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MODELS OF HR INFORMATION SYSTEMS

Cmamms micmums pe3yibmamu 00CIi0HCeHb Npoyeoyp yudposizayii npoyecis
YIPAGIIHHSL NEePCOHATIOM. Axmyanvhicms NUMAHHA 3anposadiicerts
ABMOMAMUZ0BAHUX CUCMEM VNPAGNIHHA HNEPCOHANIOM 3a8HCOU OVI0 AKMYANbHUM.

Cepeo gidomux mooejell € BUKOPUCMAHHA 043 OAHUX CRIBPOOIMHUKIB, KIIEHMIS,



cneyianvHi  naam@opmu 0l HABUAHHA  mMA  NIOMPUMKU,  3ANPOBAONCEHHS
KOpnopamueHux nopmaiie mowo.

He ousnauuce na oocmamubo akmueHuil po36Umox pPi3HOMAHIMHUX YUDPOBUX
cucmem YNpAaeiiHHs, 3a0ayi ONMUMI3ayii npoyecié agmomamu3ayii 3a1umuamscs He
susHauenumu. PopmyeanHs ma aumaniz mooenel 01 NPOEKMYBAHHSA MA 3ACMYE8AHHS
IHhopmayitinux cucmem YNPAGNIHHA NEPCOHAIOM O00380JSAMb  OmpumMamu  Oilbl
ehekmusHi 3acodbu ma iHCmpymMeHmu.

Poszensoaromocs mooeni ynpasnints 8i0n0GiOHO 00 ICHYIOUUX MINCHAPOOHUX MA
VKPAIHCObKUX NAamgopm, a maxoxc mooeii 6i0HOCHO HeOOXIOHUX (OYHKYIU, SKi
BUKOHYIOMbCA 34 OONOMO2010 CUCEMU, 0COONUBOCMI YUDPOBO2O YNPAGIIHHA, 3MIHU
6NIUBY HA epexmugHicmb pobomu pIZHUX Kamez2opiu NepcoHAly, AHALIMUYHUX
MOOYJi8, KOMYHIKAYIHUX Cepa8icie moujo.

Poszenanymi mooeni oozeonsarome cgopmysamu abo adanmysamu 3a2anvbHy

cucmemy agmomamu3ayii npoyecie ynpaeiiHti nepcoHaiom

The article contains the results of research into procedures for the digitization
of personnel management processes. The issue of introducing automated personnel
management systems has always been relevant. Among the well-known models are the
use of employee and customer databases, special platforms for training and support,
introduction of corporate portals, etc.

Despite the fairly active development of various digital control systems, the
tasks of optimizing automation processes will remain undefined. The formation and
analysis of models for the design and maintenance of personnel management
information systems will allow obtaining more effective means and tools.

Management models are considered in accordance with existing international
and Ukrainian platforms, as well as models of relatively necessary functions that are
performed with the help of the system, features of digital management, changes in the
impact on the efficiency of work of various categories of personnel, analytical
modules, communication services, etc.

The considered models make it possible to form or adapt a general system of

automation of personnel management processes.



Analysis of well-known personnel management platforms, the general
management model involves the automation of the main functions of personnel
management, in particular recruiting, payroll accounting, vacations, sick days,
flexible activity formats, organization of adaptation. To determine the level of
productivity of individual specialists, teams, projects, it is necessary to use special
assessment and analytics modules. Digital technologies allow effective use of
communication modules and personnel training platforms. Digitization processes can
be called higher automation processes that take into account the introduction of new
formats of activity, communications, visualization and organization of personnel and
the enterprise itself, the existence of virtual enterprises and teams, the implementation
of virtual projects, etc. Digitization to a greater extent changes functional and
management processes, involves more active use of software agents, automated
information filling, application of analytics results, etc. The article presents a general
model of digitization of personnel management. It involves digitalization of HR
management functions by target groups, performance of analytical calculations,
visualization of results. Digital transformation involves the active use of
communications, learning platforms, knowledge bases, and special activity support
modules.

The defined model can be improved according to the concepts of talent
management and be diverse for different categories of personnel.

