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HR ANALYTICS AS A TOOL FOR DEVELOPING MANAGERIAL
COMPETENCIES IN THE PERSONNEL MANAGEMENT SYSTEM IN WAR
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Anomauisa. B ym06ax 60€HHO20 CMAHY CUCMEMA VAPAGLIHHA NEPCOHANOM QYHKYIOHYE 3a
niOBUWEHOI HEBUSHAYEHOCME, WO 3YMOGIIOE 3POCAHHA UMO2 00 OOIPYHMOBAHOCI YNPAGNIHCHKUX
pilens, AKOCMi YNPpAasiiHKa ma 30amHOCmi op2anizayii niompumyeamu Oe3nepepenicms OisIbHOCI.
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O0aHUX y npoyecax po3gUmKy YnpaeiiHcbKko2o nepconany. Memorw 0ocnioicents € 0OIPYHMYBAHHS PO
HR-ananimuxu y possumxy ynpasuincokux KOMnemeHmuocmeti y cucmemi Ynpaginusa nepcoHaiom 6
YMOBAX BOEHHO20 CIAHY.

Y emammi docniosceno ponv HR-ananimuxu ax 3aco0y anarimuiHo2o 3a0e3neyenHs po3eumxy
YNPABNIHCHKUX KOMIEemeHmHoCmel, npoananizosano smicm i egonroyito HR-ananimuxu ma euznaveno
ii micye 6 cyyachomy meneddrcmenmi. Poszenswymo pisni HR-aumanimuxu, 30Kpema ORUCO8Ul,
diaenocmuuHull, NPOSHOCMUYHUY | NPECKPUNMUGHULL, A TAKONC ODIPYHMOBAHO IX 83AEMO36 130K Y
Mexcax — aHanmuyHo20 YUKy — YAPAGNiHHA — nepcoHaiom.  Ilpoananizoeano  ynpaeniHcbKi
KOMnemenmuocmi K~ 00’€Km — aHALIMU4HO20  3a0e3neyents,  BU3HAYEeHO iX  CcmpyKmypy,
bacamogumipHuil xapakmep i 0coOIUBOCMI (POPMYSAHHA 3 VPAXYBAHHAM YMO8 BOEHHO20 CMAHY,
NIOBUWEHO20 PIBHS PUSUKY MA 0OMENCEHOCMI PecypCis.

Y x00i Oocnidoicennsi  posensamymo  aHQUIMu4Hi  MemooOu  OYIHIOBAHHS — YNPAGIIHCHKUX
KOMREemeHmHOCmell, 8KA0UAIOHU ITHOUKAMOPHU, 0a2amokpumepiaibHuil, eKCnepmuull i NOPIGHIbHUL
amanis, aKi 3abe3neyyroms HayKo8o 0OIPYHMOBAHE GU3HAUEHHS DI6HS YAPABIIHCbKO20 HOMEHYIANy ma
Ccmeopioms NIOPYHMSs 01 Ni020MOSKU THOUBIOVANIZ08AHUX NPOSPAM PO3GUMKY YAPAGAIHCLKO20
nepconany. Buseneno moocnueocmi noeconanns HR-ananimuxu 3i SMART-oceimuimu mexnonoziamu
ma yugposumu niampopmamu HaGYaHus, Wo 00360J5€ 3ade3neyumu nepCoHaniz08anull XapaKmep
PO3BUMKY VNPABTIHCOKUX KOMNEMEHMHOCmeU, V32000CeHICMb HABUANbHUX 3AX00i68 3 peanlbHUMU
nompebamu opeanizayii i Oe3nepepericms nPo@ecitino2o 3pOCMAHHSL YRPAGIIHYIE.

