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Ìåòîäè ñîö³àëüíî-ïñèõîëîã³÷íî¿ ïîë³òèêè óïðàâë³ííÿ 
ïåðñîíàëîì íà ï³äïðèºìñòâàõ õàð÷îâî¿ ïðîìèñëîâî¿ â 

óìîâàõ â³éíè
Ïðåäìåòîì äîñë³äæåííÿ º ìåòîäè ñîö³àëüíî-ïñèõîëîã³÷íî¿ ïîë³òèêè óïðàâë³ííÿ ïåðñîíàëîì.

Ìåòîþ äîñë³äæåííÿ º ðîçãëÿä ñîö³àëüíî-ïñèõîëîã³÷íèõ àñïåêò³â óïðàâë³ííÿ ïåðñîíàëîì ï³ä 
òèñêîì â³éíè. 

Ìåòîäè äîñë³äæåííÿ. Äëÿ íàïèñàííÿ ñòàòò³ áóëî âèêîðèñòàíî çàãàëüíîíàóêîâ³ òà ñïåö³àëüí³ 
ìåòîäè ³ ïðèéîìè íàóêîâîãî ï³çíàííÿ. 

Ðåçóëüòàòè ðîáîòè. Ó ñòàòò³ äîñë³äæåíî ïðîöåñ âïëèâó ñîö³àëüíî-ïñèõîëîã³÷íîãî óïðàâë³ííÿ 
íà åôåêòèâí³ñòü ä³ÿëüíîñò³ ï³äïðèºìñòâ õàð÷îâî¿ ïðîìèñëîâîñò³ â óìîâàõ â³éíè. Íàâåäåíèé êîìï-
ëåêñ óìîâ çàáåçïå÷åííÿ ñîö³àëüíî-ïñèõîëîã³÷íîãî çàõèñòó ïðàö³âíèê³â ï³äïðèºìñòâà. Ïðîâåäåíî 
àíàë³ç óñï³øíèõ êåéñ³â ñîö³àëüíî-ïñèõîëîã³÷íî¿ ïîë³òèêè, ÿê³ çàñòîñîâóþòüñÿ íà Ìèðîí³âñüêîìó 
õë³áîïðîäóêòó, IDS Ukraine, Bayadera Group, ÏÐÀÒ «Ëàíòìàííåí Àêñà». 

Ãàëóçü çàñòîñóâàííÿ ðåçóëüòàò³â. Ìåíåäæìåíò ïåðñîíàëó, åêîíîì³êà, õàð÷îâà ïðîìèñëî-
â³ñòü, óïðàâë³ííÿ òà ðîçâèòîê ï³äïðèºìñòâ. 

Âèñíîâêè. Íàéêðàùå ïîºäíàííÿ ìåòîä³â ñîö³àëüíî-ïñèõîëîã³÷íî¿ ïîë³òèêè ó õàð÷îâ³é ïðîìèñëî-
âîñò³ ï³ä ÷àñ â³éíè - öå ñèìá³îç áåçïåêè, êîìóí³êàö³¿, êîìïåíñàö³é òà çàëó÷åííÿ äî ñï³ëüíî¿ ì³ñ³¿. Öÿ 
ïîë³òèêà ìàº áóòè êîìïëåêñíîþ, òîìó ùî ëèøå ìàòåð³àëüíà ï³äòðèìêà áåç ïñèõîëîã³÷íî¿ ³ íàâïàêè 
íå äàº ïîâíîãî åôåêòó. Ïðîçîð³ñòü òà ñïðàâåäëèâ³ñòü ó ð³øåííÿõ êåð³âíèöòâà ôîðìóþòü ãîëîâíèé 
ïñèõîëîã³÷íèé ðåñóðñ — äîâ³ðó ïåðñîíàëó. Ìîòèâàö³ÿ ÷åðåç çíà÷óù³ñòü ïðàö³ ñòàº ïîòóæíèì ñòàá³ë³-
çàòîðîì êîëåêòèâó. Íåîáõ³äíà ãíó÷ê³ñòü ó ðîáîò³ ç êàäðàìè, ÿê óìîâà âèæèâàííÿ ï³äïðèºìñòâ: àäàï-
òèâí³ñòü äî ðèçèê³â äîçâîëÿº çáåðåãòè âèðîáíèöòâî õàð÷îâèõ ïðîäóêò³â é ðîáî÷³ ì³ñöÿ.

