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CURRENT ASPECTS OF PERSONNEL MOTIVATION
IN THE HOTEL AND RESTAURANT SECTOR OF UKRAINE

The article explores the current aspects of employee motivation in Ukraine s hotel and restaurant sector under conditions
of social, economic, and technological uncertainty caused by martial law, large-scale population migration, a shortage of
qualified personnel, and rapid digitalisation. Employee motivation in the hospitality industry serves as a key factor in ensuring
productivity, service quality, workforce stability, and the competitiveness of enterprises. The features of modern approaches to
staff motivation in the hotel and restaurant sector of Ukraine were studied, effective methods of stimulation were identified, and
innovative solutions adapted to today's challenges were substantiated.

Within the framework of the research, motivational methods have been classified into five categories: financial incentives,
non-financial incentives, indirect methods, elimination of demotivating factors, and disciplinary measures. Their effectiveness
has been analysed taking into account corporate culture, the age structure of personnel, and the specific features of labour
processes. The study applies classical motivational theories (A. Maslow, V. Vroom, F. Herzberg, J. Adams, M. Seligman) as well
as generational theory (X, Y, Z), which makes it possible to consider the social and value-based differences among employees.

Particular attention is paid to innovative approaches to motivation, including flexible work models, digital gamification,
personalised development programs, mental health support, transparent bonus systems, and employee participation in decision-
making. The SWOT assessment of motivation strategies within hospitality enterprises highlighted key tendencies, including the
enhanced significance of non-financial motivators, the prioritisation of emotional stability, intensified attention to professional
development and career progression, the institutionalisation of KPI-linked compensation mechanisms, the integration of new
social groups, and the increasing utilisation of digital human resource tools.

The study substantiates that wages remain a fundamental motivator, especially under inflationary conditions; however,
an effective motivational system should combine both financial and non-financial stimuli, be flexible, transparent, and socially
sensitive. Effective management of employee motivation in the hotel and restaurant business represents a strategic resource that
ensures resilience, operational efficiency, and sustainable development of hospitality enterprises.

Key words: employee motivation, HR analytics, management under martial law, non-financial incentives, hotel and
restaurant sector of Ukraine.
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Hocnidoicero ocobausocmi cyuacnux nioxodie 0o Momusayii NEPCoHALY 8 20MeTbHO-PeCMopanHil chepi Ykpainu, eusHaueno
eghexmueHi Memoou CMUMyTI08AHHS MA 0OTPYHMYBAHHS IHHOBAYIUHUX PillieHb, A0anmoBaHux 00 GUKIUKIE Cb0200EHHS.

Y meorcax docniodcenns xnacughixogano MomuayiuHi Memoou 3a n’imvMa HARPSIMAM: MAmepianbHi CMUMYU, Hemd-
MepianbHi CIMUMYIU, HenpsIMi Ni0Xo0u, YCYHeHHs 0eMOMUBYIOYUX YUHHUKIE ma ducyuniinaphi 3axoou. [Ipoeedeno amanis ix
ehexmusHOCmi 3 YPAxyBaHHIM KOPHOPAMUBHOT KYIbMYPU, 8IKOBOI CIPYKMYPU REPCOHANY Ma cheyudiiku mpyoosux npoyecis.
3acmocosano meopemuuni modeni momusayii (A. Macnoy, B. Bpym, @. I'epybepe, [Dic. Adame, M. Ceniemar), a maxoxc meopiio
noxonins (X, Y, Z), wo 0036015€ 8paxysamu coyianbHi ma YiHHIiCHI 6IOMIHHOCIE MidiC NPAYIGHUKAMU.

