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Semenenko et al.

Abstract. The purpose of this study was to examine the impact of human resources policy on the economic efficiency
of the armed forces, with a focus on cost optimisation and combat readiness. The study analysed human resource
management models, including contract recruitment, long-term workforce planning, short-term training programmes
and rotation, and their impact on economic performance in the armed forces of countries such as the United States, the
United Kingdom, Germany, Sweden, Canada, Australia, Israel, France, Italy, Spain, India, Romania, Pakistan, Norway,
and Ukraine. Furthermore, a comparative analysis of the defence sector of these countries was conducted, with a special
focus on the personnel policy of the Ukrainian defence sector. The study also conducted a SWOT-analysis of these models,
which helped to assess their strengths and weaknesses, opportunities and threats to the economic efficiency of the defence
sector. Specifically, contract recruitment provides flexibility in staffing levels but can lead to low staff loyalty, while long-
term workforce planning promotes stability but requires significant investment. The findings showed that effective career
planning, exacting standards of recruitment, regular training, and social support are key factors that contribute to cost
optimisation and staff stability. Furthermore, the integration of technological training improves resource efficiency and
reduces maintenance costs. The SWOT analysis demonstrated that a hybrid model that combines elements of different
approaches ensures adaptability in crisis situations but requires careful management due to the heterogeneity of the
workforce. Based on the findings, the study offered recommendations for optimising human resources policy to increase
the cost-effectiveness of the armed forces, particularly through flexible recruitment programmes, the use of civilian
specialists for non-critical positions, and the integration of reservists to perform support tasks in crisis conditions, with
a detailed analysis of their implementation in the Ukrainian defence sector. The findings confirm that a balanced human

resources policy allows maintaining combat readiness while reducing overall defence sector costs

Keywords: military resources; national security; personnel management in the army; security sector; army financing

Introduction

Changes in the global security environment, driven by in-
tensifying geopolitical conflicts, rising military budgets, and
technological advancement, make the defence sector a crit-
ical element of national security. Therewith, governments
are increasingly faced with the need to manage resources
efficiently to ensure that their armed forces are as effective
as possible within limited financial means. The issue of
optimum personnel policy has become one of the central
aspects of the economic efficiency of military structures.

Integrating the principles of economic management
into the personnel policy of the armed forces allows strik-
ing a balance between costs and the effectiveness of mili-
tary operations. At the same time, considering the unique
needs of the defence sector, the study of mechanisms that
contribute to both cost reduction and efficiency improve-
ment becomes necessary for the development of modern
defence management strategies.

Human resources policy and economic management
are vital elements that influence the functionality and ef-
fectiveness of the armed forces (Gavrysh et al., 2024). With
limited resources, effective personnel management is cru-
cial for maintaining defence capabilities.

D. Clarke (2021) emphasised the significance of civ-
il-military relations and their effect on personnel decisions
in the defence sector. The researcher noted that coordina-
tion between civilian and military leaders contributes to
the optimum allocation of resources, especially in recruit-
ment and training. This ensures a more stable and predict-
able personnel policy in the face of uncertainty. N. Ma-
lik (2024) explored the political economy of the defence
sector in the case of Pakistan. The researcher highlighted
the role of a strategic approach to education and training of
military personnel, which affects the optimisation of costs
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in the sector. N. Malik emphasised that priority funding of
military educational institutions can reduce the cost of sup-
plementary education and training.

J.M. Ortiz-Villajos &].J. Martos-Go6mez (2023) analysed
the modernisation of the Spanish armed forces, focusing
on the economic aspects of defence. Their study found that
careful financial management in the defence sector, includ-
ing investments in human resources, is a key factor in in-
creasing efficiency and reducing costs. The researchers not-
ed that effective modernisation involves not only improving
technical performance but also optimising human resourc-
es costs, which is a prominent aspect of the overall strategy.

Current research in the field of human resources policy
and defence economicsis actively exploring the issue of opti-
mising costs and increasing the efficiency of the armed forces
through improved human resources management. Within
the framework of this review, it is important to focus on the
various approaches and findings obtained by researchers.

A. Calcara & L. Simén (2024) analysed the coopera-
tion between France and Germany in the context of the
development of the European defence industry. They em-
phasised the significance of collective efforts in the defence
sector to achieve economic efficiency, specifically through
the coordination of human resources policies and cost ra-
tionalisation. T. Dyson & Y. Pashchuk (2022) examined the
learning and adaptation process of the Ukrainian Armed
Forces during the conflict in Donbas, focusing on the im-
plementation of feedback processes and ‘lessons learned..
Their study showed that systemising human resources pro-
cesses can increase efficiency and reduce resource losses in
a protracted conflict.

M. Dominguez et al. (2023) assessed productivity
changes in North Atlantic Treaty Organization (NATO)
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countries with a focus on the impact of economic perfor-
mance on the defence sector. The researchers concluded
that the productive use of resources, specifically through
workforce planning, positively affects defence capability
by minimising costs. P.Y. Lindgren & A. Ofstad Prester-
ud (2021) examined unemployment and recruitment in the
Norwegian armed forces, highlighting the economic bene-
fits of recruitment during periods of high unemployment.
Their study showed a strong correlation between the labour
market and personnel policy, which affects cost optimisa-
tion in military structures.

Despite considerable interest in the issue of effective
management of defence resources, some aspects, such as
the relationship between costs and human resources poli-
cy, are still understudied. Existing studies, such as those by
E Coticchia & EN. Moro (2023), focused on the problems
of adapting armed forces to modern conflicts, but lacked
a detailed analysis of the impact of human resources poli-
cy on cost reduction. M.H. Danley (2023) raised the issue
of resource availability for military structures, but did not
provide a clear understanding of how cost-effective human
resources management can improve the financial perfor-
mance of the defence sector.

The purpose of this study was to identify effective
approaches to human resources policy that contribute to
cost optimisation and efficiency in the armed forces. The
study sought to identify the links between human resources
management and cost-effectiveness in the defence sector,
as well as to analyse concrete human resources strategies
that can reduce costs without compromising defence capa-
bilities. The tasks of the study were as follows:

« to identify the key factors that influence the effective-
ness of personnel policy and cost optimisation;

« to analyse the models of personnel management
in the armed forces of different countries to assess their
cost-effectiveness;

« to establish the relationship between economic effi-
ciency and personnel policy in the armed forces;

« to develop recommendations for the implementation
of human resources strategies to reduce costs without los-
ing combat capability.

Materials and Methods

The study of human resources policy and economic efficien-
cy of the armed forces was based on the analysis of academic
sources, strategic reports of defence ministries, and statistics
from national and international resources. The study cov-
ered the defence structures of various countries, including
NATO member states, the EU, and other states with devel-
oped defence systems — the United States, the United King-
dom, Germany, Sweden, Canada, Australia, Israel, France,
Italy, Spain, India, Romania, Pakistan, Norway, and Ukraine.

