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In human resource management, the connection of human resources technologies with the electronic
component, up to artificial intelligence, is being strengthened. And this radically changes HR manage-
ment. The article identifies three levels of digitalization of the personnel management system.

At the first level, on the surface, the use of information technology is increasing in order to increase
labor productivity. Information technologies make it possible to actively respond to changes in the exter-
nal environment, to structure all business processes taking into account the peculiarities of human ma-
nagement in the context of regional processes in the economy. At the first level, visible factors and pro-
cesses, observable communication methods and fixed management technologies are monitored and opti-
mized. It is important to constantly implement high requirements for digital technologies and take into
account the possible damage from the failure of integrated digital systems, since it will be more signifi-
cant compared to the management model adopted so far.

At the second level, we can consider a new economic model of business functioning, its strategic
vision. Here, digital technologies are changing the entire structure of the business. HR management is
not just on the path of productivity growth, but on the path of its qualitatively different vision.

The third “deep” level includes fundamental provisions. This attitude, “as” — to being in general, the
perception of time and space, the general attitude to man and work, to the basic values of society, captu-
ring not only the professional life of people — otherwise the very existence of society, civilization remains
in question. It is these basic values that ensure the stability of development.
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E. B. MemepsikoBa, M. Tay0e
benopycckuil rocyjapCcTBEHHbBI TEXHOJIOTMYECKU YHUBEPCUTET

OCOBEHHOCTH YIIPABJIEHUSI IEPCOHAJIOM
B CPEJIE IU®POBbLIX TEXHOJIOI'MHU

B ynpaBieHnu 4eoBeUYeCKUME PECYPCaMH YCHIMBACTCS CBSA3b KAIPOBBIX TEXHOJIOTHHI € JJICKTPOHHO
COCTAaBJISIFOLIEH, BIUIOTh JI0 UCKYCCTBEHHOT'O MHTEIUIEKTA. M 3TO KapuHAIBHO MEHSET CHCTEMY yIpaBJie-
HUC HepCOHa.HOM. B CTAaThbC BBIACIICHBI TpI/I ypOBHﬂ LlH(i)pOBl/BaIJ,I/II/I CUCTEMBbI praBHeHI/IH HepCOHaJ'IOM.

Ha nepBoM ypoBHE, Ha IOBEPXHOCTH, YBEIIMUUBAETCSI UCIIOJIb30BaHHE UH()OPMALIMOHHBIX TEXHOJIO-
THH C IETBI0 TIOBBIMICHAS IPOU3BOIUTEIBHOCTH Tpyia. H(DOpMAIIMOHHEIE TEXHOJIOTHH MTO3BOJISIOT aK-
THUBHO pearupoBaTh HA M3MEHEHUSI BHEIIHEH CPEIbl, CTPYKTYpPHPOBATh BCE OU3HEC-TIPOIIECCHI C YIETOM
0COOCHHOCTEW YIPABJICHUsI YEIOBEKOM B pa3pe3e PEernoOHANBHBIX MPOIECCOB B AKOHOMUEKe. Ha nepBom
YPOBHE OTCJICKUBAIOTCS M ONTUMH3UPYIOTCS BHIUMbIE (haKTOPBI M MPOLECChl, HAOII0IaeMble METO/IbI
CBs3U U (l)l/IKCl/IpOBaHH]:le TEXHOJOI'nn praBHeHI/Iﬂ. Ba)KHO IIOCTOSIHHO peaHI/l3OBbIBaTb BBICOKHEC Tpe60—
BaHMs K IIU(QPOBBIM TEXHOJIOTHSIM M YYUTHIBATH BO3MOXKHBIN yIIepO OT BBIX0/1a U3 CTPOsI HHTETPUPOBaH-
HBIX IIU(POBBIX CHUCTEM, IIOCKOIBKY OH OyJeT 00Jice 3HAYNTEIBHEIM 10 CPABHEHUIO C MPUHSITON IO CUX
[Op MO/JICITBIO YIIPABICHUSI.

