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 

Abstract: The article discusses the problem of fostering talented 

employees' loyalty in circumstances where artificial intelligence is 

applied. The intensification of competition under the conditions of 

another forthcoming economic crisis triggered the technological 

application of artificial intelligence with the conjoined fostering 

of talented employees' loyalty. The analysis of the results of the 

Google Form survey by the focus group has shown that a 

favorable environment prevails within organizations, which in 

general allows using talented employees' potential efficiently to 

the maximum possible extent. Discrimination, envy, and 

indifference of colleagues do not have that much effect on 

talented employees' loyalty. Creation of more favorable labor 

conditions for talented employees is contradictory and 

predetermines the discontent of other corporate employees, which 

may result in conflicts, the ethnic ones inclusive. The article 

presents the nature of the influence of artificial intelligence on 

talented employees' development for the first time. The majority of 

respondents regard this effect as a positive one (63%). The 

originality of the research lies in revealing the character of 

relations between the leaders of natural intelligence – talented 

employees – and artificial intelligence. This study may form the 

basis for reducing risks while working with talented employees in 

conditions where artificial intelligence is applied. 

 
Keywords : talent management, artificial intelligence, talented 

employees, loyalty, competitiveness.  

I. INTRODUCTION 

In the context of intensified competition and another 

potential economic crisis, the management of many 

companies looks for opportunities to increase their efficiency 

due to the proper use of human potential [1]. Special systems 

based on artificial intelligence application make the ground 

hereto [2], [3], [4], [5]. Talent management is in the top along 

with other technologies. It started to receive special attention 

in the 21
st
 century. Such scientists as Sears [6], Schweyer [7], 

Smilansky [8] and others were involved in its formation and 
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development.  

The most important issues are improvement of efficiency 

and keeping of talented people within the company, including 

cybersecurity [9], [10], [11], [12], and increasing their loyalty 

in different fields [13], [14]. Some scientists think that 

employees' loyalty can be achieved due to the creation of 

favorable working conditions and training [15]; [16]; [17], 

motivation [18], and gaming techniques [19], [20]. 

Corporate culture [21], socio-psychological climate, 

prevention of any discrimination [22], [23], [24] and ethnic 

conflicts [25] are extensively focused on while working with 

talented employees.  

Lately, artificial intelligence-based technologies have been 

increasingly involved this field [26]. Their introduction has 

mixed results. The Chinese scientist Shi [27] voiced fears that 

the introduction of artificial intelligence might result in 

personnel reduction. Burrell [28] says that the application of 

artificial intelligence can show both the best and worst 

abilities of people. It is difficult to predict its influence on 

talented employees. In some cases, artificial intelligence 

renders assistance to natural intelligence [29], [30], [31], [32]. 

However, one may notice a tendency for competitiveness 

between natural and artificial intelligence in state 

administration and business. The talents go head to head with 

artificial intelligence produced by them. It has impact on the 

mental state of a person [33], [34]. 

There is a specific approach to headhunting and work with 

talented people. The talent pool is created, which includes 

high potentials and talented employees [35], [36]. A number 

of scientists and practitioners adhere to the principle of work 

with the best and brightest employees [37], and consider such 

approach to be the most profitable and forward-looking one 

[38], [39], [40]. 

Although there are plenty of works referred to fostering 

personnel loyalty, there are no studies related to fostering 

talented employees' loyalty in conditions where artificial 

intelligence is applied. High demand along with lack of such 

works made the grounds for such research. 

Goal of the research is to identify the nature of the 

influence of artificial intelligence on talented employees' 

loyalty. 
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To achieve the goal of the research, the authors have solved 

the research tasks as follows: to find out the attitude to 

current talents; to analyze working (training) conditions for 

talented employees; to identify the influence of artificial 

intelligence on the human mind; to define if artificial 

intelligence promotes talent development; to determine if 

companies poach the talents. 

II. METHODS 

A. General description 

The nature and ways of fostering talented employees' 

loyalty in conditions where artificial intelligence is applied 

have been studied in organizations of the Moscow Region in 

May-June 2019. The research represents sociological surveys 

on two topics with further analysis of the results of the focus 

group. The research topics: Talent Management and Artificial 

Intelligence in Management. Employees in the Moscow 

Region made a sampled population (n=566) at the general 

population amounting to 19.7 million. The sample error was 

4.75%; the confidence figure was 95%.  

