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The article presents a generalization of existing approaches, models, and tools

for human resource management in trade enterprises operating in a turbulent



environment characterized by military risks, inflationary processes, disruptions to
logistics chains, the digitalization of business processes, and transformations in
consumer behavior. t is emphasized that, under conditions of dynamic change and
increasing uncertainty, trade enterprises in Ukraine must ensure a high level of
adaptability, flexibility, and innovation in management, with the effective utilization of
human resources playing a key role. The study highlights that personnel are considered
a strategic resource capable of ensuring competitive advantages through the
generation of innovative solutions, improvement of service quality, and enhancement
of customer loyalty.

The paper analyzes the current state of development of the trade sector in
Ukraine, identifies trends in sales volumes and employment dynamics, and
substantiates the importance of qualitative characteristics of human capital in
ensuring enterprise performance. EXxisting approaches to human resource
management are systematized, including economic, organic, and humanistic
approaches, and modern HR management models are generalized, including
traditional, functional, process-oriented, and technology-driven models (Agile, Lean,
HRM systems). Particular attention is paid to the transformation of HR management
systems from a traditional to a proactive model, which involves the strategic alignment
of HR decisions with enterprise development goals, increasing employee engagement,
and developing workforce competencies.

Special attention is also given to modern HR management tools, including HR
analytics, digital platforms, and Al-based automation, which enable the optimization
of HR processes, enhance the validity of managerial decisions, and enable enterprises
to adapt rapidly to changes in a dynamic external environment. The expediency of
implementing innovative HR solutions as a key factor in enhancing the efficiency,
competitiveness, and resilience of trade enterprises is substantiated. The obtained
results confirm that the use of modern approaches and tools in human resource
management contributes to the formation of long-term competitive advantages,
improvement of service quality, and the sustainable development of trade enterprises

in Ukraine.



Y cmammi npeocmasneno y3zaeanvHeHHs ICHYOUUX RNIOX00i8, Modenel ma
IHCMpPYMeHmie YNpaeaiinHA JI0OOCLKUMU Pecypcamu Mmop2o8envbHUX NIONPUEMCME 6
YM0O8ax mypOYIeHMHO20 cepedosUud, W0 XApaKmepuzyemocs  GIUCbKOBUMU
pusukamu, IHOIAYIUHUMU — 1pOYecamu, NOPYUEHHAM JIO2ICMUYHUX — JIAHYIOZIS,
yughposizayieto OizHec-npoyecie ma MpPAHCHOPMAYIEID CNOAHCUBYOI NOBEOIHKUL.
lliokpecneno, wo 6 ymo8ax OuHAMIYHUX 3MIH 1 3POCMAHHSA HEBU3HAYEHOCMI
MOop2osenbHi  nionpuemcmea  Yxpainu 3myuieni 3abe3neuyeamu  6UCOKUL PIBeHb
a0anmueHOCmi, 2HY4KOCMI ma iHHOBAYIHOCMI YNPABIIHHS, 0e KII0U08Y POb 8idicpac
ehekmusHe BUKOPUCAHHS JIHOOCLKUX pecypcis. JocniodceHHs aKyenmye yeazy Ha
MOMY, W0 NEPCOHAI PO32NA0AEMbCA SIK CMPAMeIYHUL pecypc, 30amHul 3a0e3neyumu
KOHKYpEeHmHI nepesacu nionpuemMcmeda 3a paxyHox 2eHepayii iHHOBAYIHUX pilleHb,
ni0BUWEeHHS AIKOCMI 00CNY208)8aAHHS MA (POPMYBAHHS NOSANLHOCMI KILIEHMIS.

