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Abstract: The article considers modern challenges in the field of human resources 
management in organizations of the public administration sector. The role of digital 
technologies, platform and AI-based solutions in human resource management within 
BANI environment is analyzed. The ways of transformation of personnel (HR) 
processes are described, in particular on the basis of talent marketplaces and 
gamification. General characteristics of innovative HRM technologies for public 
management organizations are systematized.  
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1 Introduction 

Digitalization is an irreversible process covering all spheres of 
human life. It represents a part of public relations, being 
displayed, in particular, in public administration. The creation, 
functioning, and development of e-government is based on the 
active use of modern digital technologies. The digitalization of 
public administration is designed to reduce administrative 
barriers and make the interaction of citizens and businesses with 
government bodies simpler, faster, more comfortable and 
transparent, to eliminate the impact of subjective factors, in 
particular, those associated with the prerequisites for the 
emergence of corruption. One of the goals of the digital 
transformation of public administration is to make the interaction 
between citizens and authorities practically invisible, seamless, 
to create an ecosystem in which a citizen will automatically, in a 
proactive mode, receive the services he needs [51]. 

The COVID-19 pandemic has confirmed the high importance of 
digitalization of public administration processes, so it can be 
expected that over the coming years, its digital transformation 
will be in the focus of attention of both researchers and 
government authorities. The digitalization of public 
administration should be based on a set of principles and actions 
aimed at maximizing efficiency, both to achieve specific short-
term goals and to implement long-term development projects. 
Digital transformation is one of the new priorities in the 
development of public administration. It should focus on the 
working-out of cross-cutting initiatives at the national scale, 
which will allow the flexible deployment of efficient, secure, 
and easy-to-use digital public services, provide access to real-
time electronic services, link disparate data held by various 
national and regional administrative bodies into a single system. 

Transformational logic requires rethinking the performance of 
government functions, the provision of public services, the 
implementation of control and supervision activities, etc [3-5]. 
At the same time, the concepts used in this area should be 
separated, which allows for a more consistent and logical 
organization of planning and implementation of transformational 
activities related to digitalization and digital transformation of 
public administration processes. 

However, digital technologies are used in state and municipal 
government institutions not only in the field of providing 
services to the population and in the area of interaction between 
interdepartmental organizations, but also in HRM. A feature of 
the current stage of social development is the gradual 
replacement of the role of traditional communication channels 
with electronic ones, and then with network ones, which is 
caused precisely by progress in the field of information and 
telecommunication technologies, and this directly applies to 
HRM. At the same time, while the digitalization of public 
administration functions is being considered today in detail 
among scientists and experts, the digital transformation of 
processes in the field of HR has not yet received enough 
attention. 

2 Materials and Methods 

The methodological basis of the study consisted of the works of 
scientists and practitioners in the field of HRM, digital economy, 
digitalization of business processes, the theory of provision and 
functioning of public administration bodies, information and 
resource support for state and municipal government, New 
Public Management. The work used such methods of scientific 
research as a systematic approach, analytical and dialectical 
methods, the method of analysis and synthesis, the structural-
functional approach. 

3 Results and Discussion 

In modern conditions of labor organization, the search for 
effective ways of interacting with personnel is the most 
important task, both for the corporate sector of the economy and 
for the state. Human resource management is the solution of 
global, long-term tasks, the achievement of strategic goals by 
identifying and developing individual characteristics and talents, 
planning human resources and personnel costs. The intellectual 
potential of the personnel, employer brand and personnel policy 
are the sources of growth in the value of the company's 
intangible assets and the business as a whole. Human resource 
management forms the competitive advantages of the 
organization and allows taking a leading position in the market. 
It is known as an axiom that distinctive feature of human 
resources from other resources is the ability to develop, improve, 
generate new ideas, and their possibilities and initiative are 
unlimited, while other resources are limited [1; 2]. Recent 
studies show that the management of modern companies around 
the world is aware of the need to automate simple repetitive 
personnel management processes, such as personnel records and 
time tracking, scheduling vacations and days off, payroll and 
various kinds of bonuses, compensations and benefits, internal 
communications, public opinion polls, submission of proposals 
for improving business processes, posting information about 
vacancies and the initial stages of recruitment, a number of 
aspects of adaptation, assessment, and training of personnel [66]. 
Accordingly, a significant share of research in the field of human 
resource management falls on the corporate sector. 

Meanwhile, the public sector must compete on an equal footing 
in the labor market for the most modern, qualified, young 
personnel, who are attracted, first of all, by potential 
involvement in solving large-scale national problems and the 
opportunity for professional development. In the personnel 
management system of the public sector, it is necessary to 
increase the efficiency of HR services work through the creation 
of advanced technological HR systems. 

The following are declared as priorities for the coming years in 
the direction of HR systems in public administration sector of 
most countries [21. 65]: 
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 Staff training and development. In order to make a 
breakthrough in the process of system transformation and 
provide public authorities with highly qualified specialists 
with the skills, competencies, and experience necessary to 
achieve national goals, it is needed to revise the legislative 
norms and methodological recommendations that regulate 
the personnel management system in the civil service and 
support their procedures and tools, as well as introduce 
new processes for working with personnel and human 
capital [9-12]. An important area should be the 
development of soft skills (basic communication skills, 
self-management skills, productive thinking, management 
skills) and hard skills. 

 Active work on the formation of a personnel reserve using 
modern resources (personnel reserve of executive 
authorities, reserve of managerial personnel and youth 
personnel reserve, personnel portal of the relevant 
department, etc.) and optimization of the functioning of 
personnel reserves (for example, digitization when 
receiving and storing documents of candidates and current 
civil servants); 

 Work with key talents, high-potential employees. 
Currently, noticeably insufficient attention is paid to the 
process of identifying and retaining high-potential 
employees; criteria for assessing the potential of personnel 
have not been developed; 

 Improvement of the motivational program. It is recognized 
as necessary to carry out activities aimed at creating a 
corporate spirit by meeting the social needs of employees 
and the needs for involvement in their activities. 

 Selection and adaptation of personnel. In particular, in 
European countries, appointed civil servants undergo a 
mandatory initial training course for 1-2 months in frames 
of the adaptation program for civil servants. Such 
professional adaptation programs have gained relevance 
and significance, since they can reduce start-up costs by 
saving the time of the manager and work colleagues. 

 Digitalization of HR processes in the public service. At the 
initial stage of digitalization of HR processes in the public 
administration sector, it is possible to use digital personnel 
management programs that are already actively used in the 
commercial sector, including state-owned companies [14-
17]. These are chatbots, asynchronous video interviews 
(that is, a form of interview that does not require the 
simultaneous presence of a recruiter and an applicant), 
predictive analytics (predicting likely behavior patterns of 
future employees), etc. Creation of a unified IT-platform 
for the implementation of centralized full-cycle personnel 
management would allow combining services such as a 
register of uniform methodological rules and standards, a 
register of profiles, open vacancies, job seekers and active 
civil servants, training materials, as well as all the tools 
necessary to work within a single HR management cycle in 
the public administration sector [19; 20]. The full cycle of 
centralized personnel management includes personnel 
planning, recruitment, evaluation, training and motivation 
of employees. It is expedient to transform the current 
personnel departments in public authorities into full-
fledged HR units and attract competent specialists widely 
using technologies in their work activity. 

