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INNOVATIVE MECHANISMS FOR MANAGING ENTERPRISE PERSONNEL 
IN  THE CONTEXT OF ENTROPY AND DIGITALISATION OF PROCESSES

Purpose. To develop a comprehensive effectiveness indicator for innovative personnel management mechanisms 
of Ukrainian enterprises in conditions of organisational entropy and digitalisation.

Methodology. The study used the coefficient analysis method and methods such as quantitative and graphical 
analysis, graphical representation tools, and a comparative study of classical and innovative personnel management 
mechanisms.

Findings. The work ranks personnel management mechanisms using a developed indicator that allows determining 
the effectiveness of enterprises in counteracting organisational entropy under the influence of digitalisation. This rank-
ing is based on a proprietary integrated coefficient founded on a comparative analysis of traditional hiring and the EOR 
model, incorporating innovative staff retention mechanisms. Promising directions for research have been identified for 
the creation of an effective human resource management system based on the widespread introduction of digital tools.

Originality. It has been found that there is no single indicator in global practice that would fully determine the ef-
fectiveness of enterprises in conditions of organisational entropy under the influence of digitalisation of personnel 
management. We propose our own integrated coefficient based on a comparative analysis of traditional hiring and the 
EOR model and innovative staff retention mechanisms in 2026, based on a set of indicators of time savings, risk re-
duction and impact on staff retention.

Practical value. Research into aspects of the successful implementation of innovative personnel management 
mechanisms by leading enterprises identified through the integrated coefficient will allow their experience to be ex-
tended to other organisations. This will facilitate the creation of effective human resource management systems in the 
process of ensuring their own development.

Keywords: innovative personnel management mechanisms, organisational entropy, digitalisation, digital transforma-
tion of HR

Introduction. Ukrainian enterprises are facing an un-
precedented human capital crisis: the workforce has 
shrunk by 15 % compared to 2021, over 1 million people 
have been mobilised, and 1.6 million skilled profession-
als have emigrated abroad. At the same time, the unem-
ployment rate has reached 18.4 %, which is paradoxi-
cally combined with an acute shortage of personnel: 
more than 60 % of enterprises report a shortage of qual-
ified specialists. Traditional approaches to human re-
source management, developed in peacetime, have 
proved incapable of ensuring the continuity of organisa-
tions’ activities in the context of large-scale demograph-
ic losses, military mobilisation and accelerated digital 
transformation. The question arises: how can innovative 
human resource management mechanisms counteract 
growing organisational entropy and how can their com-
parative effectiveness be assessed? The aim of the study 
is to develop recommendations for determining the im-
pact of innovative human resource management mech-
anisms on supporting the smooth operation of Ukraini-
an enterprises in conditions of organisational entropy 
and digitalisation of processes using the analysis of ex-
isting indicators of the level of digital transformation, 

conducting analytical research and forming a compre-
hensive indicator of the effectiveness of human resource 
management mechanisms based on the results obtained. 
The study puts forward the hypothesis that an integrated 
human resource management ecosystem, combining 
digitalisation, flexible hiring models and adaptive mech-
anisms for compliance with military requirements, plays 
a decisive role in ensuring workforce stability in the con-
text of wartime staffing challenges. The study proposes 
an integrated rating coefficient to assess the effectiveness 
of enterprises in countering organisational entropy un-
der the influence of the digitalisation of personnel man-
agement, highlighting leading companies that have suc-
cessfully implemented a combination of digital HR plat-
forms, EOR services and military reserve mechanisms. 
Identifying leading enterprises using the proposed indi-
cator helps to highlight future research directions for 
building effective personnel management mechanisms. 
Such systems must be adapted to the unique challenges 
of the Ukrainian labour market and aligned with nation-
al security and economic recovery priorities.

Research into the functioning of modern personnel 
management mechanisms, the search for ways to im-
prove them in conditions of high organisational entropy, 
and the modelling of the further evolution of personnel 
management mechanisms are increasingly becoming the 
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subject of scientific interest among researchers from var-
ious fields of science around the world. The growing in-
terest in innovative HR mechanisms on the part of scien-
tists and practitioners is explained by the increasing 
criticality of this management function in the context of 
unprecedented personnel challenges caused by military 
conflict, mass emigration and the demographic crisis in 
2024‒2026. The search for the optimal form of organ-
isation of personnel management systems and the imple-
mentation of the most effective tools to ensure workforce 
stability must be based on the principles of adaptability 
and digitalisation and must correspond to the extreme 
conditions of the modern labour market in Ukraine.

Today, Ukrainian enterprises facing unprecedented 
labour market transformation are making significant ef-
forts to implement the principles of creating a modern 
human resource management model based on a combi-
nation of digital technologies, flexible hiring models and 
mechanisms for complying with military requirements. 
The main resource of this system is the ability to quickly 
adapt to changes in staff availability and maintain busi-
ness continuity despite large-scale disruptions in the la-
bour market. Innovative personnel management mech-
anisms serve as a tool to counteract organisational en-
tropy and restore organisational order in conditions of 
extreme uncertainty. Thus, the adaptation of personnel 
management systems as the main mechanism for ensur-
ing workforce stability to meet the needs of enterprises 
in wartime should provide the potential for survival and 
possible prosperity in extreme conditions, which is criti-
cally important for the Ukrainian economy in the period 
2024‒2026.

