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Abstract. The aim of the research was to determine the impact of motivational factors on the success of personnel
management in various enterprises. The research methodology included a survey of 900 employees from three companies:
JSC LCF “Svitoch”, LLC “Enzym”, and SoftServe, conducting semi-structured interviews with 30 managers, and a SWOT
analysis. The research results showed that the effectiveness of personnel management largely depends on the balance
of material and non-material motivational factors. At SoftServe, the emphasis is on innovation, creative development,
and mental health; at “Svitoch”, on social benefits and training programmes; and at “Enzym”, on comfortable working
conditions and financial incentives. The survey results revealed that 70% of SoftServe employees consider career growth
opportunities, professional development, and flexible working conditions as the main motivational factors. At “Svitoch”,
65% of respondents noted that social benefits, such as health insurance and employee childcare programmes, are key
motivational elements. For “Enzym” employees, 78% of respondents stated that comfortable working conditions and
competitive wages are the main drivers of their efficiency. The semi-structured interviews with managers confirmed that
motivational programmes focused on innovation and employee mental health help maintain team loyalty and engagement.
The SWOT analysis results showed that the main obstacles to improving the effectiveness of motivational policies are
limited financial resources, adaptation to market changes, and programme performance evaluation. At the same time,
the companies’ strengths include well-developed training programmes, career development, and employee support. The
research confirmed that optimising motivational policies is possible through the implementation of flexible motivational
forms, the use of digital tools, and improving internal communications

Keywords: job satisfaction; career prospects; incentive measures; labour productivity; management
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¢ INTRODUCTION

Effective personal management remains a crucial compo-
nent of successful business operations, as employees are
the primary resource influencing competitiveness and
the achievement of strategic goals. In challenging eco-
nomic conditions, where companies face cost optimisa-
tion, increased labour productivity, and retaining talented

professionals, the employee motivation system plays a key
role. It enables businesses to maintain team stability by
ensuring employees are invested in achieving high results.
The impact of various motivational factors on employees
necessitates an individualised management approach that
considers both material and non-material incentives. In
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a competitive labour market, offering competitive wag-
es, transparency in reward systems, and opportunities for
professional growth determine the level of employee en-
gagement. Conversely, undervaluing factors such as com-
fortable working conditions, psychological climate, flexible
schedules, or emotional support can lead to employee de-
motivation, higher turnover rates, and the loss of skilled
professionals. The challenge in personnel management lies
in finding optimal methods and motivational tools that not
only enhance labour productivity but also ensure long-term
employee loyalty. A further complexity is the need to inte-
grate motivational policies into the company’s overall strat-
egy, accounting for constant changes in the labour market.
This requires studying the impact of various motivational
factors, developing innovative personnel management ap-
proaches, and implementing comprehensive programmes
aimed at maintaining employee engagement, profes-
sional development, and improved working conditions.

Several researchers have examined motivation among
employees in various industries and approaches to person-
nel management. For instance, M.]. Barnett et al. (2024)
explored barriers and motivational factors for engaging
pharmacy employees in innovative services related to drug
disposal, noting that the main incentives were upskilling
and support for adapting to new responsibilities. S. Spiv-
ak et al. (2024) presented an improved employee evaluation
and motivation system for companies, incorporating digi-
tal tools to enhance management efficiency. V. Ignatiuk &
H. Tunina (2023) emphasised the role of staff motivation as
a key factor in improving business management efficiency,
recommending the implementation of achievement-based
evaluation and feedback systems. S. Cenolli et al. (2023)
found that effective personnel management contributed to
increased productivity in agricultural enterprises in Mon-
golia. They established that using modern motivational
methods, professional training, and clear human resources
(HR) policies positively affected employee productivity lev-
els. M. Kopytko et al. (2024) investigated the formation of a
personnel management system as a key factor in enhancing
competitiveness and enterprise security in the context of
digital transformation and new legal challenges. They found
that integrating digital technologies into HR processes and
adapting to legal changes improved company efficiency.

X. Gong & R. Liu (2020) examined the application of
a competency model in private enterprise personnel man-
agement, noting that such a model better addresses em-
ployee needs and supports organisational goals. X. Xiang
& H. Wang (2024) developed a competency-based approach
to HR management in Chinese state-owned enterprises,
stressing the need for improved professional training and
key skill development to achieve long-term organisation-
al objectives. They emphasised that integrating leader-
ship development strategies into management practices
enhances responsibility, decision-making efficiency, and
leaders’ adaptability to internal and external changes.
L. Liu (2024) introduced an innovative personnel manage-
ment system based on computer technology. This system
automated routine processes such as time tracking, per-
formance monitoring, and HR data management, signifi-
cantly improving human resource efficiency. Additionally,
its implementation ensured transparency, minimised hu-
man bias in decision-making, and enabled more accurate

forecasting of skilled labour needs. J.G. Somerville et
al. (2024b) studied task delegation and employee retention
practices in healthcare for underserved regions, finding
that such strategies could significantly reduce staff short-
ages but required careful planning and support. A.O. Kar-
pyak & O.M. Rybytska (2022) applied cluster analysis to
assess motivational management effectiveness in IT com-
panies. Their research showed that grouping employees
based on motivational needs — such as financial incentives,
learning opportunities, or work-life balance - enabled
more efficient resource allocation.

The above research highlights the importance of
personalised approaches to personnel management and
motivation, enhancing productivity and job satisfaction.
However, the long-term impact of innovative management
approaches on organisational sustainability and retention
of qualified personnel requires further research. This re-
search aimed to determine the influence of motivational
factors on the effectiveness of personnel management in
enterprises in the Lviv Region of Ukraine. The objectives
of the study were to identify the key motivational factors
among employees of enterprises that affect their motiva-
tion and level of job satisfaction; to analyse the effective-
ness of incentive policies at enterprises on the example of
such companies as Lviv Confectionery Factory (LCF) “Svi-
toch”, Limited Liability Company (LLC) “Enzyme”, Soft-
Serve; to identify barriers and problems that hinder the
successful implementation of motivational programmes at
enterprises, as well as ways to overcome them.

e MATERIALS AND METHODS

The objects of the study were enterprises from various
industries in Lviv Region (Ukraine). Participants includ-
ed department heads, HR managers, and employees of
the following companies: JSC LCF “Svitoch” (Nestlé, n.d.)
(350 persons), Enzym Group (n.d.) (50 persons), and Soft-
Serve (n.d.) (500 persons). The sample consisted of 900
individuals, with 57% women and 43% men. The average
age of respondents was 35 years. The research was con-
ducted in compliance with ethical principles: voluntary
participation, anonymity, and confidentiality. The provi-
sions of the American Sociological Association Code of
Ethics (1997) were observed. Participants were informed
about the research purpose, and their data were used ex-
clusively for scientific purposes. Company selection cri-
teria included their regional economic impact, employer
reputation, level of social responsibility, and presence of
motivational programmes.

Data were also collected from company reports and
internal documents: Management report of the Limit-
ed Liability Company “Lviv Confectionery Factory ‘Svi-
toch’” (2024), SoftServe sustainability report 2023 (2024),
Management report of PrJSC Enzym Company 2023 (2024),
as well as scientific works on theoretical aspects of mo-
tivational policies by M. Garai-Fodor & K. Jackel (2022),
S. Cenolli et al. (2023), and S. Spivak et al. (2024). This al-
lowed for additional verification of the obtained results and
their comparison with existing research in the field of em-
ployee motivation.

The primary data collection methods were surveys and
semi-structured interviews. The survey method was used
to identify key motivational factors among employees.

« Development Management. 2025. Vol. 24, No. 1« 9



The strategy of personal management...

The questionnaire completed by respondents contained
closed-ended, scaled, and open-ended questions (Table 1).
Closed-ended questions assessed employee satisfaction
levels with various aspects of their work, such as wages,
working conditions, and opportunities for professional and
career growth. Scaled questions, rated on a five-point scale,
helped determine the impact of different motivational

factors on employee work activities. For example, respond-
ents evaluated the importance of factors such as social
benefits, flexible working hours, and training and devel-
opment opportunities. Open-ended questions allowed re-
spondents to provide their own suggestions for improving
motivational policies, which was useful for further enhanc-
ing motivation systems at the enterprises.

Table 1. Questionnaire for identifying key motivational factors among study participants

How do you assess your current job satisfaction level?

How do you assess your satisfaction with working conditions at your enterprise?

How do you assess your satisfaction with your current salary?

How do you assess the availability of career opportunities in your company?

Do you believe your work is evaluated fairly?

o S-":PSN.‘":—‘E

How important are the following motivational factors to you (rate on a scale from 1 to 5, where 1 — not important, 5 — very
important): salary; career growth; professional training and development; working conditions; flexibility of working hours;
social benefits (insurance, holidays, etc.); recognition of achievements; teamwork; leadership and support from management

How do you assess the impact of the following factors on your work motivation (rate on a scale from 1 to 5, where 1 - no impact,

7. 5 — strong impact): salary; work environment and working conditions; career opportunities; recognition of work results;
professional development opportunities; performance incentives; social benefits (health insurance, bonuses, etc.)

8. What changes in the company’s motivational policy would you like to see to improve your work motivation?

9. What additional factors could positively influence your work motivation at the enterprise?

10. What do you consider the main barrier to improving employee motivation in your company?

11. How would you rate the support for your professional development and training at the enterprise?

Source: compiled by the authors

For analysing motivational policies at the enterprises,
the method of semi-structured interviews with 30 manag-
ers (10 from each enterprise), including HR personal and
department heads, was also used. This provided more de-
tailed information about the specifics of implementing
motivational programmes, challenges faced by organisa-
tions, and prospects for developing motivational policies

in the future. Interview questions covered topics such as
main approaches to employee motivation, criteria for se-
lecting motivational measures, and factors that could af-
fect their effectiveness (Table 2). This made it possible to
evaluate not only the theoretical aspects of motivational
policies but also practical aspects of their implementation
and functioning.

Table 2. Semi-structured interview questions

What are the main approaches to staff motivation used in your company?

Questions

What criteria are used to select motivational measures?

How do you assess the effectiveness of the current motivational policy in your organisation?

What difficulties do you face when implementing motivational programmes?

What changes do you think should be made to improve the motivation system?

How does the company ensure the development of employees’ professional skills?

What non-financial incentives are used and how effective are they?

What is the impact of external factors (economic situation, labour market) on the motivation policy?

What are the prospects for the development of motivation policy in your company?

EP@N?\S‘“:PWE\’:—‘E

How do employees respond to new motivation initiatives?

Source: compiled by the authors

The article uses the method of strengths, weaknesses,
opportunities, and threats (SWOT) analysis to analyse the
effectiveness of the implemented motivational measures.
This method comprehensively assessed the strengths and
weaknesses of the current motivational policy of enter-
prises, as well as identified opportunities for improvement
and threats that may arise as a result of external or internal
changes. The SWOT analysis helped identify which moti-
vational factors are most effective and which need to be
adjusted. It also helped to identify external factors, such
as changes in the economic situation or new trends in HR
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management, which could affect employee motivation. The
methods applied allowed us to obtain a comprehensive pic-
ture of the impact of motivational factors on the efficiency
of HR management, ensuring the reliability and validity of
the research results.

e RESULTS

Key aspects influencing motivation

and job satisfaction levels

In management, motivation is considered a key tool that
enhances labour productivity, employee engagement, and
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reduces staff turnover (Spivak et al., 2024). Understanding
these aspects allows businesses to create a favourable work
environment and achieve strategic goals. Material incen-
tives, including wages, bonuses, and additional payments,
are a fundamental factor influencing employee motivation.
A competitive level of remuneration contributes to high-
er job satisfaction, as employees feel their work is valued.
Ensuring transparency in the pay system is particularly
important to avoid conflicts and inequality. Opportunities
for professional growth, such as upskilling, participation in
training, seminars, or career advancement prospects, sig-
nificantly impact employee motivation. Employees prefer
working for organisations that invest in their development
and offer clear career paths. Underestimating this aspect
may lead to the loss of talented staff. A positive psycholog-
ical climate, mutual respect between employees and man-
agement, team support, and trust are also crucial factors
affecting job satisfaction. Organisations that foster open-
ness, inclusivity, and collaboration tend to have more mo-
tivated and cohesive teams.

Flexible working hours, remote work options, and sup-
port in achieving work-life balance are also motivational
factors. Overwork or disregarding employees’ need for rest
can lead to burnout and reduced productivity. Recognising
employee achievements, whether through public praise,
awards, or promotions, plays a significant role in boosting
motivation. When employees see their contributions val-
ued, they feel important to the organisation, enhancing
their loyalty (Cenolli et al., 2023). In addition, the type of
leadership chosen by a manager directly affects employee
motivation. A democratic management style, involving
employees in decision-making, fosters a sense of belonging
to the company’s outcomes. Conversely, an authoritarian
style may cause dissatisfaction and demotivation. Physical
working conditions, such as workspace comfort, modern
equipment, ergonomics, safety, and cleanliness, are also
vital for employee satisfaction. Proper working conditions
ensure comfort and enhance productivity. Emotional sup-
port from management and involvement in socially signifi-
cant projects contribute to a positive organisational image.
Employees are more motivated when they feel part of a
socially responsible business (Garai-Fodor & Jackel, 2022).

For effective personnel management, it is essential
to apply an appropriate motivational approach that con-
siders individual employee needs and organisational stra-
tegic goals. Motivational approaches vary significantly
depending on the industry, corporate culture, and scale
of operations. JSC LCF “Svitoch”, LLC “Enzym”, and Soft-
Serve are among Ukraine’s leading companies due to con-
tinuous development, innovative approaches, and high
competitiveness in domestic and international markets.
JSC LCF “Svitoch” is one of Ukraine’s confectionery in-
dustry leaders (Nestlé, n.d.). Enzym Group (n.d.) is a key
producer of yeast and biotechnological solutions, actively
exporting products to various countries. SoftServe (n.d.)
is one of Ukraine’s largest IT companies, specialising in
software development and outsourcing services for glob-
al corporations. Analysing the motivational policies of
these three Ukrainian companies reveals effective practic-
es that enhance employee engagement, productivity, and
corporate goal achievement. JSC LCF “Svitoch”, part of the

international Nestlé corporation, demonstrates a holistic
approach to employee motivation. According to the Man-
agement report of the Limited Liability Company “Lviv
Confectionery Factory ‘Svitoch’” (2024), the company al-
locates significant resources to ensure competitive wages,
aligning with industry standards and exceeding regional
averages. This approach helps retain talented employees
and attract new talent. Social benefits are also a key com-
ponent of the company’s motivational strategy. The report
notes that “Svitoch” employees have access to an extended
package of social guarantees, including health insurance,
meal and transport compensation, and well-being pro-
grammes. Additionally, substantial attention is given to
professional development. The company organises upskill-
ing courses for all employee categories, including manage-
ment, and conducts seminars focused on leadership devel-
opment. Corporate social responsibility (CSR) programmes
hold a special place in “Svitoch” motivational policy. The
company actively supports charitable initiatives and en-
vironmental projects, fostering a sense of belonging to
Nestlé’s (Switzerland) global mission, which positively im-
pacts employee morale and loyalty.

Enzym Group (n.d.) employs a slightly different mo-
tivational approach, focusing on individual achievements
and teamwork efficiency. According to Enzym Group, the
company has implemented a transparent bonus system
based on specific production targets (Management report
of PrJSC Enzym..., 2024). The employee training system
at “Enzym” is also noteworthy. The company funds staff
participation in training, seminars, and conferences aimed
at enhancing professional knowledge and skills, boosting
both qualifications and confidence. Compliance with safety
standards and ensuring comfortable working conditions is
another important aspect of “Enzym” motivational policy.
The company has implemented environmental responsi-
bility measures, such as transitioning to energy-efficient
LED lighting, waste sorting, and organising battery recy-
cling. Collaborating with international environmental or-
ganisations has earned “Enzym” recognition in the “Green
City: Eco-Friendly Lviv” competition.

SoftServe, one of Ukraine’s largest IT employers,
demonstrates an innovative approach to employee moti-
vation. According to the SoftServe sustainability report
2023 (2024), the company fosters creative potential by
providing access to educational resources and professional
growth programmes. In 2023, over 70% of employees com-
pleted cultural intelligence training, enhancing cross-cul-
tural collaboration awareness. Flexible schedules and re-
mote work are key elements of SoftServe’s motivational
strategy. Additionally, the company prioritises mental
health support, offering stress management and resilience
training to reduce burnout, a common issue in IT. SoftServe
also implements achievement recognition programmes.
Per the SoftServe sustainability report 2023 (2024), com-
pany supports Ukraine through financial aid, humanitarian
projects, and veteran employment initiatives. In addition,
the company develops equal opportunities programmes,
ensuring an inclusive working environment for all catego-
ries of employees. Special attention is paid to talent devel-
opment: SoftServe offers training courses, mentoring, and
career counselling to help employees grow professionally.
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Analysis of incentive policy effectiveness at JSC LCF
“Svitoch”, LLC “Enzym”, and SoftServe

The survey allowed to identify the main factors of employ-
ee motivation in the three companies under study. JSC LCF
“Svitoch”, “Enzym” LLC and SoftServe demonstrate an
individual approach to the development of motivational
policies, taking into account the specifics of their indus-
try. At the same time, there is a different level of employee

Table 3. Results of a survey on the effectiveness of companies’ motivational policies towards their employees

satisfaction with key aspects such as salaries, working con-
ditions, opportunities for professional development and
career growth. The analysis of the responses showed that
factors such as social benefits, recognition of achievements
and work schedule flexibility have a significant impact on
the level of employee motivation. Table 3 shows the main
results of the assessment, which helped to better under-
stand the priorities of employees.

Obtained data separately for each company

Question Answers -
JSCLKE “Svitoch” | LLC “Enzym’”
Very dissatisfied 5% 6% 2%
How do you assess your Dissatisfied 10% 8% 5%
current job satisfaction Neutral 20% 16% 15%
level? Satisfied 50% 55% 60%
Very satisfied 15% 15% 18%
Very dissatisfied 4% 5% 3%
HtOVlI’ d?.you a_i;ess Yl((’}lr Dissatisfied 12% 10% 6%
satisfaction with working 9 o 5
conditions at your Ne}ltral 25% 20% 20%
enterprise? Satisfied 45% 50% 55%
Very satisfied 14% 15% 16%
Very dissatisfied 8% 10% 4%
How do you assess your Dissatisfied 15% 15% 8%
satisfaction with your Neutral 30% 25% 20%
current salary? Satisfied 35% 40% 50%
Very satisfied 12% 10% 18%
Very dissatisfied 10% 12% 5%
How do you assess the Dissatisfied 20% 18% 8%
availability of career Neutral 30% 25% 22%
opportunities in your -
Company? Satisfied 30% 35% 40%
Very satisfied 10% 10% 25%
Do you believe your work Yes 75% 70% 85%
is evaluated fairly? No 25% 30% 15%
Salary 4.5 4.8 4.6
Career growth 4.2 4.4 4.7
Professional training and 4.0 4.3 4.9
development
How important are the Working conditions 4.3 4.5 4.6
following motivational Flexibility of working hours 3.8 3.9 4.8
factors to you (mean Social benefits (insurance
scores) holidays, etc.) 4.4 4.6 4.5
Recognition of achievements 4.1 4.2 4.8
Teamwork 4.2 4.3 4.7
Leadership and support from
management 4.0 4.2 45
Salary 4.7 4.9 4.8
Work environment and working 4.4 4.6 4.7
conditions
How do Sf’Oﬁ 3?519155 the Career opportunities 4.3 4.5 4.8
impact of the following -
factors on your work Recoganlon of work results 4.0 4.3 4.6
motivation (average Professional development 41 44 4.9
scores) opportunities i i i
Performance incentives 4.3 4.5 4.8
Social benefits (health insurance, 45 47 4.6
bonuses, etc.)

Source: compiled by the authors

After analysing the closed and scaled questions of the
survey, it becomes evident that the motivation policies of
JSC LKF “Svitoch”, LLC “Enzym”, and SoftServe have their
strengths and weaknesses. As the results show, wages and
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working conditions remain among the most important
factors for employees in all three companies, though sat-
isfaction levels with these aspects vary slightly. For exam-
ple, SoftServe employees demonstrate higher satisfaction
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with flexible work schedules and professional development
opportunities, while at LLC “Enzym”, greater emphasis is
placed on social benefits and teamwork. At the same time,
the importance of factors such as recognition of achieve-
ments and leadership is also growing. At “Svitoch”, over
65% of respondents are satisfied with career opportunities,
while at LLC “Enzym” and SoftServe, this figure stands at
45% and 72%, respectively. These results indicate that each
company employs different approaches to personnel man-
agement, aligned with its strategic goals and operational
specifics. They also help identify areas for improvement,
such as strengthening professional development support
at “Enzym” or expanding social initiatives at SoftServe.

The analysis of open-ended questions revealed that
45% of JSC LKF “Svitoch” employees cited insufficient
transparency in performance evaluation as a key barrier
to increased motivation. Specifically, they noted that bo-
nus criteria and career advancement remain unclear or in-
consistently applied. Around 35% of employees suggested
implementing a clear bonus system that accounts for indi-
vidual achievements and efforts. Regarding changes to the
motivation policy, 40% of employees emphasised the im-
portance of expanding professional development opportu-
nities. They noted that introducing internal training, work-
shops, and upskilling programmes would support their
career growth. Additionally, 25% highlighted the need to
improve communication between management and staff,
stating that timely praise and recognition from leadership
significantly boost their work motivation.

Furthermore, the open-ended responses showed that
50% of LLC “Enzym” employees feel a lack of incentive for
achieving results. They noted that the current bonus sys-
tem is overly generalised and fails to recognise individu-
al contributions. Another 30% expressed a need for more

social benefits, such as health insurance, additional paid
leave, and transport compensation. Regarding workplace
improvements, 35% proposed modernising workspaces,
upgrading equipment, and creating a more comfortable en-
vironment for task completion. Flexible work schedules, as
a potential motivator, were mentioned by 20% of respond-
ents. Employees stressed that such changes could enhance
productivity by improving work-life balance.

As for SoftServe, 55% of its employees consider profes-
sional development a key motivational factor. They valued
internal training programmes, access to innovative tools,
and workshops. However, 30% noted limited opportunities
for horizontal growth, such as interdisciplinary projects or
interdepartmental rotations. About 25% cited management
inflexibility as the biggest motivational barrier, calling for
a more individualised approach to task management and
support in addressing work challenges. Regarding poli-
cy changes, 35% proposed introducing long-term bonus
schemes, share ownership programmes, and personalised
career development consultations. Another 20% empha-
sised the importance of regular feedback from leadership
and transparent communication about their successes.

The survey analysis demonstrated that employees
across all three companies seek a more transparent and
differentiated motivation system, as well as professional
development support. For JSC LKF “Svitoch” and LLC “En-
zym”, improving bonus structures and working conditions
is a priority, while SoftServe focuses on flexible manage-
ment approaches and horizontal career growth opportu-
nities. The interview results highlighted the diversity of
motivation strategies in the studied companies. Table 4
outlines key challenges, changes, staff development direc-
tions, non-material incentives, external factors, and em-
ployee reactions to HR innovations.

Table 4. Interview results on employee motivation in the studied companies
Company (number of participants confirming response)

Aspect of the issue
JSC LKF “Svitoch” (10 participants) | LLC “Enzym” (10 participants) | SoftServe (10 participants)

Non-financial incentives (7),
Main approaches to staff Social bonuses (8), medical flexible working hours (2), Professional development (9),
motivation insurance (1), corporate events (1) autonomy in decision- international projects (1)
making (1)
Criteria for selecting Analysis of employee requests (6), Employees’ wishes (5), strategic Employee surveys (8),
motivational measures experience of other companies (4) goals of the company (5) individual approach (2)
. High efficiency among young Generally effective (8), High employee
Effgﬁilr‘éir;esgl?cf the employees (6), need for adaptation for need to expand training engagement (7), need for
polcy the older generation (4) opportunities (2) personalised approaches (3)
Difficulties in Resistance to changes by older Lack of resources for programme Global competition for
implementing employees (6), lack of awareness of development (5), different talent (7), rapidly changing
motivational programmes new approaches (4) expectations of employees (5) market conditions (3)
. Expanding the range of social Strengthening of internal Integration of individual
Nec;sosg\r]zt(iginsgii églthe bonuses (6), more flexible work training (5), involvement of career plans (6), development
Y schedules (4) external experts (5) of mentoring (4)
Development of . . Internal training (6), support for Corporate university (6),
professional skills Corporate training (7), mentoring (3) young professionals (4) international internships (4)
~ . Open communication with Flexible working hours (6), Individual career plans (7),
Non rr?l?,tt?\iﬁliglays of management (5), support for ability to influence corporate autonomy in performing
employees’ families (5) culture (4) tasks (3)
s Fluctuations in the labour ; .
Influence of external The economic situation forces market affect personnel High competition for IT
factors to adgpt sqc1a1 programmes (6), decisions (5), general economic ) talent ™, influence of
competition in the labour market (4) conditions (5) international markets (3)
Introduction of support programmes Emphasis on internal Deepening of individual
Prospects for development | for employees’ children (6), expansion | training (5), improvement of the | approach (6), development of
of corporate events (4) mentoring system (5) international cooperation (4)
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Aspect of the issue

Employee reaction to
innovations

Positive perception of young

the older generation (4)

employees (6), need for adaptation for

Table 4, Continued

Company (number of participants confirming response)
JSC LKF “Svitoch” (10 participants) | LLC “Enzym” (10 participants) | SoftServe (10 participants)

High readiness to
adapt (8), need for clearer
communication (2)

Interest in new opportunities (7),
cautious attitude to change (3)

Source: compiled by the authors

At SoftServe, the main goal of the motivational policy
was to create a favourable microclimate in the team and
support the professional development of employees. Men-
toring programmes, a corporate university, and opportuni-
ties to participate in international projects ensured a high
level of employee engagement. At JSC LCF “Svitoch”, the
motivational approach was based on social bonuses, in-
cluding additional health insurance, organisation of corpo-
rate events and support for employees’ families. Creating
a sense of stability and care for each employee helped to
increase loyalty to the company. At “Enzym”, priority was
given to non-material incentives, including freedom in or-
ganising working hours, which created comfortable work-
ing conditions for employees.

The criteria for selecting motivational measures at
SoftServe were based on the results of regular employee
surveys, which allowed the company to take into account
their needs and develop appropriate programmes. LLC “En-
zyme” used a similar approach, taking into account both
the wishes of employees and the company’s strategic goals.
At the same time, organisations faced difficulties in imple-
menting new initiatives. At JSC LCF “Svitoch”, resistance
to change was observed among older employees, which re-
quired the gradual integration of modern methods while
maintaining traditional incentives. At SoftServe, global
competition for IT talent required continuous improve-
ment of the incentive policy. All interviewees noted the im-

Analysis aspect SoftServe

Table 5. SWOT analysis of the effectiveness of personnel management by enterprises

JSC LKF “Svitoch”

portance of non-financial incentives. At “Enzyme”, the op-
portunity to engage in open discussions with management
was particularly valued, which increased engagement and
a sense of job significance. At SoftServe, individual career
development plans were popular, as they helped to retain
employees. As for the prospects for the development of the
motivational policy, JSC LCF “Svitoch” planned to expand
the range of social bonuses, including support programmes
for employees’ children. LLC “Enzym” focused on internal
training and development of young professionals. SoftS-
erve improved its professional development programmes
by integrating an individual approach to each employee. In
general, the results of the interviews show that companies
use a variety of approaches to motivation that take into
account the specifics of their operations, employee needs,
and strategic goals. Although each organisation has its own
challenges, the implementation of modern motivational
programmes remains a priority for all three companies.

Analysis of ways to overcome barriers and problems
hindering the successful implementation

of motivation programmes in enterprises

Based on reports from companies JSC LKF “Svitoch”, LLC
“Enzym”, and SoftServe, employee survey results, and re-
sponses from semi-structured interviews with HR managers
and department heads,a SWOT analysis of the current moti-
vation policies of these enterprises was conducted (Table 5).

