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Abstract. In modern world, technological progress is changing not only the way individuals
work, but also the goals of companies operating on a global scale. The globalization of the workforce
and the rise of telecommuting have led to the need for effective performance management and talent
development in multinational teams. Artificial intelligence (Al) is emerging as one of the most
promising tools for solving these challenges, enabling process automation, big data analytics,
personalization of learning and forecasting of talent needs. However, the implementation of Al is
accompanied by numerous challenges, such as ethical issues, biases in algorithms, data privacy, and
compliance with regulatory requirements in different countries. In addition, the use of Al requires
significant investment in technical infrastructure and training of personnel, which can be a significant
barrier for many organizations. It is also important to consider the potential impact of Al on
corporate culture and employee interaction, as too much automation can lead to the loss of the human
factor in work processes. The article examines the technological aspects of Al implementation,
describes the main challenges and limitations, and offers strategies to overcome them. The research
findings show that while Al has great potential to transform human resource management, its
implementation requires a careful approach that includes consideration of ethical aspects and
ensuring compliance with legal regulations. The study also highlights the importance of a balanced
approach that combines the benefits of Al with traditional HR practices while ensuring that uniquely
human qualities such as empathy, creativity and critical thinking are preserved.

Keywords: artificial intelligence, global teams, productivity, talent development, human
resources management, ethics, data privacy, technological innovation, automation, personalization.

Anomauia. Y cyuacnomy ceimi mexHiuHuil npozpec 3MIHIOE He MLTbKU CROCiO pobomu atooell,
ane U yini KOMnawuit, wo npayoioms y 2rodbareromy macwumaoi. I nodanizayis pobouoi cunu ma
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3POCMAHHA  OUCMAHYIUHOI pobomu npuzeeiu 00 HeoOXIOHOCMI egheKmueHo2o YNpAaeiHHsi
NPOOYKMUBHICIO MA PO3GUMKY MALAHMIE Y 6a2amoHaAYioHaANbHUX KoManoax. LLImyunuil inmenekm
(LLIl) cmae o0OHUM i3 HAUNEPCNEKMUBHIWUX [HCMPYMEeHmie OJisl GUPIULeHHS Yux npooem,
3a6e3neyyroyu agmomamu3ayiro npoyecis, analimuxy 6eIUKUX OaGHUX, NepPCOHANI3AYII0 HABYANHS MA
npocro3yeanus nomped6 vy manawmax. OOHAK  6NPOBAOICEHHA  WIMYYHO20  [HMENeKmy
CYNPOBOOIAHCYEMBCS YUCTEHHUMU NPOoOIeMamu, Mmakumu 5K emudHi npoonemu, YnepeodtCeHHs 6
aneopummax, KOHGIOeHyiuHicms OAHUX | OOMPUMAHHL HOPMAMUBHUX 8UMO2 Y PI3HUX Kpainax. Kpim
moeo, sukopucmanna LI sumazae 3naunux ingecmuyin y mexuiuny inghpacmpykmypy ma Ha8UaHHs
NepCoHAy, Wo Modtce CIMamu Cymmesoio nepeukoooro 0jis bazamvox opearizayitl. Taxodw eaxrciugo
8paxo8ysamu NOMEHYIUHUN 6NIUE WIMYYHO20 IHMENeKm)y HA KOPHNOpAmueHy Kyibmypy ma
83AEMOOII0 CNIBPOOIMHUKIB, OCKIIbKU HAOMIDHA ABMOMAMU3AYIS MOdCE Npuzeecmu 00 empamu
JI00CbK020 (hakmopa 8 pobouux npoyecax. Y cmammi po32ia0aromsvcs mMexHoA02IiuHi acneKkmu
enposadcenns LI, onucytomvca OCHOBHI GUKIUKU MA OOMENCEHHs, A MAKONC NPONOHVIOMbCA
cmpame?ii ix nooonanus. Pezynomamu 00cniodcenHs nokasyoms, wo Xxo4a wmy4Hull inmeiekm mae
8eUKULL nNomeHyian ojisi mpanc@opmayii YnpasiinHsa 1r00CoKUMU Pecypcami, 1020 6NpoB8aON’CEeHHS
sUMazac pemenvHo2o nioxody, KUl GKIIOYAE 6pPAXYB8AHHSA eMUYHUX aACNneKmié i 3a0e3neyeHHs
OOMPUMAHHA NPABOGUX HOPM. J[OCHIONHCEHHS MAKOIHC NIOKPECIIOE BANCIUBICMb 30ANAHCOBAHO20
nioxooy, AKUU NOEOHYE nepesazu WmMyyHo2o IHmMeleKmy 3 mpaouyitiHuMu mMemooamu YnpasiinHsl
NepcoHaiom, 3abe3neuyiouu npu ybomy 30epedceHHs YHIKANbHUX NH0OCbKUX AKOCMmell, MAaKux 5K
emMnamis, KpeamueHicmo i KpUMuyHe MUCIEHHA.

