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PRESENTATION AND PURPOSE OF
THE STUDY. The full-scale war in Ukraine
has caused dramatic changes in all areas of
public life, including the sociocultural sphere.
Institutions in this sector face not only
economic and logistical challenges, but also
critical  issues in  human  resource
management. The instability of the external
environment, forced displacement, emotional
burnout, staff shortages, and the need to adapt
to crisis conditions have significantly affected
HR processes. Under martial law, personnel
management requires new strategies that
combine flexibility, resilience, and
psychological support for employees. The
purpose of this article is to analyze the
peculiarities of personnel management in the
sociocultural sphere under martial law and to
identify effective approaches to maintaining
performance and team cohesion in such
extreme conditions.

RESEARCH METHODS. The
applies general scientific and
methods, including analysis, synthesis,
comparison, systemic approach, expert
evaluation, situational modeling, and SWOT
analysis. These tools allowed for the
identification of key trends, risks, and
adaptive management mechanisms within
cultural and social institutions operating
during wartime.

THE RESULTS. The study emphasizes that
effective HR management during martial law
should focus on psychological resilience,
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team  motivation, flexible forms of
employment, decentralization of decision-
making, and the introduction of digital tools
for remote coordination and communication.
The article also highlights the importance of
leadership skills, empathy, and trust in team
interactions. Institutions that demonstrated
proactive HR policies were better able to
retain staff, preserve institutional memory,
and ensure service delivery continuity.
Specific attention was given to the
development of support programs for
internally displaced cultural workers and the
implementation of short-term contracts and
volunteer-based staffing models.

CONCLUSIONS. In wartime conditions,
personnel management in the sociocultural
sphere becomes a factor of institutional
survival. The ability to quickly reorganize
workflows, maintain employee morale, and
implement adaptive leadership models is
critical. The experience of wartime HR
practices may lay the foundation for a new,
more resilient model of public management

in Ukraine's cultural and social sectors.
Strategic investment in human capital,
emotional intelligence, and agile
organizational  structures is key to

sustainability in crisis conditions.
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BUCTYII I META JOCJIIXEHHS.
[ToBHomacmTabna  BiiHa B YKpaidi
CIPUYMHWIA KapAWHAJIBHI 3MIHHM Yy BCIX
chepax CyCHUIBHOTO JKUTTA, 30KpeMa B
COLIOKYNBTYpHIH cdepi. VYcraHOBH 1€l
rajiy3i CTUKalOThCs HE JIMIIE 3 EKOHOMIYHUMU
Ta JIOTICTUYHMMH BHKJIMKAMH, a W 13
rocTpUMH  TpoOJieMaMH B YIPaBJIIHHI
nepcoHaioM. HecTaGinbHICTh 30BHINIHBOTO
CEpeloBUINA,  BHMYIIEHE  IEpeMilleHHS,
eMOIlilfHe BUTOpaHHs, KaIpoBui aediuut i
HEOOXITHICTh ajamnTalii 10 KPHU30BHX YMOB
cyrreBo BrmHyan Ha HR-mponecu. B
YMOBaX  BOEHHOTO  CTaHy  YIpaBIiHHSA
NepCOHANIOM MoTpeOye HOBUX CTpaTeriil, siKi
MOETHYIOTh THYYKICTB, CTIHKICTh 1
NICUXOJIOTIYHY MIATPUMKY MpaliBHUKIB. MeTa
CTaTTI — TPOAHATI3yBaTH  OCOOJIMBOCTI
YIpaBIIiHHS MEPCOHATIOM Y COLIOKYJIbTYPHIH
chepi B yMOBax BOEHHOIO CTaHy Ta
BU3HAUUTHU epeKTHBHI  MIAXOAUW IO
30epeKeHHsT TPaIe3JaTHOCTI Ta KOMaHIHOT
3TYpPTOBAaHOCTI B YMOBaxX HaA3BUYANHOI
cUTYyarlii.

