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KapaunaabHbIe TpaHCYOPMAIIMK COLHAABHO-TPYAOBOF ChephI IPUBEAU K IIOSBACHHIO HOBBIX PUCKOB AASL 3AOPOBbSI M CaHH-
TapHO-TUTHeHUYeCKUX IPOOAEM, CBSI3aHHBIX C HEHAAEKHOCTBIO TPYAOBON 3aHSATOCTH. BO3HIK HOBBI COLIMAABHO-9KOHOMHU-
YeCKHH U IICHXOAOTUYECKHI GeHOMEH «IIPEKAPUTET>, IOBAMSBIIUIL HA YCAOBHS 3aHATOCTH HAEMHBIX PAGOTHHIKOB, IOITOMY
OnucaHHe peHOMeHa «IIPEKAPUTET> HYKAAETCS B YyTOUHEHHUM.

PaccMarprBatoTcst GOpPMBI TPYAOBOI 3aHSTOCTH, OTAMYAIOIINECS OT THIIOBON €€ MOAEAH U YXYAIIAIOIIHe [IOAOXKeHHe PaboT-
HuKa. [TpUBOASTCS KpHTepPHH, HA OCHOBAHHU KOTOPBIX HECTAHAAPTHAS 3aHATOCTh CUMTAETCS HEYCTOMYMBOL.

BripeaeHsI 06001 eHHbBIE BHABL HEYCTOMYMBOM 3aHATOCTH, CIELHPIKA KOTOPBIX OLPEAEASETCS COYETAHHEM ABYX (aKTOPOB:
pabounM BpeMeHeM M CPOKOM KOHTpakTa. HeycToituuBbie ycAOBUS pabOThI BO3MOXKHbI He TOABKO IIPH He$OPMAABHOM TPY-
AOYCTPOWCTBE, HO U IIPU ACTaABHBIX TPYAOBBIX OTHOIIEHHSX. HeHapAeXKHOCTb M HEYCTONYMBOCTD TPYAQ MeeT 00bEeKTHBHBIN
XapakTep U SIBASETCS 3aKOHOMEPHbIM IIPOSIBACHHEM BO3HHUKIIETO IKOHOMHUYECKOTO U COLIHAABHOTO Mopsiaka. PeHOMeH «IIpe-
KapHTeT 3aHATOCTH> [PEACTAeT KaK HOBAsl ACTEPMHUHAHTA 3AOPOBbSI HAEMHBIX PAGOTHHKOB. OCHOBHBIM IPU3HAKOM IIPH OT-
HeCeHUH 3aHITOCTH M TPYAOBBIX OTHOLIEHNUH K PeHOMEHY «IPEKAPHTET> SBASETCS HX HEHAACKHOCTb.

YTOYHSAETCS UCTIOAb3yeMble TEPMUHBL: «IIPEKAPHTET>; «IIPeKAPU3ALHSI>»; MPEKAPHOCTD; mpekapuar. CyIHOCTHOM XapaKTe-
PUCTUKOF ITPeKAPHOI 3aHATOCTHU SBASETCS HAPYILIEHKe COLIHAABHO-TPYAOBBIX IIPAB M OTCYTCTBHE FAPAHTHIL 3aHATOCTH. 3Ha-
YHMBIM UHAMKATOPOM IPEKAPUTETA SIBASETCS HEMOAHAs 3aHATOCTD. [IpeKkapuTeT HHAYIIMPYET IIOTEHIINAABHYIO OIIACHOCT
YBOABHEHHUSI PabOTHHKA U BBI3BAHHBIE €1 CTPeCChL, ICUXOCOMATHYECKUE PACCTPONCTBA U IIATOAOTUYECKHE IIPOLIECChI B IICHXUKE.
ITpexapHast 3aHSTOCTb U CBSI3AHHBIE C HEll TPYAOBblE OTHOLIEHHS CTAAM MAaCCOBBIMH. MHOTHe PAaGOTHIKY AMIIEHBI COLIHAAb-
HBIX TapPaHTH, B TOM YHCAE CBSI3AHHBIX C 6€30IIaCHOCTBIO TPYAQ, OIIAQTOM OTITYCKOB M BpeMEHHOI HETPYAOCIIOCOOHOCTH, 0be-
CIledeHHeM POPUAAKTHIECKUX MEPOIPIATHIL. DTO IPUBOAHUT K HAPYIIEHHIO COCTOSIHIS GAArOMOAY NS, & TAKKE YXYALIEHUIO
HHAVMBUAYAABHOTO H OOIIeCTBEHHOTO 3AOPOBBSL.
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Drastic transformations of the social and labor sphere have led to the emergence of new health risks and sanitary and hygienic
problems associated with unreliability of employment. A new socio-economic and psychological phenomenon “precarity”
has emerged, which has affected the employment conditions of employees, so the description of the phenomenon “precarity”
needs to be clarified.

The forms of labor employment that differ from the typical model and worsen the employee’s situation are considered. The
criteria based on which non-standard employment is considered unstable are given.

Generalized types of unstable employment are identified, the specificity of which is determined by a combination of two
factors: working time and the term of the contract. Unstable working conditions are possible not only in informal employment,
but also in legal labor relations. Unreliability and instability of labor has an objective character and is a natural manifestation
of the emerging economic and social order. The phenomenon of “precarity of employment” appears as a new determinant of
the health of employees. The main feature when referring employment and labor relations to the phenomenon of “precarity”
is their unreliability.

Specifies the terms used: “precariat”; “precarious work”; precompact; the precariat. An essential characteristic of precarious
employment is the violation of social and labor rights and lack of job security. A significant indicator of precarity is



Russian Journal of Occupational Health and Industrial Ecology — 2020; 60 (6)

Literature review

underemployment. Precarity induces the potential danger of dismissal of the employee and the resulting stress, psychosomatic
disorders and pathological processes in the psyche.

