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Jluceprariisi mpucBsueHa po3pOOJICHHIO TEOPETUUHUX MOJI0KEHb, METOIUIHUX
H1AXO0/1B 1 MPAKTUYHUX PEKOMEHAIIH 111010 YTOCKOHAJICHHS! CHCTEMU MEHEIKMEHTY
MEPCOHAITY MiANMPUEMCTBA Ha OCHOBI IIU(POBOI KOHBEPTEHIIIi.

JocnipkeHo, mo nuTaHHsA (opMyBaHHS Ta peaiizalii CTparerii ynpaBiIiHHS
PO3BUTKOM IE€PCOHATY B YMOBaX BOEHHOTO CTaHy HaOyBae 0COOJIMBOI aKTyaJIbHOCTI.
CyuacHi nianpueMcTBa (YHKIIIOHYIOTh y CKJIaJHOMY W HECTaOUTbHOMY CEPEIOBUII,
7€ TIOETHYIOThCS BINCHKOBI PU3HMKH, €KOHOMIYHA HECTAO1IbHICTh, BUCOKA IIJIMHHICTh
KaJIpiB, IPOOJIEMH 3 JIOTICTHKOIO Ta OOMEXEHICTh (DIHAHCOBUX PECYpCiB. 3a TaKHX
yMOB e(eKTHBHE yMOpaBIiHHS TMEPCOHAIIOM CTa€ HE JIMIIE I1HCTPYMEHTOM
3a0e3nedeHHs] CTAOUTHbHOCTI BUPOOHWUYMX TPOIECIB, a ¥ BaXKIUBOIO CKJIaJ0BOIO
€KOHOMIYHOi Oe3mneKku MiANnpueMCcTBA. Byno mpoaHani3oBaHO KIIIOUOBI MOHATTA B
CUCTEMI1 YHPABIIHHSI MEPCOHAJIOM MIJMPUEMCTBA, ICHYIOYl METOJIM PO3BUTKY
nepcoHaiy. /loBeneHo, 1110 yHIBEpCAIIbHUX METOAIB HaBYaHHS i PO3BUTKY IEPCOHATY
He icHye. KokHe miAnmpueEMCTBO Ma€ BJIACHI OCOOJMBOCTI: Tally3eBi, TEXHOJIOTTYHI,
COINIAIbHO-€KOHOMIYHI, KaJpoBi, a TaKO0X 30BHIIIHI (aKTopu BIUTUBY. Tomy
MEHEKEepH MOBUHHI THYYKO KOMOIHYBAaTH pi3HI METOAM HaBYaHHS, 3aCTOCOBYBATH
K KJIACU4HI, TaK 1 1HHOBallWHI MIAXOAHW, BPaxXOBYBaTH KaTeropii MpaliBHUKIB 1
cnenudiky 3aBAaHb, sKI BOHM BHUKOHYIOTh. B ymMoBax BiiiHM 0COOJMBOTO 3HauY€HHS
HaOyBae moe€aHaHHS MPOdEeCcitHOTO HaBYaHHS 3 TICUXOJIOTIYHOIO MIATPUMKOIO Ta
PO3BUTKOM COITIaJIBHOT BIMOBIAATBHOCTI MIAMPUEMCTBA TIEPE]T TpaIliBHUKAMHU.

BusBreno, mo cydacHe OaueHHS YIpaBIIHHS IMEPCOHAJIOM IPYHTYEThCS Ha
1HTerpaIli eKOHOMIYHUX, aJMIHICTPATUBHUX Ta COI1aJIbHO-TICUXOJOTTYHUX METO/IIB.