Knrwuoei cnoea: wmyunuii inmenekm, 2100a1bHi KOMAHOU, HPOOYKMUBHICMb, DO3GUMOK
Manaumie, YNPAaeuiHHsa JT0OCOKUMU Decypcamu, emurd, KOHQIOeHYiuHiCmb OaHUux, mexHOA02IUHI
IHHOBAYIl, aBMOMAMU3AYis, NeEPCOHANI3AYisl.

Introduction. Globalization and the development of technology are radically changing the way
companies organize their work. Today's business world is very different from what it was just a few
decades ago. Technological progress, in particular the development of the Internet and mobile
communications, allows companies to work with employees and partners located in different corners
of the world. With the advent of remote work opportunities and global teams, organizations are
increasingly faced with the need to manage employees across countries, cultural contexts and time
zones. This globalization of the workforce creates both new opportunities and challenges related to
work coordination, performance evaluation, and talent development.

Modern organizations deal with a diversity of languages, cultural norms, and labour laws, which
complicates management and decision-making processes. For example, managers must consider
different work habits and time zones to effectively manage projects and ensure the productivity of
their teams. In addition, distance and time differences can make communication and collaboration
between team members difficult, making it necessary to adopt new technologies and HR approaches.

With its potential to analyse big data and automate routine tasks, artificial intelligence is
becoming an important tool in the field of human resource management. The use of Al allows not
only to increase the efficiency of processes, but also to provide a more personalized approach to
training and development of employees. For example, Al systems can automatically process large
volumes of information coming from various sources and based on this analysis, provide
recommendations for training, professional development or career growth. This significantly
improves the ability of companies to attract and retain talented specialists, increases their motivation
and job satisfaction.

The purpose of the article. The purpose of this article is to explore in detail the implementation
of artificial intelligence (Al) systems for performance analysis and talent development in global
teams. The article is aimed at a deep understanding of how Al can be used to optimize HR processes
in multinational organizations, what advantages and challenges arise when applying these
technologies, as well as what ethical, legal and social aspects need to be considered during
implementation. The study also analyzes best practices and strategies that can help companies make



the most of Al to improve the performance of their teams and promote long-term talent development
in a globalized labor market.

Literature review. To date, there is a wide range of research devoted to the implementation of
Al in human resource management. Here are a few scientists who have been engaged in research in
the field of artificial intelligence (Al) and its application in human resource management: John
McCarthy, Marvin Minsky, Jeffrey Hinton, lan LeCun, Andrew Ing, Fei-Fei Li, Pedro Domingos,
Sebastian Thrun, Jurgen Schmidhuber, Tom Mitchell.

These scientists and their research laid the foundation for the modern application of Al in
human resource management. Their work covers a wide range of technologies - from basic machine
learning algorithms to complex neural networks and deep learning systems. These technologies are
increasingly used in HR practices, including recruitment, performance appraisal, turnover
forecasting, personalization of employee training and development, and analytics for strategic HR
decision-making.

It is important to note that although these scientists did not directly specialize in HR, their
fundamental research in the field of Al created the basis for innovation in the field of human resource
management. Modern specialists and researchers actively adapt and develop these technologies to
solve specific tasks in the field of personnel management, creating new opportunities for increasing
the efficiency and innovation of processes.

Main results of the research. Artificial intelligence is a term used to describe powerful
technologies based on machine learning. It is the ability of a digital computer, or computer-controlled
robot, to perform tasks normally associated with intelligent beings. This term is often used in the
design of evolving systems that are endowed with human-like intellectual processes, such as the
ability to reason, make sense, generalize, and learn from experience. The problem of a clear definition
of the term Al is quite understandable, because the study of artificial intelligence is a young discipline,
and the field of Al in science is still being formed.

The motivation behind the development of Al technologies is that tasks that depend on many
variables require complex decisions that are difficult to algorithmic manually. The development of
algorithms used for modelling and solving tasks related to large volumes of data takes a lot of time,
so the main goal of improving Al technologies is to minimize human resources for solving highly
intellectual tasks (Slobodyanyuk, 2020).

Artificial intelligence gives companies the opportunity to automate many routine processes
related to evaluating employee performance. For example, Al systems can automatically collect and
analyze data on task completion, project participation, team interaction, and other key performance
indicators. This allows managers to receive quick and accurate analysis results, which helps them
make informed decisions about improving the effectiveness of teams.

