COINIA/TBHO-TPYIOBI INTAHNHA

BHPOLHHNY0I COEPH

SOCIAL AND LABOR ISSUES
OF THE MANUFACTURING SECTOR

http://doi.org/10.15407/econindustry2025.02.051
UDC 331.52:005.95(477)
JEL: J21, J23, J68, O15, M54

EKOHOMIKA

MPOMMCITIOBOCTI
ECONOMY
OF INDUSTRY

Oleksandr M. OLIINYK!, Candidate of Philosophical Sciences, Associate Professor

E-mail: a.n.oleynick@gmail.com; https://orcid.org/0000-0003-0511-7681;

Olha O. HOLOVAN!, Candidate of Physical and Mathematical Sciences, Associate Professor
E-mail: oaholov@gmail.com; https://orcid.org/0000-0002-9410-3830;

Damir T. BIKULOVY, Doctor of Science in Public Administration, Professor

E-mail: elcoronelnotiene1974@gmail.com; https://orcid.org/0000-0001-9188-7310

! Zaporizhzhia National University
66 Universytetska Street, Zaporizhzhia, 69600, Ukraine

FLEXIBLE FORMS OF EMPLOYMENT IN THE SYSTEM
OF BUSINESS PROCESS ENGINEERING AND PERSONNEL
MANAGEMENT IN MODERN CONDITIONS

The article explores the role of flexible employment forms as a tool for preserving jobs and supporting Ukraine’s labor market
during the war. The main models of flexible employment are identified, including remote work, part-time employment (flexible
schedule), project-based employment (temporary contracts), and internal outsourcing (personnel rotation). The mechanisms of
the influence of employment forms on the labor market in wartime conditions have been formulated. Recommendations are
made to improve legislation, expand insurance programs, and encourage businesses to adopt digital platforms.
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Introduction. The war in Ukraine has caused
large-scale socio-economic changes that have sig-
nificantly impacted the labor market. The destruc-
tion of enterprises, workforce mobilization, mass
migration, a shortage of skilled workers, and over-
all economic instability have forced businesses to
seek new adaptation mechanisms. Under these
conditions, traditional employment forms have lost
their stability, while flexible work models — remote
work, part-time employment, project-based activi-
ties, and outsourcing — have become not only sur-
vival tools but also key elements of strategic per-
sonnel management. However, the rapid transfor-
mation of the labor market presents numerous
challenges requiring comprehensive solutions.

The lack of legal regulation for new employ-
ment forms creates risks of legal uncertainty for
both employees and employers, exacerbating the
informalization of labor relations. Income instabil-
ity, limited access to social security, the need for
high self-discipline, and difficulties in productivity
monitoring undermine the effectiveness of imple-
menting flexible work formats.

Additionally, businesses face the challenge of re-
taining skilled personnel, who are either forced to
move abroad or transition to the freelance sector,
complicating workforce planning and the long-
term development strategy of enterprises. These
significant structural changes require the devel-
opment of new approaches to state labor market
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regulation, adaptation of labor legislation, and the
creation of effective social protection mechanisms
for non-standardly employed workers.

It is essential to consider international experi-
ence in regulating flexible labor relations and adapt
it to Ukraine’ realities, which will not only mitigate
the consequences of the war but also lay the foun-
dation for the future modernization of the labor
market.

Analysis of recent studies and publications. To
achieve the primary objective of this study, the works
of Ukrainian scholars were analyzed as follows:

The study (Blyzniuk, 2024) provides essential
context by highlighting key management mecha-
nisms for regulating labor market flexibility and
applying a subject-based approach to its analysis,
which reveals structural changes in the labor mar-
ket under prolonged crisis conditions.

The research (Buda, 2016) served as a foundation
for analyzing non-standard forms of employment,
including outsourcing, outstaffing, and remote
work, along with their social risks, forming the
basis for evaluating the advantages and challeng-
es of such employment models in the context of
Ukraine’s wartime realities. Additionally, the study
(Prohoniuk, 2021) emphasized that non-standard
forms of employment can exacerbate inequality
and social insecurity, necessitating the creation of
a regulatory framework to ensure employment sta-
bility and social guarantees. The legal analysis of
remote employment conducted (Makhitko, 2024)
reinforced the article’s argument regarding the need
to update labor legislation to protect the rights of
platform workers. Particularly noteworthy are the
conclusions (Kolomiiets, 2020) on the macroeco-
nomic benefits of remote work and recommenda-
tions for state support of enterprises during unfore-
seen situations such as war. The research (Achkaso-
va, 2023) provided a detailed analysis of personnel
outsourcing as a key means of resource-saving and
process optimization for businesses under crisis
conditions. The findings (Cheriomukhina, 2022)
offered practical recommendations for labor mar-
ket recovery post-war, which were adapted in the
article to develop institutional mechanisms sup-
porting non-standard employees.

Thus, integrating these studies enabled not only a
comprehensive review of the current challenges fac-
ing Ukraine’s labor market during wartime but also
the development of thorough recommendations for
transforming the labor market and advancing flex-
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ible employment forms as a sustainable mechanism
for economic recovery and modernization.

Formulating the purposes of the article pur-
pose of this study is to conduct a comprehensive
analysis of flexible employment forms as an ef-
fective tool for preserving jobs and stabilizing
Ukraine’s labor market during wartime. The re-
search aims to identify the advantages and chal-
lenges associated with the implementation of non-
standard employment models, assess their impact
on economic activity, labor productivity, and work-
ers’ social protection. The study also involves devel-
oping recommendations for improving regulatory
mechanisms, adapting labor legislation to new con-
ditions, encouraging employers to adopt flexible
work formats, and creating effective state support
programs for non-standard workers. Special atten-
tion is given to the experience of foreign countries
in regulating flexible labor relations and the pos-
sibilities of adapting this experience to Ukrainian
realities to build a sustainable employment system
in the post-war period.

