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CIIiJl BPaxoBYBaTH OOOB’S3KOBICTh KOMIUIEKCHOTO MiAXOMy MiJ 4Yac IUIaHyBaHHS IPOIIECIB
IHHOBAIIIMHOTO PO3BHUTKY TEPUTOPIM Ta MOMJIMBOCTI JOCSTHEHHS €(QEeKTy CHHEpTrii 3aBIsSKH
MiICUJICHHIO B3a€EMHOT'0 BIUIMBY 3aX0/liB PETYJIATOPHOTO BILIHBY.

Ha nHame mepexkoHaHHS, KIIOUYOBUMH MPIOpUTETaMU aKTHUBi3allli IHHOBAIIHHOTO PO3BHUTKY
TEPUTOPIN B YMOBaxX Cy4aCHUX peajiil BUCTYMAIOTh: 3alPOBAKEHHS CTPATETIYHOTO MiIXOAY MpHU
dbopMyBaHHI TUTaHIB, TPOEKTIB 1 MpOTrpaM PO3BUTKY TEPUTOPi; BceOIYHI OIHKA, aHam3 1
MPOTHO3YBAaHHS SIK HAsBHOTO MOTEHIlaly 1HHOBAII{HOTO PpO3BUTKY TEPHUTOPiH, Tak 1 HOTro
pe3yJbTaTiB; paIlliOHAJIbHE Ta OIIAUIMBE BUKOPHCTAHHS BCIX BHIIB PECypCiB MEBHOI TEPHUTOPIi;
MIJBUIICHHS 1HBECTHUIIMHOT NMPUBAOIUBOCTI TEPUTOPIH, 3allydeHHS IOJATKOBUX I1HBECTHIIMHUX
BKJIa/ICHb, BKJIIOUAIOYM KOIITH BITYM3HAHUX 1 3apyOLKHHUX I1HBECTOpiB, MIKHApOAHUX (POHIB;
BUKOPHCTAHHS JOCSATHEHb MHMGPOBOI EKOHOMIKM Ta IIMPOKE 3aCTOCYBaHHS  HOBITHIX
iHpOopMaNiiiHO-KOMYHIKaTUBHIX TEXHOJIOTI B IHHOBALIWHUX IpOIECcax; 3alpoBaXKCHHS smart-
MIIXOMIB 1 SMAart-TEeXHOJIOTiM; PO3BUTOK B3aEMOBHTIIHUX MAapTHEPCHKUX BIAHOCHH 3 YyciMa
KaTeropisiMU CTEHKXOJI/IEPiB, BKIIOYAOYM HAYKOBI 1 OCBITHI YCTaHOBM; aKLEHTYBAaHHsS yBaru Ha
PO3BHUTKY 1HHOBAIINHOI 1HQPACTPYKTYpH, Y TOMY YHCJ COIIATBHOI; JOTPUMAHHS E€KOJIOTIYHUX
NPIOPUTETIB NMPH CKJIAJAAaHHI IJIaHIB 1 MPOEKTIB IHHOBALIIHOTO PO3BUTKY Ta iH.
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CONTEMPORARY TRENDS OF INNOVATIVE AND INVESTMENT
TRANSFORMATIONS OF THE HR-MANAGEMENT SYSTEM

The realities of today in Ukraine and the world demonstrate that in the face of external
challenges and threats, it is almost impossible to preserve the human resource and successfully
develop within the framework of the traditional HR-management system. Every day we receive
evidence of the uniqueness of human capital, the preservation and enrichment of which determines
the viability of not only individual companies, but the country as a whole. This state of affairs
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creates new challenges for HR-managers in the context of innovation and investment
transformations.

Contemporary trends in the innovative paradigm of HR-management development are
caused, on the one hand, by globalization processes, application of modern information
technologies, acceleration of changes in internal and external environment of organizations,
increasing role of corporate culture, innovative orientation and entrepreneurial type of
management; on the other hand, by challenges and threats, which are dictated by force majeure.

Recently, the HR management system has been under pressure from force majeure
circumstances. Under these conditions, HR-managers must be armed with modern technologies to
effectively influence the human component of the organization in the direction of preserving
human capital. HR services should be provided with methods and tools for rapid response to
changes in working conditions in the context of providing personnel with guarantees of life safety,
remuneration and job preservation.

