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Labour productivity management:
factors of growth, the role of social
and labour monitoring

Abstract

Labour productivity is among conventional tools of sustainable development and a subject of modern research
in economic and social sciences. Systematic work to stimulate its growth is carried out through the centres of
competence and labour productivity growth created in a number of countries (the overview of which is given
in our paper). At the same time, recent research works frequently highlight the importance of social factors
of growth along with technical ones. Attention is paid to the introduction of lean production practices and
programmes for organizational culture transformation.

Estimation of labour productivity faces a number of difficulties at both macro and micro levels. They are
investigated and addressed in the current paper.

The main purpose of the paper is to identify factors having the greatest impact on the level of labour productivity
and the way of their estimation in different countries on the basis of a comparative analysis of their labour
productivity management and monitoring policies.

As a part of the study, we conducted a comparative analysis of Russia and a number of foreign countries in
terms of labour productivity (namely, USA, G7, European Union-28, Japan, and China). The dynamics of GDP
per hour worked and GDP per employee as the indicators of labour productivity for our comparison has been
used. It is calculated that labour productivity in Russia is about 2 times lower than in the developed countries.
Models that allow different countries of the world to achieve a high level of labour productivity have been
singled out based on the conducted research

It is concluded that with regard to the Russian national mentality, a rational model of labour relations should
be based on three unified systems: the tariff, the resultant, and the profit-sharing one.
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Factors Of Growth
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BepTakoBa 0. B.

[OKTOp €KOHOMIYHMX HayK, npodecop, 3aBiayBay kaeapu perioHanbHOT EKOHOMIKM Ta MEHEKMEHTY,
MiBaeHHo-3axigHun aepxaBHU yHiBepcuteT, Kypebk, Pocincbka ®epepadis

ManbueBal. ®.

KaHaAMOAT eKOHOMIYHUX HayK, AOLIEHT Kadeapu perioHanbHOI EKOHOMIKU Ta MEHELXKMEHTY,
MiBaeHHo-3axigHun aepxaBHU yHiBepcuteT, Kypebk, Pocincbka Pepepadis

Wynwbrina 1O. B.

acnipaHT kadeapwu perioHanbHOT EKOHOMIKA Ta MEHEKMEHTY,

MiBaeHHO-3axigHun aepxaBHU yHiBepcuteT, Kypebk, Pocincbka ®epepadis

YnpaBniHHA NPOOYKTUBHICTIO NpaLli: YWUHHUKMU 3POCTaHHSA, POofib couianbHO-TPYAOBOIO MOHITOPUHIY
AHoTauis. [owyK iIHCTPYMEHTIB CTanoro po3BUTKY €KOHOMIYHUX CUCTEM € 06’EKTOM LOCHiIIKEHHSA DaraTboX
YYEHUX-eKOHOMICTIB. O4HMM i3 TpaanUiNHNX IHCTPYMEHTIB € NpoAyKTMBHICTL Npaui. CucteMHa poboTa wono
CTUMYMIOBaHHSA il 3pOCTaHHSA 3AINCHIOETLCA Yepe3 CTBOPEHi B psaAi KpaiH LeHTM KOMNEeTEHLn, 3pOCTaHHSA
NPOAYKTMBHOCTI npaui. MNMpyn UbOMYy B OCTaHHIX AOCHIMKEHHSIX BCe YacTiwe BiA3HA4YaeTbCsl BaXNUBICTb
couianbHUX YMHHUKIB 3pOCTaHHSA, Mopsg i3 TEXHIYHUMKU bakTopaMu NPUAINSETbCS yBara BNpPOBaLXEHHIO
NPaKTUK OLaZHOro BUPOOHMLTBA, pO3p0o0nstoTbCca nporpamu TpaHcdopMalii opraHi3auiiHoi KynbeTypu.
BapTto Big3HauMTK, WO OLiHKa NPOAYKTUBHOCTI Mpaui NOB’si3aHa 3 HW3KOK TPYAHOLB SIK HA Makpo-, Tak i
Ha MikpopiBHi. Lle ycknagHioe npoBefeHHS MOPIBHASBHOMO aHanidy, Bumarae BrpOBaXeHHs O00aTKOBUX
KOpuryBaHb. Y CTaTTi pO3KpUBaOTLCA OCOBMMBOCTI 1 TPYAHOLLI OLiHKM NMPOAYKTUBHOCTI npaui Ha Makpo- i
MiKPOPIBHi.

