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EVOLUTIONARY TRANSFORMATION
OF HUMAN RESOURCE MANAGEMENT IN RESPONSE
TO SHORT- AND LONG-TERM CHALLENGES

Shtangret A. M., Stetsiv L. P.

INTRODUCTION

At the present stage of the national economy's development, human resource
management has evolved from a supporting administrative function into one of the key
determinants of sustainable development and competitive advantage for industrial
enterprises. The accelerating pace of technological change, the digitalization of
managerial and production processes, the increasing implementation of the Industry 4.0
paradigm, the globalization of labour markets, demographic transformations, and
intensifying competition for qualified employees have fundamentally reshaped the
requirements for human resource management. Simultaneously, Ukrainian industrial
enterprises continue to operate under martial law, facing profound socio-economic
disruptions, the destruction of production facilities, the loss of productive capacity, large-
scale migration, internal displacement, and workforce mobilization. Under these
circumstances, traditional approaches to human resource management require substantial
reconsideration, necessitating the development of a new management model capable of
ensuring both an effective response to immediate crises and the long-term development
of human capital.

The relevance of this study primarily stems from the simultaneous emergence of
challenges of different temporal horizons within both the external and internal
environments of industrial enterprises. These challenges differ significantly in their
nature, scale, and implications for organizational performance. The dominant short-term
challenge is the full-scale war, the further evolution of which into new threats and/or
opportunities requires the application of flexible management mechanisms, the rapid
adaptation of employee motivation systems, the improvement of personnel adaptation
practices, and the enhancement of workplace safety conditions to sustain productive
employee performance.

At the same time, long-term challenges are primarily driven by the ongoing
digitalization of the economy within the broader framework of the Industry 4.0 paradigm.
These developments require a transition from conventional personnel administration to
strategic human resource management based on competency development, lifelong
learning, the encouragement of employee creativity and innovation, and the
personalization of motivation systems. A distinctive feature of the current stage is the
simultaneous interaction between short-term and long-term challenges, creating an
increasingly complex environment for industrial enterprises. The convergence of these
challenges determines the evolutionary nature of human resource management
transformation and highlights the need for an appropriate theoretical framework to
explain and support this process.
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1. Human resource management: conceptual foundations
and challenges driving evolutionary transformation

Personnel management should first be considered from the perspective of clarifying
the object of managerial influence, namely, personnel. It should be noted that two terms
— staff and personnel — continue to be used in parallel in Ukrainian academic and
professional discourse. The fundamental distinction lies in the fact that the former largely
reflects the legacy of the traditional personnel administration system, whereas the latter
has gained prominence through the translation and adoption of contemporary
international approaches to human resource management. While staff is generally
associated with permanent employees occupying established positions within an
organization's staffing structure, personnel more accurately reflects the diverse forms of
employment relationships that characterize the modern labour market.

Nevertheless, attempts to reconcile, reinterpret, and modernize these concepts remain
evident in the literature. For example, O. Krushelnytska defines personnel as "...the
principal permanent body of qualified employees, whose composition is formed and
transformed under the influence of both internal factors (the nature of products,
production technologies, and the organization of production) and external factors
(demographic processes, legal and ethical standards, labour market conditions, etc.)"!.
This interpretation, however, remains constrained by the assumption that an employment
relationship necessarily involves a formal labour contract linked to a designated position
within the organizational staffing schedule.

The contemporary labour market differs substantially from this traditional model.
The execution of specific tasks increasingly relies on short-term cooperation with
individual specialists through part-time employment, civil law contracts, freelance
arrangements, internships, and other flexible forms of engagement. From this
perspective, the second conceptual approach offers a broader and more appropriate
interpretation of the notion of personnel. V. Alkema?, for instance, conceptualizes
personnel as a complex organizational structure encompassing owners, core employees,
and supporting staff who may participate under different forms of employment
relationships but collectively possess the competencies and capabilities required for
achieving organizational objectives.

This broader interpretation has been further refined by other scholars. V. Patron3
argues that personnel should not be viewed merely as another organizational resource.
Unlike material or financial resources, employees possess individual interests that may
coincide with, or only partially correspond to, the strategic interests of the enterprise.
O. Melnyk* emphasizes the decisive role of organizational interaction, arguing that every
employee contributes to and shapes the organizational culture, which in turn exerts a

! Kpymensuumpka, O. B., Mensruuyk J1. I1. Yipasniaus nepconanom. Kuis: Kongop. 2007.
428 c.

2 Anbkema B. T, Ckuba B. M. Teopernuni 3acamu (OpMyBaHHsS CHCTEMH YIpPABIiHHS
MEPCOHAJIOM CY4aCHOTO MiANPUEMCTBA. AKmyanvui numanus ekoHomiunux Hayk. 2025. Ne§. DOI
https://doi.org/10.5281/zenodo.14955853 (nara 3BepuenHs 22.06.2026)

3 TMatpon B. JI. (2020). YrpaBiiHHS MEPCOHATOM: TEOPETHKO-METOOJIOTIUHI 3acau Ta
npaktuyHi acniektu. Kuis: KHEY, 312 c.

4 Menbnuk O. I'. ITepconas sk colliabHO-eKOHOMIYHHIA pecypc MiANPHEMCTBA: METOAOJIOTis
Ta npakTHka ynpasiinas. JIei: Bun-so JIHY, 2019. 278 c.
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significant influence on labour productivity. Z. Shershniova’ also recognizes personnel
as a strategic resource but stresses its dynamic rather than static nature. Accordingly,
human resources should be continuously developed through systematic investment and
the creation of favourable conditions for synchronized professional and personal growth.
The effective utilization of employees' individual potential requires sustained attention to
educational, psychological, physiological, and communicative dimensions while
simultaneously considering numerous contextual factors and their changing influence
over time.

Summarizing the foregoing discussion, several conclusions can be drawn. First, the
contemporary understanding of the concept of personnel is considerably broader than the
traditional notion of staff. This conceptual evolution can largely be attributed to the
growing influence of digitalization, production automation, labour market globalization,
and the implementation of the Industry 4.0 paradigm. Under these conditions, personnel
should be regarded as a strategic and dynamic organizational asset whose effectiveness
depends not only on organizational efforts aimed at its development but also on the
interaction between individual and corporate factors.

Within the context of industrial enterprises — the primary focus of this study —
personnel may therefore be defined as the aggregate of employees engaged in
employment relationships with an enterprise who, through their professional knowledge,
competencies, skills, and experience, perform organizational functions and contribute to
the achievement of both tactical and strategic objectives.

Based on this definition, the following key characteristics of personnel can be
identified:

- a source of value creation, innovation, and competitive advantage, where
effectiveness is determined not only by professional competencies but also by digital
skills, adaptability, and the capacity for continuous learning;

- a carrier of organizational knowledge, capable of generating, codifying,
sharing, and transferring knowledge, thereby transforming individual expertise into
organizational knowledge and enhancing the effectiveness of investments in human
capital;

- an agent of digital transformation, whose level of digital competence directly
influences the pace of automation, robotization, the adoption of digital technologies, and
the overall effectiveness of digital transformation initiatives within the enterprise;

- an active participant in the managerial process, contributing through
continuous feedback mechanisms, the alignment of individual and organizational
interests, and personal commitment to the successful implementation of managerial
decisions;

- a key component of the enterprise's security system, simultaneously serving as
both the subject and the object of organizational security, whose effective performance
requires the establishment of safe working conditions while also demanding employees'
active participation in safeguarding their own well-being, organizational resources, and
corporate interests.

5 Ilepmnpoa 3. €. CTpaTeriune ynpaBliHHs TIEPCOHATOM: CY4aCHi KOHIIEMIIi Ta MOJEJI.
Kwuis: Bun-Bo «3nanus», 2021. 350 c.
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Admittedly, the above list is highly generalized and does not fully capture the specific
characteristics of human resource management within industrial enterprises.
Nevertheless, it provides a sufficiently robust conceptual basis for further examining the
essence and direction of the transformations currently taking place in human resource
management.

The review of the existing literature demonstrates considerable scholarly interest in
human resource management, resulting in the development of numerous conceptual
approaches. Consistent with our interpretation of the concept of personnel, we refrain
from providing a detailed review of established definitions. Instead, we focus on
identifying their principal differences in order to develop our own conceptual approach,
emphasizing those aspects that are most relevant to the objectives of this study,
particularly employee motivation and the impact of the Industry 4.0 paradigm.

As in the case of the concept of personnel, contemporary interpretations of human
resource management clearly demonstrate continuity with earlier theoretical
perspectives. An illustrative example is provided by L. Daineko, who defines human
resource management as "..a system of measures aimed at attracting, utilizing,
developing, and retaining an enterprise's labour resources"®. This continuity is reflected
in the sequential organization of the principal processes governing the interaction
between the enterprise and its employees. Such a process-oriented approach is based on
managerial control, whereby management determines the requirements and conditions of
employment. Under contemporary conditions, however, this perspective can only serve
as a conceptual foundation. It must be supplemented by approaches that consider not only
organizational objectives but also employee characteristics and the broader set of
environmental factors shaping the employment relationship.

V. Hryniova’ further develops this perspective by emphasizing that the achievement
of organizational objectives depends upon incorporating socio-psychological aspects into
the employment relationship throughout the entire employee lifecycle — from identifying
staffing needs and recruiting candidates to employee separation, including the possibility
of transferring departing employees to a talent pool in order to preserve their sense of
affiliation with the organization. S. Vasylchuk® focuses on the managerial toolkit
employed within the human resource management process. In addition to traditional
methods and instruments, the author emphasizes that their purpose extends beyond
increasing current labour productivity to creating the conditions for future organizational
performance through competency development, employee motivation, and a supportive
corporate culture. V. Derykhovska® conceptualizes human resource management as a
strategic organizational function characterized by long-term planning and the gradual
achievement of strategic objectives.

¢ Taituexo JI. T1. CucTeMHMIA miaXi 10 YIPaBIiHHS EPCOHATIOM iANPUEMCTB: HABYAIbHUN
noci6uuk. J{ninpo: YH-T iM. Anbdpena Hobens, 2018. 240 c.

" T'punboa B. M. MeHeIKMEHT HepcoHaly: CollialbHO-MCHXO0JIOTi4Hi ACIEKTH YIPaBJIiHHSL.
Xapkis: XHEY, 2020. 296 c.

8 Bacuibuyk C. O. Po3BUTOK KOMIIETEHLi mepconalty B yMoBax uu(poBoi tpancdopmauii
exonomiku. Oneca: OHY, 2022. 310 c.

° JlepuxoBcbka B. 1. B3aeM03B’A30k PO3BHTKY II€pPCOHATY Ta CTpaTerii ympapJliHHS
niepconaiioM. biznec Ingpopm. 2013. Ne 7(426). C. 341-347.
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These perspectives can be complemented by another approach that reflects systems
thinking while moving beyond the traditional emphasis on managerial control. V. Ruliev
defines human resource management as "..a systematically organized process of
reproducing and effectively utilizing the entire workforce of an organization to achieve
its established objectives"!’. Although the author's use of the term staff limits the scope
of the management object to permanent employees, the emphasis on workforce
reproduction is particularly significant, as it highlights the necessity of maintaining an
adequate level of human resource potential despite the combined influence of numerous
internal and external factors.

Although only selected conceptual positions have been examined, the preceding
analysis provides sufficient grounds for defining human resource management as a
system of principles, methods, and managerial instruments aimed at developing,
enhancing, and effectively utilizing personnel through competency development
(knowledge, skills, personal attributes, and professional experience), strengthening
organizational commitment, and improving adaptability to change in order to achieve
both strategic and operational organizational objectives.

Based on the contemporary characteristics of personnel identified above, the
following fundamental principles of human resource management can be distinguished:

- strategic orientation, achieved through the integration of human resource
management with the overall business strategy by means of strategic workforce planning,
talent pool development, and forecasting future competency requirements;

- human capital development, aimed at strengthening the enterprise's
competitive advantage through continuous enhancement of professional competencies,
expanding opportunities for knowledge acquisition and application, and encouraging
creativity and innovation in employees' daily activities;

- digitalization of employer—employee interactions, encompassing automated
recruitment, electronic human resource administration, and artificial intelligence
technologies for employee assessment, performance monitoring, and decision support;

- continuous professional development, consistent with the principles of lifelong
learning, including systematic training and reskilling, the development of digital
competencies, the expansion of employees' functional versatility, and the design of
individualized career development pathways;

- strengthening employee commitment, through the development of corporate
culture, continuous improvement of motivation programmes, partnership-based
employment relationships, and more effective internal communication, including the use
of social media and other digital communication platforms;

- ensuring employee well-being and organizational security, extending beyond
occupational health and safety to encompass psychological support for employees and
their family members, as well as initiatives aimed at improving employees' physical and
mental well-being in order to sustain high levels of productivity.

