ONEKTPOHHbIN HAaYYHbIN XXYpHan
HOXXHOro dpegepanbHOro
YHUBEPCUTETA

YIPABJIERWE B
IQKOHOMUNYHECKNX
N COUNATIbHDBIX
CNCTEMAX

\
2024 ' Ne1(19)

ISSN 2686-9802



Online scientific journal
Southern Federal University

MANAGEMENT IN
ECONOMIC AND
SOCIAL SYSTEMS

2024

ISSN: 2686-9802

‘No 1(19)



> "
‘OV g
e >
= A // :
%?‘ i «5,& MHCTUTYT yNpaBaeHmna B SKOHOMUYECKIMX,
@J/ HAa-pony - P ‘3)

JKONOIMMYEeCKnX U COUuMnNaibHbIX CUCTEMAX

YIIPABJIEHUE B 9D KOHOMWYECKHUX U COLUUAJIbHbBIX CUCTEMAX

DJIEKTPOHHBIA HAYYHBIN XXYypHAaJ Ne 1(19), 2024 http://journal-mes.ru

W3nanue 3apeructpupoBaHo DeaepaaibHOU CIyKO0HM 110 HAA30py B chepe CBsI3H,
MH(MOPMALIMOHHBIX TEXHOJIOTMHA U MAaCCOBBIX KOMMYHUMKaLMK (PockoMHa130D)
CBuaerenscTBO 0 peructpauuu: IJ1 No OC 77-74261 or 23.11.2018 rn.
Yupeaurenb: OenepalibHOE rOCYIaPCTBEHHOE aBTOHOMHOE 00Pa30BaTEILHOE
YUpEKACHUE BbICIIEro 0Opa3oBaHus “HOxHbIN (PenepalibHbIM YHUBEPCUTET

ISSN 2686-9802

® [ 1aBHEIM peaaKkTOp [TeproauuHOCTE BBIYCKA: 4 pa3a B roj.

['openoBa I.B. - 1-p TexH. Hayk, nmpodeccop,

S3BIKM: PYCCKUU, aHTJTIMHUCKUU.

O xuaBIM (bezlepaﬂbeIﬁ YHUBEPCUTET HOCB}IIJ.IGH HCCIICAOBAHUAM:. DKOHOMHUKH U YIIPABJICHHWA,

(Taranpor, Poccus)

mpaBa v OOIIECTRA.
OCHOBHO€ COAEPKAHUE: PE3YIBTATHI OPUTMHAJIBHBIX

® 3aMecCTUTEb ITIaBHOTO pCaAaKTOpPa HAYYHBIX UCCIIEOBAHUN U aHAJIMTUYECKUE 0030PHl.
ITaBmoB I1.B. - 1-p 9KOH. HayK, A-p IOpHU/I. HAYK, B kypHane nmyOJInKyrTCa CTarbi IPOOJIEMHOTIO U
npodeccop, HOxHbIN (heiepaabHbId YHUBEPCUTET HAy9HO-HPAKTHICCKOTO XapaKTCpa 110 CICAYyIOINM

(Taranpor, Poccust)

HAy4YHBIM HAIIPABJICHUSM:
05.13.01 CucrtemHbIM aHaau3, yrpaBjiaeHUue 1 00padOTKa

® OTBETCTBEHHBIU CEKPETAPh MH(OpPMAILUK (IO OTPACIISM );
babukoBa A.B. - KaHJ DKOH. HAyK, JOLICHT, 08.00.00 JxoHOMHYECKHE HAYKH;
[OxHBIN PenepanbHbIi YHUBEPCUTET 12.00.00 IOpuanyeckne Hayku;

(Taranpor, Poccus)

22.00.00 ConmoaoruyecKue HayKH.
ABTOPBEI: BEAYIIUE YYECHBIE B 00JIACTU COLMATIBHO-

® OTBETCTBEHHBIN pPCaaKTOP r'YMaHUTAPHBIX HAYK, MIPEIOAaBaTe/Iv, aCIIUPaHTHI,
KobOen E.A. - kaH/ DKOH. HAyK, JOLICHT, MaruCTpaHThl, IIPEACTABUTEIN OM3HECA.
FOxHBIN (PenepalbHBIM YHUBEPCUTET OCHOBHas ayaquTOPHS: TIPENOAABATENIN, OOy YAIOIIUECS

(Taranpor, Poccus)

® PchnaknmoHHasg KoOJdJIerus

Annpeecen J1.-0.
bakanapuuk C.

I'omec JIx. @.C.

I'ymes B.A.
JlyroBai M.
Cranucinasckuu P.
Beprakosa 10.B.

Kouepruna T.E.
Mansko A.B.

Makapens T.A.
Peiipckas M.A.

Caak A.D.
Tapanos 11.B.

BY30B, PYKOBOJIUTEIM OPTaHOB BJIACTH,
MpeACTAaBUTEIN OM3HECA.

npodeccop, Ocrdonackuit yausepceureT (XanaeH, Hopserus).

PhD, nipodeccop, JIog3uHckui TexHojoruyeckui yuusepceuret, [ 1apa Komurera 1o mHHOBaLUsIM
1 pazuturo npu EC (Jloass, 1lonbema).

PhD, npodeccop, Yauupepcurer JInccabona, JInccaboHCKast MIKOJIa YJKOHOMUKHU U MEHEKMEHTA
(JInccabow, Ilopryranus).

PhD, npoeccop, Coduiickuii yaupepcureT Casitoro Knumenna Opxuackoro (Coopust, boirapus).
I-p T€XH. HayK npodeccop, O0benuHeHHbl yHuBepcuTeT Hukoia Tecnbl (benrpan, CepOust).
PhD, nipodeccop, Jloa3zuHckui TexHoioruyeckui yausepceuret (JIoass, [osblia).

II-p DKOH. HayK, npodeccop Kypckum ¢puanan @uHancoBoro ynusepcurera rpu lIpasurenscrse PO
(Kypck, Poccus).

J-p DKOH. HayK, npodeccop, Poccuiickas tamoxxeHHas akagemus (Pocros-Ha-/loHy, Poccust).

I-p OpUI. HAYK, Ipo(peccop, 3acCiyKEHHbIN AeiaTe/b Hayku PO, IHCTUTYT rocynapcTBa u npasa
Poccurickon akagemuu Hayk (r. Caparos, Poccust).

JI-p DKOH. HayK, JoueHT, FOxubI (enepainbubii yHuBepceuteT (Taranpor, Poccus).

I-p ©0pud. HayK, npodeccop, PuHaHCOBbIM YHUBEpcUTET 11pu 1 IpaBurenscte PO

(r. MockBa, Poccus).

I-p TE€XH. HayK, JoueHT, FOxHbIi (penepaibHbli yHUBepcUTeT (Taranpor, Poccust).

J-p DKOH. HayK, rpodeccop, POCTOBCKUI rocyaapCTBEHHbIA SKOHOMUYECKUM yHUBEpcuTeT (PHX)
(Pocros-Ha-/lony, Poccus).



i 9N\ (
= A ; -
: N4
‘{?%&)O SFedU ?\(\\Oo& Institute of management in economic
O gonpon 14, Y ecological and social system:

MANAGEMENT IN ECONOMIC AND SOCIAL SYSTEMS

Online scientific journal Nol (19), 2024 http://journal-mes.ru

The journal 1s registered by the Federal Service for Supervision of Communications,
Information Technology and Mass Communications (Roskomnadzor)
Registration certificate: DJ1 No ®C 77-74261 from 23.11.2018
Founder: Federal State Education Institution of Higher Education
“Southern Federal University”

ISSN 2686-9802

® Editor-in-chief

Gorelova G.V. - Doctor of Technical Sciences,
professor, Southern Federal University
(Taganrog, Russia)

Release frequency: 4 1ssues per year

Languages: Russian, English.

Dedicated to research: economics and management,
rights and societies.

Main content: original results research and analytical
reviews. The journal publishes articles of problem and
scientific and practical nature of the following
scientific areas:

05.13.01 System analysis, management and processing
information (by industry);

08.00.00 Economic Sciences:;

12.00.00 Jurisprudence;

22.00.00 Sociological Sciences.

® Decputy of the editor-in-chief

Pavlov P.V. - Doctor of Economics, Doctor of
Law, professor, Southern Federal University

(Taganrog, Russia)

® Executive secretary

Babikova A.V. - Candidate of Economics (PhD),
associate professor, Southern Federal University

(Taganrog, Russia)
Authors: leading scientists 1n the field of humanities,

teachers, graduate and master students, business representatives.
Main audience of the joural: teachers, students enrolled at
universities, heads of government, business representatives.

® Executive editor

Kobets E.A. - Candidate of Economics (PhD),
associate professor, Southern Federal University

(Taganrog, Russia)
® Editorial board

Andreassen J-E
Bakalarczyk S.

Professor, Ostfold University Colledge / Hogskolen 1 Ostfold (Halden, Norway).
PhD, Professor, Lodz University of Technology, Head of EU Committee for Innovation and
Development, (Lodz, Poland).

Gomes Jg. F.S. PhD, professor, associate professor of Lisbon school of Economics & Management Universidade de
Lisboa (Lisbon, Portugal)

Gushev V.A. PhD, Professor, Sofia Unoversity ST. Kliment Ohridski (Sofia, Bulgaria).

Lutovac M. Doctor of Technical Sciences, Professor, University "Union Nikola Tesla” (Belgrade, Serbia)

Stanistawski R.

PhD, Professor, Lodz University of Technology (Lodz, Poland).

Kochergina T.E. Doctor of Economics, Professor, Russian Customs Academy (Rostov-on-Don, Russia).

Mal'ko A.V. Doctor of Law, Professor, Honored Scientist of the Russian Federation, Institute of State and Law
Russian Academy of Sciences (Saratov, Russia).

Makarenya T.A Doctor of Economics, Professor, Southern Federal University (Taganrog, Russia).

Ryl'skaya M.A. Doctor of Law, Professor, Financial University under the Government of the Russian Federation
(Moscow, Russia).

Saak A.E. Doctor of Technical Sciences, associate professor, Southern Federal University (Taganrog, Russia)

Taranov P.V. Doctor of Economics, Professor, Rostov State Economic University (Rostov-on-Don, Russia).

Vertakova Yu.V. Doctor of Economics, Professor, Kursk Branch of the Financial University under the Government

of the Russian Federation (Kursk, Russia)



Jlyuun J1.A.,
HukonopoB B.M.

Luchin D.A.,
Nikonorov V.M.

Kucesnena E.B.
bypaykosa O.H.

Kiseleva E. V.,
Burdukova O.I.

Amosu A. J.,
Korsakova T. V.

Amocy A. /1.,
Kopcaxkosa 1. B.

Beduev V. L,
Korsakova T. V.

benyes B. J1.,
Kopcakona 1. B.

Eromosele Peter

Osayemore,
Korsakova T. V.

Jpomocerie [lurep

Ocariemope,
Kopcakona T. B.

COJIEP)KAHUE

[IpyuMeHeHrEe METOI0B aBTOMATU3ALMU A€ (PEKTOCKONUN TEKCTUIILHBIX
[OJIOTEH HA MPEANPUATUSAX JETKOU MPOMBILIJIEHHOCTH B PaMKax
LHUA(DPOBU3ALUU TIPOU3BOACTBA

Application of methods of automation of defectoscopy of textile fabrics
at enterprises of light industry within the framework
of digitalization of production

[IpaBOBBIE OCHOBBI PAOOTHI OPraHOB MPOKYpPATYpPhl B 00JIACTU 0OOECIICUECHUS
HallMOHAJIbHOU 0€30I1aCHOCTHU

Legal bases of activity of prosecutor's offices 1n the sphere of ensuring
national security

Human resource management: from Taylorism to a flexible approach

YnpasiieHHUE YE€JIOBEUECKUMHU pecypcaMu: OT TEUI0pu3Ma
K THOKOMY TTOAXOY

Development of personnel policy concepts on international markets

Pa3BuTHe KOHLEILMN KaAPOBOU MOJUTUKH HA MEXKAYHAPOAHBIX PhIHKAX

Knowledge management strategy as a factor of increasing effectiveness
and competitiveness of an organization

CTparerus ynpapjaeHUs 3HAHUSIMU KaK (DAKTOP MOBBILLICHMUS
YPOEKTUBHOCTU U KOHKYPEHTOCHOCOOHOCTU OpTraHU3aluu

16

23

30

37



DJIeKTPOHHBII HAYYHBIH JKypHAJI «YNpaBjieHHe B IKOHOMHYECKUX M CONMHAILHBIX cucTemax» 2024 Ne 1 (19)

@ —
Online Scientific Journal ¥Managemegt in"Economic and Social Systems” 2024 nol (19)

I Py — http://www .journal-mes.ru

Hayunas ctatbs
YK 004.85

INPUMEHEHUE METOJAOB ABTOMATH3AIIMU JEQEKTOCKOIINH
TEKCTHUJIbHBIX ITOJIOTEH HA ITPEAIIPUATHUAX JIEI'KOU ITPOMBIIIVIEHHOCTH
B PAMKAX IN®POBU3AIIU ITPOU3BOJCTBA

Jyunn 1.A.!, Hukonopos B.M.2

I Canxm-Ilemepb6ypeckuii nonumexnuueckutl yuusepcumem Ilempa Benuxozo,
mazucmpanm
2 Canxm-Ilemepbypackuii nonumexuuyeckuti yuusepcumem Ilempa Benuxozo,
KaHO. IKOH. HAYK, OOYEeHm

B crarbe paccmarpuBaeTcsi NMOTEHUMAJbLHAS ABTOMATH3AalUsl Ae(eKTOCKONMH TEKCTHJIbHBIX IOJIOTEH Kak
BO3MOKHBI MHCTPpyMeHT uudpoBusauuu npeanpustus. llpeacraBiensl pe3yJbTaThl aHAAM32 HAYYHBIX padoT
Mo TeMe BHAOB [e(eKTOB Ha TEKCTWIBHBIX MOJIOTHAX, kKjaaccupukanus nedekToB, cnocoObl onpeeeHUs
AedekToB, cnoco0bl aBTOMaTH3al UM JedekTocKonuu TkaHeil. B paGore Bblge/ieHbl Haulosee nepcneKTUBHbIE
MeTo/Abl 00HApY:KeHHs Ae()eKTOB, MPEACTABJEHbI PEKOMEHAANMNH A5 JAJbHEeHIINX HAYYHBIX HCCIeI0OBAHUI MO
TeMe MCIO0JIb30BaHMsA HelipoceTeBOro noaxoaa B 00J1acTH HM(POBU3ALUH.

Kniouesvie cnosa: yugposuzayuss npednpusmust;, yugposas mpanchopmayusi Rpeonpusimusl, asmomMamu3ayus
0eheKkmocKonuyu meKCmuibHbIX MAMepuaios; 0eghreKmol meKCmuibHbLX MAmMepuaios; cnocoosl onpeoeieHust 0ehekmos
MEKCMUTbHBIX MAMEPUATO8.

Original article

APPLICATION OF METHODS OF AUTOMATION OF DEFECTOSCOPY OF TEXTILE
FABRICS AT ENTERPRISES OF LIGHT INDUSTRY WITHIN THE FRAMEWORK OF
DIGITALIZATION OF PRODUCTION

Luchin D.A.!, Nikonorov V.M.2

I Peter the Great Saint Petersburg Polytechnic University,
Master's degree student
2 Peter the Great Saint Petersburg Polytechnic University
Candidate of Economics (PhD), Associate Professor

The article examines the potential automation of defectoscopy of textile fabrics as a possible tool for digitalization
of the enterprise and includes the results of analysis of scientific works on the topic of types of defects on textile
fabrics, classification of defects, methods of defect detection, methods of automation of defectoscopy of textile
fabrics. The paper highlights the most promising methods of defect detection, presents recommendations for
further scientific research on the topic of using neural network approach in the field of digitalization.

Keywords: digitalization of the enterprise, digital transformation of the enterprise, automation of defectoscopy of textile
materials, defects in textile materials, methods of determining defects in textile materials.

B nacrosiiiee BpeMs mpeanpusiTys Bcex chep IKOHOMHUKH MTPOXOAAT UETBEPTYIO IPOMBIIIJIEHHYIO
pesomonio (Muayctpust 4.0), 9To 03HAYaeT MOBCEMECTHYIO aBTOMATH3AIMI0O M IH(POBU3ALIUIO
(uudposyto Tpancopmaruio) [1]. CexTop Jerkoil MPOMBIIIJIEHHOCTH HE SIBJISETCS UCKIIOYEHHEM,
OJTHAKO Ha MPEANPUATUAX 3TOM OTPACIIU U 110 CEH A€Hb IPUCYTCTBYET OO0JIBIIOE KOJTUYECTBO PyUYHOTO
TpyAa MO NPUYMHE HEBO3MOXHOCTH HJIM YpPE3MEpPHOW TOPOrOBH3HBI poOOTH3aLMU U LUGPPOBOU
TpaHcopMallMl MHOTHX IPOM3BOJCTBEHHBIX IpoIeccoB. B mocnenHue rojapl B OTEYECTBEHHOMN
JIETKOM MPOMBILIUIEHHOCTH 0CO0YI0 aKTyaJlbHOCTh IIpHOOpeNa 3a7aya aBTOMaTU3alu1 ONpeIeIEHUs
COPTHOCTH U BBISIBJICHUS 1€()EKTOB TEKCTUIIBHBIX [TOJIOTEH, KOTOPAst SBJISETCS OJJHUM M3 BaXKHEUIITHX
ATANoOB TEXHOJOrM4Yeckod memnouku [2]. Jns pemenus mogoOHON 3aaud HEOOXOAMMO YETKO
OIpeNIeNINTh BUbI J€(EKTOB, BEIOPAaTh TEXHOJIOIMH PACIIO3HABAHUS T'paHULl Ae(hEKTOB, HapUMep, C
UCIIOJIb30BaHUEM COBpeMeHHBIX IT-pemennii, M CHOpOEeKTHPOBATh CHCTEMY KOMIIBIOTEPHOIO
(TEXHUYECKOT0) 3pEHHUsI, ONPEAEIUB HEOOXOUMbIE COCTABIISIOLIUE.

»
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Jyuun I.A., Hukonopos B.M.

