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OCOBJIMBOCTI BUKOPUCTAHHS THHOBAIIMHUX TEXHOJIOT'TA
B CUCTEMI YIIPABJIIHHSA NIEPCOHAJIOM

JociikeHo Ta MpoaHaIi30BaHO Cy4acHi TEXHOJIOTIH yHpaBiliHHS NepcoHaoM. J{oCiipKeHo OCHOBHI
MIPHHIIAITY iHHOBaNiHHOT eKOHOMIKH. BI3HaueHO, 0 B yMOBaX pO3BUTKY TEXHOJIOTIH JOKOPIHHO 3MIHHBCS ITi X1
JI0 praBHiHHSI HIEPCOHAJIOM 1 CTaH,uapTHi METOJH BUABIISIIOTBCS YKe 3aCTapiJ'II/IMI/I Ta HepieBUMU. OOTpyHTOBaHO
OCHOBHI HANPSAMKH 3aCTOCYBAHHS IHHOBALIITHUX TEXHOJIOTIH B cHCTEMI ynpaBJ‘IlHHH TEPCOHATIOM. 3a3HaueHo, 10
Ha ChOT'OJIHI BKpail HEOOXIHUM € He TiNbKM 3a0e3IeUeHHs] HaJIeKHOTO plBHH YIpaBIiHHS MePCOHAIOM, ajie i
CTBOpPEHHS e()eKTHBHOI CHCTeMH MOTHBALIi. JloCIiKeHO, 0 HAHBAXIMBIIIMMHI TOKa3HUKOM MOTHBAILII] € PIBEHb
3apobitHOl matu. [IpoBeneHO KoMIUleKCHHMI aHami3 3acrocyBaHHs cuctemu KPI mnst ouinku edexTHBHOCTI
IisutbHOCTI. JIOCHiPKEHO, MO 32 JONOMOTOK CHCTEMH OI[IHKH MPOAYKTHBHOCTI pOOOTH IpalliBHUKA MOXHA
OLIHUTU pe3yJibTaT Horo pobOotu. 3amponoHoBano wMarpuiro KIII g Oinbin  edexTHBHOI MOTHBALIL.
3anpornoHOBaHO BIPOBAKEHHS IPEMIIOBAHHS, SIKE O Majo MPsIMO NMPOMOPIIHHO BIUIMHYTH Ha 301IbIICHHS 5K
3apo0iTHOT TUIATH W MpHOYTKY oOpraHizamii B HiToMy. 3a3Ha4eHO, IO BHpoBamkeHHsA cuctemMu KPI Ha
MiATIPEEMCTBI TaCTh 3MOTY KePiBHHITBY ITO0AYNTH peaibHy KapTHHY 3aHHATOCTI CBOiX NPAIliBHUKIB.

Knrouosi cnosa: nepconan, 6i00ip nepconany, iHHO8ayil, IHHOBAYIUHI MEXHONOZI,  Momueayis,
3apodimua naamus, MoOYIbHA CUCTeMA HABYAHHA, OUCMAHYIlHA ocima, iHeecmuyii y J0OCLKUll Kanimai,
Kt0406i nokasHuxu egpexmuernocmi (KPI)

FEATURES OF THE USE OF INNOVATIVE TECHNOLOGIES
IN THE PERSONNEL MANAGEMENT SYSTEM

Researched and analyzed modern personnel management technologies. The basic principles of the
innovative economy have been studied. It was determined that in the conditions of technological development, the
approach to personnel management has fundamentally changed, and standard methods are already outdated and
ineffective. The main technological methods of management in the conditions of technology development are
analyzed. It is noted that a significant role is played today by the system of training employees using innovative
technologies, which is one of the most optimal areas of investment activity of a modern organization. It was
determined that the system of modular education and personnel development is gaining particular popularity,
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which involves the development of a program for the development of individual categories of personnel based on
a set of thematic, interconnected blocks or so-called modules. The main areas of application of innovative
technologies in the personnel management system are substantiated. It is noted that today it is extremely necessary
not only to ensure the proper level of personnel management, but also to create an effective motivation system,
which is mainly based on the application of a system of various bonuses and bonuses that stimulate the employee
to work more efficiently to achieve a certain result. It has been studied that the most important indicator of
motivation is the salary level, which depends on the employee's desire to work in the organization. A
comprehensive analysis of the application of the KRI system for evaluating the effectiveness of activities was
carried out on the example of a sales manager. It has been studied that with the help of the employee's performance
evaluation system, it is possible to evaluate the result of his work. A KPI matrix is proposed for more effective
motivation, using the example of sales managers. The introduction of bonuses is proposed, which should have a
directly proportional effect on the increase of both the salary of sales managers and the profit of the organization
as a whole. It is noted that the implementation of the KRI system at the enterprise will allow the management to
see the real picture of the employment of its employees and introduce a bonus for the sales manager based on the
effectiveness of the work performed.

