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The article is devoted to the study of the relationship between the organizational culture of the enterprise and
the motivation of its personnel in military conditions. The role of organizational culture in the motivation of enterpris-
es’ employees is analyzed. It is actual now because military actions forced many people to reconsider their values
and showed the importance of intangible aspects of people's life. The purpose of the article was to substantiate the
importance of the formation of organizational culture at the enterprise as a factor influencing the general motivation
of the staff. The conducted survey made it possible to assess the level of organizational culture at the enterprises
The analysis of the relationship between the level of satisfaction with material incentives and the factors determining
the organizational culture at the enterprise made it possible to prove that the organizational culture really affects
the motivation of the enterprises’ under the conditions of martial state. The authors proposed the implementation of
measures to improve organizational culture at the enterprise to increase the level of employees’ motivation.
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CTatTa npucBsiYeHa JOCiIKEHHIO B3aEMO3B'A3KY OpraHisauiiiHoi KybTypy NignpueMcTBa Ta MOTMBALi ioro
nepcoHasy y BIiliCbKOBMX yMOBax. ABTOpaMu JOBEAEHO 0CO6MMBY 3HAUYLLICTb MOTMBALLT NEpPCOHasTy B CyYacHUX
ymoBax. [TpoaHanizoBaHo posib OpraHisaliiiHoT Ky/ibTypu B MOTMBAL,T NpaLiBHYKIB NiANPUEMCTB, OCKI/IbKM BiiCbKOBI
Lii 3Mycun 6aratbox SIH04el NePErisiHy T CBOI LIHHOCTI Ta MOKa3asn 3HaUYLWICTb HeMaTepiasibHIUX acneKTiB XUTTE-
AisinbHOCTi ntogei. O6rpyHTOBaHO, Lo hopMyBaHHS OpraHi3aLinHol KyibTypuy Ha NignpuemMcTBi npussede Ao nigsu-
LLEHHS1 MOP&aJTLHOTO AyXY, 3rypTOBAHOCTI NPaL,iBHVIKIB, MOKPALLEHHSA NCUXOOMNYHOI0 KNiMaTty B KOMIEKTUBI, 3HMXEHHS
MIMHHOCTI KaApiB, MOSIBM BiAUYTTSA NPUHAEXHOCTI opraHisauil. Bei Ui YUHHWKM € edheKTUBHUMK MOTUBATOpamu,
AKi 403BONATb NIABULLMTY 3arasibHUii piBeHb MOTUBALLl NepcoHasTy Ha NiANPUEMCTBI HaBiTb B yMOBaxX (DiHAHCOBUX
ycKknafHeHb. MeToto cTatTi 6yn10 06rpyHTYBaHHSA BaX/IMBOCTI (DOPMYBaHHS OpraHi3auiiHoi KybTypu Ha nignpuem-
CTBI 5K (hakTopy BN/AMBY Ha 3arasibHy MOTVBALi0 nepcoHasny. [ns BU3HAYEHHSA OCHOBHUM MOTVBYIOUMX Ta AeMOTU-
BYHOUMX PaKTOpPIB 4715 NPaLiBHUKIB NigNPUEMCTB arponpoM1C/I0BOr0 KOMM/IEKCY CXiAHNX PEFiOHIB YKpaiH1 B yMOBax
BiliCbKOBOIO CTaHy 6Yy/10 3aCTOCOBAHO METOA, aHOHIMHOIO ONUTYBaHHS, ke By/10 34iiCHEHO 3a A0NOMOro OH/IaH-
cepsicis. MNpoBefeHO ONUTYBaHHS A03BO/IN/IO OLIHUTY PiBEHb OpraHi3auiiiHol KynbTypy Ha NigNPUEMCTBI 3a TakuMm
efleMeHTaMu: 3a,0BOJIEHICTb POBOTON, B3AEMOBIAHOCYHAMU B KOMEKTUBI MK CMIBPOBITHUKAMM Ta 3 KEPIBHULITBOM,
CUCTEMOIO Ta CTU/IEM YNPaB/iHHSA, piBHEM MOTMBALT. By/io 3'AC0BAHO, L0 GiNbLICTbL ONUTaHWX MNpaLiBHUKIB 3a0-
BOJIEHI POOOTOK B KOHTEKCTI TX O4iKyBaHb Bif Hel. MNpoTe, neBHa KiflbKiCTb PECMOHAEHTIB BKa3asia Ha MeBHI 4EMO-
TUBYtOUI hakTopn. AHaui3 B3aEMO3B'SI3Ky MK pIBHEM 3a0BOMEHICTIO MaTepia/ibHAM 3a0X0YEHHSIM Ta YMHHUKAMMU,
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L0 BM3HAYAOTb OpraHizauiiiHy KynbTypy Ha NignpyeMCTBI, 4O3BOMMB AOBECTU, WO OpraHiauiiHa Kynbtypa fiicHO
BM/IMBAE Ha MOTMBALO NEepPCcoHay MiANPUEMCTB B YMOBaX BiliCbKOBOrO CTaHy. ABTopamu Oy/10 3anponoHOBaHO
BNPOBaPKEHHS 3aX0/iB 3 MOKPALLEHHS OpraHi3aliiHOT KynsTypy Ha NiANPUEMCTBI 4715 NiABULLIEHHS PiBHA MOTMBALLT

oro cniBpoOGITHYKIB.

