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B Abstract. The study aimed to compare the effectiveness of specialists before and after the introduction of
digital technologies. The research methodology included experimentation and comparative analysis using
learning management systems, cloud-based collaboration platforms, and artificial intelligence in recruitment.
The study results demonstrated that digital platforms and automated systems significantly improve the learning
process, especially in key areas such as recruitment, onboarding, performance evaluation and development
of required competencies. With the use of artificial intelligence and big data, companies can identify training
needs with greater accuracy, conduct a more detailed analysis of market trends and predict potential risks,
which improves the quality of strategic decision-making. With these technologies, educational institutions can
introduce modern teaching methods based on individualised approaches to students and professionals. One
of the important advantages of digital solutions is the increased satisfaction of students and employees due to
flexible study schedules and distance learning opportunities. This significantly improves internal communication
and reduces stress among participants in the learning process. The study determined that such platforms also
increase students’ loyalty to educational institutions, contribute to their efficiency and allow them to adapt
more quickly to the conditions of the modern labour market. The findings create new opportunities for the
further development of training programmes in the field of human resources management. In particular, the
integration of digital platforms and automated learning systems helps to develop educational strategies that
meet the challenges of the digital economy. As a result, specialists become competitive and prepared for the real
challenges of their professional activities
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® Introduction

Modern digital technologies are central in the transfor-
mation of human resource (HR) processes and signifi-
cantly affect the professional training of HR profession-
als. Automated systems, artificial intelligence (Al), data
analytics and cloud services are becoming more wide-
spread, changing the traditional methods of recruiting,

evaluating and developing employees. Such innova-
tions not only optimise the routine operations of HR
departments but also provide companies with a com-
petitive advantage by accurately predicting staffing
needs and increasing their efficiency. This requires
new approaches to training specialists who must be
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prepared to work with tools that are significantly dif-
ferent from those used before. In this regard, there is a
need to adapt curricula for HR professionals, at univer-
sities. In addition to the traditional disciplines related
to management theory and human resources, students
should acquire practical skills in working with modern
HR platforms, and human resource management sys-
tem (HRIS), as well as data analysis and Al methods
to predict employee behaviour and effectively manage
their development. This will allow future specialists to
easily integrate into the work environment and meet
the requirements of the modern labour market. Digital
technologies are also central in the development of flex-
ible management approaches, including remote em-
ployment, which is becoming increasingly popular. HR
professionals need to be able to use tools to organise
and monitor employee productivity remotely, which re-
quires new competencies and approaches to HR man-
agement. Modern digital technologies have a significant
impact on HR management processes, which emphasis-
es the importance of adapting professional training to
the new realities of the labour market. This determines
the research’s relevance.

Modern research is addressing the issue of intro-
ducing digital technologies into the field of human
resources management, which contributes to improv-
ing the efficiency of enterprises. Many scholars study
this topic and offer different views on it. For instance,
A. Akimov & A. Tikhonov (2023) examined the use of
digital technologies in the human resource manage-
ment system of aerospace enterprises, emphasising
their importance for increasing competitiveness. In
turn, G. Chen (2021) studied methods of optimising hu-
man resources management with the help of informa-
tion technology, particularly the automation of various
procedures. E. Egorov et al. (2020) studied the main
trends in the use of information technology in the ho-
tel industry, noting the importance of introducing new
solutions for human resources management. S. Frkic et
al. (2020) addressed the importance of digital practical
training for students specialising in human resources
management, emphasising the relevance of developing
these skills. S.S. Gadzali et al. (2023) explored human
resource management (HRM) strategies in the context
of the digital transformation of organisations, empha-
sising the importance of a strategic approach to change.
G.F. Galieva et al. (2022) examined anti-crisis technol-
ogies for improving the efficiency of HRM, addressing
their role in improving the performance of organisa-
tions. The importance of IT in HRM processes was stud-
ied by N.V. Kozhukhova et al. (2021), who emphasised
the importance of IT technologies in HR management
in the digital age, pointing to their impact on changing
approaches to HR management. Y. Li & H. Xiao (2022)
presented an automated financial management system
based on artificial intelligence technologies, which in-
creases the accuracy and speed of data processing.
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The role of the board of directors in improving ef-
ficiency is important in reforming the management of
enterprises. In this context, H. Liu & G. Hu (2020) in-
vestigated the use of artificial intelligence technologies
that can significantly improve decision-making and
resource management. X. Lu (2020) analysed the use
of computer digital technologies for the management
of personnel files in universities, demonstrating the
benefits of automating processes in higher education,
which in turn leads to an increase in the overall produc-
tivity of educational institutions. 0. Makovoz (2024)
analysed the general trends in the use of digital tech-
nologies in the field of human resources management,
addressing the latest developments and innovative
approaches that appear on the market. The design of
a personnel information management system for uni-
versities, presented by H. Mao & Q. Zhang (2022), im-
proves performance through the introduction of intel-
ligent technologies, which reduces time and resources.
H. Nazarova et al. (2022) investigated the transforma-
tion of HRM principles in modern conditions, empha-
sising the need to adapt to changes in the labour mar-
ket. E. Okrushko et al. (2023) examined the impact of
big data technologies on the digital transformation of
HR management in organisations, emphasising the im-
portance of introducing new technologies to improve
the efficiency of management processes. The study
aimed to compare the activities of specialists before
and after the introduction of digital technologies based
on standardised methods.

