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Abstract.

Androshchuk, 1., & Kurilyak, M. Global crisis as challenges and threats to the stability of food systemns in the world.

The article reflects the impact of global crises on food security through the prism of a hierarchical risk scheme structured into three levels of
threats, which allows us to systematize the interconnected challenges of the modern world. The first level covers external crises: economic crises, political
instability, and pandemics that destabilize global food supply chains and provoke sharp price increases, inflation, and debt crises in countries of the Global
South. Political instability, in particular the full-scale Russian invasion of Ukraine since 2022, blocked the export of key grains (wheat, corn, oilseeds)
from two leading suppliers, causing panic in the markets and the threat of famine for dependent countries in Africa and the Middle East. The second level
of threats is formed by environmental and climate challenges, including global warming due to greenhouse gas emissions, which cause extreme weather -
droughts, floods, heat waves - and resource degradation: soil erosion, salinization, water scarcity, biodiversity loss, and ecosystem transformation. These
factors reduce yields by 25% in tropical regions, especially in Africa and South Asia, where the agricultural sector is becoming the basis of the economy
and adaptive capacity is limited; this affects the stability of production for 9 billion people by 2050. The third level is demographic factors: population
growth, migration from rural to urban areas, and urbanization, which increase demand by 2.5 times in Africa, improve logistics, reduce the labor force in
the agricultural sector, and lose land for development, increasing inequality in access to food. The synergistic effects of polycrisis are analyzed, where the
interaction of levels (for example, war + climate = grain shortages in different regions) has led to an increase in progressive hunger by 122 million people
since 2019 (up to 800 million, or 9% of the world). Strategies for transforming food systems are proposed: market diversification, sustainable resource
management, environmentally friendly agriculture, and reducing dependence on imports. Prospects for further research are identified: the role of Al
precision agriculture, and vertical farms in adaptation; models of international cooperation amid reduced humanitarian funding in 2025-2030; regional
cases for the Global South.

Keywords: food system, global crises, food security, urbanization, environmental challenges, migration, economic crisis, political instability.
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PERSONNEL MOTIVATION DURING A CRISIS: THEORETICAL FOUNDATIONS, PRACTICAL
EXPERIENCE IN UKRAINE, AND GENERATIONAL DIFFERENCES

Andrushchenko A. Personnel motivation during a crisis: theoretical foundations, practical experience in Ukraine, and generational
differences.

This article explores the specific features of employee motivation under crisis conditions, particularly in the context of economic instability and
martial law. The topic is relevant because organizations need to maintain workforce productivity, engagement, and stability in an environment charac-
terized by uncertainty, risk, and rapid socio-economic changes. The purpose of the study is to identify key factors influencing employee motivation during
crisis periods and to determine how motivational strategies should be transformed to support effective operation in extreme conditions. The methodological
basis of the research includes a combination of general scientific and specialized methods, such as analysis, synthesis, comparison, and generalization. A
systematic approach was applied to examine the transformation of motivational practices, and a comparative method was used to identify differences in
motivational priorities across generations of employees. The study also considers employees' behavioral responses to external stress factors. The results
demonstrate that traditional motivational approaches become less efficient during crises and require significant adaptation. It was found that employees’
needs shift towards security, stability, social protection, and psychological support. At the same time, generational differences play an important role in
motivation: older generations tend to value stability and job security, while younger employees emphasize flexibility, development opportunities, and
meaningful work. These differences directly affect human resource management practices and require differentiated motivation tools. The practical value
of the study lies in developing recommendations for creating adaptive motivational strategies that account for crisis conditions and generational diversity.
Managers and HR specialists can use the proposed approaches to increase employee en- This is an Open Access article dis-
gagement, maintain productivity, and ensure organizational resilience during periods of @ ® tributed under the terms of the
instability. The findings contribute to improving personnel management systems and Creative Commons CC-BY 4.0
support the creation of sustainable organizational behavior in challenging environments. —
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Statement of the problem. In the context of ongoing
economic instability and martial law, organizations face sig-
nificant challenges in maintaining effective employee motiva-
tion and ensuring stable work performance. Traditional moti-
vational approaches, which are primarily based on material
incentives and standard management practices, are becoming
less effective under crisis conditions characterized by uncer-
tainty, psychological stress, and changing employee priorities.
At the same time, the workforce is extremely diverse in gener-
ational composition, leading to differences in values, expecta-
tions, and behavioral patterns among employees.

These factors create a complex problem for human re-
source management, as organizations must simultaneously re-
spond to external threats, support employees” well-being, and
sustain productivity. The lack of adaptive motivational strate-
gies that take into account both crisis conditions and genera-
tional differences reduces organizational resilience and effi-
ciency. Therefore, there is a need to rethink and transform ex-
isting approaches to employee motivation, focusing on flexi-
bility, individualization, and the integration of both material
and non-material incentives. Addressing this problem is es-
sential for ensuring the effective functioning and long-term
sustainability of organizations in crisis environments.

