iHHOBALMHOI aKTUBHOCTI i MOYMHAOTb BM3HaA4YaTU YMOBWU MiKXHaApOLHOro cniBpodiT-
HULTBA, MOB'A3aHON0 3 PO3BMTKOM TOrO YM iHWOMO iHHOBALIMHOIO piweHHA. LM i
BU3HA4YaETLCA BEJINKNIN iHTepeC 00 CTBOPEHHA Ta NPOCyBaHHA HOBMX TOBapiB i noc-
Nyr He TiNbkM 3 BOKY KOMepUuinHUX OpraHi3auin, a n 3 80Ky pPi3HMX MONITUYHUX
CTPYKTYpP i OpraHiB gepxasHoIl Blagu.

BucHoBOK. Y 3arasibHOMY i LiZIOMYy MOXHa 3poduTn BUCHOBOK, WO NigupYyloYi
PUHKWN PO3rNAfalTbCA AK JIOKOMOTUBU r100a/1bHOMO iHHOBALIMHOIO PO3BUTKY, LWLO
BWU3HA4Yal0Tb AK TEXHIYHIi, TaK i EKOHOMIYHI NnepeBarn pPisHUX iHHOBALINHUX pilleHb, a
TaKOX KOMMaHIiN i KpaiH, AKi NpOoCyBalOTb Li iIHHOBALLINHI pilleHHA.

Mepenik nocunaHsb:

1. Ulymnemep M. Teopus sKoHOMUYecKoz20 passumus. Kanumanusm, couuanu3m u demokpamus /
npeducn. B. C. AemoHomosa — M. : 3KCMO, 2007. — 864 c.

2. Inasves C. 0. Teopus 00/20CPOYHO20 MeEXHUKO-3KOHOMu4Yeckozo paszeumus / C. 0. [na3ves. —
M. : Baafap, 1993. —310c.

3. Vernon R. International investment and international trade in the product cycle / R. Vernon. — Quar-
terly Journal of Economics, 1999. — 80 (2). — 190-207 p.

4. Schuh G. Lean innovation — introducing value systems to product development / G. Schuh, M. Lend-
ers, S. Hieber. — International Journal of Innovation and Technology Management, 2011. — 8 (1). — 41-54 p.

5. Hopm . MHCcmumymel, UHCMUMYUUOHAIbHbIE U3MEHeHUSA U (hYHKYUOHUPOBAHUE SKOHOMUKU. — M. :
®oHO akoHomuyeckoli KHuz2u «Hayana», 2007. — 122 c.

6. Mopmep M. MexdyHapoOHas KoHKypeHyusA: lep. ¢ aHen. / o0 ped. B.A. LllemuruHa. — M. : Mex«-

OyHapoOdHble omHoweHusd, 1993. — 24 c.
Crarra Haaiimaa: 10.12.2017 p.
Penensent: a.Aepx.yup. , mpod. Maaikos B.B.
Penensenr: a.c.H., mpod. Isaniros O.C.

N N
. —

YOK 005.71-021.131
JEL M 11
MODERN CONCEPTS OF WORK ORGANIZATION IN VIRTUAL ENTERPRISES AS A
DIRECTION OF DEVELOPMENT OF OPERATIONAL STRATEGY
Tetiana Sigaieva, PhD in Economics, Assosiate Professor
Simon Kuznets Kharkiv National University of Ecnomics

Summary. Factors affecting the profit of the port activity enterprises are investigated, the analysis of for-
mation The purpose of this research is to generalize theoretical and methodological aspects of the organization of
work and the development of practical recommendations for remote work in the enterprise.

The analysis business of processes which result drew a conclusion on irrelevance of restriction of perform-
ance of work in time and space (especially intellectual) when there are available technological capabilities allowing
to perform work irrespective of the location of workers is made. Expediency of granting to workers of opportunity to
work in the remote mode is proved.