® Materials and Methods

This study was conducted based on the method of ex-
perimentation and comparative analysis during the two
months of April-May 2023 and included three stages.
The research methodology was conducted using three
main technologies, namely LMS, cloud-based collabo-
ration platforms, and Al in recruitment. The company
Rozetka (Rozetka, n.d.), which employs 200 specialists,
was chosen for the study. Among them, 120 partici-
pants are women and 80 are men, aged 25 to 40. The
study was conducted in accordance with The guidance
note of the European Commission on ethics and data
protection (2021).

The first stage of the study involved determining
the level of professionalism of the participants with-
out the use of digital technologies, which was used to
create a basis for comparison with the results obtained
after the introduction of modern digital means. The
assessment of professionalism was based on the fol-
lowing criteria: performance (analysis of productivity,
teamwork, meeting deadlines and achieving goals);
problem-solving ability (determining the level of par-
ticipants’ creativity, data analysis and decision-mak-
ing in non-standard situations was an important in-
dicator of professional competence); communication
skills (participants’ ability to interact with colleagues
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and management, formulate their thoughts and com-
municate information effectively was determined);
adaptability to change (participants’ ability to adapt
to workplace changes, address new challenges and
learning rate without modern technology); leader-
ship skills and initiative (responsibility for projects
and readiness to initiate workplace improvements).
Based on these criteria, the initial indicators of each
participant’s professionalism were formed, and used
for further comparison with the results after the intro-
duction of digital technologies.

The second stage was the use of three methods to
analyse the effectiveness of digital technologies in train-
ing, each of which had its specifics, namely Kirkpat-
rick’s Four-Level Training Evaluation Model (The Kirk-
patrick’s Model, n.d.) for LMS. This methodology helped
to evaluate the effectiveness of training programmes at
four levels: participants’ response to training, the lev-
el of knowledge acquired, changes in the behaviour of
specialists after training, and the results of implement-
ing this knowledge in practice. This approach was used
not only to study how well the specialists learned new
knowledge through the LMS but also how this knowl-
edge affected their productivity in the workplace. Team
cohesion assessment (2024) for Cloud Platforms assess-
es the interaction and cooperation between team mem-
bers when using cloud technologies. This methodology
was used to determine the level of team effectiveness,
communication skills, and engagement. It was used to
investigate how effectively specialists used platforms
such as Microsoft Teams in their professional activities,
and the problems and opportunities that arose in the
process of cooperation. Quality of Hire (QoH) Assess-
ment for artificial intelligence (AI) in recruitment was
used to evaluate the quality of hiring through Al tools
(Bika, 2023). The methodology included analysing the
compliance of new employees with job requirements,
their performance in the first months of employment,
and the speed of closing vacancies. This determined
how artificial intelligence influenced the improvement
of the hiring process, increasing the quality of recruit-
ment and optimising the speed of filling positions. The
last stage of the study was a comparative analysis of the
professional activities of specialists before and after the
introduction of digital technologies.

® Results

Digital technologies significantly changed human re-
sources management, including professional training.
With the rapid development of information technolo-
gy and growing competition in the labour market, or-
ganisations are facing new challenges that require the
adaptation of training programmes and methods. The
integration of modern technologies, such as LMS, Al
and cloud platforms, provides a significant increase in
the efficiency of the learning process, allowing access
to the latest knowledge and skills. The relevance of

professional training in the context of digitalisation is
driven by the need to meet the requirements of a rap-
idly changing environment. Not only theoretical knowl-
edge is important, but also practical skills, adaptability,
critical thinking and effective communication. Modern
technologies open new learning opportunities, provid-
ing an individualised approach to each specialist. This
increases students’ motivation and promotes their ac-
tive participation in the learning process. The introduc-
tion of digital technologies in the training of specialists
not only improves the quality of education but also
creates new teaching methodologies that meet the re-
quirements of the labour market. Such changes create
conditions for successful career growth of graduates
who are ready to meet the challenges of the modern
world. This is especially relevant in the context of glo-
balisation and rapidly changing requirements for pro-
fessional competencies.

