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Since the 2000s, unified solutions for personnel management have emerged in
the market, utilizing artificial intelligence to automate processes related to
recruitment, development, assessment, and personnel management. Currently, many
companies are independently investing in the development and implementation of
specialized technologies aimed at incorporating artificial intelligence in human
resource management. This applies to both large and medium-sized enterprises
across various industries. The proliferation of artificial intelligence in human
resource management processes not only leads to specific changes in HR
management but also expands capabilities in areas such as qualified talent
acquisition, automation of training processes, employee interaction, productivity
enhancement, and reduction of errors in HR operations, among others. Therefore, the
research aims to identify the specifics of artificial intelligence utilization in human
resource management and explore its future development prospects. It has been
demonstrated that researching the issues related to the application of “artificial
intelligence™ in human resource management is of great significance. This research
helps unlock the potential of this technology for optimizing personnel management
and draw conclusions regarding its effectiveness and impact on various aspects of
human resource management. Based on the research findings, it can be concluded
that there are several promising directions for the development of artificial
intelligence in human resource management. These directions include: increased
automation of routine tasks; increasing automation of routine tasks; enhancing
analytics (expanding analytical capabilities in areas such as workforce demand
forecasting, identifying talented employees, and developing employee retention
strategies); personalized employee development; effective talent management;
expanding the use of artificial intelligence as a text analysis and speech analytics
tool; expanding remote work opportunities; addressing ethical issues related to data
privacy and regulation. The prospects for further research involve assessing the
impact of artificial intelligence on human resource management and developing
effective models and algorithms of artificial intelligence suitable for addressing

complex human resource management tasks.



3 nouamky 2000-x poxis na inhopmayitinomy puHKy 3'a610mvcs YHiGIKOBAHI
piuienus 01 KaopoBo20 MEHEeONCMEeHMY, SKI GUKOPUCMOBYIOMb WIMYYHULL [HMEeKm
o asmomamu3zayii  npoyecie  6i000py, PO3BUMKY, OYIHKU Mda YAPAGIIHHS
nepconanom. Hapazi 6aeamo komMnauii camocmiiHo iH8eCmyoms Koumu y po3pooKy
ma 6npoBaodCeHHs CNneyianizo8aHux MexHONO02il, CNPAMOBAHUX HA BUKOPUCHMAHHS
WMYYHO20 IHMeNeKmy 8 Kaopogomy meneoxcmenmi. Lle cmocyemucs sk 6enukux, max
[ cepeOmnix nionpuemcme pizHux eanyseii. llpoyec po3no8croOMCeHHs WMYUYHO20
IHmeneKkmy 8 Kaopo8omy MEeHeOHCMEHMI NPU3BOOUMb He uuie 00 Cheyu@divHux 3MiH 6
VIPABNIHHI TIOOCOKUMU pecypcamu, aie i 00 po3UlUpeHHs Moxcausocmei y cgepi
006opy Keanigikoganoi pobouoi cunu, asmomamusayii npoyecié HABUAHHA,
NOKpAWjeHHsl 83AEMOOII 3 NEPCOHANLOM, NIOBUUWEHHS NPOOYKMUBHOCTI MA 3HUINCEHHS
PUBUKIB NOMUNIOK Y KAOpositi pobomi 1l 6azamo iHwozo. Omowce, 00CNIOHCEHHS
CHpsAMos8ane Ha BU3HAYEHHS 0COOIUBOCMEU BUKOPUCMAHHS WMYYHO20 [THMENEeKmy y
KAOpo8OMY MEHeOHCMeHmi ma HA 6UBYEHHS NEePCNeKmus U020 pO3GUMKY 8
mauoymuvomy. /losedeHo, uwjo 00CniodNHceHHs NpodieMm 3acmocy8anHHsA "WUMYUHO20
inmenexmy" y KaopoBoMy MeHeOdCMeHmi MA€ 6eluKe 3HAYEHHs, OCKIIbKU BOHO
oonomazac po3Kpumu nomenyian yici mexumonocii 6 onmumizayii YnpaeniHHs
NepCcoHanomM ma 3pobumu 8UCHOBKU W00 il eghekmusHocmi ma 6nAUSY HA PI3HI
acnekmu Kaopogo2co MeHeoHcMeHmy. 3a pe3yibmamamu  OO0CAIOHCEHHs 3PO0ONeHO
BUCHOBKU, WO HASABHA HU3KA NEPCNEeKMUBHUX HANPAMKIE PO3BUMKY UMYYHO2O0
inmenexmy 6 Kaoposomy menedxcmenmi. Ceped maxKux HANPAMKI®: 3POCMAHMHS
agmomamu3ayii. pymuHHUX 3a80aHb; NOKPAWEHHS AHANIMUKY (A came po3uupeHHs
AHATLIMUYHUX MOMCIUBOCMEU 3a chepamu NpocHO3Y8aHHs nomped 6 pobouiti culi,
i0enmupixayii mananosumux cniepodOIimHUKie ma po3pooxu cmpamezii 30epedxcenns
Nepconay);, nepcoHaniz08anull po36UmMoK ChipoOIMHUKIE; eheKkmusHe YNPAGIiHHS
MANaumMamy;, po3uWUpPeHHs GUKOPUCMAHHA WMYYHO20 [HMeNeKmy 5K 3aco0y aHanizy
meKkcmy i MOGIEHHEGUX AHANIMUYHUX 3AC00i8; POULUPEHHS MONCIUBOCHEU OJd
gi0oaneHoi  pobomu,  po38'A3aHHA  emMUYHUX  NUMAHb, WO  NOB'A3aHI 3
KOH@iOenyitnicmio  Oanux i ix pecymoganuam. Illepcnexkmuu nooanvuiux
00CNi0dCeHb NONA2AIOMb Y GUBUEHHI 6NIUBY WMYYHO20 [HmMeNeKmy Ha Kaoposuil

