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Abstract. Introduction. The current stage of economic development is characterized by profound transformation
processes driven by digitalization, the rapid advancement of information technologies, the automation of business processes, and
the growing role of human capital in ensuring the competitiveness of enterprises. Under these conditions, traditional approaches
to workforce management are gradually losing their effectiveness, highlighting the need to develop and implement new innovative
models of human resource management.

Purpose. The purpose of the article is to examine contemporary innovative approaches to work-force management in the
context of the digital transformation of the economy and to identify strategic directions for improving human resource
management systems.

Results. The article examines the impact of digital transformation on the labor market and work-force management
systems. It is established that automation and the adoption of digital technologies reduce the need for routine operations while
simultaneously increasing demand for cognitive, social, and creative competencies. The necessity of transitioning from traditional
administrative HRM models to innovative approaches based on agile methodologies, HR analytics, artificial intelligence, People
Analytics, and continuous employee learning systems is substantiated. It is determined that key areas of transformation include
the development of data-driven HR systems, the enhancement of employees’ digital competencies, the integration of human and
artificial intelligence, and the establishment of flexible organizational work models. Particular attention is paid to fostering a
culture of continuous learning, developing workforce adaptability, and managing Employee Experience as important factors in
ensuring workforce effectiveness.

Conclusions. It is demonstrated that, in the context of the digital transformation of the economy, innovative approaches
to workforce management are becoming a strategic factor in enhancing enterprise competitiveness. The effective adaptation of
HRM systems requires comprehensive changes at the technological, organizational, and cultural levels, thereby facilitating human
capital development, improving labor productivity, and strengthening enterprise resilience in a dynamic market environment.

Keywords: digital transformation; HR analytics; human resource management; reskilling and upskilling; employee
experience.
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IHHOBaNiiiHiI MigxX0Au A0 ynpaB/JiHHS TPYAO0BUMHU pecypcaMH B yMoBax ¢ poBoi TpaHcpopmanii
€KOHOMIKH

Anomayia. CyvacHuill eman po38umky eKOHOMIKU Xapakmepusyemscs 2AU60KUMU MpaHcpopmayiliHumu npoyecamu,
3yMos/eHUMU Yugposizayiero, cmpiMKuM po3eumkoM iHgopmayiliHux mexHo.02il, asmomamu3ayiero 6izHec-npoyecie ma
3POCMAHHAM poi A100CbK020 Kanimasy y 3a6e3neveHHi KOHKYPeHmMocnpomoxcHocmi nionpuemcms. Y yux ymosax mpaouyitixi
nidxodu do ynpasninHa mpydosumu pecypcamu nocmynoso empayaroms eoeKmusHicms, ujo akmyasizye Heo6xioHiCmb NOWYKy
Hosux IHHo8ayiliHux Modeell ynpasaiHHs NepcoHa/I0M.
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Memoto cmammi € docaidxiceHHs1 cyvacHux iHHogayiliHux nidxodie 0o ynpaeaiHHsi mpydosuMU pecypcamu 8 YyMO8ax
yugposoi mpaHcgopmayii ekoHoMiKU ma BU3HAYEHHSI Cmpamez2iyHUX Hanpsimie YOJOCKOHA/NEHHSI CucmeM YnpasaiHHs
J00CbKUMU Pecypcamu.

Y cmammi OdocaidxceHo enaue yugpposoi mparcopmayii Ha puHOK npayi ma cucmemy ynpasaiHHs mpyodosumu
pecypcamu. BcmaHosseHo, wjo asmomamu3sayiss ma enpogadiceHHs Yupposux mexHo102ill aMeHuyoms nompeby y 8UKOHAHHI
pPymuHHUX onepayiil i 6odHoyac nideuujyroms nonum Ha Ko2HimueHi, coyianbHi ma meopui komnemewnyii. O6rpyHmMosaHo
HeobxidHicmb nepexody 8i0 mpaduyitinux adminicmpamueHux modeseti HRM do iHHosayiliHux nidxodise, 3acHosaHux Ha agile-
Memodosoeisix, HR-anaaimuyi, wmyuHomy inmesekmi, People Analytics ma cucmemax 6e3anepep8Ho20 HABYAHHS NEPCOHANY.
BusHaueHo, wjo saxcausumu Hanpsimamu mpaHcgopmayii € dopmysanus data-driven HR-cucmem, po3sumok yugposux
KomMnemeHyill npayisHukie, iHmezpayisi 1100cbko20 ma WmMy4yHo20 iHmesekmy, a makox no6ydosa cHyvKux op2aHisayitiHux
Modesetl npayi. Okpemy ysazy npudineHo po3sumky Ky/abmypu 6e3nepepeHo20 HA8YAHMS, adanmueHocmi nepcoHany ma
ynpasinHio Employee Experience sk saxcausum YuHHUKAaM 3a6e3ne4eHHs epekmusHocmi mpydosux pecypcie.

