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MANAGEMENT OF HUMAN RESOURCES OF THE PROJECT-ORIENTED
ORGANIZATION BASED ON THE PROFILE OF THE SPECIALIST AND THE
DEGREE OF ITS UNIQUENESS

The subject of the research is the tools and methods of effective human management. The purpose of this study is the development
of human management tools for a project-oriented organization. The following tasks had been solved in the article: introducing the
categories of "specialist profile" and "degree of uniqueness" of an employee; identification of the main areas of use of the "specialist
profile" and the indicator of "degree of uniqueness" in the human resources management of a project-oriented organization;
development of the method for assessing the "degree of uniqueness” of an employee. The following methods are used: set theory,
functional analysis, expert assessment method. Results. In this study the category "specialist profile" and the interrelated indicator
"degree of employee uniqueness" were introduced. A specialist’s profile means a combination of three components, which are the sets
of quantitatively evaluated characteristics: competence, energy and professional potential were presented. The profile of the
organization’s specialist is examined for compliance not only with the essence of the project and its specific work, but also with the
conditions of the project and work, as well as with the interests of the project-oriented organization. "Energy" is a set of personal
characteristics of an employee, such as the ability to work in extreme situations, stress tolerance, sociability, etc. "Professional
potential" — "hidden" professional opportunities (competencies, energy), which are transformed into real competencies and energy in
the process of carrying out professional activities. A conceptual model for the use of the "employee profile" in the human resources
management of a project-oriented organization had been developed. Under the degree of uniqueness of an employee is taken the ratio
of his competencies, energy and potential to the competencies, energy and potential of other employees. Conclusions. The method for
assessing the degree of uniqueness of an employee, illustrated by a calculation example, was developed. The directions of using this

indicator in the human resources management of a project-oriented organization were indicated.
Keywords: human resources; competency; energy; potential; control; project; degree of uniqueness.

Introduction

The basis of project team management is a
competency-based approach that allows you to compare
the competencies of project team members and the
capabilities of applicants to participate in the project and
their subsequent assignment to specific project work.
Nevertheless, not only competencies are the "driving
force" of the project, other characteristics of individual
specialists that either contribute to or hinder the successful
implementation of the project are of great importance. In
addition, for organizations (companies, enterprises) that
follow the project approach in the implementation of their
activities and their development, that is, they are project-
oriented, project teams are formed from the totality of
labor resources. Thus, unlike the separately considered
project, employees of the organization can, for example,
be considered as "alternative options™ for participation in
various projects of the organization. The specificity of the
project-oriented organization necessitates the use of
appropriate tools to effectively manage its workforce.

Analysis of recent publications and studies

Consideration of the problem of human resources
management of project-oriented organizations is a logical
dissemination and development of the results of research
of project team management at a higher level - the level of
the organization as a whole. Thus, this study should be
carried out in the context of the synthesis of human
resources management (classic HRM) and project team
management. Such a vision has emerged in modern
science over the past 15 years. In particular, in [1-3], the
authors focus on the fact that the development and

dissemination of project-oriented management ideas for
companies and enterprises of various fields of activity
gives rise to the recurrent problem of labor management
of such organizations. And although the authors do not
provide a specific methodology for solving this problem,
they indicate its importance for modern theory and
practice.

In [4], emphasis is placed on the need for career
growth of employees, moreover, from the point of view of
the well-being of a project-oriented organization. Despite
the fact that the term "professional potential” is not used
in this work, nevertheless, in this context we are talking
about the career growth of the organization’s specialists.

The work [5] summarizes various approaches to the
management of labor resources, considering their
development in a historical context, and focuses on the
usefulness of the penetration of classical approaches to the
management of labor resources in project management
and in the management of project-oriented organizations.
One of the conclusions here is the need for modern
researchers to focus on human resources management in
projects of project-oriented organizations.

In [6], the results of a statistical analysis of success
factors in the context of human resources management of
typical representatives of project-oriented organizations
— software development companies — are presented. In
particular, the following basic mechanisms for successful
workforce management were established: assessment of
the effectiveness of work, training and development,
participation in decision making.

