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Abstract.

Lepeyko T., Gupalo V. Adaptation of a company's economic behavior to the conditions of sustainable development.

The article is devoted to adapting a company's economic behavior to the conditions of sustainable development. Its purpose is to systematize, generalize,
and improve the theoretical and methodological foundations of forming a company's economic behavior and to substantiate the directions of its adaptation by
the concept of sustainable development. The article examines the essence and evolution of theoretical approaches to defining the nature of a company's economic
behavior, starting from classical economic theories and ending with modern concepts of sustainable development and digital transformation. The study thor-
oughly analyzes classical theories based on rational choice, institutional theory, which considers interactions with economic and social institutions, and behav-
ioral economics, which considers the psychological aspects of decision-making. The research justifies the need for companies' economic behavior to adapt to
modern economic conditions, particularly implementing the sustainable development concept. Key directions for adjusting a company's economic behavior are
proposed, including implementing energy-efficient technologies, developing corporate social responsibility, forming strategic partnerships, and digitalizing
business processes. Special attention is given to integrating environmental, social, and managerial aspects into companies' behavioral models, which, according
to the authors, is a prerequisite for their stable development in a globalized environment. The study identifies key challenges companies face in adapting their
economic behavior to sustainable practices, including financial constraints, legislative instability, insufficient awareness among management personnel, and
resistance to change. The study reveals that integrating sustainable development principles into corporate behavioral models enhances investment attractive-
ness, competitiveness, and long-term resilience. The research results have practical significance for shaping a company's economic behavior, strategic manage-
ment, developing sustainable development policies, and improving economic efficiency in conditions of instability.
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CONCEPTUAL FRAMEWORK FOR ADAPTIVE LEARNING MANAGEMENT OF PROJECT
EMPLOYEES

Petrenko O., Kryvobok K. Conceptual framework for adaptive learning management of project employees.

The article examines the main elements of the adaptive management of personnel: objectives, tasks, internal and external factors, directives, principles,
stages, and procedures for implementation in practice. Adaptive management is implemented through functions that convey rational planning, clear organi-
zation, guaranteed motivation of all stakeholders, and control of intermediate and results. A significant influx into the process of adaptive management in the
development of practical projects is the organization of warehouses and the strengthening of their flexibility and ease of adaptation. The main practical result
is a methodical approach to implementing the concept of adaptive management for project practitioners. Analysis of the internal and external environment is
the first important step in developing a practical idea of adaptive learning. The following essential steps are to conduct a comprehensive assessment of healthcare
workers and assess the needs in the beginning. Coaching, mentoring, training sessions, and personnel rotation are the primary tools that help implement
adaptive management in practice. You can see that both material and non-material motivation are essential for staff to ensure efficiency during tool stagnation.

The robot has developed an algorithm to implement a methodical approach in practice.
Keywords: adaptive management, conceptual framework, project, continuous employee training.

Statement of the problem. Rapid changes in compa-
nies' internal environments and the rapid development of
scientific and technological progress, which stimulates
changes in the external environment, lead to the constant
possibility of negative impacts on project operations. The
overall level of project management depends on the ability
to make effective decisions to neutralize negative conse-
quences and the management's ability to predict the causes
of problem situations.

Analysis of recent research and publications.
Scholars such as Jones K., Leonard N.K., P. Senge,
V. Ponomarenko, T. Borova, O. Raevneva, M. Budnik,
T. Lepeyko, H. Polyakova, V. Savchenko, S. Kravchenko,
I. Otenko, and others highlight the problems of adaptive
management of enterprises, organizations, or projects, in-
cluding personnel management.

The purpose of the research. Despite the large num-
ber of scientific papers in this area, the issues related to
adaptive management of project staff training require fur-
ther consideration and are relevant in today's environment.
The study aims to substantiate the conceptual foundations
of adaptive learning management for project employees.

Tasks that were solved to achieve this goal:

Specify the main elements of the concept of adaptive
management of project employees;

Develop a methodological approach to implement-
ing the concept of adaptive learning management of project
employees in practice.

Presentation of the primary research material.
Forming the conceptual framework for adaptive training
management of project employees requires substantiation
of the following components: internal and external compo-
nents, objectives, purpose, principles, directions, stages,
and mechanisms for implementing adaptive training man-
agement on the project.

The purpose of adaptive learning management is to
continuously improve employees' skills by changing the or-
ganization's internal elements and transforming external
components. For this purpose, it is essential to adjust the
functioning of employees who provide the learning process.

The main tasks of adaptive management of person-
nel training can be classified according to the central man-
agement functions:

1) Plan the process of organizational training and de-
termine the need for training;

2) organize and coordinate the training process on
the project;

3) ensuring the proper level of motivation of project
employees to learn;

4) ensuring control over the training process, deter-
mining and analysing the economic efficiency of training.