Analysis of recent research and publications. Both
foreign and Ukrainian scholars have extensively studied the
problem of employee motivation. Classical theories of moti-
vation are associated with the works of A. Maslow, F. Her-
zberg, and D. McGregor [ITomuika! [I>kepesio mOCHIaHHS
He 3HaVOeHo., p. 62], who substantiated the role of needs,
incentives, and managerial approaches in shaping employee
behavior. Modern foreign researchers focus on transforming
motivational systems under uncertain conditions, emphasiz-
ing the growing importance of non-material factors and em-
ployee well-being.

Among Ukrainian scholars, significant contributions
to the study of motivation and human resource management
have been made by A. Kolot, O. Hrishnova, and V. Li-
banova [9, p. 47], who analyze labor motivation in the con-
text of socio-economic transformations. Their research high-
lights the need to adapt motivational mechanisms to national
economic conditions. At the same time, contemporary stud-
ies address generational differences in motivation, as differ-
ent age groups demonstrate varying values and expectations
regarding work. However, employee motivation during
martial law and prolonged crisis conditions remains insuffi-
ciently explored, which determines the relevance of further
research in this area.

Modern socioeconomic transformations, accompa-
nied by global crises, pandemics, and military conflicts, are
having a significant impact on employee behavior and how
organizations operate. In an environment of uncertainty and
extremely high risks, the issue of employee motivation takes
on particular importance [13, p. 25].

Ukraine, amid a full-scale war, has become an exam-
ple of a profound transformation in human resources man-
agement systems [8, p. 27]. Organizations are forced to adapt
their motivational strategies to new realities: psychological
stress, workforce migration, economic instability, and secu-
rity threats. The purpose of this article is to conduct a com-
prehensive study of employee motivation in crises, consider-
ing Ukraine’s wartime experience and analyzing genera-
tional differences among employees.

The purpose of the research. The objective of the ar-
ticle is to examine the peculiarities of employee motivation
in crisis conditions, particularly during economic instability
and martial law, and to identify effective approaches to
adapting motivational strategies in modern organizations.
The study aims to analyze the transformation of motiva-
tional priorities of employees under crisis influence, to deter-
mine the impact of generational differences on work behav-
ior and motivation, and to justify the need for implementing
flexible and adaptive human resource management prac-
tices. Additionally, the article seeks to develop practical rec-
ommendations for improving employee motivation systems

to enhance organizational resilience, maintain productivity,
and ensure sustainable development in challenging environ-
ments.

Presentation of the main research material. Em-
ployee motivation is one of modern management's key cate-
gories, determining the effectiveness of an organization’s op-
erations and labor productivity level. In general terms, moti-
vation is defined as the combination of internal and external
factors that prompt an employee to act and define the direc-
tion, intensity, and duration of that action. In times of crisis,
during martial law, or amid economic instability, the im-
portance of employee motivation increases significantly, as
it is precisely the factor that ensures the preservation of the
workforce and the stability of organizational operations.

The theoretical basis of employee motivation was laid
in the works of the classics of management theory, among
whom the theories of A. Maslow, F. Herzberg and D. McClel-
land occupy a prominent place [4, p. 343], according to
A. Maslow’s hierarchy of needs, human needs are structured
in the form of a pyramid, with basic physiological and safety
needs forming the foundation [3, p. 58]. In times of crisis,
there is a regression to the lower levels of this hierarchy, as
employees focus primarily on ensuring their own survival, a
stable income, and safety.

F. Herzberg’s two-factor theory divides motivational
factors into hygiene (external) and motivational (internal)
factors [2, p. 63]. Hygiene factors include salary, working
conditions, social benefits, organizational policies, and inter-
personal relationships. Their absence leads to dissatisfaction,
but even when present, they do not always ensure a high
level of motivation. Motivational factors, such as recognition,
professional development, achievement, and responsibility,
contribute to increased job satisfaction and productivity. In
times of crisis, the role of hygiene factors increases signifi-
cantly; however, motivational factors do not lose their rele-
vance but rather transform, taking on new forms, particu-
larly through non-material incentives.

D. McClelland’s theory of acquired needs focuses on
three key motivators: the need for power, the need for
achievement and the need for affiliation [4, p. 142]. In an un-
stable environment, the need for affiliation has particular im-
portance, manifesting itself in employees” need for support,
teamwork and a sense of belonging to the organization.