K0 eKOHOMIYHI CTUMYJH 3alUINAIOTECI  0a30BUM  €IIEMEHTOM  ITi/IBUIIICHHS



MPOMYKTUBHOCTI TIpaIli, TO aAMIHICTPaTHBHI 3aX0au 3a0e3MeUYyTh YITKICTh 1
CTPYKTYpPOBaHICTh YIPaBJIiHHS, & COIIaJbHO-TICUXOJIOTIYHI CTAIOTh BUPIIATLHUMH Y
Kpu30BUX yMoBax. [IpaliBHUKH NOTPeOYyIOTh HE JIMIIE TIAHOI OIJIATH mMpali, a U
yBarm [0 IXHIX I1HAMBIAyaJIbHUX MOTPeO: MIATPUMKH MOPAJIBHOIO CTaHy,
3a0e3reueHHss Oe3leku Ha poO0oYOMY MICIi, THYYKOro rpadiky, TOCTyHy [0
MICUXOJIOTIYHOT JTOTTOMOTH.

OOTrpyHTOBaHO 1/€I0 CTBOpPEHHS crenianbHoi kaapoBoi 0Oa3u «Ilepconan
ioc». BOHa MPUHIMIOBO BIAPI3HAETHCA BiA TPAIUIIHHUX CHUCTEM YIIPaBIIHHS
NEepPCOHANIOM THUM, IO TO€AHYe I1HpopMalil0 He Jume npo mnpodeciiHi
XapaKTEPUCTUKU MPAIIBHUKIB, a 1 MPO IXHI TaJlaHTH, IHTEPECH, COLIIAJIbHI MTOTPeOH, a
TaKOXX TMOTEHIIHI pusuku. Lle 1ae 3Mory wmeHemkepaM OUIbII  KOMIUIEKCHO
MIIXOJUTH /10 PO3KPUTTS  JIIOJCBKOrO MOTEHLIaNy, Mmia0upaTd eQeKTUBHI
IHAWBIAYyallbHI METOJM PO3BUTKY, ONTHUMAJIbHO PO3MOAUIITH OOOB’S3KH Ta
CTBOPIOBATU KaJPOBHI pe3epB HABITh Y HAWCKIAIHILI Nepiogu. B yMoBax BOEHHOTO
CTaHy Taka 0a3a MOXK€ CTaTH CTPATEriYHUM 1HCTPYMEHTOM IIBUJIKOTO pearyBaHHs Ha
BTpaTy KaJpiB Ta ONEPATHUBHOTO 3alyY€HHs HOBHUX TMpaIiBHUKIB. ABTOPOM
po3po0JieHa CTparteris YNpaBiIiHHA PO3BUTKOM IMEpCOHANy, sKa IMependayae
KOMIIJIEKCHICTh 1 CHCTEMHICTb, JI¢ BAXJIMBUMU € TaKl MPUHIUIN: CTIUKICTh, Oe3MmeKa
MepcoHany, aJanTUBHICTh, KOMYHIKAIisS 31  CTEMKXOoJiepaMH, PO3BUTOK
KOPIIOPAaTUBHOI KYJIbTypH, TeHIEpHHM OanaHc, Oe3NnepepBHICTh PO3BUTKY Ta
0e30ap’epricte. Came iX peamizamiss J03BOJSE CTBOPUTH Ha MIANPHEMCTBI
CepeIoBUIIE, B IKOMY MPAI[IBHUKWA TOTOBI HE JIMIIE 3aJIUIIATUCS HA CBOIX POOOUMX
MICIISIX HaBiTh y KPU30BHUX CHUTYaIlisiX, @ i JEMOHCTPYBATU BUCOKY MPOIYKTHUBHICTb,
BITAHICThH Ta 1HIIIATUBHICTE.

Harosomeno, 1mo cydacHi MEHEIKEpPU TMOBUHHI BOJIOMITH ILIUPOKUM
apCeHAIOM MPAKTUYHUX 1IHCTPYMEHTIB 30epeKeHHsT 1 pO3BUTKY nepcoHany. Jlo Hux
HaJeXaTh: 3alpOBa/LKEHHS THYYKUX (OpPM 3alHATOCTI, AMCTAHIINHOI pPOOOTH,
CYMIIICHHSI TIOCAJ; 3HWXCHHS BUTpPAT HA JIOTICTUKY Ta yTPUMAHHS TEPCOHANTY;
3aIydeHHS JIEP)KaBHUX 1 MIKHAPOJHUX TMPOrpaM MATPUMKH; (POpMyBaHHS CHIIHHOI

