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METRO Cash & Carry Ukraine case:
integration of a well-being strategy into the HR strategy
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• Several years ago, the Company had a fairly high level of engagement accompanied by high staff turnover. As was revealed, people were
leaving the Company because of emotional burnout. Due to its hierarchical and bureaucratic structure, the Company observed an
increasing mistrust between employees of different levels. In general, the culture of self-care remained low among employees.
Therefore, HR focused on employee well-being long before the start of pandemic.

• The pandemic and lockdown caused additional challenges. Field employees appeared under particular pressure, with a risk of
contracting the virus on the one hand, and challenges associated with organization of work if children of employees would have to stay
home from kindergarten/school, on the other hand. At the same time, office workers were locked up at home and forced to combine
work and family affairs.

CHALLENGES

SOLUTIONS

An employee well-being strategy was developed and integrated into HR strategy long before the start of the pandemic, and was revised
and updated after the pandemic struck the country. The strategy was centered around the following four elements of well-being: social,
emotional, physical and financial (the latter was included in the strategy after the start of the pandemic). The well-being strategy was
implemented to transform the corporate culture with a focus on building trust between managers and employees.

• Transparency and trust. Frequent and mandatory feedback increased transparency at work, particularly in creating tasks and
understanding of responsibilities. As a result, in the early days of the quarantine, the Company's employees had a clear understanding
of what they were to do—they went online in a day without the productivity affected. All employees knew what was expected of them.
There was trust between the employees and the managers; the managers assessed the employees' deliverables rather than the time
they spent at work.

• Decreased turnover rates. The Company ended last year with an overall turnover rate of 25% and a voluntary turnover rate of 11%.

THE OUTCOMES

METRO Cash & Carry Ukraine case: integration of a well-being strategy into the HR strategy
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METRO Cash & Carry Ukraine case: integration of a well-being strategy into the HR strategy –
examples of tools

SOCIAL WELL-BEING

• Culture transformation focused 
on building trust between 
managers and employees 
through regular two-way 
feedback

• Weeding out bureaucratic and 
'management by intimidation' 
methods

• Training leaders on giving 
feedback, listening to hear, 
treating people with respect, 
and expressing gratitude

• The Town Halls channel for all 
employees to ask questions and 
offer solutions to problems

EMOTIONAL WELL-BEING

• Constant communication via 
chatbot and regular Town halls

• Allowing the office stuff to work 
a flexible schedule

• Duration of meetings reduced 
to 30 minutes, no Friday 
meetings

• Team and individual coaching

• Psychological support hotline

• Launch of the Big Reboot 
weekly training video course

PHYSICAL WELL-BEING

• Employee safety is a top priority

• Provision of field employees 
with personal protection 
equipment

• Launch of the Manage Self, 
Manage Others, Manage Teams 
program for leaders aimed to 
help understand selves and take 
care of physical and mental 
health of both their own and 
their teams

• Promotion of a healthy lifestyle: 
fruit days, lectures from 
meditation,  nutrition and other 
experts, etc.

FINANCIAL WELL-BEING

• Review of salaries and payment 
of bonuses as previously 
established

• Launch of financial literacy 
video tutorials (focus on 
employees with the lowest 
income)

• During the period of limited 
movement of public transport, 
field employees were 
compensated for taxi fares and 
employees residing within 100 
km of Kyiv were paid salaries 
despite they were unable to 
perform work as normal
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GSK case:
well-being management through the Modern Employer 
concept
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GSK case: well-being management through the Modern Employer concept – challenges and 
solutions

In the new reality – remote work, new business conditions, structural changes in the organization, etc. – the main challenge was to
maintain the high level of:

• Motivation and engagement of employees

• Healthy work/life balance

• Health and well-being of employees (preservation of jobs, stability of the benefits package, etc.)

CHALLENGES

SOLUTIONS

The implementation of the Company's well-being principles begins with the CEO and cascades to each leader.

Globally, the Company identified three key strategic pillars: Innovation, Performance and Trust. In order to ensure the well-being of
employees and, thus, keep their effectiveness high, the 'Trust' was expanded with the 'Modern Employer'. This concept was implemented
in three key areas: Be You, Feel good, Keep Growing.

Before a global concept may be implemented locally, it is always subject to adaptation at the local level to fit the local needs and comply
with the long-term goals.

