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ABSTRACT

This article examines the degree of digitization of human management technologies based on the 2019 SAP, Deloitte,
and Hays report results. The analysis demonstrated how HR automatization was impacted by an organization's size and
expertise. The size of a business affects how sophisticated its HRM processes are. The essay defines four phases of
digitalization, from the paper approach to the active use of Al systems. Here is a list of the industries with the highest
percentage of automation. In-depth discussion of staff hiring, selection, adaptation, and training processes using
appropriate tools and programs is provided in this article. One of the most difficult parts of hiring is testing, interviewing,
and corresponding with potential candidates. This is especially true when hiring a big number of people. Specialized
systems that conduct video interviews, rate resumes, scan applications, and more to optimize recruiters' efforts. The
advantages of chat bots and messengers for adjusting to digitalization are emphasized. Adoption of modern
computerized HR practices is seen favorably by most executives. The purpose of learning and software training is
explained, and the advantages of test builders, webinars, and the use of remote learning are looked at. It has been noted
that one- third of Russian companies are actively automating technology for staff training and development. The
important human management practices that initially require digital transformation are also emphasized in the article. It
makes sense to compute benefits, assess the effectiveness of the current HR system, and automate management
accounting. The advantages of gamification are examined in relation to employee assessment, training, and adaptation
procedures. Prioritizing the transition to a new level of people management.

Key words: Technological Advancements, Globalization, Changing workforce Expectation.

1. INTRODUCTION

The shift to automated people management solutions is driven by the intense competition in the age of global
digitalization. HR process transformation is essential due to the rise in the demands placed on people in modern firms
about their distinctive characteristics, professional competencies, and multi-potential. Analyzing trends and projecting
future developments area technological people management is aim this study. The complexity of HR procedures and
the amount of analytical data is rising as the company grows and the workforce increases. The topics of personnel
accounting, benefit and compensation computation, hiring staff, adaptability, evaluation, and training are all current.

The complete cycle of human management can be optimized with the introduction of multifunctional automated
applications. The following are some benefits of automated programs: better HR decision-making, less complexity and
increased accuracy when working with large amounts of data, efficient use of human capacity. Professionals can devote
more time to creating fresh concepts and setting ambitious goals for business development when ordinary processes are
automated.

The rapid advancement of technology has brought about a considerable upheaval in the human resources (HR) industry.
Digital transformation in HR is the intentional use of cutting-edge technology to enhance employee experiences, speed
up processes, and boost business performance. This paradigm shift is being driven by the need to adapt to a rapidly
changing workforce, stay competitive in the global market, and use data to inform strategic decisions.

Through the use of automation, data analytics, artificial intelligence, and cloud-based technologies, HR departments are
evolving from conventional administrative positions to strategic partners that directly influence business outcomes. By
automating time-consuming processes like payroll processing, time and attendance management, and other repetitive
operations, HR professionals can focus on important initiatives that promote development and innovation.

Since data analytics provides useful information about workforce trends, organizational effectiveness, and employee
performance, it is crucial to HR digital transformation. By analyzing vast amounts of HR data, organizations may
identify patterns, make data-driven decisions, and evaluate the outcomes of HR projects. Because cloud-based HR
solutions are accessible, scalable, and flexible, they make remote work and collaboration easier. These solutions give
employees the ability to independently manage their HR-related tasks and data through self- service portals, which
boosts output and satisfaction.

Utilization of both artificial intelligence (Al) and machine learning (ML) boosts HR capabilities. Al-driven chatbots

@International Journal Of Progressive Research In Engineering Management And Science Page | 154


mailto:anitha.mba@sairam.edu.in

INTERNATIONAL JOURNAL OF PROGRESSIVE e-ISSN :

[JPREMS RESEARCH IN ENGINEERING MANAGEMENT 2583-1062
AND SCIENCE (IJPREMYS) Impact
WWW.ijprems.com (Int Peer Reviewed Journal) Factor :
editor@ijprems.com Vol. 05, Issue 01, January 2025, pp : 154-160 7.001

can quickly respond to questions from employees, while machine learning algorithms can review resumes and pinpoint
the best candidates. HR departments can establish a workplace that is more productive, efficient, and focused on
employees by adopting these technologies.