KOPIHOPAaTUBHOI KYJBTYpU; BIPOBAKEHHA LHU(PPOBUX TEXHOJOTIM YIpaBIiHHS;



CTpaxyBaHHS MAISUIBHOCTI Ta PO3MOJALT pU3MKIB. B ymMOBax BOEHHOrO CTaHy Taki
3aXO/M CTAIOTh BUPIIIATIbHUMH JIJISl BUKUBAHHS IM1APUEMCTBA.

JlocnimpkeHo cydJacHI MIJXOAW JI0 MOTHBAIlll MEPCOHAY B yMOBax HUGPOBOT
TpaHcopmarlii eKOHOMIKH Ta yIpaBlliHHA. BcTaHoBIeHO, 110 U(poBi3allis HE JTUIIE
3MIHIOE 1HCTPYMEHTH YIpPaBIiHHS, a ¥ BIUIMBA€ HAa camy IPHUPOAY MOTHUBAIIHHUX
YHMHHMKIB, aKIEHTYIOUN yBary Ha 1HIUBIAyalbHUX NOTpeOax MparliBHUKIB, MOTUBAIIS
€ OJHMM 13 BHU3HAYAJNbHUX YHHHHUKIB €(EKTUBHOCTI iSJIBHOCTI MpPAalliBHUKIB,
0COOJIMBO B €MOXY ITU(PPOBUX TEXHOJIOTH, KOJIM TPATUIIMHI METOAN CTUMYJIIOBAaHHS
BXKE HE JJAaI0Th OUIKYBAHOTO PE3yJbTaTy.

CdopmoBaHO OCHOBHI TiepeBar €(PEeKTUBHOI MOTHBAIlll TMEPCOHANY, Cepel
SKUX: MIJABUIIECHHS MPOAYKTUBHOCTI, 3MEHIICHHS IJIMHHOCTI KaJpiB, MiJBUIICHHS
AKOCTl, TIJBULIEHHS 3aJ0BOJIEHOCTI TMepcoHally, (OPMYBaHHS IO3UTHUBHOI
KOPIHOPATUBHOI KYJIbTYpU, BUCOKA PE3YJIbTATUBHICTD Ipalll, MOTUBOBAHI MpalliBHUKU
3a0€3MeUyI0oTh pemyTailito poo0TOAaBIIs, 11€ MOJICTIIYE MOITYK TaJaHTIB.

3po0iieHO  TOPIBHAJIBHIO ~ XapaKTEPUCTUKY TMIAXOMIB /10  YIPABIIHHS
NIEPCOHAJIOM, BU3HAYEHO: KJIOYOBl PHCH, MEpeBard 1 HEMONIKK MIIXOiB. AHaI3
MIIXO/IIB MTOKAa3aB, 1110 YIPaBJIiHHSA NEPCOHAIOM B YMOBax LHU(PPOBOiI TpaHcPopMarlii
noTpedye BUKOPUCTAHHS IHHOBAIIIWHUX MIAXOIB, III0 JTO3BOJISIOTH Kpallle 3p03yMITH
MOoTpeOM NepCcoHay, 3acCHOBaHI Ha I1HAMBIAYaJbHOMY MiJXOAl Ta BHKOPUCTAHHSA
MexaHi3MiB iX MoTuBamii. IloeqHaHHS TpaguIIMHUX Ta 1HHOBALIMHUX T1IXOJIB
103BoJIss€  (hOpMYyBaTH THYUKI 1 1HAWBIAYalbHI IMAXOIU J0 MOTHBAIIii, TT1BUIYBATH
e(hEeKTUBHICTb MEPCOHATY Ta 3aJ0BOJICHICTh Bijl pOOOTH.