Ha BTOpOM ypoBHE MOXHO PaCCMOTPETh HOBYIO SKOHOMHUYECKYIO MOJIeJb (DYHKIIMOHHUPOBAHHS OU3-
Heca, ero CTpaTrernveckoe BHICHHE. 3/1eCh HU(PPOBbIE TEXHOIOIHMH MEHSIOT BCIO CTPYKTYpY Ou3Heca.
YnpagieHue MEpCOHAIOM HAET HE MO MyTH POCTa MPOM3BOIUTEIBHOCTH, a M0 MyTH €¢ KaYeCTBEHHO
HUHOTI'O BUACHUA.

Tperuit «riyOUHHEI» YPOBEHB BKIIOYACT B ce0s (PyHIaAMECHTAIBHBIC TTOJIOKEHUS. DTO OTHOIIICHUE
«KaKk» — K OBITHIO BOOOIIE, BOCIIPUSTHUIO BPEMEHHU U MPOCTPAHCTBA, OOIIee OTHOILICHUE K YEIOBEKY H
TPYyLy, K 6230BbIM [IEHHOCTSIM OOIIIECTBA, OXBATBIBAIOIIEE HE TOIBKO MPO(HECCHOHABHYO XKU3Hb JIFOJICH,
HO W CaMoO CyIIeCTBOBaHHE oOmiecTBa. MIMeHHO 3TH 0a30BbIe IEHHOCTH 00ECTIeYMBAIOT CTaOMIBHOCTD
paSBI/ITI/IH OUBUINU3AIIUN.
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Introduction. At the center of the personnel
management system there have always been issues
of both the internal environment of the company and
problems associated with the requirements of the ex-
ternal environment in which the business unit ope-
rates. Competition forces us to build the most effec-
tive strategies for interaction not only with external
agents (consumers, suppliers, intermediaries, regu-
lators), but also with internal ones (employees), i. €.
all stakeholders. Coordination of interaction at the
external and internal levels becomes the basis of the
company’s dynamism, and, consequently, survival
and prosperity in a competitive environment.

Two trends can be seen in HR systems in the
global economy: the increasing importance of com-
municative competencies and the increasingly in-
formatization of the economy.

Digital transformation covers the issues of
changing business processes through information
and communication technologies (ICT) in all
spheres of life of modern society, including the de-
velopment of human capital, e-education, e-com-
merce, e-health, e-employment and social protec-
tion of the population, a single settlement and infor-
mation space to pay for services.

Digital transformations in the economy have led
to a rethinking of the functions of human resource
management at the operational and strategic levels.
The use of digital technologies in the personnel
management system is a necessary condition for en-
suring the future competitiveness of the organiza-
tion and its investment attractiveness.

In this regard, there is a need to develop a stra-
tegy for digital transformation in the personnel ma-
nagement system, to determine the main elements
of this strategy and the principles of construction.

As e-business grows in various fields, it is ne-
cessary for organizations to find electronic infra-
structure as well as integrated e-governance to auto-
mate workflows according to structured e-applica-
tions. Countries are presenting major e-business ini-
tiatives, including but not limited to the United Arab
Emirates, Egypt, Jordan and Lebanon, but these
initiatives need to be further deepened, sustained,
accelerated and more funded than they are today. To
keep up with what is happening in the world, espe-
cially in terms of R&D support, it is impossible to
guarantee endemic or absorbent rights in this new
economy.

Main part. The process of digital transfor-
mations in the field of human resource management
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is a priority task, since it is the staff that is the bearer
of the ability to perceive innovations, the main
source and generator of ideas.

It should be noted the increased investment in
the global market of technical solutions in the HR
area: from 2014 to 2019 y. attracted 2.3 billion US
dollars. According to a study conducted by the con-
sulting company Deloitte, 11.74% of more than
7,000 companies in 130 countries note the im-
portance of HR-Digital.

If we consider the impact of digital technologies
on personnel processes, we can distinguish three
levels. At the first level, visible, superficial, one can
see the increasing use of information technology in
order to increase labor productivity. At the same
time, the growth of labor productivity is the result
of the effectiveness of all traditional processes asso-
ciated with managing people. Information techno-
logies make it possible to actively respond to
changes in the external environment, to structure all
business processes, taking into account the peculi-
arities of enterprise management in the context of
global processes in the economy.