Literature review. When discussing innovative per-
sonnel management mechanisms, the main focus is on 
their transformative impact on the organisational effec-
tiveness of enterprises in the context of digitalisation, 
promoting adaptability to the challenges of exogenous 
factors and increasing workforce stability despite un-
precedented personnel challenges. Innovative personnel 
management mechanisms are also seen as a model that 
minimises organisational entropy and dependence on 
traditional routine HR practices by focusing on digital 
technologies, flexible hiring models, and data-driven 
decision-making. Leading researchers in the field of hu-
man resource management, Lyshenko M. and Proko-
penko K. [1], have highlighted current trends and the 
specifics of the digital transformation of HR processes in 
terms of modernising organisational functioning. They 
identified the basic innovative tools and mechanisms 
used in the digital HR space, including talent manage-
ment systems, electronic recruitment platforms, HR 
analytics, the use of AI technologies, and automated 
employee support systems. At the same time, the digiti-
sation of HR management ensures the increase in the 
effectiveness of management functions, the rationalisa-
tion of procedures for attracting, integrating, profes-
sional growth and retention of employees in conditions 
of significant organisational turbulence. The conceptual 
foundations of the innovative evolution of an organisa-
tion in the context of digital transformation of manage-
ment in the works by Lisovska L. and Hladkyi O. [2] are 
not limited to technical modernisation. However, it is 
an integral part of a new form of business process organ-
isation, which involves the use of more productive busi-

ness technologies, the optimisation of production pro-
cesses and the qualitative transformation of the business 
paradigm of an individual enterprise. Innovative per-
sonnel management mechanisms can be understood in 
different ways. They are both abstract and concrete, rep-
resenting a concept and a process that is shaped by or-
ganisational practices and, in turn, shapes them. They 
cover both technological and organisational elements, 
are both strategic and operational, theoretically ground-
ed in academic circles and tested in practice by Ukrai-
nian enterprises in wartime conditions. Litorovych O. 
[3] substantiated the position that the digitalisation of 
human resource management enabled organisations to 
apply information technologies in a way that provided 
them with unique competitive positions, in particular 
through the automation of standardised procedures and 
the optimisation of human resource decision-making 
processes. Therefore, it was expected that these innova-
tive mechanisms would lead to the transformation of 
organisational structures both within and between en-
terprises, as well as to a profound transformation of ap-
proaches to human resource management, as more and 
more enterprises switch to digital HR platforms, imple-
ment talent management systems or use EOR services to 
ensure workforce flexibility. Innovative HR manage-
ment mechanisms, characterised by digitalisation and 
the use of specialised technologies, remain limited to a 
certain segment of enterprises, which contributes to the 
deepening of the digital divide between large corpora-
tions and SMEs. In his research, Zastavnyi M. [4] found 
that digital technologies play and will continue to play a 
key role in changing HR functions, from recruitment to 
employee retention. Although traditional personnel 
management methods are no longer effective in condi-
tions of organisational entropy, the creation of a more 
inclusive and widespread ecosystem of digital personnel 
management remains a challenge even for the largest 
Ukrainian enterprises [4, 5]. Based on the research led 
by Kryshtal H. [5] on the characteristics of corporate 
HR policies in the context of digitalisation, a framework 
for promoting effective HR management can be out-
lined, focusing on five key areas: 1) digital workforce: 
managers must clearly communicate the value of imple-
menting digital technologies in the organisation, ensur-
ing the integration of these tools into everyday HR pro-
cesses; 2) digital workplace: teams must understand the 
opportunities offered by digitalisation for creating flexi-
ble organisational structures and remote working ar-
rangements; 3) communication and coordination: regu-
lar, open communication through digital channels is vi-
tal for aligning team members with the organisation’s 
goals in highly unstable conditions; 4) digital HR: or-
ganisations must develop and maintain digital HR man-
agement platforms that can automate processes, facili-
tate analytics, and help foster a culture of data-driven 
decision-making; 5) adaptability: leaders must apply 
flexible approaches to HR management to strengthen 
organisational resilience and motivate team members in 
the face of extraordinary external factors. The prevailing 
view on innovative HR management mechanisms, based 
on the works by Shalenyi V., et al. [6], includes three key 
aspects. First, they argue that innovative personnel 
management differs from classical methods because it 
focuses on the digitalisation of processes that can be 
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scaled without additional resources. This scalability al-
lows for increased personnel management efficiency, 
which is necessary for sustained productivity and conti-
nuity of operations in conditions of organisational en-
tropy. Secondly, the researchers emphasise the role of 
personnel development strategies and the impact of 
digitalisation on HR management technologies. Al-
though digital technologies may be widely available, 
their effective implementation requires a strategic ap-
proach that creates opportunities for building competi-
tive advantages and adapting to transformations in the 
exogenous environment. Thirdly, the authors present 
their theory in such a way that it fits into the context of 
digital business transformation. By integrating innova-
tive HR technologies into the overall development strat-
egy of the enterprise, they include personnel manage-
ment in the existing digitalisation structure, which al-
lows new concepts to be incorporated without disrupt-
ing established business processes. In the current condi-
tions of organisational entropy, innovative personnel 
management mechanisms have become a critical factor 
for the survival of Ukrainian enterprises. As Kustrich L. 
[7] notes, in order for an organisation to remain com-
petitive in conditions of global turbulence, it needs to 
focus on implementing, adapting and improving the lat-
est approaches to human resource management, as this 
is necessary to maintain workforce stability in a com-
petitive and unstable environment. The main idea is that 
an emphasis on innovative mechanisms increases the 
adaptability of an enterprise and contributes to its sus-
tainable development despite unprecedented challeng-
es. Some researchers, including Pavlova V., et al. [8], are 
focusing on studying the latest human resource man-
agement technologies in the context of global turbu-
lence. In particular, the concept of innovative technolo-
gies is mostly associated with the use of talent manage-
ment systems, HR analytics and automated platforms 
based on AI technologies to increase the effectiveness of 
HR processes. According to the results of their scientific 
research, it has been found that a significant proportion 
of domestic organisations are working to implement in-
novative personnel management technologies, but the 
degree of use of such technologies remains unsatisfac-
tory, especially in the small and medium-sized business 
segment. Oben D. N., et al. [9] explored how structured 
organisational governance frameworks shape employee 
performance and retention outcomes in conditions of 
institutional turbulence. Their research demonstrates 
that well-designed management mechanisms ‒ ground-
ed in systematic knowledge utilisation and leadership 
accountability – generate sustained improvements in 
workforce engagement and reduce voluntary attrition. 
The study confirms that a strategic rather than ad hoc 
approach to implementing management innovations is 
decisive for achieving long-term gains in human capital 
effectiveness, a finding directly relevant to Ukrainian 
enterprises operating under conditions of high organisa-
tional entropy.

