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SUMMARY

Au début des années 90, I’économie russe a vécu une période de transformation. Le
pays est passé d’une économie de planification a celle du marché libre. Ces reformes ont été
suivi par une forte crise économique entrainant une baisse du PIB de 38 % entre 1989 et 1995
et une diminution du taux d’emploi, estimé a 12 %, pour cette méme période. A partir de
1999, I’économie du pays commence a se redresser. On observe une réduction constante du
taux de chémage, une croissance du PIB (environ 6 % par an), une augmentation des salaires
et une amelioration du niveau de vie d’habitants. Cette « renaissance » économique apparait
étre fortement liée a la hausse des prix du pétrole et du gaz sur le marché international.

Pourtant, a I’époque actuelle, un pays ne peut plus se permettre de s’appuyer
uniquement sur I’exploitation des ressources naturelles. Aujourd’hui, comme le souligne de
nombreux auteurs, notamment les « fondateurs » de la théorie du capital humain, Gary Becker
et Teodore Schultz, mais aussi beaucoup d’autres économistes contemporains, la productivité
et la croissance économique d’un pays dépendent peu de I’abondance des ressources naturels
qu’il posséde. En revanche, elles sont grandement liées a la qualité du capital humain (David
et Foray, 2000).

Il ne faut pas oublier que le régime soviétique a permit d’ameliorer la qualité du
capital humain dans le pays, puisque il favorisait I’accés a I’enseignement supérieur pour
toutes les classes de la population. Aujourd’hui, on constate que la Russie est devenue le pays
le plus «édugqué » au monde, car elle affiche le taux de participation a I’enseignement
supérieur le plus élevé au monde. Néanmoins, les hauts indices du développement du capital
humain ne s’accompagnent pas par le haut niveau du développement économique (UNDP,
2004).

Il apparait qu’une des raisons de cette discordance est liée a la mauvaise qualité de
I’éducation. D’importantes modifications ont eu lieu dans I’économie du pays, mais il semble
que les institutions de I’enseignement supérieur n’ont pas fait suffisamment d’effort pour
adapter les curriculums académiques et le contenu des programmes éducatifs afin de mieux
préparer les jeunes a la rentrée dans la vie active dans la société du marché libre. Ainsi on
constate que I’économie a changé, mais I’enseignement supérieur n’a pas suivi ces
transformations.

Il est important de préciser que les universités, elles-mémes, ne savent pas d’une fagon
précise quelles sont les nouvelles demandes qu’affrontent les diplémés a leur sortie sur le
marché du travail. Les établissements manquent d’informations exhaustives sur I’état actuel
du marché et les attentes des employeurs. Il n’existe que trés peu de recherche, et surtout trés
peu d’études empiriques, portant sur I’insertion professionnelle des diplomés et leurs



carrieres. Depuis le début des reformes, les dépenses de I’Etat sur la recherche ne cessent pas
de baisser. De ce fait, trés peu de travaux empiriques ont pu étre réalisés au cours de ces 15
dernieres années. Dans ce contexte, notre étude parait tres actuelle.

—_—

Les chercheurs européens, en s’appuyant sur les résultats d’une grande enquéte aupres
des diplémés, conduite dans les 11 pays de I’Europe et au Japon en 1998, ont remarqué
gu’actuellement les diplémés ont besoin de posséder un éventail tres large de compétences.
Il ne suffit plus de maitriser un ‘savoir expert’ (il s’agit de connaissances approfondies
dans un domaine particulier), mais il faut étre capable également d’apprendre rapidement des
nouvelles connaissances, communiquer d’une facon efficace, savoir coordonner les activités
des autres, etc. Selon les chercheurs européens, les employeurs ont besoin d’un nouveau type
de spécialiste, un « professionnel flexible », et les diplémés actuels doivent maitriser au
moins quatre grands champs de compétences: 1) le savoir expert, 2) la flexibilité
fonctionnelle, 3) innovation et gestion des connaissances, 4) la mobilisation des ressources
humaines.

Cette nécessité d’étre polyvalent et flexible reléeve des changements survenus
récemment dans la société. On observe que la plupart des économies développées évoluent en
direction de la société, dite, « basée sur les connaissances ». Dans cette société, un facteur
incontournable de la croissance économique d’un pays ou d’une entreprise est I’innovation.
Cette derniére est entendue comme un processus de découverte qui s’opére a tous les niveaux,
commencant par le développement d’un produit/ un service et sa fabrication, et terminant par
son marketing et la mise sur le marché. L’innovation demande, d’un cété, la mobilisation de
savoirs tres divers, appartenant souvent a des domaines différents, et d’un autre cote, la
capacité de s’adapter rapidement a des nombreux changements dans I’environnement
économique et social.

Dans ce contexte on s’interroge sur la nature des compétences demandées dans un
pays en transition économique, comme la Russie. La question est de savoir : « Est-ce qu’en
Russie, les défis auxquels doivent faire face les diplomés sont les mémes que dans les autres
pays de I’Europe ? Est-ce que les diplémés russes ont véritablement besoin de se procurer
d’un éventail plus large des compétences afin de mieux réussir sur le marche du travail? ».
Nous cherchons a savoir également si I’enseignement universitaire permet d’acquérir toutes
les compétences demandées par les employeurs ?

Nous avons mené une recherche visant a vérifier notre hypothese qu’en Russie,
actuellement, il ne suffit plus de posséder des bonnes connaissances dans un domaine
particulier, mais il devient indispensable d’acquérir des compétences plus larges et variés,
comme la capacité de gérer le stress, de travailler en équipe, de coordonner les activités des
autres, etc.



* * *

Il faut rappeler que le contexte actuel du pays est influencé par les deux dominantes.
D’un c6té, le pays vie encore une période de transition, en subissant des fortes pertes
économiques suite a I’effondrement du régime sovietique et I’abandon de I’économie de
planification a la fin des années 80. De I’autre c6té, la Russie ne reste pas a I’écart d’un
mouvement global vers I’économie basée sur les connaissances. Certaines de ces
caractéristiques sont de plus en plus présentes dans le pays, comme par exemple, la
pénétration de nouvelles technologies de I’information et de la communication dans toutes les
sphéres et a tous les niveaux.

Le passage a une nouvelle organisation économique a été accompagné par une sévere
crise économique, le marché du travail étant fortement touché. En 7 ans, le taux d’emploi a
baisse de 15% (entre 1992 - 1999). Chez les jeunes ages entre 16 et 25 ans, le taux d’emploi a
baissé d’environ 25%.

La transformation soudaine de la structure économique du pays a causé de
nombreuses inadéquations entre I’offre en main d’ceuvre formée par I’enseignement
supérieur et la demande en personnel qualifié sur le marché du travail. Ces inadéquations sont
de natures différentes et concernent les profils par filiere de formation, le niveau de
I’enseignement (enseignement secondaire vs. enseignement supérieur), inadéquations entre
les compétences demandées par les employeurs et les compétences possédées par les
diplomés. Au début du troisieme millénaire, on constate que seulement 40% a 50% des
diplémés de I’enseignement supérieur travail dans le domaine de leurs études, environ 10%
des diplédmés n’ont pas besoin d’un enseignement supérieur dans leur travail (ISA SPAM,
2002, sondage aupres 2000 diplémeés dans toutes les régions fédérales ; « Reitor », 2005,
sondage aupres 2800 diplémes des 41 instituions situees a Moscou et dans sa région). Environ
20% des employeurs ne sont pas satisfaits de la qualité de la formation des diplébmés. Parmi
les points faibles de la formation universitaire sont cités la méconnaissance de la culture
organisationnelle, difficultés de travailler en group et de suivre les regles établies a
I’entreprise, mangue de compétences dans la communication.

Si on regarde I’évolution des inscriptions dans I’enseignement supérieur au cours des
années 90, nous remarquons un fort accroissement. Le nombre d’inscrits a augmenté de
140% entre 1994 — 2002, essentiellement due a I’augmentation des inscriptions dans les
études par correspondance (augmentation de 180% entre 1995 et 2002) et les inscriptions des
les universités privés (augmentation de 5 fois entre 1993 et 2002).

Le nombre des diplomés de I’enseignement supérieur augmente, mais on se demande
avec quelles compétences sortent-ils sur le marché ? Est-ce que leurs compétences leur
permettent de réussir dans la vie professionnelle ? Correspondent-elles aux attentes des
employeurs ?



Afin de répondre a ces questions, nous avons mener une enquéte aupres 3500
dipldmés des 4 établissements d’enseignement supérieur, dans les deux régions de Russie:
dans la région de Moscou et a Volgograd. Nous avons obtenue environ 300 réponses a
Volgograd et 180 dans la région de Moscou. Cette enquéte a éte réalisée grace a la
participation financiére de nombreux acteurs en Russie et a I’étranger, comme la Mairie de
Dijon, le Ministére des affaires étrangéres de France, I’Université de Volgograd, I’Académie
de management social de Moscou, et également grace au soutient méthodologique de
I’IREDU et du projet européen « REFLEX » (« Flexible Professional in the Knowledge
Society »).

Dans en premier temps, nous avons procéde a une analyse générale de la situation
des diplémeés sur le marché du travail. Nous remarquons que les diplémés béneficient d’une
situation assez favorable sur le marché du travail. Le taux de chémage est tres bas (2% a
Volgograd, 4 fois inférieur au taux moyen de chémage dans la région ; 3% dans la région de
Moscou, la moyenne régional étant de 4,2%). 60 % des diplomés a VVolgograd, ainsi que dans
la région de Moscou, n’ont jamais été au chdmage depuis la fin de leurs études (depuis 2000 -
2001). La durée moyenne du chdmage, pour ceux qui ont eu cette expérience, est de 2 mois.
65% des diplémés dans les deux échantillons sont satisfaits de leur emploi actuel. Les
revenues des diplomés (apres le contrdle de I’inflation) ont pratiguement doublés en 5 ans,
entre 2000 (sortie des études) et 2005 (emploi actuel).

Dans en deuxieme temps, nous nous sommes focalisés sur les compétences avec un
zoom sur les deux questions particulieres: quelles compétences sont demandées sur le
marché du travail et quel rendement salarial apportent-elles aux dipldmés. Notre analyse
est basée sur I’autoévaluation des compétences par les diplémés.

Il apparait qu’il existe une dizaine de compétences (parmi les 19 compétences
proposées) qui sont aussi importantes (voir plus importantes) que le ‘savoir expert’. C’est le
cas des compétences comme la capacité d’acquérir rapidement des nouvelles connaissances,
la capacité de gérer le temps de facon efficace, I’aptitude a rédiger des rapports et de la
documentation, I’aptitude de travailler sous pression, la capacité de négocier, etc. Ainsi, nous
pouvons constater que le ‘savoir expert’ est loin d’étre la seule compétence demandée dans
I’emploi des dipldmés.

Aujourd’hui il devient de plus en plus évident que les compétences non-cognitives
jouent un réle important pour la réussite professionnelle. On trouve un grand nombre de
travaux se focalisant sur I’importance des compétences non-cognitives (Bowles, Gintis et
Osborne, 2001, Heckman, Stixrud and Urzua, 2006, Postleweite et Silverman, 2006, Suleman
et Paul, 2006, Blanden, Gregg, Macmillan, 2006). Nous avons voulu savoir si dans le contexte



russe, les compétences non-cognitives sont importantes aussi. A travers les analyses nous
constatons que les compétences non-cognitives sont aussi importantes que les compétences
cognitives.

Il existe un long débat sur comment se valorisent les différentes compétences sur le
marché du travail. De nombreux auteurs souligne I’impact significatif des différentes
compétences sur les revenues (Green, 1998, Heckman, Stixrud and Urzua, 2006, Suleman et
Paul, 2006). En Russie, jusqu’a présent aucune recherche sur cette question n’a été menée.
Nous remarquons que dans notre échantillon, les compétences expliquent trés peu le salaire
(2.5%) et le revenue (5%). Nous constatons également que les compétences expliquent 14%
du salaire dans le secteur privé, mais elles n’expliquent pas le salaire dans le secteur public.
Cette divergence entre le secteur public et le secteur privé peut étre expliquée par les regles
salariales propres a chaque secteur.

Aujourd’hui on ne peut plus dire que le niveau de rémunération d’un individu dépend
uniquement de I’offre et de la demande. Il devient de plus en plus évident que la productivité
et par conséquent, le salaire, dépendent également de la qualité de I’adéquation entre
I’emploi et I’individu qui I’occupe (Jovanovich, 1979, Sattinger, 1975). Nous avons essayé de
voir comment dans le contexte russe, I’adéquation entre I’emploi et la formation de I’individu
influence le niveau de rémunération. On observe qu’il n’existe pas de relation causale entre le
fait de travailler dans un domaine completement différent par rapport a la formation initiale et
le niveau de salaire. En revanche, il apparait trés clairement que les diplémés dont le travail
demande des connaissances dans deux ou plus que deux domaines différents, gagnent plus par
rapport a ceux qui travaillent uniqguement dans leur domaine (avec une prime salariale de 5% a
8%).

Dans un troisiéme temps, nous avons examiné le réle de I’enseignement supérieur
dans le développement des compeétences requises sur le marché. L’analyse des données
montre que I’enseignement supérieur remplie bien sa fonction principale : apprendre les
connaissances techniques dans un domaine particulier. En outre, il permet de développer la
capacité d’analyse et la capacité d’apprendre rapidement des nouveaux savoirs. Cependant, on
observe qu’il n’est pas suffisamment efficace pour aider a développer un certain nombre
d’autres compétences requises par les employeurs, comme la capacité de manager le
personnel, la maitrise des outils informatiques (ordinateur, Internet), la maitrise des langues
étrangeres, etc.



SUMMARY

B magane 90-pIx TrOmOB, pOCCHICKas JKOHOMHKA TMEPEKUBACT  HEPUOO
mpancgopmayuu. [IpoNCXOANUT MEPEXO OT IUTAHOBON YKOHOMHKH K SKOHOMUKE CBOOOIHOTO
peiHka. Benen 3a pedopmamu mocienoBan CHIIBHBIA 9KOHOMHUYECKHH KpPU3HC, B XOJIE
KOTOPOTO BAJIOBBI HAIlMOHAJIBHBIN MPOAYKT cokpatwics Ha 38%, a ypoBeHb 3aHATOCTH
cauzaics Ha 12% c nepuon ¢ 1989 no 1995 rr. Haunnas ¢ 1999 r., skoHoMu4eckasi cCUTyamus
B CTpaHE HAYMHACT YJIy4YIIaThCs. OTOT IEPHOJ CONPOBOXKAACTCS COKpAIIECHHEM YpPOBHS
0e3paboruibl, poctom BBII (okono 6% B rox), moBbIlIEHHEM YPOBHsI 3apaOOTHO IJIaThl U
yIydlIeHHeM YpOBHS OJKM3HM TrpaxaaH. VccremoBaTenu yTBEpXKIAIOT, UYTO ATOT
HYKOHOMHUYECKUH «PEHECCAHC» B 3HAUUTEIBHOW CTETICHH CBSI3aH C TIOBBIIIEHUEM IICH Ha HEPTH

Y Ta3 Ha MEXAyHapOIHOM PBIHKE.

B TO e Bpems, Ha CETrONHAIIHUI J€Hb YXKE HEMO3BOJIUTEIHHO OCHOBBIBATH
9KOHOMHYECKOE OJIaronojydue CTPaHbl HCKIIOYUTEIIBHO Ha SKCIUTyaTallud TPHPOJIHBIX
pPECYpCOB W TOProOBIiE WMH Ha MEXKIYHApPOIHBIX pBIHKaX. Kak O0TMEYaloT WMEHUTHIC
9KOHOMHCTHI, OCHOBOTIOJIO)KHUKH TEOPUH ueloBedeckoro kamurtana, ['apu bekep u Teomop
Hlyner, a Takke psag JOpYyrdX COBPEMEHHBIX HSKOHOMHCTOB, IPOU3BOAMTEIBHOCTD U
9KOHOMHYECKUH POCT CTPaHBI BO BCE MEHBIICH CTEIICHU 3aBHCSAT OT MPHUPOJIHBIX PECCYPCOB,
KOTOPBIMH 00JIaaeT CTpaHa. DKOHOMHYECKOE 0/1a20COCHOAHUE HAUUU 60 6Ce Donbuiell

CMeneHu céA3aHo ¢ Kauecmeom uenogeueckozo kanumana (Jasun u @opeit, 2004).

He ctouT 3a0bIBaTh, 4TO COBETCKAsi SKOHOMHKA TO3BOJIMIIA B 3HAYUTEIBHON CTETEHU
YIy4YIIUTh Ka4eCTBO  YEJIOBEYECKOI0  KamuTana, IIOCKOJIbKY COBETCKas  CHUCTEMa
MPEIOCTaBIIsIa PaBHBIA JOCTYN K OOpa30BaHUIO IJIs BCEX CJIOEB HaceneHus. Ha maHHBIN
MOMEHT Mbl HabmomaeMm, uto Poccusi crana camoii obpazoeannoii 6 mupe cmpauoil,
MOCKOJIbKY ~ KOJIMYECTBO Y4YaIIUXCS B BBICHIMX YYEOHBIX 3aBEJACHUAX IMPEBBHIIIAET
aQHAJIOTMYHBIE TIOKa3aTeId BO BCEX JPYrux cTpaHax MHpa. B To ke Bpemsi, BBICOKHE
nokaszatea B o0sacTH oOpa3oBaHHUs IOKa HE BIEKYT 3a €000l BBICOKMII ypOBEHb

skoHoMH4eckoro pasutus ([Iporpamma passutusi Opranmsanuu OObeanHeHHbIX Hanwii,
2004).

OnHoOif W3 TPUYMH TaKOro HECOOTBETCTBHS MEXIY OOpa3oBaTeIbHBIMH U
9KOHOMMYECKUMU I10KA3aTesIMU SBIIIECTCS HU3KOe Kauecmeo obpa3zoeanusn. B poccuiickon
HSKOHOMHKE IPOM30LUIN Ba)KHbIE TPAaHC(POPMALMH, OJHAKO, OONBIIMHCTBO BY30B HE CMOIJIH
WIA HE TIOCYNTAIIM HYXHBIM aJalTHPOBaTh Y4eOHBIE TMPOTPAMMbI K HOBBIM 3KOHOMHYECKHM
peanusm. Takum 00pa3oM, S5KOHOMHUKA CTPaHBbI MEpelia Ha HOBYIO MOJEIb, OHAKO, CHCTEMa
BBICLIET0 00pa30BaHMs HE CyMella aJeKBaTHO MEePECTPOUTHCS JJIs TOT0, YTOOBI MAaKCUMAaIbHO

YIOBJIETBOPATH TPEOOBAHUAM HOBOTO PHIHOYHOI'O XO3SIMCTBA.



Baxmuo OTMETUTH, YTO BBICIIHC y‘-Ie6HI)Ie 3aBCACHUA HC HMCKHT YCTKOI'O
OpeaACTaBJICHUA O TOM, C KAKUMHA TpGGOBaHI/IHMI/I NPpUXOAUTCS CTAJIKUBATCA BBIITYCKHHKAM Ha
pBIHKE TpyAa. Byssl He 00nagatoT BceoObeMITIoNIe HHPpopMaIieil 0 COCTOSIHUM U TUHAMUKE
COBPEMEHHOTO PBIHKA TPyJa M O HyXaax paboromarteneil. B Poccum B mocnemnee Bpems
MIPOBOAWIIOCH OYeHb MAN0 UCCAEe006aHULl, U, 6 O0COOEHHOCMU, IMRUPUUECKUX
uccne008anuil, NOCAULEHHBIX NPOOIEMAM NPOPeCcCUOHATbHOI UHmMeZPAUUL 8bINYCKHUKO8
U uX KapbepHozo pazeumus. 3aMeTUM, 4TO C MOMEHTa Havasia pe)OpMUPOBAHUS SKOHOMHUKHU
00beM (hMHAHCUPOBAHUSI TOCYAAPCTBOM HCCIEAOBATEIBCKON AEATEIbHOCTH 3HAYUTENBHO
cokparwics. Ha ¢oHe o0IIero CHmKEHUS KOJIMYECTBA SMITUPHUYSCKUX HCCIICOBATEITBCKUX
paboT 1Mo JaHHOW TeMe, UCCIIeIOBaHKe, IPOBEACHHOE HAMU U M3JI0KEHHOE B JJAHHOU paboTe,

OpCACTABIISICTCA OUCHD AKmyalbHbIM.

EBpomneiickue wucciieqoBaTeNd, OMUPAsCh Ha PE3yJbTaThl ONPOCa BBITYCKHHUKOB,
npoBeaenHoro B 11 crpanax EBpomnsl u Snonun B 1998 roay, obparninn BHUMaHuEe Ha TOT
(akT, 4TO OT BBITYCKHUKOB BY30B Ha CETOAHSIIHUN JeHb TpeOyeTcs o0JanaTh iuUpoOKuMm
cnekmpom Komnemenyuii (HaBHIKOB M 3HaHMHU). He MOCTaTOYHO MPOCTO UMETh XOPOIINE
3HAHHS IO CHEIHATBHOCTH (IKCIIEPTHBIC 3HAHMWS), HEOOXOIMMO JOMOIHHUTENBFHO 001a1aTh
TaKUMHU KaueCTBaMU KaK yMEHHE OBICTPO OCBaWBaTh HOBYIO HH(oOpMaIuio, 001anaTh
HaBbIKaMU A(G()EKTUBHOTO OOIICHHS, YMETh YIPaBIATh pad0TON Apyrux, u T.A. [lo MHEHHIO
eBPOIEHCKUX HCcceaoBarenei, padoTogaTenu >KenaroT BUAETh HAa CBOMX HPEAIPUATUAX
«eubKuUx cneyuanucmoe». BBITyCKHUKH BY30B JOJDKHBI OBITh KOMIIETEHTHBI B, Kak
MHHAMYM, YeTBIpEX OCHOBHBIX 00jacTsax: 1) oSKchmepTHble 3HAHUS (3HAHHSA IO
CHEeNUANIbHOCTH), 2) (YHKIMOHAIbHAass THOKOCTh (YMEHHE OBICTPO IMPHCIIOCA0NUBATHCS K
MEHSFOLIMMCS COIMAILHO-3KOHOMHUYECKHM YCIOBHSM; 3) YMEHHUE YIPABIATh HHPOpMAIHEH 1

3HAHHUAMH; 4) yMEHHE MOOMIM30BBIBATh APYTHX paOOTHUKOB K 3 (HEeKTHBHOMY TPYAY.

TpeboBanue ecudbkocmu u MHO2OQYHKYUOHATLHOCMU CBSI3aHO C COBPEMEHHBIMU
TpaHchopMasIMU B TJIOOATEHOW 3KOHOMUKE. BOJBIIMHCTBO Pa3BUTHIX CTPAH MEPEXOIAT K
TaK Ha3bIBa€MOM, <«3IKOHOMHKE, OCHOBAaHOM Ha 3HaHUAX». B JaHHOM KOHTEKCTE
HEOThEeMJIEMbIM (PaKTOPOM SKOHOMHUYECKOTO POCTa CTPaHbI, B IIEJIOM, WIH MPEANpPHUITHS, B
YaCTHOCTH, ABIISETCS uHHOosayus. [lon nHHOBaLME MOHUMAETCS MPOLEC OTKPBITUS HOBOTO,
BO3HHMKAIOIIMX HA BCEX YPOBHIX SKOHOMHUYECKOW JESATEIHHOCTH, HAauyWHAsg OT CO3JaHUs
NpoaAyKTa/yCayrd W €ro MpOW3BOJCTBA, M 3aKaHYMBAs MApPKETHHIOBOHM JEATCIBHOCTHIO H
BBIXOJIOM TMpPOJyKTa Ha pHIHOK. MHHOBamusa TpebyeT, ¢ OJHOW CTOPOHBI, MoOuUIUIAUUU
3HAHUI U3 PA3IUYHBLIX obnacmeill, W, C JPYroll CTOPOHBI, YMEHUA Oblcmpo

adanmuposambc;l K MHO20HUUC/IEHHbIM U3MEHECHUAM 6 COl{udJleO-E)KOHOMll’lBCKOl? cpede.

HpI/IHI/IMaH BO BHMMaHUE IJI00aJbHEIE SKOHOMHYECKIE HU3MCHCHUS, MPOUCXOIAAIINEC B

Pa3BUTHIX CTpaHaX, MPCACTABIACTCA MHTCPCCHBIM Y3HATh KAKUeé KomMnemeHuuu (3HaHu}l u



HABBIKU) OKA3bIGAIOMCA 80CMPEHOGANHLIMU 6 CIMPAHE C NEPEXOOHOU IKOHOMUKOU, TAKON
kak Poccus, Hanpumep. CTalKuBaKOTCS JM POCCUNWCKHE BBITYCKHUKA C TEMH K€
TpeOOBaHUSAMH, YTO U BBIYCKHUKH €BPONEUCKUX BY30B? JIEHCTBUTEIBHO JIM POCCUICKUM
BBIIIYCKHUKaM Ha CETOJHSIIHUN [eHb HEO0O0XOAMMO, KpOME 3HAHMN IO CIEHUAIbHOCTH,
o0majgath IMUPOKUM HAOOpOM KomIeTeHIHi? BakHO paccMoTpeTh, KakuMm o00pa3oM
COBpEMEHHasi pOCCHiicKas cHcTeMa BbICIIET0 OOpa3oBaHUS  IMOMOTAeT  MOJIOJBIM

crnenuaiancram HpI/I06peTaTb HCO6XO,I[I/IMBIC KOMHGTGHHI/II/I?

'unoTe3a Hamiero MccienoBaHMs 3aKIIIOYAETCS B ClieAyromeM. Mbl Ipeanosaraem,
YTO Ha POCCHUHCKOM pBIHKE TPYyJa, TAKXKE KaK M Ha €BPONEHCKUX PBIHKAX TPYyJAad, BaXKHBIM
3JIEMEHTOM KOHKYPEHTOCIOCOOHOCTH MOJIOAOIO CIEeUUAINCTa CTAHOBUTCS TOT (DAaKT, UTO OH
He npocmo obdradaem 2yOOKUMU 3HAHUAMU MO CHEYUATNbHOCHMU, HO U MAKce PAOOM
Opy2uUXx 8aMCHBIX NPOPECCUOHANbHBLIX Kauecme, TaKUX KaKk yMeHHe paboTaTh B CTPECCOBOM
CUTyallud, yMEHUEe paboTaTh B IpyIe, CIIOCOOOCTh MOTUBUPOBATh APYTHX COTPYIHHKOB K

pabore, crtocoOHOCTh A (PEKTUBHO BECTH MEPETOBOPHI U T.]I.

Crnenyer HaOMHUTD, YTO COIMATBHO-3KOHOMUYECKask cuTyanus B Poccun Ha 1aHHOM
JTane pa3BUTUS OINPEIENIAETCS BIUSHUEM 08YX OCHOGHbIX Oomunanm. C OJHON CTOPOHBI,
CTpaHa MPOJOIDKAET MEePEKUBATH MOCIECTBUS YIPa3AHEHHUS COBETCKOM KOMaHHOM CHCTEMBI
U nepexooa Ha pulHOUHbIE hopmbl X03aiicmeoganus. HexoTtopsle oTpaciu A0 CUX TIOp
HaxXoAATCS B KPHU3HUCHOM COCTOSHUM, Bce eme npedbiBas B MPOMEXKYTOUHOM
TpaHchopmanroHHoi ¢aze. C apyroit cTopoHsl, Poccust He CTOUT B CTOPOHE OT 27100a1bH020
0GUIICEHUA 8 HANpPABIeHUU <IKOHOMUKU, OCHOBAHOU HA 3HAHUAX». DKOHOMUKA 3HAHHWU
HAYMHAET TOCTENIEHHO MPOHHUKATH B POCCHUICKYIO NEHCTBHTENBHOCTh. Tak, Hampumep, MBI
Ha0JII01aeM ¢ KaKoi MOJTHHEHOCHOM OBICTOPON HOBBIE TEXHOJIOTUH B 00J1aCTH HHPOPMALIUU U
KOMMYHUKAIIMH HAaXOJST CBOE IIMPOKOE MPUMEHEHHE BO BCEX cepax KU3HEACATEILHOCTH U

Ha BCEX YPOBHSX.

BaxHO NOMHUTB, YTO IEpexo] K PBIHOYHOM 3KOHOMHUKE B Poccuum compoBoxpaics
2JIYOOKUM IKOHOMUYECKUM KPU3UCOM, KOTOPBI B 3HAYUTEIBLHOW CTENIEHU 3aTPOHYJ PHIHOK
Tpyna. Huskne nokasarenu ypoBHS 3aHATOCTH CBUAETEIBCTBOBAIN O TKENOW CUTyauuu. B
memom, 3a 7 getr (¢ 1992 mo 1999 rr.) ypoBeHb 3aHsATOCTH cokpaTwics Ha 15%. Cpemu

MOJIOJIC)KH B Bo3pacTe oT 16 10 25 et ypoBeHb 3aHATOCTH cHU3MIICS Ha 25%.

BHuesannas TpaHchopMaiys SKOHOMHUYECKOM CTpYyKTYpsl B CTpaHe IIpuBena K
MHOZOYUCTIEHHbBIM HECOOMEEMCMEUAM MeHcOy NpeoloyceHueM KBaTUPUIMPOBAHHON
paboueil CHITBI CO CTOPOHBI BBICIIET0 00Pa30BaHUs M CHPOCOM HA KBATU(DUIIUPOBAHHBIN TPY T
CO CTOPOHBI PbIHKA TPyJa. DTH HECOOTBETCTBUS, PA3JIMYHbIE [0 CBOMM MPUUMHAM U IPUPOJIE,

MOXXHO pa3lleluTh Ha TpPU TPYNNBL. HECOOTBETCTBUS MO HPOPUIIO HOO20MOBKU,



HECOOTBETCTBHS TI0 YPO6HIO no02omoeku (cpeaHee 0Opa3oBaHHWE BMECTO BBICIICTO
o0pa3oBaHusl, HAPUMEP) U HECOOTBETCBUS O Muny KomnemeHuuil (3HAHWN W HAaBBIKOB),
KOTOphIMH ~ 00Ja[al0T  CHEIHUANUCThl, ¥  KOMIIETCHIMSIMH, KOTOpbIE HEOOXOIMMBI
paboronarensim. MccnenoBanust TOKa3pIBalOT, YTO B HaYaJie HOBOTO BEKa TOJIbKO oKoyio 40 —
50% BBIMYCKHUKOB pabOTaM IO CIENUATBHOCTH, OKOJI0 10% BBIMYCKHUKOB 3aHUMAU
JOJDKHOCTB, JUISI KOTOpOW He TpeOyeTcs Bhiciiee oOpasoBaHue (MIHCTHTYT CHCTEMHOTO
aHanm3a couuanbHbX mpodiem meromoiucos (MCA-CITAM), onpoc 2000 BBITYCKHHUKOB T10
pernpe3eHTaTUBHOM BBIOOpPKE BO Bcex GenepanbHbix pernoHax, 2002 r.; He3aBHCHMOE
areHcTBo «PeirtOP», ompoc 2800 BemyckHukoB m3 41 By3a B MockBe M MOCKOBCKOH
obmactu, 2005 r.). Oxomno 20% paboronareneii He MOBOJBHBI KAa4eCTBOM 0Opa3OBaHUS
BBIMMYCKHUKOB. Cpenu ciaabbIX CTOPOH BY30BCKOH MOJATOTOBKHM pabOTOAATENH OTMEYaroT:
He3HaHUe KOPnOpamueHoil Kylabmypsl, HEYMEHUE padomamsv 6 2pynne, HeKelaHUe
RPUHUMAMb CHOXHCABUIUECA MPAOUYUU U npasuna PadOThl HA TPEANPHITHAH, cladbie

HABLIKU OOWLeHUA, U T.]I.

XapakTepHOW dYepToil BBICIIETO 00pa3zoBaHus BO BTOpod monoBuHE 90-BIX TOM0OB
SIBIIICTCSL Pe3Koe yeeludeHue 4ucia 8y306 u cmyoenmos. Tak, HanpuMep, YUCIO CTYJISHTOB
yBenmuumnock Ha 140% B mepuon ¢ 1994 mo 2002 rr., B OCHOBHOM, 3a CYET yBEIMUYCHUS
3anmucH Ha 3a049Hoe o0yuenue (Ha 180% c 1995 mo 2002 rr.) u pocTa YnciIa 4aCTHBIX BY30B

(KOTMYECTBO YACTHBIX BY30B BBIpOCIO B 5 pas, ¢ 78 mo 384, B mepuos ¢ 1993 mo 2002 rr.).

Takum 006pa3oM, KOIMYECTBO BBHIMMYCKHUKOB PE3KO YBETUUUI0Ch. OIHAKO, BO3HUKAET
pSl  BONIPOCOB. ¢ KaKuMu Komnemenuyuamu (BHAHUAMU U HABLIKAMU) MOA00bIE
cneyuanucmeol 6b1X00sm Ha potHok mpyoa? T103BOJSIOT U UM 3T KOMITETEHITUN JOOUTHCS
ycrnexa B npodeccroHanbHoil cpene? COOTBETCTBYIOT JIM OTH KOMIETCHIMHU TPeOOBaHUSM

paboTtonareneii?

J1J1st TOT0,9TOOBI OTBETUTH HAa ATH BOIIPOCHI MBI ITPOBENU aHKemuposarnue cpeou 3500
6bINYCKHUKO8 YETHIPEX BY30B 6 08yx pezuonax Poccuu. MockoBckoil obnmactu U B
Bonarorpage. Mol nonyunnu 300 orBetoB B Bonrorpage u 180 B MockoBckoii o0nacTy.
JlaHHBIN poeKT OBLT TPOBEACH Onaroaaps uHarcosou nooddepiicke cO CTOPOHBI POCCUHUCKHUX
U 3apyOeXHBIX opraHuzanuii: Mopus 1. [lwkona, MUHHCTEPCTBO HWHOCTPAHHBIX €I
@panuuy, Bonrorpaackuil rocyJapCTBEHHBIM YHMBEPCUTET, AKaJeMHUs COLMAIBHOIO
ynpaBieHus: MOCKBBI, a Takxe Onarofapsi memooonoeuueckoui nomowju co ctoponst UPEJIHO
(MHCTHTYT SKOHOMHYECKHX IpobieM B oOpa3oBaHMH bBypryHICKOro yHHBEpCHTETa) U
EBPOIICHCKOM HCCIIe0BaTeILCKOM Tpymibl poekta «REFLEX» (« I'nOkuit npodeccronan B

00IIIeCTBE 3HAHUIY).



B nepeyro ouepedv, B Hameir paboTe MbI TpOBENW OOIIMKA aHAIU3 CUTYyalluu
BBIITYCKHUKOB Ha pBIHKE Tpyna. Mpl HaOmOgaeM, YTO CHUTyalus, B LEJIOM, HOCHT
MOJIOKHUTENBHBINA XapakTep. YpoBeHb Oe3padotuiibl Hu3kuii (2% B Bonrorpaze, uro B 4 pasa
HIDKE CPEJTHET0 ypOBHs 0e3palboTuIlsl B peruoHe; 3% B MOCKOBCKO#M 00acTH, IPH CpeHEM
ypoBHE B naHHOM peruone 4,2%). 60% BeimyckHHKOB B Bosarorpane, kak 1 B MOCKOBCKOIA
obyacT, HU pa3y He ObLTH Oe3pabOTHBIMU ¢ MOMeHTa okoHuaHus By3a (B 2000 — 2001 r.).
Cpenassisi IPOIOIKUTENLHOCTh 0€3pabOTHIIBI ISl TeX, KTO XOTs ObI pa3 Obl1 0e3paboTHBIM C
MOMEHTa OKOHYAaHHS By3a, - 2 Mecsna. 65% BBITYCKHUKOB JOBOJBHBI CBOCH TEKyIeh

paboroii. JIoxoabl BBITYCKHUKOB (¢ ydeToM HH(IsIMK) Bo3pociu B 2 pa3a 3a 5 ner (¢ 2000 r.
o 2005 r.).

[IpoBenss oOmwMii aHanM3 CUTyallMd BBIMYCKHHUKOB Ha pbIHKE TpyJAa, Mbl
cpOKyCHpOBaIIM CBOC BHUMAHHE HA 8ONPOCAX, CEA3AHHBIX ¢ KOMnemeHyusamu (HABbIKAMU U
3HAHHUAMH). MBI pacCCMOTpEIHN JBa OCHOBHBIX aCICKTa: KAKUE KOMNEemeHUUU 60Cmpehosansl
Ha pblHKe mpyoa v KaKyro 0eHeMHCHYI0 npemuto TIPUHOCUT BIITYCKHUKaM O0JIajaHue TOH WIn

WHOUW KOMIIETEHIIHUEN.

Pe3ynbTaThl aHamM3a CBHACTEIBCTBYT O TOM, 4TO O0K0J0 10 KoMmeTeHImii (U3 CrucKa
19 komreTeHIMi) BOCTpeOOBaHbI B OOJBIICH CTENCHH, YeM «IKCICPTHBIC 3HAHUS» (3HAHUS
MO CHeNHaIbHOCTH). K TaKMM KOMITETEHIMSM OTHOCSITCS: YMEHUE OBICTPO OCBaMBATh HOBBIC
3HaHUs U nHpopMaIuio, ymMeHue 3(pGeKTUBHO yHpaBiIsATh CBOMM pabOYUM BPEMEHEM, YMEHHE
COCTABJIATh OTYETHI W JIPYTYIO JOKyMCHTAIMI0, yMEHHE paboTaTh TOJ [aBJICHUEM, B
CTPECCOBOM CUTyalnu, yMeHHue 3((HEKTUBHO MTPOBOIUTH MEPETOBOPHI, U T.J. TakuMm oOpa3om,
MBI MOXXEM KOHCTaTUPOBAaTh, UTO «IKCHEPHIHbIE 3HAHUA» AGNAIOMCA O0ANeKO He

€OUHCMBEHHOUI KOMNemeHyuel, 60CmpPedosantoil 8 padone Mono0blX CREeYUAIUCHIOE.

Ha ceromusmuuii 1eHb CTAaHOBUTCS Bce OoJiee OYEBHIHBIM TOT (DAaKT, dUYTO
HCKOTHUTUBHBIC KOMIICTCHIMH UI'PArOT BAXHYIO POJIb B HpO(l)eCCI/IOHaJ'[I)HOM Pa3BUTHU. 06
3TOM CBHJIETEIBCTBYET OOJIBIIOE KOJIUYECTBO 3apyOSKHBIX HAyUHBIX paboT, JOKA3bIBAIOIINX
BaXXHOCTh HCEKOI'HUTHUBHBIX HpO(l)eCCI/IOHaJ'IBHBIX XApPaKTCPUCTHUK I COHUAIBHOIO U
kapbepHoro passutus (Bowles, Gintis et Osborne, 2001, Heckman, Stixrud and Urzua, 2006,
Postleweite et Silverman, 2006, Suleman et Paul, 2006, Blanden, Gregg, Macmillan, 2006).
Ham 1mpencraBisuioch HMHTEPECHBIM PAaCCMOTPETh, B KAKOM CTENEHH HEKOIHUTUBHBIE
XapPaKTCPUCTUKU BOCTpe6OBaHLI Ha MOJOACKHOM PBIHKEC Tpylda B Poccun. Amnamuz
HUMCIOIIHUXCA NJaHHBIX ITOKa3all, HEKOCHUMUGHbIE KOMNEemMeHuyuu eocmpeﬁoeaubl 8 moil Jce

Cmenéenu, Ymo u KOCHumueHble.



VY:ke TaBHO B Hay4HOH JIMTEpAType paccMaTpUBAaeTCs BOIPOC O TOM, KaKMM 00pazoM
pa3IUYHbIE KOMIIETCHIIMA BO3HATPAXKIAIOTCS HA PBIHKE Tpyna. MccienoBaHus MOKa3bIBAIOT,
YTO KOMIIETCHIIMK [TO3UTHBHO BIUAIOT Ha gpoxox uuauBuaos (Green, 1998, Heckman, Stixrud
and Urzua, 2006, Suleman et Paul, 2006). B Poccun 10 HacTOSAIIEr0 BPEMEHH €IIE HE
MIPOBOIUIIOCH MCCJICIOBAHUMN 10 JaHHOU TmpobiemaTtuke. [loaToMy mpeacTaBiIsiioch BaKHBIM
paccMOTpeTh BOIMPOC O JACHEKHOM BO3HATPAKICHUU KOMIIETCHIIMKA Ha POCCUHCKOM DPBIHKE
Tpyna. Pe3ynbraTel Hamiero aHangu3a MOKa3bIBalOT, YTO KOMHEMEHUUU 6 O4eHb
He3HAUUMENbHOI CMEeNneHu 6aUAIOM Ha 3apadomuyio niamy (KOMIETCHIUN OOBACHIIOT
2,5% Bapuanuii 3apabOTHOH IaThl) # HA 00X00 WHIUBUIOB (KOMIECTECHIIMU OOBSICHSIOT 5%
Bapuanuii noxona). Kpome Toro, Mbl HaOg0JaeM, 4TO KOMIETEHIMH OOBsACHSIIOT 14%
BapHaluii 3apabOTHOM TUIATHI B YaCMHOM CEKTOPE, TOTNa KaK B 20CY0APCMBEHHOM CEKTOpE
HUKAKOW CTaTUCTHUYECKON CBS3M MEXIYy YpPOBHEM 3apaOOTHOM IUIAThl M KOMIIETCHIUSMHU,
00J1aJTaeMbIMH BBIITYCKHUKAMH, HE BBISBICHO. Takasi pasHuua mexcoy 20cyoapcmeeHHbiM U
YACMHBIM CEKMOPamMu MOXET OOBICHATCS CHEIU(PUKON CUCTEMbl HAYUCIEHHs 3apaOOTHON

IIaThI B 9TUX IBYX CEKTOpax.

BaxHO OTMETHTH, YTO Ha ypOBEHb 3apabOTHOM IUIATHI BIMSAIOT HE TOJBKO CIIPOC U
npemioxkenue paboyeld cuibl. HemaBHWE wMcclenoBaHUs IMOKas3bIBAIOT, YTO OIIaTta TPyZAa
TaKKe 3aBUCHUT OT TOTO, HACKOJIBKO MPO(heCCHOHANbHBIE KaYeCTBA HHIUBHIA COOTBETCTBYIOT
3aHuMaeMoi nompkHoctr (Jovanovich, 1979, Sattinger, 1975). Msl paccMoOTpenu, KakuM
00pa3oM B POCCUICKOM KOHTEKCTE YPOBEHb COOTBETCTBUS MEKIY UHIUBUIOM U 3aHUMAEMOMN
UM JIOJDKHOCTH BIHMSET Ha ypOBEHb OIUIATHl TpyJda. Mbl HaOmOAaeM, 4TO NPUYUHHO-
CIIC/ICTBEHHAsI CBSA3b MEXAY TeM (PakToM, YTO BBIIYCKHHK paOOTaeT He B COOTBETCTBUH C
KBaJTM(HUKAIMEH, TOJYYCHHOW B By3€, M 3apa0OTHOHM IUIaToi OTCyTCTBYyeT. OIHAKO, A6HO
6bLIPAIICEHHAA C6A3b TIPUCYTCTBYET MEXAY 3apadomoHnou niaamoii 1 TeM (aKToM, UTO
BBITIOJTHAEMAsI BBIYCKHUKOM paloTa mpedyem 3HAHUIL U HAGLIKOG U3 08YX uau Oonee

paznuuneix oonacmei (370 BICUET 3a COOOM JCHEKHYIO IPEMUIO B pazmepe 5 — 8%).

B-mpembux, Mbl pacCMOTpeEINlU, KAKUM 00pazom evicuiee 00pazosanue nomozaem
MOJIOObIM CREYUATUCIAM DPA36UGAMDb HABLIKU, 60CMPEOOGAHHbIE HA PbIHKE MpYyoa.
AHanmu3 JaHHBIX TIOKa3bIBAeT, 4YTO BBICIIEE OOpPA30BaHHME XOPOIIO BBITIOIHIET CBOIO
OCHOBHYIO pOJIb. pPa3BUTHE TIyOOKHMX 3HAHMM TO crHenuaabHocTH. Kpome Toro, oHoO
MO3BOJIACT TAKKC PA3BUBATH TAKMC KOMIICTCHIIMU KaK aHAJIMTUYCCKOC MBINUJICHUC U YMCHHC
OBICTPO OCBaWBaThb HOBBIE 3HAHUSA. TeM HE MEHee, CHCTeMa BBICIIEr0 OO0pa3oBaHUs HE
I0CTaToyHO d(dexkTHBHA B TOM CMBICJIEC, YTO OHA HE CIOCOOCTBYET DPAa3BHUTHIO JAPYTHX
HCMCHCC BaXHBIX XapaKTCPUCTHUK, KaK, HaIIpUMCpP, YMCHHUC YIPABIATE MNICPCOHAIOM,
BJIAAICHUC KOMIIBIOTCPOM, 3HAHUC HHOCTPAHHBLIX A3BIKOB, YMCHUC paGOTaTB B CTpeCCOBOfI

CUTyalluH, U T.1.
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General introduction

Since the yearly 90s, the Russian economy has been experiencing a period of ‘system
transformation’. Reforms of 1991 proclaimed the shift from the command system to the free
market one. Russia has become a democratic country oriented towards a capitalist economic
organisation. This transition has appeared to be painful for the national economy. The GDP
shrunk by nearly 38% from 1989 to 1995, the employment level decreased by 15% between
1992 and 1999 (Tchetvernina et al., 2001). The system of social assurance and state
guarantees for population were seriously damaged as well. Since the beginning of the third
millennium a certain revival in the economy has been reported, mostly because of the increase
in prices for hydrocarbon products on the international market. Due to a good position of
Russia as an exporter of gas and petrol on the international market, the country is currently
benefiting of a favourable situation for redressing its economy and improving life standards of
population. Experts argue that Russia should not simply rely on the activities related to
export of natural resources but it should assure a deep restructuring of institutional
mechanisms enabling an effective functioning of all economic spheres.

Today, the productivity and growth of a given country depend to a lower extent of the
abundance of its natural resources and to a higher extent to the capacity to improve the quality
of human capital (David and Foray, 2000). The role of the human capital is thus becoming
increasingly important. While in industrial societies the accent was made on material factors
of production, a new economic organisation puts emphasis on human resources. The main
capital of a society appears to be knowledge. In this context, higher education assures a role
of a key institution providing individuals with knowledge and skills required by the modern
economy. The latter takes its name by its main component, knowledge, and comes up as
‘knowledge-based economy’ (‘économie basée sur la connaissance’, ‘ekonomika na
znaniyah’). Higher education graduates turn out to be key actors in this economy. They are
challenged to assure technological progress through bringing innovations in all domains.

It seems that the further development of Russia will depend on its capacity to
effectively use human capital. The latter was considerably increased throughout the socialist
past of Russia. The soviet system provided an equal access to education for all population and
this enabled to significantly improve the quality of the human capital in the country.
Nowadays, Russia appears to be one of the most ‘educated’ country in the world. According
to statistics, in 2002 the percentage share of people aged 25 — 64 with tertiary educational
attainment accounted for 54%, which is by 13% more than the maximum in the OECD
countries (“Education at glace”, OECD, 2003; Goskomstat', 2002).

! Goskomstat — the Russian National Committee of Statistics
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However, high participation rates in tertiary education are not reflected in relevant
economic and social indicators of Russia. Experts argue that this is due to inefficient labour
market and low education quality (UNDP, 2004?).

It turns out that the national system of higher education does not take into account the
current needs of employers. Higher education graduates appear to experience strong
difficulties on the labour market because they do not meet new requirements. The economic
structure has changed, but higher education system seems to lag behind these transformations
providing students with the same type of knowledge and skills as before the 90s. This
situation is partially due to the lack of thorough research on requirements of the modern
labour market. Therefore, it is of high importance to investigate what competencies higher
education graduates are required to possess nowadays. Answers to these questions should
enable to formulate recommendations for higher education institutions in order to improve
academic curriculum and study provision.

The current economic situation in the country is framed by two features. On the one
hand, Russia is still experiencing a transitional phase. Last 15 years of a system
transformation brought about important changes, like slowing down of activities in
manufacturing sector and the shift to services sector, appearance of informal economy
including a shadow economy, etc. On the other hand, the country is being influenced by a
global move towards a knowledge-based society. New information and communication
technologies are rapidly penetrating in all spheres. The number of people with mobile
telephones had augmented by about 400% between 2000 and 2004. The share of Internet
users among the whole population had tripled in the same period.

Given the influence of these two trends (a transitional character and the influence of a
knowledge-based economy), it is of interest to study what demands places the current labour
market on higher education graduates. The main objective of our study is, therefore, to shed
light on the two key questions:

In the context of transitional economy influenced by the global move towards a
knowledge-based society what demands face graduates while entering and operating on the
labour market and what competencies are they required to possess?

To what extent does Russian higher education prepare young people to face these
demands?

2 UNDP - United Nations Development Programme
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The European research on graduate labour markets revealed that the current job
market requires that the present generation of graduates possess a wide range of
competencies. Even if today, like in the past, knowledge in a particular field stays
essential, it is not sufficient any more for becoming a successful and employable
professional.

On the one hand, changes occurred in organisational structures and technological
procedures call up for new competencies. Transformations in social and economic
environment caused that limits between different fields of study and domains of work are
blurring. This implies that graduates are expected to be flexible, capable to work in different
fields and in a constantly changing environment. On the other hand, graduates are now
inheriting a job market that demands them to change jobs more frequently then previous
generations. Thus, it becomes important to take note of the skills that are the most portable
from one job to the next.

Given this, young specialists are supposed not only to master their field of study, but
also to be able to acquire quickly new knowledge, cope with changing environment, manage
other people and motivate them for work, come up with new ideas. We make a hypothesis
that in the Russian modern economy, in line with tendencies appearing on graduate labour
markets in Europe, not only professional expertise, but a vide range of competencies turn
out to be essential to acquire.

We should specify that we do not argue that the expert knowledge (deep knowledge in
a particular domain) is not important nowadays. It has always been a key requisite and it does
today for any professional. But the topic is that, according to a Russian traditional conception
of education, the role of a higher education institution lies, first and foremost, in providing
deep knowledge in a particular field/ fields. The importance of other competencies that form
an effective professional is not well recognised by the high school. However, it seems that this
does not respond to modern labour market needs. We observe that ‘narrow’ specialists do not
satisfy Russian employers any more. We argue that the Russian economy needs flexible
specialists. These rapid, dynamic and innovative people should largely contribute to the
economic growth of the country and to augmenting its international competitiveness.

In regard to the hypothesis of our study, we argue, secondly, that transformations
occurred in the Russian economy these last 15 years and its peculiarities stemmed from its
soviet past, have a dual impact on graduate labour market. Requirements that graduates face
on the labour market diverge. This duality appears on two levels. The first one refers to the
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opposition between the private and public sectors, the second one concerns the difference
between the capital and the province regions. Our study will focus on the first one®.

The private sector, due to its profit-oriented nature, depends largely on workers
productivity. To encourage individuals to work more effectively, employers use different
methods, including higher salaries. Thus, competencies that enable to individuals to be more
productive are rewarded by employers. In the public sector, wages are still allocated
according to a soviet system of reward. Salaries enjoyed by workers in this sector depend
rather on formal level of educational attainment and work experience within organisation than
on their productivity. Therefore, we believe that competencies required and rewarded in the
two sectors should be different.

A problematic of our research, as exposed above, necessitates the following
organisation of the theses.

We will first describe global trends on graduate labour markets in Europe, aiming at
to reveal what competencies European graduates are required to possess. The situation on the
European markets is framed by the move towards a knowledge-based economy. We will,
thus, start with presenting definition and structure of a knowledge-based society. The
characteristic features of the knowledge-based society are a dominance of knowledge and the
importance of human capital. The first one implies that knowledge becomes a main form of
capital and it is widly used in various fields of human activities. This reflects in a high rate of
investment in research and development, innovation activities, rapid growth of new
technologies in all spheres of life and notably, in the field of information and communication.
On the other hand, the knowledge-based society puts empasis on the investment in education,
training and health care, in other words, on a human capital investment.

The coming of the knowledge-based society brought about new challenges for higher
education graduates. These are believed to play a key role in the modern society. This
category of highly qualified labour is supposed to assure innovation activities in a wide range
of fields, that are necessary to improve national competitiveness and contribute to an
economic growth. Thus, graduates are expected to possess various professional characteristics
that should enable them to be productive in the context of information society and assure
innovations.

Speaking about professional characteristics, the term ‘competence’ is relevant. If in
Europe this term is widely studied and used in literature, it has just penetrated in Russian

® Due to technical reasons, the data for considering the second duality was not available.
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social and economic research. The second part of the first chapter is devoted to the concept of
competence and the theoretical evidence on core or key competencies will be examined. We
will end up the first chapter with considering what competencies are required from graduates
in European labour markets.

Afterwards, we will focus on the economic situation and particularities of the
Russian labour market. The economic crises, political and ideological changes, occurred in
the 90" modified the society in its integrity. In order to understand the context in which
young specialists live in at present, it is inevitable to make an analysis of the recent economic
and social transformations. This is what we do in the second chapter.

The third chapter deals with transformations and evolution in the system of higher
education. In higher education, like in all other economic branches, a private sector has
appeared. This resulted in a sharp increase in the number of new fee-charged higher education
institutions: it has augmented by 500% in 9 years, between 1993 and 2002. The number of
enrolments has been on a rise in this period as well: from 1995 to 2002 it rose by 113%. The
level of selectivity in some educational programmes has fallen. Hence, some higher education
diplomas have lost their signalling function. In this context, the level of prestige of a higher
education institution and its ‘age’ turned out to become employers’ “filters” while hiring new
specialists.

In the fifth chapter, we describe the current graduate labour market in Russia. It is
important to realise that before the yearly 90s a system of state allocation of graduates to work
places was a key mechanism assuring transition from study to work for graduates. This
system enabled to provide a field related work to all graduates. A disappearing of this
mechanism caused serious difficulties in job search for young specialists. The latter found
themselves somewhat frustrated, being deprived of psychological support helping them to
adapt to ideological changes, to the transforming system of social values and beliefs, to new
economic organisation and its rules of functioning. The absence of mechanisms for study-to
work transition and growing differentials across branches generated ‘internal brain drain’ or
field mismatch. Educational level mismatches and skills mismatches have been taken place as
well.

While the economy has been changing rapidly the higher education was slightly
lagging behind. It appears today that the Russian higher education does not provide young
people with all the competencies required on the labour market. Employers attach the
importance to behavioural characteristics of workers to practically the same extent as to
professional expertise. They expect them to be responsible, honest, social and able to
communicate effectively, able to work in groups, etc.
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The sixth chapter aims at providing empirical evidence on competencies demanded
on the labour market through the analysis of data obtained by a survey of 3,500 Russian
higher education graduates in the capital and province regions of the country. In this part of
our work we seek to found out what competencies are demanded and how they are rewarded
on the Russian transitional labour market. We also seek to find out to what extent higher
education studies contribute to development of these competencies.

In the beginning of the chapter we draw out a brief analysis of the general situation of
higher education graduates on the labour market. Three key indicators of graduate
employment prospects are considered: rate of unemployment, level of satisfaction by current
job and level of remuneration in current job and in first job immediately after graduation. We
would like to know if higher education graduates manage to take a good position on the
labour market in terms of high incomes, for example. If it does, we may suppose that higher
education has contributed to some extent to this success.

Further, we study what competencies are required on the labour market and how they
are rewarded. We will also examine what factors on the side of labour supply, labour demand
and job match appear to have an impact on graduate current income. It is of interest to
consider in more details how professional mismatch influences graduate income. The
phenomenon of professional mismatch has appeared on the Russian labour market in the
yearly 90s and till now, no thorough research concerned the impact of professional mismatch
on graduates’ success on the labour market.

In this chapter we also considerer differences between the private and the public
sectors in terms of competencies required. We remark that the private sector is more
demanding for competencies related to the ability to deal with the ‘new’. We also found out
that there is no statistical relationship between the income of graduates working in the public
sector and the competencies they possess. Whereas the same model with graduates working in
the private sector enables to explain 14% of income variation.

We end up the last chapter by exploring the role of higher education in developing
the required skills. We suppose that Russian higher education does manage to provide deep
knowledge in a particular field and analytical thinking abilities, but it does not contribute to a
sufficient extent to producing other essential qualities, like computer and Internet literacy,
capacity to work in group and others.
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Chapter 1.
Demands placed by
a knowledge-based economy

on higher education graduates
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Abstract

Current situation on graduate labour markets is framed by changes in economic and social
organisation of the society. Global move towards a knowledge-based economy implies new
challenges for higher education graduates.

Different to the industrial economy where the accent was put on material factors of
production, the knowledge-based economy makes emphasis on knowledge. The latter becomes
the most important element, and hence the success of any society and individual lies in
harnessing it.

It is particularly the tacit knowledge which appears to be crucial in the context of the
knowledge-based profile of the society. This term refers to ‘know-how’ and ‘know-why’ in
Lundvall and Johnson’ classification (1994) and is described as a set of skills and
competencies needed to handle basic knowledge about the society. Capabilities in selecting
information, judging market prospects for a new product, learning quickly and training others
to learn are thus in increasing demand.
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1.1. Role of the human capital in a knowledge-based society

1.1.1. Concept and structure of the knowledge-based economy

A knowledge economy or a knowledge-based economy is a phrase that refers to the
use of knowledge to produce economic benefits. The term was introduced by Peter Drucker as
the heading to chapter 12 in his book “The Age of Discontinuity”. It came to prominence in
New Zealand in the mid-1990s as a way of referring to the manner in which various high-
technology businesses, especially computer software, telecommunications and virtual
services, as well as educational and research institutions, can contribute to a country's
economy. In 1966 Peter Drucker in ‘The Effective Executive’ described the difference
between the Manual worker and the Knowledge worker. A manual worker works with his
hands and produces "stuff". A knowledge worker works with his head and produces ideas,
knowledge, and information.

Various observers describe today's global economy as one in transition to a
"knowledge economy", or an “‘information society”. A key concept of this sector of
economic activity is that knowledge and education can be treated as:

e A business product (educational and innovative intellectual products and services can
be exported for a high value return);
e A productive asset.

Knowledge societies have the characteristic that knowledge forms major component of
any activity, particularly economic activities. Economic, social, cultural, and all other human
activities become dependent on a volume and the way of utilization of knowledge and
information. A knowledge society/economy is one in which knowledge becomes major
product and raw material.

Knowledge societies are not a new occurrence. For example, fishermen have long
shared the knowledge of predicting the weather to their community and this knowledge gets
added to the social capital of the community. The new feature is that:

e With current technologies, knowledge societies need not be constrained by geographic
proximity;

e Current technology offers much more possibilities for sharing, archiving and
retrieving knowledge;

e Knowledge has become the most important capital in the present age, and hence the
success of any society lies in harnessing it.

25



One may find different concepts of the knowledge-based society. According to the
OCDE definition, knowledge-based economies are economies which are “directly based on
the production, distribution and use of knowledge and information” (OECD, 1996). The
knowledge-based organisation of a society implies large investments in research and
development, high-technology industries, education and training and new managerial work
structures. The key factor of such a society is a highly-skilled labour. The key terms relevant
to the concept of the knowledge-based society are information and knowledge, and all their
forms of production, utilisation, archiving, distribution and transmission. In knowledge-based
societies, knowledge forms major component of any activity, particularly economic activities.
Economic, social, cultural, and all other human activities become dependent on a volume and
the way of utilization of knowledge and information. A knowledge society/economy is one in
which knowledge becomes major product and raw material.

Knowledge was important in human activities since very ancient time. But in the
modern society the use of knowledge is expected to be a source of income growth either on
the individual level or on the macro level to contribute to the economic expansion of a
country. Therefore, the important characteristic of the knowledge-based economy is that it
seeks to use knowledge and information to produce economic benefits.

D. Forray and P. A. David argue (2002) that the productivity and growth of different
countries depend to a lower extent of their abundance of natural resources than to the capacity
to improve the quality of human capital and factors of production. Authors underscore the
importance of intangible capital in the knowledge-based society. Intangible capital falls into
two main categories; they are investment in production and dissemination of knowledge (for
example, in training, education, research and development, information and coordination) and
investment in sustaining the physical state of human capital (health expenditure).

Structure and key elements of the knowledge-based society

There are different kinds of knowledge that are important in the knowledge-based
society. Lundvall and Johnson (1994) distinguished 4 kinds of knowledge; they are ‘know-
what’, ‘know-why’, ‘know-how’, ‘know-who’.

O ‘Know-what’ refers to knowledge about facts. The example of this type of knowledge can
be the knowledge about the size of population in a city, the date of a historical event, etc.
Here, knowledge is close to the concept of information — it can be broken down into bits.
Layers and medical doctors use this type of knowledge in their job.

O ‘Know-why’ is called scientific knowledge about basic principles and laws of nature. This
knowledge is a pillar of technological development and product and process advances in
most industries.
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O ‘Know-how’ refers to skills and capacities needed to perform work tasks.

O “‘Know-who’ concerns social capability to cooperate, to communicate and to establish
relationships. It involves knowledge about changes in the economic and social
environment. For example, for the modern manager and organisation, it is important to
use this kind of knowledge in response to the acceleration in the rate of change.

Knowledge is a much broader concept than information, which is generally
corresponds to ‘know-what’ and ‘know-why’. Two other types of knowledge ‘know-how’ and
‘know-why’ are different in nature, they are more difficult to codify and to measure in
comparison to ‘know-what’ and ‘know-why’. These four types of knowledge can be acquired
through learning but in different ways. While *know-what’ and ‘know-why’ can be obtained
through reading books, attending lectures and accessing databases, the other two kinds of
knowledge develop mostly in practical experience. ‘Know-who’ is learned in situation where
an apprentice follows a master and relies upon him as the authority. ‘Know-who’ is acquired
in social practice and sometimes in specialised educational environments. It also develops in
every day work tasks concerning dealings with clients, suppliers, external organisations or
institutions. ‘Know-how’ is a particular type of knowledge that cannot be transferred through
formal channels of information and acquired through traditional educational programmes.

The above classification of knowledge is also linked to the distinction between tacit
knowledge and codified knowledge. Codified knowledge refers ‘know-what’ and ‘know-why’
that are used as a “material’ for ‘know-how’ and ‘know-why’. These two types of knowledge
help to effectively utilise codified knowledge. In other words, tacit knowledge is a set of skills
and competencies needed to handle basic knowledge about the society. The authors of the
OCDE report ‘“The Knowledge-based Economy’ argue that nowadays, in the context of the
global knowledge-based economy, tacit knowledge is more important than ever in labour
markets. Capabilities in selecting information, judging market prospects for a new product,
learning quickly and training others to learn are in increasing demand.

It is imperative to distinguish knowledge and information. As we mentioned earlier
knowledge is a broader concept than information. David and Foray (2002) underscore the
importance of making distinction between knowledge and information. ““ ... what we mean by
knowledge is fundamentally a matter of cognitive capability. Information, on the other hand,
takes the shape of structured and formatted data that remain passive and inert until used by
those with the knowledge need to interpret and process them”, writes authors. Costs of
replicating information are considerably lower than those of reproducing knowledge.
Reproducing knowledge is a far more expensive process because cognitive capacitates are not
easy to articulate explicitly or to transfer to others, whereas reproducing of information
amounts to price of making copies.
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Figure 1. Distinction between knowledge and information,
key components of the knowledge-based economy

Information - Knowledge -
Data Cognitive capability
(‘Know-what’, ‘Know-why’) (‘Know-how’, “Know-who’)

Knowledge-based economy

The term of the ‘information society’ is usually used in couple with ‘the knowledge-
based economy’. The concept of ‘information society’ outlines the importance of one of the
key components of the present society that is information. A great emphasis is placed on the
diffusion and use of information as well as its creation. Diffused information and knowledge
contribute to emergence of networks that become the base of the modern society.

An exchange of information between two or more institutions, organisations,
individuals, etc. regards the term of communication. The efficiency of communication
process became an essential preoccupation not only for enterprises but also for individuals,
public institutions and other social actors. As communication is highly dependent on devices
of its transmission like telephone, Internet, and e-mail, each enterprise being aware that this is
a key factor of its success in the market economy, strives to be well equipped in computers,
permanent Internet access, and fax machines. It is the same on the individual level: students
try to be computer literate at the end of their studies as they realise that this competence is
crucial today.