OcHoBHa MeTa cTaTTi — BUABUTU DaKTOPWU, SKi YMHATL HaWBINbLWIMA BNNUB Ha piBEHb MNPOAYKTUBHOCTI
npadi Ta cnocobm Moro OLiHKM B Pi3HUX KpaiHax Ha OCHOBI MOPIBHANBHOIO aHanidy MomniTUKK yrnpaBIiHHSA
NPOOYKTMBHICTIO Npaui Ta MOHITOPUHTY.

Y pamKkax [OCMiIKEHHS MW MPOBENWU MOPIBHANBbHMIA aHani3 Pocii Ta psagy 3apybibkHMX KpaiH 3 TOYKMK
30py nNpoAaykTMBHOCTI npaui (a came, CWA, G7, €Bpocots-28, HAnoHia Ta Kutain). OAna nopiBHSAHHSA
BUKOpucToByBanuca AumHamika BBIT Ha BignpauboBaHy roamHy 1 BBI1 Ha ogHoro npauiBHuMKa B SIKOCTI
NMOKa3HWKIB MPOAYKTMBHOCTI npadi. lNigpaxoBaHo, WO npoaykTUBHICTL npaui B Pocii npnubnusHo B 2 pasm
HWXYe, HK Y PO3BUHEHUX KpaiHax.

Ha nigctasi npoBegeHoOro AoOCrigpKeHHA BMAINEeHO Mogeni, Wo A03BOSIAITL PisHUM KpalHam CBIiTY AOCArTU
BUCOKOIO PiBHSA MPOAYKTUBHOCTI npaui.

ABTOpamMu poOWTLCS BUCHOBOK MpPO Te, WO 3 YypaxyBaHHSAM pPOCINCBKOrO HauioHanbHOro MeHTaniTeTy
pauioHanbHa Modenb TPYAOBMX BiHOCUH MOBMHHA IPYHTYBATUCH Ha TPbOX MOEQHAHMX CUCTEMAX: TapWUdHIn,
pe3ynbTyloYin | cuctemi ydacTi B npubyTKax.

KnroyoBi cnoBa: NpoayKTUBHICTb NpaLi; couianbHO-TPYAOBMIA MOHITOPUHT; EKOHOMIYHWUA PO3BUTOK; dhakTopm
pocTy.

BepTtakoBa 0. B.

[JOKTOP 9KOHOMMYECKMX Hayk, npodheccop, 3aBeaytoLlas kadpeapon permoHanbHON SKOHOMUKU Y MEHEMKMEHTA,
KOro-3anaaHbii rocygapcTBeHHbln yHuBepcuTeT, Kypck, Poccuiickaa ®epepaums

ManbueBa U. &.

KaHAMOAaT 3KOHOMUYECKUX HayK, AOLEHT Kadbeapbl permoHanbHOM 3KOHOMUKM M MEHEKMEHTA,
FOro-3anagHbl rocygapcTBeHHbln yHUBepcuTeT, Kypck, Poccuitickas ®epnepaums

WynbruHa HO. B.