Digital technologies have long been an integral part
of human resources management (HRM). They help au-
tomate processes, increase workplace efficiency, and
improve communication between employees and man-
agers. Modern digital tools for HRM cover a wide range
of technologies, such as human resource management
systems, artificial intelligence, data analytics, cloud ser-
vices and mobile platforms. One of the key technologies
is a HRIS. They provide centralised storage of employee
data, document management, time tracking and pro-
cesses related to recruitment, remuneration and per-
formance evaluation. HRIS can cut administrative costs
and reduce human error by ensuring efficient data
management and optimising workflows. Artificial intel-
ligence plays an important role in HR management. Al
algorithms can automate recruitment processes, from
finding candidates to conducting interviews with chat-
bots. Artificial intelligence can analyse CVs and provide
recommendations on the suitability of candidates for
the position. In addition, these technologies can im-
prove the prediction of employee behaviour, and assess
employee satisfaction and the risk of attrition, which
helps prevent the loss of important personnel. Data an-
alytics technology is used for informed decisions based
on the collected information. In HR, this means using
data on performance, employee satisfaction, and turno-
ver rates to identify weaknesses and develop strategies
to address them. For instance, analytical tools can deter-
mine why employees leave, what skills are key to a com-
pany’s success, and how to better allocate resources for
staff training. Cloud technologies have had a significant
impact on the field of HR management. Cloud solutions
allow companies to access data from anywhere and at
any time, which is especially important for organisa-
tions with a global workforce. This promotes workplace
flexibility and reduces infrastructure maintenance
costs. Cloud services can quickly adapt to changes and
integrate new features, including remote team manage-
ment. Mobile platforms allow employees to access HR
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systems from their smartphones and tablets, which in-
creases their engagement and efficiency. For instance,
employees can view their schedules, request leave, or
access internal company information through mobile
apps. Mobile platforms also facilitate communication
between employees and management, which contrib-
utes to better management and teamwork.

In general, modern digital technologies in HR not
only optimise processes but also contribute to the de-
velopment of a more adaptive and efficient workforce.
They allow companies to respond quickly to changes,
increase employee satisfaction and ensure their pro-
fessional growth. In the future, the development of
artificial intelligence, automation and data analytics
can further transform the HR industry, creating new
opportunities to increase productivity and efficiency
atall levels of the organisation. According to a Gartner
study (Gartner for human..., n.d.), 70% of employees
believe that the use of digital learning and develop-
ment platforms significantly enhances their knowl-
edge and skills. These platforms, which can include
online courses, webinars, video tutorials and interac-
tive learning modules, provide flexibility in learning,
which is especially important. Employees can study
at their convenience and in a comfortable environ-
ment, which helps to increase their engagement and
motivation to learn. During the COVID-19 pandemic,
many organisations were forced to switch to distance
learning, and the results showed that employees can
achieve high results using online tools. This high-
lights the importance of technology in modern HR and
learning, as it opens new opportunities for developing
professional skills.

Digital technologies significantly affect the pro-
fessional training of specialists, changing traditional
teaching methods, creating new tools for skill develop-
ment and contributing to more efficient knowledge ac-
quisition (Onipko & Yaprynets, 2024). The main areas
of this impact can be outlined in several key aspects:
the introduction of innovative educational platforms,
the use of virtual and augmented reality, the personali-
sation of learning processes, the integration of data an-
alytics and artificial intelligence, and the development
of digital competencies. Modern technologies expand
access to quality education beyond the physical walls
of educational institutions. Online courses, webinars,
and educational platforms such as Coursera, edX, and
Udemy enable professionals to acquire new knowl-
edge at a time and place convenient for them. This is
especially relevant for advanced training and acquiring
new professional skills. In addition, virtual classrooms
and cloud technologies provide an opportunity for
teachers and students to work together on projects re-
gardless of their geographical location, which expands
opportunities for international cooperation and expe-
rience exchange. Virtual reality (VR) and augmented
reality (AR) are creating new horizons in professional
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training. With the help of these technologies, specialists
can learn in conditions as close to real as possible with-
out leaving the classroom. For instance, healthcare pro-
fessionals can practice complex surgical proceduresin a
virtual environment, and engineers can design and test
models without the need to create physical prototypes.
VR and AR can be used to practice skills without risking
health or resources, making the learning process more
efficient and safer. Digital technologies can be used to
adapt learning materials to the specific needs of each
student. Intelligent platforms that use artificial intel-
ligence analyse students’ behaviour and performance,
providing individualised recommendations for further
learning. This contributes to more effective learning, as
each specialist can study the material most needed to
develop in the profession. Personalisation can also be
used to address different learning styles by providing
interactive materials, video tutorials, or tasks based on
gaming technologies. Data analytics and artificial intel-
ligence are changing the way teachers assess student
progress. Data collection and processing technologies
can be used to track learning achievements, analyse
mistakes and adjust the training process in time. As
such, an individual approach to each student and opti-
misation for the use of time for both teachers and stu-
dents is possible. Al is also used to automate learning
processes, such as grading assignments, organising
tests, and adapting materials to the specific needs of
the group. With the rapid development of technology,
digital literacy is becoming critical for any profession-
al. Educational institutions are increasingly integrating
the development of digital skills into their programmes,
providing students with knowledge of basic and ad-
vanced technologies, from working with computer
programs to the basics of programming and cyberse-
curity. This allows future professionals to be competi-
tive in the labour market and use technology effectively
in their professional activities. Innovative platforms,
virtual and augmented reality, personalised learning,
data analytics, and the development of digital compe-
tencies are interconnected to create new opportunities
for high-quality training. The use of these technologies
helps to increase the efficiency of the educational pro-
cess, improve the professional skills of specialists and
make them better prepared for the challenges of the
modern labour market.