 Building an HR analytics system in the public 
administration sector. Basically, to assess the work of a 
civil servant today, indicators of the qualification and age 
structure of personnel are used, as well as employee 
satisfaction; retention of staff (staff turnover), managerial 
performance and employee performance [22; 24]. But HR 
analytics makes it possible to carry out analytics and 
statistics on personnel, build recruitment strategies, 
evaluate personnel performance using the most advanced 
digital technologies. 

In the “new reality” of today, a new acronym, BANI, began to 
be used to characterize the mechanisms and conditions for the 
existence of the business environment. The term “BANI” was 
coined by futurist Jamais Cascio a few years before the 
pandemic, but namely COVID-19 pandemic confirmed his 

“prediction.” In Cascio’ opinion, the VUCA acronym is starting 
to become “obsolete,” so many of the models and tools 
developed by experienced business strategists need to be 
rethought and need to be adapted, and some need to be 
reinvented to improve the efficiency of working in a VUCA 
environment. In the BANI world, the key characteristics of the 
VUCA world are becoming more complex, new economic 
models and business structures are emerging in which the usual 
volatility, uncertainty or complexity are no longer relevant to 
understanding what is really happening [67]. Cascio not only 
accurately described the new economic reality, identified its key 
risks and challenges, but also showed possible directions for the 
development of economic entities aimed at minimizing the 
negative manifestations of the BANI-world (see Figure 1 
below). BANI-world thus challenges the established 
organizational structures and management system, including the 
personnel management system. In the changed conditions, the 
efficiency of the organization’ functioning no longer depends on 
the level of development of the hard skills of its employees. 

 

Figure 1. Stages of business environment evolution 

The same paradigmatic change of environment concerns also 
public management. Public administration functions in an 
increasingly complex political, inter-administrative, legal, and 
socio-cultural context. Consequently, public managers face 
sound problems [26-31]. At the same time, the activities of the 
government are constantly under the scrutiny of politicians, 
journalists, interested citizens and social networks. Thus, the 
external environment for the functioning of public 
administration bodies is increasingly reminiscent of the turbulent 
environment of modern business. Accordingly, if to talk about 
the now widely accepted NPM (New Public Management) 
paradigm, the competencies of civil servants should be close to 
the competencies of managers in the business sector.  

In the digital economy, the most important human qualities are 
the possession of a huge amount of information, readiness for 
rapid changes, the desire to learn more and more, sociability, 
versatility, and readiness for drastic changes. Industry 4.0 or 4th 
industrial revolution includes the prevalence of global networks, 
the emergence of neural networks, arising and fast evolution of 
artificial intelligence [32-36]. All this affects the HR 
management system not only in any company, but also in the 
government sector. 

The civil service is characterized by a significant regulation of 
the activities of employees, a hierarchical structure, the presence 
of more equal, transparent and stable working conditions 
compared to business structures, which logically follows from 
the concept of Weber's rational bureaucracy [38-40; 42; 57]. 
However, the reforms of the last twenty years, aimed at 
introducing New Public Management, have led to a change in 
the model of people management in the civil service, bringing 
together the public and private sectors, primarily through the 
introduction of performance evaluation of civil servants. 

The relevance of the transition from the model of personnel 
management to the model of human resource management in the 
public civil service is due, first of all, to the fact that human 
resource management implies, first of all, “an open 
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communication channel for both management and subordinates, 
as well as three-way interaction, where the main actor appears - 
consumer of public services - society” [68]. 

According to experts, public sector organizations that want to 
compete for and retain in-demand candidates need to simplify 
the application process and the selection process for civil 
servants in general [6, 21]. It is important to ensure that the 
application and candidate review process is efficient and timely 
so that candidates are not hired by other organizations or 
companies. The government often competes with the private 
sector for the same candidates and selection should be carried 
out at the same rate in order to hire the best people [44-50]. With 
the job market as competitive as it is now, job seekers have little 
patience for overly burdensome and lengthy recruitment 
processes. Thus, public sector employers need to review their 
recruitment processes and work with all stakeholders to 
implement reforms that will improve the efficiency and 
rationalization of HR management. 

Similarly, the same problems that can manifest as frustratingly 
rigid job parameters, hidden work processes, and limited 
opportunities for promotion or pay increases for civil servants 
can also manifest as employee retention problems [18]. One of 
the biggest challenges faced by HR departments in the public 
sector is that there is a lack of engagement due to the 
bureaucratic systems and budgetary constraints that exist in 
many organizations. 

While some elements will not change any time soon (reviewing 
the pay scale and job classification may not be within the 
purview of the HR department), HR departments can work with 
management to improve job satisfaction for civil servants where 
possible. The main factor in the satisfaction of employees with 
their daily work and career in general is how many opportunities 
they are offered for training, development, and acquisition of 
new skills by a state institution [13]. 

A persistent problem, experts say, is the perception that jobs in 
the public sector pay less than those in the private sector. And 
while it is not always the case that public sector employers pay 
less than their private sector counterparts, there are areas and 
positions where public sector employers cannot match the 
compensation and benefit packages that commercial firms offer 
[52-55]. In the current race to attract the best talent, even highly 
motivated government departments may find that they cannot 
adjust salary proposals as quickly or be as flexible about other 
benefits as private firms. 

Thus, the main aspect of personnel management in the public 
sector is the use of the advantages that the state really offers. 
While the public sector may not be able to compete with some 
private sector compensation and benefits, it is critical to 
communicate the benefits they provide, such as fixed pensions 
and deferred compensation plans, and the sense of service that 
comes from working in the community [59]. Calling for a sense 
of service and community work can be a uniquely persuasive 
argument for positions in the public sector. The performance of 
public institutions is critical, and the pandemic has only 
highlighted to many job seekers the vital role that local 
government officials, public safety officers, health workers and 
social service providers play in supporting the collective well-
being of the entire country. 

Modern trends in personnel assessment are moving away from 
the standards of a biographical interview, a recruiter does not 
need to spend time on a detailed analysis of all previous jobs of 
the applicant - today it is important to assess the candidate's 
competencies. The modern methodology for assessing 
competencies has a very structured format, which saves the 
recruiter's time. The Digital direction in HRM is not only 
complex software. First of all, HR-Digital is an approach to 
work, a philosophy [3]. 

One of the key characteristics of a modern worker can be 
considered “professional zapping” [58]. The term “professional 
zapping” can be described as the orientation of employees 

towards a quick and constant transition to new knowledge and 
the development of new competencies (often in a fundamentally 
different field of activity), an orientation towards continuous 
professional development and personal growth, a constant 
“search for a professional self” of an employee to form and 
update a “portfolio” of professional competencies [63; 64]. Such 
a “zapping approach” changes the idea of employees about the 
ideal trajectory of behavior in the labor market, the model and 
strategy for building a career. In accordance with the new model, 
an ideal career is not so much moving up the career ladder but 
rather the constant change of functions, roles, territories, varied 
experience, which provides the opportunity to acquire a wide 
range of competencies. Therefore, the employee may not have a 
clear career development plan, and after each stage, orientation 
in the current organizational landscape and options for the next 
step are determined. While earlier there were no strict 
requirements for tenure, now the recommended time for an 
employee to stay in one position is a maximum of 4-5 years [56]. 