Precarious employment and related labor relations have become widespread. Many employees are deprived of social
guarantees, including those related to labor safety, payment for holidays and temporary disability, and provision of preventive
measures. This leads to a violation of the state of well-being, as well as the deterioration of individual and public health.
Keywords: labor relations; standard employment model; employment instability; precarious employment; precariat; precariat;
underemployment; public health; social pollution
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Beaenne. KappnHaAbHBIe TPAaHCPOPMALUH COITHAAD-
HO-TPYAOBOI cepbl PUBEAN K IIOSBACHHIO HOBBIX PHCKOB
AASL 3AOPOBbSI HACEAEHHS TPYAOCIIOCOOHOTO BO3PACTa M Ca-
HUTApHO-TUTMEHMYeCKUX IPobAEM, CBS3AHHBIX ¢ 0OpeTeHH -
eM TPYAOBOM 3aHATOCTBIO XAPAKTEPHUCTUK HEHAACKHOCTH H
HeyCTONYMBOCTH.

B Aokaape MexayHapopHO#t opranusanuu Tpyaa (MOT)
obparraeTcst BHUMaHHe Ha MPOUCXOASINYIO B IIOCACAHHE YeT-
BepTb BeKa B TPYAOBOI cdepe cMeHy GpOpPM 3aHATOCTH U CBSI-
3aHHBIX C Hell COITHAABHO-TPYAOBBIX oTHomeHu. KoHcTaTn-
PYeTCsl TOTAABHBIA OTKA3 OT KAACCHYECKHX CTEPEOTHIIOB pa-
6ouero Mecra, CTabUABHBIX IPAQUKOB TPYAQ, IPEACKA3YEMOI
¥ IpodeCCHOHAABHOM Kapbepsr'. Poccuiickue HCCAeAOBATEAN
IIOATBEPIKAAIOT, UTO IIUPOKOE PACIPOCTPAHEHHE TIOAYIHAA
CTpaTterus ruOKOCTH OPTaHU3alMK TPYAQ U HafiMa paboTHU-
KOB, CA€ACTBHEM KOTOPOI1 CTaA yXOA OT TPAAULMOHHDIX (CTaH-
AAPTHBIX) GOPM 3AHATOCTH, POCT HeOPMAABHOM 3aHATOCTH 1
ckpbrToit 6espaboTupr [1].

B pesyasrare TpaHcpopManuil cdepsl Tpyasa B 00mecTBe
BO3HHKAO HOBOE SIBACHIIE, 0003HAIaeMO€ KAK «HEHAAEKHOCTD
(npexapurer) sanaTocTu» (OT aHIA. precarity — HeHapek-
HOCTb) M OXBaTblBaKOllee COLMAABHDIN HHCTHTYT 3aHATOCTH,
BKAIOYAS: a) HOBblE BUADBL 3aHATOCTH M CBS3aHHbIE C HUMH
TPYAOBble OTHOWIEHHUS; 6) TPAAHLMOHHbIE BHUABL 3aHATOCTH,
TOABEpraloyecs] H3MEHEHUAM; B) Cy6HeKTOB TPYAOBBIX OT-
HOLIeHHH — PabOTHHKOB M paboTopareaeit. P. Cenner pac-
CMATPHBAET ITO SBACHHE KaK (peHOMeEH, OXBAThIBAIOMIHIT Pa3-
AUdHBIe cdepbl KHU3HH YeAoBeka [2].

Hecranapaprusie opmsi sansirocrr. Hayunsiit nnrepec
K QpeHOMeHy «HeyCTOMYUBOCTD 3aHATOCTH>» BOSHHK HEAABHO
M COOTHOCHTCSI B OCHOBHOM C IIPEAMETHOI 00AACTBIO TIOAH-
TOAOTHHU ¥ conposorun [3,4], rae mpekapureT paccMaTpHBa-
eTCsI KaK YCAOBUE «KAACCOBO¥ PACIIeTNACHHOCTH>» HAeMHBIX
pabOTHUKOB ¥ UX cTpaTuuKaLuK B obmecTse. BospeiicTaue
deHOMeHa «HeHaAEKHOCTb TPYAOBOM 3aHATOCTH> Ha HHAVBH-
AyaAbHOE 1 00IeCTBEHHOIO 3A0POBbE OCTAETCSI HEAOCTATOUHO
H3y4eHHOI IPpo0OAeMO¥lL.

BcemupHas opranusanus sapasooxparenns (BO3) pac-
CMATPHBAeT TPYAOBYIO 3aHATOCTb H YCAOBHS TPYAQ B KaueCTBe
COLIMAABHBIX ACTEPMHUHAHT 3A0POBbSI paGOTHHKOB [ S].

B yxazannowm Bbime poxaape MOT ormeuaercs, 4To «He-
CTaHAAPTHBIE> (POPMBI 3AHATOCTH [0 CTEIeHH HX PACIpo-
CTPaHEHHOCTH CTAHOBSTCS «OOBIYHBIMI>», & TPAAULIMOHHbIE
«CTaHAAPTHBIE>» GOPMBI 3AHATOCTH IIPEACTAIOT KAK PEAKHe
«HCKAIOYEeHHUs». PaboTOAATEAN BCe Yallle OTKA3IBAIOTCS OT

! Ha mytu k croaersei roposmuae MOT: peasnu, MOACPHU3ALS U TIPU-
BEp)KEHHOCTh TPEXCTOPOHHHUX y4acTHHKOB. Aokaap TenepaabHoro pmpex-
topa. 102-51 ceccus. JKenea: MexayHapoaHoe 610po Tpyaa; 2013.

Introduction. Drastic transformations of the social
and labor sphere have led to the emergence of new risks
for the health of the working-age population and sani-
tary and hygienic problems associated with the acquisi-
tion of the characteristics of unreliability and instability
in employment.

The Report of the international labour organization (ILO)
draws attention to the changing forms of employment and
related social and labor relations in the last quarter of a cen-
tury. There is a total rejection of the classic stereotypes of the
workplace, stable work schedules, predictable and professional
career'. Russian researchers confirm that the strategy of flex-
ibility in the organization of labor and hiring of employees
has become widespread, as a result of which there has been a
departure from traditional (standard) forms of employment,
an increase in informal employment and hidden unemploy-
ment [1].

As a result of the transformations of the sphere of labor in
society, a new phenomenon has emerged, designated as “pre-
carity of employment” (from the English precarity — unre-
liability) and covering the social institution of employment,
including: a) new types of employment and related labor rela-
tions; b) traditional types of employment that are undergoing
changes; c) subjects of labor relations — employees and em-
ployers. R. Sennet considers this phenomenon as a phenom-
enon that covers various spheres of human life [2].