Contemporary approaches to employee motivation
also include process theories, in particular V. Vroom’s expec-
tancy theory and J. Adams’ equity theory. In terms of expec-
tancy theory, motivation depends on the extent to which an
employee believes in the relationship between effort, perfor-
mance, and reward [5, p. 335]. In times of crisis, it is im-
portant to ensure transparency in management decisions
and a clear understanding of the employees' outlook [1,
p- 422]. Equity theory emphasizes the importance of reward
equity as a subjective perception, which is critical during pe-
riods of resource cuts and cost optimization.

In times of war and post-crisis recovery, intangible
motivational tools are particularly important. They include
psychological support, flexible working conditions, the op-
tion to work remotely, involving staff in decision-making,
and fostering trust and corporate culture. Effective commu-
nication between management and employees is becoming a
key factor for reducing uncertainty and anxiety.

Personnel motivation during a crisis is a multifaceted
process that requires adapting classical theoretical approaches
to contemporary challenges. Combining material and non-ma-
terial incentives, considering employees’ individual needs,
and ensuring the psychological stability of the team contribute
to improving the organization’s performance, even under
challenging social and economic conditions.

Crises in the economy, society, or the political envi-
ronment have a significant impact on the organization's
functioning and staff behavior. In times of instability, tradi-
tional approaches to human resource management lose their
effectiveness, necessitating a reevaluation of motivational
strategies [8, p.23]. Specific conditions determine the
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characteristics of employee motivation during a crisis, the
key ones being high uncertainty levels, a decline in economic
stability, increased psychological stress, and a growing risk
of job loss.

A crisis period is characterized by limited resources,
cost-cutting, and the need for rapid managerial decision-
making. Under such conditions, not only does the external
environment in which organizations operate change, but so
do employees' internal needs. While in stable conditions the
needs for self-actualization, development, and professional
growth dominate, during a crisis basic needs, such as physi-
ological survival and safety, come to the forefront. This con-
firms the hierarchy of needs, according to which an individ-
ual’s motivational structure is dynamic and depends on ex-
ternal factors.

One of the key motivational aspects during a crisis is
the priority of security, both physical and financial. Employ-
ees look for stability, a guaranteed income, social protection,
and confidence in the future. In this context, the importance
of tools such as timely wage payment, ensuring safe working
conditions, providing social guarantees, and supporting em-
ployment is increasing [9, p. 45]. Organizations that can pro-
vide these basic conditions enjoy a more loyal and stable
workforce.

At the same time, the role of non-financial motivation
is transforming in times of crisis. Limited financial resources
are forcing management to look for additional ways to moti-
vate employees. Such tools include moral encouragement,
recognition of achievement, management support, improved
internal communication, and building trusting relationships
within the team. Psychological support is particularly im-
portant, as it helps reduce stress levels and increase employ-
ees’ adaptability to change.

Another important characteristic of motivation during
a crisis is management flexibility. Standard approaches to mo-
tivation, based on standardized incentive models, prove to be
ineffective. Instead, the importance of a personalized ap-
proach to employees, such as considering their individual
needs, life circumstances, and psychological condition, is
growing. Flexible work schedules, the option for remote work,
and adapting work processes to unstable conditions are be-
coming key elements of modern motivation policies.

From a theoretical perspective, the motivation char-
acteristics in crisis conditions can be explained through the
lens of both content-based and process-based theories of mo-
tivation. Content-based theories focus on changes in the
structure of employees’ needs, while process-based theories
focus on changes in the perception of the relationship be-
tween effort, results, and reward. Expectancy theory empha-
sizes that, in conditions of instability, employees’ belief in the
predictability of outcomes decreases, which negatively af-
fects their motivation level [7, p. 115]. Regarding this, it is
important to ensure transparency in management processes
and communication clarity.

In addition, ensuring fairness in resource allocation is
important to consider. In times of crisis, it is often necessary
to cut costs, which can lead to wage reductions or workforce
optimization. In such situations, employees must perceive
the decisions made as fair. Unfair treatment can lead to de-
motivation, decreased productivity, and increased employee
turnover.

Personnel motivation in wartime requires special at-
tention, which is particularly relevant to the current situation
in Ukraine. Under such conditions, patriotic motives, social
responsibility, and a sense of belonging to a common cause
take on greater significance. Employees can be motivated not
only by financial incentives but also by an awareness of the
importance of their work for society and the state [6, p. 238].

Human resources management practices show that
an effective motivational policy during a crisis must be com-
prehensive and adaptable. It should combine financial and
non-financial incentives, consider employees' individual
needs, ensure open communication, and maintain the psy-
chological stability of the team [18, p. 230]. There is also a

need to foster a corporate culture based on trust, mutual re-
spect, and shared values.

