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INTERNATIONAL COOPERATION IN COMPETITION FOR HUMAN CAPITAL

MI)KHAPOJHA B3A€EMO/ISI Y KOHKYPEHIII 3A JTIOJACBKUI KAIIITAJ

The substantive characteristics of competition for human capital are studied. The positive and negative global effects of competition
for human capital are researched. The mechanism for establishing international cooperation in competition for human capital is
presented. The determinants of the impact of globalisation and technological changes on competition for human capital are identified.
To implement innovative ideas and business models, modern companies need highly skilled personnel. Competition for human
capital can have a certain impact on innovative development, macroeconomic stability, social aspects, etc. It is precisely because
of the existence of such competition that certain countries invest in education, introduce innovative human resource management
technologies. Increased competition for human capital is caused by the migration of skilled workers from one country to another. This
is because such workers are looking for better living conditions, opportunities for their own professional development. Technological
changes have radically reformatted the requirements for employee qualifications. Through systematic international cooperation, it is
possible to create a balanced mechanism of competition for human capital that will be beneficial for many global market participants.
In the course of analysing the impact of globalisation and technological change on competition for human capital, determinants were
identified. In order to reduce the negative effects of competition for human capital, countries should create certain tools to manage
such competition. Relevant management requires an integrated approach that ensures effective adaptation of individual entities of
competitive relations to new conditions in the global labour market. In the context of this research, the instruments for managing
competition for human capital in the face of global instability were grouped into two main directions: strategic human resource
management, technological and organisational adaptation. The proposed groups of tools for managing competition for human capital
in the face of global instability allow to create a balanced approach to managing such capital.

Keywords: competition, human capital, globalisation, digitalisation, international interaction, global effects, mechanism, establishing.

Bugueno amicmosHi Xxapakmepucmuxu KOHKypeHyii 3a To0CbKull Kanimarn. JJ0ciiodiceHo no3umueHi ma HezamugHi 2100anvHi egex-
mu KOHKYperyii 3a ioocokutl kaniman. Haseoeno mexanizv HanacooicerHst MidicHapoOHoT 63aMOOIT y KOHKYPEeHYii 3a T0OChKuULL Kani-
man. Buokpemeno demepminanmu 6nugy 2no0ani3ayii ma mexHoONO2IYHUX 3MIH Ha KOHKYPEeHYio 34 TH00ChKull kaniman. /s peanizayii
IHHOBAYILIHUX T0ell ma Modenetl DI3HeCy CyuaCHUM KOMNAHIAM HeoOXIOHI eucokeanihixosani kaopu. Kouxypenyis 3a mo0coKutl Kaniman
Modice 30iTiCHIOBamY NesHuUll BNIUG HA IHHOBAYILIHULI PO3BUMOK, MAKPOEKOHOMIUHY cmilikicmb, coyianshi acnekmu mowjo. Came yepe3
ICHY8AHHA MAKOI KOHKYPEHYIT i uu THWi Kpaiu iHeeCcmyomd 8 0CBImy, 6Nposadicyioms IHHOBAYILIHI MEXHONO0RI YIPAGTIHHA TH00CHKU-
mu pecypeamu. Tlocunenus KoHKyperyii 3a 100CbKull Kaniman 00yMOGI0e Migpayis KeaniQikosanux npayieHuKie 3 00HUX Kpait 00 iH-
wix. Le nosicnioemvcs mum, o maxi npayieHuky wykaroms 6inbll Kpawyi yMosu HCUmms, MOJICIUBOCI O GIACHO20 HPOGhecilino2o
PO36UMKY. B cyuachux ymoeax mexnonoeiuni 3minu KapouHaibHo nepehopmamosanu sumoay 00 Keanighikayii npayieHuxis. 3ae0sxu
CUCEMHITL MIDICHAPOOHITL CRIBNPAYE € MOMCTUBUM CIMBOPEHHSL 30ANAHCOBAHO20 MEXAHI3MY KOHKYPEeHYIl 3a H0OCLKULL Kaniman, sKutl
Oyoe ueiOHUM Os Da2AMbOX YYACHUKIG C8IMO068020 PUHKY. Y X00I ananizy eniugy 2100ani3ayii ma mexHoI02iMHUX 3MIH HA KOHKYPEHYiI0
30 II00CHKULL KANIMaA 6UOKpeMieHo demepminanmu. [[ist 3MeHeH s He2amugHux eeKmie KOHKYPeHyii 3a I0OCoKULL Kaniman Kpainu
NOBUHHI CHBOPIOBAMU NEGHULL THCIPYMEHMAPILL 0715 YNPAGTIHHS MAKOK KOHKYPeHyicio. Bionosione ynpasninms nompedye 3acmocyean-
Hsl KOMIIEKCHO20 NIOX00Y, SIKUlL 3a0e3neuumn epeKmueHy adanmayiio oKpemux cyd €kmie KOHKYPEHMHUX 6IOHOCUH 00 HOBUX YMOB Hd
C8IM0sOMy PUHKY npayi. B konmexcmi 0ano20 00CTiONCeHHs OY10 32PYNOBAHO THCMPYMEHMU YRPAGTIHHA KOHKYDEHYIEN 34 TIOOCHKULL
Kaniman 8 ymosax 2100aibHoi HecmabiibHOCII 3d 080MA OCHOBHUMY HANPAMAMU: CIpAme2iune YNpagiiHs NepcoHaIOM, MeXHON0-
2IUHA MA Opeani3ayiling adanmayis. 3anponoHoeani cpynu IHCMpPyMeHmie YRpasninHsa KOHKYPEHYIENO 3a TI0OCLKULL KAnimai 8 ymoeax
2100AbHOT HeCMAOTILHOCIT 00360110 CMBOPUIMIU 30AIAHCO8AHULL NIOXIO 00 YIPAGTIHHA MAKUM KANIMALOM.