Due to the pandemic, the well-being programs were updated. Particular attention was paid to mental health support programs, expanding
the medical insurance program, informing employees about modern methods of treatment and diagnostics of various diseases,
supporting employees with children.
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GSK case: well-being management through the Modern Employer concept – the outcomes

• Positive feedback from employees. The positive changes were confirmed by the findings of regular surveys of employees – GSK Survey.
According to the latest survey for May 2020, almost all employees (95%) in Ukraine said that they are proud of working for the
Company. A significant improvement of +13% year-on-year was observed in health and well-being.

• Demand for well-being. The remarkable efficiency of the well-being program is proved by the increasing number of people who use
various opportunities/programs offered by the Company.

THE OUTCOMES

“In the new reality, we make efforts to keep employee engagement and motivation high, create an effective,
professional, competitive team, able to quickly adapt to change and achieve expected results."

“In 2021, we will continue to focus on our people in order to become a place where diversity of people and opinions
is valued and where we can all be ourselves and feel belonged.”

Milena Meteiko,
HR Cluster Lead | UA&CIS | GSK Consumer Healthcare

Varvara Demchuk,
HR manager | Ukraine, Belarus, Kazakhstan | GSK Pharmaceuticals
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GSK case: well-being management through the Modern Employer concept – examples of 
initiatives

BE YOU

• Equal employment opportunities for men and women and making managerial decisions (blind recruitment program, development of women's leadership
programs)

• Support for team diversity, promotion of a vibrant equality and inclusion culture across the Сompany (introduction of an annual mandatory training session on
Diversity and Inclusion in GSK; announcement of goals of D&I culture at the global level)

• Accessible and comfortable workplace (smart office; all platforms are equipped to accommodate people with disabilities)

• Financial support in various real-life situations, various types of additional paid leave

• Caring for employees' families (individual approach to employees with children; flexitime options; result orientation rather than presence)

FEEL GOOD

Implemented by the Health Committee consisting of employee volunteers who are concerned about health issues. The Committee conducts a gap analysis using
global metrics and develops an action plan that includes specific projects in the following areas:

• Prevention and treatment. Providing competitive life insurance and medical insurance with additional options of COVID-19 diagnostics and treatment. Unique
corporate prevention and screening services (P4P) and a psychological assistance program for employees and their families (EAP). Educational lectures on
vaccination, cancer screening, healthy lifestyle, and nutrition

• Physical activities. Stimulation of physical activity with the help of the annual Virgin Pulse Global Challenge program (90-day flash mob aimed to make a habit of
taking at least 10,000 steps a day). Compensation of sports expenses. Recreational team activities. Sports flash mobs (for example, fitness classes developed by
employees themselves)

• Mental health. Training seminars on psychological resilience and mental health

• Workplace safety. Comprehensive efforts to raise employees' awareness of occupational health and safety through briefings and trainings

KEEP

GROWING

• Employee training and development through professional training programs, preparation of individual development plans and feedback exchange, progressive
training standards, access to international educational platforms, effective on-boarding program for new hires

• Participation in volunteer programs such as Orange Day (one day off from work to do volunteering work, which is paid by the Company)
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MHP case:
well-being management through the lens of 
employee experience
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MHP case: well-being management through the lens of employee experience – challenges

• Business transformation. The Company is undergoing a transformation from a raw material business to a culinary one. The changes in
business processes require that approaches to personnel management to be revised and adapted. In a disruptive environment,
employees need to feel that they are cared for, that they understand their roles in the Company and feel engaged and belonged.

• Challenges in work and life related to the pandemic and the new reality.

CHALLENGES

“MHP is transforming at a breakneck speed. Most of the holding's business processes are being redesigned, and it
is people who manage and implement these changes. Caring for those who drive the Company forward is our top
priority.”

Andriy Bulakh,
Vice-President, Deputy CEO People MHP

“Well-being is a comprehensive and well-balanced policy that MHP has been implementing. This is a new approach
to caring for a person, person's comfort and well-being. After all, it’s a person who creates business and himself.”

Natalia Sheremeta,
Chief Well-being Officer, MHP
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MHP case: well-being management through the lens of employee experience – solutions and 
outcomes

Improved experience of joining the Company, increased emotional well-being, better interaction between teams, more creative ideas, and
improved working conditions.