Staff motivation during a crisis takes on new charac-
teristics due to changes in the external and internal environ-
ments of organizations. It becomes more flexible, individual-
ized, and focused on meeting employees’ basic needs. The
transition from standard motivational models to adaptive,
people-centered approaches is necessary to ensure organiza-
tional effectiveness in complex socioeconomic conditions.

An important approach to improving employee mo-
tivation during a crisis is implementing the concept of emo-
tional intelligence in management. Managers with a high
level of emotional intelligence can better understand em-
ployees’ needs, respond to their psychological state, and fos-
ter a positive social and psychological climate within the
team [17, p. 331]. This, in turn, helps build trust in leadership
and strengthen employees’ intrinsic motivation.

The development of digital HR management tools is
particularly important for maintaining motivation. The use
of modern HRM systems, online communication platforms,
and remote work solutions helps ensure the continuity of
business processes even under challenging conditions. Digi-
talization also increases the transparency of performance
evaluations, which positively impacts employees’ percep-
tion of fairness and their motivation.

During a crisis, it becomes important to foster a cul-
ture of support and mutual assistance within an organiza-
tion. Teamwork, mutual trust, and a willingness to help re-
duce stress levels and improve overall performance [17,
p- 333]. Teams with a strong corporate culture demonstrate
greater resilience in the face of external challenges and adapt
more quickly to changes.

Another key factor in motivation is the opportunity
for professional development, even under challenging con-
ditions. Training, retraining, and professional development
for employees not only maintain their competitiveness but
also create a sense of stability and a promising future [3,
p. 476]. Organizations that invest in staff development bene-
fit from more engaged and motivated employees.

Another equally important aspect is crisis leadership
implementation. In times of instability, leaders must not only
make effective decisions but also inspire employees, shape a
vision for the future, and maintain faith in success. Charis-
matic and responsible leadership brings the team together
and increases organizational commitment [3, p. 479].

The full-scale invasion has posed an unprecedented
challenge to the Ukrainian economy and its human resources
management system. The conditions of martial law have rad-
ically changed approaches to work organization, human re-
sources management, and the development of motivational
strategies. A significant number of companies have lost
physical assets, supply chains, or sales markets, forcing busi-
nesses to adapt to the new realities through relocation, digi-
talization, and changes in work formats.

One of the key trends has been the relocation of busi-
nesses from areas of active combat to safer regions. This has
led to changes in the workforce's composition, disruption of
established relationships, and the need for staff to adapt
quickly [12, p. 98]. Under these conditions, traditional moti-
vation methods have lost their effectiveness, giving way to
flexible and individualized approaches.

The primary shift in employee motivation was a refo-
cus on survival. Employees began to value job stability and
regular paychecks more highly, even amid declining income
levels. Financial compensation remained an important fac-
tor, but its role shifted: it was not so much the amount that
came to the fore, but rather the certainty of receiving it. This
indicates a shift in emphasis toward basic needs, which is
consistent with classical theoretical principles of motiva-
tion [4, p. 53].

At the same time, the importance of psychological
support for staff has increased. War is accompanied by high
levels of stress, anxiety, and emotional exhaustion, which di-
rectly affect productivity. In response to these challenges,
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Ukrainian companies have begun implementing psycholog-
ical support programs, including consultations with special-
ists, stress resilience training, and mental health initiatives [7,
p. 112]. Flexible work schedules and the ability to balance
professional responsibilities with personal circumstances
have become key motivational policies.

A distinctive feature of the Ukrainian experience is
the development of patriotic motivation, which takes on a
value-based character. Employees are increasingly viewing
their work as a contribution to the national cause. The desire
to work to support the country’s economy, participate in vol-
unteer initiatives, and assist the Armed Forces of Ukraine is
becoming a powerful internal motivator. This type of moti-
vation goes beyond traditional economic models and is
based on social responsibility and civic consciousness.

Another important aspect is the growing importance
of organizational flexibility and adaptability. Companies are
forced to respond quickly to changing conditions by imple-
menting remote work, reduced work schedules, or changes
in employees’ job responsibilities. It helps preserve jobs and
ensure business continuity even under challenging circum-
stances. Flexible management also helps build trust between
management and staff.

The digitization of business processes has become an-
other important factor in the transformation of motivation.
The use of online platforms, project management systems,
and remote communication tools has enabled organizations
to maintain effective collaboration among employees regard-
less of their location. This not only boosts productivity but
also creates a sense of stability and control.

The development of a corporate culture based on
trust, support, and shared values has become a crucial moti-
vator during wartime. Organizations that have managed to
maintain team unity demonstrate a higher level of resilience
in the face of crises. Teamwork, open communication, and
mutual support become key factors in effectiveness.

