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Higher order thinking skills enhances postgraduate students’ critical
thinking

Dr G V Nathan

Adjunct Head (HRM),
Senior Associate Lecturer
PhD (Ed), MEd, MBA, BSc (Hons), PGDHE, GDMR,
HDBM, DIR, DHM, CSM
(Strategic Management, International HRM Modules,
Research Methods and Critical Thinking Workshops)

Critical Thinking for Postgraduate Students

The postgraduate students in the University of Sunderland/MDIST programme
are expected to write a 15,000-word thesis, which may require them to use the problem-
solving and critical thinking skills. According to Bloom’s Taxonomy this is considered
a higher order thinking skill. Traditionally, our thinking has been designed for routine,
for habit, for automation, and fixed procedure. We learned how to do our job, and then
we used what we learned over and over. But the problems we now face, and will
increasingly face, require a radically different form of thinking, thinking that is more
complex, more adaptable, and more sensitive to divergent points of view.

The world in which we live now requires continuous relearning, routine
rethinking of our decisions, and regular revaluation of the way we work and live. In
short, there is a new world facing us, one in which the power of the mind to command
itself, to regularly engage in self-analysis, will increasingly determine the quality of
our work, the quality of our lives, and perhaps even, our very survival. The introduction
of Critical Thinking Workshop for UOS MBA students is appropriate and relevant in
today’s radically changing world. Both the individual assignments for Strategic
Management and International HRM Modules are designed to develop our
postgraduate students with higher order thinking.



Why Considering Developing
Critical Thinking Skills

Bloom's Taxonomy
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According to (Ennis, 1987), critical thinking comprises mainly two aspects:
cognitive (skills) and affective (attitudes). According to (Perkins, 1992) abilities that
enable one to apply one’s knowledge to judge, think about, and decide something with
regard to a meta-cognitive view point are categorized as skills and on the contrary,
states that the desire or willingness to apply one’s knowledge to judge, think about, and
decide something with regard to a meta-cognitive viewpoint can be defined as attitude.
In the field of psychology, improving cognitive skills requires long-term practice, and
it is not easy to change these skills (Toplak & Stanovich, 2002). For instance,
(Stanovich & West, 1998) state that the cognitive aspect can be transformed through
long-term training, whereas the affective aspect can be transformed through short- or
mid-term training.

Good Thinking is as Easy as Bad Thinking

It is important to realize that thinking itself is not difficult. Humans naturally
think without having to exert much energy in a real intellectual work. What does not
come easy is consistent high-quality thinking across the dimensions of one’s life. That
Is, it is not easy to discover our bad habits and do something about them. To make
significant gains in the quality of your thinking, you will have to engage in a kind of
work that most humans find unpleasant, if not painful, intellectual work. Yet once
thinking is done, and we move our thinking to a higher level of quality, it is not hard
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to keep our thinking at that level. One doesn’t become a skillful critic of thinking over-
night, any more than one becomes a skillful basketball player or dancer overnight. To
become better in thinking, you must be willing to put the work into thinking that skilled
Improvement requires. We say “No pain, No gain!” when thinking of what physical
conditioning requires. In this case, it would be more precise to say: “No intellectual
pain No intellectual gain!” This means you must be willing to practice special “acts”
of thinking that are initially at least uncomfortable, and sometimes challenging and
difficult. You will have to learn to do with your mind “moves” analogous to what
accomplished athletes learn to do through practice and feedback with the bodies.
Improvement in thinking, in other words, is similar to improvement in other domains
of performance, where progress is a product of sound theory, commitment, hard work
and practice. Good thinking enables you to maximize the one minimizes the other.
Critical thinking helps us to see with new eyes. It does not require us to endanger
ourselves or act against our best interest. We must integrate three dimensions of
thought. Firstly, we must be idealistic (and thus capable of imaging a better world).
Secondly, we must be realistic (and thus see things as they are) and thirdly, we must
be pragmatic (and adopt effective measures for moving toward our ideals).

Become a Critic of Your Own Thinking

One of the most important things you can do for yourself is to begin the process
of becoming a “critic” of your thinking. You do this not to negate or “dump on”
yourself, but to improve yourself, to begin to practice the art of skilled thinking and
lifelong learning. To do this you must discover your thinking, see its structure, observe
its implications and recognize its basis and vantage point. You must come to recognize
that through commitment and daily practice you can make foundational changes in
your thinking. You need to learn about your bad habits of thought and about what you
are striving for (habits of thought that routinely improve your thinking).

Critical thinking is practical, and it enables you to be more successful, to save
time and energy, and experience more positive and fulfilling emotions. It is in your
interest to become a better critic of your thinking, as a student. If you are not
progressively improving, the quality of your life, you have not yet discovered the true
power of critical thinking. Start today.
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Innovation in training and development programs in Uzbekistan
banks

Azamat Nurmatov

Lecturer, School of Business and Management, MDIS Tashkent

Introduction

Human resources are standing as a main core for organizational success in the
sphere of banks and link it directly with training programs and courses held on a
regular basis so as to maintain competitiveness and financially payable of the
organizations. One of the constantly developing countries of the world, specifically
Uzbekistan, which possesses rich resources and economic growth, is able to gain
excessive socio-economic development, supposing that continuous training programs
will be presented. Those development courses and programs need to be modernized in
accordance with technological advances, demographic fluctuations and globalization,
taking into account changes in customer values and preferences. There is an
unavoidable factor that governments in the future will fulfill many actions towards
political choices that comprise expenses level and its influence on the country’s
demand on its economy. Consequently, these actions lead to challenge in ensuring
employers as well as employees to react to and to figure out forthcoming trends
supporting the idea of creation of better job positions and economic growth for the
residents.

The purpose of this research is to ascertain possible changes and advances in
training courses and development programs that exist in the banks in Uzbekistan. The
work will assist in identifying weak skills of staff to be focused on thereby making a
note on the importance and high value of the paper written. Moreover, the value of soft
and hard skills will be explored during the process of research, followed by
recommendations that might be provided to managers comprising re-estimation of the
role of training courses in their career opportunity.

Literature Review

Literature review has helped to successfully finish the survey and come to proper
conclusions. Some of the important works analyzed during the literature review are
given in the following table (See next page):



Research
Hypothesis

Authors (Justification)

Communication
Skills

K. Srinivasan (2018) says that Public Banks ought to develop
“professional strategy” towards communication inside and
outside of the Bank. Traditional strategy of communication
needs to be substituted with professional expertise. New
integrated communication strategies should be adapted.
NWATA, U.Philip, G. I. Umoh, E. Amah (2016) focuses on vital
connections between organizational communication and
employee performance.

S. Woodward et al. (2000), report that organizations in risk-
management should have good consulting skills. It covers
management and technical skills, as well as communication
skills to advise and assist customers

Emotional
Intelligence

S. Praveena (2015) claims that good E.l. of bank officers
triggers more job satisfaction and performance

According to T. Heffernan, (2008), reliability of banks
increases in association with E.l. of managers in comparison to
financial performance

M. Sahdat et al. (2011) say that managers are significant part
of organizational success and need to have emotional
competencies so that they can lead their teams

Time Management

U. Zaidi (2015) identifies that well-organized bank managers
control stress significantly better compared to the ones who do
not manage their time well

M.D.Maganga, (2014) found out that good time-management
has a link to corporate performance of banks

AA. Lawrence (2012) discovered that excellent time
management develops employee productivity, makes job more
flexible, improves task performance, helps employees to
prioritize important tasks, and helps to achieve plans and goals.

Team Work

S. Khan (2017) revealed that there are several factors, which
can influence team performance, meanwhile, a majority of
scientists that teamwork reduces incivility and bullying due to
increased concentration upon accomplishing tasks.

C. Serinkan, M. Kiziloglu (2015) believe that teamwork is
highly essential in creating innovations in businesses.
Innovation management and teamwork are both two critical
disciplines in bank sector.
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M. Barak, T. Maymon, G. Harel (1999) report that new
approach to management nowadays focuses on developing
teams which is a main motivational factor at work.

J.Webster, P.Hackley (1997) claim that distant learning has
become significant due to the introduction of Internet-based
technologies and is estimated as a learning process that

Distant Training | involves implementation of IT and communication
Over Traditional | technologies in various locations at a time.
Training in Banks | M.Casarotti, L.Filliponi, L.Pieti, R.Sartori (2002) define

distance education as educational environment in which trainer
and trainees are divided into different spatial dimensions.
UNESCO (2002) presents benefits of distance education.

Research Methodology

The questions sent to bank managers and officers will be closed-ended and will

be applied as primary data. The questionnaire will contain 25-35 items. Literature
review will be used as secondary data. Likert scale of 1-strongly disagree, 2-disagree,

3-ne

utral, 4-agree and 5-strongly agree will assist to identify the level of participants’

agreements.

Primary and secondary data will be gained to fulfill the objectives of this

research. Secondary data will discover theoretical part of the topic while primary data

will

be collected through a questionnaire sent to participants’ e-mails, taken in live

interviews and filled out in Google forms.
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IHoBblIeHNe KaYecTBA 00pa30BaHudA B By3ax PecnyOJimku
¥Y30ekucTaH ¢ yueToM TpeOoOBaHui padoToaaresied U KOHEYHbIX
norpeduTesieil 00pa3oBaTeJIbHBIX YCJIYT

IIaxno3a A. KapumoBa

L{enmp nayunvix uccareoosanul, unnosayuu u koncaimunea, CUPMT

Ha ceronnsiinumii nens B PecniyOimnke Y30ekuctan BeeTcst MaciiTabHas pabora
10 MOJIEPHU3ALMH CUCTEMBI BBICILIETO U CPEAHETO 00pa30BaHUs, OTKPBIBAIOTCS HOBBIE
BY3bl, pACIIUPSIETCS] COTPYJHUYECTBO € 3apyOEKHBIMU YHUBEPCUTETAMU JJ11 OOMEHa
onbITOM. B pamkax peamuzanmu CrTpaTerum ACUCTBUM IO MSATH IPUOPUTETHBIM
HarpaBieHusiM pa3Butus PecnyOonuku VY30ekuctan B 2017-2021 romax BHeapeHa
JIBYXCTylleHYaTasi CUCTEMa BBICIIEr0 O0Opa30BaHHUs, COCTOSIIAs M3 OakajgaBpuaTa W
MarucTparypsl, pa3pab0oTaHbl HOBbIE TOCYAAPCTBEHHBIE CTaHIApThl. BeaeTcs 6ombias
paboTa 1O OXBaTy MOJIOJIEKH BBICUIMM OOpa30BaHUEM, YAEISAETCS OrPOMHOE
BHUMAHHUE TNOBBIIICHUIO KayecTBa OOpa3oBaHUs B BBICHIMX 00pa30BaTENIbHBIX
YUPEKICHUAX, HO TaKKE€ HEOOXOUMO MPOAHAIM3UPOBATH MOJIOKEHHUE BBITYCKHUKOB
Ha pPbIHKE Tpy/Ja B Y30€KUCTaHe, TaK KaK CUTYalHsl HEYJOBJIETBOPUTEIIbHAS.
3710 00yCIIOBIEHO TpEeMs BaXKHEUIIMMHU (pakTOpaMu,
e cBhiie 60% HaceneHus Y30€KHUCTaHa COCTaBIISIIOT MOJIOJIBIE JIFOJU B BO3pacTe
1o 30 ger.
® MOJIOIEXKb — OyJyliee cTpaHbl, U OT TOTO, KaK HAYHYT OHH CBOIO TPYJOBYIO
JEeSATEIBHOCTh 3aBUCUT €€ TIOCIIEAYIOIIEee pa3BUTHE.

® CTpaHe HY>KHbI KBATM(DUIIMPOBAHHBIE CIEIIUAIHUCTHI.

Ha Bb1GOp Oynymiel mpodeccuu 4YacTto BIMSIOT POAUTENTH JIMOO OTCYTCTBHE
BCTYNUTEIbHBIX SK3aMEHOB B By3aX. [Ipu 3TOM yaiie Bcero abuTypUEHTHI KEHCKOTO
nojia BBIOMPAIOT Mpodeccuu TyMaHUTAPHOTO HAmNpaBlE€HUS, B TO BpeMs Kak
aOUTYPUECHTHI MYKCKOTO IT0JIa ITPEIMOYUTAIOT TOCTYNATh B TexHUYeckue By3sl (World
Bank Group, 2018).

[Ipu BIOOpE BBICHIETO Y4EOHOTO 3aBE/ICHUS AOUTYPUEHTHI U UX POAUTEINN YACISIIOT
BHUMAaHHUE, B MIEPBYIO OYEPE/b, MPECTUKHOCTH yUYEOHOTO YUPEXKICHUS U BHICOKOMY
kauectBy o0yuenus (RICC, 2020).

Boznukaer He0OX0IMMOCTh MPOBOUTH €KETOJHBII MOHUTOPHHT CYIIECTBYIOIINUX
BOCTpeOOBaHHBIX Tpodeccuii, BKIIOYATH WX B 00pa30BaTeIbHBIN IMpollece,
UH(GOPMHUPOBATh OyAYHIMX CTYACHTOB O CYIIECTBYIOIIMX M HOBBIX MNpPOrpaMmax
oOy4eHHs, 0 HOBEHIINX TEHJEHIMAX Ha PbIHKE TPY/a, IOMOTaTh BBIIBUTH TAJIAHTHI,
CKJIOHHOCTH U CIIOCOOHOCTH B BbIOOpE Oyayiien npodeccumu.
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Eme omgna mpobiema, ¢ KOTOpOM CTaJKUBAIOTCS BBIMYCKHUKH BY30B — 3TO
HECOOTBETCTBHE YPOBHS IMIOJYYCHHBIX 3HaHWK TpeOoBaHWSM paboTomarencii u
KOHEYHBIX MOTpeOuTeNneld oOpa3oBarenbHBIX yciayr. CTyIeHT, MPOyYMBIIUCH B
BBICIIIEM YYEOHOM 3aBEJCHHH, TOJYYUB JWILIOM, BUIUT Ce0S HAa TMEPCIECKTHBHON
pabote ¢ xopomiei 3apaboTHoi MmiaTo. K cokameHuto, Hamudue IWUILIOMAa HE
rapaHTUpyeT TpyaoycTpoicTBo. Ha camoMm pgene, MHOTHE BBITYCKHHUKH OCTalOTCA
HETPYAOYCTPOCHHBIMH JH00 paboTaloOT HE MO MOIy4eHHOH npodeccun. CBA3aHO 3TO
C T€M, 4TO cucTeMa 00pa30BaHUS HE aIallTUPOBAIACh K SKOHOMHUECKUM U3MEHEHUSIM
B CTpaHe, CTY/ICHTHI BBIXOIAT M3 CTCH BY30B, HE 3HAs O PEAIbHOM CUTYyalluy Ha PHIHKE,
HE TOTOBBI KOHKYPUPOBAaTh, HE 3HAIOT CBOUX MPaB M 00S3aHHOCTEH.

BbIyCKHUKN yXOJAT W3 BY30B, U Yallle BCETO OTCYTCTBYET MH(pOpPMAIUS O TOM,
MOJTyYMJIN OHHM KellaeMylo paboTy, wiu HeT. IHOTIa CTyIeHThI, KOTOpBIE HE OJMcTaIn
XOPOIITUMH OTMETKaMH BO BpeMs y4eObl, CTAHOBSITCSI XOPOIIUMH CIIEIIUATNCTaMU Ha
paboTe, B TO BpeMsl KaK «OTIUYHUKI» OCTAIOTCS HETPYIOyCTpoeHHbIMU. [IpuunHa B
TOM, YTO YPOBEHb NOJYYEHHBIX MMM 3HAHUH M CIHOCOOHOCTEH HE COOTBETCTBYET
TpeboBaHMUsAM padoTonareneil. Mosoibie pabOTHHUKH, HE 00JIaJal0LI1e JOCTaTOYHBIMU
CIIOCOOHOCTSIMU K OIpe/iesIeHHOU npodeccuu, ¢ 00JIBIIMMH TPYIHOCTSIMHA YCBAaUBAIOT
MH(POPMAIMIO, BBHINOJIHAIOT 3a/laHus, Yallle JPYruX COBEPILAIOT OMIMOKH, paboTaroT
HAMHOTO XYK€ CBOMX KOJIJIET.

[Tocrne BeIMMyCcKa crienaircTa By3, Kak MpaBUII0, HE TIOMyYaeT Pe3yIbTaThl OIICHKU
paboTtomaTenieM KayecTBa MPOQECCHOHATBHON TOJATOTOBKH, a, CJIEIOBATEIBbHO, HE
MOXXET CKOpPPEKTHUPOBaTh OOpa30BaTeIbHBIA MPOIECC aJeKBATHO TpPeOOBAHMSIM.
dopMHUpOBaHME TAaKOM B3aMMOCBS3U JOJDKHO, IO HAIEMY MHEHUIO, CTaTh OCHOBOM
COLIMAJIbHOTO TapTHEpPCTBA B CHUCTEME BCEOOIIEro YHpaBJIEHHS KayeCTBOM
npodeccroHanbHOTO 00pa3oBaHus, TaK Kak oO0pa3oBaTelIbHBIC YUPEKICHHUS UYepes
IpOLECC TMOArOTOBKM W BOCHUTAHMS 3a7ar0T Npo(eCCHOHATbHBINA, KaueCTBEHHBIN
YpOBEHB MOATOTOBKH CBOMX BBITYCKHUKOB, (DOPMHpPYSI MOJIETH MOBEACHNUS Ha PHIHKE
TpyAa U B chepe TPYIAOBBIX OTHOIICHHIA.

By3zam HeoOXoaMMO Ha TOCTOSHHOW OCHOBE MPOBOAUTH OIPOCHI CPEIn
paboTonaTesnied M KOHEYHBIX MOTpeOuTeneil 0Opa3oBaTENbHBIX YCIYyr O CTEINEeHU
MPUTOTHOCTH K paboTe M ypOBHE KBAIM(PHUKAIUU BBHITYCKHHUKOB B OINpEACICHHON
chepe gedarenbHOCTH. Takke CcleAyeT TMOAJEPKUBATh CBSI3b C  OBIBIIMMU
BBIITYCKHUKaMH JJIsi cOOpa CTaTUCTUYECKUX JaHHBIX MO UX TPYAOYCTPOWUCTBY AJIs
NpOBEJCHHS aHalIM3a TOro, Kak OBICTPO OHM CMOTJIM HalWTu paboTy, 1o
CTHEINATbHOCTH, WJIH HET.

bonee Toro, y BYy30B BO3HHKAaeT HEOOXOAMMOCTh W3yYUTh MEXaHU3MBI
COTPYJIHHUYECTBA C pabOTONATENAMHU AJISi OLEHKU PE3YyJIbTaTOB B MPOPECCHOHATHLHOM
o0Opa3oBaHHUH, IPUUYEM TOTIa, KOTJIa MOJIOION CHEIHAIUCT y>Ke MPUCTYIII K padoTe.
OTO JaeT BO3MOXHOCTh MPOBEPUTH KAayeCTBO MOJATOTOBKM, & TAaKXKE CTEMEHb €ro
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KOMITETEHTHOCTH, OIIEHUTh PE3yJbTaTUBHOCTH PAa0OTHI BHICIIETO 0OpPa30BATEIHHOTO
YUPEKICHHUS.

Kpome Toro, mpu cocraBieHUr y4eOHBIX Iporpamm, Oyaer Takxke 3()(PEeKTUBHO
IPOBOJUTH OMPOCHI CPEAN CTYJIEHTOB, YUUThIBas TOT (DAKT, YTO MHOTHE U3 HUX B
mpoiiecce yaeOnl yxe padoraroT. CrieyeT yUuThIBaTh TOT (DAKT, YTO CTYACHTAM IS
TPYIOYCTPONCTBA MPUXOIUTCS TPOXOIUTH CTAXKUPOBKY €III€ BO BPeMsI YUeObI, TaK KaK
BBITTYCKHUKOB 0€3 OIbITa padOTHI TIO CIENUATLHOCTH pabOTOAATEIM HE YaCTO XOTST
HAaHUMATh.

[ToMmuMo BBIIIECKA3aHHOTO, HEOOXOJMMO TOMHUMO TPENOJaBaHUs TEOPUU
YBEJIMYUTH KOJIUYECTBO YACOB MPAKTUUECKHUX 3aHITHI, OpPraHU30BaHHBIX COBMECTHO C
paboToaaTensiMH, CO3/1aB MApPTHEPCTBO MEXAY aKaJeMHUYECKUM YUpEXKICHHEM U
paboToiatesieM, BO3MOXKHO JIa)ke Ha TUIATHOW OCHOBE. Y IE€IUTh OOJIbIIOE BHUMAHUE
M3YYCHUIO CTYJACHTAMH HWHOCTPAHHBIX S3BIKOB. B 3TOM ciydae, yBEeTUYMBAIOTCS
IIAaHCHI OYIyIIUX BBITYCKHUKOB IOJIYYUTh paboTy, a paboTodaTessiM MPUHSATH Ha
paboTy KBaM(PUIIMPOBAHHBIX CIEIIUAIMCTOB.

B ciydyae HanaxxuBaHHs COTPYIHHUYECTBA C PabOTOAATENIIMH BBICIINE Y4eOHbIE
3aBeCHUS MOJIYYatOT BO3MOKHOCTB IMTOBBICUTH CBOM PEUTHHT cpeiu 00pa30BaTeIbHbBIX
YUPEXKACHUM, YIY4YIIMB CBOM OCHOBHBIC IIOKa3aTeNIM JJsi BXOXKIEHUS B TOII
YHHUBEPCHUTETOB, HaripumMep, kommanus Quacquarelly Symonds (QS) yunutsiBaer Takxke
MHEHHE paboTogaTenet, yaenss penyTauuoHHomy ompocy 40%.

Cnucok ucnojaib30BaHHOM JUTEPATYPHI

1. European Commission (2016). VY30ekuctan. O030p CHCTEMBI BBICIIETO
obOpazoBanms. Jloctymuo mo  cceuike:  http://www.erasmusplus.uz/ima-
ges/shared/RU%20Uzbekistan%20country%20fiche%20Rus
%20Final%2018%2003%2016.pdf (Oopaienue: 20 nexadps 2019 roma)

2. World Bank Group (2018). Uzbekistan Education Sector Analysis. Final Report.
JlocTymHO 1o CCBIJIKE:! http://documents.vsemirnyjbank.org/cur-
ated/ru/379211551844192053/pdf/Uzbekistan-Education-Sector-Analysis.pdf
(Obpamenue: 20 nexadbps 2019 roga)
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Abstract

The paper analyzes the praise and recognition in the absence of motivation
among subordinates and employees. It interprets practices and tools that shall be used
by management team in theory to keep the satisfaction level of personnel with personal
reflection on how to encourage staff members to work and stay active in the production
and social life of the company.

Key words: motivation, reward system, compensation, remuneration.

Literature Review

Organizations need motivated employees to maintain an effective workforce that
is willing to achieve strategic organizational goals. Motivation can be defined as “a set
of energetic forces that originate both within as well as beyond an individual’s being
to initiate work-related behavior, and determine its form, direction, intensity, and
duration” (Pinder, 1984, p8).

Rewards can be used to influence motivation. By no means are non-financial
rewards the only way to motivate, as there are many HRM practices that aim to
motivate. The literature on reward systems has broadened its scope to include non-
financial rewards, as these are also important to direct and shape desired behaviors
(Chiangand Birtch, 2007)

The word ‘motivation” comes from the Latin ‘to move’, and it was depicted as
something that directs, energizes and maintains behavior (Maslow, 1943). Analysts and
psychologists have studied human motivation and produced theories about factors that
motivate people. One of the well-known motivation theories is Maslow’s Hierarchy of
Needs. Every person begins the rational thinking motivation through this theory. It is
true that everyone always tend to have and desire of something what they need is to be
resolved by things already been acquired.
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Love/belonging

Figure 1. Maslow’s Hierarchy of Needs (McLeod S.A, 2016, Maslow's Hierarchy of
Needs)

The level four is indicated as ‘esteem needs’. It means it should be exclusive
with self-respect and to benefit from esteem coming from other person. We like to
appraise ourselves highly and with accordance to our success looking for any
appreciation from others (Maslow, 1943). Shortage of such appreciation may lead to
inadequacy, vulnerability and limitation. The top stage of Maslow’s hierarchy of needs
is necessitating of ‘self-actualization’. The needs are developed based on the joint
satisfaction from other below four levels. It also known as self-fulfillment and this
tendency highlights the potential of what a person shall become more actualized. The
foundation of the theory is stretched out that one layer of the hierarchy is fulfilled, its
force diminishes and force of the next layer increases. Maslow noted that there is no
need that one layer is fully fulfilled and a person can proceed to next level. A person
will be partially satisfied at one layer and will still look for the satisfaction acquisition
in the next level.

