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Some aspects of socially-labor relations are in the small
enterprise of the Kirovograd of region

The article is devoted research of features of socially-labor relations in the small enterprise of the
Kirovograd of area. Basic problems and obstacles which brake development of socially-labor relations in a small
enterprise are exposed. Socially-labor relations are described between employers and hired workers on small
enterprises. Measures are offered on the removal of failings in socially-labor relations which exist in a small
enterprise at regional level.
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HekoTopble acneKTbl  COIHMAJbHO-TPYJAOBBIX OTHOLIEHHH B  MaJOM NpPeINpPHHUMATEILCTBE
Kuposorpajackoro peruona

Cratbs IOCBSIIEHA UCCIIEIOBAHUIO OCOOCHHOCTEH COIMAILHO-TPYAOBBIX OTHOILICHUH B MajloM
npeanpuHIMaTenbeTBe Kuposorpanckoit oomactu. OTpakeHbl OCHOBHBIE IIPOOJIEMBI U TPEMSITCTBHS, KOTOPbIC
TOPMO3ST PA3BUTHE COLMANBHO-TPYAOBBIX OTHOIICHUH B MaJIOM NpEAIPHHNMATENBCTBE. OXapaKTepU30BaHbI
COIMAIBHO-TPYOBBIE OTHOILICHHUS MEXIy paboTONaTeNIMI M HAEMHBIMH PA0OOTHUKAMH Ha MaJIbIX
npeanpusTusxX. IIpeuioskeHpl MEpONPUsITHSL YCTPAHEHNSI HEOCTATKOB B COLMAIBHO-TPY/IOBBIX OTHOLICHUSIX,
KOTOpBIE CYLIECTBYIOT B MaJIOM NPEANPHHUMATENLCTBE HA PETHOHAIBHOM yPOBHE.

COLHATBHO-TPY/0BbIe OTHOLIIEHHs, MaJIoe MPeANPHHIMATE]bCTBO, 3aHATOCTh HaceJIeHUs], COMAIbHBIN
naket

Statement of the problem. Market transformations in Ukraine are making big
changes in existing social relations until now. This is especially true nature of the
employment relationship. Radical changes were made primarily of property, as it appeared
diversity was hired labor, and labor has become a commodity. In such circumstances, the task
of economic science appear to disclose the essence of the new industrial relations arising in
integral part of the market economy - small business and for small businesses as they also
sold them.

Analysis of recent research. Problems of industrial relations have coverage in the
works of such famous Ukrainian scholars as O. Grishnova, T. Zayets, A. Colot, E. Libanova,
V. Onikienko, M. Semykina, L. Fedulova, L. Filshteyn and some others. Development
problems of small business is reflected in the writings of foreign authors D. Stoner, E. Doslan,
R. Barua, J. Schumpeter, Hyzrich R., M. Peters, and Ukrainian - Varnaliy S., S. Driga,
A. Kuzhel, D. Liapin and others. Thus, the specific problems of small business and industrial
relations were considered, but the relationship of these two fundamental phenomena of
market economy requires detailed research.

The purpose of the article. Relevance and problem elaboration define topics article
whose purpose is to highlight certain aspects of industrial relations in small business.

The main material. Small business, despite the relatively short period of post-Soviet
Ukraine, has become an integral part of the socio-economic structure of society. According to
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the Central Statistical Office of Kirovograd region at the end of 2012 in the region of 6617
there were small enterprises (6.11% more than in 2011), in which the conditions of permanent
employment employed 37,153 people (on 0.67% more than in 2011) [3].

Quite difficult situation in the region with youth entrepreneurship because many
young people do not have sufficient knowledge of running a small business, do not have
information on how to obtain loans, options for international cooperation, new promising
areas of business, there is no reciprocity, so many young people do not find opportunities to
develop their own business.

Among those older issue of employment is not the perception of computer technology
and difficult to adapt to new conditions as they find a suitable job harder.

This is not to ignore the important distinctive feature small business owners approach
to recruitment - taking into account not only the formal features which are traditionally
considered in the selection of candidates (education, experience), but also their personal
characteristics. In addition, different criteria approach used in the admission of new
employees to the positions of production workers, on the one hand, and the positions of
specialists, managers, officials, on the other, that the selection of applicants are reviewed
according to various criteria, the requirements imposed features of a desktop place.

In this sense particularly important training system is based on the specific
characteristics of the functioning of small businesses in the field and the specific conditions of
their employees, as well as a new approach to the economy, the role of creativity [4]. In
Kirovograd region to improve the system of training, retraining and skills development for
small business comes in several traditional ways.

