VJIK [8.11.111:005] (078)
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JUCKYPCHUBHBIE CTPATETI'MU BU3HEC-BJIOT'A

OnuckIBalOTCA AUCKYPCHBHBIE CTPATErUH, ONPEAEIIAIOMUE XapakTep KOMMYHUKAaTHBHOTO B3aHMOJEHCTBHS B JUCKypce OH3HeC-0110roB
Ha npumepe Oiora Ha caiite Harvard Business Review. IIpoananu3upoBaB ouH U3 €ro TPEIOB, aBTOP IPUBOJUT IPHMEPHI peaTn3aniuy
KOOIIEePAaTHBHBIX, apTyMEHTAaTUBHBIX (KOH(QPOHTALMOHHEIX) H CAMOIIPE3eHTALIMOHHBIX AUCKYPCUBHBIX CTpaTeruii oyorrepos. Ilomyden-
Has CHCTeMa MOXKET OBITh IOJIO)KEHA B OCHOBY KIACCH(MKALUK IUCKYPCHUBHBIX CTPAaTEIMil COBPEMEHHOTO AHIJIOA3BIYHOTO OHM3HEC-

OJIOTTHHTA.

KiroueBbie ciioBa: JUCKYPC; 6H3H6C—6HOI‘; KOMMYHHUKAaTHUBHAs CTPATETUsI; AUCKYPCUBHAs CTPATECI Hs.

Hensio paboThl SBISETCS ONHMCAHUE IUCKYPCHBHBIX
CTpaTeruii, ONMpeIeN IONNX XapakTep KOMMYHHUKATHBHOTO
B3aHMOJICHCTBHS B IUCKypce OM3HEC-0IIOTOB.

CornacHo nHamreii knmaccudukanun [1. C. 48, 66], muc-
Kypc OM3HEC-0JIOTOB SBISIETCSI OHAM U3 MOJABHIOB OM3HEC-
JIACKypca, 4ubs crenuduka onpenessercs ero CynecrBoBa-
HueM B MHTepHETe, T.e. B AJIEKTPOHHON HH()OPMALMOHHON
cerH (aHrII. net — ceTh, web — ceTh, MayTHHa), HO3TOMY MBI
OTHOCHM €ro K CETEBBbIM JUCKypcaM (Jpyrue uccieaoBaTenu
HCIOJIL3YIOT B 3TOM 3HAYCHHUU TAKIKEC TCPMUHBI «BUPTYaJlb-
HBII, «3JIEKTPOHHBIN) UITH «KOMIBIOTEPHBIN).

Bu3Hec-0JI0TTHHT SBISETCS HOBBIM M aKTYallbHBIM I10-
JIEM MEXIUCIUILTMHAPHBIX HWCCICAOBAHWNA IS JIMHTBHC-
TOB, KOMMYHUKaTHBHCTOB, CIICITHAIUCTOB B cepe mHpOop-
MAaIlMOHHBIX TEXHOJIOIHH, CBs3ell C OOIIECTBEHHOCTEHIO,
PEKIIaMbl 1 MapKETHHTA.

MBI oHNMaeM 1101 «OM3HeC-0roraMmu» OJIOTH IETOBOM
TEMaTHKH, T.€. CIECNHAIN3UPOBaHHBIE BEO-CaliThl, HA KOTO-
PBIX TPOHMCXOAUT OOCYXICHHE IIMPOKON MpoOIeMaTUKU
Ou3Heca, NpPEANPUHUMATEIbCTBA, MEHEPKMEHTA, JKOHO-
MUKH, (PMHAHCOB U T.II.

Juckypc OW3HEC-OJIOTOB SIBIIACTCS HHCTHTYIIHOHAIb-
HbIM [2. C. 55], mOCKOJIbKY AeMCTBHE W B3aUMOJEHCTBHE
WH/IUBUJIOB TIPOUCXOUT B ONPEACICHHOW OOIIeCTBEHHOMN
cepe KOMMYHHUKALINH, U IParMaTHYECKUM, T.K. B HEM aK-
TyaU3UPYIOTCA OIpeeNieHHbIe KOMMYHHKATUBHBIE CTpa-
TETWH, WM, TIO OIPEISIIEHNUI0 U3BECTHOTO 3aMaJHOTO IHC-
Kypcosnora T. BaH [lelika, «KOHTEKCTyaJbHblE MaKpoCTpa-
terun» [3. C. 15]. OOmieHue roaeit HanmpaBlieHO Ha COMH-
XKeHre (CoNMMaapu3aIiio) Wik Ha yAajJeHue (AUCTaHLIHpPO-
BaHHe). DTHU JBa HAIMIPABJICHU KOMMYHUKAaTUBHOHN MpPaKTH-
KM MOXXHO MpPEJICTaBUTh, KaK TJI00ajbHBIC CTpaTeruud 00-
LIEHUsA, UHBIMU CJIOBAMH, — MaKpocTpareruu. Makpocrpa-
TErus MOXKET OBITh KJIIACCU(PHUIIMPOBAHA KaK OOJBIIMNA WU
MEHBIIUH HAOOp OTICIBHBIX YACTHBIX CTPATErHid — MUKPO-
crpareruii [4. C. 13].