The second theory is Herzberg’s motivation-hygiene, also known as two-factor
studied work satisfaction in the 1950’s in Pittsburg. According to Herzberg’s proposal
any thought that causes the work satisfaction are the reverse of those things that cause
work unhappiness. Herzberg researched that people become happy by the things they
do or the way things are exploit and what makes people dissatisfied is the way they
have been treated (Beardwell & Clayton, 2011). What makes people to be satisfied at
their job is diverse from the things that creates dissatisfaction so that these acceptances
are not contradictory. As an outcome: motivators and hygiene aspects will inspire
employees mind, but all of them will be committed based on different reasons. Hygiene
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part tends to ground just short-term satisfaction to subordinates while motivators will

lead most likely to long-term work satisfaction.

Nohria at el. (2008) recommended that human resources can be manipulated to
perform their best, under various conditions and challenges, in high pressure and loads
of work or tight deadlines. And it is core liability of line managers to ensure that the
subordinates are motive well and stay stress resistant. Breadwell and Holden in 1994
formulated that there are certain theories helping out managers to boost “added value”
of the employees through giving confidence in what they do and stability in the further
performance in order to aim highest efficiency level.

Al-Eisa (2009) reported that motivation can be reviewed based on external and
internal factors, providing strength and aspiration to human resources to persistently
involved in their operational procedures and build an attempt to reach an objective.
Armstrong (2010) positioned that motivation theories commonly highlight they way of
employees’ behavior at their job stations and how they perform in the course and
attempt they do. The key question that comes is: “How intrinsic and extrinsic
motivations effect on employees? What are the differences between them?”, “Is it
possible for management and the leadership to influence on intrinsic motivation of its
subordinates?” and “To which extent management and the leadership may influence
on motivation of employees?” The results that are backed up on the experts’ opinion
and individual experience are likely to give an answer to the stated questions.
Heathfield (2013) stated that motivation is considered as “an intrinsic passion of
employee” that enforces them to complete tasks associated to job. It also considered as
internal strength that encourages personnel to make a decision and proceed with
actions.

Hull (2013) prepared an article where according to the experiences of the line
managers it was recommended to deploy subsequent incentives to maintain human
resources motivated and productive, such as:

e Additional benefit, any workers will accept extra reward positively as recognition;
e Bonus as entertainment activities involving working staffs jointly to participate in
office celebrations, informal or casual days, shorten working hours, field visits;

e Services or facilities by providing more desirable conditions for employees, special
physical training hall, cafeteria, medical care centers have high importance in
socializing and improving life satisfaction;

e Trainings, some employers do send their workers to take extra educational courses
and cover the expenses. So that employees will enhance their skills and become
more experts in the area;

e Affirmative acknowledgment, it is suggested to provide recognitions to motive
human resources as it commonly practiced by major organizations.
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According to Elegido (2012) proposal workers will stay loyal to their
organization if they have attained all desired satisfaction and conditions that are
required to work efficiently. The author came out with an interesting position in case
If administration or manager created good job conditions by establishing friendly
atmosphere and giving social care packages it will improves their reorganization and
stay in line with Corporate Social Responsibility (CSR). Social events and positive
challenges along with social events will stimulate workers to work hard. Kim (2013)
supported the above mentioned statements that CSR influences confidently on
motivation of staff members. Normally, before accepting job position people tend to
consider the image and influence of the organization on the environment and public. It
Is important for the company to take responsibility in their performance and consider
such attributes. Especially, it will significantly improve the working climate if
everyone will feel themselves a part of the project. People maintain contacts and the
response from outside to the office performance also motivates them to perform
effectively and increases productivity. Wang (2013) confirmed the importance of
establishing favorable job environment. As an example, she gave as a case of managers
of giant companies operating for more than 6 years. It showed that that management
should be aware on the satisfaction level of their subordinates to stay motivated on
their daily work and it would increase respectfully productivity of the company.

Money 1s “an extrinsic motivator”, it is a significant stimulus for workers.
According to Latham (2007) money stimulates human resources to perform and deliver
higher productivity. However, Marsden and French (1998) argued that money declines
longer-term intrinsic motivation that consequently will guide to dissatisfaction
performance afterward. Despite fact that money is a still immense motivator, a number
of well paid workers are still leaving their workplaces, yes, it is a big question - why?
Herzberg proclaimed that these situations occur as a fact of poor management, shortage
of career growth. Sometimes we hear that a respectful manager leaves the company
and everyone gets surprised. Afterwards, it is understandable that there was no
desirable trust provided or high tension of work load, in spite of high salary rate. High
salary is considered as hygiene factor, when the wage prevailed upon the disrespect
and conditions. Based on Sager’s research employees value recognitions, results, job
satisfaction — enjoy what they do, career promotion as motivation. On the other hand,
working staff can be feeling uncomfortable with corporate policies, bad management,
and pitiable interpersonal relationships in the company. Lathman (2007) agreed that
money does not always increase productivity of staff, even as it is not easy to state that
it neither do not affect as a motivator.
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Types of compensation

Many Uzbek organizations, like: Korzinka.uz, UzAvtoSanoat, local commercial
banks, apply diverse customs to motivate their human resources when remuneration is
given to “the employee of the month”, special stands with photo are located next to the
entrance. By doing such competitions frequently can also positively affect employees
attitude. In order to keep the staff members motivated certain gifts along with
certificates should be given to the awarders.

Motivation Commitment
Objective: Commence activity Education and learning by gaining extra
knowledge

Duty: Supervision Person, group in a team

Action: intended unspecified, current, permanent

Assumption:  individual natural People look for sense, self recognition
foundation

Control: Top-down Employees self-determination
compensation

View of member of staff associate

worker:

Philosophy: linear, atomistic systemic, complex, holistic

Therefore, it is responsibility of managers to understand the difference between
motivation and engagement, these are required for definite procedure and structure
motivated or engaged employees depending on the final outcome projected. Motivated
people are excited with energy to make certain things with focused on production
action. Nevertheless, engagement is an emotional commitment, considered the actions
that motivate us to be involved or not (Clarke, R, 2006). The table above shows the
implication in which case the managers should apply under motivation and engagement
of their subordinates.

Salary

Benefits

Short term incentives
Intrinsic Long term incentives

/ Perquisite

Y

COMPENSATION

Jab itself

Extrinsic Career Development
Autonomy
Delegation

Figure 2. Types of compensation
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Intrinsic compensation realizes employees’ essential factors of motivators and
helps to keep them motivated. It does not require having an increase in salary and
employee can work at upper management position without a raise in the wage rate and
keep on more motivated.

Extrinsic compensation realizes staff member hygiene factors mentioned
earlier in the Herzberg’s theory, does not allow worker to initiate idea about leaving
the organization. By receiving a disburse increase, bonuses, paid leaves or annual
leisure plans (Nohria at el.2008).

Reward-giving policy_is performed by management team to maintain and
motivate best active workers. As well to regular salary, employer can tap extra smart
remuneration. For example, special meal offers on the discounts bases at canteen,
health insurance and child care social contributions. On the other hand, management
might link reward in the sense of pre-outlined task: motivational factors of working
staff will be highlighted by the manager and the expectance will be reach in case of the
providing of relevant performance by employees. It is based on Vroom’s expectance
model, where strong attention and importance are given to results of working staff by
the set of criteria. Workers will perform higher to reach the expectancy and realize their
duties on time. Following those higher sales (first result) leads to higher additional
benefit (second result) by motivating the working staff to push their work forward
“under strong valence” (Van Wart 2008).

Recognition is linked with Maslow’s 3" hierarchy of social needs; staff member
Is positively reacting to keep social support. Based on Van Wart (2008) studies
managers could impose acknowledgment at zero expenses and higher affirmative
manipulate on workers’ motivation. Such as negligible hard work in a form of
reorganization in public meeting on staff performance, or by providing a awarding card
or appreciation prize will be a good motivation gear.

Feedback: executives are in charge to provide feedbacks and opinion for
development by assessing employees’ performance. Appropriate and periodic opinion
will improve motivation among staff members. According to Lazeby (2008) managers’
guidance must portray wrong behavior of workers and possess action-oriented note in
form of suggestion for improvement of outcome. Feedback should be filed and
assessed with the presence of workers in order to observe if worker makes progress.
Verbal feedback cannot be recorded, whilst written reports are more desirable and
effective in maintaining staff member to highlight strength and possible opportunities
to progress.

Criticism will encourage partial motivation, if it is conveyed in properly.
Initially, supervisors shall eliminate all personal related comments by keeping attention
to performance. Secondly, managers should allow to self-analyze for worker this
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progress and not to keep criticism frequently. Any explanation of the conduct will
amplify value of criticism (Van Wart, 2008).

Responsibility/Autonomy. Managers can implement some advance to
employees’ independence. Mainly participative and democratic tools will lead for
better delegation of authority and liability. Carrel (1967) specified that executives
would get higher motivation through broadened job autonomy to workers with precise
duties; particularly young employees should be greatly motivated to take for granted
of responsibility functions.

Participation. Management team might control considerable workers’
satisfaction and motivation through involving them to take part in the different aspect
of business life or events. In the theory and practically it proves that workers’ self-
esteem increase according to Maslow’s hierarchy of needs. It will also create tight
connection and loyalty to the company by maintaining a future pool of motivates young
specialists, who later on will take over the superior responsibilities in the company in
the long-term.

Equity. It is almost not possible for line managers to meet expectation of every
worker in a team frequently. Therefore, some interpretation of management decision
can appear unreasonable and result grievance and dissatisfaction of staff members.
Manager should be aware and try to prevent such perceived inequity timely and keep
high motivation in the team. As a solution it was noted that review of policies will
present from any mislead and be consistently focused on work.

Goal-Setting. According to Locke (1968) managers should set temporary and
concrete goals in order to create clear motivation vision and source for workers. Hence,
this approach is commonly used by managers to target the company’s objective.
Competences should be determined and past experience of individuals in directing
them to complete certain goals or tasks. SMART objective will empower with authority
for certain works to complete the duties with specific, measurable, attainable, realistic
and time-bounded frames. Especially, if intention is away from authority or
competency of the worker, it may lead to stress and dissatisfaction (Raymond A. Noe,
John R. Hollenbeck, Barry Gehart & Patrick M. Wright, 2011).

Career advancement. According to Herzberg’s Two-Factor theory career
advancement is a key importance factor of motivation. Van Wart (2008) claimed that
supervisors should organized regular meetings with workers in order to discuss their
plans and desired skills for keep up performance high. Deficiencies in knowledge or
career enhancement plans can be sketched out as programs for development by
motivating employees to commit.

Vision and Work importance. Line managers will also activate workers’
motivation by sharing corporate vision. Workers would realize the company’s current
status and performance, knowing what kind of efforts needs to be provided to
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implement its objectives. In fact, feeling for company and being part of the
organization will prioritize their interest to commit (Vandenabeele, 2007).

Balance between work and life. According to Van Wart (2008) suggested
executives to aware and acknowledged about the outside and personal concerns of their
subordinates through cordial relations. It will in line managers to know the problems
and issues of their workers affecting their stimulus to perform hard. It is important to
observe healthy and good lifestyle among the human resources as a grant for
productivity.

Is the money the most potent and strongest motivator?

Many people think that money is most powerful motivator for anyone. People
believe that they perform high-quality work with the aim of receive a fair salary. If they
work hard and long, then the income would raise and it given indeed extra motivation.
There is a cyclical concept of Money, Motivation and Work Hard.

Also, money is a key factor in choosing job place and organization; it gives incentives
and importance to stimulate personal satisfaction and desire. It is an intrinsic
compensation that boosts the job productivity and efficiency.

“Time is more valuable than money. You can get more money, but you cannot
get more time.”

Jim Rohn - American motivational speaker and entrepreneur.

Time._In era of high technologies, people and managers are conscious how they spent
their time. People filled satisfied when they receive wage on the time they spent for
work and being rewarded.

“Money never made a man happy yet, nor will it. The more a man has, the more
he wants. Instead of filling a vacuum, it makes one.”

Benjamin Franklin

Happiness as also considered as motivation feeling, some of us possibly will
argue. All of us want to be stay content in our lives and regularly, it means that there
is a choice of doing rather they care for and receive a portion of money on it. It is high
responsibility of managers to keep employee happy and create joyful environment.

“Money will buy you a fine dog, but only love can make it wag its tail”

Richard Friedman, scholar and professor
Recognition and promotion. Having a well-paid salary is vast, but workers desire more
than just money to satisfy their lives and stimulate to produce additional. Employee
should feel a part of the entire organization and treated in any form by the leading
specialists. Company should provide adequate chance to fit into the corporate
environment and feel them secure and respected. Therefore, a fair compensation is
required to have a strong motivation along with money, which will tend to give more
commitment by the employees to work with pride and satisfaction.
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Conclusion

In conclusion, | can state that based on the abovementioned and literature review
motivation can be created and maintained by leading managers. Of course, job climate,
commonly reviewed by the line managers should have a proper equal condition for
every worker. Any organization of remuneration and compensation will produce more
efficiency to attain bonuses or participate in the field trips. It needs to be noted that
CSR has a high significance in the reputation and image of the company from outside
and inside dedication among working staff. As Herzberg has noted in two-factor theory
of motivation managers can alter only hygiene factor. A supervisor can influence staff
members to feel belongings to the organization and keep responsible for their tasks.
Individual appraisal and conduction of periodic feedback talks are very helpful for
further growth of the company.

The approaches will facilitate to replicate personal experience without dealings of
biased opinion on job place. It is important for senior executive to explode the tools
and approaches mentioned in the compensation part of the report.

Today, motivation of workers is considered much more than just a monetary
remuneration. Based on the review and statements in the previous parts of the report,
extrinsic motivation these days is quire desirable to satisfy “hygiene factors” and keeps
employees to work better and efficiently.
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OcHOBHBIE TPO0JIEMBI 1 BO3MOKHOCTH POCTA
KOHKYPEHTOCIOCOOHOCTH TEeKCTUJIbHON O0TPAC/M HA MUPOBOM PbIHKE

Hlyxpar [llagmaHoB

Cmapwuii npenoodasamens, Illkona buzneca u Meneoscmenma, CUPMT

TekcTunbHass HMHAYCTPUS SBISETCA BaXHOM M CTPATETMYECKON OTPaCIIbiO
MPOMBINUIEHHOCTU. JlaHHas cdepa 3KOHOMHUKHM XapaKTEpU3YeTCs OTHOCUTEIBHO
BBICOKOH TPYJI0EMKOCTBIO OTPACIH, YTO MPEIOCTABISET BO3MOXKHOCTD IIPABUTEIBCTBY
pElIUTh BOIMPOCHI 3aHATOCTH W TOBBILICHHS YPOBHS JKM3HHU HaceineHus. Hanmuume
COOCTBEHHOW CBIpbEBOM 0a3bl (XJIOMKA, IIEJIKa, IMIEPCTH), KaJAPOBBIX M JPYTUX
PECYpPCOB, a TAKKE CYIIECTBYIOLIME MTPEUMYIIECTBA U HEPEATIM30BAHHBIA MOTEHIIAAT
JIAI0T TIOJTHOE OCHOBAHUE PACCMOTPETH ATY OTPACIb CTPATETMUECKH HEOOXOAMMOM IS
repexo/ia Ha HOBBIE YPOBHU Pa3BUTHS SKOHOMUKH.

[Ipon3BoacTBA TEKCTWIBHOW NPOAYKUHWH W OJEXKIbl SBISIETCA OJHOM U3
BEAyLIEH M THUHAMUYHO pa3BUBAIOLIEHCA oTpacier s3koHoMukd. B 2018 roxgy mois
TEKCTUJIbHOM mpoaykiuu B BBII ctpanbl coctaBumna 4%, TeMnbl pocTa MpOU3BOICTBA
nanHout orpaciu 3a 2010-2018rr. coctaBuiM B cpenneM 9,5%, a sxcnopra - 10%. B
pecIyOIrKe co3/1aHbl MOIITHOCTH 10 TiepepadoTke Oosiee 80 % XI0MKOBOT0 BOJIOKHA U
6omnee 45 % mpsokul. OTpacib MMEET OrPOMHBIN HEMCIIOIb30BAHHBIA MOTEHIUAT U
IIPENMYLIECTBO, MTOJTHOE UCIIOJIB30BAHUE KOTOPBIX 1ACT BECOMBIN BKJIad B pocte BBII
Y pelIeHUH MPOoOJIEM 3aHATOCTH.

OneIT Ipyrux CTpaH MOKA3bIBA€T, UYTO MPU MPABUIBHOM BLIOOpE CTpaTeruu
Pa3BUTHS OTPACIb MOXKET MOKa3aTh B3PBIBHOM pocT. «He ciaydaitHo, MpaBUTENBCTBO
CTpaHbl TIOCTaBWJIO 3amady obecrmeunts A0 2025r. yBenuueHue oOBEMOB
IPOMBIIIJIEHHOTO MPOU3BOACTBA B 4,6 pa3a, BbIITyCKAa IOTOBBIX TKaHel — B 3,1 pa3sa,
TPUKOTAKHOTO TOJIOTHA — B 4,3 pasa, MBEHHO-TPUKOTAXKHBIX U3Aenuil — B 3,7 pasza
4yJI04HO-HOCOYHOM NPOAYKIHU — B 2,6 pazan’.

Pedopmbl mocneaHux JeT, MPOBEICHHBIE B Y30EKUCTAHE, MOJOXKUTEIHHO
NOBJIMSUIM HA MOKa3aTeIu OTPACIM TEKCTUJIS M MPOU3BOACTBA ofexkAbl. OCOOEHHO
BOXHBIM  MOMEHTOM  SIBJISIETCS ~ JUOepaiu3alus  BaJIOTHOTO  pBhIHKA U
BHEIIIHEAKOHOMUYECKOW JEATENbHOCTA, YTO JaJ0 BO3MOXKHOCTb MPEANPUSITUAM
CBOOOTHO UMITOPTUPOBATH AKCECCYaphl U W3NS, HEOOXOANUMBIC JIJIsi POU3BOJICTBA
Pa3HOOOpA3HBIX MOJIEJICH TOTOBOM MPOAYKIIUHU C PAa3HBIMU KOMOMHAITUSIMU TKaHEW U

! Tlocranoenenue Ilpesumenta PecrmyOmuku Y3bekucran I111-4453 or 16.09.2019. «O mepax 1m0

JalbHEWIIEeMy pa3BUTHIO JIETKOH IPOMBIIUIEHHOCTH W CTUMYJIMPOBAaHMIO IIPOM3BOJCTBA TOTOBOM
IPOAYKLIMI.
2 KoHLEeNIUs pa3BUTUS TEKCTHIBHOM M MIBEHHO -TPUKOTaXHOI MpoMbIiieHHocTH Ha 2020-2024 rosl.
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aKceccyapoB. JTO MO3BOJIMJIO HAPACTUTh HOMEHKIIATYPY MPOU3BOJUMBIX U3JIEIUNA U
rOTOBOM MpOIyKUUU Ha 3KcnopT. CyIecTBYET TakKe MpOOJIeMbl, CACP>KUBAIOIINE
POCT, CBSI3aHHBIE C HEIOCTATOYHON MHTETPUPOBAHHOCTU OTPACIU B MUPOBYIO LIEMTOYKY
100aBJIEHHON CTOMMOCTH.

[Tpucoenunenue Y3oekucrana B BTO u EADC, BO3M0XXHO, CTaHET CIICTYIOIITIM
maroM B peopMHUpPOBAaHUN SKOHOMUKH. [IprcoequHeHne K JaHHBIM OpPTaHU3AIUSM
CYILIECTBEHHO W3MEHUT yCIOBUSA roCyJ1IapCTBEHHOTO peryJupOBaHUS
BHEIIHEAKOHOMUYECKOUN NESITEIbHOCTH, TOBBICUT MPO3PAYHOCTh U MPEACKA3yEMOCTh
BHEIIHETOPrOBOM MOJUTUKU. HECOMHEHHO, TakoWl Mar CyHIECTBEHHO CHHYKAET
Oapbepbl JIKCIOPTa M JACT BO3MOXKHOCTb MPEANPUATHSM TEKCTHJIBHOW OTpaciu
CTaOMIJIBHO HAPACTUTH CBOE MPUCYTCTBHUE B MUPOBOI IIEMOYKE CO3/JaHUSI CTOUMOCTH Ha
KOHEYHBIX CTYIEHSX Mpou3BoACTBA. OIHAKO, C APYroM CTOpPOHHI, ¢ BXxoaoM B BTO
V30ekucrany HeoOXoAuMO OyIeT NpUpPABHUBATHL CPEIHEB3BEIICHHBIE HUMIIOPTHBIC
Tapudsl U JIpyrue O6apbepbl MUHUMYM 1O CpPEIHE MHUPOBOTO YPOBHS. DTO MOXKET
MPUBECTH K POCTY KOHKYpPEHUMHM H3BHE. HackosbKO MaHHBIM IIar MOBJIMSIET Ha
JESTEIBHOCTh OTPACI BO MHOTOM 3aBHUCST OT KOHKYPEHTOCIIOCOOHOCTH OTPACIH.

1. Texkymee cocrosinue, MPodJaeMbl M MOTEHIUAJ PA3BUTHSA TEKCTUIbHOIO
CeKTOpa Y30eKucraHa.

[To coctostHuto Ha 2017 r. KOJIMYECTBO MPEANPUATHIN B TEKCTUIIBHOW OTPACIIH

coctaBuiio 7000 en., u3 koropbix 1400 X035UCTBYIOIMX CYyOBEKTOB BXOJAT B COCTaB
accoluammm «Y3TeKCTUIBIIPOM).
«l"'ogoBasi MOIIHOCTh MPENNPUATHII OTPACIU COCTABISET OKOJO 650 ThICSY TOHH
psbKH, 425 MUUTMOHOB KBaAPATHBIX METPOB XJIomuaToOyMaxxHou Tkanu, 140,7 Teicsu
TOHH TPUKOTAKHOTO MOJIOTHA, 660 MUJITMOH IITYK MIBEHHO-TPUKOTAXKHBIX U3JIETUN U
132 MHJUIMOH Hap HOCOYHO-YYJIOYHOM HPOLYKIMHU B TOI»,

B mnocnegnue roapl OoTpaciv, B KOTOPBIX OCYHIECTBIISIETCS MPOU3BOICTBO
TEKCTUJIILHOM MPOAYKIIMU U OJICK/IbI, PA3BUBATIUCH OBICTPBIMHU TEMITAMH. 32 TIEPHOJ C
2010 mo 2018 rr. ux cpenneromoBoil Temn pocra coctaBun 108,8% u 116,3%,
coOoTBEeTCTBeHHO. OJHAKO, MO CpPaBHEHUIO C TEMIIOM poOCTa TMepepadaThIBatomen
npomeinuieHHOCTH (109,6%) pocT mpon3BOACTBA TEKCTUIIBHOW MPOAYKIIUU OTCTAET, a
POCT IPOU3BOJICTBA OJEXk bl oniepexaet (Puc.1).

3 KoHuenuus pa3BUuTUs TEKCTHIBHOM M MIBEHHO -TPUKOTAXHO MpoMbIieHHOCTH Ha 2020-2024 robI.
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Puc. 1. Temnwsl pocma ompacieii meKcmunbHOU RPOOYKUUU U 00EHCObL.
Hcrounuk: nanueie ['ockomcrara PY3

B  pe3ynbrate, m0ons  NOPOM3BOACTBA  TEKCTWJIBHOM  OPOAYKIHH B
nepepadaThIBaOIeM MPOMBIIUIEHHOCTH cHu3mics ¢ 17,2% B 2010r. mo 13,1% B
2018r., a 70JI1 MPOU3BOJICTBA OJICK/IbI 32 aHAJIOTUYHBIN nepuo Beipocia ¢ 2,0% 1o
4,1%.

[Ipon3BOACTBO TEKCTWIBHBIX U3JEIUN U OJEHKIbI SBIAIOTCA TPyAOeMKUMU. B
HUX Tpynarcs 27,5% Bcex 3aHATHIX B MepepadaThIBAIONIEH MPOMBINIICHHOCTH. B
2018r. oOmiasi YMCIEHHOCTh 3aHATHIX B JIAHHBIX OTpaciiax coctaBmwia 160,8 ThIC.
yenoBek. HecMOTpst Ha pocT MPOU3BOACTBA B TEKCTUIILHOW MPOMBIIIUIEHHOCTH, YA CIIO
3aHATHIX PAOOTHUKOB B IAHHOW OTPACIH MOJIYUYUIIO POCT ToJbKO mocie ¢ 2015r. Poct
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® [MPOM3BOACTBO TEKCTUMLHBIX U3AE/MKMIA = MPOWU3IBOACTBO OAEHAbI

Puc. 2. Konuuecmeo 3auamuix 6 Ompacisnx npou3e00Cmea meKCmuis u 00excobl.
Hcrounuk: ['ockomcrar PY3
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YUCJICHHOCTH 3aHSATHIX B MPOU3BOJICTBE OJCK bl Oosiee ycTonumB u 3a nmepuox 2010-
2018rr. cpeauuit poct cocrasui 11,7% (Puc.3).

