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Corporate Demographic Policy as a Tool for Implementing the Strategic Interests...

Abstract. The demographic agenda and transformations of the modern labor market require the concept
of corporate social responsibility to be revised, including in the direction of supporting employees who
have families. The aim of the study is to develop and test a comprehensive methodology for evaluating
existing measures of corporate demographic policy in Russian organizations. Neo-institutional theoretical
approach and the theory of employee loyalty served as a methodological basis for the inclusion of the
institution of business in the implementation of demographic policy. The empirical study is based on our
own methodology for comprehensive assessment of corporate demographic policy measures based on three
indicators: employee awareness of the existence of measures, usefulness of measures for recipients, and
demographic effectiveness. The information base includes materials from a survey of 1,000 respondents
living in the Siberian and Ural federal districts. The research produced the following results: 1) the system
of measures aimed at supporting Russian workers and their families is not yet extensive, comprehensive
and sustainable; 2) we identified measures leading in information promotion, assessment of usefulness and
potential impact on reproductive behavior; we also identified measures that are not common in Russian
organizations, but have the potential to influence reproductive decision-making; 3) we determined the
foundations of a corporate social policy strategy aimed at supporting the state demographic agenda and
working out relevant corporate governance practices, focused on taking into account employees’ needs.
The findings of the study form an idea of the in-demand vector of strategic planning related to the concept
of corporate social responsibility, which, given the transformation of the modern labor market, is aimed
simultaneously at supporting the state demographic agenda and strengthening corporate governance.

Key words: corporate demographic policy, corporate social responsibility, human capital, assessment of
measures, state demographic policy.

Acknowledgment

This work is supported by the Russian Science Foundation under grant Ne 24-18-00854, https://rscf.ru/
project/24-18-00854/

Introduction

Such realities of modern society as economic
turbulence, labor market transformation due to
digitalization, personnel shortages and changes in
labor motivation of population, force Russian
organizations to search for new means of social
responsibility policy. Its importance is reinforced
by negative demographic situation, developing
within country. Issues of saving Russian population
and developing human potential are of particular
relevance today. In the President’s Address to the
Federal Assembly, dated February 29, 2024', new
measures of state support for families with children

' President’s Address to the Federal Assembly, dated
February 29, 2024. Available at: http://duma.gov.ru/legislative/
documents/president/ (accessed: March 26, 2024).
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and new national social projects were announced.
This is done in addition to those measures that have
already been being implemented in our country for
several years. They are stated in the Demographic
Policy Concept of the Russian Federation for the
period up to 2025? and in the national project
“Demography”.

Social institutions and communities can act as
stakeholders involved in transforming certain areas
of public policy (Panikarova, 2019; Pevnaya et al.,

2 On approval of the concept of demographic policy of the
Russian Federation for the period up to 2025: Predental Decree
1351, dated October 9, 2007.

3 Passport of the national project “Demography”. Available
at: http://government.ru/info/35559/ (accessed: March 3, 2024).
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2022). Importance of expanding the list of
social institutions responsible for human capital
development has been substantiated in a number
of scientific studies. One of such social institutions
is the social institution of business (Bagirova,
Vavilova, 2022; Shubat, 2014). Today this area of
social responsibility in our country is implemented,
as a rule, by large industry holdings and companies,
operating in advanced economic sectors*. At a joint
session of VCIOM and the Association of Managers
a pool of effective support cases implemented by
Russian companies for family workers was listed.
However, experts noted that such practices are not
yet widespread at medium and small enterprises’. At
the same time, achieving effect from such measures
is directly related to their prevalence in different
types of enterprises.

According to VCIOM, more than half of
Russians (58%) consider employer support for
families to be important, since employers shape
social rules and determine behavior standards. At
the same time, only 33% of families with children
currently receive support from employers. Main
measures, according to the data, are financial
support after birth of children, additional days off
for marriage and childbirth, financial support during
pregnancy, payment of expenses for children’s
vacations and additional payments to workers on
parental leave®.

