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1. EXTENDED INTRODUCTION

1.1. Research motivation

The role of people in economic production has been constantly growing over the whole
human history. For a modern economy, people represent a dominant production factor and one
of the most profitable direction for investments. Economic rivalry nowadays hugely depends on
the abilities of firms to manage their human resources. Human resource management (HRM) is a
key managerial function that encompasses firm’s efforts in attraction, development, motivation
and retention of people. By building strong HRM systems, organizations ensure better
competitive positions and long-term profitability. Thus, HRM is not just a set of operational
practices, but rather a strategic capability that drives firm’s competitiveness.

The idea of strategic importance of HRM is reflected in a substantial growth of academic
publications on this topic over the last three decades that formed a specific body of literature —
strategic HRM. Unlike traditional HRM research, strategic HRM is focused on the effects of
HRM systems rather than individual HRM practices, such as recruitment, training and
development, compensation or job design. Since employees are simultaneously exposed to a
whole set of firm HR practices, the effects of individual HR practices are likely to mix in a
complex synergistic system. This argumentation gave a large boost to empirical research on
HRM systems in organizations (for large-scale review, see Boon et al., 2019).

In parallel with the development of the research on HRM systems, there has been
ongoing transformation of HRM function in practice. The omnipresent knowledge economy
forced firms to re-evaluate their strategic resources, bringing knowledge and expertise of
employees to the fore. As a result, firms, experiencing more tough rivalry in labour market,
rather than in output product markets, need to heavily invest in knowledge and people
management practices. To the largest extent, this applies to so called knowledge-intensive firms

(KIFs, Starbuck, 1992). For such firms, HRM becomes a crucial activity that enables them to



manage the strategically important knowledge resources in a systematic way. Thus, building

strong and coherent HRM systems is one of the strategic priorities for KIFs.

1.2.  Research gaps

Scholars made substantial success in exploring possible antecedents of HRM systems, as
well as in linking the effects of HRM systems to various individual and organization-level
outcomes using the argumentation of the resource-based view of the firm. While a company’s
HRM practices and system may not be the sources of competitive advantages in themselves, they
play an important role in facilitating the development of a firm’s knowledge-based resources
(Wright et al., 1994).

Prior research suggests that HRM systems positively affect employee attitudes and
behaviour (e.g. Gardner et al., 2010), various measures of firm financial and operational
performance (e.g. Huselid, 1995), as well as innovation capabilities (e.g. Jimenez-Jimenez and
Sanz-Valle, 2005). Overall, scholars have accumulated the strong evidence that HRM systems
are positively related to firm performance through multidirectional influence on employee-based
resources (Jackson et al. 2014).

However, strategic HRM literature still struggles to build robust conclusions on how
HRM systems really work in generating competitive advantages and higher levels of firm
performance. The important reasons for that are the following.

First, there is a lack of clarity regarding what HRM systems are. Although on the
theoretical level there is a consensus that HRM systems can be defined as vertically (fit with
business strategy) and horizontally (internally consistent) aligned bundles of HRM practices, in
reality in empirical research important theoretical features of HRM systems are often neglected
(Lepak et al., 2006; Jiang et al., 2012; Jackson et al., 2014; Boon et al., 2019). In the mainstream
empirical research, HRM systems are often portrayed as universal set of certain practices (e.g.

high-performance work systems — Huselid, 1995) that can maximize employee efforts and,



consequently, boost firm performance. Little is known on how HRM systems and their
performance effects may vary for different kind of firms as well as what are the key contingent
factors that affect the relationship between HRM systems and performance.

Second, there is relatively little known about the mechanisms that link HRM systems and
firm performance. In their comprehensive systematic literature review on HRM systems
conceptualization and measurement, Boon et al (2019) stress that although research has
connected HRM systems and various firm outcomes, "it is not always sufficiently clear what is
responsible for found performance effects of HR systems, which suggests that some of the
current literature may be misleading, and that we lack knowledge about the "system" element of
HR systems” (p. 3). Proposed mediating mechanisms include human capital and motivation
(Jiang et al., 2012), employees' attitudes and behaviour (Gardner et al., 2010), absorptive
capacity (Minbaeva et al,. 2003). However, as HRM practices that constitute HRM systems have
different targets and effects, there is a need to better analyse the constitution of HRM systems in
a relation to outcomes. Current research misses the understanding of what components of HRM
systems drive this relationship and how.

Third, being mostly context-free, the results of HRM systems research often suffer from
excessive generalization. However, ongoing transformation of a workplace substantially change
the role of HRM over the recent years. Not only individual practices change, but also the
strategic focus of HRM systems (Cleveland et al. 2015). Being mostly efficiency-oriented the
focus of HRM now becomes more long-term, pervasive and strategy-oriented (Cleveland et al.
2015). Current research rarely distinguish "new" and more traditional HRM systems or compare
the content of HRM in traditional and more contemporary organizations, such as knowledge-
intensive firms (Starbuck, 1992). The field would benefit from exploring the contemporary HRM
attached specifically to knowledge-intensive industries (Swart and Kinnie, 2013; Jorgensen et

al., 2015).



1.3.  Research objectives and questions

Building on identified research gaps, in this research I specifically focus on HRM
systems in knowledge-intensive firms (KIFs) as opposed to traditional firms that do not attach
that much of importance to people and their knowledge. The objectives of the research are:

1. To analyse key characteristics of HRM systems concept

2. To review the key features of HRM systems and practices in KIFs

3. To justify and test the relationship HRM systems and intellectual capital in KIFs

4. To understand the relationship between various forms of HRM systems and

knowledge management strategies

5. To test strategic fit effect of knowledge management strategies in the relationship

between HRM systems and intellectual capital

6. To investigate the internal fit effects within HRM system components

In general, in this research we ask: how the functioning of HRM systems may vary in
knowledge-intensive firms? The sub-questions addressed in the papers collected in the thesis
are:

RQ1. How the HRM systems relate to intellectual capital?

RQ2. What is the role of a firm’s predominant knowledge management strategy for the

functioning of HRM systems in knowledge-intensive firms?

RQ3. What is the role of a firm’s approach to project management for the functioning of

HRM systems in knowledge-intensive firms?

RQ4. How the components of HRM systems interact with each other?

My research aims to extent the research on “proper” HRM systems, taking into account
the aspects of internal fit, strategic fit and structure of HRM systems. Answering the formulated
research questions provides the following statements of the thesis contribution:

o Exploring the internal (horizontal) fit issues of HRM systems, which are often

neglected in strategic HRM research (Boon et al., 2019).



o Focusing on knowledge-intensive context, where HRM represents a strategic
dynamic capabilities rather than a supporting operational function (Swart and
Kinnie, 2013).

o Understanding the strategic (vertical) fit of HRM systems with knowledge
management strategies and approaches to project management as the defining
features of KIFs.

o Explaining the mechanisms underlying the performance effects of HRM systems by
exploring the detailed relationship between HRM systems and firm KIFs’

intellectual capital.

1.4.  Methodology

Achieving my objectives is associated with a number of methodological concerns. In this
section, | summarize how these concerns are addressed in the thesis.

Measuring HRM systems. Major variations exist in how HRM systems can be measured
and what practices should be included in an HRM system. Scholars usually face the trade-off
between operationalization issues (the less items, the easier to collect the data and operationalize
the concept) and integrity of the HRM system concept (a need to include all possible HRM
efforts of a company). We address this trade-off by introducing AMO-framework that implies
dividing the HRM systems in three domains: Ability-enhancing, Motivation-enhancing and
Opportunity-enhancing (Jiang et al., 2012). By doing so we, on the one hand, capture the most
important components of HRM systems differing by the main target and, on the other hand, are
able to easily operate with the constructs in the empirical research.

Operationalizing internal (horizontal) fit. Despite the importance of internal fit issues
(the effect of a single HRM practice are likely to depend on the other practices within a system)
suggested by conceptual research, rare strategic HRM studies combined HRM practices into

systems allowing for synergistic or other non-additive effects (Boon et al., 2019). In most cases,



researchers used simple mean indices that treat all HRM practices equally. In this research, to
capture the internal fit, we use fuzzy-set qualitative comparative analysis that is based on
configurational approach (Paper VI). Using the technique of fuzzy-set qualitative comparative
analysis (fsQCA), | calculate casual configurations of HRM practices that lead to superior
performance. Such configurations provides a way to to observe stable associations of HRM
practices within a system.

Analysing the structural relationship between HRM system and intellectual capital.
Analysing the mechanisms of performance effects of HRM systems, we establish the detailed
relationship between ability-, motivation- and opportunity-enhancing practices and firm human,
social and structural capital. We consider partial-least squares structural equation modelling
(PLS-SEM) to be the best choice for this aim for at least three reasons. (1) It allows to
simultaneously model the multiple structural relationships including moderating effects. (2)
Since the most linkages between HRM system domains and intellectual capital components has
not been explored previously, PLS-SEM is specifically good in exploring ill-defined
relationships. (3) It also allows to capture formative and reflective constructs in a single model,
which is important because of the different nature of HRM and intellectual capital scales.

Capturing strategic (vertical) fit. Strategic fit refers to the dependence of an HRM system
on company’s business strategy and different structural characteristics. One of the problems in
analysing strategic fit is the choice of the feature that would best explain variations in HRM
systems (Jackson et al., 2014). In this research, we chose knowledge management strategies
(codification and personalization) and approaches to project management (agile and traditional)
as the most defining characteristics of KIFs (Hansen et al., 1999; Kumar, Ganesh, 2012). To
capture strategic fit of HRM systems and knowledge management strategies, we tested the
moderating effects of knowledge management strategies in the relationship between HRM

system and intellectual capital (Paper 1V). To explore how the approaches to project



management contribute to the functioning of HRM systems we compare the two samples of

project-based KIFs using the configurational logic provided by fsQCA.

1.5.  Theoretical positioning and concepts

Summarizing our research objectives as well as the peculiarities of our methodology,
Figure 1 presents the key theories and concepts used in this study. Overall, my research is
positioned in an interception of strategic HRM and strategic knowledge management. Both

research fields are represented by a number of concepts needed for our research objectives.
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Figure 1. Theoretical positioning and concepts



1.6.

Summary of the publications

The thesis is formed by six journal papers and two conference papers. Each paper

encompasses one or several formulated research objectives and addresses specific research

questions. Table 1 summarizes the content of each paper.

Table 1. The summary of the publications

Publication title Objective(s) Methodo- Data Main findings; Current
logy contribution to the status and
thesis outline
I. The integration of To conceptually Conceptual | - Conceptual model Published
strategic resources of a analyze HRM paper that integrates HRM | Vestnik of
company in the context | systems, human systems, knowledge St.
of the new economy: A | capital and management strategy | Petersburg
conceptual model knowledge and firm human University.
management as capital as firm Management
strategic resources strategic resources (RISC - A)
of a firm based on
the resource-based
view
I1. Human resource To understand the Conceptual | - Proposition of the Published
management strategies relationship paper moderating role of Theory and
in the context of between the the knowledge Practices of
contemporary trends in configurations of management Management
employment relations HRM systems and strategies inHRM — | (RISC - B)
knowledge performance
management relationship
strategies
I1. The trendsetters of To systematically Systematic | 90 Review of the content | Minor
HRM: a systematic review the literature | literature peer- of HRM systems, revision
literature review of how | on HRM practices | review reviewe | sources of their (3nd round)
professional service use in professional d heterogeneity and Personnel
firms manage people service firms journal | methodological Review
papers | approaches of HRM (ABS - C,
research in Scopus —
professional service | p)
firms
IV. Human resource - To justify and test | PLS KIFs, - Theorized and Minor
management systems the detailed structural | n=215 | tested the detailed revision
and intellectual capital: | re|ationship equation structure of HRM — (2nd round)
is the relationship between HRM modeling intellectual capital International
universal? system AMO relationship Journal of
components and - Revealed the Manpower
intellectual capital limited role of (ABS -C,
resources knowledge Scopus —
- To test the management Q2)
moderating role of strategies as a
knowledge contingent factor
management

strategies




(Table 1 continued)

Publication title and Objective(s) Methodo- Data Main findings; Current
outline (if published) logy contribution to the status
thesis
V. Organizational and To analyze how Interview- | Agile - HRM systems Published
Psychological Aspects agile knowledge- based case | KIFs, should strategically Vestnik of
of Human Resource intensive firms study n=2 fit not only business | St
Management in Agile design and strategy, but also Petersburg
Companies configure HRM company knowledge | University.
systems and project Management
management (RISC-A)
approach
- HRM systems in
agile companies are
build around the
ability-enhancing
practices
VI. Agile vs. traditional | _ T explore the Fuzzy set | Agile - Configurations of Published
project management configurations of qualitative | and HRM systems vary International
approaches: comparing | HRM systems in comparativ | traditio | py the presence of Journal of
HRM architectures KIFs e analysis | nal different HRM Organization
- To compare HRM | (SQCA) | KIFSs, | system domainsand | @l Analysis
system =154 | other HR-related (ABS-D,
architectures in characteristics SCopus —
firms that use agile - Agile companies Q2)
and traditional had larger emphasis
approaches on HRM practices
and higher degree of
HRM process
centralization
(C-1). Human resource To integrate the Literature | - The main Published
management systems as | definitions of HRM | review characteristics of Conference
a research concept and system concept HRM system concept | paper,
managerial practice. are discussed: Modern
horizontal and Management
vertical integration : Problems
(fit) and content and
differentiation Prospects
between different 2017
cohorts of employees.
(C-I1). Human resource | To review the key Literature | - The key features of Published
management systems in | characteristics of review HRM in KIFs include | Conference
knowledge-intensive HRM systems in orientation on paper,
firms. KIFs commitment and IFKAD
long-term relations, 2017

facilitation of
knowledge
management,
autonomy and
informality




1.7.  Chapter conclusions

The series of the research presented in the thesis contribute to scholars’ and practitioners’
understanding of what HRM systems are, how they work and how can they be effectively
managed. Below is the short summary of my findings addressing each of our research questions:

RQ1. How the HRM systems relate to intellectual capital? Ability-enhancing practices
are associated with human capital, motivation-enhancing — with human and social capital,
opportunity-enhancing — with social and structural capital. The structure of the relationship
depends on contingent factors such as knowledge management strategy

RQ2. What is the role of a firm’s predominant knowledge management strategy for the
functioning of HRM systems in KIFs? Codification strategy determines the effects of
opportunity-enhancing practices. Other relationships were not moderated by knowledge
management strategies

RQ3. What is the role of a firm’s approach to project management for the functioning of’
HRM systems in KIFs? The approach to project management affects the constitution of HRM
system. High-performing agile companies had larger emphasis on HRM practices and higher
degree of HRM process centralization

RQ4. How the components of HRM systems interact with each other? The of HRM
practices and other HR-related attributes, such as digitalization and centralization of HR function
and the structure of human capital, merge into complex mutually determining configurations.
The fit between the components of configurations influence the performance of firms.

From a practical standpoint, we elaborate the knowledge on why and how to wisely
invest in people management. HRM represent a complex system of practices and relationships
between them. Therefore, managers should better understand what exactly leads to performance
effects attributed to HRM practices. It is not single practices that drive performance, but rather
bundles of interrelated practices. My research helps to answer the question on why investments

in separate HRM practices or programs may not bring expected results. Additionally, the



findings suggest the target-driven guidance on investments in HRM. Practitioners should not
invest in separate practices as well as in the whole HRM system. Organizations willing to foster
specific components of intellectual capital may balance their HRM systems by strengthening
particular dimensions of practices. For instance, according to findings of the Paper IV, if the
organization feels deficit in social capital, it should put more efforts in development of the set of

motivation- or opportunity-enhancing practices.
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YITPABJIEHVE YEJIOBEHECKMMM PECYPCAMMU

YIK: 330.8; 331.1
JBL: M10; M12

. H. Cokonos, E. K. 3asvsanosa

MHTETPAIVIA CTPATETMMYHECKUX PECYPCOB OPTAHM3 AN
B YCJIOBUAX HOBOV 9KOHOMMKI: KOHIIEIITYAJIbHAS MOJIE/Ib

Canxr-ITeTep6yprckuit roCyapCTBeHHbII yHUBepCuTeT, Poccuiickaa Pepepanys, 199034,
Cankr-Iletepbypr, YHuBepcurerckas Hab., 7/9

46

B ycnoBusIX HOBOJ 9KOHOMUKY KOMITAHUM CTAIKMBAITCS C HEOOXOAMMOCTHI0 3P PeKTUB-
HOTO YIIPaB/IeHNs COTPYAHMKAMM ¥ OPTAHM3ALMOHHBIMY 3HAHMSAMM KaK BXKHENIIVMI CTpa-
TErMYeCKNMU pecypcaMit. B cTaTbe ¢ IO3UIMIT PeCypCHOI KOHLIENIN PacCMAaTPUBAIOTCS TPU
THUIA CTPATEINYECKUX PeCYpCoB (PUPMBL: CHCTEMA YIPABIEHNS YeIOBEYECKUMI Pecypcam,
Je/I0BeYeCKMIT KalnTas 1 3HaHus. HecMOTpst Ha Ha/lmm4me MeXXIy HUMM Te€CHOJ B3aXMOCBSA3H,
VX TIPEALIECTBYIONIAs KOHIEIITYaIN3anusl OCYIeCTB/IS/IACh IPENMYIeCTBEHHO B paMKaXx OT-
Ie/bHBIX MCCIe0BaTeIbCKUX HaIpasieHnit. [IpoBefjeHHBbII aHa/IN3 TI03BO/IWI BBISIBUTD KJIIO-
YeBble BEKTOPBI B3AaMMOCBA3M MEX/y 3TUMY TUIIAMU PeCypCOB U OLEHUTDb UX POJIb IIPU pas-
JIMYHBIX CTPATEINsAX YIPABIEHNs 3HAHUAMM M YelIOBEYeCKUMN pecypcamu. Pe3ynpraTsl aHa-
JM3a JIETIM B OCHOBY JUCKYCCHM O KOMIUIEMEHTAPHOCTY PAas/IMYHBIX CTPATETWil YIPaBIeHNs
3HAHVSIMMU U CTPATETrUil YIIPAB/IeHNUS Ye/I0BEYeCKUMI PECYPCaMIL.

Kniouesvie cnosa: pecypcHas KOHILENLUA (UPMBbI, YIIPaB/IeHIe YelOBEYeCKIMI pecypca-
M1, yIIpaBJieHNe 3HaHWAMM, YeI0BeIeCKIIT KaIliTal, HOBas S5KOHOMMKA.

THE INTEGRATION OF STRATEGIC RESOURCES OF A COMPANY IN THE CONTEXT
OF THE NEW ECONOMY: A CONCEPTUAL MODEL

D. N. Sokolov, E. K. Zavyalova
St. Petersburg State University, 7/9, Universitetskaya nab., St. Petersburg, 199034, Russian Federation

Based on the resource-based view of the firm, the paper introduces the conceptual analysis of
the interrelationships between the key internal strategic resources of a firm: human resource
management systems, human capital and knowledge. The considered resources were mainly
analyzed by the previous research within the separate disciplinary domains and therefore may
benefit from cross-domain integration. We build the conceptual scheme of interrelationships
between strategic resources and discuss how these interrelationships may vary under different
knowledge management (codification/personalization) and human resource management (con-
trol/commitment) strategies. Based on the analysis, we introduce four different configurations
of strategies: “codification — control”, “personalization — commitment’, “codification — com-
mitment’, and “personalization — control” and anticipate potential benefits of complementary
configurations. The contribution of the study to the scholarship is in the conceptual explanation
of the previous research findings on positive effects of complementary strategies and negative

https://doi.org/10.21638/11701/spbu08.2018.103  Becrmnux CII6I'Y. Menedsmenm. 2018. T. 17. Boin. 1:

17



VInmezpayus cmpamezuueckux pecypcos opeanHusanul 6 yCro6Usx HO60U IKOHOMUKU: KOHUENMYATbHAS MOOeNb

effects of conflicting strategies. In terms of practical implications, the paper provides analytical
framework that can be used as a tool in a company’s strategizing process. The study highlights
the importance of achieving complementarity between a company’s knowledge management
and human resource management strategies as a way of avoiding dysfunctional organizational
behavior.

Keywords: resource-based view of the firm, human resource management, knowledge manage-
ment, human capital, the new economy.

BBEJEHIE

B HacTosmee BpeMs MUPOBast 9KOHOMIKA HAXOUTCA B COCTOSHUY TTyOOKUX Ie-
pemeH. B nmepBoe gecarmnerne XXI B. Ha cCTpaHMIIaX HAyYHBIX IIyO/IMKALVIL U B Cpefi-
CTBaX MaccoBOJ MH(OPMAINM MOSBUIOCH MOHATIE «HOBas 9KOHOMUKA», XapaKTepu-
3ymolllee IpoMCXoAAINe u3MeHeHNA. HecMOTpsl Ha TO 4TO B MCCIEfOBaHNUAX MTOKa He
copMyIMPOBAHO YHUBEPCAIbHOE OINpefie/ieHNe 3TOTO IOHATHS, MOKHO TOBOPUTD O
Hanbosee XapaKTepPHOI 0COOEHHOCTI HOBOJI SKOHOMUKY, KOT/Ia ITTaBHBIM (aKTOpOM
IIPOM3BOJCTBA B OPraHM3ALMAX CTAHOBATCA 3HAHMS, CO3/laBaeMble PaOOTHUKAMU VH-
Te/IEKTYaIbHOTO Tpy#a (cM., Hamp.: [VIBaHoB, 2011]). B pesynbrare ocobyo crparern-
4eCKYIO 3HAYMMOCTDb B COBPEeMEHHBIX YCTIOBUAX IPMOOPETAIOT BHYTPEHHE 3HAHUEBbIE
U 4e/I0BeYeCKIe PeCypChl KOMIIAaHMIL

OpHoit 13 Hanboee M3BECTHBIX TeOPUIl, POKYCUPYIOLINXCA HA U3YIeHUN STUX pe-
CYPCOB KaK MICTOYHMKOB KOHKYPEHTHBIX IPEUMYILECTB, ABIAETCA peCypcHasa KOHIEI-
1y ¢pupmbl. Ee I71aBHBIN apryMeHT COCTOUT B TOM, YTO «IIPUCYIIas (pupMaM HeOo[HO-
POHOCTD MOYKET OBITh YCTONYMBOI BBUAY OO/MaiaHMsI UMM YHUKATbHBIMU pecypcamm
¥ OPTaHU3AIMOHHBIMI CIIOCOOHOCTSIMY, KOTOPBIE, SIB/IAACH ICTOUHMKAMY SKOHOMIYe-
CKIX PEHT, OIIpefe/IA0T KOHKYPeHTHbIE IIPeMYIecTBa KOHKpeTHbIX pupm» [KaTbka-
710, 2003, c. 9]. K Takum pecypcam ucciegoBaTe OTHOCHIV MHOXKECTBO Pas3IMYHBIX
MaTepuaabHbIX ¥ HeMaTepMaIbHbIX aKTUBOB opranmsanuu [Grant, 1996]. B ycnoBusax
HOBOJI 9KOHOMUKIU LIEHTPa/IbHAasA PO/Ib OTBOAUTCA HeMaTepualbHBIM pecypcaM ¢up-
MBI: Y€/IOBEYECKOMY KallMTajly, CUCTEMaM YIpaBlIeHUs 4elOBeYeCKUMMU pecypcaMu
(YYP) n snanuaM. JIro60i1 opraHusanum i ycIexa B HOBOJ SKOHOMIYECKOI cpefie
HeoOX0oMO 60POTHCS 3a MYYLINX COTPYAHUKOB, HAXOAUTh HETPUBMATbHbIE NHCTPY-
MEHTBI UX NPUBJIEYEHNA, PAa3BUTHA U YAEP>KaHMA, a TaKKe CO3/laBaTh yC/IOBUA, IPU
KOTOPBIX X 3HAHMsI B IIOTTHOI Mepe MOI/IM ObI TPaHCPOPMIUPOBATHCS B KOHEUHBIE IIPO-
IYKTBL ¥ YCITYTH.

B mccnegoBanmAx, NOCBAIIEHHBIX PeCYPCHOM KOHLEIINY, IIMPOKO PacIpocTpa-
HEHO MHEHIe O TOM, YTO PeCypchl 06ecIiednBaloT GprpMe yCTONIMBbIe KOHKYPEHTHbIe
IpeuMYIecTBa INIIb TOTAA, KOIa OHM OObeJIHEHBI B peCypCHBIe «ITydKim». OfHaKO
IIpY 3TOM IO CJTOKMBILENICA TPafULINY YKa3aHHbIE PeCypChl U3Y4allCh B PaMKaX pas-
JINYHBIX CAMOCTOSITe/IbHBIX HayYHbIX HarpasieHuit. H. @occ oTmedaeT, 4TO BBIOOP OT-
JIeTIBHOTO pecypca Kak 00beKTa UCCIIe0BaHNsI 000OCHOBAH TOMBKO B TOM C/Tydae, eCin
TAHHBIN pecypc UMeeT OFHO3HAYHOE OIIpefie/ieHNe M MeX/y HUM U IPYTUMM pecypca-
MU MO>KHO IIPOBECTM 4eTKyIo rpanuny [Foss, 1998]. Otu ycnoBus Bpsj 1 NpUMEHNMBI
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K TaK/M C/IOXKHBIM ¥ TECHO B3aVIMOCBSI3aHHBIM IMOHATIAM, KaK «4elOBeYeCKMIl Karu-
Tajl», «IIPAKTUKYU YIIPABICHNA YeTOBEYECKUMI PECypCaMy» VM «3HAHVIS».

B nureparype BCcTpeyarTcs OTHE/IbHbIE MIOIBITKY YCTAHOBUTD B3aMIMOCBSA3b MeX-
Iy cTparerndeckumu pecypcamu ¢pupmsl (M., Hanp.: [Delery, Roumpi, 2017; Boon et
al., forthcoming]), Ho MuIIb B HEKOTOPBIX pPabOTaX OHY YBA3BIBAIOTCS B €AMHYIO CUCTe-
My (cMm., Hamp.: [Paiit, Handopn, Crenn, 2007]). BenencTue Takoit pparMeHTapHOCTI
3HaHMII O CTPATErNIecKNX pecypcax GpupMbl Bce 60Iblile aBTOPOB CYNTAIOT, YTO HEOO-
XOIMMO pa3paboTaTb TEOPUM ¥ MOJIE/N, MHTETPUPYIOIINe Pe3ylIbTaTbl 000C06TeHHbIX
VICCIIEIOBATENIbCKUX HAIIPABJIEHNI] [Barney, Ketchen, Wright, 2011; Foss, 2011; Boon et
al., forthcoming]. OTKpBITBIMU OCTAIOTCA BOIIPOCHI O TOM, KaK B3aMIMOCBA3aHbI CTpaTe-
TUYecKye pecypchbl GUPMBI ¥ YHUBEPCATIbHBI I STU B3aMMOCBA3M JI/IA OpraHM3aLUIA,
VICTIONIb3YIOIIMX pa3/IyHble yIIpaBlIeHYecKre cTparernu? bes oTBera Ha HUX JajIbHeil-
e IIary pecypcHol KOHIENIUM Ha MyTY K IMOHMMAaHMIO MEXaHM3MOB, TPaHCPOp-
MUPYIOIUX CTpaTernyecKyie pecypchbl B YCTONUYMBBIE KOHKYPEHTHbIE ITPeNMYIIecTBa
bupMBbI, BeCbMa 3aTPYSHUTETbHBI.

Hacrosmas paboTa mocBAlleHa cUCTeMaTU3aluy COBPEMEHHbIX IpeCTaBIeHNI
O TpeX THUIIaX CTpaTerMuecKux pecypcos ¢upmbr: cuctemax YUP, yenoBeyeckom Ka-
nuTane M 3HaHuAX. Llelblo CTaTby AB/IAETCA MOCTPOEHME KOHIENTYaabHOI MOJeNN,
VIHTETPUPYIOLLeil K/TI0YeBble HAIIPaB/IeHNA B3aVIMOCBA3YM MEX/Y CTpaTerndecKuMu pe-
CypcaMy U NO3BOJALIEN aHaIN3MPOBATh M3MEHEHNA STUX B3aMMOCBA3EN IpU pas-
JMYHBIX CTPATEruAX yIpaBaeHns sHaHuAMu u Y IP.

CraTbs MMeeT CIeAyIILyI0 CTPYKTypy. B eppoM pasziesie Ha OCHOBe pecypcHOI
KOHIIeNIMy GMpPMbI aHA/TM3UPYIOTCA COBpEeMeHHbIe B3I/IA/bI Ha cucteMbl Y YP, uenose-
4eCKMIl KalnuTasl ¥ 3HaHu:A. Bo BTOpoM — paccMOTpeHBI Tpo6/IeMbl B3aIMOCBSA3U MeX-
Ly CTpaTern4ecKyMI pecypcaMu U IpejIoKeH MOAXO0 K MHTeIPalluy STUX PeCypcoB B
efVHYyI0 Mozesnb. TpeTuit pasaen MocBAlleH 00CY>KAEHNIO TOTO, KaK CTPAaTerny yIpas-
JleHNA 3HaHMAMY U cTpateruy YUP BIMAT Ha B3aMOCBA3M MEX/Y CTPAaTerMueCKuMM
pecypcamu, 1 pacCMOTPEHMIIO BO3MOYXHBIX KOH(MUTYPAINil, IPeAONaTafolX pasind-
Hble COYeTaHMA STUX CTpaTeruii. B yeTBepTOM pasfene NpefCTaBIeHbI MOTyYeHHbIE
BBIBOJIBI M 0OCY>KIAIOTCA TEOPeTUIECKMIl BK/IA, MICCTIeOBAaHNA 1 PaKTUYecKye IIpK-
JIO)XeHMsA pa3paboTaHHOI Mozenu. B 3akmoueHun GopMyIMpyoTCss BO3MOXKHbIE Ha-
IIpaBJ/IeHN: Ja/IbHEIIIero U3y4eHys JaHHOI TPO6IeMaTUKN.

CTPATETMTYECKME PECYPCbI KOMITAHUN: CUICTEMbI YIIPABJIEHUA
YEJTOBEYECKMI PECYPCAMM, YEJTOBEUYECKUI KATIMUTAJI 1 SHAHUA

PecypcHas xoHmenmusa GpupMbl ABIAETCA OFHON 13 Hambomee 3HAYMMBbIX YIIPaB-
JIeHYeCKMX TeOpUil, paclpOCTpaHMBIIel CBOU Ui HA OCHOBHBIE c(hepbl Hayku 00
yIIpaB/I€HUN U OpTaHU3aluy, BKIo4daa Y YP, ynpasienue sHaHMAMY, MApKETUHT, TIPeJ-
IIPUHMMATeTbCTBO, MeX/[YHAPOLHBII OusHec 1 Ap. B xaxoit us sTux cep pasnmnaHbie
BHYTPU(NPMEHHbIE PeCypchbl KaK MCTOUYHUKI YCTOIYMBBIX KOHKYPEHTHBIX IIPEVMY-
mecTB GUPMBI Ha PBIHKE PACCMATPUBAIOTCA CO CBOUX ITO3UIINIL
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Cucrempr YYUP kak crparermieckuii pecypc. IIpumenenne pecypcHoii KoHLen-
v K cepe 4eToBedecKIX pecypcoB IPHBEJIO K MOABICHNIO IBYX UCCIIE0BATETbCKIX
HaIpaBJIEHMIA, IPEJIIONAraoMX IPUMAT PasHbIX CTPATETMYECKUX PeCypPCcOB B Kaye-
CTBE JIpaliBePOB YCTOMYMBBLIX KOHKYPEHTHBIX IpeumyllecTs. CTOPOHHUKM IIEpBOTO
HaIpaBJIeHNA — CTpaTernyeckoro ¥YYP — BUJAT UCTOYHMK KOHKYPEHTHbIX IPENMY-
[ecTB B HAbOpe MpaBUIbHO MOJ0OPaHHBIX U 3P PEKTUBHO PeanN30BaHHbIX MPAKTUK
YYP (cm., Hanp.: [Wright, McMahan, McWilliams, 1994; Becker, Gerhart, 1996; Boxall,
1996; Barney, Wright, 1998]). Mcxonguas umes 3/eCh 3aK/II0Ya€TCA B TOM, YTO rnocpes-
CTBOM Pa3BUTUSA 3HAHUIL, yMEHUI 1 HABBIKOB, IIOBBIIIEHNA MOTUBALIMK K TPYAY U pac-
mypeHna pabounx BO3MOXKHOCTEN IepcoHana mpaktuky YYP cosmaior skoHoMmye-
CKYIO LIeHHOCTb ¥ CIIOCOOCTBYIOT oOlleperkaroleMy pocty Komnanun [Boxall, Purcell,
2003]. Ommmpuyeckme UCCIefOBaHNA B 06/1acTu cTparerndeckoro YYP 6bumu Hanpas-
JIEHDI Ha TIO/ITBEPKIEHME CTPATETMIECKOl 3HAYMMOCTY PaKTUK u cucrem YIP u mo-
VICK CBUJIETeIbCTB VX B3aMMOCBA3Y C PMHAHCOBOI ¥ MTHHOBAIIVIOHHO Pe3y/IbTaTVBHO-
CTbI0O KOMIIAHMIA, @ TAaKXKe NPUBEPKEHHOCTDIO, YIOBI€TBOPEHHOCTHIO ¥ MOTHBAIIMell
nepconaia [Paauwe, Boselie, 2005; Paauwe, 2009; Guest, 2011].

JleicTBUTENIbHO, COITTACHO TOJIOKEHNUAM PECYPCHOI KOHIENINM, €C/IY MPaKTUKU
YYP HecyT B cebe peanbHYIO IIeHHOCTD, JOCTaTOYHO PElKM Cpefy KOMIAaHUI, TPYH-
HO TOJIIAI0TCA KOMMPOBAHMIO CO CTOPOHBI KOHKYPEHTOB 1 He MOTYT OBITb 3aMeHEHbBI
Apyrumy HaKTOpaMy IPOU3BOJCTBA, TO, UCIIONb3Ys MX, KOMIAHUY MOTYT BbIE/IATHCA
Ha pBIHKe TPY/ia ¥ Ha PbIHKAX CObITA CBOMX IIPOJYKTOB U YCIIYT 11 JOOMBATHCA YCTOMYM-
BBIX KOHKYPEHTHBIX IperMyiecTs [Barney, Wright, 1998]. Onnako nccnegoBaTensimu
CBOJICTBO HekomupyeMocTy npaktuk YUP 6pi10 nmogseprayro comuennto [Chadwick,
Dabu, 2009]. Ecnu komnanuy, Habofas fpyr 3a APYroM, MOTYT KOIMPOBATh OT/E/b-
Hble TeXHOJIOTMM PabOoThI C IIEPCOHATIOM, TO He O3HAuYaeT JIM 3TO, YTO JIH0O0e KOHKY-
PEHTHOE IIPEUMYIIIECTBO, OCHOBAHHOE Ha IIpakTuKax Y UP, Bpemenno?

OTBeTOM CTOPOHHMKOB CTpaTerndeckoro ¥ YP cras BpIBOJ, O B3aIMOCBA3aHHOCTH
npaktuk YYUP mMexy co6oit 1 BOSHMKHOBEHNM Ha 3TOI OCHOBE CHHEPTeTU4eCcKOro a¢-
¢exTa. [TpakTUKM BIMAIOT HA IEATETBHOCTD NIEPCOHAIA He U30IMPOBAHHO — OHM JI0-
HOJIHAIOT APYT Apyra 1 00pasyloT CI0XKHbIe CUCTEMBI, 3P (HeKT KOTOPbIX MOXKET CYIIje-
CTBEHHO IIPEBOCXOAUTb CyMMY 9(pdekToB KOHKpeTHBIX IpakTuk [Delery, 1998; Lepak
et al., 2006; Kepes, Delery, 2007]. Tak, npakTuka pasBuTus IepcoHana (Hampumep,
IporpaMma TPEHUHIOB IIPOJjaXK) MOXKET CIIOCOOCTBOBATh YBEIMYEHNIO €T0 IPON3BO-
IMUTEIbHOCTH, HO, €€ IIPMMEHEHNE COBMECTHO C IPAKTUKOJ IOBBIIIEHNA MOTUBALIUK
(Hampumep, cucreMoit omatel Tpysa mo KPI) gact 6omee ouyyTiuMble pe3ynbTaThl.

B saddextuBHO BICTpOEHHOI cucteMe YUP a/1eMeHTbI CHEpreTU4ecKn CBA3aHbI
MeXJy co00J1 ¥ KOMpOBaHMe TeX VIN VHBIX IPAKTUK KOHKYPEHTaMI He IIPUBeeT K
0C/1ab/IeHNI0 YCTOYMBOCTY KOHKYPEHTHBIX IIpeuMyllecTs koMmnanuy. CregoBareb-
HO, CTPATErMYeCcKMM PeCypPCoM Ji/Is KOMIIAHUU ABJIsAeTCA cKopee cuctema Y UP B nienom,
a He OT/IeIbHbIE IIPAKTHKM pabOTHI € IIePCOHAIOM. Takme CuCTeMbl MOYKHO OIPele/TUThb
KaK Habop COITacOBaHHBIX MeX/y co60it mpakTuk YYP, HalrpaB/IeHHBIX Ha TOCTVDKe-
Hue 1enelt Komnanuu [Jiang et al., 2012]. [Tpu aTOM B OpraHu3aIy BO3MOXHO CYIIje-
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CTBOBaHMeE Cpasy HeCKONbKMX cucreM YYP, opumeHTMpPOBAaHHBIX Ha pasHble IPYIIIbI
IIepCOHaA.

Eme ogHuM 00BEKTOM KPUTHKU SABIAETCA 3aBUCHMOCTD 3PQPEKTUBHOCTHU ITIpaK-
™Mk YYP or xapakrepuctuk nepconana xommnanuu [Paitt, Tandopn, Cuemn, 2007;
Delery, Roumpi, 2017]. IIpaktuku YYP per se He cocoOHBI cO37aThb KOHKYpPEHTHOE
IPeVMYIIeCTBO, OHM JIMIIb YCHIMBAIOT BKJIAJ, KOTOPbI (opMMUpYeT Iy demoBede-
CKOTO KalyTaja KOMIAHUMU. VIHBIMM ClIOBaMM, «IIPEeMMYIIEeCTBO OPraHM3aLMOHHBIX
IPOLIECCOB» HEBO3MOXXHO 0€3 COOTBETCTBYIOIIETO «IPEMMYIIeCTBA YeI0BEYeCKOTO
karmmrana» [Boxall, 1998]. Ilpaktuku YYP — aTo Bcero mmiub MHCTPYMEHT, B TO Bpe-
MsA KaK 3HaHMSA, HaBbIKM ¥ YMEHNA COTPYJHUKOB KOMIIaHMM BBICTYIAIOT €70 OCHOBOIA.
Takum o6pasoM, B paMKax cTparerndeckoro YUP MCTOYHMKY KOHKYPEHTHBIX IIpe-
VIMYIIeCTB pUPMBI, 6a3MPYIOMIMXCA Ha YeTOBEYECKMX pecypcax, He MOMY4M/In LeoCT-
HOTO 0OBACHEHMA.

Yenoedeckuii Kanurana KakK cTpaTerndeckuii pecypc. CTOPOHHUKM BTOpPOTO-
HaIpaBJIeHUs:A, KOTOPOe II0 aHAJIOTUK CO cTparermdeckum Y'IP HaspIBalOT cTpaTeru-
YeCK)MM 4YeJIOBEYeCKMM KaIlUTalIoM, c(HOKYyCHMPOBAINCh HA U3YYEHUU YeI0BEYECKOTO
KalMTana KakK K/I4YeBOro CTpaTermieckoro pecypca ¢upmbl. Ha muxpoypoBHe ye-
JIOBEYeCKUII KalluTal MOXKHO OIpele/UTb KaK «I1y/l 3HAHMUII, HABBIKOB ¥ YMEHMUII UH-
AVBUJA, KOTOPbIJI MOXXET OBITh YBEINYEH ITOCPEICTBOM MCIIONb30BAHMA TAKUX MeXa-
HI3MOB, Kak 00pa3oBaHIe, oOydeHue 1 HakorteHue onbita» [Coff, Kryscynski, 2011,
p. 1430]. ITpu sToM coBceM He 00513aTeNbHO, YTO Ye/TIOBEYECKIIT KanuTan GUpPMBL WIn
€e OT/Ie/IbHBIX MOJpa3/ie/IeHNii — BCero JMIIb arperanyus MHAMBY/yaNnbHbIX 3HaAHUIL,
HaBBIKOB ¥ yMeHMil. BemencTBue cuHepretmyeckux sQpQekToB 4enoBedecKuii Kamm-
Ta/l KOMaH/Ibl MOXKET CYIeCTBEHHO OTIMYAThCA OT IPOCTON «CYMMBI» Y€IOBEYECKUX
KaIlUTa/lIoB OTHE/NbHBIX €€ y4acCTHMKOB. Kpome Toro, yemoBedeckmii KalmmuTaa He SB-
NAeTCA TONHOCTbIO MTOJKOHTPObHBIM MEHEPKMEHTY PeCypcOM. 3HAHUsA, HABBIKU U
YMEHNA MHAVBULOB He COOCTBEHHOCTb (PMPMBI, 1 IIPABO PACIIOPSKEHNA UMM VIMEIOT
TONMBKO camMy paboTHuKHU. [10sTOMy NPOAYKTUMBHOE MCIIONb30BAHNUE YEIOBEYECKOTO
KaIlMTaja 3aBMCUT He CTONIbKO OT OPraHM3Al[MOHHBIX YCUINI MEHE[KEPOB, CKONbKO
OT CBOOOJIHOI BOJIY COTPYIHUKOB.

B pamxax HampaB/ieHUs CTPATEIMYECKOTO 4elI0BEYeCKOro KaluTaja CyLiecTByeT
MHeHMe, 4yTo (pupMa npuobpeTaeT yCTONUNMBOE KOHKYPEHTHOE IPeMMYILEeCcTBO, eCn
OT CBOETO ITy/Ia YelI0BEYeCKOro KaIliTala OHA M3BJEeKaeT OONbIIYI0 SKOHOMUYECKYIO
1I€HHOCTb, YeM KOHKYPEHTbI. DTO apIyMEHTUPYETCA T€M, YTO, BO-IIEPBBIX, KOMIIETEH-
MM ¥ peasibHOE IOBEMleHNe /Iofiell ONpefieNIAIT KadeCTBO KOHEUHOTO IPOAyKTa U
3P dEeKTUBHOCTD MPOLIECCOB IMPOMU3BOACTBA. BO-BTOPBIX, YenoBedecKkme pecypchbl He-
OfIHOPOJHO pacIpefe/ieHbl MeXXIY pasmndHbIMy ¢pupMamiu. V, B-TpeTbUX, KOMITAaHWI,
o6majias IeHHbIMU U PEIKIMI YeTTOBEYECKMMI PeCcypcaMi, MOTYT CO3/IaBaTh YC/IOBYA
10 X COXPAHEHUIO MM, B TEPMUHAX PeCYPCHOM KOHIENLNM, MCIIONb30BATh MEXaHU3-
Mol usoysanuu [Coff, 1997; Coff, Kryscynski, 2011; Campbell, Coff, Kryscynski, 2012].

K uncy n3onAunoHHbIX MeXaHM3MOB OTHOCATCA: CHELMPIIHOCTD aKTUBA JJIA Op-
TaHM3ALMM, COLMAIbHASA CTIOXKHOCTD ¥ NIPUYMHHO-C/IEICTBEHHAsA HEOIPeeIeHHOCTD.

50 Becmuux CII6I'Y. Menednmernm. 2018. T. 17. Boin. 1

21



VInmezpayus cmpamezuueckux pecypcos opeanHusanul 6 yCro6Usx HO60U IKOHOMUKU: KOHUENMYATbHAS MOOeNb

Tpu MexaHM3Ma M3OIALMU IPUMEHMMBI KO BCEM THUIIAM CTPATETMYECKUX PeCypcoB
[Rumelt, 1974] n garoT BO3MOXXHOCTb IIPOMJUTIOCTPUPOBATh Ba)KHENIIIe XapaKTepu-
CTUKI Ye/IOBEYEeCKOTO KalMTaaa KaK CTpaTerndeckoro pecypca. Crenn@uyHoCcTb de-
JIOBEYECKOTO KaIlMTa/la IS OPTaHU3alVM OIpeleNAeTcs KaK CTelleHb, B KOTOPOil OH
6oree BaxkeH I JaHHOI (GUpPMBI 10 CpaBHeHUIO ¢ ee KoHKypeHTamu [Williamson,
1975; Campbell, Coff, Kryscynski, 2012].

CrenndudHOCTb MOXeT ObITh CBs3aHa C HAOOPOM HABBIKOB COTPYHHMKA, VIMEIO-
VX L[EHHOCTDb I JAHHOJ OpraHu3aly, HO KOTOPBIM CII0KHO HAWTU NpUMeEHeHue
B Apyrux kommanusax. ConyanbHasg CI0KHOCTb 0OYCIOBIeHa TeM, HaCKOJIbKO ITTy6o-
KO OT/Ie/IbHBIII aKTUB BCTPOEH B COLMAIBHYIO CUCTeMY opraHusanuu [Barney, 1991].
[TpuMepoM MOXKET CITY)XUTb COTPYAHUK, MMEIOLINII /I KOMIIAHUM LIeHHOCTD 3a CYeT
6O/BIIIOTO aBTOpUTETA U yBaXXEHMA B Ko/UIeKTuBe. «[lepeHoc» Takoro coTpymHuKa B
IIPYTyI0 OpTaHM3ALVIO IIPMBELET K yTpaTe STUX KauecTB, YTO He MO3BOJINUT €My BOC-
IPOM3BOAUTDL CBOIO NPEXHIOW I0/Ie3HOCTb. HakoHell, NPUYNHHO-C/IEICTBEHHAS He-
OIIpeJIe/IeHHOCTD OTPaXKaeT «CTeIeHb, B KOTOPOJ pabOTy OT/e/IbHOTO aKTUBA CTIOKHO
CBsI3aTb C KaKMMU-MOO pe3y/nbTaTaMy [esTe/IbHOCTI opranmsaunm B nemom» [Coff,
Kryscynski, 2011, p. 1431]. IIpuMeHNUTeIbHO K YeJIOBEUYECKOMY KaIlUTaTy MHOTAA TPYA-
HO OIpeJe/nTb, KaKoil KOHKPETHO COTPYAHMK 00J1afjaeT BaXKHbIM HEsABHBIM 3HAHNEM,
HO3BOJIAIOIMM KOJUIEKTUBY CO3JaBaThb YHMKA/IbHBIN IPORYKT VIN YCIIYTy. AHATIOIMY-
HO B HEKOTOPBIX CUTYaIVIIX HEBO3MO>KHO ITOHATb, KAKOJ1 9/IEMEHT B L[eTIOYKe [IeHHOCTI
KOMITaHVM NIPYBHOCUT TO KaueCTBO KOHEYHOTO IMPOAYKTA, KOTOPOE BOCIIPYHIMAETCH
HOTpebuTe/IeM KaK YHUKANIbHOE MY Hanbosiee LieHHOe.

ConpsKeHHbIe C M3O/ALVOHHBIMY MeXaHM3MaMU OCOOEHHOCTM YeIO0BeYecKo-
ro KaluTana Kak 00'beKTa yIpaB/ieHNs IPUBOAAT K HeapPeKTUBHOCTI CTPATETMN 1O
IIPOCTOMY HAaKOIUIEHMIO ITy/Ia 4e/IOBEYeCKUX pecypcoB. Pe3ynbTaTiBHOE UCIIONb30Ba-
HIIE 4e/I0BEYEeCKOT0 KaIllNTala IPeAIIoaraeT CUCTEMaTHYEeCKYIO JeATebHOCTD 110 IIPK-
BJICUEHUIO, Pa3BUTHUIO, YIEP>)KaHMIO I MOTUBALMM COTPYAHMKOB, YTO aKTya/lU3UpyeT
BaXHOCTD cucteM YYP. 3necp npefcraBuTenn ByX UCCaef0BaTeNbCKUX HAIIPABJIEHMIT
(cTpaTern4eckoro yeoBeYeCKOro KammTana u crparerndeckoro YUP) nocturaror KoH-
CEHCyCa, YTBep)KJas, YTO YCTONYMBbIe KOHKYPEHTHbIE IIPEMMYILeCTBa €CTh pe3y/IbTaT
B3aMMOJIEVICTBYA IIy/Ia KBaIVM(PUIVIPOBAHHBIX COTPYAHUKOB 1 3P PEKTUBHBIX U BHY-
TPEHHe COITIACOBAaHHBIX (CHHePreTM4eCcK! CBA3aHHbIX) TpakTuK Y UP (cm., Hamp.: [Paiir,
Handopz, Crem, 2007; Boxall, 1996; Delery, Roumpi, 2017; Boon et al., forthcoming]).

3HaHMA KaK CTpaTernmyecKuii pecypc. B kadecTBe cTparerndyeckoro pecypca 3Ha-
HJIS BBICTYTIAIOT 0OBEKTOM ellle /I OfHOTO HaIlpaBJIeHVs MCCIeJOBAaHWIT — CTpaTern-
4eCKOro yIpaBjieHVs 3HAHUAMN. basupysch Ha 3HaHMEBO Teopuu GUPMBbI, CTOPOHHM-
KV CTPaTern4ecKoro yrpasjIeHNs 3HaHWAMY NIPeJIPUHMMAIOT YCUINA 110 BbIABICHIIO
1 00'bACHEHNIO B3aVIMOCBA3) MEX/]Y 3HAHNAMMY (MX XapaKTepUCTUKAMU Y IIPaKTUKAMMU
paboThI C HUMM) U KOHEYHBIMM TTOKa3aTe/IAMU IeATe/IbHOCTY opranusanym. Tak, B He-
flaBHeM 0030pe, MOCBSAIEHHOM 3TOMY aCIIeKTY, OTMeYaeTcs, YTO HaIn4ye IPsMOli B3a-
MIMOCBA3M MPAKTHK YIPaB/IeHNsA 3HAHUAMM C (PMHAHCOBBIMU pe3yIbTaTaMM IIPOCie-
KMBAETCS BCETO B HECKO/IbKIX VICCTIEJOBAaHMAX, OfHAKO yIIPaB/IeHe 3SHAHNAMM BHOCUT
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CYyILIleCTBEHHBIII BK/IaJl B MTHHOBAIVIOHHYIO aKTMBHOCTD QVPM 1 pa3BUTHE COIYTCTBYIO-
myx eyt pakropos [Inkinen, 2016].

BMmecTe ¢ TeM ¢ TOUKM 3peHNUA CTPATerMYecKOro yIpaBIeHNsA 3HAHVA Helb3d JC-
ClleloBaTh B OTPbIBE OT NPAKTUK YIIPABACHNUA VMU U IIPOLECCaMM, OCHOBAaHHBIMU
Ha BHyTpudupmeHHbix 3HaHMsAX [Alavi, Leidner, 2001]. [Tostomy B kadecTBe cTpa-
TETMYECKUX PecypcoB 0Oojiee NMpaBMIbHO pPacCMaTpPUBATh NOTOKM 3HAHUII BHYTpU
¢upmer [Leistner, 2010]. Takum 06pasom, [1s KOMIIAHMIT CTpaTerMuecKy BaXKHbI He
caMM 3HaHMA, HAKOIUICHHbIE K JAHHOMY MOMEHTY BPEMEHU, a IIOTOKM 3HaHWIL, T.e.
CIIOCOOHOCTH KOMITaHMI «3(p(PEeKTUBHO MPUMEHATDb 3HAHMS C 1Ie/IbI0 CO3/JaHMsI HOBBIX
3HaHMI U IPEIPVHUMATD JAENCTBUA MO NOCTVDKEHMIO YCTOMYMBBIX KOHKYPEHTHBIX
IIPEeMMYILEeCTB Ha OCHOBe 3HaHMEeBBIX akTuBOB» [Alavi, Leidner, 2001, p. 108]. Tax,
3aJOKYMEHTUPOBAHHBII aITOPUTM INPUHATHUA KAaKOro-mnbo pelleHns, KOTOpblil He
IpUMEHAETCA B KOMIIAHUMY, He OyIeT CIy>KUTb elf 3HAHNEBBIM PeCcypcoM, HO, Oymydn
BCTPOEHHBIM B JIeATE/IbBHOCTD, OH IIPHOOpeTEeT CTpaTerndeckKyr 3Ha4nMocTb. Ha Hamm
B3IJISI], UMEHHO B 9TOIl «[IOTOKOBOCTV» COCTOUT NMPUHIUNNANIBHOE OTINYNE 3HAHWI
OT CTaTMYHOTO ITy/Ia YeJIOBEYeCKOTro Kammrana (GUpMbI, KOTOPbI TaK)Ke OXBAaThIBaeT
3HaHMA COTPYJHMUKOB.