Taken together, these principles indicate that under current conditions the traditional
objective of satisfying workforce requirements constitutes only the foundation of human
resource management. Contemporary HRM has evolved into a comprehensive system

1 Pynse B. A., I'ytkesuu C. O., Moctencska T. JI. Ynpapiinus nepconanom. Kwuis:
KOHZOP, 2012. 324 c.
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for creating sustainable competitive advantage through competency development,
employee commitment, creativity, organizational security, and continuous professional
self-improvement.

Although this study does not provide a comprehensive review of the major theoretical
approaches to human resource management, particular attention should be given to the
systems approach, which remains one of the most influential perspectives in the field.
This approach offers a holistic understanding of horizontal interrelationships and
hierarchical structures, particularly within the human resource management system. For
the purposes of this study, it is especially valuable because it clearly illustrates the
differences between traditional and contemporary HRM models.

The traditional approach is aptly characterized by V. Alkema!!, who describes it as
based on "...a rigid hierarchy, administrative control, and the regulation of employees'
activities through clearly prescribed job responsibilities, leaving little opportunity for
self-realization or creative expression." The defining characteristic of such a system was
organizational stability, achieved through a high degree of managerial control, including
control mechanisms intended to mitigate personnel-related risks. Under present-day
conditions, however, this former strength has largely become a limitation, constraining
employee creativity and reducing organizational flexibility in assembling temporary
multidisciplinary teams to perform specialized tasks. Furthermore, this traditional model
primarily focuses on filling vacant positions while paying insufficient attention to
employee motivation, organizational commitment, and continuous professional
development.

Researchers have increasingly recognized the discrepancy between the realities of
today's labour market and the conventional structure of human resource management
systems. One such conceptualization is proposed by M. Hodiashchev'?, who
distinguishes eight functional HR subsystems. Four correspond to the traditional HR
functions — workforce analysis and planning, recruitment and personnel administration,
motivation, and performance evaluation — whereas the remaining four reflect the
evolving business environment by emphasizing employee development, the creation of
favourable working conditions, information support, and legal support.

Consistent with the conceptual position adopted throughout this study, and building
upon the refined interpretations of both personnel and human resource management, we
propose that the human resource management system should comprise the following
interconnected subsystems:

- workforce planning, responsible for identifying both current and future staffing
requirements;

- recruitment and onboarding, encompassing candidate attraction, selection, and
integration into the organizational environment;

- performance assessment, including pre-employment testing and interviews,
together with continuous evaluation of employee performance, competencies, and
development potential;

" Anpkema B. T'., Cku6a B. M. Teoperuuni 3acamu (pOpMyBaHHS CHCTEMH YIpPaBIiHHSI
NIEPCOHAJIOM CYYaCcHOTO MiANPHEMCTBA. Akmyanvhi numants ekonomiunux nayk. 2025. Ne§. DOI
https://doi.org/10.5281/zenodo.14955853 (nara 3BepuenHs 22.06.2026)

12 Togsames M. O. YnpaBiHHs IepCOHATIOM MiANPHEMCTBA K (HAKTOpP MiABUIIEHHS HOTo
nioBo1 akTUBHOCTI. [nmenexm XXI.2017. Ne3. C. 74-79.
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- motivation, responsible for designing and implementing both individual and
collective financial and non-financial incentive systems;

- learning and development, covering professional training, reskilling,
upskilling, and the enhancement of employees' digital competencies;

- career and workforce mobility, governing employee transfers, promotions,
changes in working arrangements (including work schedules and remote work), and other
forms of workforce movement;

- corporate culture, aimed at fostering a positive socio-psychological climate
and promoting adherence to shared organizational values.

The proposed structure of the human resource management system is characterized
by a high degree of flexibility in employer—employee interactions while simultaneously
recognizing employees as a strategic organizational resource whose potential can be fully
realized only under favourable organizational conditions. Such conditions facilitate the
development and effective utilization of individual capabilities, thereby generating a
synergistic effect through the integration of employees' competencies in pursuit of
organizational objectives. At the same time, the identified subsystems inherently
incorporate a proactive response to contemporary challenges, which simultaneously
create new opportunities and potential threats. This also demonstrates the adaptability of
the HRM system itself, as further environmental changes will inevitably require its
continuous transformation.

The existing body of research reveals both common and divergent perspectives
regarding the challenges driving the transformation of enterprise human resource
management systems. Consensus primarily concerns the identification of similar
categories of challenges, whereas differences arise in the interpretation of their nature and
the assessment of their positive and negative consequences. This can be illustrated by
comparing two studies addressing similar research problems.

M. Hodiashchev identifies a range of contemporary HR challenges, including
"...employee dissatisfaction with wage levels, high staff turnover, and related issues"!3.
This approach essentially acknowledges the existence of these challenges while
emphasizing that their consequences vary depending on the specific circumstances of
individual enterprises. By contrast, M. Rossokha and his co-authors'* focus exclusively
on crisis-related challenges, particularly those resulting from the full-scale war.
Accordingly, their analysis considers only those factors that generate new organizational
risks and threats. Despite these differences in perspective, both studies identify employee
turnover and declining work motivation as central HR challenges.

The underlying causes of these and other challenges are explained through the
specific circumstances in which they arise and the mechanisms through which they affect
enterprise performance. For example, high employee turnover is associated with labour
migration, refugee outflows to European Union countries, military mobilization,
employees' search for better career opportunities, and the current imbalance in the labour
market, where labour demand substantially exceeds labour supply with little prospect of

3 Togsames M. O. YnpaBiHHs IepCOHATIOM MiANPHEMCTBA K (HAKTOP MiABUIIEHHS HOTO
ninosoi akTuBHOCTI. IHTenext XXI. 2017. Ne3. C. 74-79.

14 Poccoxa M. 0., Koporuu A. O., Tunbka A. O. Crpaterii ynpapiinHs e(heKTHBHICTIO Ta
MPOYKTUBHICTIO EPCOHATY B YyMOBaX KPHU30BHX BHKJIHKIB Ta BOEHHOTO CTaHy. EKOHOMiuHUl
npocmip. 2025. Ne199. C. 262-267.
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short-term correction. Similarly, the motivational dimension has undergone significant
transformation. Monetary compensation has become relatively less important because
concerns regarding personal safety increasingly dominate employees' decision-making.
For men of mobilization age, reservation from military service often outweighs salary
considerations when evaluating employment opportunities. For women, jobs offering
remote work and flexible working arrangements have become particularly attractive, as
they facilitate the simultaneous fulfilment of professional responsibilities and caregiving
duties for children and other dependent family members.

Our position differs in that every challenge should be viewed comprehensively rather
than solely as a crisis phenomenon. High employee turnover, for instance, undoubtedly
represents a serious organizational problem. However, when it affects the majority of
enterprises within a given industry, including competitors, it simultaneously creates new
strategic opportunities. Investing in the development of individual human capital requires
substantial financial resources and involves considerable uncertainty. Comparable
results, however, may be achieved by attracting qualified specialists from competing
organizations through the provision of more favourable employment conditions. Under
conditions of high labour mobility, enterprises can recruit experienced professionals
while incurring significantly lower initial training costs. Although subsequent
investments in employee development remain necessary, they primarily involve updating
existing competencies rather than developing them from the ground up. Equally
important is the fact that workforce shortages among competitors weaken their
competitive position, thereby creating strategic advantages for enterprises capable of
responding more effectively to this challenge. This example further supports our earlier
argument for distinguishing recruitment and onboarding as a separate subsystem within
the human resource management system.

Building upon these considerations, the author's conceptual framework is based on
identifying the principal challenges that determine both the dynamics and the direction
of transformation within the human resource management systems of industrial
enterprises. These key challenges include:

- the shortage of qualified personnel, resulting from demographic decline,
extensive labour migration, the large-scale displacement of Ukrainian citizens to
European Union countries, military mobilization, and structural imbalances in the labour
market, where many unemployed individuals possess higher education qualifications but
demonstrate limited willingness to undertake vocational retraining. Although workforce
shortages threaten enterprise performance, similar shortages among competitors may
create strategic advantages for organizations capable of attracting scarce talent;

- digital transformation and the accelerated implementation of Industry 4.0,
driven by intensifying global technological competition that increasingly distinguishes
technologically advanced economies from resource-oriented countries with significantly
lower levels of economic prosperity. Automation, robotics, and the expanding use of
artificial intelligence contribute to higher labour productivity and technological
leadership. However, these benefits are constrained by inadequate digital literacy, the
substantial costs associated with developing digital competencies, and organizational
resistance to change;

- the necessity of continuous learning, arising from the rapid obsolescence of
previously acquired knowledge and skills. Increasing technological sophistication
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enables more efficient utilization of organizational resources but simultaneously requires
employees to engage in continuous professional development. Consequently, enterprises
must cultivate a culture of lifelong learning by financing education and training
programmes while facilitating rapid adaptation to emerging technologies;

- intensifying competition for human capital, which has effectively eliminated
geographical boundaries. Industrial enterprises must now compete for highly qualified
employees not only with organizations operating within the same industry but also with
domestic enterprises offering more attractive employment conditions and with foreign
companies recruiting internationally;

- knowledge retention and transfer. The ageing workforce characteristic of many
industrial enterprises contributes to workforce stability while simultaneously creating the
risk of losing valuable tacit knowledge that underpins product and service quality. Since
professional expertise resides primarily in individual employees, only systematic
knowledge formalization and structured mentoring programmes can transform individual
knowledge into organizational knowledge while reducing the risk of knowledge loss;

- changing approaches to employee commitment and motivation. The combined
impact of military conflict and rapid digitalization has fundamentally altered employees'
priorities. Financial rewards have partially given way to concerns regarding workplace
safety, professional development, creative self-realization, and the sense of contributing
to organizational objectives and socially significant goals at the community, regional, and
national levels. Although moderate wage growth enables enterprises to maintain
competitive product prices, it must be complemented by comprehensive non-financial
incentive systems;

- organizational change management, necessitated by the need to adapt
enterprises to rapidly changing operating conditions. Successful implementation requires
overcoming employee resistance while fostering a culture of innovation through
transparent communication regarding the necessity and mutual benefits of organizational
transformation;

- ensuring employees' socio-psychological resilience, which has become
essential for maintaining labour productivity despite the adverse consequences of war
and related stressors. This requires implementing comprehensive measures aimed at
preventing occupational burnout while promoting psychological well-being and
resilience;

- providing safe working conditions, which, under current circumstances, should
be considered from two complementary perspectives. The first concerns additional
investments in bomb shelters, backup energy and communication systems, first-aid and
psychological support services, and strengthened occupational safety procedures. The
second concerns the positive outcomes of these investments, including reduced
workplace injuries and the development of a safety-oriented organizational culture,
which also contributes to stronger employee commitment and organizational loyalty;

- the growing dynamism of labour market conditions, which requires the
adoption of flexible human resource management models. Traditional rigid
organizational structures are increasingly being replaced by project-based and matrix
structures. While these models offer significant advantages—including rapid adaptation,
faster managerial decision-making, stronger performance orientation, and improved
employee motivation — they also present challenges, particularly for medium-sized and
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large industrial enterprises, where reduced managerial control may increase
organizational security risks.
The findings of the above analysis are summarized graphically in Figure 1.

Personnel is the ageregate of employees engaged in employment
relationships with an enterprise who, through their professional
knowledge, competencies, skills, and experience, perform uassigned
organizational functiens and contribute to the achievement of the
enterprise’s tactical and strategic objectives,

|—'\ Key characteristics of personnel: souree of value ereation,
innovation, and competitive advantage: carrier of
organizational knowledge; agent of digital transformation;
active participant in the management process: integral
component of the cnterprise’s sceurity system.

Human resource management is a system of principles, methods, and
managerial tools almed at the formation, development, and effective
utilization of personnel through the enhancement of employvees'
competencies (knowledge, skills, personal attributes, and professional
experience), the strengthening of organizational conmumitment, and the
improvement of adaptability to change in order to achieve the
enterprise’s strategic and operational objectives.

¢ competition for hunian capital; knowledge

fying

I—'\ Fundamental principles of human resource management:
strategic orientation through integration with the enterprise’s
overall development stratepy; human capital development to
strengthen  the enterprise's competitive advantage;
digitalization of interactions between the enterprise and its
employees; continuous development in accordance with the
lifelong  learning concept; strengthening  employee
organizational commitment; ensuring employee well-being
and organizational security.

Human resource management system is an integrated set of functional
subsystems designed to perform coordinated activities related to
workforce planning, personnel development, employee motivation,
and the effective utilization of human resources while maintaining an
acceptable level of employee turnover.