Since 2023 state, business and society have paid
significantly more attention to relationship between
demographic and economic subsystems of society.
Need for development of new approaches to
interaction between state and corporate sector on

4 Russian Union of Industrialists and Entrepreneurs.
Available at: https://rspp.ru/activity/social/

5 Corporate family policy 2024: new effective
measures. Available at: https://ok.wciom.ru/meroprijatie/
korporativnaja-semeinaja-politika-2024-novye-ehffektivnye-
mery?ysclid=Isz2hcm016958729027 & cHash=9¢080fdf23dfe7
¢0162042af29bf211b (accessed: March 20, 2024).

¢ VCIOM. Available at: https://wciom.ru (accessed
January 9, 2024).
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family and demographic issues was identified at the
St. Petersburg International Economic Forum’;
decision to introduce a social rating (EPS-rating)
was announced at the Eastern Economic Forum as
a measure to support responsible business. This is a
universal assessment that aims to determine the level
of reliability, social and environmental responsibility
of enterprises and develops social capital standard
of business according to principles of responsible
business®.

Implementation of policies aimed at supporting
workers and their families has a number of benefits
for businesses. Russian and foreign scientists have
recorded impact of such policy measures on
efficiency of businesses’ activity and on increase
their attractiveness as employers (Gromova, 2020;
Saurabh, Modi, 2013; Fore, 2019; Mullins et al.,
2020; Wong et al., 2020). According to the results
of foreign studies, family life support in company’s
values at the level of corporate culture has an impact
on workers’ productivity (Kim, Wiggins, 2011);
flexible vacations and work schedules for workers
with children increases personnel satisfaction and
loyalty (Kamarova et al., 2023; Bourhis, Mekkaoui,
2010)); in companies that finance childcare services
there is a decrease in personnel turnover (Lee,
Hong, 2011).

If both spouses are employed in the labor
market, corporate support measures for employees
within organization can also be considered as a
mean to resolve family-work conflict. Typically,
family-friendly policy is implemented in three areas:
time (incentives related to the employee’s work
and leisure time), childcare services (availability of
corporate daycare centers or nurseries), financial

7 'With people there will be business: Strategic motivation
for private investment in demography. Available at: https://
forumspb.com/programme/business-programme/104236/
(accessed: March 20, 2024).

8 Sustainable development of government and business.
Those who look to the future Available at: https://forumvostok.
ru/programme/business-programme,/ (accessed: March 24,
2024).
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support’. Autonomy of employees to determine
where and when they work (ability to commence
and conclude their workday an hour earlier to take
their children from daycare or school) reduces risk
of developing time-based conflict, which occurs
when demands of family and professional roles
compete for employee’s time (Fan, Moen, 2023).
Parents get opportunity to spend more time with
their families and to devote themselves to their
children.

Employer assistance in obtaining a place in a
preschool institution for employee’s child (providing
a place in a corporate daycare center) also reduces
financial and time costs associated with sending a
child to daycare, especially, if it is geographically
distant. Affordable and quality childcare services
allows parents to invest more intensively in their
work, which in turn leads to an increase in family
income (Feeney, Stritch, 2017).

Research indicates that implementing support
measures for employees with children can help to
decrease parental tension caused by need to
combine two life roles at the same time (Yucel,
Fan, 2023). In such organizations employees exhibit
greater satisfaction with their occupational domain
and rate their life well-being more highly (Bobbio et
al., 2022). Job satisfaction can positively influence
employee’s role within domestic sphere. It can lead
to a more positive emotional environment within
family, an increase in time dedicated to family and
children, a reduction in marital and parental stress
and potential for the birth of subsequent children.

We consider development of demographic
direction in social policy of organizations as a
potential strengthening of state population policy
(support of actions to achieve objectives of
population maintaining and human potential
development aimed at “sustainable natural growth
of population and improving life quality, improving

® UNICEF (2019). Family-friendly policies: A policy
brief-redesigning the workplace of the future. UNICEF Early
Childhood Development, vol. 3.
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population health, education of comprehensively
developed and socially responsible citizen”'?), as
a mean to strengthen social agenda of business in
turbulent environment, to increase enterprises’
performance. Introduction of EPS-rating in
Russia has led to the implementation of corporate
demographic policy, which is seen as a means to
comply with the most urgent Russian agenda''.