HpI/IMCHeHPIe METO40B aBTOMAaTU3alNU ,Z[e(peKTOCKOHI/IH TEKCTUJIBHBIX ITOJIOTEH HA NPEANPUATHAX JIETKOM IIPOMBIIIIJIEHHOCTU B

paMkax nu(pOBU3AIMU IPOU3BOICTBA
Lo o M A —

JanHas HayuHas paboTa MOCBAIIEHA CUCTEMAaTHYeCKOMY 0030py paboT Mo AaHHOM TeMaTuke, B
KOTOPBIX pAacCMaTpUBAIOTCS TOTEHLMAN, BO3MOXXHOCTH, WHCTPYMEHTBI M MeTOJbl B cdepe
AaBTOMATH3alMK ONpeeTeHus Ne(eKTOB Ha TKAHBIX MOJIOTHAX. MccienoBaHue pasnesieHo Ha TPU
paszzena: BUIBI M KIAcChl JAe(PEKTOB, METOAbl HX OOHapy>KeHHUs, IOTEHIHAl JalbHEHIInX
UCCIIEIOBaHUN IO TeMe LIU(PPOBU3ALUH NTPEIPUATHS B 001aCTH 1€ EKTOCKOIHH.

Pa3nea 1. Buabl u kiaccsl Aed)eKTOB (IIOPOKOB)

['maBHBIA HOPMATHUBHBIA JTOKYMEHT, KOTODPBIA SIBISICTCS TEepBOHAYAIIbHOW 0a30if 3HAHWHA B
OTEYECTBEHHOM JIETKOH NPOMBIIUIEHHOCTH MO Jedekram Ha TKaHsax — 310 ['OCT 25506-82,
BBeIcHHBIA B 1984 romy. B Hem BBeJIeHBI MHOTHE HCIOJIB3YIOIIUECS IO Ce J€Hb TEPMUHBI, HO
CYIIECTBYIOT M pasznuuus B d3TuMosoruu: Tak mo 'OCT «edexTsy Ha3bpIBAUCh «ITOpoKaMm» [3].
Obwiee onpeneneHue cleayroiee: MOPOK €CTh BUANMOE HEXeTaeMOe W3MEHEHHE BHEUIHEro BHUIa
TkaHu (ronotHa). B manHom I'OCT BBemeHbl 76 TEpMHUHOB, KOTOPBIE BKIIOYAIOT B ceOs oOmime
MOHSTHSI, OMHCAaHHE OOUIMX MMOPOKOB TEKCTWJIBHBIX TKaHEH, crenupuyeckue MOPOKH TKaHEH,
TPUKOTAKHBIX TOJIOTEH, HETKAHBIX MOJOTEH, BA3aJbHO-IIPOIIMBHBIX MOJOTEH (YEThIpE OTIENbHBIX
pazzaena). OHAKO 3a MpOUIEIIINe MPAKTHYECKH COPOK JIeT BO3HUKIA HEOOXOJAUMOCTh PaCIIUPUTh
KJIacCU(UKAIMIO ¥ BHUIBI NE(PEKTOB — BBHIY AKTHBHOTO PA3BUTHS JIETKOH MPOMBIIUICHHOCTH,
MOSIBJICHUSI HOBBIX TEXHOJIOTUH 1 MaTepuanoB. [1oo0Ho# 3a1aueit akTHBHO 3aHUMAITUCH LB s
aBTopoB. JI.A. Mupomnuuenko, M.C. Jlo6anoBa u T.FO. KapeBa B pabore [2] mpeacraBumu
JOTIOJTHUTENBHBI TIepedyeHb JeQeKTOB (IIOPOKOB), KOTOpBIE HE BXOJAT B  YIOMSHYTBIA
rocyapcTBeHHBINH cTanmapT. boutn chopmynupoBanbl U onucaHbl 12 1edexToB, Takue Kak CIET,
3aCeyUKH, IeT4oK (000poT), 3aTeK BOJIBI, MEPEIIUPUIIHU TTOJIOTHO, MACIIO, HA/AMUCH, 3arHyTast KPOMKa,
IIOB, CTHIK ITOJIOTEH Pa3HOW MIUPUHBI, HAUP, HeJoeT. i HarlsAHOCTH Ha pUCYHKE | mpeicTaBiieH
BUJ nedekrta ciér (KoHTpacTHas Oenasi ropu30HTalIbHA 1oJioca B cepenuHe dhotorpadun).

Pucynok 1 — @omocnumok oeghexma mexcmunbHO20 MAMeEPUAa «Ciémy

Ha pucynke 2 mpencraBieH WHOW BHI AedekTa HAa TEKCTHIBHOM TIOJOTHE: «3aTEK BOJBDY
(xOHTpacTHas TEMHasl BEpTUKaJIbHAs M0JI0ca B cepeiuHe poTorpadun).

Pa3zpabaTbiBaemass cucTeMa aBTOMATHU3aLUU TPEANOJAraeT U TOYHOE ONpeesieHUE BHUIOB
nedekToB, MOTOMY B CBOEH HaydHOW pabOTe aBTOPHI MPEACTABIIN KIACCH(PHUKAIHUIO Ae()EKTOB
TKaHBIX TOJIOTEH, B KOTOPOH OMHMCaHBI U CTPYIITMPOBAHBI BCE paHEE MOSBIISBIIUECS B PA3IMYHBIX
WHBIX paboTaXx W HCTOYHHMKAX TEPMUHBL. B maHHOW Kiaccu(HKAIMM TMPOMHUCAHBI TPYIIIBI
MPONU3BOJACTBCHHBLIX IMPOLCCCOB M3IOTOBJICHWA TKAHBIX MaTCpHaIOB, IHMOABCPIKCHHBLIX IMOABJIICHHUIO
paznuuHbIX aedektoB. s kinaccudukanuu AepEKTOB 1Mo dTaraM BOSHUKHOBEHHUS ObLIIO TIPOBEICHO
CIIeyIOlIee pa3/ielieHue: TKauyecTBO, OT/esIKa 0e3 rmeyaTty U rnevarh (1o BUIY IPOM3BOJICTBEHHOTO
npoiiecca).
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Pucynox 2 — @omocnumok oeghexma mexcmunoHo20 Mamepuana «3amex 600bl»

ABTopammu Oblma paspaboTaHa yHHKajdbHas HOBasg KilaccH(UKalnus TKaHEH, KoTopas
IpearonaraeTcss JUisl JaJbHEHIIEro MCIOJIb30BaHUs B paMKax AaBTOMAaTU3aLUU ONpPEIEICHUS
nedekToB, BKIItOYaroas B ceds OyKBeHHO-LM(POBOIO KilacCcU(UKaALMIO, HAIpUMeEp, Ae(EeKTy CIET
npucBoeHa kinaccuukanus C.2.2. JlanHas Hay4yHas paboTa TECHO CBsf3aHa ¢ MyOJIMKanuen
3apEeTUCTPUPOBAHHON 0a3bl NMAaHHBIX 3a aBTOpCcTBOM MupormHudenko . A. u ap. [4]. B Hei
npezcTaBieHbl poTorpaduu TEKCTUIBHBIX MOJIOTEH C e(heKTaMH, Bce N300pakeHHsl pa3iesieHsbl 110
BUJAM TEXHOJIOTMYECKUX IPOLECCOB, HA KOTOPBIX Ae(eKTbl ObUIM JOMYIIEHBI (BBIICICHBI
CIIEIYIOIIE MPOLIECCHI: TKAIIKHI, IMOATOTOBUTEIILHBIM, OTICIOYHBIMN, IICYaTHEIHN,
00IIETEXHOIOTHUECKHH ), @ TAKXKE UCIIOIh30BaHa YIIOMSIHYTast OyKBEHHO-ITU(DpoBas KiracCu(puKaIiusi.
Kak ocHOBY 6a3bI JaHHBIX ¥ PaOOTHI IO CO3JAHUIO KJIACCU(PUKALIMH MOKHO pacCMaTpHUBATh €11l OUH
JIOKJIaJT aBTOPOB [5], B KOTOPOM YHMOMSIHYTHI BHJIBI 1e(DEKTOB, TPYIIIBI HA3HAYEHUSI TKAHEH, pacueThl
COpTa IOJIOTEH B 3aBUCUMOCTH OT BHJ1A 1€(EKTOB.

Heo6xonmumMo oTMeTHTh yueOHble NOCOOWS, B KOTOPBIX OCBEIIACTCS TeMaTuka jae(eKToB
TEKCTWJIBHBIX TOIoTeH. YacTtuuHo sToro Bompoca kacaercs 3onotroBa C.B. B [6]. B nmannom
CIPaBOYHUKE 3aTPOHYTa MpolieMa KilacCU(PUKALUU HEIPOAOBOJIbCTBEHHBIX TOBAPOB, B TOM YUCIIE
OTJeNbHasl TJlaBa IOCBSILEHA pPA3JUYHbIM TEKCTHWJIBHBIM TOBapaM, a cleayromas 3a Heil —
TPUKOTKHBIM U3JenusiM. OJHAKO JAHHBIA CHPAaBOYHUK HE BBIXOJHUT 32 PAMKH CYIIECTBYIOIIMX
roCyJJapCTBEHHBIX CTAHJAPTOB, IIO9TOMY PYKOBOJCTBOBATBCS TOJBKO UM B paccMaTpUBacMOM
TOYEUHOU TeMe NePEeKTOB TKaHHU JUIs OCIEAYIOLIEro Mpoliecca aBTOMaTH3alMK UX TIOMCKa HE CTOUT.
Eme onno nonesHoe yyeOHoe mocoOue, He CBSI3aHHOE HAIPSIMYIO ¢ Kiaccudukanueil 1eekToB —
y4ueOHuK moj aBropcTBoM Critiko, B.E. [7]: B HEM aBTOp paccMaTpuBaeT TEOPETHUECKUE BOTIPOCHI,
KacaeMble BUJIOB TKaHEH M MX KauecTBa, B TOM YMCJIE ONUCHIBACT MPUUUHBI BOSHUKHOBEHUS U HE
BO3HUKHOBEHUS OIPEeNICHHBIX BUIOB Ae(hekToB. CyLIeCTBYIOT U Pa3IUUHbIe HHTEPHET-PECYPCHI, B
KOTOPBIX YHMOMHHAIOTCSI BU/BI IE(QEKTOB Ha TKaHW, OJHAKO OHM TAaKXe HE BBIXOIAT 3a PAMKHU
knaccupukanuu no 'OCT, HampuMep UCTOUHUK [8] ONMUCHIBAaET JMIIL OIPaHUYEHHBIH NEepedyeHb
neeKToB, TaKhe Kak Ae(eKT 1Mo OCHOBE, Me(eKT Mo YTKY, AedeKT 00IIero xapakrepa.

Takum oOpa3om, oOmiee M3ydeHHWe BOMpPOCa BHJIOB JCPEKTOB HA TEKCTUIBHBIX TOJOTHAX B
OTEYECTBEHHOM  JIMTEpaType  MOXKHO  ONMCaTh  CIEAYIOIIMM  00pa3oM:  CYyIIECTBYET
ocnosornonaratouuii FOCT 25506-82, Ha KOTOpBIi cChIIalOTCs BCE OMMCaHHbIe paboThl U TocoOus,
a IJ1aBHBIM JIONIOJTHEHUEM K HEMY CTOUT paccMaTpuBaTh 0a3y JaHHBIX [4] BKyII€ C COMYTCTBYIOIIMMHU
CTaThsIMH JJAHHBIX aBTOPOB.

B 3apyOexxHoil iuTepaType CTOMT OOpaTUTh BHMMaHUE Ha (yHIAMEHTAJIbHOE MCCIIEIOBAHUE
Javier Silvestre-Blanes Moreno u ap. [9], Ha KOTOpoe B TOM 4HCIIE CCBUIAIOTCS B paboTax,
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paccMOTpPEHHBIX paHee. B HeM 0003peBaloTCs CylIecTBYIONINE 3apyOeKHbIE 1aTaceThl Mo fedeKkTam
Ha TKaHAX, a TaKKe MpeJyIaraioT cBoil, B koropoM ¢ukcupytot 61 Bua aedexros [9]. JobaBum, 4To
TI0]T IaTACETOM MMOHUMAETCS Ha0Op TAaHHBIX, KOTOPHIH MOXKET UCIOIB30BATHCS B Chepe MAITHHHOTO
00y4eHHsl U UICKyCCTBEHHOTO MHTEIJIeKTa; 0a3a JaHHBIX [4] TakxkKe SIBISIETCS 1aTaCeTOM.

Pa3nen 2. TexHoJiorum pacno3HapaHusi 1e()eKTOB H 00padoTKa MOTy4aeMbIX JAHHBIX

CyiecTByIOT pa3lIiMuHbIE CIOCOOBI ompenencHus ACPEKTOB Ha MoJIOTHAX. M3HadanbHO 5TO
JIeNlali BpY4HYIO: COTPYIHUKU MPEANPUATHIA JETKOWH MPOMBIIUIEHHOCTH CaMU OIPeAessuin (4acTo B
pEeKUME PEaTbHOTO BPEMEHM, YTO 3HAYMTENBHO YCIOXKHSIIO 3aJady) M BbUIBISIM Je(eKThl Ha
npousBoauMoi npoaykuuu. IlogoOHast mpoueaypa HakjIaAbIBaeT psill OTPAaHUYEHUN MO TOYHOCTH
omnpezeneHus Opaka, B TOM 4YHClie BBUy yesoBedeckoro (akropa. B mocneanue rojsl, Oiaromaps
COBPEMEHHBIM TEXHOJIOTUSAM, OMNBITY JpYyrux cdep H pPa3BUTHIO MOJENEH HCKYCCTBEHHOTO
MHTEJUIEKTa, TOTEHIMAJIbHO CTajla BO3MOYKHA AaBTOMATH3aLlMs Ipollecca IMOMCKa Je(EeKTOB C
HCIIOJIb30BAaHUEM TEXHOJIOTMI MAaIIMHHOTO (TEXHUYECKOro) 3peHus. [JlanHoe HayuHOe HamnpaBlieHUuE
pa3BUBAETCS PSIIOM aBTOPOB B Pa3HbIX CTpaHAX MUPA.

B pa6ore T.FO. Kapepoii u ap. [10] aBTopbl paccMaTpuBalOT BO3MOXKHOCTH HCIIOH30BAHUS
pPa3IMYHBIX BHJIOB HEMpPOCETEBOro mojaxoja s OOHApyKEeHHsI IOPOKOB Ha TEKCTHJIbHBIX
MaTepuanax M MPEACTABIAIOT BapHUaHT JaOOPATOPHOIO CTEHJAa, Ha KOTOPOM IPOHU3BOAMIACH
dorocremMka TekCTHIsA A1 (GopMupoBaHHs oOyuaromieil BBIOOPKH. ABTOpBI J€NAlOT YHOp Ha
BaXHOCTh T'PAaMOTHOHM MOJTOTOBKM JaHHBIX, pa3METKU JePEKTOB Ha H300paKeHHSX IOJOTEH,
MpeiaraloT BapuaHThl HACTpoeK (POTOChEMKH OOBEKTOB, OMMCHIBAIOT MPOOJIEMBI BBIOOpA
OCBEIICHUS U MPEJCTABISAIOT PE3yIbTaThl CBOMX 3KCIEPUMEHTOB. KIlOUeBBHIM BBIBOJOM pPabOTHI
MOYKHO Ha3BaTh HEOOXOIUMOCTh CIEHUAIBHON M YHUKAJIbHOH HAaCTPOHKH (HOTOKaMEphl B paMKax
MoJ00HOTO TPOEKTA, a Pe3yJbTaTOM — PAaOOTAIOIIUM ONBITHRIA 00pa3el] CHCTEMbl KOMITBIOTEPHOTO
3penust. Takxke cuctema mogo6Horo Tuna onucana B pabdore [11] aBropcra T.A. bproxaHoBoii u 1p.
B Heli omumcan morennuan cos3ganus ITAK (mporpammHO-annapaTHOro KOMILIEKCA), KOTOPBIN
CMOXET pemarb psA 3aJad C MCIOJIb30BAaHUEM HCKYCCTBEHHOI'O MHTEIUIEKTa, a WMMEHHO
HelpoceTeBbIX TeXHONOruM, Takux kak SVM, MLP u MPCNN. Otmeuaercs, 4TO BbICOKasi TOUHOCTb
pacrnio3HaBaHus J1e(DEKTOB OyJET TOCTUTATHCS TMPU MOMOIIU OOJBIION HUCIIOJIB3YEeMOU 00yJaromiei
BBIOOPKH. YTIOMSIHYTHl JOIOJIHUTENbHBIE JJIEMEHTHl O0OpYJIOBaHHS B paMKax CHCTEMBbI
TEXHUYECKOTO 3pPEHHUs, TAaKH€ KaK ONEPALMOHHBIA BBIYUCIWTEIb, JATYUKU METpa)ka W IUIaThl
COIPSDKEHHSI ¢ IPUBOJIOM JIBUTATENs IIPOU3BOJCTBEHHOTO 000pyaoBanus. [1omoOHBIN cTeH ] onrcaHn
u B [12] aBTopoB Denis Miroshnichenko u ap. B nmannoii paGote, moMuMO OMUCaHUs CTCH]A,
pacmucaHsbl ark Mo CO3JaHuI0 yKe YIOMAHYTOU 0a3bl JaHHBIX 1e()EeKTOB Ha MOJIOTHAX, KOTOpast U
ObLTa pa3zpaboTaHa UMEHHO JUTS MTOCIeayoIIel 00paboTKN HEHPOCETEBBIMU TEXHOIOTHSIMH.

Bonbmioit Bkinan B anHyto o0nacth uccienaoBanuii BHEC B.A. iBanoBckuii. B paborax [13] u [14]
aBTOP PpAaCKpbIBa€T TEOPETUUYECKUE aCMEKThl HCIIOJIb30BAHMSI MAIIMHHOTO 3PEHUS IS
aBTOMAaTH3allMM TIOUCKA JIePEKTOB, B MEPBYIO OUEPEIb pacCMaTPUBACT MOTEHIIMAN HCIIOJIb30BAHUS
HedyeTkol noruku. Ero mpeu namee pasuBaiim A.B. CunakoB u nip. B uccienoBanuu [15]. OnHo
MOCBSIIIIEHO KCIIOJIb30BAHUIO METOJIOB KOMIIBIOTEPHOTO 3pEHUS Uil onpeaeneHus Opaka TkaHeld. B
paboTe HEe YIOMUHAIOTCA HEWPOCETEeBbIe TEXHOJIOTMH, OJHAKO aBTOPAMHU MPEATIOKEH HOBBIM METO.
ABTOMATHUYECKOTO OTpeAeTeHUs TpaHull (1e()eKTOB) ¢ UCIOIB30BAHUEM HEUETKOW JIOTHKH, a TAKKe
MPEJICTABJICHBI PE3YJIbTaThl HIKCIIEPUMEHTOB: MPEIOKEHHAsI aJrOpUTM BbLAeTII AedekTsl Ha 82%
UCCIIeTyeMbIX N300paXXeHU, OJJHAKO HET HH(POPMALIMU O TOYHOCTH BbIJICJICHUS.

