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DIGITAL TRANSFORMATIONS

The article is devoted to studying the impact of digital transformations on human resource management systems in modern organizations. The
growing role of digital technologies in the HR field is driving fundamental changes in recruitment, training, performance evaluation, employee
motivation, and career development processes. The relevance of the research is determined by the need for organizations to adapt to new conditions
and seek modern approaches to human resource management to improve their efficiency and competitiveness. The paper analyzes key issues faced by
human resource management systems, including insufficient automation, low employee engagement, communication barriers, and a lack of
professional development programs.
The main areas of HR process digitalization are identified, including the implementation of analytics platforms (People Analytics), learning
management systems (LMS), recruitment platforms (LinkedIn, Workday), and other tools that allow automation and optimization of HR functions.
Special attention is given to the prospects and trends of digitalization in Ukraine, where many organizations show high adaptability to the adoption of
innovative technologies. The authors also present recommendations for implementing digital HR management systems. In particular, for effective
digital transformation, it is necessary to assess the organization's readiness for change, choose appropriate technologies integrated with existing
systems, and provide training to staff to improve digital literacy and reduce resistance to change. These measures significantly improve the efficiency
of human resource management systems, reduce costs, improve communication between employees, and ensure continuous employee development.
The article also points out that the implementation of digital technologies is associated with certain challenges, such as high integration costs, data
privacy risks, and the need to restructure organizational culture. Despite these challenges, the benefits of HR digitalization far outweigh the potential
drawbacks, creating opportunities for strategic business development. The results emphasize the importance of a comprehensive approach to the
digital transformation of human resource management systems, which enables organizations to remain competitive in a dynamic business
environment.
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H.M. IIMATbKO, M.B.KAPMIHCBKA-BEJIOBPOBA, B. KOCTIH, A.0.5€EJIOBPOBA
PO3BUTOK CUCTEMH YIIPABJIIHHS IEPCOHAJIOM 3A YMOB IU®POBHUX
TPAHC®OPMALIN