The role of leadership within an organization is also
undergoing crucial changes. Managers must not only coor-
dinate work processes but also serve as a source of support,
confidence, and inspiration for employees. Crisis leadership
requires the ability to make quick decisions, adapt to change,
and maintain team morale. It is also worth noting that, under
martial law, corporate social responsibility takes on greater
significance. Companies that actively contribute to helping
society earn a higher level of trust from their employees.
This, in turn, has a positive impact on their motivation and
engagement at work.

An important complement to motivational policies
under martial law is the development of social protection
programs for employees. Companies are increasingly imple-
menting additional safeguards, such as financial assistance
in case of force majeure, support for internally displaced em-
ployees, and compensation for housing or transportation
costs. Such measures foster a sense of stability and increase
trust in the employer.

The shift in the structure of work motivation among
young employees deserves special attention. In wartime con-
ditions, young people demonstrate a greater focus on the so-
cial significance of their work, flexibility, and the ability to
combine their professional activities with volunteer work or
education. This requires employers to rethink traditional ap-
proaches to human resources management and implement
more flexible employment models. In today’s environment,
internal communications are becoming increasingly im-
portant as a motivational tool. Regularly keeping employees
informed about the company’s status, plans, and challenges
helps reduce uncertainty and fosters a sense of belonging to
a shared goal. Openness and honesty in communication help
build trust and increase employee engagement.

In times of crisis, when it is more difficult to achieve
significant results, maintaining motivation through positive
feedback, gratitude, and recognition of each employee’s con-
tribution becomes extremely important. This creates a posi-
tive emotional atmosphere and boosts productivity. Equally

important is implementing programs to build staff resilience.
Training sessions on stress management, adapting to change,
and emotional regulation help employees better cope with
wartime challenges. Resilient employees demonstrate higher
performance, recover more quickly from stressful situations,
and are more actively engaged in their work.

Looking ahead to postwar recovery, a key challenge
will be transforming the motivational practices gained dur-
ing the war into long-term strategies for workforce develop-
ment [16, p. 26]. The experience gained during the war can
serve as the foundation for developing more resilient, flexi-
ble, and people-centered management models that will en-
sure the competitiveness of Ukrainian companies in the
global marketplace.

In the current organizational development context,
the issue of effectively motivating a workforce composed of
members from different generations has become particularly
relevant in recent years. Demographic changes and the labor
market transformation have led to the coexistence within a
single organization of several age groups that have different
values, life priorities, and expectations regarding work. In
times of crisis, these differences become more pronounced,
requiring a differentiated approach to the development of
motivational policies [5, p. 281]. The theoretical basis for
studying the motivation of different generations combines
classical motivational theories with generational concepts.
According to these approaches, employee behavior is deter-
mined not only by individual characteristics but also by the
sociocultural conditions in which their generation was
shaped. This influences their attitudes toward work, their
employer, and motivational incentives.

The Baby Boomer generation (1946-1964) is charac-
terized by a high level of loyalty to the organization and a
focus on stability. Members of this generation grew up in an
environment of relative economic predictability, which ex-
plains their preference for long-term employment relation-
ships [8, p. 312]. During a crisis, their key motivators are job
security, social benefits, and confidence in the future. They
value clarity in management decisions and stability in organ-
izational policy.

Generation X (1965-1980) is characterized by a desire
for independence, self-reliance, and a balance between pro-
fessional and personal life. These employees are more adapt-
able to change than the previous generation [9, p. 1124]. In
times of crisis, they take a pragmatic approach: they value
stability but are also willing to change jobs or fields for better
opportunities. For them, work results, efficiency, and oppor-
tunities for professional growth are important.

Generation Y or millennials (1981-1996) came of age
amid globalization and the rapid development of infor-
mation technology. They are characterized by a focus on self-
actualization, a search for meaning in their work, and flexi-
bility [9, p. 1128]. During a crisis, members of this generation
need increased attention from leadership, open communica-
tion, and support. They strive to combine financial stability
with values such as social responsibility and the ability to in-
fluence the organization’s performance.

Generation Z (born after 1997) is the youngest group in
the labor market, characterized by high digital literacy, quick
thinking, and a desire for freedom [9, p.1130]. In crisis, they
demonstrate less loyalty to a specific employer and a greater
willingness to embrace change. For them, the key motivators
are flexibility, a comfortable psychological environment, and
the ability to work remotely. They also highly value prompt
feedback and the opportunity for self-expression.

Crisis conditions significantly transform the motiva-
tional priorities of all generations, though the extent and na-
ture of these changes vary. Older generations are more fo-
cused on maintaining stability, while younger generations
are focused on adapting and seeking new opportunities. This
poses challenges for human resources management, as one-
size-fits-all motivational tools become inefficient. In modern
organizations, individualized motivational strategies are be-
coming increasingly important. Employers must consider
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not only generational differences but also employees' per-
sonal needs. This involves flexible employment arrange-
ments, individualized development programs, and person-
alized compensation systems.