acnupaHT Kadegpbl permoHanbHOM 3KOHOMUKU Y MEHEKMEHTA,

lOro-3anagHbivi rocynapcTBeHHbl yHuBepcuteT, Kypck, Poccuickaa ®enepauuns

YnpaBneHune npousBoAUTENBHOCTLIO TpyAa: PpakTopbl POCTa, POfib COLMANbHO-TPYAOBOrO MOHUTOPUHra
AHHoOTaumsa. MoncKk MHCTPYMEHTOB YCTOMYMBOrO pPasBUTUS IKOHOMWYECKUX CUCTEM SIBNAETCA OObEeKTOM
UCCNedoBaHUA MHOMMX  YYEHbIX-9KOHOMUCTOB. OAHMM U3  TPaaAMLMOHHBLIX WHCTPYMEHTOB SBMSETCSA
npousBoguTenbHocTb Tpyda. CuctemHass pabota no CTUMYNMPOBaHUIO €€ pocTa  OCYLLECTBISETCS
yepes3 Co3faHHble B psiie CTpaH LEeHTbl KOMMETEHUMA, pocTa Mpou3BoauTenbHOCTU Tpyaa. [pu sTtom B
nocnegHnx WCCrnegoBaHMAX BCE Yalle OTMEYaeTCsl BaXHOCTb coumarbHbiX (PakTOpoB pocTa M Hapagy
C TexXHu4yeckummn aktopamn yaenseTcs BHUMaHWE BHEOPEHMIO MNPaKTUMK OGepexnnBoro npouM3BOACTBA,
paspabaTbiBaloTCsi NporpaMmbl TpaHcOpMaLUn OpraHn3aLmMoHHON KyrnbTypbl. CTOUT OTMETUTb, YTO OLeHKa
Npon3BOAUTENBHOCTU TpyAa COMpsiKeHa C PsAaoOM TPYOAHOCTEW KaK Ha Makpo-, Tak M HA MUKPOYPOBHE, 4TO
TpebyeT BHeaApeHUs1 AONONHUTENbHbLIX KOPPEKTUPOBOK NPW NPOBEAEHUM CPABHUTENBHOIO aHanusa. B ctaTtbe
pacKkpbIBalOTCA OCOBEHHOCTU U TPYQHOCTU OLIEHKN MPOU3BOOAUTENBHOCTU TpyAa Ha Makpo- M MUKPOYPOBHE.
OcHoBHas uUenb CTaTbM — BbIABUTb (PAKTOpbl, OKasbiBallWMe Hauborbllee BNUsSHUE Ha YPOBEHb
NPOM3BOAUTENBHOCTU Tpyaa U Cnocobbl NX OLIEHKU B pa3HbIX CTPpaHax Ha OCHOBE CPaBHUTENbHOIO aHanuaa
NOMUTUKN yrNpaBneHns Npou3BoaANTENbHOCTBLIO TpyaAa U MOHUTOPUHIA.

B pamkax mnccnenoBaHus Mbl NPOBENU CpaBHUTENbHbIM aHanu3 Poccun n paga 3apybexHbix CTpaH C TOYKU
3peHnsa npomnssoauTenbHoCcTM Tpyaa (a umeHHo, CLUA, G7, EBpocotos-28, AnoHus u Kutan). [lng cpaBHeHus
ucnonb3oBanacb gvMHamuka BBl Ha oTpaboTaHHbIv Yac 1 BBl Ha ogHoro paboTHUKa B kadecTBe nokasaTenen
npon3BoguTenbHOCTU Tpyaa. lNogcuntaHo, YTo MPOM3BOAMTENBHOCTL Tpyaa B Poccmn npumepHo B 2 pasa
HWXe, YeM B pasBUTbIX CTpaHax.
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Ha ocHoBaHWM NpoBedeHHOro MccrieqoBaHus BblOeneHbl MoOenu, No3BoNsALLIME Pa3NUYHLIM CTpaHaM mupa
[OCTUYb BbICOKOTO YPOBHS NMPOM3BOAUTENBHOCTU TPyAa.

[enaetcs BbIBOOg O TOM, YTO B OTHOLUEHMM POCCUIACKOTO HauMOHamnbHOro MeHTanuTeTa pauuoHasibHast
MOA€enb TPYAOBbLIX OTHOLUEHWUIA [OMMKHA OCHOBBLIBATbCS HAa TPEX YHWU(PUULMPOBAHHbLIX CUCTEMAaX: TapUdHOMN,
pe3ynbTUPYIOLLEN U CUCTEME YYacTus B NPUObINSX.

KnioueBble cnoBa: NpoV3BOAUTENBHOCTb TPyAa; COLMANbHO-TPYAOBOW MOHUTOPUHI; 3KOHOMUYECKoe
pa3BuTue; dhakTopbl pocTa.