Non-standard forms of employment. Scientific interest
in the phenomenon of “employment instability” has emerged
recently and is related mainly to the subject area of political
science and sociology [3,4], where precarity is considered as a
condition for the “class split” of employees and their stratifica-
tion in society. The impact of the phenomenon of “unreliability
of employment” on individual and public health remains an
insufficiently studied problem.

The World Health Organization (WHO) considers em-
ployment and working conditions as social determinants of
employee health [S].

The above-mentioned ILO report notes that “non-stan-
dard” forms of employment are becoming “common” in terms
of their prevalence, while traditional “standard” forms of em-
ployment appear as rare “exceptions”. Employers are increas-
ingly rejecting the standard form of employment, both in full
and in part, by introducing elements that make the employ-
ment institution more flexible but infringe on the rights of
employees.

' Towards the centenary of the ILO: the realities, modernization and

commitment of constituents. Report by the CEO. 102" session. Geneva:
International Labor Office; 2013.
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CTaHAAPTHON GOPMBI TPYAOBOM 3aHATOCTH, KK B IIOAHOH Me-
Pe, TaK U YaCTUYHO, IyTeM BHECEHUS B Hee SIAEMEHTOB, AeAa-
IOIIUX MHCTUTYT 3aHATOCTH O0Aee TMOKUM, HO YIeMASIOIIAM
paBa pabOTHUKOB.

CraHpapTHas (TurmyHas) $opMa 3aHATOCTH U CBSA3AHHAS
C Hell MOAEAD COIIMAABHO-TPYAOBBIX OTHONIEHUH IPEAIIOAATaeT
PaboTy TPYyASIILIErocs Ha IIOCTOSIHHON OCHOBE, IOATBEPXKAEH-
HOI 0eCCPOUYHBIM TPYAOBBIM AOTOBOPOM B PEXHMeE IIOAHOTO
8-4acoBoro pabouero pAus u 40-4acoBoil pabouell HepeAH.
VHAMKAaTOpaMU CTAaHAAPTHON MOAEAH TPYAOYCTPOMCTBA SB-
AsIeTCsI CTAOUABHOE BpeMsi pabOThI U OTABIXA, HOPMUPOBAHHASI
3apIiAarTa, HaAM4YMe KOMIIAGKCA COLMAABHBIX FApPAaHTHH, yda-
CTHe TPYASIIUXCS B QOPMUPOBAHUM TPYAOBBIX OTHONIEHHI
c paboTopaTeAeM depe3 KOAAEKTHUBHBIE AOTOBOPBL B Poccun
U GOABIINHCTBE CTPAH TaKOM CTAHAAPT 3aKPEIAeH 3aKOHOAQ-
TeAbHO [6]. CTaHAQPTHOCTD 3aHATOCTH IPEAIOAATaeT 00s-
3aTEABHYIO ACTAAM3ALMI0 — PEruCTPALUI0 paboTopaTeAs B
TOCYAAPCTBEHHBIX OPTaHaX B KaueCTBe IOPUAMYECKOTO AHMIIA.
Bce ¢popMbI 3aHATOCTH, OTKAOHSIOIHECS OT TUIIOBOX MOAEAH,
CUUTAIOTCS HECTAaHAAPTHBIMH [7],a ecan OTCYTCTBYeT IOPUAY-
YecKasi perucTpanus paboTosaTeAs B HIAOTOBOI CAyXOe, TO 1
HEAETUTUMHBIMHU.

HccaepoBaTeAn OTMEYAIOT, 9TO IO Mepe MOBBILIEHNS THO-
KOCTH PBIHKA TPYAQ, YXOAQ OT «CTAHAAPTHON (OPMBI>»> 3aHSTO-
CTH 9A€MEHTHI HEYCTONYUBOCTH U HEHAASXKHOCTHU BCe GoAbILIe
IPOHUKAIOT B CYepy TPYAOBBIX OTHOIIEHHH, CTAHOBSITCS UX
HeoThbeMAeMbIM CBOHCTBOM [8].

B03MOXHOCTb HCIIOAB30BaHUS paboTOAaTEAEM HECTAH-
AAPTHBIX MOAEAEH 3aHATOCTH U TPYAOBBIX OTHOIIEHHI CBSA3aHA
C IPOBOAMMOM B HOBOM CHCTEME XO3AMCTBOBAHMS TaKTUKOM
rHOKOCTH Ha PhIHKE TPYAQ [9].

K HecTaHAapTHO# GOpMe 3aHATOCTH, YXYALIAIOLIEH II0AO-
JKeHYe pabOTHHUKA, OTHOCHUTCS HEHAACKHAS (Heycmﬁqpmaﬂ)
3aHATOCTD. XapaKTePHCTUKH HEHAAEKHON 3aHATOCTU: COKpa-
IIIeHHe COLMAABHOM 3aIIUINEHHOCTU PabOTHUKOB; yBEAUUEHIe
HHTEHCHBHOCTH UX Pa0OThL, He COIIPOBOXKAQIOLIENCS IIPOIIOP-
IIMOHAABHBIM ITOBBIIIEHUEM BO3HATPAXKAEHHS, IepeHOC Ha pa-
OOTHHKOB BCEX PUCKOB [9].

MOT ucnoab3yeT Tpu OCHOBHbIEe KpUTepHs, HA OCHOBA-
HHMU KOTOPBIX TPYAOBASI 3aHATOCTD CIUTACTCS HEYCTOHIUBOMH:
1) CPOKH KOHTPAKTa (xoHTpaKT Ha (UKCHPOBaHHBIM CPOK, Bpe-
MeHHBIi, Ce30HHbIA U T. A.); 2) IIPUPOAA TPYAOBOTO B3aHMO-
OTHOIIEHHs (MHOTOCTOPOHHHE U CKPBITbIe OTHOIIEHHMS HaiiMa,
UKTHBHAS CAMO3AHATOCTD, CYOTIOAPSIABL U AD.); 3) HEHAASK-
Hble ycAOBHUSA TpyA2 (HU3Kas 3apaboTHas MaaTa; cAabas amu-
IEHHOCTD OT YBOABHEHHS; OTCYTCTBHE AOCTYIIA K MEXaHHU3MaM
COLIMAABHOM 3aIIUThI M OAQraM, MIMEFOIINMCS [IPY CTAHAAPTHOM
3aHATOCTH; OTPAaHHYEHHE BO3MOXKHOCTH AASI PEAAH3AIIUH CBO-
UX [IpaB Ha paboueM MecTe (HPI/IBOAI/ITCSI mo [10]).

