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OOPMYBAHHA KAIPOBOTO ITOTEHLIIAJIY
IHHOBAHIﬁHHX ITPOEKTIB 3 YPAXYBAHHIM
MI2KHAPOJAHUX MPO®ECIMHUX CTAHJIAPTIB

Y cmammi npedcmasaeno pezyasvmamu emnipuyrnozo docaioxcenns na 56 nionpuemcmeax
Pocii, saixe noxasano, wo ix kadposuii nomenuial He CNpuse eeKxmuenocmi IHHOBAUIIHUX NPO-
exmie. Jlosedeno, wio 20406Ha npobiema noe’s3ana 3 HeOOCMAMHIM PO3GUMKOM NPOEKMHUX
KOMNemeHmHoCHell NepcoHany, 3a0anux Mi¥cHapooHumu npodeciinumu cmandapmamu 045
IHHOGAUIIHUX NPOEKNi6. 3anponoH06ano AHAAI3 eMRIPUMHUX OAHUX: PIGEHD PO3GUMKY NPOCKMHO-
20 YNPAGAIHHA HA NIONPUEMCINEAX; 20MOGHICHb NEPCOHAAY OGpamu y4acmo Y npoeKkmHuii 0isivHo-
cmi; piéeHb nomped nionpuemMcme y npoeKmuux KOMNemeHmHoCMAx cnigpooimnuKie; pieexns pos-
GUMKY Y NepCcOHAAy NPOEKMHUX KOMHEMmeHMHOCmell; eKCnepmHi OuiHKu eénausy Kaopogozo
nomenuiaay na eghexmuenicmo npoexmie. 3acmocogyséani Giavuicmro pociticbKux nionpuemcme
Mmemoodu hopmysants Kadpoeoeo NOMeEHUiaty NPoeKmie 3ano3u4eni 3 KAACUMHO20 YNPAGAIHHA
nepconaiom i ¢iomax ne adanmoeani 00 cneuyugixu iHHO8aAUIHOT nNpoeKkmuoi disavbHocmi, 0o
MIJICHAPOOHUX NPAGUA YNPABAIHHS AIOOCLKUMU Pecypcamu npoekmie ma npozpam. Aemopamu
3anponoHo8ano modeasv cucmemu YnpasaiHis NepcoHa10M IHHOBAUIIHUX NPOEKMI8, W0 CHPAMO-
6aHA HA PO3BUMOK HEOOXIOHUX NPOCKMHUX KOMNeMeHmHocmell.
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B cmamve npedcmaeaenst pesyabmamol IMRUPUMECK020 UCCAe006aHUs HA 56 npednpusi-
musx Poccuu, komopoe nokaszaio, 4mo ux Kadpoewtii ROMeHuuUa.1 He cnocoécmeyem sppexmue-
HOCIMU UHHOBAUUOHHDIX NPOeKmos. Jlokasarno, 1mo 2aaenas npobiema ces3ana ¢ Hedocmamoy-
HbLM pa3eumuem NPOeKMHbIX KOMHEMEHNHOCMel Nepconaid, 3a0anHbIX MexNcOyHapoOHbLMU
npogheccuonaibHbIMU CMAHOapmamu 0451 UHHOBGAUUOHHBIX npoexmos. TIpedaroicen anaaus smnu-
PUMECKUX OUHHBLX: YPOBEHb PA3GUMUS NPOCKNIHO20 YNPAGACHUA HA NPEONPUAMUSAX, 20NO8HOCIb
nepcoHana y1acmeosams 8 npOeKMmHoll 0estmeAbHOCMuU, YPOGeHs NOMpPeGHOCMU NPeonpusmuil 6
NPOCKMHBIX KOMNEMEHMHOCMAX COMPYOHUKO08, YPOGEHb PA3GUMUS Y NEPCOHAAQ NPOCKMHBIX
KoMnemenmuocmeli, KCnepninble OUeHKU 6AUSHUA Ka0P08020 NOMeHuuala Ha 3hhexmuenocno
npoexmos. Ilpumensemote GOALWUHCIBOM POCCUIICKUX npeOnpusmuii memoost (opmuposanus
Kaodpoeo2o nomenyuaia npoeKnos 3auMCcme08ansl U3 KAACCUMECK020 YNPAGACHUSL HePCOHAA0M U
He adanmuposanvl Kk cneyuuke UHHOBAUUOHHOU NPOCKNIHOU 0estMeAbHOCU, K MeHCOYHApoo-
HbLM NPABUAAM YNPABACHUS HeA06EHECKUMU PECYPCAMU NPOCKHI08 U nPOZPAMM. Aémopamu npeo-
A0MCEHA MOOeAb CUCEMbl YIPAGACHUS NePCOHAI0M UHHOGAUUOHHBIX NPOCKNI06, HANPAGACHHAS
Ha pazeumue Heo0X00UMbLX NPOCKMHBIX KOMNEnEeHmHocmell.