Key words: personnel, personnel selection, innovations, innovative technologies, motivation, salary,
modular training system, distance education, investment in human capital, key performance indicators (KPI)

The formulation of the problem in general and its connection with important
scientific and practical tasks. Personnel is the most important resource of an enterprise that
ensures the efficiency of its functioning to achieve the goal, and its high competence is the main
part of competitiveness in the era of the knowledge economy, so to improve the educational
level of personnel and maintain a high level of the enterprise's image, it is necessary to
constantly engagein personnel development at all levels (Dashko, Bekhter and Skyba, 2022;
Parmenter, 2007). The study of the development of new technologies in enterprise management
allows the manager to manage his employees remotely and track their performance indicators
using compatible information programs and technologies.

The analysis of recent studies that began to address the problem. Research on the
development of new technologies in personnel management was covered by such Ukraine’s
scholars as: Akymenko O. Yu., Honcharova O. M., Novikova M. M., Petrova I. L., Tretiak O.
P., Kholodnytska A. V. and many other scientists in this field, as well as special economic
literature, materials of scientific conferences, periodicals, Internet resources of specialized
professional portals, etc.

The aims of the article are to study the role of the essence and use of innovative
technologies in the system of personnel management and to formulate recommendations for
ensuring an increase in the efficiency of an organization.

The presentation of the main research material with full justification of the
scientific results obtained. It is obvious that the success of leading organizations in developed
countries isprimarily due to the creation of highly effective human resource management
mechanisms based on a comprehensive and strategic approach to the use and development of
labor potential. In viewof this fact, Ukraine’s enterprises need to develop and implement new
programs aimed directly at improving the efficiency of the HR function based on foreign
experience and modern innovative technologies in the HR management system. This will
make it possible to focus all HR management processes on solving the strategic tasks of the
enterprise, provide attractive conditions for recruiting, attracting and retaining the best
employees, their professional and personal development (Dashko, 2022).

Modern HR management technologies provide new opportunities for solving many
problems. The basic principles of the innovation economy include the following (Fig. 1).

Thus, the main condition for an innovative economy is the availability of professional
specialists who are able to work with new technologies or are willing to learn them (Axumenko
ta [llkapmer, 2006). Moreover, an anti-crisis program should include significant changes in
the face of extremely limited resources, especially financial and time. Thus, when
implementing this program in the field of human resources management, the priority tasks are:
retention and involvement of some employees in the implementation of anti-crisis program
measures; minimization of the risks of conflict situations during dismissal of others.

4



EKOHOMIYHUN ®OPYM 2/2023

the development of new, unique technologies that
can be supplied to the international market

the development of technologies that ensure
energy saving and reduce material costs

the implementation of technologies that improve
business efficiency and effectiveness

the manufacture products that ensure a higher
standard of living for the population

the development of technologies that can
dramatically increase labour productivity

the development of universal technologies that can
be used in various industries

Figure 1. Basic principles of the innovation economy [developed by the authors].

Low-quality personnel can be avoided by using basic technological management
techniques (Fig. 2).

» When selecting personnel, pay special attention to the business and
personal qualities of the applicant

S

N\

« Finding highly qualified HR professionals who know and use a
variety of recruitment technologies

« Helping new employees to make an effective onboarding process

* The systematic assessment of labour performance, retraining and
advanced training of personnel as required

Figure 2. Characteristics of the main technological management techniques in the
contextof technology development [developed by the authors].

Thus, modern human resources management technologies are based on the active use
of innovations.

Every company needs innovations in HR management that are understandable to all
employees and that meet the economic and managerial needs of the organization.
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To determine the possibility of using innovative technologies in HR management, a
manager must diagnose the work of a modern organization, identify advantages and
disadvantages,and establish areas for innovation.

Innovations can be introduced into the HRM system in the following forms: with
gradual improvement of individual qualities of employees (now); as a constructive, leapfrog
improvement of the entire HRM system in general (breakthrough) (Tpersik, 2014).

