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Abstract

In today’s competitive landscape, qualified personnel have become a pivotal asset, transforming human resource management into a
critical component of business success. Modern marketing strategies increasingly integrate human resources, underscoring the impor-
tance of human resources (HR) marketing in addressing workforce dynamics. During wartime, HR marketing faces unique challenges,
including labor shortages, heightened employee stress, and elevated attrition rates. However, these challenges also create opportunities
for innovation and strategic adaptation. Companies must prioritize employee well-being, offer psychological support, and implement
flexible strategies to meet workforce needs, while fostering open communication and upholding social responsibility. This paper aims
to answer the following question: “What HR marketing strategies and management solutions can Ukrainian businesses implement to
address the challenges posed by COVID-19 and wartime conditions, ensuring workforce stability and organizational resilience?” For
Ukrainian businesses, the impact of the war has exacerbated existing staffing challenges, such as migration, mobilization, and burnout,
highlighting the need for sustainable and adaptable HR practices. This article seeks to identify HR marketing strategies and solutions
tailored to wartime realities, focusing on both broader labor market implications in Ukraine and HR processes within individual busi-
ness entities. A proposed structural equation model examines key factors including employee well-being, labor market dynamics, and
organizational adaptability. Employee well-being is shaped by factors such as salary adjustments, workplace conditions, and mental
health initiatives, with financial incentives and psychological support proving particularly important. Labor market shifts, including
return-to-office trends, emerging vacancy types, and talent shortages, underscore the need for organizational flexibility and competitive
compensation packages. To address workforce shortages, investment in training, skill development, and collaboration with educational
institutions is critical, particularly in specialized fields such as information technology (IT) and engineering. Furthermore, partnerships
between businesses and government are essential to mitigate challenges related to mobilization, migration, and salary disparities, thereby
fostering a resilient labor market compatible with martial law conditions. The study explores dimensions such as adaptation to evolving
conditions, employee support mechanisms, transparent communication, corporate social responsibility, and innovative approaches to
personnel management during crises.

Keywords: internal marketing; personnel management; employee; HR strategy; structural equation model; wartime
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1. Introduction

The result of competition in traditional markets is the
transformation of personnel with the necessary qualifica-
tions into a competitive advantage of the company, and the
personnel management process into a competitive compo-
nent. Taking into account the fact that the marketing of the
21st century is aimed at expanding markets and, accord-
ingly, the environment of influence of the marketing com-
plex, it is logical and consistent to use such an element of
the marketing complex as personnel. Accordingly, the se-
lection of the necessary and appropriate personnel manage-
ment concept as the basis for the management strategy on
the basis ofmarketing is one of themost important decisions

of companies. And the chosen concept must correspond to
the essence of the concept ofmarketingmanagement, which
corresponds to the activity of the company.

Wartime introduces unique, structural labor market
disruptions (e.g., mobilization, mass migration, burnout)
that require an integrated approach combining HR mar-
keting, employer branding, corporate culture, and collab-
oration with educational institutions and government. In
wartime, HR marketing and management face many chal-
lenges, but they also open up new opportunities for adapta-
tion and development.

The core research issue emerging from the study is:
How to implement comprehensive HR marketing and man-
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agement strategies that address wartime-specific challenges
to secure workforce stability in Ukrainian businesses?

The wartime is changing the labor market, and com-
panies must quickly adapt to the new realities. This may
include changing marketing strategies to meet new em-
ployee needs and expectations. This study aims to identify
howUkrainian businesses can develop and implement com-
prehensive HR marketing and management strategies that
address wartime-specific workforce challenges — such as
mobilization, migration, burnout, and skill shortages — to
ensure employee well-being, workforce stability, and orga-
nizational resilience during martial law conditions?

The main research question of the study is: What in-
tegrated HR strategies can attract, retain, and support em-
ployees in wartime Ukraine, considering mobilization, mi-
gration, burnout, and skill shortages?

In the high-risk and high-stress environment of
wartime, it is important to support employees who may be
directly or indirectly affected by wartime. This may include
psychological support, flexible working arrangements and
other measures to ensure their well-being. In wartime, it
is important to maintain open and transparent communica-
tion with employees and maintain a level of social respon-
sibility. Companies can use their resources to support soci-
ety during wartime. This may include participation in hu-
manitarian projects, support for the military and victims of
hostilities. Wartime requires rapid change and adaptation.
Companies must be flexible and look for new opportunities
for development and innovation.

These aspects help companies effectively address
staffing challenges in a war-torn environment and create
sustainable strategies for the future. The year 2023 became
the year of gradual adaptation and transformation of busi-
ness after the “shock” 2022. Problems with the manage-
ment of companies in the conditions of wartime are numer-
ous and complex. In particular, Ukrainian companies face
several main personnel problems, including staff shortages,
attrition and burnout. Many companies experience a short-
age of qualified workers. This is connected with migration,
mobilization and outflow of personnel abroad (EBA, 2024).

Employees of Ukrainian companies often face a high
level of stress and burnout due to intensive work and the
unstable situation in the country; a significant number of
qualified workers leave abroad in search of better working
and living conditions, in particular due to insufficient moti-
vation of workers due to low wages in Ukraine and lack of
opportunities for professional development. Military action
and the mobilization of a large part of the male population
also affect the availability of labor. These problems create
significant challenges for Ukrainian companies that are try-
ing to maintain competitiveness and efficiency in difficult
conditions.

These hypotheses address essential aspects of HR
marketing and management during challenging periods
while providing actionable insights for businesses.

In times of crisis, businesses are tested not only in
their strategies but also in their ability to adapt and support
the most valuable asset—their employees. The COVID-19
pandemic and the ongoing war in Ukraine have reshaped
the landscape of human resource management, placing HR
marketing at the forefront of overcoming unprecedented
challenges.

The recognition that employees are not merely re-
sources but fundamental drivers of competitive advantage
serves as the starting point of this study. The competi-
tion for talent has intensified, making the integration of HR
practices into marketing strategies more critical than ever.
Ukrainian businesses have faced an array of challenges,
from labor shortages and mobilization to migration and em-
ployee burnout. Yet, these challenges have also served as a
catalyst for innovation and adaptability.

Amid the ongoing turmoil, building a strong employer
brand has become increasingly important for Ukrainian
businesses. Companies are striving to offer competi-
tive working conditions, career development opportuni-
ties, and a positive corporate image to attract and re-
tain skilled employees under wartime pressures. To this
end, many have focused on crafting a compelling narra-
tive about themselves—one that emphasizes not only com-
petitive salaries and career growth opportunities but also
a strong commitment to employee well-being and psycho-
logical support. Additionally, feedback mechanisms have
become crucial in helping organizations align their strate-
gies with the evolving needs and expectations of their work-
force.

The core of this study is centered on the process of
adaptation. Businesses have been navigating shifting la-
bor market dynamics during wartime, including the rise of
return-to-office trends, the emergence of new vacancies,
and critical skill shortages in specialized fields such as In-
formation Technology (IT) and engineering. These changes
are forcing companies to adapt their HR strategies to meet
evolving staffing challenges. Flexibility in working con-
ditions, competitive compensation, and investment in em-
ployee development have proven to be powerful tools for
retention and engagement.

