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Jluceprailiro MPUCBSIYEHO JOCIIHKEHHIO TEOPETUKO-METOUIHUX MIAXOAIB 10
ajganTaiii MpaImiBHUKIB, PO3BUTKY KaJIpOBOTO IMOTEHIlaJly oOpraHizamii Ta
OOIPpYHTYBaHHIO MpPAaKTUYHUX pPEKOMEHAAlldl moao (opmyBaHHA mnOpTQhens
€KOHOMIKO-YTIPaBIIHCHKUX PIIIEHh Y MeXaxX aJanTalliiiHOrO MeXaHI3My pPO3BUTKY
KaJIpOBOT'O TOTEHIlIaly OpraHizaimii B KOHTEKCTI 3a0e3nedyeHHs ii EKOHOMIYHOi
CTIMKOCTI Ta MPOAYKTUBHOCTI Mpari.

3a miicyMKaMu aHaji3y HayKOBOi TEPMIHOJIOTI] yTOUYHEHO TOHSTTS «aarTarlis
IpaliBHUKa» 3 ypaxXyBaHHAM OpraHi3aliiHO-KaJIpoBO-LUU(POBOTO piBHS ii MPOSBY Ta
JOBEICHO, M0 ajamntaiis (OopMy€e OCHOBY PO3BHUTKY KaJpOBOTO IOTEHITIATY,
€KOHOMIUHI TepeyMOBH 3pPOCTAaHHS MPOAYKTHBHOCTI IIpalli, palioHaIbHOTO
BUKOPUCTaHHS POOOYOTO HYacy, CKOPOUCHHSI BUTPAT HA TPYIOBI pecypcH. Y IbOMY
KOHTEKCT1 aJanTallilo pO3MJISIHYTO SK CKIIAJOBY JOCSATHEHHS EKOHOMIYHMX IIUIeH
oprasizariii.

Buxonsun 31 3MiCTy HOHATh «PO3BUTOK MPAIiBHUKIBY, «KaJIPOBUNA MOTEHITIAI»
1 «PO3BUTOK KaJIPOBOTO MOTEHIliaTy», BU3BHAUYEHO MPAI[IBHUKIB KIIOYOBUM YHHHUKOM
OpraHi3aliifHOr0 PO3BUTKY Ta OOIPYHTOBAHO PO3IJISA] KaJApOBOr0 MOTEHIIATY SIK
o0’exta Oe3mepepBHOrO0 BIOCKOHAJICHHS. PO3BUTOK KagpoBOTO  MOTEHINATY
TPaKTOBAaHO SIK KEpPOBaHUM TPOLEC Y3rOJKEHHS TPYAOBHX pPECypciB 31
CTpaTEeriYHUMU LUIIMU OpraHizaiii. 3anponoHOBAHO CHUCTEMATU3AII0 MIIXOIIB /10
HOro po3BUTKY (KJIACHUYHWUM, KOMIIETEHTHICHUH, CTpaTeriuHUi, aJIanTUBHHM) 1
nudepeHIiioBannii MiAXiJ 70 OIIHIOBAHHS TIpalliBHUKIB. BuaiieHo cyuacHi

30BHIIIHI, BHYTPIIIHI Ta 1HAUBIAYyadbHI (PakTopH, 110 (HOPMYIOTH HOBY MHapagurMmy



PO3BUTKY KaJIpOBOTO MOTEHIIIATY.

3anpornoHOBaHO CHUCTeMHMH miaxXim A0 (OpMyBaHHS — aJanTariiHOTO
MEXaHI3My, 110 IHTErpye MNPOLECH aJanTalii MpPaliBHUKIB 1 PO3BUTKY KaJpOBOIO
MOTEHIIIaJly Ha OCHOBI y3r0/PKEHOTO BHKOPHUCTAHHS BIANOBITHHUX METOJIB, BaXKEIiB
Ta 1HCTPYMEHTIB 13 BpaxXyBaHHSM I1HHOBAI[IHO-IHBECTHUI[INHOI CKJIaJ0BOi PO3BUTKY
KaJpoOBOTO TMOTEHIIay OpraHi3amii 3 ypaxXyBaHHSM €KOHOMIYHOI CKJIaJ0BO1
OIiHIOBAaHHS €(EeKTUBHOCTI BUTpaAT Ha IEPCOHAJ, PEHTAOEIBHOCTI 1HBECTHIIN Yy
MpAaliBHUKIB Ta IPOAYKTUBHOCTI MpALli.