BusiieHo, 1110 BipoBapKeHHS ITUGPOBUX TEXHOJIOT1H yIIPaBIiHHS IEPCOHATIOM
cyrTeBo TpaHchopmye miaxomau 10 HR-menemxmenty ta miaBuiiye epeKkTUBHICTH
ynpaBimiHcbkux mnporeciB. Ityunuit intenekr (Al) 3abe3nedye aBTOMaTH3aLIIO
pytuaanX HR-yHKINA, TIABUITYE TOYHICTh NTPHUHATTS PIllIeHb, J03BOJISIE
NepcoHaNI3yBaTH MIiAXiA 10 KOKHOTO TpalrliBHUKA Ta TMPOTHO3YBaTH KIIFOYOBI
MOKa3HUKUA. XMapHI TEXHOJOTIi CTBOPIOIOTH THYYKE CEPEJOBHUINE I JOCTYMY O
HR-cepBiciB, ONTUMI3YIOTh JTOKYMEHTOOOIT, CHPOUIYIOTh YIPaBIIHHSI IJaHUMH Ta
NIATPUMYIOTh JMCTAHIIMHI MOJENl opraHizaii mpari. BipTyaipHa Ta J0mOBHEHa

peasbHicTh (VR/AR) BigkpuBaloTh HOBI MOXIIMBOCTI B HaBUYaHHI, ajamnTarlii,



J03BOJISIFOUN €(DEeKTUBHO MOJEIIOBATH poOOUl CUTYyaIlli Ta MiJABUIIYBATH 3aIy4Y€HICTh
nepcoHany. 3arajioM, BIPOBAIKEHHS LU(POBUX TEXHOJOTIH Yy cdepy YIpaBiiHHSA
MIEPCOHAJIOM CIIPUSIE MEPEXOy A0 IHTENEKTYallbHOTO, Mpo30poro Ta ruyukoro HR-
MEHE/KMEHTY, 10 BiANOBiga€ BUMOraMm IM(POBOI EKOHOMIKM Ta 3abe3reuye
CTpaTeriyHy KOHKYPEHTOCIPOMOXKHICTh M1IPUEMCTBA.

Po3pobneHo KOMITJIEKCHY MOJENb YNPaBIiHHSA TEPCOHAIOM, SKa Ha BiAMIHY
Bil iCHYIOUMX OO'€qHYE€ EKOHOMIYHI, OpraHi3alliiHi Ta COIlaJbHO-TICHXOJIOTIYHI
METOIM, CTparerii BHHAroOpojJ JUIsi MOKpalleHHs MOTHBalli  IEepcoHamy,
BUKOPHUCTAHHA LM(POBUX TEXHOJIOTIA yMpaBIiHHS MEPCOHAIOM i €()EeKTHUBHOTO
YIPaBIIIHHS Ta PO3KPUTTS MOTEHIIATY IIPAIliBHUKIB.

3anponoHOBAaHO KOMIUIEKCHUN 1HHOBAaUIWHUNA MIAX1J, SKAA BpaxoBYe
TpaJMIIiiHI Ta IHHOBALI{HI METOAM YINPABIIHHA [EPCOHAIOM: TPEUIUHT,
reiiMi(ikailiro, eJeKTpOHHEe HaBYaHHs (e-learning), iHAMBITYya bHI TUIAHU PO3BUTKY
(IDP), keiic-MeTon, a TaKOX BpaxOBYE TEOPIiIO IMOKOJIHb, IO Ja€ MOXKIUBICTH
HNEPCOHAII30BAHOTO  MIAXOAY /O YNpaBIiHHSA MEpCOHaIOM. BrnpoBamkeHHs
3a3HAYEHOT0 MAXOAY cripusie (HopMyBaHHIO THYUKO, a/IalITUBHOI Ta OPIEHTOBAHOI Ha
pe3ynbTaT CHCTEMHU YMpPaBIiHHS MEPCOHAJIOM, 3[aTHOI OMEpaTUBHO pearyBaTH Ha
3MIHU PUHKY Tpalll, TEXHOJOT1H 1 COI[lalbHUX 3aIUTIB HOBUX MOKOJIIHb MPAIliBHUKIB.