B. Algorithm 

The sampled population was formed within a two-stage 

selection. At the first stage during the random sampling, the 

authors determined organizations in the Moscow Region and 

formed clusters – organizations of Moscow and the Moscow 

Region. At the second stage, the authors selected 

representatives from organizations by quota sampling. 

Respondents’ gender, age, education and scope of activities 

were determined by quota features. Gender-based division 

showed that women prevailed – 68%, men – 32%. At the same 

time, in the age-based division, the youth prevailed (18-25 

years) – 73%%; 26-35 years – 16% , 36-45 years – 7%, 46-55 

years – 2%, and 56 plus – 2%. Forty-four percent of 

respondents had higher education, undergraduate education – 

42%, secondary (professional) education – 11%, and other 

education – 3%. As for the activities, the basis was formed by 

representatives from personnel management, economy, 

management, engineering, psychology, sociology, and 

education. 

The focus group was comprised of scientists from 

Lomonosov Moscow State University, Szent István 

University (Hungary), J. Selye University (the Slovak 

Republic), Russian State Social University, State University 

of Management, and Surgut State University. 

 

In the course of the research, the authors as a 

cross-functional team used a flexible methodology to study 

the nature and ways of fostering talented employees' loyalty in 

conditions where artificial intelligence was applied. The 

methodology was based on different approaches inside 

controlled and self-organized groups used at making 

recommendations on fostering talented employees' loyalty. 

This methodology was focused on subjectivity risk mitigation 

by reducing the development to a series of short cycles by 

blocks of collective task solution. During the research, the 

authors applied a complex of sociological methods, including 

content analysis, statistical analysis, etc. The empiric methods 

included a poll, an inquiry, and a Google Form survey. 

Empirical observations, secondary data of statistical 

investigations by other authors were studied, pooled and 

analyzed.  

III. RESULTS 

The research showed that the majority of employees treated 

talented employees positively (Figure 1).  

 

 
Fig. 1: Answers to the question “What is your attitude to 

revealed talents?” 

 

So, almost half of respondents (48%) treated the revealed 

talents respectfully, and 15% - honorably, 11% showed 

indifference, and 10% were envious of creative colleagues, 

7% felt pity for them. 

Management and the HR department created favorable 

working and training conditions in 43% and excellent in 8% 

of cases (Figure 2). 

 

 
Fig. 2: Answers to the question “What are the working 

(training) conditions for talented employees?” 

 

Thirty-seven percent of respondents answered that talented 

employees had the same working conditions as the other 

employees, and 4% marked working conditions as bad ones. 

Artificial intelligence had positive influence on the human 

mind in 10% of cases (Figure 3). 
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Fig. 3: Answers to the question “Does artificial 

intelligence influence the human mind?” 

 

The results were as follows: 28% thought that the influence 

was not good, 25% – that it partially worsened the mind, 9% – 

that it substantially worsened the mind, 13% showed 

indifference, and 16% were undecided.  

The survey on the application of artificial intelligence to 

foster talented employees' loyalty showed that in the nearest 

future artificial intelligence would have positive impact on 

talented employees' career development – 63% (Figure 4).  

 

 
Fig. 4: Answers to the question “Will artificial 

intelligence promote the development of your talent?” 

  

Thus, 22% of respondents answered that artificial 

intelligence would have substantial influence, 41% - that it 

would partially promote talented employees, 27% thought 

that artificial intelligence would not have substantial 

influence on talent development, and 10% were undecided.  

The analysis of the data from Figure 5 showed that 21% of 

organizations were sometimes involved in poaching, and 22% 

were not interested in it at all.  

 

 
Fig. 5: Answers to the question “Do you poach talented 

employees?” 

 

The same results (22%) showed the purposeful activity of 

corporate management: it was the top management's duty 

(8%), HR management's duty (9%), the line manager's duty 

(7%), and 17% were undecided. 

IV. DISCUSSION 

Fostering of talented employees' loyalty is within the scope 

of corporate personnel management, or rather talent 

management. The analysis of the attitude to the talented 

employees made it possible to find out some features of 

management, HR and employee activities. The focus group, 

relying on the results of the survey, came to the conclusion 

that more than half respondents treated talented employees in 

a positive way, honorably and respectfully. It proves the 

wholesome surroundings, the favorable socio-psychological 

climate in the work collective, lack of any discrimination. It is 

supported by the studies [22], [41]. Thus, company 

management tends to foster talented employees' loyalty. Ten 

percent of envious colleagues and 3% of colleagues, who feel 

pity, are a norm according to the experts’ opinion. This 

category of people feels pity that they cannot compete with 

talents and envies their career development, creation of 

innovative products, and the solution of professional 

problems. Quite a small share of people (4%) who feel pity for 

talents’ destiny and work are specific but fully justified. 