3niiiCHeHe JOCIHIKEHHS JISUTbHOCTI PUTEIHI-OpraHizaiiii Ha CII0KUBYOMY
pUHKY VYKpaiHM 3acBIIUMJIO, IO CEKTOpP PUTEHly Ma€ 3HAYHHM BHECOK Y
HalllOHAJIbHY €KOHOMIKY KpaiHM, a TaK0X IOTEHLIa]d 10 PO3BUTKY Ta 3pOCTaHHS
€KOHOMIYHOI PEe3yJIbTATUBHOCTI 32 YMOBHM CBO€YACHOI aJamnTailii Ta BIPOBAKEHHS
e(EeKTUBHUX E€KOHOMIKO-YIIPaBIIHChKUX pilieHb. [liAKpeciieHo, 1Mo MpaiiBHUKHA SIK
KIIOUOBA pYIIifHA CHWJIa OpraHi3ailii Ta BIAMOBIIHO HAIIOHATHHOI EKOHOMIKU
3YMOBIIIOIOTh CTAOUIBHICT 1 €KOHOMIUHY PE3yJIbTaTUBHICTh 1X PO3BUTKY, a TOMY
NIJBULIEHHSI YBaru A0 PO3BUTKY KaJpOBOIrO MOTEHLIAy Ta €(EeKTHUBHOCTI HOro
BUKOPHUCTAHHS € HEOOX1THOI YMOBOIO CTaJIOTO €KOHOMIYHOTO CTAHOBJICHHS KpaiHU U
JIOBIOCTPOKOBOT €(heKTUBHOCTI 013HEC-CTPYKTYP CEKTOPY PUTCHITY.

IIpoBeneno STEEPLE-ananiz ¢axkTopiB BIUIMBY Ha AiSUIBHICTH pPHUTEWII-
oprasizaiiiif Ta 3amponoHOBAaHO Horo po3mupeHHs KyabTypHUME (C) 1 M1o0abHUMHU
(G) ckimagoBUMU, IO a0 MOXJIMBICTH BPaXxOBYBaTH TpaHCPOpPMALIIO CYCHLIBHUX
I[IHHOCTEH 1 BIUIMB CBITOBMX EKOHOMIYHUX IIPOIECIB Ha PO3BHTOK KaJPOBOTO
MOTeHIllay. 3a3HAa4eHO €KOHOMIYHE TPAKTyBaHHs (PAKTOpPIB BIUIMBY HA JISIIbHICTD
puTeill-oprafizamii, 1O  MIABUIIMWIO  AHAIITHUYHY  CTPYKTYpOBaHICTh 1
OOTPYHTOBaHICTh E€KOHOMIKO-YNPABIIHCHKUX pillieHb. BCTaHOBIEHO, IO PUTEII-
opraHizaiii (pakTUYHO BINPOBAKYIOTh MPAKTUKHU CTAJIOT0 PO3BUTKY, OPIEHTOBAHI Ha
JIOBIOCTPOKOBY CTIMKICTh 1 KOHKYPEHTOCIIPOMOKHICTb.

Ha ocnoBi ¢axkropiB, inentudikoBanux 3a STEEPLE+CG-ananizom Ta
BIJIIOpaHUX €KCIEPTHUM MeToJoM, noOyaoBaHo VAR-Mozens mnporHo3yBaHHs

noTpedu B YHCENBHOCTI MPAIiBHUKIB, II0 BUKOHYE YINPABIIHCHKY 1 €KOHOMIKO-



aHamTHUHy (YHKII{, BCTAHOBIIOYHM 3B 30K MK KaJpPOBHUMH TMPOIECAMHU,
BUTpaTaMu Ta (HIHAHCOBUMM pe3yJibTaTaMHu oprasizamii. Moxaens nae 3Mory
KUIBKICHO OIIIHUTH CTaTUCTUYHO 3HAYyIll JIAroBl ePeKkTu Ta c(hopMyBaTH CLUEHAPHI
MIPOTHO3U YHCENIbHOCTI MPAIiBHUKIB (ONTUMICTHYHUMN 1 TECUMICTUYHUN).