For Castells (1998), the penetration of new technologies of information and
communication in all fields of life transforms material fundamentals of the society. He argues
that the modern society becomes not only an ‘information society’, but ‘une societé
informationnelle’, characterised by a particular social organisation where information
becomes the first source of power. He introduces a term ‘network society’, describing a
network as a set of interconnected ‘nudes’. For the author, the coming of the information
society brings about a noticeable transformation of traditional capitalist relations. This implies
smother management styles, decentralisation and establishing of relations between
enterprises, individualisation and diversification of labour contracts and relations, acceleration
of competition, notably at the international market.

The creation of knowledge is linked to the one of the key concepts of the knowledge-
based economy that is innovation. Technological innovation appears to be one of the key
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elements of the knowledge-based economy. Innovation is usually conceptualised as a process
of discovery. The latter proceeds via a sequence of phases. Innovation begins with new
scientific research, progresses trough stages of product development, production and
marketing, and terminates with the successful sale of new products, processes and services. It
IS now recognised that innovation can stem from many sources, including new manufacturing
capabilities and recognition of market needs. Innovation can assume many forms, including
improvements in existing products, applications of technology to new markets and uses of
new technology to serve an existing market. Innovation requires effective communication
among different actors — companies, research laboratories, higher education institutions,
consumers — as well as feed back between science, engineering, product, development,
manufacturing and marketing (OCDE, 1996).

We believe that knowledge-based economy is underpinned by three main components:
they are information, communication and innovation.

Knowledge-based economy

/ v \

Information Communication Innovation

* k% %

The concept of the knowledge-based society has become very popular in the scientific
literature. We suppose that it is linked with the wide use of it for the EU countries
development policy. However, it is not very often in research to meet a consideration of the
concept of the knowledge-based society and its relation with the term of post-industrial
economy. However it seems that two concepts are similar. Like in the knowledge-base
society, in the post-industrial one the knowledge is the base of power.

A term of post-industrial society names an economy that has undergone a specific
series of changes in structure after a process of industrialization. A post-industrial society is
one in which the majority of those employed are not involved in the production of tangible
goods. The manual and unskilled worker class gets smaller and the class of knowledge
workers becomes predominant. The character of knowledge also changes and an emphasis is
put on theoretical knowledge rather than empirical. Theoretical knowledge is the impetus of
innovation and growth. Because of this, universities are expected to become central
institutions and prestige and status will be rooted in the intellectual and scientific
communities.
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The concept of the post-industrial society is linked with the work of Daniel Bell. In The
Coming of Post-Industrial Society (1973) Bell outlined a new kind of society - the post-
industrial society. He argued that post-industrialism would be information-led and service-
oriented. Bell also argued that the post-industrial society would replace the industrial society
as the dominant system. There are three components to a post-industrial society, according to
Bell:

« ashift from manufacturing to services
. the centrality of the new science-based industries
. the rise of new technical elites and the advent of a new principle of stratification

Symbolically, the birth years of the post-industrial society were 1945-50. The
developments of nuclear energy established the important relationship between science and
government; cybernetics introduced "social physics;" and a new "future-orientation" arose.
During this time, the fundamental themes of the technocratic age (rationality, planning, and
foresight) were born.

Lyubeckiy (2003) carried out a systematic analysis of a concept of post-industrial
society using works of Bell (1976), Drucker (1966), Inozemcev (1990), Riesman (1958),
Masuda (1981), Machlup (1984), etc. He distinguished seven key elements of this “new”
economic organisation of the society, called a post-industrial society:

«  Shift from manufacturing to production of services;

« Information and knowledge become major factors of production;

. Intensification of market competition;

« Shift from “mass’ production to production of ‘unique’ goods and services;

« Changes in work schedules, move to non-standard employment, blurring of
boundaries between work and private life;

. Increasing role of education;

« Physical activity is replaced by creative activity.

We remark that these features are somewhat close to ones of a knowledge-based
society considered previously.

Dyachenko (2005) argues that the post-industrial economy contains three sub-
systems: an ‘intelligent’ sub-system of production, an industrial sub-system of production
and a post-industrial sub-system of production. Whereas the industrial economy only
includes two of them (see Figure 3):
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Figure 3. Industrial economy
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We observe that in the post-industrial economy a sub-system of industrial production
is still present. If thinking about the knowledge-based society, one may suppose that the sub-
system of industrial production exists as well. This sub-system is characterised by the fact
that the production of goods and services does not require deep professional knowledge.
Reich (1993) mentions that the modern economy requires 3 types of workers: routine
production services worker, in-person services worker and symbolic-analytic services worker.
Routine production services, according to Reich, entail the kind of repetitive tasks performed
by “the old foot soldiers of American capitalism in the high-volume enterprise. In-person
services also include repetitive tasks, but they are provided person-to-person. Symbolic-
analytical services refer to problem-solving, problem-identifying and strategic-brokering
activities. We remark that for the first category of workers, all 4 types of knowledge,
distinguished by Lundvall and Johnson, are not required. Thus this type of professions is still
positioned in the industrial sub-system of production.
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We think that the share of a sub-system of industrial production in the economy should
vary across countries. We believe that the more this system is important in the economic
structure, the less a given country is advanced towards a knowledge-based profile.

Making a conclusion we may say that it is quite difficult to draw a clear difference
between the two terms, ‘knowledge society’ and ‘post-industrial society’. We did not find
any works on this issue in literature. However, we could make a hypothesis that in the
knowledge-based economy the accent is made on the specificity of knowledge required by the
society. In the post-industrial society this is the theoretical knowledge that became the source
of innovative activity in the society. In the knowledge-based society, it is tacit knowledge (vs.
codified knowledge) that becomes crucial for professional operating. It is acquired through
apprenticeship and permit to handle knowledge from different fields. Moreover, in the
knowledge-based society limits between different fields of work became blurred.
Globalisation, as an example of the process of blurred boundaries between nations and
societies, has as well a more important impact in the context of a knowledge-based society in
comparison to a post-industrial economy.

Thus, we would suppose that the knowledge-based society is a consequent evolution
stage of the post-industrial society. This may also be confirmed by the fact that, to some
extent the difference between the two terms includes a temporal dimension. Years of birth of
post-industrial economy were 1945-1950. As to a knowledge-based society, researchers
started speaking about it since the 60s — 70s.

It is interesting to remark that since the end of the 90s, the term ‘knowledge-based
society’ gained a ‘policy-oriented’ connotation. The knowledge-based society became an
‘objective’, a means of achieving higher economic growth and increasing the international
competitiveness. Countries of the European Union, for example, try actually to construct their
future with reference to a kind of ‘ideal’ model of society where knowledge and an equal
access to it are fundamental rights and innovation is a drive of economic development.

* k% %

The term of the knowledge-based society received a policy-oriented connotation as
soon as it was adopted by the European Commission aiming to enable countries of European
Union to promote social and economic development and to compete with the United States.

At the beginning of the 21-th century taking into account the changing character of
social and economic relations in the society the community of developed European countries
decides to found a new policy and to settle new priorities for the effective economic
development in Europe. Pursuing this goal in 2000 the European Commission declares that a
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new model of development of the European economy should be adopted in order to create the
world’s most competitive society by 2010. A construction of a knowledge-based society was
proclaimed a prime objective for the European Union. The first European meeting that raised
questions on the knowledge-based society took place in Lisbon in March 2000. Subsequent
European Councils, particularly in Stockholm in March 2001 and in Barcelona in March
2002, have taken the Lisbon goal further forward.

At Lisbon conference in 2000, it was stressed that:
* “pusinesses and citizens must have access to an inexpensive, world-class communications
infrastructure and a wide range of services”,
 “every citizen must be equipped with the skills needed to live and work in this new
information society”,
* “a higher priority must be given to lifelong learning as a basic component of the European
social model.”

As for the structure of the knowledge-based economy, it should be based on four
interdependent elements: the production of knowledge, mainly through scientific research; its
transmission through education and training; its dissemination through the information and
communication technologies; its use in technological innovation.

Figure 5. Structure of a knowledge-based society
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Technologies

Information technologies are the first key element in the knowledge-based society;
they are thought to be a powerful engine for economic growth. The importance of digital
technologies is highlighted in the report of the European Commission “Towards a
knowledge-based Europe. The European Union and the information society” (2002). It is
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stated that the expansion of the Internet all over the world is no less significant than the
Industrial Revolution of the 18th and 19th centuries. “... Information technologies and the
Internet have been transforming the way companies do business, the way students learn, the
way scientists carry out research and the way in which governments provide services to their
citizens.”

Already in November 1999, the European Commission put forward an “eEurope”
programme to manage the transition to a knowledge-based society, both within the Union and
in the candidate countries of Central and Eastern Europe. *“eEurope” aimed to ensure that
everyone in the European Union — every citizen, every school, every company, every
administration — has access to the new information and communication technologies and
exploits them as fully as possible. “eEurope” not only aims to make European industry more
competitive, but also to ensure that all European citizens, especially those with special needs,
have access to modern communications technologies to improve their quality of life. They
must have direct and interactive online access to knowledge, education, training, government,
health services, culture and entertainment, financial services and much more. Nowadays,
Internet access has become a fundamental right for all citizens and responsible governments
have a duty to provide it.

As we see, there are two main objectives of construction of the knowledge-based
society in Europe; they are economic growth and protection of civil rights of individuals.

* * *

Making the conclusion, we should specify that we understand a term ‘knowledge-
based economy’ in its large sense. For us, a phenomenon of a knowledge-based society/
economy includes various trends of the modern environment, like:

- coming of the information society (society, dominated by a spread of information and
communication technologies);

- globalisation (the process of blurred boundaries between nations and societies);

- aprocess of blurring boundaries across fields of study and domains of work;

- innovation processes (processes of discovery of goods, services, ways of organisation
and production, occurring at all stages of a productive work and in all spheres of life).

Further, in the present paper, we will often refer to the term ‘knowledge-based
society’. We will relate requirements imposed by the modern society with the influence of a
‘knowledge-based economy’. It should be clear that, hereinafter, when speaking about a
“knowledge-based economy’ we mean the current economy influenced by the all above
trends.
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1.1.2. Definition of human capital. Human capital theory

As we showed in the previous paragraph, the world economy is becoming more
competitive, more global, and increasingly dominated by information and communication
technology. This has made human capital a crucial element inputting into the production
process.

Under human capital one usually understands skills, knowledge, capacities, abilities,
motivations, acquired and possessed by individuals, that are used during their life to produce
goods and services. The main idea of the theory of human capital is that education and
training may be seen as forms of investment in the individual which contribute to the
accumulation of a stock of human capital. Although origins of the human capital approach
may be found in the writings of early economists (for example, Adam Smith, 1776) the
studies of both Mincer (1958) and Becker (1964) were specially important for the emergence
of a literature which sees education and training as forms of investment in individuals which
give rise to an improvement in the quality of labour supply.

Gary Becker in his works recognised the household as a decision-making unit
regarding questions whether to participate in the labour market and how many hours to spend
on work, on the one hand, and home production and consumption decisions on the other. In
his model Becker integrates production, consumption and labour supply decision within a
unified framework. “By doing so, Becker was able to demonstrate how utility-maximising
behaviour by households can determine the division of each member’s available time between
paid work and un-paid or non-market activities, as well as their chosen mix between home-
produced and market-purchased goods and their chosen division of labour between various
household members in the performance of the range of alternative tasks™ (Sapsford and
Tzannatos, 1993). The Becker’s model was extremely influential and provided the basic
foundations for further theoretical and empirical research in this field.

The human capital theory can be seen as an extension of investment theory in the
sphere of human resources. The reason is that one may be willing to incur costs in the short
run in return for higher benefits in the long run. At the same time, investment in human
capital is a much broader concept than simply further studies after secondary school
education. Investment in people occurs from the time they are born and covers their whole
life. One type of investment is expenditure on health: the cost of preventing or treating
diseases can in the long run be offset by lower labour market “absenteeism rates” due to ill
health. This type of investment can be profitable both for the individual (higher earnings) and
for the economy (a greater level of production). Besides these two types of human capital
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investment (in education and health) some other forms can also be distinguished, they take
into account, for example, a ‘social’ dimension and a ‘private’ (individual) dimension of
investment.

R. Ehrenberg (2000) points out that workers undertake three main kinds of labour
market investment: education and training, migration, and search for new jobs. This type of
classification is based on the definition of workers as individuals possessing a set of skills
than can be “sold” to employers. The knowledge and skills a worker has — which come from
education and training, including the learning that experience yields — generate a certain stock
of productive capital. However, the value of this amount of productive capital is derived from
how much these skills can earn in the labour market. Job search and migration are activities
that increase the value of one’s human capital by increasing price (wage) received for a given
stock of skills.

The improvement or the maintenance of human capital is not only an investment
decision. It can also be seen as a consumption decision: for example, individuals may prefer
to pay for education even if the expected economic returns are not sufficient to cover present
costs. “The benefits of education are more wide-spread and far-ranging”, - indicates John
Middleton et al. (Middleton, Ziderman, Van Adams, 1993). “The value of education extends
... also to utilities such as status, job security, and other income in kind”.

Education can also be viewed as both as a consumer good, in that students may derive
satisfaction, even enjoyment, from study, and as a durable consumer good in that it confers
future utilities (the enjoyment of reading books, for example) over the lifetime of an educated
individual. More broadly, education has a positive effect on the quality of parenthood, on
citizenship, and on health, benefits that extend more widely to family and to society at large.

R. Ehrenberg (2000) distinguishes three stages of investment in knowledge and skills
of a particular worker. First, in early childhood, the acquisition of human capital was largely
determined by the decisions of others. Parental resources and guidance, plus one’s cultural
environment and early schooling experiences, help to influence basic language and
mathematical skills, attitudes towards learning, and one’s general health and life expectancy
(which themselves affect the ability to work). Second, teenagers and young adults go through
a stage in which their acquisition of knowledge and skills is as full-time students in a high
school, college, or vocational training program. Finally, after entering the labour market,
workers’ additions to their human capital generally take place on a part-time basis, through
on-the-job training, night school, or participation in relatively short formal training programs.
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The empirical approximation of the human capital theoretical framework is the
functional form of the earnings equation introduced by Mincer (1974):

Log Wi = o +BS; + yXi + 8Xi* + €Z

Where w; is an earnings measure for an individual i such as earnings per hour/week, S;
represents a measure of his/her schooling, X; is an experience measure (typically age minus
age left schooling), and Z; is a disturbance term representing other forces which may not be
explicitly measured, assumed independent of X; and S;. Note that experience is included as a
quadric term to capture the concavity of the earnings profile.

G. Psacharopoulos (1975) argued that it is limiting to calculate the return to education
only with data on incomes. He proposed that there are also so-called fringe benefits that
count. “Data on salaries usually do not take into account fringe benefits. This may imply the
underestimation of an individual’s earnings and his/her private returns to education. There
exists a wide set of items of fringe benefits in addition to basic pay. These range from
pensions, life assurance to subsidised meals and holidays™*. According to Psacharopoulos, a
total compensation package comprises three components:

. basic pay, which reflects the time rate or grade and rating in pay scales,

« pecuniary fringes, such as life assurance and paid leave, and,

« non-pecuniary fringes, like leisure time and working conditions (e.i. use of air-
conditioned office).

It is important to be aware of significance of fringe benefits when assessing graduate
incomes. Research shows that fringe benefits represent not a negligible percentage. In some
countries the proportion of fringes relative to money wages can be as high as 100 per cent. In
terms of absolute magnitude Gordon and Le Bleu (1970) report that U.S. companies spent 100
billion dollars in 1967 on employees benefits which is about one-fifth of the country’s Gross
National Product. And in terms of relative magnitudes employee’s benefits expanded more
than twice as fast as wages and salaries. The 1927 — 1967 average annual rate of growth for
wages was 3.9%, whereas it was 9.6% for fringe benefits.

Fringes as a percentage of money wages vary across countries. At the beginning of the
60s, fringe benefits were reported to be at the highest level in Austria and France among other
OCDE countries, respectively 50% and 52%, while they were only 15% and 17% in the U.K.
and Denmark.

* G. Psacharopoulos (1975), “Earnings and education in OECD countries”, Printed version, IREDU
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The human capital theory (HCT) has been criticised during these recent years. The
first example is the confrontation of the HTC with the screening theory. Several economists
advanced a “screening” theory that differs from the human capital approach (Arrow, 1973,
Phelps 1972, Taubman and Wales 1973, and Stiglitz 1975). Part of the value of education to
employers lies in its ability to provide information to employers about individuals, their
aptitudes and behavioural characteristics. The letters are assumed to be important
determinants of labour productivity. Employers believe that individuals who attained higher
level of education are inherently more productive thus they favour more educated people and
pay them higher salaries.

M. Carnoy (1995) stated in his article ‘Economics of Education: than and now’ that
“so far there is no hard evidence that more schooling does raise industrial worker productively
— only that higher levels of schooling are associated with higher wages”. However, states
Carnoy, schooling increases individuals’ cognitive knowledge and that such knowledge is
relevant to skills needed to be productive at work. The American researcher also
demonstrated in his work that this is not only the quality of human capital in terms of acquired
skills and knowledge that enables innovation activity in a firm but also the organisation of
production within the firm that is fundamental to the effectiveness of innovative processes.

Most emphasis in the human capital discussion was placed these recent years on skill
mismatch. The concept of ‘overeducation’ was introduced and largely discussed since than.
Freeman was the first to describe this phenomenon in his book in 1976.

As a conclusion we may say the following. In this paragraph we depicted that a long
discussion on the human capital theory revealed the importance of education for economic
growth and raise in individuals’ incomes. Schooling increases students’ cognitive knowledge
and this knowledge contributes to development of skills needed to be productive at work. As
to the new requirements appeared in the context of a knowledge-based economy, education is
supposed to provide the necessary tools for operating and meeting new economic challenges.
Innovation becomes a key feature. We showed that the necessary condition for that human
capital produces innovation is the appropriate organisation of production in firms/ institutions.
Such an organisation should enable to create an innovative environment with the possibility of
learning on the job.
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1.1.3. Place of higher education graduates in the knowledge-based society. What challenges
for higher education systems?

In the context of move towards the knowledge-based society, universities® are
perceived as key institutions. Due to their transitional twofold vocation of preparing a
qualified labour force, on the one hand, and developing research and implementing scientific
innovations, on the other hand, they are expected to contribute significantly to promoting
sustained economic growth in countries.

The key role of universities in the knowledge-based society was recognised by the
European Commission in the 2003 Communication on the Role of the Universities in the
Europe of Knowledge. This Communication sought to start a debate on the role of universities
within the knowledge society and economy in Europe and on the conditions under which they
would be able to effectively play that role. It was stated that universities should play a central
role in the development of the Europe of knowledge to construct ““the most competitive and
dynamic knowledge-based economy in the world, capable of sustainable economic growth
with more and better jobs and greater social cohesion” (2003). Not only in Europe but
throughout the world, the primary role of higher education in the social development is
acknowledged by researchers and policy makers. The authors of the report of the World Bank
(2002) underscore that tertiary education is seen as one of the key elements in a society that
have the potential to enhance economic growth and reduce poverty. It is stated in the
document that tertiary education exercises a direct influence on national productivity, which
largely determines living standards and a country’s ability to compete in the global economy.

“As the 21st century opens, - write authors of the report, - tertiary education is facing
unprecedented challenges, arising from the convergent impacts of globalization, the
increasing importance of knowledge as a principal driver of growth, and the information and
communication revolution. But opportunities are emerging from these challenges. The role of
education in general, and of tertiary education in particular, is now more influential than
ever in the construction of knowledge economies and democratic societies. Tertiary education
is indeed central to the creation of the intellectual capacity ...”

Tertiary education institutions support knowledge-driven economic growth and
poverty reduction by (a) training a qualified and adaptable labour force, including high-level
scientists, professionals, technicians, teachers in basic and secondary education, and future
government, civil service, and business leaders; (b) generating new knowledge; and (c)

> Under ‘universities” we mean all types of higher education institutions
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building the capacity to access existing stores of global knowledge and to adapt that
knowledge to local use.

One may note that radical changes in the external environment have brought about
new requirements for tertiary education systems. This implies the transformation of modes of
delivery and organizational patterns in tertiary education in response to the information and
communication revolution, for instance. Strengthening the capacity of tertiary education
institutions to respond flexibly to the new demands of knowledge societies will increase their
contribution to the long-term economic effects in terms of poverty reduction and the
associated welfare benefits that come from sustained growth.

The modern society expects higher education institution to change their ordinary way
of operating to meet new challenges. Universities are to modify their activities and techniques
of management in order to create innovative environment enabling to produce new
knowledge. Another domain where old patterns should be replaced by new concepts is a
training of qualified workers. Higher education should not limit any more to producing
standard outcomes, it appears that an added value of education could be larger. Competencies
generated through higher education should not only include expert knowledge (deep
knowledge in a particular field), but a wider range of professional qualities, like creativity,
capacity to quickly acquire new knowledge, ability to handle stress, etc.

It appears that universities have not gained yet their excellence in regards to these two
aspects. “Europe needs excellence in its universities, to optimise the processes which
underpin the knowledge society”, states the European Commission, however, it appears that
“the European university world is not at present globally competitive”. The main areas within
which reflection and action is needed are concerned in the following questions:

— how to achieve adequate and sustainable incomes for universities, and to ensure that funds
are spent most efficiently;

— how to ensure autonomy and professionalism in academic as well as managerial affairs;

— how to concentrate enough resources on excellence, and create the conditions within which
universities can attain and develop excellence;

— how to make universities contribute better to local and regional needs and strategies;

— how to establish closer co-operation between universities and enterprises to ensure better
dissemination and exploitation of new knowledge in the economy and society at large;

— how to foster, through all of these areas, the coherent, compatible and competitive European
higher education area and the European research area.

The Commission states that a series of actions in the areas of research and education
have already been realised in the European Union. One example is the European area of
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research and innovation; programmes in this field have been launched recently, with the final
objective to increase expenses on the European research and development to 3% of the
Union's GDP by 2010. In the area of education and training, it is the achievement of a
European area of lifelong learning, the implementation of the detailed work programme on
the objectives of education and training systems, work to strengthen the convergence of
higher education systems, in line with the Bologna process, and vocational training systems,
in line with the Copenhagen declaration.

It is important to develop cooperation between different players concerned
(universities themselves, the rectors' conferences, national and regional public authorities, the
research community, students, business and the people of Europe) to participate all together in
constructing the knowledge-based society.

The creation of the Europe of knowledge is for universities a source of opportunity,
but also of major challenges. The latter ones stem from the fact that universities go about their
business in a constantly changing environment. They should therefore face an imperative need
to adapt and adjust to a whole series of profound changes. These changes fall into five major
categories:

= Increased demand for higher education (the concern is to keep a high quality of
education in face of increasing number of students enrolled)

= The internationalisation of education and research (European universities are less
competitive in terms of attraction of foreign students and researchers, in comparisons
with their American counterparts)

= To develop effective and close co-operation between universities and industry
(universities should better exploit the results of their knowledge in relationships with
industry)

= The proliferation of places where knowledge is produced (business sector may
subcontract its research activities to universities)

= The reorganisation of knowledge (This firstly concerns the contraposition between the
highly specialised knowledge and interdisciplinary knowledge that are both required
in the society. Another aspect relates to the fact that the borders between fundamental
and applied research are blurring)

= The emergence of new expectations (These include an increasing need for scientific
and technical education, horizontal skills, and opportunities for lifelong learning,
which require greater permeability between the components and the levels of the
education and training systems).

In regards to the last point, universities have an important challenge to diversify their
educational outcomes. “University education found to produce added value on a number of
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important dimensions of student development. However, on a number of other important
dimensions of student development much less value is added by formal university courses. The
latter educational outcomes ... represent some of more crucial characteristics which future
university graduates will require” (Evers & Gilbert, 1991). Higher education institutions need
to catch up with new requirements of the labour market.

The problem of adequacy of university education to labour market needs draws
noticeable attention of employers and policy-makers from many countries these last years.
The Making the Match Project was designed to investigate the education and training
experiences of university students and graduates in Canada. This project was commissioned
by the Corporate-Higher Education Forum, a group of Chief Executive officers of major
corporations and presidents of universities. The objective of the study was to examine
perceptions of managers and university-educated employees for large Canadian corporations
about adequacy of university education and corporate employment. In Russia, managers of
large firms and companies are invited to participate in elaboration of higher education
standards by the Federal Agency of Education in order to better take into account needs of
employers and to adapt university curriculum and study provision.

Researchers strive to determine what competencies should possess higher education
graduates to match current job requirements. They eager to find out how tertiary education
can prepare young specialists to meet these demands. What skills, abilities and qualities
should be developed today through tertiary education? This question generated much research
in Europe as well as in the Northern America.

According to Canadian researchers, Evers and Gilbert, a consensus has emerged
around following basic competencies: reading and communication skills, thinking and
reasoning skills, quantitative or computational skills, substantive knowledge of a field of
study, creativity, sensitivity, wisdom and integrity (Bowen (1997), Astin (1985), Boyer
(1987) (cited by Evers & Gilbert, 1991)). University of Guelph, Ontario, has officially stated
its learning objectives and published them at the beginning of its undergraduate calendar
together with textual description. The declared objectives are: literacy, numeracy, sense of
historical development, global understanding, moral and aesthetic maturity, understanding of
forms of inquiry, depth and breadth of understanding, independence of thought and love of
learning. It was stated that education is not merely a question of intellectual growth, but it also
includes growth in the emotional, spiritual, social, and physical aspects of the human
character.

The debate on what appears to be a major function of education, whether it aims at
development of individual’s personality or if it is a means of preparation for a particular job,
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is still very actual today. Kellermann (2002) underscores that the distinction between these
two functions of universities was made by Friedrich Schiller who introduced concepts of the
‘philosophical head’, i.e. ‘thinker for enlightenment’, vs. the ‘bread scholar’, i.e. ‘striver for
money’. Kellermann reminds that no clear distinction existed between general studies and
preparation for a professional activity at universities of the Middle Age. Today still higher
education is viewed as process of acquiring broad theories, concepts, learning details of a
particular field of study. Even the symposium ‘The Development a Taxonomy of Educational
Objectives” held in Chicago/Illinois in the mid 50s had an idealistic basis, adopting this vision
of university studies. The turning point in this debate, as states Kellermann, is the OECD
conference on “Economic Growth and Investment in Education” in 1961. In the ‘Sector
Working Paper ‘Education’”, published by the World Bank in 1974, it was mentioned that
while millions of educated people stay unemployed, millions of jobs are waiting to be done
because people with write education, training and skills cannot be found (World Bank, 1974,
cited by Kellermann). The Sorbonne declaration of May 25, 1998, emphasised the role of
universities in promoting mobility and contributing to employability of graduates. The joint
declaration of the European Ministers of Education signed in Bologna in 1999 stressed the
‘achievement of greater compatibility and comparability of the systems of higher education”
in order to increase the international competitiveness of the European system of higher
education.

According to Teichler (2002), higher education should not only be focused on
providing deep knowledge in a particular field. In his opinion, a conviction spread during the
last few decades that higher education should play a stronger role than in the past. It should
seek to foster ‘competencies beyond systematic cognitive knowledge’ (Teichler, 2002).
Generally, universities are viewed as institutions whose core function is to transmit theories,
methods and a systematic body of knowledge related to particular discipline or domain of
work. Apart from this, underlines Teichler, “higher education should foster competencies
relevant for successful professional practice which are based to a lesser extent on cognitive
and systematic learning”. The author singles out five additional dimensions of work-relevant
competencies of higher education graduates:

- abilities to transmit systematic knowledge to work tasks and apply systematic knowledge
on the job (i.e. ‘problem-solving abilities’);

- competencies relevant for reflection, innovation and creativity;

- successful working styles (i.e. “working under time pressure’);

- socio-communicative skills (‘teamwork’, “leadership’);

- attitudes and values conducive to successful professional work.
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An important contribution on issues of graduate employment, notably on requirements
that graduates face in the context of current economic challenges, was made by a group of
European researches within the framework of projects “CHEERS” and “REFLEX”
supported by the European Commission (5™ and 6™ framework programmes).

In 1998, a group of European researches’ carried out a large study concerning
employment prospects of higher education graduates. About 35,000 graduates (level ISCED
5A) in 11 European countries and Japan were surveyed. This research project, called
CHEERS (Careers after Higher Education: a European Research Study), enabled to
substantially increase knowledge on graduates employment, competencies acquired through
higher education and those required on the labour market and on other important issues.
Research on this topic was further continued through the project REFLEX (Flexible
Professional in a Knowledgeable Society).

Within the framework of the project “CHEERS”, from autumn 1998 to spring 2000,
about 3,000 graduates each from 9 countries in the European Region, one EFTA country
(Norway), one of the Central and Eastern European countries in transition (the Czech
Republic) and one economically advanced country outside Europe (Japan) provided
information through a written questionnaire on the relationship between higher education and
employment four years after graduation. The respondents answered questions on their socio-
biographic background, study paths, transition from higher education to employment, early
career, links between study and employment, their job satisfaction and their retrospective
view on higher education. The study provided a unique opportunity to examine the extent to
which the relationship between higher education and the world of work are similar or
different among the Western European countries. The study also helped to understand the
common elements and differences between various fields of study and occupational areas. It
helps to look at current salient issues of higher education, i.e. equality, the role educational
levels play, the demand for specialized or general competencies, the growing role of
international mobility and of life-long education, the regional diversity in higher education.
Last not least, the study allows examining the extent to which socio-biographic backgrounds,
educational experiences and achievements as well as the transition process determine early
career and links between competencies and work assignments.

® The list of Project Directors in each country includes: Dr. Rolf van der Velden, University of Maastricht, The
Netherlands; Prof. Ulrich Teichler, University of Kassel, Germany; Prof. Jean-Jacques Paul, Université de
Bourgogne, France; Prof. John Brennan, Open University, The United Kingdom; Dr. Liv Stgren, Norwegian
Institute for Studies in Research and Higher Education, Norway; Prof. Roberto Moscati, IARD Istituto di
Ricerca, Milano, Italy; Prof. Osmo Kivinen, University of Turku, Finland; Prof. José-Gines Mora Ruiz,
Universidad de Valencia, Spain; Prof. Paul Kellermann, Universitat Klagenfurt, Austria; Drs. Egbert de Weert,
University of Twente, The Netherlands. A more detailed list is presented in the chapter 6.
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Utilising the same methodology as in “CHEERS”, the “REFLEX" study was focused
on three broad and interrelated questions: (1) which competencies are required by higher
education graduates in order to function adequately in the knowledge society? (2) what role is
played by higher education institutions in helping graduates to develop these competencies?
(3) what tensions arise as graduates, higher education institutions, employers and other key
players each strive to meet their own objectives, and how can these tensions be resolved? A
series of following instruments were deployed to answer these questions: (1) a country study
highlighting the main structural and institutional factors that shape the relation between
higher education and work in nine European countries; (2) a qualitative study on graduate
competences in the knowledge society; (3) a survey of higher education graduates in these
countries.

Publications and working papers produced within the framework of the projects
“CHEERS” and “REFLEX?” significantly enhanced knowledge on graduate labour market and
employment issues in Europe. Therefore, we will refer often to these works throughout our
study.

A programme proposal for “REFLEX” project summarises the requirements that
higher education graduates face in the context of current economic challenges. Further, we
provide a short description of these findings.

e There appears to be a general weakening of the link between fields of study and
occupations. Although some occupations continue to require highly specialized formal
education, an increasing proportion of graduates are finding work in areas not closely related
to their initial study.

e The search and transition process has already become more protracted and more complex
during the last two decades, and this trend is likely to continue (Teichler, 1999; OECD, 2000).
A first job is less likely to pre-determine the subsequent tasks and positions. Changes of
employer and periods of non-employment are getting more frequent.

¢ New information technology is becoming increasingly salient for most graduate jobs. The
effects of this trend are complex and not yet fully understood, but there is evidence that it
alters the relative costs of communication, control and task performance, leading to broader
and more decentralised organisational forms, perhaps increasing the demand for knowledge
workers at the expense of lower skilled labour. The World Bank (2002) points out that while
the ICT revolution allows easier access to knowledge and information, it carries with it the
threat of a growing digital divide among and within nations.

e The formerly sharp distinction between the “two cultures” of higher education and
graduate work, namely science and engineering on the one hand and the humanities and
social sciences on the other, seems to be blurring somewhat. There appears to be an increase
in the number of ‘hybrid’ jobs, as well as in the extent to which graduates on both sides of the
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divide are expected to have limited or even extensive understanding of disciplines within the
opposite domain of knowledge (Teichler, 2002).

e Generic competencies such as problem-solving, learning and communication skills are
becoming increasingly important (OECD, 1997). It is no longer sufficient for graduates to
merely acquire specific knowledge and skills that they learn to apply in a process of learning
by doing over the course of their career. Generic competencies are thought to be needed to
ensure the transfer of existing knowledge and acquisition of new knowledge required in the
changing world of work (Teichler, 1999).

e Learning is not limited to the initial period of formal education, but is ‘lifelong and
lifewide’ (OECD, 2001). Technological and organizational changes require the constant
formation of new skills during the occupational career as well as the updating of earlier
acquired skills (Shields, 1998; De Grip, 2000). The European Commission (1995, 2000)
therefore stresses the importance of ‘life long learning’ for the knowledge society. However,
the basis for a successful ‘life long learning’ strategy is laid in initial education (Heckman,
1999).

e In most OECD countries, the percentage of women enrolled in higher education has
increased dramatically over the last few decades, and women now constitute more than half of
all those enrolled in higher education in many countries. Nonetheless, the labour market
careers of female graduates show marked differences to those of men, and returns to
education are generally lower for women than for men. Sex segregation with regard to field
of study is still prevalent, and such differences, as well as differences with regard to type of
educational degree and type of occupation, have a substantial impact on the returns to
education. Gender differences in returns to education are also found within fields of study.

Based on these observations, REFLEX/CHEERS scientific group (hereinafter
‘REFLEX research group’) singles out the four key groups of competence necessary to be
acquired by higher education graduates for effective operating in the knowledge-based
society. They are professional expertise, functional flexibility, innovation capacity and
capacity to manage and motivate others. All these competencies should contribute to form a
flexible professional.
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* k% %

Making the conclusion we may say that it appears that the emerging knowledge-based
society places new requirements on higher education systems. To master the new challenges
universities will have to change their way of management, an educational policy,
administrative procedures, study provision, etc. We remark that, on the one hand, universities
are expected to be dynamic and to adapt to a changing environment themselves. On the other
hand, certain conditions should be provided by policy makers, like sufficient financing and
restructuring of the existing system of financing, for example. One of the key changes in
tertiary education systems should concern a broadening of skills and competencies developed
through educational process. Universities are expected to produce competencies beyond
systematic cognitive knowledge. Educational processes should not be limited to transmitting
theories, methods and a particular field related knowledge, but they should enable to foster
a wide range of competencies needed for successful professional practice.
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1.2. Competencies required from higher education graduates in a knowledge-
based economy

1.2.1. Concepts of competencies and key competencies

The word ‘competence’ is defined in the Oxford dictionary as ‘ability, authority’. A
‘competent’ person in someone having ability or authority to do what is required. Words
given as synonyms or related terms to the adjective ‘competent’ are *‘able, accomplished,
adept, adequate, capable, clever, effective, efficient, experienced, expert, fit, handy, practical,
proficient, qualified, satisfactory, skilful, skilled, trained, workmanlike’ (Oxford dictionary,
1991). The opposite is ‘incompetent’. According to a Webster’s dictionary definition,
competence is “fitness or ability’, synonymous words are ‘capability, capacity, efficiency,
proficiency, skill’. Thus we observe the two main aspects of this term. The first one refers to a
capacity, ability of doing something, the second one implies that possessed abilities,
capacities, skills enable to fit or to be adequate for a work.

There is still no unique definition of the concept of competence. In literature it may
be considered in a more or less large sense. A variety of existing definitions of the concept of
competence was Yyielded partially as a result of interest to it by different field of social
sciences. Philosophy, psychology, linguistics, sociology, economics, etc. tried to study and to
interpret this term. In general, in all these disciplines, competence is conceptualised as a
system of abilities, capacities and skills that are necessary to attain a specific goal.

Weinert (2001) writes the following about the term of competence: “Over the last few
decades, competence has become a fashionable term with vague meaning not only in public
use, but also in many social sciences. One could even refer to a conceptual “inflation”, where
the lack of precise definition is accompanied by considerable surplus meanings.” Thus the
author argues that the definition of competence is not clear enough nowadays. Weinert cites
as an example the definition provided by advisory committee for technology and innovation
(ACTI) appointed by the German Chancellor where three main structural components are
singled out; they are knowledge, experience, and judgement element.

“Competence can generally be understood as knowledge times experience times
power of judgement. Knowledge is the necessary foundation of competence, and experience is
the habitual way one deals with acquired and continuously changing knowledge. Power of
judgement is a criterion for independence of knowledge and its use. Thus competence is
always more than just knowledge or just experience” (BMBF, 1998, cited by Weinert, 2001).
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Even if the definition provided by the ACTI appears to be rather confusing and vague,
it underlines that the competence is not only a stock of knowledge and capacities to use this
knowledge, but is also a product of social judgement.

Suleman (2003), argues that the notion of competence included three dimensions:
resources, mobilised knowledge, and evaluated behaviour (see Figure 1). Considering works
of Eymard-Duvernay and Marchal (1997) realised within the framework of the conventional
economy, she considers competence as a product of social judgement, a social construction.
According to G. le Boterf (le Boterf, 1998), the distinction between resources and
competencies lies in the fact that competence appears with social judgement.

Figure 1. Three key dimensions of competence

Resources

A
Competence .| Mobilised knowledge

A

A
Social judgement

However, a pith of competence constitutes cognitive knowledge. This includes all of
an individual’s mental resources or general intellectual abilities. Psychometric approaches
understand intelligence as a system of more or less content and context-free abilities and
aptitudes (Carroll, 1993). They provide the cognitive prerequisites for purposeful action, good
reasoning, and effective interaction with the environment. In the model by Suleman, cognitive
knowledge refers to “resources”.

Another important element of competence constitutes the aspect of mobilisation of
existing knowledge in the situation of work. This issue refers to the distinction between the
notion of competence and the notion of qualification. This distinction was introduced in
France in the middle of the 80s as a juxtaposition of the “model of competence” and “model
of qualification”. For Oiry and D’lribarne, the notion of ‘competence’ concerns an
individual’s qualification, whereas the notion of ‘qualification’ refers to qualification
requirements in a workplace (Oiry and D’lribarne, 2001). According to Reynaud, context has
an important role for the concept of competence. In fact, ‘competence’ implies to get together
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and to mobilise acquired knowledge, abilities, experience and behavioural characteristics in a
particular context (Reynaud, 2001).

The competence is frequently used in couple with the term *skills’. Moreover, skills
are often confused with competence. We observe that boundaries between the two concepts
are somewhat blurred. It is particularly the case in literature on key skills and key
competencies. We found out that the list of key competencies may sometimes coincide with
the one of key competencies. The vague distinction between the two terms stems from their
linguistic definitions which indicate clear synonymous relations. According to Oxford
dictionary, “skill’ is the ability to do something well. Thus both aspects of the meaning of
‘competence’, that is a capacity to do something and ‘perform a work that fits the
requirements’ are kept in the term *skill’.

Some authors understand competence in a larger sense than skills. Skills refer more to
“sensitive-motor” abilities (Leplat, 1993). Skills in some works are argued to be a base for
competence, its constitutive part. In some literature, skills and competencies are treated as
synonymous. It is often not easy to understand clearly the distinction between the two terms,
as authors do not define the terms precisely (Salganik, 2001). For example, the Canadian
expert panel on skills uses the term skill in its broadest sense. A skill is understood as a
combination of knowledge and the ability to apply knowledge. It involves both ‘know-what’
and ‘know-how’ to perform a certain task (Expert panel on skills, 2000). Further, in our work
we will use competencies and skills as synonymous’.

In regards to the Russian terminology, the term ‘competence’ did not exist till
presently. With a rather slow pace this word is penetrating now into Russian literature, we
found a very limited number of scientific literatures where the word ‘competence’ is utilised.
These publications dates back to two — tree last years. The adjective ‘competent’ however
does exist in the Russian language and names a person who is capable to perform well tasks
using a set of existing abilities. The term ‘skills’ corresponds in Russian to ‘navyki’,
capacities and abilities to a word ‘umeniya’.

We indicated before that an important element of competence constitutes a social
judgement. Therefore, the measurement of competence appears to be crucial in grasping
abilities an individual possesses. Allen and Velden (2005) give an overview of the methods

" The choice of using words ‘competences’ and “skills’ as synonymous is related to the fact that we will analyse
and refer to many publications in which skills are understood as competencies (Bowles, Gintis, Osborne, 2001;
Heckman, Stixrud and Urzua, 2006; Postlewaite and Silverman, 2006; Blanden, Gregg, Macmillan, 2006;
Canadian expert panel; etc.).
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that are commonly used to assess skill® levels in a given population, differently to level of

acquired and required skills.

Table 1. Methods of assessment of acquired and required level of skills

Methods to assess skills acquired Methods to assess skills required

Method Level Method Level
Proxy: Aggregate of Proxy: Aggregate of jobs:
- by education educational groups: - by occupational occupation

level or field analysis

Objective measures: Objective measures:
- assessment, Individuals - job analysis
- testing Individuals Individual jobs
Subjective measures: Subjective measures:
- supervisor rating, Individuals - employer survey | - Aggregate of jobs:
- individual Individuals - supervisor rating, | sector or occupation
- self-assessment; Individuals - worker’s - Individual jobs
- proxy by required assessment
- skills - Individual jobs

Source: Allen and Velden, 2005

In our study we will analyse both acquired and required level of competence in order
to see what competencies are demanded from graduates by employers and to investigate to
what extent graduates possess them. Two analyses will be based on subjective measurement,
notably, individuals’ self-assessment. Graduates were asked to rate from 1 (low extent) to 7
(high extent) the level of acquired and required competences. We should mention that the
method of self-assessment has its strengths and its weaknesses. According to Allen and
Velden (2005), it is well-suited to measuring skills, but at the same time it is time-consuming
and therefore, poses limits to the number of skills that can be assessed. The main advantages
of self-assessment include the fact that it is “relatively easy to administer to large samples,
can be administered simultaneously in different locations, provide responses that are easily
guantifiable and thus analyzable, are relatively inexpensive to produce and administer, and
can be used in any or all of a number of different ways, such as personal or telephone
interviews and questionnaire distributed by regular mail, email, or via the internet™ (Richter
and Johnson, 2001, Patrich and Sievert, 1994, cited by Allen and Velden, 2005).

We should also draw out that measurement of competencies may seem to be
complicated to individuals. In practice, different competencies are closely related. They
intermingle and overlap one another in many points. Thus it is not easy for an individual to
assess each particular competence.

& Authors treat identically key skills and key competencies
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Key competencies

Another relevant aspect of competence is the notion of key competencies. Key
competencies undertaken as a vide range of personal and professional qualities needed for
effective performing in the modern society have been largely studied these recent years.

The question on key competencies required in the modern society appears to be of
high interest not only for scientists, but also for policy stake holders and other important
actors of the society. In recent years, researchers have recognised that curricular-based and
subject related competencies do not capture the full range of education outcomes. It was
observed that a broader set of competencies are acquired through education and training and
other life experiences.

Thorough studies on competencies enabling to individuals to perform effectively in
the modern society were conducted since 1997 within the framework of the project DeSeCo
(Definition and Selection of Competencies: Theoretical and Conceptual Foundations)
commanded by the OECD. Allen and Velden (Allen and Velden, 2005) state that the term
naming key competencies was first introduced by Mertens (1974) to “denote skills that have
more permanent value in a time where specific skills may quickly be rendered obsolete and
where workers need to be more flexible”.

Authors point out that the unique list of key competencies does not exist currently
and finding a consensus on it turns out to be rather complicated: ““... Just like the quest for
holy grail, the quest for key competencies has proved to be a difficult undertaking” (Allen and
Velden, 2005). Key competencies are also sometimes referred to as basic skills, core skills,
core competencies, key qualifications, key skills. The concept of key competence is no less
vague, writes Weinert (Weinert, 2001) than the concept of competence. “Only in the German
literature on occupational training”, states the German professor, “within the last few years
over 650 different key competencies have been suggested”. These competencies vary from
such abilities as creativity, logical thinking, problem-solving capacities, achievement
readiness, independence, and concentration abilities to foreign language skills,
communication skills, and media competencies. Allen and Velden mentioned three thorough
reports providing a list of key skills/competencies.

Key competencies by Rychen (2001) are considered as “structured around meeting
demands of a high degree of complexity and are comprised of cognitive as well as
motivational, ethical, social, and behavioural components”. The second relevant element of
key competencies according to Rychen, is their transversal character. It means that key
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competencies should enable to individuals to participate effectively in all relevant social
fields.

As a response to a wide range of complex systems of key competencies identified by
various authors, Rychen proposes three broader categories that encompass many required
features. According to the author, for effective interaction with the environment an individual
should be able to:

1) act autonomously and reflectively;
2) to use tools interactively;
3) to join and to function in socially heterogeneous groups.

Sembil (1992, cited by Rychen, 2001) distinguishes between objective competence
and subjective one. The first type of competence refers to performance and performance
dispositions that can be measured with standardised scales and tests. The subjective
competence deals with subjective assessment of performance-relevant abilities and skills
needed to master tasks and solve problems (Sternberg and Kolligian, 1990). The concept of
subjective competence can be further differentiated into heuristic, epistemological and
actualized competence (Staudel, 1987).

- Heuristic competence (or generalised competence) is a generalised expectancy system
concerning the effectiveness of one’s abilities across different situations.

- Epistemological competence (or domain specific competence) concerns believes and
confidence that one possesses, domain specific skills and knowledge to master tasks
and problems within a specific content domain.

- Actualised competence (or dynamic competence) refers to momentarily experienced,
subjective self-confidence that one has, the abilities, knowledge, and skills believed
necessary for success in a concrete learning or performance situation.

According to Canto-Sperber and Dupuy (2001), the five key competencies or
constellations of competencies are: competencies for coping with complexity, perceptive
competencies, normative competencies, cooperative competencies, narrative competencies.
Competencies for coping with complexity, as Canto-Sperber and Dupuy construe them,
“command the whole gamut of human expertise”. Cooperative competencies enable to handle
conflicting interests and to take benefits of social cooperation. Narrative competencies depend
upon the human capacity to tell stories. They are mainly a way sense of what happens in life.

In Levy and Murnane’s opinion (2001), the following competencies are necessary for
‘successful and responsible life”:
1. Basic reading, mathematical skills and ability to adjust to changing circumstances.
These competencies are important in determining long-run labour market outcomes.
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The ability to communicate effectively, both orally and in writing.

The ability to work productively in groups.

The ability to relate well with people.

Familiarity with computers.

Formal educational credentials seem to contribute to a development of many
competencies useful for economic success; they are therefore important in life.

o U AW

According to Ashton and Green (1996), the modern economy influenced by the
growing role of knowledge requires ‘multi-skilled workers’. A large proportion of the
workforce is assumed to acquire problem-solving skills. In order that workers could use their
problem-solving skills for creative activities, organisations structures should assure that new
type of work organisation are introduced enabling more trust and greater participation of
workers in managerial processes (Carnoy, 1995). This implies that executives should acquire
‘social skills’ that should help them to set up and manage more flexible organisational
structures. Especially in the expanding service sector, customer-oriented skills are required
more widely. However, underline Ashton and Green, “basic skills such as literacy are argued
to have an increasing role in the modern workplace”.

David and Foray (2002) underscore that knowledge-based economy demands, first and
foremost, a proficiency for the use of information technologies. There appear that teamwork,
communication and learning skills make part of set requirements. Generic abilities, like
“learning to learn, knowing what we do not know, being aware of the main forms of heuristic
bias that can distort the power of reasoning” turn out to be essential even more than specific
technical skills.

The Canadian expert panel on skills (skills taken in a broad sense, thus equal to
competencies) distinguishes five basic categories of skills:

1. Essential skills refer to the ability to read, write, calculate and operate basic computer
applications. They also refer to the ability to think; analyse and solve problems; learn
independently; exercise responsibility; adapt to a range of situations; communicate
effectively; cooperate with others; and work in teams. Essential skills — coupled with
attitudes such as drive, determination, enthusiasm and commitment — are broadly
recognised as basic building blocks for productive participation in the workforce.

2. Technical skills include the “ability to do” or to perform specialised tasks which may be
particular to a single occupation or industry.

3. Management skills encompass the ability to undertake organisational activities such as
planning and marketing, evaluation, as well as the ability to manage people, capital,
budgets, etc. that has broad application across industry sectors.
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4. Leadership skills refer to the ability to motivate and assist others to achieve their full
potential, to take risks, and to formulate a vision;

5. Contextual skills include the ability to operate successfully in different settings, such as in
different countries, in different regions, or in a culturally diverse workplace.

In examining the work environment in the knowledge-intensive industries, the panel
found out that it is also useful to differentiate among four distinct skill levels:

1. In a low skill environment, work is commonly of a repetitive and routine nature. The
required skills can often be learned on the job and generally demand limited formal
schooling.

2. In an intermediate skill environment, work requires the ability to apply learning to
customary and new situations, often independently.

3. In a high skill environment, work usually involves applying new or old technologies to
new situations. This regularly requires creative thinking and problem solving.

4. In an “at the edge” skill environment work routinely involves developing new
technologies; creating new industries or expanding existing ones.

Kwok (2004) carried out a study among graduates of one Manitoba university,
Canada, in order to see to what extent graduates through their university study develop a set
of ‘employability skills’. He singles out the following key skills or employability skills:
writing skills, computer skills, oral communication skills, mathematical skills, research skills,
decision-making skills, critical skills, evaluation skills, teamwork skills, and life-learning
skills.

We have just examined what competencies appear to be of high importance for
effective performing in the society and conducting a meaningful life. We found a large variety
of lists of key competencies. These differ from one author to another depending on the aspect
approached. The overall consideration of all these theories enables to draw a general picture
of competencies required in the process of labour activity. They are:

1. Capacity to perform and reflect autonomously;
Capacity to learn rapidly new information and knowledge and adapt to changing
circumstances;

3. Capacity to relate well with people and to work productively in groups;

4. Be familiar with information technologies.

Taking into consideration the demands on key competencies imposed by the society, a

‘REFLEX’ research group distinguished competencies required from higher education
graduates. Further we provide the evidence from their analysis.
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1.2.2. Competencies required from higher education graduates: evidence from countries of
the European Union

A group of European researchers within the framework of a large research project on
graduates’ employment (REFLEX) argues that graduates are expected to be more or less
competent in at least the following four areas: professional expertise, functional flexibility,
innovation and knowledge management and mobilisation of human resources.

These demands result from changes in labour market processes. On the ‘transitional
labour market’ as calls Schmid (2000) the modern organisation of the labour market, the
demarcation lines between different fields of social activity have been blurred. This leads to
increased mobility and flexibility patterns and to an overall focus on employability. Demands
that economics place on graduates are also framed by the increasing role of knowledge in the
society. It explicitly appears in rise in importance of high-technology sectors in the economy,
and also transformations in work organisation, as Teichler states (Teichler, 1999).

European experts argue that in this context the quality of professional expertise
implies “a high degree of mastery of the knowledge and skills that are relevant in one’s own
domain of work”. Mastery is not sufficient for being an expert. A second characteristic feature
of experts is an ability to use this mastery to diagnose and solve complex problems in their
own area of work. As graduates gain more experience, they will develop tacit knowledge and
an ability to quickly recognise patterns. Professional expertise according to the REFLEX team
Graduates also includes the capacity to command authority. They believe that highly qualified
professional would one day be asked to act as an authoritative consultant or advisor for others,
thus they need to be able to act decisively in uncertain situations.

The functional flexibility deals with the ability to “take up diverse challenges, many
not directly related to their own field of expertise, and to quickly acquire new knowledge”. In
the context of rapidly changing environment this should enable graduates to be broadly
employable on the labour market. The concept of ‘high adaptive potential’ being made on
graduates seems to be relevant. REFLEX expert group underlines that “flexible graduates
need to possess a high level of ability to deal with change in a positive way, seeing changes as
windows of opportunities rather than as threats, being eager to learn and to try new things,
and using their work as a tool for acquiring new competences through experience”.

Innovation and knowledge management refers not only to “the innovation capacity of
HE graduates, but also to their ability to create an environment in which knowledge
production and diffusion is optimised, and to implement innovation in their own job as well as
in the organisation as a whole (Corvers, 1999, cited in the REFLEX program proposal). This
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quality placed on graduates appears to concern a range of competencies needed for both
developing and implementation of ideas at work. Finally the quality of ‘mobilisation of
human resources’ implies that graduates should be able to mobilise their own resources as
well as ones of others. Young professionals are expected to have a strong capacity to work
autonomously but also to work in groups.

We may conclude that the demands made on graduates by the modern economy
appear to be quite complex. They call up for a vide range of different competencies for young
professionals to possess.

We remark that even if the mastery of knowledge in a field related to ones” work is an
important requisite for being an expert and this quality appears in first turn on the list; it is not
however sufficient for today’s professionals. “Mastery alone does not make someone an
expert”, state European scientists.

It is also mentioned in the report that all the four competencies are related with each
other. Simply according to the common sense, one may imagine that expert knowledge is an
important prerequisite for professional expertise or also for innovation and creation of new
knowledge. Although a good proficiency of expert knowledge does not necessarily implies a
good capacity of innovation.

The latter conclusion seems to be of high importance for our study as it makes clear
that expert knowledge is an essential quality for effective performance on the labour
market, but it does not guarantee graduates’ success on the labour market.

The further analysis undertaken in this thesis will seek to find out whether, in the
context of the transitional economy, requirements placed by labour market appear to follow
the European tendency. In other words, do Russian graduates face demands that require not
only deep expert knowledge but a wider range of competencies, like functional flexibility,
innovation and knowledge management, etc.?
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Chapter 2.

Russian economy and labour market
In transition
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Abstract

Reforms of the yearly 90s made the Russian Federation a democratic country, with a large
private sector, and a free market. However, at the end of the 90s, with an estimated 40 %
decline in the gross domestic product since 1991, a crumbling infrastructure, and increasing
political and financial instability, Russia had barely resembled a developed country.
Problems of the 90s had seriously affected the overall economic situation in the country. This
generated a sharp increase in unemployment rate, lack of workplaces, appearance of
informal economic activities and practices, growing discrepancies in development of
economic sectors and branches, increasing differentials between geographical regions.

Young people found themselves in a difficult situation in the new economy. Statistics show
that the young population had been pushed out of the labour market. Between 1992 and 1999,
the employment level in the age group 15 — 24 had decreased by 25% (whereas among people
aged 25 — 49, it had fallen only by 7% over the same period) (Goskomstat, 2005). The
decrease in youth employment is explained by some researchers by the lack of relevant
education and work experience (Tchetvernina et al., 2001).

An economic ‘revival’ has been reported in the country since 1999 — 2000. This geared more
demand for qualified labour. Companies now compete for highly-qualified employees in hope
to get more productive workers that could contribute to a company’s success. To this regard,
a duality appears on the Russian labour market as some companies cannot/do not want to pay
competitive wages to qualified labour (Gimpelson, 2006). We believe that this duality occurs
between the private sector and the public one.
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2.1. Recent transformations in the Russian economy

Russia appears to be the biggest country in the world, with a land area of 17 million square kilometres.
Modern Russia has a population of 146 million. The bulk of population is concentrated in the western side of the
country. During the period of 1992 to 2000, Russia’s population decreased by 2.8 million, representing over 2%
of the total. This decrease resulted from emigration and falling birth rates, which in turn reflected the economic
crisis that took place in the country since 1990.

The Constitution of 1993 made Russia a federation with 89 ‘subjects’. These subjects comprised 21
republics, 52 “oblasts™, six “krais” and ten autonomous “okrugs”. At sub-regional level there were 1,869
“raions” and 650 major cities which had their own administrations. In 2003, the whole territory of the country
was divided in 7 federal “okrugs” (federal region). In each “okrug” a representative of the Russian president was
designed.

In 1990-1991 Russia changed its political and economic organisation. The command economy was
abandoned for constructing a free market society. Following the dissolution of the USSR, the Communist Party
lost its status as a monopolistic political structure. A high degree of centralization and unification was typical for
the soviet Russia. From 1990 significant changes were made by the new government to lead the Russian
Federation to democratic society. First efforts concerned educational system. In June, 1992 a new Law on
Education was adopted which introduced new priorities such as liquidation of the state’s monopoly on education,
decentralization of management in favour of self-governing for educational institutions, humanisation and
individualisation of education, etc.

The transitional period started since the 90s is known as a period of ‘system
transformation’. Kudrov (2006) distinguishes three main stages in the system transformation
of that period. The first one refers to the beginning of restructuring. This is characterised by
the process of acquiring principles of a new labour market economy and abandon of a
socialist model of managing. Public companies become private, directing boards get more
rights and liberty in decision-making, companies establish themselves trade relations with
their clients and deliverers, the practice of state price regulating disappears, the private sector
gains in size in both industrial and agricultural branches. The second stage concerns a process
of a wide privatisation, occuring in all economic spheres. In that period has been forming an
infrastructure of different markets: market of capital, labour market, lend market, market of
services, market of intellectual products, etc. The third period is linked with a deepening of
restructuring of a newly appeared market economy underpinned by further privatisation
activities.

Many changes, happened in this period of a system transformation, had been painful
for the Russian economy.

The attempted "shock therapy" reforms launched in January 1992 brought about a
period of economic decline of unprecedented proportions, after several years of stagnation
and relatively modest decline. Partial price liberalization in January 1992 caused an
inflationary process in which consumer and producer prices rose by over 2,500% in less than
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a year (UNDP, 1996). The resulting dislocation and fall in personal incomes were reinforced
by the gradual reduction in government subsidies for rent, transport and other necessities of
life. Prices continued to rise by about 20% per month during 1993, 10% during 1994, falling
to 3.2% at the end of 1995, prior to rising again in 1996 due to liberalization of energy prices.

With the increase in inflation in the early 1990s, the economy slumped, producing an
outcome for several years of "hyper-stagflation™. GDP declined continuously every year
since 1990, and in 1994, it declined by 20%. The GDP in 1995 was estimated at about $850
billion, compared to that of the USA of $7 trillion. Industrial output declined 4.7% in 1995,
bringing the total fall to 53% since 1989. Agricultural output also fell by 8% in 1995.
National income fell by over 40% between 1991 and 1996, and living standards continued to
decline. Per capita income in Russia of about $5,700 per year was about 21% of per capita
income in the USA. It was expected that the economy would start growing not until 1998.

It is considered that the extent of these falls had been mitigated by an active informal
sector, estimated at about 20% of GDP, which for the majority of people engaged in it
provided a modest income supplement. For a minority, however, engaged in “mafioso-type”
activities the income and power gained from the so-called informal economy had been very
substantial. This phenomenon helps to explain much of the capital flight (estimated about $50
billion) which took place in the 1990°s. In addition to these losses, it had been estimated that
in 1993, total revenue from economic crime accounted for 6% of GDP, almost as much as
contributed by agriculture.

By 1995, about 70% of total production was accounted for by the private sector. Some
14,000 companies were privatized between 1993 and 1996. 40 million Russians had become
shareholders by late 1994.

But of serious concern is the fact that between 1989 and the end of 1994, Russia
attracted only $1.6 billion in foreign direct investment, which was less than a quarter of the
amount attracted by Hungary and about half the amount invested in the Czech Republic. The
main factors contributing to this include the lack of operational laws and regulations, crime,
political uncertainty, poor infrastructure and the tight budgets which indirectly contributed
through limiting public spending on social protection, public sector efficiency, delivery of
salaries, and environmental protection and infrastructure.

The overall economic situation had been aggravated by sharp shortages in revenues of

the state, due to non payment of taxes and debt. It was estimated that the Russian authorities
were collecting taxes equivalent to about 9% of GDP when they were budgeting to collect
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13% of GDP. As a result, the state had inadequate funds to cover many of its obligations,
particularly social ones like wages in public companies.

In the year 2000 Russia saw a high economic growth (over 8%), substantial budget
and trade surpluses, and international reserves were on the rise (three times their 1998 level)
(Linn, 2001). This performance is mostly due to high oil prices on the international market.

Notwithstanding, Russia cannot rely exclusively on energy resource revenues, but

must focus on deep institutional reform of its economy and it should aim to achieve a

sustained high investment level that is required for broad-based productivity and employment

growth. Current weaknesses in the Russia’s economic structure are reflected in the following

features (Linn, 2001):

e Too little investment, with the exception of the large financial and industrial groups which
have benefited from the energy price spike.

e Too little creation of new firms and growth of small and medium enterprises (SMEsS).
They represent only 30% of employment in Russia, compared with almost 60% in Central
Europe.

e Too little bank financing, especially for SMEs.

e Too little foreign direct investment (less than half of the FDI going to Hungary, and less
than one fifth of FDI to Poland).

e High capital drain abroad (estimated at over $ 20 billion per year)

The fundamental problems of Russia can be found in four key areas:

« The business environment, while somewhat better than in the past, remains fundamentally
unfavourable.

« The quality of public administration is weak.

. The banking and financial system is not working effectively.

« Social services are not effectively provided.

Early progress has already been made in a number of areas: improved payments
discipline, tax reform. However, in future, much depends on the ability of the country to
pursue effective market-oriented reforms, institution building and integration with its
neighbours and the world economy.

Yasin (2004) argues that the modern Russian economy has adopted a model of ‘a
transitional economy with high adaptation potential’. In his opinion, Russia did not
experience a deep restructuring over its move toward free labour market, but it had adapted to
institutional reforms and changed circumstances. This adaptation process geared some
negative trends in the economy. Today, its main particularities appear to be the following:

62



« A gap between formal and informal institutions. New reforms were rejected by the
traditional model of the society.

. Weak state power. During transitional periods the power of state usually weakens. This
results on the one hand in less control for citizens, but also in more “proizvol’ (free will)
of state officials.

« Shadow economy. This type of economy in Yasin’s opinion has always accompanied the
soviet economy, but it became more important since the 1990s.

« Increase in social differentiation. The coefficient of differentiation had augmented from
4,5 times in 1990 to 14,5 times in 2002.

. Criminality. Weakening of state power decreased risks of punishment, which brought
about high rate of criminality in the country.

« Reinforcement of red-tape and corruption.

« Managed democracy. This implies the presence of formal democracy accompanied by
free will of governors.

It is important to mention that in spite of a relative increase in life standards of
population, growing GDP since 1998 — 2000, rise in investment in material factors of
production, serious disproportions are observed in the development of different economic
sectors and branches (Eremina et al., 2004).

Table 1. Average nominal salary in 2004, by economic branches

Branch Salary (in roubles) | % of average wage
All branches 6831 100
Industrial production: including: 8060,8 118
- oil extracting 23725,9 347,3
- oil production 14071,5 206
- gas extracting and production 33747,2 494
Agriculture 2778,3 40,7
Construction 7947,2 116,3
Transport 9684,2 141,8
Communications 9142 133,8
Trade and catering 4923,7 72,1
Informatics 9563,6 140
Housing and utilities 5800,9 84,9
Health and social insurance 47448 69,5
Education 42543 62,3
Culture and arts 4289,1 62,8
Research and development 8585,4 125,7
Finance and credit 17042,4 249,5
Administration 8330,9 122

Source: “Russia in figures, 2005”, Goskomstat, p. 107
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We remark drastic discrepancies across economic branches. Wages enjoyed by
employees in gas and oil extracting and producing industries turn out to be from 350% to
500% higher than the average wage across all sectors. While in such sectors as trade and
catering, house and utilities, health and social assurance, education, culture and arts, an
average salary appears to be lower than the mean for all sectors (by 15% to 38%). We should
note that the latter branches, except for trade and catering, are state-funded. We note thus that
salaries in the public sector are much lower than in the private one, except for the branch
administration. The lowest wages are reported in the agricultural sector (41%), in education
(62%) and in the culture and arts branch (63%). The highest salaries are observed in the gas
and oil extracting and producing branches (350% - 500% of the mean) and in finance and
credit (250%).

Official statistics show that there are considerable differencies in economic indicators
across regions in Russia. We may observe from the below table how different are Russian
regions in terms of population, surface, industrial production, and gross regional product. We
remark a steep differentiation in level of salaries and per capita income as well. These
differences have been accentuated significantly over the reform time.

Figure 1. Per capita income, by regions

Per capitaincome, by regions
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O Per capita monthly income (in roubles)

Legend : 1 — Total for the Russian Federation ; 2 — Moscow; 3 — Moscow region; 4 — S.-Petersburg;
5 — S.-Petersburg region; 6 — Volgograd region; 7 — Stavropol region; 8 — Tyumen region
Source: “Russia in figures, 2005, Goskomstat, p. 42-44

We choose to present five regions and two federal cities. VVolgograd region presents a
big industrial region, Stavropol region is a rich agricultural zone, Tyumen region is an
example of a petrol and gaz industry region. Moscow and Saint-Petersburg are the biggest
cities of Russia with the richest economic infrastructure.

