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JlucepTarlisi € KOMIUIEKCHUM HayKOBHM JOCITIIKEHHSIM TEOPETUKO-METOIUIHHIX
3acaj] yJAOCKOHAJEHHS CHCTeMH (OpMyBaHHS MEpPCOHATY OpraHizaiii, a TakoX ix
MPAKTUYHOTO 3aCTOCYBaHHS y Cy4aCHUX YMOBaX.

B po6oTi y3aranbHEHO TEOPETHYHI aCIEKTH KaTeropli «IepcoHam», MPOBEACHO
MOPIBHSUIBHUM aHaIII3 MOHATH, MOB’SI3aHUX 3 YMPABIIHHSIM MEPCOHAJIOM Ha MiJCTaBl
MIJIXO0/IIB y CY4aCHOMY HayKOBOMY JUCKYPCI.

CucreMaTH30BaHO XapaKTEPUCTHKU TOHATTA «(opMyBaHHS mepcoHamy». Ha
MiJICTaBl aHAI3y KOHTEHTY ICHYIOUMX MIiIXO0J1B CDOPMOBAHO MOHATTS «(HOpPMYBaHHS
MIEPCOHAITY», SIKE PO3TIIAAAETHCS, 3 OJJHOTO OOKY, K CTPYKTYPHHUI €IEeMEHT MEXaHi3My
YIPaBIJIiHHS EPCOHATIOM OpTraHi3allli, a, 3 1HIIIOTO — SIK MPOIIEC CTBOPEHHS €PEKTUBHOI
KaJpoBOi MOJITHUKK, 10 0a3yeTbcsd Ha 3alyy€HHI CTpATEeriuyHol, TPaHCAKLIMHOI,
TpaHchopmaiiiiHoi (QyHKIINA AJ1s1 PO3BUTKY SKICHOTO TEPCOHATY OpraHizaii, sk
CYKYITHOCTI TOCTIMHMX Ta THMYAacCOBUX IPAIIBHUKIB, SKI MalOTh CIIJIbHY METY;
BIJIOBIJIHI KOMIIETEHTHOCTI (KOTHITUBHI, 1HCTPYMEHTaJbHI, ICHUXOCOLIAJIbHI U
1M (poB1); BUKOPUCTOBYIOTh TAJIAHT, K MPOAKTUBHUI pecypc.

Bunineno ckianosi cuctemu (popmMyBaHHS TIEpCOHANY (IIPOIIECH, IHCTPYMEHTH,
3aX0/iM), sIka BUKOHYE TPaHCAKI1HHY, TpaHchopMalliiiHy, cTpareriuny QyHkiio. Kpim
MPOIIECiB, fAKI TPAAUINIHHO BHOKPEMIIOIOTH (TJIaHYBaHHS MOTped y TEpCcoHal,
MOJICTIOBaHHS T0OCaJl, MOIIYK MEpPCOHay, BiIOIp MepcoHaly, ajarnTailis nepcoHay,
OLIIHIOBaHHS MEPCOHAITY ), TOAAHO MPOIIECH PO3BUTKY Ta 30€pEIKEHHS TaJaHTIB, a TAKOX
ONTUMI3alii CTPYKTYpH TMEpPCOHATy, BAXKIUBICTh SKUX OOYMOBJIEHa Cy4YaCHUMH
TEHACHIISIMA. AKIICHTOBAaHO yBary Ha Cy4YacHHX IHCTpyMeHTaX, 30kpema, HR-

anamtuii, SWOT-anani31i nepcoHairy, opraHi3aifHOMY MOJIEIIOBaHHI, Kap €pHUX



noptanax, HRM-cucremax, OpeHauHTy poOOTOJaBIS, 1HTEPB’I0, aHANi31 pe3roMe,
NCUXOMETPUYHUX Ta CHUTyallliHUX TecTax, assessment-IeHTpax, Mporpamax
onb6opaunry, nacraBuuuTsi, KPI, ominni 360 rpamyciB, miaHax po3BUTKY Kap’ €pH.
YToyHEeHO TIOHATTS TpaH3aKIIHHOI Ta TpaHcopMmariiiHoi (yHKIIT dopmMyBaHHS
NEepCoHAIy.