Effectively combining the senior employees' experi-
ence with the innovative potential of younger generations
helps enhance an organization’s competitiveness. To achieve
this, it is necessary to create an environment that fosters
knowledge sharing, mentoring, and teamwork.

The human resources digitization processes play a
special role. Modern technologies make it possible to address
the needs of different generations, ensure flexibility, and im-
prove communication effectiveness. For younger employees,
this is an important motivational factor, while for older em-
ployees, it is a tool for improving work performance. Fur-
thermore, in times of crisis, the importance of managers’
emotional intelligence grows. The ability to understand the
needs of different generations, manage conflicts, and foster a
positive psychological climate is a key prerequisite for effec-
tive employee motivation.

An important aspect of modern motivation considers
the different attitudes of different generations toward au-
thority and management. Older generations, particularly
Baby Boomers, tend to accept a hierarchical management
structure and expect clear instructions from leadership. In
contrast, Generations Y and Z prefer a democratic manage-
ment style, collaborative relationships, and the opportunity
to express their own opinions [5, p. 293]. This requires a
transformation of management approaches toward greater
openness and employee engagement.

There is also a significant difference in how career ad-
vancement is perceived. For older generations, a career is as-
sociated with gradual advancement within a single organi-
zation. In contrast, younger generations view a career as a
dynamic process that may involve changing companies, pro-
fessions, and even fields of work. In times of crisis, this man-
ifests as greater mobility among young people and a willing-
ness to adapt quickly to new opportunities.

Differences in attitudes toward learning and develop-
ment play a distinct role. Generations X and Y are focused on
continuous professional learning, skill enhancement, and the
development of new competencies. At the same time, Gener-
ation Z prefers short, practical, and digital learning formats
[13, p. 108]. In a crisis, organizations must adapt their educa-
tional programs to these characteristics, ensuring the acces-
sibility and flexibility of the learning process.

It is also important to consider differences in attitudes
toward working hours and work organization. Older gener-
ations tend to prefer traditional work schedules, while
younger employees value flexibility, the ability to work re-
motely, and autonomy in completing tasks. In times of crisis,
this becomes an important tool for maintaining motivation,
especially for Generations Y and Z.

In general, effective motivation of different genera-
tions requires an integrated approach that combines stability
and flexibility, as well as traditional and innovative manage-
ment methods. Organizations that can harmoniously balance
the needs of different generations gain a strategic advantage,
as they can make the most effective use of their workforce’s
potential even in challenging crisis conditions.

Adapting motivational strategies in crisis times is one
of the key factors in ensuring stable, effective organizational
functioning during periods of uncertainty. Contemporary
socioeconomic challenges, including martial law, economic
upheavals, and labor market transformations, require corpo-
rate leadership to rethink traditional approaches to em-
ployee motivation. In such conditions, the role of flexible, in-
dividualized, and psychologically oriented tools for influ-
encing employees is growing.

The first key aspect of adapting motivational strate-
gies is different approaches to individual employees. In cri-
sis, employees find themselves in a variety of life situations:
some may be internally displaced, while others may be jug-
gling work with family responsibilities or experiencing

emotional exhaustion [12, p. 205]. Therefore, effective moti-
vation requires considering each employee’s age, profes-
sional experience, psychological state, and personal needs.
This approach helps increase staff engagement and fosters a
sense of value in every team member.

Another key element is communication. During a cri-
sis, it is especially important to ensure transparency in man-
agement decisions and openness of leadership. Regular
meetings, updates on the company’s status, and explana-
tions of changes and decisions help reduce anxiety among
employees. Honest communication builds trust in leadership
and reduces the risk of misinformation spreading within the
organization.

The third aspect is comprehensive staff support. Psy-
chological support includes providing counseling, creating a
positive emotional environment, and preventing burnout. Fi-
nancial support can be in the form of bonuses, advances, or
continued salary payments even under difficult conditions.
Social support involves assistance with personal matters, en-
suring safe working conditions, and fostering team cohesion.

Another crucial factor is organizational process flexi-
bility. In today’s environment, companies are forced to adapt
work schedules, implement remote work arrangements, and
adjust employees’ job responsibilities. Flexibility allows
companies to respond quickly to external changes and main-
tain operational efficiency even in an unstable environment.
In addition, it helps increase employee job satisfaction. It is
also important to consider the impact of generational differ-
ences on motivation. Members of different generations react
differently to crisis conditions: older employees value stabil-
ity and security more, while younger employees value flexi-
bility, professional growth, and a sense of purpose in their
work. This requires management to use differentiated moti-
vational approaches that combine material and non-material
incentives.