The actualization of HR marketing has become a global trend in 
2019-2020. Namely the development of information and 
communication technologies has become the imperative of 
increasing attention to the tools of external and internal HR 
branding. Among the most effective digital HR marketing 
channels, there are the following: social media (social networks); 
job search and career sites; placement of content on third-party 
resources; various referral programs; virtual communities. 

A few years ago, many employers were not familiar with the 
terms “HR Ambassador” and “HR Evangelist”. However, 
already in 2019, these vacancies began to appear on job sites. 
The main task of an HR Ambassador is to promote (including 
online) his company at various HR forums, trainings, 
conferences, master classes, seminars, etc. The goal of an HR 
evangelist is to create an innovative culture in the company, 
create an innovative working environment and develop programs 
aimed at revealing both the professional and creative potential of 
employees. 

In order to attract and retain employees with the necessary 
professional and personal qualities and experience, companies 
are increasingly focusing on the development of HR branding 
tools [69]. Moreover, while earlier these efforts were often 
chaotic, situational, and multidirectional, especially among small 
and medium-sized businesses, now one can observe a tendency 
towards an increase in the systematic actions of HR managers, 
enhancing the usefulness and quality of content about the 
company, increasing the interactivity of interaction between 
companies and potential employees. 

As in other functional subsystems of personnel management, 
digital technologies are actively introduced into the recruiting 
process at all stages. The key trends in this area are the 
automation of screening and the recruitment process [70-72]. 
Among the tools for digital recruiting of personnel, one can 
single out such tools as: a recruiter robot; various chatbots used 
to search for information and communicate with the applicant, 
performing administrative work (scheduling meetings, 
maintaining lists of applicants and creating detailed candidate 
profiles); work with Big Data; cognitive selection (Design 
Thinking); aggregation and uberization (employer interactions 
with third-party recruiters whose portfolios are collected on 
digital platforms); referral recruiting, which involves the creation 
of professional communities and industry conferences on the 
Internet (in referral recruiting, networking has become the 
engine of the recruitment process). 

New business and HR strategies based on digital technologies 
increase the effectiveness of management decisions: automated 
recruiting, transition to virtual workplaces, individualization – 
creating an environment for self-realization and development for 
each employee, HR analytics and performance management. 

The “Big HR tech,” which enables the collection and processing 
of data on cloud-based HR systems, provides the foundation for 
building fully automated, intelligent HR processes based on 
machine learning. This enables an even higher level of 
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efficiency. In theory, these applications can be used to reduce 
staff turnover, assess employee sentiment, measure changes in 
the perception of the employer's brand, and determine the type of 
employee that is most effective in a given organization, in a 
given position, and for a given region. As a result, work gets 
done faster, and human resources have time for more strategic 
and creative tasks. For example, on average, a recruiter invites 
only 5 out of 250 applicants screened on their behalf by the 
automated system to the interview stage. 

Big HR tech is gaining traction across service industries. For 
example, in 2018, SAP created a smart recruiting system based 
on machine learning for a large bank. When recruiting 
employees, it automatically analyzes resumes and opens profiles 
of job seekers on social networks. Then, it compares them with 
data about people who have already been selected for a similar 
position and are successfully working in the company. If the job 
seeker's profile is similar to that of a successful employee, the 
system recommends hiring him and explains the reasons for 
choosing [60]. A smart system developed by SAP analyzes the 
experience, skills, and appraisal results of each individual 
employee, and then finds the most suitable positions for career 
growth. It tells everyone what skills need to be improved in 
order to increase the chances for a new position, and 
independently appoints the necessary refresher courses for this 
[61]. Having prepared in advance, a person, with a high 
probability, can move up the career ladder as soon as a vacancy 
appears, and immediately successfully start work. Transparent 
growth conditions within the company increase employee 
motivation, and managers always have a pool of internal 
candidates for important vacancies. 

One of the potential solutions for enhancing HRM in public 
management is to leverage artificial intelligence (AI) in talent 
management, in frames of the so-called Talent Engine. The 
Talent Engine of the future is a network of interconnected and 
interdependent actors and entities that collaborate to create value 
and achieve shared goals. This network uses data and Artificial 
Intelligence to create new processes for talent acquisition, 
learning, internal mobility, engagement, compensation and 
rewards. Individuals are drawn into the Talent Engine that 
leverages AI to provide personalized recommendations based on 
interests, preferences, goals, and skill levels. These learning 
communities provide a sense of belonging, trust, and 
accountability among talents in an organization. Talents can also 
take advantage of professional communities that use AI to 
identify potential mentors, mentees, peers, or experts who can 
provide support, advice, or feedback. 

J. Bersin, founder of Bersin by Deloitte talks about building and 
testing AI-based coaching tools. These systems used data from 
high-performing teams and were “tuned” to the characteristics of 
the organization's employees and teams. Comparing data on 
individual and team problems with data from high-performing 
teams, as well as using tools to motivate managers and leaders to 
take effective actions, they were able to help employees improve 
their performance by 25% in three months of using the system 
[7]. 

One of the most successful and innovative solutions was 
developed by the U.S. company MogulHospitality. The solution 
is designed based on Talent Engine principle. The AI matching 
system can identify talents who demonstrate their capability to 
perform the job, such as Assistant General Managers, Hotel 
Managers, and primary directors and expand the pool of talents 
by looking into other industries that have similar or transferable 
skills and experience. The matching system can also be utilized 
in autopilot mode which can process job descriptions and use 
industry specific variables to search through a database and 
crawl the internet. It can also contact the most suitable talents 
with personalized messages that match the employer's brand and 
tone. The system can also help employers by providing a simple 
and intuitive chat interface, that is powered by the GPT model, 
to create and manage their job postings. A dashboard provides 
insights into talent pipelines by position and geography 
including talent tier, worth, experience level and readiness for 

promotion. Employers can “drill down” into each position to 
understand the distribution of talent by multiple dimensions 
including brand, product type, geography and union experience. 
An experiential learning zone uses Natural Language Processing 
(NLP) to analyze an employee’s queries and feedback, and 
generates relevant responses or suggestions. Talents can utilize 
Augmented and Virtual Reality (AR/VR) training, which are 
immersive and interactive learning experiences that simulate 
real-world scenarios. For example, the training includes 
moments of truth in customer service and develops conflict 
resolution skills, adapting the difficulty of the training according 
to the employee’s performance [73]. AR/VR training can also 
use computer vision and speech recognition to capture the 
employee’s gesture and voice to provide real-time feedback on 
whether his or her tone reflects the brand’s tone and voice. 
Experiential learning can use AI to create personalized learning 
paths for employees based on their skills, career pathways, and 
preferences. AI can also help match employees with suitable 
projects, assignments, or gig jobs that can provide them with 
hands-on experience and exposure to different roles or functions. 
While this solution is developed for hospitality industry, its 
flexibility and its very essence allows adjusting it for any sector, 
in particular, public management.  

Along with the change in recruiting tools, there is an accelerated 
digital transformation of employee training and assessment. The 
main trends in the system of employee training, which have 
received further development, can be briefly summarized as 
follows: 
 
1. “Setting up” digital training content for each employee and 

providing them with access to training programs at any 
time, anywhere, and with any type of device 
(implementation of a mobile learning system and cross-
platform solutions]. 