AAst 0603HaYEHUS TPYAOBOM 3aHATOCTH, IpUObpeTaro-
IIeil YepThl HEYCTOMYUBOCTH, B HAYIHOH AUTEPAType UCIIOAD-
3yeTcsl TepMUH IIPeKapHasl HAU IIPeKapU30BaHHAs (OT aHTA.
precarious — pPUCKOBAHHbIM, COMHHTeAbHDIi) 3aHATOCTb. Ero
IpUMeHeHHe PacIPOCTPAHIeTCSA He Ha BCAKYI0 HeCTaHAAPT-
HYIO 3aHATOCTD, 3 AHIIb HA BpEAOHOCHYIO (<<T0Kcnqﬂy10 ») AAS
HaeMHBIX PAOOTHHKOB 3aHITOCTb U CBSI3AHHbIE C HEell HEHAAEXK-
HbIE (pI/ICKOBaHHbIe) TPYAOBBIE OTHOIIEHHUS C paboToaaTeAeM
[11-13]. IIponecc BBepAeHHUS B 3aHATOCTD HecTabUABHOCTH
0003Ha4aeTCsI KAK [IPEKAPU3ALIISL

Kaaccudpuxanus necranpaprapix popm sansarocru. [o-
HSTHe «IIpeKapHas 3aHATOCTb>» OXBATHIBAIOT KaK HeCTaH-
AapTHOe HepOpMaAbHOE (meaeruTuMHOE) TPYAOYCTpPOU-
CTBO, TaK M OIIPEAECACHHbIE BHABI AETHTHMHBIX TPYAOBBIX
orHomeHuit. Heycroiunsbie (npeKaprIe) YCAOBHSL pabOTHI U,
COOTBETCTBEHHO, IIPEKAPHBII CTATYC PAOOTHUKA MOTYT BO3HU-
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Standard (typical) form of employment and the related
model of social and labor relations involves working on con-
tinuing basis, confirmed indefinite labor contract in full 8-hour
workday and 40-hour work week. Indicators of the standard
employment model are stable work and rest hours, standard-
ized wages, the presence of a set of social guarantees, and the
participation of workers in forming labor relations with the
employer through collective agreements. In Russia and most
countries, this standard is fixed by law [6]. The standard em-
ployment necessarily implies the legalization of the registra-
tion of the employer in state bodies as legal entities. All forms
of employment that deviate from the standard model are
considered non-standard [7], and if there is no legal registra-
tion of the employer with the tax service, then they are also
illegitimate.

Researchers note that as the labor market becomes more
flexible and moves away from the “standard form” of employ-
ment, elements of instability and unreliability are increasingly
entering the sphere of labor relations and becoming their in-
herent property [8].

The possibility of using non-standard models of employ-
ment and labor relations by the employer is connected with
the tactics of flexibility in the labor market carried out in the
new management system [9].

Unreliable (unstable) employment is a non-standard form
of employment that worsens the employee’s situation. Char-
acteristics of unreliable employment: reduction of social pro-
tection of employees; increase in the intensity of their work,
not accompanied by a proportional increase in remuneration,
transfer of all risks to employees [9].

The ILO uses three main criteria based on which employ-
ment is considered precarious: 1) the terms of the contract
(fixed-term, temporary, seasonal, etc.); 2) the nature of the
labor relationship (multilateral and hidden employment re-
lationships, fictitious self-employment, subcontracts and
others); 3) unreliable working conditions (low wages; weak
protection from dismissal; lack of access to social protection
mechanisms and benefits available in standard employment;
restriction of the ability to exercise their rights in the work-
place (given in [10]).

The term precarious or precarious employment is used
in the scientific literature to refer to employment that is be-
coming unstable. Its application does not apply to any non-
standard employment, but only to harmful (“toxic”) em-
ployment for employees and associated unreliable (risky)
labor relations with the employer [11-13]. The process of
introducing instability into employment is referred to as
precarization.

Classification of non-standard forms of employment.
The concept of “precarious employment” covers both non-
standard informal (illegitimate) employment, and certain
types of legitimate labor relations. Unstable (precarious)
working conditions and, accordingly, precarious status of an
employee may also occur in legitimate employment, if the em-
ployment contract contains provisions that worsen the condi-
tions of employment and its reliability, or it is replaced by a
civil law contract (CLC).

Researchers distinguish two enlarged groups of employ-
ees subjected to precarity. The first group includes informally
(illegitimately) employed employees, whose employment re-
lations with the employer are established on the basis of an
oral agreement and depend only on the moral attitudes of the
employer. The economic and labor rights of these employees
are not protected, and the risks of employment and its nega-
tive consequences are maximum.
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KaTb U IIPU AeTUTUMHO 3aHATOCTH, €CAU B TPYAOBOI AOTOBOP
BHOCSTCS IIOAOXKEHHS], YXYALIAOMIYE YCAOBIS 3aHATOCTH U ee
HAAEXHOCTb, AU JKe OH ITOAMEHSIETCS AOTOBOPOM IPaXAAH-
cko-nipasosoro xapakrepa ('TIX).