THE OUTCOMES

SOLUTIONS

The Company is focused on human with his/her talents and capabilities. The important thing is that the Company first cares about its
people, and, in return, they care about business, which ultimately increases efficiency at all levels. We believe that one realizes one's full
potential only when one is in the right place and does what inspires him/her and what accords with one's talents and capabilities.
Therefore, the ‘right people in the right places’ principle is vital for business development and employee well-being and satisfaction.

Thus, well-being management is performed through maintaining an ecosystem that ensures high engagement and development based on
an individual's strengths and creating opportunities to improve quality of life at all levels.

The Company is committed to create an environment where, from day one, an employee has experience making him/her feel an
important part of a large company. The Company further supports employee experience at every stage providing its staff with, among
other things, opportunities to develop and implement their ideas, financial stability, mental health support, quality interaction with each
other, options to take care of their physical health, and comfortable working conditions.

The key to success is understanding of the importance of such an approach and a strong support from the CEO and the Company's leaders.

In MHP, 2020 was the year of caring for employees. A number of comprehensive initiatives were launched to improve employee
experience. The Company is not going to rest on its laurels and makes ambitious plans for the future—to combine all well-being initiatives
into an all-embracing strategy “MHP - Many Happy People”.
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MHP case: well-being management through the lens of employee experience – examples of 
initiatives (1/2)

CORPORATE

PSYCHOLOGISTS

The Company became the first employer in the Ukrainian market to establish a well-being unit consisting of corporate psychologists
as an independent function for caring for people. The Company shares several important principles that include:
1. Creation of three-level approaches (employee, teams, the Company)
2. Development of systemic programs and opportunities to support the staff, both in the Head Office and at enterprises
3. Cross-functional interaction to manage employee well-being at all stages of work in the Company
4. Studying international practices, with a focus on people's needs and business specifics
5. Long-term perspective and strategic goals
Corporate psychologists are an opportunity for our employees to obtain advice from a team of psychologists and coaches on both
work and personal issues. The Company realizes the importance of a holistic employee support and the fact that the culture of
psychological counseling is only being fostered in business; therefore, the Company struggles to build trust and maintain high ethical
standards. These efforts produced notable results—over 1000 consultations during 2020

ONBOARDING

PROCESS

The Company optimized its onboarding process at the Head Office in order to improve employee experience from day one. The main
objective is to integrate the employee into the Company as quickly and efficiently as possible through familiarizing with the
Company's history and culture, providing IT support, showing the office infrastructure, explaining procedures, etc. – all in half a day.
The Company uses modern VR-technologies to conduct tours of the Company and present the entire production cycle, which creates
a wow-effect for new employees. The Company has also integrated consultations with psychologists into the onboarding program for
new hires as it realizes how much new people need support for their rapid adaptation at the start of employment. In addition, the
Company provides psychological exit counseling to support an employee amid changes
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MHP case: well-being management through the lens of employee experience – examples of 
initiatives (2/2)

SCHOOL OF HEALTH

Wednesday two-hour sessions for employees to take care of their physical and mental health. The past year emphasized the
importance of self-care for each of us and the need to obtain new knowledge and skills to maintain efficiency in work and life. In view
of the above, the Company created a program that provides simple high-quality tools for quick recovery, self-regulation, reducing
tension and stress, emotional recovery etc. The program attracted over 350 participants and the meetings received 1,500 views
during the first few months.

MHP SPORT

A comprehensive corporate sports program with a focus on regular activity through challenges and sports competitions, including
tennis, football, and racing; the program is a great opportunity to take care of health and interact with other companies. The
Company has clear and understandable goals: to encourage people to take care of their health and create relevant opportunities at
work.

MEDITATION

(MINDFULNESS)
Daily practice at the Head Office and periodic lectures to deepen knowledge. In addition, this project is planned to be piloted in the
regions. The key task of office meditation is to help people reboot effectively and learn to focus their attention efficiently.

WORKING WITH

TEAMS

In addition to the main programs, much effort is made to develop teams. The Company realizes that long-term efficiency is possible
only provided that each team member is highly engaged and has a feeling of well-being; therefore, the main topics are emotional
competence, partner communication, and stress resistance. This format allows teams to receive quick help and enables support in
the long run.
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SoftServe case:
well-being management through the formation of 
culture and a sense of belonging
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SoftServe case: well-being management through the formation of culture and a sense of 
belonging – challenges

• Competition for IT talents. January and February 2021 witnessed a record maximum of posted vacancies in the IT market of Ukraine, nearly
16,000* jobs, whereas the number of active candidates is several times less. Besides, the level of wages, bonuses and other working conditions
that are ‘usual’ for the IT market has already overheated the market so that these benefit are no longer of crucial importance in making decisions
in favor of this or that company. These market conditions have created the need to identify new factors to gain a competitive edge among
employers.