CoracHO pecypCHOII KOHIIEIIIVMN, YTOOBI CTaTh CTPaTerMIecKNM PecypcoM, 3Ha-
HYS JJOJDKHBI OBITh IIEHHBIMU, PEIKVMMY, HEKONMPYeMBbIMM ¥ He3aMeHMMbIMK. Ecim
LIEHHOCTD, PEKOCTb U He3aMEHMMOCTDb 3HAHUI APYrMMu (GaKTopaMy MPpOM3BOACTBA
ABJIAIOTCA OYEBUIHBIMM B KOHTEKCTe HOBOJ S5KOHOMUKI, TO BOIIPOCHI VX HEKOIMpye-
MOCTH CTa/IM IIPEMETOM JVICKYCCUML. B TO BpeMs Kak sABHbIE 3HAHUA MOKHO 3aLUTUTD
npaBaMM COOCTBEHHOCTH, M(ppPOBAaHMEM U COITIAIIEHNAMY O HepasIIallleHnN, HesB-
Hble 3HaHMA, BBIPa)KEHHbIE B HABBIKAX ¥ YMEHUAX COTPYAHNKOB, MOTYT ObITb yTpaueHbl
BCIIefCTBUE UX yBonbHeHus [Grant, 1996; Zack, 1999]. Takum o6pa3om, B Lje/isIX coxpa-
HEHVIS1 KOHKYPEeHTHBIX IIPENMYIeCTB, OCHOBAHHBIX Ha 3HAHMAX, OPTaHM3aIVA JOIDKHA
He TO/IbKO 3alMINATh 3HAHMA IIPaBOBBIMM MHCTPYMEHTaMI U CPefCTBaMu obecriede-
HYA MHPOPMAIMOHHON 6€30IIaCHOCTI, HO U IIPU/IATaTh YCUIVA MO YAEPXKAHUIO CBOUX
COTPYZHMUKOB — HOCUTeE/IEN HeABHBIX 3HAHMWIL

IToToky 3HaHMIT KaK CTpaTernmdeckye pecypchl 00/1afjaloT 3HAYNTETbHBIMYU OCO-
6eHHOCTAMM. Bo-TIepBbIX, 3HaHNA BCer/ja IpeObIBAIOT B JUHAMMKE,  IX HOCUTE/IV CIIO-
COOHBI caMopa3BuBaTbcsA. CaMoOpasBUTIE IPOUCXOANUT 1O GopMy/e «deM OOJIblle ThI
3Haelllb, TeM ObICTpee Thl yunuibcs» [Zack, 1999, p. 128]. VIubpiMu croBamu, paciimpe-
HIe oO'beMa 3HaHWIT IIOJIOKUTETbHO CKa3bIBAaeTCA Ha KaueCcTBe IIOTOKOB 3HAHWIT U 10-
rromanleit cnocobnocty kommnanuu [Cohen, Leventahl, 1990]. Bo-BTopsix, 3HaHus,
B OT/IMYME OT JPYTUX TUIIOB PECYPCOB, MPEAIIONAraloT 3HAYNTEIbHYI0 SKOHOMMIO OT
Mmaciura6a (returns to scale) 1 skoHOMMIO OT pacimnpenus chepsl mpuMeHeHus (returns
to scope) [Kogut, Zander, 1992; Shapiro, Varian, 1998]. V3nep>xku oT paciuypeHns sHa-
HUIJT WV UX TIepeHoca Ha JIpyrye o0/1acTy eATeIbHOCTY BO MHOTUX CTy4asx OymyT
MeHbIIIe BHITOJBI OT MX HOBOTO MCIIONb30BaHMA. KpoMe TOro, oTAada ot MacimTaba Mo-
KeT OBITb ¥ BO3pACTAIOIeil: YeM 4Yallje 3HaHMe UCIONb3yeTCs, TeM Oojiee IeHHBIM OHO
CTAHOBUTCA ISl OpraHu3alun [Grant, 1996; Zack, 1999]. B-TpeTpux, 3HaHME MOXHO
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VICIIONIb30BAaTh KaK /I €T0 HeMOCPeNCTBEHHOI TpaHCHOPMAIM B IIPOAYKT VWM YCITy-
Ty, TaK U J/I MU3BJIeYeHNA HeNIPAMBIX BhITof, [Sveiby, 2001]. B wacTHOCTH, 3HAaHMA MOTYT
COJIeIICTBOBATDb IIPUBJ/ICYEHNIO BHEIIHNX PeCypcoB (HampuMmep, 4epes ceTb 3HAKOMCTB
COTPYJHMKOB) M COBEPIIEHCTBOBAHMIO CAMOTO IIPOIiecca IIPOU3BOJCTBA MPOJYKTOB I
YCIIyT.

K orpann4eHnnaM IOTOKOB 3HAHMII KaK CTPATEINIECKOTO PeCypca MOKHO OTHECTH
CTIOKHOCTD VX MAEHTUGUKALUN U M3MepeHus. ITo, MOJOOHO IPUYMHHO-CIeCTBEH-
HOJI HEOIIPENENeHHOCTY Y€/I0OBEYECKOTO KaIluTalla, BbIShIBAET CIOXKHOCTH IIPYU OIIpe-
flenieHVy Hanboee BayKHBIX 3HAHMII /I KOMIIAHUMY, YTO 3aTPYAHAET yIIpaB/IeHNe 3Ha-
HUAMHU B 1ieioM. Kpome Toro, sHaHMA HEPEJKO IPEOJONeBAI0T TPAHNIIBI KOMIIAHUN U
B pe3y/nbTaTe YaCTUYHO yTPAYMBAKOT CTATYC €€ CTPaTerMYeckoro pecypca. OTHIOb He
IIPOCTO HAVTV I'PAHMUIY MEXAY BHYTPEHHMUM 3HAHMEM U KOHEYHBIM IIPOAYKTOM KOM-
IIAHNUMY, eC/IY OH VIMeeT 3HaHMeBYI (GOpPMY, YTO NPUCYIe MHOTYM MHTE/IEKTYalbHO-
€MKJIM OPraHM3aLMAM.

MHTETPAIIVIA CTPATETMTYECKINX PECYPCOB

B paMKax pecypcHOII KOHIIeNIIMM CTpaTernyecKye pecypcbl KOMIIAHMY Yallie Bce-
IO PaccMaTpMUBAIOTCA KaK OT/e/IbHBIE JipaliBepbl YCTONYMBBIX KOHKYPEHTHBIX IIpe-
uMyiiecTB. O4eBUIHO, YTO KOMIIAHNM OFHOBPEMEHHO 00/IalaloT BCeMM TUIIAMMU STUX
pecypcoB 1 Ha ypOBHe YIIpaBJIeHMsI MOTYT ke He IIPOBOIUTb MEXy HUMM 4eTKUX
rpaHuil. B HacTosIIeM MCCIeOBaHNM BHICKa3bIBAETCS IPEAIIONIOKEHNE O TOM, UTO 3¢-
($eKTUBHOCTD CTpaTerndeckoi paborsl ¢ cucteMamu Y UP, yesroBeyecKyM KaITaIoM 1
3HaHMAMU QUPMBI 3aBUCUT OT y4eTa Hanbojee BaKHBIX B3aMMOCBA3EI MEX/Y HUMN.

OpHa 13 yCHENIHbIX HOIBITOK IOCTPOEHMs MOfeNy, MHTeTPUPYIOLIell 3HaHMS,
9eIoBeYeCKUil KannuTtan u npaktuku YUP B eguHyo cucremy, peanusoBaHa B CTaTbe
[Paitt, Jaudopa, Cuemn, 2007] (puc. 1).

IIpakTuku ynpasieHust
YeJIOBEYECKUMH PECYpPCaMHU

YenoBedyeckuii IToToxn
KarnuTan 3HAHUI

Puc. 1. MOI[QTII) B3aMMOCBA3N ITPAKTUK YIIpaBI€H A Y€10BEYECKNIMU peCypcam,
4eI0oBe4YeCKOro Kamnuraaa ¥ MOTOKOB 3HAHU

CocraBneHno mo:[Pair, Jaudopsn, Cuemrt, 2007].
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IIpaktuku YYUP co3pmaloT 1jeHHOCTb B TOV CTEIIEHM, B KAKOJ OHM BIMAIT Ha pas-
BIUTIIE 9€/IOBEYECKOTO KanuTasa 1 3¢(eKTUBHOCTD MOTOKA 3HaHuUIL. [IpakTukm moryT
BECTY K HAaKOIUICHMIO YeJI0OBEYECKOrO KalyuTasa IIyTeM, HallpuMep, peKpyTHHTa HOBBIX
4JICHOB KOMaH/Ibl, pealn3alyy IporpaMM OOyYeHUsA COTPYAHUKOB VUIV IOBBIIICHUSA
nx MotuBauyy. Ponp mpaktuk YYP 1o oTHomIeHNMIO K MOTOKY 3HaHMII MOXXHO IIPO-
WITIOCTPUPOBATh HA IPMMepPe MIPAKTUK BOB/I€YEHNs [IEPCOHAIA B MIPOLIECC IPUHATUA
pemennit. O6begHsAA B 9TOM IIPOLecce COTPYAHUKOB PasHbIX 9KCIIEPTHBIX 00/1acTell,
MeHepKepsl 1o YUP MoryT pacmimputh 0XBat IIOTOKOB 3HAHMIL M CIIOCOOCTBOBATH I10-
uCKy Haubomnee 9¢pPpeKTUBHBIX ¥ BCECTOPOHHE IPOPAOOTAHHBIX PeLIeHNIL.

IToTok 3HaHMIT OIpeeIsAeTCs YeIOBeYeCKIM KalUTaIoM (GUPMBL I B TO Xe BpeMs
OKasblBaeT Ha HETO HEIOCPENCTBEHHOe BiMsAHME. bolee KOMIIeTeHTHbIE COTPYSHUKU
a¢deKTuBHEe UCIIONB3YIOT CBOM U APYriue JOCTYIIHbIE UM 3HAHUS M OOMEHUBAOTCS
uMn ¢ kowteramu. OPpPeKTUBHOE MCIOIb30BaHMe 3HAHMIA, B CBOIO OYepefib, CIOCO6-
CTBYeT Pa3sBUTUIO KOMIIETEHLMII COTPYAHMKOB. B 4aCTHOCTM, MOXKHO OXUMATb, YTO
o0beVHeHe SKCIIEPTOB U3 PasHBIX cep B MeKAMCIUIUIMHAPHON KOMaH e IpUBeeT
K paspaboTke 6onee 3P PeKTMBHBIX pelIeHNl 1 MO3BOINUT YYACTHUKAM NPHOOpeCcT
LIeHHBI! OIBIT B HE3HAKOMBIX M paHee 00/1acTsX.

ABTOpBI MOfienn [PairT, IIambopn, Cuemn, 2007] orMevaroT, 4TO OHa He IIpeTeH-
IyeT Ha poyib QYHAAMEHTAIbHOI TeOPETUYECKOI OCHOBBI 1 CITYXKUT CKOpee /IS OIIpe-
ie/IeHNs1 BO3SMOXKHBIX TOYeK COIPUMKOCHOBeHMs cdep crparermueckoro YUP, crpare-
I'MYECKOTO YeJI0OBEYECKOrO KallUTaja M CTPATernuecKoro ymnpasieHns sHaHuAMu. [lo-
CKOJ/IbKY MOJIe/Ib IIpefICTaBIeHa Ha BLICOKOM YPOBHE a0CTpaKIuy, ee 9/IeMeHTBI SBJIA-
I0TCS CTIMIIKOM 00001eHHBIMM. B IIepByIo o4epeab 5TO OTHOCUTCS K IOTOKAM 3HAHUIL.
3HaHUA 0OBIYHO MOAPA3TENA0TCA Ha SABHBIE M HeABHbIE. B TO BpeMs Kak HOCHUTeNeM
HeSIBHBIX 3HAHMII MOXXET OBITh TOJIBKO Ye/TIOBEK, IBHbIE 3HAHNUSA MOTYT TaKXe aKKyMy-
NMpOBaThCA B 6a3ax 3HAHUI KOMITaHUN. DTU 06a3bl COfep>KaT KOAU(UIIPOBaHHbIE, OT-
qy>KJeHHBbIe OT MH/VBUIOB 3HAHNA, IIPeACTaB/IA0Ie OO0 00e3/IMYeHHBbIIT YeloBe-
YeCKUi1 KanuTaa GUpMBIL.

Takum 06pa3oM, BaKHBIM 9/IeMEHTOM CUCTEMBI B3aMMOCBsI3ell MEXY CTPaTery-
4eCKMMM PecypcaMi CIefiyeT CUUTaTh 6a3bl 3HAHMIT, KOTOPbIe HAPSANY C Ye/IOBEYEeCKIM
KaIlMTaJIOM B PaBHOI CTeIIeH! MCIONb3YIOTCA B IIpoliecce IPOM3BOACTBA IPOLYKTOB I
ycryr komnanny. HazHaueHne IOTOKOB 3HAHNI B MOZIE/IM MOXKET 3HAYMTE/IbHO Bapbli-
POBAaTbCs B 3aBUCUMOCTHI OT TOTO, KaKas CTpaTerus yIpaBjieHNs 3HaHUAMMU peannsy-
eTcst opranusanyen (mogpobHee 06 3TOM pedb MOVAET fjajee).

Heo6xoa1Mo nop4epkHyTh, 4TO aBTOpHI pabdotsl [Paiit, Jandopa, Cremn, 2007]
paclIMpuIn IpefcTaBlIeHNe O YeJIOBe4eCKOM KalluTasle, IOIOIHUB €r0 TaKMMIU KOH-
CTPYKTaMM, KaK COIMA/IbHBI M OpPTraHM3aLMOHHBI KanuTan ¢upmsl. [Tocnennnii, B
CBOIO ouepefb, BKIoYaeT 6aspl 3HaHMi opranmsaunu [Youndt, Subramaniam, Snell,
2004]. B paMKax ZaHHOJ CTaTby MBI CPOKYCHPYeMCs TOMBKO Ha 6a3ax 3HaHMIL, OITyCcKas
OCTaJIbHblE COCTABJIAIOLIME OPraHM3AlMIOHHOIO KalUTaja, a COLMAIbHBIN KaluTarl,
cnenys B3rAny [. bekkepa, oTHeceM K 4e10BeYeCKOMY B CHIY TOTO, YTO COLMa/IbHbIE
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CBA3M €CTb KOMIIOHEHT (V1M IPOM3BOJIHASA OT) 3HAHMII, HABBIKOB U YMEHUI MHAVBUAA
[Becker, 2002].

Kpome Toro, komnoHeHT «npaktukyu YUP» mpepcrasien B Mogenu [Paitt, [Jan-
dopn, Cuenn, 2007] upesmepHo 00001eHHO. 3/€Ch, OJHAKO, HEOOXOAUMO HPUHSATH
BO BHMMaHIE PasHOHAIPABIEHHOCTb IIPAKTUK, BXomAmux B cucremy YYP. B coot-
BeTcTBMM ¢ AMO-Mozenbio (Ability, Motivation, Opportunity) cucrema YYP gomxna
BK/IIOYATh TPY IPYIIIBI IPAKTUK, HAIIPABI€HHDIX Ha:

1) pa3BuTHE KOMITETEHI[UIT COTPY/IHIKOB;

2) HOBBIIIEHNE MOTUBALIY [IEPCOHAIIA;

3) pacumpeHue pabounx BO3MOXKHOCTel epcoHana (M., Hamp.: [Appelbaum et al.,
2000; Boxall, Purcell, 2003; Jiang et al., 2012]).

ITepBas 3 HUX HANIPAMYIO BIUAET Ha Ye/IOBEYECKIUIT KaruTaI pupMBI 1 OXBaTbIBa-
eT IPAKTUKY Pa3BUTUA U 0OYUEeHNs, pEKPYTUHIA ¥ 0TOOPA, OLIEHKY pe3y/IbTaTUBHOCTHI
[Jiang et al., 2012; Marin-Garcia, Tomas, 2016].

Bropas rpymnma opueHTHpoBaHa KaK HEIIOCPeCTBEHHO Ha Pa3BUTHE YeTOBEYEeCKO-
TO KalNTasla, TaK ¥ Ha MHTEHCU(UKAIIUIO TIOTOKOB 3HAHMIA, IOCKO/IbKY Y4acTOTa 1 9¢-
(beKTUBHOCTDb 3HaHMEBBIX KOMMYHMKAIVIIT BO MHOTOM 3aBUCUT OT TOTO, HACKOJIBKO CO-
TPYAHUKM 3aMOTHBMpoBaHbl. OHA BK/IIOYaeT IPaKTUKI, HAIIPAB/ICHHbIE HA MHAVBUAY-
aJIbHYIO ¥ TPYIIIIOBYIO OIUIATY 110 pe3y/IbTaTaM, IpU3HaHMe, 6e30I1acHOCTb Ha paboyeM
MecTe, 6alaHc pabOTHI U JIMYHOI XXWU3HM, MOTUBALMIO K 00ydeHMIo, popMupoBaHue
pabodero KIyMMara, yAOBIETBOPEHHOCTD IlepcoHaia U T. 1. [Jiang et al., 2012; Marin-
Garcia, Tomas, 2016].

TpeTps rpymnma mpakTuk B OOJIbIIEl CTEIIEHM COOTHOCUTCSA C YCTIOBMAMM U BO3-
MO>KHOCTAMM IIePCOHANa y4acTBOBAaTb B (POPMUPOBAHUM M VCIO/Nb30BAHUM IIOTO-
KOB 3HaHMIT Komnauuy. Cpefy HUX — IPAKTUKY BOB/IEYEHN: IIEPCOHAJIA B pellleHe
yIpaB/IeHYeCKVX 3a/ja4 OpraHM3auyy oOMeHa SHaHUAMM, AMU3aiTHA TPYHAOBOII eATe/b-
HOCTM, pacIIMpeHnsi aBTOHOMHOCTY COTPYHRHMKOB [Marin-Garcia, Tomas, 2016].

ITpenmonaraercs, 4To B 061ieit cucteMe Y YP KoMITaHMM yKa3aHHbIE TPYIIIBI IIpaK-
THK B3aJMIMOYBA3aHBI IPYT C IPYTOM, YCUIMBAasA ABYCTOPOHHMIT 3P deKkT. Bmecte ¢ Tem,
B 3aBUCUMOCTH OT cTpaTeruit YUP, BbOMpaeMbIX KOMIIAHVAMM, O HY IPAKTUKI MOTYT
IPUMEHATDCS Yallle, B TO BpeMsI KaK JpyTye — peke UM COBCEeM OTCYTCTBOBaTh. Cie-
IyeT IOAYepKHYTb, 4To B [Paitt, landopxa, Cremwr, 2007] akijeHT chelaH MMEHHO Ha
OT/Ie/IbHBIX NTPAKTUKAX, a He Ha cucTemax Y 4P.

O6061ras BbIlIeCKa3aHHOE, MOXKHO PacUIMPUTh MOJEIb B3aMMOCBA3EH MEXy
paccMaTpUBaeMBbIMU CTPATETNIECKIMI pecypcamn (puc. 2).

B npepcraBieHHOl pacUIMpeHHO MOJieM IPOBefieHa JeKOMITO3UIVA abCTpaKT-
HOro Habopa npakTuk YYP Ha oT/ie/IbHbIe IPYIIIBI U J0OAB/IEH HOBBIIL 97IeMEHT — 6a3bl
3HaHUIL. DTOT 3/IeMEeHT a/IbTePHATVBEH YeTI0BEYeCKOMY KaIlUTaly M CIY>KUT (HopMoit

aKKYMY/IALMM 3HAHUI QUPMBI, a TaK)Xe MOf4epKIBaeT pa3HOHAIPaBIEHHOCTb CUCTEM
Y4P.

Becmuux CII6I'Y. Menednmernm. 2018. T. 17. Boin. 1 55

26



/1. H. Cokonos, E. K. 3asvsinosa

Cucrema yYupapJ/ieHUsl Ye€JI0B€YE€CKUMHU pecypcaMu

IIpakTuxu IIpakTuxu IIpakTuxu
pasBuTHA IOBBIIIEHHS pacimpeHus
KOMIIETEHITUI MOTHBAIUHA BO3MOKHOCTEH
4 N
Yenoseueckuii
ITotoxn
KaItuTai N
S ) 3HAHUU
4 N
baser
3HAHWI
. /

Puc. 2. PaCHH/IpeHHaH KOHIIETITYya/IbHAA MOJIE/Tb B3aIMOCBA3YM NIPAKTUK YIIPABICHNA
YEN0BEYECKMIMU peCypcaMM, Y€JIOBEYECKOr O KalyTaaa 1 IOTOKOB 3HAHUI

B3AVIMOOEVICTBUE CTPATETUN YIIPABNEHUA 3SHAHUAMU U CTPATETUN
VIIPABJIEHUA YETOBEYECKVIMU PECYPCAMMU

PacimpeHHas KOHILENTyaIbHas MOJEIb JEMOHCTPUpPYeT obliee IpefcTaBIeHNe O
POMM CTpaTerM4eCcKMX peCypCcoB OpraHM3alM M X B3aMIMOCBA3AX. BMecTe ¢ TeM KoMITa-
HUM CIIOCOOHBI fIeTIaTh CTaBKY Ha OT/ie/IbHbIe PeCypPChl KaK Ha K/II0YeBble B 00ecIedeHn
KOHKYPEHTHBIX IpenMyIecTs. [lono6Hble BHYTpeHHMe TOUTIKM, corntacHo M. ITopre-
Py, MOTYT pacCMaTpUBAaTbCs B KadeCTBe JpailBepOB KOHKYPEHTHBIX CTpaTernii GpupMbl
[Porter, 1985, p. 80, 124]. B ganbHevineM Mbl OyfeM BeCTI pedb O TaKUX HMOMUTUKAX KaK
0 (PYHKIMOHA/TBHBIX CTPATErMAX OpraHu3anum B chepe ypasaeHns sHanuamu u Y IP.

Crpareruu ynpasieHus sHaHuAMM. CTpaTerni ylpasieHns sSHAHIAMI NIOJpaszie-
JIAIOTCA HAa CTPATernIo IMepCOHA/IM3ALN U CTpaTeryio Kopyudukauny sHanmit [Hansen,
Nobhria, Tierney, 1999]. Crpaterns nepcoHanmsanuy 3HaHWII OCHOBBIBAETCA HAa MeEX-
JIMYHOCTHBIX B3aMMOJENICTBIUAX COTPYAHMKOB B LIEJIAX CO3TAHMA M OOMEeHa 3HAHMAMI,
Jaie BCEro MMEILIMMM HesiBHYI0 ¢opMy. OpraHusanmy, UCIOMb3YIOLINe 3Ty CTpare-
TMIO, OPMEHTUPYIOTCA Ha PasBUTHE U YKPEITIEHNE COLMAIbHBIX CBA3EN, B paMKaxX KOTO-
PBIX COTPYAHMKM OOMEHVBAIOTCSA OIIBITOM ¥ Pa3BUBAIOT CBOY ITPOQeCCHOHAIbHBIE U 9KC-
nepTHble KoMmnerteHImn [Scheepers, Venkitachalam, Gibbs, 2004; Kumar, Ganesh, 2011].
Crpaterns KogyyKayy, HaIPOTHUB, IIPUBOAUT K OTYY>KAEHUIO 3HAHMI OT IHAUBUIOB,
VX HaKOIICHMe 1 XpaHeHMe B 9JIEKTPOHHBIX 6a3ax JaHHbIX. KoguduniposanHble 3Ha-

56 Becmuux CII6I'Y. Menednmernm. 2018. T. 17. Boin. 1

27



VInmezpayus cmpamezuueckux pecypcos opeanHusanul 6 yCro6Usx HO60U IKOHOMUKU: KOHUENMYATbHAS MOOeNb

HVSL MOTYT JIETKO PAacIIPOCTPAHATHCA B IIpefie/iax OPraHM3aLuy M UCIIOIb30BAThCS JII0-
OBIM aBTOPM30BAaHHBIM Y4aCTHUKOM pabodero mpouecca [Bettiol, Di Maria, Grandinetti,

2011]. XapaKTepUCTUKY JBYX CTPATernil YIIPaB/IeHNs 3HAHUAMI IPUBEeHbI B Ta0I. 1.

Tabnuya 1. XapaKTepUCTUKU CTPATETUIl ypaBIeHN SHAHIAMNI

XapakTepucTuka

Crparernsa

Ilepconanusanysa sHaHUI

Kopudukammsa sHanuin

Cospanue u npuobpeTeHne
3SHAHUNI

B pesynbrare KpeaTMBHOTO
mpoliecca

B pesynbrare pukcuposaHusa
IIPOLIJIOTO OIIBITA

O6MeH 3HAHUAMMA

UYepes HenocpeCcTBEHHbIE
KOMMYHUKALUU MEX]TY
COTPYIHMKAMI

Yepes nHGOPMAIVIOHHBIE
CUCTEMBI

Vicnonbp3oBaHme 3HaHU

Vicrionp3oBaHme HESIBHBIX
3HAHUI, BBICOKAs CTEIIeHb
KaCcTOMM3ALVM PeLIeHMIt
(mpuBsI3aHHBIX K KOHKPETHOII
pobeme)

Victionb3oBaHme IBHBIX 3HAHMUIA,
11ab7I0HOB PeLIeH NIt

VuTerpaunsa sHanmit

Yepes MeXAUCIUIIMTHAPHbIE
KOMaH/IbI

Yepes ennuyro 6a3y sHaHUI

VHcTpyMeHTHI yripaBieHus
SHAHUAMMU:
— KaHaJbl
KOMMYHUKaLUK

— IPAKTUKY yIIPaBJIEHNs
O bMM

— UT-cucrempr

«JIromy — ymroaV»: KOMaH/THas
neATEeIbHOCTb, MO3TOBbBIC
IITYPMBI, JUCKYCCHOHHBIE
hopyMBIL, BCTpeun n
COBeIaHNS

VupusupyanpHoe
HACTaBHMYECTBO, OBbILIEHNE
BHYTpEHHelT MOTUBALNI
(HarmpuMep, CTeneHn
YZIOB/IETBOPEHHOCTH OT
paboThI B KOMaH/ie, Pa3BUTHA
podeccnOHaIbHBIX CBsI3elt)

Toppmepyxka 06MeHa 3HAHUAMMI

«JIromy — DOKyMeHTbI»:
CHCTeMBI TOAJEPKKY IIPUHATHUS
pelieHuit, 6a3bl JOKYMEHTOB,
KapThl 3HAHNUI, 6a3BI TYYIINX
IPaKTUK

JnekTpoHHOE 06yUeHue,
TIOBBIIIIEHVIE BHEIITHE
MoTuBaLuu (Hampumep,
JeHe)KHOe BO3HaTpaXkfieH!e,
KapbepHOe MIPOJIBIKEHNE)

XpaHeHMe 3HaHUIL

CocraBneno mo: [Hansen, Nohria, Tierney, 1999; Choi, Lee, 2003; Scheepers, Venkitachalam,
Gibbs, 2004; Greiner, Bohmann, Krcmar, 2007; Storey, Hull, 2010; Bettiol, Di Maria, Grandinetti, 2011; De
Toni, Nonino, Pivetta, 2011; Kumar, Ganesh, 2011; Powell, Ambrosini, 2012; Kim et al., 2014; Merat, Bo, 2013;
Cohen, Olsen, 2015; Mangiarotti, Mention, 2015; Venkitachalam, Willmott, 2015; Obeidat et al., 2016].

Komndukanms u nepcoHanmsanus He sABIAIOTCA ABYMs He3aBUCHMBIMY TUIIAMMU
CTpaTeruil — CKOpee OHU IPECTABIIAIT COOOI MOMIOCHI OFHOTO ¥ TOTO >Ke KOHTYHY-
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yMa. Cor1acCHO OCHOBOIIOJIOKHIKAM AMXOTOMUM «KOAMUKALNA — MepCOHANMN3ALA»,
3¢ deKTVBHBIM MOXeT CUMTATbCcs paspeneHne 80:20, B KOTOPOM OfHA CTpaTerns Jio-
MMHUPYET, a pyras — BBIIOTHACT NOAAep>KuBaoyto ¢yHkimio. CcblIasch Ha CBO
OIBIT OM3HEC-KOHCY/IbTUPOBaHMs, aBTOpbl paborsl [Hansen, Nohria, Tierney, 1999]
BBICKa3a/I/l MHEHIE O TOM, YTO CTpeM/IeHe KOMIIAaHMI IIPeyCIeTh B 00enX CTpaTernax
BeJleT /IMIIb K HepallMlOHAJIbBHOMY PAaCXOJ0BaHUI0 MHBECTUIVIT — 9 eKThI IBYX CTpa-
Ternii BO MHOTOM II0/IarajMCh B3a¥MOMCK/IIOYAOIMMU. B Ipyrux McciefoBaHNAX BbI-
BofbI M. XaHceHa 1 ero Kosuter 6sutn ocriopess! (cm., Hamp.: [Choi, Lee, 2003; Scheepers,
Venkitachalam, Gibbs, 2004; Powell, Ambrosini, 2012; Kumar, Ganesh, 2011]). Tak, B
[Choi, Lee, 2003] mpuBogsATCcst JOKa3aTeIbCTBA MIPEBOCXOACTBA «IMHAMUIECKOI» CTpa-
TETUY YIPAB/IeHN 3HAHNAMI, IIPEATIOIATalollell PaBHBIN aKI[eHT Ha KOAMpUKauMu u
nepconanusarun. B [Scheepers, Venkitachalam, Gibbs, 2004] mokasano, 4to Be160p TOII
WIM MHON CTpaTeruy 3aBUCUT OT 3PeNOoCTU YIPABJIeHNA 3HAHMAMM B KOMIaHuu. Ha-
IIpyMep, KOMIIAHNH, TOTbKO HaYMHAOLIYE OCBANBATh yIIpaB/ieH)e 3HAHVAMM, JO/DKHBI
BBIOVIPATb JOMVHUPYIOIIYIO CTPATernio, a KOMIIAHUN CO CIOKMBIIMMMUCSA CUCTEMaMM
yIIpaBJ/IeHVs 3HAHUAMM MOTYT B PaBHOU CTEIIeHN) UCIIONb30BaTh 00€ CTpaTerym.

Be160op noMuHUpYIOLelt CTpaTerny yipasIeHns 3HaHUAMM, Ha Halll B3IJIAJ, OIIpe-
messieT XapaKTep B3alMOCBsI3eil MeX/y CTpaTerndecKUMI pecypcaMi KOMIIaHUY, pac-
CMaTpMUBaeMBbIMI B HACTOs1Iel cTaTbe. B cliydae TATOTeHMsI OpraHM3alMy K CTpaTernm
HepCOHAIN3ALNN IBYCTOPOHHSIS CBA3b C YeTIOBEYECKMM KalMTaJIoM BbIpa>keHa Oortee
OTYET/INBO, YeM IpU cTparernn Kopudukanyum. B xoguduuypyommx oprannsaysix
HOTOKY 3HAHNUIL, aKKyMY/IPyeMble B 97IeKTPOHHBIX 6a3ax JaHHBIX, OYAYT, C OHOI CTO-
POHBI, B MeHblIIeil CTelleH) BJIMATb Ha Pa3BUTNE 4eTOBEYECKOTO KAalMTAaNa, a C Jpy-
roit — He TaK CUIbHO OT Hero 3aBuceTs. [Ipu ctparernn kopndukaum cBssb ¢ 6a3oit
3HAHMUII cTaHeT Hanbosee OTYETIUBOIL.

Crparernn YUP. Onna 13 6a30BbIxX Knaccudukanuit crpareruit YYP Boigenser
CTpaTernio, OpMEeHTUPOBAHHYIO HAa KOHTPOJb, ¥ CTPAaTeruio, OpUEHTVPOBAHHYIO Ha
npuBepKeHHOCTH [Arthur, 1994; Hauff, Alewell, Hansen, 2014]. 3tu crparernn ompe-
eS0T OCHOBHBIE KOMITOHEHTHI cucteMbl YYP (kakne npaktuku YUP obecreunBaior
HY>KHBIII pe3y/brar) U pOPMUPYIOT LieJieBOe MPefCTaB/IeHNE O YeTIOBEYeCKOM KaluTa-
Jie KOMITaHUM (KaKVMMMY JJOJDKHBI OBITh COTPYAHMUKMA).

Crparerus, opreHTVPOBaHHAA Ha KOHTPOJIb, HAIIPaBJIeHa Ha TOCTIVDKEeHe MAKCH-
MajIbHOM 3¢ (}eKTMBHOCTY MCIOMb30BAHUA TPYAOBLIX PECYpPCOB IIPY MMHUMM3ALNN
pacxoypioB Ha nepcoHast. Hanbonee BayKHbIe COCTABIIAIOLINE: )KECTKIE CTAHAAPTDI MHIMN-
BUIYa/IbHOI Pe3y/IbTaTMBHOCTH, MCXOHAIINE 13 LIe/IeBbIX MOKa3aTeseil fesTelbHOCTI
$UpMBI, ¥ YeTKO 3aJjaHHbIe TPYAOBbIe 00A3aHHOCTY COTPYAHUKOB. KoMmaHus B aTOM
CIydae OT/iaeT IpefIouYTeHNe MAaCCOBOMY, Y3KOCIeMa/IN3/[POBAHHOMY 4€/I0BEYeCKOMY
karnrany. Crpaternsa YUP, opueHTHpOBaHHas Ha IPMBEP>KEHHOCTb, OCHOBbIBAETCS Ha
pasBUTUM MPOQeCCHOHAIBHBIX KOMITETEHIMI IIPY IIOMOIIY KOHCOMMAALIUY IHTEPECOB
paboTHMKa U Ijenelt opranmnsaunu. IIpu 3TOM HesTenpHOCTh Mano GopMann3oBaHa u
HOJKOHTPO/IbHA MEHEeIPKMEHTY, OJHAKO KOMITAaHMsI VCIOIb3yeT OOJbIIOe KOMNYECTBO
pasIMYHbIX IpaKkTuK YP mys npuiedeHns, pasBUTHA, MOTUBALIMN U YHePXXaHU CO-
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TPYAHMKOB B opranusaryu. KoMmnanus, Takum o6pasom, cpoKycupoBaHa Ha puobpe-
TEHVM LIVMPOKOCTIEa/IM3MPOBAHHOTO 1 YHUKA/IBHOTO Y€IOBEYECKOTO KaIlUTasIa.

AHaNOIMYHO CcTpaTerusAM yIpaBIeHusA 3sHaHUAMU ABe cTparterun YUP npencras-
AT co60il ABa MOMI0CA 00IIero KOHTMHYyMa. B peabHOCTH CYILIECTBYeT PAZ IPO-
MEXYTOYHBIX TUIIOB CTPATernil: B OAHUX JJOMUHUPYET KOHTPOJIb, B APYIUX — IIpUBEp-
JKEHHOCTD, B TPETbUX — COYETAIOTC XapaKTePUCTUKY 0benx cTparernit (CM., Hamp.:
[Arthur, 1994; Hauft, Alewell, Hansen, 2014]). KtoueBble IpakTUKM [JBYX CTpaTeruit
YYP omnucansl B Ta61. 2.

Tabnuya 2. KroueBble IPaKTUKN CTPATETHIl yIIPaBIeHNsI YeTIOBeYeCKIMU pecypcamu

Ipynmna Crparernsa Crparernsa
Py ITpakTuka P ’ P ’
NPAKTUK yYp OPMEHTUPOBAHHAA OPHEHTHPOBAHHAA
y4yp Ha KOHTPONIb Ha NMPUBEP>KEHHOCTh
O6yuenne n
Cnabo BbIpa>keHbI CuUIbHO BBIPaXKEHBI
pasBuTIe
) V36uparenbHble
Passurne PexpyTtunr MaccoBblit mog60p HepcoHana
., IIpOIefyphl
KOMITeTEeHIINIA
Ouenka ITposoputca yacTo; ocHosaHa | [IpoBopuTcs penko;
. Ha MHIUBUJya/IbHBIX OCHOBaHa Ha pe3y/bTaTax
Pe3y/IbTaTUBHOCTHI
pesynbrarax paboTel paboThl KOMaH/[bI
OpuentupoBaHa Ha OpueHnTupoBaHa Ha
Omara Tpyaa p b P b
Ppes3ynbTaThl mporiecc
dopMmupoBaHue
3aLIMIIEeHHOCTI OT OTepy
DopmupoBaHue T p
. PpaboTBI; OBBILLIEHNE
[ToBpieHne HemarepuanbHoit | Cr1abo BbIpaKeHO
MOTHMBALUI K 00y4IeHNIo;
MOTHUBAIVIN MOTUBAIVN
nozfiep>Kanne pabodero
K/IMMaTa
KapbepHoe Mucturynuonanusuposano; | CUTYallMOHHO; CXEMBI
brep IIPO3paYHble CXEMbI IIPOJIBIDKEHSI TOYHO He
MIPOAIBIKEHNE
KapbePHOTO IIPOJIBUXKEHNUS OIlpefie/IeHbl
Bosnedyenne B
. | Cmabo BbIpaxkeHO CWIbHO BBIPa)XKEHO
NIPUHATHE PeIleHnI
Jusaitn TpynoBoit | Purmpnbiii; yskas AJIaNITUBHBII; INMPOKas
Pacmmpenne IesATENbHOCTHI CIenyanmusanms CIenyanmusanms
BO3MOXXHOCTEN
C1ab0 BBIpa>keHO;
Ob6ecnevyenne HOCTOSIHHBIII KOHTPOJIb
CHIbHO BBIpa’KeHO
aBTOHOMMMI BBIIIIECTOSIIIETO
PyKOBOAUTENA

Coctasneno mo: [Arthur, 1992; 1994; Bae, Lawler, 2000; Lepak, Snell, 2002; Toh, Morgeson,
Campion, 2008; Wang, Shyu, 2008; Chow, Liu, 2009; Chow, Teo, Chew, 2013; Hauff, Alewell, Hansen, 2014;
Rompho, 2017].
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AHanmM3upys pasmuusa MeX[AY CTpaTerrAMM, MOXKHO CHe/laTb BBIBOJ, YTO CTpa-
terns YUP, opueHTHpOBaHHAsA Ha NPUBEP>KEHHOCTD, VICIIONb3Ys MPAKTUKN Pa3BUTUA
KOMIIETEHIIMII VI TIOBBILIEHNA MOTMBALUY, OOecrieurBaeT MPUYyMHOXKEHNe delloBede-
CKOTO KaIUTAJIa, 2 Yepe3 MPAKTUKI IOBBIIIEHNSI MOTUBALUY V1 PACIIVPEHN BO3MOX-
HOCTeJT CIocOOCTBYeT MHTeHCU(UKALIMY TIOTOKOB 3HaHMIT. CTpaTerys, OpYeHTUPOBaH-
Has Ha KOHTPOJIb, BO3/E/ICTBYET HA YeJIOBEYECKMIl KaIMTal HOCPeCTBOM MIPUBA3KA
MOTUBAIVM COTPY/JHUKOB K Pe3y/IbTaTaM UX MH/VBUAYaTbHOI pabOThI ¥ IPO3PaYHbIM
cXeMaM KapbepHOTO IpofiBibKeHNuA. KapbepHas MOTMBAIMA IpM GAHHON CTpaTeruu
OKa3bIBaeT B/IMAHNE HAa IIOTOKY 3HAHUI PUPMBI, HO B TOPA3io MEHbIIEl CTelleH N, He-
XKeNM B CIIydae CO CTparerueil mpusepkeHHocTu. Habmromaerca cmabo BeIpakeHHOe
B/IMsIHNE NIPAKTUK Pa3BUTHUSA KOMIIETEHIUIT HA YeIOBEYeCKUI KalnuTajl, [TTaBHBIM 00-
pasoM, 3a CYeT CTPOTUX IPOLefyp PEKPYTUHIA U OTOOPA Y3KOCIIEIMAIN3POBAaHHOTO
nepcoHana. IIpakTuky pacmmpeHns BO3MOXXHOCTE! B CTpaTeTuy JAHHOTO THUIIA IIPO-
ABJIAIOTCS B HAVIMEHbIIIEN CTEIIeHN.

Ha ocHOBe NpoBeeHHOro aHanM3a MOXKHO BBIIETINTH YeTbIpe KOHMUIyparyn
cTparermit YYP m cTpaTeruii ympapieHNA 3HaHMAMM, IpefIoaramlle pasaMdHble
COYeTaHMUs ITUX cTpaTernit (puc. 3).

JIBe M3 HUX MOTYT CYNTAThCA 9PPEKTUBHBIMMU, TAK KaK BK/II0YAIOT B3aMMOJOIIONI-
HAIe (KOMIUIeMeHTapHble) cTparternn. B kondurypauun «kogudukanmsa — KOHT-
ponb» (puc. 3a) ymop gmemaeTcss Ha obecredeHMe JAeATeTbHOCTU depe3 0a3bl 3HAHMII
npy HM3KuX 3arparax Ha YUP. IIpeo6nmajaromue B cTpaTernu, OpMeHTHPOBAHHON Ha
KOHTPOJIb, pakTuky YYP obecreunBaroT MUHMMAIbHO TpeOyeMblil ypOBEeHb Pa3Bu-
TV 4eTIOBEYECKOTO KalMTasIa ¥ MO PKMBAIOT IIOTOK 3HAHMIT MEXY COTPYAHUKAMNI
Y KOMITBIOTEPHBIMIU CUCTEMaMIL.

B xoHuUrypanumn «nepcoHammsanus — IpuBep>KeHHOCTb» (puc. 3r) cucrema YUP
HaIIpaBJ/IeHa Ha IOfilep>KaHue CJIOKHOTO II0TOKA IIPEeUMYIeCTBeHHO HesIBHBIX 3HAHMII
MeXJy coTpymHuKamu. Beicokne muBecTuiuyu B YYP ompaBpgaHbl HeOOXOLMMOCTBIO
IIOCTOSTHHOTO Pa3BUTHA KOMIIETEHIIVIT [IePCOHaIa, 06ecredeH s BBICOKOI MOTUBALIUM,
OpraHM3aLNM KPeaTMBHOTO IPoliecca 1 MCII0/Ib30BaHsI HeSIBHBIX 3HAHUI PAaOOTHNKOB
B IIpoliecce IPUHATHA pelIeHNI.

HeaddexruBHble KoHPUTrypanyy mpefmonaraior 160 dpesMepHble pacXxoisl Ha
YYP — «xopuduxauus — IpuBEpPKeHHOCTb» (puc. 36), mmb0 OTCYyTCTBYME HEOOXOAM-
MBIX OPTaHM3AUVOHHBIX YCWINI IJI MOCTOSHHOTO IOAJEepP>KaHNA CTI0KHOTO IOTOKA
HesBHBIX 3HAaHMII — «IIepPCOHaMN3aLusa — KOHTPOIb» (puc. 3B).

IIpencraBneHHble KOHGUrypanyu, 6€3yCIOBHO, SBIAIOTCA CYLIeCTBEHHBIM YIIPO-
IIeHIeM peaIbHbIX OM3Hec-MOofjeell OpraHyu3aluii, OHAKO OHU JeMOHCTPUPYIOT BaXK-
HOCTb B3a/IMHOTO COOTBETCTBMUsI (PYHKIMOHAIBHBIX cTpareruil. Joctivkenne addek-
TUBHBIX KOHUTrypanuit Tpedyet OObLINX YCUINIT IO KOOPAMHALINY IIPAKTHK, TTOJIN-
THMK U CTpPAaTernit MeX/y OTAeTbHBIMYU (QYHKIMOHAIbHBIMU YaCTAMIU OPTaHM3ALVMN, B
TOM YNCTIe MEeXJY COTPYIHIKAMI, OTBETCTBEHHBIMY 32 yIIpaB/IeH)e 3HAHUAMU, U Me-
HemKepamu 1o YYP.
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OBCYJXJJEHME PE3YJIbTATOB M BbIBOJIbI

B HacTos1elt cTaTbe Ha OCHOBE PeCypPCHOM KOHIenuy (pupMbl IpefIpuHATA I0-
IBITKA IIPOAHAIN3NPOBATh BaKHEIIIINe CTpaTerndecKue pecypchl opraHusanym (cu-
ctembl YYUP, uenroBedecknit KanuTasl 1 3HaHMA), ONIPEe/INTb BO3MOXKHBIE B3aIMOCBS3N
MEXIY HUMM ¥ OLeHUTDb M3MEHeHNe 3TUX B3aMMOCBA3el IIPU Pas/INIHbIX CTPATETVAX
YIpaB/IeHNA 3HAHUAMM U Y€TIOBEYECKVIMI PECYPCaMIL.

[1aBHBI BBIBOJ, paOOTHI 3aK/TI0YAETCS B TOM, YTO CTpaTeTnyecKne pecypcsl pup-
MBI, KOTOpBIE YaCTO M3Y4AIOTCA M30MPOBAHHO APYT OT LpPYyra, TECHO B3aIMOCBS3aHBbl,
4TO 06yC/IaBIMBaeT HEOOXOAMMOCTDb YCTAHOBIMBATb COOTBETCTBIIE MEX/TY ITOAXORAMM
K ynpasieHnio nMu. 3¢ deKTUBHOE UCTIOIb30BAHNE Ye/I0BEIECKOTO KAINTaIa, CUCTEM
YYP u 3HaHMIT IIpeAIonaraeT BHICTpaMBaHMe KOMIUIEMEHTAPHBIX (DYHKIMOHA/IbHBIX
cTparermii koMnaHuyu. Hamm ObUin BbIfjelleHbI YeTbIpe KOH(UIypaumyu CTpaTeruit
ynpasnennsa sHaHvaAMy u crpateruit YUP. Kondurypanum «xopmdpukanms — KoH-
TPOJIb» U «HePCOHANN3ALNA — IPUBEP>KEHHOCTD», COITIACHO MO, SIBJISAIOTCSA KOM-
IUIeMEHTAPHBIMI 1 CHOCOOCTBYIOT Hanbosnee 9pPpeKTNBHOMY MCIONTb30BaHNIO CTpaTe-
TYecKNX pecypcos ¢pupmbl. Kondurypaunm «koguduxanmsa — npuBep>KeHHOCTb» U
«IIepCOHAIM3AINA — KOHTPO/Ib» IIOTEHIMA/TbHO KOH(IMKTHBI M MOTYT OBITH COIPS-
YKEHBI C PANOM HEeraTVBHBIX MOC/IeACTBU 111 (PyHKIMOHMPOBAHNA OPraHU3aIUIL.

KonnenryanbHas Mofienb, IpefCcTaBIeHHAsA B CTAaThe, MPeIaraeT Cuocod o6msc-
HEHVsI Pe3y/IbTaTOB AMIIMPUYECKUX PaboT, CBUIETENbCTBYIOUUX O IOTEPSAX B Pe3yib-
TaTUBHOCTY KOMIIQaHUI, KOTOpBbIE IBITAIOTCA COBMECTUTh KOH(IVKTHbBIE IPAKTUKIU 1
CTpaTeruy yrnpasieHns sHaHuAMU 1 Y YUP, 1 0 HONMOXXNUTe/IbHOI B3aMMOCBSI3) KOMII/Ie-
MEHTapHOCTY (PYHKIVOHATBHBIX CTPATETNIA C pe3y/IbTaTaMM AeATeTbHOCTI KOMITAaHVIL.

Hanpumep, B uccnegosannu [Shih, Chiang, 2005] Ha MaTepuae KpyIIHBIX OaHKOB-
CKMX opraHusaruit TaiiBaHs 6BIIO ITOKA3aHO, YTO COBMECTUMOCTD MEXAY CTpaTerMsIMu
yIpaBjeHNA 3HAaHUAMU U cTpareruaMu Y UP monoxnuTenbHO B3aMMOCBA3aHA C MHIN-
KaTopamy 9 PeKTNBHOCTY IPOLECCOB yIpaBIeHNA 3HAaHUAMU. B 9acTHOCTHU, aBTOPBI
BBIAIBI/IN Ha/IM4ye TaKOl COBMECTUMOCTI MeXy OI0pOKpaTudeckoit crparerueit YIP
(4acTO MpUpaBHMBAEMOIL K CTPATErNM KOHTPOJIA) U CTpaTeryeit KogyduKary sSHaHNIt,
a TaK)Ke MeXJy OpraHmdeckori crparernest YUP (aHa/Iorn4HOM cTpaTerny mpuBepKeH-
HOCTH) U TIepCOHaNM3anyen 3HaHWIA.

Cxoxx1e BBIBOABI MOMTY4YEHBl U B PyTOM sMIMpudeckoM nccnegosanun [Haesli,
Boxall, 2005]. Ha ocHOBe Ka4eCTBEHHBIX METOJOB aHA/I3a CTPATEerNil yIIpaB/IeHNA 3Ha-
HUAMU U cTparernii YUP B BBICOKOTEXHONMOTMYHBIX KOMITaHMAX HoBoli 3enangum ero
aBTOPBI IIPUIUIN K BBIBOAY O TOM, YTO Haubosee 61aronpusATHBIM SIB/IAETCS COYeTa-
Hue crparervy YYP, opreHTMpOBaHHOI Ha MacCOBBIN IMOOOpP MEePCOHANA, U CTpaTe-
ruy KopyuKanuy 3HaHNIT, @ TakxKe cTpaternu Y YP, opreHTHpOBaHHOI Ha yAep>KaHye
K/TI0YeBBIX COTPYIHUKOB, ¥ CTpAaTerny MepcoHamM3anyy 3Hanuit. Heobxonymo taxxe
OTMeTUTH MccnegoBanue [Merat, Bo, 2013], B KOTOpOM IOCpPeCTBOM KadyeCTBEHHBIX
METOJIOB aHA/IN3a B MHTE/UIEKTya/IbHO-eMKIX KOMITaHVAX VpaHa 6bUIO BBIAB/ICHO Ha-
JMYMe YCTOMYMBBIX KOMOVMHAIIMII CTpAaTernil yIpaBaeHVs 3HAHUAMU C PaclpocTpa-
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HEHHBIMU B KOMITAaHMAX CUCTeMaMM JIMAepCTBa. B 4acTHOCTH, TOKa3aHO, 4TO Iepco-
HaIM3alLyA 3HAHUII MOXKET XOPOILIO COYeTaTbCsA C AVCTPUOBIOTYBHBIM JIMAEPCTBOM
(OCHOBaHHBIM Ha pasfie/IeHN) POV JIMAEPa MEXAY YWIeHaMM KOJUIEKTUBA), a KOJudu-
Kalya — C LeHTPaJM30BaHHBIM JNEePCTBOM. VIHbBIe KOMOMHAIM OL|eHUBAJIVICh aB-
TOpaMM KaK HeXXVM3HECIIOCOOHbIe MV 9KOHOMIUYECKM HeljellecooOpasHble. Y UnThIBas,
4TO CUCTEMa JIJEePCTBA 110 CYTH eCTb IPOsABJIeHME IIPYMEeHAEMbIX B KOMIIAHUY ITPaK-
K YUP, pe3ynbTaThl 9T0i pabOTH MOKHO TaKXKe pacIieHMBATh KaK COIIACYIOLIMecs C
BBIBOJIAMY HACTOAIIEN CTaTbM.

AHasnornuHble CBUIETE/TBCTBA CYIECTBOBAHMA ONMCAHHBIX B CTaTbe KOHUTY-
paLuii IeMOHCTPUPYIOTCA B UCC/IENOBAHNAX KOMIUIEMEHTAPHOCTH CTpaTernil yIpas-
neHnA 3HaHMAMU 1 YYP 1 KOHKypeHTHbIX cTpateruit ¢pupM. Ha pasHooOpasHbIX BbI-
Oopkax OblTa IOKa3aHa B3aMMOCBA3b cTpareruii YYP, ocHOBaHHBIX Ha KOHTpOJIE, CO
CTpaTernsAMM INIepCTBa 10 U3Jiep>KKaM, a CTpaTernii, OCHOBaHHBIX Ha IIPUBEP>KeHHO-
cTu, — co crparerusamu guddepenmyanumy 6usHeca (o knaccuduxanyu M. [loprepa)
[Arthur, 1992; Bae, Lawler, 2000; Shih, Chuang, 2005; Chow, Teo, Chew, 2013].

