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DIGITALIZATION OF THE HR-MANAGEMENT SYSTEM OF THE ENTERPRISE
IN THE CONTEXT OF GLOBALIZATION CHANGES

Abstract. The article is about investigating and formulating methods of digitalization of the
HR-management system of the enterprise in the context of globalization changes by means of HR-
technologies and HR-functions transformation analysis.

The object of the research is the modification of the HR-technologies, factors influencing
the development of the HR-function in times of digitalization.

Research methods are a set of theoretical and methodological, economic and applied issues
of definition, development and implementation of the process of digitalization of the
HR-management system of the enterprise in the context of globalization changes. It was analysed
scientific articles connected with digitalization processes, digital products and HR-solutions,
directions of changes in HR-management digitalization process, influence ofglobalization changes
at the HR-management system of the enterprise.

The article provides an understanding of the role of digital technologies in HRM,
opportunities provided by digital transformation of HR-management system. It is proved that in
today’s conditions, the HR-function of the enterprise should be implemented through flexibility,
integration into the business and be able to attract, retain and develop talent. It is analysed how
globalization changes and actualization of existing HR-technologies influence human capital
market. Among the total investment in digitalization of HR-processes, about half (49%) is aimed at
implementing software solutions for human capital management, a third (32%) covers the
implementation of cloud services, and in the near future plans to increase investment in forecasting,
improved solutions process automation, artificial intelligence.

It is investigated the evolution of HR-functions under the influence of digitalization and
found out the relevance and directions of digital technologies implementation in HR processes. The
article reveals the main directions of HR-management digitalization changes: digital workforce,
digital workplace, digital HR. The key opportunities that digitalization brings to HR-management
have been substantiated. To get the most out of advanced technologies, HR-competencies must be
clearly defined, correlated with business requirements, differentiated by functions, roles and levels,
updated at the right time, applied to perform any HR-management functions. It is analysed
opportunities provided by digital transformation of HR-management system. Digital economy,
human capital and information technology play a crucial role in ensuring sustainable economic
development.

The main results of the research can be applied in the practical activity of enterprises in
order to implement HR-management system digitization path. Further research needs to be taken in
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the field of the HR-technologies development due to fast-moving digital decisions and in
accordance with specifics of the domestic countries’ globalization and digitalization influence.
Keywords: digitalization, HR-management system, globalization, globalization changes,
sustainability, HR-technologies, human capital, digital HR, HR-functions, artificial intelligence.
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HUPPOBI3ALISI CUCTEMU HR-MEHE/UKMEHTY HIAINPUEMCTBA
B KOHTEKCTI I'TOBAJIIBAIIAHUX 3MIH

AHoTauis. [IpucBsueHo nocnipKeHHIO 1 (OpMYJIIOBaHHIO METOJIB LM(ppoBi3alii cucteMu
HR-MeHemKMeHTy MiANMpueEMCTBa B KOHTEKCTI TioOamizamifHuX 3MiH 3a JOMOMOTOIO0 aHaji3y
tpancpopmanii HR-rexnonoriit ta HR-pynkmii.

O6’extom mociimkeHHss € Moxudikariss HR-texHomoriid, ¢akropw, 1m0 BINIMBAIOTh HA
po3Butok HR-dyHK1ii B yacu mudporizaiii.

MeTogamMu IOCHIKEHHS BUCTYAIOTh TEOPETUYHI Ta METOJIOJIOTIUHI, EKOHOMIYHI ITiIX01
IIOA0 NHUTaHb BU3HAYEHHS, PO3BUTKY Ta BIPOBAHKEHHS Tpoluecy nupoBizalii CUCTEMHU
HR-MeHemxMeHTy miAnpueMcTBa y KOHTEKCTI riobOanizauiiHux 3MiH. [IpoaHanizoBaHO HayKoOBI
CTaTTi, OB ’sA3aHl 3 MpolecaMu HUPpoBizalli, HUPPOBUMHU MPOITYKTAaMH 1 KaJPOBUMHU PIILIEHHSIMH,
HampsMaMu 3MiH y Tporieci 1udposizamii ymnpaBiliHHS MEPCOHAIOM, BILUIUBOM TIiio0aizaliifHuX
3MiH y cucteMi HR-MeHexkMeHTy mianpueMcTBa.

