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BHYTPEHHUH KpayACOPCHHI
KaK MHCTPYMEHT BOBJ/ICYEHHA NepcoHana

B cTaTbe paccMOTPeHbl BO3MOKHOCTH UCMONb30BaHUA KPaYACOPCHHIa KaK MHCTPYMEHTa BOBMEYEHUS
nepcoHana. MpoaHannuanpoBaHa CyLWHOCTb BOBIEYEHHOCTW NEPCOHaNa, ConocTaBeHbl MOHSATUS «<BOBEYEH-
HOCTb NepcoHana» 1 «BOB/eYeHKe nepcoHana». BoBneyeHne nepcoHana NOHUMAETCS Kak KOMMIEKC Mepo-
NPUATARA, KOTOPbIA GOPMUPYET Y PABGOTHUKOB YCTOAYUBBIA MHTEPEC K PELIEHUIO OpraHU3aLMOHHbIX 3adad,
[OMONHUTENBHYI0 AMOLMOHANbHYIO NMPUBA3AHHOCTb K LENSIM M LIEHHOCTAM opraHu3aumnu. OnpeaeneHa cytb
KpayACOPCHHra, OnucaHa cxeMa ero npoBeAeHNs, NpefcTaBaeHa KnaccudrKaLms KpayacopCcuHIOBbIX NPo-
€KTOB. BblaeneHbl NpeumyliecTBa MCNOAb30BaHWS BHYTPEHHETO KpayACOpPCHHra, peanudyemMoro cunamu
nepcoHana KoMMaHW, Kak Ang opraHu3aLmu, Tak U Ang paboTHUKOB. PaccMOTPEHbI MPUMEPbI MCMOMb30-
BaHUS AaHHOM TEXHONOTMM ANS PeLUeHUst OPraHM3aLMOHHbIX 3aJa4 U BOBNEYEHUS NepcoHana Ha npumepe
OAO «C6epbaHK Poccum», 0Te4eCTBEHHON KOMNaHUK, KOTopas NEPBOV BHeApUIa BHYTPEHHUI KpayACOPCUHT

B CBOIO [1eATe/IbHOCTb.

BBEJEHUE

HayuHo-TexHnueckunii nporpecc npwu-
BOAWUT K 3HAUUTENbHBIM W3MEHEHUAM B
NPOV3BOAMTENBHOCTN TPyda PabOTHUKOB.
OpHaKo 3KCMNOHeHUMaNbHbIN POCT N3MeHe-
HUIA B 06OLLECTBE HE COOTBETCTBYET BO3MOX-
HOCTAM JIIOfieN NO UX UHTErpaunmn B CBOeN
XU3HW. M 3Ta 0COGEHHOCTb XapaKTepHa Ans
BCEX CTOPOH O6LEeCTBEHHOrO CyLecTBO-
BaHWA, B TOM uncne u B chepe ynpasne-
HUA YenoBeyeckumU pecypcamm. MHorue
HOBOBBEJEHUA He HaAXOAAT MPUMeHeHMA
13-3a TOro, YTO0 PAbGOTHMKM OTKa3blBalOTCA
MX WUCMONb30BaTb B CBOEN [AEATENbHOCTH,
Y HUX OTCYTCTBYET XenaHue fenatb YTo-T0
HoBoe anA 6nara opraHusaumu. Mostomy
npexae Yem BHOCUTb KaKue-nmbo n3meHe-
HUA B CUCTEMY YNpaBieHWA NepCoHanoM,
HEeOOXOANMO MOArOTOBUTb PABOTHUKOB K
ux npuHatuio. MccnenoBaHua mokasbiBa-
10T, UTO CAieNaTb 3TO MOXHO C MOMOLLbIO
BOBJIEUEHMA NepCoHana B NpoLecc n3me-
HeHnn. OgHUM M3 HOBbIX WHCTPYMEHTOB
GOpMUPOBaHNA y PabOTHNKOB BOBMEUEH-
HOCTV B TPYAOBYIO [LEATENbHOCTb ABAAETCA
BHYTpPeHHUI KpayacopcuHr. Cam no cebe
KpayacopcuHr yxxe noutu 10 net 3aHUMaet
YMbl TEOPETUKOB 1 NPAKTUKOB (C MOMeHTa
MEepBOro YNoMUHAHWA JaHHOTO TepMUHA B
pabote [Ix. Xay B 2006 r. [11]). B nepsyio
oyepenb €ro pacCMaTPMBAKT B KauyecTBe
VHCTPYMEHTa MPUBNEYEHNs 3auHTepeco-
BAHHOW OOLLECTBEHHOCTW K PELUEHUI0 aK-
TyasnbHbIX AnA KoMnaHuu npobnem. OpHa-
KO He cnepyeT 3abblBaTh, UTO U NepcoHan
OpraHu3aLuyM MOXeT BbICTYMaTb B Kaue-
CTBE L|eNeBON ayfuTopUmn KpayLCoOPCUHTa,
B JaHHOM CJly4ae MOXXHO roBOpUTb 06 0co-

60V Pa3HOBMOHOCTM AAHHOW TEXHOMOIUM.
B cuny onpepenenHoin crneundmkm no-
JOOHOI peATenbHOCTM HeobXoaMMo pac-
CMOTPETb BO3MOXHOCTM 1 HanpaB/ieHus
UCMONb30BAHNA BHYTPEHHEro Kpayncop-
CVHra Ans BOBNIEUEHUs NepcoHana B pabo-
Ty opraHusaumu. Ho npexge onuuwem, 4to
coboli NnpeCcTaBNAeT JaHHAA TEXHONOMUA 1
KaKoBbl ee BO3MOXHOCTY B cdepe yrnpasrie-
HUSA NEPCOHANOM.

KPAYOCOPCUHI KAK HOBAA ®OPMA
OPTAHWU3ALWWN TPYOA B KOMMAHUK

OTmeTnM, UTO TPYAOBasA feATENbHOCT,
KaK 1 mobas gpyrasa popma yenoBeyeckoi
[eATenbHOCTN, MpeTeprieBana 3a Bpems
3BONIOLMN OOLieCTBa 3HAUWTENbHble W3-
MeHeHuA. OgHUM K3 KnoueBbiX GpakTopoB
pa3BUTUA SKOHOMUKW ABNAETCA paspene-
HUe TPyAa, U KaK NMoKa3sblBaloT NocnegHue
[EeCATUNETUA, STOT eHOMEH TaKXe He CTa-
TnyeH. C Hallell TOUKM 3PEeHUS, SBOMIOLMIO
dopm paszgeneHusa Tpyna MOXHO NpeacTa-
BUTb B BUAe CxeMmbl (puc. 1).

Kak BugHO M3 puc. 1, Kaxgpli 3Tan
6bin 0003HaueH Hamu TEPMUHOM C Kop-
HeM sourcing (OT aHMMICKOro sourcing
- «nepefaya pecypcos»): ot self-sourcing
(eaMHONMYHOTO NPOV3BOACTBA, B KOTOPOM
BCE NMPOM3BOACTBO COCPEOTOYEHO B PY-
Kax ogHoOro paboTHuKa), Yepes in-sourcing
(pa3geneHna Tpyna BHYTPU opraHu3auuu)
n out-sourcing (nepefaun paga TPYLOBbIX
GYyHKUMI 33 Npeaenbl opraHM3auum B cne-
LiMann3npoBaHHble opraHm3auuu), K crowd-
sourcing (nepefaun HEKOTOPbIX TPYAOBbIX
GyHKUMA MaccoBomy coobllecTBy ntopen
B dopme nybnuyHoit odepthl). C Haweil
TOYKM 3PEHNs, WMEHHO KpayLCOPCUHT



Internal Crowdsourcing as an Instrument of
Personnel Involvement

Abstract

In the article the opportunities to utilise crowdsourcing as an instrument of personnel involvement are
considered. The essence of personnel engagement is analysed, the terms “personnel engagement” and
“personnel involvement” are compared. Personnel involvement is understood as a set of measures that
forms employees’ abiding interest in solving organizational problems and an increased emotional attach-
ment to the organization’s aims and values. The essence of crowdsourcing is defined, its implementation
scheme is described, and the classification of crowdsourcing projects is developed. The authors highlight the
advantages of the use of internal crowdsourcing, i.e. implemented through the efforts of the company’s staff,
for the employees and the organization itself. Examples of the application of this technology for resolving
organizational issues and involving personnel are offered. The case study of OAO Sherbank, the first Russian

company that implemented internal crowdsourcing in its activity, is provided.

