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Summary. The article examines the significant transformation of the HR manager’s role, from
performing predominantly administrative personnel functions to strategic human capital management
and ensuring enterprise resilience. This issue is particularly relevant for food industry enterprises,
whose operations are characterized by high requirements for product quality and safety, technological
modernization, a shortage of qualified personnel, the need to comply with international standards, and
rapid adaptation to changes in the external environment. The purpose of the study is to develop a modern
competency profile of an HR manager in a food industry enterprise, taking into account transformations
in the content of professional activities and new requirements for personnel management. The feasibility
of applying a competency-based approach that integrates professional knowledge, practical skills,
managerial abilities, digital competencies, personal qualities, and value orientations is substantiated.
A competency profile structure for an HR manager is proposed, comprising six interrelated blocks:
strategic and business, professional and functional, digital and analytical, intellectual and innovative,
leadership and communication, and adaptive and humanistic competencies. The content of the key
competencies within each block is defined, including HR strategy, business thinking, recruitment,
talent management, HRIS, HR analytics, the use of artificial intelligence, data-driven decision-making,
critical and systems thinking, learning agility, leadership, emotional intelligence, coaching, professional
ethics, human-centeredness, social responsibility, stress resilience, and change management. It is
demonstrated that the proposed model combines traditional professional and functional requirements
for HR managers with competencies shaped by digitalization, intellectualization, and the instability of
the modern business environment. The industry-specific characteristics of the profile are determined
by requirements for food safety, quality, environmental responsibility, occupational safety, professional
development, and corporate culture. The proposed competency profile can be used for professional
selection, assessment, development, and training of HR managers in food industry enterprises.

Keywords: HR manager, competency profile, food industry enterprises, digital transformation,
intellectualization.

Relevance of the issue. Amid increasing particularly important. The HR manager is respon-

competition, the digital transformation of business
processes, and an unstable external environment,
human capital is becoming one of the key factors in
ensuring the competitiveness of food industry enter-
prises. The effectiveness of enterprises in this sec-
tor largely depends on the professionalism of their
employees, their ability to quickly adapt to techno-
logical changes, and their compliance with high stan-
dards of production quality and safety. Under these
conditions, the role of the HR manager becomes
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sible not only for employee recruitment but also for
developing human resource potential, developing
competencies, motivating and engaging employees,
as well as their onboarding and retention.

Food industry enterprises have a number of
specific characteristics that affect their personnel
management systems. These include seasonal
production, a significant proportion of production
personnel, high requirements for compliance with
sanitary and hygienic standards, the need for con-
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tinuous professional training of employees in accor-
dance with international standards such as ISO
22000, HACCP, FSSC 22000, ISO 9001, and ISO
14001, as well as the implementation of modern
production technologies. In addition, the contem-
porary labor market is characterized by a short-
age of qualified personnel, increasing professional
and labor mobility, changing employment models,
the spread of hybrid work arrangements, and the
rapid adoption of digital and Al-based solutions in
HR processes. Under these conditions, an HR man-
ager must possess not only traditional managerial
competencies but also digital, analytical, innova-
tive, and strategic competencies. This highlights
the need to develop a modern competency profile
for HR managers in food industry enterprises in the
context of digital and intellectual transformation.

Analysis of recent research and publica-
tions. Research on the development of a mod-
ern competency profile for HR managers over the
past five years has been presented in the works of
Ukrainian and international scholars.

A study of digital transformation trends in
personnel management practices of leading
companies conducted by Makovoz O. and Lysen-
ko S. (2024) demonstrates the growing adoption
of digital technologies, including artificial intelli-
gence, big data, machine learning, the Internet of
Things, and 5G technologies [5].