Thirteen percent ignoring talents in the team and 16% 

undecided are sparkling concern that they feel no excitement 

over their work and company as a whole.The tendency of the 

management to create favorable labor conditions for talented 

employees (51%) means that the management considers 

talents to be a key to success in increasing their 

competitiveness. The similar assessment is proposed by 

Rogach et al. [16], Demchenko [42], and Ossmy [2]. The 

experts think that it is contradictory to pay more attention to 

talented employees and create 

more favorable working 

environment for them.  
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On the one hand, it makes it possible to use their potential 

to a maximum possible extent; on the other hand, it may 

displease other employees and lead to a conflict, the ethnic 

one inclusive. The research by the group of scientists headed 

by Professor Oseev [25] confirms this fact. That is why some 

managers do not make talents stand out; they perform their 

duties in the same labor environment as the rest of the 

personnel.  Introduction of artificial intelligence into business 

processes has impact on labor conditions, 

socio-psychological climate, and the human mind. The 

research has proved that technologies for the reasonable and 

safe introduction of artificial intelligence into business 

processes and operation of state agencies have not been 

perfected so far. The intention of the management to optimize 

many processes by involving artificial intelligence raises fears 

among the majority of employees, having negative influence 

on their mind (62%), and proving the findings from the work 

by Abubakar [33]. This is due to the lack of knowledge by the 

personnel in this sphere and necessity to learn over again, to 

master complex programs and operating procedures. The 

employees are afraid of being dismissed during the 

optimization of the corporate structure, the infrastructure of 

the region or the economy sector. These findings are 

correlated with some studies [43], [44]. It is peculiar for elder 

respondents, who feel difficulties at competing in 

digitalization with the youth [45]. Only 10% of respondents, 

mainly the youth, are optimistic about artificial intelligence 

introduction.  In spite of fears, plenty of respondents expect 

help from artificial intelligence in developing their talents 

(63%). Taking into account the development of the digital 

economy [46], [47], one needs to stake on such people, reveal 

and use their talent. Organizations are involved in talent 

poaching to a varying degree and with different distribution of 

roles in this process. In 21%, it has random nature or ignored 

at all (22%). Activity is shown in 15%. Under the conditions 

of multitasking and dynamic change of duties, employees are 

poached by HR (9%), top management (8%) and line 

management (7%). The peculiar feature is that 17% of 

respondents have a blurred idea of such activity. The number 

of indifferent and undecided employees is steadily large 

(17-26%). They are not and will not be a driving force in 

increasing the productivity and competitiveness of the 

company. Such employees shall hold lower positions or it is 

needed to find ways to dismiss them. 

In general, the created conditions increase the satisfaction 

of talented employees, their loyalty to the organization. The 

management shall take measures to prevent talents’ poaching 

by the competitors. 

V. CONCLUSION 

Recently, corporate management has paid more and more 

attention to the talent management technology. Artificial 

intelligence penetrates all spheres of life and business at the 

same time. In this research, the authors have studied the 

interrelations of these processes and the influence of artificial 

intelligence on the stability and loyalty of talented employees. 

The evidence from practice shows that, in general, favorable 

climate prevails in organizations, making it possible to make 

the most of talent potential. Discrimination, envy, and 

indifference of colleagues do not influence the talented 

employees' loyalty that much. Line management and HR 

achieve it. A comparatively high share of indifferent and 

undecided employees in terms of current problems is slightly 

alerting. They can be an obstacle in the process of introducing 

artificial intelligence and developing talents. This problem 

will increase the complexity and imperfections of applied 

technologies introducing artificial intelligence into the HR 

sphere and business. The negative influence of artificial 

intelligence on the human mind may result in discontent 

among talented employees increasing labor turn-over. 

Competitors’ intention to poach key and talented employees 

plays a negative role here. Under such conditions, one should 

take care of all talented employees, primarily aged 

employees, who sometimes feel difficulties to follow 

innovations based on artificial intelligence, and keep them out 

of the temptation to find a better job by means of security 

service offering them better terms within their organization. 

At the same time, the management shall apply artificial 

intelligence to discover and promote talents’ development. A 

complex of measures shall reduce risks of talented employees' 

transfer to the competitors and foster their loyalty. 

ACKNOWLEDGMENT 

The publication was prepared in the framework of the 

RFBR financial support of the scientific project No. 