3anpornoHOBaHO KpUTEpiaibHy METOJUKY OI[HIOBAaHHS CHCTEMHU (POPMYBAHHS
MEPCOHAIY, MIATPYHTAM SKOI1 € BUKOPUCTAHHS JAECSATH KPUTEPIiB, 3a IKUMH 3TPYTIOBAHO
CTO MiAKPHUTEPIiB, IO OI[IHIOIOTHCSA 3a OanbHOIO MIKajor. Ha mimcraBi oTpuMaHUX
OILIIHOK BU3HAYAETHCS PIBEHb CPOPMOBAHOCTI CUCTEMH 32 KOXKHUM KPUTEPIEM, 32 SIKUM
BCTAHOBJTIOIOTBCSI MOTO MEX1 — HU3BKHMM, CepeHIA Ta BUCOKHI PIBHI Ta BIJINOBIIHE
30HYyBaHHS (UEpPBOHA, KOBTA, 3€JieHa 30HU). BapitoBanus O6aniB B Mexkax Bijg 0 7o 10 —
HU3BKUU piBEHb (YepBOHA 30HA), CBIJYUTH MPO HASBHICTb 3HAYHOI KIUIBKOCTI
npoOJEeMHUX MIAKPUTEPIIB Ta TOTpe0y CYTTEBOIO YIOCKOHAJICHHS CHUCTEMHU
dbopmyBanHsa nepconany; Big 11 qo 20 — cepenHiil piBeHb (3KOBTa 30Ha), MOKa3ye Ha
HAsSIBHICTh TOMIPHOT KUIBKOCTI MPOOJEMHHUX IMiJKPUTEPIiB, YIOCKOHAJICHHS SKHUX
CTBOPIOE MOTEHIIAN Il PO3BUTKY CUCTEMH (pOpMyBaHHs nepcoHany; Big 21 mo 30 —
BHUCOKHI pIBeHb CGHOPMOBAHOCTI (3€JieHa 30HA), CBIAYUTH MPO 3HAYHY KUIBKICTh
3pa3koBUX MpakThK. CymapHa OaibHa OIiHKa 1o yciM kputepism (Big 0 1o 300 GamiB)
JTIO3BOJISIE OL[IHUTH 3arajibHUi piBeHb c(popmoBaHocTi cucteMu: Bia 0 1o 100 — yepBoHa
30Ha; Big 101 mo 200 — >xoBta 30Ha; Big 201 mo 300 — 3emena 30Ha. BukopuctanHs
OaJIbHOI LIKajdu Ta 30HYBaHHS (Y€pBOHA, JKOBTA, 3€JI€HA) 3a0€3MeUyI0Th Bi3yali3allito
poOJEMHHUX acCIEeKTiB, BU3HAUCHHS HAIPsAMIB IOKPAIEHHS Ta CTa€ IMJACTaBOIO IS
PO3POOKH MPAKTHIHUX PEKOMEH/IAITIM.

3anponoHOBAHO AJITOPUTM YAOCKOHAJIEHHS CUCTEMHU (hOPMYBaHHS MEPCOHANTY,
KU CKIIQJIAETHCS 3 TAKUX €TAITiB: IHTEPB 10 3 KEPIBHUIITBOM OpTaHi3allii, BA3HAYCHHS
MeTH; 301p MEepBUHHUX MarepiaiiB; 3aloOBHEHHS (OPMHU OLIHIOBAHHSA MOTEHIaTy
YIOCKOHAJICHHS CcHCTeMH (OPMYBaHHS TMEpPCOHATy; TPOBEIACHHS OI[iHIOBaHHS
MOTEHI[IATy yJOCKOHAJEHHS CUCTeMH (OpMyBaHHS TEPCOHANTY 3a BHU3HAYCHUMHU
KPUTEPISMHU; OMHUC 3arajbHOr0 CTaHy CUCTEMHU (OPMYBAHHS TEPCOHATY; BHSIBICHHS

HaIpsMIB TOKpAIIEHHs cUCTeMH (OPMYBaHHs TEPCOHATY; pPO3pOOKa peKOMEeHaIlii



HI0JI0  YJIOCKOHAJEHHS  CUCTeMU (OpMyBaHHS  MEpPCOHANly;  BIPOBAHKEHHS
peKoMeHIaIl1if; MOHITOPUHT PE3yJIbTaTiB; PO3po0Ka KOPUTYBAIBHUX Iii.

