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або рівні країн – технологічних лідерів. Індекс OTE можна використовувати і для 

характеристики самої світової економіки. В цьому випадку усі його складові будуть 

середньосвітовими величинами, а 𝑘𝑏𝑎𝑠, 𝑙𝑏𝑎𝑠 – відповідними рівнями у базовому періоді. 
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The potential for economic growth and economic recovery is primarily determined by the 

volume of a country's human capital. The volume of human capital is determined by the intensity of 

investments from various sources. Over a person's lifetime, investment in their professional 

development and growth occurs gradually from various sources. This process reflects the 

diversification of sources for investing in human capital. During the stages of general education and 

professional training, the dominant source of investment in human capital is state funding. The 

intensity of such investments sharply decreases as an individual begins their professional career. In 

the active phase of their professional life, there is a gradual shift from state funding to funding from 

employers and non-governmental institutions and funds. The intensity of this type of investment also 

significantly decreases towards the end of one's professional career. Regardless of the dominant 

investment source during certain periods, an individual's and their family's own funds play a 
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significant role in investing in human capital. Moreover, over time, the volumes of investments from 

this source tend to gradually increase due to growing personal needs. Thus, considering that the period 

of professional activity is the longest and most productive in a person's life, investments funded by 

enterprises play a pivotal role in the growth in volume and quality of human capital. Therefore, this 

source can be considered an instrument for achieving sustainable innovative economic development 

in the country. For the post-war phase of revitalizing Ukraine's economy, investing in human capital 

with funds from employers should become the driver of innovative development. 

The conditions under which Ukrainian enterprises invest in human capital are diverse and 

depend on a significant number of internal and external factors. Among such factors, the decisive 

ones are the size and level of a company's competitiveness in the market. The capabilities of 

economically successful large industrial enterprises allow them to create and equip specialized 

structural units within their organization. The purpose of these units is to provide comprehensive 

training, retraining, qualification enhancement, and other forms of professional development for 

employees. These units can employ both in-house company staff, who have demonstrated outstanding 

work performance over an extended period and possess pedagogical skills, and external leading 

experts and instructors in various knowledge domains. The primary objective of these units is to 

deliver professional training to workers at a high-quality level, in accordance with contemporary 

market requirements and technological production features. The ultimate organizational achievement 

of such extensive professional development for company employees may be the certification of their 

proficiency in professional knowledge. Certification is granted to employees who have completed a 

particular type of internal training and passed examinations successfully. The attestation of the high 

level of knowledge acquired during training is the receipt of a certificate of a state-recognized level. 

Moreover, such companies have the capacity to facilitate the professional development of managers 

in the best and most prestigious educational institutions in the country and worldwide. This enables 

top-level management professionals to acquire the latest management technologies, successful 

business operation strategies, and other knowledge and skills. Consequently, this is expected to 

significantly enhance their competitiveness in the market and expedite the process of the company 

realizing economic returns on its investment in their professional development. 

However, the majority of small and medium-sized enterprises lack sufficient financial and 

organizational resources to independently and at a high level provide professional training and 

retraining for their employees. In the post-war period, this will significantly limit the opportunities 

for implementing employee professional development programs. In this context, two primary 

economically feasible options for increasing the level of employee professional competence can be 

considered. The first option is primarily budgetary and involves the use of various forms of internal 

mentoring and coaching. The second option is the training and retraining of employees in specialized 

educational institutions on a fee basis. The practical choice between these two options in each specific 

case should be accompanied by an economic justification and an assessment of the likelihood of 

specific investment risks. Nonetheless, in any case, the use of internal forms of professional 

development is more rational for ordinary employees, particularly workers. Professional development 

involving external providers is advisable to use periodically to enhance the qualifications and acquire 

new specialized knowledge for company executives. 

Increased attention and higher volumes of investment in human capital are characteristic of 

large competitive industrial enterprises worldwide. These enterprises possess sufficient financial and 

administrative resources to ensure high-quality organization of professional development, 

motivation, and the acquisition of versatile qualifications for employees on a continuous basis. To 

have a comparative benchmark of the intensity of human capital investment contributing to 

comprehensive development and competitiveness of the enterprise, we will take the specific weight 

of funds invested in human capital from the wage fund as a methodological criterion. As a quantitative 
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evaluation criterion, we will consider the values achieved by certain of the world's most successful 

and leading industrial enterprises. The highest level of this indicator is observed in European 

companies, reaching 3.2%, 2.0% for U.S. companies, and 1.2% for Japanese companies [1]. In 

Ukraine, the highest intensity of human capital investment is also typical for large industrial 

enterprises. However, even for the most successful among them, the chosen indicator did not exceed 

1.45% in the pre-war period, which is generally a satisfactory level. A less favorable situation arises 

when comparing the average level of funds from the wage fund invested in human capital between 

the average world enterprise and the corresponding Ukrainian enterprise, with a difference of up to 

20 times in favor of Ukrainian companies [1]. Therefore, to increase the intensity of investment in 

human capital by domestic enterprises, national and regional programs aimed at enhancing the 

prestige of professional development in the direction of innovation-focused activities, especially 

among employers, should be introduced. In addition, government authorities should implement 

measures to promote and support the commitment of business entities to invest in human capital. 