The introduction of digital solutions into human
resources (HR) curricula significantly improves the
effectiveness of HR training. Digital technologies not
only improve access to educational materials but also
change the learning methods, which is especially rele-
vant for training HR professionals to operate in a mod-
ern digital environment. Digital platforms allow stu-
dents to access materials anytime and from anywhere.
This contributes to the flexibility of the learning pro-
cess and allows professionals to combine their studies
with work or other commitments. In addition, digital
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solutions, such as interactive simulators, make it pos-
sible to practice practical skills in realistic conditions,
which significantly improves the quality of training.
Modern platforms can analyse the progress of each
student and provide individualised recommendations,
which improves learning and increases the level of in-
terest in the learning process. For HR professionals who
often employ analytical tools for personnel assessment,
this opportunity is important because it allows them to
master practical skills in a learning environment.

In addition, digital solutions significantly increase
the effectiveness of teamwork and communication in
the learning process. The use of collaboration platforms,
such as Zoom or Microsoft Teams, allows students to
develop teamwork skills. Instructors can use these plat-
forms to organise group projects or discussions, which
helps students develop critical thinking and leadership
skills. HR professionals must constantly monitor new
trends in HR management, and digital platforms allow
them to access webinars, online courses and conferenc-
es, which allows them to stay at the forefront of their
profession. The introduction of digital solutions allows
for real-time monitoring and evaluation of learning ef-
fectiveness. Teachers can receive data on students’ per-
formance, progress and level of learning, which allows

them to make prompt adjustments to the learning pro-
cess. This approach helps improve the quality of training
and allows HR professionals to acquire more relevant
knowledge and skills. An equally important aspect is the
development of the digital skills of the specialists them-
selves. Modern HR systems, such as HRM platforms, re-
cruitment automation, and HR analytics, are an integral
part of a modern HR specialist’s work. The introduction
of such solutions into the curriculum allows students
to gain practical experience with these tools while they
are still studying, which significantly improves their
competitiveness in the labour market. The introduction
of digital solutions into the curriculum for HR profes-
sionals significantly increases the effectiveness of their
training. They contribute to the development of both
practical and theoretical knowledge, improve access to
materials, and make the learning process more flexible
and personalised. As a result, HR professionals are bet-
ter prepared to handle the digital environment that is
essential in the modern world. The study evaluated the
impact of digital tools on the professional skills of Rozet-
ka employees, and the results are presented in Table 1,
showing changes in efficiency, problem-solving, com-
munication and other important indicators before and
after the introduction of these tools.

Table 1. The impact of digital tools on the professional skills of Rozetka employees

L Before the introduction After the introduction of digital
Criteria o Tools used
of digital tools tools

Efficiency 65% 85% Office 365
Problem-solving 60% 82% Power BI
Communication skills 70% 90% Zoom
Adaptability to changes 55% 80% Microsoft Teams
Leadership skills and initiative 50% 78% Microsoft Planner

Source: compiled by the authors

The metrics shown in Table 1 suggest that a sig-
nificant proportion of employees have demonstrated
significant progress in handling workplace tasks and
interacting with colleagues. Digital tools simplify the
project management process, improve the quality of
communication, and increase the speed of response
to changes. This is especially relevant in a modern en-
vironment when the demands on professionalism are
constantly growing and the ability to quickly adapt to
new conditions is a key success factor. Improvements
have been seen in important skills such as teamwork
and leadership. Using digital platforms such as Micro-
soft Teams and Office 365, specialists have been able
to coordinate their work more effectively, set clear pri-
orities, and take on more responsibility for projects.
This strengthened team spirit and stimulated initiative
among employees, which positively affected overall
productivity. Most of the staff showed improvements
in the speed of learning new ways of handling work-
place tasks and readiness for change. Digital tools have

helped to facilitate this process by reducing stress and
increasing confidence in performing work tasks.
Rozetka needs to continuously develop and imple-
ment new digital technologies, such as learning manage-
ment systems, cloud-based collaboration platforms and
artificial intelligence in recruitment, as they provide sig-
nificant benefits for both the company and its employ-
ees. Implementation of learning management systems
allows a company to maintain a continuous process of
training and development of employees. LMS helps to
create personalised learning plans, analyse progress
and track employee competencies. It provides flexibili-
ty in learning, as employees can manage their time and
study online, which increases their efficiency. Cloud-
based collaboration platforms, such as Microsoft Teams,
allow for more efficient communication and collabora-
tion. They simplify access to documents, facilitate re-
al-time information sharing, and provide a secure space
for collaboration. Cloud-based solutions also facilitate
faster decision-making and optimise workflows, which
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is a key factor for success in a globally competitive envi-
ronment. Artificial intelligence in recruitment is becom-
ing an integral part of the hiring process, as it automates
routine tasks such as sorting resumes, finding the best
candidates based on skills and qualifications, and ana-
lysing interview results. This not only saves time and re-
sources for the HR department but also reduces the risk
of subjective hiring decisions, contributing to a more ac-
curate selection of specialists. Continuous development
of digital technologies is strategically important for
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Rozetka. Implementation of LMS, cloud platforms and
Al in recruitment allows companies to remain innova-
tive, increase efficiency, optimise HR management and
maintain competitiveness in the global market.