Per capita income appears to be the highest in Moscow and Tyumen regions,
employee’s average salary in these regions are respectively 10,500 and 17,000 roubles, that is
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200 and 250% more than in Volgograd, 5,000 roubles, and in Stavropol regions, 4,500
roubles. It is also interesting to mention that there is a significant difference between Moscow
and the Moscow region and St.-Petersburg and its region. Per capita income in Moscow is 4
times bigger than in the Moscow region, the average salary per month in the Moscow region
is 3,000 roubles higher than in Moscow. The difference between the average salary in St.-
Petersburg and its region is smaller, but still important, 1,500 roubles.

Table 2. Socio-economic indicators of some Russian regions, 2004

Russian Moscow Saint- Saint- Volgograd | Stavropol Tyumen
Federation | Moscow | region | Petersburg | Petersburg region region region
region

Surface (thousands) 17 075 47 86 114 67 1435
Population (thousands) 143 474 10 407 6 630 4600 1653 2 655 2718 3308
Number of employed
(in 2003) (thousands) 65 666 5631 2577 2380 709 1240 1077 1 865
Per capita income 6 400 20600 | 5900 8 700 3900 4500 3900 11 800
(per month), approx. in
roubles
(approx. in euros?) (180 €) (570€) | (160¢€) (240 €) (110 €) (130 €) (110 €) (330 €)
Average salary ] 6 800 10 600 7 600 8200 6 800 4900 4600 17 300
per month, approx. in
roubles (190€) | (300€) | (210€) | (230€) (190 €) (140 €) (130 €) (490 €)
(approx. in euros)
Gross regional
product, 11582 2441 447 436 132 138 110 1194
in 2003, in mld roubles
Industrial production, 11209107 | 476 651 | 3799974 | 341803 | 158445 | 125970 67594 | 1195931
in min roubles

Source: “Russia in figures, 2005”, Goskomstat, pp. 36 - 43

As states Yasin, another negative consequence of economic transformations appears to
be a social differentiation. The Gini’s coefficient has been growing steadily throughout the
90s and it continued to rise at the beginning of the 2000s: between 1992 — 2000 it increased
by 37 % (from 0.29 in 1992 to 0.40 in 2000), and over the last four years it augmented
slightly by 3 % (see Table 3).

Table 3. Gini’s coefficient (index of income concentration)

1992

1995

2000

2001

2002

2003

2004

0.289

0.387

0.395

0.398

0.398

0.402

0.406

Source: “Russia in figures, 2005”, Goskomstat, p. 110

o Exchange rate: 1 euro = 36 roubles (by December 2004)
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2.2. Labour market evolutions

We showed in the previous paragraph that in the economic development of the country
since the beginnings of 90s two main trends are observed. The period from 1990 till 1999 is
characterised by the overall economic decline and a drastic GDP decrease. A certain revival
is reported since 1999 — 2000 till present. Evolutions on the labour market have been
following the overall economic tendencies (Gimpelson and Kapelushnokov, 2006). The first
period is characterised by a drastic shrink in employment and decrease in wages, since the
beginning of the third millennium the situation has been inversed.

As to the period of recession, researchers split it out into three periods (Tchetvernina
and al., 2001). The period from 1991 to 1993 was characterized by the reduction of surplus
labour inherited from the soviet past (i.e. in construction, and research and development); the
newly emerging private sector; the initial accumulation of surplus labour in manufacturing
industries due to a fall in demand for industrial goods; the decrease of real wages; and the
growing share of working poor.

The second stage, 1993 to 1995, witnessed the influence of privatization. By the end
of 1995, 122,000 enterprises had been privatized. The first mass dismissals showed up,
bringing deepening wage differentials and the measures introduced by management (early
retirement, shorter working hours, and temporary employment) to adjust labour input. In this
period, the level of employment and the unevenness of its distribution across regions rose
considerably, due to further falls in output and the emergence of persisting economic
depression in some regions.

In the third stage, 1996 to 1999, formal and informal processes intermingled. The
distinctions between employment and unemployment became blurred; hidden employment in
the shadow economy, along with hidden unemployment, became widespread. In August 1998
the cumulative effect of negative economic factors caused a precipitous fall in the exchange
rate and a partial collapse of the national system of credit and finance. The direct consequence
of these events was a second round of wage reductions across the economy, including
employment reduction in the newly emerged private sector. Almost every region of the
Russian Federation suffered a steep increase in unemployment and a crisis in the system of
state support for those who were unemployed. Mass failure to pay contributions to the
Employment Fund — to regional employment funds on the part of employers and, on the part
of regions, to the federal authority — jeopardized government ability to pay unemployment
benefits and to provide other types of assistance to their unemployed citizens. These
complications and the introduction of restrictions for unemployment registration resulted in a
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level of registered unemployment which was considerably below that calculated officially and
which began to contract against the background of general unemployment.

The negative socio-economic impact of the 1998 financial crisis also had a positive
side. Higher prices of imported goods resulting from rouble devaluation increased the
competitiveness of the domestic production, that stimulated output growth in a number of
sectors, positively affecting employment in industry and (partially) in the trade and services
sector.

A certain revival of the economy in 2000 opened a new stage of development. This
was accompanied by the development, albeit not without errors, of new modes of enterprise
operation and management in both the public and private sectors — including switching to the
production of competitive goods, the search for new business partners, innovation, and
changes in employer-employee relations. Informal and secondary employment rose in the
mid-1990s, providing some workers with the opportunity to compensate the declining of real
wages in their primary employment. However, such an income often implied longer working
hours and non-regulated labour relations in the form of civil contracts or none at all.

The following conclusions were made by researchers on the nature of the Russian
labour market evolutions throughout this transition period. Rostislav Kapelushnikov (1999)
underlines that notwithstanding the unprecedented deepness and longevity of the transition
crisis, Russia has experienced neither a sharp employment reduction, nor an explosive
increase in open unemployment. Its general unemployment rate has not reached a level
characteristic of the peak of transition crisis in CEE countries. The registered unemployment
rate has fluctuated around the 2-3% mark; the average unemployment duration has remained
rather moderate; dismissals have not become widespread; and enterprises have been actively
hiring new employees.

On the one hand, this feature of the Russian labour market may seem to be positive for
the Russian economy. However, it doesn’t facilitate deep economic restructuring. Thereby,
Kapelushnikov argues that the main operational principle of the Russian labour market is
“adjustment without restructuring”. The actual situation in the Russian labour market presents
a puzzling combination: high mobility of workers and flexibility with slow general
restructuring. One clue is the deinstitutionalized character of the labour market. In other
words, the lack of clear and effectively enforced “rules of the game”; implicit rules and
unwritten agreement prevail over formal obligations. Such a situation results finally in
numerous abuses and opportunistic behaviour (for example, widespread delays in wage
payments).
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Consider in more details characteristic of the Russian labour market today°.

Employment. According to a Goskomstat (National Statistics Office) survey, in
November 1999 the total number of employed persons was 85% of the 1992 level. Other data
by Goskomstat, based on an evaluation of the balance of labour resources and the share of
some categories of employment not collected in official statistics (workers in the informal
sector, in unregistered entrepreneurship or unlicensed economic activity, or migrants),
indicate that in 1998 the number of employed persons was 88% of the 1992 level and 86% of
the 1991 level (Tchetvernina et al., 2001).

Shrinking employment after 1992 was accompanied by a drastic fall in real wages and
incomes. In 2000 real wages had not reached their pre-reform level. According to official
Goskomstat data, the average wage in December 1998 was only 27% of the average wage
across the Russian Federation in December 1991. According to the same source, the ratio of
nominal wage to subsistence minimum decreased over the same period 1.5 times: down to
180% in December 1998 from 448% in December 1991.

Table 3. Wage dynamics and ratio of nominal wage
to subsistence minimum, 1991-1998

Year Average wage Ratio of average nominal wage
(roubles, prices of 1991) to subsistence minimum (%)

1991 548 335

1992 369 229

1995 246 179

2000 238 172

Source: “Russia in figures, 2005”, Goskomstat, p. 109

Declining employment was accompanied by a decrease in production and a reduction
in per capita GDP. According to Goskomstat data, GDP in 1998 was down to 68 per cent of
the 1991 level. Until the mid-1990s, GDP reduction rates were outpacing those of
employment decline, a feature that set the Russian Federation apart from other transitional
economies in Eastern Europe, as Table 4 shows (a similar situation developed in Ukraine and

19 For the below analysis we used statistic data provided by the State Committee of Statistics (Goskomstat), as
well as calculations by following researchers and expert groups:

- Tchetvernina et al, “Report on labour market flexibility and in Russia” International Labour Organisation,
Geneve, 2001/31;

- UNDP (1996), United Nations Development Program, Regional Bureau for Europe and the Commonwealth of
Independent States, “Human development report 1996”;

- UNDP (2004) “Report on human development in the Russian Federation, 2004”, UNDP, Moscow, 2004;

- Kapelushnikov R. (Institute of World Economy and International Relations, Russian Academy of Sciences,
Moscow), “Russia’s labour market: adjustment without restructuring”, 1999;

- Linn J.F. (Department for Europe and Central Asia Region of the World Bank), Keynote Speech, 6th Berlin
Financing Conference, Berlin, Germany, July 21-22, 2001.
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other CIS countries). Two explanations for the discrepancy have been suggested. Some
experts view it as the consequence of surplus labour hoarding and the slow pace of
restructuring, others as a proof of shadow economy development. The first proposition means
we are dealing with an ineffective economy — the second with an ineffective State.

Table 4. GDP and employment level in selected countries
with transitional economies, 1989 and 1995

Change (%) | Albania | Bulgaria Czech Hungary | Poland | Romania | Russia | Slovenia | Ukraine
Republic

GDP -25 -25 -15 -14 -3 -19 -38 -6 -40

Employment -41 -25 -9 -26 -16 -11 -12 -17 -16

Source: Tchetvernina et al., 2001, from The Labour Market Development Concept. The World Bank. 2000

In spite of the absolute reduction of the number of workers in all age groups between
1992 and 1999, the share of workers in the 25-49 age group increased by 6% in this period, at
the expense of a decrease in employment for elder (50 years and over) and younger (up to 25)
age groups. The most drastic employment reduction, from 25 to 11%, was seen in the under-
20 age group.

Table 5. Changes in employment, by age group

Employed population By groups:
total

1992 15-24 25-49 50-72
thousands 71068 9398 46 643 15 026
% of the total number of the employed 100 13.2 65.7 21.1
1998

thousands 57 860 6339 42 432 9089
% 100 10.9 73.3 15.8
1999

thousands 60 631 7103 43 362 10 167
% 100 11.7 715 16.8
1999 as%o of 1992 85.3 75.6 93.0 67.7

Source: Calculations by Tchetvernina et al., 2001, from “Labour and employment in Russia”, Moscow, 1999,
and Labour Force Survey, November 1999 (first issue), Moscow.

The decreasing demand for labour in most industries in the 1990s, caused by the fall in
output, slow economic restructuring, and job scarcity crowded out the less competitive and
more vulnerable groups of workers — young people, persons of pensionable and prepension
age, and women. According to the 1992-1997 surveys of industrial enterprises by the Centre
for Labour Market Studies, the share of retirees in the total number of separations rose from
12% in 1994 to 16% in 1997. Second, the contraction of the share of older workers in total
employment results is influenced by decreasing life expectancy and a deterioration in the state
of health of the Russian population. Third, and most specifically, in both rural areas and
suburbs, subsistence farming was a major factor in reducing the employment levels of older

69



workers. Diminishing real wages created a situation where agricultural products from
individual plots of land became a sizeable contribution to the family budgets of many people.
Older family members of pensionable and pre-pension age, crowded out of the open labour
market, became the main workforce of subsistence farming.

Tchetvernina et al. (2001) suggest the following explanation for the contraction of
youth employment. Employers prefer to recruit workers with relevant education and work
experience. At the same time, although the number of graduates in the 1990s was growing,
access to (and the quality of) higher education deteriorated as a result of the widening range
of government-subsidized and private educational and training institutes, including those that
operate unlicensed). In tandem, the higher birth rates of the 1970s and early 1980s resulted in
a jump in the number of graduates. These factors were combined with a further slowing down
of activities in the secondary special and primary vocational educational institutions.
Secondary special education, which has been declining over the past several decades, fell in
1998 to 76% of the 1980 level and to 86% of the 1990 level. Even faster are the drops in the
training of skilled workers in the primary vocational training institutions, where the number of
graduates in 1998 was 62% of the 1990 level and 56% of the 1980 level.

According to a Goskomstat the general level of employment of people aged 15 to 72
was 55% in 1999. It should be noted that the Goskomstat data demonstrate a growth of almost
5% in the absolute number of the employed population and an increase by 2% in the
employment level of people aged 15 to 72 in 1999. The change in employment dynamics in
1999 is attributable both to changes in survey methodology and to a certain degree of
economic revival, in contrast to the crisis employment situation in the second half of 1998.

The fall in employment in 1992 - 2000 affected most sectors of the Russian economy.
Three branches account for the main share of employment losses: manufacturing, construction
and research and development: 6.8 millions, 2.9 millions and 1.1 million people, respectively,
left these sectors between 1992 and 2000 (see Table 6).
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Table 6. Employment dynamics by branch, 1991 and 1998
(average number of employed, thousands)

Difference Difference

Branch 1992 2000 (thousands) (%)
Total for the economy 72071 | 64 327 -7 744 -11
Manufacturing 21324 | 14543 -6 781 -32
Agriculture 10101 | 8370 -1731 -17
Forestry 235 239 4 2
Construction 7 887 5002 -2 885 -37
Transport 4770 4139 -631 -13
Communications 862 872 10 1
Trade and catering 5679 9421 3742 66
Housing and utilities 2 988 3317 329 11
Public health 4227 4 503 276 7
Education 6413 5871 -542 -8
Culture and arts 1108 1144 36 3
R&D 2 307 1201 -1 106 -48
Finance, credit, insurance 494 742 248 50
Administration 1362 2 925 1563 115

Source: “Russia in figures, 2005”, Goskomstat, p. 81

In research and development between 1992 and 2000 employment fell by 48%. Here,
the high rates of employment reduction resulted not only from the persistent budget deficit but
also from the high mobility profile of research employees moving to more promising sectors
of the economy once restructuring had started. In addition, the low wages in such spheres as
research and development, education, culture and the arts and public health fostered official
and non-official practices in multi-jobbing (sovmestitelstvo). For example, the official
Goskomstat data show that the non-production branches accounted for the greatest number of
workers holding more than one job at one time and working under contracts regulated by the
Civil Code. The highest shares of these workers are in insurance (22.1%), culture and arts
(15.0%), education (8%), research and development (7.3%) and public health (5.1%). At the
same time it is not possible to estimate to what extent the data on secondary employment in
the above branches are complete and whether the scale of secondary employment in them is
really higher than in the rest of the economy. However, it is obvious that two main factors
played a clear role in the predominance of the official sovmestitelstvo in the above branches.
The first factor is related to a relatively low level of wages in these sectors. The second factor
is concerned with a comparatively high flexibility of work organization and working time.
Due to the nature of the primary job activities, secondary work could be performed at the
primary workplace by flexible work, or arrangements with the primary employer to be absent
for a certain period, etc.

We mentioned before that the private sector has been gaining in proportions since

the beginning of the 90s. We observe from the below table that the share of private sector has
increased by three times from 1990 to 1998 (from 9.4% to 29.7%). At the end of the 90s the
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private sector prevailed over the public sector in terms of employment, as shown in the below
table.

In 2000, the private sector and the enterprises of mixed forms of ownership accounted
for about 60 % of total employment. However, states Tchetvernina et al. (2001), enterprises
with mixed forms of ownership cannot be defined as “private”, since most are privatized
enterprises where the government holds the controlling share of actions. It is interesting to
mention, that open stock-holding is not always a decisive factor in enterprises for creating
new conditions for market-regulated activities at the internal and external levels and does not
always enhance efficiency and competitiveness. “Innovative processes are retarded by the
lack of proper taxation and finance systems and inadequate customs policies that stifle the
development of an investment-friendly environment. Additionally, enterprises are involved in
an intricate system of non-formal relations with agencies of executive power, at the regional
level in particular, which limits their freedom of action in the open market” (Tchetvernina et
al., 2001).

Table 7. Employment by sectors (millions)

Public or private ownership 1990 | 1992 | 1995 | 2000
Total economy 75.3 72.1 66.4 64.3
State and municipal enterprises and organisations 62.2 49.7 217.9 24.4
Private sector 9.4 14.0 22.8 29.7
Public organisations 0.6 0.6 0.5 0.5
Enterprises of mixed forms of ownership without foreign capital 3.0 7.6 14.7 8.1
Enterprises of mixed forms of ownership with foreign capital and

. : 0.1 0.2 0.4 1.7
fully owned by foreign capital

Source: “Russia in figures, 2005, Goskomstat, p. 80

Labour turnover in the Russian Federation is characterized by considerable swiftness,
despite the slow rate of restructuring and new-job creation. Hiring and separation rates have
not changed since 1993. While in 1993-1998 the hiring rates were falling slightly behind the
rates of separation (by approximately 10-15%), in 1999 they levelled off (the separations
trailing behind hirings by approximately 1%). Comparable indications of labour turnover in
the pre-reform period are not available as the relevant data have been included in statistical
reporting since 1993. During the soviet period, indicators of labour turnover were published
occasionally and without any reference to the methods of assessment. In manufacturing and
construction in 1985 labour turnover rates attained 13% and 19% respectively and, in 1991,
15 and 19% respectively. The conditional assumption here is that labour turnover has
increased as a result of market adjustments in the 1990s. The highest rates of labour turnover
are in construction, trade and catering, housing and utilities, and forestry. A 50% turnover of
the payroll has been registered in manufacturing, communications and procurement. In
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forestry, utilities and manufacturing the high rates of labour turnover are accompanied by
recruitment outpacing separations.

This can be explained by the fact that these sectors have been actually developing
rather through enterprises employing small numbers of workers while large and medium-sized
enterprises have reduced their workforce considerably in the reform period. By contrast, large
institutions in education, culture and the arts are characterized by a higher stability of the level
of employment and, in large and medium-sized institutions in the last-mentioned branches,
hirings outpace separations in spite of the shrink in overall number of workers.

By the intensity of labour turnover, Russia was ahead of CEE countries, writes
R.Kapelushnikov (1999). He believes that Russians were less attached to their jobs and each
year a larger part of them became unemployed. Thereafter, they more easily and quickly
found new jobs, thereby moving quite rapidly from the labour force to inactivity and vice
versa.

In contrast to the transitional countries of Central and Eastern Europe, where the hiring
rates have become lower and separations have mainly been in connection with dismissals, no
such trends have yet been observed in the Russian Federation. Most of the separations are
voluntary, although their voluntary nature is relative. Managers prefer applying economic
methods (forced administrative leaves, wage arrears, shorter hours), thus avoiding open
workforce reductions and the organizational and financial obligations involved.

According to the official statistics, in 1998 the share of voluntary quits in total
separations was 67.3% while the share of redundancies was only 8.9%. In 1999 these shares
corresponded to 70.7% and 6% respectively.

Labour turnover varies strongly by branch. In 1998 hirings in all industrial branches
were lower than separations. The highest labour turnover rates were observed in energy, food
processing, coal mining, construction materials production, woodworking and oil-producing
branches (over 50% of payroll numbers); the lowest in the gas-producing and metallurgy
branches. These data demonstrate that the intensity of labour turnover in the Russian
Federation does not depend on how successful the branch is or on how much its enterprises
are involved in the process of market transformation. Neither job structures nor labour
relations between employers and employees have changed significantly. Workers often return
to the jobs they left some years earlier in search of higher income. Thus, labour mobility for
the most part is of a non-systematic, purely formal nature. Two important factors limiting
mobility are high transportation and housing costs. In 1999 alone, internal migration dropped
by 105,000 persons (or by 4.1%).
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Unemployment. Up to 2000, the total number of unemployed persons and the
unemployment rate were both on the rise. From 1992 to 1999 the absolute number of
unemployed had almost tripled and the unemployment rate jumped from 4.7% to 13.0% of the
labour force, as Figure 1 shows.

Figure 1. Unemployment rate evolution
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Source: Tchetvernina et al., 2001

A particularly sharp increase in unemployment was observed between October 1998
and February 1999 when, in the space of five months, the number of unemployed grew by
more than 1.5 million, to reach a total number of 10.4 million. The unemployment rate in
February 1999 was 15.2% (see Table 9). Such a splash of unemployment may stem from the
financial crisis of August 1998.

Table 8. Unemployment rate (%), evolutions in 1992 - 2000

Year

1992

1993

1994

1995

1996

1997

1998

1999

2000

Unemployment rate (%)

47

5,5

7,4

7,8

9,3

11,8

13,3

12,4

10,1

Table 9. Unemployment rate (%), evolutions in 1999 - 2000

Year

Oct. 1998

Feb. 1999

Nov. 1999

May 1999

Aug. 1999

Aug. 2000

Unemployment rate (%) 13,3 15,2 13,3

Source: Tchetvernina et al., 2001

12,4 13 10,1

A subtle decline in unemployment rate between 1998 and 2000 (from 13.3% in 1998
to 12.4% in 1999 and further to 10,1% in 2000, see Table 9) may be geared from the overall
growth of employment and economic activity. In 2000, the absolute number of unemployed
and the unemployment rate continued to decline, reaching 7,092,000 persons and 10.1%
(Tchetvernina et al., 2001). The positive shifts in economic development during 1999 -2000
thus led to a comparative “revival” of the labour market and changing dynamics of
unemployment.

1 Rate in December is taken for all years in the table.
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While examining the labour market situation in Russia in the period of transition in
comparison with CEE countries some particular features may be observed. Rostislav
Kapelushnikov studies these differences in his report “Russia’s labour market: adjustment
without restructuring”. In CEE, he writes, the start of market reforms provoked a sharp
increase in open unemployment. Almost everywhere it immediately exceeded 10% and in
some countries even 15 - 20%. However, unemployment in Russia has been increasing slowly
and gradually. Only by the seventh year of market reforms did the rate of general
unemployment pass the 10% level and approach the level attained by CEE countries after
their economies started to recover.

The gap between registered and total unemployment. Another pronounced labour
market tendency in the second half of the 1990s is a stable decline of registered
unemployment: at the end of the transition decade, the gap between total (as calculated
according to the ILO methodology) and registered unemployment became sevenfold.

Such a disparity has never been observed in CEE countries, writes Rostislav
Kapelushnikov. Moreover, in most of CEE countries the ratio was inverse: registered
unemployment was 10-70% higher than surveyed or general unemployment. The huge gap
between registered and general unemployment rates in Russia signals that the majority of
jobless believe that the benefits of official registration do not outweigh the costs. Ergo, they
prefer autonomous job seeking.

Between 1996 and 2000, all these factors contributed to the underestimation of the
registered unemployment versus the real scale of the phenomenon. The Employment Fund
deficit and corresponding problems with benefit payments and cut-backs in active
programmes led to declining motivation to register for unemployment status. Further, the new
restrictions in registration, introduced by amendments to the Employment Act adopted in June
1999 and numerous initiatives by regional authorities (which in many cases contradicted
federal labour legislation) made it increasingly difficult to obtain official unemployment
status. In 1995, 82.9% of jobless clients applying to employment services received the official
status; in 1997 only 73.6%; in 1998 70%; in 1999 63.6%; and in April 2000 61.4%.
Tchetvernina et al. argue that this declining coverage of the unemployed owing to the
activities of the employment services is evidence of the decreasing ability of the government
to influence labour market developments in the Russian Federation.

Since 1999 — 2000 an economic revival has been taking place in Russia. We observe
that the number of unemployed was on a downward, falling from 7.0 millions (9.8% of
economically active population) in 2000 to 5.8 millions (7.9%) in 2004. The number of
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employed had augmented from 64.5 millions to 67.1 millions over the same period (according
to Labour Force Survey by Goskomstat and all-Russia survey in 2002, Goskomstat, 2005).

Figure 2. Number of unemployed (in thousands)
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Source: Labour Force Survey by Goskomstat: data for 2000 - 2004 by the end of November,
data for 2003 — 2004 acccording to all-Russia survey in 2002, “Russia in figures, 2005”, Goskomstat, p.79

Table 10. Employed by economic sectors,
evolutions between 2000 and 2004 (in thousands)

2000 2004
Total (economically active population) 71464 | 72909
Employed 64 327 | 65900

among themiin ...

State and municipal enterprises and organisations | 24 365 | 23724
Private sector 29659 | 33424

Public organisations 526 449
Enterprises of mixed forms of ownership without| gn49 | 5365
foreign capital
Enterprises of mixed forms of ownership with| 1708 | 2433
foreign capital and fully owned by foreign capital

Source: “Russia in figures, 2005, Goskomstat, p. 80

We remark that the share of the private sector in total employment continued to rise.
The number of employed in the private sector had augmented by 13% (from 29.7 millions in
2000 to 33.4 millions in 2004), while the number of employed in the public sector had slightly
decreased by 3% (from 24.4 millions in 2000 to 23.7 millions in 2004). The share of
employed in mixed organisation fell by 27% (from 8.1 millions to 5.9 millions), whereas it
had rosen for employed in mixed organisation with foreign capital (by 41%, from 1.7 millions
to 2.4 millions).

We note that increase in employment in the period 2000 — 2004 did not concern all
economic branches. In manufacturing a 3% decreased is registered (see Table 11). This can be
explained, on one hand, by the continuing process of surplus labour hoarding and, on the
other hand, by the further slowing down of economic activities in this branch. However, this
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indicator appears to be much lower in comparison to a 1992 — 2000 decrease, 32% (see Table
12). A considerable fall in agriculture can be explained by an extremely low level of wages in
this sector (see Table 1, p. 53). The average wage in agriculture account for 40 % of the
average wage in the economy. This made a noticeable outflow of workers from this sector.
Contrary to tendencies over 1991 — 1998, employment has increased in construction (-37% vs.
+3%), transport (-13% vs. +2%), education (-8% vs. +3%) and research and development
(-48% vs. +1%). Employment in forestry continued to grow (+2% vs. +12%), as well as in
trade and catering, public health, finance and crediting and in administration. We remark that
the growth in employment in trade and catering and finance and crediting had been
proceeding with a slower pace (+66% vs. + 20% and +50 vs. +23).

Table 11. Employment dynamics by branch, 2000 and 2004
(average number of employed, thousands)

Branch 2000 | 2004 (?r:gsgzgges) D'ﬁzﬁg”ce
Total for the economy 64 327 65 900 1573 2
Manufacturing 14 543 14130 -413 -3
Agriculture 8370 6 787 -1583 -19
Forestry 239 267 28 12
Construction 5002 5140 138 3
Transport 4139 4217 78
Communications 872 923 51

Trade and catering 9421 11 335 1914 20
Housing and utilities, non-productive services 3317 3170 -147 -4
Public health 4503 4779 276 6
Education 5871 6 062 191 3
Culture and arts 1144 1292 148 13
R&D 1201 1211 10 1
Finance, credit, insurance 742 909 167 23
Administration 2925 3156 231 8

Source: “Russia in figures, 2005, Goskomstat, p. 75
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Table 12. Evolutions of employment dynamics by branch,
1991 - 1998 and 2000 — 2004

Branch Difference (%) | Difference (%)
2000 - 2004 1992 - 2000

Total for the economy 2 11
Manufacturing -3 -32
Agriculture -19 -17
Forestry 12 2
Construction 3 -37
Transport 2 -13
Communications 6 1
Trade and catering 20 66
Housing and utilities, non-productive services -4 11
Public health 6 7
Education 3 -8
Culture and arts 13 3
R&D 1 -48
Finance, credit, insurance 23 50
Administration 8 115

Source: Authors’ calculations from “Russia in figures, 2005, Goskomstat

We remark that in spite of low salaries in such sectors as education, culture and the
arts, research and development, employment in these had risen. This owes to development of
informal economy. These branches due to flexible hours of work permitted to have a
supplementary employment. Revenues from corruptive activities also contributed to
completing low wages in these sectors.

It is interesting to study the position of women on the Russian labour market
throughout the transition period.

Table 11. Employment dynamics, by sex (in thousands)
1992 1995 2000 2001 2002 2003 2004

Men total 39171 37 336 37 154 36846 | 36937 | 37206 | 37079
Employed 37 145 33720 33379 33435 | 33615 | 34199 | 34177
Unemployed 2026 3616 3781 3411 3322 3007 2902

Women total 35774 33525 34 310 34122 | 34982 | 35629 | 35831
Employed 33923 30429 31091 31229 | 32151 | 32953 | 32958
Unemployed 1851 3096 3219 2893 2831 2676 2873
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Figure 3. Unemployment dynamics, by sex (in thousands)
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Source: Russia in figures, 2005, Goskomstat, p. 36

The absolute number of unemployed women in comparison to men does not differ too
much, 2,902 vs. 2,873 thousands. The employment level among men is also close to one
among to women, 92.1 vs. 92.0 in 2004. However, we observe that while the number of
women in total population is higher in comparisons to men, the share of economically active
women among economically active population is lower. Figure 3 shows, that while the
number of unemployed men was steadily decreasing between 2001 and 2004. The number of
unemployed women slightly fell down in 2002 and 2003; but in 2004 it increased to reach its
2001 level.

Tchetvernina et al. (2000) underlines that traditionally in Russia, women’s
employment is below that of men’s. This difference is low or almost inexistent in the middle-
age groups (40-44, 45-49 years) where it varies from 1 to 4%. In the 20-39 age group, the
level of women’s employment is lower in comparison to men. This is related to child-raising
activities. As restructuring progressed, women’s employment declined. In the 55-72 age
group, men’s employment level is twice as high as women’s (the statutory retirement age for
women is 55 and for men 60).

One should note that a non-formal crowding-out of women have been taken place in
the Russian economy. It is the matter of pushing out women to so-called ‘female-sectors’.

A range of sectors in the Russian economy are traditionally considered as “female” or
dominated by women workers: public health and social services (82% of women among the
employed), education (81%), culture and the arts (68%), trade (62%), and communications
(61%). Most branches with a high concentration of women workers require high
qualifications but are low-paid. The level of wages in public health, social services, education,
culture and the arts is below 70% of the average wage for the economy, which amounts to
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about 120 — 130% of the subsistence minimum. Wages of women workers are even lower.
According to the official data, in 1998 wages of women in public health constituted 123% of
the subsistence minimum, in education 112%, in culture and the arts, 111%. In light industry,
the universal (for women and men) average wage is below the official subsistence minimum.

The few exceptions to the general rule of segregating women workers in low-paid
sectors are the trade, catering, finance and credit branches, which have a relatively high
average wage. However, trade, finance and credit account for only one-fifth of all women
employed (under 2% in finance, credit and insurance) and in these branches (together with the
administration sector) women were actively crowded out in the 1990s. Wage differentiation
between women and men is evident. For example, in manufacturing, the wages of female
workers on average equal 69% of those of male workers, in trade and catering 73%, and in
finance and credit 77%.

Factors other than those related to the labour market and urbanization development lie
behind the crowding-out of women from the agricultural branch. Women do not leave
agriculture but moves from public and cooperative agricultural enterprises into private
subsistence farming. The fact that agricultural enterprises are making losses and reducing the
real wages of agricultural workers resulted in a situation where work on private plots now
plays a leading role in securing family incomes.

An analysis of the woman’s place in the Russian labour market is carried out by
Seregina (1999). She argues that recent reforms did not generate significant changes in
regards to the position of women in the labour market. Some former stereotypes still persist in
the Russian mentality. A woman that manages to be a “good mother and housewife” is
viewed as a successful woman. Men make emphasis on professional career development. One
should note that the share of men in the population of Russia is inferior to the share of
women.

Another characteristic feature of Russian economy is the outflow of many workers
into informal sector.

In Russian statistics the data on informal sector was not available for a long time since
the beginning of the 90s till the beginning of the third millennium. In 2001 first official
information including the number of people involved in informal employment was published
by the State Committee of Statistics (Goskomstat). In 2002 more broader information like
distribution of employed in informal sector by age, gender, occupation appeared (Goskomstat,
2002, 2003). Some surveys were carried out by the Central Institution of Public Opinion as
well. However, the informal employment is very difficult to register. Even in person-to-
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person interviews people are reluctant to provide information about their supplementary
employment (Gorisov, 2004).

The share of population involved in informal employment account for 14.3%. This
figure varies slightly across men and women, 14.4% vs. 14.2% accordingly. The below table
show that the rate of informal employment is the highest among population with secondary
education and the lowest among workers with higher education.

Economic discrepancies across regions

Official statistics show that there are big discrepancies in labour market indicators
across regions in Russia. We may observe from the below table how different are Russian
regions in terms of population, surface, industrial production, and gross regional product. This

influences the level of salaries and employment rate.

Table 12. Labour market indicators, by regions'?

RF | Moscow | MR | sp | spr | Volgograd | Stavropol
region region
Level of employment, in % 65,7 64,9 | 66,7 | 60 59,9 52,9
Level of unemployment, in % 8 1,4 43 | 34 7 8,4 9,6
Average time of job search by unemployed, 86 79 71 1 61 | 69 85 10.7
in months ' ’ ’ ' ' ' '

5 - -

% of unemployed searching a job for 393 258 204 | 243 | 265 39 535
12 months and more

Source: "Regions of Russia. Social and economic inicators, 2003", Goskomstat, p. 117

The level of unemployment is almost 800% higher in the VVolgograd region and in the
Stavropol region than in Moscow. In St.-Petersburg it is 300% higher than in Moscow. We
still observe the difference between the Moscow and the Moscow region (400% difference in
the unemployment rate) as well as between the St.-Petersburg and St.-Petersburg region
(350% difference in the unemployment rate). However, the Russian unemployed put
approximately the same time to find a job whether they live in the capital or in the province
region. The difference in average time of job search by unemployed across regions is not that
big, except for Stavropol region (3 months more than in Moscow and 2 months more than the
average).

Kadomceva (2004) splits Russian regions into three main categories. The first one is
the European centre of Russia. This region is characterised by a low birth rate and a high rate
of elder population, particularly in a country-side; high level of urbanisation, good provision

2 MR - Moscow region, SP — Saint-Petersburg, SPR - Saint-Petersburg region
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with lodging and rich infrastructure. In these regions a high rate of income differentiation is
observed between urban and rural areas. North Caucases and the south of Siberia enjoy high
birth rates and a high rate of young population. At the same time, a low educational level, low
incomes and poor social infrastructure (medical care, etc.) are characteristic for these regions.
The third group of regions includes the Far East and the Extreme North. These areas have a
high level of urbanisation and the biggest incomes across other country regions. The
weaknesses of this part of Russia refer to a bad provision of housing and a poor social
infrastructure. At the same time, the ratio of young people to whole population is rather high
because of internal migration. In between of these three large parts of Russia are situated
other regions, whose social and economic indicators are closer to the national average.

In many regions of the country one observes internal migration that is particularly high
for the young population. The youth moves from regions with a poor economic and social
situation to more ‘successful’ regions. One remarks an important outflow of young
specialistes with high qualifications in foreign countries. Simultaneously, Russia is receiving
a labour force with lower qualification coming from ex-soviet republics. Kadomceva singles
out that the challenge for future development of Russia lies in the transforming from a “donor’
of qualified labour into a ‘receiver’ of qualified workers.

Ryazancev (2005) underlines that Moscow and the Moscow region are the main
‘magnets’ in the Russian internal migration. Between 1991 — 2003, the increase of population
in these regions due to internal migration accounts for 608 thousands. Throughout last three
years the annual inflow in Moscow and the Moscow region was estimated at 40 — 50 thousand
people. Contrary to these two areas, many regions of the Central federal region experience a
negative migration balance. Today this is the case for all regions the Central federal region,
except for Belgorodskaya region, Voronegskaya and Yaroslavskaya regions, whereas in 1997
there were only two of them with a negative migration balance, Ryazanskaya and
Smolanskaya regions. Therefore, we observe a noticeable discrepancy across Russian regions
and across federal sub-divisions as well.
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2.3. Growing demand for qualified labour

The presence of noticeable labour surpluses in Russian enterprises was characteristic
for soviet economy and for the period of beginning of reforms in the yearly 90s. Since the
yearly 90s, companies started restructuring and the process of hoarding from labour surpluses
had been taking place. The period from 1992 to 1995 is featured by reallocating of workers
across industries and getting rid of an excessive manpower accumulation. Since 1999 owing
to economic growth, the registered level of labour surpluses was decreasing. According to the
Russian economic barometer, the share of enterprises with labour surpluses has fallen from
45% in the 3d quarter of 1998 to 12% in the 1* quarter of 2003. Simultaneously, the number
of firms reporting a labour deficit had augmented from 10 to 25% (Poletaev, 2003).

At the same time, managers of many companies, including those operating in
industrial production sector, declared that the lack of qualified labour (both highly-qualified
employees and workers with lower qualifications) becomes a serious obstacle for production
development. It appears that in the vague of the general economic growth, Russian companies
experienced a steep shortage of qualified labour. In many companies, a bulk of personnel was
lost during the period of mass quits in the beginning of the reform time and economic
restructuring.

Table 13. Payrolls profile in terms of shortage or surplus of labour

%
Surpluses (number of workers could be reduced) 3.3
Well-balanced 54.6
Shortages (number of workers could be increased) | 42.1

Source: Gimpelson, 2006

One of the consequences of the move from labour surpluses to labour shortages in
Russian organisations was the pressure on the system of higher education from the part of
employers. These demanded to prepare specialists in fields where the lack of qualified
workers was reported. Consequently, some reflections were made on how to assure the
consistency between the labour supply and demand. However, analytical prognosis approach
enabling to foresee future labour market demands appears to be quite limited. It concerns two
main difficulties. First, trying to predict dynamics of labour demand one should assume that
wages differentials across professions are constant. In the real life it is rarely true. Wages vary
in time reflecting a relative demand for different professions. For example, increase in salaries
of medical workers would result in a rise in number of those who desire to acquire this
profession and to work in this sector. This would cause a decrease in demand for this category
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of employees. Thus, middle-term and long-term planning on dynamics of wages and labour
demand becomes very complex.

Secondly, there may be an inconsistence between needs that employers declare and
their readiness to employ. Gimpleson (2006) found out that the deficit of specialists in many
companies stems from an incapacity of employers to pay a competitive wage to their workers.
He underlines that some managers can not, other do not want to pay a high enough salary. The
researcher found out that a deficit in workers was reported, for example, in public companies
created before 1990. They are less willing and capable to offer an appropriate reward to
qualified workers. As a result, these organisations experience important labour shortages.
This, in our opinion, witnesses about the attitude of Russian managers towards the role of
human capital in the production process. It appears that some employers do not recognize to a
necessary extent the importance of human resources for company’s development.

Rapid development of the services sector and growing differentiation in wages across
sectors and branches generated an outflow of human capital from traditional processing
industries to natural resources extracting industries and other sectors with higher salaries. The
transfer of qualified labour towards the services sector which offered more important wages
gained noticeable proportions. Simultaneously, losses occurred in manufacturing industries
turned to be enormous. Workers who left the sector of production brought away with them
“precious things” that is their specific knowledge and skills that could not be used in other
fields. This part of human capital of the country turned out to be forfeited and no educational
system could now fill in this gap.

In the conditions of the economic recession throughout the 90s, employers were not
worried about voluntary quits of qualified labour. They were concerned by trying to rapidly
adapt to the changing economic environment, making exclusively short-term plans. Massive
voluntary leaves of workers were profitable for employers as they permitted to avoid costs
related to freeing surplus workforce. Whereas dismissals would make employers to support
high expenses on social compensating.

By 1999 - 2000, the economic revival had brought with it new challenges for
companies. The rise in consumer demand first geared an increase in working time of
employees and a rise in work productivity. The number of employed in some enterprises still
continued to decrease at that time, but the competition that companies faced on the market
forced them to further increase work productivity by hiring more qualified workers on the
place of whose who quitted.
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The sharpening of deficit of the human capital in conditions of great wage
differentiation played a bad joke with companies who were more reluctant (or incapable) to
pay competitive salaries. Less a given company pays to its workers, more they are attracted by
other companies and are willing to leave. In the worst situation, a human capital lost by a
company was rescued by its first competitors. More a company feels a shortage of labour,
more it should pay to offer a satisfying prime to lost personnel or to new qualified candidates.
This generates supplementary costs and decreases benefits. Companies hiring ‘cheap’ workers
risk wasting their money. Such a strategy brings in less qualified and less productive workers.
If workers are competitive, a company can not retain them with low salaries. In this case a
firm experiences expenses as well.
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* k% %

Making the conclusion for this paragraph, we may say that since the 1990s, Russia
has experienced a difficult transition period which significantly transformed its economic
and social situation.

The Russian Federation has become a democratic country, with a large private sector,
and free market. On the other hand, at the beginning of the third millennium, with an
estimated decline of 40% in the gross domestic product since 1991, a crumbling
infrastructure, and increasing political and financial instability, Russia had barely
resembled a developed country. Problems of the 90s had seriously affected the overall
economic situation in the country. This generated a sharp increase in unemployment rate,
workplaces shortages, appearance of informal economic activities and practices, growing
discrepancies in development of different economic sectors, diminishing of demand for
specialists with scientific specialisation and high level of professional skills and
competencies.

The employment level in Russia had contracted by 12% between 1989 and 1995.
Employed population in 1999 constituted 85% of its level in 1992. We observe that the young
population had been pushed out of the labour market. If in 1999, in the age group between
25 — 49 the employment level was 93% of its level in 1992, it was only 75.6% among people
aged 15 - 24 (Goskomstat, 1999). The decrease in youth employment is explained by some
researchers by the lack of relevant education and work experience among young population
(Tchetvernina et al., 2001).

There appeared multiple discrepancies in development of economic branches.
Between 1992 and 2000, employment in manufacturing, agriculture, construction, and
research and development has decreased respectively by 32%, 17%, 37%, and 48%. The
employment was on the rise in trade and catering, housing and utilities, finance and crediting
and administration by accordingly 66%, 11%, 50%, and 115% (Goskomstat, 2005).

Since the beginning of 2000, one may observe a relative economic revival in the
country. Income per capita and average salaries started to grow. Industrial output had
considerably increased. At the same time, the Gini coefficient, measuring inequality among
the population, had augmented, from 0.29 in 1992 to 0.41 in 2004, and discrepancies in
economic development across geographic regions have become salient. For example, the
mean monthly salary in Moscow in 2004 was 200% higher than in the VVolgograd region. In
the Tymen region, oil extracting region, it was 353% higher than in the Volgograd region and
167% higher than in Moscow.
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International experts argue that the improving of the economic situation in Russia
since 2000 is linked to the increase in petrol and gas prices (Linn, 2003; World Bank, 2003).
However, many researchers argue that Russia has not made the necessary efforts to tackle
sources of inefficiency in its institutional organisation. Transitional phase of this period was
characterised by Kapeliushnikov (1999) as “adjustment without restructuring”. Russian’s shift
form one type of economy to another one was smoother than in other east European countries
according to official indicators. However, this was due to the functioning of informal
economic processes like hidden employment, “shadow” compensation, and wide spread of
secondary employment (multiple job holders). All these forms present in the Russian labour
market became finally crucially important for the national economy. They enabled to survive
to a number of economic sectors, particularly state funded sectors, that found themselves in a
severe structural and financial crises. The relevant example here is the educational sector:
both secondary education and higher education.

The analysis, we carried out in this chapter, enables to draw out a general picture of
the economy that frames the graduate labour market. The following factors appeared to be
important to take into account for considering higher education graduates’ position on the
labour market: high level of unemployment among youth population, differentiations in
economic development across regions and economic branches, existence of informal
regulations on the labour market and large informal sector. The economic ‘revival’
experienced currently in the country geared more demand for qualified labour. Companies
compete for highly-qualified employees in hope to get more productive workers that could
contribute to a company’s success on the market. A duality appears on the labour market as
some companies are unwilling to pay competitive wages to qualified labour, while others
clearly recongnise the importance of wage compensation for attracting and stimulating
better workers. One example of such a duality is the opposition between wage strategies in
the private and public sectors.
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Chapter 3.
Evolutions and main trends
In the Russian system
of higher education
since 1990
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Abstract

Move from the command system to the labour market one has brought significant changes in
educational system of the country. We observe considerable changes in financial provision,
modifications in structure and in content of educational programmes.

The most salient feature of recent evolutions is a significant increase in higher education
enrolments. The number of students rose by 2.4 times in 1994 — 2002. The fastest growth was
shown among the countryside population: in 1995 — 2002, the number of full-time students
had augmented by 77%, whereas the number of part-time students'® rose by 180%. The
expansion of the private sector in higher education gained unprecedented proportions: the
number of private universities had increased by 392% in comparison to 20% for public
insitutions.

A drastic increase in higher education enrolments may partially be explained by the growth in
birth rates in the 1970s - yearly 1980s and slowing down of activities in the secondary special
and primary vocational education institutions. But, it was also due to weakening of selectivity
at the entrance to higher education and to some other reasons.

3 In Russia, part-time students are mostly students who live in small towns. They come to big cities for 2 -3
weeks per semester to study or to pass exams.
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3.1. Evolutions and current structure of the Russian higher education system

Like in many other countries, the Russian educational system is composed of pre-
school education, primary, secondary and higher education. The particularity of the Russian
system is that the post-secondary vocational education is not considered as higher education.
Before the beginning of the third millennium in Russian classification only one type of
diploma was considered as a diploma on higher education, that is a diploma of ‘Specialist’.
Five years (for full-time programmes) or six years (for part-time programmes) of study were
needed to obtain this diploma. Diplomas on higher education are delivered by three types of
higher education institutions, they are universities, institutes and academies. The way of
functioning of these three institutions is quite similar and all of them deliver the same degree.

Since the joining of Russia to the Bologna process in 2002, two other degrees were
introduced in the system of Russian higher education, that is a Master’s and a Bachelor’s
degree. The former necessitates 4 years and the latter 6 years of study.

Another particularity of the Russian higher education system is the existence of full-
time and part-time programmes. Students enrolled in part-time programmes are not obliged
to attend all lectures and seminars throughout the academic year. They follow an intensive
course of lectures, that generally lasts about two weeks per semester. The rest of the semester
part-time students are supposed to learn independently. At the end of the semester they have
to pass exams. Therefore, part-time studies imply more autonomous work and less contact
with university professors over the academic year. Traditionally, part-time students have a
full-time employment and as a rule, they live far from a city where a university is located (for
example, if the university is located in Volgograd, most its part-time students live and work in
a smaller city situated in the VVolgograd region or in neighbour regions).

Higher education institutions are unevenly distributed throughout the Russian territory.

Most of them are concentrated in the Western part of the country, and particularly in Moscow
and Saint-Petersburg.
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Educational reform in Russia

Beginning from the 80’s in the education of the Soviet Union the crisis began to
deepen because of the stagnation in the society, economy and the government system. The
attempts first taken in 1984-85, then in 1986-88 to introduce the reform of education were
neither fruitful nor corresponded to world tendencies in this field.

While in the developed countries, the relative and absolute number of students in
higher educational institutions was constantly increasing, in the Russian Federation, it has
been decreasing (beginning from 1980) (Tkachenko, 1994).

In the leading economic countries, new facilities for raising the quality of education
and widening its accessibility have been taken through the process of democratization,
differentiation. In North America, West Europe and Japan the sphere of education was
acknowledged as the priority of the state policy and gained additional financial resources. But,
in Russia, the share of allocations for education in the state budget decreased from 11% to 7%
from the beginning of the 70’s to the middle of 80’s. By the end of the 80’s the urgent need to
reform education became evident to everyone.

Until recently, a high degree of centralization and unification was typical for
educational system of Russia. Also, most of the educational institutions’ structures were of
the same type. The educational institutions were under strict state and political organizations
control. The content of education and inner life of schoolchildren, students and teachers was
ideologically controlled.

On the other hand, one should mention the strongest sides of the former educational
system of Russia. It strengthened the state’s power and consolidated the public consciousness.
It also maintained the necessary level of scientific and technical thinking and provided an
intellectual potential of a country isolated from external world. The soviet system of
education promoted social mobility of young people and provided wide guarantees for free
education at all levels, which in turn ensured its mass character and accessibility (Brajnik
and Faure, 1996) (even if it is discussed by some authors, see Social equalities in higher
education).

However, due to the extremely low sensitivity the Russian education system ignored

the real needs of individuals and the society; the absence of a market of educational services
in the country was apparent.
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The starting point of the reform is considered to be 1989 when at the All-union
Congress of teachers the reform of education priorities was first voiced. The reform started as
an innovative socio-pedagogical and organisational project. The year of 1991 gave the
impulse to the all level expansion of the reform. The reform of education became a national
priority. The reform was supported by the new leaders of the sovereign Russia. Not
accidentally the first Ukaz of the President Yeltsin was on the development of education.

In 1991 and especially in 1992, there appeared positive tendencies in education within
the reform process. In June, 1992 a new Law of Education was adopted in which the priorities
of the reform were consolidated as the principles of the state policy.

General priorities of the reform are fixed and defined by the Law on Education of the
Russian Federation. The first priority is the democratization of education which means:
liquidation of the state’s monopoly on education, decentralization of management, automation
of education institutions, and socio-state governing of the system. The second priority is the
humanization of education. The Ministry of Education considered the development of a new
generation of textbooks, compensating the shortage of humanitarian components in Russian
education to be a very important step on the way to the humanization of education. Another
great step is connected with training and retraining teachers of humanities. The third priority
of the reform is the differentiation of education, concerning new types of educational
institutions as well as the content of education provided by them. The next priority is the
human approach towards education, which includes the renovation of its content,
overcoming technocracy, and changing mentality. The human approach can be understood as
orientation towards the development of a learner’s integral vision of the world, state, society,
individual. It is impossible to do without the individualisation of education which shifts the
accents from mastering knowledge to the development of personal qualities, to overcoming
the traditions and tendencies of former teaching which were directed to giving a student
knowledge and development of simple skills.

It is important to mention that the essence of the reform was to move from a political
paradigm to a teaching paradigm and from a totalitarian society into a civic society.

By the beginning of 1993 the first stage of the reform came to the end. This stage
included destroying stagnation mechanism and creating juridical and normative basis for the
reform. As a matter of fact this stage was of the revolutionary character. Few important
problems were solved during this period.

The content of education was transformed from unified to variable. Today school and
higher educational students and teachers may have a choice.

The process of diversification of educational institutions took place. They became
autonomous and have the right to make decisions on economical, staff and teaching policy.
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The vertical system of management was also ruined by the differentiation of the duties
between the Ministry of Education and local boards. School is no more politicized. The Law
forbids political organisations and movements within a secondary school.

The Universal Tariff Scale (UTS) (a differentiated scale of teachers’ salaries) for the
payment of workers in the educational sphere was introduced.

Carrying out the reform under the conditions of the economical and political crisis
provoked the growing conflicts inside the educational system, causing the reduction of social
protection of students and teachers and arousing the qualitative and quantitative losses in
education.

Such a growth of contradictions is evident as the former patterns of social guidance of
educational institutions are ruined and the new ones do not function. Hence, the most burning
and vital problem to be solved is stabilization of the situation in the educational sphere.

In general, the implementation of reforms in all sectors in the Russian Federation
changed considerably Russian mentality. Bray and Borevskaya (2001) writes that Russia has
changed its “immune system, ideological permeability and filters”. Many of the changes of
the 1990s were of a capitalist kind which could not be accepted one or two decades earlier.
The World Bank, in their opinion, played a major role in Russia, bringing with it new term
like “cost-effectiveness, efficiency and free-charging” which for a long time had been widely
spread in many western countries but had not been part of a Russian vocabulary. Many
schools and higher education institutions forged links with foreign countries. Changing of
mentalities was also increased by international mobility of labour.

Today Russia continues the educational reform. It is a technological evolution stage.
On this stage the problem on stabilizing and developing educational system should be solved.
The issue of integrating the Russian educational system in the European educational space is
of key importance nowadays.

Russia joined the Bologna declaration for formation of the European space of higher
education in 2003. As a result two subsystems of higher education coexist now in Russia:
O a soviet one-stage (mono-level) training to obtain a diploma of specialist (5 years of
post-secondary studies);
O and a new two-stage training providing a Bachelor’s degree (4 years of post-secondary
studies) and a Master’s degree (6 years of post-secondary education) .

Even before official signing of Bologna declaration by Russia efforts were made to
study Bologna principles for contingence of systems of higher education. A 4-year training to
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obtain the Bachelor’s degree was introduced in some universities before 2003. For example,
in the VVolgograd Stat University first bachelor’s programmes appeared in 2001.

Structure of the Russian Educational system

The law “On education” of 1992 defined a new educational system with different
types of educational and training establishments. Even if the Russian educational system has
changed significantly in terms of diversification of educational establishments, its skeleton
structure is, nonetheless, quite similar to the one at soviet times.

Preschool education establishments receive children until the age of 7. This
establishment is called “kindergarten” (“detskij sad’). Children are supposed to develop basic
mental capacities (to draw, to sing, etc.) and to be socialised, in other words, they learn to live
in community separately from their parents.

General education (or Secondary education).

General complete education (“sredneye polnoye obscheye obrazovaniye”) includes
three levels:

1. primary secondary education® or primary school (nachalnaya schkola) lasts 3 or 4 years
(from 6 to 9 years). Years of study in a primary school correspond respectively to grade 1
(“class 1), grade 2 (“class 2”), grade 3 (“class 3”), grade 4 (“class 4”) in the Russian
classification.

2. lower secondary education or secondary school (sredniye klassy) — 5 years (from 10 to 14
years). Years of study in a secondary school correspond respectively to grade 5 (“class
5”), grade 6 (“class 6”), grade 7 (“class 7), grade 8 (“class 8”), grade 9 (“class 9”) in the
Russian classification.

3. complete secondary education or high school (starshiye klassy) — 2 years (from 15 to 17).
Years of study in a secondary school correspond respectively to grade 10 (“class 107),
grade 11 (“class 11”) in the Russian classification.

Upon the completion of primary and secondary schools (at the age of 14) a pupil can
obtain a certificate of general education. Two more years of study in a high school (at the age
of 17 on average) will enable to get a certificate of general complete education (Attestat o
Srednem Polnom Obshchem Obrasovanii).

In Russia primary, secondary and high schools are usually housed in the same building
called “schkola” (‘school’). In the beginning of the 90s the structure of secondary and high
schools has been diversified. Nowadays there appeared new types of secondary and high
schools; they are secondary and high schools with profound studies in a certain field,
“gymnasiums” (grammar school) and “lyceis” (lycea). ‘Gymnasium’ (grammar school) is an

“ This term is adopted from “Reviews of National Polices for Education : Russian Federation”, OCDE, 1998
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establishment of general complete education to follow courses of 5 to 11 grades (from *“class
5” to “class 11”). The principal goal of ‘gymnasium’ is to ensure the best conditions for the
development of intellectual capacities of children to enable them to continue studies at higher
education level. Gymnasium is usually specialised in one or more human sciences. ‘Lycei’
(lycea) comprises from 10 to 11 or from 8 to 11 grades of secondary studies. It offers general
complete education for two to four years and specialised in professional trainings (as a rule in
technical or natural sciences). ‘Licei’ is normally created as a result of integration of a
secondary school with an establishment of higher educational (HEI), or a research centre or a
cultural centre. In practice, all ‘lyceis’ have cooperation conventions with one or more HEIs
or they may constitute one of HEI’s structural units. Through these close ties the profound
learning of certain disciplines enables students to be enrolled in a second or third year of
HEIs. To be recruited to ‘liceis’” students have to pass selective tests that are defined by each
‘licer’.

Within the framework of general education schools with intensive study of selected
subjects represent about 25% of the total of high and secondary schools, lycea — 9%, grammar
schools — 12%.

Post-secondary education includes three levels:

O “initial professional education” (initial vocational education);
O “middle professional education” (middle vocational education);
O “higher professional education” (higher education).

Initial vocational education. Initial vocational schools represented by specialised
technical schools (PTU - Professional’'no-technicheskoe uchilische) which offer one to three
year programmes of purely professional education. The purpose of this form of education is to
train qualified workers for all sectors of professional activity. The base for this type of
education is general studies, for some specialities secondary complete studies are required.

Middle vocational education aims to prepare technicians and superior technicians.
Two types of establishments are distinguished in this group: ‘tehknikums’ and ‘colleges’.
There are some differences between them, but these differences are not clearly perceived by
employers and salaries rates for the graduates are the same (Vinokour, 2001).

Higher education is provided by universities, academies, and institutes. A higher
education institution may be called university if it combines education with fundamental
research work, and if it is also a leading centre of culture and education. A university offers a
wide range of educational programmes in numerous fields of study. One may distinguish
classical universities providing a broad range of education in science and humanities and
universities specialised in narrower fields — technical, pedagogical, humanities, etc. In 1994
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there were 141 universities in Russia, 46 of which were classical universities. An academy is
the second type of higher education institution. It should undertake research work and provide
education in one major field of science, technology or culture. In 1994, there were 78
academies with different areas of specialization in Russia. An institute provides professional
education and training programs in various fields of science, technology and culture. Institutes
were initially created to prepare specialists for industrial sector and had a very narrow
specialisation, like Forestry Institute, Natural Resources Extraction Institute, etc. In 1994
there are 329 institutes in Russia, providing education/training in 49 recognized specialities
(Lugachev et al., 1997). Today, within the framework of higher educational institutions the
university sector accounts for 50% of the total number of the state higher institutions.
Academies make about 30% (UNESCO, 2004).

One of the characteristic features of the Russian higher education is the existence of
institutions which have the status of affiliation to an established institution (“filial”) or to a
particular faculty of a larger institution. This structure is very useful, given the large
geographical scale of Russia, because it helps to move institutions to students and to possible
future employers of the graduates.

As for types of degrees awarded by HEIs, two subsystems coexist now in the Russian
higher education: an old soviet system and a new one in line with Bologna process.

At soviet times all HEIs proposed only one type of higher education programme that
lasted 5 years and enables to obtain a diploma of Specialist (Diplom Specialista). Nowadays
almost all HEIs still continue to offer a 5 year programme and award the diploma of
Specialist. With the introduction of the Bologna process two other types of diploma appeared:
Bachelor’s degree (Stepen bakalavra) and Master's degree (Stepen magistra). Bachelor’s
degree requires 4 years of post-secondary studies, and Master's degree is awarded after 6
years of post-secondary studies.

There are two levels of doctorate degrees: a Candidate of Science degree (equivalent
of the Ph.D. diploma (the first level) and a Professor Degree (Doktor Nauk) (the second,
highest level).

The academic year starts on September 1 and ends in the middle of July. Each
academic year includes 2 semesters each of them is followed at the end by an examination
session. Sessions are composed of one to five exams noted 5 (excellent), 4 (good) and 3
(passable) and about 5 — 8 “zachet” (examination without marks, a student can only get a note
“passed”). If a student passed successfully all “zachets” he/she is admitted to pass the exams.
The content of educational programmes offered by the HEI should conform to national
standards. The choice of courses for a particular field of study is determined by the
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educational institution in conformity with federal educational standards. As a rule students are
not free to choose their courses, except for 1 — 2 special courses per semester that are defined
in the educational programme as “courses for choice”. During a standard semester a student is
to attend from 8 to 15 courses. Two or three first years of study usually comprise general
disciplines, like mathematics, physics, Russian language, psychology, sociology, etc. and
fourth and fifth years include specialised courses in a particular field. Courses are usually
organised in a form of lectures, seminars and practical courses.

One may distinguish four types of studies in the Russian higher education system.
They are full-time studies, part-time, evening studies, and ‘externat’. In full-time
programmes, students are expected to follow regular courses offered by the HEI all along the
academic year, while part-time students attend as a rule only two-three weeks of lectures per
semester and like full-time students they pass examinations at the end of each semester.
Evening studies imply that students follow lectures and seminars at evening time. People
enrolled in ‘Externat’ programme are not supposed to be present in lectures and seminars,
they study by their own, but they are to pass exams at the end of each semester like all other
students.

Concerning the mode of funding of HEIs and tuition fees, one may find public and
private (non-state) higher education institutions (HEIS) in the Russian Federation. There are
609 public HEIs and 206 accredited non-State HEIs in Russia; the Ministry of Education
finances 315 public HEIs™. The rest are financed by other Ministries or local authorities.

Education in non-state HEISs is fee-charged. Education in public HEIs was initially free
of charge. But nowadays HEIs have an opportunity to accept students who do not benefit of
federal scholarships on the condition that they pay for their education. In 2003, the number of
students studying in state higher educational institutions accounts for 5.596 thousand people;
among them about 2.900 thousand people are trained at the expense of the state budget.

Higher education in Russia is under the jurisdiction of the Ministry of Education of the
Russian Federation, which is responsible for the accreditation and licensing of HEIs and for
developing and maintaining State Educational Standards. Some HEIs depend on other branch
ministries or municipal authorities.

Stratification
The stratification of the Russian education starts at the age of 10 in the lower

secondary school. Pupils may choose to study at a “gymnasium” (grammar school), in an
ordinary lower secondary school or in a lower secondary school with intensive study of

> International Associations of Universities, data from National Information Centre on Academic Recognition
and Mobility (Russian ENIC), Moscow, 2002, http://www.euroeducation.net/prof/russco.htm.
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selected subjects. At the age of 12 or 15 years pupils may choose to pursue their secondary
studies in a “licei”. Licei’ is normally created as a result of integration of a secondary school
with a higher education institution (HEI), or a research centre or a cultural centre. In practice,
all “lyceis’ have cooperation conventions with one or more HEIs or they may constitute one of
HEI’s structural units. Through these close ties the profound learning of certain disciplines
enables students to be enrolled in a second or third year of HEIS.

There is also another bifurcation after the lower secondary education (at the age of 15
years). One may choose a “vocational” track (to get initial vocational education, possibly
followed by professional activity or middle vocational studies) or an “academic” one (to get a
diploma of complete secondary education and to continue in a higher education program).

As for higher education establishments, there is no significant difference in career
opportunities in the labour market for graduates of “universities” or “academies” or
“institutes”. Graduates of all these institutions may be employed as high level specialists or
continue in postgraduate studies (“aspirantura”). Concerning the recognition of different types
of diploma on the labour market, diploma of specialist is a classical one and it is still
prestigious. Most of HIEs have just started to introduce a “bachelor — master” system (such an
introduction has been taken place since 1996). Within the “bachelor — master” system most
students strive to get a “master” degree as it is considered to be equivalent to a classical
“specialist” diploma.

Selectivity

Russian legislation proclaims an equal access to higher education for all citizens of the
Russian Federation; they may enter any state or municipal HEI on a selective basis. The
number of free-charge places in these HEIs is determined by federal or municipal authorities
and is very limited due to the reduction of state expenses on higher education since the 90th.
The competition for free places in HEIs is very high. In practice in order to pass highly-
selective entrance exams it is not sufficient to follow only secondary school courses. As a rule
pupils need to get some extra training that is a paid service usually offered by private tutors or
teachers from HEIs. Another option is to follow special preparation training that is organised
by HEIs in the form of evening courses or courses by correspondence prior to entrance
examinations sessions.

It is also considered that the better preparation is offered by gymnasiums and liceis.
The education in these establishments may be fee-charged, or may be more expensive because
parents are usually asked to pay the equipment: books, repair works in a school, etc.
Otherwise, pupils (or more correctly, their parents) may decide to pay for a higher education
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program to get education of better quality (it is the case of some private HEIS) or to avoid
difficult selective exams in state-HEIs.

Regional distribution of HE institutions

Almost one-third (185 institutions) are located in the Central and North-Western
economic regions, mostly in Moscow (81) and St. Petersburg (43). The smallest group of
institutions are located in the Northern (16), Volgo-Vyatsky (25) and Central Black Earth (26)
regions. This bears out that future expansion of the higher education system might need to pay
greater attention to those parts of the country with relatively little higher education provision
at present.

The average number of students per 10, 000 of population in 1993 was equal to 171,
reaching maximum in Moscow (505), St. Petersburg (432), Tomsk oblast (357) and
Novosibirsk oblast (245). The lowest numbers were observed in Sakhalin oblast, Murmansk
oblast, Komi republic and Vladimir oblast (less than 100 students per 10,000 of population).

Higher education institutions are usually located in large administrative centres and
cities of significant economic importance. The practice of locating the university in a small
campus area is not usual in Russia and the only exception is Novosibirsk academic town
(campus), which is the result of a specific attempt to create a Siberian Research Centre of the
Russian Academy of Sciences supported by the university.