Y pobomi 30iticneno ananiz cy4acno2o cmawny po36UmKy mop2o8eibHoi 2any3i
Vkpainu, euznaueno menoenyii ounamixu obcseie peanizayii ma 3auHamocmi, a
MaKodc 0OIPYHMOBAHO 3HAYEHHS AKICHUX XAPAKMEPUCMUK TI00CbKO20 KANimanuy y
3abe3neuenni pe3yrbmamusHocmi OisivHocmi nionpuemcms. Cucmemamuzo8aHo
icHyIO4l nioxo0u 00 YNPAaGuiHHA NHOOCOKUMU Pecypcamu, 30KpeMa eKOHOMIYHUL,
OpP2AHIYHUL | 2YMAHICMUYHUL, A MAKONC Y3A2ATbHEHO CYYACHI MOOeli YRPAGIiHHSL
NEPCOHATIOM, GKIIOUAI0YU MPAOUYitiHy, QYHKYIOHATbHY, NPOYECHO-OPIEHMOBAHY ma
MoOeni Ha ocHOo8I cyuacHux mexnonoeiu (Agile, Lean, HRM-cucmemu). Ocobausy
yeaey npuoileHo mpanc@opmayii cucmemu YnpasiinHsa NePCOHAIOM 8i0 MPaOUYiUHOL
00 Npoakmusnoi, wo nepeddbawae cmpameeiune y3e00xcenus HR-piwens i3 yinimu
PO36UMKY NIONPUEMCMEA, NIOBUWEHHS DIGHS 3AYYEHOCMI NePCOHANY MA PO3GUNOK
11020 KOMNnemeHyiu.

Okpemo po32naHymo poib CYYACHUX [HCMPYMEHMI8 YNPAGIIHHA JIH00CLKUMU
pecypcamu, 30kpema HR-ananimuxu, yugposux niamgopm ma asmomamuzayii Ha
OCHOBI WIMYYHO20 [HMeNeKmy, Wo 00360JAI0Mb ONMUMI3Y8amu Kaopoei npoyecu,
niosuwumu 0OIPYHMOBAHICMb YNPABIIHCOKUX piUleHb ma 3abe3neuyumu weuoKy

adanmayiro  NIONpuUeEMCcmME 00 3MIH  MIHAUBO20  308HIUHBLO2O  CepPedosUUd.



Ob6Ipynmosano 0oyinbHicms 6Npo8addicenHs innosayiunux HR-piuens ax easciusozo
YUHHUKA NIOBUWEHHS edeKMUBHOCMI OiSIbHOCMI MOP208ENbHUX NIONPUEMCMNE, IX
KOHKYDEHMOCHPOMOICHOCIE MA CMItKOCMI 00 6NIUBY MYPOYIEHMHO20 cepedosunyd.
Ompumani pe3yromamu niomeepo;iCyromv, w0 BUKOPUCMAHHA CYUACHUX NIOX00i8 1
IHCMpYMeHmié  YNPAGNiHHA  JIOOCLKUMU — Pecypcamu  Cnpuse  (opmy8anHio
00820CMPOKOBUX KOHKYPEHMHUX Nnepesdas, NiOBUWEeHHIO AKOCMI 00Cay208Y8aHHs ma

3abe3neueHHIo cmaio2o po3eUmKY nionpuemcme mopeieni Ykpainu.
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engagement, modern technologies, adaptation, motivation, turbulent environment
Knwuosi cnoea: mopeiensa, J1100CbKi pecypcu, YNPAeIiHHA NePCOHANIOM,
3ayyeHicms, CY4acHi mexHono02li, adanmauyina, momueayia, mypoyieHmHue

cepedosuuye.

Problem statement and its connection to important scientific and practical
tasks. Today, domestic business structures operate under conditions of uncertainty and
dynamic change driven by both global and internal challenges. Under martial law, in
particular, trade enterprises are exposed to a range of factors inherent to a turbulent
environment, including military risks, inflationary pressures, currency fluctuations,
disruptions to logistics chains, supply instability, and energy and resource constraints.

At the same time, the development of digital technologies, e-commerce, and
artificial intelligence is transforming the conditions of economic activity, while shifts
in consumer behavior, increased price sensitivity, and a reorientation toward online
sales channels necessitate the rapid adaptation of managerial approaches. Accordingly,
traditional approaches to human resource management are losing their effectiveness,
as they fail to ensure the required flexibility, responsiveness, and alignment of HR
decisions with the dynamics of external changes.

Therefore, the study of modern approaches, models, and tools of human resource

management in trade enterprises becomes particularly relevant, as they can enhance



organizational adaptability, reduce sensitivity to external risks, ensure service quality
and customer loyalty, and support sustainable competitiveness.