The COVID-19 pandemic and lockdown are
now seen as drivers for a number of transformations
in corporate management practices, including social
responsibility (Nekhoda et al., 2022; Averett, 2020).
According to a research, conducted in May 2020 as
part of a cross-country research project, the most
common measures for Russian employees at that
time were remote work (85.8%) and maintaining
employee health and well-being (49.6%), while
employer-provided childcare services remained
highly unpopular (12.8%) (Bagirova, Vavilova,
2022). Respondents working at Russian enterprises
highly rated usefulness of these services (average
score of 4.22 out of 6 possible), significantly lower —
their sufficiency and value.

Our research aims to develop and implement a
methodology for evaluating support measures for
employees with families at Russian organizations in
the post-pandemic period. To achieve this goal,
the article addresses following tasks: assessing
employees’ awareness of existing measures to
support employees and their families at the
corporate level; assessing usefulness of services
provided by employers to support employees’
families; subjectively assessing significance of such
measures for reproductive decisions; developing
proposals to implement corporate support for
employees and their families, using economic
and organizational-administrative management
methods.

10 On national security strategy of the Russian Federation:
Presidential Decree 400, dated July 2, 2021.

I EPS-rating of the Russian Federation. Available at:
https://xn----etbbhpfd3axw8i.xn--plai/ (accessed: March 1,
2024).
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Theoretical framework

Potential for commercial organizations to
become stakeholders in outcomes of state demo-
graphic policy is promising form perspective of
a non-institutional approach. This approach
suggests that adherence of organizations to their
narrow economic interests is an ineffective strategy.
Organizations and their environment are linked
and exchange processes take place between them,
which requires a certain mutual correspondence
between them (DiMaggio, Powell, 2014; Meyer,
Rowan, 2014). Organizations function within an
environment that imposes a number of social,
cultural, political requirements on them, which
are formulated as institutionalized rules. Despite
these basic rules conflicting with efficiency logic,
their incorporation increases resources available,
legitimacy of their functioning, their survival and
sustainability. Potential economic costs associated
with decisions to meet environmental requirements
in the present are rewarded with substantial bonuses
in the long term. Many scientists have found
economic effects from the implementation of
family-oriented policies for employees even in the
short term: reduced employee turnover, increased
employee satisfaction with working conditions,
increased labor productivity, increased opportunities
to hire highly qualified employees, increased market
attractiveness of companies (Bourhis, Mekkaoui,
2010; Lee, Hong, 2011).

Researchers have also noted limitations of such
policies (Kim, Wiggins, 2011; Nabergoj, Pahor,
2016): impact limits of certain practices on
companies performance in transition economies,
policy effectiveness only for certain categories
of workers, high cost intensity, complexity of
evaluating effectiveness of such policies, need for
their support by informal culture of organization,
increased sense of social injustice among workers
who do not have children (this category of
workers increases due to general demographic
tendencies).

Economic and Social Changes: Facts, Trends, Forecast
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A number of theories of human resource
management propose to consider employees as
key stakeholders of organizations. This approach
sis based on the concept of internal marketing in
organizations. Internal marketing is an integral
characteristic of a customer-oriented organization
and implies “viewing employees as internal
customers, viewing jobs as internal products
that satisfy needs of these internal customers”
(Martensen, Grenholdt, 2006).

Some studies prove relationship between
job satisfaction, employee loyalty, customer
satisfaction, customer loyalty and organizational
performance (Brooks, 2000; Kim et al., 2020;
Reichheld, 2021). The underlying concepts
(“loyalty-based growth cycle”; “employee-
customer-profit”, etc.) represent an approach
to build a human resource management system
in organization, which enables achieving a high
level of commitment of company’s employees
to its values, and, consequently, influencing
staff turnover, quality of work and increasing
competitive advantages of an organization.
Increased employee loyalty (along with increasing
customer and investor loyalty) has a significant
potential impact on organizational performance
and a measurable impact on increasing company’s
revenue through increased employee productivity.
Researchers from the Copenhagen School of
Marketing have found that for every unit of
increase in employee loyalty, customer loyalty
increases by 1.25. This means that the growth
of company’s performance depends, among
other things, on the level of employee loyalty.
At the same time, it is important for company
management not only to increase employee loyalty
but also to build a human resource management
system in which loyal employees will improve
company’s performance. To achieve this effect,
it is important to use a three-factor model of
loyalty management, which combines material
incentives for employees, feedback and non-

141



Corporate Demographic Policy as a Tool for Implementing the Strategic Interests...

material incentives. The third factor justifies
economic efficiency of implementing policies
aimed at supporting employees and their families
in activities of organizations.