O6Ipynmosano, wo BUKOPUCMAHHA AHATIMUYHUX OQHUX HA emanax NiaHyeaHus, peaiizayii ma
OYIHIOBAHHS HABYAHHS CNPUSE NIOBUWEHHIO 0OIPYHMOBAHOCHE YAPABGTIHCOKUX pileHb | NIOMPUMAHHIO
Keposanocmi npoyecie po3gumky HepcoHaNy 3d yMos obmedxceHux pecypcig. 3pobieHo 8UCHOBOK, WO
HR-ananimuxa ¢opmye ananimuyny ocHogy po3eumxy YApAGIIHCLKUX KOMNemeHmHocmell i
POZWUPIOE  MONCTUBOCT  YNPAGTIHHSL NEPCOHAIOM 8 YMOBAX BOEHHO20 CMAHY, 3ab6e3neuyodu
y32000/ceHicmb  piuleb V  chepli po3eUmKY YNPAGIIHCOKO20 NEPCOHANY MA NIOGUWEHHS SKOCHI
VAPAGIIHHA 8 YLIOMY.

Knrwouosi cnosa: HR-ananimuka, ynpasninceki xomnemenmuocmi, HR-menedxcmenm, HR-
cucmemu, SMART-oceimui mexnonozii, yupposi mexrnonozii, 1ioepcmso.

JEL Classification; M12, M53, C80

Absztrakt. A4 hadidllapot  kériilményei  kozott a  humdanerdforras-menedzsment fokozott
bizonytalansag mellett miikodik, ami noveli az elvardsokat a vezetéi dontések megalapozottsagaval, a
menedzsmentmindséggel és a szervezetek miikédésfolytonossagot fenntarto képességével szemben. E
feltételek kozott kiemelt jelentbségiivé valik az analitikailag megalapozott adatok alkalmazdsa a
vezetdi allomany fejlesztési folyamataiban. A kutatas célja a HR-analitika szerepének megalapozasa a
vezetoi kompetenciak fejlesztésében a személyiigyi menedzsment rendszeren beliil, hadidllapoti
kornyezetben.

A tanulmény a HR-analitika szerepét vizsgalja mint a vezetdi kompetencidak fejlesztésének
analitikai tdmogatasat biztositd eszkozt; elemzi a HR-analitika tartalmat és fejlodési ivét, valamint
meghatdrozza helyét a korszerti menedzsmentben. Bemutatia a HR-analitika szintjeit — a leird, a
diagnosztikus, a prognosztikus és a preskriptiv megkozelitéseket —, tovabba indokolja azok
osszefiiggésrendszerét a személyiigyi menedzsment analitikai ciklusan beliil. A tanulmany a vezetdi
kompetencidkat az analitikai megalapozas targyaként értelmezi: feltArja szerkezetiiket,
multidimenziondlis jellegiiket, valamint a kialakulas sajatossagait hadiallapoti k&rnyezetben,
emelkedett kockazatszint és erdforras-korlatok mellett.

A kutatas keretében attekintésre keriilnek a vezetdi kompetenciak értékelésének analitikai
mddszerei, beleértve az indikatoralapl, a tobbkritériumos, a szakértdi és az dsszehasonlito elemzést,
amelyek lehetévé teszik a vezetdi potencidl szintjének tudomanyosan megalapozott meghatdrozdsat, és
megbizhato alapot teremtenek az egyénre szabott vezetofejlesztési programok kidolgozasahoz. A
tanulméany azonositia a HR-analitika SMART oktatastechnoldgiakkal és digitalis tanulasi
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platformokkal torténd integralasanak lehetoségeit is, amely eldsegiti a vezetoi kompetenciak
fejlesztésének személyre szabott jellegét, a képzési beavatkozasok szervezeti igényekhez valo
illeszkedesét, valamint a vezetok folyamatos szakmai fejlédésének biztositasat.

Indokolt, hogy az analitikai adatok alkalmazésa a képzés tervezési, megvaldsitasi és értékelési
szakaszaiban hozzdjarul a vezetdi dontések megalapozottsaganak noveléséhez, valamint — korlatozott
erdforrasok mellett — a személyzetfejlesztési folyamatok kontrollalhatésaganak fenntartasahoz. A
tanulmany arra a kovetkeztetésre jut, hogy a HR-analitika a vezetdi kompetencidk fejlesztésének
analitikai alapjat képezi, és hadidllapoti kiornyezetben érdemben boviti a humdnerdforrds-
menedzsment lehetségeit azaltal, hogy biztositia a vezetéi dallomany fejlesztésével kapcsolatos
dontesek koherenciajat, valamint dsszességében javitia a menedzsment mindségeét.