; the need for continuous learning; intensi
retention and transfer; changing approaches o sirengthening employee organizational commitment and

motivation, organizational change management; cnsuring employeces' socio-psychological resilicnee;
providing safe working conditions; increasing dynamism of the labour market

Key challenges: shortage of qualified personnel; digital transformation and the accelerated implementation

of Industry 4.0

|_'\ Human Tesource management system Slle)' stems:

workforce  planning; recruitment  and  onboarding;
performance  assessment; motivation:  learning  and
development; workforce mobility and career management:
corporate culture.

Fig. 1. Evolution of the conditions and principles of human resource
management. developed by the authors
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The findings obtained provide a comprehensive perspective on the underlying
causes, nature, and potential responses to one of the most significant challenges
confronting contemporary enterprises. For Ukrainian industrial enterprises, this
challenge is represented by personnel, which simultaneously constitute the strategic
foundation for organizational development and competitive advantage while remaining
one of the most complex objects of management due to the diversity of employees'
individual interests. Consequently, effective human resource management requires the
alignment of individual and organizational interests, thereby generating positive
outcomes in the form of higher labour productivity and improved organizational
performance. Conversely, the failure to achieve such alignment gives rise to
organizational risks that undermine business resilience and overall enterprise security.

As demonstrated above, the identified challenges possess a dual nature. While they
undoubtedly generate new risks, they also create opportunities that can be realized
through timely managerial responses and the continuous evolutionary transformation of
human resource management practices. Accordingly, the competitive position of
industrial enterprises increasingly depends not merely on their ability to react to
environmental changes but on their capacity to proactively redesign HRM systems in
accordance with emerging technological, economic, and social conditions.The
subsequent chapters therefore focus on two interrelated challenges that are particularly
significant for the long-term development of Ukrainian industrial enterprises: the
transformation of employee motivation systems and the impact of digitalization and the
broader implementation of the Industry 4.0 paradigm on human resource management.
These challenges are regarded as the principal drivers of the evolutionary transformation
of contemporary HRM systems and therefore warrant more detailed theoretical and
practical examination.

2. The evolution of human resource management systems
under the influence of Industry 4.0

The terms "the Fourth Industrial Revolution" and "Industry 4.0" are closely related
but should not be regarded as synonymous. To clarify this distinction, it is necessary to
briefly consider the historical developments that preceded these concepts, with particular
reference to their implications for human resource management.

The eighteenth and nineteenth centuries are commonly associated with the First
Industrial Revolution, which originated in what is now the United Kingdom before
gradually spreading to other countries. Its defining features included significant advances
in the textile and metallurgical industries. Accelerated industrial production became
possible through the use of steam power, the mechanization of manufacturing processes,
and the transition from artisanal production to the factory system. These transformations
fundamentally altered the utilization of labour resources by partially or completely
replacing manual labour with machine-based production. While this reduced the demand
for human labour in certain operations, it simultaneously increased qualification
requirements for workers. The growing division of labour resulted in a high degree of job
specialization. At the same time, industrial production required stricter labour discipline
and closer supervision of compliance with production standards, making administrative
control the dominant characteristic of human resource management during this period.

From the late nineteenth century until the middle of the twentieth century, the
replacement of the steam engine by electric power laid the foundation for the transition
to mass production. This new stage further intensified the requirements imposed on
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employees, particularly regarding the continuous improvement of their professional skills
in response to the rapid pace of technological change. Human resource management
increasingly focused on labour standardization and the development of material incentive
systems, both of which were intended to enhance labour productivity.

Beginning in the second half of the twentieth century, industrial development was
characterized by the widespread adoption of information technologies, automation,
robotics, and the expanding use of computer technologies across production processes.
Digitalization and automation also became integral components of human resource
management. However, unlike previous industrial stages, employees increasingly came
to be viewed as carriers of professional knowledge. Consequently, greater emphasis was
placed on creating organizational conditions conducive to the generation, dissemination,
and effective utilization of knowledge, particularly through the development of a
corporate culture that strengthened employees' commitment to the enterprise.

Artificial intelligence, Big Data, the Internet of Things, digital platforms, and other
advanced digital technologies have become the technological foundation of the Fourth
Industrial Revolution. The current level of technological development already enables
the creation of fully autonomous automated manufacturing facilities characterized by
highly flexible production systems, where the role of human labour is largely limited to
task setting and overall supervision. A more widespread model, however, envisages close
interaction between employees and intelligent machines, thereby requiring the
development of advanced digital competencies, greater emphasis on creativity, the
establishment of an innovation-oriented working environment, and the adoption of
flexible forms of work organization.

In summary, each successive industrial revolution has driven profound
transformations in human resource management. Whereas earlier approaches were
primarily based on administrative control, contemporary priorities focus on maintaining
the relevance of employees' digital competencies while creating favourable conditions
for knowledge generation and creative problem-solving. These capabilities have become
essential determinants of the competitiveness and long-term sustainable development of
industrial enterprises.

With regard to the term "Industry 4.0," the literature presents a variety of
interpretations, including its characterization as a governmental programme, a
development strategy, or a conceptual framework. From a historical perspective, Industry
4.0 originated as Germany's national industrial development initiative introduced in 2011
with the objective of achieving global leadership in exploiting the opportunities created
by the Fourth Industrial Revolution. Within this initiative, the state assumed the role of
coordinating technological transformation aimed at strengthening the international
competitiveness of German manufacturers. Additional policy instruments included long-
term public funding, protectionist measures, and the promotion of national industrial
interests through political and economic influence in international markets.

The successful German experience was subsequently adapted by most economically
developed countries, although with different titles and strategic priorities. For example,
in 2013 the United Kingdom launched the High Value Manufacturing Catapult initiative,
establishing a high-technology manufacturing centre designed to strengthen cooperation
among industry, the banking sector, and research institutions in order to accelerate the
development of advanced manufacturing. In China, a similar programme introduced in
2015 primarily focused on the modernization of the defence industrial sector, whereas
Japan emphasized increasing its participation in global value chains. Ukraine introduced
its own Industry 4.0 framework in 2018, drawing upon international best practices with
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the strategic objective of becoming a regional leader in the provision of high-technology
services.

The conceptual foundations of Industry 4.0 were established by Klaus Schwab, who
defined it as “...a fusion of technologies that is blurring the lines between the physical,
digital, and biological spheres”!’. It is noteworthy that subsequent interpretations have
primarily focused on expanding the list of digital technologies, whereas the original
concept emphasized the importance of the biological dimension, namely human
resources. Personnel are expected to interact effectively with one another to generate
innovative products that satisfy consumer needs at a qualitatively higher level while
maintaining the lowest feasible environmental impact.

Under current conditions, there is no viable alternative to adopting the principles of
Industry 4.0. The view expressed by Olha Hnylianska is well-founded, namely that
Industry 4.0 technologies ““...enable enterprises to increase productivity, reduce costs, and
improve product quality”'®. These outcomes are primarily driven by faster responses to
changes in market demand and more efficient utilization of resources, including human
capital. However, these advantages are accompanied by significant challenges, the most
important of which are cybersecurity risks and the need to transform organizational
culture while continuously developing employees' digital competencies. The latter aspect
is accurately reflected by Yuliia Fedorova, who argues that “...the digital transformation
of the workplace changes the employee's labour role, transforming them into a user of
digital content and services and, accordingly, necessitating the development of
specialized competencies”'’. While agreeing that specialized digital competencies
require continuous updating, we consider the implied reduction of the employee's role to
be debatable. In the context of industrial enterprises, digital transformation should rather
be understood as a shift from physical labour toward knowledge-intensive work, which
should be taken into account in the further transformation of human resource
management systems.

Ukraine adheres to the principle of studying international best practices and
following global leaders. This approach has been reflected in the national development
of the Industry 4.0 agenda. Nevertheless, a more important issue is the country's readiness
to implement digital transformation. It should be emphasized that this challenge is not
unique to Ukraine. According to analytical evidence'®, in 2018 only 25 out of 100
countries possessed the capacity to rapidly implement digital technologies. Today,
several international indices assess countries according to their progress in implementing
the Fourth Industrial Revolution. Since this study focuses on industrial enterprises,
statistical data relating specifically to manufacturing enterprises were selected from
official databases. The analysis covers indicators reflecting both the level and dynamics
of digital technology adoption and the effectiveness of their utilization.

15 Schwab K. (2016). The Fourth Industrial Revolution. World Economic Forum

16 Papsacpka O. B. Anamraris MEHEDKMEHTY JI0 BUKIUKIB «IHIycTpist 4.0»: BIAMIHHOCTI
Ta cTpateris. Akmyanvni npodremu cmanoeo pozeumky. 2024. Ne2. C. 29-36.

17 ®denoposa 0., Ipouenko K., Cremmos O., Azapoa M. Iliaroroska ynpapiiHCBKOTO
MepcoHally B yMoBax wudpoizauii. A0anmusne ynpaegninna: meopis i npakmuka. 2022. Bum.
14(28). https://doi.org/10.33296/2707-0654-14(28)-14 (nata 3BepHeHH: 26.06.2026)

18 Readiness for the Future of Production Report 2018. World Economic Forum. URL:
https://www.weforum.org/reports/readiness-for-the-future-of-production-report-2018 (mata
3BepHEHH: 26.06.2026)
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It should first be noted that statistical information is available for the period
2017-2025'; however, most datasets are fragmented and therefore incomplete. The
highest values are observed for two indicators: the share of enterprises with a corporate
website (48.2% in 2024) and the share using social media (30.2% in 2024). Owing to
incomplete time series, long-term trends are difficult to assess, although the
corresponding figures in 2019 were 43.25% and 29.4%, respectively. Despite this
moderate progress, these indicators alone do not demonstrate the effective use of digital
technologies to strengthen communication with customers and business partners. This
conclusion is supported by the fact that in 2024 only 9% of industrial enterprises engaged
in e-commerce, while revenue generated through electronic sales accounted for merely
2.5% of total net sales revenue.

As noted above, the Fourth Industrial Revolution is characterized by the robotization
and automation of industrial production. Actual performance indicators — specifically,
the fact that only 7.2% of enterprises used robotics, including just 3.3% employing
industrial robots — clearly demonstrate Ukraine's substantial lag behind leading countries.
Similar conclusions can be drawn from the adoption rates of key digital technologies. For
example, the share of enterprises using 3D printing reached only 3.6% in 2020, the
Internet of Things (IoT) 8.1% in 2022, and Big Data technologies 14.8% in 2025. By
comparison, in Germany in 2025, 44% of manufacturing enterprises had implemented
3D printing technologies, 45% had adopted IoT solutions, while an additional 33%
planned their implementation, and 48% were using Big Data technologies.

The identified gap provided the basis for refining the directions of human resource
management transformation in industrial enterprises under the influence of Industry 4.0.
These directions also take into account the positive development prospects and the
opportunities that Ukrainian enterprises may gain from the structural changes induced by
the war:

- transformation of the employee's role, whereby supervision of standardized
operations is replaced by encouraging initiative, continuous self-development, and
collaborative problem-solving to identify optimal production solutions;

- revision of workforce competency requirements, particularly regarding digital
literacy, the ability to operate automated production systems, systems thinking, critical
thinking, readiness for lifelong learning, creativity, and innovation capability;

- implementation of electronic HR documentation systems, together with the
application of artificial intelligence technologies for employee selection and workforce
productivity monitoring;

- expansion of continuous learning programmes through online educational
platforms and the development of individualized professional development pathways;

- modernization of motivation systems by individualizing incentives for
professional development, supporting innovation activities, promoting flexible forms of
work organization, and recognizing employees' intellectual contributions;

- management of organizational change through strengthening employees'
readiness for transformation, overcoming resistance to change, improving internal
communication, and providing psychological support for employees.

The proposed conceptual framework is summarized graphically in Figure 2.

The identified directions take into account the actual readiness of industrial
enterprises for digital transformation, the current operating environment under wartime

19 Cratuctuuni nami. JlepsxaBua ciyx6a cratuctuku. URL : https://stat.gov.ua (nara
3BepHEeHH: 26.06.2026)
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conditions, and the benchmarks that determine the pace of corresponding changes in
leading economies. They are primarily focused on accelerating the development of digital
competencies, retaining the workforce, and integrating digital technologies into human
resource management.