The primary sources of information included analyti-
cal reports of the Ministry of Defence of the United King-
dom (2024), which cover issues of economic efficiency
and human resources policy. Other valuable sources were
the analytical materials of the Department of Defence of
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the United States (2024), covering defence resource man-
agement and the specifics of human resources policy in
the armed forces, as well as the strategic review of Aus-
tralia’s defence policy, which highlights its specifics in the
field of human resources management (Australia’s 2023
defence..., 2023). The study also considered the strategic
commentary on the reform of India’s defence system, which
highlighted changes in personnel policy and resource man-
agement (India’s defence transformation, 2022).

The key research methods used were content analysis,
comparative analysis, and SWOT analysis. Content analysis
was used for a systematic review of scientific sources and
strategic documents, which helped to identify key human
resources factors that affect the economic efficiency of the
armed forces. This method provided a structured approach
to exploring various aspects of human resources policy, in-
cluding professional selection, training, social support, and
technological support. The comparative analysis helped to
evaluate different models of human resources management
in the armed forces of different countries, comparing their
economic benefits, as well as their impact on combat read-
iness and operational sustainability.

A SWOT analysis was used to comprehensively assess
the human resource management models. This method
helped to identify the strengths, weaknesses, opportunities
and threats to each model of human resources policy. The
SWOT analysis was particularly useful in identifying the
advantages and disadvantages of approaches such as con-
tract recruitment, long-term planning, short-term train-
ing programmes, intensive training rotation, and hybrid
models. The SWOT analysis helped to assess which human
resources policy models are best suited to strike a balance
between cost-effectiveness and readiness.

This analysis formed the basis for the development of
recommendations for optimising human resources policy
in the armed forces. Through a systematic review of sci-
entific sources and strategic documents, content analysis
helped to identify key human resources factors that affect
economic efficiency and combat readiness. A comparative
analysis of human resource management models in various
countries helped to assess their economic feasibility and ef-
fectiveness in specific contexts.-

To ensure the reliability of the data, the study used stand-
ardised cost and combat capability indicators recommend-
ed by international analytical institutions such as the Stock-
holm International Peace Research Institute (2024) and the
European Defence Agency (2024), which offer unified ap-
proaches to assessing the effectiveness of defence structures.

Results

The effectiveness of human resources policies in the armed
forces significantly affects the overall economic sustaina-
bility of the defence sector. Careful planning, recruitment,
training programmes, and social support are crucial for
optimising personnel costs and maintaining combat ca-
pability. A content analysis of current research and stra-
tegic reports from defence ministries in various countries
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revealed a series of key factors that influence the effective-
ness of human resources policy.

Effective career planning contributes not only to staft
motivation, but also to staff stability, reducing the need for
frequent recruitment. Many countries, such as the Unit-
ed States and the United Kingdom, are actively imple-
menting career planning systems that allow personnel to
see their growth prospects. This includes gradual promo-
tion of military personnel based on their experience and
qualifications. This approach reduces the costs associated
with recruitment and extra training of new recruits and
prevents shortages of specialists. Career planning systems
that ensure gradual advancement can reduce staft turnover
and stabilise personnel, which positively affects the over-
all effectiveness of the armed forces (Edstrom & Gyllens-
porre, 2023). The cost of extra education and training of
new personnel is then reduced by maintaining a stable staff.

Exacting standards of recruitment are critical to en-
suring the quality of the armed forces. Selection based on
specific qualification requirements helps to reduce training
costs, as candidates with basic skills and knowledge are
attracted at the recruitment stage. For instance, Germany
and Sweden have strict requirements for recruits, includ-
ing psychological tests, physical fitness, and technical skills
(Panesar, 2022). Selection based on high standards ensures
that quality personnel are ready for service without the
need for lengthy extra training. It also contributes to cost
savings by reducing the number of individuals who do not
complete their contract due to inadequate performance.

Continuing education and training are key aspects
of maintaining the competence of military professionals.
The lack of regular professional development can lead to a
loss of relevant knowledge and skills, which affects overall
performance. Lifelong learning systems, including regular
training and courses, help to maintain the professional
readiness and flexibility of military personnel. Investing

in training contributes to long-term cost-effectiveness by
reducing the need to constantly recruit new personnel.
It also reduces the cost of specialised training, as trained
personnel are more easily adaptable to changing service
conditions.

Social support and psychological support are crucial
for retaining personnel in the armed forces, reducing the
cost of frequent recruitment and replacement. The psy-
chological well-being of military personnel directly affects
their readiness to perform tasks. In NATO countries, in-
cluding the United Kingdom and Canada, psychological
care and support programmes are being implemented for
military personnel and their families. Such programmes
help to maintain a stable workforce and reduce the costs
associated with staff turnover. Support aimed at the psy-
chological well-being of the military considerably reduces
stress levels and improves morale, which positively affects
the effectiveness of the armed forces.

Modern armed forces require not only physical train-
ing but also skills in working with the latest technologies.
The use of modern equipment requires an adequate level of
knowledge and skills from military personnel, and there-
fore technology training is becoming a priority. Military
personnel with technological skills can use resources more
efficiently, which reduces the overall cost of servicing and
maintaining equipment.

The introduction of technology into personnel training
also provides flexibility in solving complex tasks requiring
specialised knowledge and helps reduce the cost of lengthy
training of new personnel. The use of technologically skilled
personnel is becoming a crucial component of a successful
human resources policy focused on cost-effectiveness.

For a more detailed study of these factors, a table was
compiled to illustrate the key factors of human resources
policy and their effect on economic performance in the
armed forces of various countries (Table 1).

Table 1. Key factors of personnel policy in the armed forces and their effect on economic efficiency

Personnel policy factor

Description

Effect on economic indicators Countries

Systematic promotion of staff
based on experience and
qualifications

Career growth planning

Reduces staff turnover and
recruitment costs

United States, United
Kingdom, India

Strict selection of recruits
according to psychological,
physical, and technical standards

Professional selection

Reduces the cost of extra training

and dropout rates Germany, Sweden

Qualification Regular training and development
improvement and programmes to maintain
training professionalism

and the cost of specialised training

Reduces the need to replace staff Canada, Australia

Psychological support and social
security programmes for the
military and their families

Social support and
psychological care

Reduces stress levels and
replacement costs due to staff
turnover

United Kingdom, Canada

Training staff to work with the

Technological support latest technologies

Increases resource efficiency and

. Israel, United States
reduces maintenance costs

Source: created by the authors based on data from the Department of National Defence supports the Canadian Armed
Forces (n.d.), Israel's Ministry of Defence (n.d.), India’s Ministry of Defence (n.d.), Ministry of Defence of Pakistan (n.d.),
Ministry of Defence of Ukraine (n.d.), Australia’s 2023 Defence Strategic Review (2023), Ministry of Defence of the United
Kingdom (2024) and Department of Defence of the United States (2024), European Defence Agency (2024), Stockholm
International Peace Research Institute (2024)
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To illustrate the effectiveness of the above factors, it
is useful to provide a graph comparing the costs of key
aspects of personnel policy, such as training and social

support, and their effect on the overall effectiveness of the
armed forces in the most defensively effective countries in
Europe (Fig. 1).
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Figure 1. Comparison of the costs of various factors of human resources policy in selected European countries
Source: created by the authors based on data from A. Calcara & L. Simén (2024)

In the case of Ukraine, the personnel policy of its de-
fence sector is aimed at adapting to new security challeng-
es, increasing the professionalism of military personnel,
and ensuring proper training of personnel. One of the key
aspects is the professionalisation of the Armed Forces of
Ukraine, which involves a gradual transition from conscrip-
tion to contract staffing (Kormych et al., 2024). This allows
improving the quality of personnel training and ensuring
a greater level of reliability in the face of modern threats.