B cdepe crparernyeckoro ynpasjieHys 3HaHMAMMU TakKe ObI/Ta BbIABIEHA COBMe-
CTUMOCTD CTpaTeruy KOfupMKaIVI CO CTpaTeryeli MepcTBa 1o U3fiep>kKaMm, a CTpa-
Ternn mepcoHammsanmm — co crparermeit guddepennyanunm [Shih, Chuang, 2005;
Greiner, Bohmann, Krcmar, 2007; Cohen, Olsen, 2015]. Hanuume o61iero ocHoBaHus
B BUJIe KOHKYPEHTHOII cTpaTerny GUpPMBI MOXKET CITY>KUTb ellle OfIHUM apIryMEeHTOM B
II0/Ib3y TPVHIUIINAIBLHON COYeTaeMOCTHU CTpATernii B KOHPUIypaumax «Kopuduka-
IVl — KOHTPOJIb» U «IIePCOHAMN3AINA — MPUBEP)KEHHOCTD». [locTpoeHHasA KOHLel-
Tyas/IbHas MOfIeNlb 0006111aeT pe3y/IbTaThl IPOAHATNM3MPOBAHHBIX ITyO/IMKALNIL, 00BsAC-
HAA KOMIUIEMEHTaPHOCTD CTPATETUII IIPUPOOIl B3aMMOCBA3eIl MeX/[Y CTPaTern4ecKi-
MM pecypcamu GUpMBI.

Hacrosmas pabota BHOCUT BK/IaJ| TAK)Ke B PECYPCHYIO KOHIENIVIO GYPMBI, Ipef-
JIaTas aHa/IM3UPOBATh He OT/Ie/IbHbIE TUIIBI CTPATEINIECKMX PECYPCOB, @ TPYIIIIbI TECHO
B3alIMOCBA3aHHBIX pecypcoB. CylecTBYIOIe Ha CeTONHALIHNI IeHb SMIIMpPUYecKue
VICCTIEJOBaHMA U TEOPeTHYeCKIe MO/ YaCcTO OTPaHNYMBAIOTCA PACCMOTPEHMEM TeX
VIV IHBIX TUIIOB PECYPCOB BBUJY C/IOXKHOCTH OIEPAIIOHAIN3ALUY CPa3y HECKOIbKIX
PecypcoB U B3aMMOCBsA3€l MeX/Iy HMU ¥ HeOOXOAMMOCTH VICIIONIb30BAHNA MEXKINC-
LVIUIMHAPHBIX 3HaHWIL. [locTpoeHHas Mopenb ImpeacTaBsaeT co00il MOMBITKY OLIEHKM
4Ye/I0BE€YECKOrO KalnTana, cucteM YUYP u 3HaHMII KaK CJIOXKHOM CUCTEMbI, BBICTYIIA-
IolIlell MICTOYHMKOM KOHKYPEHTHBIX IIPeMMYIIecTB pUPMbL. AKIIEHT Ha B3aMIMOCBA3X
MEXJy pecypcaMyu SBIAETCA NMepCIeKTUBHBIM HAIlpaBIeHMEeM /I MCCIeOBaHUI B
paMKax pasBUTUA pecypcHOI KoHuenuuu ¢pupMmsl [Boon et al., forthcoming]. Monens
TaKOKe MOXKET OBITD IT0JIe3HA /I OIePAIVIOHAIMN3ALNN ITYYKOB» CTPATETMUYECKNUX pe-
CYPCOB B JaTIbHEIIINX SMIMPUIECKNX NCCIeTOBAHNUAX.

C mpaKkTM4ecKoil TOYKM 3peHMs IOTydYeHHble BBIBOIbI O3HAYAIOT, YTO (PUPMBI
JO/DKHBI YAENATh OONblle BHUMAHMUA IOMCKY COOTBETCTBMA MEXAY MMEIMIMMICA
bYHKIMOHAIBHBIMY CTPATeTNAMMN. JJOCTVDKEeHNe STOTO COOTBETCTBIA 0COOEHHO BaXKHO
1A 06ecreyeHns YCTONYMBBIX KOHKYPEHTHBIX IIPEMMYILEeCTB KOMIIAHUN B YCIOBUAX
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HOBOII 5KOHOMUKM. [IpeioskeHHass MOfie/Ib MOXKET CIIy>KUTDb B KaueCTBe MHCTPYMEHTA
OLIEHKV TaKOTO COOTBETCTBVA U ITOVCKA IYTeil ero JOCTIDKeHMs B Ipolecce Gpopmu-
poBaHusA obuieit 6usHec-cTparerny GpUpMeL, cTpateruii B obmactu YUP u ynpasnenus
sHaHuAMHU. CrenyanucraM o YYP pesynprarsl uccnefoBaHus JagyT BO3MOXKHOCTD
[I0-HOBOMY OLIEHUTD XapaKTePUCTHKY YeT0BEUYECKOr0 KalMTaja, IpMMeHseMble IIPaK-
Tk YYP n cTep>kHeBbIe MTOTOKYM 3HAHUI B KOMITAHWY, @ TaKXKe IPOaHAIN3MPOBATh
HOTeHIManbHble 9P eKThI OT B3aUMOJIelICTBIUA cTparTernit B obmactu YUP u ynpasie-
HUS 3SHAHUSAMMU.

3AK/IIOYEHUME

HoBas s3KOHOMMKa IMKTyeT HOBbIE BHI3OBBI /IS TEOPUM Y IPAKTYUKY YIIPaBICH.
YcnemHoCTb Ha phIHKe BCe B OOJIbLIIeT CTeNIeHY 3aBMCUT OT HeMaTepUaIbHbIX PeCypcoB
(bUPMBI, TaKVX KaK 4e/IOBeYeCKUIT KanuTas, mpaktuky YYUP u sHaHuA. OTH pecypcot
MIMEIOT MHO>KeCTBO (pOPM ¥ IPOSBJICHMIL, U TIOAXOABI K UX YIIPABIEHNIO MOTYT CYIIe-
CTBEHHO BapbupoBarbcA. [10aToMy 0cobo0it 3aadeil sAB/IAETCA YIpaBlIeHNe KOMILIe-
MEHTapHOCTbBIO pecypcoB. IIpefio)keHHasA KOHIIENTYaIbHAsA MOJE/Ib ABJIAETCA LIAarOM
B HaIIpaBJIeHV} HAYYHOTO OCO3HAHNA 3TOM 3a/ja4M 1 IIOMCKA ee PeIleHN.

BmecTe ¢ TeM HacTosIIee MCCIelOBaHNE HY)K/aeTCs B Ja/IbHellIeM pasBUTum. Bo-
HePBbIX, HEOOXOAVIMBI TOIIOTHUTE/IbHbIE SMIIMPUYECKIe CBUETEeNbCTBA HAMNYINA KaK
HO3UTKBHBIX 3 (PEKTOB OT KOMIIEMEHTAPHOCTI CTPATETHil, TaK M HeTaTUBHBIX — IIPU
KOH(Q/IMKTe MeXY HUMMK. Bo-BTOpBIX, 60/1bIIyI0 MHGOPMALMOHHYIO IIEHHOCTb OYAYT
IpeCTaB/IATb KadeCTBEHHbIE VICCTeoBaHMsA (Ke¥iChl), ZeMOHCTpUpYIOIINe, K KaKUM
VIMEHHO ITIOC/IEACTBYAM NPUBOAAT CUTYALVM B3aVIMHOTO COOTBETCTBYA U KOHQIMKTA
cTparernit. B-TpeTbux, IpofyKTBHBIM MOXKET OKa3aThCs BKIIOUEHNE B aHAJIU3 JPYTUX
(YHKIVMOHA/IPHBIX CTPATETUII OpraHU3alNy, HallpuMep OTHOCAIMXCcA K oomactam UT,
MapKeTIHTa, GMHAHCOB N T. II.
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YNPABJIEHUE YEJTOBEHECKUMMU
PECYPCAMU

CTpaTeruu ymnpas/ieHUS YeJIOBEUeCKMMM pecypcaMu
B KOHTEKCTEe COBPEMEHHbBIX TPEHIOB
B TPYJAOBBIX OTHOIIEHUSIX

JAmutpuit Coxoios
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Y

KiroueBbie cioBa r 7777777777777777777777777777777777 1

\
| ynpaBneHve 4YenoBevyeCcKMMM pecypcamu, CTpaTerum ynpasieHus }
\

} yenopevyeCckKMMmn pecypcamu, TpyaoBble OTHOLWIEHUA, YNpaBlEHNE 3HAHUAMU

OCHOBHBIE Te3MChI ‘ 7777777777777777777777777777777777 1

: \
| e [og BAMSHMEM poCTa CTpaTErMYECKOM 3HAYMMOCTU YeloBeYeCKMX pecyp- |
} COB B KOMNaHMAX pacTeT 3HAYMMOCTb FYMaHUCTUYECKMX NPAKTUK ynpasne- }
\ HWS YenoBeYeCcKMMKU pecypcaMu, GOPMUPYIOLLMX MPUBEPXKEHHOCTb U BO- |
} B/IEYEHHOCTb NepcoHana. }
| o [lpuMeHeHne HoBeNnWwMnX WHGDOPMALMOHHBLIX TEXHONOMMM B KOMMAHUKU |
} W OUIKUTaNU3aums ynpaBiAeHYeCKUX MHCTPYMEHTOB BAMSIOT HA (HOPMU- }
\ poBaHuWe Bonee TEXHOKPATUUECKMX MPAKTUK YNPaBNEHWUS YENOBEYECKUMU |
} pecypcaMmu, KI04YeBOM 33adayert KOTOPbIX SIBASKOTCS MOHUTOPUHT U KOH- }
\ TpONb AEATENbHOCTU MepcoHana. \
} o KOHOAUKT Mexay ryMaHUCTUYECKUMU U TEXHOKPATUYECKUMU TPeHAaMM }
\ B TPYAOBbIX OTHOLIEHMAX BedeT K Nonspu3auuu CTpaterMi ynpasneHus |
| 4eNOBEYECKMMM PECYPCaMM B KOMMAHMUSIX. |

VropasieHye 4eloBeYeCKMMM pecypcaMy — Hye [IepCOHAJIOM B YIIPaBJI€HUM YelOBeuyeCKy-
(YUP) B KOMIIaHUU SIBJISIETCS ONHOM M3 Hau- MU pecypcaMu, yIpaBjieHue YeI0BeYeCKUMU
6osiee M3MeHUYUBBIX chep MeHemKMeHTa. Vic-  pecypcamy B CTPATErMUeCKOM YIIPABIEHUA Ue-
ClefoBaTeNy BBIAENSIIOT Dsifi, 9TAllOB TpPaHC-  JIoOBedeCcKuMM pecypcamy (cM. : [1]). Hecmorps
dopmanyy sToit chepbl: ympaBieHMe Kaa-  Ha pa3HOOOpasue TOYEK 3PEHMS O KOTMUYECTBE
pamyu B yIIpaBJIeHMM IepCcOHAIOM, YIIpaBjle- M XapaKTepuCTMKaX 3TamoB TpaHchopmauum,
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MOXXHO TOBOPUTb O TOM, YTO 3a IIepUOf,
co BTOpo¥ monoBuHBI 20-TO B. IO Havaio
21-ro B. comepkaHMe mOesiTenbHOCTM U cde-
pa OTBETCTBEHHOCTM MeHeIkepoB 1o YUP
KOPEHHbIM 06pa3omM nmoMeHsuich. YUP BbIpoC-
JIO He MPOCTO B BayKHEMILYIO YIIPaBI€HUYECKYIO
(GbyHKUIMIO, HO U B KITIOUEBOe HaIpaBJieHue 613-
Heca, 06ecreynBaIee MHOTMM KOMIAHUSIM
YCTOIUMBbIe KOHKYPEHTHbIe IpeyMYyllecTBa
Ha pbIHKe.

Ceronust cdhepa YUP B ouepefgHOil pa3s
npeTeprieBaet GyHAAMEHTAIbHbIE M3MEHEHMSI.
[Ipy 3TOM HY>KHO TOBOPUTD He CTOJIBKO 0 (op-
MMPOBaHUM HOBONM efuHOI KoHuenuuu YYP,
CKOJIBKO O AVBepCcUUKAIUY TAKUX KOHIIEII-
unit. KOHQIMKTHBIE TIO CBOW CYTM COLIMO3KO-
HOMMYECKME TPEeHbl B TPYLOBbIX OTHOLIEHU-
SIX CIIOCOGCTBYIOT (POPMMPOBAHUIO PA3TIMYHBIX
crpaTteruiit YUP, 0CHOBaHHBIX Ha Pa3HbIX MPUH-
L[MIaX, HO MOTEHLIMAIbHO OOUHAKOBO 3¢ dek-
TUBHBIX B Pa3HbIX yOIOBUSIX. DdderTuBHOCTDL
UX IPUMEHeHUs 3aBUCUT OT TOrO, HaCKOIbKO
OHM aJleKBAaTHO COYETAIOTCSI C KOPEeHHBIMU
XapaKTepUCTUKaMu Ou3Heca U CTPATErUSIMU
KOMIIaHMM B JApyrMX cdepax mesTeTbHOCTIU.
Llenp [aHHO CTaTby — IPOAHAIU3UPOBATH
BJIMSIHME COBPEMEHHBIX TPEHIIOB B TPYHOBbIX
OTHOILIEHMAX Ha (OpPMUpPOBAHME CTPATEruit
YUP (cTpaTernu, OpMeHTUPOBAHHON Ha KOH-
TpOJIb IIepCOHana U CTpaTeruy, OpPUEHTHU-
POBAHHOJ Ha INPUBEPKEHHOCTb I1€pCOHANA),
a TakKe pacCMOTpeTb CTpaTeruy yrpaBjeHus
3HAHUSIMM KaK KJIIOUeBOil (HaKkTop, BIUSIOMINIL
Ha NpUMeHUMOCTb cTpateruii YUP B pasnnu-
HbIX OpPraHMU3aLYSsIX.

BnusiHMe knioueBbIX TpeHAOB
B TPYAOBbIX OTHOLIEHUSIX HA CTpaTeruu
ynpaBieHus YeNloBeYeCKUMU pecypcamu

Cdepa TpyIOBbIX OTHOIIEHMIT B OpraHU3a-
LU CETOLHST HAXOIUTCS B COCTOSTHUU TITyOOKMUX
rnepeMeH. Ilpu 3TOM 3TU TepeMeHbl He SIB-
JISTIOTCSL OTHOHAIPABAEHHbIMM, UX 3(H(EKThI
cKkopee KOHGIMKTYIOT MeXIy Co00i. MOXHO
BBIIEIUTh JBa HAIlpaB/IeHMs] TPEHAOB B ITOI
cepe.

IlepBoe HampaB/ieHMe XapaKTepU3yeTCs
BO3pacTaHMeM CTpaTernyeckoir 3HaAYMMOCTU
TepcoHasa B JOCTMXXeHMUM KOHKYPEHTHBIX ITpe-
UMYLIeCTB opraHusauuii. I[IpoBosrnauieHHas
B KHuTe 3. Maiik/i3a «BOJiHA 3a TaJaHThbI» Ce-
TOIHSI KaK HMKOTIA o6pesia CBOI0 3HAUMMOCTb.
KommauusmM, 4TOOBI MpeycrieBaTh Ha PhIHKAX
cObITa KOHEUYHBIX IPOAYKTOB M YCIYT, HE0O-

XOOUMO TIpekZe BCero mpeycrieBaTb Ha pPbIH-
Ke Tpyga. DTOT TPEHA CIOCOOCTBYeT obiieit
rymMaHM3aluM MeTOHOB U TexHoimoruin Y4YP
B KOMIIaHMSIX. 3[eCb MOXHO BBIOENUTb DAL,
TPUYMH.

Bo-nepBpiX, B KOHTeKCTe pacIpocTpaHe-
HMSI SKOHOMMKM 3HaHUIT TpaHchopmupyeTcs
caM TIpolecc IPOM3BOACTBA B KOMIIAHMSX,
YyeJIOBeUeCKMii UM MHTE/UIEKTYaabHbIl Kamu-
TaJ CTAHOBUTCS Haubosee BaXKHbIM (GaKTOPOM
IPOM3BOMACTBA, BBITECHSAWINVM [pyrue pe-
cypcbl. CeropHs 3a JAHHOCTb TNPUHUMAETCS
TEe3UC O TOM, UTO HABBIKM, 3HAHUSI U YMEHMUS
PaGOTHMKOB €CTh KJIIOYEBOJi ApaiiBep KOHKY-
PEHTOCIIOCOOHOCTY (GUPM M HALMOHAIbHBIX
9KOHOMMK. OpraHmsanuu, TakKuMM O0Opa3oM,
Bce OOMBIIYI0 3HAYMMOCTh IIPUIAIOT CBOEM
K/IIOUeBBIM COTPYAHMKAM, CTapasicb 3a CyeT
UX yIepKaHUSI B KOMIIAHMM COXPaHUTH CBOU
KOHKYPEHTHbIE MTperMyIlecTBa.

Bo-BTOpBbIX, Ha pBIHOK TpyZa BCTYIU-
JIM HOBbIE TTOKOJIeHMsI pabOTHUKOB, MMEIOIe
MIPUHIMIIKAIBHO Ipyrye NMpefouyTeHns B pa-
6ote. Tak, MUJJIEHMAbI U CIefylollee 32 HUMU
«IIOKOJIeHMe Z» B OOJbIIeN cTereHu 061aganT
MYyJIbTU3a0aYHOCTbIO, CITIOCOGHOCTBIO U 3Keja-
HKeM paboTaTh B Ipymmnax, 6oibiiee 3HaYEHNE
NMpUAAIT 6anaHcy paboThl ¥ INYHO KU3HU U,
YyTO Hanbosee BayKHO, CKIIOHHBI YaCTO MEHSITh
MecTo paboThl B MOMCKax Hamubosee 6arormno-
JIyYHBIX YCIOBMII Tpyna. B sToit cBs3M BO3-
pacraeT TPymoOBasi MOOWJIBHOCTb M PbIHOYHAS
BJIACTb TepcoHana. PaboromaTesnb He MOXET
OBIT YBEpeH, UTO COTPYOHUK, CErORHSI BbI-
nrefmmii ¢ paboTsl, 3aBTPa BepHETCSI Ha CBOE
pa6ouee mecto. COTPYOHMKM HOBOTO ITOKO-
JIEHUSI MMEIOT CYIecTBeHHble BO3MOXHOCTU
IUKTOBaTh CBOM YCIOBUSI B TPYLOBBIX OTHO-
LIeHNSIX, a 3a7a4a paboTomaTesns 3aK/II0YaeTcst
B TOM, YTOOBI yIepskaTh CBOJ IIepCOHAN Ha pa-
60uMx Mectax M 00eCHeyuTb €ero JydIIMMMU
YCIOBUSIMM TPYZAA, YeM 3TO MOTYT CHenaTh
KOHKYPEHTBI.

B-TpeTbux, monoxkeHue ycyryoisercs me-
MorpaduuecKuMu pobiaemMamu, Haubosee sp-
Ko mposssomyumucs B Poccun. CornmacHo
3KCIIEPTHBIM CY>XIEHMSIM Cpasy psiia aBToO-
putetHbix CMU, poccuiickuii pbIHOK Tpynaa
xXapakTepusyeTcs AedUIMTOM Kak paboumx,
TaK ¥ BBICOKOKBAIM(MUIMPOBAHHBIX KaJAPOB
(nanpumep, [4]). OdunmanbHas CTaTUCTUKA
MOATBEPXKAAET TaKkoe MOIOKeHue e, (Guk-
CUpYsl HEYKJIOHHOe CHIDKeHMe MHJIeKca IIpo-
M3BOIUTENBHOCTM TPyLa 3a MociaefHue 5 Jer,

IIpo6emMbl TeOpUM U MPaKTUKK yrpasiaeHus 09/2018
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a Mo TPOrHo3y MMHSKOHOMpPa3BUTUS, YMC-
JIEHHOCTb paboueii CUJIbI U JOJIST COMCKaTesnei
Ha PbIHKE TpyZa GYAyT MOCTOSIHHO CHYDKATHCS
B TeueHMe ClelyloUIMX HeCKONbKUX JeT [2].
PBIHOK Tpy/a, 0COGEHHO B MHTEJIEKTYaIbHbIX
npodeccusix, CTaHOBUTCS Bce 06oyiee KOHKY-
PeHTHBIM, ¥ KOMIIAHUM BBIHY)XKIEHbI IpuMe-
HSTb HETPUBMAIbHblE MHCTPYMEHTHI MpUBIIE-
YeHMs], pasBUTUS, MOTUBALUM U YAEPKaHUSI
aKTya/IbHBIX ¥ MTOTEHIMAIbHbBIX COTPYIHUKOB.

l'ymanmsauusi TpygoBbIX OTHOLIEHWIA, Ta-
KM 06pa3oM, 3aK/II09aeTCs: B CTpeMJIeHUY Op-
raHu3aiuit COXpaHUTb U TPUYMHOKUTDH CBOIA
YyeJ0BeueCKMii KamuTaa Kak K/IH4eBOit CTpa-
TEerMyeckuii pecypc B YCIOBUSIX SKECTKOM KOH-
KypeHLIMM 33 TPYLOBbIE PeCcypChbl. OTO B CBOIO
oyepenb TpeByeT IIOCTOSTHHOTO COBepIIeH-
CTBOBaHMSI YCJIIOBUIT TpPYyZAa, CIIOCOOGCTBYIOMINX
npodeccroHaNbHOM M JMYHOCTHON peanu3sa-
LMY YesloBeKa B KOMIIaHUMU.

BTopoe HampaBiieHMe TPeHZOB B TPYHO-
BBIX OTHOLIEHMSX CBSI3aHO C TEXHOKpaTu3a-
umeii chepsl yrmpaBiaeHUs] IepcoHasoMm. Pac-
MpocTpaHeHMre MUHGOPMAUVOHHBIX TeXHOJO-
ruit Ha cdepy TPyLOBBIX OTHOLIEHU) MTOMUMO
MIpMBHECEHUS] B HUX MO3UTUBHBIX M3MeHEeHMUI
COTMPOBOXAAETCSI TOSIBIEHMEM psiia OIMAacHO-
CTel JIs1 OpraHu3anuii.

Bo-nepBbix, peanabHble MPOLECCHI YIIPaB-
JIeHVSI IePCOHAJIOM 3aMEeHSIOTCS IVI(POBBIMMU.
JOVIXUTANU3UPYIOTCI KOMMYHMKALUM  MeX-
oy paboTHMKamu (CouMaabHbie CETU KOM-
MaHuM, MeCCeH[Kepbl), METOObl PEeKPYyTUHTa
(PEKPYTMEHT-60ThI, UHTETIEKTYAIbHBII aBTO-
MaTM3UPOBAHHBIN TOUCK KaHAUAATOB, KOM-
MbIOTEpPHOE CKaHMpOBaHME pe3loMe U T.II.),
MpaKkTuKM 06ydyeHUsT TepcoHana (e-learning,
MOOC), nipoiieccsl 1iejieriosaraHus ¥ MOHUTO-
PVIHTa DE3yJIbTaTOB OeSTeJbHOCTU COTPYLHMU-
KOB (TeiiMuukanus 1 aBromatusanust KPI).
Ilpy 3TOM UMGPOBBIE aHAJIOTM PEATbHBIX
MPOLIeCCOB He BCerna MOTYT 00ecreumTb I0-
craTouHyilo 3ddexTuBHOCTE. Hampumep, Kak
MOKa3aJi0 HeJjaBHee MCCIefNoBaHue reimudm-
Kauuy [3], COTpyIHMKM, MPOSBISIOLIME MaK-
CHMAaJIbHYI0 aKTMBHOCTb B MHTepdelice Urpsl,
VMEIT MeHbUINII YPOBEHb BOBJIEYEHHOCTU
B peleHue mpo6iem opranusaumu. M Hao6o-
POT, COTPYAHUKY, HE TaK CEPbe3HO OTHOCSIIM -
ecsl K MHCTpyMeHTaM reiiMudukaiuu, mo Bceit
BUIMMOCTHU, CUIbHEE BOBJIEUEHBI B pealbHbIe
Mpo6IeMbl KOMITAHUM U TIPUBHOCST OOJIbIINIL
BKJIaJ] B Pe3y/IbTaTMBHOCTb KOMIIaHMM. AHANO-
TUYHBIMU «ITOTePSIMU» 3PGHEKTUBHOCTY MOTYT

-
=

/1. Cokonos

CONIPOBOXKIATHCSI MHCTPYMEHTBI 3JIEKTPOHHOTO
PEeKpyTUHTa, JIEKTPOHHOTO O6GYyYeHMs, aBTO-
MaTM3MPOBAHHOM OLI€HKM MepCoHasa.

Bo-BTOpBIX, BCIENCTBME YBIEUEHUS MH-
bopMaIMOHHBIMM TEXHOIOTUSIMU OpraHu3a-
1uu Bee B 6osnbliieit Mepe B YUP KOHIIEHTPUPY-
I0TCS1 Ha JaHHBIX U I0Ka3aTeNsaX, Hexkenu yeM
Ha aopsax. [Ipyroe MogHOe HampaBjieHUe UH-
HoBaluit B chepe ympasieHus epcoOHAIOM —
HR-ananutuka. KntouyeBble pelieHusi B Opra-
HM3alMsIX, aKTUMBHO MCIIONb3YIOUIUX MHCTPY-
MeHTbl HR-aHaIuTHKM, MOTYT HPUHUMATHCS
Ha OCHOBaHMM aHaaM3a GOJNbIIMX HJAHHBIX
u GopMasNbHBIX IIOKa3aTeseil AesiTeTbHOCTYI
COTPYAHMKOB, 3a4acTyl0 He IPUHUMAaSI BO BHU-
MaHMe BaKHble acIeKTbl, He IMOAAalouecs
oiupposke. Hampumep, B ciryyae MPUHSTUS
pelieHysI 0 KapbepHOM IPOJBIDKEHMUM B T107I€
3peHNs1 PYKOBOAUTeENe)l MOTYT He IIONajaTh
Takye Ba)KHble KauyecTBa COTPYLHMKOB, Kak
aBTOPUTET, JUAEPCKME CIIOCOGHOCTU, Xapus-
Ma ¥ T.m. Ecm aHanmm3 GoMbUIMX JTaHHBIX
B IPyrUX 06/1aCTSIX 3aPeKOMEHZ0BaJI CBOIO (-
(ekTUBHOCTD, B C/lyyae YIpaB/ieHMs JIIOAbMU
KOMIaHMSIM CTOUT OBITh TPEENbHO OCTOPOXK-
HBIMU.

HecmoTps Ha 3TO, TeXHOKpaTU3aLus TPy-
IOBBIX OTHOLIEHMI NMPUBHOCUT B KOMIIAHUIO
¥ TIOJIOKUTEIbHBbIe M3MeHeHMs. [Ipexxne Bce-
TO OHM CBSI3aHBl C COKpallleHMeM M3Jep>KeK
Ha MepCcoHa, 06beKTUBM3ALEN TPUHSITUS pe-
LI€HUI, TPO3PaYHbIMM U MOHSITHBIMMU JJISI CO-
TPYAHUKOB OPraHM3alMOHHBIMMY IIPOLIECCaMMU.
JanbHeMIIUM MCCIeSOBaHUSIM TOJNBKO Mpen-
CTOUT OLEHUTh KaK TIIOJOKUTENbHbIe, TakK
M OTpULIaTelbHble MOCIEICTBUSI TEXHOKPATU-
YeCKOJ TeHJEeHIVY B TPYLOBBIX OTHOLIEHMSIX.

JIBe TeHOEeHLUM — TyMaHM3alus U TeX-
HOoKpaTusauusi YUYP — HaxoAsTcsa B KOHMINK-
Te. TexHOKpaTH3auusi Ha YPOBHE yIIpaBjieHUS
BO MHOT'OM MCKJIIOYaeT MHCTPYMEHThI ITyMaHMU-
CTUYECKOTO TIOAXOAa, M Hao6opoT. IIpu stom
MOXXHO TOBODUTb O TOM, YTO 00e TeHMeH-
LMY HaXOOAT OTpaXeHMe B IIOTeHIMAIbHO
onuHaKoBO 3G deKTMBHBIX cucTteMax YUP. Ta-
KUM 06pa3oM, OpraHuM3aluu CTOAT Teper,
BBIGOPOM: Kakyio cucTemy YUP BbICTpauBaTh.
B crnemytornieit yacty paboThl B KaUeCTBE OCHO-
BOIOJIAraloIIMX COCTABISIIOIINX TAaKUX CUCTEM
6ynyT paccMoTpeHbl nBe crpareruu YUP.

OpueHTauusa Ha KOHTPOJIb U OpUEHTaLMUS
Ha NPUBEPXEHHOCTb KakK cTpaterun YYP

Opna u3 Haubojlee 3HAUMMBbIX IIPOGIEM
TEOPUU U MPAKTUKM YIIPABIEHNsI — OTIpeIese-
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Hre Haubosnee 3pHEeKTUBHBIX C TOUKM 3PEHMUS
3a7ay OpraHM3alMy MeETONOB M CTpaTeruit
YYP. B wmcciaemoBaHMSIX MOXKHO HaOMIOIATh
60JbIlIOe pa3sHOOGpa3ye BO3MOKHBIX KIacCy-
¢dukaruit crpatermit YUP. OnHa u3 6a30BbIX
kinaccudukanmii crpateruit YUP, akTyalbHbBIX
B KOHTEKCTe PacCMOTPEHHBIX BbIllle TeHIeH-
LI, BBIIEJSIET CTPATETMI0 OPMEHTUPOBAHHYIO,
Ha KOHTPOJIb ¥ CTpaTernio, OpMeHTUPOBAHHYIO
Ha IpUBepXKeHHOCTb [5,8]. OTu crparerunu,
C OIHOV CTOPOHBI, ONIpEeNeNsIOT KIIloueBble
KOMITOHeHThI cucreMbl YUP (kakue mpakTu-
ku YUP o06ecreumBarOT HYKHBIN pe3y/bTar)
U, C OPYroil CTOPOHBI, GOPMUPYIOT Iieye-
BOe IIpe[CTaBjeHMe O Yel0BeYecKOM Kamu-
Taje B KOMIIAHMM (KaKUMMM JIOKHBI OBITH
corpygHuky). CTpaTerus, OpMeHTUPOBAHHAs
Ha KOHTpPOJb, HalpaB/ieHa Ha [OCTVDKEHMe
MaKCUMMaJIbHOM 3G (}eKTUBHOCTY UCIIONb30Ba-
HUSI TPYLOBBIX PECYpCcOB MpU MUHMUMU3ALUKU
pacxofoB Ha mepcoHan. KiaioueBble cocTaBiisi-
IolIyie 3TOM CTpaTerum: XKecTKue CTaHIapThbl
VHIUBUAYATbHON Pe3yabTaTUBHOCTH, UCXOMS -
e M3 ToKasareseit OesiTeTbHOCTU (UPMBI,
U YeTKO3aJaHHbIe TPYIOBbIe 0OSI3aHHOCTHU CO-
TPYAHUKOB. KoMIaHusl B 3TOM C/Tyyae OpMeH-
TUPYeTCsI Ha «MaCCOBBII», Y3KOCIeLMaIN3UPO-
BaHHbIN uenoBeyeckuit kanutaa. Crparerus,
OpMEeHTMPOBAaHHAs Ha KOHTPOJb, OTBEYaeT
Ha TeHAEHLMIO K TeXHOKpaTu3aluu B TPYHO-
BBIX OTHOILEHMSIX, KOTOPAsi IPUBHOCUT HOBBIE
VMHCTPYMEHTbI OLIEP3KKU U peanusaliu 3Toi
cTpaTerny Ha OCHOBe MH(MOPMALMOHHBIX TeX-
HOJIOTMIA.

Crparerus YYP, opyeHTHpOBaHHAsI Ha TIPU-
Bep)XeHHOCTb, OCHOBBIBAETCSl Ha IIOBBILIEHUMN
BOBJIEUEHHOCTM IepCcoHaJia B 3aJauM oOpra-
HM3AUUM U Pa3BUTUM TPOGECCUOHATBHBIX
KOMIIETEHLIMIT TPY TOMOLIM KOHCOMUZALUU
MHTEepecoB paboTHMKA U Iieieli OpraHm3anuin.
I[Tpu 3TOM CTpaTernu gesiTellbHOCTh Maio Gop-
Ma/IM30BaHa U [NOAKOHTPOJIIbHA MEHEeI)KMEHTY,
OJHAKO KOMITaHMsI UCTIONb3YeT GOMbIIOe KO-
YeCTBO pasanM4HbIX IpakTuMK YUP mjisa npusie-
YeHMs], pasBUTUSI, MOTUBALUM U YAEPKaHUS
COTPYZHMKOB. KommnaHus, opMeHTUPYIOLascs
Ha IIPUBEPKEHHOCTb IIepCOHAasa, HalleleHa
Ha MpuobpeTeHMe BBHICOKOKBAMMOUIVPOBAH-
HOTO, MIMPOKOCIEMaTN3UPOBAHHOTO U YHU-
KaJIbHOTO YeJI0BeYeCKOro KamuTana. laHHas
CTpaTerust IpefCcTaBisieTcs] 0c060 aKTyalIbHOI
B KOHTEKCT€ TyMaHUCTUYECKUX TeHAEHINIA
B TPYLOBBIX OTHOLIEHMSX, IIpejjarasi Lypo-
KMt CrieKTp MpakTuk YYP, mpu3BaHHbIX 06ec-

MeYUTh KOMITAHUYM KOHKYPEHTOCITOCOGHOCTh
B aCIleKTe YeloBeyeCKUX PecypCcoB.

KntoueBblie mpakTuky gByx crpateruii Y4YP
npuBeneHs! B Tabmuiie 1.

PaccmaTtpuBaembie crpaternu YUP He gB-
JISIIOTCSI ABYMSI OTAENbHBIMM TUIIAMM CTpaTe-
Uil — OHM MPEACTAB/ISIOT CO0O0J [OBa IpO-
TUBOCTOSIIIMX TIONIOCA OOIIEro KOHTMHYyyMa.
UccnepoBarenu TroBOpIT O CYLIECTBOBAHUU
psiia TPOMEKYTOUHBIX TUTIOB CTpaTeruii: B Ofi-
HUX JOMMHUDYET KOHTPOIb, B HAPYTUX —
TIPUBEPKEHHOCTb, B TPETbUX — COYETAITCS
XapaKTepUCTUKM 0b6eux crpaTeruit. [8].

BmecTe ¢ TeM ceromHsl, Ha Hall B3IISZ,
1OA, BJIMSIHMEM ONMCAHHBIX BbIlIe TPEHI OB
MPOUCXOOUT TMOASpU3aLusl 3TUX CTpaTerwuii.
B nmengx onTummsauuyu CBOeit IeSITENTbHOCTU
KOMIIAHMM JO/DKHBI IPUEPKUBATHCS OLHOTO
U3 TOTI0COB Kak 6a3oBoro. Bropas crparerus
MOXXET BBIMOMHAT (QYHKIMIO IOLIepKUBAI0-
e, HO CTpaTerMu He [O/KHBI BXOOUTh
B KOH(IMKT Ha YpPOBHE MPAaKTUK U IeJIeBOM
MoZenu IOBelNeHMs] mepcoHana. PaBHbINM ak-
LIeHT Ha o6e CTpaTerny TPO3UT KOMIIAHUSIM
TIOpOXIeHVEeM IPOTUBOPEUNii, MPUBOISIINX
K OpraHM3alMOHHBIM MaTOJOTMSIM. Tak, Ha-
npuMep, IMpMMeHeHMe MPaKTUK BOBIIEUEHUS
IepcoHasia B MpOILECC MPUHATUSL DPelleHUid,
CBOJICTBEHHBII CTpaTern, OPMEHTUPOBAHHOM
Ha MMPUBEPKEHHOCTb, OYIET MOPOXKIATb 6OJb-
1I0€ KOJINYeCTBO BOIIPOCOB Yy COTPYIHMKOB,
ecIM MX 3apruiaTta NpuBsi3aHa K aBTOMAaTU3U-
poBaHHbIM KPI, OCHOBaHHBIX Ha pe3y/ibTaTax
UHIVBULYaIbHOM e TebHOCTU. AHAJIOTUYHO,
CJIOKHO MIPeACTaBUTb peann3alyio, CKaxeM,
MHCTPYMEHTOB TeiiMuduxanumM B CUCTeMaX,
TJie COTPYAHMKM 00/1aIal0T BHICOKO CTETeHbI0
aBTOHOMMM U LIMPOKOI Ccrielanusanymein, yem
XapaKTepu3yeTCcsl CTpaTerusi, OpMeHTUPOBaH-
Hasl Ha IPUBEP>KEHHOCTbD.

Kakyto ctpateruto YYP BbiGpaTh: ponb
CTpaTeruii ynpaBneHus 3HaHUAMM

BoiGop TOV MaM uHOI cTpateruu YYP
Kak OTBeT Ha paccMaTpuMBaeMble TPEeH[IbI
He MOXeT ObITb OCYIIECTBJIEH 0e3 MpUBSI3-
KM K KODeHHBIM XapaKTepucTuKaMm Om3Heca
¥ TOTPeOGHOCTSIM 6GU3HEC-MOZAEIM KOMIIaHWUM.
KommaHus, B 3aBUCMMOCTM OT TOTO, KaK BbI-
CTpPOEHbI ee OCHOBHbIe U 006ecreunBarolne
TPOLeCChl, MOXKET ONpeNenuThb, U3 KaKoii TeH-
IeHIMM OHa OymeT M3BJIeKaTb HaMOOJbIIVeE
BBITOJBI JJISI CBO€Ji KOHKYPEHTOCIIOCOGHOCTH.
OpHuM U3 Hamboee MPOAYKTUBHBIX CITIOCOG0B
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YIMPAB/IEHWE YENIOBEYECKMMM PECYPCAMM

/1. Cokonos

Ta6bnuua 1

Xapaktepuctukn npaktmk YYP npu aByx ctpaternsx YYP
McmoyHuk: cocmaeneHo asmopom no [5, 8]

IIpakTuku Y4YP

CrpaTerusi, OpMEeHTUPOBaHHAsK
Ha KOHTPOJIb

Crparerusi, OpMEHTUPOBAaHHAs
Ha IPUBEPKEHHOCTh

OGyueHue U pa3BUTHE

Cab0o BbIPaKEHBI

CubHO BbIpa’kKe€HbI

PexkpyTHHT U1 OTGOP

MaccoBblit mog6op

Vi36uparenbHble IPOLeNypPbI

OneHKa Ppe3yIibTaTUBHOCTU

Yacrble; OCHOBaHbI
Ha MHAMBUAYAIbHBIX Pe3y/bTaTax
pa6boThl

Penkue; ocHOBaHbI Ha pesyiabTaTax
DaﬁOTbI KOMaHIbI

Omiara no pe3yjabTaTam

CuibHO BbIpa>keHa

Cnabo BbIpaskeHa

@opMMUpoBaHMe 3AIMILEHHOCTH
OT moTepy paGoTsl

Cnabo BbIpAKEHO

CubHO BBIPa’KEHO

IoBBILIEHMEe MOTUBALUYA
K 00y4eHUI0

Cab0 BbIpAsKeHO

CuIbHO BBIPa)KEHO

®dopmupoBaHue pabouero
K/IuMara

Cnabo BbIPaskeHO

CWIBHO BbIPaskeHO

IToBbIlIEHME YAOBJIETBOPEHHOCTU
TpyAOM

Cna6o BbIpaskeHO

CuibHO BBIPDa’KEHO

KapsepHoe npoasuskeHue

HHCTMTVL{MOH&J'IMSMDOB&HO;
Ipo3pavyHbIe CXeMbl KapbepHOIro
IIPOABVKEHMST

CVITY&L{MOHHO; CXeMbI ITPOABVDKEHMS
TOYHO He OIIpenestoTCsA

BoBjieyeHue B IPUHATHUE
pelieHuin

Cnabo BbIpaskeHO

CWIBHO BbIpakeHO

JIu3aiiH TPyJOBO AesSTeIbHOCTU

HeusmeHuMBbIIi; y3Kast
crienyan3anms

AanITUBHBIN; MMUPOKAsK
crieanu3anys

OGecnieueHrie aBTOHOMUM

Cna6o BbIpaskeHO (MTOCTOSIHHBIN
KOHTPOJIb BBILIECTOSILIETO
DPYKOBOJUTEIS)

CuiibHO BBIPa’)KEHO

paccMaTpUBaTh YCTPOJCTBO CBOMX OM3HeC-
IIPOLIECCOB B 9TOM KOHTEKCTE SIBJISI€TCS aHa/IN3
CTpaTerMu ymnpasieHUsl 3HAaHUAMM. II€PCOHA-
mm3auus u koambukauus [7]. ITU cTpaTernn
IIPe/ICTABJISIIOT CO00J [1Ba pa3lIMYHBIX CIIO-
coba KOHBepTaLuy 3HaHUI KaK KII0ueBOro
pecypca KOMITAaHMM B €€ KOHEUHbI IPOAYKT.
CrpaTerus nepcoHanusaluuy 3HaHU OCHOBBI-
BaeTCsl Ha MEK/IMYHOCTHBIX B3aMMOZeCTBUIX
COTPYAHMKOB B IIe/NsX CO3JaHMS M o6MeHa
3HaHMSAMM, 4Yallle BCEro HOCAIIMX HeSBHYIO
dopmy. OpraHmsaumy, MKCIONb3YIOIME STy
CTpaTeruio, HalleJleHbl Ha CO3[JaHue M pas-
BUTME COLMANbHBIX CBSI3€il MeXIy JIIOAbMMU,
B PaMKaxX KOTOPBIX COTPYIHMKM OOMEHVBAIOT-
Cs1 OIBITOM ¥ Pa3sBMBAIOT CBOYM KOMIIETEHUMA
n skcrneptusy [9]. Takum o6pasom, «Iepco-
Ha/IM3UPYIOIasi» KOMIIaHUs TpaHchopMupyeT
(IpeMMy1LIeCTBEHHO CKPbIThIE) 3HAHMS COTPY/I-
HJMKOB B CBOJ MTOTOBbIN IIPOAYKT UM YCIYIy
MIOCPeNCTBOM IOOLIpeHMsl 06MeHa 3HaHUSIMM,
CO3[IaHMsI yCJIOBUIA [I71s1 KpeaTUBHOTO Ipoliecca,

-
=

dbopmMupoBaHMs NOBEPUTENIbHBIX OTHOLIEHU
U aTMocdepbl TTOCTOSIHHOTO Pa3BUTUSI.

Crpaterust koguduKkauum, HaIpoTUB, CTa-
BUT LIeJIbI0 OTYYKIeHMe 3HAHUI MHIOVUBUIOB
LIS JabHeIIero MX HaKOIJIeHNS ¥ XpaHeH s
B OJIEKTPOHHBIX 6aszax maHHbIX. Kommbuiim-
pOBaHHbBIE 3HAHUS B Pe3y/lbTaTe OTUYKIEeHMS
OT VHIMBUIA JEeTKO MOTYT OBbITb IeperaHbl
B [Tpefieslax OpraHM3aIyy U KCII0Ib30BaHbI JII0-
OBIM aBTOPM30BAHHBIM YUYAaCTHMKOM pabovyero
npouecca. IIpomecc MpomM3BOACTBA B KOMIIA-
HMUSIX, IPUMEHSIONIVX 3Ty CTPATETUIO, YCTPOEH
crenyomyM 06pa3oM: KOMIIAHUS TIIATEIbHO
(bukcupyeT Bechb CBOJ OIBIT MPONUION [es-
TelTbHOCTM B 6a3ax 3HAHWII B Bye MAGIOHOB
LIS TambHEeMIINX pellieHuit, U TIPY TOSIBIeHUU
HOBBIX 33J]a4 COTPYIHMKY 0O6PAIIAIOTCS K 3TO-
My IMPOLUIOMY OIBITY, YTOOBI Ha €ro OCHOBE
chopMMpOBATH HOBOE PelLIeHNe.

Ananus npyuMeHsieMoil B KOMIIaHUU CTpa-
TEern YyIipaBJIeHUs 3HaHUSAMU MOXKET 6I)ITI)
MpoBeeH Ha OCHOBaHMM TaGuIbI 2.
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CrpaTeruu ynpaBneHus YenoBEYECKUMU pecypcamu

Ta6bnuua 2

XapaKTepucTUKn cTpaTerni ynpaBneHus 3HaHUSIMu
HcmouHuk: [7]

Komuduxanus

Ilepconanuzanus

KDyl’[HbIe €IVHOBPEMEHHbIE MHBECTMIIMM B pasBUTHUE
3HAHUI KOMIIAaHUM U JJI1 UX MHOXXECTBEHHOTO MCIIOJb-
30BaHMs B Ja/lbHelIIeM

PerJISIDHbIe M YaCTHbI€ MHBECTUMLMM B pasBUTHE
3HAHM KOMITAaHUY

OpueHTaLMsI HA TUIOBbIE TPOAYKTHI, OTBEYAlOIIMe
Tpe6GOBaHMSM IIMPOKOTO KPYyra 3aKa34MKOB

OpueHTaLusT Ha JOPOTOCTOSIIIE CIOXKHBIE MTPOIYKTBI,
CTPOTO OPMEHTUPOBAHHbIE HA TIOTPEGHOCTH 3aKa3uMKa

Vcronb3oBaHMe GOMBIINX KOMAaH[I C OOJBbIION Hoeit
PYKOBOJSIIIEro IepcoHaa

Hcnonb3oBaHMe MajibIX KOMaH[I C HeOOMbILIONH Hojeit
PYKOBOZSILEr0 MTepcoHana

OpueHTaUMs Ha OBV BBICOKMII JOXOZ OT MHOXeCTBa
CIe/IoK

OpVIeHTaLU/Iﬂ Ha BBICOKYIO II]JM6]>UH) C KPYITHBIX CIOEeJI0K

PasBuUTHE CUCTEMbI 3JIEKTPOHHOTO JOKYMEHTO0060pOTa,
B KOTOPOJ4 XPAHSITCS M PACIIPOCTPAHSIIOTCS. KOAUDUIMPO-
BaHHbIE 3HAHMSI, JOCTYITHbIE COTPYAHMKAM

PasButie COO6IIECTB COTPYAHMKOB B LieIsIX O6MeHa
CKPBITBIMY, HEKOAUGDULYPYEMbIMU 3HAHUSIMU

VHBecTUIMY KPYMHbIX cyMM B IT-MHGpacTpyKTYypYy C Lie-
JIbI0 0OBEVHEHNS JTI0felt ¢ 6a30i1 KOAUGUIMPOBAHHBIX
3HaHUI

WHBecTuumm He6oMbINX cyMM B IT-uHOpACTPyKTYpYy
C LIeIbI0 COMEeICTBMS B3aMMOJEVCTBUIO COTPYIHMUKOB
¥ 06MeHY CKPBITBIMY, HEKOANDUIMPYeMbIMY 3HAHUSIMU

Haiim HemaBHMX BBIITYCKHMKOB BY30B, CIIOCOOHBIX OCBa-
MBaTh 3HAHVSI KOMIIAHMM U VICIIONb30BaTh MX IJIS1 BbIpa-
6OTKM peleHmit

Hajim OnbITHBIX KaHAMIATOB, CIIOCOGHBIX K BpraﬁOTKe
YHUKAJIbHBIX pELLIeHI/IVI ¥ CaMOCTOSTEIIbHOMY IIPeoao-
JICHUIO HeOoIIpeoeJIeHHOCTU

PasBuTHE COTPYIHUKOB IPYNIOBbIMYU hopMaTamu, a Tak-
K€ C VICIIONb30BaHMeM JIEKTPOHHBIX CPELCTB JUCTAHIN-
OHHOTO 00y4YeHMst

PasBuTHe COTPYSHMKOB IPU TOMOIIM VHAMUBUIYaTIbHO-
r0 HACTaBHMYECTBA

TToowpeHne COTPYAHMKOB 3a MCIIONb30BaHME U Pa3BUTHE
6a3 3HAHMIT KOMIIAHUA

TMoomipeHne COTPYIHMKOB 3a MPSIMOii 0OMEH 3HAHUSIMU
C KoJueramu

BmecTe ¢ TeM KOoMmaHus He 06s13aTeNb-
HO JIOJDKHA MPUIEePXKUBATHCS BCEX YKa3aHHBIX
B OHOM U3 CTONO1OB Ta6auibl 2 XapakTepu-
CcTUK. AHaJIoTM4YHO ctpaTerusim YUP, kogudm-
Kalus ¥ IepCcoHaIM3alysl TakxKe MpeCTaBsi-
10T c0001 IBa TOJTI0CA OZHOTO M TOTO Ke KOH-
TuHyyMma. COIVIaCHO OCHOBOIIOJIOKHMKAM [IU-
XOTOMMM «KOAMDUKAIMS / TIepCOHANTN3ALNSY,
3 GeKTUBHBIM MOXET CUMTATHCS pasneseHiue
«80% Ha 20 %», B KOTOPOM OJHA CTpaTerus
MIPMHSATA 33 AJOMUHUPYIONLYIO, a APYTasi BBIIOJ-
HsIeT ToAepKuBalollyo GyHKIMio. Ccblaasich
Ha CBOJ OTIBIT GM3HEC-KOHCY/IbTUPOBAHNS, aB-
TODBI BbICKa3blBa/Ii MHEHME, UYTO CTPeMJIeHN e
KOMITaHMIi TIpPeyCcreTb B 00eMX CTPATerusx
BeZeT Jullb K HeahHeKTMBHOMY pacxomoBa-
HUIO MHBECTUIMIT — 3G dEKTHI ABYX CTPATETMit
BO MHOTOM II0JIaT/INCh B3aMMOMCKITIOUAIO-
My [7]. JIpyrue aBTOpBI OCHapMBaau 3TU
BbIBOZAB! M. XaHceHa u ero kosuter. Hanpumep,
B MCC/IeNOBaHUM [6] IPUBOJATCS JOKa3aTeslb-
CTBa IIPEBOCXOMCTBA «IMHAMMYECKO» CTpa-
Teruu Y3, mpeprionaramoueil paBHbI akUeHT
CHUCTEMbI YIIpaB/ieHMs 3HaHUI Ha KopuduKa-
umMu u nepcoHamu3anuu. B [10] 6buto moka-
3aHO, YTO BBIOOpD TOJ MM MHOI CTpaTerun

YIIpaBIe€HUS] 3HAHUSMM 3aBUCUT OT 3PEIOCTHU
yIpaB/leHus] 3HAHUSAMM B KommaHuu. Tak,
KOMIaHUM HauMHAIoLIMe OCBauBaTh yIIpaBiie-
HIMe 3HaHMSIMM, JOJDKHBI OMPENeTUTHCS C TEM,
Kakasi cTpaTerust GyfeT y HUX JOMMUHUPYIO-
meii. [To Mepe pasBUTUSI OPraHM3ALVOHHBIX
MPOLIECCOB, CBSI3AHHBIX CO 3HAHUSIMM, BO3-
HMKAaeT HeoOXOAMMOCTb B OBJAJEHUM Kak
MeTojaMyu KoguduKauuyu, Tak U MeToJaMu
repcoHanuM3anyu. B pesynbraTe KOMITAHUU
CO 3peNbIMU CUCTEMAMM YIIPaBIeHMs 3HAHU-
SIMM MOTYT B OIVHAKOBOJ CTEIMEHM BIaLeTh
06eMMI CTPATETUSIMU YIIPABIEHUST 3HAHUSIMM.

