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The article substantiates the need for innovative approaches to human resource management
as a key factor in enhancing enterprise competitiveness under conditions of digitalization,
market instability, and changes in the labor environment. The aim is to develop a personnel
management model capable of ensuring strategic flexibility, activating human capital,
and promoting internal transformation. The research methodology is based on comparative
analysis, a systems approach, logical generalization, and case analysis of best practices
from leading companies. Based on the generalization of scientific sources and the study
of practical experience of leading Ukrainian and foreign companies, the key trends in
innovative approaches to human resource management are identified. The managerial
advantages and challenges faced by enterprises in the context of implementing hybrid
and remote employment models are substantiated. The proposed model integrates digital
transformation of HR processes, development of innovative thinking, formation of
intrapreneurship, and a flexible corporate culture. It includes automation of recruitment,
adaptation, evaluation, and training using a personalized approach to employees. The
importance of developing cross-functional competencies and implementing initiatives
aimed at strategic renewal is highlighted. Particular attention is paid to aligning business
goals with employees’ motivational expectations through flexible incentive systems. The
scientific novelty lies in the development of a comprehensive approach to HR management
that considers both external and internal factors. The practical value of the research lies
in the potential application of the proposed model in enterprise operations to ensure
sustainable competitive advantage.
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Introduction and problem statement

In today’s world, characterized by profound
globalization, intensive digitalization, and dynamic
market transformations, classical personnel
management systems are showing a decline in
effectiveness. Enterprises now face a dual challenge:
not only to respond swiftly to external changes but
also to purposefully develop internal potential to ensure
stable growth and strengthen competitive advantages.
In this context, innovative methods of human capital
management are gaining strategic importance as a
key tool for achieving long-term business success.

© Krainik O.M., Sergiienko T.I., 2025

The scientific problem lies in the need to
reconsider established HR management practices
through the lens of innovation, flexibility, and
competency development aligned with the demands
of the modern knowledge economy. Innovative
practices—such as flexible personnel management
models, the use of digital technologies, the formation
of a culture of continuous learning, and the
implementation of mechanisms for talent attraction
and retention—are becoming the foundation of
enterprise competitiveness.
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The theoretical significance of the article stems
from the need to deepen scientific understanding of
the transformation processes in HR management
within the framework of an innovation-driven
economy. The practical significance is defined by the
urgent need for enterprises to develop and implement
effective human resource management strategies that
ensure adaptability, innovative activity, and long-term
competitiveness.

The relevance of the topic is also driven by
intensifying competition in global labor markets, the
rising cost of highly qualified personnel, and increasing
employee expectations regarding working conditions
and opportunities for professional development. Among
the key influencing factors are: heightened competition
for skilled professionals on an international scale;
rising market value of high-level specialists; and shifting
employee expectations regarding labor conditions,
career advancement prospects, and opportunities for
upskilling. In this context, innovative HR practices
evolve from tools of operational improvement into
strategic components of corporate governance. They
not only enhance the efficiency of current processes
but also help build sustainable competitive advantages
for the enterprise.

Analysis and research of publications

Under the current conditions of global instability,
innovative approaches to human resource management
have become a key factor in business success. The
research of Pavlova V. and her colleagues [1]
demonstrates that the use of modern HR technologies
enables enterprises to effectively adapt to a rapidly
changing environment. A similar view is supported
by Tretyak O. P. [2], who proves that innovative
personnel technologies enhance operational flexibility
and enterprise efficiency. Dashko I. M. [3] emphasizes
the importance of technological innovations in the
HR field, which help businesses respond promptly to
market changes. Honcharova O.M. [4] proposes
business process reengineering as a tool for optimizing
management, including HR processes, which allows
companies to improve adaptability to external
challenges. Special attention is given by Petrova I.L.
[5], who justifies the need to integrate strategic HR
management with overall corporate planning to meet
long-term goals. Of particular relevance are the studies
of Derevyanko A. [6] and Rykhlytskyi V. [7], who
analyze the impact of military actions and political
instability on Ukrainian businesses. Their work
highlights that in times of crisis, enterprises require
flexible HR strategies capable of providing rapid
responses to unpredictable changes. Thus, modern
academic research indicates that innovative approaches

to personnel management are critically important for
maintaining business competitiveness. The use of
advanced technologies, optimization of internal
processes, strategic planning, and adaptation to a
dynamic environment have become integral elements
of sustainable development for companies in the global
€conomic space.

