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TECHNICAL DEVELOPMENT IN HUMAN RESOURCE MANAGEMENT

Abstract. The article provides a comprehensive analysis of the current state and development of human
resource management (HRM) technologies in the context of the modern digital economy. The study traces
the evolution of HRM from the early theories of scientific management and human relations to contemporary
strategic approaches that treat employees as valuable intellectual assets rather than mere tools. Special
attention is paid to the importance of intellectual capital in the education sector, where human resources serve
as a primary factor for ensuring organizational competitiveness.

The author details the strategic and tactical functions of HRM, highlighting the necessity of aligning personnel
management with overall corporate strategy, process reengineering, and change management. The tactical
level focuses on staffing, continuous training, motivation management, and maintaining employee loyalty. The
research emphasizes that a synergistic effect in a professional group is achieved through the complementarity
of individual characteristics and the voluntary exchange of knowledge.

Furthermore, the article explores the transition to virtual human resources and the implementation of advanced
information technologies. It analyzes the transformation of recruitment into e-recruitment, utilizing social
networks and specialized portals to overcome geographical barriers and enhance employer branding. Finally,
the study examines the role of Human Resource Information Systems (HRIS), such as SAP and PeopleSoft, in
managing big data, streamlining administrative tasks, and providing global access to training and personnel
archives. The conclusion underlines that modern HRM is shifting toward a scientific paradigm requiring
ontological descriptions to maximize human capital growth.
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TEXHIYHUI PO3BUTOK B YITPABJIHHI JIIOJICBKUMHA PECYPCAMU

Anomauia. Y cmammi npogeoeno KOMNieKCHUl aHaui3 cy4acHo20 CMany ma nepcnekmue po3eUumky
mexHon02il ynpasninusa aoocokumu pecypcamu (HRM) 6 ymosax enobanizayii ma yughposizayii ekonomiku.
Aemop poszensoac esontoyito HRM 6i0 nepuiux docniddceHvb Haykogozco menedxcmenmy Teunopa ma ioei
Pobepma Oyena 0o cyuacnux cmpameiunux iHiyiamueg, CNpIMOBAHUX HA MAKCUMI3AYII0 NPOOYKMUBHOCTI
npayisnukie. Ocobnusa ysaza npuoiiaemucs posi 100CbKO20 Kanimary 6 0C8ImHill cqhepi, 0e iHmenexmyanibti
pecypcu € K408UM akmopom 3abe3neyeHus KOHKYPEeHmMOoCNPOMONCHOCMI OpeaHizayil.

B pobomi demanvro onucano ocHO8HI cmpame2iyni ma makmuyHi QYHKYil YnpasiinHs nepcoHaioM.
Ilo cmpameeiunux @yukyiti ioneceno o6anamcysannsi HRM i3 6i3znec-cmpameziero nionpuemcmaa,
PpeindIcunipune npoyecie ma ynpasiinHsa sminamu. Taxmuunuii pieeHb 0XONII0E€ YOMUPU KAI0YOBL HANPAMU:
Kaopoge 3abe3neuenHs (staffing), HaeuaHHsi ma pO3GUMOK, MEHEeONCMeHm MOomueayii ma niIOMpPUMKY
JIOSILHOCMI NPAYiBHUKI8. ABMOp HALONOWYE, WO CUHEpeeMUYHUL edhekm Y epyni (haxisyie 0ocseacmovcs He
npPOCMO MeXaHiyHuUM 00 €OHAHHAM IHMENeKMYalbHO20 Kanimany, a 63aEMO00N08HI0BAHICIIO IHOUBIOYAILHUX
xapakmepucmux ma 006pogiibHOI0 nepeoayero 3HAaHb.

3nauny wacmuny 0OCHIONCEHHS NPUCBAYEHO BNPOBAONCEHHIO THHOPMAYIIHUX MEXHONO2IU Y Kaopogy
pobomy. Pozensinymo koHyenyito «8ipmyanvbHux J10OCbKUX pecypciey mda GUKOPUCAHHS GIPMYANlbHO20
MOOeN08aHHS OJ1s1 ONMUMIZAYIT AOMIHICMPAMUBHUX 3A80AHb [ 3HUNCEHHs gumpam. Onucano mpancghopmayiio
npoyecie pekpymun2y nio BNAUBOMMeEPENCe8UX MEXHONLO2I. NOABY e-FeCrUiting, BUKOPUCAHHA CReYiani308aHUX
nopmanie ma coyianbHux mepeic 01 hopmyeanus bpeHdy pobomooasyss ma NOuLyKy maiaHmis.