The performed modeling allows you to formulate recommendations for
enterprises creating or implementing a digital personnel management system. Among
the main ones are periodic analysis of strategic directions and development of
personnel management strategy and tactics in the digital environment, monitoring the
results of activities of various target groups and focusing attention on the most

significant specialists, digital support of enterprise specialists.

Knwuoei cnoea: menedscmenm, YNpasuinHA NePCOHANOM, ABMOMAMU3AYIS
npoyecié YNpaeiiHHA NePCoOHAIOM, MoOelb IHOpMayitiHoi cucmemu, CcoyianlbHa
gionosioanvuicms, IT-npoekm.

Keywords: management, personnel management, automation of personnel

management processes, information system model, social responsibility, IT project.



Cucremu yrnpaBiiHHS IEPCOHAIOM € HA KOKHOMY HIANPUEMCTBI 1 MOTPEOYIOTh
nudposizaiii 3a TaKWX MPUYMH SK: YIpaBIiHHA 0Oa3aMu JaHUX CIHIBPOOITHHKIB,
KJIIEHTIB, OTpe0a B eeKTUBHIN opranizauii HOBUX (GopmaTiB poOOTH CIIBPOOITHHKIB,
KOMYHIKaIliii, HaBYaHHs, KOHTPOJ0, MOTUBAIi. [cHytoul iHpopMaIiitHi TuiaTrdopmu
yIpaBJIiHHS MIEPCOHATIOM MICTSATh BEJIMKY HU3KY (YHKIIIH 1, SIK MMPABUIIO, 30CEPEHKEHI
Ha HUX. Mojesl TakuX CHUCTEM HE 3aBXKJIW MICTATh IHCTPYMEHTH IJis peayi3auii
PI3HOMAHITHUX KOHIEMIIA  YNpaBIiHHA MNEPCOHAIIOM Ta MICTATh OOMEXEHHS B
IHCTpYMEHTax, fKI TMOTIM HEOOXIJHO JONOBHIOBAaTH OKPEMHUMH MOAYJISMHU.
JlocmiKeHHs MPUCBSIYEH] aHajli3y pI3HOMAHITHUX MOJENIEH Ta MOMIIMBOCTSAM IS 1X
peanizali 3a JOMOMOT0l0 TOTOBUX («KOPOOKOBHMX») Ta 1HAMBIIYaIbHUX, CHCIIaIbHO
CTBOPEHHMX CHCTEM aBTOMATHU3allil YIIPaBJIiHHS IEPCOHAIIOM.

Meta npocaimkenb — chopmyBaTH MOJAENl Il yHPABIIHHSI TEPCOHAJIOM Ta
BUKOHATH X aHaji3, peKOMEHJAlli JJIs MIJIPUEMCTB PI3HOTO THUITY 3 BpaxyBaHHSIM
0COOJIMBOCTENM HaBYAHHSI MEPCOHAITY Ta COI1aJbHOI BIAMOBIJAILHOCTI M1IPUEMCTBA.

AHaJi3 HayKOBHX Mpanb Ta KpamuX MNPaKTHK  CTBOPEHHS Mojenel
nugpoBizalii  MOpouenyp YHNPaBIIHCbKUX MPOLECIB  YHPaBIiHHA [EPCOHAIOM
BH3HAYMIM HEOOXigHICTh [1-4]:

1. CtBOpeHHs crieHapHUX (QYHKI[IOHATBHUX MOJACIICH I BIAAUTY TIEpCOHATY.

2. BukopucrtaHHs cHeLlalbHUX NOPTaIiB I KOMYHIKallid, HaBYaHHS,
HIATPUMKH KOPIOPATUBHOI KyJIbTYPH.

3. IlinTpumka KOHUENUIi «yHpaBIiHHS TaJTaHTAMKU» JUJI YTPUMAaHHS HaWO1IbII
3HAYYIO1 KaTeropii nepcoHamty.

4. CtBOpeHHs cueHapHUX (YHKILIOHAIBHUX MOJENEH sl y4acTi MepcoHaly B
yIPAaBIIIHHI.

5. BukopucranHs crneriagbHUX aHATITHYHUX CEPBICIB JJIi BH3HAYCHHS PIBHA
POJYKTUBHOCTI TIEPCOHAITY, peaiizallii mopTdento MpoEKTIB, BUSIBICHHS Ta
peastizalisi MO>KJIMBOCTEH MEepCOHaNy, MMyOJiKallisl pe3yiabTaTiB aHATITHKH.

