but
lose tomorrow due to employee turnover, burnout, and loss of innovative potential (Figure 2) .

Load

L7 —— Physical/routine activity| N
0 = Cognitive/Emotional Load 1

0 2 4 6 & 10
Level of digitalizatien

Drawing 2 - The impact of digitalization on the workload structure

X-axis ("Level of digitalization"): indicates the transition from low (analog) to high (fully
digital) process organization.

Y-axis ("Load"): Indicates the load level, from minimum to maximum.

Zone 1 (upper left corner): the zone of dominant Physical/Routine workload. Characteristic of
a low level of digitalization (manual labor, many physical operations).

Zone 2 (lower right corner): the zone of dominant Cognitive/Emotional Load. Characteristic of
a high level of digitalization (data management, decision-making, emotional burnout from
information overload).

Thus, the paradox of digital overtime is that the technologies that promised to reduce workload
have simultaneously become the source of new forms of overtime. This transforms overtime into a
socio-cultural and psychological phenomenon that extends far beyond the economics of labor.
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Practice-oriented solutions. Corporate level: “quiet hours” policy, HR analytics, revision of
KPIs for efficiency, burnout prevention programs [17]. State: implementation of the “right to
disconnect” in the Labor Code of the Republic of Kazakhstan, modernization of accounting,
methodological recommendations [14,5]. HR level: individual schedules, collective agreements,
training managers in digital leadership. Employee level: self-management, time trackers, culture of
boundaries [10].

Prospects: National HR standards, Al for predictive analytics, transition to “super-value”
formats [18]. These directions involve not only adjusting current practices, but also creating a new
digital social contract, where processing is considered a value only if it is associated with innovation,
development, and personal choice of the employee. (table 1) .

Table 1 - Practice-oriented solutions for managing digital overtime
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Digital overtime is a multi-layered phenomenon requiring a review of regulations, from hours
to quality of engagement [1,4]. For Kazakhstan, the key is adapting international practices [14] and
creating a balance through legal, technological, and cultural measures. The future: overtime as a
resource for self-realization in significant projects, ensuring the sustainability of human capital [18 ,
19].

Research into the phenomenon of overtime work in the digital age has revealed that we are
witnessing not simply a transformation of work practices, but the emergence of a new employment
paradigm in which work time and space are losing their traditional boundaries. Digital overtime has
ceased to be a purely economic phenomenon and has become a multi-layered socio-psychological
and cultural phenomenon, reflecting profound changes in the organization of work, human capital
management, and the perception of the very concept of "work."

On the one hand, digitalization has opened up significant opportunities: flexibility,
transparency, new career paths, and expanded employee protection tools through digital footprints.
On the other hand, it has given rise to paradoxes and risks: the erosion of work life. balance , cognitive
exhaustion, the formation of “digital bondage” and the reproduction of new forms of dependence on
algorithms and corporate ecosystems.

The key conclusion is that overtime in the digital age is no longer measured solely in terms of
overtime hours but is increasingly determined by the degree of digital engagement. This necessitates
a revision of legal and managerial approaches: from setting time standards to regulating the quality
and intensity of digital work.

This problem is particularly significant for Kazakhstan. The combination of industrial labor
code regulations and the rapid adoption of digital practices creates a legal and administrative vacuum
in which formal overtime is limited, but actual digital employment exceeds acceptable limits. This
dilemma can be resolved through the implementation of comprehensive strategies: legal (inclusion
of the “right to disconnect” and new digital hygiene standards), technological (automated systems for
monitoring real digital engagement), cultural (HR ethical standards and corporate sustainability
policy).

The development prospects lie in the transition from the "overtime" model to" super-value"
work formats. Overtime must be justified not only from an economic standpoint, but also in terms of
the employee's personal and professional growth and their participation in strategic projects. Only
then will digital overtime cease to be a source of exhaustion and become a driver of innovation,
organizational flexibility, and long-term competitiveness.

Thus, the phenomenon of digital overtime is not a challenge, but a litmus test of the maturity
of an organizational culture. Companies that can integrate new regulatory norms and ethical standards
will have not only productive but also resilient teams capable of competing in the global digital
economy.
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Abstract: In modern organizations, goal-setting systems (KPIs and OKRs) are often applied
universally, leading to motivational asymmetry: line staff are focused on stability and control (KPls),
while top management focuses on meaning, growth, and uncertainty (OKRs). Research shows that
KPIs are effective for operational roles, providing predictability and discipline, but limit initiative at
management levels. OKRs, on the other hand, are suitable for strategic thinking but are perceived by
line staff as abstract. The differentiated application of tools does not constitute inequality but reflects
objective differences in roles and motivational profiles. The universalization of metrics reinforces
formalism and the gap between strategy and behavior. Conclusion: a shift is needed to a goal-setting
architecture that takes into account motivational asymmetry, using KPIs at lower levels, OKRs at
higher levels, and hybrid models at transitional levels. This will reduce managerial distortions,
increase goal awareness, and connect metrics with the actual contributions of employees.

Key words: motivational asymmetry, OKR, KPI, goal setting, hierarchy, staff motivation,
behavioral effects of metrics.

Goal-setting systems (KPIs and OKRs) have become central management tools, but their
universal application creates a paradox: formal controllability increases, while the quality of decisions
declines. The same metrics elicit different behavioral responses depending on the position level. This
results in a motivational asymmetry: line staff operate within the logic of control and stability, while
top management operates within the logic of meaning and strategic direction.

The aim of the study is to identify and analyze motivational asymmetry caused by the
differentiated use of OKR and KPI.

KPIs have historically focused on measurable, repeatable results and ensure stability in
operational processes [1,2]. They reduce uncertainty and create predictability, but at management
levels, they encourage "digital work," short-term optimization, and risk avoidance [3].

Key Performance Indicators (Key Performance Performance indicators (KPIs) have historically
evolved as a management and control tool in industrial and post-industrial economies. Their logic is
based on the assumption that performance can be broken down into measurable parameters, and that
achieving the target values of these parameters directly correlates with the overall performance of the
organization. This management model has proven particularly useful in systems with highly repetitive
operations, clearly defined regulations, and limited variability in management decisions.
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In management practice, KPIs primarily serve a stabilizing function. They set boundaries for
acceptable behavior, create predictability of results, and reduce uncertainty for management. For line
staff and operational units, KPIs become a kind of contract between the organization and the
employee: the expected result is known in advance, the evaluation criteria are transparent, and
rewards are directly linked to meeting established standards. Within this framework, KPIs operate
effectively, reducing management transaction costs and minimizing subjectivity.

However, the power of KPlIs is also their limitation. A focus on measurable indicators inevitably
shifts employees' attention from the end result to the indicator itself. In management, this manifests
itself in the phenomenon of "working to the numbers," when the formal achievement of target values
begins to replace the real value of the result being created. The greater the complexity of the activity
and the broader the scope for management choice, the more noticeable this effect.

KPIs present a particular challenge at levels where the outcome is deferred, complex, or
probabilistic. For specialists, executives, and top management, rigidly defined metrics begin to act as
constraints rather than benchmarks. Strategic decisions, innovations, team development, and
organizational capacity are difficult to directly measure, leading to either artificial simplification of
metrics or the formalization of activities without real managerial impact.

Experience shows that excessive focus on KPIs in management roles increases the tendency
toward short-term optimization, risk aversion, and maintaining the status quo. Over the long term,
this reduces the organization's adaptability, undermines initiative, and fosters a culture of managerial
conformity. KPIs, initially intended to ensure stability, begin to hinder development.

KPIs should not be viewed as a universal performance-enhancing tool, but rather as a
specialized management control mechanism effective in conditions of operational predictability and
limited uncertainty. Attempts to extend this logic to all levels of the management hierarchy without
considering the nature of responsibility and decision horizons create the preconditions for
motivational asymmetry and distortion of management signals within the organization.

OKRs focus on ambitious goals and progress, allowing for partial achievement and error as a
source of data [4]. They are effective in conditions of uncertainty and strategic thinking, but in linear
positions they are perceived as abstract and detached from reality.

Unlike KPIs, which are aimed at recording and monitoring already known activity parameters,
the OKR (Objectives and Key Results was originally developed as a management tool in conditions
of uncertainty and change. Its logic is built not around measuring current performance, but around
defining a development vector that defines the meaning and priorities of actions. In this paradigm,
the important thing is not so much the achievement of a result, but rather the movement toward a
meaningful goal.

OKRs imply a different type of managerial interaction between the organization and the
employee. Objectives are formulated as qualitative, substantive guidelines reflecting strategic intent
and desired changes, while Key Results serve as navigation markers, allowing one to assess progress
but not as a substitute for goals. Crucially, OKRs accept partial achievement as normal, not as a
management failure. This approach changes attitudes toward risk, error, and experimentation.

In practice, OKRs are most effective at management levels where decisions are complex and
nonlinear, and outcomes cannot be predetermined by a set of rigid metrics. For executives,
development teams, and senior management, OKRs create space for strategic thinking, initiative, and
responsibility for direction rather than mere formal compliance. This is why OKRs are most often
implemented from the top down and are perceived as a tool for meaningful work rather than reporting.

Attempts to mechanically disseminate OKRs to all levels of the organization often lead to
disappointment. For line staff, whose work is based on strictly defined operations and limited scope
for managerial choice, OKRs often appear abstract and out of touch with reality. The lack of a direct
connection between goals and rewards, vaguely worded objectives, and the inherent ambiguity are
perceived not as room for growth, but as managerial ambiguity.

Practical experience shows that without the appropriate management maturity and a culture of
accountability, OKRs can degenerate into a formal ritual that has no impact on real decisions and
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behavior. In such cases, the system loses its guiding function and becomes declarative, widening the
gap between management's strategic pronouncements and employees' daily work.

OKRs should not be viewed as a universal replacement for KPIs, but rather as a specialized tool
for developing development, meaning, and strategic direction. Their effectiveness directly depends
on the employee's level of responsibility, the nature of their responsibilities, and their willingness to
work under uncertainty. Failure to understand this specificity leads to false expectations and
exacerbates motivational asymmetries within the organization, where certain management signals are
addressed to everyone but are only truly perceived and implemented by a limited number of roles
(Table 1).

Table 1 - KPI and OKR - a tough management comparison

Criterion KPI OKR
Meaning Control of implementation Setting the direction
The main question Did you do it or not? I;lol;e we moving where we need
Target type Operating room Strategic / Developmental
Horizon Short (month—quarter) Medium/long (quarter—year)
The nature of metrics Rigidly measurable Partially undefined
Number of indicators Many (10-30+) Few (1-3 O, 3-5 KR)
Connection with payment Straight Prohibited
Attitude to error Mistake = Punishment Error = data
Employee behavior Digital optimization Finding the best solution
Motivation External (money, sanctions) Internal (meaning, growth)
Level of trust Low/formal High / conscious
Risk of manipulation High Low (if implemented correctly)
Manager type Administrator Leader / Navigator
When it works perfectly Stable processes Change and growth
When the system breaks In innovation With a strict hierarchy
A typical symptom of failure ;LI;:I;Z'SHI?SI;EESL'?W there, but "Beautiful words - zero results"

Asymmetry is a mismatch between management tools and motivational profiles at different
levels of the hierarchy. It is objective and reflects differences in roles [5]. The universalization of
metrics increases signal conflict and distorts behavior.

In hierarchically organized management systems, employees, while formally located within a
single organizational space, actually operate within different motivational modes. These differences
are not due to individual characteristics, but to the structure of roles, the scope of responsibility, and
the degree of influence on decisions. This discrepancy is referred to as motivational asymmetry—a
persistent discrepancy between the nature of management expectations and the goal-setting tools used
at different levels of the organizational hierarchy.

Motivational asymmetry manifests itself primarily in the fact that the same management tools
have fundamentally different effects on employee behavior depending on their position. For line staff,
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the key motivators are stability, predictability, and a clear link between effort and reward. In this
context, KPIs serve to structure work and reduce uncertainty. For managers and management teams,
by contrast, autonomy, influence, and participation in shaping the future of the organization become
more important, making OKRs more relevant.

The problem arises when this asymmetry is not recognized and managed. Universalizing KPIs
or OKRs leads to distorted management signals: employees begin to interpret goals not according to
their meaning, but in accordance with their own position and expectations. As a result, the same goal
formulations generate different behavioral strategies—from formal compliance with standards to
declarative agreement without real engagement.

From a management perspective, motivational asymmetry is particularly dangerous because it
is rarely documented in reporting. While targets may be formally met and strategic goals declared,
organizational dynamics lose alignment. Management communicates development and growth goals,
while the reward and evaluation system effectively rewards the maintenance of the status quo. A gap
arises between the stated strategy and the behavior actually supported.

It's important to emphasize that motivational asymmetry is not a mistake in itself. On the
contrary, it reflects the objective heterogeneity of organizational roles and functions. Attempting to
mitigate this asymmetry by standardizing management tools is a mistake. Effective management
requires not eliminating differences, but rather consciously considering them and integrating them
into the goal-setting system.

Within this framework, KPIs and OKRs are viewed not as competing or mutually exclusive
approaches, but as tools designed for different management tasks and motivational contexts. KPIs
ensure operational stability and execution discipline, while OKRs shape development direction and
strategic thinking. Their inconsistent or mechanical application exacerbates motivational asymmetry,
whereas a differentiated approach allows for its transformation from a source of management risk
into a resource for organizational development (Table 2).

Table 2 - Comparative characteristics of KPI, OKR and motivational asymmetry in the goal-
setting system

KPI OKR Managerial significance
Analysis criterion ( Key Performance (Objectives and Key in the context of
Indicators ) Results) motivational asymmetry
. o Direction and | Different control logics
Basic management | Monitoring and . . . )
i X formation of  the | require differentiated
logic measuring results C
development vector application

Unification of goals leads
to distortion of
motivation

Quantitatively High-quality,

T tt i iti
arget type measurable, normative | ambitious

Mismatch between the

R ibl e i he t f
Nature of the result eprodumb © Probabilistic, deferred instrument and t ietypeo
operational result increases
asymmetry
. . Short-term  (month, | Medium-term and Misalignment ofhgrlzons
Planning horizon . creates a conflict of
quarter) strategic

expectations
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Minimizing deviations | Accepting mistakes as | KPIs reinforce caution,

Attitude to risk . e
. and errors an element of growth | OKRs reinforce initiative

The behavior of
personnel is formed by a
tool, not a declaration

Focus on meeting the | Focus on  finding

Behavioral effect . .
v indicator solutions and changes

Different = motivational
Reward Connection | Direct and formalized | Indirect or absent sensitivity at different
levels of the hierarchy

Main efficiency | Line staff, operational | Leaders, development | Maldistribution increases
zone roles teams management distortions

Risks increase with the
universalization of
approaches

Key risk of | Formalism, "working | Declarativeness,
application for numbers" vagueness of goals

Motivational profiles for staff. Line staff: Priority is stability, predictability, and fair
compensation. Ideally, a limited set of KPIs directly linked to compensation. Specialists and experts:
a transitional group — they need autonomy and recognition of their expertise. Ideal: a hybrid of KPIs
and OKR elements. Leaders and top management: motivation through meaning, influence, strategic
horizon. Optimally: primarily OKR [6,7].

Line personnel form the operational core of the organization and ensure the reproducibility of
key processes, compliance with process regulations, and business continuity. The functional
specificity of these roles presupposes a limited horizon for management decisions, a high degree of
work regulation, and a direct dependence on the correct implementation of established procedures.
Under these conditions, stability—both in the organization of the work process and in the evaluation
and compensation system—is the dominant motivational factor.

For line-level employees, clarity of management expectations is crucial. A clear understanding
of what actions are considered effective, what indicators are measured, and how results are translated
into rewards builds basic trust in the management system. In this context, KPIs serve not so much as
a control function as a structuring of work behavior, reducing uncertainty and setting clear guidelines
for professional activity.

Experience shows that with a limited number of indicators, transparent calculation logic, and
robust evaluation criteria, KPIs can ensure a high level of operational discipline without the need for
constant management intervention. For line staff, such indicators become part of an informal
"psychological contract" with the organization, in which effort, time, and quality of work are
perceived as fairly correlated with results and compensation.

At the same time, the risks of poorly designed KPI systems are most acute at the line level. An
excessive number of indicators, frequent changes to criteria, complex calculation formulas, or a weak
connection between indicators and actual work actions lead to a loss of trust in the evaluation system.
Under such conditions, employees' attention shifts from completing their work to adapting to the
metrics, which increases formalism, reduces the quality of results, and undermines engagement.

Attempts to directly implement OKRs in line positions typically demonstrate limited
effectiveness. High-quality, strategically oriented goal formulations, tolerated ambiguity, and the lack
of arigid link to rewards are perceived by line staff as managerial abstractions. In environments where
specificity and unambiguous requirements are valued, OKRs do not enhance motivation but, on the
contrary, can increase uncertainty and a subjective sense of injustice.

For line personnel, the most appropriate approach remains to use a limited set of clearly defined
KPIs focused on the stability, quality, and reproducibility of operational processes. Ignoring the
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motivational specifics of this level—whether through excessive goal flexibility or attempts to
mechanically transfer strategic development tools—creates the risk of distorting work behavior and
undermining operational sustainability. Consciously considering these factors is a prerequisite for
building a balanced and functionally differentiated goal-setting system within an organization.

Specialists and experts occupy an intermediate position in the management hierarchy,
combining elements of operational execution and analytical and project-based work. Unlike line staff,
their contribution to results is less direct and often deferred, and their performance is determined not
only by compliance with regulations but also by the quality of decisions, professional expertise, and
ability to deal with uncertainty. This group forms a transitional motivational loop between the stability
of operational roles and the developmental focus characteristic of management positions.

The motivational profile of specialists is characterized by the increasing importance of
autonomy, professional growth, and recognition of their expert value. While the basic need for
predictability and fair evaluation remains, a sense of meaningfulness in their tasks and the ability to
influence outcomes becomes critical for this category of employees. In this context, traditional KPIs,
focused solely on quantitative indicators, are beginning to show their limitations.

Experience shows that rigidly setting KPIs for specialists often leads to the reduction of the
complexity of their work to formally measurable parameters. Qualitative aspects of work—the depth
of analysis, the sustainability of decisions, the avoided risks, and the long-term impact—are pushed
outside the evaluation system. As a result, specialists are forced to adapt their behavior to metrics that
don't always reflect the true value of their contribution, which creates a feeling of undervaluation and
reduces professional engagement.

At the same time, completely replacing KPIs with OKRs at this level is also fraught with risks.
Despite the appeal of goals focused on development and meaning, the lack of clear evaluation criteria
and weak connection to the reward system can be perceived by specialists as managerial uncertainty.
This is especially acute in an environment where accountability for results is formally retained, while
measurement tools become blurred.

Specialists and experts find themselves under dual management pressure: on the one hand, they
are expected to demonstrate initiative, think outside the box, and grow professionally; on the other,
their performance is assessed using metrics developed for operational roles. It is at this level that the
gap between stated management expectations and actual assessment mechanisms most often arises.

For this motivational group, hybrid goal-setting models are most effective, combining a limited
set of KPIs that ensure basic operational transparency with OKR elements focused on development,
expertise, and project accountability. The absence of such a differentiated approach leads to the
accumulation of managerial biases, the growth of latent demotivation , and the loss of key specialists,
which in the long term weakens the organization's adaptive capacity.

Executives and top management occupy a fundamentally different managerial position than line
staff and specialists. Their work is focused not on process reproducibility, but on shaping
development directions, making decisions with deferred effects, and managing uncertainty. The scope
of this group's responsibility extends beyond current performance indicators and encompasses the
strategic, cultural, and institutional parameters of the organization's functioning.

The motivational profile of managers is characterized by the dominance of influence,
autonomy, and involvement in shaping the future state of the system. For this category of employees,
the fundamental importance is not so much the formal achievement of set targets, but rather the ability
to set the direction of development, reallocate resources, and make decisions in the face of incomplete
information. In this context, traditional KPIs, focused on fixed quantitative parameters, begin to
conflict with the nature of management activity.

Experience shows that attempts to rigidly set KPIs for managers often lead to strategic
distortions. The desire to meet formally defined indicators encourages short-term optimization, the
avoidance of risky but potentially significant decisions, and the preservation of existing business
models. As a result, management energy is focused not on development but on maintaining
measurable stability, which reduces the organization's long-term adaptability.
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Unlike KPIs, the OKR system is more suited to the specific needs of upper-level management
roles. Formulating goals as qualitative benchmarks that allow for partial achievement and adjustments
along the way creates space for strategic thinking and managerial initiative. OKRs allow managers
to work with uncertainty, focusing not on formal performance indicators but on achieving meaningful
change.

At the same time, the effectiveness of OKRs at the executive level directly depends on the
organization's management maturity and institutional environment. Without a culture of
responsibility, trust, and transparency, OKRs can become mere declarative tools that have no impact
on real decisions. In such cases, formally declared strategic goals coexist with actual management
through implicit KPIs, widening the gap between stated and actual priorities.

For executives and top management, it is critical to use goal-setting tools that focus on the
strategic horizon, meaning, and impact, rather than rigidly focusing on current metrics. A conscious
shift away from universal KPIs in favor of a differentiated application of OKRs helps reduce strategic
bias, improve the quality of management decisions, and ensure alignment between long-term goals
and day-to-day management practices. (table 3) .

Table 3 - Motivational profiles of personnel and relevant goal-setting tools

Dominant The main
. Nature of the The optimal tool | management risk
Staff level motivational . . .
result for goal setting in making the
factors :
wrong choice
- Formalism,
Szg;lclgl;ili ¢ Reproducible KPI (limited set, | resistance to
Line staff pr Y, pro¢ ’ directly linked to | change when
fairness of | operational ;
. payment) metrics  become
remuneration
more complex
Professional Loss of
Specialists growth, autonomy, | Complex, partially | Hybrid: KPIs + | engagement due
and experts recognition of | deferred OKR elements | to reduced work
expertise complexity
Influence, Conformism,
Middle responsibility  for | Cross-functional , | OKR-dominant | "translating
management | results, project-based hybrid strategy into
coordination reporting"
Strategic influence, . OKR (limited set | Short-term
; L Nonlinear, .. .
Leaders meaning, decision robabilistic of status | optimization with
making P indicators) KPI dominance
fp | St e R, I e o
P Institutional Deferred, systemic | OKR MrOTabt Ly |
management e with rigid fixation
Responsibility 1
of indicators

The universalization of KPIs leads to the reduction of complex tasks and strategic distortions.
The universalization of OKRs reduces controllability at the operational levels. A conflict of signals
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arises: the strategy proclaims growth, while the metrics reward the status quo. Behavioral effects
include formalism, a faking of activity, and a decrease in initiative.

Goal-setting and performance measurement systems influence an organization not only through
formal metrics, but primarily through the formation of stable behavioral patterns. KPIs and OKRs, as
management tools, simultaneously act as sources of normative signals, defining which actions are
considered desirable, which are acceptable, and which are excessive or risky. It is at the behavioral
level that it becomes clear that identical management mechanisms produce different, and sometimes
even opposing, effects.

The use of KPIs fosters behavior focused on achieving measurable results within established
frameworks. In operational settings, this fosters discipline, standardization, and increased
productivity. However, as responsibilities expand and tasks become more complex, the behavioral
impact of KPIs changes. Employees begin to structure their actions to minimize deviations from
indicators, even if this reduces the actual value of the result. This creates a rational, yet narrowly
focused, behavior that prioritizes predictability over the quality of management decisions.

OKRs, on the other hand, encourage behavior focused on identifying opportunities and
achieving qualitative change. Tolerating partial achievement of goals reduces the fear of failure and
encourages experimentation. At management levels, this can lead to increased initiative, stronger
cross-functional collaboration, and more conscious risk management. However, without clear
boundaries and criteria, OKRs can foster behavior in which stated activity doesn't always translate
into sustainable results.

The context in which these tools are applied is particularly important. When the goal-setting
system doesn't align with employees' motivational profiles, behavioral distortions arise. For example,
rigid KPIs applied to roles with high uncertainty reinforce the avoidance of responsibility and a
tendency toward short-term optimization. Conversely, abstract OKRs addressed to operational roles
can reduce the sense of control and encourage formal compliance without genuine engagement.

In management practice, these effects often go unnoticed, as formal indicators continue to
demonstrate acceptable values. However, at the behavioral level, a gradual shift in focus occurs:
employees begin to work not with the task, but with the system for measuring it. This leads to a
discrepancy between the organization's stated goals and the actual behavioral strategies of its
employees, which, in the long term, undermines management effectiveness.

KPIs and OKRs should be viewed not only as measurement tools but also as mechanisms for
shaping organizational behavior. Their influence extends beyond formal indicators and manifests
itself in the decisions made, the risks taken, and the initiatives supported. Ignoring the behavioral
effects of goal setting exacerbates motivational asymmetry and creates the conditions for
management errors, the consequences of which manifest themselves with a time lag.

In complex hierarchical organizations, management influence is exercised not only through
formal decisions but also through a set of signals transmitted by a system of goals, metrics, and
rewards. These signals shape employees' perceptions of what behavior is truly rewarded and what is
merely ostensible. When goal-setting instruments are inconsistent at different levels of the hierarchy,
a conflict of expectations arises, which becomes one of the key causes of management
ineffectiveness.

At the senior management level, strategic priorities are typically formulated in terms of
development, growth, and transformation. Initiative, proactivity, accountability for results, and a
willingness to change are declared. However, at the operational level, these benchmarks are often not
directly reflected in the evaluation and compensation systems. KPIs focused on stability and
compliance continue to convey different management signals—a priority for predictability,
minimizing deviations, and maintaining the status quo.

As a result, employees find themselves in a situation of dual expectations. Formally, they are
expected to be engaged in change and committed to development, but in reality, they are assessed
based on metrics that provide little room for initiative and experimentation. The rational response in
such circumstances is to adapt behavior to signals that have direct implications for assessment and
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reward. Declared strategic goals are perceived as secondary or declarative, requiring no real change
in daily practices.

This conflict is particularly acute at the level of specialists and middle management, who are
caught between the strategic framework and operational reality. On the one hand, they are expected
to convey strategic guidelines down the hierarchy; on the other, their own performance is assessed
through metrics focused on current results. This leads to managerial conformism, in which strategic
initiatives are supported at the rhetorical level but not substantively implemented.

Over time, the inconsistency of management signals forms persistent behavioral patterns.
Employees learn to distinguish between "official" goals and "real" success criteria, aligning their
activities with the latter. In management practice, this is reflected in increased formal activity,
reporting, and the imitation of change while maintaining basic behavioral patterns. The organization
exhibits external dynamism without accompanying internal transformation.

The conflict between expectations and management signals is a systemic consequence of
asymmetric goal setting. It cannot be resolved by strengthening controls or additional
communications, as it is rooted in the architecture of management tools. Without aligning goals,
indicators, and evaluation mechanisms at different levels of the hierarchy, any strategic initiatives
risk remaining declarative, and motivational asymmetry risks becoming entrenched as a persistent
characteristic of the organizational environment.

One of the most common management mistakes in modern organizations is the tendency to
universalize goal-setting tools. KPIs and OKRs are often viewed as scalable solutions applicable to
all categories of personnel without significant adaptation. This logic is based on the notion of the
neutrality of management tools and ignores the differences in roles, responsibilities, and motivations
of employees.

The universalization of KPIs leads to indicators originally intended to ensure operational
sustainability being used to evaluate complex, strategically oriented roles. As a result, the
performance of managers and experts is reduced to formally measurable parameters that do not reflect
the true quality of decisions made. This encourages short-term optimization, risk avoidance, and the
preservation of existing management models. Strategic errors can accumulate unnoticed, revealing
themselves only in the long term.

Similar risks arise when attempting to universally implement OKRs. Transferring the logic of
strategic goal-setting to operational levels without considering the specifics of work leads to a
blurring of management guidelines. For line staff and some specialists, the lack of clear evaluation
criteria and a direct link to compensation reduces the sense of fairness and control. Under such
conditions, OKRs lose their guiding function and become a declarative element of management
discourse.

Universalization poses a particular danger from an organizational culture perspective. While a
formally unified system of goals creates the illusion of coherence and transparency, it actually
reinforces motivational asymmetry. Employees begin to interpret universal tools through the prism
of their own expectations and limitations, leading to a fragmentation of the management space.
Within a single organization, different, inconsistent behavioral logics develop.

Experience shows that attempts to compensate for these distortions by complicating metrics,
introducing additional coefficients, or tightening controls only worsen the situation. The management
system becomes overloaded, less transparent, and increasingly disconnected from real processes. As
a result, management transaction costs increase, and trust in the goal-setting system declines.

The risks of universalizing OKRs and KPIs are not methodological but architectural. The
problem lies not in the tools themselves, but in attempting to use them outside the context of
management roles and motivational profiles. Effective goal-setting requires abandoning one-size-fits-
all solutions in favor of a differentiated architecture, in which each tool is applied according to the
tasks, level of responsibility, and decision horizon. This approach allows for the transformation of a
diversity of motivational modes from a source of management risks into a resource for sustainable
organizational development. (table 4) .
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Table 4 - Behavioral and managerial effects of asymmetric application of KPIs and OKRs

. Long-
Management The tool Formed Hidden ong-term
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situation used behavioral effect | management bias o
the organization
monagemert Risk avoidance, | 3t R king | Reduced
nag KPI focus on short- & KINg adaptability and
activities  through for operational . o
! term results Y strategic flexibility
strict KPIs optimization
Declaring Formal Simulatine chanee
development  with agreement with | Conflict of control . g chang
. KPI . . while maintaining
the dominance of goals  without | signals
. . the status quo
control metrics behavior change
Implementing OKRs Declarative Loss of control Declining trust in
without institutional OKR activity, blurred over tareets the goal-setting
support responsibility & system
Universalizing Increased Ignoring the
OKRs for OKR uncertainty, motivational Demotlvatlon of
. decreased sense line staff
Operational Roles . profile
of fairness
Mixing KPIs and Focus on formal | Blurring the status | Management
. KPI + . .
OKRs without OKR features instead | of  goals  and | overload and rising
separating functions of content indicators transaction costs
Focusing on meeting . Loss of connection | Declining quality of
performance Working for . .
L o KPI . between  metrics | decisions and
indicators as an end digital
. and real value results
in itself
Lack of alignment of KPIs / Different Fragmentation of | Weakening of
goals across OKRs interpretations of | the = management | organizational
hierarchical levels success space integrity

Practical model of differentiated goal setting.

Principles: Functional relevance: KPIs for repeatable processes, OKRs for probabilistic results.
Align the planning horizon with the level of responsibility. Consider the type of responsibility
(executive and strategic). Recommended architecture: Line level — KPIs (short-term). Specialists —
hybrid KPIs + OKRs. Middle management — OKRs with limited KPIs. Top management — OKRs
+ status indicators (long-term). Hybrid models are especially effective at transitional levels with a
clear delineation of the functions of the tools.

The practical implementation of differentiated goal setting requires abandoning one-size-fits-
all templates in favor of an architectural approach, where OKRs and KPIs are distributed according
to management roles, responsibilities, and the nature of decisions. At the center of this model is not
the metric itself, but the question of managerial meaning: who measures, what exactly is measured,
and for what purpose.

KPIs are appropriate where performance is reproducible, operationalizable , and directly
dependent on adherence to procedures. At these levels, indicators serve the function of stabilization,
quality control, and predictability. OKRs, on the other hand, should be used in areas where
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performance is probabilistic or deferred and cannot be exhaustively described through quantitative
metrics. Here, they serve as a tool for direction, not control. The second principle is that the planning
horizon corresponds to the level of responsibility. For line staff and some specialists, a short-term
horizon—a month or a quarter—remains optimal, where KPIs allow for the correlation of efforts with
results without losing control. For executives and management teams, a medium- and long-term
horizon is crucial, where OKRs establish a strategic focus and maintain attention on transformational
goals that extend beyond current metrics. The third principle is the distinction between types of
responsibility. Operational roles are responsible for maintaining standards and meeting established
targets, which logically justifies the use of KPIs as a performance assessment tool. Management roles,
in turn, are responsible for decision quality, system development, and adaptation to change. This type
of responsibility cannot be accurately measured through strict metrics, making OKRs a more
appropriate goal-setting tool.

Within the proposed model, the distribution of goal-setting tools is structured as follows. Line
staff primarily work within a KPI framework with a limited number of indicators directly linked to
the quality and stability of operations. Specialists and experts use a combined approach, where KPIs
provide basic transparency, while OKR elements define areas for professional development and
project responsibility. Executives and top management rely primarily on OKRs, supplemented by a
limited set of indicators that reflect the state of the system but do not replace strategic thinking.

Distributing OKRs and KPIs across management levels allows for the alignment of
management expectations with realistic assessment and reward mechanisms. Goal setting ceases to
be a universal control tool and becomes an architecture of management meanings, in which each level
receives a language of goals and accountability appropriate to its functions. This reduces motivational
asymmetry, increases trust in the management system, and creates the conditions for sustainable
organizational development.

In the context of organizational complexity and multi-level hierarchies, a strict separation of
KPIs and OKRs by management level is not always sufficient. In practice, there is an increasing need
for hybrid goal-setting models that combine elements of control and direction, measurability and
meaning, stability and development. Such models allow for the transitional nature of roles and avoid
the extremes associated with the universalization of individual tools.

The hybrid goal-setting model involves a conscious combination of KPIs and OKRs within a
single role or team, with a clear delineation of their functions. KPIs in this case serve as an
"operational framework," ensuring transparency of ongoing activities, monitoring of basic metrics,
and fair assessment. OKRs form a "development framework," setting the direction of change, growth
priorities, and room for management decisions in the face of uncertainty. It is critical that these
frameworks do not replace each other or compete for management attention.

Hybrid models are most effective at the specialist, expert, and middle management levels. These
categories of personnel are simultaneously involved in operational activities and participate in
development, improvement, and transformation projects. Relying solely on KPIs in these roles
reduces complexity and demotivation, while relying solely on OKRs creates a sense of managerial
fuzziness. A hybrid approach helps maintain operational resilience without inhibiting professional
growth and initiative.

At the same time, the applicability limits of hybrid models require a clear understanding. The
main risk is the confusion of KPI and OKR logics, whereby strategic goals are assessed as mandatory
indicators, while operational metrics are treated as benchmarks without consequences. This leads to
a blurring of management signals and a decrease in trust in the goal-setting system. To prevent this
effect, it is necessary to institutionally establish the distinction between KPIs and OKRs, including
their role in performance assessment and the reward system.

A prerequisite for the successful implementation of hybrid models is the organization's
management maturity. Key factors here include transparency of the rules of the game, the stability of
core KPIs, a developed feedback culture, and management's willingness to embrace uncertainty.
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Without these conditions, a hybrid model risks becoming a formal complication of the goal system,
bringing no practical value.

Hybrid goal-setting models should be viewed as a tool for fine-tuning the management system,
not as a one-size-fits-all solution. Their use is justified in areas where operational responsibility and
development overlap, provided that the functions of KPIs and OKRs are clearly delineated. With the
right architecture, a hybrid approach can reduce motivational asymmetry, improve the consistency of
management signals, and ensure a balance between the stability of current results and the
organization's strategic development (Table 5).

Table 5 - Architecture of differentiated goal setting in the organization

Purpose of Critical
Management b What is Planning Type of condition
measurement Tool . R
level measured horizon liability for
(why) .
efficiency
Minimal
Volume number of
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quality of | operational | transparent
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with
payment
Balange of Task results + . C'legr .
- operational o KPI + Professional, | distinction
Specialists . contribution :
and experts efficiency to OKR Quarter | project- between
and MProvements (hybrid) based KPIs and
development P OKRs
o . No penalties
. + .
Middle Coordination, Team and OKR Quarter- Managerial, for partial
management strategy roject results limited half year | &T0>> OKR
& translation pro] KPIs y functional .
achievement
Formation of | Strategic Half a L;zll{slri% real
Leaders development | initiatives, OKR year to a | Strategic rgn anacement
directions changes year g
decisions

The study shows that the effectiveness of goal-setting systems is determined not by the choice
of a specific tool, but by the quality of its integration into the management architecture. KPIs and
OKRs, by themselves, are neither a source of problems nor a universal solution. Management
distortions arise when these tools are applied outside the context of organizational roles, responsibility
horizons, and employee motivations.

In modern organizations, motivational asymmetries exist due to differences in the nature of
work and management tasks at different levels of the hierarchy. Attempts to mitigate this asymmetry
through standardized evaluation systems lead to conflicting management signals, formalized
behavior, and decreased organizational adaptability. Universal metrics create the illusion of
controllability, concealing real problems until their consequences become systemic.

Analysis showed that KPIs are most effective in areas of operational stability, where results are
reproducible and directly dependent on compliance with regulations. OKRs, in turn, are appropriate
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for roles associated with decision-making, development, and working under uncertainty. Consciously
distributing these tools across management levels allows for the alignment of management
expectations with realistic assessment and reward mechanisms, reducing the gap between stated goals
and actual employee behavior.

The proposed practical model of differentiated goal setting and hybrid approaches demonstrate
that motivational asymmetry can be a resource for organizational development rather than a source
of management risks. Given managerial maturity and a clear goal architecture, different motivational
modes simultaneously support operational stability and ensure strategic development.

The practical significance of this study lies in the opportunity to rethink the role of goal-setting
systems in HR management. Abandoning one-size-fits-all solutions in favor of a differentiated
approach requires managers to demonstrate greater managerial responsibility and awareness, rather
than additional tools. This becomes a key factor in organizational resilience in the face of uncertainty
and constant change.

Motivational asymmetry is an objective phenomenon, not a flaw. Universal systems create the
illusion of controllability while concealing distortions. A differentiated approach allows for
simultaneous operational resilience and strategic development, transforming asymmetry from a risk
into a resource.
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Abstract. In modern organizations, employee engagement metrics often measure employees’
rational behavioral adaptation to system requirements rather than genuine corporate loyalty.
Apparently high engagement masks simulated behavior: formal compliance with norms without
internal identification with the company's goals and values. The study distinguishes between loyalty
and adaptation. It is shown that digital HR tools, engagement surveys, and KPIs primarily measure
adaptability rather than underlying motivation, leading to a systemic effect of simulated engagement.
Substituting adaptation for loyalty creates managerial illusions of stability, distorts personnel
decisions, provokes burnout, cynicism, and "silent sabotage," and reduces the organization's capacity
for change. A conceptual model for distinguishing loyalty, engagement, and adaptation based on
behavioral and motivational criteria is proposed, as well as practical recommendations for the
transition from metric control to the diagnosis of the subjective position of employees to improve
long-term organizational sustainability.

Key words: corporate loyalty, employee engagement, simulated engagement, adaptation, HR
practices, digital control, personnel risks, management illusions.

In recent decades, corporate loyalty has become one of the most frequently used categories in
human resource management [1,2]. The concept of psychological contract [2] and engagement
research [3,4] is widely used in HR practices.

