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ARCHITECTONICS OF SMART PERSONNEL
MANAGEMENT OF BANKING INSTITUTIONS IN THE
CONTEXT OF THE DEVELOPMENT OF FINTECH
ECOSYSTEMS AND THE INNOVATIVE ECONOMY

b. b. Boraaners,
3A00yBad cTyneHs AOKTop dirocodii, Cxianoyrpaincekuit HanioHaAbHMIT YHIBepcuTeT imeni Boroanmupa Aars

APXITEKTOHIKA CMAPT-VIIPABAIHHSI IEPCOHAAOM BAHKIBCBbKUX
IHCTUTYUINY KOHTEKCTI PO3BUTKY ®IHTEX-EKOCUCTEM
TAIHHOBAIIMHOI EKOHOMIKU

The article explores the theoretical and methodological principles of forming the architecture of smart
personnel managementof banking institutions in the context of the development of fintech ecosystems and the
innovative economy. Itis substantiated that modern transformation processes in the financial sector, associated
with digitalization, the development of platform solutions and increased competition from non-banking
institutions, necessitate the transition to newmodels of human capitalmanagement. Itis proven that traditional
approaches to personnelmanagement do not provide the proper level of adaptability, innovation and integration
into digital financial environments. Modern scientific approaches to the digital transformation of banking and
personnel management are analyzed and an insufficient level of research into the architecture of smart
management as an integral system operating within fintech ecosystems is established. A conceptual vision of
smart personnel management as a multi-level integrated system combining intellectual, technological and
organizational components is proposed. An architectural and functional model of smart personnel management
of banking institutions has been developed, which covers cognitive-human resources, behavioral-adaptive,
process-integration, ecosystem-communication and strategic-predictive contours. It has been determinedthat
digital technologies, in particular big data analytics, artificial intelligence and digital interaction platforms, play
a key role in the functioning of this system, which ensure the transition to proactive personnel management.
The importance of multi-level interaction (individual, team, organizational and ecosystem levels) in the formation
of an effective management system has been substantiated, and the importance of developing digital
competencies, flexible organizational structures and a culture of open interaction has been proven. Ithas been
established that the implementation of smart architecture contributes to increasing the efficiency of human
capital use, strengthening innovative activity and forming sustainable competitive advantages of banking
institutions. It is concluded that the architecture of smart personnel management is a dynamic system, the
effectiveness of which is determined by the ability to integrate internal organizational processes with external
elements of fintech ecosystems.