Among the works of the domestic school, it should
be noted [7-11], which are devoted to the competency-
based approach in project management. Note that, despite
the significant attention of domestic researchers to project-
oriented organizations (for example, [12]), problems
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related to labor resources at this level are practically not
considered, as an exception, the works [13, 14], in which,
however, the focus is mainly on projects, and not on the
whole organization.

Based on the foregoing, the purpose of this study is
the development of human resources management tools
for a project-oriented organization.

Research Objectives:

- introduction of the categories of "specialist profile"
and "degree of uniqueness" of an employee;

- identification of the main areas of use of the
"specialist profile" and the indicator of "degree of
uniqueness" in the labor management of a project-oriented
organization;

- development of a method for assessing the "degree
of uniqueness” of an employee.

Specialist profile and its use in the human resources
management of a project-oriented organization.

The main requirement for the project team is that it
has the qualities that ensure the success of the project.
Moreover, these qualities are determined not only by the
composition of competencies, but also by "energy" and
professional potential. Such a conclusion was made in
[15]. It should be noted that a clear identification of the
components of energy and potential requires a separate
study that is beyond the scope of this work; therefore, we
restrict ourselves to introducing into consideration these
characteristics of a unit of labor resources in the form of a
set of corresponding estimates.

Moreover, we accept the following content of these
concepts. "Energy" is a set of personal characteristics of
an employee, such as the ability to work in extreme
situations, stress tolerance, sociability, etc. We define
professional  potential as  "hidden"  professional
opportunities (competencies, energy) that transform into
real competencies and energy in the process of carrying
out professional activities. It should be noted that the latter
is possible only under certain conditions that are formed in
the organization.

Without substantial concretization, we will accept
the following structure of the characteristics of a unit of
labor resources, which we define as a "specialist profile":

{C.Cys..C, By By, E BB, P (1)
¢G,,...C, — set i=Ln of competency ratings -
competency index;

E,E,, .. ,E, — set of estimates of energy
components, j =1,m — energy component index;
P.,P,,...P, — set of potential assessments, s=1,S —

potential component index.

If it is assumed that the components (1) are
dimensionless quantities, for example, points or fractions
of the "ideal" assessment, then the usual Euclidean
distance taking into account the weight of the components
can serve as a measure of "proximity of specialists":

n m S
D, =Y (C-CoF + 3, (B R Y, (PR,
i=1 j=1 s=1

where ai,ﬂj,ys,izl,_n,jzl,_m,s:l,_s — the weight of
the specialist profile components for which;

iai+iﬂj+iys=1- 3)

Cl.E},P;,C},E;, P! — accordingly, the profile
components of the 1st and 2nd specialist. In accordance
with minimization (2), in particular, specialists can be
replaced if necessary within the organization.

Such an approach to identifying the "specificity" of
specialists (employees) can be widely used in deciding on
the formation of a project team and assigning specialists to
work. So, depending on the specifics of individual project
activities, special requirements for profile components
may be put forward.

For example, a specific job requires several
specialists with specific competencies C,,C,,....,C,,.. The

L most probable conditions for the implementation of the
project are forecasted; accordingly, it is required to select
several employees whose competencies correspond to this
work, and "energy" corresponds to one of the most
probable environmental conditions -
Ei1.Ep1vees Eqroen Ei B B - The  organization
also has certain strategic goals and projected projects,
which determines the need to "disclose" a certain potential
of employees P,P,,...,P.. Thus, the profile of the

organization’s specialist is examined for compliance not
only with the essence of the project and its specific work,
but also with the conditions of the project and work, as
well as with the interests of the project-oriented
organization (fig. 1).

This approach will ensure not only the success of a
specific project, but also the success of promising projects
(in the future) of the organization by uncovering the
potential of its employees.

Since in a project-oriented organization, as a rule,
several projects are implemented at the same time, and
project teams are formed from the aggregate workforce of
the organization, a situation often arises of a
choice: which of the employees with close “"competency
content" to include in a particular project team.
In such cases, the proposed approach to the
formation of an employee profile can serve as the basis for
this choice.

Note that the proposed "profiling” of employees will
also allow adequate selection of personnel.  Special
methods of testing can be used to identify specific
components of "energy" and "potential”.