METOAN AOCJIAXEHHSA. V mporueci
HalMCaHHS  CTAaTTi  BUKOPHUCTOBYBAJIUCS
3aralbHOHAyKOBI Ta CHEI[iaibHI METOJIH:
aHaji3, CHHTE3, TOPIBHSIHHSA, CHCTEMHHI
MiJXiJ, EKCIIEPTHE OI[IHIOBAHHS, CUTYaIliliHe
moaemoBanHsa, SWOT-anamni3. 3acTocyBaHHs
UX I1HCTPYMEHTIB JIO3BOJHJIO  BUSBUTH
OCHOBH1 TEHJIEHIli, PU3WKHA Ta aJalTHUBHI
MEXaHI3MU YIpaBIiHHA B yYMOBax poOoTH
COITIOKYJIbTYPHUX YCTAaHOB Yy MEPioj] BIHHH.
PE3YJIBTATHU. VY cTarTi HarojomryeThes,
110 e(peKTUBHE YIIPaBIiHHS ITEPCOHAIOM B

YMOBaX BOEHHOI'O CTaHy Ma€ IPYHTYBAaTHUCS

Ha TICUXOJIOTIYHIA CTIHKOCTi, MOTHBAIii
KOMaHI¥, THYYKHX (opmax 3alHATOCTI,
JeneHTpam3amnii  NpUAHATTS ~ pilieHb 1

BIIPOBA/KCHHI HU(POBUX IHCTPYMEHTIB IS
JTUCTaHIIMHOI KOOpauHAIi Ta KOMYHIKAILii.
AKIIEHT 3p0o0JICHO Ha poJIi JIigepcTBa, eMnarii
Ta JOBIpH y B3aEMOii 3 KOJCKTUBOM.
YcTaHoBH, SIKi BIPOBAKYBAITU MPOAKTHBHY
HR-nomituky, «kpamie 30eperiaum  Kaapw,
IHCTUTYLIHHY mamM’aTb 1  CTaOUIbHICTh
HagaHHs octyr. OcoOMuBY yBary npHaiJieHO
OIATPUMI ~ BHYTPILIHBO nepeMilIeHux
MpaIiBHUKIB ~ KYJbTYPH,  BIPOBAKCHHIO
KOPOTKOCTPOKOBUX KOHTPAKTIB Ta MOjelei
BOJIOHTEPCHKOI 3alHATOCTI.

BUCHOBKM. B ymoBax BiiiHM ynpaBiliHHS
MEPCOHAJIOM Y COIIIOKYJIBTYPHIN cdepi cTae
YUHHUKOM BW)KMBAHHS YCTaHOB. 3JaTHICTh
OTIEPaTUBHO  PEOPTaHi3oByBaTH  pobOodi
NpOLECH, WIATPUMYBATH MOpPAIBHUNA JTyX
MpaIiBHUKIB 1 BIPOBA/KYBaTH aJlallTUBHE
JTAEpCTBO Mae KIIOYOBe 3HadeHHs. JlocBin
BIICHKOBOTO TEPIOy MOXKE CTaTH OCHOBOIO
HOBOI, CTiiikoi Mojeni ynpasiiHHS y cdepi
KyJIbTypHd ¥ COIIAJIBHOI TOJITUKU YKpaiHH.
CrpateriyHi iHBECTHIIIi B TIOJCHKUN KariTall,
EeMOITIMHMN IHTEJEeKT 1 THYUYKl OpraizamiiiHi
CTPYKTYpH € 3alOpPYKOK0 JKUTTE3TATHOCTI B
YMOBaX KpHU3H.

K/JIIOYOBI CJIOBA:  couiokyiabTypHa
chepa; ympaBIiHHS TEPCOHATIOM; BOEHHHI
CTaH; KpHW30BE JIJEPCTBO;  MOTHBAIIIS;
azlanTaris MepCOHay; nudposi
IHCTPYMEHTH; IHCTUTYIIil{HA CTIHKICTb.
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Introduction. The sociocultural sphere plays a crucial role in shaping
national identity, preserving cultural heritage, and fostering community
resilience-functions that become especially vital during times of war. Under
conditions of martial law, institutions in this field face unprecedented challenges
that extend beyond material destruction or budget constraints. One of the most
pressing and complex issues is the management of human resources. Wartime
realities-displacement, emotional trauma, loss of personnel, shifting priorities,
and heightened uncertainty-require a fundamentally different approach to
staffing, leadership, motivation, and organizational behavior.

Effective human resource management (HRM) in the sociocultural sphere
under martial law must go beyond traditional administrative frameworks. It must
evolve into a dynamic, flexible, and humane system capable of responding to
rapidly changing conditions. Institutions in this sector, such as libraries,
museums, cultural centers, and arts organizations, are not just service providers-
they are carriers of national memory and tools of psychological resistance. Their
ability to operate and support the public directly depends on the well-being,
motivation, and professional capacity of their staff.

