AKAJIEMIYHI BI3II

Bunyck 45/2025

The Role of Digitalization and Innovative Technologies in
the Transformation of Human Resource Management and in
Strengthening Enterprise Competitiveness and Economic
Security

Bohdan-Petro Koshovyi!, Marcin Kubasiak?

Ony6J1ikoBaHO Cekist YK
30.07.2025 ExoHoMika 65.012.32:004:005.95/.96
:338.242

DOI: https://doi.org/10.5281/zenodo.17264485

Abstract. The article examines the role of digitalization and innovative technologies in
the transformation of human resource management and in strengthening enterprise
competitiveness and economic security. The essence of digital HR transformation is revealed
as a transition from administrative to analytical and strategic management that combines
technological efficiency with a human-centered orientation. It is shown that digital platforms,
analytical systems, artificial intelligence, and Big Data technologies form a new HR architecture
in which personnel decisions are based on data, forecasts, and competency modeling.

It is determined that digitalization contributes to the development of flexible HR models,
enhances planning accuracy, individualizes training, and strengthens corporate culture.
Innovative technologies foster the creation of open digital ecosystems that support professional
development, integrate analytics into personnel policy, and improve organizational
adaptability. Particular attention is paid to the impact of digitalization on enterprise economic
security: the introduction of cybersecurity systems, analytical monitoring, and information risk
management becomes an essential element of modern HR strategy.

The practical significance of the study lies in defining the conceptual foundations for
building a digital model of human resource management focused on sustainable development,
technological efficiency, and security. It is substantiated that HR digitalization acts as a strategic
factor of competitiveness, as it ensures synergy between human capital, analytics, and
innovation, creating conditions for long-term economic stability of the enterprise.
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Posb nudpoBgisanii Ta iHHOBaLiiHUX TEXHOJIOTIH y TpaHcdopMaLii ynpaB/aiHHSA
JIIDCbKMMH pecypcaMi Ta 3MillHEHHi KOHKYPEHTOCIHPOMO>KHOCTi 1 eKOHOMIiYHOi
6e3mneKu MiANPHUEMCTBA

AHoTanis. Y crarTti gocaimkeHo poJsib nudposisanii Ta iHHOBalL[iMHUX TeXHOJIOTIH y
TpaHchopmalii yIpaBJiHHA JIIOLCbKUMU pecypcaMu %1 y 3MillHeHHI
KOHKYPEHTOCIIPOMOXKHOCTI Ta €KOHOMIYHOI 0Oe3NeKd MNiAnpueMcTBa. Po3KpUTO CyTHicTb
nudporoi TpaHcopmariii HR sk npouecy nepexoay BiJi afiMiHiCTpaTUBHOT0 0 aHATITUYHO-
CTpaTeriyHoro ymnpaBJiiHHS, L0 NOEJHYE TEXHOJIOTIYHY eQpEeKTHUBHICTb i T'yMaHiCTUYHY
opienTarit. [lokazaHo, 1m0 udpoBi n1aTGopMu, aHaJITUYHI CUCTEMH, TEXHOJIOTII LITYYHOTO
inTesnexkTy Ta Big Data ¢opmyroTe HOBy apxiTekTypy HR, y Mexax sikoi kaZpoBi pilieHHs
NPUKMAIOTbCA Ha OCHOBI JJaHUX, IPOTHO3iB i MOZIe/IIOBaHHSA KOMIIETEHLIiH.

BusHaueHo, wmo uudposisalis cnpusie PoO3BUTKY T'HYYKHUX MoJiesied yIpaBJiHHS
IIepCOHAJIOM, MiABUILEHHIO TOYHOCTI IJIaHYBaHH4, iIHAMBIAyasi3alil HaBYaHHA Ta 3Mil{HEHHIO
KOpIopaTUBHOI KyJbTypU. |HHOBAIilHI TexHoJioril 3a6e3neyyoTb CTBOPEHHS BiJJKPUTHUX
IUPPOBUX E€KOCUCTEM, sKi MiATPUMYIOTh NpodeciiHUNA PO3BUTOK MpaliBHUKIB, CIPHUSIOTh
iHTerpauii aHaJiTUKU y KaipoOBY MOJIITUKY U MiJBUILYIOTh piBeHb aJalTUBHOCTI OpraHisaliy.
Oco6yiMBYy yBary npu/jiiJieHo BIJIMBY LiMQpOBi3allii HA eKOHOMiYHY Oe3MeKy MiANpHUEMCTBA:
NO0Ka3aHo, L0 BIPOBA/KEHHS CUCTEM Kibep3aXxWCTy, aHaJiTUYHOTO MOHITOPHUHIY Ta
ynpaBiiHHA iHPOpMalilHUMHU pH3UKaMU CTa€ OOOB’SI3KOBUM eJjieMeHTOM cydacHoi HR-
cTpareril.