The study "Al-ecosystem of Ukraine: talents, companies, education™, conducted by the Ministry
of Digitization together with Al HOUSE and investment group Roosh, shows that Ukraine ranks
second in the number of Al companies among the countries of Central and Eastern Europe, with more
than 240 companies, that are actively working with Al technologies. This research enables companies
to better understand their strengths and weaknesses, and the state to form an effective Al development
policy, removing existing barriers (Ministry of Digital Transformation of Ukraine, 2024).

According to the study, over the past ten years, the number of AlI/ML specialists in Ukraine has
increased fivefold, reaching 5,200 professionals as of January 2024. Young people aged 21 to 25
make up 36% of all specialists in this field, which indicates a high interest and active participation of
new generations in the development of technologies. The most common occupations among
specialists are Data Scientists and ML Engineers, who together make up 63% of all industry
professionals.

Ukrainian Al companies demonstrate high expertise in the fields of marketing, gaming and
business software, which distinguishes Ukraine from other European countries. The study also states
that there are 44 active venture capital funds in Ukraine that invest in Al startups, which contributes
to the development of innovations and the introduction of new technologies. In addition, 42



universities in the country have programs devoted in part or entirely to AI/ML, a significant increase
compared to a decade ago.

The main centres of Al development in Ukraine are Kyiv, Lviv, Kharkiv, Odesa and Dnipro,
where most Al companies and offices are located. However, despite significant progress, the industry
faces several challenges, including the need to interact with other industries, competition on a global
level, ethical issues, financial constraints and the loss of talent due to Russia’s full-scale invasion of
Ukraine. According to Oleksandr Bornyakov, Deputy Minister of Digital Transformation for IT
Development, Ukraine has great potential for further development and strives to become a global Al
hub where breakthrough technologies of the future are created (Ministry of Digital Transformation of
Ukraine, 2024).

One of the most important aspects of implementing artificial intelligence (Al) in human
resources management is the possibility of creating individual training and development plans for
each employee. Al systems, using machine learning algorithms, can analyze large volumes of data,
which allows them to deeply understand the current skills, achievements and potential growth areas
of each employee. As a result of this analysis, Al can determine which specific skills need further
development and recommend personalized training programs, courses or training. This significantly
increases the effectiveness of the training process, as employees receive exactly the knowledge and
skills that best meet their needs and roles in the company (Boiko, 2020).

In addition, personalization of training with the help of Al allows considering individual
learning styles, pace of learning material and even personal interests of employees, which makes
training not only more effective, but also more exciting and motivating. In turn, this has a positive
impact on the productivity of the team, as employees who feel their development is supported and
valued are more motivated and engaged.

1. Al is also a powerful tool for predicting future talent needs. Using data analytics and
machine learning models, companies can predict what skills, and professional roles will be needed in
the future. This allows you to plan the training and development of existing employees in advance,
as well as to develop strategies for hiring new employees, focusing on promising areas of business
development. For example, if the data analysis shows an increase in the demand for cyber security
specialists, the company can invest in advance in training employees in this field or hire new
specialists (Kravchuk, 2023).

2. An important aspect of using Al in the management of global teams is its application
to optimize the processes of recruitment and adaptation of new employees. Al systems can analyze
candidates' resumes, comparing them to the job requirements and the company's corporate culture.
This allows you to quickly identify the most promising candidates, saving time for recruiters in the
initial stages of selection. In addition, Al can help create personalized onboarding programs,
considering the cultural background of the new employee and the specifics of his role in the global
team.

The use of Al to analyze the emotional state and level of engagement of employees is becoming
increasingly relevant, especially in the context of remote work. Algorithms can analyze the tone and
content of electronic communications, activity in corporate systems, and even facial expressions
during video conferences. This allows managers to detect signs of stress, burnout or decreased
motivation in team members in time. Based on this data, Al can offer individual recommendations to
support psychological health and increase employee engagement.

Al also plays an important role in ensuring the continuity of business processes in global teams.
For example, Al-based forecasting systems can predict potential risks related to geopolitical events,
natural disasters or economic crises that may affect the work of teams in different countries. This
allows companies to proactively develop response strategies and ensure business resilience in the face
of global uncertainty.

An innovative area of application of Al in the management of global teams is the creation of
virtual assistants for team leaders. Such assistants can analyze data on performance, communication
and team dynamics, providing managers with personalized recommendations for improving
management effectiveness. For example, a virtual assistant can suggest optimal times for meetings



based on the time zones of all participants or suggest when to have a one-on-one conversation with a
team member who is showing signs of declining productivity.