MEHEONHCMEeHM ma 6 po3podyi edekmusHux mooenel [ alcopummis UWmyyHo2o



IHmenekmy, Npuoamuux OJisl POo38'a3aHHs CKIAOHUX 3A80AHb Yy chepi Kaoposoco

MEHEOHCMEHNY.

Keywords: unified solutions; process automation; HR management;
forecasting labor force needs.
Knrwouoei cnosa: ynigikosani piwienHs,; asmomamusayis npoyecis, YnpaeiiHus

NEePCOHANLOM; NPO2HO3Y8AHHS Nompeb 8 poOOoUill CUi.

Target setting. Since the 2000s, numerous specialized solutions and platforms
for human resource management have emerged in the market, utilizing artificial
intelligence to automate processes related to recruitment, development, assessment,
and personnel management. These include recruitment and talent acquisition systems,
learning and development management systems, performance assessment and
analysis systems, as well as reporting and analytics generation systems. Currently,
many companies are independently investing in the development and implementation
of their own Al technologies in human resource management. These technologies
include chatbots and virtual assistants that can provide answers to employee
guestions, and deliver information about company policies, procedures, and more,
thereby enhancing accessibility and communication effectiveness with the personnel,
among other benefits. It applies to both large and medium-sized enterprises across
various industries. The outlined processes lead to specific changes in human resource
management and expand capabilities in areas such as qualified talent acquisition,
automation of training processes, employee interaction, productivity enhancement,
and reduction of errors in HR operations.

Analysis of research and publications. Researching the issues related to the
application of "artificial intelligence™ in human resource management is of great
significance because it helps unlock the potential of this technology for optimizing
personnel management and draw conclusions regarding its effectiveness and impact
on various aspects of human resource management. Today these questions are being
researched by Bey H.V., Seredi H.V., Mishchuk H.Yu., Doroshkevych D.V., and



Lytvynenko 1.S. The recommendations and conclusions formulated by these
researchers have shaped the body of knowledge that helps to understand the specifics
of using artificial intelligence in human resource management. However, the
insufficient attention to the nuances of this process does not allow for a clear
delineation of the future development prospects of artificial intelligence.