HMccaepoBaTeAr BBIAGASIOT ABe YKPYIIHEHHbIe IPYIIIBI Ha-
eMHbIX paOOTHHKOB, II0OABepraeMbix npekapurery. K mepsoit
TpyTIlie OTHeCeHb HepOPMAAbHO (HEACTHTHMHO) TPYAOYCTpO-
eHHble PaOOTHHUKH, TPYAOBbIE OTHOLIEHHS KOTOPBIX C paboTo-
AaTeAeM YCTaHABAMBAIOTCS HA OCHOBE YCTHOM AOTOBOPEHHOCTH
U 3aBUCSAT TOABKO OT MOPAABHBIX YCTAHOBOK HAHUMATEASL. JKO-
HOMMUYECKIE M TPYAOBBIE [IPaBa 3THX PAOOTHUKOB He3alljuIIe-
HBI, 2 PHCKU TPYAOBOTO HAfiMa 1 eT0 HeTaTUBHBIX ITOCAEACTBHUI
SIBASIFOTCSI MAKCHMAABHBIMIL

Ko Bropoit rpynme orHeceHbl pabOTHUKM C HECTAHAAPT-
HO#t 3aHATOCTHIO (ACTAABHOM B IOAHON Mepe MAH YaCTHIHO
HEAETAABHOI), CTIeuHKa KOTOPOI OTIPEAEASETCS COueTaHHEM
ABYX GaKTOpPOB — pabo4YnM BpeMeHeM 1 BpeMeHeM KOHTPAKTa.
3AeCh HCCAEAOBATEAHU BBIACASIOT YeThIPe BUAA HECTAHAAPTHOM
samsaTocr [7,14]:

a) BpeMeHHas 3aHATOCTD, MPEATIOAATAION]As CPOYHBII AO-
TOBOP AO OAHOTO F'OAA MAM Ha IIEPUOA BBIIIOAHEHHS KOHKpeT-
HOro obseMa pabor;

6) YacTHYHAS 3AHATOCTD, MPEATIOAATAIOMAS 3AKAIOUEHHe
KOHTPAKTOB Ha HEIIOAHOE pabodee BpeMst — Kak [IPABUAO, IO
MHUIMATHBE Pa0OTHUKOB, CBSI3AHHOM C MX «BHEPaboInMu»
npo6aemamu (pu 3anaTocTH MeHee 30 YaCOB B HEAGAIO TAKUX
PaBOTHHKOB Ha3bIBAIOT MAAO3AHSTHIMA);

B) HEAO3AHATOCTh — PABOTHUKY PAGOTAIT MeHbllle HOp-
MaTUBHOTO BPEMEHH TI0 He 3aBHCSIMM OT HUX MprauHam (OT-
ITyCKa 110 HHUIMATHBE PaO0TOAATEAE, BBIHYXKACHHBIE [IePeBO-
ABL Ha COKpAILeHHbI rpaduK paboThl, OTCYTCTBHE KAMEHTOB
VIAH 32Ka30B H T. A.); 9TOT BUA TPYAOYCTPOHCTBA OTHOCHTCS
K KQTErOPUM HEIIOAHOM 3aHSITOCTH MAM CKDBITOH Oe3paboru-
sl PV AHNCHMOB OTMeYaeT, YTO HeAO3aHSTOCTb PabOTHHKA
MOXeT OBITh KaK (AKTUIECKOM, TaK ¥ «POPMAABHOM>, KOTAA
dakTHuecKas ero 3arpyska ABASeTCS OAHOM [13];

I) CBEPX3aHATOCTb — MPOAOAKUTEABHOCTh pabouero
BpeMeHH Bblllle HOPMAaTUBHOM (60Aee 40 yacoB B HeAeAIO) ;
CBEpXypOYHas paboTa UCIIOAB3YETCS KaK B ACTAABHOM, TaK U
HeAETaABHOM 3aHITOCTHL.

Heycroitausas (mpekapHas) ¢popMma 3aHATOCTH OIpe-
AEASIeTCS. COUYeTaHNEeM HeCKOABKHUX IIPU3HAKOB: HECTAOMAD-
HOCTb PabOTbl; HU3KOE MaTepHaAbHOE BO3HAIPAXKAECHUE;
pa3MbIBaHHe IIPAB TPYASILIUXCS U OTCYTCTBHE UX COL[HAAD-
HOY 3aIUTHI; HECTAHAAPTU3UPOBAHHbBIE CXeMbl pabodero
BpeMeHHU; OTCYTCTBHE PEACTABUTEAbCTBA PabOTHHKOB (Ha-
npuMep, depes podcoros) u Ap. [15].

ITpexapuTeT MOAYYHA IIHPOKOE PACIPOCTPaHEHUE B IKO-
Homuke [6]. [Ipu4MHOMN SABASETCS OpUEHTALHS TIOCTHHAY-
CTPHAABHOTO KAIIUTAAM3MA HA CHIDKEHHE H3AEPIKeK IO OIAaTe
PabOTHUKOB IIPU OAHOBPEMEHHOM HHTEHCHPUKALIMHU UX TPYAA
IIyTeM HCIIOAB30BaHIs BO3MOXKHOCTEH I'HOKOCTH 3aHATOCTH U
phiHKa paboueit cuabt [16]. B HacTosimee Bpems B cTpyKTy-
PY POCCHICKON 9KOHOMHUKU 3aA0XKEHBI IIPEAIIOCBIAKU AAS
IpeKapHUTeTa; CAeAOBATEABHO, MOXKHO IIPOrHO3UPOBATH
yBeAHYeHHUe ero MaciTaboB. KccaeAOBaTEAN CYUTAIOT, YTO
IPeKapHOCTb TPYAA — ITO 3aKOHOMEPHOE IPOsIBAEHHE BO3-
HHKIIEr0 9KOHOMHMYECKOTO U COLMAABbHOTO mopsiaka [10].

3apy0OesxHble HCCAGAOBATEAN PACCMATPHUBAIOT HEHAAEK-
HOCTb 3aHATOCTH KaK BO3HUKIIYIO HOBYIO COLIMAABHYIO AeTep-
MHHAHTY 3A0pOBbs [17].