INTRODUCTION

The scientific-technological progress
leads to considerable shifts in productiv-
ity of employees. However, exponential
growth of social changes does not cor-
respond to the opportunities of people
to assimilate them in their lives. And this
particularity is typical of all the aspects of
social life, including the sphere of human
resource management. Many innovations
remain unclaimed due to the fact that em-
ployees cannot find a use for them in their
work and they are not motivated to do
something new for the sake of the organi-
zation. Thus, before introducing any chang-
es to the system of human resource man-
agement, it is necessary to ensure whether
the employees are ready for alterations
and, if not, prepare them. Studies demon-
strate that the best way to do this is to in-
volve personnel into the process of making
changes. Internal crowdsourcing is one of
the new instruments designed to encour-
age employees’ engagement to the labour
activity. The term crowdsourcing dates back
to 2006, when it was first coined by J. Howe
[11], and since then, for a decade now, it has
engrossed the minds of theorists and prac-
titioners. Crowdsourcing is primarily re-
garded as a tool for attracting the public to
resolving the company’s topical problems.
We should bear in mind that the company’s
staff can be treated as a target audience of
crowdsourcing, and in this case we can talk
about a special variety of this technology.
Due to the certain specifics of such activi-
ties, it is necessary to analyze opportuni-
ties and directions of using internal crowd-
sourcing to involve employees in the work

of the organization, but first, let us describe
this technology and its opportunities in the
sphere of personnel management.

CROWDSOURCING AS A NEW FORM OF
LABOUR ORGANIZATION IN A COMPANY

We should note that labour activity, like
any other form of human activity, has un-
dergone significant changes in the process
of the evolution of society. The division of
labour is one of the key factors in the de-
velopment of economy, and as last decades
showed, this phenomenon is not static as
well. In our opinion, the evolution of the
forms of the division of labour can be pre-
sented as follows (Fig. 1).

As Fig. 1 illustrates, each stage carries a
name with the root sourcing (the transfer of
resources): from self-sourcing (sole produc-
tion, when all production is concentrated
in the hands of one individual), through
in-sourcing (the division of labour within
the organization) and out-sourcing (trans-
ferring a number of labour functions to
external specialized companies) to crowd-
sourcing (the transfer of some labour func-
tions to a large group of people in the form
of public offer). From our viewpoint, this is
crowdsourcing that represents one of the
newest and the most progressive forms of
labour implementation in the modern so-
ciety. Attributing crowdsourcing to a spe-
cial form of labour relations is beyond the
scope of the present article (this aspect is
discussed in one of our previous publica-
tions [3]), however, we should specify that
it cannot be unambiguously attributed to
neither labour nor entrepreneurial rela-
tions. This is a unique hybrid mix of civil, la-
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SelfSourcing
MponssoacTeso
B COOCTBEHHbIX

pyKax paboTHuKa

cneuvanusaumsa BHyTpu

InSourcing
PaspeneHwe Tpyaa,

OutSourcing

KOMMaHnn KoOMnaHunn

Mepepava TPyAOBbIX
bYHKUMI B napTHepCKue

CrowdSourcing
Mepenaya TPyAOBbIX
bYHKLMI LINPOKOMY

coobulecTBy

(«crowdsourcing») ABNAETCA OAHON M3 Ca-
MbIX HOBbIX, MPOrPeCccMBHbIX GopM peanu-
3auun Tpyaa B COBpeMeHHoM obliecTse.
He BaaBascb B y3KocneLmanm3npoBaHHble
060CHOBaHMA OTHECEHMA KpaynCOpPCUHIa
K ocoboin popme TPYHOBbIX OTHOLIEHMIA
(c HUMK Gonee MOAPOBHO MOXHO O3Ha-
KOMWTCA B OAHOW W3 HaLIMX MPEXHUX Ny-
6nukaumn [3]), oTMETIM, UTO €ro Henb3A B
UMCTOM BUfE OTHECTU HU K TPYAOBbIM, HY
K NpesnpuHUMATENbCKM — OTHOLLEHUAM
- 3T0 cBoeobpasHaa rmbpugHas dopma
(cmecb rpaxgaHcKmx, TpyLOBbIX, OFrOBOpP-
HbIX, MApPTHEPCKMX) OTHOLIEHUIA, MO3TOMY
KpayLcopcuHr — 0cobblii BUA MeTaTpygo-
BbIX OTHOLLEHWIA.

TepMUH  «KpayfcopcuHr»  6bin npu-
BymaH [Dx. Xay, KOTOpbI MOHMMan nop
HUM «aKT KOMNaHW1 UNu yuypexaeHns no
nepegaye HekoTopoil OyHKUMK, paHee
BbINONHABLIENCA CBOUMMW COTPYAHUKaMM,
BHELUHEMY WCMONHUTENIO, ABNAOLEMY-
€A HeonpeaeneHHbIM (1 06blYHO BeCbMa
MHOTOUYNCNIEHHBIM) MHOXECTBOM Niofiel
B CeTn, B $opme OTKPLITOrO Npu3biBa...
BakHOM NpeanoCbINKO ABNAETCA NCMOSb-
30BaHuWe dopmaTa OTKPbLITOro obpalieHns
K OBLIMPHON CeTy NOTEHLMANbHbIX UCMON-
Hutenen» [10].

Pa3sHoOOpasne BO3MOXHOCTEN npu-
MeHeHWA KpayacopcuHra obycnosnuBaeT
TOT daKT, UTO OH BCe Yalle CTaHOBUTCA 00b-
€KTOM M3y4eHUs MHOTUX FyMaHUTapHbIX U
coumanbHbIX HayK — OT ncuxonoruu, uno-
NOTUN W KynbTypONorun A0 3KOHOMUKMU,
COLMONOrnK, NOAMTONOMI U PUCNIPYLEH-
umn. B oTeuyecTBeHHbIX HayuHbix paboTax
KpayLCcoOpCUHT B MepBYyl0 ouyepedb aHanu-
3MpYyeTCcA C TOUYKM 3pEHUA BO3MOXHOCTEN
€ro UCNoNb30BaHUA ONA aKTUBU3ALMW UH-
HOBALIMOHHOrO MOTeHLMana obuiecTsa [7],
[opaboTKN HOPMATUBHbIX JOKYMEHTOB [1],
OLEHKM MPeaioXKeHNA Ha PerncTpaumio
naTeHToB [6], CO3AaHNA BUPTYabHbIX CO-
061wecTs [8] (TemaTMKa CamblX LIUTUPYEMbBIX
pabot no KpaygcopcuHry B Elibrary). Otme-
TM, YTO NNWb B pabotax W.[. Kotnaposa
paccmaTpMBaeTCa, Kak  WCMoNib30BaHWe
KpayLcopcuHra B KOMMaHUM MOXET NOBMK-
ATb Ha TPYZOBbIE OTHOLEHUA U OTUyXpe-
HWe TpyAa B YaCTHOCTU (CM., Hanpumep, [5]).

B KoHTeKkcTe Hawein paboTbl Heobxo-
VMO onpepenutb chepy NPUMEHUMOCTU
KpayLcopcuHra C TOYKM 3peHis opraHim3a-
LMK, 1 TOrAa ero MoXHO 0003HauYUTb Kak
1CroNb30BaHMe VHTENNEKTa 1 onbiTa 60/1b-

Puc. 1. 3Boaoumsa popm pa3sereHus Tpysa

LIOTO KONMYECTBA KIIMEHTOB, COTPYAHWUKOB,
3aMHTEepPECOBaHHON O6LEeCTBEHHOCTU A)1A
MomcKa HOBbIX AN NO YAyyLeHU npo-
[YKTOB, MPOLIECCOB, CEPBMCOB M(MK) IKC-
NepTU3bl BaXHbIX PELUEHWIA U JOKYMEHTOB
opraHusaumu.

MpYMEHNTENBHO K  UCMOb30BaHNIO
KpaycopcuHra AnA HyX[A OpraHu3aumm
MOXHO BbleNnTb pasHble ero BuAabl. Knio-
yeBOe 3HauYeHWe MMeeT TO, KTO MMEHHO
MOXeT OblTb MprBneYeH K KpayAaCOpCMH-
roBOMYy MPOEKTYy B KauyecTBe Y4acTHUMKa.
C y4yeTom 3TOro Mbl Npepfiaraem paccma-
TpyBaTb TPY BUAA KpayACOPCMHIa B 3aBU-
cMMOCTM OT crocoba (ycnosuii) npreneye-
HUA YYaCTHUKOB:

© MacCOBbIN — B JAHHOM Kpay[COPCUH-
re 3a[eCTBOBaHO MaKCKMailbHO BO3MOX-
HOEe KONMYeCTBO Y4YacCTHWUKOB NPOeKTa, UX
COCTaB He NepCoOHNULMPOBaH;

© OTKPbITbIN — B AaHHbIN BUA Kpaya-
COPCMHra aKTWBHO MpurnallaeTca onpe-
[eneHHan Lenesas ayautopus, HO JOCTyN
APYrX YYaCTHUKOB He OrpaHu4u1BaeTcs.
Ina 3dPeKTMBHON peanmsauun nNpoekTa
HeobXoANMMO yuacTue onpefeneHHoro Ko-
nnyecTBa NpefcTaBuUTenen Lenesoi ayau-
TOPUK (B 3aBUCUMOCTM OT CIOXKHOCTM TEMbI,
paccmaTpuBaemoii 06nacTui v T.n.);

© 33KpbITbIN — JOCTYN K Kpay[COPCUH-
roBOMy MPOEKTY MpPefoCTaBNAETCA orpa-
HUYEHHOMY Kpyry NepCcoHNGULMPOBaHHbIX
YYaCTHUKOB, MPOLUeAWNX CrneLnanusmpo-
BaHHbIi 0TOOP.

