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Abstract 

In today’s environment, characterized by dynamic changes in the security and defense sector, as well 

as increasing competition for qualified personnel, innovative human capital management practices are 

becoming increasingly important. Effective human capital management is becoming a key success 

factor for organizations in these sectors, ensuring their ability to adapt to new challenges, implement 

innovations and perform their tasks at a high level. In this article, we examine the challenges defense 

(military) and national security organizations face today in terms of their HRM policies and the effect 

of the institutional environment and strategy on these policies. We start by providing a summary of how 

HRM has changed over time in certain industries, how it is now understood, and some broad theories 

within the HRM field. For instance, the internal and external environments of defense and security 

firms have changed in recent years, which presents significant issues for organizational fit and 

personnel policies. We outline the relevant prospects and vectors and talk about how defense and 

security businesses have responded to these problems. 

 

Keywords: Security, Human Resource Management, Competences and Public Administration, Talent 

Management, Military Learning Organization. 

 

INTRODUCTION 

 

Correspondence concerning this article should be addressed to Oksana Bashtannyk, Doctor of Sciences in 

Public Administration, Associate Professor, Associate Professor, Department of History and Political Theory, 

Dnipro University of Technology, 19, Dmytra Yavornytskoho Ave., 49005 Dnipro, Ukraine, 

Bashtannyk0V@nmu.one 

In the contemporary global environment, defense and security face several difficulties, such as managing 

complex systems, adjusting to changing threats, and dealing with resource limitations. The resurgence of major 
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power competition, the speed at which technology is developing, and the interdependence of global security all 

contribute to these difficulties. Due to the complexity of geopolitical processes and the growing number of 

stakeholders involved, rapidly changing hybrid threats, and the increasing unpredictability of armed conflicts 

occurring in different parts of the world, security and defense organizations must become more agile and 

efficient in their decision-making and action. This therefore necessitates giving the HRM system and staffing 

particular consideration.  

Employees at national security and military agencies are essential in managing procedures, advising leadership, 

and making sure policies are carried out. Their contributions cover a wide range of topics, such as interagency 

collaboration, crisis management, and policy development — all of which are critical to preserving national 

security (Kurnia et al., 2023). Security and defense companies try to implement innovations in HRM procedures 

to make sure they are in line with the aforementioned environment.  

In order to handle changing threats and technological breakthroughs, the defense industry's innovative human 

resource management (HRM) strategy aims to draw in, nurture, and keep top personnel while simultaneously 

encouraging a culture of creativity and adaptation. This entails making use of modern tools, encouraging 

inclusivity and diversity, and guaranteeing moral leadership.  

In addition, an organization's HRM strategy should, at the very least, be somewhat in line with national standards 

and beliefs about the employer-employee relationship. In addition to determining which HR policy should be 

implemented, an organization's strategy also affects which HR policies are practical and which are not. There is 

no right or wrong course of action, according to the strategic fit; instead, each organization should think about 

what is best for itself. People's attitudes, actions, and thoughts must also change for the strategy to be effective. 

This calls for effective and adaptable personnel management, even in the military. For instance, the US military's 

HRM system in 1997 was primarily created to inspire staff members using traditional personnel management 

procedures (strong hierarchy, promotion selection, retention screening, evaluation, and primarily extrinsic 

individual rewards). In order to maximize the "fit," a study conducted in the USA showed that greater 

differentiation was required to respond and adjust to outside influences. As a result, it was advised that 

hierarchical authority not compromise the potent system of intrinsic rewards and motivation (Buijs & Olsthoom, 

2024). Since many employees depart on a regular basis and there are many openings, it was recently discovered 

that the Netherlands' flexible HRM system is not very flexible when it comes to flexible working arrangements 

and retaining talented persons (Ministry of Defense, 2020). Given the current internal and external issues facing 

the military, the system is no longer an appropriate match.  