TakuM 006pa3oM, JBe KOHQIMKTHbIE TEH-
OeHIUM B TPYLOBBIX OTHOUIEHUSX [OUKTY-
0T COBPEMEHHBIM OpraHu3alusIM He06X0-
IVMOCTb BbIOOpa 6as3oBoii crpatermm YUP.
TOT BHIGOP BO3MOXKEH MOCPEACTBOM aHaIM3a
KOPEHHBIX XapaKTePUCTUK OVM3HEC-TPOIeCCOB
KOMIaHUM, OJHUMMU M3 KIIOUYEBBIX B KOTO-
PbIX HaMM BbIfIEJIEHbI TIPOLIECCHI YIIPABIEHMUS
3HAaHMSAMM, TIPOSIBJIEHHbIE B COOTBETCTBYIO-
mMx crparerusx. CTpaTerus: mepcoHaIM3aunm
3HaHUIl Mo3BoisieT Haubosnee 3hdekTUBHO
M3BJIEKAThH BBITOMbI U3 IYMaHUCTUUIECKUX TEH-
JeHIVii B TPYOOBBIX OTHOLIeHMsX. KioyeBoe
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MIPU 3TOI CTpaTernu — COLECTBOBATH TBOP-
YyecKoyi Kommabopanum Mexay COTPYIHMUKAMMU,
YTO, B CBOIO ouepemnb, Oymer 3ddeKTUBHO
MoAAepXXuBaThcst MeTonamu YUP, opueHTHUPO-
BaHHBIMM Ha MPUBEPKEHHOCTh. AHAIOTUYHO,
KonuduKays MoKa3bpIBaeT CBOM IMpeyuMyle-
CTBa B YCJIOBUSIX TEXHOKPATUUECKUX TPEHIOB
1 MoxkeT 3¢ derTnBHO coueTaTbcsi ¢ YUP, Tsaro-
TEIOMIMM K KOHTPOJIbHBIM MPAKTUKAM. TakuM
o6pa3oM, ecny KOMIaHMs IeMCTBYeT IO CTpa-
Teruu Kopgudmkaimu, ee cucrema YUP momkHa
OCHOBBIBATBCSI HA KOHTPOJIE IepCOHANa; ecian
MO CTPATeruu MmepcoHann3aluuyu — Ha IPUBep-
SKeHHOCTM TepCcoHasa.

3aknoyeHune

B [paHHO! craThbe O6bLIM PACCMOTPEHBI
KJIIOUeBble TPeHZbl B TPYHAOBBIX OTHOLIEHM-
SIX, CIOCOOCTBYIOMIMX MOISIPU3ALIMU CTPATET Uit
YUP — opMeHTMPOBaHHOV Ha KOHTPOJIb 1 OpU-
€HTUPOBAHHOI Ha NPUBEPKEHHOCTb II€PCOHA-
na. To, kakas crpaterust YUP Gymer Hambosee
3¢ deKTUBHOI, Ha HAIll B3MJISII, 3aBUCUT OT BbI-
OMpaeMoit KOMITaHMe CTpaTernu yrpaBieHust
3HAHUSIMM — KOAVGUKALNUM VUIU TTepCOHAIN-
3auyu. TakuMm o6pa3oM, OpraHu3anyy, ole-

JIureparypa

YMNPABJIEHWE YETOBEYECKMMU PECYPCAMM

/1. Cokonos

HMBasi CBOM METOABI B 0OJACTU YIIpaBIEHUS
3HaHMSIMM, MOTYT HesaTh Gojiee B3BeIIeHHBIE
pelieHUs] OTHOCUTENbHO NpPUMEHeHUsl IMpak-
TUK YUP.

XoTsl cymecTByeT OOJBIIOE KOIMYECTBO
CBUIETENBCTB HACTYIUIEHUSI ONMMCAHHBIX TeH-
IeHLMiA, TpebyeTcsl JajnpHelilee U3yYeHNe X
TPOSIBJIEHMIT M TIOCTEeNCTBUII IJisl TPYHLOBBIX
OTHOIIeHMII B opraHmsanuu. Heo6Xomumbl,
Ha Halll B3IJISIM, U3y4eHUe MO3UTUBHBIX 3(-
(exTOB coueTaHMsT HEKOHQIMKTHBIX CTPATETMIA
VUP u ynpaBneHus] 3HaHUSIMM, a TaKkKe Hera-
TUBHBIX 3(D(EKTOB KOHMIMUKTYIOIIMX CTpaTe-
ruit. IlepCcIeKTUBHBIM TaKKe BUIUTCS TOUCK
BO3MOYKHBIX IyTell HeKOH(MIMKTHOTO covyeTa-
HMSI PAKTUK U MeTomoB YUP B ycioBusix 060-
3HAYEHHbIX TPeHIO0B. BobIylo 1IeHHOCTh CO-
CTaBSIT UCCIEeNOBaHMS, BBISB/SIOLINE IEI0CT-
Hble HeKOH(MIMKTHbIE CTpaTernyeckue KOHQM-
rypaiyy, BKIIOYaIoLie He TOJIbKO CTpaTerumn
VUYP u ynipaByieHMs 3HAaHUSIMY, HO U CTpaTeruun
OpraHu3anyy B JPyrux 06/1acTsIX, B TOM YUCIe
B 06J1aCTM KOHKYPEHTHOIi CTpaTeruu, ormepa-
LIVOHHOJ [IeATelbHOCTY, MapKeTMHTa U MH-
dbopmaTtusanyn.
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3 POCCHMN IpoeKkTUpoOBaHyue GyAyllero ceifluac CTAHOBUTCSI ONHOM M3 BaKHEMIIMX TeXHO-
¢ BbI3OBbI«MPOERTbI | jormit. Mimenno B cdepe CMBICIOB, IIeHHOCTeEH, OXMIAHMI, BUAEHNS GyayLIero
§ UcToPUs ceifyac pasBepHyIach 60pb6a MeXXIy HbIHEIIHMMM 1 TIOAHMMAIOIIMMMUCS LeHTpa-
: o MM cuiibl. OT MCTOPMYECKOTO IIPOTHO3a, OT NPeAicTaBIeHuit, Kakum 6yger 2030 rog,
{ OBOPOHA 1J1s1 Myupa 1 Poccum, 3aBUCKT afieKBaTHOCTb U 3 (eKTUBHOCTD pelleHuii, TPUHM-
i MaeMbIX CerOIHs.

Manuneukuii I.T. (noa pea.), Masbes C. 10., Mocnenos WU.T.,
YepHasckwuii [. C., MaeBckuit B. U., KnsizeBa E. H,, Lllep6akoB A.B. u ap.

Bynymiee Poccun. BBI3OBBI 11 ITPOEKTHI:

JKkoHomuka. TexHuka. UHHOBaIu. '
IinVIIIEE

Hamr mup ommpaetcsi He TONBKO HA MPOLLIOE, HAa OMBIT M TPAAMIMMU, HO U HA |§ POCCHH
Gymyliee — Ha MeUTy, Ha BBICOKME I[e), HA GONbIIMe MPOeKThl. DTO OCOGEHHO |3 BbI30Bb « IPOEKThI
CIIpaBeJINBO /11 YHUKAIbHO, CAMOLOCTaTOYHOM IMBWIM3AIY — Mupa Poccun. g 3KOHOMMUKA
Hamra crpaHa Ha MPOTSDKEHUY BCeil CBOeit MCTOpuM ObLT yCcTpeMiieHa B Gymyiiee, g u;:)c()::mm
KOTOpOe 3Ha4YMJIO J/Is Hee GoJIblile, UeM HACTOSIIEe. H
CO60OpHUK CTaTeil psima BeAYIIVX MCCIEOBATENEeil MOCBSIEH MPOEKTUPOBAHUIO g b~

GymylIero, OUepUMBAHMIO KOPUIOPA BO3MOKHOCTEI ¥ aHAIU3Y LIeeit pasBUTHSL.
MHorue Belly B Hallleit CTpaHe MOTYT GbITh CAe/IaHbl PA3yMHO U IIPaBUIbHO, €CTIN
CMOTpETh Ha HUX «U3 OYAYIEro» 1 JeiCTBOBATH «IJIsl OYAYyIIEero».
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Trendsetters of HRM: a systematic review of how professional service

firms manage people

Purpose — Human resource management in professional service firms (PSF) is one of
the most important instruments for promoting sustainable competitive advantage.
Despite the major growth of scholars’ interest in human resource management (HRM)
issues in PSF, the body of knowledge in this field remains highly fragmented and
diversified. The purpose of this paper is to systematize the key evidence on the use of
HRM practices in PSF.

Design/methodology/approach — The paper is based on the systematic literature
review of 90 peer-reviewed journal papers.

Findings — The review revealed typical ability-, motivation- and opportunity-enhancing
practices used by PSF and outlined how these HRM practices may differ among various
PSF.

Originality/value — The paper provides scholars with an updated and comprehensive
research landscape and development process in this important field, thereby arousing
greater research interest and enthusiasm for future research.

Keywords: human resource management, HRM, professional service firms, AMO

model, systematic literature review

Introduction

Professional service firms (PSF) gain increasing attention of management and

organizational science scholars in recent years. This attention is usually reasoned by the
critical importance of these firms for modern knowledge economy. The insights derived
from PSF research are argued to be very important for other organizations. Scholars are

interested in identifying and clarifying innovative approaches to knowledge-intensive
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management that may serve as a reference points for more conventional organizations
facing the challenges of the contemporary economic environment (Empson, Muzio,
Broschak and Hinings, 2015).

Since PSF derive their competitive advantages from their human capital, the
aspects of human resource management (HRM) represent a key topic of discussion
within extant research literature and practice communities. HRM issues in PSF are of
great importance because professional workers owe the main production assets of PSF
— their knowledge and expertise and client relations. It is critically important to
effectively manage human resources since a dismissal of professionals may result in a
loss of unique organizational competences and important client relationships (Vaiman,
2008). Employees in PSF have strong bargaining power and are highly mobile so there
is always a risk that ‘the assets go down the elevator each night, and the firm can’t
control whether they come back’ (von Nordenflycht, 2010). HRM practices in PSF
serve as organizational mechanisms that help to acquire new organizational
competencies and clients and prevent loss and of existing expertise and knowledge.

HRM in PSF has captured the attention of academic researchers around the
world and by now accumulated substantial body of literature. Although scholars has
revealed critical features of HRM in PSF (e.g. Swart, Hansen and Kinnie, 2015),
identified a number of ‘new’ innovative HRM practices adopted by PSF (e.g. Jorgensen
and Becker, 2015), and proposed various models of HRM systems (e.g. Swart and
Kinnie, 2010), the overall body of knowledge remains fragmented and diversified. It
remains generally unclear how PSF manage their human resources in gaining and
protecting their competitive advantages and how other companies operating in
knowledge-based economy may learn from them. This paper addresses this scarcity and

aims to systematize findings from research on different aspects of HRM in PSF. In
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particular, the study seeks to classify the key HRM practices and reveal the directions of
a heterogeneity of HRM in PSF. The paper intends to provide a comprehensive

overview of existing literature and propose important directions for further research.

Professional service firms: why HRM is so important?

Professional service firms (PSF) are now arguably one of the most important objects in
management research. Management scholars stress both economic and social impact
PSF have in contemporary knowledge economy. PSF not only grow faster than most
other industry sectors, they also act as trendsetters for innovative business practices and
services, creating and distributing new solutions in organization management and
professional areas, such as financial, legal and IT. Furthermore, PSF accumulate talents
and high performing human resources, playing an important role in developing global
human capital.

Although the discussions on economic and societal impact of these firms are
usually limited to global large professional services (Bousseba and Faulconbridge,
2016), PSF is rather a label for a wide range of different industries and organizations.
According to the analysis of von Nordenflycht (2010), research considers as PSF more
than 25 different industries, including but not limited to accounting, law, management
consulting, engineering consulting, advertising and architecture industry sectors.
Besides, PSF involve different categories, such as technology developers, professional
campuses, neo-PSF (consulting and advertising) and classic PSF (law, accounting,
architecture). These categories share common features, but their management systems
and structures may substantially differ (von Nordenflycht, 2010).

In general, PSF are characterized by high knowledge intensity, professionalized

workforce and autonomous governance (von Nordenflycht, 2010; Empson et al., 2015).

4
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Most importantly, PSF primary activity is transformation of their superior human
capital into new solutions for development of other businesses and society. For many
PSF the competition on input (labor) market is more important for their survival and
growth than competition on output (service) market. Employees of PSF possessing
unique expertise and personal brand often act as a source of client relationships by
themselves. De facto owning the production assets of companies, professionals may be
highly mobile and have strong bargaining power (Coff 1997, 1999). Thus, a primary
concern of PSF is attraction and retention of best people by providing high salaries and
superior working conditions and alignment of their personal interests and goals with
those of the firm (Coff 1997, 1999; Coff and Kryscynski 2011; Teece, 2003). Therefore,
successful PSF put their best efforts in building strong and internally coherent HRM
systems that provide competitive advantages in professional labor markets. HRM
systems of PSF should be aimed at attracting talented professionals, providing for them
instruments for professional development and strong motivation to contribute and
retaining their unique tacit knowledge and important client relationships inside a
company.

Because PSF experience strong pressures from both professionals and rival
employers, they are often forced to innovate with their HRM practices in order to gain
competitive advantages. Research has identified a big variety of different HRM
practices adopted by PSF. However, the efforts of research still lack of systematization.
In this paper we identify the key features and contents of HRM practices helping to

understand their role in gaining PSF competitive advantages.
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Methodology

In order to systematize the research, we chose a systematic literature review
methodology. Unlike traditional literature reviews, systematic reviews represent
evidence-based approach that helps to mitigate possible researcher bias and make
further research able to replicate our findings (Tranfield, Denyer and Smart, 2003). The
systematic literature reviews are means of identifying, evaluating and interpreting all
available research to a particular research question, topic area or phenomenon of
interest. In this paper, we aimed at synthesizing the best available research on the use of
HRM practices in PSF. Because we attempt to integrate rich but highly instructed and
heterogeneous findings (including those of qualitative, quantitative and theoretical
research), the systematic literature review is a particularly good choice as it provides “a
general overall picture in a topic area... to direct future research efforts” (Petticrew and
Roberts, 2006, p. 21)

The intention of the review was to include in the analysis only journal articles,
omitting other sources such as books, book chapters, conference articles, and working
papers series. Following previous systematic literature reviews in management (e.g.
Marin-Garcia and Tomas, 2016), by focusing on journal articles only we tried to ensure
that our review includes only scientifically validated resources with high impact on the
literature and provide for a greater comparability of reported results of the studies.

Our review process implied three stages: searching, selection and analysis of the
studies. At the first stage, we ran an automatic search in Scopus and Web of Science
databases. We searched for the papers containing two groups of keywords in the title or
abstract: HRM (HR, HRM, human resources, human resource management, personnel,
human capital, talent management) and PSF (professional service(s)/knowledge-

intensive business firm(s)/organiz(s)ation(s)/company(ies). Exact search queries are
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presented in the Table 1. The initial search yielded 323 results in Scopus and 334 in

Web of Science.
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On the selection stage, we analyzed resulting lists by both titles and abstracts in
order to select only the articles that relevant to the investigated topic. Taking into
consideration both the diversity of HRM issues and the ambiguity of the PSF category,
we tried to provide only for different concepts and terms that might be relevant for the
discussion. As HRM issues we treated the concepts of human capital, talent
management, human resource development, some topics in organizational behavior
(such as job satisfaction, organizational commitment, organizational identity,
psychological contract, organizational citizenship behavior, etc.), as well as HRM
systems and specific HRM practices (such as recruitment, training and development,
promotion, compensation, etc.). All the selected articles either directly indicated the
context of professional service firms or investigated specific industries that are most
frequently marked as professional services by previous research (based on review of
von Nordenflycht (2010)).

Studies were excluded if they investigated non-knowledge-intensive service
firms (such as HoReCa — hotel/restaurant/café) or focused solely on public and
healthcare industries (these industries imply a number of peculiarities in respect to
HRM and servicing and are usually studied within separate research field). We also

excluded few papers that reported research on multiple industries including professional
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service and provided little conclusions specific to PSF. Few studies were excluded
becaouse we could not get access to the full texts as they were not available on the web-
sites of major publishers (Elsevier, Emerald, SAGE, Springer, Taylor and Francis,
Wiley) and had no open access. After the analysis of the search results we also decided
to exclude papers published before 2002 in order to make our analysis more focused.
There were substantially fewer studies dated 2001 or earlier compared to more recent
period (only 63 search results in Scopus and 39 in Web of Science). We also took into
account that HRM field in PSF is rapidly changing and early research might have
limited reliability in respect to our research aims. After the abstract filtering, the sample
totaled 121 unique articles.

Then we performed the full text filtering additionally checking whether the

articles fall under the set inclusion and exclusion criteria as well as our quality demands.

Full text filtering also had an aim to analyze the key references of the selected papers.
This resulted in an additional list of articles that were not covered by the automatic
search. These typically were the papers that investigate particular professional service
industry, such as management consulting, law, IT services, etc. The cited articles were
similarly filtered according to our criteria and only 17 papers were included in the final
sample. We also checked 48 papers accumulated by authors during the preliminary
literature analysis. Three papers were not covered neither by automatic search nor by
the analysis of references and were also included in the final list. After the supplements,
the final sample comprised 90 articles in the time span of 2002-2017. Figure 1 presents

the overall selection process.
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Finally, in the analysis stage, we carefully read full texts of all articles in the
sample with the aim of extracting the information of interest in a structured manner. The
extraction resulted in a table with the following items: full paper reference;
methodology (overall research strategy, data collection and data analysis techniques),
sample and data (sample size, industries, countries, firm sizes), HRM framework/focus;
information on ability-enhancing HRM practices, information on motivation-enhancing
HRM practices; information on opportunity-enhancing HRM practices; conclusions on
HRM in general; theoretical framework; research questions or aims of the study;
hypotheses or propositions stated; main findings. The information collected in the table
served as a main source for a further analysis.

The main analysis implied iterative process of looking though the information in
the table and (if necessary) in the full texts of the articles and retrieving, structuring and
integrating the data on different subtopics. During this process we coded the content of
every article with a number of categories (code families) reflecting specific HRM
practice areas, such as recruiting or training and development. We systematized findings
of the papers by mind mapping the key concepts and relationships between them, which
allowed to come up with more low-level codes. After several iterations the codes and
corresponding information in the table were refined until a final structuring was

reached. The results are presented according to the final categorization.
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Results

Overview of the studies

Table 2 presents the information about the journals of the collected articles, including
the number of papers sampled, the citation score in the Scopus database (CiteScore
2017) and the rating (out of 4) in the Academic Journal Guide of the Chartered

Association of Business Schools 2018 (CABS journal guide).
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The selected papers mostly cover the high ranked journals in management and
organization science. As is shown in Table 2, there are five journals that have more than
one paper with highest rank of the CABS journal guide, two journals were 3rd rank,
seven — 2nd rank, one more — Ist rank. It suggests that the collected pieces of
research represent a forefront of existing knowledge in HRM and related fields. It
supports the relevance of the contribution reported in the selected articles. Eight of the
journals in the table (comprising 49 articles) focus specifically on HRM and
organizational behaviour; six remaining (21 articles) are generalist management journal.

Figure 2 presents the distribution of the sample by years of publishing and
methodology. Analyzing the sample structure, three important observations can be
made. First, there is an overall significant growth of research in the given time span.
The number of articles demonstrating sustainable growth over the 15 years by 2017
increased more than 5 time since 2002 (7 articles in 2002-2005, 39 articles in 2014-
2017). The drastic dynamic of the research on HRM topics in PSF additionally suggest

the relevance of the topic.
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Second, a majority of articles utilize qualitative research strategies (e.g. case
studies or interview-based investigations). 45 out of 90 articles are empirical research
based solely on qualitative data, two more papers used mixed research designs with core
qualitative methodology. The sample also involved 36 exclusively quantitative
empirical articles and 6 non-empirical studies, such as conceptual or review papers. The
bias towards qualitative approaches can be explained by the level of maturity of the
field. Starting with qualitative research in 2002-2009, the literature has developed
towards using more quantitative approaches that allow drawing more generalizable
conclusions. In a result, in recent four years more than the half of the empirical research
adopted quantitative methodologies.

Third, as is shown in Table 3, the vast majority of the reviewed studies was
based on data from developed markets such as Europe (47 papers), North America (15
papers) and Australia (9 papers). Emerging markets were represented by the studies on
India (10 papers), China (4 papers) and other countries (3 papers). As is usual for many
other research areas in management, there is a clear bias towards the developed markets

context.
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What are the Ability-, Motivation-, and Opportunity-enhancing HRM practices in
PSF?

The strategic HRM theory state that company’s HRM system consists of a set of
practices that collectively contribute to employee, group or firm performance (Kepes
and Delery, 2007). Thus, HRM practices do not act in isolation, but rather merge into
synergistically connected systems that affect employees in a complex. AMO-model of
HRM provides a way of grouping HRM practices into distinct dimensions that focus on
different components of employee performance: abilities, motivation and opportunities
(e.g. Appelbaum, Bailey, Berg and Kalleberg, 2000). According to the AMO-model,
flaws in any of three HRM system components imply potential losses of performance.
Using this argumentation, we decided to analyse the collected papers according to three
groups of HRM practices: ability-enhancing, motivation-enhancing and opportunity-
enhancing. Our intention was to cover the HRM system as a whole while providing a
room for variations of particular practices. Unlike universalistic models of the HRM
system that prescribe the content of key HRM practices included (e.g. high-performance
work systems), AMO-model provides only a framework for grouping the wide sets of
HRM practices and, thus, represents a good choice for our research aims. The
information on AMO-dimensions involved the actual reported evidence of HRM
practices (how it is) as well as prescriptive conclusions provided by research (how it
should be). The information was extracted mainly from results and discussion sections.
Ability-enhancing HRM. The ability-enhancing HRM dimension consists of a

group of HRM practices that influence competencies of employees (Jiang et al., 2012).
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60



Page 13 of 46 Personnel Review

It usually includes various recruitment and training and development practices (Marin-

Garcia and Tomas, 2016). Table 4 summarizes the findings of our analysis.
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Overall recruitment process in PSF is characterized by high rates of rejection

2 and strong competition. This serves as a signal of employee human capital and

24 constitutes the elite identity of professionals (Alvesson and Robertson, 2006;

26 Armbriister, 2004). Recruitment process also usually implies an involvement of already
employed professionals. They are (monetary) encouraged to attract new hires (e.g.

31 Jorgensen and Becker, 2015) and may affect or make hiring decisions (e.g. Richter,

33 Dickmann and Graubner, 2008). The studies demonstrate diverse recruitment sources
used by PSF. They include hiring non-experienced candidates (college graduates) and
38 highly experienced professionals, internal sourcing and involving professionals in a

40 search for new hires. While some of the recruitment sources may be combined within
the same organization, other rather represent mutually exclusive strategies of hiring new
45 employees. The criteria in an employee selection process are very wide encompassing
47 cultural (person-organization) fit, different soft skills, such as innovative ability (Swart
49 and Kinnie, 2010) and goal orientation (Jergensen and Becker, 2015), as well as
technical professional skills (e.g. Armbriister, 2004).

54 The selected papers indicate a variety of training and development practices in
56 PSF. Varying from formal and systematic to more informal and occasional they target

both soft skills and technical skills of professionals. The studies emphasize an on-the-
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job (or learning-by-doing) training as a dominant mean of employee knowledge, skill
and ability development. Other common forms of training practices include mentoring
programs, reimbursement of tuition fees for university courses and individual
development planning.

Motivation-enhancing HRM. The motivation-enhancing dimension is composed
of HRM practices that are implemented to influence employee motivation and effort
rather than abilities during their work performance (Jiang et al., 2012). In our coding we
considered three particular HRM practices within this dimension: career development,
monetary rewards and non-monetary rewards. The results of the information extraction

on the motivation-enhancing practices presented in Table 5.
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Career development in PSF is considered a core HRM practice that provides
long-term motivation and employee retention in a company. Authors usually describe
PSF career progression system as “up-or-out”: employees are expected to leave a
company in a limited time if they demonstrate insufficient results for a promotion. The
up-or-out systems are based on formally established and explicit career advancement
procedure that imply narrow career paths. Promotions are based on different explicit
criteria such as formal performance indicators and a supervisor assessment (Richter et
al., 2008). Some PSF also provide for employment opportunities without up-or-out
pressures, such as counsels, permanent associates or supporting professionals, in order

to retain unique skills and expertise or ensure more stable human resource flow in
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specific business areas. In rare cases, there are PSF that do not emphasize explicit
vertical career progression system and rely on more flexible and long-term employment
relations (e.g. Chasserio and Legault, 2009).

Monetary rewards is another critical HRM practice that constitute the
attractiveness of job in PSF (Chakrabarti and Guha, 2016). Our analysis revealed that
the salaries in PSF are based on three criteria: billable hours, output (performance) and
tenure. Latter two often exclude each other. Companies usually seek for a balance
between output-based (‘eat-what-you-kill’) and tenure-based (lock step) systems
(Kaiser, Kozica, Swart and Werr, 2015). The salary of professionals may imply a
combination of three components: fixed base, contingent performance bonus and profit
share. The idea behind the reward system is to provide a motivation to grow while
ensuring maximum efforts in current projects.

We identified little information on non-monetary rewards in the selected papers.
The few empirical papers demonstrated that although non-monetary and symbolic
rewards are considered as extremely important factor in a professional work (e.g.
Pinnington, 2011), they are rarely included in official HRM policies and usually
underdeveloped (e.g. Chasserio and Legault, 2009).

Opportunity-enhancing HRM. Finally, the opportunity-enhancing dimension
encompasses organizational efforts to design work in a way that allows employees to
exert their abilities and efforts via opportunities to contribute to organizational success
(Jiang et al., 2012; Yin, Wang and Lu, 2018). Within this dimension, we identified three

HRM practice areas: job design, work-life balance, and job security (Table 6).
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The research on job design practices demonstrated mixed results. On the one
hand, the job design in PSF were shown as group-centric with strong team
accountability and collaboration culture. On the other hand, the literature point out a
number of problems regarding the teamwork. Despite the proposed values of teamwork,
the real HRM practices were individualistic by nature favouring competition over
collaboration. The job design in PSF was also majorly characterized by an emphasis on
autonomy and flexibility. The autonomy- and flexibility-enhancing policies were seen
as a major way of addressing employee retention issues and adjusting employee
working hours with clients needs. A number of papers also concluded that job design in
PSF allowed little information sharing and employee involvement of junior staff in
decision-making.

The studies paid considerable attention to work-life balance problems in PSF as
well as to HRM practices that address them. The job in PSF imply a lot of stress,
numerous overtime hours and seasonal overloading. To address these issues, PSF offer
professionals alternative work arrangements (such as part-time, flexible schedule and
distance work) and supplementary facilities that may alleviate work-life tensions (e.g.
barbershop or laundry room on site).

Another important opportunity-enhancing practice area is the job security.
Scholars propose that ensuring retention of professionals is a key intention of HRM
practices in PSF. However, due to the highly competitive environment and up-or-out
pressures job security in PSF is often somewhat problematic. As a result, nomadic and

boundaryless careers are widespread in professional service industries. Thus, while
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some HRM practices provide better opportunities of job security, other practices may

come into conflict with them.
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12 How HRM in PSF may differ?

14 The practices discussed above do not represent a universal HRM system applicable for
16 all PSF. They rather reflect a synthesis of typical characteristics and possible variations
18 of HRM practices discussed in the literature. In fact, particular PSF reported in research
(predominantly qualitative) built their own unique HRM configurations. In this section,
23 we attempt to understand heterogeneity of HRM systems in PSF.

25 Traditionally, HRM literature explain differences in firms” HRM system by firm
sizes, industries and national contexts. Although a number of articles in our sample

30 confirmed size- (e.g. Mehra, Langer, Bapna and Gopal, 2014), country- (e.g. Fu et al.,
32 2016) and industry-related (e.g. Swart and Kinnie, 2003) differences among PSF, it was
possible to identify specific patterns of how HRM practices typically varied in different
37 PSF. These patterns reflect variations in five HRM practices: recruitment, training and
39 development, career development, monetary rewards, and job design. The trade-offs are

41 summarized in Table 7.
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55 Recruitment. Several studies highlight the trade-off between internal and
external types of sourcing of professionals (Carvalho and Cabral-Cardoso, 2008; Kor

60 and Leblebici, 2005). Some papers described PSF focused on recruiting mainly new
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graduates for junior positions, and promoting them from within to senior positions
(Carvalho and Cabral-Cardoso, 2008). Other cases were oriented on recruiting
experienced professionals in an external labour market. For instance, Kang, Snell and
Swart (2012) particularly investigated whether option-based HRM that emphasizes
internal sourcing leads to greater HRM outcomes compared to project-based approach
oriented on external sources. The trade-off between internal and external staffing is
closely related to the “make-or-buy” dilemma in management.

Training and development. The studies made it clear that that training
approaches of PSF differ by an emphasis on ‘soft’ (general) or “hard’ (technical) skills
(Bapna, Langer, Mehra, Gopal and Gupta, 2013; Swart and Kinnie, 2010, 2013; Richter
et al., 2008). PSF may intend to invest in general skills (such as communication skills,
interaction with client or system thinking), or may predominantly encourage the
development of occupation-specific technical skills (e.g. programming, law,
architecture). For instance, Richter et al. (2008) described that two main organizational
archetypes of PSF — professional partnerships and manage professional businesses —
value different skill breadth. While professional partnerships majorly focus on a broad
range of general skills, ideally combined with some business training (e.g. MBA),
manage professional businesses have a preference for strong commercial or
technological skills. These preferences also usually influence selection and promotion
criteria in the firms.

Career development. The studies pointed out differences in PSF’ career
development systems depending on narrowness of career paths (Swart and Kinnie,
2013; Richter et al., 2008). Explicit and narrow career paths are usually supported by
up-or-out promotion system. Career systems with wider development opportunities

usually imply less systematic while more flexible promotion mechanisms. Narrow
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career paths are more inherent to manage professional businesses, and wider career
paths are common in professional partnerships (Richter et al., 2008).

Monetary rewards. Monetary rewards practices may have three forms: tenure-
based, performance-based and process-based. The research by Morris, Zhong and
Makhija (2015) demonstrated that performance-based incentives are more relevant
when an organization seeks to explore new knowledge beyond its immediate location,
while process-based systems is associated more local knowledge search. Swart and
Kinnie (2010) argue that tenure- (or seniority-) based systems provide greater talent
retention opportunities and are oriented on building firm-specific HC, while
performance-based systems targets incrementaiton of profession-specific human capital.

Job design. Job design in PSF may vary from narrowly-specialized to broadly-
specialized (Bapna et al., 2013; Richter et al., 2008; Swart and Kinnie, 2013). This
division the job design approaches is closely connected to company’s soft/hard skills
orientation, but rather focused on how precisely employees’ jobs and responsibilities are
determined. Swart and Kinnie (2010) proposed that narrow specialization is inherent to
organizationally-focused PSF that rely on profession-specific human capital and
mechanistic organizational structures, while broad specialization is usually form the job
design of professionally focused PSF that emphasize organic organizational capital and
firm-specific human capital.

It should be noted that the choice of particular HRM practices is not independent
from the choice of other. Studies usually assume the existence of synergies, both
positive and negative, between certain practices. For instance, organizations with
narrow job specialization may benefit from technical skill-based training and narrowly
defined career paths, which in turn may provide a greater opportunities for internal

sourcing. In contrast, there can also be potential conflicts between narrow jobs and soft
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skills trainings. We anticipate that it is possible to distinguish a number of stable HRM
configurations in PSF, though few studies actually tried to propose related

classifications (a notable exception is Swart and Kinnie, 2013).

Discussion and conclusion

In this study, we systematically reviewed 90 journal articles on the use of HRM
practices in PSF. The review demonstrated that the literature in this field rapidly grow,
especially the one that apply quantitative methodologies. It suggests the field is
becoming mature over the observed 15 years.

The results of the review helped to identify typical HRM practices used by PSF.
In general, PSF use complex HRM systems that pay large attention to employee search
and selection, training and development, career advancement, monetary rewards and
autonomy-enhancing job design. The majority of HRM practices in PSF are innovative
and specifically important in addressing challenges of the contemporary knowledge
economy. At the same time, there are practices that might seem either underresearched
underdeveloped in actual PSF . Particularly, there is little evidence on non-monetary
rewards practices, while they are generally considered as important part of professional
workers motivation. It is also not clear how PSF deal with strong pressures coming from
highly-qualified professionals while pay relatively little attention to employee retention
and job security. For instance, up-or-out career systems and other competition-
enhancing mechanisms may seem to contradict to talent retention policies that are
important as tacit knowledge protection instruments (Vaiman, 2008).

We also proposed five HRM practice areas that reflect heterogeneity of HRM in
PSF. They include internal vs. external staffing, soft vs. hard skills training orientation,
narrow vs. wide career development trajectories, tenure- vs. performance- vs. process-
based monetary rewards distribution and narrowly vs. broadly specialized job design.
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Based on our review we argue that these five trade-offs majorly determine the
variability of HRM practices in PSF. These trade-offs may represent a guidance for PSF
and other firms on building fit HRM strategies that help achieving competitive
advantages in different economy contexts.

In general, our findings help to better understand the mechanisms of HRM-
related sources of firm competitive advantages. Our synthesis of PSF* HRM systems
and variations in specific HRM practices may be of value for newly created companies
or companies that start to operate in knowledge-intensive markets with a strong rivalry
on human resources. Analysing and adopting PSF’ HRM systems or particular HRM
practices may help organizations to compete on intensive labour markets and gain their
own HRM-related competitive advantages.

Our research also contributes to the literature in several other ways. First, it
provides scholars with an updated and comprehensive research landscape and
development process in this important field, thereby arousing greater research interest
and enthusiasm for future research. The review will help further research to make more
conscious choices of research aims and questions. Our paper sheds light on some
important directions for future research. First, we revealed relatively little research that
systematically approach HRM issues in a company. While we show that there is a big
variety of different HRM practices, it is interesting to ask, how do they interact with
each other and what specific HRM configurations they may compose. Although prior
research has emphasized some conceptual distinctions between HRM systems in PSF
(e.g. Swart and Kinnie, 2010), they should be further expanded and tested using
qualitative methodologies. Second, we demonstrated that there is considerably more
research on ability- and motivation-enhancing HRM practices than on opportunity-

enhancing practices. This is surprising because research generally admits that
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opportunity-enhancing practices contribute to employee autonomy and engagement,
which are the core of any professional work. Research is needed to understand whether
this misbalance is a reflection of an actual practice in PSF or a gap in research. Third,
we found a clear bias of existing research towards developed markets. We call for more
research on emerging markets, where PSF may behave differently given tight
constraints of a human capital market volume. While PSF in developed markets
typically experience less deficit in highly qualified staff than PSF in emerging markets,
we should also expect differences in how PSF of different market types chose and adopt
HRM strategies and practices. It would be also interesting to compare the diffusion and
adoption of HRM practices among multinational enterprises and PSF operating in local
markets.

Second, our research findings, especially those related to the differences in
HRM practices, may be of great value for the development of HRM scales for
quantitative research in PSF. Instead of measuring HRM systems universally, as is
assumed by the most popular existing scales (e.g. high-performance work systems),
further research may benefit from a more focused investigation of HRM in PSF.

Finally, the review contributes to our understanding of competitive advantages
sources in service industries. Unlike many other industries, service industry companies,
and especially knowledge-intensive ones, gain their competitive advantages from the
knowledge and expertise of their employees and, therefore, for them HRM represents
strategically important instruments. More systematic understanding of these instruments
and their heterogeneity may provide great insights for both scholars and practitioners.

As usual for systematic literature reviews, our study does not lack of limitations.
First, although we took efforts to avoid it, researcher bias might have influenced the

selection of primary studies, as well as data extraction. The selection of the studies may
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have been distorted by interpreting the inclusion and exclusion criteria falsely,
especially during the abstract filtering because of limited information given. Second,
another limitation of the study relates to the boundaries of chosen time span (2002-
2017) and research paper type (journal articles). The focus of this paper was to collect
up-to-date relevant research, while further research may apply a historical perspective
and include more early studies. It could be also potentially valuable to use more
sophisticated search and filtering procedures that include other than journal literature
sources, such as books and conference papers. Third, one more area of limitations could
regard to the keywords and databases used collect the papers in our literature review.
Future research could enrich our findings by including other reference databases (for
instance, Google Scholar) and by widening (or narrowing) the list of keywords that was
used in the search queries. Finally, the review may also be conceptually limited as we
used the AMO-model as a framework for coding the collected findings and structuring
the review results. Using other HRM-frameworks (e.g. control-commitment dichotomy)
and covering other HRM-related issues, such as internal (horizontal) and external
(vertical) fit of HRM systems, may be of great importance for further understanding of

PSF’ approaches to managing people.
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Table 1. Automatic search queries and results

Database

Search query

Results

Scopus

Web of Science

( ABS (hr* ) OR ABS ( human AND resource* ) OR
ABS ( personnel ) OR ABS ( talent AND management )
OR ABS ( human AND capital ) AND ABS ( (
professional AND service* ) OR ( knowledge-intensive
AND business AND service* ) AND organi?ation®* OR
firm* OR compan* ) ) AND ( LIMIT-TO (
DOCTYPE,"ar " ) ) AND ( LIMIT-TO (
SUBJAREA,"BUSI " ) ) AND ( LIMIT-TO (
LANGUAGE,"English "))

((TS=(professional service* OR knowledge-intensive
business service*)) AND (TS=(firm* OR organi?ation*
OR company*)) AND (TS=(HR OR HRM OR human
resource® OR personnel OR talent management OR

human capital)))

Refined by: WEB OF SCIENCE CATEGORIES: (
MANAGEMENT OR BUSINESS OR INDUSTRIAL
RELATIONS LABOR OR PSYCHOLOGY APPLIED )
AND DOCUMENT TYPES: ( ARTICLE ) AND
LANGUAGES: (ENGLISH )

323

334
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Table 2. Journals in the sample

Page 36 of 46

Papers in Scopus CABS
Journal title the CiteScore AJG
sample 2017* 20182
International Journal of Human Resource 15 2.30 3
Management
Human Resource Management Journal 10 2.95 4
Human Resource Management 7 2.85 4
German Journal of Human Resource Management 5 0.28 2
(formerly Zeitschrift fur Personalforschung) (0.73)
Strategic Management Journal 3 6.42 4*
Human Relations 3 3.51 4
Personnel Review 3 1.87 2
Employee Relations 3 1.65 2
Asia Pacific Journal of Human Resources 3 1.05 2
Journal of Management Studies 2 5.07 4
Organization 2 3.36 3
Service Industries Journal 2 1.44 2
Asia Pacific Business Review 2 0.93 2
Thunderbird International Business Review 2 0.89 2
Global Business Review 2 0.88 1
Other (+-article-per-journal-in-the-sample20) 1-26) - -

! Chartered Association of Business Schools Academic Journal Guide rating

2 Scopus CiteScore measures average citations received per document published in the serial
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Table 3. Distribution of the sample by geographical regions

Country (region) Number of studies

Europe 47

oNOYTULT D WN =

North America 15
Australia 9
14 India 10
16 China 4
18 Emerging Markets (other) 3

20 Worldwide 3
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Table 4. Ability-enhancing HRM practices in PSF retrieved from the articles

HRM practice area

HRM practices and their features

Recruitment

Highly competitive recruitment process (Alvesson & Robertson,
2006; Armbriister, 2004). Involvement of professionals into
recruitment (Alvesson & Kéarreman, 2004; Jorgensen & Becker,
2015; Richter et al., 2008).

Recruitment sources:

Internal sourcing (Grimshaw & Miozzo, 2009; Jergensen & Becker,
2015; Swart & Kinnie, 2010, 2013)

Recruitment of non-experienced professionals (Ashley & Empson,
2013; Carvalho & Cabral-Cardoso, 2008; Donnelly, 2008; Hunter,
Beaumont & Lee, 2002; Jorgensen & Becker, 2015; Kang, Snell &
Swart, 2012; Swart & Kinnie, 2010)

Recruitment of experienced professionals (Carvalho & Cabral-
Cardoso, 2008; Kor & Leblebici, 2005; Kim K.H., Kim, T.H., Kim,
T.Y & Byun, 2016; Swart & Kinnie, 2010, 2013)

Recruitment from clients and via employees’ social networks
(Alvesson & Kirreman, 2004; Nayak, Bhatnagar & Budhwar, 2018;
Swart & Kinnie, 2010)

Assessment criteria:

Cultural (person-organization) fit (Armbriister, 2004; Rivera, 2012;
Suseno & Pinnington, 2017; Swart & Kinnie, 2010, 2013)

Soft skills (Behrends, 2007; Jargensen & Becker, 2015; Richter et
al., 2008; Swart & Kinnie, 2010)

Technical skills (Armbriister, 2004; Richter et al., 2008)
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Training and

development

Both formal systematic (Carvalho & Cabral-Cardoso, 2008; Kiihn,
Eymann, Urbach & Schweizer, 2016; Mehra et al., 2014; Richter et
al., 2008; Teo, Lakhani, Brown & Malmi, 2008; van Rooij &
Merkebu, 2015) and occasional (Cooke, Lin & Jiang, 2013;
Chasserio & Legault, 2009; van Rooij & Merkebu, 2015) training
programs

Training forms:

On-the-job (learning-by-doing) training (Alvehus, 2018; Alvesson
& Kérreman, 2004; Carvalho & Cabral-Cardoso, 2008; Cooke et al.,
2013; Jorgensen & Becker, 2015; Suseno & Pinnington, 2018;
Swart & Kinnie, 2010)

Mentoring programs (Alvesson & Karreman, 2004; Jorgensen &
Becker, 2015; Nigah, Davis and Hurrell, 2012; Richter et al., 2008;
Swart & Kinnie, 2010)

Reimbursement of tuition fees for university courses (Chasserio &
Legault, 2009)

Individual development planning (Carvalho & Cabral-Cardoso,

2008; Jargensen & Becker, 2015; Richter et al., 2008)
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Table 5. Motivation-enhancing HRM practices in PSF retrieved from the articles

HRM practice area

HRM practices and their features

Career development

Monetary rewards

Up-or-out system (Alvehus, 2018; Alvesson and Kérreman, 2004;
Carvalho and Cabral-Cardoso, 2008; Hitt, Bierman and Collins,
2007; Kaiser et al., 2015; Malhotra, Morris and Smets, 2010;
Richter et al., 2008; Snell and White, 2009; Swart and Kinnie,
2010). Often implies formal and explicit career advancement
procedure (Richter et al., 2008; Kidrreman and Alvesson, 2004;
Donnelly, 2008; Carvalho and Cabral-Cardoso, 2008). Sometimes
there are employment opportunities without up-or-out pressure (Hitt
et al., 2007; Malhotra et al., 2010).

Criteria for promotion:

Formal performance indicators (Alvehus, 2018; Brivot, Lam and
Gendron, 2014; Karreman and Alvesson, 2004; Ollila, Styhre and
Werr, 2015; Richter et al., 2008)

Complex assessment procedures (Richter et al., 2008; Alvesson and
Kérreman, 2004)

Supervisor Subjeetive-assessment by-supervisor-(Hunter, Beaumont
and Lee, 2002; Wiblen, Dery and Grant, 2012; Alvehus, 2018;

Wiblen, 2016;nAlvesson and Karreman, 2004)

Reward criteria:
Billable hours (Hitt et al., 2007; Kiihn et al., 2016)
Output (performance) (Alvesson and Kirreman, 2004; Chasserio

and Legault, 2009; Chatain and Meyer-Doyle, 2017; Cooke et al.,
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rewards

Personnel Review

2013; Jargensen and Becker, 2015; Jorgensen and Becker, 2015;
Kaiser et al., 2015; Kdrreman and Alvesson, 2004; Kiihn et al.,
2016; Morris et al., 2015; Swart and Kinnie, 2010, 2013)

Tenure (Swart and Kinnie, 2013; Kiihn et al., 2016; Chatain and
Meyer-Doyle, 2017)

Reward components:

Fixed salary (Chatain and Meyer-Doyle, 2017; Cooke et al., 2013;
Kiihn et al., 2016; Swart and Kinnie, 2013)

Contingent pay (Chasserio and Legault, 2009; Chatain and Meyer-
Doyle, 2017; Cooke et al., 2013; Hitt et al., 2007; Jorgensen and
Becker, 2015; Jorgensen and Becker, 2015; Kaiser et al., 2015;
Kiihn et al., 2016; Kiihn et al., 2016; Morris et al., 2015; Swart and
Kinnie, 2010, 2013)

Ownership (rent_or profit) sharing (Chasserio and Legault, 2009;
Chatain and Meyer-Doyle, 2017; Cooke et al., 2013; Kaiser et al.,

2015; Richter et al., 2008)

Often underdeveloped (Chasserio and Legault, 2009), while

generally considered as important (Pinnington, 2011)
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Table 6. Opportunity-enhancing HRM practices in PSF retrieved from the articles

HRM practice area

HRM practices and their features

Job design

Work-life balance

Job security and

retention

Both team- (Jorgensen and Becker, 2015; Khatri, Baveja, Agrawal
and Brown, 2010) and individual-centric (Alvehus, 2018;
Boussebaa, 2009; Donnelly, 2011; Hunter et al., 2002; Kiihn et al.,
2016) job design.

Big emphasis on autonomy and flexibility (Bullinger and Treisch,
2015; Chasserio and Legault, 2009; Donnelly, 2011; Jensen,
Poulfelt and Kraus, 2010; Jergensen and Becker, 2015; Kérreman
and Alvesson, 2004; Nesheim, Olsen and Sandvik, 2017).

Little information sharing and employee involvement in strategic

decision-making (Jergensen and Becker, 2015; Pinnington, 2011)

Stressful-work-environment, necessity-to-work-overtime work,
wsuatly-overloading (Ashley and Empson, 2013; Chasserio and
Legault, 2009; Packirisamy, Meenakshy and Jagannathan, 2017).
Alternative work arrangements and work-life-balance-centered
practices: part-time, flexible schedule and distance work, family and
recreational events, supplementary facilities (barbershop, laundry
room on site, etc.) (Cooke and Xiao, 2014; Hitt et al., 2007; Litrico

and Lee, 2008)

Little actual job security (Chasserio and Legault, 2009; Grimshaw
and Miozzo, 2009) while big emphasis on retention and

commitment (Brymer and Sirmon, 2018; Furtmueller, van Dick and
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Wilderom, 2011; Kiihn et al., 2016; Swart and Kinnie, 2010; Swart,

Kinnie, van Rossenberg &Yalabik, 2014; Vaiman, 2008; Yalabik et

oNOYTULT D WN =

al., 2017)
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Table 7. Differences in HRM practices reported by the selected studies

HRM
AMO dimension practice

area

Differences in HRM practices

Ability-enhancing  Recruitment

(A)
Training and
development
Motivation- Career
enhancing (M) development
Monetary
rewards
Opportunity- Job design
enhancing (O)

External sourcing — internal sourcing

Technical skills — soft skills

Narrow career paths — wider career paths

Tenure-based — performance-based — process-

based

Narrow specialization — broad specialization
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Figure 1. The selection process
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HRM systems and intellectual capital: Is the relationship universal?

Abstract

Purpose — While prior research suggests that human resource management (HRM) practices are
crucial drivers of firms’ intellectual capital, few studies have tried to deconstruct this relationship
and investigate how HRM practices specifically affect intellectual capital resources. Furthermore,
prior research treated this relationship as universal and rarely tried to introduce important
contingent factors that may alter the mechanisms involved in how HRM practices influence firms’
intellectual capital. In this study, we examine the relationships between the ability-, motivation-
and opportunity-enhancing dimensions of HRM systems and human, social, and structural capital,
and investigate how companies’ codification and personalization knowledge management (KM)
strategies may alter these relationships.

Design/methodology/approach — The data was collected using a telephone survey of 215
knowledge-intensive companies operating in Russia. The paper utilizes partial least squares
structural equation modeling (PLS-SEM) to evaluate the measurement model and test hypothesized
relationships.

Findings — The findings indicate positive relationships between ability-enhancing practices and
firms’ human capital, between motivation-enhancing practices and firms’ human and social capital,
and between opportunity-enhancing practices and firms’ social and structural capital. Our results
reveal the limited moderating role of KM strategies in the relationships between HRM and
intellectual capital. While a personalization strategy had no impact on any of the proposed
relationships, a codification strategy positively moderated the relationship between opportunity-

enhancing HRM practices and firms’ structural capital.
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Originality/value — The study expands the debates in strategic HRM literature by looking “inside”
the HRM—intellectual capital relationship. Additionally, our findings reveal the complexity of the
contingent effect that KM strategies of codification and personalization have on the relationship
between HRM practices and intellectual capital. Although some of the relationships were not
moderated by the KM strategy of the firm, the HRM—intellectual capital relationship cannot be
considered as fully universal.

Keywords human resource management, knowledge management strategy, intellectual capital,
Russia, partial least squares

Paper type Research paper
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Introduction

Decades have passed since scholars and practitioners fully realized the value of intangible
assets such as firms’ intellectual capital for competitiveness in the contemporary knowledge
economy (Goh, 2000). Nowadays, successful organizations value strong intellectual capital
(including human, social, and structural capital) as key strategic assets that drive organizational
performance in the long term. However, developing strong intellectual capital is not an easy task
for management. As potential, scarce tools for promoting intellectual capital, firms may adopt
various human resource management (HRM) practices and systems. HRM practices may help
attract and develop the best people (human capital), establish effective communication between
them (social capital), and institutionalize their knowledge and expertise in a form of routines,
databases, structures, and the like (structural capital). Indeed, many prior studies have confirmed
the stable and positive relationship between the adoption of HRM practices and higher levels of
intellectual capital (Youndt ef al., 2004; Kang et al., 2012; Teo et al., 2014; Donate et al., 2016;
Kianto et al., 2017).

Despite the progress of prior research in connecting HRM practices and intellectual capital
resources, the knowledge on this relationship remains fragmented. First, prior research tended to
operate with aggregate concepts—HRM systems and intellectual capital were often considered
single, general variables (e.g. Wang and Chen, 2013). Few studies tried to understand how exactly
HRM leads to better intellectual capital resources. Companies’ HRM activities often represent a
complex system of multidirectional components, whose effect on intellectual capital cannot be
identical. For example, according to the AMO (Ability, Motivation, Opportunity) framework of
HRM, the subdimensions of the HRM system play different roles in influencing organizational
outcomes (Lepak et al., 2006; Jiang et al., 2012b). At present, we know relatively little about the

relationship between these HRM system subdimensions and particular intellectual capital
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resources. The contribution of HRM practices to different components of intellectual capital
remains a black box in the literature.

Second, scholars have rarely examined important contingent factors affecting the relationship
between HRM practices and intellectual capital. The fact that organizations may commit to
different sets of HRM practices as well as rely on different intangible resources in achieving desired
outcomes creates doubts in the universality of the HRM—intellectual capital relationship. Primarily,
firms may differ in terms of the dominant approach to how they value and exploit their knowledge
resources. Capturing critical distinctions between the ways in which knowledge is transformed into
outcomes in different organizations, Hansen et al. (1999) have coined two knowledge management
(KM) strategies—codification and personalization. The personalization strategy draws on person-
to-person interaction to mobilize and share knowledge in tacit form across employees of the
organization, while the codification strategy seeks to externalize and formally represent the
knowledge in a knowledge base for further reuse (Bettiol et al., 2011; Kumar and Ganesh, 2011).
Pursuing either of these strategies, organizations may differently value particular intellectual
capital resources and utilize different HRM means in achieving targeted outcomes. Although
previous research has considered strategic KM to be a critical factor in firm’s intellectual capital
management (Cabrilo and Dahms, 2017), we know relatively little on how specifically KM
strategies interact with HRM in developing stronger intellectual capital. Exploring the KM strategy
as a contingent factor affecting the relationship between HRM and intellectual capital will likely
provide a more comprehensive understanding of the universality of HRM systems’ functioning in
knowledge-intensive organizations.

In this research paper, we attempt to address these issues by developing and testing a detailed
model of the relationship between HRM systems and intellectual capital and by examining the

moderating role of KM strategies of codification and personalization. Drawing on intellectual
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capital theory and a knowledge- and a resource-based view of the firm, we aim to integrate and
refine existing knowledge on how HRM practices may help in building strong intellectual capital

for firms.

Theoretical background and hypotheses

Intellectual capital

Intellectual capital as an integrative concept reflects all essential knowledge resources firms
utilize for achieving competitive advantage (Subramaniam and Youndt, 2005). This concept has
typically been used to understand the strategic importance of knowledge within a resource- and
knowledge-based view of the firm. While there exist multiple interpretations of the structure of
intellectual capital (Inkinen ef al., 2017), research has developed the consensus that human, social
(relational), and structural (organizational) capital resources are the essential components of firms’
intellectual capital (Kengatharan, 2018).