Purpose of the study:

Increasing the efficacy and efficiency of human resource operations in businesses is the goal of research on the digital
transformation of HR technology. HR may lessen administrative duties and save time by automating repetitive
operations and streamlining procedures, freeing up more time for strategic initiatives. HR managers may make informed
decisions on employee engagement, performance, and talent acquisition by utilizing data analytics. Additionally, by
offering user- friendly platforms for information and service access, contemporary HR technology enhances the overall
employee experience. This modification also makes remote work easier, enabling teams to work together from any
location. Through online training solutions, it also helps businesses reduce costs and ensure regulatory compliance while
promoting continuous learning. Ultimately, the digital transformation fosters an innovative, adaptable, and agile culture
that positions HR departments to effectively handle the shifting needs of the workforce and the business environment.
Significance of the study:

Researching the digital transformation of HR technology is essential as it has a big impact on employee engagement and
business success. As companies depend more and more on technology, HR may adopt solutions that streamline
procedures and boost productivity by acknowledging this shift. Better personnel acquisition and management strategies
are promoted when HR professionals are empowered to make data-driven choices. Additionally, by enabling remote
work and streamlining service access, contemporary HR technology enhances the employee experience.

2. RESEARCH OBJECTIVES

The Digital Transformation of HR Technologies aims to transform human resource management by integrating state-
of-the-art digital tools and techniques that enhance operational efficiency and strategic effectiveness. This includes
automating repetitive tasks to increase overall productivity by freeing up HR specialists for more strategic functions;
the use of data analytics for informed decision-making, which enables businesses to maximize talent acquisition and
retention tactics and gain a deeper understanding of employee demands; the establishment of a smooth and satisfying
employee experience through user-friendly platforms that facilitate easy access to services and resources; and the
facilitation of flexible work arrangements, which will enable remote teams to collaborate effectively.
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Review of literature: Efficiency and Automation:

Several studies demonstrate that among the repetitious HR duties that digital technology automate are payroll processing
and recruiting. For example, Shuck et al. (2020) stress that automation frees up HR personnel to concentrate on more
strategic projects by decreasing administrative duties. For businesses looking to stay competitive in a fast-paced market,
this efficiency is essential.

Data-Driven Decision Making:

The literature highlights the value of data analytics for human resources. Businesses may make informed judgments
about hiring and staff performance by utilizing big data. Marler and Fisher (2019) assert that HR may improve overall
business efficacy by using data analytics to forecast.
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Employee Experience:

The potential for digital transformation to boost employee engagement and happiness is the subject of an expanding
corpus of study. According to Kavanagh and Thite (2018), digital platforms make communication, training, and
feedback easier. A more favorable work atmosphere and higher retention rates are two benefits of these improvements.
Agility and Adaptability:

Adaptability and Agility: Because digital transformation fosters organizational agility, HR departments are able to
respond swiftly to changing business needs. According to DeSantis et al. (2021), this flexibility is crucial for handling
the uncertainties of the modern workforce, such as remote work and shifting employee expectations.

Learning and Development:

Itis also highlighted how technology may support lifelong learning. According to research by Tannenbaum and Sullivan
(2019), e-learning platforms help workers stay current in their positions and acquire new skills, which promotes long-
term professional development and organizational performance.
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3. RESEARCH METHODOLOGY

Analyzing and identifying HR technologies at the digital transformation level is the study's goal. The study's data is
based on the findings of a research jointly delivered at the 2019 SAP Forum by Deloitte and SAP. The study
encompassed 434 organizations operating in several domains,employing between 100 and 10,000 people. Finding out
how much human management work in Russian companies has been automated and digitalized was the aim of the SAP
and Deloitte survey. The analysis of HR process automation is further supported by an online poll that was completed
by HR experts from 487 Russian and foreign organizations by the multinational recruiting firm Hays. In 2019, Hays
gave a presentation on the findings of the "Research of IT technologies in the field of HR" [7]. Finding the most
automated components of the people management system was the aim of the survey.

4. RESULT AND DISCUSSION

The degree automation of human organization procedures is closely correlated with an organization's size. The following
rating concepts form the basis of the automatization evaluation. Companies that handle their workers using paper
methods are at the top and bottom of the list. HR process partly automatization is part of the second level. At the third
level, a large amount of HR technology digitization is necessary. Businesses with completely automated HR systems
make up the fourth group. The requirement for process automation increases with the size of the business. Table 1 shows
how the extent of HR technology digital transformation is influenced by the company's size.

5. DATA ANALYSIS
TABLEZ1: The size of the company determines how much of the HR technologies are digitized.

Digitalization level No. staff, people
The first is a paper-based approach to human management and unstructured procedures. upto100
The second is the use of different systems for different types of data, the partial automation 100-1000

of HR processes, and the absence of a single data processing system.

The third is the capacity to access data from a range of mobile devices, a single database, 1000-10000
and the standardization of HR operations.