LLC “Enzym”

High employee engagement through . Flexible working hours and
mentorship programmes and Cgfvgrl;rtibgs rséo(clila})t%nierg;srggge opportunities for professional
. corporate university; opportunities porat . > development through trainings;
Strong points L I . organisation of events); support for - >
to participate in international emplovees’ families. which creates | Ccreation of a comfortable working
projects, enhancing professionalism P 13([) alty to the ’corn an environment that promotes job
and motivation yary pany satisfaction
. - . Insufficient attention to non-
High competition for taler}t in the Resistance of older employees to material incentives compared to
IT sector, requiring continuous he i ducti £ hod ial i L ial
improvement of incentive the introduction of new methods material incentives; potentia
Weaknesses T - . of motivation; limited flexibility in for problems in maintaining
programmes; high costs of incentive h ivation d hieh ivation in th ¢
rogrammes dne to international approaches to motivation due to 'high motivation in the event o
p roiects certain traditions in the company significant changes in the external
proj environment
Expanding professional Introducing new motivational tools, L .
development programmes, including such as programmes for young Ds;'reégfggé?éeg:giltrg rmrélgl gnd
. new mentoring methods and online professionals; increasing social €evelop loryoung
Opportunities . > - employees; implementing work-life
courses; adapting to changes in the bonuses, such as support balance programmes to increase
labour market and new motivation | for employees’ children, additional p gTo alt
technologies (e.g. gamification) days off yalty
Changes in the economic Mismatch between traditional Changes in the economic
. . . approaches and new trends in environment that may reduce
situation may lead to a reduction HR t lab Ket rtunities for develoni
Threats in motivation budgets; loss of IR Management; Jabour marke opportunities for developing
emplovees to other coﬁl anies instability may lead to a decrease incentive programmes;
o]%fe?in better condi ti%ns in the effectiveness of existing deterioration in working conditions
g motivational measures due to the unstable labour market

Source: compiled by the authors

14 . Development Management. 2025. Vol. 24, No. T«




Pavlenchyk & Tsizdyn

It was found that the most effective programmes were
those focusing on professional development and employee
support through various social benefits and career growth.
At the same time, it was revealed that some companies
struggle to adapt to labour market changes, which may
reduce the effectiveness of their motivation initiatives.
Considering the data, external factors such as economic
instability and new technological developments were also
identified as potential influences on employee motivation.
Enterprises need to adjust their strategies, particularly by
increasing the flexibility of motivation programmes, to
successfully adapt to new conditions. Based on the SWOT
analysis, several barriers and problems were identified that
may hinder the successful development of motivation pro-
grammes and require careful resolution. At SoftServe, one
of the main challenges is the difficulty of adapting motiva-
tion programmes to rapid labour market changes and tech-
nological innovations. To address this, the company should
regularly train managers to increase their awareness of the
latest trends in HR management and motivational practices.

Another important step is adapting motivation pro-
grammes to digital technologies, particularly through
gamification, mobile apps for employee interaction, and
performance monitoring. Additionally, strategic partner-
ships with educational platforms offering online courses
and certification programmes should be established to ex-
pand professional development opportunities. For SoftS-
erve, particularly for young employees, a challenge may be
the lack of transparency and clarity in career progression
paths, which could reduce motivation. Although the com-
pany has a well-developed career growth system, young
professionals may not always understand the specific
steps needed for advancement. In this case, it would be ad-
visable to strengthen mentorship and career counselling
programmes, providing personalised guidance on com-
petency development and career opportunities. Regard-
ing talent development investments, funding for internal
training programmes should be increased, offering grants
for international certifications or supporting participa-
tion in industry conferences. A fast-track career growth
programme for high-performing employees could also be
introduced, featuring accelerated job rotation, specialised
training, and early promotions based on performance and
leadership assessments. Ensuring employees can partici-
pate in key projects and leadership roles will help them
feel part of the company’s significant initiatives. Imple-
menting a clear evaluation and feedback system on career
achievements will help employees better understand the
steps needed for advancement.

At JSC LKF “Svitoch”, one of the main issues remains
the low flexibility in motivation policies, negatively affect-
ing employee motivation. To resolve this, the company
should create programmes ensuring an optimal work-life
balance, such as additional leave or reduced working hours
during high-stress periods, implemented through flexible
schedules or extra paid leave based on stress-level assess-
ments. In addition, it is necessary to involve employees
in decision-making on improving working conditions and
company policies to create personalised incentive pro-
grammes that meet the needs of different groups of em-
ployees. Retention challenges, driven by economic insta-
bility, should be addressed by improving communication

transparency, informing employees about the company’s
financial status and strategic direction. Regular manage-
ment-employee meetings, an internal information por-
tal, and financial reports can enhance transparency. Pro-
grammes for financial stability, such as preferential loans
or loyalty bonuses, could also be introduced. Funding may
come from internal reserves or partnerships with financial
institutions offering favourable loan terms. The percentage
of funding would depend on the company’s financial ca-
pacity, but a possible model could cover 50-70% of loan in-
terest rates or offer 5-10% annual salary bonuses for highly
loyal employees. Intangible motivational factors, such as
professional development, can also be emphasised to im-
prove motivation in times of economic instability.

At LLC “Enzym”, one of the biggest challenges is lim-
ited financial resources, complicating the implementation
of complex motivation programmes, including bonuses
and social benefits. To overcome this, existing motivation
measures should be optimised, considering the current
bonus system. Currently, employees only receive addition-
al payments for exceeding production targets (10-15% of
monthly salary). More affordable options, such as extra
leave days or corporate training programmes, could be
introduced. Partnering with training providers or knowl-
edge-sharing with other companies could reduce costs.
Loyalty programmes offering small but regular rewards,
such as additional leave days, could also be developed. For
example, employees could earn extra paid leave days (up
to five per year) for every two years of continuous service.
Unused bonus leave could be exchanged for financial com-
pensation (equivalent to average daily earnings). These
measures would enhance motivation and retention with-
out significantly increasing company costs. Implementing
the above approaches will enable companies to overcome
key barriers hindering motivation programme develop-
ment, improve employee motivation, and ensure long-term
loyalty and work efficiency.

e DISCUSSION

The results of this study demonstrated that the effective-
ness of personnel management largely depends on the
implementation of a system of motivational factors that
enhance labour productivity and employee satisfaction.
These findings align with the conclusions of other stud-
ies, particularly M. Garai-Fodor & K. Jackel (2022), who
proved that an individualised approach to employee in-
centives increases job satisfaction and productivity. This
study showed that the use of both material and non-ma-
terial incentives positively impacts labour productivity. It
was found that employees who receive fair wages and have
opportunities for professional growth exhibit high levels of
engagement. Similar conclusions were drawn in the study
by C. Mbachu et al. (2022), who found that motivating rural
healthcare workers in Nigeria improves their productivity
and ensures high-quality maternal and child health ser-
vices. This study also emphasised that material incentives,
such as bonuses and additional rewards, significantly en-
hance employee performance.

Meanwhile, the study by A. Melnyk et al. (2021) high-
lighted the importance of integrating motivational ap-
proaches into organisational culture. According to their
results, companies that embed motivational strategies into
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their organisational culture achieve higher personnel man-
agement efficiency. These findings support this approach,
as implementing a comprehensive motivational system
improved the internal organisational climate and in-
creased employee satisfaction. This study established that
effective leadership plays a key role in shaping a motiva-
tional environment. Leaders who actively support employ-
ees, encourage initiative, and ensure open communication
create conditions for improved workforce efficiency. This
aligns with the research by S. Khawaja & H. Karimi (2024),
who found that labour productivity significantly increas-
es when employees feel supported by management. Their
conclusions underscore the importance of developing lead-
ership skills as part of personnel management strategies.
The study revealed that integrating digital tools into per-
sonnel management systems significantly enhances the
effectiveness of motivational mechanisms. In particular,
digital platforms enable transparent employee evaluation
and reward systems. This corresponds with the findings of
M. Kopytko et al. (2024), who noted that digitising person-
al management boosts enterprise competitiveness. They
emphasised that new technologies allow motivational
mechanisms to be tailored to individual employee needs.
This work examined motivation specifics across different
economic sectors. It found that employees require tailored
motivational approaches, such as seasonal bonuses and
comfortable working conditions. These results align with
the conclusions of S. Cenolli et al. (2023), who indicated
that effective personnel management in agricultural en-
terprises significantly impacts productivity.

The study also showed that non-material motivation —
such as recognition of achievements, corporate culture
development, and opportunities for self-realisation — is
equally important as financial incentives. These conclu-
sions correlate with the work of C. Baumeler & N. Lamam-
ra (2024), who explored motivational factors in Swiss small
businesses. They found that a supportive and respectful
atmosphere helps retain staff and improve efficiency. This
study also highlighted challenges in implementing mo-
tivational mechanisms, such as resistance to change and
insufficient managerial training in personnel manage-
ment. These issues often arise due to inadequate atten-
tion to manager training and upskilling. Similar problems
were described by V. Korolkov & D. Babenko (2020), who
noted that refining motivational mechanisms requires a
comprehensive approach, including manager training and
adapting motivational tools to company specifics. Imple-
menting personalised digital solutions based on motiva-
tional factors — such as financial incentives, recognition of
achievements, and automated task monitoring — optimises
management and reduces job dissatisfaction. These con-
clusions align with the study by O. Krasivskyy et al. (2023),
who proposed a digital personnel management model for
engineering firms, facilitating process automation, reduc-
ing human error, and improving safety and productivity.

The study found that motivational systems should
focus on long-term prospects and professional skill de-
velopment. O. Ponisciakova et al. (2023) emphasised the
role of motivation in managerial decisions within Slovak
manufacturing companies. They highlighted that proper
motivational approaches enhance productivity and com-
petitiveness. The findings of N. Okorie et al. (2019) also
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align with these conclusions, demonstrating that external
motivational factors improve productivity among Nigerian
library staff. Systematic use of motivational factors enables
companies not only to achieve better efficiency but also re-
tain key employees.

According to the study by J.G. Somerville et al. (2024a),
motivating employees in remote areas of Ghana and Scot-
land depends on career development opportunities and
employer support. This study also found that access to pro-
fessional development and training significantly enhances
personnel management effectiveness. This is particularly
important for employees seeking to fulfil their professional
ambitions within an organisation. Similar conclusions were
drawn by Z.E. Kootahi et al. (2023), who analysed profes-
sional values and job satisfaction among nurses. The results
showed that nurses who value high patient care standards,
ethical behaviour, and professional growth opportunities
exhibit high job satisfaction. Key influencing factors include
working conditions, team and managerial support, train-
ing opportunities, and emotional exhaustion. This study
also stressed the importance of creating favourable con-
ditions for employees to realise their professional values,
enhancing job satisfaction and service quality. M. Hitka et
al. (2019) also noted that flexible schedules, career growth
opportunities, and tailored incentive systems can effec-
tively boost organisational loyalty and reduce turnover.

Additionally, the study by P. Otrisal & D.R. Ral-
bovska (2024) highlighted the importance of developing
employee resilience through continuous education. These
results confirm that training and development are signif-
icant non-material motivational factors, fostering both
professional growth and company loyalty. The study by
B. Phuong et al. (2024) also confirmed the role of motiva-
tional factors for educators. Their research showed that
material and non-material incentives positively impact
teaching effectiveness at Vietnam National University. This
study identified a similar trend, where financial and non-fi-
nancial rewards stimulated higher employee performance.

The study by S. Rahi et al. (2023) focused on user inten-
tions to continue using e-banking. Although contextually
different, their conclusions on the importance of expected
benefits and user satisfaction can be applied to employee
motivation. This work also showed that employees who
perceive personal benefits from their work exhibit higher
engagement and loyalty. This aligns with the findings of
L.D. Harmider & L.A. Gonchar (2019), who studied factors
influencing staff productivity and concluded that key driv-
ers remain financial motivation, work environment, and
professional growth opportunities. Thus, financial incen-
tives, organisational culture, professional development,
and career growth all play crucial roles in enhancing em-
ployee productivity and strengthening company competi-
tiveness. The consistency of these results with the afore-
mentioned researchers confirms that motivational factors
are decisive for effective personnel management.

e CONCLUSIONS

Employee motivation is a key management tool that di-
rectly affects labour productivity, staff engagement and
reduction of staff turnover. Financial incentives, such as
salaries, bonuses and bonuses, are a key driver of moti-
vation, as competitive remuneration increases employee
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satisfaction. Ensuring transparency in remuneration helps
to avoid conflicts and fosters an atmosphere of trust. Pro-
fessional development opportunities, such as advanced
training, participation in trainings and career prospects,
also have an impact on employee motivation, as employ-
ees prefer organisations that invest in their development.
Lack of attention to the above aspects can lead to the loss
of talented personal. An analysis of the motivation policy
at JSC LCF “Svitoch”, LLC “Enzyme” and SoftServe shows a
variety of approaches to HR Management. While “Svitoch”
focuses on social benefits and professional development
programmes, “Enzym” focuses on financial incentives and
comfortable working conditions. SoftServe, on the oth-
er hand, focuses on innovation, developing the creative
potential of its employees and supporting their mental
health. This policy allows these companies not only to in-
crease the efficiency of their staff, but also to strengthen
their competitiveness in the market.

Based on SWOT analysis, surveys, interviews, and an
assessment of motivational policies at SoftServe, LLC “En-
zym”, and JSC LCF “Svitoch”, it was found that all com-
panies face barriers reducing the effectiveness of their
motivational programmes. Key challenges include limited
financial resources, difficulties adapting motivational pro-
grammes to labour market changes, and evaluating pro-
gramme effectiveness. However, specific solutions were
identified for each company, such as implementing flex-
ible motivational forms, using digital tools for employee
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AHoranig. MeToo OCTiIKeHHS GylI0 BM3HAU€HHS BIUIMBY MOTMBAIIHMX YMHHUKIB Ha YCIIIIHICTh B YIpaBIiHHI
TepCOHAJIOM Pi3HMX MiATPMUEMCTB. MeTomoOoTisI JOoCTiAKeHHS BKiItoyana aHKeTyBaHHs 900 rpailiBHMKIB TPhOX KOMITaHil
AT JIK® «CiTou», TOB «EH3uM» i SoftServe, mpoBemeHHST HAMiBCTPYKTYpOBaHMX iHTePB'10 3 30 MeHemskepamu Ta SWOT-
aHasti3. Pe3ynbTaTi JOCTiIKEHHS IMOKa3ain, o e(eKTUBHICTh YIIPaB/IiHHS [TepCOHAJIOM 3HAUHOIO MipOIO 3aJIEeKUTD Bif,
36aJIaHCOBAHOCTI MaTepiaJibHUX i HeMaTepiaJibHMX MOTUBAIiiHNX UMHHUKIB. Y SoftServe HarosomeHo Ha iHHOBAIIisIX,
TBOPYOMY PO3BUTKY Ta MEHTATbHOMY 3/I0POB’i, y «CBiTOU» — Ha COLia/IbHUX Ti/IbTax i HABUANbHUX MpOrpamax, B «<EH31m»
- Ha KoMbOPTHUX YMOBax mparli i piHaHCOBUX cTuUMy/axX. Pe3ynbraTy aHKeTyBaHHS TOKa3asu, mo 70 % mpaiiBHUKIB
SoftServe BBaskaloTb OCHOBHMMM MOTUBALIifHMMM (aKTOpaMy MOKIMBOCTI /IS KAp’€pHOI0 3pOCTaHHsI Ta mpodeciiiHoro
PO3BUTKY, @ TAKOX THYYKi YMOBM Tiparii. Y komnaHii «CBiToOu» 65 % pecroHAEeHTIB Big3HAUM/IN, IO COIia/IbHI ITiJIbTH,
SIK-OT MeOMYHe CTPAXyBaHHSI Ta IPOrpaMu JJIs AiTeil CriBpo6GiTHUKIB, € KIIIOUOBMMY MOTMBAIIAHUMM efeMeHTaMu. Iyist
MpaliBHMUKIB KommaHii “EH3uM” 78 % onmmMTaHMX 3a3HAYWIN, IO KOMGOPTHI YMOBM Ipalli Ta KOHKYPEHTOCIIPOMOXKHA
3apobiTHa MaaTa € OCHOBHMMM pyuLIisiMu ixHbOI edekTuBHOCTi. HamiBCTpyKTypoBaHi iHTepB’I0 3 MeHeIykepaMu
MiTBEPIWIN, 10 MOTMBALIiMHI MMporpamMu 30cCepelskeHi Ha iHHOBALSIX i MEHTaJbHOMY 340pOB’i MpaliBHUKIB, L0
TO3BOJISTIIOTh  36epiratu JIOSUIbHICTh i 3anmydeHicTh KomaHau. PesynbraTr SWOT-aHasmisy mokasaB, IO OCHOBHUMMU
repenkogaMu sl MigBUIIEeHHST eeKTUBHOCTI MOTMBAIIifHOI TONMITUKM € oOMeskeHi (iHaHCOBI pecypcu, amamTailis
10 PMHKOBUX 3MiH i OIliHKa pe3y/JbTaTMBHOCTI MporpaM. BogHouac cuibHI CTOPOHM KOMITaHii BK/IIOUAIOTh PO3BMHEHI
MporpaMy HaBUYAHHS, Kap’€pHUIT PO3BUTOK i MiATPUMKY CITiBpOGiTHMKIB. JOCTiIsKeHHS MiATBEPAWIIO, IO OMTMUMIi3allist
MOTHMBaLiifHOI TOMITMKM MOX/IMBA Yepe3 BIPOBAJKeHHS THy4YkuX (GopM MoTuBalii, BMKOPUCTAHHSI LUDPOBUX
IHCTpYMEHTIB i BLOCKOHAaJIeHHSI BHYTPIIIHIX KOMYHiKaIliii
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Abstract. This study aimed to provide practical recommendations for enhancing staff productivity in construction
companies. The activities of Ukrainian construction companies, specifically Limited Liability Company “PC Regional
Construction Company”, Limited Liability Company “Interbud”, and Private Joint-Stock Company Holding Company
“Kyivmiskbud”, were analysed, along with the algorithm for improving motivation within these companies. A
comparative analysis of motivation systems in Ukraine and internationally, using Germany, the United Kingdom, and
the USA as examples, was conducted. Based on the findings, a mechanism for increasing staff motivation in Ukrainian
construction companies was developed. Motivation was identified as a key factor in improving labour productivity.
In particular, the use of a combination of material and non-material incentives proved effective in enhancing work
efficiency. Company performance confirmed the effectiveness of strategies that contributed to increased productivity
and employee loyalty. Limited Liability Company “PC Regional Construction Company” achieved a 15% increase in
labour productivity through a bonus system and improved working conditions. At Limited Liability Company “Interbud”,
employee engagement increased to 80%, while Private Joint-Stock Company Holding Company “Kyivmiskbud” achieved
a 70% rise in employee loyalty through non-material incentives. A crucial aspect was the introduction of flexible bonus
systems that considered both individual and collective achievements. The study confirmed that professional growth,
training, and employee development contributed not only to skill enhancement but also to increased company loyalty.
Non-material incentives, such as recognition of achievements and team-building activities, significantly improved
workplace morale and strengthened team cohesion. The implementation of feedback systems and employee participation
in decision-making fostered closer ties between management and staff, positively impacting company performance.
The practical significance of this study lay in optimising motivational strategies to enhance productivity and employee
loyalty in construction companies. These improvements facilitate high performance, reduce staff turnover, and foster
an effective working environment

Keywords: professional development; work efficiency; incentive system; management strategies; knowledge sharing
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¢ INTRODUCTION

Creating an effective staff motivation system is a crucial
aspect of management that directly impacts the efficiency
of construction companies. High productivity is a key factor
for success in a competitive market, making it essential to
develop incentive strategies that ensure the achievement
of high-performance levels. Construction sector employees
often face various challenges, including demanding work-
ing conditions, heavy physical labour, and the need to meet

strict deadlines. Therefore, developing an effective system
of rewards and motivational strategies aimed at enhancing
work efficiency is a priority for company management. A
well-designed motivation system not only increases pro-
ductivity but also reduces staff turnover, contributing to
the stability and development of the company. However, it
is worth noting that research in this field often focuses on
general principles of motivation without clear links to the
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specific characteristics of the construction sector, creating
gaps in scientific approaches.

Researchers have highlighted various aspects of cre-
ating a staff motivation system for construction compa-
nies, specifically strategies for boosting high productivity.
W. Alaghbari et al. (2021) examined the impact of motiva-
tional factors on the effectiveness of public construction
projects in Yemen. They found that employee motivation
directly affects project performance, including timeliness
and quality of work. In their conclusions, the authors rec-
ommended that governments and companies focus on
creating motivational programs that enhance the perfor-
mance of construction projects. C. Amoah & L. van Niek-
erk (2023) focused on the motivational factors for workers
in the construction industry, particularly the need to con-
sider individual needs and working conditions. The au-
thors emphasised that work motivation directly impacts
productivity and the quality of construction projects, and
they proposed various motivational tools to maximise
the efficiency of construction work. S.K. Ansah & E. Tek-
pe (2022) examined the influence of motivational factors
on the implementation of quality management systems
in the construction sector. They noted that the success-
ful implementation of total quality management (TQM)
requires consideration of both external and internal em-
ployee motivation factors.

P.T. Phan et al. (2020), Y. Bayir & S. Gundes (2024), and
R.A. Kubanov et al. (2024) studied the impact of motiva-
tional factors on employees of construction companies.
The authors’ recommendations included an emphasis on
the flexibility of motivational strategies, taking into ac-
count new working conditions. D.V. Bondarenko (2024)
highlighted the importance of using building information
modelling (BIM) to optimise construction processes and
project management. In research, the author emphasised
the technology’s potential to reduce costs, improve coordi-
nation between project participants, and increase planning
accuracy. They also stressed the need to adapt BIM to the
requirements of sustainable construction regarding energy
efficiency, carbon emission reduction, resource efficiency,
and the integration of renewable energy sources.

An important aspect of the research by O. Gibadullin et
al. (2024) was the problem of Ukraine’s post-war recon-
struction. The authors noted that to attract digital nomads
to this effort, the state needs to create innovative and ad-
aptable motivational strategies that consider the specific
challenges of industrial and construction reconstruction.
At the same time, to attract highly qualified workers, they
recommended adhering to principles of rationality and
mutual respect, avoiding displays of authoritarianism and
empty promises in relationships, and allowing for reason-
able levels of creativity. Z. Mustapha et al. (2024) analysed
the impact of motivational factors on the productivity of
construction industry employees. The authors found that
the main incentives for increasing productivity were fair
wages, opportunities for professional growth, and effec-
tive communication between management and staff. Their
findings highlighted the importance of cultivating a posi-
tive work environment to ensure long-term employee ef-
fectiveness. Accordingly, the purpose of this study was to
develop an algorithm for incentivising employees, taking
into account their specific needs and motivations.

e MATERIALS AND METHODS

An evaluation of Ukrainian construction companies and
their motivation systems was conducted. The criteria for
selecting these companies included their experience in im-
plementing innovative motivational strategies, the scale
of their operations within the construction sector, and the
currency of information available. As part of the research,
a detailed analysis of motivation strategies was carried
out in three construction companies: Limited Liability
Company (LLC) “PC Regional Construction Company”,
LLC “Interbud”, and Private Joint-Stock Company (PrJSC)
Holding Company (HC) “Kyivmiskbud”. Each strategy was
examined using data from company reports and corporate
statistics. This analysis allowed for the identification of key
approaches that have been applied and adapted for Ukrain-
ian construction companies.

The primary focus was on strategies involving finan-
cial incentives, professional development, non-financial
rewards, and employee participation in management. All
of these strategies were evaluated based on their effective-
ness in achieving desired outcomes, the level of employee
engagement, satisfaction with working conditions, and the
impact on long-term employee loyalty to the companies.
The motivation enhancement strategies of LLC “PC Re-
gional Construction Company”, LLC “Interbud”, and PrJSC
HC “Kyivmiskbud” were analysed, specifically:

1. The material incentives strategy and the employee
participation strategy at LLC “PC Regional Construction
Company”. The material incentives strategy examined the
use of financial rewards, such as bonuses, salary increases,
and performance-based payments. This strategy was eval-
uated based on the effectiveness of financial incentives, the
relationship between motivation and reward size, and the
impact on employee satisfaction. The employee participa-
tion strategy assessed the level of staff involvement in de-
cision-making, satisfaction with opportunities to express
opinions, and the extent of organisational support.

2. The professional development strategy at LLC “In-
terbud”, focused on providing learning and career advance-
ment opportunities. This included training programmes,
professional development courses, and structured career
progression initiatives. The strategy was assessed based
on employee participation rates in these programmes, im-
provements in professional competence, and the impact on
motivation through career prospects.

3. The non-financial incentives strategy at PrJSC HC
“Kyivmiskbud”, is aimed at motivation through employee
recognition, strengthening their role within the team, or-
ganising team-building activities, and fostering a support-
ive environment for personal development. The strategy
was evaluated using criteria such as employee satisfaction
with managerial support, corporate culture, and the com-
pany’s commitment to social responsibility.

The potential applications of project management
software such as Trello, Asana and Slack were analysed.
Company documentation was also reviewed, including
news reports on the increasing construction costs of a po-
lice office by LLC “Interbud” (The construction of a new po-
lice..., 2023), a press release regarding the decision on the
recapitalisation of PrJSC HC “Kyivmiskbud” (Decision on
recapitalization..., 2024), and a press release on the financ-
ing mechanism for completing construction projects of
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PrJSC HC “Kyivmiskbud” and “Ukrbud” (The financing
mechanism..., 2024). A comparative analysis of motivation-
al systems was conducted, comparing those in Ukraine with
three other countries with developed construction sectors
(Germany, the United Kingdom, and the USA). Compara-
tive analysis methods were employed for this purpose. The
motivational tools used in these countries and their impact
on the efficiency of construction companies were studied.
The adaptation of these international standards to the spe-
cific conditions of each country was examined. Based on
this analysis, an algorithm was developed to stimulate high
productivity in the Ukrainian construction sector. This al-
gorithm included a system of financial and non-financial
incentives, professional training and development, and im-
provements to corporate culture. The algorithm was adapt-
ed for the analysed companies, taking into account their
size, structure, staffing needs, and specific work processes.

e RESULTS
The role, methods, and factors
of staff motivation in construction
Motivation is an internal process that drives a person to ac-
tion, to achieve specific goals, and to satisfy their needs. It
encompasses various factors that can be both external (e.g.,
financial rewards, and social recognition) and internal (a
sense of self-fulfilment, personal beliefs, and interest in the
work). Motivation is a crucial factor in ensuring high pro-
ductivity, effective teamwork, and the achievement of or-
ganisational goals, especially in construction, where tasks
are often complex and require maximum professionalism.
In construction companies, employee motivation plays a
key role in ensuring the successful completion of projects.
This is because success depends on the direct work of many
individuals, from the organisation of processes to the exe-
cution of technical tasks. If motivation is absent or insuffi-
cient, it can lead to decreased productivity, an increase in
errors, delays in work completion, and consequently, finan-
ciallosses and a decrease in the company’s competitiveness.
Effective motivation allows employees to feel valued,
increases their engagement, and reduces staff turnover.
This is particularly important in construction companies,
where frequent employee turnover can lead to addition-
al costs for training new staff and a decline in the quali-
ty of work performed. If employees are interested in their
work and derive satisfaction from completing their tasks,
they are willing to put more effort into achieving results.
Various methods exist for motivating employees in con-
struction companies. One of the most common is the use
of financial incentives: bonuses, pay rises, and perfor-
mance-based payments. These methods are directly linked
to the achievement of specific results and are often used
to encourage the completion of urgent tasks or the attain-
ment of defined goals. However, while financial rewards can
be effective in the short term, they are not always capable
of providing longterm motivation. This is because employ-
ees may become accustomed to a certain level of financial
payment and begin to take it for granted, which reduces
their incentive for even greater achievements.
Opportunities for professional development are also
an important motivating factor. Training programs, work-
shops, and advanced training courses not only contribute
to the development of employee skills but also to their
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loyalty to the company. If an employee sees that the com-
pany is investing in their development, it motivates them
to stay with the company and demonstrate a high level of
productivity. This is particularly important in construction
companies, as the rapid development of new technologies
and standards requires continuous learning and improve-
ment from employees.

Creating a system for employee participation in
management is also an important motivating factor in
construction companies. Including employees in deci-
sion-making processes, discussions about work processes,
or participation in corporate initiatives allows employees
to feel valued and recognise the importance of their contri-
bution to the overall result. This approach helps to increase
employee engagement and improve their attitude towards
work. Employee motivation in construction companies is
a crucial element for achieving high performance. It can
be both financial and non-financial, and it depends on the
company’s needs, the level of employee development, and
specific working conditions. The correct combination of
various motivational strategies allows companies to main-
tain a high level of productivity, reduce staff turnover, and
ensure the successful completion of projects.