The first level is the question “How?”. These are
visible, external factors and processes, observable
ways of communication and fixed control techno-
logies.

In this case, the most important thing is to im-
plement the constantly high requirements for digital
technologies and take into account the possible
damage from the failure of integrated digital sys-
tems, since it will be more significant compared to
the management model adopted so far.

The second level of digitalization, subsurface —
this new economic model of business functioning,
can be called its strategic vision of the business.
Here, digital technologies are changing the entire
structure of the business — the question “Why?”.

The third deep level includes fundamental as-
sumptions that are difficult for members of soci-
ety to realize without a thorough focus. The ques-
tion “Why?”. This is an attitude, as Shane has
about organizational culture — to being in general,
the perception of time and space, a general atti-
tude to a person and work [1]. Basic values that
predetermine — “Why?” and “How?”. At this
level, the introduction of digital technologies
changes not just the professional life of people —
their introduction is associated with a change in
the values of society — otherwise its very exis-
tence will be in question.
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Basic values are always the most stable and re-
main unchanged for a long time, ensuring the stabi-
lity of development.

Values are understood as the properties of cer-
tain objects, processes and phenomena that have
emotional appeal for most members of society, they
are the models that build people’s behavior, this is a
business philosophy that is now changing very
quickly — the generation that has grown up and
comes to the control navigates in the digital space
better than in conventional business building mo-
dels, which, in addition, are neither interesting nor
important to them. It is they who will determine the
entire philosophy of life on the planet in the near
future, including values, purpose, activities and
forms of business.

At each level, changes are associated with the
demand for certain processes, and therefore, certain
professions. It is not only and not so much about the
forms of employment and employment structures
within the organization, but also about spatio-tem-
poral parameters at the global level.

So, let’s see what is at stake at each of these le-
vels. The first most visible one that everyone is tal-
king about.

We highlight the main features of personnel
management in the context of digitalization, the sur-
face level:

1) processing, analysis and forecasting of large
data arrays;

2) receiving and processing data in real time;

3) increasing the speed of decision-making;

4) the ability to make decisions “one touch”;

5) focus on a specific user, client, any stake-
holder;

6) interactivity of the internal and external envi-
ronment;

7) the possibility of forming a digital ecosystem
as an option for further development;

8) high speed of response to changes, the possi-
bility of eliminating intermediate steps in decision-
making, network form of business relations, and not
a hierarchical one;

9) the possibility of embedding, when moving
to the second level, methods of personnel manage-
ment in the digital environment, which leads to
their complete transformation when personalizing
impacts.

Transformation of basic HR processes such as
recruitment, performance management, corporate
training and talent management. The change is es-
pecially noticeable with regard to mass hiring. Un-
til now, more than half of their working time, HR
specialists of large companies were engaged in re-
cruitment.

The growth in the number of users of mobile ap-
plications makes them the main platforms for HR
tools: feedback from employees increases 10 times

in the presence of corporate mobile applications in
the field of HR.

Today, routine operations are automated, such
as a telephone invitation to an interview of candi-
dates according to a pre-compiled list, which allows
HR employees to avoid peak workloads.

Firstly, the initial screening of candidates using
online tools significantly reduces the number of in-
terviews. Secondly, the use of HR IT systems sim-
plifies mass recruitment procedures and reduces the
number of personnel responsible for hiring new em-
ployees.

For example, using the SAP SuccessFactors
program, you can set an interview date, book mee-
ting rooms, and upload a package of documents.
Programs like these allow HR managers to focus on
optimizing their assessment tools.

E-Staff recruiter, experium, FriendWork Re-
cruiter, Staffium, etc. are also among the main soft-
ware solutions in the field of recruitment. Synchro-
nize databases with social networks (search and
check employees), offer options for booking mee-
ting rooms, preparing analytical reports, mainta-
ining a calendar, etc.

Big Data technologies open up unlimited possi-
bilities for analyzing the flow of unstructured data.
For HR, the main benefit of big data is to modernize
and simplify the search and hiring process. Digital
solutions help analyze large amounts of information
about employees, in particular, work experience, so-
cial connections, personal interests, skills, and even
involvement in social activities. All this allows HR
managers to identify the qualities that determine the
importance of an employee for the company. Based
on the collected data, a search model for suitable
candidates is built.