YrpaBiinus MEPCOHATIOM  3AIMCHIOETHCA Pa3oM 3  CaMOYIPaBJIIHHSM,
HaBYaHHSAM Ta TpodeciiiHo peanizalielo ¢axiBUIB MiANPUEMCTBA BIJIMOBIIHO 0

CTpATEriyHuX LJIeH HOro pO3BUTKY.



3a pe3yJbTaTaMu AOCJHII:KeHb Ta aHAMI3y BIIOMUX IIATGOPM YMpaBIIHHSI
MepCOHaIOM, 3arajibHa MOJCIb YIPABIIHHSA MICTUTh TaKi MOJTYJIi:

1. Moynb miATPUMKH MPOLIETYP PEKPYTHHTY.

2. OO6mik 3apoOiTHOI IUIATH, BIAMYCTOK, JIKApHSIHUX, THYYKHX (OpMarTiB
JISTIBHOCTI, TOIIO.

3. Oubopninr, amanraitis, 0hOOPIiHT.

4. AHaniTuKa NpOAYKTUBHOCTI OKpeMuX (paxiBIliB, KOMaH/I, MPOEKTIB.

5. OuiHIoBaHHS piBHA peanizalii okpeMoro (axiBiisi Ta KOMaH/IH.

6. Opranizailis HaB4YaHHS IIEPCOHAIY.

7. Opranizaiiis KOMyHIKaIliii 3 MIepCOHAIOM Ta MK (paxiBILSIMU PI3HOTO PiBHSI.

He nuBnguuck Ha Te, M0 IMpoUEcH aBTOMAaTH3alli Ta HUPOBIZALIT CXOXKI MK
co0ot0, MoJieNi cydacHuX 1H(GOPMAIIMHUX CHUCTEM YMPAaBIIiHHS MEPCOHATIOM MOBUHHI
BpPaxOBYBaTH PI3HMINIO MiXK aBTOMaTH3alli€o Ta nudporizaiieto. OcrtanHs nepeadadae
3allpOBa/DKCHHS] HOBUX (OpMaTiB AISUIBHOCTI, KOMYHIKAIid, Bi3yamizamii Ta
opraizaimii mepcoHaJy Ta CaMoro MiANPUEMCTBA, ICHYBaHHS BIPTyaJIbHHUX
NiJOPUEMCTB Ta KOMaH[, peali3alis BIpTyaldbHUX MNPOeKTIB Towo. Lludposizauis B
OB MIpl 3MIHIOE (PYHKIIOHAIBHI Ta YIPABIIHCHKI MPOIECH, mepeadadae OUTbIIn
aKTUBHE BUKOPDUCTaHHS MPOTpaMHUX areHTiB, AaBTOMAaTHU30BaHE 3arlOBHEHHS
iH(popMallii, 3aCTOCYBaHHS Pe3yIbTATIB aHATITUKU TOIIO. B Tabmuii 1 mpencraBieHo
PIZHUIIIO MK aBTOMATH3aIIEI0 Ta TU(PPOBI3aIi€ro.

Tabauusa 1. XapakTepucTHKH BiIMIHHOCTe#l MiK aBTOMATH3aLI€I0 Ta

undpogizanicio

ABromaru3anis i | @ynkuio- | Bipryansni | Bignanen- | Bipryans- Bizyaniza- | CymicHa
[udposizaris — | HaIBHI HiAIpUEM- | HA poboTa | Hi st pobora B
NOPIBHSAHHA 32 | MOAYI CTBa KOMYHIKallli | aHaTITUKH | JOKyMEH-
XapaKTEepPUCTHKA Tax
MU AHATIITUKU
ABromaruzauis | + - +/- +/- +/- +/-
Hudposizaris + + + + + +