The main components of an organization's internal
environment (or project) directly connected with the staff
training system are its mission and strategic plans. Imple-
menting a new strategy can be carried out without strong
opposition if changes in staff behavior are made before they

Xapxibcoiuil HayionasvHuil exonomiunuil yniBepcumem imeni Cemena Kysueys

«AKTYAJIbHI ITPOBJIEMY IHHOBAIIIMHOI EKOHOMIKW TA IIPABA» No 1/ 2025
BceykpaiHcbKMi1 HayKOBUI XKy pHaJsI

~76 ~



InnoBayinni yunHUKY eKOHOMIUHO020 3POCIAHNA

reach the organizational foundations, i.e., preparatory work
needs to be done. Once the management team reaches the
required level of competence, and if the staff supports the
new strategy, implementation can be realized without sig-
nificant opposition [1].

The organizational structure and the structure of the
staff significantly impact the state of the personnel training
system. Rapid changes in both the external and internal en-
vironment require the construction of matrix and flexible
organizational structures and the universalism of individ-
ual employees, i.e., their ability to universalize - mastering
several professions, competence in different areas of activ-
ity, rotation, and horizontal movement. The level of em-
ployee qualifications is a set of generalized criteria, among
which two important employee attributes stand out: the
ability to learn and flexibility in behavior (work). These ele-
ments are particularly relevant to this research work as they
directly affect the management of the personnel training
system, which can function with adaptability. Expert anal-
ysis can calculate the level of loyalty and the state of organ-
izational culture. Leading scientists involved in determin-
ing the level of staff loyalty are O. Yastremska,
V. Ponomarenko, A. Kolot, and N. Borkova, who have pro-
posed several different methods for calculating the integral
loyalty indicator. A significant impact on the functioning
and adaptability of the training system can be exerted by
such a factor as the working conditions of employees, since
the organization of the employee training process directly
depends on their work schedule, the possibility of conduct-
ing training directly at the workplace, the possibility of their
involvement in mentoring, coaching or other methods.

Considering the elements of the organization's exter-
nal environment that directly affect the personnel training
system, we can first note scientific and technological pro-
gress, the legislative framework, changes in the labor market,
and competitive analysis. Changes in the legislative frame-
work governing staff training and development do not occur
often enough, but organizations must necessarily monitor
them and comply with the established standards [1].

An organization is believed to achieve the most sus-
tainable competitive advantages through a high-quality HR
management process. While production technology can be
copied and implemented quickly, forming a high-quality
staff requires significant material and intangible costs. Us-
ing competitors' best practices, especially for organizations
that are not leaders in their industry, is one of the most com-
mon ways to adapt their personnel training system. The es-
sence of adaptive human resources management is to pro-
vide employees with the required number and appropriate
qualifications and competence. In researching the labor
market, HR managers must decide whether to rely on their
employees, train and develop them, or vice versa - to recruit
from outside [2].

Rapid scientific and technological progress, ex-
pressed through the influence of information technology,
requires constant updating of employees' knowledge, i.e.,
intensifying the organizational learning process. At the
same time, the latest concepts, forms, and training methods
are scientifically substantiated and implemented in prac-
tice, which leads to the direct adaptation of the training sys-
tem for the project or separate specific organization [3].

The principles are the next element in the adaptive
management of staff training. Analyzing the scientific
works of such scientists as O. Raevneva, M. Budnik,
S. Kravchenko, and T. Borova and adapting their work to
the topic of this study, it was determined that the main prin-
ciples of adaptive personnel management are

the principle of sustainable adaptability, which im-
plies the ability to adapt to changes in the external and in-
ternal environment;

the principle of objectivity and relevance of goals.
Project management should involve the use of patterns

based on actual and potential opportunities, taking into ac-
count the mission and strategic plans;

principle of variability of management decisions
based on the possibility of making different decisions to
solve specific problems or situations;

principle of hierarchy as horizontal and vertical
links between individual employees and processes on the
project;

the principle of information provision provides for
the formation of an information space to maximize the
awareness of all employees by the established require-
ments;

the principle of maximum transparency helps to
take into account the interests of each employee;

The principle of openness is based on the fact that
external influences can lead to an increase or decrease in im-
portant project performance indicators, including the level
of human resource management;

The principle of management efficiency is the crea-
tion and maintenance of the material base, production tech-
nology, and the formation of highly qualified personnel
with the appropriate level of motivation at the proper
level [1, 4-5].

The analysis of the stages of implementation of
adaptive learning management for project personnel shows
that the primary task is a detailed review of internal and ex-
ternal factors that directly affect the learning management
system.