Analysis of recent research and publications. The problem of human resource
management in trade enterprises operating in a turbulent environment has been
addressed in numerous studies by both domestic and foreign scholars. In particular,
study [1] emphasizes the ability of domestic trade enterprises to demonstrate flexibility,
innovation, and rapid adaptability to ensure competitive advantage under turbulent
conditions.

Study focuses on the impact of employees’ professional competencies on the
development of business entities in the trade sector. The research also outlines existing
personnel management approaches and identifies the key objectives of modern HR
management concepts in enterprises [2].

Foreign publications, in particular [3], examine the transition from traditional
human resource management to a strategic approach. Such a shift contributes to
improving enterprise performance, ensures the alignment of HR policies with the
strategic goals of business structures, enhances employee engagement and satisfaction,
and fosters sustainable competitive advantages through the development of human
capital and the implementation of effective HR practices.

Moreover, international scholars [4; 5] highlight the effectiveness of human
resource management systems based on modern methodologies, particularly Agile and
Lean.

Thus, the analysis of recent publications indicates sustained scholarly interest in
selecting appropriate approaches to human resource management. This, in turn,
confirms the relevance and prospective significance of the chosen research topic. In
particular, there is a need to systematize existing approaches and models of HR
management and to identify the key factors of the turbulent environment that
significantly affect trade activities.

Research objectives. The purpose of the article is to identify the key factors in
a turbulent environment that influence the activities of business structures, and to

substantiate the selection of approaches and methods of human resource management



aimed at mitigating existing threats and leveraging opportunities to enhance the
performance of trade enterprises in Ukraine.

Presentation of the main research findings. According to the State Statistics
Service of Ukraine, the trade sector accounts for the largest share of economic activity
among business entities. This is evidenced by the presence of 131,458 trade enterprises
in 2024, representing 25% of domestic businesses. The current conditions of the trade
sector are shaped by a range of factors. On the one hand, since 2023, there has been a
positive trend in the turnover of wholesale and retail trade enterprises; on the other
hand, there has been a slight decrease in the share of trade in the GDP structure [6].

The positive dynamics of the trade sector can be explained by the digitalization
of business processes and the development of e-commerce, which reduce costs,
accelerate trade operations, and consequently increase operational efficiency.
Favorable conditions for development are also ensured by European integration
processes, including international trade and access to EU markets. However, since
2022, trade enterprises have faced significant challenges caused by the imposition of
martial law in the country, including risks of warehouse destruction, damage to
logistics infrastructure, inflationary processes, and exchange rate fluctuations.

To capitalize on existing opportunities and mitigate threats, it is advisable to
implement measures to improve the efficiency of resource utilization in trade
enterprises' activities. Achieving this objective is impossible without the effective use
of human resources. Today, personnel are considered a key strategic asset that enables
organizations to respond effectively to a turbulent environment characterized by
intense competition, rapid technological development, and the need to generate
innovative solutions [3]. Therefore, the issue of human resource management and the
development of employee motivation systems, taking into account external
environmental factors, becomes increasingly relevant.

The selection of a human resource management strategy and the formation of a
motivation system directly depend on the development of the industry, the specifics of

trade activities, and the business model employed. Therefore, it is necessary to first



analyze the state of the trade sector in Ukraine in order to determine its potential in this

context; the data are summarized in Table 1.
Table 1. Analysis of the State of the Trade Sector in Ukraine

(compiled based on data from [6])

Volume of Number of Grovyth Rate
. Growth Rate . (Relative to the
Period, Goods Sold in (Relative to the Employees in Previous Year),
years Wholgsale and Previous Year) Wholgsale and %
Retail Trade, % " | Retail Trade,
UAH million persons
2014 1701,98 - 2260594 -
2015 2048,28 120,3 2069247 91,6
2016 2454,11 119,8 2047166 98,9
2017 3129,85 127,5 2083928 101,8
2018 3868,04 123,6 2205055 105,8
2019 4076,8 105,4 2230265 101,1
2020 4225,15 103,6 2201838 98,7
2021 5614,96 132,9 2186592 99,3
2022 4202,18 74,8 1785288 81,6
2023 5323,11 126,7 1829846 102,5
2024 6139,48 115,3 2260594 123,6

Thus, the development of the trade sector demonstrates a positive trend, as
evidenced by the data presented in Table 1. The exception is 2022, when the volume
of goods sold decreased by nearly 25%. During that period, trade enterprises faced
significant challenges, including the contraction of domestic markets due to occupation
or active hostilities, the destruction of logistics infrastructure, population migration,
and related factors.

