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Preamble

Initiator:

Support:

Human capital resilience Charter

Ministry of Economy of Ukraine

European Bank for Reconstruction and Development

(EBRD), Folke Bernadotte Academy (FBA)

Implementation: Korn Ferry

In the context of full-scale war and so-
cioeconomic instability, the resilience of
human capital is essential for Ukraine's
recovery and development. Businesses,
working closely with governmental bod-
ies, civil-society groups and international
partners, must continue to play a leading
role in creating opportunities for activa-
tion, decent work and ongoing profes-
sional growth. By building resilient organi-
zations, we strengthen the foundations of
a resilient state. The Charter is a joint call
to action that:

- Unites employers around a shared
vision of sustainable recovery

- Broadens access to employment
for those most affected by the war
(veterans, IDPs, people with disabilities,
women, youth, returnees from abroad
and others)

- Establishes a new standard for
responsible, human-centred business
practices in Ukraine

Employers of all sizes — from large corpo-
rations to small and resource-constrained
enterprises, as well as government agen-
cies, international organizations and do-

nors, can support the Charter by aligning

their business practices with its principles
and practical tools, sharing successful
solutions with peers to foster collective
learning and building capacity to encour-
age adoption of the Charter's best practic-
es across Ukraine’s entire economy.

The Human Capital Resilience Charter
aligns with Ukraine's national security pri-
orities and strategic planning documents,
supporting the objectives outlined in:

- Presidential Decree N2392/2020,
which approved the National Security
Strategy of Ukraine, emphasising
human development, resilience, and
social cohesion as integral components
of national security

- Presidential Decree N2479/2021 which
launched the National Resilience
System, recognizing human capital as
a critical element of systemic resilience

These strategic documents affirm that
building human-centred, resilient insti-
tutions is essential to Ukraine's ability to
withstand, recover from, and adapt to
long-term challenges — including full-
-scale war, socio-economic shocks and
demographic shifts.


https://www.president.gov.ua/documents/3922020-35037
https://www.president.gov.ua/documents/4792021-40181
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The Charter has been developed in line with international standards and values recog-
nized by the European Union and the global community. In particular, it is consistent
with:

- ILO Recommendation 205 on -> UN Sustainable Development Goals
Employment and Decent Work for (SDGs)

Peace and resilience )
- Article 2 of the Treaty on European

-> UN Women's Empowerment Principles Union, which defines the EU's core
(WEPSs) values

Purpose and scope of application

The purpose of Charter

The purpose of the Charter is to establish a framework for practical actions by em-
ployers that will strengthen human-capital recovery and foster longer-term resilience
in Ukraine. It does so by guiding the development of sustainable, inclusive and hu-
man-centred business practices both during the ongoing war and through the eventu-
al post-war recovery.

The Human Capital Resilience Charter Employer brand standards
(HCR Charter) is:
Signatories of the Charter agree to:
- A public commitment by employers
to embrace a people-centred approach - Develop and promote their employer
and gender equality in business brand as a model of business integrity,
sustainability and social responsibility
- A guide for companies to develop

sustainable HR practices - Share success stories and recovery
practices on national platforms to
- A platform for sharing knowledge, showcase human-capital initiatives

resources and best practices
-> Enhance transparency and

- A self-diagnostic and progress- accountability by publicly reporting
reporting tool their Charter commitments, actions
taken and measurable outcomes
- A new community of practice to help (where feasible)

shape government policies on human-
capital recovery and longer-term

resilience in Ukraine

The Charter is a document that can and should be complemented by practices,
case studies and tools for employers.
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Partnership with the state

The Ministry of Economy of Ukraine is committed to:

2> Recognise and promote the » Provide an open channel for policy
signatories as human-centered dialogue, data and best practice
employers exchange

2 Provide support in staff
development and modernisation of
the work environment

Implementation and Monitoring

- Signatories shall develop and publish (through their own communication channels)
internal policies aligned with the Charter's principles with initial results within
6 months of signing.

- The Ministry of Economy of Ukraine conducts an annual voluntary audit and
publishes a Human Capital Resilience Report, which will include a Resilience Index.
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Leadership and responsibility

Accessibility, inclusion and equity
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Continuous skills development

Partnership and cooperation

Support for veterans and mobilised
employees

Transparency and ethics

Innovation

Holistic approach
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Leadership
and responsibility

We create a human-centred organizational culture grounded in responsible
leadership, trust, respect for the individual and social responsibility. Leadership
defines our values, sets the tone from the top and drives the effectiveness of

every other principle.

» Responsible management that
foster a culture of respect and trust,
and deliver value-based leadership
tailored to diverse groups of women
and men

2 Leadership at all levels, including
external and internal

» Mutual respect, transparency and
ethics in decision-making and
communications

2 Recognition and honoring
employees' social contribution
— celebrating veterans and
commemorating those who have
fallen

2 Ensuring corporate social
responsibility by creating an
environment that enables
employees to balance
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Leadership
and responsibility

Conduct a comprehensive assessment of or-
ganizational capacity in human-capital resil-
ience using diagnostic or self-assessment tools

Incorporate Charter principles into the com-
pany’s strategic documents (e.g. sustainability
strategy, HR strategy).

Develop and approve internal policies that
reflect the Charter’s principles (well-being, in-
clusion, health, employee support, etc.).

Engage top management in building a culture
of trust (open forums, leading by example, par-
ticipation in support programmes)

To account for the resources used to imple-
ment the Charter implementation projects

Perform a self-assessment of Charter im-
plementation—documenting best practices,
case studies and gaps; conduct an annual staff
survey and action plan

>

v

v

v

v

v

v

v

Existence of a formal evaluation
methodology and completion of an
assessment within the last 1-2 years

Designation of a responsible person or unit
(e.g., HR, line managers) for implementing
Charter principles)

HCR principles are integrated into existing
strategies and the company's overall
strategy; there are separate sections or
references in documents

Variety and scope of approved policies that
directly reflect the principles of the Charter,
their effectiveness and breadth of coverage

Number of management-led advocacy and
education activities on Charter principles
(e.g., team meetings, public statements,
mentoring, etc.)

Level of employee trust in management
according to surveys (% of employees who
trust, target: increase)

Frequency of management meetings with
teams (e.g. quarterly)

Identification and accounting of resources
(financial and labour) used for Charter-related
initiatives

Description of existing initiatives and
areas for improvement based on the internal
assessment

Annual staff survey conducted, followed
by a tailored Action Plan and evidence of
implemented changes

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.
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Leadership
and responsibility

Develop and implement executive training
programmes (coaching, mentoring, study
visits) focused on responsible leadership, ethics
and values-based leadership, and increase

the level of responsibility of executives as role
models

Develop responsible leadership that promotes
a culture of respect and trust in the organiza-
tion's leadership

Ensure mutual respect and transparency in
decision-making and communication be-
tween managers and staff, regularly measure
the level of trust and act on the results

Implement the company's social initiatives
for the community and various target groups,
with a special focus on war-affected groups**,
including men/women, veterans, people aged
65+, ete. (e.g., funding training programmes
for youth, veterans or IDPs) and communicate
them publicly

>

v

v

v

v

v

Programme coverage — % of managers
trained (disaggregated by age, gender,
combat experience, etc.

% level of improvement in managers'
knowledge and skills based on post-training
evaluations

Level of trust in management: % of
employees who “fully trust” their managers
(for example, baseline ~30%, annual growth
>10%)

Communication transparency: % of
employees who rate management
communications as open and honest (target:
increase)

Staff turnover: with breakdown by different
groups, e.g. age/gender/other (target:
reduction)

Annual investments in social programmes
Reach: number of beneficiaries (with
breakdown by different groups, e.g. age/
gender/other)

Reputation: eNPS or % of positive public
mentions of the company

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.

** See Glossary.



Human capital resilience Charter

Accessibility, inclusion
and equity

Ensure equal access to employment, professional development and well-being
for all employees, regardless of gender, age, ethnicity, health or social status,
with particular focus on those affected by the war.

2 Ensuring a barrier-free working
environment

2 Use of DEI approaches (diversity,
equity, inclusion)

2 Ensure decent and equitable
working conditions and equal pay
for work of equal value, with a focus
on reducing the gender pay gap

2 Supporting diverse groups of
women and men in accessing
jobs and services, ensuring non-
discriminatory employment
conditions

2 Ensuring equal access, security, and
respect for the individual

2+ Addressing discrimination and
prejudices, in particular on the
grounds of gender, age, health
status, etc.

1
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Create a barrier-free working environ-
ment: by adapting workplaces and infra-
structure for employees with disabilities
and ensuring information accessibility
(inclusive fonts, sign language interpre-
tation, etc.)

Establish a Diversity, Equity & Inclu-
sion (DEI) policy covering recruitment,
career development and training access,
with special attention to groups such

as internally displaced persons, single
parents, those aged 65+, people with
disabilities and foreign workers

Adopt inclusive hiring practices that
recognize the strategic value of diversity
and social responsibility—without rely-
ing on rigid quotas

Provide robust support programmes
for employees facing life-challeng-

es, such as psychological counselling,
flexible working hours for parents and
additional paid family leave

Audit and enhance digital accessibil-
ity of internal systems (websites, plat-
forms) on a regular basis to identify and
eliminate barriers

Ensure equal and fair access to train-
ing and career advancement by intro-
ducing competitive promotion process
and mentoring schemes for underrepre-
sented groups

>

v

v

v

v

v

v

v

v

v

v

v

v

v

Accessibility, inclusion
and equity

% of workstations adapted for specific disability
needs (e.g., visual impairment tools, ergonomic
equipment) (target: constant increase)

% of infrastructure facilities that have passed an
accessibility audit (target: constant increase)

% of internal communications available in
accessible formats (e.g., easy-to-read, audio versions,
Braille, or large print) (target: constant increase)

Existence of an approved DEI policy

Workforce diversity: % of employees from each
target group; % increase in diversity during the year
Engagement by groups: % of participation in
training, projects, recruitment

% of vacancies screened via "blind" CV review
system (no names, age, gender) to avoid bias
(target: constant increase)

Number of partnerships with organizations serving
target groups (for internships or hiring)

Number of interviews conducted with
representatives of each group

Employee satisfaction score with recruitment
practices

Support programme uptake: % of employees who
used the support services (target: constant increase)

Level of support satisfaction: % of positive feedback

% of digital products available meeting WCAG/UA
standards

Share of users with disabilities who rate services as
convenient

% of vacancies filled via internal competitive
process

Proportion of senior roles held by women and/or
representatives of each target group(target: increase
by a certain %)

Availability of mentoring programmes (yes/no)

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.
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T Flexibility
. and adaptability

We design business processes that adapt to rapidly changing circumstances,
meet employees’ individual needs, and respond to evolving labour-market dy-
namics during both wartime and recovery.