Analysis of motivation strategies

in Ukrainian construction companies

LLC “PC Regional Construction Company” operates ac-
tively in the Ukrainian construction market, implementing
both commercial and public sector projects. The company
actively introduces innovative methods of employee moti-
vation, ensuring high productivity and efficiency at all stag-
es of construction. LLC “PC Regional Construction Compa-
ny” has implemented a system of financial incentives that
includes regular bonuses for completing projects within
specified deadlines, allowances for exceeding planned per-
formance indicators, and bonuses for saving material re-
sources. This strategy has demonstrated high effectiveness
in increasing labour productivity, as employees are directly
motivated to achieve specific results. For example, the reg-
ular payment of bonuses for the quality completion of pro-
jects has motivated over 80% of employees to exceed their
work targets. In addition, qualification allowances have
helped to attract more experienced employees, which has
positively impacted the overall efficiency of the company.

LLC “PC Regional Construction Company” also imple-
ments a strategy of involving employees in the managerial
decision-making process. Employees regularly participate
in project development and submit proposals for optimis-
ing work processes. Such mechanisms increase the level of
trust between management and staff, which contributes
to a better understanding of company goals and enhances
employee productivity. Research has shown that over 60%
of employees who participated in such programs reported
an increase in satisfaction with working conditions.

LLC “Interbud” also occupies an important position in
the Ukrainian construction market and is actively develop-
ing, and completing major infrastructure projects, includ-
ing the construction of police offices. At the same time, the
company continues to maintain a high level of motivation
among employees through a system of bonuses, opportuni-
ties for professional development, and comfortable work-
ing conditions, which contributes to maintaining work
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efficiency and improving the quality of services provided.
LLC “Interbud” actively develops a system of profession-
al training for its employees, offering advanced training
courses in modern construction technologies. The imple-
mentation of a continuous learning program has allowed
employees not only to update their knowledge but also to
feel supported by their employers. For example, about 70%
of employees noted that participation in training programs
increased their job satisfaction. At the same time, the com-
pany notes that this contributes to long-term staff loyalty,
as such initiatives strengthen the feeling of stability and
career prospects.

PrJSC HC “Kyivmiskbud”, one of the largest construc-
tion companies in Ukraine, is also facing the economic
challenges confronting the construction industry. In 2024,
the Kyiv City Council supported a decision to increase the
company’s authorised capital by 2.56 billion UAH to sta-
bilise its financial position (Moroz, 2024). PrJSC HC “Ky-
ivmiskbud” implements non-financial forms of incentives,
including recognition of employee achievements, organi-
sation of corporate events, and public praise. For example,
employees who achieve high-performance results are rec-
ognised at annual staff meetings. This increases employee
engagement, fosters a cohesive team, and improves morale
within the company. In addition, employee involvement
in such initiatives contributes to their long-term loyalty
and reduces staff turnover. Specifically, for PrJSC HC “Ky-
ivmiskbud”, the financial incentive system is implemented
through bonuses for plan completion. Productivity is as-
sessed by the number of completed projects and adherence
to work deadlines.

A significant problem identified was the lack of profes-
sional training and advanced training programs. At PrJSC
HC “Kyivmiskbud”, employees reported that only a small
portion of the staff had access to specialised training or
educational programs. This led to professional burnout
and job dissatisfaction among employees. The absence of
regular feedback mechanisms was also a common issue.
However, at LLC “Interbud”, although a staff training sys-
tem was in place, employees rarely had the opportunity to
express their suggestions for improving work processes or
working conditions. This reduced employee engagement
and created barriers to communication between manage-
ment and staff. Flexible bonus systems that consider the
individual contributions of employees can significantly in-
crease motivation levels. Organising internal training ses-
sions, advanced training courses, and internship programs
are effective motivational tools. The implementation of
an individual bonus program for the early completion of
projects at PrJSC HC “Kyivmiskbud” led to an increase in

labour productivity, improved work quality, and a rise in
employee satisfaction.

LLC “PC Regional Construction Company” has intro-
duced regular training sessions for staff, particularly in the
use of the latest construction technologies. Companies like
LLC “Interbud” and others can improve employee motiva-
tion through the regular recognition of their achievements,
the organisation of corporate events, and the creation of a
favourable working environment. Such changes will help
to strengthen employee trust in management and increase
their loyalty to the company. Regular meetings between
management and employees, as well as the creation of
platforms for exchanging ideas, can contribute to improv-
ing work processes. For example, PrJSC HC “Kyivmiskbud”
plans to organise quarterly discussions to gather sugges-
tions from staff. LLC “Interbud” regularly holds meetings
with employees to discuss project outcomes and improve
work processes, which contributes to increased produc-
tivity and team efficiency. LLC “PC Regional Construction
Company” has created an online platform for exchanging
ideas between employees from different departments, al-
lowing for the implementation of innovative solutions and
improved teamwork.

Creating an effective employee motivation system for
construction companies is a complex but necessary task
to ensure their competitiveness. The use of financial and
non-financial incentives, the development of professional
programs, and the implementation of feedback mecha-
nisms can significantly improve the situation. The imple-
mentation of these opportunities in companies such as LLC
“PC Regional Construction Company”, LLC “Interbud”, and
PrJSC HC “Kyivmiskbud” can serve as an example for other
enterprises in the industry. A distinctive feature of LLC “PC
Regional Construction Company”, LLC “Interbud”, and Pr-
JSC HC “Kyivmiskbud” is their ability to adapt to changes
in the market and effectively implement innovative solu-
tions in their operations. These enterprises adhere to the
principles of energy-efficient construction and focus on
customer needs even in times of crisis. Their experience
in developing new business areas, optimising processes,
and implementing socially responsible projects demon-
strates how existing opportunities can be successfully used
to achieve competitive advantages. This implementation
can serve as a useful example for other companies in the
construction industry, contributing to increasing their re-
silience to external challenges and the implementation of
effective management and production process organisa-
tion practices. It is important to consider in more detail the
motivational strategies used by the aforementioned com-
panies in Ukraine (Table 1).

Table 1. Types of motivational strategies in Ukraine

Description

Financial incentives

Use of financial rewards such
as bonuses, pay rises, and
performance-based payments

motivation on the size of the
reward, impact on satisfaction

Effectiveness criteria Analysis results

Effectiveness of financial
rewards, dependence of

Increase productivity in the short
term, especially for tasks with
clear goals. Loyalty depends on the
consistency and size of the reward

Providing opportunities
for training, career growth,
participation in workshops and
courses

Professional development

impact on career prospects

Improves employee competence
and engagement. Long-term loyalty
depends on real career growth
prospects. Requires financial and
time investments

Level of employee
participation, increase in
professional competence,
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Table 1, Continued

Strategy Effectiveness criteria Analysis results

Recognition of achievements,
organisation of teambuilding
activities, favourable
environment for personal
development

Nonfinancial incentives

Stimulates a positive atmosphere
and team spirit. Effective in the
absence of significant financial

resources. Impact on productivity is
indirect, through motivation

Level of satisfaction with
management support,
corporate culture, social
responsibility

Involving employees in decision-
making, and suggestions for
improving work

Participation in
management

Promotes a sense of importance
among employees, and improves
mutual understanding between
management and staff. Impact
on productivity depends
on the effectiveness of idea
implementation

Level of engagement,
satisfaction with the
opportunity to express
opinions, organisational
support

Source: created by the author

The use of effective motivational strategies in person-
nel management is a critical aspect that directly impacts
employee productivity, satisfaction, and loyalty to the
company. Various incentive strategies can significantly
improve business performance by fostering a positive work
environment, stimulating the development and growth
of employee professionalism, and ensuring a harmonious
balance of personal and corporate interests. However, to
further refine these strategies, it is worth evaluating the
impact of bonuses on different categories of employees:
for department managers, this could be the percentage of
tasks completed relative to the total volume, and for fitters,
the number of installed structures.

Recognition of achievements and the support of cor-
porate culture are also important motivational factors.
LLC “PC Regional Construction Company” implements a
similar system of financial incentives, but the main differ-
ence is that bonuses are awarded for the quality of work
performed. Professional development in the company is
focused on improving the skills of technical staff, which
allows for increased productivity after training. Recogni-
tion of achievements is also actively used through awards
at corporate events, which enhances team spirit and moti-
vation. Therefore, the effectiveness of motivational strate-
gies in these companies can be measured through produc-
tivity indicators, employee satisfaction levels, and changes
in staff turnover after the application of specific incentives.
Defining these indicators helps to more accurately assess
the impact of each strategy on the performance of con-
struction companies.

Investments made by construction companies often
relate to various aspects, such as equipment modernisa-
tion, the introduction of new technologies, staff develop-
ment, and infrastructure improvement. For example, LLC
“PC Regional Construction Company” invests in the pur-
chase of high-quality building materials and equipment,
and in the implementation of automated construction
process management systems. The volume of investments
in the purchase of building materials and equipment has
increased significantly in recent years, which allows com-
panies to improve the efficiency and quality of work per-
formed. In addition, significant funds are directed towards
the implementation of automated construction process
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management systems, which optimise operating costs and
facilitate project execution control.

To analyse the strategy of participation in manage-
ment, it is necessary to evaluate several key indicators, in-
cluding the effectiveness of achieving desired results, the
level of employee engagement, satisfaction with working
conditions, and the impact on long-term employee loy-
alty. The effectiveness of increasing labour productivity
can be assessed by comparing performance indicators
before and after the implementation of the strategy. The
level of employee engagement can be assessed through
an engagement index, which is determined by the number
of employees who actively participate in decision-mak-
ing, as well as those who have a high level of motivation.
Satisfaction with working conditions is assessed through
surveys where employees rate their work conditions on a
scale of 1 to 5. If the average satisfaction rating for work-
ing conditions is 4.2, this indicates a high level of satis-
faction among employees, which is a positive result for
the company. The impact on long-term employee loyalty
can be assessed through a loyalty index, which is meas-
ured by the number of employees who plan to stay with
the company for an extended period. If 80% of employees
plan to remain with the company for several years, this
indicates a high level of loyalty to the company, which is
an important factor for the stability and development of
the organisation in the future.

Comparison of motivational systems

in different countries

To create an effective algorithm for stimulating high labour
productivity in the Ukrainian construction industry, a com-
parative analysis of motivational systems was conducted in
three countries with developed construction sectors: Ger-
many, the United Kingdom, and the USA (Table 2). The fo-
cus was on the motivational tools used in these countries
and their impact on the efficiency of construction compa-
nies. Among the mechanisms studied, particular attention
was paid to flexible bonus systems, professional develop-
ment programs, training, feedback, gamification, corporate
volunteering, electronic platforms for task management,
performance evaluation systems, and programs for em-
ployee health and well-being.
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Table 2. Comparative analysis of motivational systems

Motivational tools
Flexible bonus systems, professional development programs, feedback Increased productivity, .mlnlmlsed
Germany . staff turnover, creation of a
systems, corporate volunteering -
favourable environment
. . Gamification, electronic platforms, health support programs, modern Employee engagement, process
United Kingdom .. $ . .
technology training transparency, job satisfaction
USA Performance evaluation systems, flexible bonuses, corporate volunteering, | High motivation, performance, and
health support programs development of social responsibility
The motivation of companies is primarily based on wages and bonuses,
while training programs and gamification are only beginning to gain Increased productivity, creation of
Ukraine popularity. Corporate volunteering and psychological support programs for | a favourable working environment,
employees, which are observed in other analysed countries, are insufficiently employee loyalty
implemented

Source: compiled by the author based on O. Pavelko et al. (2023), Z. Mustapha et al. (2024), Motivation and leadership practices around

the world research paper (2024)

In Germany, motivational systems are characterised
by clear structure and discipline. The main tools are flex-
ible bonus systems, which provide bonuses to employees
for achieving key performance indicators, such as complet-
ing projects on time or reducing costs. Flexible working
arrangements in Germany are generally characterised by
a clearer balance between professional and personal life,
where employees have significant freedom in choosing
their working hours and place of work, promoting their
greater independence and autonomy. Construction compa-
nies in the country typically set fixed working hours and
workplaces for their employees. However, some companies
may offer flexible working conditions, including the ability
to choose working hours or place of work, depending on the
specifics of the project and business needs. For example,
the report by International Labour Organization (2013)
stated that flexible working conditions can be implemented
to increase employee efficiency and engagement. However,
such flexible working conditions are not standard practice
in German construction and may be limited by certain con-
ditions or projects. In general, most construction compa-
nies in Germany adhere to traditional working hours and
workplaces, which align with industry requirements and
legislation. In Ukraine, despite progress, work flexibility is
often limited by corporate culture and traditions, which can
lead to less flexibility in organising work time and place.

Professional development programs play a significant
role, including training in energyefficient construction
methods and the use of digital technologies such as BIM. A
feedback system helps management to constantly interact
with employees, discussing their achievements and future
prospects. In Germany, the feedback system in construc-
tion companies often includes regular employee surveys,
interviews, and meetings with management to discuss work
efficiency and corporate culture. Additionally, many com-
panies use feedback tools through specialised platforms or
anonymous channels so that employees can express their
opinions and suggestions without fear of being identified.
This promotes transparency and interaction between em-
ployees and management, improving motivation and work
efficiency. In Germany, many construction companies use
specialised platforms or anonymous channels to collect
feedback from employees. However, this process is often
accompanied by bureaucratic barriers that can slow down
the efficiency of collecting and processing information.

Corporate volunteering contributes to team cohesion
and the development of social responsibility. Through such
initiatives, German companies achieve high productivity,
minimise staff turnover, and create comfortable working
conditions. Corporate volunteering in Germany is gaining
popularity as companies recognise its positive impact on la-
bour productivity. Involving employees in social initiatives
helps to increase their engagement and job satisfaction.
Engaging employees in volunteer programs can increase
their motivation and effectiveness, as they feel a great-
er sense of belonging to the company’s social initiatives.
Such activities contribute to the development of corporate
culture and strengthen team spirit among employees. The
implementation of corporate volunteering programs in
Germany is part of a broader corporate social responsibility
strategy, which includes supporting local communities and
promoting sustainable development. These initiatives help
companies not only improve their image but also achieve
high levels of productivity through employee engagement
and motivation.

Corporate volunteering in Ukraine is not as widespread
as in many Western countries, particularly the USA or the
United Kingdom. Reasons for this include the absence of
a tradition of corporate social responsibility, the underde-
velopment of volunteer programs in companies, and often
limited resources for implementing such initiatives. Many
companies, especially in the construction industry, focus
on short-term economic results rather than social projects,
which may reduce interest in developing corporate volun-
teering. However, with the development of corporate social
responsibility and the integration of such initiatives into
the strategic goals of companies, the situation may change.

In addition to bonuses, Germany employs professional
development programs, training, and corporate volunteer-
ing, which ensures a high level of employee engagement
and motivation through opportunities for the development
of new projects and the study of cutting-edge technolo-
gies. In the USA, gamification methods, loyalty programs,
bonuses for achieving results, and the provision of flexible
working conditions and insurance are widely used to moti-
vate employees (All you need..., 2022). Gamification in the
construction industry in the USA includes the integration
of game elements to motivate employees to complete tasks
on time and with high quality. Specifically, it involves in-
tegrating game elements such as points, leaderboards, and
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achievements to motivate employees to complete tasks on
time and with high quality. These tools allow for healthy
competition and increase employee engagement, improv-
ing their productivity and efficiency on projects.

In the United Kingdom, the emphasis is on innova-
tion and digital technologies. However, gamification is also
common and is implemented through the integration of
game elements into project management processes and the
enhancement of labour productivity. In construction com-
panies, applications such as BIM 360 may be used, which
allow for the integration of gamified tasks where employees
receive points and rewards for completing project stages
or adhering to schedules. The mechanism of influence on
motivation consists of increasing employee engagement
by creating competition, where everyone can “compete” for
status or bonuses, which positively affects their interest in
work and final results (Gamification in construction, n.d.).
Also, in the United Kingdom, an important aspect is the
support of employee health through medical insurance,
and the provision of corporate benefits such as sports
club memberships. Electronic platforms for task manage-
ment increase transparency and simplify communication
between employees and management. These platforms
include paid and free resources. For example, Trello and
Asana are paid online project management platforms that
allow for task management and real-time progress moni-
toring. On the other hand, Google Docs, Google Sheets, and
other similar tools are free software that can also be used
for task planning, reporting, and realtime collaboration.

Significant attention is paid to health support, includ-
ing psychological assistance programs, access to medical
services, and fitness centres. In the United Kingdom, some
construction companies provide annual gym memberships
to their employees as part of a well-being program. Most
companies also provide mandatory employee insurance
in case of accidents. Regarding psychological assistance
programs, many companies in the USA offer access to em-
ployee support services, including consultations with psy-
chologists, mental health support, and stress management
programs (Employee assistance programs, n.d.). Training
programs are also actively implemented, including leader-
ship and modern construction technology training. These
tools allow United Kingdom companies to ensure employee
engagement and satisfaction.

Motivational systems in the USA are focused on per-
formance and individualised approaches. The main mecha-
nisms are performance evaluation systems, which allow for
a clear definition of each employee’s contribution. Flexible
bonus systems stimulate both individual and team achieve-
ments. Corporate volunteering is used to develop social
responsibility, and health support programs cover mental
health, stress reduction, and sports activities. Gamification
promotes employee engagement by creating friendly com-
petition. Such systems allow American companies to main-
tain a high level of motivation and productivity.

Gamification in the USA and the United Kingdom
shares similarities, as both countries actively use it in the
education and business sectors to increase engagement
and motivation. However, in the USA, gamification is more
focused on technological innovation and international
platforms, such as mobile apps and online games, where
incentives often include competitions and rewards, linking
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participants to dynamic processes and outcomes. In the
United Kingdom, while gamification is also applied, more
attention is paid to its use in educational programs and
organisations to support teamwork, particularly through
learning platforms and challenges, where not only individ-
ual motivation but also team collaboration is important.

Corporate volunteering in the USA and Germany also
has its own characteristics. In the USA, corporate volunteer-
ing is an important element of corporate culture, often sup-
ported at the level of large companies that create programs
for employees that promote social responsibility through
active participation in volunteer projects. In Germany, cor-
porate volunteering is more focused on local initiatives,
and even at the legislative level, there are programs that
support volunteering among employees by encouraging
their participation in community projects. German compa-
nies place more emphasis on corporate social responsibility
through long-term volunteer projects that include ethical
and social goals, while in the USA, much of volunteering is
seen as a way to enhance image and interact with the pub-
lic. The basis of motivation in Ukrainian companies con-
sists of wages and bonuses, while training programs and
gamification are only beginning to gain popularity. Cor-
porate volunteering and psychological support programs
for employees, which are observed in other analysed coun-
tries, are insufficiently implemented. For Ukrainian con-
struction companies, organising training and educational
programs is an important part of the staff development
strategy, increasing their motivation and productivity.

One possible training option is a project management
training course in construction. Training topics may in-
clude the fundamentals of project management, the Agile
methodology, and the use of project management software
such as Asana and Trello (What is Agile..., 2024). Such
training can last 24 academic hours. Evaluation of results
is carried out through knowledge testing after training, as-
sessment of the ability to plan and implement a project,
and analysis of real-world case studies. This training has a
positive impact on employee productivity and motivation,
increasing project execution efficiency, improving work
process organisation, and reducing time costs.

Another important area is training in the implementa-
tion of BIM technologies in construction. It covers an intro-
duction to BIM, the benefits of using BIM in construction
and working with software such as Revit and AutoCAD. The
duration of the training can be 30 academic hours. Evalu-
ation of results includes practical work with BIM systems
and the completion of a project using them. The impact of
this training on productivity and motivation is expressed
in improved project accuracy, reduced errors, and improved
coordination between different stages of construction,
which positively affects the final results.

In addition, safety training at construction sites is an
essential training area. It covers safety standards, rules of
conduct at construction sites, and first aid in emergency
situations. This training is important for reducing injuries
and accidents at construction sites, which directly affects
employee motivation by creating a safe working environ-
ment. In Ukraine, companies, including PrJSC HC “Kyivm-
iskbud”, are actively implementing flexible bonus systems,
where bonuses depend on the results of completed projects
and their completion deadlines. Professional development
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programs, which contribute to improving employee quali-
fications and adapting to new technologies, play a crucial
role. Feedback systems allow for the effective adjustment
of motivation strategies in real time. Overall, the research
has shown that the application of international standards
and innovative motivational tools in construction compa-
nies in different countries allows for the achievement of
high work efficiency, increases employee engagement, and
promotes the sustainable development of the industry.

Mechanism for enhancing staff motivation

in Ukrainian construction companies

A system of financial and non-financial incentives, which
includes a combination of both. Financial incentives in-
volve a flexible bonus system depending on the completion
of individual or team tasks, such as completing a project by
a specified deadline or reducing material costs; allowances
for advanced qualifications, particularly for employees who
have successfully completed courses in modern construc-
tion technologies; and the introduction of a program for
partial reimbursement of medical insurance or transpor-
tation costs. Non-financial incentives include recognising
employee achievements through monthly “Best Employee”
nominations, public announcements of appreciation, or
the organisation of events to celebrate professional suc-
cesses. A system of additional days off for employees with
high productivity indicators has also been developed.

In construction companies, the motivation and bonus
systems are adapted to different categories of employees,
considering their functional responsibilities and level of
qualification. For directors and site managers, individual
bonuses are established for achieving strategic goals, such
as completing large projects within established deadlines
and with budget savings. Bonuses for this category can
be significant, depending on the tasks performed and the
results achieved. For department heads, incentives are de-
veloped for managerial achievements, such as process op-
timisation and ensuring compliance with safety standards
at sites, which can contribute to salary increases. For gen-
erally skilled workers, bonuses are awarded for individual
achievements, such as completing tasks within set dead-
lines or high-quality work. For unskilled workers, bonuses
may be small and depend on participation in training pro-
grams or improved productivity.

Employees whose duties involve physical exertion are
provided with additional payments for performing haz-
ardous or heavy work. Office staff bonuses often include
achievements in project organisation, communication, or
document management efficiency. The bonus system pro-
vides for salary increases for completing individual tasks,
such as accurate adherence to schedules, minimising er-
rors, or achieving defined standards. Team tasks, such as
the successful completion of projects within deadlines,
can stimulate a general bonus for the entire team. Regard-
ing advanced qualifications, for employees who complete
advanced training courses or certification, the salary may
be increased. If it concerns specialised and highly skilled
courses, such as BIM technologies or project management,
the additional payment may be significant. Reimbursement
for travel to remote sites is usually provided through com-
pensation for transportation costs or additional payments,
which may form part of the base salary. If sites are located

in hard-to-reach areas, the compensation may be signifi-
cantly higher.

Regarding the monthly “Best Employee” nomination,
this can be organised through corporate meetings or inter-
nal team meetings. Nominations are often accompanied by
the presentation of certificates, awards, or additional bo-
nuses, which motivates employees to achieve high results.
Appreciations can be announced at general company meet-
ings or during festive corporate events, creating an atmos-
phere of gratitude and support within the team. Additional
days off can be granted according to the work schedule or
the specifics of the sites. For example, if employees work in
remote areas, additional days off may be granted for diffi-
cult working conditions. This can be stipulated in the con-
tract or through the company’s internal rules system.

In the process of employee motivation in construc-
tion, it is important to clearly define the responsibilities
of each individual, starting with the evaluation of work
performance. For workers performing physically demand-
ing tasks, such as fitters driving piles, establish specific re-
quirements for the volume of work performed, for example,
the number of piles to be installed per shift. Then, evaluate
the effectiveness of their task performance, in particular,
compare the planned performance with actual indicators.
After that, determine the financial reward: for each addi-
tional task performed or overtime work, employees can re-
ceive bonuses or bonuses, which stimulate them to more
productive work.

Specifically, internal training sessions are organised
to teach the latest construction methods, such as working
with energy-efficient materials or using BIM technolo-
gies. These courses are relevant for design engineers, site
managers, architects, project managers, and economists.
To conduct them, it is advisable to involve lecturers with
practical experience, including representatives of leading
construction companies, consulting engineers, and tech-
nical university lecturers. Courses should be organised in
several stages: first, theoretical lectures where participants
can learn the basic principles of new technologies, fol-
lowed by practical sessions where participants will model
real projects using BIM technologies and analyse the en-
ergy efficiency of buildings. At the end of the courses, it is
necessary to conduct testing to check the level of material
absorption and issue certificates to participants.

In parallel with the courses, it is worth organising
workshops for construction company managers, as the suc-
cess of innovation implementation depends on their un-
derstanding of modern approaches. Workshops can cover
topics related to energy efficiency, digital technologies in
project management, and the use of BIM platforms to op-
timise construction processes. Topics such as: “Energy Ef-
ficiency in Construction: Modern Materials and Solutions”
(8 academic hours), “BIM Technologies: Optimising Design
and Construction” (10 academic hours), and “Digital Tech-
nologies in Construction Project Management” (6 academ-
ic hours) can be offered. Workshops can be held in company
conference rooms or technical universities where the nec-
essary infrastructure for practical sessions is available.

Additionally, external experts are involved in conduct-
ing workshops on project management or management in
construction, and internship programs are implemented
in foreign companies with subsequent knowledge sharing.
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These activities contribute not only to improving employ-
ee qualifications but also to strengthening their loyalty to
the company;, as they receive opportunities for professional
growth (Mantur-Chubata et al., 2022). An important aspect
is the improvement of corporate culture by creating a fa-
vourable internal environment that stimulates employee
motivation. It is proposed to regularly hold team-building
activities, such as corporate meetings, sports competitions,
or family days at construction sites. For example, organis-
ing a volleyball tournament between teams helped to unite
the workforce. Other measures included establishing an
open communication system between management and
ordinary employees through regular feedback, discussions
of working conditions and suggestions for improvement,
and creating conditions for social support of employees,

particularly through mutual aid funds to address financial
or social problems.

Communication between construction company em-
ployees can be maintained through groups in messaging
applications such as Telegram, where important issues are
regularly discussed and operational problems are resolved.
Specialised project management applications such as Trel-
lo or Slack, where employees can exchange information
and report on completed work, can also be used. Regarding
social support, aid funds are usually created by the compa-
ny or employee initiative groups and are funded through
contributions from the employees themselves or partially
by the company. In some cases, such funds may be support-
ed through company lending, particularly through partner-
ships with banks or other financial institutions (Fig. 1).

Step 1.
Preparatory
stage

Step 2.
Implementation of
measures to increase

motivation

Step 3.
Systematic
monitoring

Step 4.
Six month
effectiveness
evaluation

Step 5.
Long term
integration

\
Assessment of the company’s current state
Development of assessment tools
J
\
Clear definition of achievement criteria
Improvement of working conditions
Internships and professional development
J
\
Regular employee surveys
Monitoring of task completion
Identification of trends
J
N
Comparison of initial and current data
Implementation of adjustments
J
\
Support for a culture of improvement
Expansion of motivation programs
Regular analysisand adjustment
J

Figure 1. Algorithm for stimulating high productivity

Source: compiled by the author

The developed algorithm involved systematic moni-
toring of the effectiveness of motivational measures us-
ing indicators such as employee satisfaction ratings, the
number of tasks completed within specified deadlines,
and staff turnover rates. Six months after the mechanism’s
implementation, it was planned to evaluate these changes
and analyse production data. In addition, the algorithm
for monitoring employee satisfaction with working con-
ditions within the theoretical study included analysis of
scientific literature, available case studies, and reports on
similar topics. The monitoring frequency was determined
by analysing available data for a year or several years to
identify long-term trends.

Types of monitoring covered the analysis of theoret-
ical models of job satisfaction, metaanalysis of previous
empirical research results, and systematisation of data
from various industries. Methods included qualitative
analysis of scientific articles, comparison of key concepts
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within selected theories, and consideration of existing
satisfaction rating scales such as the job satisfaction sur-
vey or the Minnesota satisfaction questionnaire. Satisfac-
tion was measured by interpreting the results collected in
previous studies and adapting approaches to model the
impact of working conditions on overall employee pro-
ductivity and loyalty.