B yxe ynmomsiHyTOM HccienoBanuu [9] moMmuMo 0630pa u KiacCupuKauu 1eheKTOB, TPUBOIUTCS
CpaBHHUTENbHAs TalOJuIla CYHIECTBYIOIIMX 3apyOeKHBIX NAaTaceTOB IO JedeKkTaM Ha MOJIOTHAX,
XapaKTepUCTUKU H300paK€HUM B JAaHHBIX JaTaceTax, YHOMSHYThl PACCMOTPEHHBbIE Ae(EKThl, a
TaKKe OTJENBHO BBIJCIECHBI BCE MCIOJIb30BAHHBIE METOABI OOHapyXeHus nedektoB. J[aHHBIE 1O
CYILLECTBYIOIIUM B HayKe METOJaM, PACCMOTPEHHbIE aBTOPAMHU, IIPEJICTABJIEHBI HA PUCYHKE 2.
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Pucynok 3 — Cywecmsyrowue memoowl obnapysicenus oegpekmoe Ha mxanvix noromuax [9]

Janee B paloTe NpeACTaBICHBI M PE3YJbTAThl COOCTBEHHBIX HKCIEPUMEHTOB ABTOPOB IIO
pa3MeTke Je(eKTOB, MPUBOIUTCS BBIBOJ, YTO ONTHMAIbHBIM METOJOM OIIpPENEeNIEHUs] TPaHHUIL
SBIIsIeTCS UcToNb3oBaHue unbrpa ['abopa. Takxke ommcaHa cucreMa KOMIBIOTEPHOTO 3pEHUs, B
KOTOPYIO BKJIIOYEHBI JIMHEHHas ckaHupytomas kamepa GigaEthernet, cBetommoaHasi MmojcBETKa,
SHKOZEp (AaTYHMK yTiia MoBOpoTa) sl cuHXpoHuszauu, [1K mist o0paboTku JaHHBIX U MJIAHIIET Ha
0aze Android s mapkupoBku gedextoB. COOTBETCTBEHHO, MPEACTABIICHHAS aBTOPAMU MOJIEh HE
ABIISICTCSA ITOJIHOCTBIO ABTOMATU3UPOBAHHON: HEOOXO MM OIepaTop (4eI0BeK), KOTOPBIi C IUIaHIIeTa
OyzeT MOATBEP)KIaTh Bce OOHAPYKEHHbIE IE(PEKTHI.

OTO JUIB BTOPOE NMPEICTaBICHHE MOJHOM CHUCTEMBl KOMIIBIOTEPHOTO 3peHHs B 0003peBaeMoit
JUTEpaType, MOTOMY, Ul HATJSIHOCTH M CpaBHEHUS, B TaOnuie 1 mpeacTaBiIeHbl COCTABISIONINE
cucteM aBromartuzanuu u3 [9] u [10].

W3 npuBe1éHHOTO CpaBHEHUS CIIEIYET, UTO CHCTEeMa, IIpeuioskeHHas B padorax [2], [4], [10] u ap.
0oJiee aBTOMAaTU3MPOBAHA U JIy4Ille BIIMCHIBACTCS B KOHIEIIHIO IUPPOBOH TpaHC(HOpMAIIHH, OTHAKO
B Hay4HbIX pa0OTax Ha JaHHBI MOMEHT HET MH(OPMAIUU O TOYHOCTU PAOOTHI MPEISIOKEHHON
HelpoceTeBol Mozenu. B cBoro ouepenp, B [9] He npeaiaraercs MojiHas aBTOMaTU3alus Ipolecca,
HO TIPEJOCTABIISIOTCS TAaHHBIE O TOYHOCTH PaOOTHI AITOPUTMA.
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Tabauya 1 — CpasHnenue cucmem asmomamusayul 0OHapyscerust 0eghexkmos

Uccnenosanue [10] [9]
DoTOChEMKA JIuHeiiHasg BugeokaMepa JIuneitHasg Bugeokamepa
OcBenieHue LED-noacseTka CBertonnoaHas IMOACBETKA

TIK, BEIYHCIMTETEHBIA TIK, BEIYBCIMTENEHBIA
O06paboTKa JaHHBIX
010K OJI0K IIJIAHIIIET
JlomonmauTEnbHOE
- JlaT4MK yria noBopora
000pyI0BaHUE
OO0OyueHHas Ha
Y Mogaens MU, ocHoBaHHas
Meron onpeneneHust pa3MEUEHHOM BPYUHYIO
. Ha WCIOJIh30BAaHUU (PHIIETPA
rpaHuI] 1eeKToB JaTaceTe HelpoceTeBast Fa6oba
MOJIEND p
To4uHOCTH OmnpenencHus Het mannbix Detection accuracy; Test I
P 88.98%, Test 2: 87,76%
ABTOMaTHYECKOE Heo0xoauMocCTh B
VYpoBeHb aBTOMATU3ALNH
CHCTEML ompezaencHue nedeKToB orepaTopax, MOMEIAIIINX
HEHWPOCETEBON MOJENBIO oOHapyKeHHbIE J1e(EKThI

B nayunoii padore C.B. EpmoBa u ap. [16] mpeanoxkeH BapuaHT 00OpabOTKH H300paykeHUI
MOJIOTEH METOJI0M TipeoOpazoBanuii dypre, 4To MO3BOIMIIO JOOUTHCS ToUyHOCTH B 0,5 Tpagyca npu
omnpezaeneHuu yria mierteHus. OHako B paboTe He pacCMOTPEHa BO3MOKHOCTD OIpeIeICHHsI TPaHHI]
IeEeKTOB TaKUM 00pa3oM, HO aBTOPaMH MOJPOOHO OMKUCAHO MCIIOIH30BAHKE MOAOOHOTO MOAX0/a B
MaHHOW oOiactu. J[aHHble HApaOOTKU CIENyeT HCIOIb30BaTh JUIS JNAlIbHEUIIUX HCCIEI0BAaHUN
UCIIOJIb30BaHUs MeTo1a mpeoOpa3oBannii Dypee.

Hpyroit nogxoxn pacemarpuBanu T. [lIpamGex u A. bamu: aBropst B 2010 roay mogany maTeHT
[17] Ha ycTpoiicTBO M crmoco0 oOHapykeHus AePeKTOB Ha TKaHAX, B KoTopoM mnpemnoxmmm [TAK,
KOTOPBIA TOMUMO J1e(heKTOCKOIHH JIeJIaeT pa3MeTKy 0OHapyKEHHbBIX TOPOKOB HAa caMoi TKaHu. J{is
ompezaeneHus Ae(GeKToB MpeaaraeTcs uCoib30Banre QUIbTPAIUU N300paKEHUN I yBEIUYCHUS
KOHTpacTa MEXIy «HOPMaJIbHOI» TKaHBIO M TEMH YYaCTKaMH, KOTOPbIE MOTYT OBITh BOCHPHUHSITHI
kak oTkinoHeHus. B pamkax [TAK paccmarpuBaroTcst ClieayroIIie COCTAaBIISIONINE: KaMepa (CucTeMa
HaOIIO/IEHUS CO BCTPOCHHBIM user-interface), 6710k OLIEHKH, JaTYMK METOK. B maTeHTe HeT ykazaHui
Ha TOYHOCTHb PAaOOTHI MPEATIOKEHHBIX METO/OB, a TAKXKE HET ONMCAHMS MOTEHIMana paboThl s
MHBIX BUJOB TKaHEH, KpOME paccCMaTpUBAEMbIX IMOJIMMEPHBIX MOJIOTEH.

Uccnenosanne Kazim Hanbaya u ap. [18] sBnsieTcs 0630poM 99 MCTOYHMKOB, TaK WM MHA4Ye
CBA3aHHBIX C TEMAaTUKOW MCIOJIb30BAHUS TEXHOJIOTMH KOMIIBIOTEPHOTO 3pEHUS U METOJI0B
orpezeNeHus TpaHul] 0ObEKTOB Ha TKaHBIX MOJOTHAX. B paboTe mpeacTaBieHbl BEIBOIBI 110 BHIOOPY
COCTaBJISIOLINX B CHCTEME KOMITBIOTEPHOTO 3PEHHUSI, B YaCTHOCTH BUACOKAMEPHI, CTICIUATbHBIX JTMH3
JUIS CbEMKH, IPEAMETOB OCBEILEHUS: KaMepa PEKOMEHIyeTCs JIMHENHAs ¢ YaCTOTON AMCKpETU3alun
B 140 xI't;, mpuBeneHs pacuera st BEIOOpa 00BEKTHBA MPU TIOMOITH BeO-T1aT(OpPMBI, IPUBEACHA
dbopmyna pacuera He0OOXOIUMOTO CBETOBOTO MOTOKA!

[llupuHa cBeTOBOro NoToKa (MM) = ocBeljaeMas IJomaab + (2 *
paccTosiHUE MEX/y KaMepaMu ).

Taxke aBTOpBI IPEJICTABIISIIOT CPAaBHEHUE METOJIOB OIPENENICHUs IpaHull Je(eKTOB Ha TKaHSIX,
JEeNAT X Ha CeMb KJIAcCOB: CTPYKTYpHBIE, CTaTHUCTUYECKHE, CIEKTpaJbHbIE, MOJCIUPYIOIINE,
oOyyaromuecsi, THOPUIHbIE U CPAaBHUTENbHBIC; M NMPUXOIAT K BBIBOJY, YTO HA JAHHBIH MOMEHT
Jy4IlIMe pe3yJbTaThl C MPOLEHTOM aKKypaTHOCTHU OMNpEJeNIeHus, paBHbIM 96, OKa3bIBACT MOJEb,
ucnone3ytomas gunetp ['abopa.. [loromy ans manpHeHIIEro HCCIeqOBaHHS OCOOBIA HHTEpec
BbI3bIBaeT pabora [9]. CrouT m00aBUTH, YTO B HCCICIOBAHUU OTMEYACTCS, YTO HCIIOIH30BAHUE
oOyyaromuxcs Mojeneii onpeneneHus AeGekToB (K KOTOPHIM OTHOCSTCS HEUPOCETEBBIE MOIXOIbI)

- - — ” .
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MPEKPACHO MOJXOAAT ISl pean3aliy Ha MPEANPUATHAX JIETKOW MPOMBIIIJICHHOCTH, BBUAY PabOThI
B peasibHOM BpeMeHU. COOTBETCTBEHHO, OPUEHTUPYSCh Ha BEIBOJIBI JAHHOUM PabOTHI, MOKHO CUUTATh,
YTO Ppa3BUTHC HCﬁpOCCTeBOFO noaxoaa ajisl peuCHuA HOI[O6HI)IX 3aaa4 ABJIACTCA NCPCIICKTHBHBIM.

B nmomonmHeHue K CymIeCTBYIOIIMM CpPaBHHUTEIbHBIM TabnuiiaM u3 ucciefoBanuit [9] u [17],
MPHUBEAEM JIOTIOTHUTENbHYI0 HH(pOpMalHio 00 MCIONB30BAHHBIX B Pa3IUYHBIX HAYYHBIX paboTax
METOJaX ONpEICICHUS TpaHuIl JePEKTOB, KOTOPbIC OBLIM 3aTPOHYTHI B HACTOSAIEM 0030pe;
nHpopMaIus npeacTaBieHa B Tabauie 2.

Tabauya 2 — [Ipeonacaemvie mMemoosl onpeodeieHus 2panuy 0epexmos Ha MKAHbIX NOLOMHAX

[Ipennaraempie METOIBI
UccnenoBanue oTpeeNeHus TPaHUI]
ne(eKTOB Ha MOJOTHAX
[5] HeiipocereBas Mmoaenb
[9] @unbtp ["abopa
[10] HeiipocereBas Moaenb
[11] HeiipocereBas mojenb
[13] MeTo HEUETKOH JTOTUKHA
[14] MeToa HeUeTKOM JTOTUKH
[15] Onepa}.Top FBHHH, METOJ
HEYETKOM JIOTHKH

[16] [TpeoOpazoBanns Pypre

Ha ocHOBaHWM JaHHBIX, TPUBEICHHBIX B TaOJUIC JBa, a TAaKXKE aHAIHW3a JIMTEPATYPHBIX
UCTOYHUKOB [9] u [18] MOXXHO cAenaTh BBIBOJA, YTO MpobOIeMaTHKa BOMPOCAa aBTOMATH3AIUU
mporecca Mmoucka JMeeKToB Ha TEKCTHIIHHBIX IMOJIOTHAX AKTHBHO W3YYaeTCs, Pa3UYHBIC aBTOPHI
IpeJyIaraloT pa3Hble MOJIX0Abl U METO/Ibl, a TAKXKE CYIIECTBYET OOJIbLION MJIACT HEUCCIIETOBAaHHBIX
BO3MOXKHOCTeH. CTOMT OTMETUTh, UYTO OCOOYI0 MOMYJISPHOCTH B OTEYECTBEHHOM HAyYHOM
CoO0O0IIIeCTBE B MOCIEAHEe BpeMs Habpalia ujaes UCTIOIb30BaHUsI HEHPOCETEBOTO MOAX0/1a B JAHHON
00JIacTH, B TOM YHCIIE 3apETHCTPUPOBaHa 0a3a JaHHBIX IS 00y4YEHUsT HEHpoceTei, a Takke coOpaH
U TPOTECTHPOBAH J1A0OPATOPHBIA CTEHJ, MPEICTABIAIOMINNA MOTEHIMAN peaTu3aluu MoJI00HOMI
CUCTEMBI KOMITBIOTEPHOTO 3PEHUs, B TO BpeMsl KaK B 3apyOeKHOU muTepaType Oolblliee BHUMaHUE
yaensieTcs ucnosib3oBanuio Guiibtpa ['abopa. Tak aBroper Tong u ap. B pabdote [19] npemnoxunm
MOJIeNTb OOHapyKeHUs e(EeKTOB Ha TKaHU, UCIIONB3YIONTy0 T (epeHInaTbHOI YBOJIONUIO IS
ONTUMM3AINK TAPaMETPOB, 3TOT MOIXOJ pa3BuBaics B ucciegoBanuu S. Yuan u T. Zheng, B
KOTOPOM TPEJCTaBICHBl HKCIEPUMEHTOB HCHOJb30BaHus ¢uiasTpa [abopa: 16 cBeprok, 4
pasnuuHbIX yria u maciraba [20]. B padore J. Eskofet u np. mpenoskeH BapruaHT ¢ UCIIOIb30BAHHEM
HaboOpa MHOTOOPUEHTAIIMOHHBIX M MHOTroMacmTaOHbIX (punsTpoB ['abopa [21]. HoBeiii BapuaHT
npemioxmwm aBropel J. Jing, X. Fan, P. Li, 3akmouaromuiicss B COBMECTHOM HCIOJIb30BAHUH
¢dbunsTpoB ['abopa u Kernel Principal Component Analysis (KPCA) [22]. Takoit moaxo 1 mo3BoIuiI
MOJyYUTh BBICOKUHN MPOIIEHT TOYHOCTU MPU OOHApPYKEHUU 1e(DEKTOB TKAaHU B pEalbHOM BPEMEHH,
YTO, COOTBETCTBEHHO MOJXET COCTaBUTh KOHKYPEHIIMIO HEUpPOCETEeBOMY MOJXOJIy B IUJIaHE
OTIEPAaTUBHOCTH OTpeAeiieHUs Ne(hEeKTOB Ha N300paKEHUSX.

Pasznen 3. llorennuag naJdpbHeHIINX HCCJIEeT0BAHA I

[Tocne aHanmu3a NPUBEAEHHBIX HCTOYHUKOB, MOYKHO CKa3aTh, YTO HEWPOCETBOM IOAXOI H
ucnoib3oBanne (QuiapTpa [abopa SBIAIOTCS CaMBIMU  TOMYJISPHBIMH W MEPCIICKTHBHBIMU
HaIpaBJICHUSMH JJIs OonpeesieHus rpanull 1edekToB [9], [ 18] TekcTunbHBIX MaTepuaioB. B Tabmuiie
3 mpuUBENEHO KpaTKOe CpaBHEHUE AITHX JIBYX MOAXOJOB HAa OCHOBAHHWH MPOAHAIM3HPOBAHHBIX
HUCTOYHHUKOB.
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Tabauya 3 — CpasHenue ucnonvzosanus purompa I abopa u netipocemesoz2o nooxooda

Merton IL1rochl Munycsl
—o0ecrneunBaeT ONTUMAIbHOE 0OHAPY KEHUE
NE(EKTOB JUIS KaK B IIPOCTPAHCTBEHHON, TAK M B | — BBLIGOP ONTHMAIbLHBIX
YaCTOTHOH 00J1acTH; HacTpoeK (UIbTpa
—Onarojapst pa3IMYHbIM MacIiTabam MpejyiaraeT | sSBIAETCS CIOKHOM
DrbTp —BBICOKOPa3MEPHOE MPOCTPAHCTBO IPU3HAKOB; 3ajayueii;
T'aGopa —METO/J] BEIOOpa alanTUBHOTO (DUIIbTpa — HEJIOCTYITHO BpAIlICHUE U
MO3BOJISIET CHU3UTH BBIYUCIUTENBHYIO MOBOPOTHI 0OBEKTOB MPHU
CIIOKHOCTD; aHaJIu3¢ TKAHEH;
—XOpOII0 OOHApYKUBaeT AePEKThI HA KpasixX — 3aTpaTHbBIN
M300paxeHHUS; BBIYMCIIMTENIbHBINA MPOLIECC
—MOXET OBITh BCTPOCH B TKAIIKHE CTAHKH.
—MOJKET HUCIIOJIb30BATHCSA CO CTATUCTUYSCKUMHU U
CHEKTpaJIbHBIMU METOJIaMU; OJaroaaps CBOMCTBY
HU30TPOINUHU TOAXOIUT JUIsl TPUIOKEHU N
CEerMEHTAalIUU;
—Ppacrio3HaeT JOKATbHYI0 OPUEHTAINIO O0BEKTa;
HeiipocereBoit | MOXET I/ICHOJ‘ILEOB&TBCH U1 MOJEIIUPOBaHUS ;;2?;:2;?&?23;13350
MOAX0. TEKCTYp TKaHEW;
—CIIOCOOHOCTD K M3YYCHHIO CII0KHBIX pasmcpa
HEJIMHEHHBIX 3aBUCUMOCTEH;
—TOJIZICPIKKA Pa3InYHbIX METOJ0B O0yUEHHUS;
—paboTa B pexXrMe pealbHOTO BPEMEHU;
—MOYET OBITh BCTPOCH B TKALIKHE CTAHKH.