Presentation of the main research material.
Changes in the socio-economic environment
caused by the war have significantly impacted
Ukraine’s labor market, transforming traditional
employment models and compelling both busi-
nesses and the state to seek new approaches to
organizing labor relations. Enterprises lost the
ability to maintain a permanent workforce, while
employees faced the loss of job stability, leading to
the necessity of adopting alternative employment
models. Flexible forms of work have become one
of the most effective tools for preserving economic
activity, enabling job retention and business conti-
nuity even under crisis conditions.

Therefore, studying modern models of flexible
employment, their advantages, challenges, and
practical applications in wartime is relevant. Let us
consider each flexible employment model separate-
ly, starting with the «<Remote Employment» model,
as shown in Figure 1.

As seen from Figure 1, the model «Remote Em-
ployment» during wartime highlights its key role
in preserving jobs and enabling business adapta-
tion to crisis conditions. This model has evolved
from a reactive measure to a strategic tool for trans-
forming the labor market, where the combination
of technologies and flexible planning creates new
opportunities and challenges for both employers
and employees. Digital technologies have enabled
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1.5 Monitoring results through KPIs and

2.5 Cybersecurity and data leakage risks

3.5 Level of staff satisfaction with new

digital platforms conditions
L) L) L)
1.4 Remote task and project management 2.4 The need for add.ltlonal self-discipline 3.4 Time for employees to adapt to
skills remote work
t L) t
1.3 Online communication between 2.3 Lack of physical control over 3.3 Staff costs compared to office format
employees employees
f I ;
1.2 Flexible working hours 2.2 The need to adapt corporate culture 3.2 Performance level in remote format
¥ I f
1.1 Using digital technologies for remote | | 2.1 High dependence on technology and 3.1 Number of jobs saved
work internet access
3 i i
1. Main components 2. Features 3. Performance evaluation indicators
] T }
FEATURES AND STRUCTURAL ELEMENTS OF THE MODEL
«REMOTE EMPLOYMENT»
|
v v v
4. Advantages 5. Disadvantages 6. Practical application and results
¥ v ¥

4.1 Reducing office infrastructure costs

5.1 Employee alienation and decreased
team interaction

6.1 IT sector - transition to a fully
remote work format

v

A 4

A 4

4.2 Reducing risks for workers in conflict
zones

5.2 Loss of control over performance

6.2 Educational institutions —
introduction of online learning and
lectures

A 4

A 4

A 4

4.3 Possibility of preserving jobs when
offices are physically destroyed

5.3 Problems with combining work and
personal responsibilities

6.3 Banking sector — development of
remote customer service

A 4

A 4

A 4

4.4 Access to the global labor market

5.4 Additional costs for equipment and
digital security

6.4 Marketing and media - using online
tools for work

A J

A 4

A 4

4.5 Flexibility of schedule to suit
personal needs

5.5 Potential difficulties in determining
working hours

6.5 Government agencies — partial
transition to remote interaction with
citizens

Figure 1. Features and structural elements of the model «<Remote employment»

Source: Buda, 2016.

businesses to maintain functionality despite the
physical destruction of offices or operations in
hazardous areas. This trend is particularly evident
in the IT sector, banking industry, and education,
where online operations have become the founda-
tion of activity.

Experience has shown that digitalization is a
decisive factor for the survival of enterprises and
institutions. Despite the obvious advantages, in-
cluding reduced office infrastructure costs, flexible
schedules, and access to the global labor market, re-
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mote work presents several challenges. The loss of
physical control over employees forces businesses
to adopt digital productivity monitoring models
using KPIs and specialized platforms. However,
these tools do not always account for the human
factor, increasing the risks of professional burnout
and employee disengagement. A key aspect of this
model is the issue of employee self-discipline, as it
becomes a critical factor in efficiency. At the same
time, the problem of balancing work and personal
life becomes increasingly acute, creating potential
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employees (not applicable in all sectors)
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1.2 Setting up a flexible work schedule 2.2 Balance between social guarantees 3.2 Share _of employees who chose

and savings on salaries flexible working hours
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1.1 Possibility of working on a reduced 2.1 The need to change labor legislation 3.1 Dynamics of unemployment

working day or week. to support the model reduction
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1. Main components 2. Features 3. Performance evaluation indicators
% T }
FEATURES AND STRUCTURAL ELEMENTS OF THE MODEL «PART-TIME
EMPLOYMENT AND FLEXIBLE SCHEDULE»
I
v v v
4. Advantages 5. Disadvantages 6. Practical application and results
v ¥ ¥

4.1 Allows employees to combine work
with other responsibilities

5.1 Lower income level compared to full
employment

6.1 Retail - shift distribution for store
staff

v

A 4

A 4

4.2 Helps avoid layoffs by reducing
working hours

5.2 Difficulty in organizing work in some
areas

6.2 Healthcare - doctor and nurse shifts

A 4

A 4

A 4

4.3 Flexibility in the distribution of
working hours

5.3 Uneven load distribution possible

6.3 Financial sector — introducing
flexible working hours for analysts

v

A 4

v

4.4 Reducing burnout and increasing
motivation

5.4 Administrative costs for schedule
management

6.4 Service sector — restaurant operation
optimization

A 4

A 4

A 4

4.5 Preserving jobs in times of economic
instability

5.5 Impact on the calculation of social
benefits and pensions

6.5 Government agencies — partial
reduction of office hours

Figure 2. Features and structural elements of the model «Part-time employment and flexible schedule»

Source: developed by the author himself.

conflicts and lowering employee satisfaction. A
significant example of adapting this model is state
institutions, which have demonstrated the ability
to implement digital interaction tools even within
conservative structures.

This experience opens up new prospects for fur-
ther use of remote formats in the post-war period.
Thus, remote employment has become a catalyst
for forming a new model of labor relations, where
technologies, flexibility, and effective management

>4

become the foundation of resilience for businesses
and the public sector.

Let us consider the features and structural ele-
ments of the model «Part-Time Employment and
Flexible Schedule» in Figure 2.