ChpopMoBaHO  METOAMYHO  3aBEPIICHY KOHCTPYKIIIO  TEpEexXoay  BiA
KOHLIETITYaJIbHOI MOZEII HU(POBO-OPIEHTOBAHOI CUCTEMU PO3BUTKY YIPABIIHCHKOTO
nepcoHaly JO0 KepoBaHOTO Tiporecy 1ii (yHKIIOHyBaHHS, 10 3abe3reuye
BIJITBOPIOBAHICTh YIPABIIHCHKUX PIMIEHb 1 MOXIIMBICTh MOAAIBLIOI E€MIIPUYHOI
MIEPEBIPKHU.

OOrpyHTOBaHO, IO KJIIOUYOBOK MEPEBArol 3alpolOHOBAHOIO MIAXOAY €
NepeBEICHHS] PO3BUTKY YMPABIIHINB 13 MJIONMHU PA30BUX HAaBUAJIHHUX aKTHBHOCTEH
y IUIOIIMHY YHPAaBIIHCHKOTO MPOLECY, KU CIIUPAETHCSI HA BUMIPIOBAaHI MOKA3HUKH
KOMIIETEHTHICHUX  pPO3pHUBIB,  HUPPOBOi  IHTErpamii Ta  yOpaBIIHCHKOI
pPE3YNbTATUBHOCTI, a TMPaKTUYHA peai30BaHICTh MEXaHI3My BH3HAYAEThCS HE
MHOXMHOIO 1HCTPYMEHTIB, a Y3TO/DKCHICTIO 1H(GOpMAIiitHOT apXITeKTypu Ta
HAsBHICTIO TMOPOTOBUX KpHUTEPIiB KOpekilii B pa3i ¢Ga30BuUX 3MiH ab0 30BHIIIHIX

[IIOKIB.



Po3pobneno  opraHizamiiHO-€KOHOMIYHMIA ~ MeXaHI3M  (yHKI[IOHYBaHHS
U(pPOBO-OPIEHTOBAHOI CUCTEMHM PO3BUTKY  YINPABIIHCHKOTO TMEPCOHANYy  SIK
CTPYKTYpPOBaHO IPEACTABIEHY CYKYITHICTh (DYHKIIIOHATBHUX OJIOKIB, iH(POpMaIiHHUX
MOTOKIB, 1HCTPYMEHTIB YIPAaBIIHCHKOTO BIUIMBY Ta MOKA3HUKIB KOHTPOJIO, IO JA€
3MOTYy OJHO3HAYHO OI[IHIOBaTH TNpale3fdaTHICTh CUCTEMHU Ta TIOB’SI3yBaTH ii
pe3ynbTaTH 31 3MiHaMU (ha3 KUTTEBOTO ITUKITY.

Busznaueno goriky iHTerpamii Qa3oBoi igeHTH]iKalli, aHATIITUYHOTO
OITIHIOBAHHSI KOMIIETEHTHICHUX PO3PHUBIB, ITU(DPOBOT0 KOHTYPY MIATPUMKH PIllIEHb Ta
€KOHOMIYHOTO OOIPYHTYBAaHHS 1HBECTHIIM y PO3BUTOK YIPAaBIIHCHKOTO MEPCOHAIY,
mo 3a0e3nedye Y3roJKEHICTh CTPATeriyHOro, aHAIITUYHOIO M pe3yibTaTUBHOIO
PIBHIB MEXaHI3MY.

