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DIGITAL TRANSFORMATION OF HR MANAGEMENT: THE IMPACT
OF ARTIFICIAL INTELLIGENCE ON EMPLOYEE MOTIVATION
AND RETENTION STRATEGIES
HUP®POBA TPAHCOOPMALIA YITPABJIIHHSA HEPCOHAJIOM:
BILIUB LITYYHOI'O IHTEJIEKTY HA MOTUBAIIIIO TA CTPATEI'TI
YTPUMAHHA CIIIBPOBITHHUKIB

Summary. Introduction. The current stage of business environment
development is characterised by a profound disproportion between the
technological capabilities of digital HR management transformation and their
systemic application for solving key personnel challenges. The emergence of
artificial intelligence (Al) tools, data analytics, and automation promises a
revolution in personnel management practices. However, organisations often
encounter fragmented, technocratic implementation that does not lead to the
expected strategic effect — the formation of a stable, engaged, and loyal team
under conditions of high labour market turbulence. The core of the problem is the
insufficient integration of three critical aspects: advanced digital tools, a
strategic human-centric approach, and adaptation to external crisis conditions,
such as economic instability or European integration requirements.

Purpose. The objective of the article is to develop the conceptual
foundations for integrating artificial intelligence into personnel motivation and
retention strategies as a key element of digital HR management transformation.
To achieve this objective, the following tasks have been set: to systematise existing
scientific approaches to the impact of Al tools on motivation and retention, to
propose an integrative model that systematically connects the technological,
managerial-philosophical, and contextual-adaptive levels, to formulate practical
recommendations regarding implementation algorithms; and to define criteria
for assessing the effectiveness of the proposed approach.

Materials and methods. The methodological basis of the research is

systems analysis and constructive synthesis. The systematisation of scientific

International Scientific Journal “Internauka”. Series: “Economic Sciences”
https.//doi.org/10.25313/2520-2294-2025-12



https://doi.org/10.25313/2520-2294-2025-12
https://doi.org/10.25313/2520-2294-2025-12

International Scientific Journal “Internauka”. Series: “Economic Sciences”
https.//doi.org/10.25313/2520-2294-2025-12

approaches is based on a critical analysis of contemporary research in the fields
of strategic HR management, human-centrism, digitalisation of personnel
processes, and management under crisis conditions. The method of graphical
modelling of logical connections was applied to develop the integrative model. In
the process of justifying the model's effectiveness, methods of formalisation and
quantitative assessment were used, including the development of an algorithm for
calculating an integral indicator. The creation of a practical matrix aligning tools
with challenges is based on a comparative analysis of the functional capabilities
of Al solutions and the identified needs of HR practice.

Results. The main scientific result is the development of the Integrative
Model of Proactive Motivation and Retention Management based on Al
(IMPURM-AI). The model demonstrates a cyclical process of interaction between
the contextual-adaptive, managerial-philosophical (human-centric), and
technological (Al tools) levels, ensuring a transition from reactive to proactive
individualised strategies. For a quantitative assessment of the projected effect, an
algorithm for calculating the Integral Retention Effectiveness Indicator (IREI) is
proposed, which takes into account weighted changes in staff turnover rate,
engagement, and team stability. A practical result is the Matrix of Alignment
between Al tools (predictive analytics, psychometric profiling, gamification) and
key motivation and retention challenges, which serves as a guide for HR
managers. Based on the model and the matrix, a four-stage implementation
algorithm has been formed, including diagnostics, tool adaptation, pilot testing,
and scaling with mandatory monitoring via the IREL

Discussion. Further research should be aimed at the empirical testing of
the proposed model at real enterprises in various industries to refine its
parameters and adapt it to the specifics of the national labour market. A critically
important direction is the development of a detailed ethical and legal framework
for the use of Al in HR, particularly protocols regarding algorithmic

transparency, protection of personal data, and prevention of algorithmic bias. It
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is also promising to research the synergy of the model with cutting-edge
technologies, such as metaverses for corporate communication or blockchain for
skills verification, as well as to study the long-term impact of Al-driven
motivational strategies on organisational culture and employee psychological
well-being. The implementation of these directions will ensure the transition from
theoretical developments to practically implementable, ethically verified systems
of human resource management in the digital era.

Key words: HR management, personnel, motivation, team management,

Strategy, recruiting.