KurouoBi ciioBa: konxypenyis, 100cokuil kanimarn, 2100anizayis, yugposizayis, MiXCHApoOHAa 63AEMOOIS, 2100aNbHI eghekmil,
MEXAHI3M, HANA200JICEHHS.

Problem statement. Human capital is a resource of international). At the same time, human capital is a basic
strategic importance. It provides opportunities to achieve  factor of economic development in the current economic
certain competitive advantages at different levels (national, — environment. Entrepreneurial entities in the market compete
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for highly qualified specialists. At the same time, such com-
petition is intensifying not only between entrepreneurial
entities but also at the interstate level. Special programmes
are constantly being developed to attract highly qualified
specialists. This is particularly relevant for those countries
that are experiencing a brain drain to more economically
developed countries. The corresponding trend leads to a
shortage of qualified specialists in the market, which causes
a corresponding slowdown in economic development and
increased imbalances of a socio-economic nature.

The active development of digitalisation technologies
and the ability to perform certain functional duties remote-
ly create new opportunities for international cooperation in
the field of human capital. In this context, it is relevant to
develop strategies that will allow a country to compete for
qualified specialists and integrate them into the economy in
an appropriate way.

A detailed study of the aspects of international interac-
tion in competition for human capital is particularly import-
ant in the current environment. This, in turn, provides cer-
tain opportunities for developing strategies for managing
labour resources at the macro- and microeconomic levels.

Analysis of recent research and publications. Inter-
national interaction in competition for human capital, to
some extent, encompasses the study of both global migra-
tion trends and individual policies for attracting and retain-
ing qualified professionals. Domestic and foreign scholars
also pay attention to aspects of the impact of digitalisation
on international labour migration.