The second important step is to determine the indi-
cators of adaptability of project staff training management.
Analyzing the above principles of adaptive management,
the main criteria for the adaptability of staff training man-
agement include the following:

speed of reaction of the learning system to external
and internal influences;

the speed of making and implementing manage-
ment decisions to change learning management elements;

the vector on development or survival, not just on
the elimination of problems, which is expressed through
constructive or destructive adaptation;

complexity of adaptation involves solving several
problems or solving one problem with the improvement of
other indicators;

the share of active adaptation in the total amount of
management changes (active and passive adaptation, i.e.,
self-organization);

the ability to adapt periodically (permanent, peri-
odic, temporary).

A detailed analysis of internal and external factors
and a transparent system of criteria for the adaptability of
the employee training management system make it possible
to formulate a mechanism and measures for implementing
the conceptual framework in practice. To form a mechanism
for adaptive management of project personnel's training,
the materials of scientific works [6, 7] were used, highlight-
ing the scheme of introducing continuous training and the
basis for implementing the development of a self-learning
organization.

The algorithm for implementing adaptive manage-
ment of project personnel training is shown in Figure 1.

Adaptive management of employee learning can be
enormously beneficial in practice, so it is essential to outline
the main measures for implementation.

For example, scientists and management personnel
were surveyed to identify measures for forming and devel-
oping self-learning organizations. Let's consider the follow-
ing potential measures:

use of “learning by doing” technology;

involvement of a coach (training manager) in the
project staff;

increase of material and non-material motivation of
staff to involve each employee in using their competencies
when working in a team;
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use of mentoring and coaching technology;

training to improve communication skills;

development and maintenance of a knowledge base
in the organization that will help to develop and maintain
the organization's knowledge.

It is worth noting that hiring a training manager is
quite costly so that it can be justified only in large enough
organizations (or projects). The training manager can con-
duct active training (workshops, lectures), provide staff
coaching, and control the communication network [11, 12].

[ Determining the organization's capacity to implement the conceptual framework of adaptive learning management

e

d
Analysis of the internal environment: current assessment of employees,
study of the organization's social network, analysis of the current and

1"
Analyzing external factors: scientific and technological
progress, labor market analysis, legislative changes, com-
petition

prospective state of team interaction of employees
1

\ 4
| Determining the overall training need |

| Defining learning objectives and assessment criteria |
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| Formation of a training budget
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| Creating cot}'t,ent for training |
|
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| Organization of staff training

| Assessing the adaptability of the learning system I—

| Evaluating the effectiveness of employee training |
A

#! Assessment of acquired competencies |

Fig. 1. Algorithm for implementing adaptive learning management for project staff. Source: Compiled by the author.

Employee rotation can improve personal and profes-
sional communication skills and accelerate organizational
knowledge exchange between units. Several scholars define
this employee training method as an essential element of
the staff development process. In the rotation process, em-
ployees move in two directions: performing a function in a
position of approximately the same level or performing the

duties of a manager, i.e. moving vertically. An employee
can gain not only a lot of knowledge and skills but also a
new challenge for professional growth in the future. Rota-
tion can reveal significant reserves for improving internal
rules, procedures, or management elements. A generalized
diagram of the conceptual framework for adaptive learning
management of project employees is shown in Figure 2.

The goal of adaptive personnel training management is to continuously improve the quality of employees' knowledge, skills and abili-
ties through a timely adaptive response to changes in the parameters of the external and internal environment of the organization and
to make adjustments to the work of the departments that provide the training process.

A 4
Tasks of adaptive management of personnel training:
1) Calculations of training needs and planning of training activities,
2) Organization and coordination of the training process;
3) Increasing employee motivation to learn;
4) Training control, determination and analysis of the cost-effectiveness of training.
d .

<

Internal factors:

1) Mission and strategic plans of the organization;
2) Organizational structure of the organization; 3) Level of knowledge and skills of em-
ployees 4) Experience and loyalty of the staff; 5) Functional responsibilities of the staff

External factors:
1) Scientific and technological progress;
2) Labor market;
3) Legislative framework;
4) Competitive analysis.

Principles of adaptive management of personnel training:
Flexibility, continuity, complexity, hierarchy, principle of variability of solutions, sustainability and adaptability, principle of manage-

ment effectiveness
4

Areas of adaptive management of personnel training:
1) Providing personnel with the required level of competence in the required quantity;
2) Achievement of sustainable competitive advantages in the form of key competencies of personnel and the project

Stages of adaptive management of staff training:
1) Creation and analysis of the information base; 2) Development of a system of adaptability criteria in staff training management; 3)
Planning the learning process according to the organization's goals. 4) Making managerial decisions on the implementation of staff
training activities

Mechanism for implementing adaptive management of personnel training:
Implementation of the mechanism as an approach to implementing the concept of a self-learning organization and an algorithm for
introducing continuous learning on the project.