Training and retraining of military personnel are also
being actively reformed. Ukrainian military educational
institutions, including the National Defence University of
Ukraine, are adapting their training programmes to NATO
standards, involving international partners, which increas-
es the level of professionalism among officers and sergeants
(Shahini et al., 2024). Particular attention is paid to psy-
chological support and rehabilitation of servicemembers,
considering the conditions of combat operations. Psycho-
logical support and rehabilitation programmes after com-
bat situations help to reduce the rate of dismissals due to
psychological problems and maintain personnel stability
in military units. Social protection of servicemembers and
their families is another crucial element of the personnel
policy. Programmes are in place to improve housing con-
ditions, medical care, access to education, and retrain-
ing after military service. These measures are intended
to raise the prestige of the military profession, attracting
new candidates to military service. Ukraine also seeks to
ensure gender equality in the armed forces by developing
programmes that promote the role of women in the mil-
itary. This allows expanding the personnel base and in-
corporating gender aspects into personnel management.
Another major area of personnel policy is the integration
of NATO standards, which involves adapting training, per-
sonnel management, and social support methods to the Al-
liance’s standards (Kostyuk & Brantly, 2022). This helps to
strengthen defence structures and increases the efficiency
of human resource management.
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Furthermore, considerable attention is paid to fighting
corruption and ensuring transparency of personnel policy,
which increases trust in military structures and ensures
more efficient use of resources. However, challenges per-
sist in the form of the need for extra funding to implement
programmes, strengthen human resources in the context
of military conflict, and further implementation of new
training standards that capture the current experience of
combat operations.

Economic efficiency in the defence sector largely de-
pends on the chosen human resources management model.
Countries use varying approaches to recruitment, training,
and retention of military personnel, aimed at reducing costs
and increasing functional efficiency. Contract recruitment
is an effective way of managing personnel, used in many
countries to reduce staffing costs. This model involves
short- or medium-term contracts, which allows for flexible
management of staffing levels to adapt to current defence
needs. Engaging civilians to fill non-critical positions in
the defence sector also contributes to cost savings, as the
salary fund for such positions is lower. Employing civilians
in positions such as logistics and administration reduces
overall costs while maintaining a strong level of function-
ality (Yatsiv et al., 2024). This approach allows spending to
be focused on key combat personnel, thus increasing the
efficiency of the defence sector overall.

In countries that prioritise staft stability and profes-
sional growth, the long-term workforce planning model
is actively used. This model is aimed at supporting highly
qualified specialists by providing them with career pros-
pects and long-term contracts. This approach helps to re-
duce the cost of permanent recruitment and increases the
motivation of the military to stay in service for a long time.

A. van Vark (2021) highlighted that long-term
workforce planning reduces the costs associated with
personnel replacement and contributes to the formation
of highly professional personnel. In the case of Norway,
for instance, the implementation of long-term contracts
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for key personnel has increased efficiency while reduc-
ing the number of recruitments and the cost of training
new personnel.

In cases where the defence sector needs to recruit
personnel quickly for temporary or specialised tasks,
short-term training programmes can be effective. These
programmes are aimed at quickly teaching the basic skills
needed to perform particular tasks, including in emergen-
cy situations. The advantage of this model is that it reduces
training costs and responds quickly to current needs. The
use of short-term training programmes during periods of
increased tension enabled recruits to quickly adapt to con-
crete tasks without the need for long-term courses (Calis-
kan & Liégeois, 2020). This saves money in the short term,
especially when staffing needs are temporary.

The rotation of personnel with intensive training is
another model that allows for the efficient use of available
resources without incurring considerable extra costs. Mil-
itary personnel who already have basic training undergo
periodic training to develop new skills and improve their
qualifications. This provides flexibility in the distribution
of personnel to fill various positions and reduces the cost
of new recruitment.

In some countries, such as the United States and the
United Kingdom, defence institutions use hybrid human
resource management models, combining elements of
contract recruitment, long-term planning, and short-term
training programmes. This enables flexible adaptation of
the number and training of personnel depending on the sit-
uation. Thus, in cases of temporary threats or crises, short-
term contracts are used, while core staff are maintained on
long-term contracts. For example, hybrid models imple-
mented in Romania allow for operational readiness while
reducing the cost of long-term staffing (Jude, 2022). Such
a model demonstrates cost-effectiveness, allowing for opti-
mum resource management and increased functionality of
military structures.

SWOT analysis was applied to the human resourc-
es management models of the armed forces of countries
such as the United States, the United Kingdom, Germany,
Sweden, Canada, Australia, Israel, France, Italy, Spain, In-
dia, Romania, Pakistan, Norway, and Ukraine to examine
their characteristics in detail, which helped to identify the
strengths and weaknesses of each approach, as well as the
opportunities and threats they pose to the cost-effective-
ness of the defence sector (Table 2).

Table 2. SWOT analysis of personnel management models in the armed forces of the United States, the United Kingdom,
Germany, Sweden, Canada, Australia, Israel, France, Italy, Spain, India, Romania, Pakistan, Norway, and Ukraine

Parameter Description

Contract hiring: allows for flexible adaptation of the number of staff, reducing staffing costs.
Long-term workforce planning: ensures the stability and development of staff qualifications, reducing the cost
of frequent recruitment.

Rotation with intensive training: maintains staff flexibility and multifunctionality, avoids new recruitment.
Hybrid model: combines elements of multiple approaches to adapt to situational needs, optimising costs and
maintaining readiness.

Contract hiring: risk of low motivation due to the short-term nature of contracts, low loyalty to military service.
Long-term planning: requires high costs for long-term staff retention and career development prospects.
Short-term programmes: effective only for basic tasks; may reduce professionalism.

Hybrid model: can complicate personnel management due to the heterogeneity of approaches, especially when
different models are used simultaneously.

Engagement of civilian specialists: reduces costs by focusing military resources on combat positions.
Intensive training and rotation: reduces the need for new recruitment and allows for a stable level of expertise.
Hybrid models: Enables adaptation of the number and structure of personnel in case of emergencies or
temporary threats.

Long-term planning: reduces the cost of training new staff and stabilises the professional composition.
Dependence on short-term staff: may affect the ability to operate in case of a prolonged emergency.
High competition for skilled personnel: especially for civilian professionals, who are also recruited by the
private sector.

Unstable funding: may limit the ability to use long-term models and deploy hybrid approaches.