In times of crisis, companies’ financial resources are
often limited, so recognizing employees’ achievements,
providing opportunities for professional development, in-
volving employees in decision-making, and fostering a posi-
tive corporate culture take on particular importance [10, p.
108]. These tools help maintain motivation even in the ab-
sence of significant financial incentives. Managers must not
only make effective management decisions but also serve as
a source of support and inspiration for employees. Emo-
tional intelligence, the capacity for empathy, and the ability
to work in conditions of uncertainty are becoming key com-
petencies for today’s leaders.

The implementation of psychological resilience pro-
grams, aimed at developing employees” ability to adapt to
stressful situations, deserves special attention. Such pro-
grams include training in emotion management, developing
stress tolerance, and building self-regulation skills [17,
p- 336]. This enables employees to better cope with crisis
challenges and maintain stable productivity.

Practical recommendations for increasing employee
motivation during a crisis are based on the need for a sys-
tematic and comprehensive approach to human resources
management. In today’s unstable environment, organiza-
tions must not only respond to current challenges but also
develop long-term strategies to maintain staff effectiveness.
To do this, it is necessary to integrate crisis management into
the company’s overall HR policy.

First, crisis-response HR strategies should be devel-
oped. Such strategies should consider potential risks, crisis
scenarios, and rapid-response mechanisms. Implementing
them enables organizations to maintain control over HR pro-
cesses, ensure business continuity, and keep employees mo-
tivated even under challenging conditions [10, p. 112].

Another important area is providing psychological
support to employees. In crises, levels of stress, anxiety, and
emotional exhaustion rise, which negatively affects produc-
tivity. Implementing psychological support programs,
providing access to professional counseling, and fostering a
supportive  emotional environment help preserve
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employees’ mental health and increase their resilience to ex-
ternal challenges.

The next effective motivational policy component is
the use of non-financial incentives. In situations where finan-
cial resources are limited, non-financial motivation is partic-
ularly important [16, p. 27]. Such incentives include recogni-
tion of employees’ achievements, opportunities for profes-
sional development, participation in decision-making, and
the creation of a positive social and psychological climate
within the team.

The other recommendation is to rethink generational
differences among staff. Different age groups have distinct
values, expectations, and motivational factors. Therefore, an
effective motivation system must be tailored to address the
specific needs of both older and younger employees. Engage-
ment and job satisfaction will increase gradually as a result.

Another important aspect is fostering a corporate cul-
ture of trust. Trust between employees and management is
the foundation of effective collaboration within an organiza-
tion. It is built through transparency in management deci-
sions, consistency in leadership actions, and fair treatment of
staff. A high level of trust helps reduce employee turnover
and increase team stability.

The next element is the development of effective in-
ternal communication [15, p. 8]. Regularly keeping employ-
ees informed about the organization’s status, its goals, and
challenges reduces uncertainty and increases their sense of
involvement in the common goal. Open communication also
helps build trust and prevents conflicts from arising.

Among the practical recommendations, it is im-
portant to implement flexible work arrangements. Remote
work, flexible schedules, and the ability to adjust job respon-
sibilities allow for better consideration of employees” indi-
vidual needs. The importance grows during a crisis, when
work-life balance becomes a critical factor in motivation.

Overall, implementing these recommendations
makes it possible to establish an effective human resources
management system capable of functioning in conditions of
uncertainty. A comprehensive approach that combines stra-
tegic planning, psychological support, flexibility, and corpo-
rate culture development is key to ensuring the organiza-
tion’s stability and growth during a crisis.

Conclusions and prospects for further research.
Based on the analysis presented, it can be concluded that em-
ployee motivation in today’s environment is a

multidimensional and dynamic process that changes signifi-
cantly under the influence of crisis factors. In crises, employ-
ees’ motivational priorities shift from the need for self-actu-
alization to the need for security, stability, and the preserva-
tion of a basic level of income. This confirms the relevance of
classical motivation theories in the new socioeconomic con-
ditions.

An analysis of theoretical approaches has shown that
effective motivation cannot be based solely on material incen-
tives. In times of crisis, non-material factors, such as psycho-
logical support, trust, recognition, and the quality of internal
communication, are becoming crucial. They are the elements
that make it possible to compensate for limited financial re-
sources and maintain an adequate level of staff engagement.

The study also showed that generational factors have a
significant impact on motivational processes. Representatives
of different age groups demonstrate distinct value orienta-
tions, which require a differentiated approach to human re-
sources management. Older generations prioritize stability
and security, while younger generations value flexibility, pro-
fessional development, and a sense of purpose in their work,
which necessitates customized motivational strategies.

Particular attention should be paid to the experience
of organizations under martial law, which has demonstrated
a transformation of motivational mechanisms toward a com-
bination of economic, psychological, and value-based incen-
tives. Under such conditions, a new type of motivation is
emerging, incorporating patriotic, social, and emotional
components that previously did not play such a significant
role in human resource management.

The practical component of the study demonstrates
that motivational policy efficiency depends largely on organ-
izational flexibility, the level of internal communication, and
management’s ability to adapt quickly to change. It is also
important to foster a corporate culture of trust, which serves
as a key stabilizing factor in times of crisis.

Modern approaches to employee motivation must be
based on a comprehensive, adaptive, and people-centered
approach. Only by integrating material, non-material, psy-
chological, and value-based tools can organizations function
effectively in times of crisis and lay the foundation for their
future development and recovery.
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AHoTaris.

Anopywenxo A. B. MomuBayisa nepconany y kpu3obuii nepiod: meopemuuni 3acaou, npakmuunuii 00c6io Yxpainu ma Biominnocmi
nOKOAIHb.

YV cmammi poseaamnymo ocobaubocmi momubayii nepconary 6 ymobax xpusobux abuuy, 30kpema exoHomiutoi Hecmabisvrocmi ma BoeHHO20
cmany, wo 3ymobaroe Bucoxy akmyasvHicms yiel memu 6 cy4acHux coyiarbHo-eKoHoMIuHUx ymobBax. Ilocurenus 306HiuHIX 3a2po3, HeBu3HAUEHICb ma
mpancgopmayia puxKy npayi nompedyoms nepeocMucAeHHA MpaouyitiHux nioxodié 0o ynpabainus nepconasom i popmybanna epexmubrux momuba-
yiunux cmpameetit. Memoio docaioxens € Gusnanenis kaouobux uunnukié momubayii npayibruxié y kpusoBuii nepiod ma obrpyumyBarns nanpamié
adanmayii Momubayiinux nioxodié do Hobux ymo8 Gynxyionybanna opeanisayiil. Meimodooeiuroo 0cHoB0t0 00CAI0NEHHA € CYKYNHICML 3a2AAbHOHAY-
KoBUX i cneyiasbHUX Menooib, 30kpema AHAAIZY, CUHINE3Y, Y3ALAAbHEHHA A NOPIBHAHHA, W0 003604UA0 KOMNAEKCHO 00CAIOUM 1L IMPAHCEHOPMALI0 MO-
muBayiinux nioxodib. Cucmemnut nioxio sacmocobano 044 Buabrenna 63aemo36’aski6 mix 306niwniMu KpusoBbumu gaxmopamu ma GHympivinimu
npoyecamu ynpabainua nepconarom. Iopi6Harsnuti anaais 6ya0 Buxopucmarno 043 0ocaioxkeHHA GiOMiHHOCTIel Y MOmMUbAYIHUX Npiopumemax npeo-
cmabruxib pisHux nokoains. Y pesysvmami docaioxenna 6emanobaeno, uwjo 8 ymobax kpusu 6iodyBacmoca smiujeHHA MomubayinHux opienmupié npa-
Yibnuxi y bik besnexu, cmadisbHOCMi, COYIALLHORO 3AXUCIILY MA NCUX0A02IUHOI nidmpumKky. Buabaeno, wjo mpaduyitini incmpymenmu Mamepiarsuo2o
cmumyatoBanua mpauarons edpexmubricms be3 ypaxybanusa HemamepiasvHux gpaxmopib. Obrpynmobaro, ujo nokosinnebi ocobaubocmi cymmebo 6nau-
Batoms Ha mpyooBy nobedinky: cmapuii NOKOAIHHA opienmoBani Ha cmabisvHicny | 30epexeHHs poboroeo Micls, modi Ak MOA0OUL — HA eHYuKicHb,
camopeanizayiio ma moxaubocmi posbumry. Lle nompebye dugpepenyiiioBarioeo nidxody do momubayii nepconary. Ilpakmuuna yinHicms OmpUMAaHUX
pesyavmamib noaseae y pospobyi pekomenoayitl 14000 opmyBanns adanmubrux momubayinnux cmpameeii, axi Bpaxobyloms cneyudpixy kpusobozo
cepedobuya ma nokoAiHHEBY pisHoManimuicmy npayirukib. 3anponoHobani nidxodu moxyms 6ymu Buxopucmani kepibruxamu ma gaxibyamu 3 yn-
pabainus nepconasom 045 nioBuenna saryueHocmi npayibnuki6, niompumanns npodykmubrocmi ma 3abesneuenns cminkocmi opeanizayii y nepioo
HecmabiAbHOCI.

Ka10u08i cro8a: Bocnnuii cman, kpusoButi nepiod, Momubayis nepcoray, nokoAinHsa, mpydoba nobedinka, ynpabainHs nepcoHaioM.
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