CTaTTs TIpUCBSYEHA JOCIIPKEHHIO BIUIMBY IM(POBUX TpaHC(OpMaliil Ha cHCTEMy yNpaBIiHHS MEPCOHATOM y CydacHHMX OpraHi3alisx. 3pocTaHH:
poni mudpoBux TexHousoriit y cdepi HR cnpuunnse mOKOpiHHI 3MiHM B OpoOLECaXx PEKPyTHHTY, HABYAHHS, OLIHKH e(hEeKTHBHOCTI, MOTHBALil
MEPCOHATY Ta Kap’€pPHOTO 3POCTAaHHSA. AKTYaJbHICTb JOCHIPKEHHS OOYMOBJICHa HEOOXINHICTIO afanTallii opraHizaimii 0 HOBHX YMOB i IOIIyKY
CYJacHUX MiJXOJiB JIO YNPAaBIiHHA JIOACBKAMH peCypcaMy I IiJBUIIEHHS 1XHBOI e(EeKTHBHOCTI Ta KOHKYPEHTOCIPOMOXHOCTI. Y po6oTi
AHAJI3YIOThCS KIIOYOBI MPOOJIEMH, IO CTOATH MEPE] CUCTEMaMH YIPABIiHHS IEPCOHANIOM, 30KpeMa HEIOCTATHsS aBTOMATH3allisi, HU3bKUH PiBeHb
3aJIy4eHOCTI cIiBpOOITHUKIB, KOMYHiKalliiiHi Oap’epu Ta aedinut nporpam npodeciiiHoro po3BUTKY.
Busnaueno ocHoBHI Hanpsimu 1udposizanii HR-mpomnecis, ki BKIIOUaOTh BpoBapKeHHs aHamTHIHNX maTdopm (People Analytics), cucrem mms
ynpasninas HaBuanasM (LMS), mmatdopm mias pexpyrtunry (LinkedIn, Workday) Ta iHmmMX iHCTPYMEHTIB, IO JO3BOJSIOTH aBTOMATHU3YBATH 1
ontumizyBatn HR-¢dynkuii. OcobnuBa yBara mpuzijieHa nepcrekTHBaM i TpeHaaM Ludpogizaiii B Ykpaiui, 1e 6arato opraHizamii 1eMOHCTPYIOTb
BHUCOKY aJIaNiTUBHICTB JI0 BIPOBAKEHHs IHHOBAI[IHHMX TEXHOJOTiH. ABTOPH TaKOX BHCBITIIOIOTh PEKOMEHJIAIIIT 010 BMPOBAKEHHS IH(POBHUX
CHCTEM YIPAaBIIiHHS IepcoHanoM. 30kpeMa, s edekTuBHOI udpoBoi TpaHchopMallii HeOOXiTHO 3IMCHIOBATH OLIHKY FOTOBHOCTI OpraHizauii 10
3MiH, BUOMPATH BIiJIOBIJIHI TEXHOJIOTI], IHTErPOBaHi 3 ICHYIOUMMH CHUCTEMaMH, 1 MPOBOJUTH HAaBYAHHS MEPCOHANY IUIS IiJBHIIEHHS LU(POBOI
TPaMOTHOCTI Ta 3MEHIIEeHHs oropy 3MiHaM. Lli 3axoau 103BONAIOTE 3HAYHO MiABHIMUTH €(EKTUBHICTH CUCTEM YIPAaBIiHHS MEPCOHAIIOM, 3HU3HTH
BUTpATH, NOJIMIIUTH KOMYHIKAIII0 MK CITIBPOOITHUKaMH Ta 3a0€3MeYUTH Oe3nepepBHUI PO3BUTOK MEPCOHAIY.
VY crTaTTi TakoXK 3a3HAYEHO, IO BIPOBA/PKEHHS HU(GPOBUX TEXHOJOTIH MOB’s3aHe 3 MEBHUMU BUKIIMKAMHU, TAKUMH SIK BHCOKa BapTiCTh iHTerparii,
PH3UKHN TOpYIIEHHS KOH(IJEHI[IHHOCTI JaHWX Ta HeoOXiAHICTh TepedynoBH opraHisamiitHoi KynsTypu. Ilonpm me, mepesarm mudposizanii HR
3HAYHO TEPEBUIYIOTh MOXJIMBI HEIOJIKH, CTBOPIOIOYH MEPCIIEKTUBHU JUIS CTPATETiYHOrO PO3BUTKY Oi3Hecy. OTpHMaHi pe3yibTaTh ITiJKpECTIOITh
BXJIMBICTh KOMIUIEKCHOTO MiAXoay 10 nudpoBoi TpaHcdopmalii CHCTEMH YIpaBIiHHS MEPCOHAIOM, SKa J03BOJIIE OPraHi3allisiM 3aJUIIATUCS
KOHKYPEHTOCIIPOMOKHIMH Y TUHAMIYHOMY Oi3Hec-CepemoBHIII.

KuouoBi ciaoBa: nudposizauis HR; ynpaBniHHA mnepcoHanoMm; aHadiTHYHI MIatQOpMHU; PEKPYTHMHI; HABYaHHS IepcoHaty; udposa
TpaHcdopmaris

Introduction. Digital transformations significantly
affect human resource management systems, changing the
processes of recruiting, training, career growth,
performance  appraisal, and  employee-company
relationships. The digitalization of labor relations requires
new approaches to implementing traditional human
resource management mechanisms.

Analysis of the state of the issue. The development
of a personnel management system in the context of
digital transformations is an important topic in the context
of modern changes in the global business environment.
Every year, technologies play an increasingly significant
role in all aspects of personnel management, and digital
transformations are becoming a necessity for
organizations seeking to remain competitive in the labor

transformation in HR is the implementation of automated
recruitment systems and talent management platforms,
which significantly reduce the time spent searching and
selecting candidates. These tools use Big Data and
artificial intelligence algorithms to automatically analyze
resumes and predict candidate success based on previous
performance. This significantly increases the accuracy
and efficiency of the selection process, and also reduces
the cost of administrative procedures.

In addition, digital technologies help create
individualized employee development programs that take
into account their personal needs and abilities.
Performance monitoring systems allow for early detection
of potential performance issues and real-time adjustment
of development strategies. With the help of such

market. One of the main components of digital technologies, HR professionals can more accurately plan
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employee career trajectories, offering them learning and
development opportunities in accordance with the needs
of the organization.