Oxpemo npoananizoearo ponv iHgopmayiunux cucmem ynpasninus moocekumu pecypcamu (HRIS),
maxkux sik SAP, PeopleSoft ma MyTime. Bnpoeaodacenns HRIS 0ozeonse eghexkmusno supiuysamu npooremy
«BENUKUX OAHUX» ) KAOPOBOMY Oil0800CMSEI, 3abe3neuyiouu weUOKuli 0ocmyn 00 eleKmpOHHUX apXigis,
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MOACIUBICMb OUCIAHYTIHO20 HABYAHHS MA YNPAGIIHHS (DINIAMU 8 DI3HUX 2e02PApTiuHUX TOKAYisnX. V 8UCHOBKAX
niokpecnoemucs, wo HRM eeontoyionye y naykosuii Hanpsam, aKuil nompedye UKOPUCMAHHA OHMONI02IUHUX
ONUCIB, A KOHKYPEHMOCHPOMOJICHICIb Op2aHizayii 6e3nocepeorbo 3anexdcums 8i0 3p0CMAaHHs ii 1H00CbKo20
Kanimany wepe3 npoead’CeH s HOGIMHIX MEXHONI02IU YNPAGIIHHSL.

Knrwuoegi cnosa: ananis, 1100coKi pecypcu, mexnonoeii, ingpopmayitini cucmemu, MeHeodCMeHM.

Formulation of the problem. Having a clear enterprise management strategy is a key factor in creating
competitive advantages. Among the areas of management, a type of management is used, which is called
motivation management [1]. The competitiveness of an organization is determined by its ability to carry
out its activities in the conditions of market relations and is a means of survival in the competition [2, 3].
One of the problems of the low competitiveness of a modern educational organization is the insufficient use
of intellectual resources [4] and insufficient human resource management. This motivates to improve the
methods and technologies of human resource management [5—8]. Human resource management is especially
important for the education sector, where intellectual capital and human capital play a big role.

A feature of the modern stage of human resource management in education is the widespread use of
information technology in education [9, 10] and the use of information technology for personnel management
[11]. It sets the features of human resource management.

Human resource management (HRM, or simply HR) is an organization’s policy or internal overarching
function of an organization that focuses on the recruitment, management, and performance of the people who
work for the organization. All processes and programs that affect human activities are part of HR.

Human resource management as an integral function is designed to maximize the efficiency of personnel
in serving the strategic goals of the employer [ 12]. HRM primarily focuses on managing people in organizations,
highlighting HRM policies and HRM systems as dominant [5].

In organizations, usually in departments and divisions, HRM is assigned to line managers. HRM
includes a number of activities, including payments to employees for participation in projects, training and
development, additional certification and re-certification, for awards from public organizations [6]. HRM
also includes organizational change and industrial relations, i.e. balanced organizational management with
requirements arising from collective agreements and government orders.

HRM technology cannot be identified with the work of personnel, since in this technology much attention
is paid to intangible assets and intellectual capital, which are not amenable to personnel and accounting. To
manage human resources, a special mathematical and organizational models is used [13—15].

HRM is the result of human relations research in the early 20th century, when analysts began to
document how business value was created through strategic workforce management. Initially, research on
transaction costs [16], such as wages and administration benefits, dominated. Taking into account the factors
of globalization, company integration and technological advances, HRM research has focused on strategic
initiatives such as mergers and acquisitions, talent management, succession planning, industrial and labor
relations, etc. Human resources has become a business area focused on maximizing employee productivity.

HR professionals, HR and human capital managers in organizations are involved in the implementation
of human resource management policies and processes.

Communication [17] with employees solves employee problems such as harassment or discrimination.
Human Resources develops compensation systems, family leave programs, discounts and other benefits that
employees can receive for the quality of their work.

As part of human resource management, methodological foundations for the formation of the
competitiveness of an educational organization are being developed. This is an urgent task of ensuring the
competitive advantages of education in general and an individual educational institution in particular.

Analysis of recent research and publications. Considering the antecedent theoretical developments in
the field of human resource management, it can be noted that human resource studies evolved from the ideas
of Robert Owen and Charles Babbage during the industrial revolution. They found that people play a critical
role in the success of an organization. They expressed the opinion that the well-being of the employees led to
a perfect job. “Without healthy workers, an organization cannot survive” [22].

It is believed that even Taylor (1856-1915) conducted research in this direction. Taylor explored what he
called “scientific management” in an effort to improve the economic efficiency of manufacturing jobs.