Kulcsszavak: HR-analitika, vezetdi kompetencidk; HR-menedzsment; HR-rendszerek; SMART
oktatastechnolégiak; digitalis technoldgiak; vezetés.

Abstract. Under martial law, the personnel management system operates under increased
uncertainty, which leads to higher demands on the soundness of management decisions, the quality of
management, and the ability of organisations to maintain business continuity. In such circumstances,
the use of analytically sound data in the development of management personnel becomes particularly
important. The purpose of the study is to substantiate the role of HR analytics in the development of
managerial competencies in the personnel management system under martial law.

The article examines the role of HR analytics as a tool for the analytical support of managerial
competency development, analyzes the content and evolution of HR analytics, and determines its place
in modern management. Four levels of HR analytics are distinguished — descriptive, diagnostic,
predictive, and prescriptive — and their interrelationships within the analytical cycle of personnel
management are substantiated. Management competencies are analysed as an object of analytical
support, their structure, multidimensional nature, and peculiarities of formation are determined,
taking into account the conditions of martial law, increased risk, and limited resources.

The research considers analytical methods for assessing managerial competencies, including
indicator-based, multi-criteria, expert, and comparative analysis, which enable a scientifically
grounded assessment of managerial potential and create a foundation for developing individualized
programs for managerial staff development. The possibilities of integrating HR analytics with SMART
educational technologies and digital learning platforms are identified, enabling a personalized
approach to the development of managerial competencies, the alignment of training activities with the
actual needs of organizations, and the continuity of managers’ professional development.

It has been substantiated that the use of analytical data at the stages of planning,
implementation, and evaluation of training contributes to improving the soundness of managerial
decisions and maintaining the manageability of personnel development processes under conditions of
limited resources. It is concluded that HR analytics forms the analytical basis for the development of
managerial competencies and expands the possibilities of personnel management under martial law
conditions, ensuring the consistency of decisions in the field of managerial staff development and
improving the overall quality of management in general.

Keywords: HR analytics, managerial competencies, HR management, HR systems, SMART
educational technologies, digital technologies, leadership.

Problem description. In the context of modern geopolitical transformations, the
personnel management system is undergoing radical changes, necessitating a
rethinking of the appropriateness of certain approaches to human resources
management. In addition, the introduction of martial law raises the issue of preserving
the labour potential of domestic organisations, maintaining employee motivation,
ensuring their psychological balance and continuity of activity, and also leads to
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increased demands for the validity of management decisions. In this context, HR
analytics is becoming particularly important as a means of scientifically sound
personnel management based on the systematic processing of data, which makes it
possible to reduce the influence of subjective factors in conditions of increased
uncertainty.

The relevance of applying HR analytics in a state of martial law is linked to the
increasing complexity of social and labour processes and the need to respond promptly
to changes in the operating conditions of organisations. Martial law has a significant
impact on the structure of employment, labour mobility, staff turnover, working
conditions, and the forms of interaction between employees and management. In such
circumstances, intuitive or fragmentary management decisions lose their relevance,
which necessitates the use of analytical tools to assess personnel risks, determine staff
potential, and justify long-term human capital development goals.

Literature review. The scientific literature pays considerable attention to the
role of HR analytics in the personnel management system, particularly its impact on
managerial decision-making, employee productivity, digital transformation of HR
processes, and competency development. Recent international studies consider HR
analytics as a tool for improving the validity of managerial decisions [1], enabling
personalised human resource management through the use of artificial intelligence [3],
and enhancing employee productivity in the digital environment of Society 5.0 [6]. At
the same time, contemporary research emphasises the transition from descriptive use
of HR data to evidence-based implementation of people analytics in management
practice [2], as well as the growing role of HR analytics in supporting organisational
value creation in the context of digital transformation [5].

