Economic scope Ne 214, 2026

VK 331.108.4:005.5:631.115.1
DOI: https://doi.org/10.30838/EP.214.37-44
Podzihun Svitlana
PhD in Economic Sc.
Uman National University
Ionsiryn C.M.
KaHAUIAT EKOHOMIYHHAX HayK
YMaHCHKHY HalliOHAJLHUN YHIBEPCUTET
https://orcid.org/0000-0003-3012-1842

Novak Inna

Dr. of Economic Sc.

Uman National University

HoBak I.M.

JOKTOp E€KOHOMIYHHMX HayK

YMaHCBKHH HalllOHAJIBbHUI YHIBEPCUTET
https://orcid.org/0000-0003-1146-6861

A SYSTEMS APPROACH TO PERSONNEL ADAPTATION MANAGEMENT
IN SMALL AGRICULTURAL ENTERPRISES UNDER CONSTRAINED
HR FUNCTIONS

The article substantiates the theoretical, methodological, and practical foundations of applying a systems approach
to employee adaptation management within small agricultural enterprises operating under the conditions of constrained
HR functions. The authors justify the architecture of the employee adaptation management system elements, which is
tailored to the scale of small agribusiness, encompasses the key spheres of an employee’s organizational life, and ensures
the efficiency of the adaptation system under resource scarcity. Within the framework of this study, the key elements of
the system are characterized: organizational-regulatory, information-technological, professional-technological, psycho-
physiological, socio-psychological, as well as the monitoring and controlling element. Special attention is paid to solving
the scientific and practical problem of managing adaptation processes in the absence of a dedicated HRM function or
given the limited resources of existing personnel departments. The authors propose an original role-based model for the
adaptation of new employees under a missing or constrained HR function, which relies on the redistribution and cumu-
lation of adaptation tasks among the existing subjects of enterprise management. It is demonstrated that the implementa-
tion of the specified role model allows transforming adaptation into a cross-cutting managerial competency, where each
step taken by the management subjects is synchronized with the overall strategic goals of the small agricultural enterprise.
The logic of interaction between management subjects is substantiated, which avoids excessive bureaucratic burden on
line managers by optimizing information flows and reinforcing the coordinating role of the specialist responsible for
recruitment and adaptation.

Keywords: personnel adaptation, personnel (employee) adaptation management, management system, small agricul-
tural enterprise, labour shortage, role model, HRM (Human Resource Management), HR-function.
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CUCTEMHUI NIAXIA A0 YNPAB/IIHHA AQANTALLIEIO MEPCOHANY
MAJIOr0 ArPOnIANPUEMCTBA B YMOBAX OEMEXEHUX HR-OYHKLLIN