Fourth  Industrial  Revolution — é':blndustry 4.0 in Ukraine {achieving
development of digital competencies, regional leadership in the provision of
increased  emphasis  on  employees’ high-tech services)
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control over compliance with established
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Human resource management perspectives across the industrial revolutions

[

Transformation of human resource management

Fig. 2. Directions of Human Resource Management Transformation in Industrial
Enterprises under the Influence of Industry 4.0, developed by the authors

3. Evolution of Employee Motivation Systems under the Influence
of the War and Industry 4.0

Peter Drucker?® is widely recognized as the father of modern management. Among
his numerous influential ideas, three are particularly relevant to the objectives of this
study and therefore serve as its conceptual foundation. First, effective management
enables a group of individuals, who would otherwise constitute an uncoordinated
workforce, to achieve common organizational objectives. Second, as a logical extension
of this proposition, employee management should rely not on coercion and rigid control

2 Npyxep I1. Bukimku s menemxmenty XXI cromirrs. Kuis : KM-BYKC, 2020. 320 c.
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but on motivation as the primary mechanism for directing employee behaviour. Third,
intrinsic motivation and self-control are more effective than externally imposed
incentives, making it essential to create organizational conditions in which employees
become personally committed to achieving high levels of performance. These principles
were founded upon the theoretical contributions of earlier scholars and subsequently
stimulated the further evolution of motivation theory in response to changing economic,
technological, and social conditions. To illustrate this evolutionary process, the following
discussion briefly examines the principal motivational theories, which may
conventionally be classified into content theories, process theories, and contemporary
approaches.

The content theories of motivation, most notably those developed by Abraham
Maslow, Frederick Herzberg, and David McClelland, are fundamentally based on the
analysis of individuals' internal needs that stimulate work-related behaviour. Despite their
historical origins, these theories continue to retain considerable practical relevance
because contemporary employee motivation systems remain largely grounded in the
identification and satisfaction of employee needs. The specific configuration of these
needs varies according to individual preferences and the combined influence of numerous
internal and external factors.

The essence of Abraham Maslow's?! hierarchy of needs theory is well established in
the academic literature; therefore, attention is focused here on its practical implications
for industrial enterprises. Its principal advantage lies in providing a conceptual basis for
designing an integrated employee motivation system through the establishment of
competitive compensation, the provision of safe working conditions, the development of
a strong corporate culture, opportunities for career advancement, and comprehensive
professional learning and development programmes. Although the theory continues to be
criticized, particularly regarding the presumed sequential satisfaction of human needs,
these limitations can be substantially mitigated through the personalization of
motivational practices, an approach increasingly supported by the digitalization of human
resource management systems.

The practical application of Frederick Herzberg's?*> two-factor theory requires the
implementation of measures in two successive stages. Initially, organizations should
eliminate the factors that generate employee dissatisfaction, including inadequate
compensation, unfavorable working conditions, and insufficient social benefits.
Subsequently, managerial efforts should focus on strengthening intrinsic motivation. A
major advantage of this approach lies in its emphasis on intrinsic motivational drivers,
which, as noted above, generally produce more sustainable and effective behavioural
outcomes than external incentives. Nevertheless, its practical implementation remains
constrained by individual differences in employees' perceptions of hygiene and
motivational factors and by the varying influence these factors exert on job satisfaction.

2l Maslow A. A theory of human motivation. Psychological Review. 1943. Vol. 50. Ne4,
pp- 370-396.

22 Herzberg F. One more time: how do you motivate employees Harvard Business Review
Press, 2008. 280 p.
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The theory developed by David McClelland?® differs from earlier approaches by
conceptualizing motivation as a dynamic rather than static phenomenon, evolving in
accordance with the changing priorities that emerge throughout an employee's
professional career. Consequently, unlike the previously discussed theories, this
approach treats individual differences as a strategic advantage rather than a limitation.
From the perspective of industrial enterprises, its practical application involves the use of
psychological assessment methods for employee selection, the development of
personalized career advancement programmes, and the establishment of talent pools for
succession planning. However, the widespread psychological distress experienced by
many Ukrainians as a consequence of the ongoing war significantly reduces the reliability
and predictive validity of psychological assessment procedures.

The complementary nature of these content theories provides a solid foundation for
their integrated application in designing employee motivation systems that
simultaneously address appropriate working conditions, employee needs, and the
personalization of motivational practices in accordance with individual aspirations and
organizational objectives.

As with the content theories, only the principal process theories of motivation are
considered here because they are united by a common conceptual perspective. Unlike
content theories, which focus primarily on identifying human needs, process theories
examine the mechanisms through which employees make decisions and regulate their
behaviour in the course of their work activities.

Within industrial enterprises, the practical implications of Victor Vroom's*
expectancy theory are reflected in the establishment of transparent performance
evaluation criteria and the design of compensation systems in which bonuses and
individual rewards are explicitly linked to employee performance. According to John
Stacey Adams'?® equity theory, employees evaluate fairness not only by comparing their
own contributions with the rewards they receive but also by assessing the relationship
between the contributions and rewards of other members of the organization.
Consequently, effective human resource management requires transparent HR policies,
the prevention of discrimination, and equal opportunities for career development.

The integration of the key propositions advanced by Victor Vroom and John Stacey
Adams was subsequently embodied in the Porter—Lawler model. Without examining its
conceptual structure in detail, it should be emphasized that, within industrial enterprises,
the model is primarily implemented through the combination of financial and non-
financial incentives based on an objective assessment of each employee's contribution,
followed by the equitable distribution of organizational rewards.

Unlike the content theories, process theories of motivation are characterized by their
complementary nature and their capacity to facilitate individualized managerial
interventions. Despite this important advantage, their practical application becomes
considerably more complex under conditions of high labour mobility and economic

3 McClelland D. Testing for competence rather than for “intelligence”. American
Psychologist. 1973. T. 28. Nel. p. 1-14.

¥ Vroom V. Sochastic model of managerial careers. Administrative Science Quarterly. 2018.
13(1). pp. 26-46.

25 Adams J. S. Inequality in social exchange. Advanced Experimental Psychology. 1965. 62.
pp. 335-343.
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instability. In such circumstances, organizations encounter increasing difficulties in
accounting for the individual characteristics of each employee while simultaneously
maintaining continuous monitoring of work performance, job satisfaction, and the
changing influence of motivational factors.

Contemporary motivation theories build upon the conceptual foundations established
by both the content and process approaches while incorporating the technological
transformations associated with digitalization and the accelerated implementation of the
Industry 4.0 paradigm in industrial enterprises. Among these, only the most relevant
approaches are considered here.

The self-determination theory proposed by Edward Deci and Richard Ryan?¢
provides a particularly valuable framework for understanding employee motivation in
contemporary industrial organizations. Since the theory identifies autonomy,
competence, and relatedness as the three fundamental psychological needs, strengthening
intrinsic motivation requires expanding employee autonomy while simultaneously
fostering teamwork, delegating greater responsibility, and cultivating an organizational
culture based on trust and partnership. Nevertheless, the technological and organizational
characteristics of industrial production impose certain constraints on the practical
implementation of this approach, as it is often impossible to provide every employee with
a high degree of autonomy. Furthermore, evaluating the effectiveness of intrinsic
motivation remains challenging because of substantial individual differences in
psychological characteristics and the influence of numerous personal, family-related, and
organizational factors.

The concept of emotional intelligence developed by Daniel Goleman has become
particularly relevant in today's environment, characterized by the rapid expansion of
individual information spaces and continuous information flows. From a practical
perspective, the application of emotional intelligence principles enhances managerial
effectiveness, reduces interpersonal conflict, and strengthens employees' psychological
resilience. However, its implementation is constrained by the inherent difficulty of
objectively measuring emotional intelligence owing to its considerable variability across
individuals.

Digitalization, particularly the growing adoption of remote work arrangements, has
stimulated the emergence of the concept of digital motivation. Although this concept has
already evolved into a distinct theoretical approach, it continues to develop in response
to the new opportunities created by artificial intelligence technologies. Within industrial
enterprises, the effectiveness of digital motivation depends directly on the enterprise's
level of digital transformation and the digital competencies of its workforce. In particular,
the application of gamification techniques facilitates the generation of comprehensive
analytical datasets that support faster and more informed human resource management
decisions. At the same time, digital motivational instruments encourage employees to
engage in continuous learning, thereby strengthening their organizational commitment
and long-term engagement. Nevertheless, as demonstrated in the previous chapter, the
relatively limited adoption of digital technologies by Ukrainian industrial enterprises

2 Deci, E., & Ryan, R. Handbook of self-determination research. Rochester, NY: University
of Rochester Press, 2002. 280 p.
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remains a significant barrier to the effective implementation of digital motivation
practices.

A concise review of selected contemporary motivation theories and concepts
demonstrates that the evolution of motivation systems closely follows the expanding
application of digital technologies. Consequently, employee motivation is no longer
determined solely by the level of financial incentives but, above all, by the need to satisfy
employees' aspirations for autonomy, self-realization, emotional well-being, and
psychological security.

The preceding analysis of the practical application of content, process, and
contemporary motivation theories confirms that each of these approaches remains
relevant for industrial enterprises. Their implementation, however, requires adaptation to
the specific organizational characteristics of individual enterprises, a process
substantially facilitated by ongoing theoretical developments. Against this background,
the discussion focuses exclusively on those conceptual distinctions that best illustrate the
priorities shaping contemporary motivation systems.

Olha Krushelnytska?’ argues that motivation is determined exclusively by an
employee's desire to identify an acceptable means of satisfying personal needs. While the
significance of individual needs cannot be disputed, such an interpretation largely
overlooks the managerial dimension of motivation. Without purposeful managerial
influence, motivational processes become inherently fragmented and incapable of
ensuring the achievement of organizational objectives. In contrast, Olha Litvin?® expands
this perspective by incorporating not only intrinsic needs but also external motivational
factors, including rewards and social influence. The combined effect of these factors is
expected to satisfy employees' interests while simultaneously ensuring the level of labour
productivity required by the enterprise.

The importance of achieving a synergistic effect is examined more comprehensively
by Dmytro Diachkov, who argues that such an outcome can be attained through "a
continuous process of interaction between management and employees"? Although
interaction undoubtedly constitutes an indispensable element of motivation, it must be
accompanied by a clear functional differentiation between the managing and managed
subsystems, together with an appropriate managerial influence. This aspect is further
emphasized by Yevhen Kuzmin®’, who conceptualizes motivation as a specific
managerial function directed simultaneously toward both the managing and managed
components of the organizational system. A more comprehensive interpretation is
proposed by Anatolii Kolot’!, who examines motivation from three complementary

2" Kpymenbrutibka, O. B., Mensanayk 1. I1. Yrpasainus nepconanom. Kuis: Kongop. 2007.
428 c.

28 Jlitgin O. T, Typno H. I1. CyuacHi Teopii MoTuBawii mpari Ta ix 3actocyBanus B Ykpaini.
Bueni sanucku THY imeni B. I. Bepraocvrozo. 2025. Nel. C. 28-33.

» Jlsukos [1. B., Besnimenko A. B., Cuctok M. O. MoTuBallis IepCOHANY K CTpaTeridHuiz
IHCTPYMEHT YIpaBIiHHS IiIIPHUEMCTBOM B yMOBaX Cy4aCHHX OpraHi3auiiHUX TpaHc(opMariii.
Bicnuk IT/]AY. 2025. Bun. 4. C. 9-15.

30 Ky3pmin O. €., bBomapermpka O. M. B3aeM03B’S30K MOHATH «MOTHBALIiSDH
Ta «MOTHBYBAaHHS» Y CHCTEMi MOTHUBYBAHHS IEpCOHANy HianpueMmctB. biznec Inghopm. 2015.
Ne 1. C. 347-352.

3 Konor A. M., Llumbamok C. O. MoTupaniiinuii Menemxment. Kuis : KHEY, 2014. 479 c.
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perspectives: the employee's psychological state, behavioural choice within the labour
process, and managerial activities intended to harmonize individual and organizational
interests.

The established logical relationship demonstrates that contemporary approaches
continue to rely upon the theoretical foundations of classical motivation theories, many
of whose fundamental principles retain their relevance because of the specific
characteristics of industrial enterprises. Consequently, it is difficult to identify a
universally applicable approach to employee motivation. This can largely be attributed
to the substantial influence of contextual factors that continuously necessitate the
refinement of motivational systems.

Viktor Zaitsev®? attempted to identify the principal factors influencing employee
motivation within industrial enterprises by classifying them into internal and external
categories. However, the proposed framework does not adequately incorporate
determinants associated with employees' psychological characteristics, professional
competencies, personal commitment, or the effectiveness of managerial influence. As a
result, the identified factors remain highly generalized and lack any prioritization, making
the framework suitable primarily for a broad conceptual understanding of motivation
rather than for designing effective motivation systems within specific industrial
enterprises.