At the same time, the digitalization of HR processes
requires organizations not only technological readiness,
but also changes in corporate culture. In particular,
employees need to be ready to use new technologies, as
well as adapt internal policies and procedures to integrate
digital tools into their usual work.

For the effective implementation of digital HR
technologies, it is necessary to ensure the integration of
new systems with existing HR processes. This allows you
to create a single ecosystem for the effective use of data
and ensure convenience for employees and managers.

Digital transformation in HR is a complex and
multifaceted process that requires both technological and
organizational changes. Investments in the latest
technologies allow organizations to significantly increase
their competitiveness, reduce costs, and ensure
sustainable development of personnel in conditions of
constant change.

Task statement. The relevance of this study is due to
the need to improve the personnel management system in
the context of digital transformations, develop modern
methods of personnel management, find effective ways to
motivate and control employees, which is a key task for
increasing labor productivity. After all, the introduction of
digital technologies significantly changes the interaction
of employees with clients and colleagues. This causes not
only a change in work processes and methods of
performing tasks, but also increases the impact on human
resources management.

The task of the study is to outline the main problems
of the modern personnel management system, consider
different approaches to interpreting the term "digital
personnel management” and provide practical aspects of
implementing  digital  approaches in  personnel
management.

Research objective. The purpose of the research is to
determine the directions of development of the personnel
management system in the context of digital
transformations, analyze the features and advantages of
using digital technologies in the personnel management
system, formulate the principles and conditions for
creating personnel strategies as a result of the
implementation of digital tools, as well as conceptually
understand the new digital model of personnel
management.

Analysis of the main achievements and literature.
The work of many Ukrainian and foreign scientists is
devoted to the study of various trends in improving
activities in the field of personnel management, namely:
N. S. Danylevych, S. G. Rudakova and L. V. Shchetinina
[1], V. M. Zhukovskaya [2], D. Leonard and B. Nelson
[3], O. I, Kravchuk 1.0., Varis 1.0. Ryabokon [4] and
others. At the same time, the impact of digital
technologies on personnel management is increasing and
accelerating, which requires the definition and assessment
of personnel administration processes to create an
appropriate HR strategy.

Presentation of the main material. It should be
noted that digital personnel management is a set of

methods and technologies developed to support the
personnel management process in the organizational
system. The main engine of improving processes in the
organization is the creation and use of innovations in the
field of personnel management and understanding their
importance for achieving the set goals.

The rapid development of digital technologies dictates
the need for changes in traditional approaches to doing
business, in particular the introduction of innovative
digital tools in the field of personnel management. In the
modern business environment, characterized by constant
changes and a high level of competition, the digitalization
of HR processes is becoming especially important. This
helps to increase the competitiveness of organizations and
allows them to occupy leading positions in the market in
their industries.

Researchers such as S. G. Rudakova and others
believe that previously HR was considered as a complex
of all processes, then at this stage such processes as
Talent Management, separately recruiting, performance
management, planning, etc. have been distinguished. That
is, key processes of personnel management have been
distinguished, the evolutionary changes in which are
aimed at optimizing costs and transactions related to the
company's employees. At this stage, basic HR tools
actively appeared, which simplified some processes and
made it possible to compare the effectiveness of their
functions [1].

V. M. Zhukovska believes that HR departments have a
strategic role in implementing innovative digital solutions
and providing training for all departments that handle
large data sets [2]. D. Leonard and B. Nelson note that the
development of digital data “is growing exponentially, not
only in terms of the huge amount of data, but also in how
companies use analytics to make strategic decisions.”
They also note that “data-driven companies are more
productive and profitable” and that the task of managers
is “to develop and maintain a culture based on digital
data.” The authors, comparing analytics methods with
metrics, emphasize that a distinctive characteristic of Big
Data analytics is the volume of all quantitative and
qualitative data about people scanned [3].

Kravchuk O.l., and others believe that the digital
transformation of personnel management is a complex
task that involves the transformation of all business
processes from manual documentation and execution to
automated ones, the transfer of the most labor-intensive
procedures and operations to a digital environment. This
is an important part of modern personnel management,
which uses digital technologies for effective management
of people and processes. During digital HR
transformation, changes should occur in three areas:
digital workforce, digital workplace and provision of
digital HR services [4].

