YK 331.108

Z. Tiabhunova,

PhbD, Associate Professor,

Associate Professor of the Department of Marketing and Management,
Kbmelnytskyi Cooperative Commercial and Economic Institute
ORCID ID: http://orcid.org/0000-0002-4508-545 3

O. Bilinska,

Senior lecturer of the Department of Management,

"Poltava University of Economics and Trade"

ORCID ID: hitps://orcid.org/0000-0002-4769-4586

1. Yanchyk,

Postgraduate student of the Department of Accounting,
Taxation and Marketing, Mukachevo State University

ORCID ID: https://orcid.org/0009-0005-6503-5137

DOI: 10.32702/2306-6814.2023.22.106

TRANSFORMATIONS OF HUMAN
RESOURCE MANAGEMENT AND
PERSONNEL ACCOUNTING IN UKRAINIAN
ENTERPRISES UNDER WAR CONDITIONS
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XMeABHMI[bKMII KOONIePATUBHNI TOPTOBEABHO-€KOHOMIYHUI IHCTUTYT

O. II. Biainceka,

cTapumii BUKAaAad KadpeApu MeHeAKMeHTY, [ToaTaBchRUI yHiBepcuTeT eKOHOMIKY i TOpriBai,

1. M. nunux,

acmipasT Kaeapr 06AIKy Ta omoAaTKyBaHHA | MapkeTuHry, MykauiBchbkuil Aeps>kaBHUI yHIBepcuTeT

TPAHCO®OPMAIII KAAPOBOTO MEHEAKMEHTY TA OBAIKY IEPCOHAAY NIANIPUEMCTB
VKPAIHM B YMOBAX BIMHU

Traditionally, transformations in personnel management and personnel accounting are considered
as processes aimed at adapting and changing human resource managementin enterprises to ensure
compliance with new regulatory requirements, challenges, and changes in the business environment.
Therefore, the research is aimed at studying the characteristics of the transformation of personnel
management and personnel accounting in Ukrainian enterprises in the context of war. It has been
demonstrated that the transformation of personnel management and personnel accounting in
Ukrainian enterprises in the context of war is driven by the consequences of increased personnel
needs (due to mobilization and workforce migration), changes in working conditions (resulting from
changes in work schedules and working conditions), regulatory, and other changes. There have
been local regulatory changes related to the personal accounting of conscripts, military conscripts,
and reservists at their place of work, as stipulated in Part 5 of Article 34 of the Law on Military Service.
Comprehensive changes in personnel management and personnel accounting at enterprises have
been driven by the enactment of the Law of Ukraine "On the Organization of Labor Relations in the
Conditions of Martial Law” dated March 15, 2022, No. 2136-IX. In such conditions, it has been
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concluded that owners independently determine the personnel management procedures, as well as
the operation of the HR department and the list of personnel documentation that needs to be
processed during the state of martial law. The flexibility in decision-making requires a cycle of
transformations. It has been noted that the main specificity of the cycle of transformations in
personnel management and personnel accounting at enterprises includes the following stages:
analysis of needs and situation assessment; setting objectives and developing change strategies
and tactics; implementation and execution of change strategies and tactics; monitoring and
evaluation of change outcomes; adjustment of change strategies and tactics; adaptation to changes
in other management systems. An enterprise that effectively implements this cycle can achieve
greater success in times of war and other challenging situations. Each of the stages outlined in the
transformation cycle of personnel management and personnel accounting at enterprises, while having
a unified nature, is characterized by the diversity of transformation outcomes. However, the key lies
in the flexibility of these systems and their ability to quickly adapt to changes, as well as their readiness
to address new challenges that arise in such conditions. The prospects for further research may
include the development of recommendations and standards for personnel management and
personnel accounting in wartime conditions, which can be valuable for enterprises.