Managing of higher education

Some educational institutions in Russia are managed by the State Committee on
Higher Education (SCHE) and some are managed directly by branch ministries like the
Ministry of Education, Ministry of Health, Ministry of Transportation, etc. The only
institution that has the privilege of being wholly independent is Moscow State Lomonossov
University.

Financing of the higher education system is basically provided by the federal budget,
and the academic activities of higher education institutions are co-ordinated by the SCHE of
Russia.

The legislative background and key principles of higher education functioning are
specified in the Constitution of the Russian Federation and the Law “On education” adopted
in June 1992. The Constitution states that every citizen “who has passed through the pre-
selection process has a right to obtain higher education free of charge in any state-owned or
municipal education institution or at an enterprise” (article 43.3). This article envisages a very
significant role of government bodies both in providing and funding higher education. The
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Law “On education” stipulates the respective roles of federal and local authorities in
education and, in particular, higher education management.

Among the stakeholders in the Russian system, the following groups can really
influence decision-making process in management of higher education: (1) federal legislative
bodies; (2) executive branch authorities, for financial and budgetary aspects; (3) federal
bodies governing higher education (the SCHE and branch ministries); (4) unions of
educational institutions’ top managers; (5) senior and middle-level managers who participate
directly in governing educational institutions like rectors, deans and chairmen, (6) regional
authorities.

HEI are managed by the Scientific Council which is composed of the Rector (chief
head of the establishment), vice-rectors, faculty deans, some teaching staff, representatives of
the student community, etc. Since 2006, the managing of HEIs is assured by two officials;
they are the Rector and the President. The first one is responsible for educational process and
the second one for financial affaires of the HEI.
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3.2. Key indicators of the current higher education system

In the academic year 2000/2001, the higher education system in the Russian
Federation comprised 965 higher education institutions, 4.7 million students (among them 2.6
million were full-time students, 2.1 million part-time students, 0.3 million enrolled in evening
studies and 0.05 million in ‘externat’). 327 people par 10 000 inhabitants were enrolled in
higher education institutions vs. 160 people studying in high vocational schools. In the same
year public HEIs accounted for 607 (with 5.2 million students) and non-public for 358 (with
0.5 million students) (Goskomstat, 2003).

It is important to mention that high vocational schools do not make part of the system
of higher education in Russia. This type of establishments is called in Russia “secondary
special educational institutions”. Statistics providing international comparisons on higher
education indicators put together HEIs and post-secondary vocational schools. Therefore, the
below table presents aggregate figures on post-secondary education in Russia.

Table 1. Number of students enrolled in educational institutions of stage 111'°

per 1,000 people in different countries in 2000

Country Nb of students per | Country Nb of students per
1,000 people 1,000 people

Russia 50 Poland 41
Austria 33 Norway 42
Great Britain 35 USA 49
Spain 46 Finland 54

Italy 31 France 34
Netherlands 32 Switzerland 23
China 4 Sweden 40
Mexico 20 Japan 31

New Zeeland 45

Source: “Education in figures”, Goskomstat, 2003, p. 390

Russia’ rates of participation in higher education appear to be one of the highest in the
world. In this classification Russia comes just after Finland whose higher education
enrolments account for 54 people per 1,000 inhabitants vs. 50 for Russia. Authors of the
report “Human development in the Russian Federation, 2004 argue that Russia takes lead in
terms of higher education enrolments and can be considered as “the most highly educated
society in the world at the start of the third millennium”. The overall percentage of Russians
with tertiary education attainment is higher than in any developed country.

16 According to international classification educational establishments of the third stage include post-secondary
vocational education institutions, higher education institutions and postgraduate institutions
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Table 2. Percentage share of people aged 25 — 64
with tertiary educational attainment
in OECD countries (2001) and Russia (2002)

%
Russia 54.0
Maximum OECD 41.6
Median OECD 24.1
Minimum OECD 8.9

Source: UNDP, 2004. Calculated from
“Education at glance. P.;: OECD, 2003;
Results of the 2002 National Census in Russia (www.gks.ru)

Enrolment tendencies

The most salient feature in enrolment tendencies in Russia over the last ten years is a
sharp rise in higher education participation rates. The expansion of higher education
enrolments was preceded by the decrease at the beginning of the 90s. In fact, the demand for
higher education both in absolute terms and as a ratio of higher education students per 10,000
of population was decreasing in Russia since 1980. Between 1980 and 1993 tertiary
enrolments in absolute figures diminished from 3,046 to 2,543 thousands and in terms of the
number of students per 10,000 inhabitants they decreased from 219 to 176 students.

Table 3. Dynamics of higher education enrolments

Academic year Nb of students Nb of stude_nts en_rolled

enrolled per 10,000 inhabitants
1975 2 857 212
1980 3046 219
1985 2 966 206
1990 2 825 190
1991 2763 186
1992 2 638 178
1993 2 543 176
1994 5 654 179
1995 2791 189
1996 2 965 202
1997 3248 222
1998 247
1999 280
2000 327
2001 5427 376
2002 414

Source: “Education in Russia, 2003”, Goskomstat, p. 153
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Figure 1. Dynamics of higher education enrolments

Nb of students enrolled in higher education
per 10 000 inhabitants
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Source: “Education in Russia, 2003”, Goskomstat, p. 153

The phenomenon of the enrolments’ decline in 1980 — 1993 is partially due to the
political changes and economic crise at the end of the 80s and in the beginning of the 1990s.
Gerber writes: “The economic turmoil has not only created disarray in the education system,
but has led many Russians to place less value on educational achievement. As a result,
enrolments at the secondary and tertiary levels declined during the first half of the 1990s.”
(Gerber, 2000). At the same time, the decline appears to have begun during the Gorbachev era
— when the Soviet economy began to deteriorate rapidly. “This situation (enrolments’
contraction)”, - points out Gerber, “distinguished Russia from other developed countries in
the post-World War 11 era. Non of the 13 countries examined by Blossfeld and Shavit (1993)
exhibited a similar contraction in enrolment” (Gerber, 2000).

However, since 1994 the demand for tertiary education had began to grow
intensively. The absolute rise in higher education participation rates can be explained, in part,
by the demographic dynamics. The number of births in Russia increased rapidly in the second
half of the 1970s and early 1980s. It stabilised in 1983 — 1987. Some researchers argue that
the rise is due to a relative economic revival in Russia in the mid-90s. We think that besides
the above mentioned reasons, another important factor contributed to the rise of tertiary
enrolments. Opening of fee-charged programmes in both public HEIs and in newly appeared
non-state HEIs has certainly influenced the situation. These programmes’ particularity was a
low selectivity at the entrance. Prospective students entering these programmes were usually
exempt of entrance exams, those students were selected by the results of an interview. It is
important to remember that HEIs found themselves in a very difficult situation in the
beginning of the 90s: rapidly dwindling budgets, deteriorating facilities and supplies, lack of
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necessary equipment and incredibly low salaries of teachers and administrative personnel.
HEIs were keen to attract as much private funding as possible, even at the expense of
admitting mediocre or even bad students.

The relative economic stability in the mid-90s did not last for a long time. It ended
abruptly with the August 1998 financial crisis. However, despite a new economic shock,
demand for higher education continued to rise. It is even increased in a quite disproportionate
manner: the participation rate in higher education in 2002 is by 190% more than the one in
1997 (see Table 4).

Prokhoroff (2002) argues that the increase in higher education enrolments is linked to
the fact that for students and their parents, higher education studies represented a possibility to
wait for better economic situation in hope to find a better job. Opportunity costs being low at
this period taking into account the difficult economic situation, high level of unemployment
and low level of wages. On the contrary, rates of return to higher education were perceived by
the population as high.

If comparing higher education enrolments dynamics to initial and middle vocational
education participation rates, one may observe that higher education attracted much more
students. While between 1995 and 2002 the number of students in middle vocational
education had augmented by 25.4% and in initial vocational education it had contracted by
2.3%, the number of those enrolled in higher education institutions had almost doubled for
this period (113.2% of increase), the same tendency is observed for doctorate and post-
doctorate programmes (118.1% of increase). Leclerlq (1995) argues that the decline in the
demand for vocational education can be explained, on the one hand, by that lack of the
necessary equipment and its bad quality; and, on the other hand, by the insufficient number of
vacant work places for workers with low professional qualifications due to the economic
crisis.

Table 4. Number of students enrolled in different post-secondary educational
establishments in Russia (by the beginning of the academic year; in thousands)

Type of post-school education 1990/91 | 1995/96 | 2000/01 | 2001/02 | 2002/03
Initial vocational education 1867 1690 1680 1649 1651
Middle vocational education 2270 1930 2361 2470 2 586
Higher education 2 825 2791 4741 5427 5948
Postgraduate education 65 65 122 133 140

Source: “Education in Russia, 2003”, Goskomstat, p.25
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In the current Russian higher education system public and private sectors coexist since
the beginning of the 90s. The number of non-state HEIs augmented considerably since the
time of their introduction on the educational market. It rose by 5 times between 1993/94 and
2002/03. Public HEIs were on the rise as well, but the increase was not as sharp as for private
institutions.

Table 5. Number of public and private higher educational institutions in Russia
(by the beginning of the academic year)

1990/91 1993/94 1995/96 1997/98 2000/01 2002/03
Public HEIs 514 548 569 578 607 655
Private HEIs - 78 193 302 358 384

Source: “Education in Russia, 2003”, Goskomstat, p.46

Concerning the evolution of enrolments by different types of educational programmes,
it appears that the number of part-time students and students enrolled in ‘eksternat’
programmes has grown very rapidly since 1995. The increase of students in these
programmes accounts for 180% and 1,130%, respectively (vs. 77% of increase for full-time
students and 98% for evening studies).

Table 6. Number of students in higher educational institutions
(by the beginning of the academic year; in thousands)

1990/91 | 1995/96 | 2000/01 | 2001/02 | 2002/03 | 2002 as %
of 1995
Total : 2825 2791 4741 5427 5948 213
Full-time 1648 1753 2625 2881 3104 177
Part-time 892 856 1762 2138 2 400 280
Evening studies 285 175 302 336 346 198
‘Eksternat’ - 8 52 73 98 1230

Source: “Education in Russia, 2003”, Goskomstat, p. 274
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Figure 2. Evolution of the number of students
in public and private higher educational institutions

Evolution of the number of students Evolution of the number of students
in state HEIs (in thousands) in non-state HEIs (in thousands)

450
400
350
300
250
200
150

J 100
Full-time Part-time Evening ‘Eksternat’ 50

studies
Full-time Part-time Evening studies ‘Eksternat’
@ 1995/96 m 2002/03 0 2002/03 m 1995/96

Source: “Education in Russia, 2003”, Goskomstat, p. 274

As we mentioned above, the number of students in non-public HEIs augmented
significantly between 1995 and 2002: the increase for full-time, part-time, and evening
programmes attains respectively 360%, 600%, and 232%. The enrolments in ‘externat’
programmes contracted by 64%. The corresponding figures for state HEIs are 68%, 148%,
and 86%, respectively for full-time, part-time, and evening programmes. The enrolments in
‘externat’ programmes increased by 94,800%.0ne may observe that a considerable expansion
of enrolments in part-time programmes in non-state institutions (about 600%) and an
unprecedented growth in ‘externat’ programmes in public institutions (94,800%). The growth
in enrolments in ‘externat’ programmes seems to be enormous, however even after such an
expansion, this sector represents only 1.6% of all tertiary enrolments (vs. 52.2% for full-time
studies, 40% for part-time and 5.8% for evening studies).

Figure 3. Share of different educational programmes in total enrolments

Different types of programmes
in Russian higher education, 2002
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Source: “Education in Russia, 2003”, Goskomstat, p. 274

The structure of enrolments by field of study changed in the 90s. Soviet education
emphasized mathematics and science and downplayed the humanities; on the contrary, a new
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market economy of Russia put forward the development of human and social sciences. The
increasing demand for these fields is observed in 1993 — 1998, while the demand for
engineering courses declines. As we mentioned before, Russian economy in the 90s can be
described as “merchant capitalism”, in which buying and selling, rent seeking, short-term
financial speculation, and personal services were the main sources of economic gain, not
production or long-term investment. At that time many of former socialist big enterprises,
plans and factories were closed or suspended their productive activities. Thus this economy
did not need engineers and specialists with technical education, on the contrary to economists,
accountants, and lawyers who were highly demanded on the labour market.

Table 7. Evolution of number of students in public higher education institutions
by field of study (at the beginning of the academic year; in thousands)

Field 1990/91 | 2002/03
1 | Natural sciences 237,6 2414
2 | Human and social sciences 303,7 | 1039,2
3 | Education 246,3 319,1
4 | Health 192,8 181,9
5 | Economics and management 332,3 1377,6
6 [ Informatics 63,8 97,3
7 | Construction 177,1 175,3
8 | Agriculture and fishery 218,9 204,3
9 | Machine building 116,2 96,6
10 [ Chemistry 49,6 41,2
11 | Electric technologies 24,6 46
12 | Electronic technology, radio and| 1285 88,9

communication technology

Source: “Education in Russia, 2003”, Goskomstat, p.277

Figure 4. Evolution of higher education enrolments by field of study
(at the beginning of the academic year; in thousands)
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Nonetheless, enrolments and students’ professional orientations tend to change. As a
respond to a growing production output in the country and a relative revival of certain
industries since the beginning of the third millennium, there appears to be more demand for
technically oriented education specialists. At a joint sitting of the Russian Education Ministry
and the Labour and Social Development Ministry the head of the Labour and Social
Development Ministry, Aleksandr Pochinok, noted that “there has emerged a demand for
engineers, manufacturing engineers and specialists in the food production and machine-
building industries” (“Gateway to Russia”, 2003). The Russian economy is getting more
stable and industrial output is increasing. This will demand more engineers and specialists to
work in the industrial production sector.

We have demonstrated with the official national statistics data that the demand for
tertiary education in Russia has increased sharply since the mid-90s. As a result at the
beginning of the third millennium, Russia took the place of the most highly educated country
in the world (according to the authors of the report “Human development in Russian
Federation, 2004, UNDP) or one of the most highly educated country (according to the
data of the National Committee of Statistics: “Education in Russia, 2003”) in terms of higher
educational attainment.

We wonder why the high quantitative tertiary education indicators are not reflected by
indicators measuring economic development level and living standards. The most probable
explanation for disparity between education levels and economic development is a low quality
of education and inefficiency of the labour market.

The Russian educational system responded promptly to the increase in demand for
higher education by introducing paid enrolment in state education institutions and opening
new private fee-charged higher education institutions. However, the increase in quantity of
educational institutions and educational programmes did not cause a lower rate of
unemployment among the youth or a real increase in salaries of young specialists. The rise of
employees with higher educational attainment on the labour market did not result either in the
increase of workers with required skills and competencies on the labour market. Employers
are not satisfied with newly formed specialists and they still experience difficulties to find the
personnel with a profile fitting to the company’s needs. Diplomas of some HEI’s have lost
their role of “signal” and many enterprises, especially whose situated in the capital region,
started using specific tests while hiring new workers. The prestige of the HEI became an
important detail in curriculum vitae that employers take into account. Old, well-known
institutions are more trusted by companies in comparison to newly appeared establishments.
The position of employers is easily understandable. The quality of educational services in
these new institutions was often not conforming to state educational standards. For some
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newly-born institutions the objective is to get as many students as possible in fee-charged
programmes, consequently, the selection at the entry of these HEI was low, sometimes almost
inexistent. Students graduated from these institutions with diploma, but without the required
level of knowledge and skills. This inconsistancy became evident at the beginning of XXI
century and the Russian ministry of education was pushed to close some private institutions in
2004 - 2006.

Prestige of higher education

The attitudes towards higher education change in line with enrolments tendencies: we
observe the loss of prestige for higher education at the beginning of the 90s and the
increase of interest to it since the middle of 1990s*’.

Theodore Gerber argues that the contraction of enrolments in HEIs in the first half of
1990s is a result of “changing perceptions of the value of education”. Many Russian youths
did not view education as an important “stepping stone” to material and social success. The
failure of returns to education to increase reflects a character of the Russian capitalism,
described as “merchant capitalism”, in which buying and selling, rent seeking, short-term
financial speculation, and personal services are the main sources of economic gain, not
production or long-term investment. Many Russians recognized that higher education does
not provide a means to improve one’s prospects in these types of activities. The short time
horizon imposed by high inflation and economic and political instability reduces the appeal of
higher education as investment. In addition, the economic changes have increased the
opportunity costs of remaining in school when one can earn immediate income by
participating in informal economic activities.

This idea also appears in the article of Natalia Kovaleva (1998). Her research is based
on surveys among the scientific elite and the population of Russia. The scientific elite
represented by researchers at a high level are concerned about the problem that the prestige of
science in society in the state has fallen and that the results of both basic and applied research
and development are unclaimed. They are worried about the state of the intellectual potential
of Russian science, the preservation and development of Russian scientific schools which are
in the process of destruction, professional orientation and personnel training, the integration
of science and higher schools.

The survey carried out by N. Kovaleva shows that a considerable percentage of young
people are not motivated to continue education. The major proportion cannot continue their
education rather for material reasons. In recent times, the spread of paid forms of education

7 It is more correct to say that tertiary enrolments evolution is, in part, explained by the population’s attitudes
and the level of prestige of higher education in the society.

109



has become a mass phenomenon. This alternative form of education has come to be
widespread in primary and secondary education, as well as within the system of higher
education. According to the survey’s results for the overwhelming majority of the residents of
Russia the transition to paid services on the whole is undesirable. Natalia Kovaleva proposes
that this problem could be resolved by setting up an optimum system of education which
utilises and combines both free and paid forms and a system of educational credit which is
widespread in many countries. Actually the Russian government has started thinking about
the possibility of introducing this reform in the country.

However, today the attitude towards higher education has changed. In spite of high
costs of higher education acquisition, about 63% of parents of school-leavers want their
children to continue in higher education and are ready to cover the major costs. Very few
respondents were willing to let their children continue without higher education. Awareness
of the importance of higher education is most developed in families of senior officials and
managers, highly skilled specialists and teachers.

Polls show that Russians mainly take a utilitarian approach to education. It is seen as
a way of achieving a higher social position, that can bring with it higher incomes and power,
rather a means of acquiring knowledge and skills for productive work. This approach is
partly a legacy of the Soviet time, but it has intensified in recent years, and the value of
education has been firmly subordinated to the goal of enrichment. Higher education is
perceived a step to high social status and bigger revenues.

There is a general awareness now in Russia that a person’s success in life depends on a
higher education diploma and the attached prestige. Data shows that the population’s beliefs
about the link between educational level and a person’s social and employments status are
correct. Authors of the report “Human development in the Russian Federation” (2004) argue
that the relationship between educational level and material well-being is clear in Russia:
higher levels of education are associated with higher incomes. Over half of household
members in the 20% of Russian households with high income have higher education. The
share of people with higher education among heads of government and administrative bodies
and different companies and institutions is 62%. In Moscow and Saint-Petersburg this figure
accounts for 76%. The share of employers with higher education is higher at 35% than the
share of employees, self-employed and members of producers’ cooperatives. In Moscow and
Saint-Petersburg 55% of employers have higher education.
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Social equality in higher education

Higher education viewed as a means of accessing to high social status and high
incomes become as a desirable acquisition and effective investment. Parents do their best to
enable their offsprings to obtain a higher education degree. An increasing demand for tertiary
education creates a severe competition at the entrance to educational institutions. Households
with better incomes tend to have the advantage of poorer classes of population on the
educational market.

Results of multiple research evidence of a growing inequality among students
depending on their parents employment status and level of incomes in the modern Russia.
32% of people aged 17 — 21 in poorest families are HEI students vs. 86% in richest
households (UNED, 2004). The inequality is not a recent phenomenon in the Russian
educational system, but it has significantly intensified during last ten years.

Theodore Gerber writes that even in Soviet Russia the goal of social equality had not
been attained. “Although the Soviet regime raised the educational level of the Russian
population over the course of the 20" century, it failed to reduce substantially educational
stratification based on social origins and place of residence” (Gerber, 2000). He argues that
parents’ Communist Party affiliation, education, and occupation all had in Soviet time and
still have in the new Russia strong effect on the probabilities of completing secondary school
and entering to HEIs.

A series of research projects carried out in different regions of Russia from 1962 to
1998 showed a considerable rise of inequalities in the system of higher education
(Konstantinovski, 2000). It is argued that the education of children in the modern Russia
depends rather of parents’ revenue and ambitions than their personal capacities and efforts.

To compare the ambitions of young people and their real careers the data was
collected and numerous polls among population were realised. In the region of Novossibirsk
the research had been carried out every year between 1962 to 1974. Futher on, more studies
were conducted in other regions of Siberia, Leningrad, the Central part of Russia and in some
republics of the USSR. In 1994 and in 1998, mass observations were made in the region of
Novossibirsk. The researchers had also analysed some investigations made in Krasnodar in
1994 and in Moscow in 1998. The results of the research showed that children of managers
and specialists have better chances to finish high school and they are more representative in
higher education institutions. A survey of high school graduates displays that the higher the
level of parents’ education and status is, the utter the wish of pupils to get qualified jobs with
career perspectives.
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On the one side, significant efforts had been made to diversify the new educational
system (different types of secondary schools had been created as “gymnasiums”, “liceis”,
specialised schools and private schools) and the latter could escape of the standardisation and
strict regulation. These changes unleashed the initiative of teachers, having been “forbidden”
for many years. On the other side, the diversification led to the social differentiation of school
establishments. The introduction of fee-charged forms of education intensified the social
differentiation. The slump of life standards resulted from economic crisis in the country for
the majority of the population of Russia made it impossible for most families to pay for the
higher education. The entrance exams to HEIs to get free-charge places are easier for pupils
graduated from prestigious high schools or after specialised tutor training courses. The costs
of these forms of preparation being extremely expensive are unaffordable for many parents.
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* k% %

Making conclusions about the evolutions occurred in the higher educational system of
Russia since 1990 and their influence on graduate employment we may say the following.

Move from the command system to the labour market one taking place in the 90s has
brought significant changes in educational system of the country. We observe considerable
changes in financial provision of education at all levels and, particularly, in higher education,
and transformations in structure and content of educational programmes. The important
modification concerns the vanishing of the ancient ‘study to work transition’ system which at
soviet times enabled to provide a relevant work for all graduates. Social and economic
transformations also resulted in a change of youth mentality and behaviour strategies while
entering the labour market.

According to official statistics there has been a significant increase in higher
education enrolments. The number of students rose by 2.4 times in 1994 - 2002 (from 179
students per 10,000 inhabitants in 1994 to 414 in 2002). The fastest growth of educational
level was shown among the countryside population (Leskov, 2003). Between 1995 and 2002
the number of full-time students had augmented by 77%, while the number of part-time
students rose by 180%. Private HEIs accounted for 78 in 1993 and 384 in 2002 (increase by 5
times), whereas the increase was less drastic for public HEI, from 548 to 655 (rise by 20%).

A higher education expansion may partially be explained by the growth in birth rates
in the 1970s and the early 1980s and slowing down of activities in the secondary special and
primary vocational education institutions.

Although the number of graduates in the 1990s was growing, access to (and the
quality of) higher education deteriorated as a result of the opening of a wide range of private
educational institutes, including those that operated unlicensed. While the official statistics
indicate an increase in the demand for the higher education, some researchers doubt about the
real reason of this exacerbated interest for higher education among population. “Does it mean
that the youth realises the importance of education, or that entrance exams in HEIs
became easier, or it is just a way for young men to avoid military service?” — ask authors of
the article “The youth in Russia” (Center for Polititcal and Economic Research, 1997). There
are no doubts that the eagerness of young men to enter university is reinforced by the
possibility of avoiding military service. According to Russian laws, all young men at the age
of 18, who are not enrolled in full-time higher educational programme, are obliged to assure
military service in the State Army for two years. Being aware of drastically poor conditions in
the Russian Army and the possibility to be sent to the Chechen war, men and their families
make use of any opportunity to avoid it, including participation in higher education.
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It is interesting to mention that the period of sharp expansion in higher education
enrolments was preceded by the period of their decline accompanied by the loss of prestige of
higher education in the society. Theodore Gerber (2000) explains the tendency of contraction
of enrolments in HEIs in the first half of 1990s as a result of “changing perceptions of the
value of education” after communist time and a transitional character of the Russian
economy. In his opinion, the low returns to education at this period reflect the specificity of a
new Russian capitalism, described as “merchant capitalism”, in which buying and selling, rent
seeking, short-term financial speculation, and personal contacts are the main sources of
economic gain, not production or long-term investment. Many Russians recognized that
higher education does not provide the means to improve one’s prospects in these types of
activities. The short time horizon imposed by high inflation and economic and political
instability reduces the appeal of higher education as investment. In addition, the economic
changes have increased the opportunity costs of remaining in school when one can earn
immediate income by participating in informal economic activities (Gerber, 2000). More
recent research witnesses that today Russians appear to take mainly a utilitarian approach
towards higher education. It is seen as a way of achieving a higher social position, with
accompanying material well-being and power, rather than value-in-itself. Young people are
aware that knowledge itself is not a guarantee of high or even acceptable social status: “the
salaries of most people, who take part in production, reproduction, and application of
knowledge (teachers of secondary and higher education, medical doctors, scientists,
engineers, many skills workers) are low” (UNDP, 2004).

One may note a certain frustration of students and their parents in front of the
widening choice of HEIs appeared recently in Russia. The growth and diversification of
higher education took place in the second half of the 1990s. In 1993, the system of higher
education accounts for 548 state higher education establishments, as well as 78 over non-state
institutions. Between 1995 and 2002 the number of private institutions has increased by 5
times accounting for 384.

Diversification of HEIs did not generate more equity in the access to higher education.
On the contrary, the introduction of fee-charged forms of education intensified social
differentiation. The entrance exams to HEIs are easier for pupils graduated from prestigious
high schools or after specialised tutor training courses. To pay these forms of preparation is
unaffordable for many parents. David Konstantinovski (2000) states in his article “The youth
of Russia in the educational system: dynamics of inequalities” that the education of children
in the modern Russia depends rather on parents’ revenue and ambitions than personal
capacities and efforts of a student.
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Chapter 4.
Russia’s path towards

a knowledge-based economy
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Abstract

The structure of Russian export has not changed since the collapse of the Soviet Union. Even
if since 1992, the export of Russia has tripled, three third of them comprise the export of
natural resources, like petroleum and natural gas. According to estimations of the British
Petroleum, keeping the present way of extraction of hydrocarbon products, the existing stock
of petrol should be over in 25 years, and the one of gas in less than 85 years. Therefore, if
Russia does not improve its competitiveness through developing other fields, the life
standards in the country will decrease dramatically.

The move towards a knowledge-based society, implying emphasis on human capital
development and creating necessary conditions for its realisation, could be a way for a
country to construct a stable society with sustainable economic growth. We remark that
currently, Russia does not stay away of the global move towards a knowledge economy. The
spread of new information and communication technologies has been on a steady rise over
last ten years, the number of enrolments in higher education had significantly increased,
reaching the highest indicators in the world. On the other hand, the number of employed in
the R&D sector had decreased accompanying a noticeable shrunk in public funding in this
sector. Moreover, Russia needs to overcome some significant obstacles that impede it to
construct a knowledge-based economy.

In literature, opinions about Russia’s move toward a knowledge-based society diverge. Some
authors argue that Russia is moving in an opposite way of a knowledge society (Kleiner,
2000; Liuhto, 2005). Others feel more optimistic: “Russia has a good potential to become a
truly knowledge-based society” (UNED, 2004). Many researchers underscore that the only
way for the Russian economy to move to the knowledge-based profile is to tackle inefficiency
of its institutional mechanisms and regulations and to promote organisational diversity. This
should enable to create necessary conditions for realisation of an innovation potential in the
country. “The dearth of small firms and specialised suppliers, and the absence of close co-
operation among different types of firm, made it virtually impossible to develop innovatory
potential” (Dyker and Radosevic, 2000).
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The main question we would like to answer in this chapter is “Where is Russia in its

move towards the knowledge-based society?”

In this part of our thesis we seek to know to what extent Russia has advanced in its
move towards the knowledge-based economy. If Russia demonstrates clear tendencies of
developing in this direction, we may thus make a first supposition that Russian graduates face
similar demands on the labour market as their European counterpartners.

Nonetheless, even if at the current stage Russia has not sufficiently progressed towards
this type of economic and social organisation, it has almost no choice but taking this path.
This challenge appears to be imposed by the international environment. Penetration of new
technologies in all spheres and in different national contexts, growing role of human resources
for innovation development will call up for flexible professionals. Therefore Russian
graduates will face these challenges, if not now then it would happen in the nearest future.

The move of Russia towards the knowledge-based society should contribute
significantly to competitiveness of the country on the international market. Liuhto (2005)
writes that “without the construction of the information society, Russia will not be able to
move from an economy based on international export of natural resources to a post-industrial
society”. He underlines that the structure of Russian export has not changed since the collapse
of the Soviet Union. Even if since 1992, the export of Russia has tripled, three third of them
comprise the export of natural resources, like petroleum and natural gas. According to
estimations of the British Petroleum, keeping the present way of extraction of hydrocarbon
products, the existing stock of petrol should be over in 25 years, and the one of gas in less
than 85 years. Therefore if Russia does not improve its competitiveness through developing
other fields, the life standards in the country will decrease dramatically.

Looking at the recent development in the country, one may conclude that Russia does
not stay away of the global move towards the knowledge-based economy. In this part of our
thesis we seek to investigate to what extent have the information and knowledge components
penetrated in the economic and social fields of the country.

We remark first that the term ‘knowledge-based society’ is widely used in Russian
literature. It came to prominence during last five years. A large amount of publications
investigate the challenges imposed by the new type of economic organisation, the knowledge-
based society, for different spheres of life (Bobylev, 2005, Tsapenko, 2005, Liuhto, 2005,
etc.). Thus, Russian scientific community is aware of the changing nature of economic and
social relations and the importance for Russia to join this global move.
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Not only researchers but also the government clearly realises the importance of it. In
2002, federal authorities adopted a programme “Electronic Russia”. The latter, budgeted 2,6
billion dollars, aims at developing informational infrastructure in Russia in different fields
between 2002 and 2010. Within the framework of a governmental programme of national
importance “Education”, it is envisaged to provide an Internet access in all secondary
education establishments between 2006 and 2007. Ryabtsyn (2005) argues that this is due to
the active intervention of the state in the field of network communications that Internet
practices became widely spread in the country. The first notion about Internet appeared in
2000 in different legislative papers. Amendments to the law on providing access to the data
on the activity of federal authorities obliged ministries and other public organisms to provide
the access to this information on the Internet. Today about 20 federal ministries possess their
internet web-sites. The government of the Russian Federation has done it as well.

However, due to the transitional character of the national economy and social and
cultural peculiarities of the society, Russia seems to take its own specific way while
transforming its economy into a knowledge-based one. Consider some indicators that
provide an insight about the move of Russia towards the knowledge-based society.

A first sketch on the country’s advance towards a knowledge-based profile can be
obtained through the analysis of following indicators:
1. Accessibility of communication and information technologies for all categories of
population.
2. Level of educational attainment in a country (including the number of HEIs and the number
of higher education enrolments).
3. Public expenses on education and higher education.
4. Public expenses on research and development activities.
5. Innovation activities indicators (i.e. number of patent applications).

This list can be longer, including for example, the level of investment in high
technology development, the number of programmes of continuous education, etc.
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Table 1.

Some indicators on the move of Russia towards a knowledge-based society

Number of people | Number of people | Number of people Volume of Number of
with telephones with mobile having Internet expenses on workers in
telephones access R&D sector R&D sector
(per one thousand (per one thousand (per one thousand (% of GDP) (per one million
inhabitants) inhabitants) inhabitants) inhabitants)
1990 2001 1990 2001 1990 2001 1996 — 2000 1996 - 2000
Russia 140 243 0 53 29.3 1.0 3481
Countries OECD 392 523 10 539 2.8 332.0 2.6 2324 (by 1998)
Countries of OECD
with high income per 465 597 13 605 3.2 400.1 2.6 3305 (by 1997)
capita
Developing countries 21 87 75 26.5

Source: “International report on human capital development, 2003”, UNDP, Paris, 2003

The above table shows that one of the weakest points in Russia is the lack of funding
for the research and development sector. At the same time, one observes a relatively high
number of researchers (3,481 people per one million inhabitants in Russia vs. 2,324 in the
OCDE countries). This suggests an underutilisation of the existing human capital in the R&D
sector. Table 2 shows that Russia has a low level of expenditure in education, in comparisons
to other countries, and this difference tends to increase over 1998 — 2001. In 1998, Russia
spends 35% less than developed countires and 8% less than developing countries, in terms of
expenditure in percentage of GDP. In 2001, these figures correspond to 60 and 31%

respectively.

Table 2. Dynamics of public expenditure on education (% of GDP)

Country/ Region 1998 2001
Russia 3.7 3.2
Countries with transitional economy 3.2
Developed countries 5.0 5.1
Developing countries 4.0 4.2

Source: «Education for all. International report 2005», UNESCO

As Table 3 shows, the number of enrolled in higher education in Russia is higher than
in other countries. We have already treated this topic in the part “Higher education in Russia”,
where we depicted that Russia appears to be in the top ten of countries with the highest rate

of higher education participation. The below table provides some more evidence on it.
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Table 3. Number of students enrolled in higher education institutions
(% of the total number of students)

Country/region %
Russia 69.9
Countries with transitional economy | 36.5
Developed countries 54.6
Developing countries 11.3
North America and Eastern Europe 57

Source: «Education for all. International report 2005», UNESCO

In regards to development of information and communication technologies in
Russia, we observe a significant progress. An important role in democratisation of
information and communication technologies in the country played an ‘E-Russia’ (Electronic
Russia) programme implemented on the government’s initiative. The programme concernes
four following fields: a) judicial environnemnt; b) Internet-infrastructure; c) e-
gouvernement ; d) distance learning. However, Liuhto (2005) argues that the « e-Russia » has
some weaknesses. “First, the allocated budget is too small ; second, the amount of the funding
foresaw initially was reduced and third, the rate of participation of foreign capitals is
insufficient” (Liuhto, 2005).

In the sector of information and communication technologies (ICT)
telecommunication takes the largest part, it provides 70% of all incomes in this sector. The
telecommunication industry accounted for 1,8% of GDP in 2002, the whole sector produced
3% of GDP. Within the sector of telecommunications, the sector of mobile telephone services
prevails. In 2004, the turnover of mobile phones operators accounted for 50% of the whole
turnover registered in the sector of telecommunications. According to Liuhto (2005), between
September 2004 and February 2005 the number of mobile phone users had increased from 60
million to 78,6 million. The latter figure witnesses that the mobile phone services had covered
a half of the total population. We observe from the Table 1, that in 1990 the Russian
population did not use mobile telephones. By 2001, there were 53 persons with mobile
telephones on 1,000 inhabitants. The rapid development of mobile phone sector has been
taking place since 2000, as witnesses the below table.
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Figure 1. Share of population with mobile phones Figure 2. Number of Internet users

Share of population with mobile phones Number of Internet users

40 4 @ number in min

8 i
:238 1 % 6 o %
10 —r.— 4 |:| @ number in min
0 ,_|=|—_'_|:- ; ; ; 2
0 i

© A P O S P> D
o PSS
WP PP

2000
2001
2002
2003
2004
(september)

Source: Goskomstat and Intra clusters, cited by Liuhto (2005) Source: Goskomstat and Intra clusters, cited by Liuhto (2005)

The production of information and communication goods has been on a rise these last
years. In 2002, the number of personal computers manufactured in Russia had tripled since
1998. Throughout the same period the number of mobile telephones made in Russia had
doubled, the number of television sets had augmented by 6 times. However, the level of
computerisation in the country is still rather low. In 2003, 9 persons per 100 inhabitants had
computers. The share of people who have Internet access is even lower (see Figure 2).
Looking at the level of use of information and communication technologies in firms and
organisations we observe that Russia has still some progress to made (see Table 4).

Table 4. Use of ICT in Russian companies and in other European countries, 2001

Country % of companies ...
using computers | using Internet | having a web-site
Russia 76.4 29.0 9.1
Countries of EU:
Austria 92.0 76.5 54.3
Great Britain 92.0 76.5 54.3
Germany 96.0 82.8 67.0
Finland 98.0 90.8 59.7
Country candidates for EU

Poland 95.0 74.2 -
Latvia 77.0 50.3 -

Source: “Russia and countries of the European Union”, Goskomstat, 2003, p. 217

The spread of Internet technologies amongst population is very uneven across
Russian regions. The polled carried out by a Russian “Fund of public opinion” revealed that
in the Moscow city 33% of population uses Internet, this figure is almost 5 times smaller in
the area around Moscow (the Central federal region). In the South federal region, Volga
federal region, Siberian federal region, Ural federal region, and Extreme Orient federal
region, the share of population using Internet varies from 7 to 11%. The percentage of
Internet-users in the North-Eastern region (area around Saint-Petersburg) comes up to 17%
(Fund of Public Opinion, report “All-nation survey “Internet in Russia”, Spring 2003).
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To impulse the further development of the sector of information and communication
technologies in Russia, it is of high importance to invest in technologies production but also
in the human capital. Even if the volume of investment in human capital is steadily increasing,
to-date magnitude of it is not high enough to contribute to Russian competitiveness on the
international market. Educational system does not form enough specialists in this field. The
outflow of the qualified labour force in this sector from Russia to foreign countries has also a
noticeable negative impact on the development of the national ICT sector.

Concerning innovation activities, Russia is lagging behind European countries. The
number of patent applications in Russia accounted for nearly 90,000 in 2002, that is about
three times less than in Germany in the same year (262,550), twice less that in Great Britain
(233,223), Austria (201,030), Denmark (200,652), Spain (202,439), Sweden (204,173), and
1.5 times less than in France (160,178), the Netherlands (144,341) and Italia (151,188)
(“Russia and countries of European Union”, Goskomstat, 2003, p. 214). The number of patent
applications is lower in Hungary (62,438), Poland (64,873) and Czech Republic (62,645).

These figures witnessing about innovation capacity appear to be even more deplorable
if one looks at the number of personnel employed in the research and development sector.
This indicator appears to be the highest one in Russia across all European countries. In 2000,
it employed 1,007,257 people, whereas in France it riched only 327,466 people, in Germany -
484,526, in Spain - 120,618 (“Russia and countries of European Union”, Goskomstat, 2003,
p. 210). This suggests that Russia experiences strong difficulties in realisation of the human
capital it possesses.

According to Dyker and Radosevic (2000), the reason of a low innovation capacity in
Russia is the lack of organisational diversity. This feature is a legacy of a socialist economic
organisation. “The dearth of small firms and specialised suppliers, and the absence of close
co-operation among different types of firm, made it virtually impossible to develop
innovatory potential” (Dyker and Radosevic, 2000). Privatisation was supposed to correct this
weakness. In practice, things have not worked out so good. As we showed in the chapter 2,
Russian economy experienced a very slow pace of restructuring and even no restructuring at
all (Kapeliushnikov, 2003; Dyker and Radosevic, 2000). This is usually a consequence of too
rapid privatisation. This situation brough about some tensions and incompatibilities for
creation of the knowledge-based economy in the Russian Federation.

In the yearly years of transition, privatisation policies aimed, as general rule, to break
up large enterprises. These, however, play a key role in innovation and R&D in developed
markets. Statistics on developed countries witness that the incidence of innovative activity is
usually higher among big firms than among small firms. On the other hand, rapid
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privatization has resulted in mostly ‘nomenklatura’ privatization. New owners issued from
soviet ‘nomenclatura’, were uninterested in innovation. They tended more to operate in line
with the old ‘Soviet-type’ economy. Such socio-political homogeneity greatly reinforced the
impact of the lack of innovation activities.

We have considered in this part of our work some indicators that could provide us
with an idea of a Russia’s advance in direction of a knowledge-based society (KBS). We
observed that while some facts witness about the move of Russia towards KBS, like indicators
on penetration of new technologies of information and communication, others make clear that
Russia is still on the way of building a society really based on knowledge.

Some researchers wonder if the modern Russian economy is transforming into a
knowledge-based one or if it is moving in an opposite way (Kleiner, 2000; Liuhto, 2005).
According to Kleiner, Russia is moving in the opposite way. In Liuhto’s opinion, the
country’s shift towards a post-industrial economic organisation is impeded by current
economic transformations and their negative consequences. Russia still needs to make efforts
to overcome its social and economic difficulties and redress the overall situation. This is a
necessary ground for an effective move towards a new type of economy. Dyker and
Radosevic think that Russia, like other countries of Central and Eastern Europe are lagging
behind leading OECD countries in their move towards KBS. But if we suppose that global
European Union trends influence the whole Europe, “we can expect that the shift towards
knowledge-based profile will eventually occur in the CEECs as well” (Dyker and Radosevic,
2000). Researchers emphasise that transitional economies would be able to catch up with the
advanced industrialised countries only if they are able to develop the institutional diversity
and complex collective learning networks.

We believe, that Russia does not stay away of the global move towards KBS. It seems
difficult to accept the argument of Kleiner that Russia is moving in the opposite way.
Apparently, the country is lagging behind countries of the European Union, but it is inevitably
moving in this direction. At the same time, given the above indicators, we wonder if Russia is
not simply moving to an ‘information society’. We observe that as to the spread of
information and communication technologies, a significant progress is made these recent
years. On the other hand, development of knowledge-intensive industries and the R&D sector,
in general, appear to be on a downward.
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Chapter 5.
Impact of economic transformations
on graduate employment in Russia
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Abstract

The shift from a command economy to a free market one caused significant changes in
graduate employment. First, sudden changes in the economic structure brought about
important labour market mismatches, notably between field and level of education acquired
by the young labour force and those demanded by employers. Second, with the collapse of the
Soviet state, a public system of job allocation for higher education graduates was abolished.
During soviet time, it enabled to provide all graduates with field-related work. Today,
graduates have to search for a job by themselves. This appears not that easy, given the lack of
experience in job search among young population. Young people can not even refer to
experience of their parents, as the latter had never experienced a “free” job search either.

The difficulties in graduate employment and career development are also reinforced by a
psychological frustration of young people. The move to a market economy generated a
cardinal change in values and beliefs of the society. Today, the graduates’ success on the
labour marker depends largely on how he/she accepts new social values and adapt to a new
economic organisation. One should note that during soviet time, attitudes to employment and
career development differed from ones perceived by individuals presently. The notion of the
“professional career” did not exist in Russia until 1995 (Beregovaya, 2002). Scientific
research on this theme was forbidden during the soviet period as it was considered that a
Russian man worked for the society and not for personal ambitions.

The new labour market economy implies different behaviours and attitudes. Graduates’
success on the labour market lies in identifying and adapting to new demands. l.e., qualities
of initiative, decision making and entrepreneurship appear to be crucial today, contrary to the
soviet system. “Any initiative is punished”, - tells a well-known soviet proverb reflecting
perfectly the character of the soviet system.

125



In this chapter we aim at analysing the main issues of the graduate labour market in
Russia, issues that are related with graduates’ transition from study to work and career
development. We will draw attention to some particularities of the Russian graduate labour
market that emerged as a result of economic changes occurred in the yearly 90s.

As we depicted in the first chapter, the role of the highly qualified youth on the labour
market is becoming increasingly important in the context of move towards a knowledge-based
economy. These people constitute an essential part of the human capital of a country and they
are supposed to cope effectively with a rapidly changing environment and contribute to
innovation activity of a country. We demonstrated in the second chapter that the share of
people who have higher education among the youth is rather high in Russia. About % of
young employees have experienced a post-secondary education. At the same time, a high
rate of youth unemployment is still registered. According to statistical data, people under 30
years constitute one third of all unemployed (Centre for the Economic and Political research,
1997). In 2002, the unemployed accounted for 27,3%, 14,3% and 9% in age groups of under
20, 21 — 24, and 25 - 29 accordingly (Gorisov, 2004).

We remark that the level of unemployment among graduates with higher education is
lower than in other groups. Nonetheless, some acute problems arise. One of the key issues of
graduate employment is an ‘internal brain drain’ (Sadovnichiy, 2001), when graduates do
not work within the university specialisation and loose for ever their precious professional
knowledge and skills. This phenomenon is refered to in literature as “field mismatch’ (Allen
and Velden, 2001). Researchers also distinguish *educational level mismatch’ and ‘skills
mismatch’. These types of professional mismatch also take place on the graduate labour
market in Russia. The problem of educational level mismatch and skills mismatch is
becoming more and more important, alarming government bodies and increasing public
awareness.

One should not forget another important issue of graduate employment that is a
social identification and adaptability of young professionals to a new market economy. The
system of social values had changed along with economic transformations. The new labour
market economy implies different behaviours and attitudes. Graduates’ success on the labour
market lies in identifying and adapting to new demands. l.e., qualities of initiative, decision
making and entrepreneurship appear to be crucial today, contrary to the soviet system. In the
soviet system, individuals were not supposed to make decision or to take initiative. Many
things were decided and organised by the government. People were expected to execute plans
adopted by the ruling party (the Communist Party). “Any initiative is punished”, - tells a well-
known soviet proverb reflecting perfectly the character of the soviet system. We should
mention that even nowadays some Russians still follow the old soviet proverb in their work.
This, in our opinion, is one of the obstacles to effective realisation of the human potential of
the country.
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Problems that young specialists face when striving to build a career, have just started
to be approached by Russian researchers. Beregovaya (2002) singles out following issues that
drew much attention of researchers these recent years:

e identification of the youth in the modern society, ideological changes, modification of
personal and professional values;

o professional career planning and professional orientation,

e the regulating function of the Federal Employment Agency of the Russian Federation and
the place of other organisations dealing with unemployment problems in the graduate
labour market,

e consistency of graduates’ professional qualities with demands of the labour market,
adaptability of graduates to labour market changes.

A social situation of graduates is characterised by: the lack of professional experience,
poor financial provision, accommodation problems (Pletnyeva, 2003). One of the weakest
point of a young specialist is the lack of experience to reinforce his or her theoretical
knowledge. The unwillingness of an employer to recruit a young specialist without work
experience constitutes the most acute problem for the youth who wish to enter the labour
market.

In many cases graduates, searching for a first employment after graduation, have to
accept low-paid jobs. This enables to young specialists to gain the necessary work experience.
Usually they keep such positions for about one to three years. Young workers enjoying low
earnings at the beginning of their careers can not afford to buy a lodging. The Russian
banking system does not function effectively and credit programmes are poorly developed.
No special efforts were made for young graduates, a bulk of them can not take loans to buy an
even very small apartment.

It is important to mention a core role of the former system of job assignment that
considerably contributed to graduate labour market regulation at time of the USSR. Every
student after having graduated from an HEI was assigned to a field-related work. Such a
policy ensured close interaction between HEIs and employers. It had been eliminated since
the beginning of the 90s; and to date no mechanisms are implemented to reconstitute ties
between higher education and the labour market. As we mentioned above, the Federal
Employment Agency does not manage to regulate effectively the entrance of graduates into
the labour market (Starostin et al., 2002). In addition, the Employment Agency deals with
graduates in case they have a status of unemployed.
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5.1. Changes in the system of social values and attitudes

We believe that the first key problem of graduates while entering and operating in the
world of work is related to how they accept and adapt to a new economic organisation. We
observe that depending on the level of social adaptability, graduates may have more or less
success on the labour market.

During soviet time, attitudes to employment and career development differed from
ones perceived by individuals presently. We should note that the notion of the “professional
career” did not exist in Russia until 1995 (Beregovaya, 2002). Scientific research on this
theme was forbidden during the soviet period as it was considered that a Russian man
worked for the society and not for personal ambitions. Nowadays the difficulties that the
Russian youth faces when integrating into the labour market stem from the absence of a
correct attitude towards the notion of “professional career”.

The question on graduates’ attitudes towards new values in the society and the process
of adaptation to a new economic model is crucial for our topic. One should be aware of a
sudden and cardinal transformation of the system of social ideology in Russia in the 90s. In
the soviet system, qualities of initiative, decision making and entrepreneurship were not
highly demanded, contrary to the new free market economy. Before the 90s the State took
many decisions on the place of individuals (Obukhovich, 2000). In regards to study-to-work
transition, for example, state bodies were charged to find an appropriate job for an individual.
The situation is different in the new market economy where graduates need to sort out
themselves to obtain a job. Not all graduates managed to cope with new challenges
successfully.

Young specialists differ according to their capacity of integration into the labour
market. The “careerists” aim to sell their professional qualities in the labour market as quickly
as possible. This is the group that human resources departments and employment agencies
search. About half graduates have no idea of how to place themselves in the new labour
market economy. They do not know what to do in their life, how to use the acquired skills and
knowledge. The third group includes young people who have a high potential to work
effectively and to be good specialists, but their main problem is that they are not familiar with
job search strategies and principles of career planning and professional development (Karezin,
2000).

Antipin (1996) argues that the Russian society can be split out in four groups by the

degree of social adaptability, in other words to that extent a person accepts the modern labour
market structure.
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The first group consists of the “potential unemployed” who work in privatised
enterprises. This group still has habits and values of the soviet period; these individuals want
to live in the labour market economy preserving ideals of the communist society. The
“potential unemployed” manifest a negative attitude towards the free market economy. They
stay passive while resolving their problems because they wait for the society has changed
without their participation.

The second group may be called the “self-confident”. They work in state companies.
Like the first group; they preserve the former communist ideology, but in contrast with the
first cohort they believe that the present labour market economy has some positive features.

The third and the fourth group are formed by the “potential unemployed” working in
the private sector and the “self-confident” working in privatised enterprises and private
companies. They are active in the labour market, they rely on themselves to succeed in life
and feel responsible for misfortunes in their career. They blame a large part of the Russian
population for making no efforts for the professional development.

The Antipin’s theory of stratification of individuals disregards their education level
and revenue. However, the author makes the conclusion that the level of adaptation should
influence in future the revenue and education level of an individual. The better a person
manages to adapt to the modern economic structure the higher will be his or her revenue and
educational status.

Fedotova (2002) in her article “Social and professional status of graduates in the
labour market” analyses the capacity of graduates to adapt and to be flexible in the new labour
market environment. She studies different strategies of graduates’ professional conduct. The
research is based on the results of sociological surveys carried out in Saratov® in 1998.

A survey of students in one Russian city, Yekaterinburg®, carried out from 1993 to
1996 showed that most of old economic stereotypes have started to disappear (Merenkov,
1998). An important quality for a modern student is a capacity to adapt to new conditions.
The survey revealed that students clearly understand the economic principles of the modern
society’s organisation. From the beginning of the economic reforms their attitude towards the
private property is evident: a lot of graduates try to find a job in private companies.

18 saratov is located in the heart of Volga River Valley Region with the population of about 900 thousand people
¥ One of the biggest industrial, cultural and scientific centers of Russia, situated in Ural geographic region of
Russia. The population accounts for 1.5 million people.
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Actually few students criticise the value of “money making”. On the contrary, the
ability to earn a lot of money quickly is considered to be a desirable quality. Young people
believe that there are many different ways to succeed in life. A successful life is above all
associated with the spirit of entrepreneurship and money. At the same time young people,
having observed the “money making” experience of some Russian businessmen, do not
believe that being talented and having high degree of professionalism are necessary to become
rich.

One may say that the higher education does not successfully perform its function to
prepare young people to adapt to the difficult economic situation in the country. On the other
hand, students do not expect to be taught about “how to live” in the labour market society,
they try to acquire this experience independently.
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5.2. “‘Internal brain drain’ and other professional mismatches

“The problem of mismatch between the educational system and demands of the modern labour market
was discussed in Moscow on November 19, 2003 at a joint sitting of the Ministry of Education and the Ministry
of Labour and Social Development. "Overproduction in the sphere of higher education” is being felt in Russia
now, said Vladimir Filippov, minister of Education. According to him, only 50% of university graduates can find
a job in keeping with their speciality, the others completely change their specialities or become jobless. At the
same time, the country experiences a lack of skilled workers. It turns out, "that we have not been spending
money where necessary", outlined the minister. Aleksandr Pochinok, head of the Ministry of Labour and Social
Development, noted that the country was suffering from overabundance of general economists, international
economists, brokers and accountants who were "trained in an old fashion without account for international
standards”. On the other hand, there has emerged a demand for engineers, manufacturing engineers and

specialists in the food production and machine-building industries (“VVorota v Rossiyu”, Nov. 2003).

Educational level mismatch. Russia has experienced during recent years a sharp
increase in higher education enrolments (see chapter 3, 83.2.*Key indicators of the current
higher education system’). At the same time, this was accompanied by contraction of vacant
job places due to overall economic recession (see chapter 2, 82.2.*Labour market evolutions’).
Falling in number of vacancies demanding highly qualified labour force resulted in an outflow
of specialists with higher education to other works, requiring lower qualifications. Thus, a
phenomenon of mismatch by educational level became widely spread in Russia.

Educational level mismatch attained huge proportion during the period of structural
transformations in the economy over the 90s. In that period, highly qualified specialists,
prepared within the soviet higher education system and in accordance with occupational
demands predicted by state plans of that time, were facing cardinal changes in the economic
structure. Massive separations of the work force in productive sectors asking for deep
professional knowledge and the shift for services sector, often with weak appeal to acquired
professional specialisation, forced much of the specialists to opt for work demanding low
qualification but enabling to provide a sufficient income. Gorisov (2003) states that these
processes were also linked in Russia with the move of highly qualified labour force into
informal economic sector. Former engineers, for example, were had to sell food and clothes in
markets, to work as drivers, to sew clothes, to turn to private faming and then selling products
of own farming, etc. Most of these activities were not registered by the Labour office. These
jobs often assured supplementary revenues in order to complete incomes from principal
employment where wages had decreased drastically throughout the transition period. In some
cases specialists wanted to keep their main employment that corresponded to their
qualifications and to complete their revenues with other jobs. Sometimes, people had to
choose to leave the main work and to take vacancies demanding with lower qualification but
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providing higher incomes. In 2002, 21% of population with higher education had a
supplementary job and 45% of these activities were in the informal economic sector (Gorisov,
2003).

Quantitative research estimating the level of educational mismatch in Russia and,
particularly in regards to higher education graduates employment, is very scarce. We found
only one recent study providing data on that issue. It was carried by the Institute of system
analysis on social problems of big cities (ISA SPAM) (2002) among 2117 graduates, one year
after their graduation. The sampling included graduates from all federal regions of Russia.
According to the research, about 8% of graduates do not need higher education in their work.

It is interesting to mention, that while in many European countries employers are
usually reluctant to hire a worker with a higher level of education, because this may result in
supplementary costs, in Russia the situation is slightly different. A survey by the High School
of Economics (Bondarenko et al., 2005)% revealed that about 70% of employers agree to hire
an overeducated worker. According to the study, employers expect that an overeducated
person has a higher creative potential and a better capacity to acquire quickly new knowledge;
that he/she is more productive at work and possesses good communication skills enabling to
get along easily with new colleagues. At the same time, employers acknowledge that such
workers would seek for better prospects and would tend to take lead in the group. Thus, the
highest risk for employers in hiring an ‘overeducated’ worker is that he/she leaves a company
for a better workplace outside. Notwithstanding, we notice that much of employers are ready
to take such a risk (70%) (Figure 1).

Figure 1. Distribution of companies by their answer to the question: “Are you interested to
hire a worker that has higher qualification (educational attainment) than required?”

@ Interested to take an overeducated worker
m Not interested to take an overeducated worker|
0O Could not answer

Field mismatch

% More than 1,000 companies were approached for the study in January — February, 2005. The sampling was
designed equally across regions and economic branches. For manufacturing, contruction and transportation
branches, companies with, at least, 50 employers were considered. For trade and other services sectors,
companies with at least, 10 employers were considered.
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The structural inconsistency between qualifications acquired by graduates and
qualifications demanded on the labour market (‘mismatch by field of study’), gained large
proportions in Russia since the mid-90s. In Russian literature, the mismatch by field of study
is often referred to as ‘internal brain drain’ (Sadovnichiy, cited in The Moscow University
Journal, 2003; Gorisov, 2004). This term, according to Sadovnichiy®!, names the situation
when graduates do not work within their specialisation and their professional knowledge and
skills get lost. The concept of internal brain drain comes in complementarity with a well-
known ‘external brain drain’, when qualified individuals of a country leave it in hopes of
getting higher incomes abroad. It is important to remember that Russia had experienced a
great flow of external brain drain during the 90s.

The term of ‘internal brain drain’ is widely used in Russian literature. However, one
can hardly find it in international literature. We think that this term has gained popularity in
Russia, because it clearly reflects the negative impact of this phenomenon on national
economy, as it is the case for external brain drain. According to Sadovnichyi, the extent of
internal brain drain is lower than the external one. However, the latter one is not less painful
for the national economy.

Alike a mismatch by educational level, a field mismatch became widespread due to
structural transformations in the economy during transition. The inconsistency between
qualifications of highly educated workers prepared during the soviet time and qualifications
required in the newly appeared free market economy provoked a field mismatch. However,
throughout the 90s the educational system responded promptly to changes in demands for
qualifications. As we depicted in the chapter 3, enrolments in engineering and manufacturing
had fallen, whereas those in economics and law increased considerably. Adjusting of the
higher education system to new needs of the economy positively influenced a field mismatch.
This mitigated the drastic situation that occurred on the market in the middle of 90s when a
large percentage of higher education graduates opted for a work with no link to the university
major.

According to Russian research, the internal brain drain accounts for 25 — 45%.
Survey carried out by ISA SPAM (2002) showed that about 47% of graduates work within
their university specialisation. Nearly 25% of graduates work in a completely different field
of study. The highest percentage of internal brain drain is reported among graduates in
Chemistry, Technical sciences, Agriculture, Exact sciences. On the contrary, graduates in
Law, Economics and Human Sciences appear to be rather successful in finding a study-related
work. It is interesting to mention that even if the percentage of those who do not work in

2! president of the Moscow State University by Lomonosov (the Moscow State University by Lomonosov is the
oldest and one of the most prestigious universities in Russia)
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accordance with university specialisation among graduates in Exact sciences is relatively high
(28%), the satisfaction at current employment is quite high as well (120 points vs. 72 points
for the average), and most graduates do not regret their current profession (70%). Ergo, in
spite of an important field mismatch, graduates in Exact Sciences manage to succeed in the
labour market in terms of personal satisfaction at work. Authors of the study explain it by the
fact that higher education enables to provide graduates in these fields with fundamental
knowledge and analytical thinking that further contribute to graduates’ professional success in
any domain. Moreover, these graduates are aware since the very beginning of their studies
that their chances to find a job within the university major are limited, because of current
crises in technologically-oriented economic branches in the country. Therefore, they prepare
themselves for such a situation. Contrary to graduates in Exact Sciences, a large part of
graduates in Law works within their university major. However, their satisfaction with the
current work, in terms of job content and earnings, is close to the average (74 points vs. 72
points). This can be explained by excessively high expectations of graduates that do not
correspond to the real situation. We should mention that since the middle of the 90s university
courses in Law have become highly prestigious. Professionals working in this field
(advocates, notaries, etc.) enjoy great salaries, consequently, education in Law is believed a
good investment. Fees for university studies in this field attained record marks, nearly 1,500 —
2,000 US dollars per year in province higher education institutions and up to 4,000 dollars in
prestigious universities in the capital.

According to other research, field mismatch has gained more important proportions in
Russia. Findings from the conference “Employment of graduates in Russia: acute problems
and their solutions” witness that only about 20% of higher education graduates work within
their specialisation (Afanasieva, 2004). Field mismatch largely depends on the field of study
and the economic branch a graduate is supposed to work in. Education and agriculture are
thus expected to experience the highest rate of field mismatch. According to some estimations
(Pankov, 2004; Bogdanovskiy, 2005), in 2002, 86,000 full-time graduates of agricultural
higher education establishments and post-secondary professional schools entered the labour
market. Only 16,700 of them, or 19,7%, chose to work in agriculture. 18% of them worked in
a close relation with their university specialisation. Whereby the number of vacant workplaces
accounted for 30,000, by that time.

Findings from the study realised by ‘Reitor’ (2005)?* show that today less than 50% of
graduates work within their university specialisation (Figure 2).

2 “Reitor”, Russian Independent Agency in Education Research (2005), “Which universities prepare best
graduates?”, Moscow. The research is focused on employment issues of graduates, working in Moscow and the
Moscow region. Three instruments were used: (1) analysis of curriculum vitae of 2,877 graduates from 41
institutions situated in Moscow and the Moscow region; (2) a poll among directors of Human resources
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Figure 2. Link between the university major and a current work specialisation

Link between university major and
work specialisation

19%

17%

11% 14%
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Legend: 1 —found a job within the university major after graduation and continues
to work in this field currently;
2 —found a job in field after graduation, but currently work outside this field;
3 —found a job not related with the university major after graduation,
but currently, work within the university major;
4 — the current work is in a field close to the university major;
5 — the current work has no link to university studies.

We observe that about 40% of graduates work within their specialisation, 17% work in
a near field, 32% work in a completely different field.

Generally, employment prospects of graduates in regard to this issue may also diverge
depending on the prestige of a higher education institution and the region of work. For
example, graduates from prestigious Moscow universities tend to experience field mismatch
to a smaller extent than their provincial counterpartners. As we showed in the chapter 2, the
economic situation differs significantly across Russian regions. However, no empirical studies
address discrepancies on the graduate labour market across regions.

The study by ISA SPAM (2002) provides some important insights on the problem of
field mismatch. However, more detailed empirical research could bring more evidence on this
topic. In the third chapter we will analyse how field mismatch and educational mismatch
influence graduates’ earnings and satisfaction at work.

Skills mismatch
The inconsistency between the competencies possessed by graduates and those

demanded by employers is mentioned in many articles devoted to problems of youth
employment in Russia (Bondarenko et al., 2005; Merenkov, 1998; Komarov, 1999, etc.). It

Departments of different companies; (3) person-in-person interviews with 45 representatives from companies in
different economic branches.
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became evident that the higher education system does not manage to catch up with dynamic
evolutions in a business environment. Moreover, employers recognise that the training
provided by universities is completely detached from needs of the labour market (Survey
among Employers, 2006).

Many authors argue that Russian students have a very vague idea about the world of
work while entering on the labour market (Kovaleva, 1995, Vishnevskiy and Shapko, 2000,
Liubimov, 2000, etc.). Often they do not familiar with the internal structure of enterprises and
organisation of production processes. They are not aware that they would be expected to
operate in stress situations, handle conflicts and operate independently. A survey of top
managers of large enterprises in the Yekaterinburg region demonstrated that employers seek
to find graduates who are capable to settle conflicts arising in the work environment, familiar
with the organisation of production in competitive foreign companies, able to find potential
clients, speak foreign languages. It is also an advantage for a graduate to be computer and
Internet literate (Merenkov, 1998). Employers mention that the education provided by higher
education institutions is too academic and it has an excessively broad focus. This generates a
lack of practical skills.

Higher education institutions in Russia see their role in assuring that graduates, first of
all, acquire deep professional knowledge in field. However, empirical studies show that
employers expect graduates to possess not only knowledge in a particular field, but some
other professional qualities as well.

Results of the study carried out by a Russian independent agency ‘Reitor’ showed that
about 20% of employers are not satisfied with the quality of Russian education. Employers

cited 5 main weak points of young workers:

1) Graduates have little idea about a corporative culture. They have no skills of work in
group and they are not willing to follow and respect rules established in a company;

2) They lack knowledge about organisation of production processes in enterprises;

3) They feel a shortage of skills of business communication: an ability to conduct
negotiations, a capacity to present products/services and results of own work, etc.;

4) A bad foreign language proficiency;
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5) Graduates are not familiar with strategies of job search. They lack information on the
labour market dynamics, and have little idea about how to built a career and to
succeed in the professional area.

Nonetheless, 80% of employers, approached in the survey, were more or less satisfied
with the education that graduates followed. These employers believe that higher education
provides basic knowledge and that further competencies can be developed through work.
Generally, two or three years after graduation, young people manage to acquire the needed
qualities. Although this acquisition will largely depend on personal qualities of graduates: the
most ambitious and purposeful people would, no doubts, succeed in this. The most dynamic
and active graduates tend to compensate the lack of necessary knowledge and skills by
participating in supplementary short-run courses.

The study by ‘Reitor’ showed that the work experience is an important advantage for
graduates. Many young specialists, however, underestimate it. Employers believe that work
experience enable to obtain knowledge and skills, which were not acquired through higher
education. The below table shows the difference between the importance of work experience,
estimated by employers (see experts in the table) and by graduates. Employers attach high
importance to work experience (coef. 2.3), while graduates consider it slightly less important
(coef. 3.4). Graduates believe that the quality of higher education is more important than work
experience (coef. 2.1 vs. 3.4), while for managers, the quality of higher education is almost as
much important as work experience (coef. 2.2 and 2.3). This may indicate that graduates feel
that all that they would need for work is taught at university. They are not aware of the
importance of other competencies that, according to the employers’ point of view, are
acquired through professional activity. We also observe that graduates do not attach that much
importance to personal characteristics, whereas employers rank them rather high (coef. 4.3 vs.
2.7).