For food industry enterprises, these trends are
reinforced by the need to ensure product safety
and quality, develop human capital, comply with
environmental and social standards, and enhance
operational resilience. Under these conditions, HR
managers must possess not only traditional man-
agerial competencies but also digital, analytical,
innovative, and strategic competencies. In partic-
ular, Rudova A. et al. (2025) analyze contempo-
rary HR models at PJSC Obolon, PJSC MHP, and
Kernel-Trade LLC, demonstrating the need to com-
bine social responsibility, human potential devel-
opment, and the digitalization of HR processes [7].

A study of 208 practices in food organizations
conducted by Tortorella G. L. et al. (2025) demon-
strated the importance of digitalization for improving
enterprise performance, particularly through the use
of ERP, RFID, and Al technologies. This confirms the
relevance of developing digital competencies among
HR managers in food industry enterprises [8].

At the same time, Ponomareva O. et al. (2020)
consider digital competencies of HR managers as
a basis for developing their digital professional
profile [6].

For the development of a modern compe-
tency model, Kolot A. et al. (2022) substantiate
the importance of transferable competencies of
HR managers under conditions of digitalization,
uncertainty, and labor market transformation [4].
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An interesting competency profile proposed by
Abidi M. et al. (2023) includes individual, organi-
zational, communication, leadership, managerial,
and technical components [1].

Enkhjav T. et al. (2023) identify six competency
blocks: business; personal; HR tools/practices/
processes; HRIS & analytics; change; and orga-
nization & culture, while separately emphasizing
the importance of digital skills, HR analytics, and
entrepreneurial competencies [3].

Zhang Z. (2023) emphasizes the gradual tran-
sition from traditional HR competencies to com-
petencies required in the context of technological
and intellectual development [10].

Zhang X. et al. (2024) empirically identified
11 competencies grouped into four professional
HR roles: Strategic Partner, Change Agent, Admin-
istrative Expert, and Employee Champion [9].

Thus, despite the considerable number of scien-
tific studies in the field of personnel management,
the issue of identifying the competencies that are
most relevant for HR managers in food industry
enterprises requires further research. This neces-
sitates the development of an industry-oriented
competency profile for HR managers that takes
into account current trends in digital and intellec-
tual transformation, the specific characteristics of
food production, requirements for product quality
and safety, as well as social, environmental, and
workforce challenges.

The purpose of the article is to examine the
development of a modern competency profile for
an HR manager in a food industry enterprise and
to substantiate the main directions for developing
professional, managerial, digital, and social-com-
munication competencies in the context of digital
and intellectual transformation.

Research results. Under contemporary eco-
nomic conditions, the role of the HR manager is
undergoing significant transformation. Whereas
the primary functions of HR specialists previ-
ously included personnel administration, formal-
ization of employment relations, and monitoring
compliance with labor legislation, today the HR
manager acts as a strategic partner of enterprise
management, participating in the development
of personnel policy, human capital development,
and ensuring organizational competitiveness.
Therefore, the development of modern HR com-
petencies is becoming increasingly important,
particularly for food industry enterprises whose
activities are characterized by high requirements
for product quality, production safety, rapid
response to market changes, and efficient use of
human resources [4].

The competency-based approach is one of the
most widespread directions in the development
of modern personnel management systems. Its
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essence lies in identifying a set of knowledge, skills,
professional experience, behavioral patterns, and
personal characteristics that ensure the successful
performance of professional duties and achieve-
ment of the strategic goals of an enterprise. Unlike
the traditional approach, which is primarily based
on assessing an employee’s professional qualifica-
tions, the competency-based approach enables a
comprehensive assessment of their ability to work
effectively under changing conditions, make man-
agerial decisions, adapt to new challenges, and
contribute to employee development [6].

Most scholars define competency as an integral
characteristic of an individual that includes profes-
sional knowledge, practical skills, experience, per-
sonal qualities, values, and the ability to apply them
in specific work situations. The competencies of an
HR manager determine their level of professional
readiness to perform workforce planning, recruit-
ment, onboarding, assessment, training, develop-
ment, and motivation, as well as to contribute to
the formation of a positive organizational culture.