KniouoBi cnosa: mMoTuBaLisi npauiBHUKIB, (hakTopy MOTMBALi, OpraHisauiiiHa KynbTypa, pe3y/bTaTvBHICTb

po60TK, BiiCbKOBWIA CTaH.

Problem statement. In today's conditions,
enterprises have a big challenge — how to
motivate personnel. This problem is not new,
but in the conditions of military aggression on
the territory of Ukraine, this issue is gaining
special attention. This is due to several reasons.
A significant number of enterprises in conditions
of military aggression are unable to motivate
their personnel materially. So, management
needs to find other methods that would be able
to motivate personnel without using additional
financial resources. Therefore, companies
should implement alternative measures that will
improve employee morale, staff cohesiveness
and reduce personnel turnover. Enterprises in
the Eastern and Southern regions of Ukraine
face the problem of high staff turnover, which is
an objective consequence of proximity to direct
military operations. Workers are looking for jobs
in safer areas where they can work and live with
their families.

In regions with a better security situation,
certain problems also arise in organizations, as
new employees appear in the team, who do not
always quickly adapt to new conditions and who
are not always well accepted by “old” employees.
Managers of such enterprises should also pay
attention to aspects of employee motivation in
both directions — for faster adaptation of new
employees and to ensure their acceptance by
existing personnel.

One of the factors of personnel motivation that
will allow us to achieve the goals of increasing
morale, staff cohesion, reducing staff turnover
and improving the adaptation of new employees
is the formation of an effective organizational
culture. Therefore, it is advisable to consider the
main elements of organizational culture, which
will allow to increase the motivation of employees
under the conditions of martial state.

Analysis of recent research and
publications. The problems of personnel
motivation are widely studied in the works of
domestic and foreign scientists. Authors pay the
greatest attention to the justification of the use of
a set of certain forms and methods of motivation
and stimulation, which are aimed at increasing
the efficiency of the enterprise. Thus, A. Klymchuk
and A. Mikhailov in [1] determined that in order to

ensure effective management of the enterprise,
it is necessary to achieve the correct interaction
of motives as a factor of internal influence on the
employee and incentives as a factor of external
influence on the personnel. A. Sokolov and
K. Chernyavskaya in their study [2] emphasized
that efficiency in the company's activities can
be achieved by creating its own motivation
system, which would, if possible, based on the
individual characteristics of employees and
contain a combination of tangible and intangible
methods. Other scientists [3] emphasize that
the efficiency of the enterprise depends on the
performance of the work, which is influenced by
certain motivational factors: the compensation
package, job design, and the environment and
performance management system.

D. Harmider and L. Gonchar studied [4] that
along with an effective motivation system based
on a combination of tangible and intangible
methods, an important factor in employee
motivation is the formation of a positive
atmosphere in the team, reducing the number of
conflict situations; professional development of
employees; revealing the abilities of employees;
promoting the preservation and improvement
of the health of personnel and the creation
of suitable conditions for work. Therefore, it
can be concluded that in order to achieve the
effectiveness of personnel, the management of
enterprises should look for a comprehensive
approach. Among such factors of personnel
motivation, which would base on all the
mentioned and other aspects, is an effective
organizational culture. L. Ukrainska also insists
on the relationship between organizational
culture and personnel motivation in [5]. She
proposed intangible measures that positively
affect the level of employees’ motivation and
consist of organizational culture. The significant
influence of organizational culture on employee
motivation and productivity is also substantiated
in the work of M. Taslim [6], where a model of the
relationship between organizational culture and
personnel motivation was built. Thus, it can be
noted that organizational culture is an influential
factor in increasing employee motivation.

Identification of previously unresolved
parts of the overall problem. The problem
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of the relationship between the organizational
culture and the motivation of the company's
personnel is sufficiently widely covered in
the studies of domestic and foreign authors.
However, today Ukrainian companies face
new challenges functioning in the conditions of
military operations on the territory of the country.
Therefore, the question of determining the
factors of employee mativation that are relevant
today remains unexplored.

Formulation of the objectives of the article.
The purpose of the article is to substantiate
the importance of the formation of enterprise’s
organizational culture as a factor of personnel
motivation.

Presentation of the main material. The
organizational culture of an enterprise is one
of the most influential elements of enterprise
management. It is a management factor that is
based on the ability of managers to effectively
communicate with subordinates and direct
their activity to the success of the company [7].
The authors also note that an effective
organizational culture performs motivational,
informational, and communication functions,
supports the values and image of the enterprise,
and encourages compliance with high quality
work performance. According to the research of
T. Lepeyko and K. Barkova [8], it is advisable to
focus attention on such aspects as satisfaction
withwork, existingcommunications, management
system, motivation and morale when assessing
the level of organizational culture.