Human capital represents the stock of skills and knowledge embodied in individuals. It is the
basic and most significant component, as it drives the functioning of other resources. People run
organizational processes, introduce solutions to problems, and deliver solutions to clients. At the
same time, human capital is very difficult to control. Firms cannot own human capital, and a loss
of the employee results in a loss of that person’s knowledge, experience, and expertise. Social
capital may refer to both external and internal relationships of organizations. According to Youndt
and Snell (2004), social capital consists of knowledge resources embedded within, available
through, and derived from networks of relationships. It encompasses friendly ties between
employees, their professional and personal connections, as well as external relationships (with
clients and partners). Structural capital, in contrast to human and, partially, social capital, is

something that the organization owns. It comprises “all the non-human storehouses” of knowledge

100



oNOYTULT D WN =

International Journal of Manpower

within organizations (Bontis et al., 2000) that are created by embedding knowledge into
organizational routines, tools, databases, structures, systems, culture, and processes (Youndt et al.,
2004; Subramaniam and Y oundt, 2005).

Previous studies were concerned with confirming the performance effects of strong
intellectual capital, primarily using a knowledge-based view. Collected evidence shows that
intellectual capital indeed represents an important antecedent to firm-level productivity as well as
financial performance (Kengatharan, 2018). Another direction of intellectual capital research has
been devoted to understanding relevant tools available to organizations for developing higher levels
of intellectual capital. Most often, prior research tended to consider various HRM practices as such
tools. A dominant view in this field is that organizations may intentionally promote intellectual
capital by adopting appropriate HRM practices and designing internally aligned HRM systems

(Youndt et al., 2004; Jiang et al., 2012b; Kianto et al., 2017).

Human resource management systems: Ability-, motivation- and opportunity-enhancing
dimensions

Organizational HRM practices are traditionally considered a means to provide necessary
intellectual or manual human resources for performing organizational goals. Strategic HRM
scholars argue that HRM practices do not work in isolation but rather merge into complex systems
(Kepes and Delery, 2007). This systematic view of HRM has gained substantial support: studies
have confirmed that in many cases, the performance effect of the entire HRM system exceeded the
sum of effects of individual HRM practices (e.g. Ichniowski et al, 1997). The logic of
synergistically connected “bundles” of HRM practices has given a push to the AMO framework,
which divides the HRM system into three subdimensions: ability-, motivation-, and opportunity-

enhancing. The AMO model was introduced in an attempt to reveal which specific synergistic

101

Page 6 of 36



Page 7 of 36

oNOYTULT D WN =

International Journal of Manpower

mechanisms of enhancing employee performance exist. Unlike other HRM system models, the
AMO framework made it possible to partially open the strategic HRM “black box,” showing a
more convincing story that explained the importance of HRM within a resource-based view of the
firm (Jiang et al., 2012a).

According to the AMO model, an HRM system consists of three dimensions, encompassing
different HRM practices that target essential components of employee performance: (1)
knowledge, skills, and abilities of employees, (2) their motivation and efforts, and (3) opportunities
to perform.

The ability-enhancing HRM system dimension consists of a group of HRM practices that
directly influence the competencies of employees, including various recruitment and training
practices (Jiang et al., 2012a; Marin-Garcia and Tomas, 2016). The motivation-enhancing
dimension is composed of HRM practices that are implemented to influence employee motivation
and effort rather than abilities during their work performance (Jiang et al., 2012a). It typically
involves compensation and profit-sharing, performance management, and career development
practices. The opportunity-enhancing (or empowerment-enhancing) dimension encompasses
organizational efforts to design work in a way that allows employees to exert their abilities and
efforts via opportunities to contribute to organizational success (Jiang et al., 2012a; Yin et al.,
forthcoming). This dimension includes job design, information-sharing, employee participation,
and involvement practices. Although the three dimensions are tightly interconnected, they aim at
and influence different organizational resources, processes, and outcomes (Lepak ef al., 2006; Jiang
et al., 2012b). Furthermore, HRM system dimensions may vary in their internal constitution, and
different organizations may emphasize some dimensions more than others. For instance, the
evidence of Haesli and Boxall (2005) suggests that a firm’s HRM strategy may involve large

investments in ability-enhancing practices, such as recruitment and training, and care less about

102



oNOYTULT D WN =

International Journal of Manpower

advanced motivation systems and broader work opportunities. Similarly, a company may
emphasize the retention of talented workforce through motivation- and opportunity-enhancing

practices and experience a smaller need for ability-enhancing practices.

Knowledge management strategies

An important finding of the literature using a knowledge-based view is that firms differ in
how they utilize knowledge resources, employing different KM strategies (Hansen et al., 1999;
Shih and Chiang, 2005; Liao, 2011). These strategies serve as a roadmap to guide the organization’s
knowledge processes, i.e. knowledge acquisition, transfer, and application (Donate and Canales,
2012). This roadmap prescribes what type of knowledge should be utilized, how it is acquired, how
it is exchanged among employees, and how it is utilized in the production process (Hansen et al.,
1999).

KM strategies can differ in external or internal focus, radical or incremental learning
orientation, learning speed, breadth of knowledge base, and level of consciousness (Bierly and
Chakrabarti, 1996; Donate and Canales, 2012). However, the most accepted distinction between
KM strategies is based on tacit or explicit knowledge prioritization, which divides KM strategies
into personalization and codification (Hansen et al., 1999). A personalization strategy draws on
person-to-person interaction to tacitly mobilize and share knowledge across the organization
(Hansen ef al., 1999). Organizations employing this strategy aim to create and facilitate networks
between people so they can share and learn from their individual skills, experiences, and expertise,
which often cannot be externalized and codified (Scheepers et al., 2004). A codification strategy,
in contrast, seeks to externalize and formally represent the knowledge present in a company’s

knowledge base. The knowledge is codified not only to increase the opportunity of storing it but
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also to be able to transfer it more easily without being dependent on the persons who embody the
knowledge (Bettiol et al., 2011).

The advantages of a personalization strategy include the capability to transfer complex and
rich information and protection from knowledge leaks to competitors (Kumar and Ganesh, 2011).
Along with this, the disadvantages of personalization are the limited the number of people that can
be reached, difficulties with incentivizing people to share their knowledge, and the risk of losing
valuable knowledge with the loss of employees. Codification overcomes these limitations and
benefits from the reduction of costs associated with the reinvention of knowledge assets and the
potentially unlimited reach of a knowledge-sharing system. Under a codification strategy,
knowledge is the property of the firm, so the loss of employees usually does not result in a loss of
knowledge. The drawbacks of codification are the possibility of the involuntary transfer of
knowledge to competitors, the threat of information overload, the inability to capture and use
complex and tacit knowledge, and high expenditures on IT infrastructure (Kumar and Ganesh,
2011).

Prior research did not consider personalization and codification as two distinct types of
strategies; rather, they were represented as different ends of the same continuum. Hansen et al.
(1999) argued that an organization should pursue one strategy as a predominant and the other as a
supportive strategy, in an 80-20% split. Other authors challenged this suggestion, arguing that an
equal split between codification and personalization is a more favorable choice for an organization.
For instance, Choi and Lee (2003) reported that organizations employing a dynamic KM strategy
(equal split between codification and personalization) are likely to achieve better performance.
Further, Scheepers et al. (2004) connected the choice of KM strategies to the maturity of
knowledge processes. In the initial stages of strategy implementation, an organization should have

a dominant emphasis on either strategy in order to avoid unwanted risks and financial losses. Over
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time, when knowledge processes become mature, organizations learn to master both codification
and personalization. This suggests that in order to operationalize a KM strategy, scholars need to

use codification and personalization as two distinct constructs.

Human resource management practices and intellectual capital resources

According to the resource- and the knowledge-based view, while a company’s HRM
practices may not be the sources of competitive advantages in themselves, they play an important
role in facilitating the development of a firm’s knowledge-based resources (Wright et al., 1994).
Consistent with that, prior research has tightly connected HRM activities and intellectual capital
resources. Extant studies have shown a significant relationship between various types of HRM
systems or separate HRM practices and intellectual capital (Youndt et al., 2004; Kang et al., 2012;
Wang and Chen, 2013; Donate ef al., 2016; Fu et al., 2017; Kianto et al., 2017). However, prior
research has rarely tried to look “inside” the HRM—intellectual capital black box and propose what
components of HRM systems drive a firm’s human, social, and structural capital. As an exception,
Fu et al. (2017) demonstrated that the use of different dimensions of HRM systems leads to the
development of human, social, and structural capital of a firm. They found that each AMO
dimension is responsible for enhancing human, social, and structural capital. In particular, they
confirmed the positive relationship between ability-enhancing practices and human capital,
between motivation-enhancing practices and social capital, and between opportunity-enhancing
practices and structural capital. However, the proposed structure of the HRM-—intellectual capital
relationship may still look too simplified, and we argue that important linkages could be
overlooked.

Ability-enhancing HRM practices focus on influencing the competencies of employees, and

are therefore expected to primarily facilitate human capital. First, companies may develop human
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capital by creating advanced recruitment practices. Selective hiring procedures not only help attract
more qualified staff but also ensure its better fit with the work group and culture of the organization,
thus preventing the loss of employees during the socialization period (Barrick and Parks-Leduc,
2019). Second, human capital, i.e. the knowledge and expertise of employees, may be directly
enhanced through training and development practices. On-the-job training activities are usually
personalized to fit particular business needs and help develop firm-specific competencies that could
not be acquired by simply hiring the most qualified people in the labor market (Forrier and Sels,
2003). In addition, regular training ensures continuous employee development that addresses the
problem of obsolescence of employee knowledge, skills, and abilities, which could negatively
affect human capital. Overall, the research strongly supports the positive association between
ability-enhancing HRM practices and human capital (for a meta-analysis, see Jiang ef al., 2012b).
The relationship between ability-enhancing practices and human capital is confirmed through
empirical evidence. In their meta-analysis, Jiang ef al. (2012b) demonstrated that ability-enhancing
practices are the strongest predictor of human capital among all HRM system dimensions.
Motivation-enhancing HRM practices are implemented to influence both the short-term and
the long-term motivation of employees to perform and grow within a company. Because employee
motivation may aim at empowering direct responsibilities of an employee as well as knowledge-
sharing, teamwork, and other forms of extra-role behavior (Gagné, 2009; Foss et al., 2015), the
main outcomes of motivation-enhancing HRM practices should be associated with both human and
social capital. Specifically, besides stimulating work performance and professional achievements,
compensation and performance management schemes set the criteria that signalize to employees
what an organization values in their work and thus help them to optimally allocate their knowledge,
skills, and abilities within a firm (Biron et al., 2011). Career development practices stimulate

employees to learn and provide a space for growth and may therefore serve as human capital
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retention mechanisms. Besides, compensation practices that are based on group and organizational
performance and various team-based incentives encourage employees to interact more frequently
and develop and accept collective norms and expectations. Thus, they directly and positively
influence social capital. Previous empirical studies support this argumentation, confirming positive
relations between motivation-enhancing practices and human as well as social capital (Jiang et al.,
2012b; Donate et al., 2016, Fu et al., 2017; Kianto et al., 2017; Nguyen et al., 2019).

Finally, opportunity-enhancing HRM is targeted on designing work in a way that best allows
employees to exert their competencies and efforts. By implementing job design and employee
involvement policies, an organization maintains a supportive infrastructure and a positive
collaborative climate, influencing structural capital (Smith ef al., 2018). Opportunity-enhancing
HRM practices should also foster firms’ social capital, as they create more connections between
employees and provide a wider space for inter-unit collaboration. Indeed, extant research shows
that opportunity-enhancing practices, such as employee involvement and information-sharing,
affect important manifestations of both social and structural capital: they help create stronger
employee networks (e.g. Zhang et al., 2009), support knowledge creation processes (Nonaka,
1994), and maintain problem-solving routines (e.g. Huo and Boxall, 2018).

Based on the above argumentation, we developed the following hypotheses:

Hypothesis 1. Ability-enhancing HRM practices are positively related to firms’ human

capital

Hypothesis 2. Motivation-enhancing HRM practices are positively related to firms’ human

and social capital

Hypothesis 3. Opportunity-enhancing HRM practices are positively related to firms’ social

and structural capital
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A moderating role of knowledge management strategies

In addition to the direct links between HRM system dimensions and intellectual capital
resources, we propose the moderating role that personalization and codification KM strategies play
in this association. According to Hansen et al. (1999), codification-oriented companies tend to use
more mass and unified HRM practices, such as graduate recruitment, group training, e-learning,
and pay-for-performance schemes. Personalization-oriented companies, in contrast, use practices
that are more individual-oriented: deliberate recruitment of elite professionals, individual
mentoring, and process- or seniority-based pay. Similarly, Haesli and Boxall (2005) argue that
codification-oriented companies tend to emphasize recruitment HRM practices, while
personalization-oriented companies are likely to invest in employee retention practices.

We do not anticipate that a dominant KM strategy will significantly alter the relationship
between ability-enhancing HRM practices and human capital. Although firms with different KM
strategies rely on fairly different approaches to develop their employees, they should be equally
effective in terms of fostering human capital.

Motivation-enhancing HRM practices under a codification strategy are usually monetary and
more extrinsic and, therefore, to a greater extent aimed at developing human capital rather than
social capital. Under a personalization strategy, motivation-enhancing practices are in contrast
more intrinsic and expected to be more oriented toward fostering social capital. For example,
personalization-oriented companies pay greater attention to rewarding people for directly sharing
knowledge with others and organize projects around small, agile teams with high levels of mutual
understanding and support (Choi and Lee, 2003; Lin, 2011).

The role of opportunity-enhancing practices should also be different under codification and
personalization. While the aim of opportunity-enhancing practices under codification is to maintain

the efficiency of organizational processes and ease knowledge transfer by developing IT
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infrastructure, under a personalization strategy, these practices usually intend to involve people in
decision-making and mix employees’ tacit knowledge and deep expertise via different
communication platforms (Hansen et al., 1999; Haesli and Boxall, 2005; Lin, 2011; Liao, 2011).
Therefore, using opportunity-enhancing HRM practices, codification-oriented companies obtain
more advantages for structural capital, while personalization-oriented companies experience more
benefits for social capital. Specifically, companies that predominantly adopt a codification strategy
design more narrowly specialized jobs connected to clearly defined organizational structures and
processes. In contrast, under a personalization strategy, companies intend to give more freedom to
employees in defining their jobs in order to benefit from strong, informal interpersonal connections.
Summing up, we hypothesize:
Hypothesis 4. A codification KM strategy positively moderates the relationship between
motivation-enhancing HRM practices and firms’ human capital.
Hypothesis 5. A personalization KM strategy positively moderates the relationship between
motivation-enhancing HRM practices and firms’ social capital.
Hypothesis 6. A codification KM strategy positively moderates the relationship between
opportunity-enhancing HRM practices and firms’ structural capital.
Hypothesis 7. A personalization KM strategy positively moderates the relationship between

opportunity-enhancing HRM practices and firms’ social capital.

Methodology

Data collection
The intent of the study was to focus specifically on knowledge-intensive industries, as they

compete on the basis of intellectual capital and usually have clear strategies for managing
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knowledge and human resources. The research is based on two major categories of knowledge-
intensive industries in Russia: professional services (consulting, IT, legal, advertising, architecture)
and knowledge-intensive production (R&D, chemical, electronics). Targeted respondents were HR
partners, heads of HRM departments, CEOs, and other top managers responsible for companies’
KM and HRM processes. The initial base of respondents was composed using two popular open
firm databases containing data on companies’ contacts. We used the criteria of industry (targeting
specifically knowledge-intensive firms) and size (intending to avoid micro-companies with less
than 20 employees, as these are not likely to have formal HRM systems as well as mature
knowledge processes). From 2,255 companies in the initial database, 226 participated in the survey
carried out by telephone, yielding a 10% response rate. After examining the data, we excluded
several firms that deviated from our industry and size criteria, resulting in the final database of 215

usable responses.

Measures

Unless stated otherwise, existing scales were used to measure the variables of interest, relying
on a Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). The first author translated
established items from English into Russian, after which the items were translated back by two
other researchers proficient in the topic and in both English and Russian, to ensure the items were
correctly represented. Appendix A contains detailed information of the scales and measures used
in this research.

Dependent variables. In order to measure intellectual capital components, we adopted the
reflective scale from Youndt and Snell (2004) with minor changes and several additional items.
Human capital was measured through six items, including five original items from Youndt and

Snell (2004) and one additional item that indicated the extent to which employees in the surveyed
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organization are up to date on new tendencies and developments in their professional field (Fu et
al., 2017). Social capital was measured using seven items: four items adopted from Youndt and
Snell (2004) without changes, two items derived from a single original item of Youndt and Snell
(“Our employees partner with clients to develop solutions” and “Our employees partner with other
firms in the network to develop solutions”), and one item adopted from Fu et al. (2017) (“Our
employees develop and maintain good relationships with clients”). Finally, structural capital was
measured using five items. Following Fu et al. (2017) and Kianto et al. (2017), we items measuring
the effectiveness of organizational processes and information technology systems to the original
four items proposed by Youndt and Snell (2004).

Independent variables. Ability-, motivation-, and opportunity-enhancing HRM practices
were measured by the objectives scales of Gardner et al. (2011), slightly adapted for our research.
We augmented the set of measured HRM practices of Gardner et al. (2011) after consultations with
experienced professionals in HRM. The resulting scales were eight, six, and four items for ability-,
motivation-, and opportunity-enhancing HRM system domains respectively. We unified all
questions to the form of “How often in your organization are the following HRM practices used?”
with scales ranging from 1 (not used at all) to 5 (very often). Following Gardner ef al. (2011), we
argued that the use of HRM practices should be seen as formative rather than reflective measures.
The use of HRM practices does not represent reflections of latent constructs but instead combine
to form the latent constructs. Formative indicators are viewed as “causing” the latent construct and
are not assumed to covariate. Therefore, in our further analysis, we treated three dimensions of
HRM systems as three reflective variables.

Moderating variables. The scales researching companies’ KM strategies were based on three
previous studies (Choi and Lee, 2003; Lin, 2011; Kumar and Ganesh, 2011). By combining scales,

we tried to ensure that we captured key relevant characteristics of codification and personalization
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strategies and also take into account important modern manifestations of knowledge processes in
the organization. Although resulting items as well as previously established scales may not capture
all manifestations of personalization and codification strategies, they reflect typical KM processes
of either strategy and are therefore adequate for our purposes. As a result, five items were adopted
to measure codification and four items were used to measure personalization. The sample item
measuring codification was: “Important data, events and practices are being recorded and
documented for future use.” The sample item measuring personalization was: “Professional

knowledge is usually acquired through direct sharing among colleagues.”

Results

To test our hypotheses, we applied partial least squares structural equation modeling (PLS-
SEM). The choice of this methodological technique is justified by the following reasons. First,
PLS-SEM allows for the easy handling of both reflective and formative constructs in a single model
and provides powerful and convenient tools for assessing reliability and validity for both types of
measures. Second, this technique is particularly suitable for prediction tasks that imply uncovering
new structural relationships between complex concepts (such as multidimensional constructs of
intellectual capital and HRM systems). Third, PLS modeling is the safest option when estimating
data from underinvestigated populations and when dealing with non-normal data (Sarstedt et al.,
2016).

The sample size of 215 companies and nine hypothesized structural paths satisfies the
minimum recommended sample size for using PLS-SEM (Sarstedt et al., 2016; Hair et al., 2017).
The analysis was conducted using SmartPLS 3 software (Ringle et al., 2015) following a two-step
approach: first evaluating the measurement (outer) model and then testing hypotheses with the

structural (inner) model based on a bootstrapping procedure (Hair et al., 2017).
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Since we used single-respondent survey data for our analysis, we tried to address the issue
of common method bias starting from the design of the questionnaire. We ensured that the
questionnaire’s design was consistent with relevant recommendations (Podsakoff e al., 2003). We
separated all our measures into different sections of the questionnaire, and instructed the
interviewers to articulate and explain the content of each section to the respondents. The
respondents were also assured of the complete anonymity of the survey. Further, to control for
common method variance ex post, we conducted the Harman single factor test using SPSS. The
30.09% of the total variance explained by a single factor indicates that common method bias was
not a likely contaminant for our data. Finally, we also checked that the variance inflation factors
(VIF) of all latent variables were lower than the threshold of 3.3, which additionally suggests that

the model can be considered free of common method bias (Kock, 2017).

Measurement model

The evaluation of the measurement model in PLS-SEM implies the verification of individual
item reliability, construct reliability, convergent validity, and discriminant validity.

For reflective constructs, we applied the rule that individual item loadings should be at least
0.708 (Hair et al., 2017). However, if the removal of an item causes a decrease in construct
reliability indicators (i.e. average variance extracted and composite reliability), it should be
retained (Hair et al., 2017). Following this logic, we eliminated one item from the human capital
construct, two items from the social capital construct, one item from the structural capital construct,
one item from the codification construct, and one item from the personalization construct (see
Appendix A for details). We retained only one item with a loading below 0.707 (of the structural

capital construct).
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To test construct reliability and convergent validity, we calculated the composite reliability
(CR, should be above 0.7) and average variance extracted of each construct (AVE, should be above
0.5). All reflective constructs demonstrated acceptable levels of both construct reliability and
convergent validity (see Appendix A for details).

Finally, we evaluated the discriminant validity of our model by comparing the square root of
the AVE value of each construct to the correlation between other constructs, as suggested by
Fornell and Larcker (1981). As shown in Table 1, the square root of the AVE (the diagonal of the
correlation matrix) exceeds construct inter-correlations for all reflective variables of the model,
suggesting appropriate discriminant validity.

For formative constructs, we followed the recommendation of Hair et al. (2017). First, we
ensured that each indicator’s variance inflation factor was below 4. Second, using the bootstrapping
procedure, we examined the significance of each indicator’s outer weight (relative importance) and
outer loading size (absolute importance). We retained only those indicators that either had
significant outer weight or had relatively high outer loading (above 0.6). After this procedure, we
eliminated one item from the ability-enhancing practices construct and one item from the

motivation-enhancing practices construct.

Table 1 about here

Structural model
Once we guaranteed the quality of the measurement model, we assessed the significance and
strength of the hypothesized structural paths. A PLS algorithm and bootstrapping procedure with

a 5,000 resample was applied to evaluate the path coefficients and their significance levels. To test
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our hypotheses, we investigated the model with endogenous (HRM system dimensions) and
exogenous (intellectual capital resources) variables only, and the model augmented with two-stage
moderation variables (i.e. codification and personalization strategies). As is usual for strategic
HRM research, to avoid possible omitted variable bias, we also included the control variables of
company size (natural logarithm of number of employees) and company age (years since company

establishment) to both of our models.

Table 2 about here

As shown in Table 2, the results illustrate that all hypothesized direct relationships between
the dimensions of an HRM system and the components of a firm’s intellectual capital were
confirmed. First, as expected, our measure of ability-enhancing HRM practices was significantly
positively related to human capital (B = 0.293, p < 0.001), providing support to Hypothesis 1.
Second, our model demonstrated significant positive relationships between motivation-enhancing
HRM practices and both human (f = 0.286, p < 0.001) and social capital (f = 0.247, p < 0.01),
giving full support to Hypothesis 2. Further, the results show significant positive relationships
between opportunity-enhancing HRM and a firm’s social (f = 0.258, p < 0.001) and structural (3
=0.268, p <0.001) capital, fully supporting Hypothesis 3.

Testing our moderation hypotheses, we found that none of the proposed interactions between
HRM practices and KM strategies, except opportunity-enhancing HRM and a codification strategy
predicting structural capital, were significant. Therefore, we reject hypotheses 4 (f = 0.036, n.s.),
5 (B =-0.039, n.s.), and 7 (B = 0.045, n.s.) and provide support to Hypothesis 6, stating that a

codification strategy positively moderates the relationship between opportunity-enhancing HRM
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practices and firms’ structural capital (B =0.161, p <0.05). The predictive relevance of these results
was confirmed through R? (values above 0.30 are considered as moderate to large—Sarstedt et al.,

2016) and Q? (should be more than 0.00 for all exogenous variables).

Discussion and conclusion

In this study, by integrating the strategic HRM, strategic KM, and intellectual capital
literature, we examined the structural relationship between HRM system dimensions and
intellectual capital resources and tested the moderating effect of KM strategies, using survey data
collected from 215 knowledge-intensive firms operating in Russia. The results demonstrated mixed
support for our hypotheses. First, we confirmed the hypothesized direct relationships between
HRM system dimensions and intellectual capital resources: ability-enhancing practices are
positively related to firms’ human capital; motivation-enhancing practices are positively related to
human and social capital; and opportunity-enhancing practices are positively related to social and
structural capital. Second, our results revealed the limited moderating role of KM strategies in
relationships between HRM and intellectual capital. While a personalization strategy had no impact
on any of the proposed relationships, a codification strategy positively moderated the relationship
between opportunity-enhancing HRM practices and firms’ structural capital.

Our research offers several theoretical implications. First, it contributes to the strategic HRM
literature by looking “inside” the relationships between HRM and intellectual capital. While
previous research established the relationship between HRM and intellectual capital on a general
level (Wang and Chen, 2013; Teo ef al., 2014; Kianto et al., 2017), we hypothesized and tested
specific linkages between dimensions of companies’ HRM systems and human, social, and
structural capital resources. Rather than considering the aggregated system of HRM practices (e.g.

a high-performance work system) or particular HRM practices, whose effects are largely
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interrelated, we shed light on the role that ability-, motivation-, and opportunity-enhancing HRM
system domains play in developing firms’ intellectual capital resources. Our results are consistent
with the findings of Fu et al. (2017), who identified a positive linkage between ability-enhancing
practices and human capital, motivation-enhancing practices and social capital, and opportunity-
enhancing practices and structural capital. However, we extended their framework and found that
motivation-enhancing practices are also strongly connected to firms’ human capital and that
opportunity-enhancing practices are related to social capital.

The results are also in line with other studies confirming only some parts of the HRM—
intellectual capital relationship. For instance, Donate and colleagues (2016) demonstrated that
high-profile and collaborative HRM practices are positively associated with human and social
capital. Kang and co-authors (2012) considered all essential components of intellectual capital, but
their work is confined to only a narrow set of option-based HRM practices (e.g. external staffing,
egalitarian pay structures, developmental work experience). Overall, our conceptual model is
integrative in respect to previous research, targeting holistically represented HRM-based
mechanisms of intellectual capital development. We argue that the composite effect of HRM
practices on firms’ strategic knowledge resources needs more scholarly attention in order to help
practitioners to better manage intellectual capital through cleverly designed HRM systems.

Second, our research sheds light on the role of KM strategies in the functioning of companies’
HRM systems. Previous research suggested that KM strategies substantially determine companies’
HRM activities and the role they play in achieving organizational outcomes (Hansen ef al., 1999;
Haesli and Boxall, 2005; Liao, 2011; Lin, 2011). However, previous research has rarely tested
whether the role of KM strategies is determinant in the intellectual capital development process.
Our findings indicate that KM strategies had only a fragmented impact on the relationship between

HRM and intellectual capital resources. Contrary to our expectations, only a codification strategy
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significantly altered one of the proposed relationships, namely the linkage between opportunity-
enhancing HRM practices and structural capital. Based on these results, we argue that the
connection between a company’s KM strategy and HRM system is more complex than previous
research considered it to be. For instance, the papers of Shih and Chiang (2005) and Haesli and
Boxall (2005) proposed the importance of a fit between KM and HRM strategies, but did not
demonstrate how a KM strategy influences HRM and its outcomes specifically. Rather than testing
contingency effects at the aggregated level, we deconstructed the relationship between HRM
systems and intellectual capital and demonstrated that only some HRM system dimensions may be
contingent on a firm’s KM strategy.

Our results suggest that the relationship between HRM and intellectual capital cannot be
considered universal for companies with different KM strategies. However, we found that three
out of four moderation effects were insignificant. Specifically, a personalization strategy was found
not to be altering the effect of motivation- and opportunity-enhancing practices on social capital.
Reasons might be associated with the complex nature of the outcome variable (social capital). A
personalization strategy may enable a stronger effect of HRM practices; not on the measured
quantity of social capital but rather on its quality. In firms operating mainly through a people-to-
people approach within an already developed collaborative environment, relevant HRM practices
may only support existing processes and not have a radical influence on the firm’s social capital.
In contrast, for firms with a weaker emphasis on personalization, motivation- and opportunity-
enhancing HRM practices may have a stronger effect on demanded social capital. Another
explanation of the unexpected results concerning the effect of motivation-enhancing practices
might be the low predictability of employee motivation in response to introduced HRM practices.
As is shown by the self-determination theory (Gagné, 2009; Foss et al., 2015), motivation-

enhancing practices may contribute to a substitution of internal motives with external motives,
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which in many cases results in lower outcomes for organizations (related to both human and social
capital). These unexpected findings require further examination through qualitative research.

We acknowledge that our findings should be interpreted cautiously, as this study is not
without limitations. First, as is usual for most survey-based cross-sectional studies, our results may
be limited by different statistical biases and inverse causality issues. It would be interesting for the
development of this topic to further test our findings using other data based on different measures
and longitudinal design. Second, we acknowledge that an important limit to our findings may be
associated with the Russian context. Russia is usually considered an emerging economy, which
implies substantial peculiarities in terms of the adoption of HRM practices and employment
relations within a firm. Thus, we do not rule out that our model cannot be fully generalizable to
other contexts and encourage further investigation of the raised issues using different data on
developed or other emerging countries.

From a practitioners’ viewpoint, our paper provides guidance on designing companies’ HRM
systems based on targeted intellectual capital and employed approaches to managing knowledge.
Organizations willing to foster specific components of intellectual capital may balance their HRM
systems by strengthening particular dimensions of HRM practices. For instance, according to our
model, if the organization feels deficit in social capital, it should make more efforts to develop
motivation- and opportunity-enhancing practices.

Further, we argue that companies should be cautious in copying HRM systems from other
organizations. As we found that the functioning of HRM systems is not universal across
organizations with different KM strategies, the outcomes of HRM systems for different
organizations cannot be expected to be equivalent. Companies should comprehensively consider
their approaches to managing knowledge when implementing new HRM systems and specific

practices. As we found, when the company has developed a codification strategy, it will obtain
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more benefits for its structural capital from using opportunity-enhancing practices. Although we

failed to find other moderating effects of KM strategies, we argue that the functioning of HRM

oNOYTULT D WN =

systems and their effects on intellectual capital resources are far from fully universal and encourage
10 practitioners to put greater efforts in aligning companies’ HRM and KM processes. Additionally,
in knowledge-intensive industries, where intellectual capital represents a source of competitive
15 advantage, a KM strategy may represent a viable tool for competition. Thus, firms should consider
17 the KM, HRM, and intellectual capital triad when comparing their position against knowledge-

based competitors.
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Table 1. Inter-construct correlations and discriminant validity

Variables 1 2 3 4 5 6 7 8 9 10
1. Age
2. Size 0.247
3. Ability-enhancing practices 0.016 0.114
4. Motivation-enhancing practices 0.106 0.079  0.532
5.  Opportunity-enhancing practices  0.149  0.053 0.347 0.467
6. Codification 0.136 0.138 0311 0.393 0.508 (0.833)
7. Personalization 0.002 0.060 0216 0.281 0.393 0.589  (0.813)
8. Human capital 0.061 0.051 0491 0.510 0419 0368 0306 (0.763)
9. Social capital 0.087 -0.020 0.394 0.431 0454 0433 0387 0.650  (0.778)
10.  Structural capital 0.053 0.016 0344 0.357 0432 0528 0436 0.508 0.560  (0.728)

Diagonal elements of reflective constructs (values in parentheses) represent square roots of AVE
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Table 2. Structural model evaluation (path coefficients, variance explained [R?], and

predictive relevance [Q?])

Endogenous variables

Human Social Structural
capital capital capital
Control variables
Size -0.034 -0.071 -0.040
Age 0.011 0.037 -0.030
Exogenous variables
Ability-enhancing practices 0.293%**
Motivation-enhancing practices ~ 0.286***  0.247**
Oppqﬂunity—enhancing 0.258%%% (268
practices
Codification 0.184%* 0.445%**
Personalization 0.221**
Interaction terms
Codiﬁc.ation X Motivation- 0.036
enhancing practices
Personalization x Motivation- 20039
enhancing practices
Personalization x Opportunity- 0.045
enhancing practices ’
Codification x Opportunity- 0.161*
enhancing practices
R? 0.369 0.315 0.341
Q? 0.192 0.168 0.155

*p < 0.05; **p < 0.01; ***p < 0.001

128



oNOYTULT D WN =

International Journal of Manpower

Appendix A. Measurement model

Outer loadings

Item Ttem wordin Source (significance of outer
label & weights for formative
constructs)
Ability-enhancing practices (formative construct) 11\4:6x§mum VIF =
Applicants for the profesglonal .employee p051t19ns Gardner et al., 2011
. undergo structured interviews (job-related questions, . . .
abil | . . (with minor (eliminated)
same questions asked of all applicants, rating scales) rewording)
before being hired. &
Applicants for the professional employee positions take
abi2  formal tests (paper and pencil or work sample) before Gardner et al., 2011 0.546**
being hired
. Professional employees undergo formal training .
abi3 Gardner et al., 2011  0.863*
programs
The results of the performance evaluation process are
abi4  used to determine the training needs for professional Gardner et al., 2011  0.718
employees.
abis Prpfesswpal employees have the opportunity to receive Gardner et al, 2011 0.468*
tuition reimbursement for completing college classes.
Motivation-enhancing practices (formative construct) ll\/lsa Sx;mum VIF =
motl Prof.essmnal employees .regularly '(at least once a year) Gardner et al, 2011 0.657
receive a formal evaluation of their performance
mot2 Pay raises for professional employees are based on job Gardner et al, 2011 0.781%%*
performance.
Professional employees have the opportunity to earn
mot3  individual bonuses (or commissions) for productivity, Gardner et al., 2011  0.737
performance, or other individual-performance outcomes.
Professional employees have the opportunity to earn
mot4  group bonuses (or commissions) for productivity, Gardner et al., 2011  (eliminated)
performance, or other group-performance outcomes.
Professional employees have the opportunity to earn
mot5 compan.y—.w1de bonuses (or commissions) for Gardner et al, 2011 0.596*
productivity, performance, or other operating company-
performance outcomes.
Qualified employees have the opportunity to be promoted
mot6  to positions of greater pay and/or responsibility within the ~Gardner ef al., 2011 0.742
company.
Opportunity-enhancing practices (formative construct) gl;g;mum Y-
Professional employees have a reasonable and fair Gardner et al, 2011 0.780

complaint process.
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Professional employees are involved in formal
participation processes such as quality-improvement
groups, problem-solving groups, roundtable discussions,
or suggestion systems.

Professional employees communicate with people in
other departments to solve problems and meet deadlines.

Professional employees receive formal company
communication regarding company goals and
performance

Human capital (reflective construct)

hum1

hum?2
hum3
hum4

hum5

hum6

In your organization, the professional stuff are highly
skilled

... are widely considered to be the best in the industry
... are creative and bright
... are experts in their particular jobs and functions

... are up to date on relevant new taxation, auditing and
legal developments

... develop new ideas and knowledge

Social capital (reflective construct)

socl
soc2
soc3
soc4

socS

soch

soc?/

In your organization, the professional stuff develop and
maintain good relationships with clients

... share information and learn from one another

... interact and exchange ideas with people from different
functional areas of the organization

... partner with clients to develop solutions

... partner with other firms in the network to develop
solutions

... apply knowledge from one area of the organization to
problems and opportunities that arise in another

... are skilled at collaborating with each other to diagnose
and solve problems

Structural capital (reflective construct)

strl

str2

str3

str4

str5

In your organization, the processes are appropriate to
solve clients' problems

In your organization, the culture contains valuable ideas
and ways of doing business

Our organization uses patents and licenses as a way to
store knowledge

In your organization, much of the organizational
knowledge is contained in manuals, databases, structures
and processes

In your organization, the information systems effectively
support business operations

Gardner et al., 2011

Gardner et al., 2011

Gardner et al., 2011
(with minor
rewording)

Youndt et al., 2004

Youndt et al., 2004
Youndt et al., 2004
Youndt et al., 2004

Youndt et al., 2004
Fuetal, 2017

Fuetal, 2017

Youndt et al., 2004
Youndt et al., 2004
Youndt et al., 2004
Youndt et al., 2004

Youndt et al., 2004

Youndt et al., 2004

Fuetal,h 2017
Youndt et al., 2004

Youndt et al., 2004

Youndt et al., 2004

Kianto et al., 2017
(with minor
rewording)

0.905

0.802

0.873**

CR =0.874
AVE = 0.582

0.733

0.721
0.747
0.822

0.788

CR =0.884
AVE = 0.605

0.768
0.770
0.768
0.828

(eliminated)
(eliminated)

0.753

CR =0.819
AVE = 0.531

0.760
0.684

(eliminated)

0.710

0.757
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CR =0.901

Codification knowledge management strategy (reflective construct) AVE = 0.695

Kumar and Ganesh,

Employees save important data, results for events for 2011 (with minor 0.854

codl

future use rewording)
Knowledge can be acquired easily though documents, Chp ! anq Lee, 2003
cod2 (with minor 0.774
manuals and databases rewording)
cod3 Knowledge is shared though codified forms like manuals Choi and Lee, 2003 0.873
or documents
Special people are responsible for archiving drawings Kumar and Ganesh,
cod4 . . ’ 2011 (with minor (eliminated)
reports and other useful information rewording)
Special storage facility such as an online repository is Kumar and Ganesh,
cod5  wused to store drawings, reports and other useful 2011 (with minor 0.829
information rewording)
Personalization knowledge management strategy (reflective construct) 25]; 23 56360
Informal dialogues and meetings are used for direct Chp ! anq Lee, 2003 .
persl L N (with minor (eliminated)
knowledge-sharing in your organization rewording)
Kumar and Ganesh,
. . 2011; Choi and Lee,
pers2 Employees well und'erstand whg in the organization they 2003 (with 0.742
can approach for a given expertise substantial
rewording)
The routine review meetings are held to discuss work Kumar apd ngesh,
pers3 > 2011 (with minor 0.828
progress and generate new ideas rewording)
Kumar and Ganesh,
pers4  Customer feedback is reviewed in group meetings 2011 (with minor 0.863

rewording)

VIF - variance inflation factor of indicators; CR - composite reliability; AVE - average variance explained
*p <0.05; **p <0.01; ***p <0.001
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YITPABJIEHVE YEJIOBEHECKVMMM PECYPCAMMU

VIK: 331.1
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E. K. 3asvanosa, A. M. Ancypves, B. J. lomunsx, A. JI. 3amynun, A. IO. JTucosckas,
. H. Cokxonos

OPTAHM3AIVIOHHO-IICUXOJIOTMMYECKUE ACITEKTBI YIIPABJIEHW A
YEJTOBEYECKMMHI PECYPCAMMU B AGILE-KOMITAHMAX

Cankr-IletepOyprckumit rocyjapcTBeHHbI yHUBepcuTeT, Poccuiickas Pepepanus, 199034,
Cankt-IleTep6ypr, YHuBepcuterckas Hab., 7-9

Agile-nonxon K yrpaseHno yenopedeckumy pecypcamu (YUP) sApysgeTcs NpyHIMINAIIb-
HO HOBBIM, HE[JOCTATOYHO M3YYeHHbIM HAIIPAB/IEHNEM B IIPAKTIKE MEHEKMEHTA, O YeM CBIIe-
Te/IbCTBYET HebGOIbIIOe KOMMYIECTBO PpaboT 10 ZAHHOI HpobreMaTyike B HAYYHOI 11 GU3HeC- /-
Teparype. B crarbe OTpaskeHbI pe3y/IbTaThl MCCIENOBAHS IPOG/IEM YIIPABIeHNs YeI0BEIeCK -
M1 pecypcamu B AByX MT-KOMIIaHMSX, BHEAPSIOLIMX 9TOT MOfXO/, B yIPaBIeHMe IPOEKTAMIL.
B mportecce nccmegoBaHus ¢ IPEACTABUTESIMY KOMITAHMIT OBIIN IIPOBEEHBI ITyOMHHBIE MH-
TepBbIO, KOTOpBIe Oasuposamich Ha AMO-mozenn YUP (Ability — Motivation — Opportunity
Model). O60611eHHbIE BBIBOABI Cle/IaHbl HA OCHOBaHIM MeToha Habmogenus. ViccinemoBanue
[I0Ka3a/10, YTO CIIOXKHOCTY IIPK Mepexofie Ha IMOKue CoCoObl YIIPaBIeHNs IOPOXKIAEHBI IIpe-
obafaHneM TeXHOKPATUYEeCKOrO MOAXOAA [0 CPAaBHEHUIO C COLMATBHO-TICUXOIOTMIECKIM, a
TaKXKe HaIM4ueM IIPOTUBOPEYNs MEXY a[MUHUCTPATUBHBIMU 1 COflepXKaTe/IbHBIMU PYHKIN-
SIMJ YIPABJICHVS YeJIOBEYECKVIMIL PeCypcamMii B KOMITAHNH, UX PACCPEFOTOUEHHOCTBIO MEX/Y
YYP-cneunanucramu 1 MeHe[pKepaMy IPOEKTOB.

Knrouesvie cnosa: ynpaBja€HNe Y€I0BEYECKNIMU pecypCaMu, rubkue TEXHO/Iormm, agile—
TI0XO/I K YIIPABJICHUIO Y€/I0OBEYECKMMMI pECypCaM, TeXHOKpaTI/I'-IeCKI/II?I noagxon.

ORGANIZATIONAL AND PSYCHOLOGICAL ASPECTS OF HUMAN RESOURCE
MANAGEMENT IN AGILE COMPANIES

E. K. Zavyalova, A. I. Alsufyev, V. I. Dominjak, A. L. Zamulin, A. Yu. Lisovskaya, D. N. Sokolov
St. Petersburg State University, 7-9, Universitetskaya nab., St. Petersburg, 199034, Russian Federation

The term “Agile management” is applied to an interative, incremental method of managing the
design and building activities of engineering that aim to provide a new product or service de-

ABTOpI)I CTaTbn 6naro,uap;1T Hpe}lCTaBMTe}IeI;I KOMITaHWIL, COT/TACUBIINXCS IIPMHATD Y4aCTUE B NICCIIE-

AOBaHUU M IIPENOCTABUBIINX H606XOJII/IMY}O I/[H(bOpMaLU/IIO.

PaboTa BbIONHEHa B paMKaX HayYHO-MCCIIEOBATENIbCKOTO MpoeKTa 16.23.1458.2017 «OcobeHHO-

CTU yIIpaBJ/IeHN: YelOBeYeCKMMI pecypcami agile-KoMmaHmit», popUHAHCUPOBAHHOTO 3a CYET CPEJCTB
TpaHTa, BBIffe/IeHHOro VIHCTUTYTY «Bbicmias ImKoma MeHemKMeHTa» CaHKT-IleTep6yprckoro rocymap-
CTBEHHOTO YHMBEPCUTETA.
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velopment in a highly flexible and interactive way. Agile philosophy describes a set of values and
principles that are based on collaborative effort of self-organizing cross-functional teams. Nowa-
days Agile approach is widely used not only in software engineering, that is why it requires the
introduction of methods that are different from traditional management. The work is of an inter-
disciplinary nature, combining the knowledge of economic and social psychology with the needs
of contemporary management. The work is based on the analysis of in-depth interviews with
the representatives of two Russian IT-companies. Interviews were based on the AMO-model,
conclusions were based on the observation method. As our study shows, it is impossible to single
out universal methods for implementing Agile management techniques, despite the existence of
guidelines. Examples of successful implementation prove that the choice of management tech-
niques should be based on the analysis of the complex of organizational and psychological prob-
lems existing in each company. However, these findings are not without limitations. The con-
venience data used for the current study was collected from independent research centers. The
cross-sectional nature of this research is another important limitation. The hypothesized model
of optimization should be tested in a longitudinal study, in different settings or concrete organi-
zation as well. Further research that considers these aspects would provide a more comprehen-
sive understanding of motivation expectations of Russian employees. It is necessary to study and
theoretically comprehend problems of Agile implementation from the standpoint of psychology,
since this will allow solving personnel management tasks effectively, e.g. to develop criteria for the
selection of personnel capable of working in teams; implement measures that increase individual
and group responsibility as well as initiation in decision-making. Due to the innovative approach,
this study is of a great value to the research field of HRM and Agile management.

Keywords: human resource management, agile technologies, agile HR management, technocratic
approach.

BBEJEHVE

Agile-mopxon kx ympasneHuwoo denoBedeckumu pecypcamu (YUP) mpepmonaraer,
4TO B KOMIIAHMYU IIPOBOAMUTCA PabOTa 110 YIYYLIEHNIO ee OPraHU3alIOHHOI I'MOKOCTI
(agility) B menax HOCTVDKeHMA KOHKYPEHTHBIX IPEMMYILECTB B OBICTPO MEHSIOLEIiCs
cpene. CTparerus ¥ IpakTUKM pasBUTUA InOKoit Moem YUP 3HaunTeIbHO OT/IMYA-
I0TCA OT TPAAUIIVIOHHBIX IIO/IXOZIOB K KaJIpOBOI1 paboTe ¥ IIPeICTaB/IeHbl B pAMKaX IBYX
HaIlpaBJIEHMIA.

I[lepBoe HampaBiieHMe CBSI3aHO C IpYIMeHeHMeM agile-1oxofa B BBICOKOTEXHOIO-
TMYHBIX KOMIIAaHMAX (IpeuMylecTBeHHO B cdepe VT-unpycrpun). BHegpenne ru6-
Kux Metogonornit — Scrum, Kan6aH, skcTpeManbHOro nporpammuposanus (eXtreme
Programming — XP), o0cHOBaHHBIX Ha KOMaH/JJHOU paboTe, TpebyeT 3HAUNTETbHOI Iepe-
crporiku ¢pynkuuit YUP, nmpryeM He BceM KOMIAHVAM yAaeTcs ee mposecTu. [To faHHbIM
IPaKTUKOB, YCIICLIHON SIBJISIETCS OffHA ITOIIBITKA 113 IeCATH, HECMOTPS Ha TO 4TO paspabo-
TaHBI PyKOBOJCTBA 10 BHE[PEHNIO agile-MeTOL0/IOrNM B yIIpaB/IeHNe IPOEKTaMIA.

Bropoe HanpaByeHne obecrieunBaeT popMupoBaHye U BHEAPeHMe I'MOKOIT MOfien
YYP kak yactu o61uieit cTparterny pasBUTHs KOMIIAHUY B JMHAMUYIHO MEHSIOIIETICs
cpenie. B aT0i1 06/71aCTH CYIECTBYET 3HAYUTENbHOE KOMNYECTBO IIPOTUBOPEYMBLIX BHY-
TPEHHMX U BHEIIHNX pakTopoB (aBroMarusauys ¢pynkumit YUP, nepuunr xBanudu-
IVIPOBAHHOTO IIePCOHAJIA, BHICOKNII YPOBEHb TeKY4YeCTH U T.[.), KOTOpble BIUAIT Ha
pe3yIbTaTMBHOCTD IMOKoI cuctembr Y UP.

254 Becmuuk CII6I'Y. Meneoxmernm. 2018. T. 17. Boin. 3
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MHeHNUs NPaKTUKOB OTHOCUTEJIbHO BHeApeHMs agile-MeTomomornit cyuiecTBeH-
HO pas3/IM4aloTcs: OT aKTUBHON noppaepxku [[ped, 2016] o oTpuuaHmus peanrbHOCTH
UX BHEJpeHMs, 0COOEHHO B poccuilckux ycnoBusx [[Inoruukosa, 2017]. Cuenyer ot-
METUTD, YTO B HACTOsIee BpPeMs OTCYTCTBYeT JOCTOBepHas Hay4Has MHGOpMaIs,
Kacarolascsa aHanmsa GpakTopos, CHOCOOCTBYIOIVX U MPEISATCTBYIOIVX BHELPEHNIO
agile-meTogomormit.

B Hacroselt craTbe, KOTOpash HOCUT 9KCIUIOPATMBHBIN XapaKTep, BHMMaHIUe
coKycupoBaHO Ha IEpBOM HAIPaB/ICHUM Pa3BUTHUA T'MOKUX CUCTEM: MCCIeJOBaHNN
po6/IeM yIIpaBIeHNs YeJIOBeYeCKIMI PecypcaMyl B KOMIIAHUAX, BHeApsIomuX agile-
HIO[IXOf] B YIIpaBJIeHI€ IPOEKTAMNA.

CraTbsl COCTOMT U3 TpeX 4acTeil. B mepBoil M3 HUX MPUBOAATCS OCHOBHBIE IIO-
JIOXKEHVs MIPOEeKTHOro ympasieHus Agile. Bo BTopoit ommcaHbl KIr04eBble 0COOeH-
HOCTH YIPaB/ICHNUs 4e/IOBEYeCKUMI pecypcamn B agile-koMIaHmsax, B ToM 4ucie de-
HOMEH KOMaH/[. B TpeTbeit 4acTu npencTaB/IeHbl IpUMephl IPAaKTUK BHeApeHus agile-
METOJO/IOTMN B YIIPaB/IeHIe Ye/I0BEYeCKNMI pecypcaMu. B 3aximodeHnn cogepkarcs
BBIBOJIbI ¥ IIPeJIOKEHNA /L1 Oy AYLINX MCCIeOBAHMIL.

ITPOEKTHOE YITPABJIEHUE AGILE

Agile-niogxon — 9T0 rMOKMIT METOJ, YIIPaB/IeHNUs IpoeKTaMu, 6a3upyromuiics Ha
WTepPaTMBHON pa3paboTKe MPOAYKTA, AUHAMUYECKOM (GOpMMUPOBAHNUN TPeOOBAHWIT 1
obecriedeHny UX peannsaluyl B pe3yIbTaTe MOCTOSHHOTO B3aMMOMENCTBUSA BHYTPU
CaMOOPTaHU3YIOIVXCS pabOuuX IPYII, COCTOSLIMX U3 CIELMATICTOB PasIMIHOTO
npo¢us [Kon, 2011]. [TpoeKT BefeTcst UTepaLiysiMU IIUTEIBHOCTBIO OT OHOI IO de-
ThIpeX Hefle/lb, KOMaH/a UCIIOJTHUTE/IeN COTPYAHIYAET C 3aKa3YMKOM, U3MEHEHMS [IPU-
BETCTBYIOTCS 1 MOIYT BHOCUTBCS Ha IIPOTSDKEHUY IIPOEKTa B moboe Bpems. [16KkocTh
II0 OTHOLIEHMIO K M3BMEHEHVIM OT/IM4aeT agile-IIOAXOM OT KIacCHIeCKOro/KacKagHOro
nopxona (Waterfall), mpu ncrnonp3oBannm KOTOPOro yTBep>KAeHHBIII I/IaH paspaboTKu
IPOZYKTa He MOXKET OBITb OCTAHOBJICH MY M3MEHEH JI0 er0 3aBepIIeH.

Dunocodus Agile 6pu1a chopmynmuposana B Manudecre Agile (Manifesto for Agile
Software Development) [Beck et al., 2001], coneprkaljeM IpUHINIIBI, Ha KOTOPBIX 6a3M1-
PyeTcsl HeCKOIbKO IOAXOMIOB K paspaboTKe IIpOrpaMMHOro obecredenst. Agile-metopb
MeHee JVMPeKTVUBHbI, YeM Tpapuuuonnsle [Kunbepr, Ckapun, 2010]. 3to 06ycioBieHo
Kak crefoBaHyeM MaHudecty, Tak 1 )KeJlaHUeM HOCTUYb CBOEBPEeMEHHOCTI BBIIIOMHS-
eMBIX OIlepallMil ¥ YIOBIETBOPEHHOCTU K/IMEHTOB/IIO/Ib30BaTe/Iell KOHEYHBIM TIPOJYK-
toM. CyILIeCTBYeT psifi CCTeM, OTHOCAIIMXCS K agile-MeTOROMOrMAM, caMbIMU M3BECT-
HBIMJ 113 KOTOPBIX AB/IsAI0TCAA KaHOaH, sKcTpeMabHOe IIPOrpaMMIpOBaHye 11 Scrum.

