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²íòåãðàö³ÿ öèôðîâ³çàö³¿ òà ³ííîâàö³é ó HR–ìåíåäæìåíò 
áóä³âåëüíèõ êîìïàí³é ÿê ÷èííèê ï³äâèùåííÿ 
ïðîäóêòèâíîñò³ â óìîâàõ ñòàëîãî ðîçâèòêó

Ïðåäìåòîì äîñë³äæåííÿ º ïðîöåñ ³íòåãðàö³¿ öèôðîâèõ òåõíîëîã³é òà ³ííîâàö³éíèõ ð³øåíü ó ñôåðó 
óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè (HR–ìåíåäæìåíòó) áóä³âåëüíèõ êîìïàí³é, ç óðàõóâàííÿì âèêëèê³â 
ñòàëîãî ðîçâèòêó. Îñíîâíà óâàãà ïðèä³ëÿºòüñÿ âèâ÷åííþ çì³í ó ôóíêö³îíàëüí³é ñòðóêòóð³ HR–ñèñ-
òåì ï³ä âïëèâîì öèôðîâ³çàö³¿, à òàêîæ àíàë³çó âïðîâàäæåííÿ ñìàðò–òåõíîëîã³é, øòó÷íîãî ³íòåëåêòó, 
àíàë³òèêè âåëèêèõ äàíèõ, àâòîìàòèçîâàíèõ ïëàòôîðì ðåêðóòèíãó é ñèñòåì óïðàâë³ííÿ ïðîäóêòèâí³ñ-
òþ. Ðîçãëÿäàºòüñÿ âïëèâ öèôðîâî¿ òðàíñôîðìàö³¿ íà ôîðìóâàííÿ íîâî¿ êîðïîðàòèâíî¿ êóëüòóðè, çì³-
íó ìîäåëåé ë³äåðñòâà, ä³äæèòàë–³äåíòè÷íîñò³ ïðàö³âíèêà òà ïåðåîñìèñëåííÿ ðîë³ HR ÿê ñòðàòåã³÷íî-
ãî ïàðòíåðà á³çíåñó. Îñîáëèâà óâàãà ïðèä³ëÿºòüñÿ òîìó, ÿê öèôðîâ³ ð³øåííÿ ñïðèÿþòü ï³äâèùåííþ 
åôåêòèâíîñò³ íàéìó, àäàïòàö³¿, íàâ÷àííÿ, ìîòèâàö³¿, óòðèìàííÿ òà ðîçâèòêó ïåðñîíàëó. Òàêîæ àíàë³çó-
þòüñÿ ìåõàí³çìè âçàºìîçâ’ÿçêó ì³æ ³ííîâàö³éí³ñòþ HR–ïðîöåñ³â ³ ï³äâèùåííÿì ïðîäóêòèâíîñò³ ïðàö³, 
çàãàëüíî¿ êîíêóðåíòîñïðîìîæíîñò³ êîìïàí³¿, à òàêîæ ¿¿ â³äïîâ³äíîñò³ ïðèíöèïàì ESG (åêîëîã³÷í³ñòü, ñî-
ö³àëüíà â³äïîâ³äàëüí³ñòü, óïðàâë³ííÿ). Ó öåíòð³ äîñë³äæåííÿ — ïîøóê áàëàíñó ì³æ òåõíîîð³ºíòîâàí³ñòþ 
HR–ñèñòåì òà ãóìàí³ñòè÷íèìè çàñàäàìè óïðàâë³ííÿ ëþäñüêèì êàï³òàëîì ó áóä³âåëüíîìó ñåêòîð³.

Ìåòîþ ñòàòò³ º îá´ðóíòóâàííÿ êîíöåïòóàëüíîãî ï³äõîäó äî ³íòåãðàö³¿ öèôðîâ³çàö³¿ òà ³ííîâàö³é ó 
HR–ìåíåäæìåíò áóä³âåëüíèõ êîìïàí³é ÿê îäíîãî ç êëþ÷îâèõ ìåõàí³çì³â ï³äâèùåííÿ ïðîäóêòèâ-
íîñò³ ïðàö³ â óìîâàõ ñòàëîãî ðîçâèòêó. Ó ìåæàõ öüîãî ï³äõîäó âèçíà÷àºòüñÿ ïîòåíö³àë âèêîðèñòàí-
íÿ ñó÷àñíèõ öèôðîâèõ òåõíîëîã³é äëÿ òðàíñôîðìàö³¿ ôóíêö³é óïðàâë³ííÿ ïåðñîíàëîì, îïòèì³çàö³¿ 
ëþäñüêèõ ðåñóðñ³â òà ñòâîðåííÿ ãíó÷êèõ, àäàïòèâíèõ, ³íòåëåêòóàëüíî îð³ºíòîâàíèõ HR–ïëàòôîðì. 
Îñíîâíà óâàãà ïðèä³ëÿºòüñÿ ôîðìóâàííþ ö³íí³ñíî¿ ïðîïîçèö³¿ äëÿ ïðàö³âíèê³â ÷åðåç òåõíîëîã³¿, ÿê³ 
ï³äâèùóþòü åôåêòèâí³ñòü âçàºìîä³¿ òà ï³äòðèìóþòü ñîö³àëüíó â³äïîâ³äàëüí³ñòü êîìïàí³¿.

Ìåòîäîëîã³ÿ ïðîâåäåííÿ ðîáîòè áàçóºòüñÿ íà êîìïëåêñíîìó ì³æäèñöèïë³íàðíîìó ï³äõî-
ä³, ùî îá’ºäíóº ïðèíöèïè öèôðîâî¿ åêîíîì³êè, òåîð³¿ ñòàëîãî ðîçâèòêó, îðãàí³çàö³éíî¿ ïîâåä³íêè 
òà ñòðàòåã³÷íîãî HR–ìåíåäæìåíòó. Íà ïåðøîìó åòàï³ çàñòîñîâàíî ñòðóêòóðíî–ôóíêö³îíàëüíèé 
àíàë³ç HR–ñèñòåì ó áóä³âåëüíèõ êîìïàí³ÿõ ç ìåòîþ âèÿâëåííÿ êëþ÷îâèõ âóçüêèõ ì³ñöü, ùî ãàëü-
ìóþòü åôåêòèâí³ñòü óïðàâë³ííÿ ïåðñîíàëîì. Äàë³ çä³éñíåíî ïîð³âíÿëüíó õàðàêòåðèñòèêó öèôðî-
âèõ ³íñòðóìåíò³â óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè, çîêðåìà HRM–ñèñòåì, ïëàòôîðì äèñòàíö³é-
íîãî íàâ÷àííÿ, ïðîãðàì ïðîãíîçóâàííÿ ïëèííîñò³ êàäð³â, ð³øåíü íà áàç³ øòó÷íîãî ³íòåëåêòó äëÿ 
ðåêðóòèíãó òà îö³íêè ïðîäóêòèâíîñò³. Ó äîñë³äæåíí³ âèêîðèñòàíî êåéñ–ìåòîä, ùî îõîïëþº ïðè-
êëàäè âïðîâàäæåííÿ öèôðîâèõ HR–ïëàòôîðì ó ïðîâ³äíèõ áóä³âåëüíèõ êîìïàí³ÿõ Óêðà¿íè òà ªÑ 
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(çîêðåìà KAN Development, Skanska, Vinci Construction), à òàêîæ êîíòåíò–àíàë³ç êîðïîðàòèâíî¿ 
çâ³òíîñò³ ùîäî ïîêàçíèê³â åôåêòèâíîñò³ ïðàö³. Ó ìåæàõ ìåòîä³â åìï³ðè÷íîãî äîñë³äæåííÿ áóëî çà-
ñòîñîâàíî åêñïåðòíå îïèòóâàííÿ HR–äèðåêòîð³â ³ ²Ò–ôàõ³âö³â áóä³âåëüíèõ êîìïàí³é äëÿ ³äåíòèô³-
êàö³¿ áàð’ºð³â, äðàéâåð³â ³ î÷³êóâàíü â³ä öèôðîâî¿ òðàíñôîðìàö³¿ HR. Êð³ì òîãî, çàñòîñîâàíî ìåòîä 
ñîö³àëüíîãî ìîäåëþâàííÿ, ùî äîçâîëèâ çìîäåëþâàòè âïëèâ ð³çíèõ öèôðîâèõ ñòðàòåã³é íà ð³âåíü 
ïðîäóêòèâíîñò³ ïåðñîíàëó â ïðîºêòíî–áóä³âåëüíîìó ñåðåäîâèù³. Ðåçóëüòàòè îáðîáëåíî çà äîïî-
ìîãîþ ³íñòðóìåíò³â ñòàòèñòè÷íîãî àíàë³çó òà ³íòåãðîâàíî â êîíöåïòóàëüíó ìîäåëü öèôðîâî–³ííî-
âàö³éíîãî HR–ìåíåäæìåíòó, ùî â³äïîâ³äàº ïðèíöèïàì ñòàëîãî ðîçâèòêó.

Ðåçóëüòàòàìè ðîáîòè º ñôîðìóâàííÿ êîíöåïòóàëüíî¿ ìîäåë³ ³íòåãðàö³¿ öèôðîâèõ ³ííîâàö³é ó 
HR–ìåíåäæìåíò áóä³âåëüíèõ êîìïàí³é, ÿêà áàçóºòüñÿ íà ïîºäíàíí³ òàêèõ ìîäóë³â: àíàë³òè÷íîãî, 
àäàïòàö³éíîãî, ìîòèâàö³éíîãî òà ñòðàòåã³÷íîãî. Âñòàíîâëåíî, ùî âïðîâàäæåííÿ öèôðîâèõ HRM–
ð³øåíü çàáåçïå÷óº çìåíøåííÿ ÷àñó íà ïîøóê ³ àäàïòàö³þ ïåðñîíàëó íà 30–40%, à òàêîæ ï³äâè-
ùóº òî÷í³ñòü ï³äáîðó êàäð³â çà êîìïåòåíö³ÿìè. ²íñòðóìåíòè íà áàç³ øòó÷íîãî ³íòåëåêòó ñïðèÿþòü 
çíèæåííþ âèòðàò íà ðåêðóòèíã, à ñèñòåìè óïðàâë³ííÿ íàâ÷àííÿì ï³äâèùóþòü ãíó÷ê³ñòü ïðîôåñ³é-
íîãî ðîçâèòêó ïðàö³âíèê³â. Âèçíà÷åíî, ùî öèôðîâà òðàíñôîðìàö³ÿ HR–ôóíêö³é ïðÿìî âïëèâàº íà 
ïðîäóêòèâí³ñòü ïðàö³ — çîêðåìà, ó êîìïàí³ÿõ, äå âïðîâàäæåíî àâòîìàòèçîâàí³ ñèñòåìè îö³íþâàí-
íÿ òà ìîí³òîðèíãó KPI, â³äçíà÷åíî çðîñòàííÿ îïåðàö³éíî¿ åôåêòèâíîñò³ íà 20–25%. Çíà÷íó ðîëü 
ó ðåçóëüòàòèâíîñò³ òðàíñôîðìàö³¿ â³ä³ãðàº ôàêòîð çàëó÷åííÿ ïðàö³âíèê³â äî ïðîöåñó çì³í — ÷åðåç 
ãåéì³ô³êàö³þ, ñîö³àëüí³ ïëàòôîðìè âçàºìîä³¿ òà ïðîçîðó ñèñòåìó çâîðîòíüîãî çâ’ÿçêó. Çðîáëåíî 
âèñíîâîê, ùî åôåêòèâí³ñòü öèôðîâ³çàö³¿ HR–ìåíåäæìåíòó çíà÷íîþ ì³ðîþ çàëåæèòü â³ä ð³âíÿ îð-
ãàí³çàö³éíî¿ êóëüòóðè, öèôðîâî¿ ãðàìîòíîñò³ ïåðñîíàëó òà ãîòîâíîñò³ äî ³íñòèòóö³éíèõ çì³í. Îòðè-
ìàí³ ðåçóëüòàòè ìàþòü ïðàêòè÷íå çíà÷åííÿ äëÿ ðîçðîáêè öèôðîâèõ ñòðàòåã³é HR â áóä³âåëüíèõ 
êîìïàí³ÿõ, ÿê³ ïðàãíóòü äî ï³äâèùåííÿ ïðîäóêòèâíîñò³ òà â³äïîâ³äíîñò³ êðèòåð³ÿì ñòàëîãî ðîçâèòêó.