Innovative technologies in the human resources management system can be
implemented in the following areas (Fig. 3).

Improving the individual qualities of employees, increasing
their professionalism

The formation of an effective training mechanism

The creation of an effective motivational mechanism for
personnel management

The formation of high-quality interaction between a manager
and a subordinate

Figure 3. The main directions of application of innovative technologies in the
personnel management system [developed by the authors].

One of the most important innovative approaches to human resources management, as
opposed to classical approaches, is the employee selection system, as working in an innovative
organization places additional demands on a potential employee. In addition to the traditional
qualities (skills, experience, diligence, theoretical knowledge), they must have creative
potential, flexibility and mobility of thinking, the ability to adapt to rapidly changing conditions,
their natureand ability to learn and retrain (HosikoBa Ta Maxuuk, 2012).

Today, traditional forms of interviewing and psychological tests designed to determine
anemployee's psychotype are widely used in personnel selection. Today, the primary task of a
manager is to form the staff in such a way that they are interested in career growth, professional
development and self-education.

Another important component is employee motivation. The system of motivation and
incentives at the enterprise ensures the solution of a number of critical tasks, the
implementation of which practically leads to an increase in the company's competitiveness
and sustainability in the market.

Firstly, a well-designed incentive system helps to promote the cooperation of the right
personnel with the right level of qualifications, who have certain ambitions and are interested
in the effective implementation of their tasks. Motivation helps to maintain the stability of the
staff and retain valuable employees.

Secondly, motivation should be based on a study of employees' interests and
preferences. The system of incentives and motivation to work should have a positive impact
on the final financial results of the organization as a whole.

Thirdly, the motivation system directly affects labor productivity. If a manager is able
to build the necessary motivation system, combining tangible and intangible incentives, this
guarantees the quality of services or work, meeting deadlines, and increasing the company's
competitiveness.

Fourthly, motivation minimizes the risk of employee burnout. The motivational
mechanism should be flexible and adapted to the needs of the individual, as well as to the
trends of the external environment and the modern labor market (I'on4apoga).
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Motivation is a very important tool for managing a modern organization, as it ensures
the effective development of the organization based on a fair assessment of employees' labor
contribution.

Thus, motivation is a set of internal (motives, needs) and external (incentives) driving
forces that encourage a person to act and give this activity a focus, an orientation towards
achievingcertain goals. Among the innovative technologies used in managing the motivation
system are gamification, individual employee incentives, and non-material forms of
motivation.

As for the level of salary, it should be based on a percentage of sales of a service or
product,which, firstly, will motivate employees to do their job more efficiently, and secondly,
will inspireconfidence in the manager. It is wrong to pay a low and stable salary that does not
motivate employees to achieve the best results every day.

The salary of amodern company will be based on a rate, in other words, a stable income
that an employee will receive in a permanent position, which will amount to 25 thousand
hryvnias. An employee's bonus will be 5% of the service or product sold. For example, a year
of schooling is purchased, the annual cost of which will be UAH 80,000 per student and in
monetary terms will be UAH 4,000 per year, in other words, UAH 333 per month. Since the
course is planned to enroll 80 students,the monthly salary supplement will be UAH 26,666.
That is, the more students there are in the course, the more my employee will earn.

The figure shows a visualization of the formation of a teacher's salary in a business
school.

26666 UAH

*Rate

25000 UAH
51666 UAH

Figure 4. Stages of salary formation in a modern organization [developed by the
authors].

It should be noted that an employee should be paid a decent salary, as this is a sign that
thecompany values you. And when a person feels valued, he or she will live for the work and
give 200%. The best motivation for an employee is the level of salary, no matter how cynical
it may sound. Of course, the human attitude and the atmosphere in the company and the team
are important, but the best motivator is salary.

The system of employee training using innovative technologies plays a significant
roletoday. This form is one of the most optimal areas of investment activity for a modern
organization.The system of modular education and staff development is gaining in
popularity. A modular system of staff development involves the development of a program for
certain categories of staff based on a set of thematic, interrelated blocks or so-called modules.

The advantage of a modular system of staff training is the fact that for certain groups
of staff, you can choose to use only certain modules, which will partially save the organization's
timeand financial resources.



The modular training system used for the enterprise also allows newcomers to join the
personnel development program at each stage of the personnel training program.

In some cases, the modular system of staff training can be used and implemented in
the form of distance learning. This form of training has the following advantages: flexibility,
mobility,and focus on the requirements and existing skills of the learner.