The specific characteristics of food indus-
try enterprises determine particular competency
requirements for HR managers. These are primarily
associated with the high proportion of production
personnel, the need to comply with international
food quality and safety standards (HACCP, ISO
22000, FSSC 22000), the automation of production
processes, the introduction of digital technologies,
and the continuous modernization of production
equipment. Under these conditions, an HR man-
ager must not only ensure that the enterprise has
the necessary workforce but also organize contin-
uous professional development, establish a talent
pool, maintain employee motivation, and facilitate
workforce adaptation to technological changes [7].

One of the most important competencies of a
modern HR manager is strategic thinking. It involves
the ability to analyze enterprise development trends,
forecast workforce requirements, assess risks asso-
ciated with human resource provision, and develop
long-term human capital development programs.
This competency is particularly important for food
industry enterprises because production processes
often depend on seasonal factors, fluctuations in
demand, changes in legislation, and international
requirements concerning product quality, employee
qualifications, and certification [11].

Professional competency in recruitment and
employee onboarding is equally important. An HR
manager should be proficient in modern candidate
sourcing methods, use digital recruitment plat-
forms, apply competency-based interviews, psy-
chological testing, and other candidate assessment
tools. Particular attention should also be paid to
the onboarding process, as its effectiveness con-
tributes to reducing employee turnover, increasing
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labor productivity, and reducing enterprise costs
associated with repeated recruitment [2].

Communication competencies are also becom-
ing increasingly important for HR managers.
Effective interaction with heads of structural units,
employees, job candidates, and external partners
is essential for the successful implementation of an
enterprise’s personnel policy. This group of com-
petencies includes negotiation skills, interviewing,
conflict resolution, teamwork, public speaking,
and presentation skills. A high level of commu-
nication competency enables an HR manager to
ensure effective information exchange between
employees and enterprise management, foster a
positive socio-psychological climate, and increase
employee engagement [2].

In recent years, the role of digital competencies
among HR managers has increased significantly.
The rapid development of digital technologies,
automation of HR processes, and implementa-
tion of HRM systems have transformed traditional
approaches to personnel management. A modern
HR manager should be proficient in using human
resource information systems (HRIS), electronic
document management systems, learning man-
agement systems (LMS), videoconferencing ser-
vices, people analytics software, and modern
office applications. In addition, the use of artificial
intelligence is becoming increasingly widespread
for automating recruitment processes, analyzing
resumes, assessing candidates, and supporting
HR analytics and forecasting [8].

The use of HR analytics is also becoming an
important competency of modern HR managers.
Analyzing data on labor productivity, employee
turnover, training effectiveness, employee motiva-
tion, and personnel costs enables more informed
managerial decision-making. For food industry
enterprises, the use of analytical tools contributes
to optimizing workforce size, improving the effi-
ciency of human resource utilization, and reducing
HR-related risks [7]. The main competencies of HR
managers in food industry enterprises, substanti-
ated in scientific articles and professional litera-
ture, are presented in Table 1.

An important component of the professional
activities of an HR manager is the ability to orga-
nize the continuous development of employees. In
the context of rapid technological development,
automation of production processes, and chang-
ing requirements for professional activities, food
industry enterprises require continuous updating
of employees’ knowledge and skills. An HR man-
ager should identify training needs, develop pro-
fessional development and qualification enhance-
ment programs, coordinate the professional
development process, and evaluate the effec-
tiveness of training activities. The use of mod-
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Table 1 - Main traditional competencies of an HR manager at food industry enterprises

Competence group HR-npouecu

PesynbTart

Professional o
training of personnel

Recruitment, adaptation, assessment,

Providing the enterprise with qualified
employees

Management decision-making

Planning, organization, control,

Increasing the effectiveness of
personnel policy

Communication

Negotiation, conflict resolution, team

Improving the socio-psychological

interaction climate
Digital HRIS, ATS, LMS, Excel, Power BI, HR Automation of HR processes and
9 analytics support for management decisions
Leadership, responsibility, emotional Development of organizational culture
Personal

intelligence, sociability, stress resistance

and staff motivation

Source: summarized by the authors based on [1-11]

ern training methods, including distance courses,
online educational platforms, corporate training,
and mentoring programs, contributes to devel-
oping the required employee competencies and
improving enterprise performance.