Roshchyk I., et al. [10] approached personnel man-
agement from the perspective of structural labour mar-
ket transformations, arguing that organisations must 
proactively reshape their human resource strategies in 
response to acute demographic shifts. The authors con-
tend that building a forward-looking digital environment 

within HR systems ‒ rather than relying on classical ad-
ministrative methods ‒ allows enterprises to strengthen 
the productive contribution of their workforce and gen-
erate synergies between human capital and technology. 
The research simultaneously acknowledges the inherent 
tensions of this transition, including data security vul-
nerabilities, the uneven pace of digital adoption, and the 
cultural inertia that compounds organisational entropy 
during periods of rapid structural change. In our opin-
ion, these definitions are accurate and well-founded. 
However, it should be noted that certain limitations are 
inherent in this field of research. When discussing inno-
vative human resource management mechanisms, it is 
important to take into account the specific context of the 
Ukrainian labour market under martial law, namely or-
ganisational entropy caused by military mobilisation, 
emigration and demographic crisis, and how human re-
source management systems should be organised to 
counter these unprecedented challenges. The aim of the 
study is to develop recommendations for determining the 
impact of innovative personnel management mecha-
nisms on supporting the smooth operation of Ukrainian 
enterprises in conditions of organisational entropy and 
digitalisation of processes using analysis of existing indi-
cators of the level of digital transformation, conducting 
analytical research and forming a comprehensive indica-
tor of the effectiveness of personnel management mech-
anisms based on the results obtained.

Methodology. The methodological basis of the study 
is based on an integrated approach that synthesises 
qualitative and quantitative methods for studying the 
impact of innovative personnel management mecha-
nisms on counteracting organisational entropy in war-
time during the period 2024–2026.

The theoretical review covers the systematisation of 
scientific works in four areas: digital transformation of 
HR processes, organisational entropy in crisis condi-
tions, flexible hiring models, and wartime personnel re-
tention strategies. A critical analysis of domestic publi-
cations in Google Scholar databases, official reports of 
the National Bank of Ukraine, the European Commis-
sion, international organisations (OECD, CSIS) and 
industry analytical materials was carried out, which 
made it possible to identify the absence of a single indi-
cator of enterprise efficiency in conditions of organisa-
tional entropy under the influence of digitalisation of 
personnel management.

Content analysis of innovative personnel manage-
ment mechanisms was carried out according to seven 
components: digital HR platforms, AI recruiting sys-
tems, EOR services, military reserving, competitive 
benefit packages, tripartite partnerships, and military 
platforms. A set of metrics was defined for each mecha-
nism: implementation time, investment volume, entro-
py reduction, staff retention, ROI, and applicability. 
The information base consisted of official labour market 
statistics, European Commission reports, analytical 
materials from EOR service providers, legal reviews, and 
industry studies.

Research results. Innovative personnel management 
mechanisms at Ukrainian enterprises are adaptive strat-
egies and technologies for personnel management that 
are developed to address the unprecedented personnel 
challenges of wartime. These mechanisms include digi-
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tal transformation initiatives, remote personnel man-
agement systems, talent retention programmes, and 
adaptive organisational configurations that enable com-
panies to ensure business continuity despite serious tur-
bulence in the labour market. In the context of domestic 
enterprises, these innovations have transformed from 
competitive advantages into critically needed survival 
tools, as traditional HR practices are proving ineffective 
in coordinating distributed teams, addressing the critical 
problem of a shortage of skilled workers, and overcom-
ing the challenges associated with employment under 
martial law. The need to implement such mechanisms 
has significantly accelerated the processes of digitalisa-
tion in all sectors of the economy, catalysing enterprises 
to rapidly modernise their personnel systems and imple-
ment modern approaches to workforce planning and 
employee engagement.

To understand the depth of the challenges facing 
Ukrainian enterprises, it is necessary to refer to the 
concept of organisational entropy, which has become a 
critical characteristic of modern human resource man-
agement systems. Entropy in an organisational context 
means the degree of disorder, unpredictability and in-
stability in human resource management systems, 
which manifests itself in high staff turnover, disruption 
of communication channels, fragmentation of team 
structures and a decline in organisational cohesion. At 
Ukrainian enterprises, entropy has reached a critical 
level due to factors caused by the war, including mass 
emigration, military mobilisation, damage to infra-
structure, and psychological stress, which affects pro-
ductivity and employee retention. The response to these 
destructive processes has been digitalisation, which 
serves as a countermeasure to entropy by introducing 
systematic, data-driven approaches to human resource 
management through automated recruitment systems, 
remote collaboration tools, performance analytics, and 
digital communication systems that restore organisa-
tional order and predictability. The integration of digi-
tal HR technologies allows Ukrainian companies to 
maintain workforce stability, remotely monitor em-
ployee engagement, and implement consistent manage-
ment practices in distributed teams, effectively reducing 
organisational entropy during periods of extreme exter-
nal factors [11].

The relevance of studying innovative personnel 
management mechanisms in 2024‒2026 stems from the 
unprecedented transformation of the labour market in 
Ukraine, marked by a reduction in labour resources to 
approximately 5.3 million workers, which is 15 % less 
than in 2021, and an unemployment rate of 18.4 %, 
which paradoxically coexists with an acute shortage of 
skilled labour. Military mobilisation has removed more 
than 1 million military personnel from the civilian 
workforce, and about 1.6 million Ukrainians of working 
age have emigrated, creating a demographic crisis that 
fundamentally challenges traditional approaches to hu-
man resource management. These statistics reflect not 
only quantitative changes in the workforce, but also 
qualitative shifts in the dynamics of the labour market, 
where more than 60 % of enterprises report a shortage of 
skilled personnel, despite significant unemployment, 
indicating a substantial imbalance in qualifications and 
regional disparities that require innovative management 
solutions. The period 2024‒2026 is critical, when 
Ukrainian enterprises must either successfully adapt 
their human resource management systems or face op-
erational collapse, making this time frame important for 
understanding how organisations can use innovation to 
survive and possibly thrive in extreme conditions [12].

To clearly demonstrate the scale of the labour market 
transformation, Fig. 1 systematises the key indicators of 
labour force dynamics in Ukraine for 2021‒2026.