Therefore, many future military scenarios have varying effects on HR policies and tools, including outsourcing, 

professionalization, development, and recruitment. The following factors should be taken into account: (1) the 

organization's public responsibilities and societal norms; (2) governmental pressure and expectations regarding 

HR policies; (3) the organization's legal responsibility and employee privileges; and (4) the local labor market 

situation, including the level of labor mobility and the potential of new hires on the labor market (e.g., Boselie, 

2014). The question of what it means to be a publicly funded and politically controlled organization in terms of 

personnel policy looms large over all of this. According to Boselie (2014), a high-performance approach is one 

that emphasizes the significance of consistency in an organization's environment and strategy.  

Thus, investigation of the state-of-the-art, best practices, effective patterns, failures and pitfalls in the field of 

innovative human capital management practices in the security and defense sector represent highly relevant task 

for public administration science and practice. 

 

LITERATURE REVIEW 

 

In essence, human resource development is the process of developing people as both an object (human 

resources) and a subject (human capital) of national development. For employees, value encompasses not 

only cash but also non-monetary rewards like identification, use value, and accomplishments (Meijerink & 

Bondarouk, 2018). Because human resources can be empowered with reason, sentiments, talents, skills, and 

knowledge that can develop sustainably, they are the most significant resource and the most decisive factor 

in civilizational evolution. The ability of a nation to transform its resources into useful military tools should 

always be connected to its capacity to increase its defensive forces. For a business to survive in this 

environment, it is crucial to comprehend human resource management in strategic agility (Ahammad et al., 

2020), particularly when talking about the nation's military initiatives.  

Researchers stress that creative solutions are needed to continuously adjust to opportunities and risks as the 

type and degree of dynamic environmental change develops (Weber & Tarba, 2014). Policies in human 

resource management can be adjusted to address threats when they arise, but crisis preparation is more 

successful when it is planned for (Williams et al., 2017). 

Organizations and leadership that can adapt and accommodate changes, as well as a professional attitude 

reflected in a high level of proficiency supported by a highly selective recruitment system and a dynamic 

work environment, determine the effectiveness of defense resource management (Cutic, 2023).  
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According to the literature, the following elements are said to have an impact on the development of human 

resource competencies in defense: personal beliefs and values, attitudes toward oneself and others, 

competence-related skills, experiences, individual personality traits, motivations, intellectual prowess, and 

organizational culture (Setiawan, 2024). In addition to elements that support the nation's defense efforts, such 

as the function of mass media, communication systems, and optimized public information in supporting the 

implementation of social capabilities for the success of state defense efforts, social capabilities can be 

developed through education, health, disaster management, and legal compliance (Arifin & Tajudeen, 2020).  

In addition to being evident in the growth of human resources, the development of defense equipment also 

demonstrates an increase in professionalism. Three strategic factors must determine the availability of 

defense technology: a) the existence of threats; b) outdated, dangerous, damaged, or modernized defense 

equipment programs; and c) the foundation of long-term, macro-level plans for project funding and execution.  

The development of cutting-edge technology in accordance with the profession and for the sake of national 

defense enables reserve and supporting components to become more professional through increased 

competency. In order to establish an HR network that can be empowered for the benefit of national security, 

human resources, as actors in science, technology, and the defense sector, are required to be able to catalog 

all types of threats, both military and non-military.  

Two major elements make up workforce capability, according to Australian academics. One essential element 

of capability is workforce “demand”, which is the Defense Department's desire for particular numbers and 

competencies. For instance, the Strategic Workforce Planning Review acknowledges that the challenge is to 

shift the (demand side) distribution of people, components, and competences across the necessary capabilities 

(Nguyen, 2022). The civilianization of certain military jobs, the role of approximately 16,000 Defense 

Australian Public Servants (APS), and the use of private sector workers or Professional Service Providers to 

cover front-line positions in lieu of both APS and Australian Defense Force (ADF) personnel are among the 

issues. The impact of technology is also important; for instance, convergent technology may make projects 

more competitive for the same skills and personnel. These demand-side developments will affect workforce 

predictions, necessitate decisions in the Defense Capability Plan, and overwhelm any offsets that may result 

from decommissioning assets or enhancing capabilities.  