Anomauia. Bcmyn. Cyuacuuii eman po3sumky 0Oi3Hec-cepedosuuia
Xapakmepuzyemscs — 2A1UOOKOK — OUCHPONOPYIEID — MIJC — MEXHON02IYHUMU
moorcausocmamu - yugposoi  mpancopmayii - HR-menedocmenmy ma  ix
CUCMEMHUM 3ACMOCYBAHHAM OJisl GUPIULEHHS KIIOYOBUX KAOPOBUX GUKIUKIS.
llossa incmpymenmie wmyunozco inmenekmy (L), ananimuxu oanux ma
asmomamu3zayii o00iyse peonoyilo 8 NPAKMUKAX YNPAGIIHHA HNEPCOHATIOM.
OoHak opeaHizayii yacmo CMUKaromvcs 3 QpacmenmapHum, MmexHoKPamuyHuM
BNPOBADIHCEHHAM, SIKe He NPU3B0OUNb 00 OUIKYBAHO20 CIMPAMe2iuH020 eghekmy —
Gopmysanus cmilkoi, 3any4eHoi ma JA0SIbHOI KOMAHOU 8 YMOBAX BUCOKOI
mypoynenmuocmi  punkie npayi. Cepyesunoro npooremu € HeOOCmAaAmHsI
iHmezpayis Mmpbox KPpUMUYHUX ACNeKmig: nepedosux Yyu@dpoeux inCmpymerHmis,
cmpame2iuno20 JI0OUHO-YEHMPUYHO20 NIOX00y ma adanmayii 00 308HIUHIX
KpU308UX YMOB, MAKUX SIK eKOHOMIYHA HeCcmabilbHicmb abo €8pOoiHme2payiiHi
BUMO2U.

Mema. Memorwo cmammi € po3poOka KOHYenmyaibHux 3acad inmezpayii
WMYYHO20 THMeNeKmy 6 cmpamezii MOmueayii ma YmpumanHsi NepCcoHany AK
KNII0Y08020 enemeHmy yugpoeoi mpancopmayii HR-menedxcmenmy. s
O00CSACHEHHs Yi€l Memu NOCMAasieHi 3a80aHHA: CUCMEeMAMU3y8amu ICHYIOUI
Haykosi nioxoou 0o enaugy Al-incmpymenmie Ha Momueayilo ma pemeHult;

3anponoxHysamu iHmeepamuBHy MO()eJZb, wo cucmemHo noes ’}13)/6' me.X'HOJZOZZ"{HMZZ,
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VNPABNIHCLKO-QiNoCoOCokUll.  ma  KOHMEKCMYAlbHO-A0AnmMueHull  pigHi,
chopmynosamu nPpAKmMudHi peKomMeHOayii Wooo arcopummis NpPOBAONCEHHS,
sUsHAUUmMU Kpumepii 0Jis1 OYiHKU eqheKmMU8HOCMI 3anponoH08aH020 Ni0X00Y.

Mamepianu i memoou. Memooonociunow O0CHOB0IO OOCHIONCEHHS €
cucmemMHUl ananiz ma KoHcmpykmugHuu cunmes. Cucmemamu3ayis HAYKOBUX
nioxodié npogedeHa HA OCHOBI KPUMUYHO20 AHANI3Y CYYACHUX OOCHIONCEHb 8
eany3i cmpameeiuno2o HR-menedscmenmy, no0uHo-yenmpusmy, yugposizayii
Kaoposux npoyecie ma YNpPaeuiHHA 6 Kpu3zosux ymoeax. [[nsa po3pobku
IHme2pamueHoi MoOei 3aCmoco8aH0 Memoo epaiuno20 MOOENOBAHHS IOCTUHUX
38'a3Kig. ¥V mpoyeci o0OIpyHMY8aHHA edeKMUSHOCMi MOOeNi BUKOPUCHAHO
mMemoou ¢hopmanizayii ma KilbKiCHO20 OYIHIOBAHHS, BKIIOYAIOYU PO3POOK)
anzopummy pO3pPaxyHKy inmezpanbho20 nokazuuxka. CmeopenHs NpakmuyHoi
mampuyi  8ION0BIOHOCMI  IHCMPYMEHmMI8  BUKIUKAM  IPYHMYEMbCA — HA
NOPIBHAILHOMY — aHANi3l  (YHKYIOHANbHUX — Modcausocmeti  Al-piwiens ma
i0enmucpikosanux nompeo HR-npaxmuxu.

