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J. Scott:

Good afternoon, everyone. Welcome to Winning Strategies in the Global War for
Talent. | think undoubtedly this is one of the key aspects for all businesses,
regardless of whether it be in Europe, in the Americas, even in Africa, or any
other region of the world. | would like to welcome all of you this afternoon, but
obviously, especially, | would like to welcome our panellists. We are very
privileged today to have a number of people who are not only experts, | believe,
in the material, but also people who deal with talent and deal with how to attract
and retain talent in their day-to-day business affairs or their day-to-day working
lives.

First of all, | would like to introduce Vaagn Manukyan, who is the Managing
Partner for Heidrick & Struggles. He has an MBA from Kingston University. |
would like to welcome Sumit Mazumder, who is the President Designate of the
Confederation of Indian Industry and also Vice Chairman and Managing Director
of TIL Ltd., Kolkata, and has an MBA from Sam Houston State University in
Texas. He is also recognized for an Advanced Management Programme at
Harvard University. | would also like to welcome Slava Orekhov, who is the CEO
of SAP, he also has an MBA from INSEAD Business School; and Andrei
Sharonov, who is the Dean of the Moscow School of Management, who has also
been a Deputy Minister, and has been on both the university side of things and
the government side of things as well, which I think is very, very important for the
future of talent, and of course in business as well. And, of course, Dr. Schauff,
thank you for making it; | know you have been rushing from another meeting. We
are very pleased to have you here. Dr. Schauff is the CEO of the Association of
European Businesses. He has been so since 2007, and has played a key role in
making sure that European businesses work together. He has also lectured in
East European studies. We also have Vladimir Vasilyev, who is the Rector of St.
Petersburg National Research University, and he is also Vice President of the

Russian Rectors’ Union. So, welcome to all of them.



We are also fortunate enough to have in the audience Leonid Gozman, the
President of the Perspective Foundation; and Alexander Vinokurov, who is the
President of Summa Group. As | say, | think we are very lucky to have such a
good panel with us today, and | am hoping also that the whole of the meeting will
take advantage of the opportunity to ask questions later on.

Just to give a brief introduction before we deal with some of the issues that we
would like to discuss directly with the panel: it does not matter which business,
CEO or government official, or any other part of our economic fabric that you talk
to, there is a clear issue around talent and the need, as | said before, to attract
and retain talent. Undoubtedly, there are some external factors which some of
these panellists are experts on, far better experts than I. A couple of factors that |
would clearly like to indicate are that undoubtedly there are issues around
demographics; people are getting older in the developed countries, there is no
guestion about that. But what we are also seeing is, even in some of the
developing countries and | think India—Sumit, you will be able to discuss that as
well—India is a good example where there are lots of young, talented people
available, but sometimes the skills they have do not exactly match the
opportunities, and therefore the education aspect is key. And of course, one of
the questions we need to ask ourselves is really, are we giving people the right
education?

Just briefly, in a recent KPMG study with university students, there are a few
facts that came out which I think are worth knowing. One was that 91% of those
students, students from all over the world, from 24 different countries, including
developing and mature economies, felt that in their working life, they would work
in more than three countries. That is an enormous change compared to previous
studies of that type. Only 21% expected to work in the same company for their
whole professional career, which is, once again, an enormous change. Perhaps
the most important fact is that 84% felt that the social aspect of their work was

key to maintaining their relationship with employers, looking at the future.



| think perhaps one last factor that | would add before we go to the panellists is
that we need to be aware that the younger generations, certainly from some of us
who are on this panel today, are very much accustomed to new technology. They
are very much accustomed to rapid communication, and they are accustomed to
change. Being accustomed to change, they are better able to adapt themselves
to change. | think both from a business perspective and from other aspects of the
economy, we need to take into account that people need to be attracted in order
to retain them and to bring them into organizations.

So, if we kick off on the questions, | would like to talk a little bit about
expectations with Vaagn. Your firm specializes in talent and matching that talent
to employees’ exact needs. | would like you to talk about the expectations of
candidates and how you feel that the roles of talented individuals are actually
met, if their expectations are really met, and whether business policies are

adapting themselves to the talent market.

B. MaHyksH:

MHe kaxeTcd, 4To rrnobanbHble U3MEHEHUH, KOTOpble MPOUCXOAAT Ha nnaHeTe
3eMna M O KOTOpbIX FOBOPUNOCHL Ha MapannernbHbIX ceccusix, HensbexHo
OTpaXalTCHA N Ha pblHKE TanaHToOB, OCOBGEHHO Ha He MPOCTO AeMorpaduyeckmx
UNU TPYAOBbIX pecypcax, a MMEHHO Ha PYKOBOASALWMX cneuuanuctax. PbIHOK
rnobanusyeTcs, mup rnobanuayeTcs, NPOMCXOAUT KOHCONMaaunsa UHAHCOBbIX,
MPOMBILLSIEHHBIX M TEXHONOMMYECKMX LIEeHTPOB. B TO Xe Bpemsi, Ha nnaHete
NponcxoaaTt aemorpadumyeckme N3aMeHeHus, 1 3To NPUBOAMUT K OYeHb BoMbLINM
ancnponopumamM B obnactu nuaepckmx pecypcoB anst 6GusHeca. A 6bl obpaTun
BHMMaHME TONbKO Ha OCHOBHbIE TPEHADI.

OCHOBHOW TpeHO — 3TO, KOHEYHO, TEXHONOrM4Yeckne M3MEHEHWUs, NOTOMY YTO
TEXHOMOMMN MPUBOLAT K T[UFAHTCKMM W3MEHEHUsIM, BCe Bbl Chblanu npo
KOHCblOMepu3auuio, Npo obnayHble, coumanbHble Meava M Tak ganee u ToMy

nogobHoe, OHN NPUBOAAT K O4YE€Hb OOMNbLUMM U3MEHEHUAM BoObLLE, B NpuHUUNE,



B OusHec-naHgwadTe M KOHKYPEHTOCNOCOBHOCTM KomnaHun. I 3TO B CBOWO
oyepedb MNpMBOOUT K O4YeHb OONbLIMM  M3MEHEHMSM, K JUOEePCKUM
KOMNETEHUMAM, KOTOpPble  HYXHbl  NpeanpusatvsMm, 4Ttobbl  ocTaBaTbCs
yCrneLwHbIMK, 3aBOEBbLIBATL M 3alUMLLaTb CBOWM PbiHOYHbIE AONN. B 3TOM CcMmbicne,
KOHEYHO, MPOUCXOOAT OYeHb OonbLUNe N3MEHEHUN: NIOAN, KOTOPbIE YyNpaBMsnn
NpeanpuaTUAMU... Mbl BCE BUAUM, YTO MPOUCXOAMNO C NOSIBIEHMEM KOMMAHUN
Apple, c iPhone n Tak ganee n Tomy nogobHoe. PbiHOK npeobpa3syetcs. OgHa u3
KOMNaHMh  «OONbLUON  YEeTBEPKM» HEedaBHO MpoBoAuna  mccnegoBaHue
ayaMTOPCKMX KOMMNAHWW, rAe 3agaBancd BOMPOC MO MNOBOAY NMOEPCKMX
KOMNETEHUMN B KOMMAHUAX M MPUMEHEHUSA TEXHOMNOIMMM B 3TMX obnactsax. U,
npegcrasnseTte, Bcero nuvwb, no-moemy, Ao 10% «komnaHun obnagawoT
TexHonormsamMm B o0ONacTM ynpaeneHust TanaHTamu, BoobOwe nNuaepcKkumu
komneteHunamn. Mbl roBopuMm npo Oonblune koprnopauuu, rae YUCNeHHOCTb
nepcoHana 6onbwe 10 000 yenosek: Tam Bcero nuwb 10%. Ecnu cnpocutb
octanbHble 90%: «A 4TO Bbl ganblwe cobupaeTtecb genatb?» — 60% 3TUX
Kopriopauui gaxe He 3HatT, KaK NOAOWTM K peLleHnto 3Toro Bonpoca. To ecTb B
TEXHONMOrMYeCcKMX obnacTtsx, Kak Bbl, HABEPHOE, Cribllanu, NPOUCXOOAT OYEHb
NHTEePEeCHble BeLLW, a Koprnopauum gaxe He B COCTOSSHUN UX NPUMEHUTb, YTOOLI
npvBReKaThb Nyylne TanaHTbl U yNpaBnaTb CBOMMU TanaHTaMu.

MHoro Takxke roBoputcsa npo nokoneHue Y unu millennials: atn nogm no ceoen
napagurMe OTNM4YalTCA OT TPaAMUMOHHBIX noaen, oHuM TpebyT apyrux
Koprnopaumn, oHn TpedyroT apyrmx 6peHaoB pabotogatenen. Ho, Kk coxaneHuto,
OYEeHb MHOrMe Kopnopauum He B COCTOSIHUM NpeaBoCXuLaTth nx cnpoc. A Obl Tak

OoTBETUI.

J. Scott:
Thank you very much, Vaagn, and | think as you rightly say, it is very difficult for
companies to foresee what is going to happen. | would like to pass to Sumit,

perhaps more specifically about India. | think there is a phenomenon in India



which | think we should all be interested in, and which | think also could be
applicable in Russia as well. As we were discussing before, | deal directly with
KPMG in India, and one of the key things that we find ourselves with—and | think
there is a general point about whether companies are meeting talented
individuals’ expectations—but one of the key things as well is the social trends
that are related to that. | know in KPMG, one of the issues we have is that our
people, after three or four years, find that their friends are saying to them, “But
you have been three or four years in the same company. Are you not moving on
to something better?” That is a phenomenon that we do not have anywhere else
in the world. So, Sumit, please, are companies and businesses doing enough to

deal with the expectations of talent?

S. Mazumder:

Very good afternoon to everybody, and thank you. To really answer that
guestion, | am going to go back a little, pre-1991, when India was a closed
economy. It was very much like Japan: when somebody joined a company, you
retired from that company. As soon as we opened our economy, we had
multinationals and other companies coming into India, then suddenly, literally,
there was war for the talent, and opportunities which were not there before
suddenly opened up. Then, as the younger generation came in, their
expectations were not being met because the companies were not really very
much into HR practices. It was done as a policy matter, but not really in a positive
manner. That is what caused this issue of people moving.

The other thing that caused people to move is really the cross-border, as we call
it. We know that there is a large population of Indians living in America. Some of
them have done extremely well over there. Also, there is this shift of a lot of
people from India into the Middle East, and this is where the whole concept of
people shifting jobs or changing jobs became quite common. Over the years, HR

policies and practices have come into force. Now most companies have very



strong HR departments. We use a lot of consultancies for HR work also, and
things are beginning to change.