The Skills Priority List for Australia includes a number of skill types identified by the National Skills 

Commission (2021). There is a nationwide scarcity of competent workers in Australia, particularly in 

industries like engineering, ICT security, and intelligence. In addition, there will be a high demand for these 

occupations in the future, thus Defense will always have to contend with rival companies for a relatively 

small pool of skilled workers.  

These skill sets are transferable, even though the ADF, and the Army in particular, currently has a pool of 

competent experts in these fields. According to Groysberg et al. (2008), Gary Becker defines mobility as 

universal human capital that can be transferred to several employers. The defense industry, which is expected 

to continue to be a significant market competitor for the skill sets required to confront the future adversary, 

is frequently contracted to develop new sovereign capabilities.  

The ability of businesses in the industry to offer possibly better value propositions than those offered by the 

ADF also poses a challenge to these labor economic concerns. Defense has been sluggish to react to industry 

practices, even while it recognizes the use of flexible work initiatives and the Total Workforce System to 

allow for increased workforce flexibility.  

The ability to create and comprehend a competitive positioning strategy - which Boudreau and Ramstad 

(2007) define as the distinct value proposition offered to the market - is one of the ADF's main challenges. 

The demographic of the job pool that the ADF hires for makes it even more difficult to create and comprehend 

this value proposition (Abernethy, 2018).  

Targeting and addressing the intrinsic motivators of the workforce is one way to provide relevant value 

propositions to both present and prospective service members. According to strategic workforce reporting 

and analysis (The State of Australia's Defence, 2022), there has been a 20% increase in separations over the 

past 12 months in certain categories, such captains, compared to the preceding three years. This poses serious 

problems for the Army and its future, especially if these patterns persist and the job market is still quite 

competitive.  

McKinsey (2017) asserts that military organizations should employ a variety of strategies and tactics to find 

and hire qualified personnel. The first and most crucial step in the talent retention management process is 

hiring a talent pool. The applicants in the talent pool have the potential to be commanders and leaders of the 

command structure that will oversee military operations and battle. They uphold the necessary competitive 

criteria for state security provision and protection. Al Ariss (2014) asserts that there are two ways to cultivate 

talent: internally and externally. It is strongly advised that units and formations in military organizations use 

internal selections. The officers are already familiar with the organization's structure, operations, and culture 

(Baporikar, 2021). According to Joffrion and Wozny (2015), military groups operate in a variety of ways. 

Consequently, hiring from outside will necessitate spending money on training and development so that staff 
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members are familiar with the system. However, the fact that leaders do not recognize their potential will 

deter prospective officers. For instance, before an officer in the Namibia Defense Force can wear a uniform 

or carry out any military duties, they must be commissioned by the Chief in Command, who is the President 

of the nation (MOD, 2016). Before being commissioned, the individual will remain there for years if there 

are no training resources available.  

Nowadays, a lot of academics stress the importance of using novel HRM practices from the corporate sector 

that have been shown to work (Badea et al., 2015; Mazilu, 2024). Talent management via talent marketplaces 

is one of the suitable vectors. There are already real-world examples. A significant breakthrough in the U.S. 

defense and security industry is the introduction of a platform driven by artificial intelligence to find and 

match talent throughout the combined force. One of the transformative projects of the Defense Innovation 

Unit is the GigEagle platform, which combines the phrase for a temporary employment opportunity with the 

eagle from the Defense Department's renowned heraldry. It matches Reserve and National Guard troops with 

jobs that best suit their whole skill set, including in-demand skills from civilian jobs. Such adoption is likely 

to continue, and much like the business sector adopted military-style management at the end of the 20th 

century, the defense and security sectors are now adopting and introducing HRM practices from commercial 

companies, which enhances their respective knowledge bases and efficiency in human capital management.  

Nevertheless, the studies within the field of human capital management in defense and security sectors are 

predominantly scattered and exclusively nation-specific, which necessitates further deepening of the research 

and application of systemic approach. 