Purpose of the article

The purpose of the article is to provide a
theoretical justification and develop conceptual
foundations for innovative approaches to human
resource management as a strategy for enhancing
enterprise competitiveness under conditions of global
instability. The article aims to reveal the specifics of
applying advanced HR technologies, creative
employment models, digitalization of management
processes, and the integration of strategic planning
into the human resource management system.

Presentation of the main material

In the course of the analytical work, current
approaches to human resource management under
conditions of global instability and rapid labor market
transformations were examined. The findings revealed
the insufficient effectiveness of traditional HR
management methods in ensuring organizational
flexibility and adaptability. This highlights the need
for the systematic implementation of innovative
practices in the field of personnel management.

In the process of synthesizing academic sources
and examining the practical experience of leading
Ukrainian and international companies, a number of
key trends were identified that shape the direction of
innovative development in the field of human resource
management. These trends reflect the evolving
approaches to organizing HR processes amid increasing
instability and the digital transformation of the business
environment. The summarized results are presented
in Table 1.

Digitalization of HR processes has a positive
impact on the efficiency of human resource
departments by reducing the time required for
information processing and managerial decision-
making. It contributes to an improved employee
experience through transparent procedures and quick
access to services, which increases overall staff
satisfaction. Furthermore, digital tools strengthen the
strategic role of HR within a company by establishing
a closer connection between human resource
management and the achievement of business goals.
Overall, digitalization serves as a key component of a
modern HR strategy focused on innovation,
adaptability, and ensuring sustainable business
development in an unstable external environment [8].

Krainik O.M., Sergiienko T.1I.
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Table 1

Key trends in innovative approaches to human resource management

No. Essence of the trend

Brief description

1 | Digitalization of HR Processes

Extensive implementation of HRM systems, recruitment
chatbots, and people analytics platforms

Transformation of Employment

Active development of remote and hybrid work modelsin

2 Forms response to new market challenges and needs.

3 Personalized Learning and Use of analytical tools to individualize professional growth
Development programs.

4 Integration of HR Strategy into Alignment of HR policies with the enterprise’s strategic
Business Strategy objectives.

5 Formation of an Innovative Fostering creativity, innovative thinking, and internal

Corporate Culture

entrepreneurship among employees.

To illustrate the practical implementation of
innovative approaches in human resource management,
examples of the use of modern HR technologies in
leading Ukrainian companies were analyzed. The data
presented below (Table 2) is summarized based on

open sources, official company websites, analytical
reports, and publications in specialized business media
such as Forbes Ukraine, Liga.net, Mind.ua, as well as
research from the Ukrainian Business & HR Forum.

Table 2

Examples of the implementation of innovative HR technologies in leading Ukrainian companies

Company name Innovative HR technologies Description and results of implementation
HR analytics, Nova Talent digital Automated recruitment, evaluation, and
Nova Poshta platform development processes; enabled employees
to manage their own career paths
Use of artificial intelligencein Optimized candidate selection processes;
Kyivstar recruitment; online platform introduced personalized learning; enhanced
Kyivstar Academy employees’ digital competencies
Digital employee onboarding; Developed a mobile app for effective
Rozetka gamification of training onboarding; increased employee
engagement through gamified learning
Electronic motivation and Introduced individual development plans
evaluation systems; mobile HR and continuous performance monitoring;
ATB-Market apps improved employee engagement through
flexible digital assessment and incentive
tools

Source: compiled by the author

The analysis of practices in Ukrainian companies
demonstrates the active adoption of innovative
technologies in HR management. These solutions
promote the automation of HR processes, enhance
employee engagement, support competency
development, and ensure strategic flexibility for
enterprises.