[IpencraBiaeHHble METOJABl MMEIOT Pa3MUYHbIE YHHKAJIbHbIE NPEUMYIIECTBA U HEIOCTATKH.
KiroyeBbIM  MpenMyIIeCTBOM HCIONB30BaHHUS HEHpOCEeTEeBOro moaxoaa Uit JeeKTOCKOIHU
ABJISIETCSA BO3MOXKHOCTB ITOJIHOM aBTOMAaTHU3aLlMu ITPoIiecca, B TO BpeMs kKak 00paboTka n3o0paxeHuin
¢ueTpom ["abopa npennonaraer pyyHoe MOATBEPKACHNUE BhIICICHHBIX Je(ekToB. B Takom cioydae
MOYHO TIPEJIOKUTH HJICI0 COBMECTHOTO MCIIOIBb30BaHus ABYX 1oaxo70B: B [TAK mo onpenenenuro
Ne(eKTOB Ha TEKCTHJIbHBIX IOJOTHAX HCIOJIb30BAaTh HEHpoceTeBOM moaxon, a ¢uibTp I'abopa,
BBUJY BBICOKOM TOYHOCTH €ro paboThl NMpU OOHAPYKEHHUU TpaHHLl OOBEKTOB, MPUMEHSTH IS
HKCIEPTHON OIEHKH IoylydaeMoil TouHoctu pabotel Helpocereit B [TAK. Ilogobnoe pemienue
IIO3BOJIMT UCIOJIb30BATh CUIIbHBIE CTOPOHBI 000MX MOIXO0/I0B.

B nanpHeHmux uccienoBaHUSIX HUCHOJIb30BaHMUS HEHPOCETEBOTO MoaXxoja Juisd Ae()eKTOCKOUU
TEKCTHJIBHBIX MOJIOTEH B paMKax HU(POBOM TpaHCHOpPMAIIUU TAKXKe MPEJIaraeTcsi paccMaTpuBaTh
CJICAYIOIINE ACHIEKThI: ONITUMU3ALMS CYIIECTBYIOLIUX JAaTaCETOB Ul 00y4YeHUs MOJIENeH, ToJTyYeHue
IPAaKTUYECKUX PE3yJIbTaTOB TOYHOCTH OINpE/IEIEeHUsI OOBEKTOB Ha M300paKEHUsSX, MapaMeTphbl
o0yueHus W mnepeoOydyeHHs MojeNel, TMOTeHIMal MWCIONb30BaHUS B Jpyrux cdepax
MPOMBIIIJICHHOCTH ¥ SKOHOMHUKHU.

[TogBoas uror, naes aBTOMaTH3alMM Ipoliecca MOoMcKa Ae(PEKTOB Ha TEKCTUJIbHBIX MOJOTHAX
aKTUBHO pa3BuBaeTcs BO BceM Mupe. CoBeplIeHCTBOBaHME HMH(OPMAIIMOHHBIX TEXHOJIOTUN
MO3BOJMJIO OCYIIECTBUTh IPAKTUYECKYH pEANU3alUil0 IOAOOHBIX CHUCTEM, HCIIOJIB3YIOLIINX
TEXHOJIOTUM KOMIBIOTEPHOIO (TEXHUYECKOr0) 3PEHHUs M pa3jInYHbIe METOAbl Pa3METKU T'PAHHULL
00BEKTOB Ha M300pakeHUU. ABTOMATH3aLUs Ae()PEKTOCKOMUY SIBISAETCS BaXKHOW COCTaBIIAIOLICH B
pamkax mUQpoBOK TpaHCPOpPMAIMU MPOU3BOACTBA. B manHO#N pabore ObuT mpomsBeneH 0030p
JUTEPATYPHBIX UCTOYHUKOB 110 TEMAaTHKe KIacCU(UKALMU U BUJIOB J€(PEKTOB HA TKAHAX, METO0OB
UX aBTOMaTHYECKOTO OIpPEeNICHHs], Pa3INunsl B OTEUECTBEHHOM M 3apyOeHOM IMOAXOJE, a TaKxKe
NPECTaBJICHBI IEPCIIEKTUBHBIC HAIPABIICHUS [T JAJIbHEHIINX UCCIIEI0BAHHM 1O JTAHHOH TeMe.
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ITPABOBBIE OCHOBBI PABOTBI OPTAHOB IIPOKYPATYPBI B OBJIACTH
OBECIIEYHEHUA HAIIMOHAJIBHOU BE30OITACHOCTH

Kucenesa E.B.!, Bypaykosa O.U.2

! FOoxcnwiii hpedepanvuwiil ynusepcumenm,
KaHO. 10pUo. HAYK.
2 [Ooicnwiil (hedepanviuiil ynueepcumen,
cmyoeHm

Tema «IIpaBoBble OCHOBBI PpPadOTHI OPraHOB MPOKYPATYpPbl B 00JiacTH o0ecnedeHUs] HAIMOHAJIbLHOI
0e30MacHOCTH» AKTYaJIbHA, TAK KAK HAIMOHAJILHAS 0€30I1aCHOCTh CTPAHBI, ABJISETCA FAPAHTOM CTA0MJILHOCTH B
Heil BO Bcex 00/1acTAX, a TakKe rapantueil odecrneyeHusi 0e30MaACHOCTH I'PAXKIAH, YTO MO3BOJIsIET 00eceYUuTh
pa3Butne oOwecTBa. OpraHbl NPOKYpPATYpbl BHOCAT OrPOMHBIA BKJIaA B JAaHHOW cdepe, TeM caMbIM,
NMOAYEPKHBasl aKTyaJIbHOCTDb JaHHOU TeMbl. [IpeamMeTomM JaHHO# cTaThU sIBJIsAETCS HOPMATUBHO-NIPaBoBas 6a3a,
HA KOTOPOii 0CHOBBIBaeTcs1 padoTa OPraHoB MPOKYpaTypbl B AaHHOH cepe. Lleabio padoThl siBJsIeTCH H3yUeHHE
U aHAJU3 HOPMATHBHO-NPAaBOBOii 0a3bl, KOTOPas MCHOJIb3yeTcsl MPH PadoTe OPraHoB NMPOKYpaType B AaHHOM
cepe. Cpequ MeTOI0B, HCHOJb30BAHHBIX B JAHHOW CTaThe, MO’KHO BbIJCINTb: AHAJIN3, CHHTE3, THAJCKTHKO-
MaTepHATHCTHYECKHH, a TaK/Ke IOPHINYeCKHe MeTObl, KOTOpPbIe MO3BOJIMIM 0o0Jiee JeTaJbHO H3YUYHTh JaHHYIO
Temy. Ilo pe3yjJbTaTaM HanMcaHUS JAHHOH CTATBHM ObLIUM NMPOAHAJIM3UPOBAHBI HOPMATHBHO-TIPABOBbIE AKTHI,
KOTOpbIe Yallle BCero MCIOJBL3YIOTCS OpPraHaMH NPOKypaTypbl B cdepe ol0ecmedyeHHs] HAIHOHAJILHOI
0e3omacHOCTH cTpaHbl. /laHHbIe 3HAHUSA MOMOIYT M3YyYHMTh BONPOC O crnenuuKe HOPMATHBHOI 0a3bl OPraHoB
NPOKYpATyphl B JaHHOIl cdepe, a Takike MOJTHOMOYMS, KOTOPBIMH HaJeJalOTCA OPraHbl NMPOKYpPaTypbl Ha
OCHOBAHHWH JaHHbIC HOPMATHBHO-NIPABOBLIX aKTOB. [0 pe3yjbTaTamM HanMcaHWA JAHHOH CTATHH MbI IPUXOIUM
K BBIBOJY, YTO IIOJIJHOMOYHSI ¥ POJIb OPTaHOB IPOKYPATYPhl B JaHHON c(epe BeJIMKH, YTO 3aKPeILIsieTcsl B CAMUX
HOPMATHBHO-NIPABOBBLIX aKTaX, a AeATeJbHOCTh JAAHHOIO0 OPraHA PaCIpPOCTPaHseTcd Ha Bce cdepe KU3HH
o01IecTBa, YTO PerIaMeHTHPOBAHO 3AKOHOAATEILCTBOM HaIlleil CTPaHBbI.

Kniouesvie cnosa: 6e30nacnocmb; 3AKOH, npaeo, npasoeoe pecyiuposanue, npasooxpanumeiibHbvle opcaHtbl .

Original article

LEGAL BASES OF ACTIVITY OF PROSECUTOR'S OFFICES IN THE SPHERE OF
ENSURING NATIONAL SECURITY

Kiseleva E. V.1, Burdukova O.1.2

I Southern Federal University,
Candidate of Law
2 Southern Federal University,
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The topic "Legal foundations of the work of the prosecutor's office in the field of ensuring national security" is
relevant, since the national security of the country is a guarantor of stability in it in all areas, as well as a guarantee
of ensuring the safety of citizens, which allows for the development of society. The Prosecutor's Office makes a
huge contribution in this area, thereby emphasizing the relevance of this topic. The subject of this article is the
regulatory framework on which the work of the prosecutor's office in this area is based. The purpose of the work
is to study and analyze the regulatory framework that is used in the work of the prosecutor's office in this area.
Among the methods used in this article, we can distinguish: analysis, synthesis, dialectical-materialistic, as well as
legal methods that allowed us to study this topic in more detail. Based on the results of writing this article, the
normative legal acts that are most often used by the prosecutor's office in the field of ensuring national security of
the country were analyzed. This knowledge will help to study the specifics of the regulatory framework of the
prosecutor's office in this area, as well as the powers granted to the prosecutor's office on the basis of these
normative legal acts. Based on the results of writing this article, we come to the conclusion that the powers and
role of the prosecutor's office in this area are great, which is enshrined in the normative legal acts themselves, and
the activities of this body extend to all spheres of society, which is regulated by the legislation of our country.

Keywords: security; society; state; law; law and order security; legal regulation; law enforcement agencies.
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Kucesesa E.B., Bypaykosa O.U.
[IpaBoBBIE OCHOBBI Pa0OTHI OPraHOB NPOKYPATYpPhI B 00JIaCTH 00ECIIeYeHHs] HAlIMOHATIBHON 0€30IIaCHOCTH

- ..__-__—-'

BHyTpu Hamero rocygapcrBa CyLIECTBYIOT MNpOOJIEMBI, KOTOpPbIE€ OKa3blBalOT HEraTMBHOE
BIIMSIHUSA HA pa3iMuHble Cephl KU3HU OOLIECTBA U TOCYJapCTBa, YTO HETaTMBHO CKa3bIBAETCS Ha
00ecCTIeYeHNN HAIMOHAIBHOW 0e30MacHOCTH cTpaHbl. [y Toro, 94To0bl obecnednTsh dPPEKTHBHOE
pa3BUTHE OOIECTBA U FOCYIapCTBa, a TAKXKe, YTOOBI JOCTOIHO MPOTUBOCTOATH YTPO3aM BHEIIHETO U
BHYTPEHHETO XapakTepa, M JOCTIKEHHsS Ield 00ecreyuTh HalMOHAJIbHYI0 O0€30MacHOCTh B
cTpaHe, HEOOXOMMO PEaTM30BBIBATh HAa MPAKTUKE KOHIEMIIMIO HAIIMOHAJIBFHOW O€30MacHOCTH Ha
BCEX YPOBHSX YIPaBJICHUS IOCYJapCTBa.

Llenp AaHHOTO MCCIIEAOBAHUS 3aKIIOYAETCS B TOM, YTOOBI M3YYUTh IPAaBOBYIO OCHOBY OPraHOB
MPOKYPATyphl IPH O0ECIICUeHUN HAIMOHAILHON 0€30MacHOCTH HaIIeH CTpaHbl. J{7s JOCTHXEHUS
MOCTaBJIEHHOW LI B JAaHHOW CTaThe ObUIM HCIIOJIb30BaHbl TAKME METO/bI, KaK aHallu3, CUHTE3, a
TaKXXe IUANEKTUKO-MaTePUATUCTUUYECKUH U FOPUIUUECKHI METO/IbI, YTO O3BOJIMIIO OoJiee IeTaabHO
Y TIOJTHOLIEHHO M3YUYUTh JaHHYIO TEMY.

ITosmmmTrka rocyjapcTBa BHyTPU M BHE CTPAaHBI OCHOBBIBAETCSI HA HHTEPECAX CaMOro rocyapCcTBa,
KOTOpbIE MOSIBIISAIOTCS OT Pa3IMYHBIX HHBIX MPOLECCOB B pa3HbIX cdepax KHU3HU oOliecTBa U
rocyaapcra. Cpey HHCTUTYTOB TOCYJapCcTBa 0CO00€ BHUMAHUE YAEISAETCSI UMEHHO AESITEIbHOCTU
OpraHoOB TMPOKYpaTypbl, KOTOpas BHOCHUT OOJIbIION BKJIaJ B oOOecrnedeHHe HalMOHAIbHON
0€3011aCHOCTH CTpPaHBbI.

Ha wmam B3rmsg, mo0oe HampaBieHHWE Halled CTpaHbl B JJAHHOM OOJIaCTH BOIUIOLIAETCS C
MOMOIIBIO IIeJIENOJIaraHus U C ONOPOIl HA HOPMATUBHYIO 0a3y, KOTOpasi perjlaMeHTUPYeT JaHHYIO
cdepy, a opraisl IPOKypaTypbl IPOBOIS HAA30P 33 UCIIOJIHEHNEM 3aKOHOATENIbCTBA HAIlIEH CTPaHHl,
UTpaeT PoJib OJTHOTO U3 TJIaBHBIX CyOBEKTOB MPHU OCYIIECTBICHNUHN JIaHHON JEATEIbHOCTH.

B TedeHne HECKOIBKUX JECATKOB JIET Hallla CTpaHa SBJISETCS MUPOTBOPLIEM U IapjaMEHTEPOM Ha
MEXIyHapoJAHOW apeHe. MHorue KOHQUIMKTBI MEXIyHapOIHOIO YPOBHsS paspeliatoTcst 6aaronapst
pabore Hameil crpanbl. Poccust iMeeT 60IbIIYI0 TEPPUTOPHIO, CUIBHYIO IPABOBYIO OCHOBY, IIO3TOMY
3alMIIEHHOCTh TPaHUL] M TpaxJaH TpeOyeT YCUJIEHHOW 3allliThl, KOTOpbIE IOCBSLICHBI
o0ecreYeHnI0 HallMOHAJIbHOW 0€30I1aCHOCTH, YAESeTCS MHOI'O BHUMAHHUS.

Msbl monaraeM, 4YTO CTaOWJIBHOCTb BHYTPH CTPaHbl, YCWJIIEHHOE JOBEpHUE K OpraHam
rOCy/JapCTBEHHOW BJAaCTH, IOJUTHYECKUM JAEATENSM, BBICOKMI YPOBEHb YBEPEHHOCTH U
IPaKAaHCKONH OTBETCTBEHHOCTH, a TAaKXK€ MHOTHE JIPYTHE COCTaBJISIOIINE, TOBOPST O 00 BHICOKOM
YPOBHE HAIlMOHAJIbHON 0E€30MaCHOCTH.

[TonsiTre yrpo3sl HAIIMOHAIBLHOW Oe30macHOCTH chopMynupoBaHo B CTpaTeruu HaIlMOHATBHON
6e3omacHoctu 10 2025 rona, B CBA3M C 3TUM, YIpo3a — 3TO HapylLIeHHE MpaB U CBOOOJA IpakAaH,
KOTOpas yXyZILIaeT YPOBEHb U Ka4eCTBO UX JKMU3HM, a TAK)KE HAHOCUT BPEJl CaMOMy rocynapcTsy [1].

ba3oBble MOJNOXEHMS 10 BOIUIOLICHWIO HAIPAaBJIEHUM, IEPEUUCIEHHBIX B CTpaTeruu
HAI[MOHAJILHOM 0€3011aCHOCTH, UMEIOT CBOE 3aKperieHne B denepanbHoM 3akoHe «O HallMOHAIbHOM
6e3onacHoctu P®» [2], naHHbli (enepanbHblii 3aKOH 3aKpeIvisieT CTPYKTYypy M HOJHOMOYUS
roCyJJapCTBEHHBIX OPraHOB, KOTOPBIE OTBETCTBEHHBI 32 00ECICUeHUE HAIMOHATILHON 0€3011acCHOCTH
B cTpaHe. [[ns kadecTBEHHONM W ONEpaTUBHOM peanu3alMM JaHHOM CTpaTeruu, HeoOXxoauma
COBMECTHasl paboTa rocyJapCTBEHHBIX OPraHOB M OOIIECTBEHHBIX OpPraHU3alMi, a TaKkKe JPyruMu
3aMHTEPECOBAaHHBIMU CTOPOHAMHU, a Takke BaxkHa pabora CMMU, kak McTOUHUKA MH(OpMAIK IS
rpakJiaH o MpojelaHHON paboTe B JaHHOM cdepe.

OCHOBHOM 3aKOH HaIllero rocyJapcTBa MPOBO3IVIALIACT INIABHOM LIEHHOCTBIO B HAILEH CTpaHe
rpaxJiaH, UX MpaBa U cBOOOJIBI, a TAKXKE MX MPU3HAHUE U 3aLIUTY TOCYAapPCTBEHHBIMH OpPraHaMH.
[Ipokyparypa rapanTupyeT uxX oOecliedeHHe, a TaKKe MPOBOAUT KOHTPOJIb M Haa30p 3a
COOJIIOICHHEM 3aKOHOATEIbCTBA, 3ALUTOM IIpaB U CBOOO/ IpaXk/1aH ¥ UX HHTepecoB. JlaHHbIN opraH
SBIISICTCS HE3aBUCHUMBIM M HE OTHOCHTCS K KaKOW-TMOO BETBM BJIACTH, & SIBJISETCS CBS3YIOIIUM
3BE€HOM, a TaKX€ INIaBHBIM OPraHOM, KOTOPBIM MMEET HAI30PHBIIM U KOHTPOJIUPYIOLUIUN XapakTep B
o0actu obecredeHnst HallMOHAIbHOM 0€301acHOCTH.

