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Crparerist iHHOBaL[IHHOrO0 PO3BUTKY HALiOHATHLHOI EKOHOMIKH MOBHHHA BKIJIIOYATH PO3BUTOK KOXKHOTO OKpeMoro perioHy. Koxxna oGmactsb
MOBUHHA MAaTH CBOi NPIOPUTETHI HANPSMU PO3BUTKY BIiANOBIAHO 1O CTaHy BJIACHOI HAYyKOBO-IIPOMMCIIOBOI 0a3u, BHXOAAYM i3 HOTEHLiaty
BUPOOHHYMX MOXKJIMBOCTEH PETiOHY, OPIEHTYHOUYHCH Ha HAsIBHI PECYpCH Ta PUHKOBI HOTPEOH.

BaxnuBe Mmicue cepeq BHPOOJCHHS HAliOHAJIBGHO! IHHOBALIHHOI CHCTEMH MOBHHHA 3ailMaTH pPO3po0OKa pe3yIbTATUBHOI CHCTEMH YIPABIIHHS
IHHOBALIIIHOIO JiSIBHICTIO B PETiOHI SIK MPUHLMIIOBO HOBOI'O MEXaHi3My BIUIMBY JIep)KaBH Ha €KOHOMIKY B yMOBaxX pUHKY. /Iy 1bOoro HeoOXiaHO
BHPILIKATH TaKi 3aBJaHHs (puc. 1):

— CTBOPHTH CHPHATIMBI PABOBi, OPraHi3alliiiHi, eKOHOMIYHI YMOBH B pPerioHax;

— CIIPUSTH IHTerpalii HayKH 1 MPOMHUCIIOBOCTI PErioHiB;

— MiArOTOBUTH (axiBLiB JUIS HAYKOBO-TEXHIYHOTO KOMILIEKCY PETiOHiB;

— 3a0e3mednTy (HiHAHCOBY MIATPUMKY;

— aKTUBI3yBaTU MiXKpETriOHaNbHE CIIBPOOITHUITBO y cepi HAyKH i TEXHIKH.

Peaizanis MexaHi3My iHHOBAI[IHHOT'O PO3BUTKY €KOHOMIKH PETiOHY JO3BOJUTB JJOCATTH TaKUX PE3yNIbTATiB:

— (hopMyBaHHS MO3UTUBHUX COLIATBHO-EKOHOMIYHOT'O IMIXKY PErioHiB;

— IiIBUIIEHHS )KUTTEBOTO PiBHS HACEICHHS;

— iHTerpanis B MDbKHApOJHY €KOHOMIUHY Ta HAyKOBO-OCBITHIO CUCTEMY;

— MTHATTS PiBHS A1TOBOI AKTHBHOCTI PEriOHiB.

BucnoBku. OTxe, 17151 NiIBUILIEHHS MIDKHAPOAHOT KOHKYPEHTOCIPOMOXKHOCT] HAallilOHAIbHOT €KOHOMIKHM HEOOXiHO:

— CTHMYJIIOBaTH iHHOBAIi{Hy aKTHBHICTb Cy0’€KTIiB TOCIIOJapIOBAHHS Ha BCIX PiBHAX;

— 30iMCHIOBATH YIIPABIIiHHS IHHOBALIHOIO MOJIITUKOIO HA PiBHI PErioHy;

— YZIOCKOHAJIUTH iCHYIO4Y cHcTeMy (hiHaHCYBaHHs 1HHOBALIHHOI AisSUIBHOCTI;

— ctBopuTH HanioHansHy iHHOBaIiliHy cucTeMy YKpaiHH, B T.4. i Ha periOHAILHOMY PiBHi.
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HUMAN RESOURCES MANAGEMENT IN THE KNOWLEDGE MANAGEMENT
Zlateva-PetkovaT., Technical University of Gabrovo

3aaresa - IlerkoBa L. Ynpap/iiHHs JI0ICbKMMH pecypcaMu B MeHe/’KMEHTi 3HAaHb

3HaHHS BCe YacTillle CTAIOTh KIFOYOBHM PECYPCOM 1 JPKEPEIoM KOHKYPEHTHHX IepeBar y CydacHii CBITOBill €KOHOMIIi. 3 pOCTOM CEKTOpY MOCIYyT
fine 3pocTaHHs KUTBKOCTI KBasli(hikOBaHMX pOOITHHKIB, BCe OLIBLI LIBUAKHH MOTIK T1oOanpHOi iH(opMamil, a TaKOX BH3HAHHS BaXKJIMBOCTI
IHTEJIEKTYaJIbHOTO KaIliTaly Ta MpaB IHTENEKTYyaJbHOI BIACHOCTI. 3HAHHS, SIK HEMaTepiallbHUIl pecypc, CTalOTh BH3HAYAIBHOIO XapaKTEPUCTHUKOIO
eKOHOMIUHOI  NISUIBHOCTI, Ha BiAMIHY BiX MaTepiaJbHHX pecypciB, TakUX SK TOBapH, HOCIyrH ab0 BHPOOHHYI  IIPOLECH.
P03BUTOK EKOHOMIKM 3HaHb CYNPOBOIKYETHCSI MOIIMPEHHSAM iHGOpPMaUifiHUX 1 KOMYHIKALIWHHX TEXHOJIOTiH, y MO€JHAHHI 3 OUIBLIONO
OpraHi3amiiHoi CKIaIHICTIO, a TAKOXK 3POCTAHHSAM BIpTyalbHUX 1 I7100aNbHUX OpraHizamiii B yMOBaX MiHJIMBOCTI 30BHINIHBOTO cepefoBuma. lle, y
CBOIO Yepry, BUMarae paJuKaJbHUX 3MiH B YIpPaBIIiHHI JIOACHKAM KalliTaJoOM, B YaCHOCTI IIBHIKOI peakiii Ha MIHJMBICTB B NMOTpeOax CydacHOro
PHHKY.