JosedeHo, wjo 8 ymosax yugposoi mpaHcgopmayii ekoHomiku [HHoeayiliHi nioxodu do ynpaeniHHs mpydosumu
pecypcamu cmawomes cmpamez2iyHuUM YUHHUKOM NIOBUWEHHS KOHKypeHmocnpomoxcHocmi nionpuemcms. EdexkmusHa
adanmayisi cucmem HRM nompe6ye KOMN/AEKCHUX 3MiH HAQ MeXHO/02I14YHOMY, Op2aHi3ayiliHoMy ma KyAbmypHOMY PIGHSIX, W0
3a6e3ne4ums po3gUMoOK AHJCbKO20 Kanimasay, nidsuweHHs npodykmueHocmi npayi ma cmilikicms nionpuemMcma 8 ymosax
JuHamiyH020 puHk08020 cepedosuwa.

Kawouoei caoea: yugpposa mpancgopmayis; HR-aHanimuka; ynpaeninHsi nepcoHasqom; reskilling ma upskilling;
employee experience.

JEL Classification: J24, M12, 015, 033, J21.

Statement of the problem. The current stage of employment, and requirements for employee
economic development is characterized by profound competencies.
transformational processes driven by digitalization, the Traditional approaches to human resource
rapid advancement of information technologies, the management (HRM), designed for a stable environment
automation of business processes, and the growing role of and long-term planning horizons, are becoming
human capital in shaping the competitive advantages of increasingly inadequate in addressing the challenges of
enterprises. Under such conditions, labor resources are  the digital economy. Instead, greater emphasis is being
becoming one of the key factors ensuring the efficient placed on organizational flexibility, the ability of
functioning and strategic development of business enterprises to rapidly acquire new competencies, and a
entities. Traditional approaches to labor resource strategic focus on the continuous development of human
management are gradually losing their effectiveness, as  capital.

they no longer fully meet the modern requirements of the An analysis of recent studies and publications. The
digital economy, which demands greater flexibility, issue of the impact of digital transformation on the labor
adaptability, and speed in managerial decision-making. market and human resource management has become

The implementation of innovative approaches to labor  the subject of active scientific discussion in international
resource management is becoming increasingly relevant,  academic literature.
particularly those based on the use of digital platforms, HR A fundamental contribution to understanding the
analytics, artificial intelligence, automated personnel macroeconomic consequences of automation was made
management systems, and modern tools for employee by Daron Acemoglu and Pascual Restrepo [1]. The
competency development. The application of these researchers developed a theoretical model explaining the
approaches contributes to increased labor productivity, = mechanisms of job displacement and job creation under
optimization of HR processes, the formation of an the influence of technological progress. The authors
effective motivation system, and improved adaptability of  demonstrate that, despite its disruptive impact on certain
enterprises to changes in the external environment. Atthe = employment categories, automation generates demand
same time, the insufficient level of digital readiness of for new forms of labor in the long run that remain
enterprises, the shortage of qualified personnel, and the inaccessible to machines. At the same time, they
rapid transformation of the labor market necessitate emphasize that the pace of technological change may
further research into innovative mechanisms of labor exceed the speed of labor market adaptation, which
resource management in the context of the digital highlights the need for an active role of governments and
transformation of the economy. employers in workforce retraining.