 

METHODS 

 

In this work, the authors employed a descriptive method based on a literature study methodology. In both 

qualitative and quantitative research, literature reviews can shape one's mindset. Through narrative review, 

we employ qualitative literature review (Suárez et al., 2017). Data and relevant information regarding human 

resources in the defense and security domains are gathered as part of the literature study.  

The fact that a narrative review, sometimes referred to as a traditional or literature review, is a kind of review 

article that synthesizes and summarizes previous research on a particular issue, frequently offering a more 

comprehensive overview and interpretation of the literature, dictates the approach choice. Narrative reviews 

may be more subjective in their analysis and synthesis and do not adhere to the same rigorous process as 

systematic reviews. One kind of knowledge synthesis is narrative reviews (Sukhera, 2022). A narrative 

review might incorporate a wide range of studies and offer an overall overview, along with interpretation and 

critique, whereas a systematic review typically concentrates on a single subject in a particular context and 

follows a predetermined procedure to synthesize data from related studies. Due to above-mentioned scattered 

and narrow-focusing nature of the studies within the field under consideration, narrative review was seen by 

us as the optimal tool for systematization of available provisions and findings.  

The overall sample of literature sources chosen for analysis in ScienceDirect, Wiley, JSTOR databases, as 

well as RAND archive and direct search in Google search engine included 32 items. 

RESULTS AND DISCUSSION 

Historically, the military industry has relied heavily on innovation. Several disruptive technologies, like 

robotics, artificial intelligence (AI), and the internet of things, have increased this intensity throughout the 

past ten or so years. A severe lack of skills to keep up with these technical advancements is being caused by 

the rapid advancement of these technologies combined with young workers' generally low interest in the 

military industry (Andriyiv et al., 2022). Hence, it is necessary to concentrate on making the defense industry 

more dynamic, to encourage the development of particular technical and transversal skills in the present and 

future workforce to deal with the ongoing technological evolution, and to develop a strategic vision for future 

skills to comprehend how education and training can meet industry's demands for skilled human resources.  

The ASSETS+ project, introduced by the European Commission, aims to develop a strategy to reskill and 

upskill professionals as well as attract new talent to the defense sector (Popovych et al., 2022; Bashtannyk et 

al., 2024). This strategy includes designing and developing training programs that are in line with actual 

industry needs, based on the identification of the skills that the defense industry needs, and standardizing the 

priority job profiles related to the emerging technologies identified in the project (Semenets-Orlova et al., 

2022; Arivazhagan et al., 2023). Aiming to create a sustainable supply of qualified human resources, this 

strategy for developing human resources (HR) for defense is a component of the ASSETs+ sector Skills 

Strategy. It gives defense companies access to qualified professionals who will help them overcome the 

challenges posed by technological evolution and demanding socio-economic contexts, such as those that 

Member States and industrial ecosystems across Europe are currently facing (Nogueira et al., n.d.).  

Based on the findings of the analysis carried out under ASSETs+ Work Package 1 (WP1-Technology and 

Skill Analysis), ASSETs+ will create training programs to be included in a European Defense Qualification 

System (targeting students from Vocational Education and Training (VET), graduate and undergraduate 
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students from Higher Education (HE), and professionals seeking to upskill. These programs will be validated 

by important industry stakeholders to guarantee their alignment with the most recent developments in the 

defense sector.  

The EDSP strategy (European Defense Skills Strategy 2020–2024), which is a collection of implementing 

activities and supporting actions that are in line with specific goals and address key defense gap drivers such 

as low defense investment, skills mismatches, and demographic challenges, will be expanded upon by the 

ASSETs+ strategy for Skills for Defense in order to match the supply and demand of skills. Additionally, it 

will be based on particular ASSETs+ findings (Nogueira et al., n.d.):  

a. Potential application domains are identified, technologies are mapped to those applications, and pertinent 

technologies are identified, scored, and categorized as part of the Defense Technology Roadmap (R1.2).  

b. The ASSETs+ project's three categories are identified by the Skill Blueprint (R1.3), which classifies 

technical, defense-related, and transversal skills according to qualitative and quantitative metrics pertaining 

to levels of specialization, knowledge, and labor market demand.  

c. Fiches (R1.6), which lists a number of initiatives, strategies, and best practices implemented at the national, 

regional, and European levels that may contribute to the advancement of skills for the defense sector.  