The data in Fig. 1 clearly illustrates the unprecedent-
ed crisis in human capital: the simultaneous reduction 
of the workforce by 900,000 people, the withdrawal of a 
million workers due to mobilisation and the emigration 
of 1.6 million specialists create a perfect storm for or-
ganisational entropy, requiring a fundamental review of 
classical approaches to human resource management.

Analysing specific manifestations of organisational 
entropy, we should note that the instability of the work-
force caused by the war is the main factor disrupting the 
work of Ukrainian enterprises, manifesting itself in the 
unpredictable availability of employees, fragmented 
team structures and disruption of business continuity. 
The prolonged conflict has created an unstable employ-
ment environment in which enterprises cannot rely on 
traditional workforce planning models, as employees 
face displacement, infrastructure damage, and security 

Fig. 1. Indicators of the Ukrainian labour market in 2021‒2026
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issues that force them to suddenly resign or be absent 
from work for long periods of time. This instability goes 
beyond individual resignations and affects entire organ-
isational ecosystems, where the loss of key personnel 
creates a ripple effect across all departments, disrupting 
knowledge transfer, project timelines and corporate 
knowledge. The unpredictability of war-related disrup-
tions means that organisations are forced to constantly 
adjust their HR strategies, often with minimal notice, 
creating a state of constant organisational change that 
undermines classic management concepts [13].

Adding to these problems is the massive impact of 
military mobilisation, which has affected more than 1 
million military personnel and caused large-scale de-
mographic changes that are radically altering the com-
position and availability of the civilian workforce. This 
mobilisation disproportionately affects male-dominated 
industries and skilled technical positions, forcing com-
panies to rapidly restructure their workforce and operat-
ing models to compensate for the sudden absence of 
experienced personnel. The impact goes beyond the im-
mediate shortage of personnel and includes the loss of 
specialised knowledge, leadership skills and mentoring 
relationships that are critical to the stability and growth 
of an organisation. Companies are now forced to oper-
ate with significantly reduced human capital while 
adapting to a new demographic situation in the labour 
market, which often requires large-scale retraining and 
organisational restructuring programmes to maintain 
productivity levels.

The situation is further complicated by the brain 
drain, as Ukraine ranks seventh in the world in terms of 
emigration of skilled professionals, with a brain drain 
and human resource outflow index of 8.4 as of 2024. 
The emigration of approximately 5,000 scientists after 
2022, as well as 20 % of scientists and researchers, has 
created knowledge gaps that extend far beyond individ-
ual organisations and affect entire industries and inno-
vation potential. This outflow of human capital particu-
larly affects high-value sectors such as technology, fi-
nance and research, where Ukrainian companies are 
losing not only current employees but also future inno-
vation potential and competitive advantages. The brain 
drain phenomenon creates a vicious circle in which re-
maining employees witness the departure of colleagues 
and mentors, potentially accelerating their own deci-
sions to emigrate and further destabilising organisation-
al structures [14].

All these entropy factors together create specific 
challenges in human resource management that require 
innovative approaches that are radically different from 
peacetime human resource management strategies. Tra-
ditional methods of retaining staff prove ineffective 
when employees face existential security and survival is-
sues, requiring the development of crisis management 
mechanisms capable of functioning effectively in condi-
tions of extreme unpredictability. Organisations must 
implement adaptive human resource management strat-
egies capable of responding quickly to fluctuations in 
the availability of human resources, including cross-
training programmes, flexible role definitions and dis-
tributed leadership models that prevent single points of 
failure. The combination of workforce instability, mo-
bilisation pressure and the outflow of skilled personnel 

requires Ukrainian enterprises to develop resilient or-
ganisational structures capable of sustaining operations 
despite constant staffing disruptions, which requires in-
vestment in digital infrastructure, knowledge manage-
ment systems, and adaptive leadership capable of oper-
ating effectively in conditions of high entropy.

The response to these multifaceted challenges was 
the large-scale digitisation of public administration as 
part of the Plan for Ukraine, which provides for a com-
prehensive transformation of human resource manage-
ment using the Human Resource Management Infor-
mation System (HRMIS), created with the aim of trans-
forming HR processes in all ministerial structures and 
central executive bodies by the first quarter of 2026. This 
system covers approximately 52,000 positions and is syn-
chronised with larger-scale public service reforms, in 
particular the reform of remuneration based on job clas-
sification and the restoration of the functioning of the 
Unified Portal of Civil Service Vacancies (career.gov.ua). 
The implementation of HRMIS is in line with OECD 
SIGMA principles and is part of the Ukraine Fund’s 
support programme aimed at replacing traditional pa-
per-based systems with digital solutions that enhance the 
capacity and efficiency of public administration. This 
digital infrastructure creates a foundation for systematic 
human resource management that can be adapted and 
scaled for use in the private sector, providing a model for 
how Ukrainian organisations can use technology to solve 
workforce challenges [15].

In developing a digital HR management ecosystem, 
merit-based recruitment technologies have become an 
important tool for Ukrainian companies seeking to ad-
dress labour market mismatches caused by a war-in-
duced shortage of skilled workers and, paradoxically, 
high unemployment. These digital solutions include 
candidate tracking systems and AI-based selection plat-
forms that increase hiring efficiency by automatically 
matching candidates’ qualifications to job requirements, 
reducing hiring time and improving selection quality. 
This technology promotes inclusiveness through non-
discriminatory algorithms and gender equality mea-
sures, ensuring fair competition and equal opportunities 
for different groups of candidates. The implementation 
of these merit-based systems in the private sector is in 
line with EU recommendations on social cohesion and 
supports broader workforce development initiatives, en-
abling companies to more effectively identify and hire 
qualified personnel despite turbulent labour market 
conditions.