KomaHpa Kak 00beKT M CyObeKT YNpaBleHNA: POIb IPYNNoBoil peHoOMeHO-
mormn. Bece popmsr agile-MeTomomornii, MCIob3yoluecs: B OpraHu3aluy, ONMpPaIoT-
Cs1 Ha JeATeNbHOCTh KoMaHf. Komanza npepcrasisier co60it Majyio Ipymiry, KOTopas
obnmajjaet psAgoM crenyduyeckux 4eprt, 0OyC/IOBIEHHBIX 0COOEHHOCTAMMU cdephl ee
GYHKIMOHMPOBaHMsA, B pacCMaTpuBaeMOM HaMM pakypce — 6usHeca. [ToaTomy oco-
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OyI0 BaXHOCTb IPUOOPETAIOT ACIEKTHI, CBA3AHHBIE C YCTIOBUAMY KOMIUIEKTOBAHMS,
GYHKIMOHMPOBAHNUSA ¥ PasBUTHUA TPy, (GeHOMEHBI U MIPOILECCHl YIpaBeHus, obe-
CTIeYNBAONINE JOCTIDKEHNE Tiefiell fesATenbHOCT. KoMaHjaM CBOJICTBEHHO OTKPBITOE
ob6cyxpaenne mpo6neM. COTPYJHUKN M COOTBETCTBYIOIINE PeCypChl 0ObeIMHAITCH,
OTHOLIEHMSI MEX/y COTPYAHUKAMI CTPOATCS Ha IPUHIMIIAX B3alMOJONONHeHuA. Ta-
KuM 00pa3oM, KOMaHJa — 3TO TPYIIa B3aNMO3aBICHMBIX JIIOfIel ¢ B3aMOJOIIOTHAe-
MBIMJ HaBBIKaMI1, KOTOpbIe PabOTAIOT HaZl JOCTIDKEHEM OOIVIX Iieflell, pasfenss oT-
BeTCTBEHHOCTD 3a 06mmit pesynbrar [Katzenbach, Smith, 1992; 1993].

HecmoTpsa Ha 0OGIIHOCTD Iiefiell M pacIpefielleHHYI0 OTBETCTBEHHOCTD, B KOMaH-
Iax BO3HMKAIOT BONIPOCHI, CBAI3AHHbBIE C TUAEPCTBOM M PYKOBOJCTBOM: MUIEPCTBO CO-
HeICTByeT KOHTAKTaM M COTPYSHMYECTBY, PyKOBOLCTBO UIPaeT pob KaTalayusaTopa
rpynmosoro B3auMopeiicTBus [Kpuuesckuii, [lybosckas, 2001]. OgHako KocT>KeHue
TaKOTO YPOBHA pa3BUTHUA He ABIAETCA CIyYallHOCTBIO MM 3aKOHOMEPHOCTBIO: OHO
TpebyeT OCO3HAHHBIX yIpaBleHdecKnx ycuanit. Komanmoo6pasoBanme MOXeT IIpefi-
CTaBJIATH OO0 MPOIIeCC eCTeCTBEHHON IPYIIIOBOM ATHAMYKY VU CTAaTh Pe3y/IbTaTOM
BO3JIEIICTBUA CIIeLMaIbHBIX TEXHONIOIMIL, HallpaBJI€HHbIX Ha OpraHU3alNI0, CTUMY/IN-
pOBaHIUe U yIIpaBJIeHNe pa3BUTIEM IpymIbl. PykoBozncTsa mo agile-meropmonorusam co-
IepyKat MoApoOHbIe MHCTPYKINM 110 X BHEAPEHNIO, OfTHAKO BO3ZHMKAET BOIIPOC O TOM,
HAaCKOJIbKO 9TU PEKOMEHMIALINM YIUTBIBAIOT COLMAIbHO-TICUX0/IOTNYeCKIe MEXaHI3MbI
rpynmnoo6pasosanus [J/lenwmmnna, 2016; Casepnenn, 2017; Beck et al., 2001].

B conuanpHOI ICHUXONTOTUN N3YYeHMIO TIPO6/IeM MasIbIX PYIII ITOCBAILIEHO 6O0Mb-
mIoe KOMNYeCTBO pabOT pasIMYHbIX HAYYHBIX IIKON (IICMXOAHAIUTUYECKUI, Iepco-
HOJIOTMYECKNUI, CUTYAl[MOHHBIN 1OAX0AbI). C TOYKY 3peHMs IPOLECCOB YIpaBIeHNUA
OCHOBHOE YC/IOBJME yCIIeXa YIpaB/IeHNs KOMAHMIOM 3a/I0K€HO B MEXaHM3MaX IIepPeBO-
Ia BHELIHEN LleM BO BHYTPEHHME JTMYHOCTHBIE VM TPYIIIOBBIE IIE/N, OIpeNeNAle
HalpaBjIeHe AesTebHOCTH KoMaHbl. O60011as pasnuyHble TOUKU 3PEHNUs, MOKHO
BBIJeTINTD (PaKTOPBI, BIMAOLYE HA STOT MePeXOf|: YMC/IeHHOCTD TPYIIIbL, e CTPYKTY-
pa (BKIIIOYAOIas MNAEPCTBO), BpeMs B3anuMopeiicTBysA. He MeHee BayKHBI BHYTpeHHIE
IIPOIeCChl TPYNIIOBON AMHAMMKM, oOeclednBalomiye MOTHOLeHHOe (HOpMIUpOBaHIe,
¢byHKIMOHNpPOBaHMe 1 pa3BuTue KoMaHp [Lewin, 1999].

K MexaHM3MaM, TOCPEACTBOM KOTOPBIX (PYHKLIMOHUPYET TPYIIA, OTHOCATCA IPYII-
noBble 3 deKThl, TaKye KaK colyaabHasg GpacyInTanus, CMHEpTIYs, COLia/IbHas JIeHb,
rpynIoBoit GaBOPUTUSM U ApYyrHe, 0bOecrednBaolye NHTErPaliio NHANBIYaIbHO
JleATeNbHOCTY B COBMeCTHBI nporecc [Kpuuesckmit, [lybosckas, 2001; [Touebyr, Yn-
Kep, 2018]. Ipynmoble 3 deKThl ABIAOTCA OCHOBHBIMM MEXaHU3MaMI, C IIOMOIIBIO
KOTOPBIX IPYyIIIa JOCTUTAET COCTOSAHNUA MaKCUMaJIbHOM CIVIOYeHHOCTH. B mporecce ee
TOCTIDKEHMA TPYIIIA IPEONOIEBaeT B CBOEM Pa3BUTHUY, ITO Pa3HBIM OLI€HKaM, OT YeThI-
pex mo mectu craguit [Tuckman, 1965; Katzenbach, Smith, 1992; 1993]. MoyxHO BO3-
JIeiiCTBOBATh Ha IIPOLIeCC TPYIII000pa3oBaHIisA, UICKYCCTBEHHO «3aIlycKasg» KaKue-moo
¥I3 TPYIIOBBIX 3 PEKTOB, — B ITOM COCTOMUT OFIH U3 CIIOCOOO0B YIIPaB/IeHVIsI KOMAH/OIL.

IIpnMeHeHNne OpPraHM3anMOHHO-TICUXOIOIMYECKIX 3HAaHMITI Ha mpakTtuke. I1pn-
MepOM NCIIO/Ib30BAHNA OPraHN3aLMOHHO-TICHXOTOTMYeCKIX 3HAHNUI 0 (PeHOMEHOIOT N
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TPYIIIBI BBICTYIAET OIBIT GopMupoBanus O6puragusix noppsagos 8 CCCP B 1980-x rr.
[TIouebyT, 1984; [TouebyT, Tumodees, VBaHoB, 1987]. Llens 6puragHoro noppsisa 3a-
K/II0Ya/Iach B 3aBEPIICHNN OIpefie/IeHHOro 00beMa paboT B YCTAHOBJIEHHbIE CPOKM C
HaJIJIOKAIMM KadeCTBOM U 9KOHOMIEl pecypcoB. BakHelumMy NHCTPYMEHTaMI pe-
TY/IPOBaHVsI COBMECTHOM AESATETbHOCTY OpUraj BBICTYNA/IN METOMBI, CTUMYIUPYIO-
1pye rpymnmnosbie 9 (eKThL: COLMATMCTIIeCKOe COPEeBHOBaHNe, Pa3HOOOpa3HbIe KOH-
KypCBI 1 CIIelMa/ibHble CHCTEeMbI IpeMupoBanusa. HecMOTpsi Ha OTHe/IbHbIE YCIIEXM,
9KOHOMMYECKNIT 9¢p(PeKT OT BHeApeHns OpurafHbix GopM B I1eIoM ObLIT HIDKE OXKIUJa-
€MOTO ypPOBHS. YYaCTHVKY VM aHAJIUTYUKY IIPOLiecca BHEAPeHNs OpUraHbIX MOLPSOB
OTMeYasIy, YTO OCHOBHBIMMU (paKTOpaMy, KOTOpble IPUBEIN K HEeyHauHOMY 3aBeplie-
HMIO COILMATbHO-9KOHOMIYECKOTO 9KCIIEPUMEHTA 110 BHEPEHNI0 OPUTaJHbIX IOAps-
OB, 6N ero popManusanyis, HerOTOBHOCTb K OPraHM3AI[IOHHBIM IIpeobpa3soBaHm-
AM, OTCYTCTBME JOCTATOYHOTO HAYYHOTO OCMBICTIEHMsS, KOMIIIEKCHON IOATOTOBKY U
6a3pl sHaHmit [[TouebyT, TModees, VIBaHOB, 1987]. ITaBHBIM HIPENATCTBYEM pean3a-
LM TIPEUMYIEeCTB CAMOYIIPaB/IAeMbIX OpUIajl CTaaM TPAAUIVIOHHBIE MepapXudecKue
CUCTeMBI yIIpaBJIeHMSL.

HecMorpst Ha pasmnymst MeXAy OpurafHbIM IIOAPSIIOM U SCrum-KOMaHAaMI, 00b-
€KTOM ¥ CyO'beKTOM YIIPaB/IeH!s B HUX BBICTYNAIOT MaJIble TPYIIIIBI CO CBOVICTBEHHO
uM ¢eHomeHomnoruert. B o6oux crydasx paspabOTUMKM CUCTEM YIPaB/IEHUS WU3bI-
CKMBAIOT NPAKTUKY, IO3BOJISAOIE cHOPMUPOBATD CAMOOPTAaHMU3YIOLIYIOCS TPYIIILY,
CIIOCOOHYIO K PasBUTHIO U IIPUHOCALIYIO IIOIb3Yy OpraHusanun B nenoM. Hampumep,
[I. CaseprneHfi, Kak M afjenTbl OpUraJHBIX MOAPSLOB, HOfYEPKUBAET HEOOXOANMOCTD
CO3[JaHMs OIIpeie/IeHHOI MOJe/IM OpraHU3alnuy TPyAa: oOeciedeHNs] KOMaH/Ibl PEXN-
MOM aBTOHOMHOCTH; 0Oy4eHs TIofiell HaBbIKaM COBEPIICHCTBOBAHNUSA CBOMX BO3MOX-
HOCTel1; MOIIeP>KKM aTMOC(ephbl COTPYAHNYECTBA 1 B3AMHOTO O0OTAIeHNS MESMIA.
[ToguepxmBaeTCcst HEOOXOMMOCTD BBICOKVIX II€JIeil U LIeHHOCTH IPYIIIIOBOI eATeTbHO-
CTH, OTPaHNYeHMsI KOIMYECTBA YWICHOB KOMaHJ, MHOTO(QYHKIMOHA/IbBHOCTY HAaBBIKOB,
yIIpaB/IeHMsI BpeMeHeM pelleHMs 3ajad, 0OpaTHOI CBA3M, YPaBHUTEIBHOTO CIIoco6a
omatel Tpyma [Caseprnenn, 2017]. 3asor ycrexa cucTeMbl aBTOP BUANT B CTPOTOM BBI-
IIOJTHEHWM PeKOMEH/ALMII 10 IIPOoLieiype ee BHeAPeHNs, a IPUYMHBI HeyAad — B IIPU-
BEP)KEHHOCTY MEHEIXKePOB TPaJVIIMIOHHOMY MBIIICHNIO B 00/IaCTI YIIPaB/IeHNs, He-
TOTOBHOCTM K OTKPBITOMY MCIIOJIb30BaHMIO MH(OpMALINIL.

Hapsay ¢ ykasaHHBIMM IPUYMHAMY CYIIECTBYIOT ¥ (PaKTOPBI COLMATBbHO-TICUXO-
JIOTMYeCcKOro xapakrepa. VcToku paspaboTaHHOI METOZOIOTMM SCrum JIe)kaT B OIBITE
yIIpaB/IeHMs KOMaH/IaM/l BO BpeMsl BOCHHBIX JeICTBUIL, a TaK)Xe B YPOKaX SIOHCKO-
r0 MeHePKMEHTa, KOIZIa MCIIONb3YIOTCS OIpefie/ieHHble IpynnoBbie 3ddekTs, Gop-
MIUpYIOLe CIVIOYeHHOCTDb U CTYMY/IMPYIOLINe TOCTYDKEHUE BBICOKUX Pe3y/lIbTaToOB B
OIIpefie/IeHHBIX YCIOBUAX. B IIepBOM c/Tydae 9TO CBEPXIL[EHHOCTb TaKVX ITOHATUI, KaK
JLOIIL, 4eCThb, PofiiHa 11 BUTa/IbHAsI HEOOXOAMMOCTD O6EbI HaJf IPOTUBHUKOM. Bo BTO-
POM — KOJUIEKTUBMCTCKIUE KY/IbTYpHbIE IIEHHOCTY U TPaJULIMY AIIOHCKOTO O0IIecTBa,
VICIIOJIb3YIOIMe TPYIIIOBble 3G EKThl B POIM MEXaHM3MOB Pa3BUTHsI CaMOYIIpaBJisie-
MBIX KOMaHJ B opranmsanysx. [Ipu sToMm npo6iema BHEIIHETO YIpaB/IeHNUs MPOoLiec-
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COM TPYIII00Opa3oBaHMs 3HAYUTETIBHO 00/Ier4aeTcs CYILeCTBOBAHMEM JIeVICTBEHHBIX
MEXaHI3MOB CaMOPETY/IALUY TPYIIIbI, COOTBETCTBYIOINX YCIOBMAM cpenbl. Ckopee
BCETO, JIMYHBIIL OIBIT pa3paboTUMKa METOLOMIOTUY SCrum I03BOJISAET eMY C YCIIEXOM
pelate npo6ieMy yrpasaeHNsI KOMaHaMy, UCIIOIb3ysl YHUKA/IbHBbIE [ KOMITAaHWIT
yIIpaBJieH4YecKye IMPaKTHUKY, OPMEHTHPOBAaHHbIe HA UX CTPATETNIO, KYIbTYPY, CTafI0
PasBUTHS U OTPAC/b AeATenbHOCT. OTHAKO KOHKpeTHON nH(popMaunu 06 TUX MH-
CTpyMeHTax yNpaBJeHN:A B PYKOBOZACTBax He comepxurcsa [Casepnenn, 2017; Beck et
al., 2001]. HegocrarouHoe moHMMaHMe IMIPOLECCOB IPYIIIOBOIL [UHAMUKI ¥ TEXHOKpA-
TUYECKNII TTOAXOf, K yIIPaB/IeHNI0 KOMaHjaMi1, GopMaIbHOe 3aMMCTBOBAHIE MHCTPY-
MEHTOB YIIPaBJIeHN A TPYIIIOBBIM IIOBeeHeM IPUBOAT K HeyladyaM B MICIIO/Ib30BAHNN
agile-merogonornit Bo MHorux kommnauusax [Hosuukos, Kapabanosa, lllampaii, 2012;
Jlenmnuua, 2016].

ITpobnems! ¢ BHepeHeM agile-MeTOOMOrMiI MOTyT OBITh TaK)Ke CBS3AHBI C AY-
O1MpoBaHNeM KOHTYpa yIIpaB/IeH)sA: B KOMIAHUAX COXPAHAIOTCA POpMabHbIe CTPYK-
TYPBI U IIPOLECCHI YIIPAB/IEHNIA, KOTOPbIE O/DKHBI COBMEIATHCA C IIPOLEAY PO YIIPaB-
neHns 1o Scrum. ITosAB/IAI0TCSA FO/DKHOCTHU SCrum-MacTepos 1 agile-koyueit, B 06s13aH-
HOCTY KOTOPBIX BXOANT yIIpaBJIeHNe ITOBefIeHeM JIIofiell B KoMaHfie. B pesynbrare Tpa-
AUIVOHHBIE (PYHKIUM U [EATEIbHOCTD 110 YIPABIEHMIO YeTOBEYECKUMI pecypcamMm
IO/DKHBI a[JalITUPOBATHCSA K 9TUM YCTOBIIAM.

B cBsA3K C BbILIEN3/IOKEHHBIM 11€/1eCOOOPAa3HO OTBETUTh HA C/IEAYIOLIVE BOIPO-
CBbI: KaKJe IPAKTHUKIY YIPABJIEHN YelTOBeYeCKIMI PeCcypcaMyl IPUMEHAIT KOMITAaHNIL,
BHeZIpuBIINe agile-MeTOROMOINY yIIpaBIeHNs IPOEKTaMy; Kakyie pyHKI[UY BBIITOTHSA-
et YUP-menaprameHT 11 cienyanucTel o YYP B TakMX KOMIIAHMAX?

YIIPABJIEHUME YEJIOBEYECKVIMU PECYPCAMMU B AGILE-KOMITAHMAX:
AHAJIN3 ITPAKTHUK

[l cucteMaTu3anyy MaTepuaoB UCCIeTOBAHNIL, OMCAHNI IPAKTIYECKOTO OIIbI-
Ta ¥ KONMMYECTBEHHBIX MccnenoBanmii npumenserca AMO-monens YUP [Blumberg,
Pringle, 1982], B cooTBeTcTBUM ¢ KOTOpOII cricTeMa YUP fo/mkHa BKIKOYATh TPY TPyTI-
IIbl IIPAKTUK, HAaIlpaB/IeHHBIX Ha: 1) pa3BuUTHe KOMIIeTeHLMI COTpymHMKOB (ability);
2) moBBbILIEHME MOTMBAlLMy IlepcoHana (motivation); 3) pacmmpenue paboumx BO3-
MOXXHOCTel! nepcoHana (opportunity) [Appelbaum et al., 2000; Boxall, Purcell, 2003;
Jiang et al., 2012].

IlepBas rpymnma oXBaTbIBaeT IPAKTUKY PA3BUTHA U 0OYUEHNA, @ TAK)KE PEKPYTUH-
ra 1 oTbopa nepcoHana [Jiang et al., 2012; Garcia, Tomas, 2016]. Bropas — npaktuku
MaTepMaJbHOTO ¥ HeMaTepMalbHOTO IOOIIPEHNA M KapbepHOTO IPOABIDKEHUA CO-
Tpy#HMKOB [Jiang et al., 2012; Garcia, Tomas, 2016]. B TpeTbio rpymnmny BXOgAT NpaKTh-
K KOMaH/HOJ paboThl, GOpMIUPOBaHNA KOMMYHMKALVIL 1 06ecriede st aBTOHOMHO-
CTU COTPYAHMKOB Yepes AM3aiiH TPyAoBoii fesTenpHocTy [Garcia, Tomas, 2016].

CormacHo Teopun crparermdeckoro YYP, Tpy rpynmel OIpakTUK IOAZEPXKMBAIOT
APYT ApPyTa U CO3[AI0T CUCTeMHBIN cuHepreTndeckuit agpdekr [Boxall, Purcell, 2003].
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OTcyTcTBUE MM HeafieKBaTHOE IIPUMeHeHNe OfHON VI HeCKO/IbKMX IPYIII IIPaKTUK
B cucteMe YUP MoxeT mpuBecTy K ANCHYHKIVIOHAIBHOMY IIOBEIeHIIO COTPYIHIKOB I
TEeM CaMbIM OCTTa0UTb KOHKYPEHTOCIOCOOHOCTD pupMbl. PaccMOTpMM, KaK 9T1 KOMIIO-
HEHTBI 00ecIeunBaloTcA B agile-koMImaHMAX.

ITpakTuku paspuTna Komnerenumii. [lepsas rpymnma npaxTuk (ability) Bxmouaer
obyueHue 1 pasBUTHe, peKpyTHHT 1 ot6op. [Jiang et al., 2012; Garcia, Tomas, 2016] n
HAIpSAMYIO B/IMAET Ha 9e/I0BEYeCKIIT KaIlMTal OPraHN3aLNNL.

[TpakTvky obydeHns u pasBuTus B agile-KOMIIAHMAX B 1[eJIOM XapaKTepPU3YIOTCs
MaJjioil cTeneHb0 ¢popManusanuy u curyatuBHocTbio. Manndect Agile [Beck et al,
2001] u pyxoBozmcTBa pasnmuHbIX agile-metopmonoruit (cM., Hanp.: [Caseprenp, 2017])
He cofiep>kaT MHGOPMALNY O TOM, KaK HO/DKHO OCYILIeCTB/IATHCS PasBUTHE COTPYLHMU-
KOB B IO/ITOCPOYHOII NepcriekTuBe. Kak nmpaBuio, COTpysHUKY IproOpeTarT HeobXo-
AUIMBbIe J/Is1 KOHKPETHOTO IIPOEKTa 3HAHNA, HABBIKM ¥ YMEHMsI B IIpollecce paboThl HALL
HIM, peansys, TakuM o0pasoM, oOydeHne Ha IIpaKTUKe.

B pesynbpraTe MoCTOSHHOTO OOMEHA OIBITOM MEXAY WIeHaMM KOMaH/bI 1 epPHO-
AMYECKUX CeCCUil 0 pa3bopy MOMYYeHHOTO OIbITa (PeTPOCHeKTUB) paboTa 1 obyde-
HIIe C/IMBAIOTCA B €AVHBII IIPOLIeCC, KOTOPBIN YacTO IOAYMHEH CETOHAIIHIM 3aladaM,
a KOMIIETEHTHOCTDb COTPYJHMKOB C/IeAyeT 3a TeKYIVIMM (2 He MepCIeKTUBHBIMI, CTpa-
TErMYeCcKuMM) Le/siMu OusHeca. B KadecTBe OZHOrO M3 BeAYLIMX METOJOB PasBUTHUA
HepcoHaa B agile-KOMITaHMAX YIOMIHAETCA KOYUUMHT, OCYIIeCTBIIAEMbIII MEeHeKepa-
MM, KOTOPBIX CIIELMANTbHO 00Y4aloT 9TOMY METOAY YIIpaB/IeH)s IIoBefieHneM. VIcnob-
3YIOTCSI MHIMBU/YaIM3MPOBAHHbIE 11 OPUEHTVPOBAHHbIe HA KOHKPETHBIX PAa0OTHUKOB
¥ X Kapbepy OHJIAIH-IIPOrPaMMBbl, YCKOPSIOLIe IpuobpeTeHre HeoOXOAIMbIX HaBbI-
koB [Cappelli, Tavis, 2018].

Agile-meTomonorny He perTaMeHTHPYIOT IPOIeCChl PeKPyTHHra. Bmecte ¢ Tem
K/TI0YeBOI 0COOEHHOCTBIO agile-KkoMImaHMil SB/sAETCS HMPUBS3KA PEKPYTMHIA K KOH-
KPETHOII KOMaHJIe, 2 He K OpraHM3alNM B Ie/IOM M/IV KAaKOMY-/IN00 ee ofipasfieNIeHNIO.
KomaHpa BbICTYIIaeT ITTaBHBIM CyO'beKTOM KaJpOBBIX PEIIeHMIL: YWIeHbI KOMaH/Ibl MO-
TyT y4aCTBOBATb B COOECETOBAHNAX, 3a/JaBaTh KpUTEpUU 0TOOpa KaHAMAATOB, UCIIOND-
30BaTh CBOV KaHAJIbI ITOVICKA COTPYIHUKOB.

Oco6y10 3HAYMMOCTb NMPUOOpPETaeT LIEHHOCTHOE COOTBETCTBYE COTPYAHMKA KO-
MaHJie. BaxxHoe ycmoBue ycnemHocTu agile-komMaHpl — Hanmnume o01Ieil MEHTaIbHO
MOJIe/IN U KY/IbTYPHOE CXOfICTBO ee WwieHOB [Schmidt et al., 2014; Gandomani, Nafchi,
2015]. CnenyeT MOAYEepKHYTh, YTO He BCe KAaHAMAATBI CIIOCOOHDBI pabOTaTh B YC/IOBUX
Agile: o1 aTOrO 1O MeHbIIIEN Mepe TpeOyeTcs BBICOKAs CTeIeHb JOBEPNA Y OTKPBITO-
CTH, CAMOOPTaHU3AINN U OTBETCTBEHHOCTH 3a pe3ynbTar [Crowder, Friess, 2015].

Oco6y0 BaXHOCTb NproOpeTaoT NpodeccroHaNbHble KOMIETEHI[UMY YICHOB
KOMaHJI, BBIIOJHAIIUX POIb scrum-mactepoB u agile-koyueit. Copepkanne 60mb-
IIVHCTBA OOBSABICHNIT O BaKaHCUAX (HaIpyMep, Ha OfHOM U3 CaMbIX KPYIIHBIX Cail-
TOB IO IIOUCKY paboTs! u coTpysHukos Headhanter.ru) ykassiBaer Ha nmpeobnaganue
TEXHOKPATNYEeCKOTO IOfIXOAa B OTHOIIEHM!M BHEAPEHMSA Scrum 1 OTCYTCTBUE ydeTa
IICHXOJIOTMYECKIUX aCIIeKTOB YIIPaB/IeHNsI KOMaHJHO paboToll, a TakKe HeOCTaTOu-
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HOe HOHMMaHue crienmamuctamu YUP crenudukm fesaTenbHOCT ¥ KOMIIETEHINI,
HeOOXOMVMBIX JyIsl YCIEIIHOTO BBIIIOMHEHNSI KOMaHAHBIX JO/DKHOCTell. B kadecTBe
OCHOBHBIX TPeOOBaHMII K KaHAMAATaM BBIIBUTAETCS ONBIT PaboThl B obmactu Agile n
ceprudukanysa PSMI/CSM/ICAgile ICP/ICAgile ATE B anpene 2018 r. 3 frecaTy mpo-
CMOTpEHHBIX IpeokeHnit Ha caiite Headhanter.ru tonbko ogHo copepikano Tpe6o-
BaHIE O COIVIA/IbHO-IICUXO/IOTMYECKOII TOATOTOBKE U 3HAHUY TPYIIIOBBIX IIPOLIECCOB B
KoMaHjj000pasoBanum [Agile-coach, 2018].

IlpakTuky moBbIIeHNs MoTMBanum. Bropas rpymma (motivation) Bxmouaer
IIPaKTYKI, HaIIpaB/IeHHbIE Ha 00ecIedeHe MHANBI/YaIbHOI U TPYIIIIOBOI OIUIATHI 10
pesyabTaTaM Tpyna, 6e30ImacHOCTY Ha pabodeM MecTe, 6amaHca pabOThI U INIHOM XKU3-
HJ, MOTYBAIMM K 00y4eHnI0, GopMUpoBaHMs pabouero KnMMaTa, yi0BIeTBOPEHHOCTHI
nepcoHasa u T. 1. [Jiang et al., 2012; Garcia, Tomas, 2016].

Omara Tpypna B agile-koMnanmm cTpouTcs Ha OCHOBE KOMaH/IHBIX pe3y/IbTaToB.
[1aBHBI KpUTEpNIT MaTepUaTbHOTO MOOLIpeHNs — paboTaouuii Ipoaykr. OTMeya-
eTCsl, YTO HEJOCTATOYHBIN yIeT MHAMBUAYAIbHBIX (GaKTOPOB MOXKET HeraTMBHO CKa-
3aThCA Ha pe3y/nbTaTUBHOCTY KoMaHabl [Alashqur, 2016]. Cpoku BblTat 60HYCOB cMe-
IIAIOTCS K 3aBePIICHNIO IPOEKTOB, BBOAATCS IMOOIIPIUTE/IbHbIE BBHIIIIATHI 32 B3a!IMOIIO-
Morb 1 06Men sHaHusaMu [Cappelli, Tavis, 2018], mpuyem popMupoBaHye NIPUHIIUIOB
KOMIICHCAIIVIOHHOJ IIOJINTUKM CTAHOBUTCA B OOJIbIIIET CTEIIeHN 3ajiadyell KOMaH/Ibl 11 ee
pyKoBoauTeneit, yeM ¢pyHKIueir YUP-genapramenra.

OpHolt 13 KTI0YeBBbIX IPAKTUK BBICTYIIAeT HeMaTepyUaabHOe MOOoLIpeH e, 6asupy-
Iollleecst Ha I[e7IoM Habope (paKTOpOB, ONpefe/sIOUX BBICOKYI0 MOTMBIPOBAaHHOCTD
COTPYAHUKOB M VX YHOBJIETBOPEHHOCTb ycmoBusaMu Tpyma [Melnik, Maurer, 2006;
McHugh et al., 2013]. K HeMaTepraIbHbIM CTUMY/IaM OTHOCAT aBTOHOMUIO, YYBCTBO
OOIIHOCTY ¢ KOMAHZIOl, OOpaTHYIO CBA3b OT 3aKa3ulKa UM KOHEYHOTO IIOIb30BaTesNsd,
IIpU3HAHNE U IOBEpMe, IIPO3PAYHOCTDb pe3y/IbTaTa, pa3HOOOpasye BBIIIONHAEMbIX pa-
60T1. OTpuIaTe/IbHO BIMAIOT Ha MOTHMBALIMIO ITOBBIIICHHBII YPOBEHb CTpecca, Bo3pac-
TaloIVe HAaTPy3KY, [UINTETbBHOCTD ¥ YaCcTOTa BCTPeY, CJIOOKHOCTD U (pparMeHTHPOBaH-
HOCTb 3aad [McHugh et al., 2013; Kropp, Meier, Biddle, 2016].

BenencTBue IIOCKON MepapXmM4ecKoll CTPYKTYpbl KapbepHoe pasBuTie B agile-
KOMITaHVSIX BO MHOTMX C/Ty4asiX CBSI3aHO TO/IBKO C TOPM3OHTA/IbHBIMU IIepeMeleHN -
ssmu. COTPYAHUKIM MOTYT IIEPEXOANUTH U3 OJHOTO IPOEKTa B APYTOii, IpUYeM PasHOTO
YPOBHSI OTBETCTBEHHOCT! U MaTepuaIbHOro moolpenns. HeMHorouncneHHble Bapy-
aHTBI BEPTUKA/JIbHOTO KapbePHOTO Pa3BUTHUA IPEAIIONAraoT ABVDKeHMe OT pa3pabor-
4MKa K B/IQJe/bIy IPOAYKTA V/VIN yIpaB/solieMy IapTHepy koMmnanuu. Hepengko
pedb UeT 0 POIeBOM KapbepHOM pocte [Poraues, 2017].

ITomxox K olLleHKe IepcoHana B agile-KOMIIAHMAX OT/IMYAETCA OT TPARMUIMOHHO-
ro. BoBneyeHne nmepcoHasma M COKpaTUBIINECS TOPU3OHTHI IVITAHMPOBAHUA IIPOTUBO-
pevar IPUHATON OlLieHKe B BUJIe eXETOAHBIX arTecTanmit. [ obecrieyeHns 6bICTPOIL
00OpaTHOII CBA3Y JCIO/Ib3yeTCsA OLjeHKa B KOHIIe KKIOTO 3aBepPIICHHOrO IIPOEKTa, OH-
JIaliH-OIleHKa B peaJlbHOM BpeMeHM, OLleHOYHbIe NPOLeypPbl, OPMEHTNPOBAHHbIE HA
criennuKy feATenbHOCTY KoMaHz. OIeHOYHble LIEHTPBI MPpeoOpasyloTcs B LEHTPBI
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pasBuUTHA, POKYCHUPYIOLIVIECsS Ha OLleHKe VI pa3BUTHUM NTOTEHIaIa COTPYAHUKOB [/lypbe,
[Tomnos, Tpaatbsiy, 2014; Cappelli, Tavis, 2018].

IIpakTukyu pacmmpeHus paboumx BO3IMOXKHOCTeNl. TpeTbs Tpynma IpaKkTUK
(opportunity) COOTHOCUTCS € YCTOBUAMM U BO3SMOXKHOCTSAIMU IIEPCOHA/IA YYaCTBOBATD
B GOpMMPOBAHNM 1 UCTIONTb30BAHUM TIOTOKOB 3HAHUIT KoMITaHuu. Peub ueT o BoBe-
YeHVM IIePCOHA/IA B PellieHle YIIPaBIeHuYeCKIX 3a/ja4 OpraHu3anuy ooOMeHa 3HaHUAMY,
AV3aiiHa TPYAOBOIL eATe/IbHOCTH, paclIMpeHNs aBTOHOMHOCTY COTPYAHMKOB [Garcia,
Tomas, 2016].

PasBuTre KoMaHHON pabOTHI, T.€. IPAKTUKMY, COEIICTBYIOLINE CMEIeHIIO JIOKyca
IPUHATYUA PEIIeHNI ¥ OTBETCTBEHHOCTH 32 Pe3y/IbTaT OT BBICIIETO PYKOBOJICTBA K ca-
MOOpraHusymommMcsa komanaam [Yin, Stecke, Li, 2018], cocTaBiaeT KI04eBYI0 ABVDKY-
myo cwry cucteMsl Y UP n agile-komnanum B 1ienom. Merogonorus ¢popMupoBaHus u
ynpasieHus agile-koMaHzaMy B HayYHON ¥ IPAKTUYECKOI TUTepaType IpefcTaBIeHa
HEJI0CTATOYHO SICHO. MHeHNsA 0 He0OXO[MIMOCTH OIIBITA COBMECTHOI PabOTHI y YIEHOB
KOMaH/Ipl IPOTHBOpednBbl. C OJHOM CTOPOHBI, YTBEPXKAAETCS, YTO YCIIeX IPYIIIOBON
HeATeTbHOCTY 3aBUCUT OT YPOBHA 3penocty koMmaHabl [Gandomani, Nafchi, 2015],
KOMaH/ja I0/DKHA cOpMUPOBATh OOIIYI0 MeHTanbHyI0 Mofenb [Schmidt et al., 2014;
Gandomani, Nafchi, 2015]. C gpyroit — roBopuTcs 0 ToM, 4TO B paMKax agile-nmopgxona
Tydie paboTaloT HeJaBHO CPOPMMUPOBAHHBIC KOMAHDI, & IeSITeIbHOCTD Yo>Ke CIIOYeH-
HBIX KOMaH/[| OyZieT IPUBOANUTD K AUCPYHKIVOHATBHOMY U Hea(p(PeKTUBHOMY IpUHA-
Tuio pemennit [McAvoy, Butler, 2009].

[TpakTuku obecnevenusi MHGOPMALMOHHON OTKPBITOCTU KacaloTCS [eliCTBMUIL,
CIIOCOOCTBYIOIIMX JOCTYIY COTPYHHMKOB K IOTEHIMATbHO Ba)KHON MH(OpPMAIVIN.
B agile-xoMmaHum cyIiecTBYIOT JOCTaTOYHASA IPO3PAaYHOCTDb MHPOPMALY, KacAIOLIell-
Cs1 OT/IeTIBHOTO IIPOEKTA, HaJl KOTOPBIM paboTaeT KOMaH/Ia, ¥ OTKPBITOCTb KOMMYHMKa-
Uy MeXay wieHamn kotektusa [McHugh et al.,, 2013]. B iureparype oTcyTcTBYIOT
yKasaHMs Ha HeOOXO[MMOCTb IPUOOIIeHNA COTPYFHNKOB K MHPOpManyy 6oee BHICO-
KOT'O YPOBHs, Kacalolerics, HalpuMep, 6113Hec-pe3y/nibTaToB.

[TpenmonaraeTcsi, 9YTO aBTOHOMUSI KOMaH/Ibl JJOCTUTAETCsS 3a CUET MaKCHMajlb-
HO LIMPOKOJ CIIelMaNM3aluy U YHUBEPCAJIbHOCTY KaKJOTo WieHa KoMaHAbl [Moe,
Dingseyr, Dyba, 2008; Hoda, Noble, Marshall, 2012]. OTBeTcTBEHHOCTb 3a pe3ynabTar
U pacmpefie/ieHe 3ajlad BHYTPYU IIPOEKTA JIOKATCSA B PABHON CTEIEHM Ha KaX/IOTO
4yIeHa KoMaH/bl. [loguepkuBaeTcss HeOOXOAMMOCTD CYI[eCTBEHHOTO IIpeoOpa3oBaHus
OPTaHM3ALMOHHO CTPYKTYPBI M KY/IbTYpPbl KOMIIAaHNIT KaK 6a30BOTO YCIOBUA IIepe-
XOfja K MHHOBAIMOHHBIM cucTeMaM ynpasnenns [Global Human Capital Trends, 2016;
Cappelli, Tavis, 2018].

dynknun YYP-genapraMeHToB. B MHQOPMAIMOHHBIX MCTOYHUKAX CBEHEHN
o pormu u ¢pyHkumax YUP-genapraMeHTOB U CIIEIVAIICTOB B YCIOBUAX Agile MMeroT
IPOTUBOpPEYNBBIN XapakTep. OTMeuaeTcs, YTo POKYC PYHKIVIOHATIbHBIX MEHEIXKEPOB,
creruanuctoB YYP B MeHbIIIel CTelleHN OPMEHTUPOBAH Ha KOHTPOJb 1 B OO/bIIIeN —
Ha MOAIIEPXKKY JIesITeIbHOCTY IpOeKTHbIX koMaHf [Crowley, 2015]. Ponbp YYP B Takux
OpraHM3alMAX CTAHOBUTCSA MeHee crpartermyeckoint [Chasserio, Legualt, 2009]. Vicye-
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3a10T (PyHKIMM MOHUTOPUHTA MHAVBYAYa/IbHON pe3y/lIbTaTMBHOCTY, OO 3aIIpoC B
paboTe MCXOINT He OT HY)KJ] OM3Heca, a OT 3aJa4 KOMaH/bl 1 KOHKPETHOTO IIPOEKTa.
Bo mHorux agile-kommannax YUP-genapraMeHTBI INIIb YIOBIETBOPSIOT TEKYIIye I0-
TpebHOCTM 6M3Heca (TOMCK COTPYAHMKOB, YKOMIIEKTOBaHMe 1TaTa). HeMHorme ocra-
fomecss YYP-¢QyHKIuy mpy 9TOM pasMBIBAIOTCA MEXAY WIEHAMM KOMaHJ, SCrum-
MacTepaMI U Blafie/IbIlaMy IPOJYKTOB.

CreyeT OTMETUTD, YTO KOJIMYECTBO HAYYHBIX MCCIeHOBaHMIl agile-mogxona 3Ha-
YNTEIBHO YCTYIAET YICTy HPAKTUIECKVX IIPUMEPOB IPOMCXOAAIMX TPAaHCPOpPMAIHIL.
CTaHOBMTCS OYEBMHON HEOOXOAMMOCTD CYCTEMATIYeCKOTO U MEXXAVCIUIIIIHAPHOTO
OCMBICTIEHM A IPOMCXOAALINX IIPOLIECCOB, HOCAMINX KaK TeEXHOKPATUYeCKUII IPOLeRyp-
HBII, TaK ¥ TyMaHUTAPHBIII (COIMaTbHO-IICUXOTOTMYEeCKIIT) XapaKTep.

IMTPUMEPBI YIIPABJIEHUA YEJIOBEYECKIVIMHU PECYPCAMMU
B AGILE-KOMITAHMAX

B nporecce nccnenoBanus ObIIM IPOBEJEHBI ITTyOVHHbIC MHTEPBBIO C IIPEfICTABN-
Te/SIMU ABYX poccuiickux VIT-koMmaumit!, BHeLPABLINX B CBOIO [1eATE/IBHOCTD METO-
ponoruio Scrum. VIHTepBbIo 6asuposanoch Ha AMO-mopenmn YUP [Blumberg, Pringle,
1982]. B [Tpuno>keHnn MpefcTaBIeH CIICOK BOIPOCOB, KOTOPBIE 3a/jaBa/IICh PECIIOH-
meHTaM. He Bce BONPOCHI IOyYany OGVHAKOBO Pa3BEPHYThIE OTBETHI B CBA3U C IIO3M-
11¥Ieil KOMITaHUI O HepasIIallleHny YacTy MHPOPMaLUL.

Keiic 1. «IIyTb OT TpagUIIIOHHOI CHCTEMBI YIIpaBlIeHNs IpoeKTamu K Agile n
o6patHO». AO «II-C» — mepBas komnanusa B Poccun, koTopast cospiaa OM/UIMHTOBYIO
CHCTEMY J/Is OTIePaTOPOB MOOMIBHOI CBsA3M B 1992 . 3a 25 j1eT KOMITaHWsI peajin3oBa-
na 6oree 120 mpoekToB Ay 60rtee yeM 50 KeHTOB B 14 cTpanax mupa. Cpeny KimeH-
TOB — KPYIIHBIE POCCHIICKYE U 3apybexxHble KoMmauun. B pespasne 2018 r. kommanms
«IT-C» mpoBesna pe6peH/VHT U IpeACTaBy/Ia HOBBI OpeH .

Vsy4eHne cucTeMbl yNpaBIeHNs IIEpCOHANIOM B KOMITAHNUY ITPOXOAIN/IO B IIEPUOT, C
anperns 2017 no ¢despanpb 2018 1. Bpito mpoBefieHO BOCeMb ITyOMHHBIX CTPYKTYPUPO-
BaHHBIX MHTEPBBIO C Pa3HBIMM ee IIPefiCTaBUTEeIIMI — YYaCTHUKAMM BHeIpeHu agile-
METOZIO/IOTMII, MCIIONHAOLIVMY pPasJIMyHble pojeBble (QYHKIMM: SCrUm-MacTepamu,
BJIaJie/Ibl]aMU IIPOJYKTOB, agile-Koy4amu, mupepamu pabo4mx IrpyIIL, WieHAMI TPaju-
IMOHHBIX pabounx rpynn (waterfall), paboTHukamn YUP-genapramenTa.

B mpouecce pasBuTHA CHCTEMBI MEHEPKMEHTA B KOMITAHM MOKHO BBITENUTD TPU
CTafiuy, BKIIOYAIOIIVe I CTA/IVI0 aKTMBHOTO UCIIONb30BaHuA Agile (pUCyHOK).

YcnenrnocTs BHeipeHns agile-meTomonornit B kommauuy B 2017 . cBsi3aHa C POIBIO
Jupiepa opraHusaumym — «epaHremucta Agile» [BoitHoB, 2016] — ¥ aKTUBHOI IOA-
IIep>KKOJ1 pyKoBOACTBa KoMnauuu. OcoOblit MHTepeC NPeACTaB/IAeT IOCTeNHAA CTaAusA
orxopa ot cucreMpl Agile BcencTBIe paciperns AeATeIbHOCTY KOMIIAHUN M Heo0-
XOIMMOCTY OBICTPOTO BBIIIOIHEHVS IPOEKTOB 110 BO3PAaCTaBLIEMy KOINYECTBY IOCTY-
IaBIIVX 3aKa30B.

! HasBaHust KOMIIaHWI YCTTOBHBbIE.
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IIpakmuxu passumus komnemenyuil. IIpakTUKM pasBUTIA KOMIIETEHIINIA, KaK OT-
MedJasioch paHee, oTHocATCA K ability B Mogenn AMO n BKIo4aroT B cebs psAj cOCTaB-

JISIOIIIX.

KoMmnaHnus nplTanach COBEPIIUTD NE€PEXO], OT CTUXUITHOCTY B CTOPOHY CHCTEMHO-
O IoAXo/a K 00y4eHMIo /I pasHbIX Karteropuit paboTunkos. [lo 2018 r. B Hell OTCYyT-
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CTBOBAJI LIEHTPATN30BAHHBIN «X035MH» 3TOTO MPOIIeCca, B CBA3M C YeM IIPOTPaMMBbI He
JoCTUTaNN efuHON Lenu 06ydeHns. CylecTBOBaIO TPU LieHTpa oOydeHus: 1) B otnene
BHEIpeHMs 110 IPOAYKTaM, IPOU3BOVIMBIM KOMIIaHMEl; 2) IO METOHOMIOTUY Scrum;
3) B oTHene obOyueHus (IpefcTaBlIeHO KIacCU4eCKUMM TpeHuHramu). O3HaKoMIeH1e
C IPOAYKTaMIU KOMITaHUM OBIIO OPraHM30BaHO HefocTaTouHO 3¢ dekTnBHO. CHavata
paboranu fBa agile-koyua, offHaKO 3aTeM Of[VIH 13 HUX IOKMHY/I KOMIIAHMIO, @ BTOPOII
nepenies Ha ApyTylo no3uuyio. KpoMe Toro, B KOMIaHUM OTCYTCTBOBA/IN MOZENN KOM-
MeTeHINIA.

AKTVBHBIE M3MEHEHVS B CUCTeMe OOydYeHUs M PasBUTUA IePCOHaNIa 00yC/IOBIN-
BaJIMICh KaK OOBEKTMBHBIMU MPUYMHAMY MACHITAOMPOBAHUA 1 POCTA KOMITAHUH, TaK
U VHUIMATUBOJ PYKOBOACTBA. B HacTosIee BpeMs co3faHa u popMannzoBaHa moMu-
TVKa 00y4eHVs M PasBUTUA EPCOHAIA, a 0Opa3oBaTeIbHbIe MHUIMATYBEI IIPUBE/ICHbI
K eIMHO00Opasuio U Npo3pavyHoCTH. IIporpaMMbl 00y4eHNs BKIIOYAIOT pasBUTHE Ha-
BBIKOB U M3y4eHIe IIPOU3BOAUMBIX IIPOAYKTOB C TIOMOIIbI0 OUHBIX ¥ OHJIAIH-KYPCOB.
IIporpaMMbl Taxoke IMpeAIIonaraioT pasfieneHue 1o KaTeropusaM COTPYAHMKOB: HOBbIE
COTPYRHUKM, paboTaroliye CIeaaiCThl, MEHePKMEHT. PyKOBOANTEISAM IpefoCTaB-
JIAIOTCSA MPOrPaMMBbl IO Pa3BUTNI0 KOMMYHMKATUBHBIX KOMIETeHIINI, YIIPaBIeHUIO 1
IpyTue MporpaMMBbl 110 UX 3alpocy. B KoMIIaHMM CO3[JaH KaJpOBbIN pe3eps.

KomaHzb! ObIIM aKTVBHO BOBJIEYEHBI B IIpollecc pekpyTuHra. IIpoBogumack cepus
MIOC/IEOBATENbHBIX cobecemoBanmil: co crenmanucrom YYUP-memaprameHTa, TEXHMU-
YeCKVM CIIeIMaINCTOM U ¢ pabodeli rpynmoii. B mog6ope nepconana ¢oxyc genancs
Ha COYETAHUMU «KECTKUX» U «MATKUX» HAaBBIKOB. OlIeHNBAIOCh COOTBETCTBIE KaH/M-
mata ueHHocTsaM Agile. [Ins ponu Bragenblja IpogykTa 06s3aTeNIbHBIM TpeOOBaHMEM
AB/ANOCh Hammure VIT-o6pasoBanns. B HacToALIMIT TepuoOf YCKOPEHNS U aKTMBHOTO
HabOpa HOBBIX COTPYJHMKOB KOMaH/Ibl B MEHBIIIel CTeIIeHV IIPUHIMAIOT y4acTue B pe-
LIEHNAX 10 HAlIMYy.

Hpaxmuxu momusauuu u cmumynuposanus. IIpakTUKM CTUMYyIMpOBaHUA Ha-
IIpaB/IeHbI Ha (pOpMUpOBaHIe MOTUBAIMY KaK BaXKHOTO a7eMeHTa Mogenu AMO u ox-
BaThIBAIOT HECKOIbKO METOIIOB.

BosHarpax/ieHre COTPYIHUKOB 3aBUCE/IO OT Pe3y/IbTaTOB KOMAHIHOI paboTshl, a
TaKXXe OT CTaKa paboTsl. CpemHunit mepuoy paboThl B KOMIIAHUU COCTABMN 5,5 rofia.
Vcrionb3oBascs TMOKMIT COLMATbHBII ITaKeT — IIAaHC BBIOOPAa KOHKPETHBIX CTUMYJIOB.
B xoMmaHUM MMeNl MeCTO IpeUMYIIeCTBeHHO TOPM30HTa/IbHbIN KapbepHbIil pocT. Pe-
IIeHNe O TlepeMellleHnN PabOTHMKA MPUHUMAITU SCrum-MacTep ¥ JUPEeKTOP KOMIaHU.
Kpome Toro, pyHKuMOHMpOBana BHYTpeHHsA OMpKa, JOCTYII K KOTOPOJ OCYIeCT-
BJIAJICA Yepe3 BHYTPEeHHMI MOPTal. ITO JaBaJIo BO3MOXKHOCTD JIOS/IbHBIM KOMITAHUM
paboTHUKaM IIOMEHATh KOMaH/y 6e3 cornacus pykoBoaurens. [Ipoasikenns 6a3npo-
Ba/IVICh Ha OL[eHKe PYKOBOZUTES U CUCTeMe OLleHKY 360 rpagycoB (J/1s1 MEHeIKepOB).
AccecMeHT IpOBOAMJICS Pa3 B MOJITOfA.

IIpakmuxu pacuiuperus pabouux 603mMoxcHOCHeNH. TV TPAKTUKY MPEACTAB/IAIOT
co6oit Tperuit anemeHT Mogenu AMO, co3paromuii yCIoBys OpraHU3alIOHHOI CPefb,
CIIOCOOCTBYIOIIEN peanu3anuy npeumyiiects Agile.

264 Becmuuk CII6I'Y. Meneoxmernm. 2018. T. 17. Boin. 3
143



Opzaﬂumuuormo—ncuxonozwtecxue acnexkmeol ynpasjeHus 4enoeeuecKumu pecypcamu 6 agile—rcomnauuﬂx

HexoTopble rpymnmnsl B KOMIIaHUY He paboTanu 1o agile-meTomonorny, 3aHUMasiCh
CJIOKHBIMU 3afladaMy IO TPaJMLIMOHHBIM TEXHONOTUAM YIpaBiaeHMA. YjieHbl rpynn
SIBJISUTUCH TIPEICTABUTENIMM OOJIee CTApIIeTro BO3pacTa, 06maganu 6OMbIINM OIMBITOM
u ObUIM 9KcnepTamu B cBoeil obmactu. OHM He moppmepkuBanu agile-meropmonoruu,
CUMTas UX TOBEPXHOCTHBIMU U JIETKOBECHBIMU JI/ISI PellIeHNsT KOMIUTEKCHBIX TIPo6ieMm,
0COOEHHO CO CIIOKHBIMM 3aKa3aMU U HEJOCTATOYHO TMOKMMM 3aKasuyMKaMy. Scrum-
IpOIlelyphl He BCErZia IIPUBOANWIN K OXKUIaeMbIM pe3ynbrataM. HekoTopblie paboTHu-
KM OLIEHUBA/IN eXKeTHEBHbBIE COBEIIaHMS KaK IIOBMHHOCTb.

B xoMnanuu Obl1a BBefleHa pOJIb Ijiepa IPYIIIbI, OCHOBHAS 3a/jadya KOTOPOTO 3a-
KJII0YajIach B MOAfep>KaHUM TPYLOBOM AUCHUIIINHEL IIpencTaBuTeny KOMIIAaHUM OT-
Meyvasiy, YTO MHOT/A YYaCTHYKY KOMaH/[] He XOTe/IV IIPOSIB/IATh MHUIMATHUBY 1 OpaTh Ha
ce6s1 OTBETCTBEHHOCTD 32 Pe3y/IbTaThI.

Heo6x0a1M0 OTMETUTb OYE€Hb BBICOKYIO CTeIeHb JOCTYIHOCTY MHpOpManm o
IPOJYKTE 32 CUET «PETPOCIEKTUBY, «CTEH/IATIOB»> 1 PYIUX 57IEMEHTOB agile-nmoaxoya.
Ha maHHBII MOMEHT MMeeT MeCTO 9Tall 0OHOBIEHUS IIEeHHOCTEN, COMPOBOXKIAOIINITCS
aKTVMBHBIM JCIIO/Ib30BaHMEM B KOMMYHUKALMAX TaKMX MHCTPYMEHTOB, KaK KopIopa-
TUBHAas Ta3eTa, GaHHEPDI, KaTeH/JaPH.