Based on the results of the second stage of the
study, where three methodologies were used, includ-
ing Kirkpatrick’s Four-Level Training Evaluation Mod-
el, to assess the effectiveness of the implementation of
LMS, Table 2 shows the results of Rozetka’s employees
(200 people) by Kirkpatrick’s levels.

Table 2. Evaluation of the effectiveness of the implementation of learning management systems,
cloud platforms and artificial intelligence using the Kirkpatric methodology

Kirkpatrick’s Four-Level Training

Percentage of participants

LT PG L Percentage of participants

Evaluation Model i(il?gtilnls:::lt i‘: tl(::l:\:::;g:i?i 1 demonstrated a low level of
e ond satistaction of the LVS) 85% 10% 5%
(the ab]fff&vifSﬁﬁﬁsﬁ‘e"v’v‘]ﬁﬁlgﬁledge) 75% 20% 5%
(applica?ﬁ)};)aglfﬁlrg}/vi}elggeg ?n work) 70% 25% 5%
(impact on prodiiiiuvlittsy and efficiency) 65% 30% 5%

Source: compiled by the authors

The data in the table demonstrated that most
participants positively assessed the reaction to the
LMS, which indicates the convenience and usefulness
of this tool for training. This indicates the success of
the technology implementation itself and its positive
impact on the motivation of specialists. A significant
number of participants efficiently mastered the new
knowledge, which demonstrates the quality of the
training material and methods. However, some of
the participants showed an average level of learning,
which may signal the need to improve the learning
process or provide additional support. More than half
of the professionals were able to apply the knowledge

gained during employment. This underlines the prac-
ticality of the training and its connection with real
working conditions. However, not all participants
noted an increase in productivity, which suggests that
not all professionals have yet fully realised the poten-
tial of their new skills.

Team cohesion assessment (2024) methodology
was used to assess the impact of cloud platforms on
the effectiveness of communication and interaction be-
tween specialists. This methodology was used to ana-
lyse key indicators. The results of the study are shown
in Table 3, which illustrates how cloud technologies
contribute to improved collaboration in workgroups.

Table 3. Evaluation of the effectiveness of communication and interaction between specialists
when using cloud platforms based on the Team cohesion assessment methodology

- Most participants reported improved teamwork due
Teamwork efficiency 150 to the interactivity of the platforms
- A significant number of experts noted that communication
Communication 150 .
has become more open and accessible
Engagement 140 Many participants believe that clo_ud—based platforms facilitate greater engagement
in the workplace

Cooperation 155 Participants reported an increased level of cooperation between team members

Feedback 130 Some professionals noted improvements in receiving feedback from colleagues

Source: compiled by the authors based on Team cohesion assessment (2024)

In particular, the use of cloud-based platforms such
as Microsoft Teams positively affected teamwork, com-
munication and engagement. According to the data, most
participants rated their work efficiency as significantly
improved due to the opportunities provided by these
technologies. Many noted that cloud platforms facilitate
collaboration by making processes more interactive and

team friendly. This demonstrates the importance and
feasibility of implementing such technologies to improve
workplace efficiency in a modern environment.

For a detailed analysis of the effectiveness of the imple-
mentation of LMS, cloud collaboration platforms and Al,
Kirkpatrick’s Four-Level Training Evaluation Model was
used. This methodology was used to assess the reaction
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of participants, knowledge acquisition, behavioural
change and the results of technology implementation;

the results of Microsoft specialists’ work by levels of
this methodology are shown in Table 4.

Table 4. Comparison of professional performance indicators of specialists before and after the introduction
of digital technologies based on the Quality of Hire Assessment methodology

Metric

Before implementation After implementation

Efficiency of workplace tasks handling 65% 85%
Communication skills 60% 80%

Rate of adaptation to changes 55% 75%
Ability to solve problems 70% 90%

The general level of satisfaction 68% 88%

Source: compiled by the authors based on N. Bika (2023)

The last stage of the study confirmed the positive
impact of digital technologies on the professional activi-
ties of specialists. As the table shows, after the introduc-
tion of LMS, cloud-based collaboration platforms and
Al in recruitment, the efficiency of task performance
increased from 65% to 85%. Participants also demon-
strated significant improvements in communication
skills (from 60% to 80%) and the speed of adaptation
to change (from 55% to 75%). The ability to solve prob-
lems has increased from 70% to 90%, indicating an in-
crease in professional competence. Overall employee
job satisfaction increased from 68% to 88%. This indi-
cates that the integration of digital technologies has not
only improved productivity but also had a positive im-
pact on the team atmosphere. Therefore, the introduc-
tion of the latest technology in professional training is
crucial to improve efficiency and employee satisfaction.

