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Abstract

Digital HR continues to be relevant and even becomes a still more core element of per-
sonnel management in organizations against the background of constant change. The con-
sequences and impact of constant change such as technological innovation, demographic 
change, economic turbulence and globalization establish new challenges for HR manage-
ment. Digital HR tools make it possible for organizations to easily scale up or scale down 
their HR processes depending on their necessities. They can be conveniently configured to 
respond to any changes in the company's scope of work or strategy. Digital HR platforms 
can support employee engagement and involvement, even in remote or distributed work 
environments. This is especially essential in environments where employees may work in 
different geographic locations or at different times. Constantly changing conditions often 
require a deep understanding of data to make informed management decisions. Digital 
HR systems provide tools to collect, analyze and use HR data to make effective strate-
gic decisions. Constantly changing conditions may require constant updating of skills and 
competencies of employees. Digital HR tools can help keep and develop talents by provid-
ing access to learning resources, planning individual learning and development programs, 
and tracking learning progress. Therefore, digital HR remains a relevant and essential 
personnel management tool against the background of constant change, giving organiza-
tions the opportunity to effectively adapt to new challenges and support competitiveness. 
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Digital technologies make it possible to automate and optimize many processes in the 
area of personnel management, which ensures a quick response. Business environment 
changes rapidly, and organizations need to respond quickly to these changes. Digital HR 
makes it possible to introduce new tools and modify HR processes quickly and efficiently 
to satisfy changes in the business environment. Digital HR forwards the most important 
tasks and priority issues in personnel management, which is especially important under 
the conditions of limited resources and a competitive environment [1].

Digital HR as an innovative tool for personnel 
management in organizations against the background  
of contemporary issues and changes
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In a competitive environment, involvement and keeping talents is a crucial task. Dig-
ital HR can provide innovative tools to involve and keep the best staff members, such 
as staff development, mentoring programs and individualized career development plans. 
Against the background of constant changes, it is particularly important to ensure the 
security and confidentiality of personal data of employees. Digital HR makes it possible 
to implement data security arrangements and control access to confidential information. 
Constantly changing conditions can result in stress and uncertainty among employees. 
Digital HR can provide tools to support work relationships, communication and team spirit 
even in a virtual environment. Against the background of constant changes, digital HR 
continues to be a necessary tool for effective personnel management and achieving ad-
vance in business, – notes A. Yurhen in his paper "Management 3.0. Agile Management. 
Leadership and Team Management" [2].

Let's give consideration to some core aspects of analyzing the concepts of digital HR,  
which will help to understand how digital HR can be successfully implemented and in-
tegrated into organizational strategy and business processes. Concepts and authors 
related to digital HR.

Domestic scientists such as: M. Adamenko [3], A. Cherep [3–7] contributed sig-
nificantly to the development of the theory of personnel management and the impact of 
digitalization on the efficiency of the use of employees at each workplace and the activity 
of the enterprise as a whole, O. Cherep [3, 6], I. Dashko [3, 6], O. Honchar [7], O. Kor-
nukh [6], R. Korolenko [3], D. Krylov [7], P. Matkovskyi [36], A. Kolot [8], T. Kostyshy-
na [9], L. Oleinikova [7], O. Rozhenko [6], M. Semykina [10], M. Voinarenko [7].

These authors are known for their research and action-oriented recommendations 
presenting different perspectives and approaches to personnel management and the use 
of digital technologies in digital HR management. Their research and publications can be 
helpful for those interested in the implementation of innovative practices in personnel 
management and the use of digital tools to attain the strategic goals of the organization.

In her work "The Necessity of Forming a Labor Motivation Mechanism at Enterprises", 
the author specifies that by acquiring new knowledge and experience, developing their 
innate abilities, people multiply their human capital, increasing its quantitative and quali-
tative scope of functionality. Like any other capital, human capital shall generate income. 
This income depends on both on the amount and structure of capital and on the efficiency 
of its use [2].