Y poGoTi 1ocnimKeHo KOHKpeTHI (GyHKIiOHaIbHI 00JIaCTi YIPaBIIiHHS HEPCOHAIOM, 10 A€ MOJIMBICTh BiIOBICTH HA BUKJIMKH Cy4acHOTO CBITY, B
YaCHOCTI BH3HAYEHO POJIb NIPOLECY YIPABIIIHHS [IEPCOHATIOM B MaJIMX 1 CEPeIHIX MiJIPUEMCTBAX, Y TOMY YHCJI IIPU BIIPOBA/DKEHHI Ha IMiANPHEMCTBI
IHHOBALIHOT CKJIa/10BOT HOro MaifGyTHHOr0 PO3BHUTKY.

KirouoBi ciioBa: ynpaBiiHHA JIIOACHKUM KariTajaoM, YIPaBIIiHHS 3HAHHAMH, eKOHOMIKa 3HaHb.

3nateBa-IleTkoBa II. Ynpasienue uye10Be4eCKHMH pecypcaMu B MeHe’KMeHTe 3HAHUI

3HaHUs BCE Yallle CTAHOBSTCS KIIIOYEBBIM PECYPCOM M MCTOUYHHUKOM KOHKYPEHTHBIX NPEHMYIIECTB B COBPEMEHHON MUPOBOH 3koHOMHKE. C pocToM
CEKTOpa YCIYT MPOMCXOAUT POCT KOJIMYECTBA KBATH(DUIMPOBAHHBIX PadouMx, Bce Oosiee OBICTPBIH MOTOK rio0aibHONW HMH(OpPMALUM, a TaKKe
NpH3HAaHUE Ba)XHOCTH HHTEIUICKTYaIbHOTO KalMTaAla U [IPAaB MHTEIUICKTYaIbHON COOCTBEHHOCTH. 3HAHNUsI, KaK HEMaTePHAIIbHBIA PECypC, CTAHOBSITCS
ONpe/IENAIONIeH XapaKTePUCTUKOH 3KOHOMHYECKOIl AESTENbHOCTH, B OTIMYME OT MaTepPUANbHBIX PECYpPCOB, TAKMX KAK TOBAPbI, YCIYTH HIIU
MPOM3BO/ICTBEHHbIE POLIECCHI.

Pa3BuTHE SKOHOMHUKHU 3HAHMI COIIPOBOXKIACTCS PACHPOCTPAHCHHEM HH()OPMALMOHHBIX 1 KOMMYHUKAILIMOHHBIX TEXHOJIOTHIA, B COYETaHNH C GOJIbIICH
OPraHMU3alMOHHOM CJI0KHOCTBIO, @ TAKXKE POCTOM BUPTYaJbHBIX U IJI00AJIbHBIX OPraHU3aLMi B YCIOBHMSAX W3MEHYMBOCTU BHELIHEH cpejbl. 10, B
CBOIO O4epe/ib, TPEOYET paAuKalbHBIX M3MEHCHHH B YIPABICHHU YEIOBEYECKHUM KalMTAIOM, B YaCHOCTH OBICTPOH PEakuMy Ha H3MEHYHUBOCTH B
MOTPeGHOCTSIX COBPEMEHHOT'O PHIHKA.

© Zlateva-Petkova T., 2013
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B pabore uccieioBaHbl KOHKPETHBIE (DyHKIIHOHAIBHBIC 00NACTH YIPABICHHS [IEPCOHAIIOM, TOMOTAIOIINE OTBETHTh HA BBI30BBI COBPEMEHHOTO MHPa,
B YaCHOCTH OIIPEJIEIICHa POJIb MPOLIECCa YIPABICHHS IEPCOHAIOM B MAIIBIX U CPEAHUX MPEANPHATHSAX, B TOM YHCIIC IIPU BHEAPCHUH HA MPEINPHATHN
MHHOBAI[OHHOI COCTaBIIAIOIIEH €ro Oy ylIero pa3BUTHs.

KuroueBble cJ10Ba: yIpaBlICHHUE Y€JI0BEYCCKUM KAIUTaJIOM, YIIPaBJICHHE 3HAHUSMH, SKOHOMHKA 3HAHUH.

Zlateva-Petkova T. Human Resources Management in the Knowledge Management

Knowledge is increasingly claimed to be a key critical resource and source of competitive advantage in the modern global economy, especially with
the rise of the service economy, the growth in the number of ‘knowledge workers’, the increasingly rapid flow of global information, and the growing
recognition of the importance of intellectual capital and intellectual property rights. Knowledge, with its intangible aspects, is becoming a defining
characteristic of economic activities, as opposed to tangibles such as goods, services or production processes. The rise of the knowledge economy has
seen a proliferation of information and communication technologies, coupled with greater organizational complexity, the growth of virtual and global
organizations and rapid change. This in turn requires drastic change within HRM to respond to changing demands of the knowledge economy.