Crartss Hajzae po3yMiHHS poii LudpoBux TexHodorid y cdepi HR-meHemxmenrty,
MOXJIMBOCTEH, M0 3abe3mnedyroThes IMdpoBoro TpaHchopmaniero cucremu HR-meHemxMeHTy
nianpuemMcTsa. J[oBeieHo, 1110 B Cy4acHUX yMOBax (DYyHKIisI yIIpaBIIiHHS NEPCOHAIOM IMIATPHEMCTBA
MOBHHHA PEai30ByBaTUCh Ha 3acajiaX THYYKOCTI, IHTerpauii B 613HeC 1 MaTH MOXJIMBICTh 3a1ydaTH,
yTpUMyBaTH Ta pO3BMBaTH TajaHTH. [IpoaHayizoBaHo, sSK TI0OamizaliidiHi 3MIHHM Ta aKTyali3ailis
HasBHUX HR-TexHomoriii BIuBarOTh Ha PUHOK JOACHKOro Kamitamy. Cepes 3aralbHUX 1HBECTHUIIIN
y nudposizamito HR-mporeciB npubmuzno monoBuHa (49 %) chpsiMoBaHa Ha BIPOBAKEHHS
NpOTpaMHUX pillleHb IS YIPABIiHHA JIIOACBKAM  KamitanmoMm, TpetuHa (32 %) TOKpuBae
BIPOBA/KEHHS XMAapHHUX CEpBICIB, a HaMOJMKYUM YacOM IUIAHY€TbCS 3OUIBLIEHHS 1HBECTULIN
y MIPOrHO3YBAHHS, YI0CKOHAJIEHHS pillleHb aBTOMATU3aIi1 TPOLECIB, IITYYHUH 1HTEIEKT.

Hocnimxkeno esomrorito HR-pyHKIin mig BmimBoM gipKkuTamizamii Ta 3’sSCOBaHO
aKTyaJbHICTh 1 HaAOpsMH BIOPOBADKEHHS IU(POBUX TEXHOJIOTIM Yy KaJpoBi TMPOIECH.
Po3kpHBalOTBCS OCHOBHI HampsiMH 3MiH MIOAO0 c(hepu YHpPaBIiHHSA IEPCOHAJIOM YHACHTIIOK
mudposizamii: 1mudppoa poboua cuma, nudpoBe pobdode wice, nUGPOBHIA TEPCOHAI.
OOrpyHTOBAaHO KIIFOUOBI MOKIIMBOCTI, AKi mudpoBizamis Hagae chepi ympaBiIiHHS MEPCOHAIOM.
[Ilo6 oTpumaTH MakCHUMalbHY BiAgady BiJ MepeAoBUX TexHojorid, HR-xkomnerenuii matoTe OyTH
YiTKO BHU3HA4YCHI, CITBBIJHECEHI 3 BUMOTraMH Oi3Hecy, AudepeHIliioBaHi 3a (QYHKIISMHU, POIIMU
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1 pIBHSIMH, OHOBJIEHI B TMOTPIOHWN dYac 1 3aCTOCOBAaHI I BUKOHAHHS OyIb-AKHX (QyHKIIH
ynpaBiiHHA mnepcoHanoM. IIpoanamizoBano MoxiauBocTi uHppoBoi TpaHchopMalii cuUCTEMH
HR-menemxmenty minmpuemctsa. L{udpoBa exkoHoMika, JIOACHKHI KamiTan Ta iHGopMamiiiHi
TEXHOJIOT11 BiAIrpaloTh BUPILIAIBHY POJIb y 3a0€3MeUeHH] CTaI0ro eKOHOMIYHOT'O PO3BUTKY.

OcCHOBHI pe3yJIbTaTH JOCTIIKEHHS MOXYTh OyTH 3aCTOCOBaHI y NpaKTUYHIN AISUIBHOCTI
nianpueMcTB 3 Meroro nudposizamii cuctemun HR-menemxmenty miampuemctBa. HeoOXigHicTh
MOJANBIINX JIOCTIKeHh Yy cdepi po3Burky HR-TexHOMOTIH 3ymMOBIIEHa MIBUIKOILNTMHHUMH
U(GPOBUMH PIIIEHHSIMHU 1 BIIMOBIIHUMH OCOOJUBOCTAMH II00ATI3alfHUX MPOLECIB Ta IXHHOTO
BILUIMBY Ha OKpeMI KpaiHu.