Taking into account analysis of current research
on supporting employees’ families, we have
identified areas of social responsibility that we
believe to have potential for improving demographic
situation in Russia.

1. Ensuring life and health protection of
employees (Rostovskaya et al., 2021).

One of the key trends in new generation of
organizations is division of health protection into
care for physical and mental health of employees.
In the first case, main measures include cost
recovery for medical services (including pregnancy
and childbirth), corporate medicine, prevention
campaigns, regular medical check-ups for
employees, programs to support and to organize
sports and recreational activities (cost recovery
for visiting sports facilities, support for company
sports team of employees, etc.). Mental health is
supported by employing psychologists, including
services of psychologists/psychotherapists into the
VHI package; organizing comfortable workplace
and recreational areas; conducting trainings,
seminars, aimed at restoring psychological balance,
etc.

2. Decent pay for work, including social sup-
port (Hodges, 2020; Lee et al., 2022; Wuestenenk,
Begall, 2022).

In addition to paying salaries, meeting
requirements of labor market, this category
includes an effective bonus fund linked to
company’s performance, measures to help
employees with credit issues, cost recovery
for childcare, for child development and
education, housing issues and compensation
payments to employees when the emergence
of family responsibilities has led to a reduction

in income.
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3. Respecting family responsibilities of emp-
loyees with children (Halinski, Duxbury, 2019;
Magnusson, 2019; Masterson et al., 2020; Samman,
Lombardi, 2019; Stier et al., 2012; Wang et al., 2023).

This category of measures is aimed at improving
quality of employees and their families’ lives. This
becomes possible through implementation of such
corporate services as organization of educational
activities and leisure time for employees’ children;
measures to maintain work-family balance:
possibility of building a flexible career, depending
on changes in value orientation (shifting focus
to parental work or preparation for it); system of
flexible work schedules and vacations; priority of
remote work for employees with preschool and
primary school-age children.

Considering employees as people with the
greatest interest in the company’s success, orga-
nizations with a high level of corporate social
responsibility are ready to offer them a transparent
system of interaction. Key means in this case include
identifying and addressing needs of employees
with family responsibilities in performance of
their professional duties; involving employees
in discussions on development of corporate
demographic programs; creating conceptual support
for family values at the highest level of management;
creating a safe corporate environment for employees
planning and carrying out parental responsibilities;
supporting sex equality in matters of career
development and work compensation.

It should be noted that these aspects of social
responsibility of organizations are aimed at creating
a work-family balance, improving quality of life of
employees with families, which corresponds to
interests of state listed in the National Security
Strategy (ensuring a decent life, supporting families,
motherhood and fatherhood'?).

12 On national security strategy of the Russian Federation:
Presidential Decree 400, dated July 2, 2021.

Economic and Social Changes: Facts, Trends, Forecast
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Materials and methods

Sociological survey of working population in the
Siberian and Ural federal districts was conducted in
December 2022 — February 2023. Data collection
from working population was carried out through
online surveys. Links were distributed through
public administration bodies. Approximately 1,000
respondents were interviewed in two districts. The
limitation of this study is that the sample population
was biased in terms of sex. In fact, there were
more female respondents. To eliminate potential
influence of sex on the study’s outcomes, the initial
data were reweighted with weighting coefficients of
distribution of general population by sex. Table 1
presents structure of respondents by sex, age and
having children. Shares of respondents by sex were
obtained after reweighting and fully correspond
to the general population — shares of men and
women of working age in two federal districts,
calculated according to Rosstat!® data from January
1, 2022. During further analysis data were used in
consideration of weighting coefficients.