The concrete functional areas of management a personnel are in-process investigational, helping to answer on the calls of the modern world, the role
of process of management a personnel is in particular certain in small and middle enterprises, including at introduction on the enterprise of innovative
constituent of his future development.

Keywords: human resources management, knowledge management, knowledge economy.

Human Resources Management (HRM) and the links to Knowledge Management (KM). In an era where competitive advantage is
perceived to be linked to knowledge, considerable interest in knowledge management continues to be the trend. Given the broad scope and
interdisciplinary nature of KM, this interest spans traditional functional and professional boundaries ranging from IT professionals, to accountants,
marketers, organizational development and change management professionals. A notable common feature of this widely divergent activity is an
empbhasis upon knowledge work, knowledge workers and the nature of knowledge within organizations.

While it can be argued that there is a reasonable consensus on the nature and scope of HRM, its components and principles, this is not the
case where KM is concerned. Accordingly, before one can undertake an analysis of the relationship between the two areas, it is necessary to state as
clearly as possible what is understood by KM. Much of the literature of KM continues to reflect a technocentric focus, similar to that of information
management, which in essence regards knowledge as an entity that can be captured, manipulated and leveraged. This is a limited and ultimately
hazardous perception. Critical to any realistic understanding of knowledge and its incorporation into the management of organizations, is awareness
of a range of views on the concept, which includes perceptions of knowledge as an entity (akin to information), as a resource, as a capacity and as a
process. For present purposes, it is important that knowledge is viewed as a social creation emerging at the interface between people and information
and especially within communities engaged in communication, knowledge creation, and knowledge sharing and learning. From an operational
perspective, KM can be described as the systematic processes by which an organization identifies, creates, captures, acquires, shares and leverages
knowledge.

In terms of the HRM function, the rise of the so-called knowledge economy has had a major impact, with a considerable shift from HRM as a
bureaucratic ‘personnel management’ operation to the development of discrete HRM functions over the past few decades. This has been accompanied
by the integration of these functions to support competitive advantage and a more strategic thrust. Having said this, a considerable number of experts
in the area warn that HRM faces extinction if it does not respond to changes brought about by the shift from a traditional to a knowledge based
economy. Unable to add value under these conditions, the HRM function is perceived to be under extreme threat. It has been suggested that one way
for HRM to reinvent itself is through its contribution to effective linkages between human capital management and knowledge management within
organizations. The rapid growth of technology has led to an economy where competitive advantage is increasingly based on the successful application
of knowledge. Traditional HRM functioned under narrow operational boundaries; in the knowledge economy the role of HRM needs to expand,
looking both within and outside the organization. The traditional focus on managing people has been broadened to managing organizational
capabilities, managing relationships and managing learning and knowledge. The emphasis on discrete HRM practices is also broadening to a focus on
developing themes and creating environments conducive to learning, as well as to the acquisition, sharing and dissemination of knowledge within
organizations. A revitalization of the HRM function to respond to the demands of the knowledge economy and to develop linkages with KM requires
major changes across four key areas: Roles, Responsibilities, Strategic Focus and Learning Focus.

The role of HRM in the KM

As the discipline, knowledge management promotes an integrated approach to identifying, capturing, retrieving, sharing, and evaluating an
enterprise’s information assets. These information assets may include databases, documents, policies, and procedures as well as tacit expertise and
experience resident in individual workers. The resourcebased view of the firm suggests that organisations will need to be able combine distinctive,
sustainable and superior assets, including sources of knowledge and information, with complementary competencies in leadership and human
resource management and development to fully realize the value of their knowledge. Issues for HRM include how organizations should be structured
to promote knowledge creation and mobilization, and how to develop a culture and set of HRM policies and practices that harness knowledge and
leverage it to meet strategic objectives. There are several roles that can be played by HR in developing knowledge management system. Lengnick-
Hall & Lengnick-Hall (2003) take the view that in the knowledge economy, organizations will need HRM that is characterized by a new set of roles
that can assist in generating and sustaining organizational capabilities. These new HRM roles are those of human capital steward, knowledge
facilitator, relationship builder, and rapid deployment specialist. KM has the capacity to significantly broaden the role of the HRM professional:

HRM helps the organization to articulate the purpose of the knowledge management system. Investing in a knowledge management
initiative without a clear sense of purpose is like investing in an expensive camera that has far more capabilities than you need to take good pictures of
family and friends. Too often, organizations embrace technologies to solve problems before they've even identified the problems they are trying to
solve. Then, once they realize the error, they find it difficult to abandon the original solution and difficult to gather the resources needed to invest in a
solution to the real problem. Effectively framing the knowledge management issue, before deciding on a course of action, is a crucial prerequisite for
success.

HRM is a knowledge facilitator. HRM must ensure alignment among an organization's mission, statement of ethics, and policies: These
should all be directed toward creating an environment of sharing and using knowledge with full understanding of the competitive consequences.
Furthermore, HRM must nourish a culture that embraces getting the right information to the right people at the right time.