We find that, obviously, money is not the only thing. Money is important, but
there are also other things. Over the years, the salaries have corrected to a very
large extent in India from what they were pre-1991. It is not the same as
somewhere else, but compared to the cost of living, it is, | would say,
comparable. Then we saw the brain-drain, if | may use the expression, out of
India reduce, and we started to see some reversal back. But then the
expectations of these people became very high, so companies had to work all
the time on how to engage the employees, how to help them find a work-life
balance in life, how to constantly challenge them with new tasks, how to make
them real entrepreneurial managers, how to make them feel like they are not just
part of the organization, but really a part of the ownership of the organization, so
that they make decisions like they would make decisions if it was their own
business. There is a lot of training going on in leadership, and we have some
very good management schools, as you know; the management schools are now
offering programmes like | did many years ago at Harvard. They are also doing
that in India now.

So there is a realization; companies are sending their younger, promising talent
to these courses to learn, to keep them motivated. An individual, at the end of the
day, wants to know: “Besides adding value to the company, how am | adding
value to my own life? Is my value being enhanced by working in this
organization?” It is really up to the management of the organization to ensure
that every prime need of the individual is met. Once he gets full satisfaction and
he feels that he is contributing and he is learning to better his own future, the
chances of his leaving are less.

At the same time, you must always have a leadership talent pipeline, and this is
something that organizations very often, at least in India, do not really create.

Recognizing this, most companies are sending their promising young people for



leadership training, preparing them for the future. Things are changing,
companies are getting wiser, and it is really at the end of the day: “I am a
professional. | will work for you, but what is there in it for me besides money?” As
long as you meet those needs, constantly enhance the employee’s skills,
enhance his abilities, the chances are he will stay with you longer, because in
any organization, hiring someone new and training him is far more costly than
retaining people, and | believe many studies have been done about this.

One other point that | will touch upon, with your permission, John, is that what
you talked about is people from India. By 2020, | believe there will be more
people retiring from jobs than joining jobs all over the world, including in China,
because of their one-child policy, and India will be the only place which will have
a very large working population, estimated at 65% of the population, of working
age. | read some estimate somewhere that there will be shortage of 47 million
working people by 2026, and India will have an excess of 54 million people. It is
very important, even for global companies, to recognize this and also—I am not
pitching for Indial—and support the nurturing and development of these people.
That is only possible if the economy allows it. We have various initiatives that
have been taken by the government for national skill-building, and what they
have done now, for the first time, is they are involving industries in this national
skill-building. The target is to have 500 million people trained in the next 10
years.

There are plans in place. The intentions are there. Now we need to see the
action, and this really rides on the economy doing well. Unfortunately, for the last
four or five years, things have not been as good, and we have kind of been
derailed. Unless we get back on track, this will not happen. But if you look at it
from India’s perspective and the global perspective, it is very important that we

get back on track and ready these guys for future opportunities.

J. Scott:



Thank you, Sumit, that is very interesting. | think | will just to go over to Dr.
Schauff. I mean, you represent businesses around Europe. In theory, there is
open mobility which tries to help this issue by allowing talent to move. | suppose
one of the questions would be, what are companies doing to attract that talent, to
meet that talent’'s needs, and to deal with opportunities like we have, for
example, here in Russia, where undoubtedly there is much opportunity, a large
population, and mobility is also a key issue? It is a pretty complex question:

Europe, Russia; it is an interesting thing as far as talent mobility is concerned.

F. Schauff:

| have to make a slight correction, Chair, because we are representing an
association of European investors in Russia, so it is European companies
basically working in Russia. It is more than 600, mostly larger, European
corporations, including your company, for example, and we are certainly dealing
with the question of the labour market on an everyday basis, with the legal
framework, but let us stay with the development, which is rather linked to cultural
changes, etc.

Before coming here, first, our HR specialists in our Association wrote down some
presumably very intelligent things for me, but they are mostly about internal
changes in companies. | think that | would rather contribute some issues which
might be important on the global level, going down to the level of the individual
employee, because certainly what we have to say—I am from Germany, as you
can hear from my horrible German accent—and certainly the work or labour
reality in Germany is very different. As to what has been mentioned before, in
Germany, it would not be surprising to have a person in the higher levels of an
organization doing a similar job for 20 years or something. | mean, his job will
certainly change over the years, and the qualifications will also change, and the

person will have to adapt, but the fluctuation is rather low.



Here in Russia, what we see might be similar to other parts of the world: the
fluctuation of the workforce is high. | have to say that | am also on the board of
two companies, one European, one Russian. We see that the fluctuation in every
sense, compared to the west of Europe at least, is very high. It is, | think, when
we come to the question of attracting talent into Russia, or keeping talent in
Russia, partially a cultural question. Also, do companies want to retain talent? |
have to admit that in very many cases, some statistical evidence people gave me
shows that in many Russian companies, at least, there is no strategy for talent
retention, and | think this might have to change.

Second, | have come from a panel on migration. One big issue here in Russia
which has been discussed over the last one and a half decades, as you very well
know, is the question of attracting a highly qualified workforce to Russia. Legally,
a lot of things have been done in order to improve the situation here. What
certainly has to be done is to improve the image and the realities of Russian daily
life in order to get more highly qualified, highly talented people into Russia.

Then let me say some words about the perspective of employees here in Russia.
As | said before, the fluctuation seems to be very high, and this is partially,
obviously, a problem of the companies, because in very many cases, they do not
have a strategy for the retention of talent, but on the other hand, it is also a
guestion of the employees. | have to say, as a very concrete example, last week |
had a Russian lady in my office, highly educated, with a degree from a British
university, and she was, in principle, perfect for the job. But she has one big
weakness: for about ten years or so, she changed her job every year. She was
not an exception in the Russian labour market. Let me say this clearly: highly
gualified people also seem to have the tendency to change their job for a small
increase in their salary. This certainly creates problems for the company,
because if the company loses somebody who has been working on a job, and |

am talking about complex jobs, they lose resources by finding somebody new,



and training this person in the position, etc. If we take it across the whole
economy, this is a loss of resources.

Secondly, for the person themselves, to me, it is very hard to understand the
concept, because you certainly might move from one job to another and have
EUR 50 more per month, but in the end, you will have horizontal movement for
most of your life, not upward movement, because my assumption is—and also,
presumably intelligent research has been done on this—you have to do a job
properly, and | am talking about highly qualified people, for five or six years in
order to be really good and then move on to the next step in upward mobility.
From this point of view, | must also say that I think lots of things have to be done
still. It is partly a question of politics and policies on the national level; it is partly a
problem of the companies themselves; but it is also a question of how the
workforce itself behaves, and what the perspectives of this workforce are. | think
it will be very interesting to see how we can change this to a more stable
situation in the future. | do not have, to say it plainly, a good solution at the

moment. Thank you.

J. Scott:

Thank you, Dr. Schauff. Talking about solutions, Andrei, we have heard
undoubtedly that there are different aspects to managing talent. technology,
being more structured; Sumit has explained the experiences we have had
recently in India; and | think Dr. Schauff has explained that it is key that the
workforce, that people themselves, are clear about what their future strategy is
as far as their career is concerned. You are in a privileged position because you
are in Moscow’s prestigious business school at the Moscow School of
Management.

| think, to me, there are two or three things. First of all, has businesses’ approach
to mobility really changed, or do we just talk about it but do not really deal with it?

| suppose the second thing is, really, how can business schools help to make



sure that our businesses are multicultural businesses and we take full advantage
of mobility within business, which is a key factor in a global marketplace? In
particular, | think, since we are in Russia, we should talk about Russia. There are
enormous opportunities, there are lots of growing businesses: how do we really
make sure that our businesses are multicultural, to take full advantage of that

opportunity?

A. Sharonov:

Thank you, Mr. Scott. If you do not mind, | will switch into Russian.
MoBuUnbHOCTb, WHTEPHAUMOHANbHOCTb, HAaBEpPHOE, He SABMSAKTCA CaMbIMU
CUNbHBIMU N TPAAULMOHHBIMUM YepTamMu poccunckoro busHeca. Ecnn nocmoTtpeTb
Ha MNPOUCXOXAEHWEe  MyIbTMHAUWOHAlbHbIX  KOMMaHWiW, TO MO  MeCTy
BO3HMKHOBEHUSA B Poccun Mx MOXHO HacumMTaTb O4YeHb HEMHOMO UK UcYesatoLLe
mMano. MobunbHOCTb paboyen cunbl — 3TO TOXE He camMas CUMbHas UNU He
camasi TpaguMUMOHHas YepTa POCCUNCKOro pbiHKa paboyen cunbl.

Tem He mMeHee Mbl B BusHec-wiKkone Bce Oonblie u 6ornblle cTankMBaemcs C
XenaHuem Tex, KTO NpuxoguT Ha oby4vyeHue, NoNyYnTb MySbTUKYIbTYPHbINA OMbIT.
EoBa nu He cambiM BaXHbIM OXuOaHWeM crywlaTenen SBfsieTCA He TOJSIbKO
HanMymMe MexayHapogHoum npodpeccypbl, HO Mpexae BCero Hanudme
npeactaBuTenen pasHblX CTpaH, pasHblX KynbTyp, pasHbIX OU3HeC-KynbTyp u
OusHecoB B ogHowm rpynne. BoT ecnu B3BewmBaTb Ha Becax, TO 3TO eABa /i1 He
camoe BaXHoe Ons ntogen, KoTopble NpUXoasaT obyvaTbCsl B OM3HEC-LLKONY, C
TeM 4yToObl He NPOCTO crnywaTb fNydwero npodeccopa M3 nyywen MUpPOBOW
LWKOMNbl, @ C TeMm, 4YTobbl MOXHO Obino 3TO 06cyXagaTb CO CBOWMM, YTO
Ha3blBaeTCs, «KNacCMenT», C nabMW, 4YTOBbI OHM MOIMM Ha pPaACCTOAHUU
BbITAHYTOM PYKM MOYYBCTBOBATb APYryl0 KynbTypy BeaeHus 6usHeca w
npumepuTb ee Ha cebd, HACKOMbKO OHW afeKkBaTHbl KyNnbType, KOTOPYH, Kak
NpaBuo, OEMOHCTPUPYIOT NpeacTaBUTENN MYyNbTUHALMOHASbHbLIX KOMMAHWUNA,

paboTatowwmne B Poccun.



Ecnn cmoTpeTb Ha CTpyKTypy MHOCTpaHLEB, KOTOpblE yd4aTca B OGM3HeC-LKone
«CkonkoBo», TO 93TO nioAW, KOTopble Yawe Bcero nubo paboTalT B
MyNbTUHALMOHANbHbLIX KOMMNaHMAX (B UX POCCUWCKUX NoapasgeneHusix), nubo
nwyT cebe paboty B Poccuun. MNoaTtomy Takass TeHOEHUNSA TOXE NosABNAeTCs, U
Mbl €e OYEeHb YYBCTBYEM.