Âèñíîâêè. ²íòåãðàö³ÿ öèôðîâèõ òåõíîëîã³é òà ³ííîâàö³é ó HR–ìåíåäæìåíò áóä³âåëüíèõ êîìïàí³é 
º ñòðàòåã³÷íî âàæëèâèì ÷èííèêîì ï³äâèùåííÿ ïðîäóêòèâíîñò³ ïðàö³, àäàïòàö³¿ äî âèìîã ñòàëî-
ãî ðîçâèòêó òà çì³öíåííÿ êîíêóðåíòîñïðîìîæíîñò³ íà ðèíêó. Ó ìåæàõ äîñë³äæåííÿ äîâåäåíî, ùî 
öèôðîâ³çàö³ÿ ôóíêö³é óïðàâë³ííÿ ïåðñîíàëîì ñïðèÿº íå ëèøå àâòîìàòèçàö³¿ ðóòèííèõ ïðîöåñ³â, 
àëå é ôîðìóâàííþ íîâèõ ôîðìàò³â âçàºìîä³¿, ðîçâèòêó ëþäñüêîãî êàï³òàëó, ïîñèëåííþ êîðïîðà-
òèâíî¿ â³äïîâ³äàëüíîñò³. Ïîáóäîâàíà ìîäåëü öèôðîâî–³ííîâàö³éíîãî HR–ìåíåäæìåíòó äîçâî-
ëÿº êîìïëåêñíî òðàíñôîðìóâàòè âíóòð³øí³ îðãàí³çàö³éí³ ïðîöåñè, çàáåçïå÷óþ÷è îïåðàòèâí³ñòü 
ïðèéíÿòòÿ ð³øåíü, ïðîçîð³ñòü ïðîöåäóð òà ï³äâèùåííÿ çàëó÷åíîñò³ ïåðñîíàëó. Âîäíî÷àñ åôåê-
òèâí³ñòü ö³º¿ òðàíñôîðìàö³¿ çàëåæèòü â³ä ö³ë³ñíîãî ï³äõîäó — ãàðìîí³çàö³¿ öèôðîâèõ ³íñòðóìåíò³â 
³ç êóëüòóðîþ êîìïàí³¿, åòè÷íèìè íîðìàìè âçàºìîä³¿ òà ñòðàòåã³÷íèìè ö³ëÿìè ðîçâèòêó. Îñîáëèâî¿ 
àêòóàëüíîñò³ íàáóâàº âïðîâàäæåííÿ ìîäóëüíèõ ïëàòôîðì, ùî ïîºäíóþòü àíàë³ç ïðîäóêòèâíîñò³, 
ðåêðóòèíã, íàâ÷àííÿ, âíóòð³øíþ êîìóí³êàö³þ òà óïðàâë³ííÿ åôåêòèâí³ñòþ íà ºäèí³é îñíîâ³. Òàêîæ 
âàæëèâî âðàõîâóâàòè ñîö³àëüí³ àñïåêòè öèôðîâ³çàö³¿ — íåäîïóùåííÿ öèôðîâî¿ íåð³âíîñò³, ðîç-
âèòîê öèôðîâî¿ êîìïåòåíòíîñò³ ïðàö³âíèê³â, çàáåçïå÷åííÿ ³íôîðìàö³éíî¿ áåçïåêè. Òàêèì ÷èíîì, 
³íòåãðàö³ÿ öèôðîâèõ ³ííîâàö³é ó HR–ìåíåäæìåíò áóä³âåëüíîãî ñåêòîðó ìàº áóòè ñïðÿìîâàíà íå 
ëèøå íà ï³äâèùåííÿ åôåêòèâíîñò³, à é íà ôîðìóâàííÿ ö³íí³ñíî îð³ºíòîâàíîãî ñåðåäîâèùà, â ÿêî-
ìó ïðàö³âíèê º àêòèâíèì àãåíòîì çì³í, à íå ïàñèâíèì îá’ºêòîì öèôðîâèõ ð³øåíü.
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ïðàö³, ñòàëèé ðîçâèòîê, øòó÷íèé ³íòåëåêò, êîðïîðàòèâíà êóëüòóðà, öèôðîâà òðàíñôîðìàö³ÿ.
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Integration of digitalization and innovation into HR 
management of construction companies as a factor in 
increasing productivity under sustainable development 

conditions
The purpose of this article is the process of integrating digital technologies and innovative solutions 

into the field of human resource management (HR management) of construction companies, taking 
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into account the challenges of sustainable development. The main focus is on examining changes in 
the functional structure of HR systems under the influence of digitalization, as well as analyzing the 
implementation of smart technologies, artificial intelligence, big data analytics, automated recruitment 
platforms, and performance management systems. The impact of digital transformation on the 
formation of a new corporate culture, changes in leadership models, the digital identity of the employee, 
and the rethinking of HR’s role as a strategic business partner is considered. Special attention is paid 
to how digital solutions contribute to improving the efficiency of hiring, adaptation, training, motivation, 
retention, and employee development. The mechanisms of the relationship between the innovativeness 
of HR processes and increased labor productivity, overall company competitiveness, and alignment 
with ESG principles (environmental, social, governance) are also analyzed. The study focuses on finding 
a balance between the tech–oriented nature of HR systems and the humanistic principles of human 
capital management in the construction sector.

The purpose of the article is to substantiate a conceptual approach to integrating digitalization 
and innovation into HR management in construction companies as one of the key mechanisms for 
increasing labor productivity in the context of sustainable development. Within this approach, the 
potential of using modern digital technologies to transform personnel management functions, optimize 
human resources, and create flexible, adaptive, and intellectually–oriented HR platforms is defined. 
The main focus is on forming a value proposition for employees through technologies that enhance 
interaction efficiency and support the company’s social responsibility.

Research Methodology. The research methodology is based on a comprehensive interdisciplinary 
approach that combines the principles of the digital economy, sustainable development theory, 
organizational behavior, and strategic HR management. In the first stage, a structural–functional analysis 
of HR systems in construction companies was applied to identify key bottlenecks that hinder personnel 
management efficiency. A comparative description of digital human resource management tools was then 
conducted, including HRM systems, remote learning platforms, staff turnover prediction programs, AI–
based recruitment and performance evaluation solutions. The study used a case method covering examples 
of digital HR platform implementation in leading construction companies in Ukraine and the EU (such as 
KAN Development, Skanska, Vinci Construction), as well as content analysis of corporate reporting on 
labor performance indicators. As part of the empirical research methods, an expert survey of HR directors 
and IT specialists of construction companies was conducted to identify barriers, drivers, and expectations 
from digital HR transformation. In addition, a social modeling method was used to simulate the impact of 
different digital strategies on staff productivity in the construction project environment. The results were 
processed using statistical analysis tools and integrated into a conceptual model of digital–innovative HR 
management that meets the principles of sustainable development.

Research Results. Within the framework of the study, a conceptual model for integrating digital 
innovations into HR management in construction companies was developed, based on a combination 
of analytical, adaptive, motivational, and strategic modules. It was established that the implementation 
of digital HRM solutions reduces the time for personnel search and adaptation by 30–40%, and 
also improves the accuracy of competency–based recruitment. Artificial intelligence tools help 
reduce recruitment costs, while learning management systems enhance the flexibility of professional 
development. It was found that digital transformation of HR functions directly affects labor productivity — 
in companies where automated KPI evaluation and monitoring systems were implemented, operational 
efficiency increased by 20–25%. A significant role in the success of the transformation is played by 
employee engagement in the change process — through gamification, social interaction platforms, and a 
transparent feedback system. It was concluded that the effectiveness of HR digitalization largely depends 
on the level of organizational culture, digital literacy of staff, and readiness for institutional changes. The 
obtained results have practical significance for the development of digital HR strategies in construction 
companies aiming to increase productivity and comply with sustainable development criteria.

Conclusions. The integration of digital technologies and innovations into HR management of 
construction companies is a strategically important factor in increasing labor productivity, adapting 
to the requirements of sustainable development, and strengthening market competitiveness. The 
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Ïîñòàíîâêà ïðîáëåìè. Óïðàâë³ííÿ ëþäñüêèìè 
ðåñóðñàìè â áóä³âåëüíîìó ñåêòîð³ òðàäèö³éíî áà-
çóâàëîñÿ íà ôóíêö³îíàëüíèõ, æîðñòêî ñòðóêòóðî-
âàíèõ ï³äõîäàõ, ùî çàáåçïå÷óâàëè ì³í³ìàëüíî íå-
îáõ³äíó åôåêòèâí³ñòü ó ñòàá³ëüíîìó åêîíîì³÷íîìó 
ñåðåäîâèù³. Îäíàê ñó÷àñí³ óìîâè ðèíêó, ùî õà-
ðàêòåðèçóþòüñÿ âèñîêîþ êîíêóðåíö³ºþ, äèíàì³÷-
í³ñòþ ïðîºêòíî¿ ä³ÿëüíîñò³, öèôðîâîþ òðàíñôîð-
ìàö³ºþ á³çíåñó òà ïîñèëåííÿì ïðèíöèï³â ñòàëîãî 
ðîçâèòêó, âèìàãàþòü ïåðåîñìèñëåííÿ ðîë³ HR–
ôóíêö³é ó çàãàëüí³é ñòðàòåã³¿ êîìïàí³¿. Ñòàíäàðòí³ 
ï³äõîäè âæå íå äîçâîëÿþòü îïåðàòèâíî àäàïòóâà-
òèñÿ äî íîâèõ âèêëèê³â, òàêèõ ÿê äåô³öèò êâàë³ô³-
êîâàíèõ êàäð³â, çðîñòàííÿ î÷³êóâàíü ïðàö³âíèê³â 
äî êîðïîðàòèâíî¿ êóëüòóðè, ïîòðåáà ó øâèäê³é ïå-
ðåï³äãîòîâö³ òà öèôðîâ³é ³íòåãðàö³¿ ïðîöåñ³â íàé-
ìó, íàâ÷àííÿ òà îö³íþâàííÿ ðåçóëüòàòèâíîñò³.

Îäí³ºþ ç êëþ÷îâèõ ïðîáëåì ïîñòàº íåäîñòàòí³é 
ð³âåíü öèôðîâ³çàö³¿ HR–ïðîöåñ³â ó áóä³âåëüíèõ 
êîìïàí³ÿõ, ùî óïîâ³ëüíþº àäàïòàö³þ ïåðñîíàëó, 
óñêëàäíþº ìîí³òîðèíã ïðîäóêòèâíîñò³ òà ãàëüìóº 
óïðàâë³íñüê³ ð³øåííÿ. Êð³ì òîãî, ÷àñòî â³äñóòíÿ ö³-
ë³ñíà ñòðàòåã³ÿ âïðîâàäæåííÿ ³ííîâàö³é ó ñôåðó 
óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè, ùî ïðèçâîäèòü 
äî ôðàãìåíòàðíèõ ³ ìàëîåôåêòèâíèõ çì³í. Â óìî-
âàõ çðîñòàþ÷î¿ àêòóàëüíîñò³ ESG–ïîêàçíèê³â òà 
íåîáõ³äíîñò³ â³äïîâ³äàòè ñòàíäàðòàì ñòàëîãî ðîç-
âèòêó, HR–ôóíêö³ÿ ìàº ïåðåòâîðèòèñÿ ç îáñëó-
ãîâóþ÷î¿ íà ñòðàòåã³÷íó, çäàòíó íå ëèøå îáñëóãî-
âóâàòè ïîòðåáè á³çíåñó, à é ôîðìóâàòè ñîö³àëüíó, 
åêîëîã³÷íó òà óïðàâë³íñüêó ñòàë³ñòü êîìïàí³¿.

Òàêèì ÷èíîì, ïîñòàº çàâäàííÿ ðîçðîáëåííÿ 
ìîäåë³, ÿêà á ïîºäíóâàëà öèôðîâ³ òåõíîëîã³¿, ³í-
íîâàö³éí³ ³íñòðóìåíòè òà ïðèíöèïè ñòàëîãî ðîç-

âèòêó â HR–ìåíåäæìåíò³, ñïðèÿþ÷è âîäíî÷àñ 
ï³äâèùåííþ ïðîäóêòèâíîñò³ ïðàö³, åôåêòèâíîñ-
ò³ âíóòð³øí³õ ïðîöåñ³â ³ çàëó÷åíîñò³ ïåðñîíàëó äî 
ö³íí³ñíî îð³ºíòîâàíî¿ òðàíñôîðìàö³¿ êîìïàí³¿.