Apps for recruiting military personnel, such as Re-
serve+ and Impulse, have been a particularly interesting 
source of innovation, demonstrating innovative ap-
proaches to tracking and managing personnel and offer-
ing valuable ideas for adaptation by the private sector. 
The Reserve+ platform has an advanced job matching 
feature that assesses users’ skills through testing and con-
nects them to over 4,000 available jobs using a swipe-
based interface that has generated 100,000 responses and 
processed 200,000 electronic medical referrals among 
4.5 million users. The Impulse system provides real-time 
digital tracking technology for personnel, giving com-
manders instant access to military personnel data, in-
cluding task history for paperless orders and reports, ini-
tially deployed in the airborne forces and expanding to 
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the ground forces. These military applications demon-
strate how digital platforms can optimise employee 
tracking, skills assessment and task allocation processes, 
providing templates that private companies can adapt to 
manage civilian workforces, particularly in managing 
distributed teams and tracking employee capabilities 
during periods of organisational instability [16].

An important component of the evolution of digital 
HR management is people-centric digital measures that 
emphasize inclusivity and efficiency through user-
friendly interfaces and accessibility features that meet 
the diverse needs of staff. These measures include mul-
tilingual support systems, mobile-optimised platforms 
that provide access from different devices and locations, 
and adaptive interfaces that can be customised to suit 
different user abilities and preferences. Digital HR sys-
tems increasingly include feedback mechanisms, em-
ployee self-service portals, and transparent communica-
tion channels that empower employees to become deep-
ly involved in their career development and organisa-
tional processes. A focus on human-centred design en-
sures that digitalisation enhances rather than compli-
cates the employee experience, helping to retain and 
engage staff while providing organisations with the data 
and insights they need to make informed HR decisions 
in rapidly changing business environments.

In parallel with the development of digital technolo-
gies, the Employer of Record (EOR) service model rep-
resents a transformational approach for Ukrainian com-
panies seeking to rapidly expand their workforce with-
out the complexities associated with establishing local 
legal entities. EOR service providers act as the official 
legal employer, assuming full responsibility for ensuring 
compliance with labour legislation, concluding employ-
ment contracts and fulfilling regulatory obligations in 
accordance with Ukraine’s strict Labour Code, while 
allowing client companies to retain operational control 
over their personnel. This model removes traditional 
barriers to hiring, including months of paperwork, legal 
entity registration processes, and ongoing administra-
tive burdens that can delay important staffing decisions 
during periods of labour instability. By using EOR ser-
vices, Ukrainian companies can hire employees within a 
few days or two weeks, rather than months, providing 
the flexibility needed to respond quickly to market op-
portunities and staffing needs in today’s challenging la-
bour market conditions.

In addition to speeding up the hiring process and re-
ducing administrative risks, EOR services ensure full 
compliance with Ukraine’s complex payroll, taxation, 
and labour law requirements. The strategic importance 
of EOR services lies in their ability to provide workforce 
flexibility and scalability, which directly address the en-

tropy issues plaguing Ukrainian businesses by offering 
solutions to the severe labour shortage that has reduced 
the working-age population by more than a quarter com-
pared to the pre-war period. As enterprises cite staffing as 
the main constraint to growth and a catastrophic short-
age of technical skills limits GDP growth to around 2 %, 
EOR services enable teams to be scaled quickly to rap-
idly attract available talent. This model supports flexible 
forms of work organisation, including part-time, proj-
ect-based and remote work, which is in line with current 
market trends driven by burnout and demographic loss-
es. EOR service providers can facilitate the hiring of em-
ployees in different regions and internationally, helping 
companies access a wider talent pool, including the sig-
nificant Ukrainian diaspora, while fully complying with 
local employment and tax laws [17].

To clearly demonstrate the competitive advantages 
of the EOR model over traditional approaches to re-
cruitment, Table 1 presents a comparative analysis of 
key components of human resource management in 
terms of implementation time, administrative burden 
and operational efficiency in the context of the current 
challenges of the Ukrainian labour market.

The data in Table 1 convincingly demonstrates the 
transformational potential of the EOR model: savings of 
2‒6 months in setting up legal infrastructure, full auto-
mation of monthly payroll processing, and guaranteed 
compliance with legislation create critical competitive 
advantages for companies operating in conditions of 
high organisational entropy. Particularly significant is 
the reduction in the time required to draw up employ-
ment contracts from several weeks to several days, which 
allows companies to respond quickly to unpredictable 
changes in staff availability caused by military mobilisa-
tion, emigration or other factors of labour instability. 
The reallocation of internal HR resources from routine 
administrative tasks to strategic initiatives for talent re-
tention and organisational culture development creates 
additional value that goes beyond direct time and cost 
savings.

EOR services are particularly valuable in 2026, as 
companies face increased regulatory scrutiny and must 
adapt to new requirements such as UKR status exten-
sions and wage parity provisions. The scalability of EOR 
solutions allows companies to quickly expand or reduce 
their workforce in response to market conditions, sup-
porting both development initiatives and crisis manage-
ment strategies. By removing the administrative burden 
and compliance risks associated with direct employ-
ment, EOR services allow Ukrainian companies to fo-
cus on their core business while maintaining the work-
force flexibility necessary to survive and grow in today’s 
challenging economic environment [18].

Table 1
Comparison of traditional hiring and the EOR (Employer of Record) model1

EOR Service Component Traditional Hiring EOR Model Time Savings/Advantages
Creation of a legal entity 2–6 months Not required Savings of 2–6 months
Employment contracts Internal legal team Handled by EOR Savings of 1–2 weeks
Payroll processing Monthly internal process Automated by EOR Continuous operational efficiency
Tax compliance Internal accounting EOR expertise Risk reduction
Benefits administration HR department Managed by EOR Resource reallocation
Termination procedure Legal consultations Supported by EOR Guarantee of legal compliance
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tems and crisis planning strategies. Organisations must 
undergo a complex approval process, which requires ob-
taining permission from the Ministry of Economy and 
Defence for local critical assignments, with confirma-
tion required by February 2025. The restriction of re-
servists to 50 % of male employees creates additional 
challenges for workforce planning, requiring companies 
to carefully balance operational needs with regulatory 
constraints while maintaining business continuity [19].

