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FORMATION OF HR TECHNOLOGIES AT TRANSPORT ENTERPRISES

In the current conditions of globalization and digitalization, the transport industry faces new
challenges, including a shortage of qualified personnel, the need to increase labor productivity, and
adaptation to rapid market changes. HR technologies, as tools for human resource management, are
becoming key to ensuring the effective operation of transport enterprises. Their implementation
allows not only to optimize the processes of recruitment, training and motivation of personnel, but
also to form a flexible organizational culture capable of innovation [1-8].

The relevance of the study is due to the need to transform traditional approaches to personnel
management in the transport sector. Growing competition, the introduction of automated logistics
systems, as well as the need to adapt to new standards of safety and environmental friendliness require
new solutions from HR departments. HR technologies make it possible to ensure strategic management of
human capital, which is critical for the sustainable development of transport enterprises.

1. E-Recruiting.

This technology involves the use of online platforms, social networks and specialized portals
for the search and selection of personnel. It allows you to significantly reduce the time for searching
for candidates, automate the processes of questionnaires and pre-selection. For transport enterprises,
this is especially important when mass recruitment of drivers, logisticians or technical personnel. The
systems can integrate with CRM and ERP, which provides a single database. In addition, the use of
artificial intelligence algorithms allows you to predict the candidate's suitability for the position. The
disadvantage is the risk of losing personal contact with the candidate. However, efficiency and
scalability make e-recruiting indispensable in modern HR management. The efficiency of electronic
recruiting (E-Recruiting) at transport enterprises is especially high due to the specifics of the industry,
which requires fast, mass and accurate personnel selection. Here are the key aspects that reveal its
effectiveness. Transport companies are often faced with the need to promptly hire a large number of
drivers, logisticians, and technical personnel. E-Recruiting allows you to automate the processes of
posting vacancies, collecting questionnaires, pre-selection, which significantly reduces hiring time.
Automation of recruiting processes allows you to reduce the cost of HR personnel, printing
questionnaires, phone calls, and organizing interviews. Many platforms are subscription-based or
have free features, making them cost-effective. Transport workers often only have access to
smartphones. E-Recruiting platforms are mobile-responsive, allowing candidates to apply on the go
and HR managers to respond promptly. Modern recruiting systems collect statistics: how many
candidates have viewed the vacancy, how many have applied, what stages are going through. This
allows the HR department to analyze the effectiveness of campaigns and adjust strategies. Despite
the advantages, e-recruiting also has disadvantages: the risk of losing «live» contact, the difficulty in
checking the candidate's motivation, and technical barriers for senior employees. Therefore, its
effectiveness increases when combined with traditional methods.

2. Learning Management Systems (LMS).

LMS are platforms for organizing distance learning, certification, and monitoring of employee
knowledge. In the transport industry, they are used for safety training, environmental standards, and
working with new equipment. An LMS allows you to create individual development trajectories,
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which increases staff motivation. The systems support multimedia content, interactive tests, and
analytics of results. They also help reduce the cost of full-time education. The disadvantage may be
the low digital literacy of some employees. However, an LMS is a powerful tool for upskilling and
onboarding staff. The effectiveness of the Learning Management System (LMS) in transport
enterprises is extremely high, especially in the context of the digital transformation of the industry.
Here are the key aspects that reveal its practical value. An LMS allows you to create uniform training
programs for all employees, regardless of their place of work or schedule. This is especially important
for large transport companies with branches in different regions. Standardization provides the same
level of knowledge regarding safety, transport operation, environmental standards. The system allows
you to form personalized development trajectories for each employee — from a beginner to a manager.
Employees can take courses at a convenient time, choose topics that correspond to their position or
career plans. This increases motivation and engagement. Instead of organizing seminars, trips and
renting premises, the company can conduct training online. This significantly reduces the cost of
logistics, teacher fees and printing materials. An LMS also allows you to reuse content at no additional
cost. The system provides detailed statistics: who took the course, what are the test results, what topics
cause difficulties. This allows the HR department and managers to respond promptly, adjust
programs, and plan additional training. Transport workers — drivers, couriers, technicians — often do
not have access to a stationary computer. LMS platforms are adapted to smartphones, which allows
you to take training «on the go» — during breaks, while waiting for download, etc. Training in
occupational safety, fire safety, traffic rules can be integrated into the LMS with mandatory
certification. This allows the company to comply with legal requirements and reduce the risks of
accidents or fines. Despite the advantages, LMS may face difficulties: low digital literacy of some
staff, resistance to change, and the need to adapt content to the specifics of the industry. However,
these challenges can be overcome through phased implementation and user support.