BosBpawasicb Kk TeMe MOOBUMIBHOCTM (Bbl FrOBOPUSIM O MOOUMBHOCTM), S Obl
ckasan, 4YTo cenmyac MOBUIMbHOCTb — 3TO He CTONbKO reorpaduyeckoe, CKOMbKO
npodeccnoHanbHOEe MOHATUE, KOoraa MHorme npodeccmm WM MHOrme BuAbl
AEATENbHOCTU Bbl MOXETE OCYLWEeCTBASATb OHMavH, WU reorpadunyeckas
MOBUNBHOCTL B 9TOM YacTu TEPSIET CBOE 3Ha4YeHue, a 6onee BakHOM CTaHOBUTCSA
npodeccrmoHanbHass MOOMMBHOCTb. A CTONKHYNCA C AOCTAaTOYMHO OYEeBUOHLIM
gakTOM, HO OH HeMHoro pexeT as3: o 19 Beka ogHa npodeccus
pacnpoCcTpaHanacb Ha MHOrME MOKONEHUA O4HOM ceMbW. TO €CTb B Te4yeHue
COTEH NneT npeacTaBUTENN MYXCKON MOMOBWUHbBI KAaKOW-TO KOHKPETHOW CeMbM
nMenn ogHy wn Ty xe npodeccnto. IOTO ObIMM  OXOTHUKK, PbIBGOSOBLI,
3emnegenblbl, U1 B Te4eHMe BEKOB 3Ta npodpeccus He MeHsanach. ocne 30-x,
50-x ropgoB 20 Beka 3Ta TEeHOEHUMSA cTana SKCMOHEHUMAnbHO MEHATHCSH, U
cenyac ofvH 4YenoBeK B TEYEHMEe CBOEWN XM3HWU MNPOXOAUT MO HECKOSbKUM
npodeccusim, Npu4Yem He CBA3AHHLIM APYr C APYroM BepTuKarbHO. JTa 4acTb
npodeccrnoHanbHOM MOBUITBHOCTW, Ha HaL B3rMsag, TOXKE OYeHb BaXkKHa.

Y Hac B LUKOMNe HedaBHO 3aBEPLUMIIOCH OYEeHb WMHTEPECHOe uccnegoBaHve, B
pe3ynbTaTe KOTOpOro nosiBunacb pabota nog HasBaHMeEM «ATnac HOBbIX
npocdeccuin». OH poctyneH B VIHTepHeTe K, KCTaTu, 4YacTbio 3TOro arnaca
ABNSIETCS aTnac cTtapbix Npodeccui, KOTopble YMepnu Unmn oTOMpYT B TeYeHue
aecatn 6numkanwmx net. OgHUM 13 BbIBOOB U3 3TOrO MHTEPECHOro AOKYMEHTA,
B KOTOPOM YTO-TO MOXHO YBMAETb MWHTYUTUBHO, a 4TO-TO £BMSIETCHA
KOHTPUHTYUTUBHbBIM, MO3TOMY OH WHTEpPEeCeH, — TaK BOT, OAWH W3 BbIBOAOB,
KOTOpbIM OenatT aBTopbl 3ToM paboTbl, npeactaBuTenu Hawero LleHTpa

obpasoBaTenbHbIX pa3paboTok « CKONKOBO», COCTOMT B TOM, YTO BCe Bonbluee u



Oonbliee 3HayeHMEe B CTPyKType obOpasoBaHus ©OyaoyT 3aHMMaTtb He
TPaAVLMOHHbIE NpeaMeTHble ANCLMMANHBI, HE UHOYCTPUarbHble ANCLMMANHDBI, a
Takue, Kak TBOPYECTBO, W, YTO Ha3blBaeTCs, KPeaTMBHOCTb, Yero — rocnoguH
BacunbeB MoXeT MeHsi nonpaBnTb — cenyac HeT HM B OAHOM 0Opa3oBaTefibHOM
CTaHgapTe: 3TO ynpaBneHue MpoeKkTamu, 3TO YyrpasBneHue rnpoueccamn, 9TO
MoTuBauusa nogen. Mbl BUOUM 3TO Kak TpeboBaHWe K MeHexepam, HO Mbl He
BMAWM 3TOrO Kak anemeHTa obpasoBaTesfibHbix nporpamm. OgHMM M3 BbIBOAOB
CT@HOBUTCH TO, YTO BO MHOMOM 6€CCMbICIEHHO YAEeNATb CTONIbKO BPEMEHU Y3KUM
HaUMOHaNbHbIM 3HAHUAM, a B CBS3M C HACTONbKO ObICTPO MeHsoLencs
NPOeCcCUOHaNbHON >XMU3HbID KOHKPETHOro paboTHMKA, ero B 3HAYUTENbHON
CTEMEHN HYXXHO BOOpPYXaTb APYrMMWU 3HAHUAMM — KPOCC-KYyNbTYPHbBIMWN, KPOCC-
npodeccrmoHanbHbIMK, MOBbLILWAKLWNMN ero npodeccmoHanbHyt0 MOBUNBHOCTb,
KOTOpasi cenmyac UeHUTCS U KoTopas AOSMKHA 6biTb HEOTbeMNEMbIM aTpUOyTOM

coBpeMeHHOro npodeccuroHana.

J. Scott:

Thank you, Andrei. | think this aspect of creativity is really very interesting, and |
think it is quite a difficult thing to deal with. Despite my accent, | have spent by far
the majority of my life in Spain, and Spain has very, very high unemployment,
and business tends to think that people, especially young people, are just happy
to get a job. The truth of the matter is, and | completely agree with you, they are
not looking for that; they are looking to do something creative with their lives. So
there is a key social aspect to that that | think goes beyond just simply the
management of talent.

Just to turn to Slava, | think, following on from this point about really making
careers interesting, building a multicultural organization, and creating the right
environment for creativity and innovation, SAP is a global organization, known
everywhere, of course, in the world. Probably people do not fully understand the

complexities of the product, but how, in your company, Slava, do you actually



manage to create that mobility, both in geographical terms and, to react to
Andrei’s point, also from the perspective of the different activities that people can

be involved in?

S. Orekhov:

Thank you for your question. | will follow Andrei and Vaagn, and do my speech in
Russian.

[obGpbii geHb, konnern. Cnacubo 3a Bonpoc. Ha camom gene Mbl Ha Takow
BOMNPOC OTBeYaeM C ABYX Touvek 3peHusa. C OOHOM CTOPOHbI, Mbl KOMMAHUS,
KoTopasi paspabaTbiBaeT TexHONormM, B TOM 4ucne [Ans  yhnpaBreHus
nepcoHanom, Ona ynpaeBneHusl TanaHtamu, Ans npouecca Hamma, a C gpyrou
CTOPOHbI, Mbl CamMu — KpynHbIn paboTogaTenb, y Hac 6Gonbwe 60 000
COTPYAHUKOB, Mbl paboTaem 6onee 4yem B 100 cTpaHax. [Mo3TOMY Mbl MOHUMaEM,
YTO MPOMCXOAMUT Y HaLIMX 3aKa3yMKoOB M B LPYrMX KPYMHbIX KOMNaHusx. Mue
ObINIO NPUATHO BCTPETUTbL B 3TOM 3arie HECKOMbKUX HaLUMX KNWEHTOoB. Tenepb O
TOM, 4YTO npoucxoauT y Hac. Mbl paboTtaeM B HECKONbKO crieundunyeckomn
oTpacnu, B KOTOPOW He TakK YXX BaXHO, rae CUaAaT crneyuanucTbl — MO KpanHen
Mepe, Te U3 HUX, KOTopble He B3auMOAEWCTBYIOT C 3aKa3ymkaMmy JIMLOM K nuuy.
[ns Bac He cekpeT — U Mbl Nepes HavYarioM CECCUMN KaK pa3 roBopunn ob aTom ¢
konneron n3 Muaun, — 4yto NHama cerogHa cnaBHa TeM, YTO TaM OYEHb MHOrO
BKNagbiBanocb B IT kKak TemMy Onsa akcrnopta, U CerogHa OHa — KPYMNHEenLwunn
LEeHTp B Mupe no paspaboTke NporpamMHbIX MNPOAYKTOB Afs MobbIX MUPOBbLIX
KOMNaHMW. OTO O3Ha4aeT, YTo M AfA Hac B TOM YUCMe He TaK BaXHo, rae
COTPYOHUK HaxoguTcs, MNO3TOMYy MporpamMma MOOWUNBHOCTM U Yy Hac uMeet
cneundguyecknin oTTeHOK. B 4acTHOCTU, Mbl YOEeXaeHbl, YTO 3TO MeponpuaTue
nmeeT cmbicn. Mory ckasaTtb, 4TO B npownomM rogy y Hac 896 coTpyaHUKOB Mo
MUpY nepeexann U3 O4HOW CTpaHbl B APYryl0 NIMOO Ha KaKyl-TO BPEMEHHYIO
nporpaMmmy, KoTopasi ucymcnsertca obblMHO CPOKOM B OAMH-ABa roda, nnbo Ha

OTHOCUTENbHO [0JIr’Me KOHTPAKThbI. Y Hac u B Poccum ectb npuMepbl, Koraa



MHOCTPaHHbIe Komnnern npuesxatT K Ham. CerogHs y Hac B oduce pabortaroT
ANPEKTOP NO MapKeTUHry ns ABCTpuU, OUHAHCOBLIN OUPEKTOP U3 ['epmaHuu, y
Hac €eCTb 3HHOE YUCMO YCMELWHbIX WCTOPUKM, KOrga POCCUNCKME Konnerun
nepeexanu B gpyrne CTpaHbl 1 MPOLOSMKAKT CBOK YCMNELHYH UCTOPUIO B HaLLEN
KOMMaHWUM.

Mbl cuMTaem, 4YTO 3TO OYEeHb MOSIE3HO MO ABYM coobpaxeHusim. [lepBoe, 3TO
AOCTaToO4HO OOoporocTosiuiee ynpaxHeHue, byaem 4YecTHbIMW, TO ecTb nrbon
Takon nepeesq CBA3aH CO 3HauuTeNbHbiMM 3aTpaTtamu. KoHeuyHo, genaTtb 3TO
MMEeEeT CMbICI TOSbKO AN TeX COTPYAHUKOB, KOTOPbIX Mbl XOTUM yAepXuBaTb U
pa3BmBaTb. OTO KAaCaeTCHA HE TOSbKO PYKOBOAALWLMX MO3ULUIA, Mbl TOYHO TakK Xe
OTHOCUMCS K HalKuM 3KcrnepTam, HO B MepByl oyepeab Gasucom Ons 3Toro
SBMSIETCA HaWa YBEPEHHOCTb B TOM, YTO Mbl XOTUM JOSIO XXWUTb BMECTE C 9TUM
4YerIOBEKOM.