Tepmunosorus. SIBrenue «HeycTONIMBOCTD (HeHaAeK-
HOCTb) 3aHATOCTH>» IPEACTAeT KaK COLMAABHO-9KOHOMHYE-
CKUH Y IICUXOAOTHYeCKUi peHOMeH. B HayuHOI AuTepaType
AASL OIIMCaHUS 3TOTO SBACHUS IPUMEHSIOTCS OAHOKOPEHHbIe

Literature review

The second group includes employees with non-standard
employment (fully legal or partially illegal), the specifics of
which are determined by a combination of two factors —
working time and contract time. Here, researchers distinguish
four types of non-standard employment [7,14]:

a) temporary employment, which involves a fixed-term
contract for up to one year or for the period of performance
of a specific amount of work;

b) part-time employment, which involves the conclusion
of contracts for part-time work — usually on the initiative
of employees associated with their “out-of-work” problems
(when working less than 30 hours a week, such workers are
called low-employed);

¢) underemployment-employees work less than the stan-
dard time for reasons beyond their control (leave on the
initiative of employers, forced transfers to a reduced work
schedule, lack of clients or orders, etc.); this type of employ-
ment belongs to the category of underemployment or hid-
den unemployment. R.I. Anisimov notes that an employee’s
underemployment can be both actual and “formal”, when the
actual load is full [13];

d) overemployment — the length of working time above
the standard (more than 40 hours per week); overtime is used
in both legal and illegal employment.

An unstable (precarious) form of employment is defined
by a combination of several features: job instability; low ma-
terial remuneration; erosion of workers’ rights and lack of
social protection; non-standardized working time schemes;
lack of employee representation (for example, through a Trade
Union) and others. [15].

Precarity has become widespread in the economy [6]. The
reason is the orientation of post-industrial capitalism to reduce
the cost of paying employees while simultaneously intensify-
ing their labor by using the flexibility of employment and the
labor market [16]. Currently, the structure of the Russian
economy has prerequisites for precarity; therefore, it is pos-
sible to predict an increase in its scale. Researchers believe that
precarity of labor is a natural manifestation of the emerging
economic and social order [10].

Foreign researchers consider unreliability of employment
as a new social determinant of health [17].

Terminology. The phenomenon of “instability (unreli-
ability) of employment” appears as a socio-economic and
psychological phenomenon. In the scientific literature, one-
root words are used to describe this phenomenon: precarity,
precarization, precarity, precariat, etc. The following chain
of concepts is proposed to denote the phenomenon and its
manifestations: precarity — the phenomenon of “unreliable
employment”; precarization — a procedural characteristic
of the phenomenon; precarity — unreliability, riskiness as a
characteristic property and as a result (negative consequences)
of the precarization process; Precarious can be employment,
workplace relations and others; precari — people who are
subject to the phenomenon of precariat (through the process
of precarization) and which imposed precarious form of em-
ployment and relationships; the precariat is a collection of
precarias with common characteristics (a new “class” — to
G. Steiding) [4]).

The essential characteristics precarious employment is a
violation of the labour rights of the employee and no guar-
antee of employment: the employment relationship can be
terminated by employer at any time.

Research on precarious employment. It is difficult to
determine the number of employees who have unstable em-
ployment according to data from Rosstat, because of all types
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CAOBA: IPEKAPHOCTD, peKapH3al¥is, IPeKAPUTET, IIpeKapUaT 1
Ap. ITpeaaaraeTcs caeayroImas 1jelb HOHSTHI AAS 0003HAYEHHS
(QeHOMeHa U ero IPOSIBACHUI: IIpeKapuTeT — PeHOMEH «He-
HAAEXHAs 3aHATOCTb>; MpeKapU3alus — IpolecCcyaAbHas
XapaKTepHCTUKA (eHOMEeHa; PeKAPHOCTb — HEHAAEKHOCTD,
PHCKOBAaHHOCTD KaK XapaKTepPUCTHYeCKOe CBONCTBO U KaK pe-
3yAbTaT (HeraTHBHbIE TOCAEACTBHS) TIPOIIECCA TIPeKAPUBAIIHH;
HPeKAPHBIMU MOT'YT OBITh 3aHATOCTb, pabodee MECTO, OTHOIIE-
HUS U Ap.; IPEKAPUH — AIOAM, KOTOPbIE IIOABEPIKeHbI peHOMe-
Hy Tpekapurera (depes Mpoliecc MpekapH3aIliK) i KOTOPhIM
HaBsI3aHa IpeKapHast $opMa 3aHATOCTU ¥ OTHOIIEHHUH; IIpeKa-
pHAaT — 9TO COBOKYIIHOCTb [IpeKapHeB, 00beAUHEHHbIX 001Y-
Mu ipusHakamu (HOBbIit «kaacc» — 1o [, Creiiaunry [4]).

CymHOCTHOM XapaKTepUCTHKOH IIPeKapHOMN 3aHATOCTH
SIBASIETCSI HAPYLIEHHE COLHAABHO-TPYAOBBIX IIPaB pabOTHHU-
Ka M OTCYTCTBUE IapaHTUH ero 3aHATOCTH: TPYAOBbIE OT-
HOIIEHUSI C HUM MOT'YT OBITh PaCTOPTHYTHI paboToAaTEAEM
B AI060I1 MOMEHT.

HccaepoBanns npekapHoii 3ansTocTn. OnpepeseHue
KOANYECTBa PabOTHUKOB, UMEIONUX HEYCTONIUBOE TPYAOY-
CTPOMCTBO 1O AQHHBIM OT PoccTaTa, BbI3bIBaeT 3aTpyAHEHHe,
IIOCKOABKY U3 BCEX BHAOB IIPEKAPHON 3aHATOCTH CTATHCTUKA
BBIABASIET TOABKO 3aHATOCTb B HEACTUTHMHOM cektope [8].
OKCIepTHL AAIOT pasHble OLIEHKH YMCAEHHOCTH paboTHH-
KOB, IIOABEPI)KEHHBIX IIPEKAPUTETY, HO U OHU ITIO3BOASIOT
OIIPEeAEANTDb MacuITab siBAeHUs Ipekapurera B Poccuu u
TEHAEHITHU ero U3MeHeHHs..

