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ABSTRACT 
 
The relevance of this article is to study new principles of work and interaction with staff. Currently, there is a transformation of labour relations. 
All these forces employers to actively search for talented employees inside and outside their companies, and then ensure their development and 
worthy use in solving priority business tasks. There is a need for system personnel management. The aim of the research is to explore ways to 
manage successful effective employees in information technology companies as an approach to human resources management. Research 
methods: as a research method, the questionnaire method was used to analyse the organization of the employee management system in Russian 
companies related to information technology. Research results: the article examines the experience of applying the concept of personnel 
management in IT companies. The novelty and originality of the research lies in the fact that for the first time the system of personnel management 
in the field of information technology was studied. It is shown that being an actively developing field related to information technologies - it is 
constantly in need of personnel. It is determined that not all employees of information technology companies are highly qualified, which may be 
due to the high demand for labour resources. It is revealed that the activities carried out in almost all companies include staff motivation and the 
formation of a remuneration system (compensation and incentives); recruitment; evaluation of company personnel; training management. It is 
determined that the need for changes may be due to such factors as changing the company's work profile, the arrival of a new boss, setting new 
tasks for the HR Department. It is revealed that representatives of companies see the need to make changes in the company's motivation in the 
remuneration system, training and development of personnel, career management and performance management, creating an effective team 
and evaluating personnel. It is shown that the system of motivation of ordinary employees and successful employees does not differ critically in 
most companies. They are motivated by additional payments (bonuses) and gratitude for the work done. It is determined that the motivating 
factors are corporate sports, individual types of incentives, additional payments for work experience. It is shown that the main motives for work 
from the point of view of employees are decent and guaranteed financial remuneration, the presence of certain job responsibilities and clear 
company policy, as well as the presence of diversity in work and interest in it. Practical significance: the data Obtained in this work can be used 
in marketing, management, Economics, personnel management, management psychology. 
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INTRODUCTION 
 
Currently, there is a transformation of labour relations; in many cases, developing crisis processes are 
associated with inefficient state regulation of social, economic and labour relations (Artyukhova & Kozlova, 
2009; Shkatulla, 1997; Volovskaya, 2001; Castels, 2000). In the conditions of weak trade unions and lack of 
proper state control over the implementation of labour legislation, employees were disenfranchised in 
organizations (Kuzmin, 1993; Alder, 2003; Dryakhlov & Kupriyanov, 2002; Korobeynikov, 2001). Today, the 
state focuses on financial and monetary policy, ignoring the problems associated with the restructuring of 
social and labour relations. This situation is very different from the Western one, where the regulation of 
social and labour relations is the main part of state control in the field of labour. Much attention to social and 
labour relations in the West is also paid by organizations-owners of companies and people involved in 
personnel management. In Russia, large companies are undergoing active changes: they are rethinking their 
positions in the market, revising business processes and organizational structures. Innovations are being 
introduced in various areas of the company's life (Khitsenko, 2000; Belyatsky, 2001; Sotnikov, 2001; 
Khanmurzina et al., 2020; Shebunyaeva, 2011). At present, the gap between the segments of the population 
in earnings and living standards is becoming more and more obvious, which, in turn, increasingly leads to a 
swaying of crisis phenomena in social and labour relations; reduces productivity and motivation for work 
among low-paid workers; reduces economic growth in various industries, and so on (Lukashevich, 1998; 
Moll, 2003; Chernomorenko, 1997; Stolyarov, 2001). 
 
In order to gain new competitive advantages, enterprises begin to deal with soft factors that affect the 
organization: the development of managerial competencies, updating the corporate culture, and maintaining 
employee satisfaction. The first step is the formation of a personnel reserve, and then-the introduction of a 
management system for capable employees (Strebkov, 2012; Dombrovsky, 2002; Yegorshin, 1999; 
Tsabolova et al., 2019; Kibanov, 2002). Transformation of society and labour dictates new conditions for 
human development and the formation of a new type of employee (Cherdymova et al., 2017). In modern 
society, a person capable of transformation and independent development of skills and abilities is becoming 
in demand (Zavyalova & Denisov, 2008; Bat’kovsky & Popos, 1999; Klimov, 1999). 
 
MATERIALS AND METHODS 
 
The problem field of research is the organization of a talent management system in information technology 
companies. The object of the study was the heads of Russian companies related to information technology. 
The study had the following objectives: to assess the status of Russian companies related to information 
technologies; to assess the needs for change, to define prerequisites for the establishment of a control 
system by capable employees; to explore the understanding of the control system by capable employees; to 
assess the constituent elements of a control system by capable employees: (strategy for talent management; 
recruiting and nurturing talent; and talent development; career management and performance of talents; the 
system of motivation of employees. 
 
Questions, which are suggested in the questionnaire: 
 
How would you describe this stage of your company's development? 
 