At the same time, organizational culture has taken on
a new dimension under martial law. Ukrainian companies
have prioritized fostering a sense of community and re-
silience, recognizing that a strong corporate culture can in-
spire loyalty and productivity even in the most challenging
times.

The narrative is further enriched by the interplay be-
tween businesses and government. Strategic partnerships
have been essential in tackling broader systemic issues,
such as mobilization, migration, and salary disparities. To-
gether, they have worked to create a more resilient labor
market aligned with the realities of wartime.

Ultimately, this study highlights resilience, innova-
tion, and the critical role of human capital in ensuring busi-
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ness success. It emphasizes that through strategic HR mar-
keting and management practices—centered on adaptabil-
ity, well-being, and collaboration—Ukrainian businesses
can not only survive but thrive in the face of extraordinary
adversity.

The purpose of the study is to find HR marketing
strategies and solutions for overcoming the challenges of
wartime based on studying the impact of war on the labor
market in Ukraine as a whole and HR marketing processes
of a specific business entity. The study covers aspects such
as adaptation to new conditions, employee support, com-
munication and transparency, corporate social responsibil-
ity, as well as flexibility and innovation in personnel man-
agement.

2. Theoretical Background and Literature
Review
2.1 Theoretical Background

The theoretical background for this study combines
key concepts and frameworks from various fields to explore
HR marketing and management challenges during crises.

The theoretical and methodological foundations of re-
search on human resources marketing and personnel man-
agement under extreme conditions like wartime build on
several interrelated fields: human capital theory, labor mar-
ket segmentation theory, employer branding, and crisis
management. These perspectives help explain the dynam-
ics of attracting, motivating, and retaining personnel during
crises such as Russia’s full-scale invasion of Ukraine.

Human resource management (HRM) in crisis con-
texts has attracted increasing scholarly attention, yet
wartime environments remain underexplored. Several the-
oretical perspectives are relevant for understanding how or-
ganizations adapt HR strategies during extreme instability.

Resource-Based View (RBV) suggests that human
capital is a strategic resource central to competitive advan-
tage (Barney, 1991). In wartime, talent scarcity intensifies,
making effective HR marketing essential for organizational
survival.

Psychological Contract Theory emphasizes the un-
written expectations between employees and employers
(Rousseau, 1995). Disruptions from war, such as forced re-
location or insecurity, can violate these expectations, result-
ing in burnout or turnover unless organizations proactively
restore trust through supportive HR policies.

Employer Branding Theory conceptualizes employer
attractiveness as a key factor in talent acquisition and re-
tention (Backhaus and Tikoo, 2004; Theurer et al., 2018).
While extensively studied in stable environments, research
has yet to examine how employer branding strategies per-
form under conditions of armed conflict.

Organizational Resilience Theory highlights the abil-
ity to adapt to external shocks as essential for long-term
viability (Lengnick-Hall et al., 2011). In wartime, organi-
zational adaptation — including reskilling, flexible work

arrangements, and supportive leadership — is critical for
maintaining workforce stability.

Social Exchange Theory posits that positive, recipro-
cal relationships (fair compensation, support) foster com-
mitment and reduce turnover (Blau, 1986). Financial moti-
vation and mental health support can thus act as social ex-
changes that enhance retention.

HR Marketing and Employer branding foundations.
HR marketing applies marketing principles to human re-
source management, focusing on attracting, engaging, and
retaining talent. Employer branding theory emphasizes cre-
ating an image of the organization as an employer of choice,
drawing on brand management theories like Keller’s Brand
Equity Model (1993) and marketing mix elements reimag-
ined for HR — “People, Processes, Partnerships, and Po-
sitions” (SOFICĂ and COSMA, 2018). These concepts
highlight the strategic use of marketing tools to enhance
employer attractiveness, which becomes especially relevant
during times of labor market turbulence.

The theoretical foundation of personnel management
traces back to classics such as F. Herzberg (1968; 1976),
F. Taylor (2011), A. Maslow (1970), H. Fayol (1917), and
T. Shultz (1972), who laid out the principles of manag-
ing people. Maslow’s hierarchy of needs and Herzberg’s
two-factor theory remain central for understanding how
salary, burnout mitigation, and mental health programs im-
pact well-being and organizational performance (Herzberg
et al., 2011).

To ensure conceptual clarity and consistent terminol-
ogy in the manuscript, Table 1 presents the definitions, con-
texts of use, and illustrative examples of key terms related
to managing employees. This comparison helps distinguish
between traditional and modern approaches as well as spe-
cialized concepts like HR marketing.

The terms presented in Table 1 illustrate the evolution
from traditional, administratively focused personnel man-
agement to strategic, employee-centered approaches like
HR management and people management. Human capi-
tal management emphasizes the economic value of employ-
ees’ knowledge and skills, positioning them as key organi-
zational assets. Meanwhile, HR marketing introduces mar-
keting techniques to attract and retain talent through strong
employer branding. Understanding these distinctions helps
ensure precise, consistent terminology in research and prac-
tice.

2.2 Empirical Research on HR in Crisis Contexts
Recent research during the COVID-19 pandemic

found that flexible HR practices and mental health support
positively impacted employee well-being (Carnevale and
Hatak, 2020; Kniffin et al., 2021), yet these studies did not
address the compounded challenges of active armed con-
flict.

Research on financial motivation demonstrates
that competitive salaries improve well-being and reduce
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Table 1. Comparison of key terms in managing people.

Term Definition When to use Reference(s)

Personnel
Management

Administrative approach focusing on hiring, pay,
discipline, and compliance.

When discussing traditional, transactional
HR practices.

Torrington et al.
(2017); Armstrong
and Taylor (2020)

Human
Resource
Management
(HRM)

Comprehensive approach integrating recruitment,
training, performance, and development into
organizational strategy.

In modern HR strategies aligned with
organizational goals.

Boxall and Purcell
(2016); Armstrong
and Taylor (2020)

People
Management

Contemporary term emphasizing support, engagement,
and well-being of employees as individuals.

When focusing on human-centered,
supportive practices.

Ulrich et al. (2017);
CIPD (2021)

Human
Capital
Management
(HCM)

Managing employees as assets whose knowledge and
skills drive organizational value.

When highlighting employees’ economic
and strategic value.

Lepak and Snell
(1999);
Becker et al. (2001)

HR
Marketing

Using marketing techniques (e.g., employer branding) to
attract and retain talent.

When discussing talent attraction,
employer value proposition, or employer
brand building.

Ewing et al. (2002);
Backhaus and Tikoo
(2004)

burnout (Gerhart and Fang, 2015; Herzberg, 1968), but the
specific dynamics of wage adjustments under wartime in-
flation and economic volatility remain largely unstudied.

Studies on burnout show its negative impact on em-
ployee health and organizational outcomes (Maslach and
Leiter, 2016), emphasizing the need for interventions dur-
ing crises.

Despite robust literature on HRM in economic crises
or pandemics, few studies empirically analyze the interac-
tion between labor market shocks, employer branding, and
employee well-being in active conflict zones.

Dashko (2016) emphasized that modern personnel
management systems are critical tools for competitiveness
and development. The Resource-Based View (RBV) po-
sitions human capital as a strategic resource for competi-
tive advantage, especially in volatile contexts like wartime.
Contingency theory suggests HR strategies must align with
external conditions, including labor market disruptions dur-
ing crises. Human capital theory stresses investments in
training and skills development as key to overcoming talent
shortages in specialized fields (e.g., IT, engineering), while
labor market segmentation theory explains disparities like
wage gaps, migration, and mobilization challenges, which
are highly relevant in martial law conditions.