Pezynomamu.  Tonoenum  naykosum  pe3yiomamom €  po3podKa
Iumeepamuenoi  modeni  npoakmueHo20  YNPAGIIHHA — MOMUBAYIED  MdA
ympumanHsam nepconany Ha ocuosi LI (IMIIYM-1111). Modenv demoncmpye
YUKTIYHUL ~ npoyec — 63AEMOOIl  MidC — KOHMEKCMYalbHO-A0ANMUBHUM,
YIPABIIHCLKO-DiNocodcokUM (THOOUHO-YEeHMPUYHUM) ma mexHono2iuHum (Al-
IHcmpymenmu) — pieHAMuU, 3abe3neuyiouu  nepexio i)  pPeaKmusHux 00
NPOAKMUBHUX  [HOUBIOyanizoeanux cmpamezit. J[na  KilbKICHOI  OYiHKU
NPOCHO308AH020 eqheKmy 3anponoOHOB8AHO Al2OPUMM PO3PAXYHKY [nmeepanbro2o
noxkasHuxa epexmusnocmi pemenwny (IIIEP), wo epaxosye 36adxceni 3miHu y
pieHi niunHOCmI Kaopis, 3anyyeHocmi ma cmaoiibHocmi komanou. Ilpakmuunum
pe3ynomamom € Mampuys sionogionocmi Al-incmpymenmis (npeduxmugHoi
AHANIMUKYU, NCUXOMEMPUUHO20 NPOPINosanus, eeumiikayii) KIOUOBUM
BUKIUKAM MOMUBAYII ma YMPUMAHHA, SIKA Cly2ye 0opocogkazom 0as HR-

Mmenedxcepis. Ha ocnosi mooeni ma mampuyi cgpopmosano womupuemantuti
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aneopumm  6NPOBAONCEHHs, WO  BKIIOYAE  OIACHOCMUKY,  a0anmauyiro
IHCmMpYMeHmis, RNilOMHe MeCcmy8aHHs Ma MAcumabdyeaHHus 3 0008's13K08UM
Mmonimopunzom uepes IIIEP.

llepcnexmusu. Ilooanvwi OocniodxcenHs maroms OYmu CHPAMOBAHI HA
eMnIpuyHy anpobayiro 3anponoHO8aAHOI MOOeNi HA pPeanbHux NIONPUEMCMEAx
PI3HUX eany3eli 018 YMOuYHeHHs ii napamempie ma adanmayii 00 cneyughixu
HayioHANbHO20 pUHKYy npayi. Kpumuuno eaddciusum Hanpsamom € po3pooKa
demanvHoi emuunoi ma npasosoi pamku euxopucmanus Al ¢ HR, 3oxpema
NPOMOKONIE U000 NPO30POCHI ANI2OPUMMIB, 3AXUCHY NEePCOHAIbHUX OAHUX Mda
3anobicanHs  aneopummidniu  ynepeoxceHocmi. llepcnekmugHum maxodxc €
00CNIONCEHHS CUHepeii MoOeli 3 HOBIMHIMU MEXHON02IAMU, MAKUMU 5K
Memagcecsimu 0Jis1 KOPROpaAmu8Hoi KOMYHIKayii yu Onoxuelin 0nsa eepugikayii
HABUYOK, A MAKOMC BUBYEHHS 00820CMPOK06020 6nauey Al-keposanux
MOMUBAYIUHUX cmpameziti Ha Op2aHi3ayiuny Kyabmypy ma HNCUXON02TYHUU
006pobym npayienukie. Peanizayis yux uanpsamie 3abezneuums nepexio 8io0
meopemuyHuUx po3poooK 00 NPAKMUYHO BHPOBAOIHCYBAHUX, eMUUHO BUBIPEHUX
cucmem YnpasiiHHs 100CoKUMU Pecypcamu 8 Yu@dposy enoxy.

Knwuoei cnoea: ynpasninms nepcoHaiom, nNepcoHan, MOMusayis,

VNPAGIIHHA KOMAHOOI, CIMPAmezisi, peKpymuHe.