The degree of uniqueness of the employee and the
method of its assessment.

By the degree of uniqueness of an employee of a
project-oriented organization, we mean the ratio of his
competencies, energy and potential with the
competencies, energy and potential of other employees.
According to this definition, the smaller the organization’s
staff, the higher the degree of uniqueness of each of the

(2) employees (labor units) and, accordingly, vice versa.
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Fig. 1. The use of "specialist profile" in decision-making processes on the formation of a project team in a project-oriented

organization

To ensure the success of the project, specialists with
a high degree of uniqueness must be present in the project
team, which will allow them to a) make non-standard
decisions as compared to other team members, b) realize
the existing potential to the maximum extent (which will
be valuable for the project-oriented organization in
future), ¢) use "energy opportunities™ in turbulence.

To assess the uniqueness of a unit of labor at the
level of a project-oriented organization, the following
method is proposed.

Let the labor resources of a project-oriented
organization be H + 1 people. Excluding the employee for
whom the degree of uniqueness is evaluated, N people
remain. Then, for each employee from among the
organization’s labor resources, a set of characteristics is
given:

{(C.C),..CL.E) B} BN BB P} =1H | (4)

C),Ch,...,C" — set of competency assessments, i =1,n —
competency index;
E'E],...E"

set of estimates of energy
components, j= Lm — energy component index;

Plh’ ch,..., Psh
s =1,S — potential component index.

The following indicator is proposed to assess the
degree of employee uniqueness:

set of potential assessments,

U :Zn:ai N +Zm:ﬂj M, +ZS:7’SZ_S1 5)
i=1 QHR j=1 QHR s=1 QHR
or
1 n m S
UP zz(gai'Ni +;ﬂj 'Mj+§}/s'zs)v (6)

where:
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N = al M iolh ) In fact, (7), (9) and (11) establish the number of
i_z =4 people for whom the characteristic in question

(competence, component of energy or potential) is the

oL Cih >C; . — _ same or higher than that of the employee in question. The
I = 0" <C Jd=1Lnh=1H (8) presence in the denominators (5) and (6) Q. allows, in
T : fact, to determine the share of employees with a given
H . characteristic and even the best in the total workforce.
M;=> 1 j=1m, (9) The calculation example was based on the following
h=1 initial data (table 1).
" . The table 2 shows the intermediate and final results
I {1, E; >2E; j Tmheif (10) of cglculatlng the indicator of _the degree of uniqueness qf
] 0,E"<E.. Y B a unit of labor resources. In this example, the value of this
! ! indicator was 0.45. Note that based on the data in table 2,
H _ an employee profile can be formed in the form of a
Z, =) 1!,s=1s, (11)  graphical representation (fig. 2).
h=1
h .
Igz{l’&ths’,sﬂ,_&h:l,_H, (12
0,R'<P,.

Q,r — the amount of labor resources of the organization.

Table 1. The source data for the calculation of the degree of uniqueness of a unit of labor

Characteristics Indicator for an employee Indicator for colleagues

h=1 h=2 h=3 h=4
c,C! 10 8 10 9 3
c,,Ch 9 6 7 8 3
c,,CY 9 5 5 9 7
c, Cl 7 4 4 6 8
C,,C! 3 9 8 10 2
C,,Cy 4 5 6 8 10
E,E 5 10 7 7 4
E,.E} 8 7 7 5 7
P,R" 7 6 5 5 8
P, P 5 10 7 3 9

This profile allows you to visually see the "unique™ several employees on one diagram allows their
characteristics. In addition, the presentation of data on  comparative analysis (fig. 3).

Table 2. Calculation of the indicator of the degree of uniqueness of a unit of labor resources

B, 7, N, M, Z, N M 2z, o N g Mo 2,
QHR QHF\‘ QHR QHF\‘ QHR QHR
01 1 025 0,025
01 0 0 0
02 1 025 0,05
0,05 1 025 00125
0,05 3 075 00375
0,05 4 1 0,05
03 3 075 0225
0,05 0 0 0
0,05 1 0,25 0,0125
0,05 3 0,75 0,0375
Up 0,45
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Fig. 2. The profile of the unit of labor resources

The closer to 0 the values of the individual
components in (5), (6) and, accordingly, in the diagram in
fig. 2, the more "unique" this characteristic is for the
employee in question. So, in this example, competencies
1,2,3, component of energy 1 and potential 1 form the
basis of the "uniqueness” of this employee.