OOrpyHTOBaHO TNOJIOKEHHSI MPO UU(POBO-OPIEHTOBAHY CHCTEMY PO3BHUTKY
YIOPABIIHCHKOTO TMEPCOHAYy $K aKTUBHUW YWHHUK TpaHcopMmarii ¢a3oBoi
CTPYKTYpH MIANPUEMCTBA: HUPPOBA IHTErPaILlisl HE JIUIIE «CYMPOBOKYE» KUTTEBUM
IUKJI, a MOJAU(IKye HOro TpaeKTOPil0 yepe3 BIUIMB Ha 4dacoBi mapametrpu (az. Y
IbOMY KOHTEKCTI 3alpONOHOBAHO MOJENb BIUIMBY LHU(PPOBOi CKIAJOBOI Ha
TPUBATICTH (a3, 1o Gpopmainizye GyHKLUIOHATIBHY 3aJIEKHICTh MIXK piBHEM HU(PPOBOi
iHTerpamii CHUCTeMHU PO3BUTKY YIIPABIIHCHKOTO TEPCOHAY Ta CKOPUTOBAHOIO
TPUBAJIICTIO BIAMNOBIIHOI (ha3u, a TaKOXK MIAKPECIIOE, 0 3MiHA TPUBAJOCTI €
pe3yNbTaTOM MIABUIIEHHS KEPOBAHOCTI MpoueciB (OpPMYBaHHS, OLIHIOBaHHA W
OHOBJICHHSI YIPABIIHCBKUX KOMIIETCHTHOCTEH, a HE MEXaHIYHUM HaCJiIKOM
BITPOBAKCHHS TEXHOJOT1H.

OTpumaHi y MeXax poO3AUTYy TEOPETUKO-METOIUYHI TOJIOKEHHS JIOTTOBHEHO
€KOHOMIYHUM Ta COLIAJIbHUM OOTPYHTYBaHHSIM PE3yJIbTATUBHOCTI MHQPOBi3allii
MEHEDKMEHTY  TEpCOHaly, SKE€ JIOBEACHO JO0 pIiBHA  PO3PaxyHKOBOTO
iHCTpyMeHTapito.  [lokazaHo, 10  BKIIOYEHHS  €KOHOMIYHOTO  BHUMIPY
pPEe3yNbTAaTUBHOCTI € HEOOXIIHUM CTPYKTYpHUM €JIEMEHTOM MexaHi3My (a He
JIOTIOMDKHUM THCTPYMEHTApI€M), OCKITBKM 0€3 KIJIbKICHOI OIIHKH BHUTPAT 1 BUTO]
PO3BUTOK YIPABIMIHCHKOTO TIEPCOHATY BTpayac€ IHBECTHIIIIHY BHM3HAYECHICTH 1

NEPETBOPIOETHCS HA YIPABIIHCHKY TOTE3Y.



OOTpyHTOBAaHO BHUKOPHCTAHHS TIOKA3HWKA PEHTA0EIhHOCTI 1HBECTHINH Yy
HaBYAHHS K 1HIUKATOpa Y3TOJDKEHHS BUTPAT HA PO3BHUTOK i3 (ha30BUMHU MOTpeOaMu
HIIMPUEMCTBA Ta IHCTPYMEHTA KOPEKIli CTPYKTYpH Mporpam pPO3BUTKY BiAMOBIIHO
710 CTPATEr1YHUX MPIOPUTETIB KOHKPETHOT CTA/lIi KUTTEBOTO ITUKITY.

KiaouoBi cjioBa: rmepcoHan, MEHEIKMEHT TIepCOHANy, YIpPaBIIiHHSA
MEPCOHANIOM, CUCTEMH YIIPaBIIHHS MEPCOHAIOM, IU(POBI3allis, CTpaTerii pO3BUTKY
MEPCOHATy, YIPABIIHHS TIEPCOHAJIOM Y BOEHHUH dYac, MOTHBAIllS, IHHOBAIlIMHI
MiAXOAW  yNpaBIiHHS  TEPCOHAJOM, TEXHOJIOTIl  yNpaBIiHHS  MEPCOHAJIIOM,

e(eKTUBHICTh BUKOPUCTAHHSA MIEPCOHATY MIANPUEMCTBA.



ABSTRACT

Makhinko 1.V. Improvement of the Personnel Management System of an
Enterprise Based on Digital Convergence. — Qualifying scientific work as a
manuscript.