The Fourth Industrial Revolution, unfolding against the In the work of David Autor, Frank Levy, and Richard
backdrop of the rapid spread of digital technologies, is  Murnane [2], the impact of technological change on the
fundamentally transforming the functioning of the labor  transformation of job content and the structure of
market and the principles of labor resource management. demand for labor resources is examined. The authors
The automation of routine operations, the argue that the development of digital technologies and
implementation of artificial intelligence (Al), cloud automation primarily replaces routine cognitive and
computing, and platform-based business models are  manual tasks, while increasing demand for employees
reshaping not only the nature of labor activity but alsothe  capable of performing non-routine  analytical,
organizational structures of enterprises, forms of communication, and managerial functions. The study

proves that technological progress shifts the focus of labor
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resource management from traditional personnel
administration toward competency development,
adaptability, and continuous professional learning.

The conceptual foundations of business digital
transformation are thoroughly explored in the seminal
work of Erik Brynjolfsson and Andrew McAfee [3]. In the
monograph “The Second Machine Age”, the authors
analyze how digital technologies are changing the nature
of work: medium-complexity cognitive tasks are
increasingly being performed by algorithms, while
demand is growing at two opposite ends of the labor
spectrum—highly educated specialists with creative and
analytical thinking, and manual workers whose tasks
remain difficult to automate. This Ilabor market
“polarization” has direct implications for HRM strategies,
as enterprises are forced to rethink the structure and
strategic management of their labor resources.

The issue of applying artificial intelligence directly in
the field of human resource management is explored by
Thomas Davenport in collaboration with Rajeev Ronanki
[4]. The authors systematize the key directions of Al
implementation in HR functions, ranging from automated
resume screening and chatbots for onboarding new
employees to predictive analytics for employee turnover
and personalized learning programs. The researchers
emphasize that Al does not replace HR managers but
rather frees them from routine operations, allowing
professionals to focus on strategic aspects of human
capital development.

The report Deloitte “Global Human Capital Trends
2023: New Fundamentals for a Boundaryless World” [5]
analyzes the key global trends in the transformation of
human capital management under conditions of
digitalization, labor market instability, and rapid
technological development. Particular attention is paid to
the need for developing new approaches to labor
resource management based on flexibility, adaptability,
and digital competencies. The authors emphasize that
modern enterprises must rethink traditional HR models by
integrating digital technologies, HR analytics, artificial
intelligence, and continuous learning tools. The practical
significance of the study lies in substantiating the
importance of creating innovative labor resource
management systems capable of enhancing labor
productivity, employee engagement, and enterprise
resilience in the context of the digital transformation of
the economy.

The transformation of organizational management
structures in the era of digitalization is comprehensively
analyzed by Krisztidn Dery and co-authors [6]. Their study,
based on a survey of 281 enterprises, demonstrates a
statistically significant relationship between the level of
an organization’s digital maturity and its ability to attract,
retain, and develop talent. Companies with a higher level
of digitalization show greater labor productivity, better
employee engagement indicators, and lower staff
turnover, making the digitalization of HR processes a
strategic priority.

The long-term dimension of the transformation of
labor relations and career models is explored by Lynda
Gratton and Andrew Scott [7]. In their book “The 100-Year
Life”, the authors substantiate the concept of a “multi-
stage” career path, which is expected to replace the
traditional three-stage model (education — career —
retirement). In the context of increasing life expectancy
and the accelerating pace of technological progress,
continuous learning and reskilling are becoming integral
components of every employee’s career path. This creates
fundamentally new challenges for HR systems, requiring
support for lifelong learning rather than limiting employee
development to the initial stages of professional activity.

The purpose of the article is to investigate modern
innovative approaches to labor resource management in
the context of digital transformation and to identify

strategic directions for improving human resource
management (HRM) systems.
Presentation of the main material. Digital

transformation has a complex and contradictory impact
on the structure of employment. On the one hand, the
automation and algorithmization of labor processes
reduce demand for routine cognitive and physical tasks.
According to McKinsey Global Institute [8], approximately
30% of tasks across most sectors of the economy are
already technically automatable, and by 2030 this share
may increase to 60% in certain industries. However, task
automation is not equivalent to the automation of
occupations as a whole: most jobs consist of a diverse set
of tasks, and only some of them can be replaced by
machines.