Knwuoei cnosa: uudposizaiis, cucTeMa YIPaBIiHHSA IEPCOHAIOM MiANPUEMCTBA,
rioOaizaiis, TIooanizaiiti 3MiHH, cTamcTb, HR-Texnomorii, moacekuit kamitan, mudposuit HR,
HR-¢yHKIii, IITy4YHUI 1HTENEKT.

®opmyi: 0; puc.: 4; Tabn.: 1; 616m.: 20.

Introduction. Globalization, changings in consumer behaviour, transition to a digital
economy, staff mobility, digitalization — all that is a modern trend that force companies to seek
new models of business management. The concepts: «digital economy», «knowledge economy»,
«information society» form a new economic system that replaces the industrial paradigm.
Significant acceleration of the advanced technologies development processes contributes to a
significant increase in their penetration into all spheres of economic and social life, in particular in
the processes of organizations managing and doing business. At the same time, digital
transformations change the ways of carrying out management activities, transform change
management processes, lead to the emergence of digital thinking and revolutionize the experience
of employees, requiring the actualization of existing HR-technologies. Modern companies realize
that their most powerful asset and competitive advantage is people. Human capital market under the
influence of robotics and automation acquires the characteristics of volatility, which at the same
time poses a threat in the form of difficulties in attracting human capital of the required quantity and
quality, and on the other hand provides opportunities for a fuller realization of potential and talents
of an available human recourses, which slows down or loses the necessary relevance without using
of advanced HR-technologies. That is why the topic of digitalization of HRM system is so relevant.

Literature review. There are lots of scientific works related to the HR-management system,
less of them connected withthe globalization and digitalization changes and its influence at the HR-
management system of the enterprise. Different scientists give different results, so let’s look deeper
and stop at the most relevant for this research.

The usage of digital technologies in HR-management changes almost all aspects of the
personnel management system: personnel requirements, the system of recruitment and selection of
personnel, motivation, organization of labor relations, methods of personnel management [1—3].
However, Pimenova E. M. [4] analysed that the key indicator of a high level of digitalization is the
adoption of management decisions based on objective business analysis data, as well as the use of
technological tools to improve the stability of enterprise functioning. In that case, analysis of
financial and economic activities makes it possible to design necessary strategic and tactical plan
for the enterprise development, revealing its reserves of production efficiency increasing [5—7].

Some scientists think that the most important changes in HR management system connected
with talents, whether digitalisation transforms the role of HR professionals in identifying talent
[8—10].

Some researchers emphasize the growing role of Artificial Intelligence (AI) in Human
Resources (HR) to design enhanced digital employee experience [11; 12].

It’s interesting approachof H. Zhao [13] about studying the modern possibilities and
effectiveness of the application of virtual and augmented reality technologies in the field of
managing human recourses (HRs) and basic operational corporate business processes.

So, authors studied a number of scientific works with valuable outputs, but only couple of
them provided a brief and consistent view of digitalization of the HR-management system of the
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enterprise in the context of globalization changes by means of HR-technologies and HR-functions
transformation analysis. However, the impact of digital technologies on human resource
management is intensifying, which requires deeper analysis of the HR-processes transformation
process at the enterprise.

The purpose of the article is to investigate and formulate methods of digitalization of the
HR-management system of the enterprise in the context of globalization changes by means of
HR-technologies transformation analysis.

Methodology (material and methods). The object of the research is the modification of the
of HR-technologies, factors influencing the development of the HR-function in times of
digitalization. Research methods are a set of theoretical and methodological, economic and applied
issues of definition, development and implementation of the process of digitalization of the
HR-management system of the enterprise in the context of globalization changes. It was analysed
scientific articles connected with digitalization processes, digital products and HR-solutions,
directions of changes in HR-management digitalization process, influence of globalization changes
at the HR-management system of the enterprise

System analysis has been used in the understanding of the subject of this research, i.e., what
is digitalization of the HR-management system, how globalization changes influenced
HR-management system, what changes in HR-system are better for implementation. Based on this
analysis, HR-management system digitization path has been created in accordance with peculiarities
of HR-technologies implementation. Using synthesis, a number of conclusions were made to create
a clear concept of the cause-and-effect relationships between the globalization changes and the way
of actualization of existing HR-technologies.