Ocobnugy ysaey npudineHo iHHO8ayitiHUM RIOX00am 00 MOMUBAYIT: SHYUKUM MOOETAM Pobomu, yugposii cetimigikayii,
NEPCOHANI308AHUM NPOSPAMAM POZGUMKY, RIOMPUMYI MEHMATLHO20 300P08 5, NPo30pitll cucmeMmi OOHYCig ma 3anyueHHIo npa-
yigHukig 0o npuuinamms piwensv. Ha ocnosi SWOT-ananizy momugayiunoi nonimuxu nionpuemMcme 20meibHo-pecmopasiozo
Oi3Hecy BUABILEHO KIIOUOBI MPEHOU: 3POCMAHHS POIL HeMAMEPIATbHUX CIMUMYIIE, nompeba 6 eMoyiiunill cmabitbHocmi, opi-
EHMAYIA HA HABUAHHA MA KAP ‘€pHe 3pOCmanHsl, 6nposaddicents KPI-opienmosanux cucmem npemiiosanns, inmespayis Hogux
COYIaNbHUX 2pYn, akmueHe sukopucmanus yugposux HR-piuens.

Y cmammi o6tpynmosano, wo 3apobimua niama 3aaumacmspca 6a308um MOmMusamopom, ocoonueo & ymosax ingis-
yii, npome eghexmusHa MOMUBAYIIHA cUcmeMa NOBUHHA NOEOHYBAMYU MAMEPIATLHI MA HeMAMEPIanbHi CIMUMYIY, 6ymu eHy4-
KOI0, IpO30p0oI0 Ma coyianbHo yymaueoio. Eexmusne ynpagiinua MOmusayicio nepcoHaiy 8 20menvHo-pecmopanHomy 6izneci
€ cmpameziuHuM pecypcom, wo 3abesneuye Cmiukicnmo, e(peKmusHicmy ma po3gunox NIONPUEMCIS y cepi 20CMUHHOCHI.

KiiouoBi cioBa: momusayisa nepconany, HR-ananimuxa, ynpaguints 8 ymosax 60€HHO20 CAHY, HeMAMepIanbHi CIumyu,
20menbHO-pecmopanta cgepa Yrpainu.

Problem statement. The hotel and restaurant sector represents one of the most dynamic and socially respon-
sive segments of Ukraine’s economy. Its overall productivity, quality of services, employee engagement, and con-
sequently, the financial sustainability of enterprises, are largely determined by the effectiveness of personnel moti-
vation. In the context of martial law and ongoing socio-economic turbulence, hospitality enterprises face deep
structural transformations caused by massive internal migration, a shortage of skilled professionals, and accelerated
digital integration. These factors redefine employees’ motivational orientations, reshape employers’ management
priorities, and necessitate a revision of classical motivation models traditionally applied in the hospitality industry.

Under such extraordinary conditions, the human resource system must balance between financial stability,
psychological well-being, and adaptive forms of professional engagement. Therefore, the rethinking of motivation
in the hospitality sector should not only respond to present challenges but also form a resilient basis for workforce
sustainability and long-term competitiveness.

Analysis of recent research and publications. The problem of personnel motivation continues to attract sig-
nificant scholarly attention in management and hospitality studies. Researchers, including M. Hakova [1], I. Kantsur,
A. Pastukh [2], L. Kovalenko [3], A. Kotlyk, D. Tereshchenko [4], V. Nepochatenko [5], L. Chepurda, I. Herman [6]
and others, have examined various aspects of this topic, ranging from material incentive systems and monitoring of
motivational needs to behavioural factors influencing employee engagement. Their findings emphasise the multidi-
mensional character of motivation and its impact on enterprise efficiency.

However, despite the substantial academic groundwork, certain questions remain open. Contemporary studies
rarely consider the motivational behaviour of hospitality personnel under martial law, nor do they adequately reflect
the psychological and social effects of wartime migration on human capital. In addition, the increasing average age
of the workforce and the integration of new demographic groups require differentiated incentive mechanisms and
flexible management solutions. Consequently, the need for scientifically justified, context-specific motivation strat-
egies for hotel and restaurant enterprises in Ukraine remains pressing and of practical relevance.