Y ecmammi obrpynmosano meopemuxo-memooonociuni ma npakmuuui 3acadu 3aCMoCY8anHHA CUCEMHO20 Ni0X00y
00 YNpasninHA a0anmayicio NePCOHANY HA MAIUX AePORiONpUEMCmeax 6 ymosax oomescenux HR-gyuxyitl, 3eaxcarouu
Ha 3a80aHHs po30Y008U YINICHOI cucmemu YAPABIIHHA A0ANMAYIEo, Wo € KPUMUYHO HeOOXIOHUM 3 02140y Ha pAo
BUBHAYEHUX ABMOPAMU 2ATY3€6UX YUHHUKIG. J{06edeHo, wo iHmesposana cucmema adanmayii Mae po3enadamucs sk
KOMNJIEKCHA CUCMeMA YRPAGLiHHA, WO 0e3n0cepeoHbo GNIUBAE HA 3d2albHy penmabenvhicmbs ma cmabitbhicme
@yuxyionysants Manoeo azponionpuemcmea. Aemopamu 0emanvuo 0OIPYHMOBAHO aAPXIMEKMypy el1eMeHmie cucmemu
VAPABNIHHS A0ANMayicio NePCoOHALy, SIKA A0AnmMo8aHa niod Macumabu mManozo azpodizHecy, ma NOKIUKAHA 3a0e3neyumu
NOGHOYIHHUI nepedie adanmayiiiHux npoyecie 8 OPeanizayii, mum camum 3ade3neyumu eQpekmugHicms QYHKYIOHYBAHHS
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cucmemu adanmayii NepcoHAy 8 YMOBAX 00MedlCceHUX pecypcis. Y meoicax 00ChioNHceHHs 0XapaKmepu3o8ani Kio1o6i
eleMenmu maxkoi CucmeMmu. Opeani3ayiiHo-HOPMAMUGHULL, IHOPMAYIIHO-MEXHOL02IUHUL, NPOPECIUHO-MEXHON02IUHULL,
nCuxoqpizionoiunutl. ma CoyianbHO-NCUXONIOLIYHUL e/leMeHmU, A MAKONC eNeMEeHm MOHIMOPUHSY Ma KOHMPOIIHEY.
Ocobnusy yeazy aemopamu HpuoileHO SUPIUEHHIO HAYKOBO-NPAKMUYHOI NpoOieMu YHPAGNIHHA A0AnmayitiHumu
npoyecamu 3a ymoe giocymuocmi eudinenoi HR-pyuxyii abo 3a 6 ymosu, Koau Ha RiONPUEMCMB] HAAGHUL Juue
«YHigepcanvbHuily Kaoposuk abo Oyxeammep, yui 0008 ’s13KU pOZWUPEHT 8EOEHHAM KAOPOBO2O 00Ky Md PO3PAXYHKOM
3apobimuoi niamu. Bionogiono, 3anpononosano asmopcvky poibogy molensb adanmayii HO8UX NPAYI6HUKIE 34 YMO8
siocymrnocmi euoinenoi HR-@hynkyii, 6ionosioanvhoi 3a adanmayito, axa 6a3yemvbcs Ha nepepo3nooini ma KyMyaayii
3a680aHb adanmayii Mixc HaA8HUMU CYO'€Kmamu ynpaguiHHsa NiONpUEMcmeom: KepigHuxkom azponionpuemcmea, HR
MeHeOHCepoM/IHCNeKMOpoM 3 Kaopie abo gaxisyem, Ha AK020 NOKIAOEHO 8ION0GIOANbHICMb 3a NidOIp ma adanmayiio
NepcoHany, KepiGHUKOM NIHIUHO020 NiOpo30iny, HacmasHukom (i3 uucia npayieHuxie nionpuemcmsa). /Josedero, ujo
peanizayis 3a3HayeHoi poib06oi MoOei 00360JIA€ nepemeopumuy a0anmayito Ha HACKPI3HY YNPAGIIHCLKY KOMNEMeHYito,
Oe KodtceH KpoK ¢y’ €kmie CUHXPOHI3068aHUll i3 3A2aNbHUMU YITAMU MAN020 agponionpuemcmesa. Y cmammi agmopamu
00IPYHMOBAHO N02IKY 63AEMOOII MIdC KAIOUOBUMU CYO'ckmamu YnpaeninHs, wo 00360JAEC YHUKHYIMU HAOIUWKOBO20
OIOPOKPAMUYHO20 HABAHMANCEHHSL HA KEPIGHUKIG ITHIUHUX NIOPO30Iié 3a pAXYHOK ONMUMI3ayii iIHghopMayiiiHux nOmokKie

ma KoopouHayiHoi poi ghaxieyst, 8i0nosidaivhoco 3a nidbip ma adanmayiio.
Kniouogi cnosa: adanmayis nepconany, ynpaeninna adanmayicio NepcoMany, cucmema YnpaguiHHA, Maie
azponionpuemcmeo, kaoposuil degiyum, porvosa mooeis, HRM (ynpaseninnsa nroocexumu pecypcamu), HR-pyuxyia.

Introduction (Problem Statement). In recent years,
given the ongoing war, agricultural enterprises in Ukraine
have been operating under conditions of demographic chal-
lenges which represent one of the most significant con-
straints on Ukraine’s long-term development. These chal-
lenges have intensified due to a combination of factors, in-
cluding large-scale labour migration, that increasingly re-
sults in permanent settlement abroad, persistent depopula-
tion, the temporary occupation of part of the country’s ter-
ritory, and the socio-economic consequences.