The scientific works of V. Prokhorova [1], O. Mnykh
[1], I. Huzenko [1], V. Antoniuk [2], and O. Pavlova [3]
consider the phenomenon of a brain drain and its conse-
quences for developing countries. The researchers empha-
sise that developed countries are actively using the policy
of a talent drain by introducing simplified visa regimes, tax
incentives and integration programmes for highly qualified
professionals. Scientific papers [4; 5] indicate that individ-
ual countries apply different approaches to human capital
management. For example, countries such as Canada and
Germany implement programmes for immigrants aimed at
IT professionals, engineers, scientists, etc. Some countries
are trying to retain their existing human capital by creat-
ing a favourable business environment, increasing wages,
improving working conditions, etc. Scientific publications
of A. Kolot [6], O. Herasymenko [6], A. Shevchenko [6],
T. Perehiniak [7] emphasise the importance of digitalisation
in changing traditional models of personnel mobility. At the
same time, the rapid development of remote work reduces
the need for physical migration, allowing specialists to work
in the global market without moving. This, in turn, provides
certain additional opportunities, as individual countries will
be able to adapt to new labour market realities.

International interaction in competition for human cap-
ital is generally defined as a certain process. At the same
time, this process is characterised by complexity and can be

multidimensional. It should be noted that individual coun-
tries of the world may use their own strategies both to attract
and retain qualified specialists in the markets. At the same
time, digitalisation and globalisation are aimed at changing
the existing approaches to the mobility of highly skilled pro-
fessionals. Accordingly, it is necessary to develop certain
strategies that will take into account the interests of a partic-
ular country and global labour market development trends.

The goal of the article is to study the substantive char-
acteristics of competition for human capital, as well as to
research the global effects of such competition and to de-
velop a mechanism for establishing international coopera-
tion in competition for human capital in modern conditions.

Presentation of the main results of the research. Compe-
tition for human capital, acting as a mechanism, can have a
certain impact on innovative development, macroeconom-
ic stability, social aspects, etc. It is precisely because of the
existence of such competition that certain countries invest
in education, introduce innovative human resource manage-
ment technologies.

It should be noted that such competition is dynamical-
ly intensifying in the context of globalisation. Accordingly,
competition in the market for highly qualified specialists in
information technology, biotechnology, renewable energy
sources, etc., is being monitored. The need for specialists
who are able to implement innovations, work with the latest
technologies is growing dynamically. It is also worth not-
ing that the intensive development of new economic sectors
(fintech, green energy, robotics, etc.) is creating demand for
new professions. Accordingly, the demand for intellectual
capital (researchers, managers, engineers, etc.) is growing.
For the successful implementation of innovative ideas and
business models, modern companies need highly qualified
personnel. It is worth highlighting some of the factors that
determine success in the global labour market in today’s
conditions (fig. 1).

Increased competition for human capital is caused by
the migration of skilled workers from one country to anoth-
er. This is because such workers are looking for better living
conditions, opportunities for their own professional devel-
opment. Certain countries of the world (the USA, Canada,
the UK, etc.) are constantly improving their policy (through

Innovations 4 N

Factors that

determine
Creativity ¢ success in the
global labour
. . market
Ability to think

strategically \_ Y,

Fig. 1. Factors that determine success in the global
labour market

Source: developed by the author based on [1;2;3,;6,7;8;9;10]
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the creation of special programmes, certain simplification
of visa procedures) to attract skilled professionals from oth-
er countries. The EU, Japan, and South Korea are actively
attracting qualified young professionals to address existing
demographic problems. The integration of the global labour
market provides certain opportunities for qualified special-
ists to work remotely (anywhere in the world). This, in turn,
reduces barriers for companies and, to some extent, increas-
es competition for highly skilled personnel who can work
at the global level (remote workplaces and free access to
them, the creation of global networks for freelancers, etc.).

In general, changes in the structure of economies force
certain countries to compete in some way for skilled pro-
fessionals who are able to work in new areas. Changing
expectations from the workplace, social values also affect
competition for human capital. Accordingly, modern com-
panies must constantly and dynamically change their HR
policy, create appropriate conditions for qualified profes-
sionals (to retain them).