To improve the motivation of construction company
employees, it is necessary to apply a mechanism that con-
siders individual and team tasks, clearly defines achieve-
ment criteria, and offers appropriate rewards. For example,
providing employees with the opportunity to undertake in-
ternships at international companies or other major sites
enhances their professionalism and brings new approach-
es and ideas to the company. In the Ukrainian construction
industry, internship programs exist that provide employ-
ees with the opportunity to increase their professional-
ism and implement new approaches within the company.
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For example, CEMARK offers internships for engineers,
economists, accountants, and other specialists. Require-
ments for candidates include English language proficiency
at an Intermediate level or higher, willingness to relocate
within Ukraine, and the ability to work in a team (CEMARK
internship programme, n.d.). Selection takes place in two
stages: an online interview with an HR manager and a di-
rect supervisor. Also, the international company GIZ of-
fers a program for specialists in the construction industry,
which includes online training and a 3-week business ses-
sion in Germany (Offers from the partnering..., 2024). The
program is aimed at developing skills related to construc-
tion, architecture, and the implementation of innovative
solutions, particularly green technologies, in the process of
restoring Ukraine’s infrastructure.

Companies arrange internships through announce-
ments on their official websites, social media, and col-
laborations with educational institutions. They develop
internship programs that include theoretical training and
practical sessions under the guidance of experienced men-
tors. After completing the internship, an evaluation of the
results is conducted, and the best interns may be invited to
permanent employment with the company. Such initiatives
contribute to improving employee qualifications and intro-
ducing new ideas into the construction process, which pos-
itively impacts the development of the industry in Ukraine.

Regular surveys, questionnaires, and discussions of
workplace issues allow management not only to under-
stand the needs of their employees but also to identify
problems that may negatively impact productivity prompt-
ly. This approach allows for the creation of an atmosphere
of trust and mutual respect between employees and man-
agement, which positively affects productivity. Regular
surveys, questionnaires, and discussions of workplace is-
sues should take place at least once every six months to
allow management to promptly identify employee needs
and address issues that may affect productivity.

Furthermore, in the construction industry in Ukraine,
the ability for employees to independently plan their work-
ing hours could be a significant change in approaches to
work organisation, particularly at construction sites. In
some companies, especially smaller ones, employees often
remain on-site until the end of the working day, even if
everything planned for the day has been completed, due to
tradition or management requirements that they are pres-
ent until the end of working hours. This can lead to a loss
of motivation and a decrease in productivity, as employees
lack the flexibility and opportunity to finish the day when
the work is done. In larger companies, where there is a
clearer organisation of processes, there is sometimes more
freedom in planning working hours, but this depends on
specific conditions and the construction site.

To change this situation and improve motivation, com-
panies can implement a system in which employees have a
clear understanding of the scope of work for the day and
can finish work after completing all tasks. It is important
to maintain a balance and prevent a decrease in the qual-
ity of work, so a system for monitoring completed tasks,
for example, through specialised programs or reports, may
be useful for such companies. In addition, in large compa-
nies, a flexible work schedule can be applied, which allows
employees to finish work, when possible, which positively

affects their motivation and satisfaction. In small companies,
this approach can also be useful but will require significant
changes in internal organisation and management culture.

e DISCUSSION

The conducted research, aimed at creating an effective
staff motivation system for construction companies, has
demonstrated the significance of both financial and non-fi-
nancial incentives in ensuring high labour productivity. A
motivation system that combined financial and non-finan-
cial factors contributed to the development and mainte-
nance of effective work. Financial incentives, including sal-
aries, bonuses, and performance-based rewards, remained
the foundation of motivation. At the same time, non-fi-
nancial incentives, such as social recognition, professional
development opportunities, and participation in important
projects, became particularly significant as they created
additional motivational factors that increased employee
loyalty and contributed to the growth of their productivity.

A significant portion of research confirmed that a
comprehensive approach to employee motivation, which
considers financial incentives, professional growth, and
social recognition, contributes to achieving high efficiency.
For example, N. Saloid (2021) emphasised the importance
of a harmonious combination of financial and non-finan-
cial factors in Ukrainian construction companies, which
fully aligned with current findings. E. Soliman & H. Alt-
abtai (2021) and R. Taiwo et al. (2022) studied motivation
systems in construction companies and noted that employ-
ees responded better to individualised approaches to mo-
tivation that considered cultural characteristics. Similarly,
this research showed that adapting motivational practices
to national conditions is an important factor in increasing
productivity. S. Ivanytska et al. (2018) studied the imple-
mentation of innovative remuneration systems for con-
struction companies in Ukraine. They emphasised the need
to create a comprehensive motivational system that would
combine both financial and non-financial incentive tools.

The study by R. Skrynkovskyy et al. (2022) explored
the role of construction companies in the reconstruction
of Ukraine’s infrastructure in wartime. The authors em-
phasised that employees involved in socially significant
projects demonstrated increased motivation. Similar re-
sults were obtained in current research, where socially sig-
nificant tasks served as an important motivational factor.
0. Redkin et al. (2019) and V. Shvedun & L. Hren (2020)
focused on the importance of innovation policy and state
support for motivating construction industry employees.
Similar conclusions were made by N.V. Plys (2024), who
studied the involvement of construction companies in post-
war reconstruction projects in Ukraine, which has a signif-
icant impact on increasing employee loyalty. Despite the
general consistency of conclusions about the importance
of a comprehensive approach to employee motivation, cer-
tain differences between the results of the conducted study
and the articles of other authors were identified.

In the study by K. Saddiya & F.A. Aziz (2022), which
concerns motivation systems in construction companies in
Saudi Arabia, it was found that financial rewards and fear
of job loss contribute more to job satisfaction than they di-
rectly affect employee productivity. Data analysis, conduct-
ed using the Statistical Package for the Social Sciences 21,
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showed that to increase employee productivity, managers
should use methods such as recognition, praise, and public
compliments. These non-financial tools proved effective in
stimulating employees to productive activity. At the same
time, this study, conducted on the example of Ukrainian
construction companies, showed that in conditions of eco-
nomic instability and constant challenges, such as war or
post-war reconstruction, the importance of non-financial
incentives significantly increases. Social recognition, in-
volvement in projects that have national or public signif-
icance, and the opportunity to demonstrate their profes-
sional qualities influenced employee motivation even more
strongly than financial incentives.

A similar discrepancy was observed in the research of
M.B. Zailani et al. (2020), who studied motivational factors
in construction companies in Nigeria. In this study, the
main emphasis was also placed on financial factors such
as competitive salaries, favourable working conditions,
and financial rewards for achieving high results. The au-
thors concluded that non-financial factors, such as job se-
curity, reward and recognition, a sense of belonging, the
opportunity to develop skills, and challenging work, had a
significantly smaller impact on labour productivity. In con-
trast, this study noted that the effectiveness of Ukrainian
construction companies largely depended on the ability of
management to integrate financial and non-financial in-
centives into a unified motivation system. It is worth not-
ing that these discrepancies can be explained by cultural,
economic, and social differences between countries.

In Saudi Arabia and Nigeria, the level of employee
well-being is often determined by financial indicators,
which makes financial incentives dominant. At the same
time, in Ukraine, especially in the context of an economic
crisis, employees may seek additional motivation in forms
that go beyond financial rewards. In particular, a sense of
belonging to important social projects, the possibility of
professional and career growth, and the creation of a fa-
vourable corporate culture play a crucial role. These differ-
ences highlighted the need to consider national and cul-
tural characteristics when forming motivational strategies
for construction companies. At the same time, they con-
firmed that there is no universal motivation system, and
each model requires adaptation to the conditions of a spe-
cific market. The research showed that the implementation
of innovative approaches in staff motivation systems has
a significant impact on the labour efficiency of construc-
tion companies. In particular, the use of digital platforms
for managing task execution and exchanging ideas allows
for ensuring process transparency, increasing objectivity in
the calculation of rewards, and creating additional incen-
tives for employees.

Another aspect of innovative motivation was consid-
ered in the articles of Y.V. Pynda (2020), L. Shumak (2020),
and O. Taranych & A. Vyshnivska (2023), which explored the
peculiarities of the engineering labour market in construc-
tion in Ukraine and abroad. In particular, L. Shumak (2020)
analysed the features of engineering work in the construc-
tion industry, focusing on the impact of digital technolo-
gies on work organisation. The researcher emphasised that
the use of digital project management tools, such as BIM
systems, significantly increases the efficiency of engineers’
work. The researcher also stressed the need to integrate
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modern motivational mechanisms, including financial bo-
nuses for the use of innovative solutions. Y.V. Pynda (2020)
explored the international experience of organising the
work of engineers in construction, focusing on flexible
work schedules and the balance between professional and
personal life. The author noted that in countries with a de-
veloped construction sector, individualised approaches to
employee motivation are widely used, considering their
professional achievements. In addition, Y.V. Pynda (2020)
drew attention to the prospects of implementing gamifica-
tion systems to increase team productivity.

O. Taranych & A. Vyshnivska (2023) focused on re-
searching modern requirements for the motivation of
construction engineers in Ukraine, emphasising the im-
portance of adapting to international standards. In their
research, they proposed the introduction of new forms
of motivation, such as recognising professional achieve-
ments through rating systems and organising education-
al training. The researchers also noted that the further
development of engineering work depends on creating a
comfortable working environment and opportunities for
professional development. The current study partially
confirmed these findings, emphasising the importance of
creating conditions for continuous learning, professional
development, and participation in largescale infrastruc-
ture projects that provide employees with the opportunity
to develop professional skills and gain recognition for their
achievements.

Additionally, the research results aligned with the
conclusions of V. Vasiuta et al. (2021), who explored the
role of “green” construction in the development of small
businesses in Ukraine. The authors emphasised that partic-
ipation in projects involving the implementation of envi-
ronmentally friendly technologies stimulates employees to
greater engagement due to a sense of belonging to socially
important initiatives. The results obtained are consistent
with the conclusions of this study, namely, that an effective
staff motivation system should be based on a comprehen-
sive approach. In particular, it should include both financial
incentives and non-financial factors, among which inno-
vative technologies occupy a special place. Comparing the
results with the conclusions of other researchers confirmed
that the proposed motivation algorithms are relevant both
in a national and international context.

e CONCLUSIONS

Most Ukrainian construction companies use traditional
motivation methods, such as financial rewards and bonus-
es, which provide short-term productivity gains. However,
it was found that to achieve sustainable results, it is neces-
sary to combine these strategies with professional develop-
ment, non-financial incentives, and employee involvement
in decision-making processes. A comparative analysis of
motivation systems in Ukraine and other countries showed
that companies actively used professional development
programs and flexible bonus systems, which significantly
increased employee loyalty and work efficiency.

In the course of the research, the strategies of three
construction companies, LLC “PC Regional Construction
Company”, LLC “Interbud”, and PrJSC HC “Kyivmiskbud”,
were analysed. Key performance indicators related to the
effectiveness of achieving desired results, the level of em-
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ployee engagement, satisfaction with working conditions,
and the impact on long-term employee loyalty to the com-
panies were calculated and analysed. In particular, for LLC
“PC Regional Construction Company”, the participation in
management strategy was evaluated, for LLC “Interbud”,
the professional development strategy, and for PrJSC HC
“Kyivmiskbud”, the nonfinancial incentives strategy. Each
of these strategies was evaluated through established in-
dicators, such as the growth of labour productivity, active
employee participation in internal processes, the level of
satisfaction with working conditions, and loyalty planning
to the company.

An algorithm was constructed that allowed for the
calculation of these indicators based on data on labour
productivity, employee engagement, and satisfaction. A
comparative analysis of motivation systems in Ukraine and
other countries, particularly in Germany, the United King-
dom, and the USA, showed that these countries employed
more developed approaches to staff motivation. For exam-
ple, in Germany, flexible bonus systems, corporate volun-
teering programs, and electronic platforms for managing
task execution were actively used, which allowed employ-
ees to feel their importance and involvement in the deci-
sion-making process. In the United Kingdom, the focus was
on developing corporate culture and creating a favourable
climate for the personal development of employees, and in
the USA, gamification was actively used to improve results,
which contributed to achieving high motivation and in-
creasing the efficiency of company operations.
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Holovchenko

CTBOpEeHHSA CUCTEMU MOTUBALII NepcoHany 6yaiBeNnbHMX KOMMaHin:
afiIropuTMU CTUMYJTIOBaHHA BUCOKOI NPOAYKTUBHOCTI

Cepriit lonoByeHkKo

MaricTtp

KniBCbKUIN HaLlioHanbHUIM YHIBEpCUTET ByAiBHMLTBA | apXiTeKTypu
03037, npocn. MoBiTpaHux Cun, 31, M. K1ig, YKpaiHa
https://orcid.org/0009-0007-8032-3377

AwHorairisg. MeToro JoCTiIKeHHS 6y/I0 HaJaTy TPaKTUYHI peKOMeH Iallii s CTUMY/TIOBaHHS ITPOAYKTUBHOCTI IIepCOHAITY
OymiBeNbHUX KOMITaHii. [IpoaHaNi30BaHO MisVIbHICTh YKpaiHChbKMX OymiBeIbHMX KOMIaHiil, a came ToBapucTBO 3
obmekeHOI0 BimmoBiganbHicTIo «ITIK PerioHanbHa GyiBesibHa KOMITaHis», TOBapuCTBO 3 06MEKEHOIO BiIIOBigaIbHICTIO
«IHTepbyn», IlpuBaTHE akilioHEpPHe TOBAPMUCTBO XOJAMHIOBa KoMIMaHis «KMiBMiCbKOyI» Ta aJrOpPUTM ITiIBUILEHHS
MOTMBAallil JaHUX KOMIIaHiii. 34i/iCHeHO MOPiBHS/IbHMIA aHali3 MOTUBAIiiHUX CUCTeM B YKpaiHi Ta y CBiTi Ha mpuKIafi
Himeuunnu, Benukobpuranii, CIIIA, 3a pe3yapTaTaMi SIKOTO po3po6aeHO MeXaHi3M IiJBUIeHHS MOTMBAllil epcoHaty
s GymiBeNbHMX KOMITaHii B YkpaiHni. MoTuBallisl BUSBMIACS KITIOYOBUM (DaKTOPOM TiABUINEHHS MPOAYKTUBHOCTI
mpaili. 30KkpeMa, BUKOPUCTAHHS KOMOIHOBaHMX MaTepiaJbHMX Ta HeMaTepiaJbHUX CTUMYJ/IIB JO3BOJIMIO TOKPAIIATH
edektuBHicTE pob6oTH. [isIbHICTD KOMIIAHiM mMmigTBepamia eQ(eKTUMBHICTh CTpaTeriil, M0 CHPUSUIM TiABUIIEHHIO
MIPOAYKTMUBHOCTI Ta JIOSUILHOCTI MpalliBHMKiB. TOBapuCTBO 3 06MeXeHOI0 BifmoBinanpHicTo «I1K PerioHanbHa GyiBesbHA
KOMITaHisl» JOCSIIVIa MigBUINEHHS MPOLYKTUBHOCTI mpami Ha 15 % 3aBOsKM cucTeMi GOHYCIB i MOKpaIleHHI0 po6ounx
yMmoB. B ToBapucTBi 3 06MeEXeHOI0 BifmoBiganbHicTIO «IHTEPOYI» 3pocia 3aayueHicTh mpaniBHuKiB 1o 80 %, [IpuBaTHe
akIlioHepHe TOBapuCTBO XOAAMHIOBA KOMITaHisl «KMiBMiCcbKOYI» 36iTbIINIIO JIOSUTBHICTD CIIiBPOGITHUKIB Ha 70 % 3aBASIKA
HeMaTepiaJbHMUM 3a0X0UEeHHSIM. Bask/IMBUM aCIIeKTOM CTaJI0 BIIPOBAIKEHHS THYUYKMX G0HYCHYUX CYCTEM, IO BPAaXOBYBaIA
iHOMBiTyanbHi Ta KOMEKTMBHI MOCSITHEHHS TPAI[iBHMKIB. OCTiIKeHHS MiATBEpAWIO, IO MpodeciiiHe 3pocTaHHS,
HaBYaHHS Ta PO3BUTOK MPAIiBHUKIB CIIPUSUIM He JIUIIIE MTiJBUIIEHHIO iIXHbO1 KBasTidikariii, aye i 3MillHEHHIO JIOSZTbHOCTI
o koMmmaHii. HemaTepia/ibHi 3a0X0ueHHs, TaKi SIK BU3HAHHS OOCSITHEHb Ta OpraHi3allisi KOMaHAHUX 3aXO[iB, 3HAUHO
MiIBUITYBAIM MOPAJbHUI KJIIMaT i CIIpUS/IA 3ryPTOBAHOCTI KOJMEKTUBY. BITPOBAIKEHHSI CUCTEMU 3BOPOTHOTO 3B’SI3KY
Ta y4yacTh MPAIiBHMKIB Y IPUIHATTI pillleHb 3a6e3mevyBaiy GBI TiCHMIT 3B’SI30K MK KepiBHUIITBOM Ta ME€PCOHAIOM,
IO TO3UTMBHO BIUIMBAJIO Ha Pe3ylIbTAaTMBHICTh KOMIaHii. [IpakTuuHe 3HAYeHHS pOGOTM MOJATAE B ONMTHUMIi3allii
MOTMBAIIIfHUX CTpaTeriii IJsT MigBUIEHHST TTPOAYKTUMBHOCTI Ta JIOSUIBHOCTI MpalliBHMKIB OymiBeTbHMUX KOMIIaHii, 1m0
IIO3BOJIUTD TOCSITTU BUCOKUX PE3YAbTATIB, SHU3UTU IUTMHHICTD KaJpiB i CTBOPUTYU eeKTUBHY pobouy aTMochepy

KmouoBi cmoBa: mpodeciitHnii po3BUTOK; eeKTUBHICTh TMpailli; cUCTeMa 3a0XOUeHHs; CTpaTerii B YIpaBiiHHi; 06MiH
JIOCBigOM
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Abstract. Small and medium-sized businesses in Nigeria are beginning to recognise the importance of supply chain
management for economic growth, but they are still lagging behind in understanding the integrated supply chain
dimensions that drive remarkable changes in business processes and yield positive outcomes for improved service quality,
efficiency and cost reduction. The purpose of this study was to ascertain how supply chain management performance and
logistics relate to particular small and medium-sized enterprises in Ogun State, Nigeria. The adoption of a descriptive
survey methodology allowed for this. A systematic questionnaire was used to gather primary data. Both descriptive and
inferential statistics were used to analyse the data that was gathered. The data were described and summarised using the
descriptive analysis. The impact of the independent variable on logistics was evaluated using analysis of variance. The
strategy and flexibility of the supply chain were used to gauge the effectiveness of supply chain management. The results
demonstrate that logistics, as predicted by hypothesis one, has a major impact on supply chain flexibility. They also
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demonstrate that logistics, as predicted by hypothesis two, has a major impact on supply chain strategy. According to
the study’s findings, performance evaluation is crucial for businesses in order to assess how well they are accomplishing
their strategic goals, especially with regard to their supply chain and logistics operations. In order to gain a competitive
edge and improve their business performance, the study suggested, among other things, that small and medium-sized
enterprises embrace supply chain flexibility and make flexible, adaptable modifications to meet market demands. The
study’s findings will provide manufacturers, researchers, scholars, policymakers, students, and anyone else interested in
operations and production management with a better understanding of the effectiveness of comprehensive supply chain

and logistics management performance metrics

Keywords: distribution chain; flexibility; strategy; business performance; competitiveness

¢ INTRODUCTION

Small and medium-sized enterprises (SMEs) are not well-
versed in the principles of effective supply chain manage-
ment (SCM). SMEs have greater challenges with SCM pro-
cedures than do major corporations, as they strive to handle
and adapt to the growing complexity of markets, technol-
ogies and suppliers. The supplier, storage, production, dis-
tributor, retailer, and client have long been the focal points
of SCM, sometimes leaving out other crucial components
like quality control and logistics or traffic management. An
essential component of efficient SCM is tracking the move-
ment of both departing and incoming products. This traffic
management function manages schedules and makes de-
cisions about how and when to move, accounting for the
costs of different options, legal requirements, organisa-
tional needs regarding quantities and timing, and outside
variables such possible delays in movement. Ineffective
logistics planning has frequently caused major issues for
Nigeria’s SCM.

As for SCM, scholars defined it differently. The ma-
jority of research on SCM originates from the fields of op-
erations and logistics, with smaller contributions coming
from marketing, information systems, and technology. Al-
though SCM facilitates communication between suppliers
and end users, its primary objective is to deliver the correct
product at the right location at the right time. Significant
paradigm shifts have occurred in SCM and logistics around
the year 2021. Competitive pressure has fuelled the grow-
ing interest in SCM and logistics, which has ultimately el-
evated them to become a crucial component of organisa-
tional operations and strategy. It makes sense that these
organisational functions now play a larger role. As noted
by S.M. Shavarani et al. (2019) and A. Rejeb et al. (2020),
in order to remain competitive in a business environment
that is becoming more and more dynamic, companies must
effectively manage their supply chain and logistics opera-
tions. C.S. Tang & L.P. Veelenturf (2019) emphasised that
to deliver the right product to the right client at the right
time, organisations must constantly improve their SCM
and logistics systems. Historically, logistics has not been
viewed as a strategic source of competitive advantage, but
rather as an expensive but necessary cost driver for firms.
But when new technologies have emerged, businesses have
been able to take advantage of fresh opportunities and
gain a competitive edge. Scholars such as H. Treiblmaier et
al. (2020) and A. Rejeb et al. (2020) view that throughout
the supply chain the integration of new technologies has
the potential to enhance information sharing and make it
easier to monitor physical items.

As noted by K. Jermsittiparsert et al. (2019), SMEs are
enhancing their operational performance by managing

the supply chain more effectively. To maintain sustaina-
bility and competitiveness in a global setting, these com-
panies are innovating their internal processes. The supply
chain is a key element influencing how well a company
performs since it comprises businesses and activities en-
gaged in every stage of the process, from the creation of
goods or services to their consumption. By strengthening
the bonds between its companies to increase profitability
for everybody, the supply chain reaches its peak perfor-
mance. Through these strategic connections, SCM seeks
to increase company performance and competitiveness.
Stated differently, the secret to a successful supply chain
and business is to reinforce the tactics that have been de-
veloped within it. According to R. Lee (2021), since SMEs
are essential to the growth of the national economy, sup-
ply chain strategies must be introduced and implement-
ed in order to ensure their sustainability. Nonetheless,
compared to large organisations, these businesses fre-
quently have a poorer production efficiency ratio. Glob-
ally, logistics and SCM have become significant economic
drivers in the majority of countries, which boosts national
economies. The purpose of this study was to examine the
extent to which supply chain flexibility among a sample
of SMEs in Sagamu Local Government Area, Ogun State,
Nigeria, depends on logistics and to investigate the degree
to which supply chain strategy within these SMEs relies
on logistics. The study considered the following hypothe-
ses. H;,: Logistics has no significant effect on supply chain
flexibility. H,: Logistics has no significant effect on supply
chain strategy.

e MATERIALS AND METHODS

For this research project, a descriptive survey research de-
sign was chosen and was conducted within the period of
year 2021 to year 2023. Through primary data collection,
a descriptive survey research approach was employed to
gather information from the study population regarding
the current status of the phenomenon. SMEs with top,
middle and lower-level cadres that operate in Sagamu Lo-
cal Government Areas in Ogun State make up the study’s
target population. Thus, the 184 respondents who are the
owners/managers and supervisors of SMEs in Sagamu Local
Government Areas, Ogun State, comprise the population
of study for this research project. Using T. Yamane (1967)
methodology, a sample size of 126 respondents was chosen
for this research project from the 184 respondents in the
study region. 126 is provided as the sample size. Frequen-
cy counts and the straightforward percentage approach
of analysis were used to examine the respondents’ demo-
graphic data (Table 1).
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Characteristics Classification

Table 1. Demographic characteristics of respondents

Male 44.2
Gender Female 55.8
Below 25 years 25.0
26-35 years 45.8
Age 36-45 years 17.5
46-55 years 9.2
Above 56 years 2.5
Single 50.0
Marital status Married 43.3
Other 6.7
WAEC 16.7
NCE/OND/HND 28.3
Educational qualification Bachelor of Science/Bachelor of Arts/Bachelor of Education 34.2
Master of Sciences/Master of Business Administration/Master of Education 18.3
Others 2.5
0-5 years 39.2
. 5-10 years 44.2
Length of service 11-20 years 13.3
Above 20 years 3.3

Note: WAEC - West African Examinations Council’s certificate; NCE — Nigeria certificate in education; OND - ordinary national diploma;

HND - higher national diploma
Source: created by the authors

To obtain sufficient, relevant and trustworthy data, the
study used solely primary sources of information. Ques-
tionnaires are among the tools used in data collection. It
was anticipated that the primary data, which measured
SCM and logistics among particular SMEs, would live up to
the researcher’s expectations. However, the validity of the
primary data depends on how the research hypotheses turn
out. For this reason, the target respondents were given the
questionnaires, and they were also informed of the purpose
and goals of doing so in order to ensure the validity of the
information gathered about the research variables. Being
the easiest way of collecting data from the respondents,
copies of the questionnaire were distributed. The following
statements were included in the questionnaire. Logistics:
reduced warehouse costs; reduced obsolescence; faster or-
der processing speed; reduced inventory at all sites of sup-
ply chain. Supply chain flexibility: creating flexible organ-
isation in order to meet variety of customer and supplier;
managing reasonably the cost of switching from one sup-
plier to another; launching of new product at right time in
market. Supply chain strategy: providing quality products

and services; offering modular parts in competitive price;
using power of existing knowledge, ability and resourc-
es. The American Sociological Association’s Code of Eth-
ics (1997)wasused for conductingresearchwith respondent.

The study used a regression method of analysis to
interpret the research hypotheses and a straightforward
percentage method with a frequency distribution table to
display and analyse each questionnaire’s results as clearly
as feasible. Moreover, primary data collected via the distri-
bution of questionnaires were processed using Statistical
Package for the Social Sciences (SPSS) software. This made
it possible for the output and processed data to be shown
in tables for qualitative assessments and justifications of
the study variables. Analysis of variance (ANOVA) was con-
ducted. With the use of the linear regression analysis ap-
proach, the study’s hypothesised were examined.

e RESULTS AND DISCUSSION

Responses obtained from questionnaire items of the re-
search instrument are presented in Table 2. Here are the re-
sponses presented in line with research variables (Table 2).

Table 2. Analysis of questionnaire items

LOGISTICS
L1 Reduced warehouse costs 26.7% 41.7% 12.5% 10% 9.1%
L2 Reduced obsolescence 36.7% 31.7% 9.2% 8.3% 14.1%
L3 Faster order processing speed 55% 25.9% 3.3% 8.3% 7.5%
L4 Reduced inventory at all sites of supply chain 22.5% 35% 6.7% 19.2% 16.6%
SUPPLY CHAIN FLEXIBILITY
SF1 Creating ﬂgxible organisation in orde:r to meet 3759 46.7% 1.6% 75% 6.7%
variety of customer and supplier
SF2 Managing reasonably 'Fhe cost of switching from 28.3% 42.5% 4.9% 16.7% 3.3%
one supplier to another
SF3 | Launching of a new product at right time in market 59.2% 33.3% 0% 4.2% 3.3%
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Table 2, Continued

/N Statements Stronglly agree Ag;ee Unde3c1ded Dlsigree Stronglysdlsagree
SUPPLY CHAIN STRATEGY
SS1 Providing quality products and services 43.3% 42.5% 3.3% 4.2% 6.7%
SS2 Offering modular parts at competitive price 28.3% 43.3% 5.9% 17.5% 5%
SS3 Using power of existing knowledge, ability and 41.7% 43.3% 2.5% 6.7% 5.8%
resources

Source: created by the authors

H,,: Logistics has no significant effect on supply chain
flexibility. To test the hypothesis, the study adopted sim-
ple regression analysis where the scores of logistics were

regressed on the values of supply chain flexibility. The rele-
vant regression results for the hypothesis one are present-
ed in Table 3.

Table 3. Linear regression analysis showing effect of logistics on supply chain flexibility

Model summa

Model R R?

Adjusted R?