According to the State Statistics Service of Ukraine, the
resident population at the time of the national census con-
ducted on 5 December 2001 amounted to 48.5 million peo-
ple. Estimates provided by the M.V. Ptukha Institute for
Demography and Social Studies of the National Academy
of Sciences of Ukraine (currently the Institute for Demog-
raphy and Life Quality Problems of the National Academy
of Sciences of Ukraine) indicate that Ukraine’s population
had declined to 42 million as of 1 January 2022. By July
2024, the estimated population had decreased further to
35.8 million people, including 31.1 million residing in ter-
ritories where Ukrainian state authorities exercise their
powers in full [4].

These factors have substantially complicated work-
force attraction, retention and integration, particularly in
small-scale farming businesses. Traditional management
paradigms, which relied on the extensive utilization of land
and human resources, have proven incapable of ensuring
the long-term sustainability and competitiveness of agro-
industrial formations. A profound crisis of human capital-
caused by large-scale demographic shifts, internal and ex-
ternal migration of the rural population, as well as physical
and psychological traumas of workers-demands require en-
terprises to reconsider their traditional approaches to work-
force management and employee integration as well.

The introduction of precision farming technologies,
GPS-based monitoring systems and digital production
planning tools has increased the qualification requirements
for personnel employed. As a result, adaptation processes
increasingly determine the speed with which new employ-
ees reach the expected level of their professional perfor-
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mance.

The analysis of existing studies indicates that under the
face of an escalating labour shortage, employee adaptation
becomes a critical link. In this regard, as researcher V.
Penyuk notes, "onboarding effectively improves employee
retention metrics by 82% and productivity by 70%" [7].

However, at most domestic agricultural enterprises,
particularly small-scale farming entities, the process of
personnel adaptation remains institutionalized in a rather
fragmented, ad-hoc manner, while dedicated HRM depart-
ments or specialist positions responsible for the effective-
ness of this process may be completely absent. Methodo-
logically, such an approach narrows the essence of adapta-
tion down to the instrumental level of routine personnel pa-
perwork or the copying of practices from large agricultural
holdings, which is unrealistic for small forms of manage-
ment. Consequently, high employee turnover occurs in the
initial stages of employment, labour productivity declines,
and internal collective conflicts exacerbate.

Analysis of Recent Research and Publications. The
specific features of employee adaptation management, its
classification, and personnel adaptation practices have
been investigated by numerous scholars, including
N. Arkhypova, A. Myronova, Yu. Konotoptseva, N. Smo-
linska, V. Kuchynskyi, O. Stefanyshyn, as well as O. Po-
dolska, V. Maltyz, V. Oberemok, B. Yeryomina, N. Lyu-
bomudrova, I. Hrybyk, and O. Badenina.

Existing studies provide valuable insights into adapta-
tion practices. However, the limited attention to situations
where adaptation activities in the organization must be
managed without a dedicated HR unit is paid. This limita-
tion is particularly relevant for small agricultural enter-
prises, whose operating conditions are highly challenging
today.

Formulation of Article Goals. The objective of this
article is to substantiate the methodological foundations of
a systems approach to adaptation management in a small
agricultural enterprise, design the architecture of the sys-
tem which consists of elements supporting the employee
adaptation process, and formulate a practice-oriented role
model for allocating responsibility for the adaptation of
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new employees under constrained HR functions.

The Research Methods. The methodological basis of
the study includes systems analysis method, structural-
functional analysis, methods of theoretical generalization,
synthesis, and modelling. Systems analysis was used to
substantiate the architecture of the employee adaptation
management system in small agricultural enterprises.
Structural-functional analysis enabled the identification of
interrelations and functional distribution among the sub-
jects of personnel adaptation management. Methods of the-
oretical generalization and synthesis were applied to for-
mulate the key elements of the adaptation system and sub-
stantiate their interaction under constrained HR functions.
Modelling method was used to develop the role-based
model of personnel adaptation management.

Main Results of Research. The application of a sys-
tems approach to management, the principles of which are
disclosed in the works of O. Kustovska, H. Seleznyov,
I. Ippolitov, and I. Makovetska [5] to employee adaptation
management in a small agricultural enterprise is critically
necessary given fundamental industry-specific factors:
pronounced seasonality, spatial dispersion of production
units (direct field operations), and the high cost of errors
when operating modern digital equipment. Any new ma-
chinery operator or technician enters an integrated infor-

mation and technological environment (GPS monitoring,
precision seeding systems, etc). If their onboarding process
is detached from general technological regulations, a sys-
temic failure occurs, leading to direct financial losses.