Big Data technologies are also used in evalua-
ting employee sentiment, measuring brand percep-
tion by employees of the company itself, identifying
the reasons for employee dismissals and the damage
caused to the company by excessive staff turnover.
The use of Big Data technologies in the field of hu-
man resource management requires large capacities
for storage, processing and analysis, as well as in-
vestment in the development of employee compe-
tencies.

Modern IT resources make it possible to reduce
the number of transactions, use the latest systems for
evaluating performance and setting goals. Automa-
tion enables continuous performance management
and real-time feedback. Mobile applications are es-
pecially popular because of their ability to work re-
motely, which is especially important for project
teams and network structures. The need for lengthy
procedures for agreeing on goals and debriefing is
reduced.

In the field of remuneration of employees,
companies are switching to automatic adjustment,
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setting specific characteristics for IT systems, ta-
king into account the experience, performance and
qualifications of the employee. Many large compa-
nies are moving away from the annual goal-setting
cycle and employee performance appraisal in favor
of a continuous management system that allows
you to effectively track the achievement of goals
and increase productivity in the company. With the
help of CPM, it is possible to evaluate the results
and update the goals of work more objectively and
faster than before.

The development of human resources is a factor
in the success of the company, therefore, special at-
tention is paid to the implementation of continuing
education programs, digital solutions have appeared
that facilitate this process.

Massive Open Online Courses (MOOCs) and
Social Learning are gaining popularity. Gradually
refusing to study according to approved programs,
companies encourage employees to self-study from
external resources.

In Social Learning, learning is led by practitio-
ners, not by professional teachers. The concept of
career building is closely intertwined with the con-
cept of lifelong learning.

Information technology is changing all forms of
work with personnel — from human resource plan-
ning, HR marketing and HR branding to communi-
cations with internal and external stakeholders.
These are talent management, innovation and HiPo
and, in general, HR analytics and HR efficiency.

Benchmarking of companies actively using di-
gital technologies in HR made it possible to present
a variety of practical world experience:

Uber Technologies Inc. — meeting the needs
of people in flexible employment and ensuring con-
tinuous development of the business by increasing
the staff.

Mail.Ru Group Limited, a holding company for
a number of subsidiaries, including Russian opera-
ting companies, uses the developments of IBS (Agil
implementation of an HR system). Provided: ma-
nagement of the processes of personnel movement,
personnel records and wages, access through the
corporate portal of managers to all data about em-
ployees.

CTC Media (Russian media holding) — using the
DaOffice20 platform allows CTC Media to store the
best projects and experience of all employees, ma-
nage such HR processes as internal communications,
corporate culture, HR brand development, compen-
sation system, motivation and talent management.

Sberbank is implementing unparalleled innova-
tive projects in the field of personnel training based
on a new training paradigm: “Training anywhere,
anytime, from any device”. Digital solutions at the
corporate university and virtual school have in-
creased the e-learning format by up to 90% and
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allowed newcomers, bank consultants, to achieve
planned productivity in 5 days. Corporate mobile
applications are available from the same tablets
used by consultants in customer service.

SAP CIS and Ecopsy Consulting have identified
how automated personnel management is at 350 Ru-
ssian enterprises and how much the degree of auto-
mation depends on the maturity of personnel ma-
nagement processes. In general, more than half of
the surveyed companies (57%) have partially auto-
mated HR processes and still maintain paper-based
HR records management, while 28% do not have
them automated at all.

Full automation of HR, including with the help
of integrated information systems, is observed only
in 15% of companies. Of these, 7% of HR processes
are organized taking into account the needs, results
and potential of employees (the highest level of
maturity), 34% of respondents have processes
based on universal procedures, 48% of companies
launch HR processes on the initiative of managers
(who, for example, you need to recruit employees to
the department, promote an employee in a position or
reward), and in 11% of companies the processes are
not organized.

In the global market, HR processes are best de-
veloped in banks, consumer goods manufacturers
and in the service sector, they are also leaders in the
automation of personnel management.