The wording of the purposes of article (problem). The purpose of the article
Is to determine the specifics of using artificial intelligence in human resource
management and identify its development prospects for the future.

The paper main body with full reasoning of academic Within the scope of the
research, the focus is on the use of artificial intelligence (Al) in human resource
management as a phenomenon involves the computer programs use and systems to
automate and improve various aspects of personnel management and HR processes
within organizations.

The Al in this field encompasses a range of technologies, tools, and applications
aimed at optimizing processes, increasing productivity, and enhancing managerial
decision-making. Indeed, the use of Al in this area includes human capital
management (HCM) systems, data analysis and business intelligence tools, chatbots
and virtual assistants, talent management systems (such as Talent soft or Cornerstone
OnDemand, which utilize Al for talent development, succession planning, and skill
and competency management [6]), employee attrition risk assessment systems,
candidate selection automation applications, automated document and form
processing systems, time and productivity monitoring, and more.

The main aspects of using Al in human resource management include [1-2; 6]:

1. Using artificial intelligence for automated candidate selection, resume analysis,
conducting tests, and interviews through chatbots.

2. Using artificial intelligence to analyze employee training needs, create
individual training plans, and provide training through online courses and
interactive systems.

3. Using artificial intelligence to analyze employee performance data and provide

recommendations for improving their productivity.



4. Using artificial intelligence to analyze personnel data, forecast staffing needs,

and develop strategic plans.

5. Using chatbots and virtual assistants to provide information to employees,

answer their questions, and streamline communication within the organization.

6. Using artificial

intelligence to automate document processing, payroll

calculations, HR documentation management, and other routine tasks.

7. Using artificial intelligence to ensure data confidentiality in human resource

management.

By combining the aspects outlined above (Figure 1), artificial intelligence helps

improve the efficiency, accuracy, and productivity of personnel management by

simplifying many processes and allowing HR specialists to dedicate more time to

strategic aspects of management.

Recruitment and talent acquisition

Learning and development management

Result: Improved
efficiency, accuracy,
and productivity in
personnel management.

Aspects of using
artificial
intelligence

Performance evaluation and work efficiency

Analytics and forecasting

Communication with employees

Automation of routine tasks

Data security and ethical concerns

Figure 1. Key aspects of using Al in human resource management

Source: formed based on [1-2; 6]




In this case, the outlined result is achieved through specific artificial intelligence
tools, including:

1. Personnel selection. It is because the use of Al in this field can
significantly streamline and improve the candidate selection process, thanks to the
ability to analyze resumes and candidate data for the position, conduct interviews
through chatbots, create recommendation systems for HR departments, and minimize
human intervention in personnel management. So, a description of Al tools to
facilitate and improve the candidate selection process is provided in Table 1.

Table 1. Characteristics of Al tools to facilitate and improve the candidate

selection process.

Means of Advantages of artificial Application features
artificial intelligence
intelligence
Analysis of Acrtificial intelligence can quickly | Using machine learning algorithms to
resumes and data | and efficiently analyze large identify key skills, experience, and
of candidates volumes of data, including education that match the requirements of a
resumes candidates and other job vacancy
information they provide
Interviews Al can conduct interviews with Al can pose questions to candidates,
through chatbots | candidates through virtual analyze their responses, evaluate their
assistants or chatbots communication skills, logic, and real-time

problem-solving abilities

Recommendation | Al can provide recommendations | Al can provide recommendations for the

Systems to the HR department most suitable candidates for specific job
vacancies

Minimizing The use of Al in personnel Al can reduce the influence of human

human recruitment. factors and subjective evaluations, helping

intervention to ensure a more objective and rational
selection of candidates

Saving time and | Automation of the candidate Al allows the HR department to save time

resources selection process using Al. and resources that can be allocated to

more important tasks

Source: formed based on [2-3; 4; 6]

The use of Al in the candidate selection process allows for increased efficiency
and accuracy in results by achieving maximum alignment between candidates and job
vacancies [2].

Employee assessment. Specifically, Al can track employee productivity based

on data from accounting systems and workflow monitoring (Table 2).