Using weights in (5), (6), respectively, the
significance of individual characteristics in the indicators
of the degree of uniqueness increases or decreases.

Fig. 3 shows the profiles of two employees who are
practically opposites and have different characteristics
with a high degree of uniqueness (HR2 - the employee
discussed above, the -calculation of the degree of
uniqueness is presented in table 2, for HR1, the degree of
uniqueness was 0.52.

Thus, we conclude that HR2 has a higher degree of
uniqueness than HR1. According to the profile in fig. 3 it
is clearly seen that HR2 number of characteristics closer
to 0 is greater than that of HR1.
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Fig. 3. Comparison of labor unit profiles
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Thus, a method for assessing the degree of
uniqueness for a unit of labor resources in the framework
of a project-oriented organization is proposed and
illustrated by a calculation example.

Obviously, such an assessment should be carried out
differentially for different categories of labor resources,
taking into account the specifics of competencies and
components of energy and potential.

The degree of uniqueness can serve as a tool in
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wage offer. Naturally, the higher the uniqueness of the
employee, the higher the salary should be (with the
proviso that the uniqueness of the employee must
correspond to those characteristics that are most valuable
and necessary for the organization).

Conclusions

In this study, the category "specialist profile” and the
interrelated indicator "degree of employee uniqueness" are
introduced.

A specialist’s profile is understood to mean a
combination of three components, which are sets of
quantitatively evaluated characteristics: competence,
energy, and professional potential. A conceptual model for
the use of the "employee profile” in the human resources
management of a project-oriented organization has been
developed.

Under the degree of uniqueness of an employee, the
ratio of his competencies, energy and potential to the
competencies, energy and potential of other employees is
taken. A method for assessing the degree of uniqueness of
an employee is developed, which is illustrated by a
calculation example. The directions of using this indicator
in the human resources management of a project-oriented
organization are indicated.

A further direction of this study is the development
of formalized methods and models for solving specific
tasks of labor management using the approach presented
in this paper.
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YIPABJIIHHSA TPYJOBUMH PECYPCAMU HPO€KTHO-OPI€H:I‘OBAHOi
OPI'AHI3ALII HA BA3I TIPO®LJIIO ®AXIBLSA I CTYIHEHS UOT'O
YHIKAJIBHOCTI

