ISSN 2786-5002 (online) ®IHAHCOBO-KPEANTHI CUCTEMW: MEPCNEKTUBU PO3BUTKY
ISSN 2786-4995 (print) FINANCIAL AND CREDIT SYSTEMS: PROSPECTS FOR DEVELOPMENT

3(18)2025

YnpasniHHA ¢piHaHCOBO-KpeAUTHUMU CUCTEMAMU
Ta couianbHO-ryMmaHiTapHa KOMMNOHEHTa IX PO3BUTKY

Management of financial and credit systems
and the socio-humanitarian component of their development

DOI: 10.26565/2786-4995-2025-3-15
UDC 658.3.007:331.108.43

Gorodianska Larysa

Candidate of Economic Sciences, Associate Professor,

Corresponding Member of Academy of Economic Sciences of Ukraine,
Associate Professor of Management of Foreign Economic

Activity of Enterprises Department

State Non-Commercial Company «State University «Kyiv Aviation Institute»,
Lubomyr Huzar Avenue, 1, Kyiv, 03058, Ukraine

e-mail: larysa.horodianska@npp.kai.edu.ua

ORCID ID: 0000-0002-4482-1690

Motivation of managers of business entities in times of crisis and war:

challenges and transformations

Abstract. The article examines the motivational aspects of professional development of managers of
business entities in conditions of economic turbulence, crisis and war, when management personnel act as a
key resource for maintaining the viability and competitiveness of a business. The object of the study is the
motivation system of managers as the basis for their professional growth, adaptability and resilience in
extreme circumstances.

Problem statement. The main problem is identified as the transformation of traditional approaches
to motivation in crisis conditions, when material incentives largely lose their effectiveness due to limited
resources, while intangible factors (value, social, patriotic) acquire leading importance.

Unresolved aspects of the problem. At the same time, the issues of quantitative assessment of
the impact of motivational systems on the economic performance of enterprises, the formation of an index of
motivational resilience of managers, as well as the study of the latest digital and psychological motivation
tools remain unresolved.

Purpose of the article. The purpose of the article is to substantiate the role of motivation in the
professional development of managers of business entities in crisis conditions and analyze its impact on the
economic efficiency of enterprises. The study used the methods of system analysis, typology, expert
assessment, comparative analysis of motivational models and inductive generalization.

Presentation of the main material. The main attention is paid to the identification of types, forms
and directions of professional development of managers, the transformation of the structure of motivational
factors and their integration into management practice. The results of the study indicate that motivation in
crisis conditions acquires a complex character: value, social, work-life balance and existential motivation
come to the fore. An effective motivation system should be adaptive, individualized and focused on a
combination of material and non-material incentives. This has theoretical and practical significance in the
context of the prospect of creating an effective system of motivation for managers. A direct economic effect
of managers’ motivation has been established, which is manifested in increased productivity, reduced costs,
strengthened corporate cohesion and increased innovative capacity of enterprises.

Conclusions. It is concluded that an integrated system of motivation for managers in crisis
conditions is not only a factor in business sustainability, but also a guarantee of the country's economic
recovery.
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Introduction. In the extraordinary conditions of martial law and economic turbulence, the
business sector is experiencing serious stress and threats. One of the most important economic
resources for maintaining the viability and adaptability of a business entity are managers —
administrators who are able to make effective decisions in conditions of uncertainty. However, to
ensure their stability, initiative and readiness for professional growth, a powerful motivational
system is necessary. Motivation in such conditions not only preserves the managerial potential of a
business entity, but also becomes the driver of its innovative development, reformatting business
models and survival in the market.

Modern socio-economic challenges caused by the full-scale war in Ukraine require a radical
revision of approaches to personnel management, in particular in the field of professional
development of managers. The increased level of uncertainty, the destruction of familiar business
models, risks to employee safety — all this forms new motivational conditions that are significantly
different from peacetime. Therefore, the scientific study of motivational aspects is being updated as
one of the key mechanisms for ensuring the managerial capacity of business entities.

The importance of studying the motivational aspects of the professional development of
managers of business entities is due to the fact that modern markets are characterized by dynamism,
high competition and innovative challenges. Managers as leaders of change must constantly
improve their skills for effective decision-making. The development of professional competencies
ensures adaptability, flexibility and the ability to innovate, which is critically important for the
sustainable development of business entities. Enterprises with a high level of investment in
personnel development have higher profitability and productivity indicators.

Professional development of managers of business entities is a key factor in ensuring the
effectiveness of management, innovative capacity and competitiveness of the enterprise. It can be
classified by types, forms and areas, each of which has its own specifics and significance for
achieving the strategic goals of the business entity.