2 Flexible work schedules, remote 2 An individual approach to assessing
and hybrid forms of work the needs of different employee

groups — veterans, elderly

employees, younger staff and

2 Individual approach and adaptation others

of new employees

2 Promoting a balanced combination
of professional and personal life

2 Adaptation to digital changes and
(work-life balance)

introduction of new technologies,
adaptability of technologies
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Flexibility

I

Continuously assess candidate and employee
needs through regular surveys, pulse checks
and other digital solutions, and rapidly imple-
ment changes

Digitalise HR operations by deploying tools
for onboarding, time tracking, leave manage-
ment, competency assessment, etc.

Conduct annual gender audits of HR pro-
cesses (recruitment, selection, development,
evaluation, etc.) to identify and eliminate bias
and discrimination

Tailor onboarding and adaptation processes
to the individual needs of new employees
from diverse groups

Develop individual development plans (IDPs)
that align business objectives with each em-
ployee's goals and life circumstances of em-
ployees (e.g. parenthood, rehabilitation, veteran
status)

v

v

v

v

v

v

v

v

v

v

and adaptability

Frequency of assessment/surveys — with a
specified regularity

Survey participation rate: % of employees
who regularly provide feedback (target:
increase)

Satisfaction index following survey-
driven improvements (target: measurable
improvement)

HR processes automation: % of core HR
processes fully digitalized (target: increase);

HR Services eNPS* among HR service users
(target improvement)
Error rate in HR documentation

Gender audit coverage: % of gender-audit
recommendations (presumed target)

Audit recommendations implementation

Onboarding path diversity: number of
distinct, group-tailored onboarding pathways,
proportional to the number of target groups
served

Onboarding satisfaction by group of
new employees who rate their onboarding
experience positively

First-year retention: % retention of new
employees at the 12-month mark

Share of employees with a current, approved
individual development plans (IDPs) (target:
increase)

IDP Target Achievement

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.
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Tt

Enable remote work, flexible scheduling and
employee autonomy: provide equipment, cy-
bersecurity policies, and communication tools
for remote work

Promote work-life balance (including through
digital tools): flexible scheduling, work-life
trackers, webinars on time management and
well-being, etc

Introduce formal policies on flexible working
hours and remote work as an ongoing prac-
tice. Adapt work formats for employees, taking
into account their health status and family
responsibilities (childcare, support for family
members with disabilities, etc.)

Personalise approaches to motivation: offer a
"cafeteria" of benefits, individual career devel-
opment plans based on employee needs

Introduce temporary rotation programmes
between teams or roles to develop adaptability

>

v

v

v

v

v

v

v

v

v

v

v

v
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and adaptability

Coverage of remote work: % of employees
whose work allows them to work remotely

Satisfaction with conditions: % of employees
who rate the ability to work remotely
positively

Save on office costs

Support and increase the productivity of
remote workers (target: increase)

Overtime: % of employees working overtime
(target: reduction)

Health: % reduction in sick leave days

Activity: % of employees who regularly use
wellness platforms — work-life balance
programmes (target: increase)

% of employees satisfied with their work-life
balance (target: increase)

Share of positions with flexible working
hours

% of employees using flexible working hours

Staff retention: turnover rate among
employees with flexible working hours
(target: below the company average)

Employee satisfaction with existing work
formats

Engagement: eNPS or Engagement Score
(target: growth)

Use of benefits: % of employees actively
choosing non-standard benefits

Internal transfers: the number of employees
moving to new roles under an individual plan

Number of employees who have undergone
rotation

Level of satisfaction with multifunctionality

* Hereinafter, in the KPI section, when referring to indicators relating to employees/staff, we mean in terms
of different groups, in particular women/men, people with/without combat experience, depending on age,
health status, needs of people with disabilities, Internally Displaced Persons, foreign workforce etc.
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11

Continuous skills
development

We establish a system of continuous competence development and qualifica-
tion upgrading that empowers employees to meet the challenges of the la-
bour-market demands and adapt to emerging competency needs.

2 Facilitation and updating of job-
related knowledge through career
guidance, age-appropriate support
and interdisciplinary approach

2 Lifelong learning: courses, trainings,
online learning, etc.

2 Retraining to adapt to new
challenges

2 Use of innovative teaching methods
and digital solutions

3 Inclusive professional training
and development opportunities
for all categories of employees,
with targeted support for the war-
affected groups



1=

Fostering a culture of learning: paid mentor-
ing and coaching programs, involvement of
teachers, internal experts and corporate train-
ers. Employment preparation programmes
(scholarships, campuses, etc.). Leaders set aside
time for learning during working hours and set
a good example

Adaptation of the 70-20-10 learning ap-
proach (70% on-the-job learning through
participation in complex projects, real-world
problem solving, innovative challenges and
new-role experience, 20% social learning: fos-
tered by mentoring relationships, coaching ses-
sions, peer-to-peer knowledge, consultations
with experts, 10% formal learning delivered via
structured trainings, courses and certification
programmes)

Use of modern learning platforms: for SMEs
— publicly available (Coursera, Udemy, etc.), for
the SB — own corporate online platforms; en-
sure equal access and support for employees
with low digital skills

Introduce systematic digital skills training for
all employees (basic IT courses, individual con-
sultations, cross-functional mentoring)

Develop training programmes based on clear
competence profiles: for each role, we specify
the required and desirable skills and then offer

tailored courses—including those proposed or

initiated by employees themselves

v

v

v

v

v

v

v

v

v

v

v

v

v

v
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Continuous skills
development

ESAT and eNPS satisfaction levels

Growth of the learning culture development
index, including engagement of leaders:
dynamics of budget use and number of
rational and innovative proposals

Volume of development activities (number
of workshops, trainings, lectures, conferences,
etc., number of hours): dynamics

Percentage of employees engaged in
training and development activities aligned
with business needs for skilled workers

% of employees who have completed all
three components of the 70-20-10 model

Average allocation of hours/resources
across 70-20-10 components

Training effectiveness index based on
employee feedback (target: ratings increase)

Share of online training: % of all training
conducted through the online platforms

Training cost savings compared to
traditional in-person methods

Participation in voluntary training: % of
employees who initiate training themselves

Coverage of digital training: % of employees
who have improved their digital literacy

Involvement of IT support: % of employees
receiving individual digital-skills support

Use of digital tools: % of employees actively
using new digital learning tools (target:
increase)

Participation in training: % of employees
participating in any training programme
(target: increase)

Number of training programmes available to
employees (target: 220 per year)

Employee initiative: % of training activities
initiated at the request of employees (target:
>30%)

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant groups
— such as gender (women/men), combat experience (with/without), age cohort, health status, disabilities,

internally displaced persons, foreign workforce etc.
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@ Continuous skills

Develop remote retraining programmes tai-
lored to the needs of specific groups—veterans,
IDPs, employees aged 65+, parents returning
from maternity leave, and others—and actively
support participants as they transition into new
roles

Assess staff skills and plan development for
the future: annually analyse what skills the busi-
ness needs, which employees need training or
changes in skills, and create individual develop-
ment plans

Introduce the ROLI model: to formally ac-
knowledge employees’ development contribu-
tions whether through mentoring, knowledge
sharing or leading training sessions. Set expec-
tations for learning contributions in job descrip-
tions

Provide support for external training: by of-
fering partial or full reimbursement for outside
courses, providing scholarships for further
education and granting paid study leave to
employees

Focus on the future needs of the labour
market: regularly update content to reflect
new technologies, regulatory requirements
and “skills of the future” (advanced STEM,
green-economy skills, digital innovations etc.)

Forming a link between training and internal
career opportunities: successful participants
enter our talent pool, gain access to tailored
talent-development tracks and are considered
first for cross-functional rotations and promo-
tion pipelines.

Evaluation of the effectiveness of training
programmes as a channel for training and
recruitment

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

development

Number of employees retrained (% of
planned participants)

Turnover rate among programme
participants (of the average)

Internal filling of vacancies: % of open
positions filled by programme graduates

Availability of a skills map (yes/no)
% of employees with individual
development plans (target: % covered)

Needs coverage: % of critical skills covered by
training programmes (target: increase)

% of employees who have served as mentors
or coached for colleagues

Number of peer-to-peer events

Influence on colleagues’ development
(through 360° or surveys)

Number of employees who benefited from
training compensation

Expenditures on educational grants (% of the
payroll)

Retention rate of employees who have
completed the training (target: increase)

Programme updates: frequency (e.g.
annually)

New skills: number of new skills/topics/
courses added each year

Compliance: % of vacancies filled by internally
trained employees

Internal mobility index: number of
promotions and cross-functional rotations
attributable for training

Hiring yield from training programmes: the
ratio of programme participants who secure
new roles within the company

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.
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I~ M Partnership .
and cooperation

We bring together business, government and civil society to collectively ad-
dress the labour-market, employment and human-capital challenges in times
of crisis.

2 Focus on synergies, collective 2 Involvement of diverse economic
problem-solving through a win- sectors in the implementation of
win approach: leveraging social employee support programmes

dialogue, employee engagement,
experience sharing, cooperation

across ecosystems » Developing veteran

entrepreneurship through
business clusters and acceleration
2 Collaboration with educational programmes
institutions and international
organizations.

2 Partnership with medical and social
institutions
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i

Foster synergy and collective problem-solv-

ing, create and develop open channels of com-

munication among employees, management
and stakeholders (including trade unions)

Cooperate with educational institutions and
international organizations to align curricula
with market needs, develop joint courses for
students and employees, introduce distance
learning internships, etc.

