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INTELLIGENT HUMAN RESOURCE MANAGEMENT IN THE FUTURE
COMPETITION OF ENTERPRISES

In the future competition of enterprises, human resource management is a very key link. With
the rapid development of the fourth scientific and technological revolution, the application of big
data, cloud computing, block chain, 5G and other technologies has made the digitalization of human
resource management increasingly obvious. This paper analyzes the new characteristics of human
resource management development, discusses the possible problems and solutions, in order to
realize the innovation and benign development of human resource management in the new
technology era.

1. Intelligentization of human resource management in the era of new technology

Human resource management from the human allocation in the agricultural society to the
"scientific management™ in the modern industrial era, technological changes constantly innovate
human resource management technology, now, artificial intelligence, big data, block chain and
other high-tech human resource management toward the direction of intelligent development.

1.1 Innovate talent selection methods

Big data to provide a more broad platform for the recruitment work, through various channels
to release the recruitment requirements in terms of classification, classification management,
improve the process of selecting and appointing talent systematization and standardization, can
efficient to find more candidates and its related information, make the image more vivid of
candidates, is advantageous to the enterprise to realize precise "post match".

1.2 Accurate and rigorous management of personnel files

Blockchain is the most subversive technology product in the network underlying architecture
in the era of new technology. The combination of block chain and personnel file management can
solve problems such as files are easy to be lost, destroyed, tampered with, difficult to replace, and
long transmission cycle, ensuring the uniqueness and reliability of personnel information sources.

1.3 Intelligent devices facilitate dynamic management

The face recognition attendance mode adopted by enterprises will gradually replace "punch in"
and "brush fingerprint" and other attendance modes, and change static attendance to dynamic grasp,
avoiding the phenomenon of false check-in instead of punch in, fingerprint film brush. With the
distribution of smart glasses, smart bracelets, digital brooches and other portable wearable devices
with positioning, monitoring, recording and transmission functions, employees' working process
and attitude can be supervised and managed, and passive human resource management can be
replaced by proactive and forward-looking operation and planning.

1.4 Digital tools are high-speed and efficient

In 2020, COVID-19 broke out in many countries, and quarantine measures boosted the rapid
development of remote video and visual performance. 5G networks and intelligent conference
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platforms provided conditions for digital and virtual collaborative communication. Cross-regional
decision-making meetings, remote office, co-transmission of documents, virtual display and other
work, greatly promote the work efficiency of cross-regional enterprises and institutions, but also
save the cost of human resources, to achieve high-speed collaborative communication.

1.5 Talent training is more scientific

The use of digital tools, such as online MOOCs, auxiliary eyepieces and panoramic
presentations, has made human resource training more convenient and efficient, breaking through
many traditional restrictions. The human resources department collects and processes all kinds of
data of employees in the training process in a timely manner, and distributes the relevant
information of employees to the employing department, so as to provide effective data support for
strengthening the department's appeal for employees' career development and making up for the
shortcomings of professional skills.

2. Challenges of rapid application of new technologies to human resource management

Artificial intelligence, big data, block chain and other technologies have been widely applied
in the field of human resource management, bringing efficient, accurate and scientific development
momentum to human resource management. However, the imperfection, uncertainty and excessive
application of new technologies may also make human resource management face challenges.

2.1 Possible invasion of personal privacy

Human resource management in the digital age has acquired a wealth of information. Some
information involving personal privacy may be monitored and tracked by intelligent human
resource management system, which may lead to the abuse and theft of personal privacy, resulting
in the risk of privacy disclosure.

2.2 It may be detrimental to the inheritance of corporate culture

The application of new technology may lead to the idea of technology-based human resource
management. Deviate from "humanized management” and "people-oriented” human resource
management purport, so that they fall into the negative consequences of technological
fragmentation of collective culture.

2.3 Intelligent human resource management personnel are not highly skilled

The fundamental purpose of technology innovation and application is to save manpower cost
and realize automatic and accurate management. It is necessary to comprehensively master the
intelligent human resource management of compound talents, otherwise, excessive use of
technology will make human resource management virtual indicators, digital, graphical problems.

3. Countermeasures for the application of new technology in human resource management

Faced with new opportunities and challenges in the era of new technology, enterprises should
pay more attention to the sharing and security of human resource data and promote the high-speed,
healthy and sustainable development of human resource management in the new era.

3.1 Attach importance to technological breakthroughs

Technology is the biggest driver of human resources management innovation, the digital age
must be from a technical point for human resource management efficiency breach, changes the
traditional human resource management ways and means of cultivating learning and using high and
new technology of human resource management culture, improve human resources management
technology application level and recognition

3.2 Establish a sound legal system

Perfecting the legal system is the most effective means to solve the problem of "crossing
boundaries” of human resource management in the application of new technologies. Relevant
departments should conduct in-depth research and formulate guidance documents, management
regulations and laws in view of problems such as excessive regulation, privacy disclosure and data
discrimination, so as to ensure the "fairness and security” of human resource management in the
new technology era.