Table 2. Characteristics of Al tools for employee assessment

Means of Advantages of artificial intelligence Application features
artificial
intelligence
Monitoring Al can automatically track working | Al allows for collecting objective data
productivity hours, tasks, and employee work about their productivity
based on data from accounting
systems and workflow monitoring
Analysis of work | Al can analyze the work habits and Al enables the identification of
habits and results | results of employees strengths and weaknesses, as well as
opportunities for improving
productivity.
Continuous Based on the collected data, Al can Al provides recommendations for
feedback and provide continuous feedback to improving results and career
recommendations | employees and management development.
Assessment of Al helps assess employees' Al allows for tracking achieved goals
achievements and | achievements in the context of their | and identifying areas that need
goals goals and tasks. improvement.
Development and | Al can recommend individual Al helps employees enhance their
learning learning plans and educational skills and advance their careers.
resources for employees.
Talent Al helps identify talented employees | Al allows for selecting talented
management and employees for more responsible tasks
career path or career advancement
movement

Source: formed based on [1; 3-4]

Employee assessment tools based on Al enable organizations to understand and
evaluate their internal resources, improve workforce efficiency, and make more
objective decisions regarding employee development. The results can be used to
create recommendations for enhancing performance and advancing the careers of
employees.

Learning and Development Management. The use of artificial intelligence (Al)
in the field of learning and personnel development management includes numerous
tools and capabilities that contribute to improving the quality and efficiency of

educational processes (Table 3).




Table 3. Characteristics of Al tools for learning and development

management
Means of artificial | Advantages of artificial intelligence Application features
intelligence
Analysis of Al can analyze data on the skills, Al allows for the identification of

training needs

knowledge, and training of each
employee, determining their current
learning needs.

weaknesses and areas for
improvement

Development of
individual learning
plans

Based on the analysis, Al can create
individual learning plans

Al enables the creation of individual
learning plans for each employee,
considering their goals and needs

Assignment of
learning materials
and courses

Al can recommend specific learning
materials, courses, and training for
each employee

Al allows for the generation of
personalized learning
recommendations for each employee
based on their needs and knowledge
level

Automated access
to educational
resources

Al can provide employees with
automated access to learning
materials and platforms

Al streamlines the learning process

Progress tracking

Al tracks the progress of employees
during training.

Al ensures the tracking of grades,
assignments, and course attendance

Personalized

Al can adapt learning material.

Al adapts learning materials to each

learning employee's individual needs and
experience knowledge level.

Analysis of Al helps evaluate the effectiveness | Al provides recommendations for
training of training programs and materials. | improving the effectiveness of

effectiveness

learning.

Reminders and
notifications

Al can send notifications and
reminders to employees

Al allows for setting notifications for
incomplete courses or important dates

Source: formed based on [2; 6]

The tools outlined in the table for learning and development management allow

organizations to provide a more effective, personalized, and results-oriented approach

to the training and development of their personnel [5].

2. Automation of Routine Tasks. Artificial Intelligence can be used to

automate HR documentation management, with its built-in tools for processing leave

requests, calculating salaries, and other routine tasks, freeing up HR department

resources for more complex tasks. Among how Al can assist in this context [1; 5-6]:

- Processing vacation requests (Al can automate the submission and approval

process of vacation requests).

- Salary calculation (Al can automate salary calculations based on predefined

formulas and rules)/

- Document management (Al allows for the storage and management of all HR

documentation in electronic form).




- Time and attendance monitoring (Al can track employees' working hours,
automatically record check-in and check-out times, and generate attendance
reports).

- Automated reporting (the system can generate various reports and analytical
information, simplifying decision-making processes in the HR department).

- Efficiency and cost control of labor expenses/

- Simplifying terminations and retirement processes (Al assists in managing
termination and retirement processes, including processing relevant
documentation and data transformation).

3. Analytics and forecasting. Al has tools to analyze large volumes of data
about employees and generate analytical reports and forecasts on staffing needs,
employee turnover, and other critical aspects as management requires. Among such
tools [6]:

- Data collection and processing (Al can automatically gather data about
employees from various sources, such as databases, human resource management
systems, electronic surveys, etc. [5]).