Introduction. At the current stage of business environment development,
a significant disproportion is observed between the technological capabilities of
digital HR management transformation and their systemic application for solving
key personnel challenges. On the one hand, the emergence of innovative tools
based on artificial intelligence, data analytics, and automation promises a
revolution in personnel management practices, particularly in the spheres of
employee motivation and retention. On the other hand, organisations often

encounter fragmented, technocratic implementation of these technologies, which
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fails to yield the expected strategic effect — the formation of a stable, engaged,
and loyal team under conditions of high labour market turbulence.

The core of the problem lies in the insufficient integration of three critical
aspects: advanced digital tools (Al predictive analytics, gamification), a strategic
human-centric management approach, and adaptation to external crisis conditions
(such as economic instability, war, European integration requirements). Existing
research often concentrates on individual elements of this chain: either analysing
technologies [3, 7, 13], or strategic frameworks [1, 4, 8], or crisis practices [5, 6,
11]. However, there is a lack of a comprehensive scientific perspective that would
explain precisely how artificial intelligence can transform traditional motivation
and retention models, turning them from reactive to proactive and individualised,
and what conditions are necessary for realising this potential in actual business
practice.

This problem is directly linked to a number of important scientific and
practical tasks.

Scientific tasks involve overcoming the fragmentation of knowledge
through:

1. Synthesising the theoretical tenets of strategic HRM, human-centrism,
and digitalisation into a unified conceptual model.

2. Investigating the mechanisms of influence of Al tools (from analytics to
gamification) not only on operational efficiency but also on the psychological
determinants of personnel motivation and loyalty.

3. Developing methodological approaches for assessing the effectiveness
of integrated Al solutions in the field of retention in the long term, taking into
account factors of turbulence.

Practical tasks stem from the business need for actionable solutions:

1. Formulating clear, practical algorithms for the phased implementation of
Al systems in HR processes, specifically aimed at increasing engagement and

reducing staff turnover.
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2. Determining the optimal balance between the technological objectivity
of data (psychometric tests, behavioural analytics [6; 14]) and a human, ethical
management approach that aligns with the principles of human-centrism [2].

3. Adapting technology-enhanced motivational and retention strategies to
specific operational conditions, particularly in the crisis environments of
Ukrainian enterprises [5; 11].

4. Preparing HR professionals and managers for a new level of working
with data and analytical tools for making strategic personnel decisions [7, 10].

Thus, overcoming the stated disproportion and comprehensively
addressing the outlined tasks is a necessary condition for transitioning from the
automation of individual HR processes to a full-scale digital transformation of
human resource management, aimed at creating a sustainable competitive
advantage through a highly motivated and stable workforce.

Analysis of recent research and publications. The digital transformation
of human resources (HR) management represents a fundamental shift in
organisational practices, driven by the integration of advanced technologies. This
review synthesises current scholarly discourse on this transformation, with a
specific focus on the role of artificial intelligence (Al) in reshaping employee
motivation and retention strategies. The analysis is structured around key themes
identified in the literature: the systemic and strategic foundations of HR, the
human-centric paradigm, the pervasive impact of digitalisation and Al, adaptation
to crisis conditions, and innovative tools for workforce management.

The foundation of effective HR practices lies in a systemic and strategic
approach. Research emphasises that a balanced HR management strategy is
critical for satisfying the need for competitive personnel and optimising
recruitment costs and timelines [1]. Such strategy involves developing
comprehensive plans for personnel search, selection, and hiring, often formalised
through tools like a Recruitment and Selection Matrix (RSM) [1]. Furthermore,

strategic HR management is defined as a dynamic, integrative process of forming,

International Scientific Journal “Internauka”. Series: “Economic Sciences”
https.//doi.org/10.25313/2520-2294-2025-12



https://doi.org/10.25313/2520-2294-2025-12
https://doi.org/10.25313/2520-2294-2025-12

International Scientific Journal “Internauka”. Series: “Economic Sciences”
https.//doi.org/10.25313/2520-2294-2025-12

effectively utilising, and developing personnel based on the holistic vision of the
company’s goals and strategy, ensuring adaptation to environmental changes [4].
This strategic perspective is particularly vital in contexts such as European
integration, where aligning with high standards of labour conditions, equality, and
continuous professional development becomes a source of competitive advantage
[8].