Experience shows that external signs of loyalty are increasingly less reliable in reflecting
employees' internal attitudes toward the organization. With increasingly complex organizational
structures, increasingly regulated work, and the proliferation of digital control systems, employees
are increasingly learning the rules of the corporate game, demonstrating required behavior patterns
without developing a strong identification with the organization's goals and values. A paradoxical
situation arises: formal engagement is growing, while initiative, responsibility, and willingness to
share strategic risks are declining.

This trend points to a substitution of the content of management concepts. Corporate loyalty,
initially associated with internal commitment and conscious employee choice, is gradually being
transformed into a set of observable behavioral patterns. As a result, personnel adaptation to the
requirements of the organizational environment begins to be perceived as loyalty, and compliance
with established metrics as engagement. This substitution proves convenient for management
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systems, since adaptation is measurable and controllable, unlike genuine motivation and value
identification.

Modern HR practices focused on standardization, digitalization, and scalability play a special
role in this process. Engagement surveys, performance assessment systems, behavioral competency
models, and KPIs increasingly measure not the employee's level of internal commitment, but their
ability to effectively adapt to established rules. This gives rise to the phenomenon of simulated
engagement—an outwardly correct, yet internally alienated, participation of employees in
organizational life.

The problem of substituting loyalty for adaptation has not only theoretical but also practical
significance. Management decisions based on an erroneous interpretation of engagement lead to
distorted personnel priorities, unstable employees, and the accumulation of latent risks that manifest
during periods of crisis and organizational change. In this context, it is necessary to revise approaches
to analyzing and assessing corporate loyalty, taking into account the differences between internal
commitment and rational employee adaptation.

The classical understanding of loyalty as organizational commitment is developed in detail in
the works of Meyer and Allen [1]. Engagement as a psychological state is described by Kahn [3].

In classical management and sociological traditions, corporate loyalty was viewed not as a
behavioral indicator, but as an employee's internal position toward the organization. Loyalty implied
a conscious acceptance of the organization's goals, norms, and values, as well as a willingness to align
one's professional and career decisions with them. In this sense, loyalty served as a form of
identification that went beyond the formal employment contract.

Early concepts of HR management assumed that loyalty develops over time and is based on
mutual expectations between the organization and the employee. Employment stability, predictable
career trajectories, recognition of professional contributions, and fair management decisions were
seen as key conditions for developing lasting commitment. A loyal employee didn't simply follow
the rules; they perceived the organization's success as part of their own professional identity.

Crucially, in this context, loyalty was not synonymous with obedience or discipline. On the
contrary, it allowed for a critical approach to management decisions, initiative, and a willingness to
defend the organization's interests even in the face of uncertainty and risk. Loyalty manifested itself
not so much in routine adherence to instructions as in the ability to go beyond them in situations
requiring responsibility and professional judgment.

In past management practices, loyalty was rarely subject to formal assessment. It was
determined through employee behavior in non-standard situations: during crises, organizational
changes, conflicts of interest, and strategic dilemmas. It was in such circumstances that the difference
between formal compliance with rules and internal commitment to the organization became apparent.
Loyalty was qualitative, not quantitative, making it difficult to measure but managerially significant.

In its classical understanding, corporate loyalty was a complex socio-psychological
phenomenon based on identification, trust, and a long-term focus on shared development. It was not
reducible to a set of indicators and could not be fully captured through formal HR tools. This
circumstance fundamentally distinguishes the traditional understanding of loyalty from its modern
interpretations, which are increasingly based on observable behavior and digital metrics.

The transition from industrial management models to digital and scalable HR systems has
significantly changed the way corporate loyalty is interpreted. The digitalization of HR processes has
led to the institutionalization of metrics for engagement, satisfaction, and commitment. Personnel
surveys, performance systems Management, competency models, and KPIs have become the primary
sources of information on employee loyalty. At the same time, a subtle but fundamental shift in focus
has occurred in management practices: attention has shifted from the employee's internal
identification with the organization to observable and comparable behavior that can be quantified.

As a result, loyalty began to be interpreted through a set of external indicators: participation in
corporate events, adherence to behavioral standards, compliance with regulations, positive survey
responses, and formal displays of initiative. These indicators proved convenient for management, as
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they were easily aggregated, visualized, and integrated into reporting. However, their managerial
value as indicators of genuine commitment proved limited.

The standardization of HR practices played a key role in transforming the understanding of
loyalty. Universal engagement models and standard questionnaires assumed the ability to measure an
employee's "average" attitude toward the organization, ignoring context, professional differences, and
individual motivational structures. Under these conditions, loyalty ceased to be viewed as the result
of long-term relationships and began to be perceived as a current level of compliance with established
behavioral norms.

This transformation had an important management consequence: loyalty was effectively
equated with an employee's adaptation to the organizational environment. The ability to quickly grasp
corporate rules, accurately demonstrate expected behavior, and reproduce established communication
patterns began to be perceived as a sign of engagement and commitment. The distinction between
conscious acceptance of the organization's goals and rational adaptation to its requirements became
blurred.

The reduction of corporate loyalty to a set of formalized metrics led to the loss of its profound
meaning and a transformation in management perceptions of personnel. As complex socio-
psychological processes began to be interpreted through simplified metrics, the illusion of
controllability and predictability of the HR system arose. Organizations gained the ability to monitor
employee behavior in real time, but lost the ability to understand the motivational foundations of this
behavior.

As a result, management decisions increasingly rely on the interpretation of external signals
that don't reflect employees' true attitudes toward the organization. High engagement rates are
beginning to be perceived as an indicator of resilience, while in everyday practice, signs of alienation,
emotional burnout, and diminished accountability are increasing. A paradox arises: the more
"controllable" the HR system appears, the less resilient it is in the face of change.

The illusion of control is reinforced by the fact that formal indicators rarely signal impending
problems. Employees who have adapted to the system's demands are capable of demonstrating correct
behavior until the psychological contract is broken. In such cases, management failures manifest
suddenly—as a sharp increase in turnover, passive resistance to change, or the loss of key
competencies. The causes of these phenomena are often interpreted after the fact, whereas their
origins were formed long before the crisis (Table 1).

Table 1 - Transformation of the understanding of corporate loyalty in management models

Analysis criterion

The classical understanding of
corporate loyalty

Modern interpretation in HR
practices

The Basic Nature of Loyalty

Internal identification of the
employee with the goals and
values of the organization

A set of observable and
measurable behavioral traits

Basis of formation

Trust, mutual expectations,
long-term relationships

Compliance with regulations,
metrics, and corporate
standards

Relationship with behavior

Behavior as a consequence of
internal commitment

Behavior as the main object of
assessment and management

Attitude to initiative

Initiative as a manifestation of
responsibility and loyalty

Initiative is permissible within
the given scenarios

The role of critical thinking

Accepted and considered
valuable

Often perceived as a risk to
governance
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Possibility of formalization

Poorly formalizable, requires
management interpretation

High degree of formalization
and standardization

Observation in non-standard
situations, management
judgment

Engagement surveys, KPIs,

Basic assessment tools <
digital HR systems

Formation of a sustainable
personnel identity

Creating the illusion of control

Management effect and manageability

Substituting loyalty with
adaptation and simulated
engagement

Dependence on the quality of

Key risk ..
management decisions

Critiques of the relationship between HRM practices and actual performance are presented in
the works of Guest [5] and Legge [6]. In modern management practice, the concepts of employee
engagement and adaptation are often used interchangeably, leading to methodological and practical
confusion. Formally, both phenomena are manifested through an employee's active participation in
work processes, adherence to corporate norms, and a positive attitude toward the organizational
environment. However, their internal nature, motivational foundations, and managerial consequences
are fundamentally different.

Adaptation is the process of an employee's adjustment to the existing organizational conditions,
including the assimilation of rules, norms, expectations, and sanctions. From the employee's
perspective, adaptation is a rational strategy aimed at minimizing risks, maintaining employment, and
achieving an acceptable level of comfort within a given coordinate system. In this case, the key
motivator is not identification with the organization's goals, but effective functioning within its
constraints.

Engagement, on the other hand, presupposes an internal acceptance of the tasks and meanings
of the activity, as well as a willingness to go beyond formally prescribed behavior. An engaged
employee is focused not only on meeting expectations, but also on the quality of the result, long-term
development, and sustainability of the organization. Unlike adaptation, engagement is associated with
a subjective position and presupposes the presence of intrinsic motivation that is not reducible to
external control and incentives.

The fundamental difference between these phenomena manifests itself in conditions of
uncertainty and change. An adapted employee typically demonstrates high performance in a stable
environment with clearly defined rules, but struggles in situations that require independent decision-
making, responsibility, and risk-taking. An engaged employee, on the other hand, is able to maintain
productivity and initiative even in the absence of detailed regulations, as their actions are based on
internally shared goals.

From a management perspective, confusing engagement and adaptation leads to systematic
errors in assessing talent potential. Behavioral activity and the correct fulfillment of requirements
begin to be perceived as indicators of commitment, whereas they may only reflect successful
adaptation to the system. This distorts personnel decisions and reduces the organization's ability to
recognize employees who exhibit genuine subjective engagement.

In most modern organizations, employees quickly understand unspoken rules of conduct: what
is acceptable, what is not, what is praised, and what is punished. These rules are rarely explicitly
stated, but are readily apparent through management responses, performance appraisal systems, and
actual personnel decisions. Gradually, employees begin to adjust their behavior not to the stated
values, but to what actually ensures stability and security.

In such conditions, adaptation becomes a form of behavioral conformity—a conscious
repetition of expected behavior without attempting to deviate from it. An employee may be proactive,
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disciplined, and formally engaged, yet avoid initiatives that carry risks, require challenging
management, or disrupt the established order. This is not a sign of weakness or indifference, but a
rational choice within a predictable system of sanctions and rewards.

It's important to note that conformity doesn't mean low performance. On the contrary, such
employees often appear "perfect": they submit reports on time, participate in corporate activities,
demonstrate a positive attitude toward change, and respond correctly to engagement surveys.
However, their efforts are focused on maintaining external compliance rather than on improving
processes or achieving long-term results.

Over time, employees begin to understand that genuine initiative isn't always rewarded within
the organization and is sometimes even perceived as a threat. As a result, the safest strategy becomes
feigning activity—creating the appearance of involvement without taking on additional
responsibility. This is especially noticeable in an environment where decisions are made centrally
and mistakes are punished more harshly than inaction.

This behavioral conformism gradually becomes entrenched at the cultural level. The system
begins to reproduce itself: those unwilling to play by these rules leave or burn out, while those most
attuned to the existing logic remain. As a result, the organization ends up with a stable, manageable,
but underdeveloped workforce, where external loyalty is combined with internal alienation.

The ideas of disciplinary control and identity regulation through organizational practices are
developed by Foucault [7] and Alvesson and Willmott [8]. Digital HR systems were initially created
as a tool for increasing personnel transparency and control. They allow for the recording of
performance, monitoring compliance with regulations, collecting feedback, and quickly making
management decisions. However, in practice, such systems are increasingly beginning to foster not
employee engagement, but rather accelerated adaptation to established rules of behavior.

Any digital system works with what can be formalized and measured. Therefore, the focus
shifts to metrics, actions, and reactions that are easily recorded: task completion, meeting deadlines,
participating in mandatory activities, responding to surveys, and communicating effectively.
Employees quickly understand which signals the system "reads" and which actions improve their
formal ratings. As a result, attention shifts from the meaning of work to the proper execution of digital
procedures.

Over time, employees begin to focus not on the actual results or value of their work, but on the
demands of the system. This leads to a behavior based on "doing as expected" rather than "doing
better." The digital environment amplifies this effect, as deviations from standard scenarios become
noticeable and potentially risky, while adherence to patterns guarantees stability and the absence of
negative consequences.

Engagement surveys and performance appraisal systems play a special role in this process. By
understanding the structure of questions and the logic behind interpreting the results, employees learn
to give socially desirable answers and project a seemingly positive attitude toward the organization.
Meanwhile, genuine doubts, fatigue, or disagreement remain hidden, as they lack safe channels for
expression.

As aresult, digital HR systems are beginning to perform not only a measuring but also a shaping
function. They set boundaries for acceptable behavior and accelerate the spread of adaptive strategies,
where employees appear engaged but are actually limited to performing the minimum required
actions. This model is beneficial in terms of short-term manageability, but it reduces the
organization's ability to identify true loyalty and support initiative.

Digitalization of HR without rethinking management goals widens the gap between external
engagement and internal commitment. The system becomes effective in managing behavior, but loses
sensitivity to employee motivation, responsibility, and willingness to participate in the organization's
development (Table 2).

Table 2 - Adaptation, involvement and behavioral conformity in the management system
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Analysis criterion Staff adaptation Employee Behavioral conformity
engagement
Adapt to conditions Achieve  significant Avoid  risks  and
Key employee goal o o results and develop the .
and maintain stability . sanctions
organization
o . Rational calculation, | Intrinsic  motivation, | Social approval and
Motivational basis . o
safety meaning controllability
Attitude to the rules FOH.Ong the rules as Using rules as a tool qumal compliance
a minimum without thought
Behavior under | Waiting for | Finding solutions on | Avoiding
uncertainty instructions your own responsibility

Attitude to initiative

Cautious, selective

Active and conscious

Simulated or absent

Reaction to errors

The desire to minimize
the consequences

Willingness to take

responsibility

Shifting or formal

correction

Interaction with HR

Quickly master the

Use as an auxiliary

Focusing on the "right

systems requirements tool signals"
. Long-t Predictabilit d
Management value Short-term stability ong-term redictabiiity an
sustainability control
o .. | D ti f
The main risk for the | . . . Increased complexity | . ?g.ra.d ation N
o Limited adaptability initiative and
organization of management
development

The concept of “emptiness” and simulative practices in modern organizations is discussed in
detail by Alvesson [9].

In a context where employee onboarding becomes the dominant behavioral strategy, a unique
phenomenon—simulative engagement—is emerging in organizations. This refers to the
demonstration of outward signs of activity, loyalty, and interest in the absence of internal employee
identification with the organization's goals and values. Simulative engagement is not an individual
aberration, but a natural outcome of modern management and HR architecture.

Employees operating under the logic of simulated engagement correctly fulfill formal
requirements: they participate in corporate events, maintain a positive tone, respond promptly to
requests, and demonstrate required behavior in digital systems. However, their participation is
instrumental in nature and aimed at maintaining a secure position within the organization, rather than
achieving long-term results or developing processes.

A key feature of simulated engagement is the discrepancy between external behavior and
internal attitudes. The employee may appear motivated. and loyal, without feeling a sense of
ownership over the organization's successes or failures. Their actions are determined not by an
internal acceptance of goals, but by an understanding of what signals the management system expects
and what behaviors minimize risks.

It's important to emphasize that feigned involvement is often perceived as normal and even
desirable. It provides stability, reduces open conflicts, and creates a semblance of control. However,
such stability is superficial, as it doesn't come with a willingness on the part of employees to take
responsibility in challenging situations or support the organization during periods of change.

Simulative engagement is an adaptive form of behavior that replaces genuine loyalty in the
context of formalized control and digital management. It allows the system to function without
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obvious glitches, but simultaneously masks growing employee alienation and reduces the
organization's ability to develop sustainably.

Simulative engagement doesn't arise spontaneously and isn't the result of individual employee
dishonesty. Instead, it's systemically reproduced through a set of HR tools and management practices
aimed at formalizing and controlling behavior. These tools were originally designed as a means of
improving management effectiveness, but in reality, they often encourage superficial compliance
rather than genuine commitment.

One of the key mechanisms supporting the simulation is regular engagement and satisfaction
surveys. Without a safe environment for honest feedback, employees quickly learn which answers
are perceived as "correct." As a result, surveys begin to reflect not the actual attitudes of employees,
but their level of adaptation to the system's expectations. Critical signals are either downplayed or
disappear, giving way to socially desirable assessments.

Performance evaluation systems and KPIs, which focus primarily on quantitative indicators and
procedural adherence, play a similar role. When promotions, bonuses, and managerial trust are
contingent on formally meeting established metrics, employees focus on demonstrating desired
results rather than finding optimal solutions. This reduces motivation for initiative and increases the
focus on replicating proven behavior patterns.

Competency models and standards of corporate behavior can also contribute to the simulation
of engagement if they are used as a tool for control rather than development. In such cases, employees
learn the language and behaviors expected by the system without necessarily sharing the values
behind them. Internal compliance is replaced by external demonstrations of compliance, which
creates persistent patterns of imitation.

An additional factor is the management practice of formally recognizing engagement. Public
rewards, activity ratings, and participation in corporate initiatives are often assessed based on
quantitative indicators rather than actual contributions. This reinforces employees' desire to be
"visible" in the system, even if their involvement is superficial and unrelated to long-term results.

Taken together, these tools create a management environment in which simulated engagement
proves a more profitable and safer strategy than genuine initiative. The system rewards predictability
and outward correctness, gradually displacing behaviors associated with risk, responsibility, and
critical thinking. This is why simulated engagement is becoming a widespread and enduring
phenomenon in modern organizations.

One of the key reasons for the simulation's stability is its manageability. An outwardly engaged
but internally distanced employee typically doesn't challenge decisions, violate procedures, or create
tension. They respond appropriately to management signals and integrate into existing processes. For
the system, this means reduced transaction costs and minimized unpredictable reactions.

An additional factor is management reporting. Formal indicators of engagement, activity, and
loyalty allow management to demonstrate control over the situation and compliance with established
standards. In this sense, simulated engagement becomes part of institutional self-deception: the
system relies on self-generated data to confirm its own effectiveness.

Simulated engagement becomes an integral part of the organizational order. It ensures short-
term stability and the illusion of control, but simultaneously undermines long-term development
potential. As long as the system is focused on reproducing convenient behavior, the distinction
between loyalty and adaptation remains blurred, and real personnel risks remain hidden (Table 3).

Table 3 - Simulative engagement as a systemic effect of modern HR practices

Analysis criterion

Genuine engagement

Simulative involvement

Internal
employee

position  of

the | Identification with the goals of

the organization

Distance from goals with

external loyalty
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Motivational basis

The meaning of work and
responsibility for the result

Maintaining a secure position
in the system

Nature of activity

Proactive, results-oriented

Formal, visibility-oriented

Attitude to risk

Willingness to take
management risks

Avoiding risks and ambiguous
situations

Behavior in change

Support and participation in

Passive consent or hidden

make adjustments

transformations resistance
. Asameans of developmentand | As a  mechanism  for
Using HR tools . .
feedback demonstrating compliance
Responding to feedback Openness and willingness to | Selective acceptance, formal

consent

Management effect

Improving  resilience  and

adaptability

The illusion of stability and
controllability

Long-term consequences

Organization and personnel
development

Burnout, "silent

sabotage"

cynicism,

Substituting simulated engagement for genuine loyalty directly impacts the quality of HR
decisions. When managers and HR rely primarily on formal indicators of activity, correct behavior,
and compliance with metrics, the focus shifts to the employees who have most successfully adapted
to the system, rather than those who are capable of ensuring the long-term sustainability and
development of the organization.

In such conditions, career advancement and access to management roles are achieved by
employees who demonstrate predictability, discipline, and outward loyalty. Their strengths lie in their
ability to work within existing rules and maintain process stability. However, these same qualities are
often combined with a low willingness to take responsibility in uncertain environments, defend
unpopular decisions, or initiate change.

At the same time, employees with high levels of agency , critical thinking, and intrinsic
motivation may fall outside the scope of positive evaluation. Their tendency to ask questions, point
out problems, and propose alternative approaches is perceived as a disruption to control or a potential
source of conflict. As a result, the HR system begins to select not the most competent and stable
employees, but those most suited to the current management logic.

This distortion of personnel decisions has a cumulative effect. As adapted but internally
distanced employees advance to key positions, the organization's management framework becomes
increasingly locked into replicating existing practices. The system's ability to self-renew and
adequately respond to external changes diminishes, and strategic errors accumulate unnoticed.

Simulated engagement creates a sense of stability and manageability in management's HR
system. Formal indicators are within acceptable limits, turnover is not alarming, employees
demonstrate appropriate behavior and report satisfaction. Against this backdrop, the organization is
perceived as stable, and HR risks are considered insignificant or localized. However, such stability is
superficial and does not reflect the underlying processes occurring within the system.

The delayed effect of simulation is that real problems accumulate unnoticed. Initiative declines,
employees avoid responsibility for innovative solutions, and a focus on formal compliance increases.
These changes are rarely captured by standard HR tools, as they are not accompanied by sharp
behavioral shifts or negative indicators. As a result, management systems continue to rely on data
that does not signal an impending crisis.
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Crisis manifestations arise with a time lag—most often during periods of external or internal
change. Reorganization, strategic shifts, the introduction of new processes, or management reshuffles
expose the hidden fragility of the HR system. Employees who previously demonstrated high
engagement find themselves unprepared for uncertainty, exhibit passive resistance, or choose an exit
strategy. For management, such reactions appear unexpected, as they contradict the previously
observed pattern of loyalty.

Job Model The Demands — Resources model explaining burnout was proposed by Bakker and
Demerouti [10]. Intrinsic motivation and self-determination were proposed by Deci and Ryan [11].

Long-term exposure to simulated engagement inevitably impacts employees' psychological
well-being and attitudes toward the organization. Outwardly correct but internally alienated
engagement requires constant self-control and emotional investment. Over time, this leads to
increased burnout, decreased trust, and the development of a cynical attitude toward both corporate
values and management initiatives.

Burnout in this context is not so much emotional as semantic. The employee continues to
perform their duties, but no longer sees them as valuable or connected to personal goals. Work is
perceived as a set of procedures that must be correctly performed without investing more than the
minimum required level. Meanwhile, outward signs of engagement may persist, making the problem
difficult to diagnose.

Cynicism becomes the next stage of adaptation. It manifests itself in a derisive attitude toward
corporate rhetoric, formal participation in initiatives, and a skeptical attitude toward change. This
cynicism is rarely expressed openly, as employees understand the risks of direct disagreement.
Instead, it becomes entrenched in informal communications and everyday practices, gradually
eroding trust in management decisions.

At the organizational level, these processes lead to the spread of so-called "silent sabotage."
This isn't a deliberate violation of rules, but a deliberate limitation of contribution: a renunciation of
initiative, minimization of responsibility, and perfunctory execution of tasks without striving to
improve results. Employees do only as much as necessary to maintain their status, avoiding actions
that go beyond formal expectations. For management, this behavior remains undetected for a long
time, as it isn't accompanied by overt conflicts or a sharp decline in performance. However, taken
together, burnout, cynicism, and silent sabotage significantly reduce an organization's adaptability,
slow down change, and increase vulnerability in crisis situations. These phenomena are not the result
of individual employee problems, but a systemic consequence of a management environment in
which feigning engagement is a safer strategy than genuine agency (Table 4).

Table 4 - Management consequences of replacing loyalty with simulated involvement

Manifestations in the Management Real risks for the
Level of consequences . . ..
personnel system Interpretations organization
Promoting Weakening of the
.. "convenient" and | "Reliable”,  "loyal", | management
Personnel decisions " o
manageable systemic" personnel | framework, lack of
employees leaders
Management Decreased initiative | "Staff are not ready for | Loss of adaptability in
dynamics and responsibility change" crises
Organizational " . .. . | Latent instability and
stability Formally low turnover | "The team is resilient sudden breakdowns

0 “MexyHapoHbIN HayYHO-HccaeoBaTenbckul neHTp “Endless Light in Science”




Impact Factor: SJIF 2023 - 5.95

JKOHOMUWYECKHUE HAYKH

ECONOMIC SCIENCES
2024 -5.99
Passive consent or Failure of
Reaction to change . ) "Staff resistance" transformations  and
hidden resistance reforms

Behavioral effects

"Silent Sabotage", a
formal performance

Low motivation

Decrease in the quality
and speed of decisions

Manifestation of lag

Loss of management

Temporary effect problems 6-18 months Unexpected Crisis trust
. Mismatch between "The strategy didn't | Undermining  long-
Strategic level strategy and actual " T
behavior work. term sustainability

To overcome management confusion between corporate loyalty, engagement, and adaptation,
it's necessary to move from assessing individual behavioral indicators to interpreting consistent
employee behavioral patterns across different management contexts. The key question isn't "what an
employee demonstrates," but "how and why they act in situations of uncertainty, risk, and choice."

The first diagnostic sign of genuine loyalty is an employee's willingness to align their actions
with the organization's long-term goals, even in the absence of immediate benefits. Adaptation, on
the other hand, manifests itself in high sensitivity to formal system signals. Simulative engagement
occupies an intermediate position and is characterized by active but selective participation. An
important diagnostic criterion is the employee's reaction to disagreement and mistakes. Loyal
employees are able to reasonably challenge decisions and take responsibility for the consequences.
Adapted employees tend to follow accepted instructions, even if they perceive them to be ineffective.
Distinguishing between loyalty, engagement, and adaptation requires a shift in management attention
from isolated indicators to the analysis of employee behavior over time and in critical situations. Such
diagnostics allow for the identification of hidden HR risks and the development of a more sustainable
HR policy, focused not only on manageability but also on the organization's development.

The transition from simulated engagement to genuine loyalty is impossible without a change in
management optics. This isn't about introducing new surveys or metrics, but rather about
reconsidering which behaviors are considered valuable and what management signals the
organization communicates to staff. The key task of HR and managers is to create conditions in which
employees' agency becomes secure and managerially relevant.

The first practical guideline is changing attitudes toward initiative and dissent. Engagement
shouldn't be interpreted solely as support for existing solutions. On the contrary, the ability to
articulate problems, propose alternatives, and take responsibility for their implementation is a key
indicator of genuine loyalty. To achieve this, it's necessary to institutionalize safe forms of feedback
and eliminate the practice of sanctions for constructive criticism.

The second benchmark is a revision of performance appraisal systems. Assessments should
consider not only the achievement of formal performance indicators, but also the employee's
contribution to process development, the sustainability of decisions, and the ability to act under
uncertainty. This requires reducing the dominance of quantitative metrics and strengthening
managerial interpretation of results based on the manager's professional judgment.

The third practical step is adjusting personnel decisions and promotion criteria. Promoting
employees focused solely on external correctness and control reinforces simulated engagement at the
systemic level. Conversely, supporting employees who demonstrate responsibility, initiative, and the
ability to go beyond formal roles fosters a culture of genuine commitment.

Working with digital HR systems requires special attention. They should be viewed not as a
universal tool for assessing loyalty, but as a supplementary data source. The interpretation of digital
indicators should be complemented by a qualitative analysis of employee behavior in complex
management situations, including change, crises, and non-standard projects.
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Building genuine loyalty requires HR and management to abandon the illusion of complete
control and recognize the value of managerial uncertainty. Supporting employee agency and a
willingness to work with ambiguous signals helps reduce an organization's reliance on simulated
forms of engagement and improve its long-term sustainability (Table 5).

Table 5 - Diagnostics of corporate loyalty and management guidelines

. i f .
. : Signs of Slgns © Signs of true Management
Diagnostic focus . simulated -
adaptation . loyalty actions
involvement
) Revision of
Employee Focus on security | Focus on external | Focus on results .
.. iy . evaluation
motivation and stability approval and meaning o
criteria
Behavior  under | Waiting for Independent Delegation of
. ) i Formal consent L ot
uncertainty instructions decisions responsibility
. . rti
Attitude to . Electoral Conscious Supp oring
initiative Caution demonstration activit Initiatives
y beyond KPIs
o . A fi
. Avoiding Formal Accepting . sale
Reaction to errors . .- e environment for
responsibility recognition responsibility
errors
Interaction  with | Strict adherence | Impression Use for | Reducing "metric
HR systems to requirements | management development pressure”
Attitude to change ReS}gtance O | bacsive consent Part101pat1op and Involvemer}t in
Waiting co-authorship change design
Communication | Minimum . . Open and | Channels for
. : Socially desirable | . .
with management | required informative honest feedback
. o Focus on
Short-term The illusion of | Organizational us
Long-term effect o o o systemic
manageability stability sustainability
development

The analysis shows that in modern organizations, corporate loyalty is increasingly being
replaced by behavioral adaptation, and engagement by its external simulation. Formalized HR tools
and digital management systems, focused on measurability and control, primarily record employee
compliance with predetermined behavioral models, failing to distinguish between internal
commitment and rational adaptation to the system. As a result, organizations gain the illusion of
stability, which conceals mounting HR risks.

Simulative engagement proves functionally convenient for the management system, as it
ensures predictability and reduces the level of open conflict. However, this short-term stability comes
at the cost of personnel losing initiative, agency , and the ability to act in conditions of uncertainty.
Misguided personnel decisions, delayed crises, burnout, and latent resistance are not random failures,
but systemic consequences of the confusion between loyalty and adaptation.

Distinguishing between corporate loyalty, engagement, and adaptation requires a
reconsideration of management logic: from focusing on external indicators to interpreting employee
behavior in complex and uncertain situations [12-14,15]. True loyalty is not limited to correctness
and discipline; it manifests itself in a willingness to take responsibility, participate in the
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organization's development, and share strategic risks. Recognizing this distinction is a prerequisite
for developing HR systems capable of ensuring the long-term sustainability of organizations in the
face of change.

10.
11.
12.
13.

14.
15.
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Abstract: This study provides an empirical analysis of the level and dynamics of financial
literacy of the population in Kazakhstan based on secondary quantitative data. Using annual values
of the Financial Literacy Index for the period 2020-2025, the research examines long-term trends
and growth patterns in financial literacy. The results indicate a stable upward trajectory, with the
index increasing from 39.07% to 41.5% over the observed period. Calculations of cumulative and
average annual growth rates reveal that improvements in financial literacy have been gradual and
incremental rather than rapid. A comparative discussion places Kazakhstan’s performance within a
global context, highlighting its intermediate position between high-performing developed economies
and countries with low financial literacy levels. The findings suggest that sustained policy efforts and
targeted financial education initiatives are essential for further improvement.
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Financial literacy has become an essential component of economic stability and sustainable
development in modern societies. The ability of individuals to understand basic financial concepts,
manage personal finances and make informed financial decisions directly affects household welfare,
financial inclusion and the overall efficiency of the financial system. In the context of increasing
financial product complexity and rapid digitalization of financial services, financial literacy plays a
crucial role in reducing financial risks and enhancing consumer protection.

In emerging economies, the issue of financial literacy is particularly significant. Limited
financial knowledge may lead to excessive debt, poor savings behavior, low participation in formal
financial markets and vulnerability to financial fraud. Therefore, improving financial literacy is
widely recognized as a priority for governments, financial institutions and international organizations.
Empirical studies demonstrate that higher levels of financial literacy are associated with better
financial planning, increased savings and more responsible borrowing behaviour.

Kazakhstan, as a developing economy with an evolving financial sector, has experienced
substantial changes in recent years. The expansion of banking services, the growth of insurance
markets and the widespread adoption of digital financial platforms have increased public access to
financial products. At the same time these developments have intensified the need for adequate
financial knowledge among the population. In response, various initiatives aimed at improving
financial literacy have been implemented, including educational programs, informational campaigns
and policy measures supported by both public and private institutions.

Recent analytical data indicate a positive trend in the level of financial literacy in Kazakhstan.
Published statistical indicators suggest that citizens have become more aware of basic financial
concepts, insurance products and personal financial management practices. The observed growth in
financial literacy reflects the combined effect of economic development, digitalization and targeted
educational efforts. However, despite these improvements, differences in financial knowledge across
demographic groups and the overall sustainability of these trends remain important issues for
empirical investigation.

This study aims to analyze the level and dynamics of financial literacy of the population in
Kazakhstan based on available secondary quantitative data. By examining published statistical
indicators and observed trends, the research seeks to provide an empirical assessment of recent
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developments in financial literacy and to identify factors that may contribute to its growth. The
findings of this study may be useful for policymakers, educators and financial institutions in designing
effective financial education strategies and improving the overall financial competence of the
population.

This study is based on a quantitative research approach employing secondary data analysis. The
empirical component relies on officially reported indicators of financial literacy in Kazakhstan, which
allows for an examination of national-level trends without conducting a primary survey. The use of
secondary quantitative data is particularly appropriate for identifying long-term dynamics and general
patterns in financial literacy development.

The data used in this study consist of annual values of the Financial Literacy Index for the
period from 2020 to 2025. The index is expressed as a percentage and reflects the overall level of
financial literacy among the population. Using a time series of comparable annual observations makes
it possible to assess changes in financial literacy over time and to determine whether the observed
development follows a stable or volatile trajectory.

The analysis focuses on the Financial Literacy Index as the main variable of interest. Changes
in the index are examined through descriptive statistical methods, including the assessment of
absolute year-to-year changes and the evaluation of cumulative growth over the entire period under
review. In addition, a graphical method is applied to visually illustrate the dynamics of financial
literacy growth in Kazakhstan. The line chart constructed for this purpose provides a clear
representation of the direction and intensity of changes in the index.

While secondary data analysis offers valuable insights into national trends, this methodological
approach has certain limitations. The index represents an aggregated measure and does not allow for
the identification of differences across specific demographic groups or regions. Moreover, the study
does not aim to establish causal relationships but rather to describe and interpret observed empirical
trends. Despite these limitations, the applied methodology is sufficient for achieving the research
objective of analyzing the dynamics of financial literacy in Kazakhstan.

The empirical results demonstrate a sustained improvement in the level of financial literacy in
Kazakhstan over the period from 2020 to 2025. During this time the Financial Literacy Index
increased from 39.07% in 2020 to 41.5% in 2025, confirming a stable upward trajectory. [1, 2]

AFL=FL2025-FL2020=41.5-39.07=2.43 percentage points.

The total cumulative increase over the period amounts to 2.43 percentage points, which
corresponds to an overall relative growth of approximately 6.2% compared to the baseline year.

GR=((FL2025-FL2020)/FL2020))*100%=(2.43/39.07)*100%=6.22% (approximately)

Although the general direction of change is positive, the pace of growth varied across the
observed years. In the early stage of the period, the index rose gradually, followed by stronger
increases in specific intervals, particularly between 2021 and 2022 and again between 2023 and 2024.
Conversely, the growth recorded between 2022 and 2023 was relatively modest, indicating a
temporary deceleration in the improvement of financial literacy. These variations suggest that
progress has been uneven but consistently positive.

The long-run dynamics of financial literacy growth can be summarized through the average
annual growth rate (AAGR) of the index.

AAGRabsolute=(FL2025-FL2020)/n=(41.5-39.07)/5=2.43/5=0.486 percentage points per
year.

When considering the full observation period, the index increased at an average rate of
approximately 0.49 percentage points per year.

AAGRrelative=(FL2025/FL2020)"(1/n)-1=(41.5/39.07)"(1/5)-1=0.012 (approximately).

In relative terms, this corresponds to an estimated average annual growth rate of about 1.2%.
This finding indicates that improvements in financial literacy in Kazakhstan have occurred steadily
over time, without sharp fluctuations or abrupt structural breaks.

Year-to-year changes further illustrate variations in the speed of growth. The annual increment
was calculated as:
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AFLt=FLt-FLt-1.

2020-2021 +0.45 pp
2021-2022 +0.78 pp
2022-2023 +0.20 pp
2023-2024 +0.70 pp
2024-2025 +0.30 pp

Table 1 — Year-to-year dynamics (absolute changes in pp)

The results show that the largest increases occurred in 2021-2022 (0.78 pp) and 2023-2024
(0.70 pp), while the smallest increase was recorded in 2022-2023 (0.20 pp). These fluctuations
indicate temporary deceleration and acceleration phases within an overall upward trend.

Dynamics of Financial Literacy Growth in Kazakhstan
42,00%
41,50%
41,00%
40,50%
40,00%
39,50%
39,00%
38,50%
38,00%

37,50%
2020 2021 2022 2023 2024 2025

Figure 1 — Dynamics of Financial Literacy Growth in Kazakhstan

The graphical representation of these dynamics in Figure 1 further supports the numerical
analysis. The figure illustrates a smooth upward trend, with minor variations in slope reflecting
changes in the speed of growth. A slight flattening of the curve around 2022-2023 is visible, followed
by a steeper increase in 2023-2024, which aligns with the higher annual gain recorded in that period.
In the final year, the slope moderates, suggesting that while financial literacy continues to improve,
the rate of increase may be gradually stabilizing.

Overall, the numerical results demonstrate that financial literacy growth in Kazakhstan during
the analyzed period can be characterized as stable, cumulative and incremental. The absence of
negative annual changes and the moderate long-run growth rates suggest that improvements in
financial literacy are likely driven by structural factors, such as gradual expansion of financial
services, digitalization and continuous educational initiatives, rather than by short-term shocks.

The financial literacy landscape varies significantly across countries, reflecting differences in
economic development, education systems, financial market sophistication and national policies
aimed at financial education. According to global statistics, only a portion of the adult population in
many countries is considered financially literate. The overall financial literacy rate across surveyed
populations stands at 57%, indicating that just over half of adults globally understand key financial
concepts such as risk diversification and inflation (essential competencies for personal financial
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decision-making). In contrast, a broader global measure suggests that approximately 27% of adults
worldwide are considered financially literate in 2025, showing that less than a third of the global
population may have a solid baseline of financial knowledge when different measurement
frameworks are applied. These figures illustrate that financial literacy remains an ongoing challenge
even in developed economies. [3]

In northern Europe, countries such as Sweden and Norway exhibit relatively low financial
illiteracy (both at 29%), implying that their financial literacy rates may approach or exceed 70% when
interpreted inversely. Countries such as Germany (34%) and the United Kingdom (33%) also show
comparatively strong performance. Conversely, numerous countries experience high levels of
financial illiteracy, with Guatemala and Nigeria both recording rates of 74%, and Latin American
countries including Mexico and Brazil showing illiteracy rates of 65-68%. These figures indicate that
in many developing and emerging economies, financial literacy remains a significant challenge
despite ongoing efforts to expand financial inclusion and education. [3]

In this context, Kazakhstan’s Financial Literacy Index of 41.5% in 2025 indicates a moderate
position relative to the global distribution. Although lower than the highest-performing countries in
northern and western Europe, it also sits above the most severe cases of low literacy identified in the
global data on illiteracy. This intermediate position aligns with Kazakhstan’s status as a middle-
income country with ongoing financial sector development and expanding access to financial
services.

Financial Literacy Rate

Nigeria
Guatemala
Mexico

Brazil
Kazakhstan
Germany

United Kingdom

Norway

Sweden
0% 10% 20% 30% 40% 50% 60% 70% 80%

Figure 2 — Comparison of Financial Literacy Rates [3]

Although the estimates above are approximated from illiteracy rates reported in the global data
(and therefore should be interpreted with caution), they illustrate the relative position of Kazakhstan’s
financial literacy level in a broader international context. Kazakhstan’s index is clearly lower than
that of leading high-literacy countries in Europe, suggesting that there is significant room for
improvement in financial education and public awareness. At the same time, it is noticeably higher
than levels implied for countries with pervasive financial illiteracy, highlighting a degree of relative
progress compared to some emerging markets.

