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DIGITALIZATION OF BUSINESS PROCESSES
IN PERSONNEL MANAGEMENT FOR THE DEVELOPMENT
OF THE ENTERPRISE'S HUMAN RESOURCE POTENTIAL

The article methodologically utilized a systematic review of scientific literature from leading academic databases,
which indicates that the digitalization of business processes in enterprise personnel management forms the basis for
the impact of digital HRM on organizational effectiveness and companies' sustainable development. The digitalization
of HR processes, as a comprehensive transformation, includes the automation of routine tasks, the implementation
of digital systems, the development of digital competencies, and new approaches to personnel management and
human resource potential development. The use of artificial intelligence, Big Data analytics, online platforms, and
gamification increases the efficiency of recruiting, training, evaluation, and communication, and enhances employee
motivation and engagement. Digital transformation encompasses changes in corporate culture, the formation of agile
teams, leadership development, and adaptation to rapid market changes. It allows for attracting and retaining talent,
increasing company productivity and competitiveness, while simultaneously supporting sustainable development
strategies and effective HR work in a dynamic environment. In 2025, technology, Al, and changes in the workforce
structure are radically impacting HR. Key trends identified include: adapting to Al, overcoming the skills gap, the
role of “blue” and “new-collar” workers, as well as accounting for demographic and social changes. Successful
companies combine technology with humanity, increasing the flexibility, engagement, and resilience of teams.
An algorithm for the digitalization of a company's HR processes and a characterization of existing HRMs across
different models, their advantages, and disadvantages are proposed for companies to apply. Quantitative assessment
of HR process digitalization was researched, which can be conducted using digital maturity models (Deloitte, PwC,
KPMGQG), checks on HRIS/HCM effectiveness, digitalization KPIs, the level of HR technology use, HR analytics, the
Balanced Scorecard, and the HR Digital Index. These approaches will allow enterprise management to determine
the level of automation, system integration, employee engagement, data utilization, and digital culture development,
providing a comprehensive assessment of the effectiveness of HR's digital transformation.

Keywords: digitalization, business processes, HR processes, transformation, human resource potential, enterprise,
HRM, assessment.

Problem statement. The digitalization of
business processes in personnel management
represents a transition to modern digital
technologies for personnel management and the
entire corporate culture of companies, from hiring
employees to training and evaluating performance
results. It requires companies to have a strategic
vision, develop employees' digital competencies,
and be ready for constant changes, which will
contribute to the development of enterprises'
human resource potential. The use of modern
technologies — artificial ntelligence, Big Data,
cloud solutions, VR / AR, and online platforms —
makes it possible to increase efficiency, reduce
costs, strengthen the team, and lower staff
turnover. The practical experience of Ukrainian
and international companies confirms that the
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digitalization of HR processes is becoming a factor
in competitiveness, innovation, and long-term
business development. Therefore, the research
of methodical approaches to the digitalization
of business processes in personnel management
for the development of enterprises’ human
resource potential is relevant when considering
the conditions of further digitalization and
transformational changes.
Analysisofrecentresearch and publications.
As the analysis of recent scientific publications
shows, the digitalization of business processes
in enterprise personnel management is a relevant
and in-demand topic for research. The following
scholars have dedicated their scientific works
to this problem: L. Burdonos., V. Vynohradnia,
S. Veraksich [1], Y. Vozniuk and P. Pererva [2],
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O. Diakiv, D. Shushpanov, S. Rokhorovska and
others [3], O. Kravchuk, I. Varis, K. Rubel [4],
N. O. Litorovych [5], Liubomudrova,
I. Yamshchykov [6] and others. Foreign scientists
Adiazmil, A. S., Rosman, M. M., Ibrahim, N. [7],
Amany, S. [8], Firayani, F. [9], Sahroni, A., &
Susana, N. [10] in their research form the basis for
further studies on the impact of digital HRM on
organizational effectiveness and the sustainable
development of companies.

According to L. Burdonos, V. Vynohradnia,
S. Veraksich, effective digitalization of business
processes in personnel management requires a
manager-leader who possesses knowledge of
management information and selects a reliable
and convenient HRM [1]. Top management
may face setup problems, therefore enterprises
need to strengthen departments with appropriate
IT specialists to manage information systems
and resources. They must have competencies
in various areas of the enterprise's operation —
planning, marketing, HR —and be ready to respond
to rapid changes.