On the basis of results of the theoretical and analytical analysis practical recommendations are offered and
the transition process providing taking measures for transition from usual model of the organization of work on
remote on purpose is described: decrease in risks, labor productivity increase, expansion of a flow of the potential
candidates without binding to a certain territory, adjustment of the uniform transparent and convenient infor-
mation space adapted for possible changes (including, changes of structure of workers) who are inevitable through-
out all activity of the enterprise

Keywords: labor, labor organization, remote work, business process , virtual companies.

CYYACHI KOHLI,EI'ILI,I'I' OPFAHI3ALI,I'I' MPALII HA BIPTyAﬂ__I:>HI/IX MAnPUEMCTBAX AK
HAIMPAMOK PO3BUTKY OMNEPALINHOI CTPATETII
CiraeBa TeTAHa EBreHiiBHa, K.€.H., AOUEHT
XapKiBCbKMA HaLiOHaNbHUIT eKOHOMiIYHMIA yHiBepcuTeT im. CemeHa Ky3Heus

AHomayis. Memoto 00cnidxeHH:A € y3a2aabHEHHA MeopemuKo-mMemooos02iYHUX acrekmie opaaHizauii npauyi
ma po3pobKa NPaKmMuUYHUX pekomeHOauil 3 opeaHizauyii ducmaHuyitiHoi mpydoesoi disnbHocMi Ha nNidnpuUemcmei.
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AHani3 6i3Hec npoyecis, 3a pe3yabmamom AKUX 3p06s1eHO 8UCHOBOK UW,000 HedopeyHoCMi 0bMexceHHs 8u-
KOHQHHA npayi y yaci ma npocmopi (0cobauso iHmenekmyasbHoi), Koau icHyrome 00CMynHi mexHo102i4Hi MOXAU-
80CMI, W0 00380/0Mb BUKOHY8AMU MPAYH HE3AAEHHO 8i0 MiCUs po3mawysaHHA npayisHukKie. O6rpyHmMo8aHo
douinbHicmb HAOAHHA NPAYIBHUKAM MOMCAUBOCMI Npayosamu y OUucCmMaHyiliHomy pexcumi.

Ha ocHosi pe3ynemamis 0ocnidieHHA 3anpornoHo8aHI NPAKMUYHI pekomeHOayii ma onucaHo npouyec rne-
pexody, wo nepedbavae 8xUBAHHA 3ax00i8 014 nepexody 3i 38uyaliHoi Modeni opaaHizayii npayi Ha ducmMaryitiHy
3 Memoro: 3HUMEHHA PU3UKIi8, MNi08UWEHHS MPOOYKMUBHOCMI nNpauyi, po3WupeHHs MoOMmMoKy nomeHuiliHuX KaHOu-
damis 6e3 npus'a3ku 00 nesHoi mepumopii, Hana200xeHHA €OUHO20 NPO30P020 MA 3pYy4YHO20 iHhopmayiliHo2o
npocmopy, NPUCMOCoB8AHO20 00 MOXAUBUX 3MiH (8 MOMY YUCAi, 3MiH CKAAOY NMPAYiBHUKIB), WO ABAAIOMbCA HEMU-
HYyYUMU npomsazom yciei wcummeadisnsHocmi nidnpuemcmeaa.

Knrouosi cnosa: npays, opaaxizayis npaui, ducmaxyiliHa npaus, bi3Hec npoyec, 8ipmyasbHi KOMMAAHII.

Problems and relevance. The organization of work in corporations and
administrative organizations has been going through changes in the last few
decades in the technological, cultural, political, and economic environments. There
has been a decrease in standardized work processes with a high level of division of
labor and little freedom for individuals to make decisions. The post-industrial service
and knowledge society is increasingly establishing a different manner of working.

The nature of work has changed fundamentally and it continues to evolve
rapidly. Geographic distance and borders are increasingly irrelevant and
transparent. The workplace is no longer the office. The HR has become much more
dispersed, flexible, and mobile - working on any device and in any location.
Information technology has been a major driver of this trend. Workers are
demanding a more flexible balance between personal and professional life. So,
organisations that are not embracing a new way of working and communicating risk
not just impacting productivity but the ability to recruit and retain the next
generation of employees.