Globally, financial literacy remains a pervasive challenge. Even countries with advanced
financial systems may not achieve universal financial understanding, as evidenced by variation in
literacy rates among developed economies and ongoing disparities within populations. Nonetheless,
improvements in financial inclusion, digital financial services and targeted education initiatives
appear to correlate with higher financial literacy outcomes, underscoring the importance of
coordinated educational strategies and policy interventions.
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This study examined the level and dynamics of financial literacy of the population in
Kazakhstan using a quantitative approach based on secondary data analysis. The empirical results
demonstrate a stable and sustained increase in the Financial Literacy Index over the period from 2020
to 2025. Although the observed growth is moderate in magnitude, the absence of any decline
throughout the period indicates a consistent positive trend in the development of financial literacy in
the country.

The calculated indicators show that financial literacy in Kazakhstan increased by 2.43
percentage points over five years, corresponding to a cumulative relative growth of approximately
6.2%. The estimated average annual growth rate of around 1.2% confirms that improvements have
occurred gradually rather than rapidly. Such dynamics are characteristic of knowledge- and behavior-
based indicators which typically evolve over extended periods and require continuous institutional
support.

The comparative discussion placed Kazakhstan’s results within a broader international context.
When compared with countries demonstrating high levels of financial literacy, particularly in
Northern and Western Europe, Kazakhstan’s index remains significantly lower, indicating substantial
potential for further improvement. At the same time, the country performs more favorably than
several emerging economies characterized by high levels of financial illiteracy. This intermediate
position reflects Kazakhstan’s stage of economic development and the ongoing transformation of its
financial sector.

Overall, the findings suggest that progress in financial literacy in Kazakhstan is likely driven
by long-term structural factors, including the expansion of financial services, increasing digitalization
and the implementation of financial education initiatives. However, the moderate pace of growth
indicates that existing measures may be insufficient to achieve rapid convergence with high-
performing countries. This highlights the need for sustained and targeted financial education policies,
particularly those aimed at improving practical financial skills and broadening access to reliable
financial information.

The study is subject to certain limitations. The use of aggregated secondary data restricts the
ability to analyze differences across demographic groups and does not allow for causal inference.
Future research could address these limitations by incorporating primary survey data, demographic
segmentation or cross-country econometric analysis. Despite these constraints, the present study
provides a clear empirical overview of financial literacy dynamics in Kazakhstan and contributes to
the understanding of its position within the global financial literacy landscape.
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NIOPAKYHUU MAPKETHUHI'T BA TAXJIMJIU TAFTUPEBUU XOJIATH
I/I‘{TI/IMOI7I JAP ITAPOUTU UKTUCOAU BO30OPU

CAB3AJIM30JA CYXPOB CAB3AJIN
Honumroxu gasnatuu boxrap 6a nomu Hocupu Xycpas

HAUMOB BEKMYPOJ KYHFYPOTOBHUY
HOM3aJ1 UJIMXOU UKTUCO/IH, TOTCEHT, MyJUpH Kadeapan MEHEYMEHT Ba TALIKUIIM CalEXUU
Honumroxu nasnatuu boxTtap 6a nomu Hocupu Xycpas

Jap makonau uimii  cammxou acocuu UOOPAKYHUU MApKemuHei 6a maxauiu magupéouu
xonamu uymumoi 0ap wapoumu ukmucoou 603opi dap Yymxypuu Toyuxucmon maspuou maxauin
Kapop 000a 4YYHUH MAaKuo Hamyoaacm, Ku 0ap UIMil MeHeyMeHem 6d MAapKemuHei Myocup
MeXaHu3Mxou Mawaxkxysl 8a pasuuixou Oypycmu uOOpaKyHU KOPXOHAX0 MAeyyo acm, KU apmu
acocuu gpavorusmu OHpPO MaGKev 8a HYQY3u xap Ak poxoap 0ap HU30MuU UOOPAKVHIL MYAUisiH
MEHAMO310.

Kanuoeoxcaxo: uoopaxynu, maxiui, mazupéouu uoopaKyHi, cucmemau maulakkyiéouu
UAMU, MEXAHUSMXOU MAXIAUL MAPKEMUHZIL.

CAB3AJ/IM30JJA CYXPOB CAB3AJIN
npernoaBaTens Kadeapsl MEHeIDKMEHT U opranuzaius typusMa bI'Y umenn Hocupa
XycpaBa

HAUMOB, BEKMYPO/JA KYHI'YPOTOBHNY
KaHIMIaT SKOHOMUYECKUX HAyK, TOLEHT, 3aBEAYIOUIHiA Kadeapoil yrnpaBIeHus 1
opraHu3alnuy TypusmMa boxTapckoro rocynapcTBeHHOro ynusepcurera umenn Hacupa Xycpasa

B nayunou cmamve amanuzupyromcs OCHOBHble HANPABIEHUS YNPAGIEHU MAPKEMUHSOM U
AHANU3 USMEHEeHUll COYUANbHOU Cumyayuu 6 YCI08UAX PLIHOYHOU SKOHOMUxku 6 Pecnybnuke
Taooicuxucman, ymeepocoaemcs, umMoO 8 COBPEMEHHOU HAyKe YNpasileHus U MapKemuHaa
Cyuecmeayiom mMexanusmol QoOpMuposanus U npasuivHvlie N0OXo0bl K YAPAGIEeHUIO NPEONPUAMUIMU,
OCHOBHbIM  YCNIOBUEM O€AMENbHOCNU KOMOPBIX AGNAEMCA  NONONCEHUe U GIUAHUE KaAHCO020
PYKOBOOUmens 8 cucmeme yYnpagieHus.

Kniouesvie cnoea: ynpasnenue, awanus, ynpaeieHuecKue UBMEHEHUs, CUCTNeMa HAYYHO20
Gopmuposanus, Mexanusmbl MaApKemuH208020 aHANU3A.
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The scientific article analyzes the main directions of marketing management and the analysis
of changes in the social situation in a market economy in the Republic of Tajikistan. It is argued that
in modern management and marketing science there are mechanisms for the formation and correct

approaches to enterprise management, the main condition of which is the position and influence of
each manager in the management system.
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Tamaunu naiiBactaBy 0edocuaan MapKETUHTT Ba OMY3HUIIN CAPUBAKTHH Tar inpEOaH arikbon
MEHEJbMEHTH MapKETHHT1, MaxcycaH 0apou MyaWsHCO3MU TanabOTH aCOCHU HUCTEHMOJKYHaHIABY
XapuJopu JOUMHUM KOPXOHABY IIHMPKAT, IIAPTy MIApOUTH pakobaTu Mon aap 0030p, Ba3bUSITU
JIOXWiIaBy OepyHaW KOPXOHABY IIUPKAT, MHUYYHWH KOPKapAW MOy XH3MaTPACOHUEOM HAaBHHU
KoHcenTyanuu 0a Ttanabotu 6030p JpaBOOTYii Ba 0AaTKYHOHUBY BOPHILIABUU MOJH HaB 0a 6030p
3apyp JOHUCTA MEIlaBaJ.

A3 Tapadu aurap, Xyau Bazudan MEHEJbMEHTH MapKETHUHTUU CTPATEr], UH TaXJIWIY TaJIKUKU
tariinpéOannarumbor 0030pH MHHOBTACHOHI Ba HUIIOHATHpPi 0a TaIKWIN OSHAAOWHUM (HabOIUSITH
JoUMUU pomOapi mebomman. Makcas a3 puosSid MH PaBHII acOCaH TAbMHUHHU Japajball UIbPOUII Ba &
CO3aHJaruu Kapopw pomOapi Ba TaIIaKKyJId CHUCTEMaBy MOJEIH ITypPKYBBaTH JhaMbOBapUBY
KOpKapJu UTTHI00TH Oedocuiian wosatu 6030py 0o3opmmHOCi acT. MauyHuH, pavonuaru kacOi
Jap pesbau MmabdoHapy3UM WHTEPHETI Ba UPTHOOTH MyJhOHMOABY OmCEpsrOHMOA MaiiBacT rapauia,
BoOacta 0a MH MyBO(QHMKAcO3MM HAaKIIaBy MAaKCaJIHkOU CTPAaTeTHH MAapKETHUHIT a3 PaBUIIEHOE
MeOOIIana, K HOJIATPO Jap caMTH KaOylmu Kapopu MapKeTHHTT Typpa Tamiamry Oappaci
MeHamostHA[ 1, ¢.51].

PaBumimon (yHKCHOHAJIMH TaXJWJIMK CUCTEMAaBUIO HOJIATi Ba MHHOBATCHOHHWHU IaiBacTau
6edocuna UMKOHOTH (appoxu (aboIUIATH pomOapue MeOollaHa, Kdh KOPXOHaBY IIMPKATpPO
HumoHarup 6a 6030p kap/a, 3aMHUHAW MWHOXTHU TarMupEéOaHIarumbon 0030p Ba MYHBUTH JTOXHIIABY
O6epyHau OHpO (papomaM MeOoBapaH.

Wn paBuim-0 1ap HaB0ATH Xy/ 1ap IHAPOUTH UKTHUCOAN G030pH PHOSIM KOMIAH0H
3epHHH POH0apupo Taj1ad MEHAMOSIH/:

1. Humonarupi 0a XapuaopoHy MH30J60H Aoup Oa map SK HaMyId MOy XH3MaTHO,
MyalsiHCO3MH XapUIOPOH Ba TYIII KapJaHU XOBHIY Talab0TH OHEO.

2.TabiiMH HaMyZaHU XU3MaTPAaCOHUXOM MAapKETHHT# HaMuyH paBUIIM 0030piIMHOC Ba
HUIIOHATUPUH TaXJIWIi 6a CErMEHTHON MaKCcaJHOKH 0030pi.

3.Pombapun cucTeMaBUM TaxXJWIi Ba MOJEICO3MH HOJATHO, MAHI0 KapJaHW ap3HIIHON
0030prUpUBY HHTU30PUU UCTEBMOJIKYHAH/IarOH Ba UIOPaKyHUHU OHXO.

4. Tamkunn MPTUOOTY MUTTUIOOTH MEHEJBMEHTH MAapKeTUHIT 0a HCTebMOJIKYHAHAAroHy
XapUI0pOH Ba MyalsiHCO3MHU CapCyIypAaruy OHEO.

5. Tabiiun HamyJgaHu COBHOKOpPT mWaMuyH Qabonusitu ¢GapmhaHTuBy WHHOBATCHOHHUU
pyma€danari Ba co3aHaarud MapKeTHHI.

6.I'ycTapuinm \aMruporBy HBaMKOpi 00 HIAPUKOHU CTpaTeruu pyuia aap 6030p.

7.A3 GaiiH OypaaHu OIOpOKApTHSIM MEHEJbMEHTH MapKETMHTHM KOPXOHABY IIMPKATHO Ba
rysaiura 6a kouaau pyumaéoanaaruu JOMMUU HHHOBaTCUOHUBY CO3aH/ari.

Jlap ®monaTé KOMWIAH pUOs TalTaHW 7 — KOWAAW TaBCEaBH TaxJIWINA KyKYHUH XOJaTH
MapKeTHHTT SIK KaTOp OMUJIOM TUTap aMaji Merapaasi, Ku 0a paBaHAu (aboiHiATHON poxOapit
TabCUPH OEBOCUTAH XYAPO MEPACOHA;

1. Mymutu pakobarna3upuu KOpXOHaBY IIUPKAT 06a 1acTOBpaaHk0 HOWI TapAuja, Aap JaBpau
KyTOBH Tabpuxi O0a OOBapuBY SHBTHPOMH XapUaAOp Ca3oBOp Merapiaanx Ba 0Oa Tamabotu
HMCTEeBMOJIKYHaHAa MYBO(PHK MOy XM3MaTHO UCTCHCOJI MeHaMos |2, ¢.19,24].

2.Bobacta a3 gapasbaBy 3WHaM  pymaéOaHaari, HONATHOM  (DapKKyHAHAATUBY
pyuaE6anIarupo MynomHIa KapiaH UMKOHIIa3Up acT, KU a3 AUrap JbOHUO UMKOHOTH 0030pEoun
Bap K KOPXOHABY HIMPKAT acT.

3.lunxosm KOPXOHABY UIMPKAT MMKOHOTH BOJIOM KOPKapId pPaBUIIKHOU KOHCENTYalUuBY
CTpAaTTUU MapKETHHT UM XyIpo 0a AacT oBapja, XyApo Oa mapoutu 0030p MyBopHUK MerapoHa.

4.PaBUIIKHOM ANOKUAAN CTPATETMH MAPKETUHTT Ba TAKTUKAH alIObUIal POH0apHi MapKETUHTT
BaTMaH 0a yibJ1al MEHEJbepPOHU 0030pIIMHOCY TABOHMAHIM KOPIOHY KOPOMY3 BOT'Y30p MEIIAaBaHI.
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5.Jlukkat acocMM KOPXOHaBY IIMPKAaTHOM HMpY3a OIBHCTa — OBHCTa 0a paBHIIBOU
ANOBUAAN UCTEHCOJIA MOJIY XM3MaTHO Ba PABUIIBOM KOIUIEKCUN KOHCEHTPATCUSU UCTEHCOJIUBY
MOJII paBOHA Merapaau.

bo nmap HazapaomTH paBUILKBOM OBaplally/a MEHE/bMEHTH MapKEeTHHIMpO 3apypartu 0Oa
TABJIMIA YHCYPH-OU 3€PHHU Oam0INIb] Jhall0 HAMYJaHHU JUKKATH acoci BYJbYA J0Pa:

l. Tamnunu 3axupamor TOXWUIM KOPXOHA Ba € IIMPKAT, TaWmJIWIA KOHCEICHUSIU CTpaTeri Ba
MMKOHOTH UCTU(Oau OKUIIOHABY CAMapaHOKU 3aXUPas0.

2. Tawaunm My®BUTH OepyHau WHTHUMOI, UKTUCO/T, paBUIIHOU PyIIAE0aHIaTHH TEXHOJIOTT Ba
TabCUPPACOHUH OH 0a TAlKUMHU pakoOaTnasupruu KOPXOHA Ba € MIMPKAT.

3. Tamwauam OMUIHBHOU MypKyBBaTi Ba € KaMKyBBaTUM PakUOOH Ba HU30MHU TariimpébaHnaruu
OH 0Oapou 1aBpamOU OSTHAAU CTpaTeri.

4. TamIniIu HUILIOHIUHbaHJalkoU TaJab0TH UCTEbMOJIKYHaHa Ba € Xapuiop.

5. Tamaum paBUIIEKBOM HHHOBATCHOHUY PyIIAE0aHIarii KOPXOHa Ba € MIMPKaT, OapTapusT Ba
OsIHJa0MHUM CaMapaHOKHUHU OH.

JlacTaniapkopoHu OaxIiu MEHEJbMEHTH MApKETHHIT Jap YyHHH SIK akujau yCTyBOp Kapop
JIOpaHJl, KU NaHJb YHCYpH (aBKyl10a€H METaBOHAH/ a3 PaBUIIKHOM aCOCUM TamIWIl kalysn Kapnaa
1IyJa, baMyyH UMKOHOTH 0O30pMH KOPXOHABY IIMPKATHO Jap LIAPOUTH JbalbOHMIIABUU aMUKU
MKTUCO/IiI IMHOXTA maBaui|[3, c.14,19].

KajaMu JUrapu Tam IHIHH MAPKeTHHIHH KOPXOHA BA ¢ IIMPKAT HH YH,II0PHH
AOMMMH MYTaxacCHCOH ouj 0a 0o3opmuHOCci 0yaa, a3 paBHIIKBLON 3epUH HOOPAT MeOOIIA:
l.Tamwaunu noumuu TariupéOaHIaruu MyHBUTH JO0XWJa Ba OepyHaW KOPXOHABY H-OJIATH
pakubOoH ap 6030p, TAKIUIN PaBUILKHOY HABMHY MHHOBAaTCUOHI Ba Tar HUpEOaHIarubo.

2. Tawauin JTUHAMUKHHM COBalkboM 0030p, AUrapryHIIaBud padTopu Xapuaopy YHCYpHOH
aurapu Tariupéoanaa.

3. Tawnamry OamOIUBUN YHCYPHOU alomuian 0030pi, Mailo KapAaaHW XapHIOpPOHU
capcynyp/ia, TabWMH HaMyJaHUM Tapadmou MypKyBBaT Ba € KaMKyBBaTH PakHOOH YHCYPHOH
TabCUppacoHaHza 0a OH.

4. Tawiunu kapopu pomOapi oujg 6a HMHTUXOOM CErMEHTH,OM MaKCaJHOKH 0030p Ba
0ambOJUBUBY HIAPTY MAPOUTH TAbCUPPACOHUN OHEO.

5. Tamaunm cTpaTeruu BOJIaTy MyBHTH OepyHan 6030p Ba TAbCUPPACOHUN OH 0a caMapaHOKUU
OSIHJIal KOPXOHA.

Fbaman uH paBUIIKOM TawkIWIi HBAMUyH acOCH Ha3apUsSBHIO aMaJUd KOpPH pomOapuu
MapKEeTHHT1 XHM3MaT HaMyja, UMKOHOTH OaJlaHId TabCUPPACOHHPO Oa Kapopu pombOapi mopaHi.
OHB0 MyalsTHKyHaHJaBy HUIIOHATMPU aCOCHM PAaBHILU CTPATETMHM KOPXOHABY IIHMPKAT 0a HUCOO
padTa, BaMuyH KaJuau KyIIOMIIM MacOWJ Ba YHCYPHOM MOHeau pyuinédbaniaari xusmar Hamyza,
O6apou kalbynu Kapopu pomOApUH CTpaTerMd MApKETHHIT HaM4yH MOMIEBOP XHW3MaT MEHAMOSHI.
SAbHe, paBuIImbOM TariupéOaHAaruM MYBHTH OepyHa, WHUYHHH TardiupéOaHmarumou 0030pHu
rio0anuu JhamboH1, BONATHOU AeMorpadi, papmaHruBy SKOTOTUBY CUECT, TEXHUKUBY TEXHOJIOTT Ba
JUrap yHCypmwoe, ki 0apon (pabosusaTH KacOUBY BYHAPUH Hbap sIK KOPMaHAy pom0apu KOpXOHa Ba
€ IIMpPKAT TabCUPPACOHI JOPaH, OMIIBON MYBUMU PYIIIN MEHEJbMEHTH MapKETUHIT MeOOIIaH .

["apuanzie paBUILIKBOM CTPATErMM MApKETUHTMU MEHEJbMEHT BhaMuyH (aboiIuiATH Bamapysa
naiiBacra Tamiwty Oappaci mMeraplaHi, MOpO 3apyp acT OamOJUI-MH CaMapaHOKUU (aboNUATH
wBamapy3aBy mapmba(TanHaBy HapMOBHApO JOIITa OOLIeM Ba HULIOHAMIBAHAAKOU CU(ATHBY
MUKIOPHM OHPO 3€pH HA30paTh ayAuTopi Kapop OummmeM. Mo 0057 HUIIOHIWHAHIAHOU
camMapaHOKu (aboIMUATH KOPXOHApO 3€pH TamJIMIM ayAUTOpi Kapop [a0ja, OMMIHBOUM 0a OH
TabCUPPACOHPO MNaliBacTa MyaiisiH co3em[4, c.284].

KamOyaumopo Oaprapad namyma, 6apou nap osHOa pom HaloAaH 0a KaMOYIWBY HYKCOH
3aMHHa MYBOQHKY TMEHIHUBOAKBO momTa Oomem. MHYyHWH, omp 0a MYHBUTH MapKETHHT,
WBPOMILM Makcaqy Ba3u(pamo, CHUCTEMau HAKIIABUIO HA30paTUM MEHEJbMEHT, Jbapa¢Hu
HCTEHCOJUBY HOCUITHOKMHM MEHHAT, TAIIBUKOTY TapfuOOT Ba HUIIOHAKOU OpeHAMBY TaMrau MO
nap 6030pH r106aIMK JbaKkOHI TAWKININ MailBaCTau ayJJUTOPi aHIBOM OUTUELEM.
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HbamuH Tapuk, MyToOMK 62 Tamk/INJIM Taaa0oTH (paBKk caMapaHOKHMHM UAOPAKYHHMHU
MapKETHUHTHPO Jap MeHe/bMEHT a3 pyiM S paBull MyaiisiH KapJAaH MyMKHH acT:
1.@avonusaT nap 3uHaM 0030pH aMHKH JbalkbOHI, OyHPOHHOM COMABHH JHAOHI Ba 0030pHU
OaitHanmunani. M anbatrta, TascuppacoHuu 3 - 5 comapo JolITa, METaBOHAJ Aap osHAa Oa
pyuinéoanaaruu KOpxoHa Ba € MMpKaT TabCcUpu Mycoi Ba € MaH(i gomra Ooma.

2.DavonuAT Aap 3MHAU MAaKpOUKTHCOAUU 0030py MUHTaKaBi Ba € MOXWIan K Mamajakar. MH
3WHAW TO/IeBOpUU (PaBOIUATH KOPXOHABY MIMPKATH HIyMO Oyza, anmbarra TarimpéOanHnaruv oH
METaBOHA]l TAbCUPPACOHNHN OEBOCUTA Ba OABOCHTAM MapKETUHTT jommTa Oomanaf[s, c.138].

3.PaboauAT 1ap 3MHAU MUKPOUKTHCOAI TAbCUPPACOHUM MOIY XM3MaTHOU aJOWmUIAPO 3€pU
TamkJINI Kapop 10/1a, HUIIOHANbaHIakhou Tariupé0anaaruu moiaTu 0030p, HCTEbMOJIKYHAHIABY
Xapuaopy pakuOoHpo 0am0 /10/1a, PABUIIHOU TAKTUKUBY CTPATETHH TAbCUPPACOHUPO MEHEIbMEHTH
MapKeTUHTT MyCTaKuiIoHa KaOyJ Kap/a MeTaBoHa.

4.PaponuAT nap 3WHAW KOPKAaJW MOJIA aJIOBUIABY XHW3MAaTPACOHHILOHM AIOBHUIAN 0030pHU
KOpXoHa. Jlap uH paBHILIK UIOPAKYHUN MApPKETHHTT XaTH HhapaKaTh MOJ lbaMajbOHU0A 3epU TabJIUITY
Oappaci kapop rupudTa, Mmyppa OMyxTa MeIIaBaJ Ba ajJOKaMaHIWU Wap SIK CyOHeKTH 0o30puu
JoXuaBy OepyHa TamIuiy 6appaci merapiaan.

5.®@abonuAT Jap 3uHaM 3JboAy KamipuéTH KpeaTHBHUIO KOTHUTHMBUM MHHOBAaTCHUOHI. AciaH,
MEHEJbMEHTH MapKETUHIT 6apou UCTEH-COIM MOJY XM3MAaTHOU HaBUH (aboNMATH WAOPABi JOLITA,
KYUIMIIM TMENIHUEKOJ] COXTAaHU MOJIM a3 HUTOBU Xapuaop OapTapusATAOIITapO MEHaMos] Ba
camMapaHOKuU OajaHapo UHTU30p acT[6, c.166].

Xyinoca: Mo 0a OH aHzelaeM, Ki a3 UH MaHJb PaBUIIN TaXJIWINK UAOPAKyHUH MapKeTHHTUU
KOPXOHaBy LIMPKaTHO MyailH Merapiaja, Kd OH JbapaéHu Oedocuiian OMY3HUILUBY TarbJIUINBY
TaIKUKOTUPO MOHJA, a3 Hap SK MYTaxaCcCHUCHU COWma MamopaTdh OajmaHan KacOMBY HyHapi Ba
¢babonuaTu naiiBactau pomOapupo Tako30 MeHaMosI 1. SIbHe, Makcaly Bazudan acoCH1 MEHEJbMEHTH
MapKeTUHI1 MH TNEIIHUOAU CTPATEeTUSU a3 HUTOHbM WIMHMBY aMaii Ba 3JbOAMBY Kamluéti
ACOCHOKKapJallyjal TaBceal MapKeTHHI'MHM KOPXOHABY IIMpPKAT Ba TabMHUHU OapOpHIIM MOIY
XM3MaTPAaCOHUH0U HAaBUHU 0030prupy 6030pE0uu 6anaHau HHHOBAaTCHOHT MeOOoIIaI.
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MN3YUYEHUE PABBUTUA ®PAHUAMU3ZUHIA B I_[I/I(I)POBOfl 9KOHOMMKE B
PA3BUTHBIX U PASBUBAIOIIIUXCSA CTPAHAX

AJINMOB AKOBUP MUPBAXHUJTOBUY
MarucTpanT Briciiel mKkonbl Ou3Heca U IpeANnpUHUMATELCTBA
npu Kabunere MunuctpoB PecriyOnuku V30ekuctan

Annomauun. B cmamve npedcmaeien cpasHumenvHull AHATU3 PA3GUMUSL YUPDPOBO2O
@panuanzunea 8 CMpaHax ¢ pasHvlM ypoHeM IKOHOMUYeckoz2o pazeumus — I epmanus, @panyus u
Janus ¢ oomou cmoponvl, Poccus, Kazaxcman u Ipysus ¢ Opyeou. Lugposoti ¢ppanuatizune
paccmampusaemcs  Kak — mMpaHc@opmMupo8aHuas —mMooenb — mpaouyuoHHO20 — (panyanzuned,
UHmMezpUpPyrowas UHCMpPYMeHmMbl  JJIeKMPOHHOU KOMMEPYUL, UCKYCCIMBEHHO20 UHMeLLIeKma,
Oonvbuux OaHHbIX U UHMepHem-gewjell. Mlcciedoeanue 0CHOBAHO HA MEHCCMPAHOBOM CONOCMABTIeHUU
HOpMamMueHO-npagosoll 6azul, yugdposotl uHGpacmpykmypbol, yposHs RPOHUKHOBEHUsL MEXHOL02ULL U
3penocmu UHCMUMYYUOHANbHOU cpedbl. Boisenenvl kak obwue meHoeHyuu — HeopeHue Yu@dposvix
UHCMPYMEHMO8 6  YNpagleHue  @panwuszamu, mak U paziuyus,  00YCI06IeHHbLE
UHppacmpyKmypHoiMu, npagosvimu u Kyromypuvimu gaxmopamu. Coenan 61600 o pewiaoujem
3HAYEHUU CUHEPSUU MEXHOIOSUYECKUX U UHCMUMYYUOHANbHBIX YCA08ULL Ol YCHEeUIHO20 PA3GUMUsL
yugpposozo panyaiizunea. B cmamve cghopmyruposana sunomesza 0 mom, Ymo UMEHHO YPOBEHb
Yyughposoll 3perocmu U HOPMAMUBHOU NOOOEPIHCKU onpeoesem Mmemnvl U Macumad eHeOpeHus
yugpposvix moodenei 6 @panuaiizuneogylo npakmuky. Cgopmyrupoeanvl npakmuieckue
PEKOMEHOAYUY NO CIUMYIUPOSAHUIO YUPPO6020 Ppanuaii3unea 8 pa3eusaouwuxcsi CmpaHax.

Knwueevie cnoea: ppanuaiizune; yugposas sKoHoMuKa;, Yu@pposol Gpanvarizune;
e-commerce; UHCMUMYYUOHAbHAL —cpedd; Yupposas mpanchopmayus, MeHCOYHAPOOHbIL
CPABHUMENbHLIL  AHAU3, NPABOGOe pecyiuposanue; ONOKYeUH, UCKYCCMBEHHbIL UHMENLIeKN,
pazeumvle CMpamnbvl,; pa3eUEarOWUecs CMpaHbl.

BBeaenune
Hudposuzanusi SKOHOMUKH (OPMHPYET HOBBIE BO3MOXXHOCTH W BBI3OBBI JUIS Pa3BUTHSA
¢panuaiisuara Bo BceM Mupe. OpaHYali3MHI — IIUPOKO PaCHIpPOCTpaHEHHAs MOEIb

MacuITabupoBaHusa Ou3Heca, KOTOpash BHOCUT 3HAYUMBIA BKJIAJl B SKOHOMHYECKOE DPa3BUTHE:
UCCIIeIOBAaHUS IOJATBEPIKIAIOT, YTO PA3BUTHE CETH (PpaHILIN3 MTOJIOKUTEIBHO CKa3bIBAETCS HE TOJIBKO
Ha pocte BBII u 3ansiTtocTd, HO M Ha coUMaIbHOM, MHGPACTPYKTYPHOM M HWHCTHUTYLHOHAJIHLHOM
nporpecce cTpasbl. B ycioBusix 1udpoBoii 5KOHOMUKY TpaIuIMOHHBIN (ppaHuaii3uHT npeTepreBaet
TpaHcpopManuio: NosBIsIOTCS HuGpoBble (GpaHIIM3bI, COBMEUIAIOUINE MPOBEPEHHBIE OU3HEC-
MOJEIM C BO3MOXXHOCTSIMH OHJIAMH-KOMMEPLIMM U COBPEMEHHBIX TexHoJoruil. ILudposou
(paHUAiZMHI MOXXHO ONpEIENUTh Kak NpUMEHEHHE LU(POBBIX HHCTPYMEHTOB (€-commerce,
OONBIIMX JIaHHBIX, HCKYCCTBEHHOI'O MHTEJJIeKTa, MHTepHeT-Bemed u 1p.) B  paMKax
(hpaH4aii3MHrOBOM MOJENU ISl TMOBBIMICHUS 3(PGEKTUBHOCTH, MACIITAOMPYEeMOCTH U THOKOCTH
ouzHeca.  Muterpauus  MHPOPMALMOHHO-KOMMYHHUKAIIMOHHBIX  TEXHOJOTHMH  MEPEeBOAUT
KJIACCUYECKHUE CETH C OTIOPOM Ha (PU3NUECKHE TOUKHU B «LIU(PPOBBIE SKOCUCTEMBI», IO3BOJISASI CHIKATD
U3JCPKKU Ha o(JaifH-ONepaluy U paclMpsTh IPUCYTCTBHE 3a CUET OHJaiiH-KaHanoB. Hampuwmep,
matdopma Fora Travel mama BO3MOXKHOCTh HE3aBUCHMBIM TPEBEJI-KOHCYJIbTAaHTAM pabOTaTh MO
OpeHsoM KpynmHOW KOMIaHMu 0Oe3 3aTpaT Ha coJepkaHue O(HCOB, MOJIb3YACh pelyTauued u
noaiepKKor paHyvaitzepa B udposoii cpeae. Lludposoit ppanuaiisuar npenoctapiseT ppaHdanzu
MOJTHOLEHHYIO IU(PPOBYIO HMHOPACTPYKTYpY [UIS YHpaBieHHs OW3HECOM, UYTO CHOCOOCTBYET
OIepaTUBHOMY MPUHSATHUIO PEIICHUH, TOUHOMY MapKETUHTY ¥ ONTUMH3ALUU PECYPCOB.

MeTtoanl

HccnenoBanue onupaeTcss Ha MEXKCTPAHOBOM CpPaBHUTENBHBIA aHATU3 Pa3BUTUS LUPPOBOTO
¢paHyaii3uHra, OCHOBaHHBIM Ha cOope W OO0OOINEHMHM JaHHBIX W3 HAYYHOW JIUTEPaTypHI,
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MEXIYHapOIHBIX IKOHOMUYECKUX OTYETOB U OTPACIEBOM CTATUCTUKU. B KauecTBE MCTOYHUKOB
nH(GOpMalIUK HUCIIOJIb30BAIUCH HAYYHBbIE CTaTbU, OTUYETHl MEXKIYHAPOJHBIX OpraHu3alui, JaHHbIE
(bpaHYai3MHTOBBIX ACCOIMAINI M aHATUTHYECKUE 0030PbI phIHKA. J[J1s1 corocTaBiIeHus MoKa3aTenei
Y TeHJCHIMH pa3BUTHsI ObLIM BBIOpPAaHbI [0 TPU CTPaHbI C BBICOKUM ypoBHEM pa3Butus (I'epmanus,
@pannus, anus) u ¢ popmupyromeiics mudposoit skoHomukoit (Poccust, Kazaxcran, ['pysus).
AHanu3 BKIIOYAET KOHOMHUKO-TIPABOBYIO OLIEHKY — PacCMOTpPEHUE HOPMATHBHO-IIPABOBOM 0a3bl
bpanuaiizmara W THPPOBOM JKOHOMUKH, a TaKKe CTATUCTHUYCCKHHA aHamu3 (TEMIIBI pPOCTa
(bpaHuali3MHTOBOTO PHIHKA, KOJIMYECTBO CETEH, MPOHUKHOBEHHE TU(DPOBBIX TEXHOIOTHIA).

Pe3yabTaTsl

[Ipexxne Bcero, B pa3BUTHIX M Pa3BUBAIOIIMXCS SKOHOMHKAaX HabOmogaeTcst oOUIMil TpeH K
g poBu3ay (ppaHIaA3UHTOBOM JIEATEIBHOCTH. M B TeX M B IPYruX CTpaHax (paHyaiizepsl BCe
OoJbllle BHEAPSAIOT UGPOBBIE MHCTPYMEHTHI AJis MoBbIeHHus d(pdekTuBHOCTH cetu. Hampumep,
WCTIOJIH30BaHUE 0OJIBIIMX AAHHBIX U AaHATUTUKU YXKe MPU3HACTCS HEOOXOJUMBIM YCIIOBHEM yCIieXa
(b paHIIN3bI TOBCEMECTHO: KOMIIAHUU CTPEMSITCsI coOUpaTh U 00pabaThIBaTh JAaHHBIE O KIIHEHTAX IS
MEePCOHAIM3UPOBAHHOTO MAPKETUHTa M onTuMu3anuu o6usnec-nporeccoB. Uurepuer-emeii (IoT)
TaKXKe HaXOAMT MpHUMEHEHHe B (paHYali3MHre — OT YAAJEHHOTO MOHHUTOPHUHIA TOYEK [0
aBTOMATH3allMM ONepaluidl — YTO IO3BOJSET MOJEIUPOBATh OW3HEC-NPOLECChl M IOBBIIATH
CTaHJapThl OOCITY)XKMBaHUS KIMEHTOB. Takum o0pazoMm, uuppoBoil ¢paHyaii3MHI CTaHOBHUTCS
HOBBIM D3TanoM pa3BUTUA (paHUYaW3MHTOBOM MOJEIH, OOBEAUHSS MPEANPUHUMATEIBCTBO C
JOCTHKEHUSIMHU TEXHOJOTHYECKOr0 IIporpecca.

HecMoTpst Ha obOmue TeHAEHINH, HEOOXOJUMO MOAYEPKHYTh sl CYIIECTBEHHBIX PAa3IUYUil
MEXy TpyIIamu cTpaH. Bo-nepBbIX, pa3HUTCA MaclITad U 3peiocTh (ppaHYali3MHIOBOTO CEKTOPA.
B pa3BuThIX s5KOHOMHKaX (hpaHUal3MHT TaBHO YKOPEHWICS U JOCTHT 3HAYUTENIbHBIX 00BEMOB: 11O
naHHbIM EBpomneiickoil ¢denepanyu ¢paHyaifi3uHra, COBOKYIHBIA BKJIAJ (paHIIM3 B 3KOHOMHKY
EBpomnsl npesbimaet €300 muipz B ro1, a B CEKTOPE 3aHATO CBBIIIE 2 MIIH 4enoBeK. [ cpaBHEeHMs,
B Poccunm — kpynHeimield u3 paccMaTpUBaeMBbIX Pa3BUBAIOLIMXCS HKOHOMHK — OOOPOT pBIHKA
¢dpanmm3 B 2023 roxy coctaBui ~2,9 TpiH py0. (oxoso €30 Mipa), mpuueM €KEroaHBIH MPUPOCT
ouenuBaercs B 18-25%. Poccuiickuil (paH4ali3MHTOBBIM pPHIHOK HacuUThIBaeT okojo 3200
(dbpanygaitzepoB (2023 r.) ¥ TPOJOIDKAET IKCIIAHCUIO, HECMOTPS Ha YXOJ Psiia MHOCTPAHHBIX CETEH,
Onarosapst MOSIBIICHUIO0 MHOYKECTBA HOBBIX OT€UECTBEHHBIX KOHIECIIHH.

Amnanornuno, Kazaxcran, Xots u cran auaepoM dpanvaiisunra B LlentpanpHont A3un (Oonee
350 cereil), ocTaeTcsd CYyIIECTBEHHO MEHBUIMM pBIHKOM II0 CpPaBHEHUIO C KPYIHBIMU
3amaHOeBpONeHCKUMHU cTpaHaMu. Hampumep, o0beM dpanvaiiznaroBoro peiHka ®@pannuu B 2023
r. (oxomo €88 Mipa) MHOTOKpPAaTHO MPEBOCXOJUT MOKAa3aTenu JII000 M3 pa3BUBAIOIIMXCS CTpaH
Hamiero uccienoBanus. CregoBaTeabHO, Pa3BUThIE CTPAHbI XapaKTepU3YIOTCsS Oosiee BBICOKOM
HACBIIIEHHOCTHIO (paHIIM3aMH M OOJbIIed 3KOHOMHUYECKOW OTAadeld OT HHUX, TOrjJa Kak B
pa3BHUBAIOIIMXCS CTpaHaxX (hpaHUYaW3MHT TOKA 3aHMMAET MEHBIIYIO J0JII0 SKOHOMUKH, XOTS PacTeT
ObICTpEe.