C [Opyro CTOPOHbI, Mbl OYEHb MHOrO CTapaemMcs gefiatb C TOYKM 3PeHUs
MOOUNBLHOCTN BHYTPWU CTpaHbl. He cekper, 4to Poccms — [ocTaToyHO
CKOHLIEHTPMPOBAHHOE C TOYKU 3pPEeHUs] OKOHOMWKW rOCyAapcCTBO, U MO3TOMY,
KOHEYHO, Mbl, Habnwgas geduunT TanaHToOB B ABYX CTONUuax, AOCTAaTOYHO
AaBHO YLWNM B PErMMOHbI N NPOLOSMPKAEM UCKaTb TanaHTNMBbIX nogen. YecTtHo
rosopsi, s nepemewiatocb B Mocksy u CaHkT-lNeTepbypr, noToMy 4TO 34ecb
HaxXoAATCS HalUM OCHOBHbIE KMWEHTblI UMK, MO KpalHen mepe, Te, C KEM Mbl
paboTaemM Ha CTOpPOHe KNneHToB. [103TOMy B LIENIOM Mbl OTHOCUMCS K 3TOMY
OYeHb MO3UTUBHO, Y HAc eCTb cneuuanu3MpoBaHHoOe nogpasfernieHne, Kotopoe
OTBeYaeT 3a nporpaMmmy nepemMeLLeHns COTPYAHUKOB W3 OAHOW CTpaHbl B
apyryto. [1ns Hac 3To cTaHOBUTCA eLle Bonee BaXXHbIM, MOTOMY YTO TO, O YeM Bbl
rOBOPUIN, YTO MUP MEHSIETCS U MHHOBALMM CTAHOBSATCS NPUOPUTETOM, MEHSIET U
OTHOLLEHME K TOMY, KOro N Kak Mbl Habupaem. Y Hac, B cuny cneumdukmn Hawero
TEXHONMOrM4YHOro 6msHeca (HanoMH, Mbl U3 IT), Ha cerogHawHMA aeHb 0o 30%
3as1BOK Ha BakaHCUWM NPUXOAAT OT COTPYAHUKOB OT 80-ro roga poxaeHus, To ecTb

OT TOro CamMoro npecJyioByToro rnokoJieHns Y vnn nokoneHus MvmneHwyma: 3TO U



€CTb CerogHsi Hawa OCHOBHad LUeneBass ayauTopusi C  TOYKM  3peHUs
NPUBNEYEHNs KagpoB. Y HUX HEMHOro Apyron B3rns4 Ha MuUp: B TOM, 4TO
KacaeTca uUx NpMopuUTETOB, MM BaKHa couuManbHasi OTBETCTBEHHOCTb OuM3Heca,
MM BaXKHO, 4TOObI 3TO ObI HekoTopbin fun, yaOBONMbLCTBME, TO €CTb OHM HEe
CKMNOHHbI AenaTtb MexaHn4eckyt paboTy npocTo Ans Toro, YTobbl XoaAnTb Tyaa C
yTpa Ao Beyepa v 3apabaTbiBaTb AeHbrM. OHU CKITOHHbI AenaTb YTO-TO, B YEM
OHM HaxogAaT onpegeneHHoe yaoBonbcTBme. NNoaTomy Bce 6onbliee n Gonbluee
YMCIMO M3 HUX HE XOTAT Aaxke UATU Ha KOHTpakT. OHKM roToBbl paboTaTb B N0OOM
peXxnme, HO He XOTAT CBsA3bIBaTb cebsa KpenknmMmm CeMemHbIMU OTHOLLEHUAMN Ha
MHOIrME roabl, OHM COBCEM MO-APYroMy OTHOCATCA KO BCEM COBPEMEHHbLIM
TeXHonornaM. Y Hac C KaxabiM rogoM Ha OeCATKM MPOLEHTOB pacTeT 4ucrno
KONnner, KoTopble MOSIBASATCA M NPUXOAAT K HaM 4epe3 couunanbHbie CeTu U
yepe3 TakuMe nporpammbl. KoHeyHo, Poccma — cTpaHa 4YyTb MeHee
TEXHOMOrnM4yHas B 3TOM BOMpPOCe, M 34eCb Mbl OObIMHO Habngaem Kakomn-To
BPEMEHHOW Nnar, HO Mbl B fl06OM criydae NoHMMaemMm, 4YTo 3TO NPUAET Yepes rog-
ABa-TPU, N HYXXHO ObITb K 3TOMY roToBbiMW. B mpuHUMne, aHanms, KOTOpbIA Mbl
perynspHo NnpoBoAguM, roBOPUT O TOM, YTO BCE, YTO Mbl FOBOPUM 00 M3MEHEHMUSIX
NPUHLMMNOB MMM NOAX0A0B, UMEET 3HA4YEeHNEe C TOUKN 3PpEeHust He TOoNbKo Habopa,
HO W yaepXXaHus nepcoHana, Aa 1 Boobuie penyTauumn Hawen KomnaHuu. Ecnu
paHblLUEe HeraTMBHbIA OMNbIT C KakKAM-TO HOBbIM KaHAWOATOM He Bceraa
CTaHOBMUICA WM3BECTHbIM pPblHKY, TO CerogHsi 4epe3 couunarnbHble CceTn
NHopMaLMs pacnpocTpaHsaeTcss MOMeHTanbHo. Jltobas owmnbka, coBepLLUeHHas
Ha nbom aTane, eCTeCTBEHHO, KPUTUYHA, NOTOMY YTO Yepe3 HECKOSTbKO AHEN O

HeWn y3HaeT BeCb Mup.

J. Scott:
Thank you, Slava, and that is very interesting to have a real-life example in terms
of a global company. | think many members of the panel have spoken about

data, and of course big data technology. Vladimir Vasilyev, you are the Rector of



St. Petersburg National Research University. What can we expect from big data
technology going forward in terms of recruiting talent, managing talent, and

meeting talent’s needs?

B. Bacunbes:

Cnacubo. A nocrtapaioCcb OTBETUTb Ha 3TOT BOMPOC, HO cHadana ToXe
HeHagomnro BEPHYCb K KroveBbiM cnoBam. Mbl cenyac roBopuM O TanaHTUBbIX
nasax, To eCTb KNo4YeBOe CNoBO — TanaHTbl. Mbl 3HAeM, YTO Takux Noaen He
Tak y>XX MHOro. MoxHoO roBopuTb, YTO NOOON YenoBeK TanaHTNMB, HO, TEM He
MEHEEe, OLEHKM XOpPOLUO WM3BECTHbl: M3 OOHOr0 roga POXAEHUs TanaHTMBbIX
nogen — He 6onee 5% ot obuwero HaceneHna. Co cTopoHbl NHOro Yenoseka,
OCODEHHO TanaHTNMBOrO, OCHOBHOM LUENbK, MHE KaxeTcd, 4BNseTcs
MakcumanbHas peanusauusi ero noTeHumana: noteHunana UHTenneKTyanbHoro,
TBOPYECKOrO0, B KOHLUE KOHLOB [OYyXOBHOIO — W 3TO, CO3HATESIbHO Wn
BOecco3HaTenbHO, AENCTBUTENBHO SABNSIETCA Uenbito. Ecnu Tak, To Tpaektopuu
MoOryT ObITb COBepLUEHHO pasHbiMW. YernoBek MOXeT ocTaTbCsd B OAHOW
npodgeccun, oH MOXeT OCTaTbCA B OAHOM KOMMNaHWM U MOTU B HEW BBepX Mo
nectHuue. Bo3amoxHa Apyraa TpaekTtopus, KoTopasi MO3BONUT — NoAYepKMBato,
Ansa Toro, 4ToObl MakcuManbHO peanu3oBaTb CBOWM MOTEHUMar, —MEHSTb
KOMMNaHMM1, MOOUNBHOCTb, MEHATL CTPaHbl. HakoHel, eCTb 1 TPETUIN BO3MOXHbIN
NyTb: KOrga rno npoLwecTBMM BPEMEHM YeroBeK NpoCcTo MeHseT npodeccuto. OH
HaKoOMWUI Kakon-TO NoTeHumar, NoMeHsan unn Habpan Kakume-To KOMMETEHUUU U
nepewen B Apyrylo npodeccuo, UCNoNb3yss Te KOMMETEHUUU, KOTopble
npnobpen paHblwe. Eue pas nogyepkmBalo: BakHa MakCUMMaribHO BO3MOXHas
peanu3auunsi CBoero noteHyuana.

Tenepb MNOCMOTPUM C [OPYroM CTOPOHbLI: €Cnv KoMnaHwuu, 4YTobbl BHavane
BbIsIBUTb, 3aTEM WCMOMb30BaTb M MOTOM yaepxaTtb y cebs Toro unm MHOro
TanaHTMBOrO YernoBeKa... MHE KaXeTCs, TpeHA cenyac 4YyTb-4yTb MEHSIeTCH.

Mbl cenyac roBopunu O MnokoneHun Y, HO He Hago 3abbiBaTb, 4YTO 2016 roa



HacTynuT Yepes3 OBa roga, M yxe nogouaet nokosieHne Z. Mol ewe ¢ Y He
paszobpanuce, a yxe npuaeT HECKONMbKO Apyroe nokorneHve. TeM He MeHee Ons
TOro, 4Ytobbl M BbISIBUTb, W yAepXaTb TanaHTNIMBOrO 4YenioBeka, B KOMMaHWUMU,
6e3ycrnoBHO, AnNs 3TOro [orfkHa OblTb co3gaHa cpeda. A TpeHn, Kak MHe
KakeTcs, cMmellaeTcs B abCOMOTHO NepCoHasibHY, MNEePCOHUMPULMPOBAHHYIO
CTOPOHY. TO ecTb ecnu cenyac KomnaHmsa HabmpaeT TOro UnKn MHOro YenoBeka —
Kak Mbl cenyac roBOpvM, MOA4YEpPKMBal0, TanaHTMBOrO 4erioBeka, KOTOPbIN
AormkeH obnagatb TEMU UMM UHBIMU KOMMETEHUMAMN: NPodeCCUOHarnbHbIMN,
HPaBCTBEHHbIMW, JIMYHOCTHLIMW, KOMMYHUKAUWOHHbIMKM M TakK Janee un Tak
pganee, — TO COBPEMEHHbIE W  WH(POPMALNOHHO-KOMMYHUKALMOHHbIE
TEXHOMNOrNK, 3a4ayn U BO3MOXHOCTW TaK HasblBaeMblX «BONbLUMX OAHHBIX» (Mbl
roBopunn, Kctatn, 006 o6nadHbiX NPUNOXEHNAX — S HEe MMel B Buay
kKomMmep4eckne obnaka, 9 umeto B BMay obriaka BTOPOro, TPETbEro NOKONeHus ),
HaBepHOe, TONKaT KOMMaHUM K TOMY, YTOObl HE MPOCTO BblbpaTb KOHKPETHOro
4yerioBeka ¢ onpeaesieHHbIMU KOMMETEHUNAMU, a B3ATb KOHKPETHOrO YerioBEKa,
KOTOPLIN HY)XEH, 1 B 9TOM Kak pa3 MOryT noMoyb «bonbline gaHHbie». Ho ons
yOoepXaHusi, MHE KaXeTcsl, eCTb €elle OAWH BaXHbI acnekt. A MOMNHOCTbIO
corfnaceH ¢ HEKOTOpPbIMKU MpeablayLwMn BbICTYNaoLWMMK: HEe BCe onpeaenseTrcs
duHaHCaMn mnu UHaAHCMPOBAHMEM TOrO0 WM WHOro Tpyga. EcTb npocto
XenaHve pelwmnTb 3agady, KOTopyk He pellanu go 1ebd, a 3T0 COBEpLUEHHO
apyras MOTMBaUMS.

