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Abstract. The modern stage of economic development is characterized by increasing uncertainty, intensified competition,
and growing socio-economic challenges, which requires special attention to the problem of entrepreneurial risk management.
In this context, the labor potential of an enterprise becomes particularly important, as it is not only a set of professional and
qualification characteristics of the workforce but also a strategic resource that ensures business resilience. High-quality labor
potential contributes to reducing financial, organizational, socio-psychological, and innovation-related risks, while its un-
derestimation or ineffective use increases the level of threats and complicates the stability of enterprise functioning. The aim
of the study is to provide theoretical justification and practical disclosure of the role of labor potential in forming enterprise
resilience to entrepreneurial risks, as well as to identify mechanisms for its integration into the risk management system. The
study established that HR risks are an integral part of the overall risk management system and require specific approaches to
identification and mitigation. The most common manifestations of HR risks include a shortage of qualified staff, high employee
turnover, low levels of motivation and innovation activity, workplace conflicts, as well as a mismatch between employee com-
petencies and the enterprise’s strategic objectives. Methods proposed for mitigating these risks include succession planning
and the formation of a talent pool, the development of corporate culture, the implementation of flexible forms of employment,
and the stimulation of professional development and participation in innovation projects. The scientific novelty of the study lies
in substantiating the role of labor potential as a key factor in reducing entrepreneurial risks, as well as in proposing a system
of key performance indicators (KPI) that make it possible to quantitatively assess the effectiveness of HR policy in the context
of risk management. The practical significance of the research lies in the possibility of applying the proposed approaches by
enterprises to develop integrated risk management strategies based on the development and preservation of labor potential.
This ensures increased competitiveness, long-term stability, and business resilience in the conditions of dynamic transforma-
tions of the modern market.

Keywords: labor potential, entrepreneurial risks, HR risks, human resource management, organizational resilience, corpo-
rate culture, innovation development, risk management.

Anomauia. Cyyacnuii eman po36umky eKOHOMIKU XApAKMepu3yemvbcs 3pOCMARHAM DI6HA HEGUIHAYEHOCMI, NOCUNIEHHAM
KOHKYPeHYii ma 3a20CmpeHHAM COYianbHO-eKOHOMIUHUX GUKIUKIB, o 00YMOBTIOE nidsuyery yeazy 00 npobiemu ynpasiints
NIONPUEMHUYLKUMU pUBUKAMU. Y YbOoMY KOHMeEKCmi 0COOIUB020 3HAYEHHs HAOY8ac mpyoosuil nomeHyial niONPUEMCmad,
AKULL BUCHYNAE He e CYKYNHICMIO Npoghecilino-Keanigikayitinux xapaxmepucmux nepcoHany, a itk Cmpameiunum pecypcom
sabesneuenns cmiukocmi 6isnecy. Bucoka sKicmv mpyo0o8020 NOMEHYIANY CAPUSLE 3MEHUEHHIO (DIHAHCOBUX, OP2aAHIZAYIUHUX,
COYIANbHO-NCUXONOSTYHUX MA THHOBAYIUHUX PUBUKIG, MOOI AK 11020 HED0OYIHKA AO0 HeedheKMUHe BUKOPUCTAHHS NIOBUULYE Di6eHb
3aepo3 ma yCKAaoHioe cmabinbHicmy QYHKYIOHY6anHs nionpuemcme. Memoio 00cniodcents € meopemudne 00IpyHmyeants ma
NPAKmMuyHe po3KpUmmsL poii mpyoo8o2o NOMeHyiany y GopmMysanui cmitlkocmi niOnpuUeEMcmaa 00 RIONPUEMHUYbKUX PUSUKIE,
a maxodic BU3HAUEHMHSI MEXaHi3Mig 1020 inmezpayii 6 cucmemy pusuK-weneoicmenmy. Y xo0i 00cniodiceHHs 6CmanosneHo, ujo
KaOposi pUusuKy € Hegi0 EMHOI0 CKIAO060I0 3A2aNbHOI CUCTEMU PUUK-MEHEONCMERny | nompedyioms CReyiaibHux nioxooie
0o i0enmupixayii ma minimizayii. /Jo HaunowupeHiuux npossie Kaoposux pusukie Hanexcamov oe@iyum KeanipikoeanHux
Kaopig, UCOKA NIUHHICb NEPCOHATY, HU3LKUL PIGeHb MOMUGAYIL Ma IHHOBAYIUHOT AKMUBHOCI, KOHGQIIKMHICIb Y KOTEKMUGI,
a maxoc HesiONOBIOHICIb KOMNEMEHYIl CMPAmMe2iuHUM 3a80AHHAM NIONPUEMCIEA. 3anpONnoHO8AHO MeMOOU 3MEHULEHHS X
6NAUBY: POpMYBAHHI KAOPOBO2O pe3epe8y, PO36UMOK KOPROPAMUGHOI KYIbMYpPU, NPOBAOICEHHs SHYUKUX hopM 3atiHAmOocnHi,
CMUMYTIO8AHHS NPOPECIIHO20 3POCIMAanHs ma ydacmi 8 inHosayitinux npoekmax. Hayrkoea nosusna nonseae 6 oo0rpynmyeanui
poni mpy008o2o nomenyiany AK Kio4o6020 YUHHUKA 3HUIICEHHS NIONPUEMHUYLKUX PUUKIB, 4 MAKOJIC Y NPOno3uyii cucmemu
kniovosux noxkasnuxie (KPI), wo 0036015110mb KINbKICHO OYIHIO8aMU e(eKmueHicmob Kaoposoi noNimuKku 6 KOWMeKCmi pusuK-
Mmeneddcmenmy. Ilpakmuune 3HaueHHss OOCHIONCEHHS NONAAE Y MOJNCIUBOCMI GUKOPUCIIAHHA 3ANPONOHOBAHUX NIOX00i8
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nionpuemcmeamu Ois po3pooKU iHMe2POSAHUX CIPAmMe2iil yNpagiinHa pUsUKaMu, aKi 6a3yi0mvcs Ha PO3GUIMKY ma 30epedcenti
mpy0oeo2o nomenyiany. L{e 3abe3neuye nioguuyeHHs KOHKYPEHMOCHPOMONCHOCHIE, 00820CMPOKO8Y CMADINIbHICb Ma CIIUKICHb