Bo-BTOopHIX, paznuyaeTcs ypoBeHb HU(GPOBOI HHGPACTPYKTYPBI U TOTOBHOCTH K TEXHOJIOTHSIM.
PasButeIe rocynapcTa, Kak MpaBmio, 001a1al0T MIUPOKOH TOCTYITHOCTBIO HHTEPHETa M IH(POBBIX
CEPBHCOB, YTO CO3[aeT OnaroiaTHyio cpeay Aisi unudposoro ¢panvaiizmura. Hampumep, B
CkanguaaBun (Bkioyast JlaHWio) mUQpPOBO NOJKOBAaHHBIE MOTPEOMTENM M BHICOKUN YPOBEHBb
WHHOBAIIM 1eJIal0T 3TH PHIHKH U€aIbHBIMHU JIJISl TEXHOJIOTMYHBIX (hpaHIn3. Bo MHOrHX (hpanmmsax
TaKUX CTpaH NU(POBbIE HHCTPYMEHTH! (MOOMIIbHBIC TIPUIIOKEHUS, 00JIauHbIe CHCTEMBI U TIp.) YXKe
CTalld CTaHJapTOM BeleHUs OusHeca. HampoTuB, B pa3BUBAIOMIMXCS SKOHOMHKAaX JOCTYI K
TEXHOJIOTHSIM OTpaHMYEH BHE KPYIHBIX TOPOJIOB, a HU(POBas TPAMOTHOCTH IMpeaIpUHUMATEICH
Hmxke. Tak, B ['py3un, HecMOTpsl Ha Kypc Ha IUPPOBU3ALINIO, COXPAHSAETCS 3HAUUTENbHBIN ITUGPOBOI
paspbIB MEXay TOpoAoM U cenoM, Aepuiut UT-cnennaniucToB U HU3KOE JOBEpUE HACENIEHUS K e-
commerce, 4TO 3aMeNJIsieT pa3BUTHE OHJalH-cepBUCOB. B Kazaxcrane cxoxas curyauus: XOTb
MHTEPHET-TOPTOBJIS PAaCTET, y3KHE MecTa MH(PACTPYKTyphbl U OTpaHUYEHHBIN AOCTYM K (pUHAHCAM
HE TIO3BOJSIOT (hpaHUal3M MacCOBO BHEAPATH JOPOTHE TEXHOJOTHUH (HAIpUMeEp, CUCTEMBI
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MCKYyCCTBEHHOTO MHTEIUIEKTa). B pesynmbrare, B pa3BUTHIX CTpaHax HUPPOBBIE KOMIOHEHTHI
¢bpanmm3 (onnaiH-3aka3, aHanutudyeckue CRM-cucteMbl, MapKkeTHUHIOBas aBTOMaTu3alus U JIp.)
CTamy OOBIICHHOCTBIO, TOTAAa KAaK BO MHOTHX Pa3BHBAIOLIMXCS TOCYJapCcTBaX OHH BCE €IIle
BOCIIPHMHUMAIOTCS KaK HOBILECTBA U BHEPSIOTCS TOYEUHO.

B-TpeTpux, oTIMYaeTCss HHCTUTYUHOHAJILHASA cpela. B pa3BuThIX cTpaHax cOpMHPOBAHBI
LIUBWJIN30BaHHbIE NMPABWJIA UIPbl HA PbIHKE (DpaHIIN3, KOTOPHIC 3ALIUIIAIOT MIPaBa y4aCTHHKOB.
Hanpumep, Bo ®panunum 3akon Jlyomna o0s3piBaeT (panuaiizepa 3a 20 aHed 10 cHEIKH
MPEeIOCTaBUTh KaHAUIATY MOJIPOOHBIN JOKYMEHT 0 packpbiTuu uHpopmanuu (DIP). B I'epmanun
u JlaHuM OTCYTCTBYeT CIEIHAJbHBIA 3aKOH O (paHYaii3MHre, HO OTHOUICHUS PETrYyIHPYIOTCS
HOPMaMU KOHTPAKTHOTO IIPaBa; 3TH CTPAHBI I10JIATAl0TCSA HA CAMOPETYJIMPOBAaHUE YEPE3 aCCOLMALIAN
1 BBICOKHE CTaHAapThl Jo0OpocoBecTHOCTU. HanpoTuB, B pa3BUBaIOIINXCSI SKOHOMUKAX HOPMAaTUBHAS
6a3a yacrto orcraer. B Poccum yuyacTHUKM pBIHKa OTMEYAarOT HEXBAaTKy YETKUX IPABOBBIX
MEXaHU3MOB PETYJUPOBaHHUSA OTHOLICHWNA MeEXAy ¢paHdaiizepoM u (panyaiizn. OTcyTcTBHE
CHeLMAIbHBIX 3aKOHOB U HaJ30pa MPUBOAMT K MOSIBICHUIO «IIYCTBHIX» (PpaHIIN3 — MPEIIOKEHU ¢
IPOMKHUM OpEHJOM, HO 0€3 peaJbHOro COAEpXKaHUS U IMOAJEPKKH — 4YTO TOJPHIBAET JIOBEpHE
npennpuHumarenei. B Kaszaxcrane cxokume mnpoOsiembl: crnabas 3aliuTa HHTEIUIEKTyalbHOU
COOCTBEHHOCTH, HU3Kas OCBEJOMJIEHHOCTh OpraHOB BJAcTH O crneuuduke QpaHyaii3uHra u
OrpaHMUYEHHBIE MEPBI TOCYJapCTBEHHOM NONIEPKKHA TOPMO3AT pa3BUTHE CEKTOpa. bes npo3padHbix
npaBui 1udpoBsie TIaTGOpMbl (paHUYA3WHTA CTAIKUBAIOTCS C HEJOBEPHUEM, a OTCYTCTBHE
JIETUTUMHOCTH 3JIEKTPOHHBIX JOKYMEHTOB 3aTpPyIHSET [IEPEBO/I CAEIOK B OHJIAH-(popMaT.

Haxosnen, pa3nnyaroTcst HOAX0Abl K MHHHOBAUMAM. Pa3BUThIE CTpaHbl BHEAPSIOT HOBIIECTBA
HBOJIIOIIMOHHO, IIOCTENIEHHO OOHOBISAA TEXHOJOTMU B ceTsaX. KpymnHbele MexayHapoJHbIe
(bpaHuaii30pbl yK€ MHBECTUPYIOT B LU(POBbIE pelieHus rnodansHo (Hampumep, McDonald’s u
Starbucks moBceMECTHO HCTONIB3YIOT aHAJUTUKY JaHHBIX, MOOWJIbHBIC MPHUIIOKEHHS IS 3aKa30B,
porpaMMbl JiosibHOCTH Ha 60aze WMU). B pasBuBaromuxcss 3KOHOMUKax HWHOTAA BO3HHUKAIOT
NpPOPBbIBHbIE  PpelleHusi, MPOAUKTOBAaHHbIE HEOOXOAMMOCTBIO  OOXOAWTH  OTPaHUYECHHUS.
[TokaszarensHslil npumep — B Poccun B 2024 rony nposeneHa nepsas B EBpasuu nndposas caeaka
npoaaxu ¢ppanmsbl Ha 6iokueitn-mardopme Scale IT. Cuctema aBToMaTH4eCKU HACHTUDHUIUPYET
CTOPOHBI, «YIIaKOBBIBAET» U IMepeaaeT MpaBa Ha (paHIIN3Y C MOMOIIBIO CMAapT-KOHTPAKTOB, a BCE
KJIIOYEBbIE JIaHHBIE (PUKCUPYIOTCS B paclpeie]IEeHHOM peecTpe Mo TpeOOBaHUAM 3aKOHOAATEIbCTBA/
OKcnepTbl OTMEYAIOT, YTO TAaKOM MOJXOJ JielaeT PHIHOK OoJjiee MpO3payHbIM U O€30IacHbBIM:
¢buKcamnys npaB U pacyeToB B OJOKYEHE MpeAOTBpaIIaeT MOUICHHUYECTBO U YKPEIUISET JI0Bepue
MexXay O¢paHdaiizepoM M (paHdaiizu. Tam, rae TpaJAWLUOHHBIE HOPUAMYECKHE IPOLEIYPbI
TPOMO3JKA U JIOpOTH, IU(poBas IuiaThopmMa COKpAIIAEeT H3JIEPKKU U YCKOPSET 3aKIIIOYCHHE
J0roBOpOB. B pa3BUTHIX cTpaHax MoOKa Majlo MOJOOHBIX MHUIMATUB — M3-3a OTCYTCTBHUSI OCTPOH
HEOO0XOAMMOCTH KOMIIEHCHPOBATh MPOOEIIbI PETYIUPOBAHUS, XOTS UHTEPEC K OJIOKYCHH-pEeIICHUSIM
JUISL yIIPABIICHUS CETSIMH TOXKE MOSIBIISCTCS.

Obcy:xxaenune

Cpenu BBIABICHHBIX PA3JIMYMNA U OLIEHUTH NEPCIIEKTUBBI Pa3BUTHUA LU poBOro (ppaHyaiizuHra
HEOOXOMMO OTMETUTH CIICAYIOIINE aCIIeKThI. | TaBHBIM (PaKTOPOM BBICTYIIAET YPOBEHb HH(POBOH
3peJIOCTH SKOHOMHUKH. Pa3BuThle CTpaHbl BBIMTPBIBAIOT 32 CYET MOLIHOW IM(POBOI
UHPPACTPYKTYPHl (IIMPOKOTOJIOCHBI WHTEPHET, BBICOKAs JOJs MOJb30BaTeleld cMapT(OHOB,
pa3BuUTasl JOTUCTHKA e-commerce) U HH(POBOii IPAMOTHOCTH OU3HECa U HaceJleHUs. DTO CHUXKAeT
Oapbepbl UIA BbIXOJa (paHYAM3HMHIOBBIX MOJIENIel B OHJIAWH: MOTPEOUTENTH TOTOBBI 3aKa3bIBATh
4yepe3 NPUIIOKEHUs, a NMpealpuHuMaTenu — uHBecTHupoBaTh B MT-cuctemsl. B pasBuBaromuxcs
HKOHOMHKAX HEPEAKO COXpaHseTcs NU(POBOE HEPABEHCTBO — YACTh HACEIICHHS U OM3HECA OCTaeTCs
BHE LU(POBOro mpocrtpaHcTBa. be3 q0cTaTodyHOro AOCTyHa K CBSA3M M HaBbIKaM OOpalleHUus C
TEXHOJIOTUSIMU JIaXKe TepCrieKTUBHAS nrpoBas (hpaHIII3a He CMOKET OBICTPO MacIITaOUPOBATHCS.
Takum o0pa3om, yposenv ungpacmpykmypel u 00pazo06aHus TPSIMO BIUSET Ha TEMIIbI
mudpoBu3anu HpaHyaii3uHTa.
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He menee BakHa MHCTHTYHMOHAJBHAsA cpena. [logaepxka rocyjapcTsa M HaJaUunue YETKUX
«MpPaBWI WIrPbD» OKa3bIBAIOTCS PEIIAIOIIMMU JUIsl JIOBEpUs K HOBBIM MoAeNnsM. Tam, rue
3aKOHOJATENBCTBO 3AIIMIIACT YYACTHUKOB W TPU3HACT OPUAMYECKYI0O CHIIy HH(POBBIX
MHCTPYMEHTOB (RJIEKTPOHHBIX IOKYMEHTOB, IIaTeKeH, TUCTaHIIMOHHBIX JJOTOBOPOB), (ppaHUYai3uHT
ObICTpee MepexoAuT B IHU(POBYIO TIOCKOCTh. HampoTus, mpu HOpMATHBHOM HEOINpEeIeHHOCTH
(bpanuaiizepsl U ¢ppaHyaiizu omacaroTcsa MEePeXoAUTh Ha MOJTHOCTHIO IU(POBbIe GpopmaTsl OU3HECA
M3-32 TPaBOBBIX pHUCKOB. VccienmoBaHus TOATBEP)KAAIOT: pa3BuTas HMHQPpACTpyKTypa U
MOIICPKUBAIOIIINE 3aKOHBI CTUMYJIHUPYIOT 3KCHAHCHIO (ppaHIIM3, TOrAa KaK WHCTUTYIMOHAIbHBIC
1po0GieMbl (HanpuMep, BBICOKUN YPOBEHb MPECTYITHOCTH WJIM KOPPYILMH) OTIYTUBAIOT HHBECTOPOB.
[IpumeuaTenbHO, 4TO caM 1o cebe JOCTYN K HHTEPHETY WJIH Jlake 3HAaUuTeIbHbIE pacxoasl Ha R&D
HE TapaHTUPYIOT pocTa (ppaHUaii3uHra, €CJIu HE CO3/1aHbl YCIOBUS JUIS IPEAIPUHUMATENLCTBA. DTO
YKa3bIBaeT Ha HEOOXOIUMOCTh KOMIUIEKCHOTO MOAXoAa: U poBoil (hpaHUaii3UHT MPOLIBETAET TaM,
/1€ TEXHOJIOIMUECKHE BO3ZMOKHOCTH MOAKPETIIIEHBI OJIaroNnpUsTHBIM J€JIOBBIM KIIMMATOM.

[lonyuaercs, uro pa3Butue uudpoBoro (QpaHvaii3MHra oOIpeaenseTcss CUHepruei
TEXHOJIOTHYECKUX MW HWHCTUTYIHOHAIBHBIX (akTopoB. B cTpanax ¢ pa3Buroit 1udpoBoit
MHPPACTPYKTYpOH M OlaronpusTHOW HOPMATUBHOU cpefol I(poBOi (paHUali3UHT pa3BUBaeTCA
obicTpee U 3¢ dexkTrBHEE, YeM TaMm, rie HH(pacTpykTypa ciaba W HMHCTUTYThl HE DPa3BUTHl —
BHeApeHHe HU(POBBIX MOJIesIel B TAKUX YCIOBUAX HATaJKUBAEeTCs Ha cepbe3Hble Oapbepbl. IHBIMU
CJIOBaMH, pa3HUILIA B IU(PPOBOI 3peIOCTH IKOHOMUKH BO MHOT'OM MPEOTNPEAEISET pa3pbiB B TEMIIAX
u popmax paszsutus 1udppoBoro Gppanyaitzunra. [lpu ynydmenun nHGPacTpyKTypbl U HHCTUTYTOB
pa3BHUBalOIIMECS CTPAaHbl CIIOCOOHBI YCKOPUTH JIOTOHSIONIEE pa3BUTHE, pealu3ys MOTEHIUal
udpoBoro ¢ppaHyaii3uHra st pocTa SIKOHOMHKH.

3akiro4eHue

Hudposoii (paHUaii3uHT pa3BUBaeTCs MO-Pa3HOMY B JIKOHOMMKAaX pa3HOro ypoBHsA. B
Pa3BUTHIX CTpaHaX OH YK€ WHTEIPUPOBAaH B YCTOSIBIIMECS KPYIHBIE CETH, JaeT CYIIEeCTBEHHBIH
HSKOHOMHYECKUH A(PGEeKT U omupaercs Ha OJIaroNpusiTHbIE WHCTUTYLMOHAIbHbIE YCIOBUS. B
pa3BUBAIOIIMXCSA CTpaHax MUPPOBON (PpaHYAN3UHT TOJBKO HAOHUpaeT 000pOTHI Ha (oHE OBICTPOTO
pocTa CeKTopa, HO CTAJIKMBAETCS ¢ MHPPACTPYKTYPHBIMU U MPABOBBIMU OaphepaMu. BoIsiBieHHbIE
OTJINYUS — MaclITaObl PbIHKA, YPOBEHb TEXHOJIOTMUYECKON OCHAIIEHHOCTH, CTETIEHb PETYIMPOBaHUS
— TOATBEPXKJIAIOT PELIAoNIyl0 poiu HU(PoBOHl MHPPACTPYKTYpbl M HMHCTUTYTOB B JMHAMUKE
¢dpanuaiizuara. Bmecre ¢ TeM cxoJHbIe TEHIEHIUHU (CTPEMJICHUE UCIIOIB30BaTh OOJbIINE JaHHbIE,
OHJIaliH-KaHaJIbl, aBTOMAaTHU3allMI0) MOKAa3bIBAlOT, YTO MPU YJIYUIIEHUH YCJIOBHM pa3BUBAIOLINECS
PBIHKH CITIOCOOHBI COKPATUTh OTCTaBaHUE.

B yactHOCTH, MEpaMH AJI1 CTUMYJTUPOBAHUS IUPPOBOTO (paHUaii3uHTa ABISIOTCS:

Bo-nepBbIX, YKpeTIeHHe TPaBOBOW OCHOBBI 3TOM OTpacyi. Pa3paboTka cienralbHBIX HOPM,
perjJaMeHTHPYIOIMX OTHOWIeHus (¢paHyaiizepa u (paHuaii3u, TpeOOBAaHUS K PACKPBHITUIO
nHpopManuu, a TakKe NpPU3HAHWE FOPUIWYECKOW CHIIBI HIHU(POBBIX CHEIOK co3damayT Ooree
Ipo3payHble ¥ Oe30MacHbIe YCIOBUS Ha PhIHKE. MeKIyHapOAHBIH OIBIT IOKA3bIBACT, YTO CHIDKCHHE
OapbepoB BXOJa W CTUMYJIHMpPOBaHHME (paHUali3epoB YCKOPSIOT MNpuxoi GpaHmu3 U AaloT
TIOJIOKHUTEIbHBIE () (HEKTHI I SKOHOMHKH.

Bo-BTOpbIX, HHBECTHpPOBaHHME B pa3BUTHE LU(DPPOBON UHGPACTPYKTYpPHl U OOyuYEHHE.
YcTrpanenne nudpoBOro HEpaBEHCTBAa (HAIPHUMEp, IIMPOKOIOIOCHBI MHTEPHET B PETHOHAX) H
MOBBILICHHE ITU(PPOBOI TPAMOTHOCTH MpEAIPUHUMATENCH — HEOOXOAMMBIE YCIOBHS YCIEUTHOTO
¢byskunonupoBanus 1HQpoBeiX  (panmms. IIpopunpHeM  acconumanusaM OH3HECa  CTOUT
COJIeCTBOBAaTh TpaHCEPTy 3HAHUM U JyUIIUX MPAKTUK — Yepe3 OOMEH OMBITOM C YCIEUIHBIMU
CETSIMU U3 Pa3BUTHIX CTPaH.

Jns camux ¢panyaiizepoB mudposas TpaHchopMalus OTKPHIBAET BO3MOXKHOCTH CHIKEHUS
U3JIEP)KEK M pacUIMpeHus pblHKAa. B pa3BUTHIX SKOHOMMKAaX Ba)KHO HE OCTAHABIMBATHCA Ha
JOCTUTHYTOM: JdanbHeiinee BHenpeHue WM, OnokueiiHa W HOBBIX (OpPMATOB  OHJIANH-
B3aUMOJICHCTBUS YCWIHT KOHKYPEHTOCIIOCOOHOCTh ceTeil. B pa3BUBarONIMXCs SKOHOMHKAX
ocBoeHue nudpoBoro ppaHUal3MHTa MOXKET CTATh «JIOKOMOTHBOM)» MOJACPHHU3AIIMU MAJIOTO OM3Heca
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IpU TOAJIEPIKKE TOCYAApCTBa M MEXIyHApOAHBIX MapTHEPoB. B menom mudpooit ¢hpanyaitzuHr
crioco0eH cTaTh 3()(HEKTUBHBIM MHCTPYMEHTOM IOBBIIIEHHUS yCTOMYMBOCTH U THOKOCTH CETEH, a U
HAJUICKAIIKUX YCIOBUAX — MOIIHBIM JAPAalBEPOM JKOHOMHUYECKOIO Pa3BUTHSA U COTPYAHUYECTBA
MEXy CTPaHaMHU.
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YIPABJIEHUECKASI OTBETCTBEHHOCTbD BE3 YIIPABJIEHYECKON
BJIACTU: CACTEMHBINA KOH®JIUKT COBPEMEHHBIX OPTAHU3AIIUM
INOCTCOBETCKOTI'O ITIPOCTPAHCTBA

I'EJIBMAHOBA 3051 CAJIMXOBHA
[Ipodeccop, Kaparannuuckuil uuaycTpuanbHblii yHuBepcuTeT, Temupray, Kazaxcran

CAVJIbCKH IOPUI1 HUKOJIAEBUY
Marwuctp, KaparananHckuil ”HAYCTpUAJIBHBINA YHUBEPCUTET, Temupray, Kasaxcran

NBAHOBA AJIEKCAH/IPA BJJAJIUMUPOBHA
Maructp, Kaparanauackuii HHIyCcTpHaIbHbBIN yHUBEpCHUTET, Temupray, Kazaxcran

FAYEZ WAZANI ABDUL WALID
Maructp, Kaparanauuckuii UHIyCTpuaabHbld yHUBEpCUTET, Temupray, Kazaxcran

SAIFULLINA ASMA RAMILEVNA
Maructp, Kaparananackuii UHIyCTpUalbHBIA yHUBEpCUTET, Temupray, Kazaxcran

Annomayus. B opzanuzayusx —nocmcoemcKo20  NpOCMPAHCMEA — CQHOPpMUPOBANACh
YCMOou4ueas ynpaesieHyeckas npaKkmuka: OmeemcmeeHHOCb 34 pe3yibmamsl 0eiecupyemcs Hd
Cpeonull U JUHeUHbI YPOGHU, MO020d KAK pedanbHble NOTHOMOYUS NO KII0YeBbIM PeueHUIM
OCMaromes Ha 6epxHem ypoere unu 3amewjaromes peenamenmamu, KPI u yugposvimu cucmemamu
KOHmpoas. Imo co30aém CucmemHwlli KOHQIUKM — pPYKOBOOUMENbL Omeeydaem 3d npoyeccvl u
noKazamenu, HO He MOJCem CYWeCMBEeHHO GIUAMb HA YCa08us ux oocmudicenus. Hccreoosanue
nokazvléaem, 4mo OAHHbIU PA3pble He AGIAEMC CIYUAUHBIM UTU UHOUBUOYANbHBIM HEOOCMAMKOM, d
npedcmagisem coool UHCIMUMYYUOHATLHYIO HOPMY, YVKOPEHEHHYIO 8 UCHOPUYECKOM Hedo8epuu K
uHUYuamuee, cmpaxe outubOoK u KyJavmype yeHmpanuso8anno2o Konmpos. Cpeonutl meHeoicMeHm
npespawaemcs 8 «OmMeemcmeeHH020 UCNOIHUMENAy, mepsisi CYObeKMHOCMb. OKyC cmewaemcs ¢
noucka pewenuil Ha popmanvroe codrodenue npoyedyp u 3awumy om caukyuu. Lfugpposuzayus u
KPI yacmo ycunueaiom KOH@IUKM, NOOMEHSIS. YNPABIEHUECKYIO 61AChb (POPMATbHBIMU MEMPUKAMU
U cozoasas unno3ul0 ynpasisemocmu. [loneocpounsie nocieocmeus — uszbezanue UHUYUAMUBYL,
oecpadayus  YNpasieHuyeckoe0 MulUIeHUs, 3po3us  006epus U  KVAbmypa NACCUBHOCU.
Ilpakmuueckasn yenHocms pabomvl — 6 AHATUMUYECKOU paAMKe O OUACHOCMUKYU KOH@PAUKmMa u
KOHYENMYanibHOU — MOOelu €20  NpeoOdoleHUs  4epe3  BOCCMAHOBNIEHUEe  COPAZMEPHOCTU
OMBEMCMEEHHOCMU U NOTHOMOYULL, CHUNCEHUE QOPMATUSMA U B036pAUjeHUe YNPABIeHUEeCKOU
cyOvLeKmHoCmu.

Kniwouegvle cnosa: ynpasnenueckas enacmo, OmMEemMCMEEHHOCMb, CPEOHUl MEHEONCMEeHM,
opmanuzayus ynpasienus, YeHmpaiuzayus peweHull, NOCMco8emcKue OpeaHu3ayuu.

B ynpaBieHueckol MNpaKTHKE IMOCTCOBETCKOTO MPOCTPAHCTBA (UKCUPYETCS aHOMAaJHs:
PYKOBOJUTENN HECYT OTBETCTBEHHOCTb 3a pPe3yJbTaTbl, HE 00J1aAasi JOCTATOYHOW BIIACTHIO JJIS
MIPUHATHS BIUAOMMX pewwenuil [1]. JlaHHbI pa3pslB BocnpruHUMaeTcst Kak HopMma[2]. Mcropuueckn
IIOCTCOBETCKHME OpPraHM3allMM yHACJIEA0BaIN MOJIENb, I7I€ BIacTh — KOHTPOJIb, @ OTBETCTBEHHOCTH
— mnonot4€THOoCcTh[3]. dopmanpHas JEUEHTpadu3alus OTBETCTBEHHOCTH COIPOBOXAAETCA
neHntpanu3anuei Bnactu [4]. Hudposuzamnus u KPI He ycTpansroT nucbanaHc, a yCHIMBAIOT €ro [S].

Kiaccuyeckoe COOTHOLIEHME OTBETCTBEHHOCTH M BIACTH YTPAdeHO B IIOCTCOBETCKOMN
npakTuke [6-8]. B peaynbHOl ynpaBieHUeCKON NMpaKTUKE JaHHBIM MPUHIMUI BCE yalle yTpauuBaeT
CBOI0O HOPMATUBHYIO cuily. OTBETCTBEHHOCTh (hOpManM3yeTcsl M 3aKperisieTcs B JOJKHOCTHBIX
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WHCTPYKIHMAX, TOKazarenax Od(PQPEeKTUBHOCTH H OTYETHBIX (opmax, TOrJa KakK BIACTh
(bparMeHTUpyeTCsl, OrpaHWYMBACTCA WM BBIHOCUTCA 3a TMpeAesibl YIpPaBICHYECKOW pOJIH.
PykoBonuTenb coxpaHseT CTaTyC OTBETCTBEHHOI'O JIMIIA, HO yTPAauMBAET BO3MOXHOCTH BIIMATH Ha
KJIFOUEBBIE [TapaMETPhl YIIPABISIEMON CUCTEMBI.

B nocTcoBeTCKOM KOHTEKCTE yTpaTa OaiaHca MEX/ly OTBETCTBEHHOCTBIO U BIACThIO UMEET HE
TOJIBKO OPTraHM3alMOHHYI0, HO U KYJIbTYPHO-UCTOPUYECKYIO MPUpPOAY. B ycrnoBusAX HINUTEIBLHOTO
JOMUHUPOBAHMUSI KOMaH/IHO-aJIMUHUCTPATUBHOMN CUCTEMBI yIpaBlieHYeCcKas BJIAaCTb
acCOLMUPOBAJIACH C BEPTUKAJIBIO KOHTPOJIA, @ HE C IPABOM Ha CAMOCTOSITEIbHOE IPUHATHE PEILICHU.
Jaxe mpu (GopMambHOM BHEAPEHHUH COBPEMEHHBIX YIPABICHYECKMX IPAKTHK JaHHAs JIOTHKA
MIPOJIOJIKAET BOCIIPOU3BOIUTHCS, TPAHCPOPMHUPYSCH B O0JIee CI0KHBIE U OMOCPEOBAHHbBIE (POPMBL.

AHanu3 KJIaCCHUYECKOro IMOHMMAaHMsI OTBETCTBEHHOCTH U BJIACTH IIO3BOJISIET BBIBUTH HE
CTOJIbKO yCTapeBIINE TEOPETUUECKUE MOJIOKEHUS, CKOJIBKO YTPaueHHBINH yrnpaBieHUYECKHil OalaHc,
BOCCTAQHOBJICHHE KOTOPOTO SIBISIETCS HEOOXOAMMBIM YCIOBHEM 3(()EKTHBHOTO YIPABICHUS B
YCJIOBHSIX COBPEMEHHOW OPraHU3allMOHHOMN CIOKHOCTH.

B xitaccuyeckom yrpaBiieH4eCKOM MOHUMAHUU JeJIETMPOBaHUE MPECTABIISAET COOOM MpolLecc
OJTHOBPEMEHHOHN Ilepefauu 3aJad, OTBETCTBEHHOCTM W COOTBETCTBYIOIIMX ITOJIHOMOYMH.
JlenerupoBanue 60e3 NOJHOMOYMM paccMaTpUBAJIOCh KaK JIOTHYECKOE TPOTUBOPEYHE, pa3pyllIatoliee
caMy BO3MOXHOCTb yrpasieHus [9]. OgHako B NpPaKTUKE MOCTCOBETCKUX OPraHM3alMi JaHHBIN
INPUHLKI ObT TpaHCPOPMHUPOBAH U (HaKTHUUECKU HHBEPTHPOBAH: OTBETCTBEHHOCTb CHCTEMHO
JieNIerupyeTcsi, TOrjaa Kak MoJHOMOYHS 00 COXPAHSIOTCS HAa BEPXHEM YPOBHE YIIPaBICHHUS, JINOO
3aMEHSIIOTCS perjlaMeHTaMH U MPOoLeypamMH.

Oco0yto poib B BOCHPOM3BOJCTBE JAHHOIO MCKaXeHHs Hrpaer (opmanuzanus
YIPaBIEHYECKUX MPOLIECCOB. PermaMeHThl, HHCTPYKIMH, CTAaHAAPThI U MOKa3aTeau 3pGEeKTUBHOCTH
HAYMHAIOT BBIMOJHATH KOMIEHCATOPHYIO (PYHKIHUIO, TIOAMEHSS cO00i peasibHbIe yNpaBlieHYeCKHe
nosiHoMouMs. PykoBouTenb nomy4aer He MpaBo MPUHUMATh PElIeHus, a 00s13aHHOCTh J1eCTBOBATh
CTpOro B paMKax 3a/JlaHHBIX aJlropuTMOB. J[000€ OTKIOHEHHE OT HUX PacCMaTpPHUBAETCS Kak
HapylUIeHHe, Jake €CJIM OHO MPOAUKTOBAHO OOBEKTUBHOM HEOOXOIMMOCTHIO.

JlenerupoBaHue OTBETCTBEHHOCTH 0€3 Iepeayy MOJTHOMOYUH CIeyeT pacCMaTpUBaTh HE KaK
YACTHYIO YNPaBJIE€HYECKYI0 OMIMOKY, a KaK yCTOMYMBOE WHCTHUTYLHOHaJbHOE HCKakeHue. OHO
BOCIIPOM3BOAMUTCS. YEPE3 YIPABICHUYECKHE IPAKTHKH, KYJIbTYPY KOHTPOJII U apXUTEKTYpY
OpraHU3aIMOHHBIX peHIeHU, POPMUPYSI OCHOBY CUCTEMHOT'O KOH(IMKTA MEX /1Yy OTBETCTBEHHOCTHIO
U BIACTbIO, KOTOPBIM M ONpeaenseT cneur(puKy yNpaBIeHUS B COBPEMEHHBIX OpraHU3aIMIX
ITOCTCOBETCKOI'O MMPOCTPAHCTBA.

O/HUM U3 KITFOYEBBIX HCTOYHUKOB KOH(IUKTA MEKIY yNPaBIEHYECKOH OTBETCTBEHHOCTHIO U
YIIPaBICHYECKON BIJIACTHIO SIBIISIETCS PACXOXKICHHE MEXAY (OpPMAIbHOW M pealbHOM BIACTHIO
pykxoBogutens [10]. B opraHm3alluOHHBIX JOKYMEHTaX, JOJDKHOCTHBIX MHCTPYKLIMAX M CXeMax
MOAYMHEHHOCTH YIpaBJIEHYECKasi BJIACTb, KaK MPaBUIIO, ACKIAPUPYETCs B JOCTaTOYHOM OOBEME:
PYKOBOJUTENb HAJEISAETCSI MPABOM YIPABIATH MOAPA3AEICHUEM, INPUHUMATh PEIIECHUS U HECTH
OTBETCTBEHHOCTh 3a pe3ynbTaTbl. OJHAKO Ha MPAKTUKE JAHHBIE IOJHOMOYMS OKAa3bIBAKOTCA
CYLLIECTBEHHO OTPaHUYEHHBIMH UM HOCAT HOMUHAJIBHBIN XapakTep.

B mocrcoBeTckMX oOpraHu3anusaX peajbHas BIACTh YAacTO OKA3bIBACTCS «PACCEIHHONW» H
CMEIIEHHOM 3a TpeieNbl yrpaBieHueckor poiu. CyliecTBeHHasi 4YacTh pEUICHUN MPUHUMAETCS Ha
BBIIIECTOSIIIIUX YPOBHSX, B CMEXKHBIX (DYHKIMOHANBHBIX OJIOKax, 100 Yepe3 aBTOMATU3UPOBAHHbBIC
CUCTEMBl M pPErJaMEHTHPOBaHHbIE MPOLENYpbl. PyKOBOIUTENb CpPEIHEr0 WIH JIMHEHHOTO 3BEHA
(dbopManbHO OTBEYAeT 3a pe3yibTaT, HO (DaKTHUECKH YIpaBISIeT JIUIIb HCIOJHEHUEM 3apaHee
3a/laHHBIX PELICHU, HE UMesI BO3MOKHOCTHU BIIMATH Ha UX COAEpKaHHE.

Pacxoxxaenne mexay QopmanbHOM M peanbHON BIACTHIO MPUBOAUT K TpaHChOpMaIuu
yIpaBiIeHYeCKON poin. PykoBoaurens nepecTaér ObITh CyObEKTOM YIPABICHHS M MPEBPAIIACTCS B
MOCPETHUKA MEXIy CHCTeMO TpeOoBaHMil M ucmonHuTenssMH. Ero ¢yHKIus cmemaercss ot
NPUHITHUS pEHIeHUH K OOECHedYeHHI0 COOJIIOJEHUS MpOUEAYp M JOCTHXKEHHUIO (DOpMasibHBIX
nokasareseil. [Ipu 3TOM OTBETCTBEHHOCTh 3a PE3yJNbTAaT COXpAHSETCA B TMOJHOM 00BEME, 4TO
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YCUJIMBAeT BHYTpPEHHEE HANpsDKeHHE W (POpMHUPYET YCTOWYMBOE OIIyIIEHHE YHpPaBICHUYECKOU
HECOCTOSITEIBHOCTH.

Paznuune wmexay ¢opMmanbHOW | peajbHOM YHpaBICHUYECKOW BIIACTBIO SBIAETCS HE
BTOPOCTEIIEHHbIM HIOAHCOM, a KJIIOUEBBIM 3JIEMEHTOM CHUCTEMHOIO KOH(QIIMKTAa COBPEMEHHBIX
opranusanuil. [loka ynpasieH4ecKas BIIaCTb OCTAE€TCs AEKIapPAaTUBHOMN, a peaJIbHbIC PhlYary BIMSHUS
BBIBEJICHBl 3a IIpelesbl YIPaBICHUYECKOH pOJM, OTBETCTBEHHOCTh HEU30€XHO MpHoOpeTaer
KapaTeJbHbI M JeMOTUBUpPYIOLUI Xapakrep. OCMBICIEHHE JaHHOTO PACXOXKICHUS IMO3BOJIAET
NEPEeNTH OT MOBEPXHOCTHOM KPUTHUKHU YIPABICHYECKUX IPAKTUK K aHAIU3Y [NTyOUHHBIX MEXaHU3MOB,
ONpEACIAIONNX IOBEACHUE PYKOBOAMUTENEH M YCTOWYMBOCTD OPraHU3ALMOHHBIX CHCTEM(

tabmunal).

Tabmuma 1 - DBosOIUS COOTHOUICHUS! YHPABJICHUYECKOM OTBETCTBEHHOCTH M BJIACTH: OT
KJIACCHYECKOW MOJICIIU K TIOCTCOBETCKOW MPAKTHKE

Ananutnyecko | Knaccuueckas Tpanchopmanu | KiroueBoe Teopetuueckoe
€ U3MEpEeHHe yIpaBiieHYeCcKas A B | HCKa)KE€HUE CJIEJICTBUE
JIOTHKA IIOCTCOBETCKOMU
MIPaKTHKE
Cgsa3b Biactu u | Bnacte u | OTBETCTBEHHOC | AcCCUMETpUs [Toreps
OTBETCTBEHHOC | OTBETCTBEHHOCTH Th OTJAEJIEHA OT | YIPaBJIECHUYECKO | YNPaBICHUYECKON
TH Hepas3JIeJIuMBbl BJIACTHU 1 poau CyOBEKTHOCTH
HenerupoBanue | [lepenaua 3amau + | Ilepenaya 3agau | JenerupoBanne | @opmaibHOE
IIOJIHOMOYMH 0e3 pealbHBIX | pUCKA, a HeE | yIpaBJiCHUE
pas yIIpaBIeHUs
HcTounuk ITo3umus + mangaT | PermaMeHTHI, O0e3nnunBanne | Beitecuenue
yOPaBIECHYECKO | HA PELICHUS pOLEAYPHI, BJIACTH yIPaBIEHYECKOTO
1 BIACTHU LEHTP CYXKJICHHUS
Ponp Cy0ObexT npunsatus | OTBeTcTBeHHBIN | Penykims AJMUHHUCTPUPOBAH
PYKOBOJUTENS | pEIICHUN UCIIOJTHUTEIIb YIPaBIEHYECKO | HE BMECTO
i byHKIMH YOPaBJICHUS
Kontpounb [Tognepxkka u | Hakazanne  u | Kaparenphas Nzberanue
KOppeKUus PETPOCIIEKTUBH | JIOTHKA VHULIAATHUBBI
pelieHui asi IpoBEpKa KOHTPOJISI
Otnomenne k | Omnbka kak | OmmbOka  kak | Ctpax VYpasneHyeckas
omuoke AJIeMEHT OOy4YeHHUsl | HapylIeHHe YIIPaBJIEHYECKH | TACCHUBHOCTH
X peLICHUN
@opmanusanus | MHCTpyMEHT 3ameHa Pernamenr Nnnro3us
YHOPSI0YMBAHUS YIPaBIEHYECKO | BMECTO YIPABISIEMOCTH
1 BIACTH peLIeHUs
KynberypHas [osepue K | HenoBepue  x | KonTpomns HNHcTurynmonansH
OCHOBa npo¢eCCUOHABHO | ABTOHOMUHU BA)KHEE asi uHepuus
MY CYKIEHUIO 3¢ (HEeKTUBHOCTH
Jlerutumuoctes | OcHOBaHa Ha | OcHoBana  Ha | Pa3peiB Opo3sus
BJIACTH OTBETCTBEHHOCTH | UEPAPXUHU U | JoBepus yIpaBIE€HYECKON
CaHKIMX KYJIBTYpBbI
Hrorosas VYnpasnenue yepe3 | YpabiieHHE OtBercTBeHHOC | CHUCTEMHBII
MOJIENb CyOBEKTHOCTD qyepes Tb 0€3 BIacTu yIpaBIECHYECKUM
YIPaBJICHUS dbopmanmu3m KOH(MDJIUKT
B coBpemMeHHBIX OpraHM3anUsaX IOCTCOBETCKOI'O  IPOCTPAHCTBA  Pa3pblB  MEXIY

YIIPaBJIEHYECKOM OTBETCTBEHHOCTBIO U YIIPABICHUYECKOM BIIACTBIO BCE Yallle KOMIICHCUPYETCS Yepe3
(dhopMann30BaHHBICE WHCTPYMEHTBI YINPAaBICHHUS — PETJIAMEHTHI, Mokaszarenu 3(dekTuBHOCTH U
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1 poBbie cuctemMbl KOHTPOIIs [11]. TlepBoHaYambHO 3TH WHCTPYMEHTHI CO3/]aBAIMCh KaK CPEICTBA
MOAJICPKKH YIPABICHYECKUX PELICHUM, MPU3BAHHBIE IMOBBICUTH IPO3PAYHOCTH IPOLIECCOB H
CHU3UTh CyOBEKTHBHOCTh. OIHAKO B YCJIOBHSIX HEIOBEpHUS K YIIPABICHUYECKON aBTOHOMUHU OHH
MIOCTETIEHHO HAYMHAIOT BBIIIOJIHATH UHYIO (QYHKIIHIO — 3aMEHSATh CO00M yIpaBIeHUYECKYIO BIACTh.