In our research, let's also rely on paper (O. Buhaichuk, V. Nikitenko,V. Voronkova, 
R. Andriukaitiene and M. Malysh "Interaction of the Digital Person and Society in the 
Context of the Philosophy of Politics"), which specifies the evolution of flexible mod-
els, organizational structures of the enterprise under the conditions of digital trans-
formation, which affected all processes of the society – economy, politics, community, 
people, the way management and staff communicate and cooperate with each other, 
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on the formation of a digital person [11]. In Appelo Jürgen's paper "Management 3.0. 
Agile Management. Leadership and Team Management", a new approach to management 
in organizations is offered, especially within the framework of Agile software develop-
ment methodologies [2]. Appello solves important problems of contemporary manage-
ment, such as employee motivation, distribution of power, cooperation in teams, ad-
aptation to changes, etc., considers them from the perspective of an Agile approach 
important for digital HR, which emerges as a core element of personnel management 
in contemporary organizations, especially through the lens of constant change in the 
labor market and technological innovations. Appelo Jürgen offers a number of tools and 
practices that can help managers and leaders increase the effectiveness of their work 
and stimulate the development of the organization. "Management 3.0" book is intended 
to help readers understand what changes can be made in the management approach 
to increase performance and adjust to the rapidly changing environment of contempo- 
rary businesses.

Research of O. Danilian, O. Dzeban, Y. Kalynovskyi testified that a digital person is a 
product of the information society, since in the contemporary information society a large 
amount of information about people is stored and processed in digital format [12, 13]. 
From our Internet browsing to transactions for the purchase of goods and services, our 
digital footprints become the basis for analysis and use by various organizations. Digiti-
zation has brought significant benefits to human resource management providing greater 
efficiency, accuracy and flexibility in processes related to human resource management. 
This means that workers shall have the necessary skills, knowledge and competencies to 
work efficiently in a digital environment. Digital transformation demands HR professionals 
to accustom to modern technologies and management strategies so as to successfully 
introduce these changes in the organizational culture. The digital environment is con-
stantly changing, so it is essential to ensure the continuous improvement of employees' 
digital skills through training programs and regular updates. Chris Skinner's paper "Digital 
Human: The Fourth Revolution of Humanity Includes Everyone" investigates the impact of 
digital transformation on contemporary society and human life [14]. The author examines 
changes the digital revolution has brought and will bring in various aspects of life including 
the economy, politics, culture, education and the work environment. Skinner analyzes 
the impact of new technologies, such as artificial intelligence, blockchain, the Internet of 
Things, on social relations, business processes and other areas of life. He also examines 
the possible consequences of these changes and the challenges they pose to society, 
which is important for the rapid transformation brought about by the digital era and may 
be useful for those interested in the future development of technology and its influence 
upon our lives.

For the purpose of solving the research tasks of digital HR as a priority issue of 
organizations and an important element of change management, let's rely upon the 
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evolution of digital technologies of the industrial revolution from 4G to 5G within the 
framework of the issues of digital globalization [15]. Effective change management: 
Changes in today's business environment require adaptability and flexibility. Digital HR can 
help organizations manage these changes by introducing new technologies and approach-
es to HR management, contribute to improving the effectivity of HR processes, allowing 
the automation of many routine tasks in the area of HR management, saving time for 
strategic analysis and decision-making.

The analysis of management information support in organizations as complex sys-
tems under the conditions of digitalization is a crucial issue [16]. Managing information 
streams in organizations involves a number of core aspects, as organizations collect 
large amounts of data from various sources such as internal systems, social media, IoT 
sensors, and more. It is important to have effective systems in place to analyze this data 
for the purpose of obtaining valuable information for decision-making. Digital transfor-
mation of organizations involves the application of various technologies, such as cloud 
services, artificial intelligence, data analytics, blockchain, etc. To implement success-
ful digital transformation, organizations shall be ready to implement and optimize these 
technologies. People Analytics concept concentrates on the use of data and analytics to 
make strategic decisions in the area of personnel management, which is developed on the 
basis of data analytics, psychology and management. Ben Waber, President and Founder 
of Humanyze specializes in analyzing data about employee workflows and communication 
to improve productivity and effectivity.

Digitalization settings require employees to be flexible and able to quickly adjust to 
changes. The analysis of the literature proved that digital transformation requires orga-
nizations not only to invest in technology, but also to change culture and management 
approaches, digital transformation of education based on artificial intelligence, which 
should change the way we learn and perceive education [17]. The expanding automation 
and introduction of artificial intelligence in various spheres of life require specialists to 
gain new skills, such as data analysis, the ability to work with algorithms and machine 
learning models, and comprehension of the ethical aspects of the artificial intelligence 
application. Digital training of specialists within the framework of artificial intelligence 
requires a combination of technical knowledge with a deep understanding of the social 
and ethical aspects of this technology.