Àíàë³ç äîñë³äæåíü ³ ïóáë³êàö³é ïðîáëåìè. 
Òåìà öèôðîâî¿ òðàíñôîðìàö³¿ HR–ìåíåäæìåí-
òó â êîíòåêñò³ ï³äâèùåííÿ ïðîäóêòèâíîñò³ ïðàö³ 
àêòèâíî ðîçðîáëÿºòüñÿ ó ñó÷àñí³é íàóêîâ³é ë³òå-
ðàòóð³, îäíàê á³ëüø³ñòü äîñë³äæåíü ôîêóñóþòüñÿ 
íà óí³âåðñàëüíèõ ï³äõîäàõ áåç óðàõóâàííÿ ãàëó-
çåâî¿ ñïåöèô³êè áóä³âíèöòâà. Ó ïðàöÿõ òàêèõ àâ-
òîðèòåòíèõ äîñë³äíèê³â, ÿê Dave Ulrich, Jacques 
Fitz–enz òà Wayne Cascio, HR ïîçèö³îíóºòüñÿ ÿê 
ñòðàòåã³÷íèé åëåìåíò îðãàí³çàö³éíîãî ðîçâèò-
êó, çäàòíèé òðàíñôîðìóâàòèñÿ ÷åðåç öèôðîâ³ 
ð³øåííÿ, àíàë³òèêó ïåðñîíàëó òà àâòîìàòèçàö³þ 
ïðîöåñ³â. Îêðåìî íàãîëîøóºòüñÿ íà âàæëèâî-
ñò³ ïåðåõîäó â³ä àäì³í³ñòðàòèâíî¿ ôóíêö³¿ HR äî 
ñòâîðåííÿ ö³ííîñò³ ÷åðåç óïðàâë³ííÿ çíàííÿìè, 
êîìïåòåíö³ÿìè òà ìîòèâàö³ºþ ïðàö³âíèê³â. Ïðî-
òå ïåðåâàæíà ÷àñòèíà òàêèõ ìîäåëåé ñôîðìîâà-
íà íà ïðèêëàä³ êîðïîðàòèâíîãî ñåêòîðó àáî ñåð-
â³ñíèõ êîìïàí³é, äå äèíàì³êà ïðàö³ â³äð³çíÿºòüñÿ 
â³ä áóä³âåëüíî¿ ãàëóç³. Òàêîæ íåäîñòàòíüî ðîç-
ðîáëåíèì çàëèøàºòüñÿ ïèòàííÿ âçàºìîçâ’ÿçêó 
ì³æ öèôðîâ³çàö³ºþ HR–ñèñòåì ³ ö³ëÿìè ñòàëîãî 
ðîçâèòêó. Õî÷à â êîíòåêñò³ ESG–ï³äõîä³â àêòèâíî 
îáãîâîðþºòüñÿ ðîëü ñîö³àëüíî¿ â³äïîâ³äàëüíîñò³ 
á³çíåñó, öèôðîâ³ HR–³íñòðóìåíòè ð³äêî àíàë³çó-
þòüñÿ ÿê çàñ³á ï³äâèùåííÿ ñîö³àëüíîãî êàï³òà-
ëó, ³íêëþç³¿, çàëó÷åíîñò³ òà ïðîçîðîñò³ âçàºìîä³¿ 
ç ïåðñîíàëîì. ßê íàñë³äîê, â³äñóòíÿ ºäèíà ìî-
äåëü, ÿêà á ³íòåãðóâàëà òåõíîëîã³÷í³ ð³øåííÿ ç 
ãóìàí³ñòè÷íèìè ö³ííîñòÿìè óïðàâë³ííÿ. Îòæå, 

study proved that the digitalization of HR functions contributes not only to the automation of routine 
processes but also to the formation of new formats of interaction, development of human capital, and 
enhancement of corporate responsibility. The developed model of digital–innovative HR management 
allows for the comprehensive transformation of internal organizational processes, ensuring decision–
making efficiency, transparency of procedures, and increased employee engagement. At the same 
time, the success of this transformation depends on a holistic approach — the harmonization of digital 
tools with the company’s culture, ethical norms of interaction, and strategic development goals. The 
implementation of modular platforms that combine performance analysis, recruitment, training, 
internal communication, and performance management on a unified basis becomes especially relevant. 
It is also important to consider the social aspects of digitalization — preventing digital inequality, 
developing employees’ digital competence, and ensuring information security. Thus, the integration 
of digital innovations into HR management in the construction sector should be aimed not only at 
increasing efficiency but also at creating a value–oriented environment in which the employee is an 
active agent of change, not a passive object of digital solutions.

Keywords: digitalization, HR management, innovation, construction companies, labor productivity, 
sustainable development, artificial intelligence, corporate culture, digital transformation.
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íàÿâíà äîñë³äíèöüêà áàçà âêàçóº íà âèñîêó àêòó-
àëüí³ñòü òåìàòèêè, ïðîòå äåìîíñòðóº ôðàãìåí-
òàðí³ñòü ó ï³äõîäàõ äî ³íòåãðàö³¿ öèôðîâèõ ³íñòðó-
ìåíò³â ó HR–ìåíåäæìåíò áóä³âåëüíèõ êîìïàí³é. 
Öå ôîðìóº ïîòðåáó â ðîçðîáö³ ö³ë³ñíî¿ êîíöåïö³¿, 
ùî îá’ºäíàº òåõíîëîã³÷íó ìîäåðí³çàö³þ, ñîö³àëü-
í³ àñïåêòè ñòàëîãî ðîçâèòêó òà àäàïòàö³þ äî óìîâ 
âèñîêîäèíàì³÷íîãî ïðîºêòíîãî ñåðåäîâèùà.

Âèêëàä îñíîâíîãî ìàòóð³àëó. Ó ñó÷àñíèõ 
óìîâàõ ãëîáàëüíîãî òèñêó íà åêîëîã³÷íó, åêî-
íîì³÷íó òà ñîö³àëüíó ñòàë³ñòü, áóä³âåëüíà ãà-
ëóçü äåäàë³ àêòèâí³øå ³íòåãðóº ïðèíöèïè ñòàëîãî 
ðîçâèòêó ó ñâî¿ ñòðàòåã³÷í³ òà îïåðàö³éí³ êîíòó-
ðè. Îäíèì ³ç êëþ÷îâèõ íàïðÿì³â òàêî¿ òðàíñôîð-
ìàö³¿ º îíîâëåííÿ ñèñòåì óïðàâë³ííÿ ëþäñüêèìè 
ðåñóðñàìè (HR–ìåíåäæìåíòó) ÷åðåç ³íòåãðà-
ö³þ öèôðîâèõ òåõíîëîã³é òà ³ííîâàö³éíèõ ïðàê-
òèê, ùî äàº çìîãó íå ëèøå ïîêðàùèòè âíóòð³ø-
íþ åôåêòèâí³ñòü, à é â³äïîâ³ñòè íà âèêëèêè ðèíêó 
ïðàö³, äåêàðáîí³çàö³¿, ä³äæèòàë³çàö³¿ òà êàäðîâî-
ãî îíîâëåííÿ. Ó ðàìêàõ öüîãî ïðîöåñó HR–ôóíê-
ö³ÿ âòðà÷àº âèêëþ÷íî àäì³í³ñòðàòèâíèé õàðàêòåð 
³ ïåðåòâîðþºòüñÿ íà ñòðàòåã³÷íèé àêòèâ, ùî ãå-
íåðóº êîíêóðåíòíó ïåðåâàãó çàâäÿêè öèôðîâèì 
³íñòðóìåíòàì àíàë³òèêè, àâòîìàòèçàö³¿, àäàïòèâ-
íîãî íàâ÷àííÿ òà åòè÷íîãî óïðàâë³ííÿ êàï³òàëîì.

Öèôðîâ³çàö³ÿ HR–ìåíåäæìåíòó â áóä³âåëü-
íèõ êîìïàí³ÿõ îõîïëþº øèðîêå êîëî ³íñòðóìåí-
ò³â: â³ä õìàðíèõ ñèñòåì óïðàâë³ííÿ ïåðñîíàëîì 
(HRIS) òà ïëàòôîðì äëÿ â³ääàëåíîãî ðåêðóòèí-
ãó äî ³íòåëåêòóàëüíèõ ñèñòåì îö³íþâàííÿ ïðî-
äóêòèâíîñò³, ïðîãíîçóâàííÿ ïëèííîñò³ êàäð³â, ³í-
äèâ³äóàë³çîâàíîãî íàâ÷àííÿ é ðîçâèòêó êàð’ºðè. 
Çàñòîñóâàííÿ òàêèõ òåõíîëîã³é çàáåçïå÷óº ð³ç-
êå ñêîðî÷åííÿ àäì³í³ñòðàòèâíîãî íàâàíòàæåí-
íÿ, ïðîçîð³ñòü ó ïðèéíÿòò³ ð³øåíü, à òàêîæ ñòâî-
ðþº îñíîâó äëÿ ôîðìóâàííÿ öèôðîâîãî ïðîô³ëþ 
ïðàö³âíèêà, ùî âðàõîâóº íå ëèøå êâàë³ô³êàö³é-
í³ õàðàêòåðèñòèêè, à é ïîâåä³íêîâ³ ïàòåðíè, ö³í-
í³ñí³ îð³ºíòàö³¿ òà ñõèëüí³ñòü äî àäàïòàö³¿. ² ñàìå 
öåé ð³âåíü ïåðñîíàë³çàö³¿ º êëþ÷îâèì äëÿ ñòàëî-
ãî ðîçâèòêó, àäæå äîçâîëÿº ðåàë³çîâóâàòè ïðèí-
öèïè ð³âíîñò³, ³íêëþç³¿, áåçïåðåðâíîãî íàâ÷àííÿ 
òà ìåíòàëüíîãî äîáðîáóòó íà ïðàêòèö³.

²ííîâàö³éí³ñòü ó HR â óìîâàõ áóä³âíèöòâà ïðîÿâ-
ëÿºòüñÿ íå ëèøå ó âïðîâàäæåíí³ íîâèõ òåõíîëîã³é, 
à é ó òðàíñôîðìàö³¿ îðãàí³çàö³éíî¿ êóëüòóðè, ðîç-
ðîáö³ ãíó÷êèõ ìîäåëåé çàéíÿòîñò³, àäàïòèâíèõ ðå-
æèì³â âçàºìîä³¿, ïîáóäîâ³ ãîðèçîíòàëüíèõ êîìàíä 
òà ìåðåæåâèõ ñòðóêòóð ë³äåðñòâà. Ó êîíòåêñò³ ñòà-

ëîãî ðîçâèòêó öå îçíà÷àº â³äõ³ä â³ä êîðîòêîòåðì³-
íîâîãî ï³äõîäó äî ëþäñüêèõ ðåñóðñ³â ³ ïåðåõ³ä äî 
ëþäèíîöåíòðè÷íî¿ ñòðàòåã³¿, ùî âêëþ÷àº ðîçâèòîê 
êàð’ºðè ç óðàõóâàííÿì æèòòºâèõ öèêë³â ïðàö³âíè-
êà, åêîëîã³÷íó â³äïîâ³äàëüí³ñòü êàäðîâèõ ð³øåíü 
(íàïðèêëàä, ì³í³ì³çàö³ÿ âóãëåöåâîãî ñë³äó â³ä ïå-
ðåì³ùåííÿ ïåðñîíàëó), à òàêîæ ï³äòðèìêó ïðàö³â-
íèê³â ó ïðîöåñàõ öèôðîâî¿ àäàïòàö³¿. Öå ôîðìóº 
íîâó ëîã³êó âçàºìîä³¿ ó âíóòð³øíüîìó ñåðåäîâè-
ù³ êîìïàí³¿, äå êîæåí ïðàö³âíèê íå ëèøå âèêîíóº 
ñâîþ ôóíêö³þ, à é áåðå ó÷àñòü ó ôîðìóâàíí³ ö³í-
í³ñíî¿ ñèñòåìè, ùî ï³äòðèìóº òðàíñôîðìàö³éíó 
ñòðàòåã³þ ï³äïðèºìñòâà [12].

Ùîá ñèñòåìàòèçóâàòè âïëèâ öèôðîâèõ òà ³í-
íîâàö³éíèõ ôàêòîð³â íà ïðîäóêòèâí³ñòü HR–ñèñ-
òåìè áóä³âåëüíî¿ êîìïàí³¿ â êîíòåêñò³ ñòàëîãî 
ðîçâèòêó, íèæ÷å ïîäàíî òàáëèöþ 1.

Åôåêò öèôðîâ³çàö³¿ â HR–ñèñòåì³ áóä³âåëü-
íî¿ êîìïàí³¿ íå îáìåæóºòüñÿ ëèøå ï³äâèùåííÿì 
øâèäêîñò³ àáî çíèæåííÿì âèòðàò. Éîãî ñïðàâæí³é 
ïîòåíö³àë ïîëÿãàº ó ïåðåôîðìàòóâàíí³ ëîã³êè ïðè-
éíÿòòÿ ð³øåíü ùîäî ïåðñîíàëó — â³ä ðåàêòèâíî¿ äî 
ïðîàêòèâíî¿, â³ä ñòàíäàðòèçîâàíî¿ äî ïåðñîíàë³-
çîâàíî¿. Öå îçíà÷àº, ùî öèôðîâ³ ³íñòðóìåíòè äîç-
âîëÿþòü íå ëèøå àíàë³çóâàòè ìèíóë³ ä³¿ ÷è ïîòî÷í³ 
ïîêàçíèêè, à é ïåðåäáà÷àòè ðèçèêè ìàéáóòí³õ çì³í 
— íàïðèêëàä, éìîâ³ðí³ñòü âèãîðàííÿ êëþ÷îâîãî 
ôàõ³âöÿ, âòðàòó ³íòåðåñó äî ïðîºêòó ñåðåä ìîëî-
äèõ ñïåö³àë³ñò³â ÷è çíèæåííÿ çàëó÷åíîñò³ âíàñë³äîê 
êóëüòóðíîãî äèñáàëàíñó. Íà îñíîâ³ öèõ ïðîãíîç³â 
êîìïàí³ÿ ìîæå çàçäàëåã³äü àäàïòóâàòè íàâàíòà-
æåííÿ, çì³íèòè ë³í³þ êîìóí³êàö³¿ àáî çàïðîïîíóâàòè 
ïåðñîíàë³çîâàíó ïðîãðàìó ï³äòðèìêè [13].