Analysis of data obtained was carried out in IBM
SPSS Statistics 23.0 program. The following empirical
indicators were identified as the aim of analysis:

1) awareness of corporate demographic policy
(specific measures) (this was done in form of a
menu question (question was formulated as follows:
“What support measures for employees with
family responsibilities implemented in Russian
organizations have you ever heard of?”);

2) assessment of corporate demographic
policy usefulness (specific measures) by its
recipients (question was formulated as follows:
“Please choose support measures you have ever
received and rate their usefulness on a scale from
1to 5, where 5 is very useful and 1 is not useful at
all”; respondents rated measures that they had ever
received);

3) assessment of demographic efficiency of
corporate demographic policy (various measures)
(question was formulated as follows: “Evaluate to
what extent the listed support measures for
employees with family responsibilities could
encourage you to think about having your first or
subsequent children”).

Further for purpose of comparative analysis
three indicators passed Z-standardization pro-
cedure, since awareness was measured through the
share of informed respondents in total number of
respondents and assessments of usefulness and
demographic effectiveness were measured in average
indicators.

Results

Data collected during survey and further
reweighted by sex indicate that over half of
respondents are aware of existence of support
measures for employees with family responsibi-
lities in Russian organizations. The majority of
respondents expressed the view that employers
should provide support for employees with family
responsibilities (7ab. 2).

Table 1. Structure of respondents by sex, age and having children

Sex, % Having children, % Average age, y.0.
Male 18 (51.4) Yes 77
Female 82 (48.6) No 23 42.22
Total 100 Total 100

Source: own compilation.

13 Available at: https://rosstat.gov.ru/storage/mediabank/Bul_chislen nasel-pv_01-01-2022.pdf

Economic and Social Changes: Facts, Trends, Forecast

Volume 17, Issue 3, 2024

143



Corporate Demographic Policy as a Tool for Implementing the Strategic Interests...

Prevalence of measures to support employees
and their families in organizations, where respon-
dents work, is presented in 7able 3. Measures are
grouped according to the directions identified

during theoretical analysis of most common
practices in this sphere in Russia and abroad.
Three most common were identified. Each one was
mentioned by approximately one third of working

Table 2. Awareness and perception of need for corporate support measures for employees with families

Value Respondents, %
Awareness of corporate support measures available for employees with families
Aware of 57.9
Unaware of 26.2
Unsure 15.8
Idea of employer support for employees with families

Yes 442
Rather yes 39.7
Rather no 5.1

No 1.7
Unsure 9.2
Source: own compilation.

Table 3. Distribution of working respondents’ answers about prevalence of corporate
measures to support employees, % of respondents’ answers
Directions Measures Respondents, %
Employee health check-ups 33.0
Free trips to health resorts, children’s health camps 11.2
Free health resort treatment for employees and their family members 7.7
Ensuring life and health of Paymgntfn‘ medical services at the expense of the organization (“corporate 59
medicine”)
employees
Medical cost recovery (including pregnancy and childbirth) 49
Psychological assistance for employees who combine family and work 41
responsibilities '
Cost recovery for taking special care of family members 1.4
Winter celebrations for employees’ children 32.0
Part-time job opportunities for employees with small children (flexible work 30.7
and vacation schedules) '
Respect for family Day off on September 1 for employees if their children are in elementary 20.8
responsibilities of | SCN00)
employees Opportunity to work remotely 19.6
Day off for fathers if child is born 12.8
Additional paid or unpaid leave (not state-paid) for employees with children 1.5
Daycare or school places for employees’ children 10.6
Additional non-state payment at the birth of a child 1.7
Decent remuneration for | Additional non-state payments for families with children under three years 49
labor, including social old, for families with many children '
support One-time payment for preparing children for the beginning of a school year 59
Assistance for young families in purchasing accommodation 5.1
Source: own compilation.
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Table 4. Awareness of working respondents about corporate measures
to support employees, % of respondents’ answers