Table 1. Importance of different characteristics for career development

Characteristics Coefficients of importance
Assessment by experts | Assessment by graduates
Quality of initial higher education 2.2 2.1
Work experience 2.3 34
Personal characteristics 2.7 4.3

Scale: 1 — important; 9 — not very important
Source: ‘Reitor’ (2005)

Alike the survey by ‘Reitor’, the study carried out by the Moscow High School of
Economics witnesses that employers’ requirements concern not exclusively the level of
educational attainment and the mastery of domain-related knowledge, but also behavioural
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characteristics of workers (Bondarenko and al., 2005). Along with the professional expertise,
employers appreciate if a worker is disciplined, has a good capacity to work in group, and a
deep feeling of responsibility. It is also a good point for a worker if he/she feels ready to
acquire new knowledge, and if he/she is able to take initiative.

In the study of the Moscow High School of Economics, managers of more than 1,000
Russian enterprises were questioned about professional qualities that qualified workers should
possess. Employers distinguish 7 essential competencies (see Figure 3 and Figure 4).
Bondarenko and al. (2005) split them out into three broad categories:

- expert knowledge;
- creative or innovative capacitates;
- capacity to be ‘executive’.

The first group concerns knowledge in a particular field. The second one includes a
capacity to acquire quickly new knowledge (or a readiness to acquire a new profession), a
capacity to take initiative and be creative at work, a capacity to present oneself and results of
own work. The third group covers such competencies as a self-discipline and a capacity to
follow established rules, an ability to take responsibility, and a capacity to work in group.
Competencies are rated from 1 (lowest extent) to 5 (highest extent). Figure 3 shows
competencies required from managers and highly qualified specialistes (groups 1 and 2 in the
international classification of occupations ISCO-88), while Figure 4 illustrates competencies
required from administrative and technical staff (group 3 in ISCO-88).

Figure 3. Competencies required from managers and highly qualified specialists

Competencies required from
managers and highly qualified specialists
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Legend: 1 - knowledge in a particular field; 2 - capacity to acquire quickly new knowledge/a readiness to
acquire a new profession; 3 - capacity to take initiative/ be creative at work; 4 - self-discipline and capacity to
follow established rules; 5 - ability to take responsibility; 6 - capacity to work in group.

Source: Bondarenko et al. (2005)
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Figure 4. Competencies required from administrative and technical staff

Competencies required from
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Legend: 1 - knowledge in a particular field; 2 - a capacity to acquire quickly new knowledge/a readiness to
acquire a new profession; 3 - capacity to take an initiative/ be creative at work; 4 - capacity to present oneself
and results of own work; 5 - a self-discipline and capacity to follow established rules; 6 - ability to take
responsibility; 7 - capacity to work in group.

Source: Bondarenko et al. (2005)

We remark that for both categories of workers (Figure 3 and Figure 4), a capacity to
acquire new knowledge is as much appreciated as the expert knowledge (knowledge in a
particular field) (coef. 4.5 vs. 4.3 for managers and highly qualified professionals; coef. 4.3
vs. 4.3 for administrative and technical staff). Similarly, an ability to take responsibility is
ranked as high as the expert knowledge for both categories of workers (coef. 4.6 vs. 4.3 for
managers and highly qualified professionals; coef. 4.5 vs. 4.3 for administrative and technical
staff). An important conclusion that we can make from the above figues is that there is a
number of competencies that are as much important as the domain-related knowledge.
We emphasise this point because it is related with the main hypothesis of our paper. At the
beginning we supposed that on the Russian labour market, similarly to European labour
markets, expert knowledge is not the only competence demanded at work: there exist a
number of other competencies important to the same extent. Hence, the study by Bondareno
ar al. (2005) provides us with the first empirical confirmation of our hypothesis.

Further in the study, Bondarenko et al. investigate to what extent workers possess the
required competencies. The authors compare professional qualities of employees in
enterprises with different level of benefits. All companies were grouped into 4 categories:
companies with the lowest success on the market (column 1), companies with an average
success on the market (column 2); successful companies (column 3); and the most successful
companies (column 4).
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Table 2. Employers’ assessment of competencies possessed by workers

Groups of companies/organisations Ratio of coefficients for
Companies competencies possessed
with the Most _ by employees
lowest successful in most.successful
SUCCESS companies companies to those
with the lowest success
1 2 3 4 5=4/1
Nb 237 629 143 72
Expert knowledge 4.0 4.2 4.4 4.3 1.07
Capacity to work in group 3.9 4.2 4.2 4.3 1.07
Self-discipline and
capacity to follow established rules 4.0 4.1 4.2 4.3 1.08
Knowledge in other fields 37 38 40 40 108
(mental outlook)
Capacity to take initiative, be creative 35 38 39 39 113
at work
Capacity to present results of own
work, capacity to achieve required 3.6 3.9 4.1 4.1 1.16
goals
Capacity and readiness to acquire new 36 39 43 43 117
knowledge and/or new qualification

Source: Bondarenko et al. (2005)

Compare competencies possessed by workers in most successful firms and in firms
with the lowest success on the market. We observe that workers in most successful companies
have higher coefficients for all competencies (the mean for 7 competencies is 4.2 for workers
of most successful companies vs. 3.8 for workers of companies with the lowest success). This
may suggest a correlation between the economic success of a firm and competenices that its
employees possess. Hence, employers are greatly interested in attracting workers with better
skills/competencies. We also remark that the greatest gap in competencies possessed by
employees of most successful companies and employees of companies with the lowest
success on the market, is observed for such qualities as a capacity to take initiative (difference
between coefficients - 0.4, ratio - 1.13), a capacity to present own work and a capacity to
achieve established goals (difference — 0.5, ratio — 1.16), and an ability to acquire new
knowledge or new profession (difference — 0.7, ratio — 1.17). This conclusion gives us one
more piece of evidence that the expert knowledge is far from being the only and the most
important competence at work.

* k% *

In Russian literature, it is common to consider that a professional mismatch is a
particularity of the Russian transitional labour market. We found no Russian publications
telling about the existence of this problem in European or other countries. However, it is
important to look at other nations’ experience on the issue. We found that professional
mismatch is not a new phenomenon, which is characteristic for only transitional economies.
There are no doubts, that in Russia, as a result of sudden transformations in the economic
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structure, inconsistencies between qualifications possessed by individuals and those
demanded on the labour market gained enormous proportions. Nonetheless, it is important to
state that professional mismatches are also observed in many developed countries
throughout the world.

The problem of professional mismatch was identified and largely studied by
economists and sociologists throughout the last decade in many countries.

The concept of professional mismatch refers to a set of existing terms appeared
through discussions on human capital. The notion of ‘overeducation’ was studied and
developed in a scientific literature these recent years. The adoption of overeducation as a
research topic dates back to Freeman’s book ‘The Overeducated American’ (1976), where he
discovered that following the massive investment in education in the sixties, returns to
education began to decline at the outset of seventies. Today overeducation is typically
conceptualised as an attained educational level that exceeds the required educational level for
the job (Green et al., 1999). Much empirical works on this topic were conducted by Dutch
researchers: Ramaekers and Heijke (1995, 1998), Eijs and Heijke (1996), Borghans, Crip and
Sloane (1998), Allen and Velden (2000, 2006), Varhaest (2006).

Professional mismatches also include field and skills mismatches. Allen and Velden
(Allen and Velden, 2000) measured professional mismatch through the following indicators:
skill match, skill shortage, skill surplus, skill mismatch.

The phenomenon of overeducation appears to be quite widespread in Europe.
Lassibille et al. (2001) carried out research in Spain among 1,000 Spanish individuals. The
study showed that about 42% of young people participating on the labour market are
overeducated, 55% have the education required to perform their job adequately and 3% are
undereducated. Other research in Spain conducted between 1985 and 1991, Alba (1993),
Beneito, Ferri, Molto and Uriel (1996) and Garcia Serano and Malo (1996) report that
between 17 and 30% of Spanish workers are overeducated and between 17 and 23% are
undereducated. In France, a study carried out by Colletaz et al. (1995) found that 49% of
young people were overeducated in their first work, 51% were adequately educated and about
7% were undereducated. Comparing the results of studies conducted in France and in Spain,
Lassibille et al. (2001) make the conclusion that the better working match in favour of
Spanish graduates can be explained by the difference in the length of unemployment after
graduation. The latter is longer for young Spanish people, and this gives more time to Spanish
graduates to search for an adequate job. Lassible et al. also suggest that “young people are
more underutilised compared to older co-workers”. This is partially due to the fact that
because of the increase in higher education enrolments these last years, younger population
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tends to have higher educational attainment in all occupational groups compared to older
cohorts.

In 1991, Sicherman (cited by Johnes, 1993), using data from the Panel Study of
Income Dynamics, measured the extent of overeducation experienced by individuals through
comparing the years of education received with the minimum years of education required for
the current position. He discovered that 40 % of the sample were overeducated. Two features
stand out from this analysis. First, overeducated individuals are significantly more likely than
others to change both their occupation and their employer. This suggests that their tenure of a
job for which they are overeducated is transient, and that they might choose short-term
employment in such a job in order to gain experience which will better equip them for more
advanced work in the future, this is the case of ‘reculer pour mieux sauter’. Second,
overqualified workers are more likely than others to be promoted to a higher status
occupation. In some firms, workers destined to become managers are required to spend a
period of ‘stand-by’ in order to acquire experience in wider range of fields. While such
workers are overeducated for a current position, they can be promoted to higher positions in
future.

Studies carried out by European researchers within the framework of the project
“CHEERS” concerning employment of higher education graduates in 11 European countries

and in Japan showed the following rates of overeducation.

Table 4. Educational level and field mismatches in Europe and Japan

ES DE NL UK JP Al 1?
countries

Job at higher level 14.9 4.5 10.7 15.8 10.4 13.6
Job at own level and field 49.3 57.3 62.1 40.8 30.6 48.8
Job at own level but different field 6.0 104 11.1 18.6 24.2 11.7
Job at lower tertiary level 11.3 18.7 9.5 154 18.3 14.2
Job at below than tertiary level 18.6 9.1 6.6 9.4 16.5 11.6
N 2147 3181 2907 3046 2959 27219

Source: Allen and Weert (2005). Data from the “CHEERS” project

We remark that professional mismatches are quite common in Japan: 24% of
graduates work in a different field, 16,5% have a job requiring below than tertiary level. In
Europe, Spain comes at the top of the list of countries with educational level mismatches.
19% of Spanish graduates do not need higher education for their job. In the Great Britain,
24% of graduates work in a different domain. In general, we observe that the share of
graduates working in a different field is rather high, 11.7%. For 14,2% of graduates the
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current work requires a lower tertiary level, 11,6% work in a job requiring lower than higher
education level.

It is quite difficult to compare the findings from the Russian literature on
overeducation with the findings from European research. The main reason is the difference in
structure of educational systems. We mentioned in the second chapter that Russian higher
education system appears to be quite different in comparison to many European systems. By
2000, there was only one type of higher education diploma in the country. It requires 5 years
of study. Research carried out by Lassible et al. (2001) and Colletaz et al. (1995) show rather
high indicators of overeducation, between 40 and 50%. One should not forget that in each
study young people of different level of educational attainment were questioned. In Lassible
et al. people with 5 educational levels were examined. Thus there were more possibilities to
be classified as overeducated.
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5.3. Transition from study to work. Changed practices

The former Soviet universities played a major role in assigning graduates to work
using the mechanism called the State Job-Assignment System (SJAS). The collapse of the
planned economy led to the end the SJAS, and graduates are no longer compulsorily
distributed by the state. Instead, graduates must now find a job themselves, and responsibility
for failing to do this is their own. Ergo, the old formal institutional linkages between
government, enterprises and universities on the graduate labour market have almost
disappeared in the new Russia®.

Generally speaking, Russian graduates tend to depend on their informal ties to find
job. Official statistics show that about 60% the youth depended on personal connections to
find job in 2001 (Goskomstat, 2001). Horie (2004) considers that this is neither a national
characteristic of Russia, nor a typical characteristic of the youth behaviour for fining a job. In
fact, graduates have little choice other than depend on social ties. During soviet times almost
all graduates were distributed to their workplaces by the mandatory state job-assignment
system. The abolition of this system forced the youth to depend on social ties, and still no
social mechanism for recruiting graduates has been established.

In the international practice we find a confrontation of models of “formal
institutional linkages” and “informal social ties” for regulating the graduate labour
market. The model with the prelevance of formal institutional linkage conflicts with the idea
of a “free labour market” where institutional linkages do not and should not affect job
placement. This model is used in many countries, like Canada, USA, France and others. On
the contrary, strong institutional linkages are reported to be in the Great Britain and Japan
where, as a consequence, time of job search and unemployment rate among graduates are
lower.

We believe that a policy with stronger emphasis on formal institutional linkages could
‘remedy’ to some extent job search issues on the Russian youth labour market. Hence, it is
important to strengthen the function of universities as assistants in the job-search process, and
to reinforce the partnership between universities, employers and government bodies. This may
be an important contribution to ensure a smoother study-to-work transition for graduates.
Institutional commitment of universities, as well as enterprises and government bodies, should
have a positive impact on graduate employment.

2 |t is important to mention that formally the former SJAS still exists. Statistics indicate that 47% of all
graduates still receive job assignment. However, few graduates use this mechanism and agree to occupy the
proposed vacancies, because salaries in these jobs are usually much lower in comparison to jobs graduates can
find by themselves.
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Even if most graduates access to employment through their personal network, we
should not, however, forget that there are still some other mecanisms of job search at their
disposal.

Notwithstanding the decreased role of universities in graduates’ study-to-work
transition, some higher educational establishments still continue to help their graduates to
find job. A survey among Russian graduates®, carried out by the Institute of system analysis
on social problems of big cities, Moscow, in 2002, showed that about one third of graduates
found the first job with the help of their university. At the same time, higher education
institutions are not obliged to assign graduates to workplaces or to assist them in job search.
In fact, some HEIs do it, others not. Several institutions create special ‘employment’
departments. Their objectif is to help graduates in job search. They may sign contracts with
potential employers so that students could start working while finishing studies. This
experience encourages students to terminate successfully their courses and to be prepared for
the entrance into the labour market. The employment department of a HEI has numerous
functions; the overall purpose of this institution is to establish close ties between a HEI and
the labour market.

The State contributes to tacking unemployment through the State Employment
Agency. Its branch is presented in all cities of Russia. Nevertheless, the efficiency of its
operating appears to be rather low. Job search through private employment agencies is usually
more successful.

To meet the need of graduates in job search assistance private employment agencies,
non-profit organisations and associations have been created recently in Russia. Active
position of these organisations on the labour market is observed since 1989. The youth
associations like IAESTS, AIESEC organise well-known vacancies fairs in Russia; they are
“Den kariery”, “Yarmarka vakanciy”, etc.

In the new economic situation the way that the Employment Agency functions must be
modified. It should not be a labour market regulating institution in the name only, but one that
actually performs its duties in a given region. Undoubtedly, the Employment Agency may
play a role of coordinator in the job search for graduates from HEIs, secondary and initial
vocational institutions. One of the key problems of graduates is the psychological frustration.
Ergo, one of the main tasks of this organisation should be to coordinate, organise and ensure
assistance for the system of professional orientation and psychological support for the youth.

2 pPotapov and Scherbina (2002), “University graduates: problems of first job search”. Report based on results of
social survey among young specialists graduated in 2002. Approximately 2200 graduates throughout the Russian
Federation were questioned.
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Graduates deprived of the psychological assistance feel their judicial and social vulnerability.
The lack of information about the labour market development trends results in a contradiction
between the expectations of employers and those of graduates.

Inefficiency in the career guidance of young people in Russia is generated by the
absence of an analysis on labour market development tendencies and by some other reasons:
e a traditional system of education is preserved in higher education institutions without
taking into account changing needs of the youth and the labour market;
e the lack of a step-by-step system of training and continuing education.
To date, Russian young people are in a great need of professional guidance services,
and the demand for these services comes from the youth, as well as from HEISs.

According to research by ISA SPAM (2002), 21% of graduates found job by
themselves, 50% are helped by parents and other family members, 44% got job through their
friends and a personal network. 9% obtained an employment through the State Employment
Agency, and 13% through private employment agencies. One third of graduates found job
with the help of their higher education institution. Research witnesses that an important role
for graduates’ transition from study to work plays internships or work experience acquired
during studies. Working in a company during studies permits to find a workplace. Study by
ISA SPAM revealed that every fifth graduate continues to work in the same company/
organisation where he/she worked before graduation.
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5.4. Limits of demand for higher education graduates

We believe that another important issue that has an implication on graduate
employment is related to limits in labour demand in the Russian transitional economy. It
appears that employers are not ready or can not pay competitive wages to qualified workers.

We saw in the second chapter that Russia belongs to the top 5 of countries with the
highest level of higher educational attainment. However, this does not result in comparable
indicators of social and economic development of the country. Authors of the Report on
human development in the Russian Federation (2004) argue that such a situation is due to the
inefficiency of the labour market preventing from proper use of the acquired human capital. In
this respect, we wanted to underline the problem of low wages in the country. Research
demonstrates that in many cases Russian enterprises can not or do not want to pay a
competitive salary to qualified workers (Bondarenko et al., 2005; Gimpelson, 2004).

Research witness that in the modern Russia, the problem of labour surplus has
already overcome. On the contrary, a shortage of labour force is reported. Simultaniously, a
shortage of workers, highly qualified as well as low qualified, is accompanied by a relatively
high level of unemployment in many economic sectors. The level of unemployment, by
experts’ estimations, equals to the number of unemployed. Therefore, we speak about
structural unemployment. Youth unemployment appears to have a structural character as well.

According to a study carried out by the Moscow High School of Economics, the
deficit in labour force is approved in more or less all companies regardless to their size and
successfulness of their economic activity. However, the structure of deficit varies according
to the economic branch. In business and trade there is a greater deficit of qualified workers
than low qualified workers. In transportation and manufacturing the deficit is higher for
workers with secondary educational attainment. In construction, the magnitude of deficit for
two groups is similar.

The principal reasons of the deficit of highly qualified workers are found to be: the
difficulty to find a highly educated worker with a relevant work experience, a lack of workers
with a required set of skills and knowledge, and an impossibility of a company to offer an
appropriate level of remuneration to workers. The below table presents reasons that cause the
deficit of labour force in different companies. These are split into four groups according to a
branch they belong to: manufacturing, construction, trade, transportation.
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Table 4. Reasons of deficit of work force in enterprises, according to branch

Reasons of labour shortages % of employers who reported labour shortages
Manufacturing | Construction | Trade | Transportation

Itis dnfflcult to f!nd qgallfled workers with 74 77 68 16
appropriate experience
“Educational institutions do not prepare enough

. . R 52 69 39 36

workers with desirable knowledge and skills

It is impossible to assure a satisfying level of 53 25 16 70

wage to attract qualified workers”

Long working day and overcharge of work 23 30 23 11

Source: Bondarenko, Krasilnikova, and Kharlamov (2005), p. 15
Note: the sum for each column can be over 100%, because employers could choose more than one reason
We remark that one of the reasons of deficit of labour force is the incapability of
companies to offer a proper salary to qualified workers. We have no evidence about the
nature of this incapability and whether this is the case that employers are not willing to pay
for highly qualified human capital. We observe as well that companies feel lack of qualified
workers with appropriate experience.

The unwillingness of employers to pay correct salaries to workers as one of the main
reasons of the work force deficit was also reported by Gimpelson (2004). Using findings of a
survey among about 300 organisations in 30 regions of Russia, carried out by the Moscow
High School of Economics in 2003, he found that 64% of employers experience deficit in
highly qualified labour and 61 % in low-qualified labour, because salaries they propose are
not competitive (Table 5). Moreover, more than 35% of employers loose workers because
other companies offer more competitive salaries (36% for highly qualified workers and 39%
for low-qualified workers).

Table 5. Reasons of deficit of work force, according to workers’ level of qualification

0,
Reasons of labour shortages % of employers who reported labour
shortages of ...
workers with workers with lower than
higher education higher education
“Educational system does not prepare enough workers
1 - . e ot 28.4 63.9
with appropriate qualification
2 tﬁeencigle do not want to work for a salary we propose 63.8 612
3 cher compe,l,nles attract our workers offering them 36.2 393
bigger wages
“There are few short training programmes to prepare
4 ” 135 ]
workers that meet our needs
5 ‘I:!ardlwork .and dlfflmilt working conditions; 255 18.7
job is not interesting
6 | “Workers do not want to live in our city” 7.1 2.7
7 | Problems with lodging 38.3 22.8
8 “There is no training courses within our company to i 78
prepare workers we need” '
9 | Other reasons 11.3 10.5
N 141 219

Source: Gimpelson (2004), p. 87
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Using the probit regression function, Gimpelson examined the demand for highly
educated workers as well as for workers with lower qualifications in different companies in
regards to their output, size, region of location, etc. Findings showed the following. As to the
situation for workers with higher education, private companies of small size (below 200
employees) and medium size (below 500 employees), which were created after reforms (in
the mid-1990s), endure less difficulties with labour recruitment. According to the author, they
accept to increase salaries to their employees and, consequently, experience less problems
with labour deficit. Making the final conclusion in his analysis, Gimpelson underlines that the
deficit in qualified workers in companies is often owe to the fact that employers are
reluctant to pay competitive salaries.

Another important reason of why companies fail in attracting qualified workers is the
problem of lodging (Table 3). As G. Psycoropoulos stated in his book “Earnings and
education” (1975), an important part of benefits that an individual enjoys at work consists of
fringe benefits. Helping employees with lodging could be qualified as a fringe benefit. Some
companies have already appealed to this method of extra-remuneration for their workers and
this enables them to deal effectively with problems of labour turnover and labour deficit.

We observe that some employers are unwilling to provide a proper remuneration to
qualified workers. This may depend on an economic well-being of a company, but probably
also, on the extent of awareness across employers on the importance of quality of the human
capital factor in the production process. Some Russian employers do not recognise the key
role of human capital. They are not always ready to pay higher salaries for obtaining better
specialists.

It is noteworthy to speak about the existence of two types of enterprises/organisations
on the Russian labour market. Most dynamic companies realise the place of qualified
labour in the company’s development and they do remunerate the human capital of the
personnel to its exact value. These enterprises are often situated in the capital region of the
country. These companies are also distinct by a more active policy in graduates’ recruitment.
They are not only ready to offer high wages, but they also make efforts for detecting and
attracting the most qualified labour on the market. For example, some companies organise a
recruiting of graduates directly in universities. These companies appear to be more
progressive in their perceptions of the role of human capital. Simultaniously, they usually
possess the necessary financial provision for permitting themselves such a policy.

The second group of employers stays more passive in recruitment of qualified

personnel, but this is also because of the lack of appropriate funds. These two groups
correspond to a certain extent to the two economic sectors: the private and public ones. The
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public sector, after fifteen years of transition, ended up with drastic differences in the level of
remuneration in comparison to the private one. It is mostly thanks to fringe benefits, like
less work hours, stability of employment, and also to possibilities of informal employment
and supplementary incomes from the shadow economy, that this sector still manages to attract
young specialists.

* % *

Differentials in wages across branches and economic sectors brought about some
paradox features on the Russian youth labour market.

Today earnings of young people appear to be dependant rather on the form of property
of a company than on qualification or level of educational attainment. We showed in the first
chapter that the private sector appeared in the Russian economy in the early 90s. Since that
time, this sector has become much more attractive for young specialists in comparison to the
public one. Moreover, one observes a loss of prestige of working in public companies. This
is mostly due to low wages and poor technological provision in the public sector. Earnings
differentials between the two sectors have been growing rapidly over the first half of the 90s
and have finally become drastic. l.e., in the middle of the 90s a security worker in a
commercial firm or a clerical worker in a bank earned a ten times higher salary in comparison
to a highly qualified engineer in a public enterprise or a scientist at university.

The major part of the working youth left the sector of production for the sector of
distribution and currency circulation (in 1997, 25% of young people had left their jobs for the
sector of distribution). Shift of employment from production sectors to the services sector was
accompanied by educational mismatches. Entrepreneurship of young people was represented
by simple economic activities like sales and outlet trade, that were oriented to short-term
investment and quick and easy profits. Decreasing of output in manufacturing, construction
and other industries demanding for qualifications with high level of professional knowledge
resulted in an outflow of qualified labour force to activities with low demand for professional
skills and knowledge. Therefore, many young people had to make a difficult choice: either to
work at a public company and to get a miserable salary, or to get employed in a private
enterprise with higher salaries but in most cases with no appeal to professional qualification.
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Making a conclusion on graduates’ employment in Russia, we may say that it is
largely framed by the following issues:

- professional mismatches (educational level mismatch, field mismatch and skills
mismatch) resulted from a sudden transformation of the economic structure and
growing wage differentials across economic sectors and branches;

- study-to-work transition difficulties which stemmed from the collapse of a former
system of state assignment of graduates to workplaces. The situation is worsened by
the fact that young people lack appropriate experience and training in job search.

- limits in labour market demands in terms of low salaries for qualified labour. In
some firms managers are not able to pay a competitive salary to workers because of
their low benefits and poor position on the market. In other firms employers do not
recognise the importance of the role of human resources in company’s development
and they do not want to reward the graduates’ human capital to its exact value.
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Chapter 6.
Competencies required
from higher education graduates
In Russia: empirical evidence
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Abstract

The move from the command economy to a market one has transformed the Russian society in
its integrity. We showed previously, that young specialists experience severe difficulties when
entering and operating on the labour market. This deplorable situation is partially due to a
lack of information about modern labour market requirements. Graduates, their parents,
higher education institutions, employment agencies, and regional policy makers are not
aware of current trends on the labour market and employers’ needs. In spite of the acuteness
of this issue, the empirical research in this area is very scarce in Russia. One should note that
not only on this issue, but also on other acute problems in a wide range of sciences, empirical
studies were decreasing in number over the recent years. Owe to drastic cuts of public funds
for R&D sector, empirical research became difficult to conduct.

The present study was possible due to contributions of multiple actors in Russia, in France
and in Europe. Thanks to a support from the Ministry of Foreign Affaires of France
(programme EGIDE ECO-NET), funding from the Administration of the Dijon city (which is a
twine-city of Volgograd), funding from the Government of the Moscow region, contribution of
the Volgograd State University, on the one hand, and thanks to methodological support of the
European project “REFLEX’ and IREDU (Institute of Research in Economics of Education,
University of Burgundy), France, on the other hand, we managed to carry out a survey among
higher education graduates, five years after their graduation. 3,500 graduates were
approached in Volgograd and in the Moscow region. The survey provides unique data on
different aspects of graduate employment. The information, we obtained, is very thorough and
comprehensive. This is the first survey in Russia that addresses the topic on competencies,
required on the labour market and acquired by graduates, through graduates’ assessment.
This is the first time in Russia, that a survey includes such a large set of competencies (19
items). Generally speaking, the notion of competence is new in the Russian vocabulary.
Considering a notion of competence and measuring them through empirical studies brings a
valuable contribution to Russian research on employment.
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6.1. Graduate employment.
General situation: evidence from empirical findings

6.1.1. Data and sample description

In 2005, a survey among 3,500 Russian higher education graduates was carried out.
Two regions of the Russian Federation participated in it; they are the Volgograd region and
the Moscow region.

Some social and economic indicators for two regions are provided in chapter 2 (see
82.1.*Recent transformations in the Russian economy’ and 82.2.*Labour market evolutions’).
We will just briefly remember that the VVolgograd region includes the city of Volgograd and
other smaller cities and towns in the area; its surface accounts for 113,9 thousands square
kilometres with the population of 2,655 inhabitants. The Moscow region, contrary to what one
could believe, does not include the city of Moscow. Moscow has a status of an independent
administrative division (“city of federal importance” in Russian). The Moscow region has the
population of 6,629 inhabitants with the surface of 47 thousands square kilometres®. In 2002,
the unemployment rate in Volgograd was 8% and 4.2% in the Moscow region, the average
salary accounted for 4,901 roubles® in Volgograd and 7,580 roubles in the Moscow region
(Goskomstat, 2003).

Four higher educational establishments agreed to participate in the survey. They are,
in the Moscow region, three public institutions, preparing mostly pedagogical staff for
secondary and primary education, and, in the Volgograd region, one public university
offering a wide range of educational programmes in exact and human sciences, like
Physics, Mathematics, Languages, Economics, Law, etc.

All people, questioned in the survey, graduated in 2000/2001 or 2001/2002 with a
Specialist’s degree (equivalent of a Master’s degree, or Master’s Il degree in the French
classification of higher education diplomas). The Specialist’s degree was a unique type of
diploma delivered in higher education in Russia at that time.

% The surface of the Moscow region includes the surface of the Moscow city
% 36 roubles = 1 euro
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Survey in Volgograd

From June to December 2005, 2,000 graduates of the Volgograd State University
(VoISU) were approached. A questionnaire was sent to them by registered mail (for the text
of the questionnaire, see the Appendix). 292 responses were collected.

The survey was conducted in the following way. First, we sent questionnaires to 2,000
graduates of the sampling. Two months later, we sent a ‘reminder’ (the same questionnaire) to
those who did not respond. One month after the first reminder, we sent a second ‘reminder’ to
those who still did not respond. We should mention that we adopted this strategy in
accordance with a methodology of the “REFLEX” project?’. In 11 European countries, it was
decided to send reminder letters to those who did not respond, in order to increase a response
rate.

Our study had a restricted funding, therefore, we could not send reminders to all
people who did not answer, thus we decided to do as follow: 1) First mailing — to approach
about 2,000 graduates; 2) Second mailing - to send reminders to 1,000 individuals among
those who did not respond; 3) Third mailing — to send reminders to 500 graduates among
those who still did not respond. The below table presents a general schema of mailings with a
response rate and returns (letters returned because of incorrect addresses).

Nb of Returns
letters Responses (incorrect
sent addresses)
Response rate Total response

Nb at this stage (%) rate (%) Nb %
June 2005: 1% mailing 2000 | 213 10.7% 10.2% 86 4.3%
September 2005: 2* mailing 1000 69 6.9% 9.4% 12 1.2%

November 2005: 3* mailing 500 10 5% 8.3% 0 0%
Total 3500 | 292 - 8.3% 100 2.8%

The total response rate accounts for 8,3%. If substracting ‘returns’, the response rate
comes up to 8,6%. The highest response rate is registered after the first mailing (10.7%). The
second and third mailings have lower response rate (less than 7%), and consequently decrease
the response rate after the first mailing. This may suggest that it would be more efficient to
increase the sample (for example, to 3,000 graduates) and to proceed only one mailing.

In the tables below, we present the distribution of respondents by field of study,
gender, type of study, and year of graduation. We also added relevant distributions in the
cohort population, in order to check the representativness of our respondent population. The
cohort population includes all graduates who studied at the VolSU in 2000/2001 and in
2001/2002%,

" For a detailed description of the project « REFLEX », see chapter 1, §1.1.3. ‘Place of higher education
graduates in the knowledge-based society’.

28 Further in this paragraphe we use three terms : cohort population (all graduates who studied at the VoISU in
2000/2001 and in 2001/2002), sample (2,000 graduates taken from the cohort population), and respondent
population (292 graduates who answered the questionnaire).
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Table 1. Distribution of respondents and the cohort population by field of study

Respondent population Cohort population
Field of study Nb % Nb %
Economic fields 97 34,20 1073 31,2
History 40 14,10 339 9,8
Law 66 23,20 1143 33,2
Mathematics 18 6,30 216 6,3
Philology 39 13,70 414 12,0
Physics 12 4,20 107 3,1
Sociology 12 4,20 152 4,4
Total 284 100 3444 100,0

We grouped different programmes, offered by the VolSU, more or less according to
the faculty they belong to at the VoISU. Thus, the group “Economic fields” includes the
following specialities: Management, Finance and Credits, Accountability, Economic Theory,
Environmental Economics, International Economics. Graduates in “History” are graduates in
Philosophy, Regional studies and History. “Mathematics” includes graduates in Mathematics
and Applied Mathematics programmes. In “Philology“ are grouped graduates in Russian
Language and Literature, English Language, German Language, French Language, and
Journalism. “Physics” includes graduates in Radio-physics and Electronics and in Laser
technologies. As one may observe, there is a large diversity of specialities within each group.
One could probably propose to distinguish more groups. However, our sample is too small in
number, so we are not able to do this.

Table 2. Distribution of respondents by gender, type of study and year of graduation

Respondent population | Cohort population
Nb % Nb %

Gender
Male 68 23,45
Female 222 76,55
Type of study
Full-time 202 69,90 2178 63,2
Non full-time 87 30,10 1266 36,8
Year of graduation
2000 174 61,92 1749 50,8
2001 107 38,08 1695 49,2

As Table 1 shows, graduates in Economics (nearly 35%), Law (23%) and History
(14%) are most represented in our sample. The respondents are mostly women (68%), they
studied in the VoISU as full-time students (70%) and they graduated in 2000 (62%) (Table 2).

#Total” in all tables of this paragraph shows the number of respondents who answered the corresponding
question.
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We note that, in regards to fields of study, our respondent population is quite
representative (except for graduates in Law). In fact, there is 6% of graduates in Mathematics
in the cohort population and there is 6% of them in the respondent population (see Table 1).
We remark the same thing for graduates in Physics (3% vs. 4% respectively), in Sociology
(4% vs. 4%) and in Languages (12% vs. 14%). Graduates in Economics and in History are
slightly over-represented (31% vs. 34% and 10% vs. 14% respectively), while graduates in
Law are quite strongly under-represented (33% vs. 23%). The respondent population is also
representative in regards to proportion of graduates who studied full-time and part-time
(Table 2). In respondent population, full-time students account for 70%, and in the cohort
population, there are 63% of them. As to representativness in regards to genders, we do not
possess exact data on cohort distribution. However, we know that in the sample population
there were 66% of women and 34% of men. The share of women in the respondent population
IS 77%, which is 11% more than in the sample. This may witness that females are over-
represented in our respondent population.

Making the conclusion on the representativness of our respondent population in
regards to the whole population of graduates of the VolSU in 2000 and 2001, we remark it is
quite representative in terms of field of study® and type of study. Concerning genders,
women are, apparently, over-represented. At the same time, we can not say that results of the
study will be representative for all Volgograd graduates. We explain below why.

As it was mentioned above, graduates of only one university in the VVolgograd region
were questioned in our survey. It should be specified that in VVolgograd, there are twelve other
higher educational institutions, ten of them being public. The Volgograd State University,
along with three other institutions, is considered to be one of the most prestigious universities
in the region and one of the most highly-ranked by employers.

We initially intended to include in our survey several higher education establishments
situated in the VVolgograd region, in order to make it more representative. Unfortunately, we
did not manage to involve more institutions. On the one hand, it is due to the insufficiency of
financing needed to carry out a larger survey. On the other hand, it is owing to the absence of
electronic data bases with addresses of graduates of 2000 and/or 2001. Retrieving adresses
from paper archives and creating electronic data bases make survey conduct more heavy and
demands additional personnel which is not always available within universities.
Subcontracting supplementary workers from outside would substantially increase the costs.

% Except for graduates in Law who are under-represented by 10%.
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Another reason of our failure to attract more participating institutions in the project is
a lack of interest from the side of institutions to participate in a common project (including
many or all educational establishments of the region). One should mention that on the local
educational market higher educational institutions compete with each other. Even if each
institution has its specialisation, like for example, Physical Training Academy, Institute of
Pedagogical Studies, Academy of Public Management, Technical University, Medical
Academy, etc., most of them propose similar programmes in Law or Economics. These
programmes are often fee-charged (for more details, see the previous paragraph on the
structure of higher education system in Russia) and they enable to institutions to attract more
private funds. Each university is aware that school-leavers would definitely choose an
establishment that offers better employment prospects to its graduates. Results of a common
survey on graduates’ careers could put some institutions in better position than others. We
believe that some universities are probably afraid of being compared to others in regards to
employment situation of their graduates. They did not want to get a bad ‘advertisement’ after
the dissimination of survey results.

An official of one university indicated that his establishment did not need such a
survey because the university manages to study graduates’ whereabouts by proper means
(centres of graduate employment within the institution).

We also asked local authorities to help us in encouraging regional higher educational
institutions to participate in the project. The local administration recognised the importance of
such a study and a high value of its results for tacking graduate unemployment in the region.
However, it was singled out that all institutions are autonomous and local authorities can not
influence their decisions.

Moreover, we tried to invole HEIs from outside the Volgograd region. We contacted
(by e-mail) about 20 other higher educational institutions situated in different regions of
Russia. We never got back an answer from any establishment.

Survey in the Moscow region

A survey among higher education graduates, similar to the one realised in VVolgograd,
was carried out in the Moscow region in June - October 2005. The project was funded by the
government of the Moscow region. All higher educational institutions of the Moscow region
participated in this action; they are the Public University of the Moscow region, the Public
Pedagogical Institute of Kolomna, and the Pubic Pedagogical Institute of the Moscow region.
All the three institutes are specialised in preparation of teachers for secondary and primary
schools. They propose some other programmes as well, like Law, Public Management, etc.
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The study was conducted by a research team of the Academy of Social Management,
Moscow, who worked in cooperation with the IREDU team, active partner in the REFLEX
project. The Moscow researchers tried to follow somewhat the European survey; however, the
key objective of the study was to report to local policy makers on employment situation of
graduates of local higher educational institutions. That is why, the data collected in the
Moscow region is slightly different to the one collected in Volgograd. As a consequence,
comparisons on some indicators are not be possible. Nonetheless, a common data set with the
data collected in Volgograd and in the Moscow region is established for the analysis. As the
data from Volgograd is more detailed and complete, we make more often appeal to it in the
analysis.

As it was mentioned above, the graduate survey in the Moscow region is slightly
different from the Volgograd one. This is applicable to the sampling design too. Keeping the
same logic of sample description as for the Volgograd data, we present below the sample
distribution by field of study, type of study, year of graduation, and gender. The distribution
of the sample by age will also be added. We had no information available on cohort
distribution for the Moscow region. Therefore, we could not analyse the representativness of
the Moscow region sampling.

Differently from Volgograd, the Moscow team did only one mailing. In July 2005,
1,500 letters were sent. 181 responses were obtained. The response rate accounts for 8,28%.

We see that only full-time students who graduated in 2000 were approached for the
survey in the Moscow region (Table 2). The sample of graduates of the Moscow region

comprises mostly teachers for secondary education (more than 90%) (Table 1).

Tablel. Distribution of respondents by field of study

Field of study Nb %
Teacher of natural sciences and mathematics 65 38.92
Teacher of human sciences 67 40.12
Teacher of general sciences 15 8.98
Teacher and specialist 14 8.38
Manager 2 1.20
Chimiste 1 0.60
Primary education teacher 3 1.80
Total 167 100.00
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Table 2. Distribution of respondents by gender,
type of study and year of graduation

Nb | %
Gender
Male 24 | 1341
Female 155 | 86.59
Type of study
Full-time 181 | 100
Non full-time 0 0
Year of graduation
2000 181 | 100
2001 0 0
Table 5. Distribution of graduates by age
Age Nb %
Volgograd
26 - 29 235 | 82,46
> 29 50 | 17,54
Moscow region
26-29 168 | 95,45
> 29 8 | 455

The sample in the Moscow region is composed to a greater extent by ‘young’
graduates, aged between 26 and 32 (Table 5). On the contrary, the VVolgograd sample contains
people aged between 25 and 45. This phenomenon is linked to the fact that in the first case
only full-time graduates were approached, while in the Volgograd survey both part-time and
full-time graduates were questioned.

Alike the Volgograd survey, in the Moscow region respondent population women
prevail (87%). We do not possess data on gender distribution in the sample or in the cohort
population in the Moscow region. In the case of the Volgograd survey, we saw that women
prevail in the respondent population (77%), but also in the sample (66%). One may wonder if
in the Russian higher education women participation rates are higher than the men ones.

The official data of the National Committee of Statistics show that there are more
females than males enrolled in higher education institutions. However, the difference is not
that big (57% for females vs. 43% for males in 2000-2001) in comparisons to our respondent
population (86% vs. 13% in the Moscow region, and 76% vs. 23% in Volgograd)®:. We may
make a supposition that men do not have the same attitude towards postal surveys than
women are. Men are probably more reluctant to answer and/or to spend time on filling in long
questionnaires, while women are more willing and patient to do this (one should not forget
that our questionnaire was about 14 pages in length). In any case, the explanation of this
phenomenon is beyond the field of interest of our study, even if its interpretation could be
interesting.

31 We are aware that comparing national statistics with the repondent population distribution is largely simplistic.
One should rather take the cohort population on the place of the respondent population. The former being
unavailable, we had to consider the latter.
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6.1.2. Graduate employment. Key indicators

We should first start with the analysis of key indicators of graduate employment.
Measuring the success of a study-to-work transition, three key indicators can provide a quick
sketch on the issue. They are the rate of unemployment, level of wages, and personal
satisfaction. We will thus present in first turn the distribution of graduates by employment
status and provide data on the unemployment experienced by graduates since 2000 — 2001;
graduates’ satisfaction by their current job will be treated afterwards; and we will conclude
our first analysis by considering graduates’ earnings: wages enjoyed five years after
graduation and wages in the first employment immediately after graduation.

We decided not to mix the data from the Volgograd graduate survey and the one
conducted in the Moscow region, even if the questionnaire used in two studies is similar. We
believed more relevant to consider each data set separately and then go on to the common
interpretation. Two following reasons justify our decision.

On the one hand, as we indicated before, the economic situation in the capital region
of Russia is very different in comparison to other regions. In terms of the unemployment rate
and the wages level for all occupational groups and economic sectors, Moscow and the
Moscow region are in a more advantageous position than other Russian regions. l.e., the
average monthly salary is 200% higher in Moscow and 150% higher in the Moscow region
than in the Volgograd region. In 2002, the unemployment rate in the Volgograd region was
195% bigger than in the Moscow region and 600% bigger than in Moscow (“Regions of
Russia. Social and economic indicators”, Goskomstat, 2003).

On the other hand, the Moscow region sampling is rather particular as it is composed
mostly by graduates majored in Secondary Education Teaching. The secondary education
sector has some peculiarities in Russia. Poor conditions of work, low salaries, lack of
necessary equipment are characteristic features of this sector nowadays. Therefore, graduates
from the Moscow region are expected to have low incomes due to their university
specialisation, at the same time the fact that they live and work in an economically strong
region of Russia make us expect that their earnings are higher than those of Volgograd
graduates. In order to avoid this bias in the common data, each data set should be treated
separately and precautions should be taken when interpreting the Moscow region survey
results.
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Volgograd

In Volgograd, about 90% of respondents work (5% among them are self-employed).
8% stay at home taking care of their children and family, 2% are unemployed searching a job
(Table 1). The last figure appears to be very low in comparison to the general unemployment
rate in Russia and the unemployment rate in the VVolgograd region. In 2003, the first one was
8% and the second one reached 8.4%. Calculate the confidence interval for the unemployment
level®. We may state with the exactitude of 95% that the unemployment rate among VolSU
graduates is between 0.6 and 4.2%: = = 0.024 + 0.018. We observe that even after estimating
the confidence interval, the unemployment rate among VolSU graduates is still lower than the
registered level of unemployment throughout Russia and in the Volgograd region.

Table 1. Distribution of Volgograd graduates by employment status

Nb %
Employees 248 84,93
Self-employed 14 4,79
Unemployed 7 2,4
House-wives 23 7,87
Total 292 100

Looking at Table 2, one remarks that unemployment indicators are rather low: i.e., the
median for times of unemployment, experienced since graduation, is 0. More detailed
statistics show that 68% of graduates have never experienced unemployment since
graduation. Among those who were unemployed at least one time since graduation, the
average period of unemployment accounts for about 6 months. Graduates in Management and
Economics have stayed unemployed more time (7.6 and 7 months, respectively). The mean
for times of unemployment since graduation (among those who were unemployed at least one
time) is 1.2 times, this figure is higher only for graduates with Russian Language major (2.5
times). As to labour market mobility, most graduates stayed with 2 different employers since
graduation. Graduates in Translation and Physics were more mobile on the labour market, as
they have changed three institutions/ companies since the end of their higher education.

Table 2. Some unemployment indicators and labour market mobility characteristics

Nb Mean St.d. Min Max | Median
Months spent in unemployment 292 2.03 4.37 0 30 0
Times of unemployment 292 0.39 0.68 0 4 0

Numt_)er of emplo_yers that a graduate have 292 239 143 1 10 2
had since graduation

%2 Following formula was used: = = P + 1.96 ,/(P(1- P))/ n ; where = and P are proportions of unemployed in
population and in the sample, respectively; n — size of the sample (Wonnacott and Wonnacott, 1991, p. 6).
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It is interesting to mention that the percentage of graduates being house-keepers is
higher than the unemployment rate. The ‘house-keepers’ category includes, at no surprise,
only females. 100% of those declared themselves as “house-keepers’ are women. It is almost
four times more than the number of unemployed. Loshkin (2004) argues that in Russia
women’s decision on labour market participation is responsive to the price, quality and
availability (in terms of geographical proximity) of childcare institutions or other
mechanisms, ‘kindergartens’ or baby-sitters. It is also largely influenced by the price of
reward for women’s skills and competencies on the labour market. Due to economical crisis
started in the beginnings of the 90s, women were forced out of the employment market, and
their wages were gradually falling down. This had a significant effect on women’s labour
participation. Loshkin underscores that during soviet times almost all women worked. In our
study, we found that 10% of female are economically inactive. This may stem, according to
Seregina (1999), from the Russian social model where a meaningful life for a woman is
closely related to her success in terms of family caring and child raising. Nonetheless, we
believe that poor labour market prospects for women and the absence of appropriate
institutions of child keeping (of good quality and at an affordable price) leave no much choice
to Russian women.

Table 3. Graduates’ opinion about their current employment

Level of satisfaction Nb %
Low satisfaction 26 9,92
More or less satisfied 59 22,52
Satisfied 171 65,27
Not answered 6 2,29
Total 262 100

The third indicator on graduate study-to-work transition is a level of satisfaction by the
current job. In Volgograd, 65.27% of respondents are satisfied with their current job, while
about 10% are not satisfied. 23% are more or less satisfied with their work. On average, about
10% of graduates are looking for to change the current work. This figure is higher for
graduates in Mathematics (25%).

Moscow region (MR)

In the Moscow region, 92.5% of respondents work (2.5% of them are self-employed).
3.1% are unemployed, 5% stay at home taking care of children and family (Table 4). Level of
unemployment for the Moscow region is thus higher than the one among Volgograd graduates
(3.1% vs. 2.4%).
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Table 4. Distribution of graduates of the Moscow region
by employment status

Nb %
Employees 146 89.6
Self-employed 4 2.5
Unemployed 5 3.1
House-wives 8 4.9
Total 163 100

Like for the Volgograd sampling, we calculated the confidence interval for
unemployment rate in the Moscow region: = = 3 £ 2.6. We may state with the exactitude of
95% that the unemployment rate among the Moscow region graduates is between 0.4% and
5.6%. Comparing these figures with the average registered level of unemployment in the
Moscow region (4.2%), we may conclude that in the whole population of graduates of the
Moscow region, the unemployment level may attain or be slightly over the registered level in
the region. To this regard, we remark that the situation for the Volgograd graduates on the
local labour market is better than for the Moscow region graduates. We believe that this stems
from the specialisation of the MR graduates, that is a secondary education teacher or primary
education teacher. At the same time, in terms of number of months in unemployment since
graduation, graduates from the Moscow region are in a better position (2.5 months vs. 6
months).

Similar to the situation in Volgograd, the number of graduates staying at home and
taking care of children and family is higher than the number of unemployed (5% vs. 3%).
However, the number of graduates staying at home and taking care of children and family in
the MR is lower than in Volgograd (5% vs. 8%). This may suggest that women have better
employment opportunities in the capital region in comparison to the province. Probably, there
are more vacant jobs for women in the Moscow region than in the VVolgograd one.

Similar to the Volgograd graduates, more than 50% of graduates of the Moscow
region are satisfied with their current job (64%). Whereas about 8.5% are not satisfied and
28% are more or less satisfied (Table 5).

Table 5. Graduates’ opinion about their current employment

How satisfied are you with your current work? Nb % Nb cumulated | % cumulated
Very satisfied-5| 33 | 20,63 160 20,63
4| 70 | 43,75 127 64,38
3| 45 | 28,13 57 92,51
2| 8 5 12 97,51
Very dissatisfied - 1| 4 2,5 4 100
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Measuring graduates’ incomes
Methodological dilemma

We should specify that the question on current earnings was formulated differently
in the questionnaire send to Volgograd graduates and the one mailed to graduates from the
Moscow region. In the first case (Volgograd survey), respondents were proposed to choose
between four options:

O earn less than 3,000 roubles ;

O earn between 3,000 and 6,500 roubles;

O earn between 6,500 and 10,500 roubles;

O earn more than 10,500 roubles.

During the data processing, each option was coded as a mean of an appropriate
interval, respectively 2,500, 4,750, 8,500 and 12,500 roubles. In the question concerning the
current income, interviewees were asked to cross one option in each column that
corresponded to a salary perceived in current employment, a reward for extra hours and
revenues from other employments (see the below table). The current income of graduates was,
thus, calculated as a sum of values in each column.

How much do you earn ... ?
in current employment for extra hours in other jobs
O earn less than 3 000 O earn less than 3 000 O earn less than 3 000
roubles ; roubles ; roubles ;
O earn between 3 000 and 6 O earn between 3 000 and 6 O earn between 3 000 and 6
500 roubles; 500 roubles; 500 roubles;
O earn between 6 500 and O earn between 6 500 and O earn between 6 500 and 10
10 500 roubles; 10 500 roubles; 500 roubles;
O earn more than 10 500 O earn more than 10 500 O earn more than 10 500
roubles. roubles. roubles.

In the second case (Moscow region survey), the question on earnings was open:
graduates could indicate the exact sum of their earnings in the current employment, for extra
hours in the current employment, and in other jobs. The current income of graduates is thus
calculated as the sum of absolute values in each column. Possessing the information about
graduates’ revenues in absolute numbers is, no doubts, a big advantage for the research.
Measurement of statistical relationship between different variables is more precise and
accurate in this case. On the contrary, the Volgograd data analysis risks to be biased or to
provide a very approximate estimation. However, the scale measurement method is
widespread in research in economics of education, particularly in countries with a developed
informal sector in the economy. In these regions/countires, individuals often fear to declare
openly their incomes (Duret, Kuepie, Nordman, Roubaud, 2005).
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The choice on the form of this question in the Moscow region survey was made by the
Moscow region work team. We had a responsibility to choose for the VVolgograd survey. Even
being aware of the difficulties that would generate the use of scale measurement, we deemed,
however, that graduates would not like declaring the exact amount of their revenues, or they
would provide wrong figures.

As we indicated before, an informal economy is highly developed in Russia (see
chapter 2, §2.2.‘Labour market evolutions’). Moreover, a practice of double accountancy is
widely spread in the country. Companies often declare only a part of their benefits, in order to
avoid paying state taxes. This implies that official salaries of workers are frequently about
40 — 60% lower than the real ones. We searched for statistics or any research on the topic in
the literature, but found nothing. However, in below remarks we presented some interesting
evidence from mass-media. We did not dear to put them into the text of our thesis, as these
materials are not official scientific publications®,

Let now analyse which strategy was better: either to leave the question open or to use
scale measurement. The data from the below table shows that the number of graduates who
did not answer the question about their current revenues is 5 times bigger in the Moscow
region study. Hence the dilemma is: should we sacrifice supplementary answers to get more
precise indicators or should we seek to increase a response rate for this type of question
which is of high importance for studies on graduates’ careers? At the same time, the lower
number of responses in the Moscow region can be just a matter of chance. We did not find
any other research works comparing these two methods in the Russian context. So, we are
unable to provide more proves and arguments on the topic.

Volgograd | Moscow region

Size of sampling 292 181
Nb of graduates who do not work (the unemployed and house-
wives), and who are consequently expected to omit the question 30 13

about current incomes

Graduates who are supposed to respond to the question about

. 262 168
current incomes
!\Ib of respondents who provided the information about their current 256 138
incomes
Number of graduates who were expected to respond to the question 6 30

on incomes but did not do it

* “There's a sea of taxes,” said Slava, 40, who owns a travel agency in Moscow and declined to give his last
name. “What other country in the world tries to take so much money?”

Like many other business owners, Slava operates under a dual salary system. He pays his four employees in
dollars, slipping them an envelope of cash every month, but keeps another set of records on his books, showing
much lower wages in roubles — for the benefit of the tax inspector.

The gap between real and “official” salaries is striking. Slava's employees make between $100 and $300 a
month, while on paper they earn a mere 500 roubles to 1300 roubles ($16 to $42).

Most tax inspectors suspect they're not being told the full story, but are willing to overlook their doubts for
a “gift,” like a hundred of dollars, Slava said with a shrug. Only through this sort of routine deception, he said,
can he keep his business from going under”(Engelman, “The enquire”, April, 2002).
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Current income

Now examine graduates’ current earnings (in 2005) and compare them with ones
enjoyed immediately after graduation (in 2000-2001).

Four following indicators are needed for the analysis:

- current income (which includes the salary in current employment, rewards for
supplementary work hours in current employment and revenues from other jobs).

- salary in current employment (includes the salary in current employment and rewards for
supplementary work hours in current employment).

- salary in the first employment (composed of the salary enjoyed in first employment and
rewards for supplementary work hours in first employment).

- To compare the last two indicators we should use real salary of graduates in 2005.
Therefore one more indicator will be taken, the real salary of graduates in current
employment (in prices of 2000). The three other above-mentioned indicators will be
presented in nominal prices.

Volgograd

The current revenue of about 30% of graduates is less than 6,500 roubles, 36% earn
between 6,500 and 10,500 roubles, 34% more than 10,500 roubles (Table 6)**. The median
revenue is 8,500 roubles. Compare this indicator with per capita incomes in the region and
over the country. According to Goskomstat, in 2004, the per capita income in the VVolgograd
region accounted for 4,538 roubles and the per capita income in the Russian Federation was
6,337 roubles. We remark that the average income enjoyed by graduates is around two times
higher than the per capita income in the region and it is also 34% higher than the per capita
income registered across all Russian regions™.

Table 6. Current income distribution (Volgograd)

Percentage of graduates earning ...

<3 000 roubles | 3000 — 6500 roubles | 6500 — 10500 roubles | > 10500 roubles | Total
% 3.91 25.78 35.94 34.38 100
Nb 10 66 92 88 256

We should not forget that a part of Volgograd graduates work actually outside the
Volgograd region. Taken into account drastic disparities in economic indicators across
regions in Russia, it seems important to compare income of graduates working in the

* Here, we present an income distribution by brackets, because this corresponds to how graduates are responded
to the question on revenues (see the previous paragraph, ‘Methodological dilema’). Further, however, to simplify
the analysis, we will use approximate meanings (mean meanings for each interval). We remind that in the
Moscow region sampling, contrary to the Volgograd one, absolute values were obtained.

® One should not forget that the median 8,500 roubles is an approximation. Therefore, we should be careful
when interpreting results. This figure, in fact, means that graduates, on average, earn between 6,500 and 10,500
roubles. Nonetheless, we remark that even taken like this, graduates appear to enjoy higher incomes in
comparison to national and regional relevant indicators.
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Volgograd region with the one enjoyed by graduates who left VVolgograd to work in another
place (Table 7).

Table 7. Distribution of the current income of Volgograd graduates, depending on place of work

Current income (m_ roubles) of Nb | Mean std | Median | Min Max Dispersion
graduates working in ... coef.
Whole sampling 256 | 9366 4979 8 500 2500 37 500 53,16
?gg'i%‘r’lgrad and the Volgograd 219 | 9124 | 4878 | 8500 | 2500 | 37500 | 5346
Big cities except Moscow 5 10350 | 8850 4750 4750 | 25000 85,51
Moscow 12 | 14250 | 5150 | 12500 | 8500 | 25000 36,14
Other cities not cited before 13 8 500 3764 8 500 2500 | 15000 44,28

The mean income of graduates working in the capital is 56% higher than the mean
income of graduates who work in the Volgograd region (14,250 vs. 9,124 roubles)®. The
lowest income of graduates living and working in Moscow is 8,500 roubles vs. 2,500 for
graduates living in the Volgograd region. At the same time, the maximum income enjoyed by
graduates in VVolgograd is 37,500 roubles which is higher than in all other groups. But, there
are only 1% of individuals in this category who earn that much. Using the dispersion
coefficient (sigma/mean x 100), we found that the highest variation in income is observed
among graduates working in big cities®’. As we showed in the previous chapter, not all big
cities of Russia experience favourable labour market conditions and high level of salaries.

If looking at income variation across different economic branches and sectors, we
also observe a noticeable differentiation (Table 8). The private sector offers better salaries in
comparison to the public sector (difference of 43%, or 3,500 roubles). The most highly-paid
branches are trade and industrial production (more than 20%, or 2,000 roubles, higher than the
mean wage), while in education, wages are the lowest (20% lower than the mean). These
findings are not surprising. We showed in chapter 2, how different wages are across economic
branches and sectors. Using the national statistics data, we also depicted that on the Russian
labour market, men earn more than women. Same trends appear to take place on the graduate
labour market. We note from the below table that men earn on average 3,000 roubles, or 36%,
more than women (Table 9).

Table 8. Distribution of the current income, by economic sectors and branches

Economic sector

Nb | Mean | St.d. | Min Max
Public 139 | 7863 | 3916 | 2500 | 25500
Private 113 | 11263 | 5531 | 4750 | 37500

*In order to know whether graduates, who left Volgograd for Moscow, have really gained a better position on
the labour market (in terms of higher incomes), we need to know a purchasing power in two regions. However,
we found no data in the national statistics comparing purchasing power across Russian regions.

%" We should, however, be careful with this finding, as the group ‘working in big cities” accounts for only 5
individuals.
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Table 8. Distribution of the current income, by economic sectors and branches

Economic branch

Nb | Mean | St.d. | Min Max
Education 39 | 7577 | 4586 | 2500 | 25500
Trade 28 | 11741 | 7506 | 4750 | 37 500
Bank 30 | 8583 | 3320 | 4750 | 15000
Industrial production | 55 | 11241 | 4530 | 4 750 | 25 000
Other 81 | 8827 | 4412 | 2500 | 25000

Table 9. Distribution of the current income, by gender
Nb | Mean | St.d. | Min Max

Women | 194 | 8630 | 4719 | 2500 | 37500
Men 60 | 11771 | 5111 | 2500 | 25500

One remarks a differentiation in graduate income depending on field of study (Table
10). We saw in chapter 3, that the number of students enrolled in Economics and Management
had increased by 415% in 1990 — 2002. This was due to a rising demand for workers with
specialisation in Economics. They could find easily workplaces and also with higher salaries.
The similar situation was observed for workers with a degree in Law. However, current
employment prospects for these specialists appear not to be the best ones, in comparison to
other specialisations. Therefore, contrary to what one could expect, graduates in Economics
and in Law do not enjoy the highest incomes. These are graduates in Physics, in Sociology
and in Journalism who secure the highest pays.

We carried out a serie of tests in order to make sure that the differences in wages
depending on place of work, economic branches and sectors, gender, and field of study are
significant. A General Linear Model test of variation of means showed that these differences
are statistically significant (at p<0.05) for the first three cases. Whereas it is not significant
for the last case (field of study). We believe that this may be due to a low number of
observations in categories of this variable. A sample of bigger size could provide us with
more exact data.

Table 10. Distribution of the current income, by field of study

Nb | Mean | St.d. | Min Max
Economics 81 | 9074 | 4999 | 2500 | 37 500
Journalism 8 | 12188 | 6393 | 4750 | 25000
Law 61 | 9799 | 4091 | 4750 | 25000
Mathematics 17 | 8147 | 5448 | 2500 | 25000
Philosophy 2 | 8625 | 5480 | 4750 | 12500
Physics 12 | 11792 | 5757 | 4750 | 25500
History and regional studies | 35 | 7814 | 4684 | 2500 | 25000
Russian language 9 7750 | 3349 | 4500 | 13250
Documentation 4 | 11750 | 3753 | 8500 | 15000
Sociology 10 | 11675 | 8671 | 4750 | 29 500
Translation 11 | 9909 | 3594 | 4750 | 15750
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Moscow region (MR)

The mean income of the MR graduates is 14,000 roubles. This is, at least®, 50% more
in comparison to the income of Volgograd graduates. We remark that about 50% of MR
graduates work in Moscow and other 50% work in the Moscow region. We showed in chapter
3, that in spite of the proximity of these two administrative subjects, their economic prospects
differ. In 2004, the per capita income in Moscow attained 20,602 roubles, while in the
Moscow region it accounted only for 5,881 roubles (Goskomstat, 2005).

Table 11. Distribution of the current income of MR graduates, according to place of work

Nb | Mean St.d. Median | Min Max

Whole sampling 138 | 14005 | 11523 | 10000 | 1000 | 70000

Current income of graduates working in Moscow 69 | 18231 | 12416 | 15000 | 1000 | 70 000

Current income of graduates working in the Moscow region 67 | 9876 | 8873 8000 | 1500 | 60000

We remark that, the mean monthly current income of graduates, who left the Moscow
region and moved to Moscow, is 13% lower than the per capita income, registered in Moscow
by Goskomstat (18,231 vs. 20,602 roubles). Nethertheless, it is 310% higher than the per
capita income in the Moscow region (18,231 vs. 5,881 roubles).

In general, graduates working in Moscow enjoy 85% higher incomes than graduates
working in the Moscow region (18,231 vs. 9,876 roubles). This suggest that people who left
their region of studies for working in Moscow earn more than those who work in the Moscow
region. However, the situation of graduates who stayed in the Moscow region in not bad
either in comparison to regional indicators. Graduates, who stayed in the Moscow region,
enjoy salaries that are 68% higher than the average per capita income in the Moscow region
(9,876 vs. 5,881 roubles).

Table 12. Distribution of the current income of MR graduates, by type of economic sector
Nb Mean St.d. Median Min

Public 64 8165 4429 1000 25000
Private 65 18402 | 11303 3000 60 000

Table 13. Distribution of the current income of Moscow region graduates, by gender
Nb | Mean | Std. | Median | Min

Males 19 | 17321 | 14422 | 2800 | 60000
Females 119 | 13476 | 10972 | 1000 | 70000

Like in Volgograd, we observe a big difference between earnings in the private and
public sectors (Table 12). Graduates who work in the private sector earn 125% more than
whose who opted for the public sector. Similar to Volgograd graduates, there is a difference

% The median income for Volgograd graduates is 8,500 roubles. This is an approximation of the interval 6,500 —
10,500 roubles. Here, we compare an upward limit of the ‘medium’ interval in Volgograd , 10,500 roubles, with
the mean income for the MR.
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between earnings of men and women. Among the Moscow region graduates, males earn
nearly 30% more than women.

Dynamics of graduates’ salaries®
Volgograd

About one third of graduates have a salary of less than 6,500 roubles in their current
employment, 35% earn between 6,500 and 10,500 roubles, and 30% earn more than 10,500
roubles. The median salary in the current employment is 8,500 roubles.

Table 14. Salary in main current employment

Nb Mean | St.d. | Median | Min Max

Salary in main employment

. 251 | 8023 | 3300 | 8500 |2500 |12500
(in roubles)

Table 15. Distribution of graduates by level of salary in current employment

Graduates earning a salary of ...

< 3000 roubles | 3000 — 6500 roubles | 6500 — 10500 roubles | > 10500 roubles | Total
% 4.72 28.74 35.43 31.10 100
Nb 12 73 90 79 254

According to the data provided by Goskomstat, at the beginning of 2006* the average
nominal salary was 6,699 roubles for the Volgograd region, 10,700 roubles for the Moscow
region, and 17,600 roubles for Moscow*".

The median salary of graduates of the VolSU, taken in absolute value, appears to be
higher than the average salary in the Volgograd region (8,500 vs. 6,699). But we should not
forget that in the case of the Volgograd survey we used a scale measurement. The median
salary of 8,500 roubles means that 50% of graduates earn between 6,500 and 10,500 roubles
or less. Consequently, 50% of respondents enjoy a salary between 6,500 and 10,500 roubles
or more. We may thus say that 50% of graduates earn more than the average salary registered
for the region in question. This enables us to conclude that graduates of the Volgograd State
university, five/ four years after their graduation, are doing rather well, in terms of salaries
that they enjoy, in comparison to the situation on the local labour market. Relatively high
salaries of graduates are partially due to the fact that 6.5% of individuals moved to bigger
cities and in the capital region.