CoracHO MOCTYJIATaM TICHXOJIHHTBUCTAKA U COIOJNH-
TBUCTHKH MEXIMYHOCTHOE B3aMMOJICHCTBHE COCTABIIACT
OCHOBY JIF000H KOMMYHHUKAIIAH, a TAKKe SBISICTCS MaHH(pe-
CTalMel COnaIbHON (YHKIIMH OOIIEHHS (CM., Halpumep,
JleontseB; Hdpumze; 3Berunues; Haep). [Tockombky pedeBas
KOMMYHHMKAIIMSl TTOHUMAETCsl Kak IielleHaIpaBlieHHas Jies-
TENILHOCTh HOocuTener si3bika [5. C. 3], Bo3HUKaeT HE0OXo-
JUMOCTDb B OIPECACIICHUN TAKOT'O IMOHATHUA, KAK KOMMYHHUKa-
TUBHAsE / JOUCKypCHBHas cTparerus. [10CKONBKY IUCKypC
SIBISIETCSI pean3aluell KOMMYHUKAINH, Mbl B JJAHHOM WC-
CJICZIOBAHUU WCIIONIB3yeM TIOHATHA «KOMMYHUKATHBHAS
CTpaTerus» M «IUCKYPCUBHAS CTPATETHsD) KaK HIICHTUYHBIE.

KoMMyHUKaTUBHOE B3aMMOJAEHUCTBHE XapaKTEPHU3YETCs
HaITMYUEM IIETA U MOTHBA, PE3yJIbTaTHBHOCTHIO, HOPMATHB-
HOCTBIO. B cooTBeTcTBHM € »TUMH (aKTOpamMyu KOMMYHH-
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KaHTBI, PEryJaupys HOBEJEHHE JIPYTr APYra, OCYIIECTBISIOT
COBMECTHYIO JI€SITeNIbHOCTh. VIHBIMU CIIOBaMH, KOMMYHHKa-
TUBHOE B3aUMOJCWCTBUE HOCUT CTPATErMUECKUI Xapakrep
(Goffman u mp.). Takum oOpazom, Hamboiee ameKBaTHOE
OTpa)keHne KOMMYHHKAaTHBHOE B3aHMOJICHCTBHE B IUCKypCe
MOJTy4aeT UIMEHHO B JIUCKYPCHBHBIX CTPATETHsIX.

Mei, Benien 3a E.B. KimroeeiMm [5. C. 10—11], mornmaem
MOJT cmpamnie2uell COBOKYITHOCTh 3allJIAaHUPOBAaHHBIX T'OBO-
PALIMM 3apaHee U pealn3yeMbIX B X0Jle KOMMYHHKATHBHO-
ro akTa TCOPECTUYCCKHUX XOAO0B, HAIIPABJICHHBLIX Ha JOCTU-
JKeHne KOMMYHHUKaTuBHOH nienu. [IpencraBienne o croco-
0c oObenMHEHMS 3THX TEOPETHUECKHX XOJO0B B E€IHHOE
nenoe (KOMMYHUKaTHBHYIO CTPAaTETHIO) Ha3bIBAETCS KOM-
MYHHUKAaTUBHON WHTCHLMEH, KOTOpas M €CTh IBIDKYIIas
CHJIa KOMMYHHUKAaTHBHON CTPaTETHH.

Br1bop TO# mim MHOHM IUCKYPCHBHOW CTpaTerHH IIpO-
M3BOJUTCS B COOTBETCTBUU C INIOOAIIBHOM LENBIO AUCKYP-
CaHTOB, a TAKOBOW, IO MHEHUIO MHOTHX YUYE€HBIX, SIBJISCTCS
HallMYhe YCTAaHOBKH Ha KOOMEPALHI0 JINOO OTCYTCTBHE
TaKoM YCTaHOBKH, YTO ITO3BOJIACT 'OBOPHUTH O ABYX THUIIAX
JIUCKYPCUBHBIX CTpaTeruil: KOOIepaTHMBHOM (rapMOHHY-
HOHW), WM cTpaTeruu COJNWKEHHs, M HEKOONepaTHBHON
(xOoH(POHTALMOHHOM, IMCrapMOHMUYHON), WM CTpaTerHu
mucranmuposanus  (Ceprees; TapacoBa; PrITHHKOBA;
[TnoTarkoBa; Gumperz u ap.).

Wzydyenne cTparernii pedeBOro B3aMMOIEHCTBUS (T.e.
JIICKYPCUBHBIX CTpaTeTHi) MPUBJICKAET BHUMAHNE HCCIIEO0-
BaTeJel y)Ke HeCKOJIBKO JecsTuineTnid. Pa3spaboTka moHSITHI
CTpaTeruy M TaKTHKH PEYeBOro OOIIEHMs M3HAYaIbHO CBS-
3aHa ¢ TPyJaMHU OCHOBOIIOJIOKHUKOB TEOPUH PEUEBBIX aKTOB
(Octun; Cepinb). PaccMoTpeHne BbICKa3bIBaHUS KaK OpYIUs
pPEYEBOro ACHCTBUS U BO3ACUCTBUS C OIPEICICHHON LIENbIO
SIBTISIETCSI OCHOBOIIOJIATral0IIM MOMEHTOM TEOPHH PEUYEBBIX
aKTOB. B mparMaJMHrBHCTHUECKOH TEOpHH pa3padaThiBaeT-
sl KOTHUTUBHOE NTOHMMaHUE KOMMYHHKATHBHOM CTpaTeruw,
KOTOpPOE TIPOSIBIISIETCS] B €€ XapaKTepPHUCTUKE KaK CEpUH KOr-
HUTUBHBIX oreparmii ([etik; Kuna; 3aneBckas; [ImotHIKOBa
u ap.). B nccnenoBannsax auckypca BbIAETSIETCS PO TaKTHK
pasroBopa (KOHBEPCAIIMOHHBIX TaKTHK) ([leMbsHKOB; JleHiK;
Bopucosa u np.).