060611125 MIpeficTaBIeHHbIE JAHHBIE, MOXKHO MPENTIONOXUTD, uto YYUP B mepuon
ocBoeHus agile-mopxona 6bIIO M30/IMPOBAHO OT PeANbHBIX IPOLIECCOB YIPABIECHNS
HepcoHanoM. [leATeTbHOCTD 10 YIPaB/IeHUIO Ye/T0OBeYeCKMMM pecypcaMy B KOMIIAaHUM
He HOCMJIa CUCTEMATHYeCKOro XapaKkTepa ¥ CBOAMIACH K OTOOPY IepcoHana U pele-
HIIO BCTIIOMOTaTe/lbHBIX BOIPOcoB. PyHKIMA yIpaBieHNsA MOBeJeHleM COTPYAHMUKOB
B OOJIbLIIENI CTENIEHN OCYIeCTB/IA/IACh HA YPOBHE KOMaH/[, COTPYAHMKAMY, UTPAIOLIMU
ponu agile-xoyueit, scrum-MacTepoB U BjIajie/IblieB IPOYKTOB.

ITocre cMeHBI aKIIOHEPOB 1 M3MeHeHVs 0011Iell M/Ie0/IOTMY YIIPaB/IeHVs B KOMIIa-
HIUU BOCIIPOM3BOAUTCA TpafUlLIMOHHasA cxeMa YUP B yclIoBMAX MPOEKTHOTO yIIpaBile-
HUSA — KaCKaJHbI IOIXO].

Keiic 2. «BHenpenne Agile yepes KyIbTypHBIiT Ko KoMIaHum». «5-I1» — kpym-
HEeJMIINI CepBIC 37IEKTPOHHBIX IUTaTexel Pynera, nMmerommii nepsoe B Poccun crienna-
U3UPOBaHHOE OAHKOBCKOE CBUIETENbCTBO JI/ISI CUCTEMbl MHTEPHEeT-TIaTexeil. B Ha-
game 2017 T. cepBuC HacuUThIBaM 30 M/TH TIOb30BaTeNEl, OBUIO MTOMKIIOYEHO 75 THIC.
MarasuHoB. B kommauuu pabotaet 6omee 700 uenoBek, MITAT pacTeT mpuMepHo Ha 30%
B rof1. bonbiie monoBuHe! nepconana — M T-cnennanuctet (pa3paboTIUK, TECTUPOB-
MIMKY U T. 11.). YYUP-enapraMeHT HacunThIBaeT 14 YenoBex.

JlessTeTbHOCTh KOMIIAHMM OTC/IeKMBANach aBTOpPaMM CTAaTby Ha IPOTSKEHUU
2017-2018 rr. mocne y4yacTusa B CeMMHape, Ife ObUT TIpefICTaB/IEeH MOKIA] JUPEKTOpa
YYP-penapramenTa o BHegpeHun agile-nmopxona. Kpome toro, B Mae 2018 1. ¢ iupekTo-
poMm YYUP-penmaprameHTa OBIIO IPOBEEHO JBa ITyOMHHBIX CTPYKTYPUPOBAHHBIX VH-
TePBBIO.

2 «PerpocieKTyBa» — ceccysi 10 pasbopy HOMy4eHHOro ombita. «CTeHfal» — COBElaHNe CTOs Ha
15 MUHYT, BO BpeM: KOTOPOTrO KaXK/Iblil y4aCTHUK JO/DKEH OTBETUTD Ha TPM BOIIPOCA: YTO A CHe/Ial BUepa,
YTO A CHEIAI0 CETOIHA 1 YTO MEHA TOPMO3UT?
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IIpakTuyecku BO BCEX HOBOBBEAEHMAX B KOMIAHMM clenyanaucTtol YUIP-
TelapTaMeHTa IPMHMMAIOT aKTMBHOE y4acTye. 1o MHeHMIO [upeKTopa fenapTaMenTa,
3TO CTAJI0 BO3MO>KHBIM IIOTOMY, YTO B KOMIIAHUY €CTb KOMaH/ja PyKOBOZUTEIeN, 00b-
e[VMHEHHDIX 0011Iell e/IbI0 U Pas3Ae/AINX o0lye eHHOCTH, O0IIyI0 Ky/IbTypy (Tak
Ha3bIBaeMbIil Ky/IbTYPHBI Kox). Ha Bormpoc o ToM, B 4eM MCTOKM KY/IbTYPbI, II03BOJLA-
IOIelT aKTMBHO MCIIONb30BaTh Agile, mupexTop oTBeTN Tak: «/Iefo He B OTAENbHBIX
mupiepax: 3a 15 71eT cylecTBOBaHMA KOMIIAHUY €€ TUAIePbl HECKONIbKO Pa3 MEHANCH, HO
XapakTep KyJAbTYPHI B LIEIOM OCTAeTCsA MOCTOSHHBIM — JIEMOKPATMYHOCTb, OPMEHTA-
1LVIs1 Ha TIOMCK U TTOAAepXKy. Ecny Bo3HuKaeT rmpo6ieMa, Mbl cpa3y AyMaeM, KOTo IIpy-
IJTACUTD, KOTO 3TO KacaeTcsA. Agile TOMbKO 1 MOXKET CyILeCTBOBATb B TAKOM OTKPBLITO
¥ YBOKUTEIbHOI aTMoc(epe, KOrfa Bce BBIPaOaThIBAIOT pellleHle, KOTOPOe X B UTOTe
KOCHETCA».

Agﬂe-MeTOJIO)'IOFI/IIO VCIoNnb3yooT 20 BeliCTBYIOUIX KOMAaH/I. Heo6xogumo rnogyep-
KHYTb, 4TO agile-moaxoy BHeApsieTCs He B OMHOM (popMarte, IOCKO/IBKY paboTaromas
IJTaTeXKHAA CUCTEMa KOMIIAHMM HaK/IafIbIBaeT ONpeeNIeHHble OTpaHNYeHNA. [JpeKTop
YYP-gemapraMeHTa ONMCbIBaeT CUTyaluio Tak: «KomMaHAbl paspabaTblBaloT HOBbIE
IPOAYKTbI, HO OHU JO/DKHBI paboTaTh B MHTETpALM C pabOTAIOMINMIY IIPOAYKTAMU, B
3TOM CMBICJIE 3TO HE COBCEM HOBBIE MIPOEKTHI II0 CPABHEHMIO C HE3aBYICYMbBIMU CTapTa-
naMy». CBA3b ¢ TPANVUIIVOHHBIM IIPOEKTHBIM YIIPABJIeHVEM IIPOsB/IACTCS, HAIpUMeED, B
TOM, 9YTO B KOMITAaHMM COXPaHeHa NO/DKHOCTD project-MeHelKepa, KOTOPBIN YaCTUYHO
BBHINIOTTHAET B KOMaH/le PYyHKLIMN SCrum-MacTepa.

IIpakmuxu passumus komnemenyuti. Ilogbop, obydeHne u pasBuTHe, HAIPAB-
JleHHbIe Ha (OpPMUpPOBaHME HEOOXOAMMBIX KOMIIETEHIINI, OCYIIEeCTB/IAIOTCSA B TECHO
B3aMMOCBSA3M C 0011ell KyIbTYpOil KOMIIAHUY B IIPOLiecce MOCTOSHHBIX KOHTAKTOB C
MeHe[pKepaMy IpoeKToB. Basknas ponp YUP-genapramMenTa B 00y4eHNI — 3KCIEPTH-
3a IIpu 0T6Ope MpOoBaiiiepoB 0 0cBoeHMIO agile-moaxona. Kommanus npeamnounraer,
4TOOBI €€ COTPYAHNUKOB YUN/IM CIIEIVA/INCThI, KOTOPbIE He TO/IBKO BJIaIeI0T TeXHOJIOT -
eif, HO 1 IMEIOT OIIBIT PabOTbl, CHOCOOHBI HA KOHKPETHBIX IIPMMepax Hay4nUTb pellaTh
BO3HMKaroIue mpobnemel. Kaxxgoe pereHne 1o 00y4eHUI0 BKII0YaeT KOHCY/IbTALIO
3KCIIepTa B 00/1acTV OOyIeHNA.

Ponp YUP-penapraMeHTa TakXe CyLIeCTBEHHa IIpU OTOOpe IPETEHJEHTOB Ha
oTkpoITble BakaHcuu. Corpymauku YYP-fmemapraMeHTa OTMEYAIOT, YTO COMCKATesLA
«C TIPUCTPACTVIEM JIONPAILINMBAIOT IO Bcell TexHonmoruy Agile» (Ha ee 3HaHMe U MOHU-
MaHIe) C LIeJIbI0 OIIPEIe/INTD, YTO OH 3HAeT U YMeeT I YeMy ero Hajo foyuusats. [Ipn
0TOOpe IMPOBOUTCS KeliC-MHTEPBbIO: KOMIIEKC BOIIPOCOB KacaeTCsl IOBEJEeHNsI COVC-
Kareid KaK B IIPOLUIOM, TaK M B IepclekTuBe. KpoMe TOro, MConb3yercss TeXHUYe-
CKO€ VIHTEPBbIO, KOTOPOe IPOBOAAT TeXHMYecKue crennamictel. CregyeT OTMETUTD,
4TO 3HAHME U NTOHMMaHMe agile-1IOX0fa He SAB/IAETCSI OCHOBHBIM KpUTepyeM oTOopa:
K/TIOYEBBIM CTAHOBUTCS HeOpMalM30BaHHDI KPUTEPUIL, KOTOPBIN MOHMMAeTCs Ha
MHTYUTUBHOM ypPOBHE («HAII — He HaIII»).

Y cnenmanucroB YYP-nenapramenTa, OTBETCTBEHHBIX 3a peKPYTMeHT, HeT KPI Ha
3aKpbITue BakaHcum. Kak cunraer gupexrop YUP-nenapramenTa, II1aBHOE [JIs CIIELIN-
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aJIMCTa 9TOTO OTAe/Ia — MOHMMATh, «BO YTO OH BHE[[PEH, YTOObI IIPEIIOKUTD IPABUIb-
HOe peleHne». PeKpyTep He TOIBKO OTB€YaeT 3a IMOMCK KaHAM/aTa, HO U BENET €To [0
KOHIIA MICIIBITAaTe/IbHOrO cpoKa: «OH JO/DKeH C HMM IINUTD 4ali, pa3roBapyUBarh, CIIpall-
BaTb, IOMOTATh C afIalITaLVel], IPY 9TOM OH OYeHb IVIOTHO 001IAeTCs C pYKOBOAUTENIEM
COTPY[HUKA, €T0 3aKa3YMKOM. DTHU 3aKa34MKM 4YacTO caMM HAIpAMYI K cBouM HR-am
HIPUXOAAT 00CY>KAATh BOIPOochl. Bce HR-bI HO/DKHBI 04eHb XOPOIIO TIOHNMATb OU3HeC,
TOJIBKO TOIZIa OHM YCIIEIIHBI».

Hpaxmuxu momuseayuu u cmumynuposarus. Ilpy ToCTpoeHNN CUCTEMBI CTUMY-
JMPOBAaHNA B KOMIIAaHUY CTapaloTCA MOOIIPATh TPYIIIOBYIO MOTUBALIO, TAK KaK OIlIa-
Ta TPy/Aa CBsI3aHa C pe3y/IbraTaMy KOMaHHON paboTsl. Crienmanuct no YYUP akTuBHO
BOBJIEYEH B IIPOLIECC OLIEHKY PaspaboTUMKOB, KOTOpas OMMPAeTCsl Ha KOMAaH[HBIN pe-
3y/1bTaT (B COOTBETCTBUM C IUVIAHOM) U KadecTBO paboTsl. I[Tpu 100%-M BbBIIOTHEHUN
KBapTa/IbHOTO IJIAHA BCe IIOJIy4AI0T KBapTa/IbHYI0 IIpeMuio. Kpome Toro, yuntoiBaercs
OLIeHKa project-MeHeXepa — TO, HACKOJIbKO COTPYAHUK ObII BOB/IeYeH B paboTy KO-
MaHAbL Taioke y KaX/joro pa3paboTdmka eCTb PyKOBOAUTEND 110 ero (yHKIMOHAIIb-
HOIl pOJIN, KOTOPBIl OLEHNMBAET €ro NMpodecCHOHANTbHEI YPOBeHb. VI3 aTux oLeHOK
CKJIaJIbIBAaeTCs KBapTalbHas IpeMus paspaborunka. Corpyguukn YYP-nenapramenTa
[AIOT PeKOMEH/IallNy, KaK OLleHNBATh, 00YYalOT project-MeHeIKepoB, KaK yIUThIBATD
BKJIaJl, IaBaTh OOPATHYIO CBs3b, pa3BUBATh U OPraHM30BaTh HacTaBHMYeCTBO. ITo cro-
BaM COTPYSHMKOB YUP-nofpasmenenns, «Mbl JaeM MHCTPYMEHTBI».

HecMoTpst Ha 3Ha4YeHMe MaTepMalbHBIX CTUMYIIOB, B KOMIIAHUU YOEAUINCD, YTO
IJIaBHAsl MOTMBALVIA [Is YWIEHOB agile-koMaH — paborta, ee cogepxxanue. Eciu Bo3un-
KaeT 3a/java 1o pa3paboTKe IIaHa MOOI[PEHNIL, TO, IO C/IOBaM pecronenTa, «HR nger
B OM3HEC»: CIIyLIAeT, 3a/jaeT BOIIPOCHI, 13y4aeT (PaKTOPbI, KOTOPBIE OIPEeA0T YCIeX
«IIPOJYKTOBOJ» KOMaH/bl. TONBKO IOCTIE BCECTOPOHHETO M3y4YeHsI CUTYaLUM TIpefyIa-
raeTcs pellleHMe C yKasaHueM BO3MOXKHBIX pe3ynbraToB. OXKMaaeTcs, YTO CBOIO I103M-
LMI0 OTHOCUTEIPHO MOTUBALIVM crienyannuct Y YP-memapraMenTa saluTUT Ha JUCKYC-
CIU C OLIOPOIT Ha peajbHble OM3HeCc-I10Ka3aTe/y IOApasie/ieHNsI M B KOHTEKCTe 00Iux
OusHec-ycTpemiennit opranmsanym. I[Ipu atom crienuamuct YYP-gemapramenra mo-
XeT TPEIIOKUTb pa3paboTaTh MMIOTHYIO BEPCUIO IPOeKTa (HAalpyuMep, Ha KBapTa),
4TOOBI OLEHUTD 11e/1eCO0OPAa3HOCTD ero Ja/bHeillero BHeipeHus. [IpoakTuBHas ponb
crienuamicra YUP-penapraMenta — 0ObIuHasl IPaKTMKa B KOMIIAHVI: OH UTpaeT He
TOJIBKO KOHCY/IbTAlIIOHHYI0, HO ¥ JUKTYIOLIYIO POJb.

IIpakmuxu pacwupenuss pabouux 603moxHocmeli. [JaHHOMY 9/IeMEHTY MOZEIN
AMO B koMIIaHUM yfe/sieTcst 0coboe BHUMaHMe. YUP-ennapraMeHT aKTUBHO y4acTBY-
€T B IIpolecce pa3BUTHA KoMaH/. XOTA 3aflada pasBUTHUA KOMaHABI Y TOAJEpKaHUsA
€e BBICOKOTO KOMAHJHOTO JyXa CTaBUTCA Iepel project-MeHemKepaMu, CIIeL/au-
ctel YYP-genapraMeHTa 00€CednBalOT X MHCTPYMEHTaMIU: OOYYalOT IPOBEJECHIIO
KOMaHZ000pasyIOIX MePOIPUATIIL, KOHCYIBTUPYIOT 110 TeXHOJOTUAM YIPaBIeHNUs
KOHQMUKTaMK B KoMaHpax. IIpm Heobxommmoctu cnenyamuct YYP-genapramenta
OIlepaTMBHO BOBJIEKAETCS B /TI000IT BOIIPOC, CBSI3AHHBII C JOCTIDKEHMEM KOMAHIOM 3a-
IUIAaHVPOBAHHBIX ITOKa3aTeIeln.
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Ba>kHemmit 371eMeHT KyIbTypbl KOMIIAHUM — OTKPbBITOCTb, YBAXKUTEIbHOCTD U
CIIOCOOHOCTD MEHATHCA. B KOMIIaHUM TOMUHMPYET HEeMOKpPATUYeCKUIl CTUIb MeHef-
YKMEHTa, KOT/ja KX/IbIil MMeeT IpaBo ronoca. CyliecTByeT epapxus, HO OHa He O/I0KM-
pyeT KoMMyHMKauuo. I1o BaXHBIM BOIIpOCaM YacTO IPUHUMAIOTCS KOMaH/IHbIE pellle-
HIS, 32 c4eT Jero popmupyercs obuiee MHGOPMAIVIOHHOE TI0JIe U [TOBBILIACTCS JINY-
HasA OTBETCTBEHHOCTb. B KOMITaHMM IIPU3HAIOTCA U OTKPBITO 0OCYXK/JAIOTCA OLIMOKIL.
IIpaxTy4yecKu BO BCEX HOBOBBEIEHUAX CIENaNNCThl Y YP-enmapraMenTa NpyMHIMAIOT
akTMBHOe y4actue. OTMeuaeTcsa Haau4ye pasjensaeMbIX OOLIMX Iie/eil ¥ LeHHOCTe,
KOPIIOPaTUBHOI KynbTypbl. HecMOTps Ha cMeHY /IfiepOB, XapaKTep KY/IbTYPbl B 11€/IOM
coxpaHseTcA — JeMOKPaTMYHOCTb, OpPMEHTALVs Ha IIOVCK U NMOJIePXKKY. B KoMmanun
IIO/IATAIOT, YTO /I COOTBeTCTBMA agile-mopaxony crenmamicter YUP-nenapramenra
JIOJDKHBI yMeTb UIPaTh ponib OusHec-napTHepa. [Jupekrop YUP-gemaprameHnra Bcer-
Jla HAXOAMUTCA B IIEHTPe BCEX BAXKHENIINX COOBITII, CMHXPOHU3UPYET MHGOPMALIO C
WT-nupekropoMm, co cBouM pyKoBoguTeneM. KpoMe Toro, NpoBoaATCs eXKeHefleNbHble
coOpaHMsI BCeX IMPEKTOPOB C aHANMN30M OM3Hec-II0Ka3aTernell, akTyalbHbIX IPO6/IeM 1
BOIIPOCOB, O/1arofiaps 4eMy HOJiep>KUBAeTCs efMHOe MH(POPMALMOHHOE TI0TIE.

PaccMoTpeHHbBIe KeViChI IPEeACTaB/IAI0T cO00il IPUMEPHI IBYX PasHbIX T€H/EHIMI
TpaHchopmanyy YUP B agile-kommanmax. OnbiT «I1-C» geMOHCTpUpyeT OTCYTCTBUE
9YeTKO BbIPA)KEHHOI CTpaTerny YIpaBJeHMs 4eI0OBEYeCKMMM PeCcypcaMy B HOBBIX ycC-
TOBUAX, MMHMMM3aLuIo ydactusa Y YP-nenapramenTa B mpoljeccax ypasjieHns BIUIOTh
JI0 BCIIOMOTATe/IbHOTO YPOBHA. MOXKHO IIPEAIIONOXNUTD, YTO IMEHHO 3TO 00CTOATENb-
CTBO B COBOKYITHOCTY C U3MEHEHVeM O01Iell CTpaTerny AesATe/IbHOCTY KOMITAHUM CIIO-
cOOCTBOBAJIO BO3BPATy K TPAAUIIVIOHHBIM IIpaKTUKaM ynpasienus. [Ipakruka «5-II»,
HAIIPOTUB, JJEMOHCTPUPYET BO3MOXHOCTM YCIIEITHOTO BHeIpeHus agile-MeToponornit
B TOM CiIy4ae, Korjga YYP mHTerpupyetcs c obuieit crpaTeryeit 1 KyIbTypoii OusHeca,
YYP-menapTaMeHT CTAHOBUTCS IIPOBOSHMKOM BHEIPAEMbBIX MHHOBALMIL, a IUPEKTOP
IIO IIePCOHATYy UTPAeT POJIb OM3Hec-apTHepa.

3AK/ITIOYEHUE

AHanM3 npuBeeHHBIX IPUMEPOB BHeApeHN agile-MeTonomornit 1 COOTBETCTBY-

omux YYP-IpakTuK MO3BOMAET CAIe/IaTh CIEAYIOLE BBIBObL:

+ 3HavyeHye YYP-pmemapramenTa B JOCTIDKEHNM yCIexa BHepeHM agile-meTopno-
orMit 06YC/IOBIEHO TeM, HACKOJIBKO €ro AesITe/IbHOCTh MHTETPUpOBaHa ¢ 06-
leil cTpaTerneil ynpasaeHs KOMIIAaHUEN ¥ COOTBETCTBYET €€ OpraHM3al/IOH-
HOI KynbType. B nepBom keiice YUP-nenapraMeHT ObIT M30/IMPOBaH OT pellle-
HUS K/IIOYEBBIX BOIIPOCOB U BBIIOMHA BCIIOMOTaTe/IbHble PyHKIVM. Bo BTO-
pom — ponp YYP-femapramenTa mprbIvbKeHa K CTPATErMyecKoil, JUPEKTOp
110 TIepCOHATY BBINONHsET QYHKINMM OM3HEC-TIAPTHEPa;

¢ QYHKIVM U CTelleHb aKTMBHOCTK U BausAHMUA YUP-menmapraMenTa HanpsAMyio
CBSI3aHBI C OCOOEHHOCTSIMM MPUMeHsIeMbIX TMPAKTUK. C TOYKU 3peHus: Mofe-
m AMO B «I1-C» npaxtuku YYP obecrednBany B OCHOBHOM OffHO HAIIpaB-
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JleHne — OTOOp ¥ HaeM HOBBIX COTPYHZHMKOB. Bce ocranmbHble QyHKIMM —
obydyeHyue M pasBUTHUe, BO3HarpaxjeHue 1 (GOpMUpOBaHUE YCTIOBUIL I
paboThl Ipynn — ObUIM HepefaHbl KOMAaHAHBIM MeHemkepaM. B «f-II» YUP-
[lellapTaMeHT WUIPajl MPOAKTUBHYIO PO/b B OCYLIECTBICHUU BCEX OCHOBHBIX
¢bynkuuit YYP-geatenbHOCTH;

¢ YYP B «II-C» MOXHO XapaKTep130BaTh KaK 00/Iee TEXHOKPATUIECKOe, OPMEeH-
TMPOBAHHOE Ha BBIIIO/IHEHNE peKOMEeHALMIT scrum-pykoBogcTsa [Caseprens,
2017]. YYP B «fI-J]» MO>KHO OLIeHUTb KaK 60siee ruOKoe, MMeloliee ryMaHUTap-
HYIO HallpaB/IeHHOCTbD ¥ YYUTBIBAIOLIee COLMATbHO-ICXOIOTYeCKIIe aCIIEKThI
IPyNIIOBOIL PeHOMEHOIOT .

ITo MHenuo [I. Ynbpuxa®, B HacTOsIee BpeMs B MUpe IPOUCXOAAT PEBOJIIOLMOH-
Hble M3MeHeHnA B obmactu YUP [Lawrence, 2018]. Kak Hu mapagokcanbHo, mydpo-
BU3ALVA CTYMYIUPYeT FyMaHUTAPHYIO IepeOPUEHTALIMIO YIIPAB/ICHNA Ye/I0BeYeCKIIMI
pecypcamu. ITO IpoOABIAETCA B CTpaTerndeckoil mHTerpanuyu Y4YP-npaxkrtuk, nepe-
HOCe BHVMMAaHUA C YIPaB/IeHNUA OTJe/NIbHBIMIA TaTAHTaMV Ha OPTaHM3AL[MI0 KOMAaHMbI 1
JIMAIEPCTBA, TIepexofie OT KOMIIETEHTHOCTHOTO NOAXO/ia (IIpaBM/IbHble HaBBIKM B IIpa-
BIJIBHOM MeCTe B IIPaBU/IbHOE BpeMs) K (OKYCY Ha BOBJIEYEHHOCTD (9MOLIMOHAIbHAS
IPUBEP)KEHHOCTh U HaXOXK/JeHNe CMBIC/IA B paboTe).

Kak nokasan aHamn3 MHPOPMAIMOHHBIX MCTOYHMKOB ¥ MAaTepPUaIOB HAIIUX Ha-
OnmofleHNii B KOMIIAHUAX, IBITABIIVXCSA BHEAPUTDH agile-MeTomonmorum ympasieHus
IpOeKTaMU, IPOLeCC BHEAPEHA CONPSDKEH C PAJOM HepellleHHbIX Ipo6yeM B 06/1acTn
YYP, B yacTHOCTH:

¢ mpeobnagaHye TEXHOKPATIYECKOTO MOAXO0/A [0 CPABHEHNIO C COIMANTbHO-TICH-
XOJIOTMYECKVM B YIIPABJIEHUY IPOVCXOAAIIMMY TPAHCPOPMALUAMY;

¢ IIPOTMBOpEYMs MEXAY aIMUHICTPATUBHBIMY U COflep)KaTeTbHBIMU QYHKIVA-
MM yIIPABJIEHNA YE€TI0BEYECKMMU PeCypcaMi B KOMITAHMAX;

¢ IlepepacrpefeneHre (QYHKIWIT YIpaBIeHUs IepcoOHaoM Mexay Y4P-
crenyanucTaMim U MeHeIpPKepaMu IIPOEKTOB;

¢ OTCYTCTBME CUCTEMHOCTH IOATOTOBKM ¥ HEIOCTATOK 3HAHMII CIIELMaNICTOB B
0071aCcTy YIIpaB/IeH)sI YeJIOBEeYeCKMY PeCypCcaMi I pellleHV sl BO3HUKAIOIIMX
3a/iay.

Mo>XKHO TIpeANoNOKNUTh, YTO HEIOCTATOYHOE BHUMAaHIE K IepedMCIeHHBIM IIPO-
O1eMaM IpuBefieT K IOBTOPEHNIO OIBITa BHEPeHNA OpurafHbIX moapsanos. Pemenne
3TUX Ipo6/IeM BO3MOXKHO Iy TeM C/IeAYIIVX Tpeobpasosanmii. [Ipexxne Bcero, Hy>kKHO
M3MeHNTD porb 1 dyHkumy YUP B cucTeMe yripaBieHnsa opranmusanyieii: MMHUMMU3NPO-
BaTb a/IMIHVCTPATYBHO-YYETHYIO QYHKIIVIO; IePeHACTPOUTD Y4eTHbIE IPOLeCChI U Me-
Tpuky 3G eKTUBHOCTI Ha OCHOBHBIE Iienn OusHeca; nepesectn Y YP-cnenuanucra Ha
ypOBeHb OM3HeC-ITapTHepa; BBECTH PO/ KOHCY/IBTAHTOB ¥ OPTAaHM3aTOPOB IIPOIIECCOB

3 Ilssux Ynbpux (David Olson Ulrich) — npogeccop, wien HarmonansHoit akagemuu YUP CIIIA,
aBrop 20 xHur 1 6omee 100 crareit mo npobnemam YUP. B Poccun mepesefieHa u uspaHa MoHorpadus
[Vnbpux, 2007].

Becmuuk CII6I'Y. Menedxmernm. 2018. T. 17. Boin. 3 269
148



E. K. 3asvsnosa, A. M. Ancygoes, B. V. Jomunsix, A. JI. Samynun, A. FO. JTucosckas, J]. H. Cokonos

00y4eHMs1 pabOTHIKOB IIOBEJEHNUIO B HOBBIX OpTaHM3AIIOHHBIX YCI0BUAX (popmupo-
BaHNUe OPraHN3ALMOHHON KY/IbTYPBl BOBEYEHHOCTI; Pa3BIUTIE HABBIKOB KOMAH/HO
pabotser). Kpome Toro, He06X0AMMO COBEpIIEHCTBOBATh CUCTEMY IIOTOTOBKY CIIeIya-
JIUCTOB B 06/1aCTI yIIPaB/IeHs Ye/I0BEIeCKUMI pecypcamu: GOpMUpOBaTh LeTOCTHBII
MEXAUCLUIUIMHAPHBI ITOAXO0M K 00yUYeHNI0, COYeTAIOMINII KaK 9KOHOMIYECKYIO, TaK U
TYMaHUTApHYIO 623y 3HAaHMIL.

BhInonHeHHOE 1CCIefOBaHMe VICIIONb3yeT METOAbl KaueCTBEHHOro aHammsa. [l
TOTO YTOOBI IIPEOOIETh OTPAHIYEHIsI, CBA3aHHbIE C ITUMI METONAMI, B Ja/IbHEIIIeM
IUTAHVPYETCsI IIPOBECTI KONMMYeCTBEHHOE MCCIe0BaHe, HAIIPaB/IeHHOE Ha YTOYHEHNe
VI Pa3BUTHeE 3HAHMII O PO U IPAKTUKAX YIIPAB/ICHNS YeTIOBEUECKVIMI PecypcaMu B
COBpPEMEHHBIX TMOKVX TeXHOMOTVISIX MEeHEeIKMEHTa.
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ITPVJIO’KEHVE

PYKOBOJCTBO K ITPOBEJEHNIO CTPYKTYPMMPOBAHHOT O MHTEPBbBIO

IIpakTuka Y4P Copepsxanne npaktuk YUP B KomnaHum
Haem/OT160p Kputepun orbopa nepconana
HepCcoHaa ITporenypa HaliMa: Kakie TeCTbl/MeTOfbI 0TOOpa

UCIIONb3YIOTCA

Orjenka paboTsl

[Tponenypa OLeHKN: MHAMBUAYaIbHAA, KOMAaH/IHAs

HepCoHaIa a¢ddexTUBHOCTD
ITepropMIHOCTD OLIEHKI: €KETOfIHAs, TI0 Pe3y/IbTaTaM IIPOEKTa
Kpurepun onenku
Pemenns u geiicTBuA 10 pe3y/nibTaTaM OLLEHKU
Cucrema CprKTypa KOMITIEHCAllVIOHHOTO IIaKeTAa, IIPVHINIIbBI €TO
BO3HArpakIeHNA (dbopMupoOBaHNs, HOCTOSHHAS Y IIepeMeHHast 4acTu
MaTepI/IaTIbeIe " HEMaTepMaIbHbI€ CTUMYJIbL
CoueraHyue MHAMBUYaTbHOTO ¥ KOMaH/JHOTO BO3HATPXXAEeHNUA
Kapnepa Oco6eHHOCT KapbepHOTO IPOJBIDKEHNA: YCTIOBUSA 1
BO3MO>XHOCTH KapbepHOT0 pOCTa
O6yuenne ITpuHsTHE perIeHNiT O HeOOXOAMMOCTY 00y YeH IS
OcobeHHOCTH OpraHm3anuy 06ydeHus, Bbi6opa IporpamMm
Komanpnas [TpuHumn u MeTons! GopMupoBaHMs paboUNX KOMAH
pabota DopMupoBaHme YCIOBUIT KOMaH/IHOTO B3aMMOJeiiCTBIUA
ITop6op mepcoHasa Ha pojM SCrum-MacTepa 1 Biajie/iblia
HPOZIyKTa
KOMMYHI/IKaI_U/H/I OCO6CHHOCTI/I KOMMyHI/[KaIl]/I]Z B KOMITaHUMN: OTKPBITOCTD U

pacrpocTpaHenue nHGopManumn

Ponb YYP-penapramenra

Porb u ¢pyuxumn YYP-genapramMenTa B KOMIAHUN
Yro penaer YUP-menapraMeHT O yIpaB/IeHUIO IIEPCOHATIOM
agile-xomann?

274

Becmuuk CII6I'Y. Meneoxmernm. 2018. T. 17. Boin. 3
153



https://www.emerald.com/insight/1934-8835.htm

The current issue and full text archive of this journal is available on Emerald Insight at:

Agile vs traditional project
management approaches

Comparing human resource
management architectures

Elena Zavyalova, Dmitri Sokolov and Antonina Lisovskaya
Graduate School of Management,
St. Petersburg State University,
St. Petersburg, Russian Federation

Abstract

Purpose — Agile project management methods gain increasing attention of practitioners while they often
remain neglected by scholarly research. Specifically, there is little known about how performance factors of
agile firms differ from those of traditional firms. Scholars argue that these factors often relate to a firm’s
human resource management (HRM). This study aims to analyze and compare the HRM architectures in agile
and traditional project-based organizations that lead to high firm performance.
Design/methodology/approach — The authors apply fuzzy-set qualitative comparative analysis on
data of 154 project-based organizations of diverse professional service industries in Russia.

Findings — This study’s findings suggest that HRM architectures of high-performance agile firms imply a
broad use of ability-, motivation- and opportunity-enhancing practices and a high degree of HRM process
centralization, while traditional firms adopt more diverse HRM architectures.

Originality/value — Based on this study’s results, the authors stress the importance of ensuring a good fit
between a company’s project management approach and HRM architecture. The revealed configurations may
also provide guidance for practitioners on designing effective HRM architectures in project-based organizations.

Keywords Agile, HRM architectures, Fuzzy-set qualitative comparative analysis, Russia,
Human resource management, Project management

Paper type Research paper

1. Introduction

In the context of the contemporary economic environment’s growing uncertainty, the agile
project management approach has been recognized as highly promising. While some
project-based organizations migrate to agile methods, others commit to traditional project
management approaches (referred to as “waterfall” models).

Academic research has developed the consensus that the choice of project management
approaches should depend on other organizational factors, such as firm size, type and
peculiarities of projects, available human capital, leadership style and organizational
culture. Among these factors determining the effectiveness of project management, one of
the most important relates to organizational human resource management (HRM) activities.
Studies report that failures in the implementation of agile methods have typically been
caused by HRM-related problems, such as the lack of employees’ soft skills, deterred
communications, discrepancy between responsibilities and actual competencies of team
members and inefficient leadership styles (Cockburn and Highsmith, 2001; McAvoy and
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Butler, 2009; Koch and Turk, 2013; Hoda and Murugesan, 2016; Dhir ef al.,, 2019). So far,
findings on HRM-related issues of agile implementation are highly fragmented and,
therefore, are often poorly understood.

Although HRM is considered a crucial factor of project management success (Zwikael
and Unger-Aviram, 2010; Popaitoon and Siengthai, 2014; Khan and Rasheed, 2015), the gap
between project management and HRM still exists both in practice and in academic research
(Bredin and Soderlund, 2011; Bellini and Canonico, 2008). Little is known about what HRM
practices and systems high-performing project-based organizations use and how they
typically differ in agile and traditional firms. Furthermore, organizations still lack guidance
on how they should configure their HRM systems, human capital and other human resource
(HR)-related attributes.

In this research, we argue that the approach to project management is significantly
determined by organizational HRM factors. In our study, we go beyond the analysis of how
HRM practices used by project-based firms relate to firm performance and consider the
broader concept of HRM architecture, comprising the system of HRM practices, important
features of human capital and organizational structures for managing people. The purpose
of our research is to explore HRM architectures in high-performing project-based
organizations and understand how they may differ between agile and traditional firms. We
use a configurational lens and fuzzy-set qualitative comparative analysis (fSQCA) to reveal
configurations of HRM practices and other architectural variables that lead to high
performance of agile and traditional project-based firms.

2. Background

2.1 Agile project management

The term “agile” is frequently understood as the family of flexible approaches to project
management that are specifically effective in a context of high product complexity and
uncertainty. The agile approach is typically characterized by iterative product development,
a dynamic formation of requirements, more rapid client feedback and constant change
(Cohn, 2011). Agile project management is most often contrasted with the traditional
waterfall model, where the product is deliberately planned and appears only as a result of
the project, when feedback from the customer is no longer so valuable, as reworking the
entire project product becomes costly. Dyba and Dingseyr (2008) summarized the key
differences between agile and traditional project management (Table I).

Agile project management was initially developed in the software industry but has
grown far outside information technology (IT) development projects (Conforto et al., 2014;
Serrador and Pinto, 2015). Scholars documented successful applications of agile approaches
in most of the knowledge-intensive professional service industries (Conforto et al., 2014).

There is no universal practical guidance on how to manage agile projects. Agile
management rather represents a family of specific frameworks (e.g. scrum, kanban or lean
product development) that adhere to the Agile Manifesto, which consists of 12 principles
(Beck et al., 2001). The main ideas are represented by the principles of priority for customers,
welcoming changing requirements, a close collaboration with end-users, a high level of team
self-organization and constant reflections on project progress.

The professional and academic literature usually considers scrum as the most common
agile framework, which reflects the Agile Manifesto principles in the most representative
way. Scrum implies assigning a role to the product owner of accumulating all product
requirements and translating them into a self-organizing development team. The
development process is divided into short-time periods called sprints, in the beginning and
at the end of which the team assembles to reflect on the project objectives, execution failures
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Matrix Traditional approach Agile approach

Fundamental assumptions Systems are fully specifiable, High-quality, adaptive software can be
predictable and can be built developed by small teams using the
through meticulous and principles of continuous design
extensive planning improvement and testing based on

rapid feedback and change

Control Process centric People centric

Management style Command and control Leadership and collaboration

Knowledge management Explicit Tacit

Communication Formal Informal

Customer’s role Important Critical

Project cycle Guided by tasks and activities Guided by product features

Development model Life cycle model (waterfall, spiral ~ The evolutionary-delivery model
or some variation)

Desired organizational Mechanistic (bureaucratic with Organic (flexible and participative

form/structure high formalization) encouraging cooperative social action)

Technology No restriction Favors object-oriented technology

Source: Dyba and Dingseyr, 2008

Human
resource

management

Table 1.

Traditional vs agile
project management

approaches

and successes. There is also often a role of scrum master: someone who works within the
team and helps everyone understand scrum theory, practices, rules and values (Schwaber
and Sutherland, 2017).

Scholars demonstrate that agile project management approaches outperform traditional
ones in terms of product quality and development time (Serrador and Pinto, 2015;
Ahimbisibwe et al, 2017; Azanha et al, 2017). However, the specific antecedents and
mechanisms of agile project management performance remain rather underexplored. In
their recent systematic review of published academic papers, Lappi et al (2018) call for more
research examining the link between agile projects and other organizational factors that
could explain the performance differences of agile approaches in different contexts.

Overall, findings from previous research suggest that the critical success factors of the
agile approach relate to how well this approach fits organization structures, processes and
other characteristics (Leybourne, 2009; Lappi and Aaltonen, 2017; Lappi et al, 2018;
Ahimbisibwe et al., 2017). One of the most important fit factors is a firm’s size; evidence
shows that the difficulty of introducing agile methods increases for larger firms (Dybé and
Dingseyr, 2008). Research has specifically focused on revealing challenges and success
factors of implementing agile project management approaches on a large scale (Dikert ef al.,
2016). Another crucial fit factor is the organization culture (livari and Huisman, 2007). For
instance, Thorgren and Caiman (2019) showed that the challenges of introducing agile
approaches are likely to be exacerbated in implementations across workplace cultures,
implying different attitudes toward inclusiveness, perceptions of collective responsibility
and degrees of openness in communication. The organization culture was among many
other peoplerelated factors that are important for agile project management success.
However, practices and systems of managing people have rarely been a focus of scholarly
research (Ahimbisibwe ef al., 2017).

2.2 Project management and human resource management
Extant research and the professional literature strongly assert that HRM and project
management are closely related in organizational practice. However, only a few studies
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theorized and empirically tested the relationship between these two concepts (Bellini and
Canonico, 2008). Research indicates that there is still a great mismatch between project
management reality and theoretical models of HRM (Bredin and Soderlund, 2011). While
project management and HRM grounded in a resource-based view of the firm are both
considered to be key sources of sustainable competitive advantages (Jugdev and Mathur,
2013), their strategic importance and mechanisms of improving performance were usually
studied within separate streams of research. In practice, however, the practices for
managing people and project governance processes are often hard to separate. Projects
themselves represent the HRM instrument (Nilsen, 2013) and a place where HRM practices
are implemented (Bredin and Soderlund, 2011).

Knowledge on the relationship between HRM and project management has mainly been
developed within two streams of literature. The first stream focused on describing
peculiarities of HRM in project-based organizations (Clark and Colling, 2005; Bredin and
Soderlund, 2007; Bellini and Canonico, 2008; Bredin, 2010; Raja ef al., 2012; Keegan ef al.,
2018). For instance, Raja et al (2012) found that a crucial challenge for HRM in firms
operating through temporary projects is associated with concurrent demands of managing
multiple forms of employment arrangements. This stream of literature tends to consider
project-based organizations as identical in terms of their HRM activities; the question of how
HRM may differ in different project-based organizations has rarely been thoroughly
explored (Keegan et al., 2018).

The second stream of literature investigated how HRM practices may contribute to
project success. The majority of studies strongly supports the positive impact of HRM on
project success (Zwikael and Unger-Aviram, 2010; Popaitoon and Siengthai, 2014; Khan and
Rasheed, 2015). Prior research has also shown that various HR-related factors, such as
managerial competencies (Smith et al, 2011), organizational culture (livari and Huisman,
2007) and training (Aramo-Immonen et al., 2011) are closely related to project success. Other
studies demonstrate that HRM has only a marginal or insignificant effect on the
performance of projects (Belout and Gauvreau, 2004; Zwikael and Unger-Aviram, 2010). The
inconsistent empirical findings may be explained by the existence of important contingency
factors that influence the effectiveness of HRM in projects. Belout and Gauvreau (2004)
found that HRM may differently affect project success in various industries, highlighting
the importance of projects’ content-related peculiarities. Khan and Rasheed (2015)
demonstrated that work ethics may also moderate the performance influence of HRM in
project-based organizations. They conclude that cultural and social factors within
organizations largely affect the execution of the project and employees’ perceptions of HRM
practices. In a similar vein, other studies highlighted the importance of the fit factors in
considering HRM'’s impact on project success (Clark and Colling, 2005; Bredin, 2010).

2.3 Human resource management in agile organizations

To review and synthesize rather fragmented research as well as practical literature devoted
to HRM in agile project-based organizations, we use the ability—motivation—opportunity
(AMO) model (Appelbaum et al, 2000). According to this model, HRM system
simultaneously works in three directions: it facilitates employees’ knowledge, skills and
abilities (ability-enhancing dimension), fosters staff motivation (motivation-enhancing
dimension) and extends working opportunities (opportunity-enhancing dimension)
(Appelbaum et al., 2000; Boxall and Purcell, 2003; Jiang et al., 2012). The ability-enhancing
dimension covers recruitment, selection, training and development practices (Jiang et al,
2012; Marin-Garcia and Tomas, 2016). The motivation-enhancing practices mainly involve
compensation and career progression of employees (Jiang et al, 2012; Marin-Garcia and
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Tomas, 2016). The opportunity-enhancing practice dimension encompasses job design, team
accountability and employee involvement practices (Jiang et al, 2012; Yin et al., 2019). The
three AMO dimensions support each other, creating synergetic effects, and constitute an
organizational HRM system. However, companies may emphasize different AMO
dimensions depending on current HR-related needs (Boxall and Purcell, 2003).

2.3.1 Ability-enhancing human resource management practices. Practices of training and
development in agile project-based companies are generally characterized by a low degree of
formalization. The agile literature contains no strict guidelines on how organizations should
ensure long-term staff development in agile projects. Employees in agile organizations
usually acquire knowledge, skills and abilities required for a specific project during the
working process, thus implementing the learning-by-doing principle. As a result of the
constant experience-sharing between team members and periodic retrospective sessions,
work and training often merge into a single process. To facilitate learning-by-doing, process
managers and/or agile coaches (scrum-masters) may be involved in team development
processes. Overall, training and development practices in agile firms tend to be team-
focused rather than individual-focused (Goebel, 2009).

Similarly, agile frameworks do not explicitly regulate recruitment procedures.
Companies using agile methodologies often link recruiting processes to a specific project
team. Therefore, the development team often acts as the main body in charge of hiring
decisions. Team members participate in interviews, set the candidate selection criteria and
use their own channels of headhunting. An important selection criterion for agile teams is
cultural fit, i.e. a shared mental model and cultural similarity with team members (Schmidt
et al.,, 2014; Gandomani and Nafchi, 2015). Employees are also required to have strong soft
skills, including risk tolerance, self-organization and goal orientation (Crowder and Friess,
2015).

Compared to more traditional project-based organizations, agile firms provide more
informal and flexible ability-enhancing practices. However, as individual soft skills are
critical to agile teams, well-designed ability-enhancing practices may strongly contribute to
agile-firm performance.

2.3.2 Motivation-enhancing human resource practices. Similar to the main ability-
enhancing practices, work compensation in agile companies is highly team-centric. As the
key performance indicator of an agile team is a working product, there is often insufficient
accounting for individual results in agile firms, which may produce a negative effect on
performance (Alashqur, 2016). Agile firms also often provide bonuses for the demonstration
of soft skills related to teamwork and knowledge-sharing.

Agile firms strongly rely on non-material incentives that define high motivation and job
satisfaction of employees (Melnik and Maurer, 2006; McHugh et al, 2013). Such incentives
may be associated with a high degree of autonomy, a sense of community with the team,
direct feedback from a customer and end-users, recognition and trust within a team,
transparency of results and variety of work performed (Tripp et al, 2016). However, the
following factors may have a negative effect on motivation in agile companies: increased
stress levels, a high workload, length and frequency of meetings and the complexity and
fragmentation of tasks (McHugh et al., 2013).

Because of the flat organizational structure, career development in agile firms is often
associated with horizontal rotations. Employees can move from one project to another,
increasing or decreasing their level of responsibility and compensation. The few options of
vertical career growth imply movement from the product developer directly to top
management positions.

Human
resource
management
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2.3.3 Opportunity-enhancing human resource practices. Team accountability practices
contributing to shifting the locus of decision-making and assuming responsibility for the
result from top managers to self-organizing teams (Yin ef al, 2019) are core HRM
instruments of agile firms. Research argues that the success of group activities depends on
the maturity level of the team (Gandomani and Nafchi, 2015). Thus, it is important to give
agile teams time to form a common mental model (Schmidt et al, 2014; Gandomani and
Nafchi, 2015). On the other hand, evidence suggests that newly formed teams operate better
within the agile approach and more cohesive teams may lead to ineffective decision-making
during agile transition (McAvoy and Butler, 2009).

Agile teams usually have high information transparency regarding the goals and content
of projects. However, team members are rarely involved in strategic decision-making. Open
communication between the team members is one of the major determinants of agile project
success (McHugh et al., 2013). The team’s autonomy is achieved through the widest possible
specialization and versatility of each team member (Hoda ef al., 2012). Responsibilities for
the result and tasks allocation within a project are shared equally between all team
members.

In general, opportunity-enhancing HRM practices represent key supporting activities for
agile projects and, therefore, are more important to enhancing firm performance in agile
firms than in traditional firms.

Overall, based on the previous analysis in this research, we anticipate that HRM
practices represent an important condition for the high performance of project-based firms.
However, for agile firms specifically, HRM plays a more strategic role and thus has a
stronger relationship with firm performance.

2.3.4 Architectural human resource management factors. The outcomes of
organizational HRM activities depend not only on the content of adopted HRM practices, but
also on other factors determining how HRM is organized in a company (Tannenbaum and
Dupuree-Bruno, 1994). For instance, firms may have different configurations of human
capital, implying higher or lower managers-to-staff ratio. It is in turn closely related to how
HRM activities are dispersed among HRM departments and linear or project management.
Studies show that the amount of HRM-related authority given to linear managers may
substantially impact the functioning and performance of HRM (Holt Larsen and Brewster,
2003). The work of HR managers may also be partially substituted by digital HRM tools,
such as e-recruitment, e-learning and automatized performance management.

To capture these factors, in this study we use the concept of HRM architectures proposed
by Lepak and Snell (2002). It is a more systematic approach to HRM that considers not only
organizational HRM practices but also other HR-related variables that may shape adopted
management practices and directly affect performance. Initially, the framework of HRM
architecture was used to identify HR practices, employment modes and employment
relationships for different employee cohorts, based on the degree to which their human
capital is strategically valuable and unique (Lepak and Snell, 2002). We use this concept as a
broader lens for analyzing organizational HRM. In the context of our research, in addition to
the AMO dimensions of HRM practices, it is important to consider the structure of human
capital, authorities of HRM departments and the degree to which digital technologies are
adopted for supporting people management.

Considering the abovementioned factors is specifically important in differentiating agile
and traditional approaches to project management. For instance, in agile project-based
firms, managers are less oriented toward control and more targeted on supporting the
activity of project teams. Because of the elimination of linear and classical project
management, HRM departments typically directly interact with project teams, without
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mediators. In traditional firms, HRM functions are diffused among linear and project
management, while in agile firms most HRM issues are concentrated within HRM
departments and partially transferred into self-organizing teams. In agile organizations, the
role of HRM is more strategic in general — to ensure the appropriate use of available social
capital and develop entrepreneurial and innovative relations between employees (Ragin-
Skorecka, 2014). HRM in agile firms may also be more centralized because of the personnel
structure. Agile firms typically have lower managers-to-staff ratios, so there are fewer
opportunities to implement broad, decentralized management systems.

3. Methodology

3.1 Data collection

To identify the HRM architectures in agile and traditional project-based companies, we
conducted a quantitative study among Russian professional service firms. We aimed at
sampling professional service firms as they typically represent a good example of project-
based organizations. The study aimed at comparing companies that use agile and
traditional approaches to project management. In our initial sampling, we tried to ensure
maximum comparability of the two groups. Therefore, the resulting samples are mostly
identical in terms of particular industries and firm size distribution.

The data was collected through structured telephone interviews conducted by a
sociological research company located in St Petersburg (Russia). The initial sample was
formed through random selection from an open database of Russian companies using
industry criteria. Interviewed firms were located in two major Russian cities: St Petersburg
and Moscow. We limited our sample to these cities as they are the two largest Russian
metropolitan areas with the highest concentration of businesses in the country.

The target respondents were HR directors/partners, chief executive officers or other top
managers involved in a company’s HRM and project management activities. The
questionnaire included a series of questions on various aspects of the implementation of
project management and HRM technologies, including the role of HRM, the level of business
strategy formalization, the use of ability-, motivation- and opportunity-enhancing HRM
practices and the adoption of agile frameworks and project management practices.

To distinguish agile companies, we explicitly asked companies whether they use agile
technologies in the majority of their projects. We also checked if a company fulfilled and
demonstrated a good understanding of all other questions on agile technologies (i.e. what
agile frameworks it uses and to what extent particular agile practices are used). If the
answers to these questions were provided, we identified the company as agile; otherwise, we
excluded the observation from our analysis and, in a few cases, considered the organization
as traditional. Overall in this research, organizations were considered agile if they used agile
project management approaches in day-to-day management in the majority of their core
business projects.

The resulting sample contained 154 companies, 61 of which used agile technologies,
including scrum (20 firms), extreme development (14), kanban (9) and others (blended or self-
developed agile approaches; 18). The industries of agile companies included software (41),
advertising and marketing (13), IT-, Web- and graphic design (7), architecture (4) and other
(3). Non-agile companies comprised software (26), advertising and marketing (26), I'T-, Web-
and graphic design (25), architecture (25), management consulting (9), HR (7) and accounting
service (3) industries. Companies in both agile and non-agile groups ranged in size from 20
to 1,000 employees.
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3.2 Measures

Ability-, motivation- and opportunity-enhancing HRM practices were measured by the
scales of Gardner et al. (2011), slightly adapted for our research objectives. The scales were
five, six and four items for ability-, motivation- and opportunity-enhancing HRM system
dimensions, respectively. Our adaptation of the initial instrument implied the unification of
all items into the form of “How often are the following HRM practices used in your
organization?” with scales ranging from 1 (not used at all) to 5 (very often). Following
Gardner et al. (2011), we argued that the use of HRM practices is a formative rather than
reflective measure. The use of HRM practices is not a reflection of latent constructs but
instead practices are combined to form latent constructs. Formative indicators are viewed as
“causing” the latent construct and are not assumed to covariate. Therefore, to ensure
construct reliability, instead of calculating Cronbach’s alpha we followed the procedure
recommended by Hair et al. (2017). First, we ensured that each indicator’s variance inflation
factor was below 4. Second, using confirmatory factor analysis with SmartPLS 3.0 software,
we ran a bootstrapping procedure and examined the significance of each indicator’s outer
weight (relative importance) and outer loading size (absolute importance). We retained only
those indicators that either had significant outer weight or had relatively high outer loading
(above 0.6). After this procedure, we eliminated one item from the ability-enhancing
practices construct and one item from the motivation-enhancing practices construct.

To measure HR decentralization, we asked respondents to indicate who takes most
responsibility for four HR processes: recruitment, pay, training and HR planning. Then we
coded data as 1 if linear managers are to a larger extent responsible for a given process, 0 if
HR managers were responsible and 0.5 if both parties were responsible to an equal extent.
Then we summated four items and obtained the total score of HR decentralization, ranging
from 0 to 4. As other independent variables, we used company size, measured as the number
of full-time employees and the professionals-to-staff ratio — indicating the share of
professional employees in the company’s overall workforce, including managers and
supporting staff. Finally, we measured the degree of HRM processes’ digitalization by
asking whether firms use IT technologies for eight particular HRM practices that are
typically associated with electronic HRM (e-HRM).