In addition, the systematisation of HR analytics research directions demonstrates
the expansion of its functional scope beyond operational HR processes towards
competency development and strategic personnel planning [4]. The connection
between HR analytics and learning and development systems is also increasingly
addressed in the literature, particularly through the integration of people analytics into
human resource development frameworks [7].

Domestic scholars have also actively explored the use of HR analytics in
personnel management systems, including its role in personnel controlling [8], risk
management [9], digitalisation of HR processes [10], forecasting employee
development [11], supporting managerial decision-making [12], shaping HR systems
[16], and developing modern analytical models [14]. Certain aspects of HR analytics
as a management tool have also been addressed in studies [13], [17], [18].

Despite the significant body of research, most studies focus on general issues
such as HR digitalisation, improving the effectiveness of personnel decisions, or staff
development. Although recent international works underline the growing analytical
support of HR development processes [2; 7], the problem of forming a comprehensive
system for using HR analytics to develop managerial competencies specifically under
martial law conditions remains insufficiently explored. In particular, further
justification is needed regarding the use of analytical approaches in conditions of
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increased uncertainty, resource constraints, and crisis management situations. This
research gap determines the relevance and direction of the present study.

Goal of the article (task setting). The aim of the study is to determine the role
of HR analytics in the development of managerial competencies in conditions of
martial law, as well as to substantiate the possibilities of combining analytical methods
with digital educational platforms and SMART educational technologies in order to
ensure the ability of managerial personnel to maintain effective professional activity in
conditions of increased uncertainty.

Results and discussions. HR analytics, as a relatively new field in modern
management, is based on a combination of personnel management, economic analysis
and information technology. Its emergence is linked to the transition from an
administrative and accounting model of personnel management to human capital
management, in which employees are viewed not as performers of specific functions,
but as bearers of knowledge, professional skills and organisational values. In this
context, HR analytics serves as a scientifically sound basis for management decisions
based on systematic, verified and relevant information.

The essence of HR analytics is the purposeful collection, processing and
interpretation of quantitative and qualitative information about personnel in order to
improve the quality of human resource management. Unlike traditional HR reporting,
which reflects personnel processes mainly in a retrospective dimension, HR analytics
focuses on identifying cause-and-effect relationships between management influences
and personnel performance indicators [13, p. 101]. It allows combining information
about labour productivity, level of professional training, motivational characteristics,
training and career development into a single analytical system that forms the basis for
a long-term vision of the role of personnel in achieving the organisation’s goals [8].

The emergence of HR analytics is closely linked to changes in management
concepts and the development of information technology. At the initial stage,
personnel management was mainly of an accounting nature and focused on
maintaining personnel records, controlling the number of employees and the wage
fund [14]. Under such conditions, the analytical component was limited to the use of
basic statistical indicators, which did not provide a complete understanding of the
course of social and labour processes.

Further development of management, in particular the spread of a process-based
and systematic approach to management, led to the expansion of the analytical
functions of HR departments [12, pp. 153-154]. In management practice, tools for
comparative analysis, personnel performance evaluation and human resource cost
analysis began to be used. During this period, HR analytics plays a supporting role in
management decision-making, but is not yet considered an independent element of
management support.

A new stage in the development of HR analytics is associated with the
digitalisation of management processes and the emergence of information and
analytical systems. The automation of HR functions and the introduction of HRIS,
ERP platforms and corporate databases have created the conditions for processing
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large amounts of information and using it in multidimensional analysis [11, p. 9]. In
such circumstances, HR analytics is moving from a supporting role to an important
component of management support, enabling the identification of personnel needs, the
assessment of the impact of human capital on financial performance, and the
justification of long-term planning for the development of the organisation [17, p. 22].

The current stage of development of HR analytics is characterised by its
combination with knowledge management, the competency concept and data-driven
management. Analytical models are increasingly focused on the formation of
management scenarios and recommendations, which indicates a transition from
descriptive and diagnostic levels to predictive and prescriptive levels of analytical
work and an increase in its significance for management activities.