According to Figure 2, the «Part-Time Employ-
ment and Flexible Schedule» model allows compa-
nies to optimize overall costs and enables employ-
ees to flexibly adapt their work activities to new
conditions, combining work with family or social
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FEATURES AND STRUCTURAL ELEMENTS OF THE MODEL
«TEMPORARY CONTRACTS AND PROJECT-BASED EMPLOYMENT»
|
] v ¥
4. Advantages 5. Disadvantages 6. Practical application and results

¥ ] 2

4.1 Rapid business adaptation to changes

5.1 Lack of stable income for employees

6.1 Construction projects— hiring
temporary workers

A 4

A 4

A 4

4.2 Reduction of permanent staff costs

5.2 High staff turnover

6.2 IT sector — work through outsourcing
platforms

A 4

A 4

A 4

4.3 Access to a wide range of specialists

5.3 Limited social guarantees

6.3 Creative industries — project
contracts

v

h 4

h 4

4.4 Flexible regulation of the wage fund

5.4 Risks of reducing the quality of work
performed

6.4 Freelance exchanges - attracting
self-employed workers

A 4

A 4

A 4

4.5 Minimizing legal risks when reducing
staff

5.5 The need for constant search for new

employees

6.5 Logistics — temporary contracts for
drivers

Figure 3. Features and structural elements of the model «Temporary Contracts and Project-Based Employment»

Source: developed by the author himself.

responsibilities. The flexibility of this model allows
employers to avoid layoffs by merely reducing work-
ing hours, which is particularly effective in sectors
with uneven demand, such as retail and services.
Properly organized shift schedules ensure constant
staff presence while minimizing costs. Regarding the
financial sector and government institutions, a flex-
ible schedule contributes to increased productivity
through the rational use of working hours. However,
this model also presents systemic challenges related
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to the uneven distribution of workload and plan-
ning difficulties, requiring the implementation of
digital schedule management systems. The admin-
istrative costs associated with their implementation
compel companies to revise their staffing strategies.
Part-time employment also affects the calculation of
social benefits and pensions, which may negatively
impact employee motivation. Compared to full re-
mote work, part-time employment often serves as
an intermediate stage for companies that are not
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1.5 Training and retraining programs for
employees to work in various fields

2.5 Increasing need for knowledge
management systems and internal learning

3.5 Staff turnover and time spent
adapting to new functions

A

A

A

1.4 Using internal resources to perform
tasks that are usually performed by
external providers

2.4 Using internal resources to reduce costs
for external services

3.4 Level of efficiency and effectiveness
of internal outsourcing

1.2 Internal outsourcing, when individual
functions are performed by company
specialists, but under outsourcing
conditions
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constant change of workplace or functions

X

A

1.1 Moving employees between different
departments or projects within the same

2.1 The need for high employee mobility
and their ability to quickly adapt to new

3.2 Employee satisfaction level with job
rotation and change

A

3.1 Number of jobs saved through staff

company tasks rotation
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1. Main components 2. Features 3. Performance evaluation indicators
1 : 7
FEATURES AND STRUCTURAL ELEMENTS OF THE MODEL
«PERSONNEL ROTATION AND INTERNAL OUTSOURCING»
[
v v v
4. Advantages 5. Disadvantages 6. Practical application and results
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4.1 Preserving jobs by reassigning
employees to new functions

5.1 Possible reduction of employee
specialization through rotation

6.1 Large enterprises —transferring
employees to different projects and
functions

h J

A 4

4.2 Reducing costs for external services
and outsourcing

5.2 Difficulties in allocating
responsibilities between different
departments

¥

6.2 Financial sector — employee rotation
between different departments

A 4

v

A 4

4.3 Improving interaction between
departments and strengthening corporate
culture

5.3 The need for large expenditures on
training and retraining of personnel

6.3 Medical facilities — doctors and
nurses change departments depending
on needs in times of crisis

v

A4

A 4

4.4 Improving communication and
knowledge among employees

5.4 Possible conflicts between employees
due to changes in the team

A 4

A 4

6.4 Retail chains — moving employees
between stores

L2

4.5 Reducing staff turnover through the
opportunity for development and
retraining

5.5 Lack of motivation among employees
who frequently change jobs within the

company

6.5 Manufacturing companies — internal
outsourcing for nornrcore functions

Figure 4. Features and structural elements of the model «Personnel Rotation and Internal Outsourcing»

Source: (Achkasova, 2023).

yet ready to fully digitize their business processes.
It enables gradual cost optimization and the phased
adaptation of staff to changes.

Let us consider the features and structural ele-
ments of the model «Temporary Contracts and
Project-Based Employment» in Figure 3.

The presented «Temporary Contracts and Proj-
ect-Based Employment» model enables flexible re-
sponses to changing demand by engaging external
specialists and establishing short-term contracts.
This approach allows companies to optimize costs

36

and maintain project efficiency even under unsta-
ble economic conditions.

The flexibility of this model allows for the rapid
adjustment of workforce size based on business
needs, which is particularly relevant for industries
with uneven workloads, such as construction, lo-
gistics, and creative industries. In the IT sector, this
model provides access to international expertise,
enhancing a company’s competitiveness.

However, the model comes with significant risks.
The unstable income creates financial uncertainty
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for workers, while high employee turnover increas-
es companies’ costs related to the constant search
for and adaptation of new personnel. Additionally,
the absence of social guarantees undermines em-
ployee motivation and loyalty, negatively affecting
the quality of work performed.

Digital platforms have become key tools for
personnel search and management, providing ac-
cess to a broad range of specialists. However, the
effectiveness of these platforms depends on reli-
able mechanisms for evaluating completed tasks
and ensuring compliance with agreements. While
competition encourages skill development, it also
contributes to labor price dumping.

To ensure the long-term sustainability of this
model, mechanisms for the social protection of tem-
porary workers and income stabilization are neces-
sary. Only under such conditions can project-based
employment become a foundation for creating a
more dynamic, flexible, and resilient labor market.

Let us consider the features and structural ele-
ments of the model «Personnel Rotation and In-
ternal Outsourcing» in Figure 4.