Direction Measures Respondents, %
Employee health check-ups 429
Free trips to health resorts, children’s health camps 29.2
Free health resort treatment for employees and their family members 17.4
Ensuring life and health of Paymgntf)f medical services at the expense of the organization (“corporate 16.1
medicine”)
employees
Medical cost recovery (including pregnancy and childbirth) 15.3
Psychological assistance for employees who combine family and work 8.4
responsibilities '
Cost recovery for taking special care of family members 6,8
Part-time job opportunities for employees with small children (flexible work 494
and vacation schedules) '
Winter celebrations for employees’ children 38.2
Respect for family Opportunity to work remotely 37.9
responsibilities of Additional paid or unpaid leave (not state-paid) for employees with children 26.0
employees Daycare or school places for employees’ children 25.7
Day off on September 1 for employees if their children are in elementary 99 1
school '
Day off for fathers if child is born 15.9
Additional non-state payment at the birth of a child 31.7
Decent remuneration Assistance for young families in purchasing accommodation 26.2
for labor, including social | One-time payment for preparing children for the beginning of a school year 26.1
support
PP Additional non-state payments for families with children under three years
L : 25.3
old, for families with many children
Source: own compilation.

respondents: medical check-ups, arrangement of
winter vacations for employees’ children, flexible
laboring time and vacations for employees with
small children.

Employees’ awareness of certain corporate
demographic policy measures in Russian organi-
zations is presented in Table 4. The top measures
respondents are most informed about also include
medical check-ups, flexible work and vacation
schedules for employees with small children, winter
vacations for children, remote work and one-time
payments from employer if a child is born.

Table 5 shows average assessment of measures
by their recipients. Leading positions are taken by

Economic and Social Changes: Facts, Trends, Forecast
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support measures that have already been noted as
the most widespread: arrangement of winter
vacations for children, medical check-ups, part-
time work and flexible working hours and vacation
schedules. A day off on September 1 for employees
with children in elementary school, assistance with
paying for daycare and school places are marked
as new and useful in this list. We should also note
relatively low modal values of medical service
payment and medical cost recovery for employees
and their families and psychological assistance.
This is caused not only by low employer provision
of these measures but also by certain arrangement
problems.
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Table 5. Usefulness of demographic policy measures

Direction Measures Respondents
Mean Median Mode
Employee health check-ups 4.16 5 5
Free trips to health resorts, children’s health camps 3.70 4 5
Free health resort treatment for employees and their family
3.43 4 5
members
Ensuring life and health | Payment of medical services at the expense of the 313 4 1
of employees organization (“corporate medicine”) '
Medical cost recovery (including pregnancy and childbirth) 3.10 4 5
Cost recovery for taking special care of family members 2.84 3 1
Psychological assistance for employees who combine family
o 2.66 3 1
and work responsibilities
Winter celebrations for employees’ children 4.21 5 5
Part-time job opportunities for employees with small children
. . 3.96 5 5
(flexible work and vacation schedules)
Day off on September 1 for employees if their children are in
Respect for family elementary school 3.88 5 5
responsibilities of Opportunity to work remotely 3.79
employees
Daycare or school places for employees’ children 3.66
Day off for fathers if child is born 3.46
Additional paid or unpaid leave (not state-paid) for employees
. ! 3.25 4 5
with children
Additional non-state payment at the birth of a child 3.62
. Assistance for young families in purchasing accommodation 3.26
Decent remuneration - - - —
for labor, including One-time payment for preparing children for the beginning of 331 4 5
social support a school year
Additional non-state payments for families with children 319 3 5
under three years old, for families with many children ’

Source: own compilation.

Table 6 presents an average assessment of
demographic effectiveness of measures, namely
respondents’ assessment of prospective impact of
these measures on decision to have a child. No
significant differences were observed in these
assessments across identified groups based
on respondents’ main socio-demographic
characteristics, including sex, age, marital status
and having children. High rates of prospective
impact of some measures may be related to fact
that their introduction is associated with certain
guarantees and stability, which can potentially be
strengthened among staff when employer is involved
in supporting families of their workers.

Figure depicts Z-score of corporate demo-
graphic policy measures according to three
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indicators: awareness, usefulness and demographic
efficiency. It can be observed that only four measures
exhibit positive values for all three indicators. These
benefits include places in daycares or schools for
employees’ children, additional one-time payment
after the birth of a child, free trips to health resorts
and children health camps and opportunity to work
remotely. At the same time, there are measures with
high capacity to influence reproductive decision-
making but they are not widespread in Russian
organizations. Such measures include assistance
to young families in purchasing accommodation,
additional payments to families with children under
three years old and families with many children,
free health resort treatment for employees and their
family members.