Y crarTigocnigxeHo TeopeTnko-mMeTono0JI0rivHI 3acagn (popMyBaHHS APXITEKTOHIKN CMapT-yrnpaBJliHHS nep-
COHAaJIOM OaHKIBCbKUX iIHCTUTYL}i Y KOHTEKCTi PO3BUTKY PiHTEX-eKOCUCTEeM Ta iHHOBaLiliHOi eKOHOMIKkN. OGrpyH-
TOBaHO, LL|O CyYacHi TpaHcopmaLiviHi npouecu y piHaHCOBOMY CEeKTOPI, NOB's13aHi 3 ungpoBsizaLliero, po3BUT-
KOM ru1aTt(pOpPMHUX PiLLIeHb i 3POCTaHHSIM KOHKYPEHLLii 3 60Ky HeGaHKIBCbKUX YCTaHOB, 3yMOBJIIOIOTb HEOOXigHICTb
nepexoay A0 HOBUX MoAesiel yrpasBJ/liHHS JIIOACbKUM Kanitanom. [losegeHo, Wo TpaavuiiiHi nigxoav 4o ynpas-
JIiHHSI NepCcoHasIoM He 3abe3rne4yioTb HaJIe)XHOIro PiBHSA af4anTUBHOCTI, IHHOBaLIWHOCTI Ta iHTerpauii y ungposi
¢inaHcoBi cepegosuya. lNMpoaHaniaoBaHo cyvyacHi HayKoBi nigxoan 8o undpoBoi TpaHcpopmaLii 6aHKIBCbKOT
AisiIbHOCTI Ta yripaBJliHHS NePCOHAaJ/IOM i BCTaHOBJIEHO HE[OCTAaTHIV piBEHb 4OCNIA)XEHOCTI apXiTeKTOHIKku cMapT-
ynpasniHHA SIK LinlicHOT cucremu, Lo pYHKLIOHYE B Mexax piHTex-ekocuctem. 3anpornoHoBaHO KOHLenTyasib-
He 6a4YeHHs1 CMapT-ynpas/liHHs NepPCOoHaIOM Ik 6araTopiBHeBOi iHTerpoBaHoi cucremu, LLO NOEQHYE iHTenek-
TyaJsibHi, TeXHOJIOriYHi Ta opraHi3aLiiiHi KOMNOHeHTU. PO3po6/1eHO apXiTeKTypHO-(YyHKLiOHanbHy MO4eJIb CMapT-
ynpasJiiHHsI NepCcoHarioM 6aHKIBCbKNX iIHCTUTYLi, s1ka OXOIJIIOE KOrHiTMBHO-KaAapoBuiA, NoBe4iHKOBO-aaanTvue-
HWIA, NPOLIeCHO-IHTerpaLiiHnin, eKOCUCTEMHO-KOMYHIKaLiliHWii Ta CTpaTeriyHo-rnporHoCTUYHNA KOHTypu. Bus-
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Ha4YeHo, LY O KJTI04YOBY pPOJib y PYHKLIIOHYBaHHI Ljiei cuctemu BigirpatoTs ngpoBi TeXHOOrii, 30KpemMa aHaniTuka
BEJINKUX [aHUX, LUTYYHWI iIHTenekT i nnatgpopmu ungpoBoi B3aemogir, siki 3abesneyyioTb nepexin Ao npoak-
TUBHOIO yNpaBJliHHs nepcoHasioM. OGrpyHTOBaHO 3Ha4YeHHs 6araTopiBHeBOT B3aemogii (iHaneigyanbHoOro, Ko-
MaHAHOro, OpraHi3auifiHoro Ta eKOCUCTEMHOIO PiBHIB) y popMyBaHHi egpeKkTuBHOI cucremu ynpasJiiHHS, a Ta-
KO)X [OBEAEHO BaXJINBICTb PO3BUTKY LIMPPOBUX KOMMETEHLIN, rHYYKUX OpraHi3auiiHuX CTPYKTYpP i KysibTypu
BiAKpUTOIi B3aemMogii. BctaHOB/IEHO, LL|O BNPOBaLAXXEeHHS CMapT-apXiTeKTYPU CIIPUSIE NigBULLLE€HHIO e PEeKTUBHOCTI
BUKOPUCTAHHS JIIOA4CbKOro Karnirasy, MoOCUJIeHHIO iHHOBaLinHOT aKTUBHOCTI Ta pOPMYBaHHIO CTIIKMX KOHKYPEH-
THUX nepeBar 6aHKIBCbKNUX IHCTUTYLiA. 3p006JIeHO BUCHOBOK, LLO apXiTEKTOHIKa CMapT-yrnpaBsJliHHS NepcoHa-
JIOM € ANHaMIYHOIO CUCTEMOI0, eQPEeKTUBHICTD SIKOi BUSHAYa€E TbCS1 34aTHICTIO iHTerpyBaTy BHyTPILLHI OpraHi3ayiviHi

npouecH i3 30BHILLHIMY eJileMeHTamMU PiHTeX-eKOCUCTEM.

Key words: banking institutions, human resources management, smart management, fintech ecosystems, digital

transformation, human capital, innovative economy.