The content and functional scope of HR analytics is implemented through a
system of levels that vary in depth of analysis and nature of management conclusions
[10; 17]. The basic level is descriptive HR analytics, which focuses on recording and
summarising factual data about personnel. It provides an overview of the current state
of the personnel sphere, including the number of employees, staff turnover,
employment structure and labour productivity indicators. This level performs an
informational function and creates a basis for further in-depth analysis.

The next level is represented by diagnostic HR analytics aimed at identifying the
causes and factors that lead to certain personnel phenomena. Its purpose is to explain
deviations from planned indicators, identify factors affecting staff turnover and work
performance, and establish a link between management decisions and employee
behaviour. This level of analytics is important for refining HR policy and improving
the soundness of management decisions.

A higher level of HR analytics is represented by predictive analytics, which
focuses on forecasting future changes in the field of personnel management. The use
of statistical models and analytical scenarios makes it possible to predict personnel
risks, changes in management competency requirements, and the possible
consequences of management decisions in the medium and long term, which expands
the possibilities of management planning.

The most complex and at the same time most significant level is prescriptive HR
analytics, which goes beyond forecasting and focuses on preparing recommendations
for appropriate management decisions. At this level, alternative options for HR
development are modelled and decisions are justified, taking into account available
resources and constraints, which ensures the transition from analytical knowledge to
the practical implementation of management decisions.

The interrelationship between all four levels of HR analytics described above in
the personnel management system is illustrated in Fig. 1.

ISSN 2786-6734; eISSN 2786-6742
18



Acta Academiae Beregsasiensis. Economics
Bunyck 12.  (2026) 12. szam (2026) Volume 12. (2026)

4 ) 4 )

Function in the cycle:
recording the actual T
state of the HR system and
creating a database.
Transition to diagnostics:
identified deviations

Function in the cycle:
explanation of recorded processes
and formation of management

hypotheses.
Transition to forecasting:
established patterns

and trends / \K
DESCRIPTIVE DIAGNOSTIC
HR Analytics HR Analytics
(Descriptive Analytics) (Diagnostic Analytics)
/) ‘What is happening?’ ‘Why is this happening?’ \
PRESCRIPTIVE PREDlCTI_VE
HR Analytics HR _Analytlcs _
(Prescriptive Analytics) (Predictive Analytics)
‘What needs to be done?’ ‘What could happen?’

~\J -

Function in the cycle:
transformation of analytical

L reducing uncertainty
conclusions into management . - .
actions in strategic personnel planning.

Feedback: | 1 Transition to recommendations:
' assessed scenarios and risks

implemented solutions
- / - /

Fig. 1. The interconnection between descriptive, diagnostic, prognostic and

prescriptive HR analytics in the personnel management system
Source: author's work

Function in the cycle:

In modern management, it is becoming increasingly important to view personnel
as a source of integrated knowledge, skills, behavioural characteristics and value
orientations that directly influence the organisation's activities. The competency-based
concept makes it possible to combine the organisation's development goals with the
individual characteristics of employees, forming a holistic vision of human capital
management. In the personnel management system, it was developed as a response to
the limitations of traditional qualification models, which focused primarily on formal
indicators of education, experience and professional skills.
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Within the competency-based concept, managerial competencies are seen as a
system-forming element of human resource management, since the quality of
management decisions, the coordination of activities and the organisation's ability to
respond to change depend on the level of their development. Management
competencies are not limited to a set of professional knowledge, but include a
combination of cognitive, social, emotional and behavioural characteristics that enable
management personnel to act in various organisational situations, creating the
conditions for their analytical measurement and targeted development [11].

Management competencies of personnel should be interpreted as an integrated
set of individual characteristics of a manager that determine his or her ability to
formulate goals, make decisions, organise the activities of other employees and ensure
the achievement of specific development targets of the organisation. Unlike individual
skills and abilities, competencies are relatively stable and manifest themselves through
behavioural patterns that can be identified, assessed and compared. It is this property
that determines the expediency of using managerial competencies as an object of
analytical support for HR management.