• New access to talent. Thanks to the global shift to remote work, employees are now not tied to a specific location. This allows companies to
expand their talent pool by attracting people from abroad and different regions of Ukraine without the need of establishing a physical office in
these locations. However, it in turn creates new challenges for adapting HR programs.

• Remote work. The transition of the whole Company to a remote work environment, having to refuse from the office as a self-identification factor,
complicated interaction between teams – all of the above have highlighted the need to form a sense of belonging. This requires changes in all
human capital management processes: hiring, onboarding, set of benefits/additional benefits, teamwork, etc.

CHALLENGES

“We are convinced that mere copying of old offline practices will no longer work. We are focused on creating new
employee experiences in the online reality. We have realized that with these incessant hours in Zoom—at least 8 hours
every day—teambuilding and other online activities have lost the wow effect we would expect to achieve. So we are
rethinking the future of workplace and exploring new experiences and ideas.”

Anna Sologub,
Former Associate Vice President, Global HR Marketing SoftServe
* Source: DOU

https://jobs.dou.ua/trends/categories/2021-02/
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SoftServe case: well-being management through the formation of culture and a sense of 
belonging – solutions and outcomes

SOLUTIONS

The key driver and the foundation of business is people. The Company's culture is a competitive advantage and a source of opportunities for
growth. Therefore, the Company needs to create a culture that will give employees a feeling of belonging to the Company, taking into account
changes in the work environment and format.

That being said, the Company's strategy is ensuring the employee well-being through the formation of a sustainable culture of the Company, which
is shared by all employees, provides a clear understanding of the common goal and commitment, and fosters a sense of belonging. The Company is
making efforts to create a culture through its integration into all human capital management processes and ensuring employee engagement through
the implementation of appropriate initiatives for hiring, onboarding, leadership development, teamwork etc. The key element is providing an
opportunity for employees to join efforts and implement meaningful and important projects and initiatives that make a difference.

Since the office greatly contributes to building a sense of belonging, being a place where employees actively interact and generate ideas, the
Company will not refuse from its offices completely, but will transform their role in the lives of employees.

With access to the geographically distributed pool of talents, the Company is considering to redesign the package of compensations and benefits,
which will improve the experience of all employees.

Improved experience of employees, a deepened sense of belonging, increased interaction and unity in teams, increased social responsibility in the
Company.

THE OUTCOMES
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SoftServe case: well-being management through the formation of culture and a sense of 
belonging – examples of initiatives (1/2)

LIBRARY OF TOOLS

FOR REMOTE WORK

TO SUPPORT

LEADERS

• The tool is aimed to ensure employee well-being by increasing leadership involvement

• Creation of a knowledge library for leaders, which contains all materials on how to effectively interact with teams in a remote
environment that consists of an online program, online interaction tools and an online team-building catalog

• Remote Management online program is a library of online educational training programs, best practices, opportunities for self-
education. Upon completion of the course, there is a Q&A session with internal trainers, exchange of expertise

• External and internal online interaction tools are consolidated into a library of tools and methodologies, sharing experience of their
use between leaders

• The online team-building catalog is a platform where you can find over 40 examples of activities for informal interaction with the
team (starters, games, digital games, challenges, and interest clubs) and detailed instructions for their organization

GAME CHANGERS

2020

• The project aims to ensure well-being by increasing the level of individual
and team involvement

• The annual award of best employees and teams nominated by the
Company's employees for a special contribution to the Company's
activities and a special contribution to the success of the project,
function, or Company

• Creating a special experience for employees by organizing an event with
VR broadcast, where 50 winners met in the virtual world and other
employees watched the participants

• Please follow the link to learn more

https://www.facebook.com/watch/?v=541293000123090
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SoftServe case: well-being management through the formation of culture and a sense of 
belonging – examples of initiatives (2/2)

OPEN EYES

• The project aims to ensure well-being by increasing the level of social involvement

• The charitable foundation was created to raise funds for socially important projects initiated by employees

• Fostering a sense of belonging by joining in socially important projects

• Please follow the link to learn more

OPEN TECH

• The project aims to ensure well-being by increasing the level of social
involvement

• The charitable crowdsourcing platform initiated and created by the
Company's employees to help not-for-profit organizations solve acute
social problems in partnership with state authorities such as the Ministry
of Education and Science, the Ministry of Health, or not-for-profit
organizations such as UNICEF Ukraine, Plast, Ukrainer, etc.