2. Formation of an integral system of electronic distance 
learning, including: 
 

 Micro and macro training online courses; 
 Virtual platforms for learning (solving cases and exercises 

in a virtual environment); 
 The use of artificial intelligence in the learning process and 

the creation of a student management system on this basis 
(a virtual trainer maintains the development profile of each 
student employee in a single database, helps track progress 
in the competencies and productivity of employees and 
offers additional educational programs based on 
organizational goals and achievements of employees); 

 Video learning (assimilation and memorization of 
information is more effective when using video content, 
compared to text content); 

 Gamification. Gamification tools give quite impressive 
results, according to surveys (see Figure 2) [18]: 

 

Figure 2. The effect of gamification on employees 
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The 2018 Talent LMS gamification survey showed the following 
results (Figure 3): 

 

Figure 3. 2018 Talent LMS gamification survey results [13] 

The decision to use this kind of tool has quite serious reasons. 
The realities of the modern labor market are forcing to fight for 
highly qualified personnel, as well as to form such an HR brand 
that could not only attract a new workforce, but would also be 
able to retain it through the formation of loyalty from the staff. 

These problems are especially clearly seen in state and 
municipal institutions, where work is particularly routine. In this 
regard, gamification serves as an innovative tool that allows 
achieving the following results: attracting new employees, 
training current staff, stimulating them and increasing 
motivation, promoting loyalty to the HR brand, as well as 
diversifying the workflow and getting away from the routine of 
their activities. 

When introducing gamification into state and municipal 
institutions, it is necessary to take into account the specifics of 
the functioning of these structures. In addition, they tend to be 
conservative in their hiring practices. However, in order for the 
HR brand of public management institutions to compete in the 
labor market, it needs to use innovative approaches to the 
organization of HR structures and follow the trends emerging in 
this market. 

Obsolete HR practices in google spreadsheets format mostly 
focus on paperwork and routines, but the world of HR 
automation has stepped forward a long time ago. Gamification in 
the future until 2025 is considered by the heads of HR 
departments in the United States as one of the most promising 
trends [62]. 

Gamification, as an HR tool in state and municipal institutions, 
can be used in several ways to solve the problems of HR 
departments: 
 
1) Recruitment. At the moment, many large companies are 

recruiting through gamification. This is due to the fact that 
the selection of new employees is perhaps the most 
voluminous, in terms of time and personnel equivalent, the 
daily duty of HR department employees. For this reason, 
insufficient attention is paid to solving strategic problems. 
When using gamification tools in recruiting, it becomes 
possible to more rationally allocate resources, both 
temporary and human. In addition, an important advantage 
of using gaming platforms is the lack of a personal 
relationship between the recruiter and the applicant, which 
significantly increases the efficiency of the recruitment 
process. 

2) Motivation of the current staff. The problem of staff 
motivation is one of the most important problems of the 

HR departments. This problem is especially acute in state 
and municipal institutions, which are distinguished by the 
routine performance of official duties. Since one of the 
main tools for motivating human activity is monetary 
reward, and in state and non-profit organizations its use is 
minimized, it is necessary to develop new motivational 
tools to increase employee loyalty to the place of work. In 
this regard, gamification will serve as a tool for solving the 
problem. Thanks to the introduction of game mechanisms, 
it will be possible to dilute the routine of performing labor 
functions. Also, games held within the workforce give rise 
to healthy competition, which results in a more intense 
involvement in the activities of institutions. For the 
successful performance of their duties, employees receive 
awards and various bonuses, which allows them to move 
up the rating table. This ‘mechanic’ is an effective tool of 
motivation, because it gives employees the opportunity to 
realize themselves, feel their involvement in the team, and 
also gain respect from other employees. 

3) Staff training. In the meantime, this is one of the main 
tasks facing HR departments, because the staff is the main 
resource of any organization, on which its effectiveness 
depends, and in public management bodies the quality of 
staff, in fact, even determine the national security. In state 
and municipal institutions that perform important social 
functions, increased attention should be paid to the 
development of personnel, since the well-being of society 
largely depends on the performance of their official 
functions. However, since institutions often do not have 
sufficient financial and human resources to ensure constant 
and continuous training of staff, this task can be assigned, 
for example, to online simulators, which will be based on 
game mechanics. During the game, a person, as a rule, 
learns new information better. In addition, the game creates 
conditions that provide an opportunity to practice the 
acquired knowledge and develop skills in practice. 

It should also be noted the active introduction of “sticky 
learning” technologies that change the work behavior of the 
employee. According to experts, training is ineffective if it is not 
reinforced in practice and does not change behavior. A feature of 
“sticky learning” is the constant repetition, analysis, and 
updating of training content and approbation of the acquired 
knowledge in practice [8, 15]. This becomes possible on the 
basis of the development of multimodal training courses and 
simulators, which, among other things, allow employees to 
independently assess their progress in training. 

It is also advisable to use the approach of “training that increases 
confidence”, training in priority soft skills. Moreover, the 
introduction of the Agile philosophy into HR management 
implies continuous feedback both between managers and 
subordinates, and between colleagues, the formation of a culture 
of mutual respect and dialogue. 

Talent marketplaces represent a particular innovative 
phenomenon in HRM and strategic management in general. “A 
talent marketplace is an internal system within an organization 
focused on developing talent. The talent marketplace lets 
employees promote their skills and pursue aspirations. It also 
allows companies to post projects, gigs, new roles, or even 
mentoring opportunities … With a talent marketplace, 
companies can fulfill their needs with employees who are 
hungry to grow and learn. Employees benefit because they can 
pursue their passions, upskill, and grow as professionals. When 
the opportunities the company offers and employee needs match 
up, both parties benefit … I believe the talent marketplace as a 
platform, is really the future of talent management. Everything 
we do to manage people eventually falls into this system.” Josh 
Bersin, HR industry leader and BetterUp Science Board Advisor 
writes [41]. 

In particular, Fuel50 is the AI-powered talent marketplace that 
delivers internal talent agility and workforce reskilling. With 
hyper-personalized AI and a deeply embedded commitment to 
diversity and inclusion, Fuel50 mobilizes your talent. Fuel50’s 
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ethical AI matches your people to opportunities in real-time, 
automatically maps your workforce architecture, and provides 
deep data insights for predictive talent. 

Another solution – Workday Workday Human Capital 
Management (HCM) - adapts to changing needs of employer, 
changing requirements to employees skills. Your workforce, 
how and where people work, even the skills you need continue 
to shift. The platform is based on machine learning and helps 
understand employees’ skills today and build talent around the 
skills that will be need tomorrow.  

Overall, U.S. HR Analytics market trends are presented in 
Figure 4 below. 

 

Figure 4. U.S. HR Analytics market trends, 2020-2030, USD 
million [23] 

At the same time, growth is observed in application of HR 
analytics in government (public administration) sector (see Fig. 
5 below). As can be seen from the figure, HR Analytics market 
share in government sector exceeds the one in manufacturing 
and even academia. 

 

Figure 5. Global HR Analytics market share, by end-use, 2021 
(%) [23] 

Deployment of AI in HR can occur across the entire talent 
lifecycle (see Fig. 6). 

 

Figure 6. Deployment of AI in HR throughout the entire talent 
lifecycle [25] 

The capabilities of artificial intelligence are far superior to those 
of humans when it comes to rapidly processing and analyzing 
very large amounts of data. This feature allows a person to make 
a quick and efficient analysis and make the right decisions in 
difficult situations. Artificial intelligence does not have a 

personal understanding of the situation and emotions, so its 
decisions are the most objective, which is especially important 
for the public administration sector, where both prejudice and 
nepotism are very significant potential risk factors in recruiting 
and HRM. Being data-driven, AI reduces bias in HR processes 
such as recruitment and selection, resulting in fairer and more 
consistent decision making. 