17-03-00059-OGN.  

REFERENCES 

1. N.V. Buley, T.S. Demchenko, S.A. Makushkin, M.V. Vinichenko, A.V.  

Melnichuk, “Human resource management in the context of the global 

economic crisis,” International Journal of Economics and Financial 

Issues, vol. 6(8S), 2016, pp. 160-165.  

2. O. Ossmy, R.O. Gilmore, K.E. Adolph, “AutoViDev: A 

Computer-Vision Framework to Enhance and Accelerate Research in 

Human Development. Advances in Intelligent Systems and Computing” 

944, pp. 147-156. Computer Vision Conference, CVC 2019; Las Vegas; 

United States, 2019. 

3. Pomato. AI for hiring. Make the right hire.  Right now. 2019. Available: 

https://www.pomato.com/ 

4. TextRecruit. Launches Virtual Career Fairs. Speed is your greatest 

recruiting asset. 2019. Available: https://www.textrecruit.com/ 

5. Unilever. Human resources. Search teams. 2019. Available: 

https://www.unilever.ru/careers/professionals/human-resources/ 

6. D. Sears, Successful Talent Strategies, American Management 

Association, New York, 2003. 

7. A. Schweyer, Talent Management Systems: Best Practices in 

Technology Solutions for Recruitment, Retention and Workforce 

Planning. WILEY. John Wiley & Sons Canada, Ltd, 2004. 

8. J. Smilansky, The Systematic Management of Executive Talent, 

Hydrogen, London, 2005. 

9. M.  Batteris, B. Reuter, Corporate diamonds: how to retain talented 

employees in the company. Moscow, GrossMedia, 2005. 

10. М.  Effron, М. Orth, Talent Management - a short course. Moscow, 

Azbuka Biznesa, 2014. 

11. International Conference on Cyber Security Intelligence and Analytics, 

CSIA 2019. Advances in Intelligent Systems and Computing. 928: 

1448.  

12. E.  Neri, N. de Souza, A. Brady, A.A. Bayarri, C.D. Becker, F. Coppola, 

J. Visser, “What the radiologist should know about artificial intelligence 

– an ESR white paper,” Insights into Imaging, Vol. 10 (1), 2019, p. 1.  

13. O.L. Сhulanova, M.V. Vinichenko, N.S. Borisenko, O.V. Kaurova, O.L. 

Ryngach, A.S. Lobacheva, M.V. Demchenko, “Perfection Of Personnel 

Estimation In The Course Of 

Selection To Improve The Loyalty 

Of New Employees In The 

Organizations Of The Oil And Gas 

Complex And The Chemical 



International Journal of Recent Technology and Engineering (IJRTE) 

ISSN: 2277-3878, Volume-8 Issue-3, September 2019 

7410 

Published By: 

Blue Eyes Intelligence Engineering 

& Sciences Publication  

Retrieval Number C6151098319/2019©BEIESP 

DOI: 10.35940/ijrte.C6151.098319 

Industry Of The KhantyMansiysk Autonomous District-Ugra,” Modern 

Journal of Language Teaching Methods, vol. 8(10), 2018, pp. 519-530.  

14. M.V. Vinichenko, S.A. Makushkin, A.V. Melnichuk, T.S. Demchenko, 

E.A. Afanasyeva, “Increase loyalty of the staff of public organizations,” 

Man In India, vol. 97 (3), 2017, pp. 263-274.  

15. K.-R. Koch, J.M. Brockmann, “Artificial intelligence for determining 

systematic effects of laser scanners,” GEM - International Journal on 

Geomathematics, vol. 10(1), 2019. 

16. O.V. Rogach, E.V. Frolova, A.V. Kirillov, V.V. Bondaletov, M.V. 

Vinichenko, “Development of favorable learnıng envıronment and labor 

protectıon ın the context of harmonızatıon of socıal interactıon of 

educatıonal system objects,” IEJME — MATHEMATICS EDUCATION, 

vol. 11(7), 2016, pp. 2547-2558.  

17. M.V. Vinichenko, A.V. Kirillov, E.V. Frolova, O.V. Kaurova, S.A. 

Makushkin, “Monitoring of working conditions and the nature of their 

influence on health of students and academic staff,” International 

Journal of Environmental and Science Education, vol. 11(11), 2016, 

pp. 4564-4577. 

18. P. Karácsony, M.V. Vinichenko, T. Aliyev, “Improvement of motivation 

in Hungarian organization,” Transylvanian International Conference in 

Public Administration, 2018, 266-279. 