The authors consider personnel adaptation as a man-
agement system that integrates organizational rules, com-
munication processes, technological requirements, the ac-
tions of multiple management functions into a coherent
framework. From this perspective, the effectiveness of ad-
aptation is determined by the degree of consistency among
the elements involved in the adaptation process.

As authors proceed from the assumption that an adap-
tation system possesses the characteristics of an open man-
agement system, as it continuously interacts with both the
internal and external environment of the enterprise, the
consistency of the adaptation system in the context implies
the existence of stable links between the managing and
managed subsystems, where the input synergistic impulse
is the purposeful action of management subjects, and the
output is the employee’s attainment of the regulatory per-
formance standard within specified timeframes.

To ensure the full-fledged progression of adaptation
processes, the authors have substantiated the architecture
of the personnel adaptation management system elements,
tailored to the scale of small agribusiness (Fig. 1).

-

0

S— ORGANIZATIONAL- Creation of a minimal yet
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Fig. 1. Architecture of the personnel adaptation management system elements tailored to small agribusiness.
Source: compiled by the authors.

The organizational-regulatory involves creating a min-
imal yet effective regulatory framework: updated 1-page
adaptation maps and simple step-by-step checklists instead
of cumbersome job descriptions. The findings suggest that
within small agricultural enterprises, the regulatory ele-

ment primarily serves to standardize managerial actions
and clarify areas of responsibility. Formalization via con-
cise algorithms allows for a clear delineation of areas of
responsibility without overloading document workflows,
which is critically important given limited administrative
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resources.

The information-technological aims to ensure the inte-
gration of the adaptation process into the enterprise's exist-
ing communication platform. This element coordinates in-
formation flows between management subjects and the
new employee. Unlike large agricultural holdings, the im-
plementation and use of complex Business Intelligence
(BI) systems or specialized expensive HR platforms here is
economically unjustified and resource intensive. Instead,
this element focuses on the rational use of already available
technical communication channels and accounting/ERP
solutions of the enterprise, tools, ensuring continuous data
transmission without additional financial investments. In
practice, such tools may include corporate messenger
groups, mobile communication applications, e-mail ser-
vices, shared cloud-based document repositories, digital
task-management solutions etc. These instruments enable
managers, mentors, and newly hired employees to ex-
change information, access adaptation materials, coordi-
nate tasks, and monitor the completion of key adaptation
activities without requiring additional investments in spe-
cialized HR technologies.

The professional-technological is geared toward the
rapid professional mastery of and safety requirements by
the employee. A specific feature of implementing this ele-
ment in a small enterprise is the complete rejection of de-
veloping onboarding procedures, training standards and
materials "from scratch," as line managers and chief tech-
nologists lack sufficient capacity, organizational resources.
Instead, this element relies on the utilization and adaptation
of ready-made instructions provided by equipment manu-
facturers and dealers supplied with the machinery. This en-
sures compliance of the training process with practical re-
alities, standardizes operational approaches, and eliminates
the need to design educational materials independently,
thereby saving management's time. What is more, among
the adaptation practices most frequently applied in the
small enterprises job shadowing, buddying, the tell-show-
do approach, workplace internships, and other forms of
guided professional integration. Although these methods
differ in their implementation, they pursue a common ob-
jective: accelerating the employee's transition from initial
familiarization to confident and independent job perfor-
mance.

The psychophysiological and socio-psychological ele-
ments regulate the integration of the employee into an es-
tablished, often conservative collective workforce, as well
as their adaptation to working conditions. The specific na-
ture of agricultural production requires a newcomer to pos-
sess high resilience to adverse climatic factors, spatial iso-
lation when working directly in the field, and the uneven-
ness of seasonal workloads during sowing or harvesting pe-
riods. These elements acquire special significance when
working with vulnerable categories of personnel, particu-
larly internally displaced persons and veterans, requiring
the management system to foster a specific atmosphere of
psychological safety, mutual assistance, and prompt miti-
gation of latent conflicts directly at production sites.
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The socio-psychological element may also be imple-
mented through the integration of newcomers into existing
work groups, participation in team meetings, informal in-
teractions with colleagues, and the assignment of experi-
enced employees to provide ongoing support. Such
measures contribute to the development of interpersonal
trust, facilitate the acceptance of organizational norms, and
reduce the likelihood of interpersonal conflicts. This ele-
ment is typically performed by the line manager, mentor,
HR, whose role extends beyond the transfer of professional
knowledge to providing social support and guidance during
the first weeks of employment.