Êëþ÷îâ³ ñëîâà: ñîö³àëüíî-ïñèõîëîã³÷í³ ìåòîäè, óïðàâë³ííÿ ïåðñîíàëîì, ìîòèâàö³ÿ, ñòðàõó-
âàííÿ, ï³äïðèºìñòâà, õàð÷îâà ïðîìèñëîâ³ñòü, êåéñ, ñîö³àëüí³ ïðîåêòè, HR-³íñòðóìåíòè. 
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Problem statement. War and staff shortag-
es have made it extremely important to develop 
and retain personnel in food industry enterprises. 
All of the company's personnel and social policies 
are viewed as a complex task, requiring adaptation 
to the new labour market, strengthening of social 
programmes, and attraction of talent. Due to the 
war, socio-psychological programmes are coming 
to the fore. 

In the current economic climate, it is becoming 
increasingly important for companies to develop 
effective socio-psychological policies as a tool for 
ensuring the social protection of employees, as well 
as to choose rational models of socially responsible 
behaviour for management personnel. 

Mature businesses are no longer looking for 
quick profits; they are creating long-term value. 
And this value is now inconceivable without re-
sponsibility towards people. Corporate culture, the 
ESG approach, and concern for well-being are not 
just buzzwords, but concrete actions that build the 
reputation of an employer's brand. And in this sys-
tem, socio-psychological programmes play an im-
portant role, because there is a choice between 
temporary savings and long-term success, be-
tween costs and real investments.

Analysis of recent studies and publica-
tions. The following scholars have devoted their 
work to the issue of social and psychological poli-

cy in enterprises: T. Berezyanko, Î. Cherep, S. Boi-
da, O. Dragan, I. Fedulova, Y. Shiron, V. Yemtsov, G. 
Zakharchin, T. Polozova, T. Gurzhiy, T. Shterma, M. 
Manilich, S. Ostryanina, and others.

The purpose of the article is to study the im-
pact of socio-psychological methods on the effi-
ciency of food industry enterprises and to analyse 
the implementation of effective personnel man-
agement strategies during martial law. 

Presentation of the main research mate-
rial. The war has caused significant financial loss-
es to the Ukrainian economy, especially in sectors 
such as industry, agriculture and infrastructure. At 
the same time, the conditions of high psychological 
pressure on entrepreneurs manifest themselves 
in stress, anxiety, burnout and decreased moti-
vation. In this regard, entrepreneurs are forced to 
quickly adapt to new business conditions, change 
strategies, and look for new markets and sources 
of supply. State support, including financial assis-
tance, tax breaks, and relocation programmes, has 
played an important role in preserving businesses. 
In addition, innovative solutions such as business 
digitalisation, transition to remote work and pro-
duction of new products have enabled many enter-
prises to survive and develop [1, pp. 54-55] .

Modern employee support is based on condi-
tions where people can be motivated, productive 
and healthy at the same time. The war has radically 
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changed priorities, and fatigue and stress directly 
affect the safe performance of work. Constant air 
raid alerts, night-time sirens and hiding in shelters 
have a significant impact on employees' well-be-
ing. It is therefore very important to take their psy-
chological and emotional state into account when 
planning work processes. Employers who devote a 
lot of time to this issue will maintain their leading 
positions in the Ukrainian food production market. 

The main tasks of implementing the company's 
social and psychological policy are:

- to create a set of conditions to ensure the so-
cial and psychological protection of the company's 
employees;

- creating a positive image for society and all cat-
egories of employees;

- creating a favourable social and psychological
climate;

- developing and implementing a system of benefits
and guarantees for management personnel, aimed 
at motivating them to pursue self-development;

- improving the individual qualification level of
management personnel; 

- balancing the interests of management per-
sonnel and the entire company by agreeing on val-
ue guidelines for joint effective activities. 