In today’s conditions of instability and digital
transformation of the labor market, there is a steady
trend toward the implementation of hybrid and remote
employment models. These are increasingly viewed
not as temporary solutions but as strategic forms of
work organization. This trend has become particularly

relevant in response to global challenges such as the
COVID-19 pandemic, military conflicts, economic
instability, and the growing demand among employees
for flexible work schedules.

Key drivers of hybrid and remote work
development include:

— modern professionals strive for work-life
balance, value autonomy, and prefer the ability to
work from anywhere — indicating a shift in employee
expectations;

— technological availability: Rapid development
of digital platforms, cloud services, video
communication, and collaboration tools (e.g., Zoom,

Innovative approaches to human resource management as a strategy for enhancing enterprise

competitiveness



204

ISSN 2415-3974. Exonomiunuii eicnux Jlepicagnoeo suuj0eo HaguanbHo2o 3aKaaoy

“Ykpaincokuil depycasrull Ximiko-mexuoaoeiunuti ynieepcumem”, 2025, Ne 1, C. 201-208

MS Teams) enables effective communication outside
of traditional office settings;

— economic feasibility: Companies can reduce
expenses related to office maintenance, utilities, and logistics;

— adaptability and scalability: Flexible
employment formats allow businesses to adapt more
quickly to market changes, scale projects efficiently,
and optimize management processes.

In the context of implementing hybrid and
remote employment models, it is crucial to analyze
the managerial advantages and challenges faced by
organizations. The key aspects for evaluating the
potential and risks of these work formats from the
standpoint of effective human resource management
are presented in Fig. 1.

MANAGERIAL ADVANTAGES AND CHALLENGES

e

ADVANTAGES

— increased labor productivity (with
proper work organization);

—  complications in monitoring and
coordinating employee activities;

—  necessity to develop siew tools for
evaluating work performance;

—  sisk of erceion of corporate culture
during prolonged remote work;

—  need to adapt data security and
cybersecurity policies.

— reduced employee turnover due to
satisfaction with working conditions;

— expanded talent search geography
without restrictions on place of residence;
— enhanced level of trust and
responsibility within the team

Fig. 1. Managerial advantages and challenges faced by
enterprises in the context of implementing hybrid and remote
employment models

Source: compiled by the author

Thus, despite the numerous managerial
advantages of hybrid and remote employment, the
effective implementation of such models requires a
systematic approach, adaptation of internal processes,

and increased attention to corporate culture, security,
and tools for evaluating work performance.

The integration of strategic human resource
management into the overall business strategy is a
key factor in ensuring the long-term competitiveness
of an enterprise. In the context of high market
dynamics, digitalization, and increasing competition,
human capital becomes the main source of innovation,
adaptability, and resilience of organizations. However,
the realization of this potential is only possible when
the HR strategy does not exist in isolation but is an
organic part of the company’s overall strategy.

Strategic HR integration refers to the process of
aligning goals, priorities, and decision-making in the
area of personnel management with the key strategic
directions of business development: innovation, growth,
expansion into new markets, business model
transformation, and so on. This means that
management decisions regarding recruitment,
development, motivation, and employee retention
should directly contribute to achieving the company’s
strategic goals.

In modern conditions, HR policy should not
only support the current functioning of the enterprise
but also actively facilitate the achievement of its
strategic objectives. Table 3 summarizes the main
directions that ensure effective integration of HR
management into the overall business strategy. The
presented data are based on a review of current
academic literature, research by leading consulting
firms, and the practical experience of Ukrainian
enterprises that implement strategic HR management
models. The information is systematized taking into
account current trends in integrating HR into the
overall business strategy to enhance the flexibility
and competitiveness of companies.