PermameHThl M WHCTPYKIMM, TPU3BAHHBIE CTAHIAPTU3UPOBATH IPOILECCHl, B PEAJIbHOU
MIPAKTHUKE HEPeAKo (PUKCUPYIOT YyIpaBlIECHUYECKHE pPEUICHHS B BHJIE HEU3MEHSEMBIX aJTOpPUTMOB.
PykoBoauTens cpenHero W JMHEHHOTO 3BEHA OKa3bIBaeTCS OOS3aHHBIM JEHCTBOBAaTH CTPOTO B
pamMKax MpeANHCaHHBIX MPOLEAYp, JaKe B CHUTyalUsX, KOTJla M3MEHHUBIINIICS KOHTEKCT Tpelyer
OTIePaTUBHOM KOPPEKTUPOBKH. JIF000€ OTKIIOHEHNE OT perjaMeHTa TPAKTYeTCs KaK HapyIlIeHHE, a HE
KaKk yNpaBlICHUECKOe pelieHue, 4To (aKTHUYeCKH JIMIIAeT pPYKOBOAMTENs TpaBa Ha
poheCCHOHAIEHOE CYXKICHHE.

Cucrema KPI ycunuBaer pgaHHblii 3(QexT, MOAMEHSS yHOpaBiIeHUE H3MEPEHUEM.
OTBETCTBEHHOCTh PYKOBOIUTENSI BCE wdamie (OPMYJIHPYETCs HE B KATETOPUSAX JOCTHIKEHUS
OCMBICIIEHHOT'O Pe3yJibTaTa, a B TEPMHUHAX BBIIOJHEHHUS MOKa3aTenel, 3aaaHHbix u3BHe. [Ipu 3ToM
CaMM TIOKa3aTelIi HEPEAKO HE OTPaKalT PEaJbHYIO CI0KHOCTh IMPOLECCOB U HE YUYUTHIBAIOT
KOHTEKCTHBIE OrpaHUYeHUs. B pesynprare pyKOBOIMUTENIb HECET OTBETCTBEHHOCTH 3a 3HAYCHUSA
METpPHK, Ha (HOPMUPOBAHUE KOTOPHIX OH HE MOXKET BIHUATH HAIIPSAMYIO.

Hudposble cucTemMbl yOpaBieHUsI U KOHTPOJS 3aKPEIUISIOT 3TOT CABUT MHCTUTYIIMOHAIBHO.
ABTOMAaTU3UPOBAHHBIC TUIAT(GOPMBI PACTIPENETAIOT 3a7a4yH, (QUKCHUPYIOT CPOKH, KOHTPOIHPYIOT
OTKJIOHEHHSI U (HOPMHUPYIOT OTYETHOCTh, MHUHHMH3UPYS TMPOCTPAHCTBO [JIsl YIPaBICHUYECKOTO
BbIOOpa. YTIpaBieHHE B TAKOM KOHTYpE MPEBpAIIAeTCS B OOCTYKUBAHUE CUCTEMBI: PYKOBOIUTEIb
CIEIUT 32 KOPPEKTHOCTBHIO JAHHBIX U COOJIIOJIEHUEM alTOPUTMOB, HO HE (POPMHPYET CTPATETHI0
NelcTBUUA. BracTh mepexomuT OT 4YeloBeKa K CHUCTEME, TOr/a KaK OTBETCTBEHHOCTh OCTaETCS
MEPCOHAIU3UPOBAHHOM.

OCOOEHHOCTh  TIOCTCOBETCKOTO KOHTEKCTa 3aKJII0YaeTcsi B TOM, UTO BHEJIPECHHE
dbopManm30BaHHBIX U IHUQPPOBBIX HMHCTPYMEHTOB YACTO MPOUCXOAUT 0e3 mepecMoTpa
YIIPABICHYECKOW apXUTEKTypbl. HOBBIE CHCTEMBI HaKIAAbIBAIOTCS Ha CTapble HEPAPXUU U
YCUJIMBAIOT LICHTPAJIMU3ALMIO, a HE JACLUEHTpPaIM3alUI0 ynpasieHus. B pesynbraTre pyKOBOIWUTEIb
OKa3bIBACTCS 3a)XaThIM MEXIYy TPEOOBAHUSAMU CHCTEMBl H OXHIAHUSIMH  BBIIIECTOSIIETO
PYKOBOJICTBa, HE UMesl TOTHOMOYHH JJISI CAMOCTOSTEIHHOTO BEIOOPA YIPaBICHUECKUX PEIICHHH.

Pernamentsr, KPI u nudpossie cuctemsl, BeICTyIas popMaabHON 3aMEHOH yIIpaBICHYECKOM
BJIACTH, HE YCTPAHSIOT YIIPABICHYSCKUN KOHIIHKT, a TUIIh MACKUPYIOT ero. OHU CO3A0T UILTIO3UI0
YOPaBIEMOCTH M KOHTPOJIS,, OAHOBPEMEHHO YCHIIMBasg OTBETCTBEHHOCTh PYKOBOJAUTENEH 0e3
MPEAOCTABICHUS] MM pPEAIbHBIX PHIYAroB BIHUAHHUSA. OJTO NpPEBpalllaeT yIpaBiICHUE B IMPOIECC
coOmofeHust GopManbHBIX TPEOOBAHUN W 3aKJIaJbIBAC€T OCHOBY ISl JaJbHEWIIEH Jerpaganuu
yIpaBIeHYECKON CyOBEKTHOCTH.

Onnoit u3 Hambonee yYCTOMYMBBIX M MPOTUBOPEYHMBBIX OCOOCHHOCTEH COBPEMEHHBIX
OpraHu3ali MOCTCOBETCKOTO MPOCTPAHCTBA SIBISIETCA OAHOBPEMEHHOE COCYLIECTBOBAHUE IBYX
Pa3HOHAIPABIECHHBIX YIpaBIE€HYECKUX MPOLIECCOB: dbopmanbHOI JNEeUEHTpaIN3alun
OTBETCTBEHHOCTH M (AKTUUYECKOH IEHTpaju3allid yIrpaBlieHUYecKux pemenuid [12]. B
MMOCTCOBETCKOM  YIIPABJIICHYECKOM KOHTEKCTE IIEHTpalu3alMs pelleHud HMeeT TIyOoKue
HCTOPUYECKUE KOpHU. BepTukaiibHas MOJENb YIPAaBICHUS, OPUCHTUPOBAHHAS HA KOHTPOJIb U
MOYUHEHHE, MPOJOJKAET BOCHPOU3BOAUTHCS JlakKe B YCIOBUSX (HOPMAJbHOIO BHEIPEHUS
COBPEMEHHBIX YIPABJICHYECKUX KOHUENUMM. JleneHTrpanus3anrs OTBETCTBEHHOCTH IIPU 3TOM
WCIIONB3YETCSl KaK MHCTPYMEHT MeEpepaclpe/iesieHuss pUCKOB M CHIDKEHMSI Harpy3Ku Ha BEPXHUU
YPOBEHB YIPaBJICHHUSI, & HE KaK CPEJICTBO MOBBIMICHUS Y3PPEKTUBHOCTH U aAIITABHOCTH CUCTEMBI.

OnHOoBpeMeHHas [IEHTPpaAIU3alNs PEIICHUI U ACTICHTPaIU3aIlis OTBETCTBEHHOCTH (OPMHUPYET
WHCTUTYIIMOHAIFHYIO JIOBYIIKY, B KOTOPOW YIIpaBJIICHHE TEPSICT CBOIO (DYHKIMOHAIBLHYIO
1eI0CTHOCTh. OTBETCTBEHHOCTh O€3 BIIACTU CTAHOBUTCSA HE BPEMEHHBIM MEPEKOCOM, a YCTONUNBOI
XapaKTEPUCTUKON yIPaBICHUYECKOM CHUCTEMBI, BOCHPOU3BOIAIICHCS 4Yepe3 MPAKTUKU KOHTPOJIA,
CTpax OIMOOK M HEJOBEepUEe K YIpaBlIeHYeCKOW aBTOHOMHU. OCMBICIEHUE JAHHOTO MEXaHHU3Ma
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MO3BOJISIET TEpPeHTH K aHajau3y TOTO0, KaKk B TaKUX YCJIOBUAX TpaHcPopMupyeTcs cama
YIPaBJIEHYECKAs POJIb.

Jlorm4eckum clIeICTBUEM LIEHTPANHU3ALUH PELIEHUH NPU ACLIEHTPAIN3allMi OTBETCTBEHHOCTH
CTAaHOBHUTCA TpaHchopMalMs YNpaBIEHYECKOH poiau B 0COObI TMOpHIHBIA CTAaTyc, KOTODBI
YCJIIOBHO MO)XHO O0O3HAUWUTh KaK «OTBETCTBEHHBIM mcnomHutenb»[13]. B pamkax storo crartyca
pYKOBOIUTENb (POPMAJIbHO COXpaHsSET YIPABICHUECKOE IIOJOXKEHHE M OTBETCTBEHHOCTh 3a
pe3yabTaT, OqHaKO (PaKTUYECKH JIMIIACTCS KIFOYEBOTO PU3HAKA YIIPABICHUS — paBa IPUHUMATh
pELIEeHHUs, BAMSAIONIME HAa X0 U UCXOJ IPOLIECCOB.

«OTBETCTBEHHBIN HCIIOIHUTENbY HAXOUTCS MEXAY ABYMsI IPOTUBOPEUHBBIMU OKUJAHUSIMHU.
C onHOW CTOpPOHBI, OT HEro TPeOYIOT JOCTHXKEHHs IoKa3aTelel, CTaOMIbHOCTH MPOLIECCOB U
ynpasiieHus: nepcoHasniom. C pyroil — ero jaencTBus KECTKO orpaHuueHsl perinamentamu, KPI u
yKa3aHUAMH CBEpXy. PEHOMEH «OTBETCTBEHHOI'O MCIIOJIHMTENSN» TaKXKE pa3pyllacT TOPHU30HT
YIPaBICHYECKOTO pa3BUTHS. PykoBoauTenu, Haxonmsmipecs B TaKOM CTaTryce, HE (OPMHPYIOT
IIOJIHOLICHHBIE YIIPABJICHYECKUE KOMIIETEHIMH, MTOCKOJIBKY JIMIIEHBI BO3MOYKHOCTH IIPAKTUKOBATH
MPUHITHE PEIICHUH W HECTH 332 HUX OTBETCTBEHHOCTb B MOJJIMHHOM CMBICIE. DTO MPHUBOJUT K
Jerpajlallid  YIPaBJICHYECKOTO PE3EpBa M BOCIPOM3BOJACTBY CHUCTEMBI, B KOTOpPOM HOBBIE
PYKOBOJUTENN U3HAYAJIBHO BKIIIOYAIOTCS B OFPAaHUYEHHBIA U (DOPMATM30BaHHBINA yIpaBICHUYECKHUM

KOHTYp( Tabnuua 2).
Tabmuna 2 - Mexanusmbl  (QoOpMHpOBaHUS — pa3pblBa MEXIY  YIPaBICHUYECKOM
OTBETCTBEHHOCTHIO U BJIACTHIO
VYnpasnenueckuii | DopmanbHOE Peanbnas Kax nposBisiercst | CUCTEMHBIIH
MEXaHU3M Ha3HaYeHUE yOpaBJIeHUYECKasl | Ha MPaKTUKE addext
byHKIHS
Pernmamentsr  um | Ctangaptuzanust | OrpaHuyeHue PykoBoautenn dopmanuzanus
UHCTPYKIUU u CHIKEHHUE | YIIPaBJICHYECKOM | IEUCTBYET 0 | yIIpaBJICHUSA
OLIMOO0K aBTOHOMUU aIrOpuUTMy, HE 1O
KOHTEKCTY
KPI u nmokaszarenu | OObeKTUBHAS Cwmemienue OtBerctBeHHoCTh | [logmena
OLIEHKa doxyca C | 3a mokasareiu 6e3 | yrnpaBJiIeHHs
PE3yJIbTaTOB perieHui Ha | BIUSHUS Ha | U3MEpPEHUEM
METPHUKHU YCIIOBUS
Hentpanuzauus | CoxpaHeHue VY nepxxanue KunroueBsie Pa3pniB
pereHui KOHTPOJIS BJIACTH Ha | pereHus OTBETCTBEHHOCT
BEPXHEM YPOBHE | IPUHUMAIOTCS U 1 BIIUSHUS
BHE 30HBI
OTBETCTBEHHOCTH
OynkuuonanbHbl | [Tognepxka He-daxro BMmemarensctBo B | Pa3zMbiBanue
e Omnokum (HR, | 6uszneca yIIpaBJieHYECKas | ONepariOHHbIC YIPaBICHYECKOMN
(UHAHCHI U JIp.) BJIACTh 0e3 | pemeHus poiu
OTBETCTBEHHOCT
u
MHuoroypoBHeBbl | CHUXXEHHE bioxuposka 3aepKKH, [Toreps
€ COIJIaCOBaHUSl | PUCKOB OTIepaTUBHBIX OIOPOKpAaTHUYECKH | YIPaBIsSIEMOCTH
pELICHUI € LIMKJIBI
Hudpossie IIpo3paunocTs Ob6e3nuuuBanue | YmpaBieHue Nnnro3us
CUCTEMBI MIPOLIECCOB yIpaBIeHYECKON | uepe3 KOHTPOJIA
KOHTPOJISI BJIACTH uHTepEichl
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VYnpasnenueckas | MadopmupoBanu | Jlerutumanus VYnpasnenue ITonmena
OTYETHOCTh € PYKOBOZACTBA CYLIECTBYIOIIEH | IpeBpaliaercss B | ACHCTBUU
CTPYKTYPBI OTUET Ha0JII0ICHUEM
Pacnpenenenune [loBbI1IEHME [lepenoc puckoB | OTBETCTBEHHOCTh | Y SI3BUMOCTH
OTBETCTBEHHOCTH | JUCIIUIUIMHBI BHU3 o | 6e3 MOJTHOMOYHUN | CPETHETO
uepapxuu MEHEJKMEHTa
OTtHo1eHME K | [IpenorBpamenue | Kaparenbubiii WNuunmatuBa kak | M36eranue
omuOKam MOTEPh KOHTPOJIb pHUCK penieHui
Hrtoroserit VYmpasnsemocts | Ctabunmuzamus dopmanbpHas XpoHuueckas
MEXaHU3M CUCTEMBI BJIACTU 3¢ (hEeKTUBHOCTh | yIpaBlieHYeCKas
nucyHKImMs

B ycnoBusx, korma ympaBleHYECKass OTBETCTBEHHOCTb HE IOJKPEIUIEHAa pealbHBIMU
MIOJTHOMOYUSIMH, U30€TaHue YIPaBICHUECKUX PEIIeHUI nepecTaéT ObITh NPU3HAKOM CIA00CTH WU
HenpodeccuoHanu3Ma Hu TpaHcHOpMHUpPYETCS B pallMOHANBHYIO CTpaTeruio noBeaeHus |[14].
PykxoBoauTenb, HAXOAAMMNCSA B MO3ULMHA OTBETCTBEHHOCTH 0O€3 BJIACTH, OBICTPO yCBaMBAET, YTO
M000€ CaMOCTOSATEIBHOE PELIEHUE HECET aCHMMETPUUHBIE PUCKU. B MOCTCOBETCKMX OpraHU3alusax
JaHHas JIOTMKa OCOOEHHO YyCTOWYMBa. YTpaBieHYecKas KyjlbTypa AJUTEIbHOE BpeMs
(dbopmupoBanach BOKPYT HaKa3aHUs 332 OTKIOHEHHS, @ HE TIOOIIPEHHUS 32 000CHOBAaHHBII PHUCK.

N36eranne pemeHUi NpOSIBIAETCS B CMELICHHM YIpaBlIeHYecKoro (okyca ¢ aHaiuza
CUTyalluu Ha IMPOLENYpPHYIO0 KOPPEKTHOCTh. PyKOBOAMTENL TPAaTUT 3HAUMTENIBHBIE PECYPCHI HE Ha
yIpaBJIeHUE MPOLECCOM, a Ha JJOKYMEHTUPOBAaHHUE JEHCTBUH, cOrnacoBaHUs M (UKCALUIO CBOEH
dopmanbHOl TpaBoThl. CO BpeMEeHEM H30€raHHe YIPaBICHYECKUX peIIeHUd MpuodpeTaer
KOJUIEKTUBHBII XapakTep M CTAHOBUTCS HErJacHOM HOopMoW. HoBble pyKOBOIWTENIN NEPEHUMAIOT
JaHHBIE TOBEJEHYECKHE MATTEpHBbl OT OOJiee OMBITHBIX KOJUIET, BOCIPUHMMAs MX KakK MpHU3HAK
ylpaBiIeHYeCKOH 3penocTu. TakuMm o0pa3om, opraHu3anys MOCTENeHHO YTPauyuBaeT CIOCOOHOCTh K
[IPOAKTUBHOMY YIPABJIEHUIO: PEIIECHUS MPUHUMAIOTCA C 3alO03JAaHHUEM, PEaKlMs Ha H3MEHEHUs
3aMeUISeTCs, a yIpaBIeHUE BCE Yallle CBOJUTCS K NOLIEPKaHUIO CTaTyC-KBO.

JuTtensHOoe peObIBaHNEe PYKOBOIUTENS B CUTYallld OTBETCTBEHHOCTH 0€3 YIpaBIeHUECKOU
BJIACTH OKAa3bIBAET HE TOJIBKO MOBEACHUYECKOE, HO U KOTHUTUBHOE BO3JEHCTBHUE. Y IPaBICHUYECKOE
MBIIUIEHHE, MpEANoJarampllee aHaliu3 ajlbTepHATHB, OLIEHKY PUCKOB M NPUHATHE pEUICHUH B
YCIOBUAX HEONPENEIEHHOCTH, MOCTEIIEHHO YTpauMBaeT CBOKO (YHKIIMOHAIBHOCTh. B cpene, ruae
MHUIMATHBA CUCTEMHO Haka3bIBaeTcs, a (hOpMajbHOE CIIEJJOBAHME IPaBUJIaM BO3HArpa)kKAaaeTcs,
palMOHAIbHBIM CTAHOBUTCSI OTKa3 OT CAMOCTOSITEIBHOI'O MBIIUIEHUS B I0Jb3y BOCIPOU3BENCHHUS
3a/IaHHBIX ANTOpUTMOB[ 15].

Jlerpaganys ymnpaBIEHYECKOTO MBILUIEHHS NPOSBISETCS B CHUKEHMM KadyecTBa aHAIU3a.
Pemenust HaUMHAIOT IPUHUMATHCS HA OCHOBE IMPOLUIOTO ONbITAa U (OPMANBHBIX KPUTEPUEB, a HE C
y4€TOM TEKYLIErOo KOHTEKCTA. YIIpaBJEHEL IEPEeCTaéT pacCMaTpUBaTh CUTYAaLUI0 KAaK OTKPBITYIO
CHUCTEMY C MHOYKECTBOM BO3MOJKHBIX CLICHAPUEB M HAYMHACT JECWCTBOBAaTbH B paMKaX >KECTKO
3aJJaHHbIX MAOJOHOB. DTO CHIIKACT CHOCOOHOCTh OPraHM3alMU pearupoBaTh Ha HECTAHIAPTHHIC
CUTyallUu ¥ YCUIMBACT ySI3BUMOCTD K BHEIIIHUM U BHYTPEHHUM U3MEHCHUM.

3aKIIIOYUTEIbHBIM U HanboJiee riyOOKHUM MOCIIECTBUEM KOH(MDIMKTa MEXIy YIPaBICHYECKON
OTBETCTBEHHOCTBIO U YIIPABICHYECKOH BIACThO CTAHOBUTCS dPO3Hs JOBEPUS — KaK BEPTUKAIBHOTO,
TaKk W TOpU30HTaiNbHOro [16]. B oTnuuume OT MNOBEACHUYECKUX U KOTHUTHUBHBIX HCKAXKECHHH,
HOJJAOIIMXCA YACTUYHOM KOMIIEHCALMU Yepe3 o0ydeHHe WM CMEHY IpOoLenyp, yTpaTa J0Bepus
HOCUT KYMYJISITUBHBI XapaKTep U OKa3bIBacT JOJIFOBPEMEHHOE BJIMSHHE Ha YIIPABICHUYECKYIO
KyJbTYPY OpraHHU3aLUH.

B ycnoBusx, xorja pykoBOAUTENb (OPMaIbHO OTBEYAET 3a pPe3ysibTaT, HO HE oOyajgaer
peaNbHOM BO3MOXKHOCTBIO BIIMATh HA KIIIOUEBBIE PEILCHHUS, NOBEPUE K YIPABIECHYECKOW CHUCTEME
IIOCTENIEHHO NOAMEHsETCs pacd€ToM. OCOOEHHOCTBIO TOCTCOBETCKOI0 KOHTEKCTA SIBJISETCS TO, YTO
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yTpaTa AOBEpHS PEAKO apTHUKYIUpPyeTcss OTKpbITo. OHA He BhIpa)kaeTcsl B MPSMOM KOH(IUKTE WiIn
CONPOTUBIICHUH, a MPOSIBISETCS B CKPBITHIX (opMax — (opMaau3Me, MMUTALUH COTJIACHS,
AUCTAHIOUPOBAHHUU OT HWHHUIMUATUB. praBHqueCKaﬂ KyJIbTypa HOpHh 3TOM COXPAHACT BHCIIHUC
NpPU3HAKK JIOSUIBHOCTH M JIUCHMIUIMHBI, OJHAKO YyTPayMBaeT BHYTPEHHIOI CIIOCOOHOCTH K
CaMOpPa3BUTHUIO U KPUTUUICCKOMY OCMBICIICHUIO COOCTBEHHBIX IIPpaKTHUK.

B nmonrocpouHoii mepcnekTuBe 3po3us AOBEpHs M IeQOpMaIys YHIpPaBICHUYECKOH KYIbTYPHI
3aKpPCILIAIOT KOH(bJ'II/IKT OTBCTCTBCHHOCTH M BJIACTU HAa MHCTUTYIIHOHAJILHOM YPOBHC. OpFaHI/I3aHI/I$[
allanTUpyeTcss K YIpaBieHUIO 0e3 CyOBeKTHOCTH, (pOpMHpYs yCTOWYMBBIE MPAKTHKH WMHTAIHH,
OCTOPOXKHOCTH U n30eranus (tadbnuua 3).

Tabmuna 3 - IloBeneHYecKre W KyJIbTYPHBIC TOCICACTBUS KOH(IMKTAa OTBETCTBEHHOCTH U

npaBnqueCKoﬁ BJIaCTH

YpoBeHb KiroueBoe Kak Kpatkocpounslit Honrocpounoe
MIPOSIBJICHUS HCKa)KCHHE nposiBisieTcs: B | 3 (deKT MOCJICJICTBUE  JJIS
MIPAKTUKE OpraHu3anuu
NuguBunyans | M30eranue OTKJIagbIBaHUE CHumxeHue [Toreps
HBIN pelIeHM WHUIMATHUB, JINYHBIX PUCKOB YIIPaBICHYECKOU
(pykoBoauTeN CCBUIKH Ha CyOBEKTHOCTH
b) perIaMeHThl
Korautusnbsiii | Jlerpanamus 3ameHa aHaimsa | beicTpoe CHuxeHue
YOPaBIEHYECKOT | MAOIOHAMH | | IPUHSTHE KauecTBa
O MBILUICHUS aIropuTMaMu «0e30MacHbIX» YIPaBICHUYECKUX
peuieHuin pemeHui
IToBegenuecku | @opmanuzamus | Dokyc Ha | Mmto3us Nmuranus
i yIpaBieHUs OTU€Tax BMECTO | YNPaBIsAEMOCTH s dexTBHOCTH
MIPOLIECCOB
Komannnsri Ocnabnenue PykoBoagurens CHuxeHue [Toreps
JTUAEPCKOM pOJIM | HE  BIUSET, a | KOH(PIUKTHOCTH YIPaBJIEHUYECKOTO
TPaHCIUPYET aBTOPHUTETA
l'opuzonTtanen | Pazpyiienue Koanuuun JlokanbHas ®parmeHTanus
bI€ CBSI3U COTPYJHUYECTBA | CAMO3AIIUTHI, CTaOUITBLHOCTD yIpaBieHUs
n30eranue
COBMECTHBIX
pelIeHui
Beptukanbasie | Opo3us gqosepusi | Oxunanue VYnpasnsemas [{uHU3M U CKpBITOE
OTHOILIEHUS CaHKIIMI BMECTO | JIOSTIbHOCTh CONPOTHUBIICHUE
MOAJIEPKKH
Vnpasnenueck | Hopmanuzanusa | Maunuarusa [Ipenckasyemocts | YmpaBieHYeCKast
ast KyJpTypa OCTOPO’KHOCTH | BOCIPHUHUMAETC | MOBEICHHUS MaCCUBHOCTD
sl KAK pUCK
OOyuenne u | brnokupoka OtcytcTBHE dopMmanbHOE Herpanauus
pa3BUTHE YIPaBICHYECKOT | MIPAKTUKHU pa3BUTHE YIPaBJICHUYECKOTO
0 pocta IPUHATHUS pesepsa
pelIeHUI
OpranuzanuoH | 3amejjieHue Pemenus Bpemennas [ToTeps
Has ajanTtanus | peakiuu MPUHUMAIOTCSI C | CTA0MIBHOCTD aJJalITUBHOCTHU
ONO34aHuEM CHUCTEMBI
Nrorossriit VYnpasnenue 6e3 | OrBerctBeHHOCT | KoHTpoiupyemocT | XpoHuyeckas
apdext CyOBEKTHOCTH b €CTb, BIUSHUS | b yIpaBjieHUYeCKas
HET Hed(PHEKTUBHOCTH
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OTBETCTBEHHOCTh 0€3 YNpPaBICHUECKOW BIIACTH HE SBISETCA CIIyYalHBIM IEPEKOCOM WIIU
CJIEJICTBUEM HEyJauHbIX YIPABICHYECKUX pelIeHnd. B mocTcoBeTCKMX oOpraHu3anusx OHa
MOCTENICHHO OQOPMIISIETCS KaK YCTOWYHBAst HOpMa, BCTPOCHHAsS B CaMy apXUTEKTYpy YIpPaBICHUS.
JlaHHBIH (peHOMEH BOCIIPOM3BOJUTCS HE BONPEKU CUCTEMe, a Ojarojaps el — depe3 codeTaHue
HCTOPUYECKUX YCTAHOBOK, YIIPABICHYECKUX CTPAXOB U MHCTUTYLIHOHAJIBHBIX KOMIIpoMuccos [17].

KnroueBoil mnpuuMHON HOpMaln3aluM OTBETCTBEHHOCTH ©€3 IOJHOMOYMH sBIseTCA
CTPEMJICHUE OpraHu3alMii COXPaHUTb KOHTPOJb B YCIOBHAX HeonpenenéHHocTH. Ilepenaua
peasbHON YIPaBICHUECKOW BJIACTHM BHU3 IO HEpPAapXUM BOCIPUHMMACTCS KaK HMCTOUYHUK pHUCKA!
OLIMOKY, IPUHATHIE HA CPEJHEM WM JIMHEHHOM YPOBHE, MOTYT UMETh IOCIIEICTBUSA, 3a KOTOPbIE
BEPXHUI ypOBEHb YIPABICHUS HE TOTOB HECTH OTBETCTBEHHOCTb. B pe3ynbrare BiacTh
YAECPKHUBACTCS «HABEPXY», TOT'/1a KAK OTBETCTBEHHOCTb UCIIOJIb3YETCSl KAK MHCTPYMEHT IUCLUTLIMHbI
U YIIPaBISEMOCTH «BHU3Y».

B mnoctcoBeTCcKOM yNpaBIE€HYECKOM MBIIUIEHUH KOHTPOJIb TPAJAULMOHHO LIEHUTCS BBILIE
3¢ GeKTUBHOCTH. YTIpaBiIeHYECKasi CUCTEMA HCTOPUUECKH BBICTPAaNBaIaCh BOKPYT MPEIOTBPAILIECHUS
OTKJIOHEHHMI, @ HE BOKPYT ITOMCKa ONTUMAaNbHBIX pemeHui. Jlaxe npu (popMaabHOM 3aMMCTBOBaHUU
COBPEMEHHBIX  YIPABJIECHYECKMX KOHLENIMH JaHHAs JIOTMKA COXPaHAETCA: aBTOHOMMS
BOCIPUHUMAETCS KakK yrpo3a, a He Kak pecypc. OTBETCTBEHHOCTh 0€3 MOJIHOMOYUN B 3TOM KOHTEKCTE
CTaHOBHUTCS KOMIPOMHMCCOM MEXIy HEOOXOJUMOCTBIO pPACHpeleUTh HArpy3Ky U HEKeIaHUeM
JIeJIeTUPOBaTh BIIACTb.

JlononHUTeNbHBIM  ()AaKTOPOM  BBICTYNaeT (parMeHTalus yIpaBI€HUYECKUX (DyHKIHH.
Kanpossle, puHaHCOBBIE, MPOU3BOICTBEHHBIE U CTPATETUUYECKUE PEILICHUS PACIPEACIIAIOTCS MEXKAY
pPa3IUYHBIMM LIEHTPAaMHU BIHUSHHUS, YTO PAa3MbIBAET OTBETCTBEHHOCTh 3a IIEJIOCTHBIM pE3yJbTar.
PykoBonuTens mnojpasfeneHus OKa3bIBaeTCs OTBETCTBEHHBIM 3a WTOI, HO HE KOHTPOJHPYET
KIIIOYEBbIE BXOJHbIE MapaMmeTpbl. Takas KOH(Urypalus CHUXKAET yNpaBIEHUYECKUE PHCKH IS
CUCTEMBI B 1I€JIOM, HO JIeJIaeT yIpaBJIeHUE HAa ONEPALlMOHHOM YpOBHE (POPMAIbHBIM U PEAKTUBHBIM.

CylecTBeHHYI0 pOjb B HHCTUTYLMOHAJIHM3AllMM OTBETCTBEHHOCTH O€3 BJIACTH HUIpaeT H
yIpaBiieHdeckass oT4eTHOCTh. [lokasatenu »¢G(EeKTUBHOCTH, ayIuThl U IU(PPOBbIE CUCTEMBI
KOHTPOJISI CO3JAI0T OLIYIIEHUE YIPABIAEMOCTH MU IPO3PAaYHOCTH, IMO3BOJIASI BEPXHEMY YPOBHIO
JUCTAHIIMPOBATHCSI OT peajbHBIX YIPABICHUECKUX IMpoleccoB. OTBETCTBEHHOCTh IPU STOM
MIEPCOHAIM3UPYETCSI M 3aKPEIUIAETCS 3a KOHKPETHBIMM PYKOBOIMWTENSMH, TOI/Aa KakK BIACTb
pacTBopseTcs B IPOLEAYPAX U CUCTEMAX.

OTBETCTBEHHOCTH 0€3 MOJIHOMOYNH 3aKpEIUIeTCs] KaK OpraHu3alMOHHAs HOpMa I0TOMY, YTO
OHa yJ100Ha /715l CUCTEMBI: OHA CHIDKAET MOJUTHUYECKUE U PEMyTALMOHHBIE PUCKH BEPXHETO YPOBHS
yIpaBIEHUS, OAIEP>KUBAET WILTIO3UI0 KOHTPOJIS ¥ MO3BOJISET MEPEPACIIPENEIATH OTBETCTBEHHOCTh
0e3 nepepacnpezencHus B1acTi. OJHAKO 3Ta HOPMa UMEET BBICOKYIO CKPBITYIO LIEHY — JerpaJalinio
yIpaBJIeHYECKON CyOBEKTHOCTH, CHIPKEHHE KaueCTBa PEIICHUH 1 yTpaTy CIIOCOOHOCTH OpraHU3aluu
K aganranui. OCo3HaHUE TOro, YTO OTBETCTBEHHOCTh 0€3 BIACTH SIBJISETCSI CHCTEMHBIM BEIOOPOM, a
HE CITy4aiHOW OIIMOKOM, SIBJISIETCSI HEOOXOIMMBIM LIAroM JJIS IEpPexoa K aHaIU3Y YIPaBICHYECKUX
WITIO3UN M HHCTUTYLIMOHAJIBHBIX OTEPb, KOTOPbIE JAHHBIM BEIOOpP MOPOXKIAET.

OnHuM U3 KII0UeBHIX 3()()EKTOB HHCTUTYIIHOHAIN3AUN OTBETCTBEHHOCTH 0€3 MOJTHOMOYHIA
CTaHOBHUTCA (OPMHMPOBAHUE WIIIIO3UU YIIpaBleHUYecKoro KoHTpois [18]. Wmmo3us koHTposs
BO3HHUKACT TOTJa, KOTJa YIpaBleHHE MoAMeHseTcss HalOmrogeHueMm. BepxHuil ypoBeHb MOIydaeT
HENpPEepbIBHBIN MOTOK OTYETHOCTH, CUTHAJIOB U METPHUK, YTO CO3JAET OLIYLIEHUE BOBICUEHHOCTH U
ocBe1oMIEHHOCTH. [IpH 3TOM peasnbHbIe peIICHHs 110 H3MEHEHHIO IPOLIECCOB JINOO OTKIIAIBIBAIOTCS,
1100 MPUHUMAIOTCS C OMO3JAaHHUEM, MOCKOJIbKY yIpaBlIeHYecKasl BIACTh COCPENLOTOYEHA B Y3KHX
LIEHTPax U MeperpyskeHa cornacoBaHusiMu. KoHTposb ycunuBaeTcsl, a ynpaBisieMOCTh CHHKAETCS.

B mocrcoBeTcKHX OpraHm3alUsaxX JaHHas WUTI03UA OCOOEHHO YCTOHYMBA, MOCKOJBKY OHA
MICUXOJOTMYECKH KOMIIEHCUPYET CTpax norepu KouTposs. Pernmamentsl u KPI Bocipunumarorcs kak
JI0Ka3aTelbCTBO TOTO, YTO CHCTEMA «IEPKUT CUTYalMIO», Jlaxe eclu (PaKTU4YeCKHUe pe3ysIbTaThl
JOCTUTAIOTCS 3a CYET MEPepacxo/ia PeCypcoB, BHITOPAHMSI IEPCOHANA U CKPBITHIX YIPABICHUYECKUX
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KOMIIPOMHUCCOB. Y TIpaBJIieHUECKasi CHCTEMa HAaUWHAET U3MEPSTh caMy ce0s, a He peajbHOEe COCTOSHUE
MPOLIECCOB.

PeanbHble MHCTUTYLIIMOHAJBHBIE TMOTEPH MPHU 3TOM HOCSIT MHOTOYpPOBHEBBIM Xapakrtep. Bo-
NEePBBIX, YTPAUMBACTCSA CIIOCOOHOCTh K CBOEBPEMEHHOW aJanTanuu. Bo-BTOpBIX, CHMKaeTCs
Ka4yeCcTBO YIPABJICHUYECKUX PEUICHUI: OHU MPUHUMAIOTCS] Ha OCHOBE arpernpoBaHHbIX TIOKa3aTese,
a HE JKMBOTO KOHTEKCTa. B -TpeTbux, ycWiIMBaeTcsi paspblB MEXAY (OPMANbHBIMH HEISIMH U
(aKkTHYECKUMU NEHCTBUAMHU. PYKOBOIUTENN yUaTCs «BBITIISACTD YIPABISEMBIMIY, a HE YIIPABIATS.
OCHOBHOE BHHMAaHHE YJICNSCTCS KOPPEKTHOCTH OTYETHOCTH, a HE JOCTHIKEHHIO YCTOWYHMBBIX
pe3yabTaToOB. JTO MPUBOJUT K POCTY MMHUTAIIMOHHBIX MPAKTHK, KOTJA BBHIMOJHEHUE NOKa3aTesen
JOCTHTAETCS 3a CUET (POPMATBHBIX MAHHITYJISIIINHN, @ HE PEATbHBIX YITy4IICHUH.

KoHduukT Mexmy yrnpaBieHUYECKOW OTBETCTBEHHOCTBIO W YIPABICHUYECKOW BIIACTHIO HE
TOJBKO BO3HHMKAET KaK PE3yJIbTaT ONpPENeNEHHBIX YNPaBICHYECKUX PEIICHWH, HO M o0jagaer
CIOoCcOOHOCTRIO K camoBocipou3BoAcTBY [19]. Co BpeMeHeM OH mepecTaéT BOCHPUHUMATHCS Kak
OTKJIOHEHUE W 3aKPEeIUIAeTCS B BHJEC YCTOWYHMBOW OpPTraHU3AIMOHHOW JIOTHKH, BOCHPOM3BOJAUMOMN
gyepes3 MpoIleIyphl, POJIA U TIOBCEAHEBHBIC yIPaBICHYECKHE MPAKTUKH. OpraHu3anus aaanTupyeTcs
K JAHHOMY KOH(DJIUKTY, BBICTpAauBasi BOKPYT HETO BHYTPEHHUE MEXaHU3Mbl CTA0MIIN3AIUH.

OHUM U3 KITFOYEBBIX MEXaHU3MOB CAMOBOCIIPOM3BOJICTBA BHICTYIIAET KaApOBasi CeNeKIms. B
YCIOBUAX OTBETCTBEHHOCTH 0€3 IOJIHOMOYMI yNpaBlIeHYECKH OTOOp MOCTENEHHO CMEIlaeTcs B
CTOPOHY COTPYIHHUKOB, JIEMOHCTPHUPYIOUIMX JOSIIBHOCTh CHCTEME, OCTOPOKHOCTh M CIIOCOOHOCTh
paboTath B  YCJOBUSX OTFPaHMYEHHOM aBTOHOMHMM. BTOpBIM  MeXaHU3MOM  SIBISIETCA
WHCTUTYIIMOHAJbHAS coranu3aius. HoBble pyKoBoAHuTE M OBICTPO YCBAaUBAIOT HETIIACHBIC PaBHUIIA
yIpaBJIEHYECKONH WIPbl: WHUIMATUBY CJIEAYET COIJIaCOBBIBATh, PEUIEHHUS — (OPMAIU3OBHIBATD,
OTBETCTBEHHOCTh pacmpenensTh, a PHCKH MUHHUMH3HPOBaTh. OTBETCTBEHHOCTH 0e€3
yTpaBJIEHYECKOM BIIACTH MPEBPAIIAETCS B CAMOMOIEP>KUBAIOIINIACST HHCTUTYIUOHAIBHBIA KOHTYDP.
Opranm3anysi He TPOCTO TEPIHUT JAHHBIA KOH(IUKT, a BBHICTPAMBAECT BOKPYT HErO yCTOWYHBYIO
YIPaBJIEHYECKYIO IKOCUCTEMY. DTO OOBSACHSET, OYEMY TOYEUYHbIEe pedOpMbl, HANPABICHHbIE HA
pacimmpeHue IMOJIHOMOYMH WIM TepepacIipe/ielieHue OTBETCTBEHHOCTH, YacTO HE MPHUBOAAT K
OKUJaeMbIM pe3ylbTaTam (Tabnuna 4).