Vozniuk Y. and Pererva P. note that the
digitalization of HR processes includes the use of
digital systems (SAP SuccessFactors, Workday,
BambooHR) to automate document flow, time
tracking, and the calculation of salaries and
bonuses[2]. Electronicservicesreducepaperwork,
speed up information processing, and lower the
risk of errors. Artificial intelligence optimizes
recruiting by analyzing large datasets and
predicting candidate success. Online platforms
(Coursera, Udemy, LinkedIn Learning), as well as
AR / VR, make training personalized, accessible,
and more effective. Big Data and analytical tools
help evaluate productivity, KPIs, and employee
satisfaction levels, while gamification and
corporate applications increase motivation and
engagement. The optimization of HR processes
directly impacts the company's economic
potential, its competitiveness, and its ability to
scale. The practical experience of startups, small,
medium, and large businesses (Time is Brain,
Grasshopper Air Mobility, Pexapark, BrewDog,
Klevu, Patagonia, Unilever, Starbucks) confirms
the effectiveness of digitalization in the field of
personnel management.

Diakiv O., Shushpanov D., Rokhorovska S.
and others believe that a company's effectiveness
after digital transformation is based on key
components: digital personnel, who possess
digital skills and form a new corporate culture;
digital teams, which ensure agile management;
digital learning, aimed at developing
competencies and readiness for change; digital
culture, which stimulates innovation; digital
adaptation, which ensures a rapid response to

market changes; digital talents, who promote
innovation; and digital values, which reflect
new opportunities and challenges in the context
of technological progress [3]. Personnel
management in the digital economy involves
developing digital competencies, applying
flexible forms of employment, automating HR
processes, and implementing new management
tools. The main elements of the system become
the digital workforce, the digital workplace,
digital  leadership,  digital  engagement,
communications, and the operating model. These
changes ensure the optimization of business
processes, increased efficiency, and adaptation to
a dynamic environment.

Scientists O. Kravchuk, I. Varis, and K. Rubel
note that in Ukrainian practice, the terms
“digitalization” and “digital transformation”
are often used synonymously, however, most
scientists emphasize the second concept [4].
Digital transformation is viewed as a systemic
process that involves not only technical changes
but also new approaches to management, the
transformation of business models, and corporate
culture. Its essence lies in the comprehensive
implementation of technologies that ensure
adaptation to the market and the long-term
development of companies. HR digitalization
allows for the automation of routine tasks and
increases the efficiency of personnel management.
Modern technologies are applied in all areas of
HR — from recruiting and onboarding to training,
development, assessment, and analytics. The
main market trends are: the use of artificial
intelligence and machine learning, process
automation, data analytics, chatbots and virtual
assistants, VR / AR in training, gamification,
cloud technologies, integration with social
networks, and 24/7 recruiting. Digital HR
combines social networks, mobile applications,
analytics, and cloud solutions, which ensures
process optimization, cost reduction, and
increased speed and mobility. The integration of
digital tools contributes to employee attraction
and retention, talent development, and the
company's long-term success.

In the work of Litorovych O., it is emphasized
that digitalization requires the transformation of
production processes and ways ofusing resources
to increase competitiveness [5]. Enterprises
must define their organizational identity, form
a vision, and adaptive management strategies.
This is not just the implementation of software,
but also a change in management approaches.
Managers must modernize work methods,
quickly adapt personnel to changes, and apply
new management tools for the effective use of
time and resources.
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Research by N. Liubomudrova, I. Yamshchykov
showed that the digitalization of HRM goes
beyond the automation of routine tasks and is
a comprehensive management transformation
that forms new approaches to interacting
with personnel, developing potential, and
strengthening teams. The use of artificial
intelligence, Big Data, employee experience
management systems, and career development
platforms significantly increases engagement,
which reduces staff turnover [6]. Conversely,
insufficient digitalization or its ineffective
implementation leads to increased costs and a
loss of personnel stability. Recommendations for
international companies are proposed: implement
HR analytics for the early detection of turnover
risks; develop feedback platforms and employee
experience assessments; create personalized
career growth trajectories; integrate Al-based
solutions for predicting changes in personnel
satisfaction and developing proactive retention
measures.