In response to these regulatory and competitive chal-
lenges, competitive benefit packages have become im-
portant retention tools, with companies offering in-
creased salaries above the 20,000 UAH per quarter 
threshold, comprehensive pension plans, and flexible 
working conditions to attract and retain talent in a la-
bour shortage environment. These packages often in-
clude private health insurance, professional develop-
ment opportunities, and performance-based bonuses 
that compete with improved military compensation 
packages. Flexible working conditions, including the 
option of remote work and hybrid schedules, meet em-
ployees’ desire for work-life balance and also take into 
account the uncertainty of employment in wartime. 
Companies also leverage their proven critical status as 
an advantage, providing employees with job security and 
career stability, which is a powerful tool for retaining 
staff in today’s labour market.

A systematisation of innovative approaches to staff 
retention in wartime is presented in Table 2, which com-
pares traditional retention mechanisms with innova-
tions from 2026, demonstrating the evolution from stan-
dard peacetime HR practices to adaptive strategies that 
take into account the specific challenges of military mo-
bilisation, competition with the military sector, and em-
ployees’ existential needs for security and stability.

The analysis of Table 2 reveals a fundamental shift in 
the paradigm of staff retention: innovations in 2026 fo-
cus on the physical safety and legal protection of em-
ployees, whereas traditional approaches focused on ma-
terial incentives. Critical enterprise status and exemp-
tion from mobilisation have a ‘very high’ impact on staff 
retention, as they address the existential concerns of 
employees, which take precedence over traditional mo-
tivators in wartime. Although salary levels remain an 
important factor, they are giving way to guarantees of 
security and stability, requiring Ukrainian companies to 
rethink their talent management strategies.

Tripartite social partnerships serve as an institutional 
mechanism for coordinating the efforts of various stake-
holders, acting as complex mechanisms for retaining 
staff by creating a framework for cooperation between 
companies, government agencies and employee repre-

Alongside innovations in digitalisation and EOR 
models, Ukrainian businesses face changing mandatory 
requirements for military compliance, although specific 
details regarding special HR functions for organisations 
with more than 500 employees are still being developed 
as part of broader defence mobilisation reforms. The 
employee reservation system, updated since December 
2024 and accelerated to 1 February 2026, requires com-
panies to maintain critical status through the Diia portal 
with 24/7 data processing for companies performing vi-
tal activities. Companies must ensure compliance with a 
minimum earnings threshold of UAH 20,000 per quar-
ter, maintain a good reputation for tax compliance, and 
manage reserves limited to 50 % of male employees sub-
ject to military service, unless specifically approved by 
the Minister of Defence. These requirements necessi-
tate complex personnel tracking systems to monitor the 
military status of employees, the duration of reservists, 
and compliance with a changing regulatory framework 
that directly affects workforce stability and business 
continuity [19].

Responding to the challenges of retaining skilled per-
sonnel in competition with the military sector, new mili-
tary contracts, which come into force in early 2026, in-
troduce innovative retention mechanisms through im-
proved pay scales and role options designed to address 
the shortage of skilled personnel among more than a 
million active employees. These contracts provide for a 
starting salary of 50,000‒60,000 UAH per month, which 
is three times higher than previous rates, as well as addi-
tional benefits, including significant signing bonuses 
ranging from tens to hundreds of thousands of UAH de-
pending on the contract term. Role selection options al-
low personnel to choose specific teams and positions ac-
cording to the needs of the unit, especially for profes-
sions with high turnover, and flexible contract terms of 
1‒5 years provide opportunities for career planning. The 
contracts also provide for a 12-month deferral of mobili-
sation for a period of 2 to 5 years, higher combat pay of 
up to 70,000 UAH for frontline operations, and annual 
financial bonuses, creating competitive alternatives that 
help retain qualified personnel in military service while 
reducing pressure on civilian labour recruitment [20].

At the same time, companies face a significant risk of 
losing their employee reserve before the beginning of 
2026, as they may suffer potential violations due to the 
expiry of the 12-month deferral period, loss of critical 
status due to tax arrears, or failure to meet the minimum 
remuneration threshold requirements. Violations of re-
serve requirements could lead to the demobilisation of 
key personnel and subsequent talent loss, forcing com-
panies to develop robust compliance monitoring sys-

Table 2
Innovative mechanisms for retaining staff in 2026

Retention Mechanism Traditional Approach 2026 Innovation Impact of 2026 Innovation 
on Staff Retention

Salary Level Market level Above the UAH 20,000 threshold High
Military Status Individual management Status of a critically important enterprise Very high
Work Flexibility Standard schedule Remote/hybrid format Medium
Career Stability Depends on performance Protection through reservation Very high
Social Benefits Basic package Comprehensive programmes Medium
Professional Development Limited training Promotion based on skill development High
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sentatives to systematically address labour-related is-
sues. These partnerships promote dialogue on pay poli-
cies, working conditions and career opportunities, while 
ensuring compliance with military rules and reserve re-
quirements. The tripartite approach allows companies 
to negotiate favourable employee reserve terms, coordi-
nate with defence authorities on critical status determi-
nations, and develop industry-wide standards for com-
petitive compensation packages. By participating in 
these partnerships, companies gain access to policy in-
sights, regulatory guidance, and collective bargaining 
power, which enhances their ability to retain talent while 
fulfilling their national defence obligations. Collabora-
tion within tripartite partnerships also gives employees 
representation and a voice in workplace decision-mak-
ing, which promotes job satisfaction and loyalty to the 
organisation during periods of significant uncertainty 
and change.

The synergistic effect of combining EOR services, 
digital HR management tools, military compliance 
mechanisms, and competitive advantages has created a 
comprehensive, innovative HR management ecosystem 
for Ukrainian enterprises in 2024‒2026. This integrated 
approach addresses the multifaceted challenges of work-
force instability by providing rapid hiring capabilities 
through EOR services, systematic employee tracking us-
ing digital platforms such as PeopleForce and AI-based 
hiring systems, military compliance through automated 
reserve management, and staff retention through im-
proved compensation packages. Large companies have 
achieved 75‒88 % adoption of AI-based platforms, and 
the integration of tools such as the Impulse system for 
managing military personnel data and the Reserve+ 
platform demonstrates how public sector innovations 
can be adapted for private use. This integrated system 
allows companies to maintain business continuity by 
overcoming the complex regulatory conditions and 
acute labour shortages that characterise the modern la-
bour market in Ukraine [21].