1. Introduction

Economic globalization and expansion of the influence of multinational companies on social
and economic development narrows the list of effective tools that allow countries to maintain a
high level of competitiveness, ensuring the stability and independence of their economic sys-
tems. One of these tools is the growth of labour productivity. That is why most countries have
been developing and implementing a set of measures aimed at improving its level. Most often,
this set of measures is fixed in state target programmes, national projects, and social and eco-
nomic development strategies. Some previous research conducted by the authors showed that
the labour productivity and global competitiveness of the country are closely interrelated, and
the level of productivity also affects population wellbeing (Vertakova & Maltseva, 2015). However,
the state policy in the field of labour productivity regulation does not always ensure the achieve-
ment of the target results. In particular, in Russia, despite the existence of some incentive pro-
grammes, the level of labour productivity according to some scientists is three times lower than
in Europe. This necessitates the analysis of the target programmes for labour productivity growth
in the leading countries. The study of foreign practices will help to identify tools that can be ef-
fectively used for managing productivity in Russia, as well as identify factors that contribute to its
growth and, conversely, hinder it.

2. Brief Literature Review

Labour productivity is significantly different in the context of a country-by-country basis. Ac-
cording to the most commonly used indicator of the OECD methodology, Ireland, Luxembourg
and Norway are the leaders in labour productivity. Many economists agree that the existing indi-
cator does not clearly characterize the picture related to labour productivity. In particular, in Ire-
land, its high level is ensured by low tax rates, and due to that many multinational corporations
have moved their financial operations to this country without large-scale involvement of labour.
Paul Krugman who called the Irish economy a «leprechaun economy» (cit. by FT, Boland, 2016).
and Joseph Stiglitz criticize the implementation of such policies and question the high level of la-
bour productivity there.

The dynamics of labour productivity is uneven not only across countries, but also across indus-
tries. M. Brill, C. Holman, Ch. Morris, R. Raichoudhary and N. Yosif (2017) conducted a study aimed
at identifying industries in the USA where labour share decline occurs faster. The authors distin-
guish some industries but the cause of such changes are not clear yet.

The development of stable conditions and reduction of uncertainty are noted as key factors of
productivity growth by E. V. Burmistrova and E. L. Popchenko (2017).

Capital investments are often considered by researchers as a source of productivity growth.
However, N. V. Spasskaya and V. E. Kireev (2015) argue that investments affect labour productivity
only indirectly through a number of steps.

Researchers pay much attention to methods and factors of labour productivity growth, a signifi-
cant part of which is associated with the introduction of scientific labour organization and lean pro-
duction. At the same time, transformations usually affect not only production but also managerial
business processes. G. Ostapkovich (2018), Director of the Centre for Business Tendencies Studies
of the National Research University of the Higher School of Economics (Moscow, Russia) mentions
that scientific organization of labour and the renewal of fixed assets are important factors of labour
productivity growth in the modern economy. D. Pishchalnikov, Chairman of the Board of Directors
at the Krasnokamensky Metal Grid Plant, focuses on modern methods of scientific organization of
labour. In his opinion, it is possible to achieve significant results with proper management of labour
productivity (Pishchalnikov, Bodrunov, & Ostapkovich, 2018).

The application of environmental systems theory to personnel assessment (Cleveland et al.,
2015), proposed by J. N. Cleveland, Z. S. Byrne and T. M. Cavanagh (2015) in the paper «The future
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of HR is RH: Respect for humanity at work», is quite innovative. The topic of «green» technologies
of human resource management was further developed in the works of D. Renwick et al. (2016), in
particular, in «Contemporary developments in green (environmental) HRM scholarship». In our opi-
nion, the term «green» does not reflect the aspects raised by the authors properly; a more neutral
term «eco-friendly» would be more appropriate.

D. R. Jamali, A. M. E. Dirani, and I. A. Harwood (2014) in the paper «Exploring human resource
management roles in corporate social responsibility: the CSR-HRM co-creation model» consider
social and labour monitoring in the context of corporate social responsibility. In our opinion, the sig-
nificant role assigned to it is fully justified. The importance of institutional transformations was men-
tioned by V. A. Tsvetkov et al. (2017).

Despite the fact that labour productivity is well studied, and methods of its estimation and fac-
tors influencing its growth are analyzed, there remains the question whether labour productivity is
a source, or, on the contrary, arises as a consequence of the structural changes in the economy.

3. The purpose of the paper is to identify factors having the greatest impact on the level of la-
bour productivity and the way of their estimation in different countries on the basis of a comparative
analysis of their labour productivity management and monitoring policies.