The monitoring and controlling elements are realized
through operational feedback tools and replaces complex
corporate performance management and certification pro-
cedures that are detached from practice. In a small enter-
prise, it is based on regular oral conversations and express
surveys conducted upon completion of defined milestones
(e.g., the third day, the first week, the first month of work).
The main task of this element is the timely detection of any
destructive deviations in the new employee's adaptation
track and the flexible, instantaneous adjustment of actions
by all involved management subjects.

From the authors' perspective, operational feedback
tools should be viewed not as instruments of control alone,
but as mechanisms that support continuous adjustment of
adaptation activities. In the context of small agricultural
enterprises, where organizational structures are less for-
malized and interpersonal relationships play a significant
role, regular informal feedback becomes an important
source of managerial information and contributes to the
successful integration of new employees into both the pro-
fessional and social environment of the enterprise.

In small agricultural enterprises, adaptation is rarely
managed by a single organizational unit. Instead, responsi-
bility for employee integration is distributed among man-
agers, mentors, and other personnel involved in day-to-day
operations. This creates a need for a systems approach, as
the effectiveness of adaptation depends not only on the per-
formance of individual participants but also on the con-
sistency of their interactions. Where coordination mecha-
nisms are absent, adaptation activities may lose coherence,
reducing the effectiveness of knowledge transfer, increas-
ing uncertainty for newcomers, and prolonging the period
required to achieve stable work performance.

Given the above, the greatest challenge for contempo-
rary small agricultural enterprises is the execution of these
elements when the corporate structure includes only a “uni-
versal" HR clerk or an accountant whose responsibilities
are expanded to include personnel record-keeping and pay-
roll calculation. To address this problem, the author pro-
poses a role-based model of adaptation management,
which redistributes and accumulates key personnel adapta-
tion tasks among the existing management subjects of the
enterprise, transforming adaptation into a cross-cutting
management technology under constrained HR functions

(Fig. 2).



Economic scope

No 214, 2026

1. HEAD OF THE AGRICULTURAL ENTERPRISE
* Provides strategic and general management.
* Approves a simplified general regulation on adaptation.
Allocates financial resources for mentors’ material incentives.
Ensures legitimization of adaptation procedures and
forms organizational culture.
* Performs top-level controlling by analyzing staff turnover
based on production seasons.

—=ia

—mmm—— e

l

——————————

2. HR INSPECTOR / SPECIALIST
IN CHARGE OF RECRUITMENT
& ADAPTATION

* Provides methodological coordination by
developing and supplying unified
templates.

«-->

Provides administrative support and
monitoring as a process coordinator.

Organizes the collection of primary
feedback through brief oral or

3. LINE MANAGER
+ Ensures direct operational onboarding. 5

* Provides the newcomer and mentor
with informational materials.

* Manages mentorship: assigns an
experienced operator, evaluates field
performance weekly, and records results
in a simplified checklist.

4. MENTOR

Conducts practical field coaching and
transfers practical skills.

<--»
¢ Performs socio-domestic navigation.

Provides the line manager with
objective oral information on the
newcomer’s readiness.

telephone interviews.

4 v 4
: j
s 5 »  NEWWORKER [¢-----------—- *
4——» Direct influence / 4 — - =» Methodological coordination ———>  Informational feedback

daily interaction

and control

Fig. 2. Role-based model of adaptation management in a small agricultural enterprise under constrained HR functions.
Source: compiled by the authors.