0i3HeCy 8 YMOBAX OUHAMIYHUX MPAHCHOPMAYILL CYHACHO20 PUHKY.

Knwuoei cnosa: mpyoosuil nomenyian, niOnpuUEMHUYbKI pUsUKY, KAOpOGi pU3UKU, YNPAGIIHHSA NEPCOHAIIOM, OP2aAHI3ayiiHa
CMIUKICMb, KOPROPAMUBHA KYIbMYPd, IHHOBAYIUHUL PO3GUMOK, PUSUK-MEHEOHCMEHM.

Formulation of the problem. Modern economic
conditions are characterised by a high level of uncertainty,
increased competition and dynamic changes in the
external environment. This leads to a constant increase in
business risks associated with financial instability, market
fluctuations, technological changes and socio-economic
challenges. Traditional risk management methods, focused
primarily on financial and organisational mechanisms, are
gradually losing their effectiveness in a situation where the
human factor is becoming crucial.

The labour potential of an enterprise, which includes
the professional competence, creativity, innovation and
adaptability of its personnel, is becoming a key factor
in ensuring resilience to risks. Underestimating the
role of human capital in the formation of an effective
risk management system leads to a loss of competitive
advantages and a decrease in performance. At the same
time, the scientific justification for integrating labour
potential into business risk management mechanisms
remains underdeveloped, which determines the relevance
of the study.

Analysis of recent achievements and publications.
Recent studies by Ukrainian scientists (I. Aliyeva,
S. Ponomareva, O. Shtangey) [1-3] and foreign scientists
(D. Ulrich, J. Storey, P. Sparrow) [4—6] emphasise the need
for a strategic approach to human resource management
in conditions of growing economic uncertainty and risk.
The works emphasise that labour potential is a key factor
in ensuring the competitiveness of enterprises, and that
an effective HR strategy can increase the adaptability of
organisations to crisis situations. Considerable attention
is paid to the development of staff competencies, the
institutionalisation of risk management, and the formation
of corporate culture and leadership as the basis for
reducing business risks. At the same time, despite the
existence of sound theoretical developments, the practical
aspect of integrating labour potential into the business risk
management system remains insufficiently researched,
particularly in the context of ensuring the sustainability
and long-term stability of enterprises.

The purpose of the article is to provide a theoretical
justification and practical disclosure of the role of the
labour potential of an enterprise in forming resistance
to entreprencurial risks, as well as to determine the
mechanisms for integrating human resources into the risk
management system.

Presentation of the main material. In scientific
literature, the concept of «business risk» is interpreted as an
objective possibility of adverse consequences arising in the
course of economic activity under conditions of external
and internal uncertainty. Risk in business is an integral part
of management decision-making and can manifest itself in
the form of financial losses, reduced profitability, loss of
competitive position or reputational damage [2].

Researchers consider entrepreneurial risks in several
areas:

— economic — as the possibility of actual results
deviating from planned results;
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— organisational — as a consequence of ineffective
management decisions, personnel miscalculations or
inconsistencies in business processes;

— social — as a threat to work teams and partnerships;

— innovative — as a consequence of the introduction of
new technologies and products that may not meet market
expectations.