Social and psychological management of an en-
terprise is implemented through appropriate meth-
ods, which, in turn, affect both individual employees 
and the workforce as a whole, as well as the re-
lationships between them. This creates a need for 
a comprehensive approach to developing a system 
of social and psychological management methods 
that takes into account both individual and group 
components. As a result, the enterprise's man-
agement will be able to make appropriate manage-
ment decisions regarding the application of certain 
management methods in order to effectively mo-
tivate employees, increase their productivity and 
form an organisational culture [1, p. 17].

In our opinion, a socially responsible enterprise 
should actively develop the following areas:

• care for employees;
• charity;
• volunteering;
• environmental initiatives.
Food industry enterprises are obliged to create a

working environment where people feel protected, 
confident, comfortable and motivated despite the 
constant stress and fatigue. 

The most valuable and essential benefits for food 
industry employees are medical insurance, psy-
chological support, and life insurance. In our opin-
ion, insurance is not only financial compensation for 
risks, but also a tool for reducing anxiety, increas-
ing employees' sense of security, investing in per-
sonnel, the company's reputation, and sustainable 
development, rather than an additional expense.

In times of war and instability, the socio-psy-
chological function of insurance programmes be-
comes paramount. Insurance programmes often 
cover medical expenses in cases where a person 
has been injured as a result of shelling while outside 
the combat zone or occupation zone. This means 
that even in extreme circumstances, employees 
can count on support: from organising treatment 
to full reimbursement of medical expenses.

Insurance is also a motivational tool that pro-
vides tangible benefits without requiring a direct 
increase in salary. It not only reduces the financial 
burden on the employee at the moment, but also 
guarantees them financial and psychological se-
curity. If an employer chooses medical insurance 
and accident insurance, this enhances the social 
protection of the employee. This includes not on-
ly medical assistance in case of illness, but also fi-
nancial support in critical situations such as injury, 
loss of working capacity or even death. For the em-
ployee, this means confidence that their family will 
not be left without support. 

Food industry companies need a comprehensive 
approach (medical insurance plus accident cover-
age). Staff insurance is an investment in the em-
ployer's brand. The stronger the company's social 
policy, the more attractive it is to future employees 
and partners. 

To improve the social policy of food industry com-
panies, we recommend including insurance in the 
corporate social package, building a differentiat-
ed system (basic coverage + additional options of 
your choice), using group contracts (cheaper than 
individual ones), regularly conduct staff surveys on 
satisfaction with insurance programmes, ensure 
transparent communication: what risks are cov-
ered, how to act in the event of an insured event.

The main indicators of effective social and psy-
chological policy will be a reduction in staff turn-
over, a decrease in absenteeism and sick leave, 
an increase in eNPS (employee loyalty index), and 
a reduction in conflicts. Thus, insurance becomes 
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not only a financial but also a psychological stabilis-
er for staff. It maintains trust, reduces stress levels 
and helps food industry enterprises maintain pro-
ductivity even in wartime.

Psycho-emotional state is directly related to pro-
ductivity: when an employee is in a state of chron-
ic anxiety or emotional exhaustion, it affects their 
ability to make decisions. According to the findings 
of Gradus Research, which conducts annual na-
tional mental health surveys in Ukraine, companies 
that ignore the mental well-being of their employ-
ees have a higher risk of staff turnover and deteri-
oration in the quality of teamwork. 

Let's take a closer look at some examples of social 
and psychological policies implemented in food indus-
try enterprises. Let's take the experience of MHP, an 
international food and agrotechnology company and 
producer of high-quality food products. For Myro-
nivsky Hliboproduct, caring for employees has be-
come a strategic decision and a key competitive 
advantage. This company has created a powerful 
ecosystem of care and is developing the OHS (Oc-
cupational Health and Safety) vector. It combines five 
strategic areas: health care, occupational safety, civil 
protection, fire safety, and traffic safety. 