Literature review. Classical approaches to professional development and staff motivation
cover material, social and organizational factors. In the context of professional development,
attention is focused on creating conditions for continuous learning, career growth and self-
realization of the individual. Peter Drucker in a classic article [4] analyzes the concept of self-
management as a key component of professional development. He emphasizes the importance of
self-awareness, understanding of one’s own strengths, values and learning style as the basis of an
effective manager. Work is a universal guide for managers in any cultural and economic context.
Svitovy O. M. [20] analyzes the concept of self-management as a key component of professional
development and career growth of a manager. He explores modern technologies of effective time
management, concepts of self-organization, self-control and their impact on professional growth. In
the work of Cherusheva G. and Parkhomenko V. [3] provides an analysis of models of innovative
competencies of managers. The authors focus on the structural and functional components of these
models, in particular with regard to emotional intelligence. This understanding of management
already goes beyond traditional technical approaches, giving priority to ethical, psychological
aspects and the development of internal resources of managers.

Mintzberg H. [16] criticizes traditional business education and offers alternative models of
manager development based on experience, ethical approaches and continuous professional self-
improvement. He emphasizes the importance of contextual learning and team interaction as the
basis of effective management. Continuing the author’s opinion, Gorodianska L. [8] emphasize the
importance of developing a person's emotional intelligence as a basis for forming leadership
qualities and establishing effective team interaction in modern conditions. Modern research

191


https://doi.org/10.26565/2786-4995-2025-3-15

ISSN 2786-5002 (online) ®IHAHCOBO-KPEANTHI CUCTEMW: MEPCNEKTUBU PO3BUTKY
ISSN 2786-4995 (print) FINANCIAL AND CREDIT SYSTEMS: PROSPECTS FOR DEVELOPMENT

3(18)2025

indicates the growing role of non-material incentives, such as autonomy, intrinsic motivation and
value involvement.

In the fundamental work of Ryan R. and Deci E. [18] presents the theory of self-
determination as one of the leading in understanding the motivation of employees, in particular
managers. The authors identify three key psychological needs — autonomy, competence and
interconnectedness — as the basis of intrinsic motivation. Work is of great importance for the
formation of modern personnel management systems at enterprises. In the review McAnally K. and
Hagger M. [15] shows how the form of motivation (autonomous or controlled) and the satisfaction
of basic psychological needs (autonomy, competence, involvement) affect work outcomes. It also
outlines methodological limitations of existing research and suggests directions for future research,
including strengthening the influence of self-determination in management practice.

Domestic researchers such as Gorodianska L. [10], Yakovenko V. and Gromova O. [21]
emphasize a strategic approach to developing managerial competencies and leadership qualities,
considering the challenges of globalization, technological change, and the imperative of continuous
learning.

Herzberg F. in his classic article [12] formulates a two-factor theory of motivation — the
separation of hygiene factors (salary, working conditions) and motivational factors (recognition,
achievement, growth). This research is still actively used in the management of enterprise
managers, especially in the issues of building an effective motivational policy. The analysis of
Herzberg’s theory was further developed in work [5], where Dubrova N. emphasizes the
significance of both motivational and hygiene factors for enhancing professional satisfaction and
organizational development, as well as examines their practical application in human resource
management.

The issues of activating professional development of personnel in domestic enterprises
through motivational management tools have been examined in the works of Gorodianska L. [9],
Semykina M., Dudko S., Orlova A., and others [19]. These studies reveal the essence and methods
of managing professional development from the standpoint of motivational management. They also
identify current challenges in personnel development within Ukrainian enterprises, particularly in
the context of European integration.

Separate studies address various aspects of personnel management and motivation, including
the transformation of enterprise personnel management systems (Brych V., Borysiak O., Bilous L.
and Galysh N.) [2]; the systems of professional development of managers in transnational
corporations in Germany and Poland (Banit O.) [1]; practical aspects of applying motivational
measures for managerial professional development under crisis conditions affecting the Ukrainian
economy (Gorodianska L.) [9]; as well as the features and current problems of personnel motivation
at Ukrainian enterprises during wartime (Yefanov V. [22]; Kohut I. [14]).

Analysis of research shows that in conditions of instability of the external environment,
crisis situations [9; 14] and martial law in the state [22; 11; 17] the motivational system of
professional development of managers of business entities undergoes deformations, and the
effectiveness of traditional methods of stimulation decreases. Such a state emphasizes the
importance of moral support, trust in management, value leadership, corporate solidarity,
development of emotional intelligence and team interaction at enterprises [8].

Purpose, objectives and research methods. The purpose of the study is to substantiate the
role of motivation in the professional development of managers of business entities in crisis
conditions and analyze its impact on the economic efficiency of enterprises.