The structure of managerial competencies is multidimensional and hierarchical,
which necessitates their systematisation. An important place is occupied by the
cognitive component, which includes managerial knowledge, analytical thinking and
the ability to see long-term development. It provides an understanding of complex
organisational processes and forms the basis for sound managerial decisions. The
functional and professional component covers the ability to plan, organise, coordinate
and control the activities of staff. The social and communication component reflects
the manager's ability to interact effectively with employees and partners and includes
communication, persuasion, negotiation and conflict resolution skills.

The emotional-regulatory component characterises the ability of management
personnel to control their own emotional state, maintain psychological balance and
make informed decisions in conditions of tension, uncertainty and increased risk. The
analytical and long-term components reflect a manager's ability to work with
information, summarise it, assess possible developments and make decisions taking
Into account the organisation's prospects.

The innovative and digital components characterise a manager's ability to use
modern technological solutions in management activities and work with analytical
systems and digital platforms, which contributes to more informed decisions and better
management quality. The leadership component determines a manager's ability to
motivate a team, build trust, effectively delegate authority, and create conditions for
staff development. The intercultural component reflects a manager's ability to interact
with representatives of different cultural environments and work in international
teams, taking into account socio-cultural differences.

The ethical and socially responsible components characterise a manager's ability
to adhere to professional ethics, current legislation and the principles of social
responsibility. They are related to decision-making that takes moral and social factors
into account and builds trust in the organisation among employees and partners. An
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important place is occupied by the value-motivational component, which determines
managerial responsibility, focus on achieving set goals, and readiness for continuous
professional development [2; 11].

Taking into account the conditions of martial law, it is advisable to separately
highlight anti-crisis and resilient management competencies.

The anti-crisis component reflects the manager's ability to identify crisis
phenomena in a timely manner, assess their possible consequences, and make
management decisions aimed at reducing losses and maintaining the organisation's
manageability. It includes the ability to work in conditions of resource scarcity and
increased risk, as well as to maintain business continuity.

Cognitive )

Functional and professional

Social and communicative

Emotional regulation

Value-motivational

/ Analytical
Strategic
Innovative COMPETENCY
PROFILE
Digital OF A MANAGER
Leadership

Intercultural

Ethical

KEY MANAGEMENT COMPETENCIES

Socially responsible

Anti-crisis

\ ) Resilient .

Fig. 2. Structural model of key managerial competencies in the analytical support

system for HR management
Source: author's work

The resilience component characterises a manager's ability to maintain
professional capacity and psychological balance in prolonged stressful conditions,
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restore management processes after shocks and maintain staff performance. It is aimed
not only at overcoming the consequences of a crisis, but also at strengthening the
organisation's ability to develop in conditions of constant instability.

The state of war in Ukraine significantly changes the conditions in which
organisations operate, increasing uncertainty, risks and resource constraints, which
necessitates a review of traditional management models and a focus on competencies
that can ensure manageability and continuity of operations [9, p. 36].

Considering management competencies as an object of analytical support for HR
management involves their operationalisation, i.e. the transition from generalised
characteristics to measurable indicators. Analytical support makes it possible to
organise competencies by management levels, types of activities and degree of
importance, as well as to identify discrepancies between the existing and required
levels of their development, creating a basis for the preparation of well-founded
management personnel development programmes.

The structural model of managerial competencies in the analytical support
system of HR management is presented in Fig. 2.

Table 1 also presents general characteristics, basic subcomponents and indicators
for assessing managerial competencies.

It should be emphasised that analytical methods for assessing managerial
competencies play an important role in forming a scientifically sound basis for
developing the managerial potential of organisations. The assessment procedure is the
starting point of the analytical cycle, since without an objective measurement of the
level of competence development, it is impossible to plan the development of
management personnel or analyse the consequences of management decisions. In this
regard, analytical assessment methods perform the function of analytical diagnostics,
ensuring the transition from the declarative use of the competency concept to its
practical application [18, p. 182].

One of the basic assessment methods is indicator analysis, which involves the
formation of a system of indicators that reflect the manifestation of managerial
competencies in professional activity. Such indicators can characterise the soundness
of managerial decisions, the quality of communications, the stability of managerial
behaviour, or the level of employee participation in the performance of managerial
tasks. The use of indicator analysis makes it possible to streamline the assessment
procedure and ensure the comparability of the results obtained over time or between
individual groups of management personnel.