¥ To compare graduates’ earnings in 2005 with ones in 2000, we need to use a salary. The fact is that in our
questionnaire, the question about first employment dealt with salary. Therefore, we should also take salary in
regards to the current situation, in order to be able to compare.

0 On March 2006

* http://www.gks.ru/bgd/free/B06_29/Main.htm
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Taking into account the devaluation of the national Russian currency between 2000
and 2005 (Table 16), the current salary distribution should be presented in the following way
(see Table 17).

Table 16. Consumer price index in Russia, 2001 - 2005*
(in % to December of the precedent year)

Year Consumer

prixe index
2001 118,60%
2002 115,10%
2003 112%
2004 111,70%
2005% 111,70%

Taking the data of Table 16, we can calculate the consumer price index for 2000 —
2005. 1tis 1.9.

Table 17 . Salary distribution in first and current employments

Real salary distribution in the current employment (in prices of 2000)
<3000 roubles | 3000 — 6500 roubles | 6500 — 10500 roubles | > 10500 roubles | Total

33,46 374 26,77 2,36 100%
Salary distribution in the first employment
58.67 | 33.58 | 4.80 | 2.95 | 100%

If comparing the real salary distribution in the current employment with the one in the
first job, one may easily observe an increase in wages. In 2005, more than 70% of graduates
have a salary of more than 6,500 roubles, versus less than 10% in 2000. The medium salary in
2005 is 4,473 roubles (in prices of 2000) vs. 2,500 roubles in 2000.

Figure 2. Salary distribution in first and current employments

Salary dynamics
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50,00% ¢
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0,00%+
less than 3000 3000 - 6499 6500 - 10499 more than
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@ Salary in current employment (in prices of 2000) m Salary in first employment

*2 “Russia in figures. 2005”, Goskomstat, Moscow, 2005
¥ We do not have the data available about the consumer price index for 2005, but we may suppose that it is
equal to the one in 2004.
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Moscow region

Graduates’ earnings appear to increase by 65% between 2000 and 2005. In first

employment, the graduates’ mean monthly salary was 4,457 roubles, while in 2005, it attained
7,371 roubles (in prices of 2000).

Table 18. Distribution of current revenue and first salary* (Moscow region graduates)

Mean | Std. | Median | Min Max | Nb
Current income 14005 | 11523 | 10000 | 1000 | 70000 | 138
First salary 4457 | 4302 | 3000 150 | 30000 | 159
Current income in prices 0f 2000 | 7371 | 6065 | 5263 526 | 36842 | 138

As a conclusion for this first analysis we may say that graduates’ situation on the labour

market five year after graduation appears to be rather successful.

O

The rate of unemployment is low. It accounts for 2.4% among the VVolgograd graduates,
which is almost 4 times lower than the average rate of unemployment registered by
Goskomstat in this region (8.4% in 2004). Among graduates from the Moscow region,
3.1% are unemployed, which is lower than the average rate of unemployement
registered by Goskomstat (4.3% in 2004).

The period of unemployment experienced by graduates since their graduation is
rather short as well. The average time of unemployment varies between 2.5 months for
the Moscow region graduates, and 6.7 months for the Volgograd graduates. 68% of
graduates in Volgograd and 61% of graduates in the Moscow region have never been
unemployed since the end of their studies.

In both samplings, in VVolgograd and in the Moscow region, about 65% of all graduates
are satisfied with their current employment, between 23% and 28% are more or less
satisfied, and about 10% are not satisfied at all. 11% of graduates in Volgograd are
searching for a different job actually.

Graduates’ wages have increased considerably since the first employment after
graduation. Estimations based on the data analysis show that graduates’ earnings have
almost doubled since 2000.

We suppose that for the VVolgograd region, the situation should not be as positive for

graduates of all higher education institutions (HEI) in the region. One should not forget that
there are more than 10 HEIs in the Volgograd region. Most of them are state-funded, others
are private. The Volgograd State University is considered to be one of the most prestigious
institutions in the area. Therefore, the employment prospects of its graduates are supposed to
be better in comparison to other institutions.

* In the Moscow region data set, we had no data available on current salary of graduates, therefore, we used
current income.
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Thus, we do not pretend that these findings reflect the situation for all higher
education graduates. We can not say that all higher education graduates in Russia have a low
unemployment rate, relatively short time of unemployment experienced since graduation, etc.,
because these indicators would vary largely across regions, and the prestige and age of a
higher education institution would significantly influence graduates’ employment prospects.
However, we argue that in general, graduates from a ‘classical’ institution that has been
operating on the educational market since a certain period of time and that is relatively
prestigious in its region or in Russia, would have similar employment indicators.
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6.1.3. Graduate employment. Further indicators

After having considered key indicators on graduate employment, we are going on to
present some more details. Further paragraph will present the data on the distribution of
graduates among economic branches and sectors, geographical regions, etc.

Table 1. Distribution of graduates by type of sector
Volgograd Moscow region

Economic sector | Nb % Nb %
Public sector | 144 | 54.34 72 44.17
Private sector | 120 45.28 82 50.31
Private non-profit sector 1 0.38 1 0.61
Other | ... 8 491
Total | 265 | 100.00 | 163 100.00

45% of Volgograd graduates and 50% of graduates of the Moscow region work in the
private sector. As we saw previously, the public sector appears to be much less paid than the
private one. The existing research witnesses that young people are aware of low salaries in the
public sector. However, they opt for the public sector, because the private sector is more
insecure and more demanding in terms of work load.

Table 2. Distribution of graduates by occupation (current employment), Volgograd

Nb %
Occupation

0 — Armed forces 1 0.50
1 - Managers 33 16.34
2 - Professionals 115 56.93
3 — Technicians and associate professionals 38 18.81
4 - Clerks 5 2.48
5 - Sales workers 4 1.98
8 — Plant and machine operators 4 1.98
9 — Elementary occupations 2 0.99

Economic branch
Industrial production: 55 23.81
Heavy industry, chemistry, gas & oil industry 27 11.69
Other industries 28 12.12
Services : 176 76.18
Education 36 15.58
Trade 29 12.55
Bank 28 12.12
Public non-gr(c)lléisuec?icg gélrl\lltllceess 32 1385
Administration 11 4.76
Other services 37 16.02
Other 3 1.30
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To split occupations into different categories, we took as a base the international
classification of occupations ISCO-88 (see Appendix). Concerning the division by branches,
it was made as follows. In the category ‘Education” we included higher education, secondary
and primary education. ‘Trade’ comprises all activities relating to selling of products and
services. In ‘Bank’ we put together finance, credit and insurance sectors. The category ‘Heavy
industry’ includes gas and oil industry, chemical industry, manufacturing, machine building,
ship building. ‘Other industries’ comprise food industry, forestry, light industry, construction,
agriculture, and transport. Advertising, communication, and other sectors concerning the
production of services form ‘Services’ category. ‘Public services’ comprise housing and
utilities and other non-productive services provided by public institutions (i.e., social
assistance, jobs in public employment centres, etc.). ‘Administration’ includes jobs in regional
governing institutions.

More than 55% of graduates work as “Professionals” like researchers, higher and
secondary education teachers, engineers, accountants, translators, journalists, accountants, etc.
16% occupy managerial positions (“Managers”), like general managers, directors and chief
executives, diverse departmental managers. 19% work as “Technicians and associate
professionals” (technicians at factories, accountant assistants, judge assistants, primary and
pre-primary education teachers, customs, tax and related government associate professionals,
police inspectors and detectives, finance and law associate professionals, social work
associate professionals, etc.). About 2.5% are employed as “Clerks”, for example, secretaries,
cashiers, office clerks, client information clerks, etc.

About 23% of graduates are employed in the sector of industrial production. Other
77% work in the sector of services, with 14% among them employed in education.

As to Moscow region graduates, we do not possess the detailed data neither on their
current occupation nor on the economic branch they work in. We only know that more than
55% of graduates worked as teachers in their first employment.

Table 3. Multi-employment practices

. Volgograd Moscow region
Number of jobs Nb % ND %
One job 148 | 84.21 | 224 90
More than on job 17 15.79 | 42 10
Total 165 100 266 100

About 16% of VVolgograd graduates have more than one job (Table 3). In the Moscow
region, the number of multi-employment holders attains 10%. The results on multi-
employment practices are not surprising. As it was mentioned by R. Kapeliouchnikov in
“Russia’s labour market: adjustment without restructuring” (1999), in Russia at the end of the
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XX century multiple jobholders amounted to at least 5-7% of all employees. Results of our
survey show that the multi-employment practices still persist on the Russian labour market or,
at least, on the youth labour market.

Table 4. Geographical migration (Volgograd graduates)

Place of current employment Nb %

Volgograd 169 59,3
Volgograd region® 81 | 2842
Moscow and Moscow region 12 4,21
Big cities™ (except Moscow) 7 2,46
Other*’ 16 | 561
Total 285 100

Place of first employment Nb %

Volgograd 188 | 65,96
Volgograd region 75 26,32
Moscow and Moscow region 3 1,05
Big cities (except Moscow) 6 2,11
Other 13 4,56
Total 285 100

Table 5. Geographical migration (Moscow region graduates)

Place of current employment® | Nb %
Moscow 79 52.32
Moscow region 72 | 47.68
Total 151 100

Current job and first employment. About 88% of graduates work today in the region of
their studies (60% in Volgograd, and 28% in the Volgograd region). About 12% found a job
out of their region: 4% of respondents work in Moscow and the Moscow region, 2.5% in
other big cities and 5.5% work in other cities of Russia. As for the first job, we observe the
same tendencies: a large part of graduates lived and worked in the Volgograd region (92%):
66% of graduates worked in Volgograd and 26% in the Volgograd region. 1% worked in
Moscow, 2% worked in other big cities of Russia. Thus, we may notice that the largest part of
graduates of the VolSU work actually in Volgograd or in its region (88%). At the same time,
the number of graduates working in Volgograd and the Volgograd region has slightly
diminished (form 92% to 88%) in comparison with the situation of 2000 — 2001. Some 8% of
graduates left their region in the period between 2000 and 2005 to work in a different place.

In regards to graduates of the Moscow region, about 50% of them work in Moscow,
and other 50% in the Moscow region.

** In the category “Volgograd region” we also include the Astrakhan region as some towns of the Astrakhan
region, like Akhtoubinsk, for example, are situated close to Volgograd.

% Cities with the population of more than 1 million

*T Cities situated outside the Volgograd region, whose population is less than 1 million

*8 The data about the place of first employment is not available.
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6.2. Competencies required on the labour market:
evidence from graduates’ assessment

The objective of the three following paragraphs is to provide empirical evidence on the
question “What competencies are required on the modern labour market in Russia?”” In
order to respond to this question, we approached the issue from different aspects:

1) we considered what competencies are required on the labour market (through
graduates’ assessment), 2) it was examined to what extent non-cognitive competencies
appear to be important at work; 3) we estimated monetary returns to competencies; the
difference in monetary returns to competencies across economic sectors (public vs. private
sectors) was investigated, as well; 4) the impact of competencies in access to employment
was studied; 5) the impact of job mismatches (in terms of inconsistency between
competencies possessed by individuals and required in a particular work) on wages was
regarded; 6) the role of higher education system in development of competencies required on
the labour market was explored.

We sought to test, in regards to the Russian labour market, the hypothesis made by
Teichler (2002), by the research group of the European project “REFLEX” (2003), and by
other researchers (Green, 1998; Suleman and Paul, 2006), who proposed that the current
labour market requires not only the deep domain-related knowledge, but a wide range of
competencies.

First, we considered what competencies are required on the labour market. Thus
‘coefficients of importance’ (obtained through graduates’ assessment) for a list of 19
competencies, were established and compared. We examined ‘coefficients of importance’ for
19 competencies for the whole sample of graduates, as well as for different occupational
groups.

Much literature appeared these recent years, witnesses about the importance of non-
cognitive skills for social and economic success of an individual (Bowles, Gintis and
Osborne, 2001; Heckman, Stixrud and Urzua, 2006; Postlewaite and Silverman, 2006;
Blanden, Gregg, Macmillan, 2006). It is important to explore to what extent non-cognitive
competencies are required on the Russian labour market. We split out 19 competencies into
two groups (cognitive and non-cognitive) and compared ‘coefficients of importance’ for each
group. We carried out this analysis for the whole sampling, but also for different occupational
groups.
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Considering wage returns to competencies appears to be of high importance. Such
analysis should provide a sort of labour market information that might then illuminate and
inform policy with respect to the skill-supplying institutions. The aim is to examine the extent
to which the particular kinds of skills emphasised by work analysts are actually being
validated in the labour market (Green, 1998). Using least square regression models we
estimated the impact of 7 clusters of competencies on graduate income. We also explored the
difference in returns to competencies in the public and private sectors. We remark that on the
Russian labour market, there is a drastic difference in wages across sectors. It was interesting
to investigate to what extent this difference is due to difference in competencies possessed by
workers.

In order to complete the analysis on monetary returns to competencies, we considered
how competencies, possessed by graduates, influence their access to the most highly paid
positions. Binary logit regression models were used for the analysis.

The success of graduates on the labour market may also depend on how they manage
to put in value acquired knowledge and skills. This is largely related to the quality of match
between tasks performed at work and competencies possessed by individuals. Recent research
made clear that an individual’s salary does not simply depend on labour supply and labour
demand. According to the theory of job match (Sattinger, 1975) and job assignment
(Jovanovich, 1979), the quality of match between a job and a worker has an impact on
productivity and consequently on salary. Given this, it is of interest to investigate how
mismatches affect graduates’ earnings on the Russian labour market. We estimated the
magnitude of different types of mismatches in our samplings and considered how these
mismatches influence wages.

Finally, we explored how higher education contributes to developing different
competencies required on the labour market.
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We have depicted in previous chapters that changes in organisation of the modern
society bring about new challenges for highly qualified specialists. Teichler (2002)
underscores that it is essential today for higher education graduates not only to master a
particular field, but also to possess a set of other competencies relevant for successful
professional practice. These include a ‘problem-solving’ ability, an innovation capacity and
creativity, a capacity to work under time pressure, ability to work effectively in groups and to
take leadership, etc. Research carried out by European scientists of the project “REFLEX”
witnesses that on European labour markets a mastery of knowledge in one’s own domain of
work is not sufficient for becoming a successful professional. It turns out that higher
education graduates are also expected to be highly flexible and adaptable, able and willing to
take up challenges not closely related to the specific field, in which they have been trained.
European researchers (of the project “REFLEX”) single out that currently, highly educated
people need to be competent in at least four following areas: professional expertise,
functional flexibility, innovation and knowledge management and mobilisation of human
resources. Green (1998) underlines the importance of information technology skills in the
modern economy. According to him, they are “in increasing and pervasive demand in many
industries” (Green, 1998). This feature is linked to the fact that the modern society is
transforming into ‘information society’ (Castells, 1998, cited by Green, 1998).

We would like to investigate if on the Russian labour market, demands placed on
higher education graduates are similar to European ones. In other words, we seek to found
out if Russian graduates need to possess more competencies than simply ‘a particular
domain- related knowledge’. Our interest to this topic stems from the following. Russian
higher education is still dominated by an old conception of education where the primary role
of education is viewed in transmitting of deep knowledge and skills in a particular domain.
However, it seems that the current labour market requires broader expertise, implying
possession of a wider range of professional qualities.

Our analysis will be based on graduates’ assessment about the level of competencies
required. We asked graduates to rate the importance (required level) of each competence at
their current job (4 — 5 years after graduation). A scale from 1 (low extent) to 7 (very high
extent) was proposed. Below is presented a list of competencies, that graduates were asked to
measure.

It is important to specify, that this list was elaborated and developed by a group
European researchers (see names below), within the framework of the project “REFLEX”,
funded by the European Commission through the 6™ Framework Programme for research and
technological developpement.
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List of competencies:

a)
b)
c)
d)
e)
f)
9)
h)
i)
)
K)
1)

mastery of your own field or discipline,
knowledge of other fields and disciplines,
analytical thinking,

ability to rapidly acquire new knowledge,
ability to negotiate effectively,

ability to perform well under pressure,
alertness to new opportunities,

ability to coordinate activities,

ability to use time effectively,

ability to work productively with others,
ability to mobilize the capacities of others,

ability to make your meaning clear to others,

m) ability to assert your authority,

n)
0)
p)
Q)

ability to use computers and the internet,

ability to come up with new ideas and solutions,
willingness to question your own and other’s ideas,

ability to present products, ideas or report to an audience,
ability to write reports, memos and documents,

ability to write and speak in a foreign language.
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We calculated the mean for each competence required on the labour market. The
following table was obtained®.

Figure 1. Competencies required in current employment

Competencies required
on the labour market
FL | — FL
i ‘  WR
Ql ‘ =50l
i } " NI
i ‘ 1L
A ]| ‘ A
i ‘ 1 ElY
i ‘ MO |
WG | ‘ WG
i ‘ MT
NP } 1 NP
i ‘ 1 ST
AN ]| } 1 ANK
i ‘ 1 ATH
i ‘ 1 GK
KS ; ‘ 1 KS
0 2 4 6 8

Scale: 1 (very low) — 7 (very high); Legend:

KS - mastery of your own field or discipline,

GK - knowledge of other fields and disciplines,

ATH - analytical thinking

ANK - ability to rapidly acquire new knowledge,

N - ability to negotiate effectively,

ST - ability to perform well under pressure,

NP - alertness to new opportunities,

M - ability to coordinate activities,

MT - ability to use time effectively,

WG - ability to work productively with others,

MO - ability to mobilize the capacities of others,

A - ability to assert your authority,

IL — ability to use computers and Internet,

EY - ability to use computers and the internet,

NI - ability to come up with new ideas and solutions,
QI - willingness to question your own and others’ ideas,
PP - ability to present products, ideas or report to an audience,
WR - ability to write reports, memos and documents,
FL - ability to write and speak in a foreign language.

**We enabled to obtain detailed information on competencies required by graduates only in Volgograd.

We also included the questions on competencies in the questionnaire for the Moscow region graduates.
Unfortunately, because of technical problems occurred during data processing by the Moscow team, this part of
the questionnaire was lost. We hope that this data will be restored in the coming days and supplementary
research will be conducted with possible comparative findings.
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The figure 1 depicts that, indeed, besides the expert knowledge (see competence
‘knowledge in field’), some other competencies appear to be highly required by employers.
It turned out that the most demanded competencies are ‘capacity to manage effectively time at
work’ (6,0), ‘to write reports’ (5,9), and ‘to acquire new knowledge’ (5,8). The capacity to
assert own authority, express own ideas, and be computer and Internet literate (each has a
coefficient of 5,7) are found to be highly demanded, as well. Foreign language proficiency
appears to be the least demanded. The latter finding reflects the economic infrastructure on
the regional labour market of the Volgograd area, where a relatively few number of foreign
companies are presented, local companies cooperate little with enterprises in abroad. It is not
a particularity of the Volgograd region, but of most province regions of Russia. A bulk of
international companies and Russian enterprises cooperating with foreign organisations is
concentrated in Moscow and Saint-Petersburg.

The above findings confirm our hypothesis that even if professional expertise is of
high importance for effective operating on the labour market, it is not the only quality
that graduates are supposed to possess. Suppose that our hypothesis is wrong. In this case
we would expect that the competence ‘knowledge in field” has much higher coefficients than
other competencies. We would expect, for instance, that the competence ‘knowledge in field’
has a coefficient 6.0, whereas other competencies have coefficients 3.0 or lower. But it is far a
case in our sampling. On the contrary, 10 of 19 competencies have higher coefficients than
the competence ‘knowledge in field” (5.2 — 6.0 vs. 4.8). 7 of 19 competencies have slightly
lower coefficients than the competence ‘knowledge in field” (4.1 — 4.7 vs. 4.8). Only one
competence of 19 has a significantly lower coefficient than the competence ‘knowledge in
field’, that is a foreign language proficiency.

The above figure provides a general sketch on demands that graduates face. No
doubts, it can take a different form depending on occupation. Further we present profiles of
competencies demanded in different occupational categories. We split out all occupations of
graduates into 4 larger groups: “Managers”, “Experts”, “Administrative and technical staff”,
“Other occupations”. This division was realised in accordance with the international
classification, 1ISCO-88. Because of a small size of our sampling (about 300 graduates) we
could not afford using a more detailed division by occupational groups.

A group ‘Managers’ corresponds to the “Major group 1: Legislators, senior officials
and managers” in the 1SCO-88 classification that includes ‘legislators and senior officials’
and ‘corporate managers’ (directors and chief executives, other departmental managers). A
category “Experts” refers to the “Major group 2: Professionals” in the ISCO-88. It
encompasses physical, mathematical and engineering professionals; life science and health
professionals; teaching professionals; other professionals. “Administrative and technical staff”
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refers to the “Major group 3: Technicians and associate professionals” in ISCO-88 (physical
and engineering science associate professionals; life science and health associate
professionals; teaching associate professionals; other associate professionals). In the category
“Other occupations”, we included all other lower qualification occupations. In ISCO-88, it
corresponds to “Major group 4: Clerks”; “Major group 5: Service workers and shop and
market sales workers”; “Major group 6: Skilled agricultural and fishery workers”; “Major
group 7: Craft and related trades workers”; “Major group 8: Plant and machine operators”;

“Major group 9: elementary occupations”.

Figure 2. Competencies required in current employment by occupational groups

Competencies required from Competencies required from graduates
graduates working as "Managers" working as "Experts"
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Scale : 1 (very low) — 7 (very high)

Looking at the obtained results we note the following. Competencies ‘use time
effectively’ and “ability to write reports, memos and documents’ are highly demanded in all
occupational groups. ‘Coefficients of importance’ exceed or equal to 6.0 for all groups for the
competence ‘use time effectively” (MT). Coefficients of importance for an “ability to write
reports, memos and documents’ riches 5.8 for three first groups and equals to 5.4 for low

% For more details on 1ISCO-88 classification, see Appendix.
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qualification jobs (see group ‘other occupations’). An ability to assert own authority is highly
demanded in the category ‘“Managers’ (coef = 6.1).

It is of no surprise that graduates working as low qualified employees (see ‘Other
occupations’) have less appeal to their knowledge in field (coef. = 2,3) than other graduates.
Knowledge in field is highly demanded in jobs of ‘Experts’ (coef. = 5,3). ‘Managers’ use it to
a slightly less extent, as well as ‘Administrative and technical staff’ (4,6 and 4,5,
respectively). Capacity of analytical thinking and capacity to acquire new knowledge are
highly demanded in three first groups (their coefficients exceed 5,0).

Internet and computer literacy is highly required in all groups, except for ‘Other
occupations’ (coefficients exceed 5.5 for ‘Managers’, ‘Experts’, ‘Administrative and technical
staff’ and it is 4.2 for jobs demanding a lower qualification, ‘Other occupations’). ‘Managers’
and ‘Experts’ are supposed to have a good capacity to express own ideas (5,9 and 5,7). It is
slightly less demanding in the category ‘Administrative and technical staff’ (5,4).

Role of non-cognitive competencies

We have just considered how a capacity to ‘master well own field” and other
capacities are required by employers. We demonstrated that deep knowledge in a particular
domain is not enough in work situations. It appears that other competencies, like a capacity to
acquire new knowledge, a capacity to manage effectively own time, to resist to stress, etc.,
are also highly required at work. We sought to provide clear evidence that graduates need to
be equipped with a wider range of competencies, in order to meet labour market demands and
that higher education should seek to generate larger set of outcomes than simply transferring
a domain related knowledge and skills.

However, common sense tells us that, beyond knowledge in a particular field,
education inevitably contributes to developing of a larger number of cognitive skills:
mathematical skills, analytical and critical thinking, capacity to acquire rapidly new
knowledge, etc. Let imagine that a graduate has succeeded to acquire good cognitive skills,
through higher education or by other means. In this case, should we consider that this
baggage is enough?

Recent findings brought the clear evidence that cognitive skills contribute only to a

part of individual’s success on the labour market. The other part is attributable to non-
cognitive skills.
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The idea that non-cognitive skills are important for professional success has appeared
a long time ago. It was even popularised in some broadly known publications. The most
famous example is Dale Carnegie’s book ‘How to Win Friends and Influence People”, which
was sold more than 15 million copies and remains in print. In it Carnegie famously conveys
that financial success is due to 15 percent to technical knowledge and 85 percent to “the
ability to express ideas, to assume leadership, and to arouse enthusiasm among people”.
Today, Carnegie’s insights gained a large popularity and a vast number of ‘self-help’ books
for business, were centred on this idea lateron. However, economists have only recently
begun studying the influence of individual characteristics like persistence, leadership, and
sociability on market outcomes.

Numerous studies established that cognitive abilities are highly valued on the labour
market. In recent research, the role of non-cognitive abilities was recognised and largely
studied. The role of non-cognitive skills as a major factor of achievement was originally
identified by Marxist economists (Bowles and Gintis, 1976; Edwards, 1976). They have
produced a large body of evidence that employers in low skill labour markets value docility,
dependability, and persistence more than cognitive ability and independent thought. Further
research showed that, regardless types of occupation, both cognitive and non-cognitive
competencies are important (Heckman, Stixrud and Urzua, 2006). Heckman, Stixrud and
Urzua investigated the effects of both cognitive and non-cognitive skills on wages. They
found that “non-cognitive skills ... raise wages through their direct effects on productivity as
well as through their indirect effects on schooling and work experience”. Suleman and Paul
(2006) found that both cognitive skills and non-cognitive competencies are valued in
professional situations. They studied how different competencies are rewarded in the banking
sector in Portugal. It was found that cognitive competencies (specific technical knowledge,
autonomy, responsibility, adaptability, etc.) and strategic competencies (negotiation,
persuasion, perseverance and orientation towards results, etc.) have positive significant effects
on employers’ wages.

We remark that the international research provides rather clear evidence on importance
of non-cognitive competencies in professional activity. The evidence in regards to the Russian
labour market is, nonetheless, quite scarce. Existing research is mostly based on theoretical
advances. Empirical studies on the topic can be counted with fingers. We provided some of
these findings in previous chapters. It was shown that Russian employers do appreciate
workers with well developed non-cognitive abilities. According to the study by the
independent agency “Reitor”, employers attach a great importance to personal characteristics
of workers (they are rated at 2.7 points in the scale from 1 (very important) to 9 (not very
important)). The study by the High School of Economics in Moscow also revealed that such
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qualities as self-discipline, ability to take a responsibility, capacity to work in group are in
great demand on the labour market.

The objective of our study is to determine what competencies are required from higher
education graduates. It is of interest to bring empirical evidence to the question: to what
extent non-cognitive skills are required on the graduate labour market?

Therefore, we will seek further to find out to what extent non-cognitive competencies
are required on the Russian graduate labour market. We suppose that non-cognitive
competencies are highly demanded. Employers expect that workers are able to reflect and to
mobilise their analytical thinking, critical skills and other cognitive abilities, but also to
communicate effectively, to manage others, etc. In order to test our hypothesis, we need to
distinguish cognitive and non-cognitive competencies among a set of 19 competencies
available in our questionnaire. For this reason, we looked for a definition of cognitive and
non-cognitive skills/ competencies in literature. It appeared that there is no unique definition
of non-cognitive skills. Different authors group differently competencies into cognitive and
non-cognitive ones.

We found no unique definition of non-cognitive skills. Often, writers omit to provide
a well-specified definition. The only way to understand what qualities an author considers to
be non-cognitive competences is to look at what competencies are included in the group “non-
cognitive skills/ competencies’. Blanden, Gregg, Macmillan (2006), include in non-cognitive
skills personality traits. Cognitive variables in their study concern copying, reading, maths,
and non-cognitive variables include such qualities as self-esteem, application to work,
‘extrovert’ character profile, ‘hyperactive’ character profile, level of sociability, and others.
For Bowles and Gintis (2000) non-cognitive skills concern individual’s norms and
preferences. They employ a notion of ‘incentive-enhancing preferences’. For Heckman,
Stixrud and Urzua (2006) non-cognitive abilities concern personal preferences and
personality traits. Postlewaite and Silverman (2006) understand non-cognitive competencies
in a larger sense, for them these are all competencies beyond technical or professional
knowledge. “Non-cognitive skills are whose that are valued by employers or clients that do
not involve technical or professional knowledge” (Postlewaite and Silverman, 2006). Suleman
and Paul (2006) include in the group ‘cognitive competencies’, the following capacities:
specific technical knowledge, autonomy, responsibility, adaptability, innovation, planning and
organisation, ability to organise, ability to selection and to process information, ability to
solve problems, ability to learn, ability to transfer knowledge and experiences, capacity to
understand the specificities of the banking activity. Using a principal component analysis
Suleman and Paul establish five clusters of competencies: cognitive competencies, strategic/
specific skills, behaviour towards the organisation, general knowledge, and behaviour towards
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others. We remark that ‘general knowledge’ cluster is not included in cognitive competencies.

One may suppose that for Suleman and Paul, non-cognitive competencies include three of

these five clusters of competencies (however, no neat distinction between cognitive and non-

cognitive competencies is provided in the paper):

- strategic competencies (negotiation, persuasion, perseverance and orientation towards
results, orientation towards the client, understanding of the strategy of the bank);

- behaviour towards the organisation (readiness to learn, effort to learn, following the rules
and procedures, cooperation, adaptation to the working hours, punctuality);

- behaviour towards others (relationship with colleagues, capacity to work in team,
communication, willingness to help others).

We conclude that there is no unique definition of non-cognitive competencies and no
neat limits between cognitive and non-cognitive competencies are drawn. This can be
explained by the fact that in some cases, it is not easy to classify competencies as cognitive or
non-cognitive ones. Some non-cognitive skills would often involve cognition, i.e., the
exercise of perception, thought and reason (Postlewaite and Silverman, 2006). Taking into
account all the above classifications, we distinguished among our competencies whose that
have a cognitive nature, and a non-cognitive one. For us, cognitive competencies would
include abilities related to reflection and learning processes. Non-cognitive competencies
are those that refer to behavioural qualities and personality traits.

Cognitive competencies Non-cognitive competencies
Knowledge in own field Capacity to assert own authority
General knowledge in other fields Capacity to express own ideas,

Ability to present products and services,
Capacity to negotiate effectively

Capacity to acquire rapidly new knowledge Capacity to motivate others
Capacity to coordinate activities
Analytical thinking Capacity to resist to stress

Capacity to question own and other’s ideas (critical | Capacity to manage work time effectively
thinking)

Consider to what extent non-cognitive competencies are required. The below table
presents the mean values of ‘coefficients of importance’ of cognitive and non-cognitive
competencies in the current job of graduates. These results are based on graduates’
assessment of importance of competencies in their current employment.
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Table 1. ‘Coefficients of importance’ of cognitive and non-cognitive competencies

Variable | Nb | Mean | St.d. | Min | Max
cog 240 | 508 | 1.19 | 1.00 | 7.00
noncog 229 | 537 | 119 | 1.00 | 7.00

One may note that non-cognitive competencies are even slightly more demanded at
work than cognitive ones. We cannot compare this result with similar results in other studies.
As it was already mentioned before, the research on this topic is scarce in Russian literature.
Nevertheless, we may try to make some comparisons with findings from a study by the
agency ‘Reitor’ that deals with a different, but still comparable, topic. This study provides
two ratings of qualities that appear to be the most important for career development. The first
rating is based on assessment by employers and the second one on graduates’ assessment.
According to employers, education has a 2.2 “coefficient of importance’ (scale from 1 (very
important) to 9 (not important)), while personal characteristics have a 2.7 ‘coefficient of
importance’. According to graduates, personal characteristics have a 4.3 ‘coefficient of
importance’, whereas education obtains a 2.1 coefficient. We suppose that implicitly, both
graduates and employers, understand under ‘education’ cognitive abilities. If it is true, we
observe that both, graduates and employers, rate cognitive abilities higher than non-cognitive
ones (non-cognitive characteristics refer to ‘personal characteristics’ in this study). We also
remark that coefficients of importance for cognitive and non-cognitive competencies,
according to employers’ rating, are very close, 2.2 vs. 2.7. Compare them, for instance, with
the difference between ‘education’ and ‘foreign language proficiency’, 2.2 vs. 4.4. As to the
rating by graduates, we note that the difference in importance of cognitive competencies
(designed as “education’) and non-cognitive skills (“personal characteristics’) are greater than
in the employers’ rating. It should be specified that ‘graduates’ in this study are individuals
who have just finished their university studies. We may thus suppose that they have not quite
enough knowledge about demands on the labour market. Following this reflection, we will
rather refer to employers’ opinion than the one of graduates. In employers’ opinion, as we
saw before, non-cognitive abilities are almost as much important as cognitive ones.

Our findings show that non-cognitive skills are more demanded than cognitive skills
(5.37 vs. 5.08). We will explore to what extent the difference between the two means is
significant. Figure 3 presents box-plots of cognitive and non-cognitive skills coefficients.

We also compared differences between the means through analysing their limits of
confidence at p < 0.05. Looking at limits of confidence of means we observe that they
overlap. The inferior limit of confidence of the mean for non-cognitive skills is inferior to the
highest limit of confidence of the mean for cognitive skills (5.22 vs. 5.23 respectively). The
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overlapping appears to be rather small (0.01 point). Thus if we would accept an error term of
0.10, we could say that the difference is significant.

However the test at p < 0.05 does not enable us to say that non-cognitive competencies
are significantly more demanded than cognitive ones. Nontheless, we may say, at least, that
they are as much demanded as cognitive skills.

Taking into account our findings and the ones obtained by the agency ‘Reitor’, we can
make a conclusion that in our sampling non-cognitive skills are highly appreciated, at the
same level as cognitive skills.

Figure 3. Box-plots of ‘coefficients of importance’
for cognitive and non-cognitive skills
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As state Bowles, Gintis and Osborne (2001) different competencies can be required at
a different level, depending on occupations and job characteristics: “ ... The behavioural traits
that contribute to high earnings in some jobs may have negative effects in other situations”. It
is of interest to see how demands for non-cognitive abilities differ across various occupations.

Table 2. ‘Coefficients of importance’ of cognitive and non-cognitive competencies,
by occupational groups

Variable | Nb | Mean | St.d. | Min | Max

‘Managers’

cog 31| 521 | 1.20 | 1.60 | 7.00
noncog 31| 571 | 1.01 | 3.25 | 7.00
‘Experts’

cog 97 | 519 | 115 | 1.0 | 7.00

noncog 94 | 521 | 124 | 1.0 | 7.00
‘Technical staff’

cog 37 | 498 | 1.17 | 2.00 | 6.80
noncog 36 | 537 | 1.36 | 1.87 | 7.00
‘Other’

cog 12 | 4.06 | 1.42 | 1.60 | 5.80

noncog 12 | 527 | 115 | 2.37 | 6.62
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One may note that in all occupational groups, the non-cognitive skills coefficient is
higher than the cognitive skills one (table 2). This implies that non-cognitive competencies
are, in absolute terms, more required than cognitive competencies. We remark that the
difference between the non-cognitive skills coefficient and the cognitive skills one is the
lowest for ‘Experts’, 0.02 points (5.21 vs. 5.19), and the highest for low qualification workers
(see category ‘other occupations’), 0.72 points (5.27 vs. 4.06). It is nearly the same for
‘Managers’ and ‘Technical staff’, 0.60 points. We tested if the higher demand for non-
cognitive skills is statistically significant. It turned out that it is not significant. In all groups,
the difference is not significant: the highest limit of confidence of the mean for cognitive
skills is higher than the lowest limit of confidence of the mean for non-cognitive skills.
Therefore, we cannot convey that non-cognitive competencies are more demanded than
cognitive ones. Nonetheless, we may state that in all occupational groups non-cognitive
competencies are highly demanded, at a comparable extent with cognitive competencies.

The above findings do not imply that cognitive competencies are unimportant on the
labour market. We remark that such capacities as knowledge in field, analytical thinking,
capacity to acquire quickly new knowledge, etc. are highly valued by employers. We also
remark that cognitive and non-cognitive competencies are highly correlated. This may imply
that cognitive skills contribute to development of non-cognitive skills. The inverse relation is
also possible: better non-cognitive abilities may enable to develop cognitive abilities
(Heckman, 2004). Through our data, we observe that cognitive competencies and non-
cognitive ones are highly interrelated. Regressing cognitive competencies on non-cognitive
ones, we remark that 46% of variance is explained (Figure 4).

Figure 4. Correlation between cognitive and non-cognitive competencies
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As a conclusion, we may say that both cognitive and non-cognitive competencies
appear to be of high importance at work. Cognitive skills, like analytical thinking, capacity to
acquire rapidly new knowledge, capacity to question own or others’ ideas, expert knowledge
and general knowledge, obtained a coefficient 5.1, in a 1 (not important) to 7 (very important)
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scale. Non-cognitive skills are, at least, as much important as cognitive skills (coef. 5.37). We
remark also that cognitive skills and non-cognitive skills are highly correlated. Individuals
whose cognitive competencies are better developed tend to have better coefficients for non-
cognitive competencies. However, it is difficult to state, that these are cognitive competencies
that enable to better develop non-cognitive skills and non vice versa. Some research witness
that these are non-cognitive competencies that contribute to better development of cognitive
competencies (Heckman, 2004).

Computer and Internet literacy: rising evidence

We have depicted previously that knowledge in own field is not the only competence
demanded from graduates. It is also essential to possess such qualities as an ability to acquire
rapidly new knowledge, analytical thinking, etc. Afterwards, we showed that not only
cognitive, but also non-cognitive competencies are highly required on the labour market.
They appear to be as much important as cognitive skills. It is now interesting to investigate to
what extent applied skills, like computer and Internet literacy, are required by employers.

Computer skills appear to be in growing demand in the present economy worldwide.
Organisations influenced by the increasing role of information technologies in the society
have more and more appeal to new tools of information and communication in their work.
This implies a rising need for workers who are able to use new technologies, notably,
computers and Internet. Today a highly qualified worker may be considered as ‘handicapped’
if he/she does not master basic computer programmes. Knowledge of more sophisticated
programmes becomes an advantage for workers, as well.

This tendency is particularly evident in developed countries. For example, Canadian
survey asked manufacturing firms about their use of 22 advanced manufacturing technologies,
including computer-aid design and engineering, computer integrated manufacturing, flexible
manufacturing systems, robotics and computer-based systems and tools. Approximately 48%
of Canadian firms use these technologies, mostly in the area of inspection and
communications. The attempt to relate technology use to performance showed that
technology-using firms tended to have higher labour productivity and to pay higher wages
than non-users (Baldwin et al., 1995, cited by OCDE, 1996).

As to the situation in the Russian Federation, we remark that new tools of information
and communication had rapidly penetrated in almost all life spheres, over these recent
years. According to Goskomstat (2005), in 2003 the number of companies using information
and communication technologies accounted for 102,737 out of 121,400 companies
questioned. In one year, expenses for information and communication technologies had
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augmented by 32% (from 160,213 in 2002 to 211,743 thousand roubles in 2003). However,
the number of personal computers per 100 workers is still not very high, and it varies
noticeably across economic branches. In 2002, there were 15 computers per 100 workers (3
of them having access to Internet). In 2003, this figure had risen by 20% reaching 18
computers per 100 workers (4 of them having access to Internet). The same year, a number of
PC per 100 employees was 53 in higher education sector, 36 in administration, 30 in R&D
sector, whereas it was only 8 in food industry, 8 in construction, and 6 in public health sector.
In 2003, 12,7% of all organisations had an Internet web-site. This figure attained 40,3% in
chemical industry, 36,4% in R&D sector and 52,0% in higher education (Goskomstat, 2005).
According to statistics, the total number of computers in organisations and firms had
augmented by 18% (from 3,511 in 2002 to 4,150 thousands in 2003), the number of
computers with Internet access was on an upward, as well, and had risen by 30% (from 759 in
2002 to 986 thousands in 2003). Thus, we may say that in Russia the expansion of new
information and communication technologies is in progress, even if a large discrepancy across
sectors is observed. Given this, it is of interest to study to what extent computer and Internet
literacy is demanded from graduates at their current work.

We should mention that the intensity of use of computer and Internet technologies in
companies also varies across regions. Firms and organisations situated in big megalopolises,
like Moscow or Saint-Petersburg, are much better equipped with modern tools of information
and communication. Statistics shows, that in Moscow city 33% of population uses Internet, in
Saint-Petersburg this figure comes up to 17%. In other Russian regions this figure varies
between 8 — 11%°'. The discrepancies in the level of use of computer technologies are
particularly sharp between big cities (regional centres) and small towns. We will, therefore,
pay attention to regional differences while examining the requirements for Internet and
computer literacy.

We saw previously that computer and Internet literacy is highly demanded by
employers. The coefficient of importance is around 5.8 for all qualified occupations
(‘Managers’, ‘Experts’ and ‘Administrative and technical staff’). As to low qualifications
(“‘Other occupations’ in our classification), it appears to be demanded at a lower extent (coef =
4.25). It is interesting to mention that both in highly qualified occupations (‘Managers’,
‘Experts’) and in middle level occupations (*Administrative and technical staff’) knowledge
of computer and Internet are required at the same extent. This means that for both high
qualification occupations and middle qualification occupations, graduates are highly
required to possess computer and Internet knowledge.

*'We have no official statistics at our disposal to illustrate the degree of spread of information technologies in
Russian enterprises in different geographical regions. General statistics on population may, however, provide an
idea of regional discrepancies.
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Examine how, in our sampling, a demand for computer and Internet literacy varies
across economic sectors (Table 3). We note that the difference in requirements for computer
and Internet literacy across economic branches is not well pronounced. For education, trade,
banking and other sectors, the ‘coefficient of importance’ for this competence riches 5.5 - 5.8.
In industry, computer knowledge is slightly more demanded, with a coefficient of 6.1. Results
of a general linear model test showed that the difference between these categories is not
significant (F statistics = 0.98; p > 0.10).

Table 3. Coefficients of importance for ‘computer and Internet literacy’, by branch

Nb | Mean | St.d. | Min | Max
Education

32 | 546 | 177 [ 1.00 | 7.00
Trade

26 | 557 | 1.96 [ 1.00 | 7.00
Banking

28 | 557 | 159 [ 1.00 | 7.00
Industry

50 | 6.08 | 1.63 [ 1.00 | 7.00
Other

79 | 5.83 | 152 [ 1.00 | 7.00

This implies that there is no that much difference between branches in demands for
computer knowledge. At the same time, the official statistics (see above) witnesse the
contrary. For example, while the trade sector accounts for 13 computers per 100 employees,
the education sector accounts for 53 computers per 100 employees. We may explain our
findnings by the fact, that graduates tend to occupy mostly ‘qualified’ positions where
mastering of computer and Internet appears necessary. Taking into account higher educational
level of graduates, employers choose them among other employees for works requiring
knowledge of new sophisticated tools.

On the other hand, we remark that the difference in demands for computer skills across
geographical regions is significant®’. Comparing coefficients for Volgograd city, small towns
in the Volgograd region, and Moscow city, we observe that in small towns there is much less
demand for computer knowledge (coef. = 5.28) than than it is in Moscow city (coef. = 6.40)
or in Volgograd city (coef. = 5.8) (table 4) . We carried out a test of multiple intervals of
Ryan-Einot-Gabriel-Welsch which showed that the ‘coefficient of importance’ of computer
knowledge for small cities is significantly different from coefficients for Moscow city and
Volgograd city.

%2 Significant at p < 0.10
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Table 4. Coefficients of importance for ‘computer and Internet literacy’, by region

Nb | Mean | std. | Min | Max
Volgograd city

142 | 579 | 164 | 1.00 | 7.00
Small towns in the Volgograd region
69 | 528 [ 202|100 7.00
Moscow city

10 | 6.40 | 1.10 [ 1.00 | 7.00

These findings witness about important discrepancies in use of informational
technologies over Russian regions. However, on general, we may convey that computer skills
do important on the labour market, regardless economic branch, geographic region, and
type of occupation. The process of spread of information technologies in all spheres of life
will continue inevitably, and in some ten or twenty years will noticeably gain in proportions.
Following an increase in intensity of use of computer technologies in industrial production
and other economic sectors, companies will unavoidably search for computer literate
individuals. Levy and Murnane (2001) state that it is not always indispensable to master all or
many specific software programmes, but it is essential to have basic computer skills. “Our
case studies of applicant screening processes indicate that most high-wage firms do not
require that candidates for entry-level jobs have mastery of particular software programmes.
These firms typically have internal training programmes to provide these skills. What they do
increasingly require of successful applicants, however, are familiarity with the keyboard and
a mouse, recognition that most software programs are put together the same way and have
on-line help systems, and an openness to learning new programmes” (Levy and Murnane,
2001).
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6.3. Monetary returns to competencies on the Russian labour market.

There is a long debate in literature about *how different competencies are rewarded in
labour markets’. A significant contribution to the question was made by Francis Green
(1998). In his paper “Value of skills” (1998), Green attempted to estimate the price of
competencies on the labour market through hedonic models. He showed, to what extent some
specific skills are valued by employers. Using the data from the British Skill Survey of 1997,
which gathered information on many aspects of the level and distribution of skills, Green’s
analysis is based on self-assessment of knowledge and skills. The concept of skill used in the
survey is then specified through seven main domains: intellectual skills, interpersonal skills,
physical abilities, knowledge, motivations and attitudes.

Green revealed that computer skills are highly valued in the British labour market.
Even at “moderate” levels of complexity, i.e. using word-processing packages, workers using
computers earn an average premium in excess of 20%, compared to whose who do not use
computers at all. But it is not only computer skills that gear a wage premium in the labour
market. Green found that professional communication and problem-solving skills are also
highly valued. A one-standard deviation increase in either type of skill raises pay by around
5%, after allowing for all the controls. To a lesser extent, verbal skills also carry a pay
premium for women. On the other hand, planning, and client and horizontal communication
skills, have little independent association with pay. Numerical skills (other than computer
skills) also have no conditional link with pay.

Heckman, Stixrud and Urzua (2006) underscore the importance of non-cognitive
competencies and their strong impact on wages, as well as on other social and labour market
outcomes. They argue that non-cognitive skills affect wages through their indirect influence
on schooling decisions. Heckman, Stixrud and Urzua emphasise the value of non-cognitive
skills. At the same time, they state that both cognitive and non-cognitive skills are important
factors predicting individuals’ rents on the labour market. Herrnstein and Murray (1994) and
Jensen (1998)° focus on the primacy of cognitive skills in explaining earnings and other
socioeconomic returns.

Suleman and Paul (2006) write that several competencies entail a wage premium in the
European labour market: computer skills, learning skills, foreign languages and analytical
skills. The data for the study was obtained through a survey among 35,000 graduates from
higher education of 1994-1995 from 11 European countries and Japan (project “CHEERS”,
mentioned previously). Using the classification proposed by Reich (1991) Suleman and Paul

%% Herrnstein and Murray (1994), Jensen (1998) are cited by Heckman, Stixrud and Urzua (2006)
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split out all graduates into two categories: ‘symbolic analysts’ and ‘civil servants’.
Depending on the categorie, wage premium to different competencies may differ.

Considering wage returns to competencies appears to be of high importance. Such
analysis should provide a sort of labour market information that might then illuminate and
inform policy with respect to the skill-supplying institutions. The aim is to examine the extent
to which the particular kinds of skills emphasised by work analysts are actually being
validated in the labour market (Green, 1998).

It is interesting to investigate how different competencies acquired by higher education
graduates are rewarded on the Russian labour market. No study on this topic has been
carried out yet in the country. It seems worthy to examine what wage premium different
competencies bring to graduates. A consideration of pay premiums to competencies will shed
light on the principal question of our study: “What competencies are required from graduates
on the labour market?” In the previous paragraph we attempted to respond to this question
using graduates self-assessment on competencies required at current work. In this paragraph
we aim to approach the issue through the analysis of wage premiums.

* k% *

We used two response variables for the statistical analysis. They are a graduate
current income and a salary at current employment. We should remind that in our study a
variable ‘income’ is obtained through summarising three other variables: (1) salary in current
employment, (2) salary for supplementary hours in current employment, (3) salaries from
other jobs currently hold by an individual. Statistics indicate that about 15% of employees in
Russia are multiple-job holders. This figure reaches 30% among people employed in sectors
with flexible work hours, like education or research and development sector. Drastic shrink in
wages in these branches, occurred after reforms in the 90s, pushed individuals to search for
supplementary jobs in order to complete salary in main employment. As a result, for example,
we observe that today in Russia a significant number of university professors teach
simultaneously at several institutions. At the same time, some individuals do it, others not.
We suggest that this can be a matter of leisure/work preferences of individuals or
competencies they possess (for ex., ‘capacity to organise and to manage effectively work
time’).

We believe that the analysis of relation between competencies possessed by
graduates and their salary would permit to shed light on the issue *how competencies are
rewarded by employers’. Whereas, the analysis of relation between competencies and
income, should provide an idea on how competencies enable to graduates to better position
themselves on the labour market. We think that the salary will largely depend on job
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characteristics, like type of economic sector, branch, size of a company, a particular
employer’s preferences. Whereas income, besides job characteristics, will also be related to
individuals’ choices and work/ leisure preferences. These include, for example, a decision to
take a supplementary job or not. Taking a supplementary job would require more organisation
and planning for an individual. He/she will also make a choice whether to spend more time on
leisure or to take a supplementary job and, consequently, work more. Taking a supplementary
job would also imply that individuals make additional efforts to search for another job (or for
any other ‘rewarding’ opportunities). In this case, individuals would be called up to arrange
with their current employer for more flexible timetable or for other conditions enabling to
work at more than one place. We believe that multiple job-holding would require a range of
competencies like flexibility, capacity to organise work, capacity to use time effectively, etc.
Therefore, the retruns to these competencies can be different from the returns to competencies
within a particular job.

When starting to explore the relationship between competencies possessed by
graduates and their current income/salary, we think it is necessary to look at a correlation
between variables related to different competencies and income/salary. We computed a
Pearson coefficient of correlation for these variables as follow:

Table 5. Correlation between competencies and income/ salary

Current income KS - mastery of your own field or discipline,
Competence Coef.  of | Sign. GK - knowledge of other fields and disciplines,
N (F;lelagson ey ATH - analytical thinking
ST 012 " ANK - ability to rapidly acquire new knowledge,
NP 022 s N - ability to negotiate effectively,
T G < ST - ability to perform well under pressure,
i 011 NP - alertness to new opportunities,
M - ability to coordinate activities,
g: 21: — MT - ability to use time effectively,
: WG - ability to work productively with others,
PP 0.12 MO - ability to mobilize the capacities of others,
FL 0.17 A - ability to assert your authority,
Salary in current employment EY - ability to use computers and the internet,
N 0.23 o NI - ability to come up with new ideas and solutions,
NP 0.21 xx o . .
QI - willingness to question your own and others’ ideas,
Ql 0.14 * PP - ability to present products, ideas or report to an audience,
FL 0.11 + WR - ability to write reports, memos and documents,

FL - ability to write and speak in a foreign language.
+:p <0.10; *: p<0.05; **: p<0.01; ***: p<0.001
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Table 5 shows competencies that correlate with income and salary. One remarks that
income is correlated with a wide range of competencies (9 out of 19). However, we note that
the relationship is weak (between 0.12 and 0.22). Salary correlates with only 4 competencies.
Alike income, the relationship is weak (between 0.11 and 0.23).

We observe that a ‘capacity to manage work time effectively’ has a negative
impact on income: the higher is the coefficient of a ‘capacity to manage work time
effectively’, the lower is the income. Moreover, we saw in a precedent paragraph that a
‘capacity to manage work time effectively’ is the most highly demanded at work (it has the
highest ‘coefficient of importance’ in comparison to all other competencies). Therefore, it
seems quite bizarre to obtain such a result.

We should not forget that we deal, at the moment, with a simple regression and a brut
effect of a ‘capacity to manage work time effectively’ on income is measured. We will see
further whether this competence continues to conserve its negative effect on income if
controlled by variables of labour supply, for example.

At the same time, we should note that it is not surprising to find a negative impact of a
skill variable on wages. Much research, exploring the effect of competencies on wages, was
confronted to this problem. Heijke and Ramaekers (1998) studied an impact of seven kinds of
knowledge and skills on wage levels. They used the 1994 ROA’s survey>, which gathered
information on transition of economic graduates from two Dutch universities. Researchers
found that knowledge data management is related with lower wages™. Green (1998) found
that manual skills and client communication skills have a negative impact on pay. Even after
controlling by human capital variables and variables of labour supply, they continue to be
associated with lower wages™®.

In order to proceed to further analysis on relationship between competencies and
wages, we need to group them in larger categories. We cannot utilise all competencies as they
are obtained in the survey, because of the problem of correlation between them. Grouping of
competencies into clusters is a common practice in research on the topic. A questionnaire
utilised by Green (1998) furnished total of 36 variables. “Many of these variables are highly
correlated”, - states Green. To get round the problem of multi-collinearity, the author decides
to deploy two strategies. The main method is to use a data reduction procedure. This implies

** ROA - Research Centre for Education and the Labour Market, University of Maastricht, the Netherlands

> This result was obtained in the group of graduates who work in a field different to their university major.

*® The negative impact of client communication skills looses, however, its significance (neither at p <0.05, no at
p <0.1) after introducing control variables.
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to recur to a derivation of common indices for groups of skills using principal component
analyses. An alternative strategy, provided as a check on the first, is to utilise a backwards
stepwise procedure to eliminate variables and achieve a parsimonious estimation.

Using a principal component analysis Green singles out 8 groups of competencies:
verbal skills, manual skills, problem-solving skills and checking, numerical, planning, client
communication,  horizontal communication  (teamwork, listening),  professional
communication (professional and managerial communication skills). Suleman and Paul
(2006) also split out competencies into clusters in order to be able to examine the impact of
competencies upon earnings and profit shares in the banking sector. Using a principal
component analysis, they grouped competencies into 5 broader categories. These categories,
already presented in the precedent paragraph, include cognitive competencies, strategic
competencies, behaviour toward the organisation, general knowledge, and behaviour toward
others.

Deploying the method of a principal component analysis utilised by Green (1998)
and Suleman and Paul (2006) we split out the existing 19 items in 7 larger groups. This
grouping appears as follow:

Name of competence Cluster name Coding name
analytical thinking Analytical thinking ath
mastery of your own field or discipline Specific and general knowledge | know

knowledge of other fields and disciplines

ability to negotiate effectively Capacity of effective negot
ability to present products, ideas or report to communication
an audience

ability to express own ideas

ability to rapidly acquire new knowledge Capacity new
alertness to new opportunities to deal with the ‘new’

ability to come up with new ideas and solutions (new things, materials,
willingness to question your own and other’s information).

ideas

Potential for innovation

ability to perform well under pressure Capacity to be ‘executive’ at | spos
ability to use time effectively work
ability to coordinate activities Capacity to work in a group group

ability to work productively with others
ability to mobilize the capacities of others
ability to assert your authority

ability to write reports, memos and documents Applied skills umen
ability to use computers and the internet
ability to write and speak in a foreign language
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This classification gave us 7 ‘constellations’ of competencies: they are analytical
thinking, specific and generic knowledge, capacity to communicate effectively, capacity to
deal with the ‘new’, capacity to be ‘executive’ at work, capacity to work in a group, and
applied skills. We put the competence ‘analytical thinking’ aside from other competencies.
We believe that this quality can not be grouped with other professional characteristics. It is a
fundamental base for developing of many other competencies. Rychen & Salganik (2003)
state that reflectivity is an overarching competence that is an important requisite for
developing other competencies.

The second group, ‘specific and generic knowledge’, includes a mastery of own field
and knowledge in other fields. The third constellation, ‘capacity to communicate effectively’,
concerns such abilities as a capacity to negotiate effectively, ability to present products and
report to audience, and ability to express own ideas. We believe that this group of
competencies appears to be one of the most important for graduates. As we showed in the
chapter 5, graduates often lack these abilities when entering the labour market. The fourth
group, a ‘capacity to deal with the ‘new’, includes a capacity to quickly acquire new things
(information, knowledge, skills) and a capacity to generate new things (new information, new
operating processes in production, marketing, other domains). The ability to rapidly acquire
new things is related to individual’s ability to adapt and learn quickly. The ability to come up
with new ideas and solutions, alertness to new opportunities, willingness to question own
ideas or ideas of others make up a capacity to generate new things. All these competencies
contribute to innovation capacity of an individual.

We will now go no to considering how different groups of competence influence
graduates’ earnings. We computed two models: the first one with salary as a response
variable and the second one with income as a response variable. We seek to know what
competencies are rewarded by employers (model with salary) and how different competences
enable graduates to better position themselves on the labour market and enjoy higher
revenues (model with income).

Table 6. Estimated coefficients of competencies in regression on graduate salary/ income

Model : y = Lg (Salary) Model : y = Lg (Revenue) KNOW - Specific and general
n ; - knowledge

Variable Coef. Sign. Coef. Sign. NEGOT - Capacity of effective
Intercept 8.59575 <.0001 8.67699 <.0001| communication
Know 0.00937 0.8229 0.02079 0.6488 | NEW - Capacity
Negot 0.01943 0.6372 0.05812 0.1881 | to deal with the “new’ _
Group 0.04408 0.3248|  -0.04715 0.3304 astpvcv’frl; Capacity to be ‘executive’
New 0.07701 0.1505 0.11809 0.0427 | 5ROUP - Capacity to work in a
Umen 0.00930 0.7883 0.03667 0.3331] group
Spos -0.06916 0.0394 -0.04424 0.2182| UMEN - Applied skills
Ath -0.02865 0.4730 -0.06083 0.1635| ATH - Analytical thinking

Adj R-Sq 0.0252 Adj R-Sq 0.0479

Sign. at <0.10 Sign. at <0.05
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We remark that competencies explain 5% of income variation. As to salary
variation, competencies explain only 2.5% of it. This can be due to the fact that a system of
remuneration in a particular workplace does not always allow to reward competencies or to
reward them to a sufficient extent. Whereas the total revenue, obtained through all types of
work activities on the labour market, appears to provide better returns to competencies.

From the above table one may observe that the only group of competencies statisticly
related with the income is a capacity to deal with the ‘new’ (new things, materials,
information); more precisely these are ‘ability to rapidly acquire new knowledge’, “alertness
to new opportunities’, ‘ability to come up with new ideas and solutions’, ‘willingness to
question your own and others’ ideas’. The mentioned group augments graduate income by
12%. We think that this finding witnesses about the following. A capacity to deal with the
‘new’ helps graduates to better position themselves on the labour market. We believe that, to
some extent, it enables them to succeed in searching for better ‘rewarding’ possibilities. We
remark that an estimated coefficient for this competence in the Model 1 (where it is regressed
on salary) is lower in comparison to the Model 2 (regressed income), 8% vs. 12%. Moreover,
in the Model 1, it is not significant (p > 0.10). This implies that a quality ‘openness to new’ is
not systematically rewarded by employers, but, apparently, it provides graduates with a sort of
‘tools’ necessary to succeed on the labour market.

In the Model 1, a significant class of variables appears to be a capacity to be ‘executive’
at work. It encompasses an ‘ability to perform well under pressure’ and ‘ability to use time
effectively’. This group has a negative impact on the response variable. We have already
mentioned before that we ignore how to explain a negative effect of competences on wages.
The explaining of these negative effects is still an open question in the literature and till today
the puzzle stays still unsolved. l.e., Suleman and Paul (2006) found that the higher is a
coefficient of competence ‘behaviour towards organisation’, the lower are profit shares
enjoyed by employees in the banking sector. The authors state that ““the negative signal of
estimated coefficients indicates that this kind of skills is not related to an increase in wages™.

Another issue that arises in our analysis is the insignificance of some competencies.
We remark that ‘specific and general knowledge’, ‘capacity to communicate effectively’,
‘capacity to work in a group’ and applied skills bring no wage premium. This is a complex
question and it may have the following implications. It is possible that the mentioned
competencies are not scarce on the labour market and, consequently, their possession does not
necessarily result in increase in pay. Green (1998) who faced this problem in his study (his
analysis revealed that verbal skills, numerical skills, planning abilities, horizontal
communication, and an ability to work autonomously had no significant impact on wages)
suggested three explanations of the phenomenon. First, there could be substantial
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measurement error. Second, much of the discussion of key skills could be no more than *hot
air’. In other words, these skills are revealed not to be really in high demand, despite what
policy-makers and some employers say. Third, though certain key skills are of value in firms
where they are exercised, it is hard for employees to signal possession of the skills to the
external labour market.

We feel rather sceptical about the second explanation. The volume of literature on the
importance of communication skills is too important, both in international publications and in
Russian literature, so that we could accept such an explanation.

We believe, that the insignificance of competencies in models may stem from the fact
that employers do not always take into account competencies possessed by employees while
deciding salaries. According to literature of human resource management, the earnings are
related and not based on competencies (Armstrong, 1999).

204



Returns to competencies: differences between public and private sectors

Statistics show that the difference in wages between the public and private sectors
appeared in 1992. In December 1993, a salary in education was 200% lower than in
construction or in manufacturing (“Vedomosti”, 2006). In 2004, the average salary in
education was by 38% lower than the average salary in the economy. In health and social
insurance it was lower by 30% and in culture and the arts by 38% (Goskomstat, 2005).

Gimpleson (2006) states that we cannot compare salaries of employees in the public
sector and in the private one as the intensity of work and functions that workers perform are
not the same. “An old teacher is unable to occupy a post of director in a large company”,
underscores Gimpelson.

Results of our survey show, that the difference between wages of graduates working in
the public sector and those working in the private sector is important. In VVolgograd, graduates
who work in the private sector enjoy a 40% higher income than graduates working in the
public sector. In the Moscow region, graduates working in the private sector earn 125% more
than graduates working in the public sector””’.

It is of interest to see, whether a wage difference between public and private sectors
implies differences in competencies possessed by graduates. Does private sector attract more
‘competent’ and ‘able’ graduates and that is why they enjoy higher salaries? Are graduates
working in the private sector required to possess more competencies and that is why they
enjoy higher salaries? To answer these questions, we will compare level of competencies
possessed by graduates working in the private and the public sectors. We will also compare
the level of competencies required in the two sectors, in order to see if the private sector is
more demanding in terms of professional skills and knowledge.

We start with considering whether there is a difference between competencies
required in the public and the private sector.

" The difference between wages in the public and private sectors is greater in the Moscow region, because
wages in the private sector in the Moscow area are much higher than ones in VVolgograd
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Figure 3. Competencies required in current employment by type of economic sector
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Figure 3 shows, that the private sector requires to a higher extent a capacity to see new
opportunities and a capacity to question existing ideas (4,5 for the private sector vs. 4.0. for
the public one; and 5,0 vs. 4,6 accordingly). We conclude that in the private sector,
competencies related to the capacity to deal with the ‘new’ are more demanded.
Simultaneously, we remark that the expert knowledge appears to be slightly less demanded in
the private sector than in the public one (4,7 vs. 5 respectively). Knowledge in field and
knowledge in other fields are required at the same level in the private sector (4,7 vs. 4,7), in
the public sector knowledge in field appears to be more demanded (5,0 vs. 4,7).

In order to see if these differences are significant, we computed a General Linear
Model test. Differences on the following competencies appeared to be significant:

- competencies more required in the private sector: ‘capacity to see new opportunities’
(Private > Public at p < 0.01), ‘capacity to present products’ (Private > Public at p <
0.05), “foreign language proficiency’ (Private > Public at p < 0.01).

- competencies more required in the public sector: ‘capacity to assert own authority’
(Public > Private at p < 0.05), “capacity to write reports’ (Public > Private at p < 0.10).

Now examine, if graduates working in the private sector possess more competencies
than graduates working in the public sector. To do this, we compared mean coefficients of
each competence possessed by graduates (in the questionnaire graduates were asked to rate a
level of development of 19 competencies. The same list of competencies was used as in the
case of competencies required).
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Figure 4. Competencies possessed by graduates working in the public and private sectors
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The results show that only for 3 of 19 competencies, graduates working in the public
sector have higher coefficients. In 12 of 19 competencies, graduates working in the private
sector have higher coefficients. We carried out a General Linear Model®® test, to see whether
these differences are significant. The difference between following five competencies in the
public and private sectors turned out to be significant (* : p <0.05; ** : p <0.01):

- alertness to new possibilities (*);

- capacity to see new ideas (*);

- capacity to question own and others’ ideas (*);

- Internet and computer literacy (**);

- foreign language proficiency (*).

These findings witness that, indeed, in regards to a number of key competencies,
individuals working in the private sector are more competent than individuals working in the
public sector. Thereby, a drastic difference in wages between the two sectors may be, to some
extent, justified.

Consider now how different competencies are rewarded in the two sectors.