An analysis of modern research. In the research scientific achievements of the
leading world scientists were used, namely Luis M. Camarinha-Matos, M. Warner,
R. Grenier, G. Metes, W. Davidow, M. Malone, and Ukrainian - G. Goldstein.

There are a variety of terms to describe the process of working from a lo-
cation other than the traditional office. Common terms are telecommuting, home,
remote, mobile, virtual, or cloud working. The frequency with which remote work is
being done may also affect the “definition” of the activity. define it as work com-
pleted in an environment other than the employer workplace [4].

Various definitions are presented (Table 1):

Unresolved components of a common issue. The issue of research is to gener-
alize theoretical and methodological aspects of the organization of work and the de-
velopment of practical recommendations for remote work in the enterprise.

An objective. The growth of remote work is being supported by a number of
factors. Among them are the following:

- devices and infrastructure - devices such as laptops, smartphones, and tab-
lets together with broadband infrastructure and new applications are making remote
work much more achievable and productive (instant and secure access to work data,
cloud computing, broadband/hi-speed Internet, remote access devices);

-~ both employees and employers can benefit from remote work options: re-
tain and attract skilled workers; save money and travel time; less distractions;
individual work environment for employees (family—friendly, etc.);

—~ employers need to engage with a new generation of workers who are
showing a preference for remote work options.

There are different levels of remote work engagement:

— hybrid employee (flexible work schedules): the employee works part of the
work week in the main office and part remotely;

— full time employee (home office): the employee works full time from a re-
mote office location for the employer;
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— outsource / contractor: a single individual or entire department that per-
forms work remotely, not an employee;

— temporary: a short term remote work application OR use of online meetings
/ conferencing [4].

Table 1 - Definitions of concept remote work

Definition Keywords Source

"The term 'telework' or 'teleworking' refers to a work | Work  flexibility,
flexibility arrangement under which an employee performs | approved remote [1]
the duties and responsibilities of such employee's position, | worksite
and other authorized activities, from an approved worksite
other than the location from which the employee would oth-
erwise work."

Telecommuting refers more specifically to work undertaken | Reducing of
at a location that reduces commuting time. These locations | commuting time,
can be inside the home or at some other remote workplace, | broadband  con- [8]

which is facilitated through a broadband connection, com- | nection, and elec-
puter or phone lines,or any other electronic media used to | tronic media.
interact and communicate.

Telework has four dimensions in its definitional framework: | Decentralized

work location, that can be anywhere outside of | workplace, ICT
a centralized organizational work place; usage of ICTs as | usage, time
technical support for telework; time distribution, referring to | distribution, [5]

the time replaced in the traditional workplace; and diversity | diversity of em-
of employment relationships between employer and em- | ployment forms.
ployee, ranging from contract work to traditional full-time
employment.

Work is something you do, not something you travel to. Work, not location [6]

A hybrid remote worker will work only a portion of the time remotely and a
portion of the time in the main office. This worker is an employee and may be in
transition from their traditional workplace with the employer to a part time remote
work scenario. This type of arrangement involves flexible work schedules. These
include a compressed work week, sharing a single job and hours with another em-
ployee, as well as temporary teleworking, where an employee works from home or
some other location one day per week or per month. Flexible work scheduling is also
quite common in many organizations [2].

Overall, the hybrid model is an excellent way to test the effectiveness of re-
mote work for employer and worker. The hybrid worker does have to adjust to
changing from remote to office environments.

It is important that remote workers are included in their team’s activities,
have adequate infrastructure and top level connectivity, and receive regular man-
agement feedback.

To successfully manage staff who are teleworking, it is required need to es-
tablish an outcomes-based performance management system that enables to track
the success of staff according to agreed outcomes, rather than relying on time spent
at the desk under visual supervision.

Impenting telework as part of flexible workplace arrangements provides the
incentive to transition entire management style to outcomes-based performance
management. One such system that is widely used is known as ROWE (Results-Only
Work Environment) [6].