- Data analytics (Al can use various algorithms to analyze data).

- Forecast modeling (Al can create models to forecast staffing needs based
on historical data and other factors, such as company development plans, market
demand, etc.).

- Generating analytical reports (Al can automatically generate analytical
reports based on processed data and analysis results).

- Recommendations and optimization (Al can provide recommendations
for optimizing human resource management processes).

Using these tools, Al can help an organization improve human resource management,
reduce costs, and enhance business efficiency.

4. Data security assurance: Al has tools to help detect and prevent data
security breaches, as well as identify unauthorized activity in human resource
management systems.

5. Employee Engagement and Communication. So, through chatbots or

automated employee service systems, Al can interact with employees, answer their



queries, and provide information about company policies and procedures. It is
facilitated by tools, as summarized in Table 4.
Table 4. Characteristics of Al tools for employee engagement and

communication

Means of Advantages of artificial Application features
artificial intelligence
intelligence
Chatbots for | Al can create chatbots | Chatbots can provide answers to common
answering available to employees | questions related to company policies, benefits,
questions around the clock. procedures, and other information.
Real-time Al can send notifications | Al allows for the creation of important event
messaging  and | to employees. notifications, such as announcements, changes in
notifications company policies, project summaries, and more.
Employee service | Al can provide employees | Al enables the creation of internal systems
systems with automated service | through which employees can submit requests,
systems. vacation  applications,  update  personal
information, and access necessary information.
Employee Al can contribute to | Al simplifies the process of engaging employees
engagement engaging employees in | in surveys, satisfaction assessments, feedback
initiatives specific initiatives. collection, and other actions that contribute to
improving the work environment and
communication.
Support for | Al can provide tools for | Al streamlines operations with remote teams.
remote workforce | communication and
coordination,  enhancing
remote work for
employees.

Source: formed based on [5-6]

Thanks to the tools highlighted in the table, artificial intelligence helps improve
communication between the company and its personnel, providing fast and accessible
information while enhancing employee engagement and satisfaction [6]. Considering
the points mentioned above, it's evident that artificial intelligence in human resource
management has the following prospects: increased automation, improved analytics,
personalized employee development, effective talent management, expanded use as a
text and speech analytics tool, enhanced remote work capabilities, ethical
considerations, and regulation.

In general, we believe that artificial intelligence in human resource management
will continue to evolve and open new opportunities for personnel management and
supporting organizational strategic goals (through the expansion of functionality,
personalization of interfaces, increased computational capabilities, enhanced process

optimization capabilities, increased interaction with employees, and more [5-6]). It is




crucial to consider the ethical and security aspects of using Al in this field and adhere

to the highest standards of confidentiality and fairness when implementing these

technologies.

Conclusions from this study and prospects for further exploration in this

area. Note that the role of artificial intelligence in human resource management will

continue to evolve and expand, leveraging a wide range of technological innovations.

In line with the content of Al applications and its inherent tools in HR, several

promising directions for development can be identified, including:

1.

Increased automation: In the future, Al will further automate routine tasks in
human resource management to free up HR professionals' time for strategic
tasks.

Enhanced analytical capabilities: Al will provide more analytical capabilities
for human resource management, including areas such as workforce demand
forecasting, talent identification, and employee retention strategy development.
Personalized employee development: Al will assist in creating individualized
development plans for each employee.

Effective talent management: Al will help identify and develop potential
leaders and talented employees.

Expansion of text and speech analytics utilization: Al will provide more text
analysis capabilities for assessing resume quality, analyzing employee
feedback, and interactions with employees through textual content.

Increased remote work: With the growth of remote work, Al will be used to
facilitate communication, task management, and monitoring of the productivity
of remote employees.

Ethical considerations and regulation: Al will assist in addressing ethical issues

related to employee data privacy and fairness in decision-making.

Prospects for further research include assessing the impact of artificial intelligence on

human resource management and developing effective models and algorithms of

artificial intelligence suitable for solving complex HR tasks.
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