The task of high-quality personnel selection is faced
by any modern company. The competitive position of the
company is largely determined by its personnel, which
should be oriented towards gaining competitive
advantages in education, capable of intellectual and
professional development, development and
implementation of innovations and creation of
competitive products. Therefore, professional selection of
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employees is the foundation of future success [5]. The
personnel management system encompasses methods,
approaches and technologies for working with personnel
aimed at forming effective relationships and achieving
defined goals. Without a clearly thought-out management
system, it is impossible to create a cohesive and effective
team. The choice of such a system depends on the
organizational structure, which includes the composition,
hierarchy, nature of interaction and distribution of
responsibilities between units and management bodies. It
is through these elements that labor relations related to the
exercise of authority, the movement of orders and
information occur. A systemic approach to personnel
management involves the presence of a comprehensive
structure that encompasses various subsystems that
regulate such aspects of activity as the development of a
personnel plan; the processes of hiring and firing
employees; training and advanced training of personnel;
conducting certifications and qualification exams;
implementing a mentoring system and adapting new
employees; promoting career growth; creating social
conditions and working infrastructure for employees.

Successful implementation of these elements requires
managers to have thorough knowledge in the fields of
management, psychology and strategic planning.

In modern  conditions, effective  personnel
management is one of the key tasks of any organization.
Employee development serves as an important tool for
achieving strategic goals and maintaining
competitiveness. In this context, the formation of a
personnel development system becomes especially
relevant. Creating a system for personnel development
plays a critical role in achieving a number of
organizational goals:

— improving the professional knowledge, skills, and
potential of employees;

— developing soft skills;

— enhancing the overall efficiency of both individual
employees and the organization as a whole, as well as
increasing labor productivity;

— strengthening motivation, loyalty, and employee
engagement;

— building internal reserves for managerial positions.

However, it is important to note that the goals of
training and personnel development differ depending on
the interests of the organization and its employees. For
employees, development is necessary to achieve the
following objectives:

— improving professional skills and maintaining
competitiveness in the labor market;

— expanding the range of competencies;

— adapting to new conditions;

— preparing for the execution of more complex tasks.

The key objective of personnel development is to
improve employees' professional level and manage their
career growth. To achieve this, it is necessary to create
conditions and develop measures aimed at stimulating
employees' motivation for continuous learning and skills
development.

The process of personnel development is continuous in
nature  and includes  the  following  areas:
career development, which involves assisting employees

in setting professional goals and finding ways to achieve
them, individual consulting, which offers a wide range of
services for personnel development.

The key focus of personnel development lies in
improving knowledge and skills in both professional and
social spheres. This includes the development of hard
skills (professional skills) and soft skills (socio-
psychological skills, such as communication and
leadership).

Global companies are increasingly focusing on the
development of soft skills when selecting personnel, as
their enhancement is a more complex and resource-
intensive process. At the same time, the requirements for
the level of soft and hard skills depend on the employee's
position. For entry-level workers, professional skills are
usually more critical, whereas for managers, priority is
given to soft competencies.

Thus, when forming a talent pool or promoting
employees, it is advisable to consider the presence of soft
skills in candidates.

The modern HR system faces a number of challenges,
caused by both external changes in the economic, social
and  technological  environment  and internal
transformations in organizations. These problems cover a
wide range of aspects: from outdated management models
to new challenges related to digitalization.

One of the key problems is the insufficient
adaptability of the HR management system to rapid
changes in the external environment. Traditional HR
processes, focused on a centralized bureaucratic model,
often do not meet modern requirements for flexibility and
speed of response to market challenges. This is
manifested in the low ability of organizations to adapt HR
policies to rapidly changing consumer needs, the
competitive environment, or crisis situations. Another
problem is the insufficient level of automation and
digitalization of routine HR processes. A significant
number of enterprises still use outdated management
methods, including paper-based document management,
the lack of a unified database for personnel accounting,
manual calculation of performance indicators, etc. This
leads to overloading of HR departments, delays in
decision-making, and increased operating costs.
Inefficiency in this area reduces the competitiveness of
organizations and limits their ability to attract talented
employees. Another important problem is the decrease in
the level of employee engagement. In today’s
environment, employees increasingly expect employers to
provide not only competitive salaries but also a
comfortable working environment, opportunities for
professional development, and a work-life balance.
However, many organizations still fail to address these
issues. Low employee engagement can manifest itself in
increased turnover, reduced productivity, and conflict
within teams.