Build ecosystems for experience exchange:
create platforms for experience exchange
through seminars, conferences, etc., that bring
together companies, communities at regional
and sectoral levels

Support small businesses with expertise of
large companies: introduce mentoring and
coaching programmes where experienced
professionals from large businesses serve as
mentors and coaches for small business own-
ers leading regular mentoring sessions and
workshops, and provide access to industry
experts for advice and support

Involve diverse economic sectors: by par-
ticipating and/or hosting in industry-specific
online forums and platforms that enable com-
panies to share best practices, jointly support

employees and collaborate seamlessly through

electronic signatures and standardized proto-
cols

Partnership
and cooperation

Number of social dialogue sessions held
annually

> Number of joint projects launched

Number of co-developed courses with
universities

% of participants (students and employees)
successfully completing programmes

Learning satisfaction: % of positive feedback
(target: increase)

Number of experience-exchange events
held annually

Level of participation in ecosystem
cooperation initiatives

The number of innovative proposals
generated through the cross-sector
exchanges

Number of formal mentoring and coaching
programmes implemented

Number of mentoring sessions held

The level of satisfaction of the wards
according to the survey results

Number of training programmes offered
by the organization and level of attendance
(participation)

Number of tools and resources shared and
used as a result of established partnerships

Participants of the interaction: % of industry
companies regularly using the shared digital
platform (target: increase)

Joint projects: number of initiatives
successfully implemented through such
cooperation

Satisfaction with cooperation: % of positive
feedback from participants (target: increase)

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.
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Establish partnerships with medical and so-
cial institutions: create an integrated platform
to coordinate medical and social support for
employees, offering both online and in-person
consultations as well as rehabilitation pro-
grammes.

Support veteran entrepreneurship and
promote their development through: partner
digital platforms (online clusters for veteran
entrepreneurs), mentoring, acceleration pro-
grammes, grants and business training, pro-
curement support, etc.

Collaborate with state institutions and in-
ternational partners in public-private part-
nerships, such as joint retraining programmes
with employment centres, co-funded grant
competitions, etc.

Join global initiatives to promote sustainable
development, equality and justice, such as the
Women's Empowerment Principles or the UN
Global Compact, and publicly report on pro-
gress

Partnership
and cooperation

>

v

v

v

v

v

v

v

v

v

v

>
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Services utilisation: % of employees who
accessed medical or social support via the
platform

Service satisfaction: % of positive feedback
on online support services (target: increase)

Employee health: % reduction in sick-leave
days (target: reduction)

Participation of veterans: number of
veterans enrolled in training or acceleration
programmes

New businesses of veterans launched with
the company's support (number/year)

Contracts: % of the company purchases from
veteran enterprises

Success rate: % of veteran businesses still
operating after one year

Availability and uptake rate of referral and
loyalty programmes for veteran business
development

Joint programmes: number of joint initiatives
launched with state or international partners

Coverage: number of people trained or
interned under the PPP

Participation: signature status of
international frameworks (yes/no)

Compliance: % commitment fulfilment
Reputation: position in ESG ratings

21
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Support for veterans
and mobilised employees

We assist mobilised employees. We provide decent conditions for the reinte-
gration of female and male veterans into professional and social life through

comprehensive support programmes.

2 Development of individual
retraining and career development
plans

2 Support for the psychological and
physical health of veterans and their
families, and rehabilitation

» Promoting veteran
entrepreneurship through
grants, training and mentoring
programmes

2 Recognising and respecting military
experience and merits, creating
a corporate culture that supports
veterans

2 Support to the families of mobilised
workers, the families of veterans,
and to employees whose relatives
are currently serving in the military



Assess of employee needs from the moment
they are called up through their return from
service, then crafting a tailored support plan to
guide them every step of the way

Integrate commitments to support veterans
into all HR policies across the entire employ-
ment lifecycle—starting with recruitment and
role assignment, continuing through post-re-
turn adaptation, ongoing training and career
development, and extending even to voluntary
or involuntary separation

Establish of a comprehensive support pro-
gramme for veterans, including psychosocial
adaptation. Existence/ development of com-
prehensive support programmes for veterans,
including psychosocial adaptation services
(including access to support groups, on-site
counselling or psychotherapy, and information
on state- and community-run rehabilitation),
physical-health interventions, and legal assis-
tance (pension advice, compensation claims,
status matters and labour-dispute resolution).

Designate a dedicated coordinator responsi-
ble for coordinating programmes for mobilised
persons and veterans, and empower it to work
cross-functionally

>

v

v

v

v

v

v
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v
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Support for veterans
and mobilised employees

Assessment coverage: % of mobilised
employees and veterans who have
undergone interviews

Availability of a roadmap for reintegration
for each veteran with the possibility of
individual adaptation depending on needs
and capabilities (yes/no)

A "job bank" for veterans has been created
(yes/no)

Existence of policies: inclusion of veteran-
support sections in key HR documents or
creation of new policies (yes/no)

Job retention: % of mobilised employees who
retained their positions upon return

Career development of veterans: % of
veterans receiving promotions or transfers

% of veterans with retraining plans
(individual and group). Target: % increase
of veterans who expressed a desire to be
retrained

Number of veterans who took advantage of
medical/psychological support

Number of group support meetings held
Support satisfaction index (target: increase)
Number of appeals to legal advisers

% satisfaction with the quality of
consultations

Responsible person/department: appointed
(yes/no)

Effectiveness: regular progress reports by
the responsible coordinator (e.g. quarterly
progress reports)

Management involvement: involvement of
top managers in the area supervision (yes/no)

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant groups
— such as gender (women/men), combat experience (with/without), age cohort, health status, disabilities,

internally displaced persons, foreign workforce etc.
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Ensure that veterans/mobilised persons are
proactively informed about all available sup-
port programmes and benefits, including for
their families

Monitoring of the effectiveness of veteran
support initiatives and gathering anonymous
feedbacks through surveys and focus groups,
then refine our programmes based on those
insights.

To honour the contribution of defenders
through the introduction of recognition ritu-
als, commemorative events and visible sym-
bols that highlight both women’'s and men’s
military contributions.

Support for families of mobilised employees
and veterans: development or dissemination
of programmes/tools, access to counselling
and support services, availability of support
programmes

Develop partnerships with state bodies and

civil-society organizations to support veterans
(employment, retraining, psychological assis-

tance, etc))

Raise public awareness and promote soci-
etal understanding of veterans' needs and
contributions through trainings, educational
campaigns and community events

>

v

v

v

v

v

v

v

v

v

v

v

v

Support for veterans
and mobilised employees

Awareness: % of veterans who report
familiarity with the programmes (target:
increase)

Utilisation: % of veterans or their family
members who use at least one support service
(target: increase)

Survey coverage: % of veterans who
participated (target: increase)

Support satisfaction: % of positive ratings from
veterans and their supervisors (target: increase)

Number of improvements made based on
feedback

Number of existing coomnmemorative events
(e.g. Veterans Day, minute of silence, plaques,
etc.)

Engagement: % of employees participating in
remembrance initiatives

Image: survey index of respect for veterans
within the company (target: high)

Existence of support programmes for families
of mobilised employees, families of veterans
killed or missing, and families of active-duty
staff (yes/no)

Level of satisfaction of families with support
services (target: increase)

Joint reintegration projects (units/year)

Veteran reach: number of veterans placed
into employment or training through external
partnerships

Quality of life: an indicator of successful social
and occupational reintegration (survey)

Number of public information campaigns
conducted annually (target: increase)
Level of public awareness: survey-based

measure of societal understanding of veterans’
challenges and entitlements

Partnerships with media, NGOs, educational
institutions for outreach initiatives

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.
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@ Transparency

and ethics

We build a culture of trust through transparent governance and compliance

with data protection standards.

2 Transparency in remuneration and

social benefits

» Compliance with labour laws and
ethical principles

2 Protection of personal data in
accordance with the GDPR

> Open dialogue between employer
and employee in decision-making

2 Public reporting and anti-
corruption activities
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and ethics

Ensure transparency in remuneration and
social benefits: by honouring all statutory
guarantees, publishing the breakdown of com-
pensation packages, clarifying bonus-award
criteria and making information on benefits
readily accessible to every employee. Compen-
sation structures are reviewed and updated on
a regular basis to maintain fairness and market
alignment.

Uphold the highest standards of data pro-
tection and employee privacy: by operating a
robust personal-data management system—
grounded in a comprehensive GDPR policy and
reinforced by periodic security audits.

Foster employee involvement in deci-
sion-making and respect for their rights: by
supporting trade unions and employee coun-
cils formed on their behalf. These bodies en-
gage in social dialogue, propose improvements
and are consulted on significant organizational
changes.

Maintain a strict policy of ethical conduct
and zero tolerance for misconduct. A formal
code of ethics defines expected behaviours,
and clear procedures address harassment or
discrimination complaints. Employees receive
dedicated training on ethical standards, and
anonymous reporting channels plus regular
compliance audits ensure the policy is effec-
tively enforced.

v

v

v

v

v

v

v

v

v

v

v

v

v

v

v

Transparency

Documentation of payments: 100% of
payments are recorded in payroll systems

Awareness: % of employees who report
understanding the reward system (target: %
increase by survey)

Complaints: number of substantiated
grievances related to non-transparent
payments

The remuneration structure is reviewed at a
certain frequency (the target is once a year)

GDPR compliance: % of policies compliant

Number of relevant employees trained in
GDPR (target: 100% of employees handling
personal data)

Number of data breaches (target: reduction)

Time to detect and remediate the incidents
(target: within fixed number of hours)

Frequency of formal data security audits
(target: every two years)

Existence of an initiative/community for
employee representation (yes/no)

Number of meetings between management
and employee representatives (humber/year)

Share of employee-submitted proposals
implemented by management

Availability of a formal code of ethics

% of employees trained (level of awareness)
Availability of an IT solution for anonymous
reporting of violations

% of complaints resolved within the
established timeframe

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.



and ethics

Foster an ethical culture through regular
training and engagement: regular training and
awareness-raising events on anti-corruption
practices, conflict-of-interest prevention, and
prohibition of bullying and other forms of dis-
crimination, including of gender-based harass-
ment

Maintain a dedicated ethics hotline to provide
employees with confidential advice and report-
ing channels for potential violations

Publish annual non-financial reports, aligned
with international standards such as GRI and
SASB, on the company's social and environ-
mental performance (including progress on
sustainability and equality goals.