The disadvantage of the modular form of training is the fact that this system is used for
mass recruitment. This training system is best suited for large enterprises that require
employees on a rolling basis. Or this form of training can be used at a newly established
enterprise to familiarize employees with existing methods, techniques and technologies. In
this case, employees can only access certain modules if they do not need to study others
(ITetposa, 2015).

Distance education is understood as a form of learning when employees remotely,
while keeping their jobs, receive a set of new knowledge that reveals modern techniques and
technologies for developing learning (Xomnoanuueka, 2015).

Distance education has a number of advantages over off-site education. The main
advantages are accessibility, a wide range of training systems offered, and the ability to
completetraining at any time and place with only remote access to programs. Along with many
advantagesof distance learning, it also has a number of disadvantages. This form of training is
mostly suitablefor more disciplined employees who are inclined to self-development.

When implementing distance learning, the main disadvantage is the limited
communication system between the student and the course instructor. Face-to-face
communication is usually the most effective, as it allows you to ask a number of questions and
practically understand the implementation of the tasks.

When implementing distance learning, students must have an extremely high level of
motivation, as well as be strictly disciplined and responsible for their own self-development
of professional skills in their work.

To determine the amount of investment in human capital, the head of a modern
organization must diagnose the level of professional development of employees, identify the
weaknesses and strengths of employees, develop strengths through innovative educational
programs, and eliminate professional deficiencies.

With the development of scientific and technological progress, it is becoming
increasinglydifficult to manage people from the outside. The result of each employee's activity
is increasinglydependent on the employee's will and capabilities, which are determined by
qualifications. In suchconditions, each person must determine his or her own behavior.
Motivation is becoming one of the central problems of human resources management, and
creating conditions for a fuller revealing of its labor potential is becoming key to the viability
of organizations (Bonsucbka-CaBuyk Ta Llapyk, 2018).

Today, the introduction of a system of key performance indicators (KPIs) is extremely
popular among companies, which allows managing employees based on the most important
indicators of their work (Parmenter, 2007). We propose to analyze the KPI system on the
exampleof studying the main performance indicators of a sales manager.

The KPI matrix is drawn up by the head of the sales department based on average
annual sales plans, taking into account growth, and the indicators are selected individually
according to the specialty and profession.

Sales volumes in accordance with the set plan, which is determined on the basis of last
year's sales with a +5% growth rate, which takes into account inflationary fluctuations and
increases in prices for raw materials and other related costs.

1. The new client indicator, which will encourage the paving manager not only to
workwith existing clients but also to expand their number, which will have a positive impact
on minimizing the risks of losing clients.

2. Production volume, this indicator is important, because when accepting orders, the
sales manager must take care of production and constantly provide it with sufficient orders.
Therefore, he or she also needs to make efforts to fulfill the production plan.
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3. Timely payment of accounts receivable. A sales manager should not only take care
of sales, but also monitor the timeliness of payments. After all, an increase in accounts
receivableand late payments will negatively affect the repayment of accounts payable to
suppliers and the payment of wages. So, having studied the main indicators, let's show the
KPI1 matrix for a sales manager in Table 1.

Table 1
The visualization of the KPI matrix of the enterprise sales manager*
Indicator. Monthly Weight of the indicator, %.
performance

Sales volume, UAH per month 900000 45
The number of new customers (signed contracts) 1 25
The number of commercial offers sent 350 10
The number of meetings with potential clients 15 10
The number of overdue payments for existing 100 5
customers
The number of phone calls made regarding the offer 500 5
of cooperation

The importance of everything 100

*[Developed by the authors]

Thus, from the analysis of Table 1, we see that the greatest weight will be given to
thesales volume indicator, which will ultimately determine the level of wages. The least
importantwill be the number of overdue payments for existing customers and the number
of phone callsmade regarding cooperation offers, which do not affect the company's activities
as much as sales.

Conclusions. Thus, innovative HR management technologies are designed to
improve the efficiency of the organization by increasing the human resources potential and
professionalism ofemployees. These issues are regulated through the formation of effective
mechanisms forrecruitment, motivation and professional development. Already at the stage of
selecting employees for their team, a manager should use not only traditional forms of
interviewing, but also innovativemechanisms for assessing individual qualities of employee
development. It is necessary to think through motivational mechanisms of personnel
management, to establish the relationship between training and professional development of
employees.
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