Y4uThIBas BECOMYIO JIOJIIO OTpaciieil TeKCTHJIBHON TPOAYKIIMA U OJCKIBl B
BBII ctpasnsbl, a Takke 1010 pabodnx MECT B IKOHOMHUKE, BO3MOYKHBIC H3MEHEHHS B
TEKyIIeH TeHICHIIUHA POCTa OTPACITH MOXKET OTPA3UTHCSA Ha POCTE SKOHOMHUKH B IIEJIOM.

OcHoBHBIE KOHKYPEHTBI HA MUPOBOM PBLIHKE

O0beM MHUPOBOrO 3KcCHopTa TeKCTWIs U onexasl B 2018 rogy cocraBui 315
mipa. post. CITA u 505 mapa. gosut. CIIIA cOOTBETCTBEHHO, YBEJIMUYUBIINUCH Ha 6,4%
u 11,1%, o cpaBHEHUIO C TOJOM paHEe.

Kuraii, EBponetickuii coto3 (EC-28) u Uuaus octatorcst TpeMsi KpyImHEHIITUMU
MHPOBBIMH JKcnioprepaMu TekcTwiisl B 2018 roxy. B nenom, Ha 3T Tpu OCHOBHBIX
pBIHKA puxoaures 66,9% MupoBoro sxkcnopra Teketuiid B 2018 roxay, 4to sBisieTcs
HOBBIM peKOpHBIM nokasarenem ¢ 2011 roga. B wactHocTH, pocT 3kcniopta Kuras u
EC - 28 cocraBun 7,9% u 6,9%, COOTBETCTBEHHO, W OIEPEXKAET CPEAHUN POCT
mupoBoro »skcrnopra Tekctwiss. CHIA B 2018 romy ocraBanmach YeTBEPTHIM
KPYIHEUIINM 3KCIIOPTEPOM TEKCTWJII B MHpE, Ha 4bl0 A0a0 npuxoxurcs 4,4%
MHUPOBOT'O 3KCIIOPTa, YMEHBIIMBIIMCH 10 CPaBHEHMIO ¢ nokasareneM 2017 roga Ha
0,2% (Puc.10).

Kuraii, EBponeiickuii coro3 (EC-28), banrnagemr u BberHam cramu
KpynHEHImMMH 3kcnoprepamu ofexasl B 2018 roay. B obmieil ciokHOCTH Ha 3TU
YeThIpe cTpaHbl npuxoautcs 72,3% nonu mupoBoro peiHka B 2018 romy, xotopas,
OJIHAaKO, UMEET TEHAECHIUIO K YMEHBIIEHNIO, B OCHOBHOM H3-33 CH)KEHUS J1OJIM PhIHKA
Kuras. Kuraii Tepser 1010 Ha pbIHKE B TMOJIb3y Pa3BUBAIOIIMXCS CTpaH, (PEHOMEH,
KOTOPBI MOXET OBbITh CBS3aH C pa3BUTHEM MOJIHBIX OpPEHIOB M H3MEHEHUEM
CTpaTeruy KpPymHbIX KOMIIAHUHN 1O JUBEpCU(PUKAIIMM HCTOUHUKOB COBITA.

EBponeiickuii coro3 (EC-28), Coenunennsle Lltater u Kutail Obun Tpems
KpynHEUIUMHU ummoprepamu Tekctuiist B 2018 rogy, Ha kotopeie npunuiocs 37,5%
OT 001Iero 00beMa UMIIOPTA TEKCTUIISI B MUPE B 3TOM T'OJTY.

EBponetickuii coto3, Coenunennsie [Itatel u SInoHUS MO-TIPEKHEMY OCTAIOTCS
TpeMs KpyIHEUIIMMH MUPOBBIMU UMIIOpTEpamMu oJiex sl B 2018 roay. B nienom, atu
TpH cTpanbl npuxoautces 61,5% MUpoOBOro UMMopTa 0JICKIbI, KOTOPast, OHAKO, ObLIIa
Huxke, yeM B 2017 roay Ha 0,8% u Huxke no cpaBHeHuto ¢ 2005 roay Ha 22,5%. Ux
JI0JIt0 BCE OOJIbIIE 3aHMMAET HECKOJIBKO PAa3BUBAIOLIUXCS CTpaH, Takux Kak Kutail u
Poccust. Poct umnopra oj1ex 16l B OCHOBHOM T€CHO KOPPEIUPYETCS ¢ MOKYNAaTeIbCKOM
cnocoOHoCTH noTpedutenelt (u3mepsiemoit BBII Ha nyny HaceneHus) 1 YUCIEHHOCTH
Hacenenusi. [lo mepe ToOro, kak MHOKymaTelabCKash CIIOCOOHOCTh MOTpeOUTeNel B
Pa3BUBAIOIIMXCS CTPAHAX MPOJOJDKAET YJIy4YIIAThCsA, MOKHO MPEIIOJIOXKUTh, YTO B
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OJKalIme TOABl WMIIOPT OASKIBI OyIeT MUBEPCHUPHUITMPOBAHO PACTH B TOJIB3Y
Pa3BUBAIOIIUXCS CTPAH.

bypHoe pa3BuTHE TPOU3ZBOACTB  TEKCTWJIBHOW  IPOMBIIUIEHHOCTH B
Pa3BUBAIOIIMXCS CTPAHAX MOJTYYHUIIH MOCIE CHATHE KBOT HA TEKCTHIIBHYIO TPOYKIIUIO
u ofex bl nociie noanucanust Cornairenus o Tekctwo u ogexae (ATC) B pamkax
BTO. HaGmonancss pocT NpOU3BOACTBO TEKCTUIBHOM MPOAYKIIMH B CTpaHax ¢
MEHBIIIEH CTOMMOCTBIO pabOYeil CHUJTBI.
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BBIM Ha gywy Hacenenua (Toic.gonan.CLLA)

Puc.11. Ocnoensie 3Kcnopmepst u UMnOpmepbl MeKCMuns u 00excosvl 6 mupe*
Hcmounux: Hannwvie BTO.

IIpumeuanue.

Bepmuxanvnas ocv: coomnowenue mopeosoco banamca cmpanvl HO MeKCMUIo U
ooedxcoe K 00veMy mopeosiu no mexcmuato u ooedxcoe (no dannvim 1TC Trademap
20182.)

T'opuzonmanvnas oce: BBII na oywy nacenenus (no oanHvim Muposeozo banka)
Pazmwep mouxu: [Jons skcnopma uau umnopma cmpawsvl 8 MUPOGOU MOp206ie
meKcmuiem u 00excooll

OCHOBHOW TNPHUYMHOM CMEIICHHUS NPOU3BOJCTBA TEKCTWJIBHOW MPOAYKLIUH C
Pa3BUTBHIX CTPaH B Pa3BUBAIOLIMECA CTPaHbl CTAIN CTOMMOCTD TPyJa U 3HAUYUTEIIbHAS
TPYIOEMKOCTh Npou3BoacTBa. [locne 90X rogoB 3aHATOCTh B TEKCTHIIBHOW OTpaciv
€BPOIEHCKUX CTpaH cokpaTuiiack npumepHo Ha 50%. OnHako, HEKOTOPHIE pa3BUTHIE
CTpaHbl CMOIUIM YAEPKATCS HA MO3ULMHU HETTO 3KCIOPTEPOB MM MUHUMH3UPOBATH
HEraTWBHBIE TOProBbIe OajaHChl TEKCTUIS M OJEXKAbl 3a CYET YBEJIUYCHHE
MIPOU3BOJUTENLHOCTH Tpyna. [Ipu 3TOM B pa3BUTHIX CTpaHaX COXpPaHWIHCH Ooiee

* Uctounuk: Paspaborano aBTopoM Ha ocHose ganHbix ITC Trademap
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HAayKOEMKHE W KallUTAIOEMKHUE ITPOU3BOJICTBA, OT CO3IAHUS MHHOBAILMOHHBIX BUOB
BOJIOKOH, B OCHOBHOM CHHTETHYECKHX, TEKCTHJIBHBIX MaTEPHUAJIOB CO CJIOKHBIMU
CBOMCTBaMM M KOMOHMHAIUSIMU, O CO3/IaHUsI TOTOBBIX M3JENUH, NH3aiiHa, MoJieTel,
openma. K takum crpanam otHocarcs Wramus, benbrus, I'onkonr, Ilopryranus,
Ncnanus Kopes, Hunepmanapr.

@aktnuecku crpanbl ¢ HU3kMM BBII Ha nymy HaceneHus cranu KpynHBIMU
HerTto 3KcnopTepamu (Puc.11). Ha ceroansimiHuit aeHbr K HUM OTHOcsiTca Kwutai,
Wunus, [lakuctan, banrnamem, Typrus, Beetnam. JlanHbIE cTpaHbl paboTaloT Ha
OCHOBE [1aBaJb4Y€CKOIO ChIpbS IMOJ 3aKa3 M MOJENH IPU3HAHHBIX MHUPOBBIX
npousBoauTened. Takod MOJaX0J JAacT BO3MOXKHOCTH ObICTpee MHTETPUPOBATHCS B
MHUPOBYIO LIEIIOYKY NPOU3BOJACTBA, SBJISICTCSI MEHEE HAYKO M KalUTaJOEMKHUM.
OcHoBHBIE (pakTOpbl MpU BBIOOPE MECTO MPOU3BOACTBA HM3BECTHBIX MHUPOBBIX
KOMIIAaHUU ABJISIFOTCS YCIIOBHS BHEIIHEN TOPTOBIIM JAHHBIX CTPAH, 3alIMTa aBTOPCKUX
MIpaB U UHTEJUIEKTYaJIbHON COOCTBEHHOCTH.

Bapbepsl ¥ BO3MOKHOCTH JKCIOPTAa TEKCTHJILHON  NMPOAYKIUM
Y30ekucrana

VY30ekucTtaH HMMEET OTPOMHBIM TOTEHIMAT M MPEUMYIECTBa, pealn3alus
KOTOPBIX JaCT BO3MOKHOCTh 3HAUMTEJIPHO YBEJIUUYUTh OOBEMBI IKCIIOPTA U 3aHATH
JOCTOMHYIO pOJib B MUPOBOM TOProBiie TEeKCTWIs U oAexzae. CorjacHO pacueram
(mpunoxenue 2 u 3) y Y30eKucTaHa UMEETCsl HepealTu30BaHHbIN MOTEHIIMAN B pa3Mepe
3,3 mupa. nomn. CIIA, u3 HUX B TEKCTHIIBHOM TPOAYKIMH U ofexk e 492,1 MiH. 7o
CIIA. MeTononorus pacuera HEPEaTU30BAHHOTO MOTEHIIMAJIA PACCUUTHIBAETCS KaK
pa3HMIIA SKCTIOPTHOTO MOTEHIMaNa M (pakThudeckoro oobema skcrnopta. [Ipu stom,
OKCIIOPTHBIA TOTEHIIMANT 3aBUCUT OT TpexX (aKTOpOB: MpEIONKEHHUs, CrIpoca Hu
JIETKOCTHU BEJICHUS TOPTOBJIA®,

Hanuuure coOGCTBEHHOTO ChIPhS (XJIONKA BOJOKHA U III€JIKA) SBJISICTCSI OOJIBIIINM
peuMyIIeCTBOM i Y30ekuctaHa. OgHako B MOCJEIHEE BpeMsl B IPOU3BOJICTBE
TEKCTUJILHON MPOAYKIIMU M OJACKAEC BCE OOJbIIE HCMHOJIb3YEeTCS CUHTETUYECKUE
BOJIOKHA M TKaHW. CorylacHO HEKOTOphIM aHaiu3aMm B 2018r. moisi mpou3BOJICTBA
XJIOTIKA B MHPOBOM OajaHCe BOJIOKOH cocTaBuia Bcero 23,5%, a ero nmons B
MPOU3BOJICTBE TEKCTUJIBHOM MPOAYKUHMH M OAEKAbl cocTaBuia Bcero 39,47%,
OCHOBHBIM K€ CHIPhEM B TEKCTHUJIE U OJICK]I€ CTAHOBUTCSI CHHTETUYECKUE BOJIOKHA KaK
MOJIMACTEp U HEWIOH, KOTopble 3aHuUMalT Oonee 50% gonu. OCHOBHBIM
MPOU3BOJIUTENIEM CUHTETHUYECKUX BOJIOKOH, KpoMme mojuoneduHa, spisercs Kuraii,
JI0JIsI TIPOM3BOJICTBA KOTOPOro coctaBuia 6ojee 65% B 2018r. Jlanuwiii gakt maer

® [IpuMeuanue: METONONIOTHS pacdeTa JdaHa 1o cchuike https://exportpotential.intracen.org/media/1089/epa-
methodology 141216.pdf
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Kutato orpoMHOe mNpeMMylIeCTBO B MPOMU3BOJICTBE TEKCTUILHOW MPOAYKIIUU U
OJICKIBI.

B 2018r. monst skcrmopTa TEeKCTUILHON MPOAYKIIMU U OJEKAbl Y30eKHCTaHa B
MHPOBOM JKCIOPTE JAaHHBIX TOBApOB BBIpOC IO cpaBHeHMIO ¢ 2009r. W cocTaBuia
0,16% u 3anumaer 50 mecto. Poct monm sBisercs pe3yabTaTOM BBICOKHX TEMIIOB

pocTa ’KcropTa Y30ekucTana, KoTopeie B mocieaaue 10 jeT B cpeiHeM COCTaBIISIOT
9,6%.

Adona skcnopTa Y3beKucTaHa B MUPOBOM
3KCMopTe
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H flonA skcnopTa TekeTuaa (623 xnonka) ¥aterknctaHa
| [lonAa skcnopTa oAaxAbl ¥Y36ekucTaHa

H fonA akcnopTa oAe bl M TEKCTHAA

Puc.12. Toast 3kcnopra Y30eKuCTaHA B MHPOBOM J3KCIIOpPTe.
Hcemounux: [lannvie ['ockomemama PY3

Jlonst sKcopTa 01eK1bl Y30€KHCTaHa B MUPOBOM DKCIIOPTE OJIC)K]IbI HAMHOTO
Humxke, oH cocraBisier 0,06%. OmgHako, JaHHBIM CEKTOP pa3BUBAETCS OBICTPHIMU
TEMIIAMH, UX CPEIHee 3HAUeHUe cOCTaBUiIo 23,2%°, 4To HAMHOIO NPEBBIIAET TEMIIBI
pOCTa OCHOBHBIX HAITUX KOHKYPEHTOB Ha MUPOBOM pbIHKE. JIOJIS K€ TEKCTUILHOM
MIPOIYKIIMA B MUPOBOM SKCTIOPTE TEKCTHJIS YBEIIMYMIIACH B JIBA pa3a, 110 CPAaBHECHHUIO C
2009r., u cocrasmia 0,33%. B »ToM cermente HAOIIOZAETCSI OTHOCHUTEIIHLHO
MeIJICHHBIN, HO cTaOMIbHBIN pocT (Puc.13).

a) 2000r. 0) 2018r.

® MlcTounuk: paccuMTaHo aBTopoM Ha ocHose gannbix ITC Trademap.
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Puc.13. OcHoBHBIC HANIPABJICHHUS IKCIIOPTA Y30eKHCTAHA.
Hcmounux: Paccuumano asmopom na ocnoge oannwix |TC Trademap

[Ipu skcnopre NPOAYKUMH TEKCTHIS W OJNEKIbl HA CErOJHSAIIHUN JICHb
cymiecTByeT Tapudusie u HeTapudHble 6aprepbl. Kak yke ObUI0 OTMEUEHO CpemHss
CTaBKa MMIIOPTHBIX MONIUIMH cTpaH ujieHoB BTO st TOBapHBIX IpylIl OAEKIbl U
IpoAyKIMKM TekcTuist coctasisier 16,3% n 10,1% coorBerctBeHHO. Heobxomumo
Tak)ke€ OTMETHUTb, YTO YPOBEHb CETOIHANIHIX OaphepoB cTpaH wieHoB BTO namHoro
Huke, yeM Obpuio 1o BTO. Ilocne Gonee yem copoka JIET HWMIIOPTHBIX KBOT,
YCTaHOBJICHHBIX B OCHOBHOM B Pa3BUTBIX CTPAaHAX JJIA JAHHBIX BUJIOB MPOLYKLUH, B
1995 r. cekTopa TEKCTHUJIS U OJIEXKbl Hauajdl UHTETPUPOBATHCS M ObLIO MOIMHCAHO
Cornamenue no tekctwio u onexae (ATC). B 2005r. cekropa ObUIM TOJIHOCTHIO
WHTETpUpoBaHbl K cornamenusM BTO. Jlubepanuzaius BeI3Basia CIOPHI, TOCKOIBKY
KaK CEKTOpa TEKCTHJISA, TaK U OJCKbI SIBISIIOTCSA TPYJAOEMKUMHU, YTO 03HAYAJI0 MOTEPS
OTPOMHOTO KOJMYECTBa PabOUYMX MECT, B OCHOBHOM JMJIsi HEKBaTU(UIIMPOBAHHBIX
pabounx. Hanpumep, B EBpomnelickoM coro3e B T€ BpeMeHa B CEKTOpe npeoliaiaiu
MaJjible M CPEIHUE MPENIPUITHS, CKOHUEHTPUPOBAHHBIE B PsJI€ PETMOHOB, KOTOPBIE
CHIIBHO 3aBHCENH OT 3TOr0 cekTopa’. TEKCTHIIb U OIEkK/a TAKKE OTHOCATCS K YMCITY
CEKTOpPOB, B KOTOPBIX Pa3BUBAIOIIMECS CTPAHbI MOJYyYalOT HaWOOJBIIYIO BBITOLY OT
MHOTOCTOPOHHEH Jubepanu3anuu Toprosiu. BooOie, nepcnektrna ubdepanuszanuu
TOPrOBJIM TEKCTHJIHLHOW MPOIYKIMU U OJEXKAbl ObljIa OJHOW W3 MPUYHH, [0 KOTOPOM
Pa3BUBAIOIIKECS CTPAHBI COTVIACUITUCH BKIIIOUUTH YCIYTH U IIpaBa MHTEIUIEKTYaIbHOM
COOCTBEHHOCTH - 00J1aCTH, B KOTOPBIX OHU CKENITUYECKH OTHOCHJIMCH C CAMOT0 Havasa
- ¥ YpyrBaiickomy cornamenuto (Reinert, 2000). HecMoTpst Ha MHTErpalvio JaHHBIX
cexkTopoB B cuctemy BTO, ypoBeHb OapbhepOB [Jsi TOBAapHBIX TPYII TEKCTUIS U
OJI€’KI bl HAMHOTI'O BBILIE, 10 CPABHEHUIO C JPYTUMHU TOBAPHBIMU I'PyIIIAMHU.

" Komuccus EC, 2003
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Tadoauna 1. CymecrBywomue tTapudHbie 1 HeTapudHbIe 0apbepbl B 0CHOBHBIX
CTPAHAX-UMIIOPTEPAX JJIA IKCIOPTA oAexkabl u3 Y30ekucrana (kog THBI/I 61).

Tapudgusbie [Ipumensiemasi Coriamenue o | KonuuecrBo [Paccrosinn| loas
craBku | (O¢dexTuB- | npedepeHn- HerapupHBIX e 10 TapudHbIX
(MFN),% | nasi) craBka HAJTBLHOI 0apbepoB PbHIHKA |MO3MIMIL C
(MFN), TOpProBJjie KBOTaMH,
% %
Poccuiickas 6,42 0 1 11 2381 0
(denepanus
Kuraii 6,38 6,38 18 4220 0,33
Typuus 11,78 9,43 1 12 3021 0
Kbipreiscra 19,17 0 1 369 0
H
Kazaxcran 6,86 0 1 4 726 0
HUpan 55 55 1551 0
Beaapycb 6,37 0 1 3293 0
Ioabma 11,79 9,43 1 3861 1,35
Banraagemn 24,80 24,80 2797 0
YkpanHa 11,68 0 1 2846 0

Hcmounux: oannvie 1TC Trademap

CornacHo MOJIOKEHUSIM TEOPHH, OCHOBHBIE (DAKTOPHI, BIUSIOLUIME HAa 00BEM

AKCTIOPTA MPOIYKIUH, SBIIOTCS Oapbhephl B BUAE TapuPHBIX U HeTapu(HbBIX 0apbepoB,
KOHKYPEHTOCIIOCOOHOCTD, 1IEHA MPOAYKIIMU U PACCTOSIHUE MEXAY CTpaHaMu. AHamu3
Tapu(pHBIX CTABOK JIJIsl CTPATETMYECKOM IKCIOPTHOW MPOAYKUMH Y30eKkucraHa (1o
koxy 61 - [IpeameTsl oiexabl U aKceccyapbl OAEKIbl, BA3aHbIE UJIM HHbIE) B OCHOBHBIX
AKCIOPTHBIX CTpaHax (Kpome baHriazaenr) mokasbIBaeT, UTO UX YPOBEHb HUXKE YEM,
YCTaHOBJICHO B ¥Y30€KHUCTaHe JJisl JaHHBIX Kateropuid ToBapos (Taoi.3).
OpnHako, OCHOBHOW OO0BEM HKCIIOpTa HAIMPABISIIOTCS B OCHOBHOM B T€ CTPAHBI, C
KOTOPBIMHU Y Y30€KHCTaHa UMEETCs COTJIalleHus1 0 TpedepeHITnanbHONi Toprosie. B
2018r. 6onee 97% mpoayKIIUU 0K bl ObLIN HAMPABJICHBI B 3TH CTpaHbl. Ha manHbIC
TOBapHbIEC TPYNIIbI CPEIHSAS UMIIOPTHAS TapudHas CTaBKa, BKIIOYas HE aJBaJOPHBIE
nonumesl (B mepepacuere cornacHo Meroauke BTO)E, crpan unenos BTO mis
npoaykuuu Y30ekucrtana cocrasiger 16,0%, a Ajig HallMX OCHOBHBIX KOHKYPEHTOB
Ha MUPOBOM pbIHKe, BomeAmux B BTO, Ha naHHble BUJBI NPOAYKIHUHA UMIIOPTHBIC
MOUUIMHBI COCTABJISIIOT 3HAYUTENbHO Hibke. Hampumep, mis banrnmagem oHu
coctaBisitoT 13,7%, nna Beernama 14,9%, nns Kutas 15,6%, mns Keipreizctana
14,1%, 4To HANPSIMYIO BIMSIET HA KOHKYPEHTOCMIOCOOHOCTh MPOAYKIIMU Y30eKucTaHa
(Tabn.4).

8 ITC market access map
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JlpyruMm OOBEKTHUBHBIM OapbepoM i IKCHOPTa TEKCTUIBHOW MPOTYKIIUU
ABJISIETCS Teorpaprueckoe pacCTOSTHUE 10 TOTEHIIMAIBHOTO PhIHKA COBITA UITU BBIXOJ
K MOpPCKUM mopTaMm. «OTIaJeHHOCTh Y30€KHCTaHa OT MHOTMX Ba)KHBIX PHIHKOB U
BBICOKHE TPAHCIIOPTHBIE U3JEPKKH CYIIECTBEHHO CHWKAIOT KOHKYPEHTHBIC
MPEUMYIIECTBA  TEKCTWIBHOW W IIBEMHO-TPUKOTAKHOM  MPOMBIIUIEHHOCTH
pecnyOmuku. Tak, BpeMs Ha TOCTaBKY rpy3a k BoctouHbIM Oeperam CIIIA cocTaBiser:
g Kuras — 18 nueit, [lakucrana u Uanun — 25-27 nuet, u3z Kapubcekux crpan —
2-7 nHE#, B TO BpeMs KaK IOCTaBIIMKaM M3 Y30eKHCTaHa Ha 3TO TpeOyeTcs Kak
MuHEMYM 40-50 nHei»®,

Ha ceronHsmHuil 1eHb OCHOBHBIMA KOHKYPEHTAMH MPOAYKUIWU TEKCTHIBHOM
UHAYCTpUU Y30€KHUCTaHA Ha MHUPOBOM PBIHKE SIBJISIOTCA TaKuWe KPYIIHBIE CTpaHbI-
skcrioptTepsl, kKak Kuraii, BeetHam, banrnanem, Munus, [lakucran, a Takxke apyrue
HOBBIE ObICTPO pactyuue s3xcnoprepsl (KomOomxka, Jlecoro).