Achieving the goal involves solving the following tasks:

— to determine the types, forms and directions of professional development of managers of
business entities;

— to determine the role of motivation in the professional development of managers of business
entities;

192



ISSN 2786-5002 (online) ®IHAHCOBO-KPEANTHI CUCTEMW: MEPCNEKTUBU PO3BUTKY
ISSN 2786-4995 (print) FINANCIAL AND CREDIT SYSTEMS: PROSPECTS FOR DEVELOPMENT

3(18)2025

— to systematize the types of motivation in emergency situations and analyze the forms of
motivational influence on managers in a crisis environment;

— to assess the impact of managers’ motivation on the effectiveness of financial and economic
activities of business entities in crisis and war.

The study uses the methods of system analysis, typology, expert assessment, comparative
analysis of motivational models and inductive generalization. The study is based on an
interdisciplinary approach that combines the theories of personnel management as an economic
resource, crisis management and social psychology.

Research results. The study showed that the professional development of managers of
business entities is a continuous, purposeful process of forming, improving and adapting the
managerial competencies, knowledge, skills and personal qualities of the manager, which ensures
its compliance with the modern requirements of the business environment and contributes to the
sustainable development of the enterprise. This process includes both formal training and informal
experience acquisition, development of strategic thinking, leadership, innovation and digital
competence. Effective implementation of this process ensures the adaptation of the enterprise to the
changing environment, increasing its efficiency and innovative potential.

It has been established that the methodological basis of the professional development of
managers of business entities are certain conceptual approaches. For example, a systemic approach,
according to which professional development is considered as an element of the general personnel
management system of the enterprise. A competency-based approach, which focuses on the
formation and development of key competencies of the manager (managerial, communicative,
digital, analytical). A personality-oriented approach, which takes into account the individual
characteristics of the manager, motivations, goals and potential of the manager in professional
development. An axiological approach, which involves the formation of values of managerial
activity, in particular ethics, responsibility, sustainable thinking. An innovative approach, which
develops the manager's ability to introduce innovations and flexibly respond to changes.

The scientific foundation of the professional development of managers is formed by: the
works of domestic and foreign scientists (Kuzmin O., Gerasymchuk Z., Melnyk O.); classical and
modern management theories (Taylor F., Mintzberg G., Drucker P.); motivational theories
(Maslow A., Herzberg F., Ryan R. and Deci E.); concepts of organizational learning (Senge P.);
approaches to leadership and transformational management (Kotter J. and Bass B.).

Professional development of managers of business entities covers several key types, each of
which is aimed at certain aspects of personal and professional growth, namely:

1) Formal development, which means acquiring knowledge and skills through educational
programs, including advanced training courses, MBA (Master of Business Administration),
postgraduate education, etc.

2) Informal development through independent learning, mentoring, exchange of experience,
participation in seminars, webinars, conferences and other events.

3) Organizational development through participation in internal trainings, project groups,
change of functional responsibilities or job rotation.

4) Digital development through mastering digital management tools, Big Data, CRM
(Customer Relationship Management), ERP (Enterprise Resource Planning), artificial intelligence
in the business space.

5) Career development, which involves career planning, acquisition of new management
functions, and promotion.

6) Innovative-cognitive development as a professional development of creative thinking, the
ability to make unconventional decisions, an innovative approach to management.

7) Emotional-personal development, which means the development of emotional
intelligence, the formation of «soft skills» and stress resistance.
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Depending on the goals and resources of the enterprise, various forms of professional
development are used, which include institutional training under higher education programs,
certification courses, trainings conducted by third-party organizations. Also — corporate training
under internal educational programs and business simulation programs, coaching, mentoring
organized at the enterprise. Electronic learning (e-learning) in the form of online courses, mobile
applications for self-study, virtual educational platforms. Training in the workplace using business
games, mentoring, internships, shadow management, personnel rotation, educational projects, etc.

In the context of modern challenges, the following key areas of professional development
for managers of business entities are highlighted:

— Digital transformation, which involves acquiring digital competencies, in particular
knowledge in the field of Big data, artificial intelligence, CRM systems, and automation.

— Leadership and strategic management, which develop leadership qualities, the ability to have
a strategic vision and make effective management decisions.

— Cross-cultural communication, which forms intercultural competencies necessary for
working in international markets.

— Innovative thinking, which ensures the development of creativity, flexibility, readiness for
change, and the implementation of innovations.

— Change management, which involves mastering change management tools for effective
adaptation to a dynamic business environment.

— Environmental and social responsibility, which provide increased awareness of the
principles of ESG (Environmental, Social and Corporate Governance), sustainable development,
and ethical business conduct.