Transparency of company's strategic deci-
sions and results (financial and non-financial)
— hold general meetings and other meeting
formats for all levels*

>
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Transparency

Training coverage: % of employees trained in
ethical conduct

Number of calls to the ethics hotline (as an
indicator of trust, target: 2X calls with zero
violations)

Evaluation of corporate ethics culture based
on surveys

Availability of an annual report (yes/no)

Metrics coverage: % of key ESG indicators
transparently disclosed in the report

Transparency rating: company's ranking or
score in independent transparency (target:
improvement)

Frequency of communications: number of
general meetings/briefings per year

Coverage: % of employees who report
understanding company's goals (target:
increase)

Transparency of communications: % of
employees satisfied with commmunication
transparency

*While certain strategic industries (e.g., defense and mil-tech) may require limited exceptions to
full transparency, these constraints should never impede the adoption of human-centred policies

and practices..
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Innovation

We use the latest technologies to improve work efficiency and create an inclu-

sive digital environment.

» Transformation, competitiveness
and lasting change: technological
transformation, digitalisation,
data-driven decisions, innovation
culture, continuous improvement,
environmental responsibility,
improvement culture,
experimentation, continuous
improvement

2 Innovative approaches to collecting
and analysing large amounts of
data, using artificial intelligence (Al)

2 Creating digital platforms for
training and human capital
management

2 Flexibility and scalability of digital
solutions



Innovation

Responsibly integrate artificial intelligence
(Al) technologies into business processes —
where safe, reliable, and appropriate — with a
focus on enhancing labour productivity and job
quality. Identify priority areas for Al-support-

ed automation (HR, finance, marketing, etc.);
develop an Al policy in line with international
standards and provide staff training to ensure
the safe and effective use of Al tools

Leverage digital platforms for learning and
development —using services like LinkedIn
Learning or Coursera for SMEs and maintaining
our own knowledge portal at scale—while en-
suring equal access for all employees, regard-
less of internet connectivity or current skill level

Automate and digitise workflows to maxim-
ise labour productivity and improve job quality
within the organization: implementing ERP/
CRM systems to streamline operations; devel-
oping bespoke IT solutions for larger enter-
prises, and adopting off-the-shelf products for
smaller businesses. Wherever possible, we also
utilize digital services provided by the state to
further enhance efficiency

Maintain a robust cybersecurity framework:
develop a security policy, conduct regular cy-
ber-hygiene training, monitor for incidents and
update security tools

v

v

v

v

v

v

v

v

v
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Al automation: % of targeted business
processes where Al tools are implemented

Al training: % of employees trained in Al
usage

Effect: assessment of ROl from Al projects

Monitoring and accreditation of artificial
intelligence tools used in the organization
was carried out — increase in the percentage
of accredited tools used

Online learning: % of training hours delivered
via digital platforms

Competence growth: % increase in post-
training assessment scores (target: increasing
% of testing)

Reduce training costs (target: % budget
reduction)

Voluntary participation: % of employees in
optional courses (target: growth)

Level of automation: % of key business
processes covered by IT systems (target:
% of processes covered (those requiring
automation) is increasing)

User satisfaction with the new systems
(target: % of positive feedback increases after
the first year of use)

ROI of automation: benefit-to-cost ratio
(target: increase)

Existence of a cyber security policy (yes/no)
% of employees trained in cyber-security best
practices

Incidents: number of security incidents

and or data breaches (target: zero serious
incidents, reduction in minor events).
Response time (target: within fixed number
of hours)

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant groups
— such as gender (women/men), combat experience (with/without), age cohort, health status, disabilities,

internally displaced persons, foreign workforce etc.


https://digital-strategy.ec.europa.eu/en/policies/regulatory-framework-ai
https://digital-strategy.ec.europa.eu/en/policies/regulatory-framework-ai
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Innovation

Develop digital collaboration in associations/
communities: by promoting integrated com-
munication platforms, hosting virtual meetings
and events for members, and encouraging the
adoption of tailored digital tools for all associa-
tion activities.

Cultivate an internal culture of innovation:
through initiatives like “Idea Box" programs
and recurring hackathons, empowering every
employee to propose improvements. By ap-
plying lean principles to these ideas, we drive
rapid experimentation and continuous process
optimization

Develop a comprehensive digital-transfor-
mation strategy —digitizing core operations,
expanding into e-commerce channels and
leveraging automation—to boost productivity,
spur innovation and future-proof the organiza-
tion.

v

v

v

v

Number of digital collaboration sessions or
platform interactions per year.

Participation rate in virtual events (target: %
increase in participation)

Satisfaction with cooperation: % of
participants rating digital collaboration
positively (target: increase)

Ideas from employees: number of proposals
submitted per 100 employees

Ideas implemented: % of proposed initiatives
implemented by the company

Innovative projects: number of new R&D or
pilot projects per year.

Digital maturity: survey-based digital-
readiness assessment (target: advance one
maturity level annually)

Productivity gain: % increase in operational
productivity following IT solution
deployments

New products/services introduces through
digital technologies per year
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Holistic approach

We take a holistic, systematic approach to our employees’ physical, mental,
and social well-being—ensuring decent working conditions, safety, work-life
balance, and health support, even in times of stress and uncertainty.

2 A systematic and holistic approach
to employee well-being, including
physical, mental, emotional and
professional health, safety, social
guarantees, fair compensation, and
robust family support

» Disease prevention, health
insurance and regular check-ups

2 Programmes for mental health,
work-life balance, burnout
prevention, and crisis support

2 Support for older workers and
employees facing difficult
circumstances

2 Safe and healthy working
conditions
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Support employees' health: providing access
to medical services through health insurance
and/or partnerships with medical institutions
and family doctors; developing wellness pro-
grammes focused on physical and mental
health; providing fitness programmes (cor-
porate gym or subscriptions), healthy eating
(access to healthy food), preventive medical
examinations and vaccinations

Support mental health: introduce an EAP (em-
ployee assistance programme) — psychological
consultations, a helpline; stress-management
training, burnout-prevention measures

Support employees' families: implement
measures that support the well-being of em-
ployees’ family members, especially in crises
or heightened caregiving demands. This may
include: health insurance coverage for fami-

ly members (fully or partially funded); events
and engagement activities for families (e.g.
family days, children’s parties, school readi-
ness events); targeted financial assistance in
critical life circumstances (e.g. critical illness,
loss of income, relocation); childcare support
programmes, including: in-house or near-site
childcare facilities; childcare vouchers or subsi-
dies for external providers; flexible scheduling
to accommodate childcare needs; care-sharing
initiatives (e.g. cooperative childcare rotations
among employees or partnerships with local
care providers); educational and development
initiatives for employees’ children (e.g. scholar-
ships, tutoring support etc.)

v

v

v

v

v

v

v

v

v

v

Holistic approach

Participation: % of employees enrolled in
health programmes (target: increase)

Health: % reduction in sick-leave days

Health ROI: cost savings from reduced
morbidity (UAH, target: positive trend)

EAP utilisation: % of employees who used
the support (target: increase)

Stress level: % of employees with high stress
in surveys results (target: annual decrease )

Burnout: burnout index (target: reduction in
% of employees at risk)

Medical coverage: % of employee families
covered by health insurance (partial or full) or
supported via medical clinics partnerships (or
family doctors)

Participation of families in activities:
number of participants in activities for
families

Financial assistance: total UAH amount
granted to employees’ families in critical
circumstances per year

Childcare support:

* % of eligible employees using childcare
support measures

e Number of care-sharing or voucher schemes
implemented

e Availability and utilization rate of in-house or
near-site childcare facilities

* Hereinafter, in the KPI section, “employees/staff” indications refers to data disaggregated by relevant
groups — such as gender (women/men), combat experience (with/without), age cohort, health status,
disabilities, internally displaced persons, foreign workforce etc.



Ensure safe and healthy working condi-
tions: by fully complying with occupational-
safety standards, equipping on-site shelters
during times of war and conducting regular
staff training on safety protocols—evacuation
drills, emergency response exercises, and
periodic health & safety audits

Facilitate access to rehabilitation services —
both medical and psychological—by partner-
ing with state and community providers and
by proactively informing employees about
available resources

Promote work-life balance: through flexible
schedules, opportunities for rest, additional
recovery leave and targeted support for par-
ents (on-site childcare, childcare vouchers or
alternative care arrangements)

Accommodate age-related changes in
working capacity—such as menopause,
pre-retirement needs and carers’ responsi-
bilities—by offering retirement-preparation
programmes, flexible hours for caregivers and
lighter duties or extra breaks for employees
aged 65 and over

Implement corporate well-being pro-
grammes that address physical, mental,
social and financial health, integrating holistic
initiatives that span fitness, nutrition, stress
management and financial literacy

Implement the WHO-ILO guidelines on work-
place mental health by training managers
to recognize and prevent stress, fostering a
stigma-free culture of openness and ensuring
that everyone feels supported.

v

v

v

v

v

v

v

v

v

v

v

v

Human capital resilience Charter

Holistic approach

Injuries: number of accidents at work
(target: O)

Readiness: % of employees trained in HSE
(target: 100%)

Audits of the OP: audit result (high level of
compliance)

Level of awareness: % of employees—
especially veterans—aware of state- and
community-offered rehabilitation services
(target: increase)

Work-life balance culture: assessment of
work-life balance in the survey

Overtime rate: % of employees working
beyond standard hours (target: reduction)

Leave utilisation: average % of annual leave
taken (target: % increase)

Employee satisfaction with work-life balance
(target: positive rate)

Employment of 65+: % of employees aged 65+
still active in their role (target: no decrease)

Participation in well-being programmes: %
of employees engaged in programmes (target:
increase)

Retention: turnover rate comparison between
well-being participants and non-participants
(target: lower for participants)

Absenteeism: reduction of absenteeism/sick-
leave days among participants

Training of managers: % of line managers
trained in mental health support (target:
increase

Asking for help: % of employees indicating
they would report a problem (target: increase)
Psychosocial risks: survey-based measure

of workplace psychosocial hazards(target:
reduction)
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Actions and indicators

Actions in this Charter are indicative steps that companies may adopt to bring its
principles to life. They outline approaches, processes or initiatives designed to create a
sustainable environment for employees. These actions are not mandatory for Charter
signatories, but serve as a structure and an example for solutions that employers
can apply in common, adapted in any case to their particular operating environment.