The results of the study demonstrate the signif-
icant impact of digital technologies on the effective-
ness of professional activities of specialists in the field
of human resources management. This creates new
opportunities for the further development of training
programmes that meet the needs of the modern labour
market. Integration of digital platforms such as LMS,
cloud-based collaboration solutions and artificial intel-
ligence in recruitment is an important step in training
future professionals. These technologies not only help
to improve the efficiency of the learning process but
can also be used to adapt curricula to the challenges
of the digital economy. Learning management systems
provide a personalised approach to learning, allow-
ing professionals to acquire knowledge at the desired
pace. This deepens learning and improves professional
skills. Cloud-based platforms, such as Microsoft Teams,
facilitate communication between participants in the
learning process, allowing them to quickly share ide-
as and resources. This not only improves teamwork
but also creates an environment where participants
can freely share knowledge and experience, which is
especially important in the field of human resources.
Artificial intelligence plays an important role in mod-
ernising training and recruitment processes. The use
of artificial intelligence in recruitment allows for the
automation of many routine tasks, which increases the

speed and quality of recruitment. This, in turn, allows
HR professionals to focus on strategic aspects of their
work, such as talent development and improving cor-
porate culture. The integration of artificial intelligence
into training programmes can create new opportunities
for developing skills that will become critical in today’s
economy. The field of human resources management
is undergoing significant transformations due to the
introduction of new technologies, and educational in-
stitutions must respond to these changes. This may
include the development of new courses that focus on
relevant topics such as data management, artificial in-
telligence ethics, and digital transformation in organi-
sations. Professionals acquire skills that allow them to
effectively use new tools and technologies and adapt
to new challenges. This is important not only for the
personal development of each specialist but also for in-
creasing the competitiveness of organisations.

The results of the study confirm that the introduc-
tion of digital technologies into the curricula for HR
professionals creates new horizons for their profes-
sional development. The use of such technologies not
only improves the efficiency of training but also creates
specialists who can adapt to the challenges of the digi-
tal economy. In turn, this will have a positive impact on
the overall development of organisations and increase
their efficiency in the modern-day labour market.

® Discussion

This study is an important contribution to the deter-
mination of the impact of modern digital technologies,
including artificial intelligence, on HRM. In the context
of rapid digital transformation, HR departments are
facing new challenges and opportunities that require a
rethinking of traditional approaches to HR. This study
has revealed significant significance in the context of
current trends in HRM. The main objective of the study
was to identify the impact of new technologies, in par-
ticular Al on the efficiency of HR processes. The find-
ings showed that the integration of Al into recruitment,
performance management and performance evalua-
tion contribute to the efficiency of organisations. This
correlates with the findings of other researchers who
have also studied the issue of technological adaptation
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in HRM. The findings underlined those organisations
that implement Al technologies can significantly re-
duce recruitment time and improve the accuracy of
matching candidates with vacancies. For instance,
K. Pryshliak & Y. Semenenko (2024) confirmed that
the use of Al in recruitment processes helps to reduce
costs and improve the quality of hiring. These results
indicate that technological adaptation is critical for the
competitiveness of enterprises.

Compared to other studies, the results of the re-
search confirm those by C. Pang (2021), who noted that
management reforms in the era of artificial intelligence
require new approaches and strategies. In addition,
the study by A.B. Shtrikov et al. (2022) addressed the
application of the Kaizen system in HRM, emphasising
that continuous process improvement is an important
aspect of ensuring management efficiency. In contrast,
Z. Smirnova et al. (2021) addressed the role of the dig-
ital economy in the management of organisations but
did not analyse the direct impact of Al on management
processes. This suggests a need for further research
on the impact of new technologies on HRM. Y. Tao et
al. (2023) demonstrated how positioning technolo-
gies can be implemented in HRM, but did not address
the issue of Al This created opportunities for future
research that could explore the integration of Al with
other technologies in HRM in more detail. T. Wang &
Y. Cheng (2024) highlighted the importance of intelli-
gent HR systems for ensuring security in enterprises.
However, it is necessary to explore how Al can improve
these systems in the context of HRM.

A. Vajpayee & K. Ramachandran (2019) empha-
sised the importance of Al in knowledge management,
stating that for the successful implementation of new
technologies, it is necessary to increase the level of
knowledge of HR managers. K. Veeraiah et al. (2022)
also addressed Al, but in the context of financial man-
agement, which indicates the diversity of its application
in various aspects of management. This emphasises the
need for an interdisciplinary approach to the study of
Alin HRM. The analysis by Q. Xue (2022) confirmed the
practical application of Al and big datain HRM, although
the need for a deeper understanding of the impact of
these technologies on the cultural and organisational
aspects of HRM is present. Y. Yang (2021) addressed
the development of computer networks in the context
of HRM but does not account for how these technolo-
gies can collaborate with Al to improve HR processes.
Y. Ye (2020) studied HR information systems but does
not address innovative technologies such as Al, which
indicates the need for further research.