BcranoBineno TteHmeHiii 'y ¢opMmyBaHHI TEepCOHANy: TpaHchopmarlis poi
yrpasiiiHHs Joacekkumu pecypcamu (HRM); 3MiHa cTpykTypu oprasizariii mparii ta
NOIIMPEHHS T10pUaHOI poOOTH; 1HTErpalisi MPUHIHUIIB PIBHOCTI Ta 1HKJIIO3UBHOCTI,
aKIEHT Ha KOMIIETEHTHICHOMY TIAXOJlI Yy PO3BUTKY TajJaHTiB Ta (OpMyBaHHI
JTAEPChKUX SIKOCTEH; miaBUIlEeHHs rHydYkocTi HRM 3a paxyHOK MpOEKTHUX METO/IB;
PO3BUTOK BHYTPIIIHBOTO OpeHAy pOOOTONABIIB Ta KOPIMOPATUBHOI KYJIBTYpPH;
nudpoBizailis, BOpoBaKeHHs mTy4HOro iHTenekty (LLI), 301biieHHs posl aHaIITUKU
ta Benukux AaHux B HRM. BumineHi TeHAeHIIH € BaXXJIMBUMU JJISI PO3BHUTKY
OpraHi3aliifHOi cTpaTerii oprasizamii B 4acTUHI MOOYyIOBH €(PEKTUBHOI CHUCTEMU
dbopMyBaHHS TIEpCOHATy Ta CTBOPEHHS YyMOB JUIA peai3alii MOTEHIIHHUX
MOXJIMBOCTEH TMpaIliBHUKIB, 10 3a0e3neuye e(heKTUBHICTh OpraHi3allii B I[IJIOMY.

[IpoBeneHO ONMTYBaHHS TMPEACTaBHUKIB 74 MIANPUEMCTB Ta OpraHi3auii
VYkpainu 11010 mpo6sem popMyBaHHS MEPCOHATY Ta MPAKTUK YIPABIIHHS IEPCOHATIOM
B YMOBax BO€HHOTO cTaHy. Cepes miImpHeEMCTB, MPEACTABHUKHU SKUX B3sUIA y4acTh B
onuTyBaHHI, 28,4% Hanexatb 10 chepu BupooHuUITBa; 27,0 % — ocpitu Tta 12,2% —
Toprieiai. BuaineHo Takl KaJpoBl BUKJIMKU: Opak KBali(piKOBaHMX KaHAMJIATIB Ha
BakaHcii (22,1%); ncuxoemoniiine BuropanHs croiBpoOiTHUKIB (20,3%) Ta BTpara
nepcoHany uyepes MoOumizamito (18,0%). HRM-cuctemu a6o HR-anamituky
3acTocOBYIOTh Ha 24,3% mignpuemcts. [loBHy aBTOMaTH3alito miadOpy NepcoHaTy
BUAUIAIOTE 13,5%, yactkoBy — 33,8%. Ananrariisi HOBUX IpaIliBHUKIB BIIPOBAJ)KEHA,
MOBHICTIO chopMoBaHa Ta JokyMeHToBaHa Ha 20,3% mianpueMcTs, iepedyBae B cTafll
po3podku — Ha 31,1%. Jlna ouintoBanHs soft skills mpaiiBHUKIB BUKOPUCTOBYIOTHCS
NOBHICTIO aBTOMAaTHM30BaHI OMNHUTYBaHHS Ta OLIHIOBaHHSI Ha 29,7% mniAnNpueMCTB.
OnuTyBaHHs 4yepe3 mnamepoBi HOCIi mpoBoAsThes Ha 37,8% mignpueMcTBax, He
npoBoasATbCa — Ha 32,4%. HaiiOuipin nommpeHoo GopMOI0 THYYKOi 3aHSATOCTI, SIKY
BUKOPHCTOBYIOTh MIAMPUEMCTBA-PECTIOHICHTH € BipnaneHa podota (40,9%), rayuxuit
rpadik pobotn — 34,8%, npoektHi komaHau — 12,2%. He BUKOpPUCTOBYIOTH THYYKI