The paper of M. Tegmark "Life 3.0: The Age of Artificial Intelligence", in which he ex-
amines the impact of artificial intelligence on the future of humanity [18] was very helpful 
for us. The author suggests the concept of "Life 3.0" describing the stage of the society 
development in which technology and artificial intelligence becomes the main architects 
of our lives and exponentially expands their capabilities. Tegmark examines the ethical, 
social and political aspects of the implementation of artificial intelligence and puts forward 
a number of suggestions for how society should interact with these new technologies 
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ensuring maximum benefits and minimizing risks. This research, which is very influential in 
the field of artificial intelligence and technology development, as well as in the field of phi-
losophy and ethics, offers important perspectives for understanding what the future may 
look like within the meaning of the rapid development of intelligent machines. In the mono-
graph "Artificial Intelligence: an Era of New Threats or Opportunities?" (2023) reference 
is made to the fact that such an approach will be helpful for ensuring effective ethical 
integration of artificial intelligence into the educational process [19]. Open-mindedness 
to innovation, flexibility and the ability to quickly adjust oneself become core components 
of successful management of information resources in conditions of digitalization.

We are interested in the research of A. Vance and E. Musk "Tesla, SpaceX and the 
Way to a Fantastic Future", two prominent figures of the contemporary technological 
world [20]. Both are famous for their high-flying projects and influence upon the devel-
opment of modern technology; their names are often associated with Tesla and SpaceX 
companies, which they founded. Elon Musk founded SpaceX with the purpose of reducing 
the cost of space launches and making space more accessible to private companies and 
individuals. Tesla has come into prominence for its electric cars and innovative approaches 
to the automotive industry, the Neuralink project is developing brain implants, and The 
Boring Company is developing underground transportation infrastructure. Vance Ashley, 
as the founder and CEO of Neuralink, co-founder of OpenAI, and former SpaceX collabo-
rator, is well-known in the field of artificial intelligence and neural interfaces. The path of 
these two inventors is paved with great difficulties, but their achievements have already 
made a huge contribution to technological progress and influenced the perception of the 
future. Their companies and projects continue to change the world, opening new oppor-
tunities in space, automotive, energy and artificial intelligence fields.

The paper of G. van den Berg and P. Pietersma "25 Key Models of Management. 
Change Management", includes creating strategies, planning, communication and sup-
porting employees during the change process [21]. Digital technologies can help orga-
nizations optimize their business processes, improving performance and reducing time 
and resource costs. The use of automated control systems and artificial intelligence can 
improve the effectivity of flexible structures. They are helpful for tracking and analyzing 
large quantities of data, and make it possible to take more informed decisions and fore-
cast future trends.

In the papers of B. Christian and T. Griffiths "Life According to Algorithms. How 
to Make a Rational Choice" [22], G. Sunil "Digital Strategy. Guide to Rethinking Busi-
ness" [23], E. Brynjolfsson and E. McAfee "The Second Machine Age: Work, Progress 
and Prosperity in a Time of Brilliant Technologies" [24] reference is made to the fact 
that in the framework of digital transformation, 5G development of flexible management 
structures plays an integral role in ensuring digital HR as a powerful lever for efficiency, 
competitiveness and optimization of human resource management. Flexible management 
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structures have made it possible for organizations to quickly respond to changes in the 
technological environment and market conditions. They are able to quickly switch over 
between different strategies and methods of responding to challenges. Flexible man-
agement structures require continuous training and development of personnel. This in-
cludes both professional developments to ensure proficiency in the use of new technol-
ogies and soft skills development to facilitate communication and collaboration in flexible  
team structures.

The overall purpose of these activities is to create a team that is ready and able to 
work effectively in a digital environment, thus contributing to the success of the enter-
prise in the current digital world. The theoretical foundations of "Digital HR Transforma-
tion" confirm that digital technologies for the development of flexible management struc-
tures in the framework of the digital transformation of the 5G industry can transform the 
entire personnel management cycle, from recruiting to keeping talented employees and 
their development [25]. The transition from 4G to 5G opens up new opportunities for the 
introduction of advanced technologies in the area of HR, such as augmented reality (AR), 
virtual reality (VR), artificial intelligence (AI) and Big Data analytics. Considered all round, 
the development of flexible governance structures is an important factor in the prosper-
ous digital transformation of the 5G industry, as they enable the efficient implementation 
of new technologies and rapid response to changes in the environment.

