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DIGITALIZATION STRATEGY IN HR MANAGEMENT SYSTEM

Annotation. The paper notes the role of digitalization in modern conditions, as well as its importance in the
HR management system. It is substantiated that the use of digitalization in the HR management system is a
prerequisite for ensuring the future competitiveness and investment attractiveness of an enterprise through its
transformation from traditional to technological, i.e. from offline to online. It has been established that the
digitalization strategy in the HR management system should contain not only the basic principles and directions,
methods and means of achieving the strategic goals of the HR digitalization process, but also reflect the factors and
conditions necessary for the implementation of this process. The paper outlines the goal, principles and directions of
the digitalization strategy in the HR management system.
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SIukeBu4 UHHa,

AOKTOP IKOHOMHYECKUX HAYK, TOLEHT,

Opnecckuii pernoHAJIBHBINA HHCTUTYT FOCYAapCTBEHHOI0 YIPaBJeHHs

HauuonanbHoO#M akageMHu rocyapcTBeHHOro ynpasJjenus npu Ilpesuaenre Ykpaunsi,
npodgeccop kadeapbl MeHeI:KMEHTAa OPraHU3aluHu,

r. Ogecca

Kemapckas Tamapa,

Opecckuii pernoHaJbLHbINA HHCTHTYT rOCYyAapCTBEHHOI0 YNIPABJIeHHUS

HanmonanbHOI akageMHuH rocyiapcTBeHHOTo ynpapieHus npu Ilpe3nnente Ykpaunsl,
CTaplINii MpenofaBaTeib kKadeIpbl YKPAHHCKOT0 U HHOCTPAHHBIX SI3BIKOB,

r.Ogecca

CTPATEI'UsA IUIKUTAJU3ALINN B CUCTEME YIIPABJIEHUSA HR

AnHoTtanusi. B pabote oTMeueHa poib TMDKUTATN3alNN B COBPEMEHHBIX YCIIOBHSIX, a TAK)KE €€ BaKHOCTh B
cucreme ynpasienus HR. O6ocHOBaHO, 4TO MCTOJIB30BaHUE AMKUTANM3AIMN B cucteMe yrpasieHus HR siBusiercs
HEOOXOANMBIM YCJIOBHEM obecriedeHust Oyayiieil KOHKYpeHTOCIIOCOOHOCTH M MHBECTHLIMOHHOM NMPHBIIEKATEILHOCTH
NPEANIPUSATHS IIyTEM €ro TpaHCHOpMAalMK OT TPAAWIMOHHOW K TEXHOJOTMYHOW T.e. OT o¢uialiH K OHJIAMH.
YCTaHOBJ'IeHO, 9TO CTpATErusa JUHKUTAIU3ANU B CUCTEME YIIPABJICHUA HR JOJDKHA COACPXKATh HE TOJIBKO OCHOBHBIC
TIPUHIIMITEI ¥ HATIPABJICHHS, CTIOCOOBI ¥ CPEACTBA TOCTIKEHUS CTpATETHYECKUX 1IeJiel mporecca numkutanm3anu HR,
HO W OTpaxkaTh (haKTOPHI U yCIOBHSA, HEOOXOIUMBIE JJIS OCYIIECTBICHHS JAaHHOTO Iporecca. B pabore 0o6o3HaueHO
1 CJIb, IPUHIUIILI 1 HAIIPABJICHUA CTPATCTHUU TUKUTAJIN3AINU B CUCTEME YIIPABJICHUA HR.
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SIukeBn4 Inna,

JAOKTOP €KOHOMIYHMX HAYK, JOLIEHT,

Opecbknii perioHaNTbHUN IHCTUTYT JePKABHOTO YNPABJIiHHA

HanionanbHoi akanemii nep:xaBHoro ynpasiainns npu Ilpesnaentosi Ykpainn,
npodecop xkadeapu MeHeIKMEHTY OpraHizauiii,