The model «Personnel Rotation and Internal
Outsourcing» is a strategic tool that ensures busi-
ness adaptation to crisis conditions and contributes
to job retention. It optimizes the use of internal re-
sources, enhances workforce flexibility, and fosters
strong horizontal connections between depart-
ments, reducing costs associated with engaging
external contractors.

The key advantage of this model lies in reallocat-
ing employees to new functions or projects, which
helps minimize staff turnover while fostering the
development of multifunctional skills. This ap-
proach supports business continuity, strengthens
corporate culture, and improves interdepartmen-
tal collaboration, directly impacting teamwork ef-
ficiency.

However, the model is not without risks. Fre-
quent changes in job functions can create a sense
of professional uncertainty among employees, de-
creasing motivation and causing stress due to the
need for rapid acquisition of new competencies.
This threatens to reduce workforce specialization
and affect productivity. Furthermore, the lack of
clear task distribution among departments in-
creases the likelihood of conflicts and decreases
the quality of task execution.

The effective implementation of this model re-
quires investments in knowledge management
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systems, retraining programs, and performance
monitoring mechanisms. Only by establishing
transparent task allocation mechanisms, improv-
ing motivational tools, and introducing adaptive
training programs can personnel rotation become
a sustainable tool for enterprise development and
stability.

A comparative analysis of various flexible em-
ployment models has identified that, during the
war in Ukraine, remote work proved to be the most
effective and strategically justified model. Its key
advantage lies in ensuring business process conti-
nuity even amid physical infrastructure destruction
or employees being located in dangerous zones.
This model combines technological capabilities
with flexible work planning, allowing adaptation
to unstable conditions.

The use of digital technologies becomes fun-
damental to maintaining business functionality,
particularly in the IT sector, financial institutions,
and education, where a mass transition to online
formats has demonstrated its effectiveness. At the
same time, the remote work model poses challeng-
es, including professional burnout and productiv-
ity monitoring issues. However, it requires mini-
mal infrastructure costs, enabling job preservation
and the development of new digital competencies.
Compared to flexible scheduling or personnel ro-
tation models, remote work is more adaptable to
crisis conditions, as it completely removes depen-
dency on physical locations.

The part-time employment model, although
useful for cost optimization and retaining skilled
personnel, is limited by its complexity in manage-
ment and its impact on employee social guarantees.
Project-based work and outsourcing are effective
for short-term tasks but cannot provide stability or
social support during wartime.

Thus, remote work becomes the foundation for
transforming labor relations, where digital tech-
nologies and adaptive management forms serve
as key survival factors for both businesses and the
public sector.

Let us formulate the mechanisms of the influ-
ence of employment forms on the labor market in
wartime conditions (Table 1), according to the data
in Fig. 1-4.

Analyzing the data in Table 1, the labor market
is undergoing multi-vector transformations affect-
ing not only employment forms but also personnel
management mechanisms, as well as the economic
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and social aspects of business operations. Remote
work, previously part of digital transformation,
has become a vital mechanism for maintaining
economic activity, ensuring the safety of employ-
ees in conflict zones, and allowing companies to
sustain their operations. However, this form of
employment faces challenges, including unstable
internet and power access, increased cyber threats,
and heightened requirements for digital literacy
and self-discipline. This stimulates the formation
of autonomous digital business models and the
emergence of new specializations such as «digital
volunteers» and «information front operators». Si-
multaneously, the functional expansion of remote
employment for military needs is accelerating
changes in the labor market.

Flexible schedules and part-time employment, as
mechanisms for cost optimization and enabling the

combination of multiple activities, become essen-
tial under conditions of instability. The war leads to
forced changes in work schedules, the transition of
employees to volunteer or military activities, and
increased income instability, raising stress levels.
This necessitates the development of adaptive work
schedules tailored to extreme conditions and the
implementation of more effective social protection
models for employees working under flexible con-
ditions. At the same time, project-based employ-
ment and temporary contracts allow businesses to
respond quickly to economic changes by engag-
ing specialists for specific tasks without long-term
commitments. While this reduces the financial
burden on companies, it also creates job insecurity,
intensifies competition for positions, limits social
guarantees, and increases long-term uncertainty.
The military situation amplifies these trends, fos-

Table 1. Mechanisms of the influence of employment forms on the labor market in wartime conditions

Form
of employment

Main mechanisms
of influence

The impact of wartime

Scientific novelty
and further perspective

Remote work

Part-time and
flexible work-
ing

Temporary
contracts and
project work

Staff rotation
and internal
outsourcing

« Reduction in office infra-
structure costs;

« Changing approaches to
performance management
through KPIs;

o Increased need for digital
skills and self-discipline

o Optimization of personnel
costs;

« Ability to combine several
types of activities;

+ Uneven workload on em-
ployees depending on needs

o Flexibility in the use of la-
bor;

« High competition in the
temporary employment seg-
ment;

o Increasing the impact of
instability on the well-being
of workers

« Redistribution of employees
between functions and de-
partments;

o Cost optimization through
the use of internal re-
sources;

o Increased need for training
and adaptation

« Safety of workers in war zones;

« Loss of stable access to the in-
ternet and electricity;

» Growing cyber threats due to
military disinformation

» Mass forced schedule changes
due to missile strikes;

« Transition of some employees
to volunteering and military
needs;

« Increased stress due to income
instability

o Loss of long-term contracts
due to military uncertainty;

« Increased requests for remote
project work for foreign com-
panies;

« Involvement of specialists in
reconstruction projects and
military developments

« Businesses transition to multi-
functional roles;

« Rapid change of specializa-
tions to perform military and
humanitarian tasks;

« Using rotation to relieve emo-
tionally exhausted employees

o Formation of models of digital
business autonomy (work without
stable communication);

» Emergence of new specializations:
«digital volunteers», «information
front operators»;

« Expansion of remote work func-
tions for military needs

¢ Development of «adaptive work
schedules» (working in between
shelling);

o Impact on productivity levels and
cognitive exhaustion of workers;

« Use of social protection models
for part-time workers

o The emergence of «military out-
sourcing clusters» to attract IT
and engineering specialists;

 Modeling the global mobility of
Ukrainian specialists;

« Using contract labor for the rapid
restoration of critical infrastruc-
ture

o Formation of «adaptive corporate
structures» with flexible special-
izations;

« New models of internal training
for extreme conditions;

« Use of rotation to prevent profes-
sional burnout during war

Source: formed by the author independently.
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tering the development of “military outsourcing
clusters,” which engage IT and engineering special-
ists for international projects and the restoration of
critical infrastructure.