The system of wage formation is different in the public and private sectors in Russia.
While in the public sector the salary is strongly related to individual’s level of educational
attainment, salary in the private sector is not formally attached to educational credentials. In
the public sector, the level of educational attainment determines a so-called ‘coefficient’

% GLM instruction in SAS programme
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which has a direct implication on the level of remuneration. In the private sector, this system
is quasi-inexistent. In the private sector the wage tends to depend on tasks an individual
performs, and the level of salary is usually associated with the employee’s productivity at
work. Thus, we suppose that monetary returns to competencies should differ from one sector
to another.

In order to test this hypothesis, we used two models. In the first one, we regressed
competencies on the salary, taking only graduates working in the private sector; and in the
second one, the response variable was the salary of graduates employed in the public sector.

Table 9. Estimated coefficients of competencies in regression on salary
in the public sector and in the private sector

Model : Model : Legend:
y = In y = In .
(Salary) in (Salary) in KNOW - Specific and general
the  public the private knowledge _ _
sector sector NEGOT - Capacity of effective
Variable Coef. Sign. Coef. Sign. f\loén\/(/n?rgggggirt]y
Intercept 9.05596 <.0001 8.73971 <.0001| to deal with the ‘new’
know -0.02380 0.6932 0.03311 0.4862 Stpos . Capacity to be “executive’
at wor
negot -0.08732 0.1570 0.10465 0.0285| GROUP - Capacity to work in a
group - group
0.12469 0.0483 0.01960 0.7282 UMEN - Applied skills
new 0.07799 0.2764 0.06739 0.3478 | ATH - Analytical thinking
umen -0.08077 0.1033 0.04275 0.2912
Spos -0.06424 0.1696 -0.12181 0.0030
ath -0.01401 0.8071 -0.03526 0.4454
AdjR-Sq | 0.0048 AdjR-Sq | 0.1440
Pr>F 0.3795 Pr>F 0.0032

Results of the regression analysis confirm our supposition. We note that while the

model with competencies for the public sector does not fit at all (Adj R-Sg= 0.0048, not
significant), the model for the private sector fits well and enables to explain 14% of salary
difference. We observe that in the model for private sector, capacities to communicate
effectively (ability to negotiate effectively, ability to present products, ideas or report to an
audience, ability to express own ideas) have a positive impact on salary (rise by 10%).
Capacities to ‘resist to stress at work” and ‘manage time effectively’ have a negative impact
on salary (-12%). We have already mentioned before, that a negative impact of competencies
on earnings is still discussable.
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Making the conclusion, we may say that there exists a significant difference between
competencies required in the public sector and in the private one. The latter is more
demanding in such competencies as a capacity to see new opportunities, a capacity to
present products, and a foreign language proficiency. Whereas the public sector requires
at a greater extent a capacity to assert own authority and a capacity to write reports.
Simultaniously, we observe a difference between competencies possessed by graduates in the
two sectors. It appears that graduates working in the private sector have higher coefficients for
competencies like an alertness to new possibilities, a capacity to see new ideas, a capacity to
question own and others’ ideas, Internet and computer literacy and a foreign language
proficiency.

A capacity to negotiate effectively brings a wage premium to graduates employed in the
private sector (10%). Competencies possessed by graduates enable to explain 14% of salary
variation in the private sector. At the same time, model does not fit for the public sector.
This implies that, in the public sector, there is no transparent link between competencies
possessed by graduates and their earnings. It is interesting to mention to this regard the study
by Suleman and Paul (2006). Examining returns to competencies in the banking sector in
Portugal, they construed two types of models: (1) with salary as a response variable; (2) with
profit sharing (a flexible part of remuneration allocated across workers by supervisors’
decisions) as a response variable. In the first case, employers are more constraint to reward
workers in accordance with their competencies. In the second case, employers are more free
to decide on wage premium, and, consequently, on competencies premium. Suleman and
Paul conclude that skills are better rewarded through incentive-pay: “competencies are better
rewarded through profit sharing than through monthly earnings”.
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Role of competencies in access to employment

We have just considered the impact of competencies on wages. We observe that the
analysis of a direct relationship between competencies and wages has some limitations. We
think that another possibility of exploring returns to competencies is considering their effect
on access to employment. As we saw previously, there is a large differentiation across
geographical regions and economic sectors in Russia. It seems interesting to consider whether
competencies possessed by graduates enable them to access more or less rewarded sectors.
First consider what variables of labour demand would predict higher earnings for
graduates. We chose some variables that were reported to influence wages on the labour
market in previous studies (see Goskomstat, 2005).

Table 7. Estimated coefficients of labour demand variables
in regression on graduate income

Model 1: Model 2 :
Y =In (Revenue) y = In (Revenue)

Variable Coef. Sign. Coef. Sign.
Intercept 9.03500 <.0001 8.65132 <.0001
PRIV _ 012241 | 01555 | -0.02499 | 0.7373
(private vs. public sector)
job2cc2

-0.03995 0.0233 -0.02526 0.0879
(working as ‘expert’ vs. working as ‘manager’)
job2cc3

-0.04421 0.0391 -0.04069 0.0252
(working as ‘administrative staff’ vs. working as ‘manager’)
Job2ccd _ _ 004467 | 00819 | -002928 | 0.1919
(working as ‘other occupation’ vs. working as ‘manager’)
sec2bb2

0.30688 0.0399 0.37564 0.0048
(working in Trade branch vs. working in Education branch)

sec2bb3

(working in Banking and Administration branch vs. working
in Education branch)

0.19701 0.1828 0.34679 0.0087

sec2bb4

(working in Industrial production branch vs. working in 0.37693 0.0053 0.46350 0.0001
Education branch)

sec2bb5

(working in “‘Other’ branches vs. working in Education 0.12326 0.3093 0.25901 0.0183
branch)

PLW2C2 020275 | 00226 | -022897 | 0.0020
(working in VVolgograd region vs. working in Volgograd)

PLW2C3 0.18655 | 04998 | 030664 | 0.1730
(working in big cities vs. working in VVolgograd)

PLW2C4 (working in Moscow vs. working in Volgograd) 0.36119 0.0274 0.55399 0.0002
PLW2C5 (working in other cities vs. working in Volgograd) 0.04430 0.7796 0.03054 0.8116
Nbtot

) o -0.00002610 | 0.6513 0.00005426 0.2980
(nb of workers in a company/organisation)

Multjo: (have more than one job) 0.54611 <.0001
Ownb : (be self-employed) 0.24645 0.0938
R2Adj = 0.2027 R2Adj = 0.4460
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We observe that graduate income largely varies depending on the sector, region of
work, and occupational status. This finding is not new, in all countries wages vary depending
on job characteristics. However, the particularity of the Russian graduate labour market
consists in a drastic difference in wages between the public and private sectors and between
the capital and province regions. 1. e., 32% of graduate income variance is explained by the
variable “Private sector” in the Moscow region sample and by 13% in the Volgograd
sample™. These coefficients seem to be quite high.

In the second model we introduced two other variables related to the demand,
‘working in more than one job’ and ‘being self-employed’. Tha fact of having more than one
job appears to be significantly related to the current graduate income. It augments the revenue
by 63%.

We wonder if the above-considered labour demand variables are related with
competencies graduates possess. Ergo, we will test if the access to some types of jobs is
affected by competencies graduates possess. For such analysis it is relevant to utilise binary
logistic models.

In the first model we tested the probability of going to Moscow depending on
competencies graduates possess. Afterwards we tested the probability of going in countryside
(Volgograd region vs. Volgograd, Moscow or big cities) (model 2). The probability of taking
managerial position, having more than one job, being self-employed and working in education
sector (models 3, 4, 5, 6) were estimated finally.

We computed six models, but only two of them fit. The Model 2 (Table 8) shows that
graduates who are more computer literate, have a good foreign language proficiency and a
good capacity to write reports, memos and other documents are more likely to go to work in
big cities. The Model 6 (Table 8) shows that those graduates who have better knowledge in
field and in other disciplines tend to work in education. On the contrary, graduates who have a
good capacity to work in group appear to go to other sectors than education.

> This difference can be explained by the difference in wages between the public and private sectors in the two
concerned regions. A differential between salaries enjoyed by graduates working in the private sector vs.
working in the public one in Moscow are much higher in comparison to the same differential in VVolgograd.
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Table 8. Estimated coefficients of the probability of a) going to education sector
and b) working in small cities/countryside

Model 6 : probability of Legend:

Model 2 : probability of working in small cities/

going to education sector

countryside KNOW - Specific and general
Variable Coef. Sign. Coef. Sign. knowledge
Intercept -0.8217 0.5756 1.8252 0.1046 NEGOT - Capacity of effective
know 0.6519 0.0270 01712 0.4067 f\logvr\?”rgggggﬂy
ath 0.0985 0.7333 0.0613 0.7497 10 deal with the ‘new’
negot 0.1525 0.5881 -0.0644 0.7596 SPOS - Capacity to be
new 0.3635 0.3038 -0.2137 0.4082 ‘executive’ at work
spos -0.3077 0.1552 0.0939 0.5607 GROUP - Capacity to work in
group -0.9576 0.0012 0.3225 0.1434 agroup ) _
umen 01314 0.5332 20,6245 0.0001 wa’\' A‘éfpt'.'e‘j skills
ND 24 79 - ytical thinking
Log-likelyhood -23 -26
Chi-2 18.5412 21.9939
Pseudo R-2 0.0990 0.0983

The fact that other models do not fit means that we can not explain the access of
graduates to these positions by competencies they possess. This may have the following
implications. First, we are not able to explain the situation by competencies we chose. For
instance, the fact that a graduate opts to have two or more jobs may owe to his/her
dynamisme, personal energy, capacity to work a lot, personal choice to work and get higher
salaries rather than spend time on leisure or other activities (house keeping, child raising,
hobbies, etc.). These competencies were not included in our list of professional qualities.
Second, it is possible that the access to different jobs has a chaotic character on the Russian
labour market and can not be explained by personal characteristics of graduates. The impact
of networks can be important here. l.e., “my friend has left Volgograd for leaving in Moscow,
I will do the same”. “My uncle has a well-doing company in Moscow, | will go there as | am
sure that he will hire me”.
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Impact of job match on returns to competencies

The success of graduates on the labour market may also depend on how they manage to
put in value acquired knowledge and skills. This will largely be related to the quality of match
between tasks performed at work and competencies possessed by individuals.

Recent research made clear that salary does not simply depend on labour supply and
labour demand. According to the theory of job match (Sattinger, 1975) and job assignment
(Jovanovich, 1979), the quality of match between a job and a worker has an impact on
productivity and consequently on salary. On the labour market, jobs are heterogeneous, as
well as workers with their stock of human capital. The salary enjoyed by a worker depends on
the characteristics of this match.

Given this, it is of interest to investigate how mismatches affect graduates’ earnings. In
the previous paragraph, we considered how competencies possessed by graduates are related
to their wages. We also examined how competencies enable to access to some ‘highly-
rewarded’ jobs. In this paragraph, we aim to study how mismatch between competencies
possessed by graduates and those required in a given job influence graduates’ earnings.

This paragraph will be devoted to examining the impact of mismatches between
competencies possessed by graduates and those required in a job on pays. Mismatches
between competencies, possessed by graduates, and those, required in a job, embody three
types of mismatches.

In chapter 3, we distinguished 3 types of mismatches: field mismatch, educational level
mismatch, and skills mismatch. All these mismatches imply an inconsistency between
acquired and required competencies. A field mismatch refers to a professional knowledge
mismatch. In comparison to a field mismatch, educational level mismatch concerns
mismatches in a wider range of knowledge and skills. Skills mismatch refers to integrity of
abilities, capacities, attitudes and behaviours of individuals.

We mentioned in the third chapter, that the issue of professional mismatches is very
acute in Russia. According to existing research, it accounts for 25 — 30% for field mismatch
and around 8% for educational level mismatch. Proportions of skills mismatches were never
estimated. In general, quantitative research on mismatches in scarce in Russia.

In order to investigate how mismatches influence graduate earnings, we will start by

briefly presenting a magnitude of different mismatches in our sampling. In our
questionnaire, we disposed a number of questions related to different mismatches: field
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mismatch: “What field of study do you feel is/was most appropriate for your current work/
first work?””; educational level mismatch: “What type of education do you feel is/was most
appropriate for your current work/ first work?”; skills mismatch: “To what extent are/were
your knowledge and skills utilised in your current work/ first work?”, “To what extent
does/did your current work/ first work demand more knowledge than you could actually
offer?”. Table 9 presents a distribution of answers to these questions.

Table 9. Field mismatch

Volgograd Moscow region

Nb | % N | %
What field of study do you feel is most appropriate for your current work?
In field 77 28.73 35 21.74
In field, near field 73 45.34
Other field 39 14.55 47 29.19
No particular field 4 1.49 6 3.73
Total 268 100 161 100
What field of study do you feel was most appropriate for your first work?
In field 65 37.79
In field, near field 61 35.47
Other field 43 15.41 27 15.70
No particular field 11 3.94 19 11.05
Total 279 100.00 172 100.00

About 30% of graduates from the Moscow region do not work within their major
today. This figure is twice bigger than for Volgograd graduates (15%). The difference can be
explained by the fact that graduates in the Moscow region (MR) are mostly secondary and
primary education teachers by their university specialisation. Salaries in this sector are lower
than in other occupations, with relatively poor conditions of work. This pushes young
specialists to choose a different work.

In their first employment after graduation, 16% of the MR graduates worked in a
completely different field and 11% worked in a job that did not required special professional
knowledge. In Volgograd, 16% of graduates worked in a completely different field and 4%
worked without any appeal to professional knowledge.
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Table 10. Educational level mismatch

Volgograd Moscow region
N | % N | %
What type of education do you feel is most appropriate for your current work?
PhD 24 9.19 8 5.00
Master’s degree 222 85.06 137 85.63
Lower than higher education 15 5.75 15 9.38
Total 261 100 160 100

What type of education do you feel was most appropriate

for your first work?

PhD 4 1.48 2 1.18

Master’s degree 224 82.66 132 77.65
Lower than higher education 43 15.87 36 21.18
Total 271 100.00 170 100.00

Even if from 15 to 30% of graduates choose today a different profession, they mostly
occupy positions requiring higher education. As we observe in Table 10, more than 90% of
the Moscow region graduates and 96% of the Volgograd graduates need higher education in
their current employment. As to the situation immediately after graduation, 78% of the
graduates of the MR and 84% of graduates from Volgograd worked in a job that required
higher education or more.

We argue that in some occupations the level of education required formally and the
specificity of tasks asked to perform do not correspond. Sometimes higher education is
required, but knowledge and skills acquired through it are not really demanded. Therefore, we
decided to measure in a different way the need for tertiary education at current work. As we
mentioned before, Russian higher education has no stratification, as it is for instance the case
of French tertiary studies. Till 2000 — 2002 only one type of higher education diploma was
delivered, a diploma of ‘Specialist’. It required not less than 5 years. This implies that either a
job requires 5 years of study or no higher education at all. Using the international
classification of occupations (ISCO-88), we recalculated the percentage share of graduates
whose current work demands less than 5 years of higher education (Table 11). We believe
that in the 1SCO-88 classification, only jobs of ‘Managers’ and ‘Experts’ require a 5-years
education.
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Table 11. Educational level mismatch by 1ISCO-88 classification

Volgograd
Occupational group Nb %
‘Managers’ 33 16.34
‘Experts’ 115 56.93
‘Administrative and technical staff’ 38 18.81
‘Other occupations’ 16 7.92

Table 12 . Skills matches

Volgograd Moscow region

N | % N | %
To what extent are your knowledge and skills utilised in your
current work?
1 8 3.05 14 8.70
2 18 6.87 21 13.04
3 44 16.79 26 16.15
4 78 29.77 48 29.81
5 114 43.51 52 32.30
Total 262 100.00 161 100.00
To what extent were your knowledge and skills utilised in your
first work?
1 19 6.88 13 7.56
2 32 11.59 20 11.63
3 62 22.46 38 22.09
4 77 27.90 42 24.42
5 86 31.16 59 34.30
Total 276 100.00 172 100.00

Scale: 1 — very low extent; 5 — very high extent

As Table 12 shows, about 10% among Volgograd graduates and 22% among MR
graduates use their professional skills and knowledge at a very low extent (rated 1 and 2).
16% of graduates in both samples use them at a more or less high extent (rated 3). 74%
graduates in Volgograd and 63% in the MR use their knowledge at a very high extent (rated 4
and 5). As to first employment, 19% of graduates in VVolgograd and 20% in the MR utilised
their skills at a very low extent.

Concerning extra skills and knowledge demanded at the current work (Table 13), 56%
in the MR and 49% in Volgograd feel that the current work demands more knowledge and
skills (rated 4 and 5). This indicator shows that about half of graduates feel lack of skills and
knowledge in the current employment. In regards to first employment, 46% of Volgograd
graduates and 35% of the MR graduates felt a shortage of skills.

216



Table 13. Skill shortages
Volgograd Moscow region
N | % N | %

To what extent does your current work demand more
knowledge than you could actually offer?

1 50 19.16 20 12.42
2 34 13.03 19 11.80
3 50 19.16 30 18.63
4 75 28.74 54 33.54
5 52 19.92 38 23.60
Total 261 100.00 161 100.00

To what extent did your first work demand more knowledge
than you could offer?

1 60 21.98 37 21.51
2 39 14.29 31 18.02
3 51 18.68 44 25.58
4 86 31.50 44 25.58
5 37 13.55 16 9.30
Total 273 100.00 172 100.00

Scale: 1 — very low extent; 5 — very high extent

Making the conclusion, we may say that:

(1) Field mismatch appears to attain 16% (share of graduates who work in a
completely different field and in a job that requires no professional field®®). This figure is
lower than ones reported in other studies (25% - ISA SPAM, 32% - “Reitor’). We note that
among the MR graduates, field mismatch is twice bigger than in Volgograd, 30%. This is
related to the fact that the MR graduates are mostly secondary and primary education
teachers. Low salaries and poor conditions of work push them to ‘migrate’ to other sectors
and to change their profession.

(2) As to educational level mismatch, it attains 6%. This indicator is also lower than
the one registered by previous studies (8%, ISA SPAM). Once more, we remark that in the
MR sampling, this figure is higher than in Volgograd, 9%. The reason for this is the same as
in the case for field mismatch.

(3) 10% of graduates have little appeal to their knowledge and skills in current
employment (the figure is twice bigger for the MR, 22%).

(4) We notice that the number of graduates with educational level mismatch had
decreased considerably between 2000 and 2005 (from 16% to 6% in Volgograd, and from
21% to 9% in the MR). This phenomenon reminds us the study by Sicherman (1991). He
stated that an over-education at the beginning of career has a transitory character. When

8 We tolerated the fact when a graduate works in a near field and did not classify it as a field mismatch
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entering the labour market, young professionals look for to gain work experience. They accept
lower positions in order to be promoted and to access to higher positions in future. Ergo, such
a situation can be unfavourable at present, but further in the career it may bring good returns.

* k% %

We have just provided some quantitative evidence on professional mismatches on the
graduate labour market in Russia. We showed that the magnitude of mismatches is rather high
and that it may vary noticeably depending on a field of study. Examine now the impact of
professional mismatches on graduate incomes. We wonder, whether a mismatch necessarily
implies a decrease in earnings. The impact of mismatches on wages has already been explored
in other countries (Badillo, 2005; Di Pietro and Urwin, 2001). However, there is still no
unique evidence if mismatches do affect salaries and whether they have positive or negative
incidence on wages.

To analyse the impact of mismatches on earnings, we used a least square regression
analysis. We regressed variables related to mismatches on the current income (Table 14). We
utilised the following variables related to the quality of job match in current employment:

1. KFC: If the current job requires knowledge exclusively from own field, from near
field, from other field, and if it does not require any specialised knowledge.
2. EDU2SR: If the current job requires lower than higher education.

EDU2SR is a dummy variable (EDU2SR=1 if a work requires lower than higher
education). KFC is a variable with six modalities: kfccl — work in exclusively own field,;
kfcc2 — work in own field and, at the same time, in a near/other fields (i.e., work in own field,
in a near field/ work in own field, in other field/work in own field, in a near field); kfcc3 -
work in a near field; kfcc4 — work in a near and, at the same time, in other fields; kfcc5 —
work in other fields; kfcc6 — a work does not require any specific field.

Table 14. Estimated coefficients of job match variables in regression on income

Model :
y = Lg (Revenue)

Variable Coef. Sign.
Intercept 8.71809 <.0001
Reference category : exclusively own field
kfcc2 . . 0.07748 <0001
(in field, near field, other field) ' '
kfcc3
(near field) 0.00124 0.9254
kfcca
(near field, other field) 0.04765 0.0234
kfcch
(other field) -0.01987 0.7469
kfcc6 (no particular field) 0.02087 0.3000
EDU2SR
(higher education is required vs. -0.07298 0.6568
lower then higher education in required)

Adj R-Sq 0.0804
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We observe that variables of job match enable to explain 8% of graduate income.
The fact of working in a completely different field (kfcc5) has a negative impact on income,
but it is not significant (p > 0.10). The fact of working in a job that requires no particular
field, is not significant either. However, it appears that graduates whose work requires
simultaneously knowledge in many fields (kfcc2 and kfcc4) earn more. The increase in
income caused by this specificity of work comes up to 8% and 5% respectively.

This finding appears to be really important. There is no research in Russian literature
witnessing about this particularity of the labour market. We believe that this is a new
phenomenon and it reflects a changing nature of the national economy and job characteristics.
As we indicated in the first chapter, with the move towards a knowledge-based economy, the
world of work becomes more complex. Boundaries across different domains of study and
economic spheres have been blurring (see REFLEX program proposal). Today, a work often
demands knowledge from various fields.

In line with transformations occurring in countries of the European Union, in Russia,
apparently, these processes are becoming present as well. In our sampling, 18% of graduates
declared to have appeal to more than one field in their work. The results from the above
regression analysis reveal that graduates whose work requires simultaneously knowledge
from many fields, enjoy higher wages.

Green (1998) found that on the British labour market, works that require
simultaneously various skills are paid more. “Jobs involving task variety earn more pay,
presumably because of the range of skills needed.” Green speaks about jobs involving task
variety. But we deal here with field variety. However, we may presume that the capacity to
work simultaneously in many fields would imply the need for more competencies.

* kx *

Consider now in more details the impact of field mismatch and educational level
mismatch on graduates’ income. We will further look at a brut effect of these mismatches on
income.

Table 15. Distribution of current income by type of field demanded (Volgograd)

Nb | Mean | St.d. | Minimum | Maximum
Exclusivly own field 74 | 8480 | 3635 2 500 17 250
In field, near field, other field | 26 | 13173 | 5604 4750 25500
Near field 92 | 8389 | 3824 2500 25 000
Near field, other field 24 | 11917 | 7713 4750 37500
Other field 38 | 9421 | 5619 2 500 25 000
No particular field 2 6000 | 1768 4750 7 250
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Table 16. Distribution of salary in first employment by type of field demanded (Volgograd)

Nb | Mean | St.d. | Minimum | Maximum
Exclusivly own field 76 | 3431 | 1509 2500 12 500
In field, near field, other field | 32 | 4078 | 2402 2500 12 500
Near field 94 | 3816 | 2170 2 500 12 500
Near field, other field 16 | 5953 | 3450 2500 12 500
Other field 43 | 3901 | 2033 2500 12 500
No particular field 10 | 2725 | 712 2 500 4750

We remark that both in current employment (Table 15) and in first employment (Table
16), the highest income is enjoyed by graduates whose work demands knowledge of more
than one field. Graduates who worked in an exclusively own field earn less that whose who
worked simultaneously in many fields (8,479 roubles vs. 13,173 or 11,916 roubles for current
job; and 3,430 roubles vs. 4,078 or 5,953 roubles for first employment).

In the Moscow region sampling, the data on the relevance between the field of study
and the specialisation at current work was not that detailed as in the VVolgograd sampling. The
variable KFC had only four modalities: 1 - work in exclusively own field; 2 — work in a near
field; 3 — work in other fields; 4 — a work does not require any specific field. Let consider how
income varies across these four modalities.

Table 17. Distribution of current income by type of field demanded (Moscow region)

| Nb | Mean | St.d.
What field of study do you feel the most appropriate for your
current work?
Exclusivly own field 32 10 381 10 290
Own or a related field 58 14710 10 394
A completly different field 42 15 864 13 964
No particular field 6 13500 5683
What field of study did you feel the most appropriate for your first
work?
Exclusivly own field 62 3445 3995
Own or a related field 52 4 478 3471
A completly different field 26 6 685 6 341
No particular field 19 4661 2761

We note that both in current employment and in first employment, graduates who
worked in a completely different field earned more than whose who worked in own field
(15,864 vs. 10,381 roubles for current employment; 6,684 vs. 3,445 roubles for first
employment) (Table 17). Moreover, it appears that graduates whose work requires no specific
field earns more than graduates who work in own field (4,660 vs. 3,445 roubles for first work;
13,500 vs. 10,381 roubles for current work®'). This situation can be explained by an existence
of huge wage differentials between the educational sector and other economic branches on the
Russian labour market. Salaries in education are 40% lower than the average salary in the

% One should be careful with this result as the number of graduates whose current work demands no particular
field is very small, only 6.
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economy. The Moscow region sampling is mostly composed of secondary and primary
education teachers. Therefore, graduates who decided to work within their specialisation
enjoy lower earnings, in comparison to graduates who decided to change their domain.

Consider the effect of educational level mismatches. As to the situation among
Volgograd graduates (Table 18), we remark that in absolute numbers, graduates who occupy
jobs requiring higher education are better rewarded in comparison to graduates whose jobs
require lower than tertiary level (9,293 roubles vs. 8,193 roubles). This is the same for the
first employment (3,903 roubles vs. 3,062 roubles). However, tests of significance of
difference between the means are negative (ANOVA test). This implies that earnings do not
systematically depend on the level of education required at work.

Table 18. Distribution of current income and salary in first employment
depending on the level of educational attainment required (Volgograd)

Nb Mean St.d.
What type of education do you feel the most appropriate for your
current work?
PhD 24 10 563 4 472
Higher education degree 217 9294 5090
Lower than higher 11 8136 4 480
What type of education did you feel the most appropriate for your
first work?
PhD 41 3274 1916
Higher education degree 218 3904 2116
Lower than higher 4 3063 1125

Table 19. Distribution of current income and salary in first employment
depending on the level of educational attainment required (Moscow region)

| Nb | Mean | std.
What type of education do you feel the most appropriate for your
current work?
PhD 5 6 660 4072
Higher education degree 117 14 806 12 215
Lower than higher 15 10 342 4371
What type of education did you feel the most appropriate for your
first work?
PhD 2 2500 2121
Higher education degree 121 4 266 3972
Lower than higher 35 5319 5375

Concerning the MR graduates, we observe the same thing: graduates whose jobs
require higher education, enjoy higher pay. This difference is not statistically significant
either. As to first employment, we observe once more a curious phenomenon, graduates who
need lower than higher education earn more (Table 19).

221



Making the conclusion, we may say that the fact of working in a completely
different field or in a job that requires lower than higher education does not necessarily
affect graduate income. However, we found that working in a job that makes appeal to
more than one domain generates higher earnings (increase by 5 — 8%).

222



6.4. Role of higher education in preparing graduates to face labour market
demands

Previous studies (‘ISA SPAM’, 2002; ‘Reitor’, 2005; Bondarenko et al., 2005) witness
that universities perform well their principal task, which refers to providing deep professional
knowledge in a particular field. Higher education also enables to develop such competencies
as analytical thinking and critical thinking. A traditional role of education is thought to
provide good cognitive skills. However, a number of questions raise: “Does higher education
develop only cognitive skills?”, “Does it manage to provide thorough knowledge of
information technologies being of great demand on the labour market actually?”, “Does
higher education contribute to developing of other competencies being in a growing demand
in the modern society?”

A study by Evers and Gilbert (1991), carried out among 800 students of University of
Guelph, Ontario, Canada, showed that university education produces added value on a
number of important dimensions of student development. Nonetheless, “on a number of other
important dimensions of student development much less value is added by formal university
courses”. These other skills, underscores Evers and Gilbert, become more and more crucial on
the labour market. They found that university instruction contributes noticeably to
development of thinking and reasoning skills, problem solving skills, planning and organising
skills, time management skills, ability to conceptualise, learning skills and quantitative,
mathematical and technical skills. However, formal instruction is not considered to be major
source of development of independence, interpersonal and social skills, supervisory skills,
risk-taking, managing conflicts, leadership/ influence, and creativity/ innovation.

It is of interest to study, how, in Russia, higher education contributes to development
of different skills. The current paragraph will, thus, devoted to this issue.

In the questionnaire, we asked graduates to indicate what competencies were
developed at a highest extent and what competencies were developed at a lowest extent
during university studies. We obtained the following results.

Table 1. Top three competencies developed at highest
and lowest extent during higher education studies

a) mastery of own field or discipline,
c) analytical thinking,
d) ability to acquire rapidly new knowledge.

Most developed
competencies

h) ability to coordinate activities,
n) ability to use computers and the Internet,
s) ability to speak and to write in a foreign language.

Competencies developed at
the lowest extent
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Figure 1. Rating of competencies developed at highest
and lowest extent during higher education studies
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a) Knowledge in field,

b) knowledge in other fields,

c) analytical thinking

d) acquire new knowledge,

e) negotiate effectively,

f) resistance to stress,

g) alertness to new opportunities,
h) manage,

i) use time effectively,

j) work in group,

k) mobilize the capacities of others,
I) assert your authority,

m) use computers and the Internet,
n ) ability to come up with new ideas,
0) willingness to question ideas,

p) report to an audience,

r) ability to write reports,

s) foreign language proficiency.

Legend: x — competencies; y - % of graduates who ranked a given competence as highly developed through
university studies

The analysis of the above data (Table 1 and Figure 1) reveals that competencies most
developed through tertiary education are knowledge in field, analytical thinking and ability to
acquire new knowledge. Whereas competencies developed at the lowest extent appear to be a

capacity to manage work of others, an Internet and computer literacy, and a foreign language

proficiency.

We remark that universities perform well their principal task, which refers to
providing deep professional knowledge in a particular field. Higher education also enables
to develop analytical thinking and the ability to acquire rapidly new knowledge. It appears

that universities learn to learn. A famous Russian scientist, inventor of the table of chemical
elements, Mendeleyev (cited in Dyachenko, 2005), explains that an individual who has
studied thoroughly one field is capable to study easily other fields. Students who understand
principles of relations between elements and systems of elements within a particular field are
able to learn quickly other disciplines.

However, as we showed in previous chapters, it is not sufficient to possess only these
qualities. Employers look for professionals with a wider range of knowledge and skills.

The analysis of competencies required on the labour market showed that the capacity
to manage work of others is demanded almost as much as knowledge in field. A thorough

knowledge of Internet and computer technologies appears to be of crucial importance today.
Thus, it seems urgent to make emphasis on developing of these professional qualities during
studies.
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Even if some key competencies are not well developed at university, we observe that
graduates are mostly satisfied with their studies (Table 2). Even if graduates recognise that
higher education does not provide all the competencies demanded on the labour market, they
seem to accept it. Presumably, they do not expect tertiary system to be the only place for
acquiring the necessary skills (Merenkov, 1998). Work experience is seen today as an
indispensable complementary element to education as it enables to acquire ‘lacking’
competencies (‘Reitor’, 2005).

Among Volgograd graduates, about 84% of respondents are satisfied with their choice
of institution. Answering the question ““Looking back, if were free to choose again would you
choose the same study programme at the same institute of higher education?”, 81% of
respondents said that they would choose the same study programme at the same university,
4% would choose the same university but a different programme. About 14% regret their
choice of higher education institution: 2% would prefer to take the same course but at a
different institution and 12% would better do their studies at a different university with a
different study programme. Finally, 1% of respondents said that they would decide not to
study at all in higher education institution.

Table 2. Graduates’ opinion about their higher education institution

Volgograd MOSFOW
region

"I would choose to study ...... " Nb % Nb %
At the same university in the same programme 231 |80,77

At the same university in a different programme 11 | 3,85 % | 5304
At a different university in the same programme 6 2,1 9 4,97
At a different university in a different programme 34 |1189| 71 | 39,23
Would decide not to study at all 4 1,1 0 0,00
Not answered 6 0,29 5 2,76
Total 292 | 100 | 181 100

Graduates form the Moscow region are less satisfied with their choice of higher
education establishment than Volgograd graduates (53%). However, none of them regret
about experiencing higher education (0%). 40% would choose a different speciality.

Table 3. Graduates’ ratings on higher education utility

“To what extent has you,!' study programme Coefficient
been a good basis for ...

Starting work? 3,8
Further learning on job? 3,6
Perform your current work tasks? 3,9
Future career? 3.9
Your personal development? 4,4
Development of entrepreneurial skills? 2,3

Scale: 1 — not important; 2 — very important
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Higher education appears to be most useful for personal development (coef. = 4.4). It
is also helpful for career development, performing work duties, and to starting working (coef.
= 3.8 — 3.9). But, higher education turns out to contribute to a very low extent for developing
entrepreneurial skills (coef. = 2.3).
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Results

The objective of this chapter was to provide empirical evidence on the question
“What competencies are required on the modern labour market in Russia?”” In order to
respond to this question, we approached the issue from different aspects:

1) we considered what competencies are required on the labour market (through graduates’
assessment), 2) it was examined to what extent non-cognitive competencies appear to be
important at work; 3) we estimated monetary returns to different competencies; the
difference in monetary returns to competencies across economic sectors (public vs. private
sectors) was investigated, as well; 4) the impact of competencies in access to employment
was studied; 5) the impact of job mismatches (in terms of inconsistency between
competencies possessed by individuals and competencies required in a job) on wages was
addressed; 6) the role of higher education system in development of competencies required
on the labour market was explored.

The following results were obtained:

(1) Knowledge in field is far from being the only and the most demanded competence on the
labour market. Besides the ‘expert’ knowledge (knowledge in field), some other
competencies appear to be highly required by employers. It turned out that the most
demanded competencies are ‘capacity to manage effectively time at work’ (coef = 6,0), ‘to
write reports’ (5,9), and ‘to acquire new knowledge’ (5,8). The capacity to assert own
authority, express own ideas, and be computer and Internet literate (each has a coefficient of
5,7) are found to be highly demanded, as well. Foreign language proficiency appears to be the
least demanded.

(2) Non-cognitive competencies, like a capacity to manage others, to motivate others to work,
to communicate effectively, to assert own authority, and others, appear to be, at least, as
much important as cognitive competencies, like analytical thinking, capacity to acquire
rapidly new knowledge, etc. This finding is true across all occupational groups.

(3) A computer and Internet literacy is highly demanded by employers. The coefficient of
importance is rated around 5.8 for all qualified occupations (‘Managers’, ‘Experts’ and
‘Administrative and technical staff’). As to low qualifications (‘Other occupations’ in our
classification) it appears to be demanded at a lower extent (coef = 4,25).
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(4) Competencies explain 5% of income variation. As to salary variation, competencies
explain only 2.5% of it. This can be due to the fact that a system of remuneration in a
particular workplace does not always take into account competencies possessed by graduates.

We should remind that in our study a variable ‘income’ is construed as a sum of: (1)
salary in current employment, (2) salary for supplementary hours in current employment, (3)
salaries from other jobs currently hold by an individual. Statistics indicate that about 15% of
employees in Russia are multiple-job holders. This figure reaches 30% among people
employed in sectors with flexible work hours, like Education, Research and Development,
etc. Drastic shrink in wages in these branches, occurred throughout reforms of the 90s, pushed
individuals to search for supplementary jobs in order to complete salary in main employment.
As a result, for example, we observe that today in Russia, a significant number of university
professors teach simultaneously at several institutions. At the same time, some individuals do
it, others not. We suggest that this can be a matter of leisure/work preferences of individuals
or competencies they possess (for instance, ‘capacity to organise and to manage effectively
work time’).

Therefore, we believe that the analysis of relation between competencies possessed by
graduates and their salary would permit to shed light on the issue ‘how competencies are
rewarded by employers’. Whereas, the analysis of relation between competencies and income,
should provide an idea on how competencies enable to graduates to better position them on
the labour market. We think that on the Russian labour market, an individuals’ salary is
largely restraint by job characteristics, like type of economic sector, branch, size of a
company, a particular employer’s preferences. Whereas income, besides jobs’ characteristics,
is also related to individuals’ choices, work/ leisure preferences and competencies they
possess. Taking a supplementary job would imply that individuals make an additional effort
to search for another job, or in general for new ‘rewarding’ opportunities. They would be
called up to arrange for more flexible hours and/or for other conditions enabling to work at
more than one place. We believe that multiple job-holding would require a range of
competencies like flexibility and others. Therefore, ‘rents’ due to these competencies can be
different from returns to competencies within a particular job.

We remark that the cluster of competencies ‘Capacity to deal with the ‘new’ (new
things, materials, information)’” has a positive impact on income. This cluster encompasses
such competencies as ‘ability to rapidly acquire new knowledge’, ‘alertness to new
opportunities’, ‘ability to come up with new ideas and solutions’, “willingness to question
your own and other’s ideas’. This group of abilities turns out to augment graduate income by
12%. Presumably, a capacity to deal with the ‘new’ helps graduates to better position them on
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the labour market. Probably, it enables them to better succeed in searching for new
opportunities (in terms of more ‘rewarding’ opportunities).

(5) We have just shown that competencies explain 2,5% of salary variation. However, this
figure varies noticeably across sectors. Competencies possessed by graduates appear to have
no incidence on their salary in the public sector. Whereas in the private sector, it enables to
explain 14% of salary variation. In the private sector, a cluster of competencies ‘Capacity to
communicate effectively’ brings a wage premium of 10%. At the same time, we found that a
cluster ‘Capacity to be executive’ at work has a negative impact on salaries. We ignore how to
explain the latter finding. It should be remarked that numerous studies had faced this problem
(Suleman and Paul, 2006; Heijke and Ramaekers 1998; Green, 1998). However, we found no
convincing explanation of this phenomenon in the literature.

It is important to explore how competencies are rewarded on the Russian labour
market. We explicit further why. We remark that the system of work remuneration in Russia
takes into account competencies possessed by individuals to a very low extent (2,5% of salary
variation in explained). One the one hand, this means that workers will not be interested to
develop and to acquire the necessary competencies. On the other hand, this implies that higher
education institutions may consequently get a false signal from the labour market. Looking at
the public sector, they may conclude that it is not that necessary to develop a wide range of
competencies at graduates, because they are nor rewarded by employers. However, we found
that in the private sector, competencies, other than knowledge in field, are rewarded.
Moreover, we showed that graduates who are capable to deal with the ‘new’ will enjoy higher
incomes. All these findings witness about the importance of developing a wide range
competencies by graduates. Results from this study should be a message for skill-supplying
institutions about a rising demand for more and more diverse types of knowledge and skills on
the current Russian labour market.

(6) We tried to estimate the probability of access to highly-paid or, on the contrary, lower-
paid positions by competencies graduates possess. We found that the highest wages are
enjoyed by graduates working in Moscow, in the private sector, by self-employed graduates,
by graduates who occupy managerial positions, by graduates who have two or more jobs, etc.
However, we failed to explain the probability of access to these highly-paid jobs by
competencies graduates possess. This may have the following reasons. First, we are not able
to explain the situation by competencies we chose. For instance, the fact that a graduate opts
to have two or more jobs may owe to his/her dynamisms, personal energy, capacity to work a
lot, personal choice to work more hours and get higher salaries rather than spend this time on
leisure or other activities (house keeping, child raising, hobbies, etc.). These characteristics
were not included in our list of professional qualities. Second, it is possible that the access to
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different jobs have a chaotic character on the Russian labour market and can not be explained
by personal characteristics of graduates. The impact of personal networks can be important
here. l.e., “my friend has left Volgograd for leaving in Moscow, | will do the same”. “My
uncle has a well-doing company in Moscow, | will go there as | am sure that he will hire me”.
One should note that the spread of informal regulations in the Russian economy resulted in
instauration of a system of so-called ‘blat’®, when an access to a highly-paid position
depends rather on personal connections than on professional qualities of individuals. This
indicator was not taken into consideration into our questionnaire®.

However, we found that the probability of going to low-paid jobs is related to
competencies graduates possess. It appears that good knowledge in field has a positive impact
on the probability of accessing to education sector (one the most low-paid sectors): those who
have good expert knowledge have a higher probability to access to education sector.
However, capacities to work effectively in group have a negative impact on access to
education sector. This implies that whose who have a good capacity to work in group do not
go to education sector. Applied skills, like foreign language proficiency and computer and
Internet literacy have a negative impact on access to jobs situated in small towns (where
average salary is significantly lower than in big cities). This suggests that graduates who have
good computer knowledge and foreign language knowledge tend to work in big cities.

(7) Graduates whose work requires simultaneously knowledge in many fields earn more
than those who work exclusively in their own field. The increase in income caused by this
specificity of work comes up to 5% - 8%.

(8) Universities perform well their principal task, which refers to providing deep
professional knowledge in a particular field. Higher education also enables to develop such
competencies as analytical thinking and critical thinking. However, it does not contribute or
contribute to an insufficient extent to developing of some other highly required
competencies, like a capacity to manage others or a computer literacy.

We should finally specify that our study had some limitations. As to the part of our
study dealing with general indicators on graduate employment (see chapter 6, 86.1.“Graduate
employment: general situation’), a single university was used in VVolgograd (among more than
ten other education institutions in the region), and a narrow specialised institutions were taken
in the Moscow region (mostly offereing programms in Education Studies). Thus, findings and

62 *BJat’ is a Russian term naming a situation when an access to a highly-paid position depends rather on
personal connections than on professional qualities of individuals.

% We adopted the questionnaire elaborated by European researchers, where the described phenomenon is not
that pronounced as in Russia
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conclusions may not be generalized to graduates from all higher education institutions in
Russia. However, this provides us with the first piece of idea about graduates’ employment
prospects in the country.

In regards to the part of our study dealing with competencies (see chapter 6,
86.2.“Competencies required on the labour market, 86.3.“Monetary returns to competencies’),
our sampling was reduced to only Volgograd graduates (due to technical problems of the
Moscow team, this part of data was unavailable). Therefore, the total number of observations
included only 292. Moreover, our analysis was based on self-perceptions of graduates on
competencies they possess and competencies required by employers. A certain bias of
measurement related to a subjectivity of rating may have occurred. Also, as we mentioned
before, a notion of competence is new in Russia. We proposed a list of 19 competencies. The
list was rather complicated and, may be, it was not always easy for graduates to distinguish
between competencies, as some of them have similar meanings (for example, ‘motivate others
to work’ and “coordinate activities’).
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General conclusion

The objective of our paper was to shed light on the question “What competencies are
higher education graduates required to possess in the transitional labour market in Russia,
taking into consideration the influence of a global move towards a knowledge-based
society?”.

We supposed in the beginning of our work that highly qualified specialists are
demanded not only to master their own field. They are supposed to be capable to learn
quickly and be ready to acquire new knowledge or new profession, to be able to manage
others, to cope with changes, to be able to come up with new ideas, to operate in stressful
situation, to be computer and Internet literate, etc.

Findings from the existing research and from our present empirical study confirmed
our hypothesis. Indeed, expert knowledge is not the only competence required on the labour
market. Using data from our survey, we found out that the most demanded are the following
professional qualities: capacity to manage work time effectively, ability to write reports,
computer and Internet literacy, capacity to assert own authority, ability to express own
ideas, ability to rapidly acquire new knowledge, capacity to perform well under pressure.
All these competencies received a ‘coefficient of importance’ above 5.5 (in 1 to 7 scale),
while the expert knowledge (or knowledge in a particular field) was rated only 4.7. Even if we
take a sampling including only graduates, who work exclusively within their specialisation,
findings appear to converge with the general situation. The coefficient of importance for
competence ‘expert knowledge’ attains 5.4 vs. 5.9 for a capacity to acquire new knowledge,
and 5.7. for Internet and computer literacy, a capacity to work in group, ability to write
reports, and ability to express own ideas.

Previous research carried out in Russia recently witness about the same tendency. A
study conducted by the Moscow High School of Economics in 2003 among 300 employers
(Bondareno et al, 2005) showed the following. Such competencies as a capacity to acquire
new knowledge, ability to take a responsibility, capacity to work autonomously and ability to
work in group are as much appreciated by employers (or even more for some competencies)
as the expert knowledge.

These findings do not imply that mastering of own field is not important on the
modern labour market. It is evident that specialised knowledge is a key quality for any
professional. These findings just make clear that companies become more ‘hungry’, more
demanding in terms of professional qualities. They are not satisfied any more with workers
that only have a good mastery of own field, but they require more. In the context of
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increasing number of higher education graduates, companies compete for graduates who
not only possess a deep professional knowledge, but who are also able to manage staff, to
communicate effectively, to operate in a changing environment and to learn continuously.
These employees are more productive and consequently, they will enjoy higher earnings.

Summarizing results of graduates’ assessment on required competencies we may
conclude that the following professional qualities are highly demanded by employers:

1) capacity to use work time effectively and to resist to stress;

2) analytical thinking and ability to acquire rapidly new knowledge;

3) Internet and computer literacy, capacity to write reports and other documents;

4) capacity to communicate effectively (to express own ideas and to negotiate with
others);

5) capacity to work in a group.

Taking into account theoretical advances on key competencies developed by different
researchers (Ashton and Green, 1996; Rychen, 2001; Canto-Sperber and Dupuy, 2001; David
and Foray, 2002; Levy and Murnane, 2001, etc.) (see chapter 1, 81.2.1.°Concept of
competence and key competencies’), we would also add to this list two other competencies:

6) ability to act and reflect autonomously (i.e. problem-solving skills);
7) ability to adapt rapidly to changing circumstances.

Considering results of previous research in Russia on competencies that graduates are
required to possess, we feel necessary to add one more competence (Bondarenko et al., 2005;
survey by the independent Russian agency ‘Reitor’, 2005) (see chapter 5, 85.2.“Internal brain
drain and other professional mismatches’):

8) be honest and responsible for work.

The above eight competencies, together with the expert knowledge (knowledge in
field), form a comprehensive list of professional qualities indispensable for a successful
professional today. Higher education establishments, as well as other educational institutions,
like vocational school, may use this list for correcting and elaborating new curriculum.

We noted that competencies related to innovation capacity are not currently highly
required. Competencies like ability to question existing ideas, ability to come up with new
ideas and solutions, and a capacity to see new opportunities gained coefficients of importance
of 4.6, 4.9, and 4.4, respectivly. We think that this is due to the fact that many Russian firms/
organisations do not sufficiently integrate innovation component in the production process
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and in other related activities. As we showed in the chapter 4 ‘Russia’s path towards the
knowledge-based society’, the innovation potential in Russia appears to be rather low.

Nethertheless, we found out that on the Russian labour market better earnings are
secured by graduates who have a good capacity to deal with the ‘new’ (new knowledge, new
economic environment, new processes of production, new opportunities, new ideas, etc.). This
group of competencies includes an innovation capacity and a capacity to acquire rapidly new
knowledge. Young specialists who have high coefficients for these competencies enjoy a 12%
increase in current income.

We singled out a list of nine competencies indispensable for graduates to possess
while entering the labour market or building a career. All nine competencies appear to be
highly required for work. However, not all organisations/firms remunerate competencies. Not
all Russian enterprises are ready to compete for highly qualified specialists offering them an
appropriate reward to their stock of human capital. Some companies do not realise the
importance of human capital for company’s development and they are not willing to pay
enough and to attract more capable and productive workers. We believe that this feature is a
legacy of the soviet economy, where more productive work was not rewarded by a wage
premium, but rather by moral recognition.

Some companies can not pay higher salaries to more productive workers. This may be
due to limitations in the system of remuneration. As an example, we can give the case of the
public sector in the Russian economy. The analysis of data from the graduates’ survey
revealed a quite shocking result. It turned out that competencies do not explain variation in
earnings of graduates in the public sector (a regression model does not fit at all), whereas they
explain 14% of income distribution for graduates employed in the private sector.

* k% %

We found out that the transition from a command system to a free market one had
brought about important changes on the graduate labour market in Russia. All these
transformations engendered new challenges for graduates in terms of skills and knowledge.

Collapse of the state system of job assignment of graduates resulted in multiple
problems related to study-to-work transition. The state system of job assignment enabled to
provide all graduates with a study-related job. There was no need for graduates to search wok,
the state did it for them. The situation changed after 1990: a free economy implied a free
labour market. The state had lost its function of the main regulator on the graduate labour
market and graduates had to perform job search by themselves. Moreveover, the inefficient
functioning of the Public Employment Agency after reforms (due to sharp budget cuts, lack of
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equipment and appropriate information technologies, shortage of qualified staff trained for a
new social and economic organisation) reinforced a negative impact from the weakening of
public study-to-work assistance mechanisms. This situation imposed new challengies on
young specialists. They were obliged to sort out themselves and to anticipate their entrance
into the labour market. Before finishing studies, young people had to search information on
job positions, they tried to make networks with professional contacts and to get information
on different other issues related to employment. All these factors called up graduates to act
autonomously and to develop entrepreneurial skills.

A phenomena of ‘internal brain drain’ and other types of professional mismatches
gained large proportions. Many qualified specialists had to abandon their university major as
some professions were not demanded any more on the market or were low-paid. Given a new
labour market structure, graduates have no choice but to work in a completely different field.
This implied to acquire rapidly new profession and to adapt to work that they were not
initially trained for.

One should note that professional mismatch is not a particularity of the Russian
transitional labour market. It is true that because of drastic structural changes in the economy
occurred in the beginning of the 90s, a large part of professional knowledge and skills
acquired by Russian graduates of the mid-90s was lost. Slowing down of economic activities
in a bulk of production sectors in the country geared a steep decrease in the demand for
specific professional knowledge in relevant fields. Many of knowledge-intensive or high-
technology sectors were on a downward. Consequently, qualified specialists with an
appropriate profile could not find a job within their specialisation. This situation provoked
two negative tendencies in the country; they are ‘internal’ and ‘external’ brain drain. The first
one refers to the situation where a specialist decides to work in a different field and looses
simultaneously its initial qualification. The second one concerns a leave of qualified labour
for foreign countries. Both trends had terrific consequences on Russian economy (see chapter
2).

However, starting from the mid-90s, the situation has slightly changed in regards to
the ‘internal’ brain drain. The supply of education had adapted to a changed economic
structure. We observe a noticeable increase in the number of higher education graduates with
majors in Human and Social Sciences, notably in Law and Economics (see chapter 3). These
were specialisations required on the labour market at that time. Thus an ‘internal” brain drain
had somewhat decreased. Nonetheless, we still speak about professional mismatches that still
frame the situation on the national labour market and particularly higher education graduates
employment prospects. According to research based on empirical data it accounts for 25 —
30%, according to other estimations this figure comes up to 40 — 50%.

235



Making comparisons with the situation on the labour markets in other countries, we
found out that the phenomenon of professional mismatch is not a particularity of the
Russian transitional economy. In the international literature professional mismatches are
considered from three aspects. Researchers distinguish educational level mismatches, field
mismatches and skills mismatches. Educational level mismatch is usually referred to as
‘overeducation’. This phenomenon was already discovered in the USA in the mid-70s and
came into prominence with works of Freeman (Freeman, ‘Overeducated men’, 1976). Further
research had been carried out since that in many countries of the world (Duncan and
Hoffman, 1981; Thurow, 1975; Sicherman, 1991; Allen and Velden, 2000; Allen and Weert,
2005; Lessible et al., 2001; Badillo-Amador, etc.). Recent works witness about the existence
of professional mismatches and their rather high levels in some countries.

We argue that professional mismatches are important in Russia. As to field mismatch,
it riches 15% according to empirical findings from our study, and it varies largely depending
on field of graduation. For graduates with qualification “Secondary education teacher”, for
instance, it comes up to nearly 30%. This indicator is higher in comparison to the mean for 11
European countries and Japan (11.7%) but lower than in the UK (18.6%) and Japan (24.2%).

Thus we think that some measures should be taken in order to prevent the drain of
acquired human capital in the country.

At the same time, one should be aware of a changing nature of the economic
organisation framed by the move towards a knowledge-based society. This generates new
patterns in the work organisation. Rapid changes in market environment, a high demand for
innovations that are supposed to contribute to economic development and an increase in
competitiveness between companies, or countries at large, on the national or international
markets, place new challenges for qualified labour. This implies that graduates should be
ready to work in many fields regardless their initial education. In the current society
organisation it appears that boundaries and limits between different domains of work become
blurred. From this view, professional mismatches should not be considered as only negative
tendencies. In much Russian literature professional mismatches are perceived as negative
tendencies resulted from the economic transformation. Some researchers argue that a system
of state planning should be restored as it was in the soviet period in order to assure good
match.

However, it seems that to some extent professional mismatches become natural
elements of the modern economy. Therefore, the educational system should ensure that
graduates are equipped with such a competence as a capacity to acquire new knowledge
and/or another profession rapidly. According to our study, graduates who work
simultaneously in many fields enjoy higher earnings. Graduates who have appeal to many
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fields at the same time in their job/jobs secure today 4,000 roubles, on average, more than
whose who work exclusively in their own field. We found the similar result for first

employment after graduation. Working in many fields brings about an increase by 1,500
roubles in earnings.
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ANNEX

Original “REFLEX” project questionnaire for graduates (2005)

Russian questionnaire for graduates (2005), adapted from “REFLEX”
project questionnaire

List of variables, obtained through the Russian questionnaire in VVolgograd
and the Moscow region

ISCO-88 international standard classification of occupations

Details of calculations used for the analysis
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Refle:«

Master
uestionnaire

» This questionnaire is about the study programme that you finished in 1999/2000.

Unless explicitly indicated otherwise, the term ‘study programme’ refers to
this study programme.
« If you finished more than one study programme in 1999/2000, we would like
you to refer to the study programme you consider the most important for your
professional development.
» Please use a black or blue pen to fill in the questionnaire.
s Please mark your answer by placing a cross in the relevant box.
Some questions allow multiple answers. Where this is the case, this is
clearly indicated.
* If you would like to correct your answer, completely blacken the box, and
mark the right answer.
» |fthe guestion requires you to fill in a number, please fill in only one digit per box.
» If the question requires you to fill in text, please use capital letters.
» If you are unsure of the exact answer to some questions, please estimate the answer
to the best of your ability.



A1

What was the name of the study programme?

What was the type of qualification?

What was the name of the institution from which you graduated?

Study programme (e.g. economics, civil engineering):

A2 What was the start and end date of this study programme? Start: (month) {yean)
End: L_1__ (month) L1 13 (year)
Ifyour study programme was maste.rs programme, what was Start: 1.1 (month) Lododo Lt (year)
the start and end date of your preceding bachelors programme?
End: L1 1 (month) L1t 11 (yearn
7 not applicable
P|d yog at any time mteljrupt this study programme (including, 7 yes, for L | (months
if applicable, the preceding bachelors programme) for 4 or = 1o
more months? If so, for how many months?
- Do not count interruptions related to your study, such as
internships or study abroad
- Do not count interruptions between bachelors and
masters programmes
A3 What was your average grade when you finished this study? 6 65 7 75 8 85 g orhigher
[ e OO [ O i B
How do you rate this grade compared to other students much lower much higher cannot
that graduated from your study programme? than average 2 3 4 5 than average tell
o & . -
A4 How would you describe your situation in the last 7 fulltime student (study was my main activity)
one to two years of your study? {1 part-time student {study was not my main activity)
A5 Which of the following were used as selection criteria for
your entry to the study programme?
diploma in secondary education T yes [Jno
grades achieved in secondary education T yes [ no
prior qualification in higher education Jyes [1no
grades achieved in prior higher education Jyes [no
results of special entry exams I yes [ no
other selection (please spéci[y): CJyes [C1no
sz Master questionnaire REFLEX



B3

Did you acquire any study-related work experience:
- Either fulltime or part-time
- Not work placements/internships already reported in A8

before higher education? [ yes, for approximately +._.. 1 1 months [ no
during higher education? [ yes, for approximately L__t _1 1 months 1 no
B4 Did you acquire any non study-related work experience:
- Either fulltime or part-time
before higher education? 1 yes, for approximately L_1_1 1 months I no
during higher education? [ yes, for approximately 11y months 3 no
Bs  During your time in higher education, did you hold a position
in student or other voluntary organizations? 1 yes, for approximately L1+ 1 months 1 no
(e.g. chair, committee member)
B6 In addition to the study programme described in block A, have {1 (additional) bachelor or master level programmes
you ever enrolled in any of the following types of 1 PhD programme
study/training programme? [ other postgraduate qualifications (including professional
- Include only study/training programmes of at least one academic qualifications pursued in combination with work)
year or equivalent. Multiple reply possible [CJno = gotol1
B7 Please provide information on these study/training programmes

- If more than 2, select the 2 programmes you regard as most
important for your professional development

Name of study/training programme

Type of study/training programme

When did you start?

Did you gain the qualification?

Study/training programme 1 Study/training programme 2

[J bachelor 1 bachelor

] master 7 master

[ PhD 3 PhD

{71 other postgraduate [Z7] other postgraduate
qualification qualification

[0 other (please specify) ] other (please specify)

Lt (month)

Lot L1 ) (yean)

1 yes,on _L__1 (month)
111 {yean
3 no, left without
qualification
[T no, still enrolled

[1 no, left without
qualification
1 no, still enrolted

€1 Have you ever had paid work since graduation in 1999/2000? [ yes, | continued (for more than 6 months) the work | already
- Exclude jobs that you left within 6 months of graduation had during study — goto Cs
- Include self-employment [T yes, | have started to work
- Include trainee jobs [CZJIno — gotoks
C2 When did you start being employed after graduation (month) (yean)
in 1999/20007
€3  When did you begin looking for work? [ Prior to graduation in 1999/2000
] Around the time of graduation
[ After graduation in 1999/2000
[ Got work without searching -3 goto (s
4 Master questionnaire REFLEX



A6 To what extent did the following descriptions apply to your

study programme? notatal 1 to a very high extent
The programme was generally regarded as demanding
Employers are familiar with the content of the programme
There was freedom in composing your own programme
The programme had a broad focus

The programme was vocationally orientated

googoau

oooooani-
gooobo-
oooooaoe-
googooo-

The programme was academically prestigious

A7 To what extent were the following modes of teaching and
learning emphasized in your study programme? not at all

(o a very high extent
Lectures

Group assignments

Participation in research projects
Internships, work placement

Facts and practical knowledge

Theories and paradigms

Teacher as the main source of information
Project and/or problem-based learning

Written assignments

Oral presentations by students

goooooooooib-
goooooooboobe
ooooooooooo-
Jgooooooooob-
gooooooooodge-

Multiple choice exams

A8 Did you take part in one or more work placements/internships

[ yes, for approximately .11 months in total
as part of your study programme?

I no

A9 To what extent do the following descriptions apply to
your study behaviour? notatall 1 2 3 4 5 toavery high extent
| did extra work above what was required to pass my exams Y T O A S
| strived for the highest possible marks O O 3=

A10 Altogether, approximately how many hours did you spend
on your study?
- Please refer to a typical semester week during the last one
to two years of the programme
- Include activities such as lectures, self-study, internships etc.

hours per week

B1  What was your highest qualification before you entered [ academic secondary education
higher education for the first time? [1 non-academic general secondary education
[ vocational secondary education
[ other (please specify)

B2 What was your average final examination grade when 6 7 8
you finished secondary education? Y [ s [ B




C4

How many months did you search before you obtained
this employment:

before graduation: L__1 1 months

after graduation:  L__1__J months

(s

How did you find this work?
- Single answer only

through advertisement in newspaper

through public employment agency

through private employment agency

through internet

contacted employer on own initiative
approached by employer

through work placement during higher education
through family, friends or acquaintances

through help of higher education institution

set up my own business

jgooupoooongoo

other (please specify)

The following questions refer to your situation as it was when you first started (self}employment after graduation in 1999/2000.

- Exclude jobs you left within 6 months after graduation

- If you continued (for more than 6 months) in (self)employment you already had before graduation,

please refer to the situation as it was immediately after graduation
- Include trainee jobs

D1

What was your occupation or job title at that time?
(e.g. civil engineer, lawyer, assistant accountant, nurse)

b2

Please describe your main tasks or activities at that time.
(e.g. analysing test results, making diagnoses, teaching classes,
developing a marketing plan)

D3

In what economic sector did you work?
(e.g. car manufacturing, primary school, hospital)

What kind of product or service did the organization or - if you
were self-employed — you provide?

(e.g. nursing patients, computer components, legal advice,
scientific research)

D4

Were you self-employed?

] yes -3 gotoD6
1 no

b5

What type of contract did you have when you started/at the
time of graduation?

[ unlimited term
[ fixed-term, for __i__1 months

3 other (please specify):

Dé6

What was the number of regular/contract hours?

L_1t__I Hours per week

D7

What were your gross monthly earnings when you
started this work or at the time of graduation,
if you were already in this job?

Approximately 11 i 11 Euros per month

or Ld 1 1+ 1 DM permonth

D8

Did this work involve an initial training period?
- Muitiple reply possible

3 yes, through training or courses for 111 months

[ vyes, through informal learning for L_1__J months
M no




D9 What type of education do you feel was most appropriate [ PhD
for this work? [ other postgraduate qualification
1 master
21 bachelor
] lower than higher education
D1o What field of study do you feel was most appropriate 1 exclusively own field
for this work? ] own or arelated field
1 a completely different field
3 no particular field
D11 To what extent were your knowledge and skills utilized notatall 1 2 3 4 5 toavery high extent
in this work? OO 4 .o
D12 To what extent did this work demand more knowledge notatall 1 2 3 4 5 toavery high extent
and skills than you could actually offer? AN 10 O T S |
D13 Are you still in your first employment? 7 yes

1 no, 1 left that employment in:

Ll (month) .1

E1  How many employers have you had altogether since graduation

in 1999/2000?
- Including yourself if you have been self- employed
- Including current employer

l...L_1 employers

E2 How long in total have you been employed since graduation
in 1999/20007

approximately L__t__i months

E3  Have you ever been unemployed (that is, not employed and
seeking employment) since graduation in 1999/2000?

yes, L1 i times,

for a total of approximately L1 months
no

[

E4  Inthe past 4 weeks, were you engaged in:

further education or other training related to your
professional development?

child rearing or family care?

unpaid/voluntary work?

]

yes, for approximately L__1L__1 hours perweek [J no

E5  Have you actively tried to obtain (other) paid work in the
past 4 weeks?

[ yes, for approximately 11 hours perweek [] no
[ vyes, for approximately 1) hours perweek [ no
77 yes

I no

]

no, but | am awaiting the results of earlier job applications

E6 How useful do you consider your social network (friends,
relatives, colleagues, former teachers etc.) would be if you:

needed information on job opportunities?
needed help in directly obtaining work?

needed help in setting up your own business?

notveryuseful 1 2 3 4 5 veryusefu
O O & 3 &3
OO0 0O . 3
O O O 3 /3

E7  Are you currently in paid employment?
- Include self-employment

[ yes, | have one job
3 yes, | have more than one job
T no ~ gotoH:

Master questionnaire REFLEX



Please answer these questions about your current (self)employment situation
- If you are still in the job you first held after graduation in 1999/2000, please answer these questions for the situation as it is now
- If you have more than one job, please answer the questions for the job in which you work the highest number of hours

F1  What is your current occupation or job title? [ the same as listed above for first job
(e.g. civil engineer, lawyer, assistant accountant, nurse) [ other {please specify):
F2  Please describe your current main tasks or activities. [T the same as listed above for first job
(e.g. analysing test results, making diagnoses, teaching classes, [ other (please specify):
developing a marketing plan)
F3  Are you self-employed? 1 ves
[ no -3 gotofFs
Fg  Are you mainly dependent on one client or several clients? 1 mainly one client - goto Fé6
] several clients = goto Fé
F5  What is your current type of contract? [ unlimited term
[ fixed-term, for (.11 months
[ other (please specify):
F6 What are your average working hours?
Regular/contract hours in main employment i1 perweek
Paid or unpaid average overtime in main employment L_1__) perweek
Average hours in other paid work l..l.1 perweek
F7  What are your gross monthly earnings?
From contract hours in main employment about ..l..t.J..L_1 EURO per month
From overtime or extras in main employment about L1 113 EURO per month
From other work about EURO per month
F8 What type of education do you feel is most appropriate 1 PhD
for this work? [ other postgraduate qualification
T master
] bachelor
[0 lower than higher education
Fg What field of study do you feel is most appropriate 7 exclusively own field
for this work? [ own or a related field
3 a completely different field
[ no particutar field
F10 How much time would it take for an average graduate 1 6 months or less
with the relevant educational background to become an [ 7to 12 months
expert in this kind of work? 7 1to 2 years
3 3 to 5 years
[CJ 6to 10 years
1 more than 10 years
F11 To what extent are your knowledge and skills utilized in notatall 1 2 3 4 5 toavery high extent
your current work? o O o &8 4da
F12 To what extent does your current work demand more not at all 2 to a very high extent

knowledge and skills than you can actually offer?