Risks of short-term programmes: insufficient training can affect operational effectiveness in complex tasks.

Strengths

Weaknesses

Opportunities

Threats

Source: created by the authors based on data from the Department of National Defence supports the Canadian Armed
Forces (n.d.), Israel’s Ministry of Defence (n.d.), India’s Ministry of Defence (n.d.), Ministry of Defence of Pakistan (n.d.),
Ministry of Defence of Ukraine (n.d.), Australia’s 2023 Defence Strategic Review (2023), Ministry of Defence of the United
Kingdom (2024) and Department of Defence of the United States (2024), European Defence Agency (2024), Stockholm
International Peace Research Institute (2024)

Such an approach helps not only to assess the extent
to which each model contributes to cost optimisation
and sustainment, but also to identify potential areas for

improvement. By considering contract recruitment,
long-term workforce planning, short-term training pro-
grammes, intensive rotational training and the hybrid
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model, the SWOT analysis provides a comprehensive as-
sessment of which model best meets the specific needs of
military structures in different situations.

Human resources policy in the defence sector is closely
linked to cost-effectiveness, affecting budgetary expendi-
tures and the maintenance of the armed forces’ combat ca-
pability. Establishing the link between personnel costs and
functional effectiveness requires the analysis of indicators
that reflect how investments in personnel policy affect pro-
ductivity, crisis resilience, and combat readiness.

Investments in personnel training and career devel-
opment support are a crucial factor in ensuring readiness.
Studies show that countries that invest heavily in training
and professional development demonstrate higher levels of
combat readiness and operational effectiveness. In cases of
crisis, such personnel adapt more quickly to new conditions,
having a better level of technical and strategic training.

Countries with a great level of investment in training,
such as the United States and the United Kingdom, main-
tain a consistently strong level of combat readiness and can
conduct military operations more effectively. The example
of Romania, where vocational training programmes are be-
ing actively implemented, demonstrates that such invest-
ments increase the efficiency of resource use and save on
the cost of hiring external specialists (Nemeth, 2024).

Providing social support for military personnel and
their families affects the economic efficiency of the defence
sector by reducing staff turnover and boosting morale. A
strong psychological resilience of personnel reduces the
costs associated with the replacement and rehabilitation of
military personnel facing severe stress.

An analysis by the RAND Corporation shows
that NATO countries, including Canada, are actively

implementing psychological support programmes for mili-
tary personnel, which helps to reduce the rate of dismissals
due to psychological problems and reduces the cost of re-
cruiting and training new personnel.

One key aspect of cost-effectiveness is investing in
technological skills training that enables the military to
effectively use modern equipment and innovative sys-
tems. The introduction of advanced technologies in mili-
tary training reduces the cost of maintaining equipment,
increasing productivity and functional readiness. In Eu-
rope, particular focus is being placed on the introduction
of technology into the defence sector, which considerably
increases the efficiency of using available resources. Train-
ing personnel to work with the latest technologies reduces
the cost of lengthy training and saves on the maintenance
and operation of equipment due to its more competent use.

Another major aspect is the ability of the military to
adapt to crisis situations, which depends on the effectiveness
of human resources policy. Countries that invest in long-term
retention strategies demonstrate a greater level of resilience
to unforeseen situations. Military personnel with experi-
ence and psychological resilience are better prepared to meet
challenges, which minimises the cost of crisis management.

The defence sectors of the countries considered in this
study demonstrate considerable diversity in their approach-
es to security, resource allocation, and strategic priorities.
The key factors that determine the specific features of the
defence structures of these countries include the military
budget, the number of military personnel, the technological
level, personnel training, the presence of a defence indus-
try, and membership in international security organisations
such as NATO or the EU (Hooker, 2022). A comparison of
these criteria in different countries is presented in Table 3.

Table 3. Comparison of the key parameters of the defence sector in various countries

Military budget

Country (USD bn)

(thsd people)

Number of military personnel

Membership in
organisations

Key defence priorities

Global security, nuclear

United States 801 1,380 NATO
deterrence
United Kingdom 68 148 European security, strategic NATO
deterrence
Germany 55 183 European security, NATO NATO, EU
Sweden 7 20 Territorial defence NATO
Canada 26 68 North American security, NATO
international missions
Australia a4 59 Regional seF:urlty in the Asia- ANZUS
Pacific region
Israel 24 170 Missile defence, regional security -
France 56 205 Nuclear deterren.ce, European NATO, EU
security
Italy 32 165 NATO, international missions NATO, EU
Spain 19 124 European security, NATO NATO, EU
India 77 1,450 Regional se.:curlty,vconfrontatlon _
with Pakistan
Romania 5 70 Regional security, modernisation NATO, EU
Pakistan 10 654 Confrontation wnh India, internal _
security
Norway 8 25 Territorial defence NATO

Scientific Bulletin of Mukachevo State University. Series "Economics”, 11(4)
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Country Military budget

Number of military personnel

Table 3, Continued

Membership in

Key defence priorities

(USD bn)

Ukraine 44 700

(thsd people)

organisations

Defence against external
aggression, NATO support

Source: created by the authors based on data from the Department of National Defence supports the Canadian Armed
Forces (n.d.), Israel’s Ministry of Defence (n.d.), India’s Ministry of Defence (n.d.), Ministry of Defence of Pakistan (n.d.),
Ministry of Defence of Ukraine (n.d.), Australia’s 2023 Defence Strategic Review (2023), Ministry of Defence of the United
Kingdom (2024) and Department of Defence of the United States (2024), European Defence Agency (2024), Stockholm

International Peace Research Institute (2024)

Table 3 demonstrates considerable differences between
countries in terms of funding, personnel, and key defence
priorities, reflecting both national strategic objectives and
military capabilities. According to the table, the United
States has the largest defence budget in the world, which
allows it to invest heavily in advanced technology, intelli-
gence, and global military operations. The United Kingdom
and France also have high defence spending and maintain a
nuclear arsenal that provides strategic deterrence. Germa-
ny has been increasing its defence budget in recent years
due to NATO requirements and strengthening its defence
capabilities but has historically focused on European secu-
rity. Sweden and Norway have considerable forces to de-
fend their territories, with Sweden recently joining NATO,
increasing its strategic significance.

Canada and Australia are close allies of the United
States, supporting defence efforts globally, especially in
the Asia-Pacific region. Israel is noted for its defence inno-
vations, particularly in cybersecurity and missile defence
systems. India and Pakistan possess nuclear weapons and
are focused on regional defence, while both countries are
investing heavily in modernising their armed forces. Ro-
mania and Ukraine are actively modernising their defence
systems due to their proximity to conflict regions, with
Ukraine relying heavily on support from Western partners.
Italy and Spain have well-organised military forces that
support international missions of NATO and the UN.

Based on the study conducted, recommendations were
developed to improve the cost-effectiveness of the armed
forces by optimising human resources policies. The use of
human resources strategies that focus on long-term train-
ing, adaptability, social welfare, and technological training
can reduce costs without compromising the functional
readiness of the armed forces.