Staff rotation and internal outsourcing are be-
coming strategic tools for maintaining employment
and optimizing costs. Redistributing employees
across functions and departments helps companies
maintain operational stability during crises and use
human resources more efficiently. However, this
approach requires high adaptability, accelerated
training, and retraining from employees, which
may lead to cognitive fatigue, reduced motivation,
and professional burnout. As a result, new adaptive
corporate structures are emerging, including flex-
ible specializations and internal training programs
designed for work in extreme conditions.

In this context, economic reservation of em-
ployees becomes a critical factor for retaining key
specialists. The public sector, defense industry,
and critical infrastructure require justified per-
sonnel reservation mechanisms. However, private
businesses face significant financial constraints.
In the food industry, which ensures national food
security, the reservation mechanism is often inef-
fective due to low business margins and limited fi-
nancial resources. This poses risks of losing quali-
fied personnel, potentially reducing production
capacities, increasing food prices, and exacerbat-
ing social problems. Addressing this issue requires
a more flexible reservation system that considers
the critical importance of enterprises rather than
solely focusing on salary levels. Implementing a
differentiated approach to employee reservation
across economic sectors would reduce the burden
on businesses while ensuring the stability of vital
industries.

Another significant direction in labor market de-
velopment is the implementation of digital employ-
ment management platforms and business needs
monitoring. Leveraging big data and artificial in-
telligence enables rapid assessment of economic
changes, optimizing labor resource allocation
across regions and industries, and anticipating the
demand for new specializations. This is particularly
relevant given the increasing mobility of Ukrainian
specialists in the international labor market, which
presents both risks of talent outflow and opportu-
nities for developing global labor relations.

A fundamental element of labor market adapta-
tion to wartime conditions is personnel manage-
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ment process engineering, which allows for the cre-
ation of flexible, adaptive, and efficient employment
models. Applying business process reengineering
methods to personnel management optimizes com-
pany staffing policies, enhances labor resource al-
location efliciency, minimizes adaptation costs for
new conditions, and ensures a swift response to
crisis changes. Integrating advanced technologies
into business processes automates management de-
cisions, reducing bureaucratic burdens and increas-
ing the efficiency of strategic personnel decisions.

Thus, adapting the labor market to wartime con-
ditions requires a comprehensive approach that
includes the development of flexible employment
forms, improving staff rotation mechanisms, re-
forming the reservation system, and actively imple-
menting digital technologies. Effective personnel
management during crises must become a strategic
priority for both the state and businesses, as it will
determine not only the resilience of the economic
system during the war but also the prospects for
post-war recovery. Personnel management process
engineering is a key mechanism in ensuring this
adaptation, facilitating the creation of high-effi-
ciency employment models capable of responding
to contemporary challenges.

The next step is to analyze the current employ-
ment situation in Ukraine caused by military ac-
tions (Table 2).

According to Table 2, Ukraine’s labor market in
2024 is undergoing dynamic transformation, re-
flecting both positive trends in economic recovery
and significant structural challenges. The decline
in the unemployment rate from 19,1 % in 2023 to
14,2 % in 2024 indicates a partial return to eco-
nomic activity. However, this reduction may not
solely result from economic revitalization but also
from migration processes, the transition of part of

Table 2. The current state of employment in Ukraine
caused by military actions (2023—2024)

Parameter 2023 | 2024
Unemployment rate, % 19,1 | 14,2
Number of unemployed (thousands of | 96,1 | 94,2
people)

Decrease in the level of employment, % | 10 | 8—10
Growth of temporary jobs, % 17 20
Increasing the number of freelancers, % | 12 | 15—20
Movement of labor to another region, % | 10 | 12—15
Source: (State Statistics Service, 2024).
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the population to the shadow economy, and an in-
crease in informal employment. An additional fac-
tor is the reduction in the number of unemployed
from 96,100 to 94,200 individuals, possibly indicat-
ing the effectiveness of state programs supporting
employment and retraining. The growth in tempo-
rary jobs from 17 to 20 % illustrates a strengthened
trend among businesses to use flexible employment
forms to reduce risks and increase adaptability. For
workers, this provides an opportunity to manage
workloads and schedules, but it also poses long-
term risks of income instability and diminished
social protection.

Noteworthy is the increase in the freelance seg-
ment from 12 to 15—20 %. This trend reflects in-
ternal factors such as the development of the IT
sector and the creative economy, as well as external
demand for Ukrainian specialists. However, many
freelancers are forced into self-employment due to
the lack of stable jobs in traditional sectors.

Regional labor mobility has also intensified, with
workforce migration rising to 12—15 %. People
seek better working conditions or are forced to
evacuate from dangerous regions, creating pressure
on local labor markets and social infrastructure.

Despite positive signals, structural challenges
remain significant. The rise in temporary employ-
ment, expansion of the freelance segment, and re-
gional disparities require active state intervention.
A key task is to develop effective social protection
mechanisms for workers engaged in flexible em-
ployment forms and stimulate economic growth
by supporting high-tech industries and innovative
employment models (Veklych, 2024).

Next, we will examine the income structure for
different employment forms in Ukraine (2023—
2024) in Table 3.

According to Table 3, during 2023—2024,
Ukraine experienced a significant transformation
in income structure across different employment
forms, reflecting the dynamics of the labor mar-

ket under wartime conditions. Full employment
remains the most stable form of work, with aver-
age incomes rising from UAH 18,000—22,000 in
2023 to UAH 20,000—25,000 in 2024. Its share of
total income increased from 60 to 65 %, indicating
a steady demand for permanent employees.