4. Results

There are various indicators to measure productivity. Their choice for specific research is de-
termined by the policy vector, as well as the availability of data. The ratio used to estimate labour
productivity makes it possible to estimate the efficiency of using resources to produce goods and
services. In this case, both the total employment and the total number of hours worked can be
considered as the indicator of the resource utilization.

One of the most widely used approaches at the country level is the measurement of labour pro-
ductivity as gross domestic product (GDP) per hour of work. Productivity that takes into account
hours of work is more indicative in terms of reflecting labour costs than that that takes into account
the number of employees (OECD, 2019). If you rely on the number of employees, the study will miss
the impact of the development of underemployment and overtime work.

The disadvantage of using the number of hours worked in the formula denominator is the diffi-
culty of obtaining statistical data and their reliability. Even in developed countries, working hours
are most often recorded in terms of the number of hours paid rather than actual hours worked. Ac-
cordingly, no adjustment is made for such out of work time as paid annual leave, sick leave, preg-
nancy leave, child care leave, etc. There is a common situation when statistical data are collected
only for certain categories of workers (only for employees) or for certain categories of enterprises
(belonging to key sectors of the economy or having a fairly large size) (ILO, 2015). For underdeve-
loped countries, these problems are exacerbated.

In their study, A. Ward, M. Zinni and P. Mariana (OECD, 2018) demonstrated the impact of sig-
nificant adjustments in calculating the number of hours worked on the productivity indicator. In
Figure 1, the difference between official national data regarding the annual number of working
hours per employee in OECD countries and their estimate after a certain adjustment by OECD it-
self is presented.

The result of overestimating hours worked is the underestimation of labour productivity levels.
For some countries, the adjustment reduced the relative productivity gap (compared to the US) by
about 10 percentage points.

In the Russian Federation, in accordance with the order of the Ministry of Economic Develop-
ment No. 748, of December 28, 2018, the productivity of an enterprise is defined as value added
per unit of labour costs, where labour costs are the average monthly number of insured persons.
For an industry or a constituent entity of the Russian Federation, the calculation is based on indi-
vidual enterprises data.

A productivity-related indicator, unit labour cost, is also used to estimate the international com-
petitiveness of countries. However, the use of this indicator for policy formation requires caution,
since it does not take into account trends in international production location.

The cause of the distortion of country productivity indicators is the desire of multinational corpora-
tions to optimize taxation burden and risks. It is common for a company to move its headquarters (and
assets) to jurisdictions that have lower corporate tax rates (Efremov & Vladimirova, 2018). At the same
time, the specifics of the company’s activities may not require the relocation of the labour force.
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Figure 1:
Average annual hours worked per worker, selected OECD countries, 2016
Source: OECD (2019a)

A striking example of the scheme used by large companies is the combination of «Double Irish»
and «Dutch Sandwich» (Figure 2).

The first of the registered subsidiaries is a tax resident of Ireland. It works with real consu-
mers, but most of its revenue (about 90-95%) is spent on paying for the sublicense of the com-
pany that is a tax resident of the Netherlands. The Dutch company, in its turn, pays for a subli-
cense to another Irish company that is a tax resident (for corporate taxation) of an offshore zone.
When paying royalties from Ireland to the Netherlands and from the Netherlands to Ireland, for
the source no tax is charged (in accordance with the double taxation avoidance agreement). As a

Corporation

intellectual property
transfer

Irish Company €
l sublicence |
h“-—_\x

———
—/ 3 )

full ownership Dutch Company

\ J/ sublicence

I I Irish Company

© ]

any user outside the
USA

royalty

Figure 2:
Scheme of combination of «Double Irish» and «Dutch Sandwich» for taxation burden and
risks optimization without labour force relocation
Source: Russian Tax Portal (2012)
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result, corporate taxes are paid only for the portion of income remaining in the possession of the
first of the Irish companies after the payment of royalties.

For example, the entire European (and largely middle Eastern and African) turnover of Google
Corporation goes through a subsidiary Google Ireland Ltd., registered in Dublin. The number of
employees of this company is about 7,000, including about 3,500 permanent employees (the rest
are contract employees) (RTE, 2017). Most of this company’s revenue is spent on paying license
fees transmitting to Google Netherlands Holding B. V., a company registered in Amsterdam, having
no employees (as of 2018). This company, in its turn, transfers most of the money to Google Ire-
land Holdings, a company with dual jurisdiction (Ireland and Bermudas) which was, for example,
EUR 19.9 billion in 2017 (cit. by Bloomberg Tax, Kassam, 2019).