In 2020, Evraz, an international vertically inte-
grated steel and mining company, introduced an au-
tomated collection of HR indicators for 150 shops:
now the head of each shop has an automatically ge-
nerated panel with nine indicators, including the rate
of filling vacancies, the number of sick days, indi-
cators staff efficiency, labor productivity. This in-
formation allows shop managers to make personnel
decisions faster.

In 2018, Decathlon, a French company specia-
lizing in the development, production and retail of
sports goods, introduced an HR platform based on
SF SAPC, as well as integrated other services: Con-
tour, Diadoc electronic document management sys-
tem, Skillaz recruitment system and etc. As a result,
the network automated all personnel processes: cal-
culation and revision of salaries, recruitment, adap-
tation and integration of new employees, online
training, personnel assessment, talent pool ma-
nagement and reporting. After the implementation,
the company reduced the costs of HR processes by
3 times: the time that employees spent on paper-
work decreased by 50%, the risk of errors de-
creased, and all processes became completely
transparent for each employee. The platform was
accessed by 2,700 employees of the company from
anywhere in the world.

As aresult of the use of digital technologies, the
productivity of employees improves and the
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efficiency of the personnel management system in-
creases, which in general leads to an increase in the
competitiveness of organizations and a more stable
position in the market.

Thus, we can say that the digitalization of busi-
ness has influenced the formation of a new cluster
of companies that develop products and provide ser-
vices in the field of human resource management
using digital technologies.

Changes in the field of human resource manage-
ment affect three key areas: digital workforce, digi-
tal workplace and digital HR management.

Digital workforce is the introduction of new
management practices, including talent manage-
ment. The digital workplace involves the creation of
a highly productive work environment equipped
with modern communication tools. Digital HR in-
volves the transformation of human resource ma-
nagement and innovation.

The following principles of digital HR can be
distinguished:

— measurability and analysis of the management
model in real time;

— technological and organizational flexibility;

— cellular structuring of the human resource
management model and, at the same time, its integ-
rity and coherence of functioning;

— increasing the efficiency and structure of com-
munications while enhancing their transparency;

— the use of artificial intelligence, social net-
works to increase business efficiency;

— flexibility and transparency of HR capital
management, similar to the management of any
company assets.

A large number of HR products and solutions
focused on mobile applications, cloud services
and artificial intelligence are appearing on the
market. It is these changes that define the second
level of digital HR. The future will be about arti-
ficial intelligence and personnel management.
According to the portal hh.ru, 11% of employers
in Russia are already using artificial intelligence
when dealing with personnel issues, about 50% are
studying this topic. The companies using Al are, for
instance, Coca Cola, HBC Russia, PepsiCo, IKEA
Retail Russia, MTS, Beeline, Alfa-Bank, Eldorado,
Sberbank, etc. [2].

As a rule, products with elements of artificial
intelligence for conducting electronic recruitment
are most often used so far — “Robot Vera”, “Vir-
tual Recruiter”. These chatbots determine the tar-
get audience, look for resumes, call up, conduct
an initial interview, record the results, set a time
for a meeting with an HR specialist, remind them
of it, issue an opinion on the information re-
ceived. In addition, they do not forget to call those
who did not pass the interview and maintain

a database, constantly updating it and re-search it
if necessary.

Also, artificial intelligence can already be used
not only for hiring, but also when accompanying a
candidate to a job, adapting staff, training, evalua-
ting, and even when forming and organizing the
work of project teams. Subjectivity is removed,
when using artificial intelligence there is no place
for “intuition”.

Risks — systematization and storage, and from
this it follows — the possibility of using information
that is very important for the organization. At the
same time, it is necessary to configure and adapt
chatbots to a specific organization, its problems,
culture, and management specifics.

Today more companies recognize that executive
expertise does not always determine what key per-
formance indicators (KPIs) should be considered
the best. It is where data can help based on predic-
tive analytics such as machine learning [3].