Their arsenal is quite extensive and should encompass legal, financial, organizational, and 

motivational incentives. The most effective implementation of such measures is achieved when they 

are applied comprehensively and on a large scale simultaneously. 

In the presence of constraints on financial resources and the ability of the enterprise to invest 

in human capital, the implementation of measures for employee professional development should be 

subordinated to the contemporary production needs. In other words, it is most advisable to 

professionally develop those employees who directly influence the specific outcomes of the 

enterprise's activities, upon which the company's ability to sustain further development depends. 

However, under any circumstances, prioritized investment should be made in managerial personnel, 

as this category of employees is the most mobile and responsive to motivation and incentive 

measures. Furthermore, the effectiveness, timeliness, and justification of the correct managerial 

decisions made by managers have the most positive impact on the overall technical and economic 

results, as well as the final financial indicators of the enterprise's activities. Therefore, the economic 

soundness of the development program, the frequency and location of professional development for 

each managerial employee, significantly influences the degree of their further retention within the 

enterprise, the possibility of obtaining returns on the investment in their professional development in 

the near or distant future, and the effectiveness of their managerial decision-making.  

The implementation of the declared strategy for operational or long-term development of an 

enterprise, depending on the available conditions and resources required, can be carried out by 

intensifying the processes of investing in human capital or by freezing all employee professional 

development programs indefinitely. In practical activities of different enterprises, quite polar 

management decisions regarding the feasibility of investing in human capital are often encountered 

– ranging from reducing investment costs and partially or completely abandoning investments to 

implementing conditions for active investment. The latter stipulates that every employee, particularly 

those in the middle and upper levels of the company's management hierarchy, should undergo a 

certain type of professional development annually. Compliance with this condition is regulated 

through annual measures to financially incentivize managers in all structural units of the enterprise. 

However, the justification of the appropriateness of adopting each of these polar decisions in practice 

regarding the policy of investment intensity in human capital is made based on the development and 

systematic application of an effective system of indicators and criteria for evaluating the socio-

economic efficiency of each planned investment. The selection of such indicators is made, taking into 

account the specifics of the production and economic activities of the enterprise, to enhance the 

objectivity of the conclusions. 

Thus, a general conclusion can be drawn regarding the sustainable economic development of 

the Ukrainian economy in the near future. It depends on the direction and alignment of the country's 
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educational, production, and government policies towards ensuring an adequate level of efficiency 

and intensity of investment in human capital. Significant attention should be devoted to justifying the 

frequency of implementing investment programs for professional development and healthcare for the 

economically active population, as well as motivational measures to encourage business entities to 

invest in human capital. Only on these principles will business entities have real opportunities to 

increase their human capital levels and enhance their competitive positions in regional, national, and 

international markets. This, in turn, will be a precondition for shortening the time required to 

transition the Ukrainian economy from a crisis state to a post-war period. 
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Незважаючи на те, що російсько-українська війна триває вже майже десятиліття, 

повномасштабне вторгнення 2022 року вплинуло інакше, ніж у порівнянні до 2014-2021 років 

як і на світову економіку, так зокрема й на український бізнес. Утім відбулися глобальні 

трансформації в економіці України, головним чином, через наслідки війни: блокування 

морських шляхів, втрата майна та влучання ворожих снарядів в інфраструктуру тощо. Саме 

перебої у постачанні електроенергії, водопостачання та зв’язку вплинули, без винятку, на всі 

сфери бізнесу країни: споживачі мали обмежений час для використання як електроенергії, так 

і зв’язку, тож їх пріоритети кардинально змінилися. Часу на пошуки кращої компанії не було, 

у зв’язку з чим контакт між сферами бізнесу та їх аудиторіями скорочувався. Відповідно до 

даних Національного банку України в період листопада-грудня 2022 року та січня-лютого 

2023 року перебої з електроенергією, водо- або теплопостачанням були найважливішими 

проблемами 70-80% опитаного бізнесу [1]. Тож компанії мусили адаптуватися як до змін в 

країні, намагаючись забезпечити працівників всім необхідним для продовження роботи, так і 

корегувати маркетингові стратегії, щоб не втратити клієнтів. Відповідно до проведеного 

дослідження Всеукраїнської рекламної коаліції за підтримки дослідницької компанії Factum 

Group, 56% компаній зазначили, що дохід 2022 року в порівнянні з попереднім роком у 

середньому знизився на 33% і лише 14% стверджують, що дохід не впав, або збільшився. 

Доцільно також відзначити рівень планування копаній. Якщо до 2022 року період планування 

включав приблизно пару років, то під час повномасштабного вторгнення цей термін знизився: 

74% опитуваних стверджують, що термін стратегічного планування скоротився у середньому 

«до 1 року», і лише 21% зауважили, що термін не змінився [2]. 
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