Ta6nHua. 4 - I/IHCTI/ITYL[I/IOHaJ'IBHaH JIOBYIIKA OTBCTCTBCHHOCTU 0e3 ynpaBnqueCKoﬁ BJIACTHU

DNeMeHT Hexnapupyema | PeanbHas Mexanusm NHCcTUTYIIMOHATBHBI
YIPABJICHYECKO | s TIeJTh byHKIUS B | 3aKpeIUICHUS i s ekt
1 CHUCTEMBI CHUCTEME
HenernpoBann | [loBblieHue [Iepepacupenenen | @opManbHbIE Pocr
e 3¢ (HEeKTUBHOCT | € PHUCKOB 0e3 | 30HBI yIpaBiIeHYECKON
OTBETCTBEHHOC | M M pa3rpy3ka | Iepelauu BIaCTU | OTBETCTBEHHOCT | YSI3BUMOCTH
TH BEPXHETO u 0e3 MaHzaTa | CpeIHero 3BeHa
YPOBHSI pEeLICHUI
Hentpanuzauu | ObecneueHue VY nepxxanue Mpuoroyposues | Iloreps
sl peleHui KOHTPOJIA U | BJIaCTH U | bIE ONEpPaTUBHOCTU U
eAMHOoOOpa3usi | CHWKEHHE COIJIacOBaHUs, | KOHTEKCTHOCTH
MOJIUTUYECKUX py4HOE peeHuit
PHCKOB yIpaBlieHUE
Pernmamentel u | Ctangaptusanu | 3amMmeHa HeBo3moxnoct | @opmanuzanus
MPOLIE Y PBI A U | yOPaBJICHYECKOTO | b  OTKJIIOHEHUH | yrpaBieHUs
MIPEACKA3YEMOC | CYXACHUS 0e3 caHKIuit
Tb JIrOpUTMaMu
KPI u | IIpospaunocts | Miumro3us Orenka no | UmMurtamus
nudposoit u YIPaBISIEMOCTH MeTpukam  0e3 | apdekTuBHOCTH
KOHTPOJIb 00BbEKTUBHOCTh
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yuéTa
KOHTEKCTa
Vnpasnenueck | [Tognepxka Jlerntumanus Cwmemienue [Tonmena
ast OTYETHOCTD | IIPUHATHUSA CYILLECTBYIOLIEH ¢dokyca C | ynpaBieHHs
peneHuin APXUTEKTYPBI peneHuin Ha | HaOJIIOIEHUEM
BJIACTHU OTUYETHI
Otnomenne K | [IpenorBpamen | Jucuurumnapusiii | [lepconanuzanu | M36eranue pereHuit
omuoKam ue NoTepb KOHTPOJIb s HETaTUBHBIX | U MHUIIMATUB
IIOCJIEICTBUM
Kanposas OTt60p Bocnpoussonctso | [Iponsmwxkenne | CaMOBOCTIPOU3BOJCT
CEJIeKIHs HaJEKHBIX YIPABIECHYECKONW | JOSJIBHBIX U | BO KOH(IUKTA
PYKOBOIUTENEH | OCTOPOKHOCTH HEKOH(DITUKTHBI
X
VYnpasnenueck | Anmantanus Ilepenaua HacraBanuects | Hopmanuzanms
ast HOBBIX HETJIaCHBIX 0 yepe3 | OTBETCTBEHHOCTU
couManu3anus | pyKOBOIUTENEH | MpaBUIl IIPAKTUKU 0e3 BracTu
BbDKHBAHUS CaMO3allUThI
VYupasnenueck | CrabunbHocTh | CoxpaHeHHe Hedopmaneueie | UHCTUTYIIMOHATBHA
as KyJbTypa " CTaTyC-KBO 3anpeTsl Ha | S MHEpLHUA
YIOPaBIsiEMOCTb ABTOHOMHUIO
Wrorossrit KoHntpoib u | Ytpara CoBnazieHue XpoHuueckas
CUCTEMHBIN IIPEICKa3yeMOC | YIIPaBICHUECKON | MHTEPECOB yhpaBiIeHYECKast
s dext Th CyOBEKTHOCTH CUCTEMBI U | Hed9PPEKTUBHOCTD
dhopmanmu3Ma

[IpeogoneHne CHCTEMHOTrO KOH(IMKTa MEXAYy YINPaBICHUECKOH OTBETCTBEHHOCTHIO H
yIpaBIECHYECKON BIIACTHI0 HEBO3MOKHO 0€3 BO3BpAIIeHUS K 0a30BOMY MPUHITUITY KX COPA3MEPHOCTH
[20]. B mocTcoBeTCKHMX OpraHU3alUsX MPUHIMI COPa3MEPHOCTU ObLI HUCTOPHUYECKU IMOAMEHEH
MPUHIMIIOM TOM0TYETHOCTA. OTBETCTBEHHOCTh 3aKPEIUISIACh KaK OOS3aHHOCTh OTYUTATHCS 3a
pe3ynbTar, Torja Kak ymnpaBieHYecKas BJIacThb paccMaTpuBajiach Kak MpUBUIIETHA, TpeOyromias
OTJIENIbHOTO CaHKIIMOHUPOBaHUs. B pe3ynbpTaTe yrnpaBieHYeCKas poJib OKa3ajach aCUMMETPUUHOM:
OTBETCTBEHHOCTh CTayia 00s3aTeIbHON, a BIAaCTh — YCJIOBHOW. BoccTaHoBieHne copa3MepHOCTH
TpeOyeT OTKa3a OT JAHHOMW JIOTUKU U MPU3HAHMS YNPABICHYECKOW BJIACTHM HE KaK PUCKA, a Kak
HE0OXO0JIMMOT0 YCIOBUS OTBETCTBEHHOCTH.

KiroueBbIM 371€MEHTOM MPUHIIMIIA COPA3MEPHOCTU SIBJISIETCS] pasrpaHUUYeHHE TPEX YpOBHEU
YIIPaBJICHUYECKON BIIACTH: PELICHUYECKOHN, peCypCHOM U KaapoBoil. PykoBoauTenb, OTBEHArOMUA 3a
pe3yJbTaT, T0JDKEeH 00J1a1aTh KaK MUHIMYM OT'PAaHHUYE€HHBIM, HO PEAJIbHBIM JOCTYIIOM KO BCEM TPEM
YPOBHSIM. BaxHO MOAYEPKHYTh, UTO COPA3MEPHOCTh HE O3HAYAET MOJIHOW aBTOHOMHH UJIM OTKa3a OT
CTpaTernuecKoro KOHTPOJs. Peub uaér o BhICTpaMBAaHUM TMPO3PAYHBIX TPAHMI] YIPABICHUECKOU
BJIACTH, BHYTPU KOTOPBIX PYKOBOJIUTENH 0072 aeT MPaBOM MPUHUMATh PEIIeHUS 0€3 MOCTOSTHHOTO
COTJIAaCOBAHUS M TOCIEIYIOMIETO PETPOCHEKTHUBHOTO HakazaHus. Copa3MepHOCTh Mperosaraet
JoBepue K MpoQecCHOHANTBHOMY CYXKACHHUIO YIpaBlIeHIa U MHCTUTYIIMOHATIbHOE TIPU3HAHKE TpaBa
Ha yIpaBJICHUYECKYIO OMMOKY B paMKaxX 3aJJaHHbBIX MOJTHOMOYHH.

[IpuHIMI ~ copa3MEpHOCTH Takxke TpeOyeT mepecMoTpa JIOTHKH  yMpaBIeHUYECKOH
OTBETCTBEHHOCTH. OTBETCTBEHHOCTh JOJKHA TPAKTOBATHCA HE KAaK MHCTPYMEHT CAHKIIMM, a Kak
¢dbopMa yrpaBiIeHUECKON CyObEKTHOCTH. PyKOBOANTENs OTBEYAET HE MOTOMY, YTO OH MOCJEIHUN B
[IETI0YKE TOMOTYETHOCTH, a MOTOMY YTO OH HaJeNEH MpaBoM (OPMHPOBATH YNPABICHUYECKHE
peuieHusl U BIUATH Ha pe3ylibTar. Takas TpaKTOBKa BO3BPALIAET OTBETCTBEHHOCTH €€ MCXOJHBIN
CMBICJT — OBITh IPOJIOJDKEHUEM BIIACTH, a HE €€ 3aMEHOM.
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[IpyHUMIT  COpa3sMEPHOCTH OTBETCTBEHHOCTM M  YIPAaBICHUYECKOH BIIACTH BBICTYNAET
METO/I0JIOTMYECKUM OCHOBAaHHEM JUIA 1epecOOPKH YIIpaBIeHYECKOM apXUTeKTyphl. Ero peanuzanus
MIO3BOJIIET MEPEUTH OT UMHUTALMOHHOI'O KOHTPOJSI K OCMBICIIEHHOMY YIIPaBJIEHUIO, BOCCTAHOBUTH
yIPaBICHYECKYIO CYOBEKTHOCTD U CO3/1aTh YCIOBHS JIJIsl IPUHATHS PELICHUI, OPUEHTUPOBAHHBIX HE
TOJBKO Ha (hOpMaTbHOE COOTBETCTBHE TPEOOBAHMSAM CHCTEMBI, HO M Ha YCTOMYMBOE DPa3BHUTHE
OpraHu3aluu.

Peanuzanuss npuHOMDA COPasMEPHOCTH OTBETCTBEHHOCTH W YIPaBJIEHYECKOH BIIACTHU
HEBO3MOXKHaA 0e3 mepecOOpKH caMUX YIIPaBICHYECKUX POJIeil U 30H BIUSHUSA BHYTPU OpraHU3aldU
[21]. B mocTcoBeTCKOW MpakTUKE YIPABICHYECCKHE pOJIM YacTo (GOpMHPYIOTCS Kak Habop
00s13aHHOCTEN M TOKa3aTesieil, HO He KakK MPOCTPAHCTBO MPUHATHS pelleHuil. B pesynbprate
PYKOBOJUTEIb OMUCHIBAETCS Yepe3 TO, 3@ YTO OH OTBEYAET, HO HE Yepe3 TO, YEM OH YIPaBIISET.
Ilepecbopka poneit Tpebyer cmerienus Qokyca ¢ (GopMalbHON MOJOTYETHOCTH HA PEANbHYIO
YIPaBICHYECKYIO (DYHKIIHIO.

KiroueBoil mpoOnemoii CymecTBYIOIEeH apXUTEKTYphl SIBISETCS Pa3MbITOCTh 30H BIUSHUS.
OTBETCTBEHHOCTh (PUKCUPYETCS 1O pe3yibTaTy, TOrAa KaK BIUsSHUE pacipenenserca (parMeHTapHO
MeXIy (YHKIMOHAJIBHBIMU TMOAPA3JCICHUSIMH, PErJIaMeHTaMHd M BBIIIECTOSAIIMMHU YPOBHSAMHU
ynpasiieHusl. BakHbIM 3J1€MEHTOM [aHHOW INEepecOOpKHU SIBISETCS MEPEXo]l OT HepapXUUYEeCKOM
JIOTUKH «pa3pellieH0 — 3alpelieHO» K JIOTMKE YNPaBIECHYECKMX MAHJATOB. YIIPaBICHUYECKHUN
MaHJaT OIpe/eNseT I'PaHulbl ABTOHOMHM PYKOBOJIUTENS: KaKUE PELICHUs OH BIIpaBe NPUHHUMATh
CaMOCTOSITENIbHO, KaKhe — € 00513aTeIbHBIM YBEIOMIIEHUEM, a KAKHE — IOJICKAT CTPATETHYECKOMY
coriacoBaHuio. Takas MOJENb CHUXAeT HEONpPENeIEHHOCTb, IMOBBIIIAET OTBETCTBEHHOCTh U
yCTpaHseT HEOOXOJUMOCTh TOCTOSTHHOTO He(hOPMaIbHOTO COTJIACOBAHMS PELICHUH.

Oco0oe BHUMaHHE [JIOJDKHO OBITh YyAENEHO TIepepaclpereneHuio (YHKIMOHATbHBIX
nepeceueHuil. B mocTcoBeTckux opraHmzauusax ¢yHkumum nojaepxku — HR, ¢unHaHCHI,
0€30MacHOCTb, KOHTPOJIb KaueCTBa — YacTo 001a/1at0T Jie-(hakTo yrnpaBiIeHUECKOHN BIacThiO, HE HECS
IIPU 3TOM OTBETCTBEHHOCTHU 332 KOHEUHBIHA pe3yibTar. IlepecOopka poseil TpedyeT nmmubo Bo3Bpara
YIPaBIEHYECKUX TMOJTHOMOYUN JIMHEWHBIM PYKOBOJIUTENSIM, JIMOO SIBHOIO IepepacipeeieHus
OTBETCTBEHHOCTU MEXIy (GYHKIUSAMHU U OM3HEC-eqMHULAMU. MIHaue KOH(DIUKT OTBETCTBEHHOCTU U
BJIACTH JIUIIb MeHsET GOopMy, HO HE HCUE3aeT.

[lepecOopka ymnpaBlIeHYECKHX poOJieH Takke 3aTparuBaeT KOMMYHHMKAIIMOHHBIH KOHTY.
PykoBoautens, obnmanaronuii popMaabHON OTBETCTBEHHOCTHIO, HO HE MMEIOIIMK MpaBa rojioca B
OOCYX/ICHUU pEIICHHH, YTpauuBaeT YIPABICHYECKYIO JIETUTUMHOCTh B TJla3aX KOMAaHBI
[TepecOopka ympaBJICeHUECKHX POJICH W 30H BIMSHUS SBISCTCS HE TEXHUYECKOW MPOIEIYypoi, a
MHCTUTYLIMOHAJBHBIM U3MeHeHneM. OHa TpeOyeT mepecMoTpa MPUBBIYHBIX TPAHUI] BIACTH, OTKa3a
OT U30BITOYHOM IIEHTpaNIU3alMK U TPU3HAHUS TOTO, YTO YCTONYHUBOCTH YIIPABICHUS JOCTUTAETCS HE
3a CU€T KOHUEHTpPALUU KOHTPOJSA, a 4Yepe3 paclpeAciiCcHHe peaJbHOW YIPaBICHUYECKOU
cyObekTHOCTU. TOJIBKO B 3TOM cllyyae OTBETCTBEHHOCTh MepecTaéT ObITh (hOpManbHOM HArpy3Kou U
MPEeBpaIlaeTCs B 0CO3HAHHOE YIPaBICHUECKOE 00513aTeILCTBO.

3aBepIIaloNIMM 3JE€MEHTOM MOJEIHM BBIPABHUBAHUS YIPABICHYECKONW OTBETCTBEHHOCTU H
BJIACTU SIBJISIETCSl MPUHIUIIMAILHOE NEPEOCMBICIICHUE CaMOM KaTerOpuu OTBETCTBEHHOCTH [22]. B
IIOCTCOBETCKOM  yNPABICHYECKOM TpPaAULMU  OTBETCTBEHHOCTh HCTOPUYECKH TPAKTyeTCs
MIPEUMYIIECTBEHHO KaK 00s13aHHOCTh OTBEYATH 3a MOCIIECTBHS — YaIlle BCETO B JOPME OTUETHOCTH,
CaHKIIMI WM PEMYTallMOHHBIX PUCKOB. B Takoil 10rMKe OTBETCTBEHHOCTh BHICTYAET UHCTPYMEHTOM
KOHTPOJIsl, HO HE ympaBieHus. [lepexon K JAaHHOW TpaKTOBKE TpeOyeT OTKa3a OT KapaTelbHOIrO
IIOHUMAHUSA OTBETCTBEHHOCTHU. PyKOBOOUTENb, HANEIEHHBIM OTBETCTBEHHOCTHIO, JIOJKEH
paccMaTpuBaThCs HE KaK MOTEHIMAIbHBIA HApYIINUTENb, @ KaK CyOBEKT yIpPaBJIE€HYECKOr0 BbIOOpA.
DTo mpennoyiaraeT MpU3HaHUE MpaBa Ha OOOCHOBAHHYIO YMPABIECHYECKYIO OIIMOKY U CMEIIECHUE
(oKyca OIEHKH C HaKa3aHH 33 OTKJIOHEHHS Ha aHAJIN3 KauyeCTBa MPUHIMAEMBIX PEIICHUN 1 JIOTHKH
yIpaBICHYECKUX JeHCTBUI. be3 3TOro OTBETCTBEHHOCTh HEM30EXKHO OcCTaércs (popmanbHOU U
J€MOTHUBUPYIOLLEH.
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KitoueBblM ~ yciaoBueM — peanu3aliM  OTBETCTBEHHOCTHM ~ KakK  IpaBa  SIBISIETCS
MHCTUTYLIMOHAJIBHOE 3aKPEIUIEHUE PEeLICHYECKOH aBTOHOMUM. PyKOBOIUTENb TOJKEH 00J1a1aTh He
TOJIBKO 00SI3aHHOCTBIO IOCTUTATh TIOKA3aTeNIel, HO M MPaBOM BBIOMPATH CIIOCOOBI X JTOCTHKCHHUS B
paMKax corjacoBaHHbIX Liejel 1 orpaHrnueHuid. Ocoboe 3HaueHne JaHHbII 0AX01 TPHUoOpeTaeT i
CPEIIHEro YIpPAaBJIEHYECKOTO 3BEHA, KOTOPOE B IIOCTCOBETCKMX OpraHM3alUsAX TpPaJUuLMOHHO
OKa3bIBACTCSI MEXAY CTPATErMUYeCKUMH YCTAaHOBKAaMH M ONEPALMOHHON peanbHOCThIO. [Ipu3Hanue
OTBETCTBEHHOCTH KakK IpaBa NPUHUMATh PEIICHUS MO3BOJSET BOCCTAHOBUTH YIIPABICHYECKYIO
CYOBEKTHOCTh JJAaHHOTO YPOBHS W HIPEBPATUTh €ro M3 TpaHCIATOpa TpeOOBaHHI B aKTHBHOTO
Y4acTHUKA (POPMHUPOBAHHUS YIIPABJICHUYECKUX PELICHUH. DTO CHUYKAET MEPErpy3 BEPXHErO YPOBHS
yIpaBJICHUS U MOBBIILAET aJaITUBHOCTb BCEH CUCTEMBI.

[lepeocMbiciieHE OTBETCTBEHHOCTH TaKKE OKAa3bIBAET MPSIMOE BIUSHUE HA YIIPaBICHUYECKYIO
KyJIbTypy. B opranuzanusx, raie oTBeTCTBEHHOCTh BOCIIPUHUMAETCS KaK MPpaBo, GOPMUPYETCs MHAs
MOJIENIb B3aUMOJEWUCTBUA: JOBEpUE 3aMEHSIET IOJO03PUTENbHOCTh, 00CYyX/AeHne — (OopMajbHOE
COIJIACOBAHUE, a pa3BUTHE — CaMO3aLIMTy. YIpPaBJI€HUE BHOBb CTAHOBHUTCS IPOLIECCOM
COBMECTHOI'O IIOUCKA PEIICHUH, a HE MEXaHU3MOM PaCIpeIesICHUS] BUHBIL.

OTBETCTBEHHOCTh KaK IIPABO NPUHUMATh PEIIECHUS 3aBEPIIAET JIOIMYECKYI0 KOHCTPYKIIHMIO
MO/IENIU BIPAaBHUBAHUS OTBETCTBEHHOCTH U BiacTu. OHa MO3BOJISIET IEPEUTH OT YIIpaBICHUS Yepe3
KOHTPOJIb K YIPABICHHUIO Yepe3 CyObEKTHOCTb, BOCCTAHOBUTH CMBICI YINPaBIEHYECKONH POJIH U
CO3/aTh MHCTUTYLMOHAJbHBIE YCJIOBUS AJI YCTOMUMBOIO pa3BUTHUs OpraHusaluu. be3 maHHoro
C/BUra JIIOOBIC TMONBITKM INepepactpeieNieHs] MOJHOMOYMN OCTaHyTCsl NOBEPXHOCTHBIMM U HE
MpUBEAYT K TMPEOJIOJICHUI0O CHCTEMHOTO0 KOH(QIIMKTA, JIEXKAIIEro B OCHOBE YNPaBICHUYECKHUX
HCKa)XEHUH COBPEMEHHBIX OpraHM3aluii MOCTCOBETCKOI0 MPOCTpaHCcTBa (Tabiuna 5).

Ta6nHua 5-Moaenb BbIpaBHUBAHUA ynpaBnqueCKOﬁ OTBETCTBCHHOCTH H ynpaBnqueCKoﬁ

BJIACTH
Vnpasnenueck | CymiecTByromas [TpuHIMT HNucTpymenHT Oxuaemblit
WU aCMeKT MpaKkTUKa nepecOopku peanuzanuu CUCTEMHBII

(MCTOYHHK s dext
KOH(JIMKTA)
TpakToBka OTBETCTBEHHOCTh OTBETCTBEHHOCT | 3aKpeIuieHUe Pocr
OTBETCTBEHHOC | KaK  OO0S3aHHOCTb | b~ KaK  MpaBo | MpaBa  NPHUHATUA | YIPABICHYECK
TH OTBEYaThH 3a | YIPaBJICHYECKOT | PEIIEHUA B 30HE | Oi
MIOCJIEICTBHSI 0 BbIOOpa OTBETCTBEHHOCTH | CYyOBEKTHOCTH
Vnpasnenueck | opmaibHbie, Copa3zmepnble U | YnpasineHueckuii | CHuxeHue
ue MOoJHOMOYNs | GparMEeHTUPOBAHH | MHCTUTYL[MOHAIb | MaHAaT no | popmanmzmMa u
bl€, 3aBUCHUMBbIC OT | HO IPU3HAHHBIC | PELICHUSM, 3a/1epKEK
COTJIACOBAaHUU pecypcam u
KaJpam
IIpunstue HenTpanuzoBanHoe | KoHTekcTHOE, [Heneruposanue IloBbI1IEHKE
peleHui , yAaI€HHOE OT | paclpenesi€HHOE | peIIeHUH Ha | KauecTBa
KOHTEKCTa YPOBEHB yIpaBiIeHUYECK
(hakTuyeckon WX peleHuin
OTBETCTBEHHOCTH
Ponb cpennero | «OTBETCTBEHHBIM [TonHOUEHHBIN Bxirouenue B | BoccranoBnen
MEHE/)KMEHTA | MCIIOJIHUTEIIbY CyOBEeKT o0cyxeHue U | ue
yIpaBJIEHUS KOPPEKTUPOBKY YIPaBJIEHYECK
peneHui ol GyHKIIUU
Kontposnb u | Kaparenbno- Ananutnyecku- | AHamu3z  jorukd | CMmenieHue
KPI PETPOCHEKTUBHBIN | pa3BUBAIOLIUN pemeHnii, a He | Gokyca c
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TOJIBKO OTYETHOCTU Ha
MOKa3aresiei YIIPaBJICHUE
OtHomenune k | OmmOka kak | OmmoOka kak | Mactutynnonanss | Pocr
omnOKam HapyIleHHe yIpaBICHYECKHH | oe NpU3HAHUE | UHUIMATUBBl U
pHUCK npasa Ha | aJIalITUBHOCTH
000CHOBaHHYIO
OLINOKY
3oubl BiusiHUS | Oynkuum  umerot | bamanc Baumsiaus | [lepepacnpenenen | CHuxeHue
GbyHKIMN BJIACTb 6e3 | u Ue  MOJHOMOYMH | KOH(QIMKTOB U
OTBETCTBEHHOCTH OTBETCTBEHHOCTU | MEXIY JMHEHHBIM | AyOJIUPOBAHUS
U
(yHKIMOHATIBHBIM
ynpaBJIeHUEM
VYrpasnenueck | OCTOPOKHOCTb, JHosepue, [Ipo3paunsie VYkpemienue
as KyJbTypa CaMO3alluTa, OCMBICIICHHOCTb, | IIPaBUJIA JOBEPHSI B
UMUTALMS ydacTue pacnpeneneHus CUCTEME
BJIACTH
Crparernuecku | Unmo3us Peanbnas [Tepecbopka VY cTOMUnUBOCTH
i apdexr YIPaBIAEMOCTH YOPaBISAEMOCTb | APXUTEKTYPbI 1 00y4aeMocTh
yIpaBJIE€HUs OpraHu3alu

[IpoBen€HHBIN aHaIM3 MOKAa3all, YTO pa3pblB MEXIY YIPABICHYECKOH OTBETCTBEHHOCTHIO M
YIPaBIEHYECKON BJIACTHIO B COBPEMEHHBIX OPTaHU3ALMAX [TOCTCOBETCKOTO IIPOCTPAHCTBA SIBIISAETCS
HE CUTYaTHBHBIM OTKJIOHEHHEM M HE CJEJICTBUEM HHIUBUAYAJIbHBIX YNpPaBICHUYECKUX OMIMOOK, a
YCTOMYUBBIM CHUCTEMHBIM KOH(JIUKTOM, BCTPOCHHBIM B apXUTEKTypy ympaBieHus [1].
OTBETCTBEHHOCTh 0€3 pealbHbIX MOJIHOMOUYNH c(hOopMUpOBallach KaK MHCTUTYLHOHAJIbHAS HOpMa,
BOCIIPOM3BOAMMAs 4YEPE3 UCTOPUYECKHE YIIPABICHUECKHUE YCTAHOBKH, IPAKTHKU LEHTPAIU3allun
perieHuid, GpopMaIu3auIo IPOLECCOB U UPPOBbIE KOHTYPHI KOHTPOJIS.

B xome wuccrnenoBaHus OBUIO YCTaHOBIEHO, UTO JAaHHBIA KOH(DIMKT OKa3bIBaeT
MHOTOYPOBHEBOE BO3JEHCTBHE Ha OPraHM3ALMOHHYIO cHcTeMy. Ha moBeneH4YecKoM ypOBHE OH
(dbopMHpyeT pallOHATIbHbBIE CTPATEruH U30eraHus peleHH U yTpaTy MHULMATHBBI; HA KOTHUTUBHOM
— IPUBOJUT K AErpafallii YIPaBICHYECKOIO MBIIIJICHUS U 3aMeHE TPOPECCUOHATIBHOTO CYKACHUS
aIrOpuTMaMu U pErilaMEHTaMH; Ha KyJBTYpPHOM — BBI3BIBAET 3PO3MIO JOBEpPHUS U 3aKpEIUICHUE
YIPaBIEHYECKON MACCUBHOCTH KAaK HOPMBIL. OTH 3(PQPEKTHl HOCIAT KyMYJISITUBHBIA XapakTep W CO
BPEMEHEM MOAPBIBAIOT CIIOCOOHOCTh OPraHU3alMH K a/lalTalluy U Pa3BUTHIO.

Ocoboe BHUMaHHE B CTAaTb€ YJEJIEHO POJM CPEIHEro YIpPaBJIEHYECKOro 3BEHA, KOTOPOE B
YCIOBHUAX OTBETCTBEHHOCTHM ©€3 BIacTu TpaHchopMupyercs B (QUIYpY «OTBETCTBEHHOTO
UCTIOJHUTENA». JIaHHBINA CTaTyc HE TOJIBKO CHIKAET 3((PEKTUBHOCTh TEKYILIETO YIpPaBIECHUsS, HO U
paspyliaeT KaApoBBIM M YNpPaBICHUYECKUH IMOTEHLMAI Ha MEPCHEKTUBY, MOCKOJIBKY HCKIHOYAET
MTOJTHOLIGHHOE BOCITPOM3BOJCTBO YIIPABICHUECKON CyOBeKTHOCTH [23]. B pe3ynbrare opraHu3amus
YCUJIMBAET 3aBUCUMOCTD OT IEHTPAJIN30BaHHbBIX PELICHUI U BHEITHUX PECYPCOB, TE€PSIsi BHYTPEHHIOIO
YCTONYUBOCTb.

[Ipennoxkennass B paboTe MOAETb BHIPABHMBAHUS YIPABICHYECKOW OTBETCTBEHHOCTH H
YIPAaBICHYECKOW BJIACTH OCHOBBIBAETCS HAa TPEX KIIOUEBBIX NPHUHLIMIIAX: COPa3MEPHOCTU
OTBETCTBEHHOCTH M TIOJTHOMOYHM, MepecOOpKe YNpaBICHUYECKUX POJICH M 30H BIUSHHS, a TaKKe
IIEPEOCMBICIIEHUM OTBETCTBEHHOCTH KaK IIpaBa INPUHUMATh PELICHHUS, & HE HCKIIOUYUTEIBHO
00513aHHOCTH OTBEYATh 32 pe3ynbTaT. Peanusanus qaHHON Moaenu TpedyeT oTKa3a OT KapaTeIbHOM
JIOTUKA YIpaBICHWs W TepexoJa K HHCTUTYLHOHAJIBHOMY IIPU3HAHMUIO YIPABICHYECKOU
CyOBEKTHOCTH KakK 0a30BOTO yCIOBUS 3(H(HEKTUBHOCTH.
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HECTAHJIAPTHBIA CTOXACTUYECKH KOHTPOJIb KAK
AHTUKPU3UCHASA ITAPAIUT'MA YIIPABJIEHUS B CTPAXOBAHUU U
OUHAHCAX: OTKA3 OT WJIVIIO3UHU OIITUMAJIBHOCTH

I'EJIBMAHOBA 3051 CAJIMXOBHA
[Ipodeccop, Kaparannuuckuil uuaycTpuanbHblii yHuBepcuTeT, Temupray, Kazaxcran

TAIHIMBAEBA PEHATA PAIINIOBHA
Crynent, KaparanguHckuii HHIyCTpuanbHbIN yHUBepcHuTeT, Temupray, Kazaxcran

Annomauyus. Cospemennvie cmpaxosvie U QUHAHCOBbIE — CUCMEMbL  NPOOOIHCAIOM
UCNONIBL3068AMb UHCMPYMEHMAPULL CIMOXACMUYeCKo20 KOHMPOJisl, pa3padomaHuslil Oisi YCI08ull,
Komopble akxmuuecku nepecmanu cCyWecmeosams: CMAayuoOHapHvle pacnpeoenienus, 21aoKas
OUHaAMUKA, npedcKazyemvle pUCKU U payuonaivivie acenmsif1,2,3]. B peanvnocmu sice ynpasnenue
ocyuecmensaemcs 8 cpede paspuvl8os, CMpPYKMYpPHbIX CO8U208, PEOKUX Kamacmpoguieckux cooblmuti
U paouKaibHOU HeonpeoeiéHHOCmU, 20e KIACCU4ecKas ONMmuMu3ayus mepsem YnpasileHuyecKuli
cmoien [4,5]. B cmamve obochogvieaemes me3uc 0 mom, Ymo KIACCUHeCKUll Cmoxacmudeckutl
KOHMPOJIb 8 CMPAX08AHUU U PUHAHCAX Nepecmall OblMb UHCMPYMEHMOM YRPABTIeHUSA U NPE8PAMmUICs
8 UHCMpYMeHm camMoycnoxkoenus. B npomueosec emy npednazaemcsi paccmampuéams
HecmaHnoapmmuvle  OpMbl  CMOXACMUYECKO20 — KOHmpoas —  pobacmuule[6,7],  puck-
yyecmeumenvuvle[S8-10], umnyavcuvie[11,12] u mooeru ¢ namamvio — KAK OCHOB8Y HOBOL
YNpaenen4eckol napaoucmvl, OPUEHMUPOBAHHOU He HA ONMUMATbHOCMb, A HA GbIICUBAEMOCHb,
ycmouuusocms U KOHmMpoaupyemyio — Heaghghekmusnocmo.  Ilokazamo, umo  nepexoo K
HeCmanoapmHuoMy CIMoXacmuyecKomy KOHMpPOIIO A6AAemcsl He MEXHUYeCKUM VaAyduenuem mooenel,
a CMeHOU YNpasleH4ecKo20 MbululleHUs, KPUMU4ecKU 6adCHOU Ol CMpAaxosvblX KOMHAHULL
PUHAHCOBLIX UHCMUMYMOS U Pe2YIAMOPO8 8 YCA0BUAX CUCTNEMHOU MYPOYIeHMHOCU.

Knrouesvie cnosa: cmoxacmuyeckuii KOHMpOb, CMpaxogarue, (QUHAHCHI, pOOACMHOCY,
DUCK-YYBCMEUMENLHOE YNPABLEHUE, CUCIEMHASL YCIMOUYUBOCTb, HEONPEOEeNEHHOCb.

@duHaHCOBas M CTpaxoBas TEOpUs HA MPOTSKEHUU AECATHIETUH pa3BUBajach B paMKax
HETJIACHOTO COTJIAIICHUS MEXI1y MaTeMAaTUKON M PEaTbHOCTBIO: €CIIH PEaIbHOCTh HE COOTBETCTBYET
MOJIeNIH, 3HA4YUT, TpeOyercs OoJblle MaHHBIX WM Oonee ToHKas KamuOpoBka [3,13] Opmnako
HAKOIUICHHBII OMBIT KPU3UCOB, AEPOITOB M CTPAXOBBIX KaTacTpod MOKA3bIBAET, 4TO MpobdiieMa
JeXUT TIyO)ke — cama JIOTMKa YIPaBJIEHHUS PHUCKOM OCHOBaHAa Ha JIOXKHOM MPEANOCHUIKE
KOHTPOJIUPYEMOM HeompeaenéHHocTH [5,14].

CroxacTudeckuil KOHTPOJIb, B €0 KJIaCCUYECKOM BU/JIE, IPEAIIOIAraeT, YTO HEONPEIEIEHHOCTh
W3BECTHA, U3MepuMa U nojnaércs ycpeanenuto [1,2]. Ho B peanbHBIX CTpaxoBbIX U (DMHAHCOBBIX
CUCTEMaX HEOINpPEeIeNEHHOCTh HOCUT CTPYKTYpHBIM XapakTep: MEHSIIOTCS CaMu 3aKOHbI
pacmipeneneHns, KOppesui pa3pylaTcs, a peaKue COOBITHS OKa3bIBAIOTCA OMPEISSIOIIMMHU
[4,15,16].

B »TuX yClOBUSX TIOMBITKA «ONTUMHU3UPOBATH OXHJIAHWE» CTAHOBUTCS YIPABICHYECKU
omacHoi. OHa cO37a€T WILTIO3UI0 KOHTPOJIS TaM, TJie TpeOyeTcs ynpaBlieHHUe ysa3BUMOCTHIO [6,5].
CraTest UCXOOUT W3 TO3MUIMH, YTO HECTAHAAPTHBIA CTOXACTHYECKHH KOHTPOJIh — JTO HE
anbTepHATHBA, & HEOOXOANUMOCTb.

Krnaccudeckast mocTaHOBKa 3371a4 CTOXaCTUIECKOTO KOHTPOJIISI OPHEHTUPOBAHA Ha HAX0XKIEHUE
ONTHMAaJIbHOU cTpaTeruu B cpeaHeM [1-3]. Ognako ctpaxoBanue u (pUHAHCHI — ATO 00JIACTH, TJIE
cpelHee 3HaueHHE HE MMEET YINpPaBJIEHYECKOTO 3HAYEHHUs, €CIIM XBOCT paclpe/iesieHUs] ClocOOeH
YHUYTOXUTH cuctemy[17,18].
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OnrtuManbpHas CTpaTervsi B MOJEIM YacTO OKAa3bIBACTCS: XPYNKOHW K MajblM HW3MEHEHUSIM
napameTpoB [6]; HEyCTOMUMBOM K cKaukaM u paspsiBaM [11,15]; onacHOM B yCIOBUSX PEIKUX, HO
IKCTPEMAIIbHBIX COOBITHH [5].

@opMaNbHO KOPPEKTHBIE pEIIeHUs, MOoJydyeHHble U3 YypaBHeHHH [amunbroHa—Akoou—
bennmana, co3pator omrymieHue crpororo KoHTposs [1,2]. dakTudecku xe OHU 4acTO MAaCKUPYIOT
HECITOCOOHOCTh CHUCTEMBI CIIPABIATHCA C PealbHOW HeompenenéHHOCThIO [6,5]. B aToM cMmpbicie
KJIACCHUECKUN CTOXACTUYECKH KOHTPOJIh BCE 4Yalle BBINOJHAECT TICUXOJOTUYECKYI0, a He
yhnpaBieH4YecKyto QpyHkuuto (Tabnunal).

Tabnuna 1 — OrpaHudeHus KIaCCUYECKOr0 CTOXaCTUYECKOT0 KOHTPOJIS B YCIOBUSIX PEaIbHOM
HEOMPeASIEHHOCTH CTPAXOBaHMsI M ((PHMHAHCOB

Kpurepnii cpaBHeHns | Knaccnueckuii PeanbHble yciioBus VYpasneHyeckoe
CTOXAaCTHUYECKUI CTpPaxoBaHUs U MIOCJIE/ICTBUE
KOHTPOJIb (buHaHCOB
[Ipupona N3BecTHas, 3anannaa | CTpyKkTypHas, OmmbouHas
HEOIIPENEIEHHOCTH BEPOSITHOCTHAS MEPA | U3MEHSIOIIAsACH, KaauOpoBKa Mojienen
YaCTUYHO
HEU3BECTHAs
Tun pacnpenenenuit | I'mankue, ¢ TsxEnple XBOCTHI, Henoonenka
KOHEYHBIMHU aCUMMETpUs, CKaUKH | KaTacTpoUuecKux
MOMEHTaMU PUCKOB
Ponb 3xcTpemanbHbIX | ManoBeposiTHBIE, Cuctemoobpasytomue | Mnmo3us
COOBITHIA BTOPOCTEIICHHbBIE Y JOMUHUPYIOILIKE YCTOMUYMBOCTH
CUCTEMBI
Kpurepuit Makcumuzanus [Ipuopurer OnTumainbHble, HO
ONTHUMAJIbHOCTHU MaTeMaTUYECKOTO MpeAOTBPAILECHHUS XPYIIKHE PELICHUs
0’KHJIaHMSI pa3opeHus U Kpaxa
YUyBCTBUTENBHOCT K | Bricokas [TapameTpsl [Toreps
napameTpam HECTaOWIIbHBI U YIPABIISIEMOCTH IIPH
SHJOT€HHBI MaJIbIX CABHTaX
Bpemennas Mapxkosckasi, 6e3 Hamnune nnepuuu u | Cucrematuueckue
CTPYKTypa aMATH HAaKOIUICHHBIX OLINOKH
2 dekxToB MIPOTHO3MPOBAHUS
Xapakrep HenpepsbiBHbIi, JIMCKpeTHBIH, HecootseTcTBue
yIIpaBICHUS TJIaAKUN VMITYJIbCHBIN YIIPABJICHYECKOMN
MIPaKTHUKE
Peakuus Ha pa3peiBel | He npenycmoTpena Kpusucel, nedonter, | 3anazapiBaHue
KatacTpodbl YIPaBIEHYECKUX
pelIeHui
YnpasneHueckas dopmanpHO- OK3UCTEHIUAIBLHO- Ilogmena
byHKIUSA ONTUMU3ALMOHHAS 3alUTHAsS yIIpaBJICHUS
pacyérom
daxTHuyeckas poib HNuctpyment HNuctpymenT Jlo)xHOE 4yBCTBO
MOJEIN ONTUMU3ALNH CaMOYCIOKOEHHMSI KOHTPOJIA

PobacTHBII cTOXaCTHYECKUN KOHTPOJIb OTKA3bIBACTCS OT UACH «MUCTUHHOTOY» PACIIPEICIICHUS.
VYnpaBneHue cTpOUTCs Ha TONYIIEHUH, YTO MOJENb 3aBe10MO HeBepHa [6,7,19]. DTo paauKanbHBbIii,
HO YECTHBIN II1ar, 0COOEHHO aKTyaJbHBIN JJISI CTPAXOBBIX CUCTEM C KATaCTPOPUUECKUMU PUCKAMU

[4,18].
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Hcnonb30BaHne 3KCTIOHCHIIMATBHBIX KPUTEPUEB U HEJTMHEWHBIX (YHKIUH MOTEPh TO3BOJISET
YUYUTBHIBaTh aCUMMETPHIO pucka [8-10]. B ctpaxoBanuu 310 03Ha4aeT MPUOPUTET NPEAOTBPAIICHHUS
paszopeHus Haj MakcuMmmsanuen npuosum [18,20], a B ¢puHAHCAX — KOHTPOIIb MPOCATOK BMECTO
TOHKHM 32 JJOXOJHOCThIO [21].