Knacun4yHo, TpaHcgopmauii kagpoBOoro MeHeagXXMeHTy Ta 061iKy nepcoHasy po3rasfalTbCs K
npouecu, cripssMoBaHi Ha aganTauilo Ta 3MiHy ynpasJliHHS1 TIOACbKUMU pecypcamu nianpueMcCTB 3
MeTolo 3ab6e3ne4yeHHs BiAnoBigHOCTi HOBUM pPeryisaTopHUM BUMOraM, BUKJIMKaM i 3amiHam B Gi3Hec-
cepepoBuuli. Bigrak, gocnigxeHHs cnpssMoBaHe Ha BUBYEHHs1 0cobamBocTeli TpaHcgopmaduii kaa-
POBOro MeHeaXXMeHTy Ta 06/1iky nepcoHany nignpuemMcTB YKkpaiHn B ymMoBax BiviHu. [JoBeaeHo, L0
TpaHcopMauis KagpOoOBOro MeHeHKMEHTY Ta 00Ky nepcoHasny nignpuemMcTB YKpaiHu B yMOBax BiliHN
3yMoBJieHa Hacigkamu 36inbLUeHHs NoTpe6 y nepcoHasi (BHacnigok Mmobinisauyii i mirpadii poéo4oi
cunun), aMiHaMun pobo4unx ymMoB (BHacnigok 3MiH po6o4oro rpagiky Ta ymoB npaui), peryisTopHumMu
Ta iHWMMN 3MiHn. 3okpema, Bigbynucs 1okanbHi perysssTopHi 3MiHy 3a HanpPsIMKOM NepcoHasibHOro
006J1iky NpnU30BHUKIB, BiiCbkOBO3000B '13aHuNX i pe3epBicTiB 3a micLeM ixHboi po6oTH (BCTaHOB/IEHO-
ro 4. 5 cr. 34 3akoHy npo BiricbKOBY CJ1Y>XX6Y) Ta KOMINJIEKCHi 3MiHU KagpPOBOIro MeHeAXXMEeHTY Ta 06-
NliKy nepcoHasy nigrnpuemMcTB (3yMoBJieHi BBeAeHHSM B fiito 3akoHy Ykpainu "TIpo opraHizauiio Tpy-
AOBUX BIiAHOCUH B YMOBaX BOEHHOIoO cTaHy " Big 15.03.2022 Ne 2136-1X). lNpu ybomMy 3p06s1€eHO BUC-
HOBOK, LL|O Y TaKNX YMOBaX BJIACHUKU CAMOCTIiHO BU3Ha4YaloTb MNOPSIA0K ynpaBsliHHS KaapaMu, rnopsi-
AOK poboTy BiaAiny kagpis Ta nepesik kaapoBoi AOKyMeHTauil, sKky HeobxigHo ogpopmnsaTu nig 4ac
Aif BoeHHOro ctaHy. HasBHicTb MaHeBpYy Ans Kii NoTpebye unkay TpaHcgdopmauliii. 3BepHeHo yBary
Ha To¥i ¢paKT, L0 OCHOBHOIO crieungikoro unksy TpaHcopMaLii KaapoBOro MeHeAXXMEeHTY Ta 061Ky
nepcoHasny niagnpueMcTB €: aHali3 NoTpeod Ta ouyiHKa cuTyaulii; BU3Ha4YeHHS MeTu, po3pobka cTpa-
Terii i TakTuKM 3MiH; peani3auisi Ta BIpOBaf)XeHHSsI cTpaTerii i TaKTUKN 3MiH; MOHITOPUHI Ta OUiHKa
pe3ynbTaTiB 3MiH; KOPUIryBaHHSI CTPATErii i TaKTUKKU 3MiH; aganTauyisi 40 3MiH iHLLINX CUCTEeM MeHeX-
meHTy. lignpmnemcTBo, ke e peKTUBHO BNPOBALAXYE Lieii LMKJI, MOXe [AoCSratu 6isibLIoro ycnixy B
YMOBaXx BiliHU Ta B iHLUMX CKaaHnx cutyauisx. Ko)xeH 3 okpecsieHux BuULLY e eTaniB uyukny TpaHcpop-
MaLivi KagapoBOro MeHeAXMEHTY Ta 06J1iKy nepcoHany nignpueMcTB Mae yHigikosaHy npupoay, xa-
PaKTepu3yeTbCS Pi3HOCMPSAMOBAHICTIO pe3ybTaTiB TpaHcpopmauiii, 0o4HaK iX KJII040BOIO 0COONBI-
CTIO € FHY4KiCTb, 34aTHICTb LUBUAKO aaanTyBaTUCS A0 3MiH, @ TAKO)XX rOTOBHICTb [10 BUPILLUE@HHS HOBUX
BUKJINKIB, SIKi BUHUKaIOTb Yy Takux ymoBax. lepcrnekTneu noganbLunx 4OCAigKeHb MOXYTb BK/AIOYaTH
PO3pO0KY pekoMeHAauiii Ta cTaH[apTIB KaAPOBOIro MeHeAXMEHTY Ta 00/1iKy nepcoHasly B yMOBax
BiliHW, LLIO MOXXYTb OYTUN KOPUCHI ANS NiANPUEMCTB.