A significant evolution in strategic thought is the shift towards a human-
centric philosophy in HR. This approach positions employee needs and interests
at the core of management processes, contrasting with the traditional resource-
based view [2]. It is argued that satisfying personnel needs fosters loyalty,
conscientious performance, and self-development, which are crucial for
economic success and intellectual-personnel security [2]. This paradigm supports
the individualisation of hiring processes and the diversification of motivational
tools, aligning management practices with the unique profiles of employees [2;
6].

Digitalisation acts as the primary enabler of both strategic and human-
centric HR transformations. Scholars identify a comprehensive set of digital tools
transforming HR, including Human Resource Management Systems (HRMS), Al
and analytics, electronic learning platforms, and digital reward systems [3; 4; 7].
This digital transformation is not merely technological but encompasses changes
in corporate culture, fostering agile teams and new leadership models [7]. For
strategy implementation, digital technologies such as HRIS, LMS, and Al are
deemed essential for ensuring the effectiveness and integration of strategic HR
management processes [4]. The pervasive influence of Al and changes in
workforce structure are recognised as radically impacting HR in 2025, with key
trends including adaptation to Al and overcoming skills deficits [7].

The Ukrainian context provides critical insights into HR adaptation under
extreme conditions, such as war and economic instability. Research highlights the

necessity of modifying personnel management systems during crises,
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emphasising the development of employee well-being practices and mental health
care [5]. In such environments, conventional recruitment tools prove insufficient,
leading to high turnover and prolonged vacancies [6]. This underscores the need
for innovative, adaptive HR models that enhance organisational resilience.
Proposed solutions include integrating psychometric testing (e.g., Thomas
International tests) with project management principles (PMBOK®) and Al-
driven analytics to personalise motivation and accelerate onboarding [6].

Innovative digital tools are increasingly deployed to address core HR
functions of motivation, retention, and performance management. Gamification
is identified as an effective method to increase productivity, engagement, and
retention by transforming routine processes into engaging experiences [13].
Predictive analytics and HR analytics enable data-driven decision-making,
allowing organisations to identify at-risk employees, personalise engagement
strategies, forecast workforce needs, and optimise recruitment [10; 14]. These
tools, alongside personnel audit, form a synergistic pair for creating a transparent,
adaptive, and effective personnel management system capable of responding to
dynamic business challenges [10]. The integration of Al in these processes allows
for quantitative diagnostics of employee engagement and stress resilience, which
is particularly valuable in crisis and post-crisis recovery [6].

In conclusion, the literature reveals a convergent evolution where strategic,
human-centric HR management is increasingly mediated and enhanced by digital
technologies, particularly Al. The transition from traditional methods to data-
driven, personalised approaches is evident in recruiting, motivation, and retention
strategies. However, successful implementation requires navigating challenges
related to data quality, ethical considerations, and organisational culture [7; 14].
Future HR strategies must therefore balance technological sophistication with a
deep focus on employee well-being and adaptive capabilities, especially in

volatile environments.
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The purposes of the article. Based on the identified problem and the
defined scientific and practical tasks, the objective of this article is to develop the
conceptual foundations for integrating artificial intelligence into personnel
motivation and retention strategies as a key element of digital HR management
transformation. The clarification of this objective is realised through the
formulation of a series of interrelated research tasks.

The first task involves the systematisation and critical analysis of existing
scientific approaches to HR digitalisation, specifically the impact of Al tools
(predictive analytics, gamification, psychometric systems) on the content of
motivational and retention practices. It is necessary to identify the key trends,
potential opportunities, and significant limitations documented in contemporary
research.

The second task i1s aimed at constructive synthesis. Based on the analysis
results, it 1s necessary to propose an integrative model that systematically
connects three levels: technological (Al tools), managerial-philosophical
(human-centric approach), and contextual-adaptive (conditions of crisis and
European integration). This model should demonstrate the logic of transforming
traditional reactive strategies into proactive and individualised ones.

The third task has a practical orientation and consists of formulating
specific recommendations regarding implementation algorithms. It is necessary
to outline the stages and key conditions for the effective implementation of Al
solutions in organisations' HR processes, with a focus on increasing employee
engagement and reducing staff turnover. Particular attention is paid to the
conditions for adapting these algorithms for enterprises operating under turbulent
conditions.

The fourth task involves defining criteria and indicators for assessing the
effectiveness of the proposed approach. It is necessary to propose systems of
indicators that allow for tracking the impact of integrated Al strategies both on

operational HR results (turnover rate, time-to-fill vacancies) and on the
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organisation's personnel potential (level of engagement, development of key
competencies, team stability).