Karouesvle caosa: kaopoewiii nomenyuan, ynpaesieHue nepcoHaNoM; UHHOBAUUOHHbIE NPOCKNIbL;
MeNHCOYHapOoOHble NPOpecCUOHANbHbIE CMAHOAPMbL, KOMAEMEHMHOCMU; YAPABACHUEe NPOCKMAMU.

Introduction. The task of personnel potential formation corresponding to cur-
rent activity and strategic development guidelines is relevant for all businesses. This is
due to the growing importance of human resources quality in efficient functioning of
enterprises. Apparently, economic risks are often caused by insufficient competences
of personnel. In addition, the increasingly popular concept of socially responsible
business is aimed at creating conditions for the development of individual employees
potential and capacity building of teams inside a company.

Along with the growing role of human resources quality not less important in the
global economic space is the organization of activities of enterprises in the form of
projects and the use of project management to improve performance.

Project management, developing in different national contexts and acquiring
national features, is however universal. This means that regardless the country in
which it is implemented, it is subject to a complex of associated and complementary
professional standards in project management. This entails the use in practice of
enterprises of a single set of most efficient processes, technologies, methods and tech-
niques of projects management. Project management is among the few professional
areas in which national borders are erased and national practices become irrelevant.
This professional field performs the function of integration of project managers into
a single professional community of like-minded people, and the activity of project
managers — into one worldwide global process of various projects and programs man-
agement.

Universality and uniformity of project management provokes the unity of
requirements to project managers and to other related experts. These requirements
are reflected in international professional standards in the form of competencies sets.
National occupational standards based on international standards, duplicate and
slightly expand the scope and the content of these competences. For example, in
Russia there is an NCB SOVNET 3.0, representing a national standard of project
management and, in particular, describing competences of a project manager. It is
based on the international standard of International Project Management
Association, IPMA.
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Recognizing the importance of project management and availability of compe-
tent personnel for this purpose, it is necessary to acknowledge the common problem
of Russian companies consisting in low or medium level of development of personnel
potential for innovative projects and programs. Staff at many enterprises is not ready
to participate in innovative projects, and this results in insufficient ownership, weak
incentives for innovative work, and lack of project culture and project values. To sum-
marize, we can state that personnel involved in innovative projects usually does not
have sufficiently developed project competences. This leads to a situation when
human resource capacity, which can be used at various innovative projects and pro-
grams, does not meet the needs of project-oriented management. The latter demands
its furthers development.

In accordance with the articulated actual problem, in this paper we try to pre-
sent the results of our analysis of projects personnel potential, the level of staff proj-
ect competences development and propose a model of personnel management system
for innovative projects aimed at the development of necessary competencies. Under
human capacity we refer here to the availability of human resources with the required
competencies that can be involved in innovative projects.

Literature review. Study of human resources potential for innovation projects is
based on generalization of fundamental and applied knowledge in different direc-
tions, in particular, the theory of labor potential and human resources management
of enterprises, the theory of project management, empirical studies on project man-
agement and personnel development projects, as well as provisions of professional
standards in the field of project management.

The issues of human resources potential are rather thoroughly studied in Russian
economic science. It uses also such terminology as: employment potential, innova-
tion potential and motivational potential of human resources. Over the past 40 years,
scientists have been exploring the employment potential of individual employees and
work groups at enterprises, and in recent years the issues of labor potential are stud-
ied in the framework of personnel management. Various aspects of labor potential
were studied by the following scientists: V.V. Adamchuk et al. (2000), A.I. Dobrynin
et al. (1999), B.M. Genkin (2007), L.L. Kalacheva (2005), Z.A. Kapelyuk (2006),
Yu.G. Odegov and G.G. Rudenko (2016), N.A. Volgin (2004) and others.

Regarding foreign studies, they do not use the term "workforce capacity”, note-
worthy. However, the issues of personnel development in order to form a reserve of
human resources that is the essence of labor potential has been covered by many for-
eign researchers, for example, M. Armstrong and A. Baron (2002), G. Hamel et al.
(1999), D. Joy-Matthews et al. (2004) and others.

Despite the abundance of literature on personnel potential as such, it should be
noted that project activity had a vast changing impact on personnel requirements and
personnel capabilities. This requires revision and constant update of best practices on
human resource capacity with specific emphasis on project activities. We believe this
is an important scientific task. For its solution we must refer to more detailed studies
on project management.