Kpome TOro, MOXHO NpOBECTV pas-
[eneHne Mexpay aymutopuer y4acTHUKOB
KpayfcopcrHra no TakoMy OCHOBaHWIO, Kak
ayauTopua (NpefctaBUTenn BHYTPEHHeN/
BHELIHEN cpefbl MO OTHOLIEHMIO K 3aKas-
unKy). Hanpumep, ecnm peLlaeTca KOHKpeT-
Has 3afaya, NOCTaBNEHHas KoMMaHuen,
B KauecTBe ayauTopun KpayaCcopCHUHIoBO-
ro MpoekTa MOXeT BbICTynaTb NepcoHan
camoli opraHuzauum Nn6o BHELIHWE MO
OTHOLUEHMIO K Hel YYaCTHUKU — KIWeH-
Tbl, 3aMHTEpPECcOBaHHaA OOLEeCTBEHHOCTb.
C yuyeToMm 3TOro No KpUTEPUIO «aymUTOPUA»
Mbl NpefiaraemM BblgenaTb 8a B1aa Kpays-
COPCHHra:

© BHELUHWI — C y4acTMeM BCe BO3MOX-
HOW ayAMTOPUN — COTPYAHUKOB, KNNEHTOB,
MapTHEpPOB, 3alHTEPECOBaHHOM  0bLue-
CTBEHHOCTU. BO3MOXHOCTM MCMONb30Ba-
HUA BHELLHero KpayLcopcuHra ansa petue-
HUA aKkTyanbHbIX Ana 6usHeca 3agay Gbinu
paccMoTpeHbl Hamu paHee [2];

© BHYTPEHHUI — B KauyecTBe y4yacTHU-
KOB MOryT OblTb 33aAefCTBOBaHbI TONbKO
npeacTaBuTeNH 3akasumka. MotpebHoCTb B
TakoM KpayAcopCuHre MOXET BO3HUKHYTb
B C/Ny HeobXOAMMOCTW COXPaHUTb KOH-
dnpoeHUmanbHOCTL Npobnembl MO 13-3a
noTpebHOCTM B CNeLuan3MpoBaHHbIX 3Ha-
HUAX, KOTOPbIMK MOTYT 0bnagaTb TONbKO
npeacTaBUTEN 3aKa3umKa.

Cnepytowmin BaXHbl KpUTEpUin onpe-
JenfeT XapakTtep W NPOJOSKMTENbHOCTD
MCNONb30BaHNA KPayaACOPCMHIa: OH MOXET
peanu30BblBaTbCA Pa3oBO, ANA pelleHNs
KOHKpETHbIX 3afiay, Nnbo npoBoauUTbCa
Ha MOCTOAHHOW OCHOBE W Npefnonaratb
BCTPOEHHOCTb B MPOLIeCChbl OpraHm3auu-
OHHOro ynpasneHua. C yueTom 3TOro Kpu-
Tepus, N0 KOMNOHEHTHOMY COZlepXKaHuio 1
NPOJOMKNTENBHOCTY, KPayACOPCUHI MO-
XeT 6bITb ABYX BUJOB:

© MOCTOAHHbBIN — NPOBefeHNe pasnny-
HbIX NPOEKTOB, CBA3aHHbIX OOLLMM Hanpas-
NeHneMm, OTKPbITbIX Ha CPOK Gonee 2-3 me-
cAueB, Hanpumep, cOop NPeAnoXeHuWin oT
YUYaCTHWKOB MO YNyULLEHWO feATeNbHOCTY
NoApasAeneHnii opraHu3aLni, ynyyLleHuo
6u3Hec- 1 obecneyrBaloLLMX NPOLECCOB;

e LlenieBoii - MpoBefeHVe Pa3oBbIX
NPOEKTOB, CPOKOM He bonee 2-3 mecAues,
He CBA3aHHbIX MexJy cobol TemaTuue-
CKU; K HUM MOXHO OTHECTW NpoeKTbl Mo
popaboTKe HOPMATUBHBIX  [JOKYMEHTOB,
pasnuyHble KOHKYpCbl, MeponpuaTMA no
BOBJIEUEHWIO YYACTHUKOB B COBMECTHYIO
LeATenbHOCTb U T.N.

B 0606ueHHOM BUae NpeanoXeHHble
KnaccuukaLmm KpayacopcrHra npeactas-
NeHbl Ha puc. 2.

O6beKTOM PACCMOTPEHMA B HaLlEn
paboTe BbICTyMaeT BHYTPEHHWIA Kpayg-
COPCUWHI, peanu3yeMblil Cunamm nepco-
Hana KomnaHuu. Kakue npemmyllectsa
NoMyYnT OpraHu3auMa B Ciyyae ero uc-
nonb3oBaHuA? Bo-nepBsblX, BHYTPEHHWN
KpayLCOpPCUHT [aeT BO3MOMHOCTb Kazgo-
My COTPYOHUKY BAMATb Ha MPUHUMaeMble
B OPraHM3aLuum peLieHns 1 npoLecchl.
Bo-BTOpbIX, OH NO3BONAET HAWTN ONTUMasb-
HOE peLLeHmne UK COKPaLLAeT BEPOATHOCTb
NPUHATAA HENPaBUbHOTO PeLLEeHNS, a 3Ha-
unT, NOTepy BPemeHn 1 GpUHAHCOBbIX pe-
CYpPCOB, TaK Kak COBOKYMHbI 06beM 3HaHWI
1 OMbITa YYaCTHUKOB KpayLCOPCUHIa HeCo-
NoCTaBMMO BbiLLe, Yem Y nboro skcnepta
1 pabouel rpynnbl. I HakoHeL, B-TpeTbUX,
MCNONb30BaHWe KpayacopcuHra B opraHu-
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SelfSourcing
Production
in employee's
hands

The division of labour,

InSourcing OutSourcing

specialization labour functions

within the company

Contracting out of

to partner companies

CrowdSourcing
Contracting out of
labour functions to

a large group of people

Fig. 1. The evolution of the forms of the division of labour

bour, contractual and partnership relations.
Crowdsourcing is therefore a special type of
meta-labour relations.

The term crowdsourcing was intro-
duced by Jeff Howe. He defined crowd-
sourcing as the act of a company or insti-
tution taking a function once performed
by employees and outsourcing it to an
undefined (and generally large) network of
people in the form of an open call. The cru-
cial prerequisite is the use of the open call
format and the large network of potential
labourers [10].

Due to multiple opportunities for appli-
cation, crowdsourcing is studied by many
human and social sciences - from psychol-
ogy, philology and culture to economics,
sociology, political science and law. In Rus-
sian research papers, crowdsourcing is pri-
marily analyzed in terms of its opportuni-
ties to enhance innovation potential of the
society [7], revise regulatory documents [1],
evaluate the proposals for patent registra-
tion [6] and create virtual communities [8]'.
It is worth noting that only I.D. Kotlyarov
studies how the use of crowdsourcing in a
company influences labour relations and
alienation of labour, in particular (see, for
example, [5]).

In the context of the present paper, it is
necessary to determine crowdsourcing ap-
plication sphere from the standpoint of an
organization. In this case, it can be defined
as the use of intellect and experience of a
large group of customers, employees and
members of the public for producing new
ideas to improve products, processes, ser-
vices and (or) for carrying out an appraisal
of important decisions and documents of
the organization.

Talking about the utilization of crowd-
sourcing for the needs of the organizations,
there exist various types of this technology.
First of all, it is crucially important who in
particular can become a participant of a
crowdsourcing project. In this regard, we
distinguish three types of crowdsourcing
depending on the method (conditions) of
attracting participants:

e Mass crowdsourcing. The maximum
possible number of participants are in-
volved in a project; their composition is not
personified.

The themes of the most cited publications on
crowdsourcing (according to elibrary.ru).

e Open crowdsourcing. A certain target
audience is preferred and actively invited to
this type of crowdsourcing, but other par-
ticipants are also welcomed. Effective im-
plementation of a project requires a certain
number of the target audience involved
(depending on the complexity of the topic,
the area under consideration and so on).

o Closed crowdsourcing. Only a limited
number of personified participants, who
passed through a specialized selection pro-
cess, are allowed.

In addition, it is possible to distinguish
participants of a crowdsourcing project
using the category “the audience (repre-
sentatives of internal/external environment
in relation to the ordering customer”). For
example, if a concrete problem posed by
the company has to be resolved, then the
audience of a crowdsourcing project can
embrace the staff of this company or par-
ticipants from outside the company such as
clients and the interested members of the
public. Thus, according to the criterion “the
audience’, we suggest distinguishing two
types of crowdsourcing:

o External. The maximum possible audi-
ence is involved such as employees, clients,
partners, interested parties. The opportuni-
ties to use external crowdsourcing for deal-
ing with topical business problems were
discussed earlier [2].

e Internal. Only representatives of the
ordering customer can act as participants
of the project. The need for such crowd-
sourcing can arise due to the necessity to
preserve the confidentiality of a problem
or the need for specialized knowledge and
expertise, which only representatives can
possess.