In the meantime, as it increases production and innovation to tackle escalating security problems, the 

European military industry is facing an unprecedented need for talented labor. Despite supporting about 

581,000 employments and generating €158.8 billion in revenue in 2023, industry executives caution that it is 

getting harder to meet the growing need for talent (Soler, 2025).  

Both Europe and other regions continue to face these issues. After more than ten years of concentrating on 

updating doctrine and equipment, the Gulf Cooperation Council's (GCC) armed services in particular realize 

the need to focus on human capital development. Military human resources (HR) models that attract, retain, 

and train personnel to have the necessary capabilities during service and subsequently prepare them for 

retirement are necessary for GCC forces to benefit the most from this modernization (Borysenko et al., 2025; 

Berezniak et al., 2025). Rather, morale, motivation, and performance issues are currently plaguing GCC 

forces. Because it is more difficult to "buy" military human capital than military weapons, they lack 

individuals with the requisite capabilities (Modernising GCC military HR models, 2018). The governments 

of the GCC place a strong emphasis on the need to change military HR practices in order to draw in the best 

personnel, train them appropriately, make better use of them, and facilitate their reintegration into society 

after retirement. In addition to providing the skills needed in conditions of increased security and growing 

need for advanced capabilities, this will boost morale (Avedyan et al., 2023; Byrkovych et al., 2023). Military 

HR models that flexibly assign careers to boost productivity and efficiency, offer attractive pay scales linked 

to skills and responsibility, encourage mental and physical health, use more flexible recruitment, and 

guarantee that retirees are properly assimilated into civilian life are all necessary for GCC militaries to 

accomplish this (Gupta et al., 2024; Ferdman et al., 2025). These approaches aim to empower service 

members to take charge of their careers, promote professional and academic growth, and tie promotions to 

performance.  

Military HR models are under unsustainable expectations due to geopolitical and military trends. Figure 1 

illustrates the burden on GCC military human capital. 

 

FIGURE 1 GCC MILITARY HUMAN CAPITAL CHALLENGES (MODERNIZING GCC MILITARY 

HR MODELS, 2018) 
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Meanwhile, the aforementioned GCC-context report's key finding is that military HR approaches from the 

past are unable to cope with operational demands. During a period of rather calm and stable conditions, GCC 

forces created their military human resources models. The speed of military operations and the speed at which 

technology is developing nowadays are too much for these models to handle. Actually, this applies to many 

nations, not just the GCC.  

The life cycle of military personnel demonstrates the shortcomings of the military HR paradigm during 

peacetime. In addition to having a less appealing hiring process than civilian alternatives, the current military 

HR model fails to provide personnel with the professional skills necessary for their military careers, utilizes 

them to the fullest extent possible, and fails to adequately prepare them for their transition to civilian life 

upon retirement (Nekhai et al., 2024; Maidaniuk et al., 2025). Additionally, hiring is less tempting than in 

the private sector, and GCC military only hire entry-level workers who subsequently receive cadet training 

(Smolinska et al., 2024). When compared to the skills that businesses teach those entering the private sector, 

the standard military abilities provided by this initial training are unappealing (Kichurchak et al., 2024; 

Mykolaichuk et al., 2025). Over the course of a career, personnel either receive training for future 

specializations or do not receive any training at all. The U.S. military, on the other hand, hires entry-level 

staff and searches for prospective officer recruits who have college degrees in a variety of fields, so the intake 

is broad from the start.  

The GCC defense and security sector must develop, carry out, and evaluate the implementation of a new 

military HR model. Every element of the new military HR approach incorporates long-term planning and 

data-driven performance management (Ortina et al., 2023). Every component of the defense industry, 

including the military, the ministry of defense, and the privately and publicly held defense sectors, will 

require a unique human resources strategy. Every organization in the military industry will need to create its 

own career pathways (see Figure 2). 