Flexible recruitment programmes are recommended
to maintain stability and reduce the cost of permanent re-
cruitment. This can include short-term contracts for per-
sonnel performing non-critical functions and long-term
contracts for highly qualified military personnel. Flexible
programmes enable the best use of resources, reducing
staffing costs. Long-term contracts also help to retain quali-
fied personnel, reducing the need for constant recruitment,
and cutting training costs. This approach reduces staff
turnover, which contributes to stability and cost savings.

An effective human resources policy involves contin-
uous training and development to ensure that staff can
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meet modern challenges (Novykova et al., 2022). It is rec-
ommended to develop regular professional development
programmes, including trainings, certifications, and spe-
cialised courses. Such programmes can reduce the cost of
training new recruits while ensuring the continuous devel-
opment of existing staft skills. Countries that invest in the
professional development of their military demonstrate a
greater level of cost-effectiveness, as trained personnel are
more easily adaptable to change. This reduces the cost of
extra training, as personnel maintain their qualifications at
the required level.

One of the key recommendations is to introduce psy-
chological support and social welfare programmes for mil-
itary personnel and their families. Creating a supportive
environment helps to retain personnel and boost morale,
which reduces the cost of frequent recruitment due to staff
turnover. Psychological support programmes reduce stress
levels, which helps to maintain stability and productivity.
Social programmes also help to support the military in cri-
sis situations, contributing to their ability to adapt. These
programmes include access to healthcare, financial aid, and
other social benefits that support strong staff engagement
and reduce the costs of dismissals.

Considering the rapid development of technology,
military personnel must be skilled in the use of modern
equipment. It is recommended to include mandatory tech-
nological training programmes in the personnel policy
to enable the military to adapt to the latest technological
systems. This will increase the efficiency of resource use
and reduce maintenance costs through skilful handling of
equipment. Investing in technology training can increase
the flexibility of personnel and their readiness to work in a
rapidly changing environment, while ensuring long-term
cost-effectiveness. Preparing the military to use technology
reduces maintenance costs and increases productivity.

To reduce costs in non-security-critical areas, it is rec-
ommended to engage civilian specialists, such as logisti-
cians, administrators, and medical personnel. The use of
civilians to perform support functions can reduce salary
costs, as civilian personnel are usually cheaper than mili-
tary personnel (Kyrylov et al., 2024). Civilians can provide
support services, allowing the armed forces to focus on
core combat missions without having to divert resources
to support functions. This reduces the cost of providing
military personnel for non-critical functions, leaving more
resources to maintain combat readiness.
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To continuously improve the personnel policy, it is rec-
ommended to introduce systems of feedback and regular
evaluation of personnel. This allows problems, such as low
productivity or lack of motivation, to be promptly identi-
fied and corrective action taken. Evaluation programmes
help to improve the effectiveness of human resources pol-
icies and ensure that resources are used accurately to meet
staff needs. Implementation of a feedback system and regu-
lar personnel assessment enables not only prompt identifi-
cation of problems, but also the development of individual
development plans for staff. This approach increases em-
ployee motivation as they gain a clear understanding of
their strengths and areas for improvement. Furthermore,
assessments allow for efficient allocation of human resourc-
es by identifying which skills and competencies should be
strengthened within the human resources policy.

Assessment systems also promote transparency in
career development decisions, which increases staff trust
in management. Regular feedback ensures more effective

communication between service members and command-
ers, fostering a culture of openness and support. Military
service is often associated with elevated stress levels, which
can lead to staff exhaustion. The introduction of flexible
working arrangements and leave opportunities, especial-
ly for personnel in difficult environments, can help to in-
crease productivity and reduce the risk of turnover. Flex-
ible schedules allow for a work/life balance that positively
affects efficiency at no extra costs.

The use of reservists to perform auxiliary or tempo-
rary tasks can greatly reduce the cost of maintaining per-
manent staff. Reservists are deployed on an ad hoc basis,
which reduces the cost of permanent staff while ensuring
that functionality is maintained in crisis situations. The use
of reserve forces increases the flexibility and efficiency of
the defence sector. To summarise all the recommendations,
a table was compiled that shows their key economic ad-
vantages and benefits for maintaining the readiness of the
armed forces (Table 4).

Table 4. Recommendations for optimising the personnel policy of the armed forces:
economic benefits and advantages for combat capability

Recommendation Description

Advantages for combat

Economic benefits capability

Flexible hiring programmes

and long-term contracts .
recruitment costs

Introduction of short-term and
long-term contracts to reduce

Reduces the cost of frequent

recruitment Ensures personnel stability

Support for professional
development and continuous

) for current personnel
learning

Regular training and certification

Reduces the cost of training
new recruits

Ensures highly qualified
personnel

Social support and

Social support and psychological

Improves the morale of the
Reduces personnel turnover

psychological resilience support programmes military
Technological training and Training personnel to work with . Increases technological
. Reduces maintenance costs -
competence development modern technologies readiness

Engagement of civilian

specialists for non-critical
support roles

Engagement of civilians in

Reduces payroll costs Focus on combat functions

functions
Feedback and evaluation Regular evaluation of personnel Optimises the use of Maintains a strong
programmes performance to adjust policies resources productivity level
Flexible service and leave Introduction of flexible working Supports the psychological
Reduces turnover costs .
schedules hours to reduce stress health of the military

Use of reserve forces "
perform auxiliary tasks

Engagement of reservists to

Reduces the cost of a
permanent staff

Increases flexibility in times
of crisis

Source: created by the authors

Table 4 illustrates key recommendations that can
substantially improve the cost-effectiveness of human re-
sources policy in the armed forces without compromising
combat capability. Each of the strategies presented has con-
siderable economic benefits, including reduced personnel
costs, optimised resources and reduced turnover. At the
same time, these measures contribute to boosting morale
and resilience of personnel to stress, as well as maintaining
a strong level of combat readiness.

The proposed approaches allow the armed forces to
adapt flexibly to changing conditions, ensuring a balance
between costs and the need for qualified personnel. Thus,
the implementation of these recommendations will con-
tribute not only to the stability of personnel, but also to the
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efficient allocation of resources, which is critical for long-
term sustainability and successful defence tasks.

For Ukraine, which is in the midst of an active mili-
tary conflict, the implementation of recommendations to
optimise human resources policy is a crucial step towards
strengthening the combat capability and economic sustain-
ability of the armed forces (Dzhulai, 2023). Considering
the prominent level of personnel mobility and the need
to maintain morale, it is advisable to introduce flexible re-
cruitment programmes and contracts of various durations.
This will help reduce the cost of permanent recruitment and
ensure stability in military units, especially at the frontline.

Professional development and continuous training are
essential to improve the skills of existing personnel, which,
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in the context of the rapid introduction of modern military
technologies, will help optimise the cost of training recruits
and ensure high readiness for complex tasks. Psychological
support and social care for the military and their families
are also critical in the context of prolonged hostilities. Psy-
chological support programmes will help to reduce person-
nel turnover and maintain military morale, which is essen-
tial for maintaining combat capabilities.