Key words: personnel accounting; martial law; personnel management discipline; change strategies and tactics;
key employees.

KntowoBi cnoBa: 06.1ik nepcoHany; BoeHHUlU cmaH; nops0oK ynpaBaiHHs Kadpamu; cmpameeaii | maKkmuKu 3Mit;
KA10408i npayiBHUKU.

TARGET SETTING regulatory requirements, challenges, and changes in the

Classically, transformations in personnel management business environment. Standardly, these transformations
and personnel accounting are considered as processes are aimed at improving productivity, increasing com-
aimed at adapting and changing human resource mana- petitiveness, enhancing employee satisfaction and enga-
gement in enterprises to ensure compliance with new gement, cost optimization, and many other objectives.
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Figure 1. The logical scheme of the transformation cycle
in personnel management and personnel accounting at enterprises

Source: formed based on [2—3; 5].

However, due to the new realities brought about by the
war in Ukraine, a new cycle of transformations in personnel
management and personnel accounting is currently
emerging for enterprises in Ukraine. The triggers for these
changes have been regulatory adjustments related to the
enactment or amendments to specific legislative acts that
pertain to wartime conditions. These changes encompass
alterations in both the qualitative and quantitative aspects
of enterprise personnel, including those resulting from
mobilization, evacuation, or other unforeseen circum-
stances. Furthermore, in wartime conditions, not only
human resources but also available financial resources
decrease, leading to changes in recruitment, training
approaches, and more.

ANALYSIS OF RESEARCH
AND PUBLICATIONS

Comprehensive methodological and methodological
research on general issues of domestic personnel mana-
gement has been conducted by scholars such as Don-
chak L.G., Dobizha V.V., Kulinych O., Yesinova N., and
Zaretska L. Many aspects of personnel accounting have
been studied by foreign scholars, including Pokyncherei-
daV.V., Pochynok N.V,, and V.V. Tyutlikova. However, the
main problem lies in the lack of research specifically
focused on the transformation of personnel management
and personnel accounting at Ukrainian enterprises in the
context of war.

THE WORDING OF THE PURPOSES
OF ARTICLE (PROBLEM)

The aim of the article is to study the features of the
transformation of personnel management and personnel
accounting at Ukrainian enterprises in the context of war.

THE PAPER MAIN BODY WITH FULL
REASONING OF ACADEMIC RESULTS

The conditions of war and conflict have presented
unique and numerous challenges for enterprises, initiating
anew cycle of transformations aimed at seeking adaptive
measures and their active application in the field of
management and personnel accounting.