dbopmu 3aitasTocTi 11,3% nianpuemcts. L1 y chepi ynpaBiniHHS TEPCOHATIOM aKTUBHO



BUKOPUCTOBYEThCST Ha 17,6% mianpuemctB, y 9,5% — BHOpOBaJKEHO JIMIIE
MiKpoHaBuaHHA, y 8,9% mnepebyBae Ha crajli BOpoBajxkeHHs, Y 54,1% BiACyTHE.
[Iporpamu po3BUTKY Ta HaBuaHHA TmiepcoHamy Ha ocHoBi Il moBHOIIHHO
BUKOPUCTOBYIOTh Yy 9,5 % opranizamiii. Cucremu KPI 3actocoByrors 45,8%
HiAIpPUEMCTB, omiHKYy 360 rpaxyciB — 17,6%. Assessment-ieHTp pyHKIioHYE Yy 14,9%
opranizamiii. [ligmpueMcTB, SKi MalOTh MUCBMOBO 33JOKyMEHTOBaHY KYJIbTYpy —
32,4%, y SKuX KyJbTypa ICHye Ha piBHI HedopMalbHHX JoMOBiIeHOCTEH — 39,2%,
nepedyBae Ha ctafii hopmyBanHs — 9,5%, pakTudaHo BigcyTHS — 18,9%.

AnipoO0OBaHO KpHUTEpiaJibHy METOJMKY OI[IHIOBAaHHS I aHaJIi3yBaHHS CTaHy
cuctemu (popmysanns nepconany B TOB «/IM3 KOMIHMET». 3a kpurepiamu 1-3
MIJMPUEMCTBO BIAMNOBIZA€ 3€JeHId 30HI. 3a KputepisiMu 4-9 Mae cepeiHiid piBEHb
BIJIMTOBITHOCTI >KOBTIH 30H1, 110 CBIIYMUTH PO HASIBHICTh TOUKOBUX MPOOIEM, YCYHEHHS
SKUX MOXKE 3a0€3MeUnTH TIOKPAIEHHS CUCTeMU (hOPMYBaHHS ITEPCOHAITY. 3a KPUTEPiEM
10 BUSIBIEHO HU3BKHI PiBEHb BIAMOBIIHOCTI (UEPBOHA 30HA) Ta HASIBHICTh KPUTUYHO
poOJIEMHHX 30H, Ki TOTPeOyIOTh OCOOJIMBOI yBaru Ta yA0CKOHAJEHHs. 3a 3arajbHUM
0ajoM OIlIHKM JOCJIJKYBaHE IMIJANPUEMCTBO BIJHOCUTHCS JI0 CEPEIHBOTO PIBHS
cucteMu (OpMyBaHHS MTEPCOHAITY.

ChopmoBaHO MaTPUII0O PEKOMEHJIAIM WI0J0 YAOCKOHAJICHHS CHCTEMU
dbopMyBaHHS TIEpCOHAIOM, SIKi 00’€IHAHO B YOTHUPHU TPYNH 32 CTAHOM CUCTEMH Ta
OIIHKaMU 3a KOXXHUM 3 miakputepiiB. Po3pobieno mudpoBy miarhopMmy aiarHOCTUKH
cucteMu (GOpPMYBaHHS TEPCOHAIY, IO JO3BOJISE OLIHUTH CTaH CUCTeMH (popMyBaHHS
nepcoHay Oynb-sIKOi OpraHizaliii, a Takox c(OpMyBaTH HAMPAMH ii MOKPAIEHHS.

B po6oTi po3po6sieHO KOMITIIEKC 3aX0I1B 010 iABUIIICHHS MOTSHINIaTy CUCTEMHU
dbopmyBanus nepconany TOB «/IM3 KOMIHMET» 3a napamerpamu, 1110 OI[iHEHI Ha
HU3BKOMY DPiBHI. 30KpeMa Taki: pOo3pOOUTH IIaH BIPOBAKEHHS KOMITETEHTHICTHOTO
niaxony rnpu popmyBaHH1 PoQiIiB MOCAT; ONTUMIZYBATH JISTIBHICTD KaPOBOI CITYKOU
3a paxyHOK BOpoBapkeHHs uppoBux HRM-pimens; nposectu aynut norouHoi HRM-
CUCTEMU, CTBOPUTH BJIACHUN MOAYJNb JJIsi HABYAHHS MEPCOHAITY; 3alPOBAIUTH OHJIANH

ONMUTYBAaHHSA 3 aBTOMAaTU30BaHOIO aHAIITHUKOIO; CTBOPUTH 0a3y TaJaHTIB 13 3a3HAYEHHIM



MOTEHIllay KOXHOTO, KIIFOUOBUX KOMIIETEHTHOCTEH Ta Kap €pHHX TpPAaEeKTOpid Ha
OCHOBI IHTETpallii 3 MOHITOPUHTOM €(PEKTUBHOCTI TOIIIO.

