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INNOVATIVE INSTRUMENTS FOR INCREASING THE EFFICIENCY OF HUMAN RESOURCES
MANAGEMENT OF IT-COMPANIES

The mechanism of improving the efficiency of human resources management at IT-companies updates the implementation of
innovative management tools in the processes of hiring, developing, and evaluating their employees. The goal of the work is to
deepen the theoretical and conceptual foundations of the effectiveness of HR management at IT-companies in the social and labor
context and to develop scientific and applied recommendations regarding the mechanism of its enhancement in the conditions of
formation of a new economy. Measures outlined in the paper to apply the competency approach, to introduce the talent management
algorithm on a systematic basis, and to develop the system of key performance indicators should be considered as a component of
scientific and practical recommendations for improving the efficiency of human resources management in IT enterprises in the social
and labor dimension. In order to improve the efficiency of human resources management at IT enterprises, it is necessary to develop
and introduce a perfect mechanism as a systemic integrity of economic, social, and organizational processes of creating
preconditions for innovative development of the enterprise as a benefit for the employer and decent work as a benefit for the
employees. The scientific platform of the theoretical and applied construct of such a mechanism should be the managerial paradigm
of harmonization of social and labor relations, and its internal architectonics should be formed in compliance with the values of
corporate social responsibility and contain innovative tools in the format of the goals and results management system in contrast to
the functions management system. On the basis of understanding of the essence and regulatory consolidation of competencies as the
ability of a person to perform a certain type of activity, the model of functional and behavioral competencies of the IT project
manager is developed, the trajectory of development of talents in the field of computer programming is given, the methodological
basis of construction and the algorithm of development of the key system are developed and performance indicators are

implemented.
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INTRODUCTION

Multi-vector and large-scale transformations of the world
economy and society significantly affect the structure and
hierarchy of factors and institutions that provide economic
recovery and positive social dynamics. The growth of the
segment of high-tech industries and the strengthening of in-
novation orientation of enterprises have been one of the
defining trends in the emergence of a new economy in the
global dimension.

Under such conditions, human resources (HR) as a carrier
of intellectual capital and innovation potential become a
priority, and the perfection of management technologies for
their formation, development, and use plays a role as one of
the main factors for obtaining competitive advantages [1].
However, the low level of efficiency of HR management
causes insufficient efficiency of the activity of enterprises,
causes asymmetries in the field of economic and social de-
velopment, and leads to the loss of competitive positions in
the world and domestic markets [2].

Despite the deepening of the scientific study of various
aspects of HR management as a component of an integrated
multilevel management system, theoretical and conceptual
platform to objectively study the effectiveness of HR mana-
gement at IT enterprises, in particular — to determine the do-
minants of its measurement and improve mechanisms, which
provide sustainable development dynamics, has not been
formed in economic science. The lack of holistic integrated
approaches to solving the pressing problems of the effective-
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ness of HR management at IT enterprises in the coordinates
of the latest global transformations updates the choice of the
research topic.

The PURPOSE of the paper is to deepen the theoretical
and conceptual foundations of the effectiveness of HR
management at [T-companies in the social and labor context
and to develop scientific and applied recommendations re-
garding the mechanism of its enhancement in the conditions
of formation of a new economy.

METHODS

The theoretical and methodological basis is formed on
the fundamental provisions of the modern theory of social-
labor relations, scientific works in the field of labor econo-
mics and HR management. To achieve this goal, historical
and logical approaches, methods of theoretical generali-
zation, abstract logic, induction and deduction, analysis and
synthesis were used in the process of analyzing the genesis
and argumentation of the modern vector of the development
of the concept of IT management in IT enterprises in the
context of efficiency.

In the course of the work, general scientific and special
methods of scientific research are used: expert assessments —
to analyze the practice of using the toolkit to ensure the
effectiveness of the HR management on the social and labor
component; comparative analysis — to develop proposals for
innovation of the institutional context of the organization
and remuneration as factors for improving the effectiveness
of the HR management; economic and mathematical mode-
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ling — to identify trends and conduct factor analysis of the
HR management in the social-labor context of efficiency;
statistical analysis — to evaluate the current status of decent
work indicators as a social-labor dominant of the effective-
ness of HR management; systematic, structural, and func-
tional analysis — to develop a theoretical and applied cons-
truct of the mechanism of increasing the efficiency of the
control of HR; synthesis, classification, decomposition, and
factor-point evaluation — to substantiate innovative social
and labor tools of HR management.