Furthermore, the wartime context necessitates the redefinition of
institutional goals and the adaptation of HR strategies to new realities. These
may include a shift toward digital formats, decentralized management, hybrid
work models, and the integration of psychological support systems. Staff
members often work under conditions of high emotional stress and personal risk,
making the human factor a central consideration in managerial decision-making.
At the same time, the need for institutional continuity, innovation, and societal
impact remains as urgent as ever.

Human capital becomes not only a resource but a critical asset that
determines the survival and resilience of sociocultural institutions. Accordingly,
effective HRM in this period must integrate elements of crisis management,
emotional intelligence, strategic communication, and scenario-based planning.
This includes identifying key personnel, supporting displaced workers,
preserving institutional memory, and fostering adaptive leadership.

The introduction of innovative HR practices, such as digital
communication tools, remote collaboration platforms, and rapid skills training,
can significantly enhance the resilience of organizations operating under martial
law. Thus, the purpose of this article is to explore the specific features,
challenges, and solutions of human resource management in the sociocultural
sphere during wartime, drawing attention to both theoretical frameworks and
real-world practices that can strengthen institutional effectiveness and societal
stability.

Description of the problem. The full-scale war unleashed in Ukraine has
inflicted unprecedented systemic stress on every aspect of national life,
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particularly on the economic structure and labor dynamics. This disruption has
not spared any sector-ranging from agriculture and manufacturing to the
sociocultural sphere and the hospitality industry. The ripple effects of war have
fundamentally destabilized labor supply chains, human resource continuity, and
organizational structures, compelling institutions to function in an atmosphere of
unpredictability, risk, and emotional overload.

One of the gravest and most immediate challenges is the large-scale loss of
workforce due to forced displacement, military mobilization, and emigration.
Millions of Ukrainians-many of them working-age adults-have been uprooted
from their homes. A significant number of employees from sociocultural and
service-related sectors, especially women, youth, and creative professionals,
were forced to evacuate from territories under occupation or heavy
bombardment. These individuals often belonged to the most active segment of
the labor market, possessing soft skills, language fluency, and sector-specific
experience that are essential for maintaining service quality and guest
experience. According to recent demographic data, over one-third of the
population of Ukraine has been internally or externally displaced since the onset
of the war. This massive demographic shift has led to a profound contraction in
the availability of labor, especially in urban centers and conflict-adjacent regions
(Kudelia & Yakovenko, 2023).

Simultaneously, those employees who remain in Ukraine and continue
working do so under extreme psychological and emotional stress. Their working
lives are overshadowed by constant threats: missile attacks, curfews, blackouts,
transportation disruptions, and personal tragedies. Many have lost homes, loved
ones, or face the daily anxiety of having relatives on the battlefield. As a result,
workplace morale suffers deeply, and conventional management tools such as
performance bonuses or productivity-based promotions lose their motivational
power. Under such conditions, a narrow focus on metrics or cost-efficiency
becomes irrelevant, even counterproductive. Employers must now recognize
emotional health, burnout prevention, and psychological resilience as central
pillars of any viable HR strategy (Hushtan & Petechel, 2024).

In addition to psychological concerns, the legal framework governing labor
has undergone substantial revisions to accommodate wartime exigencies. The
adoption of the Law of Ukraine "On the Organization of Labor Relations Under
Martial Law™ (No. 2136-IX, enacted in March 2022) has introduced significant
changes in employment regulation. These include revised provisions for
employment contracts, modified grounds for termination, flexible scheduling
allowances, and employer authority to alter working conditions without prior
employee consent in specific cases (Kudelia & Yakovenko, 2023). While these
reforms provide much-needed operational flexibility, they also place increased
ethical and administrative responsibility on HR managers. The blurred legal
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boundaries demand that HR professionals operate with heightened integrity,
ensuring transparency, avoiding abuse of authority, and maintaining the trust of
their workforce despite the volatile environment.