Let's use data (BID DATA), artificial intelligence, AGILE-methodology as a factor for 
increasing the efficiency of a digitalized society and analyzing digital HR as a core element 
of personnel management against the background of challenges and changes in organiza-
tions. The Future of Work concept includes an analysis of the impact of digital technologies 
on organizational culture, team structure and work processes. The paper of C. Schwab 
"The Fourth Industrial Revolution" is an important contribution to the understanding of 
current technological trends and their impact on the improvement of digital HR as a core 
element of personnel management under the conditions of rapid changes [26]. The paper 
analyzes important aspects of the implementation of digital technologies in the field of 
personnel management, such as the use of artificial intelligence, data analytics, online 
tools and platforms for personnel development, automation of routine processes in the 
global economy and society. In this book, Schwab examines how emerging technologies 
such as artificial intelligence, robotics, the Internet of Things, and bio- and nanotechnolo-
gy are joining together to create a new era of industrial development. He considers how 
these technologies are changing business models, labor, production, governance and the 
environment. Schwab also addresses the social and economic challenges arising from 
these technological changes, and proposes strategies for how societies can adjust to the 
new existence of the fourth industrial revolution. "The Fourth Industrial Revolution" is an 
important resource for comprehending how technological progress is transforming the 
global economy and society, and for finding ways to adjust to these changes.
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Authors' papers O. Cherep, V. Voronkova, S. Bespalova and S. Tabachnikov "Personnel 
Motivation: from Theory to Practice of Motivating Employees to Perform Effective Activi-
ties" [27] and O. Cherep, B. Babajanov and V. Voronkova "Digitalization of the Economy as 
a Platform for Creating New Values in a Transformational Environment" [28] have helped 
to investigate the digitalization of the economy as a platform for creating new values in 
a transformational environment, to determine theoretical and practical aspects of digital 
HR as a core element of personnel management in organizations under the conditions 
of constant change. These authors are known for their research and action-oriented 
recommendation presenting different perspectives and approaches to personnel man-
agement and the use of digital technologies in digital HR management. Their research and 
publications can be advantageous for those interested in the implementation of innovative 
practices in personnel management and the application of digital tools to achieve the 
strategic purposes of the organization. Digital HR becomes an important element of stra-
tegic change management in organizations, as it makes it possible to effectively adjust to 
the rapidly changing business environment, develop digital strategies and gain competitive 
advances in the era of digital globalization [23].

General problem: personnel management under the conditions of constant changes. 
Let's make attempts to analyze the most current problems faced by organizations under 
the conditions of constant changes. More specifically, the use of artificial intelligence in 
HR organizations, which require the implementation of specific innovations in contem-
porary personnel management systems including machine learning and data analytics to 
improve personnel management processes against the background of constant changes 
of the "second machine epoch" [24]. 

Digital HR helps organizations effectively manage remote teams and work in an en-
vironment of constant change, taking into account the issues of communication, collab-
oration and team cohesion. Digital HR strategies are intended for keeping professionals 
and talented employees in an unstable environment facing new global challenges including 
through staff development and career development plans. Data security and privacy in 
digital HR requires the provision of privacy of employees' personal data in digital HR, 
especially considering the issues in the field of cyber security. Organizational leaders are 
using innovative digital HR approaches to support the psychological health and well-being 
of employees in the settings of constant change, including remote work and stressful sit-
uations. Digital HR helps organizations to adjust their training and development programs 
to rapidly changing needs and requirements due to constant changes in the business 
environment, for which organizations shall be flexible and adaptive [2]. Effective manage-
ment of dynamic teams uses innovative HR to form and manage transient teams that can 
quickly adjust to new tasks and challenges in an environment of constant change. At the 
same time, digital HR contributes to the creation of an innovative culture and stimulates 
creativity among personnel in the framework of constant change, helping organizations 
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implement new ideas and strategies. Digital HR helps leaders and managers adapt to un-
predictable circumstances and make strategic decisions in conditions of constant change, 
in particular by means of data analysis and promoting the development of leadership 
competencies. These aspects reflect the core trends that we have considered in the 
article regarding the role of digital HR in solving the problems of personnel management 
under constant change. The questions that were raised remain relevant in the context of 
modern personnel management and digital HR, the development of artificial intelligence 
and machine learning [20].

Under the conditions of constant change, it is essential to quickly and effectively 
adjust to the new requirements of the labor market and provide the necessary compe-
tencies. Digital tools facilitate automation and optimize recruiting and selection process-
es. Organizations shall be flexible and respond rapidly to changes in their environment. 
Digital HR helps create work environments that support team closeness and effective 
communication. The leadership having change management skills is a core element to an 
organization's advance against the background of constant change. Digital resources and 
programs promote to preparing leaders capable to effectively manage change, and em-
ployee satisfaction and engagement remain critical to company productivity and develop-
ment. Digital tools raise the possibility of timely identification and resolution of problems 
arising during the process. Remote work has become an increasingly common practice, 
especially in an environment of constant change, as effective communication and collab-
oration of remote teams is enabled by digital tools. Thus, these issues remain essential 
for consideration and discussion in the framework of current personnel management in a 
transformational environment [28].