CpaBuutenbubie  npeumymectBa (Revealed comparative  advantage),
paccuuTeiBaeMblii 10 Merony bamaccal’, B 1enoM ImoOKaspIBa€T OTHOCHTEIBHBIE
NPEUMYIIECTBA WJIM HEJAOCTATKA TOM WM WHOM CTpaHbl B ONPEACIICHHBIX TPYMIl
TOBapoB WM yciyr. OH OCHOBaH Ha KOHIIENIMU CPABHUTEIBHBIX MPEUMYILIECTB
Puxapno. /laHHbIH 1TOKa3aTelb I TEKCTHIIBHOW MPOIYKIIMK B OJEK bl Y 30€KUCTaHa
[0 CPAaBHEHUIO C HAIIMM OCHOBHBIMHU KOHKYPEHTaMH, 3HAUWUTENIbHO HUXKe. Takue
ctpanbl kak Kuraii, banrnagem, Muaus, Kam6omka, [lpu Jlanka u [Takuctan uMeroT
3HAYUTEIBLHO OOJbIIE KOHKYpeHTHblE mpeumyiiecTtBa. Kpome Toro, Hammm
KOHKYpEHTaM TMpeAoCTaBIeHbI 00Jiee BhITO/IHbIE TOproBbie pedepennnu. Hanpumep,
cornacHo CeBepoaMepUKaHCKOMY COTJIAIIEHUIO O CBOOOIHON TOPTOBIIe, TEKCTUIIHLHAS
OPOAYKIIMA MEKCUKH BBO3UTCA OCCHONUIMHHO HAa aMEPUKAHCKUN PBIHOK, H
npeobianana Ha JAHHOM PBIHKE PBIHKE 0 AKCMaHcuM KuTaiickux ToBapoB. CIIA
TaKKe TpenocTaBisieT nmakeT npedepeniiun GSP MHOrMM pa3BUBAIOIIUMCS CTpaHaM,
TOT/1a KaK 10 OTHOIICHUIO K TOBapaM Y30€KHUCTaHa HE CYIIECTBYET npedepeHIIniA.

Komuccust EBpocoro3a Ha cerofHsIIHAN AeHb MPEAOCTABISIET MpedepeHIH B
pamkax cornamenus GSP+ nna mammx xonkypenros kak Keipreiscran, ITakucran,
Illpu Jlanka, ®OwmnnuHb, a B paMmkax cornamenus EBA'? npepgocrasnser
npedepeHITMU HAalllUM OCHOBHBIM KOHKypeHTaM kak banrmanern, beann, Kam6omxa,

% «KoHuenuus pa3sBUTHUS TEKCTUILHOM M NIBEWHO-TPHKOTaXHOW mpoMbinuieHHocTH Ha 2020-2024
roaei» (regulation.gov.uz)

10 Balassa, B. (1965). Trade Liberalisation and "Revealed” Comparative Advantage. Manchester School of
Economics and Social Studies 33: 99-123.

11 GSP +: cnenmanbHBII MEXaHWM3M CTHUMYJIHMPOBAHHS YCTOWYMBOTO pa3BUTHS M 3(P(EKTHBHOIO
yIpaBieHHs, COTJIACHO KOTOpOMY Tapu(bl cHrkatotest 10 0% A5t yA3BUMBIX CTPaH ¢ HU3KUM U CPEHUM
YPOBHEM J10X0Ia, KOTOPBIE OCYIIECTBIISIOT 27 MEKAYHAPOJHBIX KOHBEHIIHI, KaCAIOIINXCS IIPAB YeJIOBeKa,
TPYAOBBIX IIPaB, 3aILUTHI OKPYKAOLICH Cpe/ibl U 0Jaroro ynpasieHus.

12 EBA («Bce, KpoMe OpyXHsS»): CIEHUAIbHOE COINANIEHHE JUIi HAa¥MMEHEe pa3BHTHIX CTpaH,
MpegoCcTaBIIsIoNIee UM OSCIIOIITMHHBIN, 0€3 KBOT AOCTYII KO BCEM TOBapaM, KpOMe OpYKHUs U OOETIPUITacoB.
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Jlecoro. Jlns Y30ekucTana mpeaocTaBieHa cTaHIapTHBIN makeT npedepennuu GSP,
COTJIaCHO KOTOPOMY MMITOPTHBIE TAMOKEHHBIE MOIUIMHBI B 3aBUCUMOCTH OT TOBapHOU
rpymnmnsl cocTaBisitoT oT 14 go 18% ot xoHTpakTHOM cymMmbl. COracHO AaHHOMY
NaKkeTy XJOMYaTOOyMa)kHasl TMpsbKa, TKAHU W HIBEHHO-TPUKOTAKHBIC W3NS,
MOCTaBIIsieMble U3 Y30€KUCTaHa, 00JIaratoTCsl UMIIOPTHOW TaMOXEHHOW MONUIMHON B
pazmepe 4,2%, 8,4%, 9,6%, COOTBETCTBEHHO.
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The importance of corporate governance
Aziza Tulyaganova

Senior Lecturer, School of Business and Management, MDIS Tashkent

Dear Reader,

While in usual circumstances, | do not engage in writing poems, the recent sad
and tragic events in Sardoba and the circumstances of quarantine had sadly inspired
me to produce these two poems, the first one “The Importance of Corporate
Governance”. It revisits the point again the stakeholder basis theory of corporate
governance failures and ultimately those affected are all as stakeholders in society,
which extends far beyond the artificial borders of any type of organization.

The Importance of Corporate Governance
March 2020

In the times of CoVidl9 virus, more importance has to be given to corporate
governance.

You didn't care but shamelessly you stand with your head up, how you dare?

Under the stakeholders’ theory, the consequences reach so far, that you can't escape
in a space car.

Are you being ethical in a global sense, bearing in mind that the power of values is
Immense.

The golden principle is bottom- line divine, there’s transparency, account for, comply
or explain,

If you don't in the long run, there's nothing for any of all the stakeholders to gain.

Don't take the biggest piece of profit for yourself, you should grow the profit pie
instead.

Engrave the ethical rules in your mentality before we’ll face financial and non-
financial crisis reality.

The second and third poems are devoted to the martyr, Khusniddin Suyarov, who
tragically died during rescue operations in Sardoba, and remind us bitterly that
technogenic catastrophes have a human dimension and people losing their property and
irreparably lives are not abstract individuals but rather humans.
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Mo CbIH — IIaXU/I.
Capnoba 5 Mas
Onurpad

B cBs3u ¢ Tparnueckoi koHunmHoM maxuaa Cepxkanta HanpoHanbHO#M rBapuu
V36ekucrana XycHugaun CyspoBa Bo BpeMsi ClIaCeHUs JII0JIel B palilOHEe HaBOIHEHUS
B CBIpAapbHHCKOM 001aCTH, KOTOPOE MIPOU3OIILIO U3-3a TEXHOTEHHOM KaTacTpodbl Ha
CapnoOMHCKOM BOJOXPAHUJIMINE, Y MEHS MPUIUIH TaKOW MOATHYECKUN OTPBIBOK O
MEPE)KUBAHUSX MATEPH.

Mo CbIH — IIaXUJI.

Moti coin ywien ¢ yavloOKolU Ha ycmax cnacams aooell.

Mbuvl 6 socnumarnuu cauwKom Ovliu cmpoau,

T'osopunu mol, "Cnyscu na 6a1a2o nawemy Hapooy".

Ax ecnu 6 51 Mo2na Ovl 3Hamb, YMO OH HOMOHEM mam, 2oe He 6ydem 6pooy,
A 6 mulcauy pas ceoli 832150 0 3a0epaiicana Ha e2o auye TH0OUMOM.

U nem s 6v1 nexcana, ne 6cmasas y nopoaa, He nyckast, 6eCKoOHeuHo 00.120.
Jonoicna ovina yumu s pansue. «Kax s moena e yoepaicamo? » -Kisauy ceos!
-A ne 3naro, kax mue oanvuie bvimo. CKasicu, Kaxk Hcumv, CblHOYeK, 0e3 mebsi? »
OH MO100, MO2 pacceem scmpedams euje 0eCAmKU MmulCay pas.

Jluwe mamepeti cepoya notimym, Ymo cK803b 2004 U HUKO20d

Mhue He yoacmces nepedcums maxo2o 20psi U maxkou ympameol.

K Annaxy s 6 6amonunacwy- "Bozbmu moro, met, scuzns!"”

Ho pa3zee mooicem uzmenums nopsiook mol seujeii?

Tl 6euHO OoJdICeH JHcums 8 cepoyax aroell, CoIHOK

Montocy 0 mom, umob He ObLIO NOMepPsb Y Mamepeli.

CnosHo monooas, 6ezy Kk 08epsam, KAk 3a360HUM 360HOK,

A 6ce naoerocw, umo 3mo -npocmo 6eCKOHeUHblll COH,

Owiubauce, movl KPenKo cnan u 60m-60m NPOCHeubCs1?

Hem, moii coin, 6 HapoO 611061eHHbIl, 68 Pal0, OH B03HECEH.
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Moe cepoye 3naem, umo mwi 6y0eulb Ha 6EPUIUHAX CAMBIX.
Ocmasuiuiics sHcumn, 027510UCh, 4 YMO JHce COenal mol
Ce2o0mus 0ns Poounvl unu ceoeti 6onvuion cemovu?
Mot onviii coin yuen 6e38peMento 3a epex Opyeux,
Ymob omcmosme HapoOa Hcu3HU, YaaHUsl U Meyumsl.
O nem, He MOJIOCH O Kape Ulu 8030AHUU.

U 6 smom meoui nocieoHUll nymos HeHCOAHHbBLIU
Cetiuac, moti 0one Kax mamepu - 61a20C108UMb.
Bepuynca k boey, Mot nooumey bocom Oanmbiii.

A mHe Kak mame HYIHCHO- NPOCMO C YAOOM OblMb

B 08yx mupax. A monvko 20y soccoedunenus 6 paio.

U smoui mvicnvio 51 0biuly c80000HO, €10 Jice HCUB).

Sardoba, I lost my son. May 5 2020
| lost my heart. | lost my pearl.

| cannot feel the beats.

| worried was how you would live
Without me, but was not ready for your parting.
| do not judge the sinful people

It's very hard without your smile,
Without your jokes, you're too pale!
Is it too cold? Let's go home!

Just put a foot, | 'll carry you.
Remember like you were little

You were tired,

Oh, had | known

| would have stopped you.
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There is no logic,

That's not how it should be

The elders go, then the younger.

You breached the rules,

Let's put it right

Why are you silent, my child, oh my dear?
| beg you, talk to me, | pray!

How can | continue my existence?
That's far beyond my understanding,
You don't listen, you have gone

Don't be afraid, your mother's coming,
We'll be together in a better world.

To conclude, the current period and the circumstances in the period of March
2020 till present time (June 2020) make us rethink the way we live and work, we will
never be the same again and should come back with reshaped approach to corporate
governance. The new world is awaiting.
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Investment potential of Islamic finance in Uzbekistan
Shavkat Mamatov

Senior Lecturer, School of Banking and Finance, MDIS Tashkent

Abstract

In the past few decades Islamic Finance had been developing very rapidly around
the world and around year 2000 it started its onset into the Central Asia. The
development of this industry may contribute to increase the potential of the domestic
and foreign investments in Uzbekistan, but in order to achieve this effect the country
needs to introduce legal basis, educate its polulation in finance sphere and prepare
required personnel.

Key words: Domestic and foreign investment, Islamic finance, Islamic bank,
alternative finance, Islamic finance infrastructure, Islamic bonds (Sukuk), development
of financial markets and financial education.

1. The formation of Islamic finance and its introduction in the Central Asia

In the past few decades Islamic banking and finance had been developing very
rapidly and its weight in the financial sector had been growing. Islamic finance had
been entering not only in the Far and Middle Eastern countries, where the majority of
the population is muslim, but also in countries where only a small minority of the
population is muslim, such as Great Britain, Singapore, Luxembourgh, and many other
western countries are embracing Islamic finance. The total volume of the assets of the
Islamic finance industry was estimated USD 2.4 bin in 2017 and by 2023 it is expected
to grow up to estimated USD 3.8 bin. As of year 2017, the market share of the Islamic
banks constituted USD 1.7 bln or 71 percent of the overall Islamic finance industry and
it had been growing by 5 percent annually [1].

Such Muslim countries as Bahrain, UAA, KSA, Egypt, Brunei, Turkey, Malaysia,
Indonesia and Pakistan and non-muslim countries such as USA, Great Britain, Canada,
Switzerland, South Africa and other 56 countries now have Islamic banks and Islamic
financial institutions [1]. Among them there are not only fully Islamic financial
institutions but such well-known conventional banks and financial instititions as
Chartered Bank, Citibank, HSBC, ABN AMRO and UBS, who opened Islamic
windows or Islamic branches.
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The studies by the International Monetary Fund found that Islamic banks are more
resilient to financial crises than conventional banks. The main difference of the Islamic
finance from the conventional one lies on the fact that the risk is shared between the
investor and the creditor. If under Islamic finance the finacial risk is shared between
creditor and the lender, under conventional finance, which includes debt finance, the
risk is mainly borne by the creditor. The bank only assumes the credit risk.

The interest of the Central Asian countries in Islamic finance industry had been
rising in the past few years. The first Islamic banking institutions in the region started
functioning after joining The Islamic Development Bank (IDB) and opening of
Representative Office of IDB in Almaty in 1996. Later this industry was introduced in
Kyrgyzstan and Tajikistan, and during last few years these countries had been working
on opening Islamic banks and leasing institutions, issuing Islamic bonds and
developing legal framework for the operation of the industry [2].

Due to its rich natural resources and majority of the population being muslim, and
also because nowadays the investment opportunities are widening, Uzbekistan has
great potential for developing Islamic finance. If this potential is used wisely, our
country can attract not only domestic investment sources but also desirable foreign
investments. Paving of the path to Islamic finance will facilitate the development of
capital and debt markets. At the same time, it will greatly affect such areas of economy
as tourism and food production. Introduction of FinTech also has great potential in
Uzbekistan.

2. Need for Islamic finance in Uzbekistan and its development potential

Because Uzbekistan is the largest country in Central Asia in terms of total
population and in terms of muslim population, it has great potential for the developing
Islamic finance industry. The introduction of Islamic finance in Uzbekistan will create
opportunities to attract investments not only from its vast muslim population, but also
from neighboring countries, Middle Eastern muslim countries, South and South-East
Asian countries. The potential number of clients for Islamic finance and banking just
in our country alone is more than 15 million people.

Conventional banking and other financial institutions are well-established in our
country and their competitiveness was increasing in the past years. But alas, the
development of alternative non-conventional financing methods such as Islamic
finance had been quite slow. Surpisingly, the reason for this slowness is not the lack of
need or demand for these financing methods. As it was mentioned above, just the fact
that majority of the population of Uzbekistan is muslim by religion suggests that they
have need for Islamic mode of finance.
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There is a significant chance that Islamic finance will have a strong impact for the
development of domestic investments. The financial activity of the population of
Uzbekistan is quite low compared to other countries. If the share of the population
above age 15 who had bank accounts was 26 percent in 2014, by 2017 this indicator
rose to 37 percent. Nevertheless, this indicator is considered low by world standards
[3]. The reason for this low financial activity may be the religios faith of the majority
of the population.

Under Islamic law, dealings in usury (lending and borrowing based on interest) is
prohibited, and there are many proofs for this in Qur’an and Sunnah, which are the
main sources of Islamic faith. For instance, in Surah No. 2 in Ayahs No. 275 Allah says
“Those who consume interest cannot stand [on the Day of Resurrection] except as one
stands who is being beaten by Satan into insanity. That is because they say, "Trade is
[just] like interest." But Allah has permitted trade and has forbidden interest...” [4].
Based on this and other doctrines many Islamic scholars declared the interest-based
dealings in the conventional financing to be haram (prohibited).

Therefore, it is important to develop Islamic finance in order to facilitate financial
activity and attract the savings of the population who do not hold accounts with
conventional banks or do not apply for loans because of their religious faith. In addition
to this, this maybe the main reason for not using full investment potential of our country
by domestic and foreign investors.

It will be possible to attract a lot of those investors from Middle Eastern and other
muslim countries to invest in Uzbekistan, who stayed away of the conventional finance
and who only dealt with Islamic financial institutions. In order to achieve this and in
addition to protecting investors legal rights we need to form an alternative Islamic
financial system that complies to their religious faith. Through this we can surely
widen investment potential of our country.

3. Methods of attracting investments into the economy by Islamic mode of
finance

There are various ways to attract and introduce investments through Islamic finance
in our country. Firstly, it will surely be very effective to introduce Islamic banking and
Islamic windows for those citizens who do not want hold accounts and deposit their
savings in conventional banks. It will be possible to attract large amounts of savings
into economy through Islamic banks and Islamic windows. In the relatively short
history of Islamic banks in Saudi Arabia 31.7 percent of all assets were attracted to
Islamic banks and in Malaysia, where 60 percent of the population is muslim, this
indicator stands at 16.7 percent [5]. The presence of Islamic banks and windows is
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useful in not only attracting the savings of the population, but it enables larger part of
the population to apply to banks for financing their consumer and business activities.

It is possible to satisfy the need for financing Uzbekistan’s population also through
Islamic leasing. Leasing is considered better than other modes of financing because it
Is elegible for tax priveleges. Even though currently there are no Islamic financing
Institutions in Uzbekistan, at the moment there is one Islamic leasing company - “Taiba
Leasing” in operation. According to a research findings in this field, Islamic leasing
can be effectively used in home financing, auto loans and in company equipment
purchases. In a survey of unofficial automotive rental market in Tashkent City in 2014
it was found that profit margins reached as high as 96 percent. Islamic leasing
companies have the ability to finance these automotive purchases at profit margins
multiple times less than this [6].

Islamic finance provides opportunity not only to direct investments or investments
for the consumer needs of the population, but also to attract investments into state-
owned enterprises and into private corporations. Nowadays, not only muslim lands but
also such countries as Singapore, Luxembourgh where the majority of the population
Is non-muslim, are issuing Islamic bonds (sukuk). Our closest neighbor, Kazakhstan,
issued its first sukuk bonds estimated USD 75.5 min in 2012. Sukuks were being used
not only for government bonds but for corporate bonds in Malaysia and in Middle
Eastern countries.

Islamic stocks, in addition to sukuks, also play an important role in financing
corporations. Nowadays a lot of countries have their own Islamic stock indices. Even
Dow Jones and FTSE have their Islamic stock indices. It will be useful to organize
Islamic stock market for Uzbekistan’s corporations also. This may result in facilitation
of entry of foreign investors into the country and revitalization of the overall stock
market in the country.

Also we should take into account the recent trends in the world in order to improve
investment climate of our country. Nowadays, Financial Technologies (FinTech) are
rapidly advancing into the lives of the people. At the same time alternative methods of
financing such as Islamic FinTech which comply to shariah are spreading in muslim
countries. We can achieve this through such methods as P2P (peer to peer) financing,
crowdfunding, crypto money and smart contracts, by emphasizing financing based on
people’s financial collaboration with each other.

4. Necessary steps to develop Islamic finance in Uzbekistan

It became clear from above that Islamic finance has great potential to develop
investment climate in Uzbekistan. However, in order to correctly use this potential
there needs to be appropriate infrastructure and legal basis in place. For this, firstly, the
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necessary laws and regulations for operation of Islamic banks and financial institutions
must be adopted in the country. The primary ones are the following:

. New decree should be issued based on the draft proposal of the decree of the
President of Uzbekistan of 2018 “About the creation of the infrastructure of the
Islamic banking and finances in the Republic of Uzbekistan”;

I, Based on the above decree, amendments must be made into laws and regulations
regarding the activities of the Central Bank, Leasing Companies and other legal
documents;

ii.  Making amendments into other legal regulations and normative acts and into
those regulatory documents that hinder effective operation of Islamic banks and
Islamic finance institutions, and, if necessary, to develop new ones. ]

In addition to this, we need to form population’s understanding of Islamic
banking and finance. In order to do this, regular international and national conferences
and seminars on Islamic finance need to be organized and the importance of Islamic
finance for economy should be explained to the population. Furthermore, there need to
be organized programs and interviews in mass media, television and radio about
Islamic finance, and leading foreign and national experts in the field should be invited
to get their necessary advise for the development of this field.

And lastly, the program of the development of personnel for organization of
Islamic finance in Uzbekistan must be formed based on a near and long term plan.
Initially, the program of development of Islamic finance personnel throughout the
country must be worked out. According to this program, short-term courses for
personnel of financial institutions and banks should be organized in order to train in
Islamic banking and finance. In terms of long-term plan, there are needs to open
faculties and research centers of Islamic banking and Finance in higher and secondary
special education institutions in order to satisfy long term need for qualified personnel
in the sphere.

In conclusion, in order to attract more domestic and foreign investments to
Uzbekistan Islamic finance should be organized and developed. Islamic finance has
great importance in many speheres of the economy, such as banking, leasing,
insurance, bonds and financial markets development, manufacturing and services. In
order to form Islamic finance in the country there needs to be legal basis, the
population’s awarenes of this sphere and preparation of necessary personnel for the
sphere.
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Cyuru iimyiapaa Y30eKuCTOHAA 0110 00pUIaéTraH HKTHCOANIA
HCJIOXOTJIAPHUHT CaMapPaOPJIUTru

HlaBkat /I'KypaeB

Kamma yxumysuu, banx uwu 6éa monus maxmaou, TCMPU

Kelinary fimmmapna Y36eKHCTOHAa W34MN OnuG OGOpHIAéTraH FIKTHMOMIL-
UKTUCOAUN HCIOXOTIAPHUHT CamMapaJopJMTUHU OYTYyHTHM KyHJa OyTyH OyHE
XaMyKaMUSITH KEeHI Tap3fa 3bTUpPO( 3TMOKAA. XycycaH moJims 0030pu Ba OaHK
TU3MMUHU PUBOXIIAHTUPUIL OOpacua XaM CAJIMOKJIM y3rapuiuiap pyi 0epmMokia.
Mucon Tapukacuaa, Kydujaara ucioxomiap Xakuaa (GUKp IOpUTULT MyMKHH:

» Bamiora cuécaTHHUHT JJU0ePaIalIyBH amMalira OIIHPUIIIH.

AWTHIII MyYMKUHKH Oy Y3TapUIIIHUHT UKTUCOAUETUMUZHUHT PUBOKIIAHUIIIN]IA
TyTraH YpHU Oekuécaup. XO03UpPru KyHJa 3pKHH Tap3aa 0030p MKTUCOIUETH
KOHYHJIapuTra acocllaHraH Xo0Jjja, ShbHU Tanad Ba TakiudaaH Kenaud YMKKaH
XO0JiJa MWJIMUN BalllOTAMU3 CYMHUHT XOPWXKUU BalltoTajiapra HucOataH
aIMallMHYB Kypcu OeiruiaHagd Ba Maxaumid OW3HEC BaKWLIapu Xamja
V36exucronna V3 GdaonusaTHHU IOpUTAETraH XOPWKUN KOMIAHUAJIAp Ba
MHBECTOpJIap OeMabJIoN cyMaaru MabJiaFlapuHy UCTaJTaH XOPWKUN BaJlOTara
€KM MCTaJraH XOpWXKHUU BallOTajard MaOJarjapuHM CyMra ajulITHpULLIapy
MYMKHUH.

> V36exucron Pecny6mukacu  Kanmtan  G030pHMHH  PHBOKJIAHTHPHIN
areHTJIUIM TaIIKWI STUJIH.
Maskyp areHTJINK PecniyGnukamuznaru MOJIUSIBUI 0030paapHH
PUBOMUIAHTUPHUII Hynuaard Oapuya CyHBUN TYCUKIAPHU camMapaid Tap3aa
Oaprapad >TMOKIA XaMJla WIFOP XOPYXKHM Taxkpubara acocjiaHraH xoJjja Oy
coXaJaru MCJIOXOTJIAPHU JKaJaJIMK Ownad onubd Oopmokaa. XycycaH, Ocué
Tapakku€T Oanku Ba EBpona Tuknanum Ba Tapakkué€r banku skcneprtiapu
OmaH XaMKOPJIUKAA V36ekucTon Pecnybnukacuna kanutaa 0030pJaapuHu
PUBOXKJIAHTUPHUII CTPATETUSICH UIILIA0 YUKUIIJIH.

» TomxkeHT (poHI OHPKACH TEXHOJOIHK JKHUXATAAaH KalWTa JKHUXO03JaHIM Ba
auru mwiatgopma ypuatunau. by Oopana Kanyouit Kopesnunr Ceyn ¢dona
Oupskacu OWJIaH camapaau XaMKOPJIWK OO OOpUIIIY Ba SIHTM TEXHOJIOTHsIIAP
KOPUM ATWIIU. DHAWIMKIAA, TomkeHT (oHa Oupxkacujga SHIM KUMMATIW
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KOFO3JIap TypJIApUHH Ba MOJIMSIBUM MHHOBAIIMOH MaxCyJIOTJIAPHU KOPUHM STHUIIL
UMKOHUATH spatwiad. by sca 3 HaBOaTuaa XOpMXKUNA XamJla WYKHU
WHBECTUIMSJIADHU HMKTUCOAMETUMH3ra >Kaj0 JTUIIAAa KaTTa axaMuaT KacO
JTaJIH.

«Mapka3smii 6aHK TYFpUCHAA»TH Y30eKHCTOH Pecry6nuKkacy KOHYHH SHTH
Taxpupaa KaOys KUIUHIU.