Using the analysis, a logical sequence of factors and their interrelationships was established
within the entire HR-process under different circumstances. Identified elements indicate the
directions of changes that need to be implemented in the HR-management system for its stable
functioning under different conditions of nowadays business conduction.

Carrying out functional analysis helps to find out opportunities provided by digital
transformation of HR-management system and to formulate how these changes influence the
activity of the whole enterprise.

Results and discussions. Transition to a digital economy significantly transforms all the
traditional functions of company management, and especially the field of HR-management (human
resource management, HRM). It should be noted that today the term «human resource
management» is ahead of the popularity of the term «personnel management». The introduction of
the term «human resource management» is due to the focus on the fullest and most rational use of
human resources in a constantly changing environment. In general, the HRM digitalization has gone
through certain evolutionary stages — from personnel management (personnel accounting —
payroll — assistance in working with staff) with a predominant accounting function to a human
capital management (digital processes — HR-analytics — integration of HR-processes —
management self-service) with an emphasis on creating competitive advantage. This is due to the
awareness of the economic feasibility of investing in a human, focusing on the development of his
abilities and skills.

In general, human resource management plays an important role in the digital transformation
of business, ensuring unity of actions and involvement of staff in implementing changes, preventing
resistance, improving corporate culture and high-quality human capital. At the same time, changing
and developing due to the same digitalization, based on the introduction of the latest
HR-technologies, optimization of HR-processes.

HR management digitalization involves changes that occur in three directions (Fig. I).
In general, the digital space is an extremely effective system of socio-economic relations, and
digital technologies directly affect its key element — added value. Penetrating many areas of
economic activity, digital transformation projects should stimulate investment, transform traditional
industries into efficient, high-tech competitive industries, as well as create a number of new
opportunities for the realization of human potential.
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Directions of changes in HR-management digitalization process

/\\.

digital workforce digital workplace digital HR
| I I

attracting employees creation of a working environment transformation
with an innovative type that provides high productivity, of personnel
of thinking, eliminating the ability to collect information management functions

the digital skills gap, ensuring on tasks, uses modern means based on the latest

continuous improvement of communication and maintains computer technologies,

of knowledge, skills, feedback from employees use of digital tools,

abilities with the help software products
of modern technologies

Fig. 1. Changes due to the digitalization of the HR-management system of the enterprise
Note: created on the base of [14].

Unequivocally, in the near future the development of the HR-function will be significantly
influenced by artificial intelligence and digitalization of the economy. Digital transformations are
associated with changes in management, which are based on technologies of the Internet of Things,
artificial intelligence, blockchain, machine learning, Industry 4.0, Big Data in all spheres of public
life [15; 16].

Digital HR involves the use of social networks and digital platforms, large data analytics, cloud
services, artificial intelligence capabilities, augmented reality, special mobile applications, which while
providing significant benefits in the implementation of HR-activities leads to enhanced cross-
functionality of the specialist, increases competence and professional requirements. At the same time,
the most relevant use of digital HR is for companies in growth and expansion, large and international
companies, with high importance of investment attractiveness and a significant number of vacancies, or
those that pay special attention to quality selection and adaptation of employees.

According to the International Center for Excellence in Human Resource Management and
Change in the UK, only 39% of executives in the world today believe that their companies are
successful in the digital society, 37% feel confident in their ability to reorganize their human resources
and adapt to a new realities, the use of analytics and artificial intelligence, and 27% acknowledge the
difficulties in the transition to the digital environment because they do not see HR as a value-creating
factor, ignore analytics and are generally afraid of using artificial intelligence and do not even develop
digitization plans. Among the total investment in digitalization of HR-processes, about half (49%) is
aimed at implementing software solutions for human capital management, a third (32%) covers the
implementation of cloud services, and in the near future plans to increase investment in forecasting,
improved solutions process automation, artificial intelligence (Fig. 2).