Êð³ì òîãî, öèôðîâ³çàö³ÿ çì³íþº ñàìó ïðèðîäó 
âçàºìîä³¿ ì³æ HR–ï³äðîçä³ëîì òà ³íøèìè ôóíê-
ö³îíàëüíèìè áëîêàìè êîìïàí³¿. Â óìîâàõ ñòàëîãî 
ðîçâèòêó HR âæå íå º ³çîëüîâàíèì áåê–îô³ñîì, à 
ñòàº ³íòåãðîâàíèì åëåìåíòîì îïåðàö³éíîãî ëàí-
öþãà, ò³ñíî ïîâ’ÿçàíèì ³ç ëîã³ñòèêîþ, ô³íàíñàìè, 
ìàðêåòèíãîì ³, ùî íàéâàæëèâ³øå, ³ç ñèñòåìàìè 
çàáåçïå÷åííÿ áåçïåêè òà åêîëîã³÷íî¿ â³äïîâ³äàëü-
íîñò³. Íàïðèêëàä, ³íòåãðàö³ÿ HR–äàíèõ ³ç ñèñòå-
ìàìè ìîí³òîðèíãó ñïîæèâàííÿ ðåñóðñ³â íà îá’ºê-
òàõ äîçâîëÿº âèçíà÷èòè, ÿê³ ôîðìè çàéíÿòîñò³ àáî 
ãðàô³êè ðîáîòè ìàþòü ìåíøèé âóãëåöåâèé ñë³ä. 
Öå ñòâîðþº îñíîâó äëÿ óõâàëåííÿ «çåëåíèõ» êà-
äðîâèõ ð³øåíü — òàêèõ, ùî çíèæóþòü çàãàëüíèé 
âïëèâ íà äîâê³ëëÿ áåç øêîäè äëÿ åôåêòèâíîñò³.

²íøèì âàæëèâèì àñïåêòîì º çì³íà ïàðàäèã-
ìè ìîòèâàö³¿. Ó òðàäèö³éíîìó HR–ôðåéìâîðêó 
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ìîòèâàö³ÿ ïðàö³âíèêà â áóä³âåëüí³é êîìïàí³¿ ÷à-
ñòî çâîäèëàñü äî ìàòåð³àëüíîãî ñòèìóëþâàí-
íÿ, îáìåæåíîãî ïðåì³ÿìè òà áîíóñàìè. Ó öèô-
ðîâî–îð³ºíòîâàíîìó ñåðåäîâèù³ íà ïåðøèé 
ïëàí âèõîäÿòü íåìàòåð³àëüí³ ÷èííèêè — â³ä÷óò-
òÿ çàëó÷åíîñò³ äî ñï³ëüíî¿ ì³ñ³¿, ìîæëèâ³ñòü ñà-
ìîðåàë³çàö³¿ ÷åðåç âíóòð³øí³ îñâ³òí³ ïëàòôîðìè, 
ïðîçîð³ñòü ³ ñïðàâåäëèâ³ñòü îö³íêè [14]. Ñàìå ³í-
íîâàö³éí³ HR–ñèñòåìè äîçâîëÿþòü êâàíòèô³êó-
âàòè é â³çóàë³çóâàòè òàê³ íåìàòåð³àëüí³ ïîêàç-
íèêè, ñòâîðþþ÷è ãíó÷ê³ àëãîðèòìè ìîòèâàö³¿, 
ÿê³ âðàõîâóþòü ïåðñîíàëüí³ ïð³îðèòåòè êîæíîãî 
ïðàö³âíèêà, âêëþ÷àþ÷è ãåíäåðíó ð³âí³ñòü, áàëàíñ 
ðîáîòè é æèòòÿ, ï³äòðèìêó ìåíòàëüíîãî çäîðîâ’ÿ.

Ó ïðîäîâæåííÿ ðîçêðèòòÿ ïðîöåñ³â öèôðîâî¿ 
òðàíñôîðìàö³¿ HR–ñèñòåìè â áóä³âåëüíèõ êîìïà-
í³ÿõ, îñîáëèâó óâàãó ñë³ä ïðèä³ëèòè ïîíÿòòþ «öèô-
ðîâà êóëüòóðà» ÿê îñíîâ³ åôåêòèâíîãî âïðîâà-
äæåííÿ ³ííîâàö³é òà ï³äâèùåííÿ ïðîäóêòèâíîñò³ 
ïåðñîíàëó â óìîâàõ ñòàëîãî ðîçâèòêó. Öèôðîâà 
êóëüòóðà â HR–ìåíåäæìåíò³ áóä³âåëüíîãî ï³äïðè-
ºìñòâà — öå íå ïðîñòî òåõíîëîã³÷íå îíîâëåííÿ, à 
ñèñòåìíà çì³íà ö³ííîñòåé, óïðàâë³íñüêèõ ï³äõî-
ä³â òà ì³æîñîáèñò³ñíî¿ âçàºìîä³¿, ÿêà ïåðåäáà÷àº 
ãîòîâí³ñòü ïåðñîíàëó äî ðîáîòè â óìîâàõ ïîñò³é-
íî¿ öèôðîâî¿ àäàïòàö³¿, øâèäêî¿ çì³íþâàíîñò³ ³í-
ñòðóìåíò³â, â³äêðèòîãî îáì³íó äàíèìè òà äåöåí-
òðàë³çîâàíîãî ïðèéíÿòòÿ ð³øåíü. Öå ñåðåäîâèùå, 
äå êîæåí ïðàö³âíèê âèñòóïàº íå ëèøå êîðèñòóâà-
÷åì öèôðîâèõ ïëàòôîðì, à é àêòèâíèì ó÷àñíèêîì 
öèôðîâèõ ïåðåòâîðåíü îðãàí³çàö³¿.

Çã³äíî ç äîñë³äæåííÿì Äæîðäæà Âåñòåðìàíà, 
Ä³äüº Áîííå òà Åíäðþ Ìàêàô³ (2014), öèôðîâà 
êóëüòóðà º ðåçóëüòàòîì ³íòåãðàö³¿ òåõíîëîã³÷íèõ 
ð³øåíü ç îðãàí³çàö³éíîþ ïîâåä³íêîþ, äå ë³äåðñòâî, 

äîâ³ðà, ñì³ëèâ³ñòü äî åêñïåðèìåíò³â òà â³äêðèò³ñòü 
äî ïîñò³éíîãî íàâ÷àííÿ ôîðìóþòü ïåðåäóìîâè 
åôåêòèâíî¿ òðàíñôîðìàö³¿ [1]. Àâòîðè ï³äêðåñ-
ëþþòü, ùî ñàìå êóëüòóðíà ñêëàäîâà âèçíà÷àº, 
÷è áóäå öèôðîâ³çàö³ÿ ðåçóëüòàòèâíîþ, îñîáëè-
âî â êîíñåðâàòèâíèõ ãàëóçÿõ ³ç âèñîêèì ñòóïå-
íåì ñêëàäíîñò³ — ÿê–îò áóä³âíèöòâî. Ó ñâîþ ÷åð-
ãó, Äæîø Áåðñ³í òà Ìàðêóñ Çàî–Ñàíäåðñ (2020) 
ó ïóáë³êàö³¿ äëÿ Harvard Business Review àêöåíòó-
þòü íà òîìó, ùî öèôðîâà êóëüòóðà â HR — öå íà-
ñàìïåðåä ïðî åòèêó âçàºìîä³¿, äîñòóïí³ñòü çíàíü, 
ïðîçîð³ñòü ïðîöåñ³â ³ ãíó÷ê³ñòü êîìóí³êàö³é [2].

Âàæëèâå ì³ñöå ó ðîçóì³íí³ öèôðîâî¿ êóëüòóðè 
çàéìàº òàêîæ ðîáîòà Ñåáàñòüÿíà Ðàéøà òà Ñòå-
ôàíà Êðàêîâñê³ (2021), ÿê³ äîñë³äèëè çâ’ÿçîê ì³æ 
êóëüòóðîþ öèôðîâî¿ àäàïòàö³¿, ð³âíåì ä³äæèòàë–
êîìïåòåíòíîñòåé ïåðñîíàëó òà åôåêòèâí³ñòþ àâ-
òîìàòèçîâàíèõ ñèñòåì ó ñêëàäíèõ âèðîáíè÷èõ 
åêîñèñòåìàõ. Âîíè âèÿâèëè, ùî â óìîâàõ âèñîêî¿ 
òåõíîëîã³÷íî¿ çì³ííîñò³ ñàìå ð³âåíü öèôðîâî¿ êóëü-
òóðè âèçíà÷àº, ÷è çìîæóòü ïðàö³âíèêè ïðèéíÿòè 
àëãîðèòì³çîâàí³ ð³øåííÿ ÿê ÷àñòèíó êîëåêòèâíî¿ 
â³äïîâ³äàëüíîñò³, à íå ÿê çîâí³øí³é êîíòðîëü [3]. 

Ùîá ñòðóêòóðíî óíàî÷íèòè êëþ÷îâ³ êîìïîíåí-
òè öèôðîâî¿ êóëüòóðè â HR–ìåíåäæìåíò³ áóä³-
âåëüíîãî ï³äïðèºìñòâà, ïîäàíî ðèñóíîê 1, ÿêèé 
â³äîáðàæàº ¿¿ âíóòð³øíþ àðõ³òåêòóðó.

Öèôðîâà êóëüòóðà âêëþ÷àº ÷îòèðè âçàºìîçà-
ëåæí³ äîìåíè: òåõíîëîã³÷í³ ³íñòðóìåíòè, öèôðîâ³ 
êîìïåòåíö³¿, åòè÷í³ ïðèíöèïè âçàºìîä³¿ òà îðãà-
í³çàö³éí³ ïðàêòèêè. Óñ³ ö³ êîìïîíåíòè ôîðìóþòü 
ºäèíèé ïðîñò³ð, ó ÿêîìó HR–ïðîöåñè íå ò³ëü-
êè àâòîìàòèçîâàí³, àëå é äîïîâíåí³ ñèñòåìàìè 
çâîðîòíîãî çâ’ÿçêó, àíàë³òèêè ïîâåä³íêè, ïåðñî-
íàë³çîâàíîãî íàâ÷àííÿ òà ðîçïîä³ëåíîãî óïðàâ-

²ííîâàö³éíî–öèôðîâèé 
åëåìåíò

Ôóíêö³îíàëüíèé åôåêò â HR–
ñèñòåì³

Âïëèâ íà ïðîäóêòèâí³ñòü ó ñòàëîìó 
ñåðåäîâèù³

Õìàðí³ HR–ïëàòôîðìè 
(SAP, Workday, BambooHR)

Àâòîìàòèçàö³ÿ äîêóìåíòîîá³ãó, 
óïðàâë³ííÿ æèòòºâèì öèêëîì 
ïðàö³âíèêà

Çìåíøåííÿ àäì³í³ñòðàòèâíèõ âèòðàò, 
ïðèñêîðåííÿ àäàïòàö³¿ ïåðñîíàëó

Àíàë³òèêà Big Data äëÿ 
óïðàâë³ííÿ òàëàíòàìè

Ïîáóäîâà ìîäåëåé ïëèííîñò³, 
ïðîäóêòèâíîñò³, ðèçèê³â âèãîðàííÿ

Ïðîàêòèâíå óïðàâë³ííÿ, çíèæåííÿ 
âòðàò â³ä íååôåêòèâíèõ ïðèçíà÷åíü

Ñèñòåìè ³íäèâ³äóàëüíîãî 
e–learning

Ðîçâèòîê öèôðîâèõ íàâè÷îê, áåç-
ïåðåðâíå íàâ÷àííÿ

Ôîðìóâàííÿ ñò³éêèõ êîìàíä, ãíó÷ê³ñòü 
ïðè ïåðåõîä³ íà íîâ³ òåõíîëîã³¿

Åòè÷íà àíàë³òèêà ïîâåä³íêè 
(People Analytics)

Ìîí³òîðèíã åìîö³éíîãî ñòàíó, 
âèÿâëåííÿ êîíôë³êòíèõ çîí

Ï³äâèùåííÿ äîâ³ðè äî êåð³âíèöòâà, 
çìåíøåííÿ êîíôë³êòíîñò³ â êîëåêòèâàõ

Ãåéì³ô³êîâàí³ ñèñòåìè 
îö³íêè

Ìîòèâàö³ÿ, çâîðîòíèé çâ’ÿçîê, 
ïîêðàùåííÿ çàëó÷åíîñò³

Çðîñòàííÿ âíóòð³øíüî¿ ³í³ö³àòèâíîñò³ òà 
³íäåêñó çàäîâîëåíîñò³ ïåðñîíàëó

Òàáëèöÿ 1. Âïëèâ öèôðîâ³çàö³¿ òà ³ííîâàö³é íà ïðîäóêòèâí³ñòü HR–ìåíåäæìåíòó â óìîâàõ 
ñòàëîãî ðîçâèòêó 

Äæåðåëî: ðîçðîáëåíî àâòîðîì íà îñíîâ³ [12]
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ë³ííÿ çíàííÿìè. Îñîáëèâî àêòóàëüíîþ öèôðîâà 
êóëüòóðà ñòàº â óìîâàõ ñòàëîãî ðîçâèòêó, îñê³ëü-
êè âîíà äîçâîëÿº ôîðìóâàòè ñîö³àëüíî â³äïî-
â³äàëüíó, â³äêðèòó òà ³ííîâàö³éíó ìîäåëü êîð-
ïîðàòèâíîãî óïðàâë³ííÿ, ó ÿê³é êîæåí ïðàö³âíèê 
— íåçàëåæíî â³ä ñòàòóñó — ìàº äîñòóï äî äàíèõ, 
âïëèâ íà ïðîöåñè é ó÷àñòü ó êîëåêòèâíîìó óõâà-
ëåíí³ ð³øåíü [4].