MHOTrouHCIeHHbIE PAa0OTHl IMOCBAIIEHB U3YYCHUIO
KOMMYHHMKATUBHBIX CTPAaTETHi B paMKaX TEOPUHU PEUYEBOIO
Bozzeiicteus (bnakap; Hukonaesa; Ilerpenko; ITnoTauko-
Ba; Xo0OpakoBa). Ha ocHoBe Teopun aprymenranuu (VMBuH;
Eemeren, Grootendorst) BBLAEIAIOTCS apryMEeHTaTUBHBIE U
NICEeBJI0APTYMEHTATUBHbIE (MAaHUIYJIATUBHbIE) CTPATEIuu U
taktuku (Centenobepr; Kapacuk; Ilankparos; [Toneraesa).
OnwuceIBalOTC KOMMYHHKATUBHbBIC TEXHWKH, HAIlCJICHHBIC
Ha TIOAYMHEHHWe mapTHepa (compliance-gaining studies) —
pedeBble CTpaTeruyl MOJYMHEHHS W CTPaTeruu camoIpe-
senranun (Mccepe; Meitapesa; Jucker u ap.).



PaccMoTprM ITHCKYPCHBHYIO CIIeIM(HUKY COBPEMEHHOTO
AHIJIOSN3BIYHOTO OJIOr-AMCKypca OM3HEC-TeMaTHKU Ha MpH-
Mepe Osiora Ha caiiTe aBTOPHUTETHOIO aMEPUKAHCKOTo M3J1a-
Hus nenoBod temaruku Harvard Business Review (HBR),
HaxoJsIerocst mo aapecy http://blogs.hbr.org/. s storo
NpoaHaNIn3upyeM ouH u3 ero tpenos [6]. Ilox Tpenom (ot
anry. thread — HUTB, OCHOBHAS JIMHUS TIOBECTBOBAHMSI) Tpa-
JLIMOHHO TTOHMMAETCsl MHTEPHET-IyOInKaLysl, COCTOsIIast
M3 HCXOJHOM cTaThM (COOOIICHHS) W OTBETOB-KOMMEHTA-
pHEB, IPHUCIIAHHBIX YUTATEIAMH (OJIoTTepamm).

B Hamewm cirygae aBTOp MpEACTABIICH CCHUIKAMH Ha €r0
(ee) wm3BectHble mybOmukaumu: Tamara J. Erickson has
authored the books Retire Retirement, Plugged In, and
What's Next, Gen X? She is the co-author of four Harvard
Business Review articles and the book Workforce Crisis.
[TpumeyartesbHO, YTO MOCHE ATOT0 «O(UIMAILHOT0» MpPea-
CTaBJICHUS aBTOp Jajiee MMEHYETCs COKpAallleHHBIM, He-
(hopManbHBIM BapHaHTOM MMEHW — Tammy — BMECTO HOJI-
Horo Tamara, 4To cpasy e 3alaeT JeMOKPAaTHYHBIH TOH
0O0IIEHNS.

B nauane Tpemna, mepen 3aroJIOBKOM CTaTbH, IpeJiara-
eTCsl TeMaTH4YeCcKas KIacCU(HUKAINS CTaTbH, T.e. YATATEIh
cpa3y e OINOBEIaeTcs, YT0 OyAeT 00CykIaThesi B Hell (1
3Ta «MakKpoO-TeMay BBOIUTCA KpaTKo — mpemioroM On c
JIBOETOYMEM: B HaHHOM cioy4dae 310 On: Talent
management, Generational issues).

3areM cieayer Ha3BaHHE CTAaThH, NPHUYEM, KaK 3TO He-
penko ObiBaeT B OM3HEC-MEAHa, BHOBb C YTOUHEHHUEM, BBO-
quMbIM - iBoetouneM (Communication Predictions  for
2010: Five Changes in the Way We Work), a Takxe BpeMs
U JaTa pa3MelleHus B 0ore ¥ KOJIMYECTBO KOMMEHTApHEB
(mocmenHU TIOKa3aTeNnb MO3BOJET Cpazy JKE€ OICHHUTH,
BEI3BAN JIM MaTepHall 3HAYUTENHFHYI0O OTBETHYIO PEaKIIHIO
OyiorrepoB):

3:15 PM Wednesday January 6, 2010 | Comments (36).

CraThsi COMPOBOXKAAETCSI HAOOPOM KOMMYHHKAIHOH-
HBIX BO3MOXHOCTEH (OTIPAaBUTh TEKCT IO 3JIEKTPOHHOI
MoYTe, Pa3MECTUTh B COLMAJBHBIX MJIM MHBIX CETSX, pac-
nevaratb W T.L: Email, Tweet This, Post to Facebook,
Share on LinkedIn, Print, a Taxke CCbUIKAMH Ha JpyTHE
CTaThU 1O NaHHOU TeMatuke More on: Economy, Morale,
Recession 1 «cooTHOCHUMbIE (MH(QOPMAIMOHHBIE) TPOIYK-
Tb» Related Products, KOTOpbIe cpa3y ke Ipeiaraercs
MPOCMOTPETh U KYTIHUTb.

CaMa CTaThsl AOCTaTOYHO MEPCOHHU(UIMPOBAHA: B Ca-
MOM Hayale (UTypHpyeT MECTOMMEHHE NepBOTO JIHIa
€IMHCTBEHHOTO umciha [ predict, 9TO IpUAAET MaTepUaIry
«TUYHOCTHBIM» XapakTep W TOOYXIaeT B JalbHEeHIIeM
yuTaTeNeil BBICKA3bIBaTh CBOM MHEHHUS. OTO K€ IepBoe
JIMLI0O MECTOMMEHHS BHOBb IOSBUTCS WM B KOHIIE CTaThH,
«OKOJIBLIOBBIBas» ee: My favorite change is the growth in
what I like to call «communities of adultsy — a philosophy
of recasting the employment relationship from one of
paternalistic care to adult choice... I expect we'll see...