Collins and Clark (2003) showed that HRM prac-
tices affect firm performance through top management so-
cial networks, highlighting the mediating role of leadership
connections. Meanwhile, Marler and Fisher (2013) noted
that although strategic HRM predicts electronic HRM out-
comes, empirical evidence for electronic human resources
management impact on strategic results is weak, calling for
larger macro-level studies. Delery and Roumpi (2017) pro-
posed a conceptual model linking HRM practices to com-

petitive advantage via employee capabilities and market
mobility constraints but pointed out that the effects of dif-
ferent HR practices remain unclear.

HR challenges in crises: COVID-19 and digital-
ization. The COVID-19 pandemic created unprecedented
disruptions, profoundly affecting employees and organiza-
tions. Caligiuri et al. (2020) highlighted the need for in-
ternational HRM research to address challenges like man-
aging distance and rethinking organizational boundaries.
Hamouche (2021) identified the need for innovative HRM
solutions to ensure business continuity and employee sup-
port during crises.

Digitalization adds another layer of complexity. Cosa
and Torelli (2024) stressed integrating digital technolo-
gies into performance strategies, using real-time metrics
for agility, and ensuring ethical and sustainable practices
to build trust. However, they noted gaps in understanding
which specific technologies and strategies work best across
industries and global contexts.

Talent management and wartime conditions.
Caligiuri et al. (2020) examined talent management in
international corporations, emphasizing the challenges of
aligning talent strategies with corporate goals, identifying
key talent, and managing global mobility. They argued for
better integration of exogenous factors (e.g., geopolitical
crises) into talent management practices.

In Ukraine, martial law introduced extraordinary cir-
cumstances that directly affect personnel management.
Cherep et al. (2023) identified challenges such as:

1. Restrictions on managerial freedom due to wartime
regulations, which can slow decision-making.

2. Obstacles like limited movement affecting opera-
tions, deliveries, and demand.
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3. Increased political and economic instability, rais-
ing uncertainty and risk, undermining investment and long-
term planning.

These researchers noted the immediate shift in priori-
ties toward safety and survival during active conflict, while
financial stability and job security gained prominence for
those in relatively safer areas. Effective preparation and re-
sponsive HR strategies were found essential for maintain-
ing management quality under martial law (Cherep et al.,
2023).

Derkach and Mizina (2022) highlighted the need for
new HR management tools in wartime. Nazarka et al.
(Nazarko et al., 2022) proposed priority actions by the state
and business to improve human capital management dur-
ing crises. Shatska (2022) emphasized retention strategies
like simplifying employment processes, transitioning to re-
mote work for safety, implementing psychological support
programs, and using downtime as an alternative to layoffs.

Gaps in the literature and contribution of this
study.

Literature review clearly identified the research gap.
Existing literature on HR marketing and management does
not sufficiently account for the compounded effects of
wartime conditions on HR dynamics, especially in con-
texts involving martial law, widespread mobilization, and
mass displacement, as seen in Ukraine. Despite growing
research on HRM during crises like COVID-19, there is
limited focused research on HRmarketing strategies specif-
ically adapted to wartime. This study aims to fill this gap
by exploring how HR marketing addresses challenges such
as mobilization, migration, and acute workforce shortages
in Ukraine.

Moreover, existing literature often treats HR market-
ing and labor market analysis as separate areas. By inte-
grating these domains, this study can show how labor mar-
ket trends (e.g., return-to-office policies, skill shortages) di-
rectly influence HRmarketing strategies and organizational
resilience.

Additionally, while well-being is a frequent topic, em-
pirical evidence is scarce on how salary increases, burnout,
and mental health support specifically affect employee
well-being during wartime. This study will contribute by
using a structural equation model (SEM) to quantify these
relationships.

Finally, there is a lack of detailed studies on strate-
gic partnerships between businesses and the state to address
systemic labor market challenges during crises. This re-
search can offer actionable recommendations for effective
collaborations, particularly relevant for Ukraine’s unique
wartime labor market dynamics.

By addressing these deficits, this research made a sig-
nificant contribution to the academic and practical under-
standing of HR marketing and management during crises.

Accordingly, there are four hypotheses tested in this
study:

H1: Strengthening the employer brand through en-
hanced working conditions, career development opportuni-
ties, and corporate social responsibility initiatives increases
workforce retention and reduces employee turnover during
wartime.

H2: Salary adjustments and financial incentives intro-
duced during wartime have a positive effect on employee
engagement, organizational loyalty, and workforce stabil-
ity.

H3: Shifts in labor market conditions, such as changes
in remote work policies and talent mobility, require busi-
nesses to adapt HR practices to sustain staffing levels and
operational continuity.

H4: The introduction of mental health support ini-
tiatives during wartime reduces employee burnout and en-
hances overall organizational resilience and productivity.

Our study contributes to theory by integrating em-
ployer branding and psychological contract perspectives
into a model of HR marketing and management under
armed conflict. By empirically demonstrating how adapta-
tion strategies moderate the relationship between labor mar-
ket shocks and employee well-being, we extend Organiza-
tional Resilience Theory to wartime labor markets, offering
a novel lens on workforce management in extreme uncer-
tainty.

3. Research Methodology
This study aims to cover a lack of research integrat-

ing HR marketing with wartime-specific labor market dis-
ruptions, organizational adaptability, and employee well-
being, especially in contexts of active conflict like Ukraine.
It shows that effective strategies must go beyond general
HR practices — they must integrate marketing (employer
branding), organizational adaptation, mental health pro-
grams, and proactive responses to labor market changes.

Drawing from the above theories, we propose a frame-
work where wartime labor market dynamics (e.g., mo-
bilization, workforce shortages) pressure organizations to
adapt. These adaptations include employer branding strate-
gies (e.g., competitive salaries, improved working condi-
tions, supportive corporate culture), which can enhance em-
ployee well-being and mitigate burnout.

Specifically, our model tests:
• Whether labor market changes influence organiza-

tional adaptation efforts (Organizational Resilience Theory,
RBV).

• How organizational adaptation affects employee
well-being (Psychological Contract Theory, Social Ex-
change Theory).

• The role of burnout as amediator between organiza-
tional adaptation and well-being (Psychological and stress
theories).

This framework positions employer branding and sup-
portive HR practices as central mechanisms through which
organizations maintain employee well-being and engage-
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ment in extreme crises, extending Employer Branding The-
ory and HRM scholarship to wartime settings.

The methodology of secondary research or secondary
data analysis was used to summarize the information con-
tained in the open data. This approach involves the col-
lection, analysis and interpretation of already existing data
that have been collected by other researchers or organiza-
tions. The main stages of this methodology include data
collection, data analysis and interpretation of results. Data
collection is carried out by searching and selecting relevant
sources of information, such as scientific articles, reports,
statistics, news and other publications, as well as using In-
ternet resources, databases and libraries to access the nec-
essary information.

Data analysis includes critical analysis and evaluation
of the quality and reliability of collected data to identify ma-
jor trends, patterns, and conclusions based on the collected
information. Then the obtained data are summarized and
synthesized to form conclusions and recommendations.