There are many publications and regulatory documents on projects manage-
ment, programs and portfolios of projects. HR management as a critical area of pro-
ject management was well described in all professional standards on project manage-
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ment. In professional standard PMBOK (sometimes called "The Bible of Project
Manager"), among others is noted such an area of expertise as "human resources of
project”. In the standard of International Project Management Association there are
professional competences of project managers to describe the contents of human
resource management of a project (NCB — SOVNET, 2014; PMBOK, 2008).

Literature on the project management, when describing the field of HR ma-
nagement provides guidance on the implementation of separately taken elements:
selection, motivation, payments to staff in a project etc. As examples can be named
here the works by V. Bogdanov (2012), D.Z. Milosevic (2006), V.V. Ilyin (2011),
A.V. Polkovnikov and M.F. Dubovik (2015) etc. However, this is only one direction in
work with personnel. There are no comprehensive studies on the formation of per-
sonnel potential for projects at the moment, to the best of our knowledge.

Methodology. For analysis of the level of projects personnel potential, and in
order to develop a model of personnel management for projects aimed at developing
necessary competencies, we used have system and competence-based approaches.
From the standpoint of the system approach formation and development of human
resources is seen as a problem in the framework of HR management within the proj-
ect management system. A systematic approach allows building internal connections
between the elements of management in innovational projects. Competence-based
approach helps assessing the system of professional competences of staff in order to
summarize the findings about the condition of projects’ personnel potential. Also,
with the help of this approach, we are able to propose the system of project personnel
competences.

With the purpose of the analysis of projects personnel potential in 2011-2015 we
conducted the research on the enterprises of one of Russian regions — Omsk
(Apenko, 2013a; 2013b). We used the method of questionnaire survey while visiting
123 enterprises (mass survey), and then in 2012—2015 — 56 enterprises and organiza-
tions more at different levels of development and implementation of projects (indepth
expert survey was also applied).

The results of our study are representative for Omsk region since sample is cov-
ering about 70% of the leading enterprises in the region, with the expertise in project
management and specifically in innovative projects. Such trends are characteristic for
Russia in general, as evidenced by the consistency of information in various scientif-
ic sources.

The results of the study. The results of this study revealed a number of trends in
the development of project management (Apenko, 2013; Corporate Governance in
Transition, 2014). One trend is increasing value and costs of professional project
management. For example, 76% of the surveyed enterprises realize the value of pro-
fessional project management, the need to attract certified managers who have mas-
tered all the necessary technologies and tools for project-oriented management. The
majority (69%) of the participants in use project activities and project management.
The reason is often referred to the awareness of the need in the most effective new
forms of activity, the natural development of the enterprise and its transition to a
higher stage, on which the need for project management is formed.

However, professional project management requires certain costs. Experts esti-
mate the cost of project management in case of outsourcing ranging from 2 to
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10—12% of the total project cost. But the effect of control is significant here. Through
adequate planning, risk management and operational management it would be pos-
sible go get 20—30% more of economic effect as compared with non-project mana-
gement (Corporate Governance in Transition, 2014).

Another trend in the development of project-oriented management in the glob-
al economic space is the recognition of the importance of a systematic approach that
uses a variety of functional arcas of management. However, awareness of the impor-
tance of using all functional areas of project management is not yet supported by
actual Russian practice. At the moment the major part of Omsk enterprises applies
the so-called "golden triangle" — they manage the scope of work and results of proj-
ects, deadlines and financial resources. A little less attention is paid to enterprise
management personnel. Inadequate use of other functional areas greatly reduces the
possibilities of project management.

One of the problems identified in the study, according to the representatives of
Omsk enterprises and organizations, is low willingness of staff to participate in pro-
ject activities. Only 10% of enterprises feel that their staff is fully prepared to work in
projects, one third enterprises declared the unwillingness of staff to participate in
project. Thus, this study confirms the hypothesis about the problems in personnel
potential for innovative projects.

Indepth interviews showed that businesses recognize the importance of a profes-
sional approach to project management and the need for competencies’ development
required for this activity. To assess the competences of a project manager, the experts
were asked about the importance of various competencies. Competences with some
generalizations drawn from national requirements to experts in project management
have been worked out by the Russian Project Management Association "SOVNET"
basing on the standards of the International Association of Project Management,
IPMA.

The results show that businesses recognize the importance of competences as
objects, subjects, processes and the environment project management (i.e., directly
related to functions in project management) and behavioral acting condition for suc-
cessful realization of the first group of competences (Table 1). While 73% of the
enterprises stated that personnel management and human capacity forming in proj-
ect activities is a very important competence.

Thus, high importance was attributed many competencies of a project manager.
Unlike with other types of projects, for innovative projects particularly important
competences are: risk and quality management, working with stakeholders, leader-
ship, involvement, teamwork, stress resistance. This is explained by the nature of
these projects.