Thus, assets are transferred within the corporation between different countries, and are inclu-
ded in the GDP not of the country where the product is actually produced or sold, but to the one
with more favourable tax conditions (in particular, Ireland, Luxembourg, the Netherlands and Swit-
zerland) (UNCTAD, 2018). Various methods are used to correct such data: for example, under the
guidance of the Central Bank of Ireland, a modified gross national income indicator was developed
that should exclude the effects of globalization from economic data (Boland & Romei, 2017).

According to the research conducted By McKinsey Global Institute (Remes et al., 2018), most
developed economies have a potential for productivity growth of 2%, and the fulfilment of the po-
tential largely depends on how correct the made decisions will be. McKinsey Global Institute ex-
perts propose focusing on stimulating demand and digitalization. Digitalization, in their opinion, can
become the basis of a new wave of productivity growth.

Many countries, realizing the importance of regulating productivity issues, create special struc-
tures that can systematize best practices and encourage their development within the country
(Table. 1).

Our analysis has led us to the conclusion that most countries consider it most rational to support
small and medium businesses. Large businesses tend to be more resilient, have significant assets,
and easier access to cheap resources, so targeted financial support for large businesses is not as
relevant as for medium and small ones. Most researchers agree that supporting effective enterpri-
ses with direct subsidies is not rational. In this case, you can use indicative planning tools to en-
courage leading companies.

As a part of the study, we conducted a comparative analysis of Russia and a number of foreign
countries in terms of labour productivity. The dynamics of GDP per hour worked as an indicator of
labour productivity for our comparison is presented in Table 2.

The indicators of the Russian Federation are significantly lower than those of other subjects un-
der consideration. Thus, in 2018, GDP per hour worked in the Russian Federation was 2.64 times
lower than in the USA, 2.31 times lower than in G7, 2.02 times lower than in the European Union,
and 1.65 times lower than in Japan. However, due to the higher growth rate, the gap was narrowed.

Table 1:
Labour productivity growth centres in the world
Country/ Name Year of Activity
Region foundation
Germany German Labour Productivity 1921 Includes the national centre, advisory councils and working groups
Centre (Rationalisienungs- for productivity issues. The focus is on improving competitiveness
Kuratorium der Deutschen and labour productivity in small and medium businesses.
Wirtscraft — RKW)
Singapore | National Productivity Council - 2010 Includes the national council, information centre and business
NPC community, national and regional centres for small and medium
businesses support. Programmes are aimed at the development of
small and medium businesses of priority sectors.
Europe European Association of 1966 Besides labour productivity growth programmes realization, combats
National Productivity Centres unfair competition and supports environmental protection.
Asia Asian Productivity Organization 1961 Shares experience, research and development of best practices of
labour productivity growth among the member countries.
Russia Federal Competence Centre for 2017 Focuses on losses elimination and introduction of best labour
Labour Productivity productivity management practices at medium and large enterprises.
Japan Japan Productivity Centre (JPC) 1955 Includes Academy of Management, Japan political council, Japan
forum for economic growth, etc. Much attention is paid to training
and development of human resources.

Source: Compiled by the authors on the basis of:

Belostotskaya (2019); Improvement of labour productivity

in the Republic of Tatarstan (2015); Japan Productivity Center (2019); Federal Competence Centre for Labour
productivity (2019); German Labour Productivity Centre (2019) and others
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Table 2:
GDP per hour worked (USD, in current prices)
Country 2016 2017 2018 Growth rate 2018/2016, %
USA 70.0 72.2 74.7 106.71
G7 62.0 64.0 65.6 105.81
European Union (28 countries) 53.8 56.3 57.3 106.51
Japan 45.6 46.1 46.8 102.63
Russian Federation 24.7 26.5 28.3 114.57

Source: OECD (2019b)

In 2016, the corresponding figures were even worse: 2.83 times for the USA, 2.51 times for G7, 2.18
times for the European Union, and 1.85 times for Japan.

