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INNOVATIONS IN PERSONNEL MANAGEMENT OF DOMESTIC
ENTERPRISES: TRENDS AND SPECIFICITY
In the present article the expediency of innovations implementation in personnel management
at domestic enterprises is proved. The analysis of current trends in HR innovative activity has been
undertaken and specificity of innovations in personnel management at Ukrainian enterprises has
been determined. The ways of fostering enterprises innovative activity in HR field are grounded.
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Okcana B. Aukacosa, Jlizis O. MaxHuk
IHHOBAIIII B YITPABJITHHI ITEPCOHAJIOM BITYU3HAHUX
MIIIIPUEMCTB: TEHAEHIIIT TA OCOBJIMBOCTI

Y cmammi o6rpynmoeano douirvnicmo 30iticHenHA IHHOGAUI 6 YNPAGAIHHI NEPCOHAIOM
simuusnsanux nionpuemcme. Ilposeoeno ananiz cynacnux menoenuiii 6 iHHOGaUIUHIN JisabHOCMI
Y cghepi ynpaeainns nepcoHaiom ma 6UHAUEHO 0CO0AUBOCMI KAOPOsUX IHHOBAUIN YKPATHCLKUX
nionpuemcme. QOTPYHMOGAHO HANPAMKU AKMUGI3AUIT MaA NPUCKOPEHHS IHHOGAUILIHOT 0isabHOCMI
nionpuemcme y cghepi ynpaeainHs nepconaiom.
Karouosi caosa: ynpaeninns nepconanom,; kaopogi iHHogayii; CNpusHHs iHHOBAUIUHIT OIAbHOCHI.
Puc. 2. Jlim. 12.

Okcana B. Aukacosa, Jlugus A. MaKHUK
MNMHHOBAIIMUA B YITPABJIEHUMU ITEPCOHAJIOM
OTEYECTBEHHBIX ITPEJIITPUATNUN:
TEHJAEHIIMN 1 OCOBEHHOCTHA
B cmamve o6ocnosana ueaecooGpaznocmo ocyuiecmeneHuss UHHOGAUUIL 6 YNpasAeHUl nep-

COHaa0M omevecmeennbix npeonpusmuii. Ilpoeeden anaiusz coépemeHHbIX MeHOeHUUI 6 UHHOBA-
UUOHHOI 0esAiMeAbHOCMU 8 Chepe YNPaeAeHUs NePCOHAAI0M U OnpedeaeHbl 0COOEHHOCMU Kadposbix
unnosauuii ykpaunckux npeonpusmuii. Q60CHO8aHbI NyMU AKMUGU3AUUU U YCKOPEHUS UHHOBA-
UUOHHOI DestmeabHOCIuU npeonpusmuii 6 cghepe ynpasieHus nepcoHaiom.
Karouesvie caosa: ynpaejieHue nepcoHanom, icadpoebze UHHOBAUUU, cnocobcmeosarue UHHOBA-
YUOHHOU 0essmeabHOCmu.

Introduction. The current stage of the world economy development is character-
ized by countries’ capacity to create and use knowledge, maintain and utilize their
innovative potential effectively. This allows countries get competitive advantages and
force their socioeconomic development. The greatest role in the process of national
innovative system formation belongs to industrial enterprises. But under current dif-
ficult conditions of functioning, Ukrainian enterprises reduce financing innovations
as such. The least attention among others is paid to HR innovations.

Scientists have proved already that human factor influences enterprises’ deve-
lopment more than other production factors. So the implementation of HR innova-
tions should be of highest priority direction in realization of innovative activities by
domestic enterprises. It causes the need to research trends and specificity of innova-
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tions in personnel management of Ukrainian enterprises and elaborate the ways of
boosting their innovative activity in HR sphere.

Latest research and publications analysis. Innovative activity and development of
enterprise have been investigated by V.M. Grineva (2006), M.O. Kizim and V.S. Po-
nomarenko (2011), T.I. Lepeyko (2013), O.M. Yastremska and G.V. Vereschagina
(2010) and others. However, current specificities of innovations in personnel mana-
gement of domestic enterprises are not being completely covered, thus determining
the topicality of this research issue and the need for its deeper study.

The research objective is to determine the current trends and the specificity of
innovations in personnel management at domestic enterprises and to elaborate the
ways of fostering their innovative activity in HR field.

Key research findings. Nowadays, domestic enterprises use some innovative
technologies in different subsystems of personnel management system. These are:

- in recruitment subsystem — "aggressive" method, headhunting, stress inter-
view, selection on the basis of personal information from social networks, grapholo-
gy, polygraph data etc.;

- in personnel motivation subsystem — methods of labor humanization, partic-
ipation in enterprise management, payments based on objectives and KPI, various
grading systems, development and implementation of corporate culture, teambuild-
ing etc.;

- in personnel evaluation and development subsystem — using non-traditional
social technologies, HR audit, competence approach, latest methods of education
(training, coaching, e-learning, case study);

- in general and inline personnel management subsystem — staff outsourcing
and leasing, outstaffing, delegation of authority, rotation etc.;

- in personnel release subsystem — outplacement, outstaffing, methods of psy-
chological displacement;

- in subsystem of information support for personnel management system —
implementation and operation of automated IT of personnel management (Bala and
Zub, 2013; Lymareva and Gorenko, 2013; Opalenko, 2010; Starceva, 2008).

It should be noted that innovative changes proceed not in all areas of economic
activity. Enterprises in IT, services, food and textile industries are the most dynamic
in implementing HR innovations because they test the newest HR methods and tech-
nologies first and use the most flexible methods of personnel management. But inno-
vative activity in personnel management of huge enterprise in machine-building,
metallurgical and chemical industries is complicated because it requires significant
material and technical costs, complex approach to administration, technical and
technological restructuring etc.