Cpa3y 3amarTrcsi TeMaTndeckue OMHApHBIC OIITO3UINH
COLIMANBHBIX O00BEKTOB OOCYXKICHHS — PaOOTHUKOB U pa-
6ortomateneii: those who work and those who pay to have
work done, employee — employer. B Hauane craTbu BBO-
JUTCS U OCHOBHAS CeMAHMUYECKAsA 0OMUHAHMA, COCTaB-
JSFOIas COLMOIKOHOMHUYECKHH KOHTEKCT 00CyXIaeMoin
npoOJIeMaTUKU: B TEPBBIX JKE IPEUIOKEHUSIX IISITh pa3
YIIOMHMHAETCS TEPMHH «PELECCHSD»:

Most of these trends have been percolating for some
time — many stemming back to the 1981 recession, and its
then-startling lay-offs. The most recent recession
accelerated and intensified the changing nature of the
relationship. Recessions unquestionably leave a mark on
the way we work... The recession of 2008/09 was
significantly different from previous recessions in two
important ways. the use of pay cuts and furloughs to
reduce costs, a TaKXe COMYTCTBYIOIIUE €My MOHSITUS
YBONBHCHUH, Ype3aHHU 3apIuiaT U WHBIX TPYTHOCTEH: lay-
offs, pay cut, take a pay cut or risk getting the sack, unpaid
days, or weeks.

ABTOp 33/1a€T PUTOPUYECKHE BOMPOCHI, KPUTUKYS Me-
TOJMKY pacyera oIuiayuBaeMoro padbouero Bpemenu: What
is a «day?» Eight hours? Twenty percent of the time [
normally work each week?... If they only want me to work
four days a week, why am I working more than 32 hours?

dopmupyeTcsi 0cobasi MOBTOPSIOIIASACS CUHMAKCUYe-
CKas CmpyKmypa TEKCTa: HOMHHALMs (acrekTa) mpodiie-
MBI — THPE — PACKPBITHE TEMbI, HATIPHMED:

Competition for discretionary energy — Engagement has
been a hot topic in talent management circles for the past
decade. But its benefits have focused primarily on attracting
and retaining employees. Increasingly, managers' focus will
shift to competing for an employee's discretionary energy —
competing with other priorities in the employee's life,
including other options for work — but also competing
against employees who are only «going through the mo-
tionsy. More and more of the work in today's economy
cannot be done rotely — success requires a spark of extra
effort, creativity, collaboration, and innovation.

More diverse arrangements — By now, most companies
have put a variety of flex work options on the books. In
2010, I believe these arrangements will begin to take hold
in significant ways, driven by employee preferences,
facilitated by new technologies, supported by new
managers who themselves are more comfortable with
virtual work.

Transparent, «adulty arrangements — My favorite
change is the growth in what 1 like to call «communities of
adultsy — a philosophy of recasting the employment
relationship from one of paternalistic care to adult choice.

CraTbsl 3aKaHYMBACTCSI BOMIPOCOM K YUTATEISIM C OJIHO-
BPEMEHHBIM TIPU3BIBOM BBIPA3UTh CBOe MHeHue: What are
your thoughts? Are you ready for the changes ahead?

[Mocne TecTa AalOTCS CCHUIKM Ha YIOMHHAHHE WM IH-
TUPOBaHHE CTaThU B APYrMX Marepuajax OJOroB W IMpe.-
JlaraeTcs pa3MecTUTh CBOM KOMMeHTapwid: Listed below are
links to weblogs that reference (the article)... Add a
comment.

3areM CHenylOT JaHHbIE YHTaTeNsIMH-OJIOrTepamu
KOMMEHTapuH. [IpoaHanu3upyeM HCMOJIb30BAHHBIC B HHUX
AMCKYPCUBHBIE CTPATETHH.

1. Cozcnacue ¢ aBTOpOM, Kak MPABUIIO, COMPOBOXKJAC-
MO€ OINMCAHHUEM COOCTBEHHOTO OIBITA U OJIaroJapHOCTHIO
3a CTaThiO (3a MOJHATHE COIUAIBFHO 3HAYUMOHN MPOOIIEMBI)
WJTU TIOJIOKUTEILHOM OLIEHKOM MaTepuana:

a) I agree with this very well thought out list. In
addition, I have seen more and more people going into
business for themselves — whether that's actually starting a
business, or finding that second revenue stream by treating
themselves as one... On that note, I expect to see, as you
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mentioned in #4, more diverse arrangements. Company's
(probably younger start ups especially) doing more to keep
their employees happy and around — working from home,
days off; etc. People like that stuff and young companies
know it — that's probably part of why they were started.
Thanks for this article! — Patrick.

6) I agree with this as well. What I notice that most of
these points have in common is that work is becoming more
self-directed. That means that organizations need to adopt
new strategies to keep people interested and engaged and
leadership needs to shift to more transparency, flexibility,
collaboration.

Good stuff! — Heidi

8) I particularly like the transparent arrangements idea.
For too long I've watched (in particular) large
organisations behave in a parent/child manner with
employees and then wonder why folk won't just get on and
do stuff. I spotted Dan Pink writing about self
appraisement too recently — so here's hoping you, he, me
and hey everyone can set about making this a great thing to
happen. Well done! — Doug Shaw.

2) That's great! We've been talking about life quality
for many years but the organizations still managing in an
old model way. Now is time to defenitely arrange working
time with life time in order to be more proactive and
creative.