Indicators (or KPIs) are measurable signs of progress against these actions, helping to
gauge how effectively they're being implemented. They may be either qualitative or
quantitative.

- They are recommended, but not mandatory, to be assigned and interpreted by
each Charter signatory in line with their particular operating environment and
needs

- The list of indicators is indicative and not exhaustive

You can integrate these actions and KPIs into your own action plan, adapting
them to your company's size, structure, resources and priorities.
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Benefits of joining the Charter

That the company receives:

1. Competitive advantage: Endorsing the Charter sets your company apart in the
labour market, making it more appealing to top talent and strengthening your
competitiveness—even against foreign firms. This allows you to attract the best
talent and retain them.

2. Attracting and retaining talent: By fostering a supportive work environment, you
boost employee satisfaction and retention, reduce turnover costs and maintain a
stable, high-performing workforce. This contributes to increased productivity and
efficiency.

3. Innovation and market sensitivity: Embedding continuous learning and cutting-
edge technologies keeps your organization flexible and responsive to market shifts,
ensuring sustained competitiveness in a fast-changing landscape. This ensures
competitiveness and adaptability in a dynamic business environment.

4. Increased employee productivity: Prioritizing employee well-being drives
engagement, lowers absenteeism and lifts overall efficiency—directly impacting
your bottom line. This has a direct impact on the company's financial performance.

5. Risk management and compliance: Adhering to international standards, ethical
practices and robust risk controls builds stakeholder trust and positions your
company as a partner of choice for global investors.

6. It provides access to a library of best HR practices. Since the project launch,
the basic version of the HCR Toolkit has been available. In the future, the tools,
templates, examples and training materials will be regularly updated and
supplemented based on the experience of the signatories and international
partners.

Benefits for management and HR teams:

- An opportunity to rethink HR - V valuable partnerships with the state,
management and build sustainable, donors, and business associations.

adaptive HR systems. .
- Access to practical tools and support

- An opportunity to support employees resources for internal transformation.
with real actions based on the best
national and international experience.

- A part of a strategy for survival and
growth in the face of prolonged
instability.

35



ORGANIZATION'S

PATH IN IMPLEMENTING
THE HUMAN CAPITAL
RESILIENCE CHARTER




Human capital resilience Charter

Organization's Path in the
implementation of Charter

The Human Capital Resilience Charter provides a flexible and supportive roadmap for
organizations seeking to join the initiative and implement its principles. The HCR Jour-
ney consists of five notional stages to accommodate different levels of maturity, re-
sources and readiness of employers. Each company can move through these stages at

its own pace.

The HCR Journey is a continuous transformation process—tailored to each organiza-
tion's maturity, resources and readiness—structured into five progressive stages. At

every step, companies reinforce sustainable change and embed a cycle of continu-
ous improvement:

1. Study and
Signing

2. Planning

3. Implementa-
| tion

4. Analysis

5. Reporting and
| Improvement

Support and

¢ involvement

of senior man-
agement in the
. initiative

¢ Understand the
current situation
in the organiza-
tion in terms of
inclusion, staff
support, veteran
adaptations, DEI,
flexibility, etc.

Introduction to

the Charter and
its implementa-
tion practices

Decision to join
. the Charter

Public accession
. to the HCR Char-
. ter (signing).

Translating the

i vision into stra-

tegic steps

Setting priorities

and developing
an action plan.

Setting goals and
KPlIs (inclusive-
ness, employee
support, veteran
initiatives, flexibil-
ity, etc.).

Integration of
HCR into HR
strategy, policies
and processes.

¢ Identification
. of pilot areas or
 quick wins.

Implementation

i of HCR prin-

ciples in the
organization

Building partner-

ships and engag-
ing employees,
customers, and
communities.

Formation of
internal initiative
groups (e.g. vet-
erans, DEl teams,
etc.).

Cooperation with
NGOs, govern-
ment agencies,
and opinion

. leaders.

Incorporating
. HCR into corpo-
¢ rate communica-

tion and custom-
er experience.

Implementation
of measures: new
policies, trainings,
adaptation of
services, changes
in infrastructure,
etc.

Tracking perfor-

i mance and eval-

uating progress

- Institutionalisa-

tion of principles
— HCR as part of
the company's
DNA.

Regular analy-
sis of progress
(against defined
KPIs) and data
collection (in-
cluding gender
and socially dis-
aggregated data)

Continuous train-

‘ ing and devel-
. opment of staff
i on HCR topics
. (psychological

safety, support
for veterans, in-
clusion, etc.)

Adaptation of
policies and prac-
tices based on
employee feed-
back.

Identification of
barriers or unex-
pected effects.

Transparency,

i increased influ-

ence, trust in

change

Reporting on

results to inter-
nal and external
audiences.

Publication of
cases, reports,
participation in
platforms for
sharing practices

Adaptation of
the action plan
based on the
monitoring re-

. sults.

Scaling up effec-
tive practices.

Strengthening

the employer's
external brand by
demonstrating
open-ness and
respon-sibility.

The HCR Journey isn't a straight path but a continuous cycle: after each phase of
analysis and improvement, an organization can revisit and refine its principles.
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Step 1

Read and sign

In this introductory phase, the organization familiarizes itself with the Charter—its val-
ues, principles and implementation practices—and conducts an initial evaluation of its
current HR approaches, including inclusion, flexibility, veteran support, DEI and related

areas.

Typical actions:

2 Read the Charter and participate
in information sessions

2 Determine motivation to
participate and analyse
readiness

2+ Management supyport for the
initiative

2 Public accession to the Charter
by signing a Declaration

Signing a Declaration

An organization that embraces the Char-
ter's values can formally join the initiative
by signing a Declaration of Accession.
This voluntary, non-financial document
outlines the organization's commitments
to:

- Adhere to the principles of the Charter

-> Promote the implementation of
practices appropriate to their context

- Perform self-assessment and track
progress

- Participate in thematic events or report
on progress (optional)
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Commitments of the signatories

Accession to the Charter is voluntary, yet it entails clear commitments that underpin
our shared responsibility for the development of sustainable and human-centred busi-
ness practices in Ukraine.

The signatories of the Charter undertake to:

- Publicly endorse the Charter’s principles, including a mention on the company's
website (if possible) and consent to be published in the register of signatories on
the Ministry of Economy's of Ukraine official website for the initiative.

- Adopt practices that are appropriate to the chosen level of readiness and
capabilities of the organization (taking into account the specifics of its operating
context, size and economic activity).

- Engage actively with the Charter community whenever possible:

e share experiences and cases;
e join the exchange of practices, training sessions and consultations;

* provide feedback on the Charter's instruments.

- Consider voluntary progress reporting as a means to build trust, foster
accountability and accelerate mutual learning.

What is not required: What is expected:
> No instant reporting or auditing » Willingness to gradually improve
practices in line with the Charter

> No penalty for non-compliance with o]
the clauses principles
> Willingness to share experiences

> No bureaucracy
(successful and not so successful)

> Participation in thematic working
. groups, pilots and exercises

> Openness to self-assessment and
. continuous improvement

39



40

Human capital resilience Charter

Step 2

Planning

After the merger, the company moves on to internal planning: prioritising principles,
adapting them to strategic goals, identifying targeted actions, and formulating KPlIs.

Typical actions:

2 Implementation of the Charter
principles in strategic areas of work

2 Establishment of specific priorities
tailored to your company's context

» Embed the Charter principles
throughout your HR strategy,
policies, and instructions

2 Planning of pilot initiatives or "quick
wins"

Self-assessment and prioritisation
After joining, the organization can:
- Conduct a self-assessment

- |ldentify the most relevant principles
and corresponding actions

- Tailor approaches to the scale of their
business (SMEs/large businesses)

-> Engage the HR, management or other
key people in the process



Step 3

Implementation

Human capital resilience Charter

Implementation of the chosen actions by updating policies, practices and workflows,
engaging internal and external stakeholders, and launching employee support pro-

grammes.

Typical actions:

2 Formation of internal initiative
groups (veterans, DEI teams, HR)
and/or persons responsible for
implementing initiatives

» Cooperation with public and
government organizations

2 Launching or adapting services,
communications, training, and
infrastructure changes

3 Incorporating the Charter into the
customer experience and employer
brand

It will be useful at this stage:

-> Make changes to internal policies and
procedures

- Use the templates and tips in the HCR
Toolkit

- Develop your own employee support
programmes

-> Engage staff and managers into
training

4]
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Step 4

Analysis

At this stage, the organization evaluates the effectiveness of implemented actions by
gathering qualitative and quantitative data, analysing results internally, soliciting em-
ployee feedback, and identifying any barriers or unintended effects.

Typical actions:

2 Implementation of self-assessment
tools and regular monitoring

» Collecting feedback and analysing
changes

» Embedding the Charter's principles
in the company's culture and DNA

2 Adaptation of action plans based on
the results of the analysis




Step 5
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Reporting and improvement

The last stage involves public or internal reporting, participation in the signatory com-
munity, sharing of experience and scaling up successful practices.

Typical actions:

2 Reporting on the results of the
principles implementation at the
request of the Ministry of Economy
of Ukraine

» Publication of case studies,
participation in experience
exchange platforms

2 Scaling solutions across an
organization or industry

2 Enhance employer brand by
fostering transparency through
openness and responsibility

The organization's participation in
joint growth is welcome:

- Submitting successful cases to the
Charter platform

- Participation in working groups,
exchanges and events

- Submission of an annual report

- Joint development of new tools within
the HCR Toolkit

The Charter evolves alongside its signatories. \We encourage gradual, realistic
progress — because even a small step can profoundly strengthen Ukraine's hu-

man capital.
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The Charter and the sustainable
development goals (SDGs)

The Human Capital Resilience Charter contributes to each of the 177 UN Sustainable
Development Goals (SDGs), as human capital is a key resource for recovery, growth

and resilience. By signing the Charter, organizations will contribute, in particular, to the
achievement of the underlined 6 Goals:

GOOD HEALTH
AND WELL-BEING

e

QUALITY
EDUCATION

|

GENDER
EQUALITY

g

DECENT WORK AND
ECONOMIC GROWTH

o

1 REDUGED
INEQUALITIES

V' N
(=)

v

17 PARTNERSHIPS
FOR THE GOALS

&

Ensuring a healthy lifestyle and pro-
moting well-being for all at all ages.