The specific allocation of responsibilities and functions
within this pragmatic model is detailed below:

The Head of the Agricultural Enterprise provides stra-
tegic and general management, approves a simplified gen-
eral regulation on adaptation, and allocates financial re-
sources for the material incentives of mentors, which is a
critical motivational factor in a blue-collar/line environ-
ment. At the highest level of management, the head ensures
the legitimization of adaptation procedures and the for-
mation of organizational culture (e.g., a personal brief
greeting of the new worker, which in a small enterprise in-
stantly relieves primary stress and establishes a high level
of psychological safety). Furthermore, the head performs
top-level controlling: analysing staff turnover rates based
on the results of production seasons.

Attention should be paid to the fact that in the small
agricultural enterprises, where interpersonal relationships
and informal communication play a significant role, the
visible involvement of the owner may also influence the
newcomer's perception of organizational support and com-
mitment. The observed relationships suggests that the par-
ticular importance should be attached to the owner's role in
coordinating the actions of newcomer, managers and em-
ployees involved in the adaptation process.

A brief personal interaction, attention to adaptation
challenges, or recognition of mentoring efforts can
strengthen employee engagement and facilitate integration
into the work collective. Therefore, the role of the owner
should be viewed not only as an administrative or strategic
function but also as an important factor contributing to the
organizational effectiveness of the adaptation system.

The HR Inspector (HR Manager) or Specialist tasked
with recruitment and personnel adaptation. Under re-
source constraints, this subject acts as the coordinator and
"dispatcher" of the adaptation system. Coordination serves
for aligning the actions of all participants involved in the
adaptation process. It ensures the continuity of information
flows, clarifies responsibilities, and creates the conditions
necessary for timely managerial intervention when adapta-
tion difficulties for newcomer arise. As a result, coordina-
tion reduces organizational uncertainty for new employees,
facilitates their integration into the social and professional
environment, and contributes to a more predictable adapta-
tion trajectory. They provide methodological coordination-
developing and supplying line managers with unified tem-
plates (adaptation checklist, a safety memo, etc.). This re-
lieves department heads from routine paperwork. The spe-
cialist provides administrative support and monitoring, act-
ing as a process coordinator (e.g., reminding the agrono-
mist of the need to interact with the newcomer). They or-
ganize the collection of primary feedback - conducting
brief oral or telephone interviews with the new employee
at the end of the first week and the first month of work to
identify hidden domestic or interpersonal issues.

The Line Manager. Line Manager is of particular im-
portance in the adaptation process because this manage-
ment subject directly connects organizational expectations
with the employee's daily work activities.

Successful onboarding relies on how well a line man-
ager interacts with a new employee. As line managers are
committed to transform abstract corporate rules into spe-
cific daily tasks, they should clarify performance targets,
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track technical skill development, and give direct feedback
to newcomers. Without this guidance, newcomers often
struggle with unclear work priorities and performance
standards. This confusion delays their integration and low-
ers productivity. In small agribusinesses, where production
directly depends on unpredictable seasonal shifts, high-end
machinery operations, and strict technological timelines,
the line manager’s role is critical.

Since the positions of technologists and line managers
are often combined in the structure of a small agricultural
enterprise (for instance, in the person of a single Chief
Agronomist), their functional scope is oriented toward di-
rect technological onboarding: introducing the worker di-
rectly to the production site, machinery, daily routine, and
domestic conditions in field brigades. The line manager en-
sures the provision of informational materials (e.g., identi-
fying key operational maps and equipment operation man-
uals provided by dealers during machinery procurement
and handing them over to the newcomer and the mentor).
This eliminates the need to design training standards inde-
pendently. The line manager executes mentorship manage-
ment: assigning an experienced machinery operator to the
newcomer, weekly evaluating the quality of field opera-
tions performed by them, and recording results in a simpli-
fied checklist.

The Mentor. This role is delegated to an experienced
line worker who conducts on-the-job training. The availa-
ble evidence suggests that the effectiveness of adaptation
largely depends on the mentor's ability to reduce uncer-
tainty for newcomers during the initial stages of employ-
ment. Through regular communication, practical demon-
strations, and immediate feedback, mentors help employ-
ees understand how tasks should be performed, why spe-
cific practices are considered effective within a particular
production environment etc. This accelerates professional
integration, reduces the likelihood of operational errors,
and facilitates the development of confidence in perform-
ing work tasks.