Thus, the professional development of managers in the field of entrepreneurship is an
important prerequisite for ensuring the competitiveness of business entities in the conditions of the
modern economy. An integrated approach to the implementation of this process, combining various
types, forms and directions of development, allows you to form competent, innovative and socially
responsible managers. A successful professional development strategy should be based on a
combination of the individual needs of the manager, his motivation, the strategic goals of the
enterprise and the challenges of the external environment. The role of motivation in the professional
development of managers of business entities is decisive, since it is precisely motivational factors
that serve as an internal driver for improving knowledge, skills, competencies and managerial
efficiency in a dynamic business environment. War and general socio-economic instability
significantly change the structure of managers’ motivation. In such conditions, priorities shift from
an orientation towards strategic growth to maintaining stability, security, adaptation to new
challenges and ensuring the survival of the business. This forms a new paradigm of motivation that
takes into account extraordinary external factors (Table 1).

Motivation in professional development in crisis conditions acquires a specific meaning. On
the one hand, the influence of existential factors is growing: security, stability, social support. On
the other hand, internal motives are becoming more relevant: the desire to be useful, to participate
in the restoration of the country, to support the team.

Table 1. Key factors influencing the impact of crisis and war on managers’ motivation

Factor The essence of the impact

Market instability Declining income, reduced orders, staff reductions demotivate due to uncertainty

Threat to personal safety Increases the need for stability, social guarantees, work with a flexible schedule
Limitations in material incentives reduce the effectiveness of traditional

Decreased solvency -
motivation

Psycho-emotional exhaustion High levels of stress lead to burnout, reduced intrinsic motivation

Busme_ss migration and Managers lose a stable environment, the team and values change

relocation

Increased workload Reduction in staff and the need to make non-standard decisions lead to overwork

Source: developed by the author
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Classical theories of motivation (Maslow’s hierarchy of needs, Herzberg’s two-factor
theory, Vroom’s expectation model) in war conditions require adaptation. Basic needs (security,
confidence in the future), as well as motivation through values, solidarity and mission, come to the
fore. In view of this, the main motivational aspects of professional development of managers of
business entities in crisis conditions can be characterized as follows.

For many managers, motivation for development is formed as a response to the need to
support the state, preserve jobs, help the army or communities. That is, there is a manifestation of
social responsibility and patriotism here. Other managers realize that the development of new skills
(in particular, crisis management, digital transformation, logistics, international communications) is
critically necessary for the continuation of the enterprise, the survival of the business. Motivation
for leadership, emotional stability and stress management is enhanced by the desire to be a support
for the team experiencing common losses, and support for the collective. Some managers see in the
crisis an opportunity for professional growth, a change of specialization, entering new markets,
including international ones, which contributes to career mobility. Despite limited resources,
flexible financial incentives (bonuses for crisis decisions, participation in grant programs) remain an
important factor in strengthening motivation and supporting certain financial incentives. But in
crisis conditions and war conditions, various kinds of motivation barriers always arise. Chronic
stress, loss of housing or relatives, a threat to life weaken the ability to self-realize and cause
psycho-emotional exhaustion. Delays in payments, salary cuts reduce extrinsic motivation, create
financial instability. The uncertainty of the future makes long-term career planning impossible. In
many regions of Ukraine, due to limited access to quality educational platforms, restrictions on
electricity supply and access to the Internet, there is a decrease in the desire to use available
educational resources.

Practical approaches to motivating the professional development of managers of business
entities in the specified conditions should be considered, first of all, the introduction of non-material
incentives: recognition of leadership efforts, involvement in strategic decisions, public approval,
autonomy in decision-making. Also, the organization of flexible learning through online courses,
short-term trainings, mobile applications with microlearning, adapted to the conditions of combat
operations. Along with this, psychological support (coaching, mentoring, stress and burnout
programs) will also be useful, integration of training into current activities (where professional
development is considered as part of the implementation of real projects — learning through action),
involvement in international programs through participation in foreign initiatives, grants, exchanges
to acquire new competencies and expand contacts. In general, in crisis conditions, the role of
motivation in the professional development of managers of business entities increases many times
over. Not only the effectiveness of current management decisions depends on its level, but also the
ability of business to survive, transform and develop in the post-crisis period. The formation of an
adaptive, value-oriented motivation system will allow to activate the internal potential of managers,
which is the basis for the sustainable recovery of the national economy.

In modern conditions, characterized by the continuous development of digital technologies,
globalization, high competition and instability of the external environment, the motivations of
managers of business entities are becoming more multifaceted and dynamic. They include not only
material incentives, but also intangible factors related to professional self-realization, stability,
values and development opportunities play a significant role. The study showed that the basic
motivations of managers of business entities in modern conditions are as follows:

Material motivation, which consists of a competitive salary as a basic incentive for attracting
and retaining talented managers, bonuses, premiums and social guarantees. Bonuses, premiums, and
profit sharing form a system of rewards for results. Social guarantees cover health insurance,
corporate benefits, and pensions. Rising inflation and labor market instability increase the
importance of material motivation.