Digital HR as a priority issue of organizations and an important element 
of change management

Digital HR is a core element of personnel management in organizations, par-
ticularly against the background of constant change in business and market environ-
ment. Let's analyze the reasons why digital HR is accepted to be a priority issue and 
an important element of personnel motivation and stimulation of change management  
practitioners [27]:

1. Digital tools provide more efficient monitoring and management of work processes 
such as hiring, employee evaluation, training and staff development. 

2. In response to digital technologies, HR can automate many routine tasks, which 
allows employees to dedicate more time to strategic tasks and competence development. 

3. Digital solutions can support internal communications and help create a corporate 
culture that promotes employee involvement and satisfaction. 
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4. Digital tools make it simple for HR to quickly respond to changes in the organiza-
tion and market environment, providing flexibility in implementing current HR strategies  
and policies. 

5. Digital platforms collect large quantities of personnel data, enabling analytics and 
predicting trends that help make informed HR decisions. 

6. Digital tools facilitate finding, selecting and attracting the best candidates for 
vacancies. They provide more efficient methods of job posting, resume analysis, and can-
didate evaluation. For another thing, digital platforms can promote the maintenance and 
development of talents, which contributes to their keeping in the organization. 

7. Digital HR systems make it possible to better control access to confidential infor-
mation and ensure compliance with legal regulations on data protection. This is especially 
important within the framework of strict regulatory requirements such as the General 
Data Protection Regulation (GDPR). 

8. Digital solutions can generate incentives for innovation and creativity among per-
sonnel, giving them convenient access to resources for self-development and joint col-
laboration on projects. 

9. Digital tools give the possibility to automate the processes of introducing changes 
in the organization, which simplifies coordination and communication between different 
departments and levels of management. 

10. Digital HR solutions can significantly reduce the costs of administrative process-
es such as document processing, storage and sharing information. Automating these 
processes reduces the need for human resource and reduces the possibility of errors. 

11. Digital platforms facilitate the creation of transparent HR systems where em-
ployees can easily access their career information, salary, benefits and other important 
aspects, resulting in increased confidence and employee satisfaction. 

12. Due to digital HR tools, organizations can more easily adjust to changes in in-
ternal and external factors, respond faster to challenges and provide flexibility in solving 
problems. 

13. Digital HR tools can help improve relationships with customers and partners by 
providing quick and efficient access to personnel information, making communication with 
the organization more transparent and effective. 

14. Digital HR systems can render assistance to organizations in order to ensure 
conformity with HR regulatory requirements, specifically in the area of personal data 
storage and protection, which is increasingly important in current data world. 

All these factors make digital HR not only a priority issue for organizations, but also 
an important change management tool, making it possible for organizations to efficiently 
adjust to new challenges and market conditions. In recent years, digital HR has become 
not only a necessity, but also a competitive advantage for organizations. Companies that 
successfully implement digital initiatives in the field of personnel management usually have 
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a greater ability to adjust to changes and compete effectively in the market, forming core 
management models [21].

Digital HR as a powerful lever of efficiency, competitiveness and 
optimization of human resource management

Digital HR refers to all digital methods, tools and services used for optimization and 
improvement of human resource management. Objectively, this is an actual digital shift 
driven by the company's HR function. Change management, which more and more com-
panies see as a necessary element, reflects the desire to adjust to current trends, new 
user behavior and new ways of working. The digital transformation of the HR function can 
happen on several levels: 

1) for recruitment: job sites, bulletin boards, mobile applications, video interviews, 
professional social networks, big data, artificial intelligence, ATS (recruiting software), 
HRIS (personnel management information system), etc. For several years, digital tech-
nologies have been a tool necessary to facilitate the search for talents and the entire 
hiring process, contributing to the formation of a digital person as a product of the 
information society [12]; 

2) for administrative management of human resources with process automation, 
employee training: e-learning, mixed learning, MOOC, videos, webinars, etc.;

3) for management: with powerful tools facilitating activity monitoring and improving 
the quality of employees' work;

4) for HR marketing and internal communications (social networks, newsletters, 
intranet, etc.). 