Principles of well-being, mental health,
safe working environment.

Ensuring inclusive and equitable quality
education for all and promoting lifelong
learning.

Skills development, continuous learn-
ing, retraining programmes.

Ensure gender equality and empower-
ment of all women and girls.

Inclusive policies, anti-discrimination
(including on the basis of gender),
equal access to resources.

Promoting sustained, inclusive and
sustainable economic growth, full and
productive employment and decent
work for all.

Support for employees in crisis, adap-
tive work formats, inclusion of veterans.

Reducing inequality within and be-
tween countries.

Focus on supporting different groups
of women and men, reducing barriers
to access to labour.

Strengthening the means of implemen-
tation and enhancing the global part-
nership for sustainable development.

Building partnerships between busi-
ness, government, donors, NGOs.

The Human Capital Resilience Charter (HCR Charter) enables Ukrainian businesses
to make the Sustainable Development Goals a reality — through daily HR practic-
es, policies, supportive culture and management decisions.
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How to join the charter

How to become a signatory to the HCR Charter?

Joining the Charter is a public commitment to embed human-capital-resilience princi-
ples in your organization. We do not expect every practice to be already in place today
— instead, you are declaring your readiness to progress in this direction and collabo-
rate on developing of tools and solutions.

Steps to get involved:

1. Read the charter and principles.
Review all 9 principles to see how they can be tailored
to your organization.

2. Hold an internal discussion.
Initiate a discussion within the HR team, among management, or among
interested employees. You can start with one area, gradually expanding the
commitment.

3. Sign the Declaration of Accession.
It can be sighed only by the first person — the head of the company/organization
(head of the representative office in Ukraine).

4. Submit the signed document via the online form:

[m]: 4 =]

In Ukrainian .

f'..'!". In English
L e T

5. Receive confirmation and information package

After verification, we will send to you:

- Electronic confirmation of the signatory.
- Link to the first version of the HCR Toolkit.

- Information on next steps and events.


https://drive.google.com/file/d/1jiFNeNNCYjpn5SUPRAIPNhVJsIUB01ho/view?usp=sharing)
https://eu.surveymonkey.com/r/HCR-SignUp-UA
https://eu.surveymonkey.com/r/HCR-SignUp-ENG
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Declaration of Accession

OEKNAPALIA NPO NPUEOHAHHA
Ao XapTii cTikocTi noacbKoro Kanitany

Mu, wWwo Hwk4ye nignucanucs, opraHisauii-pobotoaaBli, BW3HAEMO BaXNUBICTb BMPOBAKEHHS
TNOAVMHOLEHTPUYHOMO Migxody B YNpaeniHHI MoACbkUM  kanitanoMm. Mu nparHemo niaTpumysaTtut
€KOHOMIiYHe BiAHOBNEHHA YkpaiHu, 3abeanedytoun rigHiCTb, ChpaBeanuBICTb, PiBHI  MOXIUBOCTI,
iHKNI03it0, MPO30pICTb, BIANOBIAANbLHICTL Ta rPOMaACbKYy [AOBIpY. Haliow MeTow € noKpalleHHs
[06pobyTy NpauiBHUKIB, KMIEHTIB Ta LUMPLLOI CRIfIbHOTY, CNPUSIOYM CTanoMy Ta €TUYHOMY 3POCTaHHIo
Gi3Hecy, a oTxe, i AepxaBu B LiNOMy.

Mu niaTBepaXKyemMo CBOK TOTOBHICTb NpuegHatucs Ao XapTii CTIMKOCTi nroAcbKoro Kanitany,
iHiuioBaHOi MiHicTepcTBOM ekoHOMikM YkpaiHm 3a nigTpumkn €EBponercbkoro GaHKy
peKoHCTpyKUii Ta po3Butky (EBPP) Ta Akagemii ®onbke BepHapotTte (FBA).

Bun3aHatoum cTpateriyHy BaXnmBICTb MIOACHKOro kanitany AN BiAHOBNEHHS Ta CTanoro po3suTKy YkpaiHu,
MU NigTBEPAKYEMO:

e Hawe nparHeHHs 6yTu aKTMBHOIO YaCTUHOK CMiNbHOTK, fka 06’eAHYETLCA AOBKOMa LiiHHOCTEW
€BponencbKoi Aemokparii Ta LiHHOCTen aepxasn YkpaiHa, BignosiganbHOro niaepcrea, piBHUX
MOXJIMBOCTEW, THYYKOCTi, IHHOBAUIHOCTI, NapTHepcTBa Ta WinicHoOro migxody A0 [06pobyTy
npauiBHYKIB;

e Hally NiATPUMKY NPUHLMNIB, BUKNaAeHuX y XapTil;

e T[OTOBHICTb BMpPOBaXyBaTW BIANOBIAHI Aii B HaLin opraHisauii, BpaxoBytoun ii cTparerito,
MacwTab Ta etan posBuTKy.

Mwu nepekoHaHi, Wo us iHiliaTMBa cnpusTMMe CTBOPEHHIO KpaLLMX YMOB npaLi, NOBEPHEHHIO YKpaiHLIB 3-
3a KOpAOHY, iHTerpauii BeTepaHiB, NiATPUMLI Bpa3nuBKX KaTeropin NpauiBHUKIB i NigBULLEHHIO [OBIPU A0
poGoTonaBLiB.

Mwu niaTBEepaXyemo, Lo Hagaemo 3rogy Ha:

e 06pob6Ky Haf@HWX NepcoHarnbHUX | KOPNOPATUBHUX AaHMX BiANOBIAHO A0 YMHHOTO 3aKOHOAABCTBA
Ta NomniTUKN KOHMIAEHLINHOCTI;

®  ONpUNOAHEHHs iHdopMmaLii Npo Hawy yvacTb Ha nnatdgopmi XapTii.

Mpumitka: Hawa opraHisauis He nepebyBae y caHKUiMHKX cnuckax BignoBsigHo fo HauioHanbHoro
peecTpy caHKLii Ykpainu Ta/abo MixkHapogHUX CaHKLIAHNX CMICKIB.

3 noBaroto,
(riB) Data: __ /__ |
(nocada)
(Ha3ea opaaHizauii) Mianue
MevaTka (3a HasiBHOCTI)
Download
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Declaration of Accession

DECLARATION OF ACCESSION
to the Human Capital Resilience Charter

We, the undersigned employer-organizations, recognize the importance of implementing a human-
centered approach to human capital management. We are committed to supporting Ukraine's
economic recovery by ensuring dignity, fairness, equal opportunities, inclusion, transparency,
accountability and public trust. Our goal is to improve the well-being of employees, customers and the
wider community, contributing to the sustainable and ethical growth of business and, subsequently,
the country as a whole.

We confirm our readiness to join the Human Capital Resilience Charter initiated by the Ministry of
Economy of Ukraine with the support of the European Bank for Reconstruction and
Development (EBRD ) and the Folke Bernadotte Academy (FBA).

Recognizing the strategic importance of human capital for Ukraine's recovery and sustainable
development, we reaffirm

e our commitment to be an active part of the community that unites around the values of
European democracy and the values of the state of Ukraine, responsible leadership, equal
opportunities, flexibility, innovation, partnership and a holistic approach to employee well-being;

e our support for the principles out in the Charter;

e our willingness to implement appropriate actions in our organization, taking into account its
strategy, scale and stage of development;

We believe this initiative will contribute to better working conditions, the return of Ukrainians from
abroad, the integration of veterans, support for vulnerable employee groups, and enhanced trust in
employers.

We confirm our consent to:

e the processing of provided personal and corporate data in accordance with applicable legislation
and confidentiality policies;

e the publication of information about our participation on the Charter’s platform.

Note: Our organization is not listed in the sanctions registers of Ukraine’s National Sanctions List
and/or international sanctions lists.

Sincerely,

(Name and Surname)

(Role)

(Organization) Date: __ /__ |/
Signature: Seal (if any)

Download



https://drive.google.com/file/d/1jiFNeNNCYjpn5SUPRAIPNhVJsIUB01ho/view?usp=sharing)

Glossary of terms

Absenteeism is the absence of an employee from
the workplace (often out of habit) when his or her
presence is expected, except during periods of
leave or strikes. (ILO) It is also called "unplanned
leave". It includes sick leave but excludes seniority
or tenure-based leave.

Acceleration programme (or corporate acceler-
ator) — a development initiative —often for high-
tech start-ups— that helps them develop their
products and services, mainly in the early stages,
by providing mentoring, networking, management
services, knowledge and expertise, services, access
to stakeholder resources and office space. (AIS).

Accessibility ensuring that all population groups
have equal, barrier-free access to the physical
environment, transport, information and commu-
nication, information and communication technol-
ogies and systems, as well as to other facilities and
services in urban and rural environments. (CMU
Resolution 294-2025)

Al technologies (Artificial Intelligence systems) are
machine-based systems that, guided by explicit

or implicit objectives, determine how to generate
outputs such as predictions, content, recommen-
dations or decisions that can affect the physical or
virtual environment based on the input received.
Different Al systems differ in their levels of autono-
my and ability to adapt after implementation. (ELI)

ATS (Applicant tracking system) is a human
resources (HR) software that helps organizations
digitally manage their recruitment and hiring
processes. It serves as a central database of jobs
and candidates, where recruitment requests, job
advertisements and CVs are stored, and where
candidates are screened and selected (SAP).

Barrier-free access is a general approach to the
formation and implementation of state policy to
ensure unimpeded access of all groups of the pop-
ulation to various spheres of life. (CMU Resolution

294-2025-p)

Benefit cafeteria is a written employee-benefits
plan allowing participants to choose among two
or more pre-tax qualified benefits (which are not
taxable, such as health insurance or child support)

or cash compensation (which is taxable). (U.S. Code

§125)

Human capital resilience Charter

Benefits are tangible payments or services
provided to a broad group of employees to cover
issues such as pensions, medical care, sickness/dis-
ability, life insurance, internal and external training,
paid leave, in addition to those required by law.
Professional training and development received by
employees are also considered benefits.