[IpakTyvyHe 3HA4YeHHHA JOCHIJKEeHHH IO0JIATAE Yy BU3HAYEHHI KOHLENTyaJbHUX 3acap
no6y10BU 1UdPOBOI MoJiesli yrpaBJiHHSA JIOACbKUMU pecypcaMH, OPiEHTOBAHOI HA CTIMKUH
PO3BUTOK, TEXHOJIOTiYHY edeKTHUBHICTb i Oe3neky. O6rpyHToBaHO, 1o Ludposizanis HR
BUCTYNAE CTpaTeriyHMM UYUHHUKOM KOHKYPEHTOCIHPOMOXXHOCTi, OCKIJIbKM 3abe3mneuye
CUHEpTilo MIDX JIIOJLCBKUM KalliTaJIOM, aHaJIITUKOI Ta IHHOBALiAMH, CTBOPIOIYU YMOBU JJIs
JIOBTOTPHBaJIOl EKOHOMIYHOI CTabiIbHOCTI MiANPUEMCTBA.

KiroyoBi cioBa: nudposiszaljis, iHHOBaliiiHi TexHoJOTil, ynpaB/iHHS JOACbKUMU
pecypcaMy, KOHKypPEeHTOCIPOMOXKHICTb, EKOHOMIUHa Ge3IekKa, JI0CbKUN KaliTas, LTyYHUH
inTesnekT, Big Data, uudpoBa ekocuctema, cTpaTeriyHe ynpaBJ/iiHHS, aHa/JiTUKA, KiOep3axXUCT.

Introduction

The modern economy is in a phase of deep digital transformation that changes the
structure of production, forms of work organization, and approaches to human resource
management. Digitalization encompasses all aspects of enterprise activity - from operational
processes to strategic management - forming a new logic of development in which data,
analytics, and technologies become the foundation of managerial decision-making. Under these
conditions, the role of human resource management significantly increases, as human capital is
the carrier of competencies, innovative potential, and adaptive capabilities that ensure an
organization’s competitiveness.

The impact of innovative technologies on the HR field extends beyond the automation of
routine procedures. It transforms the very nature of interaction between humans and
organizations, forming an intelligent environment in which management is based on analytical
models, digital platforms, and artificial intelligence technologies. This requires enterprises to
rethink personnel policy, implement new approaches to competency development, and create
conditions for the effective use of human potential in a technologically dynamic environment.

The relevance of the topic is determined by the need to study the role of digitalization and
innovation in transforming human resource management and their impact on enterprise
competitiveness and economic security. The successful integration of technologies into the HR
system becomes a prerequisite not only for efficiency improvement but also for the strategic
stability of business. Therefore, the analysis of digital and technological factors influencing
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human resource management development is essential for understanding the patterns of
functioning within the modern knowledge-based economy.

Results

The digitalization of human resource management has become a strategic factor in the
development of enterprises operating in an environment of high technological dynamism and
global competition. The modern economy is shifting toward a digital paradigm in which
information and communication technologies determine the logic of management, the
organization of labor, and the nature of interaction between humans and systems. Human
capital management is evolving into a digital ecosystem where data analytics, algorithms, and
intelligent platforms ensure the speed and accuracy of managerial decisions.

The implementation of digital technologies in HR goes beyond the automation of routine
processes. It entails a profound transformation of managerial thinking, where technological
solutions become carriers of strategic vision for staff development. Digital tools create
conditions for personalized competency management, forecasting career trajectories, and
designing motivational models that enhance organizational effectiveness. Thus, digitalization
acts as a catalyst for the transition from administrative logic to an analytical and innovative
model of HR management.