In England, after the First World War, the National Institute of Industrial Psychology [23] was created,
which laid the foundation for the study of human relations as incentives that can lead to the formation of more
productive workers.

At the end of the 20th century, advances in transport and communications greatly contributed to labor
mobility and collaboration at work.

Corporations began to view employees as assets rather than cogs.
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“Human resource management” is becoming the dominant term. In 1998 [24], the Society for Human
Resource Management (SHRM) was founded.

The main idea of increasing human resources is that the mechanical integration into one group of
specialists with a high level of intellectual capital does not create a synergistic effect. A synergistic effect is
achieved only with the complementarity [25] of the individual characteristics of specialists. The growth and
emergence of a human resource requires a close interdependence of the goals of individual development of
individuals in a group and their mutual influence on each other, fair competition and voluntary transfer of
knowledge. Only when this condition is met, the human resource of the organization as a whole can be formed
from the human potential of each employee.

The authors argue that HRM targets will benefit from a better understanding of the ontological,
epistemological, and axiological factors that are associated with HRM and provide greater cognitive reflection.
The authors come to the conclusion that human resource management and the study of labor relations are
increasingly being described ontologically and methodologically as a purely scientific paradigm.

The purposes of the article. The purpose of this study is to analyze the evolution of human resource
management, identify its main strategic and tactical functions in the modern digital environment, and explore
the impact of information systems and virtual technologies on the efficiency of HR processes in organizations.

The main material presentation. In small organizations, qualified specialists can perform the duties of
HR managers. In large companies, a functional group provides work with employees and specializes in various
tasks of human resource management. This functional group is involved in the process of making strategic
decisions. In order to train specialists in a particular profession, higher education institutions, professional
associations and companies themselves have developed training programs dedicated to the job responsibilities
of employees.

Human resource management functions, in particular, mean:

- an individual who has key responsibility for human resources;

- identification of staffing needs;

- analysis of the problem: whether to use the services of independent contractors or hire their own
employees;

- selection and training of staff;

- the best employees who provide a competitive advantage to the organization;

- the best employees, carriers of the personal brand and the brand of the organization;

- adaptive activities in the payment of employee remuneration;

- training of norms and personnel policy of all personnel;

- create and maintain an HRM policy in the organization.

Itis necessary to distinguish the difference between HRM technology and Human Resource Development
(HRD) technology. HRM is considered to be part of HRD because HRD includes a wide range of activities
aimed at improving the skills of personnel within organizations, such as promotions, training, organization
development, etc.

Recently, the technology of “talent management”, which is included in the scope of HRM, has been
widely used [18]. This technology is used to refer to activities aimed at attracting, developing and retaining
employees. Specialists use this term to refer to particularly talented employees or employees with high
potential. Talent management is often used as a synonym for HRM, although the field of talent management
is significantly smaller than that of HRM.

Human resource management is also becoming a field of scientific research, which enjoys great success
in the field of management and in the field of organizational psychology [19].

As an example of a scientific approach to the study of HRM, one can consider the work “Research
on employee trust: epistemological foundations and paradigmatic boundaries” [20]. It examines the
epistemological roots and paradigmatic boundaries of research on employee trust growing in the field of
human resource management. Using the concept of paradigmatic relations as relations of different qualities
[21], the paper identifies the concept of “target employee” of an organization in order to study its strengths and
weaknesses. A review of the literature in [20] on employee trust showed that most of the articles on this topic
are written from a psychological point of view. They are characterized by positivist methodology, dispersion
theory and quantitative data collection theory.

The analysis in [20] shows that most studies can be considered as a consequence of functionalism.
While noting that functionalism and psychological positivism have their merits, the authors of [20] argue that
research in these traditions sometimes limits the understanding of “employee trust” in their organizations.

Basic functions of HRM. The main strategic functions of HRM can be identified: balancing HRM and
enterprise business strategy; reengineering of organization processes; information interaction with employees
of the organization, change management [26]. At the macro level, HRM is responsible for overseeing
organizational leadership and management culture. HRM enforces employment and labor laws, which may
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vary by location. HRM functions include health and safety oversight. In cases where workers are willing and
legally allowed to enter into a collective bargaining agreement, HR will typically also serve as the company’s
primary liaison with union representatives. This goes beyond standard staffing.

Human resource management has four tactical functions: staffing, staff training and development,
motivation management and maintenance. Staffing refers to the recruitment and selection of potential
employees made through interviews, applications, networks, etc. Training and development is the next step
in the continuous process of learning and developing competent and adapted employees. Motivation is the
key to keeping employees highly productive. This feature may include employee benefits, performance
evaluations, and rewards. The last function, service, involves maintaining employee commitment and loyalty
to the organization.