Burnout is a syndrome resulting from chronic un-
managed workplace stress characterised by three
aspects: a feeling of energy depletion or exhaus-
tion; increased emotional distance from work or
feelings of negativity or cynicism about one's work;
and decreased professional effectiveness. (WHO)

Coaching is the art of facilitating the person’s
performance, learning and development, where
the coach acts as an subject-matter expert who
provides advice in a very specific area of activity.
(Oxford University School of Coaching and Mentor-

ing)

Code of ethics (code of conduct) is a set of be-
havioural principles that guide decision-making
and conduct within an organization. A written
code of conduct can help an organization promote
ethical behaviour by: declaring the organization's
commitment to certain values; setting out ex-
pected behaviour for all employees; and providing
guidance to all employees when faced with ethical
dilemmas. An effective code is a tool that employ-
ees can use to analyse their own behaviour and
make good ethical decisions. (SHRM)

Combatant — participant in hostilities.

Compensation — includes all other financial bene-
fits (excluding non-salary benefits), including salary
and fringe benefits.

Corporate social responsibility responsibility is
the voluntary commitment of a company for its
impact on society and the environment through
ethical practices, sustainable development, good
governance and contribution to community devel-
opment. (ISO 26000)

Cybersecurity is the protection of individuals,
society and the state in cyberspace, ensuring

the sustainable development of the information
society and digital commmunication environment
through timely detection, prevention and neutral-
isation of real and potential threats to the national
security of Ukraine in cyberspace. (Law of Ukraine
No. 2163-VIll)
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https://www.ilo.org/media/402026/download
https://aisel.aisnet.org/cgi/viewcontent.cgi?article=1057&context=mcis2016
https://zakon.rada.gov.ua/laws/show/294-2025-%D1%80#Text
https://zakon.rada.gov.ua/laws/show/294-2025-%D1%80#Text
https://www.europeanlawinstitute.eu/fileadmin/user_upload/p_eli/Publications/ELI_Response_on_the_definition_of_an_AI_System.pdf
https://www.sap.com/products/hcm/recruiting-software/what-is-an-applicant-tracking-system.html
https://zakon.rada.gov.ua/laws/show/294-2025-%D1%80#Text
https://zakon.rada.gov.ua/laws/show/294-2025-%D1%80#Text
https://www.law.cornell.edu/uscode/text/26/125
https://www.law.cornell.edu/uscode/text/26/125
https://www.who.int/news/item/28-05-2019-burn-out-an-occupational-phenomenon-international-classification-of-diseases
https://www.ciol.org.uk/what-difference-between-coaching-and-mentoring
https://www.ciol.org.uk/what-difference-between-coaching-and-mentoring
https://zakon.rada.gov.ua/laws/show/2163-19#Text
https://zakon.rada.gov.ua/laws/show/2163-19#Text
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Digital accessibility is the ability for as many peo-
ple as possible, including those with disabilities, to
use digital services. It usually includes accessibility
of websites, mobile applications and other infor-

mation and communication technologies. (UNDP)

Digital inclusion is equal access to information,
communication, public and other online services
for all social groups, including people with disabili-
ties, the elderly, etc.

Digitalisation is the process of introducing digital
technologies into all spheres of public life. (Law of
Ukraine 2807-IX)

Employee assistance programme (EAP) is a form
of healthcare support that is common around

the world. EAP services are designed to identify
and address employees' personal or work-related
issues, which in some cases may affect their health
or performance in the work environment. Depend-
ing on the specific EAP, employees may receive
assistance with issues related to: education and
tuition, finances, legal advice, retirement planning,
identity protection, medical and travel advice, child
and elder health, psychological support and refer-
rals to appropriate professionals.

Flexible working hours (flexible schedule) is a
form of work arrangement that allows for the
establishment of a different working mode than
that specified in the internal labour regulations,
provided that the established daily, weekly or other
norms of working time set for a certain accounting
period (week, month, quarter, year, etc.) are ob-
served. (Labour Code, Article 60)

Focus group is a qualitative research method that
involves an organised discussion with a selected
group of people to obtain information about their
views and experiences on a particular topic. This
method allows researchers to gain an in-depth
understanding of participants' attitudes, beliefs
and reactions in the context of group interaction.
(University of Surrey)

Gender equality equal legal status and opportu-
nities for women and men enabling their equal
participation in all spheres of society. (CMU Resolu-
tion 294-2025-p)

Home-based work is a form of employment where
individual performs their job at home or in other
premises determined by him/her, characterised by
the presence of a fixed area, technical tools (fixed
and non-production assets, tools, devices, invento-
ry) or their combination necessary for the produc-
tion of products, provision of services, performance
of work or functions provided for in the constituent
documents, but outside the production or work
premises of the employer. (Labour Code, Article
60).

Human capital is the knowledge, skills, and health
that people accumulate over the course of their
lives that enable them to fulfil their potential as
productive members of society. (World Bank)

Human Capital Resilience (HCR) is the ability of
employees to adapt to shocks, recover quickly
from disruptions, and emerge from crisis situations
stronger. The concept also encompasses the ability
of the workforce to remain productive, engaged,
and maintain physical and mental health even in
the face of external pressures or internal challeng-
es in the system.

Hybrid work is a flexible work model that supports
a combination of in-office work, telecommuting,
remote work, and/or dispersed teams.

Idea Box is a method that allows you to systemat-
ically explore all possible combinations of param-
eters to solve complex problems. It is used as a ma-
trix where various design parameters or problems
are listed, and under each parameter — possible
options. By combining these options, new ideas or
solutions can be generated. (Mindwerx)

Incentives or bonuses are payments for achieving
specific, time-bound goals. Often calculated as a
percentage of base salary. They can be paid in a
lump sum or as regular payments over a period of
time.

Inclusion is a process of improving conditions

for full participation of individuals and groups in
society by empowering, rights and dignity of those
who are marginalised because of their identity or
situation. (United Nations) The ability to feel safe in
any community, regardless of one's "otherness".

Internally displaced person (IDP) is a citizen of
Ukraine, a foreigner or a stateless person who is
legally residing in Ukraine and has the right to
permanent residence in Ukraine, who was forced
to leave or abandon his/her place of residence as
a result of or in order to avoid the negative conse-
guences of an armed conflict, temporary occupa-
tion, widespread violence, human rights violations
and natural or man-made emergencies. (Law of
Ukraine No.1706-VII)

Labour productivity is gross domestic product
(GDP) or gross value added (GVA) divided by the
total number of hours worked. This indicator gives
an idea of the efficiency of labour use in the pro-
duction process. Productivity is the ratio of output
to inputs (OECD).

Lean is a management philosophy and set of
practices focused on maximizing customer value
with minimal resources by optimizing processes,
eliminating waste and fostering continuous im-
provement.


https://www.undp.org/sites/g/files/zskgke326/files/2023-06/korotkiy_posibnik_z_cifrovoi_dostupnosti_-_ukr.pdf
https://zakon.rada.gov.ua/laws/show/2807-20#Text
https://zakon.rada.gov.ua/laws/show/2807-20#Text
https://zakon.rada.gov.ua/laws/show/322-08#Text
https://sru.soc.surrey.ac.uk/SRU19.html
https://zakon.rada.gov.ua/laws/show/294-2025-%D1%80#Text
https://zakon.rada.gov.ua/laws/show/322-08#Text
https://zakon.rada.gov.ua/laws/show/322-08#Text
https://documents1.worldbank.org/curated/en/363661540826242921/pdf/The-Human-Capital-Project.pdf
https://www.opm.gov/policy-data-oversight/future-of-the-workforce/hybrid-work-environment-toolkit/thriving-in-a-hybrid-environment.pdf
https://mindwerx.com/idea-box/
 https://unpan.un.org/sites/default/files/Guidelines%20and%20self%20assessment%20tool/Handbook%20on%20Promoting%20Local%20Innovation%20for%20Inclusion%20of%20People%20in%20Vulnerable%20Situations.pdf
https://ips.ligazakon.net/document/T141706?an=1
https://www.oecd.org/en/publications/oecd-compendium-of-productivity-indicators-2024_b96cd88a-en.html

Mentoring Mentoring is the support and encour-
agement of people provided during the learning
process in order to maximise their potential, devel-
op their skills, improve their performance, and help
them develop as individuals. (as defined by the Ox-
ford University School of Coaching and Mentoring)

Mentoring is on-the-job training in which expe-
rienced employees transfer their knowledge and
experience to less-experienced colleagues to build
necessary vocational skills. (Ministry of Social Poli-

cy)

Mobilised employee employee is an employee
who is called up for military service during mobi-
lisation who retains their job and position for the
entire period of service. (Article 119 of the Labour
Code)

Peer-to-peer (P2P) learning is a learning method
in which participants share knowledge and experi-
ence with each other on an equal footing, without
the traditional role of a teacher, which promotes
active engagement and skill development, i.e.
when one or more learners teach other learners.

People-centeredness is an approach that puts
people's needs, experiences, abilities and well-be-
ing at the centre of the policy, service and system
design, delivery and evaluation. The main features
of a people-centred approach are: a focus on digni-
ty and respect: taking into account human values
and rights; participatory: co-creating solutions with
citizens, employees, and clients; individualisation:
adapting services and approaches to the needs

of specific individuals; accessibility and simplicity:
removing barriers to access to services; focusing
on human outcomes rather than on processes or
institutions. (OECD)

PERMA model — defines five basic elements of
well-being: P (Positive Emotion) — positive emo-
tions, E (Engagement) — involvement, R (Relation-
ships) — relationships, M (Meaning) — meaning, A
(Accomplishment) — achievement. (developed by
Martin Seligman)

Perquisites are rewards provided individually in
the form of goods or services — such as company
cars and mobile devices.

Psychosocial adaptation is the process of help-
ing a person to adjust to significant life changes,
understanding his/her experience, expanding
self-awareness and opportunities for self-realisa-
tion, as well as assistance in solving psychological
and psychosocial problems caused by difficult life
circumstances, crisis, emergency and/or disaster,
military actions. (MoH).
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Quality of life, Quality of life index (QOL) is a
measure of an individual's overall well-being and
life satisfaction, reflecting one'’s perception of their
position within the cultural and value context of
their society, and relative to personal goals, expec-
tations and concerns. It encompasses multiple
dimensions, including physical and mental health,
social relationships, economic status and personal
beliefs.