Currently, enterprises are facing various challenges
related to changes in working conditions (due to changes
in work schedules and working conditions) and increased
personnel needs (linked to the consequences of
mobilization and workforce migration). In addition, there
have been local regulatory changes in terms of the personal
accounting of conscripts, military conscripts, and
reservists at their place of work (as stipulated in Part 5 of
Article 34 of the Law on Military Service), and
comprehensive changes in personnel management and
personnel accounting at enterprises (resulting from the
enactment of the Law of Ukraine "On the Organization of
Labor Relations in the Conditions of Martial Law" dated
March 15, 2022, No. 2136-IX, and subsequent changes to
labor legislation) [4].

Specifically, enterprises (as employers) currently have
the following options: entering into fixed-term employment
contracts with new employees for the duration of the
martial law or to cover the temporary absence of an
employee; transferring an employee to a different job not
specified in the employment contract without their consent
(except in cases of relocation to a locality with ongoing
hostilities); terminating an employee's contract during
temporary incapacity for work or on the first day following
the end of their incapacity or leave (except for maternity
leave and childcare leave); increasing the working hours
or reducing the weekly continuous rest days to 24 hours
[4].

Additionally, for employees, the following oppor-
tunities were established [4]:

Terminate the employment contract at their own
initiative without prior notice with a two-week notice
period.

1. Take unpaid leave without limitations on pay
preservation,

2. End the validity of an employment contract that
does not lead to the termination of labor relations.

In such conditions, owners independently determine:

1. Personnel management procedures. For instance,
to ensure the safety of employees, the implementation of
remote work and remote personnel management
technologies may be necessary.
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2. The operation of the HR de-
partment and the list of personnel
documentation that needs to be
processed during the state of
martial law.,

The availability of maneuvering
for actions requires a cycle of trans-
formations. The primary specificity
of the transformation cycle in per-
sonnel management and personnel
accounting at enterprises includes:

1. Needs analysis and situation
assessment.

2. Goal setting and develop-
ment of change strategies and
tactics.

3. Implementation and execu-
tion of change strategies and tac-
tics.

4. Monitoring and evaluation of
change outcomes.

5. Adjustment of change strategies and tactics.

6. Adaptation to changes in other management
systems.

So, the logical scheme of the transformation cycle in
personnel management and personnel accounting at
enterprises is provided in Figure 1.

A company that effectively implements this cycle can
achieve greater success in times of war and other complex
situations. ldeally, the above-mentioned cycle should
encapsulate a sequential set of stages that help the
business efficiently manage its personnel. Each stage has
its own implementation specifics, including:

1. The stage of needs analysis and situation asse-
ssment is aimed at identifying the current state of the
personnel, recognizing problems, and determining the need
for changes through the following actions (Figure 2):

— Analyzing the impact of the war and other changes
in the business environment on the company's workforce
(analyzing changes in the number of personnel, key
competencies, the availability of key employees, possible
losses, and compensation, etc.).

— Analyzing changes in accounting and human
resource management arising from specific challenges,
legislative norms, and restrictions that have emerged in
the conditions of war and the imposition of martial law.

— Determining personnel needs and their compe-
tencies (in accordance with the description of new roles,
competencies, and skills that become critical in the new
conditions).

— Assessing available resources and constraints,
including financial ones (evaluating financial capabilities
helps determine how feasible it is to implement changes
and develop personnel. It is also important to consider
other constraints, such as legislative or market restric-
tions).

This stage helps the organization understand its needs
and capabilities in human resource management and lays
the foundation for further actions and the development of
atransformation strategy.