1 3 4 5
Y U T N R B




F13

How satisfied are you with your current work? very dissatisfied 1 2 3 4 5 very salisfied
O 1 . &= &
F14 Did you follow any work-related course/training in the 1 yes
past 12 months? I no = gotoGs
- Not the ones you already mentioned previously in block 8
Fi5 What was the most important reason you had for following to update my knowledge for my present work

this course?
- If more than one course, please refer to the most important one
- One answer only

oo

to enhance my career

to prepare myself for working in another field
to prepare myself for self-employment

other (please specify):

The following questions refer to the arganization in which you are currently employed
- If you are self-employed, these questions apply to yourself or, if applicable, to the organization you run

G1  When did you start working with your current employer/ leeekod months L0 1) (yearn)
start your self-employment?
G2 Inwhat economic sector do you work? 1 the same as listed above for first job
(e.g. car manufacturing, primary school, hospital) [ other (please specify):
What kind of product or service does the organization provide? 1 the same as listed above for first job
(e.g. nursing patients, computer components, legal advice, [ other (please specify):
scientific research)
G3 Do you work in the public or private sector? {1 public sector
[ private non-profit sector
[ private profit sector
[ other (please specify):
?
G4 Where do you work? TOWNSCItY |
Country: 3 UK [ other (please specify):
G5 How strong is the competition in the market in which very very question
your organization operates? weak 2 3 4 5 strong not applicable
O O O o3 [
G6 Does your organization compete mainly by price or by quality? mainly mainly question
price t 2 3 4 5 quality not applicable
[ s [ N A (-
(G7 How stable is demand in the market in which your highly highty question
organization operates? stable ! 2 3 4 > unstable not applicable
O O OO .1 .3 =
G8 What is the scope of operations of your organization? ™7 local
[ regional
71 national
7] international
-8 Master questionnaire REFLEX



&9 Which of the following changes have taken place in your
organization since you started working there?

Major change in my own work tasks [Jyes [3no
Reorganization [C1yes [Zdno
Merger or takeover by another firm [ yes [ no
Large-scale layoffs of personnel [ yes J no
Relocation to another region ™ yes (1 no

All kinds of organizations may be confronted with a need to innovate. This applies not only to industrial or commercially- based

service organizations, but also to, for example, public service organizations.

G10 How would you characterize the extent of innovation
in your organization or your work, with respect to

very very
the following aspects? low ! 2 3 4 5 high
product or service O O O &8 &3
technology, tools or instruments o 0 1 3 3
knowledge or methods O O . 3
G11 Do you play a role in introducing these innovations
in your organisation?
product or service [ZJ yes 1 no 3 not applicable, no innovations
technology, tools or instruments [ yes 3 no [1 not applicable, no innovations
knowledge or methods 1 yes 1 no 1 not applicable, no innovations
G12 Is your organization normally at the forefront when it comes mainly at mainly
to adopting innovations, new knowledge or new methods, the forefront : 3 4 5 arfolower
or is it more a follower? 0o 838 A3
G13 How are higher positions usually obtained in by internal by external question
your organization? appointments ' 2 3 4 5 appointments not applicable
3 O 3 &3 —
G14 How many people work in your organization and, total organization location
if applicable, your own location? 19 [ 19
[ 10-49 [ 10-49
1 50-99 3 50-99
1 100-249 {1 100-249
[} 250-999 £ 250-999
[ 1000 or more 3 1000 or more
{1 not applicable,

only one location

G15 Do you directly or indirectly supervise other members of staff?

[ yes, | supervise staff members
d no
G16 To what extent are you responsible for: notatall 1 2 3 4 5 toavery high extent
setting goals for the organization? O 0O O3 3
setting goals for your own work? O W T A S By
deciding work strategies for the organization? O T A T By
deciding how you do your own job? ) 2 O O &3




G17 To what extent do the following statements apply

to your professional role? notatall 1 2 4 4 5 toavery high extent
Professional colleagues rely on me as an authoritative O s s [
source of advice
| keep my professional colleagues informed about new O 3 O . 3
developments in my field of work
| take the initiative in establishing professional contacts I 1 S D S ) S
with experts outside the organization
Taking account of professional ethics is part 1 1 .1 . &3
of my work
G18 To what extent: not to a very Not applicable, there
atal ! 2 3 4 5 high extent are no others
are the results of your work dependent on the performance N R O s [ O (|
of others in the organization?
are the results of the work of others in the organization 3 O 3 &3 -
dependent on your performance?
are you responsible for assessing the quality of the work O O .3 (-]
of others in the organisation?
G19 To what extent can your individual performance be objectively loavery  Notapplicable, | have no
assessed by others (e.g. supervisor, colleagues)? atalt ’ 2 3 4 5 highextent  supervisor or colleagues
[ I N S By ]
G20 How closely is your performance monitored not very Nol applicable, | have
by your own supervisor? very closely : 3 4 5 closely o supervisor
O 3 O .3 3 —J
(21 How damaging would it be for the organization hardly damaging 1 2 3 4 5 extremely damaging
if you made major mistakes or omissions in the OO g & 3

performance of your work?

10 - Master questionnaire REFLEX



Ha

Below is a list of competencies. Please provide the

following information:

- How do you rate your own level of competence?

- What is the required level of competence in your
current work?

If you are not currently employed, only fill in column A

a

b

Mastery of your own field or discipline
Knowledge of other fields or disciplines
Analytical thinking

Ability to rapidly acquire new knowledge

Ability to negotiate effectively
Ability to perform well under pressure

Alertness to new opportunities

h Ability to coordinate activities

Ability to use time efficiently

Ability to work productively with others
Ability to mobilize the capacities of others
Ability to make your meaning clear to others

Ability to assert your authority

Ability to use computers and the internet
Ability to come up with new ideas and solutions

Willingness to question your own and others’ ideas

Ability to present products, ideas or reports to an audience
Ability to write reports, memos or documents

Ability to write and speak in a foreign language

A Own level

Very low

ooooob ooogo oooo oood-

coogoob ooboo oooo oboob-
oo ooo ooooo oogoo oooaoe-

Jjoco ooo ooooo boob ooodg-

very high
6

ooo oo oococoo oooo obodgoie-
Joo oo ooooo ocooo ooddl
JoooooD ooooo obdooo oooao-

B Required level in current work

Very low

ooco ooo ogooo ocoob obobbU-

cooooco ooboobo booo boooe

6

ooo oob ooobogo odoo oooaoe
000 00000000 0000 O0DO0OODD-"
ooo0 ooo ooooo oo 0oooao-
oo ooo goocoo oodgooooao

very high

~

ooo0 oob ooobooDoooo ouogoao

Ha2

Name a maximum of 3 competencies from the list above that
you regard as strong points, and a maximum of three
competencies that you regard as weak points of your

study programme.

- fill in letters corresponding to the relevant competencies

Strong points: 1 L1

Weak points:

f S — 2 L

To what extent has your study programme been a good basis for:

Starting work?

Further learning on the job?

Performing your current work tasks?

Future career?

Your personal development?

Development of entrepreneurial skills?

not at all

duoodid
ooouooag-
ooooog-
gooodiod

ES

5

oooooo

to a very high extent

11 -



12 Looking back, if you were free to choose again would you 71 Yes
choose the same study programme at the same institute [ No, a different study programme at the same institute
of higher education? 1 No, the same study programme at a different institute
7 No, a different study programme at a different institute
I No, I would decide not to study at all

. Values

J1  Please indicate how important the following job characteristics
are to you personally, and to what extent they actually apply

to your current work situation A Importance B Apply to current work
- If you are not currently employed, only fill in column A not at all very important not at all ta a very high extent
12 3 4 05 12 3 4 5
Work autonomy N Y | N U O
job security O3 N s
Opportunity to learn new things I O s s O I O S |
High earnings (10 O T A A I O
New challenges I A N M O A |
Good career prospects AN O T U I B OO O 3
Enough time for leisure activities O D AN A O S
Social status Iy B U O s |
Chance of doing something useful for saciety AN T U AN A Y O T
Good chance to combine wark with family tasks R N O O B

K1 Gender ] male
1 female
K2 Year of birth
191
K3 Country of birth of:
Yourself 1 UK [ other (please specify)
Mother [0 UK [ other (please specify)
Father ] UK [ other (please specify)
Optional ethnicity question
K4 Where did/do you mainly live:
At age 167 TOWI Y CItY S L e

Country: [ UK T other (please specify)

During your study programme?
Town/city:

Country: 1 UK 1 other (please specify)

S12 - Master questionnaire REFLEX



When starting first employment after graduation in 1999/2000?7

At present?

Town/city: ... ST TSSOSO U PO SRUP ORI
Country: [ UK 1 other (please specify)
TOWNSCIY: e e
Country: [T UK (1 other (please specify)

K5  Did you spend any time abroad during higher education for 7 yes, months for study
study or work?
- Multiple reply possible 3 yes, L1t months for work-related reasons
™ no
K6 Have y?u spent any time abroad since graduating from higher T yes, months for study
education for study or work?
- Multiple reply possible 1 yes, Lt 1 months for work-related reasons
[T no
K7 How did you live during the last year of your study programme? [ Alone (incl. single parent)
3 With a partner
1 With parents
1 Other, please specify
K8 How do you live at present? 3 Alone (incl. single parent)
[ With a partner
3 With parents
[ Other, please specify
Kg Do you have children? [ yes, 1child
[ yes, 2 children
[ yes, 3 or more children
CJ no = gotoK
K10 What is the age of the oldest and (in case of more than 1) the Age of oldest child L1 years
youngest?
Age of youngest child 11 years
K11 What is your parent’s and, if applicable, partner’s Father Mother Partner
highest education? ] ISCED 142 7 ISCED 142 [ ISCED 1+2
[T ISCED 3+4 1 ISCED 3+4 ] ISCED 546
[ ISCED 5+6 [ ISCED 3+4 1 ISCED 5+6
1 not applicable
K12 Date of completion of questionnaire

Day: L1 i Month: 1




Thank you very much for your cooperation!

Feedback of results:

The results of this project will be made available through the project’s website.
If you would like to receive a summary of the results, please fill in your e-mail address below:

7 Yes | would like to receive a summary of the resuits.

My e-mail addressis: ... .. ...

Follow-up survey:

It is possible that this study will be repeated in a few years from now. Would you be willing to participate in such

a follow-up study? If so, please provide us with your name and current address.

] Yes, you can approach me for future research.
Name:

Address:

Postal code:
Town:

Country:

[ No, | don’t want to participate in future research

Master questionnaire REFLEX



VYBaxxaemrbiii(as) bcteea dﬁ%%/wm !

~ Jlabopatopus «MapKeTHHIOBBIE TEXHONOTHH» M Kadeapa MapKeTHHTa
Bonl'V npuHuMaer yqacTie B HCClIe0BAHHH KadecTBa 06pa30BaTeIbHbIX YCIyT
By30B r. Bosrorpazaa, xoTopoe mpoBOIAT Boneozpadckuii zocydapcmeentbiil
YyHueepcumem u Hccnedosamenvckui Mucmumym coyuonozuu u 3KOHOMUKU
obpazoeanus (IREDU) Bypeynockozo ynusepcumema (®panyus), B pamMkax
nporpammbl ECO-NET «Tpydoycmpoiicmeo svinyckruxos gyzoe 2000-2002 2.2,
cmpan Llenmpansroii u Bocmounoii Esponei».

Mb1 Haneemcs, uto Bl naquTe oifeHKy KadecTBa 0Gpa3sOBaHHsA, KOTOPOE
BbI 1I0JIy9ui B By3e, B COOTBETCTBHM C BOMPOCAMM AHKETHI, IPUIIAraeMoil K
nmickMy. 3a Bamm octaercs mpaBo YyKa3piBaTh MM HE YKa3plBaTh CBOM
JOMAaUIHUH afpec U TenedoH.

oxainyiicTa, BlOXHUTE 3alOHEHHYIO aHKETY B [IPUJIAraeMblil TIOYTOBEIiL
KOHBEPT U OIIyCTHUTE €TO B TIOUTOBBIH SIIHK.

Ecni  okoHYaTenbHBle BBIBOABI [0  pe3yjibTaTaM  MCCIEAOBAHUA
NPEACTaBIAIOT MHTEpec s Bac, Bel cMoxkere ¢ HUMH O3HaKOMHUTBCS, IIO
3aBepieHuu npoekra B 2006 r.

Hckpenne Bam mnpusHatensHbl 3a Bamly mnomoms B peanuzalliu
HCCIIeI0BATENILCKOTO MPOEKTA.

[To Bcem uHaTEpecyomumM BonpocaM Brr MoxkeTe obpaimaTscs Ha Kadeapy
MapKeTHHra Bonrorpaickoro” rocyfapcTBEHHOTO YHHBEPCHTETa K [OLEHTY
Kadenpel, x.2.H. Mymkerosoit Haranse Cepreesne.

Tenedon xadenpri Mmapketunra 40-55-26
E-mail: marketech@volsu.ru

Hoorcanyiicma, npu 3anonHenuy ankemst UChoab3yime ciedyloujue
PpekomeHoayuu

» Mns omeemoe Ha eonpocevi awkemwsl uUCnoab3yiime, nodcanylicma,
CUHUE UMY YepHble YepHUIA.

» Ioowcanyiicma, nomeuatime npasunvHuiii OMeem «Kpecmukom» (8
coomeemcmeyrowell auelike).

> Hexomopuie 60onpocel 0onyckaiom Heckonbko 0meemoe.

» Ecnu Bui xomume ucnpasume ceoti omeem, noIHOCHbIO 3aKPACbme
AYEUKY C HEeNpaGUNbHbIM OMBEMOM U NoMembme NpasunbHbll, no Bawemy
MHEHUI0, Omeem.

» B eonpocax, omeemvl na komopvie 0aromcs 6 (opme mexcma,
UCNONL3YTIME, NOJCAYUCIA, neyamHble 3a21a6Hble OYKEbL.

» Ecnu eonpoc mpebyem omsema 6 yughpax, nuuiume, noscanyiicma,
8 AuelKe MoNbKO OOHO YUCTO.




AHKema Ne 7640

- A. O6bpasoeaHue

A1l YKkaxute HassaHue Bailen ksanudukayy,
cneuuansHoCTH, copmy obyqeHus

Keanudukaums:

FOPwieT

C;?eumaanocm: fopife ;7;9344" EHL LG

$opma obyueHust:

OnesHan
[ 3a0unas
O BeuepHss

Haseanue By3a

Bon/ Y

A2 YkaxuTe AaTy 3a4ucneHuns B By3 W Aaty nonyyeHus
auninoma

Dara sauncnenus: / IE @ @ [Z] (mecsu/ron)
[ata nony4enus gunnoma: @ / - (mecsiu/ron)

Mpepbisany nv Bei yueby va 10 unu Gonee
mecaues? Ecnu 43, To HACKONbKO MECALEB U NO
Kako# npuunHe?

® Uckmouume cmaxuposku u y4eby 3a epaHuyel

Het

O Na, Ha I:l D MECSLEB; YKaXUTE NPUUUHY

]

A3 Kakossi, Ha Batu B3rnsg, sawy OUeHKW B Junnome no

CPaBHEHUIO C APYTUMU CTYACHTaMu?

Huxe
cpegHero
1

N

<]

O

CpepHve Bbilue cpefiHero

3 4 5
O O .|

3aTpyaHaocsy

OTBETUTDL

m]

Kakoit 0160p Bbl npoXoauny Npu NOCTYNNEHNA B BY3?

A4 BO3MOXHbI HECKOJILKO 0MEemos

oT6Oop M0 WKONLHOMY aTTecTaTty/ no
aunnomy o cpefHem obpasoeaqum (nuuea,
KONNeaX, y4Mnuie);

o160op NO pesynbTaraM BCTYNMUTENbHbIX
3K3aMEHOB; .

ot6op no pesynsTataM cobecefoBanus;

Apyroe (yrousure)

D ﬂav
D Ha
Ha

D Her
D Het
D Her

I

|

B xakoit cTenexv k Bawei yuebHon nporpamme

He oTHocuTCA

OTHOCUTCS B 3HAUUTENbLHON

A5 OTHOCATCA CReAWoLLMe BbiCKaabiBaHna? cTeneHn
1 2 3 4 5
5  Mporpamma 6uina cnoxHoi u Tpebosana O &= O . a0
MHOTO BPEMEHM Ha NOATOTOBKY
'  PabotoAaTenu Xopowo 3HAKOMb! C O | O 8]
copepKasueM nporpamMmbl
£1 Mor cam BbibupaTth yuebHble Kypehbl 0 0 o a ]
| lMporpamma Gbina obLieil HanpasneHHOCTY 0 | O B d
(=) [porpamma uMena NpaxTUYECKyIo
HanpaBneHHoCTb & O O 0O O
| MNporpamma vMena akagemMuieckyio O i (| & ]
HanpaeneHHoCTb
B Kaxoit cTenenu cneayiowme suabl 0byyenns [MpakTuuecku He Wenonbaosanuch O4eHb
AB vicnons3osanuct B Bawein yueGrown nporpamme? UCMonsL30BanuChL 1acTo
' 1 2 3 4 5
e Jlekumm O O 0O O H
e [pynnosbie 3agaHua O | O O i)
¢ YyacTue B MCCNEAOBaTENbCKUX NPOeKTax (] a 0 O
o CTaxvipoBKW Ha NpeanpugTusx, hupmax,
opraHusaLmax ® a I} O O
o [pakTudeckue 3aHATMA 0 O O a
e  Ynop Aenanca Ha TEOPeTUUECKUE 3HaHUs O (I} 0 Bd O
s [lpenopasaterib Bbi51 OCHOBHbIM UCTOMHWUKOM
uHbOopMaLIMK il 0 O 0 a
e Peanusauua npoekros, peweHue npobriem,
case study = O O O 0
e TucbMeHHbIe 338aHuR 0 O 0 O
e YcHble BLICTYNNEHUs O 0 & 0 0
e  Onpoc 3HaHWi npoxoaun B BUAE TECTOB O O K O |




A7

fTpoxoanny nu Bl CTaXUPOBKY/CTAXMPOBKYA BO BpemMs

yuebbl B By3e?

E’ [a, ecero npubnuautensHo EZ‘ mecsua(-eB)

nporpammax (ecsiu Bs 3akoHyuny Gostee dsyx
npozpamm, ebibepume u3 Hux dse Haubosee eaxHole
dns1 Bac 8 nMpoghecCcuoHanbHOM nnane)

Keanuduxauysa n cneyuansHocTb

Tun gunnomalyyebHon nporpamMmbi

Koraa Bbl Havanm yunTbest o aTow nporpamme?

Monyuunu iy But gunnom no 3Tol nporpamme?

- O Het
A8 B xaxoi ctenenu k Bam oTHOCATCA cneaylowive 060 MHe Henb3A Da, 060 MHe MOXHO TaK
BbICKA3bIBaHUS 3TOro ckasaTtb cKkasarb
A. Al zanumancs bonblue, uem atoro TpeGosanu 1, 2 3 4 5
3K3aMeHbl [ O B O O
B. A nbiTancs nonyYuTb HAaMAyJLIe OLISHKN O | & 0 ]
AS Kak mHoro spemeHu Bei nocesiwanu yqebe ?
B cpedHeM 8 meveHuu cemecmpa 3a nocnedHue 0sa 2o00a @
Batuell y4ebbl, BKIIOYUME Makoke CaMOCMOAMEenbHYI0 4acos B Hejenio
pabomy -
B. JononHumenbHoe obpa3ogaHue
B1 rfgﬁ?fnﬁi?;o:ﬁgi y Bac Bino fo ] Beicwee o6pasosarue
[J Henonoe sbicwee obpa3oBaHve
~,
A Cpeptee (nonHoe) obpasoBanue (11-neTHARA WKoNa)
a CpepHee npodheccroHasibHoe (Konnemx, auued)
O Hauansroe npocbeccuoHasnbHoe (yuunuiie)
O Opyroe (yTouHuTe)
B2 C xakum cpeaHum Gannom Bbi OKOHYMIHK D 6
cpeaHee obpasosanmue?/ anna(-os)
Kakosbl 6biny Batuy oueHky NO CpaBHEHWIO C Hwxe cpeaHve Bbille CpeaHero 3aTpYAHACH
pYriMU yueHukamu u3 Baluero knacca vnu cpeatero OTEETUTHL
ADPYIYIX KNAcCcoB C TaKo# e crieluanuaatmeit ? El é é’l 4D 5. -
X
B3 MpuoBpenu nu Bet onbIT paboTsi®, CBS3aHHbINR C
Ballel crneunansHoCThIo, ...
... 00 yueBbi B By3e? E Ba, a1 paboran npubnunsntensHo DD mecsiua(-es)
Her
... BO BpeMst yuebui B By3e? O [a, s pabotan npubnuantensHo D D mecsaua(-es)
; . Het
*Mpu nonHoi unu Henon+ol pabayel Hazpy3ke, He
eKkmoyalime yHebHble CMaXuposKLl
B4 puoBpenu nu Bet onbiT paboTu®, He CBA3aHHbLIA
c Batueit CneunansHoCTbIo, .. O [a, s paboran npubnuantensvHo D D mecaua(l-es)
... BO yuebrl B By3e? [X HeTt
... BO Bpems yuebbl B By3e?
i [a, s paboran npnbnmanTensHo D D Mecsua(-es)
*Mpu nonHol unu HenosHoll pabovell Hagpyske Ig Het
B5 3aHumany nu Bol kaxyio-nubo JOMKHOCTL B :
CTYNIEHYECKOM OpraHN3auUnyt Uy 3aHUManuch nu L' fa. npubnuaurensro O mecaua(-es)
Kkakoin-nubo AoBpoBONLHOR AEATENBHOCTLIO BO m Het
Bpems yuebul B Byse ? . .
B6 Kpome y4eBHOI nporpaMmsl, onucasHoi B HacTu
A, oByyanvics nu But paree unv obyyaeTechb Ha O fa
JaHHbLI MOMEHT 1o ApYrol nporpamme? ’ .
Bkmovaiime monsko me y4yebHble npozpammbl, Ha @ Hert, — nepeitaute k C1
Komopbix Bbl obyyanuce 6onee eoda
B7 MpegocrasbTe MHopmaLimio 06 aToi unu aTux Mporpamma 1 Mporpamma 2

O Coneuwanver 0 Cneunanuct

0O Marucrp O Maructp

O Bakanasp O Bbakanasp

O Acnupanrypa 0O AcnupaHnTtypa
DD/DDDD DD/DDDD (mecsu/ron)
(mecsufrog)

[0 Her, a 6pocun yueby
O 5 sce ewe yuych
O A nonyunn gunnom B ...

Lyooot]

(mecsau/ron)

0 Her, s 6pocun yueby
O A sce ewe ydych
O $ nonyuvn punnom s ...

D D/ D D [:l D (_Mecnulro.q)




C. Bbix0d Ha pbiHOK mpy0da

]

c1 C MOMEHTA OKOHYaHUsI BYsa paGoTany nu Bbi? L] Aa, 5 npogorsun pabotats Tam, rae paBoTan 40 OKOHUHUS BY3d —
He sxmovaiime pabomy, Ha komopol Bei nepeitauTe Kk sonpocy C5
npopabomanu MeHee 6 Mecsles ¢ MOMeHMa
OKOHYaHUs1 8y3a -Aa, s Hauan paGoraTb
OEISZ% y pa%z%b?b?osgggc;miif;:ﬁaggg& gﬂgjﬁgz [ Her— oTBeTbTE Ha Bonpoc E1 v nepeiianTe k Bonpocy E4
CMaxuposKU. :
Cc2 g;;-gg Bbt Hayanu paboTtate nocne okoH4YaHus IE / IE m (MecsLron)
C3 Koraa Bbl Hayanu uckate paboTty? D [0 OkoHuaHus Bya
B4 MpumepHo BO BpeMsi OKoHYaHUA By3a
O Mocne okoHuarus Bysa
O Hawen paboTy 6es ocobbix nouckos — nepeianTe K Bonpocy C5
C4 Cronbko Mecsiues Bet uckanu sty pabory? [10 oKowdaHus Byaa: mecaLa(-es)
MNocne okoHuaHus Bysa: IZ] mecsaua(-es)
C5 Kakum obpasom Bui Hawunu aty paboty? 1 Uepea obwsianenue B razere
O Yepes 6upxy Tpyaa
1 Yepes vyacTHoe KagpoBoe areHTCTao
O lNo uxTepHeTy
[1 sicam obparunca k pabotogareno
M PaboTopaTtens. cam CBA3aNCH CO MHOR
B MHe nomorna craxuposka Bo Bpemst yuebbl B BY3e
O nuamee KOHTaKTb! (Cembs, Apy3bs, 3HaKOMCTBA)
O rpu nomown By3a
O no pacnpefeneHuio 8 Byse
O s OTKpsiN ceoe coBCTBEHHOE AIeNo
[l [pyrum oBpasom (yTouHute)
| |
D. lNepsas paboma no OKOHYaHUU 8y3a ]

Criedyrowull 610k 60npocos kacaemcn Bawell cumyayuu Ha pbiske mpyoa Cpasy Xe 10 OKOHYaHUIo ey3a
He sxsioyaime pabomy, Ha komopoil Bui npopabomanu MeHee 6 MECAUEEs G MOMEHMAa OKOHYaHUS 8y3a. Brrioyume cmaxuposku

D1 Kem Bwi pabotanu?
(Hanpumep, utxeHep, adeoxam, nOMOUMHUK f-&PM Y
byxesanmepa, Mmedcecmpa)
D2 OnuwnTe hyHKUMM, KOTOpbie Bbl BbIMONHSNY,
pog, Bawux o6s3aHHocTel : - T = 3 o i f
(Hanpumep, npenodasaHue, cocmaenerue busHec- n ,‘9/1- B 0/5‘5 C}E ObECH] I‘E %,’: H%Z: 74 E’? 4 E/] b H&}sz
nnana, nposederue duazHocmuku, m.0.) of f‘;}. LLi DA Liiief
D3 B kakom akoHOMU4eckoM cexkTope Bul pabotanu? HANCTCOS A0 EHLE
(Hanpumep, mawuHocmpoeHue, obpasoearue, EHUE.
MeduyuHa, mopeoerns, asmomamu3sayus u m.g.)
D4 Y Bac 6ui510 cobeTeHHOE geno? O [la — nepeigure K sonpocy D 6
Het
D5 Mo koHTpaKTy kakoro Tuna Bt paBotanu? O o CTORHHbI KOHTPAKT
O BpemeHHbu?l KOHTPaKT, Ha D D Mecses
O [pyroe (yTouHuTe)
D6 Cronbko yacos Bbl 40rKHLI BNy paboTats fno
KOHTpakTy? A P D Q 4acoB B HEAERNI0
D7 Cxonbko Bbl 3apabaTeiBanun? Metee 3 000 py6
1 3000 - 6 500 pys.
[ 6500 - 10 500 pys.
O 6onee 10 500 pys.
D8  Kakoit yposeHb oGpazosanus 6ein Heobxogum

Ans aToi paboThi?

l:l AcnupaHTypa
Avnnom creunanucral/ Gakanaspa/ maructpa
D CpenHee o6pasosanme 6bino Gbi JOCTATOUHBLIM



Do 3HaHus n3 kakon obnacTi HeoGxoanmbl Bbisin m 3HaHNR 10 MOet CrIeLManbHOCTH

ans pabots!? . .
D 3HaHuUs NO Moeit crieumanbHOCTV unn 13 Bnnakux obnacren

. [ 3uannn us apyrux obnacrem
(1 Huxakux creunanM3npoBaHHbiX 3HaHui He Tpebosanocs
D10 B kakolt cTenedy Bawn 3HaHuva U ymeHua [MpakTuiecku Wcnonb3oBanuch
ucrosb3osanuck Ha pabouem mecre? He MCnonb3oBanuchb B 3HAUUTENLHON CTENEHU
1 2 3 4 5
0 0 = O |
D11 B kaxo# crenenu Bawa paGota tpebosana Mowux 3HaHWn Tpebytotcs pononHuTenbHbLIE
Bonblie 3HaHKA ¥ HaBbIKOB, 4eM Bbi Mornin Bel l0CTaTO4HO 3HAHUS U yMeHns
nPeAnoXmuTsb? 1 2 3 4 5
O 0 O ] M
D12  Bul npoaorxaeTe paboTaTs Ha 3TOM pabouem m fa
mecte? '

O Hert, s ywen ¢ ato# paboTsl B D D/D D D l:l (mecau/ron)

E. Bawa cumyayusi Ha ce208HAWHuUU deHb

& PaboTato

E1 UeM Bbl 3aHUMaETECH Ha CEroaHALIHUA AeHb?
O v mens coberaentbii 6usHec

O s 6e3palboTHblit 1 nuly paboTy—3anonuure yacts E v nepefigute K 4actn H
Oa GeapaboTHbIA 1 He Uiy paboTy—3anonHure vacTs E n nepeitante k vactu H
D A nomoxo3ssiika(-uH) —3anonnure yacts E n nepeitgute k vactu H
O [pyroe (yTouHute)

E2 Cxonbko pabotoaarerneii y Bac 6blno ¢ MoMenTa

OKOHaHWs By3a? D paboTonarenein

Bxnoqume cebs, ecnu y Bac 6bino cobcmserHoe 0erio
Bxnroyume Bawezo pabomodamensi Ha OaHHbil

MOMEeHmM
E3 Ckonbko Bpemety Bbt paboTanu ¢ MomeHTa
OKOHUEHMA BY3a? MpubrmaurensHo L—_l D D Mecsaues/unn D @ roaa (ner)
E4 BEbinu vt Bot 6e3paboTHeIM C MOMEHTa
p 'ﬂ Oa, D Ea pas, Bcero DB Mecaues

OKOHYaHuWs By3a?

D ‘Her

E5 Cxonbko y Bac pabouux mecT Ha CEeroaHALLIHNIA S1 paboTalo Ha ofHOM paBoyeM MecTe
fleHb (B8K/IoYast, ecilu eciib, cobemeeHHblld
6usHec) ? 0 a paBoTato Ha Heckonbkux paboTax
O sne paboTta— nepeiguTte K sonpocy H1
E6 Mpeanpvirumany iy Bel aKTUBHLIE NONbITKK O [la
HaliT paboTy 3a nocnepHue 4 Hepenu? Kl n
er

D Her, HO 51 X7y pesynkTaToR cobecesoBaHuil, koTopsle A npotsen(-a) 3a
riocneaHee spemMsa

F. Paboma Ha OaHHbIli MOMEHM

Ecnu Bbi pabomaeme Ha MoM Xe Mecme, 4mo U N0 OKOHYaHUU 8y3a, omeevatime Ha sonpock!, kKacamensHo Bawel cumyayuu Ha 0aHHbId MOMEHN
Ecnu Bl paiomaeme Ha HECKOSbKUX paboyux Mecmax, ebiBepume mo pabodee mecmo, 2de Bul pabomaeme HaubonbWee KoIu4ecmso yacos.

F1 Kem Bbl pabotaete? . .
(HanpuMap, UHKeHep, B060KAM, NOMOLLHUK m TOT e CaMblit pog AEATENBHOCTHY, YTO U Ha nepsoit paboTe
6yxzanmepa, medcecmpa) D Apyroe, yTouhute

WM, KOTO| Bb! BbifO. . .
F2 Onuwmre dyHKU pble Bl nHAeTe, Kl TOT Xe CaMmbiil pOJ ASATENLHOCTY, YTO U Ha nepsoit pabote

poa Bailux o6a3aHHOCTEM
D Apyroe, yrouHure

F3 Y Bac cBoe npeanpusTue, opranvsaums, upma? 7] fla
Her
F4 Mo kakomy KOHTpakTy Bbt paboTaeTe Ha AaHHbIk KI TIOCTORHHbI KOHTPAKT

MOMEHT?
O BpemeHHbIl KOHTPaKT, Ha [:”:I Mecaues

O Opyroe (yTo4HuTe)




F5

CkonbKo B cpeaHemM 4acos Bel paboTtaeTe ... ?
... 110 KOHTPaKTy

-... AONONHUTENbHbIE Yachbl paﬁOTbI

... yackl paboTel Ha Apyrom paBodem mecte

D @ 4acos B Hepemno
D D I:] 4aCOB B Hepeno
D I:' D 4acoB B Hepent

F6 Cxoneko Boi 3apabarbiBaeTe (B MecsiLy)? 3a vacsl pabomsi, 8a dononHumensHble Ha Opyzom pabouem
8bIMOJIHEHHbIE 10 4ack! Ha OCHOBHOM mecme
KOHmpakmy mecme pabomsi
O Smu vackt He
onnayuealTcs
O Menee 3000py5. [ Menee 3000py6. [0 Menee 3 000 py6.
B 3000-6500py6. [ 3000-6500py6. [J 3000 -6 500 pyb.
{1 6500-10500py6. [ 6500-10500py6. [ 6500 -10 500 py6.
[0 Gonee 10 500 py6. [ 6onee 10 500 py6. [0 Bonee 10 500 py6.
F7 Kako#t ypoBeHb 06pasoBaHusa Heobxoaum Ans O '
Bauuei pabotbl? Acnupantypa
[vnnom cneuvanucrta/ 6akanaspal/ marucTpa
O Cpeanee obpasosaHue 6bino 651 AoCTaTOUHbIM
F8 3HaHua U3 Kakoi o6nacti HeoGxoaumb! Ans 3HaHUA N0 MOBH CRIEUMANLHOCTH
BbinoNHeHus Bauweii pabotwt ? .
[J 3xanmsno Moelt cneumansHOCTY My M3 Gnvskux obnacren
O 3uanms u3 apyrvx obnacreit
O Hukaiux cneunanvanpoBaHHbIX 3HaHui He TpebyeTcs
F9 B kako# cTenenv Bl ucnonbayeTe B paboTte fpakTudecku Wcnonbayo
Baiuu sHaHus n npodieccuonantHbie kavyecTsa ?  HE UCTIONb3YIO B 3HAYMTENbLHOW CTENEHU
: 1 2 3 4 5
O 0 & O 0
F10  Hackonbko, no Bawemy MHeHuio, aTa paboTa Monx sHaumi TpebyloTca AoNoNHUTENbHbIE
TpebyeT Gonee BLICOKOrO YPOBHS 3HAHUI U AOCTaTOYHO 3HaHUsA U yMeHUst
HaBbIKOB? 1 2 3 4 5
0 O O a )
F11 Hacxonbko Be! foBontHbl Bawelh paboToit? OueHb HegoeoNeH fosonex
1 2 3 4 5
O O | O O
F12 Mocneghvie 12 MecaLes nocewany nu Bbl kakue- |'_‘| a
nmnbo yyebHbie Kypchl, CBA3aHHbie ¢ Balen z] .
paboToit ? Omo He kacaemes yuebHbix npozpamm, Het — nepeiipure k Bonpocy G1
KOmopbie yKa3aHbl 8 Hacmu B
F13 Kakora 6bina Lenb 3TMX kypcos? o
Ecnu Bet ipowsny osiee 1 kypca, ebiGUpUME D O6HoBUTL 3HaHKUA, HeoBxoanMbIE ANst Moe# paboTbl
HauGonee eaxHbiil O [ns kapbepHoro npoaeuMxeHus
Bosmoxen moneko oduH omeem O noarorosumscs  paGore & apyroit o6nactw, Ha apyroi pabote
O MoarotoBUTLCA K OpraHusaumn cobcTBeHHOro BusHeca
O Opyroe (yTounute)
. G. OpzaHusayus, 8 komopol enl pabomaeme
G1 Koraa Bel Havanu patoratk ¢ Tem
paboTtopateniem, ¢ koTopbim Bei paboTaeTe Ha
DaHHbIA MoMeHT? (Kozda Ber omkpeinu m/ @@ m (mecay/roa)
cobcmeerHoe deno, ecnu_ecms?)
G2 Ep';:‘m“;aclf:;%pe akoromuku paGoraet Bawa B 7 pasoraro s Tom xe cexTope, YTO v Ha Nepaoi paboTe
(Harpumep, MawuHocmpoeHue, 0bpa3sosaHue, D DOpyroe (yTounute)
MeduyuHa, mopaosss, agmomMamu3ayusi u m.d.)
G3 E;I( 1E)(;’:1p6eo?TaeTe B YaCTHOM UNv rocyapCTBEHHOM E’ [oCYAAPCTBEHHOM CeKTope
YactHom cekTope
O YacrHom BnaroTBopuTenbHOM CEKTOpe
O [pyroe (yTounute)
G4 Ine Bol pabotaete? ["opog, obnacrb Cipana
Bonreread poccily
G4 Ckonbko Bcero yenosek paGotaet 8 Bawen Bcero B Batlieit opranusaLiu Bawem cunuane

opraHuzaLmy 1, ecnu oTHocuTeA, B Batuem
cunuane?

1 - 9 uenosex

10 — 49 yenosexk

50 — 99 yenoBek

100 - 249 venoBek

250 — 999 ven.

1 000 u Gonee

He OTHOCWUTCA K MOEMY Cnyyaio

1~ 9 vyenoeek

10 — 49 yenoBsek
50 - 99 yenoBek
100 - 249 uenosek
250 — 999 ven.

1 000 v Gonee

Ooxr0o0o0
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G5 ynpasnseTte nu Bet nepcoHanom?

[X]
(HaNPSMYIO VA KOCBEHHBIM ny'reM) . [a, B MOEM noguYuHEHNY HaxoaaTCA DD@ yenosek

O sine yNpasnsio NepcoHanomM

" H. OueHka sawux npogheccUoHallbHbIX Kayecmse

H1. Huxe npusegeH nepeyeHb NpogeccuoHarnbHbIX KBHECTB. YKaxnTe
¢ Kak Bbl ouieHviBaeTe Balun npoceccuonansHbie KauecTsa Ha CeroaHs\WHNN aeHb?
OleHunTe Mexay « cnabo pa3BUTbi» ¥ «CUIMBHO PasBUTBL! »
¢  OTMeTbTe, HACKOMNbKO Te Ui UHble 3HaHKA BoCcTpeboraHsl Ha Bawen pabote?
OueHuTe Mexay «He BoCTpeboBaHb» U «BOCTPebOBaHb! B 3HAUUTENLHON CTeneHn»
Ecnu Bbi He pabomaeme Ha OaHHbIl MOMEHM, 3aM0NHUME MOfLKO KOMOHKY A

A. Baw ypoBeHb B. YpoBeHb, Tpebyemblit Ha
Bauwe# pabote
Cnabo passutei  CunbHO passuTbi He BocTpeGoBaHb! -
Bocrpebosanbl B 3Ha4uTensHOM
cTeneHn
i 2 3 4 5 6 7 1 2 3 4 5 6 7
a. Bawu 3HaHus o criequansHocmu O 0O g o o OO0 oO®Og
b. Obwue 3HaHus & dpyaux obnacmsix Oo0OS0Oo0og o OO0 O0O00O0n
¢. AHanumMU4ecKoe MbilUIeHue O0o0EDOO 0 O0O00OROO0O0O
d. CnocobHocmb 6biCmpPo 0C8aU8aMs HOBkIE 3HaHUA Ooo0oooxO OO0 Qgo O

e. YmeHue nposodume rnepezoeops! O0o0oOx®0o o Oo0o0oO&EOoO

f. Cnoco6Hocme pabormame 1od daeneHueM, e OO0 0OgO ®0Ooag OO OOOao-g

cmpeccosoll cumyauuu

g. Buderue Hosbix 803MOXHOCMEd (KOMMEDYECKUX, OO0 0Ooo0n o OoO0O®E OGO O0Oog

pGu380GCMBEHHLIX)

h. CnocobHocms ynpaename pabomoll dpyaux 0000 ® O g 0OoO0o0oo®D0O O

i. CnocoBHocMb 3¢hhexmueHo uCnofb308ams paboyee OO0 0o0&§oO O0O0QgoOomDQO

apemsa

Jj- CnocobHocmes pabomame & apynrie O o000 ogeE O 00O ogoomEd

k. CnocobHocms Momueuposams 0pyaux K pabome O 0o o o 0 gooooo&E o

I. CriocoGHOCME SCHO 8bipaXamk ceou udeu OoOoo0oogsd g 0O oOo0OoogE o

m. CriocobHocmb CoxpaHames ceoll asmopumen O OoOo0Oo® O OoOono0o&e O

n. Ymexue pabomams Ha KomMnbiomepe u & MumeprHeme Oono® oog o OO oOo®OO0n0

0. CriocobHocmb Haxodums Hoeble udeu Oooonoo®|o o on oo oo

p. MomueuposaHHOCML OCrIapusams Cywecmsyowue OoO0o0o0OROQON0 OoO0OoQ&oO o

udeu U MHeHUs

g. Ymerue npedcmaesums wupokoli nybnuke 0O 0o n O oo oOooROoOoOoo

npouseodumnlil npodykm, ycnyay

r. YMerue cocmasname omyemsi, oknadsl, Opyaue Ooooooo@ oo oCoOo0o0®

OOKYMEHMB!

. BHaHue UHOCMPaKHHO20 A3bIKa B OO OO0 O ®mO0OoOOooaog

H2. YkaxuTe, Kakme TPU Ka4ecTsa U3 BbllLEYKa3aHHOro 1. @ 2 _L 3. Qf_

cnyicka nomor Bam paseute By3?

YKaxuTe, Kakue Tpu Ka4ecTsa B HauMeHbLUeil CTeneHu

nomorna Bam passutb y4eba B Byse? 1. L 2. ;/’g 3. _S__

Bnuwume coomsemcmeyiotyue bykeb!

I. Bawe MHeHue 06 y4yebe g gy3e

I1. Hackonbko y4eba B Byse Gbina ans Bac nonesHo, CoBepluerHo fMomorna

yTOBbL: He nioMorna . B 3HA4MTENBHON CTENEHN
1 2 3 4 5

a. Hauyatb pabortatb? O 4| 0o [

b. MNpogomxats 0by4arbcs Ha paboveM MecTe? 0 %] O O

¢. YcnelwHo BINONHATL c8oU 0b6s3aHHOCTY Ha Bauie O " O 0

paboTe Ha AaHHbI MOMEHT?

d. Ong Bawen 6yaywiei kapsepo? 0 H O O

e. [ins Batuero NAYHOCTHOrO passuTus? O ) O O

f. Ans pa3suTvs NPeanpUHNMAaTENbCKUX HABLIKOB? " o " 0O

12. OrnaabiBasck Halaa, ecnu 6ut y Bac cHosa 6kin BeIBop,
Bt 66t BbiOpany yueby no 3Tol e NporpaMmMe B TOM Xe
yHuBepcuTeTe?

fa
Mo Takoi e nporpamMme, HO B APYroM yHuBepcuteTe
(o apyroi nporpamme, B ApYroM syse

O0O0® ooo ooo

£ 6bl He nowen yuuTbCA B BY3




Jluynas uvgpopmayus

K1. Baus non

O Mysickoit
HKeHckuia

K2. lNoa poxaeHust

[A9AT]

K3. CtpaHa, B KOTOPO# poAnMACS :

=

Bl I/%‘C( LA

Baw orey
| Poecees ]
Bawa mato
[ Foce 49 1
K4. ['ae Bot xunu: l'opoa, obnacTe CipaHa
a. B Bospacre 16 net ﬁfﬁﬂ/‘m%,/( /?{')ca:'; oy
B. Bo Bpems Bauei yuebb! %ﬂ/‘ﬁf'ﬂzﬁj /%»c‘{: Lt
c. Koraa Bet Hadanu pabotars Zf (L. /) (=04
b reres D0 el
d. I'ne Bot xuseTe ceitvac jZ /’37, ¢
K5. Ectb nvt y Bac getn? [ Ja, 1 pebenok
O fa, 2 geteit
O [Oa, 3 u 6onee peten
B _Her, nepewigure « Bonpocy K7
K6. Ckonbko neT Batuemy camomy Bospacr crapusero: D D net
crapwemy pebeHky 1 camomy
Mmnagwemy? Bospacr mnanwero: D D nert
K7. Kakoe o6pasosarue y Bawuux Matb OTtey MNaprHep
poaurenen v y Batiiero naptHepa (apyra/
noapyru, cynpyra/ cynpyru) OCpeatee obwee CICpensiee obuiee OCpegtee obuiee
OHavanbHoe OHauanbsoe [HauansHoe
npogeccuoHansHoe npogeccuoHanbHoe npodeccuroransroe
OCpeanee OCpepnnee ECpeanee
npoceccuoHanbHoe npodeccuoHanbHoe npodeccmoHansHoe
EBbiciee R Buicwee CBuicisee
XoTtenu 6ol Bbi nonyunTts pesynsTaTs! Ja O Her

fAaHHoro uccnepoBanua?

Yraxute Bawm OUO, pomaiunuit
TenedoH n appec (No kenaHuio)

”7 4 A ﬁ’/f BA /,:/*’f/fﬁ /{//E’Bm,; K PO A

4000tg, 72 Bonrorrqy w. [ Pamgasceds 1943 5 587 -0F7
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INTERNATIONAL STANDARD CLASSIFICATION

OF OCCUPATIONS

ISCO-88

MAJOR, SUBMAJOR AND MINOR GROUPS

Major group 1: Legislators, senior officials and managers
11 Legislators and senior officials

111 Legislators

112 Senior government officials

113 Traditional chiefs and heads of villages

114 Senior officials of special interest organizations

12 Corporate managers

121 Directors and chief executives

122 Production and operations department managers

123 Other departmental managers

13 General managers

131 General managers

Major group 2: Professionals

21 Physical, mathematical and engineering science professionals
211 Physicists, chemists and related professionals

212 Mathematicians, statisticians and related professionals
213 Computing professionals

214 Architects, engineers and related professionals

22 Life science and health professionals
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221 Life science professionals

222 Health professionals (except nursing)

223 Nursing and midwifery professionals

23 Teaching professionals

231 College, university and higher education teaching professionals
232 Secondary education teaching professionals

233 Primary and pre-primary education teaching professionals
234 Special education teaching professionals

235 Other teaching professionals

24 Other professionals

241 Business professionals

242 Legal professionals

243 Archivists, librarians and related information professionals
244 Social sciences and related professionals

245 Writers and creative or performing artists

246 Religious professionals

Major group 3: Technicians and associate professionals

31 Physical and engineering science associate professionals
311 Physical and engineering science technicians

312 Computer associate professionals

313 Optical and electronic equipment operators

314 Ship and aircraft controllers and technicians

315 Safety and quality inspectors

32 Life science and health associate professionals

321 Life science technicians and related associate professionals
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322 Modern health associate professionals (except nursing)
323 Nursing and midwifery associate professionals

324 Traditional medicine practitioners and faith-healers

33 Teaching associate professionals

331 Primary education teaching associate professionals
332 Pre-primary education teaching associate professionals
333 Special education teaching associate professionals

334 Other teaching associate professionals

34 Other associate professionals

341 Finance and sales associate professionals

342 Business services agents and trade brokers

343 Administrative associate professionals

344 Customs, tax and related government associate professionals
345 Police inspectors and detectives

346 Social work associate professionals

347 Atrtistic, entertainment and sports associate professionals
348 Religious associate professionals

Major group 4: Clerks

41 Office clerks

411 Secretaries and keyboard-operating clerks

412 Numerical clerks

413 Material-recording and transport clerks

414 Library, mail and related clerks

419 Other office clerks

42 Customer service clerks
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421 Cashiers, tellers and related clerks

422 Client information clerks

Major group 5: Service workers and shop and market sales workers
51 Personal and protective services workers

511 Travel attendants and related workers

512 Housekeeping and restaurant services workers

513 Personal care and related workers

514 Other personal service workers

515 Astrologers, fortune-tellers and related workers

516 Protective services workers

52 Models, salespersons and demonstrators

521 Fashion and other models

522 Shop salespersons and demonstrators

523 Stall and market salespersons

Major group 6: Skilled agricultural and fishery workers
61 Market-oriented skilled agricultural and fishery workers
611 Market gardeners and crop growers

612 Market-oriented animal producers and related workers
613 Market-oriented crop and animal producers

614 Forestry and related workers

615 Fishery workers, hunters and trappers

62 Subsistence agricultural and fishery workers

621 Subsistence agricultural and fishery workers

Major group 7: Craft and related trades workers

71 Extraction and building trade workers
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711 Miners, shot-firers, stonecutters and carvers

712 Building frame and related trades workers

713 Building finishers and related trades workers

714 Painters, building structure cleaners and related trade workers
72 Metal, machinery and related trades workers

721 Metal moulders, welders, sheet-metalworkers, structural-metal preparers and related
trades

workers

722 Blacksmiths, toolmakers and related trades workers

723 Machinery mechanics and fitters

724 Electrical and electronic equipment mechanics and fitters

73 Precision, handicraft, printing and related trades workers

731 Precision workers in metal and related materials

732 Potters, glass-makers and related trades workers

733 Handicraft workers in wood, textile, leather and related materials
734 Printing and related trades workers

74 Other craft and related trades workers

741 Food processing and related trades workers

742 Wood treaters, cabinet-makers and related trades workers
743 Textile, garment and related trades workers

744 Felt, leather and shoemaking trades workers

Major group 8: Plant and machine operators and assemblers
81 Stationary plant and related operators

811 Mining and mineral-processing plant operators

812 Metal-processing plant operators

813 Glass, ceramics and related plant operators
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814 Wood processing and papermaking plant operators

815 Chemical processing plant operators

816 Power production and related plant operators

817 Automated assembly-line and industrial robot operators
82 Machine operators and assemblers

821 Metal and mineral products machine operators

822 Chemical products machine operators

823 Rubber and plastic products machine operators

824 Wood products machine operators

825 Printing, binding and paper products machine operators
826 Textile, fur and leather products machine operators

827 Food and related products machine operators

828 Assemblers

829 Other machine operators and assemblers

83 Drivers and mobile plant operators

831 Locomotive engine-drivers and related workers

832 Motor vehicle drivers

833 Agricultural and other mobile plant operators

834 Ships' deck crews and related workers

Major group 9: Elementary occupations

91 Sales and services elementary occupations

911 Street vendors and related workers

912 Shoe cleaning and other street services' elementary occupations
913 Domestic and related helpers, cleaners and launderers

914 Building caretakers, window and related cleaners
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915 Messengers, porters, doorkeepers and related workers

916 Garbage collectors and related labourers

92 Agricultural, fishery and related labourers

921 Agricultural, fishery and related labourers

93 Labourers in mining, construction, manufacturing and transport
931 Mining and construction labourers

932 Manufacturing labourers

933 Transport labourers and freight handlers

Major group 0: Armed forces

01 Armed forces

011 Armed forces
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Required competencies

Competencies required by employers (all graduates’ assessment)

Variable Nb Mean St.d.| Minimum| Maximum
KSDEM 249 4,7991968 1.9509715 1.0000000 7.0000000
GKDEM 248 4,6935484 1.5903424 1.0000000 7.0000000
ATHDEM 247 5,4898785 1.5897598 1.0000000 7.0000000
ANKDEM 247 5,7935223 1.4120124 1.0000000 7.0000000
NDEM 245 5,1714286 1.9064171 1.0000000 7.0000000
STDEM 244 5,4631148 1.7077264 1.0000000 7.0000000
NPDEM 242 4,3884298 2.0160020 1.0000000 7.0000000
MDEM 245 4,6734694 2.0644111 1.0000000 7.0000000
MTDEM 244 6,0368852 1.3031586 1.0000000 7.0000000
WGDEM 244 5,3647541 1.8442848 1.0000000 7.0000000
MODEM 242 4,8347107 1.9868744 1.0000000 7.0000000
EYDEM 246 5,6585366 1.5899135 1.0000000 7.0000000
ADEM 245 5,6938776 1.5311530 1.0000000 7.0000000
ILDEM 245 5,722449 1.7071769 1.0000000 7.0000000
NIDEM 247 4,902834 1.8888505 1.0000000 7.0000000
QIDEM 243 4,6378601 2.0001360 1.0000000 7.0000000
PPDEM 245 4,0857143 2.3234373 1.0000000 7.0000000
WRDEM 247 5,8502024 1.5610314 1.0000000 7.0000000
FLDEM 247 2,465587 1.9831172 1.0000000 7.0000000

Competencies required by employers from ‘Managers’ (graduates’ assessment)

Variable Nb Mean St.d.| Minimum| Maximum
KSDEM 32 4,59375 1.8466950 1.0000000 7.0000000
GKDEM 32 4,84375 1.8158687 1.0000000 7.0000000
ATHDEM 31 5,7741935 1.6270562 2.0000000 7.0000000
ANKDEM 32 5,6875 1.6152000 1.0000000 7.0000000
NDEM 32 5,46875 1.9173970 1.0000000 7.0000000
STDEM 32 5,6875 1.8740589 1.0000000 7.0000000
NPDEM 31 5,1935484 1.8514743 1.0000000 7.0000000
MDEM 32 5,65625 1.6773515 1.0000000 7.0000000
MTDEM 32 6,03125 1.4252193 1.0000000 7.0000000
WGDEM 32 5,4375 1.8997029 1.0000000 7.0000000
MODEM 31 5,4516129 1.8590089 1.0000000 7.0000000
EYDEM 32 5,9375 1.5644746 1.0000000 7.0000000
ADEM 32 6,09375 1.1738928 3.0000000 7.0000000
ILDEM 32 5,90625 1.4670439 1.0000000 7.0000000
NIDEM 32 5,46875 1.6260852 1.0000000 7.0000000
QIDEM 31 5,2258065 1.8745609 1.0000000 7.0000000
PPDEM 32 490625 2.1606357 1.0000000 7.0000000
WRDEM 32 6,03125 1.4252193 1.0000000 7.0000000
FLDEM 32 2,46875 2.3277343 1.0000000 7.0000000
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Competencies required by employers from ‘Experts’ (graduates’ assessment)

Variable Nb Mean St.d.| Minimum| Maximum
KSDEM 103 5,2524272 1.7133756 1.0000000 7.0000000
GKDEM 103 4,6504854 1.6902763 1.0000000 7.0000000
ATHDEM 103 5,6213592 1.6034063 1.0000000 7.0000000
ANKDEM 102 5,8431373 1.3697228 1.0000000 7.0000000
NDEM 101 5,049505 1.9410113 1.0000000 7.0000000
STDEM 101 5,3663366 1.6292500 1.0000000 7.0000000
NPDEM 99 4,1212121 1.8966820 1.0000000 7.0000000
MDEM 100 4,27 2.1595688 1.0000000 7.0000000
MTDEM 100 6 1.3026779 1.0000000 7.0000000
WGDEM 99 5,2222222 1.9407318 1.0000000 7.0000000
MODEM 99 4,4848485 2.1206643 1.0000000 7.0000000
EYDEM 101 5,7326733 1.4892353 1.0000000 7.0000000
ADEM 101 5,7029703 1.5201615 1.0000000 7.0000000
ILDEM 101 5,8910891 1.5485541 1.0000000 7.0000000
NIDEM 102 4,9607843 1.9084054 1.0000000 7.0000000
QIDEM 99 4,7070707 1.9496338 1.0000000 7.0000000
PPDEM 99 3,8989899 2.3883003 1.0000000 7.0000000
WRDEM 101 5,9207921 1.5012206 1.0000000 7.0000000
FLDEM 101 2,5049505 1.9678606 1.0000000 7.0000000

Competencies required by employers from “Technicians’ (graduates’ assessment)

Variable Nb Mean St.d.| Minimum| Maximum
KSDEM 38 4,4736842 1.8993148 1.0000000 7.0000000
GKDEM 38 4,4473684 1.2454755 2.0000000 6.0000000
ATHDEM 38 5,5526316 1.4274788 1.0000000 7.0000000
ANKDEM 38 5,7631579 1.3642979 2.0000000 7.0000000
NDEM 38 5,1842105 1.9009992 1.0000000 7.0000000
STDEM 37 5,4324324 1.8339475 1.0000000 7.0000000
NPDEM 38 4,3947368 2.2961716 1.0000000 7.0000000
MDEM 38 4,6052632 2.1752847 1.0000000 7.0000000
MTDEM 37 6,2162162 1.2049697 2.0000000 7.0000000
WGDEM 38 5,7105263 1.5405842 2.0000000 7.0000000
MODEM 38 5 1.8599622 1.0000000 7.0000000
EYDEM 38 5,3947368 1.7788468 1.0000000 7.0000000
ADEM 38 5,4210526 1.5876479 1.0000000 7.0000000
ILDEM 38 5,6578947 1.7128499 1.0000000 7.0000000
NIDEM 38 4,7894737 2.0021326 1.0000000 7.0000000
QIDEM 37 4,6216216 2.0863492 1.0000000 7.0000000
PPDEM 38 3,9210526 2.2706301 1.0000000 7.0000000
WRDEM 38 5,8947368 1.7977384 1.0000000 7.0000000
FLDEM 38 2,1315789 1.6631304 1.0000000 7.0000000
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Competencies required by employers from “‘Other occupations’ (graduates’ assessment)

Variable Nb Mean St.d.| Minimum| Maximum
KSDEM 12 2,25 1.7645499 1.0000000 6.0000000
GKDEM 12 49166667 2.0207259 1.0000000 7.0000000
ATHDEM 12 49166667 1.8809250 1.0000000 7.0000000
ANKDEM 12 5 2.2962420 1.0000000 7.0000000
NDEM 12 4,9166667 2.1514618 2.0000000 7.0000000
STDEM 12 5,75 1.9128750 1.0000000 7.0000000
NPDEM 12 4,8333333 2.4058011 1.0000000 7.0000000
MDEM 12 4,75 2.3403574 1.0000000 7.0000000
MTDEM 12 5,9166667 1.6764862 2.0000000 7.0000000
WGDEM 12 5,25 1.7122553 3.0000000 7.0000000
MODEM 12 4,3333333 2.1881222 1.0000000 7.0000000
EYDEM 12 55 1.6236883 3.0000000 7.0000000
ADEM 12 5,75 1.5447860 3.0000000 7.0000000
ILDEM 12 4,25 2.5980762 1.0000000 7.0000000
NIDEM 12 3,6666667 2.0150946 1.0000000 7.0000000
QIDEM 12 3,25 1.5447860 1.0000000 5.0000000
PPDEM 12 3,75 2.6328346 1.0000000 7.0000000
WRDEM 12 5,4166667 1.6764862 3.0000000 7.0000000
FLDEM 12 1,9166667 1.1645002 1.0000000 4.0000000
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Acquired competencies

Competencies possessed by graduates working in the private sector

Variable Nb Moyenne Ecart-type Minimum Maximum
KS 116 5.0948276 1.2085093 1.0000000 7.0000000
GK 116 4.8965517 1.1600548 1.0000000 7.0000000
ATH 114 5.5789474 1.2185494 2.0000000 7.0000000
ANK 116 5.9741379 1.0991001 2.0000000 7.0000000
N 115 5.2434783 1.4545229 2.0000000 7.0000000
ST 115 5.2782609 1.5191631 1.0000000 7.0000000
NP 114 4.9736842 1.3201001 1.0000000 7.0000000
M 116 5.2413793 1.3680878 1.0000000 7.0000000
MT 116 5.6293103 1.3483012 1.0000000 7.0000000
WG 116 5.9137931 1.1387939 2.0000000 7.0000000
MO 113 5.3274336 1.3054999 1.0000000 7.0000000
EY 116 5.6982759 1.1129266 3.0000000 7.0000000
A 116 5.6465517 1.0236704 3.0000000 7.0000000
IL 115 6.0000000 1.4017533 1.0000000 7.0000000
NI 114 5.4385965 1.3306136 2.0000000 7.0000000
Ql 114 5.2894737 1.3935609 1.0000000 7.0000000
PP 115 4.8608696 1.6430980 1.0000000 7.0000000
WR 116 5.7758621 1.4147435 1.0000000 7.0000000
FL 116 3.9827586 1.9200668 1.0000000 7.0000000

Competencies possessed by graduates working in the public sector

Variable Nb Moyenne Ecart-type Minimum Maximum
KS 139 5.2014388 1.1175793 1.0000000 7.0000000
GK 140 4.7500000 1.0257477 1.0000000 7.0000000
ATH 140 5.4714286 1.0825154 2.0000000 7.0000000
ANK 139 6.0000000 0.9705818 3.0000000 7.0000000
N 138 4.9565217 1.6114081 1.0000000 7.0000000
ST 138 5.0289855 1.5797165 1.0000000 7.0000000
NP 137 4.4890511 1.6184451 1.0000000 7.0000000
M 139 5.0071942 1.4963550 1.0000000 7.0000000
MT 138 5.7391304 1.3141806 1.0000000 7.0000000
WG 138 5.7246377 1.2716339 2.0000000 7.0000000
MO 137 5.1167883 1.4504852 1.0000000 7.0000000
EY 138 5.5362319 1.1970732 1.0000000 7.0000000
A 138 5.6884058 1.2130719 1.0000000 7.0000000
IL 140 5.4571429 1.4806737 1.0000000 7.0000000
NI 137 5.0218978 1.3199106 1.0000000 7.0000000
Ql 135 4.9259259 1.4384363 1.0000000 7.0000000
PP 133 4.5037594 1.7906494 1.0000000 7.0000000
WR 139 5.9640288 1.1759059 2.0000000 7.0000000
FL 137 3.3941606 1.7079299 1.0000000 7.0000000
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Volgograd data set

Nb Corr. coef. of | ANOVA/GLM
Pearson
Variables related to work experience:
- Time of employment since graduation 248 0.1358 * -
- Total work experience 248 0.0687 -
- Work experience in field obtained before or 256 0.0442 -
during university studies
- Work experience not related to the graduates’ 0.0442 -
major acquired before or during university
studies
- Work experience with the current employer 252 -0.1247 * -
Salary in first employment 244 5.18 **
Variables related to the current work/works:
Sector 252 - 32.50 ***
Branch 233 - 5.52 ***
Occupation 192 - 8.0 ***
The current work demands knowledge in the 256 - 0.03
graduate’s university major or in a related field
The current work demands a Master’s or PhD 251 - 0.69
degree
Nb of the staff managed by a graduate 256 0.1464 * -
Number of work hours 245 0.3468 *** -
The company/ institution’s geographical 249 4.89 ***
situation: (1 —5)
Size of the company where the graduate work 252 0.0881 -
Have more than one job 250 45,22 ***
Number of employers since graduation 246 0.2486 *** -
Being self-employed 249 32.91 ***
Variables related to the graduate’s education and acquired competencies
Average grade in secondary education 248 0.1681 *
Marks in higher education diploma 247 0.1639 **
The graduate strived for highest possible marks | 244 0.0962
during his/her university studies
The graduate did extra work above what was 236 0.0601
required to pass exams during his/her university
studies
Time spent on study per week during last two 231 - 0.0203
years at the university
The graduates’ university specialisation: 250 1.64
Russian, translation, journalism, physics,
Type of university studies 254 6.76 **

Type of secondary school
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Coefficient of consistency of competencies 210 - 0.1066
possessed by the graduate to competencies
demanded in current work
Variables with personal data of a graduate
Gender: 254 19.5]1 ***
Male vs. female
Age 256 - 0.0287
Children 251 0.80
Father’s educational attainment 246 0.31
Mother’s educational attainment 248 0.12
If one of the parents has higher education
Partner’s educational attainment 225 3.49 *
Moscow region data set
Nb Corr. coef. of ANOVA/GLM

Pearson
Variables related to work experience:
- Time of employment since graduation 138 0.0172 -
- Worked in a non-profit organisation during 137 - 2.27
university studies (yes, no)
- Work experience with the current employer 136 -0.1398 -
Variables related to the current work/works or employment status:
Sector 129 - 45.61 ***
The current work demands knowledge in the 138 - 1.36
graduate’s university major or in a related field
The current work demands lower than higher 137 - 1.71
education
Number of work hours 135 0.2985 *** -
Place of work: (Moscow vs. Moscow region) 136 - 20.28 ***
Have more than one job 138 - 0.45
Be self-employed 129 - 12.53 ***
Number of employers since graduation 0.22 **
Variables related to the graduate’s education and acquired competencies
Average grade in secondary education 123 -0.0628 -
Marks in higher education diploma 134 -0.1414 -
The graduate strived for highest possible marks | 134 -0.0045 -
during his/her university studies
The graduate did extra work above what was 134 -0.1200 -
required to pass exams during his/her university
studies
Time spent on study per week during last two 121 -0.0848 -
years at the university
The graduates’ university specialisation: 127 - 2.34*
Teacher
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Type of secondary school (complete general 137 - 0.49
education; medium professional education)

Educational institution 132 - 4,90 **
Variables with personal data of a graduate

Gender: 138 - 1.84
Male vs. female

Age 137 -0.0164 -
Children (1,2,0) 137 - 3.26*
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