Economic and Social Changes: Facts, Trends, Forecast
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Table 6. Impact of corporate measures on the decision to have a child

N Respondents
Direction Measures -
Mean Median Mode
Free trips to health resorts, children’s health camps 3.59 5 5
Free health resort treatment for employees and their family 351 4 5
members '
Medical cost recovery (including pregnancy and childbirth) 3.51 4 5
Ensuring life and health | Payment of medical services at the expense of the 351 4 5
of employees organization (“corporate medicine”) '
Employee health check-ups 3.39 4 5
Cost recovery for taking special care of family members 3,18 4 5
Psychological assistance for employees who combine family 278 3 5
and work responsibilities ’
Daycare or school places for employees’ children 3.68 5 5
Opportunity to work remotely 3.4 4 5
Additional paid or unpaid leave (not state-paid) for employees 3.41 4 5
with children '
Respect 'fo'r' famlly Winter celebrations for employees’ children 3.26 4 5
responsibilities of
employees Part-time job opportunities for employees with small children 3.29 4 5
(flexible work and vacation schedules) ’
Day off on September 1 for employees if their children are in 319 4 5
elementary school ’
Day off for fathers if child is born 3.04 3 5
Assistance for young families in purchasing accommodation 3.82 5 5
Additional non-state payment at the birth of a child 3.54 5 5
Decent remuneration — — - -
for labor, including Additional non-state payments for families with children 357 4 5
social support under three years old, for families with many children ‘
One-time payment for preparing children for the beginning of
3.42 4 5
a school year

Source: own compilation.

Discussion

Our research findings indicate that system of
support measures aimed at workers and their fami-
lies cannot be called comprehensive, the measures
are not characterized by complexity and by imple-
mentation sustainability. However, for Russian
employees, as during the pandemic (Bagirova,
Vavilova, 2022), employer support measures
to protect life and health, create conditions for
effective combination of professional and family
responsibilities and measures of additional financial
and social support remain a priority.
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Demographic focus of corporate policy is
included in “personnel” direction of EPS-rating.
Based on analysis, it can become one of priorities
for business in building social responsibility policy
in modern reality to form, develop and improve
human potential.

The research results indicate that for workers
who already have families the measures to ensure
their life and health and life and health of their
family members, to support effective combining
of labor and parental responsibilities are the most
significant and useful. Along with health protection
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Assessments of corporate policy measures in terms by awareness,
usefulness and demographic effectiveness

Employee health check-ups

Psychological assistance 3 Winter celebrations for children

Cost recovery for taking care 2

D hool pl f
ol el aycare or school places for

employees'children

Day off for fathers if child is

Part-time job opportunities
born ! PP

Corporate medicine

Additional leave for

Free trips for children
employees with children P :

Medical cost recovery

Additionla payments

for families with children Opportunity to work remotely

Free health resport treatment Day off on September 1
Payment for the beginning
of the school year

Awareness of corporate demographic policy measures
e Assessment of the usefulness of measures by recipients

= Assessment of the demographic effectiveness of measures

Payment at the birth of a child

Assistance in purchasing accomodation

Source: own compilation

measures, material support can be considered
as a measure with greater potential to stimulate
reproductive decisions.

Efficiency of specific social policy strategy
can be evaluated in terms of introduction and
implementation of measures designed to provide
corporate support for employees and their families,
to boost the state’s demographic agenda, on one
hand, and to develop relevant corporate manage-
ment practices, on the other. It appears that the
implementation of these measures can be based on
the application of economic and organizational-
administrative management methods.
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Priority measures to ensure protection of
employees’ life and health, financial and social
support measures can be introduced through
constructing a system of employee motivation.
This system offers remuneration for labor not only
through pay but also through developing a bonus
fund commensurate with company’ successes,
which covers expenses for providing recreation for
employees’ children in camps and resorts, health
resort treatment for employees, medical services
cost recovery (including pregnancy and birth),
financial support for employees with children under
three years old, employees with many children.
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Measures to respect family responsibilities
of employees can be implemented through conso-
lidating various activity forms in collective agreement
(part-time work for employees with small children,
remote work, etc.), developing and implementing
a plan of corporate events (winter celebrations for
employees’ children), building cooperation with
local authorities and private educational institutions
to develop mutually beneficial cooperation (daycare
and school places for employees’ children. Taking
into account and meeting the needs of employees,
combining work and family responsibilities, will
contribute to implementing an effective system of
interaction with employees as main stakeholders
of company, increasing their loyalty to improve
the results of organization’s activity. This meets
progressive requirements of modern labor market
and is especially relevant in the conditions of
personnel shortage.