• Ensuring a sense of belonging and a common commitment through team
implementation of technological solutions for various social projects on a
voluntary basis

• One example of the Company's initiatives is participation in the Grains of
Truth project, including the development of a crowdfunding platform to
support the construction of the Holodomor Museum.

• Please follow the link to learn more

https://www.softserveinc.com/uk-ua/corporate-social-responsibility/open-eyes
https://opentech.softserveinc.com/en
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Ministry of Economy of Ukraine case:
talent development through investment in education
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Ministry of Economy of Ukraine case: talent development through investment in education

• Lack of young professionals. State institutions often lack young professionals who are a source of creative ideas in preparing government
decisions.

• Weak interaction between institutions. There is no platform for interaction between the Ministry and the leading higher education
institutions (HEIs) of Ukraine, which would facilitate the development of HEI scientific work in economics and public finance, allow
students to gain practical experience, increase the efficiency of the Ministry's work and improve its human capacity.

• The need for practical knowledge. Students' great appetite to gain practical experience and to apply the knowledge they acquire.

CHALLENGES

SOLUTIONS

Launch of the Synergy of Knowledge, Experience and Creativity for the Future project in economic sciences by the Ministry in cooperation
with leading HEIs of Ukraine and with the support of UNICEF Ukraine. As part of the project, students carried out relevant analytical
research moderated by the Ministry's employees and assessed by a committee consisting of representatives of government institutions
and businesses. Based on the assessment results, the best students were invited for an internship at the Ministry.

• The Ministry received prepared research on relevant topics, attracted future prospective employees, and improved its employer brand.

• HEIs stimulated scientific work, obtained an opportunity for their students to gain practical experience, and improved their image.

• Students got a chance of doing an internship at the Ministry and participating in socially significant activities at the state level.

THE OUTCOMES
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Ministry of Economy of Ukraine case: talent development through investment in education –
implementation stages

Design and development of the project concept by the Ministry in cooperation with the Deloitte Ukraine team

Signing of the Memorandum on cooperation on the project by the Ministry and leading HEIs

Establishment of a coordinating group at the Ministry and a joint committee of experts to assess the research; both determine the
topics for research, divided into three levels of complexity

Selection of the proposed courses by HEI students to be enrolled for the program, and the list of topics

Appointment of a mentor from the Ministry to provide feedback and conduct training and research seminars to structure the research
work

Research presentation by students to the commission to defend research and determine winners. The commission consists of
representatives of government institutions and business

Announcement of the research results and preparation of a publication containing all student research works

Awarding the best student-participants with internship at the Ministry in the Deputy Minister's team
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JDE Peet's case:
review of the HR strategy with a focus on diversity 
and well-being
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JDE Peet's case: revising HR strategy with a focus on diversity and well-being – challenges

“Remote working is here to stay, while the office is here to stay too changing its role from workplace to cultural 
space: place where physical contacts are maintained and sense of belonging to the Company is formed”

Eugene Pachos,
HR Director of LARMEA* JDE Peet's

• The Company became the first in Europe of such size that successfully gone through IPO process in 2020. The Company continues to
focus on combining the standards of a large global corporation with flexible approaches on local markets.

• Challenges caused by a pandemic:

• During the pandemic, new CEO and a number of new executive team members have joined the Сompany. The executives faced
the challenge of interaction and implementation of changes in a remote format.

• Due to quarantine restrictions, the Company’s office workers throughout the world remained “locked” in their homes and
needed support. In addition, absence of the office as on of key factors in forming sense of belonging highlighted the issue of
identification for employees. Employees, especially those who joined the Company during the pandemic and whose adaptation
was done remotely, tended to identify themselves only with their local offices and not with the global Company.

CHALLENGES

* LARMEA region includes Latin America, Russia, Ukraine, CIS, Middle East, Africa
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JDE Peet's case: revising HR strategy with a focus on diversity and well-being – solutions and 
outcomes

SOLUTIONS

The fact that Company went public via an IPO process led to rethinking of the mission, vision, and values at the global level. At the level of
business strategy, one of the key issues became human capital, in particular, the aspect of diversity and inclusion.