RESULTS

The formation of a mechanism for improving the effi-
ciency of human resources management is carried out accor-
ding to the priorities of HR strategic management, which are
implemented using innovative tools within the management
system for goals, results, and corporate social responsibility.
The fundamental idea of the mechanism elaboration is the
principles that carry a semantic load as the scientific basis
for the formation, research of the state, and the development
of tools to improve the effectiveness of the HR management.

In the process of the development and implementation of
the system, mechanisms, and tools of HR management, it is
necessary to take into account the specifics of high-tech
activities; to apply a wide range of approaches and methods
aimed at attracting creative personalities, enhancing emp-
loyees' creative initiative, creating an atmosphere, which
contributes to the discovery of employees' capabilities and
encourages their development [3].

The framework conditions for the development and imp-
lementation of a comprehensive mechanism for improving
the effectiveness of HR management, as can be seen from
the figure, define the management paradigm for harmoni-
zation of social-labor relations, which unites the object and
the subject of managing the common purpose and serves as
a prerequisite for the parties of the social-labor relations to
receive expected benefits [4-6].

Building an integrated mechanism and developing an
updated scientific and applied toolkit for effective HR mana-
gement, according to the author, should be based on the imp-
lementation of a performance management approach by fol-
lowing a number of principles in contrast to a common func-
tion management system, which will focus on achieving goals
and the best results with using available resources. At the
same time, the circle of priority components of this mecha-
nism is defined by the strategic horizon as a key difference
between HR management and personnel management and
covers hiring, development, evaluation, and remuneration
for labor, and specific features of work in the field of high-
tech activity, especially its creative nature, complexity, and
high level of novelty, are the framework conditions for de-
termining the scope of methods that ensure effective HR
management [7].

The methodological prerequisite for the formation of a
modern concept of HR management should be an innovative
management toolkit for the development and effective use of
HR, which ensures the harmonization of interests and bene-
fits for both the employer and employees [8]. The main guide-
line for further development of this concept should be the
transition to a new paradigm of harmonization of social and
labor relations, which unites the object and the subject of

management of the common purpose and serves as a frame-
work condition for the parties of social and labor relations to
receive the expected benefits in the context of eliminating
asymmetries and achieving the balance of interests of the
social partners, assurance of their rights and priority needs.

The organization of wages at the enterprise level should
be aimed at fulfilling the following three main tasks: provi-
ding each employee with an adequate wage that is appro-
priate to the market value of labor services and consistent
with the results of the work; providing the employer with
such a result of activity, which allows reimbursing expenses
and making a profit; achieving the necessary compromise in
the interests of the employer and the employees on matters
of distribution of income of the enterprise.

According to the author, the effective remuneration sys-
tem can be built on a combination of scientifically applied
bases of grading and performance management using key
performance indicators (KPIs). The main idea of grades is
the introduction of a fixed salary of the employee, that is, the
basic part of a salary depending on the value of a position.
Given the attribution of the position to the appropriate grade,
the employee's social package and, in the vast majority of
cases, the amount of rewards is determined. Thus, the gra-
ding system in some way regulates the compensation pack-
age as a whole.

Innovative management approaches and tools for
improving the effectiveness of HR management should be
considered: in the hiring processes — competency approach;
in the development processes — talent management; in asses-
sing the determination of the business potential and indi-
vidual contribution to key performance indicators; in remu-
neration — combination of grading in the design of basic
wages and performance management in the practice of bo-
nuses. At the same time, the focus on market wage rates and
the use of a new payment structure within the compensation
package introduced at the enterprise should be provided.

Therewith, the significance and relevance of managerial
functions regarding the normalization of work of various
types and the planning of the overall business process with
the allocation of relatively autonomous components of it are
enhanced. Rhythm should be ensured by the rational organi-
zation of labor processes and the quality of order scheduling.

The author proposes to calculate the performance indicator,
according to which the size of the official salary estab-lished
by the grading system can be adjusted, as well as the amount
of reward payments, according to the scale given in tab. 1.