Another important challenge is ensuring continuous
learning and professional development for employees.
Current trends, such as digitalization and automation, are
placing new demands on employees’ competencies.
However, many organizations lack training programs that
meet these requirements. Standard training and seminars
are no longer able to meet employees’ needs for the
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flexible and digital skills needed to function effectively in
the digital age.

In addition, communication barriers between
employees and management are a significant problem.
Insufficient openness of management, lack of transparent
feedback and ineffective internal communication become
causes of conflicts and misunderstandings. In modern
conditions, when employees often work remotely or in a
hybrid format, these problems are even more acute.

No less relevant is the problem of protecting
employees' personal data. The use of digital platforms and
cloud services for personnel management creates risks for
information confidentiality. Companies should pay
attention to the development and implementation of
information security policies, but in many cases these
issues remain ignored.

The use of digital tools in the field of human resources
management is becoming increasingly widespread both
internationally and in Ukraine. Digital HR technologies
help companies around the world to effectively automate
and optimize numerous aspects of human resources
management, which allows them to reduce costs, increase
efficiency and increase the competitiveness of
organizations.  Ukrainian companies are actively
implementing these tools, in particular in the field of
recruiting, training, employee performance assessment
and analytics, which allows them to be more flexible and
competitive [6].

Digital recruiting platforms are the main tool for
selecting qualified candidates, and this is becoming
standard practice in both international companies and in
Ukraine. One of the most popular platforms worldwide is
LinkedIn, which allows recruiters to find candidates, view
their professional profiles, interact through a network of
contacts and receive recommendations.

In addition, Workday is another popular platform used
to automate recruitment and HR processes.

To address the Ukrainian market, large companies
such as SoftServe and Luxoft are actively using LinkedIn
to find specialists, especially in the IT sector. Such
platforms allow them to attract qualified employees not
only from Ukraine but also from abroad, which is
especially important for global companies such as
Ciklum, where recruitment is often carried out through
international platforms.

People Analytics systems are used to collect and
analyze data about employees, which allows companies to
make informed decisions on hiring, assessing
performance and  developing  personnel.  Large
international companies such as Microsoft and Google are
actively using People Analytics to predict employee
turnover, assess productivity and optimize HR processes.
The use of analytics helps to predict which employees
may leave the company, as well as optimize training and
development processes. The use of learning management
platforms (LMS) is one of the main directions in the
digitalization of human resources management.
International companies such as Deloitte use LMS to
organize online courses, trainings and other training
programs, which allows employees to independently
develop their skills and qualifications[7].

Table - Use of digital tools in human resources
management

Exanmples of uswe in I’I': Exanples af use on
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The table above shows that digital HR tools are
actively used by both international and Ukrainian
companies. The use of Linkedln, Workday, People
Analytics and LMS allows you to optimize recruiting,
increase employee efficiency and ensure continuous staff
development. Ukrainian companies, in particular in the IT
sector, are significantly approaching international
standards in the field of digitalization of HR processes,
which allows them to remain competitive in the global
market.

Analysis of data from Deloitte, a leading global
provider of audit and consulting services, will help you
understand how Ukrainian companies demonstrate a high
level of readiness to use digital technologies in the HR
sector. This creates the prerequisites for more effective
HR management and ensures competitiveness in the
global business environment.

The Global Human Capital Trends study presents key
aspects of digital transformations in HR management, in
particular in Ukraine. The results obtained emphasize the
significant adaptability of Ukrainian organizations to
changes in the HR sector, which is an important factor in
the context of modern labor market challenges. Figure 1
shows a comparative analysis of the level of
implementation of key HR initiatives in the field of
human resources management in Ukraine and around the
world according to the Deloitte Global Human Capital
Trends study in 2023.
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Fig. 1 Implementation of HR initiatives in the field of
personnel management: a comparison of Ukraine and the
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world based on the Deloitte Global Human Capital Trends

study, 2023 (developed by the authors based on [8])

One of the main trends is a shift in emphasis from job
responsibilities to skills. In Ukraine, 63% of organizations
implement an approach focused on employee
competencies to effectively match them with work tasks.
This indicator significantly exceeds the global average,
which is 43%. This approach allows Ukrainian companies
to better adapt to dynamic changes in the professional
environment and anticipate future skills needs.