FIGURE 2 A NEW MILITARY HR MODEL SUGGESTED IN GCC (MODERNISING GCC MILITARY 

HR MODELS, 2018) 
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A new, four-step military HR model that develops defense human capital must be implemented by every 

department in the defense industry.  

The contemporary geopolitical environment and battlefield necessitate the use of contemporary talent 

management solutions. Updating backend technologies is no longer the only aspect of modernizing HR 

administration; building a platform to support mission-critical readiness is also important.   

Many public administration organizations in the defense and security sectors have been using separate or 

shared legacy human resource systems for far too long, which is unable to meet the needs of the modern 

digital environment (Pasichnyi et al., 2024; Pavlovskyi et al., 2024). These antiquated, one-dimensional 

systems frequently exist in disjointed silos. Sometimes they are unable to connect to linked agencies' systems. 

In addition to wasting resources and impeding interagency collaboration, this patchwork approach restricts 

an agency's ability to fully comprehend the skills of its workforce. Additionally, it makes it difficult to analyze 

trends throughout the government, standardize best practices, or share information effectively.  

Agency leaders' capacity to identify, develop, and implement the skills they require is further hampered by 

the absence of standardization and the inability to compile vital HR data throughout the government 

(Panasiuk et al., 2020; Cherniaiev et al., 2024). The creation and implementation of integrated, shared service 

solutions are still hampered by outdated infrastructure and procedures, which also make it more difficult to 

properly utilize talent throughout the government.  

On the other hand, real-time data and analytics are provided by contemporary, flexible, cloud-based systems, 

enabling agency leaders to make strategic decisions more quickly (Zilinska et al., 2022). AI-powered 

analytics are rapidly being added to those systems in order to uncover previously unknown labor trends, skills 

shortages, and performance indicators.  

The necessity of more deliberately identifying, developing, and utilizing talent is another important change 

occurring in today's world. In today's competitive labor market, agencies increasingly face talent and skills 

mismatches that are made worse by traditional hiring procedures that are primarily focused on credentials 

and out-of-date job descriptions (Petrukha et al., 2023; Poliova et al., 2024). Agency leaders understand that 

in order to accomplish project and mission goals, they must deploy their staff in a skills-based manner that 

gives priority to the necessary competences and capabilities.  

It is evident that matching skill to the task involves more than just “what you were or what you've done, but 

what you can do”. For this reason, it is necessary to strategically evaluate talent by utilizing cutting-edge 

technologies like artificial intelligence.  

Workday Government Cloud, for example, has been chosen by the Defense Intelligence Agency (DIA) to 

maximize talent, shorten time-to-hire, and proactively manage career trajectories. By integrating and 

directing the entire range of skills throughout the organization, time-to-hire will be shortened to less than 180 

days, workforce retention will be improved, new e-learning opportunities will be provided to upskill staff, 

and people will be more efficiently matched to projects based on their skills, location, availability, language 

proficiency, and certifications.  

By automating business and training procedures, a cutting-edge, AI-powered workforce management 

platform may significantly improve hiring procedures, speed up onboarding, and foster employee growth 

(Petrukha et al., 2015; Pyatnychuk et al., 2024). Leaders may improve their understanding of key workforce 

parameters, such as employee skill proficiency, experience, location, and availability, by utilizing integrated 

analytics. Better data-driven decision-making is made possible by this. Additionally, it allows agencies new 

methods to compete more successfully for top talent and show prospective and existing employees better 

career routes for promotion.  

Talent management maximizes human performance and engagement by matching individual skills with the 

demands of the military (the best soldier at the right position at the right time). It incorporates tactics for 

employment, retention, growth, and acquisition (Ryzhakova et al., 2022; Ravlinko et al., 2023). By creating 

and carrying out training programs, offering coaching and mentoring, gathering feedback, and evaluating the 

performance of the organization's skilled employees, HR departments play a crucial role. The US Army's 

personnel system, for instance, offers a more individualized management structure that may assist retain and 

inspire youth and better equip them for leadership positions (Arnold, 2015). Additionally, a new HRM system 

that emphasizes talent management and takes into account employees' wants and abilities by providing career 

views on both internal and external labor markets is being gradually implemented by the Netherlands' armed 

forces (Ministry of Defense, 2022).  