Ó ìåæàõ àíàë³çó öèôðîâî¿ òðàíñôîðìàö³¿ HR–
ïðîöåñ³â áóä³âåëüíîãî ï³äïðèºìñòâà âàæëè-
âèì ÷èííèêîì ñòàëîãî ðîçâèòêó âèñòóïàº ïîíÿòòÿ 
«öèôðîâà àíàë³òèêà ïðîäóêòèâíîñò³ ïðàö³âíèê³â». 
Öå ïîíÿòòÿ ïåðåäáà÷àº âèêîðèñòàííÿ öèôðîâèõ ³í-
ñòðóìåíò³â äëÿ ãëèáîêîãî àíàë³çó ïîêàçíèê³â åôåê-
òèâíîñò³ ðîáîòè ïåðñîíàëó, âêëþ÷àþ÷è íå ëèøå 
îáñÿã âèêîíàíèõ çàâäàíü, à é ïîâåä³íêîâ³ àñïåêòè, 
çàëó÷åí³ñòü, àäàïòèâí³ñòü, âçàºìîä³þ â êîìàíä³ òà 
ðåàêö³þ íà çì³íí³ ôàêòîðè âèðîáíè÷îãî ñåðåäîâè-
ùà. Â óìîâàõ ñòàëîãî áóä³âíèöòâà îñîáëèâîãî çíà-
÷åííÿ íàáóâàº çäàòí³ñòü àíàë³çóâàòè ïðîäóêòèâ-
í³ñòü ó êîíòåêñò³ åíåðãîåôåêòèâíîñò³, ñîö³àëüíî¿ 
â³äïîâ³äàëüíîñò³ òà ðåñóðñíî¿ ðàö³îíàëüíîñò³.

Íàóêîâö³ âñå ÷àñò³øå çâåðòàþòü óâàãó íà òå, ùî 
àíàë³òèêà ïðîäóêòèâíîñò³ íå ïîâèííà îáìåæóâà-
òèñü ô³êñîâàíèìè ³íäèêàòîðàìè. ßê ï³äêðåñëþº 
Òîì Äåéâïîðòåð (2017), öèôðîâà àíàë³òèêà äàº 
çìîãó îðãàí³çàö³ÿì âèéòè çà ìåæ³ ïðîñòîãî ìî-
í³òîðèíãó ³ ðîçâèâàòè àíàë³òè÷íó ÷óòëèâ³ñòü äî 
çì³ííèõ ôàêòîð³â ïîâåä³íêè ïåðñîíàëó. Ñàìå öÿ 
âëàñòèâ³ñòü ìàº îñîáëèâå çíà÷åííÿ â áóä³âåëü-

íèõ ïðîºêòàõ, äå âèðîáíè÷³ óìîâè äèíàì³÷í³, à êî-
ìàíäè ÷àñòî ôîðìóþòüñÿ ï³ä êîíêðåòíèé îá’ºêò. 
Íà äóìêó äîñë³äíèö³ Åë³ñ âàí Âë³íäåðåí (2019), 
ó öèôðîâèõ ñåðåäîâèùàõ êëþ÷åì äî ï³äâèùåííÿ 
ïðîäóêòèâíîñò³ º âèêîðèñòàííÿ ãíó÷êèõ ìîäåëåé 
KPI, ùî ³íòåãðóþòü ñîö³àëüí³, òåõí³÷í³ é îïåðàö³éí³ 
ïàðàìåòðè ïðàö³ â îäèí äèíàì³÷íèé ïðîô³ëü [5].

Âîäíî÷àñ, çã³äíî ç äîñë³äæåííÿì Áåíäæàì³íà 
Âàðò³êåðà (2020), âèêîðèñòàííÿ òåõíîëîã³é àíà-
ë³òèêè ïðîäóêòèâíîñò³ â áóä³âíèöòâ³ ïîâèííå âðà-
õîâóâàòè åòè÷í³ ìåæ³ òà áàëàíñ ì³æ ïðîçîð³ñòþ ³ 
ïðèâàòí³ñòþ, ùî îñîáëèâî àêòóàëüíî â ñèñòåìàõ 
ñòàëîãî óïðàâë³ííÿ ïåðñîíàëîì. Àíàë³òèêà âòðà-
÷àº åôåêòèâí³ñòü áåç äîâ³ðè ç áîêó ïðàö³âíèê³â, à 
¿¿ ðåçóëüòàòèâí³ñòü çàëåæèòü â³ä ð³âíÿ ³íòåãðàö³¿ ç 
³íøèìè öèôðîâèìè ñåðåäîâèùàìè — BIM, ERP, 
CRM, ÿê³ çàáåçïå÷óþòü êîíòåêñò äëÿ àíàë³çó ïî-
âåä³íêîâèõ ³ òåõí³÷íèõ äàíèõ.

Äëÿ óçàãàëüíåííÿ ïîçèö³é àâòîð³â íèæ÷å ïîäà-
íî òàáëèöþ 2, ÿêà äåìîíñòðóº, ÿê ïîíÿòòÿ öèô-
ðîâî¿ àíàë³òèêè ïðîäóêòèâíîñò³ ðîçêðèâàëîñü ó 
ð³çíèõ äîñë³äæåííÿõ ç àêöåíòîì íà áóä³âåëüíó 
ñôåðó òà ñòàëèé ðîçâèòîê.

Ó êîíòåêñò³ öèôðîâî¿ àíàë³òèêè ïðîäóêòèâíîñ-
ò³ áóä³âåëüíîãî ï³äïðèºìñòâà ï³ñëÿ ðîçãëÿäó àâ-
òîðñüêèõ òðàêòóâàíü âàðòî îñîáëèâî àêöåíòóâà-
òè óâàãó íà ¿¿ ïðèêëàäíîìó âèì³ð³ — òîáòî òîìó, ÿê 
ñàìå â³äáóâàºòüñÿ ³íòåãðàö³ÿ àíàë³òè÷íèõ äàíèõ 
ó ïðîöåñè óïðàâë³ííÿ ïåðñîíàëîì, ïðîºêòàìè òà 
³íñòèòóö³éíîþ ïàì’ÿòòþ ï³äïðèºìñòâà. Ó ñó÷àñ-

Ðèñóíîê 1. Ñòðóêòóðà öèôðîâî¿ êóëüòóðè â HR–ìåíåäæìåíò³ áóä³âåëüíîãî ï³äïðèºìñòâà 
Äæåðåëî: ðîçðîáëåíî àâòîðîì íà îñíîâ³ [3]
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íèõ áóä³âåëüíèõ êîìïàí³ÿõ àíàë³òè÷í³ ìîäóë³ äå-
äàë³ ÷àñò³øå âêëþ÷àþòü â³çóàëüí³ äàøáîðäè, ùî 
ñèíõðîí³çóþòüñÿ ç ðåçóëüòàòàìè ùîòèæíåâèõ 
ïåðåãëÿä³â êîìàíä, ïîêàçíèêàìè BIM–ìîäåëåé 
òà äèíàì³êîþ åíåðãîåôåêòèâíîñò³ íà îá’ºêòàõ.

Òàêèé çâ’ÿçîê ì³æ àíàë³òè÷íèì âèì³ðîì ³ ñòðà-
òåã³÷íèì ïëàíóâàííÿì äàº çìîãó íå ëèøå ³äåí-
òèô³êóâàòè ïðîáëåìí³ çîíè — íàïðèêëàä, ñïàäè 
ïðîäóêòèâíîñò³ íà îêðåìèõ åòàïàõ áóä³âíèöòâà 
— àëå é áóäóâàòè ïðîãíîñòè÷í³ ìîäåë³, ÿê³ âðà-
õîâóþòü ïîãîäí³ óìîâè, ô³ç³îëîã³÷íó âòîìó ïðà-
ö³âíèê³â, à òàêîæ ÿê³ñí³ ÷èííèêè êîìàíäíî¿ âçà-
ºìîä³¿. ßê ï³äêðåñëþº Äåñåðñ, åôåêòèâí³ñòü 
âèêîðèñòàííÿ öèôðîâî¿ àíàë³òèêè ó áóä³âíèöòâ³ 
çàëåæèòü íå ñò³ëüêè â³ä ¿¿ òåõíîëîã³÷íî¿ ñêëàäíîñ-
ò³, ñê³ëüêè â³ä ³íñòèòóö³éíî¿ ãîòîâíîñò³ îðãàí³çàö³¿ 
ä³ÿòè íà îñíîâ³ äàíèõ — äåëåãóâàòè ð³øåííÿ, ïå-
ðåáóäîâóâàòè ãðàô³êè, ïåðåãëÿäàòè íîðìè.

Âàðòî çàçíà÷èòè, ùî öèôðîâà àíàë³òèêà òàêîæ 
â³äêðèâàº ìîæëèâ³ñòü âèì³ðþâàòè âïëèâ ñîö³-
àëüíî–åêîëîã³÷íèõ ïîêàçíèê³â íà ïðîäóêòèâí³ñòü. 
Íàïðèêëàä, ïðîºêòè, ùî âïðîâàäæóþòü ïðèíöè-
ïè «çåëåíîãî áóä³âíèöòâà» (LEED, BREEAM), äå-
ìîíñòðóþòü íîâ³ ïàòåðíè ìîòèâàö³¿ ïðàö³âíèê³â, 
äå åêîëîã³÷íà â³äïîâ³äàëüí³ñòü ñòàº âíóòð³øí³ì 
äðàéâåðîì ÿêîñò³ âèêîíàííÿ ðîá³ò. Òàêèì ÷èíîì, 
àíàë³òèêà ïåðåòâîðþºòüñÿ ç ³íñòðóìåíòó êîíòð-
îëþ íà ìåõàí³çì ï³äñèëåííÿ ñîö³àëüíîãî êàï³òà-
ëó êîìïàí³¿, ùî íàïðÿìó ïîâ’ÿçàíå ç³ ñòðàòåã³ºþ 
ñòàëîãî ðîçâèòêó â áóä³âåëüíîìó ñåãìåíò³ [8].

Ó ìåæàõ òðàíñôîðìàö³éíîãî ï³äõîäó äî óïðàâ-
ë³ííÿ òðóäîâèìè ðåñóðñàìè ó áóä³âåëüí³é ãàëóç³ 
íà îñíîâ³ ïðèíöèï³â ñòàëîãî ðîçâèòêó âñå á³ëüøî¿ 
àêòóàëüíîñò³ íàáóâàº ïèòàííÿ àíàë³òè÷íî¿ îö³íêè 
âíåñêó ïðàö³âíèêà â åêîëîã³÷íó, ñîö³àëüíó òà åêî-
íîì³÷íó ñòàë³ñòü ï³äïðèºìñòâà. Ó òðàäèö³éíèõ ï³ä-
õîäàõ HR–ìåíåäæìåíòó ïðîäóêòèâí³ñòü çàçâè÷àé 
ðîçãëÿäàëàñÿ êð³çü ïðèçìó ê³ëüê³ñíèõ ïîêàçíèê³â — 

îáñÿã âèêîíàíî¿ ðîáîòè, øâèäê³ñòü, â³äâ³äóâàí³ñòü 
àáî ê³ëüê³ñòü ïðîºêò³â. Ïðîòå öèôðîâå ñåðåäîâèùå 
âèìàãàº çíà÷íî ãëèáøî¿ àíàë³òèêè, ÿêà äîçâîëÿº 
âèÿâèòè íå ò³ëüêè ðåçóëüòàò, à é ïðîöåñ äîñÿãíåííÿ 
ðåçóëüòàòó, âêëþ÷àþ÷è ôàêòîðè ïîâåä³íêè, åêîëî-
ã³÷íîãî âïëèâó òà êîìàíäíî¿ âçàºìîä³¿.