A similar point of view is shared by the
research of foreign scientists, in particular,
Adiazmil, A. S., Rosman, M. M., Ibrahim, N.,
who point to the importance of deep technology
integration, the involvement of key stakeholders,
and the development of employee competencies
and leadership as determining factors for effective
HR planning [7]. Companies that align their
personnel management strategies with sustainable
development goals achieve more positive results.
At the same time, implementation challenges are
emphasized — resistance to change, technological
uncertainty, and the difficulty of forecasting
future skill needs.

Without implementing digital tools, notes
Amany, S., companies risk losing their market
positions [8]. There is an urgent need for
research that develops effective approaches to
implementing digital HR systems that increase
productivity and the quality of personnel
management.

The scientist Firayani, F. analyzes effective
HRM strategies that focus on developing
digital competencies, using data analytics in
decision-making, ensuring work flexibility, and
fostering a culture of innovation and virtual
collaboration. The HRM function is shifting
from administrative to strategic, playing a key
role in the organization's transformation [9].
Therefore, Firayani, F. concludes that a digital
HRM strategy must be contextual, data-driven,
and oriented towards sustainable development.

The results of Sahroni, A., & Susana, N.'s work
show that digital transformation requires HR
specialists to have new competencies in analytics,
technology, and strategic management [10]. The
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research forms a holistic conceptual framework
that defines the main dimensions of digital
transformation's impact on HRM and offers
practical guidelines for specialists and scientists,
emphasizing the need for adaptive policies and a
culture of innovation.

Summarizing the above, it becomes evident
that the digitalization of business processes
in personnel management is a comprehensive
transformation that requires the formation
of new methodical approaches to ensure the
automation of recruiting, training, evaluation,
and communication, the development of digital
competencies, and flexible management of human
resource potential in conditions of readiness for
unforeseen changes.

Objectives of the study. The aim of the
article is: 1) to conduct a review of the scientific
literature on the issue of digitalization of business
processes in enterprise personnel management;
2) to summarize trends in personnel management
development related to the application of
artificial intelligence; 3) to develop approaches
to digitalization in enterprise personnel
management: an algorithm, the application of
HRM, approaches for assessing the level of HR
process digitalization, etc.

Presentation of the main material. The
year 2025 has become a period of large-scale
transformations in the world of work, where
technology, artificial intelligence, and changes in
the workforce structure will radically influence
people management. According to the AIHR
HR Trends Report 2025, the key trends will
be technological transformation, adaptation
to Al overcoming the skills gap, and the
increasing role of “blue-collar” and “new-collar”
workers [11-12]. At the same time, companies
must consider demographic and social changes:
the increase in the number of “silver workers,”
the slowdown in gender progress, and increased
anxiety among employees. At the center of
success are flexibility and the strategic integration
of HR into business processes.

Organizations that manage to combine
technological innovations with humanity will
win in the competitive struggle, ensuring growth,
engagement, and team resilience in conditions
of continuous change. The digitalization of
business processes in personnel management is a
comprehensive transformation that combines the
implementation of technologies with a change
in management approaches and an update of
the requirements for the development of the
enterprise's human resource potential.

In 2025, the development of human resource
potential is closely linked to the implementation
ofartificial intelligence in personnel management.
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The combination of human capital and digital
technologies is forming a new model of HR
specialists, where the main resource becomes
not only the competence of employees, but also
the ability to learn quickly, adapt, and use data
for decision-making. Thus, the main goals of
HR departments remain unchanged: to attract
talented employees, and maintain their loyalty,
engagement, and satisfaction. HR professionals
are becoming innovators, experimenting with
new models of performance management,
training, recruiting, and motivation, etc.

For a company, it is important to apply the
algorithm for the digitalization of the company's
HR processes, presented in table 1.

Digitalization has accelerated the development
of business processes in HR, prompting the use
of bots, social networks, mobile applications, and
comprehensive HRM systems that automate the
entire employee life cycle — from time tracking,
salaries, and leave to adaptation, development,
and career growth. Among the most common
systems are SAP HCM, Oracle HCM, Dynamics
365 HR, Workable, Hurma, PeopleForce,
BambooHR, Zoho People, BAS ERP.