195



ISSN 2786-5002 (online) ®IHAHCOBO-KPEANTHI CUCTEMW: MEPCNEKTUBU PO3BUTKY
ISSN 2786-4995 (print) FINANCIAL AND CREDIT SYSTEMS: PROSPECTS FOR DEVELOPMENT

3(18)2025

Professional self-realization is associated with the possibility of career growth, i.e. vertical
or horizontal advancement, expansion of the role or functions; participation in strategic decision-
making; implementation of ideas and initiatives with the opportunity to influence innovations in
business. Professional self-realization is popular among young professionals who value work where
one can realize one’s own potential.

Educational and professional development, the basis of which is: forms of continuous
improvement of knowledge, such as access to training, certifications, internships; expansion of
connections and reputational capital through participation in conferences, forums, networking;
support for internal growth through corporate training, coaching, mentoring. Given that in a
dynamic environment, knowledge quickly becomes outdated, continuous learning becomes a key
motive for professional development.

Recognition and authority — as public approval of work results (praise, awards, participation in
ratings), influence in the team or industry (positioning as an expert, opinion leader) generate internal
motivation for leadership, the desire to be a driver of change. In conditions of horizontal structures,
recognition is a more effective motivator than a strict hierarchy. Work-life balance as one of the basic
motives of managers of business entities in crisis and war conditions acquires particular relevance and
importance. In such extreme situations, when the instability of the external environment is exacerbated,
uncertainty is growing, and the risks of doing business are rapidly increasing, maintaining personal
stability, psychological health and the ability to make effective management decisions are directly
related to maintaining a balance between professional activities and personal life. This balance is
achieved through adaptation to the digital space, the introduction of flexible schedules, the provision of
remote work opportunities, autonomy in decision-making and other measures.

Value motivation is one of the basic motives of managers of business entities in times of
crisis and war and acts as a driver of stability, cohesion and orientation of business towards long-
term existence, even in extreme circumstances. Unlike material motivation, value motivation is
based on deep internal beliefs, moral and ethical principles and the desire to act in the interests of
society, country, community or team. In times of crisis and war, value motivation is the internal
force that allows managers of business entities to maintain moral orientation, resistance to
destructive influences, the ability to make decisions based on long-term priorities, not short-term
benefits. Such motivation of the individual becomes the basis for the formation of an ethical culture
of management, contributes to the consolidation of the team, forms a positive image of business as a
responsible and socially significant entity in the conditions of national resistance and the prospects
for the revival of the country.

The results of the study allowed us to compile a structural model of motivational support for
the professional development of managers of business entities (Fig. 1).

Thus, the motivation of a modern manager of a business entity is a multifactorial system that
encompasses both external (economic) and internal (psychological, value) factors. An effective
motivation system should be adaptive, individualized and one that takes into account modern
challenges and trends. This not only increases the efficiency of management, but also contributes to
the sustainable development of the enterprise.

Discussion. The results of the study indicate a transformation of the motivational paradigm
during the wartime period. The traditional hierarchy of needs, as proposed by Maslow, becomes is
being transformed: security, support, and the recognition of the social significance of one’s activity
come to the forefront. These findings align with theories of intrinsic motivation advanced by
Ryan R. [18], as well as with the concept of servant leadership by Goleman D. [7] and discussed by
Jiang X. & Wei Y. [13]. War conditions activate managers’ need to belong to a community capable
of overcoming difficulties, which strengthens their loyalty to the organization even in the absence
of significant material incentives. In crisis conditions and in war conditions, the types of motivation
of managers of business entities are significantly transformed under the influence of an unstable
environment, psychological pressure, limited resources and increased responsibility (Table 2).
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Fig. 1 — Structural model of motivational support for managers of business entities
Source: developed by the author based on the results of the study

In such situations, motivational factors acquire not only economic, but also deep value,
social and existential content. Managers’ motivation becomes multi-component, rational and
emotional, material and spiritual factors are combined into a single system. If in conditions of
stability economic motivation prevails, then during war and crisis priorities change, the role of
value, social, work-life balance and existential motivation increases. Intangible motives begin to
play a strategic role. It is intangible motives (values, responsibility, personal meaning) that provide
long-term stability and moral strength of the manager, which is crucial in periods of turbulence.
Effective managers of business entities in crisis conditions are forced to demonstrate flexibility of
the motivational approach and the ability to quickly reorient motivational accents depending on the
phase of the crisis, resource constraints and external challenges.