Regarding the number of employees in the trade sector, a significant increase
can be observed in 2024. This may indicate the availability of human resources to
support the sector’s development in future periods. It is also worth noting that the
correlation between the volume of goods sold and the number of employees is not
particularly strong. Therefore, the performance of trade activities in this context
suggests that qualitative characteristics of human resources are more important than

guantitative ones.



Accordingly, human resource management in trade enterprises should focus on
attracting motivated personnel, developing their competencies, and creating favorable
conditions for the realization of their labor potential.

In accordance with modern trends in the development of trade activities, the
scientific literature identifies a set of principles upon which effective human resource
management is based [7]:

— transparency of HR policies and managerial decision-making;

— fairness and non-discrimination in remuneration and career advancement;

— customer orientation as a core value of organizational activity;

— managerial responsibility for employee development;

— continuous learning and professional development of employees.

Scholars also emphasize the need to take into account organizational goals,
enterprise size, development strategy, and the external environment when selecting
approaches and methods of human resource management [8].

Existing approaches to human resource management are typically classified into
three groups: economic, organic, and humanistic [2; 7; 9].

The economic approach is based on viewing the employee as a factor of
production and an element of the labor process. Within this approach, primary attention
IS given to work organization, standardization, and remuneration, while material
motivation serves as the main instrument of influence and a key driver of performance.
An example of the implementation of the economic approach in the trade sector is
Walmart (USA), where significant emphasis is placed on the standardization of
operations, control of labor costs, and labor productivity, enabling the company to
maintain low prices as a competitive advantage. In Ukraine, features of the economic
approach to HR management can be observed in the supermarket chain ATB.

The organic approach implies a more comprehensive understanding of the
employee’s role within the organization and encompasses both administrative and
social concepts of personnel management. Within the administrative concept, the
employee is regarded as a resource of the enterprise and an element of the formal

organizational structure, while management focuses on the regulation of labor



relations, and the allocation of authority and responsibility. The social concept, in turn,
interprets the employee as a component of a social system, emphasizing motivation,
interaction, personnel development, and the creation of a favorable socio-
psychological climate. An illustrative example is Tesco, one of the largest retail chains
in the world, headquartered in the United Kingdom, operating in grocery and non-food
retail, e-commerce, and financial services. The company is considered socially
responsible and actively implements staff development programs, training initiatives,
and employee engagement practices, which contribute to improving customer service
quality. Considerable attention is also paid to corporate culture, internal
communications, and employee loyalty, ensuring sustainable competitive advantages.
Another example is the Ukrainian company Fozzy Group (including the “Silpo” and
“Fora” chains), which actively implements socially oriented HR practices, such as
corporate culture development, professional training programs, and engagement-based
motivation systems.

The humanistic approach is based on recognizing the individual as the central
subject of the organization and the key driver of its development. In this context, the
employee is viewed not merely as a resource but as an active participant in
management, capable of self-realization and self-governance. The primary focus is
placed on the formation of organizational culture, personal development, and the
improvement of the quality of working life. A classical example of the implementation
of the humanistic approach is Zappos, where corporate culture and a strong orientation
toward employee satisfaction are key determinants of business success.

Among Ukrainian companies in the trade sector, there are, unfortunately, no
classical representatives of the humanistic approach. However, certain features can be
observed in the human resource management system of the online company Rozetka,
particularly in terms of supporting employee initiative, creating a comfortable working
environment, and implementing modern digital HR solutions.

In addition to selecting an appropriate approach to human resource management,
it is also advisable for trade enterprises to determine a suitable HR management model;

a generalization of such models is presented in Table 2.