Tools for implementing adaptive HR management in practice:
Coaching, mentoring, action learning, training to improve communication skills and teamwork, staff rotation, material and non-mate-
rial motivation of staff to learn

Fig. 1. Schematic representation of the conceptual framework for adaptive management of staff learning.

Source: Compiled by the author.

Conclusions and prospects for further research. As
a result, an element of scientific novelty was formed, which
consists of improving project employees' conceptual frame-
work for adaptive learning management. Such a conceptual
framework can be implemented in leading industries: IT

technologies, education, sales, internet marketing, etc. This
area of research requires additional study in terms of the
subject area of application and implementation in practice,
which can be achieved through tools for implementing the
concept of a self-learning organization.
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AHHOTaIIiN.

Iempenxo O. O., Kpubo6ox K. B. Konyenmyaavti ocnoBu adanmubrozo ynpabainnua nabuannam npayibrnuxib npoexmib.

B Oanin naykobii npayi Gucbimieno eaemenmu adanmubrozo ynpabainna HabuaHHAM npayibHuki6 3 pekomeHOAYIAMU 10 iX peasizayii Ha npax-
muyi. OchobHi npunyunu adanmubroeo ynpabainna Habuannam npayibHuxi6 npoexmié € npunyun cmiikocmi i adanmubHocmi, npunyun o0 exmub-
Hocmi i docsxkHocmi, npunyun bapiamubrocmi piuiens, NpUHYUN iepapxiunocnt, NpuHyun ingopmayiiinoi 3abesneneHocmi, NPUHYUN NPO3OPOCHI,
npunyun Giokpumocmi, npunyun egexmubrocmi ynpabainua. Peasizayia adanmubroeo ynpabainna 6i0dybacmuca wiaaxom BUKOpUCaHHA yHkyil,
10 nepeddaualmy payionatvHe nAaHyBants, axicHy opeanisayiio, 3abesneveny momubayino Beix cmeiikxo40epil ma KOHMpOAb NPOMIKHUX MAa KiHyeBux
pesyavmamib. Beauxuii 6naub va npoyec adanmubHoeo ynpabAinHa HaBuaHHaM cnibpobimuuki6 npoexmi6 mae opeanisayitini ckaadobi ma 30kpema ix
eHyuKicmp ma cnpomoxcicms 00 adanmayii. OCHOBHUM NPAKIMUYHUM Pe3YAbIMANIOM € MemoOuuH nidxio 0o peaizayii kKoHyenmyatsHux ocHob aoa-
nmubroeo ynpabainus HabuanHAM npayibrnuxib npoexmib. Anaaiz Bnympiunso2o ma 306HiwHb020 cepedobuiya € nepuium baxaubum emanom nobyoobu
egpexmubroi konyenyii adanmubroeo Habuanna. Hacmynnumu Baxcaubumu emanamu € npoBedeHHAM KOMNAEKCHOT oyiHKu npayibHuxi6 ma usnauenna
nompebu 6 Habuanni. baeamo Buenux HaeoA0ULYIOMb HA HeOOXIOHOCHI 3a4yHeHHA 00 wimanmy nocady mpeHine-meredxepa (xoyua). Taxuil npoyec €
docmammvo Bumpamnum, ase 11020 doyitbHicmy mpeda pospaxoBybamu sasexHo 6i0 ymob xomnauii uu npoekmy. B baeamvox 6unadkax 6 xomnanisx
6i00yBacmbca 3aayuenHA cheyiasicmib, o MoXyms He mivki npoBodumu akmubre HaBuanHs, 3abesnewybamu KOyUUHe NePcoHALY, ale il KOHMPOAIO-
Bamu xomyHixayitiny mepexcy. OcHoBHI iHcmpyMeHmu, 140 00noMaealoms peasisybamu kKoHYenmyaisHi ocHobu adanmubHozo ynpabAiHHA HA NPpaKMUyi:
Koyuune, Hacmabruymbo, 6addure, mpenineobi sansamms, pomayis xkadpib. Oxpemo MoxHa Budisumu, wo Baxauboio € MamepIaILHaA Ma HeMaMmepialoHa
MomubBayis nepconary 041 3abesneuenna epexmubrocmi 6io sacmocybanna incmpymenmib. B pobomi Habedero areopumm 044 3ade3neuents pearisayii
MemodunHoeo nidxody besnocepednso 6 npobioHux cgpepax eocnodapioBans.

Ka10u08i caoBa: adanmubre ynpabainns, koHyenmyaivhi ocHoBu, npoexm, besnepepBre nHaGuanus cnibpobimHuxib.
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