[ns Toro 4tobbl AepxxaTb TanaHTNMBLIX ntogen, B CaHkT-MNeTepbypre npuMepHo
200 net TOoMy Hasag aTa uaeda yxe Oblna peanusoBaHa B LlapckocenbCkom
nuuee. Llenb co3gaHusa atoro ydebHOro 3aBegeHus Oblfia O4eHb NPOCTOM, OHa
mMorna 6bITb chopmynMpoBaHa B OQHOM npennoxeHun: LlapckocenbCckuin nuuen
cosgaBanca gns Toro, 4YToObl pasBecTu coydapeHuve ymoB. [logyepkuBalo,
coygapeHue ymoB! W oTcioga, Kak Mbl 3HAeM, Bbllesl CreKTp TanaHToB: OT
Anekcangpa Cepreesuya lMywknHa, Benuyanwero noaTa, Ao kHA3s [op4vakosa,

N3YyMUTENBbHO TanaHTNMBOro MUHUCTPA MHOCTPaHHbIX Aen. lWupoyanwmin cnektp!



B paHHOM crniydae Toxe HyXHO cobupaTb nogen n cosgaBaTb ONpeneneHHyo
atmocdepy. lNyctb oHa OGyaeT MynNbTUKYNbTYPHOW, 3TO HEBaXKHO. [NnaBHoOe,
AormkHa ObITb cpeda, KoTopas no3Bosina Obl MakcMManbHO peannu3oBaTb CBOW

yenose4yeckur noteHuman. Cnacunbo.

J. Scott:

Thank you very much. | think we have had the opportunity to hear from the
panellists, discussing talent, obviously, as Vladimir rightly said, and | think the
key thing is now our challenge as panellists to say to the audience: what do you
feel are the key issues, the key points that we would highlight in this whole
process of taking advantage of people who are obviously anxious to be
successful in their careers, but making sure that we give them an opportunity?

In that respect, | think we should start with Vaagn and perhaps go through the
panel. Earlier on, you mentioned technology. | think it would also be interesting to
know a little bit about the use of big data by the clients you are working with,
because you are a global firm that deals with recruiting and making sure that the
companies get the right people, and helping to match people’s expectations.

| would like to go through the whole panel with the two or three points that we
feel are key to being successful, and | also ask the panellists to be quite specific
as far as possible about Russia, as well, because we are in Russia, there is
enormous opportunity in Russia, and it would be good to give our opinions.

Vaagn?

B. MaHyksH:

B npuHuune, ectb ABe YacTn B BONPOCE O TOM, KaK KOMMaHUW MOryT NpuBneKkaThb,
yaepxuBaTb U obecneunBatb MNPEeeMCTBEHHOCTb MpPaBWMbHbIX fogen —
TanaHTOB MMM He TanaHToB, HO B OOLLEM LeHHbIX COTPYAHWKOB A1 CBOEro

ousHeca.



lMepBass 4YacTb — 3TO TEXHOMOMMYHOCTb W WMHHOBALMOHHOCTb B Mpouecce
PEKPYTUHra, pPasBUTUA U yaepXaHus. S HegaBHO roOBOPWUIT C O4HMM U3 HaLUMX
KIMMEHTOB, KOTOPbIA HWKOrda He BblbpacbkiBan HW OQHOrO TOM-MeHeoXxepa,
KOTOPOro OHW MHTepBbloupoBanu. OAuH 13 NPUMEPOB KX MNOAXOAA: OHW, Kak
«KOMMETEHTHbIE OpPraHbl», OTCMEXMBAOT BCEX CBOMX TOM-MEHEKEPOB — Kyaa
Te nayT, Kak XWMBYT, KaKoBbl UX couunaribHble HOPMbI, KOprnopaTuBHaa Kapbepa,
ambunumnKn, NUYHOCTHbIE UEHHOCTU. [loTom 3TO cobupaeTcs B OOLIMPHYO W
LeHHYI0 MHdopMaunto, 1 korga B GusHece BO3HMKAET Kakasi-TO HeobXxoaUMOCTb,
OHW OY€eHb NEerko NpMxoaaT obpaTHO K 3TUM MaaAM 1 NpMUBREKatT MX K cebe Ha
paboTy. Ckaxy: cebecToOMMOCTb TaKoro pekpyTUHra O4YeHb HU3Kasi, 3TO OYEHb
TEXHONOMM4YHbIA cnocob. O4yeHb MHOrMe KOMMaHuM MNOSb3YHTCHA coumanbHbIMK
Meaua, KakMMKU-TO TEeXHOMNOTMMYECKMMM BO3MOXHOCTSIMU, Kak, AOMYCTUM, OYEeHb
nporpeccmHas komnaHuss SAP. OHM MOryT npoCcTo pasMecTuTb BakaHCUIO B
cetu LinkedIn n o4eHb nerko nonyyYnTb NPaBUibHOMO YenoBeka.

OavH K3 HawuxX KIMEHTOB MONb30BasiCA TakUM WHCTPYMEHTapueM, Kak
Kpay4copCUHr. Y Hux B KoMnaHun pabotaeTt 20 000 4enosek, U OHM NPOCTO
obpaTunncb K CBOUM COTPyAHMKaM C BOMPOCOM: KaK Bbl [ymaeTe, KTO, K
npumepy, MoxeT ObiTb Hawwmm GUHAHCOBbIM AupekTopoM? bykBanbHO B
TeyeHne Hegenn OHM nonyyYunu nopsgka 500 wagen aOna  KagpoBoro
aenaptameHTa.

BTopas yacTb ycnewHocTn B NPUBEYEHUN, YAEPKAHUN U Pa3BUTUM TanaHTOB —
TO, YTO MO-aHITIMNCKN Ha3blBaeTcA value proposition, LEHHOCTHOe NpeanoXxeHue
Ha pblHke Tpyda. To ecTb 4YTO Bbl Kak pabotogatenb npeanaraete MHe,
«TanaHty»? Yto mHe oT atoro 6yaeTr, u 4tO Bam OT 3Toro 6yaer? 3710
LEHHOCTHOE npenfoxeHne saBndetca Bce Gonee n 6onee BaXHbIM. JIMYHO 4
BM)XXY OYEHb MHOrO CriyvaeB, KOorfga ycneluHble foan He NpuMxogaT B KOMMaHuM,
roe, Bpoge, nMnataT odeHb OGonbline AeHbrn, KapbepHble BO3MOXHOCTU —
daHTacTMyeckme, BCe YCNoBuUSA Tpyda OYEHb XOpOLUMe, KOMaH4a CurbHas, Tbl

MOXellb CcTaTb 3Be340W. HO OHM He XOTAT NPUCOEAUHATBCA K 9TOW KOMMNaHuw,



OHW OCTalKTCS B CBOEN KOMMNaHUWN UM yXOOAT K APYroMy KOHKYPEHTY, NOTOMY YTO
OHM TaMm He 4YyBCTBYHKT cebsl, X «MUCCUOHEPCTBO» OyaeT cTpagaTb OT JTOrO.
Ectb no-aHrnuncku Takas gpasa: doing well by doing good, To ecTb kOMnaHusA
OOIDKHA OYeHb CTapaTbCA OblTb XOpOWeW Ha pblHKE Tpyaa. OTO O4YeHb
Cepbe3HbI TpeHd, OCOBEHHO Ha ypOBHE MpaBWibHbIX fogen. A gymato, 4To
ecnn nocMoTpeTb Ha nupamuay Macnoy, ¢ KOTopour, HaBepHoe, MHOrMe 13 Bac
3HaKOMbI, TO MOXHO cKasaTb, YTO Mbl pa3paboTanu Takylo e nupamuay, rae Ha
dyHaameHTe noboro value proposition, TO €CTb LEHHOCTHOIO MNpPeanoXeHus
paboTogaTtensi, HaxoguMTCA OpraHu3auuoHHas KoprnopaTuBHas KynbTypa. EcTb
OYeHb MHOMO KOHKYPEHTOB Ha pbIHKE: KOHKYPEeHT A, KOHKypeHT b. K ogHoMy uayT,
a K gpyromy He mayT, NOTOMY 4TO y A KynbTypa agekBaTHasi, Tam nogn XoTaTt
paboTtaTtb, a y b He xOT4T.

Hap aTuM KynbTypHbIM (bakTopoM 51 Bbl NOCTaBMA KOpnopaTUBHOE yrpaBrieHue.
B Poccun, k coxanenuto, ectb Bonblias npobnema: y Hac B ynpaBneHMM
KOprnopaumMsiMn O4YeHb Benuka porib COOCTBEHHMKOB, HET coBeTa AUPEKTOPOB,
HEeT TOM-MEHeLKEpPoB, YTO TOXE O4YeHb CWUNbHO BIMSET Ha LEHHOCTHOEe
npeanoxeHne KomnaHun. Takume «TeaTpbl OOHOrO akTepa» OYEHb CUIbHO,
YCITIOBHO rOBOPS, OTCTAlOT OT KOMMAHWMW, r4e MpOouecChbl MNpaBwuiibHble, rae
YyenoBeK, MpuMXoas Ha  TOM-MEHEIKEPCKYH  MNO3ULMKD, MOXEeT UMETb
OTBETCTBEHHOCTb, AOCTUraTb pe3ynbTaToB M NoflyyaTb YOOBOSIbCTBME OT 3TOrO
npouecca.