The goal of the article is to analyse and systematise the current directions of personnel motivation in hotel
and restaurant enterprises in Ukraine and to identify effective approaches to employee stimulation.

Presentation of the main material. A fundamental managerial function in the hospitality industry is to estab-
lish a motivational environment that encourages creativity, initiative, and professional commitment among employ-
ees. Effective motivation connects organisational objectives with the personal aspirations of staff, ensuring higher
productivity, service quality, and team cohesion. Understanding how motivation operates as both a psychological
and managerial mechanism is crucial for constructing systems that transform external incentives into sustained
internal engagement.

The need-driven nature of motivation defines it as a multidimensional behavioural process. Individual dif-
ferences in needs, values, and priorities lead to significant variation in motivational responses; therefore, a single
universal model cannot guarantee lasting effectiveness. Successful hospitality enterprises tend to integrate eco-
nomic, professional, and socio-psychological components, combining individual and collective incentive strategies
to maintain a balance between tangible and intangible rewards.

Based on this approach, motivation methods in the hotel and restaurant business can be systematised into sev-
eral key categories. These categories encompass both direct and indirect influences on employee behaviour, ranging
from monetary incentives to the creation of a favourable psychological climate. The classification summarised
below (table 1) outlines the principal types of motivation, their mechanisms, and associated benefits and limitations
within the hospitality context.
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Table 1
Methods of motivating personnel

Motivation Specific methods Advantages Risks / limitations
category

Material Salary, bonuses, profit share, |Direct stimulation, simple Limited long-term effect,
extra payments evaluation of results saturation effect

Non-material Praise, recognition, respect,  |Increases emotional Requires an individual approach,
sense of belonging engagement, no financial costs | subjectivity

Indirect efforts Training, development, career | Long-term effect, improved | Requires investment, delayed
advancement qualification results

Elimination of Removing injustice, conflicts, | Improved microclimate, Requires changes in corporate

negative factors | toxic atmosphere reduced staff turnover culture

Disciplinary Warnings, fines, dismissal Control, discipline Demotivation, fear, loss of

methods maintenance initiative

Source: compiled by the authors

The empirical analysis carried out across hotel enterprises was based on the following motivational theo-
ries: V. Vroom’s Expectancy Theory, B. Skinner’s Reinforcement Theory, A. Maslow’s Self-Actualisation Theory,
F. Herzberg’s Two-Factor Theory, M. Seligman’s Well-Being Theory, J. Adams’s Equity Theory, and the Participa-
tion Theory (table 2).

Table 2
Possibilities of applying motivational theories in the hotel and restaurant sector
Theory Author Application in the hotel and restaurant sector
Expectancy theory V. Vroom Identification of individual employee expectations regarding
rewards
Reinforcement theory B. Skinner Use of bonuses, incentives, and gamification
Self-actualization theory A. Maslow Creating conditions for professional development
Two-factor theory F. Herzberg Differentiation between hygiene and motivational factors
Well-being theory M. Seligman Support for mental health and maintenance of a positive
workplace climate
Equity theory J. Adams Transparent system of rewards and recognition
Participation theory Modern HR Involvement of employees in decision-making processes
approaches

Source: compiled based on [7-8]

Employee motivation in the hotel and restaurant industry has undergone a profound conceptual evolution —
from the rigid, authoritarian management paradigms of the nineteenth century to the contemporary philosophy of
service-oriented leadership. During the latter half of the twentieth century, material remuneration mechanisms dom-
inated as the central motivational driver. However, beginning in the 1990s, attention progressively shifted toward
the cultivation of corporate culture, continuous professional development, and the enhancement of emotional intel-
ligence as critical determinants of workforce engagement. In the post-COVID-19 era, motivation within the hospi-
tality sector has further evolved toward flexibility, personalisation, and a holistic focus on employees’ psychological
well-being and life satisfaction, reflecting a transition to human-centred management models.