Talent management is an important competency
of a modern HR manager. It involves identifying
high-potential employees, creating conditions for
their professional development, and establishing a
talent pool. This issue is particularly relevant for
food industry enterprises due to the high level of
competition in the labor market and the shortage
of qualified personnel. An effective talent manage-
ment system enables an enterprise to ensure the
timely availability of employees with the required
qualifications, reduce employee turnover, and
develop its future managerial potential.

Change management is another important com-
petency. Modern enterprises operate in an environ-
ment characterized by rapid technological, economic,
and social changes. The introduction of new produc-
tion technologies, process automation, changes in
legislation, the digitalization of HR activities, and the
implementation of international quality standards
require the active involvement of HR managers in
organizing and supporting organizational change.
Their role involves not only informing employees
about innovations but also overcoming resistance to
change, supporting employee adaptation, and con-
tributing to the improvement of corporate culture.

At the same time, an HR manager should pos-
sess a high level of emotional intelligence. This
competency involves the ability to understand and
manage one’s own emotions, recognize the emo-
tional states of others, and build effective inter-
personal relationships. For food industry enter-
prises, where a significant proportion of employees
perform production operations under demanding
working conditions, maintaining a positive psycho-
logical climate is particularly important. Therefore,
an HR manager should be able to identify signs
of occupational burnout, conflict situations, and
declining employee motivation in a timely manner,

applying modern methods of psychological support
and non-financial incentives.

An increasing number of food industry enter-
prises are integrating the principles of social
responsibility, environmental safety, and profes-
sional ethics into their activities. Accordingly, HR
managers should participate in fostering a sustain-
able development culture, promoting responsible
attitudes toward work, supporting inclusiveness,
ensuring equal opportunities, and creating safe
working conditions.

This allows you to form Competency Profile of
an HR Manager = Strategic and Business Com-
petencies + Professional and Functional Compe-
tencies + Digital and Analytical Competencies +
Intellectual and Innovative Competencies + Lead-
ership and Communication Competencies + Adap-
tive and Humanistic Competencies (Fig. 1.).

Formation of six competency blocks that extend
beyond the traditional understanding of “knowl-
edge, abilities, and skills”:

Strategic and Business Competencies include
HR strategy, business acumen, the role of HR as a
strategic partner, and performance management.

Professional and Functional Competencies
include recruitment, onboarding, performance
appraisal, employee motivation, talent manage-
ment, and succession planning.

Digital and Analytical Competencies include
HRIS, HR analytics, Al in recruitment, digital HR
marketing, and data-driven decision-making.

Intellectual and Innovative Competencies include
critical thinking, systems thinking, innovativeness,
learning agility, and knowledge management.

Leadership and Communication Competencies
include leadership, emotional intelligence, commu-
nication, conflict management, coaching, and team-
work.

Adaptive and Human-Centered Competencies
include professional ethics, corporate social responsi-
bility, a human-centered approach, stress resilience,
psychological support, change management, and the
ability to work under conditions of uncertainty.
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Competency Profile of an HR Manager
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Figure 1 — Competency Profile of an HR Manager for Food Industry Enterprises

Source: author's research

This structure effectively combines general
modern HR competencies with the industry-spe-
cific characteristics of the food industry in the con-
text of digital and intellectual transformation.

In order to determine the importance of HR
competencies, a survey was conducted of HR spe-
cialists in food industry enterprises, who were
asked to assess the demand for competencies on
a 100-point scale (Fig. 2).