3anpornoHOBaHO 1HHOBAIIMHUM aHAIITUYHUH MiAX1 JO OIIHIOBAHHS PO3BUTKY
KaJpOBOTO MOTEHI[IAly Ha OCHOBI KPUTEPIalbHOI paMKH Ta 1HAEKCY KPEaTUBHOCTI,
o0  MiABUINYE  OOIPYHTOBAHICTH  €KOHOMIKO-YMPAaBIIHCHKUX  pillleHb.  3a
pe3ynbTaTaMu  OLIHIOBaHHS MOOYJOBAaHO MeEpexXeBUH TIpad B3a€EMO3B’S3KIB
CKJIQJIOBUX MOPTQEs 1HIIATUB 3 PO3BUTKY KaJPOBOTO MOTEHIlIATy Ta chOPMOBAHO
Kaptorpadio peausaiiHy mnopTdenss 3a METOAUKOI <JIOHOP — PEIUIIEHT» 1
TEIUIOKAPTY PO3PHUBIB, $KI BU3HAYAIOTHh MPIOPUTETHI HAMPSMHU BIOCKOHAJICHHS,
30kpeMa y 6morri KPI.

OOGrpyHTOBaHO HEOOXIIHICTh YJIOCKOHAJIEHHS KOHTPOJIIO Ta OLIIHIOBaHHS PIBHS
KOMIIETEHTHOCTEH MpPaliBHUKIB JJIs MOJ0JdaHHs aediuuTy kpeatuBHOCTI y 30H1 KPI,
OCKUTbKA CcaMe€ KOMIIETEHTHOCTI BH3HA4YalOTh €KOHOMIYHY BijJiauy, CTaOUIbHICTh
OPOAYKTUBHOCTI ~ Mpall Ta  JOCATHEHHS  1uIedl  opradizauii. YTOYHEHO
TEPMIHOCHCTEMY  TOHSTh  «HABHUYKHY, «3JIaTHICTBHY, CKOMITETCHIIIS» 1
«KOMIETEHTHICTh»  Ta  3alpOINOHOBAHO  AJITOPUTM  BU3HAUEHHS  PIBHSA
KOMIIETEHTHOCTEN NpaliBHUKIB. Mojens OIiHIOBaHHS NOOYyAOBaHO Ha 3acajax
JUHAMIYHOTO aHajiidy, y SKOMYy ajanTallisi TMpaliBHUKAa BHCTYIAa€ YUHHUKOM
MPUCKOPEHHSI PO3BUTKY KOMIIETEHTHOCTEH 1 (opmanizyerbes audepeHiiaaIbHuM
PIBHSHHSM MEPIIOTO TMOPANKY. 3a pe3yJabTaTaMH JOCHIDKEHHS —ajanTarii
MpaIiBHUKIB BHOKPEMJICHO YOTHUPU KIIFOYOBI CKJIQJ0B1 OIlIHIOBAaHHS 1i pIBHS:
3aJI0BOJICHICTh, MPOJIYKTUBHICTH Mpalli, B3a€EMOJIIF0 Ta BIJMOBIAHICT, BUMOTaM, SIKi
dbopmainizoBaHO y BUTJISAI IHTETPAJbHUX 1HJIEKCIB 13 BaroBUMHU Koe(]illieHTaMHu Ta
EKCIIEPTHUM  HOPMYBaHHSM. Pe3yibTaTH  3alpoONOHOBAHO  Bi3yalli3yBaTH B
JUHaMIYHUX Aambopaax, 1o 3a0e3nedye onepaTuBHUNA MOHITOPUHT CTaHy afamnTarlii
Ta PIBHA KOMIETEHTHOCTEM TMpalliBHUKIB i1 OOIPYHTYBaHHS €KOHOMIKO-
YOPABIIHCHKUX PILLIEHb.

AneKkBaTHICT, MOEN TiATBEpKeHO KoedimienTtoM nerepminaiii (R? > 0,7),



10 3aCBITYWIO ii 3AATHICTH BIITBOPIOBATH JWHAMIKY 3MiH PIBHSI KOMIIETEHTHOCTEH
npaiiBHUKIB. ExoHOMIuHA Bamifalis Iokaszaja, 110 BIPOBAHKEHHS MOHITOPUHTY
KOMIETEHTHOCTEH Ta MOCWJIEHHS aJaNTallifiHuX 1 HaBYaJbHUX 3aXOJIB CIIPUSIE
cTabimizamii peHTa0eIbHOCTI, CKOPOYEHHIO CTPOKY OKYITHOCTI Ta 3POCTAHHIO
MOKAa3HUKIB YMCTOI MOTOYHOI BapTOCTI BiJl MPOrpaM PO3BUTKY, IO MIATBEPIKYE
MBUIIEHHS €KOHOMIYHOT CTIMKOCTI oprasizamii Ta €()eKTHBHOCTI BUKOPHUCTAHHS
KaJIpOBOT'O MOTEHIIIATY.