2. The stage of defining the purpose, strategy, and
tactics of change is aimed at establishing specific goals,

Analyzing the impact
of the war and other
changes in the
business environment
on the company's
workforce

Establishing a
vision for

personnel
management in
times of war

Analyzin .. .
YZINg Determining Assessing
changes in o
> personnel available
accounting and .
needs and their resources and
human resource - :
competencics constraints

m: anagement

Figure 2. The actions in the stage of needs analysis

and situation assessment

Source: formed based on [1—3].
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Figure 3. The actions in the stage of goal setting and development
of change strategies and tactics

Source: formed based on [1—2; 5].

long-term change plans that the enterprise seeks to achieve
in the field of personnel management, as well as short-term
actions and methods used to implement them. This stage
encompasses the following actions (Figure 3):

— Establishing a vision for personnel management in
times of war (which defines how the enterprise envisions
the future of its personnel management and the values it
prioritizes). The vision serves as a guide for the
development of change strategies and tactics.

— Determining strategic objectives and priorities for
personnel management. Examples of specific objectives
in the field of personnel management may include
increasing the number of employees with necessary
competencies by 20% over the next year, improving
employee satisfaction and engagement by 15% within the
next quarter, reducing employee turnover to 5% over the
next six months, implementing a new employee
performance evaluation system by the end of the current
year,

— Defining long-term plans that the organization
selects to achieve its goals in personnel management.
Essentially, these plans outline the overall course of change
and approaches for their attainment (such as developing
training programs, preparing the workforce for new tasks,
establishing a set of strategies for personnel development
and retention, and developing new personnel management
methods, among others).

— Defining specific short-term actions and methods
used to implement change strategies. These encompass
concrete steps, procedures, and tools employed to
introduce changes into the organization's practices.

At this stage, it is crucial to ensure alignment between
the vision, strategic objectives, and change tactics. A well-
developed vision, strategy, and change tactics will assist
the organization in effectively adapting to the challenging
conditions of war and maintaining its competitiveness.

3. The stage of implementing and deploying change
strategy and tactics (where actual measures are taken to
implement planned changes and achieve strategic and
tactical objectives). This stage encompasses the following
actions:
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Figure 4. The actions in the stage of monitoring and evaluation
of change outcomes

Source: formed based on [1—2; 5].
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and tactics

Source: formed based on [2; 5].

— Ensuring the necessary resources, including
financial, technical, and human resources, for the
implementation of changes (the amounts of these
resources should align with the budgets and expenditure
plans required to carry out change strategies in personnel
management) and security measures.

— Communicating and engaging employees in changes
in personnel management and personnel accounting. It is
important to explain the purpose, benefits of the changes,
and the key directions of change. Involving employees in
the process of change implementation will help increase
their support.

— Providing training and preparing the workforce for
the implementation of new procedures, technologies, or
practices outlined in the change strategy.

— Making relevant amendments to the company's
personnel management manual (if it exists), including the
identification of personnel documents that must continue
to be processed and those that should not, and specifying
the procedure for employee communication with the
employer regarding document submissions and personnel
records.

At this stage, it is important to consider the continuous
nature of changes and adapt to new requirements and
situations that arise during the implementation of change
strategy and tactics.

4. The stage of monitoring and evaluating the results
of personnel management and workforce accounting
changes (focused on applying procedures that ensure that
the implemented changes align with strategic objectives
and lead to desired outcomes). This stage encompasses
the following actions (Figure 4):

— Defining key performance indicators (KPls) that
reflect the achievement of strategic objectives in the field
of personnel management and workforce accounting.
These KPIls may include metrics related to personnel
competencies, employee satisfaction levels, employee
retention rates, and so on.

— Organizing regular data collection that indicates
the achievement of KPls and their analysis (based on
comparing actual data with initial indicators and change

goals). This allows for assessing the success of change
implementation and identifying any challenges that may
arise.

— Evaluating alignment with strategic objectives
helps determine how well the obtained results co-
rrespond to strategic goals and the vision of personnel
management in wartime conditions. If discrepancies
are identified, adjustments to the changes are nece-
ssary.

— Reporting and communication, which should reflect
the results of monitoring and evaluation of changes in
personnel management and workforce accounting at the
enterprise. This enables maintaining an open dialogue and
involving all stakeholders in the process of adjusting
changes.