M. Oneca

Kemapcbka Tamapa,

Onecbknii perioHaIbHUN IHCTUTYT JepKABHOTO YNPABJIiHHSA

HanionansHoi akanemii gep:kaBHoro ynpasiinasa npu Ilpe3ugentoBi Ykpainu,
cTapIuii BUKJIaAa4 KadeapH yKPaMHCBKOI i iHO3eMHHX MOB,

M.Oneca

CTPATEI'TA JIKATAJIBALIL B CUCTEMI YIIPABJIIHHA HR

AHoTamnis: Y poOoTi BiI3HaYCHA POJIb DiHKUTATI3ali{ B CyYaCHUX yMOBAX, a TaK CaMO BKJIHUBICTH I B CUCTEMI
ynpasiiaEst HR. OOrpyHTOBaHO, 10 BUKOPUCTAHHS TiDKUTANI3AIil B cucTeMi ynpaBiiHHI HR € HeoOXiqHOI0 YMOBOIO
3a0e3neueHHss MaifOyTHROI KOHKYPEHTOCIIPOMOXHOCTI Ta IHBECTHIIHOI NMPHBAaOIMBOCTI MiANPHEMCTBA MUIIXOM ii
TpaHcdopmarii Bix TpaguuiiHOT 10 TEXHOJIOTIYHOT TOOTO BiJ OIaiiH 10 OHNIAMH.

MeTo0 CTaTTi € BU3HAYECHHSI OCHOBHUX €JIEMEHTIB CTpaTeril AiKUTaNI3alil B CUCTEMI YIPaBIiHHS JIIOJICEKUMH
pecypcaMu Ta NpUHIHMIIB ii HOOYI0BH.

VY poboTi BH3HAUEHO, IIO CTparteris Aikurtanizamii B cucremi ympaminHs HR nmoBuHHa MICTHTH HE TiJIbKH
OCHOBHI NIPUHIUIIH Ta HATIPSMH, CIOCOOM Ta 3ac00M TOCATHEHHS CTPATETiYHUX LiJIel mporecy mimkuTamizanii HR, a it
BimoOpaxatn (hakTOpH Ta YMOBH, HEOOXimHI A 3IifiCHEHHS HaHOTO mpolecy. BiamosimHo mo metw, y poOori
3a3Ha4eHO MeTy (TiIBUIICHHS e(EKTHBHOCTI AISIIBHOCTI MiAMPHUEMCTBA 32 PaXYHOK 3POCTAHHS MPOAYKTUBHOCTI Tparli
i pO3BUTKY IHHOBAIIIITHOTO IOTEHIialy MEPCOHANy) Ta MPUHIOWNN (HAIJICHICTh Ha MiABUINCHHA MPOIYKTHBHOCTI
mpari, CHpsSMOBaHICT, Ha Oe3nepepBHHH PO3BUTOK MOTEHIANy IiDKUTaNi3alii MiANPUEMCTBA, aJalNTOBAHICTb)
cTparerii aipKkuTanizanii B cucremi yrnpasiinas HR.

Bu3HaueHo 1 cucTeMaTM30BaHO OCHOBHI HAmpsiMM cTpaterii Jipkuranizamii B cucremi ynpaeninHs HR
(mimxuTaizalis mpolecy Momyky # HailMy CHIBpOOITHHKIB MiJIPUEMCTBA, AIPKUTAJI3allis NMpPOLECY HAaBUaHHS M
PO3BUTKY NeEpCOHANY, MiIKUTANI3allisl yIpaBiiHHA, migBuieHHS [T-koMmereHTHOCTI cmiBpoOiTHHKIB HR-Bimmimy,
BIIPOBAKEHHS MUPPOBUX poOOUUX MicCIb, I(PPOBI3aIlist pOOOYOr0 CEpEeTOBUIIA).

[IpoBeneHi mocHmiKeHHS TiDKUTaNmi3alii B cucTemi ympaBmiHHA HR manm MOXIMBICTH BiI3HAYHTH, IO
aKTUBHHW TIPOSIB Ta peaizamis Ii CIIOCTEpiraeThCs y KaApOBOMY AaAMIHICTPYBaHHI, B OIIHKH IIEPCOHATY, B
aBTOMATH3allii KOMIIEHCAIIH 1 MIBT.