The results of the study made it possible to carry out an analytical review of current
approaches to the types and forms of motivation of managers of business entities in crisis
conditions, as well as to outline possible trends in their further transformation. It was established
that the motivation of managers in crisis and war conditions significantly expands the boundaries of
classical economic incentives. Value, psychological, innovative and patriotic factors are put to the
fore, which form a new paradigm of managerial behavior. In the future, motivation will be
transformed in the directions of deepening emotional intelligence, flexibility and self-realization,
which will contribute to strengthening the organizational stability of enterprises. According to
Goleman D. [7, p. 16], it is the level of emotional intelligence that determines who among a number
of talented candidates within an intellectually demanding profession will be able to become the
strongest leader.
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Table 2. Transformation of the motivation system in crisis conditions

Motivation systems

Normal conditions

Crisis conditions

development

Trainings and courses

Material Salary + bonuses for . . .
e Minimum basic income maintenance
motivation results
Career Systematic growth Temporary stop of vertical movements; preference for
prospects according to KPI horizontal ones
Educational

Online education; self-study

Nonmaterial motivation

Secondary role

Leading value: recognition, trust, support

Motivation to participate

Corporate goals

Social mission; support for the Armed Forces of Ukraine;

assistance to the community

Source: developed by the author

We believe that the trends and trends of transformation of types of motivation of managers
in the future may be as follows:

— individualization of motivational strategies, which involves the transition from mass to
personalized approaches based on the psycho-emotional state and life values of the manager;

— shifting the focus from material to moral and value incentives, according to which, in
conditions of resource shortage, the emphasis shifts to recognition and a sense of involvement in a
common cause;

— expanding the innovative space of motivation, when managers are increasingly motivated by
freedom of decision-making, autonomy and the opportunity to form new practices.

— institutionalization of psychological support through the implementation of permanent
corporate mental health programs, which should become a standard in personnel management;

— patriotism as a sustainable motivational platform;

— digitalization and gamification of motivation through the use of digital platforms for
monitoring, recognizing achievements, and forming a competitive spirit in the team.

The following trends and trends of further transformation of the forms of motivational
influence on managers of business entities should be considered:

— reorientation from material incentives to moral and value forms, since in conditions of
limited funding the role of recognition, mission, patriotism and emotional support will increase;

— institutionalization of psycho-emotional support, when the constant presence of corporate
psychologists, mentors, support systems will become a mandatory practice;

— strengthening of inclusiveness in management decisions by involving managers in the
formation of anti-crisis strategies, which will contribute to increasing their involvement and
responsibility;

— digitalization of gamification practices, in particular the development of internal platforms
for motivation, ratings, challenges, competitions, etc.;

— development of educational and innovative programs as strategic motivation instead of
temporary courses, building a permanent crisis training system aimed at adaptability;

— rooting of existential motivation as a response to deep uncertainty, in which business will
turn to the internal values of the employee: humanity, dedication, mission;

— globalization of cultural motivations by creating universal corporate traditions (even online)
as elements of the «social contract» between the company and managers.

In crisis and war conditions, the motivational impact on managers of business entities loses
its traditional narrow economic coloring and acquires a multidimensional character, combining
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economic, social, psychological, cultural and existential factors. In the future, those enterprises that
are able to create a holistic, flexible and value-oriented motivation system adapted to conditions of
high turbulence will be successful.

Therefore, systemic motivation of managers in times of war or crisis is not only a tool for
preserving business, but also a factor of social stability, psychological balance and economic
reconstruction. Its flexible combination allows you to make informed decisions, support people and
maintain orientations in times of uncertainty.

In a crisis environment, especially in times of war, the effectiveness of management
decisions largely depends on the correctly chosen forms of motivational influence on managers of
business entities, in particular:

— there is no universal incentive — in times of crisis, motivational policy should be targeted,
sensitive to the life and psychological circumstances of the manager;

— the most effective combination of flexible forms of stimulation works, when material
incentives are supplemented with moral support, career opportunities, and recognition of values;

— it is important to form a corporate culture where the material is not separated from the
human and existential, which creates trust and resistance to stress.

In such conditions, the motivational toolkit must adapt to limited resources, increasing
psychological pressure, the need for prompt decision-making and work in conditions of risk. A
systematic analysis of key forms of motivational influence on managers in a crisis environment has
shown that the motivational focus shifts from material to moral and value-based. In a crisis,
financial incentives are limited, so the importance of intangible forms increases significantly.
Individualization of the approach becomes a key condition for effective motivational influence:
some managers need autonomy, others need recognition or support. But a comprehensive
combination of forms of motivational influence gives the best result. For example, a combination of
material, value and social forms of motivation guarantees the stability and effectiveness of the
management system of a business entity.

The value basis of motivation contributes not only to the professional development of
managers, the formation of a sustainable management culture, but also affects the economy of
business entities and survival in extreme conditions. The following should be considered key
aspects of the impact of manager motivation on the economy of business entities.

Manager motivation in crisis conditions is not only a means of maintaining management
efficiency, but also the basis of the economic endurance of the enterprise. Motivated managers are
able to make informed decisions in conditions of resource shortage, adapt business models,
maintain operational continuity even during hostilities, preserve and reorganize teams. This reduces
the risk of loss of management capital and contributes to the economic survival of the business
entity.