Automation of a part of HR processes makes managers more 
independent and enables managing human resources more 
effectively. The capabilities of AI can become a great value for 
employees and for the entire organization. Real-time data 
collected using artificial intelligence allows predicting problems, 
as well as making quick decisions. 

Thanks to modern AI-based HR tools, in an employee’s digital 
profile, it is possible to record what knowledge and skills he has, 
whether he knows how to work with digital technologies, 
manage teams and motivate other people, how these people feel 
under his leadership and what he likes to do and what he does 
not like. 

The use of digital profiles allows changing the approach to 
managing organization and automating the entire routine as 
much as possible. The whole point now comes down to 
connecting the personal goals of the employee with the tasks of 
the public management organization or its particular department. 

The digital profile is the core of the modern HR system. It not 
only stores information from the employee's resume, but also 
constantly accumulates new data about his competencies, role in 
the organization, and contribution to the common cause. For 
example, in the Human Capital Management System from 
TalentTech, this information is provided by modules related to 
the selection, adaptation, training, engagement, and effectiveness 
of personnel. They can enrich employee profiles both 
individually and all together. The modular system allows 
creating digital profiles at any stage of the employee's interaction 
with the organization. A digital twin can appear both for a 
newcomer and for the entire staff at once if to conduct a large-
scale assessment of competencies, an engagement survey, a 360-
degree survey, or automate the goal-setting system. 

When implemented correctly, AI helps employees find mentors, 
choose the right training, and give advice on further career 
development. In addition, technologies can be configured in such 
a way that people feel comfortable in them, as in a social 
network. Thanks to this, employees can regularly update their 
data, share achievements with the team. AI-powered HR teams 
are streamlining processes and accelerating access to the right 
data. It also helps reduce the need for administration, improves 
analytics, and opens the door to “real” strategic people planning 
[37]. Due to this, HR experts have time to assess the current 
situation in the organization: what kind of people the 
organization needs, what skills can be developed within the 
team, and which ones can be attracted from outside (including 
through outsourcing), and so on. 

In the field of recruitment, even in public administration, despite 
the presence of clearly structured job descriptions and 
requirements for applicants, many recruitment decisions are 
made intuitively. One study found that most hiring managers 
make judgments about a candidate within the first 60 seconds of 
a meeting, often based on the candidate's appearance, handshake, 
clothing, or speech, while often overlooking what characteristics, 
experience, education, and personality character traits guarantee 
success in the performance of a particular role. As a result, 
candidates are selected incorrectly in 30-40% of cases [68]. 

AI-powered algorithms can scour resumes, find suitable 
candidates within organization, identify high-performing 
employees, and even provide interview transcripts, helping to 
choose the talent most likely to be the most successful. In 
particular, when using Pymetrics AI-based assessment, built on 
the principles of gamification, due to eliminating all the mistakes 
made in the process of conducting interviews and reviewing the 
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“track record” of candidates made within the current process, the 
success rate can increase by more than 30% [43]. 

Thus, new technologies are the main driver of the transformation 
of HR management tools and technologies in public 
administration bodies, changing the requirements for employees 
and leaders. AI-powered tools, HR process automation, cloud 
computing and online collaboration platforms are making HR 
systems more responsive, engaging and personalized. In general, 
the benefits of using the achievements of the new technological 
paradigm in HR management are manifested in increased 
flexibility, “simplification and remoteness” and, as a result, the 
effectiveness of many personnel management tools. 

Literature: 
 
1. Andros, S., Akimov, O., Akimova, L., Chang, S., & Gupta, 
S. K. (2021). Scenario Analysis of the Expected Integral 
Economic Effect from an Innovative Project. Marketing and 
Management of Innovations 3, 237-251. DOI: 10.21272/mm 
i.2021.3-20. 
2. Andros, S., Akimova, L., & Butkevich, O. (2020). 
Innovations in management of banks deposit portfolio: structure 
of customer deposit. Marketing and Management of Innovations, 
2, 206-220. DOI: 10.21272/MMI.2020.2-15. 
3. Armstrong, M., Landers, R., & Collmus, A. (2016). 
Gamifying Recruitment, Selection, Training, and Performance 
Management: Game-Thinking in Human Resource Management. 
In: H. Gangadharbatla and D. Davis, Eds. Emerging research ad 
trends in gamification. IGI Global, pp. 140-165. 
4. Bashtannyk, A., Akimova, L., Kveliashvili, I., 
Yevdokymov, V., Kotviakovskyi, Y., & Akimov, O. (2021). 
Legal bases and features of public administration in the budget 
sphere in Ukraine and foreign countries. Ad Alta: Journal of 
interdisciplinary research, 1(1), XVIII, 63-68. 
5. Bashtannyk, V., Novak, A., Tkachenko, I., Terska, S., 
Akimova, L., & Akimov, O. (2022) Anti-corruption as a 
component of state policy. Ad Alta: Journal of interdisciplinary 
research, 12(1), XXV, 79-87. 
6. Berman, E., Bowman, J., West, J., Wart, R. (2019). Human 
Resource Management in Public Service: Paradoxes, Processes, 
and Problems. CQ Press. 
7. Bersin, J. (n.d.). HR Technology Disruptions for 2017: Nine 
Trends Reinventing the HR Software Market. https://www.be 
rsin.com/Practice/Detail.aspx?id=20245 
8. Blokdyk, G. (2021). Internal talent marketplace (2nd

9. Bobrovska, О.Y., Lysachok, A.V., Kravchenko, T.A., 
Akimova, L.M., & Akimov, O.O. (2021). The current state of 
investment security in Ukraine in the context of covid-19 and its 
impact on the financial and economic situation of the state. 
Financial and Credit Activity-Problems of Theory and Practice, 
1(36), 233-242.  DOI: 

 ed.). 
5STARCooks. 

10.18371/FCAPTP.V1I36.227770. 
10. Bondar, O., Petrenko, G., Khalilov, A., Vahonova, O., 
Akimova, L., & Akimov, O. (2022) Construction Project 
Management Based on the Circular Economy. IJCSNS. 
International Journal of Computer Science and Network 
Security. Vol. 22. No. 9. pp. 630-635. DOI: 10.22937/IJCSN 
S.2022.22.9.82  
11. Borodin, Y., Sorokina, N., Tarasenko, T., Volkova, N., 
Akimova, L., Akimov, O. (2023). Social Policy Development In 
The Conditions Of Digital Transformation Of Society. Ad Alta: 
Journal of interdisciplinary research, 13(01), XXXIV, 40-46. 
DOI: 10.33543/1301344046 
12. Borysenko, O., Kitsak, T., Pasichnyi, R., Akimova, L., 
Karpa, M., & Akimov, O. (2022). Features of the 
Implementation of Public Authority in the Context of Modern 
International Security Challenges: Information Component. 
IJCSNS. International Journal of Computer Science and 
Network Security. Vol. 22. No. 8. pp. 123-128. DOI: 10.2293 
7/IJCSNS.2022.22.8.16  
13. Cantoni, F., & Mangia, G. (Eds.). (2020). Human resource 
management and digitalization. Routledge. 
14. Chernadchuk, T., Yasynok, D., Gordieiev, V., Klietsova, 
N., & Boiko, V. (2022) The European court of human rights, its 
judicial lawmaking and its impact on the case law of national 