Onamivkaa Mapkasuil 6aHk ¥3 (HaonuaTuHu OpTUMHK3Aa OIUO OGopHiIaéTran
UKTUCOIUN MCIOXOTiap OWJIaH XaMOXAaHI Tap3/aa oyud Oopaau, s’bHM OaHK
TH3UMU  (AOTUATUHE  MyBOQGUKIAIITUPHIIIA SbHaTa KYIIPOK 0030p
MKTUCOIMETU KOHYHJIApU Ba TaMOWJUIApUTa TasHIraH XoJa Uil oaud Oopaiu.
XycycaH, MOJIUSBUN XaTapjapHu OomIKapuil Oopacuja TUKOpaT OaHKIapura
AbHAJIa KYIPOK SPKUHIUK Oepuiiagu. MUCOa y4yH, OJIIMHTY TU3UMIa OMHOAH
Mapka3uii bask y €ku Oy MOIHUSBUNA XaTapHU OJIIMHU OJIMIIJIMKHHU YIIa XaTapHU
103ara KeITUPULIM MyMKUH OYJIraH MOJIMSIBHI onepanusiiiapHd Ba OUTUMIIApHU
amaJira OIIMPUIIHU THXKOpAT OaHKIapura TabKUKJIa0 KYHUII OpKaJu SpUILTaH
Oyca, SHAWINKAA KYTIPOK SPKUH UKTUCOTUET TAMOMJIAPUTa aCOCIaHTaH X0Jia
i onu0 OOpWiIMOKJIa Ba THXKOpAT OaHKIApUra MOJMSIBHI XaTapiiapHU
OOLIKApUII TH3UMUHU PUBOKJIAHTUPHUIITa KEHI UMKOHHUSTIIAp OEpUIMOKAA.

«Bankiap Ba 6aHk (aosusATH TYFpHcHAa»Tn Y306exucToH PecryGmukacu
KOHYHH SIHTH Taxpupja KaOyn KumuHaAu. MasKyp y3rapuimiap HaTHXacHIa,
THXKOpaT OaHKIapH ¥3 haoausTiIapuHu 0110 OOpHIIIa KEHT UMKOHUSTIapra dTra
oymmmm. XycycaH, Y3GeKHCTOH Tapuxuaa OWpHHYM Maporaba CanoaT
Kypunum bank y3unuar obGmuranusnapuan JloHgoHn QoHn Oupskacuia
KOMITAIITUPAA Ba Ma3Kyp OOJUTamusuiap caBaocd MyBahakusTIv Tap3aa
o0 Gopuiau. byHnaH Tamkapu, X03Upru KyHja Oup KaH4ya OolIka THXKOpaT
OaHKJIapUMM3 XaM Y3 KUMMATIU KOFO3JIapUHU >KaXOH MOJIUSIBUN O030piapuia
KOUJAIITHPHII OOpacuia XOpWKUH KOHCYIbTaHTIap OmiiaH (aosl XaMKOPJIHK
omu6 Oopummoknaa. [llyHuHrIek, oxupru HWuuiapia THXKOpAT OaHKIApUHU
XyCyCUHIAmTUpHUII Oopacuaa XaM KEHT KyJIaMJId uiiap oubd 0OpuiMoK/Ia Ba
V36eKkUCTORarn  THXKOpAT OAHKIAPUIArM JABJATra TETHLUTH  OyIraH
VIYIUTAPUHA COTUO OJUINTa KU3WKHUIN OWJIIUpPraH XOpWXKUN OaHKIIap Ba
VHBECTOPJIAPHUHI COHM S’bHAJA KynanMoKaa. XyCYCUHJIALUTUPHUIL KapacHU
HaTIKacua, TIKOpaT OaHKIapuMu3 ¥3 GaonusTiIapuaa SHTH Ba HHHOBAIMOH
TEXHOJIOTHSUTAPHH YKOPUH JTUINTA XamJia pakoO0aTOapAONUTMTHHNA OIIWPHINTa
APHUIIATH.
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> IleHcusi TH3MMHUAA MCI0XOTJAap oauO OOPUIMOKAA Ba XyCycHHl NEHCHOH
donamap TamkWI STWIMINK Ky374a TyTWIMOKIa. by aca ¥3 HaBOaTuaa
UKTHCOAUETUMU3/1a MHCTUTYIIMOHAII HHBECTOPJIAPHUHT COHU KECKUH OLIMIINTA
onud kermaau. MabllyMKH, PHUBOXKJIAHTAH JaBjiarjapja »dHI  HHUpUK
WHCTUTYIIMOHANl MHBECTOpJapaaH OupHu cudatuga ailHaH XyCyCHil NEHCHOH
doHIapy XucoONaHaAN Ba MKTUCOTUETHUHT MOJUSBUN pecypiiapra OynraH
AXTUEKUHHU KOHIUPHUIIAA XyCYCHIl IEHCUOH (POHIIap MYXUM pOJIb YiHANHTH.

> 2021 iina 1-aaBapaaH 601120 aKIMOHEPIIUK KaMUSTIApH, OaHKIIap, CYFypTa
KOMITaHUSIIApH, AABJIAT YIyIIUra ra Oyiran Xy>Kajluk CyObeKTIapy MOJITUSIBUH
XHUCOOOTHHMHI XAJIKAPO CTAHAApTJAapura yrumm oenrunad kyunau. Yoy
WyHanumaga onub®  Oopwia€TraH  y3rapuliuiap  HaTWKacHaa,  MasKyp
TAaIKWJIOTIApHUHT  maddodaurn  sSpHama  omagd  Ba  XOPHXKHMA
VHBECTOPJIAPHUHT Y30EKHCTOH MKTHCOIMETHTA OYNIraH WIIOHY JIapakacH
apHaga Kytapwiaau. lIIyHWUHTAEK, XOpWXKWI HHBECTOpPJAp YYyH V3
VHBECTUIMANAPHHN KUPHTHII MAaKcaauaa Y30eKMCTOHIArM KOMIIAHHS Ba
TAIIKUJIOTIIAPHU Y3ap0 TaKKOCAII YIyH KEHI UMKOHUSTIIAP SpaTHIIa]IH.

> V36ekucton Pecny6mmkacuuHr VHBECTHIHMSIAD TYFPUCHIATU KOHYHH KaGy
KMIMHIM. Ma3Kyp SIHTWIMK XOPYDKMI WHBECTHIMANAP YYyH Y30EKHCTOH
OO30pPMHUHI MHBECTULMOH WKJIMMUHUA SAbHAJa MAabKyJUIAIITUPUINTra Ba
UKTUCOJUETUMUZHUHI WHBECTULIMOH >KO3MOAJOPIUTHHHA OIIMPUIITA XU3MAT
KHAJIQIH.

V36eKUCTOHHMHT WKTUMOUH Ba HKTHCOIMIA IOTYKJIApUHU KYNruHa Hypy3nu
XOPMKUN  TAIKWJIOTIAAp OJbTUPOd HTHUIIMOKAA. Mucon Tapukacuna bylok
bpuranusinuar The Economist :xypHAJMHMHI 3bTUPOPUHU KEATUPUIL KOU3 €0
6unaman. Maskyp Hydysmm sxypHan Yszoexucronnu 2019 jiunma SpuInraH yikaH
HaTWOKaJapuHU WHOOATra OJIraH XoJiga Huin gaBiatd Ae0 sbTHpod >Tau. The
Economist :xypHajguHuHr gukpura kypa — “xanu V36eKHCTOH TOMOHHAAH V30K Uy
6ocu6 yTunumm kepak, JekuH 2019 ¥unga xeu kaiicu Oomika aaBiaT OyHUaIUK
TapaKKUETTa SpUIImMagn’.

MonusiBuit 6030papHu PUBOXKJIAHTUPHUIITHU YKaJJaJUTAllI THPHUIILL Ba
caMapaJIopJIMTMHU OIIUpUII OViinYa Kyiuaaru TakandaapuMHu OHIITUPMOKYMMAH:

1. V36eKkuCTOHHUHT HUPUK KOPXOHAIAPH XaM/a GaHK-MOJHUS MyaccacalapHHUHT
XaJKapo Mosus 6o3opiapuaa (paosi UITHPOK ITUIIUHU TAbMUHIIALL;

2. V36ekucToH MoHs 6030pIapuaa JUILIEPIHK Ba OPOKEPIHK (pHpManapHHHHT
(haonuATHHI PUBOKIAHTHUPUILI;
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XOoprKUNA xaMJla UYKUM MHBECTUIUSJIAPHU kalbd 3TraH xoJija S"BGeKI/ICTOHz[a
WHBECTULMOH AaHACPPAUTUHI XU3MATJIIAPUHHU KypCaTaJUraH WHBECTUIMOH
KOMITAHUSUJIADHU  Ba  WHBECTULIMOH  OaHKIApHU  y3apo  pakoOaTUHU
PUBOMIIAHTUPUII OpPKAJIM Ma3Kyp COXaHM XamJla MOJus 0O030pJIapuHU
PUBOKIIAHTUPHIILI;

NHcTuTynimoHan MHBECTOpJIap TApPMOFUHH PUBOKIIAHTUPHUII (MacajaaH XyCyCuid
neHcus (oHIapu, XeMK GOoHAIAp, BEHUYp KamuTal (upMasapd Ba XOKa3o)
OpKaJIu KanuTan 0030piapuaaru capio ailjlaHMacu Xa>KMUHU OIIUPHIIL,
V36exncTona oONMraupsnap GO30PMHH PUBOMKIAHTHPMII Ba  JABJIAT
oOnuranysuiapuaH  Tallkapyd XyCyCHMl CEeKTOp oOiuranusiapy  caBio
aliJTaHMAacH YJIyIIMHU XaM OLIMPHIIL

KanuTtan 00o30piaapyHu pUBOKIAHTUPHII Ba XaTapjaapHU OOIIKAPHUII COXacHIa
ucTukOosarn y3rapunuiapau (macanaH sHru  bazens |V TanaGmapunw,
XaTapJiapHU OolIKapuIIIa KaxXOH aMalTuETUHUHT KEJITyCUJaru
TeHJICHIMSJIApUHU) UWHOOAaTra OJraH XoJiJa HWHHOBAIMOH  MOJIMSIBUI
MaxCyJIOTJIapHU KyJUIall.
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The role of teaching culture in second language acquisition
Tatyana Sokhrannaya, Nodirakhon Akhunova

School of Language and Communication, MDIS Tashkent

Abstract

The article considers the role of culture in the process of developing language
competencies; its impact on intercultural communication on the example of comparing
English, Russian and Uzbek languages, and suggests practical recommendations aimed
at improving intercultural language teaching.

The authors of the article feel certain that teachers of a non-native-language

course should emphasize the development of learners’ intercultural communication
skills, recognizing the importance of cultural and communicative competences, and
developing their ability to flexibly use the target language.
Indeed, it is the sociocultural component of the language, in the absence of certain
speech norms that often leads to failures in intercultural communication. In such cases,
the interlocutor’s ignorance of the cultural aspect of the language can lead to
misunderstanding and can be interpreted by the native speaker as disrespect,
Incompetence or even aggression.

The interactive methods of language teaching proposed by the authors can be
used for in-depth study of the target culture and improving communication with
representatives of different cultures in order to avoid communication failures
associated with learners’ insufficient cultural competence.

Key words: Culture, cross-cultural communication, culture studies, high
culture, intercultural language teaching (ILT), intercultural communication, target
culture, cultural competence, communicative competence.

AHHOTAIUA

B crarbe paccMOTpeHa poJib KyJIbTypbl B Pa3BUTHU SI3bIKOBBIX KOMIIETEHIIUM, €€
BJIUSIHUE HAa MEXKKYJIbTYpHOE OOUIEHHWE Ha TMpUMEpEe CPaBHEHHUS AaHTJIMHCKOro,
PYCCKOTO M Yy30€KCKOTO SI3bIKOB, @ TakKK€ JaHbl MPAKTUUYECKUE PEKOMEHAAIINH,
HAIpPAaBJICHHBIEC HA YIYYIICHUE MEXKYJIbTYPHOTO SI3bIKOBOIO OOYUEHHS.

ABTOpBl  CTaTbU  YBEPEHBI, UTO MPENOAABATENM  SA3BIKOBOIO  Kypca,
OPUEHTHPOBAaHHOIO Ha HE HOCHUTENIEH SI3bIKA, OJDKHBI YAEIATh 0CO00€ BHUMaHUE
Pa3BUTHUIO y yYalIUXCS HABBIKOB MEKKYJIbTYPHOI'O OOLIEHMSI, OCO3HAHUIO Ba)KHOCTU
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TaKuX TOHSATUM, KaK KyJIbTypHas M KOMMYHUKATHUBHAs KOMIIETCHIIMS, a TaKXKe
Pa3BUTHIO CITIOCOOHOCTEN rMOKOT0 UCIIOIb30BAHUS LIEJIEBOTO S3bIKA.

Benp HMMEHHO COLUMOKYJIBTYpHasi COCTABJSIOIIAS SI3bIKA, NPU HE3HAHHUU
ONPENEIICHHBIX PEYEBBIX HOPM, 3a4acTyl0 SBISIETCS MPUYMHOM MPOBAJOB B
MEXKYJIbTYPHO KOMMYHHMKAlWU. B mogoOHBIX cioydasx HE3HAHHE COOECEIHUKOM
KyJIbTYPHOTO acCMeKTa S3bIKa MOXET TMPUBECTH K HEJONMOHHUMAHUIO U OBITh
MHTEPHPETUPOBAHO HOCUTEIIEM SI3bIKA KAK HEYBAKEHNE, HEKOMIIETEHTHOCTD WJIH JAKe
arpeccus.

[IpennoxxeHHble aBTOpaMH HMHTEPAKTUBHBIE METOJABI IPEMNOJABAHUS SI3bIKA
MOTYT OBITh HCIOJB30BaHbl ISl YIIIYOJIEHHOTO HW3Y4YEHHUs IEJNEBOM KYJIbTYphl U
yJIydlIeHUs] OOLIEHUs C NPEJCTABUTENSAMU Ppa3IUYHbIX KYyJIbTyp BO H30€kKaHUE
MIPOBAJIOB B KOMMYHHKAIMH, CBA3aHHBIM C €€ HEOCTATOYHBIM IOHUMAHUEM.

KuaroueBnle cioBa: Kynvmypa, medckyibmypHoe oOweHue, Kyabmyporio2us,
8bICOKASL KYAbMYpPA, MENCKYIbMYpHOe SA3bIKogoe o00yueHue, yeneas Kylibmypd,
KYIbMYPHASL KOMNEMEeHMHOCIb, KOMMYHUKAMUBHAS KOMNEMEHMHOCMb.

Language proficiency is an important factor for success in modern life. This is
due to the fact that it is the language that mediates between representatives of different
cultures, nationalities and concessions. Knowledge of a foreign language expands the
possibilities of obtaining education, career growth, doing business and accessing a
variety of information. The authors of the article aim to analyze the importance of
culture for the establishment and maintenance of successful foreign language
communication,

Intercultural language teaching (ILT) is a rather modern trend in foreign
language education that envisages teaching of culture as an integral part of language.
Each language represents an original system that leaves an imprint on the
consciousness of its speakers and forms their worldview. Cross-cultural
communications are deeper and more complex than spoken or written messages. The
essence of effective cross-cultural communication has more to do with releasing the
right responses than with sending the "right" messages (E.T. Hall, and M.R. Hall,
1990).

It is in the language that the worldview of a particular ethnos is revealed, which,
in turn, becomes the foundation of all cultural stereotypes since each language has its
own way of conceptualizing, forming a particular picture of the world. Language
patterns’ analysis allows us to understand how national cultures differ and how they
complement each other at the level of world culture (L. P. Kostikova, 2009).

The goal of teaching foreign languages in contemporary world should include
not only the development of linguistic knowledge and encyclopedic mastery of
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country’s geography and history in learners, but also their ability to become an integral
part of intercultural communication which, in turn, could refer to interaction between
members of two social/cultural groups. Since we are all simultaneously members of
numerous social/cultural groups, all communication would then be defined as
intercultural. (H. Spencer-Oatey, and P.Franklin, 2009).

Understanding the evolution of teaching culture in language education sheds
light on what peculiar changes intercultural language teaching has undergone and in
what ways it might develop in the foreseeable future to help learners function on an
intercultural level. Each change can be visualised as a reconceptualisation of culture
and its role in language teaching which, in turn, impacts on what ‘cultural competence’
involves.

Scientists distinguish four approaches to language teaching, introducing different
aspects of culture (J. Lo Bianco, 1999):

1. The Traditional Approach to Teaching Culture

The most traditional approach to teaching “high culture” as part of modern language
learning can be observed through teaching literature. Within the framework of this
teaching approach, cultural competence is imparted through established canons of
literature. A role model for a language learner in this approach is an educated native
speaker, and culture is learned mainly through the language of the written text itself.
Therefore, most of the valuable cultural knowledge can be obtained from the text, or
its translation, with knowledge of the original language, which serves for a deeper
understanding of the text. However, the relationship between culture and text in such
a model is very limited, since the study of culture progresses through the knowledge of
a text, rather than viewing the text as a step into the wider aspects of culture.

2. The Culture Studies Approach

Culture is inherent in the knowledge about the history, geography and customs of
the target language country. The 'Culture studies' approach seeks to describe cultures
in terms of the practices and values which typify them. As such, cultures can be seen
as favoring 'direct’ or 'indirect' ways of speaking, or organizing texts in particular ways.
In comparison with the first approach, this one is not based only on literary texts and
focuses more on communication with native speakers; however, the ties between
language and culture still remain weak since language is mainly used to refer to events,
people and places. There is no inextricable link between the country’s language and
customs, as well as its history and geography.

3. The Culture as Practices Approach
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Within the framework of this paradigm culture is seen as a collective way to perform
through linguistic practices. Such an approach to cultural competence leaves the
learners mainly within their own culture, observing and interpreting the words and
actions of the interlocutor from another culture. This view of culture strongly depends
on the knowledge of language, as it considers action through language as an integral
part of culture. On the other hand, intercultural learning can weaken the strength of this
connection, as culturally oriented practices are presented to people who do not know
the language of another culture and do not participate in the study of this language.
Consequently, values and practices are separated from the linguistic context. Another
criticism regarding this approach to language teaching is that it represents relatively
homogeneous cultures. This, in turn, leads to stereotyping the target culture, especially
in conditions where the study of culture and language learning are separate, and the
possibilities of interaction with native speakers are limited.

4. Intercultural Language Teaching (ILT)

Relatively recently, 'intercultural language teaching' paradigm has emerged in
language education. It stems from teaching culture relying on a renewed understanding
of the nature of cross-cultural communication and a deeper understanding of the ties
between language and culture.

In the context of ILT, if we wish learners to master another language, we need to
help them become communicatively competent in that language as much as possible.
Namely, language competence is not only defined by the mastery of grammar and word
forms, but also the knowledge of when to use them and under what circumstances.
Thus, communicative competence incorporates grammatical competence, discourse
competence, and sociolinguistic competence. (I. Cakir, 2006)

If we consider culture as an integral part of language teaching, learning a
language should allow learners to get acquainted with the values and traditions, views
and the mindset of the representatives of other cultures. It helps to enhance intercultural
communication enabling them not only to understand the cultural indicators in the
speech and behavior of the individuals from other cultural backgrounds but also to
recognize the influence of their own culture expressed through the means of verbal and
non-verbal communication they use.

Every lesson serves to be a practical encounter with the target culture and the
teacher aims to foster cultural insights through forms of address, greetings and
references to some cultural aspects in audio — visual materials. (1. Cakir, 2006). While
some cultural patterns are imparted easily, when practicing others, the learners may
experience some psychological obstacles rooting from their own cultural background.
Take the forms of address as an example. When addressing their teacher in Uzbek,
students use the word “ustoz” (“teacher”) that reflects respect to their profession, which
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makes it challenging for many to call their teacher by name or surname in English
language setting, since they feel as if they are not showing due respect towards their
teachers.

Since the language is the carrier of the culture, and the two are intricately
Interwoven so that one cannot separate the two without losing the significance of either
language or culture (H.D. Brown, 1994), cultural aspects heavily influence the
comprehension and interpretation of both oral and written speech. Culture influences
many aspects of language including vocabulary and sentence structures. For instance,
the Russian word “npo6yiema”, which can be literally translated as “problem”, has a
more neutral shade rather than its English equivalent and is closer in its meaning to
“issue” or “matter”. Therefore, by translating it into English as “problem” and
overusing it the speaker can make a wrong impression of having a pessimistic or
negative attitude towards a matter discussed. With reference to formulation of
sentences, both in Uzbek and Russian warnings, prohibitions, instructions and even
requests are frequently expressed using the negative form of the verb, whereas such
approach is not so common in English. For instance, “Go’shakni qo’ymang!” which is
“He xnaaute TpyOky!” in Russian, is often expressed as: “Hang on”, “Stay on the line”
or “Hold on” in English. “Maysani bosmang!” (Uzbek) that is “Ilo razonam He
xoauth!” (Russian) will be “Keep off the grass”; and “Yo’q bo’lib ketma!” (Uzbek) -
“He nmponanaii!” (Russian) can be interpreted as “Stay in touch!”.

So, when teaching English as a second language the focus should be made on
practical use of it, and proper choice of learning materials from daily life may help
student learn to express their thoughts properly avoiding misunderstanding stemming
from the lack of related cultural background knowledge.

However, it is not only the language where the culture is embedded. In other

words, effective cross-cultural communication cannot be achieved only through a
competent use of language. Such non-verbal aspects as spacing, time, eye-contact and
body language may cause failure of communication if misinterpreted, and thus should
be studied thoroughly.
Another cultural aspect the discrepancies in which may hinder successful
communication and therefore should be in the spot of attention of both language
teacher and learners is the ethical one. The word “please” may serve a good example
here. This word is used not so frequently in Uzbek as it is in English that makes learners
sometimes sound rather rude in English. The learners should also be taught, for
instance, that asking personal questions (namely about salary, age, close family
members) may embarrass the interlocutor creating thereby a barrier for effective
communication.

Hence, in order to raise cultural awareness of English language learners the
teacher should aim to improve the students’ knowledge of the similarities and
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differences between their own culture and the target one and use techniques that
promote cultural understanding. Students should encounter as many of these
distinctions as possible in foreign language classes.

The use of interactive methods of teaching such as role-plays, mini round table
discussions and group presentations in ESL classrooms can help to impart effectively
various aspects of the target culture and facilitate cross cultural communication by (i)
expanding the learners’ worldview; (ii) gaining better understanding of the way of life
and behavioral patterns that are in place in English speaking countries; (iv) using both
verbal and non-verbal means of communication by simulating authentic situations.
These activities can be easily modified to meet the abilities, needs and interests of the
learners in the class.

The following steps, inter alia, may ensure the effectiveness of interactive modes of
learning:

e The title /task should contain a clearly stated problem to be discussed

e The learning environment should facilitate discussion

e Supportive mode of communication should be maintained to encourage students

to cooperate

e A specific assessment system should be used to evaluate the process and

outcomes of such collaboration

e A thorough joint analysis of the work should be done to summarize the lessons

learned.

Such role-plays and discussions motivate students to learn the language by giving
positive emotions, and improve their communication skills. A variety of other
techniques such as reading authentic texts, watching films with further discussion
thereof can be used successfully to provide better insights into the culture
simultaneously increasing the interest of the students in learning the language itself.