The next important criterion deter-
mines the nature and duration of the
crowdsourcing application. Indeed, it can
be implemented as a one-off project for
accomplishing specific tasks, or be applied
on a regular basis and embedded in the
processes of organizational management.
According to this criterion (content and du-
ration), crowdsourcing can be of two types:

o Constant. This kind of crowdsourcing
implies undertaking various projects which
belong to the same direction and last for
2-3 months or more. They include, for in-
stance, collecting participants’ suggestions
on boosting performance of the organiza-

tion’s departments and improving business
and supporting processes.

e Target-oriented. This sort of crowd-
sourcing involves one-off projects of
2-3 months’ duration which do not share a
common topic. They include programmes
to finalize regulatory documents, various
competitions, and activities to engage par-
ticipants in a joint project, etc.

Thus, the aforementioned classifica-
tions of crowdsourcing can be represented
as follows (Fig. 2).

The central purpose of the paper is to
study internal crowdsourcing, which is im-
plemented by the staff of an organization.
What are the benefits an organization gets
in case of using it? First, thanks to internal
crowdsourcing, every employee has an op-
portunity to influence the processes and
decisions taken within the company. Sec-
ond, it helps reach the right decision or
reduces the possibility of making a wrong
one and, therefore, saves time and money
as the aggregated knowledge and experi-
ence of all participants are incomparably
superior to those of any expert of a working
group. And third, when using crowdsourc-
ing, a company accelerates transformation
processes significantly since they directly
depend on engagement of employees and
clients to the process of changes. Thus, the
use of crowdsourcing in a company can ex-
ert an immediate effect on the degree of
employees’ engagement.

Let us discuss, what engagement of
personnel means and in which way the use
of crowdsourcing can influence the com-
pany. First of all, it is necessary to draw a
distinct line between the two terms - en-
gagement of personnel and involvement
of personnel. In the practice of human
resource management, involvement of
personnel is a set of measures aimed at
involving employees in the process of the
company’s governance by giving them
powers to impact the decisions and actions
concerning their work. In other words, it
describes the external aspect of impact of
an organization on its staff and may result
in a response in the form of creation of sta-
ble behavioural attitudes among employ-
ees and an increase of personnel’s engage-
ment. Engagement of employees, in turn,
reflects the special attitude of the staff to-
wards the organization. From the authors’
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Puc. 2. Buabi KpayACOPCUHIa B COOTBETCTBMU C PasAMYHBIMU KAGCCUPUKALMOHHBIMM MPU3HaKaMmu

Bo3moXKHOCTW AnsA 0byyeHns n pocTa
Mporpecc 3a nocneaHne 6 mecaues

Jlyuwwn ppyr
MprBep>xeHHOCTb naee KauecTsa
Mwuccma/uenb kKomnannm

Pa6oTa B KomaHfe
C MOMM MHEHMEM CUUTAIOTCA

MNMoowpeHne pa3BnuTnA
3ab6oTa 060 MHe
Mpun3HaHue B nocnegHve 7 gHen
BO3MOXHOCTb 3aHMMATbCA TEM,
YTO MOJTyYaeTCa nyuylle BCero

MonpepKka pyKkoBoACTBa

Matepwansl n o6opynoBaHue
fl 3Halo, UTO OT MeHs OXKngaeTcA

OcCHOBHbIe NOTPebHOCTH

Puc. 3. ®akTopbl, BAUAIOLLIME HA BOBAGYEHHOCTb NEPCOHaAa, no metoarke Gallup

3aUMK 3HAYUTENIBHO MOBBILWAET CKOPOCTb
npeobpa3oBaHuMin, Tak Kak OHa Hanpamyo
3aBMCMT OT BOBJIEYEHHOCTW COTPYAHMKOB
U KJIMEHTOB B MPOLECC U3MEHEHU. Takum
06pa3om, NCMosb3oBaHUE KPayacopcuHra
B MPAKTUKe KOMMaHUM MOXKET OKa3aTb Nps-
MOE BMMAHME HA YPOBEHb BOBIEYEHHOCTY
ee nepcoHarna.

PaccMOTpUM, 4TO TaKoe BOBfEYEH-
HOCTb MepCcoHana 1 Kakum obpasom uc-
noNb30oBaHWe KPayAcopCMHra B KOMMa-
HUM MOXeT MOBAWATb Ha Hee. B mepsyio
ouepeab PasrpaHMuUM MOHATUA «BOBJe-
YEHHOCTb MEepPCOHana» U «BOBNEYEHUE
nepcoHana». B npakTuke ynpasneHus
YesnoBeYECKMU Pecypcami BOBNIeUEHUE
NepcoHana MOHWMAETCA KaK KOMMEKC
MEPONPUATUIA, CBA3AHHbIX C MpuUBMeYe-
HUEM COTPYAHWKOB K YNpaBMeHWo opra-
HU3auKeil C NMOMOLLbI MPefOCTaBNeHUs
M BO3MOXHOCT OKa3blBaTb BMAHME HA
peLeHns N AenCTBIUA, KOTopble BAKUAIOT Ha
Ux paboty. lpyrumn CnoBamu, OHa Xapak-
TepPU3yeT BHELLIHIOW CTOPOHY BO3LeNCTBUSA
OpraHu3auny Ha COTPYOHUKOB N MOXeT
MoBJieYb OTBETHYIO peakumio B BUge dpop-
MUPOBAHUA YCTONUMBbLIX MOBEAEHUYECKNX
aTTUTIONOB Y PABGOTHMKOB, YCWEHUs BO-

BNIEYEHHOCTUN NepcoHana. BosneueHHoCTb
nepcoHana, B CBOI ouepefb, OTpaxaer
ocoboe oTHOLWeHNe PabOTHUKOB K opra-
HM3aLUWK 1 peannsyemol B Hel TPYLOBON
peatenbHocT. C Hallel TOYKU 3peHus,
BOBJIEUEHHOCTb NePCOHarna — 310 yCTonuu-
BbI aTTUTIOL, XapaKTepHbI ANA paboTHU-
Ka, KOTOpbI npefrnonaraer ero AnuteNb-
HYl0 KOHLeHTpaLWio Ha pelleHnn 3apjau,
NPUHOCALMX [ONONHUTENbHBIN 3ddeKT
[NA OpraHn3aLnm, HaxoAALNIA CBoe Bbipa-
XeHue B AOMONHWUTENbHON 3MOLMOHaMb-
HOW NPKBA3aHHOCTM PaboTHMKa K Lienam 1
LIEHHOCTAM OpraHm3auuu.

Kak otmeuaer S. Verba, BoBneueHHOCTb
nepcoHana - 3To B NepByto ouepefb npes-
pacronoXeHHOCTb YenoBeka K YyuyacTuio
B TOV MNN MHOW TPYAOBON AeATeNbHOCTH,
KOTOpas COCTOWT M3 TPEX KOMMOHEHTOB:
3HaHWA, WHTepeca U pPe3ynbTaTUBHOCTY
[13]. 3HaHuA o paboTe, KOTOpYo PabOTHMK
OCYLLECTBNAET, B COMETAHUU C KenaHuem
pa3bupatbca B BeAHUAX, 6bITb B Kypce HO-
BOBBEAEHWIA 1 OYEBWUOHOW pe3ynbTaTuB-
HOCTbIO ero paboTbl 1 GOPMUPYIOT €ro Bo-
BNEYEHHOCTb.

OfHUM 13 CaMbIX U3BECTHBIX MOAXOL0B
K OLieHKe 11 yNpaBneHuo BOBIEYEHHOCTbIO

nepcoHana ABNAETCA KOHLUenuua BoBie-
UEHHOCTW NepcoHana nccnefoBaTenbCcKoro
uHctuTyTa Gallup. OHa npepnonaraeT uc-
nonb3oBaHue onpocHuka Q12 (nepBoHa-
yanbHoe HasaHue «The Gallup Workplace
Audit» nnn «<GWA»), KOTopblii BKNtOYAEeT B
cebq 12 yTBepKaeHW. B ocHOBe faHHOrO
OMPOCHMKa NEXNT NOAXOA MaKCUMM3aLUK
TaNaHToB, COrNAacHO KOTOPOMY:

Mpoun3BoauTeNbHOCTL YYacTHUKa Aed-
TenbHocTn = Ero TanaHTbl X (OTHOWeHKWA +
+ MNpaBunbHble oxunaanHna + MpusHaHue /
Harpaga).

Kaxxgoe yTBepxaeHue onpocHnka Q12
3aTparvsaet pag GpakTopoB, BANAKLLNX Ha
06111 ypoBeHb BOBIEYEHHOCTN NePCOHa-
na (puc. 3).