B Poccuu B 2013-2014 T. AOASL HEYCTOHYUBO 3aHATHIX OT
o61mero yncaa paforaomux cocrapaiaa ot 30 Ao 50% [18]
(8 EBpocoroze ot 15 A0 25 % [19]). B 2016 1. B Poccuu poas
HEYCTOMYMBO 3aHATHIX (KaK B ATAAbHO, TaK U HedOPMaAb-
HOH BKOHOMI/IKe) yBeanunaach A0 60-80% o1 obmero uncaa
3aHATHIX, 2 BCETO B TOM MAM MHOH CTeIIeHU B IIpeKapHbIe TPy-
AOBbIE OTHOIIEHHUs BKAIOUEHBI 6oaee 88% paboTHukos [12].
He ToABKO «TeHeBOH>» CeKTOp 3KOHOMHKH, HO M A€TaAbHBIE
HPEAIPUATUS U YIPEKACHUS BHOCIT CYIeCTBEHHBIN BKAAA
B pekaputeT. B 2016 r. 8 Poccun Toabko 30% oT umcaa 3a-
HSATHIX B AETAABHOM CEKTOpe pPaboTaAl «I0 OQPHIIMaABHBIM
6eCCpPOYHBIM KOHTPAKTAM HAU MMEAH CPOYHbIE KOHTPAKTBIL CO
craxem ot 1 ropa>» [12, c. 376],a 52,3% OQHIMAABHO TPYAO-
YCTPOEHHBIX PAOOTHUKOB OBIAU B Pa3HOM CTENEHH OXBAYEeHbI
TIpeKapHbIMH TPYAOBBIMH OTHOMIEHHAMH [ 12].

B nccaepoBanmsx I.B. Aeonnposoit u E.A. Yexmapesoii Ha
nprMepe KOHKPETHOTO perMOHa IOKa3aHo, 4To B cpeaHeM 70%
PabOTHUKOB BOBAEYEHbI B IIPeKapHble (pOPMbI OpTraHU3ALNY
TpyAa. B HanboAbIelt cTeneHU IpeKapyu3aliuy IOABEPraIOTCs
«HeOPMAABHO 3aHATBIE» PAOOTHUKHU, HO U IIPU AETAABHOM
TPYAOYCTPOMCTBE KXKABI TPETHI PAOOTHUK CTAAKUBAETCS C
TIPOSIBAEHUEM MPeKAPHBIX TPYAOBbIX OTHOmeHH i [20].

I'lpu mccaeAOBaHHSX, IPOBOAUMBIX Ha KOHKPETHBIX ITPeA-
NPUATHSX U B YIPEXKACHUSIX, OCHOBOH AAS BBISIBAECHHS pac-
IIPOCTPAHEHHOCTH MPeKAPHOH 3aHATOCTH SIBASIETCS PACKpBI-
THe YMCACHHOCTH HaeMHBIX PaOOTHUKOB, TPYAOYCTPOEHHBIX Ha
YCAOBHUSIX, OTAMYAIOIIUXCS OT CTAaHAAPTHBIX. Ee mpusHakamu
MOT'YT OBITh: HEOAHO3HAYHbIN M/HUAU HECTAOMABHBIA IPO-
$eCcCHOHAABHO-AOAKHOCTHOM CTaTyC pabOTHUKA; Heolpe-
A€AeHHDIE YCAOBHUS TPYAOYCTPOHCTBA U GOPMBI OpraHU3a-
LIUM TPYAQ; <IIPOU3BOABHASI>» OIIAATA TPYAQ; OTCYTCTBUE
AOCTYIIa K COITHAABHO-TPYAOBBIM IapaHTHSM U K CPEACTBaM
COLMAABHOM 3aIMThL. 3HAYMMBIM HHAUKATOPOM IIpeKapH-
TeTa SIBASETCS HEeIIOAHASI 3aHATOCTb. JTO CBSA3aHO CO CAGAY-
IOMUMH ABYMSI 06CTOSATEAbCTBAMH: 2) HEMOAHAs 3aHATOCTD
COIPOBOXAQETCS YXYALIEHHEM MaTepPHAABHOTO IIOAOXKEHHUS
paborHuka; 6) opopmaeHHas (AeraabHas) HEAO3AHATOCTD
He BCeraa o3HavaeT GaKTHYECKYI0 HeIIOAHYIO 3arpy>KeHHOCTD
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of precarious employment, statistics reveal only employment
in the illegitimate sector [8]. Experts give different estimates
of the number of employees subject to precarity, but they also
allow us to determine the scale of the precarity phenomenon
in Russia and its trends.

In Russia in 2013-2014, the share of unstable employment
from the total number of employees was from 30 to 50% [18]
(in the Buropean Union from 15 to 25 % [19]). In 2016, the
share of precariously employed people in Russia (both in the
legal and informal economy) increased to 60-80% of the to-
tal number of employees, and in all, more than 88% of em-
ployees are included in pre-primary labor relations to some
extent [12]. Not only the “shadow” sector of the economy,
but also legal businesses and institutions make a significant
contribution to precarity. In 2016 in Russia, only 30% of those
employed in the legal sector worked “on official indefinite
contracts or had fixed-term contracts with an experience of 1
year or more” [12, p. 376], and 52.3% of officially employed
workers were covered to varying degrees by precarious labor
relations [12].

In the research of GV. Leonidova and E.A. Chekmareva
on the example of a specific region, it is shown that on aver-
age 70% of employees are involved in precarious forms of
labor organization. “Informally employed” workers are most
likely to be precarized, but even with legal employment, ev-
ery third employee faces a manifestation of precarious labor
relations [20].

In studies conducted at specific enterprises and institu-
tions, the basis for identifying the prevalence of precarious
employment is the disclosure of the number of employees
employed under conditions that differ from the standard. Its
features can be: ambiguous and/or unstable professional and
official status of the employee; uncertain employment condi-
tions and forms of labor organization; “arbitrary” remunera-
tion; lack of access to social and labor guarantees and social
protection. A significant indicator of precarity is underem-
ployment. This is due to the following two circumstances: a)
underemployment is accompanied by a deterioration in the
financial situation of the employee; b) registered (legal) un-
deremployment does not always mean the actual underem-
ployment of the employee; in fact, the employee subjected to
precarization may be over-employed.

The unreliability of the position of employees who are reg-
istered in the organization on a part-time basis is higher than
that of their colleagues who are officially employed for stan-
dard work hours. Underemployed employees have fewer social
guarantees, and when a company is restructured or downsized,
they are fired first.

The key property of precarity is that an employee is forced
to enter into labor relations with limited social and labor rights
[1]. Such a compulsion arises in conditions where a person’s
ability to find employment under a standard employment con-
tract on acceptable working conditions and payment is limited.