T. Zbrytska & O. Soroka (2021) emphasised the im-
portance of digital transformation in HRM but do not
discuss specific technologies that can be implemented,
which opens space for further research in this area.
Lastly, ]. Zhang & Z. Chen (2024) analysed the digital
transformation of HRM in the new environment, which
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emphasises the need to adapt to the new challenges
and opportunities faced by organisations in the digital
age. The findings highlight the importance of continu-
ing research in the field of HRM. It is necessary to con-
duct a detailed analysis of the impact of specific Al tech-
nologies on various aspects of HRM. This could include
studying the impact of Al on employee motivation, en-
gagement, and productivity.

Further research should consider the possibility of
training HR managers in new technologies, which will
allow them to use them more effectively in practice. This
is consistent with the findings of A. Vajpayee & K. Ram-
achandran (2019) on the need to improve the skills of
specialists in this area. In conclusion, it is worth noting
that in the context of rapid technological development,
organisations should be prepared to adapt their HR
strategies to new realities. This will not only increase
management efficiency but will also contribute to the
development of innovative approaches in HRM. Thus,
the study emphasises the importance of integrating
new technologies into HRM to improve the efficiency
of HR management. The findings confirmed the conclu-
sions of other authors, but also point to the need for
further research, especially in the context of the intro-
duction of artificial intelligence. In conclusion, it is im-
portant to note that in the face of constant change in the
world of technology, organisations must be prepared to
adapt their HR strategies to remain competitive. These
findings are important for the further development of
HRM, as they point to the need for continuous improve-
ment of technologies and approaches to HRM, which
can be useful not only for the academic community but
also for practitioners in the field.

Digital technologies are becoming a fundamen-
tal element in modern human resource management,
helping to automate processes, increase efficiency, and
provide new opportunities for strategic staff develop-
ment. One of the main drivers of this transformation
is AL The use of Al in the recruitment process allows
companies to reduce the time required to find and
select candidates by analysing large amounts of data.
This approach minimises the human factor, reduces
the likelihood of errors and ensures a more objective
selection process. In the context of automating routine
tasks, artificial intelligence is becoming a powerful tool
for creating more efficient HR procedures. Big data also
provides significant benefits to HR managers, allowing
them to make decisions based on objective indicators
and forecasts. Using data on employee productivity,
competencies and career development allows for more
personalised development and performance strategies.
Data analysis helps to identify trends and predict pos-
sible problems, such as the risk of staff turnover or re-
duced productivity. As a result, companies can take pro-
active measures to retain talent and improve the overall
work environment. Cloud-based HR management plat-
forms provide centralised access to data and tools,
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facilitating their use regardless of the location of the
company or its employees. This increases the flexi-
bility of the organisation, allowing it to quickly adapt
to changes in the external environment. Cloud-based
solutions can integrate various technologies, including
learning management systems, performance tracking
and feedback, which helps to create a single information
space for human resource management. Automation of
routine tasks, such as CV pre-assessment or interview
scheduling, is becoming another important component
of HR digital transformation. Chatbots and other auto-
mated tools help to significantly reduce the workload of
HR departments, freeing up time for more complex and
strategic tasks. Such innovations not only reduce the
time it takes to complete operational processes but also
ensure a high level of accuracy and efficiency, which has
apositive impact on the efficiency of the entire organisa-
tion. The introduction of digital technologies in the field
of human resource management creates preconditions
for the strategic transformation of HR functions. On the
one hand, the automation of routine processes and the
use of big data can improve the efficiency and accura-
cy of decisions. On the other hand, new technologies
create opportunities for deeper analysis of staff needs,
increased engagement and retention of talent, and the
creation of a more flexible and adaptive organisation.

® Conclusions

Digital technologies have significantly transformed
human resource management and professional train-
ing. They facilitate process automation, improve work-
place efficiency, and simplify communication between
employees and management. The implementation of
learning management systems, artificial intelligence,
and cloud platforms significantly enhances the qual-
ity of education by providing access to up-to-date
knowledge and skills. This is particularly crucial in a
rapidly evolving digital environment, where not only
theoretical knowledge but also critical thinking, adapt-
ability, and communication skills are essential. One of
the key advantages of modern digital solutions is the
personalisation of learning. Intelligent platforms ana-
lyse student performance and adapt materials to their
specific needs, thereby increasing learning efficiency

m References

and engagement. Virtual and augmented reality fur-
ther expand learning opportunities by simulating re-
al-life scenarios without health or resource risks. These
technologies are especially beneficial in fields such as
medicine and engineering. Digital tools also have a sub-
stantial impact on human resource management. Al
facilitates the automation of recruitment processes by
analysing resumes and predicting candidate suitability.
Cloud technologies enhance communication and col-
laboration within organisations, which is particularly
relevant for companies with global teams. Mobile plat-
forms enable employees to interact efficiently with HR
systems, review schedules, submit leave requests, and
access essential information in real time.