T0%

G0%0
60% = —
0% E 47%
40% =— =
30% =— —
0% — —
10% =— =
ﬂqa [ = = 1 f— ::
forecast improved solutions Artificial
analytics in the field of process  Intelligence

automation

Fig. 2. Digital products and HR-solutions in which it is planned to increase investments
Note: created on the base of [17; 18].
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Digital conversions are a challenge. Countries that have reached the highest level of digital
maturity have had to deal with complex cultural, organizational, and technical challenges, and only
taking all these factors into account has made these transformations successful. In order to become
today’s digital leaders in specific areas of the economy, it is necessary to identify priority digital
projects that are implemented by specific organizational teams.

In the context of modern development of the HRM-function, it is advisable to pay attention
to the most common probable trends that will be inherent in changes in HR-management (Fig. 3).

Agile in HR
Development of individual career

HR marketing
Gamification

Artificial Intelligence
Hygnomics
Storytelling

HR branding
HR Analytics
Talent management

E-learning

HR-Digital

paths

Note: created on the base of conducted business leaders’ surveys.

60%

Fig. 3. Factors influencing the development of the HR-function in times of digitalization

So technological revolution translates HR-technologies into digital formats, automates most
HR-functions at the enterprise. Let us dwell in more details on the possibilities provided by the
digital transformation of HR (7able).

Table

Opportunities provided by digital transformation of HR-management system

Ne | Digital changes Functionality Practical use
1 | Automation Helps to perform both: Uber,
of HR-processes - simple management functions (time management, determine meeting Uklon,
based on the use place, track movements and report delays, deliver multimedia messages, | Arbnb,
of integrated including training, control stress levels and regulate the course KFC
mobile of the working day, optimize action plans);
applications - specific HR-functions (online recruiting, automation of HR-services,
tracking and evaluation of quality, online training, development
and career advancement, compensation, performance management using
gamification, measuring and increasing engagement, providing feedback)
2 | Digital integration | - facilitate the recruitment process (streaming requests from many Talentsoft,
of HR with cloud sources, automatic processing of information for decision-making Android,
services and quick feedback tools); Twitter

- improve the quality of working life (by facilitating communications
such as «subordinate-manager»; automation of evaluation and rating,
achieving greater fairness and confidence in the results);

- expand the availability of innovations (preservation and dissemination
of creative ideas);

- reduce workload (automation of routine work, reduce time
and resources for the design and storage of supporting documents);

- increase the security of HR-information (risk reduction of unauthorized
access to information and its loss)
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Table (continued)

Ne | Digital changes Functionality Practical use
3 | Forecasting - visualization and analysis of large amounts of data in the global Amazon,
people-analytics dimension and scale; Wallmart,
- combines methods of forecast scenarios of development and intellectual | Tesco
analysis;

- is an effective tool for decision making and forecasting in order to avoid
the subjectivity of human thinking

4 | Virtual Reality - helps new candidates to instantly get an idea of the organization hotel chain
(VR) and performance of work within the company due to internal space Hilton,
virtualization, understand whether they share visions, values offices
and corporate culture; of Deutche
- facilitate on boarding and adaptation processes, while providing Bank
recruiters with information about their behaviour, personal and company
characteristics and features; Vantage Point

- expands opportunities for attracting talents, training and development
processes, reduces the gender gap in employment process

5 | Artificial Integrated software products, sophisticated algorithms for responding ability

Intelligence to actions and words of users allow to create an «image of a person» to perform
capable of interacting effectively with job candidates, new employees intellectual
undergoing adaptive training, specialists in benefits and compensations operations
for salaries and bonuses, HR-managers and line managers when creating | by analogy

analytical reports with
the human

brain

Note: created on the base of [19; 20].

The use of artificial intelligence in HR-management imposes new obligations on companies,
which transforms the nature of performing specific functions of human management. To get the
most out of advanced technologies, HR-competencies must be clearly defined, correlated with
business requirements, differentiated by functions, roles and levels, updated at the right time,
applied to perform any HR management functions.

In other words, it is a tectonic shift in the functioning of human resources and it is advisable
to identify changes in the labour market that affect the development of digital HR. First, against the
background of expanding the possibilities of production automation and the use of artificial
intelligence, there are concerns about the possible reduction of jobs in both production and control.
Unemployment threatens both low-skilled workers, whose work can be automated, and relatively
skilled employees who are engaged in information processing. At the same time, secondly, the
development of the digital economy creates new jobs and professions for highly qualified
employees, there are emerging new production tasks related to the automation of production and
economic life, which creates a compensatory effect in the field of employment.