Expert assessment plays an important role in the system of analytical methods,
which, in combination with quantitative analytical procedures, acquires the necessary
scientific validity. Within the framework of HR analytics, expert judgements are not
used in isolation, but as information data subject to further quantitative processing,
generalisation and verification. This makes it possible to reduce the influence of
subjective factors and transform qualitative assessments into structured analytical
information suitable for making informed management decisions.
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Table 1
Characteristics, components and indicators for assessing
key management competencies
Management General characteristics Main components Key assessment indicators
competence

Reflects the intellectual |- analytical thinking;
abilities of a manager and |- systematic thinking;
Cognitive | their ability to comprehend, |- problem-oriented thinking;

analyse and solve — forecasting;
management problems  |—creativity.
— knowledge of the industry;

— quality of management
decisions;

— speed of information analysis;
— soundness of conclusions..

Characterises the level of

. . — management technologies; |- achievement of planned targets;
Functional- |professional knowledge and A . )
X . . —work organisation; — quality of performance;
professional | skills required to perform . . .
— resource management; — compliance with standards.

management functions -
— performance monitoring.

— communication;

. Determines the ability to |- negotiation; — level of trust within the team;
Social- ; - f S Lo . i
communicative interact effectively with |- persuasion; — communication effectiveness;
staff and stakeholders |- conflict management; — number of conflicts.
— teamwork.

Characterises the ability to |- self-regulation;

. ; ; . ) — behaviour in crisis situations;
Emotional- |control emotions and remain |- stress resistance;

— stability of decisions;

regulatory effective in stressful — emotional intelligence; . )
S . : — emotional climate.
situations — psychological adaptation..
— focus on results; — level of involvement;
Value Reflects the system of responsibility; initiative;
A values, motives and internal ponsibit y,. o .
motivational X — self-discipline; — consistency of professional
attitudes of a manager - >
— motivation for development. |behaviour.
Determines the ability to |- data collection; . .
: : . - . |- use of data in decisions;
. work with data and — interpretation of indicators; .
Analytical . . . — accuracy of forecasts;
information to support |- HR analytics; - ;
A . — quality of analytical reports.
management decisions |- performance evaluation.

— strategic vision;

— scenario planning;
—risk management;

— systematic approach.

— initiating change;

— innovation management;

Characterises the ability to
Strategic form long-term goals and
directions for development

— presence of a strategy;
— achievement of strategic goals;
— consistency of decisions.

— number of innovations;
— effectiveness of change;

Reflects the readiness and
Innovative ability to implement new

approaches and solutions : ?If)?itkl)\illlitt{/; — adaptability of processes.
Characterises the level of :ﬂ;g'ltg,l literacy, — level of process digitalisation;

— use of HR tools;
— data processing speed.

Digital proficiency in digital

— process automation;
management tools

—working with platforms.

— motivational leadership;

— delegation;

— mentoring;

— change management.

— intercultural communication;

Defines the ability to
Leadership influence staff and direct
their activities

— level of staff engagement;
— staff turnover;
— team effectiveness.

Characterises the ability to — effectiveness of international

) . — tolerance; .
Intercultural work in a multicultural ; cooperation;
. — adaptation of management .
environment style — absence of cultural conflicts.
Ethical Reflects compliance with |- ethical decisions; — level of trust;
moral norms and — integrity; — compliance with ethical
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Management _— . -
General characteristics Main components Key assessment indicators
competence P y
management principles |- transparency; standards;
— fairness. — reputation indicators.

— corporate culture;

— sustainable development;
— care for staff;

— occupational safety.

— crisis diagnostics;

— operational decisions;
—risk management;

— anti-crisis communications.
— adaptability;

— psychological stability;
— process recovery;

— learning from crises.

Characterises the focus on
the social consequences of
management decisions

— social programmes;
— level of staff loyalty;
— employers' image.

Socially
Responsible

Defines the ability to act
Anti-crisis effectively in crises and
emergencies

— speed of response;
— minimisation of losses;
— stability of operations.