3. Cloud HRM systems.

Cloud HRM systems provide centralized personnel management: personnel accounting, work
schedules, payroll, and performance evaluation. They are accessible from any device, which is
especially important for mobile workers in the transport sector. Such systems are easily scalable and
integrate with accounting and logistics platforms. They provide a high level of data security and
automation of routine processes. The disadvantage may be the dependence on the Internet connection.
However, their flexibility and cost-effectiveness make cloud-based HRM systems the best choice for
modern enterprises. The efficiency of cloud-based HRM (Human Resource Management Systems)
in transport enterprises is extremely high, as they provide flexible, centralized and cost-effective
personnel management in a dynamic environment. Here are the key aspects that reveal their practical
value. Cloud HRM systems allow you to combine all HR processes — employee accounting, work
schedules, payroll, performance assessment — in a single platform. This is especially important for
transport companies with a large number of mobile staff and branches in different regions. Employees
and managers can access the system from a computer, tablet or smartphone, which ensures efficiency
in decision-making. For example, a driver can review their schedule or apply for a vacation directly
from their smartphone. The system automatically processes applications, generates reports, reminds
about certifications or medical examinations. This reduces the workload on the HR department and
minimizes human errors, which is critically important in a high-volume environment. Cloud solutions
provide a high level of information protection — backup, encryption, access control. This avoids data
loss due to technical failures or human error. The implementation of a cloud-based HRM system does
not require significant investments in servers or IT infrastructure. Most platforms operate on a
subscription model, which allows you to plan expenses flexibly. Cloud-based HRM systems are easily
integrated with accounting, logistics, and CRM platforms. This creates a unified enterprise
management ecosystem where all data is synchronized and available in real-time. Potential
difficulties include dependence on a stable Internet connection, the need for staff training, and
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adaptation of the system to industry specifics. However, these challenges are offset by long-term
benefits.

4. People Analytics.

This technology allows you to analyze large amounts of data about employees: productivity,
staff turnover, level of satisfaction. It is based on the use of machine learning algorithms and statistical
models. For transport enterprises, this makes it possible to predict risks, optimize work schedules,
and identify hidden problems. Analytics contributes to making informed management decisions. The
disadvantage is the need for highly qualified analysts and quality data. However, its strategic value
for the HR function is undeniable. Personnel analytics allows you to identify patterns that precede the
dismissal of employees, a decrease in productivity or a violation of discipline. For example, frequent
delays, low performance ratings, or lack of training can signal the risk of frame loss. This allows the
HR department to intervene in a timely manner and prevent negative consequences. At transport
enterprises, it is important to effectively distribute shift schedules, routes and loads. Analytics allows
you to take into account productivity, fatigue levels, and the history of violations in order to form
optimal schedules that reduce the risks of accidents and increase efficiency. Instead of intuitive
personnel management, managers get access to objective data: the level of satisfaction, learning
outcomes, efficiency in different conditions. This allows you to make informed decisions about
promotions, transfers, motivational programs. Analytics helps to identify excess personnel costs — for
example, duplication of functions, inefficient use of working time, and inflated bonuses. This allows
you to optimize the budget without compromising employee motivation. People Analytics systems
can analyze learning dynamics, test scores, and peer feedback to identify high-potential employees.
This contributes to the formation of a talent pool and career planning. Personnel analytics works
effectively in conjunction with LMS, HRM systems, and electronic recruiting. For example, data
from the LMS on course completion can be used to assess an employee's readiness for a new role.
Effective analytics requires quality data, technical infrastructure, and qualified analysts. It is also
important to adhere to ethical standards regarding the confidentiality of personal data.