The impact of external and internal challenges has caused the need to revise HR strategy in an evolutionary way. Therefore, the following
elements are important for HR strategy:

• diversity, inclusion, and sense of belonging;

• employee well-being and flexibility;

• employee experience;

• digitalization and data-driven management;

• entrepreneurship and speed of decision making.

• Actualization and alignment of vision regarding human capital related challenges.

• Building a super diverse superteam of leaders (for example, among 14 employees in the regional HR team, there are representatives of
9 nationalities).

• Maintaining high level of employees' engagement, despite the remote work.

THE OUTCOMES
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JDE Peet's case: revising HR strategy with a focus on diversity and well-being – examples of 
activities

To support employee well-being – including mental well-being, the establishment of the Mental Fitness Academy, which consists of a
mix of online sessions and e-learning available for all the employees

For the purpose of digitalization and data-driven management – the application of the Crunch HR program, which allows HR analytics
and reporting based on various HR metrics, such as duration of adaptation, employee retention, etc.

In order to support diversity – building of the leadership teams from different cultures, which opens up opportunities for a diverse
view of the issues, as noted by Eugene Pachos: “We are not a football team, we are an Olympic team since we represent different
sports, but only by being in synergy, we achieve significant results”

In order to form a sense of belonging – the provision of regular communication, in particular, holding of Town halls both within the
Company and within individual teams

In order to ensure the speed of decision-making – the provision of the opportunity to make decisions independently at local levels
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StarLightMedia case:
management of alternative workforce with the help 
of modern technologies
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StarLightMedia case: management of alternative workforce with the help of modern 
technologies – challenges

“Freelancing will become a new reality of the post-COVID era and it is naive to believe that yesterday's approaches
will be able to adequately meet future challenges. We decided to take the driving seat and be innovative in the
growing battle for talent.”

Vitalii Gusev,
Director of Strategy & Operational Transformation StarLightProduction

• A large number of full-time employees. A few years ago, the Company was proud of the large number of employees; it was the part of
the cultural paradigm. However, this had some negative consequences, primarily financial, due to the seasonal/project nature of
business. Employees could be in an inactive phase of projects for several months. At the same time, the practice of flexible movement
of people between teams was not widespread in the Company.

• Inefficiency of freelancers management system:

• lack of clear criteria for selecting candidates for project work;

• the non-transparent pricing for freelance services;

• delay in payment for the services provided, inconvenient set-off;

• a large amount of bureaucracy.

CHALLENGES
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StarLightMedia case: management of alternative workforce with the help of modern 
technologies – solutions and goals

SOLUTIONS

Development of the Uber for Freelancers platform to effectively manage freelancers; the platform optimizes hiring, administration,
performance assessment, and remuneration, etc., both for customers and for performers. Currently, the tool has already passed the MVP
stage (minimum viable product) and is at the stage of technical testing.

The platform functionality will include the following features:

• creation of a single database of freelancers;

• search for people by skills and competencies, not positions;

• simplified search for projects and freelancers by a set of parameters;

• competitive pricing for freelance services;

• electronic document management;

• assessment of the quality of work and interaction both by the customer and by the project performer.

• To speed up staff onboarding (from almost 14 to 3 days)

• To halve the number of administrative staff accompanying freelancers (from 22 to 11)

• To contain the average annual wage inflation

• To reset the Company's brand as an employer by increasing the employee net promoter score (eNPS)

GOALS
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StarLightMedia case: management of alternative workforce with the help of modern 
technologies – functionality of the tool

Creation of a single database of freelancers, consolidation of all customers and performers on one platform will help solve the issue
of monopoly on freelancers and create a level playing field for all players

Work quality and interaction assessment both by employers and by freelancers, similar to the mechanism used on Uber or Booking,
will help to destroy the dogma of superiority of the employer over the employee

Filtering and comparison of offers and freelancers by a pre-defined set of parameters (price, experience, etc.) using machine learning
technologies and artificial intelligence will help improve the quality and speed of selection

The introduction of an electronic document management system will automate the contract signing system and optimize the
administration process

Search by competencies, not positions, pre-defining of the required skill set will help to respond to market and project demand for
multifunctional roles

Competitive pricing of services based on an e-bidding mechanism will help the employer choose the best candidate in terms of the
price-quality ratio, and will create competition between freelancers