Characterises the ability to
Resilient ensure stability and
recovery after crises

— pace of recovery;
— staff stability;
— long-term effectiveness.

Source: author's work

A common method of assessing managerial competencies is multi-criteria
analysis, which combines heterogeneous indicators into a single assessment model.
The use of weighting coefficients makes it possible to take into account the different
significance of individual competencies depending on the level of management or the
specifics of the activity. This method contributes to the formation of a generalised
assessment of management potential and creates a basis for ranking management
personnel according to their level of competency development.

A separate group consists of comparative analysis methods, in particular, the
comparison of actual indicators of management competency development with internal
standards or external benchmarks. Within the framework of HR analytics, comparative
analysis makes it possible to identify significant discrepancies between the current and
desired levels of competencies, which are a necessary prerequisite for the formation of
management personnel development programmes.

Modern methods of analytical assessment are increasingly based on the use of
digital data and automated analysis systems. Information about management activities
obtained from HR information systems, performance evaluation systems, and digital
interaction platforms creates opportunities for building analytical models that reflect
the real behavioural characteristics of managers. Under such conditions, analytical
assessment moves from episodic procedures to continuous monitoring of the level of
management competency development.

Special attention should be given to the integration of HR analytics with SMART
learning technologies and digital learning platforms in the development of managerial
competencies. Under current conditions, such integration enables the transition from
episodic training activities to a more systematic formation of managerial potential. A
determining factor in this process is the transformation of analytical data into targeted
learning trajectories.

SMART technologies in personnel management are viewed as data-driven digital
learning tools that allow individual characteristics of competency development to be
taken into account. Their application involves the use of HR analytics results to design
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learning solutions and staff development programmes [16].

Digital learning platforms (LMS, LXP and similar solutions), when combined
with HR analytics, create a unified environment for personnel development
management. Within this environment, data on competency levels and performance
outcomes are integrated with learning content, enabling the formation of individual
development trajectories for managers [10].

At the same time, the application of HR analytics under martial law is associated
with certain limitations. Instability of personnel data caused by changes in workforce
composition and working conditions may affect the accuracy of analytical conclusions.
In addition, rapidly changing organisational conditions complicate forecasting of
competency development and increase the likelihood of calculation errors [9].

Additional challenges arise from the use of personnel data in crisis conditions,
which may influence the level of trust and the psychological state of managers. There
is also a risk of excessive reliance on quantitative indicators, potentially reducing
attention to behavioural characteristics of personnel.

Despite these limitations, the combination of HR analytics and digital learning
technologies supports the continuous development of managerial competencies and
facilitates the use of remote learning formats under complex organisational conditions.

Conclusions and prospects for further research. The study substantiates the
role of HR analytics in the personnel management system as a basis for decision-
making regarding the development of managerial staff. It demonstrates the possibility
of moving from a general description of competencies to their measurement through
indicators, comparison over time, and the use of obtained data in development
planning.

The novelty of the obtained results lies in considering HR analytics as a means of
developing managerial competencies under martial law conditions, as well as in
defining the structure of managerial competencies taking into account increased
uncertainty in organisational functioning. The study also proposes an approach to
combining HR analytics with digital learning platforms and SMART learning
technologies as a basis for the individualised development of managerial personnel.

It is shown that managerial competencies can be treated as an object of analytical
support in HR management when represented through a system of measurable
indicators. The combination of quantitative and qualitative assessment procedures
enables a more consistent understanding of managerial potential and reduces the
influence of subjective judgements.

The integration of HR analytics with digital learning platforms creates the
conditions for moving from one-off training activities to data-based individual
development of managers. Under martial law, such integration supports the use of
remote and asynchronous learning formats and contributes to the continued
development of managerial personnel under conditions of increased uncertainty.

Prospects for further research are associated with improving the methodological
support for assessing managerial competencies, taking into account managerial roles
and levels of management, as well as developing algorithms for using HR analytics
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results in digital learning platforms. Another promising area is the empirical study of
the impact of different data-driven digital learning formats on the development of
managerial competencies.
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