The leaders among the OECD countries are Ireland (USD 102.3 per hour worked in 2018) and
Luxembourg (USD 101.9 per hour worked in 2018), which is largely due to the fact that these coun-
tries are used by multinational corporations for tax optimization, rather than the unique tools that
are actually applied to increase productivity.

The comparison of productivity by GDP per employee is presented in Table 3.

According to GDP per employee indicator, Russia in 2018 is 2.33 times behind the USA, 1.94
times behind the G7, 1.68 times behind the European Union, and 1.41 times behind Japan. At the
same time, Russia’s indicator is 1.72 times higher than that of China. Although the overall picture is
similar to that observed when analyzing the dynamics of GDP per hour worked, the gap between
the countries’ data is somewhat smaller.

So, a high country’s GDP is not a guarantee of a high GDP per employee (or per hour worked).
For example, in China, which is firmly ranked first in the world in terms of GDP, labour productivity
is significantly lower than in the leading countries. This is due to the large population and high per-
centage of employees.

Models that allow a country to achieve a high level of labour productivity are:

1) low cost of the final product with a large production output and a low percentage of employees

(typical for Arab countries that specialize in oil production);

2) production of the high-cost products with a high (or at least average) percentage of employed
people (typical for the United States and most Western European countries);
3) production of the high-cost products with a low percentage of employed people.

Labour productivity in a broad sense includes the productivity of materialized labour (characte-
rized by return on capital investments) and the productivity of living labour (characterized by
output). Shaping a labour productivity management policy, a special attention is paid to the
technicality of the issue - new equipment purchasing, introduction of resource saving techno-
logies, modernization of production lines, etc. All these related to investment activities require
additional costs. Under the conditions of limited resources, more and more companies resolute
to activate their internal reserves and develop measures aimed at increasing labour productivity
by properly organizing the work space, business processes, and implementing lean production
techniques.

In previously published works (Shulgina & Maltseva, 2019; Shulgina, Maltseva, & Stepanova,
2019), we have highlighted that output estimation is difficult when it is required to estimate the pro-
ductivity of white-collar workers. Firstly, it is often impossible to set specific quantitative indica-
tors; secondly, it is difficult to estimate the efficiency of working time utilization. Inappropriate use
of working time for viewing personal mail, news, social media on personal topics, etc. on average
takes from 30 minutes to 1.5 hours per day. The introduction of an effective system of social and la-
bour monitoring allows us to partially solve this problem and helps reduce losses. However, in our

Table 3:
GDP per employee (USD, in current prices)
Country 2016 2017 2018 Growth rate 2018/2016, %
USA 121,853.8 125,537.3 130,300.3 106.93
G7 102,768.0 105,920.2 108,345.0 105.43
European Union (28 countries) 88,370.9 92,213.7 93,598.5 105.92
Japan 78,109.4 78,810.7 78,621.7 100.66
Russian Federation 48,789.5 52,465.0 55,867.6 114.51
China 27,460.3 29,780.3 32,553.2 118.55

Source: OECD (2019b)

Vertakova, Yu., Maltseva, I., & Shulgina, Yu. / Economic Annals-XXI (2019), 180(11-12), 173-182

179



ECONOMIC ANNALS-XXI
DEMOGRAPHY, WORKFORCE ECONOMY, SOCIAL AND ECONOMIC POLICY

opinion, building a system of social and labour monitoring that allows estimating the performance
should be accompanied by a transformation of the organizational culture. It can be in favour of de-
velopmental, rational or hierarchical corporate culture and, as a result, the culture of production
(see, for example, Warner, 2013). Building a systematic work in this direction requires considera-
ble time: a complete change of organizational culture takes about 3 years. The formation of rational
and strong organizational culture when employees understand their role in the company and area
of responsibility, make innovative proposals, work to improve the quality of products and services,
increase customer satisfaction - all these can, according to various estimates, lead to the increase
of productivity by 40-60%.

Recognized in the world practice tools for improving productivity can be divided into two big ca-
tegories: workforce management and talent management (employee development management).

In terms of solving the problem of increasing labour productivity in modern conditions in the Rus-
sian Federation, we regard justified to resort effective methods rejected during the first years of mar-
ket reforms. In the 1920s, based on the ideas of F. W. Taylor and his followers in the USSR, the con-
cept of scientific organization of labour was developed. In the 1930s, the development of this area
of research was interrupted, but in the 1960s it was restored. Since 1967, scientific work on scien-
tific organization of labour has been actively conducted, and many of the developed methods have
not lost their relevance in a current context (Belyaev et al., 2019).