HRM is an experience creator. HRM should also create the "ultimate employee experience." That is, by transforming tacit knowledge into
explicit knowledge through education, organizations must build employee skills, competencies, and careers, creating "bench strength." This combines
the traditional training and development responsibilities of HRM with the new responsibilities of human capital steward: using all of the
organization's resources to create strategic capability. Organization’s new staff orientation, which emphasizes the firm's mission, values, and history,
is an example of this process of making tacit knowledge more visible.

HRM is a knowledge sharing. HRM must integrate effective knowledge sharing and usage into daily life. That is, knowledge sharing must
be expected, recognized, and rewarded. For many individuals and organizations, this reverses the conventional relationship between knowledge and
power. Often, the common pattern was to hoard knowledge because it made the individual more valuable and more difficult to replace. Effective
knowledge management requires this trend to be overturned and requires those with information to become teachers and mentors who ensure that
others in the firm know what they know. Teaching must become part of everyone's job. Clearly, for such a cultural shift to take place, HRM must
overhaul selection, appraisal, and compensation practices. Human resource management has the capabilities for creating, measuring, and reinforcing a
knowledge-sharing expectation.

HRM must champion the low-tech solutions to knowledge management. Although it should not ignore the high-tech knowledge
management tools, HRM contains the expertise to develop low-tech knowledge management strategies. The knowledge facilitator role cannot be
easily slotted into traditional HRM functions, such as training and development or compensation. The knowledge facilitator role is much broader and
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requires creative integration across traditional HRM activities. It entails both rethinking old ways of managing the workplace as well as using
innovative approaches outside the box of traditional HRM. Most important, becoming an effective knowledge facilitator requires conceptualizing
HRM as a vehicle for creating capabilities and capitalizing on the human factor to create a community of knowledge workers.

The growing importance of KM and its implications for HRM Implications of KM for HR Development. As KM involves recognizing,
documenting and distributing knowledge to improve organizational performance, it is of particular significance to HRD in training needs analysis and
the planning of training to improve performance and deliver strategic results. KM challenges HR over intellectual property, professional identity and
unit boundaries; KM perspectives move HRD’s goal away from developing individual capacity to creating, nurturing and renewing organizational
resources and interactions. Instead of devising training courses, HRD practitioners may need to identify organized elements that
learners can reference as needed, depending on the particular challenges faced.

Implication of KM for HRM sustainability. In today’s economy, where so much importance is attributed to the search for sustainable
resources and institutions, knowledge- based theory underpins much of the strategic thinking in organizations. In the knowledge-based view, this
organizational knowledge is acknowledged as the most valuable organizational asset and the ability to manage knowledge strategically as the most
significant source of competitive advantage. Knowledge is both the key resource and a basis for sustainability, but knowledge and associated
knowledge management practices must also be sustainable. In the wider search for sustainability, issues of context, of culture and appropriateness are
of paramount importance. In the realm of context, the focus should be on community as well as on process. In this way, knowledge management can
enhance the potential for knowledgeable practices that are “envisioned, pursued and disseminated, with other actors encountering these new practices
and learning from them to develop their own local knowledge.

Implications of KM for the role of HRM in promoting Innovation and Creativity. Knowledge itself is not of any value to an
organization unless these contextual aspects are clearly understood. Much of the knowledge, both tacit and explicit remains largely untapped in most
organizations; without a thorough understanding of context, it will not be possible for HRM or KM to support the development of management and
leadership capabilities to support innovation and creativity. Much work in HRM has focused on identifying facilitators and inhibitors of innovation,
such as people (e.g. effective leadership behaviors associated with particular innovation phases), structure (e.g. the impact of centralization,
formalization, complexity, stratification, lateral communications, matrix structures, requisite variety, double-loop learning) and organizational size or
resource availability. Other approaches have found that strategic type, organizational climate and culture, and organizational environment are also
important facilitators or inhibitors of innovation. For example, Taylor using a large-scale survey have shown that the significance of inter-firm
networking for innovation differs markedly between industry sectors, and that high innovating organizations often seek long-term, secure
relationships with employees. Organizations also seem to adopt very different strategies towards staff directly involved in innovation as compared
with staff in general, with less use of flexible employment policies for this group. An alternative is to see innovation as more dynamic and fluid,
allowing for groups, individuals and collaborative partners to differ in their perceptions and interpretations of events.

Knowledge creation, learning and renewal. In developing a general framework for understanding KM, we refer to perhaps the most
influential framework for knowledge creation developed by Nonaka and Takeuchi in their studies of knowledge creation and use in Japanese
companies. Nonaka and Takeuchi (1995, p.8) distinguish between two types of knowledge, explicit and tacit (Figure 1). Tacit knowledge is basically
experiential, whilst explicit knowledge is expressed, and often seen as transferable in one way or another; it includes cognitive and technical elements.
Cognitive elements operate through mental models, working worldviews that develop through the creation and manipulation of mental analogies.
Mental models (like schemata, paradigms, perspectives, beliefs and viewpoints), according to Nonaka and Takeuchi, help individuals perceive and
define their world. The technical element of tacit knowledge includes concrete know-how, crafts, and skills. Explicit knowledge is about past events
or objects “there and then”, and is seen to be created sequentially by “digital” activity that is theory progressive. An alternative perspective on the
distinction between explicit and tacit knowledge, to be developed later in this paper, is also presented in Table 1. One difference is that the top row
appears to be positivist in its orientation through its adherence to objectivity, whilst the bottom row is critical in nature.