For example, IBM created a machine learning
algorithm in order to better assess which employees
intend to leave the company. The algorithm ana-
lyzes variables and millions of data to offer recom-
mendations to managers about what to do to retain
personnel. Such kind of analysis is far more accu-
rate than pure management intuition. Using the al-
gorithm, managers can identify the individuals to
target to have development conversations regarding
cultivating of skills and careers within IBM. Such
kind of analysis may be called predictive alignment
because the tool provides perspective to managers
and workers alike about skills and career develop-
ment opportunities that are aligned with strategic
objectives across the IBM portfolio, in such areas as
cloud computing, Al, and quantum computing [4].

On the other hand, using Al, we are increasingly
abdicating our power to make decisions based on
our own judgement and our moral convictions.
What we believe is “right” risks is no longer a ques-
tion of ethics but simply what the “correct” result of
a certain mathematical calculation is.

Computers already make decisions for us on a
daily basis, and they seem to be doing a good job.
But it is bad that we now gradually rely on machines
to make data-driven decisions for us which are not
based on human judgement.

Through a process of reckoning, the machines
make decisions that are precise and indisputably
correct. The risk is that we may eventually end up
fashioning ourselves and our society based on the
image that the technology has formed of us.

But such reckoning, which is based on a tech-
nical image, can never reveal the full truth, because
this is not what it has been made for. Instead, we
need to learn what Al really is and how to work with
it. Specifically, we need to learn how to understand
and use it for each particular case.
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In practice, that means that managers should
judge on a case-by-case basis whether, how, and
why to use artificial intelligence. We need to re-
member that in the absence of vigilance and doubt,
we might miss the moment when our decision-ma-
king has transitioned from judgement to reckoning,
which would mean that we would hand over our
power to make moral decisions to the machine’s al-
gorithmic reckoning [5].

New structures are emerging, providing the
organization with an external environment; clus-
ters are being formed that can function on a single
digital platform. The technological revolution 4.0
and its explicit forms — the Internet of Things
(IoT), robotics — are a new level, based on artifi-
cial intelligence (Al) and virtual reality (VR), cre-
ating new forms of production and economic re-
lations.

The goal of personnel management in the con-
text of digital transformation is the ability to auto-
matically convert arrays of accumulated data into
management decisions. It is digital platforms that
will compete with each other, defining the contours
of national economies.

Digital platforms make it possible to algorith-
mize the interaction of an arbitrarily significant
number of economic entities, creating new rules for
doing business, as well as new professions.

Such technological platforms can associate
needs with resources (suppliers of service products
with consumers, etc.) through various intera-
ction formats: “people-to-people”, “people-to-ma-
chines”, “machines-with-machines” [6].

The set of communities of various participants
that create value through interaction and competi-
tion within the platform, as well as the system of re-
lations between them, constitute the platform eco-
system. One of the main advantages of the platform
business model lies in the reduction of the role of
the institution of traditional mediation and, accor-
dingly, transaction, operational, time, as well as
other costs for the subjects [7].

Technological platforms can function at micro,
macro, and global levels. They can be used within
individual companies as internal platforms, various
value chains, as well as like industry (external) plat-
forms, forming industry ecosystems based on the
leader platform. At the same time, external plat-
forms are often more competitive because of the use
of network effects and their greater openness to in-
novation [8].

The widespread use of digital platforms focused
on service formats for the provision of products and
services leads to trends in the exploitation of the
workforce as a service, while platform participants
receive much less legal and economic protection for
their rights (including minimum wage, protection
against unfair dismissal, social security and bene-
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fits, training, etc.). This conceptual phenomenon
has been called “human-as-service”.

There is less and less direct interaction of ma-
nagers and this interaction becomes more and more
significant. Possession of a variety of knowledge,
skills, experience, at the junction of various profes-
sions and fields of knowledge is becoming in de-
mand. Of particular importance is the presence of
general intelligence (IQ), emotional intelligence (EI),
creative intelligence (CI) among employees.

We can talk not about static knowledge and skills,
but about the ability to transform and produce them.
There is a demand not only for the ability to detect and
analyze a problem, to generate ideas, including non-
standard ones in accordance with a rapidly changing
situation, but also to quickly organize a solution to a
problem, while effectively communicating with all
stakeholders, including virtually.