Thus, entrepreneurial risk is a multidimensional
phenomenon that requires a comprehensive approach to its
identification and management.

The category of «labour potential» in domestic and
foreign scientific tradition is defined as a set of quantitative
and qualitative characteristics of the workforce that
determine the ability of employees to ensure the achievement
of the enterprise's goals. Its components are [4]:

— professional and qualification potential (level of
education, competence, experience);

— innovative potential (ability to be creative, generate
new ideas, technological flexibility);

— socio-psychological potential (motivation, values,
level of loyalty and team spirit);

demographic characteristics (age structure, gender
balance, mobility).

Labour potential is seen not only as a resource, but also
as a strategic asset that determines the competitiveness
of an enterprise in conditions of growing risks and
uncertainty. It is the quality of labour potential that ensures
the organisation's adaptability to change, its innovative
capacity and ability to effectively counteract risks.

The combination of these categories demonstrates
that labour potential is one of the key tools for managing
business risks. A high level of professionalism and
social cohesion among staff minimises the likelihood of
management errors, increases the company's ability to
respond flexibly to challenges and forms the basis for long-
term business sustainability [4].

Among the numerous factors that determine the level
of entrepreneurial risk, the labour potential of an enterprise
occupies a special place. The quality of human capital
directly affects an organisation's ability to predict, identify
and minimise risks arising in the course of economic
activity.

Firstly, the professional competence of staff reduces
the likelihood of managerial and technological errors. The
higher the level of knowledge and skills of employees,
the more effectively they are able to make decisions in
conditions of uncertainty and crisis situations.

Secondly, motivation and the socio-psychological
climate shape the team's readiness to overcome difficulties
together. High staff cohesion and loyalty reduce social
risks, such as staff turnover, conflict or loss of trust in
management.

Thirdly, innovative and creative potential determines
an enterprise's ability to adapt and find non-standard
solutions. It is the innovative activity of employees that
allows risks to be transformed into opportunities for
development, which is especially important in a highly
competitive environment.
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Fourthly, organisational culture and leadership create
conditions for effective communication and change
management. A strong culture shapes behavioural standards
that help reduce the likelihood of crises and increase the
resilience of the business to external shocks.

Thus, labour potential is not only aresource for production
activities, but also a strategic tool for managing business
risks. The ability of an enterprise to counteract uncertainty,
maintain stability and ensure long-term competitiveness
depends on its development and effective use [1].

The essence of personnel risks

Personnel risks are the probability of negative
consequences for an enterprise due to problems related to
the formation, development and use of personnel. They
reflect the dependence of economic performance on the
quality of the labour force and the effectiveness of human
resource management.

The main manifestations of personnel risks are:

— shortage of qualified personnel,

— staff turnover and loss of key employees;
low level of motivation and engagement;

— inefficient system of training and adaptation of
personnel;

— mismatch between employee competencies and the
strategic objectives of the enterprise;

— increase in social conflicts within the workforce.

In the modern concept of risk management, human
resource risks occupy a separate place alongside financial,
operational, and innovation risks. Their distinctive feature
is that they are long-term and systemic in nature: the loss of
labour potential can cause a chain reaction, increasing the
level of other risks for the enterprise.

Identifying and assessing HR risks involves:

— monitoring staff turnover and reasons for leaving;

— analysing the professional structure of the workforce,
taking into account strategic goals;

— assessing the motivational climate within the team;

— identifying critical competencies, the loss of which
could harm the company.

Methods of managing personnel risks

To minimise personnel risks, companies use various
approaches, including:

1. Systematic planning of personnel needs, taking into
account strategic and tactical development goals.

2. Staff training and development programmes that
increase the level of qualifications and adaptability of
personnel.

3. Formation of a personnel reserve for key positions.

4. Flexible forms of employment (outsourcing,
outstaffing, project work) that allow for quick response to
changes.

5. Personnel motivation and retention systems focused
on long-term employee loyalty.

6. Corporate standards and culture that reduce the risk
of conflict and increase social cohesion.

Thus, personnel risks are an integral part of an
enterprise's risk management system. Their timely
identification and effective management allow for the
preservation and development of labour potential, which,
in turn, serves as a guarantee for reducing entrepreneurial
risks and increasing business stability.

The presented classification of personnel risks (Table 1)
allows systematising the main threats arising in the process

of personnel management. Financial risks are associated
with the costs of recruitment and adaptation of personnel
and losses from their turnover. Organisational risks arise
from ineffective personnel policies and a shortage of
competent employees. Socio-psychological risks reflect
the internal climate of the team and the level of staff
motivation. Innovative (competence) risks are determined
by the ability of employees to adapt to technological and
structural changes. Systematic consideration of these
risk groups within the framework of risk management
contributes to strengthening the stability of the enterprise
and preserving its labour potential.