Yem Gonblue 31 dakTopbl NpeacTasne-
Hbl B paboTe COTpyAHWKa, TeM CunbHee Gyaet
€ro BOBMEYEHHOCTb B TPYAOBYIO [eATeNb-
HOCTb B KOMMNaHuu. Kpome Toro, nccnego-
BaHVA MOKa3blBalOT, YUTO €CNW opraHu3auma
npegocTaBnaeT cBoemMy nepcoHany ycrosma
[NA peanusauum npodeccrioHanbHbIX HaBbl-
KOB 1 YMEHUI, yBeNN41BaeT aBTOHOMHOCTb
paboTHMKOB, WCMOMb3yeT CUCTeMy obpaT-
HOW CBA3W W Ap., €ro BOBNEYEHHOCTb BO3-
pactaet [12]. imeHHO C momoLblo Kpaya-
COpPCUHra MOryT OblTb peanu3oBaHbl 3TU
YCNOBMA ANA POCTa YPOBHA BOBNEUEHHOCTH.
Takum 06pa3oM, MOXHO YTBEpX[aTb, UTO
BHYTPEHHW KPayACOPCUHT ABMAETCA TeM
WHCTPYMEHTOM, WCNOAb30BaHNe KOTOPOro
B KOMMaHWM1 NO3BONIUT BOB/IEKATb NepCoHan
B peanusyemble M3MeHEeHUS.

YTOUHMM, YTO, C OfHOW CTOPOHbI, Y4a-
CTie B KpayLCOPCWHrOBOW [eATeNbHOCTY
dopmupyeT y pabOTHUKOB BOBIEYEHHOCTD,
HO C ApYromn — K KpayacopCuHry B NepByio
oyepefb NPUCOEOUHAIOTCA YyXe BOBe-
UeHHble COTPYAHWUKKM, T.e. KpayACOPCUHT
ABNAETCA WHCTPYMEHTOM He Tonbko op-
MWPOBAHWA BOBNEUYEHHOCTH, HO 1 ee pea-
nn3auun.

Takum obpasom, yuacTue B Kpayacop-
CWHre no3BonseT paboTHMKaM NpUKnagbl-
BaTb CBOM TanaHTbl K YNy4lEeHWo npous-
BOACTBEHHbIX MPOLIECCOB, 0CO3HaTb CBOIO
COMPUYACTHOCTb K peann3yeMbiM B KOM-
NaHWM U3MEHEHNAM, NPUBOANT K POCTY ee
npuBneKaTenbHOCTM B rnasax nepcoHana.

K coxaneHuto, cpean OTe4ecTBeHHbIX
KOMMNaHWIM KpayLCcopCyHTr NnoKa He noayyun
BOCTaTOYHOro pacnpoctpaHeHna. OgHako
0fiHa 13 HUX YXe B NONHOW Mepe BHeapuna
JaHHy0 GOpMy OTHOLLEHWIA B CBOU OpraHu-
3aLMoHHble npouecchl. Peub nget o Coep-
6aHke Poccum. Paccmotpum, Kakum obpa-
30M B [JaHHOW OpraHu3auun BHYTPEHHUN
KpayACOPCUHT NCMONb3yeTca ANA peleHus
OpraHu3aUVOHHbIX 3afay W BOBIeYEHUA
nepcoHana.
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Fig. 2. Types of crowdsourcing by various classification features

Teamwork

Opportunities for education and growth
My progress in the last six months

I have a best friend at work
Commitment to do quality work

The mission or purpose of the company
My opinions seem to count

My development is encouraged

Someone cares about me

Supervisor’s support

Basic needs

Recognition in the last seven days

At work, | have the opportunity to do
what | do best every day

| have the necessary materials and equipment

I know what is expected of me at work

Fig. 3. Factors influencing employee engagement according to Gallup methodology

point of view, engagement of personnel is
a steady attitude of employees implying
their continuous concentration on han-
dling the tasks which produce additional
effect for the organization. This attitude is
manifested in additional emotional attach-
ment of employees to the purposes and
values of the organization.

According to S. Verba, engagement
of personnel is primarily a predisposition
of an individual to participate in one or
another labour activity, which consists
of three components - knowledge, in-
terest and performance [13]. Employee’s
expertise and knowledge of the work,
combined with a desire to understand the
trends, stay abreast of innovations and
deliver impressive performance form their
engagement.

The concept of employee engagement
of Gallup Research Institute is one of the
most well-known approaches to evaluation
and management of staff engagement. It
involves the use of Q12 questionnaire (“The
Gallup Workplace Audit” or GWA) embrac-
ing twelve statements. The approach of
talents maximization forms the basis of this
questionnaire, according to which:

Per-person productivity = Talent * (Re-
lationship + Right Expectation + Recogni-
tion / Reward).

Each statement of Q12 questionnaire
covers a number of factors influencing
the overall level of employee engagement
(Fig. 3).

The more obvious these factors in the
work of employees, the stronger their en-
gagement in the company’s labour activity.
Moreover, scientific studies demonstrate
that if an organization provides favourable
conditions for its staff to implement their
professional skills and abilities, increases
autonomy of its workers, uses the feedback
system, etc., then personnel engagement
will increase [12]. Crowdsourcing helps ful-
fil these conditions for enhancing person-
nel engagement. Thus, we can argue that
internal crowdsourcing is a tool, which ena-
bles a company to involve its personnel in
the implemented changes.

We should specify that, on the one
hand, participation in crowdsourcing activ-
ity does generate engagement of person-
nel, but, on the other hand, crowdsourcing
projects are primarily joint by employees
who are already absorbed by their work.

Labour e Cadres ® Education

It means that crowdsourcing is a tool of
both formation and implementation of en-
gagement.

Thus, taking part in crowdsourcing in-
creases the attractiveness of the company
in the eyes of the staff and enables em-
ployees to utilize their talents for improv-
ing production processes and realize their
contribution to the changes that take place
in the company.

Unfortunately, at the moment not
many Russian companies are involved in
the practice of crowdsourcing. However,
one of them, namely Sberbank, has fully
implemented this form of relations in its
organizational processes. Let us discover
the way, in which this organization applies
internal crowdsourcing in order to resolve
organizational problems and engage its
employees.

EXPERIENCE IN THE USE OF INTERNAL
CROWDSOURCING FOR ENGAGING
PERSONNEL IN THE COMPANY’S LABOUR
ACTIVITY

Several years ago Sberbank adopted a
number of innovations in its practice that
scarcely have any analogues in Russian and
foreign practices. Here, we are referring to
the development of crowdsourcing by a
credit organization.

The management of the bank planned
to involve 250 thousand administrators and
other employees in the process of changes
and use their intellect and experience in
an effective manner. In this case, the size
should become the bank’s asset. In just a
few years, the system of internal crowd-
sourcing was established in the company.
At the moment, it is built on three key foun-
dations: methodology, infrastructure and
instruments of personnel involvement. Let
us consider their content in details.

We will start off by discussing the
crowdsourcing methodology in the bank.
It incorporates a range of documents regu-
lating crowdsourcing activity in the com-
pany. In the first place, this is a technologi-
cal scheme of crowdsourcing organization
which determines the roles of all the par-
ticipants and the principles of their interac-
tion. Moreover, currently crowdsourcing is
obligatory when developing any internal
document of the bank, i.e. employees are
able to influence the content of those provi-
sions and regulations which they will have
to carry out in the future. Moreover, every
regional branch of Sberbank has a division
in its structure that is responsible for organ-
ization of crowdsourcing in the subordinate
offices and involvement of the staff to the
topical projects.
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1. OT Npo6nembl K Niyullemy peLieHunto
OntMmusaums cywectaytoLlero npouecca (IDEA CHAMPION)

o AASI MoMcKa AyyLlero / Haubonee AEMCTBEHHOTO ONTUMU3ALMOHHOTO PeLEeHUs
o HeobxoAMM CNUCOK 3apaHee BbIABAEHHbIX NPobAEM
o Pe3yabTatr He NPeAONpPEAEAEH (MOTYT BO3HUKaTb MAEU BHE TEMbI NPOEKTA)

2. OT runoTesbl K KOHKPETHOMY pe3ynbTaTy
PaspaboTka HoBOro npoaykta/ycayru/npouecca (CO3AAHUE)

o [POAOAXKMTEABHOCTD 2-3 Mecsua

o CTporo onpeapeAeHHasa NOCAEAOBaTEAbHOCTb
3TanoB NpoeKTa

e Heobxoanma cTporasi Moaepaums

o BO3MOXHa peaA13auusi LMPOKUM
KPYroM Y4acTHUKOB

o MpopoAxuTeAbHOCTb 1,5-2 Mecaua
e OrpaHUYEHHbIN Kpyr y4acTHUKOB
o HeobxoanM cneumnanbHbI 0TOOP YYaCTHUKOB

o AAS pa3paboTkm AOKYMEHTa, MOAEAM MPOLIECCA U T.M.
o AAfl paboTbl HE06X0AMMO 06LLEE ONMCAHUE TUMOTE3bI, UAEWU, KOHLIEMLIMK
o [peackasyemMbli, HO HE MPEeAONPEAENEHHbIN pe3yAbTaT

