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HUMAN RESOURCE MANAGEMENT – 
NEW CHALLENGES IN THE MODERN ERA

Throughout the history of society, the basis of the economy remained unchanged. In the era of agriculture, the economy 
was based on arable land; the industrial era was based on production. In the era of informatics, the basis is consisted of 
communications, information and computer technology. At the beginning of the 21st century  has started the era of talents, 
mostly because the success on the market evoked skilled workers – particularly, the best ones. The new millennium is driven by 
the globalization, liberalization and technological development. Developments of information and communication technologies 
(ICT) made the world one single connected system. New era brings new challenges. They actuated the question of the nature of 
current practices, and the role of specialists in the field of Human resources (HR), finding new approaches in the functioning 
and delivering of their “goods and services” Human resource management (HRM) is now faced with a new challenge, creating 
new models for achievement of global mobility, efficiency and competitiveness. The main objective of the study is to identify the 
challenges of the new era from the perspective of the Ukrainian League of Leaders; it analyzes changes within organizations 
and the opportunities presented by technological advancements, as well as the need to identify talent and key drivers of change 
and innovation within organizations; it also demonstrates the current effectiveness of corporate culture, trust, and leadership.
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УПРАВЛІННЯ ЛЮДСЬКИМИ РЕСУРСАМИ – НОВІ ВИКЛИКИ СУЧАСНОСТІ

Протягом усієї історії суспільства основа економіки залишалася незмінною. В епоху землеробства економіка 
базувалася на орних землях; промислова епоха ґрунтувалася на виробництві. В епоху інформатики основу складають 
комунікації, інформація та комп’ютерні технології. На початках XXI cтоліття розпочалася епоха талантів, головним 
чином тому, що успіх на ринках зумовив попит на кваліфікованих працівників – зокрема, на найкращих. Нове тисячоліття 
визначається глобалізацією, лібералізацією та технологічним розвитком. Розвиток інформаційно-комунікаційних 
технологій (ІКТ) перетворив світ на єдину взаємопов’язану систему. Нова ера приносить нові виклики. Вони порушили 
питання про природу сучасних практик та роль фахівців у сфері управління людськими ресурсами (УЛР), пошук нових підходів 
у функціонуванні та наданні їхніх «товарів і послуг». Управління людськими ресурсами (УЛР) зараз стикається з новим 
викликом, створюючи нові моделі для досягнення глобальної мобільності, ефективності та конкурентоспроможності. 
Головною метою дослідження є виявлення викликів нової епохи з точки зору УЛР; проанлізовано зміни в організаціях та 
можливості, які приносить розвиток технологій і необхідність виявлення талантів, ключових рушіїв змін та інновацій в 
організаціях; обгрунтувана ефективність на сьогодні корпоративної культури, довіри та лідерства.

Ключові слова: управління людськими ресурсами (HRM), глобалізація, виклики, інформаційно-комунікаційні 
технології (ICT), таланти. 

Statement of the problem. Globalization, the 
lack of clear boundaries in organizations, focusing on 
complementary basic resources and activities, together 
with the allocation of other resources, are the main feature 
of the companies of the 21st century. Knowledge and, in 
general, intellectual capital is increasingly becoming crucial 
resource for companies, while the use of information and 
communication technologies, necessity for coordination of 
working activities. 

HRM is experiencing significant transformation as 
a result of the development of ICT. Joint convergence of 
social media and mobility of the workforce contributed 
to the new challenges of HR in organizations. Global 
competition imposes more pressure on managers in this 
area, to make much better and faster business decisions. 
Investments in ICT are often seen as an important course to 
accelerate and improve decision making process.

Human resources are considered as one of the crucial 
and demanding resources in business nowadays. All the 

activities to manage human resources are considered as 
human resource practices. A well-defined and managed 
HRM program expected to the flourishing of innovations 
is much sought after by the manufacturing firms [1–2]. 
HRM is frequently experienced in business organisations 
to act as activator as well as driver for formation of human 
capital which will lead to competitive organizational 
performance. Organizational performance is the overall 
growth of an organization (Drucker) [3, pp. 95–104]. 
Human Resource means individuals or staff or workforce 
within the boundary of an organization they are responsible 
for performing the tasks assigned to them and they aim 
to meet the organization objectives and make the profit. 
Human resource can provide a sustainable competitive 
advantage by giving them different practices (Huselid) 
[4, p. 635–672]. Human resource is the most valuable 
and premium asset in any organization. It is necessary for 
the organizations to manage their employees effectively 
and efficiently. Human resources play a vital role in any 
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organization. It, thus, requires the considerable attention 
of the management so that employees can work up to 
their full potential (Ahmad & Schroeder) [5, p.p. 19Ц43]. 
Without HR policies and practices, company will face 
the various hurdles and will not be able to compete 
in this global environment. Company’s current and 
potential human resources are essential considerations 
in the development and for the execution of its strategic 
business plan. The main aim of an organization's human 
resource team is to help the organization in achieving 
its objectives. Human resource helps the organization 
in making sustainable competitive advantage (Huselid) 
[4, p. 635–672]. The effectiveness of even highly skilled 
employees will purely depend on the practices, training 
and policies of human resources. HRM practices can 
affect employee motivation by encouraging them to work 
both harder and smarter.  