Hope this idea gets in Brazil soon! Xx — Michele Keller

0) Hi Tamara,

This was a very nice article, I've enjoyed reading it. In
my opinion the crisis brought more psychological
freedom to employees, as they were somewhat forced to
evolve. Once you've been through a rough patch (pay cut,
being layed off, or searching for a new job and eventually
finding one in a bad economy), all that makes you more
confident. Difficulty is no longer the feared unknown, but
something you have learned you can manage. Regards, —
Adina Dinu (371eCh ¥ B CICIYIONIMX YETHIPEX KOMMEHTA-
pHSX BCTPEYAIOTCS HEYacThle CIy4ad [EePCOHATU3UPO-
BaHHOTO OOpalleHHs K aBTOpy MO UMEHU: U3 36 KOMMEH-
TapUeB BCETO B ISITH K aBTOPY 00paIaroTCs M0 UMEHHU — 4
pas3a UCIONb30BaH MOJHBIA BaPHAaHT U OJUH Pa3 COKpa-
IICHHBIH, IpUYeM Takoe oOpallleHHe M0 UMEHH BCTpeda-
€TCS TOJBKO B IOJIOKUTENBHBIX OT3BIBAX; T€ XKe, KTO AaeT
HEraTHBHBII OTKIIMK, BEPOSTHO, JKENAIOT MIPUAATH CBOEMY
KOMMEHTApHUIO JICIIePCOHAIN30BaHHbBIH, 00BEKTUBU3HPO-
BaHHBINA XapakTep).

e) Great article Tamara!

1 sincerely hope that «adult arrangements» comes true.
This is one of my resolutions for 2010: treat employees as
adults. — Luigui Moterani.

3) Hello Tamara and welcome back!

Interesting points one must say; I specifically agree on
the last one.

A world of choices that meets the new demands of
work-life is key.

Thank you kindly, — haitham.

u) Great article Tamara. I couldn't agree more with all
your predictions. It's an amazing evolution to watch in our
workforce. Bottomline: everyone who wants to get ahead
has to have that entrepeneurial mindset — even if you are in
someone else's business. At the end of the day, you are in
business for you. — Aida Kenyon.
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k) Great stuff Tammy, as always. ..A fun ride
throughout 2009, and I'm hoping in 2010 that overall
adoption increases across the org. BTW: there is a nice
article discussing Netflix, IBM and Best Buy regarding all
you can eat vacation and ROWE over here. — Dan
Pontefract (¢ xapakTepHBIMU COKPALICHHUSMH: OFg BMECTO
organization, BTW Bmecto by the way).

OmycTHB HECKOJBKO CICAYIOIIUX CXOMHBIX KOMMEHTa-
pHEB, PUBEEM TOJIBKO CAMH MOJOKUTEIbHBIC XapaKTePH-
CTHKH, JaHHbIC OJIOTTepaMK CTaThe U BBIPAXKCHHBIC MPHIIa-
raTeibHbIMH «OYCHb UHTEPECHAS, BEIMKOJICITHAS/MOIIHASL,
MOJTANKHUBAIOIIAS K Pa3MbIIUICHHSM, K JFOOOMBITCTBYY:
Very interesting article, Great article! A great article that
prompts curiosity for more..., a thought provoking article.

Kak éapuanm nanHoro noaruna — oeHka Marepuaia ¢
OMOIUOHANBHBIM H3JI0KEHHEM COOCTBEHHOTO MHEHUS:

Excellent points!

I particularly agree with «will begin to take hold in
significant ways, driven by employee preferences,
facilitated by new technologies, supported by new
managers who themselves are more comfortable with
virtual worky»... We are a totally digital nomad family that
has been traveling the world non-stop since 2006, so know
the freedom and advantages of being able to live and
school ANY where! ...We travel the world for MUCH less
than we lived at home even in «expensivey Europe. It
should be a very interesting year and decade. I think we
are at the beginning of a change that will be as
monumental as the industrial revolution was! —
soultravelers 3 (B TaHHOM KOMMEHTapHH 3MOIIMHU OJ0TTepa
BBIPQ)XCHBI TPEMsI CIy4asMH HCIOJNB30BaHUS BOCKIHIIA-
TEJILHOTO 3HAKa, a 3HAYMMBIE CJIOBA (HECYIHE CMBICIOBBIC
ymapeHus B ab3ariax) HaOpaHBI 3aTJIaBHBIMU OyYKBaMH).

Cant wait! I totally agree that these are important trends
that must be encouraged so that we can transition from
current «top down, management by fearful committees,
taking no risks & mentioning no negativesy norm for big
corporations (doesnt that sound like USSR just pre-collapse
to anyone else?) to the promised future of ideas lead
entrepreneurialism... but whos gonna persuade the CFO /
CEO and even CMO's who made high successful careers in
the post war decades and dont see why things should
change? HBR, McKinsey, BCG please do your work! :)
Great article thanks — MauriceCFlynn.

B 3TOM KOMMEHTapHH MPHUBJICKAIOT BHUMAHHUE [[BA BOCKIIH-
LATENbHBIX W J[BAa BOMPOCHTENbHBIX 3HaKa (IPU OTCYTCTBHH,
OYEBU/IHO, HEOOXOIMMBIX 3HAKOB ITyHKTYaI[{ B KOHIIE, & TaK-
K€ OMOTHKOH .), CTOAIIMA MEXIy MpPU3bIBOM K OM3HeC-
KOHCYJIFTAHTaM JIeJIaTh CBOIO PabOTy (JIydllie) ¥ BBIPAKAFO-
LM, BEpOSTHO, IIYTIMBOCTH 3TOTO Ipu3biBa). Kpome Toro,
HAJIMIIO «CHIKEHHBII, Pa3TOBOPHBIA CTHIIb, IPOSIBISIONIMICS
Ha MMUChME OTCYTCTBHEM ariocTpoda B doesnt (doesn't,) whos
(Who's) 1 MCTIOJIB30BaHMEM IIPOCTOPEYHBIX KOHCTPYKIMIA WAOS
gonna BMecto who's is going to — B TPOTUBOIOJIOXKHOCTh K
o(hHIMATEHO-HAYYHOMY CTHIIO CJIEIYIOLIETO0 KOMMEHTapusl C
OOMITHEM JISKCUKH JIATHHCKOTO TIPOUCXOXKIICHUS:

What a great synopsis of the trends defining
employment. This presents a, if not the, management
challenge of the upcoming decade. As companies’ very
survival depends more and more on perpetually evolving to
continually create new customer value the employer-
employee paradox evolves as well.