Furthermore, the development of technological com-
petencies among personnel will enable them to effective-
ly use the latest defence and communications equipment,
which will help to increase the technological readiness of
the Armed Forces of Ukraine and reduce equipment main-
tenance costs. The use of civilian specialists to perform sup-
port tasks, such as logistics, technical support, and medi-
cal care, will allow military specialists to focus on combat
functions, optimising salary costs, and increasing the over-
all effectiveness of the defence capability.

The use of reservists to support auxiliary tasks will help
Ukraine maintain flexibility in crisis situations by providing
an operational reserve for combat operations. Implementa-
tion of these recommendations will allow Ukraine to in-
crease combat capability, optimise the use of resources and
stabilise the personnel, whichis crucial for successful defence
and national security in the face of prolonged confrontation.

Discussion

The analysis of the study findings showed the value of an
integrated approach to human resources management in
the armed forces to enhance economic sustainability and
combat capability. Key aspects, such as career planning,
selection standards, professional development, and social
support, have a decisive impact on the efficiency and sus-
tainability of the defence sector. Comparing these findings
with those of other authors allows assessing the consistency
of the results and highlighting areas for further research.
H. Edstrom & D. Gyllensporre (2023) confirmed that
career planning systems that provide gradual promotion
and development prospects reduce staff turnover and con-
tribute to cost savings. This is in line with the findings of the
present study on the role of career planning as a method of
stabilising the workforce and reducing recruitment costs. At
the same time, M. Mantovani & R. Miillhaupt (2021) noted
that long-term career development programmes can create
an incremental burden on the budget due to long-term de-
velopment investments. The above findings, while confirm-
ing the high cost-effectiveness of this approach, point to the
significance of balancing investments in career development
with short-term staffing needs to avoid budget overload.
Recruitment standards, as evidenced by R. Pane-
sar (2022) and the present study, also significantly affect
the cost-effectiveness of the armed forces. The analysis
noted that strict requirements for candidates, including
psychological and physical tests, reduce training costs and
ensure better readiness of recruits. This is consistent with
the findings of M. Mantovani & R. Miillhaupt (2021), who
also emphasised that strict selection standards contribute
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to the retention of highly qualified personnel. However,
T. Bunde (2021) pointed out that excessive standardisation
of requirements can limit access to military service for in-
dividuals with potentially useful skills, which can reduce
the adaptability of the armed forces. Thus, the question of
the optimum level of selection rigour requires further study
to determine the balance between quality and flexibility.

Professional development and regular training of per-
sonnel are also important aspects of cost-effectiveness, as
the study showed. Maintaining the skills of the military at
a certain level helps to maintain readiness and avoid extra
costs for personnel replacement. These findings are consist-
ent with those of A. Connelly & S. Loong (2023), who also
emphasised the value of investing in continuous training
to improve the overall effectiveness of the armed forces. At
the same time, J. Horncastle (2022) pointed out the need
to adapt training programmes to rapidly changing defence
technologies, which requires a more flexible approach than
conventional training methods.

Social support and psychological support, as confirmed
by the present study, are critical to maintaining the stabili-
ty of the personnel and saving on permanent recruitment.
This is consistent with the findings of I. Antai et al. (2023),
who emphasised the role of social programmes in staff re-
tention. However, J. Horncastle (2022) also indicated that
social support can become an incremental financial burden
for defence budgets if not integrated into a broader human
resource management strategy. Thus, the findings highlight
the significance of a balance of social support to maintain
economic sustainability.

The analysis of the findings on the significance of tech-
nological training in the armed forces confirms the role of
technological skills in increasing economic efficiency. Pre-
paring the military to work with the latest technologies en-
ables efficient use of available resources, reducing the cost
of equipment maintenance, and increases flexibility and re-
sponsiveness in performing complex tasks. The findings of
this study are supported by F. Wenas Inkiriwang (2020), who
pointed out that investments in technological training are
essential for the operational diplomacy of the defence sector,
especially in the context of the active use of modern equip-
ment and increasing technical requirements for personnel.

Atthe sametime, S. Rolfe &I. Anderson (2022) study fo-
cusing on the needs of veterans indirectly corroborated the
value of technological training, as the adaptation of person-
nel to civilian life also often depends on the acquired techno-
logical skills. This shows that investments in technological
training have along-term impact on the social and economic
stability of personnel after service, which is consistent with
the findings on the economic feasibility of such policies.

The analysis of Ukraine’s defence human resources policy
highlights the significance of adapting to new security chal-
lenges, especially in the context of conflict and integration into
NATO standards (Ivanov et al., 2020). The findings showed
that professionalisation and social support for the service
personnel contribute to human resources stability and in-
crease the combat capability of the Armed Forces of Ukraine.
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B. Kormych et al. (2024) stressed the need for flexible
approaches to protection, including the creation of human-
itarian corridors, which requires personnel stability and
readiness. The study by N. Kostyuk & A. Brantly (2022)
on cyber warfare showed the limitations of interstate co-
operation in protecting infrastructure, which confirms the
role of technological training and highly qualified person-
nel. Psychological support, according to K. Kravchenko et
al. (2023), is critical for maintaining combat readiness and
reducing staff turnover.

The findings of the study on various models of person-
nel management in the armed forces confirmed that the
economic efficiency of the defence sector largely depends
on the choice of approach to recruitment, training, and re-
tention. Comparison with the findings of other research-
ers offered a deeper understanding of why certain models
provide higher functional efficiency and at the same time
contribute to cost reduction.

The findings on contracting and civilian recruitment
are consistent with those of D. Druck (2021), who analysed
approaches in Israel. The study noted that the reduction of
permanent staff in favour of contract workers allows saving
resources for strategically significant positions. However, ac-
cordingto M. Riemann & N.Rossi (2022), in crisis situations,
the contract model can pose challenges due to the instability
of the staff, which requires extra adaptation and planning.

The conclusions on the economicefficiency oflong-term
workforce planning coincide with those of H. Edstrom &
D. Gyllensporre (2023), who indicated that the Nordic coun-
tries, by investing in long-term staff retention, managed to
stabilise the workforce and reduce recruitment costs. At the
same time, V. Vignoli (2024) addressed the risks associated
with the costs of social support under such programmes,
especially when the country’s economic conditions
change, which can make long-term planning challenging.

The use of short-term training programmes was found
to be an effective way to respond quickly to crisis situations.
This conclusion is supported by India’s defence transforma-
tion (2022), which highlighted that short-term training
provides operational flexibility in emergencies. However,
V. Vignoli (2024) pointed out the limitations of short-term
programmes in cases where personnel need to be integrat-
ed into longer missions that require extra skills.

The rotational model with intensive training, according
to E. Sabatino (2022), allows maintaining a strong level of
competenceamong personnel without the need to constantly
recruit new personnel. The findings presented in this study
confirm this, demonstrating that rotation promotes flexibil-
ity and reduces the cost of new staft. Therewith, M. Riemann
& N. Rossi (2022) indicated that frequent rotation can lead
to staff attrition in cases of long and intense operations.