Table 3

Key directions of integration into the enterprise’s business strategy

No. Integration direction Brief description
Forecasting HR Needs Analysis of future changes in company activities to identify the
1 competencies, knowledge, and skills needed for strategic
devel opment.
5 Building Corporate Culture Development of values and behavior models aligned with the
company’s strategic priorities (innovation, adaptability, initiative)
3 HR Analytics for Strategic Use of analytical datato assess the impact of HR processes on
Decisions business metrics and identify risk areas.
4 Involving HR in Strategic Active participation of HR in strategy development, workforce
Planning planning, structural transformation, and change management.
KPI System Linked to Business Development of performance indicators that directly reflect the
5 | Gods impact of HR initiatives on the financial and innovation results of
the company.

Source: author’s elaboration
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Thus, integrating HR into the strategic context
enables the enterprise not only to respond promptly
to external challenges but also to build a sustainable
competitive advantage through proactive human capital
management. As a result, HR policy transforms from
an administrative function into a strategic tool for
business development.

The competitiveness of an enterprise depends
not only on technology and capital but also on the
intellectual and creative potential of its personnel.
Therefore, the importance of fostering innovative
thinking, creative skills, and internal entrepreneurship
within enterprises is growing. This direction is being
integrated into the system of strategic human resource
management as a necessary component for enhancing

the flexibility, adaptability, and continuous self-
development capacity of the enterprise.

To gain a deeper understanding of the nature of
the innovative approach in human resource
management, it is appropriate to highlight the key
aspects that form the foundation of a modern HR
strategy. Table 4 presents the main components of
this trend along with explanations of their significance
for business development. The information has been
systematized based on analytical publications in
professional management journals, materials from
international HR research (McKinsey, Deloitte, HBR),
and the practices of Ukrainian enterprises that actively
implement innovative management approaches.

Table 4

Key aspects and justification of the trend

Aspect

Essence and significance for business

Innovative Thinking
processes.

The ability to generate new ideas and analyze problems from unconventional
perspectives. It ensures the continuous renewal of products, services, and

Creative Skills (Soft

Skills) climate for change.

Include creative thinking, openness to new ideas, and teamwork. They serve asa
catalyst for innovation, promote knowledge sharing, and contribute to a positive

Internal Entrepreneurship

Initiative-driven behavior by employees who propose and implement ideas
within the organization and participate in strategic processes without holding
formal leadership roles. Enhances the enterprise's flexibility and innovativeness.

Source: author’s elaboration

Focusing on the development of employees’
creative skills, innovative thinking, and internal
entrepreneurship is a key condition for enhancing
the adaptability and innovation potential of an
enterprise. These elements contribute to the creation
of a dynamic environment capable of quickly
responding to changes, generating new solutions, and
ensuring sustainable competitiveness.

The conditions for forming an innovative and
creative environment include:

— an organizational culture that supports
initiative, tolerates mistakes, and encourages open
discussion of new ideas;

— motivational mechanisms that promote
innovative behavior, such as non-financial rewards,
recognition, and career development opportunities [9];

— continuous learning programs aimed at
developing creative competencies and project-based
thinking;

— implementation of idea generation tools,
including innovation incubators, internal hackathons,
and platforms for collecting employee initiatives;

— leadership that promotes the value of
innovation, creates a psychologically safe environment,
and supports experimentation.

Focusing on developing employees’ creativity
and internal entrepreneurship delivers a range of
practical outcomes for the enterprise. In particular, it
leads to increased innovation activity — more initiatives,
new developments, and internal improvements emerge.
As a result, internal reserves for change are formed,
reducing the company’s dependence on external
sources and intermediaries. Moreover, employee
engagement and loyalty increase, as employees feel
involved in the strategic development of the company.
Consequently, new business directions and internal
startups initiated by employees begin to emerge [10].

The development of innovative thinking,
creativity, and internal entrepreneurship is not only
an important HR strategy but also a factor of resilience
and long-term competitive advantage. The successful
enterprise of the future is not only an organization
with modern technologies but also an environment
where every employee is a bearer of ideas and an
agent of change [11].