The fourth is the application of Al to management, forecasting, data analysis, optimization, a morethan10000
unified interface, and other uses.
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Standardized procedures and the development of a single database for their analysis, control, and assessment are
essential as a corporation expands. The most automated activity regions were shown by the analysis. For the financial
industry, mining, metallurgy, and information technology (the fourth level according to SAP and Deloitte), digitizing
the complete HR cycle is essential.Retail, media, healthcare, and the internet (ranked third by SAP and Deloitte) are the
sectors with the quickest rates of technology automation for people management procedures. Table 2 displays the data
collected on the degree of digital transformation of HR technologies according to the industries in which the companies
operate.

TABLE2: The degree of HR technology digital transformation varies based on the business's

Digitalization Level Activity of company

The level of digital transformation in HR technology varies according to Building, education, and the energy
the industry in which the company operates. industry

The second is the use of different systems for different types of data, the | Oil and gas, manufacturing, professional
partial automation of HR processes, and the absence of a single data services, logistics, and transportation
processing system.

The third is the capacity to access data from a range of mobile devices, a | Retail, medicine, media and the Internet
single database, and the standardization of HR operations.

The fourth is the use of Al in management; data analysis, forecasting, and | Finance, banking, metallurgy,
optimization; a unified interface; and other applications mining, information technologies

Big businesses like energy and construction, oil and gas, and education (ranked second and first, respectively, by fall in
the digitalization systems. According data that was obtained. Meanwhile, Businesses are putting electronic document
management into practice. In 35% of businesses, no same data , and 60% them, by own HR process using standard
programs is carried out. issue human recourse technologic moving a platform important in the modern corporate world,
particularly for major enterprises. Let's examine the automatization procedures for hiring, adapting, and training in more
detail. Expanding a company's operations is always linked to the challenges of selecting and employing the necessary
expertise. One of the most crucial and time-consuming instruments used in HR services operations is personnel loss.
Finding candidates with the necessary personal and professional traits is the recruiter's job. The moment at which the
position closes is a crucial one. A recruiter's duties include interacting with candidates on a daily basis to go over
questions that are characteristic of the position. This function can now be optimized thanks to the application of
information technologies. Especially for major trading organizations, automating the recruitment process is important.
Additionally, special programs are frequently employed in recruitment firms, enabling the creation of a database of job
seekers.

The most widely used contemporary

hiring platforms include TalentScan, Experium, E-Staff Recruiter, Cleverstaff, Huntflowe, and Skillscanner.Information
systems have several benefits beyond just saving recruiters' time. These benefits include keeping track of statistics,
processing applications, evaluating responses from online tests, conducting in-depth video interviews, preserving
candidate biographies, constructing candidate ratings, spotting duplicate resumes, and maintaining databases that are
kept up to date. Functional automatization reduces the amount of time needed to fill a position and enhances the HR
division's efficiency. In actuality, just 4% of modern Russian enterprises' hiring processes are automated. A chat is
currently utilized and has been implemented in 6% of Russian enterprises. The E-Staff Recruiter system is highly desired
as a means of digitizing the hiring process.20% of businesses expect to install software servers in the future. Positive
opinions predominate on internal job platforms like Potok and Friend Work Recruiter. Even though SAPHRM has many
benefits, smaller businesses cannot afford to use it due to its high cost. SAP is currently implemented in businesses
including Severstal, LUKOIL, GAZPROM, and Rosneft. It is the preference of medium-sized businesses to use
Experium and Huntflow solutions. HR experts observe the benefits of the Workday and Go Recruit initiatives. Hays
research indicates that in 41% of firms, the recruitment block is automated.

The next stage after hiring is acclimating new employees. It is noteworthy that 90% of employees who quit the
organization within their first year of employment did so primarily due to a lack of adaptation programs, per the statistics.
The main goal of staff adaptation is to ensure that a new hire feels at ease and integrated into the workplace culture of
the organization. The automation of adaptation programs minimizes the amount of time it takes a new hire to become
accustomed to the work environment, team dynamics, and regulations as well as to comprehend their own job within
the organization. A novel approach to adaptation on boarding It enables you to familiarize yourself with the company's
core beliefs prior to beginning employment. A chatbot will prepare an employee for their first working day by reminding
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them of their address, providing links to the major social media platforms, explaining the corporate culture, and
informing them of the necessary set of documents after they accept an offer but won't start performing their duties right
away. By manipulating messengers, chatbot technology enables users to receive business services or responses to
inquiries. The script chatbot has responses to common queries that make sense. A chatbot that uses a neural network
can be used to answer a variety of inquiries from users. In this case, artificial intelligence needs to comprehend the
request and come up with a sensible answer.