IMomanbIin HAYKOBI TOCTIXKCHHS MOB'sI3aHI 3 BU3HAYCHHSIM BIUIMBY JIFOJCHKOTO (haKTopa Ha JiKUTAI3AIN0 Y
i TPUEMCTRI.

KuarouoBi ciioBa: mipkuTamizaniis, mepcoHat, IpoIyKTHBHICTE TIpalli, cTparteris, ynpasminasa, HR.

Formulation of the problem. The development of socioeconomic relations largely depends on the
progress of information and digital technologies. The main characteristic of modern trends in the economy
are the accelerated transformations taking place in the development of the information society, the formation
of the digital economy and digital transformation of all spheres of activity, i.e. digitalization.

Currently, no type of economic activity can function without the use of modern elements of
digitalization. Such technologies are used in the process of information exchange between business entities,
distribution and receipt of information, financial transactions, optimization of business processes, etc., as
well as in the personnel management system.

The use of digitalization in the personnel management system is one of the criteria for ensuring the
competitiveness of enterprises in modern conditions. In this regard, there is a need to develop a
digitalization strategy in the human resource management system.

Analysis of recent research and publications. Many works have been devoted to the study of
various aspects of digitalization in the human resource management system, namely S. Bardadim, D.
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Belyansky, Y. Bogoyavlenska N. Danilevich, Y. Kasyanenko, V. Likhanova, S. Nevmerzhitska, S.
Rudakova, O. Svintsitska, L. Shchetinina and others [1 ... 8].

Highlighting previously unresolved components of a common problem. The purpose of the article
is to determine the main elements of the digitalization strategy in the human resource management system
and the principles of its construction.

Presentation of the main material. Modern trends in the increasing role of digitalization allow us to
conclude that the main role in the digital transformation process is assigned to human resources. Human
resource management (hereinafter - HR) is one of the most important guides in the successful operation of
an enterprise. The emphasis on the HR of an individual employee, his quality, knowledge, experience,
abilities and personality corresponds to a rationalistic approach to personnel management in order to
maximize labor productivity [2; 4; 6].

At the same time, digitalization in the economy has led to a rethinking of HR functions at the
operational and strategic levels. Therefore, the use of digitalization in the HR management system is a
prerequisite for ensuring the future competitiveness and investment attractiveness of an enterprise through
its transformation from traditional to technological, i.e. from offline to online one.

In this regard, it becomes necessary to develop a digitalization strategy in the HR management
system, to determine the main elements of this strategy and principles of its construction.

The process of digitalization in the HR management system is becoming a priority task for
enterprises, since in ensuring the competitiveness of an enterprise, the main role is assigned to the personnel
as a human resource, a carrier of the ability to perceive innovations associated with digital changes, as well
as the main source and generator of ideas.

The use of digitalization in the HR management system is currently undergoing continuous
improvement, which does not allow for an objective and in-depth analysis of the scientific definition of
“digitalization of HR” (digital transformation in the personnel management system). However, it is obvious
that digitalization in the HR management system can be applied to any business process, such technologies
are of particular importance in the search, recruitment, adaptation, promotion and training of company
employees. In other words, all online interactions between the company management and the employee.

It should be noted that digitalization in the HR management system is carried out in order to increase
labor productivity and optimize business processes. At the same time, the increase in labor productivity is
the result of the success of such processes as recruitment (search) and adaptation of employees, training and
development. The optimization of the business process is the improvement of the management process and
organization of the production activity of the enterprise, that also affects the development of competition
and relationships with customers: the more information you have, the faster you can organize service, sales,
communication with customers, etc.

Nowadays, low productivity firms are rapidly losing ground because stock market valuation is
determined by advances in intellectual property and services, rather than the quantity of actual goods or
capital goods produced.

In the research [9 ... 12], it is noted that the growth rate of labor productivity remains low despite the
introduction of new technologies, which is due to inconsistency between the levels of technological
equipment and the actual amount of work performed, that leads to a number of problems.