Nonaka and Takeuchi (1995, p.8) offer a SECI model of knowledge creation illustrated in figure 1. At its core are conversion processes
between tacit and explicit knowledge that result in a cycle of knowledge creation. Conversion involves four processes: socialization, externalization,
combination, and internalization, all of which convert between tacit and/or explicit knowledge. Socialization is the process by which synthesized
knowledge is created through the sharing of experiences between people as they develop shared mental models and technical skills. Since it is
fundamentally experiential, it connects people through their tacit knowledges. Externalisation comes next, as tacit knowledge is made explicit. Here,
the creation of conceptual knowledge occurs through knowledge articulation in a communication process that uses language in dialogue and collective
reflection. The use of expressions of communication is often inadequate, inconsistent, or insufficient. They leave gaps between images and
expression, while promoting reflection and interaction. This therefore triggers dialogue. The next process is combination, where explicit knowledge is
transformed through its integration by adding, combining and categorizing knowledge. This integration of knowledge is also seen as a systemizing
process. Finally, in the next process explicit knowledge is made tacit by its internalization. This is a learning process, which occurs through the
behavioral development of operational knowledge. It uses explicit knowledge, like manuals or story telling, where appropriate.

Table 1
Typology of knowledge (Nonaka and Takeuchi, 1995)
Expression of .
knowledge type Explicit Knowledge Tacit Knowledge
Objective Rationality (mind) Subjective
Nonaka and Sequential (there and then) Experiential (body)
Takeuchi Drawn from theory (digital) Simultaneous (here and now)
Codified, formalty transmittable in Practice retated (analogue)
Systematic language. Personal, context specific, hard to formalise and communicate. Cognitive (mental models),
Relates to past technical (concrete knowhow), vision of the future, mobilisation process
Formal and transferable, d criving in Informal, determined through contextual experience. It will be unique to the viewer having
. part from context related information ! - . .
Alternative . . the experience. Not transferable, except through recreating the experiences that engendered
established into definable patterns. the knowledge for others, and then the knowledge gained will be different.
The context is therefore part of the patterns. & ? £ & )

From /To Tacit Explicit

Tacit Socialisation | Externalisation

Creates sympathised knowledge Creates conceptual knowledge throug

through the sharing of experiences, knowledge articulation using langu

and the development of _"'L"'“" Dialogue and collective reflection needed.
| models and technical skills.

Language unnecessary

Explicit Internalisation Combination

Creates operational knowledge

Creates systemic knowledge through the

oh learning by doing. Explici
through learning by doing. Explicit systemising of ideas. May involve many

wiedge like manuals or verb:

knowledge like manuals or verbal media, and can lead to new knowledge

| stories helpful | through adding, combining &
| E E £

| | categorising

I S - | , ,
Fig.1. The SECI cycle of knowledge creation (Nonaka and Takeuchi, 1995)
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Implication of Knowledge Creation and Migration for HRM - the Iles & Altman
Model. The process of knowledge appreciation may follow knowledge migration. An appreciation of how migrated knowledge can be of use to
relevant others is essential if they are to be able to harness it within a behavioral world. Knowledge appreciation by relevant others is dependent upon
knowledge contagion to these others. In addition, the evaluation reference criteria derive from knowledge about intention and logic-relational
cognitive purposes. Interestingly, this connects with Marshall’s idea of planning knowledge — the knowledge of which pathways to select in order to
achieve a solution. There are parallels between the Iles, P., Yolles, M. & Altman, Y knowledge cycle and that of Nonaka and Takeuchi. In the Iles &
Altman model, knowledge can be created spontaneously within a migration process, and any socialization process that occurs is through
communication that maybe seen to act as a trigger for new knowledge. Unlike Nonaka and Takeuchi, the cycle is not required to be monotonic and
continuous, relative to a conditioning process. Rather, the process of continuity is transferred to the communication process, and knowledge creation
is cybernetic, passing through feedback processes that can change the very nature of the patterns of meanings that were initiated through semantic
communications.

Central to this analysis of knowledge creation and a proposed research agenda is the
knowledge typology shown in figure 2.
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Fig.2. Iles & Altman typology indicating possible knowledge profiles of individuals (knowledge personalities) or coherent groups (Iles, P.,
Yolles, M. & Altman, Y (2001)

The typology depicted in figure 2 derives from the knowledge creation cycle, defined in terms of the processes of knowledge migration,
knowledge appreciation, and knowledgeable action. Knowledge migration occurs through the development of interconnections between the
worldviews of the actors in a given suprasystem, and is the result of semantic communication. As part of the process of knowledge migration, new
knowledge is locally generated within the worldview of an actor.