Digital technologies as HR function comply with the main challenges. This is an import-
ant step for the company that makes it possible to match the behavior and new habits of 
candidates and employees. It is also a powerful lever of the company's performance and 
competitiveness. Activating digital transformation within the HR function, firstly, enables 
to automate labor-intensive tasks such as payroll, job position management, absences, 
leaves, expense reports, schedules, etc. This allows HR teams to save time and con-
centrate themselves on the company's main activity and on objectives with high added 
value (talent management and employee loyalty, training, etc.). Dematerialization of the 
HR function is also important for simplifying and enhancing talent acquisition and thus 
reducing recruitment costs and limiting errors when choosing sources (use of big data, 
artificial intelligence, statistical tools, HR software, etc.). Tools like cloud computing also 
help protect and simplify HR data management. Digital tools will also improve the adapta-
tion and welcoming of new employees (for example, by offering them access to a digital 
platform designed to facilitate adaptation) against the background of social instability as 
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a global trend in the contemporary world [13]. Digital HR also makes it possible to offer 
employees a quality digital experience in their work environment. Digital tools facilitate 
internal communication, organization and interaction within teams, as well as the devel-
opment and monitoring of skills by means a digital and accessible learning offering. Digital 
transformation within the HR function will also strengthen the company's employer brand 
through a strong digital appearance on various communication channels (social networks, 
websites, etc.). According to estimates, 82 % of candidates get to know about the 
company online before applying. Digital technologies are also an excellent means of main-
taining and increasing employee loyalty within the company. It allows to offer new ways 
of arranging work (remote work, flexible office, etc.), help teams improve their skills, 
optimize tasks and move forward management. Consequently, the digital transformation 
of HR has become an essential element of change management within the company. Fur-
thermore, 82 % of HR decision makers believe that digitalizing of HR functions is a prior-
ity issue. Digital HR acts as a powerful lever for increasing performance, competitiveness 
and optimization of human resource management within the framework of the evolution 
of digital technologies of the industrial revolution from 4G to 5G against the background 
of the challenges of digital globalization [15]. It has an influence on various aspects of 
personnel management and provides a significant number of preferences. Digital tools 
allow automation of many routine HR tasks, such as timekeeping, processing employee 
inquiries, and responding to inquiries concerning benefits and licensing. Digital platforms 
enable the collection and analysis of personnel data, making it possible for the manage-
ment to make informed decisions concerning personnel development, HR planning, and 
strategic management. Digital tools can support employee involvement and satisfaction 
by providing convenient access to information, development opportunities and commu-
nication in a remote framework. Digital HR allows organizations to be more flexible and 
adjustable to changes in the economic and social environment with the help of rapid in-
troduction of new initiatives and strategies for information management in organizations 
as complex systems under the conditions of digitalization [16]. Digital platforms can sup-
port talent development by providing access to educational materials, training and other 
development opportunities in an employee-friendly form. All these factors contribute to 
increased performance, improved interaction between employees and management, and 
increased competitiveness of the organization in the labor market.

Development and improvement trends of digital HR against  
the background of personnel management

Digital transformation of human resource management is the application of basic 
elements such as digital professionals, digital tools, digital management and digital  
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scenarios for a comprehensive modernization of all aspects of human resource man-
agement, which is facilitated by the digital transformation of education on the basis of 
artificial intelligence [17]. Of these, it is necessary not only to transform the conven-
tional thinking and development management logic, but also to adjust the organization-
al structure, strengthen business transformation, form new work methods, business 
forms and management models, as well as build a digital ecosystem by means of the 
company's own developments, characteristics. So, and in no other way it is possible 
to ensure reliable support for the general operation and management activities of the 
enterprise. Digital professionals are a core element in the digital transformation of hu-
man resource management, they can skillfully use various digital technologies and tools, 
such as mastering digital application development, digital application programming, and 
command of data collection and big data. At the same time, these professionals can use 
digital skills or accurately interact with other company departments, external partners 
and customers with data-based platforms, along with effective solution of various issues 
related to human resource management activities, making advanced personnel solutions. 
Digital specialists occupy a dominant position in the digital transformation of human  
resource management.

Digital tools are an important foundation for the digital transformation of human 
resource management and the foundation of big data management of human resource. 
They can provide powerful support of data, technology, information and platforms for 
digitization and intelligent human resource management. Currently, the new generation of 
information and communication technologies, represented by the Internet, the Internet 
of Things, big data, cloud computing, and 5G, has an unprecedented influence upon the 
work and development of human resource management and contributes to the formation 
of a digital person [14]. The use of big data is one of the main issues facing the digital 
transformation of human resource management. The major feature of digital tools is 
the scientific improvement of work methods, business activities and work processes of 
human resource management. For example, using digital platform tools, such as remote 
office systems, to remove conventional time and space barriers for human resource 
management to improve work efficiency, improve the employee experience and overcome 
obstacles related to employees being unsynchronized with time and progress tasks to 
ensure the effective development of various management actions within the framework 
of the flexible management structures development against the background of the digital 
transformation of the 5G industry [25].