Outcomes - based performance means managing for results based on agreed
priorities, tasks and outcomes. It involves the following steps at the macro-
organizational level and at the level of the team:
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1. Ensure to adopt appropriate change-management strategies, including
communication and consultation about a charge to a task-and-outcomes-based per-
formance system, if this approach is new to the organization.

2. Outline team’s purpose (mission) and the key objectives, activities and
outputs required to help achieve organization’s strategic purpose and priorities
leading to outcomes.

3. In consultation with team, break this outline down into an annual set of
objectives and outcomes, then into target outcomes and the activities required to
reach these outcomes according to planning framework.

4. Break down the roles of staff down into tasks and activities that are
designed to achieve these outcomes within agreed time frames. It may need to de-
velop new position descriptions for roles which now include a telework component.
This should assist with recruiting employees suited to the role specifications.

5. Develop a set of key performance indicators for each of the staff that will
measure the success of reaching these outcomes within an agreed time frame.

6. Translate these outcomes-based goals so that everybody can track their
performance, and be sure to adjust expected outcomes according to any
contingencies. In a performance-based work culture, results are fluid and flexible.

7. If organization is involved in meeting 24/7 demands, ensure a proper
work-life balance for the staff by establishing clear expectations around productivity
and time management, in line with industrial relations obligations. If employees are
expected to be available to meet customer requirements after hours or to attend
online meetings with global teams in different time zones, then establish clear
guidelines about the employee’s core hours for availability to the local team, and
agree arrangements to compensate for after-hours work.

8. Remember that the role as a manager is to assist employees when they
get stuck and guide them if they may be going off course. Remove obstacles that
block performance, and act as a coach and support mechanism for employees to
work toward achieving the measurable results that have both agreed upon.

Managing someone working remotely should not be radically different from
managing them in their specified place of work - all the usual good practice for
managers still applies.

The project needs detailed description for planning and implementation. For
this purpose it is advisable to build project evaluation and review technique (PERT)
chart is a statistical tool that is designed to analyze and represent the tasks involved
in completing a given project. To create a project model it is necessary to use:

— a list of all activities required to complete the project;

- events that are milestones between activities;

- the time (duration) that each activity will take to completion;

— the dependencies between the activities.

Firstly, is necessary to allocate components of the project. In order to tran-
sition to remote work arrangement, this algorithm has been developed according to
previously defined problems and recommended to be undertaken by management:

— interview with staff who would like to get into a test group of remote mode;

- the selection of candidates for the test group;
develop plan of communications;

- reworking and setting results-oriented performance criteria;

- equipment purchase and technical setup;

— in-office trial and training;

— pilot project;

— monitor and control;

- analysis and feedback;

— include the other employees;

— communication online and offline, meet in person from time to time;

144



Interview with staff who would like to get into a test group of remote mode.
When planning to test a remote work solution in company, a great place to start is
to allow current employees to begin working remotely: current HR poll will allow to
see who would be interested in trying it out, and then launch a test pilot that
includes just those who responded favorably to the poll, because not every worker
has favorable attitude on working from home. Explain they can work from home a
couple days a week if they would like — at least a few will consider it. This will allow
to iron out the kinks of a remote work program before expanding it to include other
departments.

The selection of candidates for the test group. It is not required to hire new
people out of town to test this out-float the idea to some of best employees. Spend
some time considering which employees are allowed or needed for remote working,
because managers need to ensure to select most appropriate employees based on
both their skill-set and their working personality. Consider what skills the remote
worker needs to have and place great emphasis on the requirement for the em-
ployee having strong communication skills, demonstrating maintained motivation, a
positive work ethic, confidence to work independently as well as being charac-
teristically cooperative.

Develop plan of communications. Communication is the soul of any or-
ganization, and bad communication may bring harm in any organization. If there is
not proper communication present in organization then this may lead to a bad and
unhealthy working environment. Use approach focused on communication with no
manipulation. Communication exists between the employees, with customers or
with the senior members. There should be good and direct communication to cus-
tomers otherwise developers may interpret customer’s requirements wrongly.