HR specialists have identified the highest
importance of Adaptive and Human-Centered
Competencies and Professional and Functional
Competencies. It is this combination of competen-
cies that indicates efficiency based on work expe-
rience and a high level of mastery of HR processes
at food industry enterprises.

Conclusions. The conducted research demon-
strated that, under contemporary conditions of food
industry enterprises, the role of an HR manager is
expanding significantly and extending beyond the

performance of traditional personnel management
functions. Effective human resource management
requires HR managers to possess competencies
that enable them to make strategic personnel deci-
sions, organize professional employee develop-
ment, implement modern information technologies,
and maintain high levels of employee motivation. It
has been established that the competency-based
approach contributes to the formation of an effec-
tive personnel management system capable of
ensuring enterprise adaptation to changes in the
external environment, improving labor productiv-
ity, and strengthening competitive positions.

The competency profile of a modern HR man-
ager in a food industry enterprise should be struc-
tured around six interrelated blocks: strategic and
business, professional and functional, digital and
analytical, intellectual and innovative, leadership
and communication, and adaptive and human-cen-
tered competencies. This structure reflects the

= sclection by HR specialists, points

Strategic and Business
Competencies
95

Adaptive and Human-
Centered

Leadership and
Communication
Competencies

Professional and
Functional
Competencies

Digital and Analytical
Competencies

Intellectual and
Innovative
Competencies

Figure 2 — The result of HR specialists' assessment of the importance
of HR competencies in points

Source: author's research
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transformation of the HR manager's role from
administrative personnel management to strate-
gic human capital management based on digital
technologies, data analytics, innovative thinking,
leadership, human-centeredness, and the ability
to ensure organizational resilience under condi-
tions of change and uncertainty.
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The specific characteristics of food industry
enterprises additionally necessitate the integra-
tion of industry-specific requirements related to
food safety, quality, environmental responsibility,
occupational health and safety, employee certi-
fication, and the development of an appropriate
corporate culture.
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KOMMNETEHTHICHUM NPO®IJ/Ib HR-MEHEOXEPA
NIANPUEMCTBA XAPYOBOI MPOMUC/IOBOCTI B YMOBAX
LMNDPOBOI TA IHTEJIEKTYAJZIbHOI TPAHC®OPMALII

AparaH OneHa IBaHiBHa

OOKTOP EKOHOMIYHMX HayK, npodecop,

npodecop kKadenpn eKOHOMIKM Npaui Ta MEHEAXMEHTY
HauioHanbHWil yHIBEpCUTET Xap4Y0BUX TEXHOJIOIIN

OBaparok BikTtopia OnekcaHapiBHa
3006yBay BULLOT OCBITK cneuianbHOCTi D3 «MeHep)KMeHT»
HauioHasnbHWi yHIBEPCUTET Xap4yoBuUX TEXHOJIOT N