5. The stage of adjusting change strategy and tactics.
This stage is necessary if monitoring and evaluations of
personnel management and workforce accounting chan-
gesindicate the need for adjustments. Under such circum-
stances, changes are made to previously developed change
strategies and tactics. This stage encompasses the follo-
wing actions (Figure 5):

— lIdentifying the reasons that led to the need for
adjustments and outlining the main directions for
corrections.

— Developing specific algorithms and measures for
adjusting change strategy and tactics. This may include
changes in training and development programs for
personnel, expanding personnel reserves, reviewing
budgets for personnel management expenses, and more.

— Informing employees and management about the
need for adjustments and involving them in the correction
process. This helps garner support and resources for
implementing changes.

— Developing a plan for adjustments, deter-
mining those responsible for implementation, and
setting deadlines for adjusting personnel mana-
gement and workforce accounting changes at the
enterprise.

This stage enables the enterprise to timely adapt to
changes in the business environment caused by war and
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make effective decisions to achieve strategic objectives
in the field of personnel management and workforce
accounting.

6. The stage of adapting other management systems
of the enterprise to changes in personnel management and
workforce accounting. This stage involves adjusting other
systems and aspects of enterprise management to ensure
interaction and alignment with changes in personnel
management and workforce accounting. This stage
encompasses the following actions:

— Adapting the job evaluation systems to account for
new requirements and competencies that have become
important in wartime conditions.

— Adapting the risk management and safety system
to address increased risks and ensure employee safety
during wartime.

— Adapting budgets and financial accounting to align
with strategic goals and needs in personnel management.

— Adapting change management, communication, and
other systems to accommodate changes in personnel
management.

This stage enables maximum adaptation of all
management systems within the enterprise to changes in
its workforce and personnel accounting. This helps ensure
interaction and coordination of all aspects of the
enterprise's activities in wartime conditions, achieve
strategic goals, and maintain competitiveness. Each of the
outlined stages in the cycle of transformations in personnel
management and workforce accounting at enterprises,
while having a unified nature, is characterized by a diversity
of transformation outcomes. These outcomes depend on
the specific characteristics and scope of the business
entity's activities. However, the key lies in the flexibility
of the outlined systems and their ability to quickly adapt
to changes, as well as their readiness to address new
challenges that arise in such conditions.

CONCLUSIONS FROM THIS STUDY
AND PROSPECTS FOR FURTHER
EXPLORATION IN THIS AREA

It has been established that the transformation of
personnel management and workforce accounting in
Ukrainian enterprises in wartime conditions is driven by
the consequences of increased personnel needs (due to
mobilization and labor force migration), changes in
working conditions (due to altered work schedules and
working conditions), regulatory, and other changes. In this
regard, the following conclusions have been drawn:

1. In such conditions, owners independently determine
the personnel management procedures, as well as the
operation of the human resources department and the list
of personnel documentation that needs to be processed
during a state of war. The flexibility for action requires a
cycle of transformations.

2. The main specificity of the cycle of transformations
in personnel management and workforce accounting at
enterprises includes analyzing needs and assessing the
situation; defining the purpose and developing change
strategies and tactics; implementing and executing change
strategies and tactics; monitoring and evaluating the
results of changes; adjusting change strategies and tactics;
adapting to changes in other management systems. An

enterprise that effectively implements this cycle can
achieve greater success in wartime and other challenging
situations.

3. Each of the outlined stages in the cycle of trans-
formations in personnel management and workforce
accounting at enterprises, while having a unified nature, is
characterized by a diversity of transformation outcomes.
However, the key lies in the flexibility of the outlined
systems and their ability to quickly adapt to changes, as
well as their readiness to address new challenges that arise
in such conditions.

The prospects for further research may include the
development of recommendations and standards for
personnel management and workforce accounting in
wartime conditions, which could be valuable for
enterprises.
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