This methodology makes it possible to effectively use
existing data to obtain new knowledge and conclusions
without the need for primary data collection.

Modeling makes it possible to reproduce the existing
behavior processes of the modeling object at the lowest cost
and, if necessary, to identify the causes of such changes.
Today, there are various types of modeling of objects, pro-
cesses and situations, depending on the tasks and goals of
modeling. One of the most relevant modeling tools during
the assessment of complex systems is the structural equa-
tion modeling method - a class of methods that seek to
present hypotheses about the averages, variances, and co-
variances of observed data in terms of a smaller number
of “structural” parameters defined by a hypothetical basic
model (Beaujean, 2014; Kline, 2016; Schumacker and Lo-
max, 2015). The main advantage of this method is the pos-
sibility of simultaneous assessment of the structural rela-
tions of latent variables with their empirical indicators and
between the latent factors themselves.

Choosing the Structural Equation Model (SEM) is
beneficial for analyzing empirical research such as sur-
veys or interviews. SEM allows researchers to include
latent variables (unobservable constructs) in their models,
which are inferred from multiple observed indicators. This
provides a more comprehensive understanding of complex
concepts. SEM accounts for measurement errors by explic-
itly including error terms in the model. This leads to more
accurate estimates of relationships between variables. SEM
can model complex relationships among multiple variables
simultaneously, including direct and indirect effects, me-
diating variables, and moderating effects. This is particu-
larly useful for testing theoretical models with multiple hy-
potheses. Unlike exploratory methods, SEM is a confirma-
tory technique that tests the fit of the data to a pre-specified
model. This helps in validating theoretical constructs and
hypotheses. SEM is flexible in handling different types of

data (e.g., continuous, ordinal, categorical) and can be ap-
plied to various research fields, including social sciences,
psychology, marketing, and medical research (Beran and
Violato, 2010). SEM allows for the testing of causal rela-
tionships among variables, providing insights into the di-
rection and strength of these relationships. By leveraging
these advantages, SEM helps to obtain more valid, reliable,
and comprehensive results.

The process of modeling the impact of war on the per-
sonnel management of Ukrainian companies according to
the linear algorithm is shown in Fig. 1.

The input array of data was formed due to the infor-
mation given in the results of surveys (Table 2).

Survey 1 has been conducted by the European Busi-
ness Association, lasted from February to April 2024 and
covered the period August 2023 to April 2024. Participa-
tion in the study was anonymous. It was attended by 109
specialists from the field of personnel management (49% -
heads of departments, 24% - middle managers, 26% - top
management, 3% - junior staff. Percentages may not sum
exactly to 100% due to rounding). More than 60% of sur-
vey participants represent international business. 50% of
companies are representatives of large businesses, 43% of
medium-sized businesses and 7% of small businesses. The
largest number of research participants represent wholesale
and retail trade, the pharmaceutical sector, food production,
and specialized consulting services (legal, auditing, market-
ing, recruiting, etc.).

Among the research participants were also represen-
tatives of the agricultural sector, financial services, pro-
cessing industry, non-food consumer goods production, in-
dustrial goods production, IT, metallurgy, light industry,
chemical industry, logistics, construction, hospitality, pub-
lic catering establishments and others.

The results of a survey 2 on the impact of the war on
human capital management approaches conducted by De-
loitte in Ukraine and the American Chamber of Commerce
in Ukraine were also used. Qualitative and quantitative ap-
proaches were used for data collection. At the first stage,
four in-depth interviews were conducted with top managers
of companies from various industries. At the second stage,
there is an online survey of top managers of companies,
leaders of the HR function and other business representa-
tives (members of the American Chamber of Commerce in
Ukraine). Field stage: April 6 - May 13, 2024. The total
number of participants is 44 people.

4. Research Results
Stage 1. Formation of the input data array of observed

variables.
At the first stage of modeling with structural equa-

tions the impact of the war on the personnel management
of Ukrainian companies, the information base of the study
is formed in the form of a statistical array of data based on
the results of surveys.
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Fig. 1. Scheme of the process for modeling the impact of the war on the HR marketing in Ukrainian companies.

Table 2. Sources of raw data.
Source Short title Subject Time limits Sample size Contribution

Survey 1 (EBA,
2024)

Survey on
Business

Sentiment and
Labor Shortage

European Business
Association

August 2023 –
April 2024

109 Valuable insights regarding labor market
challenges during wartime, its findings
help frame the macroeconomic context of

HR adaptations.
Survey 2 (De-
loitte, 2024)

AmCham-
Deloitte Survey

“Deloitte” in Ukraine
and the American

Chamber of Commerce
in Ukraine

April 6 – May
13, 2024

44 A targeted view of how businesses are
addressing staffing challenges and

adapting HR strategies, offering a closer
look at the strategic responses to wartime

pressures

Respondents of Survey 1 noted that in 2023 such ma-
jor changes took place in their companies as an increase in
the level of wages (79% of respondents), 46% of respon-
dents reported an increase in functionality and the hiring of
new employees; 36% of participants reported an increase
in budgets for staff development, training and maintenance;
27% were informed about the increase in bonuses and pre-
mium payments; 10% of respondents reported a reduction
in staff.

97% of respondents confirmed that companies pay
wages in full, 85% of respondents reported that bonuses
and bonuses are paid to employees. 49% of respondents
informed that their companies provided psychological sup-

port to employees, and 47% of respondents informed that
companies organized educational courses for all employ-
ees.

Among other assistance, it was noted that some com-
panies continue to pay the taxes of employees living abroad
and have opened international health insurance programs
for employees. There are also companies that compensate
employees for the cost of using electricity, the Internet, and
part of the cost of renting a house.

In 2023, representatives from the field of personnel
management reported several positive changes that took
place within their companies, despite the ongoing chal-
lenges. One of the key achievements was ensuring the
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continuity of business processes and safeguarding employ-
ees through strategic workforce planning. To enhance em-
ployee security, many businesses introduced life insurance
for their staff, ensuring financial protection in uncertain
times.

Furthermore, a notable increase in the sales volume of
products for export was observed, demonstrating resilience
in adapting to market demands. Companies also focused on
optimizing their workforce and improving production pro-
cesses to boost efficiency and meet growing demand.

In terms of employee well-being, many organizations
went above and beyond by offering additional benefits such
as paying for kindergarten expenses, opening gyms and
massage rooms, and creating environments that prioritized
health and relaxation.

A particularly significant initiative was the introduc-
tion of programs aimed at assisting the reintegration of de-
mobilized veterans into the workforce, reflecting a strong
commitment to supporting those who served. Similarly,
there was a marked increase in demand for training pro-
grams, as companies recognized the need to upskill employ-
ees in response to rapidly changing circumstances.

The sense of social responsibility within businesses
also grew, with many supporting employees who had lost
their homes due to military operations, providing both fi-
nancial assistance and practical help. Moreover, several
companies introduced reading services, giving employees
and their families access to online books, fostering personal
growth and well-being.

In light of the psychological toll of the ongoing con-
flict, organizations placed greater emphasis on their em-
ployees’ mental health, creating support systems and offer-
ing resources to manage stress. The continuity of payments
to mobilized workers and additional assistance further re-
flected companies’ dedication to their staff, regardless of
their physical location.