Conclusion

Thus, from the abovementioned, it is clear that effective cross-cultural
communication requires not only language but also socio-cultural competence that
stipulates the importance of teaching culture in language classes. The interactive
methods specified above serve both to (i) provide insight into the target culture thereby
eliminating false stereotypes and generalizations, and (ii) promote comparative study
of the native and target culture that increases cultural sensitivity and helps to form
certain socio-cultural strategies, which in turn help to avoid cultural conflicts and
misunderstandings.
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https://www.google.com/url?sa=t&source=web&rct=j&url=http://teaching.up.edu/bus511/xculture/Hall%2520and%2520Hall%25201990,%2520ch1.pdf&ved=2ahUKEwjMssPr1q3dAhUCkSwKHU0DDzYQFjAJegQIBhAB&usg=AOvVaw2j3xW52qDLJUmIqRxbg3h4
https://www.google.com/url?sa=t&source=web&rct=j&url=http://teaching.up.edu/bus511/xculture/Hall%2520and%2520Hall%25201990,%2520ch1.pdf&ved=2ahUKEwjMssPr1q3dAhUCkSwKHU0DDzYQFjAJegQIBhAB&usg=AOvVaw2j3xW52qDLJUmIqRxbg3h4
https://www.google.com/url?sa=t&source=web&rct=j&url=http://teaching.up.edu/bus511/xculture/Hall%2520and%2520Hall%25201990,%2520ch1.pdf&ved=2ahUKEwjMssPr1q3dAhUCkSwKHU0DDzYQFjAJegQIBhAB&usg=AOvVaw2j3xW52qDLJUmIqRxbg3h4

JIByCTOpPOHHME OTHOILIEHUS MexAY Y30ekucTtanoMm u Poccuein B
Pa3JIMYHBIX 00JIaCTAX

Kounbdexk Xyppamos

Omoen [lenmpanvrou Pecucmpayuu, CUPMT

Mazucmp mexcoyHapoOHbIX OMHOWEHUL

IToruTHYECKOE 1 BOEHHO-TEXHHUYECKOE HaNpaBJCHUA COTPYAHHIECCTBA

Pecny6iiuka Y306ekuctan u Poccuiickas ®enepaiiust akTHBHO padoTatoT B chepe
HOJUTUYECKOTO COTPYIHHUYECTBA. DTO OYEBHIHO M3 OQUIHMAIBHBIX, pabodux u
rOCYJJapCTBEHHBIX BHU3UTOB IJaB [JBYX rocymapctB. CTOUT OTMETUTh, 4YTO
MOJINTUYECKHE KOHTAaKThl PEryJSIPpHO HAXOJATCA Ha BBICOKOM YpPOBHE H
nojazepxkuBarorcs. [lepBblii BU3UT mepBoro mnpesujeHta PecrnyOnuku Y30ekucTan
N.A. Kapumona B Poccuiickyro @enepanuto cocrosizica 2 mapra 1994 r. Bo Bpewms
CBOETO MEPBOro BU3MUTA Npe3uaeHT Y30ekucrana Mcnam KapumoB nomuepkHys, 4To
"V30ekucTaH BHJMT CBO€ Oypayiiee ToJbKO B coro3e ¢ Poccueit”". IlepBoiid
opurmanbHelii  Bu3uT KapumoBa B MoOCKBY ObUT BaXeH IS Pa3BUTHUSA
MEXTOCYIapCTBEHHBIX OTHOIIEHUN Mexay Y30ekuctanom u Poccueit. B pamkax
ceoero Buzuta B MockBy HM.A. KapumoB npurmacun mnepBoro Ilpe3unenta
Poccuiickoii ®@enepanuu bopuca Enpunna B PecniyOnuky Y36ekucran. Crnegyrommii
opunmansHbiid BU3UT M. A. Kapumoa B MockBy cocrossics B mae 1998 r. Beero 6b110
NOoANMCaHO 27 JOKYMEHTOB IO Pa3JIMYHBIM HaIpPaBIICHHSM, BKJIIOYas MPOTPaMMy
SKOHOMHUYECKOTO COTpyAHNYECTBa Ha 10 JIeT 1 MEXNPaBUTEIbCTBEHHOE COTIAILIECHUE
o nokynke Poccueii 120 y30eKcKHX TPy30BBIX camoneToB Mn-76 u Un-114T 13,

B otser [Ipesunent Poccuu B.B. Ilytun odunmansuo nocerun Y3oekuctad 11
nekadbps 1999 r. B pamkax Buzuta npesujaeHTa Poccum B Y30eKUCTaH MOAMMCAHBI
pa3MYHbIe COTJIAICHUS, OJJHUM U3 KOTOPBIX SIBISIETCS COTJIAIIEHHE 00 YriIyOJIeHHH
BOEHHOTO COTpyJaHMYEeCTBA. CTOUT OTMETUTH, YTO HA CIEAYIOIIUHN JIEHb MOCIE 3TOr0
BU3UTa B TallKeHTe cocToslach BCTpeya mnpe3useHToB Poccum, Y30ekucrana u
TamxukucTana, Ha KOTOpO# ObLJIa MOAMKMCAHA ICKJIAPAIUs O COTPYAHUYECTBE MEKITY
Tpems cTpaHamu’,

Cnenyrommii Bu3UT Tmpe3ugeHTa Poccuiickoint denmeparuu B Y30ekuctan
cocrosics B 2000 r. DTo OBl BTOpOMl oduimanbHblidi BU3UT Bruagumupa Ilytuna B

13 Busur Kapumosa B MockBy [Dnektpornsiii pecypc]. URL: https://www.kommersant.ru/doc/197745 ([lara
obpamenws: 02.01.2019)

14 Busutel poccuiickux npe3uaeHToB B Y36ekucTtan [Dnekrponnslii pecype]. URL: https://tass.ru/info/163488
(Mata oopamenus: 02.02.2019)

56



KauecTBe npe3uaeHta Poccuiickoit denepannu, mockoyibKy Y30eKucTaH ObLT EpBO
CTpPaHO#, KOTOPYIO OH TOCETHJ NEPBBIM B KauyecTBe npe3uneHra. [lotomy uyTo
VY30ekuctan OblT U OyAeT BaKHBIM CTpaTernyeckum mnapTHepoM s Poccuiickoi
®denepanuu, U €Ie OJHON MPUUMHON OblIa JKeCTKas MOJUTHKA TIEPBOTO MPE3UJICHTa
PecnyOnuku Y30ekuctan. Bo Bpems 3Toro Busuta B TallIKEHT BEIUCH EPETOBOPHI O
60pBrOE C HE3aKOHHBIM 000POTOM M PACIIPOCTPAHEHHEM HAPKOTHKOB U OPYkKHs. ™

[Ipe3unent Pecnyonuku Y306ekucran Mcinam Kapumos B Mae 2001 rona mocerun
MOoOCKBY € rocyIapCTBEHHBIM BU3UTOM IO nmpuriameHuro [Ipesunenta Poccuiickon
®enepanuu B. [Tytuna. CTOUT OTMETUTD, YTO ATO OBLI €ro MEpBbId BU3UT B MOCKBY
nocJe n3bpanus Broporo npesusieHta Poccuiickoit denepanuu Bragumupa Ilytuna.
[Ipesunent Y30ekucrana Mcinam KapumoB Haxomuics B MockBe Tpu JIHSA, U 3a 3TU
OHU ObUTO OOCY)XIEHO M MOJANUCAHO MHOTO JOKYMEHTOB, B TOM YHUCJIE O
COTPYIHMYECTBE B TOPIOBO-?KOHOMHYECKON cdepe, BOIMpPOCcaX TaMOKEHHOIO
pEeryJIupoBaHMs, a Takke Bompocax Oe3omacHocTd. Kpome Toro, riaBbl JBYX
IIPABUTENBCTB IIPOBEIN NEPETOBOPHI O JAJIbHEWIIEM YKPEIUICHUM JIBYXCTOPOHHUX
TIOJUTUYECKHMX M SKOHOMHYECKUX OTHOLICHUIA. 1®

[Ipesunent Poccuiickoit ®enepanuu B.B. Ilytun mnocetun PecmyOnuky
VY30ekucTaH ¢ ToCylIapCTBEHHBIM BU3HTOM, KOTOPHIM coctosuics B Camapkanue 6
aBrycrta 2003 rojza, rie OH NO3HAKOMMIICS ¢ JOCTONpUMedaTenbHoCTIMU CaMapKaHa.
CTOUT OTMETUTH, YTO TIEPETOBOPHI MEKY TJIaBaMH rOCYJapCTB JUIHIINCH Oosee Tpex
yacoB. Ha HuX ObUIM 3aTPOHYTHI BOIIPOCHI IBYCTOPOHHUX OTHOILIEHUM, a TAaKXKe 1A
peub O poccuiicko-y30ekckoM coTpyauuuectBe B Illanxaiickoli opranuzanuu
corpynnuuectBa, CoxapyxkectBe HezaBucumbix ['ocymapctB. Kpome Toro, M.A.
KapumoB u B.B. Ilytun oOMeHsuiuch MHEHUsSMH Ha curyanuio B Hpake wu
Adranucrane.

B 2005 roay Ilpesmment Pecnybnmuku VY36ekucran M.A. KapuMoB aBaXKIbl
noceTwsi MOCKBY, U €ro BTOpas noe3jika Obula O(QUIMATBHBIM BU3UTOM, KOTOPBIN
coctosuicst 14 okts0psi. Bo BpeMsi ero BTOporo BusWTa ObLI MOANUCAH OCHOBHOM
JTIOKYMEHT B 00JIaCTH ABYXCTOPOHHUX OTHOIIEHUM. [loAmMcaHHBIM AUTIIIOMAaTUHYECKUM
nokymMeHToM ObuT0 «CornamieHne O COIO3HBIX OTHOIIEHUSX Mexay Poccuiickoit
denepanueii u Pecrry6nmkoii V3oexucram»!’.

Pecniybnuka Y36exuctan u Poccuiickas deneparust cCOTpyJHUYAIOT B 00JIaCTH
BOCHHOW TEXHUKM Ha TMPOTSKEHUH 25 JeT, HO CTOUT OTMETUThb, YTO UX

15 Brnagumup I[lytuH Haxonutcs ¢ pabouum Bu3uTOM B Y30ekucrane. 18 mas 2000 roxa - [Pexxum nocrymal:
http://kremlin.ru/events/president/trips/45648 (Jlara oopamenwus: 09.03.2019)

% ®aitsynnaes JI. Poccus — V36exucran: Jpy’Keckue OTHOLIEHHS “mocne passoga”. “Asus u Adpuxa
cerogus’, M., 2003 r., Ne 12, C.106

B MockBy ¢ rocygapcTBEHHBIM BH3UTOM NMPHOBLT Mpe3uIeHT Y30ekucrana [DnekTpoHHbd pecypc]. URL:
https://www.kommersant.ru/doc/919038 ([Tata oopamienus: 11.02.2019)

17 Kapumos mnpuexan B MockBy crath coro3HukoM Kpemma. 14 mos6ps 2005 r - [Pexum mocrynal:
http://news.bbc.co.uk/hi/russian/russia/newsid_4434000/4434470.stm (/lara oopamenus: 12.03.2019)
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COTPYJHUYECTBO B 3TON 00JACTH HE OUYEHb AaKTUBHO. Y30EKUCTaH BCETJa HyXIaJCs B
BOCHHOM OpPYXHH, IOTOMY 4YTO apMus PecnyOnuku Y30ekuctaH Obljla B OCHOBHOM
OCHAILIEHA OpY>KMEM, OCTaBLIMMCS C COBETCKMX BpEMEH. 3a IOCIEAHME TPU Iroja
V36ekucran npuoOpen 14 BeproneroB u3z dpaHium, 4yeTbipe JETKUX TYpPOMHHBIX
neuratenst S-295W u3 Mcnanuu, rpaHatoMeTsl U3 boirapuu u paguo3aeKTpOHHbIE
CUCTEMBI TIPOTHUBOBO3AYIIHOW 000poHBI W3 Yexun. Boennas cwmima PecnyOmmku
Y30ekucTaH Hayajga MEHThCS IOCIE TOro, Kak BTopoi npe3naeHT [llaBkat Mup3uées
CTaJI IJ1aBoi rocyaapcersa. OQHAKO CTOUT YIIOMSIHYTh, YTO yCIEX NEPBOTO MPE3UICHTA
V36ekucrana lMcimama KapumoBa B BOEHHO-TEXHHYECKOM COTPYAHHUYECTBE C
Poccuiickoit @eneparyeii ObUT CBS3aH ¢ €ro 0pUIIHATBHBIM BUBUTOM B MOCKBY 25-26
anpens 2016 roma®. B xozme coero susura M.A. Kapumos cmor yoeauts Kpemis B
TOM, 4TO Y30€KHCTaH XOUET pa3BUBATh IBYXCTOPOHHEE COTPYAHUYECTBO, MOATOJIKHYB
MocCKBY K TOMY, 4TOOBI OTMEHUTH CBOE TPEOOBAaHUE O BCTYIUIEHMH Y30€KHCTaHa B
Bo3rnaBisieMblt Poccueit EBpaszuiickuii sxoHoMuueckui coro3 i OJIKB, uToObl
MOJYYUTHh JOCTYH K POCCHUMCKOMY DPBIHKY WJIM KyIUTb POCCHUHCKOE OpYKHE Ha
BBIFO/IHBIX yCIOBUsIX. B pe3ynbrare MockBa oTMeHMIIa CBOE TpeOOBaHKE, U 3TO CTAJI0
CBOETO poJia AOCTHKeHNEM Juisi KapumMoBa, KOTOPBIM CTPEMUIICS CTPOUTH OTHOILIEHUS
¢ Poccueli Ha paBHBIX, @ HE Ha OCHOBE OTHOLLIEHUN MEKy KIIMEHTOM U I'OCYIapCTBOM.

CTOUT OTMETHUTB, UTO COTPYAHUYECTBO Mexay PecrnyOnmkoil Y30ekucrtan u
Poccueit B 00mactu BOGHHOM TEXHUKU OBLIO JOCTATOYHO CKPOMHBIM JI0 MEPBOIO
opuIMaIbHOrO BU3UTA BTOPOTO npe3uieHTa Pecyonuku Y36ekucran. Kpome storo,
MockBa u TalIkeHT aKTUBHO COTPYAHUYAIOT B cpepe 00pa30BaHUsI BOCHHOCTYKaIUX.
Hampumep, B 2015 r. umcrno BoeHHOchyxkamux PecnyOnuku VY30ekucraH,
oOyuaromuxcst B Poccun, yBennuniancs B 6 pa3 10 TpeX ThICSY.

Pecniy6niuka Y306ekucrtan nojnucana corjamieHue ¢ Poccueit o mpuoOpeTeHun
OoJiee mecsaTH BOCHHBIX BepTosieToB Mu-35M. [loanucanue coryameHusi COCTOSIOCH
29 mapta 2018 roga Bo BpeMsi MEXTyHAPOIHON BBICTABKHA BOOPY>KEHUI U 0OOPOHHBIX
TexHosiorui B EpeBane. Ha 3Tol MeXTyHapOIHOW BBICTABKE 3aMECTUTEID JUPEKTOPA
@enepanbHOl CIYKOBI O BOEHHO-TEXHUYECKOMY CcOTpyAaHu4ecTBy Poccum B.
JIp0o>KOB 3asiBIJI, UTO BOEHHOE COTpyaHHuYecTBO Poccum u Y30ekucraHa AMHAMUYHO
pa3BuBaeTca. CTOUT OTMETUTH, UTO ¥Y30€KHUCTaH MpUoOpes BOCHHbBIE BepTOiIeThl Mu-
35M 1o BHYTPEHHHM IIeHaM™,

B memsx pa3BUTHS BOEHHO-TEXHMYECKOTO COTpyaHuuyecTBa PecrmyOnuka
V30ekuctan u Poccuss mognucanu poroBop oT 29 HosiOpst 2016 roma, KOTOpbId

8 TTytun npunsn B Kpemie npesunenta Y3bexucrana Mcnama Kapumosa. Sputnik / Anexceit [lpyxunun
[TonnTuka 25.04.2016 - [OnEeKTpOHHBIN pecypc]. URL:
https://uz.sputniknews.ru/politics/20160425/2613910.html ([lata oOparenus: 14.02.2019)

19 Bropas MesxmyHapoHas BEICTaBKa BOOPYKEHHU M 0OOPOHHBIX TeXHOIorui «ArmHiTec-2018» - [Pexum
JocTyIal: http://armhitec.com/ru/media/news/novosti-vystavki/vtoraya-mezhdunarodnaya-vystavka-
vooruzheniya-i-oboronnykh-tekhnologiy-armhitec-2018/ (ata oopamienust: (03.03.2019)
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BCTynuia B cuity 26 mast 2017 roga. JloroBop cuuraercsi caMmbIM KPYITHBIM JOTOBOPOM
B 00J1aCTU BOCHHO-TEXHUUYECKOTO COTPYIHUYECTBA, KOTOPHIN BKIOYaeT 21 crarbio, U
OH moanucaH B MockBe. B OCHOBHOM cCTaTbu MOCBSIIEHBI PA3BUTHIO BOECHHO-
TEXHUYECKOro COTpyAaHuYecTBa Mexay Poccuiickoit denepanueit u PecnyOmukoit
V36ekucran. Bo BrTopoli cTaThe J0oroBopa 00O3Ha4Y€HBI OO0JACTU BOEHHO-
TEXHUUYECKOTO COTPYIHUYECTBA, a TAK)KE BOCHHAs TEXHUKA, OpYKUe, pabouue yCIyru
U TakK Janee.

Opaum u3 Bu3uToB B. IlyTnHa B Y30€KkucTaH, CHITPABIINM BaXHYIO POJIb B
Pa3BUTHHU BOCHHO-TEXHUYECKOTO COTPYIHUYECTBA, CTal €ro opuiaibHbIi BU3UT 18-
19 oxts6ps 2018 1. OgHMM K3 HEOXHWJAAHHBIX TMPEIOKECHHM, BBICKA3aHHBIX
npe3usieHToM Poccun 1 chirpaBiieM 0coOyIo pojib B pa3BUTHH BOEHHO-TEXHUYECKOTO
COTpyJHUYECTBA MEXAy Y30ekuctaHoM u Poccuelt ctano: "Mbl TOTOBBI pa3BUBAThH
BOCHHO-TEXHUYECKOE COTPYJIHUYECTBO, HMEsI B BHJY HE TOJIBKO IOCTaBKH
BOOPY)KEHUSI W COBPEMEHHOW TEXHUKH, HO M OCYIIECTBICHHE COBMECTHOIO
MIPOU3BOJICTBA 3TOM TEXHUKU HA TEPPUTOPUM U HA IPEANIPUATUAX Y30eKucTaHa'.

B BOGHHO-TEXHUYECKOM COTPYAHUYECTBE MUHUCTPBI OOOPOHBI ¥Y30eKucTaHa u
Poccun Takke urparoT akTUBHYIO POJIb B Pa3BUTUU JIBYyCTOPOHHUX OTHOIIEHUN. CTOUT
OTMETHTH, uTO 22 Mas 2018 romga munucTp 060poHsl Poccuiickoi denepariyiv moceTu
VY30ekuctan ¢ opuianbHbIM BU3UTOM. [Ipesuaent PecyOonuku Y36ekucran [laBkaTt
Mup3uéeB npoBen BcTpedy ¢ MuHUCTpoM 000poHbl Cepreem Llloiiry. ITocne Temnoro
MPUBETCTBUS Hayanack Bcrpeda Munuctpa oboponsl u IIpesunenrta. B xone Bcrpeun
00CYXIaJIUCh BOMPOCHI, CBSA3aHHBIE C JAJIbHEHIIMM pACIIMPEHUEM BOEHHOTO U
BOCHHO-TEXHUYECKOTO COTpyAHMYECTBAa Mexay PecrnyOnukoit VY30ekucraH u
Poccuiickoii  ®eneparnueit. [locne »toro o06a MuHUCTpa OOOPOHBI TMPOBENU
NEPEroBOPbl B OCHOBHOM O MOJIEPHU3AIMU BOOPYXKEHHBIX CHUJ M YKPEIUICHUH
o6opoHocrocobHocTH Y30ekucrana.?’

ToproBo-3x0HOMHYECKOE H3MePeHHE COTPYAHUYECTBA

ToproBo-3KOHOMUYECKHE OTHOIIEHUSI MEXKITY ABYMs CTPAaHAMHU UTPAET BAKHYIO
pOJIb IS PKOHOMHYECKOTO pa3BUTHUS JITUX cTpaH. Jlo HAcTOSIIEro BpPEMEHH B
paznuyHbIX oOsacTax noanucaHo Oosnee 300 ABYCTOPOHHHMX JTOKYMEHTOB MEXKIY
Pecnybnukoit Y36ekuctan u Poccuiickoii denepanueii, B TOM YHCIE COTIAIICHUS,
IPOTOKOJBI M JOTOBOpPHL. [lepBoe corjameHne O TOProBO-DKOHOMHYECKUX
OTHOIICHUSX Mexay Pecnyonukoi VY306ekuctan u Poccuiickoit ®enepanueit

20 president of Uzbekistan receives Russian Defence Ministethe Minister of Defense of the Russian Federation
[Dnekrpounsiii  pecypc]. URL: https://www.uzdaily.com/articles-id-44038.htm (Jlata obGpamienus:
16.02.2019)
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noamucano 26 oxraops 1991 roma?l, u B HacTosIIEE BpEMsS OHO HENEHCTBUTEIBHO.
OpnHako BTOpOE COTJIAIIEHWE O TOPTOBBIX OTHOIICHHSX MEXIY Y30€KHCTaHOM U
Poccuiickoit denepanueii, noanucannoe 13 Hoa0ps 1992 roga, B HacTosiee BpeMs
neiicTByeT??,

ToproBo-3KOHOMHUYECKOE COTPYIHUYECTBO MEXAY Poccuiickoit denepannet u
PecryOmmkoit Y30ekucTaH MpomoipKaeTcs OKoJo 28 jeT. 3Ha4eHHEe POCCHUCKOM
AKOHOMHKHU 11 YKOHOMHUYECKOTO Pa3BUTHUSI Y30EKHCTaHA CTAHOBUTCA OYEBHIHBIM
naxe nocye 6osee yem 28 net ¢ MoMeHnTa pacrnana CCCP.

CrouT OTMETUTh, YTO TOBapooOOpoT Mexay PecmyOmukoit Y3Oekucran u
Poccuiickoit denepanmeit ¢ 1992 mo 1999 rox cocraBun Oojiee 8 MUILIHAPIOB
JI0JIJIApOB, BKIIOUAs SKCIOPT Y30€KHCTaHa, COCTaBUBIINM 4 MUJUIMapAa J0J1apoB, a
uMnopt coctasun 4,77 mumnmapaa notapos. [Io manueiM LlenTpa s3xoHOMHUYECKHX
uccinenoanuii B Tamkente, skcnopt Poccum B Y30ekucran cocraBun 17,21
MIJUIHApAA 10JJIapOB, @ UMIIOPT COCTAaBUI 8,82 Muirapaa gomiapos ¢ 2000 mo 2012
ron®.

B cnenyromeii Tabnuiie mpuBeeHBI TOBAphI, KOTOphie PeciyOnnka Y30ekucTan
skcnioptupoBasia B Poccuiickyro Deneparuio, a Takxke TOBapbl, KoTopble Poccus
skcniopTupoBaia B Y30ekuctad B 2000 roxy (Tabauma 1).

Tosapvl, sxcnopmuposanuvie | Tosapul, sxcnopmuposanusie Poccuell 6
V36exucmanom 6 Poccuro 6 2000 | ¥Y36exucman 6 2000 200y.

200y
Xnonok-ceiper] 39% Pe3unoBsie muHbI 5,2%
Batun 3,3% I"azoBbie TypOUHBI 5,8%
Homamnee moctenbHoe Oenbe | TpyOn sxenesnnie 4,3%
1,3%
Bunorpan 5,7% Cranku st 00padoTku kamus 1,6%
[Tomugopst 1,5% Kunamnanst 1,6%

21 Coryamenne 0 NPHHIMIIAX TOPrOBO-3KOHOMHYECKOTO COTPyIAHHMYECTBA Mexay Poccuiickoit CoBeTckoi
®enepatuBnoii Conuanucruueckoid Pecyonukoii u PecryOnukoit Y30ekucran Ha 1992 rop (moamucaH B T.
MockBe 26.10.1991) Jlatra npekpamenus paeiictBus: 23.04.2013 [Onextponnsiii pecypc]. URL:
http://www.mid.ru/ru/foreign_policy/international_contracts ([lara obparmenus 1.03.2019)

22 Coryanienue 0 TOProBbIX OTHOLIEHUAX Mexy Poccuiickoit Menepauueii u Pecry6mukoii Y36ekucTan ot
25 mapra 1993 (moxmucan B 1. Mockse 13.10.1992) // Bromnerens MeXIyHapOIHBIX TOTOBOPOB, Ne 6, 1993
[Dnexrpounsiii  pecypc]. URL: http://base.spinform.ru/show_doc.fwx?rgn=18270 (Jlara oOpamieHus
1.12.2018);

2 Anmpmanax Y3o6ekucrtan 2013, — TallKeHT: Hentp sxonoMuyeckux uccnegopanuii. 2013. C 159
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Jyx 1,4% JlBurarenu  BHYTPEHHErO  CropaHus

1,5%

Mounotsie opexu 1,2%

Ceipoii Tabak 3,0% bosbIION  CTPOWUTENBHBIA  TPAHCIIOPT
1,2%

[Tomunopst 2,2%

Padunuposannas menp 1,4% [TapoBbie TypOunsi 1,1%

Heranu aeurarens 1,0%

Kenezo 1, 3%

[Tunomarepuan 1, 2%

O6bem Toproenu Mexnay Poccueit u llentpanshoit Asmeit B 2000 romy
OIICHUBAJICS B 7 MUJUIMAPJIOB AOJIJIAPOB, UTO COCTABIISIET MATh MPOLIEHTOB POCCUNUCKOM
BHemHeW toproBiau. B coorBerctBum ¢ M.M. NBaHoBoi, Poccuiickas denepanus
MojaraJiich B OCHOBHOM Ha Yy30€KCKHMI XJIOMOK [ CBOEM TEKCTUIIbLHOU
MPOMBINICHHOCTH, 4TO obOecrneunno Pecnybnuke Y3b6exucran 90% poccuiickoro
umnopra xjaonka®* B 2000 r. ITomumo xjonka Y36eKkuctaHn SKcnopTupyeT B Poccuio
aBTOMOOWITN, TEKCTUJIb U TTPOJIYKTHI MUTAHUS, & TAK)KE UMIIOPTUPYET MTPOMBIIIIICHHOE
o0opy0BaHuE, IPEBECUHY U APYTHE CTPOUTEIIbHBIE MAaTEPHAIIHI.