We are deeply convinced that such a scale for determi-
ning the performance indicator will allow directing the efforts
of the IT project manager, on the one hand, to satisfy the
customer’s needs, and on the other, to meet the needs of the
project executors. It will stimulate the avoidance of devia-
tions of the actual terms of the transfer of work to the cus-
tomer from the planned ones, the avoidance of defects in the
development, and the absence of complaints from the custo-
mer since an increase in the number of omissions in work as
opposed to the goals leads to a decrease in the level of pro-
ductivity. In addition, providing a favorable working envi-
ronment for project executors will be a powerful incentive
for the effective work of the IT project manager.
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Table 1 — Scale for evaluating the performance of the IT project manager [author’s development]

KPI Plan Fact Productivity, %
. 0 100
1. Exceeding of the terms of transfer of work to the customer, 1 30
working weeks

2. Number of defects, pcs 0 2 60
3. Dissatisfaction of the customer with the result (number of 3 40
complaints), pcs. 4 20
More than 4 0

100 100

90 80

4. Satisfaction of the project executors with the work, % 100 20 0
Less than 80 0

In the conditions of distance employment, which has be-
come widespread among specialists, developers of applied
software products and other innovative solutions, correctly
designed KPIs help minimize the risks of untimely or poor-
quality performance of work under order. In particular, such
indicators can be the number of orders submitted and accepted
by the customer within the time period agreed upon for the
billing period. The planned result is the compliance with the
deadlines for the execution of orders and their quality.

Summarizing the above, it can be argued that the imple-
mentation of innovative tools for the development and use of
HR in the work management system does not help to
increase the efficiency of personnel processes and, in turn,
achieve high standards of decent work as the social and
labor dominant of HR management efficiency.

Thus, the harmonization of social and labor relations
excludes the dominance of interests, needs, and positions in
obtaining the desired results and is aimed at coordinating the
actions of their subjects, which is achieved using appropriate
institutional and managerial tools. The priority among the
institutional tools for creating harmonious social and labor
relations should undoubtedly be, first of all, a perfect regu-
latory and legal framework and compliance with the estab-
lished legislative norms by both parties of social and labor
relations. Effective tools for strategic priorities of human re-
sources management include hiring, evaluation, develop-
ment, and remuneration for labor.

The institute of social responsibility is of particular rele-
vance, which in its broadest format means that the subjects
understand the relationships and interactions of all the re-
quirements made by various stakeholders. According to mo-
dern scientific concepts and practical approaches, the domi-
nant social responsibility is the moral component, which is
supported by legal responsibility. On a practical plane, social
responsibility becomes a manifestation of intentions in
fulfilling a wide range of social obligations, which are for-
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med according to the special structure and hierarchy of value
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CONCLUSION

Based on the results of an analytical assessment of the
current state of the management efficiency of the medicinal
product, carried out on the example of the field of computer
programming and the provision of information services,
strategic vectors have been identified and scientific and
applied foundations for increasing the effectiveness of HR
management have been developed.

In the process of developing and implementing the
mechanism and tools for managing HR, it is necessary to
take into account specific features in the field of high-tech
activities - creative nature, complexity, high level of novelty,
adaptability, and non-standard solutions; to apply a wide
range of approaches and methods aimed at attracting creative
personalities, increasing the creative initiative of employees,
creating an atmosphere that contributes to uncovering the
abilities of employees and encouraging their development.

The framework conditions for a comprehensive mecha-
nism for increasing the efficiency of HR management have
determined the paradigm of harmonization of social and
labor relations, which unites the object and subject of ma-
nagement of a common goal and most faithfully reproduces
the modern vector of socio-economic development in the
coordinates of the new economy, one of the leading subjects
of which is a high-tech enterprise. Strengthening social com-
ponent means recognition of HR as key ones, is associated
with an increasing role of knowledge, an increase in per-
sonnel costs, increased competition in the labor market, the
expansion of rights for staff participation in management de-
cision making, enhancement of flexibility, team work style
against the backdrop of the loss of the priority hierarchy in
the management structure.
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THHOBAIIVMHI IHCTPYMEHTH JIJIS IIJIBULIIEHHS E®EKTUBHOCTI YIIPABJIIHHSI
JIOJACBKUMHU PECYPCAMM IT-KOMITAHIN