According to the Department of Statistics, monitoring and forecasting regional
employment center in January-September 2013 upon receipt in the prescribed manner lump
sum unemployment benefits, 0.6 thousand unemployed started their own businesses as
entrepreneurs, but by direction of employment were training, retraining or training of 6.8
thousand people. The level of enrollment is only 16.8% [2].

Thus, the current system of training for small businesses in the region is still very
effective. We believe that this is due, on the one hand, with the need to improve the system of
training, retraining and skills development to increase according to the urgent needs of small
business and building a closer relationship between educational centers and small businesses
on the other - with practice hiring of employees at small businesses, prevailing in the region.

Recruitment for small businesses is mostly (or recommendations) inner circle of
entrepreneurs. Thus the main channels of finding both permanent and temporary employees -
family and kinship, friendly and professional.

“The closed” small businesses from the labor market erased part of growing up and
growing employment, due to the natural process of gradual depletion of the channels
“interpersonal labor market”.

The need for institutional mechanisms for recruitment of labor - public employment
services and private employment agencies - from small businesses, therefore, are low. Thus,
much of the workforce that, firstly, no personal connections with working in small businesses,
and secondly, the status of unemployed, finds himself still largely isolated from the small
business sector.

Despite the fact that the staff of regional small businesses for the most part has a high
level of general and vocational education, the need for professional knowledge acquired in
higher education, as in the system of vocational education is often low. Much more valuable
for small businesses is practical experience, professional skills acquired in the process of
personnel at the plant or at the same place. Reasons rather obvious. First [] Family-friendly
system for employees who do not always have the necessary professional knowledge and
skills. Second, the very system of vocational education still lags behind the real needs of
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small businesses, especially in new areas of the economy. Thirdly, the level of “job training”
for some small businesses engaged in lower skill workers. Fourth, and finally, the nature of
small businesses, fast and frequent changes in business lines require rather universal workers
can switch from one production functions for other than deep but narrow professionals.

Objectively employees of small businesses in socially reserved weaker than
employees of large, especially the former state-owned enterprises [ litigation in the event of
breach of contract hardly possible for agreement in most cases have no legal effect, help and
support from trade unions or labor wait staff is also not necessary. Most owners of small
businesses believe that, in accordance with market standards they must deal with social
problems [ health and life of employees is outside the scope of the company are fully
covered for privacy. Typically, employers refuse to provide social services and guarantees
workers at best, limited benefits package subject to compulsory social security, and they are
not always followed [1].

However, the climate of industrial relations at various small businesses varies [ the
firms that emerged in the course of privatization on the basis of the previous government,
some statutory requirements adhere more strictly. This [ work, working hours, vacations,
sick leave, safety and wages. However, small businesses are re-created not so long ago,
relations between owners and employees often built in the spirit early industrial era where
there are direct violations of working conditions, which complicates the implementation of
social and labor relations. Workforces of these small businesses are not united, the
relationship between employees with rather competitive nature, although employers are
mostly focused on creating a stable staff with permanent employment. In this regard, the
benefits package is certainly a factor that contributes to the consolidation of employees.
Implement social package for staff [] a sure sign of stabilization and consolidation of staff.

The employment of members of socially disadvantaged groups currently happening in
general terms — employers do not care whether their employees are legally entitled to enjoy
privileges, and they do not intend to provide these benefits. Partly situation is consistent at
“humane relations” — for most workers are taken as a personal acquaintance or on the
recommendation of good friends, but it is — very unreliable mechanism of social protection.

Employers , it seems, yet for the most part as a whole is still not considered employees
as “human capital” - training activities focus almost never paid , and professional growth is
seen more as a private matter (and their preferences ) worker than as the contribution of small
businesses to the cause of improving the quality of their resources. Small businesses no
conscious cultivation of a sense of ownership of corporate culture - the main lever for raising
the interest of employees in the performance of small business owners believe piecework or
premium form of wages, although in recent years more and more managers are beginning to
consider the benefits package as part of the corporate culture and excellent features of
“decent” business.