Table 2. Characteristics of Existing Human Resource Management Models

(compiled based on data from [8])

Name of the HR
- HR Management
Management Core Concept Key Characteristics
Approach
Model
An HR management model Recrunmenp
. A documentation
Traditional focused primarily on the . .
. - . management, time Economic
Model execution of administrative ; X
. tracking, and execution
functions h
of routine tasks
A model based on the labor
function that reflects the | Individualization of i
. Organic
. interdependence between the | work, competency- SO
Functional . . (Administrative)
scope of tasks, employee | based orientation, and
Model e 4 .
qualifications, working | functional
conditions, and | differentiation
responsibility for results
A conceptual description of
the HR management system
that involves optimizing | Focus on  business
employee performance | processes, a Systemic Organic (Social)
Process- :
. through business processes | approach, the use of
Oriented Model L -~
by means of motivation and | performance indicators,
the achievement of the | and motivation
enterprise’s strategic
objectives
A form of HR management | Flexibility, automation
Technology- | based on the use of modern | of HR  processes,
Driven Models | technologies and digital | digitalization, and rapid Organic /
(Agile, Lean, |tools to enhance the | adaptation to change Humanistic
HRM Systems) | efficiency and adaptability
of personnel performance

Recent studies demonstrate the effectiveness of technology-based models; in

particular, scholars [4; 5; 10] emphasize the advantages of transitioning from

traditional HR management models to more modern ones.

Unlike traditional HR management, which is oriented toward control, process
formalization, and ensuring organizational stability, the Agile model is grounded in the
principles of flexibility, adaptability, and rapid response to changes in the external
environment. Traditional HR management focuses on compliance with regulations,
hierarchical structures, and the execution of established procedures. In contrast, the
Agile model is oriented toward business and customer needs, the development of

innovation, and effective team collaboration.




Moreover, traditional HR management is primarily aimed at cost optimization,
whereas the Agile model emphasizes the creation of value for all stakeholders.
Organizational structures within the traditional model are rigid and hierarchical,
whereas Agile structures are flat, flexible, and collaborative. As organizations
transition to Agile, HR processes evolve from standardized and formalized systems to
adaptive and continuously improving ones. Recruitment shifts from planned hiring
toward the continuous search for creative and highly qualified employees capable of
generating innovative ideas.

Employee development in the traditional model is typically episodic and
conducted as needed; however, the transition to Agile leads to the establishment of
continuous learning processes, including reskilling, upskilling, and self-development.
Within this transformation, performance evaluation approaches also change, evolving
from periodic assessments to systems of continuous feedback, including multi-source
(360-degree) feedback.

Similar changes occur in the area of compensation: from a dominance of pay
based on individual skills to a combination of material and non-material incentives,
with an emphasis on team performance and social recognition. Decision-making
processes are also transformed, shifting from centralized models to decentralized ones
that involve the delegation of authority to teams. At the same time, communication
becomes more open, transparent, and informal, contributing to increased interaction
and trust within the organization.

The final stage of this transition is the transformation of the motivation system,
where the focus moves from external incentives toward fostering intrinsic motivation,
employee engagement, and opportunities for self-realization [4].

In turn, if a trade enterprise uses or plans to transition to a Lean business model,
human resource management should focus on ensuring the efficient utilization of labor
resources, eliminating time losses, and fostering a philosophy of continuous
improvement. In other words, such an HR management model involves the active
engagement of employees in optimizing operational activities, developing their

competencies, and enhancing responsibility and teamwork. Within Lean management,



particular attention is paid to process standardization, leadership development, the
implementation of workplace learning systems, and the formation of motivational
mechanisms aimed at increasing labor productivity and improving customer service
quality. At the same time, HR management in the Lean model requires the integration
of HR practices with the overall enterprise strategy, which contributes to increased
operational efficiency and competitiveness of the trade business [5].

HRM systems represent an information-based model of personnel management
aimed at improving enterprise performance by automating HR processes and
supporting managerial decision-making. Scholars emphasize that such systems are
primarily designed to enhance the work of the organization’s management, including
the effective management of human capital, while assuming responsibility for routine
documentation processes. A key feature of HRM systems is their three-level structure,
which includes the operational level (personnel administration, payroll), the tactical
level (implementation of core HR processes), and the strategic level, which provides
data analytics and supports real-time managerial decision-making [10].