The ability to work in a virtual team, temporary
or long-term, building work of a high level of com-
plexity, in a constantly changing environment, the
need to work out a large level of information, at the
intersection of technology, the economy, taking into
account the needs of society and ethics — these are
the needs of the professional skills of the future.

P. Senge singled out 5 technologies necessary to
create a developing and changing organization, con-
sidering thought creation as a collective phenome-
non [9]. Systems thinking — structure determines be-
havior and relationships. Digital platforms require
changes in people’s behavior patterns and systems
thinking allows one to detect problems in people’s
behavior and understand the direction of change. It
is the main discipline that allows you to connect dis-
parate events into a clear picture.

1. Personal continuous improvement of each
employee. Personal improvement leads to increased
initiative and business success, and this process
should become a constant practice.

2. Mental intellectual models of what a person
sees, how he perceives and how he behaves. Certain
mental models can hinder the transition to a new
business model. It is necessary to be aware of the
selectivity of thinking, mental clichés and be able to
change them. Systems thinking allows you to be
aware of a large number of relationships and see the
whole picture. This way you can see mental models,
weak points and eliminate them.

3. Create a shared vision. A shared vision of the
present and future for all members is needed to con-
nect the benefits of digital platforms with the crea-
tivity of people. A shared vision is formed on the
basis of individual views and is constantly changing
as the organization evolves.

4. Teaching teams. The synergy of teamwork
leads to coherence and empowers everyone. There
are three aspects here — increasing the complexity
of group tasks in order to unlock the team potential;
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creative potential is revealed more strongly, which
has a huge effect with coordinated actions; effective
team work motivates other teams.

We are talking about the key competencies of a
network structure operating on a digital platform, al-
lowing to coordinate and integrate the various re-
sources of all stakeholders, which must correspond
to each other, which increases the competitiveness
of the digital platform and, accordingly, the national
economy [10].

Speaking specifically, according to experts,
65% of modern schoolchildren will work in profes-
sions that are not yet known today, which will lead
to the transformation of the education system, the
employment system and the emergence of an excess
labor force.

The above processes predetermine the for-
mation of the next level of HR processes, the third.

The third level — the interaction of ecosystem
participants will be carried out on the principles of
neurocommunications. And here we come to the
main question — being determines consciousness or
consciousness determines being.

Being determines consciousness, which builds
the forms of being. Personnel — as participants in
changes, as their main part. Relationships are un-
structured, which involves changes in attitudes,
both managers and subordinates. Education is
aimed at the formation of a Personality capable
of organizing information flows to achieve certain
personal and social goals. There is a choice — focus
on the Person, Personality or economic efficiency,
leading to the victory of artificial intelligence and
the futuristic visions of science fiction writers of the
past will become the future. A more optimistic fore-
cast nevertheless speaks of the choice of a future
business model based on the ethical principle
of economic relations in relation to the entire eco-
system.

The mental model of a person about the organi-
zation and his place in it determines what a person
sees, how he perceives and how he behaves. No ex-
ternal consultants and training staff can do a huge
job of adapting, training and developing employees,
as those who work in this organization, namely, the
“dynamic abilities” of the company depend on these
qualities of personnel.

Such adaptation increasingly binds the parties to
each other and, thanks to this, facilitates subsequent
interaction, and also prevents penetration into the
emerging system of relationships of other compa-
nies, which develops into interdependence — buil-
ding new relationships is long and expensive and
not always effective. The protrusion of the interests
of an individual subject of the network of interaction
can lead to the death of a partner, the destruction of
a network formation. Therefore, the coordination of
motivations at various levels of network education

becomes the basis for the complex interaction of the
entire structure. The relations themselves are con-
sidered as a resource, and their presence, respec-
tively, as a competitive advantage. The closer these
relationships, the greater the competitive advantage,
since stable connections between agents in the net-
work create barriers for other firms to enter this
market and provide exclusive access to resources.

It follows from this that investment in relation-
ships is preferable, as this allows one to strengthen
their position and competitive advantages [9].

However, one should not lose sight of the fact
that the more one invests in relations with a partner,
the higher the costs of their break, but the organiza-
tion has income (rent) from the high quality of its
intangible assets, turning them into its competitive
advantage.