After the pandemic, staff safety and health have 
become a business necessity for MHP, which is 
why the company has its own corporate medi-
cal centre. The specialists at this centre have in-
terdisciplinary expertise in occupational pathol-
ogy – they understand the specifics of production 
and know how working conditions affect the physi-
cal condition of workers. They combine the func-
tions of a family doctor, an expert in occupational 
diseases and a trusted doctor for insurance com-
panies. They can also motivate employees to lead 
a healthy lifestyle, engage in prevention and treat-
ment, and understand production risks. Accord-
ing to the results of the latest internal MHP survey, 
98% of employees are proud to be part of a power-
ful agro-industrial holding team. 

IDS Ukraine is represented in Ukraine by the 
Morshynska, Myrhorodska, and Aqua Life brands 
and has over 2,000 employees. Employee support 
is one of the priority programmes for the miner-
al water producer . In addition to voluntary medical 
insurance, the company pays for employee treat-
ment that is not covered by insurance. In total, the 
company spends about UAH 15 million annually on 
healthcare. The company has also introduced a fi-

nancial assistance tool that is provided for various 
cases, including compensation for the medical ex-
penses of employees or their family members (up 
to 75% of the costs). There is a separate fund to 
support employees whose property has been dam-
aged as a result of the war (up to UAH 100,000). 
The amount of such assistance in 2023 reached 
about UAH 3 million. The company has a three-
year housing compensation programme for spe-
cialists from other localities. Employees who reach 
the performance threshold are eligible for an an-
nual salary indexation of 15% on average, depend-
ing on the personnel category.

Today, IDS Ukraine has a whole department ded-
icated to providing psychological support to em-
ployees, which was established during the coro-
navirus pandemic. All employees have access to 
psychological support 24/7. In more complex 
cases, specialists are involved through the medical 
insurance programme. The corporate limit covers 
the option of a personal psychologist. A separate 
area is the company's organisation of meditation, 
yoga, and other classes for employees.

In addition, key challenges for the company's HR 
function have already become, and will intensify in 
the future, issues of retaining people, attracting 
new employees (against the backdrop of a growing 
shortage of personnel in the market), and support-
ing mental health.

Three years of full-scale war have radically changed 
the labour market. Companies are finding new solu-
tions, creating jobs, organising training, and develop-
ing and implementing policies for the reintegration of 
veterans. Employers are creating a special microcli-
mate in the workplace, helping mobilised employees, 
organising large charitable projects, paying taxes 
regularly, and implementing new business approach-
es. Difficult conditions and limited opportunities force 
us to work efficiently and become better.

Another example of a successful case of social-
ly responsible policy implementation is Bayadera 
Group. As of 2025, the company has more than 
30 own brands, including such well-known vod-
ka brands as HLIBNY DAR, Kozatska Rada, Per-
sha Hildiya; Koblevo wines and cognacs, Marengo 
vermouths and sparkling wines, etc. Since 2009, 
the company has been the undisputed leader in the 
vodka category, with a 35% share of the domes-
tic market. In addition, the company is the exclu-
sive importer of well-known global brands. Finan-
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cial assistance to the Ukrainian army during the 
war amounts to 85 million hryvnia (as of January 
2025). 

Bayadera Group has joined the organisation of an 
educational project for students called «Defence of 
Ukraine». Its main task is to foster a sense of patri-
otism, love for the Motherland, and respect for de-
fenders among the younger generation. 

Currently, the holding employs 3,500 people, and 
about 40 new vacancies appear every month. But 
the company is not only looking for new employees, 
it is also updating programmes to retain its existing 
team. One such programme is relocation assis-
tance. Employees from frontline or occupied terri-
tories are encouraged to move to safer cities where 
the holding company has branches. Additional bo-
nuses include one-time financial compensation for 
employees who have lost their homes as a result 
of Russian attacks, as well as assistance for those 
who have gone to the front and their families. The 
company has a successful «Internal Trainer» pro-
gramme, in which experienced employees share 
their expertise with other colleagues[ 6] . 