In contrast, part-time employment showed
a slight increase in average incomes from UAH
11,000—14,000 in 2023 to UAH 12,000—15,000
in 2024. Its share of total income rose from 18 to
20 %, suggesting a gradual expansion of this form
of employment, driven by the growing demand
for flexible work schedules. Freelancing demon-
strated positive dynamics, with average incomes
rising from UAH 15,000—18,000 in 2023 to UAH
18,000—22,000 in 2024. Its share of total income
increased from 8 to 10 %, reflecting the growing
popularity of remote work, self-employment, and
digital professions, aligning with global trends. The
most contradictory dynamics were observed in
temporary employment. Although average incomes
increased from UAH 9,000—12,000 in 2023 to UAH
10,000—13,000 in 2024, its share of total income
sharply declined from 14 to 5 %. This may indicate
either a reduced demand for temporary jobs or a re-
orientation of workers toward more stable employ-
ment forms that offer military exemptions.

Overall, the increasing role of flexible employ-
ment forms, such as part-time work and freelanc-
ing, highlights the need for the state to adapt labor
market policies, including expanding social protec-
tion for non-standard workers (Cheriomukhina,
2022). Meanwhile, the sharp decline in temporary
employment suggests a crisis in the unstable em-
ployment segment, which requires additional sup-
port measures.

Next, we will examine the methods Ukrainian
enterprises use to overcome labor shortages, as
shown in Table 4.

According to Table 4, the labor shortage in
Ukraine in 2024 remains one of the key challenges

Table 3. Income structure by different forms of employment in Ukraine (2023—2024)

Form of employment Average income Average income Share in total income | Share in total income
2023, UAH 2024, UAH 2023, % 2024, %
Full employment 18,000 — 22,000 20,000 — 25,000 60 65
Partial employment 11,000 — 14,000 12,000 — 15,000 18 20
Freelance 15,000 — 18,000 18,000 — 22,000 8 10
Temporary employment 9,000 — 12,000 10,000 — 13,000 14 5

Source: (State Statistics Service, 2024).
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for many enterprises, forcing them to adapt to new
labor market conditions. The most common meth-
od to address this issue is employee retraining and
task redistribution, practiced by 53,5 % of compa-
nies. This approach helps retain staff by enhancing
their skills and reducing recruitment costs. How-
ever, it also indicates limited labor market mobil-
ity, where finding qualified specialists is becoming
increasingly difficult.

Programs for young specialists are used by
32,6 % of companies, reflecting a strategic focus
on long-term talent development and competition
for skilled workers. This may also signal a shortage
of experienced professionals who have either emi-
grated or exited the labor market.

Process automation, chosen by 23,9 % of enter-
prises, is emerging as a key area of digital trans-
formation to compensate for the labor shortage
and improve operational efficiency. Outsourcing is
utilized by 16 % of companies, delegating specific
functions to external providers, which allows busi-
nesses to concentrate on core processes and reduce
administrative burdens (Blyzniuk, 2024). However,
this strategy carries risks, such as losing control
over critical business processes.

It is noteworthy that 17,8 % of enterprises do
not implement any measures to address the labor
shortage, which may indicate either stability in
their sector or a lack of adaptability to changing
conditions. Only 3,6 % of companies hire foreign
specialists, a situation explained by complex em-
ployment procedures, language barriers, and regu-
latory restrictions.

Programs for older workers are applied by 8,8 %
of enterprises, indicating limited utilization of
this demographic’s potential. Remote work is fully
available to all personnel in 25 % of companies,
partially available in 63 %, while 12 % do not allow
remote work at all.

Overall, the analysis shows that most Ukrainian
companies focus on internal resources through em-
ployee retraining, engaging with youth, and process
automation. For sustainable economic develop-
ment, workforce policies should integrate person-
nel development, digital transformation, and effec-
tive recruitment strategies.

Next, we will examine the primary areas of op-
erational expenses and investments for companies
in 2024, as shown in Table 5.

According to Table 5, Ukrainian businesses in
2024 demonstrate a strategic approach to person-
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nel management and human capital development.
The primary focus is on staff expansion (45,2 %)
and professional employee training (35,7 %), in-
dicating companies’ need for new competencies to
adapt to the dynamic market changes. This activity
is driven by the integration of digital technologies,
global competition, and the demand for improved
business process efficiency.

Training has become a key area of investment as
businesses recognize the importance of developing
in-house specialists. More companies are imple-
menting blended learning formats that combine
online courses, interactive training, mentorship
programs, and microlearning. These formats en-
able the rapid updating of employees’ knowledge
in response to market changes. Special emphasis
is placed on mastering digital skills, data analytics,

Table 4. Methods of overcoming the shortage
of personnel during the war in Ukraine

A method of overcoming Interest,
the shortage of personnel %
Retraining of employees, redistribution of
responsibilities in the team 53,5
Programs for young professionals 32,6
Process automation 23,9
We do not use any of these methods 17,8
Outsourcing (transfer of certain business
processes to external suppliers) 16
Programs for the elderly 8,8
Our company does not experience a
shortage of personnel 8,6
Recruitment of specialists from other
countries 3,6

Source: (Ukrainian labor market, 2024)

Table 5. The main directions of operating expenses
and investments of companies (2024)

Direction of expenses and investments Interest, %

Expansion of staff 452
Launch of new products 40,2
Advertising and marketing 38

Training of employees 35,7
Expansion of sales in other regions 23,5
Equipment / transport upgrade 22,7

Automation of processes / procurement of
software 18

Website / mobile application development 16,9
We do not plan investments 11,9
Export development 10,2
Source: (Ukrainian labor market, 2024).
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project management, and other competencies criti-
cal for sectors such as IT, finance, and consulting.

Staft expansion requires not only the recruitment
of new personnel but also the creation of effective
onboarding programs. Such programs facilitate
faster integration of newcomers into work pro-
cesses, increase engagement, and reduce employee
turnover. Key components of these processes in-
clude training materials and mentorship systems,
which help new employees adapt more quickly to
the corporate culture.