Innovative motivation of managers contributes to the emergence of new solutions, becomes
a driver of innovative development and implementation of digital sales channels, anti-crisis logistics
solutions, alternative personnel management, etc. All this supports the recovery of income,
optimization of costs and opens up new markets, which directly improves the economic
performance of business entities.

Career and professional motivation, participation of managers in crisis projects, educational
programs, mentoring create a new layer of anti-crisis leaders who are ready to work in conditions of
risk, limitations and uncertainty. This allows enterprises to maintain high quality management,
respond quickly to changes, reduce costs due to the independent initiative of managers.

The connection between motivation and corporate cohesion contributes to the creation of a
motivation system that is focused on support, recognition and common values, forms strong internal
ties in the team, which reduces staff turnover, increases trust and reduces staff retention costs.

In general, the following economic consequences of the influence of managers' motivation
on the economy of business entities can be distinguished: increased productivity of managers;
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retention of clients through better response to challenges; saving resources through effective
internal management; reducing losses from disorganization during crises.

Thus, the motivation of managers in crisis and war conditions is a system-forming factor
that directly affects the economy of business entities. The most effective are complex motivational
systems that combine material incentives with value, social and emotional factors. Successful
enterprises are those that, in conditions of limited resources, were able to reorient themselves to
moral and ethical incentives, institutionalize psychological support and provide managers with a
mission, not just instructions. The ability to motivate in extreme conditions becomes a key
competitive factor, and managers are a critical asset for the recovery of the economy and the
reconstruction of the country.

Conclusions. Motivation of managers in emergency conditions acquires system-forming
significance for ensuring the effectiveness of management decisions, adapting enterprises to
external challenges, maintaining the continuity of business processes and the overall economic
stability of business entities. Motivational factors play a decisive role in forming the internal
readiness of managers for professional growth, self-realization, mastering innovative approaches
and mobilizing management competencies. This leads to an increase in labor productivity,
management quality and the level of responsibility of managers.

A transformation of the structure of managers’ motivation in crisis conditions has been
revealed: intangible factors come to the fore — value, social, moral, existential and patriotic
motivation, while the role of material incentives is significantly reduced due to limited resources. In
a crisis environment, the determining factor becomes the ability of business entities to form a
system of moral and psychological support and a meaningful mission of activity.

It is substantiated that an effective motivation system should be adaptive, comprehensive
and individualized, capable of combining material incentives with opportunities for professional
growth, autonomy in decision-making, recognition of achievements, as well as support for socially
significant values.

The direct economic effect of motivating managers has been established, which is
manifested in increasing labor productivity, saving resources, reducing losses from disorganization,
maintaining client relationships, reducing staff turnover, expanding the innovative capacity of
enterprises and strengthening the competitiveness of business entities.

It is determined that in the post-crisis period, those business entities that are able to create an
integrated system of motivating managers, focused on long-term goals, ethical principles of
management, flexibility and humanity will have an advantage. A successful motivational policy in
conditions of war and economic turbulence is a guarantee not only of business stability, but also a
factor in the overall economic reconstruction of the country.

Given the results obtained, it is advisable to focus further scientific research on the
following aspects:

— development of quantitative models for assessing the impact of motivational systems on the
economic performance of enterprises;

— formation of an index of motivational stability of managers in crisis situations;

— comparative analysis of the effectiveness of motivational approaches in various sectors of
the national economy and in the international context;

— research into digital, gamified and psychological tools for motivating managers in an
environment of high turbulence;

— study of the long-term impact of intangible motivational factors on the stability of
management decisions and the formation of the organizational culture of enterprises.
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MoTuBanisi MeHeIKepiB cy0’€KTiB MANPHEMHULBKOI TiIJIbHOCTI B yMOBaX KPH3H Ta BiliHmM:
BUKJIMKH Ta TpaHcdopmanii

Anomauyin. CtaTTs IOCH/KYE MOTHUBALiHI acreKTH NpodeciiiHoro po3BUTKY MEHEPKepiB CyO’eKTiB
TOCIIO/IapIOBAaHHS B YMOBaX €KOHOMIYHOI TypOyJIeHTHOCTI, KpU3H Ta BiHH, KOJM YHPaBJIIHCHKHUI MEPCOHAN BHCTYIA€
KITFOYOBUM pecypcoM 3abe3redeHHs )KUTTE3NaTHOCTI Ta KOHKYPEHTOCIPOMOXKHOCTI Oi3Hecy. O0’€KTOM TOCTIIKCHHS €
CUCTEeMa MOTHBAIIIl MEHEIDKEPIB K OCHOBA IX MPO(ECiiTHOTO 3pOCTaHHA, aJalTUBHOCTI Ta CTIMKOCTI B €KCTPEeMaIbHUX
yMOBax.