Analysis of recent research and publications. 
According to advocates, scarce human resource is 
as valuable as other tangible assets of organizations. 
Hence, top management of various organizations have 
paid much attention to managing human resource. In 
organizations, human resource management (HRM) is 
essentially one of the areas of management concerning 
the productive utilization of the firm’s workforce 
in attaining its business objectives (Raymondet) 
[6, p. 122–127].  HRM practices were valued for 
facilitating the integration of employee activities in 
intellectual capital formation, leading to the attainment 
of competitive advantages in business firms (Patrick) 
[7, p. 701–721]. The desired knowledge, skills, abilities, 
values and attitudes of employees are moulded through 
HRM practices. Human Resource Management is marked 
with the radical change, transforming from its traditional 
administrative role to playing a pivotal role as strategic 
partners in driving organizational success [8–10]. This 
shift is influenced by recent trends. It is really a huge 
challenge to understand the psychology of workforce, 
retain the best talents of the industry, motivate them to 
perform better and handle diversity while maintaining 
unity simultaneously [11, p. 791–802]. It is not an easy 
task to tackle problems of a diverse workforce; there is 
always delay in the completion of work given to a group 
of employees from different backgrounds (Bernard, 
Anandan, Ravikumar) [12, p. 3030–3034].

Research methodology. Methodology is based on 
induction, deduction and comparative method. Local 
researches as written materials, published and unpublished 
papers, and extensive Internet research, were used.

Summary of the main research material. New 
technologies have changed the direction of human 
resource management. As mentioned in the introduction, 
technological developments have improved the ways in 
which we communicate, has evolved the way we learn, 
and expand our capabilities. Whether it is inventing new 
machines, modernization of existing, or discovering 
new applicability of existing technology, the new era 
dynamics requires constant growth and development. 
Technology has changed the world in many occasions 
and many ways. In the information age, the emergence 
of computers and the Internet has only strengthened these 
changes. Today, many companies cannot function without 
using a computer. Therefore, HR as an integral part of 
the companies have not sidestepped that way – new 

technologies have a significant impact on the practices 
and processes in this field. 

The development of the technologies requires from 
HR specialists to stop thinking “what after month or 
year?” and start thinking in terms of weeks and days. 
With the new changes, they are no longer just a strategic 
partner within the organization; they’re becoming change 
agents [8, pp. 6–11].

 Innovation is the ability to recognize change as an 
opportunity, not as a threat1. New technology means 
increased level of professionalism and productivity. Given 
that are the main objectives of HR, it is no wonder that 
technological advances so quickly embraced in this area. 
Initially, recruitment is one of the segments that were 
changed with the advent of new technologies. Before the 
advent of the Internet, everyone relied on print media, 
such as newspapers, to publish jobs and open positions. 
Other methods, such as networking, were also used, but it 
restricts the ability of thousands of potential candidates to 
be familiar with. Technology has made recruitment more 
efficient, and in the hands of the right agent, effective [8, 
pp. 6–11].

Second, training and development for the new 
employees become simpler. The ability to access 
information and training programs from distant locations 
eliminates the need for trainers to work directly with the 
new recruits. Of course there is a need of a certain level 
of interaction, but virtual classrooms make possible 
training, development and evaluation of a large number 
of employees at once. Third, human resource departments 
always need a huge amount of written documents in 
a long period of time. New technology makes easier 
storage and disposal of these documents. In that way, 
eliminating the need of search through an endless number 
of files and documents saves time and money. Fourth, 
improvements in the efficiency management are also 
product of technological improvements. Thus, it facilitates 
the evaluation of employee performance, and makes easier 
to get feedback in order to improve the functioning of 
the company. Together, it is easier to detect and improve 
weaknesses with further efforts. 

Companies in the “global war” for talents. Most 
managers recognize that integrating technologies and 
system for talent management, simplify the complex 
process, allowing a single platform to manage processes 
such as recruiting, learning, performance management 
and counseling. For many, the shift from “what we do 
normally,” to the ultimate and progressive technology 
requires huge step into the unknown territory [11, 
pp. 791–802]. At the same time, modern research 
emphasizes that employee engagement and motivation 
play a crucial role in shaping organizational effectiveness 
and decision-making processes. As highlighted in recent 
studies, higher levels of job engagement significantly 
influence employees’ perceptions, productivity, and 
overall organizational performance [13, pp. 17–27]. 
Moreover, effective motivation systems are directly 
linked to improved performance indicators and contribute 
to the overall efficiency of enterprises [14, pp. 1–5].  
Talent management (TM) is systematic approach aiming 
“the right person, in the right place, at the right time” [15, 
pp.159–161].