The result of accomplishing these tasks should be a coherent concept that
ensures the transition from disparate technological initiatives to a holistic,
strategically justified programme for the digital transformation of motivation and
retention management.

The main material presentation. The main result of the research is the
development of the Integrative Model of Proactive Motivation and Retention
Management based on Al (IMPURM-AI), which corresponds to the set
objectives. The model synthesises three critical levels (technological, managerial,
contextual) into a unified cyclical process. Its graphical representation is shown
in Figure 1.

External Environment: Crisis, European Integration, Labour Market Turbulence

)

CONTEXTUAL-ADAPTIVE LEVEL
(Input Conditions and Constraints)

A 4

[ MANAGERIAL-PHILOSOPHICAL LEVEL }

(Human-Centric Paradigm)

A 4

TECHNOLOGICAL LEVEL (Al Tools):
1. Predictive Risk Analytics
2. Psychometric Profiling (PPA, TEIQue)
3. Personalised KPI Gamification
4. Al Career Development Assistant

Y

INTEGRATION AND ANALYSIS PROCESS
(Data Consolidation, Insight Generation)

4
OUTPUT: PROACTIVE STRATEGIES
* Individualised Motivation Packages

* Pre-emptive Retention Action Plan
* Adaptive Development Programmes

l

Monitoring, Effectiveness Evaluation, Model Adjustment

Fig. 1. Integrative Model of Proactive Motivation and Retention Management based on

AI (IMPURM-AT)
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Source: compiled and generalised by the authors based on [1-7]

The model illustrates an iterative process that begins with an assessment of
external conditions. The context shapes the requirements for the management
philosophy, which in turn determines the selection and method of applying
specific Al tools. Data from the tools are integrated, generating insights for
forming proactive, individualised strategies. The results of their implementation
are evaluated, and feedback data is used to adjust all levels of the model.

Scientific justification of the model lies in the formalisation of the chain of
transforming data into strategic decisions. To assess the potential effect of the
model's implementation, a simplified algorithm for calculating the Integral
Retention Effectiveness Indicator (IREI) was developed. This indicator allows for
a quantitative assessment of the projected impact.

Calculation of the Integral Retention Effectiveness Indicator (IREI):

IREI = (W,AT) + (W,4E) + (W545) (1)

Where:

AT — projected relative reduction in staff turnover rate (%), based on data
from [6] and own modelling;

AE — projected relative increase in the employee engagement index (%),
based on the impact of personalised motivational tools [2, 13];

AS — projected relative improvement in the team stability index (assessed
through internal mobility and reduction of conflicts) (%), based on the principles
of human-centrism [2];

Wy, W,, Ws— weighting coefficients for the importance of each factor for a
specific enterprise (W; + W, + W; = 1).

Example calculation for an average Ukrainian enterprise under crisis
conditions: Let us assume the weighting coefficients:

W, = 0.5 (turnover is the most critical factor),

W, = 0.3 (engagement),

W, = 0.2 (stability).

)
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Based on the analysis of cases [6] and practices [5, 11], possible average
forecast values are justified: AT = 25%, AE = 15%, AS = 20%.

IREI = (0.5-25) + (0.3 -15) + (0.2 - 20) = 12.5 + 4.5 + 4 = 21.

An IREI value of 21 points demonstrates a significant aggregate projected
effect. This tool allows for personalisation of the assessment by changing the
weights and forecast values according to the specifics of the organisation.

To operationalise the technological level of the model, a matrix of
alignment between Al tools and personnel challenges (Table 1) is proposed,
which ensures the linking of technologies to specific business needs.

Table 1

Matrix of Alignment between Al Tools and Key Motivation and Retention

Challenges
Key Challenge . Expected Result
(based on [5, 11]) Al Tool Mechanism of Influence (KPI)
Highsalt PR AT of B e, Kelwion
Turnover Analytics [6, 14] Y M Y

employees at high risk of leaving. 20-30% [6].

Al-adaptation of game mechanics .

) . Increase in eNPS
Personalised KPI |(points, levels, rewards) to index by 10-15
Gamification [13] |individual goals and employee Y
motivational profile.

Low Engagement
points.

Psychometric |[Formation of cohesive teams| Reduction in
Profiling (PPA, |considering  compatibility  of] internal conflicts
TEIQue) [6] |behavioural and emotional profiles. by 25%.