Investigation of industrial enterprises’ innovative activity in the Kharkiv region
in 2010—2014 shows that insufficient attention was paid to HR innovations by these
enterprises. It demonstrates the absolute frequency of innovative activities imple-
mentation by enterprises in 2010—2014 determined basing on the data from statistical
reports "Nel-innovation" of industrial enterprises (Figure 1).

The enterprises were divided into three groups by the form of ownership and the
share of capital. In each group the representative enterprises by the indicators of their
financial and innovative activities were identified: from state enterprises — "Kharkiv
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Plant of Transport Machinery", from private enterprises with domestic capital — JSC
"Kharkivkholodmash", from private enterprises with foreign capital — JSC "Kharkiv
Tractor Plant named after S. Ordzhonikidze".
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Figure 1. Distribution of industrial enterprises of the Kharkiv region
by types of their innovative activity in 2010-2014, authors’ construction
based on statistical reports "Ne1-innovation”

The research has shown that private enterprises with foreign capital implement
HR innovations the most actively. In particular, JSC "Kharkiv Tractor Plant named
after S. Ordzhonikidze" during 2010—2014 has implemented such HR innovations as
education of personnel and organizational innovations. But it should be considered
that active introduction of such HR innovations requires quite a lot of funds. So these
innovations can afford only powerful enterprises hawing specialists in training of
highly qualified personnel such as state enterprises or private enterprises with foreign
capital. Small enterprises instead of implementing HR innovations are forced to
recruit personnel that meet new current requirements or encourage personnel to
improve skills on their own and at their own expense. But usually this approach leads
to increased staff turnover.

There are observed negative trends in innovative activity of personnel in general.
Thus, the quality of personnel innovative activity is decreasing (Figure 2 confirms it),
the absolute number of innovative personnel in enterprises is reducing (by 31450 in
2014 as compared to 2013). However, relative indicators were increased by 0.4% on
average during 2010—2014 (State Statistics Committee of Ukraine, ukrstat.org).
Nevertheless, it hasn’t led to significant positive changes (Figure 2).

In general, negative trends in HR innovative activity of domestic industrial
enterprises are observed. This causes the necessity to elaborate the ways of boosting
and fostering enterprises innovative activity in HR field. Because HR innovations
implementation at enterprises can provide additional competitive advantages through
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increased performance and labor quality of personnel, increasing personnel motiva-
tion to innovative activity may improve the total efficiency of enterprises.
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Figure 2. Quantity of employees in scientific organization in 2010-2014
by personnel category in % to the total number, authors’ construction
on the from (State Statistics Committee of Ukraine, ukrstat.org)

Here we recommended some actions for HR departments that can have a direct
impact on innovation capabilities of enterprises:

1. Recruit innovative people. It is recommended to recruit people from different
backgrounds with complementary skillsets, informal traits of curiosity and adaptabili-
ty. For evaluating candidates’ innovative abilities an approach based on competence
management can be used. Nowadays, domestic enterprises only start the implemen-
tation of this approach, since it is labor and time consuming.

2. Performance and risk management. Well elaborated signals about innovation
expectations should be consistently conveyed to each employee at an enterprise.
Employees must understand that experiments are vital for enterprise development,
they should be ready to take risks and accept possible repercussions of innovative
approach or project. Nowadays, many domestic enterprises use different methods and
tools in performance management (for example, KPI). But indicators which measure
innovative activity are included only to assessment systems of particular enterprise
departments and employees developing new engineering and rationalization proposals.
For increasing the innovative activity of all employees it is recommended to incorpo-
rate proper indicators to the KPI set. With it, teams developing new innovations should
be assessed by making progress, rather than the results of the experiments themselves.

3. Reward for innovations. The right rewards system is a powerful force for rein-
forcing commitment, directing employee professional growth and shaping the corpo-
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rate culture to be more innovative. This activity is inextricably linked to preceding one
because reinforcing the importance of innovation activity comes through the use of
recognition schemes, performance indicators and risk management tools that
encourage and inspire employees develop and share their ideas. It should be noted
that some domestic enterprises have implemented reward schemes for innovations
already, for example, JSC "Kharkiv Tractor Plant named after S. Ordzhonikidze".

4. Building personnel capacity. All employees should understand the unique
skills and behaviors required to successfully innovate at their enterprise. Top manage-
ment should also identify which roles, abilities and knowledge can drive the innova-
tive value. For this it is recommended to conduct a proper survey.

5. Create the culture of innovation. To develop organizational culture that pro-
vides general collaboration, risk-taking, leadership support and trust. The ability to
create, protect and build organizational culture is a critical role for HR to play, as it is
the key driver for innovation. However, management needs to support, plan for and
nurture innovative culture for innovations to be truly successful (Stanleigh, 2014).

6. Ideas management at all levels of employees. This activity is crucial for
domestic enterprises because there is a huge problem of communication. For effec-
tive design and implementation of HR innovations the top management support is
very important, as well as autonomy in innovative decision-making and recognition
of proposed innovations at different level of management, overcoming personnel
internal resistance to strategic changes.

These ways of fostering enterprises innovative activity in HR field do not require
significant financial costs, so their realization is recommended at both large and small
industrial enterprises in Ukraine.

Conclusions. The analysis of innovations specificity in personnel management of
domestic enterprises and current trends in their HR innovative activity shows there
are some negative trends in this area. Considering this, some ways of boosting and fos-
tering enterprises innovative activity in HR field are recommended here. The pro-
posed ways would have impact on innovation capabilities of enterprises and would
allow getting competitive advantages through increased performance and labor quali-
ty of personnel, increasing personnel motivation for innovative activity and improv-
ing the overall efficiency of enterprise activity.
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