3. OT NnpoeKTa K UTOroBon Bepcuun

CoBMeCTHOe HanucaHue AokymeHToB (QKCIMEPTU3A)

o AAS 3KCMEPTU3bI PELLEHNSA/KOHLIENLUMW/NPOEKTa AOKYMEHTa
o AAs paboTbl HE0b6X0AMM pa3paboTaHHbI MPOEKT AOKYMEHTa/ peLleHUs

o XOpOLLO NpeACKasyemblit pesyAsTat

(MO YPOBHIO KOMMETEHLLMI)

o MpoponxutenbHocTs 1-1,5 mecAua
o OrpaH1YeHHbIN Kpyr NPodpeCcCoHaAbHbIX

y4aCTHMKOB

° YMepeHHas Moaepaumsn

Puc. 4. Tunbl KpPayACOPCUHIOBbIX MPOEKTOB, MCMOAb3YeMbIX B CoepbaHke

p1Mepb! KpayAcopCHHIa HOPMATUBHbIX JOKYMEHTOB

Mpumepbl AOKYMEHTOB

Pesynabtatbl KpayACOPCUHIa

CraHpaapTbl cepBrca 06cayxnBaHust rande-
CKUX AULL B dUAManax baHka

CKOPPEKTUPOBaHbI CKPUMThI U TaKTUKa
00CAYXMBaAHUA, AETAAU3MPOBaHbI 3aAaUH,
YUTEHbI AyULLIWE MPAKTUKK

YnpaBaeHue paboTocrnocobHOCTbIO TEPMUHA-
AOB 1 BaHKOMaToB

AeTanMsnMpoBaH KOHTPOAb Haa 0BCAYXMBa-
IOLLMMM OpraHu3aLmamu, cbaraHcUpoBaHsbl
bYHKUMM 0BCAYXMBAIOLLMX NOAPA3AEAEHU

AAbOOM KPEAMTHBIX MPOAYKTOB AAA MAAOTO
6usHeca

PaclwupeHbl ycAOBUA pedUHAHCUPOBaHMS

KPEAWTOB ApPYrux 6aHKoB

OonbIT UCNOJIb3OBAHMA BHYTPEHHEIO
KPAYOCOPCWUHTA 1A BOBNIEYEHUA
MEPCOHAJIA B TPYAOBYIO AEATE/IbHOCTb
B KOMNAHUN

CbepbaHK HeCKONbKO NeT Ha3ag Havan
aKTMBHO WMCMOMb30BaTb B CBOE AeATeNb-
HOCTM PAL UHHOBALWIA, KOTOPbIE NPaKTNYe-
CKM He MEIOT aHafIoroB He TOMbKO B OTeYe-
CTBEHHOM, HO U B 3apybexHol npakTuke.
B nepsylo oyepeab 370 0CBOEHME KpeauT-
HOW OpraHW3auven TeXHONOory Kpayacop-
CWHra.

PykoBoAcTBO ~ 6aHKa  NiaHMPOBao
BoBfeub 250 ThiC. pykoBoguTenen u co-
TPYOHUKOB GaHKa B MPOLIECC M3MEHEHUN,
3GPeKTNBHO MCNOMb30BaTb WX WHTENNEKT
1 onbiT. B aToM cnyvae pasmep AOMKeH
CTaTb aKTMBOM 6aHKa. 3a HECKOMbKO NeT B
KOMMaHU1 GObla cPopMUpOBaHa cMcTeMa
BHYTPEHHero KpayfAcopcuHra. B HacToAwee
BPEeMs OHa ONVPAETCA Ha TPU KNIOYEBbIX OC-
HOBaHWA: METOLOMNOMMA, MHPPACTPYKTypa 1
VHCTPYMEHTbI BOBNeUYeH)A nepcoHana. Pac-
CMOTPUM UX COfiepXaHune NoapobHee.

HauHem ¢ meTogonorum Kpaygncop-
cuHra B 6aHke. OHa BK/OYaeT B ceba pag
LOKYMEHTOB, PErfiaMeHTUPYIOWMX Kpaya-
COPCUHIOBYIO AeATENbHOCTb B KOMMAHUM.
B nepByio ouepefb 3TO TexHoOnMornyeckas
CXema OpraHv3aLmn KpayAaCcopCuHra, B Ko-
TOPOI NPOMMCaHbl PONK BCEX YUYACTHUKOB,
MPVUHUMMbI X B3aUMOAENCTBUA. Kpome
TOrO, B HacTofllee BPemA KpayncopCUHT
obazateneH npu paspaboTtke nNOOro BHY-
TPEHHEro HOPMATUBHOMO AOKYMeHTa GaH-
Ka, T.e. COTPYAHWKN MMEIT BO3MOXHOCTb
MOBMIUATbL Ha COfePXKaHNe TEX MONOXKEHUI
1 PEernameHToB, KOTOpbIE OHW B AabHel-
Wwem GyayT OCyLecTBAATD. TaKKe B KaXAoM
TeppuTopranbHom baHke CoepbaHKa ecTb
nogpasgeneHue, B 06d3aHHOCTU KOTOPO-
ro BXOAWT OpraHv3auus KpayacopcuHra B
MOAYMHEHHbIX OTAENEHUAX, MPUBNIEYEHNE
nepcoHana K akTyanbHbIM NPOeKTaM.

Cnepylownin BaxHbI acrekT, obecne-
ynBaloWNI 3GGEKTUBHOCTb KpayACOPCUH-
ra, — Crneyuanv3npoBaHHas MHPPACTPYK-
Typa, B NepByl0 ouepedb NpeacTaBieHHas

COOTBeTCTBYOWMMI Nnatdopmamm. B Ka-
yectee UT-nnatpopmbl AnA BHYTPEHHEro
KpayfcopcuHra  BbiCTymaeT — cneuuanbHo
co3[aHHaA nnowaaka idea.sberbank21.ru,
[OCTYM K KOTOPOW BO3MOMEH NUlb Ans
COTPYAHWKOB, C BHELUHUX, MO OTHOLIEHUIO
K ceTn CbepbaHKa, KomnbloTepos. Ha faH-
HOM calTe ocyulecTBnAeTca npodeccmo-
HanbHaA MofepaLms, Kpome Toro, cuctema
NO3BONAET Peann3oBaTh HaCTPOIKY MHTep-
delca calita Nog KOHKPETHbIX 3aKa34MKOB,
KOTOpbIMK BbICTyNaloT 6u3Hec-nogpasge-
neHuA H6aHKa (Po3HWYHbLINA 610K, Kopnopa-
TWBHbIN 6MIOK 1 Ap.).

M HakoHel, KpaymcOpCUHr 6bii Obl
HeBO3MOXeH 6e3 COOTBETCTBYIOLEN CW-
CTeMbl BOBfleYEHMA MepcoHana. B baHke
CyLlecTBYeT NpakTMKa opraHvsauuu ute-
HWA COTPYAHMKAMM KIHOUEBbIX KHUAT MO Me-
HEMXKMEHTY U 3KOHOMMKe. Kaxablii mecAy,
HOBaA KHWUra nybankyeTca n3gaTenbCTBOM
CbepbaHKa 1 pacnpocTpaHAeTCA CPeAm Co-
TPYAHWKOB BCEX OTAENEHW ANA 03HAKOM-
neHuA ¢ ee copepxaHuem. B koxue 2011 r.
nocnegosatenbHo 6biny onyb6anKoBaHb! Ta-
Kue KHury, Kak «KpayacopcuHr...» [10], «Bu-
KMHOMUKA...» [9], «Wiki-npaButenbcTso...»
[6]. OHW Hy»Hbl OblK, UTOOLI MOAFOTOBUTH
NepCoHan K TeM U3MEHEHNAM, C KOTOPbIMM
emy NpuaeTca CTONKHYTbCA B CBOEN Aes-
TENbHOCTY, K TOMY, UTOObl HauaTb akTUBHO
1CNonb3oBaTb KpayACOPCUHT. Kpome Toro,
OblIN OpraHM30BaHbl NepcoHanbHble 06-
palieHusa ToM-MeHeMXMeHTa K nepcoHany
6aHKa, ocyLiecTBAeHbl KOMMYHUKaLUM no
GyHKUMOHanbHbIM BepTuKanam. B komna-



1. From the problem to the best solution

Optimization of the existing process (IDEA CHAMPION)
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e Duration: 2-3 months

o To search for the best/most effective optimization solution

o A list of previously identified problems is required
e The result is not predetermined (ideas from outside the scope of the project

may emerge)

2. From hypothesis to a concrete result

Development of a new product/service/process (CREATION)

o The sequence of the project’s stages is
strictly defined

e Accurate moderation is required

o Implementation by a wide range of actors
is possible

e Duration: 1.5-2 months

e To develop a document, process models, etc.

o A general description of a hypothesis, idea, concept is necessary

e A predictable, but not predetermined, result

3. From a project to the final version
Co-writing of documents (EXAMINATION)

e A limited number of participants

o A special selection of candidates
(according to their competencies) is required

e Duration: 1-1.5 months
o A limited number of professional

o To examine a solution/concept/project of a document
o A developed project of a document / solution is required

o A well predictable result

participants

e Cursory moderation

Fig. 4. The types of crowdsourcing projects used in Sberbank

The examples of crowdsourcing of regulatory documents

Examples of the documents

The results of crowdsourcing

The standards of service for individuals
in the bank’s branches

Scripts and tactics of service are corrected,
tasks are elaborated, the best practices are
taken into account

Performance of terminals and ATMs

Control over servicing organizations is
specified, the functions of servicing units
are balanced

A set of credit products for small businesses

Additional opportunities for refinancing
credits of other banks are offered

The next important aspect of crowd-
sourcing which guarantees its effectiveness
is a specialized infrastructure, represented
by the respective platforms. The specially
designed online medium idea.sberbank21.
ru serves as an I[T-platform for internal
crowdsourcing. Only Sberbank’s employees
have access to this website and only from
external computers (not from Sberbank’s
computer network). This website is moder-
ated and, in addition, the system allows the
users to adjust its interface to every order-
ing customer such as business departments
of the bank (retail unit, corporate unit, etc.).