What are the challenges facing your company in the field of personnel management? 
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How would you evaluate your organization's current performance against the indicators planned at the 
beginning of the year? (high performance: we exceed the stated plan figures in all spheres of our activity; 
rather, high performance: operate in accordance with plan indicators and slightly exceed the values in some 
areas; average performance: in some ways we rather surpass the performance plan, than lagging behind; 
rather poor performance: the company is behind schedule in some areas; low performance: the company's 
position has sharply deteriorated in some areas of activity). 
 
How do you search for capable employees for your company? 
 
What is your forecast for the organization's development in the next six months? 
 
What were the main changes for your organization in the previous year? (rapid growth of the company; 
expansion of the company by entering new markets; rapid or significant changes in the market or in external 
conditions; merger of the company with another; change in the company's strategy; the need to use 
innovations; threats to competition; a new management team; obsolescence of the product or service we 
offer; reduced profits; a sharp decline in the industry; there is no key changes for the company occurred). 
 
How do you assess your company's readiness to undergo these changes? 
 
What mechanisms of capable employees’ development are used in the company? 
 
What type of training is required for all groups of employees? 
 
What are the current priority areas for development? 
 
What areas require correction or changes? (Staff evaluation; talent development; staff training and 
development; staff career management; succession planning; staff motivation; Leadership development; 
remuneration system (compensation and incentives); change management; performance management) 
 
RESULTS 
 
The study reveals that there are quite serious personnel movements in companies. Most companies (56% of 
companies) hired about 15% of employees, 24% of companies hired slightly less employees - 10%; 13% of 
companies said they hired 27% of employees, and the remaining 7% of the organization slightly more - 51%. 
Despite hiring a sufficient number of new employees, organizations have not been without layoffs or 
reductions. Most companies (51% of companies) reduced their number of employees by 10%; 32% of 
companies did not lay off or reduce employees. More than 25% of the workforce was reduced in 13% of 
companies, and 4% of organizations reduced the number of their employees by 11%. Companies associated 
with information technology are characterized by high growth dynamics; active development is associated 
with a wide demand for products in this industry, so companies are forced to attract a large number of 
employees. A small number of layoffs may be due to the high level of specialists recruited in the organization. 
 
Some companies (25%) described themselves as being in growth, entering a new stage of development, 
offering new products and services, 13% of companies are at the start and are experiencing the first years 
of operation, forming a list of services, 13% of companies said that they were in the period of a new birth, the 
organization was still in a crisis state, but there were already prerequisites for getting out of it, the rest rated 
themselves as stable. 
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Organizations constantly face changes in their activities, both in the internal environment and in the external 
one. The majority of companies (56% of companies), participated in the study often experienced rapid and 
significant market changes in external conditions and the need of innovation, 13% of companies as the main 
changes outlined inner transformation: change the company's strategy and new team leaders. Every fifth 
company identified such transformations as changes in the cost of resources and the merger of a company 
with another. Some organizations noted the main changes: rapid growth of the company, expansion by 
entering new markets, and reduced profits. Some companies noted as changes - threats of competition, 
obsolescence of the offered products or services, introduction of a large number of goods and services. 
 
Employees are an important resource in the service industry. The level of profitability of the company depends 
on the qualifications of employees. Today, the need for personnel in most organizations is rather growing 
(67% of companies), that is, open positions are available in some departments. At the same time, 24% of 
companies stated that there was no need for personnel. 56% of respondents rated the current need for 
employees in their organizations as growing: there are many open positions. The number of employees of 
companies associated with information technology is growing, which indicates a growing need for products 
and services in the field of information technology, high growth potential of the industry and organizations 
involved in information technology. As for the basis of information technology companies-technical and 
engineering specialists, the situation is as follows: 56% of companies have highly qualified specialists, and 
42% of organizations have average qualified specialists. In 2% of the companies, employees with weak 
qualifications occupy the positions of technical specialists. 
 
Sales agents in organizations that specialize in the field of information technology have different 
qualifications. In 25% of companies, employees with average qualifications occupy this position, in 25% of 
companies, employees with weak knowledge and undeveloped skills occupy the position of sales agents, 
50% of organizations, on the contrary, have a high level of competence development in this group of 
employees. Thus, in most of the companies involved in the study, ordinary employees have average 
qualifications with the appropriate skills and knowledge. The sphere related to information technologies, as 
it is actively developing, needs stuff constantly. Not all employees are highly qualified, which may be due to 
the high demand for labour resources - it is not immediately possible to find many good specialists. 
 
Changes that regularly occur in companies do not frighten the management, which is able to resist them. 
This fact is most likely related to the management's understanding of the dynamic development of the sphere 
and the perception of a large number of changes as features of the sphere. 
 
The study participants were asked to determine the importance of the problems that their companies faced 
in the field of personnel management. In General, these problems are mostly of low significance, which 
indicates a low importance of personnel for companies associated with information technology, or a high level 
of system development. The problem associated with the lack of development of new competencies required 
due to changes in the company or in the market appears as an important problem for 20% of companies, 
while for the rest, this problem is considered insignificant and not a priority. The lack of a common culture is 
perceived as a priority problem by 15% of respondents, 85% of respondents do not perceive this problem as 
important. 15% of the company probably experienced employee dissatisfaction with salary cuts or layoffs, 
since this problem is important for them, while for other organizations this problem is not a priority. The lack 
of performance indicators is a more important problem for companies related to information technology, so 
for 45% of organizations this problem is a priority, for 55% it is less important. The lack of an automated 
personnel management system is an important problem for 15% of representatives of information technology 
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companies who answer the survey questions. 85% of respondents did not consider the lack of this system to 
be a priority problem. 
 