Novice receives an are informed that new employee has joined the organization and that they should give them extra
consideration and support at the same time. (LMS) is made possible by the automation of adaptation procedures. An
employee watches a film on information security, plays interactive business games, receives training from top
professionals, and completes training video courses via suggested links. You can view the

downloaded training package at any convenient moment on a computer or smartphone. Employees can monitor their
progress and level on their personal accounts, as well as save for later seeing.

A chance review a newbie, HR executives may make a well-rounded choice about a new hire thanks to the automated
system, which enables multiple knowledgeable mentors to give reviews at the conclusion of the trial period. A new
employee successfully joins the organization and begins doing business activities considerably faster thanks to chatbots,
the LMS program, and online progress assessments, all of which are products of digitalization adaptation. Process
automation promotes initiative and experience sharing.

Hays observes that 34% of the organizations that took part in the survey have automated evaluation, adaption, and
training units. In the near future, the majority of HR managers intend to automate adaptation programs, enabling the
creation of an action plan based on the new employee's position [10]. The two most well-liked digital adaption programs
are Workday and Matrix. The benefits of Looop and SAP are mentioned by respondents. The majority of businesses
employ corporate social networks to optimize internal interactions through chatbots, online radio, messengers
(WhatsApp, Telegram, Skype), intranets (IBM WesSphera, Oracle Web Center Suite, Microsoft SharePoint), and
workplace by Facebook and DaOffice.

Performance by employees is directly responsible for an organization's success. Investing in professional development
yields more profits for the company than improving manufacturing infrastructure. With fresh insight, an employee can
come up with fresh concepts and deal with a variety of issues with ease[4].Text, video, and audio elements can all be
combined with electronic or software training. One clear benefit is that it allows you to save an employer money by
selecting a time and location that works best for the listener. Online chat during the webinar enables questions receive
Is unable attend the lecture due to urgent tasks, they can always watch the tape of it. Through testing, the test constructor
makes it possible to swiftly assess knowledge levels and modify recommendations for professional development.

Chatbots can answer queries, register staff members for certain training courses, send out messages about dates, times,
and lecturers, and help to organize the training process. They are available around-the-clock. Employees are fully
immersed in the learning process through the use of an electronic distance learning system. Benefits include: free access
to all types of content; automated knowledge verification; training course archiving; technical support; topical forums
and blogs; and the preservation of all resources. According to SAP and Deloitte, only7% of employees Nonetheless, has
encouraging data, with over 30% of businesses actively utilizing training technology automation.
74% of managers expressed satisfaction with the training digitalization outcomes. It's also critical to recognize the
tendency toward the use of gamification in education. Gaming technologies are used in staff development by 21% of
businesses.
HR accounting is ranked as the most important HR process in digital transformation, according to Hays research, with
operations 61%, benefits and compensation plans — 49%. Table 3 displays the survey's findings regarding the
significance of automating HR technology.

TABLES3: According to the respondents, it was essential to automate high-priority HR tasks

Process of HR The importance of automating HR procedures, as reported by the majority
of responders (%)
Personnel record 72%
Working time estimation 66%
HR system sefficiency analysis 61%
Compensations and benifits 49%
Recruitment 41%
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Assessment 42%
Adaptation 40%
Training 41%

The significant remember recognize importance the revolution in personnel management. A tiny percentage of people
are OK with the status quo or think it's appropriate to outsource HR duties. Excel is the most often used program in
practice. The CEO and senior management are still in charge of making the final decision on the deployment of
digitalization. IT services and the HR director of the organization both play significant roles. Senior management, HR,
and IT collaboration is essential to the degree of digitization of HR technology. A united VTB and VTB24Bank, which
employs about 60,000 people, is putting its automated personnel management project into action. The project runs from
2019 to 2021 for three years. For 230 thousand workers, Sherbank provides services worth 300 million rubles.

6. CONCLUSION

The majority of big businesses use automated tools to maximize HR technologies.Medium-sized businesses likewise
aim for it, realizing the advantages and rewards of the initiatives. IT, metallurgy, mining, and finance are among the
industries that actively employ more Al elements. Chatbots are a popular tool for recruiting and program adaptation;
they allow employees to quickly learn about the company's principles and begin working more quickly. Online training
for both new and existing staff is regularly provided by LMSs (Learning Management Systems). Gamification of HR is
also a top concern. 69% of businesses utilize gaming technology for staff assessment, aimed at adaption. The most
promising program for evaluating efficacy is SAP. Nevertheless, a high cost prevents smaller businesses from
implementing it. HR analytics, salary computation, and HR accounting operations are the top priorities for digitization.
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