OkpeMO MOXXHAa BHUAUIATH cnemianbHi TIaTGOpMH  OHJIAWH-HABYAHHA,

dbopmyBanHs 0a3 3HaHb JUIsl pOOOTH MEPCOHAITY, MIATPUMKH KOPIOPATUBHOI CUCTEMU

TOIIO. 3arajibHa MoJeab UU(pOBI3aLIl MEHEIKMEHTY YIPABIIHHSI MEPCOHATIOM



MpECTABJIEHA Ha puc. 1. Bona 6a3yerbcst Ha Bu3HaueHHi SMART-11ineit
nudposizailii, BUKOHAHHI cTparerii Ta peaiizaiii 3B’S3KIB MK BIPTyaJIbHUM Ta
peanbHUM cepefioBuleM mianpuemctBa [5]. 3okpema, BianoBiaHo 10 SMART-1inei
BHU3HAYAIOTHCS TaKi XapaKTEPUCTUKU CTpaTerii mudpoBizallii ynpaBiIiHHSI IEPCOHATIOM:

1. Hudporizaiis (QyHKIIN MEHEIKMEHTY IepCOHATy BIAMOBIIHO [0

0co0IMBOCTE POOOTH MIAMPUEMCTBA.

2. 3actocyBaHHA (YHKIIA Ta aHATITUKH JUIsl BUMIPIOBaHHS €()EKTUBHOCTI
YIPABIIIHHSL.
3. BusnaueHHs [ibOBUX TPYyN MEpPCOHANTy, IO BUKOHYIOTH POOOTY 3

MEHEJDKMEHTY Ta rpyn ¢axiBIliB MiAMPUEMCTBA BIAMOBIIHO 10 KaTEropiid 3HAYYIIOCTI.
4. BusHaueHHs peaniCTUYHUX LJIEH BIAMNOBIAHO 10 PECYpPCIB Ta OOMEXKEHHS
B 4acl JTOCATHEHHS ITOCTABJIEHUX IIJIEH.
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Puc. 1. KonnenrtyajabHa Mo/ieJib CTBOPEHHsI IU(PPOBOIro cepeIoBHINA YITPABJIiHHS
NMePCOHATIOM

He nuBnsuuce Ha Te, mo mudpoBizaiis yOpaBIiHHI Ma€ 3a pe3yibTaT

CTBOPEHHS BIPTYyaJbHOIO CIELIAJIbHOTO CEPEeIOBUINA, MOACIb Mepedayae peasnizalito

MOIyJII0 IU(POBOrO0 MOHITOPHHTY 3a TPAAULINHUMHU MPOIECAMH Ta THCTHTYIISIMHU,



BUMIp PiBHS HPOAYKTUBHOCTI AISUIBHOCTI (paxiBIB 3 TPaAMLIMHUMHU Mpouecamu. A
TaKOXX BBOJUTH 3aMiHy JACSKMX TMpOIECiB Ha IU(poOBI, HANPHUKIAT, TOBHICTIO
BIpTYyaJIbHI KOMYHIKaIlli, TPOLIECH, Bi3yalli3alli TOILO.

OxkpeMuUMH MOJENISIMU €  CEpelOBHILIE KOMYHIKAIliii Ha KOPHOpPaTUBHOMY
nopraji, IOCTYN A0 AaHAIITHUKKA Ta BBEACHHS MEPCOHAIBHUX JaHUX, JOCATHEHb,
nepeBipku iX (axiBISAMU BiAJAUTYy YNPaBIIHHA MNEPCOHAIOM, KEPIBHULUTBOM PI3ZHHUX
piBHiB. Cepen HOBUX BKJIAJOK KOPIIOPATUBHOTO MOPTATY MOXKYTh OyTH TaKi fK:

I. Jucrtanuiiina miuargopma HaBYaHHS Ta camoHaBuaHHs. Jloctyn no 6a3
3HaHb.

2. Komanani Ta MiKKOMaHAHI KOMYHiKaiii. Mecenmkepu Ta GopymH.

['eitmidikarris [6].