And finally, without the appropriate
system of personnel involvement, appli-
cation of crowdsourcing in the banking
sphere would be impossible. In Sberbank,
there is a practice of reading the fundamen-
tal books on management and economics
by its workers. Every month a new book is
published by Sberbank’s publishing house
and distributed among the employees of
all departments to familiarize themselves

with its content. In late 2011, such books
as “Crowdsourcing...” [10], “Wikinomics...”
[9], “Wiki-Government..." [6] were conse-
quently published. They were needed to
prepare the personnel for those changes
they will have to face in their activity, and
begin to actively utilize crowdsourcing.
Moreover, top-management of the bank
issued personal appeals to the workers
and organized the feedback system. The
company emphasizes that involvement of
the personnel in crowdsourcing projects
on urgent issues for Sberbank is provided,
primarily, by personal engagement of the
staff, but not by administrative measures.
The organization offers financial benefits to
the best contributors to the crowdsourcing
projects. For employees, there is also an op-
portunity to demonstrate their professional
qualities during the discussion (in order to
earn a possible promotion).

Nowadays Sberbank uses three scenar-
ios of crowdsourcing projects. Their charac-
teristics are illustrated in Fig. 4.

As practice shows, dealing with an or-
ganization’s documents is the best sphere
for crowdsourcing. In the second half of
2013, the bank introduced a compulsory
examination of all important documents
stipulating the working policy and the rules
of interaction with regional divisions.

During the first four months, more than
9,000 proposals were received. A quarter
of them was accepted by the authors of
the documents. The examples of the docu-
ments that were discussed by crowdsourc-
ing community are presented in the Table.

This direction of crowdsourcing appli-
cation can be implemented in any Russian
organization. For this purpose, it is neces-
sary to meet the following requirements:
this technology should be built into organi-
zational processes, the company’s man-
agement should support the idea to use
crowdsourcing and, finally, there should
be a system of engaging personnel in such
activities.

According to the bank’s top-manage-
ment, the most effective implementation
of crowdsourcing was achieved in 2013,
when a significant part of the bank’s staff
was involved in the examination and im-
provement of the organization’s strategy
(the project “Sberbank’s Strategy for the
period 2014-2018). The task to involve
the employees scattered across Russia
(over 200,000 people) and working in
different departments was performed
using crowdsourcing. Ideas and com-
ments of the employees exerted a sub-
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Konunuectso npPOCMOTpPOB

Konunuectso aBTopos

KonnuyecTtso ngen

KonunuecTBo nonesHbIx ngemn

Puc. 5. Pe3yAbTaTbl BHYTPEHHETO KPaYACOPCHUHIOBOIO NpoekTa «KHura ueHHoctek CoepbaHkar

HUW NOAYEPKMBAETCA, UTO yyacTue nepco-
Hana B KpayACOPCHMHIOBbIX MPOeKTax no
akTyanbHbiM ana CbepbaHka Temam obe-
CneumBaeTca B MEepBYI ouepefb JIMYHOM
BOBJIEYUEHHOCTbIO MEPCoHana, a He agMmu-
HUCTPaTVBHbIMK MeTofamu. B 6aHke npep-
YCMOTpeHa cucTeMa MaTepuanbHbIX Bbl-
nnaT Nyylnm y4acTHUKaM KpayLCcoOpPCUHTa,
TaKXe CyLlecTByeT BO3MOXHOCTb NposBe-
HUA UX NPodeCccMOHanbHbIX KaUecTB B Xofe
obcyxpaeHua (C Lenblo MOTEHUMaNbHOro
KapbepHOro pocTa).

B HacToswee Bpemsa B CoepbaHKe uc-
Nonb3yeTcA TPK CLeHapuaA KpayACoOPCUHIO-
BbIX NPOEKTOB. VX xapakTepucTuKa npep-
CTaBfneHa Ha puc. 4.

MpaKTrKa NoKasblBaeT, YTo NpoLLe BCe-
ro KpayacopCWMHI MOXHO KCMoNb30BaTh
AnA paboTbl C AOKYMEHTaMW OpraHu3aLuu.
/ImeHHO no3TOMY BO BTOPOI MOMOBMHE
2013 r. B 6aHKe cTana oba3aTenbHO KC-
nepTM3a BCeX BaHbIX JOKYMEHTOB, onpe-
Jensowmx nonnTuky paboTbl U nNpasuna
B3aVMOZENCTBUA C  TeppuUTOpUanbHbIMM
noapasgaeneHuaAmu.

3a nepBble yeTblpe MecAUa pPaboTh
B 3TOM HanpasfieHun 6bi1o nonyyeHo 60-
nee 9 TbiC. NpeAnoxeHnin. Yetseptb U3
HUX 6bina NpKUHATa aBTOPaMN JOKYMEHTOB.
MpuMepbl [OKYMEHTOB, KOTOpble Oblin
06CyxAeHbl KpayacopCUHroBbIM cooblue-
CTBOM 3a 3TO BpeMA, NpUBeSeHbI B TabnuLe.

[laHHoe HanpaBneHne UCNonb30BaHUA
KpayfcopcuHra MoXeT ObiTb peann3oBaHo
B 110601 0OTeUeCTBEHHOW OpraHM3auum, Ans
3TOro Heobxofumo, UToObl AaHHasA TexHo-
norua 6bina BCTPOEHa B OpraHn3aLMoHHble
npoweccbl, 4Tobbl ee NCnonb3oBaHKe Hbino
NoAJepXaHo Ha YPOBHe PYKOBOACTBA KOM-
MaHUM U, HakoHel, uyTobbl Bbina npepyc-
MOTpeHa Cc1CTeMa BOBNleYEHNA nepcoHana
B MOAO6HYI0 1EATENbHOCTb.

Camoe 3¢dekTBHOE MNpPUMEHeHMe
Kpay[copcuHra  BHYTPM  OpraHu3auumu
6bino ocywecteneHo 8 2013 r., Koraa 3Ha-
unTenbHaA YacTb nepcoHana 6aHka Obina
nprBneYeHa K 3KCNepTH3e 1 YnyulleHuo
cTpaTeruu opraHusaumum (npoekt «Crpate-
rua CoepbaHka Ha neprof 2014-2018 rr.»).

3agaya BOBNeYeHWA COTPYAHWKOB, pac-
CpefoToUeHHbIX Mo Bceir Poccum (bonee
200 TbiC. Yen.), paboTaroLmX B PasHbIX Nog-
pa3geneHusx, Obina pelweHa C NOMOLLbIO
KpayacopcuHra. igen n KommeHTapum co-
TPYAHWKOB OKa3anu CylleCcTBEHHOe Bu-
AHMe Ha copepxaHue Crpaterun 6aHKa,
KOTOPYIO OHM Xe OyayT peann3oBbiBaTh B
TeyeHue 2014-2018 rr. PaHee 3TOT npoekT
6bl1 onvcaH Hamu nogpPobHo [4].

OfgHUM M3 nocnegHUX KPyMHbIX Kpa-
YOCOPCVHIOBbIX MPOEKTOB MO  BOBMEYe-
HUIO MepcoHana ctana «KHura LeHHocTen
CbepbaHka». Llenamm npoekta Obiu:
cbop matepuanoB g «KHWUryM LeHHocTen
CbepbaHKa» (AOKYMEHT, KOTOpbIA BMO-
CneAcTBMK BbIN PacNpPOCTPaHeH Cpeam Co-
TPYAHWKOB); [AOHEeCeHWe [O COTPYAHUKOB
HOBbIX LleHHOCTel 6aHKa, NPUHATbIX BMe-
cTe ¢ HoBow CTpateruein 6aHKa Ha nepuog,
2014-2018 rr; nonyuyeHue uHdOPMALNN
O NOHWMaHUW COTPYAHUKAaMMN HOBbIX LieH-
HocTel. [laHHbI NPOEKT peann3oBanca
Ha KpayACOPCMHIOBON MoLWajKe B Teve-
Hue AByx MmecAueB. CoTpyaHWKam 6bino
npeanoXeHo npuaymatb HasBaHue AnA
[OKYMeHTa, COOPMYNMPOBaTb TPAKTOBKM
NPUHATBIX B 6aHKe LLeHHOCTeN, KOHCONMAN-
poBaTb CBOA NPOCTbIX U MOHATHbIX NPaBuUA
NoBefieHNA COTPYAHUKOB Ha pabounx me-
CTax B COOTBETCTBUM C OPraHW3aLMOHHbIMM
LIeHHOCTAMY.