As part of the conducted work, a conceptual
model of innovative human resource management
was developed. This model is based on the principles
of adaptability, proactive interaction, digital
transformation, and strategic alignment with the

Innovative approaches to human resource management as a strategy for enhancing enterprise
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organization’s business goals. The key components of
this model are presented in Fig. 2.

training and performance evaluation — while maintaining a
personalized approach to each employee.

W
Formation of an innovation-oriented and flexible corporate culture in
which employees act as initiators and active participants of internal
changes

N
Strategic digital transformation of HR. processes. which involves the
automation of core functions — from recruitment and onboarding to

Development of talent development systems based on continuous
B monitoring of company needs and changes in the labor market

r
]
]
I
I
|
I

and non-material incentives, such as opportunities for professional

, growth, recognition of achievements, and ensuring work-life balance

ey |
L' _

(Implemeutaiion of flexible motivation systems that combine material
|

Fig. 2. Key components of the conceptual model of innovative
human resource management

Source: author’s elaboration

The analysis involved the use of inductive-
deductive methods, comparative analysis, generalization
of scientific approaches to HR management, as well
as the case study method, which made it possible to
examine examples of successful implementation of
innovative HR solutions in both Ukrainian and
international companies.

The developed integrated approach to personnel
management takes into account the constant dynamics
of the external environment, the specifics of the internal
business processes of the enterprise, and the need for
the strategic orientation of HR activities toward
achieving long-term competitiveness. The presented
model can serve as a scientific basis for further applied
solutions in the field of human resource management
under conditions of uncertainty.

Conclusions

In the context of today’s challenges — global
competition, digital transformation, and an unstable
market environment — innovative approaches to human
resource management have become a key factor in
ensuring the sustainable competitiveness of enterprises.
The implementation of strategically oriented HR
management, based on process digitalization, the
development of creativity and internal
entrepreneurship, and the formation of an innovative

corporate culture, not only enhances the efficiency of
personnel management but also strengthens the
business’s adaptability to external changes.

This article demonstrates that the integration of
innovative HR practices into the overall enterprise
strategy provides a synergistic effect, contributes to
increased productivity and employee engagement, and
facilitates the development of a human capital capable
of generating and implementing strategically important
initiatives. The proposed model of innovative personnel
management can serve as a foundation for further
applied research and be utilized in the practice of
Ukrainian enterprises to strengthen their competitive
advantages.
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THHOBAIIVIHI MIIXOAW B YITPABJITHHI
JIOJACBbKUMU PECYPCAMMU AK CTPATEIIA
NIABUIIEHHSA KOHKYPEHTO3JATHOCTI
NIAIIPUEMCTBA

Kpainix 0. M., Cepeienxo T. I.