Referral programme is a structured initiative

that encourages existing customers, partners or
employees to recommend products, services or
businesses to others. (American Marketing Associ-
ation)

Rehabilitation is a set of measures required by a
person who is experiencing or may experience lim-
itations in daily functioning due to health or ageing
in interaction with his/her environment. (Law of
Ukraine No. 1053-1X)

Reintegration is a process in which ex-combatants
transition back to civilian life, gain stable employ-
ment and income. Reintegration is part of a social
and economic process with no clear timeframe,
and takes place primarily in communities, at the
local level. It is part of the overall development of a
country and national responsibility, often requiring
long-term external assistance (as defined in the UN
Disarmament, Demobilisation and Reintegration
Programme's practical guide to integrated disar-
mament, demobilisation and reintegration stand-
ards). (UNDP)

Remote work (or remote, online) ) is a work
arrangement in which work is performed by an
employee outside the workplace or the employer's
territory, in any place of the employee's choice and
with the use of information and communication
technologies. (Labour Code, Article 60)

Responsible leadership is the art of building and
maintaining good relationships with all stakehold-
ers based on recognition, care and responsibility.
(Maak, T., & Pless, N. M.)

Reward system is a set of strategies, policies and
practices that encompasses all direct and indirect
forms of rewards that employers use to attract,
recognise and retain talents. It refers to all forms
of financial incentives that employees receive
from their employers: direct compensation (pay
systems) involves mainly monetary rewards, while
indirect compensation (benefits) typically includes
non-monetary rewards such as recognition pro-
grammes.

Rotation of personnel (staff, employees) is the
planned reassignment of employees to other
positions or departments within the same organi-
zation.
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https://www.ciol.org.uk/what-difference-between-coaching-and-mentoring
https://zakon.rada.gov.ua/rada/show/v1611739-17#n10
https://zakon.rada.gov.ua/rada/show/v1611739-17#n10
https://zakon.rada.gov.ua/laws/show/322-08#Text
https://zakon.rada.gov.ua/laws/show/322-08#Text
https://www.oecd.org/en/publications/oecd-framework-and-good-practice-principles-for-people-centred-justice_cdc3bde7-en.html
https://www.tandfonline.com/doi/full/10.1080/17439760.2018.1437466
https://zakon.rada.gov.ua/laws/show/z0126-24#Text
https://faculty.wharton.upenn.edu/wp-content/uploads/2012/04/Schmitt-Skiera-vandenBulte-2011-Referral-Programs-Customer-Value.pdf
https://faculty.wharton.upenn.edu/wp-content/uploads/2012/04/Schmitt-Skiera-vandenBulte-2011-Referral-Programs-Customer-Value.pdf
https://zakon.rada.gov.ua/laws/show/1053-20#Text
https://zakon.rada.gov.ua/laws/show/1053-20#Text
https://www.undp.org/uk/ukraine/publications/praktychnyy-posibnyk-iz-kompleksnykh-standartiv-shchodo-rozzbroyennya-demobilizatsiyi-ta-reintehratsiyi
https://zakon.rada.gov.ua/laws/show/322-08#Text
https://pmc.ncbi.nlm.nih.gov/articles/PMC8703137/
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Signatory to the Charter is an organization that
has formally endorsed the principles and commit-
ted to implementing them within its activities by
signing a Declaration of Accession to the Human
Capital Resilience Charter.

Staff turnover is the (number of dismissed em-
ployees for the period / average humber of em-
ployees for the period) x 100, where:

e Number of employees dismissed - those dis-
missed voluntarily or at the initiative of the
company, retirement, sometimes temporary
contracts are taken into account;

¢ Average number of employees = number of em-
ployees at the beginning of the period + number
of employees at the end of the period/2;

The average "healthy" indicator of companies is 10-
15% of staff turnover, but each industry has its own
indicators. (SHRM)

Sustainable Development Goals (SDCs) are sev-
enteen global objectives, adopted by the United
Nations in 2015 to guide development from 2015
through 2030. They succeeded the Millennium
Development Goals and encompass 169 targets
across economic, social and environmental dimen-
sions. (SDGs)

Synergy is a cumulative effect, which means that
when two or more factors interact, their effect
significantly outweighs the effect of each individu-
al component in the form of a simple sum of them
(Wikipedia)

Veteran (war veteran) is a person (woman or
man) who participated in the defence of their
homeland or in hostilities on the territory of other
states. War veterans include: combatants, persons
with disabilities as a result of war, and war veterans.
(Law of Ukraine No. 3551-XIl)

Veterans' Job Bank is a specialised resource
that contains information on available vacancies
adapted to the needs of veterans to facilitate their
employment and reintegration into civilian life.

War-affected groups — Ukrainian legislation cur-
rently does not contain a unified or general defi-
nition of the term “individuals affected by war” or
“war-affected groups”. Therefore, it is recommend-
ed to refer, when working with different groups, to
the existing legal definitions that apply to specific
categories, such as:

¢ \War veterans, combatants, persons with disabil-
ities due to war, and family members of de-
ceased defenders (Law of Ukraine "On the Status

of War Veterans and CGuarantees of Their Social
Protection");

¢ Internally displaced persons (IDPs) (Law of
Ukraine "On Ensuring the Rights and Freedoms
of Internally Displaced Persons");

¢ Vulnerable population groups — individuals or
families at high risk of facing difficult life circum-
stances due to adverse external and/or internal
factors (Law of Ukraine "On Social Services");

¢ Persons with disabilities (all groups) (Law of
Ukraine "On the Fundamentals of Social Protec-
tion of Persons with Disabilities in Ukraine");

¢ Children affected by military actions and armed
conflicts (Resolution of the Cabinet of Ministers
of Ukraine No. 268 dated 05.04.2017);

¢ Orphans and children deprived of parental care
(Law of Ukraine "On Child Protection");

e Survivors of domestic violence (Law of Ukraine
"On Prevention and Combating Domestic Vio-
lence");

¢ Victims of human trafficking (Law of Ukraine "On

Combating Human Trafficking");

e Elderly citizens (Law of Ukraine "On Basic Princi-
ples of Social Protection of Labour Veterans and
Other Elderly Citizens in Ukraine");

¢ And other legally recognized categories.

Wellbeing is a positive state experienced by indi-
viduals and societies. Like health, it is a resource for
everyday life and is determined by social, econom-
ic and environmental conditions. (WHO)

Win-Win principle is a situation or agreement
where all parties involved benefit and no one loses.
It emphasises mutual advantage and shared suc-
cess rather than competition and individual gain.

70-20-10 model is a learning model that assumes
that 70% of knowledge is acquired through prac-
tical experience in the workplace, 20% through
interaction with colleagues and mentors, and 10%
through formal training (courses, trainings). (Lom-
bardo M.; Eichinger R)



https://www.shrm.org/topics-tools/tools/how-to-guides/how-to-determine-turnover-rate
https://sdgs.un.org/goals
https://uk.wikipedia.org/wiki/%D0%A1%D0%B8%D0%BD%D0%B5%D1%80%D0%B3%D1%96%D1%8F
https://ips.ligazakon.net/document/T355100?an=29
https://zakon.rada.gov.ua/laws/main/3551-12
https://zakon.rada.gov.ua/laws/main/3551-12
https://zakon.rada.gov.ua/laws/main/3551-12
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https://zakon.rada.gov.ua/laws/main/1706-18
https://zakon.rada.gov.ua/laws/main/1706-18
https://zakon.rada.gov.ua/laws/show/2671-19#Text
https://zakon.rada.gov.ua/laws/show/875-12#Text
https://zakon.rada.gov.ua/laws/show/875-12#Text
https://zakon.rada.gov.ua/laws/show/875-12#Text
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https://zakon.rada.gov.ua/laws/show/2402-14#Text
https://zakon.rada.gov.ua/laws/show/2229-19#Text
https://zakon.rada.gov.ua/laws/show/2229-19#Text
https://zakon.rada.gov.ua/laws/show/2229-19#Text
https://zakon.rada.gov.ua/laws/show/3739-17#Text
https://zakon.rada.gov.ua/laws/show/3739-17#Text
https://zakon.rada.gov.ua/laws/show/3721-12
https://zakon.rada.gov.ua/laws/show/3721-12
https://zakon.rada.gov.ua/laws/show/3721-12
https://iris.who.int/bitstream/handle/10665/350161/9789240038349-eng.pdf
https://en.wikipedia.org/wiki/70/20/10_model_%28learning_and_development%29
https://en.wikipedia.org/wiki/70/20/10_model_%28learning_and_development%29
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Abbreviations

CRM
DEI
EAP

ENPS

ERP
ESAT

ESG

FOP
GDPR

GRI

HCR

IDL

IDP

IDP
ISO/IEC 27001
NGO
PTSD

ROI

ROLI

SASB
SDGs
SME

STEM

VB

Customer Relationship Management
Diversity, Equity, and Inclusion
Employee Assistance Programme

Employee Net Promoter Score (employees' willingness to recommendan em-
ployer)

Enterprise Resource Planning

Employee Satisfaction (Score)

Environmental, Social and Governance (factors of sustainable development)
Individual Entrepreneur

General Data Protection Regulation (EU)

Global Reporting Initiative (Sustainability Reporting Standards)
Human Capital Resilience

International Labour Organization

Internally Displaced Person

Individual Development Plan

International Standard for Information Security Management
Non-Governmental Organization

Post-Traumatic Stress Disorder

Return on Investment

Responsibility for Others' Learning and Innovation (recognizing and fostering
colleagues’ growth)

Sustainability Accounting Standards Board (USA)
Sustainable Development Goals

Small and Medium-sized Enterprises (up to 1,500 employees)
Science, Technology, Engineering, and Mathematics

Very Large business (over 1,500 employees)
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WCAG/UA Web Content Accessibility Guidelines / Ukrainian Accessibility Standards (Inter-
national accessibility guidelines that offer recommmendations on how to improve
the accessibility of web content)

WHO World Health Organization

WLB Work-Life Balance