Mexanizm niosuwgenns egpexmusnocmi ynpasninhs noocvkumu pecypcamu ¢ IT-Komnanii onoguoe 6npoeaoicents iHHOBAYIIHUX
IHCMpYMeHmi6 Ynpasnints 8 npoyecax Haumy, po3pooKu ma oyinKu coix npayienuxis. Mema pobomu — noenubumu meopemuyni ma
Konyenmyanvhi ocnogu egpekmusnocmi ynpaeninus HR 6 IT-komnaniti y coyianbHomy ma mpyooeomy KOHMeKCmi ma po3pooumu
HAYKO8I ma NPUKIAOHI peKOMeHOAayii CIMOCOBHO MeXAaHi3My 1020 800CKOHANEHHS 8 YMOBAX (POPMYBAHHS HOBOI eKOHOMIKU. 3axodu,
BUKTIAOEHI Yy CMammi CMOCOBHO 3ACMOCY8AHHA NIOX00Y 00 KOMNEMeHMHOCMI, ONid BNPOBAOICEHHS AN2OPUMMY YRPAGHIHH
ManaHmamu Ha CUCMeMAmuyHill OCHO8I, a Ol PO3POONeHHs CUCeMU KIIOYOBUX NOKA3HUKIE egheKmusHocmi ci0 po3easioamu K
KOMNOHEHM HAYKOBUX MA NPAKMUYHUX DEKOMeHOayili 3 NiO8UWjeHHs eQeKmusHocmi ynpaeninHa moocbkumu pecypcamu 6 IT-
NIONPUEMCIBAX Y COYIATILHOMY Ma mpyoosomy euMipi. /lns nioeuwjenns eqpekmusHocmi ynpasnints aoocekumu pecypcamu Ha 17T-
NiONPUEMCMBAx HeoOXiOHO po3pooUmMU Ma 3anposaoumu i0eanbHull MeXanizm AK CUCTNEMHY YINICHICMb eKOHOMIYHUX, COYIANbHUX
ma opeanizayitiHux npoyecie cmeopenus nepeoymos 0a iHHO8AYIUHO20 PO3GUMKY NiOnpuemMcmea sk eueoou ons Pobomodasys ma
2ioHa poboma sk eucoda 0ns npayieHuxie. Haykoea niamgopma meopemuuroi ma npuxkiaoHoi KOHCMPYKYIL MAKoeo Mexauizmy
NOBUHHA GYMUL YRPAGTIHCHKOIO NAPAOUSMOIO 2APMOHI3AYTT COYIATLHUX MaA MPYO0sUX GIOHOCUH. 1i GHYmMpiwHs apXimexmonixa mMae
oymu cgpopmosana 8i0no6ioHo 00 YiHHOCMell KOPHOPAMUBHOI COYIANbHOT 8iON0BIOANLHOCII MA MICIMUMU THHOBAYIIHI IHCMPYMeHmU
v popmami cucmemu YnpasninHa YinaMu ma pezyromamami Ha iOMiny 6i0 cucmemu ynpasninia gyuxyismu. Ha ocnosi pozyminns
CYMHOCMI Ma pe2yisimopHoi KOHCOM0ayii KoMnemeHyiti K 30amHOCME T0OUHU GUKOHYBAMU NeGHULl mun OIAIbHOCMI, po3pobieHa
MO0enb PYHKYIOHANbHUX Ma NO6edinKosux Komnemenyii xepisnuxa IT -npoexmy, mpaekmopis possumky mananmie. y Haeedeno
none KOMN'1omepHo20 npopamy8anis, pospooieHo Memooon02iuti OCHOBU NOOYO0SU MA AN2OPUMM PO3POOKU KIIOHOB0I cucmemu
ma 6npoeadAHCYIOMbCsl NOKA3HUKYU ePeKMUSHOCMI.

Knrwowuosi cnosa: nioocvki pecypcu, ynpaeninms npoekmamu, IT-menedscepu, Kuo4o8i NOKASHUKU epeKmusHocmi, pigeHs
Keanigixayii
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