Hag atvm 51 66l NOCTaBMN HE MEHEE BaXkHYl0 COCTaBnsoLyo noboro 6usHeca
— nuaepckne n ynpasrieHyeckne kadectBa. UTo a 3amevar? Kaxgbin pas,
KOorga Mbl Kak XeOXaHTMHrOBOE areHTCTBO HayuMHaeM MNpPOEeKT, OYeHb MHorune
KNWEeHTbl roBopsT: «Ham HyxeH cynepnpodeccuoHan, HaMm HyXHO, 4TObbl OH
pasbupancsa u B TOM, 1 B 3TOM...». TO ecTb, rpybo roBopsi, pucyeTtcs naeanbHas
kapTvHa, HO B 90% cnyyaeB niogen HaHUMaT (M 9TO — cuUcTeMHas owmnbka
BCEX HALUMX KOMMAaHWM) NO TaK Ha3blBa€MbIM, U3BUHUTE 3@ AHIMIMNCKUIA CREHT,

hard skills — npodeccmoHanbHbIM  HaBblkaM, TO €CTb NO  TakuMm



KBanndukaumMoHHbIM TpeboBaHuAM, a yBONbHAWT no soft skills — HaBblkam
MEXINMYHOCTHOrO OOLLEHNNA: Oa OH He ymeeT B komaHae pabortatb! [Ja, OH He
yMeeT BOBPEMSI TOTOBUTb AOKYMEHTbI, OH HE YMeeT obwaTbCs C KNMeHTamu, OH
He ymeeT obwaTtbcsa C komaHgow. To ecTb, npeacTtaBnseTe, NoAn nony4varT
daHTacTuyeckne 3apnnatbl, OTBeYalT 3a Munnuapgbl AonnapoB, a ux
YBOSbHSAIOT HE 3a TO, YTO OHU B AENCTBUTESNIbHOCTU YMEKT AenaTb, a 3a To, 4YTO
OHM He ymetoT paboTtatb B koMaHge. OTO orpoMHasi npobnema Hawmx
npeanpuatnn. Y Hac HR-genaptaMeHT — 3TO Yalle BCero otAaen Kagpos unm
ynpasneHne no paboTte C nepcoHanom, TO eCTb OHU OYeHb BropoKpaTudeckue,
3TO B OCHOBHOM aMUHUCTpaTMBHas pabota. A BO BCEM MUPE POSb KaapOBUKOB
COCTOMUT MMEHHO B YNpaBneHuUu 4erioBe4YeCKMMU pecypcamMu, U OYeHb MHOrue
KOMMaHUM nepeBoaAT HasBaHMe 3ToW AofmKHOCTM Kak chief people officer. To
€CTb 9TO YEerioBEK, KOTOPbIV yNpaBnseT nogbMu. OTO HE NPOCTO KagpoBuUK, U 06
aTom ewe Mocud BuccapuoHosny CtanuH rosopun: «Kagpsl pewatot Bce!» Bo
BCEM MUpe ITOMY yaenseTcs odeHb 6onbluoe BHUMaHue. Ecnn cobpath Bce 370
BMeCTe: KynbTypy, KOprnopaTUBHOE YyrpasfeHue, Nuaepckue ynpaslieHYecKkune
KOMMNETEHUNN CaMOM KOMMNaHUKW, coumanbHy0 OTBETCTBEHHOCTb M OCMbICIIEHHOE
ynpasfieHne CBOen penyTaumen Ha pbiHke Tpyaa — BCe 3TO BMeCTe U NpuBoauT
K ycnexy. O4eHb MHOrMe KOMMaHWW 3a MeEHbLUME AEHbrM MOryT npusnekaTb
nyywmx nogen. Bce Mbl 3HaeM, 4TO OEHbMM — He (pakTop, Tak YTO S cuMTalo,
YTO BCE CKaszaHHOe — 93TO rnobanbHbin TpeHa. A cornaceH ¢ BsudecnaBow:
Poccua 3gecb HEMHOro OoTcTaeT — He TOSNbKO B CMbIcne |T-TeXHONOrmm, HO un
BoOGLlE B ynpaBrieH4Yecknx texHonornax. Ho s gymato, 4to B Gnuxanwme nea-

TPW roga Mbl yBUOAUM 3T HOBOBBeAeHUS 1 byaem rotosbl kK 3ToMy. Cnacumbo.

B. BacunbeB:
OueHb KOPOTKO, MOCKOSIbKY BOMPOC Obl NPO TEXHOMOMMI0, KOHKPETHO MO OMbITy.
MHe KaxeTcsl, 4YTO €eCnn KOMMaHUA XO4YeT WUMETb TMOCTOSIHHbIN MPUTOK

TanaHTNMBbLIX NMIOAEN U yOEPXMBATb €ro, e HY>XHO OYeHb MIOTHO paboTaTb C



yHMBepcuTeTamun. Tak ke U YHMBEPCUTETbI, HA MOW B3rnsig, HMKOr4a He CMoryT
NOAroToBUTb MNpodeccnoHanbHbiX WM  Tpebyembix kagpoB 6e3 yyacTus
O6usHeca. WHcTpymeHTOB B3aummopgencTBusi 6usHeca U YHUBEPCUTETOB
AOCTATOYHO MHOro. OTO OTAENbHbIA Pa3roBop, HO, TEM He MeHee, KIo4YeBoe
CNoBO — 3TOT Aunonb «busHec — yHMBepcuteTbl». Oba ero anemMeHTa AOMKHbI
ObITb B cBA3Ke. Torga, AeNCTBUTENBHO, BbIMIPbIBAET M 0OHa, U Apyrasi CTOPOHa.
Cnacwubo.

Mo nosoay oTctaBaHm4a B IT 9 He coBceM noHan, noyemy Poccust otctaet B IT.

B. MaHyksH:
N3BMHUTE, 1 NPOKOMMEHTUPYIO. A roBOpUI HE B TOM NriaHe, YTo CTpaHa OTCcTaer,

a UMEeHHO O NpMMeHeHN TEXHOSIOMMn B KopnopaTtmBHbIX MHCTPYMEHTapUAX.

B. BacunbeB:

Cnacwubo.

A. WapoHoB:

MHe npuvwna B ronoBy MbICMb, YTO, XOTS Halla Ceccusi HasbiBaeTCHd «Mpo
TanaHTbl», B OCHOBHOM Mbl FOBOPUM MPO YCMELIHbIX M04en, U1 MHE KaXeTCsl, YTO
OYeHb BaXXHO BMAETb pasHuUy Mexay ycrnewHbiMKM M TanaHTnusbiMU. OuyeHb
4YacTo TanaHTNUBbLIE NMIOAMN He YCrellHbl, a YCnewHble Noan He TanaHTnmebl. B
3TOM, HaBepHoe, HeT Hukakon Tpareguu. VX rnmaBHbIM OTNnYMEM dABNSeTCH
npu3sHaHue. Ecnn Bbl NONy4Yunu NpusHaHue cendvac, Bbl YCMNELUHbIA YerioBek, a
ecnu 4yepe3 200 neT, Bbl TanaHTNMBbLIA 4YerOBEK, MO3TOMY OYeHb TPyAHO
noeHtTuunumpoBatb TanaHTNMBbIX. Mbl 3HaemM MHOro npuMepoB, Koraa
XYOOXHUKM,  KOMMNO3UTOpPbl, unocodbl Obinn  He Npu3HaHbl UM Oaxe
ONCKPEeaUTMPOBaHbI MPU XU3HU, U TOJbKO Crieaylowme MNOKONEHNA CMOrnu
Kaknm-TO 06pas3oM KX OUEHUTb UMM JaXe O4YEHb BbICOKO OLEHUTb, €Cniu 3TO

MOHETU3NPOBaTb U BblpaXaTb B CTOUMMOCTW. I'IoaTomy, KaK MHE KaXXeTCd, Korga



Mbl FOBOpUM 00 yaepXaHun Niogen, Mbl ToXXe HEMHOrO fiykasuM. Mbl yalle Bcero
XOoTum paboTtaTb C ycrnewHbIMu niogbMu. TanaHTnueble Noan — KanpusHble, B
obwem criyyae OHW He Bcerga WCMNOSHAKT, 4YTOo TpebyeTcs, OHW [ONro
HacTamBaloT Ha CBOEM, C HAMMK Tskeno paboTtaTte. Bugumo, B nepcnektmee, ecnu
A0 3TOro OoOXuTb K pabotogaTento, n paboTHUKY, pesdynbTaT MOXET ObiTb Ha
NOPSiAOK, Ha ABa nopsgka Bblle, YemM MPOCTO C ycnewHbiM yenoBekom. MHe
cenyac npuwina B rofioBy MbICfb, YTO Mbl FOBOPUM NPO OOHO, a NogpasyMeBaem
apyroe.

N BTOpOM MOMeEHT. [KOH nonpocun ckasaTb MO MOBOAY KaKOW-TO POCCUNCKOM
cneundukn, CBsA3aHHOW B TOM Yucre ¢ paboTon ¢ TanaHTAnBbIMK NOgbMU, C NX
yoepxaHunem. MHe KaxeTcd, CHavana s ckaxy OaHanbHOCTb: TanaHTIMBbIX U
YyCMeLwHbIX fIoAen yaepXuMBaeT He CTOMbKO MaTepuanbHOe BO3HarpaxgeHue
(ecnu oHM ycnewHbl, TO, Kak NpaBuo, 3TOT BOMPOC OHU YXe peLunnun), CKOSbKO
BOMPOC LEHHOCTEN. VIMEHHO MO3TOMYy, Kak roBOPWUIIM Konnerw, sogn He
nepexogsaT B KOMMaHuIo, KoTopas UM npegnaraet 6onblle AgeHer, NOTOMY 4To,
CKOpee BCEero, OHM He pasfensatT ee LEHHOCTEN, a MOXET, He MOHUMAIT U He
BUAOAT 3TUX LLEHHOCTEN, €CNN OHU He apTUKYNMPOBaHbl TOYHO.

Kpome TOro, ycnewHsle nogm Uyt npusdHaHna u gosepusi. Mol CTOMKHYNUCL C
TEM, YTO BbINYCKHUKN OAHOW M3 HaLIMX KOPMOpaTUBHbLIX Nporpamm (3To 6bina
KopriopaTuBHas nporpamma Ans ogHOM O4YeHb OONbLLUOW, N3BECTHOW KOMMaHUM
— npaBga, C rocygapcTBEHHbIM KanuTanom) — Tak BOT, Hanbonee ycnewHble
BbIMYCKHUKM 3TOM KOPMOPaTUBHOW MPOrpamMmsbl, BbIMNOMHABLIENCA B MHTepecax
OAHOW KOMMaHuW, ywmnn n3 3TOM KOMMaHUM B TeYeHue Tpex—ILUeCTu MeCsLEB.
OTO KaK pa3 AeMOHCTpauus Toro, YTO UX camMOOLeHKa U NPUTSA3aHNA BbIPOCIIU,
Oyoem cuutatb, ODBOCHOBAHHO W ONpaBO4aHHO, a pPyKOBOAUTESb 3TOr0 He
3aMeTurn, U OHW He NnoYyBCTBOBaNM npusHaHuda. K coXaneHuto, pOCCUNCKON
0COBEHHOCTLIO — B BonblLUen CTeneHn 3TO KacaeTcsl rocy4apCTBEHHOM Cry»KObl
M TOCYLApCTBEHHbIX KOMMaHUA — $SBASIETCA OTCYTCTBME LEHHOCTEM Kak

MHCTUTYTA. [a, ectb I'IpOCbeCCI/IOHaJ'II/I3M, €CTb TpyooBasa AuUCUUNIIMHAG, a BOT



LLleHHOCTM, KOTOpble ropasgo BakHee, — 3TO BO MHOIOM Ham He CBOWCTBEHHO.
OTO cepbesHbl, peanbHO crnabbii MOMEHT, €CnvM roBOpPUTb O rnodanbLHON

KOHKYPEeHLUN 3a Kagpbl.