[ocTtanoBka mpo6JjeMu. OCHOBHOIO MPOOJIEMOI0 BH3HAYCHO TpaHC(OpMAIlI0 TPaAWIHUX IMiIXOMIB [0
MOTHBAIlil B KPH30BHX YMOBaX, KOJH MaTepialbHi CTUMYJIHM 3HAYHOIO MIpOI0 BTPAdalOTh CBOIO €(PEeKTHBHICTH depe3
O0OMEXEHICTb pecypciB, TOJI SIK HeMaTepiajdbHi YMHHHUKK (I[IHHICHI, COL[iaJIbHI, NATPIOTUYHI) HAOYBaIOTh MPOBIIHOTO
3HAYCHHSI.

HeBupinleHi acnmexkTu mnpodgemu. BoaHouac 3aiMINarOTbCs HEBUPINICHUMH IMHUTAHHS KiJbKICHOT OIIHKH
BIUIMBY MOTHBAIIMHMX CHUCTEM Ha EKOHOMIYHI pe3yJbTaTH MiANPUEMCTB, (OPMYBaHHS IHJIEKCY MOTHBALiHHOT
CTIHKOCTI MEHEKEPIB, a TAKOXK JIOCII/DKEHHS HOBITHIX U(POBUX Ta IICUXOJIOTTYHUX IHCTPYMEHTIB MOTHBALLil.

Mera crarti. Meroto cTarTi € OOrpyHTYBaHHS poJii MoTHBaulii y mpodeciiiHOMy pPO3BUTKY MEHEIKEepiB
Cy0’€KTIB rOCHOAAPIOBAHHS B KPU30BHX YMOBaX Ta aHaJi3 il BIUIMBY Ha €KOHOMIUHY €(EKTHUBHICTH IiIIPHUEMCTB. Y
JIOCITIPKEHH] 3aCTOCOBAHO METO/N CHCTEMHOTO aHai3y, THUIIOJIOTI], EKCIIEPTHOTO OLIHIOBAHHSI, ITOPIBHSIIBHOTO aHATI3Y
MOTHUBALIHHUX MOJIeTIeH Ta iIHAYKTUBHOTO y3arajJbHEHHS.

Bukian ocHoBHoro marepiajdy. OCHOBHa yBara NPHAUIIETHCS igeHTH(IKAIii BHAIB, (HOpM 1 HampsMiB
mpo¢eciiHOTO PO3BHTKY MeEHEIDKepiB, TpaHCpopMmamii CTPYKTypH MOTHBAIifHMX (akTopiB Ta ix iHTerpamii B
YIPaBIiHCHKY NPAKTHKY. Pe3ynbTaTi JOCHIIKEHHS CBIAYaTh, 10 MOTHBALIS B YMOBaX KpHU3W HAOyBa€e KOMIJIEKCHOTO
XapakTepy: Ha MEepIINi IUIaH BUXOIATH IIHHICHA, COIiajbHa, MOTHBALisA OataHCy MK POOOTOIO 1 OCOOUCTHM KHUTTSIM
Ta eK3UCTeHIiitHa MoTuBaisi. EdexTnBHa cucremMa MoTHBalii MOBHHHA OyTH aJalTHBHOIO, iHAWBITyai30BaHOIO Ta
OpIEHTOBAHOIO Ha MTOE€JHAHHS MaTepiallbHUX 1 HeMaTepialbHUX CTUMYIIB. Lle Mae TeopeTnyHe 1 MpakTHYHE 3HAUYCHHS B
KOHTEKCTI TIEPCIIEKTHBU CTBOPEHHS JII€BOT CUCTEMHM MOTHUBALii JJIsi MEeHepKepiB. BeTaHOBIIEHO MPSIMUET €KOHOMIYHUI
eeKkT MoTHBalii MEHE/PKEpiB, IO TMPOSBISAETbCS y 3POCTAaHHI IMPOMYKTUBHOCTI, 3HW)KEHHI BHTpAT, 3MilHEHHI
KOPIIOPATHUBHOI 3TYPTOBAHOCTI Ta MOCHIJICHH] IHHOBAI[IHHOTO TIOTEHIIATY MiAPHEMCTB.

BucnHoBku. 3po6ieHO BUCHOBOK, IO IHTETPOBaHA CUCTEMa MOTHBALIl MEHE/DKEPIB Y KPU30BHX YMOBAX € HE
JIMIIIe YNHHUKOM CTIHKOCTI Oi3Hecy, ajie i 3aropyKor0 eKOHOMIYHOT'O BiTHOBJIEHHS KpaiHH.

Knrouosi cnoea: momusayis, npogheciiinuii po36umox, exKOHOMIYHI pecypcu, VAPAGIIHHA JHOCbKUMU
pecypcamu, 8ilHa, Kpu3da, cyo €km niONPUEMHUYLKOT OISLIbHOCMI, eKOHOMIKA.
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