3. AHamiTHYHI JaHl CaMOOIIIHIOBAHHS Ta PE3yJbTaTH  OIIHIOBAHHS
KEpPIBHUIITBA.
4. CremianbHi MOBIAOMJICHHS [UIsi €()EKTHBHOIO TallMEHEKMEHTY Ta

BUKOHABCHKOI JUCITUTUTIHU.

3. Bxnagku ncuXoJOTi4HOI Ta  COMIAJIBHOI  MIATPUMKUA — TMEPCOHATY
nianpueMcTBa [7].

Busnauena monenb Moxke OyTH YJIOCKOHAJIGHA BIAMOBIIHO 70 KOHIIEIIIIH
yOPaBIiHHS TaJlaHTaMu 1 OyTH PI3HOMAHITHOIO I PI3HHUX KaTeropiil mepcoHamy.
[ToBeniHKOBI MoOzeNl MOXYTh OYTH peajli30BaHi 3a JOIMOMOIOK CIeIialbHUX
NpOrpaMHUX CEPEAOBHUI 1 TMPEJACTaBJICHI BIAMOBIIHO O KOXHOI KaTeropii
KopucTyBauiB. Taki MoOJedl € OCHOBOKW JUIsl IHCTPYKIH [JIsi MepcoHany 3
BUKOPHUCTAHHS CUCTEM YIPABIIHHS KaJpamMH Ha MiANPUEMCTBI.

Busnauena mojenb 4acTKOBO peajli3oBaHa B €JIEKTPOHHOMY BIIIUI KaJapiB
BHTY - dyHKUiIOHATBHUN KOHTYp, MOyl KEpyBaHHA NEPCOHATBHUMHU JaHUMU
BUKJIaAaviB (MIABHUIICHHS KBajiikaili Ta MOKa3HUKU MPOoQeCciiHOl aKTUBHOCTI). Aute
MOyYJII KOPIIOPAaTUBHOI CHUCTEMH, POOOTH 3 IIA0JIOHAMU, COLIAIBHOI HIATPUMKH

noTpeOyIOTh PO3POOKH Ta BIIPOBAKECHHS.



BucnoBku. Buxonane wMopgemoBaHHS — 03BOJii€  cPOpMyBAaTH  TaKi
peKoMeHamli Juisl MIANPUEMCTB, IO CTBOPIOIOTH a00 BHOPOBAIKYIOTh IUGPOBY
CHUCTEMY YIPaBJI1HHS EPCOHATIOM:

l. [IpoananizyBatui  BIAMOBIAHICT, CTPATETIYHUX HAIMPSIMIB  PO3BUTKY
MINPUEMCTBA Ta CTpPATErii PO3BUTKY IMepcoHaTy, IU(POBUX MOIYJIIB peaizallii
CTparTerti.

2. Buxonatu aHami3 crpaTerii ynpaBIlliHHS IEPCOHAIOM Ha BIJIMOBIIHICTD J10
HEOOX1JTHOCT1 IO PO3BUTKY TAJAHTIB, HAPSIMIB PO3BUTKY MIJMPUEMCTBA, €(PEKTUBHUX
BHYTPIIIHIX Ta 30BHIMIHIX KOMYHIKALIii.

3. Skio miANPUEMCTBO TMO3UIIOHYE ceOe SK COlIaJIbHO-BIANOBIAIbHE,
npoaHanizyBaTu #oro (yHKUII B YHOpaBiIiHHI [EPCOHAJIOM Ta MPOLECH iX
aBToMaTH3allii 1 Bi3yamizamii /Uil CTBOPEHHS COLIabHO-BIAMOBIJANIBHOI CIUIBHOTH
(axiBIliB MAMPUEMCTBA Ta iX MIATPUMKH.

4. Busnauutu Momyni HaBuaHHS, TeriMidikariii, KOMyHIKaIii A1 nepcoHary
BIJIMOBITHO JO OCHOBHUX IJIEM PO3BUTKY MIANPUEMCTBA, HOTO KOPHIOPATUBHOI

KYJbTYpH, B3AEMOBIIHOCHH 3 KJIIEHTAaMH TOLIO.
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