Business success depends on qualified and
motivated employees, so the development
of digital skills in HR is key. Digitalization
improves communication and collaboration
through electronic tools and corporate platforms.
To assess how well a company has digitized
its HR processes, it is important to understand
the overall level of digital maturity, best done
by using international models (Deloitte, PwC,
KPMG) that show the stage of development the
HR department is currently at. When faced with
the task of checking how effectively an HRM
system works, it is appropriate to use methods
for evaluating these platforms: they show which
processes are covered, how quickly data is
processed, and whether there is integration with
other business systems (table 2).

To obtain concrete results in numbers, the
company can use KPIs: for example, how much
time is spent on hiring, what share of processes
is automated, or whether employees are satisfied
with digital tools. To obtain data on whether
employees are using digital HR services, the
Adoption Rate methodology can be applied,
which shows to what extent technologies have
become part of daily work and have not just
remained 'on paper'.

If the company aims to build data-driven
management, it is important to assess the level of
HR analytics — whether it is limited only to basic
statistics, or if it already predicts and suggests
solutions. When digitalization needs to be linked
to the company's overall strategy, it is appropriate
to use the Balanced Scorecard approach, which
evaluates not only internal processes, but also
financial benefits, employee satisfaction, and
development prospects.

And for those organizations that want to
compare themselves with other companies or
an entire industry, the HR Digital Index is best
suited — it forms a generalized indicator of digital
maturity.

In fact, the ideal solution is a combination of
several techniques: for example, use a digital
maturity model to see the real state in general;
KPI — to get specific numbers; and Adoption
Rate — to understand the level of perception of
new technologies by the company's employees.

Let's take a closer look at the methodological
approaches by which companies assess the level
of digitalization of HR processes and areas that
require additional development. The main ones
are as follows [11-12]:

1. HR Digital Maturity Models, such as the
Deloitte Digital HR Maturity Model, PwC HR
Tech Maturity Model, KPMG Digital Maturity,
are used. The models show what level the
company is at — from basic to transformational.
Assessment criteria include: process automation,

Table 1

Algorithm for the digitalization of the company's HR processes

Ne Step

Actions and expected result

1 |[Needs Analysis

Identifying “weak” spots in HR processes: recruiting, adaptation, training, etc. A clear
understanding of what exactly needs to be automated.

2 | Tool Selection

Choosing an HR system, platform, analytics.
The right technologies for specific tasks.

3 | Pilot Launch

Testing on one team or process. Verifying effectiveness without major risks.

4 |Personnel Training work with new tools

Explaining to HR managers and employees how to use the new services. The ability to

5 |Scaling and efficiency.

Extending digital solutions to all departments and processes. System-wide consistency

6 Monitoring and
I 1
mprovement company's HR processes.

Tracking results, feedback, adding new functions. Continuous improvement of the

Summarized by the authors [1-10]
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Table 2

HRM characteristics: advantages and disadvantages

Ne HRM Model

Main characteristics, advantages, and disadvantages

Administrative Document flow, personnel records, salary, labor discipline.
(personnel records (+) Simplicity, clear processes, control.
management) (-) Minimal personnel development, HR does not influence strategy.
Personnel Selection, adaptation, training, control.
Manaeement (+) Systemic approach to working with personnel.

g (-) Focus on control rather than personnel development.

HR is integrated into business strategy, development of corporate culture and careers.

Strategic HRM (+) Long-term value, increasing the competitiveness of personnel and the company.

(-) Requires investment, analytics, company maturity.

HR Business Partner

HR as a consultant and partner to structural divisions.
(+) Quick response to business needs, strategic benefit.
(-) Requires high HR expertise.

Talent Management

Attraction, retention, and development of talent, talent pool.
(+) Increased loyalty and engagement, leadership preparation

(-) Quite costly, more suitable for medium and large companies.

Agile HR / Digital
HR

Automation, flexibility, Al, and HR analytics.
(+) Process optimization, speed, transparency.
(-) Requires technology, IT support, and personnel adaptation.

DEIB (Diversity,
7 | Equity, Inclusion,
Belonging)

thinking.

Focus on equality, diversity, and inclusion.
(+) Strong corporate culture, employer brand attractiveness
(\u2012) It takes time to implement, resistance to structures with outdated traditional

Summarized by the authors [1-10]

HR analytics, Al application, employee self-
service, and HRIS integration.

2. HRIS / HCM Performance Assessment.
This examines how well the HRIS or HCM covers
key processes (recruitment, onboarding, training,
development, rewards), how they integrate with
other business systems, and how quickly and
accurately they process data.

