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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.

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.

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
economic 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].
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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.

Company name Innovative HR technologies Description and results of implementation 

Nova Poshta 
HR analytics; Nova Talent digital 
platform 

Automated recruitment, evaluation, and 
development processes; enabled employees 
to manage their own career paths 

Kyivstar 
Use of artificial intelligence in 
recruitment; online platform 
Kyivstar Academy 

Optimized candidate selection processes; 
introduced personalized learning; enhanced 
employees’ digital competencies 

Rozetka 
Digital employee onboarding; 
gamification of training 

Developed a mobile app for effective 
onboarding; increased employee 
engagement through gamified learning 

ATB-Market 

Electronic motivation and 
evaluation systems; mobile HR 
apps 

Introduced individual development plans 
and continuous performance monitoring; 
improved employee engagement through 
flexible digital assessment and incentive 
tools 

 

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 

2 
Transformation of Employment 
Forms 

Active development of remote and hybrid work models in 
response to new market challenges and needs. 

3 
Personalized Learning and 
Development 

Use of analytical tools to individualize professional growth 
programs. 

4 
Integration of HR Strategy into 
Business Strategy 

Alignment of HR policies with the enterprise’s strategic 
objectives. 

5 
Formation of an Innovative 
Corporate Culture 

Fostering creativity, innovative thinking, and internal 
entrepreneurship among employees. 

 

Table 2
Examples of the implementation of innovative HR technologies in leading Ukrainian companies

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,
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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.

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.

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,

Table 3
Key directions of integration into the enterprise’s business strategy

No. Integration direction Brief description 

1 
Forecasting HR Needs Analysis of future changes in company activities to identify the 

competencies, knowledge, and skills needed for strategic 
development. 

2 
Building Corporate Culture Development of values and behavior models aligned with the 

company’s strategic priorities (innovation, adaptability, initiative) 

3 
HR Analytics for Strategic 
Decisions 

Use of analytical data to assess the impact of HR processes on 
business metrics and identify risk areas. 

4 
Involving HR in Strategic 
Planning 

Active participation of HR in strategy development, workforce 
planning, structural transformation, and change management. 

5 
KPI System Linked to Business 
Goals 

Development of performance indicators that directly reflect the 
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

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

Aspect Essence and significance for business 

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

Creative Skills (Soft 
Skills) 

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

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. 
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organization’s business goals. The key components of
this model are presented in Fig. 2.

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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examine examples of successful implementation of
innovative HR solutions in both Ukrainian and
international companies.
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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
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²ÍÍÎÂÀÖ²ÉÍ² Ï²ÄÕÎÄÈ Â ÓÏÐÀÂË²ÍÍ²
ËÞÄÑÜÊÈÌÈ ÐÅÑÓÐÑÀÌÈ ßÊ ÑÒÐÀÒÅÃ²ß
Ï²ÄÂÈÙÅÍÍß ÊÎÍÊÓÐÅÍÒÎÇÄÀÒÍÎÑÒ²
Ï²ÄÏÐÈªÌÑÒÂÀ

Êðàéí³ê Î. Ì., Ñåðã³ºíêî Ò. ².