Table 1
Classification of personnel risks
Group . Characteristic manifestations
of personnel risks
. . Costs of recruiting and training staff;
Financial .
financial losses due to staff turnover
Shortage of qualified workers; inefficient
Organisational distribution of responsibilities; personnel
miscalculations
Social Conflicts within the team; low motivation
and psychological |and loyalty; risk of strikes or sabotage
. Lack of innovative competencies;
Innovative/ -
resistance to change; loss of key
competence-based L
specialists

Practical aspects:
potential to reduce risks

Educational and professional development

One of the key tools for increasing labour potential
is systematic training and professional development of
personnel. Investments in internal and external training,
certification programmes, and risk management training
contribute to the development of the competencies
necessary to respond effectively to uncertainty.

Formation of a personnel reserve

Risks associated with the loss of key specialists are
mitigated through the creation of a personnel reserve and
succession planning. This allows the company to maintain
business continuity and quickly adapt to changes.

Staff motivation and retention systems

The introduction of comprehensive material and
non-material incentive programmes (flexible bonuses,
social packages, career growth opportunities) increases
employee loyalty and reduces socio-psychological
risks.

Corporate culture and leadership

Building a strong organisational culture focused on
innovation, cooperation and trust is an important factor in
reducing conflict within the team. Leaders who demonstrate
openness and responsibility contribute to increasing staff
engagement.

Flexible forms of employment

The use of outsourcing, outstaffing, remote and project-
based work allows companies to reduce the risks associated
with staff shortages and respond quickly to market changes.

Innovative staff development

Involving  employees in internal innovation
programmes, project teams and idea generation
systems increases their creativity and adaptability. This
allows the company to reduce the innovation risks

methods of increasing labour
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associated with the failure of new products or technological
implementations.

Practical methods of increasing labour potential
are an effective tool for reducing business risks. Their
implementation ensures the preservation of human
resources, increases the company's resilience to external
and internal challenges, and creates conditions for long-
term development.

The effectiveness of methods for increasing labour
potential and their impact on reducing business risks require
quantitative and qualitative measurement. To this end, it is
advisable to use a system of key performance indicators
(KPIs) that allows assessing the level of staff development,
their engagement and ability to ensure the enterprise's
resilience to risks. Below are the main indicators that can
serve as a basis for monitoring and improving human
resources policy in the context of risk management.

Key Performance Indicators (KPIs)

1. Turnover Rate

— a decrease in the number of resignations indicates
a reduction in social risks and the retention of key
competencies.

2. Employee Engagement Index

— a high score means less likelihood of conflicts and
increased resilience to crisis situations.

3. Time-to-Hire

— reducing recruitment times reduces organisational
risks associated with staff shortages.

3. Competency Match Index

— the proportion of employees whose competencies
match the strategic objectives of the enterprise; directly
affects the quality of decisions and reduces management
risks.

4. Training Participation Rate

— an indicator of investment in staff development,
which reduces the likelihood of professional errors and
innovation risks.

5. Succession Coverage Ratio

— the availability of trained replacements reduces the
risk of losing critical competencies.

6. Innovation Activity Index

— the number of ideas proposed, participation in
projects; a high score indicates the ability to turn risks into
opportunities.

Conclusions. The study shows that the labour
potential of an enterprise is not only a combination of
the qualifications and professional characteristics of
its personnel, but also a strategic resource on which the
organisation's ability to counteract uncertainty and ensure
resilience to business risks directly depends.

Firstly, it has been established that the quality of
labour potential (competence, innovation, adaptability
and motivation of employees) directly affects the level of
financial, organisational, social and innovation risks. Strong
human resources reduce the likelihood of management
errors, increase adaptability to external challenges and
form the basis for the development of innovation.

Secondly, it has been proven that human resource risks
are an integral part of an enterprise's risk management
system. Their timely identification and minimisation
through personnel planning, the formation of a personnel
reserve, the development of corporate culture and the
introduction of modern HR technologies create additional
opportunities for strengthening business sustainability.

Thirdly, practical methods of increasing labour
potential (staff training and development, incentive
systems, flexible forms of employment, leadership and
innovation development, etc.) have proven effective in
reducing business risks, as they ensure the preservation of
critical competencies, reduce staff turnover and contribute
to the formation of a positive socio-psychological climate.

Fourthly, the use of key performance indicators (KPIs)
that reflect the level of engagement, competence and
innovation of personnel is an effective tool for monitoring
and evaluating the effectiveness of human resource policy
in the context of risk management.

Therefore, labour potential is a determining factor in
ensuring the resilience of an enterprise to business risks.
Its development should be considered as a component of
strategic management aimed at increasing competitiveness
and long-term business stability in a dynamically changing
economic environment.
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