19. N. Shakhovska, O. Vovk, R. Holoshchuk, R. Hasko, “The Student 

Training System Based on the Approaches of Gamification,” Advances 

in Intelligent Systems and Computing. Vol. 938, 2020, 2019, pp. 

579-589. 2nd International Conference on Computer Science, 

Engineering and Education Applications, ICCSEEA 2019.  

20. A.V. Kirillov, M.V. Vinichenko, A.V. Melnichuk, Y.A. Melnichuk, 

M.V. Vinogradova, “Improvement in the learning environment through 

gamification of the educational process,” IEJME — MATHEMATICS 

EDUCATION, vol. 11(7), 2016, pp. 2071-2085. 

21. A.V. Kirillov, N. P. Li, M.V. Vinichenko, A.V. Melnichuk, K. Ridho 

Taridi, “Role of corporate culture in efficient performance of the talent 

pool in the organization,” Opciуn, Aсo, vol. 34(85), 2018, pp. 956-973.  

22. H. Carliner, E. Delker, D. S. Fink, K. M. Keyes, D. S. Hasin, “Racial 

discrimination, socioeconomic position, and illicit drug use among US 

Blacks,” Social Psychiatry and Psychiatric Epidemiology,  vol. 51 (4), 

2016, pp. 551–560. 

23. V.I. Kataeva,  O.V. Kaurova,  S.V. Koludarova,  J.O. Sulyagina,  T.V. 

Fomicheva,  E.M. Kryuko, “Barriers of inequality in social institutions 

of Russia,” Biosciences Biotechnology Research Asia, vol. 12(3), 2015, 

pp. 2813–2820. 

24. M. Gerard, M.L. Stock, M.E. Roberts, F.X. Gibbons, R.E. O`Hara, C-Y. 

Weng, T.A. Wills, “Coping with racial discrimination: the role of 

substance use,” Psychol Addict Behav vol. 26(3), 2012, p. 550. 

25. A.A. Oseev, F.A. Dudueva, P. Karácsony, M.V. Vinichenko, S.A. 

Makushkin, “The peculiarity of the ethno-social conflicts in the Russian 

labor market: comparative analysis of Russia, Great Britain and 

Germany,” Revista Espacios. Especial, vol. 39 (22), 2018, p. 12. 

26. A.A. Zimenkova, T.A. Paramonova, A.S. Lobacheva, “The problem of 

the introduction of artificial intelligence in HR. In the collection: Step 

into the Future: Artificial Intelligence and the Digital Economy,” 

Management revolution: New digital economy or new world of 

machines. Materials of the II International Scientific Forum, 2018, pp. 

292-297. 

27. Y.  Shi, “The Impact of Artificial Intelligence on the Accounting 

Industry.  International Conference on Cyber Security Intelligence and 

Analytics,” Advances in Intelligent Systems and Computing, Vol. 928 

(2020), 2019, pp. 971-978. 

28. L. Burrell, “Artificial intelligence brings out the worst and the best in 

us,” MIT Sloan Management Review, Vol. 60(2), 2019. 

29. S. Belciug, F. Gorunescu, “A Brief History of Intelligent Decision 

Support Systems,” Intelligent Systems Reference Library, vol. 157, 

2019, pp. 57-70. 

30. V. Kumar, A. Kumar, “Studying the behavior of neural models under 

hybrid and reinforced foundations,” Innovative Infrastructure 

Solutions, Vol. 4(1), 2019, p. 1.  

31. Y. Kurita, T. Kuwahara, K. Hara, N. Mizuno, N. Okuno, S. Matsumoto, 

M. Obata, H. Koda, M. Tajika, Y. Shimizu, A. Nakajima, K. Kubota, Y. 

Niwa, “Diagnostic ability of artificial intelligence using deep learning 

analysis of cyst fluid in differentiating malignant from benign pancreatic 

cystic lesions,” Scientific Reports, vol. 9(1), 2019, p. 1.  

32. S. Das, M.K. Sanyal, D. Datta, “Artificial intelligent reliable doctor 

(AIRDr.): Prospect of disease prediction using reliability,” Studies in 

Computational Intelligence,Vol. 784 (2020), 2019, pp. 21-42. 

33. A.M. Abubakar, E. Behravesh, H. Rezapouraghdam, S.B. Yildiz, 

“Applying artificial intelligence technique to predict knowledge hiding 

behavior,” International Journal of Information Management, vol. 49, 

2019, pp. 45-57. 