CTOUT OTMETUTD, MOJNUCAHUE TOJITOCPOUYHBIX TOProBbiX coriameHuid B 2000
rogy OoJblie CcrnocoOCTBOBAJIIO PAa3BUTHIO JBYCTOPOHHEH TOPrOBIM MEXKAY
Poccuiickoit @enepanueit u Pecnybnukoit Y36ekucrtan. [lo nmanueiM Poccuiickoro
LEHTpa MEXAYHApOJHOIO M HAyYHOTO COTPYJHUYECTBA, IIOCIE 3aKJIIOUEHUS
COTJIAIICHHS O JOJITOCPOUYHON TOPTOBiE Y30EKCKO-POCCUICKAsi TOPTOBIISL BHIPOCIIA Ha
20%, B 2001 rogy exxeroaHo gocturana 1,2 Muunapaa oJ1apos, uto coctaBui 20%
0T 00111ero 00beMa TOPTOBIIM Y 30EKHCTaHa.

Toproseie otHomenus wmexny Poccuiickoit ®epepanmeit n PecnyOnukoit
VY36ekuctad pazBuBasiuch mosramnHo ¢ 2000 roga u mo Hacrosiee BpeMs. OaHUM U3
OCHOBHBIX JBYCTOPOHHHX JIOTOBOPOB, CHITPABIIIMX BAXKHYIO POJIb B Pa3BUTUU TOPTOBO-
SKOHOMHMYECKHUX OTHOIIEHUM MEXKIYy JIByMs CTpaHaMu, SBJSE€TCS  JOTOBOP O
cTparerndyeckoM naptaepctse ot 2004 roaa v 1I0roBOp 0 COIO3HUYECKUX OTHOIICHUSAX
ot 2005 roga mexnay Poccuiickoit @enepanueit u PecrryOnukoit Y30ekucras.

[To pmanabiM Poccuiickoro coBeTa mo MeXIyHapoAHBIM JenaM, PecrmyOnuka
V36ekuctan (¢ 15,9%) HaxoguTCcs HA BTOPOM MECTE MO 00BEMY TOBapoOOOpOTa ¢

24 EM. Ivanov, “Contemporary Russian-Central Asian Countries Economic Relations,” Marco Polo

Magazine, P 1
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Poccuiickoii ®enepanuent, cpenu ctpan LlenTpaneHoit A3uu. Ha nmepBoM mecrte -
Pecniyonuka Kazaxcrtan ¢ okono 70%, Ha TpetheM - Kbipreizctan ¢ npumepHo 6%,
TamxukrcTan Ha 4eTBEPTOM € 3% M, HakoHel, TypKMEHHUCTaH Ha MOCJIETHEM MECTE C
nouru 2% 110 06beMy TOBapoobopoTa ¢ PO,

B mnacrosimee Bpemsi PecryOnmka Y30€KHCTaH CTaJIKHUBACTCA C OOJBIIAMHU
M3MEHEHUSMHU B 00JIACTH BHEITHEH MOJTUTHKH, a TAK)KE SKOHOMUYECKUX OTHOIICHHH C
COCEIHUMH TrocyJapcTBaMu, B ToM uucie ¢ 3anagHoi EBponoit m LleHTpanbHOU
Azueit. M3mMeHeHus Hadamuch Tociie n30paHus BTOPOro TIpe3ujcHTa Y30eKucTaHa
[ITaBkaTa Mup3uéena. Ciemayer OTMETUTD, Y30€KUCTAH SIBIIAECTCA MSATHIM 110 BEIUYUHE
AKCIIOPTEPOM XJIOTIKA, a TAKKe MPUPOAHOTO Tra3a u 3050Ta. [lo nanueim LlentpansHoro
pasBenbiBarenbHoro ynpasienus CIIA, skcriopT Y36ekuctana B 2017 roay coctaBui
$11,48 muumapnos, a ummopt $11,42 mmnmapaoB B Tom ke roay. Ha rpaduke
MOXHO YBHUJETh CTpPaHbl, B KOTOpPbhIE Y30E€KHUCTaH SKCHOPTUPYET U HUMIIOPTUPYET
toBapsl. (I'paduxk 2).
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Ncxons u3 rpaduka, MoxkHO ckazath, yTo Kutaii u Poccuiickas denepanus
SBIISIIOTCSI OCHOBHBIMH TIApTHEpaMH Y30€KHCTaHa Mo o0beMy TOproBiu. Bermenm 3a
stuM Kazaxcran u Typrus Takxke SBISIIOTCS TapTHEpaMu Y30eKHCTaHa, XOTS
TOBapooOMeH Mexny HuMmH HeOousbmoil. Ha rpaduxe npencraBnena IlIBelimapus c
OonpM 00BEMOM uMIIOpTa U3 Y30ekuctana. Hecmotpst Ha To, uto IlIBelinapus
SBJISICTCS] CTPAHOW HOMEP OJIMH B UMIIOpPTE ¥Y30€KuCTaHa, Mbl HE MOYKEM CKa3aTh, UYTO

% PoccuiickMii  COBET IO  MEXKIYHAapOIHBIM  jenaM  [DnektpoHmbii  pecype].  URL:

http://russiancouncil.ru/analytics-and-comments/analytics/kurs-rossii-v-tsentralnoy-azii-mezhdu-tashkentom-
i-astanoy/ ([lara oopamenus: 09.03.2019)
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[IBelitiapus IBISETCS OCHOBHBIM MapTHEPOM Y 30€KHCTaHa, TOCKOJIbKY MBI HUYETO HE
JKCIIOPTUPYEM.

I'yMaHuTApHO-KYJBTYPHBIA U 00pa30BaTe/IbHbINA KOMIIOHEHT
COTPYAHHMYECTBA

B Hacrosiee Bpemsi Ba)XXHO H3Y4YWUTh KyJIbTYpY CTpPaHbl, KOTOpas CTaHET
JUIUIOMAaTHYECKUM apTHEPOM Apyroro rocynapctsa. [Io MHEHHIO aBTOpA, PEIUTHIO,
A3BIK, MY3bIKy, KHHO M MHOI'O€ JpYyroe cleAyeT H3y4aTh Nepe] HalaKUBaHUEM
KyJIbTYPHOTO COTPYJIHHMYECTBA MEXKIY CTpaHaMu. Eciii TOBOPUTh O KYJIbTYpPHBIX U
I'YMaHHUTAPHBIX OTHOLIEHUIX Mexay Poccueil u Y30ekuctaHoMm, TO OYEBUAHO, YTO 10
pacnana CCCP PecnyOnmka Y30ekucTaH BXOAMJIA B YHUCIO TOCYAAapCTB-UJICHOB
Coserckoro Coro3a u 3a mnepuosa Oosiee monyBeka Pecrybnuka VY30ekucran
yHAacJIeJIoBaja HEKOTOpbIE KyJIbTYpHBIE LIEHHOCTH Poccuiickoil Penepannu, B TOM
YHCIIe U PYCCKUH f3bIK, a Takke Poccust o3HAKOMUIIACh € KYJIBTYypoil Y30eKkucTaHa.
OTOT (akTop ChIrpaj BaXXHYIO POJIb B YCTAHOBJIEHHH KYJIbTYPHBIX U T'yMAaHUTAPHBIX
OTHOLIEHUH WJM, 4TOOBI OBITh 0OJIe€ TOYHBIM, JBYCTOPOHHUX OTHOUIEHUN MEXIY
CTpaHAMH.

['ymaHUTapHO-KYJIBTYpHOE U 00pa30BaTEIbHOE COTPYAHHYECTBO MEKIY
V306ekuctanom u Poccueli pa3BuBaercs oueHb akTUBHO. PecmyOnmka Y30ekucran
BCETa NOAAECPKUBAIA KYJIbTYPHOE COTpyAHHUEeCTBO ¢ Poccuiickoin Penepanuen.
[lepBoe cornamieHue O TyMaHUTapHOM, KyJIbTYpHOM U  00pa3oBaTeIbHOM
coTpynHuuecTtBe Mexay Poccueil u Y36ekuctanom O0bu10 moanucado 19 mapra 1993

. Crour ormeruTh, uTO Y30€KUCTaH

roga ¥ B HACTOSAIIEE BpEMS JEHCTBYeT?
00ecreynBaeT yBaKUTEIbHOE OTHOLIEHUE K BCEM BUIAM KYJIbTYPBbI, PEJTUTUH U SI3bIKOB
Ha Tepputopun PecnyOnmku Y30ekucrtaH, 4yrto Takke oTmedeHo B KoHctutyiuu
PecniyOnuku Y36ekucrtaH, B ctaThe 4 KOTOPBIM momuepkuBaercs, uro ‘‘PecmyOmmka
V36ekucran oOecneurBaeT YBaKUTEJIbHOE OTHOILIEHHE K $3bIKaM, OObIHasM U
TpaguUMsAM HaluWM{d W HAPOAHOCTEM, NMPOKMBAIOIIMX HA €€ TEPPUTOPHUH, CO31aBas
YCIJIOBHS JUISl UX PA3BUTHS .

IIpesunent Poccuiickoii ®enepauun B.B. Ilyrun nocernn TamkeHt ¢
rocyaapcTBeHHbIM BU3UTOM 18 okTs10pst 2018 roga. Ero Bu3uT B Y30eKkucran chirpani
BaXXHYIO POJIb B Pa3BUTHUU PA3IMYHBIX OOJIACTEH COTPYAHUYECTBA MEXAY IBYMS
CTpaHaMH, B TOM 4YHCJIE€ O00pa30BaTEIbHOrO, T'YMAaHUTAapPHOTO U KYJIBTYPHOTO

COTpYIHHYECTBA MeXAy Y30ekucrtanoM u Poccueit. JIOkyMeHTHI ObLUIM TIOITMCAHEI B

% Cornamenne wmexay IlpasutensctBom Poccuiickoit ®enepamuu u IlpasutensctBom PecrnyGnuku
VY30ekuctan 0 COTpyIHUUYECTBE B 00IaCTH KYJIbTYphl, HAYKH M TEXHUKH, 00Opa3oBaHUs, 31paBOOXpaHECHUS,
nHpopMaluy, criopta u TypusmMa ot 19 mapra 1993 (nmoanucas B r. TarikeHte) // BromieTeHb MEKIyHAPOIHBIX
norosopos, N 6, 1993 [anekrponnsrii pecypc]. URL: http://www.mid.ru/ru/foreign_policy (Jlata obparienus
26.10.2018);
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o0nactu MeXrocyaapcTBEHHOM MpOorpaMmbl SKOHOMHUYECKOTO COTPYJHUYECTBA HA
2019-2024 rone! u [Iporpammsel KyJabTypHOTO M TYMAaHUTAPHOTO COTPYIHUYECTBA HA
2019-2021 romsl.

Cnenyer OTMETHTh, 4YTO Y30€KHCTaH SBJSIETCS CTpPaHOM, B KOTOpPOH
IIPEACTABIICHBl PAa3JIMYHBbIE KYJIbTYpPBI, SA3BIKM W Tpaauuuu. IlockosbKy uyepes
V30ekuctan mnponeran IEnkoBbId myTh, peciyOiiMKa YHaciae[oBala pa3IMyHbIC
O50/1a ¥ KyJIbTYpHBIE IIEHHOCTH C TOro BpeMeHH. C IEeNbI0 Pa3BUTHUS KyJIbTYypPHBIX
nenHoctel 13 saBaps 1992 roga 6611 co3nan PecnyOnnkaHCcKuil ”HTEpHAITMOHATBHBIN
KynsTypHblil nentp (PUKIL))?'. Tlocne o6pasosanus PUKI] KonuuecTBO TakMX
LICHTPOB Hayajo yBeIW4YuBaThCs: B 1992 roay cymectBoBasio 10 HalmoHaIbHBIX
KyJIbTYPHBIX LIEHTPOB, a B HACTOsIIEEe BpeMs Ha TEPPUTOPUM Y30eKUCTaHa
opunuanbHo aercTByeT 0osee 140 Takux EHTPOB.

Poccuiickuil IeHTp Hayku U KyJIbTypbl OTKpbLICS B Tamkente 15 oktsaops 2005
rojfa. TOT LUEHTP SABJSIETCS OJHHUM W3 OCHOBHBIX HampasieHUN PoccoTpyaHuuecTsa,
KOTOpO€ paboTaeT ¢ Y30€KUCTaHOM B Pa3JIMUHBIX 00JacCTSAX, B TOM YHCJIE B 00JacTH
oOpa3oBaHMsI, KyJIbTypbl U Tmpouux. Kpome TOro, CTOUT OTMETUTh, YTO
PoccotpyanuuectBo nMeet cBou ¢unnaisl B 0osee ueM 56 ctpaHax MUpa, ubs paboTta
HaIpaBJeHa Ha U3YYEHHUE PYCCKOTO SI3bIKA M KYJIBTYPBI, YTOOBI IpaXk/laHe dTUX CTPaH
MOTJIM yuuThesd U pabotaTh B Poccuiickoit denepanun. Poccuiickuii HEHTp HayKH U
KyJbTypbl B TalllkeHTE CUMTAaeTCs OAHOM W3 TJIABHOM opraHu3zauun Poccuw,
CBA3AHHBIX C KyJbTYpoil M o0Opa3oBaHHeM. ['OJOBHBIM OpPraHOM OpraHU3aluu
apisierca  PoccorpygnmuectBo. OCHOBHBIMH — HAalpPaBJIEHUAMH  JEATEIBHOCTU
Poccuiickoro nentpa Hayku u KynbTypsl (PLHHK) sBisitoTcs ykperieHue mo3unui
PYCCKOTO si3bIKa, 00pa3oBaHKE M HayKa, OOIIECTBEHHAs IUIIJIOMATHs U CPaBHUTEIbHAS
IOJIEPIKKA.

[TepBorit MexayHapoaHbIA POpyM ApeBHHUX ropoaoB B Poccuiickoit deneparuu
ChIrpaJl 3HAYUTENBHYIO POJIb B Pa3BUTUU KYJIBTYPHBIX CBSI3€H MEXAY Y30€KHUCTaHOM
u Poccueii. ®opym npoxoawi B Psa3anu u mimncs cemp aueit: ¢ 12 mo 19 anpens 2018
rona®®. B mem npunsim ydactue Gomee 40 neneramuii m3 ropomos ctpan CHI m
JaJIbHEro 3apy0exkbs. Y30€KHCTaH aKTHMBHO Y4YacTBOBAJI B 3TOM MEXAYHapOIHOM
dopyme. [Tockonbky B PecnyOminke Y30eKUCTaH €CTh HECKOJIBKO APEBHUX TOPOJIOB,
UMEIOLIUX pPa3IMYHble KyJIbTypHbIE IIEHHOCTH, JelieraTbl M3 Y30eKUCTaHa
MPEACTAaBUIN KYJIbTYpHbIE IeHHOCTH CaMapkaHaa u byxapsl.

B V36ekucrane npoxxuBaer Oosiee 32 MWIIMOHOB TpaxkiaaH, u3 Hux 2,0%
HACEJICHUSI COCTABIISIIOT PYCCKHE. DBOJIBIMMHCTBO M3 HUX XUBYT B TamkeHnte. s

2 Cranosnenne u Passurue DrtHononutuku B CoBpeMeHHOM Y36ekucrtane // BectHuk Omckoro
yauBepcutera. Cepust “Hcropuueckuit Haykn”. 2014 Nel (1). C.53 (Hdara obpamenns 21.03.2019);

28 Mexnynapoauslii Gopym apeBHHMX Tropomos. By uzbtravel Posted 23.08.2018 [Pexum mocrymal:
http://uzbekistan.travel/ru (JTata o6pamenns 28.03.2019);
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pa3BUTHUS KYJIBTYPHOTO COTpyAHHUYecTBa ¢ Poccueit Y30ekucran Taxke 3a00TUTCS O
PYCCKHX KyJIbTYPHBIX MECTaX Ha CBOEH TeppuTopuu. B TamkeHTe U B Ipyrux paiioHax
VY30ekucraHa CyIIECTBYET MHOMKECTBO KpPACHUBBIX PYCCKHX KYJIBTYPHBIX MECT.
Hanpumep, B TamkeHTe caMblMU MOMYJISIPHBIMA PYCCKUMH KYJIbTYPHBIMH MECTAMHU
ABIAIOTCA AKajeMHUecKuil pycckuii apamarudecknii Teatp??, Kadenpansaelii codop
VYcnenus boxwuenr Marepu, Jlom-myseri mucarenst Ceprest bopoauna, Co6op Cs.
Anekcanapa Hesckoro, My3zeit Cepres Ecenuna u Xpam Csitoro Bnaaumupa. A
takke, B CaMapKaHje CylecTByeT Pycckuii Tearp apambr’, Mas3oseil mpopoka
Hanuuna, Cobop Cstutens Anekcusi MockoBckoro, Xpam Ilokposa IlpecBsiToit
boroponuusl, [Temepa Cestoro [daBuna, a B byxape cymecrByer Xpam ApxaHrena
Muxaunna. OHH TaKXe SBJISIIOTCS OJJHUM U3 CAMBIX MOMYJISIPHBIX TYPUCTUUECKUX MECT
1u1st mocenieHus B PecriyOnuke Y30ekucTaH.

Kak n3BeCTHO, pyCCKHUi A3BIK ABISETCS OJHUM U3 6 MUPOBBIX SI3BIKOB, a TAKKE
onHUM u3 padounx sa3pik0B OOH. B Y30ekucrane rpaxkaane pecinyOauKku roBopsAT Ha
3TOM si3bIke. [TOCKOIBKY pYyCCKUM SI3bIK HE SIBISICTCS POJHBIM SI3BIKOM HACEJICHHS
VY30ekucrana, oH HeO(UIIUATBEHO CTal BTOPBIM SI3bIKOM, MpUYeM B TallIKeHTE PYCCKUIA
A3BIK 00JIEE PACTIPOCTPAHEH, YEM B APYTHX PETHOHAX Y30eKHCTaHa.

B nactosiee Bpems B TamkeHTe HAXOIUTCS HECKOJIBKO (DUITMATIOB POCCUNUCKHUX
BY30B, B TOM 4ucie (priiman MOCKOBCKOTO rOCy/1apCTBEHHOIO YHUBEPCUTETA UMEHU
M.A. B. JlomoHocoBa, puninan Poccuiickoro rocyJapcTBEHHOTO YHUBEPCUTETA HEPTH
u raza umenu 1. M. I'yokuna, punmnan ®I'BOY BO "Poccuiickuii 5KOHOMUYECKUN
yHuBepcuteT umenu ['. B. [lnexanosa", a Takke HallMOHATBHBIN UCCIIEI0BATEIbCKUM
texHojorndeckuit yHuepcutrer "MUCuC" B r. Anmansik (Tamkentckas o0m).
Crnenyet oTMeTuTh, 4To B 2018 TOy Ha npecc-kKoH(EpEeHIIMY MUHUCTP HHOCTPAHHBIX
nen Y30ekucrana AOmynazu3 KamumioB orMerus, 4to B Ommkaiimee Bpems 4
POCCHICKHX By3a COOMPAIOTCSI OTKPBITH CBOM (huuaibl B TalikeHTe. Y HUBEPCUTETHI,
KOTOpBbIE COOMpAIOTCA OTKPBITh CBOM (uumanbl B Tamkenre, - HanuoHanbHBIN
HCCIIEIOBATENbCKUI TE€XHOJIOTUYECKUI YHUBEPCUTET "MOCKOBCKHUI
rOCyIapCTBEHHBIM YHUBEPCUTET cTamu U cruaBoB", IlepBeiii  MOCKOBCKUIA
rOCYJIJapCTBEHHBIN MEAUIMHCKUN YyHHBepcuTeT UMeHM (CeueHoBa, MOCKOBCKHIA
APXUTEKTYPHBIN YHUBEPCUTET, POCCUICKHI TEXHOJIOTUYECKUN YHUBEPCUTET.

[TepBrbIit poccuiicko-y30€Kckuii 00pa3oBaTeNbHBIA (HOPYM, KOTOPBI COCTOSIICS
B Tamkenre 18 oxta6ps 2018 roma, cranm npumepoM H3MEHEHUH B cdepe
00pa3oBaTEIBLHOIO COTPYJAHUYECTBA MeEXAy Y30ekucranoM u Poccueit. B atom
obpazoBaTenbHOM (hopyme npuHsIn yuactue 6osiee 200 pekTopoB 000MX TOCYAapCTB,

2 TocynapcTBeHnblil Akagemudeckuil Pycckuii Jlpamatnueckuii Teatp Y36ekucrana r. TamkenT - [Pexum
noctyna]: http://gardt.uz/ (Jlata o6pamienus 29.03.2019);

30 Camapkannckuii Pycckuii Teatp Jpamsl r. Camapkanna - [Pexum moctynal: http://samrusteatr.uz/ (Jara
obpamenus 29.03.2019);
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r7ie JB€ CTOPOHBI OOCYAMIIM pAcCIIUPEHHUE COTpyAHUYECTBA B chepe oOpa3oBaHMUs.
Crnenyer OTMETUTh, UTO Ha 3TOM OOpazoBaTeidbHOM (opyMe mojanucano Ooisee 128
COTJIAIICHU O COBMECTHBIX OOpa3oBaTENbHBIX NPOrpaMMax U MPOEKTaX MEXKIY
yHuBepcuteTamu Pecry6bnuku V36exuctan u Poccniickoit ®enepamun’,

HoBble mnepcnexkTuBbl BO3HMKIM B COTPYIHHYECTBE MeEXIy MOCKBOM U
TamkeHToM mocne Toro, kak Bropou npesunaeHt lllaBkat Mupsuées cran riaBou
rocygapctBa. HeoOxomumo otmetuth, uTo 18 sHBaps 2017 roma B TamikenTte
MpEeACTaBUTENBCTBO  PoccoTpynHuuectBa U Y30ekckuit  ['ocynapcTBEeHHBIM
YuuBepcuter MupoBbsiX SI3bIKOB NOANUCANIM coriameHue o6 oTkpbiTuu lleHTpa
pyccKkoro s3bika B yHuepcutete. Cornamenue noanucainu pekrop ['anumep Paxumon
U 1aBa npencraButenscTBa Poccorpynunuecta Buktop Hlynnk. Coznanue Llentpa
PYCCKOTO SI3bIKa B OJTHOM M3 BEAYLIUMX BY30B Y30€KHCTaHa ChIIPAET BaXXHYIO POJb B
Pa3BUTHHU KyJIbTYpHOTO coTpyanudecTBa Poccun u Y36ekucrana?,

Poccuss urpaer kirodeByro poib B chepe oOpa3zoBaHUs Mg CTYJEHTOB W3
V30ekucrtaHa, MHOTM€ OpraHM3alMd W MHHHCTEPCTBA HANPABIAIOT CBOMX
cotpynHukoB B Poccuiickyro denepanuio juist noBbiieHus: kanudukauu. Kpome
TOTO, CTYJIEHThl U3 Y30eKkucraHa, KoTopble yudarca B Poccuiickoit deneparuu,
AKTUBHO MPOBOIAT J€HB KYJIbTYpbl ¥Y30€KHUCTaHa, I7I€ MOKHO YBUJIETh HAITMOHAJILHYIO
0JICK]y, MOMPOOOBATh pa3IMYHbIC OJII0J]a, B TOM YKCJIE U BKYCHBIN IUIOB. B Kaxaom
POCCHIICKOM YHUBEPCUTETE CYIIECTBYET 3EMIISTYECTBO Y30€KHCTaHa, KOTOPOE
MPOBOJIUT PA3JIMYHBIE MEPONPUATHUS, TJI€ POCCUUCKHE CTYJIEHTbI W CTYJCHTHI,
yuamuecs B Poccum, MOTYT MO3HAaKOMUTBLCS C KyJbTypol Y30ekucrtana. B Mockse
KyJbTYPHBIN JIeHb Y30€KHCTaHa, a TAaK)Ke KyJIbTYPHBIN MTPa3THUK CTPAHBI TPOBOIATCS
B Poccuiickom ynuBepcuteTe apyx0Obl  HapomoB (PYIH)**, MockoBckom
TFocymapcteennom  Wuctutyre Mexnynapomusix  Ornomenuit  (MIUMO)34,
MOCKOBCKOM Trocy1apcTBEeHHOM yHUBepcuTeT uMmeHu M.B. JlomonocoBa (MI'Y umenu
JlomoHocoBa), Beicmieit mikone sxoHomuku (BIID), Poccuiickom 3K0OHOMHYECKOM
yHuBepcutete uM. I.A. B. I[lnexanosa (POY um. I'. B. IInexanosa) u B 1pyrux By3ax.