OOrpyHTOBaHO, IO NPUUHATTS EKOHOMIKO-YIPAaBIIHCBKUX pIIIEHb 00
PO3BUTKY KaJPOBOTO TMOTEHIIAy 3 YpaxyBaHHSIM IHIIIATUB PO3BUTKY, aHATITHKU
JAHUX Ta aKyMYJIIOBaHHS YMPaBIIHCHKOTO JOCBITY (QopMaii3yeThCcsi SIK CydacHa
IpaKkTUKa NOpTdensa 1HINIATUB PO3BUTKY KaJapoBoro noreHmiany. [Ipakruuna
3HAUYIIICTh TIONATAE Yy 3a0e3MeUYeHH] Y3roJKEHOCTI aJamnTalliifHOro MeXaHi3My
PO3BUTKY KaJpOBOTO MOTEHINANy 3 HUISIMHU OpraHi3ailii Ta CUCTEMOIO OO [KETyBaHHS
Ha OCHOBI (hIHAHCOBMX TIOKA3HHWKIB EKOHOMIYHOI Bajifarlii, MO B MiJICYMKY
3abe3rneuye e(peKTUBHE BUKOPHUCTAHHS PECcypciB 1 3pOCTaHHS BapTOCTi Oi3Hecy.
3anponoHOBAHO MOETAIHUNA MPOLEC MPUHUHATTA €KOHOMIKO-YIPABIIHCHKUX PILIEHb.
HaromnomeHo TakoX Ha Ba)KJIMBOCTI BpaxyBaHHS 1HKIIO3WBHOCTI MPAI[iBHUKIB SIK
3HAYHOI YaCTKH HACEJEHHS, SKUX MOXHA 3aJIy4UTH 10 TPYIOBUX BIJIHOCHUH 3
opraHizaniero. Po3po0jieHO CTPYKTYpHO-(QYHKIIIOHAJIIBHY CXEMY aJanTaiiiHoOro
MEXaHI3My Ha OCHOBI aHAJITHUKXA JaHUX Ta EKOHOMIKO-MaTEMaTHYHOTO
MOJIEJIIOBaHHS, 110 3a0e3Meuye IHTErpalilo MpaliBHUKIB, 1X IpodeciiiHe 3pocTaHHs
Ta ¢opMyBaHHS 30alaHCOBAHOTO MOPT(HENs 1HIIATUB 3 ypaxyBaHHSIM 3MIiH PUHKY
mpaill Ta BIUIMBY BHYTPIIIHIX 1 30BHIIIHIX (paKkTOPiB.

Jist  (dopMmyBaHHS E€KOHOMIKO-YIPaBIIHCBKUX pIMIEHb IIOAO PO3BUTKY
KaQJIpOBOT'O IIOTEHINAy 3aCTOCOBAaHO METOJHMKY KPOC-KOMOIHAINM, Ha OCHOBI SIKOi
chopmoBano HR-TOWS-marpuiro, 1mo jaga 3MOry NpiOpUTU3YBATH 3aXOJU
PO3BUTKY, Y3rOJIUTH KaJPOBUI MOTEHIlIAN 13 YMOBAMH 30BHIIIHHOTO CEPEAOBUIIA Ta
chopmyBatu moptdens iHimiaTUB y (opmaTi mopoxkHbOT kKapth. Ha 11 ocHoOBI
BUKOHAHO CIICHApHE TIPOTHO3YBAHHS MPOMYKTHBHOCTI TIpaimi, BHUPYYKH Ta

eKOHOMIYHOI €()eKTUBHOCTI BUKOPUCTAHHS KaJpPOBOTO MOTEHIIaNy (BIAXHJIEHHS 10



20 %, edextuBHIicTh 24-27,5 %) 1 po3pOONEHO KaJCHIApHUMN IJIaH PO3BUTKY Ha
20262028 pp. Y mepmmuii pik nependadaeTbesi popMyBaHHS PECYpPCHO-IPOIIECHOT
OCHOBU pO3BUTKY KaJpPOBOTO TMOTEHIIaly, Ha JPYroMy poIli mepeadadaeTses
3MIACHEHHS] OpraHizamiiHuxX TpaHcdopmaliii 1 wMacmradyBaHHS €(QEKTUBHHUX
1HIIIaTUB, Ha TPETIN piK nepeadadaeTbcs (PiHAHCOBO-MAPTHEPChKA ONTUMIZAIlS Ta
3aKpIMUICHHS OTPUMaHUX pe3yibTaTiB. Haromomeno, mo €KOHOMIKO-yIpaBIiHCHKI
pIIIIEHHs] MaloTh IPYHTYBAaTHCS Ha JOKa30BIM aHAIITHIN JaHUX, IO 3abe3reuye
OLIIHIOBAHHS 1HILIATHB 3a CHIBBIAHOLIEHHSM «BUTPATU—PE3YJbTAT», PO3PAXYHOK
peHTa0ENbHOCTI, CTPOKY OKYITHOCTI Ta MPOTHO3YBAaHHS OYiKyBAaHOTO €KOHOMIYHOTO
edexTy.