Respondents noted the areas of personnel management that were present in their organizations. The 
activities that are carried out in almost all companies include staff motivation and the formation of a 
remuneration system (compensation and incentives) (100%); recruitment (95%); evaluation of company 
personnel, which is also a common activity of HR departments (90%); training management is present in 
85% of companies. 
 
Companies, based on established practices and goals, place greater emphasis on certain areas of activity in 
the field of personnel management. However, the need for changes eventually arises in organizations, which 
may be caused by such factors as changing the company's work profile, the arrival of a new boss, setting 
new tasks for the HR Department, etc. Representatives of companies see the need to make changes in the 
company's motivation in the remuneration system, training and development of personnel, career 
management and performance management, creating an effective team and evaluating personnel. 
 
DISCUSSION 
 
It can be concluded that most of the companies associated with information technology are in a stable state 
or a state of growth. The size of an organization is one of the factors that affect the achievement of company 
indicators - the larger the organization, the higher the indicators. Large organizations have extensive 
experience and stability in the market, which is reflected in the performance of their current activities. This 
trend is typical for information technology companies in General, as information technology is currently one 
of the most developing areas. Companies associated with information technologies exist in conditions of 
constant changes, so they are highly adapted to them and are always ready for subsequent transformations. 
 
Companies associated with information technology are growing in numbers, and most organizations have a 
high need for personnel. There is a relationship between the position held and the level of employees’ 
qualification, so top management and employees at the level of Directors in most companies are highly 
qualified, and among employees with lower positions, employees with high qualifications are less common. 
The level of ordinary employees’ knowledge, most of whom have average qualifications, also appears 
mediocre. Engineering and technical specialists in most organizations have a high and medium level of 
qualification, although among this category of employees in the field of information technology, in order to 
build highly effective activities, highly qualified employees must prevail. It is possible that due to the high 
dynamic growth of companies and the need to recruit a large number of employees, the management of 
organizations are forced to sacrifice the quality of the recruited employees as opposed to the number. The 
most important problems, according to most companies, are a broken leadership system and the lack or poor 
development of performance indicators. The problem that none of the respondents perceive as significant is 
the upcoming retirement of key employees. It is possible that due to the fact that companies are faced with 
a dynamic pace of work and a large amount of work, management does not have time to devote time to 
employees and establish a more or less employee management system, so problems arise in this area. 
 
The areas that receive the most attention in information technology companies are staff motivation and 
remuneration systems. These areas are common in most of the companies participating in the study, and 
about half of this number of companies consider these areas a priority and feel the need to make changes to 
them. This may be due to a lack of information about possible areas of personnel management. 
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CONCLUSION 
 
Most companies are working on career planning for employees. Most organizations note that employees talk 
at least once a year with their direct supervisor (an employee of the HR Department) about what qualities 
and skills need to be developed in order to become more successful, but not every tenth company 
participating in the study conducts such work. Only half of companies formalize an oral conversation about 
talent development into an individual plan for developing the necessary qualities and skills for a particular 
employee. 
 
The structure of training in the company can be built, or it can be implemented randomly according to the 
needs of employees or the needs of the company's culture, etc. In most companies, respondents note that 
attending trainings in their organizations is encouraged by management, while management does not 
mention the merits of training their successful employees in any way. 
 
Most of the companies participating in the study note that their organization has all the conditions for 
professional development and study, and everything depends only on the desire of the talent itself. The 
system of motivation of ordinary employees and successful employees does not differ critically in most 
companies. In other words, the system of incentives and motivation is the same for all employees. 
 
They are motivated by additional payments (bonuses) and gratitude for the work done. Motivating factors 
such as internal and external training, recognition of the importance and exclusivity of the employee's work 
are popular in most companies, and these factors are used for all employees. Almost half of companies use 
the following motivating factors equally for talented employees and ordinary employees: corporate sports, 
individual types of incentives, and extra payments for work experience. Based on the respondents' answers, 
the main motivations for employees' work are decent and guaranteed financial remuneration, the presence 
of certain job responsibilities and clear company policy, as well as the presence of diversity in work and 
interest in it. 
 
Thus, the vast majority of companies use the practice of joint discussion of the leader (HR officer) and talents 
of areas and career paths of successful employees. However, this practice is formalized in an individual 
employee development plan only in half of the companies, and accordingly, the methods and mechanisms 
of career management in companies have different degrees of effectiveness. Every employee has a reason 
to go to work and do it well. All these reasons can be divided into two types: internal reasons, when a person 
enjoys the very process of their work, and external reasons, when a person benefits from the work they 
perform. 
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