Classical motivational models based on A. Maslow’s hierarchy of needs, V. Vroom’s expectancy theory, and
F. Herzberg’s two-factor model establish a linear relationship between employee needs and productivity. However,
under the conditions of high market turbulence, labour market instability, generational shifts, and changing social ori-
entations, these theories, while remaining conceptually valid, have demonstrated a decline in practical effectiveness.

The generational theory (X, Y, Z) provides an analytical framework that enables the consideration of social,
technological, and value-based differences among various groups of employees [9]. It is important to emphasise that
in the hotel and restaurant business, where representatives of all three generations work simultaneously, the moti-
vational system must be multi-level and adaptive (table 3). For instance, Generation X tends to prioritise stability
and mentorship; Generation Y is motivated by opportunities for professional development and workplace flexibility;
whereas Generation Z responds best to digital platforms, rapid feedback, and active social engagement.

The results of the conducted research demonstrate that an efficient motivation system within the hospitality
industry must balance tangible and intangible incentives, taking into consideration the distinctive characteristics of
hospitality labour — such as emotional demands, extensive client communication, seasonal fluctuations, and shift-
based employment structures.
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Table 3
Differences in the age structure of enterprise personnel

Generation Characteristics Effective motivators

X Stability, experience, loyalty Years of service recognition, participation in decision-
(1965-1980) making, mentorship

Y Flexibility, development, balance Career growth, flexible schedule, professional training
(1981-1996)

V4 Technological orientation, speed, self- Recognition, digital tools, teamwork
(1997-2012) expression

Source: compiled by the authors

Material incentives (such as salaries, bonuses, and additional payments) remain a fundamental component of
motivation; however, their stimulating power tends to diminish over time due to the so-called “saturation effect.”
Non-material incentives (such as recognition, belonging, and self-realisation) have a longer-lasting impact on
employees’ emotional engagement and overall job satisfaction.

Employee development is the cornerstone of long-term motivation. Indirect motivation methods, including
training programs, workshops, and the development of creative potential, are viewed as investments in human cap-
ital that enhance an enterprise’s competitiveness. Employees who are provided with opportunities for professional
growth tend to demonstrate higher levels of loyalty and productivity. Encouraging learning fosters a culture of
development, which constitutes a strategic advantage for hotels and restaurants.

The elimination of demotivating factors is an essential element of motivational policy. The presence of injus-
tice, conflicts, favouritism, or toxic interpersonal relationships reduces the effectiveness of any motivational initia-
tives. Therefore, the creation of a healthy psychological climate is a prerequisite for the successful implementation
of a motivation strategy.

Disciplinary methods should be applied in a balanced manner. Although disciplinary measures are necessary
to maintain order, their excessive use can lead to loss of initiative and overall demotivation. It is recommended to
combine control mechanisms with positive reinforcement techniques [3, 10, 11, 12].

The examination of contemporary motivational practices in the hotel and restaurant industry reveals a dis-
tinct shift toward a comprehensive, personalised, and analytically substantiated approach that integrates material,
non-material, and developmental incentives. Central to this system is an individualised strategy that recognises each
employee as a unique contributor, taking into account their personal values, needs, and professional aspirations.

Figure 1 illustrates a conceptual model of motivational methods tailored to the personnel structure of enter-
prises within the hospitality sector, reflecting the interrelation between managerial tools and the psychological
characteristics of staff engagement.

The existence of a variety of approaches and numerous methods that implement them complicates the man-
agers’ task of selecting the one that best corresponds to the goals of a particular enterprise and current condi-
tions. Therefore, the choice of methods and the evaluation of motivational policies should be based on HR ana-
lytics. As key indicators for assessing the effectiveness of motivational measures, which can be used to adjust and
improve motivational programs, both quantitative and qualitative parameters are commonly applied: staff turno-
ver — changes in personnel numbers expressed as a percentage before and after the implementation of a motivational
program; employee satisfaction index — derived from surveys or interviews; labor productivity — quantitative perfor-
mance indicators; economic effect — profit growth, reduction in recruitment costs, and minimization of downtime.