It is also necessary to recognize the unique attributes and value of knowledge work and knowledge workers, demanding new types of
training and development in knowledge creation
and transformation, competency building, and technology training. Associated with each phase of knowledge creation are, it is proposed, different
types of knowledge workers. Thus, those who are particularly good at migrating knowledge are seen as knowledge identifiers which (after Marshall)
we shall call identifiers, elaborators and executors. We can classify two cultural classes of identifiers, sensate and ideational, following Sorokin
(Yolles, 1999, 2000). Sensate culture is to do with the senses, and can be seen to be utilitarian and materialistic. Ideational culture relates to ideas; an
example might be adherence to spirituality or ideology. The appreciation phase of knowledge creation has associated with it those who might be
called elaborators. It is possible to classify two polar types of elaborators, those who are responsive to new knowledge, and those who are not. Finally,
closely associated with the phase of knowledgeable action are executors. Two types of executors are proposed. Fundamentalists adhere to notions
very strictly, whilst pragmatists provide for some degree of leeway in the way that adheres to notions. It is not necessary to be either fundamentalist or
pragmatist. There may be phases in between them, in the same way, for example, as there maybe between insulated and responsive elaborators, or
sensate and ideational identifiers. Thus for instance, an identifier may be able to mix sensate and ideational perspectives, in a condition referred to as
idealistic. These notions have the potential for developing a set of measures that can develop a profile for knowledge personality/sociality and place
individuals in coherent groups.

Clearly, these tentative propositions need testing through further empirical research. Differentiation is likely to evolve as KM becomes
institutionalized inside and outside organizations. With such differentiation of types, aptitudes and skills, HR will not surprisingly
find a fertile ground to apply its well grounded ‘traditional’ expertise in selection, assessment, performance management, training for skill
enhancement and reward schemes.

Conclusions

This paper has argued that the increasing importance of knowledge, and knowledge management, (KM), to organizations challenges the
nature, role and boundaries of HRM in significant ways, not always as yet recognised by HRM theorists, researchers and practitioners. In addition to
discussing the challenges posed to HRM in general, this paper has discussed ways in which specific functional areas of HRM (employee resourcing,
career management, HRD) can respond to these challenges, as well as discussing the implications of KM for HRM in SMEs and the role of HRM in
facilitating innovation and creativity. In terms of knowledge migration, HR may play a major enabling role in helping identify the potential of
knowledge migrants through assessment and selection; by helping facilitate knowledge migration through appropriate communication, reward and
recognition schemes; and by enhancing knowledge migrations’ likelihood of success and retention through training and development, as well as by
developing organizational processes that facilitate knowledge migration, knowledge appreciation, and knowledgeable action.
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CYYACHA AJTATITAIIA TPAHCIIOPTHOI'O KOMITJIEKCY B KOHTEKCTI ®YHKIIOHYBAHHS JOHEIBKOT 3ATI3HUIII
30Ba B.A., x.e.H.. JOIeHT Kadeapy eKOHOMIKa MiNprueMCTBa JJOHEIBKOr0 IHCTUTYTY 3aIi3HHYHOTO TPAHCIIOPTY |

3o0Ba B.A. CyuyacHa aganTauisi TPAHCIIOPTHOI'0 KOMILIEKCY B KOHTeKCTi yHKIioHyBaHHs JloHenbKOI 3a1i3HU L.

B crarti po3rmamaerscs ajganTanmis TPAaHCIOPTHOTO KOMIUIEKCY B KOHTEKCTi (yHKIioHyBaHHS JIOHEIbKOI 3aNi3HHII Pa3oM 3 IMOTIHOICHUM
BUBUYEHHSIM AWHAMIKU IPOMIXXHOTO CIIO)KUBAHHS, €KCIIOPTY Ta IMIIOPTY TOBapiB.

Byna npoBeneHa OLiHKAa TEXHIKO-€KOHOMIYHOIO MOTEHLIaNy 3ajli3HHIb, BHKOHAHHH PO3PAaXyHOK OCHOBHHX OOCSIOBHX Ta SIKICHHX MOKa3HHUKIB
po0oTH 3alli3HMI; IPOBEACHUH aHAai3 OCHOBHUX 3aco0iB i MaTepialbHUX pecypciB, MPOBEACHUI aHali3 TPYAOBHX PECYPCIB Ta aHaji3 BUTpAT Ha
NepeBe3eHHs; HaBE/IeHI pe3yJIbTaTH MEePeBi3HOI MisUIBHOCTI; po3paxoBaHa TPAHCIIOPTOEMKICTD 3aJIi3HUL, IIPOBEACHE NIPOrHO3YBAHHS IIEPEBE3CHb 1
BAaHTa)X000II'y 3aJ1i3HIYHOTO TPAHCIOPTY Ha NMOAAJIIIY MEPCIEKTHUBY.

Ku1ro4oBi ciioBa: piBeHb afanraniii, e(KOHOMIYHMI HOTEHIIial, OLlIHKA, TPAHCIIOPTOEMHICTh, TEXHIKO-€KOHOMIYHI TTOKa3HUKH, 3aJII3HUYHUI KOMIUIEKC.
30Ba B.A. CoBpemMeHHasi afanTalMs TPAHCIOPTHOI0 KOMILIEKCA B KOHTeKcTe YHKIIMOHUPOBaHuUs JloHe Kol KeJ1e3HOl 10poru.