Labour shortages can occur due to population ageing.
This, in turn, intensifies competition for skilled profession-
als in the context of a decrease in the number of the wor-
king-age population.

To summarise the above, it is worth outlining the sub-
stantive characteristics of competition for human capital at
the global level (fig. 2).

Entities directly involved in competition for human
capital must constantly adapt own strategies to attract and
retain qualified personnel in the markets.

It is worth highlighting the global effects of competi-
tion for human capital (fig. 3). It is important to outline its
positive and negative consequences for the global econo-
my, social sphere, etc. At the same time, attention should
be paid to the impact of globalisation and technological
changes (automation, artificial intelligence (Al), remote
employment, etc.) on such competition and its transnation-
al nature should be taken into account.

It should be noted that the relevant technological chang-
es have fundamentally reformatted the requirements for
employee qualifications. Through systematic international
cooperation, it is possible to create a balanced mechanism
of competition for human capital that will be beneficial for
many global market participants.

Fig. 4 shows the author’s development of a mechanism
for establishing international cooperation in competition
for human capital.

When analysing the impact of globalisation and
technological changes on competition for human capital,
several determinants should be identified:

— the role of artificial intelligence in competition
(Al replaces some professions, creates a new level of
competition between humans and machines);

— the formation of “digital states” and “virtual
market segments” (conditions are created for remote
work of qualified professionals without physical
immigration);

— inequality in access to knowledge at the global
level (the gap between developed countries in the context
of digitalisation and those lagging behind is widening).

In order to reduce the negative effects of competition
for human capital, countries should create certain tools
for managing such competition. Relevant management
requires an integrated approach that ensures effective
adaptation of individual entities of competitive relations
to new conditions in the global labour market.

The tools for managing competition for human capi-
tal in the context of global instability can be divided into
groups of tools: strategic human resource management,
technological and organisational adaptation. It is worth
describing these groups in more detail.

The group of tools “Strategic human resources man-
agement” is focused on developing human capital by
improving working conditions, employee loyalty and
organising the company’s internal processes:

Diversity,
specificity

Coverage of various aspects of economic processes, socio-

political processes, etc.

A process involving a number of
entities of competitive relations
(states, companies, organisations,
other socio-economic entities,
etc.)

N
-/

Competition for
human capital

A basic factor in the
development of economies
(highly qualified specialists are a
source of competitiveness at the
global level)

/L
\‘,

=

Competition for highly qualified specialists with appropriate characteristics
(potential for high productivity, potential for innovation, high level of adaptation
in changing conditions, etc.)

Fig. 2. Substantive characteristics of competition for human capital at the global level

Source: developed by the author based on [1,;2;3;6,7;8;9;10]
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1. Accelerating scientific and
technological progress
Highly qualified specialists contribute
to the development of innovative
technologies, medicine, science and
artificial intelligence.
Formation of international research
centres and scientific communities.
2. Increasing economic productivity
Highly qualified personnel increase
roduction and business efficiency.
Attracting foreign specialists increases
the competitiveness of companies and
countries.
3. Improved quality of life and
working conditions
Employers compete for talent by
creating better working conditions,
raising wages and social standards.
Countries improve infrastructure,
education and healthcare to attract
human capital.
4. Development of global mobility
People get the opportunity to work for
the world's best companies and study at
top universities.
International labour markets are being
formed, which contributes to the spread
of knowledge and skills.
5. Investing in human capital
Countries and companies are actively
investing funds in education, personnel
training and scientific research.
Development of vocational training and
retraining programmes.

for human capital

Positive global effects of competition

1. A brain drain from developing
countries

The most skilled professionals are
leaving for developed countries,
weakening the economies of countries
that have lost their talent.

Shortage of qualified personnel in
critically important areas (medicine,
science, IT).