At the same time, on one hand, is concerned about the low wages, on the other hand
no less concerned about the fact that wages that really paid much higher than officially
recorded. Should be aware that the above rates are relatively low level of confidence due to
the high level of “shadowing” of small businesses, in particular the existence of the so-called
“double accounting”, which allows you to hide significant amounts of income employees of
small businesses from tax. The fact that the officially registered wages in the future could
affect the pensions of workers concerned only persons of pre-pension age. A young worker,
this fact does not bother at all, middle-aged — to a lesser extent. Note that the state and
municipal enterprises and enterprises owned by international organizations and legal entities
of other countries, where the possibility of “shadow” operations more limited, there is a
higher level of average wages than the collective and private enterprises.
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The low official salaries at small companies are not the only problem of industrial
relations in small business that are very specific in nature in the region. This specificity is
informal employment and wages, weak formal protection of workers differentiation
distribution of social benefits and more. It is a reality to be reckoned with, but which, in
practice, ignored infrastructure to support small businesses, local government and the
development of regional small business development program.

Thus, the social and labor relations in small businesses are the full manifestation of the
economic policies of the enterprise, and traditional forms of social support for employees with
a market sense. Following the logic of the economic behavior of employers in small
businesses using social package as a tool for human resource management, rather than social
assistance.

Thus, it is an analysis of industrial relations in small businesses should be the basis for
the formulation of estimates and recommendations in the field of regional policy in the labor
market. To this end, at the regional level :

a) assess the extent of utilization of labor resources, the potential to create jobs for
certain groups and categories of employees, especially the conclusion of labor contracts with
different categories of staff, specific employment in small business;

b) to analyze the policies and forms of remuneration in small business;

c) consider the problem of organization, conditions and safety in small enterprises,
including the limits of working hours;

d) evaluate appropriate conditions for entrepreneurs in small businesses use labor
socially disadvantaged in the labor market populations;

e) to assess the role of institutional environment to ensure the social protection of
workers;

f) analyze the setup of regional small business development program in terms of
incentives for the small business workforce;

g) analyze the practical needs of today the legal framework of labor resources in small
business.
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0.C. XauarypsiH
Kipoeozpadcokuii Hayionanvhuli mexuiunui yHisepcumem
Jesiki acneKkTH coniaTbHO-TPYI0BHX BilHOCHH y Majiomy mignpueMHunTsi KipoBorpaacskoro periony

Y my6mikamii MOCTaBICHO 3a METy JOCHIAWTH OCOOJIHMBOCTI COLIadbHO-TPYIOBUX BiTHOCHH,
NPUTAMaHHUX MajloMy HiINPUEMHHULTBY perioHy. BHCBITIEHO OCHOBHI NpoOJieMH Ta HEPEIIKOIH, IO
rajJbMyIOTh PO3BUTOK COLIaJbHO-TPY/IOBUX BIIIHOCHH Y MaJIOMY ITiJIIPHEMHHULITBI.

CraTHCTUYHI JaHi CBiI4aTh MPO HHU3bKI TEMIM OXOIUICHHS HAaBYaHHAM OE3pOOITHHX 3 METOI0
npodeciiiHol MiATOTOBKHM, MEPENiAroTOBKH Ta MmigBHIIeHHs KBamidikamnii. OcoOnrMBO I CTOCYEThCS BiCOTKY
6e3po0iTHHX, SIKI 3aII0YaTKyBaJIHM BJIACHY CIpaBy. SIK CBIIYMTH NMPAKTHKA, Y PETiOHI He HaJaroKeHO TICHOI
CHiBOpani Mix ciry)x0amu 3aifHATOCTI Ta MaJMMHU MiAnprueMcTBaMH. HeoOXiqHICTh HAATOMKCHHS MiATOTOBKU
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NPAIiBHUKIB caMe JUIi MaJHMX MiANPUEMCTB PETiOHy OOIPYHTOBAHO Yepe3 PO3KPHUTTS cHenu(piuHuX pHc
JiSUTBHOCTI Manux mianpueMcTB. OKpeMO BHCBITIICHO XapaKTE€pHI PHCH COLIaIbHO-TPYAOBHX BiHOCHH MiX
poOOTOAABIsIMM Ta HaliMaHMMHU TNpaliBHUKaMH, KOTpPI CBiA4aTh NMPO HEJOCTATHIO COLIANBHY 3aXHIIEHICTh
OCTaHHiX.