The reason for the gap between the level of technological equipment and productivity is that the rate
of introduction of new technologies outstrips the speed of digital sensibility of the personnel in the
enterprise.  In the process of digitalization transformations at enterprises, the approach to the
implementation of activities is changing, so there is a need for continuous development, education and
professional development of personnel.

The main obstacles to the successful transformation of entrepreneurial activity are staff unavailability,
lack of motivation, and a low level of digital sensitivity [9 ... 12].

Note, that the digital sensibility of the personnel must be considered as the ability and readiness of
the individual to adapt to changes in entrepreneurial activity caused by digitalization, to perceive and apply
them in their activities in order to increase labor productivity.

The main problem of the digitalization process is the need to develop a digitalization development
strategy in the field of HR management, as well as in the field of coordinating the activities of employees
within the workflow in the context of digitalization.
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The digitalization strategy in the HR management system should contain not only the basic principles
and directions, methods and means of achieving the strategic goals of the HR digitalization process, but also
reflect the factors and conditions necessary for the implementation of this process. The purpose of this
strategy is to increase the efficiency of the enterprise by increasing labor productivity and developing the
innovative potential of a personnel.

The enterprise should consider the following principles of the digitalization strategy:

—focus on increasing the productivity of personnel of the enterprise by stimulating the receptiveness
to digitalization of individual employees;

—focus on continuous development of enterprise digitalization potential (innovative);

—adaptability, that is, the strategy should respond to changes in the external business environment
dictated by the real conditions of the digitalization market and respond quickly to them.

At the same time, the digitalization strategy in the HR management system must be implemented in
the context of five main areas:

—digitalization of the process of searching and hiring employees at the enterprise: using social
networks to find new employees, analytical and cognitive methods of recruiting, using automated recruiting
(hiring) systems, using technologies that provide the possibility of remote interviews;

— digitalization of the personnel training and development process: the ability to quickly acquire new
skills and knowledge, independently determine the learning conditions, develop a database of open
educational resources, enhance the use of mobile devices and applications;

— digitalization of management: the introduction of technologies based on artificial intelligence in
order to provide analytics of the process and learning outcomes, forecasting the success of employees by
analyzing the results of interviews, determining the needs of the enterprise in training employees, using
cloud technologies to effectively organize network resources and combine them into a single educational
network, replacing paper workflow with electronic one, developing information platforms for analyzing
labor productivity and the degree of involvement of the employees of the organization;

— increasing the IT competence of the HR department employees implementing the policy in the field
of training and advanced training of the company's employees;

— implementation of digital workplaces, digitalization of the working environment: using internal
databases to search and exchange information on various projects, developing an integrated platform based
on the experience of employees, providing feedback between employees and the management of the
enterprise, providing employees with the opportunity to work remotely.

The above mentioned principles make it possible to determine the essence of the digitalization
strategy in the HR management system, the implementation of which will ensure the functioning of the HR
management system in these areas.

Conclusions and suggestions. It should be noted that digitalization causes profound changes in the
structure and nature of doing business, that is primarily manifested in HR. Thus, the digitalization strategy
of the HR management system allows enterprises to form a synergistic effect from the alignment of labor
resources, jobs, labor relations and digitalization.

It should also be noted that the active manifestation and implementation of digitalization in HR is
observed in HR administration. So, many enterprises are already using automated systems that greatly
simplify the work of employees of HR departments. Digitalization processes in HR administration take on
many functions: they register orders, keep records of employees, control the timeliness of vacations, analyze
available personnel data, and so on.

At the same time, the process of digitalization in personnel assessment is gaining momentum, which
makes it possible to form a high-quality personnel reserve. With the help of IT solutions, they find the
strengths and weaknesses of employees, identify the most qualified personnel, and form individual
development plans for employees.

For large enterprises in which the employee motivation system is developed, such digitalization
process as the automation of compensation and benefits is actively being implemented. It allows you to
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effectively form a list of benefits, based on the real needs of employees and the financial capabilities of the
enterprise.

Further scientific research is related to determining the influence of the human factor on digitalization
in the enterprise.
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