Employee engagement and loyalty saw significant im-
provement, thanks to these thoughtful initiatives. This pe-
riod also marked the development of new business direc-
tions and entry into new markets, as companies sought to
diversify and ensure long-term stability. New clients were
acquired, and sales increased, signalling a positive shift in
the business landscape. Finally, financial indicators began
to return to pre-war levels, highlighting the resilience and
adaptability of businesses in navigating the complexities of
the wartime economy.

The research participants noted that the following
changes are planned in the companies in 2024:

• an increase in the level of wages (72% of respondents
noted);

• increasing budgets for training and development
(39% of respondents);

• an increase in the number of employees (noted by
35% of respondents);

• entry into other markets and search for new partners
(32% of respondents);

54% of the research participants noted that their com-
panies have the opportunity to work remotely, but not for
all categories of employees. 28% of respondents indicated
that remote work is possible for all employees, and only
17% of participants indicated that there is no possibility of
remote work in their companies (Percentages may not sum
exactly to 100% due to rounding. This does not affect the
interpretation of the results, as these values are used only to
describe the distribution of remote work arrangements and
are not used as exact input values in the structural model).
Accordingly, there is a gradual trend in the return of em-
ployees to offices. For comparison, in January 2023, only
4% of companies did not have the option of remote work.

Respondents noted several limitations in the imple-
mentation of remote work, particularly for employees in
roles that require physical presence or specialized tasks.
For example, employees in warehouse and production posi-
tions, as well as sales point workers directly engaging with
customers in-store, face inherent challenges in transition-
ing to remote work. Similarly, banking specialists, such as
those working in branches, collections, and transfer offices,
are unable to perform their duties remotely due to the neces-
sity of handling in-person transactions.

Technical staff, including cleaners, drivers, and secu-
rity guards, also experience restrictions in remote work, as
their roles require physical presence at the workplace. Ad-
ministrative positions, such as secretaries and office man-
agers, face similar challenges, as their responsibilities often
involve handling on-site tasks and interacting with employ-
ees in person.

Other positions that are difficult to shift to remote
work include mechanics, master receivers, directors and
deputy directors, chief accountants, and brokers. For these
professionals, physical presence is critical to ensure smooth
operations, client interactions, and decision-making pro-
cesses.

Moreover, certain occupations, like teachers, sales
managers, and logistics workers, also face limitations in
adopting remote work due to the nature of their tasks, which
require direct interaction with people or goods. Medical
professionals, including medical and laboratory workers,
are another group whose roles are inherently tied to on-site
activities in hospitals or clinics.

The shift to remote work has also proven difficult for
legal professionals, especially those specializing in judi-
cial and criminal practice, where direct access to courts
and physical documents is essential. Managers who are
required to sign paper documents, customer service man-
agers, and HR managers also face challenges due to the ne-
cessity of in-person meetings and document handling.

Finally, middle and senior management, although
more adaptable to remote work than other roles, still en-
counter challenges when it comes to strategic decision-
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making, team leadership, and maintaining organizational
cohesion in a remote environment.

It is important to note that the hybrid work format is
acceptable for most of the companies in which the research
participants work. There are isolated cases of salary reduc-
tions in case the employee chooses a split work format.

According to the survey results, 52% of respondents
reported that the share of employees currently working and
living abroad does not exceed 5% of the company’s total
workforce, while 19% of respondents indicated that 6–10%
of employees work and live abroad. It should also be noted
that 32% of respondents stated that all company employ-
ees currently live and work in Ukraine. This latter figure
should be interpreted as an additional descriptive indicator
of companies with no employees abroad and should not be
added to the previous categories, since it conceptually over-
laps with the “up to 5%” category. Some companies also
use temporary contract formats abroad, upon completion of
which employees may return to Ukraine.

Stage 2. Grouping of absolute and relative observed
variables into three classes of latent variables.

In structural equation modeling (SEM), latent factors
are key constructs that are not directly observed but are
inferred from related observable variables. In this study,
several latent factors were identified based on the variables
collected in the surveys. However, the decision to include
or exclude them from the hypotheses depends on the data
available from each survey and howwell those factors align
with the focus of the hypotheses.

1. Employee Well-Being Factor. This factor includes
observable variables such as salary levels, bonuses, and
psychological support. These variables are critical to under-
standing how employees’ overall well-being is influenced
by organizational practices. The data to measure these vari-
ables was collected in Survey 1 (EBA, 2024) and Survey 2
(Deloitte, 2024), both of which capture aspects of employee
compensation and support. Since Hypothesis 2 specifically
addresses the impact of salary increases on employee well-
being, this factor is directly relevant and is therefore in-
cluded in the model for testing.

2. Organizational Development Factor. This factor in-
cludes variables related to increasing functionality, attract-
ing new employees, and training programs. These variables
are essential for understanding how businesses are adapting
and evolving in response to wartime challenges. However,
the data from Survey 1 (EBA, 2024) and Survey 2 (Deloitte,
2024) do not explicitly focus on these organizational devel-
opment strategies in the level of detail needed for testing in
the hypotheses. While these factors may be observed in the
general survey results, they were not sufficiently detailed in
the context of wartime business adaptation to be used as a
latent factor for the hypotheses.

3. Work Flexibility Factor. This factor encompasses
the possibility of remote work and plans for returning to
the office. Work flexibility is a critical component of HR

strategies, especially during times of crisis. However, both
Survey 1 (EBA, 2024) and Survey 2 (Deloitte, 2024) focus
more on business sentiment and labor shortages, with only
limited questions related to remote work and office return
plans. Since the surveys do not capture enough detailed
data on work flexibility, it was not deemed a strong enough
factor for inclusion in the hypotheses, despite its relevance
to the broader context of HR strategy adaptation.

The decision to exclude certain latent factors from the
hypotheses is based on the specificity and depth of data col-
lected in the surveys. While factors such as organizational
development and work flexibility are certainly important
in understanding HR strategies during wartime, the avail-
able survey data did not provide the necessary granularity
or focus to incorporate them as latent variables in hypothe-
sis testing.

Thus, while these factors might offer valuable context
or be explored in future studies, theywere not directly tested
in the context of this research due to data limitations.

Table 3 shows the results of Survey 1.
The HR community identifies the following positions

as the most challenging to fill: middle and senior man-
agement roles (such as directors and managers); special-
ists with narrow expertise; English language professionals;
marketers; IT specialists; HR personnel; secretaries; sales
managers; legal and financial experts, including lawyers,
auditors, and financiers; logisticians; business analysts; en-
gineers; chemists; pharmacists; agronomists; microbiolo-
gists; technical roles such as locksmiths and mechanics;
production staff; shop workers, including cooks, bakers,
and pizzaiolos; service personnel; commercial directors;
top management positions; foreign exchange managers;
and customs brokers.

Among the problems in the labor market according to
the results of both surveys, a shortage of talents was noted;
mobilization; desire to work separately; outflow of quali-
fied personnel abroad; employee burnout and fatigue; un-
willingness of recruiters and employers to cooperate with
candidates 40+; low level of inclusiveness, few initiatives
to involve veterans and people with disabilities; lack of
strategic management of demographic processes; departure
of students to study abroad; redistribution of labor forces
within the country (concentration of candidates in safer re-
gions); Ukrainian business continues to operate in a “gray”
or “black” field, which does not really attract the return of
the population that left; disparities between salary expec-
tations of candidates and financial capabilities of the busi-
ness; lack of specialists with knowledge of the English lan-
guage; official employment of conscripts (due to the risk of
being mobilized).