Dissertation for the degree of Doctor of Philosophy, specialty 073 -
Management (Field of knowledge 07 — Management and Administration). —
Ukrainian State University of Science and Technologies of the Ministry of Education
and Science of Ukraine, Dnipro, 2026.

The dissertation is devoted to the development of theoretical provisions,
methodological approaches, and practical recommendations for improving the
personnel management system of an enterprise based on digital convergence.

It has been established that the issue of forming and implementing a personnel
development management strategy under martial law is of particular relevance.
Modern enterprises operate in a complex and unstable environment characterized by
military risks, economic instability, high staff turnover, logistics challenges, and
limited financial resources. Under such conditions, effective personnel management
becomes not only a tool for ensuring the stability of production processes, but also an
important component of the enterprise’s economic security. Key concepts in the
enterprise personnel management system and existing methods of personnel
development were analyzed. It has been proven that there are no universal methods
for personnel training and development. Each enterprise has its own specific
characteristics: sectoral, technological, socio-economic, and human resource-related,
as well as external influencing factors. Therefore, managers must flexibly combine
various training methods, apply both classical and innovative approaches, and take
into account the categories of employees and the specifics of the tasks they perform.
In conditions of war, the combination of professional training with psychological
support and the development of the enterprise’s social responsibility toward its
employees takes on special significance.

It has been identified that the modern vision of personnel management is based
on the integration of economic, administrative, and socio-psychological methods.

While economic incentives remain the foundational element for increasing labor



productivity, administrative measures ensure clarity and structure in management,
and socio-psychological measures become decisive in crisis conditions. Employees
require not only decent remuneration, but also attention to their individual needs:
support for morale, ensuring workplace safety, flexible scheduling, and access to
psychological assistance.

The concept of creating a special personnel database “Personnel Plus” has been
substantiated. It fundamentally differs from traditional personnel management
systems in that it combines information not only about the professional characteristics
of employees, but also about their talents, interests, social needs, and potential risks.
This enables managers to take a more comprehensive approach to unlocking human
potential, to select effective individual development methods, to optimally distribute
responsibilities, and to build a personnel reserve even during the most challenging
periods. Under martial law, such a database can become a strategic tool for rapid
response to personnel losses and the prompt engagement of new employees. The
author has developed a personnel development management strategy that presupposes
comprehensiveness and systematicity, with the following principles being essential:
resilience, personnel safety, adaptability, communication with stakeholders, corporate
culture development, gender balance, continuity of development, and barrier-free
access. It is the implementation of these principles that enables the creation of an
environment within the enterprise in which employees are ready not only to remain in
their positions even in crisis situations, but also to demonstrate high productivity,
dedication, and initiative.

It has been emphasized that modern managers must possess a broad arsenal of
practical tools for retaining and developing personnel. These include: the introduction
of flexible forms of employment, remote work, and job combination; reduction of
logistics and personnel maintenance costs; engagement of state and international
support programs; formation of a strong corporate culture; implementation of digital
management technologies; business insurance and risk distribution. Under martial
law, such measures become decisive for the survival of the enterprise.

Modern approaches to personnel motivation in the context of the digital

transformation of the economy and management have been studied. It has been



established that digitalization not only changes management tools, but also affects the
very nature of motivational factors, placing emphasis on the individual needs of
employees; motivation is one of the determining factors of employee performance
effectiveness, especially in the era of digital technologies, when traditional methods
of incentivization no longer produce the expected results.

The main advantages of effective personnel motivation have been identified,
among which: increased productivity, reduced staff turnover, improved quality,
increased personnel satisfaction, formation of a positive corporate culture, high labor
performance, and the fact that motivated employees ensure the employer’s reputation,
which facilitates the search for talent.

A comparative characterization of approaches to personnel management has
been conducted, identifying: key features, advantages, and disadvantages of the
approaches. The analysis of approaches showed that personnel management in the
context of digital transformation requires the use of innovative approaches that allow
for a better understanding of personnel needs, are based on an individual approach,
and utilize mechanisms for their motivation. The combination of traditional and
innovative approaches enables the formation of flexible and individualized
approaches to motivation, increased personnel efficiency, and greater job satisfaction.