2. Growing inequality between
countries

Developed countries attract the most
promising talent, while less developed
countries lose competitiveness.

The "global talent gap", when poor
countries cannot compete for the best
specialists.

3. Shortage of personnel in certain
industries

The concentration of human capital in
technological areas leads to a shortage of
workers in socially important professions
(e.g., education, medicine).

Countries face the problem of an
"ageing" workforce due to the departure
of young professionals.

4. Increased social tensions in donor
and recipient countries

The loss of specialists in donor countries
causes public dissatisfaction and
economic difficulties.

High immigration to developed countries
can cause integration problems and
competition for jobs.

5. Imbalance in the development of
global labour markets

Concentration of human capital in
megacities and technology centres.
Decline of regions from which
specialists leave in large numbers.

rended uewiny Joj uonnaduod

JO $399JJ3 [BQO[S 3ANBIIN

Fig. 3. The global effects of competition for human capital

Source: systematised by the author based on [8; 9; 10]

— staff mobility and flexibility of working conditions
(in the context of global instability, employers may face
problems of job instability. To ensure competitiveness,
it is important to develop flexible forms of employment
that allow for a quick response to changing conditions.
This includes such tools as temporary contracts for rapid
adaptation; flexible work schedules; freelancing and project
contracts, which allow engaging specialists for a short
period to perform specific tasks. The advantages of this tool
are reduced costs for permanent employment; attracting
highly qualified personnel for short periods, etc.);

— investing in skills development and training
(in the face of constant change and rapid evolution
of technologies, companies must constantly invest in
training and retraining of their employees. This may
include professional development programmes for
existing employees; online courses and certifications

in the most relevant areas for the industry; corporate
training and workshops to increase knowledge in specific
industries. The benefits of such a tool include enhancing
the qualifications of employees; improving adaptive
capabilities in the face of technological change, etc.);

— improving the company’s brand (competition for
human capital may require entities of competitive rela-
tions to actively work on their reputation in the global
labour market. A recognisable company brand attracts
the best specialists, reduces staff turnover. The tools in-
clude: development of corporate culture, the programme
of loyalty and motivation (bonuses, awards, participation
in decision-making), transparency and communication
about development and career opportunities. The benefits
of this tool include attracting highly qualified employees,
reducing staff turnover, improving the moral climate in
the company, etc.);
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The main objective of a mechanism for establishing international cooperation

in competition for human capital
Creating a harmonious international environment for talent development, reducing a brain drain, fostering global
knowledge exchange and ensuring equal access to opportunities

Countries < Educational and scientific institutions

</ Mechanisms of interaction:

State funding of international exchange programmes (Erasmus,
Fulbright).

Recognition of diplomas and certifications in different countries.

Joint scientific and research initiatives and the creation of
international technology hubs.

Countries <> Transnational corporations

«/ Mechanisms of interaction:

Create favourable conditions for attracting foreign specialists
(visas, preferential taxation).

Partnership in education and personnel training (state orders
for IT specialists, doctors, engineers).

Joint technology initiatives that attract global talents.

The transformative impact of AI on human capital

Poooioio M.,

Globalisation as a
competition for talents

catalyst for

States and interstate

Technological changes

< Expanding the international labour associations < Automation of routine
market processes

«* Talent diplomacy «  Remote work and digital
+* Global education initiatives mobility

¢ Changing educational models

Transnational corporations Competition Individual specialists
and the business environment for human and talents
capital

Challenges

++ Shortage of highly qualified personnel in
critical industries.

Opportunities:
% Attracting talent from around the world
through flexible forms of employment.
< Investing in internal human capital through
the development of education and science.

«» Unbalanced development of regions due
to talent migration.

% The threat of unemployment due to job
automation.

Educational and scientific
institutions

+ Using technology to improve work and
learning efficiency.

R i e

Global inequality in access to knowledge.
Formation of “digital states” and “virtual labour markets”

Transnational corporations— Educational
and scientific institutions

</ Mechanisms of interaction:

Business investment in universities (startup incubators,
research laboratories).