PeanpHble pemieHWs B CTpaxOBaHWM M ()MHAHCAX TPHHUMAIOTCS AWCKPETHO: W3MEHCHUE
TapudoB, pecTpyKTypuzauus mnoprtdens, nokanuTanuzanus. VMIyIbCHbIE MOJENHU BIIEPBbIC
IIPUBOJAT MaTEMaTUYECKYIO (POPMY B COOTBETCTBUE C YIIpaBlIeHUECKOM npaktukoi [11,12, 22].

HrnopupoBanue namMsTé B KJIACCUYECKUX MOJENSIX MPUBOJIUT K CHCTEMAaTUYECKUM OLIUOKAM.
BBenenne nporeccoB ¢ 3ama3IbIBAHIEM OTPakaeT HaKOIUIEHHBIE () ()EKTHI MPOILIBIX PEHICHUH, YTO
KPUTHYHO JIJIS1 JJOJTOCPOYHBIX 00s13aTeNbeTB [23,24]( Tabnmma 2).

Tabnuua 2 — Tunonorust HeCTaHAAPTHBIX IOAXOJOB K CTOXaCTHUYECKOMY KOHTpPOJIIO B
CTpaxoBaHHMU U (puHAHCAX
[Toaxon bazoBas nnes | KiroueBoe otimune | YnpasieHuecka | IIpumenumMocTs B
OT KJIACCUKHU A CTpPaxOBaHWH U
uHTeprpeTauus | puHaHCAX
PobGacTHbrit Monenb Ontumuzanus mno VYnpasnenue PezepBupoBanue,
CTOXaCTHYECKH | 3aBEJOMO HauXyZAlemy IIPY HEJJOBEPUHU | KaIluTaJl, CTPecC-
11 KOHTPOJIb HEBEpHa CLICHApPHIO, @ HE 110 | K TaHHBIM TECTUPOBAaHUE
OKUJaHUIO
Puck- Puck BaxHee Henunelinsie IIpuopurer CrpaxoBaHue ot
YyBCTBHUTEJIbHBI | CPEAHETO (9KCIIOHEHLMANIBHBI | IPEOTBPAILEH | pa30peHus,
11 KOHTPOJIb pe3ynbTara €) KpUTepHuu us Kpaxa KOHTPOJIb ITPOCATOK
NmnynecHbII VYnpasneHue Paspemenst Pemenns Peunurypusr,
CTOXaCTHYECKH | JUCKPETHO CKauKooOpa3HbIe IPUHUMAIOTCS | TapU(HBIE CKAUKH,
11 KOHTPOJIb BO3JICHCTBUS «pBIBKaMU» JOKaIUTAJIN3aLUs
KonTtposs ¢ IIpouunoe HemapkoBckas Yuer Honrocpounsie
MaMSATBIO BJIMSIET HA JUHAMHKa HaKOIJICHHBIX | 00sI3aTEIbCTBA,
(3amazaplBaHME | HAcCTOsIILEe s dexToB CTpax >KU3HU
M)
Kontpous ¢ Cucrema He YuureiBaroTcs VYupasnenue B | Karactpopudeckoe
pa3peIBaMH HENPEpbIBHA CKa4yK! U pexumMe CTpaxoBaHHE,
(jump models) KaTacTpodbl KPHU3UCOB KpeIUTHBIE
nedonTs
Kontpons npu | HeusBectHo Otka3 ot VYnpasnenue B | HoBble peIHKH,
HEOMNPEENEHHO | pacUpeesIeHUe | €AMHCTBEHHOMN YCIIOBUSAX KIIMMaTHYECKHE
71 MepBI BEPOATHOCTH | HE3HAHMS PHUCKHU
BEPOATHOCTHOM
Mepe
(ambiguity)
PobactHo-puck- | Puck + Kom6unamus VYnpasnenue CucreMHo
YyBCTBUTEJbHBI | HEONpEJENEHH | worst-case H tail- KUBYUYECTBIO 3HaYUMBbIE
€ TUOPUIBI OCTh risk CUCTEMBI (buHaHCHI U
CTpaxOBaHHE
AnanTuBHBIN Cpena [TapameTpel VYpasneHue JuHaMuueckue
CTOXaCTHUYECKH | MEHSETCS MOJIeNn oOydaromieiicss | moptdenu,
11 KOHTPOJIb 9BOJIIOLIMOHUPYIOT | CUCTEMOM TapugHas
aJanTamus
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B crpaxoBaHuM HECTaHIAPTHBIA CTOXACTUYECKUH KOHTPOJIb ITO3BOJISIET: IMPOEKTHUPOBATH
pe3epBel ¢ TMpuUIeIoM Ha penkue karactpodsl [17,18]; BeICTpauBaTh pPEHMHIIYPHUHT Kak
CTpaTeTMYeCKU, a He TakTU4eckuid uHCTpyMeHT [20]; dopmupoBath Tapu]HYIO MOIUTHKY,
YCTOMYMBYIO K CTPYKTYpHBIM clBUraM pucka[19,22]. ®dakTtuyecku peub UAET O MEPEXoje OT
9KOHOMHUKH MPUOBUTH K SKOHOMHKE KUBYydecTH[25,26](Tabmmma 3).

Tabmuna 3 — IlpuMeHeHne HeCcTaHIapTHOIO CTOXAaCTUYECKOIO0 KOHTPOJS B CTPAXOBAHHMU:
nepexos oT 3((heKTUBHOCTH K BBIKUBAEMOCTH

Ob6mnacts cTpaxoBoro | Knaccuueckwii HecrannapThslii KiroueBoii apdexr mas
yIIpaBICHUS IIOAX0. CTOXaCTUYECKUI YCTOMYMBOCTH
KOHTPOJIb
dopmupoBaHue Pe3epBbl Ha ocHOBE PoGacTHble U pUCK- CHMKeHHNE BEPOSTHOCTU
CTPaxOBbIX PE3€PBOB | OXKUJAHUH U YyBCTBUTEJIbHbBIE pa3opeHus
KBaHTUJIEN KpUTEpUU
VYnpasneHue ArnoctepuopHas IIpsimoe Brintouenue | [IpoaktuBHas 3amura
BEPOSITHOCTHIO OIICHKA ruin probability B KanuTasia
pa3opeHus KpUTepui
Karactpoduueckue DK30TC€HHBIE Mopenu co ckaukamu | AJIEKBaTHBIN YUET
PpUCKH MIONPABKH U TAKETBIMU AKCTPEMAIIbHBIX
XBOCTaMU COOBITHIA
Pennurypunr TakTnueckoe NMnynbscHBI IloBbILICHNE
nepepacupesieyieHue | CTpaTeru4ecKui aJJalITUBHOCTH K IIOKaM
KOHTPOJIb
Tapudnas nonutuka | PeakTuBHas AnanTuBHbIE VYceroitunBocTh TapuQoB
KOPPEKTHPOBKa CTOXaCTHUYECKHE K C/IBUT'aM pHUCKa
MOJEJIH
Honrocpounsie Mapkosckue mogenu | Kontpoib ¢ namarsio | CHbKeHUE
00s13aTeNIbCTBA U 3aI1a3/bIBAHNEM HAaKOIJICHHBIX OIIMOOK
Kamuran u Solvency- | Perynstopusiii PoGacTtHoe 3amnac MpoYHOCTHU CBEPX
MOAXOBI MHUHUMYM yIpaBJieHUE HOPMAaTHBOB
KaluTajioM
Ynpasnenue JuBepcudukamnys mo | YmpasieHue CHIDKEHHE CUCTEMHOTO
nopt¢enaemM puckoB 0KHJIaHUIO XBOCTOBOM pucka
KOppesiuuein
AHJileppalTUHT Hcropuueckue Kontpois nmpu 3amuTa OT CMEHbI
JaHHbIE HEOIpeAeIEHHON pPEXKUMOB
Mepe
Llenb ynpasnenus Maxkcumuzanus Maxkcumuzanus Crparernyeckas
IpUOBLIH JKUBYUYECTU CUCTEMbI | YCTOMYMBOCTD

B ¢uHaHCOBBIX cHCTEeMax HECTaHAAPTHBIM CTOXACTHUECKUI KOHTPOJIb CHUXKAET CUCTEMHBIN
puck noptdeneit [10,27]; mHTErpUpYyeT CTpecc-CIEHapHUH B caMmy JOTHKY ympasieHus [6,13];
paspymaer Mud o crabwibHOW nuBepcudukamuu [5]. DTO 0COOCHHO Ba)KHO B 3IOXY BBICOKOM
KOPPEIMPOBAaHHOCTH KPU3UCOB U U(POBBIX A3PPEKTOB pacpocTpaHeHHs IOKOB ( Tabnuua 4).

Tabnuma 4 — HectanmapTHBI CTOXaCTUYECKUH KOHTPOJb B (PMHAHCAX: OT MAKCUMH3AIHU
JOXOJHOCTHU K YIPABICHUIO YSI3BUMOCTBIO

Oo6nacTn Knaccuueckui HecrangapTHbiid KiroueBoit
(uHAHCOBOTO (MHAHCOBBIH MOAXO] | CTOXACTUYCCKUI yYIIPaBICHYECKUI
YIPaBICHUS KOHTPOJIb s ekt
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VYnpasnenue Ontumuzanus Puck- CHmwkeHne riryOnHbI
HMHBECTULIMOHHBIM JIOXOJTHOCTb— YyBCTBUTEJIbHBIE U IIPOCaZ0K
noptdenem JUCTIEPCHs pobacTHbIe KPUTEPUU
Onenka pucka VaR u cpennue CVaR, tail-risk, KoHTposb XBOCTOBBIX
MOKa3aTeu worst-case ClleHapuu | MOTepPb
JluBepcuduKarms CHuxeHue pucka B VYyer koppensiuii B | 3aliuTa OT CUCTEMHBIX
CpelHEM KPU3HUCHBIX PEKUMaX | IIOKOB
Peaxkius Ha [Toctdaktym MMy nbcHBI CoxkpalieHue BpeMeH!
PBIHOYHBIE KPU3HUCHl | peballaHCHPOBKA CTOXaCTHUYECKHUH peakuuu
KOHTPOJIb
VYnpasneHue Cratuueckue AnanTuBHOE CHmxeHue pucka
JMKBHAJHOCTBIO Oydepsl YIPAaBIICHUE B KaCCOBBIX Pa3pbIBOB
CTpecc-CLIeHapUsX
@uHAHCOBOE Cuenapuu ¢ PobactHble clieHapuu | Y CTOMYMBOCTD K CMEHE
IUIAHUPOBAHKE (bUKCUPOBAHHBIMU C HEOIIpeIeEHHON pPEXKUMOB
rapameTpaMu Mepoit
Hcnonb3oBanue LenTpanbHbie JnanazoHHbIe 1 CHIKEeHHE 3aBUCHMOCTH
IIPOTHO30B OLICHKH WOrst-case OLEHKU 0T omKOoK
IPOTHO3UPOBAHUS
AJroputTmMuYecKas Ontumuzanus mno KonTpons CHuxeHue
TOPIOBIIS HCTOPUYECKUM YyBCTBUTEIBHOCTH K | aJITOPUTMHUYECKUX COOEB
JaHHBIM omKOKaM MoJesn
®duHaHCOBas HopmaruBHbie VYnpasnenue crpecc- | [IpenorBpamienue
YCTOMYHMBOCTh KO3 PHULIHEHTHI YCTOWYMBOCTBIO KaCKa/IHbIX [IOTEPh
CUCTEMBI
Crparernyeckas Maxkcumunzanus Munumnszanus Jonrocpounas
Leb JIOXOJIHOCTH ySI3BUMOCTHU CUCTEMBI | YCTOMYUBOCTD

KiroueBass wupest cratbu
HEOMNPEACIEHHOCTH ONTUMAJIBLHOCTh CTAHOBUTCS OMACHOW IIEJBIO

3aKJII04acTCA B

CIeyIoleM: B

YCIIOBUSIX paguKaIbHON
[5,14,28]. EnuncTBEeHHO

palnMoHaNbHON CTpaTerueil ynpaBieHHs SBISETCS MOCTPOCHUE CHCTEM, CIIOCOOHBIX MEPEeXHBATH
omuOKH, cOOU M HEOXKUTaHHBIE COOBITUA [6,7]. HecTanmapTHBIN CTOXaCTUYECKHI KOHTPOIb — 3TO
MaTeMaTHYECKOE BbIPaXXEHUE 3TOM yrnpaBieHueckoi gpuinocoduu ( Tabmuia 5).

Tabnuna 5 — Ilepexol OT ONTUMHU3AIMOHHOTO YIIPABIEHUS K YIPABICHUIO YCTOMUYNBOCTHIO B
YCIIOBUSIX paIMKaIbHOW HEONPEIEIEHHOCTH

N3mepenue Kiraccuueckas [Tapagurma Merononoruyeckoe
yIpaBIeHUS napaaurma HECTaHJapTHOTO CJIe/ICTBUE
ONTUMAJIbHOCTH CTOXaCTHUYECKOT O
KOHTPOJISI
[IpencraBnenue o OTKJIOHEHUE OT DK3UCTEHIIMaTbHAs Cwmena doxyca ¢

pucke CpEIHEro yIrpo3a cucTeMe BapHualiy Ha
BbDKHBaHUE
Lens ynpaBneHus Maxkcumuzanus Munumusanus OTKa3 OT «Iyd4Iiero» B
0KUaeMOr0 BEPOSTHOCTH MOJIB3Y «JIOCTAaTOYHO
pe3yJsbTaTta (baTaNbHBIX IOTEPh YCTOWYHBOTOY
Pounp N3mepumas u CrpykrypHas u [Tpu3Hanue npenenon
HeonpeaeIEHHOCTU yCTpaHuMas Heuz0exHas MOJIEJTUPOBAHUS
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OTHoMICHHE K Ommbka — nedexr Ommbka — [TpoexTupoBanue ¢
OImroKaM MOJIEJH HOPMaJIbHOE JIOTyIIeHreM cO0st
COCTOSIHUE CUCTEMBI
Kpurepuii OnTuManbHOCTH Kupydects n Cneur ot KPI
s exTuBHOCTU peLIeHUs aJalITUBHOCTh resilience-meTpukam
CUCTEMBI
Bpemennoii Kpatko—n JlonrocpouHslii u Crpaternueckoe
TOPU30HT CPEIHECPOYHBIN CKBO3HOU MBIIIICHUE BMECTO
TaKTUYECKOTO
Peaknust Ha kpusucel | [Toctdaktym Bcerpoennas [IpoakTuBHOE
KOPPEKTUPOBKA TOTOBHOCTB K IIOKY yIpaBJiIeHUE
Ponrs Mmoneneit M cTOYHUK TOYHBIX NuctpymenT Mopenn kak HaBUTAIIHS,
pelieHni OpHUEHTALIUU B a HE UCTHHA
HEONPEJICIEHHOCTH
VYipasneHueckas KonTpons n YcToiunBocTh 1 Ot uepapxuu K
dbunocodust MPEACKa3yeMOCTh ajanTaius AHTUXPYIIKOCTH
Wtoroseiii npunuun | «OOTUMAaIbHO NPU «BppkuBaeT npu 3aMeHa JIOTUKU
MIPOYUX PABHBIX» HEONIaronpusATHLIX» | 3((HEKTUBHOCTH
JIOTUKOW YCTOWYMBOCTH

[IpencraBneHHbIl mepexof OTpakaeT (yHIAMEHTAIbHOE W3MEHEHHE YIPaBICHUYECKOU
palMOHAJILHOCTH B CTpaxoBaHMM U (uHaHcax. B ycloBusX paauKalbHON HeEONnpeaenéHHOCTU
YCTOWYMBOCTh CHCTEMBI CTAaHOBHTCS OoJiee 3HAYMMON XapaKTEPUCTUKOHN, deMm (opMambHas
ONTHUMAJIbHOCTh YIIPABJICHYECKUX perieHuil. HectangapTHbIl CTOXAaCTUYECKUH KOHTPOJIb B 3TOM
KOHTEKCTE BBICTYIIAET HE KaK HaOOp albTEPHATUBHBIX METOJIOB, @ KAK MATEMaTHYECKOE BhIpa)KEHUE
HOBOH yIIpaBJIEHYECKON MMapaJurMbl, OPUEHTUPOBAHHOM Ha BBDKMBAHUE, aJalTallMi0 U KOHTPOJIb
ySI3BUMOCTH.

HecrannapTHelil CTOXaCTUYECKHU KOHTPOJIb CIAEAYET pacCMATPUBATh HE KAK YACTHBIM pa3zen
IIPUKIJIATHON MaTEMaTHKH, @ KAK OCHOBY HOBOI IapaJWrMbl YIIPaBJIECHUS PUCKOM B CTPAXOBaHUU U
¢unancax. OH TpeOyeT oTKa3a OT WJUIIO3MH TOYHOCTHU, MPU3HAHUS HeompenenéHHocT [14,29] u
cMmeneHns (pokyca ¢ ONTUMAaIbHOCTH Ha YCTOHYUBOCTS [5,28].

Bynyuee cTpaxoBbIX U UHAHCOBBIX CHCTEM MPUHAIICKHUT HE TEM, KTO TOUHEE TPOTHOZUPYET,
a TeM, KTO JIy4llle BbDKUBAET B YCIOBUAX OLIMOOYHOIO ITPOTHO3a.
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BU3YAJ/IN3ALIUA HECTAHIAPTHOI'O CTOXACTHYECKOI'O KOHTPOJIA
B CTPAXOBAHUU 1 PUHAHCAX C IIOMOIIBIO ITPOI'PAMMBbI VOSVIEWER

I'EJIBMAHOBA 3051 CAJINXOBHA
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Aunomauus. B cmamve paccmampusaemcs npumenenue npoepammvl VOSviewer 054
BU3YATU3AYUU HAYYHBIX TAHOWADMOE 8 0baacmu HeCMmaHOapmHo20 CIMOXACMUYeCcK020 KOHMPOJI,
npumeHsemozo 8 cmpaxosanuu u unancax. Ha ocnose bubnuomempuuecko2o anaiuza OaHHuIX U3
0a3 Scopus u Web of Science svisi61enbl K104e8ble meHOeHYUU, Cemu COa8mopcmea, KOYUMuposaHus
U Ki04esblx mepMuHos. Memooonozus exnouaem coop 0aHHbIX NO KI0uesbiM closam "non-standard
stochastic control”, "insurance" u "finance", ¢ nocredyrowei susyanuzayueii cemeti. Pezynivmamuot
OeMOHCMPUPYIOM  KIACmepbl UCCIe008aHUU, (DOKYCUPYIOWUECs HA MOOeNaX C NPLIHCKAMU,
HeonpeoeleHHOCMbIO U 8peMeHHOL Heco2nacosanHocmolo. Q6cyscoeHue noouepkugaem nomeHyual
VOSviewer ona sviaenenus npodenos 6 iumepamype u 6yoywux nanpasienuti. Cmamus onupaemcs
Ha ananuz 150+ nyoauxayui 3a nepuoo 2000-2025 ze.

Knroueewie cnosa: KOHMpOJlb, cmpaxoeaHue, d)uHClHCbl, Vosviewer, kiouegble mepmMuUuHbl

CroxaCTUYEeCKHI KOHTpPOJIb MPEJCTaBIseT COOOH (yHOAMEHTalIbHBI HMHCTPYMEHT B
MaTeMaTHKe (PUHAHCOB U CTPaxOBaHUs, O3BOJIAIOIINN MOACIMPOBATH U ONITUMU3UPOBATH MPOIIECCHI
I0J1 BIUSIHUEM CITy4aiHbIX PakTopoB [1-3]. HecranaapTHbIM CTOXaCTUYECKUN KOHTPOJIb, B OTJINYHE
OT KJIACCHYECKUX IOJXO0JI0OB, YUUTHIBACT TAKUE ACIEKThI, KAaK MPBDKKH B MpoIleccax, MOACIbHYIO
HEOIPEIEIEHHOCTh U BPEMEHHYIO HECOTJIaCOBAaHHOCTh, YTO OCOOCHHO aKTYaJbHO JUIS HEMOJIHBIX
PBIHKOB ¥ THOPUIHBIX (PMHAHCOBO-CTPAaXOBBIX TPOAYKTOB [1,5,6]. B cTpaxoBaHum 3TO MpUMEHSIETCS
JUIE MUHAMHU3alUN yOBITKOB M XEUKUPOBAHUS PUCKOB, a B (PMHAHCAX — JJIS LIEHOOOpA30BaHMs
JIEPUBATHUBOB TOJ1 HEOTIPEAECTIECHHOCTHIO.

B nocnegnue roapl 0MOIMOMETPUUECKUI aHAJIU3 CTaJl MOLTHBIM CPEACTBOM JIJIsl BU3YyaIU3aluu
HAyYHBIX TEHJICHLUN, TO3BOJSS BBIABIATH KIIOYEBBIX aBTOPOB, KIIACTEPHl TEM M SBOJIIOIHIO
uccnenoBanuii. Ilporpamma VOSviewer, paspaboraHHas [JIsi TOCTPOCHHS W BH3yallU3alldN
bibliometric networks, naeanbHO MOAXOIUT IS TOU L€, TOCKOJIBKY MOAIEP)KUBACT aHAIIU3 CETeH
[IUTUPOBAHUS, COABTOPCTBA M KO-OKKYPPEHIIMH TEPMHHOB Ha OCHOBE MAHHBIX M3 Pa3JIMYHBIX
6a3[7,8]. Llenp cratbu — mnpoaeMOHCTpUpOBaTh npumeHeHne VOSviewer s BU3yalH3alUuU
JUTEPATyphl IO HECTAHAAPTHOMY CTOXAaCTUYECKOMY KOHTPOJIIO B CTPAXOBaHUU M ()UHAHCAX, BHISIBUB
KJIIOYEBbIE MATTEPHBI U TPOOEITBI.

Mertopaonorusi OCHOBaHa Ha OMOJIMOMETPUIECKOM TOAXO0/IE C uctonb3oBanueMm VOSviewer st
Bu3yanu3anuu. CHayana Obutn coOpaHbl gaHHbIe U3 6a3 Scopus u Web of Science 3a nepuosg 2000—
2025 rr. KmroueBbie croBa aist moucka: "non-standard stochastic control" AND ("insurance" OR
"finance"). OTO MO3BOJMIO MOIXY4YUTh OKOJIO 150 peneBaHTHBIX MyOJMKalMi, BKJIIOYas CTaTbH,
MoOHorpaduu u auccepranuu[7,8].

Amnanuz Bkmoyan: CeTb KO-OKKYPPEHLIMH KITIOUEBBIX TEPMHUHOB: MUHUMAIBbHOE KOJIUYECTBO
BXOXKJICHHM — 5, HOpManu3amus mo association strength. CeTb NMTUPOBAHUSA U KOIIMTHUPOBAHUSA:
IToctpoenue Ha ocHoBe bibliographic coupling u co-citation, ¢ ucnons3oBanuem fractional counting
JUISL y4€Ta MHOKECTBEHHBIX CCBUIOK.

Busyanmuzauus mpoBonmnace B distance-based moaxone, rie paccTOsSHHE MEXIy Y3JIaMH
OTpa)kaeT CTEeNeHb CBs3U, a LIBeTa — KJacTephl, MmojydyeHHble via modularity optimization. J{ns

0 “MexyHapoHbIN HayYHO-HccaeoBaTenbckul neHTp “Endless Light in Science”


https://doi.org/10.5281/zenodo.18208873

3KOHOMUWYECKHE HAYKHU
2024 -5.99

00paboOTKM HKCIOJIb30BAUCh (QYHKIMHU text mining VOSviewer 1jis WU3BICYCHHUS TEPMHUHOB H3
aOCTpPaKTOB.

AmHanu3 BBISIBUII TPH OCHOBHBIX KJIaCTepa B JIUTEPATYPE MO HECTAHIAPTHOMY CTOXaCTHUECKOMY
KOHTPOJTIO.

B mepBoMm kiactepe (KpacHBI) TOMHHUPYIOT TEMBI, CBSI3aHHBIC C MOJEISAMHU IMPBDKKOB U
HEOTPEEIIEHHOCTIO MOJIENeH, BKIII0Uas CTOXAaCTUYECKHE IIeJieBble MPOOIEMBbl U TEOMETPHUECKOE
TUHaMH4YecKoe mporpamMmMupoBanne. KirodeBrsie Tepmunbl: "jump-diffusion”, "model uncertainty",
"viscosity solutions"[4,5]. LlentpasibHpie nyOnauKauu — pabOTBHl, C BBICOKOW CTEHEHBIO
uuTupoBaHus (cBbiiie 50 ccbutok Kaxaast)[4,9].

Bropoii kiactep (3enenbiii) ¢okycupyercs Ha BPEMEHHOH HECOTJIaCOBaHHOCTH B
ONITUMAJIFHOM KOHTpOJIE, C MPUMEPAaMU W3 CTPaxoBaHWs (HANpUMEp, MUHHUMH3ALUS YOBITKOB B
underwriting cycles) u ¢unancoB (moprdensHas ontumuzanus). Tepmunsl: "time-inconsistent",
"Hamilton-Jacobi-Bellman-Isaacs"[10]. 3nech TUAUPYIOT aBTOPHI, C CETHIO COABTOPCTBA, CBA3AHHOMN
¢ eBporneiickumu yHusepcureramu| 10].

Tpetuit knactep (CHHUIM) OXBaThIBA€T MPHIIOKEHHUS B TMOPUAHBIX (DHHAHCOBO-CTPAXOBBIX
NpOAYKTaX,  BKJIIOYas  ACUMOTOTHYECKOE  IIEHOOOpa3oBaHME UM XEJDKMPOBAHUE  IOJ
HeomnpezeneHHocThio. KiroueBbie Tepmunbl: "hybrid claims", "utility indifference pricing"[11,6].
Busyanuzauus nokassiBaet poct myonaukanuii nocie 2010 r., ¢ muxkom B 2020-2025 rr ( pucyHok 1).
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Pucynok 1 - CeTb KO-OKKYppEHIIMH KIIFOUEBbIX TEPMUHOB B 00J1aCTH HECTAaHAAPTHOTO
CTOXAaCTUYECKOTO KOHTPOJIS B CTPAXOBaHUU M (pruHaHCAX

OO01muii aHaTM3 COaBTOPCTBA BBISTBUJI KITIOUEBBIX UccienoBateneii: Bouchard, Touzi (cBbimie 10
coBMecTHbIX pabotr) [5]. Crpansl-muaepsl: Ppannusa, CIIA, Iloasma. CeTh HUTHPOBAHUS
MOATBEPKIAE€T SKBUBAJIEHTHOCTh MEXIAY ONTHUMAIbHBIM KOHTPOJIEM M CTOXACTUYECKUMH I1I€JIEBBIMU
npobieMaMu Kak IeHTPaIbHYIO TeMy [S5]( pUcyHOK 2).
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Pucynox 2 - Cetp coaBropctBa u/miu bibliographic coupling KkiO4eBBIX aBTOPOB U
myOnuKanuii B 001aCTH HECTaHIAPTHOTO CTOXACTHYECKOTO KOHTPOJIS

Pucynok 2 mnpencramisier co0oil ceThb coaBTopcTBa (co-authorship network) w/mmm ceth
bibliographic coupling (cBsi3bp myOnukaiuii yepe3 obmume uTHpoBanus) B VOSviewer. OCHOBHbBIE
XapaKTEPUCTUKHU BU3YaTH3aIIHN:

V3abl (Kpyru) — aBTOPbl WM MyOJMKAIMK, pa3Mep y3Jia MPOMOPIUOHAICH KOJIUYECTBY
JIOKYMEHTOB / IIUTUPOBAHMM / CBSI3EH.

[[BeTa 0003HaYAIOT KiIacTephl (0OOBIYHO 4—7 KIACTEPOB):

KpacHbIi / OpaH)XeBBIii — TpyIIa aBTOPOB, pa0OTAIOMIMX HAaJ MOJACISIMH C TPBDKKAMH,
HeompeeIEHHOCThIO U Viscosity solutions (uacto dpanimysckas mkona: Touzi, Bouchard, Elie u
COaBTOPHI);

cuHUI / Tomy0oOil — WuCClenoBaTeNy, COCPEAOTOUCHHBIE Ha time-inconsistent control u
CTpaxoBbIX NpuioxkeHusax (dyacto Delong, Basak, eBponeiickie yHUBEpCUTETHI);

3en€HbIi / KENTHIN — KiacTepsl, cBsa3aHHbIe ¢ hybrid products, robust hedging u utility-based
pricing;
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cepblii / (HUONETOBBII — MeHee IUIOTHBIE WM TepuQepuiiHbple TPYNIbl (HApUMED,

MIPUIOKEHUS B (PUHTEXE WM a3UaTCKUE aBTOPHI).

TonmuHa TMHANR — crita CBsA3H (KOJTUYECTBO COBMECTHBIX Pa0OT MM OOIIUX IIUTUPOBAHUH ).

LlenTpanpHble y31bI — Haunbosee BiausTenabHble aBTOpbl: Bouchard B., Touzi N., Elie R,
Delong L. (camble kpymHbIE KPYTH 1 HAMOOJIbIIIEE KOJTMYECTBO CBSI3EH).

['eorpaduyecku 3amMeTHBI TJI0THBIE CBs3U BHYTpU Dpaniuu, CILA, IToasmm, Gonee penkue
— ¢ Kuraem, Kananoi, I'epmanneit.

Buzyanuzanus  AeMOHCTpUPYET  OTHOCHUTEIBHO  (PparMEHTHPOBAHHYIO, HO  YyXKe
c(OpMHPOBAHHYIO HAyUYHYIO0 OOLIMHY C HECKOJIBKUMH CHIIBHBIMU «xabamu» B EBporre.

Pesynpratel Bu3yanuszamuu B VOSviewer MNOMYEPKUBAIOT HSBOJIONUI0 HECTAHIAPTHOTO
CTOXAaCTUYECKOTO KOHTPOJISI OT TEOPETHYECKUX MOJeNed K NPAaKTUYECKHM NPWIOKEHUSIM B
cTpaxoBaHuH (pHUCK-AuBepcudukaimsa) u ¢uHaHcax (podactHoe xemkuposanue) [7,8]. Kmacreps
YKa3bIBAIOT Ha TPOOENBI: HEAOCTATOK HCCIIEAOBAHHMHA 1O WHTErpanuu ¢ big data m MammHHBIM
oOydeHrneM, HECMOTpSI Ha PacTyIIUi HHTEpeC K CTOXaCTUYECKHUM IpolieccaM B GUHTEXE.

Bynymue HanpaBieHHs: pacIIMpPEHUE HA peallbHOE BpeMs TaHHBIX M MHTETPalus C IPYTHMA
unctpymenTami, kak CitNetExplorer mis timeline-ananusa. 3To MO3BOJIUT JIy4Ille TOHITH JUHAMUKY
HCCJIEIOBaHUI U CITIOCOOCTBOBATH Pa3BUTHUIO YCTONYMBBIX (PUHAHCOBBIX MOJIEIEH.
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BYPKAHOBA MbIP3ANBIM YJIAPEEKOBHA
MaructpaHTKa
Omickuit Texnonornyeckuit Yausepcuter uM.M.M A npimeBa Keipreiscras.

Hayunsrii pykosoautens npod.Om TY BAUMYPATOB ABJIUMUTAJIATI
ABJINJIJTAEBUY

Annomayus. B oOannou cmamve  onucwvléaromcs 00X00bi u pacxoowvl Hacenenusi  KP.
IIpoananusupoganvl OUHAMUKA PACX0008, A MAKAHCE CIMPYKMYPA COBOKYNHBIX 00X0008 U PpACX0008
oomoxossiicme Kvipeviscmana ¢ pasuvimMu cpedHeoyulesbiMu oowumu ooxooamu. B cmamve
npeocmaesieHvl pe3yibmamsl UCCAe008AHUSL  COYUANbHO-IKOHOMUYECKOU Ougghepenyuayuu Ha
VpoeHe 0oMox03aticme. AHanu3 nokasvieaem pacnpeoeieHusi pacnonazaemvlx pecypcos no pasHvim
2PYNNam OOMOXO03AUCM8, KaK 8 00X00ax, maK U 8 pacxooax.

Knrwoueevie cnosa: yposenv iCusHu, OeHedCHble 00X00bl, Ouggepenyuayus 00x0008,
nompeobumenbCeKue pacxoosl, CPeOHeMEeCAYHASI HOMUHATIbHASA 3apabomHas naama.

HOUSEHOLD INCOME AS A FACTOR IN THE DEVELOPMENT OF THE
INVESTMENT POTENTIAL OF REGIONS

BURKANOVA MYRZAIYM ULARBEKOVNA
Master’s student
Osh Technological University named after M. M. Adyshev, Kyrgyzstan.

Scientific supervisor: Professor of Osh Technological University BAYMURATOV
ABDIMALIP ABDILLAEVICH

Annotation. This article describes the income and expenses of households in the Kyrgyz
Republic. The dynamics of expenses, as well as the structure of total income and expenses of
households in Kyrgyzstan with different average per capita total incomes are analyzed. The article
presents the results of a study of socio-economic differentiation at the level of household. The analysis
shows the distribution of disposable resources across different groups of households, as in income
and expenditure. It is proposed to pay attention to the problems of expanding employment while
simultaneously reducing income differentiation by industry.

Key words: standard of living, cash income, income differentiation, consumer spendings,
monthly average nominal wage, unemployed, savings, per capita, income level.

Heab wuccaenoBanusi. AKTyaqbHOCTh TEMBI HCCJIEJIOBAHHS CBSi3aHA C HAJUYUEM psiaa
JACKYCCUOHHBIX  BOIIPOCOB, BO3HUKAIOIIMX IPU  CTATUCTHUYECKOM  HM3YYEHUU JICHEKHBIX
JI0XOJIOB HACEJIEHUS CTPAaHbI U PETUOHOB.

AKTYaJIbHOCTBH CTATUCTUYECKOI'O UCCIIETOBAHMS I0XO0/I0B HACEIICHUS 3aKI0YaeTCs B TOM, UTO
C €ro MOMOILBIO PELIAIOTCS CICAYIOIINE OCHOBHBIE 3a1a4M:

- NPOBOJIMUTCS AaHajiu3 II0Ka3aTelel IMHAMUKHU JOXOJOB HACEJIEHUsT M HMCTOYHHUKOB HX
dbopmupoBaHus; -mAaeTcs OlEeHKa au(depeHIanud HACceJICHUsT 10 JICHEeXKHBIM JIOXOJaM H
MOTPEOJICHUIO; -JaeTcsd OIICHKAa PETHOHANBHBIX pa3IU4uil B YpPOBHE JIOXOJOB HAaCEJICHUS,
MPOBOJIUTCS aHATU3 BIUSHUA (DAaKTOPOB HA YpPOBEHb JACHEKHBIX JIOXOJIOB HACEJICHMs, KaK Ha
pecnyOIMKaHCKOM, TaK U Ha PErHOHATBHOM YPOBHSIX.
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MeTtoasb! ucciaeaoBanus. MHbopMaoHHO# 6a30ii HCCIeJ0BaHUS MTOCTYKHIIU O(QHUIINATbHBIC
colanbHble cratucTuueckue Marepuansl HammonaneHoro Cratuctuueckoro Komwurera KP. B
HCCJIEIOBAaHUM HapsAy C TPAJAULIMOHHBIMU CTATUCTUYECKUMHU METOAAMU IPUMEHSUIUCH TAKXKE METO]
OLICHKH CTPYKTYPHBIX pa3InWyMif, METOJl HWHIEKCHOro aHainu3a AudQepeHlranul HaceleHus
0 JICHEXKHBIM JI0X0J1aM, KaK Ha PecIyOIMKaHCKOM, TaK M HAa PETMOHAILHOM YPOBHSIX.

Pe3yabTaThl uccjegoBanus. [lo utoraMm MHTErpUPOBAHHOTO BHIOOPOYHOTO 0OCIEIOBAHUS
OIO/KETOB JTOMAITHUX XO3AWCTB M paboueil CUIbI, €XKEroJHO MPOBOIMMOTO BO BCEX PETHOHAX
pecnyOnuku, B 2023r. NeHEXHbIE JOXOAbl Ha JYIIy HACEICHHWS B HOMHHAJIBLHOM BBIPRXKEHUU
coctaBuiu 84 164,0 coma B rox, uto B 1,4 pasa Bbiue, yem B 2019r. JleHexHble pacXxo/ibl Ha AyLLy
HaceseHust Bo3pociu ¢ 41 526,04 coma B rox B 2019r. no 56 177,42 coma - B 2023r.

Beenenue

VYpoBEHb KU3HU HACEIICHMS] XapaKTepU3YETCs CUCTEMOM IOKa3aTesell, 0XBaThIBAIOIINX P
pa3zesoB: 10XOAbl HACEJIEHUS; pacXobl U MOTpedIIeHNE; cOepeKEeHMs], HAKOINIEHHOE UMYIIECTBO U
KHUIIbE; colManbHas AuddepeHnranus HaceleHus; TMOJ0KEHHE MAallo00ECIECUeHHBIX CIIOEB
HaceJeHus1, 00001arome MaKkpodKoHoMudeckue nokasarenu (BBII, HanmoHambHBIM 10X0/T, YUCTHINA
HAI[MOHANIFHBIA pacrojiaraeMblii J10XOJ Ha JyIIy HAaCENeHUs, WHACKC MNOTPeOUTENbCKUX IIEH,
oKujaemasi poI0JKUTENIbHOCTD KU3HU HACEJICHUS U IPYTHUE).