It has been identified that the implementation of digital personnel management
technologies substantially transforms approaches to HR management and enhances
the efficiency of management processes. Artificial intelligence (Al) ensures the
automation of routine HR functions, improves decision-making accuracy, enables a
personalized approach to each employee, and allows for the forecasting of key
indicators. Cloud technologies create a flexible environment for accessing HR
services, optimize document workflow, simplify data management, and support
remote work organization models. Virtual and augmented reality (VR/AR) open new
possibilities in training and onboarding, enabling effective simulation of work
situations and increasing personnel engagement. Overall, the implementation of
digital technologies in the field of personnel management promotes the transition to
intelligent, transparent, and flexible HR management that meets the requirements of

the digital economy and ensures the strategic competitiveness of the enterprise.



A comprehensive personnel management model has been developed, which,
unlike existing ones, integrates economic, organizational, and socio-psychological
methods, reward strategies for improving personnel motivation, and the use of digital
personnel management technologies for the effective management and unlocking of
employees’ potential.

A comprehensive innovative approach has been proposed that takes into
account traditional and innovative personnel management methods: grading,
gamification, e-learning, individual development plans (IDP), the case method, and
also takes into account the theory of generations, which enables a personalized
approach to personnel management. The implementation of the specified approach
promotes the formation of a flexible, adaptive, and results-oriented personnel
management system capable of promptly responding to changes in the labor market,
technologies, and the social demands of new generations of employees.

A methodologically complete framework for the transition from the conceptual
model of a digitally oriented management personnel development system to a
managed process of its functioning has been formed, ensuring the reproducibility of
management decisions and the possibility of subsequent empirical verification.

It has been substantiated that the key advantage of the proposed approach is the
transition of management personnel development from the realm of one-time training
activities to the realm of a management process based on measurable indicators of
competency gaps, digital integration, and management effectiveness; moreover, the
practical feasibility of the mechanism is determined not by the multiplicity of tools,
but by the coherence of the information architecture and the availability of threshold
correction criteria in the event of phase changes or external shocks.

An organizational-economic mechanism for the functioning of the digitally
oriented management personnel development system has been developed as a
structurally presented set of functional blocks, information flows, management
influence tools, and control indicators, enabling an unambiguous assessment of the
system’s operability and linking its results to changes in life cycle phases.

The logic of integrating phase identification, analytical assessment of

competency gaps, the digital decision-support contour, and the economic justification



of investments in management personnel development has been defined, ensuring the
coherence of the strategic, analytical, and performance levels of the mechanism.

The proposition regarding the digitally oriented management personnel
development system as an active factor in the transformation of the enterprise’s phase
structure has been substantiated: digital integration does not merely “accompany” the
life cycle, but modifies its trajectory through its effect on the temporal parameters of
the phases. In this context, a model of the influence of the digital component on phase
duration has been proposed, which formalizes the functional dependence between the
level of digital integration of the management personnel development system and the
adjusted duration of the corresponding phase, and also underscores that the change in
duration is the result of improved manageability of the processes of forming,
evaluating, and updating management competencies, rather than a mechanical
consequence of technology implementation.

The theoretical and methodological provisions obtained within the chapter
have been supplemented by economic and social justification of the effectiveness of
digitalizing personnel management, brought to the level of computational tools. It has
been shown that the inclusion of the economic dimension of effectiveness is a
necessary structural element of the mechanism (rather than an auxiliary tool), since
without a quantitative assessment of costs and benefits, management personnel
development loses its investment certainty and transforms into a management
hypothesis.

The use of the return on investment in training indicator has been substantiated
as an indicator for aligning development costs with the phase-specific needs of the
enterprise and as a tool for adjusting the structure of development programs in
accordance with the strategic priorities of a specific stage of the life cycle.
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personnel management systems, digitalization, personnel development strategies,
personnel management in wartime, motivation, innovative approaches to personnel
management, personnel management technologies, efficiency of enterprise personnel
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