Taxum 00pazom, Mbl IPUXOIUM K BBIBOJLY, YTO IIPOKYpaTypa HE0OX0IMMa, TaK KaK C e ITOMOIIbI0
oOecrieynBaeTcsi Xopoinee (HyHKIIMOHUPOBAHNE U B3aUMOJICHCTBUE BCEX JIEMEHTOB rOCY/IapCTBa, a
TaKXKe MPOKypaTypa MpU3BaHa CIEAUTH 3a TeM, YTOObl BCEM TpakJlaHaMU M OpraHamH BJacTU Ha
TEPPUTOPUU TOCYAAPCTBA COOJIIOJAINCH 3aKOHBI, @ TAKXKE MpaBa U CBOOOIbI YETIOBEKA.

- -  — - .
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BaxxubiM akTOM, B KOTOPOM 0003Ha4YEHBI IJ1aBHbIE HAIIMOHATIbHBIE PUOPUTETHI CTPATETUYECKOTO
XapakTepa, a TaKkKe WHTepechl Hamied crpanbl — 370 CTpaTerus HalMOHAIBHON O€30MacHOCTH,
KOTOpasi 3aKpeIIsieT UHTEPEChl HAllMOHAJIBHOIO XapaKkTepa, KaK BayKHbIe OTPEOHOCTH OOIIecTBa U
roCy/AapcTBa, a TAaKXKe rapaHTHIO UX 3alIUIIEHHOCTH U CTA0MIBHOTO Pa3BUTHS.

HeoOxoqumMo MOAYEpKHYTh, YTO COXPAaHHOCTh HMHTEPECOB OCYIIECTBUMA TOJBKO MPHU
B3aUMOJICCTBUU C HAIIMOHAJIBHBIMU TPUOPUTETAMH CTPATETUUYECKOr0 Xapakrepa, IpyruMu
CJIOBaMH, C TIOMOIIIbIO TJTaBHBIX HAIIPABIIEHUH, K HUM OTHOCAT: 00OPOHY roCcyJapcTBa, 0€30MacHOCTh
OOIIECTBEHHOTO M TOCYAapCTBEHHOI'O XapaKTepa, MOBBIIMICHUS YPOBHS U KauecTBa JKU3HU TPaxKIaH
Halleil CTpaHbl, pOCT B cpepe IKOHOMHKH, HAYKH, TEXHOJIOTUU U 00pa30BaTENbHOMN AEATEIbHOCTH,
OXpaHy KyJbTYpbl U 3KOJOTHH, CTAOUILHOCTh CTPATETHYECKOTO XapaKTepa, a TaKKe BBIFOJHOE U
pPaBHOIIPaBHOE NAPTHEPCTBO CTPATETUUECKOI0 XapaKTepa .

OenepanbHbiii 3akoH «O mpokyparype Poccuiickoit ®Depepanuu» 3aKpervisieT MOJTHOMOYHS
OpPraHOB IPOKYpaTyphl 110 OCYLIECTBICHUIO HAA30Pa 32 UCIIOJIHEHUEM BCEMU 3aKOHOAATENbCTBA PD,
a TakXe 3aKOHHOCThIO pruHUMaembix HITA, Hagenss npokypaTypy cneluanbHbIMHU OJTHOMOYUSAMHU
[3].

B cBsi3u ¢ BhIIeCKa3aHHBIM, HEOOXOAMMO MOJYEPKHYTH, YTO MPU BOILIOMICHUH HAMOHATBHBIX
IIPUOPUTETOB  CTPATETMYECKOI'0  XapakTepa MPUHUMAIOT  YYacTHUE  PA3JIMYHBIE  OpraHbl
roCy/AapCTBEHHOM BIIACTH, HO HAJ30p 32 UX JIEATEIBHOCTBIO OCYIIECTBIISAIOT OpraHbl IPOKYPATYPHI.

Takum o00pa3om, MBI TPUXOIMM K BBIBOJIY, YTO MPOKypaTypa HMEET IIOJHOE IpaBo, B
COOTBETCTBUU C MPEIOCTABICHHBIMH €W IOJHOMOYMSIMH, AKTUBHO NPHHMMATh Y4YacTHE HpH
pEILIeHUH BONPOCOB OOOPOHHOrO, COIHAIBHOIO M AKOHOMHMYECKOTO XapakTepa, KOTOPOEe, B CBOIO
ouepenb, HE IOCTUTAeMO MPH OTCYTCTBHH YETKOTO U €TMHOOOPA3HOT0 UCIIOIB30BaHUS HOPM IPaBa.
Crourt cka3arb, 4YTO POJIb OPraHOB MPOKYpaTypbl HE OTPAHUYMBACTCS HA30POM 3a JIEATEIbHOCTHIO
MOJHAJ30PHOTO O0BEKTa, B TIOJHOMOYHS JaHHOTO OpraHa BXOJAT AaKTHBHBIC JCHCTBUS TpU
0OHapy>XeHUHM HapyLIEHUU, MyTeM NPUMEHEHHS MEp IMPOKYPOPCKOTO pPearupoBaHuUs, HAIpUMEP
BbIHECEHHE TpeOOBaHUs 00 yCTpaHEHUU HapYLIEHUH HOPM 3aKOHOJATEIhCTBA, YTO YCHUJIMBAET €€
pOJIb.

Taxxe B @3 «O npokyparype» JaeTcsi TOJIKOBAaHUE CUCTEME OPraHOB IIPOKYPATyPhl, KAK CHCTEMBbI
Pa3IUYHBIX TMPOKYpaTyp U OMPECIICHHBIX OpTraHu3aIliii, KOTOPbIE TECHO CBSI3aHHBI JIPYT C IPYTOM,
B IENAX pemeHus oOmmMX 3aaad, CHOCOOCTBYIOIIMX MOIIACPKAHUIO TMOPSAIKAa M 3aKOHHOCTU B
rocyAapcCTBe.

Ecnu paccmarpuBaTh ImpoKypatypy, Kak CUCTEMY, TO OHA HCIIOJHSET KOHTPOJIb M HaI30p 3a
UCIIOTHEHUEM 3aKOHOJIATENIbCTBA B PA3IUYHBIX cdepax OOIIECTBEHHOW JKHU3HH, KOTOpPbBIE
NOJIEP>KUBAIOT HAIMOHAIBHYIO 0€30MaCHOCTh CTPAHBbI.

Cucrema OpraHoB MpOKypaTypbl Oa3upyercs Ha MpPUHLUIAX EIUHCTBA U LIEHTPAJIU3alLuHy,
UepapXuy U NOJUYMHEHHUs BCEX MPOKypaTyp l'eHepanrbHOMY HMPOKYpOpY, BHE 3aBUCUMOCTH OT UX
npeaHa3HadeHusl. BaxxHo, 4yTO MPOKypaTyphl, HE BXOJASIINE BO B3aUMOCBSI3aHHYIO CHCTEMY BCEX
pOKypartyp, B cBs3H ¢ O3 «O mpokyparype», He MOTYT CO3/1aBaThCsl U ICHCTBOBATh HA TEPPUTOPUU
rocyJiapcrBa.

Teneps mepeliieM K MPUOPUTETHBIM HAMpaBlIeHUSM B cdepe obecreueHUs HAIMOHATBHON
0€30MaCHOCTH CTpaHbl W TPHUBEIEM XaAPAKTEPUCTHUKY KaXIOTO U3 HUX, YUYUTHIBAS TOAXOISIINANA
MpEeaMET HaJ[30pa OPraHoB MPOKYypaTypsl [4].

1. OcymectBienue o0opoHbl cTpaHbl. [lompa3dymeBaercs Ham3op 3a  CcoONIOICHHEM
3aKOHOJATENbCTBA, a TAKXKE 32 JI€ATEIbHOCTHIO OPraHOB BOCHHOT'O YIIPaBJICHHUS.

2. IN'apanTust Oe3omacHOCTH OOIIECTBA M TOCYJapcTBAa. OTO MEPbl MPOTHUBOJCHCTBUS
HKCTPEMHUCTCKOW, AHTUKOPPYILMOHHOW M TEPPOPUCTUYECKOM JEATENHOCTH, U Mo Ooprde c
IPECTYTHOCTBIO.

3. IloBbIIeHNE YPOBHS M Ka4€CTBA KU3HU IPakJaH. DTO HAJ30p 3a 3aKOHHOCTBIO B COLIMATIbHOMN
chepe >Ku3HU OOLIECTBA, INPOJOBOJIBCTBEHHOW cdepe, a Takke B chepe MUTPALMOHHOTIO
3aKOHOJATENbCTBA.
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4. Poct B »KkoHOMHYeckoW cdepe. B gaHHOM cnydae MONMHOMOUYHS PaOOTHUKOB OPraHOB
IPOKYpaTyphl 3aKJIIOYAIOTCS B HAA30pE 3a MPEAINPUHUMATENBCKON e TeTbHOCThIO, COOII0IEHUEM
HOPM OIO/IKETHOT'O 3aKOHOAATEIbCTBA.

5. Pa3Butue B chepe HayKu, TEXHOJIOTHUH, OOPA30BaHUS U 3PABOOXPAHEHHUS.

6. Pa3BuTtHe KyabTypHOH cdepsl. B nmaHHOM ciiyyae TpOBOIUTCA HAA30p 3a OXPaHHOM
JESITENIbHOCTBIO 32 00bEKTaMU KYJIbTYPHOI'O HAacJe1usl, Ha30p 3a UCIIOJIHEHUE 3aKOHO1aTeNbCTBA 110
MPOTUBOAECUCTBUIO SKCTPEMHU3MY.

7. DKoJiorus M palMoHalIbHOE IPUPOONOoIb30BaHKue. B taHHOM ciiyyae Haa30p B TaHHOM cdepe
OCYIIECTBIISIIOT CIIELUAIN3UPOBAHHbBIE MTPOKYpPATypbl, HAIpUMEpP, IPUPOJIOOXPaHHasl MPOKypaTypa
HA/J3UpaeT 3a coONI0JACHUEM 3aKOHOAATENbCTBA B cepe OXpaHbl MPUPOABI U MPECEKaeT CO3/IaHue
HECaHKLIMOHUPOBAHHBIX CBAJIOK.

8. Obecrieuenne cTabMIBHOCTH M MTAPTHEPCTBA. B 3TOM ciiyyae UeT peub o JeHCTBUSAX OPraHOB
IPOKYpaTyphl MO TOBBIIIEHUIO U YKPEIUICHHIO COTPYJHHUYECTBA Ha MEXKIYHApOJHOM YpPOBHE,
UMEEeTCs B BUJLY, YTO OpraHbl MPOKYPATYPhl BXOAT B cUCTEMY OOpbOBI C yrpo3aMu MEKTyHAPOIHOTO
XapakTepa, COIEHCTBYS YKPEIIEHUIO 3aKOHHOCTU M 0€30MacHOCTH Ha MEXKyHapOJIHOM YPOBHE.

CrouT cka3aTb 0 TOM, UTO NPEAMET HaJ30pa OPraHOB MPOKYPaTyphl B JAHHOM c(epe BKIIIOYAET B
cebs He TOJbKO BBHINICYNOMSHYThIE HalpaBieHHUs, HO U UHbIe. Hampumep, MOHUTOPHHT
3aKOHOJATENbHON 0a3bl Halleld CTpaHbl HA Pa3HBIX YPOBHAX, B JAaHHOM CIIydae, 3TO BXOJIUT B
npeMeT HaJa30pa OpraHOB MPOKYPATyphl, HO HE BXOAUT B MEPEYCHb MPUOPUTETHBIX HATPABICHUN
CTpaTEernyecKoro xapaxkrepa.

Opranbl TpPOKypaTypbl, MpH OCYIIECTBJICHHH MOHHUTOPHHIA 3aKOHOJATENbHOH  0a3bl,
oOHapyx HUBaeT IMpolenbl B 3aKOHOJATEJIbCTBE, KOJUIM3UM B IpaB€ M O pe3yJibTaTaX JaHHOIO
MOHMTOPHMHIa COOOIIAaeTcsi B MPOKypaTypy CyObeKTa, KOTOpas BHOCHUT TMpEAJIOKEHUE O
YCOBEpPILICHCTBOBAaHUM 3aKOHOAATENbCTBA, C YYETOM NpoOeloB M BCE ATO HAIpaBIseTCs Ha
paccmotpenue ['enepansuomy [Ipoxypopy P®, nocne gero goxmnansiBaercs [Ipesunenty PD, nubo
BOIUIONIAIOTCS B CO3/JaBAEMBIX MPOEKTaX 3aKOHOB, KOTOPHIE Jjajiee HAMpPaBIsAIOTCI Ha PACCMOTPEHUE
B 3aKOHOJIaTeIbHbIE OPraHsbl [5].

Taxoke, MPOBOAMUTCS HAA30P 32 3aKOHHOCTbIO HOPMATHBHO-IIPABOBBIX aKTOB, NIPUHUMAEMBIMHU
cyOBbeKTaMHu U opraHamMu MecTHOro camoyrpanienus P®. Takum o6pa3oM, MOKHO c/ieaTh BBIBO/,
YTO OHU MWIPAOT OJHY U3 TJABHBIX pOJed B CO3JaHMM 3aKOHOJATEIbHOM 0a3bl, KOTOpas
COOTBETCTBYET MOTPEOHOCTSM OOIIeCTBA U TOCY1apCTBA.

Crout Takxe cKa3aTb, YTO B HACTOSIIEE BpEeMs BO3HHKAIOT CHUTYyallMH, KOIJa MEXIY
IPaBOOXPAHUTENLHBIMA OPraHaMU OTCYTCTBYET B3aMMOIIOHUMAHUE U COTPYAHUYECTBO, YTO MOXKET
IJIOXO CKAa3aThCs Ha AEATEIbHOCTH IO IPOTUBOACHCTBUIO MPECTYITHOCTH B HaIlIEW CTPAHE.

Oprasbl MPOKYpaTyphl TAaKXKe HAJEIECHBI TOJTHOMOYHUSMH, CBSI3aHHBIMU C KOOPAWHAIIMEH PaOOTHI
BCEH IIPaBOOXPAHUTENBHON CUCTEMBI, 0a3upysch Ha cT. 8§ 3akoHa «O npokyparype» u [lonoxenuem
«O KOOpAMHAIMHY JeATEIbHOCTH PAaBOOXPAHUTEIBHBIX OPraHOB MO0 OOpHOE C MPECTYMHOCTHION [6].

['maBHas 1enb OPraHoB MPOKYpPaTypbl — 3TO FapaHTUsl OXpaHbl IPaB U CBOOOJ I'pak/JaH Hallen
CTpaHbl, YTO SABIISETCS COJEp>KaHWEM MOHSITHUS HalMOHATBbHOH Oe3omacHocTH. CylIecTBYIOT Takue
YTPO3bI, KaK SKCTPEMU3M H TEPPOPHU3M, POJIb IPOKYPATYPHI B JaHHOU cdepe TOKE BEUKA.

[TonmHOMOYMST OpraHoB MpPOKypaTypsl B JaHHOW cdepe TOCTOSHHO pa3BUBAIOTCA U
YBEIMYUBAIOTCS, COBEPILIEHCTBYIOTCS, 3TO HATJIATHO BUAHO UMEHHO B MTOCIIEHEE BPEMS, [IOTOMY YTO
POMCXOIUT U3MEHEHHE CTaTyca M 3aJad JaHHBIX OPraHOB, YTO MPUBOAUT K YBEJIWYEHHUS CIIEKTpa
MOJTHOMOYMI OpraHOB TPOKYpaTyphl B cdepe obecriedeHus] HAIMOHAILHOW Oe3omacHocTh. [lpm
MIPOBEJCHUN HAJ30PHOM JEATENbHOCTH OpraHaMH MPOKYypaTypbl B TMpoIlecce ONepaTUBHO-
PO3BICKHOM M  YTrOJIOBHO-IIPOLIECCYabHOM JETAaTbHOCTH MpH OOHAPYKEHUM M IPECEYCHUU
NPECTYIUICHUH B TaHHOH cepe, OpraHbl IPOKYpaTyphl JOJDKHBI BRISICHUTH IPUYACTHOCTh BUHOBHBIX
JIMI] K JTaHHBIM TPECTYIUICHUSM TEPPOPUCTUICCKOW M IKCTPEMUCTKOW HAINPABICHHOCTH, KOTOPHIE
COCTOSIT B PA3NUYHBIX TPYNIUPOBKAX M OpPraHU3alMAX JaHHOTO THIA, a TaKKe OMPEACTUTh
IPUYACTHOCTD KaX/I0TO JIMLAa TAKOW OpraHu3aliy K COBEPIIECHUIO IPECTYINIEHUI JaHHOTO BUAA.

Oprasbl IPOKYPaTyphl PEATU3YIOT CBOU TIOJTHOMOYHS B cepe MPOTUBOICHCTBHSI SKCTPEMHU3MY U
TEPpOPU3MY Ha OCHOBAHUU TaKWX 3aKoHOB, Kak: P3 «O mpotuBozeiicTBuM Teppopusmy» u «O

- -  — - .
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IPOTUBOJECHCTBUU IKCTPEMHUCTCKON AEATENbHOCTHY», IIyTeM OOpalleHHs B CyJA C C 3asBICHHEM O
NPU3HAHUHM OPTaHU3AIUU IPOTUBO3aKOHHBIMH, a TAK)KE O 3allpeTe UX PabOThl HA TEPPUTOPHH HAIIeH
ctpasnsl [7], [8].

C y4yeTrom TOro, 4TO B HACTOALIEE BPEMs MPOUCXOAUT pa3BUTHE 0OLIECTBA B HH()OPMALIMOHHON
cdepe, aruTalys K COBEPILIECHUIO ACHCTBUN TEPPOPUCTHUECKON U SKCTPEMUCTKON HAIPABIEHHOCTH
OCYILECTBIISICTCS C TOMOIIBIO HCIOJB30BaHMUA ceTH VIHTEepHET, He00XOAUMO MOJYEPKHYTh, UTO
MMEHHO MT03TOMY JJaHHas JeATEIbHOCTh OTHECeHa B CTpaTeruy HallMOHAIbHOM 0€30aCHOCTH, Kak
OJIHA U3 CaMbIX OIIaCHBIX HAa JaHHBI MOMEHT.