The practical effectiveness of these mechanisms in 
countering entropy is demonstrated by their ability to 
restore organisational order and predictability in the 
face of unprecedented disruptions. Digital HR tools 
provide real-time workforce analysis and forecasting ca-
pabilities that enable proactive decision-making, while 

EOR services eliminate the administrative complexity 
and compliance risks that previously created operational 
uncertainty. Military control mechanisms, while com-
plex, provide a structured framework for workforce 
planning that reduces staffing unpredictability. The in-
tegration of these systems has proven particularly effec-
tive for large enterprises, as evidenced by documented 
improvements in adaptability, cost savings, productivity, 
and organisational flexibility, although small and medi-
um-sized enterprises continue to lag behind due to lim-
ited digitalisation support and resources.

For an objective assessment of the effectiveness of 
individual components of this integrated HR manage-
ment ecosystem, Table 3 compares the key parameters 
of implementation and effectiveness of various innova-
tive mechanisms.

The data in Table 3 confirms that the most effective 
strategy is a combined approach: EOR services ensure 
rapid response and the highest ROI (300–400 %), mili-
tary reserve guarantees maximum retention of critical 
personnel (70–85 %), and digital platforms create a sys-
temic foundation for long-term stability of the organisa-
tion in conditions of high entropy. A methodological 
note regarding the quantitative parameters presented in 
Table 3 is warranted. The values for entropy reduction, 
workforce retention, and return on investment were de-
rived by the authors through coefficient analysis applied 
to a composite dataset encompassing operational dis-
closures from EOR service providers, statistical publica-
tions of the National Bank of Ukraine, the 2025 Ukraine 
Progress Report issued by the European Commission, 
and sector-specific studies referenced in the bibliogra-
phy. The entropy reduction metric captures the magni-
tude of decline in personnel turnover rates alongside 
measurable gains in staffing predictability following the 
adoption of each respective mechanism, benchmarked 
against pre-implementation baselines. The retention 
figure reflects the share of the workforce that maintained 
continuous employment within the same organisation 
across a twelve-month post-intervention window. The 
ROI parameter was constructed as a ratio expressing the 
incremental operating profit attributable to workforce 
stabilisation against the total expenditure incurred in 
deploying the mechanism during the corresponding an-
nual period.

Table 3
Comparative analysis of the effectiveness of innovative staff management mechanisms

Mechanism Implementation 
time Investments

Entropy 
reduction, 

%

Staff 
retention, 

%

ROI 
(12 months), 

%
Applicability

Digital HR platforms 
(HRMIS)

3–6 months High (500k–2M UAH) 45–60 35–45 180–250 Large/medium-sized 
companies

AI recruiting systems 1–2 months Medium (200k–800k 
UAH)

30–40 25–35 220–280 All segments

EOR services 1–2 weeks Low (operational) 55–70 40–50 300–400 All segments
Military reservation 2–4 months Medium (compliance) 65–80 70–85 Indirect Critical enterprises

Competitive benefits 
packages

Immediate High (ongoing) 20–35 45–60 150–200 All segments

Tripartite partnerships 6–12 months Low 25–40 30–40 120–180 Industry leaders
Reserve+/Impulse 
platforms

2–3 months Medium (adaptation) 40–55 35–45 190–240 Large distributed 
teams
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The key factor in the success of the transformation 
was the use of digital technologies, as Ukrainian compa-
nies are increasingly implementing cloud-based human 
resource management systems, predictive analytics and 
artificial intelligence-based recruitment tools that en-
able them to optimise remote working and plan human 
resources flexibly. The transition to digital HR manage-
ment is in line with broader government initiatives, 
which allocate at least 0.2 % of GDP annually to digital 
innovation infrastructure and accelerate the digitisation 
of the entire economy. However, the digital divide be-
tween large corporations and SMEs remains significant: 
in agricultural enterprises, the implementation rate is 
only 15 % compared to 75‒88 % in large companies, 
highlighting the need for targeted support programmes 
to ensure comprehensive digital transformation in all 
business segments [22].

Integrated entropy counteraction efficiency coeffi-
cient (IECEC). For a comprehensive assessment of the 
effectiveness of innovative personnel management 
mechanisms in counteracting organisational entropy, 
the authors have developed an integrated entropy coun-
teraction efficiency coefficient (IECEC). The coeffi-
cient is calculated using the formula

ІСRE = 0.35 · R_EOR + 0.25 · Rdig +
+ 0.25 · Rmil + 0.15 · Rben,

where R_EOR is sub-index of EOR services utilization 
efficiency (accounts for hiring speed, reduction of ad-
ministrative costs, and level of regulatory compliance; 
calculated as a weighted score from 0 to 1 based on data 
from Table 1); Rdig is sub-index of HR process digitaliza-
tion level (determined on the basis of the share of auto-
mated processes, availability of AI recruitment and HR 
analytics; values from 0 to 1 according to the level of 
technology adoption); Rmil is sub-index of military res-
ervation management effectiveness (reflects the degree 
of protection of key personnel from mobilization and 
compliance with regulatory requirements; values from 0 
to 1); Rben is sub-index of social partnership and com-
petitiveness of benefits packages (assesses the enter-
prise’s involvement in tripartite partnerships and the 
level of compensation packages; values from 0 to 1). The 
weighting coefficients (0.35; 0.25; 0.25; 0.15) were de-

termined by the pairwise comparison method based on 
expert assessments of the significance of each compo-
nent in countering organizational entropy under war-
time conditions: EOR services were assigned the highest 
weight (0.35) due to their highest ROI (300–400 %) and 
maximum responsiveness to staffing needs. An ІСRE 
value of 0.75 to 1.00 indicates high effectiveness of the 
personnel management system in countering entropy; 
0.50 to 0.74 – a medium level; below 0.50 – a critical 
level of organizational entropy requiring immediate in-
tervention.

The depth of the digital divide between different seg-
ments of Ukrainian business is shown in detail in Fig. 2, 
which compares the levels of implementation of key HR 
technologies.