VY cTarTi 3anpOIIOHOBAHO HU3KY 3aXOIiB, CIIPSIMOBAaHUX Ha ITOJIIIICHHS COIiaTbHO-TPYIOBUX BiTHOCHH
y cepi perioHaIbHOT MONITHKY Ha PUHKY TIPAIli B3arali Ta Ha MaJuX ITiJIPUEMCTBAX 30KpeMa.
coliaTbHO-TPY/0BI BiTHOCMHU, MaJie MiANPUEMHULTBO, 3AHHATICTL HACEJIEHHSI, COLIAJIbHUIN MaKeT
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Kiposoepaocvruii nayionanshuti mexuiunuil yHisepcumem

Teopetnuni 3acagu (QopmyBaHHS BapTOCTI MOCIYT
poOOYOi CcwiaM Ta ii BIUIMB HAa BU3HAYECHHS MPUPOJIU
3apOOITHOI TIJIaTH

JlociipKeHo OCHOBHI MiAXOAM LI0A0 CYTHOCTI KaTeropii «BapTiCTh MOCIYyT poO0UOi CHIIny Ta HAIPSIMH
MOETHAHHS MIIXO/IB TPYAOBOI Teopii BapTOCTi 1 Teopii KOPUCHOCTI NMPU BU3HAYECHHI MeXaHi3My (OpMyBaHHS
BapTOCTI crienn(ivHOrO TOBApPY «IOCIYrH pobodoi cunmy. Po3risHyTI ckilafoBi BapToCTi HOCIYT poOovoi cuin
Ta IX B3a€EMO3B’S30K i3 3apoliTHOIO IwIaroro. IIpoaHanmizoBaHi OCHOBHI MOJIENi NPUHLMITY BapTiCHOI OLIHKH
MOCITYyT po0O0YOT CHITH 3 ypaxyBaHHSM MOJKJIMBOCTI ii BIATBOPEHHS Ha CYCHUIbHIN Ta IHIUBITyaIbHIH OCHOBaX.
poboua cuiia, mocayru podo4oi CuiIv, BapTicTh MOCAYT pod040i cuii, 3apodiTHa miara

H.C. IllanumoBa

Kuposoepadckuii nayuonanvhvlil mexuuueckuil yHugepcumem

Teopernueckue 0CHOBbI (JOPMHPOBAHUSA CTOMMOCTH YCJIyr padoueil CHIIBI U ee BJIUSIHME HA ONpeaeIeHue
NPHUPOALI 32Pa00THOM MJIATHI

HccnenoBaHbl OCHOBHBIE TIOAXOABI K CYNIHOCTH KaTerOpHU «CTOMMOCTH YCIYr pabodedl CHiIbI» |
HanpaBJICHHUA COCAMHCHUA NOAXOH0B pr[lOBOﬁ TCOPUU CTOUMOCTHU U TCOPUH IOJIE3HOCTH IPU ONPCACICHUU
MexaHu3Ma (QOPMHPOBAHHS CTOMMOCTH CIICIU(HYECKOTO TOBapa «YCIyTH paboded Cribl»y. PaccMoTpeHsBI
COCTABJIAOIINE CTOMMOCTH YCIIyT paboueil CHITBI H X B3aUMOCBSI3b € 3apaboTHOM miaroil. [Ipoanamm3npoBaHbl
OCHOBHBIE MOJIENIA TPHHIMIA CTOMMOCTHOH OIICHKH YCIyT pabodell CHWIIBI C YYEeTOM BO3MOXKHOCTH €¢
BO3MEIICHHS Ha OOIIECTBEHHOW M MHIUBHU/YAIbHON OCHOBAX.
poboua cuiia, mocayru podo4oi CuJIM, BApTiCTh MOCIAYT pod04o0i CHiin, 3apodiTHa miiaTa

3apo6iTHa TJIaTa HAJEKHUTh JO TUX EKOHOMIYHUX KaTeropii, siki (OpMyIOTh 3MICT
BUPOOHWYMX 1 CYCHUIBHUX BIJHOCHH, BIUIMBAIOTh HA TEMIIM EKOHOMIYHOTO PO3BHUTKY
CYCITUTBCTBA 1 HAYKOBO-TEXHIYHOTO Tporpecy. Y 3B'SI3Ky 3 UM PO3poOKa Teopii 3apoOiTHOT
IUIaTH, BU3HAYCHHS TOJITUKU JIepKaBH B Taly3i OIUIATH Tpalli i Ha Iiif OCHOBI NMPaKTHYHOI
opranizallii 3apo0iTHOI IJIaTH € MPOOIEMOIO JOCUTH CKIIATHOIO, SIKa MAa€ BEJIMUYE3HE 3HAUYCHHS,
K y TOJITHYHOMY, €KOHOMIYHOMY, TaK 1 corjiaJpHOMy IiaHax. OcoONHMBO BaXKIMBUM €
BU3HAYCHHS O6'€KTI/IBHI/IX eKOHOMi‘lHI/IX 3aK0HiB M1 BIULTMBOM SIKUX OZIEPYIOTh KOHKPETHE
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