KaroyoBi cnoBa: 6arHkiBcoki iHCmumyyii, ynpaBaiHHS nepcoHanom, cmapm-ynpaBaiHHs, ¢hiHmex-exocucmemu,
yughpoBa mpaxcopmayis, A00CoKU Kanimas, iHHOBaYiHG eKOHOMIKA.

GENERAL STATEMENT OF THE PROBLEM
AND ITS CONNECTION WITH IMPORTANT
SCIENTIFIC OR PRACTICAL TASKS

Banking institutions operate in an environment
characterized by the rapid development of fintech
ecosystems, the growing role of digital platforms, and
increased competition from non-banking financial
services. In such conditions, traditional HR management
models are not effective enough, as they do not provide
the appropriate level of adaptability and innovation. There
is a need to form a new management architecture that is
able to integrate human capital into digital financial
ecosystems and ensure their sustainable development.

ANALYSIS OF RECENT RESEARCH
AND PUBLICATIONS, IN WHICH THE
SOLUTION OF THIS PROBLEM WAS
INITIATED AND ON WHICH THE AUTHOR
RELIES, HIGHLIGHTING PREVIOUSLY
UNRESOLVED PARTS OF THE GENERAL
PROBLEM, TO WHICH THE SPECIFIED
ARTICLE ISDEVOTED

In the scientific literature, considerable attention is paid
to the issues of digital transformation of the banking sector,
the development of fintech technologies and human capital
management [1—19]. At the same time, the structural
organization of smart personnel management as a holistic
system operating within fintech ecosystems has not been
sufficiently studied. The concept of management
architectonics, which allows combining different levels and
elements of the management system into a single logical
structure, requires further development.

FORMULATION OF THE OBJECTIVES
OF THE ARTICLE (TASK STATEMENT)

The purpose of the article is to substantiate the
architecture of smart personnel management in banking
institutions and identify the key elements and
mechanisms of its functioning in the context of the
development of fintech ecosystems and the innovative
economy.

PRESENTATION OF THE MAIN MATERIAL
OF THE STUDY WITH A FULL
JUSTIFICATION OF THE OBTAINED
SCIENTIFIC RESULTS

Smart HR management in banking institutions
should be considered as a complex multi-level system
based on the integration of digital technologies,
analytical tools and management practices. Its
architecture is determined by the structure of
relationships between the elements of the system that
ensure the effective functioning and development of
human capital. In modern conditions, fintech ecosystems
act as an environment in which banking institutions
interact with clients, partners and other market
participants. This necessitates the formation of open
HR management models that ensure the integration of
internal and external resources. An important aspect is
the use of digital platforms that allow automating
management processes, increasing their transparency
and efficiency. The architecture of smart management
involves the allocation of several key levels, among
which the individual, team, organizational and
ecosystem levels occupy a special place. At the
individual level, the main attention is paid to the
development of employee competencies, the formation
of their digital skills and the ability to innovate. The
command level ensures effective interaction between
employees, which contributes to achieving a synergistic
effect. The organizational level is focused on the
formation of strategic approaches to personnel
management, while the ecosystem level involves the
integration of banking institutions into global financial
networks. A special role in smart management is played
by data analytics, which allows monitoring personnel
activities, assessing the effectiveness of management
decisions and predicting the development of human
capital. The use of artificial intelligence and machine
learning tools creates opportunities for the transition
to proactive management, when decisions are made
based on forecasts and scenario analysis. Table 1 shows
the architectural and functional model of smart
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personnel management of banking
institutions in fintech ecosystems
(Table 1).
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Table 1. Architectural and functional model of smart personnel
management of banking institutions in fintech ecosystems

