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ADAPTIVE MODELS FOR FORMING A WORKFORCE IN
CONDITIONS OF ECONOMIC TURBULENCE
Andrii Gryshchenko, Olena Bezpalko

National University of Food Technologies, Kyiv, Ukraine

Modern economic processes are characterized by a high level of instability
caused by the impact of military actions, inflationary fluctuations, a decline in the
purchasing power of the population, disruption of logistics chains, and personnel
imbalances. In conditions of growing crisis phenomena, the effectiveness of an
enterprise's activities largely depends on the ability of its staff to adapt to new
challenges while maintaining stability and productivity. The formation of a work
team based on adaptive models becomes a key factor in increasing the resilience of
an organization.

The adaptive model of personnel management is based on the principles of
flexibility, decentralization, innovation, and the development of the internal
potential of employees. Such teams function as network systems with a high level
of self-regulation, horizontal interaction, and knowledge exchange.

The theoretical foundations of adaptive workforce development are [1]:

e a systematic approach that takes into account the interconnection
between HR processes and the overall strategy of the enterprise;

e an innovation and competency-based approach that involves the

development of flexible competencies, learning ability, and adaptability;
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e a social and behavioral approach focused on creating an environment of
psychological safety and supporting collective potential.

Key elements of the adaptive model include flexible personnel
administration, adaptive leadership, digitization of HR processes, and a corporate
culture of flexibility.

Flexible personnel planning is the basis of adaptive personnel management,
as it allows the company to respond quickly to changes in the external
environment. In crisis or unstable conditions, traditional approaches to staffing
based on long-term contracts and stable staffing levels lose their effectiveness.
Instead, temporary and project-based forms of employment, hybrid working
models (a combination of offline and remote formats), and internal staff mobility
are being introduced, allowing for the optimal use of human resources, avoiding
excess costs, and maintaining a balance between production needs and employee
capabilities.

At the heart of the adaptive model of workforce formation is the special role
of the manager — a leader-facilitator capable of guiding the team through periods of
uncertainty. Unlike the traditional administrative style, adaptive leadership
involves not only control, but above all coordination, motivation, and development
of employee potential. Such a manager creates an atmosphere of trust and openness
to feedback, promotes team cohesion and readiness for change. Another important
aspect is the emotional competence of the leader — the ability to recognize the state
of the team, maintain psychological stability, and inspire a common goal even in
crisis conditions.

The digitalization of HR processes is a powerful tool for increasing the
adaptability of the workforce. The use of People Analytics technologies allows for
deeper analysis of HR data, forecasting of staff turnover risks, assessment of
employee satisfaction levels, and identification of training needs. The integration
of artificial intelligence into recruitment processes improves the quality of
personnel selection, while e-learning creates opportunities for continuous

professional development regardless of location or external circumstances.
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Together, these tools form a flexible digital HR management ecosystem that
ensures a rapid response to changes in the environment.

A corporate culture of flexibility is the foundation that determines employee
behavior patterns and values during change. Its essence lies in creating an
environment that values openness, innovation, continuous learning, mutual
support, and social responsibility. Such a culture promotes employee initiative,
increases trust between team members, and encourages a willingness to adapt.
Companies that purposefully develop a culture of flexibility tend to demonstrate
higher levels of resilience, as employees feel committed to a common goal and
understand the importance of their contribution to the stability of the organization.

PJSC MHP is one of the most successful examples of implementing adaptive
personnel management models in conditions of economic and social turbulence.
The company has formed a comprehensive system for the development of its
workforce based on the principles of flexibility, self-development, and mutual
support. A key element of this system is the Resilience Leadership program, which
aims to develop adaptive leadership skills, emotional resilience, and effective
communication with teams during crises among middle and senior managers [2].

Thanks to this program, MHP is developing a culture of mutual respect,
trust, and partnership between management and employees. The company actively
uses training in soft skills development, coaching practices, and mentoring
programs. Particular attention is paid to creating a psychologically safe
environment where employees can openly express their opinions, propose
innovative solutions, and participate in the decision-making process.

Adaptive models of workforce formation ensure the company's effective
response to external changes, preservation of human potential, and increased
competitiveness. To implement them, it is necessary to introduce continuous
learning systems, develop partnership-oriented leadership, and digitize HR
processes. Thus, an adaptive workforce becomes the foundation for sustainable

enterprise development in times of economic turbulence.
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THE EXPERIENCE OF DIGITALIZATION OF BUSINESS PROCESSES
IN HR AT WELL-KNOWN FOREIGN COMPANIES

Andrii Istomin

National University of Food Technologies, Kyiv, Ukraine

The digitalization of HR processes, or HR Digital Transformation, has
radically changed approaches to personnel management in leading global
companies. This is no longer just the automation of routine tasks, but a complete
transformation of HR's role from administrative to strategic. Through the use of
Big Data, artificial intelligence (Al), cloud technologies, and analytical platforms,
HR departments have gained the ability to make informed decisions, increase
efficiency, and shape a personalized experience for employees [1-4]. Google's
analytics instead of intuition is a striking example of how the People Analytics
approach allows for the analysis of all stages of the employee lifecycle, namely:
from recruitment to development. The "Project Oxygen" and "Project Aristotle"
projects showed that the effectiveness of managers and teams can be measured.
The first study helped identify the key traits of successful leaders, while the second
proved that team productivity depends on the "psychological safety" of the team
members. All conclusions were based on digital analytics. Microsoft's digital
employee experience, which created its own ecosystem for employees — the
Microsoft Viva platform, integrated into Teams. It combines communication,

learning, well-being analytics, and knowledge.
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