Reworking and setting results-oriented performance criteria. Implemented
current performance reviews may not reflect the different environment and working
conditions of remote work solutions. A remote work program is often based on the
ROWE idea pioneered by Best Buy: a Results-Oriented Work Environment [13]. If,
however, part of the performance review includes non-ROWE factors such as atten-
dance, overtime, or even the number of hours spent doing a particular job, it may be
time to overhaul those reviews.

Equipment purchase and technical setup. Provide remote workers with all the
technology they need to do their job and maintain contact with the home office.
That may include laptops, headsets, speakers, webcams, printers, scanners, and
smartphones, to name a few essentials. Also, invest in the software required to per-
form remote IT maintenance as well, so the team will always be able to get help
should they experience problems with their company equipment.

Pilot project. Pilot programs provide an opportunity to “prove it in” by showing
senior leaders the positive impact of remote work and allaying their fears. Since
senior leaders often attach unrealistic expectations to remote work initiatives, the
data from pilot programs can also be used for calibration. In addition, several com-
panies indicated that they have involved senior business leaders on project teams
for remote work initiatives and have used them as a conduit to communicate
initiatives to other senior leaders in the organization. It is particularly important to
include senior leaders from operations, IT, Real estate and HR on the support team.
Cultural acceptance in organizations is aided by having senior leaders who
participate in remote/ flexible work and model it visibly.

Monitor and control. Monitoring is the systematic gathering and analysing of
information that will help measure progress on an aspect of the project. Monitoring
is not evaluation as such but is usually a critical part of evaluation process and
should therefore be included at project planning stage.

Analysis and feedback. If a team member or members have fallen behind or
have run into obstacles, formulate a plan for identifying and solving the problem.
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Make the necessary adjustments to keep project on track. Reassign tasks, modify
schedules or reassess goals. This will help keep moving toward the finish line.

Include the other employees. If results are okay, manager should be able also
let other workers switch.

Communication online and offline, meet in person from time to time. Encour-
age people to get to know each other well and foster a stable work force. On-
boarding remote workers into a distributed organizational culture is difficult, so
maintaining a stable HR is important. And encourage lots of conversations among
employees. Bring the entire team together at least once a quarter, including remote
employees who do not telecommute. There is no substitute for working shoulder to
shoulder with peers, at least periodically.

As a result of these steps, office should be reconfigured to take advantage of
the new way of working. Office space is reduced and individual offices were
eliminated. The organization may use a hoteling arrangement where employees can
come in and grab any open space to work; no longer any permanent workspaces or
offices. It’s good to have a separate large conference room and some quiet meeting
spaces for people to confer without disturbing others.

Conclusion and scientific innovation. The process of implementation remote
work was described and analyzed, built PERT chart with estimated duration, possible
floats of works. Criteria for success were defined: employees must show demon-
strable ability to work autonomously and deliver results; organizations must select
remote work candidates through psychometrically validated criteria; managers must
be trained to maintain working relationships and secure productivity; remote work-
ers must be judged fairly and objectively on the merit of their work. Most of the con-
cerns managers have with remote working were addressed, such as loss of control
and diminished organizational capacity for innovation. The solution is to review the
work, not time in seat; put relevant information where it can be seen by all, overlap
working hours, etc. When work has clear measurable goals, it's possible to sub-
stitute for the observation of direct observation of employee work at desk and be
effective motivators.
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BUKOPUCTAHHA MAPKETUHIOBUX IHCTPYMEHTIB OJ14 3ABE3MNEYEHHA
NMNOo3nUIOHYBAHHA BUCOKOTEXHONOIMYHOI NMPOAYKUII
MraweHkKo O. B., K.e.H., AOUeHT
XapKiBCbKMI HaLiOHaNbHIA eKOHOMIYHUA yHiBepcuTeT imeHi CemeHa Ky3Heus

AHomauyia. B pobomi npedcmassneHo 027180 MaApPKemMuUHa08020 iHCMpymeHmapito 0114 3abe3rneyeHHs no-
3UYiOHYBAHHA 8UCOKOMEXHOM02iYHOI nNPodyKyii Ha puHKy. ObrpyHmosaHo, wo 8i0 ocobnusocmi mosapy 3ane-
Hume 8ubip mMapKemuH208UX [HCMpymeHmMie 011 npocysaHHA. [naa binew Oopoeoi npodykyii abo mosapis
B8UPOBHUYO-MEXHIYHO20 MPU3HAYEHHA 8UKOPUCMO8YoMb ocobucmull npoda .