Virtual human resources. Among the new forms of attitude to reality is virtual reality, based on which
new knowledge is obtained.

Virtuality uses an informational approach and has its own specifics. Virtuality includes such components
as virtual information field, virtual information space, virtual technologies, virtual information structures,
information interaction. These components determine the formation of management technologies, which
include virtuality as an integral part. Virtual modeling creates new opportunities for correlating visual
representations with objective reality. These factors are: scale of space, scale of time, time reversal, simulation
of unreal situations, etc.

The development of virtual technologies has led to the concept of “Virtual Human Resources” [27]. This
technology has a significant impact on human resource practices. Work with personnel allows the transition
to virtual technology based on training, because the use of technology makes information more accessible to
the entire organization, reduces time performing administrative tasks, allows companies to operate at a global
level and reduces costs [27].

Recruiting and e-recruiting. Information technology has improved the practice of human resource
management. There are new directions in work with personnel: recruiting (recruiting), retraining of personnel,
analysis of labor relations and profit from work with personnel. Recruiting specialists are responsible for
finding and hiring talented employees. Training and development of vocational training creates conditions for
continuous education and professional development. This is achieved through training programs, performance
appraisals and staff reward programs.

Recruiting has developed significantly under the influence of information technology, in particular
network technology. In the past, recruiters relied on print in publications and confidential information to fill
required positions. Under such conditions, HRM specialists were not able to publish widely and did not have
access to millions of people, resulting in a long time to find new employees.

The use of network technologies has opened up new opportunities: e-recruiting has appeared. With the
use of electronic recruiting tools, HR professionals can post job openings and track applicants for thousands
of jobs in multiple locations all in one place. A number of characteristics - feedback, professional qualities,
scientific activity, interviews, criminal record, drug addiction - can be viewed on the Internet. This helps HR
professionals keep track of all their open jobs and applicants faster and easier than before. E-recruiting also
helps to eliminate geographical location restrictions [27]. Job offers have become available to anyone with
Internet access. Special recruiting portals have appeared. In addition to recruiting portals, HRM professionals
have a social networking platform that allows them to recruit workers through the World Wide Web. On social
media, HRM professionals can build a company’s brand by posting company news and photos of fun company
events. All this is directly related to education.

Work with personnel based on information systems (HRIS). Human resource management professionals
typically need to process a significant amount of paperwork on a daily basis. In fact, they are closely facing
the problem of big data. Document processing is a wide spectrum, from paperwork to requesting the transfer
of a power of attorney or an employee tax form.

In addition to office processing, documents must be submitted as an electronic file, which requires a
significant amount of time. The use of Human Resources Information Systems (HRIS) has made it possible
for companies to store and retrieve files in electronic format. This allows you to increase the efficiency of
work with staff and allows you to access information at any time. Human resource management information
systems store thousands of files and free up office space.

Another advantage of HRIS is that they provide access to branches that are scattered across different
geographic locations. Instead of the routine work of searching in personnel archives, HRIS allows you to get
information in seconds. Examples of such information systems are MyTime, SAP, Timeco, JobsNavigator and
PeopleSoft.

HRIS gives employees the ability to access information and receive training programs from anywhere
in the world. This eliminates the need for face-to-face meetings with new hires when filling out the necessary
paperwork to get started or retrain.



/17 / Current Problems of Sustainable Development / Ne 1, 2023

IIpoooeacenns mabnuyi 4

Conclusions. HRM technology enables human resource professionals to train new hires in an efficient
manner. Having emerged as a technology, HRM is now a scientific direction and requires the use of ontological
descriptions.

Human resources are only qualified professionals who work for the organization. Human resource
management is actually personnel management with an emphasis on those employees who are the asset of the
enterprise. For this reason, such employees are sometimes referred to as human capital.

Human resource management also uses well-known technologies.

For example, the use of individual balanced scorecards, combined in the OBSC organization’s balanced
scorecard, allows you to form the organization’s human resource. At the same time, the competitiveness of
personnel manifests itself cyclically in the process of situational management by converting this potential into
the human capital of the organization’s personnel under the influence of external competitive forces.

The analysis shows that the mechanisms for the formation of general and specific human potential are
not sufficiently developed. The competitiveness of the organization increases if the human capital and the level
of human resources grow.

This is clearly manifested in the implementation of information technology [28] in management.
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