B cBs3u ¢ 3THM, OpraHbl TPOKYypaTypel, OCHOBBIBasgch Ha D3 «0O0 wuHpop™MayH,
MH(OPMaIIMOHHBIX TEXHOJOTHUAX U O 3aIIUTe HH(OPMAIIMU) OCYLIECTBIIAIOT Haa30p ceTu MHTepHeT
JUIsL ONIEPAaTUBHOI'O HAXOXK/IEHUS U MpeceueHust nHOopMaluy U AeUCTBUI JaHHOTO BUJa U ObICTPOTO
U 3(PeKTUBHOTO NMPHUHATUS MEp, KOTOPBIE MO3BOJAT OTPAHUYUTH JOCTYN TPaXIaH K JaHHBIM
pecypcaMm, 4YTO MPEJOTBPATUT PACHPOCTpaHEHHE HMH(OPMALUMM U COKPAaTHT OCYLIECTBICHHE
JEMCTBUI TEPPOPUCTUYECKOTO U IKCTPEMUCTCKOIO Xapakrepa [9].

Crout Takke cka3aTb O APYroM HalpaBJIEHUU AEATEIbHOCTH OPraHOB MPOKYpPaTyphl B TaHHOU
cdepe. DTO BOIUIOIICHHE HA MpPAKTHUKE MEp, HANpPaBJIEHHBIX Ha IMpeKpalieHhue (UHAHCHUPOBAHUS
OKCTPEMHUCTCKHX W TEPPOPUCTUYECKUX JeHCTBUN. Peanusys CBOM IIOJHOMOYHSA, OpPraHOB
POKYpaTypbl JOOWIMCH 3HAYUTEIBHOTO YCIeXa, NPOHM30LUIO YBEIMYEHHE KOJIWYecTBa e,
HOJJIEKAIINX ONEpPaTUBHOMY Y4YETy, KOTOpbIE CBSI3aHbl C (PMHAHCHUPOBAHUEM SKCTPEMUCTKOU M
TEPPOPUCTUYECKOH AEATEIbHOCTU IOCPEACTBOM CeTH IHTEpHET.

Poine mpokypatypsl B TaHHOH chepe Benuka. JJaHHBIMU OpraHaMu MPOBOAUTCS HE TOJIBKO HAJ30p
B JIJAaHHOM c(hepe, HO U aKTUBHBIE ACHCTBHS, CIOCOOCTBYIOIINE TOBBIMICHUIO YPOBHS HAIIMOHAIHLHON
0€301aCHOCTH B CTpPaHe.

IIpokyparypa He TOJBKO TNPEANPUHHUMAET JCHCTBUS, HaNpaBICHHBIE HA IIPECEUCHHE
IPOTHBOIPABHBIX JACHCTBHM, HO M TaKXKe OCYHIeCTBISIOT HHPpopmupoBanue Coser besonacHoctu o
KPU3UCHBIX CUTyallUsX B CTpPaHE, HapyIIAIONIMX HAIMOHAIbHYIO 0€30IacHOCTb, KOTOpbIE OBbLIM
oOHapy>KeHbI IyTeM MIPOBEACHNE MOHUTOPUHIAa YPOBHS 00€ecIiedeHnsl HallMOHAIbHON 06€30MacHOCTH
10 YKa3aHHBIM paHEE HAIIPaBJICHUSIM.

Ha panHblii MOMEHT OJHUM M3 IJIaBHBIX HAalpaBiIC€HUEM B HAJ30pHON JesATeNbHOCTH
IPOKYPOPCKUX PaOOTHHUKOB SIBISIETCS HPOBEAECHUE Haa30pa U KOHTPOJS B cepe COOM0ICHUS
3aKOHOJATENbCTBA O MPOTUBOIECHCTBUU KOPPYIILIUH.

B cdepe aHTUKOpPYNIIMOHHOM TOJUTHKU CTpaHbl OpraHbl MIPOKYPaTypbl OCYIIECTBISET
JESTEIBHOCTD I10 IPOTUBOJEHCTBUIO KOPPYIILIMOHHBIX SIBJICHUH CPEACTBAMU HAI30PHOI0 XapaKTepa.
OCHOBBIBasiCb Ha JaHHOM ITOJIOKEHHH, PACCMOTPUM XapaKTE€pPHbIE OCOOCHHOCTH IMPOKYpPOPCKOTO
Ha/130pa 10 IPOTUBOAECHCTBUIO OT/AEILHOMY BUAY IPECTYITHOCTH.

Camoe 3¢ dexTHBHOE TPOTHUBOAEHCTBUE KOPPYILIMOHHBIM SIBJICHUAM HAOII0AAeTCs B yTOJOBHOM
cdepe Ha A0cyneOHOM U cyneOHOW cTaausx MPOU3BOACTBA. J[aHHOE MPOTUBOCTOSIHUE HAIPSIMYIO
3aBUCHT OT pe3ysbrata OPJl, Tak Kak MMEHHO C MOMOIIBIO JAHHOTO BUAa MEPONPUATUN BO3ZMOKHO
oOHapy’KeHHe MPECTYIUICHUH KOpPPYNIMOHHON HAmpaBICHHOCTH. B 3THUX wensx NpoBOAATCS
IIPOKYPOPCKHUE ITPOBEPKU HANpPABICHHBIE Ha KOHTPOJb 3a HUCIOJHEHUEM 3aKoHozaarenbcTBa PO B
cdepe MpOoTUBOACHCTBHSI KOPPYIILIUH.

Kak y»e roBopuiiocs paHee, pu OCYIECTBICHUH JaHHOTO HAIPABJIEHUs B CBOEH AEATEIbHOCTH,
Opransl MPOKYypaTypbl PyKOBOJCTBYIOTCS HOPMAaTHBHO-IIPABOBBIMU akTamH. Pa3bepem ux Ooisee
0IpOOHO.

Hampumep, B ctathe 9.1 @3 «O npokypaType» 3akperisieT o0s3aTeNIbHBIA XapaKTep MPOBEACHUS
skcneptussl HITA Ha nmpenMeT HalM4us B HUX NPU3HAKOB KOPPYILMOHHBIX COCTABIIAIOIINX. Takxke
®3 «O npoTUBOAEHCTBUU KOPPYHLMM» 3aKPEIUISIET MX IOJHOMOYMS IO KOOpJIMHAIMU Bceil
MIPaBOOXPAHUTEIHON CHCTEMBI.

JlesITenbHOCT IPOTUBO-KOPPYIILIMOHHOTIO XapaKTEPHA COCTOUT U3 HECKOJIBKUX YPOBHEH, K HUM
OTHOCSITCSL:

— TNpoBeleHHe NPOPUIAKTUIECKUX MEp, HAIIPABICHHBIX HAa MPELYNpPEXIeHIUEe KOPPYIIUOHHBIX
SIBIICHUI;
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— MEpBbl, HalIPaBJIEHHbIE Ha POTUBOCTOSIHUE SIBIEHUSM KOPPYILIMOHHOTO XapaKTepa;

— MeEpBbl, HAIIPABJICHHBIE HA HEUTPAIU3ALMIO BCEX NIOCIEACTBUN SABJICHHUM JaHHOIO THIIA.

Takum 00pa3om, Ha OCHOBAHWUHU JAHHOM CTaThW MOYKHO CJIeJIaTh CJIEAYIONINEe BBIBOIbI. OCHOBHOM
3aKOH HAIler0 IOCyJapcTBa IPOBO3IJIAIIAET IJIAaBHOM LEHHOCTBIO B HAIllEd CTPAaHE TPaKIaH, UX
mpaBa ¥ CBOOOJIbI, a TAK)KE WX MPU3HAHUE U 3aIUTY TOCyIapCTBEHHbIMU opraHamu. [Ipokypatypa
rapaHtTupyer ux oOecmedeHue, a TakKe MPOBOJUT KOHTPOJIb M HAA30p 3a COONIOEHUEM
3aKOHOJATENbCTBA, 3AIIMTON MpaB U CBOOOJ TpakJaH W MX WHTEpecoB. [laHHBIA OpraH SBIsSETCS
HE3aBUCUMBIM U HE OTHOCHUTCSI K KaKOW-JTMOO BETBU BJIACTH, a SIBJICTCS CBA3YIOIIUM 3BEHOM, a TAKXKE
TJIaBHBIM OPTaHOM, KOTOpPBIH HWMEeT HAI30pPHBIM M KOHTPOJHMPYIOMIUNA XapakTep B o0macTu
obecrieueHus: HaIMOHATILHOM O€30MaCHOCTH.

Taxxke, HEOOXOAUMO MOAYEPKHYTh, YTO MPOKYypaTypa HEOOXOAMMa, TaK KaK C €€ IOMOIIBIO
obecrieunBaeTcs xopoiiee GyHKIIMOHUPOBAHUE U B3aUMOJCHCTBHE BCEX DJIEMEHTOB T'OCY/IapCTBa, a
TaKXKe MPOKypaTypa MpU3BaHA CIEAUTH 32 TeM, YTOObI BCEM TpakJlaHaMU U OpraHamMH BJAacTU Ha
TEPPUTOPHUH TOCYIAPCTBA COOMIOAANNCEH 3aKOHBI, 4 TAKXKE MpaBa U CBOOOIbI YEIIOBEKA.

[TomHOMOYMST OpraHoB MPOKypaTypbl B JaHHOW cdepe TOCTOSHHO Pa3BUBAIOTCA U
YBEIUYUBAIOTCS, COBEPIICHCTBYIOTCS, 3TO HATJIAIHO BUIHO UMEHHO B ITOCIIETHEE BPEMSI, TOTOMY YTO
MPOUCXOAUT U3MEHEHUE CTaTyca M 3a/au JaHHBIX OPraHoB, YTO MPUBOAMUT K YBEJIIMUYEHUS CIIEKTpa
MOJITHOMOYHI OpraHOB MPOKYpaTyphl B chepe oOecriedeHus: HallMOHAIBHOM 0€301TacCHOCTH.

JleicTBHS TEPPOPUCTUUECKOTO M SKCTPEMUCTCKOTO XapaKkTepa — 3TO TI1o0aibHbIe YIPO3bl B cdepe
HAI[MOHANLHOM 0e30MmacHOCTH Hamie crpaHbl. Ponb opraHoB mpokypaTypel B chepe
MPOTUBOJICUCTBUS TPECTYIVIEHUSIM TEPPOPUCTUUYECKOTO M IKCTPEMHCTCKOIO XapakTepa TaKxKe
BelMKa. J[aHHBIMM OpraHaMu MPOBOJUTCS HE TOJBKO HAI30p B JaHHOM cdepe, HO U aKTHBHBIC
JENCTBHS, CTIOCOOCTBYIOIINE TIOBBIIIICHUIO €€ YPOBHSI.
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The change from industrial to post-industrial modes of production was followed by a change in the forms of labor
organization in the world. Today, every manager strives to create conditions that contribute to increasing the
efficiency of the company's employees. However, despite the huge amount of theoretical and methodological
materials on human resource management that exist in the global information space, every manager has to
“reinvent the wheel”, since it is not possible to copy this or that successful system of interaction between subjects
of labor relations. Understanding and experiencing the entire complex path of evolution of employee coordination
mechanisms becomes an urgent management task. This article outlines the main milestones in the development of
the idea of human resource management from the rigid principles of scientific management of the late 19th century
to the flexible principles of the 21st century.

Keywords: labor relations; scientific management,; humanization of labor relations; flexible methods .
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YIPABJIEHUE YEJIOBEYECKUMM PECYPCAMM: OT TEMJIOPU3MA K THEKOMY
Hoaxoay

Amocy A. J1.!, Kopcakosa T. B.?

! FOocnwiii pedepanvupiil ynusepcumenm,
Mazucmpanm
2 FOorcnotil ghedepanvruiil ynusepcumenmn,
00KMop neo. HayK, 0OYyeHm

3a u3MeHeHHeM OT UHAYCTPHAJIBHBIX K HOCTHHAYCTPHAJIBHBIM CII0CO0aM MPOU3BO/CTBA MOCJI€I0BAT0 U3MEHEHUEe
¢dopm opranmsanum Tpyana B Mupe. CeroiHsi KaxKIblii PyKOBOAMTENb CTPEMHUTCH CO31aBaTh YCJIOBMS,
CIOCOOCTBYIOIME MOBBIICHUIO 3P (PEeKTHBHOCTH IeATEJbLHOCTH PAa0OTHUKOB KoMNaHuu. OHAKO HeECMOTps Ha
OTPOMHOE KOJHYECTBO TEOPETHYECKHX H MeTOANYeCKHX MATEPHATIOB IO YNPABJIECHHIO YeJI0BeYeCKHMH
pecypcaMu, CyliecTBYIOIIHX B MUPOBOM HH()OPMAIIMOHHOM IMPOCTPAHCTBE, KAKIAOMY PYKOBOTUTEJII0 MPUXOIUTCS
«n300peTaTh K0JIeCO», TAK KAK CKOMHPOBATH Ty WJIM MHYKH) YCHEUIHYI0 CHCTeMY B3aUMOJEHCTBHSI Cy0OBHEKTOB
TPYAOBBIX OTHOIIEHUH He NpeacTaBiasieTcsi BO3MOXKHbIM. IIOHATH, MPOYYBCTBOBATh BeCh CJIOMKHBI MyTh
IBOJIIOIMM MeXaHU3MOB KOOPAMHALIMM PAa0OTHHKOB CTAHOBMTCH HACYUIHOH 3anadeii ynmpapJjenusi. B nanHoii
cTatbe 0003HAYeHbl OCHOBHbIE BeXH PA3BUTHUSI MM YNPABJIEHUS 4YeJ0BEYECKUMHU PpecypcamMu OT KECTKHX
TMPUHIIUNIOB HAYYHOT0 MeHeKMeHTa KoHa 19 Beka 10 rudkux npuHuunos 21 Beka.

Kniouesvie cnosa: mpydoeble OMHOULEeHUA, HAYHYHOE YNPABIEHUE, CYMAHU3AYUA mpydoeblx OmHOWEHulZ,' 2ubKuUe Memoowl .

Human resource management methods are one of the most discussed topics at numerous forums,
conferences, and other meetings of business representatives, in many magazines and books. Most
managers share their experience gained during the era of industrialization, adding experience in
mastering ways to automate certain processes. It seems that everything remains the same, only now
it is possible to shift labor-intensive processes to the shoulders of machines. This is where the “trap”
awaits them. Focusing only on how personnel management was organized in a particular company
during the era of industrialization only leads to the repetition of mistakes. It is necessary to
comprehend the entire evolutionary path of this type of management.
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Back in the 19th century, scientific management apologist Frederick Taylor outlined the principles
of optimizing productive labor. The main thing, in our opinion, is the statement that decision-making
by a manager at any level should be guided by taking into account objective connections between any
events and their consequences and, thus, subjective opinion cannot be the only basis for any decision.
It is logical that the next principle establishes the need for consistency of actions (harmony, according
to Taylor) carried out by managers and employees. It is harmony that increases labor productivity.
Harmony between managers and employees, based on the implementation of scientific methods,
significantly increased their interaction and, as a result, work efficiency. According to F. Taylor, the
skills of employees determined the growth of the organization. He advocated for adequate staffing
and insisted on employee training as this ensured productivity was maximized [1].

Our research is conducted to identify an important task - simplifying technological processes. In
particular, the study of time and motion was one of the fundamental practices that determined the
meaning for this situation. The principle behind the conclusion was that by breaking down complex
Jjobs into simpler ones, managers can determine the most efficient way to do something. This requires
careful observation and measurement of each step of a given task and rotation to determine the
optimal speed of the concatenation. Purpose of the study was to improve efficiency by limiting
unnecessary activities, minimizing wasted hours and implementing appropriate work standards. The
Congress carried out the scientific selection and employment of specialists whose talent ensures high-
quality work performance [2].

This principle requires a mandatory distribution of roles which are aimed at determining their
abilities and capabilities. Managers could assess the capabilities of workers, which in turn would
compensate for deviations from work and minimize wasted time while accurately assigning
individual tasks within their capabilities. Essentially, this approach aimed to improve the overall
productivity levels of the entire workforce by optimizing the strengths of individual producers [3].

Taylor outlined a completely different payment system than the then existing piece rate
compensation system. Workers were paid based on output, i.e., the amount produced per day, as
opposed to a fixed wage. This strategy was aimed at establishing a positive relationship between labor
inputs and wages, ensuring that workers produce the maximum possible amount of output, because
any increase in production will lead to an increase in their income. The point of piecework was to get
motivated employees - individualists who cared exclusively about productivity [4]. It must be said
that the use of the concept of scientific management significantly increased productivity within
organizations. Organizations that have implemented scientific management methods have identified
certain inefficiencies in work processes in order to eliminate them by adjusting the optimal path
forward. Employees were forced to compete, to demonstrate their zeal and in every possible way to
show that their contribution to increasing productivity was very high [5].

High volume-oriented industries such as manufacturing where significant output was expected
were able to see the benefits offered by Taylorism with clear evidence through improved rates and
reduced operating costs [6].

However, although Taylorism was considered great, the system was not immune to varying
degrees of criticism, especially regarding the potential negative consequences it caused for workers
and their work environment [7]. A large number of critics argue that work is losing its humanity.
Advocating mechanistic and scientific approaches, they highlight Taylor's importance as a great
scientist defining work, but in doing so, workers were reduced to machine parts without living
concepts in work. Monotonous tasks and the repetitive nature of jobs, a la Taylor, are already causing
workers to become dissatisfied as the job progresses.

Taylorism became the driving theory underlying the practice of management in this period
however, its perceived blatant shortcomings and critiques led to a crucial development — namely, the
human relations movement. Rooting in the 1920s but flourishing during the subsequent decades, this
new wave reflected a reaction against economic reductionism propagated by Taylorism towards a
revised perspective on work that incorporates considerations related to social

and psychological relationships [8]. In response to the mechanistic vision and dehumanizing
elements of Taylorism, the Human Relations Movement intended to highlight humans as factors in

- - — .
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the working mechanism. The leaders of this movement Elton Mayo and his associates did the
Hawthorne Studies in which they studied Western Electric at their plant located in Chicago, Illinois
[9]. These pioneering studies deconstructed the conventional Taylorism beliefs by highlighting on
their effects on labor productivity through social and psychological perspectives [10].

In essence, the Human Relations Movement represented a departure from the Taylorism’s
emphasis on efficiency through scientific management. It acknowledged that workers are not merely
motivated by financial incentives but also by the quality of their relationships within the workplace
(Nicotera, 2019). By recognizing the psychological and social dimensions of work, this movement
laid the groundwork for contemporary organizational behavior theories and influenced the
development of more participative and people-centric management approaches.