So that to advance the performance, effectiveness and improve digital HR of human 
resource management, some technology companies have also developed various opera-
tional digital tools for enterprises related to human resource management, such as Social 
Security Cloud, Red Sea Cloud and other additional tools that integrate digital thinking in 
human resource management, employment, education, evaluation and keeping, including 
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the comprehensive collection and analysis of corresponding data on human resources, 
generation of an employee database, creation of a data system for the evaluation of spe-
cialists. The model, processes and content of human resource management in the digital 
era undergo profound changes, with greater emphasis on the complete use of big data, 
artificial intelligence and other data processing technologies to obtain and analyze valu-
able data related to human resource management for achieving technological purposes. 
The major task of managers is to generate a new model of human resource management 
and implement the process, automation and intelligence of human resource manage-
ment to adjust to the actual needs of the digital era. The digital management of human 
resources primarily involves the generation of a digital network platform for building a 
highly programmed and automated model of human resource management, the formation 
of a complete model of human resource management within the enterprise and their 
integration into the overall strategy of the digital transformation of the enterprise [29]. 
Subsequently, accelerating the digital transformation of human resource management, 
strengthening the advanced management of human resource data applications we have 
the opportunity to generate a digital system that provides reliable assurance and support 
for enterprise development. Furthermore, to complete the digitization of human resource 
management activities such as recruitment, training, appraisal, compensation and career 
development, while at the same time extracting and collecting valuable digital information 
to "build a database". Finally, to create "digital twins of employees" within the enterprise, 
use digital technology to analyze the daily behavior and work performance of employees, 
accurately predict the work performance of employees, and provide the various talents 
necessary for the development of the enterprise. So, and in no other way it will be pos-
sible to carry out various types of employee activities. The enterprise is transformed, 
becomes more efficient and faster, and also creates new ways of control, coordination 
and cooperation [1].

The ultimate outcome of the digital transformation of human resource management 
is the creation of digital scene to more intuitively display activities related to human 
resource management, significantly increase the efficiency of cooperation between de-
partments and help enterprises in making scientifically-based decisions. Digital scenarios 
are based on human resource data (including internal and external data) and develop 
monitoring and analysis models to describe current problems and effectively forecast 
future problems and issues with which human resource management deal, facilitate accu-
rate selection of people and positions, and reduce labor costs, resource inconsistencies. 
Building a digital scene can create an ecosystem of digital human resources, help use 
intelligent data analysis to create multi-dimensional portraits of employees, and under-
stand their current behavior, attitudes, emotions and supply status of corporate em-
ployees to develop a company's work interface, an innovative communication model. It is 
necessary to form intelligent, humanized and individual human resource service products 
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for organizations and individuals. On this basis, team interaction in different units of the 
enterprise will also have digital characteristics. For example, changes in digital platforms, 
applications and service methods will improve the employee experience and provide signif-
icant business development assistance to reduce costs and improve efficiency. Currently, 
some companies have begun to use applications for integrated personnel management 
and self-service of employees to help implement intelligent and automated management 
of human resources, as well as in the selection of employees, management service meth-
ods, recruitment and dismissal, self-service, intelligent training, individual approach. So 
as to accelerate the process of digital transformation of human resource management, 
it is possible to take advantage of digital technologies and digital systems such as cloud 
computing, big data, artificial intelligence, mobility and 5G to the full extent to promote 
a comprehensive, three-dimensional and holistic approach. Changes in human resource 
management activities, including business ecosystem creation, corporate change facil-
itation, value and added value formation, etc., provide strong support for the digital 
transformation of the company's internal strategy, structure, functions, composition 
and processes, and continue to update its forms and application scenarios, which will 
help companies compete in the market and gain a competitive advantage in the artificial 
intelligence era [18] (Table 3.1).

Table 3.1 Trends for improving digital HR in the context of personnel management

Development trend Description

1 2

Technological tools

It is necessary to analyze the available technologies and plat-
forms for the implementation of digital HR. These can be HR 
information systems (HRIS), cloud solutions, social networks for 
business, software tools for data analysis and other innovative 
tools

Functionality scope
It is important to understand which specific functions can be 
automated and optimized with digital HR. This may include 
recruiting processes, employee evaluations, project management, 
training and development, analytics, etc.