New value creation, or innovation, is a human process
that typically produces the most dramatic results from
people fully engaged in pursuit of a purpose for years if not
decades. A company reaps the benefit of these value
originators when the individual’s and the company’s
purpose align and complement one another. How might
this work going forward?

Will the winning companies come from those who
accept these employment trends or those who reject them
for a new way? Will they seek to mesh with their need to
continually tap the deep knowledge and expertise of
individuals who have independently dedicated themselves
to the same cause pursued by the company? Or will the
winning companies be the ones who establish a trend-
countering compact that builds long-term mutually-
beneficial relationships with their employees to drive their
innovation engine with an engaging common interest
between the employee and the company? — Kim Korn (de-
TBIPE PUTOPUYECKUX BOIPOCA 3AECHh HMPHIAIOT TEKCTY CKO-
pee BO3BBIIICHHOE, ATETHYECKOE 3ByYaHHUE).

Eme oguH eéapuanm mnepBoro Tuma crpareruii — Koc-
BEHHOE COTJIacHe C aBTOPOM M IMPH3HAHHUE ero (ee) MmpaBo-
ThI IIOCPEACTBOM DPACIIUPEHHs] TEMbl M OIHKCAHUS COOCT-
BEHHOTO OIIbITA:

Going forward, urgent questions arise. «How "virtual'
are employees willing to be and how serious are companies
about developing excellent teamwork to achieve important
goals?» «Can you develop a successful team based more
on “computer networks” than interpseronal contacts?»

Some things of great importance to people include
survival (i.e. food, shelter & safety), medical care, quality
of work & personal life and retirement. Everyone's
situation differs and the view point takes into account
technological capability & adaptability, financial status,
age, loyalty & trust, degree of concern versus confidence
about the future and other factors.

In the end, an employee wants to feel that he or she
really matters to the company or organization (because
certain types of questions continuously arise: Do they care
what I think? Does anyone want to hear my opinion? Am I
really apart of this company?). Whatever it takes to
establish this relationship will be a key element in any HR,
retention or recruiting strategy, and it won't matter if the
work is being done from a remote location (such as home)
or actually in an office building. — Howard

Having moved from the USA to Australia in 1993, the first
three trends you describe confirm yet again that I made the
right decision. The standard professional work week in
Australia is 37.5 hours (7.5 hours per day) with many
organisations insisting that you adhere to this to avoid conflict
with workplace laws and OSHA standards. The magazine
«International Living» has just ranked Australia as the second-
best country in the world, ranked by quality of life — first ranked
was France. See http://www.internationalliving.com/Internal-
Components/Further-Resources/quality-of-life-2010 — Michael.

2. Pacwmupenue memot, npuseneHne (GpakrtoB npu oT-
CYTCTBUU CYOBEKTHBHOW OLIEHKH CTaTbU WM MPSIMOTO BbI-
PaKEHUS! COTIIACHS T HECOTIIACHS:

a) The two-job norm sounds oppressive. Perhaps it is
time to legislate an agreement of employment standard by
which corporations must abide. People shouldn’t have to
work more than a traditional work week of 40 hours. The

current pyramid-like corporate compensation structure is
another bubble on the verge of busting. A Black Swan, if
you will. The bubble is the egregious disparity between
executive compensation and employee compensation.
Compensation needs to be leveled with attention to actual
value rather than perceived value... We’ll also see
continued growth of online professional communities (e.g.,
LinkedIn, Facebook, and others) that will evolve to exhibit
the nimble traits of small businesses and startup
companies ... Large corporate behemoths will hire scads of
consultants and coaches to remold their organizations to
be similarly agile and to mimic the inherent incentives
enjoyed by co-owned partnerships. — Bob MacNeal.

6) Perhaps this will lead to more companies adopting a
ROWE-style management approach, as developed at Best
Buy and in use by GAP along with Tony Hsieh's take on
culture a la Zappos. — Miki Saxon.

8) With global petroleum production (crude, not total
liquids) on a plateau since 2005 and demand rising (perhaps
unexpectedly fast within a recession) the inability to satisfy
new global demand looms large. Only a huge surge in Iraqi
crude production could reverse a looming decline and we all
know how problematic that could be, in spite of the Iraqi oil
ministry's recent claims. The three top US suppliers: Mexico
now in a terminal (?) & precipitous production decline,
Venezuela facing a turn to heavy toxic petroleum and
Canadian tar sand's with their abysmal energy return on
energy invested means that continually growing US imports
must soon be provided elsewhere. Energy supports capital (try
anything without it). Will not the above prospects
Sfundamentally change the way we work with a primary
symptom being a decline in absolute productive capacity and
steady erosion of the value of money? I suspect this will
foreclose many now ‘normal’ business options and redefine
fundamental’ social and business activity to a much more
restricted range of activities. — David Harlos.

3. Hecoznacue (c MHeHWeM, BBIBOJAMH, TNpeCcKa3a-
HUSIMU aBTOpA, B psiJie ClydyaeB — YaCTHYHOE) WU pa3oya-
poeanue CTaTheil:

a) This is a fairly bleak scenario. Where is tecnhnology
and when will it become our friend? As a leadership
development consultant, 1 see air travel becoming so
annoying that the day of video conferencing and skype for
business will finally, and more quickly than we could have
thought, is coming. — Nancy Halpern.

6) This is old news to me, although well summarized
here, and these «predictionsy are already in full force for
many sales-driven professions. Predictions? Not so much
as summary of existing trends...

Adult arrangements? Yeah, until you stop increasing
sales for your primary employer, then what happens?
Vacancy rates in large office buildings are another
indication. For the most part, people don't need to show up
at a physical location each day like our parents did. That
the whole definition and process will continue to evolve is
my own «predictiony for 2010. — Karen Popp.