HNcxonss W3 BBIIEW3I0KEHHOTO, Mbl MOXEM OTMETHUTb, YTO JIByCTOPOHHUE
oTHoleHus: Mmexnay PecnyOnukoit VY30ekucran u Poccuiickoit ®Denepammeit B
MPOIIJIOM OB HECTAOMIHHBIMHU, @ B HACTOSIIIIEE BpeMs CTau O60see CTaOUILHBIMU U

3 [lepssrit Poccuiicko-y30ekckuii o0pazoBaTenbHbIN ¢dhopym - [Pexum Jocrynal:
https://www.msu.ru/news/pervyy-rossiysko-uzbekskiy-obrazovatelnyy-forum.htmi (Hata  obpamieHus
26.03.2019);

32 Poccuiicknii Lentp Hayku u Kysnsrypst B Tamkente / PLIHK B Tamkente n Y36eKCKuii ToCy1apCTBEHHBIN
YHUBEPCUTET MHUPOBBIX S3BIKOB OOCYIWIIM TPOEKTHl coTpyanundectBa Ha 2017 rom - [Pexxmm mocTymal:
http://uzb.rs.gov.ru/ru/news/6266 (JTata oopamienns 02.04.2019);

3 lum kynbTyphl pasHbix crpan npouun B PYJIH - [Pexxum moctynal: http://www.rudn.ru/media/news/life-
in-rudn/est-u-kajdogo-na-rodine-chto-nibud-takoe-o-chem-obyazatelno-hochetsya-skazat-vsluh-dni-kultury-
raznyh-stran-proshli-v-rudn ({ata oopamienuns 27.03.2019);

3 Henens VYs06exucrama B MIMMO - [Pesxum pocrymal: https://mgimo.ru/about/news/main/nedelya-
uzbekistana-v-mgimo/ (Jata oopamenus 27.03.2019);
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HaJaeKHbIMH. COrJacHO CpPAaBHUTEIBHOMY aHAJIU3y JABYXCTOPOHHHMX OTHOILLIECHUN

V30ekncrana u POCCI/II/I, IIpOoIJI0C U HACTOAIICC ITIOKA3bIBAIOT, YTO B HACTOAIICC BPCMSI

OHH paCIIUPUIINCh U AKTHBHU3UPOBAJIUCH. AKTI/IBI/I33.HI/I5{ ABYCTOPOHHHUX OTHOILICHUU

MCIKIAY MockBoii u TankeHTOM IMIpoun3o1Ia IocCJIC CMCHBI BJIACTH B V30ekncrane u a0

HACTOSIIETO BpeMEHH pa3BuBaeTcs. Mcxonst u3 Takux (akToB, HET COMHEHHH B TOM,

YTO JABYXCTOPOHHHE OTHOIICHHS MeXAy Y30ekucranom u Poccueit wumeror
ITOJIOKUTEIIBHBIE TIEPCIIEKTHUBBI.
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Cultural barriers and how to overcome them for Asian joint venture
in the West
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The article aims to investigate cultural barriers among two merging companies,
one from Asia and another from North America. As a matter of fact, not all countries
are in the same path of dealing with cultural obstacles, therefore investigation aims to
look at various issues that may arise on collaboration of a joint venture specifically
between People’s Republic of China and United States of America. In addition,
suggestions and proposals with appropriate literature are going to be given to overcome
cultural issues.

Introduction

United States, in comparison to China doesn’t have long history and fundamental
set of cultural beliefs. The experience and knowledge shows that comprehending
Chinese culture is much more than speaking its language. With deep history of customs
and traditions implanted thousands of years ago, China has established its own one-of-
a-kind and tremendously varied business culture that at the same time combining
Western influences while furiously maintaining its own one-of-a-kind perspective.
Variations in American vs. Chinese business culture is able create disagreement if not
dealt with it carefully.

Part 1. Differences and similarities.

In the last couple of decades, China has been very quickly taking up Western
culture and technology in their usual daily life. This can be witnessed in their extensive
recognition of all things from mobile phones to fast food and American TV shows.
Present-day China is in time of transformation, and under the contemporary Western
culture adjustment, China's social assimilation is evolved from traditional perception
of the self and now uncovered to the singular adaptation (Feldman et al. 1992).

Currently, many Chinese city dwellers have seen and experienced an overseas
understanding and a reality, in education sphere, in employment or just by vocations.
No doubt that this had an influence in broadening their prospective thinking and carry
an intellectual significance on lifestyle, principles or temperament (Lu 2008).
According to (Pierre Xiao Lu 2008) present Chinese value system refers as a "melting-
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pot" constructed by the importance of traditional Chinese culture, philosophies,
religions and the prestige of Western culture, believes and principles of living. More
precisely, college students in China may be affected by the western attitude,
accordingly enticing the urgency of individualism and individual freedom (Tsai et al.
2000).

Individuals' approach to think partially embodied by the environment and the
culture. Based on (Hofstede 1994) every individuals' opinion and behavior standards
are affected by their initial childhood setting, background about Hofstede and his
analysis that directed to increase international communication and comprehension.
With no doubt it is safe to indicate that the attitude of each individual is established by
designs programmed in their sub-consciousness, primarily by the culture which they
are occurred from (Krawczyk 2012).

Geert Hofstede at first established four central measures of cultural diversification
they are:

= power distance (PDI)

= collectivism vs. individualism

= femininity vs. masculinity

= uncertainty avoidance (Hofstede 1983)

Subsequently, (Hofstede & Bond 1984) joined additional fifth measure, long-term
vs. short-term orientation. Furthermore in 2013, Hofstede put in place of long-term &
short-term measure with two modern measures, Pragmatism & Indulgence. It is also
worth mentioning that according to (Gallagher & Savage 2012) hypothesis established
by Hofstede leads cross-cultural interpretation even in online research.

Without displaying comparison score on these given cultural diversifications, a
country analysis is meaningless. Table graph 1 below displays comparison score
between China and United States in terms of cultural diversifications.

Table graph 1 - comparison score of China and United States.
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1. Power distance

This particular element deals with the evidence that every individual in societies is
not equal - it conveys the mental outlook of the culture in the direction of these disparity
amongst us. Power Distance is characterized as the extent to which limited powerful
representatives of institutions and organizations inside the country look forward and
accept that power is allocated unevenly.

In the Power Distance ranking China stands at 80, at twice higher score than United
States. This gives the believe that injustice among individuals are satisfactory. The
relationship between the superior and the subordinate likely to be divided and there is
no justification contrary to power abuse by individuals in higher rank. In formal
Chinese organizations employees are affected by formal authority and for the most part
optimistic about people's ability for leadership.

2. Individualism

According to Hofstede - insights, at a score of 20 China is a profoundly collectivist
culture where people are in the position of acting for the benefits of the group and not
certainly of themselves. In-group analysis influence hiring and promotions with
devoted in-groups (e.g. family) are gaining advantageous treatment. When collectivism
Is high employee pledge to the organization (but certainly not to the subordinates in the
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company) is minimal. When in fact relationships with companions are cooperative for
in-groups they are bitter or even mean to out-groups. Personal relationships prove to
be more powerful over task and company.

3. Masculinity

A high score on Masculinity index points out that the society will be guided by
competition, attainment and prosperous success, the success being identified by the
professional in the field - a value system that kicks off in school and goes on during
the whole organizational life.

A minimal score on Feminine measurement index point out that predominant
significances in society are attention for others excellence of life. A Feminine
organization is the one where excellence of life is the indication of success and being
distinct from the crowd is not attractive. The basic argument here is what stimulates
people, having the desire to be best - Masculine, or adoring what you do - Feminine.

At score of 66 China considered as Masculine society, meaning success positioned
and operated. The example of ensuring success is the evidence that many Chinese will
give up priorities of family and leisure to work. Individuals engaged in service
business, such as barbers, car repairs serve people till very late nights. Relaxation and
leisure time is not that crucial. Thus, Chinese company merging with American
company, it is still expected high efficiency with maximum output.

4. Uncertainty Avoidance

It is the score that displays the amount to which the representatives of a culture feel
vulnerable uncertain or unfamiliar situations and have established beliefs and
institutions that attempt to bypass these is mirrored in the score of Uncertainty
Avoidance. At the score of 30, China carries minimal amount of Uncertainty
Avoidance. The Chinese are comfortable with ambiguity, as a matter of fact Chinese
language itself is full of ambiguous definitions that can be challenging for Westerners
to comprehend. At the meantime 70% - 80% of Chinese businesses are in the size of
being from small to medium and family owned.

5. Long Term Orientation

This measurement characterizes how each society needs to maintain some
connections with its own history at the same time dealing with the claims of the present
and future, and societies prioritize these two present goals variously. Such cultures with
high score, on the contrary, welcomes more pragmatic approach: they encourage
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frugality and achievements in present-day education as an approach to get ready for
the future.

With outstanding score of 87 in this measurement, China is quite pragmatic culture.
In such societies, with a pragmatic direction, people highly assume that truth relies very
much upon situation, circumstances and time. They demonstrate an ability to adjust
traditions to altered conditions, strong tendency to preserve and invest, thriftiness, and
perseverance in accomplishing outcomes.

6. Indulgence

One dispute that withstands humanity, currently and in the past, is the extent to
which children are socialized. To become "human" we ought to socialize. This
measurement is determined as the degree to which degree people attempt to control
their ambitions and impulses, according to how they were brought up. Comparatively
weak control is referred to as "Indulgence™ and comparatively strong control is referred
to as "Restraint™. Therefore cultures can be characterized as Indulgent or Restrained.

As can be seen from the score of 24 China is a restrained country. Societies with
minimal score in this measurement have an inclination to cynicism and pessimism.
Likewise, in comparison to United States that carries score of 68 in this dimension,
restrained societies do not lay much strength on leisure time, and maintain the
fulfillment of their desires. People with these norms feel that indulging themselves is
somehow wrong, and that their actions are somewhat restrained by social norms.

Theory X and Y Management

Analyzing above mentioned dimensions from Hofstede insights, in relation to
culture lets first look at what Theory X and Y is.

Theory X and Y were initially defined by McGregor in his book "The Human Side
Enterprise" and they refer to two styles of management - authoritarian (Theory X) and
participative (Theory Y). According to (McGregor 1967) if the manager believes that
their team members feel distaste towards their work and have minimal motivation, then
the manager will likely implement an authoritarian style of management. It is a hands-
on approach to get the work done properly.

In joint venture between Chinese and American corporations this approach is quite
handy for managers since Chinese people prefer working more and tend to follow their
leader.

On the contrary, if the manager believes that his subordinates are proud of what
they do and see it as something quite challenging, then managers are more likely to
implement participative management approach. Managers who implement this style
have a firm belief in their subordinates to take ownership of their work and carry this
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out effectively by themselves. Based on (McGregor 1967) this approach is referred as
Theory Y.

In Chinese-American joint venture this approach will likely suit an American
manager towards Chinese employees, since this would be something new, motivational
and challenging for Chinese employees. Table 2 below highlights the main importance
in difference between Chinese and American business ethics and cultures based on
Hofstede's cultural dimensions and after McGregor's Theory X and Y Management we
can conclude the following.

Table 2 - Differences between United States and China

United States China

Work is good for people Work is a necessity, not a goal itself

People's capacities should be maximally | People should be in peace and harmony

utilized with their surroundings

There are organizational objectives that | Absolute objectives exist only in God,

exist apart from people but in business people in authority
represent God so they should be followed

People in organizations behave as | People behave as members of a family

unattached individuals and or a group

International staffing

According to (Grimsley and Heinichen 2012) and (Caligiuri and Colakoglu 2007)
there are three types of employees working on an international phase, the first type is
referred to as expatriate, it is an employee who is a citizen working in a foreign country
that belongs to company's home country (Noe, Hollenbeck & Gerhart 2006). An
appropriate example here is a Chinese citizen working for Pinduoduo, it is a Chinese
e-commerce platform company who according to (Bernard 2018) went public in US
market. Recapitulating the significance of expatriation (Caligiuri and Colakogulu
2007) state that it ought to be organized and parallel with the company's strategy. The
following type is national of a host-country, worker who is employed and hired by a
foreign organization but however working in their own country. A good illustration of
this is a Chinese citizen employed by Ford Motors in China. The final type is a third-
country national who is a citizen of a particular country employed in another country
for an organization which is headquartered in a third company. For example, Russian
citizen working for Apple Inc. in China.
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1. Culture and Beliefs

Various regions, various countries and various ethnic groups would carry various
cultural experiences and circumstances and therefore various beliefs which are
fundamental elements to examine when outlining international strategy. As (Hofstede
1980) defines a culture as "collective mental programming of the people in an
environment”. Yet it is debatable that a culture does not touch all members within a
region, it is debatably undeniable fact that some cultural facets are generally known
among people within nearby geographic locations. Geert Hofstede acknowledges that
it is complex to determine what the culture of a country really is, and therefore putting
on a culture to a nation does not determine that every individual residing in a particular
country carry all the characteristics given to the culture. As an outcome, only general
elements are mentioned when referring to national cultures. Hofstede argues that
nationals out of the same country commonly use "national character" which is
undoubtedly distinguishable to foreigners (Hofstede 1980).

2. International Staffing & Wages

International hiring process, comprising recruitment and selection stages, deals with
crucial problems faced multinational organizations with consideration to the
employment of home, host and third country nationals to occupy important positions
in their headquarters as well as in subsidiary operations (Scullion and Collings 2006).
Via international hiring process, multinational corporations coordinate and monitor
global operations (Stroh and Caligiuri 1998). Furthermore, international hiring process
may affect outcome of subsidiaries as well as multinational enterprises (MNES) as a
bulk, as stated in (Colakoglu and Caligiuri 2008) (Colakoglu, Tarique & Caligiuri
2009). According to several authors such as (Tharenou and Claufield 2010) &
(Collings, Scullion & Dowling 2009) the literature of international hiring process has
significantly enhanced in the past two decades. Nevertheless, in spite of few
exceptions, significant number of research was administered in Western contexts.

Hiring strategies are essential to international recruitment and selection
(Do rrenba“cher and Geppert 2010) & (Ando 2011). According to (Perlmutter and
Heenan 1979). There are four fundamental approaches for international staffing. They
are:

= Ethnocentric

= Polycentric

= (eocentric

= Regiocentric
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Ethnocentric strategy fulfills all the crucial positions with parent-country nationals
(PCNs) in subsidiaries overseas, in the mean time polycentric strategy does so with
host-country nationals (HCNSs). The geocentric strategy implements the best people for
senior positions no matter what their nationalities are. Last but not least, the
regiocentric strategy chooses the best applicants, but within a particular region.

When talking about culture and barriers to overcome it in the case of joint venture
it is difficult to go by without mentioning wage strategies in each region. As for Asian
countries, they tend to have low salary rates, are in the stage of fast pay growth,
proceeding to complete uncertainty in the future staffing strategy. Asia has many
diverse cultures, as a matter of fact fundamental cultures are being majorly researched
and studied in western literature. Consequently legitimate training of managers on
localized host-country theories would be a good approach. This guides towards region-
centric or ethnocentric staffing approach being appropriate for Asia.

North America is in ownership of a culture that is extensively known and reviewed
and examined in all other societies and regions. American philosophies and theories
are widely researched in management literature besides America in each part of the
world (Hofstede 1980). Therefore adequate managers from any distinct society or part
of the world is capable of doing equally well North American countries. This particular
region tends to have highest salary rate compare to all of other regions - disadvantage
here being employing locals. Geocentric staffing approach leaves us as the most
appropriate choice for subsidiaries of international organizations operating in North
America.

Recommendations and Conclusion

For what is given above recommendation could be as following, that Chinese
company operating in United States might have some challenges if management
decides to hire local Americans, since the company has to pay them standard salary
according to rules and regulations of the local state. Experience and above mentioned
dimensions show that Americans like to pay more attention to leisure rather than to
work, personal experience also shows that Americans take each and every of their
holiday seriously and take day offs when holidays approach. Therefore it would be
profitable to hire more Chinese citizens to work for Chinese company operating in joint
venture in United States. There are many joint ventures operating in United States, as
research indicates majority of Chinese MNEs are not coping with local culture and
failing to implement appropriate Human Resource Management approaches to satisfy
their internal customers. Chinese MNEs should set their benchmark point of
implementing right HRM policies that suits the local needs and culture by learning
from local organizations. show that Americans like to pay more attention to leisure
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rather than to work, personal experience also shows that Americans take each and every
of their holiday seriously and take day offs when holidays approach. Therefore it would
be profitable to hire more Chinese citizens to work for Chinese company operating in
joint venture in United States. There are many joint ventures operating in United States,
as research indicates majority of Chinese MNEs are not coping with local culture and
failing to implement appropriate Human Resource Management approaches to satisfy
their internal customers. Chinese MNEs should set their benchmark point of
implementing right HRM policies that suits the local needs and culture by learning
from local organizations.
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The human capital is the most important asset, which leads an organization to
success. Global competitive business environment requires “transferring of
knowledge”, which has led to demand for highly qualified managers. The scholars
highlight several strategic purposes for expatriates assignments: the need for skilled
expatriates to help build new international markets (Findlay A., 1996) by transfering
and application managerial know-how and technology innovation, (Hockings B.,
2004), building social network within the company and transferring the company
culture to subsidiaries (Tushman M., 2017)", “developing of expatriate managers”
through international experience. In order to achieve the abovementioned and ensure
expatriates contribution to organisation success, it is critical to follow proper HR policy
in recruitment and selection process of expatriates for international assignment.

Recruitment and Selection practices

Hiring and deploying people to positions where they can perform effectively is
the aim of any company. As per Wild, recruitment is “the process of identifying and
attracting a qualified pool of applicants for vacant position”, while selection is
“screening and hiring process of the best- qualified applicants with the greatest
performance potential” (Wild J.J, 2016). According to researchers, in the selection of
expatriate employees the factors like technical competence, expatriate ability to adapt
and adaptability of the spouse and the family are the most critical. Therefore, to reduce
expatriate failure, a company should develop HR selection policy for international
assignments, which includes proper screening and selection criteria (Tung, 1987).

Also, during the selection process expatriates should be familiarized with the
core cultural values in the host society before the selection process starts. It is important
to provide realistic information about the living and working environment in particular
international assignments. The expatriates need information about their role in
international assignment as well as the rewards, benefits and costs associated with the
assignments. Then, it is important to assess the adaptability of the expatiate and his/her
family to host country culture. Moreover, overemphasizing the technical qualifications
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of the candidates and ignoring other personal qualities can cause failure of expatriates
In international assignment.

Key phenomena of Expatriates failure

Failure and success of expatriates has become one of the most sophisticated
issues for multinational companies. Usually, an "expatriate failure" is a result of the
human resource management error during the candidate selection process, often
combined by ineffective expatriate management policies (Dowling, 2017). The
problem of "expatriates' failure” has been comprehensively explored by scholars of the
HRM field for many years. Thus, according to dominating literature, the traditional
term has been defined as "the premature return of an expatriate, before the period of
assignment has completed”. However, there are some different points of view
regarding the use of definition in such a narrow sense. In case when problems with
expatriate’s adaptation exist or professional performance is inefficient, but the person
Is not recalled back, the expatriate should not be considered a failure. Obviously, an
inability to either effectively perform a new assignment or to adapt to the new
environment could contribute to long-term negative consequences in terms of
subsidiary performance. As such, if an expatriate continues to handle the job
responsibilities during the assigned period, it should be considered as a success.
Importantly, sometimes due to early completion of the foreign project, expatriates can
prematurely return to their home country. In this particular case, the traditional
definition of premature return of an expatriate does not necessarily indicate "expatriate
failure”. As Dowling cited Harzing (2004) “this term should be broader and define
underperformance and repatriation problems as well” (Dowling J, 2017).

The first researcher who investigated the reasons contributing to “expatriate
failure™ is Tung Rosalie. Her research studies revealed that there is variance depending
on MNC country-of origin. In addition, she mentioned that personal features such as
manager's or the spouse's inability to adjust in a new environment is critically
important. Furthermore, other factors, like family problems, the manager's maturity
and challenges associated with higher responsibilities in the new assignment were
highlighted. Later, new research findings also proved that manager's inability or the
spouse's inability to adapt, as well as other family problems are considered to be the
critical reasons for the persistent trend of expatriates' failure (Hill, 2019). Additionally,
it was found that cultural adjustment is one of the greatest challenges for expatriates.
Thus, Black notes "that the greater the cultural novelty of the host culture from that of
the global manager's own culture, the more difficult is the process of adjustment"
(J.Stewart Black, 1991).
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The expatriate failure is resulting in direct and indirect costs for organization.
The amount of cost varies depending on different factors like level of the expatriate’s
position and place of assignment. Obviously, managers' positions imply the
establishment of contacts with government representatives and customers. Therefore,
a manager's premature return may lead to issues with host country government officials
as well as material damage. Moreover, untimely leave of manager can influence local
staff and consequently decrease productivity that also can be considered as indirect
cost (Dowling J, 2017)

The psychological contract breach

Prior to new international assignments employees may develop subjective
perception or beliefs of the mutual obligation between employee and organization-
psychological contract. In fact, these personal beliefs sometimes do not match reality.
The importance of the psychological contract between candidate and organization is
emphasized by vague or missing information in the official contract that can lead to
employee's uncertainty and vulnerability in the international assignment (Haslberger
A., 2009). Thus, even though the formal contract reflects the core points of mutual
obligations, such factors as career perspectives, job security, performance expectations
or behavioral norms in a new country may remain unclear (Yan A., 2002).

The psychological contract breach is a "reactive process" when an employee
recognizes that the organization has not met expected obligations (Morrison E., 1997).
Such factors like unfulfilled expectations, or changes in promised rewards, overall cost
cutting, inequality compared to other staff members in similar positions may lead to
psychological contract breach during the international assignment (Haslberger A.,
2009) Moreover, the violation of psychological contract may contribute to the
employee-organization relationship disruption. The subsidiary also may influence
expatriates' perceptions of Psychological Contract Breach by ignoring corporate human
resource management policies or failing to provide appropriate working conditions for
expatriates', as well as not giving enough empowerment in strategic decisions in host
country companies. Furthermore, lack of adequate cross-cultural training and language
courses for expatriates and their families can also have negative effects and lead to
Psychological Contract Breach. The attitude style of host-company colleagues towards
expatriates, such as hiding critical information and resources that effects on expatriate
performance in the host company may additionally contribute to expatriates'
perceptions of Psychological Contract Breach. (Mezias M., 2005) (Toh, 2012).
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Conclusion

Expatriates failure and success are the critical factors which impact on company
success globally. Therefore, the proper screening and selection process of prospective
expatriates is critically important. Despite the high risk of expatriates' failure in
international assignments multinational companies continue to practice ethnocentric
approaches, namely assigning parent country nationals to managerial positions to
transfer technical knowledge and managerial expertise to its subsidiaries. Moreover,
this practice allows MNCs leadership to ensure that the new subsidiary complies with
overall corporate objectives.

In order to avoid expatriate failure, which leads to direct and indirect costs for the
company, proper screening and selection process must be conducted by human
resource management in accordance with adopted expatriates' management policy.

The selection process should be based not only on relevant technical skills and
professional experience of the candidate, but also on assessing the adaptability features
of the expatriates and their families; for international assignments candidates should
be flexible, mobile and willing to adapt to different cultures. It should be taken into
account that factors like personality and early-life experience of candidates can
contribute to expatriate effectiveness. Psychological contract breach can also
contribute to expatriate failure. Therefore, during the recruitment and selection process
HR management must provide clear relevant information about all aspects of the
foreign assignment. Additionally, expatriates and their families need to be trained in
the areas of sociocultural norms, language, and economic situation of the host country.

Recommendations

As it has been revealed by research, overemphasis on technical qualifications
during the recruitment process, the manager's or/and the spouse’s inability to adjust to
a foreign environment, the candidate's psychological contract breach, lack of cultural
skills and language barriers are the most common reasons for expatriates' failure.

1. Firstly, to reduce expatriate failure, the specific HR policy for screening and
selection of international candidates must be developed by MNC;

2. The selection process should be based not only on relevant technical skills and
professional experience of the candidate, but also on assessing the adaptability
of the expatriates and family; for international assignments candidates should be
flexible, mobile and willing to adapt to different cultures. The factors like
personality and early-life experience of candidates can contribute to expatriate
effectiveness.

3. During the selection process HR management needs to offer a realistic picture
about working and living conditions in concrete international assignment. The
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expatriate should be provided with clear information about his or her role in
international assignment as well as the rewards, benefits and costs associated
with the assignments.

Finally, in order to contribute to expatriate success, orientation programs and
training facilitating adjustment should be conducted. Expatriates and their
families need to be trained in the areas of culture differences, language, and
economic situation of the host country.
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