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2. qualitative change in system of training, 
retraining staff, improving its qualification. The 
greater part of authority bodies personnel is formed 
of people of pensionary and pre-pensionaty age 
who are unfamiliar with modern informatics. In ear-
ly 2000-s labour value in Russia was significantly 
lower than it was abroad. Since these days average 
salary increased more than 5 times (in dollar ex-
pression) and now it exceed the level of it in Bulgar-
ia, Romania, and a number of EU countries. At the 
same time, incomes of executive managers exceed 
salary of regular employee more than 150 times (in 
Northern Europe and FRG – 5–10 times). Only in 
USA by 2015 average annual income of chief ex-
ecutives of corporation was more than USD 10 mil-
lion – 250 times average salary.

The basic quality of modern manager is his abil-
ity to collect, analyse, and use new information, his 
speed of reacting to changes in the world. Narrow 
qualification loses its significance and is being re-
placed by competence – possession of a wide range 
that allows one to transfer knowledge from one area 
of professional activity to another. If a company 
changes its profile, its personnel should also possess 
the necessary competence, managing such team 
also requires certain competence that will base not 
only upon professional skills, but also individual 
knowledge and abilities. The existing labour market 
demands a person that has rare and sometimes even 
unique qualities within the required professional 
range. As practice shows that order in management 
is the main criterion of attracting new employees. 
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The human component is crucial for the crea-
tion of a national innovation system. This issue 

has been given a lot attention to for the last years. 
The centers of technology transfer, industrial parks, 
venture investments funds and other elements of 
the innovation infrastructure have been established 
in all the regions of the country. The government 
provides small innovative business with financial 
support.

However, it’s hardly to say that the economy of 
the country receives great amount of the innovative 
developments, new technologies, etc. The current 
situation is caused by many reasons, but ones of 
the main important of them belong to the personnel 
sphere.

First of all, we should mention the lack of in-
novative culture of the personnel at all the levels – 
from common employees to management. Speak-
ing about the innovative culture we mean ability of 
personnel to find or create promising development, 
desire to complete it to the innovation level and 
understanding of the impetus, given by the use of 
someone’s innovations and by development of their 
own. The presence of the innovative culture will al-
low solving the following tasks:

– search for scientific development having po-
tential for commercialization;

– identification of the innovative prospect and 
result obtained;

– organization of interaction of developers and 
innovative managers;

– acceleration of practical application of inno-
vations.

The second reason – lack of the innovative 
managers and theoretical base of their educations. 
Now it is a serious problem to trained of innova-
tive managers in Russia. With such human resource 
support of the national innovative system the effi-
cient use of other types of resources, allocated foe 
the innovative economy establishment, is impossi-
ble. The level of their education leaves much to be 
desired too [1].

The third reason – lack of demand for the in-
novative managers. Analysis of job offers at most 
popular websites, dealing with employment issues, 
showed, that there only a few vacancies, connected 
with the work in the innovation sphere, out of hun-
dred thousands of job offers.

Thus, nowadays and in the nearest future 
weakness of the human resource component is the 
main barrier to the national innovative system de-
velopment.

Let’s consider the development possibilities of 
human resource component of the national innova-
tive system:

1. Formation of the “innovative culture”. It is 
important in short terms (3-5 years) to teach the 
employees of various branches of the economy the 
innovations basics. The main basic course should 
contain:

– search, promotion and application of innova-
tions including interaction of developer, heads at 
various levels, innovative managers etc. This part 
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of the course is directed to generation of interest to 
innovations based on personal material interest;

– how to find the innovations. This part of the 
course determines the characteristic features of the 
innovations, how nor to miss the promosing result;

– whom to contact if one finds the innovations. 
This part tells about the innovative infrastructure of 
Russia.

This course needs a practical part in a form of 
business game.

2. Innovative managers training. This task lies in 
the preparation of several tens of thousands of the in-
novative managers during 3–5 years, which will have 
practical experience of work with innovations by the 
graduation from university. Provision of practical di-
rectionality in the innovation managers training. To 
solve this task it is necessary to do the following:

– innovation managers training at the senior 
courses has to be mainly done by the lectures hav-
ing practical experience in the innovation sphere;

– education has to include 5–6 month practi-
cal training in the innovative company. Within this 
practice student completely prepares the innovative 
the innovative project and presents it to the poten-
tial investor;

– universities provided reinforcement of 
knowledge and practical skills;

– innovative companies got an opportunity to 
involve the students while preparing the innovative 
projects, and through that increased the volumes of 
their work;

– the students got the practical skills;
– increase of student’s number, practicing in 

the innovative firms;
– involvement of new universities and innova-

tion firms;
– promotion of the opportunity for distant 

practice, which will allow attracting students from 
other cities.

Thus, the task of personnel component forma-
tion is necessary to build the innovative system of 
Russian economics. This task has several compo-
nents, each of which can be realized if there is an 
understanding and support from the government 
and participation of innovative firms.
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