AHOTaUifA. Y cTaTTi AoCcniaxXyTbCsa ponb HR-MeHeaxepa, ska CyTTEBO 3MIHIOETbCA: BiJ BMKOHaHHS
rnepeBaxHO aAMiHICTpaTUMBHMX KagapoBMX (YHKUIA A0 CTpaTeriyHoro ynpasJsiiHHS NOACBKUM KaniTasoMm i
3abe3neyveHHs CTIKKOCTI nignpuemcrea. Ocob6nMBOi akTyanbHOCTI Le HabyBa€ Ans NiANPUEMCTB Xap4yoBoi
MPOMWCI/IOBOCTI, AiS/IbHICTb SIKMX XapaKTEePU3YETbCS BUCOKMMM BUMOraMu A0 SIKOCTi Ta 6e3neyHocCTi npo-
AYKLUii, TeXHOMOriYHOI MoAepHi3auieto, gediunTom KBanidikoBaHUX KaapiB, HEOBXiQHICTIO AOTPMMaHHS
MiDKHapOAHUX CTaHAAPTIB i WWBWMAKOK aganTaui€o A0 3MiH 30BHILWHBOrO cepeaosuuwa. MeToro AoCnigKeHHSA
€ (bopMyBaHHS Cy4yaCHOro KOMMeTeHTHICHOro npodinto HR-MmeHeaxepa nianpMeMcTBa Xap4yoBoi MPOMUC-
NIOBOCTI 3 ypaxyBaHHAM TpaHcdopMauii 3MicTy NpodeciiiHOi Ais/IbHOCTi Ta HOBUX BUMOT A0 MEHEXKMEHTY
nepcoHany. O6rpyHTOBaHO AOUISIbHICTb 3aCTOCYBaHHSI KOMMNETEHTHICHOIO Miagxoay, ik iHTerpye npode-
CifHI 3HaHHS, NPaKTUYHI HAaBMYKK, YNPaBAiHCbKI 34i6HOCTI, LMMPOBI KOMNETEHTHOCTI, 0COBUCTICHI AKOCTI
Ta UiHHICHI OpiEHTMPKU. 3anpONOHOBAHO CTPYKTYPY KOMMETEeHTHICHOro npodinto HR-mMeHeaxepa, Wwo oxo-
MKOE WICTb B3aEMOMOB'A3aHMX 6/10KiB: cTpaTeriyHo-6i3HecoBi, NnpodecinHo-gyHKUioOHanbHi, LMdpPOBI Ta
aHaniTWyHi, iHTenekTyanbHO-IHHOBaUIlMHI, NiAepCbKO-KOMYHIKaTUBHI Ta aAanTUBHO-FYMaHICTUYHI KoMne-
TEHTHOCTi. BU3aHa4yeHo 3MiCT K1t04OBUX KOMMNETEHTHOCTEN KOXHOro 6noky, 3okpeMa HR-cTparTerii, 6i3Hec-
MUCNEHHS!, pekpyTuHry, talent management, HRIS, HR analytics, BUKOPUCTaHHSA LUITYYHOrO iHTENEKTY,
data-driven decision making, KpuTMYHOIrO Ta CUCTEMHOrO MUCNeHHs, learning agility, nigepctea, emo-
UiHOro iHTENeKTYy, KOYUYMHry, npodeciiHoi eTMKN, NOANHOLEHTPUYHOCTI, couiasibHOI BianoBiAanbHOCTI,
CTPECOCTINKOCTI Ta ynpaBniHHS 3MiHamu. [loBeAeHOo, L0 3anpornoHoBaHa MoAesib NOEAHYE TpaauLinHi
npodecinHo-dyHKUioHanbHi BUMorn Ao HR-MeHeaxepa 3 KOMMNETEHTHOCTAMU, 3yMOB/IEHUMM LndpOBi3a-
uiero, iHTenekTyanisaui€o Ta HecTabinbHICTIO cyyacHoro 6isHec-cepegoBulla. ManyseBy cneumdiky npo-
¢into BU3Ha4YarOTb BUMOrn Ao 6e3nevyHoCTi XapyoBMX MPOAYKTIB, SKOCTi, €KONOriYHOI BignoBiAanbHOCTI,
OXOPOHM npaui, NpodecCiiHOro po3BmUTKY Ta GOPMyBaHHS KOPMOPATUBHOI KyAbTypu. 3anponoHOBaHWM
KOMMNETEHTHICHUI Npodinb Moxe 6yTn BUKOpUCTaHU ans npodecinHoro 4obopy, OUiHIOBAHHSA, PO3BUTKY
Ta nigrotoBkn HR-MeHeaXxepiB MiaANpUEMCTB Xap4yoBOi MPOMUCIOBOCTI.

KnrouoBi cnoBa: HR-MeHegxep, KOMNETEeHTHICHUI npodinb, NigNpueEMCTBa Xap4oBOi MPOMMUCIIO-
BOCTI, undposa TpaHcdopMauis, iHTenekTyanisawis.
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