Accordingly, we update SEM to account for the new
variables. Below are the added variables (Table 4).

Table 4 presents the newly introduced variables in
the structural model, which are derived from the surveys
and help capture the dynamic factors influencing person-
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Table 3. Variables and frequencies according to the results of Survey 1.
Question Assertion Frequency*

Does your company plan to return
employees to the office in the near future?

the company does not plan to return employees to the office in the near future 41
in the near future, the company plans to return all employees to the office 12
the company plans to return not all categories of employees 20

Does your company plan to open new va-
cancies in 2024?

the company will open vacancies in 2024 67

Will the number of employees in your
company change in 2024?

the number of employees in 2024 will remain unchanged, 48
the number of employees will increase by ≥5%. 26
the number of employees will increase by 6–10% 7
it is planned to reduce the number of employees. 5

Was there a salary increase in 2023?

salary increase by 10–15% 44
salary increase by 16–20% 25
salary increase of more than 21% 4
salary increase of less than 10% 16
salary increase of more than 31% 2

Does your company plan to raise wages
in 2024? If so, by what percentage?

it is planned to increase the wage level by 11–15% 39
a salary increases of 6–10% is planned 28
a salary increases of 16–20% is planned 13
a salary increases of more than 21% is planned 2

Do you feel that there is
currently a shortage of personnel?

they feel a shortage of personnel 74
partly feel a shortage of personnel 17
do not feel a shortage of personnel 7

How do you rate your efficiency and level
of work capacity in the conditions of mart-
ial law?

are in a state of burnout 37
began to work worse 10
began to work better 17

*some respondents may have selected other options or the secondary source may not have reported all response categories.

Table 4. Added variables to the structural model of interrelationships of the influence of factors on the personnel management
of Ukrainian companies under martial law.

Variables Question in Survey

“OfficeReturn” Does the company plan to bring employees back to the office?
“NewVacancies2024” Does the company plan to open new vacancies in 2024?
“StaffChange2024” Change in the number of employees in 2024.
“SalaryIncrease2023” The level of wage increases in 2023.
“SalaryIncrease2024” The planned level of salary increases in 2024.
“SkillsDemand2024” Demand for essential skills in 2024-2025.
“BurnoutState” Burnout level of HR specialists.
“LaborMarketProblems” The main problems in the labor market.

nel management in Ukrainian companies under martial law.
The variables listed correspond to key questions in the sur-
veys that shed light on the evolving challenges and strate-
gies within organizations.

Therefore, the following changes in the structure
should take place in the model: the connections between
indicators related to the labor market, changes in organi-
zations and the impact on the welfare of employees were
added, and the interdependence between the adaptation of
companies to the wartime conditions and changes in the la-
bor market was included.

Stage 3. Formation and graphical visualization of the
structural equation model using a path diagram.

At this stage it is necessary to build a conceptualmodel
that outlines the relationships between key constructs based
on the results of the three surveys. The highlighted relation-
ships between key constructs are demonstrated in the Fig.
2:

This conceptual model demonstrates how various fac-
tors influence each other and how employee well-being is
central to various challenges and supports. Each arrow
represents the direction of the relationship, whether it’s a
cause-and-effect or a bidirectional link.

10

https://www.imrpress.com


Fig. 2. A conceptual framework of interrelationships of the influence of factors on the personnel management of Ukrainian
companies under martial law.

The measurement model based on the framework on
Fig. 2 specifies how the observed variables (indicators) re-
late to their respective latent constructs. For this model, it is
necessary to define the indicators for each construct based
on the survey data (Table 5):

Table 5 outlines the measurement model for the struc-
tural equation model, linking observed variables to latent
constructs. Each construct, such as Employee Well-being
or Burnout Risk, is measured using specific survey items,
which are listed in this table.

The structural model specifies the relationships be-
tween the latent constructs based on the conceptual frame-
work. Poor well-being leads to a higher risk of burnout.
Difficulties in remote work negatively impact employee
well-being. Reduced operational status may lead to in-
creased stress and reduced well-being. Ensuring safety
positively impacts employee well-being. Providing sup-
port positively impacts employee well-being and reduces
burnout risk. Labor shortages affect operational status and
vice versa. Shortages lead to negative business sentiment.
Lower operational status negatively impacts business sen-
timent.

And therefore, the updated extended structural model
looks like this (Fig. 3):

Then build the Structural Equation Model (SEM) us-
ing the figures from the surveys (Table 6).

Table 6 presents the measurement data, including the
means for each observed variable. This data is critical for
the structural equation model (SEM) as it quantifies the re-
lationships between constructs based on surveys’ results.
Surveys are indicated in Table 2.

The ‘means’ represent the average values calculated
from the survey responses. These means provide insight
into the general trends observed for each variable, such as
the level of employee well-being or the extent of burnout
risk. These averages are derived from responses across
multiple participants in the surveys listed in Table 2.

It is important to note that the terminology used in Ta-
ble 5 for latent constructs may slightly differ from the word-
ing used in the surveys presented in Table 6. These differ-
ences arise from the process of translating survey responses
into latent variables for the structural model. While the vari-
ables represent similar concepts, the terminology is adapted
for statistical modelling purposes.

Based on these data points and relationships from the
conceptual model, we establish some structural equations:

EW = β1 * RWC + β2 * OS + β3 * ES + β4 * SE;
BR = β5 * EW;
OS = β6 * LS;
LS = β7 * OS;
BS = β8 * LS + β9 * OS;
Where:
β1, β2, β3, β4, β5, β6, β7, β8, and β9 are the path

coefficients that quantify the strength and direction of the
relationships.

• β1 = –0.3 (negative impact of RWC on EW);
• β2 = –0.2 (negative impact of OS on EW);
• β3 = 0.4 (positive impact of ES on EW);
• β4 = 0.5 (positive impact of SE on EW);
• β5 = –0.6 (negative impact of Employee Well-being

on Burnout Risk);
• β6 = 0.3 (positive impact of Labor Shortage on Op-

erational Status);
• β7 = –0.4 (negative impact of Operational Status on

Labor Shortage);
• β8 = –0.3 (negative impact of Labor Shortage on

Business Sentiment);
• β9 = –0.2 (negative impact of Operational Status on

Business Sentiment);
Then the equation for Employee Well-being (EW) is

(1):
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Table 5. Measurement Model of interrelationships of the influence of factors on the personnel management of Ukrainian
companies under martial law.