Îäí³ºþ ç íàéâàæëèâ³øèõ çì³í º ïåðåîð³ºí-
òàö³ÿ ìåòðèê ó á³ê ö³íí³ñíî–îð³ºíòîâàíî¿ ïðî-
äóêòèâíîñò³, ÿêà âðàõîâóº íå ëèøå ê³ëüê³ñòü, à é 
ÿê³ñòü âïëèâó ïðàö³âíèêà íà ñòðàòåã³÷í³ îð³ºí-
òèðè êîìïàí³¿. Çîêðåìà, òàê³ ìåòðèêè, ÿê «³íäåêñ 
çàëó÷åíîñò³ ó ñòàë³ ³í³ö³àòèâè», «ïîêàçíèê ó÷àñò³ 
ó öèôðîâèõ ³ííîâàö³ÿõ» ÷è «ð³âåíü åêîëîã³÷íî-
ãî äîòðèìàííÿ ó òðóäîâ³é ïîâåä³íö³», ïî÷èíàþòü 
â³ä³ãðàâàòè íå ìåíø çíà÷èìó ðîëü, í³æ êëàñè÷-
í³ KPI. Âîäíî÷àñ, çàâäÿêè ³íñòðóìåíòàì People 
Analytics òà öèôðîâèõ äàøáîðä³â ìîæëèâà íå 
ëèøå ô³êñàö³ÿ òàêèõ ïàðàìåòð³â, à é ¿õíÿ äèíà-
ì³÷íà îö³íêà â ðåàëüíîìó ÷àñ³, ùî â³äêðèâàº íî-
â³ ãîðèçîíòè óïðàâë³ííÿ ëþäñüêèì êàï³òàëîì [9].

Ðèñóíîê 2 ³ëþñòðóº ãðóïè öèôðîâèõ HR–ìå-
òðèê, ÿê³ â³äîáðàæàþòü âíåñîê ïðàö³âíèêà â ñòà-
ë³ñòü áóä³âåëüíîãî ï³äïðèºìñòâà, ç ïîä³ëîì íà 
îïåðàö³éí³, ïîâåä³íêîâ³, åêîëîã³÷í³ òà ³ííîâàö³éí³ 
ð³âí³. Öåé êëàñòåðíèé ðîçïîä³ë äàº çìîãó ïîáó-
äóâàòè áàãàòîâèì³ðíó ìîäåëü îö³íêè ïåðñîíàëó 
íà ïåðåòèí³ öèôðîâèõ ³íñòðóìåíò³â òà ö³ííîñòåé 
ñòàëîãî ðîçâèòêó [10].

Îäíèì ³ç íàéá³ëüø âàæëèâèõ çàâäàíü ñó÷àñíî-
ãî HR–àíàë³òèêà ñòàº ïîáóäîâà ã³áðèäíî¿ ñèñòå-
ìè îö³íêè, äå êëàñè÷í³ ê³ëüê³ñí³ ïîêàçíèêè äîïîâ-
íþþòüñÿ ÿê³ñíèìè, ïîâåä³íêîâèìè òà ñîö³àëüíî 
çíà÷óùèìè ìåòðèêàìè. Íàïðèêëàä, çàì³ñòü ³çî-
ëüîâàíî¿ îö³íêè ïðîäóêòèâíîñò³ çà íîðìàìè àáî 
ïëàíîâèìè ïîêàçíèêàìè äåäàë³ ÷àñò³øå çàñòîñî-
âóºòüñÿ ³íäåêñ "Social Impact per Task", ÿêèé ïîºä-
íóº îáñÿã âèêîíàíî¿ ðîáîòè ³ç ¿¿ âíåñêîì ó çàãàëüíó 
ïîë³òèêó ñîö³àëüíî¿ â³äïîâ³äàëüíîñò³ êîìïàí³¿.

Àâòîð, ð³ê Îñíîâíà ³äåÿ òðàêòóâàííÿ Çâ’ÿçîê ç³ ñòà-
ëèì ðîçâèòêîì

Àêòóàëüí³ñòü äëÿ áóä³-
âåëüíîãî ï³äïðèºìñòâà

Òîì Äåéâïîðòåð 
[4]

Àíàë³òèêà ÿê ñòðàòåã³÷íà ïåðåâàãà 
÷åðåç ïåðåäáà÷åííÿ ïðîäóêòèâíîñò³ Âèñîêèé Âðàõóâàííÿ çì³í ó ïîâå-

ä³íö³ íà îñíîâ³ äàíèõ
Åë³ñ âàí Âë³íäåðåí 
[5]

Äèíàì³÷í³ KPI ó öèôðîâèõ HR–ñå-
ðåäîâèùàõ Ñåðåäí³é ²íòåãðàö³ÿ ïîâåä³íêîâèõ ³ 

îïåðàö³éíèõ ìåòðèê

Áåíäæàì³í Âàðò³-
êåð [6]

Áàëàíñ àíàë³òèêè é åòèêè â ñåðåä-
îâèùàõ âèñîêî¿ â³äïîâ³äàëüíîñò³ Âèñîêèé

Çàáåçïå÷åííÿ äîâ³ðè é 
ïðîçîðîñò³ ó âèì³ðþâàí-
íÿõ

Îë³â’º Äåññåð [7] ²íòåãðàö³ÿ HR–àíàë³òèêè ç BIM/
ERP äëÿ êîìïëåêñíîãî àíàë³çó Âèñîêèé Ñèñòåìíå áà÷åííÿ åôåê-

òèâíîñò³ ïðàö³

Òàáëèöÿ 2. Ï³äõîäè äî òðàêòóâàííÿ öèôðîâî¿ àíàë³òèêè ïðîäóêòèâíîñò³ ó áóä³âíèöòâ³ 

Äæåðåëî: ðîçðîáëåíî àâòîðîì íà îñíîâ³ [4, 5, 6, 7]
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Ó áóä³âåëüíîìó ñåðåäîâèù³ öå ìîæå áóòè, íà-
ïðèêëàä, ó÷àñòü ïðàö³âíèêà ó ³í³ö³àòèâàõ ç óòèë³-
çàö³¿ áóä³âåëüíèõ â³äõîä³â, âïðîâàäæåíí³ åíåðãîå-
ôåêòèâíèõ ð³øåíü àáî ôîðìóâàíí³ ³íêëþçèâíîãî 
ì³êðîêë³ìàòó â êîìàíä³ [11].

Öèôðîâå ñåðåäîâèùå HR–àíàë³òèêè òàêîæ 
äîçâîëÿº ³íòåãðóâàòè ìåòðèêè íà ð³âí³ ïðîºêòíî-
ãî ìåíåäæìåíòó. Çîêðåìà, àíàë³òèêè ìîæóòü ñï³â-
â³äíîñèòè ³íäèâ³äóàëüí³ ìåòðèêè ïðàö³âíèê³â ³ç äè-
íàì³êîþ âèêîíàííÿ ïðîºêò³â, åêîëîã³÷íèì àóäèòîì 
àáî ð³âíåì çàäîâîëåíîñò³ çàìîâíèêà, ñòâîðþþ÷è 
ïîâíîö³ííó êàðòó åôåêòèâíîñò³ ïåðñîíàëó, ÿêà âè-
õîäèòü çà ìåæ³ òðàäèö³éíîãî òàáåëþ.

Ó êîíòåêñò³ öèôðîâîãî HR–ìåíåäæìåíòó, îð³-
ºíòîâàíîãî íà ñòàëèé ðîçâèòîê, íàäçâè÷àéíî 
âàæëèâîþ º ñèñòåìàòèçàö³ÿ êëþ÷îâèõ ìåòðèê, ÿê³ 
äîçâîëÿþòü ô³êñóâàòè íå ëèøå îáñÿã àáî øâèä-
ê³ñòü âèêîíàííÿ çàâäàíü, àëå é ãëèáèíó âíåñêó 
ïðàö³âíèêà â åêîëîã³÷í³, ñîö³àëüí³ òà ³ííîâàö³éí³ 
îð³ºíòèðè ï³äïðèºìñòâà. Äëÿ êîìïëåêñíîãî â³äî-
áðàæåííÿ öüîãî ï³äõîäó äîö³ëüíî ïðåäñòàâèòè òà-
áëèöþ 3, ùî óçàãàëüíþº îñíîâí³ êàòåãîð³¿ öèôðî-
âèõ ìåòðèê, ¿õ çì³ñòîâå íàâàíòàæåííÿ òà â³äïîâ³äí³ 
äæåðåëà ç ñó÷àñíî¿ íàóêîâî¿ ë³òåðàòóðè [17].

Ðåçóëüòàòè âïðîâàäæåííÿ òàêèõ ìåòðèê íà 
ïðàêòèö³ äåìîíñòðóþòü, ùî åôåêòèâí³ñòü ïðàö³â-
íèêà â óìîâàõ ñòàëîãî áóä³âíèöòâà íå ìîæå áó-
òè âèì³ðÿíà ëèøå îáñÿãîì âèêîíàíîãî çàâäàííÿ. 
Âîíà ïðîÿâëÿºòüñÿ ÷åðåç çäàòí³ñòü àäàïòóâàòè-
ñÿ äî íîâèõ ñòàíäàðò³â, ñï³âïðàöþâàòè â ìóëü-
òèäèñöèïë³íàðíîìó ñåðåäîâèù³, äîòðèìóâàòèñü 
åòè÷íèõ íîðì ïðàö³ òà ï³äòðèìóâàòè ³ííîâàö³é-
íó äèíàì³êó êîìïàí³¿. Íàäàë³ ðîçâèòîê öèôðî-

âî¿ HR–àíàë³òèêè ïåðåäáà÷àº ùå ãëèáøå ïåðñî-
íàë³çîâàíå âèì³ðþâàííÿ, âêëþ÷íî ç åìîö³éíîþ 
àíàë³òèêîþ, êîãí³òèâíèìè ïðîô³ëÿìè òà ïðîãíî-
çàìè ðèçèêó âèãîðàííÿ, ùî ìîæå ñóòòºâî ïîñè-
ëèòè ñòðàòåã³¿ óïðàâë³ííÿ ñòàëèì ðîçâèòêîì ó áó-
ä³âåëüíèõ ï³äïðèºìñòâàõ.

Äîäàòêîâî äî íàâåäåíèõ ìåòðèê âàðòî çâåðíó-
òè óâàãó íà ¿õíþ äèíàì³÷íó òà ³íòåãðàö³éíó ïðè-
ðîäó, ùî çàáåçïå÷óº ïåðåõ³ä â³ä ðàçîâèõ îö³íîê 
äî áåçïåðåðâíîãî ìîí³òîðèíãó âíåñêó ïðàö³âíè-
êà. Çàâäÿêè öèôðîâèì ïëàòôîðìàì — òàêèì ÿê 
SAP SuccessFactors, Microsoft Viva àáî Workday 
— ìîæëèâî ôîðìóâàòè ³íäèâ³äóàëüí³ òðàºêòîð³¿ 
ïðîôåñ³éíîãî ðîçâèòêó, ÿê³ â³äîáðàæàþòü íå ëè-
øå ïðîäóêòèâí³ñòü, à é ñòàë³ñòü ïîâåä³íêè, ³ííî-
âàö³éíèé ïîòåíö³àë òà ñîö³àëüíó çàëó÷åí³ñòü.

Ó öüîìó êîíòåêñò³ îñîáëèâå çíà÷åííÿ ìàº çà-
ñòîñóâàííÿ àíàë³òèêè ïðåäèêòèâíîãî òèïó, ÿêà 
äîçâîëÿº HR–â³ää³ëàì íå ëèøå ô³êñóâàòè ôàê-
òè÷í³ ïîêàçíèêè, à é ïðîãíîçóâàòè çì³íè ó òðóäîâ³é 
ïîâåä³íö³ ï³ä âïëèâîì çîâí³øí³õ ³ âíóòð³øí³õ ôàê-
òîð³â — åêîíîì³÷íî¿ âîëàòèëüíîñò³, íàâàíòàæåí-
íÿ, äèíàì³êè êîìàíäíî¿ âçàºìîä³¿ òîùî. Íàïðè-
êëàä, çíèæåííÿ ³íäåêñó çàëó÷åííÿ àáî ñïàä ó÷àñò³ 
â ³ííîâàö³éíèõ ³í³ö³àòèâàõ ìîæå ñèãíàë³çóâàòè ïðî 
ðèçèê åìîö³éíîãî âèãîðàííÿ àáî çíèæåííÿ ìîòè-
âàö³¿, ùî âèìàãàº íåãàéíîãî ðåàãóâàííÿ.