courts. Ad Alta: Journal of interdisciplinary research, 12(1), 
XXVII, 176-176. 
15. Deloitte (2023). Evolving HR roles for the Talent 
Marketplace. https://www2.deloitte.com/us/en/blog/human-capi 
tal-blog/2023/evolution-of-human-resources-capabilities-in-tale 
nt-marketplace.html 
16. Denysov, O., Litvin, N., Lotariev, A., Yegorova-Gudkova, 
T., Akimova, L., & Akimov, O. (2021) Management of state 
financial policy in the context of the Covid-19 pandemic. Ad 
Alta: Journal of interdisciplinary research, 11(2), XX, 52-57. 
17. Gaievska, L., Karlova, V., Bobrovska, O.,  Kulynych, M., 
Akimova, L., & Akimov, O. (2023). Public-Private Partnership 
As A Tool For Implementing State Policy. Ad Alta: Journal of 
interdisciplinary research, 13(01), XXXIV, 21-30. DOI: 
10.33543/1301342130 
18. Gangadharbatla, H., & Davis, D. (2016). Emerging research 
ad trends in gamification. IGI Global. 
19. Gavkalova, N.L.  Akimova, L.M, Zilinska, A.S. Lukashev, 
S.V, Avedyan, L.Y., & Akimov, O.O. (2022). Functioning Of 
United Territorial Communities And Identification Of Main 
Problems Of Organizational Support Of Local Budget 
Management. Financial and Credit Activity Problems of 
Theory and Practice, 2(43), 107–117. DOI:  10.55643/fcapt 
p.2.43.2022.3708  
20. Gavkalova, N.L. Akimova, L.M, Zilinska, A.S. Avedyan, 
L.Y., Akimov, O.O. & Kyrychenko, Y.V. (2022). Efficiency In 
The Context Of Ensuring Sustainable Territorial Development. 
Financial and Credit Activity Problems of Theory and 
Practice, 4(45), 234–243. DOI: 10.55643/fcaptp.4.45.2022.3 
830.   
21. Gil-Garcia, J., Dawes, Sh., & Pardo, T. (Eds.). (2021). 
Digital Government and Public Management: Generating Public 
Sector Innovation at the Crossroads of Research and Practice. 
Routledge. 
22. Guzonova, Viera., Jakúbek, Peter., Tytarenko, Oleksandr., 
Dekhtiarenko, Yurii., & Kononenko, Inna. (2022) Management 
Of Effective Eco-Education: Problems And Prospects. Ad Alta: 
Journal of interdisciplinary research, 12(2), XXIX, 67-72. 
23. GVR (2020). HR Analytics Market Size, Share & Trends 
Analysis Report By Solution, By Service, By Deployment, By 
Enterprise Size, By End-use, By Region, and Segment Forecasts, 
2022 – 2030. https://www.grandviewresearch.com/industry-
analysis/hr-analytics-market 
24. Harafonova, O., Zhosan, G., & Akimova, L. (2017) The 
substantiation of the strategy of social responsibility of the 
enterprise with the aim of providing efficiency of its activities. 
 Marketing and Management of Innovations, 3, 267 – 279. 
DOI: 10.21272/MMI.2017.3-25. 
25. Isbert, M. (2020, May 11). How Artificial Intelligence can 
be used in Human Resource Management. European AI 
Alliance. https://ec.europa.eu/futurium/en/european-ai-alliance 
/how-artificial-intelligence-can-be-used-human-resource-manag 
ement.html 
26. Kalyayev, A., Efimov, G., Motornyy, V., Dzianyy, R. & 
Akimova, L. (2019). Global Security Governance: Conceptual 
Approaches and Practical Imperatives. Proceedings of the 33rd 
International Business Information Management Association 
Conference, IBIMA 2019: Education Excellence and Innovation 
Management through Vision 2020, 10-11 April 2019, Spain, 
Granada, 4484-4495. 
27. Karpa, M., Akimova, L., Akimov, O., Serohina, N., 
Oleshko, O., & Lipovska, N. (2021). Public administration as a 
systemic phenomenon in society. Ad Alta: Journal of 
interdisciplinary research, 11(1), XV, 56-62. 
28. Karpa, M., Kitsak, T., Domsha, O., Zhuk, O., Akimova, L., 
& Akimov, O. (2023) Artificial Intelligence As A Tool Of 
Public Management Of Socio-Economic Development: 
Economic Systems, Smart Infrastructure, Digital Systems Of 
Business Analytics And Transfers. Ad Alta: Journal of 
interdisciplinary research, 13(01), XXXIV, 13-20. DOI: 
10.33543/1301341320 
29. Kharechko, D., Niema, O., Khudoba, O., Zayats, D., 
Olefirenko, O., & Budzyn, V. (2023). Staffing Of Public 
Administration Bodies In The Context Of The Development Of 
A Digital Society. Ad Alta: Journal of interdisciplinary 
research, 13(01), XXXIV, 6-12. DOI:  10.33543/130134612 

- 157 -

http://doi.org/10.21272/mmi.2021.3-20�
http://doi.org/10.21272/mmi.2021.3-20�
https://publons.com/publon/32877862/�
https://publons.com/publon/32877862/�
https://doi.org/10.21272/MMI.2020.2-15�
https://doi.org/10.18371/FCAPTP.V1I36.227770�
https://doi.org/10.22937/IJCSNS.2022.22.9.82�
https://doi.org/10.22937/IJCSNS.2022.22.9.82�
https://doi.org/10.33543/1301344046�
https://doi.org/10.22937/IJCSNS.2022.22.8.16�
https://doi.org/10.22937/IJCSNS.2022.22.8.16�
https://doi.org/10.33543/1301342130�
https://doi.org/10.55643/fcaptp.2.43.2022.3708�
https://doi.org/10.55643/fcaptp.2.43.2022.3708�
https://doi.org/10.55643/fcaptp.4.45.2022.3830�
https://doi.org/10.55643/fcaptp.4.45.2022.3830�
https://publons.com/publon/3287279/�
https://publons.com/publon/3287279/�
https://publons.com/publon/3287279/�
https://publons.com/journal/64584/marketing-and-management-of-innovations/�
https://doi.org/10.21272/MMI.2017.3-25�
https://doi.org/10.33543/1301341320�
https://doi.org/10.33543/130134612�


A D  A L T A   J O U R N A L  O F  I N T E R D I S C I P L I N A R Y  R E S E A R C H  
 

 