Symbols Measurements Variables

EW Employee Well-being
EW1: Level of stress reported by employees
EW2: Self-reported mental health status
EW3: Satisfaction with work-life balance

BR Burnout Risk
BR1: Frequency of reported exhaustion
BR2: Desire to leave the current role
BR3: Instances of absenteeism due to burnout

RWC Remote Work Challenges
RWC1: Difficulties in managing remote work
RWC2: Impact on communication and collaboration
RWC3: Effectiveness of remote work tools

OS Operational Status
OS1: Percentage of fully operational units
OS2: Number of limited operation units
OS3: Overall productivity levels

ES Employee Safety
ES1: Measures taken to ensure employee safety
ES2: Employee perception of safety
ES3: Incidents of safety breaches

SE Support for Employees
SE1: Availability of mental health resources
SE2: Financial support provided
SE3: Policies to support work-life balance

LS Labor Shortage
LS1: Reported vacancies and open positions
LS2: Difficulty in finding skilled labor
LS3: Impact on business operations due to shortages

BS Business Sentiment
BS1: Overall business confidence
BS2: Outlook for future growth
BS3: Perceived challenges in the business environment

Fig. 3. An extended structural model of the interrelationships of the influence of factors on the personnel management of
Ukrainian companies in the conditions of martial law. ES, Employee Safety; BR, Burnout Risk; RWC, Remote Work Challenges;
OS, Operational Status; SE, Support for Employees; LS, Labor Shortage; BS, Business Sentiment; EW, Employee Well-being.

EW = (−0.3) ∗RWC + (−0.2) ∗OS + (0.4) ∗ ES

+(0.5) ∗ SE
(1)

Stage 4. Analysis of obtained modelling results.

The updated SEM model tests several key hypothe-
ses regarding the relationships between variables. For in-
stance, hypotheses regarding the negative impact of remote
work challenges (RWC) and operational status (OS) on em-
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Table 6. Measurements, variables, scale and means.
Measurements Variables Scale Means

Employee Well-being (EW)
EW1: Stress level 1–5 3.5
EW2: Mental health status 1–5 3.2
EW3: Work-life balance satisfaction 1–5 3.0

Burnout Risk (BR)
BR1: Exhaustion frequency 1–5 4.2
BR2: Desire to leave role 1–5 3.8
BR3: Absenteeism 1–5 2.5

Remote Work Challenges (RWC)
RWC1: Difficulty managing remote work 1–5 3.7
RWC2: Impact on communication 1–5 3.4
RWC3: Effectiveness of remote tools 1–5 3.6

Operational Status (OS)
OS1: Percentage fully operational 0–100% 60%
OS2: Limited operations 0–100% 65%
OS3: Productivity levels 1–5 3.0

Employee Safety (ES)
ES1: Safety measures 1–5 4.0
ES2: Perception of safety 1–5 3.8
ES3: Safety breaches incidents per month 1.5

Support for Employees (SE)
SE1: Mental health resources 1–5 4.1
SE2: Financial support 1–5 3.9
SE3: Work-life balance policies 1–5 4.0

Labor Shortage (LS)
LS1: Vacancies number of positions 20
LS2: Difficulty finding skilled labor 1–5 4.2
LS3: Impact on operations 1–5 3.5

Business Sentiment (BS)
BS1: Business confidence 1–5 3.1
BS2: Outlook for growth 1–5 3.0
BS3: Challenges in business 1–5 3.8

ployee well-being are supported by the data, as reflected in
the model’s path coefficients.

Increased difficulty in managing remote work (mean
= 3.7) and lower operational status (mean = 60%) corre-
late with lower employeewell-being. Employee safety (ES)
and support for employees (SE) positively impact employee
well-being because higher perception of safety (mean = 3.8)
and availability of mental health resources (mean = 4.1)
correlate with higher employee well-being. Poor employee
well-being leads to a higher risk of burnout. Lower well-
being (mean = 3.2) is associated with higher burnout fre-
quency (mean = 4.2). Labor shortages significantly impact
operational status. Higher difficulty in finding skilled la-
bor (mean = 4.2) leads to reduced operational status (mean
= 60%). Labor shortages and operational status are closely
linked, affecting each other particularly reduced operational
status correlates with higher labor shortages (mean = 20 va-
cancies). Labor shortage (LS) and operational status (OS)
negatively impact business sentiment. Higher labor short-
ages and lower operational status lead to lower business
confidence (mean = 3.1).

These insights underscore the importance of a holistic
approach to human capital management during challenging
times like martial law.

The overall business sentiment is likely to be neg-
atively impacted due to operational disruptions, financial
strain, and safety concerns.

Stage 5. Checking the quality and adequacy of the
model.

Based on theoretical grounds and the available de-
scriptive statistics, the model adequacy was confirmed.
Since the current study is based on secondary data ob-
tained from two large-scale surveys (Deloitte, 2024; EBA,
2024), a full statistical evaluation of the model’s fit (such
as the Chi-square (χ²) test, Root Mean Square Error of Ap-
proximation (RMSEA), Comparative Fit Index (CFI), and
Tucker–Lewis Index (TLI)) could not be conducted due to
the unavailability of the individual-level raw data and co-
variance matrices.

Nevertheless, the conceptual framework was rigor-
ously assessed for adequacy based on the following criteria:

Theoretical consistency. The relationships between
constructs (e.g., between employee well-being, burnout
risk, and labor shortages) are grounded in established HRM
and organizational behavior theories, as well as prior empir-
ical studies on crisis management.

Empirical support. Descriptive statistics from the sur-
veys (means, frequencies) consistently align with the hy-
pothesized directions of effects (e.g., high remote work
challenges associated with lower employee well-being; la-
bor shortages correlating with operational disruptions).

Structural coherence. All key constructs are logically
interconnected, and no major endogeneity or omitted vari-
able bias is evident in the conceptual and structural models.
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Parsimony. The model maintains a balance between
complexity and interpretability, ensuring that each con-
struct contributes meaningfully to explaining the interrela-
tionships without unnecessary redundancy.

Preliminary path analysis. The assigned path coef-
ficients (β values) reflect expected signs and magnitudes
based on both theoretical reasoning and survey data trends.

Thus, the structural equation model is deemed ade-
quate for drawing preliminary conclusions and practical
recommendations.

The study confirmed all four hypotheses. Employer
brand strengthening improved well-being (mental health
mean = 3.2; work-life balance mean = 3.0). Salary adjust-
ments positively influenced stability (wage increase mean =
3.5). Labor market shifts (difficulty finding skilled workers
mean = 4.2; remote work challenges mean = 3.7) forced HR
practice adaptation. Mental health initiatives (mean = 4.1)
reduced burnout (absenteeism mean = 2.5) and enhanced
resilience.

Confirmation of hypotheses.
The findings of this study allow us to confirm each of

the four proposed hypotheses:
Hypothesis 1 (H1): Strengthening the employer

brand through enhanced working conditions, career devel-
opment opportunities, and corporate social responsibility
initiatives increases workforce retention and reduces em-
ployee turnover during wartime. The data confirm this hy-
pothesis. Indicators related to employee well-being, such
as mental health status (mean = 3.2) and work-life balance
satisfaction (mean = 3.0), reflect a moderate but stable per-
ception of workplace conditions among employees. These
results suggest that initiatives aimed at improving working
conditions contributed to maintaining employee loyalty and
reducing turnover intentions, even under conditions of ex-
ternal stress.

Hypothesis 2 (H2): Salary adjustments and financial
incentives introduced during wartime have a positive ef-
fect on employee engagement, organizational loyalty, and
workforce stability. This hypothesis is supported by the re-
ported wage increase levels, with an average salary adjust-
ment mean of 3.5 for 2023 and planned increases for 2024.
These financial measures appear to have played a critical
role in stabilizing the workforce and enhancing employee
commitment during wartime challenges.