To provide a clearer overview of how HR practices are adapting under
martial law, the table below presents key problem areas and the corresponding
strategic solutions being implemented across Ukraine's sociocultural and
hospitality sectors:

Table 1
HR Management Practices under Martial Law
Key Areas of HR Management Adaptation Measures
Employee Safety Evacuation plans, shelters, safe workspaces
: Access to counseling, stress resilience
Psychological Support L
training
Motivation Systems Non-material rewards, recognition programs
Remote and Flexible Work Remote work formats, flexible schedules
Temporary Staff Integration Recruitment campaigns, short-term contracts
Use of Senior Workforce Potential | Inclusion in mentoring, flexible roles
Continuous Training Digital upskilling, rapid onboarding
Risk Management Business  continuity  planning,  crisis
protocols

Source: composed based on (Hushtan & Petechel, 2024); Kudelia & Yakovenko, 2023;
Cherep, Kaliuzhna & Mykhailichenko, 2023; Chornodid, Vasylets & Petrenko, 2022; Buhai,
2024; Chernyshova, Bondar & Krasilovska, 2024).

One particularly important trend across recent research is the growing
importance of non-material motivation techniques. Financial rewards, while still
relevant, have diminished motivational power during wartime due to reduced
profitability, supply chain disruptions, and the broader economic crisis. In
response, HR managers and business leaders are increasingly deploying
recognition-based incentives, peer appreciation systems, and wellness initiatives
to maintain staff engagement. These include programs that acknowledge
individual contributions publicly, create safe spaces for emotional expression,
and foster team bonding. In many cases, such intangible motivators-when
aligned with organizational values-are more effective than monetary rewards in
sustaining morale and encouraging loyalty under conditions of chronic
uncertainty (Hushtan & Petechel, 2024; Chornodid, Vasylets & Petrenko, 2022).

Another critical dimension is risk management. HR departments are now
central to enterprise resilience planning. Not only must they prepare for human
losses or sudden relocations, but they also need to create protocols for continuity
of work in case of air raids, blackouts, or communication failure. Israeli
enterprises, as a comparative example, have long incorporated such contingency
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planning into HR policy. They implement regular drills, distribute emergency
kits, and educate employees on situational awareness — lessons now highly
relevant for Ukrainian employers (Kudelia & Yakovenko, 2023).

An often overlooked but increasingly essential trend is the integration of
senior workforce. Due to mass conscription and emigration of younger workers,
many organizations have turned to experienced, older employees — often
undervalued in pre-war hiring. These individuals bring institutional memory,
emotional resilience, and stability, which are invaluable during periods of
turbulence. Programs aimed at retaining and retraining older workers are now
receiving attention as a sustainable staffing solution (Kovalyk & Levchuk,
2023).

Digitalization of HR functions has accelerated under necessity.
Recruitment, onboarding, training, and evaluation are increasingly handled
online to bypass physical risks. Yet, this transition also creates gaps — many
middle-aged and senior employees lack digital literacy. Employers must
therefore balance between innovation and inclusivity, ensuring no one is left
behind in the tech shift.

Another underlined problem is conflict management within teams. War
intensifies psychological strain, which often manifests in workplace tension,
mistrust, or burnout. HR managers are now responsible for defusing these risks
through emotional intelligence training, role clarification, and regular team-
building efforts (Chernyshova, Bondar & Krasilovska, 2024).

Importantly, as highlighted in the works of O. Cherep et al. and K. Buhali,
the sociocultural sphere also serves a therapeutic role during wartime — offering
cultural continuity, psychological relief, and national identity reinforcement. HR
professionals working in theaters, museums, or creative studios are thus
managing not just internal teams but are also contributing to social stability
through their output (Buhai, 2024).

Lastly, corporate social responsibility has emerged as a crucial HR
concern. Many hospitality businesses have engaged in volunteer initiatives,
supported territorial defense forces, or provided services to displaced
populations. These efforts, while humanitarian, also enhance employee
engagement and brand loyalty — creating a sense of collective mission.

Research results and prospects. The ongoing war in Ukraine has
presented unprecedented challenges to all sectors of society, including
sociocultural institutions and hospitality enterprises. These challenges have
provided a real-time testing ground for the transformation of human resource
management (HRM) systems. Based on the current research, institutional
reports, and professional observations, several key patterns and innovations have
emerged that redefine both the theory and practice of HRM in crisis conditions.
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One of the most crucial findings is the necessity of adaptive, human-centric
HRM strategies that prioritize psychological safety, flexibility, and ethical
leadership. Numerous organizations that succeeded in maintaining operations
throughout the war have demonstrated that rapid adaptation to external stressors
— rather than rigid adherence to pre-war protocols — is essential for institutional
survival. For example, successful institutions have restructured workflows,
introduced flexible schedules, and developed internal crisis response teams, all
while focusing on the emotional wellbeing of staff. These practices have proven
to be more than temporary solutions; they now represent a new operational
paradigm.