F. Schauff:

Thank you, Andrei. Very many things which are correct have already been said,
so | do not want to repeat them, but | think that certainly it is correct that HR
policies of companies and their behaviour towards employees have to be
modernized. | think another very important structural point that is already a topic
in itself is how can companies and the educational sector work more closely with
each other? | think, coming from Western European countries, we have a
tradition of close interaction between the private sector and universities. That is
not the case so much here in Russia. | think many things can be done about this.
Coming back to the initial point that | made, | think that there is also a long-term
process of changing the mentality of the workforce with regard to staying with a
good employer and certainly enduring the position you have for a longer time and
not changing your job, in extreme cases, every year or twice per year. That is the
main story, but | know that mentalities only change long-term, so it is not a short-

term process.

S. Mazumder:

| just want to make a couple of comments, and then | have a question for the
panel. Sometimes attrition at a senior level—a very senior level—is not bad.
Because suddenly there is new thinking, the quote unquote, “This is how it
happens, there is no other way to do it”, goes out of the window, fresh ideas
come in, and whoever is new is willing to try new things. One is amazed at how
something you thought was not possible suddenly becomes possible, very
workable, and very doable. A certain amount of attrition, | believe, is very good

for an organization, but not the kind of attrition we see that you were talking



about. Whenever | look at a senior CV nowadays, quite often | see that the
person is on his fifth or sixth job, and | talk to our HR people and they say, “Sir,
this is the current trend today, and you had better be prepared that they will be
here for the next five years or so, and you have to get the maximum from them
while they are here.”

As far as technology is concerned, technology is definitely used, through
LinkedIn and things. In fact, | know our HR department stays in touch with people
through LinkedIn who are in our industry. They may not be looking for a job, but
they are constantly in touch, getting ready to create that talent pool. The question
| have is, when we talk about succession planning, succession planning at very
senior levels makes sense, but succession planning in middle or senior
management is sometimes a challenge, especially for a middle-sized company,
because you are not large enough to pull people out from one area and bring
them to another area. So the question | have is how does a medium-sized
company tackle this problem, because suddenly somebody leaves us, falls ill, or
whatever happens, and you cannot possibly have his successor ready then and
there, because then you would have excess people in your organization which

you cannot afford to keep. How do you overcome a problem like this?

J. Scott:
Thanks, Sumit, we will come back to that question in a second. Slava, would you

like to finish?

V. Orekhov:

Yes, sure.

B. Opexos:
Mo noBoay ckaszaHHoro AHapeem LLlapoHoBbIM 51 xoTen 66l HEMHOro Ao06aBuTb CO

CBOEWN CTOPOHbI.



Bo-nepBblX, MHOMME COTPYAHUKU HE MOHMMAKOT WKW He pasfdenstoT LEHHOCTU
KOMMOAHUM 1 NOTOMY yxoAsT. Haw onbIT 3akniyaeTcss B TOM, YTO OHWU, cKopee
BCEro, He TMOHMMAKT 3OTUX LEHHOCTEW, MNOTOMY TE€ HEYeTKO M HEeSIBHO
cchopmynmpoBaHbl U HAKOMM OBpa3oM He TPaHCNMPYKTCA COTPYAHMKaM, U 3TO
6onbliasa npobnema. A BO-BTOPbIX, COTPYAHUKN YaCTO yXOOAT HE U3 KOMMNaHUK, a
OT KOHKPETHbIX pykoBoauTenen. OTo, Ha Haw B3rnsg, NpoucxoamT BO MHOIMOM
NOTOMY, YTO He TPaHCIUPYKTCA W NPUHUMNOBbI  NNOepcTBa, MPUHLMUMbI
MeHemkMeHTa. OHM He aBnsATCA obWmMMM Ons BCEN KOMMaHUN U He SIBASOTCSA
4yeM-TO BaxkHbIM. Korga mMbl CMOXEM MPUATU K 3TOMY B BONbLUNMHCTBE KOMMAHWUNA,
3TO NO3BONWUT HaM nydwe paboTaTb M Hag yaepXaHMem TanaHToB, U Hag
NpuBNeYeHNEM HOBbIX.

BTopon kommeHTapun 6bin1 Npo KoprnopaTtuBHyko nporpammy. Korga s cam
nocTynan B €BpONenckyro GuaHec-lwkony, Hac OGykBarbHO Ha MEPBOM 3aHATUM
npegynpeaunu: noxanymcra, OyabTe OCTOPOXHbI, CTaTUCTUKA TFOBOPUT, 4TO
NONOBMHA U3 Bac 3HAYUTENbHO U3MEHAT CBOK XU3Hb — NNBO ynayT 1 OTKPOHT
cBOe [Aeno, nuMbo OCO3HaKT, YTO OHW AenatT YTO-TO He TO U nepecTaHyT
3aHMMaTbCs TeM, YeM 3aHumanucb. AHgpen, 9 ot Bac ycnbiwan, 4yto ans Bac
370 6bIIO 3anoOMUHalOLLIEECS ABNEHME, a S Tak NoHAn... A, HeT? Hy, Toraa Bce B

nop4aake, 4 NpoCTo XOTes noxenaTtb.

A. lWapoHoB:

A npocTto XxoTen nosICHUTb, 4YTO s obpaTtun BHUMaHWE: peyb Wna o
KoprniopatnsHon nporpamme. Korga denosek npuxoant Ha MBA wn Executive
MBA, KoTopble £BNAIOTCA PO3HUYHLIMW MNporpaMmamMu, nwau  nNpuxoaaT
NOOOMHOYKE M3 pasHbIX KOMMAHUN M OBy4aloTCs MO KaKOMy-TO CTaHAapTHOMY,
abcTpakTHOMY Kypcy. A B TOM crniydae Oblf1 OCO3HaHHbLIN Kypc, nioan 6binu
oToOpaHbl OOHOW KOMMAHWEW, 3aHUManucb CTpaTerMen 3TOM KOMMaHWUW.

Moapa3ymeBanoch, YTO OHM AOSMKHbI OyAyT HE NPOCTO NONYyYNTb akageMuyeckue



3HaHUNA, OHW OOJDKHbI 6y,D,yT NOMEHATb CaMy KOMIMaHUIO. OHu BEPHYJTNCb KakK

areHTbl UIBMEHEHUI, @ UBMEHEHUI HE NPON3OLLISIO.

B. Opexos:

MoHATHO, TOrga KOMMEHTapusi Ha 3Ty TeMy He nocnegyet. A B TOM, 4TO
KacaeTca pocCuUhCKOM cneumdukn, Ha camom gene xoTenocb Obl AaTb COBET
MHOTMM KONnneram: Mbl BEPMM, YTO B CErogHsILLHEM rnobanbHOM MUpe pas3BUTUE
AOJTKHO NPOMUCXOAUTb BO MHOIOM 3a c4eT obMeHa 3HaHMSIMU MeXAy PasHbIMU
KynbTypamn, Mexay pasHbiMWU CcTpaHamu, reorpacomamm U Tak ganee. A
ycnblwarn, YTO Yy MHOMMX eCTb Henerkas 3agada npuBieYeHns MHOCTPaHHbIX
cneumanucToB, Hanpumep ans paboTbl B POCCUNCKMX KOMMAHUAX. Mbl KOMNAHUS
BCe-TakKM He poccuickas, a MexayHapoaHas, HO, TeM He MeHee, U Ond Hac
Bcerga OblNo HENpoOCTOM 3agaden npuBrekatb MeXOyHapOoAHbIX Konner ans
paboTbl B HaWKWX poOCCUUCKUX odmcax. Mbl npuaymann oOYeHb MPOCTYHO
nporpamMmy, Mbl eflaeM 4eMOHCTPALMOHHbIE TYPbl, MPUBO3UM NOAEN KOHKPETHO
B MockBy nnu CaHkt-lNeTepbypr. Y Hac ecTb Kakaa-To BusHec-noBecTka, a NoToOM
Mbl OCTaBfISIEM UX Ha BbIXOAHbIE N NPOCTO NOKa3blBAaeM, Kak YCTPOEHa XU3Hb B
Hawen cTpaHe u B aTuX ropogax. Ctatuctmka HesepoaTHas: 90% n3 HMX nocrne
3TOro0 MEeHsIOT CBOE OTHOLUEHME K CTpaHe U, bonee Toro, Yepes Kakoe-To Bpems,
OT TPEX A0 LECTN MECSLIEB, OHU eLle Donblue BblAAT KOMMIMMEHTOB B CBSI3N C
TEeM, KaK CUITbHO OTIMYAOTCA UX NMPOLUSble OXMOaHUA OT TOro, YTO OHU YBUAESN,
korga npuexanu n nonpobosanun. A xoten Obl NOAENUTLCA KAaKOW-TO NPaKTUKON,

YTOObI 3TO ObINIO NOSIE3HO, BO3MOXHO, U ANs APYIrnX.

J. Scott:
Thank you, Slava. | think we have heard about technology, we have heard about
values, which undoubtedly, absolutely has to be the foundation of whatever we

do. | think, at the end of the day, we talk about talent, we talk about resources,



but we are actually talking about people, and that is fundamental. | think we have
spoken about different techniques.

Sumit, we will come back to your question in a second, do not worry; we are not
going to lose that one. | would just like to take advantage of the fact that we have
in the audience Leonid Gozman, the President of the Perspective Foundation.
You have listened to the panel, you have been in the front row, so through all of
this, you have been able to get a clear vision of what we are saying. What would
you like to add to this? You have lots of experience, obviously, working from
Russia, but with different countries, different environments, and different cultures.

What would you like to add? Thank you.

L. Gozman:
Thank you very much, John. | will stay like this because my Russian is a little bit

better than my English, so like my Russian colleagues, | will speak Russian.