30. Koshova, S., Lytvynova, L., Kaliuzhna, S., Akimov, O., & 
Akimova, L. (2022). Regulatory and Legal Aspects of 
Information Support for the Provision of Administrative 
Services in the Field of Public Administration as a 
Communicative Culture of a Public Servant. IJCSNS. 
International Journal of Computer Science and Network 
Security, Vol. 22  No. 9  pp. 595-600. DOI: 10.22937/IJCSN 
S.2022.22.9.77 
31. Kryshtanovych, M., Akimova, L., Gavkalova, N., Akimov, 
O., & Shulga, A. (2022) Modern Technologies for Ensuring 
Economic Security in the Context of Achieving High Efficiency 
of Public Administration. IJCSNS. International Journal of 
Computer Science and Network Security. Vol. 22, No. 2, pp. 
362-368. DOI: 10.22937/IJCSNS.2022.22.2.42. 
32. Kulikov, P., Anin, O., Vahonova, O., Niema, O., Akimov, 
O., & Akimova, L. (2022). Scientific and Applied Tools for 
Project Management in a Turbulent Economy with the Use of 
Digital Technologies. IJCSNS. International Journal of 
Computer Science and Network Security. Vol. 22. No. 9. pp. 
601-606. DOI: 10.22937/IJCSNS.2022.22.9.78   
33. Lappo, V.V., Soichuk, R.L., & Akimova, L.M. (2022) 
Digital technologies of support the spiritual development of 
students. Information Technologies and Learning Tools, 2022, 
Vol 88, No2. Рр. 103-114. DOI: 10.33407/itlt.v88i2.3403. 
34. Levytska, S., Akimova, L., Pavlov, C., Kupchak, V., & 
Karpa, M. (2019). The role of accounting in providing 
sustainable development and national safety of Ukraine. 
Financial and credit activity: problems of theory and practice, 
30 (3), 64-70.  DOI: 10.18371/FCAPTP.V3I30.179501. 
35. Levytska, S.O., Akimova, L.M., Zaiachkivska, O.V., Karpa, 
M.I., & Gupta, S.K. (2020). Modern analytical instruments for 
controlling the enterprise financial performance. Financial and 
Credit Activity-Problems of Theory and Practice, 2(33), 314-
323. DOI: 10.18371/FCAPTP.V2I33.206967. 
36. Liubkina, O., Murovana, T., Magomedova, A., Siskos, E., & 
Akimova, L. (2019). Financial instruments of stimulating 
innovative activities of enterprises and its improvements. 
Marketing and Management of Innovations, 4, 336-352.  
DOI: 10.21272/MMI.2019.4-26. 
37. Manuti, A., & de Palma, P. (2018). Digital HR: A Critical 
Management Approach to the Digitilization of Organizations. 
Palgrave Macmillan. 
38. Marchenko, A., Akimova, L., & Akimov, O. (2021) The 
current state of ensuring the effectiveness of coordination of 
anticorruption reform. Ad Alta: Journal of interdisciplinary 
research, 11(2), XX, 78-83. 
39. Mihus, I., Akimova, L., Akimov, O., Koval, Y., & 
Dmitrenko, V. (2020). Improvement of the methodological 
approach to assessing the impact of public governance on 
ensuring the economic security of the state. Financial and Credit 
Activity-Problems of Theory and Practice, 4(35), 180-190. DOI: 
10.18371/fcaptp.v4i35.221969. 
40. Mihus, I., Akimova, L., Akimov, О., Laptev, S., Zakharov, 
O., & Gaman, N. (2021). Influence of corporate governance 
ratings on assessment of non-financial threats to economic 
security of joint stock companies. Financial and Credit 
Activity: Problems of Theory and Practice, 6(41), 223–237. 
DOI: 10.18371/fcaptp.v6i41.251442. 
41. Miles, M. (2022, March 17). What is a talent marketplace 
and why do employees need it? BetterUp. https://www.better 
up.com/blog/talent-marketplace 
42. Mordvinov, O., Kravchenko, T., Vahonova, O., Bolduiev, 
M., Romaniuk, N., & Akimov, O. (2021). Innovative tools for 
public management of the development of territorial 
communities.  Ad Alta: Journal of interdisciplinary research, 
11(1), XVII, 33-37. 
43. Murawski, L. (2021). Gamification in human resource 
management— Status quo and quo vadis. German Journal of 
Human Resource Management, 35(3), 337–355. 
44.  Mykhailovska, O. V., Gurkovskyi, V. I.,  Rudenko, O. 
M. (2017) Analysis of Practical Aspects of Interaction Between 
Civil Society and Public Governance. Scientific Bulletin of 
Polissia, 4, 149-157. 
45.  O.Rudenko, V.Koltun, N.Shcherbak, I.Kononenko, 
Y.Konoplia. (2022). The Impact of Digital Technologies on 
Environmental Management in the Public Administration 

System of the Regions. IJCSNS. International Journal of 
Computer Science and Network Security.  Vol. 22, No. 8, 235-
241. 
46. Onyshchuk I., Onyshchuk S., Rudenko O. 
(2020) Conceptual Basis of Legal Monitoring Implementation 
in the System of Public Administration. Tarih Kultur Ve Sanat 
Arastirmalari Dergisi-Journal of History Culture and Art 
Research, Vol. 9, No. 1, 345-353. 
47. Osadcha, O., Akimova, L., & Akimov, O. (2018). 
Improving accounting management via benchmarking 
technology. Financial and Credit Activity-Problems of Theory 
and Practice, 1(24), 64-70.  DOI: 10.18371/FCAPTP.V1 
I24.128340. 
48. Osadcha, O., Akimova, L., Bashtannyk, V., Kondratska, N., 
& Fedyna, C. (2020). Formation of the system of financial-
information support of environmentally-oriented management of 
the enterprise. Financial and credit activity: problems of theory 
and practice, 32(1), 434–443. DOI: 10.18371/FCAPTP.V1I3 
2.200606. 
49. Reinska, V., Akimova, L., Akimov, O., & Karpa, M. (2018). 
Tax preferences and their influence on the investment in 
Ukraine. Financial and Credit Activity:Problems of Theory and 
Practice, 3(26), 91-101. DOI: 10.18371/FCAPTP.V3I26.1 
44117. 
50. Rumyk, I., Laptev, S., Seheda, S., Akimova, L., Akimov, 
O., & Karpa, M. (2021) Financial support and forecasting of 
food production using economic description modeling methods. 
Financial and Credit Activity: Problems of Theory and 
Practice, 5(40), 248–262. DOI: 10.18371/fcaptp.v4i35.245098. 
51. Sandowal-Almazan, R. (2017). Building Digital 
Government Strategies: Principles and Practices. Springer. 
52. Sen, S. (2020). Digital HR Strategy: Achieving Sustainable 
Transformation in the Digital Age. Kogan Page. 
53. Serohina, T., Pliushch, R., Pobirchenko, N., Shulga, N., 
Akimova, L., & Akimov, O. (2022) Pedagogical innovations in 
public administration and legal aspects: the EU experience. Ad 
Alta: Journal of interdisciplinary research, 12(1), XXV, 7-13. 
54. Shestakova, S., Bondar, N., Kravchenko, I., Kuznetcova, 
M., Akimova, L., & Akimov, O. (2022) Comparative 
characteristics of social leave: international and foreign 
experience. Ad Alta: Journal of interdisciplinary research, 
12(1), XXV, 27-32. 
55. Shpektorenko, I., Vasylevska, T., Bashtannyk, A., 
Piatkivskyi, R., Palamarchuk, T., & Akimov, O. (2021). Legal 
bases of public administration in the context of European 
integration of Ukraine: questions of formation of a personnel 
reserve. Ad Alta: Journal of interdisciplinary research, 11(1), 
XVIII, 76-81. 
56. Shuguang, W., & Shuyang, Z. (2021). Transformation and 
Strategic Development of Human Resource Management in 
Public Sector under Digital Economy. Proceedings of the 2021 
6th International Conference on Social Sciences and Economic 
Development (ICSSED 2021), pp. 77-80. 
57. Smyrnova, I., Akimov, O., Krasivskyу, O., Shykerynets, V., 
Kurovska, I., Hrusheva, A., & Babych, A. (2021). Analysis of 
The Application of Information and Innovation Experience in 
The Training of Public Administration Specialists. IJCSNS 
International Journal of Computer Science and Network 
Security, 21, 3, March 2021, 120-126. 
58. Strohmeier, S. (2020). Digital human resource management: 
A conceptual clarification. German Journal of Human Resource 
Management, 34(3), 345–365 
59. Sukhova, K., Borodin, Y., Tarasenko, T., Komarova, K., 
Akimova, L., & Akimov, O. (2022) Organizational mechanism 
of state management of social services in territorial 
communities. Ad Alta: Journal of interdisciplinary research, 
12(1), XXVII, 188-192. 
60. Sysoieva, I., Poznyakovska, N., Balaziuk, O., Miklukha, 
O., Akimova, L., & Pohrishchuk, B. (2021). Social innovations 
in the educational space as a driver of economic development 
of modern society. Financial and Credit Activity: Problems of 
Theory and Practice, 3(38), 538–548. DOI: 10.18371/fcapt 
p.v3i38.237486. 
61. Vahonova, O., Tryfonova, O., Bondar, O., Petrukha, N., 
Kyrychenko, O., & Akimov, O.  (2022) Economic justification 
for strategic decisions to improve the competitiveness of the 