The implementation of HRM systems in trade enterprises enables the structuring
of accounting, calculation, and analytical procedures, reduces the workload of HR
departments, and minimizes the influence of human factors. Functionally, HRM
systems cover a wide range of business processes, including recruitment, training,
performance appraisal, employee motivation, and career development planning.
Therefore, the use of HRM systems contributes to improving the efficiency of human
resource utilization, enhancing customer service quality, and optimizing operational
processes in trade enterprises. This is particularly important in conditions of intense
competition and market dynamism, where the speed of information processing and the
effectiveness of managerial decisions directly affect business performance.

Moreover, the use of HRM systems in the trade sector enables more effective
workforce planning that takes seasonal demand fluctuations into account, facilitates

the management of flexible work schedules, and increases employee engagement.



The automation of HR processes also enables trade enterprises to adapt more
rapidly to changes in consumer behavior, implement innovative HR management
approaches, and achieve competitive advantages.

Selecting an effective human resource management system enables trade
enterprises to enhance resilience against risks arising from external turbulence,
improve customer loyalty and service quality, and ensure long-term competitiveness
(Fig. 1).

Factors of the Turbulent Environment of the Trade Sector
Military risks and security instability
Inflation and exchange rate fluctuations
Disruptions in logistics chains
Digitalization and e-commerce
Changes in consumer behavior

~ =

Tasks of Human Resource Management in a Trade Enterprise:
Provision of adequate human resources
Work organization and allocation of functional responsibilities
Adaptation of employees to the digitalization of business processes
Development of employee resilience, adaptability, and customer
orientation
Ensuring safe and stable working conditions

/\

Approaches to Human Resource Human Resource Management Models:
Management: Traditional

Economic Functional

Organic Process-Oriented

Humanistic Modern Models

‘ /\
Selection Criteria: Employee Motivation Modern Tools:
Enterprise goals and size and Development: Innovative solutions
Business model Training, reskilling, HR analytics
Specific characteristics of and upskilling Al-driven automation
trade activities Employee engagement
Team collaboration

Fig. 1. Human Resource Management of a Trade Enterprise in a Turbulent

Environment

Source: Systematised, summarised, and grouped based on data from [2; 7; 8; 9].



Modern human resource management tools play a crucial role in achieving the
strategic objectives of trade enterprises. These tools are based on the use of innovative
solutions, HR analytics, and Al-driven automation. Their application not only
optimizes HR processes but also enhances the validity of managerial decisions,
Increases responsiveness to change, and improves the adaptability of personnel to new
operating conditions. Innovative HR solutions include modern digital platforms for
recruitment, training, performance evaluation, and employee development, thereby
contributing to the formation of a more flexible and customer-oriented HR
management system.

In turn, HR analytics is defined as the process of collecting, processing, and
analyzing data on employees and HR processes within an organization in order to
support evidence-based managerial decision-making and improve the HR management
system. This tool enables forecasting workforce needs, making informed decisions
regarding hiring, selection, or downsizing, evaluating employee performance based on
productivity, quality of work, career growth potential, and professional development,
as well as optimizing HR processes by reducing excessive administrative burden,
automating routine operations, and minimizing bureaucratic complexity [11].

Particular attention should be given to Al-driven automation, which is used for
resume screening, supporting communication with candidates through chatbots,
personalizing training programs, real-time performance evaluation, and predicting
employee turnover [12]. This, in turn, significantly reduces the labor intensity of
routine HR operations, increases the accuracy of personnel-related decisions, and
allows management to focus on the strategic development objectives of the enterprise.

Conclusions and prospects for further research. Today, trade enterprises
operate under the influence of factors characteristic of a turbulent environment. This
implies the presence of unpredictable challenges and the need to develop measures for
the prompt response of enterprises to such conditions. In this context, personnel
become the key resource, as they generate creative and innovative solutions capable of

mitigating existing threats and leveraging available opportunities. Therefore, an



effective human resource management system is a critical element in achieving the
objectives of a trade enterprise.

The study confirms the expediency of transitioning from a traditional to a
proactive human resource management approach, especially under turbulent
conditions. Such an approach involves not only responding to current HR issues but
also ensuring timely forecasting, prevention, and strategic alignment of HR decisions
with the enterprise’s development strategy.

Further research should focus on developing a methodological approach to
evaluating the effectiveness of human resource management in trade enterprises.
Another promising research direction is the analysis of international practices of

employee motivation in conditions of a turbulent environment.
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