Despite the negative impact, HR management practices continue to be enriched by digital
technologies in the direction of using “chat-bots”, social networks, big data analysis, applications
and analytics based on artificial intelligence, cloud technologies in software supporting the needs
of the personnel management system. Developers of digital solutions provide technical component
of HR-technologies that have become key and irreplaceable in such subsystems of HR-
management as: personnel selection and recruiting, search and attraction of talents, management of
corporate culture, professional development and personnel training, formation and development of
employer's brand. Such modern transformations require updating and expanding the competencies
of HR-managers, taking into account the dynamic changes in the processes taking place in the
business environment.

The results of the research of war impact on business, conducted by EMA Partners
International, executive search & leadership advisory in June-August 2022, prove that HR
priorities have significantly changed [1].

Today, the priority is the safety and adaptation of employees in conditions of real threat. If
during the pandemic the main functions were carried out in the context of “anti-virus” activities,
such as: total legalization of digital processes, liberalization of labor legislation and its adaptation
to quarantine conditions, postponement of secondary requirements of corporate compliance; then in
the conditions of martial law, the psychological adaptation of personnel becomes a primary
function. HR departments should be able to flexibly and quickly change working conditions, adjust
the working day in accordance with the power outage schedule, send them on mandatory holidays
and introduce downtime; employees must be given appropriate guarantees for wages and job
retention. If just a year ago well-being programs were just a trend, now they should actually
become a mandatory component of companies that care about the future of their business.

Such conclusions are confirmed by the results of the survey of 175 participating companies:
for HR teams, the safety of employees is the highest priority (76% of respondents), the mental
health of employees is also important, supporting their high productivity and staff retention.

The Ukrainian model of HR-management has confirmed its viability: 28% of companies
noted that they continue to hire for positions of all levels, and only 13% of employers have
completely stopped recruiting; 23% of companies hire employees solely to replace staff who have
left the organization

Experience during the war shows that most of the vacancies that have appeared since March
2022 are due to the fact that the person has relocated to another country (within the company (or
independently) and found a new job in another country). However, companies are willing to be
more flexible on a person's current location, willing to hire if the person intends to return when the
situation is safer.

The most popular benefits that companies have added for employees are psychological
assistance programs (in particular, 27% of companies offer individual sessions with a
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psychologist), flexible work schedules, and additional one-time cash assistance. About 30% of
companies also reimburse the cost of rent for employees who have switched locations.

Currently, the priority competencies of leaders are: management in a situation of
uncertainty, strategic thinking, effective communication/persuasion. 32% of respondents do not
have special programs to support leaders, but 1/5 of companies conduct training on team
management during the war.

The war has added new challenges to HR managers' work: more than half of respondents
say they experience excessive emotional strain due to the need for constant employee support. Also
among the most common challenges are unstable emotional states, feelings of uncertainty, anxiety,
powerlessness, and excessive workloads (working 24/7). At the same time, for 56% of respondents,
it's understanding the value and necessity of their work that helps maintain resilience and
productivity.

Consequently, HR-technologies are significantly changing under the influence of external
challenges and force majeure circumstances. In this research we have analyzed the practices of
successful companies in the context of innovation-investment transformations of HR-management
system. Among the most relevant, in our opinion, is the focus on data security and the introduction
of employee self-service tools in the context of remote work [2].

The need to protect sensitive and personal data is increasing as reliance on the technology
sector and the cloud increases. Recent legislation passed in support of privacy and data security
(GDPR-General Data Protection Regulation) has contributed to this becoming a leading trend in
HR technology. This vector in HR-technology focuses not only on increased security as an
additional feature of software, but also forces companies to implement new procedures and tools
[3].

Some of the main benefits that companies gain from integrating a workplace self-service
platform include: increased efficiency of administrative tasks; improved transparency (employees
have the ability to see the sources of any workplace data and verify it); real-time updates for
employees; improved team morale; and reduced psychological burnout.

It is concluded that the creativity of personnel adaptation technologies in force majeure
depends on the professionalism of HR-managers. The transformation of personnel adaptation
technologies requires updating and expanding the competence of HR managers, taking into account
dynamic changes in the processes taking place in the business environment in force majeure
circumstances. the creativity of technologies should be determined by their extraordinary nature
and the possibility of flexible adaptation to conditions that are dictated by non-standard, especially
extreme (emergency) crisis situations. Determining the role of the HR-manager as the main
facilitator in the adaptation process, researching the advantages and disadvantages of existing
digital technologies, analyzing internal and external factors influencing the effectiveness of
personnel adaptation technologies should be the direction of further research in this scientific
problem.
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