Further development of smart mana- Architeptural Management ‘ Digital Implemegtation Systemic effect
R . . . outline content intelligence mechanisms
gem.ent arChIteCtL.]re is associated with Cognitive-staff | formation of the |digital individual improving the
the implementation of an ecosystem intellectual recruitment development quality of human
approach, which involves the integration potential of systems, skills programs, capital
of various financial market entities into a gers?nnel, o analy“tcs’ Petrs‘?n_nel
. . . evelopment o competenc retrainin
single dlglt:al platform: This allows for Complfx assefsmemy &
more effective interaction between mar- competencies models
ket participants and creates conditions |Behavioral- regulation of employee flexible increasing the
for the development of innovative finan- |adaptive behavioral performance motivation resilience of
cial products. An important direction is reactions Qf analytics systems, | systems, adaptive | personnel
T .. personnel in satisfaction work modes
also the formation of a culture of digital conditions of monitoring
interaction, which involves the develop- change
ment of communication skills, the ability Process- coordination of | process task coordination, | reducing the cost
to work in a team and openness to chan- integration personnel management management of time and
. . . . activities with the | systems, digital [automation resources
ge. ThIS contributes to increasing the bank’s business | integration of
efficiency of personnel management and processes operations
ensures the sustainability of banking Ecosystem- interaction of digital interaction | organization of | expanding the
institutions in the long term. Expanding communication pc?rsonnel with platfprms, cloud %nter-su.bject ﬁmctif)r.l?l
approaches to the formation of smart clients and services interaction, capabilities of
N o N partners electronic personnel
management architecture, it is advisable communications
to focus on the interaction of internal [Strategic- orientation of forecasting strategic increasing the
management circuits with external digital |predictive personnel systems, big data |planning, validity of
environments. Within the fintech eco- development on | analytics modeling of management
. . . the strategic goals development decisions
systems, banks are increasingly moving of the bank scenarios

from closed organizational structures to
open platform models, where personnel
become active participants not only in internal processes,
but also in interorganizational communications. This
changes the very logic of management, focusing it on the
coordination of network connections, rapid scaling of
competencies and integration of knowledge [1; 3—6; 12;
15]. In such conditions, the dynamic configuration of
personnel roles becomes especially important. Employees
of banking institutions increasingly perform multifunctional
roles, combining analytical, consulting and technological
functions. This requires the formation of flexible mecha-
nisms for distributing tasks that are based not on formal
job descriptions, but on real competencies and current
needs of the organization. This approach allows for an
increase in the speed of response to market changes and
to ensure more effective use of human capital [2; 7—11;
13— 14]. The development of the intellectual environment
of banking institutions, which is formed through the
integration of knowledge, experience and digital resour-
ces, requires special attention. The use of internal
knowledge exchange platforms, digital libraries and
decision-making support systems creates the prere-
quisites for the formation of the collective intelligence of
the organization. This allows not only to improve the quality
of management decisions, but also to ensure continuous
development of personnel in conditions of rapid
technological change. In general, it can be noted that the
architecture of smart personnel management of banking
institutions is a dynamic system that is constantly
transforming under the influence of technological and
economic changes. Its effectiveness is determined by the
ability tointegrate different levels of management, ensure
the flexibility of organizational structures and create
conditions for the development of the innovative potential

Source: developed by the author.

of personnel. Further deepening of the architecture of smart
personnel management of banking institutions is advisable
to carry out by clarifying the mechanisms for coordinating
individual goals of employees with the general logic of the
functioning of fintech ecosystems. In modern conditions,
the effectiveness of banks' activities is determined not only
by the level of professional training of personnel, but also
by the ability to quickly integrate new knowledge into
practical activities. This requires a transition from static
management models to dynamic systems, in which
continuous information exchange and prompt updating of
competencies become key. In this context, it is important
to build a multi-level system of personnel development
management that ensures consistency between different
levels of the organization. At the individual level, the
emphasis is shifted to the formation of personalized
professional growth trajectories that take into account not
only the current needs of the banking institution, but also
the potential of the employee. The team level ensures
effective interaction between employees, contributing to
the formation of collective intelligence and increasing the
effectiveness of joint activities. The organizational level is
focused on the integration of these processes into the
strategic directions of the bank's development.