The survey was conducted using online
services. They are convenient not only because
the automated system allows you to collect data
and provide the result much faster, but also
because it will provide the necessary conditions
for an objective survey. Distributed paper
guestionnaires, which are supposed to be filled
out at the workplace, can cause a decrease in
the sincerity of respondents' answers: being next
to the object of assessment, their colleague,
the respondent will most likely feel discomfort
and overestimate the assessment or not tell
about certain problems. When far from the
workplace and in a less nervous environment,
the respondent will be able to answer
sincerely. Additionally, some employees may
express concerns about de-anonymizing their
handwritten questionnaires. In online surveys,
reasons for such experiences are excluded.
So, this affects the increase in the sincerity of
respondents' answers.

In order to study the influence of organi-
zational culture on the personnel motivation

under the conditions of martial state, a
survey was conducted of employees of agro-
industrial enterprises located in the Eastern
regions of Ukraine. Today, these enterprises
are particularly vulnerable due to the conduct
of military operations in the immediate
vicinity of their territories (often de-occupied).
The questionnaire contained the following
guestions:

1. Howwouldyouestimate the psychological
climate in your team?

2. From the listed factors, mark those with
which you are most dissatisfied.

3. Does the work in the company meet your
expectations?

4. What, in your opinion, needs to be
changed at your workplace?

The data obtained during the survey
(Figure 1) indicate that 46% of respondents
believe that the team works harmoniously, but
extra-work relations are poorly developed.
31% of respondents believe that employees
feel comfortable, and relations in the team
are friendly. Some employees (8%) noted that
relations are friendly, but the manager creates
tension, and that the team is divided into groups
that compete (4%).

The assessment of factors that negatively
affect the labor process and relationships
in the team, and therefore reduce the level
of organizational culture in the organization
(Figure 2), showed that the most relevant
negative factors, according to employees,
are uniformity and monotony at work (22% of
respondents), excessive amount of work (16%)
and inconvenient work mode (14%).

The analysis showed that most employees
(79%) indicated that the job met their expectations
from it (Figure 3). However, the fact that 13% are
undecided is worrying. This, most likely, is due to
a certain danger of agricultural work in the region
as a result of military operations.

Regarding the assessment of the necessary
changes in work (Figure 4), most of the
interviewed employees (34%) noted that it is
necessary to carry out work on changing working
conditions — demining territories, ensuring
security. Also, a significant share of employees
(21%) spoke in favor of a salary increase, and
15% of respondents noted the importance of
improving relationships in the team.

The relationship between answers regarding
the level of motivation (satisfaction with wages,
working conditions, job in general) and the level
of organizational culture (the need to improve
relationships in the team and between the
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Figure 1. Assessment of the moral climate at enterprises of the agro-industrial complex
Source: constructed by authors
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Figure 2. Factors that negatively affect organizational culture
Source: constructed by authors
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Figure 3. Correspondence of the work to the expectations of employees
Source: constructed by authors
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Figure 4. Assessment of hecessary changes in the work at the enterprises

Source: constructed by authors

manager and subordinates, the level of conflict,
the presence of mutual assistance and mutual
understanding) was also investigated. It was
determined that enterprises with a lower level
of organizational culture have less motivated

personnel and vice versa. So, the hypothesis that
organizational culture is a factor in motivating
personnel during martial state is proven.

Based on the analysis carried out, itis possible
to propose certain measures that will improve
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the organizational culture of enterprises under
martial state, which will lead to an increase in
personnel motivation:

1. Form team values.

2. Clearly assign roles in the team.

3. Create an internal comfort zone.

4. Create conditions for mutual assistance
and friendly relations.

5. Develop a conflict management plan.

To reduce the tension associated with
the remoteness of work from home. This is
especially characteristic of agricultural (and
other) enterprises in the conditions of martial
state, when overcoming the distance between
the place of residence and the territories of the
enterprise is a problem, because due to the watr,
many workers have taken their families away
from hostilities and are forced to overcome
distances constantly, or live far from their
families. Workers who work in the field (or far
from their families) need to arrange comfortable
living and domestic conditions, and, if possible,

change their work schedule so that they can go
to their families.

Conclusions from this study and further
prospectsinthisdirection. The motivation ofthe
enterprise's personnel depends on many factors.
One of the most significant factors of motivation
is the organizational culture of the enterprise.
Asurvey of the enterprises’ personnel in the agro-
industrial complex made it possible to determine
that, despite the military actions, most employees
are satisfied with their work. However, they face
certain problems at work, which are elements
of organizational culture, and negatively affect
the level of employee motivation. Based on this,
measures to improve the organizational culture
were proposed, the implementation of which,
considering the peculiarities of functioning in the
current conditions, will increase the personnel
motivation. In the further studying, it is advisable
to investigate the relationship between different
types of organizational culture and the most
effective methods of motivation.
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