In terms of hybrid models, the study findings suggest-
ed that a combination of contract hiring, long-term plans,
and short-term training programmes can provide optimum
flexibility and savings. This is confirmed by S. Jude (2022),
who noted the effectiveness of hybrid models in the Roma-
nian context. However, D. Druck (2021) pointed out the
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potential difficulties in managing such a heterogeneous
workforce, which may require extra coordination costs.

The study showed that an effective personnel policy is
a key factor in the economic stability and combat capability
of the armed forces. The analysis of the data and their com-
parison with the studies of other researchers emphasise the
value of investing in training, social support, and techno-
logical skills.

B. Nemeth (2024) noted that investment in training
is crucial for maintaining combat readiness and effective
military operations, which is consistent with the results
presented in this study. Both Nemeth’s and the present
findings highlighted those countries with active training
programmes, such as the United States and the United
Kingdom, achieve stable readiness rates, which enables
faster response to crises and efficient allocation of resourc-
es. This is in line with the findings of C. Hakansson (2021)
on the significance of technological innovation in the EU
armed forces, which promotes the economical use of re-
sources, releasing funds for other strategic needs.

The findings on social support and psychological resil-
ience are also in line with those of T. Bradshaw (2021), who
highlighted that maintaining military morale, especially
through specialised programmes for veterans, contributes
to the stability of the personnel. Psychological support
programmes implemented in Canada reduce recruitment
costs and increase cost-effectiveness by reducing staff
turnover. In this aspect, the study is also consistent with
the findings of D. Dudley (2020), who noted that defence
sector reforms in Montenegro aimed at psychological sup-
port are essential to build resilience and reduce the cost of
training new personnel.

Investing in the technological skills of military per-
sonnel is critical to ensuring functional effectiveness. As
the study findings showed, training the military to operate
modern equipment and technologies is essential to reduce
maintenance costs. This is in line with the findings of Aus-
tralia’s 2023 Defence Strategic Review (2023), which em-
phasised that technology training for the military avoids
unnecessary maintenance costs and reduces the need for
external experts to support the latest systems.

An analysis of the defence sector in various countries
revealed considerable differences in funding, military
strength, priorities, and international commitments. The
United States has the largest defence budget in the world,
which supports its global military presence. The United
Kingdom and France also spend heavily on defence, while
maintaining nuclear arsenals for European deterrence.
Germany is strengthening its defence capabilities in re-
sponse to NATO requirements. Sweden and Norway are
focusing on territorial defence, while Sweden’s accession to
NATO increases its strategic significance. Canada and Aus-
tralia support global defence initiatives, especially in the
Asia-Pacific region. Israel stands out for its innovations in
cybersecurity and missile defence, which are essential for
regional stability. India and Pakistan are developing nucle-
ar capabilities while modernising their armed forces.
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Comparing the present study with those of R.D. Hook-
er (2022) and M. Caliskan & M. Liégeois (2020), there
is a consistency with the general assessment of NATO.
R.D.Hooker stressed the value of sustained defence invest-
ment in maintaining regional security, as evidenced by the
high spending by the United States, the United Kingdom,
and France. R.D.Hooker also noted that NATO must adapt
to new threats, which is relevant considering the growth
of defence spending in Europe. M. Caliskan & M. Liégeois
noted that the concept of ‘hybrid warfare’ complicates NA-
TOss strategic planning, confirming the need for approach-
es to respond to asymmetric threats. Israel’s experience in
implementing innovations to combat hybrid threats can be
useful for NATO countries (Vilks et al., 2024).

The recommendations developed based on the study
support current trends in defence personnel policy, which
are focused on increasing the cost-effectiveness and ad-
aptability of the armed forces. The significance of flexible
recruitment programmes, including the use of civilians
for support functions, is consistent with the findings of
V.M. Santos & M. Siman (2022), who emphasised the eco-
nomic benefits of using civilians in non-critical roles. This
releases resources to support combat readiness, which is in
line with the strategic needs of the armed forces.

A study by F. Wenas Inkiriwang (2020) reinforced the
role of technology training, as the development of techno-
logical skills of the military increases their flexibility and ef-
fectiveness in performing tasks. The use of advanced tech-
nologies helps to reduce maintenance costs by reducing the
need for external experts and increases productivity, which
was considered in the recommendations for the imple-
mentation of technology training programmes to improve
functional readiness.

In terms of social support and psychological well-be-
ing, the study findings are in line with the recommenda-
tions of T. Bunde (2021), who emphasised the significance
of social stability and psychological support for retention.
The recommendations include psychological care and sup-
port programmes for military families, which helps to re-
duce staff turnover and maintain high morale, contributing
to the economic stability of the defence sector.

The use of reservists as an alternative resource for
crisis situations is in line with the findings of the India’s
defence transformation (2022) study, where reserve forc-
es are used to maintain operational flexibility. This reduc-
es the cost of maintaining a permanent force while main-
taining combat capability in a crisis. The use of reserves
is a cost-effective method that also supports the flexibility
of personnel management, which is key for modern mil-
itary structures.

The analysis of recommendations for optimising the
human resources policy of the Ukrainian defence sector
highlights the role of adaptability and effective resource
management in an active conflict. Flexible recruitment
programmes, professional development, and psychologi-
cal support are key to the stability and combat readiness
of personnel, as well as to optimising costs by engaging
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civilian specialists and reservists for support functions
(Ponomarenko & Pysarchuk, 2024).

The study by B. Kormych et al. (2024) on humanitar-
ian corridors in the Black Sea confirmed the significance
of stable and competent personnel for flexible protection
strategies. This is in line with recommendations for the ad-
aptability of Ukraine’s human resources policy. N. Kostyuk
& A. Brantly (2022) emphasised the need for technological
readiness, which supports proposals to train the Ukrainian
military to work with the latest technologies. The psycho-
logical support described by K. Kravchenko et al. (2023), is
vital to reduce personnel turnover and maintain military
morale. Proposals for social and psychological care will
contribute to the resilience of personnel.

Thus, the developed recommendations are consistent
with the findings of other researchers and emphasise the
value of an integrated approach to human resources policy
in the defence sector, focused on long-term stability and
flexibility in the use of resources.

Conclusions

The study highlighted the role of human resources policy
in the armed forces as one of the key factors of economic
efficiency and stability of the defence sector. Based on the
analysis, the effectiveness of human resources policy largely
depends on several key factors. Career planning, selection
standards, professional development systems, social sup-
port, and the introduction of technology ensure both cost
savings and the maintenance of a strong professionalism
of military personnel. In summary, the analysis confirmed
that human resources policy forms an integral part of the
economic efficiency of the armed forces.