The relevance of digital transformation lies in the fact that under conditions of economic
instability, it is the speed of information analysis and the adaptability of management systems
that ensure enterprise competitiveness. Digital human resource management combines
technological rationality with a humanistic orientation, where technology serves not as a
replacement for people but as a means of unlocking their potential. This concept forms the
foundation of economic security and creates a new quality of competitive advantage based on
the synergy of intellect, innovation, and technology.

The essence of HR digitalization lies in the transition from procedural automation to the
creation of an intelligent decision-making system that integrates analytical platforms, artificial
intelligence, and strategic vision for personnel development. Digital technologies form a new
managerial paradigm in which data become the key resource and analytics the fundamental
tool for shaping personnel policy. Within this paradigm, HR management acquires a predictive
nature, combining technological precision with a humanistic focus on personal development.
Digitalization transforms the logic of personnel processes, turning them into analytical modules
of the management system. Electronic databases, integrated HRM platforms, analytical
dashboards, and machine learning algorithms provide not only monitoring of the current
workforce state but also modeling of future competency needs, turnover risk assessment, and
identification of internal potential for innovative activity. Managerial decisions are based on
digital indicators that minimize subjectivity and enhance the strategic accuracy of planning.

At the same time, digital transformation changes the communication architecture of
organizations. Cloud-based collaboration platforms, corporate learning systems, feedback
services, and digital knowledge repositories form an open ecosystem of co-management.
Within it, information flows become transparent, and the process of knowledge exchange is
continuous. This model creates an organizational culture of trust and techno-oriented
partnership, where technology enhances rather than replaces human intelligence, ensuring a
balance between efficiency and social responsibility. Innovative technologies have become a
catalyst for the profound transformation of human resource management. They are shaping a
new architecture of HR systems in which traditional functions such as recruitment, training,
motivation, and performance evaluation are integrated with digital analytical tools, artificial
intelligence algorithms, and decision-support systems. This integration ensures a high level of
management precision, reduces time expenditures, and opens opportunities for predictive
modeling of employee behavior and the efficiency of organizational processes.
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The use of artificial intelligence, Big Data, and machine learning technologies allows for
the creation of multi-level personnel management systems focused on competency analysis,
identifying development trends within the workforce, and designing individualized learning
trajectories. These technologies enhance the objectivity of decision-making since they rely on
large datasets that reflect real behavioral and professional patterns of employees. They also
make it possible to identify personnel risks, potential conflicts, and demotivating factors at an
early stage.

Innovative technologies contribute to the formation of a flexible organizational structure
in which interaction between humans and technological systems acquires a partnership nature.
Enterprises implementing such approaches move from reactive management to a proactive
development model where technology does not replace humans but expands their capabilities.
This creates the conditions for forming an intellectually oriented corporate culture in which
innovation becomes not only an instrument of efficiency but also a component of the
organization’s strategic identity. The formation of a digital ecosystem for human resource
management is a key direction in the evolution of modern enterprises. This ecosystem
integrates technological platforms, analytical tools, communication channels, and continuous
learning systems into a single intelligent infrastructure. Within this structure, personnel
processes take place in real time, ensuring responsiveness, precision in managerial decisions,
and transparency of interactions across all organizational levels.

The digital HR ecosystem integrates various subsystems - from recruitment and staff
adaptation to performance monitoring, motivation, and competency development. Its
functioning is based on principles of analytical openness, data synchronization, and mutual
access to information. As a result, a network-based type of management emerges, in which
information flows circulate among all participants in the process, eliminating hierarchical
inertia and accelerating decision-making.

An important component of the digital ecosystem is corporate learning and knowledge
management systems. They provide employees with up-to-date information, support
professional development, and foster the formation of digital culture. Learning platforms built
on artificial intelligence enable the creation of personalized educational trajectories, increasing
employee engagement and facilitating the effective transformation of competencies according
to enterprise needs.

The role of digital technologies in strengthening enterprise competitiveness lies in
creating a management system that ensures rapid response to market changes, resource
optimization, and improved efficiency of interaction across all organizational levels. Digital
solutions make it possible to integrate HR processes into the overall business strategy, forming
a direct connection between human capital, productivity, and the company’s strategic goals. As
aresult, the enterprise gains the ability not only to maintain its competitive position but also to
create new market advantages. Digital HR platforms contribute to greater transparency in
management by providing objective performance control, real-time data analysis, and the
ability to adjust managerial decisions instantly. This enhances employee accountability,
minimizes the risks of managerial errors, and fosters a culture of performance. Moreover,
automating administrative processes allows management resources to be concentrated on
strategic tasks aimed at innovation, competency development, and enhancing the value of
human capital.