3. KPIs of HR process digitalization measure
in numbers: the share of automated processes;
time to fill vacancies or onboard; the number
of candidates using online tools; employee
satisfaction with digital services; the use of HR
analytics in decision-making.

4. The level of HR technology adoption
(Adoption Rate) shows how many employees
actually use HR services (mobile apps, personal
portals, LMS). This helps distinguish formal
implementation from real utility.

5. HR analytics and data-driven management
verifies whether HR decisions are made based
on data, and to what extent the company
applies descriptive, diagnostic, predictive, and
prescriptive analytics (People Analytics).

6. Balanced Scorecard for HR digitalization
(BSC) is a methodology adapted for HR that
includes components: financials — cost savings
through automation; employees — satisfaction
with digital services; internal processes —
speed and minimization of bureaucracy;
innovation — development of personnel's digital
skills.
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7. HR Digital Index (index of HR digital
transformation) is formed based on surveys and
covers issues such as: the existence of an HR
digitalization strategy; the level of investment in
technology; the application of Al, chatbots, big
data; the development of a digital culture in the
company.

In practice, companies assess the digitalization
of HR processes by combining several
approaches: they study how developed their
systems are (digital maturity models), measure
performance (KPIs) and conduct user surveys
on how convenient they are to work with these
systems. Thus, they receive information about
the overall state — both from the technical side
and from the point of view of the company's
employees' work, with the aim of further
improvement.

Conclusions. Thus, 2025 has become a
turning point in the development of the personnel
management system, where the human resource
potential of enterprises has acquired new meaning
under the influence of digitalization, automation,
and the implementation of artificial intelligence
in HR practices. The development of the new
AIHRM (Artificial Intelligence in Human
Resource Management) concept is fundamentally
changing the role and functions of HR: from
administrative support to a strategic business
partner. It is precisely technological integration,
data analytics, and process automation that allow
companies to make more accurate decisions,
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react faster to labor market changes, and more
effectively develop their human resource
potential.

Digitalizationof HR processesisarestructuring
of the current mindset of all participants in the
management process. Enterprises that invest
in developing employees' digital skills, create
flexible management structures, and foster a
culture of analytical thinking demonstrate higher
productivity and stability even in conditions of
global turbulence. The development of human
resource potential in the digital age involves the
ability of employees to learn quickly, interact
effectively with technology, and demonstrate
flexibility and innovation in solving professional
tasks.

An important management tool is the
assessment of the digital maturity level of HR
processes, which allows for the identification of
weaknesses, measurement of the effectiveness
of implemented technologies, and adjustment
of the future development strategy. The use of
approaches such as HR Digital Maturity Models,
KPIs of HR process digitalization, the Balanced
Scorecard, Adoption Rate, or the HR Digital
Index ensures a comprehensive assessment,
ranging from the technical state of systems to the

level of employee satisfaction and the company's
business results.

The key success factor is the combination
of technological innovations with humanity.
Artificial intelligence, data analytics, chatbots, or
automated HRM platforms create the foundation
forincreasing efficiency, however, only a person s
capable of forming corporate culture, generating
new ideas, and maintaining team motivation.
That is why the development of human resource
potential must combine technological knowledge
with emotional intelligence, ethical values, and
the ability for team collaboration. Thus, the
future of personnel management, as evidenced
by HR reports from Deloitte, PwC, KPMG, is
a synergy of humans and artificial intelligence,
where digital tools become catalysts for
development, not a replacement for the human
factor. Companies, which combine digitalization
and the humanization of management, will gain
the ability to ensure flexibility and resilience in
a changing business environment. At the center
of these changes remains the person as the main
bearer of knowledge, ideas, and innovations,
without whom even the most modern technologies
cannot ensure the sustainable development of
companies.
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IUO®POBU3ALIA BIBHEC-ITPOLECIB
B YIHPABJIIHHI HEPCOHAJIOM JAJIAA PO3BUTKY
KAJAPOBOT'O HIOTEHUIAJY IMIIAITPUEMCTBA