An important result of our study was finding out that not all competences are
developed among the staff of innovative projects. The experts mentioned such prob-
lem with competencies as: the ability to manage changes and risks in a project, stress
resistance and the need to work under tight time conditions, the ability to innovate,
motivation for project work, compliance with project values and standards.

Making a conclusion about the insufficient development of human potential, we
offer a model of human resource management system for innovative projects aimed
at developing necessary project competencies (Figure 1). It is based on the require-
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ments of international project management standards, in particular, for innovative
projects. Its novelty and originality lie in combination of two subsystems into a single
system — the subsystem of personnel management and the subsystem of project ma-
nagement. Until now, the scientists considered these subsystems relatively isolated
from each other. And this led to the fact that in managing projects personnel project
management specifics is poorly tailored and in project management HR management
in all its variety of technologies was insufficiently developed.

Table 1. Expert assessment of the importance of project
manager competences, authors’
The level of significance:
Competence very . not
. important | .
important important
Competence as to objects, subjects, processes and project management environment
Facility Management: projects, programs, portfolios,

.0 100 0 0
multiprojects
Projects’ life cycle management (initiation, project
- 84 16 0
planning etc.)
Justification of goals, strategies, success criteria and
. 88 12 0
other elements of a project concept
Work with stakeholders 77 19 4
Managing the contents of a project 100 0 0
Time management 92 8 0
Cost management 77 23 0
Quality management 80 16 4
Personnel management 73 23 4
Risk management 50 42 8
Communication management 54 34 12
Supply chain management 19 31 50
Management of projects integration 42 46 12
Change management 38 31 31
Security management 8 34 58
Legal support for project activities 12 46 42
Features of project management by sectors 3 69 23

(construction, services etc.)

Behavioral competencies

Management and leadership 73 23 4
Involvement and motivation 69 31 0
Teamwork 58 42 0
Self-control and self-organization 38 58 4
Confidence and credibility 26 42 12
The removal of tension, stress resistance 16 72 12
Creativity 12 69 19
Focus on results 54 46 0
Efficiency 42 58 0
The ability to match interests, negotiate 46 50 4
The ability to manage conflict and crises 31 46 23
Reliability 54 46 0
Understanding the values of organization and project 19 54 27
Ethical of behavior 16 54 32
Problem resolution 42 50 8
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Figure 1. The content of the HR management system in a project, authors’

A central position in the proposed model belongs to the processes of team build-
ing and leadership, managing project communications and formation of corporate
culture of a project. Norms and values of this project culture are the factors deter-
mining pace and success of staff professional competences formation. For example,
the value of talent management underlying project culture, encourage the company
to develop professional competences of human resources in projects. Project leader is
also able to affect certain qualifications of his followers, if managing efficiently the
process of team building. During creation and development teams are undergoing
changes, same applies to professional competences of project participants.
Communication management includes a set of project meetings, meetings on the ret-
rospective analysis of the project, strategic sessions and other forms of communica-
tions, which significantly develop the professional competences of project partici-
pants.

The remaining elements of HR management system for innovative projects are
also involved in the formation of human resources through competencies develop-
ment. For this purpose the most important elements are the selection of personnel for
a project team, training, evaluation and motivation (Apenko et al., 2014; Apenko and
Popova, 2015). Selection allows performing the primary diagnostics of the required
competences at the entrance.

As can be seen from Figure 1, competences development of innovative projects’
participants is possible not only through a set of HRM technologies, but with staff
participation in various areas of project management. The key idea is that by control-

AKTYAJIbHI NPOBJIEMW EKOHOMIKN Ne12(186), 2016



AEMOTIPA®ISI, EKOHOMIKA NMPALI, COLIAJIbHA EKOHOMIKA | MOJ1ITUKA 251

ling project timing, its subject area, quality and risks, costs and values, the employees
develop their competences. Thus human potential is enriching through innovative
projects.

All these elements, influencing each other, form an integrated HRM for innova-
tive projects aimed at the development of necessary competencies.

Conclusions. Personnel potential formation for innovative projects is an impor-
tant, yet challenging task. Its complexity is associated with the need to not just use
advanced technologies of working with project personnel, but be flexible and adapt
them to peculiarities of a particular project. Project specificity determines the change
of the entire system of human resource management, the emergence of new elements
in it, such as the formation of project culture, team building, and management of
project communications.

Further more detailed consideration is required such items as risk management
of personnel, human resources quality management, project team management, for
representativeness of stakeholders etc. Only the totality of these elements can help
personnel potential formation for innovative projects. In practice, these elements are
implemented at a low level, and in theory there are a lot of indepth research on these
issues. Trying to fill this huge gap, the authors offer their vision of HRM system for
innovative projects.

In future it would be necessary to continue this research with a purpose of find-
ing a set of relevant methods and technologies that take into account needs and pecu-
liarities of project activity.
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