IIpeameTrom mociKEHHS € IHCTPYMEHTH 1 METOIM €(PEKTUBHOTO YIIPaBIiHHS TPYJOBUMH pecypcaMu. MeTor0 TaHOTO JOCTiKEHHS
€ po3po0OKa IHCTPYMEHTIB YIPABIiHHS TPYAOBUMH PECypCaMH MPOEKTHO-OPIEHTOBAHOI OopraHizamii. Y CTaTTi BUPILIYIOThCS HACTYIHI
3aBIaHHS: BBEJICHHS Kateropii "mpodimro daxiBi” i "cTyneHs yHikanbHOCTI" criBpoOiTHHKA; i1eHTH]IKallisT OCHOBHUX HAIpsIMKIiB
BUKOpUCTaHHS '"mpodimo ¢axiBusg” 1 MokazHUKA "CTyNeHs YHIKaIbHOCTI" B YHPaBIiHHS TPYIOBUMH DPECypcaMH IPOEKTHO-
OpieHTOBaHOI opraHizanii; po3poOka MeTOqy OIIHKM "CTYHEHs YHIKalbHOCTI" CHIBpOOITHHKA. BHKOPHCTOBYIOTBCS Taki MeTONH:
Teopii MHOXHUH, (QYHKUIOHAIFHUNA aHaNi3, METOJ E€KCIEePTHUX OIiHOK. Pe3yasTaTH. B maHoMy nocmikeHHI BBelE€Ha B PO3TIIAL
kareropis "mpodins ¢axiBig” 1 B3a€MONOB'SI3aHWN TOKA3HUK ''CTYMiHb YHIKaJmbHOCTI crmiBpoOiTHHKka". [lix mpodimem daxiBis
PO3YMI€ETBCSI CYKYNHICTh TpPHOX CKIQJOBHX, SKi MPEICTABIAIOTH CO0O0K0 0e3Nidi KITBKICHO OIiHIOBAHMX XapaKTEPHCTHK:
KOMIIETEHTHOCTI, eHepris, mpodeciiinnii notennian. [Ipodine ¢daxiBus opraHizamii po3risIacThCs Ha MPEIMET BiIOBIAHOCTI HE
TIJIBKH CYTi MIPOEKTY i KOHKPETHHX HOTO pOOIT, a if yMOBaM peaitizallii IpoeKTy 1 BUKOHaHHS POOOTH, a TAKOXK IHTEpecaM MPOEKTHO-
opieHTOBaHOI opranizaiii. "EHeprisa” — 11 CyKyNnHICTh OCOOMCTICHUX BJIACTUBOCTEH CMIBPOOITHUKA, TAKUX K MOXKJIHBICTh pOOOTH B
EKCTpEeMaJIbHUX CHUTYyalisiX, CTPECOCTIHKICTh, KOMyHikabenbHicTh 1 T.m. "Tlpodeciitnnii moteHmian” — "npuxoBani” mnpodeciiini
MOXJIMBOCTI (KOMIIETEHTHOCTI, €Hepris), siki TpaHCHOPMYIOThCS B peajibHi KOMIIETEHTHOCTI 1 €Heprifo B mpoleci 3iiCHEHHs
npodeciiiHoi misbHOCTI. Po3po0ieHo KOHLENTyallbHy MOZAENb BUKOPHCTaHHS «IPO(iII0 CHiBpOOITHHKA» B YHPABIIHHI TPYIOBUMHU
pecypcamu MPOEKTHO-Opi€EHTOBaHOI opraHizamii. [1ix cTymeHeM yHIKadbHOCTI CHIBpOOITHHKA PO3YMIETHCS CIIBBIIHOIIEHHS HOTO
KOMIIETCHTHOCTEH, €Heprii 1 TMOTeHIialy 3 KOMIIETEHTHOCTSMH, CHEPTi€l0 1 MOTCHIIANOM IHIMX CHiBpOOITHUKIB. BUCHOBKH.
Po3po0ieHo MeTo OIiHKK CTYTIEHS YHIKaJIBHOCTI CIIBPOOITHHKA, SIKMI MPOLTIOCTPOBAHUN PO3PaxXyHKOBUM MpHUKIaaoM. [lo3HaueH1
HanpsiIMH BUKOPHUCTAHHsI IAaHOTO TIOKa3HHKA B yIPaBJIiHHI TPYJOBUMH PECYPCaMU TPOEKTHO-OPi€HTOBAHOT OpraHi3allii.
Ki1i04oBi cjioBa: TpyI0Bi pecypcu; KOMIIETEHTHOCTI; €HEepTisl; MOTEHIiaN; YIPaBIiHHS; POEKT; CTYiHb YHIKaIbHOCTI.

YIOPABJIEHUE TPYJOBbIMH PECYPCAMU MPOEKTHO-OPUEHTUPOBAHHOM
OPI'AHU3AILINU HA BA3E TPO®UJISA CIIEHUAJIUCTA U CTEIIEHU ET'O
YHUKAJIBHOCTH