Impact on business pro-
cesses

It is necessary to understand how the implementation of digital 
HR will affect various business processes in the organization. This 
may include efficiency improvement, cost reduction, improvement 
of service quality for employees and customers, competitiveness 
increase, etc.

Adaptation to business 
needs

The concept of digital HR shall be adapted to the unique needs 
and requirements of a specific organization. This may require 
integration with existing systems, development of own solutions 
or involvement of external service providers
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 Continuation of Table 3.1 

1 2

Change management
It is important to consider how the implementation of digital HR 
will affect organizational culture and change management pro-
cesses. This may require communication with employees, training 
and support for the implementation of new tools

Legal aspects and data 
security

Compliance with data protection and employee privacy laws shall 
be considered. This is especially important within the framework 
of the introduction of new technologies that collect and process 
personal data

Personnel and training 
requirements

With the introduction of new digital tools, new requirements for 
staff skills and competencies may arise. A training and develop-
ment plan should be considered to ensure that employees have 
the necessary skills to successfully use digital HR

Source: Developed by the authors

Hence, the improvement of digital HR (human resource management) against the 
background of personnel management includes a number of trends that are intended to 
ensure more effective and productive management of human capital, which covers:

1. Application of digital tools and software solutions for automation of routine tasks in 
the area of personnel management, such as time-keeping, report preparation, personnel 
administration, etc. 

2. Using data analytics to collect, analyze and apply information on employees, which 
allows for more informed decisions in the area of personnel management. 

3. Implementation of specialized software products for effective management of em-
ployee information including salary data, vacations, personal data, etc. 

4. Use of digital platforms for recruitment including job postings, candidate selection, 
testing and interviews. 

5. Development of interactive online courses and platforms for personnel training and 
development, which makes it possible for employees to acquire new skills and knowledge 
at any time convenient for them. 

6. Using digital means of communication and collaboration to keep in touch with em-
ployees and stimulate their engagement in work. 

7. Using technology to provide an individual approach to each employee considering 
their needs, skills and career purposes. 

These trends help to increase the performance and efficiency of personnel man-
agement providing greater flexibility, accuracy and an individual approach to interaction  
with employees.

The purpose of the digital transformation of human resources management is to 
use digital technologies to solve existing problems in human resources management  
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activities, to redefine and design business scenarios and processes of human resource 
management, as well as to improve the relationship between internal systems and the 
external environment based on functional interoperability, which provides support of con-
tinuous transformation, innovation and advancement of enterprises. It is necessary to 
understand that the digital transformation of human resource management is not carried 
out randomly, but shall comply with a certain core logic, otherwise it will not just achieve 
actual results, but will also lead to increased costs and risks, which makes it difficult to 
develop digital transformation or to satisfy expectations [26].

In the digital era, promoting digital transformation of human resource management is an 
important task of enterprise development. Nevertheless, limited by previous conceptions, 
this activity shall be performed for the internal functions and services of the enterprise, in 
other words, it shall be based on the construction of a digital human resource management 
system, through the analysis and correlation of big data, which allows to penetrate into the 
"selection" of employees. The entire hiring, training, retention, screening and compensation 
process will drive the viability of the entire human resource life cycle and further strength-
en employees' sense of identity, belonging and responsibility. It is important to note that, 
moreover, human resource management activities should also be oriented towards the 
development of satisfying the needs of external users, that is, creating value by providing 
support for relevant external activities. The change in the way of thinking also advance high-
er demands as to human resource management, or rather, it emphasizes that the human 
resource management department is no longer a cost center, but can be a business center, 
contributing to the development of corporate governance, entrepreneurial activity and cre-
ate value. With this objective in view, the digital transformation of human resource manage-
ment shall transform from internal services to market competition so as to rapidly increase 
the market competitiveness of enterprises. As a consequence, the study of digital HR as a 
core element of personnel management in organizations within the framework of challenges 
and changes has theoretical significance as well as practical one. Studying the topic make it 
possible to expand knowledge about the impact of digital technologies on personnel manage-
ment and organizational processes; contributes to the development of theoretical concepts 
of personnel management and organizational development; understanding the principles 
of digital HR helps improve HR management practices to achieve better performance.

The practical significance of this study is that the use of digital technologies in HR 
provides a means for the automation and optimization of many processes, such as re-
cruitment, training and development, evaluation and reporting. Organizations that effec-
tively use digital solutions in HR can adjust more quickly to changes in market conditions 
and remain competitive. The use of innovative technologies in HR can improve employee 
satisfaction and engagement, which in turn helps keep talented staff. This means that the 
understanding and implementation of digital HR is important for both academic research 
and practical application in human resources management of organizations.
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