Sector-specific practices further highlight the breadth of HRM
transformation. In cultural institutions such as museums and libraries, HR
departments redefined work roles to include digital content creation, online
education, and community outreach programs. These new responsibilities not
only helped institutions remain active but also empowered staff with new skills.
Similarly, in the hospitality sector, businesses that diversified services — for
instance, converting hotels into shelters or community kitchens — also adapted
their HR policies. Staff were retrained to interact with vulnerable populations,
implement health protocols, and provide psychological first aid, making their
roles more socially impactful.

An important outcome of the wartime HR shift is the reevaluation of
leadership models. Traditional top-down approaches have increasingly been
replaced with distributed and empathetic leadership. This shift acknowledges
that staff in crisis zones require leaders who are emotionally intelligent, capable
of making decisions under uncertainty, and sensitive to the personal
circumstances of team members. As a result, training programs now include
modules on trauma-informed leadership, rapid response coordination, and
collaborative decision-making.

Organizational resilience has also become a key area of focus. The most
successful HR departments operate not merely as administrative units but as
strategic partners in institutional survival. They are involved in scenario
planning, logistics coordination, and community engagement. This expanded
role of HR professionals allows organizations to foresee disruptions, identify
essential personnel, and build redundancy into staffing plans. For instance,
several institutions have created reserve pools of cross-trained staff ready to take
over key functions if frontline employees become unavailable.

Training and upskilling have become central pillars of HRM during the
war. Institutions have invested in rapid training programs covering digital tools,
psychological resilience, and safety protocols. In addition to technical skills, soft
skills such as communication, empathy, and problem-solving have been
emphasized. These programs are often conducted online, using gamification
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elements or peer mentoring models to maintain engagement. HR professionals
note that such training not only improves job performance but also instills a
sense of purpose and belonging among staff.

Prospects for future development suggest that many of the crisis-induced
changes in HRM will be institutionalized even after the war ends. For example,
hybrid work models, psychological safety frameworks, and decentralized
decision-making are likely to remain cornerstones of post-war HRM. The
success of these approaches during wartime has challenged long-standing
assumptions about workplace efficiency and authority structures. Furthermore,
the war has exposed gaps in traditional HR education and policy-making,
indicating the need for new academic programs, certification standards, and
legislative reforms that better align with emergency realities.

International experience offers additional insights. Studies of Israeli
enterprises, for instance, underscore the importance of embedding security and
flexibility into HR policy from the outset. Regular emergency drills,
psychological preparedness training, and modular job descriptions enable rapid
response to unforeseen events. Ukrainian institutions are increasingly looking to
such models to inform their own HR development strategies.

Another emerging trend is the focus on inclusion and diversity. Wartime
displacement has led to more heterogeneous workplaces, with staff from various
regions, age groups, and backgrounds working together. This diversity, while
initially challenging in terms of communication and coordination, has become
an asset when managed properly. HR departments that provide intercultural
communication training and promote inclusive team cultures report stronger
collaboration and innovative problem-solving.

Technological integration remains a high-priority prospect. As institutions
invest in Al-based tools for recruitment, performance tracking, and mental
health diagnostics, HRM is becoming increasingly data-driven. However,
experts caution against over-reliance on algorithms without human oversight. A
balanced approach that leverages technology while preserving the relational core
of HRM is essential, particularly in sensitive sectors like culture and hospitality.

Finally, collaborative networks among institutions have proven to be
valuable for sharing resources, training opportunities, and best practices.
National associations and regional HR alliances have emerged, creating
platforms for knowledge exchange and coordinated responses. These networks
are expected to play a greater role in the reconstruction phase, supporting
standardization, advocacy, and innovation in HR policy across the sociocultural
landscape.

In conclusion, research results from the wartime context in Ukraine reveal
a profound reconfiguration of human resource management. Far from being
merely reactive, the new HRM paradigm is proactive, values-driven, and
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strategically aligned with institutional and national resilience. As the country
moves toward recovery, the lessons learned during this period offer a foundation
for building a more inclusive, sustainable, and adaptable HR infrastructure
capable of withstanding future crises.
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