3.3 Vigorously cultivate talent teams

Future technological development cannot be separated from human intelligence, and human
resource management cannot be separated from human control. Therefore, the social demand for
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high-quality human resource management team will be more intense. New technology era, human
resources management should not only attach importance to the role of technology and scale, more
want to focus on the management of talent comprehensive ability, realizes the person and intelligent
system coordination and builds interdisciplinary talents will understand technology, management
team, prepares for the future of human resource management new power, new technology era of
human resources management innovation and benign development.
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€BPOIEVMCHKHUMI JJOCBII IEPAKABHOT'O PET'YJIIOBAHHSA 3ABE3IIEYEHHS
MPOJ0OBOJILYOI BE3INEKA
EUROPEN EXPERIENCE ON GOVERNMENT REGULATION TO ENSURE
FOOD SAFETY

3a yMOB TI00aTizallii MUTaHHs TIPOIOBOJIBUOTO 3a0€3MEeUeHHsI, K TeHepaIbHOT [T arpapHoi
MOJIITUKY, 3aJMIIAIOTHCA 3aBXKIU aKTyaIbHUMH, OCOOJIMBO 13 TMO3MLII CHUCTEeMH  JAepKaBHOI
JomoMoru. €Bporneichbki KpaiHM BUKOPHCTOBYIOTH KOMIUIEKC 3aXOJliB, CHpPSIMOBAHUX Ha
MIIBUIICHHS €(QEeKTUBHOCTI Ta CTIMKOCTI HAIIOHAJLHOTO CUIBCHKOTO TOCHOIApCTBa. Tomy
MOPIBHSJILHUM aHaJi3 PiBHS iX ypsAI0OBOiI MIATPUMKH Ma€ CIYT'YBaTH OPIEHTUPOM MEXaHI3MY
MIABUIIEHHS KOHKYPEHTOCIPOMOKHOCTI TPOJIOBOJILCTBA B YKpaiHi.

Ha agymxy A. MoctoBoi, y mporneci pedopMyBaHHS CHUCTEMHU TOCHOJAPIOBaHHS HAIIOL
KpaiHu Oylio peKOHCTPYHOBaHO AepKaBHUI MeXaHI3M 3a0e3MeYeHHs] HACEICHHSI MPOJIOBOJILCTBOM,
ajie  CTpaTeriyHoi KOHIEMIi BUPIMIEHHS LbOro mutaHHs He Oyno chopmoBano [1,.319].Tomy
BUHUKAaE MOTpebda MAOCHIDKEHHS Ta cucTeMaTu3alii 3apyObKHOTO JOCBidy, B MepIly 4Yepry
€BPOINENHCHKOTO, OCKUIBKM TOJIOBHUM HAMpSMOM €BpOIHTErpallifiHUX TMpoleciB  YKpaiHu €
arpoOpUHOK, SIKUH BUCTYIA€ OCHOBHUM KOMIIOHEHTOM IIPOJ0BOJIHUOTO PUHKY.

Kpainm €C BupimyroTh NMUTaHHS JEpKABHOTO PETYITIOBaHHA Ta (PIHAHCOBOI MIATPUMKHU
CUIbCBKOTO TOCTOAApCTBA 3a JIOTIOMOTOI0 3aXOMIB SK HAIIOHAIBHOTO pIBHA, TaK 1 HUISIXOM
peanizaiii ympaBIiHCHKUX pIIEHb B MEXaX €IUHOI 3arajlbHOHAIIOHAIBHOI arponpooBOIbYOT
MONITUKA  €Bpocotody. broker 3a3HayeHOi MOMITUKA  (QOPMYETbCS 13 JIBOX JDKEped:
€Bporneiicbkoro  arpapHoro  (GoHay  rapaHTyBaHHS (EFRQG) Ta  €BpONENHCHKOro
CUTBCHKOTOCIIOIAPCHKOTO (hOHIY PO3BUTKY CllbchkuX Teputopiii (European Agricultural Fund for
Rural Development — EAFRD). Ha peanizanito takux nporpam B 2014—2020 pp. Oya0 BHALICHO
100 muapa. eBpo. diHAHCOBI MOCTYIUIGHHS B KOHCOJIIOBAHHWHA OFOKET HAAXOMIATH Y BUIJISIL
npsMux OropkeTHux BHeckiB kpaiH €C (0, 73 % xowTiB OrokeTy KOKHOI KpaiHM); YacTUHH
Henpsmux moaatkiB (0,75 % sin I1/IB xoxHOT kpaiHu); MUTHHX MOJATKIB Ta IMIOPTHUX 300piB.
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