Another example of systematic organisation of 
social and psychological work is PJSC Lantman-
nen Aksa. The company produces food products in 
accordance with high European quality standards 
and Ukrainian raw materials in the city of Boryspil. 
PJSC Lantmannen AXA actively supports social 
initiatives and engages in charity work, regularly 
donating dry breakfasts, porridge, bars and snacks 
to charitable organisations, children's institutions, 
hospitals, volunteer centres and the Armed Forces 
of Ukraine and the Defence Forces.

Supporting employee morale during wartime 
has become one of the most important tasks for 
HR directors. In conditions of constant danger and 
stress, companies are developing comprehensive 
programmes that include various aspects of psy-
chological support. Direct and regular communi-
cation between management and employees plays 
an important role, allowing for quick responses 
to problems and maintaining a high level of trust, 
which helps to create an atmosphere of support 
and confidence among employees. 

For food industry enterprises, an important ele-
ment is the implementation of resilience and well-
being programmes that teach employees methods 
of self-organisation and emotional self-regulation, 
allow for regular monitoring of employees' con-

dition, and are aimed at reducing stress and in-
creasing emotional resilience. This allows them to 
better adapt to stressful situations and maintain 
their working capacity. Along with this, we suggest 
developing programmes that provide financial sup-
port. All this creates conditions for maintaining a 
high level of employee motivation and productivity, 
even in such difficult circumstances.

The following methods are used in the research 
process: logical generalisation – to systematise 
the results regarding the impact of social activi-
ties on increasing business profitability; systemat-
ic analysis – to group social projects; comparative 
analysis – to study the dynamics of costs for the 
implementation of social programmes; correlation 
analysis – to identify priority social projects for the 
enterprise; mathematical modelling – to study the 
impact of social investments on financial and eco-
nomic performance indicators[ 3, p. 266].

Artificial intelligence is becoming an increasing-
ly popular tool in HR practice and is gradually being 
integrated into the HR practices of Ukrainian com-
panies, as it allows for the automation of many rou-
tine processes. Some food industry companies are 
already actively using AI-based systems to select 
candidates for vacancies, although some companies 
are still in the process of studying AI functionality and 
have not yet implemented its use. These systems are 
capable of analysing large amounts of data, including 
CVs, cover letters and social media profiles, to quick-
ly find the most suitable candidates — this approach 
significantly reduces recruitment time.

Modern HR specialists in Ukraine face numerous 
challenges that complicate their work and require a 
constant search for new solutions. One of the main 
problems is the shortage of personnel caused by 
mass mobilisation and migration of the working-
age population, which has resulted in the complexity 
of HR specialists' work in wartime conditions. Many 
qualified specialists have left the country, leading to 
a shortage of personnel. This is forcing HR directors 
to review their recruitment strategies: searching 
among internally displaced persons, retraining ex-
isting employees, and attracting older workers. 

Conclusions
Therefore, based on the research conducted, we 

would like to emphasise that employees expect the 
company to protect their lives and health: shelter, 
an algorithm of actions during emergencies, med-
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ical and psychological support. Without creating a 
sense of security, any other HR tools lose their ef-
fectiveness. In a crisis, transparency and honesty on 
the part of management reduce panic and rumours. 
Employees need regular briefings, feedback chan-
nels and explanations of strategic decisions. Trust 
directly affects productivity and team cohesion.

Food industry companies need to implement 
stress management training and provide access to 
psychologists/coaches and support groups. Flex-
ible schedules, the possibility of short vacations or 
rotations reduce the risk of burnout.

In life-threatening situations, employees expect 
clear and fair payment rules (bonuses, insurance, 
premiums). Social packages (insurance, support 
for IDP or military families) increase loyalty and re-
duce anxiety.

The implementation of staff social development 
programmes as a priority area for corporate so-
cial responsibility demonstrates a systematic ap-
proach to the formation of an effective enterprise 
management strategy that ensures its competi-
tiveness, innovative development, long-term sus-
tainability, high image and positive social role.
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