Personnel motivation in the hotel and restaurant business is evolving from a simple incentive mechanism into
a complex, dynamic, and personalised process that integrates psychological, managerial, and economic aspects.
Effective motivation management is not limited to salary; it is about creating an environment where employees are
willing to work, develop, and remain within the organisation.

An analysis of practical case studies presented on the websites of leading companies in the hotel and res-
taurant industry [10—11] has revealed innovative directions in motivation that contribute to improving business
efficiency and resilience (table 4).

Among the effective innovative approaches to personnel motivation in the hotel and restaurant business under
conditions of social, economic, and technological uncertainty are the following:

— flexible work models — the introduction of variable schedules, part-time employment, and opportunities
for self-scheduling contributes to reducing burnout and staff turnover. Expected results: staff turnover decrease
by 15-25%;

— digital gamification — the use of mobile applications to reward achievements, encourage participation in
team competitions, and distribute bonuses. Expected results: efficiency increase by 10-20%;

— continuous learning and development — the implementation of online courses, mentorship programs, and
internal academies promotes professional growth. Expected results: improvement in service quality by 15-25%;
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—[ Material motivation methods }
*Base salary — the primary motivator for all categories of employees, especially
technical staff (housekeepers, laundry workers).
*Performance bonuses — applied to waiters, administrators, and cooks (for example,
for exceeding targets or receiving positive customer feedback).
*Profit sharing / tips - relevant for service personnel (waiters, bartenders).

* Additional payments for qualifications, seniority, and night shifts - encourage
experienced employees and those working under challenging conditions.

—{ Non-material motivation methods )
Praise, recognition, gratitude — particularly effective for junior staff who require
emotional reinforcement.
Involvement in the establishment’s success — through team meetings, internal
competitions, and participation in decision-making.
Flexible scheduling and recognition of personal needs — important for employees
with families or students.

—[ Indirect motivation methods }

*Training, workshops, and master classes — for administrators, cooks, and
managers; promote professional development.

*Career advancement — internal promotion, for instance, from waiter to floor
manager.

*Creative potential development — for chefs, bartenders, and interior designers
(participation in competitions, creation of signature menus).

—[ Eliminating demotivating factors }

Fair treatment and transparency in shift and workload distribution — reduces
conflict within the team.

Conflict management policies — mediation, internal codes of ethics.

% Disciplinary motivation methods }

Warnings, penalties, and reprimands — applied in cases of service standard
violations, tardiness, or hygiene non-compliance.

Dismissal — an extreme measure that must be justified and properly documented.

Fig. 1. Methods of employee motivation considering the specific structure of personnel in the hotel and restaurant sector

Source: compiled by the authors

Table 4
Motivational programs in the global hospitality industry
Company Practice of using motivational programs
Marriott International Spirit to Serve program: training, recognition, and employee involvement
Reikartz Emotional support programs for staff
McDonald's Ukraine Gamification through mobile applications
Premier Hotels Flexible shift planning and self-managed scheduling

Source: compiled by the authors

— personalised motivation programs — individual development plans, regular meetings with HR managers,
and consideration of employees’ personal goals. Expected results: loyalty increase by 25-40%;

— mental health support — emotional well-being programs, access to psychologists, and anti-stress initia-
tives. Expected results: stress reduction by 30-50%;

— recognition and transparent bonus systems — public recognition of achievements, regular bonuses, and
quality-based reward programs. Expected results: productivity increase by 15-30%;

— employee involvement in decision-making — surveys, brainstorming sessions, and participation in the
development of new services. Expected results: increase in employee initiative by 50-70%.