Std. error of the estimate

1 0.684° 0.647 0.644

0.61292

a. Predictors: (constant), supply chain flexibility

Model Sum of squares Df Mean square F
Regression 15.339 1 15.339 40.829
1 Residual 50.008 119 0.376
Total 65.347 120

a. Dependent variable: logistics

Unstandardised coefficients Standardised coefficients .
Model F Sig.
B Std. error beta
1 (Constant) 2.008 0.324 6.191 0.000
Supply chain flexibility 0.541 0.085 0.684 6.390 0.000

a. Dependent variable: logistics

Source: created by the authors

Table 3 demonstrates that the model’s R? of 0.647 indi-
cates that variations in supply chain flexibility account for
64.7% of the variation in logistics. One hypothesis for the
variation in logistics described by supply chain flexibility
(64.7%) is that there may be more factors affecting logistics
that the model did not account for. The model is statisti-
cally significant, according to the ANOVA results (F=40.83,
p=0.000, hence, p <0.05). The statistical significance and
favourable impact of logistics on supply chain flexibili-
ty are demonstrated by the standardised coefficients. The
findings of the simple regression model refute the null
hypothesis, H;,, which holds that supply chain flexibili-
ty is not statistically significantly impacted by logistics.
Thus, the null hypothesis is disproved. This implies that in-

creased logistics would arise from supply chain flexibility.
At the 5% level, the logistical coefficient was positive and
statistically significant. The positive correlation demon-
strated by the coefficient of logistics indicated that these
SMEs would gain 68.4% supply chain flexibility from a 1%
increase in their logistics. Therefore, the null hypothesis is
rejected and the alternative hypothesis is accepted. Logis-
tics, then, significantly improves supply chain flexibility.

H,,: Logistics has no significant effect on supply chain
strategy. To test the hypothesis, the study adopted simple
regression analysis where the scores of logistics were re-
gressed on the values of supply chain strategy. The rele-
vant regression results for the hypothesis one is presented
in Table 4.

Table 4. Simple linear regression analysis showing effect of logistics on supply chain strategy

Model

R

R?

Model summa
Adjusted R?

Std. error of the estimate

0.516

0.476

0.471

0.52781

a. Predictors: (constant), supp

ly chain strategy

Model Sum of squares Df Mean square F Sig.
Regression 13.840 1 13.840 36.227 0.000°
1 Residual 51.507 119 0.387
Total 65.347 120

a. Dependent variable: logistics
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Table 4, Continued

Coefficients?

Unstandardised coefficients Standardised Coefficients .
Model T Sig.
B Std. error B
. (Constant) 2.306 0.295 7.816 0.000
Supply chain strategy 0.477 0.079 0.516 6.019 0.000
a. Dependent variable: logistics

Source: created by the authors

Table 4 demonstrates that the model’s R? of 0.476 in-
dicates that variations in supply chain strategy account
for 47.6% of the variation in logistics. The possibility that
there may be more factors influencing logistics that the
model did not account for explains the variation in logis-
tics explained by supply chain strategy (47.6%). The model
is statistically significant, according to the ANOVA results
(F=36.227, p =0.000, hence, p < 0.05). The statistical sig-
nificance and positive impact of logistics on supply chain
strategy is demonstrated by the standardised coefficients.
The results of the simple regression model refute the null
hypothesis (H,,), which holds that supply chain strategy is
not statistically significantly impacted by logistics. Thus,
the null hypothesis is disproved. This implies that higher
logistics would follow from the provision of a supply chain
plan. The logistical coefficient was statistically significant
and positive at the 5% level. The positive correlation in-
dicated by the coefficient of logistics demonstrated that,
for every 1% increase in logistics, these SMEs would obtain
51.6% of their supply chain strategy from the improved
logistics. As a result, the alternative hypothesis is accept-
ed and the null hypothesis is rejected. Thus, supply chain
strategy benefits greatly from logistics.

The study looks at the connection between logistics
and SCM effectiveness among certain SMEs in Ogun State,
Nigeria. After the data was analysed and the hypotheses
were tested, the results showed that logistics significantly
affects the supply chain flexibility, as predicted by hypoth-
esis one, and that it also significantly affects the supply
chain strategy, as predicted by hypothesis two. The study
leads to the conclusion that businesses in the supply chain
collaborate with one another to make, distribute, and sell
different parts and raw materials in a network of produc-
ers and assembly manufacturers. Therefore, as a tactic to
promote SCM, SMEs can enhance their corporate financial
performance by optimising their organisational competen-
cy. Furthermore, the study found that an organisation’s
performance - particularly with regard to its logistics and
SCM - is crucial in assessing how well it is accomplishing
its strategic goals. SMEs can improve their core skills to
boost the performance of the supply chain and thus boost
their competitiveness in an environment where supply
chain rivalry is garnering attention. In addition, companies
can find new opportunities by researching and creating
new supply networks in the long run, as well as by enhanc-
ing their current supply chains in the short term.

Furthermore, the survey found that SCM gives busi-
nesses the capacity to set benchmarks for value-added
operations and assess the effectiveness of different supply
chain and logistics domains. Any business that wants to
stand out from the competition must focus on the crucial
field of logistics. The process of figuring out how to get
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inputs and turn them into goods and services in the most
effective and profitable way is known as SCM. SMEs should
embrace supply chain flexibility to create flexible and agile
adjustments that meet market demands and provide them
a competitive edge and better business performance. In
order to maximise their total performance, organisations
should aim to implement the most successful and efficient
SCM strategy. Finally, in order to provide services that are
tailored to the needs of their clients, SMEs should be cus-
tomer-focused or attuned to the demands of the current
markets. Naturally, the first step should be to choose relia-
ble suppliers who can fulfil delivery commitments. In order
to guarantee that the products placed on the market satisfy
both customer expectations and the intended standards,
the management must work to make sure that the quality
control is a routine activity.

The findings presented here corroborate those of
A. Chandak et al. (2019), who claimed that, depending on
an organisation’s research, technology commercialisation
and marketing capabilities, supply chain strategies can
enhance overall business success. Supply chain strategies,
in particular, can enhance corporate performance through
cost reduction, quality improvement, enhanced delivery
performance, and flexibility through the optimisation of
each firm’s organisational skills. Furthermore, the results
corroborated the conclusions that logistics and other inde-
pendent factors (supply chain flexibility and supply chain
strategy) have favourable relationships. A case study of La-
gos State demonstrated that managers need to take into
account the bridge in its entirety rather than concentrate
on who just one facilitator or inhibitor for effective SCM.
Also, the findings agreed with R. Lee (2021), who shows
that supply chain strategy had a significant effect on SME
organisational competencies. Additionally, the researcher
analysed the mediating effect of organisational competen-
cies on the effect of supply chain strategy on overall busi-
ness performance.

M. Rahiminezhad Galankashi & F. Mokhatab
Rafiei (2021) defined SCM as the process of transforming
raw resources into end goods and delivering those items to
clients. In this sense, every SCM involves several flows (in-
formation, money and product) and components (suppliers,
manufacturers, distributors, retailers and customers). Con-
sequently, the goal of SCM is to take into account and man-
age each of these elements and flows simultaneously. More
research-related, SCM is experiencing a number of trends
and problems. Scholars such as S.A. Gawankar et al. (2019)
have focused more on SCM performance measurement
among these concerns. Additionally, SCM, encompasses the
information systems required to keep an eye on all of those
processes. The integrated philosophy of SCM is used to
control the distribution process from supplier to end user.
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Researchers such as A. Rojo-Gallego-Burin et al. (2020) and
S. Bag & M.S. Rahman (2023), who studied SCM, have used
supply chain flexibility as well as supply chain strategy.

P. Centobelli et al. (2020) noted that many organisa-
tions have embraced supply chain flexibility to create flexi-
ble and adaptive adjustments to meet market requirements
because the supply chain operates in an uncertain environ-
ment. This has allowed them to gain a competitive edge
and improve their business performance. The idea of sup-
ply chain flexibility, according to P. Centobelli et al. (2020)
and J.J.-E. Yoo & M. Cho (2021), should be viewed as mul-
tidimensional and operationalised by many aspects, such
as product flexibility and volume flexibility. Supply chain
flexibility is widely acknowledged to be a multi-dimen-
sional construct, even though its precise definition and di-
mensions are unknown. A comprehensive definition would
encompass the flexibility aspects that are necessary for all
supply chain actors. Moreover, J.J.-E. Yoo & M. Cho (2021)
suggested that not all supply chain organisations can at-
tain the same degree of flexibility since supply chain flexi-
bility is a particular organisational capacity.

According to K. Yu et al. (2018), gaining a competitive
edge in an organisation solely through internal develop-
ment is challenging. Businesses must figure out how to
acquire new capabilities in order to adapt to changing
conditions and heightened global. Corporate supply chain
strategies are important tools for enhancing performance
and innovation. These strategies can assist businesses in
growing and adapting to environmental changes. An SCM
strategy can therefore assist businesses in overcoming
these obstacles. According to R. Lee (2021) and I. Kryvo-
vyazyuk (2023), demand and supply planning is a vital
component of vendor-managed inventory, enterprise re-
plenishment planning, collaborative planning, forecasting,
and replenishment, warehouse management systems, and
outsourcing strategies. It has also been applied in a vari-
ety of organisational relationships in the supply chain.
These strategies facilitate factors that enhance corporate
performance. A mutually accepted inventory level can be
established in terms of vendor-managed inventory through
strong information flow across inter-firm interactions.

A. Ali et al. (2020) defined logistic as the process of or-
ganising, putting into practice and managing the economi-
cal and efficient movement of raw materials, finished goods,
in-process inventory, and associated data from the point of
consumption to the point of origin with the intention of re-
covering value or disposing of waste properly. According to
this concept, the first step in logistics can be taken by dis-
tributors, retailers, and internal organisation resources that
can be used to gather and repurpose manufacturing wastes
or product side materials. J. Euchi et al. (2018) referred
logistics to the procedure focused on the management of
returned goods awaiting recovery via processes such as
reusing, fixing, recycling or awaiting complete disposal.

J. Bor (2020) defined logistics as the process of trans-
porting things backward in order to capture value and
carry out appropriate disposal, remanufacturing, and re-
furbishment activities. According to Y. Zhang et al. (2018),
it is “the process of moving goods from their typical final
destination for the purpose of recycling, reuse, capturing
value or proper disposal”. Logistics refers to the range
of tasks carried out following a product’s sale, including

maintenance, repair and recycling, with the aim of recov-
ering or appropriately disposing of the product’s value.
M. Farouk & S.M. Darwish (2020) noted that a company’s
handling of items returned to the manufacturer by a cus-
tomer fall under the category of logistics. This includes all
the processes involved in deciding what happens to the
returned goods. In order to guarantee environmentally re-
sponsible disposal while also generating revenue through
recycling or resale in the secondary market, the logistics
process entails a number of operations that must be com-
pletedinorderto gatherold,unwanted or disposal products.

The study made the following recommendations in
light of its key findings and conclusions: the findings re-
vealed that logistics capabilities significantly impact sup-
ply chain flexibility. Efficient logistics systems enable SMEs
to adapt quickly to market changes and disruptions, ensur-
ing continuous operations and customer satisfaction. The
study found that logistics plays a critical role in the overall
supply chain strategy, influencing performance outcomes.
Enterprises with streamlined logistics operations report-
ed higher levels of productivity, faster delivery times and
reduced operational costs. Policymakers must focus on
improving infrastructure such as roads and power supply
to support the logistics operations of SMEs. Additionally,
government-backed initiatives can promote access to af-
fordable financing for logistics upgrades. Implementing
sustainable logistics strategies, such as eco-friendly trans-
portation and optimised delivery routes, can reduce oper-
ational costs and align with global trends toward sustain-
able business practices. SMEs should adopt supply chain
flexibility to create agile and adaptable changes to meet
market demands in order to gain a competitive edge and
improve business performance. In order to fully optimise
their overall performance, organisations should aim to
adopt the most effective and efficient SCM strategy. SMEs
must be customer-focused or sensitive to the demands of
the current markets in order to provide services that are
tailored to the needs of the clients.

e CONCLUSIONS

The research’s findings led to the following conclusions.
On the basis of the study’s findings, it can be deduced that
businesses function as a chain of producers and assembly
manufacturers in the supply chain as they produce, distrib-
ute and market a variety of parts and raw materials. As a
result, as a strategy to aid SCM, SMEs can enhance their
corporate financial performance by maximising their or-
ganisational competence. The study came to the conclu-
sion that performance, particularly with regard to logistics
and SCM activities, is crucial for organisations to under-
stand how they are achieving their strategic objectives.
SMEs can improve their core competencies to increase the
performance of the supply chain and thereby enhance their
competitiveness in an environment where supply chain
competition is garnering attention. Additionally, business-
es can find new opportunities by exploring and developing
new supply chains over the long term while also short-term
enhancing their current supply chains.

The study concluded that SCA empowers organisa-
tions to establish benchmarks for identifying value-add-
ed operations and facilitates the measurement of perfor-
mance across various aspects of logistics and SCM. In the
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competitive landscape, each business must differentiate it-
self, particularly in the critical domain of logistics. SCM in-
volves selecting the most effective and profitable methods
to acquire inputs and transform them into goods and ser-
vices. This process inherently begins with identifying reli-
able suppliers capable of meeting deadlines. To ensure that
what is released onto the market meets both the desired
standards and the expectations of customers, management

to understanding how SMEs in Nigeria can enhance sup-
ply chain performance. The research will also offer practi-
cal insights for business owners, policymakers, and supply
chain professionals seeking to improve logistics efficiency
and achieve sustainable growth.
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must make efforts to ensure that quality control is a reg-
ular exercise. By focusing on local business environments
and specific logistical challenges, this study will contribute
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AHoTauis. Masti Ta cepensi mignpuemcrsa B Hirepii mounHaoTh yCBiZOMIIOBATM BasKJIMBICTh YIIPaBIiHHS JIAHIIOTaMU
TIOCTaBOK [/ eKOHOMIYHOTO 3POCTaHHS, ajle BOHM BCe Ie BiCTaloTh y PO3YMiHHI iHTEITPOBAaHMX acCIIeKTiB JIAHIIIOTIB
MOCTaBOK, SIKi CIIPMUYMHSIIOTH 3HAUHI 3MiHM B GisHec-Tipollecax i JaiOTh MO3UTUBHI Pe3yabTaTy IOAO TOKpaIeHHS
SIKOCTi TIOC/TYT, €(DeKTUBHOCTI Ta CKOPOUEHHSI BUTPAT. MeTOI0 1bOTO JOCTIIKEHHS OGy/I0 3'ICyBaT, K epeKTUBHICTb
YIIpaBJIiHHS JIAaHLIOTaMM [TOCTABOK Ta JIOTiCTMKA IOB'SI3aHi 3 KOHKPETHMMM MajMMM Ta CepeqHiMM MiAIIpueMCTBaMU
B mrati OryH, Hirepis. [Ist mporo 6Gysa 3acTOCOBaHa METOMOJIOTISI OMMCOBOTO OMUTYBAaHHS. [[jisi 360py MEPBUHHUX
JaHuX 6yJI0 BUKOPUCTAHO CUCTEMAaTH30BaHy aHKeTy. [IJig aHasisy 3i6paHux maHux 6yau BMKOPUCTAHI SK OMMCOBA, TaK
i indepenuiiiHa cratucTuKa. JaHi 6ynu onucaHi Ta y3araabHeHi 3a JOTIOMOTOIO OMMCOBOTO aHasi3y. By He3anexXHoi
3MiHHOI Ha JIOTiCTMKY OIL[iHIOBAaBCS 3a AOIIOMOTOI0 JMUCIepCiiiHoro aHaiiszy. CTpaTerisl Ta THYUKiCTh JIAaHIIOTA MTOCTaBOK
6y BUKOPUCTaHI IS OIiHKM e(eKTMBHOCTI YIIpaB/IiHHS JIAHIIOTOM TTOCTAaBOK. Pe3y/bTaTi MOKa3yoTh, 10 JIOTiCTHKA,
K i mepen6avana mepia rirmores3a, Ma€ 3HAUHMI BIUIMB HA THYYKiCTh JIAHIIOTa TTOCTABOK. BOHY TaKOXK JI€MOHCTPYIOTbD,
11O JIOTiCTMKA, SIK i Mepembavyasocs: APYrow riroTe3010, Mae€ 3HAYHMII BIUIMB HA CTPATETrilo JIAHIIOTA ITOCTAaBOK. 3TigHO
3 BMCHOBKaMM JOCTiIKEHHSI, OlliHKa e(PeKTUBHOCTI AisS/IbHOCTI Ma€ BuUpillajbHe 3HAYEHHS [J1s1 6i3Hecy, 1106 OLiHUTH,
HACKiJIbKM J06pe BiH Jocsrae CBOIX CTpaTeriuHmx Ifijieir, 0cO6IMBO MO0 JAHITIOTIB TTOCTABOK i JOTiCTUYHUX Omepaifiii.
Ilnst TOTO, MO0 OTPUMATH KOHKYPEHTHY MepeBary Ta MiABUIIUTY eheKTUBHICTb 6i3Hecy, JOCTiIKeHHsT 3aITpOTIOHYBaIo,
cepep iHIIIOTO, 06 MaJli Ta cepefHi MiAIPMUEMCTBA BUKOPUCTOBYBAIY IHYUKICTD JIAHIIOTIB TOCTABOK Ta BHOCUJIY THYYKI,
afarnToBaHi 3MiHM BiITOBiAHO IO BMMOT PUHKY. Pe3ynbTaTy MOCTiIKeHHS JOTIOMOXYTh BUPOOHMKAM, AOCTiTHUKAM,
HayKOBIISIM, TTOJIITMKAM, CTyJEeHTaM Ta BCiM, XTO IiKaBUTBHCSI OIepallisiMy Ta yIpaBAiHHIM BMPOOGHMUIITBOM, Kpalle
3p0O3yMiTH e(heKTUBHICTh KOMIUIEKCHUX ITOKA3HMKIB e(eKTMBHOCTI yIIpaB/IiHHS JJaHIIIOTaMM ITOCTABOK Ta JIOTiCTUKOIO
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Abstract. The study was conducted to assess the competitiveness of the tourism industry in the Lviv Region at the
international level and to develop strategies for its development in the current political and economic context. For this
purpose, a comprehensive approach was employed, including a SWOT analysis of competitiveness and comparisons with
other tourist regions. The study also developed strategies for entering new markets for tourism enterprises in the Lviv
Region, particularly through international partnerships, the creation of joint tourism programmes, and infrastructure
development. The study analysed the dynamics of the development of the tourism industry in the Lviv Region during
2022-2024, in particular the net income of tourism companies in 2024, which in the first half of the year amounted
to UAH 1.1 billion (19.1% of the total income of the industry in Ukraine), tax revenues of UAH 314.9 million (+27%
compared to 2023), and a record tourist fee of UAH 47 million. These figures reflect trends in domestic and international
tourism, the growth of the average length of stay of tourists, and the region’s adaptation to economic and security
challenges. The main results of the study included the identification of the strengths of the Lviv Region, such as its rich
cultural heritage, natural resources, developed infrastructure, and favourable geographical location. The Lviv Region
was found to be promising for the development of cultural tourism, gastronomic tourism, and ecological recreation. It
was established that the Lviv Region has significant potential to improve its position in the international market but
requires additional investment in the development of marketing strategies, infrastructure, and digital technologies.
A comparison with other tourist regions, such as the Tatra Mountains in Poland and the Karlovy Vary Region in the
Czech Republic, showed that the Lviv Region possesses competitive advantages in terms of cultural heritage and natural
resources but lags behind in infrastructure and the development of sustainable tourism. The strategies of these other
regions focus on improving infrastructure, developing integrated tourism products, and intensifying international
marketing, which represent important directions for the Lviv Region as well. This highlights the need for investment
in infrastructure development, the expansion of tourist routes, the improvement of transport accessibility, and the
enhancement of service quality
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¢ INTRODUCTION

The tourism sector is one of the key drivers of regional eco-
nomic development, contributing to the attraction of for-
eign investment, the creation of new jobs, and the improve-
ment of a country’s image on the international stage. With
its rich cultural and historical potential, convenient geo-
graphical location, and developed infrastructure, the Lviv
Region has significant opportunities for integration into
the international tourism market. However, tourism enter-
prises are facing new challenges in maintaining competi-
tiveness. These challenges include globalisation, econom-
ic instability, political restrictions, and competition from
other countries in Europe and within Ukraine. The need for
effective management is increasing as a result of the in-
tensification of foreign economic activity among tourism
companies. Such management can optimise resource use,
foster profitable partnerships with foreign companies, and
facilitate the creation of unique tourism products for inter-
national markets. Overcoming external obstacles, such as
currency fluctuations and visa restrictions that influence
tourist flows, is also of crucial importance.

The development of tourism enterprises is signifi-
cantly influenced by external economic factors, including
investment, regional institutions, and access to markets.
Y. Wu et al. (2022) examined the impact of regional insti-
tutions and foreign direct investment on the performance
of tourism companies in China, finding that institutional
quality enhances profitability, while foreign direct invest-
ment has a limited effect in the absence of appropriate
regulation. However, the influence of these factors on so-
cial efficiency remains insufficiently explored, necessitat-
ing further research. The issue of enhancing the compet-
itiveness of tourism enterprises remains highly relevant.
N. Malyarchuk (2021) analysed the impact of marketing
tools, concluding that the efficient use of resources and the
development of strategies based on marketing approach-
es contribute to the formation of competitive advantages.
Nevertheless, the interaction between internal and exter-
nal factors, as well as the influence of the socio-cultural
environment, has not been sufficiently studied and thus
requires additional scholarly attention.

Under modern conditions, the management of foreign
economic activities of tourism enterprises requires con-
sideration of numerous external and internal factors that
affect their effectiveness. A. Melnik & A. Mamchur (2020)
investigated the main factors influencing the functioning
of tourism enterprises in the context of foreign economic
activity. In their study, the authors identified demographic,
social, economic, scientific and technical, and internation-
al factors as having a crucial impact on the competitiveness
of enterprises in the global market. However, the integra-
tion of innovation strategies into foreign economic ac-
tivities and their influence on long-term competitiveness
remain insufficiently explored, highlighting the need for
further research in this area. The contemporary develop-
ment of sustainable tourism necessitates the consideration
of social, economic, and environmental aspects to enhance
competitiveness. D. Streimikiene et al. (2020) conducted a
literature review and concluded that innovations aimed at
environmentally responsible consumption reduce the neg-
ative impact of tourism and improve the quality of life in
local communities. Nonetheless, there remains a lack of

trust among consumers regarding environmental initia-
tives, as well as insufficient attention to the needs of el-
derly individuals and people with disabilities — issues that
require additional scholarly inquiry.

In the field of managing foreign economic activities
of enterprises, there is a growing need to improve strate-
gies for adaptation to the conditions of globalisation and
integration. V. Lagodiienko et al. (2022) examined the char-
acteristics of managing foreign economic activities within
the context of sustainable development. The authors found
that the effectiveness of foreign economic activities of en-
terprises is influenced by a range of external and internal
factors, including integration processes, structural trans-
formations within the international division of labour, and
the increasing role of the state in integrating into the glob-
al economic system. Nevertheless, insufficient attention
has been paid to mechanisms for reducing regional asym-
metry in foreign economic activities, which underscores
the need for further research aimed at developing tools to
harmonise regional development.

In the context of integration into the global econom-
ic space, an important task for enterprises is to increase
the efficiency of foreign economic activity management.
0. Kryvda et al. (2024) studied the mechanisms for manag-
ing the foreign economic activities of enterprises, particu-
larly the implementation of modern information systems.
The authors noted that the use of such systems enables
prompt assessment of enterprise performance and con-
tributes to the growth of profitability and competitive-
ness. However, the integration of innovative management
approaches under conditions of external environmental
instability remains insufficiently explored, which requires
further research aimed at developing adaptive manage-
ment strategies.

The growing interest in the relationship between
knowledge management and the competitiveness of tour-
ism enterprises highlights the need to study the integration
of theoretical approaches. H. Ogutu et al. (2023) examined
the relationship between knowledge, organisational cul-
ture, and competitiveness, based on resource-based, knowl-
edge-based, dynamic capabilities, and institutional theo-
ries. Their findings indicate that competitive advantages
are formed through unique knowledge, adaptability, and
innovation. Nevertheless, the integration of these theories
into a holistic approach to competitiveness management
remains underexplored, necessitating further research,
particularly regarding the influence of regional and sec-
toral characteristics on enterprise performance.

In the field of tourism, considerable attention has been
given to examining the relationship between competi-
tiveness and sustainability. V.T. Diaz-Padilla et al. (2023)
investigated the impact of sustainability on the competi-
tiveness of tourism destinations, using the Rasch method-
ology to assess progress towards the Sustainable Develop-
ment Goals (SDGs). The authors confirmed that countries
with higher levels of socio-economic development exhibit
stronger competitiveness indicators, and that the most sig-
nificant SDGs for tourism are those related to prosperity
and social guarantees. However, the study also revealed
a lack of attention to the assessment of SDGs concerning
marine resources and the effectiveness of international
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partnerships, highlighting gaps in measuring the impact of
sustainability on global competitiveness.

The purpose of this study was to examine the impact
of effective management of foreign economic activity on
the competitiveness of tourism enterprises in the Lviv Re-
gion within the context of globalisation and integration.
The objectives of the study were to analyse external and
internal factors that determine the competitive advantages
of tourism enterprises in the Lviv Region, as well as to de-
velop strategies for optimising foreign economic activity to
improve the efficiency of these enterprises’ operations in
the international environment.

e MATERIALS AND METHODS

To conduct a study on the competitiveness of tourism en-
terprises in the Lviv Region, a comprehensive approach
was employed, which included several methods for an in-
depth analysis of the factors affecting the development of
the industry. This approach considered both internal and
external factors, such as the economic situation, political
risks, and currency fluctuations, all of which have a direct
impact on tourist flows. The analysis of these factors pro-
vided a theoretical basis for assessing competitiveness at
the regional level. Statistical data from the literature were
analysed, including data related to tourist flows, invest-
ment levels in tourism infrastructure, and economic indi-
cators (Pavlish, 2013; Pankiv & Eliseeva, 2024). These data
facilitated the identification of key challenges that hinder
the attraction of more tourists, as well as opportunities to
enhance competitiveness. Statistical analysis also enabled
the assessment of the influence of factors such as infra-
structure, tourist services, and cultural resources on the
overall development of the tourism sector in the region.

The study utilised statistical data on the development
of the tourism industry in the Lviv Region, focusing on
indicators such as the net income of tourism companies,
tax revenues, and tourist tax for the period 2022-2024
(Voloshchak, 2023; Lviv Region is second..., 2024; Pin-
yazhko, 2025). An analysis of changes in tourist flows was
also carried out, including the dynamics of domestic and
international tourism, the average length of stay of visi-
tors, and the geographical structure of tourist flows (Tour-
ist tax..., 2024). A SWOT analysis was conducted to evalu-
ate the internal factors influencing the competitiveness of
enterprises. This method enabled the identification of the
strengths and weaknesses of the tourism infrastructure in
the Lviv Region, as well as the opportunities and threats
faced by tourism enterprises. The SWOT analysis helped to
define key areas for improving competitiveness, such as the
development of infrastructure — particularly transport and
communications — and the enhancement of the quality of
tourist services.

To assess competitiveness at the international level, a
comparison was made between the Lviv Region and other
tourist regions, in particular the Tatra Mountains in Poland
(Borkowski et al., 2021) and the Karlovy Vary Region in the
Czech Republic (Duraj et al., 2023). The selection of these
regions is based on their similarity to the Lviv Region in
terms of tourist resources and areas of tourism develop-
ment: the Tatra Mountains are a popular destination for
ski and nature tourism, while the Karlovy Vary Region
is renowned for its health resorts, making both regions
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relevant for comparison with the tourism potential of the
Lviv Region. The comparison was conducted according to
the following criteria: natural and recreational potential;
historical and cultural heritage; infrastructure (including
transport accessibility, the development level of the hotel
industry, sanatorium and resort infrastructure, and service
quality); tourist products and their diversity (availability
of tourist routes, excursion programmes, active, medical,
gastronomic, and festival tourism); development oppor-
tunities (potential for attracting investment, use of digi-
tal technologies in the tourism sector, and prospects for
international cooperation); challenges and limitations
(factors affecting regional attractiveness, such as environ-
mental threats, competition with other regions, seasonal-
ity of tourist flows, and economic risks). Additionally, to
provide a more detailed assessment of competitiveness, a
comparison was made between the Lviv Region and other
tourist regions of Ukraine, specifically the Transcarpathia
and Odesa regions. These regions were chosen due to their
distinct tourism specialisations, allowing for an evaluation
of the unique competitive advantages of the Lviv Region.
This approach enabled the identification of both common
and distinctive aspects of tourism market development in
various regions of the country.