The main negative consequences of precarious employ-
ment are both job loss and the potential danger of dismissal
that constantly dominates the employee. The danger that
threatens the well-being of an employee causes him mental
tension and anxiety, which turns into fear and a sense of hope-
lessness when a person realizes the reality of the possibility
of losing his job. Precarity generates stress and pathological
processes in the psyche of employees.

When analyzing destructive management methods, re-
searchers use the definition of “toxic” to characterize the work-
place in an enterprise where the employer is focused solely on
making a profit to the detriment of employees [21].
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PabOTHHKA; HA AeA€ TIOABEPraeMbIil IPeKAPU3ALMH PAGOTHUK
MOXeT OKa3aTbCsl CBEPX3aHSTHIM.

HenapexxHOCTh mMOAOXKeHUST pabOTHUKOB, 0$OPMAEHHBIX
B OPIaHU3ALMH HA YCAOBUSIX HEIIOAHON 3aHSTOCTH, BBIIIE, 4eM
¥ HX KOAAET, OQUIIMAABHO TPYAOYCTPOEHHBIX HA CTAHAAPTHOE
BpeMst paboTsl. Hepo3aHsTbIE pabOTHIKM MMEIOT MEHbIIE CO-
L{MAABHBIX TAPAHTHI, A IPU PECTPYKTYPHUSALIUHU IIPEATIPUSTIS
VIAML COKPAIL|eHUH IITATOB HX YBOABHSIOT B IIEPBYIO O4EPEAD.

KaroueBoe CBONCTBO MpeKapUTETa — ITO BBIHYXKAEH-
HOe AASl PaGOTHUKA BCTYIIACHHE B TPYAOBblE OTHOILIEHHS C
OrPaHMYeHHbIMH COLMAABHO-TPYAOBbIMH IpaBamu [1]. Taxas
BBIHY>KACHHOCTb BOSHUKAET B YCAOBHSIX, KOTAQ OTPAHHYEHBI
BO3MOXKHOCTHU Y€AOBEKA B TPYAOYCTPOJNCTBE IO CTAHAAPTHO-
My TPYAOBOMY AOTOBOPY Ha IIPHEMAEMbIX AASL HETO YCAOBHUSIX
TPYAQ U €0 OIAATBL

OCHOBHBIMYU HErATUBHBIMH IIOCACACTBISIMH TIPEKAPHO 3a-
HSTOCTHU SIBASIETCSI KAK IIOTEPs PAGOTHI, TAK U IIOCTOSIHHO AO-
BA€IOIIAsi HaA PAGOTHUKOM [OTEHIMAABHAS ONIACHOCTD YBOAD-
HeHus. OIaCHOCTD, YrpOKAIOIas GAQTOIOAYYNIO pabOTHIKA,
BBI3bIBAET Y HEIO IICHXUYECKYIO HANPSIKEHHOCTb M TPEBOIY,
IepPepaCTAIOIIYI0 B CTPAX M YyBCTBO (e3bICXOAHOCTH, KOTAQ
YeAOBEK OCO3HAET PEAABHOCTb BOSMOXHOCTH IIOTEPU CBOEH
paborsL. [IpekapureT IOPOXKAAET CTPECCHI U TATOAOTHYECKHE
IIPOLIECChI B ICUXHKE PAOOTHHKOB.

ITpy aHaAM3e AECTPYKTHBHBIX METOAOB MEHEAXKMEHTA HC-
CA€AOBATEAH UCIIOAB3YIOT OIPEACACHHE <TOKCHIHOE» AAS
XapaKTEPUCTHKU pab0Yero MeCTo Ha IMPEAIPUSTHH, TAe pabo-
TOAATEAb OPHEHTHPOBAH UCKAIUYHTEABHO HA IIOAyYeHHUE IIPH-
6b1au B ymep6 paboraukam [21].

B Hay4HBIX Ty 6AMKALMSX OTMEYAETCS HAAMYIE CBSI3U MEX-
Ay HEyCTONYMBOCTBIO 3aHSTOCTH M CAMOYYBCTBHEM PaboT-
HuKoB [22,23]. ITo cpaBHEHMIO CO CTAHAAPTHBIMH $pOpMaMu
TPYAOBBIX AOTOBOPOB, IIPEKapHasi 3aHATOCTb Yallje CBSI3aHA M
C YXyALLIEHHEM 3A0POBbsI PAGOTHUKOB, @ TAKXKE C IIOBBILIEHHOM
ONACHOCTBIO OOpeTeHHUsI PSIAA IICHXOCOLIMAABHBIX IpobaeM. Hs-
3a HEYIOPSAOYEHHOCTH PEXHMOB PabOTHI U OTABIXA AASL Pa-
6OTHHKA BeAMKA OMACHOCTb TPABMATH3MA U 3260A€BaeMOCTH.

3akarouenne. [IpexapHas 3aHsmocmp u cés3anHvle C Heil
mpydosvle omHoueHUs cmaiu maccosvimu. Muozue pabommnuxu
AuLieHb! COYUANDHBIX 2APAHMULL, 8 TOM HUCAE CBS3AHHDIX C Oe3-
onacxocmvio mpyoa, onAamoii OMnYcKos u 8pemeHHoil Hempyoo-
cnocobHocmu, obecnexeruem NPOGUAAKMUHECKUX MEPONPUSMUL.
Omo npusodum x yxyouieHuto cocmosHus 6AA20N0AYHUS, a MaK-
e uHOUBUIYaLbHO20 U 00UjecBeHH020 300p0Bbs.
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Literature review

In scientific publications, there is a link between the insta-
bility of employment and the well-being of employees [22,23].
In comparison with standard forms of employment contracts,
precarious employment is more often associated with the de-
terioration of workers‘ health, as well as with an increased risk
of acquiring a number of psychosocial problems. Due to disor-
dered work and rest modes, the risk of injuries and morbidity
is high for the employee.

Conclusion. Precarious employment and related labor rela-
tions have become widespread. Many employees are deprived of
social guarantees, including those related to labor safety, payment
for holidays and temporary disability, and provision of preventive
measures. This leads to a deterioration of well-being, as well as

individual and public health.
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