The second important trend is the use of technology to
unlock the potential of employees. About 57% of
Ukrainian organizations use digital platforms to structure
areas of responsibility and solve strategic tasks, while in
the world this indicator is only 36%. This indicates the
desire of Ukrainian businesses to integrate innovative HR
solutions to optimize processes and improve work
efficiency.

Considerable attention is paid to the formation of
dynamic workforce ecosystems. In Ukraine, 55% of
companies actively involve freelancers in their work. The
global average is 36%. This allows organizations to
respond faster to changes in the business environment,
expanding access to new competencies and talents.

Despite the positive dynamics, there are certain
barriers to implementing digital HR solutions. The main
obstacles, both in Ukraine and in the world, include
insufficient speed of adaptation to changes, corporate
culture, and the deficit of necessary competencies among
employees and managers.

Overcoming these challenges requires active training
and development of leadership skills in management, as
well as a systematic approach to the transformation of
organizational processes.

The following results of a study by Deloitte indicate
that organizations in Ukraine and the world are paying
more and more attention to technologies that support
innovation and the development of human potential. In
particular, the growing importance of generating ideas
indicates the need to integrate creative approaches into
HR processes. At the same time, the priority given to
developing competencies and communications highlights
the role of technology in ensuring employee cohesion and
individual development. Such changes reflect general
trends towards creating a more adaptive and innovation-
oriented environment in human resources management.

Fig. 2. Change in the priority of HR technology areas
in 2-4 years based on the Deloitte Global Human Capital

Trends study, 2023 (developed by the authors based on
[81)

Fig. 2 shows a change in the priority of various areas
of technology application in the HR sector according to
the Deloitte Global Human Capital Trends study,
reflecting their importance in the strategies of
organizations for the next two to four years. According to
the data, the direction related to idea generation, which
includes the development of new products, design and
other innovative tasks, receives the greatest increase in
priority. This indicates the growing importance of creative
approaches in the work of the HR function, where
innovation and creativity are becoming important
components of the success of organizations in the future.

The next most important are areas related to
communication and development of competencies. These
areas involve creating opportunities for the application of
unique human competencies, such as creativity and
empathy, as well as optimizing communication processes
in organizations. They are growing in importance,
emphasizing the need to build effective interaction within
organizations to support talent development and
strengthen corporate culture.

Team building and operational efficiency demonstrate
a moderate increase in priority. These areas remain
important aspects of transformational processes in HR
aimed at optimizing team work and increasing individual
efficiency. They occupy a stable place in the strategies of
organizations, ensuring their ability to adapt to changes
and effectively achieve business goals.

Digitalization of the personnel management system is
a key stage in the transformation of modern business,
which allows to increase the efficiency of personnel
management, reduce costs and ensure the adaptation of
the organization to rapidly changing market conditions.
This process includes the implementation of modern
technologies for automation and optimization of
personnel functions, which contributes to the creation of
competitive advantages [9].

The main stages of HR digitalization are assessing the
organization’s readiness for change, selecting appropriate
technologies, and training staff. The first stage involves
analyzing the level of digital literacy of employees,
existing business processes, organizational culture, and
financial and technical resources, which allows
identifying gaps in processes and developing a
digitalization plan. The next stage involves selecting
technologies that best meet the needs of the organization.
Key tools include Applicant Tracking Systems, People
Analytics platforms, Learning Management Systems, and
communication platforms such as Microsoft Teams and
Slack. Important selection criteria include integration with
existing systems, functionality, scalability, and cost. The
final stage is preparing staff for change, which includes
training employees, informing them about the benefits of
digitalization, and involving them in the implementation
process. This approach helps reduce resistance to change
and ensure successful adaptation to new tools.