BaxxnelimumM nokasatesieM, XapaKTEpU3yIOINUM COCTOSHUE KU3HEHHOTO YPOBHSI HACEICHUS U
pBIHKa TpyAa, siBIsieTcsl 3apaboTHas miara. B 2023r. cpenHeMecsyHas HOMUHaJIbHAs 3apaboTHas
IU1aTa [0 CPaBHEHUIO C MPENBIAYIIMM IoJOM Bo3pocia Ha 2,1 mponenra, coctaBuB 19 930 comos.
Pa3mep peanpHo#l 3apaborHoit miatel B 2023r. mo cpaBHeHuto ¢ 2019r. yBenwuwmiics Ha OJMH
MIPOLIEHT, IIPU POCTE CPeTHEMECIYHON HOMMHAIBHOM 3apa00THOM MIIaTH 32 ATOT epHO] MOYTH B 1,2
pasa.

Taoauna 1. OcHOBHBIE COIMAJBLHBIE MTOKA3ATEJIN

2019 2020 2021 2022 2023

lemorpadguyeckasi curyanus
UncineHHOCTh MOCTOSHHOIO HAaceIeHus (Ha
KOHEII I'0J1a):

TBIC. YEJIOBEK 6 256,7 | 6389,5 | 6523,5 | 6636,8 | 71473
B IIPOLICHTAX K IIPEABIAYILEMY TOAY 101,9 102,1 102,1 101,7 101,7
KoadduumenT pepTHIIbHOCTH, CpeTHEE YUCIIO

JeTei, pOKACHHBIX OJTHON KEHITUHOMN 3,0 3,3 3,3 3,0 29

OxugaemMas IPOoJI0JKUTEIbHOCTD KU3HU NMPU
0XKJICHHH, JIET

00a 1oia 71,1 713 71,5 71,7 71,8
SKEHIIIMHBI 75,4 75,6 75,8 76,0 76,1
MY KYHHBI 67.2 67.4 67.6 67.8 67.9
7K13HeHHbIH YPOBEHb HACeJeHUs
Koaddunment [xuau (mo goxomam) 0,392 0,378 0,364 0,344 0,372
KyMynsTHBHAs 0N JOXOOB!, B IpOIIEHTaXx:
0-20 5,9 6,2 6,8 7,1 6,3
21-40 16,5 17,1 15,3 18,9 17,4
41-60 31,9 32,9 31,8 353 333
61-80 54,7 55,7 55,4 58,4 56,1
81-100 100,0 100,0 100,0 100,0 100,0
YpoBeHb O€THOCTH, B IPOIICHTAX 25,6 22,4 20,1 25,3 33,3
113 HUX KpaiiHe GenHble’ 0,8 0,6 0,5 0,9 6,0
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Ucrounuk HCK KP

B mHactosmiee Bpems COOTHOILIEHHE YHCIEHHOCTH HAaceJIeHHsT B TPYIOCIOCOOHOM U
HETPYIOCTIOCOOHBIX BO3pacTax MEHsETCS TaKHUM 00pa3oM, 4To KOd(p(UIMEHT aeMorpaduyeckon
Harpy3ku (OTHOILIEHHWE YHWCJICHHOCTH HACEJICHHUS MOJIOKE, a TaKXKe CTapile TPYyI0CHOCOOHOTo
Bo3pacToB Ha 1000 HacenmeHUs B TPyAOCIMOCOOHOM BO3pacTe) yBelIMUWBaeTcs W Ha koHer 2021r.
coctaBui 760 yenoBek. CaMblii BBICOKHH ITOKa3aTeNb 3aperucTpupoBaH B Tamacckoi (803 yenoBeka)
barkenckoii (795 uenosek) m Yyiickoi (788 yemoBek) o0JacTiX, camblii HU3KMH — B Jxaman-
Abanckoii obsacty u T. burikek (cooTBeTcTBEeHHO, 747 yenoBek u 706 4enoBek).

UucneHHOCTh JIML[ CTapllie TPYyIOCHOCOOHOTO BO3pacTa €XKEroJHO YBEIMYMBAETCS 3a CUET
BCTYIUJICHUS B IEHCUOHHBIN Bo3pacT mokoneHus: 1960-x ronoB poxaeHus, 60jaee MHOTOYHCIEHHOTO
10 CPABHEHUIO C MPEAbIAYIIMMHU ITOKOJIEHUSIMHU, COCTaBUB Ha KoHel 2023r. 8,5 npoiieHTa oT o01ei
4UClIeHHOCTH HacedeHus. OCHOBHYIO 4YacTh HACEIeHMs CTaplie TPYIOCIOCOOHOrO0 BO3pacTa
COCTaBJAIOT KeHUIMHBI (okono 70 mpomenTtoB wiau 401,2 Teic. 4YenoBek). 31eCh, BO-TEPBBIX,
CJIelyeT Y4YeCTh, YTO MPOJOJDKUTEILHOCTh XH3HU JKEHIIMH BBIIIE, YEM MY KUMH, BO-BTOPBIX,
[IEHCUOHHBIIM BO3PACT JKEHUINH HACTYIAET Ha MATh JIET paHbIIIE.

Cornacno mxkane OOH, ecnu ot nui B Bo3pacte 65 JIET U cTaplie BO BCEM HACEIECHUH HUXKE
4 NpOLEHTOB, TO HACEJICHHE TAKOW CTPaHbl CUUTAETCS MOJOIBIM; €CiIu B UHTepBajie oT 4 no 7
IIPOLIEHTOB — HACEJIIEHHE Ha IOpOre CTapOCTH; €CIU BbILIE 7 IMPOLEHTOB — CTApO€ HACEJICHUE.
Hacenenue Keiproizcrana HaxoauTces Ha opore crapoctu: Ha Hayano 2022r. B BozpacTax 65 neT u
cTapuie Haxoauaoch 347,8 ThIC.YeOBEK, WIK 5,2 IPOLEHTA KbIPTBI3CTaHUEB. TeM He MeHee, 3TOT
MOKa3aTesb 3HAUNUTENbHO HIKE Mokaszareneit npyrux ctpadn CHI': Hanmpumep, B AzepOaiiikane oH
coctaBun 7,9 mporeHTa (Ha Hayano 2022r.), Kasaxcrane — 7,8 npouenra, Poccuiickoii @eneparum u
Benapycu — mo 15,8 nporenTa (na nagano 2023r.)L. Tlo nporaosy OOH, B Kblpreiscrane naHHas
TEHACHIMA NposiBUTCS TpuMepHO K 2030r., Koraa 10515 MOKUIIBIX JIF0AEH B Bo3pacTe 65 JIeT U cTapiie
MPUOJM3UTCS K 7 TIPOLICHTAM.

Tab6anna 2.0cHoBHBIE MOKA3aTeJIN YPOBHS KM3HH HaceJIeHUSA
(Ha KoHey 200a)

2019

2020

2021

2022

2023

DakTHUecKOe KOHEUHOE MOTpeOIeHNe
ITOMAaITHUX XO3SIHUCTB,
MJIH. COMOB

481 878,0

519 519,6

524 304,7

512 183,0

672 144,2

Ha JYITy HACEJIEHUs, ThIC. COMOB

81,1

85,6

84,5

81,0

1044

B ITPOLEHTAX K NPEJBIAYIIEMY T'OAY

105,7

104,7

100,8

92,6

112,0

JlenexxHpie 10X0bI HaceneHus (B
CpEeAHEM Ha JTyITy
B MECSII), COMOB

4739,4

53373

5684,7

56254

6 647,8

CpenHemMecsiuHas HagMCICHHAS
3apaboTHas IU1aTa OJJHOTO
a0OTHHKA, COMOB

15670

16 427

17232

18 940

19 330

MuHNManbHas 3apaboTHAS IUIATa,
comoB!

1200

1 662

1750

1 854

1 854

OTHOIIIEHHE CPEAHEMECIUHOM
HAYMCIICHHOM 3apa00THOM TLTaThI
0JTHOTO pa0OTHUKA K MHHUMATHHOU
3apabOTHOM

miare, B pasax

13,1

9,9

9,8

10,2

10,4

CpenHuii pazMep Ha3HAYEHHOU
MECSYHOM MEHCUH OJIHOTO MIEHCHOHEepa
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C y4eTOM KOMIIEHCAIIMOHHBIX BRIMIAT® | 5 578,0 5761,0 5960,0 6 101,6 6412,8
(Ha KOHEI[ rojia), COMOB

CTOMMOCTB ITPOJIOBOJILCTBEHHOM

KOP3UHBI IPOKUTOYHOT O 3185,5 31152 3124,1 34831 4074,4

MHUHHUMYMa, COMOB

CooTHoleHue 10x0A0B 10 mporeHToB

HauOoJiee u 12,9 11,7 10,6 9,2 11,3

HanMcHEee 00CCIICUCHHOI0 HaCCIICHNS,
a3

Pacripeenenue obmero oorema

IICHEXKHBIX JOXOJIOB 10

20-TH IPOLIEHTHBIM TpyTIaM

HACEJICHUS, B MPOIICHTAX:

1-s rpynmna (C HAUMEHBITUMHI 5,9 6,2 6,8 7,1 6,3
TOX0JIaMH)
S-s rpymma (¢ HanOoIbITHMHI 45,3 44,3 44,6 41,6 43,9
TOXOJaMHM)

BenuurHa mpoOKUTOYHOTO MUHUMYMa
B CpETHEM Ha ALY
HACEJICHHsl, COMOB B MECHLL:

BCE HACEJICHUE 4 900,8 4792,5 4 806,3 5358,5 6 268,3
HaceJeHue TpyaocmocobHoro Bo3pacta| S5 479,1 53579 5368,6 6 003,6 7 040,3
HaceJICHUE MEHCUOHHOTO BO3PacTa 43929 4 283,0 4 286,7 4 785,4 5 580,3

1.Cornacno 3akony KP “O Pecnybnukanckom 6romxere KP”.

2.CocTosiBIIME Ha y4eTe B IEHCUOHHBIX opraHax ConuanbHoro ¢pouaa Keipreizckoi
PecryOnuku u Ipyrux rocy1apcTBEHHBIX OpraHax.

3.K mpoxuTOoUHOMY MUHUMYMY HaceJIeHHs TPYI0CIIOCOOHOr0 BO3pacTa.

4.K npoXUTOYHOMY MHHUMYMY HAaCEJICHHUS CTapIlie TPYA0CIOCOOHOTO BO3pacTa.

B menom B 202 1r. Ha0II01a7I0Ch PAa3JIMYUE B CPSTHEIYIIEBIX ICHEKHBIX I0X0AaX HACCICHUS
B 3aBHCHMOCTH OT MeCTa Mpo>kuBaHusl. Tak, BbIIIE CpeTHEPECTYOINKAHCKOTO 3HAUCHUS CII0KUITUCH
CpellHEeAyLIEBbIE pacIojaraeMble JIeHEKHbIE 10X0/bl HaceneHus Mcebik-Kynbckoit (Ha 525,5 coma)
obnactu, T. bumkek (Ha 298,5 coma), Omickoii (Ha 274,7 coma) u Uyiickoi (Ha 107,3 coma) obmacTei.
[Mpubnu3unmcek K cpeaHepectyOIMKaHCKOMY 3HAYSHHIO JTOXOIbI HacesneHus Jxaman- AOanckoi
obnactu. CpeaHenyuieBble AOXOJbI, YPOBEHb KOTOPBIX HE JIOCTHral CpeaHepecyOIHMKaHCKOTO
3HaueHus, HaOmonanuch y Hacenenus r. Om (Ha 1 124,6 coma), Tamacckoit (Ha 915,3 coma),
Hapsiuckoit (Ha 838,9 coma) u batkenckoii (Ha 442,3 coma) obnacteil.

CpenunenyiieBbie JeHEXKHBIC JOXOAbl HEOETHOTO TopoaAckoro HaceneHus B 2021r. B 1,7 pasa
MPEBBIIIANN T0X0bl 0€THOTO TOPOJCKOTO HACENIEHHs, a T0X0bl HEOETHOTO CEIbCKOrO HACEeNeHUS
B 1,8 pa3a mpeBbIain 10X0 161 OETHOTO CEJIbCKOTO HaceneHusi. HaceneHnrue ropocKkux MOCENICHHH,
TMOTIaBIlIee B KATETOPHUIO OCTHBIX, OIICPKUBACT KU3HEACSITEILHOCTh, B OCHOBHOM, 32 CUET TJOXOJI0B
OT TPYZIOBOM JeATETLHOCTH, T/I€ UX 10Jig cocTaBisieT 79,0 mporenTa. B cenbckoit MeCTHOCTH OeHOe
HAcCeJIeHHe KHMBET 32 CUET JI0XOJO0B OT TPYIOBON AESATENHHOCTH, JOJS KOTOpPhIX cocTaBmia 59,1
MPOIICHTA, OT COIMATBHBIX TpaHchepToB — 17,4 mporeHTa U JTUIHOTO MOICOO0HOTO X03st#icTBa —21,1
MPOILIEHTA.

Taoauua 3./luHaMuKa MOCTOAHHOI0 HACEJIEHMSI
(muicsy uen)
| [ 2019 2020 2021 [2022 2023
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UuciaeHHOCTh HaceJleHHUsl (Ha KOHell 6 256,7 |6 389,5 6 523,5 | 6636,8 67473
roja) - BCcero
["'oposckoe HaceleHue 2121,0 2173,6 2231,0 | 2282,6 2 389,9
CeabCcKoe HaceICHHE 4135,7 42159 42925 | 43542 43574
Uucno ponuBIImxcs 153,6 |171,1 173,5 158,1 150,2
Uwuciio ymMepiux OT BCeX MPUYHH 33,2 33,0 33,3 40,0 38,9
W3 HUX:
YKCIIO AE€TEH, yMepIIMX B Bo3pacte A0 | 2,4 2.5 2,6 2,3 2,3
roma
Uucao IMMUTPAHTOB 2,0 1,7 1,4 1,0 8,2
Uuciio SMUTrpaHTOB 5,9 7,1 7,6 5,8 9,0

JanHble MeXrocy1apCTBEHHOTO CTaTUCTUYECKOTO KOMUTETA

I'ocynapcts (Ctatkomuter CHI).

Conpyxecta He3aBucumbIx

Ta6auna 4./{eHeskHbIe 10X0AbI JOMAIIHUX X0351iICTB 110 MeCTY NPOKNBAHUSA

(6 cpeonem Ha Oyuly HAceNleHUs, COMO8 8 Mecay)

2019 2020 2021 2022 2023
Bcero
JleHexxkHbIE 10XOAbI - BCEr0 4 739.4 53373 15684,7 56254 166478
B TOM YHCJIC:
TI0XO0JIbl OT TPYAOBOM ACSATEIBHOCTU 3270,5 3676,8 | 3978,9 | 3793,8 | 44063
colaabHbIC TpaHC(HEPTHI 779,6 841,3 8987 938,6 987.,9
TOXOBI OT JIMYHOI'O HOJICOOHOI0 486.4 595,9 565,3 671,0 949,6
XO3SIHMCTBA
[POYME ICHEKHBIC MOCTYIUICHUS 202,8 2233 241,9 2220 303,8
TI'opoackue mocenenust
JleHesKHBIE 10XO0/IbI - BCET0 51723 5583,5 | 5886,0 | 5701,9 | 6514,0
B TOM YHCJIC:
JIOXOJIbI OT TPYIOBOM JEATEIHOCTH 4 049,3 4356,3 | 4583,8 | 4403,8 5 059,8
conmanbHbIe TpaHCchepThI 8227 8774 919,3 949,8 989.,4
JIOXOJBI OT JIMYHOT'O MOJACOOHOTO 62,0 76,8 66,1 82,5 114,1
XO03SHCTBa
[IPOYNE JICHE)KHbIC TOCTYIUICHUS 238,4 273,1 316,8 265,8 350,7
Ceabckasi MECTHOCTD

JleHesKHBIE T0XO0/IbI - BCET0 4 500,9 5200,4 |5571,7 [5581,7 167273
B TOM YHCJIC:
TTOXOJIbI OT TPYAOBOM ACSITEILHOCTU 2 841,5 32989 | 36394 | 3446,2 | 4018,0
coIuaabHbIe TpaHChHEPTHI 755,9 821,2 887,1 932,1 987,0
TOXOBI OT JIUYHOTO HOACOOHOTO 720,2 884.,6 845.4 1 006,4 1 446,2
XO3SHCTBa
[pOYNre ICHEKHbIE OCTYTICHUS 183,2 195,7 199,8 197,0 276,1

Z[aHHLIe MC)KFOCYI[apCTBeHHOFO CTaTUCTHYCCKOI'O KOMHUTECTA

I'ocynapcts (Cratkomuter CHI).

3akJaroue

HHUE

ConpyxectBa HezaBucumMbIx

Taxkum 06p330M, HCXOAd K3 MPOBCACHHOI'O aHAJIM3a, MOXHO 3aKJIIOYWUTh CICAYIOLICC: B
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MIOCJIETHUE TOJIbl B TUHAMUKE JICHEKHBIE JOXOJbl JOMAIIHUX XO35HCTB HAOII0AAETCS UX POCT, HO
HET cTa0MIbHOCTH. MIMeeTcs TeHACHIUA pocTa COBOKYITHOIO 00beMa BKJIJI0OB HaceJIeHHs B OaHKax,
HO HU30K TE€MII BOBJICUCHHsI cOEpeKeHNI HAaceIeHUs B (PMHAHCOBO-KPEIUTHBIC YUPEKICHUSI.

CymecTBeHHOM (GopMoli cOepekeHMH OCTaroTCsd HaJUYHble JEHbI'M M BJIOXKEHHUA B
MHOCTPAHHYIO BaJIIOTY, YTO MOAKPEIIAET OOBEKTUBHYIO FTOTOBHOCTh JJOMOXO3SIIICTB K aKTUBU3ALIUH
CBOEr0 (PMHAHCOBOI'O MOBEACHUS.

[TpuunnO#i Takoro He3(pPEKTHBHOTO HCIIOIB30BAaHHUA COEPEKEHUN HACETCHUS HECKOIBKO.
Kpome wu3BecTHBIX (PAKTOPOB, CAEP)KUBAIOIIMX HHBECTULMOHHBIE BO3MOYKHOCTH pPECITyOIMKH
(0OBEKTUBHOE HEJOBEPUE HACEIICHUS M HEPA3BUTOCTh (PMHAHCOBOTO phIHKA B KbIpruIi3cTane), MOXXHO
Ha3BaTh HU3KYIO (PMHAHCOBYIO I'PaMOTHOCTb HACEJIEHUS U OTCYTCTBHE LieJIeHANpaBIeHHONH paboTh
roCy/apCTBEHHBIX OPraHOB B IIPUBJICUEHUHN COEPEKEHUI HACEICHHs B KaueCTBE MHBECTULIMOHHOIO
pecypca.

PazButne (QuUHAHCOB IOMANIHMX XO3SMCTB MpEINOiaraer, NpPeXIe BCEro, CO3JaHHS
HSKOHOMHMUYECKUX MPEANOChUIOK Al (POpMUPOBAHMS WHBECTULMOHHOI'O TOBEACHUS HACEJCHUS U
YCWJIEHHS JOBEpPUSl K CYILECTBYIOIIMM (PUHAHCOBBIM HMHCTUTYTaM, MPHUBJICKAIOIIMM COEpEeKEeHUS
rpaxnaaH. COepexeHus HaceleHHs JIOJKHBI ObITh TpaHC(POPMUPOBAHBI U3 HAIMYHO-JIEHE)KHOW B
uHble (OpPMBI, XapakTepHble g (UHAHCOBOM CHCTEMbI PHIHOYHOM 3KOHOMUKHU. [IpnobOpereHue
HaceJIeHUEeM Pa3JIMYHBIX BUJOB aKTHBOB — (PMHAHCOBBIX, MATE€PHAJbHBIX M HEMaTePHAIbHBIX —
03Ha4yaeT uX MPEBpALICHUE B UHBECTHULINH.

B CcoBpeMEHHBIX YCIOBUSAX HEIOCTaTOYHOCTH (PUHAHCOBBIX PECYpPCOB JUISL Pa3BUTHUSA
sKkoHOMUKH KbIpreizckoii PecryOnnky HTHBECTUIIMOHHBIN MOTEHIMAI COEPEKEHUI HACEIEHUS MOXKET
CJIy’)KUTh (pMHAHCOBOM 0a30i MOJEPHU3ALMH UMEIOIINXCS U CO3/1aHUS HOBBIX IMPOM3BOJICTBEHHBIX
MOIIHOCTEW MPEANPUITHI PEATBHOTO CEKTOPA, YTO OKAKET MOJIOKUTEIIBHOE BIMSHUE HAa Pa3BUTHE
SKOHOMUKH B LIEJIOM.
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https://doi.org/10.5281/zenod0.18208917
BHEIIIHUM JOJIr KBIPI'BI3CKOM PECIIYBJUKHU U ET'O BJIUSIHUE HA
9KOHOMMNYECKYIO BE3OITACHOCTDb

IMAPIITMEBA ®ATUMA CAATAJIBIEBHA
KaHAu1aT 9KOHOMUYECKUX HAyK, JOLEHT,
Omickuii Texnonoruueckuit YuuBepcuret. Keipreisckas Pecrybnuka, r.Om

KYPBAHBEKOB TOJIKYHBEK TAJTAMBEKOBHUY
Maructpant 3- Kypca,
Omickoro TEXHOIOTHYECKOTO YHUBEPCUTETA.
Keipreizckas Pecy6mnmka, .01

Annomauun. B pabome paccmampusaemcs snewnuii oone Kvipevizckoti Pecnyonuxku u e2o
GIUSHUE HA IKOHOMUHECKVIO 0e30nacHOCmb CMmpansl. AHAIU3UPYIOMCS CmMpyKmypa u OUHAMUKA
BHewHe20 00ji2d, OCHOBHble KPeOumopwvl, a makice ycaogus zaumcmeoganuti. Ocoboe sHumanue
VOesemcst PUCKam, C83aHHbIM C POCIOM 00120801 HAZPY3KU, 8KIIOUAS 3A8UCUMOCTIb O 6HEUHE20
QuHancuposanus, YA36UMOCHb K GAIIOMHLIM KONeOAHUAM U OdeleHue Ha 20CYOapCmEeHHblll
ooaxcem. QOyenusaemcss GIUAHUE OOCIYHCUBAHUSA BHEUHe20 00124 HA MAKPOIKOHOMUYECKYVIO
CMaduIbHOCMb, UHBECMUYUOHHBIL KAUMAM U  BO3MONCHOCHMU YCMOUYUBO2O IKOHOMUUECKO20
passumusi. B uccnedosanuu makxdice paccmMampu8aromcs Mepvl 20CYOapCmeEeHHOU 00120801
NOAUMUKY, HANPABIEHHble HA CHUJCEHUE OO0JI208bIX PUCKO8 U VKPenjieHue 3IKOHOMUUECKOU
bezonacnocmu. Coenat 61600 0 HEOOXOOUMOCMU COAAHCUPOBAHHO20 YNPABIEHUS BHEUHUM 00120M,
nosvlueHUst PHeKMuUeHOCMU UCNONIL30BANUS 3AEMHBIX CPEOCME U OUBEPCUDUKAYUU UCOYHUKOS
Qunancuposanusi 011 0becneyeHuss O0N20CPOUHOU (PUHAHCOBOU ycmouuusocmu Kvipevizckoil
Pecnyonuxu.

Knroueswte cnosa: sxonomuueckas 6e30nacHoCmp, 20Cy0apcmeeHublil 002, 20CY0apCmEeHHas
00/120645 NOIUMUKA, YCMOUYUBOE PA3sumue, 001208as HAZPY3Kd, 00CayHcusanue 0oued.

B ycnoBusx riobanu3aniy ¥ HHTETPaliy HAIMOHAIBHBIX SKOHOMUK B MUPOBYIO (DMHAHCOBYIO
CHCTEMY BHEIIHUE 3aMMCTBOBAHHUS CTAHOBSITCS BaKHBIM HCTOUHUKOM (PMHAHCHPOBAHUS COLUAIIBHO-
SKOHOMMUECKOT0 pa3BuTus rocyaapcets. st Keiproizckoit PeciyOnuku, kak pa3BUBaroILeics CTpaHbl
C OrpaHMYEHHBIMH BHYTPEHHUMHU pPeCypcamMH, BHEIIHUN JOIT WIPAET 3HAUUTENIBHYIO pPOJIb B
o0ecredyeHrnn SKOHOMUYECKOTo pocTa. OHaKO Ype3MepHas 10JIroBasi Harpy3ka MOKET [IPe/ICTaBIsATh
yrpo3y 3KOHOMHYECKOM O€30MacHOCTH CTpaHbl. B CBSI3M € 3THM aKTyaJbHBIM SIBJISICTCS aHAJIM3
BHeuHero noira Keiprezckoit PecryOnuku v ero BIUsIHUSL HA SKOHOMHYECKYI0 O€3011aCHOCTb.

BHemnuit onar rocygapcTBa HpencTaBisieT co0OM COBOKYITHOCTH JIOJTOBBIX 00s3aTElIbCTB
nepesl WHOCTPAHHBIMM KPEIUTOpPAMM, BKJIIOYash MEXAyHapojaHble (UHAHCOBBIE OpraHU3allNU,
MIPAaBUTENILCTBA APYTUX CTPAH U 3apyOekHbIe OaHKH. BHEITHMIA 10T MOKET OBITh TOCYAapCTBEHHBIM,
rapaHTUPOBAHHBIM T'OCYAapCTBOM U YaCTHBIM.

DkoHOMHYECKasi O€30IaCHOCTb, B CBOIO OY€pellb, XapaKTepU3yeT CIOCOOHOCTh roCyaapcTBa
o0ecreuynBaTh YCTOWYMBOE pa3BUTUE OHKOHOMHUKH, 3allUINATh HAlMOHAJIbHbIE MHTEPECHl U
IIPOTUBOCTOSITh BHYTPEHHUM U BHEIIHUM yrpo3aM. BHemHMI [oir HanpsMmylo BIMAET Ha
HKOHOMHUYECKYIO O€30M1aCHOCTbh, TOCKOJIBbKY CBSA3aH C BAJIIOTHBIMHU PHUCKaMH, COCTOSTHUEM OIOKEeTa U
IJIaTeXHOTO OanaHca.

Buemnauit  gonr Keiprenckoit Pecriybnuku  GopmMupyercs NpPEeHMMYIIECTBEHHO 3a CUET
3aMMCTBOBAaHUM y MEXIYHApOIHBIX (PUHAHCOBBIX HHCTUTYTOB. OCHOBHYIO IOJNIO COCTaBIISIOT
KpeAuTbl MexTyHapoJHOM accolMaluy pa3BUTHs, A3HaTCKOro 0aHKa pa3BUTHS, MeXIyHapOIHOrO
BAJIOTHOTO (POHJA ¥ DKCIIOPTHO-UMITOPTHOTO OaHKa Kuras.

XapakTepHOil OCOOCHHOCTBIO BHEMIHEro jaoira KeIprei3cTaHa SBISIETCS €r0  JIbTOTHBINA
Xapakrep. DBoNbIIMHCTBO KpeIWTOB MPENOCTABISIOTCS HA JJINTENBHBI CpPOK, C HHU3KUMU
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IIPOLEHTHBIMU CTaBKaMM M OTCPOYKOM IUTaTeXeW. DTO CHM)KAET KPaTKOCPOUHYIO HArpy3Ky Ha
rOCY/IapCTBEHHBIN OIO/IKET, OTHAKO YBEJIIMYUBACT JOJITOCPOUHBIE 0053aTeIbCTBA.

OCHOBHBIMU UCTOYHMKAMH JILTOTHOTO (PMHAHCUPOBAaHUS SKOHOMUKH KbIprei3cTana sBIsIOTCS
1 nBYCTOPOHHHMH W 3 MEXIYHAPOIHBIX (DMHAHCOBBIX MHCTHTYTa — DKCIOpTHO-MMMopTHbI bank
Kuras, Bcemuphsiii 6aHk, A3uarckuii 0aHK pa3BUTHS U MexXayHapoaHbIi BamoTHBIN (oHa. Ha ux
nomto mpuxoautcs okono 70% Bcero oobema rocyaapctseHHoro gonra Keipreizcrana. Hanbonbinas
3a0/kKeHHOCTh  KbIprbi3craHa 1O BHEUIHMM 3aiiMaM B paMKax JABYCTOPOHHHUX JIBIOTHBIX
cornamieHuii Habmonaetcs nepen DxcnoprHo-MmnopraeiM bankom Kutas (1,797 mupa. nonnapos
CHIA no coctosHuto Ha 31.12.2024). O6bveM 1u1arexeil mo o0CIyKUBAaHUIO W MOTALIEHUIO J0Jra

OkcnoptHo-UMnoprHoro banka KHP coctaBut o 2029 . oxomno 1,5 mupa. gomn. CHIA (okono 42%
BCEro o0beMa IJIaTexkew).

Ta6n. 1. OcHoBHbIe BHemHUE KpeauTopsl Keiprezcrana (o cocrosauio Ha 01.01.2024 1)

Opranusanus O0bem 3aiiMoB, MJIH. | o151 oT 00BEeMa
nossiapos CIIIA BHEINIHHUX 3aiHMOB, B %
OxkcnoprHo-MMnoprHeli bank Kuras 1797,8 41,9
BcemupHblii 6aHK 652.4 15,2
ABP 668,5 15,6
MB® 340,5 7,9
SAnoncknit bank MexayHapomHoOro 215.,8 5,0
CoTpyaHuyecTBa
HEBP 158,2 3,7
Typuus 82,1 1,9
bank KdhB 73,8 1,7
EABP 68,7 1,6
EBponeiickuii TuBecTuinonHsiii bank 56,6 1,3
EBPP 44,4 1,0
Caynosckuii ®onp Pazputus 41,9 1,0
[Ipoune KkpeauTopsl 94,0 2,2
HNTOI'O 4294,6 100,0

Puck yBennueHus mpoueHTHOW cTaBKHM i Kelprel3craHa sBiseTcs HU3KMM, TaK Kak
OCHOBHBIMHM Kpeautopamu KbIprei3cTaHa sBIISIOTCS MEXAyHApOAHbIE (DUHAHCOBBIE MHCTUTYTHI U
MIPABUTENIbCTBA PA3BUTBHIX CTpaH, KOTOpbIE NpeaocTaBisiioT KbIprei3ctany (UHaHCHpOBaHHE Ha
JBIOTHBIX YCJIOBMSIX, B TOM YHCJE IIOJ, OYE€Hb HHU3KHE IPOLICHTHBIE CTaBKH. Bciencteue 3TOro
HOMUHaNbHas 3¢ dexkTuBHas npoueHTHas ctaBka nonra CI'Y Keipreizcrana sBisieTcs caMoid HU3KOH
B EADC.

B nocnenHue ronsl HaOMIOAAETCSI OTHOCUTENIBHAS CTAOMIN3AINS TIOKa3aTelIeii BHEIIHETO J10Jra
[0 OTHOLIEHHIO K BaJOBOMY BHYTPEHHEMY IpPOAYKTY. TeM He MeHee aOCONMIOTHBI 00BEM Joira
0CTa&Tcs 3HAYUTEIBHBIM, 4TO TPeOyeT 3 PEeKTUBHOM MOTUTHUKH yIIPABICHUS 3aUMCTBOBAHUSIMHU.

OCHOBHBIMU NPUYKMHAMHU [TPUBJICUEHHS BHEITHUX 3auMcTBOBaHMM B Kbipreizckoit PecyoOmmke
SIBJISIFOTCSL:

e 1e(hUIIUT rOCYITaPCTBEHHOTO OIOIKETA;

e HEOOXOIMMOCTH (prHAHCHPOBAHUS HHPPACTPYKTYPHBIX IPOEKTOB;

e OTPAHUYEHHOCTb BHYTPEHHUX HCTOYHUKOB NHBECTULINM;

e TIOTPEOHOCTH B MOAICPIKKE COLUAIBHON CepHI;

e TIOCJIEACTBHSI BHEIIHUX SKOHOMHYECKUX HIOKOB M KPU3HCOB.

3aeMHbIE CpEACTBA HAIPABISAIOTCA MPEUMYLIECTBEHHO HA pa3BUTHE TPAHCHOPTHON H

3HCpFCTH‘lGCKOfI HHQ)paCTPYKTypr, MOACPHHU3ALUTIO 3KOHOMHMKHU n CTa6I/IHI/ISaHI/IIO
MaKpO3KOHOMHYC CKoOi1 CUTyaluu.
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BHemHMil A0AT MOXET OKa3blBaTh W IOJIOKUTEIIBHOE BO3JCHCTBHE HAa JKOHOMHUYECKYIO
0€30I1aCHOCTb CTPAHBI:

e CIIOCOOCTBYET (PMHAHCUPOBAHHIO KPYTTHBIX HHBECTUIIHOHHBIX IPOEKTOB;

e CTUMYJIUPYET SKOHOMUYECKUH POCT U 3aHATOCTD;

e TI03BOJISIET MOJEPKUBATH OIOKETHYIO U (PMHAHCOBYIO CTA0MIILHOCTB;

e YIIy4IIAEeT JOCTYI K COBPEMEHHBIM TEXHOJIOTHSAM U YIIPABJIECHYECKOMY OIIBITY.

[Ipn panmoHaNIbHOM HCIIOJIB30BAaHUU 3a€MHBIX CPEICTB BHEUIHMM JOJAT CTAHOBHUTCS
MHCTPYMEHTOM JIOJIFOCPOYHOIO PAa3BUTHSI SKOHOMUKH.

HecmoTps Ha mnpeumyiiecTBa, BBICOKHII YpPOBEHb BHEIIHErO JOJIa HECET psi yrpo3
HKOHOMHUYECKON 6€30IaCHOCTH:

e POCT BAJIIOTHBIX PUCKOB M3-3a KoJieOaHU OOMEHHOTO Kypca;

e YBEJIMUCHHE PACXOI0B OrOKeTa Ha 0OCITYKUBAHUE J10JITa;

e YCUJICHHE 3aBUCUMOCTH OT BHEUTHUX KPEIUTOPOB;

e IaBJICHUE Ha IUIATEXXHBIN OaaHc;

e CHIDKEHUE (PMHAHCOBOT'O CYBEPEHHUTETA T'OCY/IapCTBA.

[Tpu HEGMAaronpUATHBIX SKOHOMUYECKUX YCIOBUSX JI0JITOBast HArpy3Ka MOXKET CTaTh (pakropoM
MaKpO3KOHOMUYECKOW HECTAOMIIBHOCTH.

Jns muHMMu3anun puckoB Kbipreisckas PecnyOnuka peanu3yeT MOJUTHUKY YIpPaBICHMS
rOCY/IapCTBEHHBIM JIOJITOM, HAaIPaBJICHHYIO Ha!

e OrpaHHuYEHNE 00BEMOB HOBBIX 3aMMCTBOBAHUH;

e IIPUBJICUEHUE KPEIUTOB TOJIBKO MOJ 3KOHOMUYECKU IPPEKTUBHBIE TPOEKTHI;

e Pa3BUTHE BHYTPEHHETO PbIHKA KalUTAJIa;

e TIOBBIIIEHHE MTPO3PAYHOCTH U AP(HEKTUBHOCTH MCIIOJIb30BAHUS 3a€MHBIX CPEJICTB;

e TIOCTENIEHHOE CHUYKEHUE JIOJITOBOM HAarpy3Ky B JOJITOCPOYHON NIEPCIIEKTHUBE.

Haunbonee BbICOKMMHU pUCKaMHU B KPaTKOCPOYHOW U CPEHECPOYHON MEPCIIEKTUBE SIBISIOTCS
PHUCK HEOIaromnpHsATHOTO M3MEHEHHUS BAJIOTHOTO Kypca Ha ¢oHe Bbicokoi pomu ponra CI'Y B
nHOCcTpaHHOM Bamore (Oomee 83%). CormacHO TPOTHO3Yy TIATEKEW TO TOTAIICHUI0 W
00CITy’)KUBAaHHIO TOCY/ITaPCTBEHHOT'O BHEIIHETO J0JIra OCHOBHOM MUK BBIILIAT MO TOCYJapCTBEHHOMY
BHEIIHEMY Joiry npuxoautcs Ha nepuon 2024-2029 rogos. KP nmpencTtouT BeIIUIATUTE OKOJIO 2,7
mitpa o CIIIA, uto OyneTt oka3blBaTh BAMSHUE HAa YBEJTHMUCHHE pUCKa pe()UHAHCUPOBAHUS J0JITa B
CPEIHECPOYHOM NEPUOLE.

Puc.1.Ilporuo3 miarexei no roc.BHEIIHEMY Puc.2. [Iporno3 miartexei mo norameHuro u
noary KP, B muin. gomn. CIITA oOciry>xuBaHuIo roc.BHemHero fgonra KP, B
miH. ot CIITA

Hemownux: MIOD KP, pacyenb Komuceuu
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D¢ dexTuBHas 10ONTOBAS MOTUTHUKA SBISIETCS BAXKHBIM YCIIOBHEM YKPETUICHUSI SKOHOMHYECKOM
0€30I1aCHOCTH CTPAaHBI.

Buemmnuii nonr Keipreisckoir PecnyOnuku mpeactaBisier co00il BaKHBIH HHCTPYMEHT
(uHAHCHPOBAHUS SKOHOMUYECKOIO Pa3BUTHS, OJJHAKO ITPU HEPALIMOHAIBHOM HCIIOJIb30BaHUH MOXKET
CTaTh CEpPbE3HON yrpo30il IKOHOMHYECKOW OezomacHocTh. KirtoueBBIM (haKTOpOM SBISICTCS HE
CTOJIBKO 00BEM J10JIT'a, CKOJIBKO 3(PPEKTUBHOCTh €r0 HCIOJIB30BAaHUSA U CIIOCOOHOCTh 3KOHOMMKH
o0CITy>)KMBaTh 00s13aTeIbCTBA O€3 yiepoa st yCTOMYMBOTO Pa3BUTHS.

Takum oOpa3om, cOalaHCUPOBAHHAS MOJIMTHKA YIPABICHUS BHEIIHUM JI0JTOM, HaIllpaBJICHHAs
Ha CHIDKCHHE PHCKOB M MOBBIIICHUE OT/Ia4M OT 3aMMCTBOBAHUM, SBISIETCS HEOOXOIUMBIM YCIOBUEM
obecriedeHus1 3KoHOMHUUeckoi 6e3onacHoctu Keiproizckoit PecryOnuku.
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