6) I don't know that I agree with all of these predictions,
particularly #4 on more diverse arrangements. Though
employee preferences are shifting, there are a number of
organizations that aren't concerned with those preferences.
The job market is so poor, they THINK they are loosing
very little by not responding to these shifts. After all, if
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employees don't like the work arrangement, where will they
go? As long as jobs are thin, I think many companies will
continue to treat their employee preferences will little
regard. At their detriment. — Valerie.

2) I remember the first time I worked from home, with
the one laptop that my whole company shared — it was
1991. Since then, laptops are certainly less scarce — but
working from home is (in my greater Boston tech sector
world) for 2010. ...Also, employers wanted employees at
arm's reach. I don't think economic conditions are going to
change that, and twitter/facebook certainly won't be a
replacement. Flex time on the books?  Adult
arrangements — I'm just not seeing it. Might just be an East
Coast thing — but I've actually seen it get «worsey in the
last 10 years (driven by recessionary times)? — Kathy Tito.

0) I'm having trouble believing that companies will
make so many changes to attract and keep employees,
when we are in such a buyer's market. With unemployment
at such a high and layoffs still occurring, a company can
Jjust reach out and pick the ripest. What incentive do they
have to make such a nice work environment when people
are trying so hard to get in? — Laura Nass.

31eck BaXKHO OTHENBHO OTMETHTh KOHCTPYKLIHH U
000pOTHI, IPUMEHAEMbIE VIS BEIPaXKEHHS HECOTIIACHS:

— TIpuJjaratelbHble ¢ HETATUBHON CEMaHTHKOH (Tiomdep-
kuBanus Haum): This is a fairly bleak scenario...; This is old
news to me, although well summarized here (B KoMOMHAIIUK C
HOCIIEAYIOIIEH NIOXBAIOM ISl MEHEE PE3KOr0 3By4aHWs WM
coOroieHnsT  00BEKTUBU3UPOBAHHOIO «0ajaHCay» OTpHULIA-
TEJILHOTO M MOJIOXKUTEIBLHOIO B aHATIM3E UCXOJHOI CTaThH);

— TIepPEeCHPOCHI, CTABSILIHUE 110]] COMHEHHE OCHOBHBIE T10-
CBUIKH aBTOpa: Predictions? Not so much as summary of
existing trends...;, Adult arrangements? Yeah, until you
stop increasing sales for your primary employer... (xak
BapUaHT 3TOW CTpaTeruu — MOBTOPEHUE aBTOPCKOW MOCHLI-
K1 0e3 BOIPOCHUTEIBHOTO 3HaKa, HO C ONPOBEPKEHHEM ee
yepes Tupe): Adult arrangements — I'm just not seeing it;

— MOCTAHOBKA B KABBIYKH OCHOBHBIX JOCTHXKCHHH aB-
Topa (B JaHHOM Clly4yae «IpeICKa3aHuii», 4To Mojpa3zyMe-
BAacT yMaJieHHe aBTOPCKOrO aHaNW3a M OYEBUIHOCTh COOBI-
THIA 63 HYX/bl KaKHMX-TH00 OCOOBIX MOIMBITOK MpeacKa3a-
uui): That the whole definition and process will continue
to evolve is my own «predictiony;,

— MATKOE BBIp@)KCHHE HECOIJIachsl C aBTOPOM dYepes
«HEYBEPEHHOCTh B cOTrNacum» (IIpH4eM o0OpOT «s He Iy-
Malo, 4TO COTJIaceH» Jaxke Ooiee CMAT4eH 3aMEHOMH riaro-
Ja «IyMaio» Ha «3HAIo», T.€. «s He 3HaI0, COTIIACEH JIU 5I»):
I don't know that I agree with all of these predictions...;

— OTpULATENILHBII CPaBHUTEIBHBIH 00OPOT (sIBJIEHHE
«HE HaCTOJIKO PacHpOCTpaHEHHOE», KaK CIEAYeT U3 CIIOB
aBTopa): ...not as common as you would expect...;

— HAaxXOXKJICHUE CIa0o0il YepThl B MPEACKA3aHUSIX aBTOPA
(ONIMOHEHT HEe HAaXOIUT MOATBEPXKACHUS B PEajbHOCTH Xa-
PaKTepUCTHKH, HA KOTOPYIO OmMHUpaeTcs aBTop): Many of
your predictions have ...a quality that I don't see many
employees or employers...;

— IpsAMOE BBIPQKEHUE CBOETO Hecoryacus («s He Iy-
Malo, s ¢ TpyZIoM Bepio»): I don't think economic conditions
are going to change that...; I'm having trouble believing
that...

4. IlIpocvba x aBTOpY 6bICKA3AMBCA TIO TIPOOIIEME, Ka-
CarowIecs IMYHO aBTOPa KOMMEHTApHsL:
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I would like to know your thoughts on service care
businesses (I am a 24-hour child care), with regards to an
already difficult task of keeping good to great personnel,
per wages and if any benefits... — Rhonda Teague.

5. IlonbiTKa cymmuposams CconepKaHUE CTaTbU CO
ceoeil no3uyuu:

For some reason, as I read your article, I had the image
of Peter Finch's famous scene from the movie Network
playing in my head. I'm certainly as made as hell and I'm
not taking it anymore. I can remember so many company
vision statements, looking all official and in a wonderful
frame up on the wall behind the receptionist in the main
lobby saying, «people are our most valuable resourcey. No
wonder the events of the recent past has turned employees
into a bunch of sceptical cynics. If I had to sum up your
article I'd say it's time for business to treat employees with
respect, as adults and basically, as volunteers. — Mark W.

Great list of 5. I'd add a push that's starting. The
increase in people caring for their parents or elderly
relatives. With the extremely high cost (time, money and
resources) many people are struggling with the old value of
working 24/7. That is causing more people to rethink their
priorities and shift into working for themselves or lowing
their engagement with their primary employer. This trend
will continue as more boomers retire and the cost of their
care increases. — Denise Cooper.