Analysis of employee skills,

Conflicts, Low
Team Stability

Lack of Clear Al Career . oy . Increase in
comparison with internal vacancies,| . e
Career Development . o internal mobility
. recommendation  of  individual o
Development Assistant by 15%.

learning trajectories.
Source: compiled and generalised by the authors based on [6; 13-14]

The matrix serves as a practical guide for HR managers. It clearly shows
which tool should be applied to solve a specific problem, what mechanism of
action underlies it (with reference to research), and what quantitative results can
be expected. This transforms the model from a theoretical construct into an action

plan.
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Justification of the implementation stages (practical task): Based on the
model and the matrix, a generalised four-stage implementation algorithm has
been derived:

1. Diagnostics and Goal Setting: Audit of existing HR processes [10],
identification of key challenges (e.g., turnover in the development department),
setting objectives (reduce it by 25% within a year).

2. Tool Selection and Adaptation: Selection of necessary Al solutions
from Table 1 (e.g., predictive analytics + psychometric testing), their adaptation
to corporate culture and crisis conditions [5].

3. Pilot Implementation and Training: Launch within a limited group
(e.g., in one department). Mandatory training for the HR team and managers in
working with data and interpreting Al conclusions [7, 10].

4. Scaling, Monitoring, and Adjustment: Expansion to the entire
organisation. Continuous monitoring of KPIs (IREI and its components) and
adjustment of strategies based on feedback and new contextual conditions
(cyclical nature of the model in Fig. 1).

Thus, the obtained scientific results — the IMPURM-AI integrative model,
the IREI calculation algorithm, and the practical alignment matrix — form a
complete system that ensures the transition from disparate technical solutions to
a strategic, data-driven, and adaptive programme for managing personnel
motivation and retention.

Conclusions. The conducted research has achieved the set objective by
developing the conceptual foundations for integrating artificial intelligence into
personnel motivation and retention strategies. The obtained results provide
grounds for formulating several key conclusions.

Firstly, the effective digital transformation of HR management in the
sphere of motivation and retention is not a technological but a strategic task. It
requires the synthesis of three interdependent levels: contextual, managerial-

philosophical, and technological. The proposed Integrative Model of Proactive
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Management (IMPURM-AI) formalises this connection, demonstrating that
technologies (Al, analytics, gamification) serve as a tool for implementing the
human-centric paradigm in specific, often crisis, business environment
conditions.

Secondly, the transformational potential of artificial intelligence lies in the
transition from unified, reactive practices to individualised and proactive
strategies. As the alignment matrix has shown, AI tools allow not only for
identifying problems (e.g., high turnover) but also for predicting their occurrence
and personalising interventions at the level of an individual employee or team.
This transforms HR management from a support function into a strategic function
of managing risks and developing human capital.

Thirdly, the success of implementation depends on adhering to a clear
algorithm of actions, the central element of which is phasing and training. The
proposed four-stage scheme (diagnostics—adaptation—pilot—scaling) and the
integral IREI indicator ensure the manageability of the process and the possibility
of quantitative assessment of its effectiveness, which is especially important for
justifying investments in digital HR solutions.

Prospects for further research in deepening and empirically verifying the
obtained results.

1. The most important direction is the experimental implementation of the
IMPURM-AI model in real enterprises of various sizes and industries,
particularly in Ukraine. This will allow for refining the forecast coefficients
(4T, AE, AS), weighting parameters (W;, W,, W5) in the IREI formula, and adapting
the tool matrix to the specifics of the national labour market.

2. Further research should focus on developing detailed ethical protocols
for the use of Al in HR, especially regarding algorithmic transparency, protection
of employee personal data, and prevention of algorithmic bias. This constitutes a

critical scientific and applied task.
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3. It is promising to study the synergy of the proposed approach with other
technologies, such as metaverses for onboarding and corporate communication,
enhanced analytics based on neuro-management, as well as blockchain for skills
verification and management of digital credentials.

4. It 1s necessary to study the long-term effects of the systemic use of Al-
driven motivational strategies on organisational culture, employee psychological
well-being, and the formation of new types of social and labour relations.

Therefore, the presented model and toolkit pave the way for transforming
personnel management but require further development in the direction of

empirical verification, ethical regulation, and technological updating.
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