Global internships and corporate training programmes.
Development of joint innovation ecosystems.

Educational institutions / Corporations

/ Countries < Individual specialists

</ Mechanisms of interaction:

Global employment platforms (LinkedIn, Upwork, digital
residences).

Creating opportunities for international remote work.
Scholarships, grants, accelerators for startups.

Fig. 4. A mechanism for establishing international cooperation in competition for human capital
in the context of globalisation and technological changes

Source: the author s development

— adaptive leadership and teamwork (tools in this
area include: leadership training for managers at all lev-
els; creation of cross-functional teams to solve complex
current problems; tools to support collective motivation
and communication (online platforms, interactive feed-
back tools, etc.). The benefits of such a tool include in-
creasing the efficiency of teamwork; engaging and moti-
vating employees to innovate, etc.);

— motivation, compensation (the system of compen-
sation and rewards should be adapted to the current con-

ditions in order to retain and motivate qualified special-
ists. This may include: flexible bonus programmes that
depend on labour performance; a share in the company’s
profits to encourage employees to work efficiently; social
packages (insurance, pension programmes, medical ser-
vices, etc.). The benefits of this tool include increasing
employee loyalty; stimulating high performance through
financial motivational tools, etc.);

— partnerships between universities and companies
for joint training of specialists (allows companies to pro-
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vide themselves with highly qualified personnel adapt-
ed to the specific requirements of the labour market and
promotes the development of training programmes that
take into account the latest trends, thereby stimulating the
flexibility and competitiveness of employees. This may
include: development of joint curricula, practical training
and internships, joint research and innovations, retraining
and certification programmes, etc. The benefits of such a
tool include matching skills with labour market require-
ments, rapid adaptation to changes, improving the quality
of personnel, stimulating innovations, etc.);

The group of tools “The technological and organisa-
tional adaptation” focuses on implementing technologies
and improving organisational processes to increase effi-
ciency and adapt to global changes:

— automation and digitalisation of business processes
(effective human capital management involves the use of
innovative technologies. Automation and digitalisation of
work processes can free up specialists from routine tasks
and allow them to focus on more important aspects. This
includes the implementation of human resource manage-
ment systems to optimise HR processes; Al and machine
learning for recruitment and performance evaluation;
business process automation to increase productivity, etc.
The benefits of such a tool include increased work effi-
ciency; reduced costs for routine processes, the growth of
innovation and productivity, etc.);

— analysis of the state of the labour market and fore-
casting of development trends (helps companies respond in
time to changes in demand for certain professions. Tools in-
clude: HR analytics to determine staffing needs; monitoring

competitors and the labour market to predict future chang-
es; risk assessment through the study of macroeconomic
factors and possible changes in the market, etc. The benefits
of such a tool are forecasting human resource needs; rapid
adaptation to changes in the labour market, etc.).

The above groups of tools for managing competition
for human capital allow for a more balanced approach to
managing such capital, where strategic HR initiatives are
combined with effective organisation and technological
solutions.

Conclusions. Globalisation and technological prog-
ress are changing the format of competition for human
capital, making it even more intense and transnational.
Traditional methods of attracting talent are giving way to
new approaches: digital mobility, immigration incentives
for specialists, automated recruitment systems.

Tools for managing competition for human capital
should be flexible, adaptive and innovative. Modern compa-
nies that actively invest in employee development, constant-
ly improve their working conditions, use innovative tech-
nologies, etc., can maintain their competitive advantages.

The substantive characteristics of competition for
human capital are presented. The positive and negative
global effects of competition for human capital are con-
sidered. A mechanism for establishing international co-
operation in competition for human capital is determined.
The determinants of the impact of globalisation and tech-
nological changes on competition for human capital are
identified. The tools for managing competition for human
capital in the context of global instability are grouped into
two main directions.
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