Otxe, 3a pe3yapTaTaMU JOCIIJKEHHS C(POPMOBAHO TEOPETHUKO-METOINYHI
3acaJid Ta po3pOOJICHO MPAKTUYHI pEKOMEHAIlH 040 GOpMyBaHHS aJanTaIliiHOTO
MEXaHI3My PO3BUTKY KaJpOBOr0 TMOTEHIATy OpraHizamiii CEeKTOpy pUTey s
3a0€3MeUeHHs] 3POCTaHHS MPOIYKTUBHOCTI Mpallli Ta €KOHOMIYHOI €(eKTUBHOCTI

JISJTBHOCT1 OpraHizariu.
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CTIMKICTh OpraHi3alid, KaJpoBl pPHU3HMKH, I[UIMHHICTh KaJpiB, OpraHizaliiiHi
Tpancdopmaiiii, upposa TpaHchopmaliris, IHHOBAIlli, MOTHUBAIIIS TIpalli, MiBUIECHHS

KkBai(ikallii, KOMIETEHTHICTh MPalliBHUKIB, O13HEC-CTPYKTYpa.



ABSTRAKT

Shapka I.V. Adaptation Mechanism for the Development of an Organization’s
Human Capital. — Qualification research work submitted as a manuscript.

Dissertation submitted for the degree of Doctor of Philosophy in Specialty 051
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The dissertation is devoted to the study of theoretical and methodological
approaches to employee adaptation and the development of an organization’s human
capital, as well as to the substantiation of practical recommendations for forming a
portfolio of economic and managerial decisions within the adaptive mechanism of
human capital development in the context of ensuring economic sustainability and
labour productivity growth.

Based on the analysis of scientific terminology, the concept of employee
adaptation has been refined with regard to its organizational, personnel, and digital
dimensions. It has been demonstrated that adaptation forms not only the foundation
for the development of human capital but also the economic preconditions for
increasing labour productivity, improving the efficient use of working time, and
reducing labour-related costs. In this context, adaptation is considered a component
of achieving the organization’s economic objectives.

Based on the conceptual content of the notions of employee development,
human capital potential, and human capital development, employees are identified as
a key driver of organizational development, and human capital potential is
substantiated as an object of continuous improvement. Human capital development is
interpreted as a managed process of aligning labor resources with the strategic
objectives of the organization. A systematization of approaches to human capital
development (classical, competency-based, strategic, and adaptive) and a
differentiated approach to employee evaluation are proposed. Modern external,

internal, and individual factors that shape a new paradigm of human capital



development are also identified.

A systemic approach to the formation of an adaptive mechanism has been
proposed, integrating employee adaptation processes with human capital
development through the coordinated use of relevant methods, levers, and
instruments, taking into account the innovation-investment component of
organizational human capital development and the economic dimension of evaluating
personnel cost efficiency, return on investment in employees, and labor productivity.

The conducted analysis of retail organizations operating in the consumer
market of Ukraine has demonstrated that the retail sector makes a significant
contribution to the national economy and possesses substantial potential for further
development and growth in economic performance, provided that timely adaptation
measures and effective economic-managerial decisions are implemented. It is
emphasized that employees, as the key driving force of organizations and,
consequently, of the national economy, determine the stability and economic
effectiveness of their development. Therefore, increasing attention to the
development of human capital and the efficiency of its utilization is a necessary
condition for the country’s sustainable economic growth and the long-term
performance of business structures in the retail sector.

A STEEPLE analysis of factors influencing the performance of retail
organizations was conducted, and its extension through the inclusion of cultural (C)
and global (G) components was proposed, enabling consideration of transformations
in societal values and the impact of global economic processes on human capital
development. An economic interpretation of the factors affecting retail organizations
was provided, enhancing the analytical structure and substantiation of managerial-
economic decision-making. It was also established that retail organizations are
effectively implementing sustainable development practices aimed at ensuring long-
term resilience and competitiveness.