Enterprises that implement digital solutions in the HR field gain a significant advantage
in decision-making speed, adaptability to market changes, and the ability to forecast employee
behavioral trends. Digital analytics provides deeper insights into the structure of labor
potential, while intelligent management systems make it possible to develop personalized
strategies for motivation and development. These factors form a new type of competitiveness
- intellectual-technological - based on the integration of data, innovation, and human potential.
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The digitalization of human resource management significantly affects the level of
economic security of an enterprise by changing the structure of risks and simultaneously
forming new mechanisms of control. In a digital environment, economic security acquires a
comprehensive nature, combining financial stability, information reliability, and personnel
resilience. Digital HR systems perform not only operational but also strategic functions - they
ensure data protection, continuity of management processes, and the integrity of corporate
communications. The protection of employees’ personal data becomes a key aspect of economic
security. The use of large datasets, artificial intelligence algorithms, and cloud technologies
increases the risk of data leaks or unauthorized access. To prevent such threats, enterprises
must develop a cybersecurity policy that includes data encryption, multi-level user
authentication, and continuous monitoring of information flows. This approach fosters trust in
digital tools, reduces reputational risks, and strengthens corporate resilience.

In addition to information security, HR digitalization ensures economic stability by
reducing operational costs and increasing the accuracy of management forecasts. Automated
cost planning systems, performance analytics, and digital control over personnel risks create
conditions for the rational use of human potential. They make it possible to detect imbalances
in time, optimize resource allocation, and improve the financial efficiency of managerial
decisions.

A synthesis of the research confirms that digitalization and innovative technologies
radically change the nature of human resource management, transforming it from an
administrative function into a strategic tool for enterprise development. The introduction of
digital platforms, analytical systems, and artificial intelligence technologies creates conditions
for forming a flexible, adaptive, and analytically oriented HR architecture in which humans and
technologies interact synergistically. This transformation opens new opportunities for
improving productivity, personalizing learning, and developing competencies.

Digital human resource management not only optimizes processes but also creates an
intellectual space within the organization where knowledge, data, and innovation become the
main sources of competitive advantage. Through technological integration of HR processes,
enterprises can forecast staffing needs, manage risks, develop talents, and strengthen corporate
culture based on openness and analytical transparency. As a result, personnel policy acquires
strategic significance, oriented toward ensuring long-term economic resilience.

Therefore, the role of digitalization and innovative technologies lies in creating a
management system that combines efficiency, security, and humanistic orientation. The digital
transformation of HR becomes a factor of competitiveness and a guarantee of enterprise
economic security, as it ensures the transition from reactive management to proactive
development. At the center of this model remains the human being - the bearer of knowledge,
intellect, and creative potential - who determines the trajectory of the organization’s
innovative growth.

Conclusions

The conducted research demonstrates that digitalization and innovative technologies are
the defining factors of the strategic transformation of human resource management. They
enable the transition from an administrative HR model to an analytical and strategic one, where
decisions are data-driven and interaction between humans and technology takes on a
partnership nature. Within this paradigm, personnel management becomes a source of
competitive advantage and a component of the enterprise’s economic resilience.

The integration of digital platforms, analytical systems, and artificial intelligence
algorithms creates an intelligent environment for managing human capital. It ensures
forecasting of staffing needs, individualization of professional development, and timely
responses to changes in the labor market. The combination of technological efficiency and
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humanistic orientation forms a new organizational culture centered on the individual as a
subject of innovation and a carrier of institutional trust.

A particularly important role under modern conditions is played by the security
dimension of HR digitalization. Data protection, cyber resilience, and control over
informational risks become mandatory components of personnel policy. The systemic
integration of security mechanisms with digital analytical tools allows enterprises to reduce the
likelihood of both external and internal threats while maintaining financial, reputational, and
personnel stability.

Therefore, the digitalization of human resource management serves as a strategic vector
for enterprise development in the digital economy. It unites innovation, analytics, and human
potential into a single system that ensures efficiency, competitiveness, and long-term economic
security for organizations.
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