There is a need for revaluation of assets, their
ranking according to the degree of strategic im-
portance, taking into account its new understanding,
development and creation of conditions conducive
to the growth of priority assets.

The ability to build interaction in a business net-
work is the most important strategic resource. There
are three options: you know how to build effective
relationships, you are forced to do it, built into your
structure, or you leave.

The Harvard Business School talks about the
qualities necessary for the leaders of the future: per-
suasiveness — the ability to form one’s own belief in
future advantages and support it among supporters;
high pace of activity, which is directly related to the
speed of perception and processing of information.

Strategic vision and the ability to describe it to all
stakeholders; focus on the client or an organized com-
munity; involvement in the process at an emotional
level of all stakeholders, ensuring broad support, as
well as innovation and creativity; the desire to go for-
ward all the time and build a vision of ever higher
goals; sincerity — it is very difficult to produce it
now and it will be impossible to falsify in the future,
with the development of all electronic methods of
observation and generalization of data using Big
Data technology; inspiration and motivation — and
this is emotional intelligence and nothing more.

The last World Economic Forum in Davos con-
sidered the need for a “great reset” — the renewal of
all aspects of our society and economy, from educa-
tion to social contracts and working conditions.

It’s about changing your lifestyle. We are tal-
king about the idea of redistributing world wealth,
changing the way of life and, in general, the forms
and even the goals of being. We are talking about
the further development of the world — technocratic
or ethical — where conservation, sustainability and
equal opportunities become the defining goals of the
global economy. Profit or the existence of civiliza-
tion? Paths of Existence: technologies outside
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or technologies for the development of human capa-
bilities? Artificial organs, artificial intelligence, as
the only alternative or the development of human
internal capabilities? This is the choice that huma-
nity faces now. Economics or ethics?

According to Trapp (2000), the HR function
will become the main focus of outsourcing in the
future. As a result, the organization’s resistance to
new changes related to the use of E-HRM applica-
tions is minimized and customer satisfaction is in-
creased. Researchers and HR professionals have
developed many methods to help you succeed in
E-HRM. These include:

— when a company implements a new E-HRM
system, some HR processes need to be redesigned
to make the E-HRM system more efficient. For the
unavoidable alignment of processes and tasks with
the requirements of the new system;

— these reengineering mechanisms are used to
transform the manual process of people manage-
ment into a paperless format. Before choosing a
software system, reengineering should begin to
ensure that the stakeholders accept the changes
and that the process can actually match the new
system. Lee and Lee (2007) argue that good plans
take a considerable amount of time to be imple-
mented;

— training and training are important steps in
change management as employees need to under-
stand how new systems are transforming business
processes;

— training is the catalyst that brings the use’s
knowledge to a level where they can quickly and fully
familiarize themselves with the new E-HRM system;

— organizational change management can be a
full-time job in itself as it must resist change, duplica-
tion and error, and manage people and expectations;

— for E-HRM implementation to be successful,
senior management must identify and provide on-
going support to those responsible during the imple-
mentation phase to ensure that there are no obstacles
impeding or impeding progress.

Conclusions. The era of digital technologies
is changing the minds of managers and dictates
the need to search for new and adapt existing ma-
nagement models that are the basis of future compe-
titiveness.

New business and HR strategies based on digi-
tal technologies increase the efficiency of manage-
ment decisions: automated recruiting, transition to
virtual workplaces, individualization — creating an
environment for self-realization and development
for each employee, managing HiPo and engage-
ment, HR analytics and performance management.

However, no matter what priorities in approaches
and technologies are used, it is the human potential
of the company that is of key importance — people
who are able to generate and manage them. Intellec-
tualization is fundamentally changing the work of
HR departments: from functional performers to
strategic business partners.

The digital economy is transforming the main
HR processes: it simplifies mass recruitment pro-
cedures, the process of corporate training, and
opens up new opportunities in the field of mana-
ging the effectiveness of human resources. In ad-
dition, the spread of digital technologies increases
the demand for digital skills, setting new trends in
education.

Thus, today, those companies that are able to
determine the practice of the future and, in accor-
dance with this, introduce new digital solutions, in
particular in the field of HR receive a clear compe-
titive advantage.
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