VMHbopmauma o KOMUYeCTBEHHbIX pe-
3ynbTaTax AaHHOro NpoeKTa npeacTasneHa
Ha puc. 5.

Takum obpa3om, ecny NofBecT UTOru
TeKyllel KpayfcopCUHroBOW [eATeNbHO-
ctn B ChbepbaHKe, MOXHO CAenaTb BblBOf,
YTO OpraHn3auma ABnAeTca Anaepom B Poc-
CMX MO WCNONMb30BaHMIO KPayACOPCHHra.
B yacTHOCTW, KNtoUeBble AOCTVKEHNA Opra-
HU3aLuW B 3TON 06NaCTV BbIFMALAT Cefyio-
LWmm obpaszom.

C 2009 r. no HacToAwee BpemA CO-
TpynHUKamu 6aHKa 6bino nogaHo 230 Thic.
npeanoXeHnn Mo ynyuylleHnio fAeaTenb-
HocTu. Becb nepcoHan KomnaHuu (a 370
6onee 230 TbiC. COTPYAHNKOB) UMeeT [i0-
CTYN K NOLagKam KpayacopCcuHra, U3 Hix

95 TbiC. pabOTHUKOB €XErofHO y4yacTBYyHT
B KpaygcopcuHre (okono 41% obuen unc-
NEeHHOCTW).

KnioueBoe HanpaeneHue WCNonb3o-
BaHMA KpayAcopcuHra B bGaHke - onTu-
mu3auma 6usHec- u  obecrneynBaroLLmX
npoueccoB. O6wuin 3pdekt CoepbaHKa
OT ONTUMM3aLMK 3a BpemsA WCMonb30Ba-
HUA KpaypcopcuHra coctaBun 60 mnpga p.,
13 HUx 13,9 Mapa p. - 3¢deKT ot BHeApe-
HUA MHULMATUB, NOJAHHbIX Ha Kpayncop-
CVHTOBbIX NOLWaAKax.

B obLlen cNnoXHOCTU Ha BHYTpPeHHen
Kpay[copcuMHroBOW  mnolagke  6GaHka
6bino ocywectsneHo 6onee 120 npoek-
TOB C COTPYAHUKaMu. Takxe 6Gbino npose-
peHo 6onee 100 3KCNepTW3 BHYTPEHHMUX
DBOKYMEHTOB (13 40 TbiC. npeil, NoAaHHbIX
B npouecce 06CYXOEHUA [OKYMEHTOB,
6bINI0 NMPUHATO 3aKasumkamu 25%). bbino
nposegeHo 6onee 30 MHTEPHET-OMPOCOB
B survey-monkey fna Knouesblx 6nokoB
(PO3HMYHBIN GNOK, KOPNOPATUBHBIN 6NOK,
650k HR).

Takos onblT CbepbaHKa B peanusauuu
BHYTPEHHUX KPayACOPCUHIOBbIX MPOEKTOB
ONA  pelleHnA OpraHn3aLMOHHBIX 3afjay
1 BOBNieYEHWA NepcoHana. [laHHble npu-
Mepbl, C y4eToM apanTauum, MoryT ObiTb
3a/MCTBOBaHbl  APYTMA  KOMMAHWAMY,
paccMaTprBalOWMMA  BO3MOXHOCTM  UC-
Nonb30BaHUA [OMONHUTENbHBLIX pe3epBoB
COBEpLUEHCTBOBaHWA CBOE AeATENbHOCTH.

3AKNIOYEHUE

KnioueBbIM HampaBneHnem W3yyeHuA
B [JAHHON CTaTbe BbICTYNWN BHYTPEHHWIA
KpayLCOPCUHT, peanu3yembiii cunamm nep-
COHana KomnaHun. Bo3moxHocTu ero wnc-
Monb30BaHUA Pa3HO06Pa3Hbl, HO B NepBYyto
oyepedb Kpay[COPCUHT ABAAETCA WHCTPY-
MEHTOM BOBJIeYeHWA NepcoHana B TPyno-
BYIO [€ATENbHOCTb B KomnaHun. Kpome
TOro, UCMONb3yA BHYTPEHHUI Kpayacop-
CWHT, KOMMaHUM MOJMyYaloT BO3MOXHOCTb
YNyuWwnTb CBOIO AEATENbHOCTb, BOBMEYb
nepcoHan B Mpouecc M3meHeHun, chop-
MMPOBaTb KynbTypy 3ddeKTMBHOro B3au-
MOJENCTBIA BCEX YYaCTHUKOB TPYAOBbIX
OTHOLLEHWN.

MopobHbIN  onblT  Obl1  peanu3osaH
B NPaKTUKe KpynHeWLwero oTe4eCcTBEHHOTo
6aHka OAO «CbepbaHk Poccumy. Ucnons-
30BaB CBOV OONbLION pa3mep Kak mnpe-
VIMYLLECTBO, C MOMOLLbIO KpayACOPCUHIa
KOMMaHWA CMOrNa NPpUBIeYb NepcoHan K
peLueHio akTyanbHbIX A1 6aHKa npobnem.
Mofo6HbIN OMbIT MOXET ObITb OCYLLECTBNEH
NpaKkTUuecKkn NoOON KPynHOW opraHu3a-
Lmeil, obbeauHaAoLel B CBOEN CTPYKType
TbICAYM PabBOTHWKOB, CKPbITbIN NOTEHLMAN
KOTOpbIX 1O CVX NOP He UCronb3yeTcs.
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Fig. 5. The results of internal crowdsourcing of
the project Sberbank on “The Book of the Values of Sberbank”

stantial influence of the content of the
Strategy, which will be implemented by
them during the period 2014-2018. We
discussed this project in detail in one of
our previous publications [4].

“The Book of the Values of Sberbank”
is one of the latest large-scale crowdsourc-
ing projects on personnel engagement. Its
principal objectives were gathering materi-
als for“The Book of the Values of Sberbank”
(a document which was later distributed
among the employees), familiarizing them
with the banks new principles adopted
along with the new Strategy of the bank for
the period 2014-2018, collecting informa-
tion on how well the staff understand the
new values. This project was held during
2 months. The employees were asked to
name this document, formulate interpreta-
tions for the values of the bank, consolidate
a set of simple and clear rules of conduct in
the workplace in accordance with the or-
ganizational standards.

The details on the quantitative results
of this project are provided in Fig. 5.

To sum up the results of the current
crowdsourcing activity in Sberbank, we can
conclude that this organization is a leader
in the use of crowdsourcing in Russia. To be
precise, the achievements of the organiza-
tions embrace the following.

From 2009 to the present day, the
employees of the bank have submitted
230,000 proposals for improvement of the
company’s activity. The entire personnel
of the company (more than 230,000 work-
ers) have access to the crowdsourcing sites,
and 95,000 of them annually participate
in crowdsourcing projects (approximately
41% of the total number of employees).

The key purpose of crowdsourcing in
the bank is optimization of business and
supporting processes. The overall effect of
the optimization in Sberbank during the
period of crowdsourcing application made
up 60 billion rubles, 13.9 billion of this sum
is the result of implementation of the initia-
tives submitted on crowdsourcing sites.

In total, 120 projects with staff partici-
pation were held on the internal crowd-
sourcing site of the bank. In addition, more
than 100 examinations of the internal docu-
ments were conducted (10,000 (25%) out of
40,000 ideas submitted to discuss the docu-
ments were approved). The total number of
30 web surveys were carried out in Survey-
Monkey for the key blocks (retail block, cor-
porate block, HR block).

This was the experience of Sberbank in
implementing crowdsourcing projects de-
signed to get on well with organizational
tasks and employee involvement.

These examples, if adapted, can be used
by other companies, which investigate the
possibilities to utilize additional reserves to
improve their performance.

CONCLUSION

The main object of study of this ar-
ticle is internal crowdsourcing, which is
implemented by a company’s personnel.
The opportunities to use it are ample, but
crowdsourcing is primarily an instrument
of employee involvement in labour activ-
ity. Moreover, through the use of internal
crowdsourcing companies are able to im-
prove their performance, involve their staff
to the process of changes, establish the cul-
ture of effective cooperation of all partici-
pants of labour relations.

This experience was implemented by
the largest Russian bank - OAO “Sberbank
of Russia” The company used its size as
an advantage. Applying crowdsourcing,
it managed to involve its personnel to the
process of solving of topical problems.
However, this experience can be recreated
by almost any organization that embraces
thousands of workers inits structure, whose
hidden potential is still undiscovered. m
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