5. Mobile apps for staff.

Mobile HR applications allow employees to access schedules, payrolls, training courses, and
feedback. They are especially useful for drivers, couriers, technical personnel who do not have
constant access to a computer. Apps can include geolocation features, reminders, chatbots. This
increases the level of communication and staff engagement. The downside is the need for multi-
platform support and data protection. However, mobility and convenience make such applications an
important element of a digital HR strategy. Mobile applications allow employees to quickly access
work schedules, routes, shifts, orders or messages. This is especially important for drivers, couriers,
technical personnel who do not have constant access to a computer. The information is updated
instantly, which reduces the risk of errors and misunderstandings. Employees can apply for vacation,
sick leave, scheduling changes, or view payroll without having to contact the HR department. This
reduces the burden on administrative staff and speeds up the processing of requests. Applications can
contain built-in chats, push notifications, integration with corporate news. This allows employees to
be quickly informed about changes, emergencies, new regulations or training opportunities.
Communication becomes two-way, which increases staff engagement. Integration with LMS allows
employees to take online courses, tests, and receive certificates on-the-job. This is especially useful
for updating knowledge on safety, environmental standards or new technologies. Mobile applications
can include GPS tracking functions, which allows you to control the movement of vehicles, route
adherence, and arrival time. This increases logistics efficiency and transportation safety. The
application interface adapts to the role of the employee: the driver sees the flight schedule, the
mechanic sees maintenance tasks, and HR sees HR analytics. This creates a comfortable working
environment and reduces stress levels. Among the difficulties is the need for technical support,
protection of personal data, and adaptation of applications to different operating systems. Also, some
employees may have a low level of digital literacy that requires training (Table 1).
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Table 1 — Comparison of HR technologies for transport enterprises

Technology Economic Advantages Disadvantages Areas of use
essence
. Reduction of Speed, scalability, | Loss of personal H|r_|ng (_jnvers,
E-Recruiting personnel search . logisticians,
automation contact :
Costs technical staff
- Security
Optimization of FIeX|b'|I|ty, Low digital Training,
LMS - analytics, - X
training costs 4 . literacy Technical
multimedia
Courses
Cloud HRM Centralization of Acce33|_b|I|ty, Internet Personn_el
svstems personnel integration, addiction accounting,
y management security schedules, salary
Forecasting and | Strategic, Performance
Personnel S . i
. optimization of | accurate, risk Need for analysts | evaluation,
analytics . ;
costs detection planning
Increased Convenience, Technical .
: . S Work with
Mobile Apps productivity and | communication, support, data mobile personnel
engagement accessibility protection P

Source: developed by the authors

The formation of HR technologies at transport enterprises is a key factor in their
competitiveness and adaptability. The introduction of digital solutions allows not only to optimize
personnel management, but also to create conditions for sustainable development, increased safety
and efficiency. Each technology has its own advantages and limitations, but their complex application
provides synergy of results. The authors associate the directions of further research with the
development of models for integrating HR technologies with logistics systems; research on the impact
of digital transformation on employee motivation; analysis of the effectiveness of HR technologies
in crisis conditions (for example, during pandemics or hostilities); study of the ethical aspects of using
artificial intelligence in HR.
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SYNERGISTIC ASPECTS OF DUAL EDUCATION IN HUNGARIAN UNIVERSITIES

In the modern educational space, dual education is becoming increasingly important as an
effective model for training highly qualified specialists. It combines academic training at universities
with practical experience at enterprises, creating conditions for the formation of competencies that
meet the real needs of the labor market. In Hungary, dual education has been actively implemented
since 2015, and today it demonstrates high results in the fields of engineering, IT, agricultural sector
and economics.

The relevance of the study is due to the need to rethink educational models in the context of a
synergistic approach — that is, the interaction of different components of the education system that
create a new quality. In Hungary, dual education has become an example of such synergy between
universities, business and students. The study of its aspects allows not only to understand the
mechanisms of effective training, but also to adapt successful practices to other countries, in particular
Ukraine.

1. Institutional interaction.

This aspect involves close cooperation between universities and businesses, which jointly
shape curricula, define competencies and evaluate results. Such interaction is based on contractual
relations that ensure the stability and responsibility of the parties. Hungarian universities create
special coordination centers that support communication with business. This allows training to be
adapted to changes in technology and the labor market. The synergistic effect is manifested in the
creation of a flexible educational ecosystem. The disadvantage may be the difficulty of reconciling
interests. However, institutional interaction is the foundation of the dual model. Hungarian
universities develop curricula in close cooperation with enterprises that act as full partners. This
allows you to adapt the content of education to the real needs of the labor market, ensuring the
relevance of knowledge and skills. All participants in dual education — the university, the student and
the enterprise — conclude a tripartite agreement. This legally enshrines the obligations and rights of
the parties, creating a stable basis for long-term interaction. Universities form special units that
coordinate cooperation with business: coordinate internship schedules, control the quality of
mentoring, and collect feedback. This ensures consistency and transparency of the process.
Businesses that participate in dual education gain access to young talent and build a positive image
as socially responsible employers. Universities, in turn, increase their competitiveness. Thanks to the
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