- 158 -

https://doi.org/10.22937/IJCSNS.2022.22.9.77�
https://doi.org/10.22937/IJCSNS.2022.22.9.77�
https://doi.org/%2010.22937/IJCSNS.2022.22.2.42�
https://doi.org/10.22937/IJCSNS.2022.22.9.78�
https://publons.com/publon/27362607/�
https://publons.com/publon/27362607/�
https://doi.org/10.18371/FCAPTP.V3I30.179501�
https://doi.org/10.18371/FCAPTP.V2I33.206967�
https://publons.com/publon/28592784/�
https://publons.com/publon/28592784/�
https://doi.org/10.21272/MMI.2019.4-26�
https://doi.org/10.18371/fcaptp.v6i41.251442�
https://www.webofscience.com/wos/woscc/full-record/WOS:000522753600029�
https://www.webofscience.com/wos/woscc/full-record/WOS:000522753600029�
https://doi.org/10.18371/FCAPTP.V1I24.128340�
https://doi.org/10.18371/FCAPTP.V1I24.128340�
https://publons.com/publon/32167929/�
https://publons.com/publon/32167929/�
https://publons.com/publon/32167929/�
https://doi.org/10.18371/FCAPTP.V1I32.200606�
https://doi.org/10.18371/FCAPTP.V1I32.200606�
https://doi.org/10.18371/FCAPTP.V3I26.144117�
https://doi.org/10.18371/FCAPTP.V3I26.144117�
https://doi.org/10.18371/fcaptp.v4i35.245098�
https://doi.org/10.18371/fcaptp.v3i38.237486�
https://doi.org/10.18371/fcaptp.v3i38.237486�


A D  A L T A   J O U R N A L  O F  I N T E R D I S C I P L I N A R Y  R E S E A R C H  
 

 

enterprise. Ad Alta: Journal of interdisciplinary research, 12(1), 
XXVII,198-202. 
62. Vardarlier, P. (2021). Gamification in human resources 
management: an agenda suggestion for gamification in HRM. 
Research Journal of Business and Management (RJBM), 8(2), 
129-139. 
63. Vasylevska, T., Shevchenko, S., Sydorenko, N., 
Gradivskyy, V., Akimova, L., & Akimov, O. 
(2022) Development Of Professional Competence Of Public 
Servants In The Conditions Of Decentralization Of Public 
Authority. Ad Alta: Journal of interdisciplinary research, 12(2), 
XXIX, 61-66. 
64. Venediktov, V., Boiko, V., Kravchenko, I., Tyshchenko, O., 
Akimova, L., & Akimov, O. (2021) European standards of 
mediation in civil disputes and their implementation in Ukraine: 
theory and practice. Ad Alta: Journal of interdisciplinary 
research, 11(2), XXI, 25-29. 
65. Viray, J. (2018). HRM Models in Public Sector Prior to 
Digital Tech Boom. KnE Social Sciences, 3(6), 1211. 
66. 66. 20. Waddill, D. (2018). Digital HR: A Guide to 
Technology-Enabled Human Resources. Society For Human 
Resource Management. 
67. WU Executive Academy (2022). BANI vs. VUCA: How 
leadership works in the world of ‘tomorrow.’ 
https://executiveacademy.at/en/news/detail/bani-vs-vuca-how-
leadership-works-in-the-world-of-tomorrow 
68. Yao, C. (2021). The Transformation and Strategic 
Development of Human Resource Management in the Public 
Sector under the Digital Economy. Proceedings of the 6th 
International Conference on Financial Innovation and Economic 
Development (ICFIED 2021), pp. 665-668. 
69. Yasynok, M., Kravtsova, T., Kravchenko, I., Kotviakovskyi, 
Y., & Mykhailichenko, M. (2022) Bridging legislative gaps 
through judicial lawmaking in civil proceedings in Ukraine and 
Europe. Ad Alta: Journal of interdisciplinary research, 12(1), 
XXVII, 170-175. 
70. Zahorskyi, V., Bobrovskyi, O., Bondarenko, D., Karpa, M., 
Akimov, O., & Akimova, L. (2022). Ensuring Information 
Security in the System of Public Management of Sustainable 
Development of the Region: EU Experience. IJCSNS. 
International Journal of Computer Science and Network 
Security. Vol. 22, No. 8, pp. 163-168. DOI: 10.22937/IJCS 
NS.2022.22.8.21 
71. Zahorskyi, V., Lipentsev, A., Mazii, N., Bashtannyk, V., & 
Akimov, O. (2020). Strategic directions of state assistance to 
enterprises development in Ukraine: managerial and financial 
aspects. Financial and Credit Activity: Problems of Theory and 
Practice, 2(33), 452-462.g DOI: 10.18371/fcaptp.v2i33.207230. 
72. Zahorskyi, V.S., Lipentsev, A.V., Yurystovska, N.Ya., 
Mazii, N.H., & Akimov, O.O. (2019). Financial and 
administrative aspects of small business development in 
Ukraine. Financial and Credit Activity: Problems of Theory and 
Practice, 3(30), 351-360.  DOI: 10.18371/fcaptp.v3i30.179717. 
73. Zapara, S., Pronina, O., Lohvinenko, M., Akimova, L., & 
Akimov, O. (2021) Legal regulation of the land market: 
European experience and Ukrainian realities. Ad Alta: Journal of 
interdisciplinary research, 11(2), XXI, 18-24. 
 
Primary Paper Section: A 
 
Secondary Paper Section: AE 
 
 
 

- 159 -

https://doi.org/10.22937/IJCSNS.2022.22.8.21�
https://doi.org/10.22937/IJCSNS.2022.22.8.21�
https://doi.org/10.18371/fcaptp.v2i33.207230�
https://publons.com/journal/64082/financial-and-credit-activity-problems-of-theory-a/�
https://publons.com/journal/64082/financial-and-credit-activity-problems-of-theory-a/�
https://doi.org/10.18371/fcaptp.v3i30.179717�



