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Abstract. The migration crisis caused by the war significantly transforms the labour market of Ukraine and requires a
rethinking of approaches to its restoration. The purpose of the study was to substantiate the typology of managerial
challenges of transforming the labour market in the context of the migration crisis and to form a system of strategic
management decisions to overcome them. To achieve the goal, content analysis of scientific sources, statistical analysis of
data of the State Employment Service of Ukraine and international organisations, comparative analysis of Ukrainian and
foreign approaches to labour market regulation, as well as a method of generalisation to systematise the results obtained
were used. As a result, the generalised typology of managerial challenges by management levels has been formed: at
the macro level, the institutional imbalance of the employment system and the shortage of strategic vision have been
identified; at the meso level, the gap between the local needs of the labour market and the tools of regional management;
at the micro level, the personnel instability, the lack of qualifications and the challenges of adaptation of personnel to new
conditions have been identified. Based on the results obtained, a multi-level system of managerial actions, coordinated
at the macro-, meso- and micro levels, has been proposed. It is based on the principles of synchronisation of institutional
efforts, regional adaptability and internal flexibility of organisations. The target vision of the future labour market was
defined - adaptive, digital-orientated, resistant to challenges and capable of preserving and reproducing human capital.
The results of the study can be used by public authorities, regional management structures and business to develop
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strategies for responding to crisis challenges, as well as the basis for further scientific developments in the field of labour

market management in the context of migration processes

Keywords: labour migration; structural imbalances; strategic management; human capital; digitalisation; employment

policy; management action system

¢ INTRODUCTION
The transformation of the labour market under the influ-
ence of forced migration has become global, exacerbating
challenges in the sphere of employment, mobility of pop-
ulation and preservation of human capital. These process-
es have become especially acute in the context of a full-
scale war in Ukraine, which caused a massive outflow of
able-bodied people abroad and the formation of a signif-
icant number of internally displaced persons. As a result,
imbalances between demand and labour supply increased,
problems of regional distribution of labour resources in-
creased, shadow employment increased and the destruc-
tion of the professional qualification structure occurred.
In these circumstances, traditional employment policies
were ineffective. The need for operational management re-
sponse to new realities comes to the fore: development of
strategies for the preservation and return of human capital,
stimulating the reintegration of displaced persons, adapt-
ing the professional structure of employees to changed
demand and revision of models of interaction between the
state, business and employees. The migration crisis creates
unique management challenges: on the one hand - the loss
of experienced staff, on the other — a growing demand for
flexible, innovative and adaptive approaches to managing
labour resources. This requires a rethinking of established
practices and the formation of a strategic vision that can
take into account both demographic and socio-psycholog-
ical factors. Preservation of the economic potential of the
country, support of the working population, development
of motivational mechanisms for the return of migrants are
key tasks for management structures in modern conditions.
In modern scientific literature, the issue of the impact
of the migration crisis on the labour market is considered in
several main analytical areas. The first relates to the effects
of intellectual and forced migration for human capital. In
particular, according to O. Baeva (2023), significant losses
of skilled personnel create an imbalance in the structure of
labour resources and inhibit the restoration of the economy
in the post-crisis period. M. Kopytko et al. (2024) noted that
the outflow of highly skilled workers weakens the competi-
tiveness of the national economy. Scientists N. Komarnyts-
ka et al. (2022) concluded in their work that the decline in
job availability for vulnerable categories of the population
violates the socio-economic rights of workers. According to
A. Karimi & Y. Belikova (2024), migration adversely affects
the stability of enterprises and public institutions. In this
context, the issues of socio-economic rights of workers, re-
duction of job availability for vulnerable categories of the
population and the destructive impact of migration on en-
terprises and state institutions are also raised. The second
analytical direction focused on macroeconomic effects of
changing the labour market structure in the conditions of
war and forced displacement. Ye.Ye. Ionin & V.M. Zahorod-
nyi (2025) stressed that regional imbalances and shortages
of skilled labour strengthen the need to adapt state em-
ployment policies. S. Lykholat et al. (2020) emphasised the
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role of institutional coordination between the authorities
and international partners for the stable functioning of the
labour market. Ye. Pashkevych (2024) has proven that an
effective labour market recovery is possible only if regional
and state policies are harmonised.

Particular attention in the literature is paid to the
transformation of human capital management strate-
gies in the context of global migration and digitalisation.
Y. Petrushenko & A. Vorontsova (2021) emphasised that
improving the adaptability of management decisions and
using digital platforms for retraining employees are key
factors in the formation of a new employment model. Ac-
cording to K. Nemashkalo et al. (2024), the introduction of
innovative HR practices provides flexibility of personnel
policy and strategic focus on long-term stability. O. Stry-
zhak (2025) noted that effective personnel planning re-
quires the integration of crisis factors into the overall
management system. In these works the importance of
strategic orientation of managerial decisions on long-
term stability and integration of crisis factors in personnel
planning is emphasised. Another direction is estimation
of efficiency of state regulation of demand and supply in
the labour market through tools of educational and eco-
nomic policy. L. Bilorusets et al. (2025) stressed the im-
portance of the state order and the formation of personnel
reserve as the basis for the restoration of labour potential.
V. Ponomarenko & O. Pysarchuk (2024) drew attention to
the need to coordinate the content of educational pro-
grammes with the needs of the economy to improve the
efficiency of human capital.

Thus, the available research outlined a wide range of
problems related to the transformation of the labour mar-
ket in the context of the migration crisis, but mostly fo-
cused on certain aspects — social, demographic or human
resources. While the issues of strategic management of
transformational processes in the labour market, in par-
ticular at the interlevel (state, regional, corporate) levels,
needed further generalisation, systematisation and con-
ceptualisation. The purpose of the study was to identify
managerial challenges of transforming the labour market
in the context of the migration crisis and justify strategic
guidelines for overcoming them. To achieve this goal, the
article solved a number of tasks, in particular: to analyse
structural changes in the labour market in conditions of
forced migration; to systematise managerial risks and bar-
riers in the context of crisis; to determine priorities for the
formation of a sustainable employment system. The scien-
tific novelty of the study is to conceptualise the manage-
rial challenges of transforming the labour market caused
by the migration crisis, as well as to propose an adaptive
framework for strategic management of employment. In
contrast to the existing research, the article focuses on
the interlevel interaction of state, regional and corporate
structures in the formation of a new model of the labour
market in crisis conditions.
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e MATERIALS AND METHODS

Within the study of managerial challenges of transforma-
tion of the labour market in the context of the migration
crisis, a complex of general scientific and special methods
was applied, which provided a comprehensive study of the
problem at macro-, meso- and micro-levels of manage-
ment. The methodological basis was the system paradigm,
which allowed to consider the labour market as a complex
dynamic system, where the changes caused by migration
processes have multidimensional consequences and re-
quire coordinated management decisions. The use of a sys-
tematic approach provided analytical integration of envi-
ronmental factors, institutional limitations, demographic
situation, behaviour of economic agents and political de-
cisions. The method of structural and functional analysis
was involved to isolate the key functions of different levels
of labour market management, identify their role in the
process of adaptation to the migration crisis, as well as to
identify structural imbalances between demand and supply
of labour. This method defines the logic of interaction be-
tween the elements of the management system in response
to external challenges. To justify the typology of manage-
rial challenges, the classification method was used, which
made it possible to highlight the generalised categories of
challenges by control levels and spheres of influence.

The methodology pays special attention to content
analysis of statistical and analytical materials, including
State Employment Service of Ukraine (n.d.) data, Inter-
national Organization for Migration reports (n.d.), Euro-
found (2024) and Robota.ua (2024). This method allowed
to distinguish quantitative and qualitative changes in the
parameters of employment, mobility of population, struc-
ture of professional employment, age and gender structure
of labour force, etc. To determine the management actions
relevant to each type of challenges, methods of analytical
generalisation and project approach were applied, which
provided for a consistent processing of empirical and the-
oretical data to form a holistic concept of management of
the labour market in a crisis. On the basis of the conducted
analysis, a multi-level system of managerial actions, co-
ordinated in the vertical of macro-, meso- and micro-lev-
el, taking into account the specifics of the functioning of
state, regional and corporate institutions, was proposed.

This methodology is also supplemented by a refer-
ence analysis of scientific publications of international re-
searchers covering the impact of forced migration on the
labour market, the inclusion of displaced persons in local
economies, digitalisation of employment management, the
introduction of flexible models of employment, and long-
term planning in the field of human capital. The choice of
modern scientific literature allowed to compare the results
with international approaches to overcoming such crisis
challenges. The chosen combination of methods allowed to
conduct a multi-level analysis of the situation in the labour
market, formulate a typology of managerial challenges and
develop an agreed system of strategic response to the mi-
gration crisis in the context of the transformation of social
and labour relations.

e RESULTS AND DISCUSSION
The migratory crisis caused by the full-scale war in Ukraine
has become an unprecedented challenge for the stability

and functioning of the national labour market. In the short
period from the beginning of the armed aggression there
was a massive and rapid outflow of people, especially wom-
en, children and people of working age, mainly from the
most economically active regions of the country. According
to the International Organisation for Migration, more than
5.6 million Ukrainian citizens have left the state as tem-
porarily displaced persons abroad, while about 3.7 million
remain internally displaced persons within the country
(International Organization for Migration, n.d.), which led
to large-scale destruction of established mechanisms for
distributing labour resources.

These processes have led to a deep imbalance between
supply and demand for labour at both the national and re-
gional levels. In some regions, there was a shortage of la-
bour, especially in areas with high levels of physical activi-
ty or specific qualifications. In others, the excessive burden
on social services has been concentrated due to the high
level of internal migration and the lack of new jobs adapted
to the needs of the displaced population. Despite the grad-
ual adaptation of the economy to military conditions, the
situation in the labour market of Ukraine remains tense.
Existing structural imbalances in the labour market only
exacerbate difficulties with the effective use of labour po-
tential. As of January 1, 2024, 96,100 unemployed people
were registered with the State Employment Service, with
more than 40% of them having higher education. At the
same time, the number of vacancies available for employ-
ment was only 40.2 thousand units.

In 2023, the status of unemployed was 483.2 thousand
people, which is significantly less than in 2022 (867.6 thou-
sand people). Of them, 160.1 thousand people were em-
ployed, and 32.9 thousand were trained in vocational train-
ing. For comparison, in 2022, the corresponding figures
were 248.8 thousand and 46.6 thousand people respec-
tively (State Employment Service of Ukraine, n.d.). At the
same time, the official unemployment figures in Ukraine
do not fully reflect the real state of affairs in the labour
market, since the statistical accounting does not cover the
population located in the temporarily occupied territories,
and does not take into account those persons who have
lost their jobs, but have not registered with the state em-
ployment service. This is especially true for young people:
about 25% of all registered unemployed persons are able
to work under 35 years of age. During the war, their num-
ber in the official reporting declined, which is partly due to
the mass departure abroad — among forced migrants, about
78% are persons aged 18-40 years — and the mobilisation of
young men into the ranks of the Armed Forces of Ukraine.
The highest number of unemployed youth is kept in the
Dnipropetrovsk Region (12.2 thousand people), as well
as in Lviv (7.5 thousand) and Kyiv (7.4 thousand) regions,
which indicates the concentration of youth unemployment
in regions with traditionally active labour markets (State
Employment Service of Ukraine, n.d.).

In addition to this, the sectoral structure of the labour
market has been significantly affected. Many enterprises
have stopped production or been forced to relocate, which
has led to job losses and disruption of production chains.
In particular, in agrarian, construction and logistics sec-
tors, there is a shortage of qualified workers. The official
statistics of State Employment Service of Ukraine (n.d.)
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shows that the discrepancy between the quantitative and
qualitative characteristics of demand and supply of labour
in Ukraine is preserved. The analysis of the structure of the
labour market of Ukraine as of June 2025 shows the pres-
ence of critical structural gaps between demand and supply
of labour, manifested mainly in the form of a complete ab-
sence of vacancies or their significant deficit in a number of
industries. In particular, in such industries as “Activities of
extraterritorial organisations”, “Production of sheet glass”,
“Precious metals”, “Life insurance”, “Financial markets”
and some types of office activities, during the reporting pe-
riod, no vacancies were recorded, despite the presence of 3
to 19 registered applicants in each of them. For example,
in “Production of sheet glass” — 19 applicants and no free
space, the unemployment rate — 89%; in “Life insurance” -
8 applicants, of which 6 are officially unemployed. A similar
situation is observed in highly specialised industries, such
as the production of electrical insulators, ceramic sanitary
ware, precious metals, and the financial sector. In sectors
with a minimum number of vacancies, demand is also sig-
nificantly inferior to supply. For example, in the “Sphere
of culture” - 4 vacancies for 108 people, in the “Financial
leasing” - 1 to 10, in the “Construction” — 2 to 29. Such a
shortage of demand is also fixed in light industry, where
production capacity is limited, and competition for places
remains high (State Employment Service of Ukraine, n.d.).
As of June 2025, the Ukrainian labour market has
the opposite in nature, but not less threatening situation
in a number of sectors, the demand for labour signifi-
cantly exceeds the supply (State Employment Service of
Ukraine, n.d.). Such an excess indicates the formation of
personnel shortages, which is a consequence of both mili-
tary migration and economic transformation, in particular —
relocation of production, growth in demand for logistics,
security, maintenance and construction. It is worth empha-
sising the critical shortage of staff in the field of public ca-
tering. For example, in the category “Mobile food service”
265 vacancies are available with only 41 people looking for
a job, which means almost 6.5 vacancies per applicant. In
the construction sector, especially in the categories “Con-
struction of residential and non-residential buildings”, the
situation remains similar: 2,516 vacancies with 1,423 ap-
plicants. This is a ratio of almost 1.8 to one. In logistics,
particularly in the “Support activities in transport”, de-
mand also exceeds supply — 1,997 vacancies with 1,393 per-
sons in search (State Employment Service of Ukraine, n.d.).
According to Ye.Ye. Ionin & V.M. Zahorodnyi (2025), a
particularly acute imbalance between supply and demand
for labour is manifested in regions that have adopted a
significant number of displaced persons, but do not have
sufficient economic and institutional resources for their
effective integration. However, this need could not always
be met because of the inconsistency of the qualifications
of the displaced persons with the requirements of employ-
ers. This creates additional pressure on the infrastructure
of local labour markets, increases competition for jobs and
deepens regional imbalances. The imbalance between de-
mand and supply of labour in the Ukrainian labour market
has double consequences. In particular, some sectors of
the economy, which are relatively stabilised or adapted to
the conditions of war, actively need a new workforce, but
do not get it in the proper amount. This also indicates a
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potential deepening of structural imbalances, because
in conditions where there is an excess of personnel in
non-demand sectors and a parallel shortage in sectors with
active growth, the state employment system does not per-
form a coordinating function. In other words, the labour
market is divided between “stagnant” industries with over-
saturated supply and “dynamic” sectors with acute deficit.
Without rapid response in the form of overfitting, regional
staff mobility and official employment stimulation, these
distortions can slow the recovery of the national economy
and increase social risks in the regions.

The migration crisis is also accompanied by an in-
crease in shadow employment, since a significant part of
internally displaced persons do not have the opportunity
to officially find employment due to lack of documents,
difficulties with registration of residence or lack of suita-
ble vacancies. According to the International Organization
for Migration (n.d.), the unemployment rate among inter-
nally displaced persons is 15%, which exceeds the national
average, and among those who recently moved — reaches
24%. This indicates the weak integration capacity of re-
gional labour markets and the limited impact of existing
employment programmes. It also creates additional risks of
social exclusion and loss of access to basic labour guaran-
tees, pension insurance and medical services. According to
N. Komarnytska et al. (2022), forced displacement causes a
decline in legal employment, deterioration of working con-
ditions and violations of labour rights in host communities.

In addition to the current situation with the demand
and supply of labour in the labour market of Ukraine, it
should be noted the growing risk of long-term loss of
highly qualified specialists who left abroad, in particular
against the background of growing demand for Ukraini-
an workers in Europe. This increases the phenomenon of
intellectual migration and threatens with the depletion
of national human capital, which makes it impossible for
the country to recover quickly after the end of hostilities.
As 0. Baeva (2023) pointed out, the loss of intellectual re-
source through emigration creates the risks of a long-term
slowdown in the pace of innovation development and a de-
crease in the global competitiveness of the economy due
to the degradation of the professional and qualification
structure. Many of those who have left have a high level
of education, but in countries of temporary residence most
of them work on unskilled or low-skilled jobs that do not
correspond to their education and professional experience.
According to A. Karimi & Y. Byelikova (2024) researchers,
more than 70% of Ukrainian refugees have higher educa-
tion, but a significant proportion of them are involved in
low-paid sectors. This imbalance contributes to both the
degradation of human capital and the reduction of motiva-
tion to return to the country of origin.

According to A. Karimi & Y. Byelikova (2024), an im-
portant characteristic of the migration crisis is changing
motivational patterns of labour behaviour. If at the initial
stages of the war a significant part of the displaced per-
sons declared their intention to return to Ukraine after
the end of hostilities, then in 2024 the share of those who
plan to return decreased to 20%. This trend shows the risks
of long-term loss of highly skilled human resources and
sharpens the need to implement effective management
strategies aimed at preserving, returning and mobilising
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human capital. In this context, the integration of internally
displaced persons into the formal sector of the economy is
of particular importance. However, current programmes of
retraining, employment and social adaptation are fragmen-
tary, not coordinated enough and do not take into account
the real profile of demand in the regional labour markets.
As noted by H.O. Komarnytska et al. (2022), in a crisis, the
effectiveness of such programmes depends on inter-level
coordination of actions between public authorities, local
administrations and employers.

The transformation of the labour market is influenced
not only by internal movements, but also by the state pol-
icy of employment support. As noted in the work of L. Yat-
senko (2024), in 2023, employers were compensated for
the employment costs of 14 thousand internally displaced
persons, and almost 10 thousand micro-grants were given
to create 20.6 thousand new jobs. At the same time, grant
support is aimed at integrating veterans, persons with dis-
abilities and their families into the production processes.
Despite these efforts, the number of officially registered
unemployed under the age of 35 remains significant, with
concentrations in the Dnipropetrovsk, Lviv and Kyiv re-
gions. A separate problem is the uneven growth of wages.
In 2023, the average wage in vacancies was 11,559 UAH,
but regional differentiation was significant. Kyiv, Dnipro-
petrovsk, Lviv and Kherson regions remain the most attrac-
tive in terms of salaries, while the lowest level of payment
is observed in Luhansk, Vinnytsia and Sumy regions. At
the same time, the demand for certain professions, such as
builders, drivers, and electricians, has led to a certain in-
crease in wages in the relevant market segments.

One of the characteristic features of the modern labour
market in Ukraine is the growing competition for jobs with
the possibility of remote work. The Remote Employment
format, which was actively used during the COVID-19 pan-
demic, continued to play an important role in a full-scale
war, ensuring the continuity of many economic processes.
According to June 2024, as stated in L. Yatsenko (2024),
more than 14% of the candidates were looking for an online
job, while the proportion of the relevant vacancies was less
than 7%, which indicates a significant imbalance between
supply and demand in this area. Flexible forms of employ-
ment are increasingly attracting workers. According to the
results of a study of the Work.ua platform, 31% of respond-
ents stated that the most important criterion for choosing
ajob is the ability to work remotely with a flexible schedule
(Kuzenkova, 2024). Traditional corporate incentives, such
as a social package, insurance, training compensation or
participation in internal activities of the company, are of
secondary importance to them. Overall, the number of jobs
in Ukraine with remote work has increased by 40% since
the start of a full-scale invasion. In particular, in Kyiv in
March 2024, 96% more such vacancies were registered than
in February 2022. In Kharkiv, the growth was 68%, in Lviv -
35%, in Odesa — 34%, and in Dnipro — 16%.

Remote work is viewed by employees as an effective
strategy for personal security, saving time on the way to the
office, optimising the work regime and expanding employ-
ment opportunities not only at the national, but also at the
international level. For employers, this solution reduces the
cost of office rent, technical support and maintenance of
staff, and also facilitates the involvement of specialists with

higher qualification regardless of their geographical loca-
tion. In the context of the structural transformation of the
labour market, flexible forms of employment are becoming
increasingly important as a means of adaptation to exter-
nal challenges. At the same time, the widespread introduc-
tion of remote work requires the improvement of national
labour legislation — in particular in the aspects of labour
relations regulation, social protection and minimisation of
risks associated with non-standard forms of employment.

Thus, the migration crisis in the war not only com-
plicated the functioning of the labour market, but also
brought to the fore the need to adapt management strat-
egies to the realities of the crisis period. This requires the
formation of a new employment model that is capable of
combining flexibility, inclusiveness and resilience, as well
as ensuring effective inter-level interaction between the
state, regions and business. Particular attention should be
paid to vulnerable groups — women, youth, persons with
disabilities, who often face multiple barriers to employ-
ment. Limited access to flexible forms of employment, dis-
criminatory practices and weak support infrastructure only
deepen their marginalisation in the labour market.

Finally, the migration crisis requires a reconsideration
of traditional approaches to managing employment. Ac-
cording to N. Yurchuk et al. (2021), there is a need for com-
plex labour market reforms aimed at increasing the flexi-
bility and adaptability of the economy, which is consistent
with the approaches to strategic response to the challenges
of the migration crisis. V. Riabchenko (2024) emphasised
the need to implement flexible, adaptive management
solutions that allow you to quickly respond to external
challenges and maintain the competitiveness of enterpris-
es. The standardised approaches, based on employment
policies in previous decades, proved ineffective in situa-
tions of extremely high demand variability and fragmen-
tation of labour supply. The migration crisis creates a need
for integrated governance solutions that take into account
both the security and demographic context. An impor-
tant condition for the formation of a new architecture of
the labour market is the development of strategies for the
preservation of human capital, the adaptation of displaced
workers and the reintegration of labour migrants. In this
process, management structures must act in close interac-
tion at the interlevel — from public policy to regional em-
ployment programmes and corporate HR strategies.

To effectively adapt the labour market to the large-scale
challenges posed by the migration crisis, it is necessary to
systematically allocate key management functions at three
interrelated levels: macro-, meso- and micro-levels. This
approach helps to identify structural imbalances between
demand and supply of labour and coordinate management
actions to overcome them. At the macro level, management
is carried out through the formation of state employment
policy, the development of legislative and regulatory acts,
coordination between central authorities, international or-
ganisations and key stakeholders. This level is responsible
for strategic planning, resource base and creating favour-
able conditions for the integration of internally displaced
persons and labour migrants into the national economy.
Of particular importance is the monitoring and forecasting
of national labour market trends, which allows to quickly
identify industries with surplus or shortage of staff.
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At the meso level, management functions are imple-
mented through regional authorities, employment ser-
vices, industry associations and local institutions. Here is
the adaptation of national strategies, taking into account
the specifics of regional labour markets, the organisation
of vocational training and retraining, coordination of pro-
grammes to support displaced persons and local residents.
The regional level provides a bridge between politics and
specific enterprises, regulating the balance of demand
and supply of labour and minimising the negative social
consequences of migration processes. At the micro lev-
el, management is concentrated within individual enter-
prises and organisations that directly implement person-
nel policy, implement internal training and development
programmes, and adapt working conditions in accordance
with new market requirements. It is here that there is an

Level of Key features

management

» Formation of state policy and legislation

o Provision of resources and regulatory
conditions

o Cooperation with international organisations

Macro Level

Table 1. Key functions of different levels of labour market management

operational reaction to personnel challenges, such as the
shortage of skilled workers, changing employment forms
(for example, remote work) and the introduction of flexible
management models.

Enterprises play a key role in maintaining and mobi-
lising labour potential in crisis conditions. Interaction and
coordination of functions at macro-, meso- and micro-lev-
els of labour market management create a holistic system
that can respond to the challenges of the migration crisis,
reduce structural imbalances and ensure the stability of the
national economy. The lack of synergy between these lev-
els significantly reduces the effectiveness of management
strategies and is fraught with deepening of socio-economic
problems. The analysis of the key functions of different lev-
els of labour market management, distributed at the mac-
ro-, meso- and micro-levels, is given in Table 1.

Impact on structural
imbalances between supply
and demand

Role in adaptation to the
migration crisis

o Strategic planning and
coordination of national action
o Creating conditions for the

o Monitoring and forecasting of
national trends

o Identify industries with

integration of internally personnel shortage or surplus

displaced persons and migrants

» Implementation of state policy taking into
account regional peculiarities

o Coordination of support programmes for IDPs
and local people

o Interaction with industry associations and
local institutions

Meso Level

o Organisation of professional

o Adaptation of national

» Balancing demand and supply
at the regional level

o Minimisation of social
consequences of migration

training and retraining

strategies to regional needs

» Implementation of personnel policy of
enterprises

o Organisation of internal training and staff
development

o Managing forms of employment (remote,
flexible employment)

Micro Level

o Rapid response to personnel

o Adaptation of working

o Preservation and mobilisation
of labour potential

o Reduction of personnel
shortages within individual
enterprises

challenges

conditions, introduction of
flexible models of work

Source: compiled by the authors

A key problem that requires in-depth understanding
is that most of the existing management decisions remain
reactive, that is, aimed at eliminating certain manifesta-
tions of the crisis, and not at its systemic prerequisites. In
particular, the existing organisational model of the State
Employment Service showed a low adaptability to spatial
changes in the labour market structure. Limited access to
relevant information, uneven distribution of administra-
tive resources and weak coordination with other institu-
tions — all this slows down the formation of effective man-
agement responses. This is especially critical in a situation
where traditional instruments have lost relevance in new
conditions, and alternative forms of regulation have not
yet acquired a systemic nature.

Against this background, the lag in the formation of
medium- and long-term human capital management strat-
egies is increasing, in particular in the area of forecasting
labor market needs, updating educational programs in ac-
cordance with new professional demands, and developing
vocational training infrastructure. Management decisions
in certain regions remain fragmented and do not take into
account the peculiarities of the local labour market, which
increases the stress in the social sphere. An additional di-
mension of the problem is related to the unwillingness of
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the state system to large-scale digital transformation of
the employment sphere. The lack of a unified digital eco-
system that would combine educational services, employ-
ment mediation and market analytics, deprives the system
of opportunities for personalised management decisions.
This makes it difficult to quickly respond to situations of
staff shortage or exceeding them in individual sectors. At
the same time, the emigration of highly qualified special-
ists and the reduction of motivation to return labour mi-
grants pose long-term threats to restore the human poten-
tial of the country. In this context, it is important not only
to maintain the balance of available resources, but also to
strategically shape the conditions for reproduction and
preservation of intellectual capital.

While strategic disintegration, regulatory inertia and
institutional disunity are observed at macro and meso
levels, Ukrainian enterprises directly experience the con-
sequences of the crisis in the form of tactical and human
resources management challenges. Changing the struc-
ture of the workforce, reducing its availability, high staff
turnover, as well as increasing uncertainty in the labour
market form the need to adapt internal management
strategies. Among the main managerial challenges faced
by enterprises in the conditions of military turbulence, it
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is worth highlighting the shortage of personnel of critical
specialities. According to a study conducted by the on-
line platform Robota.ua (2024), the shortage of staff was
considered critical by 75.1% of the employers surveyed. In
case of evacuation, mobilisation, emigration of employees
and structural shift of the employment market, ensuring
continuity of operational processes turns into a constant
challenge. Only 8.6% of companies do not experience a
shortage of staff, while the rest are actively looking for
ways to overcome it.

In addition, enterprises are faced with the discrepancy
of expectations of employees to working conditions, which
leads to a decrease in motivation, difficulties with the in-
volvement of staff and a general drop in organisational loy-
alty. High competition for specialists forces employers to
revise approaches to personnel management, implement
flexible schedules, remote formats, additional intangible
incentives that require resources and new competencies
in HR departments. The average salary expectations on
the part of applicants in March 2024 reached 22,653 UAH,
while the average employer offer was only 19,603 UAH,
which forms a gap of 3,050 UAH. For comparison, in Jan-
uary 2022, this gap was 7 times smaller and amounted to
445 UAH, which indicates a significant increase in wages
expectations against the background of limited resources
of companies (Robota.ua, 2024). The average salary expec-
tations of Ukrainian employees in 2025 significantly exceed
the proposals of employers. 30% of the respondents con-
sider the optimal salary in the range of 30,000-50,000 UAH,
another 25% are trying to earn more than 50,000 UAH.
While only 13% are ready to work for 10,000-20,000 UAH
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(Ukrainians’ salary expectations..., 2025). This shows a sig-
nificant gap between employee expectations and real job
offers in the labour market.

In the structure of the reasons for personnel diffi-
culties, 16.1% of employers note inflated salary expecta-
tions of candidates, 4.1% point out difficulties caused by
geographical conditions of doing business, 2.3% point
out the unwillingness of candidates to work in low-pro-
file companies. In response to these challenges, 53.5% of
enterprises introduce internal staff retraining or redistri-
bution of responsibilities, 32.6% implement programmes
for young professionals, 23.9% - automate individual
processes, 16% — attract external resources through out-
sourcing, and 8.8% are orientated towards older workers
(Robota.ua, 2024). In 2025, staffing difficulties and strate-
gies of employers in Ukraine have undergone some chang-
es compared to the previous year. 15% of the surveyed em-
ployers noted inflated salary expectations of candidates as
one of the main reasons for difficulties in recruitment (75%
of employers..., 2025). This indicates the preservation of
the tendency to high demands on the part of job seekers.
In response to these challenges, 75% of businesses plan to
wage increases in 2025, particularly in agriculture, mining,
and manufacturing. This shows the desire of employers to
retain and attract qualified personnel. As for HR strategies,
52% of employers have indicated the preservation of the
full team as the main priority for 2025. In general, in 2025,
employers keep focused on increasing wages and staff sta-
bility as the main strategies to overcome personnel diffi-
culties. Dynamics of key indicators of personnel situation
in 2024-2025 is shown in Figure 1.

m 2024
2025

16.10%

15%

Figure 1. Key indicators of personnel situation: staff shortage and salary expectations (2024-2025)
Note: share of employers who recognised a staff shortage; share of companies without staff shortages; inflated salary expectations of

candidates
Source: compiled by the authors

An equally important challenge is to increase the risks
of personnel exhaustion and emotional burnout of staff,
associated with chronic tension, danger and increased
workload on those employees who remain on the ground.
The lack of systematic support from the state, instability of
the environment, limited access to professional develop-
ment create an additional burden on management, which
is forced to perform the functions of crisis management.
Finally, a common problem is the loss of personnel reserve
and the complexity of staff development planning, which
demotivates the management corps and makes it impossi-
ble for strategic personnel forecasting. All this is reinforced
by the instability of demand, interruptions in logistics and
the constant need to respond to situational threats.

The crisis nature of the current situation requires a
generalisation of typical configurations of managerial
problems, which are manifested at different levels - stra-
tegic, regional and operational. The complex of identified
imbalances, crisis effects and transformations in the la-
bour market shows that the modern employment man-
agement system was facing a multi-level and multi-vec-
tor crisis of managerial compliance. This is not only about
the gap between the capabilities of institutions and the
dynamics of the market, but also about the profound dis-
crepancy between the traditional logic of managing the
conditions of military instability, the hybrid functioning
of the economy and the changed models of behaviour of
employees and employers. Changing the structure of la-
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bour resources, mass labour migration, growth of shadow
employment, critical overload of certain regional labour
markets, reduction of the effectiveness of institutional
regulation, weakening of personnel reserves of enter-
prises and increasing competition for specialists - all
this forms a new managerial reality, in which the crisis
response should be transformed into a systemic trans-
formation management. Before moving to the search
for answers, it is advisable to outline the typical struc-
ture of managerial challenges faced by the employment

management system in the context of the migration cri-
sis. This typology will identify not only the most critical
problem areas, but also differentiate responsibility and
response tools between different levels of governance —
public, regional and corporate. The analysis presented in
the article gives grounds to form a generalised typology
of managerial challenges of transformation of the labour
market in the conditions of the migration crisis, covering
all levels of management — from national to individual
enterprises (Table 2).

Table 1. Typology of management challenges of labour market transformation in conditions of migration crisis

Challenge category

Level of
management

Institutional inconsistency

Insufficient interagency coordination
between state institutions

T U AT 0L (1 Characteristics of manifestation/
consequences

Disintegration of the state employment
policy, duplication of functions,
fragmentation of programmes

Macro Level Asymmetry of supply and demand

Structural discontinuities between
sectors with redundancy and human
resources deficits

Inefficient use of labour potential,
reducing economic productivity

Migration human capital outflow

Mass emigration of highly qualified

Loss of intellectual potential, slowdown

specialists of innovative development

Limited digitalisation of the
labour market

Lack of a single digital employment

Slow response to imbalances, weak

ecosystem analytics, low policy personalisation

Regional imbalances

Uneven load on labour markets in
different areas

Infrastructure overload, lack of
resources in host communities

Low efficiency of IDP integration

IDPs do not meet the requirements of
local labour markets

Rising unemployment, shadow
employment, social exclusion

Meso Level
Educational discrepancy

Lagging professional education from
market needs

Reducing the competitiveness of the
regional labour market

Lack of resources for retraining

Limited funding of training
programmes

Impossibility of adaptation of labour
resources to the changed structure of
demand

Staff shortage

High staff turnover, mobilisation,
evacuation

Disruption of operational processes,
increased load on residual personnel

High expectations of candidates

The gap between the expected and

Complications of recruiting, reduction

real wages of organisational loyalty

Micro Level Staff exhaustion

Chronic tension, emotional burnout

Reduced productivity, health risks for
staff

Lack of internal strategic decisions

Lack of personnel development
planning, weak HR forecasting

Personnel reserve degradation, loss of
managerial flexibility

Lack of internal adaptation
programmes

Lack of integration mechanisms
for new employees and young
professionals

Complexity of integration of new
employees, loss of loyalty, increased
level of adaptation risks

Source: compiled by the authors

Overcoming the identified management challenges in
the transformation of the labour market in the conditions
of the migration crisis requires not fragmentary, but com-
plex, coordinated management actions integrated into the
vertical of the state, regional and corporate policy. The re-
sponse to the existing challenges should be aimed at adapt-
ing the labour potential, minimising structural imbalances,
preserving human capital and stabilising social and labour
relations in the face of uncertainty. At the level of public
administration, the priority is the rethinking of the system
of regulation of employment. It is about the need to intro-
duce new models of interaction between the actors of the
labour market, to increase the flexibility of institutions, to
revise traditional approaches to professional orientation,
to predict personnel needs and to quickly reconfigure the
policy of supporting the unemployed. The formation of a
digital employment ecosystem with the function of mon-
itoring and analytics will ensure a real-time managerial
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response. At the same time, it is strategically important to
update the model of attracting and returning labour mi-
grants by creating economic, social and professional incen-
tives for their integration into the national economy.

At the regional level, the policy should be aimed at
supporting the territorial adaptability and social integra-
tion of internally displaced persons, developing partner-
ships between local authorities, business and educational
institutions, and providing targeted training programmes
that take into account the specifics of the local labour
market. In this regard, it is important to strengthen the
institutional capacity of regional employment centres by
transforming them from administrative tools into active
agents of human capital management. At the enterprise
level, the transformation processes in the labour market
need to adapt personnel policy to the conditions of high
staff turnover, shortage of qualified workers and changing
motivation models.
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In response to new challenges, employers are forced
to apply internal vocational training mechanisms, imple-
ment flexible forms of employment, adapt remuneration
systems and create conditions for stabilising labour collec-
tives. At the same time, the crisis increases the need for
the formation of internal personnel reserves, personnel
development planning and implementation of stress man-
agement practices and mental well-being of employees. All
this requires not only financial resources, but also a new
management culture, which is able to integrate strategic

personnel management tools in conditions of uncertain-
ty. Thus, in response to the identified challenges of trans-
forming the labour market in the conditions of the migra-
tion crisis, a three-level model of management actions,
covering macro-, meso- and micro-level of management,
has been formed. It is based on the principles of synchro-
nisation of institutional efforts, regional adaptability and
internal flexibility of organisations. A generalised system
of actions, structured according to the levels of control, is
given in Table 3.

Table 3. The system of management actions in response to the challenges
of the transformation of the labour market in the context of the migration crisis

Level of management

Creating a single digital employment ecosystem

Management actions

Macro Level

Modernisation of demand forecasting in the labour market

(public policy) Enhanced coordination between government, business and education
Implementation of return strategies for migrant workers
Integration programmes for IDPs according to regional demand
Meso Level Professional clusters of retraining based on partnerships
(regional policy) Monitoring and rapid response to local challenges

Expanding the functions of local employment centres

Internal training, mentoring and adaptation programmes

Micro Level
(enterprises)

Flexible employment models: remote work, part-time employment

Intangible motivation: social packages, leadership development

Personnel development planning and personnel reserve formation

Mental health support and burnout prevention

Source: compiled by the authors

Within the framework of the proposed system of man-
agerial actions, it is extremely important not only to im-
plement individual tactical response measures, but also to
gradually move on to a long-term strategy for managing
transformational processes in the labour market. This tran-
sition involves the formation of a targeted vision image of
the future, based on institutional adaptability, digital in-
tegration, social orientation and sustainability of human
capital. The definition of this strategic direction allows to
coordinate current management actions with a promising
model of the labour market, which is able not only to over-
come crises, but also to form the basis for sustainable de-
velopment and social cohesion in conditions of an uncer-
tain future. In this context, the key factor of modernisation
should be the development of adaptive institutions capa-
ble of acting in a high-uncertainty environment. It is about
creating a system of managerial decision-making based on
data, forecast models, algorithms of artificial intelligence
and processing of large amounts of information. The move
to data as a source of management logic reduces the time
lag between problem detection and decision making, pro-
viding a rapid update of employment strategies based on
real changes in demand and supply structure. The forma-
tion of a digital infrastructure, which includes platforms
for career guidance, monitoring, microlearning, analytics
and interaction between employers and job seekers, is a
condition for creating an effective, transparent and flexible
employment system.

At the centre of such a vision there should be a con-
stancy of human capital, provided through access to con-
tinuous education, a safe working environment, preserva-
tion of the psycho-emotional well-being of employees and

integration of the principles of social justice. This includes
reorientation of the employment policy to support individ-
ual professional development paths, stimulation of mobil-
ity, development of future competences and overcoming
barriers to participation in the economic life of vulnerable
groups. At the same time, flexible forms of employment
should be regulated and institutionally enshrined as equal
models, which allows to include in formal market relations
new groups of employees and to reduce the level of latent
unemployment.

In the future, intersectoral partnership as a tool for
coordinating actions in the field of labour potential forma-
tion is of particular importance. Interaction between the
education system, employers, state institutions and civil
society should ensure training of personnel that meet the
new technological and socio-economic needs. Thus, the
visionary model of the labour market should be based on
a combination of institutional flexibility, digital maturity
and human capital orientation as a driver of change, which
allows not only to overcome the consequences of crises, but
also to form a qualitatively new employment paradigm in
conditions of uncertainty and global transformations. The
generalisation of the results of the study shows the need to
develop a comprehensive system of management actions
differentiated by the levels of state, regional and corporate
policy, which corresponds to the complexity of labour mar-
ket transformations in the context of the migration crisis.
Comparison of the obtained results with the positions of
foreign researchers shows the relevance of the topic at the
international level and allows to identify both the points of
intersection and the differences in approaches to assessing
the challenges and response strategies.
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The results obtained are consistent with the conclu-
sions of M. Al-Dalahmeh & K. Dajnoki (2021), who system-
atically analysed the impact of migration processes on the
labour market of developed countries. As in this study, the
authors emphasised the need for institutional renewal and
flexible mechanisms for state regulation of employment,
which should be based on digital infrastructure, real-time
analytics and intersectoral interaction. This position is
completely correlated with the conclusions on the creation
of a single digital employment ecosystem in Ukraine. Sim-
ilar ideas are traced in M. Dias-Abeu (2021), where the role
of legal institutions in mediating between migration chal-
lenges and the state of the labour market is emphasised.
The author proved that the effectiveness of employment
regulation directly depends on the ability of institutions
to adapt to the changed socio-economic dynamics, which
is also confirmed by the conclusions of this study on the
example of Ukrainian realities.

At the level of regional administration, the findings
are confirmed in the works of L. HadjAbdou et al. (2024)
and A. Postepska & A. Voloshyna (2025), who analysed the
impact of forced migration on local labour markets in the
Czech Republic and Austria respectively. As in this study,
the authors emphasised the need for territorial adapta-
tion, the development of local clusters of professional re-
training and strengthening the role of local employment
services as active subjects of management. These authors
have reached methodological and meaningful proximity
in understanding the importance of regional adaptability
as a condition for the effective integration of internal-
ly displaced persons into the labour market. Research by
J. Wachs (2023) and M. Berte et al. (2023) deserve special
attention as examples of using digital footprints to mon-
itor migration mobility of highly qualified staff. In both
cases, the scale of human capital losses in the IT industry
has been confirmed, which is consistent with analytical
observations within this study on the need to maintain
key competencies, plan personnel reserves and implement
flexible employment models.

In general, the analysis of foreign sources reveals sev-
eral key conceptual approaches to this issue that corre-
late with the conclusions of the study, while supplement-
ing them or pointing out the potential vectors of further
scientific research. The first group consists of works that
dominate the macro-approach to the study of the impact
of migration on the labour market, with a focus on institu-
tional reform and adaptation of state policy. The studies by
M. Al-Dalahmeh & K. Dajnoki (2021), M. Dias-Abeu (2021),
M. Dahlberg et al. (2022) and Eurofound (2024) substanti-
ate the importance of revising models of state regulation of
employment in response to changing migration flows. The
focus of these studies is the need to improve legal mech-
anisms, increase the flexibility of state institutions, digi-
talise infrastructure and strengthen interaction between
sectors. The focus of these studies is the need to improve
legal mechanisms, increase the flexibility of state institu-
tions, digitalisation of infrastructure and enhance interac-
tion between sectors. This confirms and complements the
conclusions about the strategic expediency of building a
single digital employment ecosystem that can respond to
changes in real time, and the introduction of cross-sectoral
partnerships to preserve and return labour resources.
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The second group consists of empirical studies cover-
ing transformations at the regional level under the influ-
ence of population movement. In particular, in works by
K. Huk & A. Zeynalov (2022), L. HadjAbdou et al. (2024),
A. Postepska & A. Voloshyna (2025), demonstrated that
territorial imbalances due to forced migration strengthen
regional development unevenness, actualising the need for
flexible localised strategies for managing the labour mar-
ket. The idea of developing regional clusters of retraining
and strengthening the institutional capacity of local em-
ployment services, proposed in the study, is in logical con-
nection with similar approaches.

A separate group of sources focuses on the micro
level and highlights the organisational aspects of adap-
tation to crisis changes, in particular in the employment
of highly qualified personnel. M. Berte et al. (2023) and
J. Wachs (2023) investigated the professional mobility of
Ukrainians using digital footprints, stating the loss of a sig-
nificant part of human capital in the IT industry. The ne-
cessity of formation of internal personnel reserves, main-
tenance of organisational knowledge and development of
mechanisms of professional growth, which is quite con-
sistent with the proposals for strengthening the personnel
policy of enterprises in the study, has been specified. Sim-
ilar accents are found in A. Giacomo et al. (2023) reports,
where the emphasis is placed on the restoration of the la-
bour market by activating internal resources and managing
knowledge at the enterprise level.

Another important analytical area concerns the hu-
manitarian and legal dimension of forced migration.
K. Sandvig & A. Garnier (2022) and Eurofound (2024)
stressed the importance of long-term strategies for inte-
grating displaced people beyond crisis response and pro-
vide for systematic work with professional adaptation,
mental health and decent working conditions. Such con-
siderations echo the need to form a new management cul-
ture, which in Ukrainian conditions should integrate social
sensitivity into strategic personnel management models. It
should be emphasised that most foreign studies offer ei-
ther fragmented solutions at certain levels of government
or are concentrated on specific industries or territories. In
contrast, the results of the study allowed to formulate a
three-level model of systemic managerial response, which
combines institutional modernisation, regional adaptation
and organisational flexibility. The integration of these ap-
proaches is a decisive factor in ensuring the stability of the
labour market in the context of migration turbulence.

o CONCLUSIONS

The study allowed to draw detailed conclusions regarding
the impact of the war-induced migration crisis on the labor
market. The study allowed to form detailed conclusions re-
garding the impact of the the war-induced migration crisis
on the labor market of Ukraine and to develop specific rec-
ommendations for its stabilisation. It was found that the
transformation of the labour market has a multifaceted na-
ture, which manifests itself at all levels of management and
requires a comprehensive response. At the macro level, an
institutional imbalance was identified, which is expressed
in a significant quantitative discrepancy between the de-
mand and the supply of labour. This is confirmed by the fact
that as of the beginning of 2024, the number of registered
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unemployed is almost 2.5 times higher than the number of
available vacancies. At the same time, there was a shortage
of strategic vision in management, which leads to inco-
ordinated actions in the field of state employment policy.

At the meso-level, the gap between local labour mar-
ket needs and regional governance efficiency is recognised
as a key problem. In some areas, such as construction or
mobile food, there is an acute shortage of staff, while in
others, such as financial markets or insurance, the num-
ber of applicants is significantly higher than the number
of vacancies. This imbalance shows the low adaptability
of regional governance instruments to dynamic changes.
At the micro level, the main challenges are personnel in-
stability and qualification shortages. The study found that
much of the economically active population, temporarily
displaced, cannot find formal employment that contributes
to the growth of shadow employment. In addition, there is
a significant risk of intellectual migration, since more than
70% of Ukrainian refugees have higher education, but of-

level, increasing regional adaptability to local challenges
and increasing internal flexibility of organisations. This
approach allowed to create a target image of the future
labour market — adaptive, digital-orientated and resistant
to crisis phenomena. Analysis of relevant scientific sourc-
es confirmed the scientific and practical significance of the
chosen problems. The relevance of the research results
from the standpoint of modern scientific thought in the
field of migration policy, labour market, digital governance
and institutional economics has been confirmed. The pro-
posed solutions are practically orientated and based on the
principles of adaptability, digital integration, intersectoral
coordination and preservation of human capital. In the fu-
ture, further research should be focused on the empirical
measurement of the effectiveness of the proposed manage-
ment decisions, the expansion of digital analytics methods
and the analysis of the relationship between labour migra-
tion and the innovative potential of regions.

ten have to work on low-skilled jobs, which reduces their ® ACKNOWLEDGEMENTS
motivation to return. An additional problem is the needto  None.

adapt staff to new conditions, which requires the introduc-

tion of flexible forms of employment, such as remote work, ® FUNDING

which is sought by more than 14% of potential employees. = None.

Based on these results, a multi-level system of man-
agement actions has been proposed, which provides for
the synchronisation of institutional efforts at the state

e CONFLICT OF INTEREST

None.

o REFERENCES

[1] 75% of employers plan to increase salaries: What other plans does business have for 2025. (2025). Retrieved from
https://happymonday.ua/zbilshennia-zarplat-u-2025-ta-inshi-plany-biznesu.

[2] Al-Dalahmeh, M., & Dajnoki, K. (2021). The effect of migration on the labor market in the developed countries: A
systematic review. International Business Management, 15(2), 72-78. doi: 10.36478/ibm.2021.72.78.

[3] Baeva, O. (2023). Causes and consequences of intellectual migration of human capital. Economy and Society, 52.
doi: 10.32782/10.32782/2524-0072/2023-52-13.

[4] Berte, M., Paolotti, D., & Kalimeri, K. (2023). From Ukraine to the world: Using LinkedIn data to monitor professional
migration from Ukraine. In GoodIT 23: Proceedings of the 2023 ACM conference on information technology for social
good (pp. 213-222). New York: Association for Computing Machinery. doi: 10.1145/3582515.3609537.

[5] Bilorusets, L., Mylenkyi, V., Lunova, T., Zhurba, O., & Samoilenko, V. (2025). The development of human capital
within the framework of the demographic economy of Ukraine: Factors of stability. International Journal of Economics
and Financial Issues, 15(4), 144-151. doi: 10.32479/ijefi.19299.

[6] Dahlberg, M., Egebark, J., Ozcan, G., & Vikman, U. (2022). Labor market integration of refugees: RCT evidence from
an early intervention program in Sweden. ArXiv. doi: 10.48550/arXiv.2203.00487.

[7] Dias-Abeu, M. (2021). Determining the impact of migration on labour markets: The mediating role of legal institutions.
Industrial Law Journal, 50(4), 532-557. doi: 10.1093/indlaw/dwab030.

[8] Eurofound. (2024). Social impact of migration: Addressing the challenges of receiving and integrating Ukrainian refugees.
Luxembourg: Publications Office of the European Union.

[9] Giacomo, A., Boeri, T., Kudlyak, M., & Zholud, O. (2023). The labour market in Ukraine: Rebuild better. Retrieved from
https://cepr.org/voxeu/columns/labour-market-ukraine-rebuild-better.

[10] Hadj Abdou, L., Amman, A., Heilemann, S., & Stiller, M. (2024). The labour market integration of displaced Ukrainians:
Insights from the EU and Austria. Retrieved from https://migrationpolicycentre.eu/the-labour-market-integration-of-
displaced-ukrainians-insights-from-the-eu-and-austria.

[11] Huk, K., & Zeynalov, A. (2022). Regional disparities and economic growth in Ukraine. ArXiv. doi: 10.48550/
arXiv.2211.05666.

[12] International Organization for Migration. (n.d.). Ukraine. Retrieved from https://dtm.iom.int/ukraine.

[13] Ionin, Ye.Ye., & Zahorodnyi, V.M. (2025). The impact of labor migration on the labor market of Ukraine during wartime
and ways of its recovery. Economics and Organization of Management, 4(56), 20-32. doi: 10.31558/2307-2318.2024.4.3.

[14] Karimi, A., & Byelikova, Y. (2024). Wartime (im)mobilities: Effects of aspirations-capabilities on displaced Ukrainians
in Canada and Germany and their viewpoints on those who remain in Ukraine. Journal of Ethnic and Migration Studies,
50(10), 2403-2422. doi: 10.1080/1369183X.2024.2305282.

[15] Komarnytska, H., Yastremska, N., & Pavlenko, N. (2022). Forced migration and its impact on the labor market in
Ukraine. Scientific Perspectives, 6(24), 306-319. doi: 10.52058/2708-7530-2022-6(24)-306-319.

« Development Management. 2025. Vol. 24, No. 3 « 31



Management challenges of labour market transformation...

[16] Kopytko, M., Panchenko, V., Levchenko, A., Kapinos, H., & Hrytsan, V. (2024). Forced labour migration as a threat
to social and economic human rights and a factor of influence on the national labour market and business entities.
Social and Legal Studios, 7(2), 140-148. doi: 10.32518/sals2.2024.140.

[17] Kuzenkova, Ye. (2024). How salaries grew and the Russian language disappeared: What has changed in the labor market
during two years of full-scale war. Retrieved from https://www.work.ua/articles/analytics/3245/.

[18] Lykholat,S.,Mulska, O., & Rozhko, N. (2020). Labour market of Ukraine in the conditions of intensification of migration
population processes. Economics, Entrepreneurship, Management, 7(1), 25-34. doi: 10.23939/eem2020.01.025.

[19] Nemashkalo, K., Zemliana, L., & Vashechko, S. (2024). Development trends in human resource management
of agricultural enterprises in the context of digitalisation. Baltic Journal of Economic Studies, 10(1), 194-200.
doi: 10.30525/2256-0742/2024-10-1-194-200.

[20] Pashkevych, Ye. (2024). Labour market formation under migration caused by the Russia-Ukraine War. Modeling the
Development of the Economic Systems, 3, 315-325. doi: 10.31891/mdes/2024-13-44.

[21] Petrushenko, Y., & Vorontsova, A. (2021). Human capital management in the context of the international labor
migration phenomenon. In A. Goel & N. Avanesova (Eds.), Changing paradigm in economics and management system
(pp. 116-130). Delhi: ABS Books.

[22] Ponomarenko, V., & Pysarchuk, O. (2024). Analysis of the impact of the volumes of state commissioning on the
economy’s availability of specialists in certain professions. Economics of Development, 23(3), 69-81. doi: 10.57111/
econ/3.2024.69.

[23] Postepska, A., & Voloshyna, A. (2025). The effect of Ukrainian refugees on the local labour markets: The case of
Czechia. Journal of Population Economics, 38, article number 30. doi: 10.1007/s00148-025-01080-9.

[24] Riabchenko, V. (2024). Situational human capital management strategies in the context of globalization and economic
crises. Economy and Society, 64. doi: 10.32782/2524-0072/2024-64-35.

[25] Robota.ua. (2024). What should you know about the Ukrainian labour market in 2024? Retrieved from https://budni.
robota.ua/career/shho-treba-znati-pro-ukrayinskiy-rinok-pratsi-u-2024-rotsi-doslidzhennya-ta-analitika-vid-
robota-ua.

[26] Sandvig, K., & Garnier, A. (2022). Forced displacement from Ukraine: Notes on humanitarian protection and durable
solutions. Retrieved from https://rli.blogs.sas.ac.uk/2022/03/04/forced-displacement-from-ukraine-notes-on-
humanitarian-protection-and-durable-solutions/.

[27] State Employment Service of Ukraine. (n.d.). Retrieved from https://dcz.gov.ua/stat.

[28] Stryzhak, O. (2025). Human development and corruption: Analysing relationships and management opportunities
using the OODA Loop. Folia Oeconomica Stetinensia, 25(1), 275-299. doi: 10.2478/foli-2025-0014.

[29] Ukrainians’ salary expectations in 2025 double employers’ offers. (2025). Retrieved from https://agroreview.com/en,
newsen/ukrainians-salary-expectations-2025-double.

[30] Wachs, J. (2023). Digital traces of brain drain: Developers during the Russian invasion of Ukraine. EPJ Data Science,
12, article number 14. doi: 10.1140/epjds/s13688-023-00389-3.

[31] Yatsenko, L. (2024). Labour market recovery in Ukraine under war conditions: Regional aspects. Retrieved from https://
niss.gov.ua/doslidzhennya/sotsialna-polityka/vidnovlennya-rynku-pratsi-v-ukrayini-v-umovakh-viyny-rehionalni.

[32] Yurchuk, N., Leschuk, H., Tkachenko, O., Kotenok, A., & Cherviakova, D. (2021). The labor market of Ukraine in the
context of system crisis. Financial and Credit Activity: Problems of Theory and Practice, 1(36), 496-503. doi: 10.18371/
fcaptp.v1i36.228108.

32 « Development Management. 2025. Vol. 24, No. 3 «



Achkasova et al.

YnpaBniHCbKi BUKNTUKU TpaHcPopMaLii pUHKY npaui
B YMOBaX MirpauiHoi Kpusu

OkcaHa A4yKacoBa

KaHounoat eKOHOMIYHUX HayK, OOLLEHT

XapKiBCbKMM HaLLiOHANbHMI EKOHOMIYHWMM YHIBepCcUTET iMeHi CeMeHa Ky3Heuda
61166, npocn. Hayku, 9A, M. XapkKiB, YKpaiHa
https://orcid.org/0000-0001-7137-3996

Oner IBaHicoB

KaHgounoat eKOHOMIYHUX HayK, OOLEHT

XapKiBCbKMM HaLiOHaNMbHMM €KOHOMIYHUIM YHIBEpCUTET iMeHi CeMeHa Ky3Heud
61166, npocn. Hayku, 9A, M. XapkKiB, YKpaiHa
https://orcid.org/0000-0001-5757-824X

BikTopis JlyroBa

KaHaounoat eKOHOMIYHUX HayK, OOLEHT

XapKiBCbKMM HaLioOHaNbHMM eKOHOMIYHUM YHiBepCcUTET iMeHi CeMeHa Ky3Heud
61166, npocn. Hayku, 9A, M. XapkiB, YKpaiHa
https://orcid.org/0000-0001-9584-2259

OneHa Jle6eguUHcbKa

KaHaounoat eKOHOMIYHUX HayK, OOLEHT

XapKiBCbKMM HaLioHaNbHMM eKOHOMIYHUIM YHiBepCcUTeT iMeHi CeMeHa Ky3Heud
61166, npocn. Hayku, 9A, M. XapkiB, YKpaiHa
https://orcid.org/0000-0001-7110-5211

AHoTauis. MirpamiiiHa kpu3a, CIpMuMHEHa BiifHOIO, CYTTE€BO TpaHCHOPMYE DPUHOK TMpaii YKpaiHM Ta BUMAarae
TepeoCMMCIEHHS MTigXOiB 10 #0oTo BimHOBIEHHS. MeTo JOCTiIKeHHS 6Y/I0 OGIPYHTYBATH TUIIOJIOTIIO YIIPABIiHCHKUX
BUKJIMKiB TpaHchopMalii puHKy mpaili B yMoBax MirpariifHoi Kpusu ta chopmMyBaTy CUCTEMY CTPATETiYHUX YITPABIiHCHKUX
pillieHs AJ1s1 iX MmogoaHHs. [Ij1s1 JOCATHeHHSI MeTH 3aCTOCOBaHO KOHTEHT-aHali3 HayKOBUX JyKepesl, CTaTUCTUUHMI aHAaTi3
IaHux [epkaBHOI CIIY)KOM 3aifHATOCTI YKpaiHM Ta MDKHApOIHMX OpraHisaiiii, MOpiBHSJIbHMIT aHaMi3 yKpaiHCbKUX
i 3apybiKHMX IMiIXOMAIB AO PETyIOBaHHS PUHKY Tpalli, a TAKOX METOJ, y3araJbHeHHS [IJI CUCTeMaTu3allii OTpuMaHmUx
pesynbraTiB. Y pesynbTaTi chopMOBaHO y3arajJbHEHY TUIIOJOTIIO YIPaBIiHCbKMUX BUKIMKIB 32 PiBHIMMU YIIPABITiHHS:
Ha MaKpOpiBHi BUSBJIEHO iHCTUTYIiiHMIT OMCOaIaHC CUCTEMM 3aiHATOCTI Ta AedillUT CcTpaTerivHoro GauveHHs; Ha
Me30piBHi — PO3PMB MiX JOKQJIbHMMM MOTpe6aMy PUHKY Mpalli Ta iHCTPyMeHTaMM DPerioOHaJbHOTO YIPaBIiHHS; Ha
MiKpOpiBHi — KaJpoBy HecTabiNbHiCTh, JediunT KBaTidbikalii i BUKIMKY agamnTalii mepcoHany 10 HOBUX yMOB. Ha OCHOBI
OTPUMAaHMX Pe3y/IbTaTiB 3aIIPOTIOHOBAHO 6araTopiBHEBY CUCTEMY YIIPABIiHCHKMX [Iii1, CKOOPAMHOBAHMX HA MaKpO-, Me€30-
Ta MiKpOpiBHi. BOHa I'pyHTY€TbCSl HAa MPMHIMIIAX CMHXPOHi3allil iIHCTUTYLiIiHMX 3yCU/Ib, PeriOHa/JIbHOI aJaliTUBHOCTI Ta
BHYTPIlIHbOI THYYKOCTi OpraHisaiiiit. BusHaueHo 1iyiboBuit Bi3iliHnit 06pa3 puMHKY Mpalli Maii6yTHbOTO — aJaTNTUBHOTO,
dpPoBO OpPieHTOBAHOTO, CTIMKOTO O BUK/IMKIB Ta 3AATHOrO H0 30epekeHHS i BiATBOPEHHS JIOACHKOTO KalliTaiy.
Pe3ynbTaTy OOCTIIKEHHS MOXYTh OyTM BUKOPUCTAaHI OpraHamMu JepskaBHOI BJIa[M, PETiOHATbHUMM YIPABIiHCHKUMU
CTPYKTypamu Ta 6i3HecoM [j1s1 po3pOOKM CTpaTeTiii pearyBaHHS Ha KPM30Bi BUKJIMKM, a TAKOX SIK OCHOBA IS TOAAIbIINX
HayKOBMX PO3PO0OOK y cdepi yrrpaBIiHHS pMHKOM Mpalli B yMOBax MirpaliifHuUX Mpo1eciB
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TIOJIITMKA 3ai{HSITOCTI; CMCTeMa yIPABIiHChKUX i
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