AHGi3 MOPKemuHa208020 iHCMPYMeHMApito Ha PUHKY 8UCOKOMEXHO02iYHOI npodyKuii 0o3sosus 3pobu-
mu BUCHOBOK PO Me, W0 OCHOBHUU HANPAMOK Cy4aCHO20 MAPKemMuUHay y chepi 8UCOKUX MeXHO/0g2il € MexaHi3m
KOHMEeKCMHOI peknamu, AKkuli nepedbavae 3asay4eHHsa 8eUKOi KinbKocmi mMaaux nionpuemcms i npusammHux nion-
PUEMUIB 3 HegenuKuMU 600X emamu.

Pe3zynomamom docnidxceHHs 0aHOi pobomu MOXAUB0 88aAXaAMU, WO ymuaimapHicme 3s8u4aliHux mosa-
pig MPoOUKMOBAHA iX i3UYHUM 3MICMOM | CMPYKMYypPOIo, Mo ymunimapHicme HayKOB0-MexHO02iYHUX pO3POBOOK,
mexHono2ili ma iHWuUX iHMeneKkmyanosHUX nNPoOOyKmis rpyHmMyemosca Ha MocmiliHo 3pocmarovux i MOHOB/H08AHUX
3HAHHAX, AKi U 3a6e3ne4yroms be3nepepsHicmb MOMOKY HOBUX Mo8apis i nocsaya. 3a MAKUX yMos MOMXIUBUM CMAE
suKopucmaHHa npuHyunie Agile Marketing, sk HO8iIMHL020 MApPKEMUH208020 IHCMPYMeEHMApPIito 05 NPOCYBAHHSA
B8UCOKOMEXHO102iYHOI MPOOYKYil Ha PUHKY.

Knrouosi cnosa: mapkemuHe, MapKemuH208i iHCMpymeHmMU, MapKemuHa 8UCOKUX MexH0s0:2ili, 8UCOKO-
mexHo102iYHa NPoOYKUia, BUCOKOMEXHOA02iYHe MiOnpUEMHUYMEO.

USE OF MARKETING TOOLS TO ENSURE THE POSITIONING OF HIGH-TECH
PRODUCTS
Olena Ptashchenko, PhD in Economics, Associated Professor
Simon Kuznets Kharkiv National University of Economics

Summary. The paper presents an overview of marketing tools for positioning high-tech products on the
market. It is substantiated that the dependence of the tow depends on the use of machining tools for spraying. For
more than one of the subpoints of the abopants, the vocabulary and technical definitions are used to convey an
obscure product.

The analysis of marketing tools in the market of high-tech products made it possible to conclude that the main
direction of modern marketing in the field of high technology is the mechanism of contextual advertising, which involves
the involvement of a large number of small enterprises and private entrepreneurs with small budgets.

The result of the study of this work is that the utilitarian nature of ordinary goods is dictated by their
physical content and structure, then the utilitarian nature of scientific and technological developments, technologies
and other intellectual products is based on ever-increasing and renewed knowledge that ensures the continuity of
the flow of new goods and services. Under such conditions it is possible to use the principles of Agile Marketing as
the latest marketing tool for promoting high-tech products on the market.

Keywords: marketing, marketing tools, high technology marketing, high-tech products, high-tech business.

MocTtaHoBka npobdnemMn. OCodNMBOCTI 30BHIWHLOINO Ta BHYTPIWHbLOIO cepeno-
BULL, BUCOKOTEXHOIOMYHOr0 NignpUEMCTBA BU3Ha4YaloTb NOTpedy 3aCTOCyBaHHA 0OCO-

147