Finally, it is important to note the role of Al in creating an inclusive environment in global
teams. Algorithms can analyze the language of corporate documents, communications, and even
software code for bias or discriminatory language. It helps companies identify and address
unconscious biases, contributing to a fairer and more inclusive work environment. In addition, Al can
help develop inclusive hiring and promotion strategies, ensuring equal opportunities for all members
of a global team regardless of their cultural background, gender or other characteristics.

The implementation of Al in the field of human resources management, despite all the
advantages, is accompanied by numerous ethical challenges. One of the main risks is the possibility
of biases in algorithms. This may lead to discrimination against certain groups of employees or job
candidates. For example, if Al algorithms are trained on historical data that contain certain biases (for
example, gender or racial), these biases can be automatically transferred to decision-making
processes, reducing objectivity and fairness (Gorbachova, 2024).

Another important aspect is ensuring the confidentiality of employee data. The use of personal
data for analysis and decision-making must comply with the requirements of privacy protection
legislation in various countries. Failure to comply with these requirements can lead to legal
consequences, loss of employee trust and damage to the company's reputation.

Successful implementation of technologies to manage global teams requires a comprehensive
approach that covers several important aspects.

First, algorithms must be understandable and accessible for verification. This means that
employees and managers must be able to understand how algorithmic decisions are made, what
factors are taken into account, and how these factors affect the bottom line. Such transparency helps
to avoid misunderstandings and contributes to the growth of trust in the technological solutions used
in the organization.

Second, in order to increase the level of awareness of the use of new technologies, companies
should invest in training their employees. This includes not only technical training, but also
developing an understanding of the ethical, legal and practical aspects of working with new
technologies. Employees must be well trained to use these tools in their daily activities.

Third, ethical issues should be central to the development and implementation of new
technologies. Companies must adhere to the principles of fairness, impartiality and transparency in
all their processes, as well as ensure compliance with legal regulations in the field of data protection
and privacy. This is especially important because violating these principles can lead to a loss of trust
from employees and customers.

Finally, continuous monitoring and evaluation of the use of new technologies helps to identify
possible problems, evaluate the effectiveness of algorithms and processes, and make the necessary
changes to improve them. This ensures the adaptability and development of technological systems in
response to changes in business needs and market conditions. Thus, a comprehensive approach to
technology implementation can help organizations achieve their goals and remain competitive in
today's dynamic environment.

The use of artificial intelligence (Al) in HR technologies is gaining popularity, especially in the
context of talent assessment and employee development. The initial stages of applying Al in
assessment combine machine learning and digital technologies to automate processes and increase
the accuracy of analysis. One of the key aspects is computer adaptive testing (CAT) online, which
became possible thanks to the wide availability of computers and the Internet (Chinotti, 2021).

Al in evaluation refers to the automated analysis of responses without human intervention,
using machine learning methods to determine attributes and predict results. This allows organizations
to quickly and efficiently evaluate their employees, reducing costs and increasing the accuracy of
results. Al-based programs have already proven their effectiveness in increasing productivity and
revenue.

Al can be used in a variety of assessment methods, including asynchronous digital interviews,
situational judgment testing, technical skills assessment, and text analysis. However, there is



uncertainty regarding the compatibility of Al with traditional methods and the legal aspects of its
application.

Six best practices are essential to successfully implementing Al in talent assessment: define
data requirements, ensure transparency, design fair algorithms, perform due diligence, involve human
oversight, and disclose intent for Al use. These steps will help to avoid prejudice, ensure
confidentiality and compliance with legal requirements (Chinotti, 2021).

Conclusions. Thus, the implementation of artificial intelligence (Al) systems for performance
analysis and talent development in global teams opens new opportunities for companies in the field
of human resource management. By automating routine processes, analyzing large volumes of data
more accurately, and enabling personalized learning, Al can significantly increase the effectiveness
of teams, promote employee productivity, and ensure their sustainable development. Forecasting
staffing needs also allows companies to plan and develop the necessary skills in their employees,
which is a key factor in maintaining competitiveness in the market.

However, despite all the advantages, the implementation of Al is not without challenges. For
the successful use of these technologies, it is important to consider ethical aspects, ensure the
transparency of algorithms, avoid bias and discrimination, and ensure the protection of employee data
in accordance with international standards and regulations. In addition, companies should invest in
training their employees to ensure effective use of Al and increase their awareness of new
technologies.

Only with a comprehensive approach to Al implementation, including technical training, ethical
review, legal compliance and transparency, will companies be able to achieve the desired results and
ensure the sustainable development of their teams in a global environment. This approach will help
organizations not only optimize HR processes, but also create a culture of innovation aimed at long-
term success and growth.
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