34. S.V. Kalmady, R. Greiner, R. Agrawal, V. Shivakumar, J.C. 

Narayanaswamy, M.R.G. Brown, A.J. Greenshaw, S.M. Dursun, G. 

Venkatasubramanian, “Towards artificial intelligence in mental health 

by improving schizophrenia prediction with multiple brain parcellation 

ensemble-learning,” npj Schizophrenia, vol. 5(1), 2019, p. 1. 

35. A.V. Kirillov, D.S. Ushakov, M.V. Vinichenko, S.A. Makuchkin, A.V. 

Melnichuk, “Career Opportunities for the Management’s Personnel 

Reserve,” Eurasian Journal of Analytical Chemistry, vol. 12(5b), 2017, 

pp. 723-733. DOI 10.12973/ejac.2017.00205a 

36. O.L. Chulanova, N.A. Mokryanskaya, “Methodical aspects of 

improving the development of the personnel reserve with the use of 

talent management technology,” Internet Journal of Science, vol. 9(2), 

2017, p. 55. 

37. A. Robertson, G. Abbey, “Managing Talented People: Getting on with - 

And Getting the Best from Top Talent”. The Balance Club, 2004. 

38. S.V. Veretekhina, T.V. Karyagina, E.V. Potekhina, E.E. Nakhratova, 

T.V. Pronkina, S.A. Makushkin, “Mathematical methods of an 

estimation of economic efficiency of investments and the sequence of 

execution of starts of investment on the example of the national 

technology initiative of Russian Federation,” Modern journal of 

language teaching methods, vol. 8(6), 2018, pp. 84-100.    

39. A.A. Belousova, P.A. Gurianov, A.V. Melnichuk, M.V. Vinichenko, E. 

Duplij, “Dividend Payments and Cross-country Differences in the 

Choice of Dividend,” International Journal of Economics and 

Financial Issues, vol. 6 (S1), 2016, pp. 46-51.  

40. H.-P. Blossfeld, J. Huinink, “Human Capital Investments or Norms of 

Role Transition? How Women's Schooling and Career Affect the 

Process of Family Formation.” American Journal of Sociology, vol. 

97(1), 1991. 

41. F. Goldscheider, P. Turcotte, A. Kopp, “Determinants of women’s first 

union formation in the United States, Canada, and Sweden Flagship.” 

Conference of the Family and Fertility Surveys Project, Brussels, May 

29-31, 2000. Available: 

http://www.unece.org/fileadmin/DAM/pau/_docs/ffs/FFS_2000_FFCo

nf_ContriGoldsche.pdf 

42. T.S.  Demchenko, P. Karácsony, M.V. Vinichenko, M.V. Demchenko, 

A.V. Melnichuk, “Youth involvement in social control of the 

implementation of the youth personnel policy in the company 

management system.” Revista Espacios. Especial, vol. 38 (21), 2018, p. 

8. 

43. E.V. Frolova, M.V. Vinichenko, A.V. Kirillov, O.V. Rogach, E.E. 

Kabanova, “Development of Social Infrastructure in the Management 

Practices of Local Authorities: Trends and Factors.” International 

Journal of Environmental and Science Education, vol. 11(15), 2016, 

pp. 7421-7430. 

44. I.V. Androsova, A.V. Melnichuk, V.V. Bondaletov, M.V. Vinichenko, 

E.V. Duplij, “On the Issue of State Support of Agriculture: Regional 

Aspect.” International Journal of Economics and Financial Issues, vol. 

6 (S1), 2016, pp. 114-119. 

45. M.V. Rybakova, V.A. Efimov, “Formation of an innovative model of 

culture of social management of distance labor relations”. Journal of 

Public Administration. Electronic Bulletin (Electronic Journal),  vol. 

62, 2017, pp. 267-276. 

46. A. I. Sukhorukov, G. Shuhong, N. D. Koryagin, S. Y. Eroshkin, 

“Tendencies of Information Management Development in the 

Conditions of the Origin of a New Ecosystem of the Digital Economy”, 

2018 Eleventh International Conference "Management of large-scale 

system development" (MLSD, Moscow, Russia, 1-4. doi: 

10.1109/MLSD.2018.8551859 

47. R.A. Ashurbekov, A.S. Lobacheva, “Directions of digitalization in 

human resource management: trends and prospect” Step into the future: 

Artificial Intelligence and the digital economy: materials of the 2nd 

International Scientific and Practical Conference / State University of 

Management. Moscow, Publishing House of the GUU, 2018. 