. To3maH:

MNepen Havanom atonm BCTpeun Mbl ¢ Briagumupom BacunbeBbiM roBopusnv o
TOM, 4YTO odumumnanbHO Ha3biBaeTCs «3KCNepT nepBoro psga». Yto 3T1o
o3Ha4yaeT? Bce BbICKasanucb: Tbl AOSHKEH BbICTYMUTb U CKa3aTb, YTO Bbl BCE
Henpasbl. A He cobupatlocb 3TOro genaTb, MOTOMY YTO OHM BCe Npasbl, HO 9 XO4y
ckasaTb BOT 0 YeM. MHe KaXeTcst — 1 3TO OTYacTU yXKe Npo3ByYyarno, — YTo aTa
6opbba 3a TanaHTbl — CrOXHas cuTyauma. ATO Kak Ang pectopaHa — NpuBreYb
YyerioBeka, KOTOpbIA HE rOfloAeH N BMNOSTHE UCKYLLIEH B PasfM4YHbIX KyXHAX. Ecnu
€My HYXXHO MPOCTO MNOECTb, MOXHO KYNUTb XOT-A0r Ha ynuue, a ecnu Bbl naete B
AOpOoron pecrtopaH, TO OH AOSMKEH BaM NPeanoXmtb He MPOCTO Karopwuu, OH
AOIMKeH BooOwe BOKpYyr Bac nMpbiraTb M AaTb BaM  YTO-TO XOpoLlee.
TanaHTnuBeble NOAN, O KOTOPbIX MOET pedb, — 3TO N0AN He ronofHble U He
Hyxxgarouwmecs B pabote HenocpeacTBEHHO cernyac. OHM MOryT Kakoe-TO BpeMs

XunTb 6€3 paboTbl, 6e3 3apaboTka 1 Tak ganee. ECTb Bewm Ans nx npuBnevYeHuns,



KOTOpble 3aBUCAT OT pykoBoamuTens oMpMbl, a €CTb BELLN, KOTOPbIE HE 3aBUCAT
OT pykoBoauTensa coupmbl. YTO 3aBUCUT OT pykoBoauTena oupmbl? He Tonbko
AEeHbrn, Kak 3gecb 6bino ckasaHo! CriaBa coBepLUEHHO CripaBeasiMBo ckasar, 4to
pomkeH ObiTb fun, AOMKHO ObiTb YAOBONLCTBME, U MNPOABUHYTbIE (OUPMbl —
pearbHble, ycnewHble PUpMbl — MOHUMAIOT, YTO C TanaHTIMBbIM YeSIOBEKOM
Hago obwaTbCs He NPOCTO Kak ¢ notpebutenem 3apnnatbl! Google, Hanpumep,
TpatuT 5 000 gonnapoB B rod Ha YerioBeka Ha cneumarnbHble MEPONPUATUS TUNa
OecnnatHon eabl 4na paboTHUKA M YNEHOB €ro CEMbM, KOTOPbIE 3abpenn K HeMy
Ha paboTy, Ha CNOPTUBHbLIE NMOLWALKM, HA BCSKME pa3BrievyeHna u Tak ganee.
Uto ewe ectb B Google coBepleHHO 3ameyaTtenbHo? 3OTo cBobopa! lNaTtas
yactb, TO ecTb 20% BpemMeHU paboTHMKa, TPaTUTCA Ha TO, YeM OH XouyeT
3aHMMaTbCs, a He Ha TO, YTO eMy cKasasio Ha4dyanbcTBo. [1pn 3TOM BCe pecypchl
Google — B ero pacnopshkeHun. bonee Toro, coTpyaHuk nuwet: «B natHuuy
MEHS1 He TporamTe, B MATHULY Y MEHSI CBOM MPOEKT», — W €ro HUKTO He TporaeT
no natHuyam! lMouta Gmail, Hanpumep, Obina caenaHa B pamMKax TaKoro
cBobogHOro npoekTa. Y nogen taMm ecTb BO3MOXHOCTb camopeanusauuu, a He
TONbKO 3apabaTtbiBaHUNS AEHET N AaXe He TONbKO KapbepPHOro NPoaBMXKEHUS.

K coxarneHuto, ecTb BeLLW, KOTOpble He 3aBUCAT OT pykoBoauTtenen gpupm. [ae-
TO NOSTy4MUNocCh, a rae-1o He nony4vunock. Silicon Valley — KpemHueBas gonvHa,
CO Bcemu npobremamu, KoTopble Tam TOXE eCTb, — HE pan 3eMHOWN, HO OAHO 13
caMblX YyCMelwHbIX MecT Ha 3emne. A BOT Ha BOCTOKE B TOW e AmMmepuke
NblTannUCb 3TO caenaTtb, HO MNoka He nony4vaetcd. YUto ectb B KpemMHueBom
AONVHE TOro, Yero HeT gaxe B gpyrom panoHe CLUA, kpome 3ameyaTenbHOro
knumaTta? CTtaHdopa, Napsapg — ToXe, Bpode, Hu4ero. Bpoae, He nocnegHee
MECTO Ha 3emsie, BCe-TakM He NeAuHCTUTYT B TMyTapakaHcke. YTo Xe ecTb?
EcTb Heckonbko Bewlen. ECTb yanBuTernbHbIA KynbTypHbIA (PEHOMEH, KOTOPLIN £
He 3Hal, OoTKyaa 6GepeTcsi, — 3TO OTHOLIEHME K Heydadam, Korga npuxoauT
NapeHb UM geBoYka U roBopuT: «Y MEHS ecTb uaes Takoro craprana, Takow

npoekT». Ero cnpawwusaioT: «A Tbl paHblle npobosan?» «[lMpobosan!» «Hy, u



kKak?» «Hy, yeTbipe npoBanunucek!» «O! OTnnyHo! Tel Ham HyxeH!» BoT Toraa Tbl
HaM HyxeH. To ecTb Ana KpemHueBOM JONUHLI Npeabiayliaa Heygadya He cTaBuT
Ha YenoBeKke KPecT, a, HaobopOT, C TOYKN 3pEHNA NOTEHUNarbHOro UHBECTOPA,
OHa gobaBnseT WaHCOB Ha criegyrowmnn ycnex. Tol yoke GUTbin, Tbl YK€ MOHAN,
4YTO Takoe Heydauya.

Bo ®paHunun, Hanpumep, ecnu Bbl NPUOETE C TAKOW Xe UOeen N CKaxeTe, 4YTo
npoboBanu B MpOLWIOM rody M y Bac He MOMyYunocb, OHU CKaxyT: «Hy, He
NONy4YnNIoCb Tak He MNoyy4mnochb, nan u pabortam B gpyroe Mecto, Mbl B Tebs
BKNagblBaTbCs He 6yaem!» 3TO KpOCC-KyNbTYpHblE pasfnuynd, KOTopble He
3aBUCAT HKU OT pykoBoacTBa Google, HM oT pykoBoacTtBa MIY, BoobOuie HU OT
4yero He 3aBUCAT.

EcTb ewe ogHa Belb, KoTOpas ecTb B KpeMHMeBon JOMNMHE, KOTOPOW MeHbLUe
Ha BocToke CLUA, meHble B EBpone u ele MeHblle y Hac. ATo pasHoobpasue
KynbTYpPHOW cpefbl, 9TO TepnuMocTb, 3TO cBoboaa. Bay Area, roe Haxogstcs
CtoHdopa u KpemHueBas gonvHa, — yauMBUTENbHOE MECTO. TaM — UM BeCb
aHgerpayHz, v My3sblkanbHble 3KCMEPUMEHTbI, U TeaTparibHble 3KCNEPUMEHTHI,
TaM W TpaHCcBeCTUTbl, TaM Boobuwle 4ero TONMbKO HeT. W 3TO cosgaer
onpeaeneHHbin ayx. MNMpo KpemHueByto A0NVHY 1 HE MOry npeacTtaBntb cebe Tpu
Belwn: 4yTobbl TaM cmoTpenun «EBpoBuaeHue», 4Tobbl, Kak HalM corpaxgaHe,
eMHOAYLWHO rosiocoBanu 3a KoHunty — mexay npoyum, KoHunta nobegumn (mnm
nobeguna) 6narogaps ronocam M3 Poccun, ecnun Bbl HE 3HaeTe, — U S HE MOry
cebe npeactaBuTb, YTOOLI OHM TaK NepeXxmnsanu 3a AyXOBHOCTb M 3a eLle YTo-TO,
oTrtoro 4to nobeguna KoHumMta. COBEPLUEHHO HEBO3MOXHO cebe 3To
npeactaBnTb. KTo-To ckaszan: «VMHHOBauum B HeBomne He pasMHoxarTcs». MHe
KaXXeTCs, YTO — K COXaNeHM Io: K CoXaneHuo — NoToMy, YTO 3TO He NnojA Halmm
KOHTPOSIEM, 3TO Kakme-TO AaBHUE KynbTypHble TpaguuuKn, KOTOpble MEHSITCS
BEeKaMu, W HWKAKOe TMpaBuUTENbCTBO HEe MOXeT 3To caenatb. [onyctum,
OTHOLWEHMEe K Heydadam Ha 3anagHoMm u BoctoyHom nobepexbe CLUA:

rybepHaTop wTaTta Hblo-Mopk, 4To nu, nognuueT ykas, 4To gaBaiTe Tenepb



MHa4ye OTHOCUTBCA K Heygadam? OTo xe HecepbesHo! Nnm 3To Kakume-To
rmobanbHble NONMNTUYECKME BELLWN, HA KOTOpblE da)Ke PYKOBOAMTENb MMraHTCKON
d1pMbl HE MOXET NoBNUATL. HO MHe KaXxeTcsl, YTO HeAoOoLEeHNBaTb 3HAYMMOCTb
KyNbTYPHOWN, B LUMPOKOM MnaHe, cpedbl — HenpaBurbHO. B 3TOM cmbicne Mmbl,
Poccus, 6exnm ¢ BonblWMMK TMPAMM Ha HOorax. OTO He 3HayuT, YTO He Hago
B6exaTb: NPOCTO Hago MOHMMaTb, YTO Yy Tebs Ha Horax rmpu, a 6exub Thbl

CTOMETPOBKY BMECTE C TEMMU, Y KOFO rMpb Ha Horax HeT. Cnacunbo.

J. Scott:

Thank you very much, Leonid, | think that is key. | think the key aspect of culture
is fundamental, and | must admit that | was not expecting that we would be
talking about the Eurovision Contest, but | absolutely agree with you: the cultural
aspect is fundamental.

Just to go back to Sumit’'s question, thirty seconds, because we do not really
have much time left. | think one of the key things, certainly for me, is that, for a
medium-sized business to prepare for its succession, it cannot live in its silo. It
must know exactly what is going on in the sector, it must know who people are, it
must make sure that its business has good relationships with different companies
of the same size and larger that enable it to pull in that talent. It also must make
sure that it has a relationship with people like Heidrick & Struggles and other
professional firms as well.

| am afraid we do not have any more time for any more. We had hoped to have
some questions, but the panel, as you can see, feels very passionately about
talent. It is a key aspect of absolutely everything we do in business. It is about
values, it is about technology, and it is about being successful. Of course, one of
the key things | think has been mentioned; Leonid mentioned it very well as well.
Talent is about being diverse in your business, and it is also about being

multicultural.



| want to thank the panellists on behalf of everyone. | think they have been
excellent. | also want to thank the organization as well. Thank you, and enjoy and

have a successful conference. Goodbye, everyone.