A comparative analysis of human resources manage-
ment models in the armed forces of different countries
showed that the choice of a particular model depends on
the strategic goals and economic capabilities of the de-
fence sector. Contract recruitment, long-term planning,
short-term training programmes, rotational models, and
hybrid approaches demonstrate distinct levels of cost-ef-
fectiveness. Countries with greater financial resourc-
es (such as the United States, the United Kingdom, and
France) can afford long-term workforce development
strategies, while countries with limited budgets prefer
short-term and hybrid approaches. Specifically, Sweden
and Norway are focused on territorial defence, which is
reinforced by Sweden’s accession to NATO. Israel stands
out for its innovations in cybersecurity and missile de-
fence, while India and Pakistan are developing nuclear
capabilities while modernising their armed forces.

It is recommended to introduce flexible recruitment
programmes that enable both short-term contractors and
civilian specialists to perform non-critical functions. This
approach helps to concentrate resources on core defence
tasks and reduces the cost of supporting support roles. An
essential area is the technological training of personnel,
which enables the military to use modern equipment more
efficiently and helps to save on maintenance.
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For Ukraine, which is in the midst of an active mil-
itary conflict, an adaptive approach to human resourc-
es policy is particularly important. Flexible recruitment
programmes and the use of reservists can help respond
quickly to changes. Developing the technological skills of
the military will help to ensure efficient use of equipment,
which is critical to reducing maintenance costs on a tight
budget. Social support, such as psychological care pro-
grammes, boosts morale and helps to reduce staff turno-
ver, which helps to maintain combat readiness.

budget, which will expand the possibilities of using
these recommendations.

The proposed recommendations can increase the eco-
nomic efficiency of the armed forces by reducing personnel
costs, maintaining their combat capability, and adapting
the personnel structure to the rapidly changing condi-
tions of the modern defence environment. Implemen-
tation of such approaches will contribute to the efficient
use of resources in the armed forces, increase their read-
iness and long-term sustainability of the defence sector.

However, the study had certain limitations: the de-

pendence of the findings on the availability of modern Acknowledgements

programmes and technologies, as well as on financial =~ None.
resources for their implementation. Further research ]
can be aimed at exploring concrete methods of adapt- Conflict of Interest
ing the recommendations to conditions with a limited  None.
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AHoTauisi. MeTor0 I1bOr0 HOCTIKEeHHs OYy/I0 BUBYEHHS BIUIVBY KaZpoBOI MOMITMKM Ha €KOHOMIYHY eeKTHMBHICTb
30pOJHMX CMUT 3 aKIEHTOM Ha OITMMisalilo BUTpAaT i 6OEroTOBHICTb. Y [OCIPKeHHI IpoaHali30BaHO MO
YIpaBIiHHA JIOACBKMMM pecypcaMy, BKIIOYalouy Habip 3a KOHTPAKTOM, MOBIOCTPOKOBe KaJjpoBe IUIAHYBaHH,
KOPOTKOCTPOKOBi HaBYa/IbHI MpOrpamMy i poTalilo, Ta IXHiil BIVIMB HAa €KOHOMIUHi IOKa3HMKM 30POVIHUX CUJI TaKMX
KpaiH, Ak CIIIA, Benuka bpurania, Himeuunna, llIsenis, Kanaga, Asctpanis, Ispainb, @pannia, Itania, Icnanid, [apid,
PymyHis, ITakucran, Hopseris ta Ykpaina. Kpim Toro, 6ymo npoBeneHo HOpPiBHAIbHUIT aHai3 0OOPOHHOTO CEKTOPY
IMX KpaiH, 3 0COOMMBMM aKIIEHTOM Ha Kaf[pOBY MOMITUKY YKPaiHCBKOTO 0OOPOHHOTO CEKTOPY. Y JOCTiIKEeHHI TaKoX
6yno nposeseHo SWOT-aHai3 1ux MOZesel, sSIKUI JOIOMIT OIHUTY IXHi CMJIbHI Ta CMabKi CTOPOHM, MOXX/IUBOCTI Ta
3arposy I/ eKOHOMIYHOI e(peKTUBHOCTI 0OOPOHHOTO CEeKTOpY. 30KpeMa, KOHTPAKTHUIT Habip 3abesnedyye THYUKiCTDb
y KaJjpoBOMY 3abe3IevyeHHi, ajie MOXe TIIPU3BECTH O HU3BKOI JIOANbHOCTI IepCOHANY, TOM AK JOBTOCTPOKOBE KaJIpoBe
IJIAHYBaHHA CIpUs€E CTabiMbHOCTI, aje BMMAarae 3HAYHUX iHBecTULill. Pesymbraty [OCTiKeHHSA MOKasamu, IO
edeKTMBHe I/IaHyBaHHA Kap €pU, BUCOKI CTaH/IapTU Bif6OPY MepCoHaIy, pery/aspHe HaBYaHHA Ta COllia/TbHa MiATPUMKa
€ KmoyoBuMM (akropamy, sKi COpMAIOTh onTUMisanil BuTpar i crabimpHocTi mepconany. Kpim Toro, inTerparisa
TEXHOJIOT{YHOI IMiTOTOBKM MifiBUINY€e epeKTMBHICTb BUKOPUCTAHHA PecypciB Ta 3MeHINYe BUTPATU Ha yTPUMAHHA.
SWOT-ananis nmokasas, 1o ri6pyuaHa MOJeNb, AKa IIOENHYE eIeMeHTH Pi3HUX IifXOfiB, 3abe3levyye aJalTUBHICTD Y
KPU30BUX CUTYAIIiAX, ajle BUMAara€e peTebHOTO YIPaBIiHHA Yepe3 HeoOTHOPifHICTh poboyoi cvmi. Ha ocHoOBi oTpuManmx
Ppe3y/IbTaTiB Y JOCi/I)KEHHI 3alIpOIIOHOBAHO PEKOMEH ANl 00 ONTUMIi3allil Ka/IpoBOI MOMITUKY 3 METOIO IIi/JBUIL€HH S
eKOHOMIYHOI e(peKTUBHOCTI 30POITHNUX CHJI, 30KpeMa depes3 THYUYKi MpOrpaMy peKpYTHHTY, BUKOPMCTAHHs LMBiITbHUX
(axiBIIiB Ha HEKPUTUYHYX IOCA/IaX Ta 3aJTy4eHH: Pe3epBiCTiB /1 BUKOHAHHA JONOMDKHUX 3aBJIaHb Y KPM30BUX YMOBAX,
3 leTa/IbHYIM aHaJIi30M IX iMIITeMeHTallii B yKpaiHCbKOMY 000pOHHOMY ceKTopi. OTpyMaHi pesynbTaTi HifTBEePHAXKYIOTb,
1[0 36a/aHCOBaHa KaJIpoBa MOJITUKA TO3BOJIAE MiATPUMYBAT GOETOTOBHICTD IPU OJHOYACHOMY 3HIDKEHHI 3aralbHUX
BUTPAT Ha 0OOPOHHUIT CEKTOP

KnioyoBi cnoBa: BiiiCbKOBI pecypcy; HallioHa/lbHa Oe3lleKka; YIpaBIiHHA HEPCOHAJIOM B apMii; cekTop Oe3mexys;
¢dinaHCcyBaHHA apMil
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