Öèôðîâ³ ìåòðèêè åôåêòèâíîñò³ íàáóâàþòü 
ñòðàòåã³÷íî¿ âàãè: âîíè äîçâîëÿþòü áóä³âåëüíî-
ìó ï³äïðèºìñòâó íå ëèøå ðåàãóâàòè íà ïîòî÷-
íèé ñòàí ïðîäóêòèâíîñò³, à é óïðàâëÿòè íåþ ïðî-
àêòèâíî, çàáåçïå÷óþ÷è äîâãîñòðîêîâó ñòàë³ñòü 
ðîçâèòêó. Òàêèé ï³äõ³ä ³íòåãðóºòüñÿ â çàãàëüíó 

Ðèñóíîê 2. Ìåòðèêè åôåêòèâíîñò³ ïðàö³âíèêà â öèôðîâîìó HR–ñåðåäîâèù³ ñòàëîãî áóä³âíèöòâà 
Äæåðåëî: ðîçðîáëåíî àâòîðîì íà îñíîâ³ [10]
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ñèñòåìó ñòàëîãî óïðàâë³ííÿ ïðîºêòàìè, äå ëþä-
ñüêèé êàï³òàë ðîçãëÿäàºòüñÿ íå ÿê çì³ííà âè-
òðàòà, à ÿê êëþ÷îâèé ðåñóðñ ç âèñîêèì ð³âíåì 
âïëèâó íà ðåïóòàö³þ, ³ííîâàö³éí³ñòü ³ ñîö³àëüíó 
â³äïîâ³äàëüí³ñòü êîìïàí³¿ [12].

Ó ìåæàõ öèôðîâî¿ òðàíñôîðìàö³¿ HR–ñèñòåì 
ó áóä³âåëüíèõ êîìïàí³ÿõ âñå á³ëüøî¿ âàãè íàáó-
âàº ïîíÿòòÿ «öèôðîâà ³äåíòè÷í³ñòü ïðàö³âíèêà», 
îñîáëèâî â óìîâàõ òðàíñôîðìàö³éíîãî ðèíêó 
ïðàö³. Éäåòüñÿ íå ëèøå ïðî íàÿâí³ñòü öèôðîâî-
ãî ïðîô³ëþ â êîðïîðàòèâí³é ñèñòåì³, à ïðî êîìï-
ëåêñíå ïðåäñòàâëåííÿ îñîáèñòîñò³ ïðàö³âíèêà 
ó öèôðîâîìó ñåðåäîâèù³ ï³äïðèºìñòâà: öå äàí³ 
ïðî éîãî êîìïåòåíö³¿, öèôðîâ³ ñë³äè ïðîôåñ³éíî¿ 
ä³ÿëüíîñò³, ³ñòîð³þ íàâ÷àííÿ, ïîêàçíèêè çàëó÷å-
íîñò³, ðåàêö³¿ íà ³ííîâàö³éí³ ³í³ö³àòèâè, äîòðèìàí-
íÿ åòè÷íèõ ñòàíäàðò³â òà çäàòí³ñòü äî êîìàíäíî¿ 
âçàºìîä³¿. Ó ñôåð³ áóä³âíèöòâà, äå ïîºäíóþòü-
ñÿ òðàäèö³éí³ ôîðìè îðãàí³çàö³¿ ïðàö³ ç òåõíîëî-
ã³÷íî íàñè÷åíèìè ïðîöåñàìè (BIM, ERP, Smart 
Projecting), öèôðîâà ³äåíòè÷í³ñòü ñëóãóº ³íôðà-

ñòðóêòóðíîþ îñíîâîþ äëÿ ïåðñîíàë³çîâàíîãî 
óïðàâë³ííÿ òðóäîâèì ïîòåíö³àëîì [16].

Öèôðîâà ³äåíòè÷í³ñòü º íå ïðîñòî íàáîðîì 
ñòðóêòóðîâàíèõ äàíèõ. Âîíà ôóíêö³îíóº ÿê äèíà-
ì³÷íèé êàíàë çâ’ÿçêó ì³æ ïðàö³âíèêîì ³ îðãàí³çà-
ö³ºþ, â³äîáðàæàþ÷è ö³ííîñò³, íàâè÷êè òà êàð’ºðí³ 
àìá³ö³¿ îñîáè. Ó ñó÷àñíèõ HR–ñèñòåìàõ âîíà äîç-
âîëÿº îïåðàòèâíî àäàïòóâàòè âíóòð³øí³ ñòðàòå-
ã³¿ ðîçâèòêó äî çì³í çîâí³øíüîãî ðèíêó, ôîðìó-
âàòè ïåðñîíàë³çîâàí³ òðàºêòîð³¿ ïðîôåñ³éíîãî 
çðîñòàííÿ, àêòèâ³çóâàòè ³ííîâàö³éíå ë³äåðñòâî, 
ìîäåëþâàòè ïñèõîëîã³÷í³ ðèçèêè, à òàêîæ áóäó-
âàòè äîâãîòðèâàëó ö³íí³ñíó ïðîïîçèö³þ ï³äïðè-
ºìñòâà. Ó ñåðåäîâèù³ ñòàëîãî ðîçâèòêó îñîáëè-
âîãî çíà÷åííÿ íàáóâàº êîìïîíåíò «ïðîôåñ³éíî¿ 
åêîñâ³äîìîñò³» â öèôðîâîìó ïðîô³ë³ ïðàö³âíèêà: 
ó÷àñòü ó ³í³ö³àòèâàõ, ùî çìåíøóþòü åêîëîã³÷íå 
íàâàíòàæåííÿ, ï³äòðèìêà ïîë³òèêè DEI (diversity, 
equity, inclusion), çäàòí³ñòü äî â³äêðèòî¿ êîìóí³-
êàö³¿ ó õìàðíèõ ñèñòåìàõ òîùî. Ðèñóíîê 3 äå-
ìîíñòðóº ñòðóêòóðó öèôðîâî¿ ³äåíòè÷íîñò³ ïðà-

Òàáëèöÿ 3. Êëþ÷îâ³ öèôðîâ³ HR–ìåòðèêè äëÿ îö³íêè ñòàëîãî âíåñêó ïðàö³âíèêà ó 
áóä³âåëüíîìó ï³äïðèºìñòâ³ 

Äæåðåëî: ðîçðîáëåíî àâòîðîì íà îñíîâ³ [11]

Êàòåãîð³ÿ 
ìåòðèê Íàçâà ìåòðèêè Ïîÿñíåííÿ òà çì³ñò Äæåðåëî / Àâòîð

Ïîâåä³íêîâ³ ²íäåêñ ñòàëîãî çàëó÷åííÿ Âèçíà÷àº ó÷àñòü ïðàö³âíèêà â ñîö³-
àëüíî â³äïîâ³äàëüíèõ HR–³í³ö³àòèâàõ Õåíäåðñîí Ð., 2020

Îïåðàö³éí³ Ïðîäóêòèâí³ñòü ó KPI–ïå-
ðåõ³äíîìó ïðîºêò³

Âðàõîâóº ïðîäóêòèâí³ñòü ó «çåëåíèõ» 
àáî àäàïòèâíèõ ïðîºêòàõ Â àí Ãðóí À., 2022

Åêîëîã³÷í³ Êîåô³ö³ºíò åêîëîã³÷íî¿ â³ä-
ïîâ³äàëüíîñò³

²íòåãðóº äàí³ ïðî âïëèâ ïðàö³âíèêà 
íà ðåñóðñîîùàäí³ ïðîöåñè Áîóñ Ï., 2021

²ííîâàö³éí³ ²íäåêñ ó÷àñò³ â ³ííîâàö³ÿõ Âèì³ðþº ñòóï³íü ³í³ö³àòèâè â öèôðî-
âèõ àáî îðãàí³çàö³éíèõ ³ííîâàö³ÿõ van Vlijmen A., 2019

Ðèñóíîê 3. Âçàºìîçâ’ÿçîê öèôðîâî¿ ³äåíòè÷íîñò³ ïðàö³âíèêà ç ö³íí³ñíîþ ïðîïîçèö³ºþ êîìïàí³¿ 
â óìîâàõ òðàíñôîðìàö³éíîãî ðèíêó ïðàö³ 
Äæåðåëî: ðîçðîáëåíî àâòîðîì íà îñíîâ³ [16]
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ö³âíèêà ó áóä³âåëüíîìó ï³äïðèºìñòâ³ òà ¿¿ ðîëü ó 
ôîðìóâàíí³ ö³íí³ñíî¿ ïðîïîçèö³¿ êîìïàí³¿.

Ç ïðàêòè÷íî¿ òî÷êè çîðó, öèôðîâà ³äåíòè÷í³ñòü 
äîçâîëÿº àâòîìàòèçóâàòè ö³ëèé ñïåêòð HR–ïðî-
öåñ³â — â³ä àäàïòàö³¿ íîâèõ ïðàö³âíèê³â äî óïðàâ-
ë³ííÿ êàð’ºðîþ, äåëåãóâàííÿ çàâäàíü, âèÿâëåííÿ 
ë³äåðñüêîãî ïîòåíö³àëó òà ôîðìóâàííÿ ìóëüòè-
äèñöèïë³íàðíèõ êîìàíä. Âîíà òàêîæ ñëóãóº äæå-
ðåëîì äàíèõ äëÿ HR–àíàë³òèêè: íà ¿¿ îñíîâ³ ìîæ-
ëèâî îö³íþâàòè ãíó÷ê³ñòü, ïñèõîëîã³÷íó ñò³éê³ñòü, 
äîòðèìàííÿ ñòàíäàðò³â åêîëîã³÷íî¿ áåçïåêè, à 
òàêîæ çäàòí³ñòü äî ³ííîâàö³éíî¿ ïîâåä³íêè.

Çã³äíî ç äîñë³äæåííÿì Äæîøà Áóðñ³íà (2022), 
ó êîìïàí³ÿõ ³ç ðîçâèíåíèìè ñèñòåìàìè öèôðîâî¿ 
³äåíòè÷íîñò³ ïðàö³âíèê³â ïîêàçíèê óòðèìàííÿ ïåð-
ñîíàëó íà 29% âèùèé, í³æ ó êîìïàí³ÿõ, äå öèôðîâèé 
ïðîô³ëü âèêîðèñòîâóºòüñÿ ëèøå íîì³íàëüíî [17].

Ç òî÷êè çîðó ñòàëîãî óïðàâë³ííÿ, öèôðîâà ³äåí-
òè÷í³ñòü ïðàö³âíèêà ñïðèÿº ïîáóäîâ³ ³íñòèòóö³éíî¿ 
ïàì’ÿò³, â ÿê³é çàô³êñîâàí³ íå ëèøå òåõí³÷í³ êîì-
ïåòåíö³¿, à é åëåìåíòè ïðîôåñ³éíîãî ìåíòàë³òåòó, 
ð³âåíü åêîëîã³÷íî¿ ñâ³äîìîñò³, ó÷àñòü ó ïðîºêòàõ ç 
âèñîêîþ ñóñï³ëüíîþ ö³íí³ñòþ. Òàêèì ÷èíîì, HR–
ñèñòåìà ïåðåñòàº áóòè îáë³êîâèì ìåõàí³çìîì ³ 
ïåðåòâîðþºòüñÿ íà ñòðàòåã³÷íó ïëàòôîðìó äëÿ 
ðîçáóäîâè äîâ³ðè, çàëó÷åííÿ òà ñò³éêîãî ðîçâèò-
êó â óìîâàõ ðèíêó, ùî ïîñò³éíî çì³íþºòüñÿ.

Ùîá óçàãàëüíèòè ñòðóêòóðíó áóäîâó öèôðîâî¿ 
³äåíòè÷íîñò³ ïðàö³âíèêà òà ¿¿ áåçïîñåðåäí³é âïëèâ 
íà ôîðìóâàííÿ êîíêóðåíòíî¿ ö³íí³ñíî¿ ïðîïîçè-
ö³¿ áóä³âåëüíî¿ êîìïàí³¿ â óìîâàõ ðèíêó, ùî òðàí-
ñôîðìóºòüñÿ, íèæ÷å ïîäàíî òàáëèöþ 4. Âîíà äå-
ìîíñòðóº êëþ÷îâ³ åëåìåíòè öèôðîâîãî ïðîô³ëþ 
ïðàö³âíèêà, ¿õí³ ôóíêö³îíàëüí³ ðîë³ â HR–ñèñòå-
ì³ òà ñòðàòåã³÷íèé âíåñîê ó ôîðìóâàííÿ äîâ³ðè, 
ãíó÷êîñò³ é ñòàëîñò³ òðóäîâèõ â³äíîñèí.