B cratbe paccmaTpuBaeTcst ajanTtanus TPAHCIOPTHOTO KOMIUIEKCA B KOHTEKCTE (DyHKIMOHMpOBaHHS JIOHENKOI KeJe3HOi Joporn BMecTe C
yriyOIeHHBIM H3yYCHHEM ANHAMUKH IPOMEKYTOYHOTO HOTPEOICHHUS, SKCIIOPTA U HMIIOPTA TOBAPOB.

Beuta mpoBeseHa OLCHKA TEXHHKO-3KOHOMHYECKOrO MOTEHIMAa KEJIE3HBIX IOPOr; BBIIOJIHEH pacdeT OCHOBHBIX OOBEMHBIX M Ka4eCTBEHHBIX
rokasareneil paboThl JKeJIE3HBIX I0POT; NPOBEICH aHAIN3 OCHOBHBIX CPEACTB M MaTEPUAIBHBIX PECYPCOB, IIPOBEJCH aHAIU3 TPYAOBBIX PECYPCOB 1
aHaJM3 3aTPaT Ha [EPEBO3KY; IPUBE/CHBI PE3YJIbTAThl IEPEBO30YHON ACATENBHOCTH; PACCYUTaHA TPAHCIIOPTOEMKOCTD JKEJIE3HBIX JOPOT, IPOBEICHO
MPOTHO3UPOBAHKUE MEPEBO30K M IPy30000pOTa JKEIE3HOAOPOKHOIO TPAHCIIOPTA HA JAIBHEHIIYIO IEPCIICKTUBY.

KiroueBble ciioBa: ypoBEHb aJaNTaliMy, SKOHOMMYECKHH IOTEHIMAN, OLEHKA, TPAHCHOPTOEMKOCTh, TEXHHKO-3KOHOMHYECKHE II0Ka3aTellH,
JKEJIE3HOJOPOIKHBIH KOMIIIEKC.

Zova VA A modern adaptation of the transport sector in the context of the functioning of Donetsk railway.

The paper considers an adaptation of the transport sector in the context of the functioning of the Donetsk railway, along with in-depth study of the
dynamics of intermediate consumption, exports and imports.

It was evaluated the technical and economic potential of railways made the calculation of basic and quality obsyahovyh railways, the analysis of fixed
assets and material resources, the analysis of labor and cost analysis for transportation, are the results of traffic activity, calculated transportoyemkist
railways carried traffic forecasting and rail freight transport beyond.

Keywords: level adaptation, economic potential, assessment, transportoyemnist, technical and economic parameters, railway complex.

IMocranoBka mnpodiemMu BaxiuBUM acHeKTOM  PEriOHAIBHOTO PO3BUTKY YKpaiHM  BUCTYNA€  HAJArOPKEHHS TPAHCKOPJOHHOTO
CHiBpOOITHUNTBA MK NPUKOPAOHHUMHU pPETiOHAMU Ta TEPUTOPISIMH, OCHOBHOIO ()OPMOIO SIKOTO € €BPOPETiOHH. €BpONelChka KOMICis BBaXkae
CHIBPOOITHUNTBO B paMKax €BPOPETiOHIB HaHKpamomo (OPMOIO PO3BUTKY B3a€MOBIIHOCHH MiX HPHKOPJOHHHMH TEpUTOpiAMHU. Bimpmr Toro, sk
JIEMOHCTPYE TpPAaKTHYHUI JOCBiA, €Bporeiicbka Komicis OuIbll oxo4ye BHAUILE (iHAHCYBaHHS JUIsS IPOEKTIB, IIO 3MIHCHIOIOTBCS Y paMKax
€BPOPETiOHIB.

CriiBpoOITHHLITBO B paMKax €BPOPETIOHIB HAJa€ JIOJATKOBI Bakelli I0J0 BIIPOBAKEHHS iHPPACTPYKTYPHUX MPOCKTIB HA JACPKABHOMY
KOPJIOHi, y cepi TpaHCHOPTY, CIPUSiE 3alPOBAKEHHIO 1HHOBAIIIMHOI MOJIENI PO3BUTKY pEriOHIB, IOCHICHHIO €KOHOMIYHHMX 3B’s3KiB Ta Oi3HEC
aKTUBHOCTI. HAyKOBO-TE€XHIYHOT'0, OCBITHBOTO, KyJIbTYPHOT'O OOMIHY, a TAKO)K BUKOHAHHS €KOHOMIYHHX 1 COIiaJIbHUX HPOEKTIB.

B cydacHHX yMOBaxX TOCIOJApIOBaHHS BHHHMKAE€ HEOOXiOHICTh IepeOyNOBH CHCTEMH YHPABIiHHSA MiAIPHEMCTBAMH 3aJli3HHYHOTO
TPAaHCIOPTY 3 YpaxyBaHHSAM BHMOI 3ali3HHYHHMIl yMOB. BIIpOBa/pKeHHsS afanTUBHOI CHCTEMM YHPABIIHHSA MiANPHEMCTBOM, IO BOJOJI€
BIACTHUBOCTAMH THYYKOCTi, CTIHKOCTI i MaHEBPEHOCTi, Opi€HTOBAaHO, MEpHI 3a BCE, HAa MiABUIIECHHS >KUTTE3JAaTHOCTI BITUYM3HSIHUX MiAIPHEMCTB
3aJII3HHYHOTO TPAHCIIOPTY 1 YKPIIUICHH] iX KOHKYPEHTHOTO CTaTyCy. Ba)dIMBIM e1eMEeHTOM TaKkol CHCTEMH € OLHKa PiBHS afanTanii, o JO3BOJIHTH
PO3pOOUTH BiMOBIIHI KOpETyBalIbHI (aanTaniiiHi) aii Ta 3a0e3nednTy X epeKTUBHY peanizarii.