CoBeTsl (IO TeMeé IUCKYCCHM) TE€M, KTO HCIBITHIBAET
o0CyKaaeMble MPOOJIEMBl WM MONAl B OMUCHIBACMYIO B
HCXOJIHOI CTaThe CUTYALHIO, B TOM YHCIIE, CCHUIKU Ha CBOM
COOCTBEHHBII ONBIT MPEOOJICHHS TIPOOIEMBI:

It's time to dejob oneself. Get this done by 1) creating
or acquiring independent, diversified income streams, and
2) starting a boss diversification program. Sell your
services. DIY. Don't wait. Don't depend on a job. — David
Locke.

...The unsecured working environment have prompted
me to search the internet for an alternative source of extra
income so that I could learn how to Make Money Work for
me and be Financially Independent. I listed down a number
of Free Internet Business Opportunity Ideas while
researching ways how people earn money online while
working-from-home... www.onlineuniversal.com — coetsee.

6. Cpagnenue aBTOpa CTaThU C M3BECTHBIM «OW3HEC-
rypy» (T.e. TIpU3HaHHWE aBTOpa dYepe3 YIOAOOJICHHE ero
ABTOPUTETHBIM UCTOYHHKAM):

Reminds me of Charles Handy. — Saravanan.

Thank you for a thought provoking article — reminiscent
of Charles Handy's clover organisation and Drucker's
Knowledge Workers... — Andrew Martin.

OcHoBatenu («x03s5€Ba», peJaKkTopbl) OJora, MoJIepKu-
BAIOLINE €T0 CYIIECTBOBaHNE U PabOTy, IPU3BIBAIOT Y4aCTHH-
KOB COOJIIOATH OIPENCICHHBI ITHKET KOMMYHHKAIMH B
TpeOOBaHUAX K MyONMKYeMbIM KOMMEHTapusiM — Posting
Guidelines: o01eHNe TOKHO OBITH SHEPTUIHBIM, KOHCTPYK-
THUBHBIM, CBOOOJHBIM M MPOBOLUPYIOIMM (OYEBHIIHO, B IO~
JIOXKUTEIIFHOM CMBICIIE, TPOBOLIMPYIONINM aKTHBHYIO peaK-
LU0, Pa3MBILICHHS | T.IL.), KOMMEHTAPHU JIOJDKHBI COOTBET-
CTBOBaTh KPUTEPHSIM SICHOCTH, PEIICBAHTHOCTH U OIpaHHYe-
HUS 00beMa, I Yero PelakTopsl OyIyT BHOCHTH HEOOXO M-
MbIC KOPPEKTUBBL: We hope the conversations that take place
on HarvardBusiness.org will be energetic, constructive, free-
wheeling, and provocative. To make sure we all stay on-



topic, all posts will be reviewed by our editors and may be
edited for clarity, length, and relevance.

Cyl1iecTByeT W psili 3alpeToB, HAPUMEpP, HE OMyCKa-
IOTCsI JIMYHbIE HAMaJK{, HY)KHO KPUTHKOBATh HJECH, a HE
muanoctu: No ad hominem attacks. These are conversa-
tions in which we debate ideas. Criticize ideas, not the
people behind them. CaMu pegakTOpHI MPUA 3TOM COOIFO-
JIAF0T MAaKCUMAJIbHYI) KOPPEKTHOCTH IO OTHOIIEHHIO K
MOTEHIUATIBHBIM aBTOPAM KOMMEHTApHEB.

HTak, MOXHO MOABECTH MTOTH U CHEIATh BHIBOIBI. B
MPOaHATH3UPOBAHHOM TpeAe NaHHOro OW3Hec-0IIora MBI
HaOJI0/1aeM pealu3alfio TaKUuX JUCKYPCHUBHBIX CTpare-
Ui, Kak:

1) koonepamugnuie:

a) corjacue ¢ aBTOpOM, KaK MPaBHIIO, COITPOBOKIAEMOE
MPUBEJICHUEM COOCTBEHHOI'O OIbITA M OJIar0JapHOCTHIO 3a
CTATBIO WX TOJIOKHUTEILHON OIIEHKON MaTepHana;

0) mpocbba K aBTOPY BBICKA3aThCs U MO JAPYroW Impo-
OnemaTHKe, T.e. KOCBEHHOE MPHU3HAHHUE MPABOTHI aBTOPA U
3aMHTEPECOBAHHOCTh B €0 MHCHUH;

B) MpHU3HAHKE aBTOpa Yepe3 CPaBHEHHUE €ro C aBTOPH-
TCTHBIM UCTOYHUKOM,

2) apeymenmamuensle (KOHG)POHTALMOHHBIC): HECO-
riacue (C MHEHHEM, BBIBOJAMHU aBTOPA, B e ClIydaeB —
YaCTHYHOE) WM Pa30yapOBaHKe CTATheH;

3) camonpezenmayuonnole:

a) pacIIpeHre TeMbl, IpUBeJcHuEe (aKTOB IPU OTCYT-
CTBHU CYOBEKTHBHOU OLIEHKH CTaThU HJIM MPSIMOTO BhIpa-
YKEHUsI COTIIACHs HJIH HECOTJIACHS C aBTOPOM;

0) MOMbITKa CYMMHPOBATh COJCPIKAHHUE CTAThU CO CBO-
e MO3ULIH.

[IpemnaraeM MOJOKHUTH MOJYYCHHYIO CHCTEMY B OCHO-
By KJIaCCU(HMKALUUH JUCKYPCHBHBIX MaKpOCTPAaTEeTrHil Cco-
BPEMEHHOTO aHIIIOS3bIYHOTO OU3HEC-0JIOTTHHTA.
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