Specifically, this role conducts practical field training,
ensuring the transfer of practical skills to the new colleague
directly during task execution ("watch how | do it, do as |
do, do it yourself under my supervision™). The mentor per-
forms socio-domestic navigation by introducing the
worker to the informal team, explaining aid rules, and re-
solving minor organizational issues etc.

Finally, they carry out management briefing by provid-
ing the line manager with objective information regarding
the newcomer's readiness to independently perform com-
plex technological operations.

Given the above, the effective mentor is an employee
who combines as professional competence with the will-
ingness to share knowledge, communicate constructively,
and support the development of new colleagues. Therefore,
mentoring should be viewed not merely as an additional
production responsibility but as an important managerial
instrument that contributes to the stability and effective-
ness of the personnel adaptation system.

An employee for mentor role should be selected from
the experienced specialists who demonstrate stable perfor-
mance, compliance with technological standards, authority
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within the work team, and a willingness to transfer profes-
sional knowledge and practical experience to newly hired
personnel. Employees with mentoring potential are typi-
cally characterized by their patience, emotional intelli-
gence, an ability to communicate professional knowledge
in a clear and constructive manner. Equally important their
interpersonal credibility, respect within the work team, and
a positive attitude toward organizational culture and safety
requirements.

The proposed model eradicates the problem of exces-
sive "excessive administrative paperwork". It transforms
adaptation management from a detached theoretical con-
cept into a distributed managerial technology, where each
subject clearly understands their minimal and logical step
within a unified adaptation loop.

Conclusions. As the personnel adaptation is intended
to facilitate the transition of newly hired employees into the
organizational and professional environment, enabling
them to acquire the knowledge, skills, and behavioural pat-
terns necessary for successful job performance and to reach
the expected productivity level within a shorter period, the
study of the theoretical and practical foundations of per-
sonnel adaptation management in a small agricultural en-
terprise indicate that adaptation practices in the agricultural
sector focused solely on administrative onboarding are in-
sufficient for the current operating conditions of small ag-
ricultural enterprises.

The findings suggest that adaptation should be consid-
ered as a management system that continuously interacts
with both the internal and external environment of the en-
terprise. Within such a system, adaptation outcomes are de-
termined by the coordinated functioning of managerial, or-
ganizational, technological, and social mechanisms rather
than by individual adaptation measures implemented sepa-
rately.

It is argued that the consistency of the adaptation sys-
tem is achieved through stable relationships between the
managing and managed subsystems. In this context, the ad-
aptation process begins with the purposeful actions of man-
agement subjects aimed at supporting employee integra-
tion, while its outcome is reflected in the newcomer's at-
tainment of the expected level of work performance within
the timeframe established by the enterprise. Consequently,
the effectiveness of adaptation depends on the degree of
coordination among managers, mentors, employees, com-
munication mechanisms, and organizational procedures in-
volved in the adaptation process.

Considering the specific characteristics of small agri-
cultural enterprises, including limited resources, workforce
shortages, seasonal fluctuations in labour demand, and the
absence of specialized HR units, the architecture of the per-
sonnel adaptation management system has been substanti-
ated. The proposed by authors architecture comprises five
interrelated elements: organizational-regulatory, infor-
mation-technological, professional-technological, psycho-
physiological and socio-psychological, and monitoring.
Their combined application creates the organizational con-
ditions necessary for employee integration, facilitates the
transfer of professional knowledge and practical experi-
ence, and provides management with timely information
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regarding adaptation progress and emerging adaptation-re-
lated challenges.

In the absence of an institutionalized HR department,
the viability of the personnel adaptation system is secured
by implementing a role model. The redistribution of adap-
tation tasks among existing managers and active specialists
allows turning adaptation into a cross-cutting managerial
competency, where each step taken by the subjects is syn-
chronized with the general goals of the agricultural enter-
prise. Minimization of line managers' time expenditures is
achieved through the utilization of ready-made technical
solutions and by delegating the functions of a coordination
hub, system dispatcher, and methodological coordinator to
the HR inspector or the specialist responsible for recruit-

ment and adaptation.

Future scientific inquiries in this direction should be
aimed at developing specific mathematical models and al-
gorithms for assessing the cost of employee adaptation pro-
cesses and calculating the optimal level of financial incen-
tives for mentors in the agricultural sector.
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content of this article.
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