Öèôðîâà ³äåíòè÷í³ñòü ïðàö³âíèêà â óìîâàõ 
òðàíñôîðìàö³éíîãî ðèíêó ïðàö³ º íå ëèøå åëå-
ìåíòîì HR–àðõ³âó, à ìåõàí³çìîì ôîðìóâàí-
íÿ ñòðàòåã³÷íîãî ïàðòíåðñòâà ì³æ ïðàö³âíèêîì ³ 
êîìïàí³ºþ. ¯¿ åôåêòèâíå âèêîðèñòàííÿ äîçâîëÿº 
áóä³âåëüíèì ï³äïðèºìñòâàì ôîðìóâàòè ö³íí³ñí³ 
ïðîïîçèö³¿, ÿê³ â³äîáðàæàþòü ïîòðåáè ñó÷àñíîãî 
ôàõ³âöÿ: ïðîçîð³ñòü, ãíó÷ê³ñòü, ìîæëèâ³ñòü âïëè-
âàòè íà ðîçâèòîê îðãàí³çàö³¿, ñòàá³ëüí³ñòü ³ ï³ä-
òðèìêó ñòàëèõ ö³ííîñòåé. Ó ïåðñïåêòèâ³ âîíà ìî-
æå ñòàòè ÿäðîì àäàïòèâíèõ HR–åêîñèñòåì, ùî 
ðåàãóþòü íå ëèøå íà ïðîäóêòèâí³ñòü, à é íà ïî-
âåä³íêîâ³, ìîðàëüí³ òà ñîö³àëüí³ âåêòîðè ïðàö³.

Ñë³ä ï³äêðåñëèòè, ùî öèôðîâà ³äåíòè÷í³ñòü ïðà-
ö³âíèêà â³äêðèâàº äëÿ êîìïàí³¿ íå ëèøå àíàë³òè÷íó 
ôóíêö³þ, à é ³íñòèòóö³éíó ïåðñïåêòèâó ôîðìóâàí-
íÿ êîðïîðàòèâíî¿ ðåïóòàö³¿ íà ðèíêó ïðàö³. Ñàìå íà 
îñíîâ³ àãðåãîâàíèõ öèôðîâèõ ïðîô³ë³â ôîðìóþòü-
ñÿ îáðàçè òèïîâîãî ïðàö³âíèêà êîìïàí³¿, ÿê³ ñòà-
þòü ÷àñòèíîþ çîâí³øíüîãî employer branding: âî-
íè äåìîíñòðóþòü, ÿêèìè º ö³ííîñò³, ñòèë³ âçàºìîä³¿, 
ìîæëèâîñò³ çðîñòàííÿ òà â³äêðèò³ñòü îðãàí³çàö³¿ äî 
ð³çíîìàí³òòÿ [18]. Öå îñîáëèâî âàæëèâî â óìîâàõ 
äåô³öèòó êâàë³ô³êîâàíèõ êàäð³â ó áóä³âåëüí³é ãàëó-
ç³, êîëè áîðîòüáà çà òàëàíòè â³äáóâàºòüñÿ íå ò³ëü-
êè íà ð³âí³ îïëàòè, à é ÷åðåç ñèìâîë³÷íèé êàï³òàë 
öèôðîâî¿ ïðîçîðîñò³ òà ïàðòíåðñòâà.

Òàêîæ âàæëèâî, ùî öèôðîâà ³äåíòè÷í³ñòü äîç-
âîëÿº ôîðìóâàòè âíóòð³øíþ ñèñòåìó ãíó÷êèõ 
ðîëåé çàì³ñòü ñòàòè÷íèõ ïîñàä. Ó ðàìêàõ ïðîºê-
òíî–îð³ºíòîâàíî¿ ìîäåë³, ïîøèðåíî¿ â áóä³âåëü-
íèõ êîìïàí³ÿõ, öå äàº çìîãó øâèäêî àäàïòóâàòè 
êîìàíäó äî íîâèõ çàäà÷: îáðàòè êîîðäèíàòîðà, 
òåõí³÷íîãî åêñïåðòà, â³äïîâ³äàëüíîãî çà ESG–
íàïðÿì àáî ôàñèë³òàòîðà, ñïèðàþ÷èñü íå íà 
ôîðìàëüíèé ñòàòóñ, à íà öèôðîâ³ äàí³ ïðî ïî-

Òàáëèöÿ 4. Îñíîâí³ êîìïîíåíòè öèôðîâî¿ ³äåíòè÷íîñò³ ïðàö³âíèêà òà ¿õí³é âíåñîê ó ôîðìó-
âàííÿ ö³íí³ñíî¿ ïðîïîçèö³¿ áóä³âåëüíî¿ êîìïàí³¿ 

Äæåðåëî: ðîçðîáëåíî àâòîðîì íà îñíîâ³ [17]

Êîìïîíåíò öèôðîâî¿ 
³äåíòè÷íîñò³ Ôóíêö³ÿ â HR–ñèñòåì³ Âíåñîê ó ö³íí³ñíó ïðîïîçèö³þ êîìïà-

í³¿
Êîìïåòåíòí³ñí³ õàðàêòå-
ðèñòèêè

Àâòîìàòèçîâàíèé ï³äá³ð, àäàï-
òèâíå íàâ÷àííÿ Ïåðñîíàë³çîâàíèé ðîçâèòîê ïðàö³âíèêà

Ïîâåä³íêîâ³ ïàòåðíè òà 
ô³äáåê

Ïðîãíîçóâàííÿ âèãîðàííÿ, ðè-
çèê–ìåíåäæìåíò

Ñòâîðåííÿ ñåðåäîâèùà ïñèõîëîã³÷íî¿ 
áåçïåêè

Åêîëîã³÷íà àêòèâí³ñòü Â³äîáðàæåííÿ ó÷àñò³ â ESG–³í³-
ö³àòèâàõ

Ïîçèö³îíóâàííÿ êîìïàí³¿ ÿê ñòàëîãî ðîáî-
òîäàâöÿ

Çàëó÷åííÿ äî öèôðîâèõ 
³íñòðóìåíò³â

Âèì³ðþâàííÿ öèôðîâî¿ ãðàìîò-
íîñò³ òà â³äêðèòîñò³ Ôîðìóâàííÿ ³ííîâàö³éíî¿ ðåïóòàö³¿

Êîìàíäíà âçàºìîä³ÿ Âèçíà÷åííÿ åôåêòèâíèõ êîëà-
áîðàö³é

Ï³äâèùåííÿ çãóðòîâàíîñò³ òà ì³æôóíêö³î-
íàëüíîãî áàëàíñó
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âåä³íêîâó ñò³éê³ñòü, äîñâ³ä, ðåàêö³¿ ó êðèòè÷íèõ 
ñèòóàö³ÿõ. Òàêèì ÷èíîì, öèôðîâà ³äåíòè÷í³ñòü 
òðàíñôîðìóº ëîã³êó óïðàâë³ííÿ â³ä êîìàíäóâàííÿ 
äî îðêåñòðàö³¿, äå ïåðñîíàë íå ï³äïîðÿäêîâóºòüñÿ 
³ºðàðõ³¿, à âçàºìîä³º ÿê äèíàì³÷íà ìåðåæà íà îñ-
íîâ³ äîâ³ðè òà öèôðîâî¿ âèäèìîñò³.

Ó ïåðñïåêòèâ³ ïîäàëüøîãî ðîçâèòêó HR–ñèñ-
òåì öèôðîâà ³äåíòè÷í³ñòü ìîæå áóòè ³íòåãðîâàíà 
³ç çîâí³øí³ìè åêîñèñòåìàìè — ãàëóçåâèìè ðåº-
ñòðàìè, îñâ³òí³ìè ïëàòôîðìàìè, ñåðòèô³êàö³éíè-
ìè áàçàìè — ùî äàñòü çìîãó ôîðìóâàòè ºäèíèé 
ïðîôåñ³éíèé ïðîñò³ð ïðàö³âíèêà ïîçà ìåæàìè 
îäí³º¿ êîìïàí³¿, ï³äòðèìóþ÷è éîãî æèòòºâó êàð’ºð-
íó òðàºêòîð³þ, ìîá³ëüí³ñòü ³ ïðîôåñ³éíó ñòàë³ñòü. 
Öå â³äïîâ³äàº êîíöåïö³ÿì ñòàëîãî ëþäñüêîãî êà-
ï³òàëó, äå öèôðîâ³ äàí³ ñòàþòü ãàðàíò³ºþ ã³äíîñò³, 
â³äêðèòîñò³ òà ïðîôåñ³éíîãî çðîñòàííÿ íåçàëåæíî 
â³ä ñòðóêòóðíèõ êîëèâàíü ðèíêó.

Âèñíîâîê
²íòåãðàö³ÿ öèôðîâ³çàö³¿ òà ³ííîâàö³é ó HR–ìå-

íåäæìåíò áóä³âåëüíèõ êîìïàí³é ó ñó÷àñíèõ óìî-
âàõ âèñòóïàº íå ëèøå òåõíîëîã³÷íèì îíîâëåííÿì, 
à ñòðàòåã³÷íîþ â³äïîâ³ääþ íà âèêëèêè ñòàëîãî ðîç-
âèòêó, çðîñòàþ÷î¿ êîíêóðåíö³¿ òà òðàíñôîðìàö³¿ ðèí-
êó ïðàö³. Âîíà äîçâîëÿº ïåðåîñìèñëèòè ï³äõîäè äî 
óïðàâë³ííÿ ëþäñüêèì êàï³òàëîì, àêöåíòóþ÷è óâàãó 
íà ãíó÷êîñò³, ïåðñîíàë³çàö³¿, àíàë³òè÷íîìó ñóïðîâî-
ä³ ð³øåíü òà ñèíåðã³¿ ì³æ ëþäèíîþ ³ öèôðîâèìè ³í-
ñòðóìåíòàìè. Öèôðîâ³ HRM–ïëàòôîðìè, ð³øåííÿ 
íà îñíîâ³ øòó÷íîãî ³íòåëåêòó, àâòîìàòèçîâàí³ ñèñ-
òåìè àäàïòàö³¿, îö³íþâàííÿ òà íàâ÷àííÿ ïðàö³âíèê³â 
çàáåçïå÷óþòü íå ëèøå ï³äâèùåííÿ ïðîäóêòèâíîñ-
ò³, à é çì³öíåííÿ êîðïîðàòèâíî¿ êóëüòóðè, ïðîçîð³ñòü 
êîìóí³êàö³é ³ çàëó÷åí³ñòü ïåðñîíàëó.

Ðåçóëüòàòè äîñë³äæåííÿ ï³äòâåðäæóþòü, ùî áó-
ä³âåëüí³ êîìïàí³¿, ÿê³ âïðîâàäæóþòü öèôðîâ³ ³ííî-
âàö³¿ â HR–ñôåðó, äåìîíñòðóþòü çðîñòàííÿ îïå-
ðàö³éíî¿ åôåêòèâíîñò³, çìåíøåííÿ âèòðàò íà 
óïðàâë³ííÿ ïåðñîíàëîì, à òàêîæ âèùó çäàòí³ñòü 
äî àäàïòàö³¿ â óìîâàõ çì³í. Óñï³øíà òðàíñôîðìà-
ö³ÿ HR–ôóíêö³é íåìîæëèâà áåç â³äïîâ³äíîãî ð³âíÿ 
öèôðîâî¿ ãðàìîòíîñò³, ï³äòðèìêè ç áîêó êåð³âíè-
öòâà òà óñâ³äîìëåííÿ ñîö³àëüíî¿ â³äïîâ³äàëüíîñò³ 
ùîäî ïðàö³âíèê³â. Çðîñòàþ÷à ðîëü ESG–ï³äõîä³â 
âèìàãàº â³ä HR íå ëèøå òåõí³÷íî¿ ìîäåðí³çàö³¿, à é 
ãóìàí³ñòè÷íî¿ îð³ºíòàö³¿ — ðîçâèòêó ³íêëþç³¿, åòèêè, 
áåçïåêè òà ñòàëîãî ìèñëåííÿ.

Òàêèì ÷èíîì, öèôðîâî–³ííîâàö³éíà òðàíñôîð-
ìàö³ÿ HR–ìåíåäæìåíòó â áóä³âåëüíîìó ñåêòî-

ð³ ìàº ñòàòè íå òî÷êîâèì îíîâëåííÿì, à ñèñòåì-
íîþ ñòðàòåã³÷íîþ çì³íîþ. Âîíà ïîâèííà áóòè 
ñïðÿìîâàíà íà ôîðìóâàííÿ ö³ë³ñíî¿ åêîñèñòåìè 
óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè, ÿêà ïîºäíóº 
åôåêòèâí³ñòü, ãíó÷ê³ñòü, ñòàë³ñòü òà ö³íí³ñíó îð³-
ºíòàö³þ. Ñàìå òàêèé ï³äõ³ä çàáåçïå÷èòü íå ëèøå 
ï³äâèùåííÿ ïðîäóêòèâíîñò³ ïðàö³, à é ñòâîðåííÿ 
êîíêóðåíòîñïðîìîæíîãî, ñîö³àëüíî â³äïîâ³äàëü-
íîãî á³çíåñó, çäàòíîãî äî çðîñòàííÿ â äîâãîñòðî-
êîâ³é ïåðñïåêòèâ³.
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