The position advanced in this study differs substantially. Building upon the
previously established principles governing the practical application of motivation
theories in industrial enterprises, the subsequent analysis focuses on the transformation
of enterprise motivation systems under the predominant influence of two major
contemporary factors: the ongoing military conflict and the implementation of the
Industry 4.0 paradigm. As an empirical basis for this analysis, statistical data on the
average monthly wage level are employed (Figure 3).
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Fig. 3. Dynamics of Average Monthly Wages (UAH) by Selected Types
of Economic Activity, developed by the authors based on*’

2 3aifues B. C. OcCHOBHi HampsMd YJOCKOHAJEHHs MOTHBalii mpaui poGiTHUKIB
MIPOMUCIIOBUX MiNPUEMCTB. Binux ekonomiunoi nayku Yrpainu. 2018. Nel. C. 29-35.

3 Craructnuni nami. Jlepxkasna cimyx6a cratuctuku. URL : https:/stat.gov.ua (maTa
3BepHEeHH: 26.06.2026)
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Several important observations can be derived from the graphical representation.
First, the average wage in the industrial sector remains only slightly higher than the
economy-wide average, while the relationship between these indicators has remained
relatively stable over time. Second, employment in other sectors of the economy has
become increasingly attractive for employees, with the information and
telecommunications sector demonstrating the strongest competitive position in terms of
remuneration. Third, the observed positive wage dynamics should be interpreted in the
context of persistently high inflation and successive increases in the statutory minimum
wage.

Although wages represent only one of the motivational instruments available to
employers, both their absolute level and growth dynamics exert a decisive influence on
employees' labour market behaviour. In this context, it is important to note that the
average wage at industrial enterprises in Poland amounted to approximately UAH 80,700
in 2024, exceeding the corresponding Ukrainian indicator by approximately 3.5 times.
Under conditions of high labour mobility, Ukrainian enterprises must therefore design
their motivation systems with the recognition that competition for qualified employees
extends well beyond the boundaries of the domestic labour market.

The statistical evidence provides an important empirical basis for clarifying the
influence of the two principal factors shaping the evolution of motivation systems within
industrial enterprises. Despite its prolonged duration, the active phase of the military
conflict may still be regarded as a predominantly short-term factor. Nevertheless, it has
fundamentally transformed employee motivation systems in several key respects:

— a shift in motivational priorities, reflected in employees' increased emphasis on job
security, timely wage payments, safe working conditions, and access to psychological
support;

— under conditions of limited financial resources that restrict rapid wage growth,
considerably greater attention has been devoted to non-financial motivation.
Consequently, practices such as the public recognition of professional achievements,
employee participation in managerial decision-making, and the strengthening of
teamwork have become increasingly widespread;

— the expansion of employers' social responsibility through the provision of financial
assistance, support for the families of mobilized employees, medical services, and
psychological assistance during periods of crisis;

— labour market instability has increased the importance of accelerating the
adaptation of newly recruited employees, implementing retention measures aimed at
strengthening organizational commitment, and introducing personalized motivational
policies based on flexible compensation packages that take into account employees'
family circumstances and security-related needs;

— the strengthening of intrinsic motivation by emphasizing the significance of each
employee's contribution to maintaining the country's defence capability, supporting post-
war economic recovery, and reinforcing national patriotism together with broader social
responsibility.

The above developments should not be regarded as an exhaustive list but rather as
the principal trends that have emerged across the majority of Ukrainian industrial
enterprises. Overall, the experience of the past four years indicates that employee
motivation systems have progressively acquired the characteristics of crisis-oriented
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management systems. Whereas the primary objective had previously been to enhance
labour productivity, motivation systems are now increasingly directed toward workforce
stabilization, ensuring employee safety, and strengthening psychological resilience.

Chapter 2 provided a general characterization of the influence of Industry 4.0 on
human resource management in industrial enterprises. Since the motivation system
occupies a lower level within the hierarchical structure of the human resource
management system, it is necessary to specify this influence from a long-term
perspective. The principal transformation trends include the following:

— a shift in motivational priorities, whereby non-financial incentives acquire greater
importance, particularly continuous learning, the development of digital competencies,
increased autonomy in performing professional tasks, and flexible working
arrangements;

— the gradual expansion of automated and robotic operations within industrial
production, resulting in a transition from predominantly physical labour to knowledge-
intensive work focused on innovation and problem-solving. Consequently, greater
emphasis must be placed on strengthening intrinsic motivation, including the promotion
of professional self-realization and creative initiative;

—the application of digital tools to facilitate the personalization of motivation systems
through individualized career paths, professional development programmes, customized
employee benefits, improved performance evaluation, and more timely, evidence-based
managerial decision-making;

— the implementation of gamification mechanisms, including point-based reward
systems, employee rankings, virtual badges, and similar digital incentives, to strengthen
organizational commitment and encourage active participation in achieving collective
organizational objectives;

— a gradual transition from fixed remuneration schemes toward performance-based
reward systems that recognize employees' contributions, competencies, initiative, and
continuous professional development.

The influence of Industry 4.0 during the past five years can be interpreted from two
complementary perspectives. First, in the short term, the impact of the full-scale war has
become substantially more significant, thereby assigning higher priority to the previously
discussed crisis-induced transformations of employee motivation systems. Second, the
successful implementation of organizational changes required for adaptation to wartime
conditions has been facilitated by the experience accumulated through the earlier
adoption of Industry 4.0 principles, particularly in the field of digital human resource
management. These conclusions are summarized graphically in Figure 4.

The foregoing analysis demonstrates that contemporary employee motivation
systems are being transformed under the simultaneous influence of numerous interrelated
factors.

The complexity of this transformation stems not only from the concurrent operation
of these factors but also from the continuously changing intensity of their influence. This
once again confirms the critical importance of maintaining flexibility within the human
resource management system as a whole, enabling industrial enterprises to respond
effectively to both short-term disruptions and long-term structural transformations.
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4. Risks and emerging opportunities associated
with employing military veterans

The Russian—Ukrainian war represents the longest and most extensive security
challenge in the history of independent Ukraine and has been shaping the country's
development trajectory for more than a decade. The beginning of the conflict is generally
associated with February 2014, when the Russian Federation occupied the Autonomous
Republic of Crimea and the city of Sevastopol and initiated armed aggression in eastern
Ukraine. On 24 February 2022, the conflict escalated into a full-scale invasion,
fundamentally altering its nature, the scale of destruction, and the magnitude of its impact
on virtually every sphere of public life. As of 2026, the war has continued for more than
twelve years, including over four years of full-scale military aggression, making it the
dominant factor influencing Ukraine's socio-economic development.

Unlike most economic or political crises, the Russian—Ukrainian war has generated
a multidimensional and systemic impact. It has not only resulted in substantial human
losses and the destruction of productive capacity but has also become a catalyst for
profound structural transformations that will continue to shape Ukraine's development
throughout the post-war recovery period. The key dimensions of the war's impact can be
briefly summarised as follows.

From a demographic perspective, the consequences include significant human losses,
large-scale forced migration, a decline in the economically active population, widening
regional disparities, and an acceleration of population ageing. Reliable demographic
statistics remain unavailable because the war is ongoing. However, according to expert
estimates, Ukraine's population had declined to approximately 29 million by June 2026,
compared with the officially recorded 41.13 million as of 1 January 202234, Internal
displacement, long-term external migration, and the mobilisation of a substantial
proportion of the working-age population have profoundly transformed the national
labour market, resulting in a persistent shortage of qualified personnel across most sectors
of the economy.

The economic consequences of the war are reflected in the destruction of industrial,
transport, and energy infrastructure, the contraction of production capacity, the loss of
part of the country's natural resource potential, declining investment activity, disruptions
to supply chains, the reorientation of foreign trade, and the need for a substantial increase
in public expenditure on defence and national security. According to analysts at the Kyiv
School of Economics, as of February 2026, Ukraine's cumulative losses since February
2022 were estimated at approximately USD 1.7 trillion®*. At the same time, the war has
accelerated structural economic transformation, stimulated the development of the
defence-industrial sector, intensified the digitalisation of public administration, expanded
international financial assistance, and strengthened Ukraine's integration into the
European economic area.

3 Craructnuni nami. Jlepxasna cmyx6a cratmctuku. URL : https:/stat.gov.ua (maTa
3BepHEeHHs 26.06.2026)

33 3BiT mpo HenpsiMi (hiHAHCOBI BTpaTH eKOHOMIKM BHACTIIOK BiifickKoBoi arpecii Pocii mpoTu
VYkpainu 10 kinnsg 2026 poky. KuiBcbka mkosna ekoHoMiku. KuiB : KuiBcbka 1ko1a eKOHOMIKH,
2026.32 c.
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The social sphere has also undergone profound transformation, including changes in
living standards, increasing social inequality, the expansion of socially vulnerable
population groups, the widespread prevalence of psychological trauma, and the need for
large-scale adaptation of the social protection system®®. Simultaneously, the war has
fundamentally reshaped public consciousness by strengthening the consolidation of the
Ukrainian political nation, reinforcing national identity, redefining historical memory,
language policy, cultural values, and the country's strategic foreign policy priorities.
Moreover, the process of European integration has intensified significantly, driving
institutional reforms across virtually all areas of public policy.

Within the field of human resource management, the war has become a decisive
factor necessitating the revision of traditional personnel management practices.
Enterprises have faced a range of unprecedented challenges, including labour shortages,
employee mobilisation, the growing need for psychological support, ensuring
occupational safety, adapting internal communication systems, accelerating the
digitalisation of HR processes, retaining critical competencies, and developing new
approaches to employee motivation. Under wartime conditions, human capital has
become an unquestionably strategic resource underpinning the competitiveness and long-
term resilience of industrial enterprises.

The above considerations provide a sound basis for concluding that the war has
triggered substantial transformations across virtually every sphere of Ukraine's socio-
economic system. However, the objective of this chapter extends beyond analysing
current wartime challenges. Particular attention is devoted to those changes that have
already begun to emerge and are expected to become major drivers of transformation in
both the short and the long term. These changes are primarily associated with military
veterans who are gradually being demobilised and reintegrated into civilian life.

Against this background, the principles of human resource management require not
merely revision but comprehensive adaptation to address both the risks and the emerging
opportunities associated with employing veterans. Human resource policies must
therefore evolve to facilitate the effective integration of this category of employees while
simultaneously enabling enterprises to utilise the valuable competencies acquired during
military service.

Support for this argument can be found in the preliminary estimates presented by
O. Pshyk-Kovalska’’, who forecasts that the end of the war may result in the
demobilisation of approximately 4-5 million veterans. Considering that Ukraine
currently has around 20 million people of working age, of whom approximately
10 million are officially employed, alongside 10.2 million pensioners, veterans constitute
a substantial labour resource whose effective integration into the labour market will be
essential for the country's post-war economic recovery, particularly within the industrial
sector.

3¢ Bazhenova, O., Varnalii, Z., Cheberyako, O., & Mykytiuk, O. (2023). Modeling human
social security during war. Neuro-Fuzzy Modeling Techniques in Economics, 12,
111-132. http://doi.org/10.33111/nfmte.2023.111

37 TTmmk-KoBanscpka O. O. Buximku ta MePCHEKTHBY COLiIBHO-TIpodeciiiHoi ananTamii
BETEpaHiB B YKpaiHi: aaMiHICTpaTHBHI MEXaHI3MH Ta YNPABIIHCHKI pilleHHs. EKoHOMiKa ma
cycnineemeo. 2025. Bun. Ne77. DOIL: https://doi.org/10.32782/2524-0072/2025-77-110 (nata
3BepHeHHs 11.07.2026)
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In this context, the position advanced by N. Azmuk appears particularly convincing,
namely that "...war veterans represent an important and valuable source of labour force
reproduction due to their experience, qualifications, commitment to the country, ability
to work effectively in teams, and strong motivation to contribute to national
reconstruction"38. This conclusion is further supported by the age structure of mobilised
personnel, with the largest proportion belonging to the 31-40 age group (36.4%),
followed by those aged 41-50 (32.9%)*. Furthermore, more than 85% of mobilised
personnel previously worked in blue-collar occupations, which currently experience the
most acute labour shortages in Ukraine. Consequently, the issue of veterans' successful
reintegration into civilian employment, particularly within industrial enterprises, has
become an increasingly important research and policy priority.

Ukraine is currently implementing a nationwide mobilisation programme aimed at
increasing the size of the Armed Forces to a level sufficient to maintain a defence line
extending approximately 1,200 kilometres. Although the exact number of mobilised
personnel remains undisclosed, the scale of mobilisation can be assessed by comparing
the size of the Armed Forces before and during the full-scale war. Prior to 2022, the
Armed Forces of Ukraine comprised approximately 261,000 personnel, whereas by 2026
this number had increased to around one million. These figures indicate that the
overwhelming majority of those currently serving in the Armed Forces were mobilised
with either limited or no previous military experience.

From the perspective of human resource management, however, a more significant
issue concerns the competencies acquired during military service and the extent to which
participation in military operations transforms the professional qualifications of
individuals relative to their pre-war occupations. Consequently, the following analysis
examines these transformations as a conceptual foundation for adapting human resource
management practices, given the inevitable increase in the number of job applicants
possessing combat experience.