The trend toward flexible work formats is gain-
ing momentum. Companies are actively investing
in digital platforms for productivity monitoring,
communication tools, and automated HR systems,
which enable efficient management of distributed
teams and maintain productivity even in remote
formats. Instead of traditional offline courses, per-
sonalized online programs, gamified modules, and
microlearning are gaining popularity, enhancing
employee motivation and engagement.

Thus, in 2024, Ukrainian businesses prioritize
investment in personnel as a key factor of com-
petitiveness.

The next step is to highlight international expe-
rience aimed at maintaining employment through
financial incentives, flexible labor regulation mech-
anisms, and workforce adaptation programs to the
changing economic reality.

One of the key success factors of international
labor market support programs is their flexibility,
manifested in both partial wage financing (Germa-
ny, Australia, the United States) and the promo-
tion of employee retraining (Finland). Germany’s
experience with the «Kurzarbeit» program demon-
strates that reducing working hours without layoffs
allows companies to quickly resume full produc-
tion cycles after a crisis.

Similarly, programs such as the Paycheck Pro-
tection Program in the United States and CEWS
in Canada showcase the effectiveness of business
lending mechanisms on the condition of maintain-
ing staff, thereby minimizing social risks and en-
couraging responsible use of state resources.

A significant aspect of these models is balanc-
ing the state’s social responsibility and financial
sustainability. Programs like ERTE in Spain or the
Job Retention Scheme in the UK rely on temporary
state financing of wages during a crisis period, min-
imizing the long-term burden on public finances.
However, these initiatives require effective moni-
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toring and clear control mechanisms to prevent
misuse and inefficiency.

Equally important is the issue of the long-term
effectiveness of these measures. Models that only
provide financial support to preserve jobs may have
limited effectiveness during a prolonged crisis, as
they risk creating stagnation in employment with-
out parallel retraining programs.

In this context, Finland’s experience is illustra-
tive, as its programs not only support workers’ in-
comes but also adapt them to new economic condi-
tions through retraining and education.

However, implementing similar programs in
Ukraine requires adaptation to the local econom-
ic context, considering the specifics of a wartime
economy and the prospects for labor market re-
covery in the post-crisis period (Pankova, 2022).

The next step is to identify the main criti-
cal situations affecting the labor market and
the development of flexible work formats and
provide recommendations for their resolution,
as shown in Table 6.

According to Table 6, flexible employment forms
have shifted from a temporary adaptation mecha-
nism to a key factor in the recovery of Ukraine’s
labor market amidst the war. The mass relocation
of the workforce, disruption of production chains,
declining demand for certain professions, and si-
multaneous growth in the need for new skills pres-
ent a multifaceted challenge. This necessitates a re-
assessment of labor organization approaches and
the adaptation of traditional employment models
to the new realities. Businesses increasingly rely
on short-term contracts, part-time employment,
internal outsourcing, and remote work. This strat-
egy provides resource mobility and responsiveness
to challenges but complicates long-term strategic
planning. For workers, flexible employment has
become not only an alternative to stable jobs but
also a survival mechanism under conditions of un-
certainty and war (Luniova, 2023).

The growing share of informal employment and
self-employment without an adequate regulatory
framework creates risks of social instability and
increased inequality. The lack of effective social
insurance mechanisms and pension provisions for
freelancers and gig workers exacerbates this prob-
lem (Makhitko, 2024). Traditional taxation sys-
tems and labor regulations remain ineffective for
situations where employees may work for multiple
employers over a short period, operate across vari-
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ous platforms, or perform project-based work. The
experience of developed countries shows that im-
plementing flexible employment models requires
both legislative changes and active use of digital
technologies (Prohoniuk, 2021).

In Ukraine, this direction remains underdevel-
oped due to the lack of centralized platforms for
tracking temporary employees, digital systems for
confirming work experience, and automation of
HR processes.

Thus, an effective labor market strategy should
include comprehensive measures such as incen-
tivizing businesses to adopt flexible formats, pro-
tecting workers’ rights, and actively implementing
digital solutions. This approach will not only help
minimize labor market losses during the war but
also create prerequisites for structural moderniza-
tion and enhanced competitiveness in the post-war
period (Kolomiiets, 2020).

Conclusions

Summarizing the results of this work, it is evident
that the war in Ukraine has fundamentally trans-
formed the labor market, forcing enterprises and
workers to adapt to new realities. The destruction
of infrastructure, mobilization, economic instabil-
ity, and workforce migration have introduced new
challenges requiring immediate solutions to pre-
serve jobs and economic activity.

Under these conditions, flexible employment
forms have ceased to be merely an alternative work
format, becoming essential tools for labor market
stabilization. The most effective forms of flexible
employment identified include remote work, part-
time contracts, internal outsourcing, and project-
based activities. These models enable businesses to
respond swiftly to crises, reduce personnel costs,
and retain critically important specialists.

At the same time, such work models present new
challenges for both the state and businesses. One of
the key issues remains the social protection of such
workers, particularly regarding pension provisions,
health insurance, and labor guarantees. The current
legal framework has failed to keep pace with the
dynamic changes, complicating the protection of
workers’ rights engaged in temporary or project-
based employment.

State regulation and support play a significant
role in this context. Global experience demon-
strates that effective employment support programs
can significantly reduce unemployment even un-
der crisis conditions, including tax incentives for
employers adopting flexible models, the creation of
social insurance mechanisms for self-employed in-
dividuals, and the development of digital platforms
for labor market registration and monitoring.