3anpornoHOBaHO KYMYJISATHBHY MOJENb BIUIUBY INTYYHOTO IHTEJIEKTY Ha
YIIpaBJIIHHS OpraHi3aIli€lo, y sSKii BUIIJIEHO Cy0’€KTH BIUIUBY, IHCTPYMEHTH BILIWBY,
HampsiMA Ta BUMIPU BIUIMBY, OMUCAHO MPOOJEMH BIUIMBY INTYYHOTO 1HTEJICKTY Ha
MeXaHi3M MEHEHDKMEHTY OpraHi3ailiii Ta OCHOBHI pe3yJIbTaTh BILTHBY. [IpoaHaizoBaHo
OCHOBHI pe3yJIbTaTH, sIK1 3a0e31edye opraHizalili BUKOPUCTAHHS IITYYHOT'O 1HTEIEKTY,
IO MOJIATAIOTH B aBTOMATH3aIlli pYTUHHUX 3aBaHb, IEPEPO3INOALTI poO0oUOro yacy Ha
CTpaTeriyHi Ta KpeaTWBHI 3aBJIaHHSI; M1JBULIEHH] €(EKTUBHOCTI MPUNUHSTTS PIllIEHb 32
PaxyHOK aHAJITUKKA Ta MPOTHO3YBAaHHA BiJl IITYYHOIO I1HTENEKTY; YIOCKOHAJIEHHI
30BHIIIHBOI Ta BHYTPIIHBOI KOMYHIKAalll; MiABHIIEHHI edektuBHOocTi HR-
MEHEDKMEHTY; (DOpMyBaHHI PEATICTUYHUX Ta JOCSHKHUX CTPATET1H, sIKi BIJMOBIIAIOThH
MaiOyTHIM 3MIHaM; po3po0Lll IHHOBALITHUX MPOAYKTIB Ta MOCIYT.

3anpornoHOBaHO BUKOpHUCTaHHS 1HCTpyMeHTIB HRtech, mo crae BaxiamBuMm
dbakTopoM 3a0e3leUYeHHs] CTPATETiYHOTO YMpaBliHHSI (OPMYBAaHHSIM TMEPCOHATY B
yMoBax Iu((poBi3allii 3a paXyHOK 3aJIy4eHHs, yTPUMAaHHs Ta POo3BUTKY (axinuis. HR-
(daxiBiiM HeoOX11H1 HaBUUKHU podoTu 3 I1II Ta MammHaHUM HaBYaHHSM, 11100 €(hEeKTUBHO
BukopuctoByBatd HRtech. Ile no3Bonsie mnporHo3yBaTH mNOTpeOM NPALiBHUKIB,
aJanTyBaTH MPOLIECH Ta MPUHUMATH OOTPYHTOBAH1 PIIICHHS.

VY aockoHalieHO cTpaTeriunmii 1wiad 1udpoBoi TpaHchopmaiii HR-mporecis,
SAKUU CKJIQIa€ThCAd 3 MPOXOPKEHHS TaKUX €TamiB: OLIHKa MOoTo4yHoro crany HR-
MPOLIECIB; MOJYYEHHS 10 B3a€EMOJIII CTEHKXOJEPiB [JI1 BU3HAYCHHS HAMPSIMIB
TpaHchopmarlii; ¢dopMmyaoBaHHS 1UIe 1HUdpoBoi TpaHcopMmallii; BU3HAYEHHS
LIJTbOBUX PE3YyJIbTATIB Ta MOKA3HUKIB €(EKTHUBHOCTI; CTBOPEHHS JAOPOKHBOI KapTH;
CKJIJ[aHH IJIaHy yIPaBIIiHHS 3MiHAMMU; TT1JIBUIICHHS piBHS IUPpoBoi 00613HaHocTi HR -
KOMaH/I¥; OI[IHIOBAaHHSI pe3yJIbTaTiB BIpOBakeHHs 1MPpoBoi Tpancdopmariii HR.

Kntouosi cnosa: mepcoHan, yrpaBliHHS TEepPCOHAIOM, cucTeMa (HOpMYyBaHHS,
OIIIHIOBAHHSI CUCTEMH, KpUTEpiaIbHA METOIMKA OIIHIOBAHHS, MATPHUII PEKOMEH/IAITIMN,

maTgopmMa J1arHOCTUKH, AJITOPUTM, IU(POB1 TEXHOJIOT1i, KOMIIETEHTHICTHUM MiJIX1/.