The specific nature of military service contributes substantially to the development
of new competencies. This effect is particularly pronounced under combat conditions
characterised by continuous exposure to risk, rapidly changing operational environments,
severe time constraints, and limited resources. Simultaneously, these conditions foster
exceptional levels of adaptability, discipline, and resilience under pressure. According to
analytical evidence*’, 67.4% of veterans identified first aid and emergency medical
assistance as the most practically applicable competencies acquired during military
service for their subsequent civilian employment.

One of the most valuable competencies developed by veterans is the ability to operate
effectively under conditions of uncertainty. Unlike conventional industrial environments,
combat situations are characterised by high operational dynamics, incomplete

3 Aspmyk H. A. ComianbHO-eKOHOMIYHA Ta OCBiTHS peiHTerpallis BeTepaHiB A0 PHHKY
TIpalli: yKpaitHCbKHi KOHTEKCT. Bichuk exonomiunoi nayku Yxpainu. 2023. Ne2(45). C. 117-122.

¥ Yupina A. 10., Bitosempka €. B., Kononernko B. A. Oco6;1HBOCTI afanTariii BeTepaHis Ta
BETEPAHOK BiifHU 10 pUHKY npaui B YKpaiui. Haykoei nepcnekmusu. 2024. Nel12. C. 1416-1425.

40 [IpauesnaTyBaHHs BETEPAHIB Ta BETEPAHOK: 6ap’€pH Ta afanTauiiiHi BUKIMKH (KBiTEHb
— TpaBeHb 2025 p.). MinBerepaniB. URL :  https://veteranfund.com.ua/wp-
content/uploads/2025/06/Pratsevlashtuvannia_veteraniv_ta veteranok bariery ta adaptatsiyni.
pdf (nara 3Bepuenns 11.07.2026)
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information, and elevated levels of risk. Such conditions cultivate the ability to analyse
complex situations rapidly, assess risks, establish priorities, and make well-informed
managerial decisions within extremely limited timeframes. For industrial enterprises,
these competencies are particularly valuable in the context of economic uncertainty,
digital transformation, and intensifying market competition.

Military service also promotes a high degree of personal responsibility and
professional discipline. The execution of military tasks requires strict compliance with
established procedures, timely implementation of orders, efficient utilisation of available
resources, and personal accountability for operational outcomes. Consequently, veterans
typically demonstrate high levels of organisation, punctuality, self-discipline, and a
strong commitment to achieving defined objectives.

Another significant competitive advantage of veterans lies in their advanced
teamwork competencies. During military service, operational effectiveness depends
directly on cooperation among service members, the ability to coordinate collective
actions, maintain effective communication, and allocate responsibilities efficiently within
teams. According to the survey findings*!, 34.6% of veterans identified teamwork as one
of the principal competencies acquired during military service. In their opinion, military
experience substantially enhances cooperation, mutual trust, effective communication,
and constructive conflict resolution skills.

Leadership competencies also constitute an important component of veterans' human
capital. A considerable proportion of military personnel acquire practical experience in
leading military units, planning operations, organising task execution, coordinating
subordinate teams, managing resources, and motivating personnel. Unlike traditional
management models, military leadership develops under conditions involving direct
responsibility for human life, thereby strengthening the ability to make rapid decisions,
assume responsibility, and maintain effective team performance during crisis situations.

Military service likewise facilitates the development of organisational competencies
associated with activity planning, resource coordination, logistics management, material
and technical support, procedural compliance, and operational control. Within industrial
enterprises, these competencies are directly applicable to production management,
project implementation, supply chain coordination, and ensuring business continuity.

Analytical competencies represent another important outcome of military service.
Combat operations require continuous processing of large volumes of information, threat
assessment, forecasting potential scenarios, and selecting the most appropriate courses of
action. These competencies closely correspond to the requirements imposed on
contemporary managers operating in environments characterised by rapid technological
change and digital transformation.

In recent years, military personnel have also acquired an increasingly broad range of
digital competencies. The extensive use of unmanned aerial systems, geographic
information systems, digital command-and-control platforms, secure communication
technologies, operational planning software, situational awareness systems, and other
advanced digital technologies has substantially enhanced digital literacy among military
personnel. Furthermore, many veterans have gained practical experience in operating

4! TlpauesnaTyBaHHs BETEpaHiB Ta BETEPAHOK: 6ap’€pH Ta afanTauiiiHi BUKIMKH (KBiTEHb
— tpaBeHb 2025 p.). MiuBerepaniB. URL : https://veteranfund.com.ua/wp-content/uploads/
2025/06/Pratsevlashtuvannia_veteraniv_ta veteranok bariery ta adaptatsiyni.pdf (mata
3BepHeHHs 11.07.2026)
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robotic systems, analysing digital data, using satellite navigation technologies, digital
mapping software, and applying basic cybersecurity principles.

Equally important are the psychological competencies developed through military
service. These include emotional resilience, self-control, the ability to perform effectively
under prolonged psychological pressure, rapid recovery following crisis situations, a
strong commitment to safety, and readiness to respond appropriately in emergency
situations. Such competencies significantly enhance employees' ability to maintain
productivity under challenging organisational conditions.

The above analysis demonstrates that military service facilitates the development of
a broad spectrum of transferable and occupation-specific competencies that closely
correspond to the expectations of contemporary employers and can be effectively utilised
across various sectors of the economy. Among the most valuable are strategic and critical
thinking, leadership, discipline, accountability, decision-making under uncertainty, risk
management, teamwork, digital competencies, logistics and project management skills,
organisational capabilities, resilience, and adaptability to continuous change.
Collectively, these competencies constitute a substantial component of veterans' human
capital and provide enterprises with opportunities to strengthen organisational
competitiveness while contributing to Ukraine's post-war economic reconstruction and
industrial modernisation.

As emphasised in the preceding discussion, the newly acquired competencies
developed during military service partially replace those previously formed through an
individual's civilian professional experience prior to mobilisation. This transformation
requires further examination in order to avoid a fragmented approach to adapting human
resource management systems and to provide a comprehensive understanding of the
changes affecting veterans' professional capabilities.

A distinctive feature of contemporary military training is its exceptionally high
intensity. The standard training programme lasts 51 days, including 42 days devoted to
basic military instruction and integrated tactical exercises. Within this relatively short
period, mobilised personnel undergo accelerated learning, acquire substantial amounts of
new knowledge, develop practical skills, and learn to perform professional tasks
effectively under conditions of persistent uncertainty. Such intensive training
significantly accelerates competency development while simultaneously reshaping the
individual's professional profile.

At the same time, prolonged absence from civilian employment may result in the
partial deterioration of occupation-specific knowledge and skills owing to technological
progress, changes in production processes, software upgrades, amendments to regulatory
requirements, and the continuous evolution of professional standards. According to
sociological surveys, 14% of veterans themselves acknowledge this challenge,
recognising the obsolescence of previously acquired knowledge and a decline in the
relevance of their pre-war professional qualifications*?. Consequently, following
demobilisation, many veterans may require professional adaptation programmes,
continuing professional development, or retraining to restore occupation-specific
competencies. Nevertheless, the transferable competencies acquired during military

42 [IpaueBnaliTyBaHHs BETEPAHIB Ta BETEPAHOK: 6ap’€pH Ta afanTauiiiHi BUKIMKH (KBiTEHb
— TpaBeHb 2025 p.). MinBerepaniB. URL :  https://veteranfund.com.ua/wp-
content/uploads/2025/06/Pratsevlashtuvannia_veteraniv_ta veteranok bariery ta adaptatsiyni.
pdf (nara 3Bepuenns 11.07.2026)
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service frequently compensate for these knowledge gaps and create favourable conditions
for the rapid restoration of professional effectiveness.

Particular attention should also be given to the psychological dimension of
professional transformation. Participation in military operations often reshapes an
individual's system of personal values, attitudes towards work, responsibility, time
management, and interpersonal relationships within organisations. Many veterans
demonstrate increased personal maturity, independence, accountability, result
orientation, and the capacity to perform effectively under crisis conditions. At the same
time, the transition back to civilian employment may require a period of psychological
adjustment. Consequently, employers should establish inclusive workplaces, provide
managerial support, implement mentoring programmes, and, where appropriate, facilitate
access to psychological support services.

It is equally important to recognise that adaptation is required not only from veterans
themselves but also from their new organisational environment, including managers and
co-workers. Veterans often return to civilian employment with transformed personal
values, heightened perceptions of social justice, and perspectives on future planning that
have been fundamentally influenced by their wartime experiences. These changes
necessitate mutual adaptation between veterans and their workplace in order to ensure
effective communication, collaboration, and organisational integration.

From the perspective of human capital theory, mobilisation should be regarded as a
distinctive stage in an employee's professional development during which new
competencies are formed that possess considerable value for contemporary organisations.
Although military service temporarily interrupts civilian career progression, it
simultaneously facilitates the development of transferable competencies that enhance
adaptability, managerial potential, resilience, learning capacity, teamwork, and decision-
making under conditions of uncertainty.

Accordingly, the mobilisation of individuals who had no prior military training
before the war should not be viewed solely as a disruption of professional careers or as a
loss of occupation-specific experience. Provided that appropriate reintegration and
professional adaptation measures are implemented following demobilisation, military
service can become a powerful mechanism for human capital development, competency
enhancement, and the expansion of an employee's professional potential. For human
resource management systems, this implies the need to move beyond the traditional
perception of veterans as a category requiring primarily social support and instead
recognise them as valuable carriers of competencies capable of improving organisational
performance and strengthening enterprise resilience under conditions of persistent
uncertainty.

Figure 5 summarises the principal advantages and risks associated with recruiting
employees from among military veterans, thereby providing a conceptual basis for
adapting human resource management practices to the realities of Ukraine's post-war
labour market.

The analysis indicates that the vast majority of risks associated with employing
military veterans are organisational rather than individual in nature and can be
substantially mitigated through the implementation of contemporary human resource
management practices.

These include structured onboarding and adaptation programmes, mentoring,
psychological support services, management training, the development of an inclusive
organisational culture, and formal recognition of competencies acquired during military
service. By contrast, the principal benefits are predominantly strategic, as they contribute
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to the enhancement of human capital, strengthen organisational resilience, and generate
sustainable competitive advantages for enterprises.

Consequently, it can be argued that the effectiveness of veteran recruitment depends
less on the characteristics of the candidates themselves than on an organisation's readiness
to integrate their knowledge, experience, and competencies into its human resource
management system.

We contend that these findings should be complemented by an analysis of the
incentives and constraints experienced by veterans when seeking employment in
industrial enterprises. Without considering this perspective, it is impossible to develop
the most effective portfolio of human resource management practices (Figure 6). In
developing our conceptual framework, we considered the findings of analytical studies
specifically addressing veterans' challenges in the labour market.

According to these studies, the principal barriers include "limited career prospects
(30%), the availability of formal employment (25%), qualification mismatches (11%),
prejudicial attitudes from colleagues related to veteran status (11%), and discrimination
on the part of employers (10%)"+.

Another study identifies low wages as the dominant barrier to employment, with 74%
of surveyed veterans highlighting inadequate remuneration as their primary concern*.
We attribute these differences in empirical findings to the rapidly changing conditions of
the labour market, as well as to the diversity of veterans' individual expectations,
professional backgrounds, and career priorities.

Our approach differs from previous studies by examining not only the constraints
faced by veterans but also the opportunities available to them. Such a perspective
emphasises the need to achieve a balance between the interests of industrial enterprises
and those of veteran employees. This balanced approach provides a more comprehensive
foundation for designing adaptive human resource management systems capable of
simultaneously supporting organisational competitiveness and facilitating the successful
professional reintegration of military veterans.

It is evident that no analysis can fully capture the diversity of individual
circumstances characterising military veterans. Nevertheless, it can be concluded that the
employment of veterans in industrial enterprises represents a mutually beneficial process
that promotes the effective utilisation of human capital while contributing to Ukraine's
post-war economic recovery. For veterans, the principal benefits include the restoration
of professional careers, the opportunity to apply competencies acquired during military
service, greater financial stability, and enhanced prospects for long-term career
development.