Basic provisions of the scientific organization of labour are:

= improvement of specialization of labour,
e improvement of workplace organization,
e improvement of working methods,

= optimization of labour rating,

e training of personnel (Krivov, 2016).

One of the modern forms of specialization of labour is the outsourcing of non-core functions,
standard and mass operations, involving similar algorithms, for different enterprises. The obvious
advantages of outsourcing are absence of necessity for investment in specialized equipment and
training of qualified employees, guarantee uninterrupted operation, opportunity to apply best prac-
tices and experience, and ease of control «by results».

Within the framework of workforce management at a new level of automation such tools for ma-
naging the efficiency of employee’s working time as timekeeping and photography of working time,
as wall as standardizing of operations become a widespread practice.

Toyota’s lean production concept, for example, is based on identifying and eliminating eight
types of losses: overproduction, waiting, movement, excess inventory, defects, excessive han-
dling, transportation, and unused employee potential (Brom & Belonosov, 2016). The introduc-
tion of this concept at enterprises can improve the efficiency of using various resources, inclu-
ding labour.

The change of the resource paradigm, the transition of the advantage to the production of an in-
formation product, transforms the subject of prudence as well. If in the classical version of the con-
cept, the main attention was paid to material resources, the economical spending of which was
achieved by improving technological and organizational processes, under modern conditions, the
new factor of prudence is economy in the logistics of communicating information between subjects
and objects of management (Melnikov & Gankin, 2018). In Russia, a lean production system is im-
plemented within the framework of the national project «Labour Productivity and Employment Sup-
port» (Shtraus, 2019).

However, the introduction of scientific methods for labour organization or the concept of lean
production does not guarantee the success of the enterprise. They can contribute to achieving
high results, but the key to the intensification and rationalization of work is the person himself.
Employees’ behaviour can be irrational (Bovykin, 2019). In an attempt to minimize the uncertainty
in the employees’ behaviour using scientific methods for labour organization, managers determine
processes in detail, divide operations excessively, and thus achieve the opposite effect: methods
designed to increase labour productivity begin to hinder it due to the negative reaction from an
employee. The Japanese mentality differs from the Russian one. It would be unreasonable to ex-
pect the same results from the introduction of the concept of lean production in Russia. An impor-
tant task that should be solved in the framework of improving labour productivity at the Russian
enterprises is to create the organizational culture in which employees would be focused on im-
proving discipline and performance. Taking into account the national mentality, a «Rational model
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of labour relations» was developed, based on three unified systems - the tariff system, the resul-
tant system, and the profit-sharing system.

5. Conclusions

The methods used to estimate the level of labour productivity often do not reflect the real pic-
ture. This makes it difficult not only to make international comparisons, but also to assess changes
in dynamics.

The analysis of some existing productivity management practices and policies has shown that
they can be divided into two groups. The first one focuses on using reserves, optimizing existing
business processes, production, logistics, etc. The second one involves additional investments and
is aimed at implementing modern technologies. The latter will be effective only if all the processes
at the enterprise are already fixed and the organizational culture corresponds to the goals and ob-
jectives of the company.

Building a policy of labour productivity management, most countries rely on small and medium
businesses, form effective consulting and methodological support for enterprises participating in
the program, and create regional and industrial support centres.

The issue of whether labour productivity is a source of structural changes or, on the contrary,
arises as a result of economic restructuring, remains debatable. A number of economists note in
their publications that the problem of labour productivity management is not so urgent and does
not require much attention, it is necessary to focus on managing domestic demand and deve-
loping tools to stimulate it. In our opinion, labour productivity management is an essential con-
dition for building sustainable social-economic development. Under the conditions of the demo-
graphic pitfall, the growth of labour productivity will ensure a decent level and quality of life for
the population, restructuring the economy for the new mode. At the same time, labour produc-
tivity should be understood in a broad sense, when an important role is played not only by tech-
nical factors of growth but also by the transformation of social and organizational components.
Only an integrated approach can ensure the achievement of growth targets and the stability of
the economic system.
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