A study conducted among Rozetka employees
demonstrated that the introduction of digital tools
significantly improved their professional competen-
cies. Specifically, workplace efficiency increased from
65% to 85%, while communication skills improved
from 70% to 90%. These findings confirmed that digi-
tal solutions streamline project management, enhance
communication quality, and increase task execution
flexibility. The integration of modern technologies into
HR training programs represents a crucial step in pre-
paring professionals capable of operating effectively in
a digital environment. The use of LMS, cloud solutions,
and Al in education enables workforce training to align
with the actual demands of the labour market. This ap-
proach fosters the development of professional compe-
tencies and enhances organisational competitiveness.
Prospects for further research include studying the im-
pact of digital technologies on the educational process
in different types of educational institutions and devel-
oping new methods that would consider the specifics of
teaching in the context of modern challenges.
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B AHoTauif. MeToto focipkeHHs1 6yB NOPiBHAJBHUM aHaJi3 AisibHOCTI GaxiBIiB /10 Ta Mmicjis BIPOBa/»KEHHS
nudpoBUxX TexHoJOTiH. MeToJos0Tis JOCAiPKeHHsI BKJ/OYaJa €KCHepUMEHT | NOpiBHAJbHUK aHasi3 i3
BUKOPHUCTAHHSIM CUCTEM yNpaB/iHHS HaBYaHHAM, XMapHUX M1aTopM /s criBOpali Ta ITYYHOrO iHTeJeKTy
B peKpyTuHry. OCHOBHI pe3yJbTaTU AOCJIiIKeHHS 3acBiAuuy, o nudpoBi miaThopMu Ta aBTOMATHU30BaHI
CHUCTEMH CYTTEBO MMOKPAIIYIOTh HaBYaJbHUHU MPOLEC, 0OCOOGJMBO B TAaKHUX KJIIOUOBUX aCHeKTaX, IK PEKPYTHHT,
ajlanTallisi HOBUX CIiBPOGITHHKIB, OIjiHKA IXHbOI MPOAYKTUBHOCTI Ta PO3BUTOK HEOOXiHHUX KOMIIETEHI[il.
3aB/JAKM BUKOPHUCTAHHIO IITYYHOIO IHTEJIEKTY Ta BeJIMKHX JAHUX KOMIIaHIl MalOTh 3MOT'Y TOYHille BU3HA4YaTH
noTpe6y B HAaBYAHHI, IPOBOJUTH JleTaJbHILIUN aHa/li3 PUHKOBUX TEH/IEHI[il i TPOrHO3yBaTH MOJIMBI PU3HKY,
110 B pe3yJibTaTi COpUSIE MiABULIEHHIO IKOCTI IPUUHATTS CTpPaTeriyHUX pimeHsb. LI TexHo/10TIl 1O03BONAIOTH
OCBiTHIM yCcTaHOBaM BIIPOBA/PKyBaTH Cy4acHi MEeTOJUKH HaBUaHHS, sKi 6a3y0ThCs Ha iHAUBIAyaizanil migxony
Jlo cTyzieHTiB Ta paxiBiiB. O/jHi€l0 3 BAXK/IMBUX NepeBar [UPPOBHUX pillleHb € MiJ|BUIIlEHHS PiBHS 3a/10BOJIEHOCTI
CTYJIeHTIB i NpalliBHUKIB 3aB/IKY THYYKUM HaBYaJbHUM rpadikaM Ta MOKJIMBOCTSAM JUCTAHLiHHOTO HaBYaHHS.
lle 3HaYHO MOKpalllye BHYTPIIIHIO KOMYHIKaLil0 Ta 3HWXKYE piBeHb CTpecy cepeJi YYaCHUKIB HaBYaJbHOIO
npouecy. BusBieHo, mo Taki maaTGopMU TAKOX MiJBUILYIOTH JIOSJbHICTH CTYAEHTIB [0 3aKJaajiB OCBiTH,
COpUSAIOTh IXHIM epeKTHBHOCTI Ta [[03BOJISIOTH IMIBU/LIE NPUCTOCYBATHUCA [0 YMOB Cy4acHOTO PUHKY Ipali.
OTpuMaHi pe3yJbTaTH BiJKPUBAIOTh HOBI MOXKJIMBOCTI /1J1s1 I0/]aJIbIIOr0 PO3BUTKY HaBYaJIbHUX IporpaM y chepi
yIpaBJIiHHA NepcoHasoM. 30KpeMa, iHTerpanisa [uPpoBUX MIaTGOPM Ta aBTOMATHU30BAHHUX CUCTEM HaBUYaHHS
JloromMarae po3po6JisiTH OcBiTHI cTparerii, 110 BinoBifaloTh BUKJAUKaAM LUPPOBOI ekoHOMiKU. B pesyabraTi
¢daxiBIli CTAalOTh KOHKYPEHTOCIPOMOXXHUMH Ta i/Ir0TOBJIEHUMHU /10 peaJIbHUX BUKJIMKIB podeciiHOI isibHOCTI
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