ANNOTATION

Hlukhyi A.O. Improvement of the organization’s personnel formation system. —
Qualification research paper submitted as a manuscript.

Dissertation for the degree of Doctor of Philosophy in specialty 073
“Management” (07 — Management and Administration). — Alfred Nobel University,
Dnipro, 2026.

The dissertation is a comprehensive scientific study of the theoretical and
methodological foundations for improving the organization’s personnel formation
system, as well as their practical application in modern conditions.

The paper summarizes the theoretical aspects of the category of “personnel”, and
conducts a comparative analysis of concepts related to personnel management based on
approaches in modern scientific discourse.

The characteristics of the concept of “personnel formation™ are systematized.
Based on a content analysis of existing approaches, the concept of “personnel
formation” is formulated and interpreted: on the one hand, as a structural element of the
organization’s personnel management mechanism and; on the other hand, as a process
of creating an effective HR policy. This process is grounded in the integration of
strategic, transactional, and transformational functions aimed at the development of
high-quality personnel of the organization, as a community of permanent and temporary
employees who have a common goal, possess relevant competencies (cognitive,
instrumental, psychosocial, and digital), and consider talent as a proactive resource.

The components of the personnel formation system (processes, tools, and
measures) that perform a transactional, transformational, and strategic function are
identified. In addition to the processes that are traditionally singled out (workforce
planning, job modeling, recruitment, personnel selection, onboarding, and personnel
assessment), the processes of talent development and retention, as well as workforce
structure optimization that reflects modern trends, have been added. Emphasis is placed
on modern tools, including HR analytics, SWOT analysis of personnel, organizational

modeling, career portals, HRM systems, employer branding, interviews, resume



analysis, psychometric and situational tests, assessment centers, onboarding programs,
mentoring, KPIs, 360-degree assessment, and career development plans. The concepts
of the transactional and transformational functions of personnel formation have been
clarified.

A criteria-based methodology for evaluating the personnel formation system is
proposed, based on ten criteria groups into 100 sub-criteria, each evaluated using a point
scale. Based on the assessments obtained, the level of system formation is determined
for each criterion, and its boundaries are set as low, medium, and high levels, along with
appropriate zoning (red, yellow, green zones). Variation of scores in the range from 0
to 10 — low level (red zone), indicates the presence of a significant number of
problematic sub-criteria and the need for substantial improvement of the personnel
formation system; scores from 11 to 20 — medium level (yellow zone), indicates the
presence of a moderate number of problematic sub-criteria, improvement which creates
the potential for the development of the personnel formation system; scores from 21 to
30 — a high level of formation (green zone), indicates a significant number of exemplary
practices. The total score across all criteria (ranging from 0 to 300 points) allows for
assessing the overall level of the system's formation: from 0 to 100 — red zone; from 101
to 200 — yellow zone; from 201 to 300 — green zone. The use of a point scale and zoning
(red, yellow, green) provides a visual representation of problematic aspects, identifies
areas for improvement, and serves as the basis for the development of practical
recommendations.

An algorithm for improving the personnel formation system is proposed, which
consists of the following stages: conducting interview with the organization’s
management and defining objectives; collecting primary materials; completing the
assessment form for the potential improvement of the personnel formation system;
evaluating the potential for system improvement of the personnel formation system
according to established criteria; describing the general state of the personnel formation
system; identifying the directions for improving the personnel formation system;

developing recommendations for improving the personnel formation system;



implementing the recommendations; monitoring the results; formulating corrective
actions.

The following trends in personnel formation have been identified: the
transformation of the role of human resource management (HRM); changes in the work
organization structure and the spread of hybrid work; integration of equality and
inclusiveness principles; emphasis on the competency-based approach in talent
development and leadership formation; increasing the flexibility of HRM through
project methods; development of the employer’s internal brand of and corporate culture;
digitalization, implementation of artificial intelligence (Al), and increasing the role of
analytics and big data in HRM. The identified trends are essential for developing the
organization’s strategy to build an effective personnel development system and create
conditions for the realization of employees’ potential, thereby ensuring the
organization’s overall effectiveness.