Ó ñòàòò³ îá´ðóíòîâàíî íåîáõ³äí³ñòü ³ííîâàö³éíèõ
ï³äõîä³â äî óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè ÿê ÷èííèêà ï³äâè-
ùåííÿ êîíêóðåíòîçäàòíîñò³ ï³äïðèºìñòâà â óìîâàõ öèôðî-
â³çàö³¿, ðèíêîâî¿ íåñòàá³ëüíîñò³ òà çì³í ó òðóäîâîìó ñåðå-
äîâèù³. Ìåòîþ º ôîðìóâàííÿ ìîäåë³ óïðàâë³ííÿ ïåðñîíàëîì,
çäàòíî¿ çàáåçïå÷èòè ñòðàòåã³÷íó ãíó÷ê³ñòü, àêòèâ³çóâàòè
ëþäñüêèé êàï³òàë ³ ñïðèÿòè âíóòð³øí³ì çì³íàì. Ìåòîäîëî-
ã³ÿ äîñë³äæåííÿ áàçóºòüñÿ íà ïîð³âíÿëüíîìó àíàë³ç³, ñèñòåì-
íîìó ï³äõîä³, ëîã³÷íîìó óçàãàëüíåíí³ òà êåéñ-àíàë³ç³ ïðàê-
òèê ïðîâ³äíèõ êîìïàí³é. Íà îñíîâ³ óçàãàëüíåííÿ íàóêîâèõ
äæåðåë ³ âèâ÷åííÿ ïðàêòè÷íîãî äîñâ³äó ïðîâ³äíèõ óêðà¿íñüêèõ
òà çàðóá³æíèõ êîìïàí³é âèçíà÷åíî êëþ÷îâ³ òåíäåíö³¿ â ³ííî-
âàö³éíèõ ï³äõîäàõ äî óïðàâë³ííÿ ëþäñüêèìè ðåñóðñàìè.
Îá´ðóíòîâàíî óïðàâë³íñüê³ ïåðåâàãè òà âèêëèêè, ùî
âèíèêàþòü ïåðåä ï³äïðèºìñòâàìè, â êîíòåêñò³ âïðîâàäæåííÿ
ã³áðèäíèõ òà äèñòàíö³éíèõ ìîäåëåé çàéíÿòîñò³. Çàïðîïî-
íîâàíà ìîäåëü ³íòåãðóº öèôðîâó òðàíñôîðìàö³þ HR-ïðîöåñ³â,
ðîçâèòîê ³ííîâàö³éíîãî ìèñëåííÿ, ôîðìóâàííÿ âíóòð³øíüîãî
ï³äïðèºìíèöòâà òà ãíó÷êî¿ êîðïîðàòèâíî¿ êóëüòóðè. Ïåðåä-
áà÷åíî àâòîìàòèçàö³þ ðåêðóòèíãó, àäàïòàö³¿, îö³íþâàííÿ
é íàâ÷àííÿ ç ïåðñîí³ô³êîâàíèì ï³äõîäîì äî ïðàö³âíèê³â.
Ðîçêðèòî âàæëèâ³ñòü ðîçâèòêó ì³æôóíêö³îíàëüíèõ êîìïå-
òåíòíîñòåé ³ âïðîâàäæåííÿ ³í³ö³àòèâ, îð³ºíòîâàíèõ íà
ñòðàòåã³÷íå îíîâëåííÿ. Çíà÷íó óâàãó ïðèä³ëåíî ïîºäíàííþ
ö³ëåé á³çíåñó ç ìîòèâàö³éíèìè î÷³êóâàííÿìè ïåðñîíàëó øëÿ-
õîì ãíó÷êèõ ñèñòåì ñòèìóëþâàííÿ. Íàóêîâà íîâèçíà ïîëÿãàº
ó ôîðìóâàíí³ êîìïëåêñíîãî ï³äõîäó äî HR-ìåíåäæìåíòó ç
óðàõóâàííÿì âïëèâó çîâí³øíüîãî òà âíóòð³øíüîãî ñåðåäîâè-
ùà. Ïðàêòè÷íà ö³íí³ñòü – ó ìîæëèâîñò³ çàñòîñóâàííÿ ìî-
äåë³ â ä³ÿëüíîñò³ ï³äïðèºìñòâ äëÿ çàáåçïå÷åííÿ ñò³éêî¿ êîí-
êóðåíòíî¿ ïåðåâàãè.

Êëþ÷îâ³ ñëîâà: óïðàâë³ííÿ ïåðñîíàëîì,
êîíêóðåíòîçäàòí³ñòü ï³äïðèºìñòâà, ³ííîâàö³éí³ ï³äõîäè,
öèôðîâà òðàíñôîðìàö³ÿ, âíóòð³øíº ï³äïðèºìíèöòâî,
ñòðàòåã³÷íà ãíó÷ê³ñòü, êàäðîâèé ïîòåíö³àë.
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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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