That is, in a digital economy, human capital and information technology play a crucial role
in ensuring sustainable economic development. In this regard, the training of highly qualified
specialists taking into account the needs of the market and current trends in digital technologies, the
effective implementation of which is accompanied by accelerating economic growth, increasing the
number of jobs, improving the quality of services, is of particular importance. To maximize the
potential of digital technologies, we need new professionals with modern knowledge, digital skills,
capable of self-learning, solving complex problems in a constantly changing environment. Due to
the rapid introduction of digital technologies and the introduction of smart working, the formation
of digital skills of enterprise personnel is of particular importance. With this in mind, the
digitalization of HR-requires the mastery of non-specific, cross-functional competencies based on
the technical characteristics of the software and the features of its management.

In particular, in the digital economy, jobs are no longer tied to physical places. Some of
them become «digital», virtual, mobile, ie those that do not require a permanent presence of the
employee in the workplace. The concept of «digital workplaces» is spreading extremely fast in the
business environment and is positively perceived by the vast majority of employees who like
flexible ways of working, the opportunity to work at home, on vacation, ie from anywhere.
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Transformation of HR-technologies also leads to updating and expanding the competencies
of HR-specialist, digital competence, a certain cross-functionality, as it will require more complete
mastery of the technical characteristics of the product used, while part of the functionality will be
gradually automated.

At the same time, at present, most of the implementation of advanced HR-technologies in
Ukrainian companies is carried out point by point and not always consistently. There are significant
differences in the perception of the need for change among senior and line management, which
requires in-depth analysis and evaluation of existing experience, placing emphasis in the
implementation of a new type of HR-management. Digital technologies may be more common, but
they are far from being fully used by HR-managers. Many HR-departments still do not have a
digital format. Anyway, note that the use of new technologies does not make HR-digital. Digital HR
must also reconcile culture, talent, structure and processes to balance efficiency and innovation, as
well as provide a visible impact on an organization that is constantly transforming. The digital
HR-path of any company should include four stages (Fig. 4).

ISt |y cOmpanies invest and build technology platforms that effectively manage
stage HRM-processes through existing suppliers of HR-technologies
2nd | technology is used to improve practice in working with people (staffing, training)
stage 1 and performance management
3d | an exchange of information on the impact on business. Data is available, internal data
stage is combined with external data, and people analytics is used to create business-related
analytics
4th digital HR is used to create a connection between human resources: social networks
stage ¥ are involved, experience is created between people, and technology provides
a stronger sense of belonging to the company

Fig. 4. HR-management system digitization path
Note: created on the base of [5; 11].

The generally accepted point of view is that nothing happens without the initiative and
support of the owner. It is true: you can «bombard» shareholders and top management as much as
you like with proposals for optimizing the HR-function or any other. But if they have not matured
the need to act and change, there will be no benefit from these efforts. Perhaps that is why today
there is a contradiction between the complexity of the tasks set for HR and the resources that the
business is ready to allocate for the digitalization of HR-functions, without which these tasks cannot
be solved. This does not mean that business have to wait until digitalization really affects the entire
business, including the HR-function. Today, more companies start digitalization projects, and they
often look like a chain of local projects, a series of initiatives that then add up to a business
transformation program for the entire company.

Conclusions and recommendations. Every year the growth of the world market for
HR-technologies is gaining momentum. The American company Grand View Research predicts that
by 2025 it will reach $ 30 billion. The main catalyst for growth was the development of
Performance and Talent Management solutions. More than 20 million job seekers are expected to
watch automated tips on how to rank higher in job matching algorithms in the near future. Another
trend that is observed in the global HR-Tech market is the growth in the number of SaaS solutions.
Research shows that there is a significant gap between those companies that are actively
implementing changes, confidently use new resources and technologies to improve HR-processes
and those that occupy a waiting position. Passive surveillance leads to significant losses of
competitiveness, as companies not only have the opportunity to invest in their own capital, but also
in the near future risk losing access to a workforce with unique qualities and characteristics, which
today determines the success of companies in the markets.
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