Innovative trajectories in personnel motivation within the hotel and restaurant sector provide enterprises with
greater institutional adaptability, enabling them to address contemporary socio-economic challenges while main-
taining organisational resilience. The integration of flexible work arrangements, digital transformation tools, and
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comprehensive well-being programs constitutes a decisive foundation for sustaining competitiveness in the hospi-
tality domain.

Building upon prior scholarly contributions [2, 6, 12] and incorporating the outcomes of motivational mon-
itoring alongside a SWOT assessment of incentive strategies implemented by hospitality enterprises in Dnipro
(table 5), this study identifies the principal trends shaping personnel motivation in Ukraine’s hotel and restaurant
industry amid the conditions of martial law. These trends reveal an evolving paradigm of human capital engagement
that emphasises both psychological sustainability and data-driven human resource management.

Table 5
SWOT-analysis of motivational policy in hotel and restaurant enterprises in Ukraine under martial law

Strengths Weaknesses

Flexibility of motivational policy Lack of psychological support
Increase in average wages Shortage of qualified personnel

— Growth of team cohesion — Imperfect performance evaluation system
Opportunities Threats

— Involvement of internally displaced persons and

veterans — Prolonged instability

— Expansion of training programs — Emotional burnout

— Implementation of HRIS (Human Resource
Information Systems)

Competition with foreign employers

Source: developed by the authors

The main trends in personnel motivation in Ukraine under martial law include:

— the growing role of non-material incentives such as recognition, involvement, and flexibility;

— the increasing need for emotional stability and psychological support;

— a focus on professional development, including training, mentorship, and career advancement;

— the transition toward KPI-based reward systems;

— the inclusion of new social groups;

— the implementation of digital HR solutions, including HRIS and motivation analytics.

In the Ukrainian hotel and restaurant sector, wages remain the fundamental motivator, especially in conditions
of inflation and economic instability. Considering inflationary pressures, enterprises must ensure not only compet-
itive pay levels but also dynamic wage indexation. Motivational programs should include an annual salary review
based on the results of employee certification, competency assessments, and the achievement of key performance
indicators (KPIs).

Under current conditions of instability, particularly during martial law, the incentive system must be adaptive,
transparent, and socially sensitive.

Conclusions from this study and prospects for further research in this area. Under the current operating
conditions of Ukraine’s hotel and restaurant industry — marked by martial law, instability in the labour market, rapid
digital transformation, and pronounced generational change — personnel motivation emerges as a decisive determi-
nant of organisational efficiency, resilience, and competitiveness. The findings of this research affirm that the moti-
vational architecture within the hospitality sector must be multidimensional, strategically integrated, and responsive
to the individual needs and behavioural patterns of employees.

The structured systematisation of motivational approaches has made it possible to delineate five principal
categories: material and non-material incentives, indirect stimulation methods, the removal of demotivating factors,
and disciplinary interventions. The overall effectiveness of these mechanisms is contingent upon contextual varia-
bles such as corporate culture, demographic composition of the workforce, and the specific characteristics of labour
processes within hospitality enterprises.

The analysis of motivational theories (by V. Vroom, A. Maslow, F. Herzberg, J. Adams, M. Seligman, and oth-
ers) demonstrated the need to combine classical approaches with modern concepts of service leadership, well-being,
and participatory management. Particular attention should be paid to Generation Z (Zoomers), which forms new
expectations regarding motivation — digital platforms, quick feedback, and social engagement.

An effective motivational policy must be based on HR analytics, which allows evaluating the efficiency of
motivational measures using both quantitative and qualitative indicators such as staff turnover, satisfaction index,
labour productivity, and economic impact.

Thus, personnel motivation in the hotel and restaurant sector is evolving from a basic system of incentives
into a strategic component of management, necessitating a flexible, individualised, and evidence-based approach.
Future research should concentrate on developing adaptive motivation models that reflect contemporary socio-eco-
nomic challenges and ensure the sustainable engagement of human capital.
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