It is important to note that the rates of corporate
policy measures are dynamic and may depend on a
number of factors (7ab. 7). For example, they may
depend on the type of state demographic policy
measures and pace of their implementation;
on conditions within constituent entities of the
Russian Federation to support citizens at the
corporate level. Consequently, researchers have

identified Russian regions with the most favorable
indicators of corporate sector development, with
the highest level of innovation activity and the
lowest share of unprofitable enterprises. In these
regions policy, focused on employees’ families, may
become the most popular for personnel, affordable
for enterprises and effective as a new mean of
demographic policy (Shubat et al., 2022).

At the local level assessment of effectiveness of
support measures for employees’ families may
depend on a sector of economy and activity of
organizations, level of positions held and impor-
tance of employees’ functions, socio-demographic
status of respondents. It should be noted that
hypothesis testing about potential impact requires a
more detailed analysis of the results obtained during
the survey.

Conclusions

Corporate policy to support employees and
their families, with the introduction of ECG-
rating is considered as a relevant and demanded
direction of progressive social policy, focused
on Russian society and taking into account
the interests of business and state. Research
develops and implements a methodology that
enables comprehensive assessment of corporate
demographic policy measures by three indicators:

Table 7. Factors that could influence the assessment of effectiveness
of the measures to support employees’ families

Level

Factor

State

State demographic policy measures and rapidity of their implementation
Influence increase of EPS-rating in Russian regions

Regional

Predisposition of constituent entities to implement corporate demographic policy

Economic sector

Corporate

Activity area of organization

Size, form, organization of business

Position occupied

Volume and importance of functions performed

Personal Work experience

of children, etc.)

Socio-demographic characteristics (sex and age structure of employees; family status; number

Source: own compilation.
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employees’ awareness of measures, usefulness for
recipients and demographic efficiency.

Analysis of the data from the survey of
employees from Russian organizations helped to
identify a range of measures that are currently
leading in Russian corporate sector in terms of
information promotion, usefulness to recipients
and potential impact on reproductive behavior
of employees. These measures include employee
health check-ups, arrangement of winter
celebrations for employees’ children, provision
of places in daycares or schools for employees’
children, part-time work opportunities, additional
payments after birth of a child, free trips to health
resorts and children’s health camps. At the same
time, free health resort treatment for employees and
their families, additional payments for families with
children under three years old and for families with
many children, medical cost recovery, assistance
to young families in purchasing apartment have
the greatest potential to influence reproductive
decision-making, although these measures are not
widespread in Russian organizations.

A set of factors at the state, regional, corporate
and personal levels that may influence employees’
assessments of effectiveness of corporate demo-
graphic policy measures is identified.

Strategic planning of a corporate social
responsibility concept is proposed. It takes into
account transformation of modern labor market
and aims at supporting state demographic agenda,
on the one hand, and at strengthening corporate
management, on the other. The strategy involves
development of a roadmap for the introduction and
implementation of corporate support measures for
employees and their families.

Implementation of corporate demographic
policy by enterprises can result in a range of
potential effects for an organization, both within
and beyond internal and external environments.
These effects may include strengthening of a positive
public and internal corporate image, increase in
efficiency and productivity, increase in investment
attractiveness of company. Comprehensive
examination of advantages and consequences of
corporate demographic policy provides a replication
base for this aspect of social responsibility in
Russian business sector. A well-designed corporate
demographic policy, which relates to federal
demographic agenda and contributes to the
development of organization’s social responsibility
policy, can assist in overcoming demographic
challenges and provide Russian companies with a
range of additional benefits.
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