A survey of representatives of 74 enterprises and organizations in Ukraine was
conducted regarding personnel formation problems and personnel management
practices under martial law conditions. Among the enterprises whose representatives
took part in the survey, 28.4% belong to the production sector, 27.0% to the education
sector, and 12.2% to the trade sector. The following HR challenges were identified: a
lack of qualified candidates for vacancies (22.1%); employee psycho-emotional burnout
(20.3%); and staff loss due to mobilization (18.0%). HRM systems or HR analytics are
used by 24.3% of enterprises. Complete automation of personnel selection is
implemented in 13.5% and partial automation in 33.8%. Employee onboarding has been
implemented, fully formed, and documented in 20.3% of enterprises, and is under
development in 31.1%. For assessing employees’ soft skills, fully automated surveys
and assessments are used by 29.7% of enterprises, paper-based surveys are conducted
by 37.8%, and are not performed by 32.4%. The most common forms of flexible
employment used by respondent enterprises are remote work (40.9%), flexible work
schedules (34.8%), and project-based teams (12.2%). 11.3% of enterprises do not use
flexible forms of employment. Al in personnel management is actively used in 17.6%

of enterprises; in 9.5% only microtraining has been introduced; in 8.9% it is being



implemented; in 54.1% it is not used. Al-based personnel development and training
programs are fully used in 9.5% of organizations. KPI systems are used by 45.8% of
enterprises, and 360-degree assessments by 17.6%. The assessment centers operate in
14.9% of organizations. Enterprises that have a written documented culture account for
32.4%, those with a culture that exists at the level of informal agreements — 39.2%, those
in the process of formation — 9.5% and those without a defined culture — 18.9%.

A criteria-based evaluation methodology for analyzing the state of the personnel
formation system in LLC “DMZ KOMINMET” has been tested. According to criteria
1-3, the enterprise corresponds to the green zone. According to criteria 4-9, it has a
medium level of compliance corresponding to the yellow zone, indicating the presence
of point problems that can be eliminated to improve the personnel formation
system. According to the 10 criteria, a low level of compliance (red zone) and the
presence of critically problematic areas requiring special attention and improvement
were identified. Based on the assessment’s overall score, the studied enterprise belongs
to the medium level of the personnel formation system.

A recommendations matrix for improving the personnel formation system has
been developed, organized into four groups based on the system’s state and assessments
of each sub-criterion. A digital diagnostic platform for the personnel formation system
has also been created, enabling the evaluation of the state personnel formation system
in any organization and identifying directions for its improvement.

The study develops a set of measures to increase the potential of the personnel
formation system of LLC “DMZ KOMINMET” based on the parameters assessed at a
low level. In particular, these measures include: to develop a plan for the implementation
of a competency-based approach in the formation of job profiles; to optimize activities
of the HR department through the implementation of digital HRM solutions; to conduct
an audit of the current HRM system, to create a proprietary module for staff training; to
introduce online surveys with automated analytics; to create a base talents indicating
each employee’s potential, key competencies and career trajectories based on

integration with performance monitoring, etc.



A cumulative model of the impact of artificial intelligence on organizational
management is proposed, highlighting the influence of actors, instruments of influence,
directions, and dimensions; the problems arising from this impact on organizational
management mechanisms; and the primary outcomes of this influence. The main results
of artificial intelligence provided by the organization have been analyzed, including the
automation of routine tasks, redistribution of working time into strategic and creative
tasks; increasing the efficiency of decision-making due to Al-driven analytics and
forecasting; improvement of external and internal communication; increasing the
efficiency of HR management; formation of realistic and achievable strategies that
correspond to future changes; development of innovative products and services.

The use of HRtech tools is proposed as an essential factor in supporting the
strategic management of personnel formation in the context of digitalization by
attracting, retaining, and developing the specialists. HR professionals need Al and
machine learning skills to use HRtech effectively. These skills allow them to predict
employee needs, adapt processes, and make evidence-based decisions.

The strategic plan for the digital transformation of HR processes has been
improved, which consists of the following stages: assessment of the current state of HR
processes; engagement of stakeholders to determine the directions of transformation;
formulation of digital transformation goals; determination of target outcomes and
performance indicators; creating a roadmap; drawing up a change management plan;
increasing the level of digital awareness of the HR team; evaluating the results of digital
HR transformation implementation.

Keywords: personnel, personnel management, formation system, system
assessment, criteria-based evaluation methodology, recommendation matrix, diagnostic

platform, algorithm, digital technologies, competence approach.
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