In the course of the research, strategies were devel-
oped for tourism enterprises in the Lviv Region to enter
new markets, particularly aimed at attracting foreign tour-
ists and expanding the geographical reach of tourist flows.
A key focus of the strategy was on strengthening interna-
tional cooperation with tour operators and travel agencies
from other countries. Particular emphasis was placed on
the creation of joint tourist programmes with European
and international partners, enabling the Lviv Region to be-
come part of global tourist routes and to promote its cul-
tural, natural, and historical assets. The methods employed
allowed for a comprehensive assessment of the competi-
tiveness of tourism enterprises in the Lviv Region, identi-
fication of development opportunities, and determination
of priorities for future improvement. The integration of
findings from different methods provided a holistic analy-
sis of the situation in the tourism sector and facilitated the
development of practical recommendations for enhancing
competitiveness.

e RESULTS

The management of foreign economic activity is a com-
plex and multifaceted process that requires the integration
of various approaches to achieve the strategic goals of an
enterprise. Conceptual approaches to the management of
foreign economic activity are aimed at creating conditions
that ensure effective interaction between enterprises and
international partners, the optimisation of resource use,
and adaptation to changes in the external environment. A
systemic approach to the management of foreign econom-
ic activity considers the enterprise’s operations as a holis-
tic system, in which all elements are interconnected and
aligned towards achieving a common goal. This approach
is grounded in the analysis of both internal and external
factors that influence the enterprise’s activities. In the
context of the tourism industry, this implies that an en-
terprise must consider not only its own resources (mate-
rial, financial, and human), but also external factors such
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as international competition, legislative restrictions, and
the economic policies of partner countries. The systemic
approach also underscores the importance of integrating
foreign economic activity strategies with the enterprise’s
overall strategic goals. For instance, if a company focus-
es on attracting foreign tourists, its marketing strategy
should reflect the characteristics of target markets, includ-
ing cultural preferences and purchasing power (Kuzmenko
& Kostenko, 2018).

A strategic approach to the management of foreign
economic activity focuses on long-term planning and de-
termining development pathways that provide enterprises
with competitive advantages in the international market.
In the tourism industry, the strategic approach encompass-
es an analysis of promising markets, identification of key
partners, and the development of new products and services
that meet contemporary consumer demands. One example
of the strategic approach in practice is market diversifica-
tion, which mitigates risks associated with dependence on
a single region or category of customers (Zhyhalkevych &
Drahomoshchenko, 2021). The process approach involves
dividing foreign economic activity into distinct stages, each
aimed at achieving specific results. In the tourism industry,
these stages may include planning international partner-
ships, implementing joint projects with foreign operators,
monitoring the execution of agreements, and evaluating
the effectiveness of cooperation. The process approach en-
sures flexibility in decision-making and enables enterpris-
es to respond promptly to changes in the external environ-
ment. For example, if the economic situation in one of the
partner countries shifts, an enterprise can swiftly adjust its
plans and redirect resources to other markets (Kuzmenko
& Kostenko, 2018).

The adaptive approach is essential in dynamic exter-
nal environment. It focuses on the enterprise’s ability to
respond rapidly to changes in the economic, political, or
social landscape of partner countries. Tourism enterprises
that adopt this approach continuously monitor the exter-
nal environment, analyse emerging trends, and promptly
implement innovations to maintain competitive advan-
tages. For instance, during the COVID-19 pandemic, many
tourism companies were compelled to adjust their services
to new realities by developing domestic tourism products
or adopting digital solutions, such as virtual tours (Gerasi-
menko, 2013). The integration approach aims to unite all
components of foreign economic activity into a coherent
strategy that ensures maximum operational efficiency. In
the tourism sector, this approach entails close cooperation
with international partners, the development of transna-
tional projects, and the alignment of company activities
with international standards. Integration enables tourism
enterprises in the Lviv Region to attract additional re-
sources, broaden the geographical reach of their services,
and enhance brand trust at the international level (Kuz-
menko & Kostenko, 2018). The application of conceptual
approaches to managing foreign economic activity allows
tourism enterprises to enhance their competitiveness, uti-
lise resources more effectively, and adapt to the evolving
international environment.

The implementation of strategies and methods that
facilitate the integration of companies into the interna-
tional environment forms the foundation for the practical

application of conceptual approaches to the management
of foreign economic activities of tourism enterprises.
The constantly evolving nature of the tourism industry
requires the integration of multiple approaches to en-
sure effective performance. The ability of companies to
adapt their strategies to diverse markets is crucial for the
successful management of foreign economic activities.
Target market analysis encompasses demographic, eco-
nomic, and socio-cultural characteristics, as well as the
application of digital technologies for the positioning of
products and services. Global consumers can access in-
formation about tourism services through various digital
communication channels, including web platforms, social
networks, and contextual advertising. Furthermore, the
effectiveness of the strategic approach largely depends
on a company’s ability to develop and adapt products that
meet the specific demands of different markets (Cherchyk
& Lazhnik, 2021).

Cooperation with international partners represents a
vital component of foreign economic activity management.
This cooperation includes the creation of joint tourism
products, exchange of expertise, infrastructure develop-
ment, and participation in international events such as ex-
hibitions and forums. Key advantages of such partnerships
are the exchange of customer bases, enhanced brand cred-
ibility through association with recognised partners, and
the adoption of best management practices. A critical as-
pect of modern partnership management is the introduc-
tion of innovative technologies, such as CRM systems for
customer relationship management, online booking plat-
forms, and analytics tools for monitoring market trends.
The use of advanced technologies, including big data anal-
ysis, enables companies to better understand consumer
needs, while artificial intelligence (Al) facilitates the per-
sonalisation of offers and services. However, enterprises
face a range of challenges in the management of foreign
economic activities. These challenges include cultural
barriers related to differences in mentality and language,
economic instability arising from currency fluctuations
and political crises, and intense international competition,
which necessitates the continuous improvement of service
quality. Addressing these issues requires a systematic ap-
proach to managing foreign economic activities, incorpo-
rating innovative tools and adapting strategies to meet the
contemporary challenges of globalisation.

The foreign economic activity of tourism enterprises
in the Lviv Region is a key factor in the region’s economic
development, underpinned by its significant potential for
tourism and recreation. The geographical location, rich
historical heritage, and natural resources of the Lviv Re-
gion contribute to the growth of various forms of tourism,
including cultural and educational, medical, ecological,
gastronomic, and ski tourism. Nevertheless, the current
state of the tourism industry in the Lviv Region requires
thorough analysis, taking into account factors influencing
both internal and external aspects, as well as the develop-
ment of strategic directions aimed at enhancing the re-
gion’s competitiveness.

In 2020, the Lviv Region was visited by more than
533,000 tourists, of whom approximately 118,000 were
foreign visitors. The main countries of origin of these vis-
itors were Poland, Turkey, Germany, the USA, the United
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Kingdom, and Italy. The foreign economic activity of tour-
ism enterprises in the region is focused on integration into
the global tourism market, attracting foreign tourists, part-
ners, and investments, and developing new tourism prod-
ucts. Currently, there are 106 hotels and similar accommo-
dation facilities in the Lviv Region, offering a total of 5,677
rooms, which enables the simultaneous accommodation of
a significant number of tourists. Additionally, the region
hosts 81 sanatoriums and boarding houses, contributing to
a total of 130 collective accommodation facilities. Howev-
er, only 8% of the region’s tourism potential is currently
utilised, indicating substantial reserves for future growth
(Pankiv & Eliseeva, 2024).

Key components of foreign economic activity in the
tourism sector include participation in international tour-
ism exhibitions, development of partnerships with foreign
tour operators, and the implementation of digital plat-
forms for regional promotion. In 2020, Danylo Halytskyi
Lviv International Airport welcomed approximately 84,000
foreign tourists, serving as a critical gateway for increasing
the influx of visitors. Furthermore, the region has launched
a mobile application “Lviv Region&GO”, designed to assist
tourists in accessing information about routes, hotels, and
attractions. In 2024, the tourism industry of the Lviv Re-
gion demonstrates stable development dynamics, despite
challenging external conditions. The Lviv Region ranked
second in Ukraine in terms of tourism revenues, reach-
ing approximately UAH 1.1 billion in the first half of the
year, which accounts for 19.1% of the total net income of
all Ukrainian tourism companies. Tax revenues from tour-
ism activities for January to September 2024 amounted to
UAH 314.9 million, representing a 27% increase compared
to the previous year. Nevertheless, the growth rate remains
relatively moderate in comparison to other regions (Lviv
Region is second..., 2024).

One of the key indicators of the financial efficien-
cy of the tourism industry is the tourist fee, which set a
new record in 2024, exceeding UAH 47 million (Pinyazh-
ko, 2025). This reflects a gradual recovery of the tourism
sector following the crisis years. For comparison, this fig-
ure was UAH 46 million in 2023, and UAH 41.4 million in
2022. It is also noteworthy that total revenues from the
hospitality industry of the Lviv urban territorial communi-
ty reached UAH 282 million in 2022, which marked a 15%
increase compared to 2021, when profits amounted to UAH
245 million. The share of the tourist fee that contributed
to the Lviv city budget in 2022 amounted to UAH 19.7 mil-
lion (Voloshchak, 2023). Regarding tourist flows, there has
been a significant shift in their structure. Domestic tourism
has become the primary source of income for the region,
as many Ukrainians now choose the Lviv Region as a safe
destination for recreation, due to travel restrictions abroad
and risks in other parts of the country. The share of Ukrain-
ian tourists in Lviv has increased from 40% to nearly 89%,
while the proportion of foreign tourists has substantially
decreased to 11-15%. Among international visitors, the
main countries of origin are Poland, Germany, the Czech
Republic, and the United States (Kmetik, 2023).

Significant changes are also observed in the duration
of tourists’ stays. While previously short trips of 2-3 days
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were typical, domestic tourists now stay in Lviv for an av-
erage of 3-7 days, and foreign tourists for 6-10 days. The
main factors influencing these changes include military
and security risks, economic restrictions on travelling
abroad, and the development of tourism infrastructure in
the region. The largest payers of the tourist tax in 2024
were Lviv (UAH 25.47 million), Truskavets (UAH 9.203 mil-
lion), and the Skhidnytsia community (UAH 2.782 million)
(Tourist tax..., 2024). These figures indicate that the tra-
ditional tourist locations of the region remain attractive
to visitors and that local infrastructure continues to adapt
to new conditions. Thus, the Lviv Region is undergoing a
transformation of its tourism industry, adapting to internal
and external challenges. The region not only maintains its
tourism activity but also demonstrates significant poten-
tial for further growth, reinforcing its role as one of the key
centres of tourism in Ukraine.

Despite these achievements, the tourism industry of
the Lviv Region faces a number of challenges. Economic
instability caused by the war has reduced tourist flows,
and the uneven distribution of infrastructure complicates
access to many attractions. Although there are more than
500 private estates in the region, a significant proportion
require modernisation. Furthermore, the poor condition
of roads and underdeveloped transport connections with
remote areas limit the region’s attractiveness to foreign
tourists. To overcome these challenges, several measures
must be implemented. First, the modernisation of infra-
structure, including road repairs and the creation of new
tourist routes, is essential. Second, the active use of dig-
ital technologies to promote the region in international
markets is critical. For instance, 3D virtual tours, which
gained popularity during the pandemic, can help attract
more foreign tourists. The prospects for developing for-
eign economic activity of tourism enterprises in the Lviv
Region are also connected with increasing the number
of tourism products aimed at foreign visitors. Recent re-
search has identified green tourism as a promising area
for the development of the tourism business in Ukraine
(Sevastyanov & Donchenko, 2023). For example, the de-
velopment of rural green tourism in the Drohobych dis-
trict, offering horse-riding routes, national cuisine, and
recreation in traditional villages, has already attracted
attention from tourists in Germany and Poland. Further
expansion of such tourism could significantly increase lo-
cal population incomes (Pankiv & Eliseeva, 2024).

Regarding foreign economic activity, it is important to
emphasise that it encompasses aspects such as the export
of tourism services, international financial transactions,
participation in international exhibitions, partnerships
with foreign companies, and the development of new tour-
ism products. Effective management of foreign economic
activity involves the integration of enterprises into the
international environment, which requires a strategic ap-
proach to planning and implementation. To gain a deeper
understanding of the current state of the industry and to
formulate strategic development directions,a SWOT analy-
sis was conducted. This analysis makes it possible to assess
the key strengths, weaknesses, opportunities, and threats
facing the tourism industry of the Lviv Region (Table 1).
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Table 1. SWOT analysis of the tourism industry of Lviv Region

Favourable geographical location

Insufficient development of tourism and recreational infrastructure

Rich historical and cultural heritage

Low level of financing of the industry

Natural and recreational potential

Inconsistency of the quality of tourist services with international standards

Experience in recreational activities

Disadvantages of international marketing strategy

Developed sanatorium and resort sector

Development of international cooperation

Opportunities (0) Threats (T)

Weak cooperation between state and private structures

Competition with other tourist regions

Growing demand for cultural, ecological and
gastronomic tourism

Political instability and economic crises

Use of digital technologies

Decline of architectural monuments due to lack of funding

Attracting investment in tourism infrastructure

Deterioration of the environmental situation

Creating new tourism products

Fluctuations in demand due to changes in international trends

Source: created by the authors based on L.V. Pavlish (2013), N. Pankiv & T. Eliseeva (2024)

As the SWOT analysis has shown, the Lviv Region pos-
sesses significant potential for tourism development, but a
systemic approach is required to address the existing chal-
lenges. Natural and recreational resources, historical her-
itage, and geographical location form a solid foundation
for further growth. However, the industry’s development
opportunities are currently limited by issues such as un-
derdeveloped infrastructure and insufficient marketing ef-
forts. The modernisation of infrastructure, improvement of
service quality, and strengthening of marketing strategies
can open up new opportunities, including enhanced inter-
national cooperation, the adoption of innovative technolo-
gies, and growing demand for cultural tourism. At the same
time, threats such as political instability and competition
from other regions require continuous monitoring and
effective management. A comprehensive approach to the
development of the Lviv Region’s tourism industry will en-
able it to become a leading tourist centre in Ukraine and
Europe. This approach should involve the integration of
modern technologies, enhancement of tourist service qual-
ity, promotion of cooperation between public and private
entities, and active attraction of investments into the re-
gion’s tourism infrastructure.

To increase the efficiency of foreign economic activ-
ity in the Lviv Region’s tourism sector, it is necessary to
implement a holistic strategy that includes infrastructure
modernisation, service improvement, the creation of com-
petitive tourism products, and targeted international mar-
keting. The joint efforts of government bodies, commercial
enterprises, research institutions, and civil society organ-
isations are essential for this process. The introduction of
digital technologies, such as CRM systems, online booking
platforms, and market analysis tools, represents an impor-
tant step forward. These technologies will enable tourism
companies to analyse data more effectively, anticipate
customer needs, and adjust offerings in line with market
trends. In the strategic planning of the Lviv Region, it is es-
sential to focus on increasing the region’s attractiveness as
a tourist destination at the international level, expanding
its brand, and creating favourable conditions for attracting
investment. The implementation of joint programmes with
international partners will contribute to the integration of
the region into the global tourism community, while also
increasing revenues from tourism services.

Continuing the analysis, an important task is to identi-
fy the most promising areas of tourism development, such
as ecotourism, gastronomic tourism, and the development
of sanatorium and resort recreation. To achieve a balance
between economic benefits and environmental sustaina-
bility, these areas should be incorporated into the region’s
overall sustainable development strategy. Thus, the Lviv
Region possesses all the necessary preconditions to become
a leading tourist centre both in Ukraine and in Europe. The
development of the tourism industry requires a systematic
approach, effective management of foreign economic ac-
tivity, and innovative methods of marketing and service
delivery. Only through such an integrated approach can the
full potential of the region be realised. As the analysis has
shown, achieving strategic goals necessitates the mobilisa-
tion of all available resources, strengthening cooperation
among market participants, and the active application of
modern technologies to promote the Lviv Region’s tourism
products at the international level.

Effective tourism industry development requires con-
sideration of not only the region’s internal resources, but
also external factors, particularly the competitive advan-
tages of other destinations. Competitor analysis in the
tourism market allows for the identification of weaknesses,
strengths, and opportunities to adopt successful practices.
It is important to compare the tourism potential of the Lviv
Region with that of other Ukrainian regions, such as Tran-
scarpathia and the Odesa Region, as well as with foreign
regions, notably Poland and the Czech Republic. Such a
comparative analysis provides insights into the competi-
tiveness of the Lviv Region, identifies promising directions
for the development of tourism services, and highlights op-
portunities for diversification of the tourism product and
infrastructure improvement. Moreover, incorporating the
experience of foreign regions that have successfully devel-
oped their tourism sectors will contribute to enhancing the
strategic framework for the sustainable development of the
Lviv Region’s hospitality industry.

The Lviv Region, Transcarpathia, and the Odesa Region
are three of Ukraine’s leading tourist destinations, each
distinguished by unique characteristics, substantial poten-
tial, and a diverse range of tourism types. However, each
of these regions also possesses specific advantages and
challenges that shape their competitive positions. Table 2
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presents a comparison of key aspects of the tourism po-
tential of the Lviv Region, Transcarpathia, and the Odesa

Region, allowing for the assessment of their respective
strengths and weaknesses, as well as development prospects.

Table 2. Comparison of the tourism potential of the Lviv, Transcarpathia and Odesa regions

Parameter

Natural and
recreational potential

Lviv Region

Health resorts (Truskavets,
Morshyn, Skhidnytsia), picturesque
landscapes of Carpathian Mountain

tourism is less developed

Transcarpathia

Carpathian Mountains, thermal
springs, mineral waters, national

parks, dense forests. Popular ski
tourism, hiking trails, river rafting

Odesa Region

Access to the Black Sea, estuaries,
Danube Biosphere Reserve,
therapeutic mud. Main emphasis
on beach holidays and ecotourism

Historical and
cultural heritage

Lviv - the cultural capital of
Ukraine (UNESCO heritage). A
large number of museums, castles,
architectural monuments. Popular
gastronomic and festival tourism

Castles (Uzhhorod, Mukachevo),
UNESCO wooden churches,
ethnographic features. Authentic
tourism with wine tastings

Rich cultural heritage, including
Odesa - a pearl of architecture,
unique festivals, Odesa Film
Festival, cultural and artistic events

Infrastructure

International airport, developed
road and railway network. Tourist
infrastructure of Lviv, Truskavets

and other resorts meets high
standards

Problems of transport accessibility
due to mountainous terrain.
Development of hotels, thermal
resorts, but overall infrastructure is
less developed

Developed transport and beach
infrastructure. Disadvantages
include uneven development of
tourist facilities in remote areas of
the region

Tourism products

Cultural and educational
tourism, gastronomic tours,
festivals, medical and health

tourism. Integration of historical
monuments with modern services

Ski tourism, eco-tourism, thermal
resorts, ethnotourism with an
emphasis on tasting local wines
and dishes

Beach vacation, gastronomic
tourism, ecotourism. Holding
international festivals and events,
emphasis on Black Sea resort
tourism

Opportunities for
development

Development of cultural and
gastronomic products, organisation
of new festivals, creation of
innovative tourist destinations
(castle tourism, inclusive tourism)

Expansion of ski infrastructure,
popularisation of thermal resorts,
activation of cross-border
cooperation for international
tourism

Increasing environmental
attractiveness, modernising
beach infrastructure, developing
ecotourism in combination with
increasing international marketing

Challenges

Oversaturation of tourists in
Lviv, insufficient promotion of
other districts, modernisation of
infrastructure in certain areas

Lack of developed transport
infrastructure, limited access to
investment, environmental risks

due to intensive nature use

Problems of coastal ecology,
uneven development of tourist
facilities, seasonality of main
tourist products

Source: created by the authors based on R. Slavik et al. (2020), O. Muzychenko-Kozlovska (2022), N. Pankiv & T. Eliseeva (2024)

The Lviv Region, Transcarpathia, and the Odesa Region
each possess distinct tourism potentials, shaped by their
unique natural, cultural, and infrastructural features. The
Lviv Region focuses primarily on cultural-educational and
medical-recreational tourism, while Transcarpathia offers
a unique experience through mountain tourism and ethno-
graphic tourism, and the Odesa region is renowned for its
international beach tourism. Although each of these regions
faces specific challenges, they also hold significant oppor-
tunities for development, which can contribute to increased
tourist flows both from within Ukraine and internationally.

Comparing the tourism potential of the Lviv Region
with the Tatra Mountains (Poland) and the Karlovy Vary
Region (Czech Republic) is particularly relevant due to
similarities in the focus and development of tourism ser-
vices. The Tatra Mountains in Poland are well-known for

their ski infrastructure, national parks, and active tourism,
which mirrors the natural and recreational potential of the
Carpathians located in the Lviv Region. In turn, the Karlovy
Vary Region serves as an exemplary model of health tour-
ism development, leveraging thermal springs and modern
tourist infrastructure, which presents useful insights for
enhancing medical and wellness tourism in the Lviv Region.
The analysis of these foreign regions offers an opportunity
to identify the key elements of their success and compare
them with the current state of tourism in the Lviv Region,
thereby outlining concrete ways to improve local tourism
products and services. To facilitate this comparison, Ta-
ble 3 presents an overview of the tourism characteristics
of the Lviv Region, the Tatra Mountains (Poland), and the
Karlovy Vary Region (Czech Republic), highlighting their
main features, competitive advantages, and key challenges.

Natural
features

Table 3. Comparison of aspects of the formation of the tourism potential
of the Lviv Region, the Tatra Mountains and the Karlovy Vary Region

Carpathian Mountains, mineral springs
(Truskavets, Skhidnytsia), temperate
climate, proximity to the Carpathians

Mountain landscapes, glacial lakes,
Tatra National Park with rich flora
and fauna

Thermal springs, picturesque
valleys, unique geomorphology
associated with volcanic activity

Tourist focus

Medical tourism (mineral water resorts),
cultural and historical excursions
(Lviv - UNESCO heritage)

Active tourism: hiking, skiing,
mountaineering, ecotourism in
nature reserves

SPA tourism based on therapeutic
mineral waters, cultural and
geotourism routes

Developed road and railway network,

Seasonal peak loads on infrastructure,

Luxurious SPA complexes, historic

Infrastructure | international airport, wide choice of S e . hotels, modern public transport,
.. . . limited amenities in remote areas . . -
accommodation in the city of Lviv international accessibility
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Table 3, Continued

Lviv city centre (UNESCO heritage), - . Historical SPA architecture, cultural
Cultural Limited cultural infrastructure, .
castles, temples, local gastronomy, . - monuments, film tourism (the
features . focused mainly on natural attractions
festivals famous Grandhotel Pupp)
Overcrowding with tourists in Lviv Seasonal congestion of tourist trails, | Dependence on SPA tourism and the
Challenges during the season, infrastructure gaps environmental threats due to large | need for diversification, preserving
in rural areas number of visitors the historical integrity of the region
Domestic and international tourists Nature lovers, active recreation and Visitors to spa resorts seeking
Target . . . . - . . >
. interested in medical and cultural ecotourism, mostly domestic and wellness and international tourists
audience . . ; . . . -
tourism partly international tourists interested in European traditions

Source: created by the authors based on K. Borkowski et al. (2021), M. Duraj et al. (2023)

The Lviv Region, the Tatra Mountains, and the Karlovy
Vary Region offer tourists a wide variety of opportunities,
each based on their distinct natural and cultural advan-
tages. The Lviv Region specialises in medical and cultural
tourism, actively leveraging its rich historical heritage. The
Tatras attract enthusiasts of active and ecotourism, while
the Karlovy Vary Region is recognised as a leader in spa
tourism, owing to its unique mineral springs. Cooperation
between these regions and the exchange of best practices
could serve as an effective strategy to enhance their tourist
appeal and competitiveness.

The development of the tourism industry in the Lviv
Region is significantly influenced by a range of external
economic factors that determine the region’s competi-
tiveness in the international tourism market. One of the
most decisive factors is visa policy, which plays a crucial
role in shaping international tourist flows. The visa-free
regime between Ukraine and the European Union, intro-
duced in 2017, has greatly simplified travel for citizens
of EU member states and neighbouring countries. This
policy has stimulated an increase in tourist arrivals from
Europe, particularly from Poland, Germany, Hungary, and
the Czech Republic. However, tourists from more distant
regions, including Asia, North and South America, and the
Middle East, continue to face visa barriers, limiting their
access to Ukraine (What does Ukraine’s..., 2019). This sit-
uation underscores the need for additional diplomatic ef-
forts aimed at simplifying entry procedures and expanding
tourism opportunities.

Furthermore, the political situation plays a critical role
in shaping the image of the country and specific tourist re-
gions. The ongoing war in Ukraine has negatively affected
the overall perception of Ukraine as a safe tourist destina-
tion, deterring many potential visitors. Nevertheless, the
Lviv Region, being geographically distant from active con-
flict zones, is widely regarded as a safe and attractive loca-
tion for recreation. To mitigate the negative impact of po-
litical instability, it is essential to actively promote the Lviv
Region as a safe and appealing tourist destination. This can
be achieved through participation in international tourism
exhibitions, forums, and targeted campaigns on social me-
dia, aimed at building a positive image and encouraging
international tourist flows.

Cooperation with international tour operators, trav-
el agencies, and transport companies plays a crucial role
in integrating the Lviv Region into the global tourism
market. The launch of low-cost airlines, such as Ryanair
and Wizz Air, has significantly increased the number of

international flights to Lviv, greatly improving the region’s
transport accessibility (Wizz Air opened..., 2020). Trav-
el companies in Lviv actively collaborate with European
partners, creating combined tourism routes that include a
stop in Lviv. Given the territorial proximity and historical
ties with neighbouring countries such as Poland, Hungary,
and Slovakia, special emphasis is placed on cross-border
cooperation. Notable examples of such routes include the
Lviv — Krakow — Prague — Wroclaw — Lviv bus tour, which
offers visits to several royal cities of Europe, including
sightseeing tours in Krakow (Market Square, Royal Castle),
Prague, and Wroclaw. Another popular route, Lviv — Buda-
pest — Héviz - Lviv, is a four-day tour connecting Ukraine
with Hungary, featuring overnight transfers between cit-
ies. These routes contribute to the development of inter-
national tourism and enhance the competitiveness of the
Lviv Region within the European tourism market. Efforts
to strengthen international cooperation and increase the
region’s tourist appeal are also facilitated through joint
tourism projects, festivals, and thematic tours. However,
during the period of full-scale war, the inflow of foreign
tourists has significantly declined, with most internation-
al visitors arriving for work-related purposes, such as hu-
manitarian aid, business engagements, or official tasks,
rather than for leisure tourism.

To ensure the stable and sustainable development of
the tourism industry in the Lviv Region, it is essential to im-
plement modern strategies that address both current chal-
lenges and emerging opportunities in the external environ-
ment. The main strategic priorities include: infrastructure
development, particularly through investment in modern-
ising transport connections, as well as the construction of
new hotels, recreational complexes, and tourist centres;
the creation of innovative tourism products, such as inter-
active itineraries, mobile travel applications, and inclusive
tourism offerings, which will attract new categories of vis-
itors, including international and special-needs tourists.

Marketing and promotion, active participation in in-
ternational tourism exhibitions, targeted advertising cam-
paigns on social media, and the use of modern digital tech-
nologies are essential tools for enhancing the Lviv Region’s
brand visibility on the international market. Equally im-
portant is the improvement of service quality through staff
training and the adoption of international service stand-
ards to meet the expectations of foreign visitors. Environ-
mental sustainability is also a critical aspect of tourism in-
dustry development, ensuring the preservation of natural
resources and the minimisation of negative environmental
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impacts. As tourism grows, a balance between economic
development and environmental protection must be main-
tained. External economic factors have a profound impact
on the development of the Lviv Region’s tourism sector,
presenting both challenges and opportunities for its ad-
vancement. Adaptation to global changes, effective inter-
national cooperation, and the implementation of modern
development strategies will ensure the sustainable growth
of the region’s tourism potential. A focus on service quality,
innovation, and environmental sustainability will be cru-
cial for the successful positioning of the Lviv Region on the
global tourism map.