In the present-day Human Resource Management (HRM) landscape, Taylorism is a relevant
consideration, and it should be treated as an appropriate perspective in certain industries yet
highlighted by some challenges that can be attributed to rather humanistic points of view [10]. While
the relevance of Taylorism in such industrial fields as manufacturing and some service branch areas
has come into question, it proves viable in occupations where standardization was required, such as
maintaining consistent products, or in circumstances where exactness was a

key factor for instance, construction. The principles of reproduction studies, selection of workers
based on science, and remuneration per unit are applicable in situations where task standardization
plays an important role.

However, there is a remarkable change in the HRM setting of the contemporary modern world
with more focus on human predominant processes considering to the flaws and exposures that such
as Taylorism faced at its deductions. The fact that many organizations realize that concentrating
primarily on efficiency marginalizes the human component of work and causes complaints among
workers, attrition rate, as well as reducing workforce seeing it is old was not stalled properly cannot
be ignored. As a result, modern HRM practices typically combine elements of Taylorism aligned with
an element of a humanistic approach for optimizing performance in maintaining welfare for the
individuals.

In contemporary HRM the concept of employee engagement is among the key ones on contrary to
authoritarian Taylorism. [11]. Contemporary management theories do not see employees as passive
units of resources that can controlled, they effectively absolve that employee’s involvement in the
process of decision-making is valuable [12]. The approach of employee empowerment, therefore,
should involve a certain level of control and authorization to act as decision-makers. This encourages
worker- ownership and employee responsibility which is directly opposed to Taylorism’s
managerialist approach of vertical hierarchy. With the empowered employees’ motivation,
innovation, and dedication to organizational principles are increased hence creating a healthy work
culture that shifts towards positiveness.

Furthermore, employee engagement transcends the achievements of task accomplishment and
quotas for production. The understanding that indifference, detachment of employees, and only the
pursuit of money are not qualities that can contribute to the development of both the employees
themselves and the organization, was an important factor in moving forward. Approaches, including
open ones communication and repeated feedback that facilitate employee participation in self-
improvement. Modern human resource management is aimed at developing employees, correlating
their value orientations with organizational values, creating their commitment, and satisfying their
interests by increasing productivity. Undoubtedly, all these factors will contribute to the long-term
development of the organization itself.

To cater to the shortcomings embodied in Taylorism, alternative management strategies have
come into the limelight enabling people to adopt a more broad-based measure of employee prosperity.
Many efforts in an attempt to find workable strategies have been established, but total quality
management (TQM), lean management, and agile management are some of them that came up as a
rejoinder against the limitations of Taylorism thinking alone [13]. TQM believes that employees must
always be striving for betterment, as they should be drawn directly from customers’ thinking and their
continued engagement [14]. It attests to the value additions of employee participation in decision-

- - — .
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making processes, helping to foster an open work culture that emphasizes collaboration and
innovation. Likewise, Lean Management seeks to excel in waste removal and efficiency increase;
however, it does so by strongly valuing the respect for the employee leading him or her to become
engaged in the process of improvement.

Agile Management became one of the leading philosophical principles in today’s business,
coming from software development and is now presently used across different industries [15]. It is
necessarily most about people and fosters a more diverse, fluid way of keeping the work. These
contrasting perspectives mark a move away from the inflexible and monarchical structure embedded
in Taylorism to a more open-ended process built on employee autonomy. It is due to the principles
that consider both social and psychological factors of work, that these management approaches
contribute to the working environment, appreciated not only for productivity but also as respecting
human factors.

If we talk about the human factor in the 21st century, then of all the characteristics of a person that
influence an employee’s attitude towards work in general and productivity in particular, we would
like to highlight such a flexible skill as “critical thinking”. We consider critical thinking of the modern
HR manager as a general skill that is realized through specific activities in the workplace. New
technologies that fall on the head of everyone involved in production become a joy or a heavy burden
depending on the people who are able to think critically. Moreover, more than twenty-five percent of
the types of activities that are in demand in the 21st century did not exist at the time of Taylor and his
followers, and those that did exist have changed significantly.

Critical thinking is one of the key competencies in scientists' forecasts for the future. They explain
this by the fact that almost any information can be found in the public domain. Moreover, information
of very different content and quality is “dumped” on the employee in the media, social networks, etc.
Understanding what is truly valuable and credible in this stream requires critical thinking skills.

This concept - “Critical thinking” - has a deep history of origin, which led to the identification of
a certain unique type from all types of thinking, which is characterized by self-assessment of the
results of the manager’s mental processes, constant analysis of his own mental activity, and an
objective assessment of the facts. A modern manager is constantly forced to make decisions, and here
the most productive concept is critical thinking as a person’s ability to think not only about something,
but about the thinking process itself, which becomes the basis of creative activity.

Thus, by critical thinking we mean:

- reasonable reflective thinking aimed at deciding what to trust and what to do; this is reflexive, it
assumes that a person does not just think, but thinks about the thinking process, reflects whether he
thinks well..., whether he succeeds, whether it is effective... Moreover, he consciously makes a
decision about which sources of information to trust, and what not...

- - a person’s ability to question incoming information, including his own beliefs; The ability to
question not only incoming information, but also one’s own beliefs, that is, what was once clearly
“written” in the head. This is a sign of the highest level of critical thinking, when you ask yourself to
test questions... why do I think this?, how do I know this?, what facts prove this? What from your
own experience proves the fact?

- active, consistent, and careful consideration of any belief in the light of the reasons that support
it and the consequences to which it leads. That is, the ability to divide one’s knowledge into “pleasant™
ones, for some unknown reason, and those that have been proven by subsequent experience. The
thought center of “mission control” must be, on the one hand, proactive, and on the other, sufficiently
receptive to feedback signals. This is the flexibility of thought - the formation of a certain tissue that
is filled with new thoughts...

Delving deeper into the concept of “critical thinking,” we come to the term “disposition” - the
foundation from which critical thinking grows. The basis for using critical thinking is the need to
search for options for further development. Certain skills grow from this relationship: To understand
that two events are not random, but relate to each other as cause and effect, or as two consequences
of one cause, or as two causes of one impact; Take responsibility for using someone else's opinion;
Highlight important arguments; Weed out substitution of terms with some meaning that was not
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discussed before; Construct arguments qualitatively (a non-qualitative argument is “everyone thinks
s0”, “it has always been this way”, “this is how it is accepted”, “it happened this way, so it’s the way
it should be”); Represent logical and cause-and-effect relationships between concepts and arrange
them in order; Analyze the judgments of others and evaluate them according to some system of
criteria; Determine the importance of arguments and construct them qualitatively; Notice logical
errors, contradictions, substitutions; Find a place for new concepts and facts in a general context.

On the other hand, each new problem that opens can rebuild the structure of the discussion
(reasoning). Therefore, it is necessary to highlight what we think is the most important (critical) skill
within the entire package of decision-making skills - this is “asking”, since dialogue corresponds to
a new type of organization management characteristic of a post-industrial society. And also, the
ability to categorize acquired knowledge and build a taxonomy. As soon as a system of categorizing
cells is built into which new facts, new knowledge, new concepts can be inserted, we can say that no
matter how much new knowledge and facts appear, they can always be “parked” in some correct cell.
But it is also possible to rearrange the pattern of cells if new data indicate such a need.

Every organization strives to implement the core principles of the 21st century economy. Today it
is clear to almost everyone that the main added value is created by people’s knowledge, their talent,
their caring, their ability to analyze, synthesize, recombine and lateral thinking. But companies will
only be able to extract value from this knowledge if all this is implemented. The method of
implementation can be a discussion, as a result of critical thinking, when in a conversation, in a joint
solution of issues, this value “flows into the product.” But this does not happen automatically.
Besides, people are different, which in itself is wonderful. If people were the same, discussions would
not happen. But there would be no three-dimensional view of reality, in which there is a place for
ambitions, risks, feelings, numbers, optimism, skepticism, empathy, the desire for perfection...

Can a team operate successfully? Consisting of so many different people? Of course, different
experiences and different paradigms can create value, but they can also give rise to conflicts. What is
the differentiator that determines whether such interaction will bring benefit or harm? Exceptional
quality of discussions. There is something to discuss. Each company solves 2 types of problems in its
work: correction problems (tasks of the gap between bad and good) and development problems (as
we planned, we are working, but we can do better). The fact is that in the new world there is a need
to set new goals: quantitative or qualitative. And for this we need discussions. The process of a good
discussion is comfortable and educational: people come out of it smarter and more expert than when
they entered it.

Thus, when discussing, we consider the tasks of correction (from bad to good) and the tasks of
development (from good to better). As a rule, a discussion includes opinions, assessments, facts and
their interpretation, models, approaches to analyzing the situation, and criteria for what is acceptable.
And this discussion should lead us to the actions that need to be taken to change the company’s work
for the better. Actions are effective, efficient and those that can be carried out quickly, since later, the
situation in our volatile world may become completely different.

And here is important: whether it will work out or not depends on the quality of the discussions.
And the fact is that the quality of the discussion based on critical thinking can contribute to working
with tasks and making decisions. Therefore, we consider the possibilities of organizing discussions,
based, of course, on quantitative and qualitative data, but the discussion itself must become
“voluminous”. Volume appears there when we turn on critical thinking and discuss the subject from
three sides: expert, psychological, process.

Speaking about critical thinking, we must understand its social nature, since it is not only about a
set of certain skills and abilities, but also about a certain behavior of managers and workers, not only
about diagnostics, about solving problems, since the real quality of critical thinking is forged, when
you need to carry out joint activities with other people. And in a post-industrial society it is not
possible to act alone, therefore any human resource management should be built on the principles of
a flexible approach.
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The article highlights the priority areas of personnel policy of foreign enterprises, which are key positions in
human resource management. Studying foreign experience makes it possible to clarify the point of view on the
need for changes in this issue in the new economic conditions. The concepts of personnel policy in the USA, regions
of East Asia and Western Europe are presented. The specific features of each of the concepts are identified, factors
are identified that can serve as the cornerstone for the development progress of the organization's personnel policy
in conjunction with changes in the international environment.
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B crarbe ocBelaOTC NPUOPUTETHbIE HANIPABJICHUSI KAaJAPOBOil NOJUTUKH 3apy0esKHbIX NPeANPUATHI, KOTOPbIe
SIBJISAIIOTCS] KJII0YeBbIMH MO3HIUSMHU B YIPAaBJIeHUH YesloBeueCKUMH pecypcamu. M3yueHue 3apy0esKHOTo ONbITa
NMO03BOJIAAeT YTOUHATh TOYKY 3pPeHUs] HA Heo0OX0AUMOCTh U3MEHEHHUI B 3TOM BONpPOCe B HOBBIX 3KOHOMHYECKHX
ycaoBusix. IIpeacrapienbl kKoHuenuuu kagposoii moamutuku B CIHIA, permonax BocTouHoil Asum n 3anaaHoii
EBponbl. BeisiBjeHbl cnenuduyeckrue 0cO0EHHOCTH KaXA0il M3 KOHUENUMii, onpeaeeHbl (paKkTopbl, KOTOpbIe
MOIYT SIBUTHCH OCHOBAHHEM JUIA PAa3BUTHs KAaJAPOBOH IOJIUTHKH OPraHM3allUM B YCJOBUAX H3MEHCHHUH
MeKAYHAPOAHOI cpeabl.

Knmiouesvie cnosa: xadposas noaumuka; ynpasieHue 4eno8edeckuMi Pecypcami,; MedcOyHapooras cpeoa; 2ubKkoe
ezaumooeticmeue.

In a world of constant change, nothing remains the same. Everything changes: world markets,
industries, and businesses; external and internal environments; companies and the people in them.
Personnel policies of organizations are also receiving a powerful impetus for change. Each company
develops its own personnel policy. This diversity is a resource for development, highlighting
principles that contribute to the development of human resources. Studying the different models that
have proven themselves in international markets seems very constructive.

The American personnel management system has always been and continues to be considered one
of the most effective in the world. And this is no coincidence, because it was in the USA that
management was founded, which began to play an important role not only as a special area of
professional activity, but also an equally important area of scientific research. There the high mobility
of personnel between the companies is very much appreciated. People get the new professional
qualifications in the new company. In addition, the entire human resource management system is
subordinated to the strategic goals of not only the company itself, but also affects its external
environment.
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The most typical management model in the United States pays great attention to detail. Managers
in America begin the implementation of a complex project with a thorough analysis of the details and
factors that can ensure the success of the enterprise. They also do not forget to assess the associated
risks. The relationship between an ordinary employee and a manager, as a rule, is built on trust.
Competition for performance indicators that is widely stimulated and encouraged within the team has
a great influence on increasing labor productivity [1].

The main factors when selecting personnel are the level of education, taking into account the rating
of the educational institution in which it was received; practical work experience; teamwork skills
and psychological compatibility, the availability of special knowledge and professional skills in
candidates for the position.

The example of the General Electric company shows that employee welcome information in
official company documents about an annual assessment of their achievements, based on compliance
with the company's stated values and goals [2]. Not only the achievement of indicators and the
acquisition of new skills are encouraged, but also adherence to the company’s values, which are long-
term guidelines for its activities. Employees with potential for further career growth receive additional
knowledge through future leadership programs, which include training in management, commerce,
relevant special skills, values, and company culture. For these purposes, the first corporate university
was organized at General Electric in 1956. In addition, the so-called rotation practice has been
developed. Now promising employees are sent to crisis units so that they can take action to overcome
the crisis and benefit the company as part of their internship. Moreover, the company carries out these
events regularly with full awareness of the likely financial risks.

Leadership principles such as the prevalence of honesty and integrity over a university degree,
talent management, and the introduction of advanced management and motivation methods
sufficiently regulate employees’ behavior. They also use the system of Rating: Every employee can
get not only the assessment of the Company's Assessment Senter but to evaluate his own results
himself using the goals and results comparison. These respectful and flexible management methods
have led to very high competitiveness and worldwide fame.

Recently, it has been generally accepted in the United States that a rigid hierarchy in management
is already an outdated design. Where it is used, there is no need to expect outstanding results, but
rather to prepare for loss in an increasingly tough and unpredictable world. On the contrary,
teamwork, flexible interaction, trust, and online work organization are what can and do bring the
maximum effect. Accordingly, personnel management must correspond to the times, constantly
change, search for and apply advanced methods as quickly as possible, generate new ideas [3].

The Japanese model of personnel management is not so much a set of effective management
technologies as a unique philosophy and worldview that underlie the interaction between employers
and employees. It is one of the most effective and innovative models in the world. The employee is
at the center of the Japanese management model. It was the creation of high-quality labor resources
and their optimal use that was one of the main factors that led to the fact that the relatively small
island state was able to take a very worthy place in the world economy. The personnel policy is based
on the following provisions:

1. Full involvement of personnel in the production process allows you to be proud of your work
and the company.

2. The absence of large social differences and emotional closeness in the team.

3. Focus on preventing problematic and dangerous situations instead of emergency relief of
problems that have already arisen.

4. Mutual trust as everyone understands that their well-being is inextricably linked with the well-
being of the company.

5. Orientation of business towards the long term, even sometimes to the detriment of short-term
goals and interests.

The main most valuable and effective feature of the personnel management system in Japanese
companies is manifested in the “five great Japanese labor relations systems”, each of which does not
exist without the others, but is an integral component of a single system.

- - — "
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1. Lifetime employment system. In its modern form, it was formed after the Second World War.
Its appearance was associated with a constant shortage of qualified workers, who, taking advantage
of this situation, often changed their place of work to a higher paying one. This problem was solved
by the above system, which did not formally assign workers to one place, but ensured their maximum
interest in working in one company all their lives. Its main features are emphasis on long-term
employment; decent social protection of personnel; emphasis on non-specialized careers;
correspondence between the speed of career growth and the duration of work in the organization; loss
of all benefits associated with seniority when moving to another company.

2. On-the-job training system. Japanese companies, as a rule, do not impose special requirements
on candidates regarding their school or university education. More important for them is the outlook
of the future employee and his ability to join the work team without conflict. The main training in the
necessary skills is carried out in the company. University graduates move up the career ladder
according to the same rules as workers without higher education, only faster [4].

3. Personnel rotation system. Its main idea is to move employees within the organization both
vertically and horizontally every 2-3 years. This rotation is not voluntary. In addition, every year
employees undergo certification, based on the results of which categories are determined.

4. Reputation system. Based on the results of his work, a Japanese worker gains a “reputation.”
The more efficient, conscientious, and proactive he is, the higher his reputation. During personnel
rotation, it is necessarily taken into account at the time of transition to another workplace and
generally determines the future career.

5. Remuneration system. All of the above systems generally determine the features of
remuneration:

— the amount of wages directly depends on the length of service and age of the employee. Every
year in all Japanese companies it increases by 1% to 3%;

— pay depends on “life peaks,” which include getting an education, starting a family, having
children, and purchasing housing;

— the amount of remuneration depends on the real labor contribution and the actual results of
labor activity;

— asmall difference in remuneration between senior managers and ordinary employees (as a rule,
does not exceed 10 times).

Nevertheless, even such a stable system strives to introduce changes and directs efforts to increase
labor mobility and the formation of a more flexible labor organization system, increasing the
dependence of wages on the level of education and the employee’s ability to combine several
professions [5].

The basis of the Western European management model:

— decision making is performed according to principles of science and rationality;

— application of managerial and technological experience, which includes knowledge,
experience, and skills of both a technological and socio-humanitarian nature;

— creation of individual management models depending on real conditions instead of established
strategies that have not changed over a long period;

— support for self-development of personnel at all levels and age group;

— emotional support for the employee’s proactive and fruitful activities.

Employees are recognized as the company's main resource, both to ensure that the team
understands the main guidelines for development, and to increase the responsibility of employees,
most European enterprises are developing a corporate culture.

Encouraged in the Western European model, a long period of work in one organization and equal
business communication, which helps reduce the “status gap” between the levels of the management
vertical, make corporate policy partly similar to the Japanese model. An important advantage of the
corporate policy model of Western European countries is the availability of great opportunities for
career growth of personnel; preference is given to their employees when occupying management
positions. Events to improve the level of professionalism are carried out very often. The opportunity
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to participate in receiving a share of the profit and favorable working conditions additionally motivate
workers to increase labor productivity.

However, despite the fact that there are many methods and principles of personnel policy common
to Western European countries, it is not homogeneous. This is due to the rather large difference in
the mentality and traditions of the countries that are members of the European Union. Accordingly,
it is impossible to talk about a single European model of personnel policy.