The world's best companies know that their future 
is in the hands of a small number of highly talented and 
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productive staff. Therefore, over 70 percent of companies 
in Europe are constantly looking for talented workforce 
that will enrich their human potential. The importance 
of attracting and retaining talent in any organization is 
similar to the importance and need for football clubs 
to have the best players. Talents are the ones who 
contribute the most to the development and achievement 
of goals, and the creation of additional value for the 
organization. Studies have shown that companies that 
have a talent management system, statistically speaking, 
are more successful than its competitors and the market 
in general. Simply put, they have a huge impact on an 
organization's operations and functioning. The role of 
talent in the organization is even more significant if one 
takes into account the Pareto rule (80/205), which in 
this case means that close to 20 percent of the staff is 
credited for nearly 80 percent of the work performed 
and results achieved; unfortunately, vice versa. Talents 
are the extraordinarily productive and they need a 
special approach. 

Therefore, no wonder that almost every highly 
successful company or organization today has special 
programs for developing and keeping talents, because 
they have a very high impact on the business. In addition, 
several successful companies have special person liable 
for permanent overseeing and communication with such 
human capacities, because walk out of such persons is 
costly regarding the benefit it brings to the organization. 
One thing we shall never forget is that “talent is a potential, 
and that potential requires involvement in order to be 
manifested and turned into capacity – it is not enough to 
recognize talent, it is necessary to develop and engage 
it” [16, pp. 1–59]. It is clear to everyone that the talents 
are making a difference and talent management brings 
company success. 

Wondering why in every company there is no such 
a program? There are several major reasons. Firstly, the 
process can certainly be quite bulky and carries more 
preconditions by itself: there should be people who are 
capable (they have knowledge, experience and skills) and 
motivated to be the carriers of this process, and to set a 
number of HR processes that will stand in the grounds of 
TM. In addition, there are a number of potentials, specific 
challenges, which may worry the people who participate in 
this process: the lack of support from the general director, 
undefined budget for this process, vague need for talents, 
misunderstood process by employees, an inadequate 
choice of talents, discordance of company’s’ seeing and 
employee’s aspirations.

Awareness of these and many other risks should not 
make us give up but to tackle more serious planning 
and implementation process of TM in our organization. 
In Bulgaria, lifelong learning is not yet sufficiently 
widespread practice in organizations. Either, there are 
very frequent cases where the middle and upper-level 
management knowingly restrains the development of 
talents because of their own fears, instead of realizing that 
opportunity as a chance to further development and mutual 
benefit of/for the organization. This situation solely turns 
into a talent leaving and stagnation of the organization. 
Researches shows that Bulgarian companies with major 
foreign property are incorporating talent management 
programs, as well as those in Czech Republic, Germany 
and Slovakia. 

However, TM strategies are not incorporated well. 
The companies in Bulgaria need a firm strategy, initially 
for targeting and monitoring of talents in order to 
develop strategies and action plans on how to incorporate 
capacities in their structures. The biggest problem arises 
in the implementation phase – much of it is due to a lack 
of established system of targeting. Otherwise, there is 
uncertainty about “the right choice of talents” and how to 
motivate a person to manifest its potential.

Development of the organizational trust and culture 
is a key factor for the future. Company objectives are 
largely achieved when the leaders encourage habits 
that contribute to building confidence in the team [4; 
5]. When Ralph Waldo Emerson said that mistrust is 
expensive, respected American essayist and father of 
transcendentalism, was not referring only to financial 
losses. Companies are familiar that the functioning may 
suffer cultural and financial distress if the trust is not a 
fundamental value in the workplace. In all organizations, 
there are different levels of experience and generations 
[2, pp. 201–212]. The biggest challenge is finding 
a way to approach much more employees that vary 
in their knowledge and competencies, with different 
level of career development. Companies of modern era 
realized it by “walking” the harder way. Confidence 
is not a value that can be assigned. Rather, it must be 
earned and continually maintained. Leaders who are 
tasked to accomplish business results, through strategic 
talent and corporate management, must be sure that 
they have gained the trust of employees at every level 
of the organization. With good communication skills 
and relationships with employees, leaders can create a 
strong culture of trust in the company. Then, when the 
trust will become the rule – rather than exception, will 
follow the positive business results.

Conclusions. Recent trends in HRM underscore the 
importance of adapting to technological advancements, 
continuous learning and development, prioritizing 
employee well-being, implementing AI, fostering 
diversity, and navigating the challenges of remote work. 
These trends are reshaping organizational practices and 
HRM strategies, requiring HR professionals to embrace 
innovation, agility, and empathy in managing diverse 
and distributed workforces. As organizations continue 
to evolve in response to global trends, HRM will play 
a pivotal role in driving sustainable growth, fostering 
organizational resilience, and maximizing human 
potential in the digital age.

We are all faced with the challenges of globalization 
and industrialization in the global business arena. 
Organizations in the 21st century depend on the way the 
HR to cope with the changes. Companies have capital, 
technology and Human resources but HRM are exactly 
those that can directly assist facing with challenges. 
Capital can be easily created. The technology can be 
easily upgraded and thrive. HR teams are the ones that 
should encourage the organization to move through each 
subsequent challenge with great courage, motivation 
and determination. Finally, companies must realize 
that the traditional factors of production – land, labor 
and capital no longer have primacy in winning the 
competitive advantage. Essential resources in economy 
are no longer capital, natural resources nor labor – it is 
and will be talent.
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