AHani3 ocraHHix gocaipkKeHb Ta myOuikaumiii YnpaplniHHIO aJanTaii€l0 Cy4yaCHHMMH BITYM3HSHUMHU ITiJIPHUEMCTBAMHU IPUCBSITHIH
nociimkenast byanik M.M., I'pubuk LI., Jlanin €.B., ITnernikosa LJI. Ta inH.

Buainenns npo6jemu, mo He po3B’si3aHa 3apa3 CydyacHE 30BHIIIHE Ta BHYTPIIIHE CEPEIOBHIIE Ty)KE BIUIMBAE HA PIBEHb afanTaril
KOXHOTO IiANPUEMCTBA, TOMY OIL[HIOBaHHS PIBHS aJanTarii i MpHEMCTB 3aJli3HHYHOTO TPAHCIIOPTY € JOCHTH aKTyaJIbHUM IUTaHHSIM Ta € METOI0
JIaHoI CTaTTI.

PesyabraTu pocaimkennsi s ITOCATHEHHS MOCTaBICHOT 33/1a4i PO3IVITHEMO CYTHICTh Ta CKJIAJ €KOHOMIYHOTO MOTEHLIANy MiJIPHEMCTB
3aIi3HHYHOTO TPAHCIOPTY.

CbOro/iHi icHy€ JIeKiJbKa I IX0/(iB 10 BU3HAYCHHS €KOHOMIYHOrO noTeHiany mianpuemcrsa (EIIIT):

1. Ilix ETIIT po3yMitOTh CYKYIHICTh ICHYFOUHMX y HassBHOCTI PECYPCIB;

2. EINIT po3risaoTh Ik BAPOOHUTY IMOTY>KHICTD MiAIPHEMCTBA;

3. EIIIl Bu3HavaeThCsl MOTEHI[AIOM NpoJaXxk abo BHCTYyIA€ sIK aOCONIOTHA MeXa HOIUTY Ha HPOAYKIUIO IigNpUEMCTBA (MapKEeTHHIOBHI
miaxin);

4. EIIII xapaKkTepHu3yI0Th SIK BEIHINHY MAaKCUMAILHOIO MPUOYTKY, OTPUMAHOTO Bifl YCiX BH/IB AISTIBHOCTI MiAMPHEMCTBA.

TakuM 9YMHOM, €KOHOMIYHHH ITOTEHI{ia) MiJIPUEMCTB 3aTi3HHYHOTO TPAHCIIOPTY € XapaKTEPUCTHKOIO IX BHYTPIIIHIX MOXIIMBOCTEH JUIs
3ifCHEHHsI TPAHCIOPTHOTO 0OCIIyrOByBaHHs 1 OTPUMaHHSI BiIIOBIAHOIO 0XO.Y.

V SKOCTI OCHOBHHX CTPYKTYPOYTBOPIOIOUHX €IE€MEHTiB €KOHOMIYHOTO IIOTEHIlialy MiANPHEMCTBA BUALIAIOTH TaKi CKJIAJOBi: BHPOOHUIHH
rnoTeHwian; (piHaHCOBUIA MOTEHIA; OpraHi3aliiHUi MOTEHIlial; YIPAaBIiHChKUN MOTeHIial; iHpOpMaliiHUN MOTEHIial; IHHOBALIHHMI MOTEHIia,
colianbHUI NOTEHIIaT; PUHKOBHI MOTEHIIaI.

IIi cxmamoBi Tako)k MOXHA PO3IIILNATH SK €IEMEHTH SKOHOMIYHOTO MOTEHNialy MiANPHEMCTB 3ali3HUYHOIO TpaHCHOpTy. Ilpu mpomy
HasBHICTb 3HAYHOI KINBKOCTI CTPYKTYpPHUX IiIPO3JLTiB 3ali3HUIb, X (QyHKIIOHATBHI BIAMIHHOCTI 1 TepHTOpialbHA BiIOKPEMIICHICTH Ta BEJIHKI
po3MipH (3a 00¢AroM poOiT i KIIBKICTIO MPaiBHUKIB) BUMAraroTh AOCHTIIKEHH OKPEMO €KOHOMIYHOTO MOTeHIialy Ha Pi3HUX PiBHIX OpraHi3awiiHo-
YIPaBIHCHKOI CTPYKTYPHU 3aUIi3HHYHOTO TPAHCIIOPTY, a CaMe: 3ajli3HUIb, CTPYKTYPHHUX IIAPO3ILNiB, Ta iX OLIBII EMEMEHTHUX CKIAJOBHX 10 SKHX
3aIPOIIOHOBAHO BiJTHECTH Oi3HEC-TIPOLIECH.

[pyHTYIOUKChH Ha BHIE3a3HAYEHOMY, PO3POOIIEHO MOKA3HUK PIiBHS AJaNTallii, IpH BU3HAYEHH] SKOTO BPAXOBYETHCA JyMKa €KCIIEPTIB 00
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