43 PeinTerpartis BeTepanis B Ykpaini: anamitaaauii 6pu¢ (TpaBens 2026). MixnapoaHa
opranizaumiss 3 wMirpamii. URL: https://reliefweb.int/report/ukraine/ukraina-reintegraciya-
veteraniv-v-ukraini-sukupni-vrazlivosti-ta-dostup-do-pidtrimki-sered-veteraniv-traven-2026-
roku-uk (mata 3BepHenns 11.07.2026)

4 Cumraisebka 1., Bysosa B. OcobrmuBocTi peinTerpanii BeTepanis Biiinu B mpodeciitny
TUSUIIBHICTB. Bueni sanucku Ynisepcumemy «KPOK». 2025. Ne4(80). C. 371-379.
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Fig. 5. Advantages and risks associated with the employment of military
veterans, developed by the authors
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Fig. 6. Advantages and constraints encountered by military veterans
during employment in industrial enterprises, developed by the authors

At the same time, most of the constraints associated with veteran employment are
adaptive rather than structural in nature and can be substantially mitigated through the
implementation of professional adaptation programmes, mentoring, lifelong learning
initiatives, recognition of competencies acquired through non-formal learning, the
creation of accessible and inclusive working environments, and the development of an
inclusive organisational culture. Under such conditions, military experience is
transformed from a potential employment challenge into a valuable source of
professional competencies that strengthens veterans' competitiveness within the
contemporary labour market.
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In conclusion, we argue that preparation for the large-scale integration of veterans
into the civilian workforce must begin well in advance. The risks, opportunities,
emerging challenges, and constraining factors identified throughout this chapter should
already be incorporated into human resource management policies, as it will be practical
rather than merely declarative measures that ultimately influence veterans' employment
decisions following demobilisation. Accordingly, proposed human resource
management practices should be piloted using the experience of those veterans who are
currently returning to civilian employment.

As of June 2026, the principal legal basis for demobilisation remains the health status
of military personnel, with health-related discharge accounting for approximately 50.5%
of all demobilised service members. This circumstance should be regarded as a
fundamental consideration in the transformation of human resource management
systems. It underscores the necessity for enterprises to develop adaptive recruitment,
onboarding, workplace accommodation, occupational health, and employee support
mechanisms capable of addressing the specific needs of veterans while enabling
organisations to realise the full value of their human capital in the post-war economy.

5. International experience and UKrainian practice

of integrating veterans into the operations of industrial enterprises

The experience of countries that have been involved in military conflicts for extended
periods or maintain large professional armed forces demonstrates that the effective
integration of veterans into the civilian labour market is one of the key determinants of a
country's economic resilience. In this context, the emphasis has gradually shifted from
policies of social support for veterans towards recognising them as carriers of human
capital capable of generating long-term competitive advantages for enterprises. Despite
differences in national models, international experience reveals several common patterns
that can be successfully adapted by Ukrainian industrial enterprises.

The United States has developed one of the most advanced models of veteran
reintegration. It is based on an early transition system that prepares military personnel for
civilian life before discharge. The mandatory Transition Assistance Program (TAP)
begins prior to separation from military service and includes career counselling,
competency assessment, career planning assistance, job-search training, résumé
preparation, and interaction with prospective employers*’. An important feature of the
American model is the active involvement of private businesses, which are regarded as
equal partners in the veteran reintegration process, as well as veterans' priority access to
public employment services.

The Canadian model is characterised by a high degree of individualisation. Its core
element is the Individual Transition Plan, which is developed for each service member
before demobilisation*®. The plan covers professional development, health status,

4 Ormsix MiKHapoJAHMX TpakTHK y cdepi peinterpauii BeTepaniB. MipKyBaHHS 11070
BOEHHOTO Ta TIIOBOEHHOTO KOHTekcTy VYkpainu. I[IPOOH. 2023. 19 Bepecuns. URL:
https://www.undp.org/uk/ukraine/publications. (zata 38epHenHs 11.07.2026)

46 Russell L. E., Cohen A. J., Chrzas S., Ta in. Implementing a social needs screening and
referral program among veterans: Assessing circumstances & offering resources for needs
(ACORN). Journal of General Internal Medicine. 2023. Vol. 38. P. 2906-2913. DOIL:
https://doi.org/10.1007/s11606-023-08181-9 (nara 3Bepuenus 11.07.2026)
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psychological support, educational needs, and future employment opportunities.
Veterans with service-related injuries or long-term health impairments receive additional
support through specialised interagency transition centres that ensure continuity of
rehabilitation and employment assistance.

In the United Kingdom, the system is built upon close cooperation between the
government and employers. Programmes such as the Career Transition Partnership,
Defence Transition Services, and the Veterans Industry Engagement Programme are
designed not only to prepare veterans for civilian employment but also to equip
employers with the knowledge and skills required to work effectively with this category
of employees*’. Considerable attention is devoted to creating veteran-friendly
workplaces, developing mentoring programmes, training managers, implementing
corporate adaptation policies, and supporting veterans' long-term professional
development.

Australia has established one of the most proactive models of cooperation between
the state and the business sector. Its principal initiatives include the Defence Force
Transition Program and the Veteran Employment Program, complemented by the
Veteran Employment Commitment initiative. Employers implementing veteran
employment programmes receive official recognition as veteran-friendly organisations*3,
Australian practice demonstrates the effectiveness of corporate veteran networks,
mentoring schemes, adapted recruitment procedures, and the formal recognition of
military-acquired competencies during personnel selection.

The French approach places particular emphasis on the formal recognition of
competencies acquired during military service. Through the Validation des Acquis de
I'Expérience (VAE) system, military experience and competencies may be officially
recognised as civilian professional qualifications. In parallel, the public employment
service Défense Mobilité provides career guidance, cooperates with employers, and
matches veterans with suitable employment opportunities based on their competency
profiles.

Israel represents a distinctive case. Although its model differs considerably due to the
country's system of compulsory military service, it demonstrates the effective utilisation
of military-acquired competencies within high-technology industries. Many enterprises
regard military service as a valuable advantage when recruiting employees, particularly
in information technology, cybersecurity, logistics, engineering, and project
management. Consequently, military service is perceived not as an interruption of a
professional career but rather as an important stage in the development of human capital.

A comparative analysis makes it possible to identify several common characteristics
shared by the most successful veteran integration models. First, nearly all countries begin
preparing military personnel for civilian employment before demobilisation. Second,

47 THoBaIiiHI MAXOIH IO MpaleBIalITYBaHHs Ta MepekBaiidikamii BeTepaHiB: CBITOBUI
JIOCBIL i TepcrieKTHBH Uit YKpainu (TpaBeHp 2024). YkpaiHChKMH BeTepaHCHKHH (HOHA
MinictepcrBa y cripaBax BetepaniB. URL : https://veteranfund.com.ua/innovative-approaches-to-
employment-and-retraining-of-veterans/ (gara 3Bepuenns 12.07.2026)

“ Wiese T. L. Analyzing a Decade of Warrior Well-Being: Longitudinal Trends and
Implications for U.S. Veteran Support From the Wounded Warrior Project Annual Survey
(2014-2025). Military Medicine. 2026. Vol. 191, Issue 1-2. P. e330-e337. DOL
https://doi.org/10.1093/milmed/usaf396 (nata 3BepHenns 12.07.2026)
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support continues after employment and extends throughout the professional adaptation
period. Third, employers act as active participants in the reintegration process rather than
merely as end users of labour resources. Fourth, military-acquired competencies are
formally recognised as an integral component of human capital, significantly reducing
the time required for veterans to adapt to civilian employment. Finally, considerable
emphasis is placed on managerial training, the development of inclusive corporate
cultures, and the implementation of structured mentoring systems.

The full-scale war has fundamentally transformed the approaches adopted by
Ukrainian enterprises to personnel policy development. While the initial stage was
primarily characterised by efforts to preserve the existing workforce and replace
mobilised employees, since 2024-2025 increasing attention has been devoted to
preparing enterprises for the large-scale reintegration of veterans into industrial
operations. Consequently, current practice is gradually evolving from isolated social
initiatives towards the establishment of comprehensive corporate veteran policies.

The most systematic practices have emerged within the defence-industrial sector,
where employees' military experience is directly linked to production activities. At the
initiative of the Ministry for Strategic Industries of Ukraine, programmes have been
introduced to prepare employers for working with veterans, specialised training sessions
are being delivered for HR departments, and defence manufacturers are implementing
the principles of veteran-friendly business practices*’. The primary objective of these
initiatives is not only to facilitate the employment of demobilised service personnel but
also to create an organisational environment capable of supporting their long-term
professional integration.

An analysis of the practices adopted by Ukrainian enterprises makes it possible to
identify several principal directions of veteran integration.

The first direction involves the transformation of personnel policy. Enterprises are
gradually abandoning the traditional approach under which veterans are viewed solely as
employees requiring social support>. Instead, a competency-based assessment model is
being introduced, recognising military service as a source of leadership, organisational,
managerial, logistical, and digital competencies. Consequently, during recruitment,
increasing emphasis is placed on transferable competencies acquired through military
service rather than exclusively on previous civilian work experience.

The second direction concerns the implementation of professional adaptation
programmes. At leading industrial enterprises, the employment of veterans is no longer
limited to signing an employment contract. Instead, organisations develop individual
adaptation plans, appoint mentors, provide gradual familiarisation with production
processes, progressively increase workload, and continuously monitor employees'
professional integration.

4 BoiitoBcbka S1. TlociGHMK 11 poGOTONABIIIB 3 NMPALEBIATYBaHHsS BETEPAHIB, Y TOMY
yucnai 3 iHBamimHicTiIO B arpaphid cdepi. URL https://veteran-reintegration.in.ua/wp-
content/uploads/2026/01/alltogether guide agro preview.pdf (garta 3Bepuenns 12.07.2026)

%0 Bep6uupka A. B. Poiib 6i3Hecy sIK KaTanizaTopa PO3BUTKY COLIAILHOTO MANIPHEMHHULITBA
B IIPOIIECi peinTerpaiii BilichKOBOCTYKOOBIIIB, BETEpaHiB Ta WICHIB iX ciMel. Haykoesuil gicCHUK
Vowceopoocokoeo  mayionanvrnoco  yuigepcumemy. 2023. Bum. 49. C. 7-10. DOL
https://doi.org/10.32782/2413-9971/2023-49-1 (nara 3Bepuenns 12.07.2026)
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The third direction is the widespread introduction of mentoring programmes. Each
veteran is assigned an experienced employee or immediate supervisor who provides
professional guidance, facilitates adaptation to the corporate culture, familiarises the
employee with production procedures and internal communication systems, and supports
successful workplace integration®'. Such an approach reduces the duration of the
adaptation period and minimises the risk of early employee turnover.

The fourth direction focuses on managerial training at all organisational levels.
Ukrainian practice demonstrates that adaptation is required not only for veterans but also
for enterprise managers. Consequently, organisations increasingly provide training
programmes covering communication with veterans, management of mixed teams,
discrimination prevention, conflict management, and the creation of inclusive production
environments.

The fifth direction involves the development of corporate psychological support
systems. Enterprises are progressively incorporating psychological assistance into their
personnel management systems by providing counselling services, training managers in
psychologically safe communication practices, organising awareness activities for
employees, and establishing mechanisms for the early identification and resolution of
adaptation-related difficulties.

The sixth direction concerns the development of barrier-free production
environments. Given the considerable proportion of veterans who have sustained injuries
or acquired long-term functional limitations, enterprises are actively adapting production
infrastructure, modernising workplaces, improving occupational health and safety
standards, and ensuring accessibility throughout production facilities®?. Simultaneously,
flexible working arrangements are becoming increasingly common for employees who
continue to undergo medical treatment or rehabilitation.

Another important direction is the development of a veteran-oriented corporate
culture®. Enterprises are gradually introducing internal standards governing interaction
with veterans, conducting awareness campaigns aimed at eliminating stereotypes,
organising corporate initiatives recognising the contribution of Ukraine's Defenders, and
establishing support mechanisms for employees returning from military service. Such
practices contribute to strengthening trust within the workforce and enhancing
organisational commitment.

It should be emphasised that the Ukrainian model of veteran integration is currently
at an active stage of development. At the national level, systematic programmes
supporting veterans' professional reintegration have already been launched, including the

ST pamenko . IIpaneBnamTyBaHHS BETEpaHiB — COLiaibHa BiOBIJAIbHICTE KOXKHOTO
(meprxaBu, Gi3HECY Ta TPOMAISTHCEKOTO CYCHINBCTBA). European scientific journal of Economic
and Financial innovation. 2025. Nel(15). C. 5-16. DOI: http://doi.org/10.32750/2025-0101 (mata
3BepHeHHs 12.07.2026)

52 Nazarova G., Sotnikova Y., Luhova V., Klyzub O., Ivashchenko M. (2025). Research of
problems and prospects of economic adaptation of military servicemen: sociological and
statistical ~analysis. Technology Audit and Production Reserves, 3(4(83), 93-99.
https://doi.org/10.15587/2706-5448.2025.329096 (nara 3Bepuenus 12.07.2026)

3 Tlocta JI. A. 3aGesmnedenHs MpaleBJaTyBaHHs BeTepaHis Biiiun. Haykosuii sicnux
Vorceopoocokoeo  nayionanvrozo  ynisepcumemy. 2024. Bum. 86(3). C. 49-55. DOIL
https://doi.org/10.24144/2307-3322.2024.86.3.7 (nata 3BepHeHHs 12.07.2026)
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«Veteran. Employment» State Programme Concept and initiatives promoting veteran
entrepreneurship. Among their principal objectives are the development of employer
standards for working with veterans, methodological guidelines for workplace
adaptation, and the dissemination of best practices in corporate veteran integration.