IIpenmeToM ¥cCleqOBaHUS SBISIOTCS WHCTPYMEHTHI M METOABI S(G(EKTHBHOTO YIpPABICHUS TPYAOBHIME pecypcamu. ILleanio
JAHHOTO HCCIICNIOBAHMS SIBISIETCS pa3paboTKa WHCTPYMEHTOB YIPABIEHHS TPYAOBBIMH PECYpCaMU IIPOEKTHO-OPHUEHTHPOBAHHOM
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opraHm3anuy. B craTtbe pemarorcs cieayrone 3aAadM: BBeIeHHE KaTteropuil "mpoduis criennanicta” U "'CTeNeHN YHUKAIEHOCTH
COTPYJHUKA; HICHTH(UKALMS OCHOBHBIX HAINpPAaBICHUH WCIOIB30BAaHAS '"HpoQIIs crenuamucTa’ W IoKaszaTels ''CTeleHH
YHHUKQJIBHOCTH" B YIPaBICHUS TPYIOBBIMH PECypcaMH IIPOSKTHO-OPHUEHTHPOBAHHOW OpraHHW3aIMH; pa3pabOTKa METOJa OICHKH
"CTeNeHN YHUKAIbHOCTH' COTPYIHHKA. MCHONB3YIOTCS CleAyIoue MeTOAbl: TEOPUH MHOXECTB, ()yHKIMOHAIBHBIA aHATN3, METOX
9KCIIEPTHBIX OLICHOK. Pe3yabTaThl. B MaHHOM HcclenoBaHUMM BBEJE€HA B PAaCCMOTPEHHE KaTeropHs 'Mpo¢uib crenuanucra’ u
B3aMMOCBSI3aHHBIH [TOKa3aTeNb "CTeNEeHb YHUKAIBHOCTH COTpyAHuKa". TIoa npoduieM crieruanicTa oOHUMAeTCsi COBOKYITHOCTb TPEX
COCTaBJISIIOLIMX, MPEICTaBIAIONINX CO00H MHOXKECTBA KOJIMYECTBEHHO OLICHHMBACMbBIX XapaKTEPHCTHUK: KOMIIETEHTHOCTH, JHEPTHs,
npodeccnoHanbHEI noTeHnMan. IIpoduns crenmamicta OpraHM3alM paccMaTpHUBaeTcs Ha IPEIMET COOTBETCTBHSI HE TOJIBKO
CYIIHOCTH TIPOEKTa W KOHKPETHBIX €ro padoT, a M YCIOBHSAM pealn3allii MPOEKTa M BBIIOJHEHUS paboThl, a Takke MHTEpecaM
MIPOEKTHO-OPUEHTHPOBAHHON OpraHM3aluy. "ODHEpPrus’ — 3TO COBOKYIHOCTb JIMYHOCTHBIX CBOWCTB COTPYAHHKA, TAaKMX Kak
BO3MOYKHOCTb pabOTHI B IKCTPEMANBHBIX CHTYalUsX, CTPECCOYyCTONYMBOCTh, KOMMYHHKA0EIbHOCTh U T.I. «IIpodeccroHanbHbIIN
MOTEHIHMA — "CKPBIThIE" MPodecCHOHANTBHBIE BOBMOKHOCTH (KOMIIETEHTHOCTH, HEPTHs1), KOTOPbIE TPAaHC(HOPMHUPYIOTCS B pealbHbIe
KOMIIETEHTHOCTH ¥ SHEPTHIO B IPOLIECCE OCYIIECTBICHUS NMPO(ECCHOHANBHON AesTeIbHOCTH. Pa3paboTaHa KOHIENTya bHas MOJENb
WCIOJIB30BaHUS "TIPOQMISA COTpYAHHKA'" B YIPABICHUH TPYIOBBIMU pecypcaMy MpPOEKTHO-OPHEHTHPOBAHHOW opranm3aimu. [lox
CTENCHbI0 YHHMKAJbHOCTH COTPYJHHKA IOHMMAEeTCS COOTHOLICHWE €ro KOMIICTCHTHOCTCH, OHEprMM U MNOTEHLHAIa C
KOMIIETCHTHOCTSIMH, 3HEpPTUel U MOTEHINAJIOM JPYTHX COTPYIHHUKOB. BeIBoabI. Pa3spaboTan MeTO OLIEHKH CTENICHN YHHKATBHOCTH
COTpPY/JHHKA, KOTOPBIH MPOMLTIOCTPHPOBAH pacueTHBIM NnpuMepoM. O003HauYeHbI HAapaBJIeHHs NCTIOIb30BaHMS JAaHHOTO ITOKa3aTes
B YIPaBJICHUN TPYAOBEIMH PECYpCaMy IIPOEKTHO-OPHEHTHPOBAHHON OpTaHN3aINL.
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