On the other hand, digitalization creates new demand
for competencies that remain inaccessible to machines,
including creative and critical thinking, empathy, complex
interpersonal communication, and the ability to manage
under uncertainty. The study by David Autor and co-
authors [2] convincingly demonstrates that digital
transformation particularly increases demand for “social”
skills such as leadership, negotiation, and teaching others,
while demand for analytical skills grows primarily when
combined with social competencies rather than as an
independent factor. This means that even highly qualified
technical specialists increasingly require well-developed
soft skills.

One of the most significant structural shifts is the
expansion of platform-based employment and the gig
economy. Research by McKinsey Global Institute [8]
indicates that up to 20-30% of the working population in
developed countries is engaged in various forms of
independent  project-based work. This creates
fundamentally new challenges for HRM systems,
particularly the need to manage an “extended workforce”
that includes not only full-time employees but also
freelancers, partners, and bots.

A key issue for most enterprises is the development of
strategies for enhancing digital competencies. Research
by Deloitte [5] found that 77% of executives consider
digital reskilling and upskilling of employees to be the
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most critical HRM challenge for the coming decade. At the
same time, traditional approaches to corporate learning—
such as short-term training sessions and catalog-based
learning programs—are proving insufficient to ensure the
pace of competency development required in the digital
era.

The response the challenges of digital
transformation has been the development and
widespread adoption of fundamentally new approaches
to human resource management, which differ
significantly from traditional HR practices.

Agile methodologies, originally developed in the field
of software engineering, are increasingly being applied to
personnel management practices. Agile HRM involves
moving away from rigid hierarchical structures toward
self-organized cross-functional teams, flexible planning
through short iterative cycles (sprints), continuous
feedback instead of annual performance reviews, and the
rapid adaptation of HR processes to changes in the
business environment.

An important element of the agile approach is the
transformation of performance evaluation systems.
Traditional annual appraisals are increasingly being
replaced by continuous performance management, which
includes regular feedback, check-in meetings, and OKRs
(Objectives and Key Results). Klaus Schwab [9] emphasizes
that in the era of the Fourth Industrial Revolution, an
organization’s ability to quickly assess and develop
employee potential is becoming no less important than
technological infrastructure itself.

The application of artificial intelligence in HRM
extends far beyond recruitment automation. Modern Al
systems cover the entire talent management cycle:
predictive analytics identifies the risk of turnover among
key employees 6—-12 months before it occurs; machine
learning algorithms personalize learning pathways based
on competency profiles and career goals; and NLP systems
analyze employee engagement through corporate
communications and surveys.

Leading digital companies are building “learning
ecosystems” integrated platforms that combine
microlearning, social learning (peer learning), mentoring,
and Al-driven personalization. Amazon, for example,
announced an investment of $700 million in reskilling
100,000 employees by 2025, while AT&T implemented
the Future Ready program, covering 100,000 engineers
and enabling the company to avoid mass layoffs during its
digital transformation process [8].

Lynda Gratton and Andrew Scott [7] substantiate the
concept of “intangible assets” in modern careers, which
includes not only knowledge and skills but also the quality
of social connections, reputation, and the ability to
continuously rethink one’s professional identity.
Managing the development of employees’ intangible
assets is becoming a new function of progressive HR
systems, extending beyond traditional learning and
development management.

to

In response to these challenges, progressive
companies are expanding the concept of personnel
management toward Employee Experience (EX)
management, focusing on the holistic experience of
employees in their interactions with the organization. Erik
Brynjolfsson and Andrew McAfee [3] emphasize that in an
environment where top talent is increasingly targeted by
competitors’ recruitment algorithms, the quality of
internal employee experience becomes a key factor in
talent retention.

The key elements of a digital well-being strategy
include the right to disconnect, flexible work
arrangements (hybrid employment), digital workplace
ergonomics, mental health support programs, and the
development of a culture of psychological safety, where
employees are not afraid to make mistakes in conditions
of constant change.