Further research prospects in this area include
an in-depth analysis of the long-term impact of

Table 6. Recommendations and measures to preserve jobs in Ukraine during the war

Flexible forms of
employment
self-employment)

Legislative frame-
work

The role of em-
ployers
rary contracts

Social protection

Trends and per-

spectives contracts and platform employment

Parameter Analysis of the situation Recommendations
State of the labor | The war led to job losses, labor migration, and |« State support for retraining programs
market an increase in informal employment o Development of remote work and digital

Accelerated spread of atypical forms of employ-
ment (gig economy, hourly work, outsourcing,

Legislation lags behind new challenges (uncer-
tainty of employment status, taxation)

The business is adapting by reducing permanent
positions and transferring employees to tempo-

Difficulties in providing social guarantees for
the temporarily employed and self-employed

The rise of remote work, the rise of short-term

platforms

« Simplification of the tax regime for the self-
employed

« Legalization and protection of the rights of
freelancers

« Development of new legal norms for flexible
employment

« Introduction of social insurance for flexible
workers

o Stimulating businesses to implement flexible
models through tax incentives

o Development of state and private insurance
funds

o Support for startups and digital platforms for
flexible work

Source: developed by the author himself.
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flexible employment forms on the country’s eco-
nomic growth after the end of the war, an assess-
ment of the effectiveness of international labor
market adaptation models to crises, and the de-
velopment of institutional mechanisms for inte-
grating such models into the national economic
system.

A crucial area of focus remains the analysis of
how digitalization can foster the development of a

more transparent and secure flexible employment
market, ensuring a balance between business needs
and workers’ rights.

Thus, the study demonstrates that flexible em-
ployment forms are not merely a forced solution
during the war but a key element of the country’s
future economic strategy, which will help minimize
labor market losses and lay the foundation for its
post-war recovery and modernization.
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crabimizanil puHKy mpani Ykpainu B ymoBax BiitHu. IIpoaHasisoBaHO coliia/IbHO-eKOHOMIUHI HaC/TiIKM BOEHHUX Ail,
IO CIPUYVHIIN 3MiHy TpaJUIiiiHUX TPYROBMX BifHOCKH, MacOBY Mirpaniro Kajpis, Mo6ini3aliilo Ta eKOHOMIUHY He-
cTabinbHicTD. Br3HaueHO OCHOBHI MOpeTi THYYKOI 3alfHATOCTI, a caMe: AMCTAHIiITHA 3alIHATICTb, YaCTKOBA 3ai{HATICTD
(rryukwit rpadik), IPOEKTHA 3alHATICTD (TMMYACOBI KOHTPAKTH) Ta BHYTPIIIHIl ay TCOPCUHT (poTariii mepcoHany), ixui
0co6mmBOCTi Ta CTPYKTypHi eneMenTI. CHOPMOBaHO MeXaHi3MM BIUTUBY GOpPM 3alIHATOCTI Ha PMHOK IIpalli B yMOBax
BOEHHOT0 4acy. PO3KpNTO poJIb Ta OCHOBHY ITPpO6IeMy €KOHOMIYHOTO OpOHIOBAHH:A MPAIliBHUKIB, a TAKOX BaXK/IUBICTb
3aCTOCYBaHH: METOAIB iH>KeHepil 6i3Hec-IIpoLleciB yrpaB/IiHHA IEPCOHATIOM B YMOBaX BOEHHOTO 4acy. IIpoanaisoBa-
HO TeHJIeHIIil 3MiHU piBHA 6e3p00iTTs, CTPYKTYpU JOXOZIB 3a pisHUMM POpMaMM IIpaleBIAIITYBaHHA, AUHAMIKY PUH-
Ky Ipalli Ta YMHHYKIB, 1[0 CIIPUYMHIIV IPUCKOPEHNII IepeXif] O THYYKUX MOfieNiell 3aliHATOCTi. BusHayeHo, 1o momnpu
3arajsibHe 3HVDKEHHsI PiBHS 6€3p006iTTsI, PUHOK Mpalji 3a/MMIIAEThCs HeCTabiIbHMM, a JaCTHHA ITPal[e3faTHOTO HaceIeH-
HA meperiiia B HepopManpHuit cekTop. PosrisHyTo npobnemy gedinnrty kBamidikoBaHMx KafpiB Ta cTparerii mgnpu-
€MCTB [[OfI0 JI0T0 MOf{OMAaHHs], BKIIOYA0UM ITepeKkBaidikaliiio criBpoOiTHIUKIB, aBTOMATH3ALI{I0 IIPOLIECIB i 3a/y4eHHs
Moropux daxiBuis. JJocmiiKeHO MXHAPOFHWIL JOCBif Aep)KaBHOI MIATPUMKM HeCTaHAapTHNUX GOPM 3alIHATOCTI, 30-
KpeMa MeXaHisMu cyOcuayBaHHA 3apoOiTHOI IIaTy, KpeUTYBaHHA Oi3Hecy 3a YMOBM 30epe)keHHA LITATy Ta IIPOrpaMu
nepekBaidikarii mpaniBankis. OKpeciIeHo MOX/INBOCTI afanTalil IMX IPAKTUK A0 YKPAiHCPKUX peastiit yist 3abes-
IIeYEeHH: COLlia/IbHOTO 3aXMCTY HECTAHAAPTHO 3afHATHX ITPalliBHMKIB. 3aIPOIIOHOBAHO KOMIIJIEKCH] 3aX0/iM 100 BIO-
CKOHaJIEHHA 3aKOHOJABYOI0 PEryI0BaHHA THYYKUX TPYSOBUX BiIHOCKH, PO3IIMPEHHS IPOrpaM COLia/IbHOTO CTPAXYy-
BaHHA /1A (pinaHcepiB i TUMYACOBO 3aHATUX, @ TAKOXK CTYMY/IIOBAHHA 6i3HeCy 0 BUKOPUCTAHHA IU(PPOBYUX IIIaT-
¢dhopM st ynpaBiiHHA epcoHANIOM. BcTaHOBIeHO, 110 THYYKi GopMM 3alIHATOCTI € He /uille KPU30BUM MEXaHi3MOM,
a JI IepCIeKTVBHUM HallpsIMOM TpaHchopMalil puHKY Ipalli, 3IaTHUM 3a0e3IeYlTy CTifKiCTh eKOHOMIKY Ta il ajai-
TAIlil0 1O HOBUX BUKJIMKIB.

Knwouosi cnosa: rHyuki dopmu 3aiiHATOCTI, MDKHAPOSHMIT [OCBif, 30epexkeHHs po6OUMX MicIb, eKOHOMIYHA HecTa-
O1MbHICTD, Ay TCOPCUHT, AUCTAHIIIHA poboTa.
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