A comparison of Ukrainian practices with the experience of NATO member states
indicates that most of the fundamental components of a modern veteran integration
system are already emerging in Ukraine. These include a competency-based approach to
personnel selection, professional adaptation programmes, mentoring, psychological
support, managerial training, the creation of barrier-free production environments, and
the development of an inclusive corporate culture. At the same time, Ukraine faces a
unique challenge arising from the unprecedented scale of the forthcoming
demobilisation, which will require a transition from isolated corporate initiatives to the
comprehensive transformation of personnel management systems across virtually all
industrial enterprises.

The conducted analysis demonstrates that the vast majority of existing
recommendations focus primarily on individual instruments for veterans' adaptation after
employment. In other words, the state currently acts as the principal initiator by fulfilling
an important social function with respect to veterans while simultaneously encouraging
businesses to participate in this process. This situation is likely to be temporary and can
be explained by two major factors. First, the labour market has become increasingly
constrained, with the reserves for attracting previously inactive population groups, such
as students and retirees, having been largely exhausted. Second, the anticipated gradual
demobilisation will intensify competition among employers seeking access to the most
valuable human capital resources. Consequently, industrial enterprises should move
beyond isolated personnel decisions towards a systematic transformation of personnel
management aimed at the long-term utilisation of veterans' human capital. For this
reason, existing approaches should be supplemented with several recommendations that
have thus far received only limited attention in Ukrainian practice.

The first recommendation is the establishment of a corporate reserve of vacancies
designated for veterans. At most enterprises, recruitment activities commence only after
a staffing need has arisen. However, given the expected large-scale demobilisation,
enterprises should identify in advance those positions that best correspond to the
competencies acquired through military service. Establishing such a reserve would
reduce the time required for employment, improve workforce planning, and promote a
more efficient utilisation of human capital.

The second recommendation is the introduction of competency audits for military
experience. Traditional recruitment practices continue to rely primarily on the evaluation
of civilian work experience, whereas military experience often receives insufficient
consideration. Enterprises should therefore develop internal methodologies for assessing
military-acquired competencies and systematically compare them with competency
profiles required for individual positions. Such an approach would enable a more
objective assessment of veterans' potential and facilitate their employment not only in
occupations corresponding to their previous civilian profession but also in positions
where leadership, organisational, or analytical competencies are of greater strategic
value.
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The third recommendation is the establishment of a strategic managerial talent pool
consisting of veterans. Practical experience demonstrates that many service members
acquire substantial expertise in leading personnel, coordinating complex operations,
planning resources, and making decisions under crisis conditions. Accordingly, veterans
should be regarded as a promising source of candidates for middle— and senior-level
management positions following appropriate leadership development programmes.

The fourth recommendation involves integrating veterans into enterprise risk
management processes. Military service develops high levels of situational awareness,
hazard assessment skills, and the ability to anticipate alternative scenarios. These
competencies create favourable conditions for veterans' active participation in
occupational health and safety committees, industrial safety management, emergency
response planning, civil protection, business continuity management, and enterprise-
wide risk management systems.

The fifth recommendation concerns the development of internal knowledge transfer
mechanisms. Veterans should be engaged as internal trainers in areas such as crisis
management, leadership, teamwork, operations under extreme -conditions, risk
management, and safety culture. Such an approach would facilitate the transformation of
individual military experience into valuable organisational knowledge.

The sixth recommendation is the integration of veteran-related issues into strategic
workforce planning. Forecasting future personnel requirements should take into account
expected demobilisation volumes, the occupational structure of potential candidates,
opportunities for retraining, and the enterprise's long-term workforce needs. This would
strengthen the alignment between personnel policy, labour market forecasts, and the post-
war recovery of Ukrainian industry.

The seventh recommendation is the creation of a digital competency profile for each
veteran. HR information systems should incorporate a dedicated module recording not
only an employee's civilian qualifications but also competencies acquired during military
service, including experience with advanced digital technologies, unmanned systems,
communication technologies, logistics management, and personnel management. Such
information would improve internal workforce mobility and facilitate the formation of
effective project teams.

The eighth recommendation is the development of a comprehensive system for
evaluating the effectiveness of veteran integration. HR analytics should be supplemented
with indicators reflecting the duration of professional adaptation, veteran retention rates,
the time required to achieve standard productivity levels, career progression, participation
in professional development, employee engagement, and job satisfaction. Continuous
monitoring of these indicators would enable timely adjustments to personnel policy.

The ninth recommendation is the integration of veteran policy into the enterprise's
organisational resilience framework. Veteran employment should not be regarded merely
as an isolated social initiative but rather as an integral component of organisational
resilience. Under such an approach, personnel policy becomes closely interconnected
with enterprise security, risk management, crisis management, knowledge management,
and long-term strategic development.

The tenth recommendation is the establishment of corporate programmes supporting
innovative entrepreneurship among veterans. Many veterans possess strong
organisational capabilities and demonstrate a high propensity for making unconventional
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decisions. Enterprises should therefore develop internal mechanisms encouraging
veterans' participation in production innovation, technological process improvement
projects, corporate entrepreneurship initiatives, and cross-functional project teams.

The proposed recommendations substantially broaden the traditional understanding
of veterans' professional integration (Fig. 7).

Unlike existing approaches, which are primarily focused on social adaptation, these
recommendations emphasise the strategic utilisation of military experience as a source of
enterprise human capital development. Such a model enables veteran policy to be
incorporated into the overall system of strategic personnel management, enhances the
organisational resilience of industrial enterprises, and creates additional competitive
advantages under the conditions of Ukraine's post-war economic modernisation.

CONCLUSION

The findings of this study demonstrate that the contemporary development of human
resource management systems in industrial enterprises is characterized by their
progressive transformation under the combined influence of interrelated short-term and
long-term challenges.

The study confirms that the concepts of personnel, human resource management, and
the human resource management system have undergone substantial conceptual
evolution. Personnel in modern industrial enterprises should no longer be viewed merely
as a workforce but rather as a strategic component of human capital. Consequently, the
human resource management system has evolved into an integrated set of interconnected
managerial processes aimed at ensuring the effective utilization of employees'
competencies, supporting their professional development, enhancing motivation and
organizational adaptation, and facilitating the achievement of the enterprise's strategic
objectives.

The research further demonstrates that successive industrial revolutions have
fundamentally shaped the evolution of human resource management approaches.
Whereas the earlier industrial revolutions contributed primarily to the emergence of
administrative personnel management models, digital transformation and the Industry 4.0
paradigm have established human capital as a strategic driver of enterprise innovation
and long-term competitiveness. Contemporary human resource management is becoming
increasingly digitalized, thereby enabling more personalized human resource decisions
and supporting continuous professional learning.

The study also establishes that contemporary employee motivation systems
increasingly integrate both classical and modern motivational theories and concepts.
Furthermore, the full-scale war has fundamentally transformed employee motivation
systems within Ukrainian industrial enterprises. The principal directions of this
transformation include a stronger emphasis on employees' physical and psychological
safety, the growing importance of corporate social responsibility and social support
policies, and the expansion of non-financial motivational instruments. These changes
have enabled motivation systems not only to stimulate improvements in labour
productivity but also to enhance workforce stability and strengthen the internal
organizational environment.
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[nternational experience includes;

— initiating preparation for civilian careers prior to demobilisation,

— providing continuous support that extends beyond employment throughout the period of
professional adaptation;

— recognising emplovers as active participants in the reintegration process rather than
merely end users of labour resources;

formally recognising military-acquired competencies as an integral component of human

capital, thereby signiticantly reducing veterans' adaptation time to civilian employment;

— placing considerable emphasis on managerial training, the development of an inclusive
corporate culture, and the implementation of structured mentoring systems.

Best practices for Ukrainian enterprises include:
transforming personnel policies;

— lmplementing professional adaptation programmes;

—actively utilising mentoring programmes;

— providing training for managers at all orpanisational levels;

— developing corporate psychological support systems;

— creating barrier-frec production environments;

— fostering a veteran-oricnted corporate culture.

Recommendations tailored to the specific necds of industrial enterpriscs include:

—eslablishing a corporate reserve ol vacancies [or velerans;

— miroducing conmpeteney audits ol military experience;

—developing a sirategic talent pool composed of velerans;

—integrating velerans into industrial risk management processes;

— developing internal knowledge transler mechanisms:

— mcorporaling the veleran compenent into the enlerprise’s stralegic worklorce planning
syslerm;

— creating digital compcetency profiles for veterans:

—eslablishing a system [or evaluating the elTectiveness ol veteran inlegration:;

— ntegraling veleran policy inlo the enterprise’s organisational resilience [ramework.

Fig. 7. International Experience and Recommendations for the Integration
of Veterans into the Operations of Industrial Enterprises, developed by the authors

The findings further confirm that Industry 4.0 is driving a fundamental modernization
of employee motivation systems. Industrial enterprises are progressively moving beyond
predominantly financial incentives toward the integrated application of diverse
motivational instruments supported by a high level of digitalization across all dimensions
of employee interaction. Within this context, the development of human capital, the
continuous enhancement of digital competencies, and the strengthening of organizational
commitment emerge as the principal strategic priorities.

Overall, the research confirms that contemporary human resource management
systems must exhibit a high degree of adaptability, digital maturity, innovativeness, and
strategic orientation to ensure the sustainable development and long-term
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competitiveness of industrial enterprises operating in an increasingly dynamic and
uncertain environment.

It has been substantiated that the Russian—Ukrainian war has fundamentally
transformed the perception of veterans as participants in the labour market, making their
integration into industrial enterprises a strategic priority. Despite the challenges
associated with professional and psychological adaptation, military service fosters the
development of competencies that enhance organisational resilience, managerial
effectiveness, and the competitiveness of enterprises.

It has been demonstrated that the current stage of Ukraine's veteran integration
practice is characterised by a transition from a socially oriented model to a strategic
human capital management model. Within this framework, veterans are regarded not as
recipients of social support but as carriers of unique competencies capable of
strengthening organisational resilience, enhancing innovation capacity, and improving
the competitiveness of industrial enterprises in the context of post-war economic
recovery.

It has been established that, according to international experience, the successful
integration of veterans is based on the combination of government support and the active
involvement of employers. Ukrainian practice is gradually evolving in this direction
through the implementation of a competency-based approach, professional adaptation
programmes, and inclusive personnel management practices. It has been demonstrated
that, for industrial enterprises, the strategic priority lies in the systematic utilisation of
veterans' military experience as a source of human capital development and a means of
enhancing organisational resilience.

SUMMARY

During the first decade of the twenty-first century, digital technologies were
primarily perceived as a hallmark of technological leadership, enabling rapid economic
growth and strengthening competitive positions. Today, however, the widespread
adoption of artificial intelligence and other advanced digital technologies has become not
merely a source of competitive advantage but a prerequisite for organizational survival.
At the same time, the principal driver of competitiveness has shifted toward the human
factor, where employees interacting with cyber-physical systems act as creators of
knowledge and innovation, generating ideas that underpin sustainable competitive
performance. Consequently, traditional approaches to human resource management
require substantial reconsideration, not only in response to the ongoing process of
digitalization but also in light of a broader range of transformational factors.

For Ukrainian industrial enterprises, the most influential factor since February 2022
has been the full-scale war, which has fundamentally altered the operating environment
and significantly affected workforce management practices. Identifying the nature and
implications of both short— and long-term challenges provides a conceptual foundation
for the evolutionary transformation of human resource management. Such transformation
should simultaneously address the specific realities faced by Ukrainian enterprises and
align with the global trends observed in countries leading the implementation of the
Industry 4.0 paradigm. The Ukrainian labour market has undergone profound
transformations as a result of successive waves of refugees, the large-scale internal
displacement of the population, and the implementation of nationwide military
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mobilisation. The anticipated end of the war necessitates the transformation of personnel
management systems, particularly with regard to the integration of veterans into the
operations of industrial enterprises. This requires a comprehensive understanding of both
the opportunities and the risks associated with employing veterans, followed by the
adaptation of HR management practices to secure a competitive advantage in attracting
and effectively utilising this strategically important human capital resource.

Keywords: personnel management; personnel; workforce; employees; veterans;
demobilization; motivation; challenge; wages; Industry 4.0; digitalization.
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