Y crarTi MeTOMOJIOTIYHO BUKOPUCTAHWUN CHUCTEMATHMYHUN OIS HAYKOBOI JITEpaTypd 3 TPOBITHUX
aKkajeMiyHuX 0a3 JaHuUX SKUA CBIMYUTH, IO IU(pPOBi3amis Oi3HEC-IPOEeciB y MEHEIHKMEHTI TepCcoHay
HiI[HpI/ICMCTB (Gopmye ocHoBy st BiuuBy uudposoro HRM Ha opranisauiiiny eeKTUBHICTb 1 CTalNii PO3BUTOK
xomnanid. [udpposizanis HR-mpouecis sk koMIuekcHa TpancdopMaiis, BKIIOYa€ aBTOMATU3AIIK0 PYTHHHUX
3a1a4, BIPOBA/UKEHHS HU(PPOBUX CHCTEM, PO3BUTOK HM(POBMX KOMIIETEHIIA i HOBI MiAXOAM 10 yNPABIiHHS
TNIEPCOHANIOM Ta PO3BUTKY KaJpOBOr0 MOTEHIiany. BUKOpHCTaHHS MITY4HOTO iHTeNeKTy, aHaniTukn Big Data,
OHJIAMH-TUTATPOPM 1 reiiMidikamii migBUITye e(peKTUBHICT PEKPYTHUHTY, HABYaHHS, OLIHIOBAaHHS Ta KOMYHIKaIlil,
MiJBHUIy€ MOTHBALIIO if 3aJIy4eHICTh CIiBpoOiTHHKIB. L{udpoBa TpaHchopMarlist 0XoIuToe 3MiHy KOPIIOPAaTHBHOT
KyIBTypH, (OPMYBaHHS THYYKHX KOMaHJ, PO3BHUTOK JIiJEPCTBA Ta aNalTaliio IO MIBUAKKX 3MiH PHHKY. BoHa
JIO3BOJISIE 3a7Ty4aTy i yTPUMYBATH TaJlaHTH, ITiIBUIIYBAaTH POAYKTUBHICTB 1 KOHKYPEHTO CIIPOMOXKHICTh KOMITaHif,
OJTHOUACHO 3a0e3MeuyroUun CTpaTerii CTaJoro po3BUTKY Ta eekTuBHY poboty HR y nunHaMiuHOMY cepenoBHII.
Y 2025 poui Texnonorii, LI Ta 3MiHM B CTPYyKTypi po6040i CHIIM pajvKaabHO BIMBaroTh Ha HR. Busnaveni
KII1040BI TpeHau: ananrauis 1o LI, noxonanus gepiunty HABUYOK, POJIb «CHHIX» 1 «HOBUX KOMIPLIB», @ TAKOX
BpaxyBaHHs AeMOrpadivHHX i COLianbHUX 3MiH. YCHIilIHI KOMIaHIi MOEIHYIOTh TEXHOIOTI 3 JIONSHICTIO,
M1BHILY M THYYKICTb, 3aJIy 4€HICTb 1 CTIHKICTh KOMaH 1. 3alpONOHOBAHO JUIsl KOMIIAHii 3aCTOCOBYBATH aITOPHTM
mugposizanii HR-npomecis xommanii Ta xapakrepuctuka icHyrodnx HRM y po3pisi pizHux Mmozmenei, ixmix
nepesar Ta HeJoJikiB. JlociixeHo KigbKicHe ouiHoBaHHS nudposizanii HR-npouecis, ske Moxke NpOBOAUTHCS
3a joromororw Mojuenel mudposoi 3pinocti (Deloitte, PwC, KPMG), nepeBipku edexkruBrocti HRIS/HCM,
KPI undpogizauii, pieus Bukopucranus HR-rexnonoriéi, HR-ananituku, Balanced Scorecard Ta HR Digital
Index. i miaxoau 103BONATH KEPIBHULTBY MIANPUEMCTBA BUSHAYUTH PIBEHb aBTOMATH3AIll], IHTETpaLii cucTem,
3aITydeHHs MPaliBHUKIB, BHKOPUCTAHHS JaHUX 1 po3BUTKY digital-KynbpTypH, 3a0e31eUy0qr KOMIUIEKCHY OILIHKY
e¢exTuBHOCTI ITPpoBoi Tpanchopmanii HR.

KarouoBi ciioBa: umbpomsaum oi3Hec mporecu, HR-mponecu, tpaHchopmaliisi, KaapoBHH TMOTEHINA,
mianpuemMctBo, HRM, oriHroBaHHS.

Cmamms naoiiwna: 16.09.2025
Cmamms npuiinama: 05.10.2025
Cmamms onyonikosana: 31.10.2025
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