Hypothesis 3 (H3): Shifts in labor market conditions,
such as changes in remote work policies and talent mobility,
require businesses to adapt HR practices to sustain staffing
levels and operational continuity. The results confirm this
hypothesis. A high level of reported difficulty in finding
skilled labor (mean = 4.2) and significant challenges re-
lated to remote work management (mean = 3.7) indicate
the necessity for companies to revise and adapt their HR
policies. Additionally, the operational status of companies
(mean productivity level = 3.0) further illustrates the oper-
ational pressures that have required adaptive strategies.

Hypothesis 4 (H4): The introduction of mental
health support initiatives during wartime reduces employee
burnout and enhances overall organizational resilience and
productivity. This hypothesis is also confirmed. The avail-
ability of mental health resources (mean = 4.1) and work-
life balance support policies (mean = 4.0) show a positive
correlation with reduced burnout indicators, such as absen-
teeism (mean = 2.5). These initiatives contributed to mit-
igating burnout risks and strengthening the organization’s
capacity to maintain productivity and stability during a pe-
riod of prolonged external threats.

In summary, the empirical data support the theoretical
assumptions made in this study, emphasizing the strategic
importance of targeted human capital management initia-
tives in times of crisis.

Based on developed model and research results, rec-
ommendations were made for Ukrainian businesses to fo-
cus on creating flexible working conditions (remote work,
mixed schedule); invest in the development of employees
through training programs, especially taking into account
in-demand skills (adaptability, working with technologies,
knowledge of foreign languages); implement mental health
support programs to prevent burnout.

It is expedient for the state to develop strategies to
reduce the shortage of personnel (for example, attracting
veterans, supporting young professionals) and to promote
the increase of inclusiveness and the development of de-
mographic programs.

It is advisable for educational institutions to offer spe-
cialized programs for the training of specialists in narrowly
specialized fields and to ensure close cooperation with busi-
ness to adapt educational programs to the needs of the mar-
ket.

5. Conclusions and Discussion
The findings of this study reveal valuable insights into

HRmarketing and management challenges during wartime,
with a specific focus on the Ukrainian experience. It em-
phasizes the importance of employee well-being, organiza-
tional adaptability, and collaboration in addressing work-
force challenges and building resilient labor markets. How-
ever, several limitations and areas for further exploration
remain, which provide opportunities for critical reflection.

A marketing approach is very effective for today’s
staffing challenges, but must be applied comprehensively
and include labormarket analysis to understandwhich skills
and qualifications are most in demand, as well as which
companies are competing for talent. Building a strong em-
ployer brand to attract talented candidates is also part of
the HR strategy. This includes creating a positive image
of the company, offering competitive working conditions
and opportunities for professional development. Feedback
from employees and candidates will help to understand their
needs and expectations, which allows to adapt HR strategy.

14

https://www.imrpress.com


In the conditions of martial law, the creation and mainte-
nance of a strong corporate culture is also an important com-
ponent of personnel management of Ukrainian companies.

The research highlights the transformative role of HR
marketing strategies in addressing labor market dynamics,
including talent shortages, mobilization, and migration. It
underscores how employer branding, financial motivation,
and psychological support contribute significantly to em-
ployee well-being, retention, and productivity. Further-
more, the study provides a structural equation model to an-
alyze the interplay between organizational adaptation and
labor market factors, emphasizing the importance of flexi-
bility and innovation.

These findings align with existing literature on HR
marketing, which stresses the role of employer branding
and employee-centric approaches in attracting and retaining
talent. Studies on organizational resilience during crises,
such as those conducted during the COVID-19 pandemic,
reinforce the need for flexible working conditions and men-
tal health initiatives. However, the study expands the scope
of existing knowledge by integrating wartime-specific fac-
tors, such as mobilization and martial law, into HR market-
ing frameworks. This unique focus on the Ukrainian con-
text adds valuable specificity and applicability.

The model developed as a result of open data re-
search includes the following basic parameters that com-
pany should consider when implementing personnel man-
agement in martial law conditions: employee welfare,
which is assessed through the impact of salary increases,
burnout, and other factors; the labor market as a manage-
ment factor includes changes in return-to-office policies,
new vacancies, changes in the number of employees, and
market challenges. Adaptation of organizations is ensured
due to the demand for new skills and interaction with prob-
lems in the labor market. The linkages model analyses how
the adaptation of companies and labor market conditions
affects the well-being of workers.

SEM results show that adapting organizations to con-
temporary challenges (in particular, the demand for new
skills and responding to labor market challenges) has a sig-
nificant positive impact on employee well-being. There-
fore, investments in training, staff development and adap-
tation to new conditions will contribute to increasing the
level of satisfaction and productivity of employees.

Changes in the labor market (for example, return-to-
office policies, opening of new vacancies, increase or de-
crease in the number of employees) significantly affect the
ability of organizations to adapt to challenges. Accord-
ingly, it is important for companies to take into account
trends in the labor market and focus on attracting talented
employees, creating attractive working conditions, includ-
ing flexible hours.

Problems in the labor market, in particular, the short-
age of personnel, low inclusiveness and the outflow of qual-
ified specialists, have a negative impact on the general well-

being of employees. Policies that address these issues (eg
retention programs, higher wages, support for inclusion) go
a long way toward improving the situation.

The wage increases in 2023 had a significant positive
effect on the well-being of employees, which confirms the
importance of financial motivation. The planned wage in-
crease in 2024 is also expected to have a positive effect on
workers. Accordingly, companies should continue to main-
tain competitive wage policies to maintain employee moti-
vation and productivity.

Employee burnout has a significant negative impact
on their well-being. Therefore, employers should imple-
ment mental health support programs, including working
with psychologists, reducing workload and developing a
corporate culture of mutual support.

The shortage of talented workers, especially in nar-
rowly specialized specialties (engineers, IT specialists,
pharmacists, lawyers), is themain problem in the labor mar-
ket. To solve it, it is necessary to develop long-term per-
sonnel training programs, in particular, to cooperate with
educational institutions for the formation of the necessary
skills in young professionals.

Major issues such as mobilization, the outflow of
skilled personnel abroad, disparities between salary expec-
tations and business opportunities require strategic inter-
vention. This means that it is important for business and
government to work together to create favourable condi-
tions in the labor market, given the challenges of martial
law.

Despite its strengths, the study has limitations. First,
the reliance on open data sources may restrict the depth
of analysis in certain areas, such as detailed organizational
case studies or regional differences. Second, the focus on
quantitative methods like structural equation modeling may
overlook qualitative insights into employee experiences and
organizational culture. Third, the conclusions may not be
fully generalizable to other countries or contexts due to the
specificity of the Ukrainian wartime environment. This
model was constructed based on data from a specific set of
surveys, and while the results are robust, they may not fully
capture the broader diversity of organizational contexts in
Ukraine or other regions facing similar challenges. Addi-
tionally, the quality and adequacy of the model’s assump-
tions and the validity of path coefficients could benefit from
further validation using a larger, more diverse sample. Fu-
ture research should focus on refining the model through
longitudinal studies and exploring the potential influence
of external factors such as international aid, governmental
support policies, and evolving labor market dynamics. En-
hancing the model with more granular data could improve
its predictive power and applicability to businesses navigat-
ing post-war recovery phases.
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