The most developed and well-known model of personnel policy in Europe is the German one. Its
main features:

1. Work with personnel.

2. At the top management level, only general recommendations are given in the field of personnel
management — the main work is carried out almost independently of the center by structural divisions.

3. Remuneration is based on performance results. There are, however, tariff rates that guarantee the
employee a minimum payment, regardless of the results of the organization’s activities. However,
even tariff agreements establish additional payments based on performance, often linked to length of
service in the company. In this case, a clear and transparent motivation system is used - the employee
is rewarded when he completes the task accurately and on time, otherwise there is no additional
payment. Recently, due to the accelerated introduction of innovative products of scientific and
technological progress into production and the new risks for workers that have arisen in connection
with this, a new type of tariff agreement has emerged that protects them. In the event of systematic
failure to complete tasks, despite all the loyalty of management to the staff, unscrupulous employees
quit without regret.

4. There are serious requirements for employee qualifications. When entering a job, he must already
be well prepared for it down to the smallest detail and immediately be involved in the production
process, which distinguishes the German system of working with personnel from the Japanese.
However, remuneration depends not only on qualifications and results, but also on the complexity of
the work, which requires additional physical, mental, and neuropsychological costs. Management
values responsibility, pedantry, and self-discipline in employees.

5.Retraining of personnel is carried out at the enterprises themselves. Individual development of
professional competencies and programs of are widely used.

6. Relationships in the team are formal. Production processes are carefully regulated, employees
immediately understand how to act in various situations.

7. Policy for long-term employment of employees in the company.

8. Developed social protection for workers. They can count on an annual salary increase, various
social benefits, compensation and bonuses, and companies can deviate from established standards
only by improving them.

9. Supervisory and production councils. These are not trade union organizations, although they
represent the interests of workers before the employer. These councils are self-governing structures,
usually created in organizations with more than 500 people, that resolve issues of working hours and
vacation schedules, forms of financial incentives, and the prevention of accidents and occupational
diseases. In order to attract workers to the management of enterprises, to increase their activity and
motivation to work, in Germany there are a number of special laws and regulations.

In Great Britain, there is more pronounced individualism and a cult of self-discipline, compared
to Germany. Management is pragmatic and formal. There is quite a significant distance between
white- and blue-collar workers. Management does not invest significant resources in training and
retraining of personnel. Remuneration consists of two parts - a constant (small base salary) and an
incentive variable, depending on the results of work and the profit received by the company. Profit-
dependent remuneration, as a rule, is made either entirely in monetary terms or partially in shares of
the enterprise.

In France, an important point in personnel management policy is the regular assessment of
employees, based on an analysis of the quality of work performed, the quantity and quality of
innovative proposals, and employee mobility. Individual payment depends significantly on this
assessment. It is significantly indexed (a modern trend in almost all large corporations) depending on
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the rising cost of living, which is even fixed in collective agreements with trade union organizations.
This policy not only reduces the impact of inflationary processes, but also significantly increases the
value of working in this organization for personnel.

In Sweden, the difference in the status of managers and ordinary workers is small. The focus on
long-term cooperation has led to the fact that employees are well socially protected; everything
possible is done to make employees interested in working in the organization. Typically, companies
have a flexible organizational structure that allows them to easily implement innovative methods.

Unlike Sweden, in Italian companies, on the one hand, there is maximum control of employees by
management bodies, authority, a clear hierarchy and bureaucracy. On the other hand, there is
paternalism and the “company employees are one family” policy [6].

An interesting example of a good attitude towards employees is shown by Finland, where in a
number of enterprises, while maintaining the current level of wages, the number of working days per
week was reduced to 4. Moreover, as it turned out, due to more time for rest and a corresponding
improvement in physical condition employees, they performed the same or even greater amount of
work during the working week [7].

The Chinese experience has attracted a lot of attention from scientists. They explain it not only by
favorable climatic and economic factors, but also by some distinctive features.

One of them which has had an extremely strong influence not only on the culture of the country in
general, but also on the production sector in particular, is Confucianism. This is an ancient Chinese
philosophical teaching, the basis of which is the unconditional value of the individual, the
understanding that decency and self-education of people, and not strict control, underlie conscientious
work and order. It was the morals and ethics of Confucianism that were embedded in the core values
of Chinese companies. According to Chinese leaders, morality is the basic basis for the functioning
of their companies, and the team and family are higher than the individual [8]. Not economic
efficiency, but harmony, hard work, honesty, strong, trusting “family” relationships in the team and
adherence to other traditional Chinese values are the main ones. Accordingly, the main task of a
manager is not to make a profit (although that too), but to reveal the internal potential of his
subordinates. The selection and assessment of personnel is based on the employee’s commitment to
comply with ethical standards [9].

An equally significant basis for Chinese production is a planned economy, combined with market
methods [10], which led to the identification of some areas of work with management personnel:

— open extension [11];

— exam (by the way, it was used to enter the bureaucracy during the Sui dynasty in the 6th century
AD) [12];

— personnel certification [13];

— personnel rotation (for example, civil servants from central government bodies are sent to the
provinces, and then, after gaining practical experience, they return back to the Center) [14];

— decentralization of hardware management (there is an increase in staffing at local levels with a
simultaneous increase in the quality of democratic processes there when discussing decisions) [15];

— independence in resolving personnel issues (Decisions on hiring, the amount and types of
remuneration are made by the manager independently. Accordingly, employees are completely
subordinate and loyal to him).

At the same time, managers of Chinese enterprises give preference to interpersonal relationships,
including when building a business career. Although recently, priority has been given to a thorough
professional assessment of personnel, especially when hiring university graduates and senior
managers. By the way, the recruitment of highly qualified foreign specialists continues with the aim
of creating top-level teams (“airborne assault”). HR specialists pay special attention to regular
professional training and advanced training of the company’s employees - such employees become
its “highest value”, perform a function that is extremely important for the entire organization, and
therefore they need to be treated accordingly [16].

Another interesting example of working with personnel in Chinese companies is the method of
solving collective problems. They are carried out on a proactive basis without a strict distribution of
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performers by roles and jobs. Here everyone has the opportunity to show their best side, showing
their talents, abilities, knowledge, and experience. In addition, in the process of this activity, new
teams are automatically formed, which have a beneficial effect on the entire company [17].

In a situation of constant changes in the external environment of organizations, it is very useful to
study the experience of foreign companies and introduce proven models of corporate policy
management into the internal environment.
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Most companies in the current economic conditions are concerned with finding factors that increase their own
competitiveness. This task gives rise to the need for transformation of strategies and a more comprehensive
understanding of their own business. The formation of a knowledge management system necessary for the
company will allow developing an appropriate approach to increasing the level of competitiveness in the economic
environment. The set of knowledge management tools is becoming a relevant and popular area of development for
large manufacturing enterprises. This article identifies the features of the frame to make the implementation of
these tools more systematically organized. With the help of these tools, a company is able to overcome its “fragility”
(according to M. Taleb) and, having survived problems and destruction, becomes better and stronger. The stages
of this strategy development are presented.

Keywords: concept; strategy, knowledge, tools of elaboration.
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CTPATEI'UA YIIPABJIEHUSA 3HAHUSAMHU KAK ®AKTOP IIOBBIIIEHUA
IOPPEKTUBHOCTU U KOHKYPEHTOCHHOCOBHOCTHU OPTAHU3AIIMHN

Apomocee IMurep Ocaiiemope!, Kopcaxosa T. B.?

I [Oxcnoiil ghedepanvuvlii ynueepcumenmn,
Mazucmpanm
2 [Oxcuvlii (hedepanvubiii ynueepcumen,
O00KMop neo. HayK, OOYyeHm

BoAbIIMHCTBO KOMNAHWH B COBpPeMEHHBIX JKOHOMHMYECKHX YCJIOBHSIX 032004eHbl MNMOHCKOM (PaKTOpPOB,
NMOBBIAKIIHX COOCTBEHHYI0 KOHKYPEHTOCIIOCOOHOCTD. JTa 3a/1a4a MOPoKIaeT He00X0AMMOCTh TpaHc(hopManuu
cTpaTernn M 0oJiee KOMILUICKCHOTO NMOHMMAHHUSI cOOCTBeHHOro OmsHeca. ®opmMmpoBaHHe HeOOXOIAMMON ISt
KOMIIAHUM CHCTEMBI YNPABJIeHUs] 3HAHUSIMH TO3BOJINT Pa3padoTaTh COOTBETCTBYIOIIHIA MOAX0A K NMOBBILICHUIO
YPOBHSI KOHKYPEHTOCHOCOOHOCTH B 3KOHOMHYeckoii cpeme. HaGop MHCTPpYMeHTOB yNpaBjeHHUS 3HAHUSIMH
CTAHOBHUTCA AaKTYaJbHBIM M MONYJIAPHBIM HaNpaBJeHHeM Pa3BUTHA KPYNHBIX IPOM3BOJACTBEHHBIX
npeanpusaTuii. B nanHoi cratbe onpeneneHsl ocod0eHHOCTH ¢peiiMa, MO3BOJIAIONINE CACIATh BHEJPEHHE 3THX
HHCTPYMEHTOB 0osiee cHCTeMaTH3MPOBaHHbIM. C NOMOImBI0 3THX HHCTPYMEHTOB KOMIIAHMSA CIOCOOHA
NpPeoaoJieTh CBOK «XpPyNKOcThbY» (Mo MHeHuio M. Tasie0a) u, nepe:kuB npo0JieMbl U pa3pylieHHsi, CTAHOBUTCS
Jyuiie u cuibHee. [IpeacraBienbl 3Tanbl pa3padoTKu JaHHOM CTpaTeruu.

Kmouesvie cnosa: KoHYyenyus, cmpamecust, 3Hanusl, UHCMPYMEHNbl pa3pa6oml<u.

Humanity has always developed on the basis of acquired knowledge. The systematic, unhurried
process of developing new knowledge suddenly gave way to a “mad race” in the second half of the
20th century. New knowledge began to appear with tremendous speed and people, not having time to
adapt properly, without mastering it, were forced to change their patterns of activity and look for new
ways of development. Naturally, questions began to arise about how new and diverse knowledge
obtained in different parts of the planet would be combined for use in certain sectors of the economy.

Reflecting on the current economic situation, we come to some conclusions:
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1. Today we can state that the economy of the 21 century is service and information. But the
importance of the information component was realized already in those distant times when the rapid
development of information flows began. It was already becoming clear that the main added value is
created by people’s knowledge, their giftedness, abilities, desire to recombine, analytical and
synthesizing competence, ability to think outside the box.

2. Understanding that any economic activity will not be possible without an expert component,
where people, being the most important resource, should become the basis of any development
concept, and “people” not in the sense of their physical strength, but in the sense of their knowledge
and experience.

3. Companies will be able to extract value from all this if it can be realized, that is, the signal must
be sent: “...do it!” to certain decisions; The stage of planning specific actions to implement the
decisions made (who, what, to whom, when, how, and how much).

Overlaid on this step-by-step diagram are three key group processes:

— divergence, discrepancy: people lay out on a common table and then consider each other’s
different ideas and opinions. The wider the scope of divergence, the greater the likelihood that
something interesting, deep, and non-trivial will end up in the bank;

— emergence, emergence: people rub against each other with their different ideas; enrichment,
recombination, and synthesis occur;

— convergence, convergence: people agree on a motley and voluminous, - due to lived divergence
and emergence, - but a general picture of the world. They come up with a plan of action that they all
accept and are willing to implement.

To get as many statistics, facts, independent assessments as possible; to distinguish “objective
knowledge” from “opinions”, it is necessary to build an internal knowledge management system. This
is a relatively new discipline that emerged around the 1970s, when the features of the future
information society began to appear. These ideas are associated with such names as Peter Drucker
(knowledge worker) and Paul Strassman (an important resource of the organization), as well as
Dorothy Leonard-Barton, who projected the development of its practice, exploring many aspects of
knowledge management with evidence in her various works and publications and illustrating the idea
that the relationship between knowledge management and constant innovation determines the levels
of development of companies [1]. Experts emphasize the need to transfer knowledge from one
generation of highly skilled workers to the next to overcome the loss of a company's competitive
advantage [2].

These scientists outlined directions for practical application of KM concept based on research on
the production of knowledge, its sharing within the organization. This made it possible not to lose
valuable information and develop new knowledge.

Already in the late 1970s, Everett Rogers from Stanford and Thomas Allen from the Massachusetts
Institute of Technology, as well as Rob Axin and Don McCracken, proposed computer technologies
for storing this knowledge. All this allows us to say that after the 70s of the 20th century, business
received a new discipline - Knowledge Management. Technology can open up management solutions,
but more needs to be done to ensure organizations can best manage knowledge and information [3].

By the 1980s, most business and corporate organizations realized the importance of
comprehension as a rival facility. But how to ensure that knowledge flows into the product? This does
not happen automatically. That is why most companies were interested to find any tool to transfer
knowledge into the profit.

Many articles were published in scientific journals by scientists and practitioners (Peter Drucker,
Matsuda and Sveiby) on knowledge workers, knowledge, and systems engineering. Moreover, the
construction of these concepts led to use KM systems within various organizations.

Such companies as Xerox, Microsoft, Nokia, and the World Bank have transformed by
understanding the power of knowledge management. Nevertheless, many organizations have not
changed their old approach, despite the inclusion of certain knowledge management practices in daily
activities.
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Knowledge management became a major focus for global companies in the 1990s. The trigger was
the fact that the experience of Japanese companies in creating innovation dynamics through
knowledge management was published, which indicated high rates of economic growth [4].

Current trends in knowledge management (KM) are associated with the recognition of KM as a
rivaling facility and success. KM ensures effective management of the process of knowledge
dissemination and application [5]. In the management practice of Western companies, the theory of
knowledge management has become widespread. However, the presence of an effectively functioning
knowledge management system in industrial conglomerates, which involves a unique set of solutions
along the entire value chain, making it possible to create a unique value proposition in various markets
in the context of the transformation of international economic relations, is still a rare phenomenon.

It seems that the basis for this state of affairs is some restrictions that exist, first of all, in the
external environment. The current market model of world economic relations on a global scale has
shown a lack of stability; the configuration of existing counterparties in the world economy large is
being destroyed, bringing new players to the external circuit. Thus, changing consumer preferences,
the emergence of new competitors, new products, new technologies, changes in the economic and
political spheres have an impact on knowledge management in any company. It is especially difficult
for large, diversified manufacturing companies with interests in various sectors of the economy to
adapt to new conditions.

On the other hand, as a result of development, the number of employees in the company increases,
new products and activities appear, and the complexity of managing the organization increases. In
addition, the variety of forms of implementation of the KM concept in different departments of the
same company, the lack of a formalized strategy, lack of balance between inspiration and apathy, the
assumption that only HR- department should manage knowledge, a low culture of trust prevents the
creation of an integrated knowledge management strategy.

Strategy gives the organization important advantages: it determines the direction of the company's
development; helps determine the direction of movement towards growth in conditions of increasing
uncertainty of the future; forms its uniqueness. Thus, Henry Mintzberg, for example, proposed
considering strategy as the result of an organization’s accumulation of new experience and its
subsequent comprehension [6].

Strategy — Integrated model of actions (aimed at achieving goals); A set of decision rules; Product-
market strategy + organizational concept. Strategic planning is always focused on the future of the
company, on predicted changes in the market, external opportunities, as well as internal capabilities
of the enterprise. It is worth remembering that there is always a high probability of events occurring,
the implementation of which depends on factors beyond the control of the enterprise, which is why it
is especially important to include the possibility of flexibility in the decisions made, making them
maximally adaptable to difficult-to-predict production and sales conditions [7].

Effective strategies are based on constant experimentation, the ability of the organization to carry
out constant strategic drift, capturing new opportunities and a focus on the future. Strategic thinking
is the process of finding patterns or common threads associated with an organization's activities that
arise from its policies, goals, and objectives [8].

Thus, the desire to improve all infrastructure projects of a large, diversified company, with a focus
on “training before, during and after the project”, as well as the use of the gained experience in
different departments, leads to an understanding of the need to develop an overall knowledge
management strategy. KM strategy is classified as what it does to the organization and the processes
it employs. The KM strategy improves the quality of collaboration within the company [9]. To solve
this problem, you can use the well-known Balanced Scorecard methodology [10]. It is well known
but is used mainly to solve operational problems.

To use this idea, we must formulate key priorities - goals. These goals must be united by cause-
and-effect relationships. To do this, we will highlight 4 projections: financial block; market-related
goals: customers, products, promotion; a block of goals related to the company’s internal processes;
block of strategic resources (training and development; potential, etc.; block of human resource
management. This way we will get a certain strategy map (Fig.1).

- - — "
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Figure 1 — Balanced Scorecard — a tool for managing a knowledge management strategy and
analyzing its results

Stages of developing a Knowledge Management Strategy:

1. Assemble a management team and brainstorm. Storming Questions: What financial goals
should we set to implement this strategy? Achieve stable profitability or increase the value of the
company, or increase profitability... fix several proposals.

2. What market goals should we set to implement our strategy? A set of goals appears. Related to
product development, increasing customer loyalty, promotion to new markets, etc.

3. What changes need to be made in the processes and in the company’s management system.

4. What resources are needed (a system of continuous training for employees or the creation of a
corporate university — to achieve the greatest involvement of employees).

5. Build a strategic map. Distribute causes and effects (financial indicators will be a consequence,
since they will be a consequence of our actions in the market, as well as. A consequence of changes
in our processes, and resources are the cause of everything... a necessary condition for achieving all
other indicators... It turns out the quintessence of our strategy.

6. Now develop strategic indicators for each goal. That is, to understand later that this goal has
been achieved. The difficulty is that financial indicators are good to measure, but how to measure
customer loyalty? What indicator should accompany the implementation of certain processes? That
is why target values for all indicators need to be developed.

7. Identify goal leaders. Functions of a leader goals: 1 —create a team; 2 — carry out the deployment
of the strategy, development of a set of measures (achieving indicators); 3 — documentation: goal
number, description of what is expected.

8. Deployment of strategy into tactics.

Knowledge management, training within companies, the creation of a Corporate University - these
topics are very relevant today. Top managers of large companies, HR specialists, heads of T&D
(Training & Development) departments, business trainers, etc. are interested in them.

A manager thinking about creating a corporate management company is looking for an answer to
two questions:

1) How to make sure that the company produces a quality knowledge product for its internal client?

2) How to make company itself an effective Knowledge Creator?

None of these issues have been addressed in modern business literature, and our future task is to
address them.
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