The development of strategies for entering new mar-
kets is a key task to secure the sustainable growth of the
tourism industry in the Lviv Region and to enhance its
competitiveness internationally. The Lviv Region possess-
es unique potential owing to its rich historical and cultural
heritage, developed infrastructure, and geographical prox-
imity to European countries. This potential can be effec-
tively realised through strategically designed initiatives
that align with global tourism trends, target market char-
acteristics, and foreign economic influences. Diversifica-
tion of tourism products must be tailored to the interests
of various visitor categories and global industry trends. For
instance, special thematic tours can be designed for Euro-
pean tourists interested in historical monuments, includ-
ing visits to medieval castles in the Lviv Region, participa-
tion in historical festivals, and excursions through Lviv’s
old quarters. Additionally, gastronomic tours - featuring
local cuisine tastings, cooking masterclasses for traditional
dishes, and visits to regional wineries — may appeal to tour-
ists from Asia and the Middle East, where culinary experi-
ences are gaining popularity as a form of cultural tourism.
By diversifying tourism offerings and targeting specific
international markets, the Lviv Region can strengthen its
position as a competitive and attractive tourist destination,
contributing to both regional economic growth and inter-
national cultural exchange.

Especially during times of war, when air travel is limit-
ed, the creation of international rail connections is of stra-
tegic importance for attracting tourists to the Lviv Region.
Cooperation with international rail operators, such as PKP
Intercity (Poland), MAV (Hungary), and RegioJet (Czech
Republic), contributes to the launch of new international
routes, making it possible for tourists from various coun-
tries to travel directly to the region. For instance, direct
trains from Poland, Hungary, or Slovakia to Lviv could
significantly enhance tourist flows to the city by offering
convenient and safe travel options. In modern tourism,
digitalisation plays a crucial role in business development.
Travel companies in the Lviv Region should invest in online
platforms and services that enable tourists to book tours,
accommodation, and other services via the Internet. The
tourist experience can be significantly improved through
mobile applications that feature interactive maps, person-
alised routes, and practical tips for visitors. Additionally,
virtual museum tours and online excursions would help at-
tract remote audiences who are unable to visit the region in
person but are interested in its cultural heritage.

A powerful tool for promoting the tourism potential of
the Lviv Region is the use of social media platforms. Target-
ed advertising campaigns on platforms such as Facebook,
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Instagram, and TikTok enable precise targeting of potential
customers and help reach a broad international audience.
For example, advertising campaigns that showcase unique
festivals, traditional cuisine, and cultural events of the Lviv
Region can successfully capture the attention of tourists
from the EU, the USA, and Asia. Moreover, collaborating
with well-known tourism experts and influencers can fur-
ther contribute to shaping a positive image of the region
and attracting new visitors. Strengthening the position of
the Lviv Region in the international tourism market also
depends on compliance with international standards. The
implementation of high standards in areas such as hos-
pitality, catering, and excursion services enhances tourist
trust and contributes to building a positive reputation for
the region. For example, the certification of tourism servic-
es in accordance with international ISO standards or the
adoption of environmentally sustainable practices in hotel
operations would increase the region’s appeal to European
and international travellers.

The expansion of the business tourism segment rep-
resents an important direction for the development of the
hospitality industry in the Lviv Region. The organisation
of international business forums, conferences, and exhibi-
tions will contribute to attracting business tourists, who,
alongside participating in professional events, may also
take interest in the region’s cultural and gastronomic of-
ferings. For example, the establishment of modern con-
gress centres in Lviv and the hosting of international ex-
hibitions would not only attract investors but also foster
the development of local infrastructure, including hotels,
transport, and event services.

To enter new markets, cooperation with leading in-
ternational tour operators is a crucial strategy. Establish-
ing agreements with major global companies such as TUI
Group, CWT (Carlson Wagonlit Travel), Expedia Group,
Booking Holdings, as well as regional leaders like Polrail
Service (Poland), Cedok (Czech Republic), and American
Express Global Business Travel (USA), would enable the
integration of Lviv Region’s tourism products into global
travel networks. Joint programmes with prominent Euro-
pean tour operators, including TUI and Cedok, could focus
on cultural and educational tourism, positioning Lviv as an
essential stop in itineraries for visitors from Germany, the
UK, and France. Additionally, partnerships with American
Express Global Business Travel could facilitate the custo-
misation of tourism packages to meet the expectations of
American travellers, thereby broadening the region’s reach
into North American markets. By establishing such inter-
national collaborations, the Lviv Region can significantly
enhance its global visibility, diversify its tourist offerings,
and increase competitiveness in the international tourism
market. Such partnerships will contribute to forming a sta-
ble flow of tourists, expanding the geographical diversity of
visitors, and increasing the international recognition of the
Lviv Region within the global tourism market.

The implementation of international tourism pro-
grammes creates broad opportunities for establishing
partnerships with other countries. For example, joint tour-
ist routes connecting Poland, Hungary, Slovakia, and the
Lviv Region would attract foreign visitors by offering mul-
tinational cultural experiences. Additionally, the organ-
isation of joint sports and cultural events between these
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countries could serve as a powerful tool to stimulate the
development of international tourism. Participation in in-
ternational tourism festivals is another effective method
for promoting the Lviv Region. Inviting renowned artists,
chefs, and designers to participate in such events will draw
public attention and ensure international media coverage.
For instance, European star chefs could lead a gastronomic
festival, attracting professional culinary communities and
gastronomy enthusiasts.

The development of thematic tours represents a prom-
ising avenue for attracting tourists from various countries.
Specialised routes designed for history lovers, cultural ex-
change participants, and gastronomy enthusiasts will ap-
peal to a wider international audience seeking unique and
immersive experiences. The Lviv Region can offer diverse
thematic programmes, allowing visitors to engage deep-
ly with the region’s cultural, historical, and gastronomic
heritage. The implementation of these measures, includ-
ing the integration of digital technologies, collaboration
with international tour operators, the creation of unique
tourism products, and adaptation to international quality
standards, will enable the Lviv Region to strengthen its po-
sition in the global tourism market. These efforts will sup-
port the region’s sustainable development, attract new cat-
egories of tourists, and enhance overall competitiveness.

Developing strategies for entering new markets should
become a priority area for ensuring the long-term, sus-
tainable growth of the tourism industry in the Lviv Region.
The region’s extensive tourism resources, particularly
its historical and cultural heritage, medical and wellness
tourism potential, and geographical proximity to Europe-
an countries, provide strong prerequisites for establish-
ing a competitive advantage in the international tourism
market. However, to effectively realise this potential, it is
necessary to consider the influence of external economic
factors, such as visa barriers, currency fluctuations, and
global tourism trends. Addressing these challenges will re-
quire coordinated efforts and adaptive strategies to ensure
that the Lviv Region can fully leverage its opportunities for
international tourism development.

e DISCUSSION
The competitiveness of tourist destinations is a crucial fac-
tor in the development of the hospitality industry, as it de-
termines the ability of regions to attract visitors, stimulate
economic growth, and create new jobs. To ensure the sus-
tainable development of tourism, it is essential to consider
not only internal factors, such as infrastructure, cultural
resources, and service quality, but also external factors,
including global economic conditions, political situations,
and evolving tourist behaviour. The ability to adapt to ex-
ternal factors is critical for maintaining and enhancing the
competitiveness of tourist destinations, as well as ensuring
their economic resilience in a context of constant change.
The study by C. Camisén (2020) focused on analysing
the competitiveness of enterprises and regions, particular-
ly in the context of sustainable tourism development. One
of the core aspects of their research is the importance of
adapting tourism enterprises to external factors, such as
economic, social, and environmental changes, to maintain
competitiveness in a dynamic environment. This approach
aligns with the framework of the present study, which also

emphasised the role of external economic factors, includ-
ing the political situation, currency fluctuations, and visa
barriers, all of which directly affect tourist flows. A common
element identified in both studies is the emphasis on inter-
national partnerships. Both this and the current research
highlighted that cooperation with international partners,
particularly with tour operators and transport companies,
is a key mechanism for boosting tourist flows and enhanc-
ing regional competitiveness. Nevertheless, there are nota-
ble differences between the two studies. C. Camiséon (2020)
work focused more on the internal organisational aspects
of tourism enterprises, particularly their capacity for adap-
tation and innovation, as well as the development of new
products and services that meet the modern needs of tour-
ists. In contrast, the current study concentrated more on
external factors, especially the impact of the war on tourist
flows and the need for tourism enterprises and regions to
adapt to new geopolitical and economic conditions, re-
flecting the unique and challenging context of Ukraine.

The study by D.A. Gardan et al. (2020) focused on how
enterprises can adapt their strategies to maintain or en-
hance competitiveness during crisis situations. At the same
time, this study also highlighted the importance of effec-
tive interaction between enterprises and other market par-
ticipants, including suppliers, partners, and government
agencies, as a critical factor for successful adaptation to
new conditions. The authors emphasised the role of organ-
ic enterprise growth and adaptation to external changes,
including the use of digital technologies to improve cus-
tomer service and attract new consumer segments. Both
D.A. Gardan et al. (2020) study and the present research
agree that a key component of competitiveness is the abil-
ity of enterprises to swiftly adapt to market changes and
identify new opportunities for development.

N.V. Kuzmynchuk et al. (2023) examined the manage-
ment of foreign economic activities, focusing on the ne-
cessity for enterprises to adapt to the challenges of glo-
balisation and international market demands, particularly
through the creation of a favourable business environment,
modernisation, and innovative development. They under-
scored the importance of developing new management
strategies that incorporate effective legal and regulatory
mechanisms to support enterprises in navigating inter-
national markets. N.V. Kuzmynchuk et al. (2023) focused
on the systematic management of foreign economic ac-
tivities, with particular attention to infrastructure and fi-
nancial challenges in the context of international markets.
In contrast, the present study emphasised innovation and
scientific-technological advancement as primary drivers of
competitiveness, especially in the tourism sector.

The study by A.H. Tran (2022) focused on the concept
of dynamic competitiveness of enterprises in the tour-
ism sector, highlighting the importance of adapting to a
changing external environment and effectively utilising
resources to achieve sustainable competitive advantage.
A.H. Tran (2022) research also explored various aspects
of dynamic capabilities within enterprises, including the
capacity for creativity, innovation, and the integration of
external and internal resources. These ideas conceptually
align with the approaches presented in this study, which
also emphasised adaptability and the ability to integrate
diverse resources as key components of competitiveness.

« Development Management. 2025. Vol. 24, No. 1« 51



Strategies for managing foreign economic activity...

A.H. Tran (2022) examined the notion of dynamic capabil-
ity in depth, identifying five main components: creative,
adaptive, absorptive, cohesive, and market-oriented capa-
bilities, all of which enable enterprises to remain flexible
and respond effectively to market changes. In contrast,
while this study addressed specific strategies for integrat-
ing competitive aspects of enterprises, it placed greater
emphasis on strategic pathways for entering international
markets, without delving as deeply into the practical ele-
ments of dynamic capabilities that underpin competitive-
ness in operational contexts. Moreover, A.H. Tran (2022)
study adopted an empirical approach based on enterprise
surveys, providing a quantitative basis for analysis and a
deeper examination of the interrelationships between var-
ious dynamic capabilities and enterprise competitiveness.
By contrast, this study is primarily theoretical, focusing on
the development of strategic directions, particularly in re-
lation to international market integration, and less on em-
pirical assessment of dynamic capabilities.

In addition, the study by N.S. Shariffuddin et al. (2022)
aimed to review the competitiveness of tourism destina-
tions through a systematic literature review. Their work
identified key factors influencing the competitiveness of
tourism destinations and highlighted the importance of
understanding this concept from both visitor and service
provider perspectives. The authors concluded that there is
no universal set of indicators for measuring competitive-
ness, as it is a complex and multifaceted phenomenon en-
compassing both internal and external factors. Compared
to this study, N.S. Shariffuddin et al. (2022) focused more
on systematising the existing literature regarding key at-
tributes of competitiveness, including an analysis of estab-
lished models such as the Ritchie and Crouch model, and
pointed out the absence of a single standardised framework
for assessment. Nevertheless, both studies underscored
the importance of integrating demand-side (tourist) and
supply-side (service provider) factors to develop effective
tourism development strategies. While N.S. Shariffuddin et
al. (2022) study is more focused on theoretical and litera-
ture-based approaches to understanding the competitive-
ness of tourism destinations, this study placed greater em-
phasis on practical applications, including specific models
and strategies aimed at enhancing competitiveness in the
real tourism sector.

The study by X. Wang & D. Liu (2020) focused on the re-
lationship between tourism competitiveness and economic
growth in developing countries. The authors employed the
linkage ratio model and the information entropy weight
method to analyse this relationship across 56 countries.
Their findings indicated that, in many of these countries,
there is an inconsistent relationship between tourism com-
petitiveness and economic growth, with imbalanced devel-
opment particularly notable in several countries in Latin
America, East Asia, and the Pacific. However, X. Wang &
D. Liu (2020) focused primarily on quantitative analysis,
using statistical models to explore the connection between
economic growth and tourism competitiveness in the spe-
cific context of developing countries. The present study is
centred on formulating strategies for tourism development,
with a particular focus on integrating into international
markets and promoting the use of innovative technologies
to enhance competitiveness in the tourism sector. Similarly,
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the study by R. Purwono et al. (2023) examined the compet-
itiveness of tourism destinations, focusing on the roles of
infrastructure, sustainable development, connectivity, and
demand drivers in tourism sector growth. A central compo-
nent of their work is the analysis of the economic impact
of tourism through the Travel and Tourism Development
Index (TTDI), with a specific emphasis on the developing
economic contexts of Asian countries. While R. Purwono et
al. (2023) applied a structural equation modelling (SEM)
approach to investigate the relationship between tourism
performance and competitiveness specifically within Asian
countries, the present study adopted a broader perspective,
analysing a wider set of developing countries and focusing
on macroeconomic factors influencing tourism compet-
itiveness, rather than limiting the analysis to specific re-
gions or tourism development indices.

The study by A.S. Saleh et al. (2022) focused on as-
sessing foreign tourists’ perceptions of Qatar’s competi-
tiveness as a tourist destination. Using visitor survey data,
the authors identified key factors that influence Qatar’s
attractiveness, including natural and cultural resources,
infrastructure, accessibility, and service quality. Similarly,
the study by A. Salman & M.S. Hasim (2024) examined the
factors influencing Malaysia’s competitiveness as a tour-
ist destination, focusing particularly on the motivations
of Middle Eastern visitors and their perceptions of Malay-
sia as a destination. Their research highlighted the impor-
tance of security and the provision of high-quality hos-
pitality services, which are crucial for attracting tourists
from the Middle East. Both A.S. Saleh et al. (2022) study
and the present research emphasised the importance of
infrastructure, security, and accessibility as critical el-
ements in determining the competitiveness of tourist
destinations. In contrast, A. Salman & M.S. Hasim (2024)
study placed greater emphasis on socio-cultural and se-
curity factors, which are particularly significant for visi-
tors from the Middle East, and on evaluating destination
image and service quality. Thus, while they focused on
visitor perceptions, cultural sensitivities, and safety con-
cerns, this study is more concerned with the economic
dimension of tourism competitiveness, particularly re-
garding how tourism development contributes to broader
economic growth and stability through enhanced com-
petitiveness.

In the study by I. Mustetsa & S. Luchik (2023), particu-
lar attention was given to the management of tourism en-
terprises in Ukraine under martial law, focusing on specific
changes that have occurred as a result of the aggression by
the Russian Federation, and recommendations for manage-
ment practices in such extreme conditions. For instance,
the authors highlighted the importance of addressing the
psycho-emotional state of employees and entrepreneurs,
as well as the significant transformations in both external
and internal business environments, which strongly influ-
ence decision-making processes within the tourism sector.
Both I. Mustetsa & S. Luchik (2023) study and the present
research analysed the impact of external factors, such as
war, on the tourism industry, and underscore the necessity
for tourism enterprises to adapt to new realities. Further-
more, both studies examined strategies that enable tour-
ism enterprises to maintain competitiveness and stability
during times of crisis.
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The study of tourism destination competitiveness con-
sistently shows that the key factors for maintaining com-
petitiveness include effective infrastructure management,
the development and promotion of cultural and natural
resources, and the capacity to quickly adapt to changing
external environments. Numerous studies emphasised the
critical role of cooperation between public and private sec-
tors, as well as collaboration with international partners,
to stimulate tourist flows and ensure sector resilience.
Despite these commonalities, research also highlighted
differences in emphasis on particular aspects, such as the
use of economic models, visa policy barriers, and strategies
for enterprise adaptation in crisis situations. Therefore,
to ensure the competitiveness of tourist destinations, it is
necessary to integrate a variety of development strategies,
carefully balancing local characteristics with global trends.
This integrated approach allows regions to respond effec-
tively to challenges and leverage their unique assets to sus-
tain and grow their tourism sectors.

e CONCLUSIONS

The study of the management of foreign economic activ-
ity of tourism enterprises in the Lviv Region highlighted
several critical aspects that directly influence the compet-
itiveness of these enterprises in the international market.
Taking into account the realities of globalisation, the need
for innovative management approaches, and the impor-
tance of regional integration, the tourism sector of the
Lviv Region demonstrates significant potential for contin-
ued development. One of the key factors determining the
competitiveness of tourism enterprises in the Lviv Region
is the effective management of foreign economic activity.
The conceptual management approaches examined in this
study facilitate both the sustainable operation of enter-
prises and their adaptation to changes in the external envi-
ronment. Through the application of strategic, process, and
adaptive management approaches, tourism companies can
mitigate risks associated with global economic fluctuations
and strengthen cooperation with international partners.
In analysing external factors influencing the activities of
tourism enterprises, the study underscores the importance
of elements such as political dynamics, international cri-
ses, and economic volatility. Nevertheless, despite these
challenges, the Lviv Region possesses unique opportuni-
ties for tourism development, including its favourable geo-
graphical location, well-developed infrastructure, and rich
cultural heritage. Strategic management of foreign eco-
nomic activity allows tourism enterprises to leverage these
advantages, fostering their integration into international
tourism markets.

A crucial aspect addressed in the study is the imple-
mentation of innovative technologies to enhance both
management processes and the provision of tourism ser-
vices. Digitalisation, particularly through the use of CRM
systems and online platforms, can significantly improve
customer engagement and increase the competitiveness
of tourism businesses. Moreover, the development of
new tourism products targeted at foreign visitors plays a
vital role in expanding the geographical reach of the re-
gion’s tourism offerings. The findings of the study demon-
strated that, in 2024, the tourism industry of the Lviv
Region continues to show stable growth, despite facing

economic and security challenges. In the first half of the
year, the net income of tourism companies reached UAH
1.1 billion (representing 19.1% of Ukraine’s total tourism
sector income), while tax revenues increased by 27%, to-
talling UAH 314.9 million. Additionally, a record UAH
47 million was collected from the tourist tax, reflecting the
ongoing activity and resilience of the industry. The struc-
ture of tourist flows has also undergone notable changes:
the share of domestic tourists rose to 89%, while the pro-
portion of foreign tourists declined to 11-15%. Moreover,
the average length of stay increased, now ranging from 3-7
days for domestic tourists and 6-10 days for foreign visi-
tors. The primary factors contributing to these shifts in-
clude the ongoing war, currency fluctuations, restrictions
on international travel, and the development of regional
infrastructure. These findings highlighted the critical im-
portance of adapting tourism strategies in the Lviv Region
to address contemporary challenges and ensure sustained
competitiveness in the evolving global tourism landscape.

The SWOT analysis of the tourism industry in the Lviv
Region identified a range of strengths, weaknesses, op-
portunities, and threats that influence the performance
and development prospects of enterprises in this sector.
Among the key strengths are the region’s natural and rec-
reational resources, access to international markets, and a
well-developed transport infrastructure. However, several
weaknesses remain, including insufficient infrastructure
in certain areas, a low level of financial investment, and
a weak marketing strategy, particularly for international
promotion. To address these weaknesses, it is essential to
implement an integrated approach to development, which
should focus on the modernisation of tourism infrastruc-
ture, enhancing the quality of tourism services, and inten-
sifying marketing efforts at the international level.

Among the threats faced by the tourism industry are
the high level of competition in the global tourism mar-
ket, political instability, and the risks associated with
economic crises. Nonetheless, effective strategic manage-
ment can mitigate the impact of these threats. This can be
achieved through the development of innovative tourism
products, optimisation of marketing strategies, and the
strengthening of cooperation with international partners.
In conclusion, to ensure the sustainable development of
the tourism industry in the Lviv Region, a series of target-
ed measures is required. These should focus on improving
the management of foreign economic activities, intensi-
fying international marketing campaigns, investing in in-
frastructure modernisation, and introducing innovations
that meet contemporary market demands. Focusing on
these priorities will enable the Lviv Region to enhance
the competitiveness of its tourism enterprises, attract
new investments, and increase the flow of international
visitors. Ultimately, this will contribute to the economic
development of the region and strengthen the position of
the Lviv Region as one of the leading tourist destinations
in Ukraine and Europe.
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AHoraig. JIoctimkeHHs 6y/10 TPOBEIEHO 3 METOI0 OIiHKM KOHKYPEHTOCITPOMOXKHOCTI TYPUCTUYHOI Tany3i JIbBiBIIVHI
Ha MiKHapOJAHOMY DiBHi Ta pO3po6KM cTpaTeriit Aas il PO3BUTKY B yMOBAaX IMOTOYHOI TMOMITUYHOI Ta €KOHOMiUHOI
cutyariii. JIJist 11bOT0 6YJI0 BUKOPUCTAHO KOMIUIEKCHUIA MiaXiz, o BKaoyae SWOT-aHami3 KOHKYPEHTOCITIPOMOXHOCTI Ta
TIOPiBHSIHHS 3 i{HIIMMM TYPUCTUYHMMU perioHamu. Y HOCTiIKeHHI Takok 6y/0 po3pobieHo cTparterii BUXOAy Ha HOBI
PUMHKY IJ1s MiZIPUEMCTB TypUCTUUYHO]I chepy JIbBiBIIMHM, 30KpeMa uepe3 MiskHapogHe TapTHePCTBO, CTBOPEHHS CIiIbHUX
TYPUCTUYHUX TIPOTPAM Ta PO3BUTOK iHDpacTpyKTypu. Y OCTiIKeHH] TpoaHai30BaHO JMHAMIKY PO3BUTKY TYPUCTUIHOI
ranysi JIsBiBmmHaN y 2022-2024 pokax, 30Kpema uncTuit noxin y 2024 porui TYpUCTUYHMUX KOMIIAHiN, SIKUii Y TIepIIoMy
niBpiuui cknas 1,1 mupg rpH (19,1 % Big 3arajibHOrO J0X04Y ranysi B YKpaiHi), MOAATKOBI HAAXOIkKeHHs Ha piBHi 314,9
MJTH TpH (+27 % mopiBHSIHO 3 2023 poKOM) Ta peKOPAHMI TYPUCTUIHMI 36ip Y 47 MJIH T'DH, IO BiJ06paskae TeHIeHIIii 3MiH
Yy BHYTPIilIHbOMY Ta iHO3€MHOMY TYPM3Mi, 3pOCTaHHS CepeSHbOI TPUBAIOCTI IIepeGyBaHHSI TYPUCTIB i afanTallilo periony
0 eKOHOMiUHMX | 6e3MeKOBMX BUKIMKiB. OCHOBHMMU pe3ybTaTaMy JOCTiIKeHHS CTalX BU3HAUEHHS CYMJIbHUX CTOPiH
JIbBiBIIMHM, TaKMX K 6araTa KyJbTypHa CHaJIIMHA, MPUPOAHI pecypcu, po3BUMHEHa iHGPacTpyKTypa Ta CIPUSTINBE
reorpadiyHe rmososkeHHs. JIbBiBIIMHA BUSIBUJIACS ITEPCIIEKTUBHOIO JJ151 PO3BUTKY KYJIbTYPHOTO TYPU3MY, TaCTPOHOMIYHOTO
TYpU3My Ta €KOJIOTiUHOTO BiITOYMHKY. BusiBiieHO, 110 JIbBIiBIIMHA Ma€ BeIMKMUI TOTEHIIiaa [JiS MOKpalleHHSI CBOEL
MO3uIii Ha MiKHAPOJHOMY PUHKY, IPOTe MOTpPeOye MOMATKOBUX iHBECTMIIi/i Y PO3BUTOK MapKETMHIOBMX CTpATeriii,
iH@pacTpykTypy Ta HMOPOBUX TEXHOJOTii. ITOPiBHAHHS 3 iHIIMMM TYPUCTUUYHMMM perioHaMu, TakuMu K Tatpu B
IMonpii Ta KapnoBapebkuii kpait y Yexii, mokasasno, mo JIbBiBIIMHAa Ma€ KOHKYPDEHTHI IepeBaru 3aBISKM KyJlbTYpPHil
CTIaJUIVHI Ta TPUPOTHUM PECYPCaM, ajie TTOCTYTAETHCS B TUIaHi iHGPaCTPyKTYpPH Ta pO3BUTKY CTanoro Typusmy. Crparerii
iHmmMx perioHiB (GOKyCYIOTbCS Ha MOKpalieHHi iHGpacTpyKTypu, PO3BUTKY iHTEIPOBAHUX TYPUCTUUHMUX MPOAYKTIB Ta
aKkTuBisallii Mi’kHapOJHOrO MapKETHUHIY, IO € BasKJIMBUM HaANPSIMKOM 7151 JIbBiBIMHMK. Lle cBimuMTh MPO HEOOXiAHICTh
iHBeCTYBaHHSI B PO3BUTOK iHPPACTPYKTYPU, PO3UIMPEHHS TYPUCTUIHNX MAPIIPYTiB, PO3BUTOK TPAHCTIOPTHOI OCTYITHOCTI
Ta MOKPAILeHHS SIKOCTi 06CTYyTOBYBaHHSI

KimouoBi or1oBa: crparerii; MeHemKMeHT; iHHOBaLiiiHi ITiAxXomu; MiKHapomHe cepemoBuiie; reorpacdiuHa OIM3bKiCTh;
PO3BUTOK iH(DpaCTPyKTypU
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Abstract. The researcher’s attention to the importance of innovative climate to drive performance increases along with
the complex competitiveness of the organisation. This study aimed to analyse the influence of innovation climate and
motivation on employee performance through innovative behaviour as a mediating variable. The respondents of this
study were 170 junior high and senior high school teachers in East Lampung Province. This study used a quantitative
paradigm, by conducting a survey through distributing questionnaires to respondents, and then conducting quantitative
analysis with SPSS. The results of the study indicated that an innovation climate is able to drive innovative work
behaviour, motivation is able to drive employee performance, and innovative work behaviour can drive performance.
However, this research was unable to prove the direct influence of the innovation climate on performance. The innovation
climate can affect performance through the mediation effect of innovative behaviour. Additionally, this study did not
prove that employee motivation can drive innovative work behaviour. Similarly, innovative work behaviour is not proven
to mediate the influence of motivation on employee performance. The results of this study provided implications for
the important role of innovative work behaviour as a mediator in explaining the influence of innovation climate on
performance in organisations. This study suggested that to enhance employee performance, organisations must foster
a supportive innovation climate, as innovative work behaviour serves as a crucial mediator between innovation climate
and performance. Furthermore, methods to enhance motivation should be complemented by initiatives to cultivate a
conducive environment, thereby encouraging employees to innovate within the workplace

Keywords: impact of motivation; organisational innovation; workplace innovation; work innovations; work environment

¢ INTRODUCTION

In the disruptive age experienced by all organisations, the
implementation of motivation and innovative climate can
enhance employee performance, thereby improving the
quality of the organisations, including institutions in In-
donesia. As technology advances and the demand for ex-
cellence increases, every organisation must continually
adapt and enhance its standards, particularly by boosting
employee effectiveness. Employees are essential human

resources, and organisational support is essential to foster
an innovative climate that promotes the execution of activ-
ities within the setting. To improve employee performance,
organisations need to consider the factors that influence it,
one of which is the innovation climate.

According to S. Bibi et al. (2020), innovation climate
is a strong atmosphere that fosters and spreads creative
mechanisms to achieve its goals. Research on corporate
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climate focused on employee perceptions of the work cli-
mate, which affects their attitudes and behaviours in the
workplace. According to P. He et al. (2019), innovation is
a complex and high-risk condition. Many employees have
difficulty in innovating. A good innovation climate can
positively affect the performance of an organisation or in-
dividual, while a bad innovation climate can hinder perfor-
mance. Innovation climate is important for organisations
or individuals because with the existence of an innovation
climate, new solutions can be created that can improve
their performance. This is proven by B. Afsar & W.A. Um-
rani (2020), who said that “innovation climate is important
for innovation practices and performance”. Besides innova-
tion climate, performance is also influenced by the motiva-
tion of the company itself.