The formation of mechanisms for internal personnel
mobility, which allow for rapid reallocation of resources in
accordance with changes in the external environment, is of
particular relevance. This approach ensures the flexibility of
the organizational structure and increases the efficiency of
human capital use. At the same time, it contributes to the
expansion of the professional experience of employees, which
is an important factor in their long-term development. An
essential element of smart management is also the formation
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of afeedback system, which is based on constant monitoring
of the results of personnel activities and assessing the level
of their interaction with clients. Such a system allows for
timely identification of problematic aspects in management
and adjustment of management decisions. It is important that
it should be integrated into the digital environment of a
banking institution, which ensures its efficiency and reliability.
Within the framework of fintech ecosystems, the role of
communication processes, which become the basis of
interaction between all participants in the financial market, is
significantly increasing [4; 6; 12— 15; 18]. This requires the
development of new forms of labor organization, in particular
remote and mixed employment, which allows attracting highly
qualified specialists to the activities of banking institutions
regardless of their geographical location. As a result, anew
type of organizational culture is formed, which is based on
openness, trust and readiness for change. No less important
is the consideration of the institutional environment factor,
which determines the framework conditions for the
functioning of banking institutions. Regulatory requirements,
security standards and features of financial legislation affect
the formation of the personnel management system and
determine its specifics. In such conditions, smart management
must ensure a balance between innovation and compliance
with regulatory requirements, which is a key factor in the
stability of the banking system.

Deepening the above approaches, it is advisable to
focus on the formation of an integrated information space
that unites all elements of the personnel management
system. Such a space provides access to the necessary
data, promotes their effective use and creates the
prerequisites for making informed management decisions.
It also serves as the basis for the development of intelligent
management support systems that allow increasing the
efficiency of banking institutions.

In summary, it can be noted that the further develop-
ment of smart HR architecture is associated with the
transition to complex integrated models that combine
technological, organizational and behavioral aspects of
management. It is this integration that ensures the
formation of a flexible and adaptive system capable of
functioning effectively in the conditions of an innovative
economy and the development of fintech ecosystems.

CONCLUSIONS FROM THIS STUDY
AND PROSPECTS FOR FURTHER
RESEARCH IN THIS DIRECTION

As a result of the research, it is substantiated that the
architecture of smart personnel management of banking
institutions is formed as a holistic multi-level system capable
of integrating human capital into the dynamic environment of
fintech ecosystems. It is proven that modern transformation
processes in the financial sector necessitate a transition from
traditional administrative models to intellectualized, flexible
and technologically oriented approaches to personnel
management. It is established that the key characteristics of
an effective smart management system are adaptability,
integration and the ability to continuously update
competencies. Of particularimportance is the coordination of
individual employee development with the strategic goals of
banking institutions, which ensures increased performance and
the formation of sustainable competitive advantages. It is

substantiated that the introduction of digital tools, the
development of analytical approaches and the formation of an
integrated information space create the prerequisites for
improving the quality of management decisions. It has been
proven that the effectiveness of smart management
architecture largely depends on the ability of banking
institutions to combine internal organizational processes with
external elements of fintech ecosystems. Such interaction
contributes to the expansion of the functional capabilities of
personnel, increasing the level of their involvement and forming
aninnovative environment. At the same time, ensuring a balance
between innovation and regulatory requirements is an
important factor in the stability and reliability of the functioning
of the banking system. The generalization of the results
obtained gives grounds to assert that the development of smart
personnel management is a strategic direction for the
transformation of banking institutions in the conditions of an
innovative economy. lts implementation ensures increased
efficiency in the use of human capital, strengthening
competitive positions and forming the ability to quickly respond
to the challenges of the global financial environment.

Itis advisable tolink the prospects for further research
with the development of applied tools for assessing the
effectiveness of smart personnel management, deepening
the methods of analyzing the behavioral aspects of
employee activity, and studying the impact of digital
financial platforms on the transformation of organizational
structures of banking institutions.
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