The outcome variable, firm performance, was measured using a scale of 11 items based
on Delaney and Huselid (1996). In this scale, we asked: “How would you compare the
organization’s performance over the past three years to that of other organizations that do
the same kind of work?” The adopted performance measure integrates the aspects of
financial, market and process effectiveness and is commonly used in management research.
Cronbach’s alpha was 0.91, indicating good internal consistency of the construct.

4. Results

For the analysis of our data, we used the fSQCA method. Unlike correlation-based statistical
approaches, this method makes it possible to identify casual configurations of conditions
(independent variables) that lead to the presence and absence of the outcome variable
(dependent variable). In our research, we apply the fsQCA technique to uncover the causal
configurations of HR architecture that lead to high firm performance. We chose fsQCA over
traditional correlation-based methods because we aimed at successfully revealing the
working configurations that provide a more detailed picture of what is inside the research
constructs and, therefore, imply clear practical implications. Specifically, fSQCA is a good
choice for examining the configurational approach in strategic HRM literature (Hauff, 2019).
The fsQCA approach is now gaining increasing popularity among management scholars;
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however, by now there are only few applications in project management (Matos et al., 2019)
and HRM (Rupietta and Backes-Gellner, 2019) studies.

Prior to fsQCA, we analyzed correlations between measured constructs (Table II).
As expected, there is a high positive correlation among HRM system dimensions and
between HRM practices and firm performance, as frequently observed by previous research
(Delaney and Huselid, 1996). As can also be seen, there is no universal pattern of correlation
of architectural variables (namely, professionals-to-staff ratio and HR decentralization) with
firm performance, suggesting a non-linear, configuration-based logic of relationships.

4.1 Calibration

In the first step, fsQCA requires the researcher to calibrate the variables, i.e. transform them
into fuzzy-set scores (Ragin, 2008). Unlike traditional variables, a fuzzy set is a group of
continuous values that illustrate the degree of membership in a given category (for example,
the degree to which students have a positive attitude toward entrepreneurship). The
calibrated values range from 0 to 1 (Skarmeas et al., 2014). Within this range, the researcher
needs to identify three values that would correspond to three qualitative anchors for the
following: full membership (1), crossover point (0.5) and full non-membership (0) (Ragin,
2008). Full or non-membership would reflect the extent to which cases belong (or do not
belong) to a given category, whereas the crossover point represents a situation of maximum
ambiguity regarding whether a case belongs or does not belong to a given set. The choice of
the three anchors should be based on the researcher’s theoretical knowledge and the
characteristics of a data set (Ragin, 2008). In this research, following previous studies, we
used the scores of 2 (disagree), 3 (neutral) and 4 (agree) to represent non-membership, the
crossover point and full membership, respectively, for all Likert-scale-based variables. As is
also suggested by previous research, for numerical variables (ie. company size,
professionals-to-staff ratio, the degree of HR decentralization and the degree of e-HRM), we
used the anchors of 25, 50 and 75 per cent quartile values. With the purpose of ensuring
robustness of calibration, we tried other anchor values (namely, 1/3/5 for Likert-scale-based
variables and 5/50/95 per cent for numerical variables), which did not significantly affect the
results of our analysis. Table IIl summarizes information on variables and their calibration.

4.2 Configurations

We followed the recommendations of Greckhamer ef @l (2008) and analyzed the samples of
agile and non-agile firms separately. The resulting solutions and corresponding coverage
and consistency information are presented in Tables IV and V. Following Fiss (2011), we
grouped solutions with the smallest variations, which resulted in four configurations for
companies that do not use agile methodologies and two configurations for companies that
use agile methodologies.

In the calculations, we used a consistency threshold of 0.8 and a frequency threshold of 2
as the most appropriate, given our sample (Ragin, 2008). By setting the frequency threshold
at 2, we looked for a trade-off between the number of different configurations and their
frequency in the sample. We also analyzed the fsQCA output with a frequency threshold of 1
and 3. Overall, the results demonstrated configurations with patterns similar to our final
calculations reported in this article. For the robustness check, we also tried to manipulate the
consistency cutoff. All configurations remained stable or changed only slightly with
changing the consistency threshold to 0.7 or to 0.9.

4.2.1 Non-agile companies. Table IV contains a summary of fSQCA results for the
sample of non-agile companies.
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Calibration
No. of Calibration  thresholds resource
Variable items  Indicator logic (1/0.5/0) management
Casual conditions
Firm size 1 Number of employees Quartiles 150/61.5/ 50
Professionals-to-staff 1 Share of professional workers in overall Quartiles 0.9/0.8/0.7
ratio company staff (managers and supporting
stuff)
HR decentralization 4 In your company, who is mostly responsible  Quartiles 4/3/2.5
for training and development (HR
department, linear/project managers or both)
e-HRM 8 Does your company use IT systems for (e.g.  Quartiles 7/5/3
employee assessment)?
Ability- 5 How often in your organization the following  Likert scale 4/3/2
enhancing HRM HRM practices are used? (e.g. professional
employees undergo formal training
programs)
Motivation- 6 How often in your organization the following  Likert scale 4/3/2
enhancing HRM HRM practices are used? (e.g. pay raises for
professional employees are based on job
performance)
Opportunity- 4 How often in your organization the following  Likert scale 4/3/2
enhancing HRM HRM practices are used? (e.g. professional
employees have a reasonable and fair
complaint process)
QOutcome variable
Firm performance 11 How would you compare the organization’s Likert scale 4/3/2
(perceived) performance over the past three years to that Table IIL
of other organizations that do the same kind Calibration
of work? What about (e.g. quality of services)? information
Few professionals ~ Decentralized Large Small
Opportunity- “Minimalistic” Centralized Decentralized
oriented automatized “Full’HRM  “Full” automatized
HRM system HRM system system HRM system
Casual conditions la 1b 2a 2b 3a 3b 4
Firm size [ J ® [ J [ J ®
Professionals-to-staff ratio ® ® ° ® °
HR decentralization ® ° . ® ® °
e-HRM ® [ [ [ [ [
Ability-enhancing HRM ® ® ® ® . ° .
Motivation-enhancing HRM ® ® ® ® ° ° .
Opportunity-enhancing HRM ° ° ® . . . .
Raw coverage 0.115 0136 0094 0144 0148 0.160 0.080
Unique coverage 0.044 0056 0052 0066 0026 0.045 0.045
Consistency 0.879 098 0861 0915 1.000 1.000 1.000
Notes: (Intermediate) solution coverage — 0.530; (intermediate) solution consistency — 0.922; frequency Table V.
cutoff — 2. Black circles indicate the presence of a condition and circles with crosses indicate its absence. {sQCA results (non-

Large circles indicate core conditions and small ones indicate peripheral conditions

agile firms, n = 94)
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Table V.
fsQCA results (agile
firms, 7 = 60)

Large Small
Centralized Centralized
“Full” HRM system “Full” HRM system

Casual conditions 1
Firm size [ J ®
Professionals-to-staff ratio ® o
HR decentralization ® ®
e-HRM [
Ability-enhancing HRM [} [}
Motivation-enhancing HRM [} o
Opportunity-enhancing HRM [ J [}
Raw coverage 0.239 0.075
Unique coverage 0.213 0.049
Consistency 0.993 1.000

Notes: (Intermediate) solution coverage — 0.288; (intermediate) solution consistency — 0.994; frequency
cutoff — 2. Black circles indicate the presence of a condition and circles with crosses indicate its absence.
Large circles indicate core conditions and small ones indicate peripheral conditions

Configuration 1 (a-b) represents companies with a low share of professionals and few ability-
and motivation-enhancing practices. However, in both variants of the configuration, only
opportunity-enhancing practices represent a condition for high firm performance. Hence, we
identify this HRM configuration as opportunity-oriented.

Configuration 2 (a-b) consists of firms with decentralized HRM and “minimalistic” but
highly digitalized practices. Firms belonging to this configuration benefit from the absence
of formal HRM, while all coordination and control may be performed via digital instruments.

Configuration 3 (a-b) is an example of “full” HRM systems, with all AMO components as
conditions for high performance. They are large and rather centralized. These companies
may represent traditional vertical management systems with project teams on the bottom of
the organizational hierarchy.

Finally, Configuration 4 represents a similar “full” HRM system, but small and
decentralized. These firms may substantially rely on HRM instruments for achieving high
performance, while diffusing them across linear and project managers.

In general, our sample of traditional firms consists of heterogeneous groups of firms of
different size and internal architecture, which use and value HRM practices differently. As a
common feature, most of traditional firms’ configurations have developed digital HRM
instruments as a condition of high firm performance.

4.2.2 Agile companies. Table V summarizes information on the configurations of agile
firms.

Two resulting configurations of agile firms are highly decentralized and heavily rely on
HRM practices in achieving high organizational performance. Specifically, identified agile
firms have “full” HRM systems with a particular emphasis on ability- and motivation-
enhancing practices. Configuration 1 represents larger firms with relatively fewer
professionals, while Configuration 2 is smaller and has a larger professionals-to-staff ratio.
Configuration 2 also has electronic HRM technologies as a peripheral condition of high
performance. The greater importance of HRM practices for high firm performance in agile
firms does not indicate the prevalence of their adoption, but rather the relative value for
achieving higher firm performance.
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In general, our data show that high-performing agile companies had HRM architecture
with a strong emphasis on HRM practices and a high degree of HRM process centralization.
For agile firms, HRM practices may be of greater importance than for traditional project-
based organizations. While traditional firms have a sophisticated management structure
with various roles and types of authorities, self-organizing teams in agile firms require
management support in the form of relevant HRM practices. HRM processes in agile firms
are thus more centralized. However, in the case of agile project-based organizations, a
stronger centralization of HR does not indicate a higher level of bureaucracy. Conversely,
with the elimination of linear and classical project management, agile firms are able to
concentrate HRM authorities, e.g. those related to hiring, training and compensation, in the
hands of HRM professionals, who may directly work with agile self-organizing teams.

5. Discussion and conclusion

While agile project management gains increasing attention from practitioners, there is still
little known about how different the factors of high performance for agile and traditional
projects are. In this study, we analyzed agile and traditional approaches to project
management by comparing organizational factors related to HRM. With the help of the set-
theoretic logic, we attempted to operationalize the concept of HRM architectures initially
proposed by Lepak and Snell (2002). The concept goes beyond a simple set of HRM practices
and considers other important HR-related variables and relationships between them. Unlike
correlation-based methods, our analytical approach allowed us to explore casual
configurations of HRM factors that lead to high organizational performance of agile and
traditional firms. Our research addressed the call for research on revisiting HRM models for
a project-based environment (Bredin and Soderlund, 2011).

We identified four HRM architectures of traditional firms and two configurations of agile
firms. The comparison of the configurations of two groups of project-based organizations
demonstrated that agile firms tend to more strongly rely on HRM practices (especially,
motivation- and opportunity-enhancing) in ensuring high organizational performance.
Furthermore, successful agile firms had more centralized HRM architectures with less
authority diffusion among different levels of management. HRM architectures for high-
performing traditional firms were more diverse: they implied differing importance of HRM
practices, the level of HR decentralization and digitalization and the human capital
structure.

Our study has at least three important theoretical implications. First, we identified
specific patterns of differences in HRM architectures of agile and traditional project-based
organizations. Although we discovered only some of the possible configurations of high-
performing HRM architectures, they may shed light on HRM-related success factors of
project-based organizations. Specifically, we observed that shifting from traditional to more
agile ways of project management may be followed by the reverse “devolution” of HR
managers’ roles (Bredin and Soderlund, 2007). Our evidence shows that with the elimination
of line managers in agile organizations, HR functions are being transferred back to HRM
departments. In general, HR professionals in agile companies play a more strategic role,
which implies designing innovative HRM practices that fit key features of a particular
organization (Goebel, 2009). Furthermore, we argue that the project management approach
represents another important fit factor required for HRM success (Garcia-Carbonell ef al,
2015). Our findings contribute to the understanding of the changing role of the HRM
function and HRM departments in contemporary project-based and knowledge-intensive
organizations.
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Second, our research provides evidence on the importance of HRM practices for
organizational success in project-based organizations. Our results are in line with studies
demonstrating the positive impact of HRM on project success (Zwikael and Unger-Aviram,
2010; Popaitoon and Siengthai, 2014; Khan and Rasheed, 2015). However, we expand current
knowledge by stressing the importance of contingency factors, such as the predominant
approach to project management. Based on this, we argue that HRM factors play different
roles for different types of projects.

Third, we also contribute to the HRM literature by going beyond simple HRM practices
in the analysis of the effects on performance. The concept of HRM architectures may help to
consider other HR-related variables, thus providing a more systematic view on the complex
nature of HRM in organizations. Additionally, scholars may find the application of fsQCA in
the research of HRM of value. Studies in the strategic HRM field predominantly use
correlation-based analytical methods. However, more recent studies stress that the
explanation of the performance effects of HRM should imply contingency and
configurational explanations (Hauff, 2019). The fsQCA represents a cutting-edge analytical
approach that is able to provide a more refined picture of how HRM in organizations works
and how its different components may interact with each other.

Our study also has interesting practical implications. Managers of project-based
organizations may design and refine their HRM architectures with the guidance provided
by identified casual configurations. The described configurations of both traditional and
agile firms may serve as high-level models of high-performance HRM systems for project-
based organizations. The findings may be particularly important for organizations
experiencing a transformation from traditional to agile methods of work. We argue that
this transformation should be followed by the alignment of HRM architectures in
organizations. The fit between the project management approach and HRM architecture
may be a crucial part of explaining why many agile transformations in project-based
organizations have failed.

At the same time, our study is not without limitations. Although the conducted study is
quantitative, it is exploratory in nature. Further confirmatory studies are required to draw
more robust and generalizable conclusions. Particularly, future works may test the
moderation effects of project management approaches with larger samples. Furthermore, in
our analysis, we used standardized scales to measure HRM and did not differentiate
between specific practices adopted by agile and traditional organizations. To gain a more
detailed understanding of the differences between HRM architectures in agile and
traditional firms, further studies could document the adoption of particular HRM practices
by using qualitative methods. Additionally, the context of Russian companies may deter the
generalizability of our results. Russia as an emerging market may have some peculiarities in
terms of management culture and economic and social environment.
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YK 331
CoxouioB Imurtpuii HukonaeBu4
Cankr-IleTepOyprckuii rocy1apcTBEHHBIN YHUBEPCUTET

CUCTEMA YIIPABJIEHUA YEJTOBEYECKUMU PECYPCAMH
KAK ITPEJMET HAYYHbIX NCCJIEAOBAHUU
N ITPAKTUKA MEHE/’KMEHTA

Annomayusa. CraThsl INpeICTaBiIseT cOOOW TEOPETUYECKUH aHalIU3 KaTeropuu CUCTEMBI
YIIPaBIICHUS YEJIOBEUECKUMU pecypcamu. Ha ocHOBe aHanu3a JuTeparypsl B 00JIaCTH CTpaTeruye-
CKOT'0 YIPaBJICHMs YEJIOBEUYECKUMHU pecypcaMH C/eaHa MOMNbITKA BEIpab0TaTh ONpEesIeHe TaKUX
cucteM. C 3TOH IeTIbIO MPOBEAEH Pa300p KIIOYEBBIX XAPAKTEPUCTUK CUCTEMHOCTH: COCTaBa 3Jje-
MEHTOB, XapaKTepa B3aUMOCBS3M MEXIy HMMHM WM WX HAIPABJICHHOCTH HA JOCTMIKCHMS LIEJICH.
Hapsiny ¢ 3TuM B cTaThe NPUBOIATCA KIIFOUEBBIE AUCKYCCUU U NIPOTUBOPEUUS B JIUTEPATYPE OTHO-
CUTEJbHO JAaHHOTO MpEIMeTa, CPeAHd KOTOPBIX 0CO00 BBIIENEHBI BONPOCHI THUIIOJOTUH CHUCTEM
YIIPaBIICHUS YEIOBEUECKIMHU PECYPCaMHU, a TAKKe LENeco00pa3sHOCTH uxX aAuddepeHInanuy Mexm1y
pa3IMYHBIMM TpymnamMu nepcoHana. CraTbs MOXET NPEACTABIATh MHTEPEC KaK I UCCIeNoBaTe-
JIeH, MIAHUPYIOIIKUX MCIIOIb30BAHUE KATETOPHUIO CUCTEM YIIPABJICHUS YEIOBEYECKUMHU PECYpPCAMU B
CBOUX TPYJAax, TaK M JJIs MPAKTHKOB, CTABALIMX Iepes coO0H Leib rirydxke pa3oOpaThcs B coaep-
YKQHUU YIIPABIICHUS IIEPCOHAIOM.

Knrouesvie cnosa: ynpaBiieHHEe 4eJIOBEYECKUMU pecypcaMu, cucteMsl YUP, cTtparernueckoe
YYP, npaktuku YUP, unrerpanus npaktux Y YP.

Sokolov Dmitriy, N.
Saint-Petersburg State University

HUMAN RESOURCE MANAGEMENT SYSTEMS
AS A RESEARCH CONCEPT AND MANAGERIAL PRACTICE

Abstract. The study represents theoretically-driven analysis of the concept of human re-
source management systems. Based on strategic human resource management literature the article
provides the definition of human resource management systems. By doing so it examines key fea-
tures of systematicity: elements, relationship among them and their orientation towards some over-
arching goals. Additionally, the study contains key theoretical debates on presented subject. This
article can be useful for researchers that use this concept in their studies, as well as for practitioners
aimed at examining more sophisticated aspects of human resource management.

Keywords: human resource management, HRM systems, strategic HRM, HRM practices, In-
tegration of HRM practices.

3anpoc Ha pPacCMOTPEHHE YHpaBiieHUs1 yesnoBedeckuMu pecypcamu (YUP) kak
CUCTEMbI UCXOJUT KaK W3 UCCIENOBATEIbCKUX, TaK U U3 MPaKTUUECKUX 3a1ad. Mcxon-
HBIM JIOBOJIOM 3/I€CH CITY>KUT JOIMYIICHHE O TOM, YTO UMEHHO CHCTEMA, & HE OT/ICIbHbBIE
MIPAKTUKH PA0OTHI C TIEPCOHATIOM SIBIISIFOTCS MCTOYHUKOM KOHKYPEHTHOTO MPEHMYyIIIe-
cTBa Kommnanuu [15]. B 370l cBA3M COBOKYNMHOCTH 3neMeHToB YUP mnpeacrapisieT ro-
pazno 6osiee BaXXHBIM OOBEKT UCCIEAOBAHUS U YIPABJICHUS, YEM OT/ACIbHBIC HECBS3aH-
HbIE €€ AJIeMEHThI. Takue 3J1eMeHThl He padO0Tal0T W30JIMPOBAHHO: JOTIOIHSIS U MPOTH-
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BOJICHCTBYS JIpYT APYTY, OHU CIIMBAIOTCS B €IMHYIO MHCTUTYLMOHAJIBHYIO CPENY, KOTO-
pasi B CBOIO ouepe/ib U onpezenser padouee nopeaeHue nepconana [9]. Takum oOpazom,
NOJOOHBIA CHCTEMHBIM MOAXOJl MpeajaracT ropasio OoJiee IEIOCTHBIM B3MJIAJ Ha
(YHKIIMOHUPOBAHKE MPAKTUK MO pabOTe C YEIIOBEUECKUMU PECYPCAMHU.

Ha oOmiereopeTnyeckoM YpOBHE CHCTEMa 4Yallle BCEro OIpeaeseTcs 4epe3
AJIEMEHTHI, B3aUMOCBSI3b MEXIY HUMU M UX HAIPAaBJICHHOCTb Ha JOCTUKEHUS KAKHX-
6o ueneit [1]. [lo cymecTBy B kauectBe cuctembl Y UP MoxkeT ObITh MpeacTaBieH
0001 Kjacc 00BEKTOB, TaK WM WHAYE COCTABIISIIOIIUX JIEATEIbHOCTh MO yIIpaBJe-
HUIO TIEPCOHAJIOM: 3TO MOTYT OBITh JIFOJH, OPTaHU3ALMOHHBIE CTPYKTYPHBI, BUIBI J€sI-
TEJIbHOCTH, NMPAKTUKY, LIEJIM U 3a/1a4d, JTOKYMEHTHI U 1p. B oTedecTBeHHOU nuTepa-
Type MOXHO BCTPETHTh TPakTOBKY cucteM YUP kak crtpyktypsl pynkumii HR-
cnequanuctoB [3. C. 125] wim ke OpraHuW3allMOHHO-CTPYKTYPHBIX 3JIEMEHTOB
YIPABJICHUS EPCOHAIOM [2].

C mo3uIMM CTPATErMYECKOTO YIPABJICHHS YEJIOBEYECKUMU pecypcamu, B KOTO-
POM BaXXHOCTb NMPUOOPETAIOT JOJTOCPOUYHBIE ACHEKThl YIPABJIEHUS, B3I HA CH-
CTEMY MpPHOOpETaeT OJTHO3HAUYHYIO TPAKTOBKY. B KauecTBe mpocTeHIINX 371€MEHTOB
CUCTEMBbI BBICTYHAlOT NpakTUKU YUP. DTH NpakTUKKU MPEACTaBIsAOT COO0M OTIEINb-
HbIE BU/Ibl YIIPABIECHYECKOMN JEATEIBHOCTH, HAIIPABICHHbIE HA JOCTHKEHNE KOHKPET-
HbIX 1enen [19]. Tak, omnara mo KPI — npumep npakTuku, BO3IEUCTBYIOLIEH HA MO-
THUBALMIO IEPCOHANA, 4 TPEHUHT NPOJIaX — MPAKTHUKA, OPUEHTUPOBAHHAS HA PAa3BUTHUE
KOMIIETEHLIMM cOTpyIHUKOB. Ha Ooisiee BBICOKOM ypOBHE aOCTpAaKUUU B CHUCTEME
HaxoJATCA MOJUTUKA UM ycTaHOBKHU (policies) ynpasienus nepconanom. [lomutuku
ONPEAETSAIOT BUJ, HAITPABIECHHOCTh 1 UHTEHCUBHOCTh KOHKPETHBIX TpakTuk Y YP. 1o
cnoBam Keiiric u Jlenepu [15], npaktuku YUP npeactaBisitoT co6oi peaabHbIe BUABI
NEATEIbHOCTU, CIOCOOCTBYyIoIUE peanu3anuu noauTuk YUP. Iloautuku, kak u
MPaKTUKH, MOTYT KacaTbCsl 00JIacTeld peKPYTUHIa, MOTUBALIMHU, OLIEHKH, OOYUEHUS U
pa3BUTHS, OpraHu3aluu Tpyaa u T.4. HecMoTpst Ha TO, 4TO CyIIECTBYIOT HCCIIEN0Ba-
HUS, BBIICISIOIINE U APYyrue KOMIIOHEHThI cuctem YUP, B tom uncine HR-kmumar
[6], HR-ntiporiecchr [14] u HR-dumocoduro [21], MOKHO TOBOPUTH O TOM, YTO MEHH-
CTPUM HCCJIENOBaHUM B cTparerndyeckoM YUP mnpuHMMAaeT MMEHHO MOJUTUKUA U
MPaKTUKH 3a OCHOBY cucteM YUP [4].

[TomuMoO 3TOroO, BCsAKasi CUCTEMA €CTh COBOKYITHOCTH B3aMMOCBSI3aHHBIX 3JIe-
MEHTOB. ACIIEKT B3aUMOCBsI3H pakTuK YUP oOpa3yeT o/1HO 13 BaXHEHIITNX HAMpaB-
JIEHUH CTpaTernyecKoro yrpasjeHus nepcoHaysioM. LIIMpoko HmpUHST TE3UC O TOM,
YTO COTPYAHUKU CKJIOHHBI BOCIIPUHUMAThH MPAKTUKH YIPABJICHHS IEPCOHAIOM B CO-
BOKYITHOCTH M HE BCEI/Ia MOKHO MPOBECTH YEPTY MEXKIAY 3P(HEKTOM pa3HBbIX Mpak-
tuk. Cornacno lenepu [9], npaktuku YYP MOryT MMeTh HE3aBHCUMOE BIIMSIHUE HA
pabouee noBesieHrE nepcoHana (aAIuTUBHAS CBSI3b), BHITECHATH APYT JAPyTra B CBOEM
BIIMSIHUM (CYOCTUTYTAaTUBHASI CBS3b) WJIM B3aMMHO yCHIIUBAaTh CBOM 3 (EKTHI (CUHEp-
reTu4ecKasi CB3b). JleliCTBUTENIbHO, IPAKTUKH, HAIIPaBJICHHbIE HA Pa3BUTHE KOMIIE-
TEeHIIUN OyayT yCuiuBaTh dPQGEKT OT MPAKTHK, OPUESHTUPOBAHHBIX, CKAXKEM, HA TPY-
JOBYIO MOTHBALIMIO, TAK KaK MOTUBAIUS U KOMIETEHTHOCTh €CTh OTAEIbHBIE (haKTO-
pbl MHAMBUIAYAIbHOW mnpousBoauTenbHOCTH [14]. C apyroil CTOpOHBI, HETPYIHO
MIPEICTaBUTh, YTO PA3TUYHBIC MPAKTUKHU, HAITPUMED, 110 MOBBIINICHUIO MOTHUBAIINH OY-
IOyT B KaKOW-TO CTENEHM CIY>KUThb JIPYT APYTYy 3aMeHUTeNssMU. [IpruHuMas o BHUMa-
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HUE TH TPU TUIIA CBA3H, UCCIEIOBATENN KOHCTATUPYIOT, YTO BIUSHAE COBOKYITHOCTH
OPUMEHSIEMBIX OpraHu3ainuei npaktuk YUP He paBHseTCS CymMMe BIHSHUN OTACIIb-
HBIX MpakTUK. B3aumocssasp npaktuk YUP mMexay coboil B Teopuu MPUHITO Ha3bl-
BaTh BHYTPEHHUM cooTBeTcTBHEM (internal fit) [15] wim ropu3oHTaIBHOM WHTETpa-
rueit (horizontal integration) [S. C. 23] npaktuk YYP.

TpeTuil mpU3HAK CUCTEMBI — LEJIEHAINPABICHHOCTh. 3JE€Ch BCTAE€T BOIIPOC O
BEPTUKAJILHON MHTErpalvu (MJIM BHEITHEM COOTBETCTBUM) MpakTuk YYP, TO ecth 00
MX COIJIACOBAHHOCTH CO CTPATErMUYE€CKUMHU M TAKTUYECKUMH LIEJISIMUA KoMIaHuu. MH-
terpanusi HR-cuctem ¢ 6usnec-crpaterueit mpeactaeT OTHIOAs HE OaHABHOM Xapak-
TEPUCTUKOM CUCTEM, NMPUHUMAs BO BHUMAHHE, YTO BbIOOP KOHKPETHBIX MPAKTHK U
MOJIMTUK YIPaBICHUS TEPCOHAIOM B OONBIION Mepe OmpeAenseTcss pa3IuyHbIMU
CPEIOBBIMU M KOHTEKCTyaldbHBIMU (pakTopamu (Hampumep, [7]). Db dexTuBHBIE CH-
cteMbl YYUP BO3MOXHBI TOJIBKO HPH MOCTOSTHHOM YCTAaHOBJIEHUM MX COOTBETCTBUS
V3MEHSIOIMMCS BHEIIHUM M BHYTPEHHUM YCIIOBHSIM OPTaHU3ALMHU. JTOT BBIBOJ BO
MHOT'OM HCXOJUT U3 CUTYallHOHHOT'O MOJX0/1a K YIIPaBJIEHUIO, BEICTYIIAXOIIUM OJTHUM
13 PyHIaMEHTaIbHBIX TEOPUi SISl COBPEMEHHOro cTpaTernueckoro YUP [15].

Takum oOpazom, 000011ast B3IJIAAbl Pa3IMYHBIX MCCIIEIOBAaHUI HA NpPEAMET,
MOXHO c(hopmynrpoBaTh onpenenenue cuctem YYP. Oto kommiekc npakmuk u no-
JIUMUK YAPABIEHUS Yel08eYeCKUMU PeCyPCaMU, UHMESPUPOBAHHBIX Ol NOOOEPHCKU
peanuzayuu Cmpame2uyeckKux U maKmudeckux yejieu op2anu3ayuu.

Takas nnm cxoxkast ¢ 9TOM TpaKTOBKa cucteM Y UP sBusercs mumpoko nmpuHs-
TON B JIUTEpAType MO CTPATErHYeCKOMY YIPaBJICHUIO MepcoHaoM. Py nccnenosa-
HUW YTBEP)KIAIOT, YTO K CErOJHSAIIHEMY JHIO B JIMTEPAType JOCTUTHYTO COIJIACHE
BOKpPYT TOTO, KaK cieayer noHumarb cucrteMsl YUP [19, 21]. Bmecrte ¢ TeMm, kak o
«OenpIX MATHAX» B 3TOM cpepe 0OBIYHO TOBOPSAT O XapaKTepe B3aUMOCBSI3U MPAKTUK
YUYP B pamkax cucremsl [4, 14], 0 MexaHn3Max, IpU MOMOIIM KOTOPBIX CHCTEMA
(GYHKIMOHUPYET U OMpPENeNsieT UTOTOBYIO MPOM3BOAUTEIBHOCTh KoMmanuii [21], a
Takke o Tunoyioruu cuctem YUP [4, 19].

[Tocnenuuit acriekT UMeeT 0CO0YI0 BaXKHOCTh B KOHTEKCTE TOTO, UTO B COBPEMEH-
HBIX UCCIIEIOBAHUSAX HaOmoaaeTcsi 0oJbluasi pa3HOPOIHOCTh BO MHEHHUSAX OTHOCUTENb-
HO TOTO, KaK TaKU€ CHUCTEMbI MOTYT ObITh Ki1accuduirpoBans! [ 12]. MHoroobpasue tu-
MOJIOTUM CO3JAET TPYJIHOCTH B MOHUMAHWHU CaMOro KoHuenra cucteM YUYP, a takxe B
000011IeHIH PEe3yJIbTATOB UCCIIEIOBAHNHN, OTIMPAIOLIMXCS HA Pa3InYHbIE THUITOJIOTHH.

MO>HO rOBOPHUTH O TOM, YTO YETKHE TPAHULBI MEXAY Pa3TMYHBIMU THUIIAMU
CUCTEM BO3MOKHBI TOJIBKO TEOPETHYECKH, @ TUIIOJIOTUH, OCHOBAaHHBIE HA PA3JIMYHBIX
MpPU3HAKaX, MOTYT NEPECeKaTbCsd KaK TEPMHUHOJIOTMYECKH, TaK M COJAEP>KATEIBHO.
OnHrMM U3 MEpBBIX B JUTEparype no crparernyeckomy YUP, Jlemak u Cuemn [17]
paznemwnu cucreMbl YUP Ha cuctemsl mociymanus (compliance), BOBI€UEHHOCTH
(commitment) u corpyanuyectBa (collaborative). B ocHOBY Takoro pasjaesneHus Imo-
JIO’KEH Xapaktep BiusiHUS npakTuk YUP Ha pabodee moBeneHue coTpyaHukoB. Jpy-
r've MCCIIeI0BaHUs PACCMATPUBAIOT CUCTEMBI KOHTPOJIS (COAepkKaTeIbHO MOTYT OBITh
IIPUPABHEHBI K CUCTEMAaM IOCIYIIAHHS) U IPUBEPKEHHOCTH KaK Pa3HOINOJIOKEHHBIE
UJealbHbIE COCTOSHUSA, 0JIarasi, YT0 Ha MPAKTHUKE UMEIOT MECTO HEKOTOPBIE MPOMeE-
’KYTOUHbIe KOH(pUrypanuu 3Tux AByX cucreM [19, 21]. Cxoxee pa3neneHre MOXKHO
HAOOaTh B MCCIEAOBAHUAX, OINEPUPYIONIMX CHCTEMaMHU pPe3yJbTaTUBHOCTU
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(performance-oriented) u npuBepx)eHHOcTH (commitment-oriented) [12]. [Tocnennue
B HEKOTOPBIX MCCIIEAOBAHUIX MOTYT TaKKe€ HOCUTh HAUMEHOBAHUE CUCTEM BBICOKOU
BoBJIeueHHOCTH TiepcoHana (high-involvement human resources) [16]. [Ipu sTom o1-
Ha U3 HanboJiee paclpOCTPAHEHHBIX KiIacCU(UKAINI TPOBOAUT pa3INune MEXKIY CH-
CTeMaMH BBICOKOM pe3yibTatuBHOCTH (high-performance work systems), cuctemamu
BBICOKOM  BOBJICUEHHOCTM M CHUCTEMaMH BBICOKOM mpuBepskeHHOCTH (high-
commitment work systems) [5. C. 26]. Curyanuto ycyry0jsieT To, 4To JaKe B pam-
KaX OTACIBHBIX THMOB cucTeM YUP MoxeT Takke HaOIIOIaThCS COACPIKATEIHLHOE
paznuuue (Hanpumep, [11]).

3aMeTUM TaKKe, UTO CUCTEMbI BEICOKON MPOU3BOAUTENBHOCTH [13] MOryT pac-
CMaTpUBAThCA KaK €IUHCTBEHHBIN Kiacc cucteM YUYP, 6e3 HeoOX0AUMOCTH UX TMPO-
THUBOIIOCTABJIEHUS IpYruM TuiaM. B TakoM nonumanuu (Harpumep, y [10]) aTot Tvn
IIPUPABHUBACTCA K CAMOMY TEPMUHY «cucteMa Y UP»y.

JpyruM Ba)KHBIM JHCKYCCHOHHBIM BOIIPOCOM BOKpYyT cucteM YUP sBisercs
11eJeco00pa3HOCTh UX AuddepeHuanud Mexay OTACIbHBIMU TpynmnamMu paOOTHH-
koB. Eciu aBTOpHI O0Jiee paHHUX PaOOT UCXOJIUIIU U3 TOTO, YTO OJHH U T€ K€ MpaK-
Tk YYP NOKpBIBaIOT BECh IITAT COTPYJHUKOB WIH, 10 KpaliHEN Mepe, MOJIaBIIsIIO-
IIYI0 4acTh MEpPCOHAJa, TO B MOCJIEIHEE BpeMsi MOXHO BUAETH Bce Ooiiblie paldoT,
BBICKA3BIBAIOIIUXCS B MOJIB3Y MUPPEepeHIHaN MPAKTUK MEXKYy TPYIIaMHu COTPY/-
HukoB (Hampumep, [20]). Huddepenumanusa npaktuk YUP Mmexay rpynmamu co-
TPYJHUKOB, MO CYIIECTBY, IPEAINOIaraeT OJJHOBPEMEHHYIO pPEaTn3alli0 HECKOJIBKUX
cucreM YUYP B komnanuu.

O0ocHOBaHME TOJIOKUTENBHBIX 3 PexToB nuddepenumanuu cucreMm Y YUP Oa-
3UpPYETCsl Ha CIEAYIOIIMX IMOJIOXKEHUsAX. Bo-TepBhIX, 3aBUCUMOCTh BO3BpaTa HWHBE-
ctutuii (ROI) B mepcoHan OT HaBBIKOB M KOMIIETEHIIUN COTPYAHUKOB [17]. Apyrumu
cinoBamu, AuQdepeHuuanus MOTUBUPYETCS CTPEMIIEHUEM K ONTUMU3AIUU (PUHAHCO-
BBIX 3aTpaTr Ha MepcoHajl. Bo-BTOPhIX, OCHOBAaHHAsI HA CTPATETMYECKOM YIIPABJICHUU
TajJaHTaMH, 3ajladya KOMIUICKTAIMU KIIFOYEBBIX IMO3HIMI OpraHu3aiui Haumbosee
KOMIIETEHTHBIMU COTpyJHUKaMU. B 3TOM ciywyae auddepeHunanus crnocoOCTBYeT
BBISIBJICHUIO, Pa3BUTHIO, MOTUBALIMU U YJIEPKAHUIO TaJaHTOB B KoMIanuu [8]. B Tpe-
TBUX, COOOpaXEHHE O TOM, 4TO MpakTUku YYP 10 KHBI MaKCUMaJIbHO COOTBETCTBO-
BaTh crienuduke paboThl MepcoHana, KoTopas 0e3yCIOBHO UMEET MECTO B CHITY pas-
JUYHN B 1EJISIX, 3a/1a4aX U BUJAX JIEITeIbHOCTH COTPYTHUKOB Pa3InuHBIX chep.

Hapsiay ¢ atum, HeratuBHbie 3G (dekThl nuddepeHuranum, u, Kak cleicTBUE,
JIOBOJIbI TIPOTUB Pa3/ieNICHUs] MPAKTUK MEXAY Pa3IMUYHBIMU IPYNIaMU COTPYIHUKOB,
MPU3HAKOTCS MasionccyieaoBaHHbIMU [20]. HekoTopble UCKIIFOUEHUSI COCTABIISAIOT HUC-
cinenoBanue [20], B KOTOpOM OBLIO MOKA3aHO OTPULIATENbHOE BIUsiHUE TU]PepeHIn-
anuu Ha ap@EeKTUBHYI0 OPraHM3alMOHHYIO MPUBEPKEHHOCTh MEpCOoHaa, a TaKKe
Kelc-ucciieJoBaHUe Cpelld TEXHOJOTUYECKUX OpraHu3aluil cpeiHero OusHeca, mpo-
JEMOHCTPUPOBABLIEE BAXXHOCTHh €IMHCTBA IMpakTUK YUP cpenm Bcex COTPYIHUKOB
IUIA pa3BUTHUSL OPraHU3ALMOHHOM aMOMAEKCTEpHOCTHU (CIOCOOHOCTH coueTaTh 3(-
(EeKTUBHOCTH ¥ THOKOCTH B yripaBieHun) [16].

YMeCTHO TPEeanoaoXuTh, 4TO MOoa00Has auddepeHnunanus HeoOXoauma
JWIIb B OTHOUIEHHH HEKOTOPBIX CUCTEM YIPABICHUS, IJS1 OTAEIbHBIX OpraHu3a-
U U TUIOB JIESATEIBHOCTH, OJJHAKO dMIUPUYECKUX MOATBEPKIAEHUM CBSI3H pa3-
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JUYHBIX TUIOB JAESITEIbHOCTH OpraHU3aluil U NOTPeOHOCTHIO B AU pepeHunanum
O0OHapY>KUTh HE yNaJoCh.

Taxum 006pa3om, cTapasich yBS3aTh pacIpOCTPAHEHHBIC MPEICTABICHUS HCCIIe-
JoBaTeNiell 0 CUCTeMax YIIPaBJICHUs YEIOBEUYECKUMH PECypcaMH, MbI MPEeIIpUHSIIN
HOMBITKY HIeHTH(UIMpPOBaTh Karteropuio cucteM YUP, a Taxke BBISIBUTH CyIIe-
CTBYIOIIHME B TEOPUHU KIIIOUEBBIE IMCKYCCUU M MPOTHBOPEYMS, Kacalolrecs JaHHOTO
npeamera. B gncne mocnenHux Mbl 0c000 BBIIETHIN JUCKYCCHH BOKPYT THIIOJIOTUN
cucteMm YUP, a Takxe 1emnecoodpa3sHocTd ux nuddepeHuaniny Mex1y pa3indHbIMU
rpynmaMu rnepcoHania.
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1 Introduction

Knowledge-intensive firms (KIFs) have becoming one of the most important research
objects in terms of their economic power and influence on management practices.
Generally, KIFs can be defined as a category of organizations that offer to the market the
use of fairly sophisticated knowledge or knowledge-based products of various kind
(Alvesson, 2004). Since KIFs derive their competitive advantage from highly educated
and experienced workforce, their human resource management (HRM) practices
constitute the most sensible lever for promoting high organisational performance. HRM-
related issues remain underexplored and researchers as well as practitioners have a vague
understanding of how human resources should be effectively managed in KIFs.

HRM in KIFs is of interest for at least two reasons. First, due to the strong scarcity of
well-qualified employees, KIFs are forced to innovate their HRM practices and often
become the carriers of the most effective HRM systems. Determining such kind of
systems and corresponding practices would help to provide a benchmark for other
companies that intended to develop their management practices.

Second, KIFs draw on a special institutional logic, different from the bureaucratic
mindset of HR professionals from other managerial systems (Bévort, Paulfelt, 2015). This
institutional logic may come into a conflict with traditional HRM practices brought by
HRM professionals from other spheres, which may result in significant peculiarities of
HRM systems in KIFs.

In this paper, we propose the theoretical investigation of HRM systems in KIFs.
Drawing on knowledge management and human resource management literature, we
explore what common features KIFs’ HRM systems have and to what extent these HRM
systems might differ from each other.

2 System perspective on HRM

For purposes of this article, we stress on the strategic view on HRM, focusing our
attention not on particular HRM practices, but rather on intra-organizational HRM
systems. In strategic HRM literature there is a common agreement on what HRM systems
are in abstract (Lepak et al., 2006; Jiang et al., 2012). They can be identified as vertically
and horizontally integrated complexes of HRM practices, policies and principles. Vertical
integration (or fit) means alignment with business strategy, and horizontal integration (fit)
implies accordance among individual HRM practices and policies within a firm. In other
words, HRM systems are ‘bundles’ of HRM practices or HRM policies oriented toward
some overarching goal (Lepak et al., 2006). Vertical and horizontal fits are just ideal
states of HRM systems. Fully coherent or absolutely not aligned HRM systems are
unlikely possible in practice. Moreover, according to complexity perspective, full
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coherence cannot be achieved, due to the ambiguity of living systems, despite of any
managerial efforts at total control (Colbert, 2007).

Organizations might operate several HRM systems depending on the distinct group of
employees they are applied on (Krausert, 2014). For purposes of this investigation, we
focus only on HRM systems intended to support and develop knowledge work in KIF, i.e.
oriented towards the main professional employees or knowledge workers.

3 Common features of HRM systems in knowledge-intensive firms

KIFs are not a distinct type of organisations, but rather the label for a huge variety of
organisations that draw on knowledge as on the dominant input in a production process
(Starbuck, 1992). Another constitutive feature of KIFs may be referred to the importance
of intellectual capital in the production (e.g. Swart & Kinnie, 2003). Such firm derive
their competitive advantages directly from employees’ knowledge and expertise and,
thus, promote higher achievements manipulating their knowledge management and
human resource management practices.

The aspects of work in KIFs are considered to have certain distinguishing features. In
order to discuss it, researchers usually use the notion of knowledge work (Alvesson,
2004). Knowledge work is “characterized by an emphasis on theoretical knowledge,
creativity and use of analytical and social skills” (Newell et al., 2009). At least two
distinctive characteristics are essential for describing knowledge work.

First, knowledge workers’ skills and expertise are scarce, and that is why they know
what to do and how to do it better than managerial workers and supervisers. With this in
mind, the key characteristic of knowledge work is autonomy (Alvesson, 2000; Swart &
Kinnie, 2003). Any attempts to control knowledge work result in less effective outcomes.
Knowledge employees are likely to perform complex and unique tasks drawing on their
own expertise, being intrinsically motivated and fully responsible for the outcomes.

Second, knowledge-intensive organisations typically meet so called “cat herding”
problem (Lowendahl, 1997; von Norderflycht, 2010). Since employees’ knowledge is
scarce, KIFs are always in the competition for knowledge workers. An employer knows
that knowledge workers have strong outside options and, thus, bargaining power, which
make it hard to retain and control employees (von Norderflycht, 2010). Therefore,
command-and-control style of leadership is less effective in KIFs, rather than more
participative and guiding styles.

Knowledge workers are in a position to demand for superior working conditions.
These conditions include both structural (such as salary and physical conditions) and
cultural (such as psychological climate and social environment) components. For this
Kelley (1990) used the notion of “Gold-collar” workers since blue collar and white collar
management arrangements become inadequate in KIFs. “Gold collar” jobs offer clear
career opportunities, high reward, friendly environment and engaging working process.
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KIFs, thus, compete not with their production efficiency, but with superior quality of
working life.

In the Figure 1 we put discussed features of KIFs, features of work in KIFs and
corresponding features of HRM systems. In the next sections we will discuss the latter.
We don’t focus on specific practices in KIFs (discussion on specific HRM practices in
KIFs can be found in Kaiser et al., 2015 or Jergenson, Becker, Matthews, 2011), but
rather apply more general, strategic view on what features are inherent to HRM systems
in KIFs.

Features of HRM
systems

Features of knowledge- 9 Features of knowledge 9
intensive firms work

Knowledge is the key Autonomy (Alvesson, Orientation towards

input (Starbuck, 1992) 2000) commitment and long-

. term relations
“Cat herding”

(Lowendahl, 1997)

Dominance of human
and social capital in a
production process
(Swart & Kinnie, 2003)

Facilitation of
knowledge management

Informality

3.1 Orientation towards commitment and long-term relations

The features of knowledge work discussed above taken together make the HR
practices more “soft” in KIFs. Much of the current literature on HRM in KIFs pays
particular attention to the general orientation of HRM practices towards commitment.
Commitment-based HRM practices were shown to be of great importance for both high-
technology firms (Collins, Smith, 2006) and professional service firms (McClean,
Collins, 2011).

The reduction of personnel’s commitment and loyalty result for KIF not only in loss
of employees, but may also lead to reinforcement of competitors and appearance of new
competing firms founded by these former employees (Alvesson, 2004). In some sense,
KIFs compete not only in the “output” market, sometimes the most important competition
happens in “input” labour market.

Because of scarcity of knowledge workers’ skills and expertise, KIFs are forced to
maintain high level of intrinsic motivation and loyalty of their employees (Alvesson,
2004) by converging employees’ interests and organisational goals (Arthur, 1994). The
efforts of KIFs are aimed at maintaining long-term relations, implying intensive training
and development programs, flexible job design, non-controlling reward schemes and
involvement of employees into decision-making process (Jorgenson, Becker, 2015; Foss
etal., 2014).
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3.1 Facilitation of knowledge management

Another feature of HRM systems in KIFs may lie in their connection with knowledge
management practices. The role of HRM practices in KIFs is to facilitate knowledge
acquisition, exchange and its utilization in work (Newell et al., 2009, Chuang et al.,
2013). HRM systems then are considered as a potential means for promoting knowledge
management (Wright et al., 2001). A growing body of literature has investigated the role
of knowledge sharing in KIFs and reveal the positive influence of HRM practices to
different aspects of knowledge sharing (Collings & Smith, 2006; Chuang et al., 2013,
Foss et al., 2014; Andreeva & Sergeeva, 2016).

Although our knowledge on how HRM systems influence organisational knowledge
is vague, some studies have investigated that different domains of HRM systems affect
different knowledge-related activities. For instance, Lopez-Cabralez, Pérez-Lufio and
Cabrera (2009) have demonstrated that collaborative HRM practices more associated
with creating uniqueness of knowledge and knowledge-based HRM practices promote
value of knowledge. Similarly, Fu et al. (2017) have shown that different dimensions of
HRM systems (i.e. opportunity-, motivation- and skill-enhancing) play their different
roles in fostering different intellectual capital resources.

Knowledge management literature in turn considers HRM practices as sources of
promoting knowledge acquisition and exchange and relates them mainly to work with
tacit knowledge (Davenport, Prusak, 1998). According to Nonaka (2007) companies
should put “knowledge creation exactly where it belongs: at the very center of a
company’s human resource strategy”. Yet, management literature still do not have
enough answers to the question of areas of intersections of HRM systems and company’s
KM activities (Edvardsson, 2008).

3.1 Informality

Finally, HRM systems in KIFs are associated with higher degree of informality.
Scarcity of knowledge workers and their strivings for autonomy make HR managers’
attitudes more passive. Traditional forms of bureaucratic control and formal procedures
are minimized in KIFs in order to create “highly autonomous, egalitarian culture,
characterised by high trust in which knowledge sharing was an inherent aspect of the
organisational environment” (Robertson, Hammersley, 2000). Specific manifestations of
informality include fewer formal rules, more simple reporting relationships, and
renouncement of hierarchical control mechanisms (Greenwood et al., 1990).

Such informality might create several advantages for KIFs. First, it fosters the joy
obtaining by employees in work and create more attractive psychological climate.
Second, it facilitates knowledge sharing by minimizing barriers to free communication.
Finally, it allows employees to make their own decisions and take full responsibility for
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the results. All of these in turn reduce the costs of maintenance of heavy bureaucratic
systems.

One of the explanation for informalization of HRM systems in KIFs could be referred
to the conflict of institutional logics of bureaucracy of HRM and professionalism of KIFs.
Bevort and Pualfelt (2015) were shown that while HRM specialists and the discipline of
HRM are governed by bureaucratic logic in their approach to management, managers in
KIFs (in the case of their study — professional service firms) by contrast are driven by
professional logic. Coexistence if these conflicting logics leads to change in how HRM
systems are designed in KIFs and how employees perceive managerial practices.

4  How HRM systems in knowledge-intensive firms might differ

As it noted above, KIFs can include very broad range of organisations with different
sizes and organisational forms, including law and accountancy firms, R&D labs, design,
architecture and consultancy organisations (Newell et al., 2009). HRM systems in KIFs,
therefore, may hugely vary.

This variations may be caused by company’s general competitive strategy
(Lowendahl, 1997), its knowledge management strategy (Hansen, Nohria, Tierney,
1999), emphasis on various kinds of knowledge (Lepak & Snell, 2007) or dominant
group of employees to which HRM systems are applied (Krausert, 2014; McClean &
Collins, 2011).

There is a wide variety of proposed theoretical or empirically found classifications of
HRM systems. Systems classifications may range from two types up to six types of
different configurations, but the dominant way of classification is by dichotomy. The
most basic dichotomy of HRM systems is based on two conflicting HR strategies: control
and commitment (Arthur, 1994; Hauff, Alewell, Hansen, 2014). Control-oriented HRM
systems are associated with high labor specialization, well-defined jobs, performance
control and close supervision. In contrast, the characteristics of commitment-oriented
HRM systems are long-term relations, flexible job design and involvement of employees
in decision-making process. As we point above, KIFs’ HRM systems are characterized by
general orientation on commitment, and this may narrow the range of possible application
of HRM systems in control-commitment continuum.

Therefore, instead of control end in this dichotomy, in KIFs some other form of HRM
system might take place. Lin and Tang (2016) proposed for KIFs the dichotomy of
knowledge-based HRM systems and commitment-based HRM systems. The first one
comprises specific HRM practices that facilitate knowledge creation and exchange. This
configuration is specifically focused on development of organizational intellectual
capital, while the commitment-based HRM system aimed at improving employees’ well-
being and intrinsic motivation. The main distinction between these two types of HRM

systems remain the same as in the case of control-commitment dichotomy. That is
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whether the organizations draw on their own interests or the interests of their high
performance employees in order to retain them and by that obtain the competitive
advantages.

In their qualitative observation Swart and Kinnie (2013) have shown similarly that
KIFs operate with organizationally-focused and professionally focused HRM systems.
According to them, organizationally-focused configuration is aimed at developing and
managing firm-specific human capital, co-operative social capital and organic
organizational capital, while the professionally-focused HRM system is intended to
develop industry-specific human capital, entrepreneurial social capital and mechanistic
organizational capital.

Various characteristics of KIFs might imply some other distinctions in the way of
how people management is designed. For example, the distinction between knowledge
management strategies of codification and personalisation proposed by Hansen, Nohria
and Tierney (1999) is associated with different approaches to selection, training and
motivation of employees. Although, a research establishing a relation between these
knowledge management strategies and some typologies of HRM systems is absent, some
natural associations between codification strategy and control-oriented HRM systems and
between personalization strategy and commitment-oriented HRM systems are likely to
occur.

Establishing such kind of relationships and associations appears to be fruitful way of
integration of the important insights from knowledge management and human resource
management spheres.

5 Conclusions

The proposed conceptual framework contributes to the clarity of HRM systems in
KIFs by summarizing the crucial characteristics of KIFs and knowledge work. Drawing
on knowledge management and HRM literature this framework reveals the peculiarities
of HRM systems in KIFs, which include orientation towards commitment, facilitating
role in knowledge management and informality. Despite such similarities, many different
variations of HRM systems can occur in different types of KIFs. We observed some
examples of distinctions between HRM systems in KIFs, which in fact can be recognised
as underinvestigated.
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