Motivation can create enthusiasm and encourage-
ment to the employees themselves. A boss must be able to
understand the nature of employees. It can be said that if
someone has strong motivation, then that person will be
more active in working, and that causes their performance
to increase. This is proven by H. Widyaningsih et al. (2021),
which says that “motivation directly affects performance”.
With a strong climate of innovation and motivation, it will
affect employee performance which will have an impact on
the ease of the organisation to achieve its goals. Because
employees are motivated to work harder and, and there is a
good climate of innovation in the organisation, it will cre-
ate innovative behaviour. According to H. Widyaningsih et
al. (2021), innovative work behaviour is the introduction
and application of new ideas, processes, products or pro-
cedures designed for better performance in the workplace;
thus, good innovative work behaviour with the application
of new ideas in solving problems in production can create
or produce better performance.

Innovative behaviour also plays a role in influencing
employee performance in an organisation. Innovative be-
haviour can improve employees’ ability to work efficiently
and productively. Because when employees are involved in
the innovation process, they can find new ways to do their
jobs more efficiently. This is evidenced by F.P. Adekanm-
bi & W.I. Ukpere (2022), who stated that “innovative be-
haviour has a significant relationship with performance”.
In addition to influencing employee performance, inno-
vative behaviour is also influenced by two factors, such as
innovation climate and motivation. Innovation climate is
very important in facilitating innovative behaviour. If the
organisation or environment encourages and supports in-
novation, then individuals or groups will feel more open to
experimenting and trying new things. This is evidenced by
B. Afsar & W.A. Umrani (2020), who stated that innovation
climate has an impact on innovative work behaviour. Mo-
tivation can encourage someone to try new things, dare to
take risks, and achieve the best results in their work. It is
important for individuals or organisations to motivate em-
ployees to increase their innovative behaviour. D.S. Wido-
do & A. Yandi (2022) and Q. Dai et al. (2022) concluded
that employee motivation has a significant positive effect
on innovative work behaviour. However, R. Hidayat (2021)
was unable to prove the positive influence of motivation on
employee performance.

Based on the research gap, the authors wanted to
re-examine the influence of innovation climate, motivation
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on performance and mediation of innovative behaviour in
an organisation, which was the purpose of this study. The
hypotheses for this study were the following. H1: inno-
vation climate has a significant positive effect on perfor-
mance. H2: motivation has a significant positive effect on
performance. H3: innovative behaviour has a significant
positive effect on performance. H4: innovation climate has
a significant positive effect on innovative behaviour. H5:
motivation has a significant positive effect on innovative
behaviour. H6: innovative behaviour mediates the positive
influence of innovation climate on performance. H7: inno-
vative work behaviour mediates the influence of motiva-
tion on performance.

e THEORETICAL OVERVIEW

The influence of innovation climate on performance.
Hypothesis development. Research conducted by A. Wa-
heed et al. (2019) concluded that innovation climate is very
important in creating good performance. S.M. Chege &
D. Wang (2020) also raised the importance of innovation
needed for company growth; it means that performance
will increase. V. Ramadani et al. (2018) study supported
innovation climate influence on performance and stated
that product innovation has a positive impact on compa-
ny performance in a transition economy. M.A.A.M. Harif et
al. (2022) said that open innovation is very important to
improve the organisation. S.G. Kebajikan & S. Sumar-
tik (2023) concluded that innovation has a significant influ-
ence on employee performance. Based on the description
above, the hypotheses were formulated as follows.

H1: Innovation climate has a significant positive
effect on performance. The influence of motivation on
performance. Individuals with high motivation will have
the desire to carry out tasks well so that performance in-
creases. This is because motivation basically describes
the drive that arises from within the employee caused by
the needs they have. H. Sembiring (2020) and N.T. Febri-
anti et al. (2020) has proven the influence of motivation
on employee performance. H2: Motivation has a signif-
icant positive effect on performance. The influence of
innovative behaviour on performance. Innovative work
behaviour is needed to create superior performance. Em-
ployees who have high innovative work behaviour will be
encouraged to generate creative ideas in solving problems
related to tasks, so they can overcome difficulties found
in the workplace and improve performance. Previous lit-
erature has proven this logic, including by N.N.K. Yasa et
al. (2021) and D. Darmaileny et al. (2022).

H3: Innovative behaviour has a significant positive
effect on performance. The influence of innovation cli-
mate on innovative behaviour. A supportive innovation
climate will encourage each individual to find, create, and
develop innovative ideas that support the implementation
of tasks. Individuals who work in an environment full of in-
novation encouragement will find it easy to develop ideas
or concepts, so they will tend to have innovative attitudes
and behaviours compared to individuals who work in an en-
vironment that is less supportive of innovation. Research
conducted by A. Ali et al. (2020) and Q. Dai et al. (2022)
concluded that a good innovative climate will encourage
innovative work behaviour of employees. H4: Innovation
climate has a significant positive effect on innovative
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behaviour. The influence of motivation on innovative
behaviour. Motivation describes the individual’s driving
force in carrying out actions related to work aspects. In-
dividuals with high motivation will be driven to take crea-
tive actions and create ideas to complete tasks. B. Afsar &
W.A. Umrani (2020) and Q. Dai et al. (2022) have shown that
the higher the motivation of employees, the higher their
innovative behaviour.

H5: Motivation has a significant positive effect
on innovative behaviour. The role of innovative be-
haviour as a mediator of the influence of innovation
climate on employee performance. Innovative behav-
iour is employee behaviour that always shows new ideas
in carrying out its activities. Innovative work behaviour in
the workplace describes a positive response from several
organisational conditions that are built, such as an inno-
vative climate. In addition, innovative work behaviour can
also occur as a positive response to the high motivation
of employees. This means that innovative work behav-
iour can play a role in mediating organisational factors
and individual outcomes, namely performance. In this

Innovative
climate

research, researchers try to use innovative work behav-
iour as a mediator between innovative climate on per-
formance and motivation on performance. Research con-
ducted by N.N.K. Yasa et al. (2021) revealed the influence
of innovative climate on innovative work behaviour. The
influence of motivation on innovative work behaviour is
proven by B. Afsar & W.A. Umrani (2020) and Q. Dai et
al. (2022). While N.N.K. Yasa et al. (2021) and D. Dar-
maileny et al. (2022) concluded that innovative work be-
haviour can drive performance. Based on this description,
the researchers wanted to test whether innovative work
behaviour mediates the variables of innovation climate
and motivation on performance, with the following hy-
potheses. H6: Innovative behaviour mediates the posi-
tive influence of innovation climate on employee per-
formance. H7: Innovative work behaviour mediates
the influence of motivation on performance.

e MATERIALS AND METHODS

Research model. Figure 1 is the theoretical framework of
this study.

Innovative
work

Employee
performance

Figure 1. Research model

Source: created by the authors

Research design. This research was conducted in
junior high school and senior high schools in Bandar Srib-
hawono Sub District, East Lampung, in 2024. This study
used a positivist approach to test the relationship between
research variables. Respondents in this study were 170
junior high school and senior high school teachers in East
Lampung Regency. The questionnaires distributed were
170, with a total of 144 questionnaires collected, and 26
were damaged or not returned. Thus, the questionnaires
processed in this study were 144. The number of respond-
ents was obtained from saturation sampling, meaning
that all members of the population were used as sam-
ples by (Bell et al., 2022). Research with respondents was
conducted in accordance with the American Sociological

Association’s Code of Ethics (1997). Causality research
as a representation of quantitative research uses a sur-
vey through the distribution of questionnaires that are
distributed directly to respondents at school locations.
In the questionnaire, there were 5 question items with a
scale of 1-5. The Likert scale was used in the question-
naire (scale 1 — strongly disagree, scale 5 — strongly agree).
Prior to data analysis, the validity, reliability, and includ-
ed multiple linear regression using the SPSS software.

Measurement. Employee performance variable
in this study refers to the concept used by S. Shan et
al. (2015) which described the work results achieved by
an employee in carrying out the tasks assigned to achieve
target (Table 1).

Table 1. Employee performance

1.1 contribute to my school’s performance.

Item

Perspectives on work effectiveness

2. T enjoy working as a teacher.

3.1 often think about how to do my job more effectively.

4.1 feel proud when I succeed in achieving the work standards that have been set.

Willingness to meet work standards

5.1 feel proud when I successfully complete my work.

Source: compiled by the authors based on S. Shan et al. (2015)

Innovative behaviour is measured using the concept
from J. De Jong & D. Den Hartog (2010) which describes

individual behaviour in initiating, recognising, exploring
ideas, processes, results related to work aspects (Table 2).
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Table 2. Innovative work behaviour

1. I noticed problems that were not really my responsibility.
2.1 am often looking for ways to improve everything I have to do.
3.1 often look for new methods, techniques or instruments in completing tasks.
4.1 often generate solutions to a problem.
Source of ideas | 5. I often find new approaches in carrying out tasks.
6.1 often make other teachers feel important with innovative ideas.
7.1 often support innovative ideas.
Support for 8.1 often introduce innovative ideas into work practices.
innovative ideas | 9.1 often contribute to the implementation of new ideas.
10. I often try to develop new things.

Exploration of
opportunities

Source: compiled by the authors based on J. De Jong & D. Den Hartog (2010)

Motivation is the mechanism that outlines the lev-  study was expressed as a drive to increase enthusiasm in
el of intensity, direction, and perseverance an individual = completing a job or task. The instrument was adopted from
displays in pursuits of their objectives. Motivation in this M. Gagné et al. (2010) (Table 3).

Table 3. Motivation

I N T S

1.1 enjoy working as a teacher.

Intrinsic 2.1 am happy with my job as a teacher.

3.1 was happy when I was given a job at this school.
4.1do this job for the pay check.

Extrinsic 5. This job provides a certain standard of living.
6. This job allows me to earn a lot of money.

7. This job allows me to achieve my life goals.
Identification 8. This job fits my career plan.

9. This job is in line with my life values.

10. I have to be the best at this job.
Introspection 11. This job is my source of income.

12. My reputation depends on this job.

Source: compiled by the authors based on M. Gagné et al. (2010)

Innovation climate is adopted from the concept pre- climate or atmosphere that supports innovation in an or-
sented by S.G. Scott & R.A. Bruce (1994) previously used by  ganisation. The indicators consist of support for creativity
S.M. Siegel & W.F. Kaemmerer (1979), which explains the  and tolerance for differences (Table 4).

Table 4. Innovation climate

1. In this school every teacher is encouraged to be creative.

2. The principal appreciated my creativity.

3. In this school, all teachers are allowed to solve problems in different ways.

4. Teachers at this school always follow the principal’s orders.

5. In this school, teachers can get into trouble if they have different opinions.

6. In this school I easily adapt to changes.

Tolerance of

. 7. In this school, teachers cannot do activities that are different from other teachers.
differences

8. The best way to survive in this organisation is to follow the way other teachers work.

9. Teachers at this school usually solve problems in the same way.

10. This school supports change.

11. This school gives awards to people who have creative ideas.

12. In this school, teachers in carrying out their duties adhere strictly to existing regulations.

13. This school is resistant to change.

Support for | 14 This school provides facilities to develop creative ideas.

creativity | 15, The resources available at this school support the innovation process.
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Table 4, Continued

S

16. In this school there is enough time to develop creative ideas.

17. Lack of funds to develop creative ideas is a problem in this school.

18. Lack of resources can hinder the development of innovation in this school.

Support for
creativity

19. In this school, you are allowed to develop creative ideas while working.

20. At this school, there are awards for teachers who innovate.

21. This school openly recognises those who are innovative/ there is recognition or awards given to innovative teachers.

22. This school rewards creative teachers.

Source: compiled by the authors based on S.G. Scott & R.A. Bruce (1994)

Research instrument testing. Validity and reliability
tests were needed to ensure that the measuring instrument
used is appropriate with validity and reliability testing. The
validity test criteria were declared valid if the p<0.05 and
was invalid if the p >0.05 (Bell et al., 2022). Descriptive
statistics. Description variables regarding innovative cli-
mate, motivation, innovative work behaviour and perfor-
mance were presented using the following interval deter-
mination formula:

Maximumvalue—Minimumvalue _ 5-1 _

Class Interval = Number of class — =

038. (1)

From the calculation of the interval above, the inter-
pretation of the class intervals based on the responses ob-
tained from the respondents is as follows: 1.00-1.80 (very
low), 1.80-2.60 (low), 2.60-3.40 (medium), 3.40-4.20 (high),
and 4.20-5.00 (very high). Validity testing. Validity test-
ing aimed to determine whether the research instrument
to be measured. Validity testing criteria was declared valid
if the p<0.05 and is said to be invalid if the p>0.05 (Bell et
al., 2022). To test the mediation effect, Sobel was used
using a Sobel calculator. The test was conducted twice,
namely testing the role of innovative work behaviour as a

mediator between the influence of innovative climate on
performance and testing innovative work behaviour as a
mediator of the influence of motivation on performance.

e RESULTS AND DISCUSSION

The results showed that respondents were dominated by S1
graduates totalling 138 (96%), while the rest were S2 grad-
uates totalling 6 (4%) respondents. In addition, the number
of male respondents was 70 (49%) and female respondents
were 74 (51%). Based on the test results (Table 5), there
are 39 statement items that passed the validity and reli-
ability tests. The validity test results indicated that the
research instrument was valid, since all values had a sig-
nificance level of 0.05. Consequently, it can be stated that
the assertions regard each variable employee performance,
innovative work behaviour, motivation, and climate of in-
novation. Cronbach’s Alpha on the employee performance
value variable is 0.838, on the innovative work behaviour
variable is 0.644, on the motivation variable is 0.671. and
on the climate of innovation is 0.861. Cronbach’s alpha on
all four variables is greater than 0.6, which indicates that
the indicators used in the statement on each variable were
declared reliable (Bell et al., 2022).

Table 5. Construct reliability and validity

EP1 0.000 Valid
EP2 0.000 Valid
Employee EP3 0.000 Valid 0.838 Reliable
performance -
EP4 0.000 Valid
EP5 0.000 Valid
IWB1 0.000 Valid
IWB2 0.000 Valid
IWB3 0.000 Valid
. IWB4 0.000 Valid
Innovative work TWB5 0.000 Valid 0.644 Reliable
behaviour
IWB6 0.000 Valid
IWB7 0.000 Valid
IWBS8 0.000 Valid
IWB9 0.000 Valid
M1 0.000 Valid
M2 0.000 Valid
M3 0.000 Valid
Motivation M4 0.000 Valid 0.671 Reliable
M5 0.000 Valid
M6 0.000 Valid
M7 0.000 Valid
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M8

Table 5, Continued

0.000 Valid
M9 0.000 Valid
Motivation M10 0.000 Valid 0.671 Reliable
Mil1 0.000 Valid
M12 0.000 Valid
IC1 0.000 Valid
1C2 0.000 Valid
1C3 0.009 Valid
1C4 0.000 Valid
1C5 0.026 Valid
IC6 0.009 Valid
Innovation climate IC7 0.000 Valid 0.861 Reliable
IC8 0.000 Valid
1C9 0.000 Valid
IC10 0.000 Valid
IC11 0.000 Valid
IC12 0.000 Valid
IC13 0.000 Valid

Source: created by the authors

The results of the first stage regression are used to test
the effect of innovation climate, motivation and innova-
tive work behaviour on performance. Based on the results
of the analysis presented in Table 6, it can be seen that the
direction of the $ of innovation climate and performance is
negative -0.292 with a t value of -3.453 (p<0.05). Thus, it

can be concluded that H1 is not supported. The direction of
the g of motivation on performance shows a value of 0.550
with a t value of 6.971 (p <0.05). Thus, H2 is supported.
Likewise, the direction of the g of innovative work behav-
iour on performance shows a figure of 0.170 with a t value
of 2.178 (p<0.05) so it is concluded that H3 is supported.

Table 6. Stage-1 regression results

Unstandardised coefficients Standal:dlsed ..
coefficients Significance

(Constant) 2.055 0.537 3.829 0.000
1 X1 -0.328 0.095 -0.292 -3.453 0.001
X2 0.671 0.096 0.550 6.971 0.000
M 0.263 0.121 0.170 2.178 0.031
Dependent variable: Performance

Source: created by the authors

The results of the second stage regression are pre-
sented in Table 7, which shows the g of innovation cli-
mate towards innovative work behaviour with a posi-
tive S of 0.401 and a t value of 0.4728 (p <0.05) so it is

concluded that H4 is supported. The j of motivation to-
wards innovative work behaviour shows a negative value
of 0.079 with a t value of -0.929 (p > 0.05). Thus, H5 is
not supported.

Table 7. Stage-2 regression test

Unstandardised coefficients Standal:dlsed
coefficients Significance
s saewr | s

(Constant) 3.157 0.263 11.996 0.000
1 X1 0.291 0.061 0.401 4.728 0.000
X2 -0.062 0.067 -0.079 -0.929 0.354

Dependent variable: Innovative work behaviour

Source: created by the authors

The first Sobel test result found a Sobel value of 1.978
(>1.96). However, the second Sobel test result showed a So-
bel value of -0.851 (<1.96). This result shows that innovative
work behaviour plays a mediating role between the influence
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of innovative climate on performance, but innovative work
behaviour is not proven to mediate the influence of mo-
tivation on performance. Based on the analysis results,
the following is a summary of the hypothesis testing.
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Table 8. Summary of hypothesis testing

Hypothesis Statement

Conclusion

H1 Innovation climate has a significant positive effect on performance Not supported
H2 Motivation has a significant positive effect on performance Supported
H3 Innovative behaviour has a significant positive effect on performance Supported
H4 Innovation climate has a significant positive effect on innovative work behaviour Supported
H5 Motivation has a significant positive effect on innovative work behaviour Not supported
Hé6 Innovative work behaviour mediates the influence of innovation climate on performance Supported
H7 Innovative work behaviour mediates the influence of motivation on performance Not supported

Source: created by the authors

Performance basically describes the work results
shown by each employee in the context of job responsibil-
ities. Individual performance shows the results achieved in
the sense of achieving goals and objectives that have been
or are being set, including information on the efficiency of
resource use in producing goods or services, the quality of
goods or services, comparison of work results with targets
and the effectiveness of actions in achieving goals. Every
institution has an interest in encouraging employee per-
formance to improve organisational performance.

These results reteach that employee’s performance
is in the very high (very good) category, while innovative
work behaviour, motivation and innovative climate are in
the high category. Teachers are the main asset in realising
quality learning outcomes that have an impact on gradu-
ates. Creating an environment that encourages innovation
is an urgent matter that needs to be encouraged, consider-
ing the disruptive era that has an impact on the challenges
of the education process that places teachers as a key role in
the success of the delivered process. This study shows that
innovative work behaviour mediates with the nature of full
mediation of the influence of innovative climate on per-
formance. Innovative climate does not have a direct effect
on performance but through innovative work behaviour.

The results of this study are in line with previous stud-
ies conducted by S. Hamzali & A. Arwin (2022) which also
did not prove the direct influence of innovative climate
on performance. In addition to the climate of innovation,
motivation can affect a person’s performance, because the
higher the motivation in a company, the higher the em-
ployee performance is going to be. This is supported by the
opinion D.S. Widodo & A. Yandi (2022) that motivation is
a process that explains the intensity, direction, and per-
sistence of an individuals to achieve their goals. The three
main elements in this definition include intensity, direc-
tion, and persistence. Motivation is a driver or motivator
for someone to want to act and work diligently according
to their duties and obligations. Then motivated employees
understand their goals and actions very well and also be-
lieve that these goals will be achieved according to what
has been planned.

The study concludes the influence of positive moti-
vation towards employee’s performance. However, these
results do not prove that motivation affects innovative
work behaviour. The motivation possessed by employees
can directly improve performance. The results also prove
that innovative work behaviour possessed by teachers may
be influenced by other aspects besides motivation, in this
model the innovative climate is the determining variable.

The results of this research are in line with the results of
H. Sembiring (2020) and N.T. Febrianti et al. (2020) which
concluded the influence of motivation on performance.
Other studies conclude that employee motivation does not
always encourage innovative behaviour. This means that
innovative work behaviour is more influenced by other
aspects and motivation does not always affect innovative
behaviour, because innovative behaviour does not depend
on motivation (Pebrian et al., 2023).

Innovative work behaviour is important to encourage
by building strategies such as fostering an innovative cli-
mate in the workplace. Educational organisations that are
able to create a climate of innovation will have a positive
effect on teachers’ attitudes towards things faced in the
workplace, such as creating increasingly effective media
and learning methods or fostering students’ enthusiasm for
learning so as to encourage their performance. This study
is in line with the research conducted by N.N.K. Yasa et
al. (2021) and D. Darmaileny et al. (2022) which stated that
the higher the innovative behaviour of an employee, the
more it will improve their performance. Employees who
assess that their work environment has an innovative cli-
mate will feel comfortable working, thus encouraging their
innovative behaviour. The results of this study are in line
with the research from L. Alviani & A. Nuvriasari (2022)
and Y. You et al. (2022) which concluded that the higher the
climate of innovation in an organisation, the more innova-
tive behaviour of existing individuals will increase.

In this study, junior high school and senior high school
teachers in East Lampung showed that motivation did
not have a positive effect on innovative behaviour. This
implies that a high level of motivation alone may not be
sufficient to foster innovation. The job allows to earn a
significant amount of money. This can cause a lack of in-
novative behaviour carried out by employees. These find-
ings align with the findings of the studies by B. Afsar &
W.A. Umrani (2020) and S. Jiang et al. (2023). This study
found that innovative behaviour does not mediate the ef-
fect of motivation on employee performance. One of the
influencing factors is low motivation related to income.
When employee motivation is low, it can reduce innovative
behaviour, especially in an environment that prioritises fi-
nancial results. This finding is important for management,
which needs to focus more on how to directly increase em-
ployee motivation, such as through incentives or career
development. When employee motivation is low, it can
reduce innovative behaviour, especially in an environment
that prioritises financial results (Afsar & Umrani, 2020;
Chaban & Chaban, 2022; Jiang et al., 2023). This finding is
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important for management, which needs to focus more
on how to directly increase employee motivation, such as
through incentives or career development.

Results showed that while employee performance is
categorised as very high, innovative work behaviour, mo-
tivation, and innovative climate are also at high levels.
The study emphasised that motivation positively affects
employee performance, but does not directly impact in-
novative behaviour. Innovative work behaviour, in turn, is
influenced more by an innovative climate than by motiva-
tion alone. The study supports prior research suggesting
that an innovative climate fosters better performance by
encouraging innovative behaviour. However, it also found
that in certain cases, such as in East Lampung’s schools,
motivation alone may not be enough to foster innovation,
as financial incentives may outweigh intrinsic motivation.
The study concluded that management should focus on di-
rectly enhancing motivation through incentives and career
development, especially in environments where financial
rewards are prioritised.

o CONCLUSIONS

The objective was to explore the role of innovative work
behaviour as a mediator between innovative climate and
employee’s performance, as well as to understand how
innovative climate and motivation affected employee’s
performance; the objective was achieved. The results
demonstrated that innovative work behaviour significantly
mediates the relationship between innovative climate and
performance, with a mediation value of 1.978, derived from
regression analysis. However, the direct effect of innovative
climate on employee performance was found to be negative
and significant in one model (8=-0.292, p<0.05), but in an-
other model, the direct effect was not significant (8= 0.354,
p >0.05), suggesting that the relationship may vary de-
pending on the analytical approach. The study also found
that an increasingly innovative climate fosters innovative
behaviour and improves performance, and employees with
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The influence of innovation climate and motivation...

BnauvB iHHOBaLUIMHOIoO K/liMaTy Ta MOTUBALii HA NPOAYKTUBHICTb
npauiBHMKIB Yepe3 iHHOBaLIiMHY NOBeAiHKY SIK MefiaTOpHY 3MiHHY

Cpi XaHpapi BaxioHiHrciH
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AHoTauis. YBara JOCTiJHUKIB A0 Ba*KJIMBOCTi iHHOBALiTHOrO KIiMaTy JAJIsI TiABUIIEHHS MMPOAYKTUBHOCTI 3pocTae
pa3oM 3 KOMILJIEKCHOI0 KOHKYPEHTOCHPOMOSKHICTIO opraHisanii. lle mociimkeHHSI Malo Ha MeTi IpoaHasi3yBaTu
BIUIMB iHHOBAIi/fHOTO K/IiMaTy Ta MOTHMBAIii Ha MPOAYKTMBHICTb MpPAIiBHUKIB Yepe3 iHHOBAIi{HY TOBEIiHKY SIK
rocepegHUIIBKY 3MiHHY. PecrmoHaeHTaMy OOCTimKeHHs cTanyu 170 BUMTeIiB MOJIOAIINMX Ta CTapIIUX KIaciB cepeaHboi
mKoaM y npoBiHii CxigHuit JlammyHr. BUKOpuUCTaHO KibKiCHY apaJurmy, LUISIXOM MPOBEJEHHS ONUTYBAaHHS yepes
PO3IOBCIOAKeHHS aHKeT cepe[i peCIIoHAeHTiB,a MOTiM IPOBeeHHS KiJIbKiCHOT0 aHasi3y 3a Joromoroio SPSS. PesynbraTi
DOCTiI>KeHHS TToKa3au, [0 iHHOBalLifiHMii KIiMaT 3aTeH CTUMY/IIOBATH iHHOBali/iHy po60uy MMOBeiHKY, MOTHUBALLisI
CTUMYJIIOE TPOAYKTUBHICTh TMPAIliBHUKIB, a iHHOBaIlliliHa po6oya MOBeJiHKAa MOXXe CTUMY/IIOBATU MPOMYKTUBHICTD.
OnHak He MiATBepIKeHO MPSIMUi BIIMB iHHOBALIMHOTO KIiMaTy Ha MPOAYKTMBHICTh. IHHOBALiMiHUIT KITiMaT MOXe
BIUIMBATYU Ha MPOAYKTMUBHICTh Uepe3 MmocepeJHUIIbKII edeKT iHHOBAIliifHOT moBeiHKY. BogHouac He 6YJI0 JOBEIEHO,
10 MOTMBAIIis MpaliBHUKIB MOXe CTMMYJIIOBATY iHHOBAI[iifHY ITOBEIiHKY Ha po60Ti. Tak caMo He 6YyJ10 MiATBEePIKEHO,
10 iHHOBAIliliHa poboya MOBeJiHKa OMOCePeaKOBYE BIUIMB MOTMBALil Ha MPOAYKTUBHICTh MpaliBHMUKIB. Pe3yabTaT
BOTO JOCJiKEHHSI BKA3yITh Ha BAXKIMBY POJIb iHHOBAIi/iHOI po6OUYOi MOBEHiHKM SIK IMOCEepeqHMKAa B TMOSICHEHHI
BIJIMBY iHHOBAIIi/fHOTO KJIiMaTy Ha MPOAYKTUBHICTb B opraHisauisix. [lokasaHo, o AJ1s1 MigBUIeHHS NPOLYKTUBHOCTI
MpalliBHMKIB OpraHi3allii MOBMHHI CIIPUSITY CTBOPEHHIO CIIPUSTAMBOTO iIHHOBAIIifHOTO KJIiMaTy, OCKiJIbKM iHHOBalli/iHa
poboua MoBeiHKa CJIYTYE BAXKIMBUM ITOCEPEIHMKOM MiXK iHHOBAIliifHMM KJIiMaTOM Ta MPOAYKTUBHIiCTIO. Kpim ToroO,
MeTOIM TTOCUJIEHHSI MOTMBAIlil TOBMHHI JOTIOBHIOBATHCS iHilliaTMBaMM 1010 CTBOPEHHSI CIIPUSTIMBOTO CEpeloBuUIIa,
110 3a0X0YyBaTMMe TpalliBHUKIB 10 iHHOBAIIili Ha po6oyomy MicIli

KirouoBi coBa: BIUIMB MOTMBAIlii; opraHisaiiiiiHi iHHoBarlii; iHHOBaIlii Ha po6oyomy Miciii; po6odi iHHOBaIii; po6oue
cepemoBuIIe
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