National experience further illustrates how these
global trends are being adapted by domestic enterprises.
Grebeniuk [10] identifies four principal directions of
digital technology implementation in Ukrainian personnel
management practice — the use of artificial intelligence,
cloud-based storage and services, chatbots, and virtual
and augmented reality tools — and demonstrates that
their application allows managers to make more
substantiated and objective personnel decisions. A similar
conclusion is reached by Chernikova, Voronina, and
Chebotarov [11], who show that Ukrainian enterprises
increasingly rely on an innovative approach based on HR-
technologies: its implementation considerably reduces
the time required for transmitting personnel information,
increases the productivity of HR functions, and
strengthens the overall effectiveness of personnel
management activity.

A more technologically integrated perspective is
offered by the concept of HR-engineering, which
combines digital tools directly with the design of
personnel management  processes.  Vedernikov,
Chernushkina, and Kropyvnytskyi [12] examine digital HR-
engineering instruments used by domestic enterprises,
including Al-based systems for candidate screening, talent
search, competency-fit assessment, and interview
scheduling, and conclude that such instruments enable a
more systematic, technologically integrated approach to
workforce formation under conditions of digitalization.

At the same time, Ukrainian researchers emphasize
that digital HR transformation generates not only
opportunities but also significant challenges for
entrepreneurial structures. Vorobets and Mokhnatskyi
[13] show that, alongside the potential for improved HR
efficiency, enterprises — particularly small and medium-
sized businesses — face barriers such as insufficient digital
competencies among staff, limited financial and
technological resources, and the absence of a clearly
defined implementation strategy, all of which slow the
pace of digital transformation. A complementary
conclusion follows from the study by Zlenko, Liashchenko,
and Zlenko [14], who demonstrate that the digital
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transformation of the personnel management system —
implemented through artificial intelligence, cloud
technologies, and analytical platforms that automate
recruitment, adaptation, training, and performance
evaluation — increases labor productivity and optimizes
resource use, but at the same time requires enterprises to
strengthen cybersecurity, cultivate a digital organizational
culture, and adapt managerial decision-making practices
to the new technological environment.

The systematization of the approaches discussed
makes it possible to identify the key strategic directions
for transforming labor resource management systems in
the digital economy.

First, there is a transition from the administrative to
the strategic function of HR. In the context of digital
transformation, the HR department should be positioned
not as a service function but as a strategic business
partner responsible for developing the organizational
capabilities necessary for implementing a digital strategy
[6]. This requires, in particular, the involvement of HR
directors in strategic planning and investments in the
analytical capabilities of HR teams.

Second, the development of data-driven HR systems is
essential. Managerial decisions in the field of personnel
management should be based on data and predictive
analytics rather than intuition and tradition. The
implementation of HR metrics, People Analytics
platforms, and the integration of HR data with enterprise
business analytics are necessary conditions for effective
human resource management in the digital era [4].

Third, there is a need to foster a culture of continuous
learning and adaptability. Enterprises seeking to
successfully navigate digital transformation must
purposefully develop a learning organization in which
acquiring new knowledge and skills becomes the norm

rather than the exception. This requires not only
investments in training programs but also changes in
cultural norms, incentive systems, and organizational
structures [7].

Fourth, there is a need to rethink organizational forms
of work. The expansion of remote, hybrid, and project-
based employment requires new approaches to team
organization, coordination, and the maintenance of
corporate culture in distributed teams. Daron Acemoglu
and Pascual Restrepo [1] warn that organizations unable
to effectively integrate humans and machines into
collaborative work processes will lose competitive
advantage to those that succeed in doing so.

Fifth, the integration of human and artificial
intelligence is becoming increasingly important. A
promising model of labor resource management is based
not on replacing humans with machines, but on enabling
effective collaboration between them—an “augmented
workforce,” where Al takes over routine and
computational tasks, freeing human potential for
creativity, strategic thinking, and empathy [9].

Conclusions. The digital transformation of the
economy significantly reshapes the labor market by
reducing the demand for routine tasks while
simultaneously increasing the need for cognitive, social,
and creative skills. This requires the modernization of
approaches to labor resource management and employee
development. Modern HR practices, including agile
approaches, Al-driven analytics, and continuous learning
systems, are shaping a new model of human resource
management that moves away from traditional
administrative methods. Effective adaptation of HRM
requires comprehensive changes at the technological,
organizational, and cultural levels.
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