Examples of the implementation of digital solutions
demonstrate the effectiveness of their application. The use
of artificial intelligence in recruiting allows you to
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automate the selection of candidates and conduct
preliminary interviews using chatbots. The integration of
corporate platforms, such as Microsoft Teams, improves
communication between employees and increases the
effectiveness of teamwork. The implementation of digital
approaches in the HR system has significant advantages,
including reducing the time spent on routine tasks,
increasing the accuracy of employee performance
assessment, and increasing employee engagement through
personalized approaches. At the same time, the
digitalization process is accompanied by challenges, such
as the high cost of integration, risks of data security
breaches, and employee resistance to change. Despite
these challenges, digital approaches open up new
opportunities for improving HR processes, increasing
productivity, and ensuring the competitiveness of modern
organizations.  Effective  implementation of the
digitalization of the HR system requires a systematic
approach that includes assessing readiness, selecting
technologies, training personnel, and adapting to new
conditions. The advantages of this process far outweigh
the disadvantages, creating prospects for business
development[10].

Conclusions. Thus, digital transformations play a key
role in the development of a modern HR system, which is
due to the need to adapt to new challenges in the business
environment, dynamic changes in the labor market and
high competition. Modern organizations are forced to
reconsider traditional approaches to HR management,
implementing digital tools that provide process
automation, increase employee efficiency and reduce
operating costs. This process not only contributes to
improving the functioning of HR systems, but also creates
new opportunities for the strategic development of
organizations.

Despite its numerous advantages, the digitalization of
HR systems is accompanied by a number of challenges.
One of the main problems is the insufficient level of
automation in many organizations, where outdated
management methods, such as paper document
management or manual calculation of performance
indicators, are still used. This leads to overloading of HR
departments, delays in decision-making and increased
costs.

Another challenge is the lack of employee
engagement, which manifests itself in the form of
increased staff turnover, reduced productivity and
conflicts in teams. Employees expect employers not only
to provide competitive wages, but also to create a
comfortable working environment, opportunities for
professional development and a balance between work
and personal life. The absence of such conditions
significantly reduces staff motivation.

An important problem is also ensuring continuous
training of employees, since standard trainings and
seminars no longer meet modern requirements. The lack
of flexible and digital skills development programs
creates barriers for employees to adapt to changes. In
addition, the protection of employees' personal data
remains a significant problem, especially in the context of
the use of digital platforms and cloud services.

Research shows that Ukrainian companies are actively
implementing digital tools in the field of personnel
management, demonstrating high adaptability to new
challenges. Significant emphasis is placed on the use of
approaches focused on employee competencies.

For example, 63% of Ukrainian organizations use
methodologies aimed at effectively matching employee
skills with work tasks, which significantly exceeds the
global average of 43%.

Ukrainian companies also pay attention to integrating
technology to improve employee efficiency. For example,
57% of organizations use digital platforms to structure
areas of responsibility and solve strategic tasks. The use
of hybrid work models, which include the involvement of
freelancers and contractors, allows you to quickly respond
to changes in the business environment, attracting new
talents.

Recommendations for digital transformation of HR
provide a comprehensive approach that ensures the
effectiveness of implementing innovations in the
personnel management system. To  successfully
implement these transformations, organizations need to
carefully assess their readiness for change by analyzing
the level of digital literacy of employees, current business
processes and available resources. Such an analysis
allows you to identify key gaps that may become
obstacles to digitalization, as well as identify areas that
need improvement.

The next stage is the selection of appropriate
technologies that best meet the needs of the organization.
When choosing technologies, it is important to consider
criteria such as functionality, integration with existing
systems, scalability, and cost. This allows you to ensure
the effective use of the selected solutions and their
compliance with the company's long-term goals.

The final stage of HR digital transformation is
employee training. This includes conducting trainings and
information campaigns that help employees understand
the benefits of digitalization, increase their digital literacy
and reduce resistance to change. Informing employees
about the benefits of new technologies and involving
them in the implementation process play an important role
in ensuring a successful transition to digital solutions.
Thus, a systematic approach to HR digital transformation
allows organizations not only to adapt to new conditions,
but also to significantly increase the efficiency of HR
management, contributing to their strategic development.
In our opinion, the digitalization of HR systems is not
only a challenge, but also a great opportunity for
organizations. It allows you to optimize business
processes, increase the efficiency of HR management and
ensure  competitiveness in a dynamic  business
environment. Although digital transformations are
accompanied by certain difficulties, such as the high cost
of technology implementation and data protection issues,
their benefits far outweigh these challenges. The
introduction of digital tools opens up new horizons for the
development of organizations, contributing to the growth
of their productivity and innovation.
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