Based on the factors identified through STEEPLE+CG analysis and selected
using an expert approach, a VAR model was developed to forecast workforce

demand. The model performs both managerial and economic-analytical functions by



linking HR processes, labor costs, and financial performance indicators. It enables the
quantitative assessment of statistically significant lag effects and the construction of
scenario-based workforce forecasts (optimistic and pessimistic).

An innovative analytical approach to assessing workforce development was
proposed, based on a criteria framework and a Creativity Index, which enhances the
validity of economic-managerial decisions. Based on the evaluation results, a
network graph of interconnections among the components of the human capital
development initiative portfolio was constructed, and a portfolio redesign mapping
was developed using the «donor-recipienty» methodology, along with a gap heatmap
that identifies priority areas for improvement, particularly within the KPI block. The
necessity of improving monitoring and assessment of employee competency levels
was substantiated in order to overcome the creativity deficit within the KPI domain,
as competencies determine economic returns, the stability of labor productivity, and
the achievement of organizational strategic goals. The terminology of the concepts
«skills,» «ability,» «competence,» and «competency was clarified, and an algorithm
for determining employee competency levels was proposed. The evaluation model
was developed on the basis of dynamic analysis, in which employee adaptation acts
as a factor accelerating competency development and is formalized through a first-
order differential equation. Based on the study of employee adaptation, four key
components for assessing its level were identified-satisfaction, labor productivity,
interaction, and compliance with requirements-each operationalized as integral
indices with weighting coefficients and expert-based normalization. The results are
proposed to be visualized through dynamic dashboards, enabling real-time
monitoring of adaptation processes and competency levels to support evidence-based
economic-managerial decision-making.

The adequacy of the model was confirmed by the coefficient of determination
(R?>0.7), demonstrating its ability to reproduce the dynamics of changes in
employees’ competency levels. Economic validation showed that the implementation
of competency monitoring, together with strengthened adaptation and training

measures, contributes to the stabilization of profitability, a reduction in the payback



period, and an increase in the net present value of development programs, thereby
confirming enhanced organizational economic resilience and more efficient
utilization of human capital.

It was substantiated that economic-managerial decision-making regarding
workforce development, taking into account development initiatives, data analytics,
and the accumulation of managerial experience, can be formalized as a contemporary
practice of managing a human capital development initiative portfolio. The practical
significance lies in aligning the adaptive mechanism of workforce development with
organizational goals and budgeting systems based on financial indicators of economic
validation, which ultimately ensures efficient resource utilization and business value
growth. A step-by-step process for economic-managerial decision-making was
proposed. Particular emphasis was placed on the importance of considering employee
inclusiveness as a substantial share of the population that can be engaged in
organizational labor relations. A structural and functional framework of the adaptive
mechanism was developed based on data analytics and economic-mathematical
modeling, ensuring effective employee integration, professional growth, and the
formation of a balanced portfolio of initiatives while accounting for labor market
dynamics and the influence of internal and external factors.

To support economic-managerial decision-making on workforce development,
a cross-combination methodology was applied, on the basis of which an HR-TOWS
matrix was constructed. This enabled the prioritization of development measures,
alignment of workforce potential with external environmental conditions, and the
formation of an initiative portfolio in the form of a roadmap. Based on this
framework, scenario forecasting of labor productivity, revenue, and the economic
efficiency of workforce utilization was conducted (deviation up to 20 %; efficiency
24-27,5 %), and a calendar implementation plan for 20262028 was developed. In
the first year, the focus is on establishing the resource and process foundation for
workforce development; in the second year, on implementing organizational
transformations and scaling effective initiatives; and in the third year, on financial-

partnership optimization and consolidation of achieved results. It was emphasized



that economic-managerial decisions should rely on evidence-based data analytics,
enabling evaluation of initiatives according to the cost—result ratio, calculation of
ROI-HR and payback periods, and forecasting of expected economic effects.

Thus, based on the results of the study, theoretical and methodological
foundations were developed and practical recommendations were elaborated for the
formation of an adaptive mechanism for workforce development in retail-sector
organizations, aimed at increasing labor productivity and enhancing the economic

efficiency of organizational performance.

Keywords: human capital; economic and managerial decisions; personnel
management; economic indicators; competitiveness; organizational resilience;
personnel risks; employee turnover; organizational transformations; digital
transformation; innovation; work motivation; professional development; employee

competency; business structure.
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