Y emammi o6rpynmoeano Heobxiowicmo IHHO8AUIUHUX
nioxodie 00 ynpaeniHHs A0O0CbKUMU PecypCcami K YUHHUKA Ni08u-
WeHH KOHKYPeHmMO30amHocmi niOnpueEMcmea 6 ymoeax uugpo-
6izauii, puHKo8oi HecmabirbHOCMI ma 3MIH Yy mMpyooeomy cepe-
dosuui. Memoro € hopmysannss modeai YnpaeainHa nepcoHanoM,
30amHoi 3abe3neyumu cmpameziuHy eHY4KiCmb, aKmMueizyeamu
A00ceKuil kKaniman i cnpusmu eHympiwHiv 3minam. Memodoao-
2is docnioxceHHs: 6A3YEMbC HA NOPIGHANbHOMY AHAAIZL, CUCHEM-
HOMY RIiOX00i, N02IYHOMY Y3G2aAbHeHHI Ma Kelc-ananizi npak-
muk nposionux komnawuii. Ha ocHosi y3aeanvHenHs HAYKOBUX
doicepen | 6UGHEHHS NPAKMUUHO020 00C8I0Y NPOGIOHUX VKPAIHCOKUX
ma 3apyOidcHUX KOMNAHIU 6U3HAYEHO KA408I MEHOeHUil 6 IHHO-
6auiliHux nioxodax 00 YNPAaeaiHHs AHOCbKUMU pecypcamil.
ObrpynmoeaHno ynpaeniHcvKi nepeeacu ma 6UKAUKU, ULO
BUHUKAIOMb Nepeod NIONPUEMCMBAMU, 8 KOHMEKCMI 6NPOBAOICEHHS
2i0pudHUx ma OucmaHuyiUHux mooenei 3aiuxamocmi. 3anpono-
Ho8aHa modens inmezpye yugpposy mpancgopmauiro HR-npouecis,
PO36UMOK [HHOBAUILIHO20 MUCAEHHS, (HOPMYBAHHA GHYMPIUHBORO
nionpuemHuymea ma 2Hy4koi kopnopamuenoi kyaomypu. Ilepeo-
0aueHo asmomMamus3ayio peKpymuHey, aoanmauii, OUiHIEaHHs
Il HABUAHHA 3 NePCOHIPIKOBAHUM NiOX000M 00 NPAUIBHUKIS.
Poskpumo easxcaugicme po3eumky Midc@yHKUIOHANbHUX KOMNe-
meHmuocmetl [ Npo6a0NCeHHS I[HIUIamMue, OpPIEHMOBAHUX HA
cmpameciune OHOBAEHHS. 3HAUHY Yeacy NpudineHo NOEOHAHHIO
yineil OizHecy 3 MOMUBAUIIHUMU OYIKYBAHHAMU NEPCOHANY WL -
XOM eHYYKux cucmem cmumynioganns. Haykoea HosusHna noaseae
y opmyeanni KomnaekcHoeo nioxody do HR-menedxcmenmy 3
VPAXYBAHHAM GNAUBY 308HIUIHbLOCO MA GHYMPIUHBO20 CepPedosu-
wa. Ilpakmuuna yinHicme — Yy MONCAUBOCMI 3ACMOCYBAHHA MO-
deai 6 OisinbHocmi nionpuemcme 045 3a0e3neveHHst CMIliKoi KOH-
KYpeHmHoi nepesaecu.

KniouoBi ciaoBa: ympaBiaiHHS  TepcOHaJloM,
KOHKYPEHTO3AaTHICTh MiAMPUEMCTBA, iHHOBALIiMHI IMiAXOAU,
uudpoBa TpaHchopMallisi, BHYTPillIHE MiANPUEMHUILTBO,
cTpaTeriyuHa THYYKiCTb, KaapOBUI MOTEHLIia.
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The article substantiates the need for innovative approaches
to human resource management as a key factor in enhancing
enterprise competitiveness under conditions of digitalization, market
instability, and changes in the labor environment. The aim is to
develop a personnel management model capable of ensuring
strategic flexibility, activating human capital, and promoting internal
transformation. The research methodology is based on comparative
analysis, a systems approach, logical generalization, and case
analysis of best practices from leading companies. Based on the
generalization of scientific sources and the study of practical
experience of leading Ukrainian and foreign companies, the key
trends in innovative approaches to human resource management
are identified. The managerial advantages and challenges faced
by enterprises in the context of implementing hybrid and remote
employment models are substantiated. The proposed model
integrates digital transformation of HR processes, development of
innovative thinking, formation of intrapreneurship, and a flexible
corporate culture. It includes automation of recruitment, adaptation,
evaluation, and training using a personalized approach to
employees. The importance of developing cross-functional
competencies and implementing initiatives aimed at strategic renewal
is highlighted. Particular attention is paid to aligning business
goals with employees’ motivational expectations through flexible
incentive systems. The scientific novelty lies in the development of
a comprehensive approach to HR management that considers both
external and internal factors. The practical value of the research
lies in the potential application of the proposed model in enterprise
operations to ensure sustainable competitive advantage.

Keywords: human resource management, enterprise
competitiveness, innovative approaches, digital transformation,
intrapreneurship, strategic flexibility, human potential.
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