Fig. 2 clearly demonstrates the critical inequality in 
digital transformation: the sixfold gap between large 
corporations (82.5 %) and the agricultural sector 
(13.8  %) poses a threat of further marginalisation of 
small and medium-sized enterprises that do not have 
the resources to independently implement complex dig-
ital systems, which justifies the need for state pro-
grammes to support digitalisation for SMEs.

Given the complexity of the challenges and the diver-
sity of innovative solutions, several strategic recommen-
dations can be formulated for enterprises facing ongoing 
labour force issues, government reshuffles and the tran-
sition to professional management structures. First, pri-
ority should be given to investments in integrated digital 
HR platforms that combine recruitment, regulatory 
compliance, and workforce analysis functions, ensuring 
data centralisation and process automation. Second, it is 
advisable to establish strategic partnerships with EOR 
service providers to maintain hiring flexibility in the face 
of evolving government policy, reduce administrative 
burdens, and minimise compliance risks. Third, it is 
necessary to develop a comprehensive framework for 
military compliance that includes legislative changes and 
strategically uses reserve systems to protect key person-
nel. Fourth, it is important to create competitive benefit 
packages that address both material needs and career se-
curity concerns, striking a balance between financial at-
tractiveness and stability guarantees. In addition, com-
panies should actively participate in tripartite social part-

Fig. 2. Digitalisation of personnel management by enterprise segment
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nerships and public-private dialogue initiatives to influ-
ence policy development and obtain early information 
on legislative changes, strengthening their position on 
human resource management issues [23]. The improve-
ment in business confidence, with perceptions of an un-
favourable investment climate falling from 84 to 71 %, 
suggests that stable investment in these innovative hu-
man resource management systems will bring long-term 
competitive advantages as Ukraine transitions to post-
conflict recovery and EU integration [24, 25].

The findings of this investigation expose a profound 
reorientation in human resource management practices 
across domestic enterprises throughout 2024‒2026, 
driven by an organisational entropy of a scale and inten-
sity without precedent in the modern history of Ukrai-
nian business. A 15 % reduction in the workforce, the 
withdrawal of over 1 million employees due to mobilisa-
tion, and the emigration of 1.6 million specialists have 
created conditions in which traditional human resource 
management practices have proven ineffective. The pro-
posed integrated coefficient demonstrates that a com-
bined approach provides the highest effectiveness in 
countering entropy: EOR services provide a quick re-
sponse with an ROI of 300‒400 % and reduce hiring 
time from months to weeks, military reserving guaran-
tees the retention of 70‒85 % of critical personnel, while 
digital HR platforms create a systemic foundation for 
long-term stability. However, a significant digital divide 
has been identified: the level of technology adoption in 
large corporations (75‒88 %) is six times higher than in 
the agricultural sector (13.8 %), creating a risk of mar-
ginalisation for SMEs. The study confirms a fundamen-
tal paradigm shift in staff retention, where guarantees of 
security and legal protection prevail over traditional ma-
terial incentives, requiring companies to radically re-
think their HR strategies in wartime.

Conclusions. Further intensification of challenges in 
the Ukrainian labour market will be caused, on the one 
hand, by military mobilisation, emigration of skilled 
personnel, regulatory changes in the employee reserva-
tion system and mechanisms for compliance with mili-
tary requirements, and, on the other hand, by the ac-
celeration of digitalisation, the introduction of AI tech-
nologies in recruitment, and the growing importance of 
adaptive HR systems capable of functioning in condi-
tions of high organisational entropy. Innovative HR 
management mechanisms in this system are becoming 
critical for the survival of enterprises, and approaches to 
the organisation of HR processes today tend towards 
flexible, digital and integrated solutions that combine 
EOR services, automated management platforms and 
military reserve mechanisms.

Broadly speaking, ranking enterprises by performance 
through the composite indicator constructed in this study 
opens avenues for subsequent scholarly inquiry into the 
architecture of resilient human resource management 
systems capable of sustaining operational continuity un-
der extreme external pressures. It bears emphasis that any 
such system must be deliberately calibrated to the distinc-
tive labour market realities of the wartime domestic con-
text, bridge the technological gap persisting across het-
erogeneous business segments, and remain aligned with 
the overarching imperatives of national security and the 
long-term economic reconstruction of the country.
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Мета. Розробити комплексний показник ефек-
тивності інноваційних механізмів управління пер-
соналом українських підприємств в умовах органі-
заційної ентропії та цифровізації.

Методика. У процесі дослідження використову-
вався метод коефіцієнтного аналізу й такі методи, 
як кількісний і графічний аналіз, інструменти гра-
фічного представлення показників і методика ком-

паративного дослідження класичних і інновацій-
них механізмів управління персоналом.

Результати. У роботі здійснено ранжування ме-
ханізмів управління персоналом із використанням 
розробленого показника, що дозволяє визначити 
ефективність підприємств у протидії організацій-
ній ентропії під впливом цифровізації. Основою 
цього рейтингу є власний інтегрований коефіцієнт, 
заснований на порівняльному аналізі традиційного 
найму й моделі EOR з урахуванням інноваційних 
механізмів утримання персоналу. Визначені пер-
спективні напрями досліджень щодо створення 
ефективної системи управління людськими ресур-
сами на основі широкого впровадження цифрових 
інструментів.

Наукова новизна. Виявлено, що у світовій прак-
тиці відсутній єдиний показник, який би повністю 
визначав ефективність підприємств в умовах орга-
нізаційної ентропії під впливом цифровізації 
управління персоналом. Запропоновано власний 
інтегрований коефіцієнт на основі порівняльного 
аналізу, заснований на порівнянні традиційного 
найму й моделі EOR та інноваційних механізмів 
утримання персоналу у 2026 році, що базується на 
комплексі показників економії часу, зниження ри-
зиків і впливу на утримання персоналу.

Практична значимість. Дослідження аспектів 
успішного впровадження інноваційних механізмів 
управління персоналом провідними підприємства-
ми-лідерами, ідентифікованими на основі інтегро-
ваного коефіцієнта, дозволить поширити їхній до-
свід на інші підприємства. Це сприятиме створенню 
ефективних систем управління людськими ресурса-
ми у процесі забезпечення їх власного розвитку.
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