Military organizations used to be internal labor markets where employees received on-the-job training and 

internal training. However, a number of environmental factors have caused military organizations to shift 

their focus to an external labor market, making personnel management far more significant than it was 

previously. Additionally, it is more crucial than ever for personnel policies to reflect cultural norms (Buijs & 

Olsthoom, 2024). The old notion that a military profession is a lifetime career is no longer true in many 

countries, and this is especially crucial when dealing with soldiers who must leave the military organization 
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for whatever reason (Saik et al., 2023; Zayats et al., 2024). This is among the reasons why militaries are 

increasingly providing new recruits with the opportunity to get additional credentials beyond those required 

solely for military use. Today's analysts observe that the military profession is becoming more and more like 

other professions.   The US and European militaries, in particular, understand the need of work-life balance 

and, as previously said, provide a range of initiatives to support their people (Sydorchuk et al., 2024; Serhieiev 

et al., 2025). These initiatives include leave policy, child care, counseling, and family support services. A 

positive work environment depends on the interactions between employees. With notable advancements in 

diversity and inclusivity in recent years, European military organizations have put in place regulations to 

encourage moral behavior, diversity, and inclusion (Reis & Menzenes 2019). Although the US military is 

dedicated to diversity and inclusion, it has trouble putting changes into practice, especially when it comes to 

sexual harassment and assault (Reis & Menzenes 2019; Yeung et al. 2017).  

The internal marketing (IM) concept has become a central idea in marketing and human resource 

management (HRM) discussions about future developments during the past few decades. IM is the 

application of the external marketing concept within a business (Voronina et al., 2024; Zhumbei et al., 2025). 

The concept's use can be linked to broader HR procedures that have an impact on customers, employees, and 

organizations. The idea of a military learning organization should also be discussed in this context. An 

organization that promotes a culture of ongoing learning and adaptation is considered a military learning 

organization. This allows it to effectively respond to changing circumstances and difficulties, especially 

during times of conflict (Yermachenko et al., 2023). This includes creating an intellectual openness mindset, 

encouraging information sharing, and incorporating learning processes into the organization's structure and 

culture (Freeman & Calton, 2021). Such organizations are distinguished by their embrace of change, 

intellectual openness, knowledge management, systems thinking, team learning, shared vision, personal 

mastery, experiential learning, and adaptive leadership.  

To summarize, the defense or security agency as a learning organization is not simply a theoretical concept, 

but a requirement for maintaining effectiveness in the face of changing threats and complexities. By adopting 

the ideas of continuous learning, adaptation, and intellectual openness, these organizations can improve their 

chances of success in the twenty-first century and beyond. 

 

CONCLUSIONS 

 

HRM strategies in military and security organizations are critical for fostering a productive and efficient 

organization. Given today's problems, military, defense, and security organizations must adopt innovative 

means of attracting and retaining staff. These firms must do considerably more to attract competent and 

engaged employees. To that purpose, a volunteer-based military group must compete with other (civilian) 

organizations to recruit a better and more qualified workforce. Given the significance of the organization's 

reputation, labor market communication is now more vital than it was previously. HR departments have a 

vital role in planning and implementing talent management programs, particularly those based on the talent 

marketplace concept and internal marketing tactics.  

To strengthen the role of human resources in defense wars, cooperation is essential in the geographical 

arrangement of defense areas, national resource management, and defense area empowerment. Development 

should be coordinated and synchronized by stakeholders across areas, with a focus on national welfare and 

defense. Defense offices in each region are expected to act as a link between regional spatial planning, 

national resource empowerment, and regional empowerment, not only to benefit community welfare but also 

to aid national defense efforts. 
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